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EVENT-MAPKETUHI SIK IHCTPYMEHT
BAHKIBCHKOI'O MAPKETHUHI'Y B YMOBAX
TJIOBAJII3ALLIL
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VY cydacHHX yMOBaxX MapKeTHHT € OCHOBHUM 1HCTPYMEHTOM B3a€MOAIN OaHKY
Ta HOTO KITi€HTIB. BaHKIBCHKUI MapKETHHT € 0COOIMBOIO I'aly3310 MApPKETHHTY
yepe3 cBOr crenu(iky. B ymoBax Komu HisIBHICTH OakiB TOB’s3aHa 3
Ha/IaHHSIM OJHAKOBHX IOCIYT, KOHKYPEHIIiSl MK HUMH 3Ha4HO 3POCTAE, TOMY
pauioHagbHO HALIUIIOBATH AISIbHICTh HA MAKCUMAIIbHY KITIEHTOOP1EHTOBaHICTh
Ta 3aCTOCYBaHHS MapKETHHIOBOI KOHIEMIil. 3a OMOMOTOI0 MapKETHHIOBHX
pilieHb 3’ SIBISETHCS MOXKIIMBICTD OLIIHUTH CUTYAIiI0 HA PUHKY Ta PO3POOHTH
MPOAYKIIIFO UM MOCIYTH 3TiHO 3 Oa)KaHHSIMHU CBOIX MOTCHIIIMHUX KIIEHTIB.
[Iporte Le HampsiMy 3a1€XHUTh Bil iHGOPMaLiiiHOT 0a3u Ky OTpUMY€E OaHK Ta
MOCTIHHOTO MOHITOPUHIY HOBOBBEAEHb y OaHKIBCHKIM rairysi, IO J03BOJISE
Ha OCHOBI WX NaHMX NPUMMATH IHAWBIAYyalbHI DILICHHS, SIKi B LUIOMY
YKPITUTIOFOTH B32€MO3B’ 130K MK KITIEHTOM Ta OaHKOM.

baHkiBChKHH MapKETHHT € CHenudigHAM 1HCTPYMEHTOM 30BHINTHBOI Ta
BHYTPIITHBOI CTpaTerii, TaKTHKH, IONITHKHA MISUTBHOCTI OaHKy Ta HOTro
KIIIEHTOOPIEHTOBAHICTh. Y CYYaCHUX PHHKOBHX YMOBaX HIeJaii CKIIAIHIIIE
3aIliKaBUTH IMOTSHITIHHOTO KITIEHTA PEKJIAMHAMH TIOB1IOMJICHHSIMH, a Y 3B’ 3Ky
3 BY3bKOIO HAIpaBIEHICTIO OAHKIBCHKOI MISUTBHOCTI BHHHUKAE HEOOXITHICTH
CTBOPIOBAaTH HOBI IMIXOAW y TPOCYBaHHI CBOIX IMOCIYr Ha PHUHKY. ToOTO
CJIiJ] BPaxoOBYBaTh TEHJIEHINT PO3BUTKY PHHKY, IO NPUHOCHUTH KOPUCTH JJIS
KOPHCTyBada Ta BONHOYAC ITIBUINYE JIKBINHICTH 0aKy Ta 3HIKYE PIBEHb
PH3HKIB HOTO Omeparii.

3HauYHUI BKJIAJ] y JTOCIiIKEHHS MUTaHHS event-MapKeTHHTY, SIK IHCTPYMEHTY
0aHKIBCBKOr0O MapKEeTHUHTY 3pOoOMJIM Taki HaykoBHi, ik AHTOHeHko [.f1.,
Apxipeticeka H.B., BapanoB [1.A, Bannbea T.A., Kozsmenko C.M., [lIkonbsHuK
T.O., Kiso6a JL.I., Kotiep ®., Kpasenp O.M., Camapina [.B., Jlrotmii 1.O.,
Cononka O.0., [Tiunk K.B Ta iH. AHaJi3 HayKOBUX Mpailb OKa3aB, M0 BiJ
BUKOPHCTaHHS €Vent-MapKeTHHTY B JiSUIbHOCTI OaHKIB HampsMy 3aJIe)KHUTh
HOro KOHKYPEHTOCIIPOMOXHICTh Ta PUBAOIMBICTD ISl KITI€HTIB.

OTKe, TEOpPETHYHI Ta MPAKTUYHI 3aIliKaBJIEHHs MPOOIEMATHKOI0 MAapKETHHTY
B JISUTBHOCTI OaHKIB YKpaiHW BH3HAYA€ aKTYalIbHICTh Ta METY JJAHOI POOOTH.

Meroto poOOTH € JOCIHIDKCHHSI TEOPETUKO-METOAMYHHUX TMOJOKEHb Ta
PO3po0Ka MPAKTUIHUX PEKOMEHIAIIIH 010 BJIOCKOHAICHHSI MAPKETHHIOBOTO
3a0e3rnevyeHHs] OaHKiB isi X eeKTUBHOrO (DYyHKIIOHYBaHHS Ta MOOYIOBH
CUCTEMH JIIarHOCTYBaHHS PIBHS BUKOPUCTAHHS MAPKETUHTOBHUX 1HCTPYMEHTIB.

O0’€eKTOM JOCIIDKEHHSI € TPOoIeC 3a0e3MeueHHs] Ta BIPOBAKEHHS event-
MapKeTHHTY Yy JisUlbHICTh OaHKIB (iHaHCOBOi Oe3meku, a MpeaMeToM
— TEOPETHKO-METOAWYHI MOJOKEHHS Ta MPAaKTHYHI pPEeKOMEHZamlii oo
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BIOCKOHAJICHHS CHCTEMH 3a0e3leueHHs event-MapKeTHHTY B IisUTBHOCTI
0aHKIBCBKUX yCTaHOB.

TeopeTHko-MeTONYHY OCHOBY JOCIHI/UKEHHS CTaHOBISATH HAyKOBI IIpari
(haxiBIIiB, SIKi BUCBITJINIIA TUTAHHS MAPKETHHTOBOTO 3a0€31eueHHsI OaHKiBChKO1
JHSAIBHOCTI.

[adopmariitHO-haKkToIOTIuHOI0 0a30f0 JOCHIMHKCHHS € 3aKOHOMAaBUl Ta
HOPMAaTHBHO-TIPABOBI aKTH 3 TUTAaHb MAPKETHHTOBOTO 3a0e31eueH s, O(IIiiHi
(hiHaHCOBI 3BITHOCTI MOCITIKyBaHUX OaHKIB, Mpalli BUEHUX y cdepi event-
MapKETHHTY, IHTEpPHET-PECYPCH.

OCHOBHI IOJIO’KEHHS i pE3YIILTATH IO CITI IPKEHHS, SIKi BA3HAYAI0Th HOTO HAYKOBY
HOBH3HY TMOJSITAIOTh Yy TaKOMY: YIOCKOHAJCHO MOHATTA '"event-MapKeTHHT
0aHKy'"; YIOCKOHAJICHO IEpEeNiK 3arpo3 MpH BHUKOPUCTAHHI MapKETHHTOBUX
PIllIeHb; BUKJIAICHO METO/IH JI0 JIIKBI Al 3arp03 Y MApPKETHHIOBIH JTISUIBHOCTI
OaHKiB.

[IpakTHuHEe 3HAYEHHST OTPHUMAHUX pPE3YJbTaTiB MOJNATAIOTH Y MOKIMBOCTI
BUKOPDHCTaHHS iX OaHKaMu M PO3POOKM CTpaTerii MapKEeTHHIOBOTO
3a0e3MeUYeHHs, a TAaKOXK U PO3YMIHHS pOJIl event-MapKeTHHTY y JisUTbHOCTI
OaHKiB YKpaiHH.

PO311UI 1. TEOPETUYHI OCHOBMU YIIPABJIIHHA
MAPKETHHI'OBOIO AIAJIBHICTIO BAHKIB

CyTHICTG 1 3HaYCHHS eVent-MapKeTHHTY OaHKY

BaHkiBCbKMIT MapKeTHHT € crenudiyHuM I1HCTPYMEHTOM 30BHIINIHBOI Ta
BHYTPIIIHBOI CTparerii, TaKTHUKH, MONITHKK [isUIbHOCTI OaHKy Ta Horo
KIJIIEHTOOPIEHTOBAHICTh. Y CydYaCHMX PHUHKOBHUX YMOBAxX Je/aji CKJIaJHIIIe
3al[iKaBUTH MOTEHIIHHOTO KITi€HTA PEKJIAMHAMH NOBIJIOMIICHHSIMHU, a Y 3B’ SI3KY
3 BY3bKOI) HAIIPABJICHICTIO OaHKIBCHKOI MISUTBHOCTI BUHUKAE HEOOXITHICTH
CTBOPIOBAaTH HOBI MiAXOAW y MPOCYBaHHI CBOiX MOCIYI Ha PHUHKY. T00TO
CJIiJ] BPaxoByBaTW TEHJEHIN PO3BUTKY PHHKY, IO MPUHOCHUTH KOPUCTH IS
KOpPHCTYBaya Ta BOJHOYAC MiJBHIIYE JIKBIIHICTH 0aKy Ta 3HHKYE DPiBEHb
pHU3HKiB Horo oneparii. Event-MapKkeTHHT CTUMYJIIOE TIOBHOL[IHHE PO3KPHUTTS
IMIZDKYy TOProBoi Mapku/OpeHay, a TaKOX JOMOMAara€e BiJIKJIACTH HOTO Yy
CBIJIOMOCTI criokuBauiB [12].

IMpoanaizyBaBIlld HAYKOBY JIITEpaTypy 3 MUTAaHb CHCTEMU event MapKeTHHTY
JUTS 320€3MeUeHHST MAPKETHHTY OaHKY MO)KHA BUIUJIUTH OCHOBHI BU3HAYCHHS
MapKEeTHHTOBOI MisIIbHOCTI OaHKIB YKpaiHM MOKHA BHIUIATH HAHOUTBII
MOIIMPEHI MiXOAN 10 BU3HAUYCHHS CIIOPIAHEHUX MOHATH "event-MapKeTHHT",
"OaHKIBCHKHN MapKeTUHT", siKi HaBeZeHo y Tabm. 1.1.
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Taoanus 1.1

IMorisiAu BUEHMX 100 CYTHOCTI MOHATH
MOB’SI3aHMX i3 MOHATTAM «event-MapKeTHHI)

IonsaTTs Hxepesio BuznauenHs

Event-mapkeTuHr [11] [TpocyBanHs TOBapy abo0 MOCIYTH 3a
JIOTIOMOTOI0 CTBOPEHHSI Ta OpraHizarii
CICIIaIbHAUX MO/, SIKi HaJIaro/HKYIOTh
EMOIIMHUH 3B’ 30K MK OpCHIOM Ta
CHO)KHBAYEM.

Event-marketing [8] CucreMaTH4Ha OpraHi3alis 3aX0/iB sK
aTGopMu pe3eHTallii ToBapy (IOCIyru) uis
TOrO, 100 32 JIONOMOT00 €MOLIIHHOTO BILIUBY
aKTHBI3yBaTH yBary IIbOBOI IPYIIH J0 TOBAPY
(mociyru )

Event Marketing [24] [HCTpYMEHT, KM MOXKE TO3BOJIUTH
MIEPETBOPUTH PEKIIaMy B OC3KOIITOBHHI
MOJIAPYHOK, CBSITO, B II0Y, 3aXOIHUTH ayAUTOPIIO
3HEHaIlbKa, KOJIM BOHU 30BCIM HE TOTOBI 10
000opoHn

Event Marketing [13] Psin 3ax0/iB cCipsSIMOBaHMX Ha MPOCYBAHHS
MapKH ab0 MPOIYKTY 3a JOMOMOTOKO SICKPaBUX
MOIiH. 3aBAAKH MPAMOMY KOHTAaKTY, SIKHI
(hopMyeThCS B XO/I1 3aX0Y, 3’ ABISETHCS
MOJKJIMBICTB O1JIBIII TOYHO i €(heKTHBHO
BIUTMHYTH Ha TIOKYIILS.

BaHKiBChKMIA [19] e Qimocodisi, cTpaTeris Ta TAKTHKA 0aHKY,
MapKETHHT II0 CIIPSMOBaHI Ha e()EKTUBHE 3310BOJICHHS
moTpe0, 3aMATIB 1 CIIO1IBaHb, BUPIIICHHS
POOIIeM iICHYFOUHX 1 IIOTCHIIHHIX 0aHKIBCHKHAX
KITIIEHTIB MUISIXOM YCIITHOI pearizamii Ha
PUHKY OaHKIBCHKHX IPOIYKTIB, SIKi BPaXOBYIOTh
TeHJICHIIii PO3BUTKY PUHKY Ta MPUHOCSTH
KOPHCTb CYCIIBCTBY 3aB/SIKH YIIPABIiHHIO
aKTHBaMH Ta NACHUBAaMH, MPUOYTKaMH Ta
BHTpPATaMH, JIKBITHICTIO OaHKY, PIBHEM PU3HKY
Horo ormepamii

:kepeJio: y3arajbHeHO aBTOPOM Ha ocHOBI [8, 11, 13, 19, 24]

[IpoanamizyBaBiiy HaBeaeH! y Ta0u. 1.1 TMOHATTS MOXHA BHJIIJIMTA OCHOBHI
nepeBard BUKOPUCTAHHS event-MapKeTHHTy B JIiSUIBHOCTI OaHKiBCHKHX
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YCTaHOB, a caMe: [JOBIOCTPOKOBHH €(eKT; HEHaB’ S3JHUBICTh KIIIEHTAM;
MiABUIICHHS CIIPUHHATTS 3alPONIOHOBAHUX TOCIYT; CIPHUSHHS (OPMYyBaHHIO
OCOOMCTICHOTO CTaBIIEHHS [0 OaHKy 4epe3 eMOLIMHMH KOHTAKT, 10
BUHHUKATUME y KJII€HTa Yepe3 CreLianbHi iMiKeBi 3aX0AH.

HeoOxigHicTh MapKeTHHTY B OAHKIBCHKIH cdepi YKpaiHHd B CydaCHHUX YMOBaX
00yMOBJIEHA 3araTbHOCBITOBAMH TCHIECHITISIMH, y TOMY 9Huci [3]:

1)
2)

3)
4)

5)

YHIBEpCaJIbHUM XapaKTepOM JisUIbHOCTI OUIBIIOCTI OaHKIB B YKpaiHi;

00ME@XEHOI0 KUTBKICTIO  (DIHAHCOBO  CTIMKHX  ITIIMPHEMCTB 1
3arOCTPeHHSIM Ha Iii OCHOBI KOHKYpEHIli MiK OaHKaMu 3a iXHE
00CITyTroBYBaHHS;

ro6asizaiiero 0aHKIBChKOT KOHKYPEHIIIT;

PO3IIMPEHHSIM CIIEKTpa TOCIYT, HaJaBaHUX OaHKAMH, 1 PO3BUTOK
HEOAHKIBCHKUX METOJIB 3allO3WYCHHsI KOIITIB (HAMPHUKIAJ, BUITYCK
oOuirartii);

0OMEKEHHSMH ITIHOBOI KOHKYPEHIII Ha PUHKY OaHKIBCHKHX IOCIIYT,
ITOB’ I3aHAMH 3 JIE€P’KaBHUM PETYITIOBAHHSIM, 8 TAKOXK 13 THM, III0 iICHYE
TPaHWYHUN PO3MIpP BIICOTKA, HIDKYE SKOTO OaHK YXKE HE OTPUMYE
MPUOYTOK; I1e BUCYBAE HA MEPIIHH IJIaH MPOOIEMH yIIPaBIIHHS SKICTIO
0aHKIBCHKOTO MPOJIYKTY W MPOCYBAaHHS MPOAYKTY Ha PUHOK.

Event-MapkeTHHT € yHIKaJbHUM 1HCTPYMEHTOM (OPMYBAHHSI MO3UTHBHOTO
CTaBJICHH 710 0aHKY a00 #oro mociayru. Moro BaxiMBicTh 3yMOBJICHA ICBHUMH
3aBJaHHSIMH SIKi BIH BUKOHYE:

>

30ip, 0OpoOka Ta aHami3 iHpoOpMaIii, HA OCHOBI SIKOT PO3POOISIETHCS
MapKETHHIOBA CTPaTeris OaHKy;

IOCTIDKEHHS Ta aHali3 MOXJIMBOCTEH pEaThbHUX Ta IMOTCHIIMHIX
KIJTIEHTIB OaHKY;

IHAMBITyaJIbHUH IMiJIX1]1 10 OOCIIyTOBYBaHHsI KJIIEHTIB OaHKY;

3HIDKCHHST (DIHAHCOBMX pPH3WKIB OaHKIB IIIISIXOM CTBOPCHHS
MapKETHHTOBHX IUIAHIB;

CTBOPEHHS KOHKYPEHTOCIIPOMOKHOTO TIOTEHITiaTy OaHKY;

CTBOPEHHSI IO3UTHBHOTO IMiZKY OaHKY Ha PUHKY HaJaHHS OaHKIBCHKUX
MOCIYT, BHACHiOK MPOBEJCHHS MOHITOPUHTY JYMKH LiJIbOBO]
ayAnUTOPIi;
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CTBOPEHHS HOBHX OaHKIBCHKHX MOCIYT Ta MPOAYKTIB HIISXOM aHali3y MoTped
KIJIEHTIB, TOIIIO.

B Ykpaini cygacHni 0aHKIBCHKHH MApKETHHT MPEACTABICHAN 1HIUBI Ty IbHAM
MapKETHHTOM, CIIPSIMOBAHUM Ha BUSIBIICHHS TIOTPE0 CIIOYKUBAYIB | MAKCHMAJTbHE
iX 3aJ0BOJICHHSI, IIJITXOM HAIaHHS IHIWBIMTYyaJIBHOTO ITiIXOMy KOKHOMY Ta
€JICKTPOHHUM MapKETHHTOM, SIKUH 00YMOBHUB OUTBII 3pyYHUI PiIBEHb HATAHHS
0aHKIBCHKHX IMOCITYT Ta OOCIYTrOByBaHHS KIIi€HTIB [23].

ChOrojiHi, y KpPU30BHM IEPiOj, OJHIEID 3 TPUYHH SKOTO CTaja MaHIeMis
0aHK MOBHMHEH MNPHUIUIMTH OCOONMBY yBary 30C€pEeKEHHIO Ta ITiJCHUIICHHIO
CBOTO IMIJKY Ha PHHKY OaHKIBCHKMX MOCIyT. CTpareriyHuM HarpapiIeHHSIM
MapKETHHTY OaHKIBCHKIH IiSUTBHOCTI € MaKCUMajbHE 3aJOBOJICHHS MOTPEO
KIIIEHTIB OaHKY, I1[0 CBOEIO YEPTOFO TAKOK IIPUBOIUTH J0 3POCTAHHS JIIKBITHOCTI
Ta (hiHAHCOBOT CTIMKOCTI OaHKiB.

3arpo3u OaHKIBCHKiN [isSUTPHOCTI BHSIBIISTIOTHCS Yy (POpPMI CYNEpPEYHOCTEH 3
(hiHAaHCOBHMM CEpPEIOBHIIIEM B SIKOMY BOHO (yHKIIOHY€E. Taka 3arpo3a mokasye
peanbHy a00 MOTEHIIIHY MOXKIIMBICTh BUSBIICHHS IECTPYKTHUBHOI il pi3HUX
(hakTopiB 1 YMOB Ha iX pealizamiro B mpomeci (iHaHCOBOTO PO3BUTKY 1 sKa
HPU3BOAUTH 0 MOXKIIMBOTO 30UTKY.

[MonsiTTsa "3arpo3a" Ta "Hebe3neka" MalOTh pi3HE 3HAYCHHS B TPAKTYBaHHI Ta
3aJIEKHO BiJ] TOTO SIKE 3 IOHSITh BAKOPUCTOBYETHCSI, BOHO MOYKE XapaKTePH3yBaTH
pi3Hy piHAHCOBY CUTYAIIiIO B TiSTTBHOCTI OaHKIB YKpainu. J{omiabHO po3risigaTu
“3arposy”’ sk 00’ €KTUBHO YNHHY MOJIMBICTh HETaTHBHOTO BILUTUBY Ha 00’ €KT,
BHACITIZIOK YOTO MOYKE TIOPYIITUTHCSI HOPMaIIbHUN CTaH Horo (yHKIIOHyBaHHS,
s “He0e3MeKy” - SIK HalOUIbIIl KOHKPETHUN BUSIB 3arpo3u [21].

30ip, 00poOKa Ta aHasi3 iHpopMalii mpo monepeaHii J0CBi] MAPKETHHIOBOTO
3a0e3mneueHHs 0aHKiBCHKOI JisUIbHOCTI, @ TAKOK MOHITOPHHT Ta POTHO3YBAHHS
3arpo3 Ta i1HAWKATOpiB SIKi BIUIMBAIOTH HA MOKAa3HUKU (iHAHCOBOI Oe3MeKu
0aHKy MOXXHA BiTHECTH JI0 METO/IIB 3a0€3MEeUEeHHs 0€3MEeKH HOTO IisSITbHOCTI.

3rigHo 3 TBepmKeHHM JI. KitboOu, Mapke THHTOBHH TIiIX1T Ma€ MICTUTH [6]:

1) BCTAHOBJICHHSI KOPOTKOCTPOKOBUX 1 JIOBFOCTPOKOBHX IIUICH JUIs
BIIOCKOHAJICHHSI BXKE ICHYI0YOT0 HA0Opy MPOAYKTIB Ta MOCIYT OaHKY;

2) BUSIBJIICHHSI HasSBHUX TIOTPEO KIIEHTIB A7l BHOOPY HalKpammx cdep ix
MIPOTIO3HUII;

3) CTBOPEHHSI HAa0Opy YHIKQJIbHUX 32 BIIACHHUMH XapaKTePUCTUKAMH

MPOIYKTIB Ta MOCIYT OaHKY, siKi O poOMIu HOro OiNIbII TPUBAOIUBUM
JUIA MOTEHIIMHUX KIIIEHTIB;
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4) BCTaHOBJICHHSI IIOCTIMHOTO KOHTPOJO 3 OOKy OaHKy 3a SKIiCTIO
00CITyrOBYBaHHS KII€HTIB 3 METOIO OTPUMAaHHS ONITUMAIbHUX JOXOMIB.

T. A. BacunneBa [4] BBaxkae, 1o KITI€EHTH IPAarHyTh BCTAHOBIIOBATH BiTHOCUHH
13 OaHKaMH, SIKI MafOTh OPEH/IM 3 BUCOKMM PIBHEM I[IHHOCTI, Ha SIKUI 3HAYHUM
YHHOM BILUTHBA€E 0COOJIMBA TOPTOBA MPOIIO3UIIisi OAHKY, BUKITUKAKOYH TO3UTHBHI
200 HeraTHWBHI acoIiamnii B OCTaHHIX.

MoxHa 3a3Ha4MTH, IO event-MEHE/PKMEHT BKIIIOYAE TaKi €Taly MPOBEICHHS
3axofiB (puc 1.1):

Pucynok 1.1

OcHOBHI eTanu po0OTH i Yac Ta micJjas
nposeaeHHs 3axony. J:xepeno: [9]

3araTeHa KOOPIHHAINA 3aX0IY

KOoHTPOIE 1 VIIPABTIHHA CEPBICOM MICIIA.
Ae MPOXOIHTE 3aXyd. JOTIOMLAHHM 1 TEXHITHHM
MEPCOHATOM. XAPIVBAHHS /| KeHTEPHHIOM

- Te}ﬂ{i‘[!{e ACHCTVBAHHA
PoooTta 2

nig <ac
3axoay

Koopanuauia nepecyBaHHA yIaCHHKIB,
VTIPABTIHHA May3anu

IMiarpusanHs nopaIKy

AHKETYVBAHHA VIACHHKIB

Eramm doTo-, BizeozfiorKa
pobotu

HAX Hanucanna GiHaHCOBOro 3BITY
3AXOTOM

AHATI? AHKET YVIACHHKIB

IMiaroToBKa BHCHOBKIB, pe3VIBTATY PpOOOTH 3aX0IV.
JOCATHEHB abO 3aBIAHB

PoooTta
micas
NpoBeIeHHA
3axoIy

CTaTHCTHMHHA AHATIZ CKIAIY VIACHHKIB,
nyomkauia GoTo-. BIIeo3BITY

ITuroToBka MOCYMKOBO1 Oa3H KOHTAKTIB YHacHHKIB

AHaTi: IPOSKTY IIOJ0 OPTAHIZAINT 1 PeKOMEHIALI
AT HACTVITHHX 3aXO0IIB

S | N | D | W U | S | S | S | S | SN | G S | W— S

IMiroToBKa THCTA MOIAKH VHAacCHHEKAM 3aXoay

1.2 KonnenryajabHi 0c00JMBOCTI event-MapKeTHHIY 0aAHKY

HaiiBaxxnuBimmmy  pakropaMu, sKi 3yMOBWIM BHHUKHEHHS Ta PO3BHTOK
MapKeTHHTY B OaHKIBCBKiH cdepi, cTamu: iHTepHamioHai3amis 0aHKiBChKOI
IHAYCTpil; PO3BUTOK MI>)KOaHKIBCHKOTO PHHKY; MOSIBA Ta aKTHBHA MisJIbHICTH
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(hiHAHCOBO-KPEAUTHHUX THCTUTYTIB HEOAHKIBCHKOTO THITY; 3MiHH B TEXHOJOT11
0aHKIBCHKOI CIIPaBH; PO3BUTOK KOHKYPEHLIT Mk OaHKaMy Ta HeOaHKiBCbKUMHU
KPEIUTHUMH 1HCTUTyTaMmu; 3O1JbLICHHS 3HAYEHHS SKOCTI OaHKiBCHKOTO
00ciIyroByBaHHsI; (OPMYBaHHS CHCTEMH NAPTHEPCHKUX BIAHOCHH MIiX
KIIIEHTaMH Ta OaHKOM.

Bynp-ski BuIM MapKeTHHTY B OaHKIBCHKIM MISITBHOCTI XapaKTEePH3y€EThCS
CYKYITHICTIO METOIIB Ta 3aC001B, IO 3a0€3MeUyI0Th OTPHMAHHS BipOTiTHOT Ta
MOBHOT iH(MOpMAaITii, HEOOXITHOI TSI MPUHHATTS PIIICHb MO0 YIPABIIHHS Ta
HaIpsIMiB PO3BUTKY OAaHKY JJII HOTo OE3MEYHOTO Ta CTAOUTLHOTO PO3BUTKY.
3abe3neueHHs MepPeBipeHoi Ta TOUHOI iH(OpMAaIlii CTOCOBHO 30BHINTHBOI Ta
BHYTPIITHBOI AISUTPHOCTI OAHKY € OCHOBOIO PaIliOHATHHOTO (DYHKITIOHYBaHHS
MapKEeTHHTOBOTO €IIEMEHTa Ta 3a0€3MEUYCHHS CKOHOMIYHOI OE3IeKH.
3am0BONICHHST TTOTPEO B OTpHMaHHI iH(OpMAIli Cy0’€KTIB TOCITOMAPIOBAHHS
moTpeOy€e BUKOPHUCTAHHS METONWYHUX Ta OOJIKOBUX 3acaj s (hopMyBaHHS
iHOOPMAMIHNX TaHUX, SKI 3a0BOJIGHSIOTH TTOTPEOHM Ta JAIOTH MOXKJIHBICTH
Ha X OCHOBI IPUHMATH YIIPABIIIHCHK] PIICHHS.

3a oninkaMu Acomialii yKpaiHCbKHX OaHKiB PEUTHHIOBI MO3HIIiT KOMEPIIHHUX
OankiB (Acowmiamisi yKpaiHCBbKMX OaHKiB) BHU3HAYAIOTHCSI 3a TaKUMH
nokasHukamu [18]:

— 3araJibHi aKTUBH 200 BaJtoTa OanaHcy;

— KPEAUTHO-THBECTUIIHHUE MOPTQEIb;

— 1eno3uT (Gpi3uyHuX 0cio;

— KarmiTaja 0aHKy;

— ¢inancoBuit pesynprar (Acomianis yKpaiHCbKUX OaHKIB).

Crij 3a3HaUUTH, 110 event-MapKeTHHT Ta B I[LIIOMY MapKETHHIOBA JisJIbHICTh
OaHKy Ti/AITaae i periiaMeHTAaIl o JSSIKUX 3aKOHIB Ta HOPMaTHBHO-TIPABOBUX
JIOKYMEHTIB CTOCOBHO BHKOPHCTaHHS Ta OTOJOIICHHs iH(opMallii SKy BOHH
30MparOTh Ta BHKOPUCTOBYIOTH IS aHAJ3y Ta CTaTUCTHYHOI iH(opmarrii.
3rigHo 31 crarTero 4 3akoHy Ykpainu "[Ipo OaHkHM Ta OaHKIBCHKY HisUTBHICTH"
Bix 07.12.2000 Ne 2121-III [14] GaHK camMOCTIHHO BH3HA4Ya€ HANPSIMH CBOEL
JISITPHOCTI Ta CIIEIiai3alliio 3a BUIaMH TTOCITYT.

3akoH Ykpainu "Ilpo iHdpopmamiro" Big 02.10.1992 Ne 2657-XII [16]
YCTaHOBJIIOE 3arajibHi PABOBI 0 CHOBH OJICP KaHHSI, BAKOPUCTAHHS, IOIIUPEHHS
Ta 30epiranHs iH(opMarii, 3aKpIiIIIOE TPaBO 0cOOHM Ha iH(POPMAIIIO B yCiX
chepax CyCHUIBHOTO 1 JEPKABHOTO JKHUTTSA YKpaiHH, a TakKoX CHCTEMY
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iHpopmanii, il mKepena, BU3HAYae€ CTAaTyC YYacHUKIB 1H(GOPMAaLiHHUX
BIJTHOCHH, PETYIIIO€ JOCTYI 10 iH(opMmaii Ta 3a0e3neuye ii 0XOpoHy, 3aXUIIae
0c00y 1 CyCHiJILCTBO BiJl HEMPaBAMBOI iH(OpMALLii.

JlisampHICTE CyO)EKTa TOCIOMAPIOBAHHS TAKOXK PEITIAMEHTYETHCS 3aKOHOM
VYipaiam "[Ipo goctyn go myomigaoi iHdopmarii” Bix 13.01.2011 Ne 2939-VI
[15]. Llmm 3aKoHOM BU3HAYAETHCS IMTOPSIIOK 3MIHCHEHHS Ta 3a0€31IeUeHHS ITpaBa
KO)KHOTO Ha JOCTYII 10 iH(opMaIlii, 0 3HAXOAUTHCS Y BOJIOMIHHI Cy0’ €KTIB
BIQJHUX TIOBHOBAXEHB, IHIINX PO3MOPSIAHHUKIB IyOomigHoi iHbOpMAaIii,
BH3HAUYEHUX ITUM 3aKOHOM, Ta iHGOpMaIlii, 0 CTAHOBHUTH CYCIIILHUHN IHTEPEC.
Mertoro 3aKoHy € 3a0e3MeUeHHS TPO30POCTi Ta BIIKPUTOCTI Cy0’ EKTIB BIIATHUX
MTOBHOBA)XCHD 1 CTBOPEHHS MEXaHI3MIB pearizarlii mpaBa KOXKHOTO Ha JTOCTYII
IO TTyOJIigHO1 iH(pOpMAITii.

Ha croromni icHye 034 TEXHOJOTIH i 3a0e3MEUYeHHs OTPUMAHHS Ta
00poOKH MepeBipeHuX AaHUX, IX 0COONMBICTIO € BUKOPUCTAHHS POTPaMHOTO
3a0e3MeUeHHs] SIKe 3/aTHE OINTHMI3yBaTd Ipouec 0O0poOku iH(popmalii.
BHaci1iiok Toro, 1o 1ei mpoiec € aBTOMaTU30BaHUM, TO € O1JIbIlIa HMOBIPHICTH
YHUKHYTH NOMHJIOK Ta MiJBUIIMTH SIKICTh iH(GOpMAIii, II0 CBOEI YEProro
€ OCHOBHUM (DaKTOPOM IIiJIBUIICHHS YCITIIHOI MapKETHHIOBOI MisUIBHOCTI.
ToMy JOLIIBFHO CTBOPHOBATH HEOOX1JIHI YMOBH TEXHOJIOTIYHOTO OCHAIICHHS
JUTsl 3a0€3MeUeHHsI B CHCTEMax YIpaBliHHS 1HQOpPMALI€O JUIS MOXKIUBOCTI
MOBHOTO BHKOPHCTaHHSI TEPCIEKTUB BBEACHHS Yy MisUIbHICTH OaHKy event-
MapKETHHTY, 1[0 TaKOX CTA€ MOXJIMBUM 3aBJISIKH OpraHizailii poOOTH BiIlTy
MapKeTHHTY B 0aHKy (puc. 2.1).

PunkoBa mo3uttist hopmyeThes UIsIXOM Micii 6aHKy. Micis 0aHKy — Iie MeTa,
3aUTsl SIKO1 icHye oprasizarisi. MapkeTHHToBa IiHHICTH (POPMYITFOBaHHS MicCii
MOJISiTa€ Y BU3HAYEHHI JOBTOCTPOKOBOI Opi€HTaIlii OaHKIBCHKOI YCTaHOBH
Ta OCHOBHHX pIIIEHh CTOCOBHO Y3TO/DKEHUX il 3 peaiizamii OaueHHS
foro po3BUTKy. Micisi CKJIQA€ThCS 3 JOBIOCTPOKOBOTO OaueHHS TOTO, IO
Oprasizariis mparae poOWuTH, Ta 3 TOTO, SIKOK OPTaHi3aIli€l0 BOHA HAMAra€ThCs
CTaTH.
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Pucynok 2.1

IIpouec MapkeTHHIOBOI AislJIbHOCTI B 0aHKy [10]

@raninniu POOOTH BLIILTY MAPKETHHIY B 6:@

~

CZCTE3a NAPRETLHIOBOL

iRgopatazii

B s
Bizeip mizeoEmx
PUHKIE

v

Poszpodna uo\m.uwc‘ MAPRETHHIY >
Konvrikamiina
MOZITHES

[Mpoavxroea Monituxa
MomiTHES SEHEY MiHOVTECD 2HHS Samnisc :s./‘:
I ]

(Ko.\uueuc CYOPOBLIHHYX CHCTEM .\mpuenmr))

1.3 XapakTepucTuKa CKJIaJ0BUX CHCTEMH event-MapKeTHHIY 0aHKY

bankiBcbka cTpaTerisi po3BUTKY Ta BIPOBAKEHHS evVent-MapKeTUHTY €
OJHi€I0 31 crienu(iuHuX o0MacTeli MapKETUHTY, & TAKOXK T'OJOBHUMM LIIMU
JisuIbHOCTI OaHKy AJISl HOTO YCHIIIHOTO PO3BUTKY. MapKeTHHI OaHKiBCHKHX
NPOAYKTIB Ta PE3yJAbTaTH iX ASUIBHOCTI € OCHOBOIO JUIS aHAJi3y PUHKY, IPU
[bOMY BiH IO3HAYa€ThCs Ha JIiHII MOBEAIHKM OaHKy Ta WOrO CTpaTeriyHuxX
1inax. Yum OIbII pO3BUHEHUH MapKETUHT Y OaHKY, TUM OiIbIINA MOXe OyTH
BIUIMB Ha CIIOXMBada OaHKIBCHKMUX MOCIyr. Event-MapKeTHHT, sSIK iHCTpyMEHT
0aHKIBCBKOTO MapKETHHTY CTa€ I1HIUKATOPOM YCIHILIIHOCTI peaji3amii
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30BHIIIHIA Ta BHYTPINIHIX IIEW IISUIBHOCTI 0aHKy Ta XapaKTEepHU3yE METy
HOro IisIbHOCTI Ha OaHKIBCHKOMY PUHKY.

JI1s1 301IBIICHHAS] KOHKYPEHTHHX TIepeBar 0aHKA BUKOPUCTOBYIOTH KOHIICTIIIIFO
MapKETHHTY BIJIHOCHH, sKa Iepeadadac BCTAHOBIEHHS JIOBIOCTPOKOBHX
BUT1IHUX Ta JIOSIILHUX B3aEMOBIJIHOCHH MK KJTIEHTaMH Ta OaHKOM. J101iIbHO
BHIIIJTUTH, 3 OCHOBHI HAmNpsSMKHU ii 3aCTOCYBaHHS - II6 CETMEHTAIlis, event-
MapKETHHT, OITiHKa KJIi€HTa i KytoM 360° [23].

[lepmum HanpsiMkoM € cerMeHTarlisi. CerMeHTallis J03BOJISE PO3IOAUTUTH
CHOXKMBA4YiB OaHKIBCBKHX IMOCIYr 3a TpylaMd Ha OCHOBI pe3ylbTaTiB
JIOCJII/DKEHB 1X IMOBEIIHKHM Ta BHUSBICHHI MOMIOHMX O3HAK Ta XapaKTEPUCTUK
noBeAiHKH. HalOimbI po3noBCIOKEHMI TIO/AIT KIIIEHTIB: MPUBATHI KIIIE€HTH,
MaJIni Ta cepenHii 6i3Hec, KOproparuBHi KiieHTH Ta 6anku [10].

JIpyruM HampsiIMKOM € event-MapKeTHHT. Event-MapKeTWHT CHpsSMOBaHO Ha
MpHB’ A3yBaHH: 0aHKIBCHKUX MTPOAYKTIB Ta OCIYT A0 BAXKIIMBUX ITO/IIN B JKUTTI
KJTieHTiB. KOHTIETIIist TAKUX ITiIXO/IIB CB1TYMTH, 10 TIEPIII 32 BCE OaHK MOBUHEH
B MIEPITy Yepry OPIEHTYBATHCS Ha SIKICTh IMOCIYT SKi BiH HAJa€, a JIAIIE IMOTIM
Ha iX KUTBKICTh. SIKk MOJKHA IMOOAYNTH 3 IIUX HANPSIMIB TaKWH IMIIX11 € OUThII
BUTIIHAM JIJISl JTOCSTHEHHS JIOBIOCTPOKOBUX IIijed 0aKy, MOTo CTadilbHOL
poOOTH, a TOJIOBHE JIOSUTbHICTH KITIEHTIB Ta iX MOJAIBITY B3a€MOJIIIO0 3 OaHKOM.

JIyist yCHiniHOro BIPOBAHKEHHSI event-MapKeTHHTY B OaHKIBCBKY MisIIbHICTh
HEOOXiTHO OyayBaT T Ha OCHOBI 3arajbHMX HPUHIUIIB OyIb-IKOI
MapKETUHTOBOI JisUIbHOCTI. JI0 TAaKUX MPHUHIHUIIB MOKHA BIIHECTU TPUHITHIT
OpIEHTOBaHOCTI Ha JOBIOCTPOKOBI pE3yNbTaTH; MPHHIUI JOCSITHEHHS
3alUIAHOBAaHMX  KIHIEBUX pE3yNbTaTiB; MPUHIMII HAyKOBOCTi, TOOTO
BUKOPHUCTaHHS HOBITHIX MapKETHHTOBHX TEXHOJOTIH B Taiy3i IUIaHyBaHHS,
MOJICTFOBAHHS Ta IPOTHO3YBAHHS y NiSUTBHOCTI OAHKY; TPUHIIHIT 00’ €EKTUBHOCTI,
KOHKPETHOCTI Ta TOYHOCTI; MPUHIIMII CUCTEMATUYHOCTI Ta PEHTa0EIbHOCTI.
[MocTymoBe BUKOPUCTAHHS MOAIOHMX MPUHIIMIIIB CTA01TI3y€ MIsSUTbHICTH OaHKY,
pOOHTH 11 OLITBIT OE3TMEYHOIO T OPIEHTOBAHOIO HA CIIOKHBAYA.

Event-MapKeTHHTY BUT1IHUH 3 AEKIIBKOX CTOPiH TOTO, 1100 HarajaTu npo cede,
Ta MPH NOsBI TOBapy Ha pUHKY. OOpaBILIU IPABUIbHY CTPATETiIO Ta ONEPYIOUN
yciMa MapKeTHHTOBMMH KOMYHIKALliIHHMMH 1HCTPYMEHTaMH OaHKiBChKa
JiSUTBHICTD Y JJOBTOCTPOKOBIH MEPCIEKTHBI Ma€e OUIBII BUTiAHE MOJIOKEHHS Y
MOPIBHSIHHI 3 KOHKYPEHTaMH SIKi 1Oro He BUKOPHCTOBYIOTb.
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PO311JI 2 AHAJII3 MAPKETHHI'OBOI JIAJBHOCTI ITAT
«IIPUBATBAHK)»

BaHKIBCEKMIT MAapKETHHT € OCOOIMBOIO Taily33I0 MAapKETHHTY 4epe3 CBOIO
crienudiky. B yMoBax Koiu isIbHICTE OaKiB OB’ A3aHA 3 HAJAHHIM OJTHAKOBUX
MOCIIYT, KOHKYPEHIIisI MDK HHMH 3HAa4HO 3pPOCTAa€, TOMY palliOHAIHHO
HAI[UTIOBATH  TiSUTHHICTh HAa MAaKCHMaJbHY KIII€EHTOOPIEHTOBAHICTh Ta
3aCTOCYBAaHHS MapPKETHHIOBOI KOHIICIIIIi.

{06 moGaynTH TEHICHIIII0 PO3BUTKY OaHKIBCHKOIO MAapKETHHTY B YKpaiHi,
MPOAHAIII3yEMO 3arajibHi BUJATKH OaHKIB Ha PEKJIaMy Ta MApKETHHT y MEPioj
2015-2019 pokiB. Ha rpadiky 2.1 3a3HaueHO TEHAEHIIII0 BUIATKIB OaHKIB 3a
nanumu HarionansHoro 0aHky YKpaiHu.

Pucynox 2.1

Buaarku 6aHKiB Ha pekjaMy Ta
mapkeTuHr 2015-2019 pp., MJH. rpH.

900 844

===
o 0 =
- 0\ E g

2015 2016 2017 2018 2019

w2015 2016 =2017 n2018 - 2019

Orxe, sk Oaunmmo, mounmHaroun 3 2018 poky OaHKM MOYaNyd AaKTUBHILIE
(iHaHCYBaTH BUTPATH Ha PEKIaMy Ta MAPKETUHT y MOPIBHIHHI 3 ONEpeIHIMH
pokamu, mpote y 2019 poui y mopiBHsHHI 3 2018 BinOymocsi CKOpOYEHHS
¢iHaHCYBaHHS MapKETHMHIOBHX BHIATKIB y OaHKax Ha 35 MIIH IPH.
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Ta6auus 2.1
Burtparn 0aHKiB Ha peki1aMy Ta MapKeTHHT, MJIH. TPH

bank Ha 1 rpynus | Ha | rpyans | 3mina cymu | IIpupicrt
2019 2018 3a piKk 3a piKk
Anbda-bank 120,4 74,7 45,7 61%
I[TYMb 105,9 96,8 9,1 9%
YHuBepcanbaHk 80,4 39,9 40,4 101%
Omragoank 49,7 35,7 14,0 39%
IIpuBarbank 232 42,6 -19.4 -46%

Jxeperno: ckirazieHo 3a fanuMu HamioHanmsHOTO OaHKy Yipaiam [25]
Pucynox 2.2

Burparn 0aHkiB Ha pek/1aMy Ta MapKeTHHI, MJIH. TPH.
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>N Ha 1 rpyans 2019 # Ha 1 rpyanna 2018 = 3miHa cymm 3a pik

3 rpadiky 2.2 BUIHO, 110 HAHOLIbLII BUTPaTH Ha MapKeTHHI Mae Aubpa-
bank, 1m0 3HaYHO Big3HA4YaeThCsl HA MPHUPOCTI Joxoxy 3a pik (61%). banku
I[TYMB, YuuBepcanbank Ta Omaa0aHK TaKoK BKJIAIHCS B MAapKETHHI OaHKY
1 Lle MO3HAYMIIOCs Ha 3MiHi X cyMu mpuOyTKy 3a pik. CniJ 3a3HauuTH, 110
[IpuBarbank y mopiBasaHL 3 2018 poxom y 2019 3poOuB Habararo MEHIIHA
aKIEHT Ha MAapKETHHTY B II¢ HETaTHBHO IMO3HAYMJIOCS HA CyMi NMPUPOCTY 3a
pik. 3 IbOro MOXKHA 3pOOUTH BUCHOBOK, 1110 BEJIMKI BUTPATH JAAIOTh OXOIIJICHHS
BEJIMKOT ayIUTOPii Ta MOCTYIIOBO 3a0€3MeUyI0Th (DiHAHCOBY CTa0LIBHICTB.

[MpoBenemo mopiBHsuIbHY xapaktepucThky [IAT "IpuBarbank" mo meromy
SWOT-anani3y, mo JJ03BOJSIE HAOYHO OLIHUTH CHTYaIlil0 siKa € 3apa3 Ta
CIIPOTHO3YBaTH MauOyTHIH craH OaHKy. Takuéi METOJ € aHaTi30M CHIIbHUX
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Ta CIIa0KUX MiCIlb, @ TAKOXK HAsIBHUX MOXIIMBOCTEH Ta 3arpo3 y isUIBHOCTI.
[lepeBaroro Takoro METoay B TOMY, IIIO BiH MOXE 3IHCHIOBATUCS SIK IO BCIH
JisUIbHOCTI OaHKY, TaK 1 M0 KOHKPETHOMY MiAPO3/iTy UM BUKOPHCTOBYBATUCS
JUTSL aHaJi3y MEBHOTO 3aBHaHHsS. Y pPe3ylbTaTi MPOBEICHHS TaKOrO aHali3y
PO3pOOISIOTECS  METOAMYHI Ta MPAaKTUYHI PEKOMEHJalii  CTOCOBHO
BIOCKOHAJICHHSI CIAa0KHMX MICIh y JiSUIPHOCTI, a TAKOXX 3HIKCHHIO PU3UKIB
Ta BHUKOPUCTaHHI HAsSBHUX MOXJIHBOCTEH. Pe3ympratm BHOCATBCS Y
crerianbry Tabmump SWOT-aHamizy Ta Ha OCHOBI IIOTO ITiCSl BUCHOBKIB
aHai3y IPUHMAIOThCS YIIPABIIHCHKI PIMICHHS ISl JIOCATHEHHS TIEBHOI METH
M IPUEMCTBA.

OmiamBim AisutbHICTE [IAT "llpmBarbank", MOokHa CKIACTH IMOPIBHSIBHY
xapakTepucTuky cropin ;s SWOT-aHamizy Ta BUBHAYHIN PIBEHb 3HATYITOCTI
KOXKHOT 31 cTopiH (Tabm. 2.2). Ilicms BH3HAUEHHS 3MICTOBHOCTI (haKTOpIB
CepeNOBHINl HEOOXIMHO 3ICTAaBUTH CIa0Ki Ta CHJIBHI CTOPOHH OaHKy 3
MOKITUBOCTSIMH Ta 3arpO3aMH PUHKY.

Taoaumsa 2.2

IHopiBHSUIbHA XapaAKTEPUCTUKA CTOPIH ISl
SWOT-ananizy AT «IlpuBarbank»

CunbHi cTOpoHn Caadki croponn

Benuka xinbkicTh BifiieHb 0anky Ta | Hemockonana cucrema
0aHKOMATIB IO BCI YKpaiHi €aM00O0CITyrOBYBaHHSI ITiIBUIIIYE 3arPO3Y
XaKEepPChKUX aTaK

MOXKIIMBICTh HAJaHHS KPSIUTHUX TTosiTyHAa 11 EKOHOMIYHA HECTAOLILHICTD

KaHIKyJI Ta IHQIALIIHI TPOLECH MOXKYTh
MPUIIBUANIATH TUTHHHICT KaapiB

Pemyrartis HagiitHOro OaHKY Hagmipanii oKyMeHTOOOIT.

MosknmuBoCTi 3arposu

Posmmpennst acoptumenty HajganHs | HecraOinbHa eKOHOMIYHA CHUTYALlis B

0aHKIBCHKHX ITOCITYT KpaiHi

BrockonaneHHs QyHKIIIH Ta [IBuKa 3MiHA KypCy BaJrOT

ontuMizanis nogatky «IIpusar24y

Po3umpenHs cnekTpy HagaHHS Pu3uky HemoBEepHEHHs HATAaHUX OAHKOM

MOCIIYT JUIsi OKPEMHUX CErMEHTIB KpEUTIB.

HaceleHHs (TIEHCIOHEePIB, CTY/ICHTIB)

4. BrockoHaneHHsI cucteMu Oesmekn | 4. Bennka KigbKiCTh KOHKYPEHTIB 3
BiJl XaKePCHKHX aTaK MTOIIOHMMH TIOCITyTaMH.

JIxeperno: CKIageHo aBTOPOM
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OTxe, BIAMOBIAHO A0 OTPUMAHHUX PE3yJbTaTiB OaHK MOXKE BHOpaTtu OIHY 3
MOXJIUBUX CTPATerii MONANBIIOT0 PO3BUTKY: CTPATETisl, sika BUKOPHCTOBYE
CHJIbHI CTOPOHHM OaHKy AJsl peaizalii 30BHIIIHIX MOXIJIHBOCTEH; cTpareris,
K2 BHKOPHUCTOBYE CHJIbHI CTOPOHM OaHKy Ul TOKPUTTS HOro ClaOKux
CTOPIH; CTpaTeris, Ika BUKOPUCTOBYE CHIIbHI CTOPOHH JIs1 MiHIMi3aLil 3arpos.
3a pesynsratamu SWOT-ananizy [IAT "llpuBarbank" nouinbHO o0patu
CTpAaTeriio CIpsMOBaHA HA MiHIMI3alilo CITa0KUX CTOPiH OaHKY Ta YHUKHEHHS
30BHIIIHIX 3arpo3.

[Ipoanamizyemo 30BHImHE cepemoBume y mismibHOCTI [IAT "lIpuBarbank"
3a ponomororo PEST-anamizy. Buainsiors 4oTupu oCHOBHI Ipynu (akropiB
BIUIMBY, & CaMe TIOJTITHYH1 (IIOTITHYHA CUTYaLlis B KpaiHi, 3MiHH B 3aKOHOABCTBI,
JIep)KaBHE PETyJIFOBaHHS B Tajdy3i TOIIO), EKOHOMIYHI (TIiaiiomu, abo craju B
EKOHOMIIIl, piIBeHb THQIAIIT, CIIBBIIHOMIEHHS KypCy TPHBHI JI0 THIIUX BAJIIOT,
€KCITOPTHO-IMIIOPTHA TIOJTIITHKA), COIiaIbHI (3MIHH B 0a30BUX MIHHOCTSX, CTHITI
JKUTTS, IeMOTpadivHi 3MiHU, 3MiHA B CTPYKTYPI JIOXOAIB TOIIO), TEXHOIOT19H1
(mep>xaBHA TEXHOJIOTIYHA TOJITHKA, HOBI TATEHTH, HOBA MPOAYKIIiS, 3MiHA
TEXHOJIOTiH B OKpeMHX raiy3sx) [17]. [Ticast mpoBeqeHHs Takoro aHaiizy OaHk
MOYKE YITKO BHU3HAYUTH, SKi 3 HasBHUX ()aKTOPIB 30BHINIHBOTO CEPEIOBHUIIA
MalOTh ICTOTHUH MIO3UTHBHUH Ta HETATUBHUI BIUTHB HA TIOTOYHY Ta MaiOyTHEO
Horo mismpHICTE. Matpuns s nposenenHs PEST-anamizy mpencrasiena B
Tabin. 2.3, aHaJi3 BKa3ye Ha CTYIiHb TOTOBHOCTI 0aHKYy pearyBaTd Ha MOTOYHI
Ta MPOTHO30BaHi (haKTOPH 30BHIIIHBOTO CEPEIOBHUINA.

PEST-ananiz mokazaB, mo wmoxumBocTi [IAT '"lIpuBarbank" wmaroTh
NEPCHEeKTUBY Ta 3[aTHI BUTPUMATH HEraTuBHI (hakTopH, sSIKi BIUIMBAIOTH Ha
HOro IisSUTbHICTH Ta B MallOyTHBOMY BiH 3MOXKE €()EKTHBHO YINPABISTH IIUMHU

(baxTopamu.
Tabaununs 2.3
Marpuus PEST-ananisy qas [IAT «IIpuBarbank»
®akTopu MoskauBocTi 3arpo3n
[ToniTruHi pakTopu | AHTHMOHOIIOIBHE 3MiHM B 3aKOHO/IaBCTBI

3aKOHOJIAaBCTBO; JICPIKABHE | 11010 OAHKIBCHKUX YCTaHOB;
PETYJIFOBaHHS KOHKYPEHIIIT | MiIBUIIICHHS OFOPOKpATH3AIIIS

B 0aHKIBCBKOMY CEKTOPI. Ta piBEHb KOPYIIIIIL.
ExonomiuHi ExonomiuHa cTabuibHICTh | [TiBUIIEHHS PiBHS TH(IIALIIT;
(hakropu B KpaiHi; 3MiHa O0JIIKOBOI | pi3Ka 3MiHa KypCy BaJIOT;
craBku HBY. 3MiHa IL[iH Ha PECYPCH, L0
BIUIMBAIOTH Ha JIAJIBHICTH
0aHKy.
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dakTopu

Mo:xauBocTi

3arpo3n

CouianpHi akropu

AKTHBHE BUKOPHCTaHHS
CIIO’KMBaYaMHU
0aHKIBCHKHX IOCIYT; PICT
MaTepiabHOI CTIHKOCTI
HaceJeHHs;, cTabimizaris
nemorpadiuHoi cuTyarrii B
KpaiHi; MiBUIIEHHS] BUMOT
JI0 SIKOCTI MOCIIYT SIKi
HaJlae OaHK.

[HTEeHCHBHI 3MiHU TIOTPEO
HAaCEeJIEHH: HEraTUBHUI
BB 3MI; HeIOCBIIUEHICTE
HaceJeHHs y (hIHaHCOBIH
rPaMOTHOCTI Ta HaJlaHH1
0aHKIBCHKHUX TOCIIYT.

TexHoJoriugi
(axTopu

AKTHBHE BUKOPHCTaHHS
IHHOBAI[IHUI TEXHOJIOTIH;
TEXHOJIOTIYHE OCHAIEHHS
CHUCTEMH HaJJaHHS
0aHKIBCHKHX MOCITYT

MacuiraOHi BUTpaTH Ha
BIIPOBAJPKEHHS IHHOBAI[IHHUX
TEXHOJIOT1H; PH3HK
XaKEPChKUX aTaK; HU3bKUI
piBeHb iH(hOpMaIiTHOT

Oe3mnexu OaHKy.

)lmepeno: CKJIaZICHO aBTOPOM

3 TpoBeNeHUX aHai3iB BHUIHO, MO0 OaHKIBCHBKHUH MAapKETHHT € MOIIYKOM
HAWOUTBII BUTITHUX PUHKIB OaHKIBCHKUX IPOMYKTIB, SIKUH 0a3y€eThcs Ha
morpedax KiIieHTypu. HacmpaBmi MapKeTHHIOBa MisUTBHICTH A€ 3MOTY
0aHKy YKpIMUTH CBOI IMO3WIli SIK Cepel KIIEHTIB, Tak 1 Ha (hiHAHCOBOMY
puHKy. [IpaBHibHO HalliJIeHa MAPKETHHIOBA MONITHKAa MOXE OyTH 4aCTKOBUM
PO3B)sI3aHHS HAsBHUX MPOOJEM SIKi BUHUKAIOTH Yy JiSTIBHOCTI OaHKIBCHKUX

YCTaHOB.

PO3/IJI 3 PEKOMEHJALIII 11010 YAOCKOHAJIEHHS YIIPABJITHHS
EVENT-MAPKETHMHI OBOIO JAAJIBHICTIO BAHKY [TAT
"[TPUBATBAHK"

3abe3nedeHHs €PEeKTUBHOI AITILHOCTI OaHKY B Cy4YaCHUX yMOBAX 3aJISKUTh BiJl
TOr0 HACKUJIBKH ONTHMAJIBHUM Ha0ip 1HCTPYMEHTIB, Opi€HTHUPIB, MPUHIHMIIIB,
3acTocye OaHK Ui peaiizamii CBO€I TiSUIBHOCTI Yy MeKaxX MapKETHHIOBOI
MOJITUKU CIPSIMOBAaHY HA CTBOPEHHS CTIHKHUX BIAHOCHH 3 MOTCHUIHHUMH
KIIieHTaMHu OaHKy, 10 € OCHOBOIO 3a0e3MeUeHHsI KOHKYPEHTOCIPOMOKHOCTI
Ta e(eKTUBHOro (h)yHKLIOHYBaHHS Ha (piHAaHCOBOMY pHHKY. s Toro, mo6
O0aHKH yTpUMYyBaJd Ta 30epiraju KI€HTIB, NOTPiOHI IpaMOTHA CTpaTerisi,
yMiJie YIPaBIiHHS BHYTPIIIHBOIO CTPYKTYPOIO 1 BUOIp MPaBUILHOTO CIIOCO0Y
B3a€MOJIIT 3 KIIIEHTaMH.

[HHOBaIiTHIME TIPOAYKTaMH OaHKIBCHKOTO MAapKETHHTY CTalH BipTyalbHi
0aHKIBCHKI KapTKU Ta Kapra-crikep MasterCard PayPass, sika BUKOpHCTOBYE
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RFID texnonorito i € ananorom Visa PayWave - 0e3KOHTaKTHUX TE€XHOJOTIH,
IO /I03BOJISIE BIACHUKAM KapT JIMIIE MiJIHOCHUTH KapTy OO TepMiHaja i He
BUMAraroTh NpuKJIagaTd ado BCTABISTH KapTy B OaHkoMar [9].

3aximHi (axiBmi [26—27] Ta iHII JOCHITHAKA OCTaHHIM YacOM BKa3ylOTh HA
eexTuBHICTS 1HGOPMAIIMHAX TEXHOJOTIH y OaHKy 3 METOIO ITiIBHUINCHHS
OpraHi3amifHOrO Ta CTpareriyHoro MapketuHry. CydacHHUH MapKEeTHHT
B3a€MOIl OaHKy 3 KII€EHTaMH 3aCHOBAHO Ha CTparerii MaKCHMajJbHOTO
3a2JI0BOJICHHS TTOTPEO 000X CTOPIH, IO MPU3BOAUTH IO CYTTEBOTO ITiIBUIICHHS
peHTa0eIIbHOCTI OaHKIB.

Jnst Toro, mo6 cTBOPUTH KOM(OPTHI YMOBHM AJISI CBOIX KIIEHTIB OaHKaM
TaKOXX palioHabHO BUKOPHCTOBYBAaTH 1HTEPHET-CKBAUPHHT, SIKMI JTOTIOMArae
0e31eYHO OIUIATUTH Oy/Ib-SIKY IMOKYIIKY IOCIYTH Yyepe3 [HTepHeT 3 J0ImoMOroro
TUIATHKHUX KapTok Visa i MasterCard; BUKOPHCTOBYBATH KITi€HTAMH IIATKHOT
cucremu Ligpay, 0 A03BOJISIE JIETKO BiANPABISITUA TPOIIi 3 KAPTKH CHUCTEM
Visa a6o MasterCard Ha BipTyaJIbHHI paxyHOK y cucteMi Ligpay; iHTepHET-
OaHKIHT J03BOJISIE KIIEHTY 3IIHCHIOBATH IUIATEX1 Ta MEPEnIsJaTH BUIUCKH
[0 paxyHKax B Oyap-siKMi 4yac Ta Oymab-ne y cBiti; cucrema "KiieHt bank"
JI03BOJISIE KITIEHTY OaHKy (OpMyBaTH Ta BIANPaBISATH A0 OaHKY IUIATiKHI
JOPYYEHHsI, OTPUMYBAaTH BUIIMCKH PiI3HOMaHITHUX (HOpMATIB HE BUXOASUH 3
BJIACHOTO OQiCy.

3 TOUKHM 30py KITi€HTa MO)KHA 3a3HAYUTH TaKi OCHOBHI ITEPeBAary BUKOPUCTAHHS
O0aHKIBCHKMX KAapTOK: €KOHOMis dYacy, KOM(OPT TP BHUKOPUCTAHHI,
NepCoHaIbHE OOCITYTrOBYBaHHS, MOMJIMBICTh BHUKOPHCTOBYBAaTH KpPEAWTHI
KOIITH Ta iHIII. 3pyYHHMH y BUKOPUCTAHHI IS KIIIEHTIB OaHKIBChKI KapTKH
POOIIATH HAsIBHICTh MIKPOYHUIIA i MATHITHOI CTPIYKH.

He MeHII BaXXJIMBHM €JNEMEHTOM OaHKIBCHKOTO MAapKETHHTY B YMOBax
KOHKYpEeHIlii Ha iHAHCOBOMY PHHKY € aJarnTallisi IPOAYKTY 0 HassBHUX YMOB,
a TaKOX JIKBIZAIlis TUX MOCIYT SIKi BTPATHIIM CBOIO aKTyalbHICTh. Taki il
MPUBOJIATH A0 OLTBII CTAOITPHUX EKOHOMIYHUX YMOB JIsl OaHKY.

st oniHky e(heKTHBHOTO BIPOBAKCHHS event-MapKEeTHHTY B OaHKIBCHKY
JSTBHICT HEO0O0X1THO TOYHO JOCIIAUTH 30BHIITHE CEPEIOBHIIIE 32 JJOMTOMOTOF0
HACTYITHUX METOIB[2]:

h meron ""5x5";

)] METOJT "YOTHPHOX MTUTAHB";
> marpuns k. X. Binmbcona;
) SWOT-ananis;
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CTEII-anaxai3z aco PEST-anaJi3

Meton "5x5" BHUKOPUCTOBYETHCS JUIsI BH3HAYEHHS HAWOIIBIN 3HAYYIINX
€JIEMEHTIB 30BHIIIHBOTO cepenoBuina OyB 3ampornoHoBaHuii y 1984 p. A. X.
MeckoH. Bin MicTHTh 5 TuTaHb 1po 5 (akTopax 30BHIMIHBEOTO CEPEIOBHUIIA
[20]. duis1 BiAIOBI I HA 111 TUTaHHS HEOOX1IHO 310paTh BCIO HasIBHY iH(OpMAIIIF0
PO AisUTbHICTH OaHKY Y 30BHIIIHIN Ta BHYTPIIIHIN CEPEIi Ta MPOaHaIi3yBaBIIH
1i BIAITOBICTH HA Il IUTAHHSA.

Merox "4OTHPHOX MHUTaHB" CXOXKUN Ha MOTEPEIHIH, TPOTe TMUTAHHS HAILICH]
Ha aHai3 (aKTOPiB sIKi BIUIMBAIOTH HA MAaHOYTHIHM CTaH MPOLECiB OaHKY.

Hactymauii metom Oy pospoOmenuit J[x. X. BimbcoHOM miisi OinbImoro
PO3yMiHHS BILTUBY TIEBHOTO (DaKTOpa Ha 30BHINIHIO Ta BHYTPIIIHIO AiSUTEHICTh
Oanka. L{eit MeTox siBIsie COOOI0 MaTPHIIIO, SKIIO 3HAYSHHS BIUTHBY (aKTOpy €
BHCOKHUM, TO HOMY HEOOX1THO MPUALTUTH OibIITy YBary, a sSIKIIO HU3EKUM, TO
el (pakTo He Hece 3arpo3u Ha JisUTbHICTH MiAPHEMCTBA.

Meton SWOT-ananizy chOTOIHI € HAUTOMYJISIPHIIIAM, 9€Pe3 T M0 OXOTUIIOE
Maibke BCIO OONAacTh MiSUTBHOCTI Ta JO03BOJISIE HAOYHO OILIHWUTH CHUTYAIlifo
sgKa € Ha I[F0 MUTh Ta CIIPOrHO3yBAaTH MaWOyTHIN CTaH y AISUIBHOCTI OaHKY.
Takuii METOH € aHalli30M CHJIbHUX Ta CIA0KHMX MICI(b, a TaKO)XK HasBHHX
MOYKJIMBOCTEH Ta 3arpo3 y AisIbHOCTI. llepeBaroro Takoro MeTomy B TOMY,
10 BiH MOXKE 3IIMCHIOBATHCS K ITO BCIM OaHKIBCHKIH IISIIGHOCTI, Tak i
KOHKPETHOMY TIiJPO3AUTI YW BHKOPHUCTOBYBATHCS JJIS aHaNi3y IEBHOTO
3aBHaHHS. Y pe3ylbTaTi NpPOBEJCHHS TaKOro aHamizy pOo3pOOISIFOTHCS
METOIUYHI Ta MPAKTHYHI PEKOMEHMAIlii CTOCOBHO BIOCKOHAJICHHS CIAaOKUX
MICIIb Y HISUTPHOCTI, 8 TAaKOXK 3HIDKEHHIO PU3UKIB T4 BUKOPHUCTAHHI HASIBHUX
MOXKITUBOCTEH. Pe3ynprati BHOCSATRCS y crieniansHy Tadmmmo SWOT-anamizy
Ta Ha OCHOBI IILOTO MICJsI BHCHOBKIB aHaJi3y NMPUHMAIOTHCA YIPABIIHCHKI
PIMIEHHS TS JOCSATHEHHSI IIEBHOI METH TTiIITPHEMCTBA.

OcTaHHIM 3 HAWO1TBII PO3MOBCIOPKEHUX METOIIB, IKUH MOYKE 3aCTOCOBYBATUCS
JUTsL OIliHIOBaHHS 30BHIMHKOTO cepenoBuiia € CTEIl-anami3, a6o PEST-
aHaini3. Ha3Ba mporo meromy copmyBaiiach BUXOISMUYH 13 po3mmppyBaHHS 1
nepekiagaerses gk: P — Policy — nomituka, E — Economy — exoHomika, S —
Society — cycminbeTBo (comiym), T — Technology — texnonoris. Lleit meton
3aCTOCOBY€ETBCSI TMiJl Yac MPOBEACHHs CTPAaTeriyHoro aamizy ¢ipmu, as
aHaJi3y MakKpoOTOUYEHHs (ipMH Ta BUIUICHHS OCOOIUBO 3HAYYIIMX YMHHHUKIB
Ut nisibHOCTI ipmu. Lledt Tum anamizy xapakrtepusye 4 rpymu (akTopis:
E€KOHOMIYHI, MOJITHYHI, COI[laJbHI Ta TEXHOJOIIYHI, IO BIIMBAIOThL Ha
IsIBHICTH opraHizartii [20].
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3a3Ha4yeH] METOM € TOJIOBHUM IHCTPYMEHTOM TIi/I Yac MPOBEACHHS aHAIIi3y Ta
MOJANTBIIOI MAPKETHHIOBOT JisUTBHOCTI OaHKy. KokeH 3 HUX € yHIKaJbHUM Ta
MOYKE 3aCTOCOBYBATHCS HE3aJIC)KHO OJUH Bijl OHOTO, aJKe BOHH CIIPSIMOBaHI
Ha BCeOIUHE [OCHIKEHHS [ IIBHAKOTO Ta OE3MEYHOr0 JOCATHEHHS
MOCTABJICHUX LJIEH y TOBrOCTPOKOBiH EPCIEKTUBI Ta MOCHIICHHSI () iHAHCOBOT
CTIMKOCTI.

BUCHOBKHA

bankiBCbKMIT MapKeTHHT € crnenudiyHuM I1HCTPYMEHTOM 30BHINIHBOI Ta
BHYTPIIIHBOI CTparerii, TaKTHUKH, MOJITHKK [IisUIbHOCTI OaHKy Ta HOro
KIIIEHTOOPIEHTOBAHICTh.  3a0e3Me4eHHs] TisUTbHOCTI event-MapKeTHHTY
0aHKy MOXIIMBE LUISXOM OpraHizamii aHaJiTHYHOI CHCTEMH, SIKa MOJISrae
y BMiHHI MO€IHATH NPOLECH IIaHyBaHHS, OpraHi3alii Ta KOOpAMHYBaHH1
iHpopManiitHoi HisutbHOCTI. Event-mMapkeTHHT € yHIKaJbHHUM i1HCTPYMEHTOM
(hopMyBaHHS IO3UTUBHOTO CTABJIECHHS /10 OaHKY a00 HOTO IMOCITYTH, BXOSYH 3
[[LOTO BUSIBJICHHI OCHOBHI HAIPSIMK Ta 3aBIAHHS 1K1 BiH BUKOHY€E Y OaHKIBChKil
nisuitbHOCTi. CBOEIO 4YEproro, CTPaTEeriuHUM HAmpaBJICHHSM MapKETHHTY
0aHKIBCHKiH JISUTBHOCTI € MAKCHMAaJIbHE 33JJ0BOJICHHS IOTPEO KITIEHTIB OaHKY,
110 CBOEIO YE€PrOk0 TAKOXK IPUBOJUTH 10 3pOCTaHHsI JIIKBITHOCTI Ta hiHAHCOBOT
CTIMKOCTI OaHKiB. 3a3HAYEHO OCHOBHI 3aKOHM Ta HOPMAaTHBHO-TIPABOBI aKTH
Kl penIaMeHTyIoTh iH(GOpPMaIiiiHy Ta MapKETHHTOBY isUIbHICTH OaHKY.
BusnaueHo, mo yuM OiIbII PO3BUHEHHN MApKETHHT y OaHKy, THM OUIbIINI
MOXKe OyTH BIUIMB Ha CHOXHBa4da OaHKIBCHKHX TOCIYr Ta 3a3HAYEHO, IO
event-MapKeTHHT, SIK IHCTPYMEHT OaHKiBCHKOTO MapKETHUHTY CTA€ iHIUKATOPOM
YCIILTHOCTI peaizallii 30BHIMIHIA Ta BHYTPIMIHIX HIeH AisTILHOCTI OaHKY Ta
XapaKTepu3y€e MeTy HOTo JisSUIbHOCTI Ha OaHKIBCHKOMY PUHKY.

[IpoBeneno anamiz OaHKIBCHKOTO MapkeTHHTY y rmepiox 2015-2019 pokis, Ta
OLIIHEHO BUTPATH OaHKIB HA MapKETHHIOBE 3a0€3I1E€UEHHsI, OJHUM i3 3aBIaHb
SIKOTO € TIONIYK HaWOUIBII BUTITHUX PHHKIB OaHKIBCHKUX MPOMYKTIB, SIKUH
0azyeThcst Ha OTpedax KINEHTYPH. 3 aHaJi3y, OyJI0 BUIHO, 0 MAPKETHHIOBA
TISTBHICTB JTA€ 3MOTY OaHKY YKPIIIMTH CBOT MO3MIIIT SIK CepeJT KITIEHTIB, TaK 1 Ha
¢inancoBomy puHKY. ChOTO/IHI, Y KPU30BUH MEPIOJ, OMHIEIO 3 TPUYUH SKOTO
cTaia maHAeMis OaHK MOBWHEH MPUIUIATH OCOONUBY yBary 30€pe:KeHHIO Ta
ITi ICKJICHHIO CBOTO iMi/PKy Ha pUHKY OaHKiBChKUX mociyT. [Iposeneno SWOT-
anam3 Ta PEST-anamiz mapkerunroBoi misuiibHOCTi [IAT "IlpmBarbank'.
3a pesyasratamu SWOT-ananizy [IAT "llpuBarbank" momisisHO 0OpaTH
CTpATETIIO CIIPSIMOBaHA Ha MiHIMI3AIli0 CIIA0OKUX CTOPiH OaHKY Ta YHHUKHEHHS
30BHINIHIX 3arpo3. PEST-anaimi3 mokazas, mo moxiuBocTi [IAT "[IpuBarbank"
MaloTh IEPCIEKTUBY Ta 31aTHI BUTPUMATH HEraTuBHI (haKTOPH, SIKi BIIMBAIOTh
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Ha HOTO0 JisUTbHICTh, OCKLUIBKH OaHK JTOCIII)KYBaB CBOT MOXIIMBOCTI Ta 3arpo3H,
TO B MallOyTHROMY BiH 3MOKE €(DEKTUBHO YIPABIATH LUMH (haKTOpaMu

JloBrocTpokoBa YCIIITHA MisUTBHICTh OAHKY 3aJIEKUTH BiJl TOTO HACKUIBKH
3abe3mneueHa HaMIMHICTh OTPUMYBaHOI iH(hOopMaIlIii Ta 3a0e3medeHa CTpaTeris
MapKETHHTOBOI MisUTBHOCTI. BW3Ha4eHO, MO MII OIHKA e()EKTHBHOTO
BIIPOBAKECHHS €Vent-MapKeTUHTY B OAHKIBCHKY MISTbHICTH HEOOX1THO TOYHO
JOCITIIATH 30BHINTHE CEPEIOBHIIE 32 TOTIOMOTOI0 HACTYITHAX METOIIB, TaKi K
Metox "5x5"; Meron "doTuphox nutank'; MaTpuist Jx. X. Bimecona; SWOT-
anani3; CTEII-anani3z abo PEST-anani3 Ta in. Meton SWOT-aHamizy cboromHi
€ HaWTTOMYJLIPHIIIAM, Yepe3 Te M0 OXOILII0E MakKe BCIO 001acTh AiSUTBHOCTI
Ta JIO3BOJISIE HAOYHO OIIHUTH CHUTYAI[II0 SIKa € Ha I[el Yac Ta CIPOrHO3yBaTH
MalOyTHIH CTaH y HISUTBHOCTI OaHKy. Bu3HaueHO, IO HE MEHI Ba)KINBHM
eJIEMEHTOM 0aHKIBCHKOTO MAPKETHHTY B YMOBaX KOHKYPEHIII1 Ha (piHAHCOBOMY
PUHKY € amamTallis MPOAyKTy IO HasSBHUX yMOB, a TaKOX JIKBiZAIis THX
MMOCIIYT SIKI BTPATHJIM CBOIO aKTyaJbHICTh. 3a3HAYCHI METOIU € TOJOBHUM
IHCTPYMEHTOM ITiT 9ac MPOBEICHHS aHAaJ3y Ta IMOMAIBINOI MapKETHHTOBOI
IISITEHOCTI OAHKY.
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1. Introduction

Insufficiently flexible concept of personnel policy does not allow industrial
enterprises to operate effectively in conditions of instability and unpredictability
of market changes, which lead to the application of innovative approaches in
personnel management, introduction of modern technologies of personnel
work, new requirements for mobile reorientation of human resources. The main
aspect of progression and the main factor influencing the growth of industrial
enterprises is the development of personnel management system, which must
meet the challenges of nowadays and ensure effective operation in the long-
term perspective, to increase their competitiveness.

Personnel management, as a multifaceted and extremely complex process,
has its own specific properties, patterns that require a systemic nature and
completeness based on a comprehensive solution of personnel problems, the
introduction of new and improvement of existing forms and methods of work
[1, p. 5]. This requires the study and analysis of the author’s approaches to
the very concept of “personnel management”, as some authors operate with
the purpose and methods of achieving it, that is focus on the organizational
side of management. At the same time, other authors note the substantive part
that reflects the functional side of management. Unpredictable and constant
variability of the external environment requires that existing methodological
and organizational approaches to personnel management be constantly
reviewed and, if necessary, be instantly rationally adjusted or adapted to the
relevant business conditions as interconnected elements, principles, tasks,
resources, etc. of a single purposeful process [2].

Despite the vast experience and a significant number of scientific developments
of domestic and foreign scientists, today the basic question is to supplement,
clarify the formation of modern approaches to personnel management system
according to the requirements of the time and ensure effective personnel
management in domestic enterprises as a basis for improving effective
management personnel based on the construction of a comprehensive system
of personnel management evaluation.

2. Methodology

Methods of structural-logical analysis, generalization and synthesis were
used to highlight the main factors influencing the formation of the personnel
management system and the approach to its construction, which allowed to
offer a comprehensive personnel management system that creates prerequisites
for efficiency, effectiveness and efficacy of each of its subsystems. The
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methodological basis of the algorithm of complex assessment and development
of a set of measures to improve the efficiency of the personnel management
system are system and process approaches. The theoretical basis of this study
are the scientific concepts of the theory of personnel management, as well as
the work of Ukrainian and foreign scientists, which are devoted to the problems
of development of the personnel management system of industrial enterprises.

3. Results

Personnel management is one of the most important tasks of enterprise
management as a whole. The overall productivity of the enterprise depends
on an effective personnel management system, which is the most important
lever for achieving positive results in the activities of the entity as a whole.
Personnel management influences the optimal conditions for creative
initiatives and effective work of staff to achieve the goals of the enterprise. In
every company, the relationship with staff is one of the key points, as a result
of which it develops successfully, and therefore the role and importance of
personnel management can not be exaggerated [3].

Most researchers in the research of personnel management use a systems
approach, according to which the “system” can be defined as a set of elements,
in some way related and interacting with each other as a whole to perform
the specified target functions according to the intended tasks. In this case, the
“target function” defines a certain (perhaps conditional) external to the system
situation, the implementation of which the system seeks. Kovalenko 1., Bidyuk
P.I., Gozhiy O.P. note that the system can also be an object characterized by
the composition of the elements, the structure of their relationships, parameters
and has at least one input and one output, which determine the connection with
the external environment, where the laws of behavior and change behavior
when appearance of control influences [4, p. 11]. Landsman V.A. under the
system proposes to understand many structurally dismembered interconnected
and interacting elements that perform certain functions and create some holistic
unity, with new, integrative properties that are not reduced to the sum of the
properties of individual elements and aimed at achieving a clearly defined goal

[5, p. 2].

In general, the personnel management system of the enterprise is formed by the
control and management subsystems, direct and feedback channels, as well as
the environment [6, p. 11-12], which significantly affects the performance of
the personnel management system.

Thus, the personnel management system is proposed to be defined as a set of
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structurally interconnected control and management elements that interact in
some way through direct and feedback channels in the process of performing
the specified target functions in relation to the external and internal environment
of the entity and form a holistic unity that has new (or improved), integrative
properties that provide a synergistic effect in the implementation of control
effects.

Control of any system can be thought of as the detection (by transmitting
direct communication command information) of the control subsystem on the
managed one. From here, the feedback subsystem receives information about
its status through the feedback subsystem. In addition, these subsystems also
have information links with the environment [5, p. 3].

The personnel management system of any entity is designed to continuously
improve the methods of working with staff and the use of the achievements of
domestic and foreign science and practice and the best production experience.
The essence of personnel management is the formation of organizational and
economic, socio-psychological and legal relations of the subject and object of
management. These relations are based on the principles, methods and forms
of influencing the interests, behavior and activities of employees in order to
use them effectively.

The personnel management system ensures effective work in the field of
personnel and eliminates the shortcomings that arise in the process of work.
Authors Pogrebnyak A.Yu., Linnik .M. consider the personnel management
system with the separation of external and internal factors that influence
its formation [7, p. 4]. External factors include: human resources market,
labor law requirements, conjuncture of human resources market conditions,
demography, labor migration. The internal include: the goals of the enterprise,
corporate governance, personnel, organizational culture, the specifics of
personnel management and prospects for development. In our opinion, such
a system does not fully reflect the current factors that have a direct impact on
the personnel management system. The analysis of the state of the modern
human resources market, which forms the personnel of enterprises, shows the
increasing importance and strengthening of the influence of such a factor as
labor migration, because in recent years there has been an increase in labor
migration from Ukraine to other countries. Ukraine is one of the largest
suppliers of labor to European and other countries, which significantly affects
the quantitative and qualitative indicators of personnel of domestic enterprises.
No less important factor influencing the formation of the personnel system is
the changing demographic situation in the country. The current demographic
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situation in Ukraine is characterized by low natural growth, aging population,
increasing the “load” on its working part, the intensification of migration
processes [8, p. 90].

As practice shows, modern enterprises achieve high results only under the
conditions of systematic and purposeful innovative activity, which is provided,
first of all, by the presence of innovative employees in the staff. The main
features of employees of the innovative type are the ability to learn and produce
new knowledge. In order to intensify the innovative work of specialists in
industry, it is necessary to apply various directions at all economic levels to
create interest in specialists, which will cause them the need for creative work
and strive for achievement [9, p. 291]. Thus, the innovative activity of staff'is a
very powerful internal factor and resource that is recommended to be included
in the personnel management system. Given the above, an additional list of
factors influencing the personnel management system is proposed, which is
shown in fig. 1.

The personnel management system is a flexible tool that takes into account the
needs of staff capable of fully developing, implementing and using innovative
measures for the enterprise. It follows that the prerequisites for development
are determined primarily by the presence of specialists who are able to form,
develop and implement new ideas. Only in a developed and competitive market
environment, all the principles of innovative development and management
can be fully implemented [10, p. 343].

Figure-1

Factors influencing the external and internal
environment on the personnel management system
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Methods and tools of personnel management, which, most likely, reveal
innovations, can be combined into blocks [7, p. 5-6], which are clarified,
supplemented and relate to the following functions:

1) personnel planning: preliminary work on building an innovation system
by developing a management strategy and personnel management
strategy, human resources analysis and planning and forecasting
staffing needs;

2) staff development: includes all internal and external training activities
aimed at improving the skills and competence of employees, personal
knowledge of each employee and what they should do to ensure that
this innovation is implemented in practice. This block is aimed at
continuous professional training, introduction and adaptation of new
employees, as well as the evaluation of candidates for the vacancy,
continuing regular monitoring of career and professional development
of staff, work organization, etc ;

3) motivation: aimed at performing the functions of motivating the staff
of the enterprise, regulates and tariffs the labor process, forms a system
of remuneration, develops moral and material incentives for employees
of the enterprise, organizes regulatory and methodological support of
personnel management. It is extremely important that this is, first of all,
a system of compensations and bonuses, but it is also very important in
the current conditions to have motivational forms, methods of intangible
incentives for employees;

4) innovation in the field of personnel management: creates relationships
and division of tasks between employees who are directly involved
in innovation activities at the enterprise. It also includes periodic
or continuous testing of actual innovation performance against
forecasts. The purpose of this unit is to develop special instrumental
and technological knowledge on how to act on the basis of scientific
vision in certain circumstances according to a system of approaches to
have an innovative project implemented through innovation, foreign
experience, modern information and communication technologies,
which can be integrated into innovative developments in a particular
enterprise.

Qualitative organization of personnel management should take into account
several key provisions, namely: high professional level and qualification and
competence of both management and performers, through a well-established
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system of motivation of employees to develop competency-professional skills
of high productivity and dedication.

Research conducted in the field of structural components of the personnel
management system, allowed the authors to identify its key subsystems. So
in the work of Godyashchev M.O. the personnel management system of the
enterprise includes its key components, which are: the subsystem of legal
support of the personnel management process; information support subsystem
of the personnel management process; subsystem for creating working
conditions; personnel development management subsystem; staff motivation
subsystem; personnel evaluation subsystem; personnel hiring and accounting
subsystem; subsystem of analysis, personnel planning [11, p. 77]. Authors
Bondarenko N.V., Panteleev M.S., Ovod M.V. to the above subsystems for the
personnel management system are added the following subsystems: personnel
marketing; labor relations; social development; staff incentives; development
of organizational management structures [12, p. 271]. Sardak O.V. the personnel
management system includes the following subsystems: HR-landmarks and
planning; development and activation of labor potential; social development
and social partnership; certification and staff rotation; formation and use of
personnel, etc. [13, p. 305].

Generalization and systematization of these approaches and own research on
the structural characteristics of the personnel management system allowed to
recommend the structure shown in fig. 2. Thus, it can be noted that the personnel
management system consists of subsystems, each aimed at optimizing the
management of a particular element. That is why companies need to form
and use a comprehensive personnel management system for the efficiency,
effectiveness and efficacy of its subsystems.
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Figure - 2

The structure of the personnel
management system at the enterprise
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Studies show that modern domestic enterprises are in almost the same position
in terms of opportunities to attract and use different kinds of resources. And
since the main resource of the business entity is human resources, or its staff, a
quality management system of this resource is aimed at achieving a high level
of business activity of the enterprise. The realization of the labor potential of the
staff directly affects the personnel activity of the enterprise, the manifestations
of which can be traced through the quantitative and qualitative composition
of employees, their turnover; high level of intellectual potential; increase
productivity; staff satisfaction with working conditions; career opportunities;
high corporate culture.

The rising of business activity of the enterprise should be promoted by increase
of efficiency of the personnel management system of the enterprise that, in turn,
is provided by increase of its adaptability to constant changes in the aggressive
competitive environment and internal organizational transformations at the
enterprise. The level of staff adaptability depends on the analysis of cases in
the personnel management system according to the results of evaluation of
this system as a component of a particular enterprise. In our opinion, the most
comprehensive assessment of the effectiveness of the personnel management
system of the enterprise will assess the current state and characterize the ability
of the management subsystem to perform the functional responsibilities of each
structural unit and the enterprise as a whole. The purpose of the comprehensive
assessment is to analyze and study the current state of socio-economic efficiency
of the personnel management system, its assessment and development of a set
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of measures to improve the personnel management processes of the enterprise.
And such an assessment should be system-comprehensive, overall and focused
on the effective use of the potential of the enterprise.

Hetman O.0., Chaban L.I. defining the personnel management system as
the interaction of the system, organizational, economic and social measures
to create unfavorable conditions for effective functioning, development
and effective use of labor at the enterprise (organization) level, proposing
an algorithm for building a comprehensive system for evaluating personnel
management system important issue [14, p. 26-27].

Taking into account this approach and the results of our own research on the
personnel management system of the enterprise, an algorithm of the process
(fig. 3) of improving the personnel management system of the enterprise on
the basis of analysis of the current state of this system to substantiate a set of
measures to improve the efficiency and long-term development of the personnel
management system of the enterprise in a competitive market environment.

4. Discussion

The dynamism and complexity of the external environment of the enterprise
dictate the requirements for the formation of both the general management
system at the enterprise and the personnel management system in particular.
And high human activity, gained through the realization of employees’ labor
potential, is directly related to the business activity of the enterprise, which not
only acts as a lever for efficient use of available resources of the enterprise, but
also a tool to increase its market value and competitiveness.

36




Figure - 3

Algorithm of the process of complex evaluation and
development of measures to increase the efficiency of
the personnel management system
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Research conducted at domestic enterprises of various forms of ownership and
management structure, allowed to identify a number of relevant, problematic
aspects of personnel management. These are primarily the following [15]:

> dissatisfaction of employees with the level of their salaries and the
system of remuneration;

> low level of qualification of employees due to the so-called “preferential”
conditions of employment (acquaintance, family ties and other factors);

> seasonality of work, which leads to an increase in poverty and
complicates the process of career planning and its implementation
through subjective and objective factors;

> high level of staff turnover, etc.

Given the generalized problematic aspects of personnel management of modern
businesses, as well as individual, specific to a particular organization, it should
be noted that an effective personnel management system in the enterprise
should include periodic innovation and capital investment in developing labor
potential to maximize productivity personal productivity and intellectual self-
realization.

The usage of system-oriented personnel management of the organization is
a basic component that characterizes the effectiveness of management in the
enterprise in general and its business activity in particular. Note also that the
management system is not just a set of techniques, methods or approaches,
but a set of interconnected, logical and consistent actions in areas such
as organization, management, decision-making and motivation. Quality
organization of personnel management should take into account several key
provisions, and namely: high professional level, competence and qualification
of both management staff and executor; established system of employee
motivation; formation of employees’ skills of high productivity and dedication
to the enterprise. Unpredictability, variability of the external environment
necessitates the monitoring of existing methodological approaches to personnel
management and their adaptation to specific business conditions.

5. Conclusions

This research allows us to conclude that personnel management is one of
the most important activities of the enterprise and is considered the main
criterion of its economic success. An important factor that will increase the
efficiency of personnel management in the enterprise is the availability and
content of enterprise personnel development policy, which should include the
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availability of adaptation programs, systems and training programs, training
and opportunities for personal self-development. According to the considered
important aspects concerning formation, functioning and potential possibility
of development of the personnel management system of the modern enterprise
the following offers were developed: subsystems as components of the system
which as much as possible open the most priority directions of functioning of
the personnel management system are substantiated; the main directions of
analysis and research of the current state of the personnel management system
at a particular enterprise are singled out; the necessity of types of works of
complex estimation of the personnel management system of the enterprise for
revealing of lacks, omissions, shortcomings, etc. at the moment of carrying out
of estimation.

All these key aspects allow to improve such important areas as: adaptation
and development of personnel, amplification of systems of motivation and
stimulation of personnel and direction of recommendations for improvement
of any process of personnel management.

In modern conditions, the process of development and updating of the concept
of personnel management continues, while improving both the personnel
management system and methods, tools used on the basis of a sound mechanism
of effective personnel management in a market environment to implement an
innovative approach.
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Case management is a method of managing an individual business. In addition,
it is a form of support for people with many problems, including people with
disabilities, so that they can organize their lives through the communication
and collaboration of many institutions.

Let’s start with the priorities and stages of the case management process. The
most important objects in this process are the case manager and the client. A
case manager is a person who informs, advises, supports, but also interferes,
corrects and evaluates. He motivates the client, controls the entire process -
manages him in the sense of professional assistance. The client cooperates and
achieves the set goals.

It seems to us that the criteria for selecting people for case management should
be as follows:

1. A very difficult life situation of a person, for example, lack of
qualifications, disability and age over 50;

2. To solve the human problem, the help of more than 10 institutions is
needed;

3. There are no existing procedures for solving the problem;

4, A person cannot solve his problems alone;

5. A person who wants to work with a curator.

A person who has the right to use the case management method, together
with the case manager, actively participates in achieving the set goals by
implementing individual stages of the case management process.

Let’s dwell on the stages of the management process:

1. Search for a case. Identifying a case (a person began to participate in the
case management process, undergo an interview, concludes a contract).

2. Exam. Assessment, diagnosis, carried out together with the client,
includes the identification of the problem, the analysis of the strengths
and weaknesses of the client).

3. Service - plan. Planning consists in creating an individual action plan
together with the client, taking into account the client’s needs and
communication channels.

4. Connection. (involves cooperation with institutions that can help solve
the client’s problems, which will allow him to use the various services
available).
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5. Monitoring. At this stage of the process, the client’s progress in
achieving the set goals is observed; this stage lasts the longest - up to
2 months; at this stage, other, previously unknown problems may also
arise, as a result of which it becomes necessary to return to the starting
point, i.e. point 1.

6. Assessment/ withdrawal from the working alliance. Assessment / exit
(process should be completed in 12 or 24 months). [6, p.34]

In order for the case management process to bring the desired results, it is
necessary to build a trusting relationship between the case manager and the
client, which allows them to participate honestly and conscientiously in the
process. In the process of case management, the case manager works with the
client in the first three stages, and from the fourth stage he works with other
institutions to help the client solve his problems, the presence of which does
not allow him to return to full functioning in society. [6, p.36]

Objectives that can be achieved after using the case management method
should include:

> increasing the motivation of clients to make constructive changes in
their lives and taking responsibility for them;

> changing the attitude of clients from passive to active to improve their
situation;

> improving the quality of life;

> improvement of the housing situation;

> increasing self-esteem through self-management.

The case manager works with no more than 70-80 people who are qualified in
the case management process, which is successfully used, for example, in the
German system in employment offices and universities.

Case management is about providing individual support to people in difficult
life situations. He focuses on working with multi-problem clients and providing
them with comprehensive support. Tasks within the case management
process are completed within 12 or 24 months by the client and the curator.
Their implementation is based, in particular, on the principle of trust, which
contributes to the transparency of the parties. The introduction of the elements
of the methodology of doing business in work with unemployed persons with
disabilities should be carried out according to a unified procedure that allows
maintaining the integrity of the activities of individual employment offices.
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The proposed procedure involves the following steps:

a) selection of candidates for the client and qualifications for support;
b) diagnostics, assessment of needs and goals;

c) planning of activities;

d) implementation and monitoring;

e) evaluation.

Persons with disabilities registered with local labor offices do not form a
homogeneous group. Therefore, it is necessary to determine the criteria for
selecting people for support in the form of work using the elements of case
management.

The first stage is the initial selection of people who will be referred to the
client’s consultant as a case manager. A person who has passed the certification
procedure must meet the following criteria:

a) confirmed disability;
b) the status of long-term unemployed;
c) lack / outdated or inadequate qualifications.

The second stage is the initial interview, communication with the client by
the client consultant. Its purpose is to provide information on the possibility
of support in the form of work using the elements of case management. The
conversation should include:

> determination of the method and used elements of case management;

> providing information about the possibilities and limits of support;

> an indication to the client of discrepancies in the perception of the goal;
> an indication of the rights and obligations of the client.

Conducting an initial interview will facilitate an informed client’s entry into the
qualification process. An important aspect of working with a case management
approach is that the client expresses his will to work and takes an active part in
the actions taken. [4, p.28]

Persons moving to the next stage must fill out a declaration. This could be at
the end of the initial interview or at the first qualification meeting.

The third stage is qualification for support in the form of work using the
elements of case management. It is carried out by analyzing the situation of a
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disabled person by a client’s consultant in order to determine the complexity of
the problems and the need for interagency cooperation to solve them. The main
communication method of work will be an interview conducted on the basis of
the Client’s Situation Assessment Card - questionnaires, interviews, qualifying
a disabled person to receive support in the form of work using elements of case
management. [4, p.36]

To facilitate the interview, it is necessary to develop a manual with practical
advice. This Manual should, in our opinion, consist of the following parts:

1. Part [: General information about a person.
2. Part I1: Personal situation of the client:

2.1.  Professional situation;

2.2.  Family status;

2.3. Health status;

2.4. Problems arising from mental barriers;

2.5. Problems arising from social barriers;

2.6. Problems arising from physical obstacles;
2.7.  Problems arising from economic barriers;
2.8. Problems arising from institutional barriers.

3. Part III: Needs and expectations expressed by the person during the
interview.

4. Part IV: Assessment of the situation of the disabled person - the result
of the qualification procedure. An important aspect of determining the
client’s situation is analyzing the current status and considering the
client’s problems over the past 6 months. [7, p.32]

Based on the interview, the client’s consultant responsible for qualifying people
with disabilities for support in the form of work using elements of the case
management methodology will identify at least 5 aspects of the qualifications
that determine the problem situation.

They should include:

1. minimum 1 aspect in each of the following areas:

a) disability (for example, savings, social isolation, additional financial
burden);
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b) long-term unemployment;

c) lack / outdated or inadequate qualifications;
2. at least 2 aspects, including the following areas:
d) problems arising from mental barriers (for example, self-isolation,

1solation from the world, broken contact and communication, broken
personal relationships, withdrawal, self-doubt, low self-esteem,
impaired self-esteem);

e) problems arising from physical obstacles (for example, architectural
in terms of adaptation to independent functioning; transport,
communications);

f) problems arising from economic barriers (for example, lack / inadequacy

of financial resources to meet daily needs: housing, food, clothing, etc.,
debt, threat of homelessness, homelessness);

g) problems arising from institutional barriers (for example, lack /
restriction of access to an institution, knowledge about the impossibility
of obtaining support).

The analysis of a person’s situation should include information obtained from
the individual elements of the conversation.

The aspects referred to in point from a) - ¢) should fall into categories e) - g),
since a certificate of disability, long-term unemployment status and absence
/ outdated or inadequate qualifications are the main criteria for starting the
qualification process for support in the form of work using elements case
management method.

It should be emphasized that inter-agency cooperation is required to address
client issues identified during the qualification process. In addition, the case
management justification for the need to provide support should indicate
the impossibility of solving the client’s problems using standard methods of
working with an idle client. It is assumed that at least 2 meetings are needed to
decide on the qualifications of a person for support in the form of work using
elements of the case management method. The end result of the qualification
performed will be a decision regarding:

a) Support in the form of work using elements of the case management
method;

b) Coverage by standard support. [5, p.43]
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Unemployed people with disabilities who, as a result of the qualification,
received the qualification of support from a specialist, will be referred to a
client’s consultant, working using elements of the case management method.
This employee works comprehensively with the client, guiding him through
the subsequent stages. He makes a diagnosis based on an in-depth analysis
of the situation of the disabled person in order to provide him with adequate
support.

The main method of work will be an interview based on a questionnaire - a
card for working with a client - an unemployed disabled person. We emphasize
the important role of support in the form of work using elements of case
management together with the Guide.

This Guide should be consist in 3 parts:

1. Part [: Diagnostics of the client’s situation (family, health, professional,
housing, financial, social and psychological state);

2. Part II: Determining the needs and expectations of the client;

3. Part III: Determination of goals and institutions that contribute to their

achievement. If needed, the client counselor as case manager can use
other tools used in client work to complement diagnostics. [6, p.39]

During the first meeting with the client consultant acting as the case manager,
it is necessary to conclude an agreement between the client consultant - the
curator and the rehabilitation therapist.

The document defines the terms of cooperation in the implementation of the
support process using elements of the case management method. The signing
of the contract obliges us to cooperate intensively in accordance with the
provisions of the implemented working method. An in-depth diagnosis of the
current situation is the starting point for the entire case management process.
[6, p.41]

Familiarity with psychophysical, family, professional and financial conditions
helps to identify important problems of a given person, for the solution of
which he needs help. Knowing the difficulties and capabilities of a particular
person, a rational assessment of the needs of a rehabilitation therapist is made.

Rehabilitation work, the expectations of an unemployed disabled person will
help to systematize further work. The last point of diagnosis is the definition of
goals and institutions that help in their implementation. Clarification of goals
will occur at the next stage - planning activities. It is assumed that the work at
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this stage of the case management will be carried out for at least 3 meetings.

The initial definition of goals by the client occurs when defining the needs
and expectations of the client. At this stage, the actions necessary for their
implementation are checked and specified. The work is based on personal
planning of actions.

Personal action planning is the result of the work of a case manager and a
rehabilitation therapist, expressed in writing. It contains general goals that
need to be implemented at individual stages of the process, activities and
timing of their implementation. A case manager monitors the progress of each
stage. When the goals set at each stage of the process are achieved, the client
consultant, acting as the case manager, confirms in writing the implementation
of the planned activities that contributed to the achievement of the goal. This
makes it possible to move on to the next stage.

During the planning and implementation phase, it is important that the client’s
counselor, acting as the case manager, collaborates with institutions that
can help solve the client’s problems. That is why it is important to establish
responsibility for the implementation of individual points of the plan between
the case manager, the client and, possibly, other persons / institutions involved
in its implementation. By assigning tasks to be completed in the process of
cooperation, the therapist is active in the process of doing business. This gives
him a sense of free will, increases self-esteem and allows him to be a creator
of action.

The case management process is a form of support for people who are unable
to resolve their own situation on their own. It is structured in such a way
that, thanks to the division into stages, setting goals for implementation and
constant monitoring, it is possible to make changes in the above ranges in case
of additional difficulties (for example, deterioration in health).

Evaluation is the systematic review of a personal action plan against accepted
criteria in order to improve, develop or better understand it.

The cornerstone of any consultation process aimed at supporting a person in
a difficult life situation is the principle of “partnership” with set rules for both
parties.

The basics of work are:
> cooperation;

> agreement with the established rules;
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> the trust; the client must trust us to freely talk about his personal, family
and financial situation;

> self-assessment of the client of what he thinks to do or what he would
like to do, at the same time the assessment of what he has, among other
things, experience, qualifications, education. [3, p.22]

The client’s assessment should be carried out in a comprehensive manner with
all aspects of life, it can be confirmed by the assessment or opinion of the
doctor, but the most important thing is the knowledge that the consultant has
accumulated. No complicated clients. There are only those for whom there is
not enough skill and skill. The attitude towards the client completely depends
on us.

It should be remembered that the client is the same person as we are - he
is experiencing family problems, financial problems or health problems.
Irritation and perception of the client as capricious and picky negatively affects
the relationship built with him. First of all, it is important to understand that
each person is a specific person. We can achieve excellence in customer service
by applying the following features:

1. Respect. Treat your client the way you would like to be treated if
you were a client. Respect is the foundation for increasing customer
satisfaction and loyalty.

2. Willingness to cooperate. Clients prefer to avoid contact with anonymous
bureaucracy. Instead, they want long-term contact with someone who
knows them and their problems. Too frequent change of people who
contact them scares them away from sincere cooperation.

3. Professionalism. Experience and skills required to work with a client in
a particularly difficult life situation.

4. Flexibility. Lack of flexibility on the part of the case manager can
impress the client that he does not solve his problems, but only offers
standard solutions.

5. Participation in solving problems. The ability to make decisions, i.e.
make decisions in moments requiring decisions; making decisions
together with the client, and, if necessary, on his behalf; deciding on the
necessary cooperation with other institutions. [5, p.24]

In connection with the above, it is extremely important to build a trusting
relationship with the client. This trust is built on the demonstration of the
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client’s consent, i.€.:

> he has the right to demand explanations;
> doubts may arise;

> may not know the rules;

> can claim their own opinion.

The client must consider us to be reliable and this is facilitated by constant
communication, dynamism, commitment and kindness towards the client. On
the other hand, communication barriers that prevent proper contact with a client
are behaviors that can be assessed as: evaluation, generalization, coaching,
interruption, blaming, rushing, excessive questions about personal life, threats,
etc.

Moreover, the counseling process takes into account the existing competencies
- what we know and can do, as well as the skills of interpersonal communication:
kindness, openness, initiative, communication, sincerity, compassion,
concreteness.

Mastering the basic elements of case management communication and using
them in everyday work with a client will improve cooperation, support
the process of getting to know the client’s situation and performing the
necessary actions. Communication is the foundation of social interactions and
relationships. It creates, strengthens and supports the psychological well-being
of every person. Man is a sociable being, as well as a thinking, emotional and
social being.

A modern person who wants to navigate correctly in a social network cannot
afford to ignore the basic knowledge that underlies the construction of correct
relationships between people. Thus, the way the curator communicates with the
client has a significant impact on further collaboration and decision making.

Required competencies of a case manager:

a) Positive attitude. Without a positive attitude, it’s hard to show a client’s
willingness to help, so self-control is the real strength. Many people
think that being strong means having power over others, but in fact, the
biggest power is power over yourself. There must be enough strength
to help others.

b) Professionalism of case managers. This requires not a change in
personality, but the development of appropriate skills and character
traits. The best we can do in terms of personal development is to assume
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that every person we meet is our teacher, and every situation is a lesson.
To broaden our horizons, it is helpful to look at ourselves the way we
look at others, and vice versa. If we understand that we are all people
who are trying to live our best life, we will change our attitude.

c) Active listening, necessary to recognize the client’s current situation.
It consists not only in listening carefully, but also in rephrasing the
statement to make sure that we understand its content well and are able
to state it;

d) Responding to customer bookings. Reservations are a natural sign of
customer interest; people perceive, discover and create their reality based
on the maps they hold in their minds. For this reason, it is only natural
to attribute your beliefs, values, and fears to others. Consequently, a
case manager or customer service consultant for special tasks, trying to
influence customer behavior, must ask more questions than answer and
listen more than talk. [4, p.19]

Conducting a case management process requires comprehensive skills and
interdisciplinary knowledge on the part of the people using this method.

Thus, an effective rehabilitation course for disabled people in a broad sense
largely depends on the facilitator. The case manager takes on the role of
activity coordinator, coach, mentor, representative, broker and breeder. These
functions ensure the comprehensiveness of the assistance provided. The case
manager acts primarily as the coordinator of the activity. By controlling the
course of the process, he brings the client closer to the available institutional
resources. It involves specialists and public charitable organizations that are
adequate for the situation of the student / ward. For example, a dependent client
is referred to a narcologist, and a disabled person is referred to an appropriate
institution where he can receive specific assistance. Coordination refers to the
use of all available resources to serve the client. Help is individualized rather
than schematic, tailored to needs and therefore more effective.

The case manager is negotiating with business entities to create jobs for
people with disabilities. In addition, his knowledge of the local community is
appreciated during consultations on development plans for the area. The case
manager also acts as a coach, whose task is to prepare the client for independent
and independent action.

Changing attitudes towards life and problems is essential in striving to
change your attitude. The coach is motivated to change in order to get out
of the situation of helplessness and powerlessness. Every noticeable progress,
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the slightest influence of one’s own activity can have a positive effect on the
further progress of work with a person in need of support. The client must not
only test his own effectiveness, but also skillfully create a vision for his life.
It is about developing the concept of life and consciously shaping the changes
taking place in it. Under the influence of the case manager as a mentor, the
client takes responsibility for himself, demonstrating an active attitude towards
the problems he is struggling with. The changes introduced must be specific,
strictly defined and relate to the possibility of changing the current situation.

Complete independence from this person and the awareness of how to manage
your life is the priority goal of the coach’s influence. The trainer does not offer
ready-made solutions, but supports in making decisions and finding alternatives
to solving this problem. Its influence helps to clarify the goals and motives of
the client. Moreover, it teaches the rational management of your own budget
and cost planning. [8, p.27]

The use of coaching methods should lead to personal development and to
overcome their own problems and weaknesses. The client must be ready and
motivated to change his life. Going through the stages, he seeks to achieve a set,
clearly defined goal, using possible options for action. There is a partnership
between the case manager and the recipient. [8, p.31]

Taking on the role of a mentor helps you focus on unlocking and developing
the potential of the person. It is believed that the mentor should have extensive
knowledge and experience that can be helpful in the client’s situation. He not
only advises and inspires, but also serves as a role model. The client takes
the position of a “student”, acquiring knowledge following the example of a
teacher. Mentoring is the development of his skills and competencies. The case
management process takes place at both the personal and institutional level. To
protect the interests of the client, the case manager acts as a lawyer. A power
of attorney is reduced to a purposeful and methodical procedure in relation to
all persons, institutions or organizations involved in the process of conducting
a case.

Often people in need of assistance are not aware of the legal provisions,
therefore they do not know their rights and do not know how and where they
can get specific assistance. Representing the client’s interests has a positive
effect on his situation, as evidenced by the availability of resources and the
quality of the services provided.

The Ombudsman treats the client correctly, using all available means, as well
as the capabilities of the case management method. He conducts mediation

52



and negotiations, coordinates the entire process, seeking to improve the fate of
a person lost in the socio-economic system. The intervention of an authorized
representative in the life of his ward should lead to changes in the broader
context in which the needs of the individual will be noticed by the state system.
The Ombudsman tries to look at the world from the point of view of the ward in
order to understand his behavior and attitude towards the emerging difficulties
in life.

The role of the attorney is manifested in providing the client with real resources
for the actual exercise of his rights. This role prevents the escalation of problems
and limits the emergence of new crises, while alleviating dysfunctions that
cannot be corrected.

The case manager, as a broker, acts as an intermediary in choosing the best
offer for his client. It monitors the market of services available to the client
and the changes taking place in it. Among others, he is looking for providers
of social and medical services, the offers of which are the most advantageous.
The choice is objective and depends on the proposed conditions. The selection
criterion is the quality of services, taking into account the degree of satisfaction
of the individual needs of the client-rehabilitator and his ability to use this
service. [1, p.18]

The difficult situation of a person leads to the fact that he does not protect his
interests, focusing on the current situation and not paying due attention to the
quality of the services offered to him. The facilitator’s role as a facilitator is
to prevent adverse events in similar cases. The broker prefers to combine the
services provided by different organizations in order to achieve high efficiency
at the lowest possible cost.

No less important from a formal point of view is the real possibility of long-
term state financing of services. [3, p.25] It is based on the rational management
of resources and the provision of services to authorized persons. This task puts
the case manager in the role of a breeder, who is engaged in the adequate
choice of goals, means and people.

The choice made is to serve social justice in access to benefits and services.

The breeder carefully checks the options and comes up with a professional
and optimal response. This applies to the situation of people for whom early
intervention leads to later savings.

In some circumstances, investing earlier can prevent long-term negative
consequences, leading to much higher costs in the future. The multifaceted
nature of the help of a professional case manager lies in the performance of the
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described functions.

The field of activity is extensive, therefore the client consultant in the lead role
should be familiar with the provisions of the legislation on rehabilitation and the
rights of people with disabilities, as well as with their psychophysical abilities
and limitations. It is necessary to be aware of the availability of communication
channels and other resources of individual government agencies and public
organizations.

In turn, knowledge of the region and the local labor market and services is
the basis for planning related activities. Thus, the tasks of a specialist using
the elements of case management in working with people with disabilities are
related to the availability of knowledge in various fields.

The most important are:

> knowledge of the method (idea, assumptions, application, work
algorithm),
> knowledge of institutions that may be part of a collaborative network,

for example, welfare centers, institutions supporting people with
disabilities (main tasks, scope of activity / skills, location, etc.),

> knowledge and skills in working with people with disabilities,

> knowledge and skills in using various work tools (for example, in
the field of career coaching for a disabled person: ways to search
for professions that take into account various aspects of disability or
questionnaires of professional aptitudes for people with disabilities,
including those with intellectual disabilities). [7, p.38]

The introduction of case management elements for working with people with
disabilities in employment services can be based on professional experience
and significant training of employees working with people with disabilities.

This requires familiarization with the specifics of the case management method
and advanced training in this area.

The case management method, effectively used in Western European countries,
gives excellent results. First, it is complex, and the client is not left alone.
Thanks to the analysis of his needs, through their systematic fulfillment, the
employee has the opportunity to bring his client to the effective implementation
of the main goal - to bring the unemployed disabled person to the labor market.

The versatility of the method allows it to be used in various types of institutions,
for example, in the field of health care, social welfare and employment services.
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This scenario is a collection of case management knowledge. It is also an
attempt to answer the question: how to use the case management method in
working with people with disabilities registered with local employment offices?
People with disabilities have the opportunity to use various services offered by
a wide range of institutions, for example, public employment services, social
protection centers, various societies for vocational rehabilitation of disabled
people. It is important that the support given to them is determined by the
identified needs.

Analyzing individual definitions of case management, one can point out the
main functions of this approach to working with a client:

> the need to take into account the needs of customers in the support
process;

> the choice of the scope of support for the needs of customers;

> continuous monitoring of the support provided in terms of efficiency

and effectiveness. [6, p.34]

The ideal of case management is cooperation of institutions on an individual
basis, in order to choose everything possible and necessary to achieve the goal
specified by the client.

It may be worth considering amending the legislation to allow for more
individualized methods of working with the unemployed disabled person.

The case management method assumes an individual approach, taking into
account the needs and capabilities of a rehabilitation therapist. This method
allows for the development of effective principles of cooperation, taking into
account mutual respect and creating an atmosphere of trust, which is extremely
useful in the situation of disabled and unemployed.

The transfer of the case management method to the employment promotion
sector is possible after the acquisition of the necessary competencies by future
rehabilitation therapists.

An important element of cooperation with a client is that the therapist has basic
communication elements and their use in daily work, which will lead to better
cooperation and support the process of getting to know the client’s situation
and taking the necessary actions. Case management is an extremely interesting
method that can find a huge base for its implementation and application in
employment offices, because a large group of our clients are people with many
problems in various spheres of life that we cannot solve at the level of just one
institution.

55



A holistic approach to the client is the right concept, as we know from
experience that it is impossible to focus on the professional activation of clients
who have many problems in different areas of life. The implementation of the
case management process requires comprehensive skills and interdisciplinary
knowledge of people using this method. [2, p.12] Therefore, an effective
rehabilitation course for disabled people in a broad sense depends on the
rehabilitation therapist. The case manager plays the role of coordinator,
coach, mentor, representative, broker and selector. These functions ensure the
comprehensiveness of the assistance provided. The case management method
should be based on a partnership between the therapist and the client, which
will allow you to quickly focus on unlocking and developing the potential
of the ward and increasing his competencies. Implementation of the case
management method in general can have a positive effect in terms of quality
service for clients with disabilities and groups that are difficult to connect.
An individual approach to a client and a large amount of time spent on the
formation of attitudes, behavior and awareness of “I am a future employee”
create a real basis for the subsequent success of activation, starting and keeping
work. [8, p.17]

Taking into account the current differences in the legal, financial and, above all,
the cultural and social environment in which this method is used, it is not yet
possible to fully implement the case management method. For this to happen,
a number of changes must be made. The case management method can be
implemented if the corresponding position is allocated in the structures of the
employment office. We have well-trained career counselors and psychologists
who can accompany the unemployed in the process of getting out of a difficult
life situation. However, one-to-one work with a client is limited by job cuts, the
involvement of career consultants in the current unemployed service structure,
and bureaucracy.

Collaboration between agencies also needs to be coordinated. The case
management method can only be used with an appropriate organizational
structure, involving the cooperation of labor market institutions with other
bodies for its effective functioning. The introduction of the case management
method requires far-reaching organizational and legal reforms. [3, p.39]

At the moment, interagency cooperation is limited by many provisions that
legally determine the functioning of this institution.

For example, the Personal Data Protection Act, which guarantees us the right
to privacy, may prevent this method from being implemented in practice.
Employment bureau staff, despite the relevant experience, are not large enough
to cope with such a problem.
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The legal environment is not flexible enough to adapt to the individual client’s
situation. In our country, it is also difficult to talk about effective cooperation
between employment services, social protection centers or non-governmental
organizations.

Unfortunately, many activities of these institutions are duplicated, because there
is not enough information exchange between them, and system solutions for
communication between these institutions are imperfect or not implemented.
In Western Europe, this obstacle was removed due to the ideal development
of the IT network, as well as the precise definition in the law of the scope of
responsibility of individual labor market institutions in relation to a specific
client. [1, p.33]

The great advantage of case management is that the client can use the services
provided by different types of institutions. The client has the opportunity
to take advantage of various support activities in the right form and at the
right time. He is not a passive person devoid of influence, but is committed to
solving his problems.

The indisputable advantage of the case management method, of course, is
an integrated approach to the client, eliminating all obstacles on the way to
employment, drawing up a comprehensive action plan, taking into account the
interaction of all necessary institutions or organizations, which will help the
client overcome a difficult situation.

Also, one should not forget about constant monitoring of the progress of work
with equal involvement of all parties involved in working with the client.
Another advantage from the client’s side is the time spent on activation.
The downside of the institution is the time it takes to work with the client,
to strengthen his attitude and return him to the world of work, where it is
not always possible to achieve success despite positive negotiations at the
beginning of the journey with the client.

It is also difficult to visualize mental changes in the client’s perception through
the prism of many institutions. This is a long-term process of strengthening
the cooperation of many departments, often independent of each other, which
must understand that our common goal is to activate the client. Until now, it
was possible to observe duplication of activities of many institutions, which
did not bring any results, and in fact the client was stuck in his situation, with
his problems.

The situation of the clients of social service institutions is very difficult in terms
of meeting their needs and accessing the necessary services. These difficulties
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arise from a multifaceted complex situation in which people and their families
are waiting for support. Many overlapping problems create a source of unmet
needs that the client addresses to many institutions. In fact, in our country,
aid agencies operate within the framework of their sectoral objectives and
competencies. Thus, in the case manager model there is no employee who
could manage the general situation of a client with disabilities. [4, p.42]

Management of the general situation with an individual approach to the
client, as well as case management as a formula for coordinating services
and activities of social services requires communication, cooperation and
coordination of many subsystems, as well as government services and other
services, government agencies in the field of social policy and social security
, labor market, health care, education or legislation. In our conditions, this is a
new concept, and it is difficult to implement it in practice.

Literature

1.  D.A. Kurabtsev D.V. Lyfyntsev Yndyvydualnoe Soprovozhdenye (Case Management)
Kak Forma Sotsyalnoi Raboty V Oblasty Okhrany Psykhycheskoho Zdorovia (Yz
Zarubezhnoho Opyta) http://www.phil.gu.se/sffp/reports2/13.%20Korabtsev.pdf.

2. Kurkchy M. I. Zastosuvannia Keis-Menedzhmentu V Sotsialnii Roboti V Sferi Zainiatosti
Naselennia. http://eir.pstu.edu/bitstream/handle/123456789/19661/%D1%81.%20
84-89.pdf?sequence.

3. Yu. V. Todortseva Keis-Menedzhment Yak Metod Sotsialnoi Roboty V Protsesi Pidhotovky
Profesiino Mobilnykh Maibutnikh Fakhivtsiv Sotsialnoi Sfery http://pedagogyjournal.
kpu. zp.ua/archive/2020/69/part _3/29.pdf.

4. Por. T. Kazmierczak, M. Rymsza: Case management jako formuta koordynacji ustug
spotecznych 1 innych dziatan shuzb publicznych - przypadek aktywizacji zawodowej i
spotecznej 0sob niepelnosprawnych - artykut do publikacji pokonferencyjnej - konferencja
Instytutu Socjologii UMK i Sekcji Pracy Socjalnej PTS, ,,Wyzwolenia aktywnej polityki
spotecznej 1 profesjonalnej pracy socjalnej a ksztatcenie stuzb spotecznych w Polsce i na
Stowacji, Torun, 28-29.06.2010.

5.  Nowe kierunki i tendencje w organizacji i zarzadzaniu pomoca spoleczna, pod red. A.
Skowronskiej, Warszawa 2013, s. 38-39.

6.  Poradnik Elementy metody Case Management w pracy z klientami z niepelnosprawnos$cia
w publicznych shuzbach zatrudnienia wojewddztwa $laskiego, konsultacje naukowe B. J.
Ertelt, M. Mirowska / Wydawnictwo Grafpol, Wroctaw 2015.

7. Mariola Mirowska. Innowacyjna formuta prowadzenia przypadku http://dlibra.bg.ajd.
czest.pl: 8080/ Content /2743/177.pdf.

8. E. Trafialek, O nowy model pracy socjalnej, ,,Praca Socjalna”, 2007, nr 3, s. 29.

58




Emerging Trends in Accounting, Finance,
Marketing and Human Resource Management
Volume : I

ISBN: 00-0-0000-0-0

D.I.O.: 0000

ASSOCIATION OF ENVIRONMENTALLY
BALANCED NATURE MANAGEMENT AS
AN IMPORTANT DIRECTION OF SOCIO-
ECONOMIC DEVELOPMENT OF UKRAINE
(ORGANIZATIONAL AND LEGAL ASPECTYS)

"Popova Svitlana
Doctor of Law, Ph.D. in economy, Professor (Department of Law Enforcement and
Police Studies, Kharkiv National University of Internal Affairs, Ukraine), Guest
Professor (European Institute of Further Education, Slovakia), Academician of the
Academy of Administrative and Legal Sciences (Academy of Administrative and Legal
Sciences, Ukraine), https://orcid.org/0000-0002-3958-4133

’Kazanchuk Iryna
Ph.D., associate professor, (Department of Administrative Law and Process, Kharkiv
National University of Internal Affairs, Ukraine), Corresponding Member of the
Academy of Administrative and Legal Sciences (Academy of Administrative and Legal
Sciences, Ukraine); https://orcid.org/0000-0003-4269-2749



Jis cydacHOT CBITOBOI €KOHOMIKM XapaKT€pPHO MaKCHMAallbHE 3ay4deHHS
Ta HEOOMEXeHEe BHMKOPHCTAaHHS MPUPOIHUX DPECYPCIB B NPOMHCIOBOCTI H
TOCTIONAPCHKIN AisuibHOCTI. BHACIIZOK XMXKAIIBKOTO BUUEPIIAHHS TPUPOIHUX
pecypciB Ta Ha TJIi MOCTIHHOTO 3POCTaHHS HACEJICHHs HA IUIAHETI BUHHKIIA
miobanbHa MpodIeMa — eKOJIOTiYHA Kpu3a y BCbOMY CBiTi. ToMy 3 MeTOIo.
MiHiMi3alii €KOJOriyHUX PU3MKIB B EKOHOMIUHIM cdepi KokHOI 3 KpaiH, 1
VYkpaiHa He € BUKIIIOUeHHSM, Y BepecHi 2015 poky Oyno yxBaneno Pezomonito
I'enepanbuoi Acambmnei Opranizanii O0’ennanux Haniii «IlepeTrBopenHs
Hamoro cBity: Ilopsimok nenHuii y cdepi cramoro po3BUTKY Ha mepiox a0
2030 poky». 3a3HaYNMO, 110 CTAIUN COLIaTbHO-€KOHOMIYHUN PO3BUTOK Oy/ib-
Kol KpaiHM O3Ha4a€e Take (YHKUIOHYBaHHs ii rOCHOAAPCHKOIO KOMILIEKCY,
KOJIM OIHOYACHO 3aJOBOJIBHSIOTHCS 3pOCTAal0¥i MarepiaibHi 1 JIyXOBHI
notpedu Jonei, 3a0e3neuyeTbes pamioHaJbHE Ta EKOJOTIYHO Oe3ledHe
rOCIIOApIOBaHHs 1 30ajaHCcOBaHE BHUKOPHCTAaHHS NPUPOJHHX PECYPCIB,
CTBODIOIOTHCSI CIPHUATIMBI YMOBU JJIsI 3I0POB>SI JIIOIWMHM, 30€peKeHHS 1
BiTBOPEHHSI HABKOJIMIIHEOTO IPUPOAHOTO CEPEIOBHILIA.

BiaMmiHHOIO PHCOIO COITIaThHO-€KOHOMIYHOTO PO3BUTKY YKpaiHW BH3HAHO
HEpIBHOMIDHE TEXHOI€HHE HABAaHTAXXCHHS HA HABKOJWIIHE IPHPOJIHE
CEepEeNOBHINE HA pETIOHAIBHOMY piBHI. I[IpM IIbOMY aHTPOIIOTCHHE i
TEXHOTCHHE HABAHTA)KCHHS HA HABKOJIMIITHE IPUPOTHE CEPEIOBHUIIE BHACIIIOK
MIPOBADKEHHS BUPOOHWUYOI iSTTBHOCTI TIATPUEMCTBAMHA METaTypriitHO1,
XIMI9HOI, TIpHHYOAOOYBHOI ITPOMFECIIOBOCTI Ta IaJHBHO-CHEPTETHIHOTO
KOMIUTEKCY Y KiJIbKa pa3iB MEPEBUINYE BIATIOBIIHI MOKA3HUKH y PO3BHHYTHX
kpainax cBity [1]. [licimsa mignmucanas B 2014 porti Yroawm mpo acormiariio Mix
VYkpainoro Ta €BpornetickkuM CITIBTOBapUCTBOM [2] Hamma AeprkaBa 3akiana
SIKICHO HOBY TIPABOBY OCHOBY JIJISI TIOJIAJIBIIIMX B3aEMUH 3 KpaiHamu EBpocoro3y
Ta BU3HAYMJIA CTPATETIYHI OPIEHTUPH IS TPOBEICHHS aaMiHICTPATHBHOI Ta
corianbHO-ekoHOMIUHOTI pedopm. bepydi mo yBarm mBHAKI pedopMH, SKi
B110yBafOTHCSI OCTAaHHIM YaCOM B €KOHOMIYHIH i aIMiHICTPAaTUBHO-TIOTI THIHIHA
chepax xkpain-wieHiB EBpomeiicbkoro Coro3dy, Hama aepkaBa BH3HAYWIA
HEOOX1THICTh MOIEpHi3aIii ICHYIOYOi aJIMiHICTPaTHBHO-TIPABOBOI CHCTEMH
VIPaBIiHHS OXOPOHOK HABKOJIHUIIHKOTO TMPHUPOIHOTO cepenoBuma. Came
IHTETpaIlis HAI[lOHAIBHOI €KOJIOTIYHOI IMOMITHKA IO €BPOIIEHCHKUX TOJITHK,
000B’sI3KOBE BPAaXyBaHHS EKOJOTIYHOI CKJIAIOBOI NPH CKJIANaHHI CTPATETii
1 TporpaM pO3BUTKY YKpaiHH, BIPOBAHKCHHS EKOJOTIYHOTO YIIPABIIHHS
Ha TIATPUEMCTBAX, EKOJIOTI3aIlisl TOCIOAAPCHKOi MISUTPHOCTI € MIISTXOM IO
CydYacHOI CEKTOpaIbHOI eKooriuaoi momituku kpaia EC [3, ¢. 11].

B VYkpaiHi po3po0ieHO HalliOHAJIbHY CHCTEMY IJICH CTajJoro pPO3BUTKY,
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10 Mae 3a0e3MEUUTH MiAIPYHTSI Ul MOJANBIIOrO IUIAHYBAHHS PO3BHUTKY
VYkpainu, momosnaHHs AucOataHCiB, sIKi ICHYFOTh B €KOHOMIYHIH, COIiaIbHIH
Ta EKOJIOTiuHIN cdepax; 3a0e3MeUnTH TaKUK CTaH JAOBKLLIS, IO CHPUSITHME
SAKICHOMY JKHUTTIO 1 OJIarONmoNy4ydr0 HMHIIIHIX Ta NPUHACIIHIX IOKOJiHB;
CTBOPUTH HEOOXiTHI YMOBH AJIS CYCIIJILHOTO IOTOBOPY MiX BIIa1010, 0i3HECOM
1 TPOMaASHCHKUM CYCIIJILCTBOM OO MiABUIICHHS SKOCTI )KUTTS TpOMasiH
1 TapaHTyBaHHS COLIaJbHO-€KOHOMIYHOI Ta eKOJIOTi4HOi CTabiIbHOCTI;
YIPOBAIKEHHS PETi0OHATIBHOT OJTITHUKY, SIKa 0a3yBaTUMEThCSl HA TApMOHIHHOMY
MO€AHAHH] 3arajJbHOHALIOHAJIBHUX 1 PEriOHAIbHUX 1HTEPECiB.

3aramoM y HampsMKy peaiizamii miaHy miid «YkpaiHa — EBponeichkmii
Coro3», BIPOBAIKCHHS €EBPOIEHCHKUX CTAaHAAPTIB 1 HOPM B MisUTbHICTH
Opra”iB  MyONYHOTO  AAMIHICTPYBaHHSA AaKTyaji3yBadu HEOOXiTHICTH
CTBOPEHHS €()EKTUBHOI CHCTEMH JEPKaBHOTO 1 TPOMAJICBKOTO KOHTPOJIO 32
MIPUPOTOOXOPOHHOIO cheporo B Ykpairi. Llg imess Oyma 3akiazeHa B OCHOBY
moyiookeHb OCHOBHHX 3acaj (CTparerii) Aep)KaBHOI EKOJOTIdHOI TOJITHKH
Vrpaiam Ha mepiog go 2030 poky [1]. Came Ha OCHOBI ITUX TIOJOXCHB
pO3po0IIeHI HalliOHAIBHI TUTAHU JiH, K1 IHTETPOBaHI B pEeriOHAIBHI IPOTpaMHu
COITIaTbHO-EKOHOMITHOTO PO3BHUTKY Ta JETaTi30BaHI Ha PiBHI PeTrioHaIHHUX
TUTAHIB JIIH 3 OXOPOHH HABKOJIUITHBOTO MPUPOIHOTO CEPEIOBHIIIA.

Bigomo, mo exoyoriyga Oe3leKa € BaKJIMBOIO CKIIAJAOBOIO HAIlOHAILHOL
Oe3mekn koxkHOT Kpainu. | cran edekTUBHOCTI ii 3a0e3neYCHHS 3aJICKUThH
BiJ Oararbox (hakTOpiB, TOJOBHUM CEpel SIKUX € IIIECHpPSIMOBAHUMA 3aXUCT
HaIllOHAJIbHUX 1HTEPECiB PallioHAJBLHOTO NPUPOJOKOPHCTYBAHHS Y IEpIILy
4yepry y enepretudHiii cepi. B ct. 7 3akony Yipainu «IIpo ocHOBH HalliOHATBHOT
Oesnekr YKpaiHW» 3a3Ha4€HO MPO KPUTHYHE 3POCTaHHS PIiBHS 3arpo3 B
eKOJIOTiYHIl cdepi. 30Kkpema, B SIKOCTI 3arpo3 eHepreTHUHiN Oe3meni Aep:KaBu
BKa3aHi: HEC(EKTHBHICTh BUKOPUCTAHHS MAIMBHO-CHEPTETUYHUX DPECYPCIB;
HEOCTaTHI TeMIH JuBepcudikaiii Jpkepen iX MNOoCTayaHHsS; BiJCYTHICTh
AKTHBHOI TONITUKH eHeprozoepekeHHs [4]. OkpiM 1bOro, B pe3yibTari
anekcii Kpumy Ta BoeHHOI arpecii Ha JloHOaci BUHUKIIA HU3KA J0JaTKOBHUX,
MPUHIMIIOBO HOBMX JUIsI HAIIOi JEP)KaBH 3arpo3 CHEPreTUYHIM Oe3Ielli.
Ile: cxopodeHHs BHYTPINIHBOI PECYpCHOI 0a3u MaJIMBHO-CHEPIETUYHOTO
KOMIUIEKCY; BiICYyTHICTb JOCTYIYy /10 OKPEMHUX JUISHOK MOPCBKOTO IIENbQy,
Ha SIKUX 371MCHIOBABCSI a00 IUIaHYBABCS MOYATOK MPOMHUCIOBOTO BUAOOYTKY
EHEPropecypciB y HACHJIOK IM030aBJICHHS YKpPAiHOK CBO€I IUIICHOCTI;
YacTKOBa pyHHAIiS €AMHOTO B3a€MOIIOB’SI3aHOTO €HEPreTUYHOTO KOMILIEKCY
KpaiH{; 3HUILICHHS OKPEMHUX 00’ €KTIB €HEpro- 1 TeMI0BOI TeHepailii, ByriabHOT
MIPOMHUCIIOBOCTI, €HEPreTHYHO1 iH(ppacTpykTypu y Jonenpkid i Jlyrancekii
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00J1aCTAX, MPOTU3AKOHHO BiAuyKeH1 eHepreTryHi 00’ ekt y Kpumy. V 3B’s13Ky
3 OUM, € MoTpeda y CHCTEMHOMY aHajli3i CyKyIHOCTi MpOOJIEMHUX MHTaHb,
110 BUHMKAIOTh Yy EHEPreTHuHid cdepi, a TakoK BUPOOJICHI MPIOPUTETHHUX
HanpsIMiB yI0CKOHAJICHHS aAMiHICTPAaTHBHO-IIPAaBOBOTO MEXaHi3My peai3arii
JIePKaBHOI MOJIITUKY Y chepi 3a0e3MeUeHHs eHePreTHYHO1 OE3IEeKH BiIMOBITHO
110 YMOB cborofieHHs1. OCHOBY peaitizaliii Takoi MOJITHKH, SIKa He IIOBUHHA Oy TH
(hparMeHTapHOI0, PO30aJTaHCOBAHOO Ta CYNIEPEWINBOIO [ 5, ¢. 94-95], BU3HAYNTH
KoHueniiss 3a0e3rnedyeHHs €HepreTHdHoi Oesnekd VYkpainu. [i mimamu
MOBMHHO CTaTW: 3a0e3MEeYeHHS] MOBHOTH 1 HAAIMHOCTI E€HEpromocTavyaHHs
EKOHOMIKM Ta HAaCeJIeHHs, 3MEHIIEHHS EHEPreTHYHOI 3aJeKHOCTI YKpaiHu
BiJ] IHIIMX KpaiH, NOKPAILIeHHs YMOB MiXHapogHoro chiBpoOitHunTBa 3 EC,
3a0€3MeUYeHHs] EKOJOTIYHOI MPUHHATHOCTI EHEpreTHYHOro BUPOOHMIITBA
Ta YHUKHEHHS COLIaJbHUX KOH(MIIKTIB, MOB’A3aHUX 3 (PyHKUIOHYBaHHSIM
eHepreTnyHoi cdepu. [Ipu HpOMy MPIOPUTETHUMH 3aBIAHHSIMH JIEPKaBHOI
MOJITUKU y cdepi eHepreTuyHol Oe3neky YKpaiHu BU3HAHO: peopMyBaHHS
EHEepPreTHYHUX PHHKIB, MPO30PICTh TOCIOAAPCHKOT AISTBHOCTI, KOHKYPEHIIs
1 JIEMOHOIIONI3allisl PHUHKIB, iHTErpalis €HEpreTHYHOIro CEeKTOpy YKpaiHu
no eHepretnuHux puHKiB EC Ta cHcTeMH €BpONEHCHKOI EHEepreTHYHOl
Oe3neky; MiABMIICHHS EHEepreTHYHOoi e(eKTUBHOCTI Ta 3a0e3ledeHHs
eHepro30epexeHHs; TuBepcudiKallis JKepell i MapIIpyTiB €eHEPronocTadyaHHs,
MOAOJIAHHS 3aJIeKHOCTI Bix Pocii y mocTayanHi eHepropecypciB 1 TEXHOIOTIH,
PO3BHUTOK BiIHOBIIOBAHOI EHEPreTUKH 3 YypaxyBaHHSM MPiOPUTETHOCTI
3aBIaHb EKOJOTiYHOI, siiepHOi 1 pamiaumiiiHOi Oe3mekw; (GOpMyBaHHS
CHUCTEMH eHepro3alOe3leueHHs HaliOHaJbHOI EKOHOMIKM 1 CyCHiJIbCTBAa B
0COOJIMBHI TEPiOa; CTBOPEHHS YMOB Ul HaJIHOTO €Hepro3ade3nedyeHHs Ta
TPAaH3UTY EHEPropecypciB TePUTOPi€l0 YKpaiHU, 3aXHUIICHOCTI EHEPTeTHYHOT
1H(GPACTPYKTYPH BiJ TEPOPUCTUIHOT 3arpO3H.

VY cygacHOMY pO3yMiHHI TapaHTyBaHHS €HEPIeTHYHOI O3MEKH — 1€ JOCSATHEHHS
CTaHy TEXHIYHO HAJIHHOTO, CTAOUIBPHOTO, EKOHOMIYHO €(EKTUBHOTO i
EKOJIOTIYHO ~ MPUHHITHOTO 3a0e3NEUYCHHS CHEPreTHYHUMH  pecypcaMu
€KOHOMIKH 1 COIialbHOI cdepr KpaiHu, a TaKoX CTBOPEHHS YMOB IS
dbopMyBaHHS 1 peaiizamil TMOJMITHKA 3aXWCTy HAIllOHAIBHUX IHTEPECIB Y
i cdepi [6, c. 69-70]. IIpore, B yMOBaX CHOTOIACHHS HE TUIHKH Y HAYKOBIM
JTepaTypi, ajae # B 3aKOHOMAABCTBI BIACYTHE IMOHATTS «ICpKaBHA TOJITHKA B
cthepi eneprernaHOi Oe3mekw». [CHYIOTH JHIIIe CXOMHI BH3HAYCHHS, HATaHI y
By3bKoMY 3HaueHHi. Tak y crarti 1 3akony Ykpainu «lIpo enexTpoeHepreTuKy»
BHKOPHCTAHO TEPMIH «IEp)KaBHA TOJITHKA B €IEKTPOCHEPTETHII» - IIe CTaH
CJICKTPOCHEPTETHKY, SKHUH TapaHTy€ TEXHIYHO 1 EKOHOMIYHO Oe3IevHe
3aJIOBOJICHHSI TTOTOYHUX 1 MEPCIEKTUBHUX TOTPEO CIIOKMBAYiB B €HEPTil Ta
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OXOpPOHY HaBKOJIMIIHBOTO MPUPOAHOro cepexosumia [7]. B Takomy 3HaueHi
CYTHICTh €HEPreTUYHOI O€3MEeKH IHTEPIPETY€ETHCS 3 MO3ULIIT BKa3aHUX B 3aKOH1
NPUHLMIIB, a came: 3MiIHCHEHHS IepKaBHOTO PEryII0BaHHS AiSUIBHOCTI B cdepi
EHepreTuky; (OPMyBaHHS CHPUSTIAMBUX YMOB Ul O€3MEUHOI eKCIUTyaTarii
CIIEKTPOCHEPTeTUYHUX O0YEKTIB; 3a0€3MEeUECHHs] ONTUMAIbHOTO BUKOPHCTAHHS
najuBa 1 €Heprii; AOTPUMaHHS yciMa CyO)eKTaMH, IiSUIBHICTD SIKHX
CTOCY€ETBhCSI BUPOOHMILITBA, TIepeadi, OCTa4yaHHs, PO3MOALTY 1 BUKOPHUCTaHHS
@IICKTPOEHEPTi1, EAMHUX MPABHJI, CTAHAAPTIB 1 HOPM, BCTAHOBJICHHUX AEPKABOIO;
CHPHSIHHS [IPOLIeCaM PO3BUTKY Ta BIOCKOHAJIICHHS TEXHIYHOTO PiBHS 00’ €KTiB
chepr ENEKTPOCHEPreTUKHU; IMIiJABHIICHHS pPIBHS EKOJOTIYHOT OE3MeKH
CIIEKTPOCHEPIeTUYHNX 00 €KTiB; 3a0e3MeUYeHHs] 3aXHCTy IpaB Ta iHTEpeciB
CIIO)KMBAYiB  €JIEKTPOCHEPrii; 30epeKeHHs IUIICHOIO CTaHy EHEepPreTHYHOro
CEKTOpY KpaiHu, 3a0e3neueHHs Horo e(h)eKTUBHOTO 1 HaaiiHOTO (DyHKIIOHYBaHHS;
(hopMyBaHHS CIPUSTIIMBUX YMOB IJIsl PO3BUTKY KOHKYPEHIIii HA eHEPreTHYHOMY
PHHKY; MiZTOTOBKAa BHCOKOKBaNi()iKOBAaHMX KaJpiB ISl €HEpreTudHoi chepu;
AKTHBI3allisl HAyKOBUX AOCIiIKEHb; MIATPUMKA CTaOUILHOCTI (hiHAHCYBaHHS;
3a0€3MEeYEeHHs] HAJIEXKHOTO pIiBHA BIANOBIJANBHOCTI YYaCHHKIB BiIHOCHH
Ha CHEPreTHYHOMY DPUHKY; (OPMYBaHHS CIPUSTIAMBUX YMOB IUISI PO3BUTKY
AJIBTEPHATUBHOI EHEPIEeTUKH SIK TAKO1, IO € EKOJIOTTYHO YHCTOIO Ta OE3MaIMBHOIO
MiArany33t0 eHePreTHKH Yepe3 3apoBaKEHHS «3eeHoro» Tapudy [7]. OTxe, y
BKa3aHOMY 3aKOHi PO3IIISIIAIOTHCS MTAHHSI 320€31eUeHHsI €eHEPreTHYHOI Oe3MeKn
BUKJIFOYHO Yepe3 ray3eBUd Miaxis.

VY cydacHii JiTeparypl OpraHi3amiiHO-TIPABOBI 3acaadl  paIlioHATHHOTO
MIPUPOTOKOPUCTYBAHHS ¥ cdepi eKOHOMIKH BHCBITICHI B 0ararbox HAyKOBUX
mpamsix. Tak, C. /leHucCrok BkazaB Ha HEOOXITHICTH CTBOPEHHS CIPHUATIUBUX
YMOB Ui 3aJIy9CeHHS I1HBECTHIIA 1O chepr EHEepreTHKH TPH peamizamii
JIEpP’KaBHOI EKOJIOTIYHOI TIIONITHKA B YMOBaxX DIOOATi3aIlifHIX TPOIMECiB
[8, c. 9-16]. Mix Tam JI. FO. Jpoxoxua 1 C. B. €pMinoB, BBaKaroTh, IO
CTBOPEHHS SIKICHO HOBOi IOJITHKH CHEProceKTUBHOCTI Tependavyac 3MiHy
(opM, METOIIB 1 MPUHIIMITIB EPIKABHOTO YIIPABIIHHSA B IUIOMY, IPH IIHOMY
aKIIEHT IIOBHHEH CTABUTHCS Ha BAXKIMBOCTI E€KOHOMIYHO OOTPYHTOBAHOTO
€HEPreTHYHOTO MEHEDKMEHTY B KOHTEKCTI TIEPEXOY JI0 «PECYPCO30epirarouoro
1 eHeproe(eKTHBHOTO THITy COI[IAIbHO-€KOHOMIYHOTO PO3BUTKY EpKaBU
[9, c. 32]». V¥ cBoro wepry O. CraBumpka y CBOIX JOCTIDKEHHIX OKPECIIOE
KITFOYOBI TEHCHIIII, IO CIOCTEPIraloThCs B €HEPreTHIHIN cdepi B YKpaiHi.
[Ipu 1mpOMy aBTOp pPOOHUTH AaKIEHT Ha IOMUIBLHOCTI (OPMYBaHHS [IE€BUX
MEXaHI3MiB JIeP’KaBHOTO PETYIIIOBAHHS B TAJIMBHO-CHEPTETHYHIHN c(hepl MIITXOM
VIOCKOHAJICHHST PI3HOXapaKTePHUX KOMITOHEHTIB EKOHOMIYHOI TOJITHKH 3
MIPUHHATTSIM 10 yBard IHTEPECiB BHPOOHWKIB Ta CIIOKMBAYIB CHEPTETHYHUX
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pecypciB Ta 3a0e3MeueHHs] HaJIeKHOTO 3aXHMCTy BHYTPIIIHBOTO pHHKY [10, c.
130-138]. Oxpemo Bigznaunmo npaiii [. 3apemOu, sikuii Haae HU3KY MPOMO3HULIIH
CTOCOBHO ONTHMi3alii CTPYKTYpH €HEPrOCIIOKHUBAHHS 1 €Hepro3ade3neyeHHs
Vkpainu, a Takok €(EeKTUBHOTO BHKOPHCTaHHS CHUCTEMH TPaHCHOPTYBaHHS
eHepronociiB. KpiM Toro HuM Oyn0 BHUAUIEHO NEPCHEKTUBHI HAMpPSIMKH
opranizauii Mi>KHapOIHOTO CIiBPOOITHUITBA YKpaiHH B chepl eHepreTukH 1o,
3BiCHO, CIIPHSIE TTiIBUIIIEHHIO PiBHS €KOJIOTIYHOI Oe3reku aepxkas [11, c. 125].
Takox B Ipansix BYCHOTO 3a3HAYEHO HA HEOOX1THOCTI €()EeKTUBHOTO YIPaBIiHHS
ceporo EHEPreTuKH, SIKe 3aJISKUTh Bif OOCATIB EKCIIOPTY EHEPropecypcis.
30Kpema, 010 NOCTa4YalbHUKIB EIEKTPOEHEPTil, 0 3AIMCHIOIOTH ii eKCIOPT,
cepell HaWMOTY)KHINIMX HAchOrogHi € kommaHis «Epa TpedawHr», mo €
JIOYIpHIM TANpPUEMCTBOM KomnaHii «EHepreTwuni pecypcu Ykpainm». i
JiSUTBHICTH  OpIEHTOBAaHAa HA 3IIMCHEHHsI oOmepauid TPeHIUHrOBOTO THUILY
JIKBIIHAMH IPOLYKTaMH (Ta3, BYTiJUIsl, EIEKTPOSHEPTis), peali3alito MPpOeKTiB
CTOCOBHO BiTUM3HSIHOI eHepretuku [12]. Ilpu mpomy cimif 3ayBaskuTv, LIO
EKCIIOPT eNeKTpoeHeprii 3 Ykpainu 10 kpaiH €C € 0COOIMBO MEPCIEKTUBHUM,
mo oOyMOBJE€HO moTpedaMu KpaiH-wieHiB €C B NaJUBHO-CHEPreTHYHHX
pecypcax, siki 301IbIIyI0TECS Ha 1-2% 3 KO)KHUM POKOM, HaJJaHHIO IPIOPUTETY
anpTepHaTUBHIN eHepreTui [13, c. 86-88].

Po3pobka Ta pearizaiiis €(heKTUBHOT ITOJIITHKN PO3BUTKY €KOHOMIKH JEeP)KaBH B
KOHTEKCTI ii €KOJIOTIYHOI CKJIaIOBOI € TOCUTH CKIIATHOIO MPOOIEMOTO YHACIIIOK
KOMITIICKCHOTO Xapaktepy [ 14, c. 44]. ToMmy 3 HAIIOro MOTIISITY 1111 eHePTETHIHOL
TTOJTITHKOFO CITi pO3YyMITH HE Oy/Ib-sIKi i1 1 3aX0IH IepKaBH, a Ti, 32 IOTIOMOTOIO
SIKAX y3TOIUKYIOTHCS THTEPECH CYCIUIBCTBA 1 IEepiKaBU B €HEpreTHdHin cdepi,
BiIOYBA€THCS TMHAMIYHE EKOHOMITHE 3pOCTaHHS, PAIliOHAIbHE BUKOPUCTAHHS
HaIlI0HATHHOTO PECYPCHOTO MOTEHITIATY, IHTETpaIlis KpaiH! 10 €BPOINEHCHKOTO
€KOHOMIYHOTO ITPOCTOPY.

Y pamkax KOHTPOJIFO 3a CTAaHOM BHUKOHAHHS pillleHHs Panu HamioHaJlbHOI
Oesneku i o0opoHn Ykpainm Big 4 Oepesns 2016 poky «llpo Konuenmiro
PO3BUTKY CEKTOPY Oe3reku 1 000poHu YKpainwy [ 15] npiopuTeTHUM 3aBIaHHSIM
BU3HAYCHO BUKOHAHHS KOHLENTYaJbHUX Ta IPOrPAMHUX JOKYMEHTIB 3 TUTaHb
eHepreTnyHoi Oe3neku B Ykpaini. OO0 €KTHBHA HEOOXiOHICTH Y po3polmi i
peamizawii AepskaBHOI TMOMITHKA B cdepi eHepreTHyHoi Oe3mekn YKpaiHH,
(dopMyBaHHS Ta BIOCKOHAJICHHS JEP)KaBHOTO YIPABIIHHS LM CEKTOPOM
EKOHOMIKM 3yMOBJICHA HHU3KOI0 YHMHHHKIB, $IKI BHM3HAYalOTh BHHSATKOBY
0CcoOIMBICTH (PYHKIIIOHYBaHHS €HEPTEeTUYHOI rary3i.

[lo-neprre, cdepa eHEPreTHKH € MPOBITHOIO THPPACTPYKTYPOIO YKPATHCHKOL
E€KOHOMIKH, JKUTTEBO-320€31IeTyBAIFHOI0 CKJIAI0OBOIO EKOJIOTIYHOI Oe3MeKu Ta
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HaNpsMKOM HalliOHAJILHOT O€3MeKH.

[To-mpyre, HasgBHICTHP HHU3KH Oap’€piB, MO MEPEIIKOHKAIOTH €(PEKTHBHIM
IISTTFHOCTI IEP)KaBHUX CTPYKTYP B Cepi eIEKTPOCHEPTETHKH.

[To-Tpere, moTpeda y MozepHi3alii FeHepyoYrX NOTYKHOCTEH EHEProKOMITaHi i
Ta MaricTpaliei eneKTpornepeaadi, 30KpemMa, MiKISP)KaBHOTO 3HAUSHHSI.

[lo-yeTBepre, HEOOXITHICTF KOOPAMHAIII JTOBIOCTPOKOBUX IUIAHIB PO3BHTKY
BITYM3HSHOTO ¥ €BPOICHCHKOTO PHHKIB E€JIEKTPOEHeprii, mepexid o
MOBHOMACIITA0OHOTO PUHKY CHEPTeTUKH B YKpaiHi.

[To-’site, cuibHE 3a0pYIHEHHS HABKOJHUIIHBOTO CEPEIOBHUIINA Yepe3 PoOOoTy
MIIMPUEMCTB CEKTOPY EHEPTeTHKH, BCTATKyBaHHS eJIEKTPOCTAHIIIMH.

Criz 3a3Ha4KTH, 0 OKPEMOTO HOPMATUBHOTO aKTy, Y SIKOMY Ha 3aKOHO/IaBIOMY
piBHI Oynu © BHM3HAYeHI OCHOBHI 3aBJaHHs, HANPSMH 1 3aXOIU JAEp>KaBHOI
MOJITHKY Y chepi 3a0e3neueHHs] eHepPreTHYHOI Oe3Mekn YKpaiHu Ha ChOTO/IHI
BifACcyTHI. ToMy € HEOOXiHICTh Y MPUHHATTI TAKOro O(iLiHHOTO TOKYMEHTY,
y SIKOMY CIiJ BU3HAQUUTH 3arajbHi 3aBIaHHS OepKaBHOI MOJITUKU Yy cdepi
3a0e3MeueHHs eHepreTHUHOI Oe3MeKkn YKpaiHu, a came:

— CTBOPCHHS OpPraHi3alliiHAX, €KOHOMIYHHX Ta CKOJOTIYHHX IiICTaB IS
BH3HAUEHHS Ta peajlizailii cCTpaTeTigHOro Kypey AepKaBy B cdepi 3a0e3neueHHs
SHEPTEeTUIHOI OS3IEeKH;

— (opMyBaHHSI HOPMaTHBHO-TIPABOBOI 0a3u, IO CIPUATUME KOHKYpEHIIii Ha
CBITOBOMY CHEPreTHYHOMY PHUHKY Ta 3aJy4eHHs 3aKOPJOHHHX iHBECTHLIN
JUTSL PO3BUTKY Ta €()eKTUBHOTO (PYHKIIOHYBAaHHS YKPaiHCBKOI €HEPreTHYHOT
raiysi;

— CTBOPEHHS CIIPUATIMBUX YMOB JUISl ITiIBUILICHHS KOHKYPEHTOCIIPOMOYKHOCTI
HAI[IOHAJTbHUX EKOHOMIYHUX CYO’€KTIB Ha 30BHINIHIX Ta BHYTPIITHBOMY
pHHKaX;

— BUpPOOJICHHS JII€BOTO aJMIHICTPATUBHO-IPABOBOIO Ta I1HCTHUTYIIHHOTO
MEXaHI3My peaizamii Jep>KaBHOI TOJMITHKH 3a0e3MeUeHHS] CHEePreTHUHOL
Oe3meKH;

— CTBOPEHHS HAJEKHUX YMOB TapaHTOBAHOIO OTPUMAaHHS KOIITIB dYepe3
NporpaMu CyOCHAYBaHHS 1 JOTYBaHHS HUISIXOM BpPETYJIIOBaHHS TapugiB aus
EHEeprornocTadyaibHUX MiJIPUEMCTB Y KOMyHaIbHIH c(epi 3 METOI0 aKTUBi3alil
ix 1ili 10 MiABUIIEHHS eHeproe)eKTUBHOCTI BUPOOHHIITBA;

— TOKPAIIeHHS TEXHIYHOTO CTaHy €HEPreTHYHOTO CEKTOpPY YKpaiHW MUITXOM
PO3BUTKY Ta BIPOBA/KEHHS HOBITHIX KOHKYPEHTOCIIPOMOYKHIX Ta €KOJIOT I THIX
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TEXHOJIOTiH, MOJIEPHi3allil TeHEPYIOUMX aKTHBIB Ta MEPEXK EHEPronoCTavanHs
Juts1 6e3nepediiftHoro Ta 6e3meuHoro GyHKIiOHYBaHHs 00’ €KTiB EHEPTEeTHKH;

— CTBOPEHHS BIAIMOBITHOT CHCTEMH pPearyBaHHS Ha BUKJIHKH, K1 3arPOXKYIOTh
CcTa0lTbHOMY (DYHKITIOHYBAaHHIO CHCTEM EHEPro-peCypCHOTO 3a0€3IEUYCHHS,
Ta PO3B’S3aHHS HU3KH HATaJbHUX MPOOIIEM, SIKi IMEePEITKOIKAIOTh PO3BUTKY
EHEePreTHYHOTO CEKTOPY;

— MIiABHLICHHS CHEProe(eKTHUBHOCTI YKPaiHCHKOI EKOHOMIKH HUISXOM
CTHMYJIIOBaHHS €(DEKTUBHOTO BUKOPHCTAHHS HAUIMIIKY €HEPropecypcis;

— 3a0e3Me4eHHs MBUIKOTO 1 KOHKYPEHTOCHPOMOKHOTO BXO/KEHHS YKpaiHH
JI0 €BPONEHCHKOTO EKOHOMIYHOTO IMPOCTOPY, HAJIArO/KEHHS MIKHAPOIHOTO
CHiBpPOOITHHUIITBA B €HEpPreTH4Hi c(epi Ha CBITOBIM apeHi, a TaKOXK y4acTh
VYkpainu B peamizamii crinbHuX 3 EC TIpoexTiB i3 3a0e3neueHHs] eHepreTHIHO1
0e3meKu Ta CTaOUTFHOCTI IMOCTaBOK EHEPTrOpEeCcypciB, IO CIPHITHME
PO3MIMPEHHIO TEXHIYHUX MOXIIMBOCTEH Ta pO3BHTKY OpraHi3amiiiHo-
IHCTUTYIIIMHOI OCHOBH TPAaHCKOPJOHHOI TOPTiBII €Hepropecypcamu 3
kpainamu EBpocorosy.

3 omisiy Ha HABEJICHUH BHWIIE MMEPEIIiK 3aBJaHb, BA3HAYUUMO OCHOBHI O3HAKH
MOJITHKY PalioHaIbHOTO TIPUPOJOKOPHCTYBAHHS Y €HepreTuuHid cdepi: 1)
JUHAMIYHICTb, 0 3yMOBJICHO 3POCTAHHSIM 1 3MIHOIO CBITOBOTO €HEPreTHIHOTO
PHHKY, CTPIMKHAM PO3BUTKOM HOBHX TEXHOJIOTIH; 2) CIIPSIMOBAaHA Ha peatizalio
noTped CycIHiJbCTBa 1 JepiKaBu B €Hepropecypcax; 3) Mae JOBrOCTPOKOBUH
XapakTep y IUIAX Ta THYYKICTh y 3aCTOCYBaHHI KOHKPETHHX MEXaHI3MiB
peaitizanii, BUXOJsIUM 13 peasbHOi CUTYyallii; 4) 0CHOBOKO ii (DYyHKIIIOHYBaHHS
€ 00’eJHaHHS 3yCWJIb JIepXKaBH, Oi3HECY 1 TPOMAJSTHCHKOTO CYCHIIBCTBA 3
HEOOX1JIHICTIO 3a0e3neYeHHsT 0anancy NepKaBHUX, CYCIUIBHHUX 1 TPUBATHHX
iHTEepeciB; S5) MHOXHHHICTH CyO’eKTiB 11 3a0e3rnedeHHs; 6) HasBHICTH
(hakTOpy KOHKYPEHTOCIIPOMO)KHOCTI HAI[IOHAJIhHOI CHEPreTUYHOI CUCTEMHU
Ha CBITOBOMY PHHKY; 7) pe3yJbTaTH Ii peasizallii 3ajexarhb BiJ ¢()eKTHBHOI
CHUCTEMH TIPABOBHUX, OpraHi3aI[iiHiX, EKOHOMIYHUX Ta SKOJIOTTUYHUX 3aXOJIB i
METO/IB QYHKI[IOHYBaHHS HAIIOHAJILHOTO EHEPTETHYHOTO PHHKY.

BaxnuBo, 1m0 Ha HUHIMIHBOMY €Tali PO3BUTKY EKOHOMIKM KpaiHH Oararto
YBaru MPUIUISIETHCS MOMITHII MOAO0 €()EKTHBHOIO BUKOPHCTAHHS MAaJHBHO-
EHEePreTUYHUX PEeCypCiB, EHEpro30epeKeHHs, PO3BUTKY BiJAHOBIIOBAHHX
JDKepeNl eHeprii Ta aJbTepHaTMBHUX BUAIB manuBa. Tak y crtarti 8 3akoHy
VYikpainu «IIpo 0CHOBU HaIiOHAJIBHOI O€3MeKm» B SKOCTI MUIAXIB 3MIiI[HCHHS
EHEepreTHYHO1 0e3MeKH Ha OCHOBI CTaIoro (pyHKIIOHYBaHHs 1 pO3BUTKY MAJIMBHO-
EHEPreTHYHOr0 KOMIUIEKCY BU3HAHO: ITiIBUIICHHS €()EKTHUBHOCTI BUKOPHUCTAHHS
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NPUPONHUX (€HEPTeTHUYHMX) PECYpPCiB; MOCHIIJOBHE 1 aKTUBHE NPOBEICHHS
MOJITUKY €HEePro30epekeHHs 1 AnBepcudikaii Jxepen eHepro3ade3neyeHHsl,
BIIPOBAKECHHS Y BUPOOHUIITBO CYYaCHHX, EKOJIOTIYHO OE3MEYHHX, PEecypco-
Ta €eHepro30epirarouynx TEXHOJIOTiH, PO3BUTOK TEXHOJIOTIH MEepepoOKr Ta
yTHIIi3amii BiIXOJiB; CTBOPEHHS YMOB [UIS HAIIMHOTO (YHKIIOHYBaHHS
BITYM3HSHOI 1H(PACTPYKTYpH TpaH3UTYy 1 TOCTa4aHHS EHEProHOCIiB Ha
BHYTPIIIHIM 1 30BHILIHI PUHKH; BIPOBAKEHHS MOCTIHHO JiI0Y0i CHCTEMH
MOHITOPHHTY, NPOTHO3yBaHHS Ta CTPATETiYHOTO IUIAHYBAHHS PO3BHUTKY
MAJIMBHO-CHEPTETUYHOTO KOMILIEKCY Ta HOro raiyseid; CTBOPEHHSI CHCTEMH
CTpaTETIYHUX PE3EPBIB MATMBHO-CHEPTETHYHUX PECYpPCIB BIMMOBITHO IO
npaktukn EC 1 HOpMmarmBiB MIiXKHApOTHOTO EHEPreTUYHOTO arcHTCTBA;
JI€BUI  3aXUCT KPUTHUYHOI iH(PACTPYKTYpH MAIMBHO-EHEPTETUIHOTO
KOMIUIEKCY BiJl €KOJIOTO-TEXHOTCHHUX BIUIMBIB Ta 3JIOBMHCHUX i [4]. Mixk
TUM, B 3akoHi Ykpainu «IIpo eHepro30epe:keHHs» BHKOPHCTOBYETHCS JIMILE
MOHSTTSI «EHepro3oepirarya MoJiTHKaY, sIKe 03HAYa€ PEryJIrOBaHHS MPOIECIB
«BUIOOYBAHHS, IMEPEPOOKH, TPAHCIOPTYBaHHS, 30epiraHHs, BHPOOHHUIITBA,
PO3MOTy Ta BUKOPHCTAHHS NaJMBHO-CHEPTeTHYHHUX PECYpCiB» B KOHTEKCTI
iX agMiHICTPaTHMBHO-IPABOBOTO Ta (PiIHAHCOBO-EKOHOMIYHOIO PETYIIIOBaHHS
3 METOI0 pallioHami3amii Ta ekoHoMii iX BUTpadaHHs [16]. Y cBoro uepry y
npeamOyiti 3akony Ykpainu «IIpo HadTy Ta ra3)» BKa3aHi IpaBOBi, CKOHOMIYHI
Ta opraHi3alliiiHi 3acau qisUIbHOCTI HA)TOra30BOI raxy3i KpaiHu 1 BITHOCHHH,
ITOB’513aHI 3 OCOOJTMBOCTSIMH KOPHUCTYBaHHS Ha(TOTa30HOCHUMH HaIpaMH,
BUI0OOYTKOM, TPAaHCIIOPTYBAaHHSM, 30€piraHHsIM Ta BUKOPHCTAHHSAM Ha(TH,
rasy Ta MPOAYKTIB iX MHepepoOKH 3 METOI 3a0e3MeUeHHsI EHEPreTUYHOI
Oe3neku YKpaiHu, 3aXUCTy MpaB Cy0’ €KTiB BiAHOCHH, 10 BAHUKAIOTb Y 3B’ SI3KY
3 BUBYCHHSIM HAa()TOTa30HOCHOCTI HaJp, PO3POOKOI0 POMOBHIN HADTH 1 Tazy,
nepepoOkoro HaTH 1 ra3y, 30epiraHHsaM, TPAHCIOPTYBAHHIM Ta Pealli3alli€ro
Ha)TH, Ta3y Ta MPOAYKTIB ix mepepoOkwu, Tomio [17]. Pazom 3 TuM TeKCT
3aKoHy HE MICTUTb IOJIOKEHB II0/I0 ICHYIOYHMX 1 MOXIIMBUX PHU3HKIB 1 3arpo3
eHepreTHyHii Oe3meni y HadTora3zosiii cdepi, a TAKOXK 3aX0/iB, CIPSIMOBAHUX
Ha X MONepePKESHHS UM HEeHTpai3allii Ta Mo0IaHHsI HeTaTUBHUX HACIIIJIKIB
ix mii. 3akonn Ykpaiau «IIpo Tpybomposigauii Tpancnopt (1996 p.), «IIpo
(YHKITIOHYBAaHHSI ITAJTMBHO-CHEPTETHYHOTO KOMIUIEKCY B OCOOJMBHIA TIEPiOm»
(2006 p.) muire BU3HAYAIOTH ITPABOBI 1 OpraHi3aliiiai 3acaau (yHKIIIOHYBaHHS
NaJMBHO-CHEPIeTHYHOTO KOMIUIEKCY, B TOMY YHMCIIi 1 ByTJIbHOT IPOMHCIIOBOCTI,
a00 peryiiolTh BiAHOCHHHM, L0 BHHHUKAIOTH y 3B’A3KY 3 BHUPOOHHIITBOM,
nepeaueto, MoCTa4aHHsIM i BAKOPUCTAHHSIM €HEPrOHOCITB B 0COOIMBUI MEpios
MiANPUEMCTBAMH, YCTAHOBAMH 1 OpraHi3amisM{ ITaJHBHO-CHEPTeTHYHOTO
KOMILIEKCY, 1 30BCIM HE MAarOTh ITOJIOKEHb MO0 MEXaHI3MiB 3a0€3MeUCHHS
SHepreTHYHO1 Oe3IeKH.
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Bingznaunmo, 110 3 MeToro eeKTUBHOI peatizalii 1epKaBHOI MOJITUKH B cdepi
EHEepreTHKN Ta iMIiuieMeHTamii Bumor €C B HaIliOHAJIEHE 3aKOHOIABCTBO 26
mucronana 2014 poky ctBopeHO [lepaBHe areHTCTBO 3 €Heproe(heKTUBHOCTI
Ta eHepro3oepexenHs: Ykpainu [18]. YV cBoro uepry HarioHanbsHORO KoMici€ro,
110 3/11HCHIOE JIepXKaBHE PEryNIOBaHHS y chepax eHepreTuky Ta KOMyHAJIBHUX
nociyr [19], 3pobneHo Oarato i YIOCKOHAJECHHsS BiIOMYOI HOPMAaTUBHOI
0a3u CTOCOBHO PETYIIIOBaHHS BiIHOCHH Ha eHepreTH4Hii cdepi. Brim cyuacHe
HOPMaTUBHO-NIPABOBE PETYIIOBaHHS BIIHOCHH HA EHEPreTHYHOMY PHHKY
BHMArae BiJIlIOBITHOTO YIOCKOHAJICHHS. AJDKe JiF04i 3aKOHO/IaBY1 Ta ITi[3aKOHHI
HOPMAaTHBHO-IIPABOB1 aKTH B OCHOBHOMY CIIPSIMOBaHi Ha CTa01Ti3alito cuTyarii
0e3nocepeHbO Ha PUHKY €JIEKTPOCHEPTii 1 He BUPIIIYIOTh MOTOYHUX MPOOIeM
MaJIMBHO-EHEPTETUYHOTO KOMIUIEKCY YKpainu B miomy. OTke, eheKTUBHICTh
Ta PE3yJbTaTHBHICTh (PyHKLIOHYBaHHS C(epu EHEPreTHKH € MOXKIMBOIO 32
HasiBHOCTI (h)OpMYBaHHSI BIANOBIOHOI JEpKAaBHOI MOJNITHKA 3a0€3MeUeHHS
EHEePreTUYHO1 Oe3MeKH SIK Ha HalliOHAILHOMY, TaK 1 Ha MDKHAPOIHOMY PiBHSIX.

BpaxoByroun 11e, MOKHA KOHCTATyBaTH, IO HA JaHHUH 9ac B YKpaiHi BiICYTHICTH
KOMITUTEKCHOTO 3aKOHOAABUOTO ITiIXOMY J0 PO3POOKH Ta peaizaiii mepkaBHOL
MOJITUKN Yy cdepl 3a0e3NeueHHs €HEPreTUIHOI OE3MeKH 3HAYHO 3HIIKYE
e(heKTUBHICTB 3aX0MiB 3 IPOTHIIT 3aTPO3TUBUM SBHINAM B CHEPTETHIT KPaTHH.
ToMmy HiNsIMH BIOCKOHAJICHHSI TIPABOBOTO PETYIIOBAHHSI C(HEPOI0 CHEPreTUIHOT
Oe3MeKkr BU3HAHO HEOOXITHICTH PO3POOKH Ta NPHUHATTS BepxoBHOIO
Pamoro Ykpainu npoekry 3akoHy Ykpainn «IIpo ocHOBHI 3acamu mepikaBHOL
MOJIITHKHN y cepl 3a0e3neueHHsT CHepTeTHIHO1 Oe3MeKn YKpaiHm» 3 METOIO
BHPIMICHHS IMATAHb, SKi CTOCYIOTHCS: OaJaHCYBaHHS JCpPKABHUX IHTEPECIB 3
1HTepecaMy yYaCHUKIB €HEPTeTHYHOTO PUHKY (ITIAIMPHUEMCTB Ta CIIO)KHBAYIB);
MIATPUMKHA CIPHSITINBOTO BITHOIICHHS I1HBECTOPIB MO CQeph EHEPreTHKH
gepe3 3a0e3eueHHsT MTOTPUMAHHS CyO €KTaMH IIAIMPHEMHHIIBKOI TiSUTBHOCTI
BCTAHOBJIEHUX HOPM 1 TIPaBWJI; aKTHBI3alllsl KOHKYPEHIII HAa €HEPreTHIHOMY
PUHKY; 3aXHCT IPaB CIIOKMBAYIB HA CHEPTETUIHOMY pUHKY. OKpeMy yBary Cirii
MIPUIUTATH TEPerIay 3aKOHOAABUMX 1 1HITMX HOPMATHBHO-IIPABOBUX aKTiB,
SIKHMHW BPETYIhOBAaHI TUTAHHS CHEPIeTHYHOI Oe3mekn YKpalHU B acIeKTl iX
B3A€EMOY3TODKEHHS 1 MPUBEACHHS Y BIAMOBIAHICTH IO BHUMOT CHOTOACHHS.
Ile cmig 3a0e3meunTH NIIIXOM: MEPEXOAY BiJ ICHYIOUOTO «Taly3€BOTOY
3aKOHOMABYOTO 3a0e3TeueHHsT EHEepPreTHIHOi cdepru (eIeKTPOCHEePreTHKa,
ByTUJIbHA TIPOMHCIIOBICTh, HA(TOTAa30BHHA KOMILIEKC, SIEepHA CHEPreTHKa,
TPyOOTIPOBITHUN TPAHCIIOPT), IO TTPABOBOTO BU3HAYCHHS ChePH CHEPTETHIHOTO
CEKTOPY IEpKaBH SK IITICHOTO KOMIUIEKCY B3a€EMOIIOB’SI3aHUX MK COOOIO
rajxy3eu, MopsAAaKy 1 MEXaHi3My B3a€MOdil MK HHUMH, iX (DiHAHCYBaHHS Ta
PO3BHTKY, €IMHOI Ta €(EeKTUBHOI CHUCTEMH JEPKABHOTO YIPABIIHHS Ta
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KOHTPOJIIO B LIl cepi; BUSHAUCHHSI Iep>KaBHOTO OpraHy, sKuii Ou BiAmoBigas
3a 3arajbHy KOOpJAMHALII0 Ta OpraHizamiro poOOTH 3 peaiizamii JepKaBHOI
MONITUKK y cdepi 3a0e3neueHHs] EHEePreTUYHOl Oe3MeKH, BUKOHYBAaB
3aBIaHHS IIOAO 3aPOBAKEHHSI CHCTEMH CTPATEriuyHOro IJIAHYyBAaHHS SIK B
YaCTHHI NEePIOANIHOTO 3aTBEPHKEHHSI IIEPCIIEKTUBHUX [IapaMETPiB PO3BUTKY
EHEpPreTHYHOI0 CEKTOPY, TaK 1 B YaCTHHI MPOBEACHHS aHAIi3y PU3HKIB 1 3arpo3
EHepreTHYHiN Oe3meri.

CyTTeBe 30UTBIICHHS EKCIOPTY €JIEKTPOCHeprii 13 YKpaiHu € MOKIABAM
mumie 3a ymoBHu 00’emHanas OEC Ykpainu 3 €éBpONeHChKOI0 €HePreTHIHOI0
cucremoro (UPTE/CENTREL), mo, B cBoro dYepry, morpeOye BHUKOHAHHS
TaKuX 3aBIaHb SK: MOICPHI3aIlisd BITYM3HIHOI €HEPrOCHUCTEMH B KOHTEKCTI
3a0€3MeUeHHsT TEXHIYHUX MOXJIMBOCTEH IUISI EKCIIOPTY EJIEKTPOSHEPTii;
aKTHBi3amis (QYHKIIIOHYBAaHHS PE3EPBHUX IOTY)KHOCTEH Ta CTalii3alis
poOOTH  BITYM3HAHOI  CHEPreTHYHOI  CHCTEMHW; IIABUIICHHS  PIBHSI
KOHKYPEHTOCIIPOMOYKHOCTI YKPaiHCHKOT €HePrOCHCTEMH Ha CBITOBOMY PiBHI
Ta BUKOHAHHS YCIX BUMOT €BPOIIEUCHKOI eHepreTudHOo1 cuctemu [20, c. 201-
204]. Ilpn oMy ciaii MpUAHATHA 10 yBard, mo y JloroBopi EHeprernanoro
cmiBroBapuctBa €C, 10 stkoro odirmiiHO mpreaHATacs 1 YKpaiHa, mepeaoadeHo
3aMpOBaKEHHS PETYIIIOBAaHHS OKPEMHUX PHUHKIB y c(epl eHepreTHKu 3 00Ky
€C mpoTAroM BHU3HAYEHOTO YaCOBOTO TIEPIOAY, IO O3HAYAE BUKOPHUCTAHHS
€nmHOI HOpMaTHBHO-TIPaBoBoi 6a3um €C y cdepi eHepreTuku I KpaiH, SKi
mianucany 3a3HadeHuit Jlorosip [21, ¢. 62]. B mminomy, iHTeTpartiiiHi mporecu B
eHepretnyHi ramy3i €C opieHTOBaHI Ha GOPMYBAHHS €TUHOTO CHEPTETHIHOTO
PHHKY.

TakuM YMHOM, MOJITHKA EKOJOTTYHO 30aJIaHCOBAHOTO MPUPOIOKOPUCTYBAHHS
B cepi EKOHOMIKM YKpaiHM MOBHMHHA IPYHTYBATHCS Ha MPIOpUTETaxX TaKUX il
pi3HOBU/IIB sIK [22]:

Jlep>kaBHa TONITHKA B €HEPTETUYHIN c(epi Ta eIeKTPOCHEPTETHIII;
Enepros0epiraroda moiTHKa Ta MOJIITHKA eHeProe(heKTHBHOCTI;
LlinoBa Ta TapuQHa NOTITHKA;

Jlep>xaBHa ToTiTHKA y chepi eHepro3depekeHHsI 1 ¢(heKTHBHOTO BUKOPUCTAHHS
MMaJTUBHO-CHEPTETHYHNX PECYpCiB, BIJHOBIIOBAHWX JDKEPENT EHeprii Ta
ANBTEPHATHBHUX BUJIIB MAJTHABA.

B mpomeci ¢opmyBaHHS EHEpreTHYHOi JepKaBHOI MONITHKH HEOOXiTHO
BU3HAUUTH CICIiajbHI MPUHIMIIN IIOMO0 ii peaji3allii: CTBOPSHHS YMOB JUIS
€Hepro30epekeHHs Ta eHeProe()eKTUBHOCTI Ha BHYTPILIHEOMY PHUHKY 3 METOIO
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PO3ILIMPEHHS eKCIOPTY €HEPreTUYHUX PecypciB; 3a0e3neueHHsT MAKCUMAIIbHOT
MPO30POCTi AiSUIHOCTI Jep>KaBHUX CTPYKTYp B €HEepreTuuHiil cepi Ykpainu
3 METOI0 3aly4€HHS BITUYM3HSIHOTO Ta 3apyOi’KHOIO iHBECTHLIIHHOIO KamiTary
10 11 PO3BUTKY; HAOMMKEHHS IePKaBHOTO PEryIIOBaHHS C(Peporo eHepreTHUHO1
Oesnexu 10 BUMOr i ctanmapriB €C 3 MeTOI akTHBi3allii MiXAEpKaBHOTO
cniBpoOiTHULTBA. [Ipy POMY KIIIOYOBMMH NPIOPUTETAMU TAKOi MONITHKH €
3a0e3MeYeHHs] eHePreTUYHO1 Oe3MeKu AepKaBy Ta cymyTHe migsuiieHHs BBIT
3a paxyHOK 301IbIICHHSI 00CATIB €KCIOPTY MPOLYKTY €HEPreTUIHOT Tary3i.

[Tomii, mo crammcs B Ykpaini Ha modatky 2014 poxy, KapIuHAILHO 3MIHWIIHA
CUTYaIlil0 B EHEPTeTUIHOMY CEKTOpi, 4epe3 IO Oa30BHH CTPATETiTHHIA
MOKyMEHT KpaiHu - Erepretwuna crparerist Ykpaiam Ha mepiom mo 2030
poky, cxBaieHa PosmopsypkeHHsM Kabinery MinictpiB Ykpainu Big 24
s 2013 poky Ne 1071 — mepectaB BIiAMOBImATH peaisiM ChOTOACHHS.
HeoOxigHiCTh TOMmYKYy Ta BIPOBAHKCHHsS I1HHOBAIIMHUX pPO3POOOK Yy
raixy3i BHIOOYTKY, IEepepoOKH BHUKOITHMX BHIIB ITaJlHBA, BHPOOHMIITBA,
TpaHnchopmarii, TOCTaYaHHS 1 CIIOKUBAHHS €HEPTii, 0OYMOBUIN MPUHHATTS
y 2017 pormi HOBOi «EHeprermunoi crparerii Ykpainm mo 2035 poky:
Oe3meka, eHeproeeKTUBHICTh, KOHKYPEHTOCTIPOMOKHICTE» (mami — HEC),
sKa CTajla OCHOBHHM [I€BHM JTOKYMEHTOM 13 3a0€3IMEUYCHHSI CHEePreTHIHOL
Oe3MeKn 1 CTaJoro PO3BUTKY EHEPTeTUIHOro cekropy kpaimm [23]. Lleit
IOKYMEHT pOo3po0ieH0 B KoHTeKcTi CTparerii cTamoro po3BUTKY «YKpaiHa
— 2020», 3atBepmkeHoi Yka3zom Ilpesmmenta Ykpainu Bim 12 cigas 2015
poky Ne 5, saxa mepembadae pedopMyBaHHS EHEPTETHKH Ta PEaTi3alliio
NporpamMu eHeproe(HeKTUBHOCTI B MEKaX BU3HAYEHOI'O BEKTOPY IOJIAIBIIIOrO
po3BUTKY [24]. B pe3ynbrari eHepreTHIHmiA KOMIUIEKC YKpaiHH Ma€ MPOUTH
mepion TpaHchopMmariii, Mo 3yMOBICHO HE JIHMINE MI€I0 Taly3eBUX YHHHHUKIB,
a W COIlaThbHO-CKOHOMIYHAMH ITEPETBOPESHHSAMH Yy KpaiHi 3 ypaxXyBaHHIM
(hakTOpiB OE3MEKN B CYyJacCHHX yMOBaX. KITIOYOBOIO KUTBKICHOIO Ta SKICHOIO
xapakrepuctikoro HEC € cTpykTypa 3araJibHOr0 NEpBHHHOTO ITOCTAYaHHS
eneprii (mamami — 3IIIIE), mma ¢opMmyBaHHS SKOI BHKOPHUCTOBYIOTHCS
y3araJlbHeH1 eKCTIEPTHI OINIHKH, a TAKOYK OPIEHTOBHI IMOKA3HUKH, SKAX YKpaiHa
Ma€ TOCSITHYTH BIATIOBITHO IO CBOiX MDKHApOTHUX 3000B’si3aHb y cdepax
po3BuTKy BJIE Ta 3MiHM KiliMary i3 3aCTOCYBaHHSM CY9YacHO! NPAKTHKH Ta
METOIB TIPOTHO3HOTO MOJCITIOBAHHS, SIKI BHKOPHUCTOBYIOTBhCS Kpainamu €C.
Tak, CTOCOBHO MPOTHO3Y MIOJIO MOMHUTY Ha EJIEKTPOCHEPTiI0 HA BHYTPIITHHOMY
PUHKY YKpaiH#, TO B MEPCIEKTHBI IUIAHYETHCS CYTTEBE 30UTBIICHHS IOIUTY
Ha enekTpoeHeprito mo 2035 poky 3 OOKy KOMEPIIIHHOTO Ta TOOYTOBOTO
CIIO)KUBAHHSI, IO, BIIIMOBIAHO, 3HU3UTH oOcsaTH ii ekcmopty. IIpote, icHye
MOXJIMBICTh 30LIBIICHHST OOCSTIB EKCIIOPTY EIIEKTPOCHepTii 3 YKpaiHm 3a
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YMOBHU PO3POOKH i peaizaiii HU3KH KOMIUICKCHUX TPOrpaM JepXKaBHOTO 1
PErioHaIbHOrO 3HAUYEHHS MO0 IiJABUIIEHHS €HEeproe()eKTHBHOCTI Ta EHepro-
320MIa/PKeHHS], 1110 J03BOJIUTH 3HU3UTH MUTOME CHOKUBAHHS ENEKTPOSHEPTril
B exoHomini Ha 30% mo 2035 poky [23]. Ha okpemy yBary 3aciyroBye
uiHoBa i TapudHa momituka y chepi enepreruxu [25]. Came nuBepcudikaiis
JOKEpell 1 NUISIXiB MOCTa4aHHsS €HEePropecypciB, HApOIIyBaHHS BITYU3HSIHOTO
BUPOOHMIITBA CIPUATUMYTh MiABUIICHHIO EKOHOMIYHOi, EGHEPreTHYHOi Ta
EKOJIOTIYHOT Oe3IeKH, 110 MPU3BE/Ie 0 ONTUMI3AIlli eHePreTUYHOro OaliaHCY,
a TaKOXK JO3BOJIUTH CTBOPUTH MIlHE MIATPYHTS AJsI CTAJIOTO €HEPreTHYHOrO
MaiOyTHROrO Ykpainu. Sk BipHO 3a3Hadae Kapramos €.I., BUKOpHCTaHHS
BITUM3HSHMX HAYKOBO-TEXHOJOITYHUX JOCSTHEHD 13 MAKCHUMAIBHUM 3a7TyYeHHSIM
EKOJIONTYHOT 1 JIFOICHKOI CKJIaJO0BOi CHPUSTUMYTh 1HHOBAI[IHHOMY PO3BUTKY
EKOHOMIKHU Ta HayKOBO-OCBITHHOTO TIOTEHIIIAY, ITiJBULLIEHHIO PiBHS 3alHITOCTI
HACEJICHHSI, 3HIKCHHIO 3AJISKHOCTI BiJl IMITOPTY pecypcis [26, ¢. 73].

B Crparerii omauM i3 HanmpsMiB TTOJIIIIICHHS SKOJIOTIYHOI CHUTyarii B KpaiHi
BKa3aHO ONTHMI3AII0 CTPYKTYPH EHEPIeTHYHOTO CEKTOpPY HaIioHAIBHOL
€KOHOMIKH TIITXOM 3a0€3MeUYCHHS CKOPOUCHHS O0CSTY BHUKHIIIB TAPHUKOBUX
ra3iB BIAMOBIAHO 10 3aJeKIapOBaHUX YKPAiHOI MDKHAPOIHHUX 3000B’SI3aHb
B pamkax Kiorcpkoro mporokony mo PamkoBoi konBentii Opranizarmii
OO0’emnannx Harmiit mpo 3miHy KiaiMary [l]; mocuieHHS eHepreTHIHOL
Oe3rmeKkn, CHPHUSHHSI PO3BUTKY HAICKHOI 1HPPACTPYKTYPH, ITOCHICHHS
PUHKOBOi IHTErparii, peryasaTOpHOI amanTailii J0 KIIOYOBUX EJIEMEHTIB
acquis €C, mmpoxomacmTabHe HAONMMKEHHS 3aKOHOMABCTBA YKpaiHU IO
HOpM 1 mpaBwi €C y TPUPOTOOXOPOHHIA Taly3i, CHPUSHHSI CHEPTEeTHUIHINA
e(heKTUBHOCTI 1 BHKOPHUCTAHHS TOHOBIIOBAHUX JDKepen eHeprii. Kpim Toro
Vpsan Ykpaiau MOBUHEH MPUAHATH BiAMTOBITHI PIMICHHS 3 BU3HAYCHHS PO 1
IIiii OpraHiB BUKOHABYOI BIIAIM Ha €Tarax IMArOTOBKA Ta ()OPMYBaHHS 3aXOMIiB
3 e()eKTHBHOTO BUPOOHMIITBA, TPAHCIIOPTYBAHHS, MEPEPOOKH 1 CIOKMBAHHS
eHeprii; (GopMyBaHHS KOHKYPSHTHHX 1 TPO30PUX PHHKIB. AJDKE THYYKICTH
PO3BUTKY €HEPTETHYHOI rary3i Moyke OyTr 3a0e3eueHa 3aBIsTKA BHKOPHUCTAHHIO
MOKJITHBOCTEH €Heproe(heKTUBHIX TEXHOJIOTIH Ta iHBecTwmii [20, c. 81].

BucnoBku. TakuM 4WHOM, JOCATHEHHS TPIOPUTETHHX LICH 3a0e3reueHHs
EKOJIOTIYHO 30aJIaHCOBAHOTO NPHUPOJAOKOPHUCTYBAaHHS B YKpaiHi MOXIHBO
HUSIXOM: peOpPMYBaHHSI CHCTEMHU JAEP’KaBHOTO EKOJIOTIYHOTO YIPaBIiHHS,
IMIUIEMEHTAIil ~ €BPONEHCHKUX  EKOJNIOTIYHMX HOPM 1  CTaHJapTiB;
YAOCKOHAJICHHSI CHUCTEM €KOJIOT1YHOro OOJIKY Ta KOHTPOIIIO; BIIPOBAIKCHHS
(iHaHCOBO-EKOHOMIYHUX MEXaHi3MiB CTUMYJIIFOBaHHS EKOJIOT14HO
OpIEHTOBaHMX CTPYKTYPHHUX MEPETBOPEHb B EKOHOMIIli; BIPOBAKCHHS
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MEXaHi3MiB ~ CTUMYJIOBaHHs  HiANPUEMCTB 10 E€HEProe(h)eKTUBHOCTI;
BIIPOBAKEHHSI €JIEKTPOHHOIO ypsiAyBaHHs; iHpopMaru3anii chepu 0XxopoHU
HaBKOJIMIIHBOTO MPHUPOAHOTO CEPElOBHINA Ta MPUPOJOKOPUCTYBAHHS YCiX
PiBHIB; CHHXPOHi3alii BHYTPIIIHBOIO 1 30BHIMIHHOTO PHUHKIB; IiIBUILEHHS
e(eKTUBHOCTI BHYTPIIIHHOTO BUKOPUCTAHHS €HEPTETUYHUX PECYPCIB, 30KpeMa,
100 30€peKEHHS SHEProHOCIB y BUPOOHHMILTBI Ta Tamy3siX, L0 aKTUBHO
CIIO’KUBAIOTh €IEKTPUYHY EHEPTii0; BIIPOBAHKEHHS AJIbTEPHATHBHOI eHEPTeTHKHY;
MOHITOPHUHTY PiBHSI 3a0pYIHEHHS! HaBKOJHMIIHBOTO HNPUPOAHOTO CEpPEeIOBHUILIA
y HAacIliIOK BUKWAIB BUPOOHMITBA, 3MEHILIECHHS] TEXHOI€HHOTO HABAaHTa)KCHHS
BUPOOJICHUX EHEPTeTUYHOO Ialy3310 MPOLYKTiB Ha TOBKIJIIS B PErioHax KpaiHu
[27, c. 101]; cTBOpeHHS CHPHUSITIMBUX YMOB Ul 3aJy4€HHS JOBIOCTPOKOBHX
IHBECTHULIN 337151 MOJEPHi3alii MOTY)KHOCTEH eHepreTnuHoi chepu YKpainy;
30aJIaHCOBAaHOCTI MK COL1aIbHO-EKOHOMIYHUMH ITOTpeOaMK Ta 3aBIAHHAMH Y
ctepi 30epekeHHs] HABKOJUIIHBOTO IPUPOJHOTO CEPEeIOBUIIA, 3a0€3MEUSHHS
PO3BUTKY EKOJIOTTYHO €()eKTUBHOTO MMAPTHEPCTBA MiXK JEPKABOIO, CyO’ €KTaMU
TOCHO/AAPIOBaHHS Ta TPOMAACHKICTIO, [I0 CTaHE MAOJAaTKOBUM CTHUMYJIOM
COLIaTbHO-€KOHOMIYHOTO PO3BUTKY YKpaiHH.
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Youth is a socio-demographic group that is going through a period of formation
of social maturity, adaptation to the adult world and future changes. Young
people have movable boundaries of their age, they depend on the socio-
economic development of society, the level of culture, living conditions. To
consider the problems of youth, it is necessary to imagine what youth is, how
it differs from other social groups.

Today, scientists define youth as a socio-demographic group of society,
distinguished on the basis of a set of characteristics, characteristics of social
status and determined by certain socio-psychological properties that are
determined by the level of socio-economic, cultural development, and the
characteristics of socialization in Russian society. Youth is the path to the future
that the person chooses. The choice of the future, its planning is a characteristic
feature of a young age; he would not be so attractive if the person knew in
advance what would happen to him tomorrow, in a month, in a year.

In age-related psychology, youth is characterized as a period of formation of a
stable system of values, the formation of self-awareness and the formation of
the social status of an individual [1,p.5]

In modern conditions, the process of socialization itself has become more
complicated and lengthened, and, accordingly, the criteria for its social
maturity have become different. They are determined not only by the entry
into an independent working life, but also by the completion of education,
the acquisition of a profession, real political and civil rights, and material
independence from parents. The action of these factors is not simultaneously
and unequivocally in different social groups, therefore, the assimilation of the
system of social roles of adults by a young person is contradictory. He can be
responsible and serious in one area and feel like a teenager in another. The
formation of the social maturity of young people occurs under the influence
of many relatively independent factors: family, school, labor collective, mass
media, youth organizations and spontaneous groups. This is probably why
today’s youth have so many social and psychological problems. [2, p.10-14;
3, p.128]

Socio-psychological problems are problems that arise for the most part in the
interaction of a person with society. A person’s ability to contact, interact,
cooperate with people and find his place in society directly depends on his
psychological state. Social and psychological problems are inextricably linked
with each other and follow from one another. These problems do exist, and it
can be noted that the higher the level of development a society reaches, the
more problems it generates.
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“Youth” in terms of age means the younger generation, young people.
Relatively recently, the concept of “modern youth” began to be actively used,
although, of course, it has always existed. Already at the time of the emergence
and heyday of ancient civilizations, there was a “youth” of its own, and even
then, according to historical sources, young people experienced difficulties in
relationships with adults and the world around them.

Youth is the path to the future that the person chooses. In developmental
psychology, youth is characterized as a period of formation of a stable system
of values, the formation of self-awareness and the formation of the social
status of an individual. The mind of a young person has a special sensitivity,
the ability to process and assimilate a huge flow of information. During this
period, critical thinking develops, the desire to give their own assessment of
various phenomena, the search for arguments, original thinking.

2 <

Modern youth is a “computer generation”, “a generation of virtual reality,”
therefore, their cultural needs and values are fundamentally different from all
previous generations.

Young people are not only the future, they are the “living present”, and it is
important to understand to what extent the young generation today determines
the content and character of the future, to what extent it carries the “spirit of
the new time”.

The psychological problems of today’s youth are becoming more and more
urgent. All over the world, among young people, priorities are changing.
Instead of being kind, honest and obedient, thinking about family, our younger
generation increasingly wants to stand out through addiction, violence and
superiority. Therefore, adults face a difficult task - to bring up goodness
and humanity in adolescents in order to avoid the subsequent problems of
young people in modern society and society. Of the existing psychological
youth problems, the most important are: immorality in behavior, dependence
on electronic gadgets and the Internet, lack of craving for self-development,
unnecessary education, lack of independence, unwillingness to take
responsibility for their own actions.

Immorality in behavior. Everything that affects adolescents is very important.
With regard to immorality, it must be absorbed from the diaper. This problem
of young people is laid subconsciously, by the example of the family. If a
teenager sees disrespect for one parent to another, then in 90% of cases, he
will also treat others. He will not have a framework of decency through which
he cannot cross. And his environment will begin to adapt to him, and this is
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already a secondarily acquired problem of modern youth. Parents often wonder
why their child does this? And it turns out the whole problem is friends. It
is necessary initially to educate the child correctly, and subsequently, to be
interested in his company. This is the only way to protect the teenager from
immoral behavior. [4, p.10].

Dependence on electronic gadgets, including the Internet. Many people
believe that they have no addiction, since they do not sit for hours at phones
/ computers. However, once a person is completely denied access to the
Internet, the situation changes dramatically. Even trying to occupy himself
with something, he is drawn back to the gadget, since the habit of checking for
new messages and news every 10-15 minutes does not just disappear. We need
to find an alternative to the social media functions. Read news from which you
can get some benefit. Listen to music offline, downloading it in advance in
good quality, or using specially designed applications like Google Play Music.
Minimize constant correspondence on social networks, replacing them with
real meetings.

Lack of craving for self-development. Of course, this does not apply to all
young people. Fortunately, a significant proportion of young people invest
considerable resources in self-education. However, the percentage of young
people who do not devote time to comprehensive development is still much
higher. The importance of self-development lies not so much in the assessment
of intellectual and other abilities, but in the possibility of acquiring skills and
knowledge that allow one to be more adapted to the environment. If in the
country more than 95% of the population were trained in financial, legal,
computer literacy, traffic rules and first aid to victims, the level of corruption,
deception, divorce, accidents would begin to steadily decline, and the general
standard of living would rise. And this is the simplest thing that every young
person should know, since up to 25 years of age a person’s ability to learn is
much higher than after 25. Young people should have the desire and motivation
to increase their own adaptation to the environment, to become more adapted.
You can start talking about large-scale campaigns to increase the level of
education among the population, etc., but, unfortunately, this, in principle, is
not realizable, since a huge number of status people are interested in the fact
that the majority of the population still does not know such important of things.

The opinion that education is not necessary, unfortunately, is very
widespread in our time. Higher educational institutions, along with proper
education, makes a person more socially adapted, opens up new opportunities
for social interaction in him. It is at the university that young people receive
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that basic knowledge regarding their future profession. And, of course, every
person must develop themselves. But not excluding the educational process,
but in parallel with it. The right decision would be to hold regular events in
educational institutions aimed at the interest of applicants for higher education
in the educational process. Great attention should be paid to practical exercises
that would make it possible to better assimilate the knowledge gained, as well
as evaluate the usefulness and application of the information received in real
life. The same attention should be paid to extracurricular work.

The problem of unwillingness to think independently, easily succumbing
to other people’s manipulations, follows from the paragraph on self-
development. Quite often we see situations when just a couple of ambiguous
arguments can convince a person of something. Moreover, this applies to a
greater extent to young people, since older people often have a more or less
formed opinion on various issues. This leads to the fact that subsequently the
majority of personalities prevail in the youth environment, who, instead of
using rational thinking, resort to stereotypes that have nothing to do with reality.
Therefore, young people need to clearly analyze all incoming information. [5,
p. 24; 8, p.271]

Unwillingness to be responsible for your own life. In fact, everything that is
written above refers to this point. People to the last postpone the decision of
questions about their present and future, which leads to a spontaneous choice
with unpleasant consequences. But if you constantly ask yourself questions:
who do I want to be? What do I get? What sources of income will I have? What
will benefit me in the future is not so difficult to be responsible for my future.

The topic affecting the social and psychological problems of modern youth
is currently one of the most urgent. Young people are faced with a number of
problems, such as social problems associated with finding their place in society,
psychological ones dictated by the desire for self-realization. [6, p.151]

It should be noted the important role played by young people in the processes
of economic, socio-political and spiritual and cultural development of any state
and society. Being the successors of traditions, norms of culture and morality,
under favorable conditions, young people can be one of the most active social
groups and stand at the forefront of domestic state policy. It is not for nothing
that many political parties create youth organizations and party schools, in
which a lot of attention is paid to the education and formation of young party
cadres, as future successors

At the present stage of state development, young people have involuntarily
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become “hostages” of an unfavorable combination of several key factors that
make it impossible to move from discussions to practical problem solving.
Firstly, it is the economic situation in Ukraine. secondly, the socio-political
crisis, and thirdly, the spiritual and cultural crisis, the impossibility of an
unambiguous historical and personal identity. [7, p.80]

Accordingly, the main social problems of young people can be classified into 3
groups: material, social and cultural.

The primary material problems include: unemployment, lack of a first job, low
standard of living, financial dependence on parents, housing problem.

After receiving a diploma, there is a problem of employment in the specialty
received.

In recent years, the demand of enterprises for young specialists has noticeably
decreased and, as a result, young specialists are forced to look for the first job
on their own. Therefore, many graduates are employed in their specialty while
still students. Agree that in conditions when several people apply for one job,
and the chance of finding a job for a “new” university graduate is much less
than that of a specialist with work experience.

Regarding housing problems, not only for young working professionals, but
also for young people in general, the situation is even more deplorable.

Mortgages are now more like long-term financial bondage than adequate credit.
It is noteworthy that there are programs and mechanisms for implementing the
program of affordable youth housing, developed with the participation of the
Cabinet of Ministers of Ukraine, the Ministry of Regional Development and
Construction, as well as the State Fund for Assistance to Youth Lending. When
asked why they don’t work, there is only one answer: there is no money. [9,
p-88]

The second group of youth problems can be attributed to problems of a
social character: loss of confidence in the future, social and life prospects,
impossibility of self-realization, social aloofness. The unstable socio-political
situation in the state, as a consequence, leads to an increase in negative trends
and pessimistic sentiments in society. Young people are no exception, and even
in such conditions they remain one of the most active social groups. However,
here, too, one can feel the general polarization of youth ideas and sentiments
based on ideology, history and culture. General disappointment with politicians,
failure to fulfill election promises, the impossibility of a constructive dialogue
between young people and the state, slowly but surely leads to a decrease in
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the social activity of young people, their marginalization and attempts to form
an alternative model of the social system within the state.

Unfortunately, in Ukraine, active and conscious groups of young people are
not always able to realize their social activity or show a civil position. The
commercialization of public relations, the work of public organizations and
a general disillusionment with political parties increasingly leads to the fact
that active participation in public life is reduced to some financial reward or
material gain, rather than an attempt to self-actualize. General social apathy
gradually instills self-doubt, organizing young people into various forms of
social protest and conveying their opinions: youth subcultures. [10, p.58; 11,
p-83]

The cultural problems of young people are manifested primarily in the general
low culture of behavior, the frequent disregard for generally accepted norms
of morality and values of society. The liberalization of Ukrainian society,
which began in the 90s, was significantly different from the liberal values and
ideals of the Western world. In Ukraine, they turned out to be significantly
distorted and very far from the truth. First of all, because of the cardinal
difference in worldview, culture and mentality, and secondly, because of the
lack of an adequate alternative system of social values and active promotion
of the Western lifestyle of young people. As a result, extreme individualism
began to acquire the negative traits of selfishness to satisfy personal needs.
Such concepts as “patriotism”, “solidarity”, “mutual assistance” have lost their
true meaning. Material and financial well-being has become almost the main
criterion for measuring human qualities instead of spiritual and moral.

Consumer psychology, which began to spread actively more than 10 years ago,
has established material enrichment as one of the main meanings in human
life. As a result, the consumer attitude of young people to other individuals,
nature and the world around them, from which something can be “taken”.
Knowledge, self-discipline, self-improvement and spiritual development have
become secondary values.

The ambiguous formulation of patriotic values, the politicization of the issue of
patriotism and its extreme politicization significantly contributed to the spread
of antagonistic sentiments among the youth, which largely contributed to the
emergence of various national-patriotic organizations, which have recently
acquired extreme forms: Nazism and racism.

In the absence of a clear system of spiritual ideals, values and guidelines, a
cardinal stratification of society, various social deviations began to become
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widespread: drug addiction, alcoholism, prostitution, juvenile delinquency.
With the help of public organizations and foundations that conduct information
and social campaigns to combat nicotine, alcohol and drug addiction among
young people, we can talk about positive trends in this direction. However, not
everything is so good in terms of practical results. [12, 13, 14].

The ban on the sale of tobacco and alcohol to persons under the age of 18
is almost non-existent in Ukraine. The situation is similar with the ban on
smoking in educational institutions and public places. For significant success
in combating various addictions, one thing is missing - a real alternative.
Children from disadvantaged families are primarily at risk for drug addiction
and alcoholism. And if earlier there was a whole system of children’s and youth
clubs and sports sections, now such youth are brought up by the street.

According to a survey conducted by the Ukrainian Institute for Social
Research. O. Yaremenko, with the support of the United Nations Children’s
Fund (UNICEF) at the age of 15 years 63% of children in Ukraine have
experience of smoking; 91% have used alcohol, and 14% have tried soft drugs.
In addition, according to the World Health Organization, Ukraine ranks second
in the world in terms of the number of adolescents who smoke. The spread of
advertising for tobacco and alcohol, their wide availability to consumers, and
the temptation for young people to have fun, all contribute to the spread of
adolescent beer alcoholism and nicotine addiction. [18, p.15].

Broad promotion of a healthy lifestyle should be the prerogative of the state
youth policy. To achieve positive results, it is necessary to combine the
efforts of the Cabinet of Ministers of Ukraine (funding), public organizations
(information and social campaigns) of the Ministry of Youth and Sports of
Ukraine (motivation), as well as the Ministry of Health of Ukraine (prevention)
and the media (broad promotion of a healthy lifestyle). The increase in excise
taxes on tobacco and alcoholic beverages is only the material side of the issue.
We also need an ideological one.

The construction of sports playgrounds even for the budgets of city and
regional councils (the starting price of a modern playground is from UAH
10,000) can help take many children off the street, instill in them respect
for physical education and a healthy lifestyle. It is necessary to destroy the
prevailing stereotype about the inseparability of alcohol and sports. Sports
news is mixed with alcohol ads. The choice: to lead a healthy lifestyle or not,
is a conscious, personal choice of every adult. However, adolescents are not
yet able to independently and consciously make such a choice. [15, p.17]
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As a result, in addition to fleeting pleasure, there is a bitter truth in the form
of irreversible consequences. In conclusion, I would like to talk about another
urgent problem, which is more related to the nation as a whole - the demographic
crisis. Over the past 10-15 years, Ukraine has maintained a low birth rate,
which does not even ensure the normal reproduction of future generations. The
reasons are objective: deterioration in the socio-economic standard of living,
low life expectancy, constant deterioration of the ecological situation, decline
in the quality of food and drinking water, low birth rate and high mortality.
The only thing that the state has managed to do is to increase assistance with
the birth of a child. But this is only a tenth of the solution to the problems of
millions of young families who need state support. [16].

Thus, the state youth policy in Ukraine requires the immediate creation of a
qualitatively new system and approaches to education, taking into account
global development trends, aimed at solving the following problems:

> the situation on the domestic labor market, where young specialists
remain unclaimed today;

> providing graduates with the first job in their specialty;

> financing of youth housing loan programs;

> overcoming the social alienation of young people, involvement in

socio-economic and political processes in the state and society through
participation in local government and self-organization;

> active propaganda and popularization of a healthy lifestyle, the
dominance of spiritual values over consumer and material culture;

> realization and satisfaction of economic, social and cultural interests
and needs.

A significant consolidating factor in the implementation of the above problems
can be the joining of efforts of numerous youth organizations, associations and
movements, and the state’s youth policy will effectively fulfill its obligations,
help overcome social apathy, and give young people the opportunity to feel in
demand in the state and necessary for society. [17].
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1. Introduction

A significant problem of stimulating the labor activity of managers of the
strategic level of management is the objective and reasonable calculation of
the variable part of the salary and its distribution, which will contribute to the
creation of appropriate conditions for highly productive labor activity. This
determines the need for further research on the peculiarities of the formation of
an effective system of economic incentives for managers of the strategic level
of enterprise management. The use of an effective system of labor incentives
allows to mobilize the labor potential of top managers, increase the level of
implementation of targets and achieve economic growth.

A comprehensive analysis of the works of foreign and domestic scientists has
led to the conclusion that most of them do not consider the issue of accrual of
incentive payments at the strategic level of enterprise management. Insufficient
attention is paid to the issue of analysis of labor stimulation of managers of the
strategic level of management, which determines the high level of relevance of
research on determining the features of economic incentives for their use in the
enterprise, improving methodological support for analyzing the effectiveness
of economic incentives.

2. Methodology

The theoretical and methodological basis of the study were the works of foreign
and domestic economists in the field of economic incentives and remuneration
of top managers. Research methods: content and morphological analysis,
structural-comparative analysis; statistical analysis; graphic method, method
of expert evaluations.

3. Results

The issue of improving the system of economic incentives for top managers of
enterprises in an unstable economy is of particular importance. In the general
structure of the motivational system of enterprises, the top manager is one of
the most important elements of the company’s working capital, the cost of
which and the creation of favorable conditions, is a special type of investment.
The growth of the value of most of the resources of the enterprise, represented
by material objects, is limited in time, while the value of human capital
becomes more important, and the system of development and motivation of
highly qualified personnel becomes the most important tool.

The success of companies largely depends on how much the manager of the
strategic level of management is interested in the results of their work. In this
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regard, the priority of any company is to develop a comprehensive system
of incentives that will not only retain key employees, but also direct them to
achieve the desired results.

Today, research is being actively developed in the field of incentives and
remuneration of staff. Thus, such well-known scientists of the past and
present as V.M. Grineva, M.S. Doronina, A.M. Kolot, O.M. Krasnonosova,
V.D. Lagutin devoted their scientific works to the problematic aspects of
stimulation and remuneration. N.D. Lukyanchenko, L.A. Lutay, G.V. Nazarova,
V.S. Ponomarenko and others. and other.

The issues of staff incentives at enterprises were considered in the works of the
following foreign economists: G. Emerson, F. Taylor; world-famous authors of
theories of motivation - K. Alderfer, W. Vroom, F. Herzberg, D. McGregor, D.
McClelland, A. Maslow.

It should be noted that the study of economic incentives for top managers is
given less attention, both domestic and foreign authors. Under such conditions,
the study becomes especially relevant.

One of the important tasks of enterprises of various forms of ownership is to
find effective ways to manage labor, which would ensure the activation of the
human factor. To get the result, the decisive causal factor is stimulation.

Incentives are an important element of personnel management, as they motivate
staff to work and thus lead to the satisfaction of personal needs of employees.
Stimulation is a set of external and internal driving forces that awaken a person
to carry out activities aimed at exploring certain goals [16].

In the enterprise, staff incentives play an important role and are the main carrier
of staff interests. Isolated objects, actions, and many other values that may be
offered to an employee as compensation for his or her increased mental or
physical effort may act as incentives.

Today, the underestimation of the potential and intellectual resources of people
working in organizations is a significant disadvantage of modern enterprises.
It is very important that the staff of the organization act as a single team and
achieve the goals, knowing about their importance and while maintaining
motivation.

Incentives play an important role in the company’s activities, as it is aimed at
motivating employees to work efficiently and efficiently, which contributes
to a certain profit and covers the employer’s costs for the organization of the
production process.
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At the present stage of development, almost any activity at the enterprise
is carried out with the help of labor resources. It is thanks to labor capital
that scientific and technological progress does not stand still, and technical
inventions are created and improved and infrastructure is developed. Everyone
- is a social object, so the psychological factor in this case plays an important
role, because there is a need to motivate a person to a certain action and, as
you know, any employee will be able to perform the task only on a voluntary
basis. Therefore, in order to achieve high staff motivation, there is a need to
use incentives.

The concept of «incentivesy» in the economic literature is interpreted very
broadly. Let’s focus on a few definitions (Table 1).

Table 1

Interpretation of the concept of «incentive»

Ne Author Concept
The system of selection of incentives that lead to increased
1 Vladimirova | performance of employees, and bringing them into a certain
L.P.[20] subordination, which ensures the achievement of the goals of
the enterprise.
Hetman O.0. This is the epcogragement of people to increase the efficiency
2 7] of work, which is based on material or non-material
remuneration
. The set of requirements and the corresponding system of
Kibanov A. . . . . 3
3 Y. [9] incentives and penalties, through which there is a targeted
’ impact on staff behavior
, This is an impact not directly on the individual, but on
Leont’ev . . . Lo
4 AN.[11] external circumstances through benefits - incentives, which in
o turn motivate the worker to a certain behavior
It is a process of influencing a person with the help of an
5 Shekshnya external object that is important to him (object, conditions,
S.V.[19] situation, etc.), which motivates a person to certain actions
(being in comfortable conditions, etc.).

Analysis of the explanations given in table 1.1, allows us to conclude that
today in the economic literature there are different approaches to the definition
of «incentives». Some authors view incentives as a process of influence that
motivates staff to take certain actions, others - as a system of incentives and
incentives that are used to influence staff behavior.
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Stimulation of work first of all assumes creation of such conditions at which
active labor activity gives certain, earlier fixed results, becomes necessary and
sufficient condition of satisfaction of considerable and socially caused needs of
the worker, formation at it of motives to work.

Along with the concept of “stimulation”, scientists distinguish and explore
the category of «stimulusy. Stimulus - a form of influence on man, his
consciousness, which give rise to certain motives in man. to certain actions,
including the achievement of certain results [6].

As for management staff, incentives are noted as a function of management,
whose task is to create motives and influence the employee to change the
structure of his holistic orientations and interests, as well as the formation and
development on this basis of labor potential [17].

Stimulating the work of the manager of the strategic level of management
involves the creation of such conditions in which, as a result of active work,
the top manager will work more efficiently and more productively, perform
more work than agreed. Thus, stimulating work creates such conditions for the
top manager that allow him to work more productively and efficiently.

The manager of the strategic level of management of the enterprise is a
representative of the highest level of management who has the greatest power
and is responsible for the activities of the entire enterprise. In general, the
strategic objectives of the enterprise and ways to achieve them depend on the
top manager.

Strategic management managers are responsible for long-term planning,
setting broad goals and strategies, and are directly involved in the management
of middle managers. The strategic level of enterprise management is the lowest
level of management in terms of personnel. Even in the largest organizations,
senior executives have only a few people. Top managers leave an imprint of
their personality on the whole look of the company. Therefore, successful
managers of the strategic level of management in large organizations are highly
valued and require special organization of the process of their stimulation.

Economic and non-economic incentives are essential to increase the quality of
staff work. And although the incentive system is a complex process, economic
incentives need to be assessed separately. Thus, according to some scholars,
economic incentives are the most important and influential type of incentive
for the employee [12]

Economicnon-stimulation of top managers is a complex system characterized
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by certain properties, such as integrity, hierarchy, active response to new
factors, as well as the dynamics of random processes.

The system of material resources used in economic incentives is the most
effective in motivating at the strategic level, so it is advisable to consider in
more detail this type of incentive. Let us dwell on some of the most common
definitions of economic incentives given in the works of domestic and foreign
economists (Table 2).

According to the results presented in table 2, it can be concluded that the
term «economic incentivesy is used within such keywords as: promotes, use,
encouragement, incentives, actions, relationships, system, plan, factor.

Thus, economic incentives are aimed at ensuring the material interest of
workers, the satisfaction of economic interests, encouraging activity, providing
motives for certain actions, as well as improving the efficiency of work aimed
at the development of economic activity.

To clarify the result and its statistical confirmation, a content analysis of
the definition of economic incentives, where a numerical expression of the
meaning of keywords used in the concept.

By conducting a content analysis of the set of definitions of the concept of
economic incentives, similar words (phrases) were identified and the load on
each word (phrase) was calculated (Table 3).

Table 2

Interpretation of the concept of «economic incentives»

Ne Author Concept
Abramov V.M., | Itis expressed primarily in the fact that labor incentives
1 | Danyuk V.M., help to increase production efficiency, which is

Kolot AM. [1] expressed in increased productivity and product quality.

The use of material incentives, motivating factors that
contribute to the fact that producers, consumers, buyers
behave in the desired way for the benefit and in the
interests of those who use incentives.

2 | Azrilian A.N. [2]

3 Bashmak M.S. Encouraging employees with cash benefits based on the
[3] results of employment.
4 Kostishina T.A. | Actions aimed at stimulating high labor performance of

[10] workers.
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Author

Concept

Litvinov O.S.
[12]

This is the relationship of the stimulator (the stimulator)
and the stimulated (the stimulus, to whom the
stimulation is directed) on the fulfillment of economic
interests of both in order to obtain both additional
economic benefits by the stimulator actions, measures,
expenditures in appropriate forms, appropriate methods

Lopatnikov L.I.
[13.]

The system of incentives (bonuses) and penalties
(fines) and other similar measures of material influence
that encourage individual employees and entire teams
(enterprises, firms, shops) to increase the efficiency

of their work, implement production plans and other
economic decisions.

Mocherny S.V.
[14]

The system of organizational and economic measures
aimed at the development of economic activity and
increase its efficiency by ensuring the material interest
of employees and teams of enterprises in the results of
activities.

Mocherny S.V.
[15]

The use of material incentives to ensure that
producers, consumers, buyers behave properly, and
therefore, those who use incentives benefit from it

10

Cambridge
Business
English
Dictionary [4]

These are actions by the government, banks, etc.,
designed to encourage activity and growth in the
economy, for example, to avoid a recession.

Campbell, R.
Harvey. [5]

It is a plan to support the economy and achieve
positive effects, such as increasing jobs, boosting
frozen credit markets, restoring consumer demand,
etc. through the use of fiscal policy.

11

Investopedia [8]

Implement changes in monetary or fiscal policy to
support a troubled economy.

12

Patricia Kennett

[6]

Any factor (financial or non-financial) that provides
a motive for a particular action or is considered the
reason for giving preference to one solution over
alternatives.
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Table 3

Estimation of load on each word (phrase) in definitions

Ne | Definition Load

1. | Promotion 2/12=0.17
2. | Actions 2/12=0.17
3. | Labor incentives / labor indicators 2/12=0.17
4. | Improving efficiency 3/12=0.25
5. | Use of material incentives 4/12=10.33

Taking into account the results of the content analysis, the following main
aspects of the concept of economic incentives are identified: incentives,
actions, labor incentives, efficiency, use of material incentives.

Analysis of the views of various scholars on the concept of “economic
incentives” allows us to offer a generalized interpretation of the definition,
namely: it is to encourage workers through the use of material incentives to
improve production efficiency.

Today, there are several forms of economic incentives for managers at the
strategic level of management. The main ones are presented in table 4.

The presented forms of economic incentives for managers of the strategic
level of management show that stimulating the work of top managers can’t be
effective enough without the use of modern forms and methods of economic
incentives. These include all types of cash benefits and material benefits used
in the enterprise. Yes, from table 4 It is obvious that today the most common
are the following forms of economic incentives: wages, bonuses, participation
in the distribution of profits, additional payments and participation in share
capital.
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Table 4

Forms of economic incentives for managers of the

strategic level of management

Form The main content
Salary Remuneration, including basic and additional wages
Bonuses One-time payments from the company’s profit
Profit sharing is not a one-time payment. In this case, the share
of profit from which the incentive fund is formed is set. The
Copartnership share of this profit correlates with the rank of top manager in

the hierarchy and is determined as a percentage of his income
(salary).

Participation in
share capital

Purchase of shares of the company and receipt of dividends: the
purchase of shares is carried out either at reduced prices or free
of charge.

Payments in the form of gifts from the company, subsidizing

Additional . :

business expenses, covering personal expenses that are
payments . .

indirectly related to work.
Payment of

transport costs
(maintenance of
own transport)

Allocation of funds to pay for transportation costs or purchase
of transport; transport service with driver.

Allocation of funds for the organization of food to the enterprise

Caterin o

& or payment of food subsidies.
Trainin . . .

& Reimbursement of costs for the organization of training.
programs

Medical care

Allocation of funds for the organization of medical care or

program concluding agreements with medical institutions.

Housing

construction Allocation of funds for the provision or construction of housing.
programs

Programs for
the upbringing
and education of
children

Allocation of funds for the organization of preschool and school
education of children of the top manager of the enterprise,
granting of privileged scholarships.

Flexible social
benefits

The company sets a certain amount to provide the necessary
benefits and services. The top manager within the established
amount has the right to independently choose benefits and
services.
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Life insurance Life insurance of a top manager at the expense of the enterprise.

Temporary
incapacity Coverage of expenses in case of temporary incapacity for work.
benefit programs

An alternative to the state supplementary pension fund. It can
be created both at the enterprise, and under the contract in a
certain fund.

Contributions to
the pension fund

Today, the most relevant component of management strategy and the basis
of enterprise development is to stimulate management, which motivates them
to achieve the goals facing them and the organization, is the most important
reserve for improving production efficiency, optimizing human potential and
efficiency.

Unfortunately, in Ukraine, which has significant human and intellectual
potential, companies do not sufficiently use tools related to increasing
staff motivation. In today’s market conditions, which are characterized by
uncertainty, dynamism, risk, increasing competition, traditional methods
of personnel management no longer meet the requirements of today. Thus,
there are questions, search and development of modern tools to stimulate top
managers and create conditions for improving the efficiency of the enterprise.

Today, the management staff is seen as the main resource of the company,
which primarily determines the success of the entire organization. At the same
time, the problem of stimulating managers is insufficiently considered from
the standpoint of a strategic approach, while the practice of management puts
forward new conditions for enterprise development. Personnel management
and the development of the concept of management by objectives, as the
interaction and interaction in the system of labor motivation of personnel, are
essential for both staff and enterprise development.

In order to determine the state of labor productivity management, identify
reserves for its growth and compare the assessment of the existing system of
economic incentives, it is necessary to analyze our survey of managers at the
strategic level of management.

The questionnaire of managers of the strategic level of management on
economic incentives at the enterprise has 8 questions. The survey was
conducted anonymously, the results are provided in a generalized form.

The survey was attended by 50 respondents, namely top managers of domestic
enterprises. The results of the survey of top managers on economic incentives
are presented in table 5.
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Table 5

The results of the survey on economic incentives for
top managers of enterprises

No Question Answer options Number of
answers
How long have you a) More than 2 years 31
1 | been workingasa | b)More than a year 9
top manager? ¢) Less than 12 months 10
Does the level a) Yes 46
) F)f remuneration b) No. 7
increase your
motivation? ¢) Not sure 2
Are you satisfied a) Yes 21
3 yvith t}.1e economic b) No. 9
incentive system
you have? c¢) Not sure 16
a) Completely satisfied with the level of 3
How do you assess | Wages
4 | the level of payment | b) Satisfied rather than dissatisfied. 28
for your work? ¢) Dissatisfied rather than satisfied with 14
its level
a) Permanent part of the monetary 16
Choose the reward
5 | main economic b) A variable part of the monetary 27
incentive for you: |reward
¢) Social package 7
a) Prizes 20
b) Surcharges and allowances of 24
. What j[}flpes Ofd various kinds
materia rewares ¢) Share of profits 10
do you receive? —
d) Participation in income 5
e) Other (specify) 0
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a) Implementation of the annual plan 12
b) Perf(?rme.ince on time., and .its 19
complexity, intensity and high quality
What influences c¢) Advanced training, professional
7 | the receipt of your | skills, high permanent work results =
monetary reward: | d) Performing additional functions, 14
work
e) Working overtime 5
f) Other (specify) 2
a) Weak relationship of communication 15
goals
T i e e b). La.lck of understanding of bonus 9
g problems of the prmmples. _
bonus system at ¢) Unattainability of the set goals 8
your company? d) Conflict (contradiction) of goals 6
e) No problems 17
f) Other (specify) 0

According to the results of the survey, which are presented in table 1, 31
respondents, more than 60% of respondents, have been working as a top
manager for more than two years (Fig. 1).

Figure - 1

The results of the survey on the first question of the questionnaire

More than 90% of respondents noted that the
level of wages affects their motivation. The
results of the answers to the second question are
presented in fig. 1.

b) More than a year
18%
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Figure- 2
The results of the survey on the impact of the
level of wages on increasing motivation

Does the level of remuneration increase your motivation?

bNo O Notsure
4% 2%

Most of the surveyed top managers are dissatisfied
or unsure of the economic incentive system they
have. The results of the questionnaire on the existing
system of economic incentives at the enterprise are
shown in fig. 3.

Figure- 3

The results of the survey on the question
«Are you satisfied with the economic incentive system you have?»

wied  Most respondents are more satisfied than dissatisfied

with the level of remuneration they have, but about
30% of top managers are more dissatisfied with the
current level of their remuneration. The results of
. the assessment of the level of remuneration of top

tha disisid managers are shown in fig. 4.

Figure - 4

The results of a survey to assess the level
of remuneration of top managers.

The main economic stimulus factor tom managers
note the «variable part of the monetary reward»
— 54%, the least motivating aspect is «the social
0 saisfied package» — 14% (fig. 5).

dissatisfied.
56%
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Figure - 5
The results of the survey on the main economic
stimulus factor of top managers.

Surcharges and allowances of various kinds, as well
as bonuses are the main types of material rewards
for managers of the strategic level of management

(fig. 6).

Figure - 6
Results of answers to the question
«What types of material rewards do you receive?»

©) Other (specify what exactly)
0%

The biggest impact on receiving a monetary reward
for top managers is the performance on time, and
its complexity, intensity and high quality. Also
an important element that affects the receipt of
monetary remuneration is the performance of
additional functions, work, implementation of the
annual plan and training. Top managers noted that
T their receipt of a monetary reward is also influenced
by such factors as the fulfillment of the global goals
of the international company by all divisions and

the size of the company’s profit. The results of the survey are shown in fig. 7.

Figure - 7

The results of the survey questionregarding the elements that
affect the receipt of monetary remuneration of top managers.

) Other (specify.
what exactly)
3%

About 30% of respondents say that the problems
of the bonus system in their company are absent,
but 27% of top managers say that there is a weak
pemama  Telationship between communication goals (Fig.

its complexity, intensity 8
B
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Figure - 8

The results of a survey on the main problems of the
bonus system of top managers in enterprises

Thus, the survey allows us to conclude that various economic incentives have a
direct impact on increasing the level of motivation of managers at the strategic
level of management. Obviously, one of the main motivational aspects of
effective work of managers of the strategic level of management is a variety of
monetary incentives. Thus, the main economic incentive, according to most of
the top managers surveyed, is the variable part of the remuneration. The most
common variable part of remuneration is bonuses, surcharges and allowances
of various kinds, profit sharing, and income sharing. The greatest influence
on receiving economic remuneration is performance in terms of work, its
complexity, intensity and high quality, performance of additional functions of
work, performance of the annual plan, advanced training, professional skill,
high constant results of work, and also work in overtime. Despite the fact
that the vast majority of respondents note the lack of problems of existing
systems of economic incentives, which are involved in their enterprises, still
a significant percentage of top managers emphasize the weak relationship of
communication goals, misunderstanding of bonus principles, unattainable
goals and their inconsistency. .

The survey allows us to conclude that in the modern system of economic
incentives there are certain problems that negatively affect the effective
performance of managers at the strategic level of management. Poor quality
system of economic incentives for top managers leads to a loss of interest
in the quality of their work, which in turn negatively affects the effective
operation of the enterprise as a whole. Thus, according to the results of the
survey, the main proposals for strengthening the economic incentives of
top managers are as follows: focusing primarily on the variable part of the
monetary remuneration of senior managers, as it is dominant among the main
economic rewards; development of a clear and transparent bonus system to
solve the main problems of economic incentives for top managers,
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In general, we can conclude that there is a need for further study of economic
incentives for managers of the strategic level of management enterprises.

4. Discussion

Economic incentives are one of the main factors motivating managers at the
strategic level of management. The success of companies largely depends on
how much the manager of the strategic level of management is interested in the
results of their work. In this regard, the priority of any company is to develop
a comprehensive system of incentives that will not only retain key employees,
but also guide them to achieve the desired results.

The modern system of economic incentives for senior managers contains
monetary and non-monetary instruments, which are aimed at long-term
stimulation and retention, especially of top managers. Existing tools allow
you to take into account the difference between incentives for managers and
other employees. The main monetary instruments of economic incentives for
top-managers are stock options, deferred bonuses, long-term bonuses based on
key performance indicators, partnerships, a bonus plan for project work and a
bonus for years of service. Non-monetary instruments of economic incentives
for top managers include corporate pension programs, payment for classes in
sports and health clubs, purchase of enterprise products at discounted prices,
as well as payment for education.

A significant problem of stimulating the work of managers of the strategic
level of management is the objective and reasonable calculation of the variable
part of the salary and its distribution, which will help create the appropriate
conditions for highly productive work. This determines the need for further
research on the peculiarities of the formation of an effective system of economic
incentives for managers of the strategic level of enterprise management. The
use of an effective system of labor incentives allows to mobilize the labor
potential of top managers, increase the level of implementation of targets and
achieve economic growth.

Conclusion

The paper analyzes the views of domestic and foreign scientists on the concepts
of «incentives» and «economic incentives». With the help of content and
morphological analysis, a refined interpretation of the definition of economic
incentives is proposed. Thus, the studied concept is proposed to be understood
as the encouragement of workers through the use of material incentives to
improve production efficiency. For a deeper disclosure of the essence of
incentives, one of the elements of economic incentives for top managers is
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considered - material rewards, in particular, long-term bonuses and existing
types of long-term bonuses for top managers. The paper presents the main
types and forms of economic incentives for managers of the strategic level
of management, the main components of the classical scheme of economic
incentives, as well as its advantages and disadvantages.

Also, the differences between the system of incentives for top managers and
other employees of the enterprise are considered, namely, top managers can
directly influence the final results of the enterprise, also for managers of the
strategic level of management is characterized by a longer period incentive
system for top managers, it should be focused on achieving the goals set by
business owners, the amount of remuneration to a senior manager, it should
be sufficient, due to high professional qualifications and available business,
personal qualities of top managers.

The modern system of economic incentives for senior managers contains
monetary and non-monetary instruments, which are aimed at long-term
stimulation and retention, especially of top managers. Existing tools allow
you to take into account the difference between incentives for managers and
other employees. The main monetary instruments of economic incentives for
top managers are stock options, deferred bonuses, long-term bonuses based on
key performance indicators, partnerships, a bonus plan for project work and a
bonus for years of service. Non-monetary instruments of economic incentives
for top managers include corporate pension programs, payment for classes in
sports and health clubs, purchase of enterprise products at discounted prices,
as well as payment for education.

A survey of managers at the strategic level of management was conducted in
order to determine the state of labor productivity management in domestic
enterprises, identify reserves for its growth and compare the assessment of the
existing system of economic incentives.

As a result of the survey, the following results were obtained: one of the main
motivational aspects of effective work of managers of the strategic level of
management is a variety of monetary incentives. Thus, the main economic
stimulus, according to most surveyed top managers, is the variable part of the
remuneration. The most common variable part of remuneration is bonuses,
surcharges and allowances of various kinds, profit sharing, and income sharing.
The biggest impact on receiving economic remuneration is performance on
time, its complexity, intensity and high quality, performance of additional job
functions, implementation of the annual plan, training, professional skills, high
permanent work results, as well as overtime work. Despite the fact that the
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vast majority of respondents note the lack of problems of existing systems of
economic incentives involved in their enterprises, still a significant percentage
of surveyed top managers emphasize the weak relationship of communication
goals, misunderstanding of bonuses, unattainable goals and their inconsistency.

The survey allows us to conclude that various economic incentives have a direct
impact on increasing the level of motivation of managers at the strategic level
of management. Obviously, one of the main motivational aspects of effective
work of managers of the strategic level of management is a variety of monetary
incentives. Thus, the main economic stimulus, according to most surveyed top
managers, is the variable part of the remuneration. The most common variable
part of remuneration is bonuses, surcharges and allowances of various kinds,
profit sharing, and income sharing. The biggest impact on receiving economic
remuneration is performance on time, its complexity, intensity and high
quality, performance of additional job functions, implementation of the annual
plan, training, professional skills, high permanent work results, as well as
overtime work. Despite the fact that the vast majority of respondents note the
lack of problems of existing systems of economic incentives involved in their
enterprises, still a significant percentage of surveyed top managers emphasize
the weak relationship of communication goals, misunderstanding of bonuses,
unattainable goals and their inconsistency.

The survey conducted in the study allows us to conclude that in the modern
system of economic incentives there are certain problems that negatively affect
the effective performance of managers at the strategic level of management.
Poor quality system of economic incentives for top managers leads to a loss
of interest in the quality of their work, which in turn negatively affects the
effective operation of the enterprise as a whole. Thus, according to the results
of the survey, the main proposals for strengthening the economic incentives
of top managers are as follows: focusing primarily on the variable part of the
monetary remuneration of senior managers, as it is dominant among the main
economic rewards; developing a clear and transparent bonus system to address
key economic incentives for top managers, such as the weak relationship
between goals and communications and the lack of a clear understanding of
bonus principles.
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The world practice of regional innovative development confirms the thesis
that the uneven economic development of individual territories has become
especially noticeable due to the widespread spread of modern information
technologies, telecommunications and vehicles. Objectively formed due
to a variety of reasons (historical, demographic, geographic, climatic, etc.)
differences and the consequences they cause force the state administration and
local authorities of the USA, Canada, Japan, the countries of the European
Community to look for additional reserves for intensifying the processes of
regional economic development in order to overcoming the imbalances that
have arisen [1, p. 138-143].

The regional innovation policy pursued in practice is determined by specific
economic conditions; therefore, there is no single general recipe for the use of
various tools for its implementation. Each state and each region approaches
the solution of these problems, taking into account the existing characteristics,
traditions, available resources and needs.

The most modern and most promising source of the regions’ competitive
advantages is their innovative potential. The most developed countries are
doing their best to build up their scientific and innovative potential, since it is a
factor in creating fundamentally new products for updating and improving the
quality of manufactured goods, inventing new technologies to increase labor
productivity and reduce resource consumption. The scientific and innovative
potential of the territory helps enterprises to update their products more often,
to reduce their cost, that is, to use these competitive properties of the place to
strengthen their competitiveness.

In Ukraine, there are both regions that dynamically create and implement
innovations, and territories that inertly participate in the innovation process.
The dynamics of the number of industrial enterprises engaged in innovative
activities in the regions of Ukraine are given in table. one.
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Table 1

Dynamics of the number of industrial enterprises engaged in
innovative activities by regions of Ukraine, units*

Ukraine 1758 | 1715 | 1609 | 824 | 834 | 759 | 777 | 782 | -55.,5
Autonomous
Republic of 54 56 - - - - - - -
Crimea
Regions
Vinnytsia 50 55 46 25 (24 |24 |25 |28 |-440
Volyn 29 23 30 12 |11 (17 |14 |11 |-62,1
Dnipropetrovsk | 78 84 109 |63 |65 [51 |71 |64 |-17.9
Donetsk 91 85 45 28 |26 [22 (23 |27 |-70,3
Zhytomyr 54 57 48 28 (34 (23 |19 |24 |-55,6
Zakarpattia 18 15 16 14 (15 |12 |12 |9 -50,0
Zaporizhia 115 |115 |[108 |49 [47 |42 |36 |47 |[-59,1
Ivano-
Frankivsk 89 87 99 27 |27 (28 |28 |22 |-753
Kyiv 44 68 66 44 |48 (37 |54 |41 |[-6,8
Kirovohrad 46 46 49 25 |17 [24 |26 |20 |-56,5
Luhansk 64 61 16 9 9 7 5 11 |-82,8
Lviv 101 116 [129 |64 |64 |48 (44 |44 |-564
Mykolaiv 114 |81 67 29 |21 |25 |14 |22 |-80,7
Odesa 83 69 67 36 (40 (36 |25 |33 [-60,2
Poltava 29 33 33 30 (25 |27 |30 |32 |103
Rivne 36 39 45 13 |23 |8 8 20 |-44.4
Sumy 41 32 46 23 |21 (24 |25 |23 |-439
Ternopil 50 36 36 16 (24 [25 |20 |29 |-42,0
Kharkiv 168 | 182 |191 |117 |110 | 111 | 119 [116 |-31,0
Kherson 53 48 54 19 |19 [15 |14 |13 |-755
Khmelnytskyi | 78 58 38 18 |18 |8 11 |10 |-87,2
Cherkasy 50 47 37 25 |24 (32 |29 |30 |-40,0
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Chernivtsi 37 30 34 9 11 |8 9 7 -81,1
Chernihiv 43 45 32 15 (16 (10 |15 |11 |[-744
Kyiv city 130 142 [168 |86 [95 |95 |[101 |88 |[-32,3
Sevastopol city | 13 11 - - - - - - -

*Calculated according to data [2-8]

In 2019, 782 enterprises were engaged in innovative activities in industry. There
was a decrease in the number of industrial enterprises engaged in innovation
activities by 55.5% compared to 2012.The largest reduction in the number of
enterprises engaged in innovation activities in 2019 compared to 2012 (more
than 2 times) was in 14 regions Ukraine: Khmelnytskyi (87.2%), Luhansk
(82.8%), Chernivtsi (81.1%), Mykolaiv (80.7%), Kherson (75.5%), Ivano-
Frankivsk (by 75.3%), Chernigiv (by 74.4%), Donetsk (by 70.3%), Volyn (by
62.1%), Odesa (by 60.2%), Zaporizhia (by 59.1 %), Kirovohrad (by 56.5%),
Lviv (by 56.4%) and Zhytomyr (by 55.6%) (Table 1).

One of the important indicators, the value of which indicates the involvement
of the region in innovation processes, is the share of enterprises engaged in
innovative activities in their total number (Table 2).

Table 2

The share of industrial enterprises engaged in innovative activities
in the regions of Ukraine in 2012-2019, % *

Ukraine 17,4 (16,8 | 16,1 | 17,3 | 18,9 [16,2 | 164 | 158 |-0,6
Autonomous

Republic of 16,7 | 17,0 | - - - - - - -
Crimea

Regions

Vinnytsia 18,0 | 19,4 | 14,2 | 14,7 | 154 | 154 | 14,1 | 154 |1,3
Volyn 12,9 (10,5 | 10,8 | 11,5 | 10,2 | 16,0 | 13,1 | 10,4 |-2,7
Dnipropetrovsk | 10,7 [ 11,9 [ 13,4 | 13,0 | 14,7 | 11,0 | 14,6 [ 12,5 [-2,1
Donetsk 11,8 [ 10,5 | 14,6 | 11,7 | 13,8 [ 11,5 [ 12,4 | 13,0 |0,6
Zhytomyr 16,5 | 17,5 | 12,5 | 15,5 [20,6 [ 13,9 [ 11,4 | 14,0 |2,6
Zakarpattia 85 |69 (6,0 [10,1 [11,2 {9,0 |96 [7,0 [-2,6
Zaporizhia 29,8 (28,8 |122,9 |20,9 |22,1 [19,1 |[15,1 19,3 |4,2
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;Vrz‘i‘ivsk 20,5 | 21,4 | 22,8 | 21,6 |21,1 [21,7 |212 | 16,9 |-4,3
Kyiv 9,0 [13,5 | 11,6 [133 [16,6 [11,0 [ 165 [11,9 |-46
Kirovohrad | 17,4 | 18,3 [ 17,3 | 24,8 [ 17,9 [ 22,6 [ 26,0 | 19,4 [-6.,6
Luhansk 13,0 [11,2 [122 [11,3 [132 [ 100 [68 [14,9 [8,1
Lviv 134 16,6 | 164 193 |20,6 [ 152 [ 13,4 [ 12,8 |-0,6
Mykolaiv 29.8 24,9 [ 19,9 [31,2 [23,1 [26,9 [ 15,1 [23.2 |8,1
Odesa 223 (17,6 | 16,8 | 19,4 [209 15,7 [ 13,7 [ 16,5 |28
Poltava 83 |81 [80 [162 14,0 [104 [155 166 |11
Rivne 14,6 [ 14,9 [ 14,9 | 10,6 [ 17,0 [59 |58 [13,9 |8,
Sumy 18,6 | 14,0 [ 17,6 [ 19,8 [ 17,8 [ 20,5 [ 21,2 [ 18,9 | 2,3
Ternopil 223 [17,1 [ 149 [ 17,4 [ 26,1 27,5 [ 20,8 [29,9 [9,1
Kharkiv 22,1 [23,2 [ 22,4 [ 28,6 305 [ 28,1 [29,5 [27,1 |24
Kherson 26,1 | 23,6 | 242 20,7 [ 198 [ 155 [ 151 [ 13,3 |-1.8
Khmelnytskyi | 22,5 [18,2 [ 11,0 [ 123 [ 128 [57 |71 |66 [-05
Cherkasy 16,1 15,0 | 10,6 | 17,2 | 16,1 | 24,4 | 18,7 [ 18,6 | -0,1
Chernivtsi 184 [ 16,5 | 15,6 | 17,0 [ 204 | 14,5 [ 14,8 [ 10,9 | -39
Chernihiv 204 20,7 [ 13,1 [ 133 [152 |96 |124 |87 |-3,7
Kyiv city 26,1 | 256 | 21,7 [ 173 [ 23,1 [ 20,7 [21,2 [ 16,3 | -4,9
Sevastopol city | 16,9 | 11,3 | - - - - - - -

* Calculated according to data [2-8]

Analysis of the share of enterprises engaged in innovative activities in Ukraine
shows that according to this indicator in 2019, the leaders are Ternopil (29.9%),
Kharkiv (27.1%), Mykolaiv (23.2%), Kirovohrad (19, 4%), Zaporizhia
(19.3%), Sumy (18.9%), Cherkasy (18.6%) regions. In other regions, this
indicator is lower than the average for Ukraine (except for Odesa, Poltava,
Ivano-Frankivsk), and in Khmelnytskyi and Zakarpattia regions, the share of
enterprises engaged in innovative activities is more than 2 times lower than the
average Ukrainian level.

Among the regions above the average in Ukraine, the share of innovatively
active enterprises was in Kharkiv, Dnepropetrovsk, Zaporozhie, Kyiv, Odesa,
Ternopil, Mykolaiv, Cherkasy, Kirovohrad, Ivano-Frankivsk, Sumy regions
and city Kyiv.
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If we consider the regions of Ukraine by types of innovations, then in most
regions the enterprises introduced innovative types of products. The reduction
in the number of innovative enterprises is a consequence of a number of
accumulated in the Ukrainian economy and in the field of R&D, in particular:

> external and internal imbalances in economic development;

> imperfection of the legal framework in terms of stimulating innovative
activity;

> lack of appropriate innovation infrastructure and mechanisms for the

commercialization of scientific and technical developments;
> inconsistency and ineffectiveness of innovation policy;
> insufficient level and unstable financing of innovative activities.

First of all, it is necessary to create conditions for the functioning of
a competitive environment by increasing the influence of Ukrainian
manufacturers, including small and medium-sized businesses, and then, in a
civilized competitive environment, introduce innovations in production and the
creation of innovative goods and services to obtain profitable advantages in the
market. Today, the main problem is the lack of motivation of the entrepreneur
to carry out innovative activities. The most important factors of motivational
“inadequacy” for innovative activity in the regions are:

> lack of entrepreneurial spirit and understanding of business philosophy
(including such human qualities as independence, activity, creativity,
commitment, and the like;

> inadequacy of the target orientation of management;
> lack of innovative literacy and culture, etc.
> In addition, the limiting factors for the development of innovative

activity in the regions include the following:

lack of own financial resources and inadequate state financial assistance;
high cost of innovation;

lack of necessary and understandable information about innovations;
isufficient communication between universities, science and business;

low innovative activity of enterprises;

vV VWV vV VvV VvV

the fragmentation of the structural elements of the innovation
infrastructure in some regions.
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According to the Strategy for the Development of the Sphere of Innovation
for the Period up to 2030, the ways to increase the competitive innovative
attractiveness of regions are:

> initiation of pilot projects to create elements of innovation infrastructure
(in particular, innovation clusters, technology transfer centers,
technology platforms, business incubators and accelerators) and the
dissemination of positive experience to all regions of Ukraine;

> determine regional priority areas based on smart specialization
approaches and launch pilot projects aimed at creating a system of
interconnections and mutual assistance of regions with different levels
of industrial development;

> based on the Strategy for the Development of the Sphere of Innovation
for the Period up to 2030, to form a strategy for regional innovative
development, taking into account the needs and potential of the region

[9]

The study allows us to offer some recommendations for state, regional and
local government bodies that can help accelerate innovation processes in the
regional economy and, ultimately, make many regions more competitive. To
enhance competition between regions in the field of innovative development,
the following measures can be proposed:

> regular and officially recognized monitoring of measuring the
competitive potential of regions on the basis of the approved method
(with its changes in the event of obsolescence of certain indicators of
innovative, economic and social development). The ratings of regions
in terms of competitive potential could be used not only to assess the
effectiveness of regional governance, but also to distribute government
subsidies and funds for programs for the development of education,
science, innovation and infrastructure projects, etc., as well as a more
reasonable formation of some institutions that promote innovative
development (special zones, tax preferences);

> development of programs for the development of competition between
regions;
> development of international contacts in the field of innovation and

comparison of measures taken in other countries to increase the
competitive attractiveness of regions with methods and practices in
Ukraine
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Along with the development of free competition within the country, it is
necessary to protect the innovation market in certain branches of science and
technology from cheaper and currently more efficient new equipment and
technologies from other countries. The complete demobilization of innovative
activities in the field of electronic components, transport engineering will lead
not only to the country’s dependence on the supply of these types of equipment
and devices, but also to the loss of human resources in these areas in the
coming years. It is abnormal that the government subsidizes and protects the
market of domestic manufacturers of many types of products from foreign
manufacturers, and does not support the science and engineering activities in
the field of aviation, passenger high-speed rail trains, and many other industries
for innovative development.

In the modern world, in which the processes of informatization of society
are gaining momentum, it is necessary to take into account that, along with
the strengthening of the competitive struggle of territories, cooperation and
partnership are becoming increasingly necessary. The harsh laws of competition
that worked flawlessly in the industrial age are undergoing changes that can be
seen in the world of commerce, business, labor, public administration, etc.

The assessment of the competitive potential of the regions made it possible
to identify the “poles of advanced experience”, that is, those regions that
have succeeded in developing one or another factor of competitiveness. Such
information could be useful for creating various types of formal and informal
associations of territories, within which cooperation, exchange of experience
and transfer of innovations in all spheres of socio-economic development
of territories could be developed. Dialogue or discussion, development and
implementation of joint or synchronous pilot projects, transfer of management
technology and know-how, implementation of a common marketing strategy,
partnership of regions in all its diversity of manifestations offers the chances
for individual territories to become the most attractive for development.

On the territory of the region, coordination and management bodies for
scientific and technical programs should function to develop a strategy for the
scientific and technical development of the regions, including programs for the
development of competition, protection of the market for innovative products
and innovative partnerships, the creation of urban and regional thematic
scientific and technical councils, optimization of the economic clusters, the
organization of permanent exhibitions and scientific and technical museums,
ete.

Enterprises and firms, as consumers of the innovative attractiveness of the
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regions, do not always and do not fully use all the advantages of the location.
Therefore, it would be advisable to develop, within the framework of the
strategic plans of the territories, programs for increasing the efficiency of
using innovative development opportunities for various types of consumers,
including using the experience of other countries and regions of Ukraine.

To increase the competitive attractiveness of regions for the development of
science and innovation in the regions, a favorable structure of the innovation
process should be created. In developed countries, scientific research is
maximally aimed at applied engineering developments, which in turn are used
to produce and update models of manufactured equipment and other products.
However, a characteristic feature of most regions of Ukraine and the country as
a whole is currently the deviation of the structure of the “research-production”
process from that prevailing in developed countries towards a significant
decrease in the effectiveness of engineering and production of new equipment.
Most regions of Ukraine are much more likely to use purchased imported
equipment to modernize and maintain the competitiveness of production.

In addition, a characteristic feature of the structure of the industrial complex
in more than half of the regions of Ukraine is a low share of economic sectors
that are capable of exhibiting high innovative activity and receiving significant
economic rent from innovative activity.

Scientific analysis of the structure of the regional economy from the point of
view of compliance with the needs of innovative development has shown the
possibility and feasibility of creating an institute of scientific monitoring (with
the need for in-depth analysis and improvement of the method and evaluation
criteria) of the sectoral, intersectoral and infrastructural components of
the production apparatus, which participates in or favors an increase in the
innovativeness of the economy and social development. Such a monitoring
institution cannot be limited to the framework of formalized statistical
observations, since innovative development in the context of globalization of
the world economy is a rapidly changing process, the effective implementation
of which requires new structural proportions of the industrial complex of
Ukraine and regions.

It is necessary to study, disseminate and adapt the experience of innovative
development of innovatively developed countries of the Baltic region, Finland,
Germany, Denmark, Sweden and a number of others. We are talking about
the rapid and effective creation of an innovative infrastructure, institutions
for innovative development, attracting high-tech industries to its territory,
increasing the export of new products and technologies.
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For effective monitoring and management of the innovative development of
regions, a complex system of statistically observed indicators is needed that
would describe changes in the structure and efficiency of the functioning of the
innovative complex.

To accelerate the innovative development of regions, it is especially important
to develop innovative strategies both in the country and in each of the regions.
An innovation strategy is a strategy for choosing the main source of innovation
and a driving force for innovative development - developing the country’s own
science or buying licenses, etc. First of all, we are talking about technological
innovations, but in general, this also applies to other types of innovations -
managerial, social, educational, personnel. Based on the innovation strategy,
the choice of effective forms of integration of science and production is
carried out. For each region, the strategy of innovative development should be
individualized, taking into account the specifics of its economic structure and
human resources. At the same time, depending on the prevailing conditions and
existing production structures in some regions, a strategy for a technological
breakthrough can be developed, in others - a strategy for catching up with
innovative development, but in any case, to achieve high competitive
attractiveness of the region without the innovative component of competitive
potential in modern conditions, and even more so in the future, impossible.
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The current stage of economic development is characterized by a significant
tightening of competitive relations, therefore, the management of the
competitiveness of enterprises is an important area of increasing their efficiency
and sustainability of development.

A significant contribution to the theory and practice of competitive relations
was made by Russian scientists: A.L. [1]; Pharmacist S.S. [2]; Balabanova L.V.
[3]; Burkinsky B.V. [4]; Voronkova A.E. [5]; Grineva V.N. [6]; Dolzhansky
I.Z. [7]; Zhamoyda A.A. [8]; Ivanov Yu.B. [9]; A.A. Kostusev [10]; Makogon
Yu.V. [11]; Prodius Yu.l. [12]; Shvidanenko G.O. [13]; Shevchenko L.S. [14]
and others.

Insufficient coverage of the issues of managing the competitiveness of goods
and enterprises by the named scientists, the lack of knowledge and experience
in this area determine the relevance of this study.

The purpose of this article is to determine the functions, methods, principles
and elements of the system for managing the competitiveness of goods and
enterprises.

Management of competitiveness is based on the use of the basic provisions of
the science of management, in relation to which the elements of the management
system are the goal, object and subject, methodology and principles, process,
functions and management methods. Let’s give a description of these elements.

The purpose of managing the competitiveness of an enterprise is to ensure the
vital activity and sustainable functioning of the enterprise when the economic,
political, social and external conditions change.

The object of managing the competitiveness of an enterprise is the level of
competitiveness, necessary and sufficient to ensure the life of the enterprise as
a subject of economic competition.

The subjects of management of the competitiveness of the enterprise is the
circle of persons implementing the achievement of the management goal. This
circle of persons includes: owners, directors, his deputies, heads of divisions,
managers of divisions, shareholders, government bodies whose powers are
focused on managing enterprises.

The methodological basis for managing the competitiveness of an enterprise
is the conceptual provisions of economic and management theory, including
market theory, competition theory, strategic management.

Enterprise competitiveness management is a process of implementation of
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management functions: goal setting, planning, organization, motivation,
control.

Goal-setting determines the orientation of the management of the
competitiveness of an enterprise to achieve certain goals, which are understood
as the future level of competitiveness of the management object, which is
supposed to be achieved.

Planning provides for the formation of a strategy and tactics for the
implementation of goals and objectives, the development of programs, plans,
schedules for the implementation of measures to increase the competitiveness
of the enterprise and its divisions.

The organization ensures the practical implementation of the adopted plans and
programs; it is associated with the distribution of material, financial and labor
resources in the areas of operational activities; in the process of organizational
activity, the necessary coordination of the actions of departments and specialists
on the implementation of the adopted plans is also provided.

Motivation involves the use of motivational (economic and psychological)
regulators of the activity of the subjects of enterprise competitiveness
management.

Control ensures the observation and verification of the compliance of the
achieved level of competitiveness of the enterprise with the assigned tasks,
plans, programs, their timely correction for the unconditional achievement of
the enterprise’s goal.

The main task of management functions is to create such conditions and
management methods that would allow influencing employees, activating and
regulating their activities, and aiming at achieving a predetermined level of
competitiveness.

When managing the competitiveness of an enterprise, the following methods are
distinguished: economic, technological, socio-psychological, administrative,
organizational, prescriptive and disciplinary.

Economic methods include economic plans, economic incentives, and budget.

Economic plans differ in terms of duration, level of influence and content.
According to the duration of action, daily, monthly, quarterly, annual and other
duration plans are distinguished, which affect the rhythm of production and
economic activity, product quality, and the competitiveness of the enterprise.
In the market, their influence on employees is to ensure the continuity and
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consistency of work processes, involvement in the general production and
economic cycle of the enterprise, stability in the manufacture of products and
the provision of services in accordance with the needs of consumers.

The use of plans at different levels and levels of management makes it possible
to ensure influence on the relevant group of workers. To ensure influence on the
entire group of workers, plans are accordingly used for workshops, sections,
brigades, departments, bureaus, and even for specific workers in the form of
labor standards (production rates, time, service and number). The content is
distinguished: production plan, economic development plan; tax plan; financial
plan, etc.

Economic incentives are based on the use of material incentives (tariff
rates, official salaries, additional payments, allowances, bonuses, dividends,
valuable gifts, subsidies, compensations, and the like), which is, in fact, the
most effective means of influencing the employees of the enterprise.

The budget is the economic method of management, which forms the principles
of the enterprise from the point of view of a balanced ratio of income and
expenses. Budgeting indicates areas of cost savings and increased revenue.
The budget, as an economic method of management, can become a powerful
activating mechanism and a powerful tool for controlling costs.

Technological methods of management influence employees through
documents that define the technology for the implementation of competitiveness
management. Technological control methods include:

- technological documents. When performing this or that work, employees are
guided by a certain list of technological operations, a flow chart, instructions,
the use of specific equipment and tooling, a reasonable sequence of work
processes, and the like;

- design documents. The influence of such documents is ensured through the
use of sketches of products (parts, assemblies, etc.), drawings, a design map,
a design diagram of the composition of a product by employees in the process
of labor activity.

Socio-psychological methods are used to increase the activity of workers and
create appropriate socio-psychological conditions for their work and ensure
the competitiveness of products. This is a set of specific ways of influencing
interpersonal relations and connections that arise in work collectives, as well as
on the ongoing social processes. Socio-psychological methods use individual
and group consciousness, psychology and are based on a socially significant
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moral and ethical category, value and education. Socio-psychological methods
include the following: social plans, the influence of which is carried out
through the creation of working conditions to ensure competitiveness, ensure
recreation, organization of everyday life, medical care, labor protection, and
the like; moral incentives influence through the assignment of titles, awarding
orders, certificates and the like. Methods for the formation of collectives and
the socio-psychological climate are provided on the basis of the selection of
its members with a similar character, experience, nationality, the location of
personnel in the workplace, and the like.

Administrative methods affect the performance of assigned tasks, provided
that initiative is minimized and the leader is held accountable for the results of
achieving competitiveness. Administrative methods of management include a
set of such methods of influence as organizational, prescriptive, disciplinary.

Organizational methods of influence are implemented through long-term
documents and are carried out through: organizational regulation (through laws,
regulations, statutes, decrees, etc.); organizational regulation of consumption
of raw materials, energy, and the like; organizational instruction through
instructions, rules, requirements; organizational information with the help of
acts, protocols, memoranda, telegrams, statements.

Prescriptive methods of influence are designed to formalize tasks, techniques,
and the like, as well as eliminate shortcomings, deviations in the course of
achieving competitiveness. They are implemented through: orders (they are
given by the director, his deputies); orders (the prerogative of the heads of
workshops, sections, divisions, services), which are aimed at executing orders;
instructions (applied by all managers), the main purpose of which is to execute
orders and orders.

Disciplinary methods of influence (remarks, reprimands, displacement of
officials, release, and the like) are used in a specific situation.

It should be remembered that economic, technological and socio-psychological
methods influence the controlled system only when it is formalized using
administrative methods. Thus, administrative methods of management play a
triple role: firstly, they have their own methods and techniques of influence
of the control system on the controlled one (Laws of the Verkhovna Rada
of Ukraine, Resolutions of the Cabinet of Ministers of Ukraine, Decrees of
the President of Ukraine, provisions on divisions of an enterprise, various
agreements, and etc.); secondly, administrative methods legitimize the
influence of other management methods, providing them with legal support.
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Economic, technological and socio-psychological methods of management,
which are created by the management system, will be able to influence the
controlled system only when they are legally legalized in a specific legal
document (charter of the enterprise, order of the director, regulations on the
shop, department, etc.) or in the form verbal orders or instructions; thirdly,
administrative methods become an effective means of optimizing management
decisions, giving them legal force.

The generalization of the experience of managing competitiveness shows that
the methods are the result of the implementation of management functions, that
is, the management apparatus of any enterprise in the process of its activities
must create the necessary ways to influence the controlled system. Actually, all
managers work in order to form the necessary management methods that will
ensure a sufficient level of competitiveness, achieve the goal and mission of
the enterprise.

The idea of competitiveness management is realized when the considered
methods are transformed into management decisions, by which it is more
expedient to understand competitiveness management methods formalized
on alternative principles, with the help of which the management system of
an enterprise gets the opportunity to directly influence the managed system,
ensuring the competitiveness of the enterprise [12; 14]. After the transformation
of methods into managerial decisions, the latter are transferred by direct
communication channels from the control system to the controlled one and carry
out the necessary managerial influence, which ensures the implementation of
production and economic operations, the achievement of production, financial,
economic and other results. A managerial decision is formed in the process
of choosing alternatives and becomes a reflection of the results of managerial
activity, to a certain extent, its result.

The management of the competitiveness of goods and enterprises is carried out
on the basis of the following principles:

1) analysis of the mechanism of action of economic laws (the law of
supply and demand, the law of the rise of human needs, the law of
economies of scale, the law of competition, the law of saving time, the
law of diminishing returns, etc.);

2) analysis of the mechanism of action of the laws of organization of
structures and processes (the law of composition for building a tree
of goals, the laws of proportionality, synergy, self-preservation,
development, etc.);
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Figure - 1

The structure of the elements of the enterprise
competitiveness management system
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3) compliance with the requirements of a set of scientific approaches to

management (first of all, systemic, complex, marketing, functional,
behavioral, structural, reproductive);

4) targeting specific markets and needs;

5) application of modern information technologies for systemic and
complex automation of management;
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6)

7)

8)

9

10)

11)

the use of modern methods of analysis, forecasting, regulation,
optimization (for example, system analysis, functional cost analysis,
dynamic programming);

focus on quantitative methods of assessment, control and operational
management of competitiveness;

economic and managerial factors of the functioning of an enterprise
should not be included in the formula for assessing its competitiveness,
since managerial factors serve as a condition for ensuring
competitiveness, and economic factors are the result of managing the
competitiveness of an object (with good work, there will be an increase
in competitiveness, with poor work - a decrease);

the construction of formulas (models) for assessing the competitiveness
of objects should take into account the weight of the factors (indicators,
arguments) included in them;

the factors (indicators) included in the formula (model) should mainly
be specific or relative;

in the system of managing the competitiveness of objects, there
should be strategic marketing (the first general function), motivation
and regulation (the last general function that establishes the feedback
of consumers and the external environment with developers and
manufacturers of goods). Between these functions there should be
general functions for planning, organizing processes, accounting and
monitoring the implementation of plans and operational tasks.

The listed composition of the principles of managing the competitiveness
of goods and enterprises is acceptable for ice cream enterprises. For other
enterprises, this set of principles is approximate and should take into account
their characteristics and scope of activity.

The process of managing the competitiveness of an enterprise includes the
following actions: monitoring the competitive environment; diagnostics of
the competitiveness of the enterprise and its main competitors; selection and
implementation of competitive advantages; formation and implementation of a
strategy for managing the competitiveness of an enterprise.

The enterprise competitiveness management system should contain the
elements shown in Fig. one.
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Conclusions

This article shows the structure of the system for managing the competitiveness
of goods (products) and enterprises, focused on enterprises for the production
of ice cream.

The structure of the competitiveness management system is:
functions - goal setting, planning, organization, motivation, control;

methods - economic, technological, socio-psychological, administrative,
organizational, prescriptive and disciplinary;

principles - analysis of the mechanism of action of economic laws, analysis
of the mechanism of action of the laws of organization of structures and
processes, the use of modern methods of analysis, focus on quantitative
methods of assessment, economic and managerial factors of the functioning
of an enterprise, the construction of formulas (models) for assessing the
competitiveness of objects;

elements - mission, goals, strategy, forecasting, management concept,
production management system, personnel management system, management
equipment and technology, information support.

This structure can serve as the basis for the formation of a system for managing
the competitiveness of goods and enterprises for the production of ice cream.
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Introduction

Media consumption or media habit is the type of media which is used
for information and entertainment by an individual or group. Itincludes activities
such as interacting with new media, reading books and magazines, watching
television and film, and listening to radio, accessing internet and digital media
etc.

Media provides information and education both. Information can come in
many forms, and it may sometimes be difficult to separate from entertainment.
There are several media where information is floated in form of documentaries,
movies, advertisements, short videos Along with information entertainment is
also provided to the audience. Today, newspapers and news-oriented television
and radio programs make available stories from across the globe, allowing
readers or viewers in London to access voices and videos from Baghdad,
Tokyo, or Buenos Aires. Books and magazines provide a more in-depth look at
a wide range of subjects.

Another useful aspect of media is its ability to act as a public forum for the
discussion of important issues. In newspapers or other periodicals, letters to
the editor allow readers to respond to journalists or to voice their opinions on
the issues of the day.

Various roles of media

1 Entertaining and providing an outlet for the imagination.

2 Educating and informing

3. Serving as a public forum for the discussion of important issues
4

Acting as a watchdog for government, business, and other institutions

It’s important to remember, though, that not all media are created equal. While
some forms of mass communication are better suited to entertainment, others
make more sense as a venue for spreading information.

In terms of print media, books are durable and able to contain lots of information
but are relatively slow and expensive to produce; in contrast, newspapers are
comparatively cheaper and quicker to create, making them a better medium
for the quick turnover of daily news. Television provides vastly more visual
information than radio and is more dynamic than a static printed page; it can
also be used to broadcast live events to a nationwide audience, as in the annual
State of the Union address given by the U.S. president. However, it is also
a one-way medium—that is, it allows for truly little direct person-to-person
communication. In contrast, the Internet encourages public discussion of
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issues and allows nearly everyone who wants a voice to have one. However,
the Internet is also largely unmoderated. Users may have to wade through
thousands of inane comments or misinformed amateur opinions to find quality
information.

Origin of various media in India

Media consumption has been in existence since ancient times. What kept
changing was the types of media and its purposes. It has been seen around
the world that it was in 1880 when motion picture camera was allowed, and
images could be captured and stored in single reel. The images were portrayed
on a screen, and they were seen by the audience. It was the time when people
started narrating stories and ideas which were shown in the form of movies/
cinema, pictures etc. Indian Media consists of several different types of
communications: television, radio, cinema, newspapers, magazines, and
Internet-based Web sites/portals.

Indian media developed with Bengal gazette as the first newspaper in 1780.Later
Press trust of India was also founded in 1947.When we talk about electronic
media in 1959 Doordarshan the first Indian Channel was started. Cable TV or
private TV channels got a break in 1992.The first Indian film released in India
was Shree Pundalik, a silent film in Marathi by Dadasaheb Torne on 18 May
1912 at Coronation Cinematograph, Bombay.it was a silent movie but it was
admired by many .later in 1931 first Indian talkie was introduced which was
Alamara movie. The period from the late 1940s to the early 1960s is regarded
by film historians as the Golden Age of Indian cinema. cinema was the most
popular medium of entertainment and dissemination information.

[MEDIA]
TIMELINE: HISTORY OF MASS MEDIA IN INDIA

India has one of the biggest media markets in the world. It has come a long way.
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It is clearly indicative in the above picture how various media have been
introduced on long intervals and India as a country is one of the biggest media
markets in the world.

Till 2018 Country has 118239 registered publications ,17.160 daily newspapers,
more than 880 satellite channels and around 400 news channels.

The most emerging and expanding media used by Generation Z has not been
covered in the picture.

3 2 ,-/'.': \ L
G <) %. (&) € ;.i,\
Millennials Boomers Matures

Borm 1937-2007 Born 1983-19%6 Born 1965-1982 Born 1947-1965 Borm 1946 and prior

Source : www2.delloite.com

Its is the 5™ generation which is known as Generation Z which is using the
digital media as the majority population lies below the age group of 40 years.

Generational marketing is a marketing approach that uses
generational segmentation in marketing communication. According to
Wikipedia, a generation is defined as “a cohort of people born within a similar
span of time (15 years at the upper end) who share a comparable age and life
stage and who were shaped by a particular span of time (events, trends and
developments).”

Matures are the people who were born between 1946 and before and today
they are in their seventies and above. They use more of traditional media in
comparison to new media. Their age and choices show that they use digital
media very less,rather for accessing digital media they take the help of younger
generation in their families.

The group who still leaves and listens to voicemails. Baby Boomers were born
between 1946 and 1964. As their younger counterparts have taught boomers
how to use technology, this generation is slowly embracing it. According
to Pew Research, by 2014, 65% of adults aged 50-64 used social networking
sites, with the vast majority engaging with Facebook to revive “dormant”
relationships. They spend the most money on each shopping trip, and as they
are hitting retirement, they are more likely to splurge on items that aren’t on the
grocery list. Surprisingly, this generation even spends the most on technology—
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everything from premium cable to the latest smartphone.

Gen X is the smallest generation, born between 1965 and 1980 and often
referred to as the bridge between Millennials and Baby Boomers. Gen Xers
are now juggling child care, homeownership, and reaching the peak of their
careers.

Gen Xers are busy! They’re dealing with children, paying mortgages and tuition,
and working a LOT. Turns out, they’re also on online—more than 80% of this
generation reports that they are on Facebook, MySpace (what?!) and Twitter.
They are more on par with technology adoption and use with millennials and
are more likely to be politically loyal throughout their lives than either of the
other generations. Gen Xers claim to be the most dedicated to lists while
shopping, but also fessed up to making the most unplanned purchases on their
shopping excursions. This generation is our true hybrid when it comes to
marketing. They grew up without the online shopping experience, so they still
enjoy a trip in-store, but have fully embraced online shopping as well.

The generation that is slowly taking over the workforce and out-numbering
Baby Boomers, Millennials were born between 1981 and 1999 and came of
age during the early 2000’s. This generation is most widely talked to and
about on social media and in pop culture. Millennials began entering the
workforce as the economy crashed, and as a result, are the largest generation
of entrepreneurs. They are notoriously soft-hearted and soft-shelled, valuing
social issues far ahead of economics.

That said, Millennials are an economic force! With $200B in annual buying
power, smart marketers are turning to new channels to hook this generation.
They are the least frequent in-store shoppers—which I totally understand, I
just went grocery shopping for the first time in a month—but tend to spend
large amounts when they do shop. This generation is the most responsive to
online shopping opportunities, recommendations from friends and family,
and are motivated by shopping ease. Millennials are reshaping the way that
goods and services are being marketed by staying unresponsive to traditional
marketing tactics. This generation decides where to eat based on Instagram
pictures, chooses hair stylists from Facebook and has their groceries delivered
to their door.

Adult consumers in India will spend an average 3 hours, 30 minutes per day
with traditional media in 2019, or 70.1% of their daily media time. Digital
platforms will account for the remaining 29.9%, or 1 hour and 29 minutes.
Both digital and traditional will grow through 2021, but digital will grow at a
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faster rate.

Digital in India

Total
population

1,285
million

Urbanisation:
31%

Figure represents
total global
population,

inchuding children

Active
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access via fixed

and mobile
connections

Active social
media users
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million

Penetration: 10X
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active users
accounts on the
most active social
platform in each
country, not
unique users

Unique
mobile users
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million

Penetration: 46X
Figure represents
Individuals with an
active mobile
subscription/
connection

Active mobile
social users

97

million

Penetration: 8%
figure represents
active user
Jccounts on the
most active social
phtform in each
country, not
unique users

*Source :empowerias.com

The above picture shows that the country which has approx. a population of
1285 million people the number of active internet users is 350 million.while
active social media users are 134 million people .The mobile users are 590
million people,these are those people who have active mobile subscription or

connection.

It is very much clear from the above data that around more than half of the
population is used to of using internet. While it also depicts that all of them
using internet for accessing social media which makes them connected. Social
media has become the new style of socializing for the generation Z.

Share of Average Time Spent with Media in India,
2017-2021
% of total

2017 2018 2019 2020 2021

TV* 59.5% 58.7% 58.7% 58.1% 57.5%
Digital 27.7% 29.2% 29.9% 30.8% 31.6%
—NMobile (nonvoice) 21.6% 23.3% 24.2% 25.2% 26.0%
——Smartphone 13.7% 15.8% 17.1% 18.5% 19.5%
——Feature phone 6.7% 6.1% 5.7% 5.4% 5.1%

Tablet 1.2% 1.3% 1.3% 1.3% 1.3%
—Desktop/laptop* * 6.1% 5.9% 5.7% 5.6% 5.6%
Print* 7.0% 6.5% 6.2% 5.9% 5.8%
—Newspapers 6.5% 6.1% 5.7% 5.5% 5.4%
—Magazines 0.4% 0.4% 0.4% 0.4% 0.4%
Radio* 5.8% 5.5% 5.3% 5.1% 5.1%
Total time 4:13 4:38 4:59 5:14 5:24

Note: ages 18+, time spent with each medium includes all time spent with
that medium, regardless of multitasking; for example, 1 hour of multitasking
on desktop/laptop while watching TV is counted as 1 hour for TV and 1 hour
for desktop/laptop; *excludes digital;, **includes all internet activities on
desktop and laptop computers

Source: eMarketer, April 2019

T10223
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In a survey by E marketer in April 2019 the usage of media was divided among
four media types Television,Digital media,print media and radio.

Television which is the most popular electronic media in India in urban and rural
population was the leading media in all the four years from 2017 till 2021.A
very slight change was seen in the access of Tv in the year 2020 and 2021. While
digital media which includes mobile,smartphone,featurephone,tabletsand
laptop or desktop had second highest viewers in all the four years.A trend of
slight growing pattern is visible in the data in the above diagram.Out of which
mobile phones lead all the digital modes as it is handy and easy to use.

On the third position we have print media which includes newspapers and
magazines.The readers of magazines have remained constant and their
visibility is very low.The readability of neswapers has seen a declining trend.

Last not the least we have radio whose usage has almost remained constant in
all these four years.

Whilelooking at the table it is observed that there is upward trend in the time
given to all the media.the trend is estimated to be higher in 2020 and 2021
perhaps due to Covid 19 pandamic and lockdown masses were confined at
homes.Even those who were working or studying were using digital media for
the assignments.The conventional media is becoming obselete gradually and
its users are declining ,most of the conventional media users are mature and
baby boomers generation.

9]
in
*Source :blogvuroll.com

The internet users specially hiked in 2019 but they raised after governments
digital India scheme. Last year 2020, which witnessed the pandemic due to
covid-19, made the extensive usage of social media to acquire maximum
information, to express themselves and various other new topics and
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conversation began highlighting on social media in India. With the increase
in social media users, the digital ad spends also increased. Indian Landscapes
is divided into two parts — Urban and Rural and surprisingly both the areas
have witnessed the growth of internet users. There were 624 million internet
users by the end of January 2021. It’s of no doubt that the Indian market is the
second largest online market after China. The majority of Indian internet users
use internet on Mobile, taking advantage of cheap mobile data and alternatives
for expensive broadband and WiFi connections. Indian users consume about 11
GB of mobile data, which is the highest globally, ahead of markets like China,
US, France, South Korea, Germany, Spain etc. In India, the overall data traffic
surged by 47% in 2019, with continuous 4G consumption.

By looking at the above data analysis, it’s quite obvious that Indian users have
downloaded more apps than users of other countries. In 2019 only, over 19
billion apps were downloaded by Indian users, which resulted in approx 195%
growth over 2016 data accumulated. The Indian users spend about 17 hours on
social media platforms, more than users in China and US. It is estimated that
in 2021, there will be around 448 million social media users in India, which
embarks a significant increase from 2019. From the above data, we can deduce
that Facebook is the most popular social networking site in India. In 2019
only, there were about 270 million Facebook users, bagging India the title of
“Largest Facebook User Base” in the world.

According to a report, in India, around 290 million active social media
consumers browse the sites on their mobile devices. While the median age of
India is 27.1 years, the main contribution for social media usage comes from
Generation Z and millennials. To bifurcate, 52.3% of results registered from
millennials, 28.4% results from Gen Z and 15.1% are from those aged 35-44.
97% of Indian internet users use internet to watch videos online.

Out of all the social networking platforms, Facebook and YouTube are the
most famous one, with Amazon and Flipkart are famous for Online shopping
portals.

While these apps are popular in their niches, the entry of Whatsapp in Indian
market changed the face of messaging service, just doubling the app usage, in
urban and rural areas in recent years.

Conclusion

Gen Z is online, and what worked for brands reaching customers on digital
platforms in the past does not reflect what they need for the future. Young
people aged 16 to 24 spent an average of seven hours per day online in 2019,
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three of which were spent exclusively on social media, according to Global
Weblndex. But in markets like the US, growth on platforms like Twitter,
Snapchat and Facebook is slowing, while newcomer TikTok grew rapidly in
2019. And it’s not just a case of shifting marketing spend to new sites: brands
now rely on influencer partnerships, paid posts and adverts between videos
on YouTube. But to reach Gen Z in the online communities they engage
with, unidirectional paid posts from an influencer might not work. To connect
with younger audiences, brands need to stay in tune with the changing online
behaviour of Gen Z, who account for 40 per cent of global consumers as of
this year.

Some brands are already taking note. Nike launched a collection with
Fortnite in May 2019, with branded “skins” costing $13-18 and available to
the 250 million active users via a virtual drop. More recently, Louis Vuitton
became the first global luxury house to partner with an esport, launching a
collaboration with Riot Games’s League of Legends. The partnership features
virtual clothing collections sold within the game as well as physical apparel
and is designed by Vuitton womenswear creative director Nicolas Ghesquiére.

Creating virtual clothing inside games drives brand awareness as well as virtual
sales. Adidas, Champion and Nike have sponsored esports teams in recent
years, bringing their brands to an estimated 600 million esports viewers in
2020. Louis Vuitton and Prada have used Final Fantasy characters in editorial
campaigns.

Gen Z in emerging economies has come online in these markets at a time when
social media use is ubiquitous as is buying online, says Buckle. “What we have
found is that commerce, entertainment and social are fusing at the most rapid
rate in these territories. Again, it’s Gen Z driving that trend.”
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