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Employee Satisfaction and Job

Performance in the Accommodation

Sector: Basis for Human Resource

Plans A. Romasantat

Purpose: It is impossible to meet the guest's needs when employees come and go, and it is costly to find new employees to recruit. The study
aims to find ways of retaining employees while also investigating why they leave their jobs.

Design/Method/Approach: A descriptive-correlational method of research in a quantitative design was used to determine correlation between
variables. The study was highly accepted in terms of a Cronbach a = .988 which indicates an excellent index of reliability. Survey
questionnaires served as a tool to draw facts about employees’ satisfaction and employees’ level of job performance in the accommodation
sector.

Findings: The study revealed the existing relationship between employee satisfaction and job performance in the accommodation sector. Based
on the research findings, employee satisfaction is an important aspect that affects job performance and organizational success. Hence, the
accommodation sector may leap at a chance of increasing employee satisfaction since it is the best predictor of job performance in the
accommodation sector.

Theoretical Implications: This paper expanded the body of research on employee satisfaction in relation to Herzberg’s Theory: (1) hygiene factors
such as work environment, wages and benefits, and job security if they are not present at work will lead to dissatisfaction; (2) motivator
factors such as career and personal work will increase employee satisfaction; (3) employee satisfaction mediates relationship with job
performance.

Originality/Value: This research can act efficiently through an enhanced human resource plan providing an optimal balance of human capital
leading to increased productivity and retained quality employees.

Research Limitations/Future Research: This research opens avenues for future research on dynamic capabilities in the hotel sector.
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3aA0BO/IeHICTb NpaLiBHUKIB Ta
edeKTUBHICTb po60TH B ceKTOPpi
PO3MilL,eHHA: OCHOBA A/1 KaAPOBUX N/1aHIB

Apceni Pomacanma?
t/lazyHa yHigepcumem, ®iainniHu

MeTa po60oTH: HeMOK/MBO 334,0BO/ILHATU NOTPEBU KAIEHTIB, KoM
CMiBpOBITHUKM MPUXOAATH | 3BiNIBHAIOTBCA, @ MOLIYK HOBUX
cniBpobiTHUKIB A8 HaliMy o06xoauTbca  goporo. Meta
AOCNIAMKEHHA — 3HAUTK CNOCOBM YTPUMATK CriBPOBGITHUKIB, a
TaKoX 3'ACyBaTH, HOMY BOHM NMOKMUAAIOTL CBOT poboui MicuA.

Ausaitn/MeTtoa/Nigxia  AocnigKeHHAa:  ONMCOBO-KOPeALLiMHi
MeToamn A0CAIAXKEHHA B KinbKicHOMY Aun3anHi
BMKOPUCTOBYBA/INCA A/1A BU3HAYEHHA KOpeAL,ii MiX 3MIHHUMU.
[loc/iigKeHHA OTPMMaZno BMCOKY OLIHKY 3 TOYKM 30py a
KpoHbaxa = 0,988, L0 BKa3ye Ha BigMiHHUI iHAEKC HagiMHOCTI.
AHKeTM OMUTYyBaHHA C/AYryBa/M iHCTPYMEHTOM aasa 36opy
$aKTiB Npo 334,0B0/EHICTb CNiBPOBITHUKIB i iX PiBHI BUKOHAHHA
pob0TH B CeKTOPi PO3MiLLLeHHS.

Pesy/ibTatM gocnigKeHHA: [lOC/NiAXKeHHA BUABWIO  iCHYIOUMIA
B33aEMO3B'A30K  MiK  3340BO/IEHICTIO  CMIBPOBITHWKIB i
NPOAYKTUBHICTIO Mpali B CEKTOpi po3MilleHHA. 3rigHo 3
pe3y/bTaTamu AO0UliAKEeHHA 3a40BO/I€HICTb CMiBPOBITHUKIB €
BaX/IMBUM aCMeKTOM, LLLO BM/IMBAE Ha MPOAYKTMUBHICTb mpaLi i
ycnix opradisauii. OT)Ke, CeKTOp PO3MillleHHA MOXe MaTu
Be/IMKI LWAHCK Ha MigBULLLEHHA 3340BO/€HOCTI CniBPOBITHUKIB,
OCKi/IbKM BiH € HallKpaLLM NOKa3HWMKOM NPOAYKTUBHOCTI NpaLi
B CEKTOPi PO3MilLleHHS.

TeopeTuyHa LiHHICTb goc/igkeHHs: Lia cTaTTA poswmpuaa obcar
AOC/IAMKEHb 334,0BO/EHOCTI CMiBPOBITHWKIB B pamkax Teopil
Fepubepra: (1) ririeniuHi  dakTopW, Taki fAK pobouye
cepesoBuLe, 3apobiTHa n/iaTa, MiZbMW, @ TAKOXK rapaHTiA
3alHATOCTI, NpUBeAYTH 40 HE3340BO/IEHOCTI, AKLLO IX HEMAE Ha
pobouunx micusax; (2) daktopu moTuBaLii, Taki AK Kap'epa i
ocobucta poboTa, MigBuLLaTL 3340BO/1IEHICTb CMiBPOBITHUKIB;
3) 3a4,0BO/IEHICTb CniBPOGITHUKIB orocepesKoBYe
B3aEMO3B'A30K 3 NPOAYKTMBHICTIO NpaLi.

OpwuriHanbHicTb/LiHHICTL AociigeHHs: Lle pocigxeHHA Moxe
6yT™M eQpeKTMBHMM MpU HaABHOCTI MOAIMLWIEHOro naaHy
ynpaBAiHHA MNepcoHanoM, Lo 3abe3nevye ONTUMA/bHUIA
6asaHC /l0ACBKOrO  Kamitany, WO BeAe A0 MigBULLEHHA
NPOAYKTUBHOCTI i 36epeeHHo KBa/iPpikoBaHUX
CniBpoBITHUKIB.

Ob6mexKeHHA AocnigKeHHA/MaibyTHI AOC/IANKEHHA:
AOCAIAMEHHA  BiAKPWMBAE  MOX/AMBOCTI  A/A
AOC/NIAMXEHD  AMHAMIYHMX ~ MOX/IMBOCTEN B
PO3MilLleHHA.

Lie
MaibyTHIX
cekTopi

Tun cTaTTi: TeopeTU4HMiA

Katoyosi cnoea: po3millieHHs, CniBPOBITHUK,
NPOAYKTUBHICTb, Nt0ACbKi pecypcy.

33/4,0BO/IEHICTb,

OO

YA0B/1€TBOPEHHOCTb COTPYAHUKOB U
3¢ PpeKTUBHOCTL paboTbl B ceKTOpe
pasmelL,eHUA: OCHOBA A4/1A KagpOBbIX N/1aHOB

Apcenu Pomacanma?

t /lazyHa yHusepcumem, duauUNNUHs!

Lenb paboTbi: HeBO3MOXHO yA0B/NETBOPUTL MNOTPEBHOCTM
K/IMEHTOB, KOrga COTPYAHMKM MPUXOAAT U YBO/IbHAIOTCA, a
MOWUCK HOBbLIX COTPYAHWKOB A/1A Haiima obxoauTca goporo.
Llenb uccnegosaHma — HakTH CNocobbl yaepXaTb COTPY/AHUKOB,
a TaKXe BbIACHWTb, MOYEeMYy OHM MOKMAAIT CBOW paboune
mecTa.

Ausaitn/MeTog/Moaxos uccaeg0BaHnA: OnucartenbHo-
KOppe/ALMOHHbIE METOAbI UCC/1eA0BaHUA B KO/IMHECTBEHHOM
AM3aliHe WCMO/b30Ba/MCb ANA  OMNpeae/eHna  Koppenaumn
MeXay nepemeHHbiMU. McciegoBaHne MoO/Y4UnIO BbICOKYHO
OLLeHKY C TO4KM 3peHuna o Kpornbaxa = 0,988, 4To yKasbiBaeT Ha
OT/INYHBIA MHAEKC HafeXHOCTU. AHKeTbl Ompoca CIyXWin
MHCTPYMEHTOM AnA cbopa $akToB 06 ys0B/1€TBOPEHHOCTU
COTPYAHWUKOB U UX YPOBHE BbINO/NHEHUA paboTbl B CeKTope
pasmelleHuA.

Pesy/bTaThl uccnef0BaHuA: Wccnegosanne BbIABW/IO
CYyLLLECTBYIOLLYIO B3aMMOCBA3b MeXay Y/A0B/1€TBOPEHHOCTbIO
COTPYAHWKOB M MPOU3BOAMUTE/IBHOCTBIO TpyAa B CeKTope
pasmelyenma.  CorsacHo  pesysbTaTaM  WUCC/1eA0BaHuA,
YAOB/IeTBOPEHHOCTb ~ COTPYAHUKOB  AB/AETCA  BaXKHbIM
aCMeKToM, BAUAIOLLMM Ha MPOU3BOANTE/ILHOCTL TPy/Aa M ycnex
opraHusaumn. C1egoBaTe/IbHO, CEKTOP pa3MeLLeHUA MOXKeT
MMeTb 60/bluMe LaHChl HA MOBbILLEHUE Y/0B/1€TBOPEHHOCTH
COTPYAHMKOB, NMOCKO/IbKY OH AB/ATCA /YHLIMM NOKasaTe/nem
NPOU3BOAMUTE/IBHOCTM TPY/a B CEKTOPE pa3MelLLleHus.

TeopeTuyeckas LLeHHOCTb UCC/1EA0BaHMA: DTa CTaTbA pacluMpuia
obbem ncciea0BaHUi yA0BNETBOPEHHOCTU COTPYAHWUKOB B
pamkax Teopun [epubepra: (1) rurveHundeckue GaxTopsl,
TaKue Kak paboyas cpega, 3apaboTHas n/1aTa, /IbroThbl, @ TakxKe
rapaHT1A 3aHATOCTU, MPUBEAYT K Hey4,0B/1eTBOPEHHOCTH, e/
UX HET Ha paboumnx mecTax; (2) GakTopbl MOTUBALMH, TaKMe Kak
Kapbepa M /n4Has paboTa, MOBbLICAT YA0B/NETBOPEHHOCTb
COTPYAHWMKOB;  (3)  YAOB/ETBOPEHHOCTb  COTPYAHUKOB
onocpegyeT B3anMOCBA3b C NPOU3BOAUTE/IbHOCTBIO TPYAa.

OpUrMHa/ZIbHOCTB/LIEHHOCTb  UccegoBaHuA: JTO UCC/ea0BaHMe
MOMeT 6bITb 3PPEKTUBHLIM NPU HA/IMUUM Y/TYHLLIEHHOTO M/1aHa
ynpaB/ieHUA MepcoHanom, obecneumBaloLero OnTUMa/bHbIN
6asaHC 4e/10BEYECKOrO KanuTana, BeAyllero K MoBblLeHUo
MPOU3BOAUTE/ILHOCTU U COXPAHEHUIO KBa/UPULMPOBAHHbIX

COTPYAHWKOB.
OrpaHuyeHna uccaegoBanusa/bygyume  uccregoBaHuaA:  OTO
UCC/IeA0BaHWE  OTKPbIBAaeT BO3MONHOCTU AnA  Byayimx

UCCe0BaHUN  AMHAMMUYECKUX BO3MOXHOCTEN B CeKTope
pasmeLleHua.

Tun ctaTbu: TeopeTuyeckuii

Kntouesble c1oea: pasmelleHne, COTPYAHUK, YAOB/ETBOPEHHOCTD,
NPOU3BOAUTE/ILHOCTb, Ye/10BEHYECKUE pecypcbl.
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1. Introduction

n a consumer-facing industry, however, having staff come

and go makes it impossible to meet customers’ needs and

costly to find new employees to recruit. Unfortunately, the

hospitality industry relies on part-time and seasonal workers,
and it can be difficult to attract people who want to stay for the
long run. Businesses are now trying to find ways to keep their
employees while also considering out why they’re leaving. Experts
also understand that an industry willing to offer its employees
would have a ready structure to create job satisfaction. Increased
levels of job performance will increase workers’ eagerness and
optimistic feelings about their organizations, making them even
more eager to strive when performing their tasks and duties. An
article by Vincent S. Flowers and Charles L. Hughes in the Harvard
Business Review, on “why an employee stays”, hotel companies
have a higher turnover rate on the part of workers who have
abandoned work or demotivated their commitment to work
obligations. This may be related to the degree of work satisfaction
provided by the company. If employers treat their staff more like
hotel guests, complaints will be minimized, and employees will be
able to perform and give the best service to their guests (Flowers
& Hughes, 2020).

Theoretical Framework

essentially separates the concept of satisfaction from the

continuum into two separate spectrums. There are signs and

environmental stimuli that cause job satisfaction and certain
occurrences that cause job dissatisfaction. The hygiene factors are
those that are required for motivation to exist in the workplace.
However, if these factors are lacking or are not present at work, it
leads to dissatisfaction. In other words, hygiene factors at work are
reasonable and serve to pacify rather than dissatisfy employees.
Hygiene factors are maintenance factors that help to avoid
dissatisfaction recognized in the workplace scenario. These factors
represent the physiological requirements that an individual
expects to meet. Hygiene considerations include a pay structure or
wage structure, company policies and administrative policies,
benefits, physical working conditions, work status, interpersonal
relations, and job security. Meanwhile, hygiene factors cannot be
considered motivators. Positive satisfaction is gain as a result of
motivating factors. These are inherent tasks. Employees are to
perform at a higher level because of these factors. These
components are known as satisfiers that influence job
performance. The motivators represent psychological needs to
provide additional benefits, such as recognition, a sense of
accomplishment,  opportunities  for  advancement, job
responsibility, and the job itself.

: he two-factor theory suggested by Frederick Herzberg

Statement of the Problem

1. What is the level of employee satisfaction as assessed by the
employees of the accommodation sector in Santa Cruz, Laguna in
terms of: (1) Workplace Environment; (2) Career Development;
(3) Wages and Benefits; (4) Personal work; and (5) Job Security?

2. What is the level of job performance as assessed by the
employees of the accommodation sector in Santa Cruz, Laguna in
terms of: (1) Quality of Work; (2) Customer Service Skills;
(3) Initiative;  (4) Knowledge, Skills and Abilities; and
(5) Inclusiveness?

3. Is there a significant relationship between the level of employee
satisfaction and the level of job performance in the
accommodation sector of Santa Cruz, Laguna?

4. Based on the findings of the study, what human resource plan
may be proposed?

O

Hypothesis

employee satisfaction and the level of job performance in the

here is no significant relationship between the level of
@accommodation sector of Santa Cruz, Province of Laguna.

2. Literature Review

2.1. Employee Satisfaction

books, other related reading materials, and internet sources

in which the researcher found it necessary and beneficial to

provide an in-depth discussion of the study issue. In terms of
maximizing human resource potential, job satisfaction is becoming
increasingly important. There are several compelling reasons for
researchers to place a greater emphasis on job satisfaction.
Employees, first and foremost, deserve to be treated fairly and
with respect. Job satisfaction is a strong predictor of both
emotional and physical health. The second reason is that job
satisfaction can influence employee behavior, which can affect
organizational performance. It could be an indication of how well
businesses are operated. Employees who are dissatisfied with their
jobs are more likely to deliver substandard service. Other research
has linked job satisfaction to a variety of factors, including optimal
work arrangements, the ability to actively participate in decision-
making, effective communication between employees and
supervisors, and the ability to freely express one's opinion.
According to Bayargelik and Findikli (2016) on the Mediating Effect
of Job Satisfaction on the Relationship Between Organizational
Justice Perception and Intention to Leave, it was justified that to
satisfy employees and stay competitive, a company must put effort
into creating a positive work environment for its employees
because an employee who is satisfied with their job is more likely
to stay with the company. Employees with a high level of career
adaptability are more likely to achieve greater career satisfaction,
according to Guan et al. (2015) and a high level of career satisfaction
leads to a low turnover intention. Workers, on the other hand, are
less likely to quit when it comes to promotion because they believe
their managers groom them for higher positions. After all,
employees with greater job adaptability also experience greater
satisfaction and are less likely to leave the organization (Chan &
Mai, 2015). Consequently, the factors that affect job satisfaction
and performance increase customer satisfaction. Similarly, Shikha
(2017), stated that employees are more likely to stay with a
company if they believe the company is concerned about their job
continuation and security. Employee commitment increases
because of job security, with long-term employees demonstrating
a stronger sense of loyalty. Customer satisfaction and, ultimately,
hotel revenue are dependent on the quality of services provided,
which is dependent on the employees serving them, according to
Zhang and Enemark (2015). Hotel managers should use incentives,
rewards, and bonuses to motivate their employees to perform
well. Furthermore, employees and managers have revealed that
even those employee performances in the hotel industry are
influenced by rewards, incentives, career growth, and the work
environment. Additionally, the effect of compensation for
performance using a quantitative research method, allowances,
incentives, benefits, and wages influences employee's
advancement toward job completion. Personal work statuses
within  organizations also discovered that a complete
understanding of how role clarity emanates from different
organizational levels helps prevent poor job performance and
other harmful consequences of ambiguous role expectations
(Darma & Supriyanto, 2017). Furthermore, Wang, Lu, and Siu (2015)
revealed that increased feelings of job insecurity corresponded to
low levels of job performance in their study of the relationship
between job insecurity and performance. Increased job insecurity
first resulted in fewer positive feelings about work, which is a
component of engagement. These feelings only became a

:: his chapter takes into account the relevant studies from
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hindrance to actual job performance after that. It means that just
because job insecurity exists does not mean that it is unavoidable.

2.2. Job Performance

priority organizational goal. For an organization, to achieve a

high level of performance advancement or highly satisfied

work force is necessary. According to Maung and Walsh
(2018), the service industry's mission is to provide the highest
quality of work and hospitality standards that all service providers
share to achieve the company's mission by retaining their assets -
employees' knowledge and skills. As a result, the highest level of
work has been produced and delivered to visitors (Ghebregiorgis,
2018). Employee performance in the service industry is critical,
according to Ghebregiorgis, who wrote an article for the
International Journal of Research Business Studies and
Management called Factors Influencing Employee Performance in
Hotel-A Comparative Study of Government and Privately Owned
Hotels in Eritrea, examined that the overall profitability of hotels
depends on the level of service provided to customers. The primary
concern of hotels according to Shikha (2017) is to motivate
employees in their endeavors. Likewise, Pawirosumarto, Sarjana,
and Muchtar (2017) claimed that motivation and discipline are some
of the characteristics that are strongly associated to job
performance in organizational management. In connection, an
exploratory analysis on business management and economics,
testing the relationship between work satisfaction, job efficiency,
and employee engagement stated that happy workers are
beneficial to their organizations because they perform better and
contribute to the overall objectives and progress of an
organization, as opposed to unhappy employees, who are
considered a burden for any organization (Shmailan, 2016).
Relatively, there is no denying how work environment factors have
played arole in developing a balance of work and life of employees
within the organization. According to the findings of their study,
organizational social support and organizational citizenship
behavior are the dimensions that influence the work
environment's stability. It also aids managers in ensuring that the
factors are implemented to increase employee productivity and
retain human capital. It has also strategized convenient facilities
and strengthened the relationship between employers and
employees (Razak, Ma'amor, & Hassan, 2016). Moreover, through a
better sense of meaningful guest encounters, Sgrensen and Jensen
(2015) discovered practices in changing service delivery to a more
experiential approach. The discovery of methods in transforming
service delivery to a more immersive approach provides several
benefits to hotel staff, including an enhanced understanding of
visitors, a better sense of timing, more guest engagements, and
meaningful encounters. The study found that some of the
knowledge gathered from experience exchanges resulted in rapid
improvements in guest experiences. According to the viewpoint,
service encounters should be translated into experiencing value
for visitors while also improving knowledge generation about
consumer expectations. In addition, diversity climates, as
characterized by an appreciation of individual differences and the
adoption of practices to advance underrepresented groups,
according to McCallaghan, Jackson, and Heyns, are likely to increase
job satisfaction and commitment to the company (International
Labor Organization, 2019). More importantly, Li et al. (2020)
workforce diversity management contributes to a job match,
which leads to employee satisfaction and job performance.
Individual differences and the adoption of practices to advance
underrepresented groups, according to Paul Merchant (n.d.), are
likely to increase employees' job satisfaction and commitment to
the company, and organizational practices may not only prohibit
discrimination but also encourage intercultural initiatives such as
cultural programs and forums.

:: ncreasing productivity and efficiency has always been a high-
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3. Methodology

he study employed the descriptive-correlational methods of
<[>research. The data was gathered through 4 Point Likert

scaling-survey questionnaires that served as a stool to draw

facts about employee satisfaction and job performance in the
accommodation sector. The study employed Rao Soft with a five
percent (5%) margin of error and (95%) level of confidence. Because
of the specificity of the concept, the researcher used a purposive
random sampling technique to meet the goal of positively
impacting satisfaction and performance. There were seventy-six
(76) employees from selected lodging businesses of hotels and
resorts within the accommodation sector of Santa Cruz, Province
of Laguna, Philippines. The survey tool was validated by experts in
the field of educational management, statistics, and research and
was highly accepted in terms of a Cronbach a of .988 which
indicated an excellent index of reliability. The researcher personally
located the lodging facilities and communicated to the human
resource offices and employees to ask permission to conduct the
survey through electronic mailing and interviews. Valid responses
from the employees were collected and converted into numbers to
allow statistical analysis of these numbers, revealing the
relationship of the variables. The extracted data were treated using
a Weighted Mean and Goodman and Kruskal’s Gamma Correlation
to determine the relationships between two variables.

4. Results and Discussions

4.1. Level of employees’ satisfaction in the
accommodation sector of Santa Cruz, Laguna

mployee satisfaction is critical to any company's or
@organization's success. Employees' commitment to the

company will increase if they are satisfied and happy with

their management and workplace environment and put forth
the best efforts in their work to help the company succeed.
Employee involvement in enhancing the workplace environment is
fundamentally based on a shared responsibility culture for the
workplace culture and improvements. Employers should not lead
employees to believe that they are solely responsible for their job
satisfaction. It is the responsibility of everyone to keep employees
happy. Similarly, it is nearly impossible to avoid adverse trends
without measuring and understanding how to measure the level of
employees' satisfaction. In either case, failing to assess employee
satisfaction can result in discontented, disengaged employees who
are less committed to their jobs and, in essence, the company's
goals and mission. Tab. 1 shows that the workplace environment is
the most important factor in employee satisfaction, while job
security is the least important factor. It indicates that the
employees in the accommodation sector are positively connected.
As seen and discovered by the study, team spirit, collaboration, and
a positive environment encourage the life and balance at work. On
the contrary, because job security has the lowest average mean, it
is worth noting that the findings are not as straightforward as
increased job insecurity leading to lower performance. Increased
job insecurity is associated with a decrease in fewer work-related
positive feelings, which is an important component of job
engagement. It means that just because job insecurity is a reality,
it does not mean that poor performance is sure to happen.
Employees in the service industry can still be optimistic about their
jobs and working conditions.

In terms of the workplace environment, it has an average mean of
3.02 that is interpreted as MS. The statement “I feel like | am
trusted in my own decisions about my job” has the highest mean of
3.14 whereas the statement“The company encourages and
supports a healthy work-life balance” has the lowest mean of 2.86,
which are both interpreted as MS. This evidence indicates that
employees completely contribute their abilities to organizational
goals within their work environment, and that the company
effectively assists employees in maintaining good organizational
effectiveness.
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Table 1: Summary of Mean Results on Employee Satisfaction

Employee Weighted Verbal Rank
Satisfaction Mean Interpretation
Workplace 3.02 MS 1
Environment

Career Development 3.01 MS 2
Personal Work 2.99 MS 3
Wages and Benefits 2.99 MS 4
Job security 2.86 MS 5

Legend:

3.25-4.00 Highly Satisfied (HS) 2.50-3.24 Moderately Satisfied (MS)
1.75-2.49 Sometimes Satisfied (SS)  1.00-1.74 Not Satisfied (NS)
Source: developed by the author

In terms of career development, it has an average mean of 3.01that
is interpreted as MS.The statement “l have the training and
support to do my job right.” has the highest mean of 3.08, while the
statement “My manager assists me in identifying my training and
development needs” has the lowest mean of 2.81, which are both
interpreted as MS. It was determined that the employee's
satisfaction with his/her position in the company, culture, and work
environment contributes to the employee’s job satisfaction and
career advancement. Thus, meeting employees' career
development needs will play a significant role in employee job
satisfaction.

In terms of Personal Work, it has an average mean of 2.99,
interpreted as MS.The statement“l focus on problem-solving
instead of fault-finding” has the highest mean of 3.10, while the
statement “Overall, my workload is reasonable.” has the least mean
of 2.84, which are both interpreted as MS. As reflected, it implies
that work clarity is manifested in employee duties and descriptions,
where interpretation of roles and responsibilities are the key to
providing excellent services to guests.

In terms of Wages and Benefits, Tab. 1 shows an average mean of
2.89 that is interpreted as MS. The statement “I am compensated
fairly for the work I do.” has the highest mean of 3.00, while the
statement “I am satisfied with the increases in compensation” has
the least mean of 2.60, which are both interpreted
as MS. Concerning that, it was revealed that allowances,
incentives, benefits, and wages influenced the overall employee's
satisfaction and advancement towards job completion and
performance. Generally, hotel managers should use incentives,
rewards, and bonuses to motivate their employees to perform
well.

In terms of Job Security, it has resulted in a general average mean
of 2.86, interpreted as MS.The statement“My job gives me
opportunities to be creative and imaginative in my work.” has the
highest mean of 2.99, while the statement “The perception of job
security positively affects job performance” has the least mean of
2.75, which are both interpreted as MS. It connotes that employees
in the accommodation sector are given the freedom to be creative,
and their perception of security has a direct impact on their job
performance. Evidence signifies that having more satisfied
employees will lessen the chance of employee turnover and
increase the employee's efficiency and productivity. The findings
are not as simple as increased feelings of job insecurity leading to
decreased performance. Thus, increased job insecurity first results
in fewer work-related positive feelings, a component of job
engagement. Only then do these feelings hurt actual job
performance. It means that the mere existence of job insecurity
does not imply that it is unavoidable.

4.2. Level of Job Performance in the
accommodation sector of Santa Cruz, Laguna

n the hospitality industry, achieving a high level of
performance through productivity and efficiency has always

been a top priority. Satisfied workforce is a must for an
organization to achieve high levels of performance advancement.
Worker satisfaction encourages them to put forth higher effort in
their jobs, and as a result, they work harder and better. Thus, to
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maintain the company's well-being, every business strives to create
satisfied workforce. Individual employees' efficiency and
effectiveness, on the other hand, are critical to the organization's
overall performance. Hence, to achieve high organizational
productivity, every organization places a high value on individual
employee performance. As shown in the table below, Customer
service skills are the highest indicator of performance in the
accommodation sector, while Knowledge, Skills, and Abilities have
the lowest average mean. It means that employees are at their best
when it comes to customer service, which is extremely beneficial
in the hospitality industry. Customer service is the backbone of the
hospitality industry, and if a company fails to provide the quality of
service needed, sales of products and services will suffer as a
result. On the other hand, customer service skills in the
accommodation sector are clearly observed. However,
Knowledge, Skills and Abilities mean results are low, implying that
the sector should focus on improving the required knowledge and
skills within the organization by implementing skills training or
workshops. The summary of the mean results on employee
satisfaction in the accommodation sector is shown in Tab. 2.

Table 2: Summary of Mean Results on Job Performance

Job Performance Composite Verbal Rank
Mean Interpretation

Customer Service Skills 3.03 G 1
Initiative 3.02 G 2
Quality of work 3.01 G 3
Inclusiveness, 2.98 G 4
Knowledge, Skills, and 2.94 G 5
Abilities

Legend:

3.25-4.00 Very Good (VG) 2.50-3.24 Good (G)

1.75-2.49 Fair (F) 1.00-1.74 Poor (P)
Source: developed by the author

In terms of Customer Service skills, it has garnered an average
mean of 3.03, interpreted as G. The statement “Employee adjust to
changes in job, stress, deadlines, and assignments with little
difficulty” has the highest mean of 3.09, while the
statement “Employee cooperate well with colleagues and other
team members within the workplace to achieve goals.” has the least
mean of 2.88, which are both interpreted as G.As a possible
consequence, revealing that employee performance is more
beneficial in the service industry because employees have direct
contact with customers, and they are the hotel employees who
please the customers. The level of service and customer service
provided to customers dictates the hotel's overall profitability.
Furthermore, whether individual or partial has a positive and
significant effect on employee performance - if employee
motivation is high, so the job performance in carrying out
obligations and duties is high as well, and vice versa.

In terms of Initiative, it has garnered a composite mean of 3.02,
interpreted as G. The statement “Employee monitors own work to
ensure quality” has the highest mean of 3.15, while the
statement “Employee takes responsibility for resolving difficult or
complex service requests” has the least mean of 2.88, which are
both interpreted as G. This indicates that employees are able to
foster cooperation and take ownership of resolving difficult or
complex service requests. It also connotes that employees' ability
to see something that needs to be done and decide to do it of their
own free will, rather than being told to do it by someone else. It
was discovered that happy employees demonstrate initiatives and
contribute to the overall objectives and progress of the
organization, as opposed to unhappy employees, who are
considered a burden in the sector. Thus, the initiatives help the
sector recognize the employees’ behavior and are considered a
must-practice to improve employee work performance and
productivity.

As can be gleaned from Tab. 2, the level of job performance in
terms of Quality of work, has garnered an average mean of 3.01,
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interpreted as G.The statement “Employee meets required
deadlines” has the highest mean of 3.08, while the
statement “Employee monitors own work to ensure quality and
apply feedback to improve performance” has the least mean, of 2.91
which are both interpreted as G. Employees in the accommodation
sector are aware of the importance of prioritizing deadlines that
are needed to be re-negotiated in order to fully complete work,
and they are able to monitor their work to ensure quality and apply
feedback to improve their performance, according to the findings.

In terms of inclusiveness, the above table clearly shows the
garnered average mean of 2.98, interpreted asG.The
statement “Employee educates others on the value of diversity” has
the highest mean of 3.16, while the statement “Employee treats
everyone with respect, dignity, consideration, and sensitivity for
cultural differences.” has the least mean of 2.79, which are both
interpreted as G. The results revealed that employees are well
educated in terms of the value of inclusiveness and diversity. As a
response, diversity climates are more likely to increase employee
job happiness and commitment, as well as contribute to a better
understanding of how workforce diversity management improves
job match, which leads to job satisfaction and performance. The
findings assumed that employees in the accommodation sector
will have a unique opportunity to learn more about new cultures
and improve their interactions with guests of various cultures,
religions, races, ages, genders, sexual orientations, and colors,
enabling the sector to enforce anti-discrimination policies and
encourage interdisciplinary collaboration.

In terms of Knowledge, Skills, and Abilities, the mean results show
an average mean of 2.94, interpreted as G. The statement
“Employee displays understanding of how job relates to others and
uses resources effectively” has the highest mean of 3.13, while the
statement “Employee proficiently organizes and presents difficult
facts and ideas orally and writing” has the least mean of 2.76, which
are both interpreted as G. The table signifies that employees take
action in seeking or asking questions to address and discover
needs. The findings revealed that employees' current solutions are
in line with the sector's service goals. Knowledge, skills, and
abilities are observed and manifested in the work environment,
and that employees are aware of the competencies needed in their
jobs and act in a variety of situations completing the tasks
competently.

4.3. Significant relationship between the level
of employees’ satisfaction and the level of job
performance in the accommodation sector of
Santa Cruz, Laguna

is based on the two-factor method developed by psychologist

Frederick Herzberg, which looks at job satisfaction, its

determinants, and employee performance. For a long time,
businesses and organizations have been looking for ways to boost
employee productivity and, as a result, profits. The study has
looked into the subject of human motivation to learn more about
what motivates people to work. Since the two-factor theory of
motivation is used to investigate elements that are associated with
satisfaction among employees of the accommodation sector,
there are five (5) identified principal indicators of satisfaction in the
accommodation sector (Tab. 3): workplace environment, career
development, wages and benefits, personal work, and job security.
In the accommodation sector, the researcher discovered that
hygiene factors such as work environment, wages and benefits,
and job security, if they are not present at work, will lead to
dissatisfaction while improving motivator factors such as career
and personal work will significantly increase employee satisfaction.
In general, this concept of motivation from various functional
perspectives theorizes how motivation is carried out effectively
and how it affects employee job performance.

:: o begin with, keep in mind that the study's theoretical model
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The relationship between job satisfaction and performance has
been part of in-depth and disparate studies in Human Resource
Management (HRM) for many decades. The study confirmed the
existence of a link between job satisfaction and employee
performance in the accommodation sector. The results identified
5 points of view concerning this relationship: (1) Workplace
environment has a significant relationship with employee
performance in terms of Customer Service Skills, Knowledge,
Skills, and Abilities, and Inclusiveness; (2) Career development has
a significant relationship with employee performance in terms of
Customer Service Skill, Initiative, Knowledge, Skills, and Abilities,
and Inclusiveness; (3) Wages and Benefits have a significant
relationship with employee overall job performance; (4) Personal
work has a significant relationship with employee performance in
terms of Knowledge, Skills, and Abilities and Inclusiveness.;
(5) Job security has a positive and significant relationship with
employee performance in terms of Quality of Work, Initiative, and
Knowledge, Skills, and Abilities. The study suggested that detailed
and easy-to-understand Human Resource Plans focused on
Workplace Health and Safety, Skills Training, and Retention
Programs are necessary for the human resource professionals,
owners, and managers to help boost satisfaction and job
performance in the accommodation sector of Santa Cruz,
Province of Laguna.

5. Conclusions

ased on the findings, the highest predictor of employee
satisfaction in the accommodation sector is the work

environment, and the lowest is Job Security. It implies that

the accommodation sector visibly promotes a healthy work-
life balance and that the employees feel that they contribute to
the organization's goals and success. Hence, the accommodation
sector may increase employee satisfaction by establishing
cooperative and collective norms in which people promote the
good of all rather than their own needs, thereby increasing
employees' sense of belonging and collectivism. And since Job
security is the lowest predictor of employee satisfaction, the
accommodation sector may interact with the employees more
often and communicate about views, expectations, and plans as
clearly as possible.

On the other hand, the highest predictor of job performance in the
accommodation sector is Customer Service Skills, and the lowest
is Knowledge, Skills, and Abilities, revealing that employees in the
workplace demonstrate the ability to adjust to changes and adapt
to surroundings with little difficulty. And since Knowledge, Skills,
and Abilities are the lowest predictors of job performance and
thus have the lowest impact on employee satisfaction, the
accommodation sector may enable the acquisition of knowledge
and offer skills training and workshops to improve job
performance and increase trained employees.

The null hypothesis stating that there is no significant relationship
between the employee satisfaction and job performance is
rejected. And since the study revealed its existing relationship, an
action plan may be performed by the human resource
professionals, managers, and owners in the accommodation
sector for them to be guided accordingly with the guidelines and
processes, fundamentally enabling a realignment of plans
towards the improvement of human capital. These plans are
mainly focused on the Workplace Health and Safety Programs such
as team building activities, health wellness, psycho-social
environment programs, and safety training courses that will
transform team cooperation and collective norms, where people
are focused on the good of all instead of their own needs. More
importantly, it will improve an employee's work-life balance and
increase growth. Additionally, the sector may also commit to
increasing job performance through Skills Training and Workshops
concentrated primarily on Product Knowledge Seminars, and Soft
Skills Training and Workshops adding value to the quality of
service and empower employees with what they aim to achieve
and, encouraging them to propel in the given direction with much
passion. Fundamentally, these plans will provide an optimal
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balance of human capital more closely with business strategies.
Lastly, the sector may consider compensations and job
enrichment programs to motivate employees to achieve a high

level of performance while also reducing employee absenteeism,
increasing productivity, and retaining quality workers.

Table 3: Test of significant relationship between the Level of Satisfaction and Level of Job Performance

Variables Gamma-Value  P-Value Tabular Decision
Workplace Environment

Workplace Environment versus Quality of Work .055 .627 .050 Ho
Workplace Environment versus Customer Service Skill .564 .000 .050 Ha
Workplace Environment versus Initiative 151 182 .050 Ho
Workplace Environment versus Knowledge, Skills and Abilities 221 .049 .050 Ha
Workplace Environment versus Inclusiveness .269 .016 .050 Ha
Career Development

Career Development versus Quality of Work 188 .095 .050 Ho
Career Development versus Customer Service Skill 477 .000 .050 Ha
Career Development versus Initiative .288 .010 .050 Ha
Career Development versus Knowledge, Skills and Abilities .380 .001 .050 Ha
Career Development versus Inclusiveness 445 .000 .050 Ha
Wages and Benefits

Wages and Benefits versus Quality of Work .502 .000 .050 Ha
Wages and Benefits versus Customer Service Skill 276 .013 .050 Ha
Wages and Benefits versus Initiative .430 .000 .050 Ha
Wages and Benefits versus Knowledge, Skills and Abilities .438 .000 .050 Ha
Wages and Benefits versus Inclusiveness .298 .000 .050 Ha
Personal Work

Personal Work versus Quality of Work .026 .818 .050 Ho
Personal Work versus Customer Service Skill 164 145 .050 Ho
Personal Work versus Initiative 160 156 .050 Ho
Personal Work versus Knowledge, Skills and Abilities 344 .002 .050 Ha
Personal Work versus Inclusiveness 244 .029 .050 Ha
Job Security

Job Security versus Quality of Work 479 .000 .050 Ha
Job Security versus Customer Service Skill .050 .661 .050 Ho
Job Security versus Initiative 271 .015 .050 Ha
Job Security versus Knowledge, Skills and Abilities .258 .021 .050 Ha
Job Security versus Inclusiveness .205 .068 .050 Ho

Source: developed by the author

Future research may also include other program development
tools, such as the Strategic Planning process, which begins with an
assessment of current staffing and ends with an evaluation of how
well the organization meets its goals in areas such as production,
profit, and employee retention.
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Peanisauia cTparerii: Y4 Ma€ 3Ha4YeHHA
iEpapxiyHa Ky/bTypa B /liLleH30BaHUX
npodeciiiHux ToBapucTBax B CxigHii

Adpumui
EHH HOwcazit

Bi3Hec-wkona YaHoapis, MinHapooHuli yHisepcumem
CLIA - Adppuka, Halipobi, KeHis

MeTa poboTu: [laHe A0CiAMKEHHA CMPAMOBaHE Ha BCTAHOB/IEHHA

iepapxii i cTpaTeriYyHMx B3AEMWMH B  3apEECTPOBAHMUX
npodeciiiHnx opraHisauinax B KeHii.
Auzaiin/MeToa/Niaxia AOC/IAKEHHSA: 3anexHa 3MiHHa

BMMIpIOBaZiacA 3a AOMOMOrol0 peasisauii MoNITUKK, OLIHKK
pecypcis i moTuBaLjii. KyabTypa iepapxii Ak He3aznexHa 3miHHa
BMMIpPIOBa/acA Yepes AOMIHYHOHI XapaKTePUCTUKM | yNpaBiHHA
CniBpobiTHUKamu.  BuUKOpUCTOBYIOHM  MiAXig — OnNMCOBOro
AV3alHY, B AOC/iAKeHHi 6y10 oTpuMaHo 132 BiAnoBigi 3
LiZIbOBMX 168 B npodeciitHnx opraHisauiax KeHii. Y gocaigmeHHi
Oyna cTBOpeHa Hy/bOBa TrinoTesa AAA  nepesBipku 3
BMKOPUCTaHHAM Mogei AiHilHOT perpecii ana BCTaHOB/EHHA
B33a€EMO3B'A3KY MiXK 3a/1€KHUMU | HE3a/1€XKHUMU 3MIHHUMU.

PesysbTath pAochigkenHa: /A  iepapxidyHux nobygos 6yn0
BCTAHOB/IEHO, L0 iCHYE 3HavyLla KOope/ALia Mix peasisauieto
cTpaTerii i AOMIHYHOUYMMU XapaKTepUCTUKamMm r = 0,316, p <0,05
3 KepyBaHHAM CniBpobiTHMKamu r = 0,288, p <0,05.

TeopeTuyHa LiHHICTb gocaigKeHHA: LA ctatTa poswmpuia obcar
AOCNiAMKEHb OpraHi3aLiHOl Ky/bTypH, NMOKasaBsLUM, WO iCHYE
3HAYHMI B3AEMO3B'A30K MiXK Ky/IbTYpOtO iepapxil i peasizauieto
cTpaTerii, NMPUYOMY AK AOMIHYIOHI XapaKTepUCTUKKM, TaK i
ynpaBAiHHA CMiBPOGITHUKAMU  €MOHCTPYIOTb  MO3UTUBHUIA
BM/IMB Ha L BiAHOCUHM.

OpwuriHanbHicTb/LiHHICTb goc/igKeHHs: Lie 40C/iagKeHHsA NOKa3yE,
o Haibisbl ycnilHi Ha PUHKY OpraHisauii mMaloTb CUAbHY
iepapxiuHy Ky/bTypy B CBOEMY cepeaoBuLLi. OTe, npodeciitHi
OpraHu MOBWHHI MaTK AK MiHIMyM MexaHi3m 3abe3neveHHs
iepapxi4HOi Ky/AbTYpH BCepeAUHi OpraHisadii.

ObmerKeHHA AocAigxReHHA/Maitby THi AOC/iAKEHHA: B
AOCNIAMKEHHI po3raAganaca /ule 3B'A30K MK Ky/bTyporo
iepapxii i peanisauieto ctpaterii. Y mMalbyTHIX gocaigxeHHAX
i, BMBYMTM B3aEMO3B'A30K M peasisauieto crpaterii i
{HLUMMM acneKTaMu opraHisayiiHoOT Ky/IbTypu.

Tun cTatTi: EMnipuunHmit

Katouoei cnoea: ctpaTeriyHe BNpoOBagKeHHsA, iEpapxivHa Ky/bTypa,
npodeciiiHi opranisaui, KeHis.
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Peanusauua ctpaternm: UmeeT /M 3Ha4eHUe
nepapxuyeckas Ky/bTypa B
/IMLLEH3UMPOBaHHbIX NPOPECCUOHANBHBIX
obuiectBax B BoctouHoit Appuke

3HH Homwcazu

BusHec-wkos1a YaHdapus, MexdyHapooHeil yHusepcumem
CLUA - Adppuka, Halipobu, KeHus

Lenb paborbi:  [laHHOE  WCC/e40BaHME  HAMpaB/eHO  Ha
yCTaHOB/I€HUe nepapxuu 4 CTpaTern4eckmx
B3aMMOOTHOLLEHUM B 3aperncTpMpoBaHHbIX

npodeccMoHa/ibHbIX OpraHu3aLmax B KeHuu.

Aunsaitn/MeTtog/Moaxos uccieaoBaHuA: 3aBUCMMAn NepemeHHasn
u3mepAnacb MOCpPeACTBOM peanunsauuu MoAUTUKM, OLLEHKM
pecypcoB v MoTuBaL UK. Ky/bTypa epapxuu Kak He3aBucumas
nepemMeHHas u3mepaAnach Yyepes AOMUHMPpYIOLLME
XapaKTepUCTUKU W YNpaB/ieHUe COTPyAHUKaMU. Mcrnosb3ya
NOAXOA, OnMUCaTe/sbHOro Au3aiiHa, B MCC/IeA0BaHWMKM  6bi10
No/y4eHo 132 OTBeTa U3 Lje/neBblX 168 B NpodeccroHabHbIX
opraHusauuax Kexuu. B ucciegosannm 6bi1a co3gaHa Hy/sesas
runoTesa A/1A MpOBEPKM C UCMO/1b30BAHUEM MOAE/UN /IMHENHOM
perpeccuM  AAA  YCTAHOB/IEHWA  B3aMMOCBA3U  MeXAy
3aBUCMMBIMU U HE3ABUCUMBIMU NepEMEHHBIMU.

Pesy/bTaThl uccaegoBaHus: [/19 MepapXMYECKUX MOCTPOEHUI
6bl/10 YCTAaHOB/IEHO, YTO CYLLECTBYeT 3HauyMmas KoppenAuus
MeXAy peanusauueii CcTpaTeruM U AOMUHWPYIOWMMHU
XapaKTepucTukamu r = 0,316, p <0,05 C yrnpaB/ieHUeMm
COTpyAHUKamu r = 0,288, p <0,05.

TeopeTuyeckas LLeHHOCTb UCC/IEA0BaHMA: JTa CTaTbA pacluMpuia
06beM UCC1eA0BaHUI OPraHU3aLMOHHOM Ky/IbTypbl, MOKa3as,

4YTO  CyLIeCTBYeT 3HauuTe/IbHasAs  B3aUMOCBA3b  MEXAY
Ky/IbTYpOVi MepapXxuu 1 peanusalueit cTpaTeruu, npuyem Kak
AOMUHUPYIOLIME  XapaKTepUCTWKK, Tak W ynpas/eHue

COTPYAHUKaMM 4@MOHCTPUPYIOT MO/IOKMUTE/IbHOE B/IMAHME Ha
3TV OTHOLUEHMUA.

OpuUrMHasbHOCTb/LleHHOCTb  McciegoBaHMA: JTO UCC/1eA0BaHKUe
riokasblBaeT, 4TO Hanbo/liee ycrellHble Ha PbiHKE OpraHu3aLum
MMEIOT CU/IbHYIO MepapXMHecKylo Ky/bTypy B CBOel cpege.
CneposaTenbHO, NPOdeCCMOHabHbIE OpraHbl 40/1KHbI UMETb
KaK MWHMMYM MexaHusm obecreyeHnsa unepapxu4ecKoit
KY/IbTYpbl BHYTPY OpraHusaumuu.

OrpaHuyenna  ucciegoBanua/byayume  ucciegosanus: B
1cc/1eq0BaHMM  PacCMaTpuBasacb TO/BKO  CBA3b  MeEXAy
KYy/IbTYpOW Mepapxuu 1 peasnunsauuein ctpaterin. B 6ygyuimx
MCCAeq0BaHUAX — CleAyeT  M3Yy4WTb  B3aMMOCBA3b  MeXay
peanusaupueit cTpaTterun M APYrMUMM  acrieKTamu
OpraHU3aLMOHHOM Ky/IbTypbl.

Tun cTaTbn: SMNMPUHECKHIA

Kntouesble cn108a: cTpaTernyeckoe BHegpeHWe, MepapxuyecKas
Ky/IbTypa, NpOodpeccroHa/bHble OpraHusanum, KeHus.
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1. Introduction

n organizational culture evolves around the survival of

specific and gradual mix of leadership, strategy and daily

activities that focus on circumstances to run an organization.

As such, an organization culture is simply the self-sustaining
pattern of behaviour that determines how things are done
(Katzenbach, Oelschlegel & Thomas, 2016). Specifically, the
transformation of culture requires value, behaviour and shared
vision that aims at focusing people on goals for the achievement
and sustainability of organization performance. In a business
environment setting, the achievement of goals arising from day-to-
day activities is fundamental. The proven path towards achieving
goals is through a strategic plan and its implementation. This
implies that a modern organization has to set strategies that have
to be implemented to achieve its success. However, this strategy
implementation is not just achievable through any environment
and hence the need to call for specific organizational culture
dimensions that help in achieving the organization’s strategy. The
organizational culture is therefore an important means of
corporate strategy implementation. In view of this, while
developing and executing a successful strategy within institutions,
the organizational culture must fully be aligned with the strategy.
The hierarchical culture is one of the commonly practiced culture
dimensions. From the various studies carried around it, there is
need to explore more on the relationship between this dimension
of culture and strategy implementation. This paper used
professional bodies in Kenya as a field practicing strategy planning
to test the relationship between the hierarchical culture and
strategy implementation.

Professional bodies in Kenya have embraced strategy planning and
implementation as a means of achieving their organizational goals.
However, the global success stories about strategy
implementation have not fully translated into success for
professional bodies leading to the suggestion that it might all be in
the culture adopted. Specifically, out of the four-dimensional
cultures as propagated by Cameron and Quin (2006), the
hierarchical culture is most witnessed in professional bodies in
Kenya. The study thus sought to answer the key question, “does
the hierarchical culture in Kenya Professional bodies influence
positive strategy implementation?”

2. Theoretical Background

strategy directs organizational operations towards
@perfcrmance thatis action based (Awino, Njeru & Adwet, 2017).

This has the implication that core business requires specific

activities that forecast the continuation and successful
implementation of plans retaining the existence of the
organization in a competitive stature. Similarly, methods geared
towards ensuring the activities that have a lasting impact have to
be tailored in such a way that management feels responsible for
any failures both in the past and present. According to Reddy
(2017), this specifically points to good allocation of resources in
which plans have to be executed with optimal utilization of all
related units of production. On the contrary, modern organizations
have devised some ways of getting plans implemented with hired
resources and measures that can be benchmarked across several
business organizations. All these call for a positive approach to the
strategy empbhasizing the popularity of strategic planning with a
view to attracting more scholars to spread both theories and
practices of strategy implementation in terms of a global trend
(Baroto, Arvand & Ahmad, 2014).

Schein (1990) came up with three levels of an organizational culture
including artefacts, as well as espoused values and underlying
assumptions. Schein pointed out the manifestation of a
hierarchical culture as normally through both physical and social
artefacts as well as behaviour that obeys levels of different
leadership. These are the visible elements in the organization save
for espoused values which are less visible. The underlying meaning
of these inter-relations is defined through the constituents of
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culture as provided between stated values of the organization and
the espoused values. These translate into good future
organizational levels that enhance learning of difficult traits in the
organization (Lim, 1995).

The main criticism of the cultural dimensions’ theory is that it is a
challenge to reach a consensus in getting everyone on board
across the quadrants of adhocracy, hierarchy, market, and clan
cultures. The reason being that is that different functions within an
organization might require different approaches of the culture
quadrants within the framework (Soares et al., 2018).

According to the cultural dimensions’ theory, the most
distinguishing feature, the important competitive advantage, and
the most contributing factor making these companies successful,
is their organizational culture (Cameron & Quinn, 2006). In the
current high velocity environment, if a person is not confused, then
that person does not pay attention. This is because of a high failure
rate and closure of successful companies in the face of a volatile
business environment (Cameron & Quinn, 2011). Despite this
setback, some organizations sustain high profitability, which
cannot be attributed to either their competitive positioning or
market forces but a unique and strong culture that overcomes
collective uncertainty and ensures long-term financial success.

3. Hypothesis

Hor: The adoption of a hierarchical culture does not positively affect
strategy implementation in professional bodies in Kenya.

4. Data and methods

4.1. Sample and data collection

he study had a target population of 28 operational
professional bodies registered with the Association of

Professional Societies (APSEA, Kenya) in East Africa. A total of

168 managers who were thought to be well versed and
practically involved in strategy implementation were sought from
the field using a structured questionnaire as recommended
(Kothari, 2014). The field survey used a convenience approach in
collecting 132 questionnaires from managers in the strategic field
in the professional bodies. The APSEA-registered bodies bring
together professionals from various fields for purposes of
providing quality professional services to the public as well as
holding their members responsible in case of negligence in their
field of profession. Some of the key APSEA bodies include Law
Society of Kenya (LSK), Institute of Certified Public Accountants of
Kenya (ICPAK), Kenya Medical Association (KMA), Association of
Kenya Engineers (AKE) and Insurance Association of Kenya (IAK).
Registration as a professional in any of the bodies requires one to
be fully certified with the right academic qualifications which
normally include a recognizable degree from the field of a
mentioned profession and certification of practice by the
professional body in Kenya. APSEA as an association is housed at
Professional Centre, Nairobi and coordinates the activities of
registered professional bodies overseeing ethical issues as well as
providing a forum for arbitrations in all matters of dispute within
all the professional bodies. There are, however, several other
professional bodies in Kenya and East Africa that are not registered
under the umbrella of the 28 registered professional bodies with
APSEA.

A pilot study for testing the research instrument was done to
establish reliability and validity. This involved visiting 2 APSEA
bodies that were then excluded from the main survey with 24
respondents participating in the pilot survey selected though
convenience. The reliability took into consideration the value of
Cronbach's alpha (a) for reliability (Creswell, 2014). Similarly,
construct validity was enlisted to ensure that all sections of the
research instrument returned consistent results as highlighted in
Tab. 1and Tab. 2, respectively.
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As indicated in Tab.1, the value of the composite reliability for a
hierarchical culture is .879 which is greater than .7. This shows that
the data for a hierarchical culture is reliable for analysis.

Table 1: Reliability Test for Hierarchical Culture

Variable Composite Number of
reliability (CR) items
Hierarchical Culture .876 5

Source: Research Data (2020)

Tab. 2 shows the AVE for a hierarchical culture is .598 which is
above the .50 threshold indicating that the hierarchical culture as
anindependent variable account for more than 50% of the variance.
For discriminant validity, the bold value of the hierarchical culture
is .598 which is higher than the correlation coefficient loadings of
other variables. This concludes that the discriminant validity and
convergent validity are positive.

Table 2: Average Variance Extracted Matrix for Hierarchical

Culture
Variable AVE Dominant Management
Characteristic  of Employees
Hierarchical Culture .598% .316%* .288***

Legend: * p <.050, ** p <.010, ¥*** p <.001
Source: Research Data (2020)

4.2. Analyses and interpretation of data

exploratory factor analysis, as recommended by Creswell

(2014). Further, there was verification of the factor structure

of the scale. The principal component matrix obtained after
the explanatory factor analysis was subjected to varimax rotation
(Saunders, Lewis & Thornhill, 2016).

:: he factor structure was established by using the method of

5. Results

measured using the two constructs of the dominant
characteristic and management of employees while the
dependent  variable was measured using policy
implementation, resource allocation and motivation. A scale of 1to
5 with 1as strongly disagree, 2 as disagree, 3 as neutral, 4 as agree,
and 5 as strongly agree was applied (Likert, 1932). The statistical
tests, which were conducted, are descriptive statistics and

:: o establish the study results, the independent variable was

inferential statistics to establish hypothesis testing by using a
regression model.

5.1. Demographic and descriptive constructs of
the study

he descriptive statistical tests, which were conducted during
@the study, are presented in Tab. 3, which shows the gender,

age group, level of education and professionalism among key

statistics. The spread between both male and female
indicates the general population mix in the Kenyan professionals.

Table 3: Demographic data of respondents

Demographic Demographic Male Female
Characteristics Category Percentage Percentage
Age Group Below 30 4 2
31-40 23 20
41-60 30 19
Over 60 1 1
Total 58 42
Level of Non-Degree 2 1
Education holder
Bachelors 20 19
Masters 35 16
PhD 5 2
Total 58 42
Professionalis HRM and 14 1
m Procurement
Marketing 6 6
Finance and 14 6
Planning
ICT and Support 24 19
Total 58 42

Source: Research Data (2020)

The results indicated in Tab. 4 show a high mean of 3.89 with a
standard deviation of .954 achieved in the hierarchical culture
constructs of “The organization is a very structured place”.
Similarly, a low mean of 3.75 with various standard deviations is
achieved in three constructs of “The organizationis a very personal
place. It is like an extended family (People seem to share a lot
amongst themselves)”, “The organization is very controlled” and
“The management style in the organization is characterized by
security of employment”.

Table 4: Mean and standard deviation for hierarchical culture

Code N Mean Std. Deviation
Item Details Valid

DC1 The organization is a very personal place like an extended family 132 3.75 .841

DC2 The organization is a very dynamic entrepreneurial place 132 3.85 .725

DC3 The organization is very result-oriented 132 3.80 .873

DC4 The organization is very controlled 132 3.75 .868

DCs The organization is a very structured place 132 3.89 .954

ME1 Management style in the organization is characterized by teamwork, consensus, and 132 3.83 .942
participation

ME2 The management style in the organization is characterized by individual risk-taking, 132 3.84 .675
innovation, freedom, and uniqueness

ME3 The management style in the organization is characterized by security of employment 132 3.75 .960

Source: Research Data (2020)

5.2. Pattern Matrix of hierarchical constructs

factor analysis was accomplished using rotation method

though Promax with Kaiser Normalization and converged in 2

iterations. The pattern matrix of hierarchical culture shows;
the specific questions under each of the hierarchical components
and the factor loadings for each component.

:: he pattern matrix indicated in Tab. 5 as a component of the

OGO

The extracted questions for the hierarchical components had
factor loadings greater than .50. Further, the average of the
components was calculated, and the transformed data had a
stronger component of .773. This value was greater than the least
factor loading value of .661. This shows the component loadings
that informed the pattern matrix were stronger.
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Table 5: Pattern Matrix on Hierarchical Culture

Components Component
Iterations®

The organization is a very dynamic 839

entrepreneurial place ’

The organization is very results oriented .875

The organization is very controlled .661

The organization is a very structured place .752

Management style in the organization is

characterized by teamwork, consensus, and .836

participation

The organization is a very dynamic 693

entrepreneurial place

Extraction Method: Principal Component Analysis.
Rotation Method: Promax with Kaiser Normalization.
a. Rotation converged in 2 iterations.

Source: Research Data (2020)

5.3. Exploratory Factor Analysis for Hierarchical
Culture

s presented in Tab. 6, KMO sampling adequacy is .738
<A>indicating a stronger degree of sampling adequacy. Bartlett’s

test of Sphericity is significant at X?(10, N=132) = 122.077, p<.05.

The factor of the hierarchical culture is adequate for
extraction since KMO sampling adequacy is stronger and Bartlett’s
test is significant (p<.05).

Table 6: KMO and Barlett’s Test for Hierarchical Culture

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 738
Approx. Chi-Square 122.077
Bartlett's Test of Sphericity Df 10
Sig. .000

Source: Research Data (2020)

The total variance explained for the hierarchical culture shows that
2 components were extracted. Further, the 2 components had
Eigen value of greater than 1 and accounted for 66.892% of the
variability of the variables. The extraction of the 2 components was
done using Principal Component Analysis (PCA) as presented in
Tab. 7.

Table 7: Total variance explained for hierarchical culture

Component Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of
Squared
Loadings®
Total 7% of Variance Cumulative % Total % of Variance Cumulative % Total
The organization is a very
i dynamic entrepreneurial place 1835 36.697 36.697 1835 36.697 36.697 1787
The organization is very results
2 oriented 1.510 30.195 66.892 1.510 30.195 66.892 1.585
The organization is very
3 controlled .803 16.069 82.961
The organization is a very ’ 10.2 5
4 structured place 514 273 93-235
Management style in the
. organization is characterized by 338 6.765 100.000

teamwork, consensus, and
participation

Extraction Method: Principal Component Analysis.

a. When components are correlated, sums of squared loadings cannot be added to obtain a total variance.

Source: Research Data (2020)

A scree plot diagram was developed to show the 2 components
extracted that are based on the two fixed factors of the
hierarchical culture. As indicated in Fig. 1, the inflexion point is on
factor 3, hence the 2 components extracted are adequate to form
the hierarchical culture patterns as discussed in the pattern matrix.

Scree Plot

Eigenvalue

0.0

1 2 3 a

Component Number

Figure 1: Scree plot for hierarchical culture

Source: Research Data (2020)

O&

5.4. Model summary of hierarchical culture and
strategy implementation

o test the hypothesis of the study, linear regression was
applied on:

Hoi: There is no relationship between the hierarchical culture
and strategy implementation in professional bodies in Kenya.

The model summary results presented in Tab. 8 indicate that the
hierarchical culture explains 11.3% of strategy implementation in
professional bodies in Kenya (R2) = .113.

5.5. Regression ANOVA

hierarchical culture significantly influences strategy

implementation F (2, 131) = 9.336, p<.05. This means that the

regression model is suitable for predicting the outcome
variable on how the hierarchical culture influences strategy
implementation in professional bodies in Kenya. The significance
figure at .000 is very strong, hence suitable for discussion
purposes.

:: he results in Tab. 9 for ANOVA (Kothari, 2014) indicate that the

From the results of the coefficients in Tab. 10, the values of the
regression model are derived.
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Table 8: Model summary of hierarchical culture and strategy implementation

Model R R Square Adjusted RStd. Error of Change Statistics
Square the Estimate R Square FChange df1 df2 Sig. F Change
Change
1 .3567 126 13 .54926 126 9.336 2 129 .000
a. Predictors: (Constant), Management of Employees, Dominant Characteristic
Source: Research Data (2020)
Table 9: Regression ANOVA of hierarchical culture on strategy implementation
Model Sum of Squares Df Mean Square F Sig.
Regression 5.6332 2 2.816 9.336 .000°
1 Residual 38.918 129 .302
Total 44.551 131
a. Dependent Variable: Strategy implementation
b. Predictors: (Constant), Management of Employees, Dominant Characteristic
Source: Research Data (2020)
Table 10: Coefficients of Hierarchical Culture on Strategy Implementation
Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. Error Beta

(Constant) 2.100 .374 5.615 .000?
1 Dominant Characteristic 254 100 234 2.531 .013

Management Employees 165 .084 182 1.970 .041

a. Dependent Variable: Strategy implementation
Source: Research Data (2020)

The general form of the regression model used is:

Y= Bo+Bixi+ Bux; +¢ Q)

Bo — Constant; B; — Dominant Characteristic, f; — Management
Employees, and € - Error term.

The findings from the coefficient table indicate that the
hierarchical culture influences strategy implementation in
professional bodies in Kenya.

Y=2.100 +.234X; + .182X,.

The study analysis concludes with a selected regression model in
which the dependent variable was measured against the
independent variables. This was done to identify the link between
strategy implementation and the hierarchical culture in the APSEA
registered professional bodies in Kenya. It led to the rejection of
the null hypothesis that suggests that there is no relationship
between the two variables and to the adoption of the alternative
hypothesis which suggests that there is a strong relationship
between the strategy implementation and hierarchical culture in
the APSEA registered professional bodies in Kenya.

6. Discussion

the support provided in a hierarchical culture means there is

relaxed access to management and hence ease of strategy

implementation is achieved (Zahari, & Shurbagi, 2012). The
authors further asserted that when a hierarchical culture is
dominant in an organization, it is highly likely that the stated goals
and purposes are widely embraced and that helps to implement a
strategy. A dominant culture has a significant correlation in the
current study and thus reflects similar findings by the other
scholars.

:: n support of a hierarchical culture, there is an indication that

Many scholars in line with the current studies have supported the
positive relationship between a hierarchical culture and the
effective strategy implementation. Another conclusion is that
commitment, clear goals, and vision as well as targets that
differentiate mid-term and long-term as highlighted in the
hierarchical culture play a key role in the effective strategy
implementation (Passos, Dias-Neto, & da Silva Barreto, 2012).
Similarly, it was observed that the role of a hierarchical culture was
very significant in the effective strategy implementation in several
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organizations (Al-Alj, Singh, Al-Nahyan, & Sohal, 2017). Both planned
and emergent issues in an organization were best dealt with when
there was a good hierarchical culture or focus on that organization.
In conclusion, these scholars’ findings correspond to the strong
correlation, which the current study found, in which management
of employees is a positively effective factor in strategy
implementation.

Specifically supporting the above view, the findings indicate that
both private and public sectors need systems and hence the
necessity of a hierarchical culture in their effective strategy
implementation in organizations (Lepore, Metallo, Schiavone, &
Landriani, 2018). Other studies also support the significance of a
hierarchical culture with a strong relationship to strategy
implementation concluding that a hierarchical culture plays a big
role in any change management giving hints to significant role
models in leadership changes (Al-Ali et al., 2017).

In so doing, Al-Ali et al. (2017) suggested that a hierarchical culture
leads to organizational leadership change management. This is also
a factor in strong strategy implementation within organizations.
Other studies alluded to the fact that a hierarchical culture has
formal rules enabling staff to have a common purpose sense, thus
enhancing the strategy implementation process (Lepore et al.,
2018). As clearly indicated, such employees will not require special
instructions to implement what has already been spelt out for
them in the organization vision, mission, objectives, and target
goals during the strategy-planning period.

Tanwar (2013) theoretically supported the hierarchical culture as a
conducive environment for strategy implementation arguing that
organizations with a hierarchical culture outperformed their rivals
or competitors with the characteristics of a hierarchical culture
combined with a distinguishing characteristic. Nyukorong (2016)
was also in support of a hierarchical culture as being key in strategy
implementation with various designed frameworks working in
favour of strategy implementation. This is manifested in the laid
down structure of the organization, which the hierarchical culture
develops.

It is argued that the nature of a hierarchical culture enables strict
observance of plans passed on to organizational members
(Laurian, Walker, & Crawford, 2017). This, the scholars add, is reason
enough to make the culture supportive of strategy
implementation. This view is also supported by scholars who
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attribute leadership in a hierarchical structure as the key to
strategy implementation (Al-Ali et al., 2017).

In contrary, other scholars who support a hierarchical culture as
being conducive for strategy implementation found hierarchy
opposing the process of implementation (Naranjo-Valencia,
Jiménez-Jiménez, & Sanz-Valle, 2019). These scholars concluded that
there would be a sense of bullying in the organization in trying to
maintain the status quo, thus leading to disharmony in pursuit of
strategy implementation. Similarly, the scholars faulted the
characteristic of a hierarchical culture which promotes imitation
making it hard to encourage innovations and hence not conducive
for strategy implementation.

Beyene (2011) too, found no significant relationship between a
hierarchical culture and strategy implementation. He pointed to
the conclusion that both the existing and incoming changes might
not be any different, thus giving no incentive to implement the
strategy by organizational staff. Mutai (2015) also cited the informal
nature of a hierarchical culture as being a hindrance to strategy
implementation since there is literally no commitment to chase the
given goal at an organizational level. It therefore leads to the
slowing down of acceptance and hence a long period in strategy
implementation which is not productive to the organization.

Mwaura (2017) also cited the commitment of top-level
management as being key to strategy implementation, and yet this
does not augur well for a hierarchical culture. Similarly, there was
discontent about the hierarchical culture by Pilch & Turska (2015).
They concluded in their studies that bullying was rampant in the
hierarchical culture due to its Machiavellian nature. This implied
that there was a negative influence on strategy implementation
from the hierarchical culture.

Similarly, Shiflett’s theoretical works (2013) pointed to the difficulty
in a hierarchical culture since there were no flexible ways of
speeding up any abrupt changes with the rank and file being the
order of the day in the organization. This means that any
impromptu changes have to await the chain of command that is
the mainstay of a hierarchical culture. Nyukorong (2016) also
pointed out that even though there is unity of command and
communication of internal activities, the hierarchical culture is such
that any changes will require lots of decisions before being
implemented. Corrections are therefore always delayed, and this is
against the spirit of strategy implementation.

Other scholars opposing a hierarchical culture include Wroblewski
(2017) and Gao (2017) who both observed that the need to await
instructions from the bosses above could be detrimental to
strategy implementation and hence lead to more delays. Again, a
hierarchical culture provides a dilemma to leadership since
delegation can only be done to specific rank, thus slowing down
any processes in case such ranks are missing at the time of critical
implementation (Pakdil, & Leonard, 2015).

Hierarchy is heavily practiced within most organizations in what we
refer to as rank and file around offices. In Kenya, this practice is
quite strong especially in public offices where order of doing things
remains very strict. Examples include processing of financial
vouchers at government ministries in which the official rank and
file must be followed, from one signatory to another. In fact, the
culture leads to bribery in which the higher the rank is, the more
likely an officer will yield the powers to speed up, slow down or
distort a project plan.

7. Conclusion

model indicating that there is a significant relationship

between the hierarchical culture and strategy

implementation with the analysis showing both dominant
characteristics as well as management of employees returning
positive results for the relationship.

:: he study results were summarized in a regression output

The study has concluded that there is a significant relationship
between the hierarchical culture and strategy implementation in
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professional bodies in Kenya. Based on this, the study has
established that organizations that are most successful in the
market have a strong hierarchical culture within their environment.
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Purpose: Explore the current state, trends and development prospects of the global robotics market, especially the industrial robotics segment,
as well as the service robots segment.

Design/Method/Approach: Logical, statistical, and graphical methods were used; systemic, structural-functional, and comparative types of
analysis. The specificity of the interdisciplinary research is expressed in the use of the methodology for graphical presentation of the life
cycle of technologies and goods.

Findings: The format for the use of “end-to-end” digital technologies, which include robotics, artificial intelligence and others, was determined,
which leads to extreme changes in production and consumption and, in fact, marks the onset of a new technological order. It can be stated
that a new cluster of innovations has been formed in the information technology industry, going beyond its limits, explosively transforming
the sectors of the economy, the activities of the state and business, society, and the world as a whole. The world markets for new
technologies and goods are being formed, the composition and distribution of the roles of the participants in the global innovation system
are changing. Modern concepts of innovative development of the world economy were studied, and a comparative analysis of methods for
studying the markets of high-tech goods in various schools of economics was carried out. The authors outlined the features of the formation
of the world robotics industry as a large technological system and assessed the place of the world market of robots in the world economy.
The study contains the results of the work carried out to study the conditions and factors of the development of the global robotics market,
as well as an overview of its geographical and corporate structure. In the scientific work, a study of the features of pricing in the robotics
market and the specifics of creating and financing robotic projects was carried out.

Theoretical Implications: A comprehensive assessment of the global
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robotics market was carried out and the leading vectors of its
transformations and growth prospects were identified.

Practical Implications: The obtained results of the study can be used as the
basis for the formation of a corporate strategy for the development of
individual companies and enterprises of industrial sectors of the world
economy in order to accelerate innovative, technical and economic
development in a durable format.

Originality/Value: The features and components of the development of the
world industrial robotics market have been investigated. The
encouraging directions of robotization of the world economy are
determined. Prospects for further research. The obtained results can
be used in the context of the promising development of a national
doctrine or policy of robotization and the development of digital
robotic systems of industry in the countries of the world.

Future Research: The obtained results can be used in the context of
prospective development of national doctrine or policy of work and
development of digitalized industrial systems of the world's countries.
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AomiHaHTK i 0c06/MBOCTi 3pOCTaHHA
CBiTOBOro PMHKY pO60TOTEXHIKM

Bauecnas MakedoH?,
Onb2a MuxaiiseHko',
PadocmiH Basos't

tAHinposcoKull HayioHasbHUU yHisepcumem imeHi Onecs FoHYapa,
YKpdiHa
#YHigepcumem ¢iHaHcie, GisHecy ma nidnpuemHuymed, oseapis

MeTta po6oTu: [locnignUTh CydyacHWUI CTaH, TeHAEHLiT Ta nepcneKkTuBu
PO3BUTKY CBITOBOrO PMHKY Pob6OTiB, 0CO6/MBO CermeHTy
NPOMUCIOBOI POBOTOTEXHIKM, @ TaKOX cermeHTa npodeciitHmx
cepBicHKX poboTiB.

Ausaitn/Metoga/Mligxia  poc/rigkeHHA:  BMKOPUCTAHO  /10MYHUIA,
CTaTUCTUYHWI | rpadiuHMii MeTOoAM; CUCTEMHWMI, CTPYKTYPHO-
dYHKUIOHa/bHWI | NOpiBHANBHWI  BuAKM aHanisy. Cneuudika
MDKAUCLUMNAIHAPHOrO  MiAXOAY — AOC/IAMXEHHA  BMpaXkeHa Y
BMKOPUCTaHHI METOA0/10r i rpadiqHOro yAB/NEHHA KUTTEBOIO LMKAY
TeXHO/0riN i ToBapiB.

PesysbTatn pgocnigxeHnHsa: byno Bu3HavyeHo (opmaT 3acTOCYBaHHA
«HACKPI3HWUX» LIMPPOBUX TEXHOAOTIN, A0 YMCAA AKUX BiAHOCATHLCA
pobOTOTexXHIKa, LWTYYHWI iHTeNeKT | iHwWi, npusBoAUTL A0
KapAWHa/ZbHUX 3MiH BUMPOOHMLTBA | CMOXMBaHHA i, No CyTi,
3HAaMEHYE HaCTaHHA HOBOrO TEXHO/OMYHOro YKAady. MoxHa
KOHCTaTyBaTH, WO cPopmyBaBcA B iHAYCTpii iHpopmaLiiHMX
TEXHO/IOri HOBWI KaacTep iHHOBALM, BUAWOBLIM 3a il Mexi,
NigPUBHAM YMHOM TpaHCPOPMYE rasnysi eKOHOMIKM, AiA/bHICTL
AepKaBu Ta 6Gi3Hecy, CycmibCTBO i CBIT B LioMy. POpMytOTbCA
CBIiTOBi PUHKM HOBMX TEXHO/OFiW i TOBapiB, 3MIHIOIOTLCA CK/AAg4, i
po3nogin posei y4acHuKiB rn06a/1bHoT iHHOBaLiMHOT cucTemu. Byam
AocigxeHi cydacHi KoHuenuii iHHOBaLiMHOro po3BUTKY CBiTOBOT
E€KOHOMIKM, @ TaKOX NpOBe/AEeHUIA MOPIBHA/NBHWIA aHa i3 METOAMK
BMBYEHHA PUWHKIB BWCOKOTEXHO/IOTYHMX TOBapiB B  Pi3HMX
E€KOHOMIYHMX  LUKO/AX. ABTOpamMW BUK/A3AEHO 0COBAMBOCTI
dopmMyBaHHA CBiTOBOI iHAYCTPii POBOTOTEXHIKM AK Be/UKOT
TEXHO/IOMYHOI CUCTE@MM | HagaHa OuiHKa MiCLA CBITOBOrO PUHKY
poboTiB B CBITOBIl eKOHOMILi. JOC/iAXKEHHA MICTUTb pe3y/bTaTu
nposezeHOi poboTH MO BMBYEHHIO YMOB i (aKTOpiB PO3BUTKY
CBITOBOIO PUHKY POBOTOTEXHIKM, @ TAKOX OrAAg, itoro reorpadiyHoi
1 dipmMoBOI CTPYKTYpU. B Mexax HaykoBoi poboTu nposeseHo
AOCNiAXEHHA  0COBAMBOCTEN  LiHOYTBOPEHHA  Ha  PUHKY
poboToTexHikM Ta cneyudikM CTBOpeHHA i  ¢iHaHCyBaHHA
POBOTOTEXHIYHMX MPOEKTIB.

TeopeTMuHa LUiHHICTL  gocaigXeHHA: [lpoBesgeHe  KOMM/EKCHe
OLHIOBAHHA CBITOBOMO PUHKY POBOTOTEXHIKM Ta BM3HAYEHO
NpoBi/HI BEKTOPM ioro TpaHcopmaLiit i nepcnekTMB 3poCTaHHA.

MpakTnyHa wiHHICTb gocnigkeHHA: OTPUMaHi pesy/bTaT A0CiAXEeHHA
MOXYTb OYTU MoknageHi B 0cHOBY GOPMYBaHHA KOPMOPaTUBHOI
cTpaTerii  pO3BMTKY OKpemuX KOMMaHii i  nignpuemcrts
NPOMWC/IOBUX CEKTOPIB CBITOBOI €KOHOMIKM 3 MeTO POpCyBaHHA
iHHOBALMHOrO, TEXHIYHOrO | €KOHOMIYHOrO PO3BUTKY y CTaZOMy
dopmari.

OpuriHa/bHICTB/LiHHICTE goc/igKeHHA: [ocigkeHo 0cobamMBOCTI Ta
KOMMOHEHTU  PO3BMTKY  CBITOBOMO  PWUHKY  MPOMWC/IOBOT
poboToTexHikW. BUsHayeHO nepcneKkTUBHI HanpAMKKM poboTusauii
CBITOBOrO rocrnogapcraa.

MaiibyTHi  gocnigkenHa: OTpumaHi  pesynbTaT  MOXYTb  OyTu
BMKOPUCTaHi B KOHTEKCTi NepCcrneKTUBHOI PO3POOKM HaljioHa/1bHOT
AOKTPUHM abo moAiTMKM poboTtusauii i po3BUTKY ULUPPOBUX
po60TM30BaHMX CUCTEM NMPOMMUC/I0BOCTI KpaiH CBIiTY.

Tun craTTi: TeopeTuyHuit
Knrouosi cnoea: cBiToBa eKOHOMIKa, CBITOBMIA PUHOK POBOTOTEXHIKM,
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nepcrnekTVBbl PasBUTUA MWPOBOrO pblHKa Pob0TOB, 0COHGEHHO
CermMeHTa MNpOMbILL/IEHHOW POBOTOTEXHMKM, a TaKKe CermeHTa
CepBUCHbIX pO6OTOB.
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$YHKLMOHANbHBLIA U CPaBHUTE/IbHBIN BUAbI aHaau3a. Cneuuduka
MEXAUCLUMUIM/IMHAPHOrO  MoAXOoAa MCCIeA0BaHWA BblpaXkeHa B
MCMO/Ib30BaHUM  METOA0/0MMKU  rpaduyeckoro npegcTabieHns
XM3HEHHOTO LIMK/1a TeXHO/I0MMt M TOBapOB.

Pesy/bTaThl MccieaoBaHuA: Bbiio onpegeneHo GopmaTt npuMMeHeHus
«CKBO3HbIX» LIUPPOBLIX TEXHO/NOMUMI, K YMC/Y KOTOPbIX OTHOCATCA
PO6OTOTEXHMKA, UCKYCCTBEHHbIN UHTENIEKT U 4pYyrie, NPUBOAUT K
KapAuHa/IbHbIM U3MEHEHUAM NpOU3BOACTBA U NoTpebieHus U, no
CyTH, 3HAaMeHYeT HaCTyMn/IeHne HOBOrO TeXHO/NOMMHEeCKOro yK/1aja.
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MHPOPMaLMOHHbIX TEXHO/I0MI HOBbINM K/AacTep MHHOBALMK, BblMaA
3a ee npege/bl, B3pbIBHBIM 06pa3som TpaHcopmupyeT oTpac/in
SKOHOMMKMU, AEATE/IbHOCTb rocyAapcTBa U 6usHeca, obLLecTBO U
MUP B Lie/10M. POPMUPYIOTCA MUPOBbIE PbIHKM HOBbIX TEXHO/IOMUIA
1 TOBapOB, MEHAIOTCA COCTaB W pacnpeye/ieHne poseit y4acTHUKOB
rn06a/bHOM  MHHOBALMOHHOW  cUCTeMbl.  Bblan  Uccneg0BaHbl
COBPEeMEHHbIe€ KOHLEMNMM MHHOBALMOHHOIO PasBUTMA MUPOBO
SKOHOMMKM, a TaKKe NpOoBeAeH CPaBHUTE/IbHbIN aHa/M3 MEeTOAMK
M3Yy4eHUA PbIHKOB BbICOKOTEXHO/IOMMYHbIX TOBApPOB B Pa3/IMyHbIX
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yCn0BUit U GpaKTOPOB Pa3BUTUA MUPOBOIO PbiHKa POGOTOTEXHUKM,
a TakKe 0630p ero reorpadpuieckoit U GUpMEHHOM CTPYKTypbl. B
Hay4HO paboTe rpoBeaeHO WCCleq0BaHNe OCODEHHOCTeN
ueHoobpas3oBaHMA Ha pblHKe POOOTOTEXHUKM U  CreunudpuKn
co3/aHnA 1 PUHAHCMPOBAHUA POBOTOTEXHUYECKMX NPOEKTOB.
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Hanpas/eHna poboTu3auumM MUpPOBOro X03AWCTBA. [lepcrneKkTuBbI
Aa/IbHeWLLIMX UcCeA0BaHUN. Moay4eHHble pe3ybTaTbl MOryT BbITb
MCMO/b30BaHbl B KOHTEKCTe  MepCrneKkTUBHOW  pa3paboTku
HaLMOHa/IbHOW A OKTPUHbI UM NOAUTUKM POBOTU3ALMM U Pa3BUTUA
UMPpPOBLIX POBOTU3MPOBAHHBIX CUCTEM MPOMBILL/IEHHOCTU CTpaH
mMupa.
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1. Introduction

he innovative development of the world economy is a

complex and multifaceted process. A deep and versatile

understanding of this phenomenon is an important

prerequisite for the correct analysis of such a high-tech
industry as the global robotics market. At the present stage,
robotics, which was once still an attribute of science fiction works,
is becoming an integral element of globalized technical and
economic life. Robotics today is a global industry that is rapidly
developing. So, the work has been already widely used in
manufacturing, defense, space research, medicine, education, and
other areas. Researchers are optimistic about the prospects for
this area of applied innovation. Thus, the consulting company
“Boston Consulting Group” (BCG) predicts the growth of the
volume of the profile world market of robotics until 2025 up to $ 87
billion (BCG, 2021). The industry publication “Robotics Business
Review” cites the forecast of the International Federation of
Robotics, according to which sales of industrial robots will grow
annually by 10-12% to a level of 584,000 new devices already in 2022
(Robotics Business Review, 2021). In the context of the onset of a
new technological order, global modernization and automation of
production and other areas of activity, the competition of the
world's leading states for leadership in the robotics market forms
a high level of relevance of research in this area of the world
economy.

2. Literature Review

technological systems by the technology the historian,

professor at the University of Pennsylvania Hughes is being of

particular interest. Hughes refers to large technological
systems as “a complex set of different components aimed at
solving a specific problem” (Hughes, 1987). Among the
components of such systems, the researcher proposes to include
not only the so-called “physical artifacts” (raw materials,
equipment, products, etc.), but also organizations - production,
sales and other enterprises, banks, as well as other elements:
scientific programs, training of personnel, specialized state
regulation. According to Hughes, large technological systems in
their development usually go through the stages of invention,
development, innovation, transfer, growth, competition, and
consolidation.

: n the context of this scientific work, the concept of large

In the works (Landscheidt et al., 2018; Abhijit, 2020; Ross & Maynard,
2021) itis stated that the design of robots is an interdisciplinary field
that covers such areas as machine vision, navigation, energy,
communications, sensors, control systems, drives, transceivers,
on-board computers and other systems are dynamically
developing both in the context of the development of robots and
as independent disciplines, it seems possible to consider robotics
as an example of a cluster of innovations, a large technological
system and basic technology simultaneously.

A significant contribution to understanding the nature of
innovative development was carried out by Harvard Business
School Professor Christensen, who proposed the concept of
“disruptive” innovation. As Christensen explains, most new
technologies drive product improvements. According to the
characteristics proposed by Christensen, certain categories of
robotics can be considered as “disruptive” technologies
(Christensen, 2011). Industrial robots have been available in the
market for a long time - innovations in this area are supportive. At
the same time, applications in various fields of service robotics are
growing today. Such devices are still far from ideal, but their
consumer base is steadily growing, and it is they who have
“disruptive” potential.

Special attention should be paid to the views on the innovative
development of the world economy of the founder and president
of the World Economic Forum in Davos, a German economist,
Professor Schwab. He states that “today we are at the origin of the
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fourth industrial revolution” (Schwab, 2017). The independence of
this stage is substantiated by Schwab by three factors: 1) the
exponential pace of technology development, 2) the combination
of the breadth and depth of the current transformations, and
3) the systematic impact on countries, companies, and society. The
technological base of the fourth industrial revolution includes
artificial intelligence (Al), blockchain, 3D printing, biotechnology,
the Internet of Things, as well as robotics and unmanned vehicles.
The researcher points out that if earlier robotics was in demand
only in several industries for the implementation of certain
operations, then at the present stage the scope of application of
robots is constantly expanding.

For the purposes of this work, it will be very useful to consider the
concept of a global innovation system considered in the works
(Binz & Truffer, 2017; Cooke, 2017; Li, Hou, & Wu, 2017; Makedon, et
al., 2019b). So, the modern global innovation system is a three-tier
system. The center consists of the United States, Western Europe,
and Japan, collectively, they support the production of explosive,
basic technology platforms, as well as some advanced goods and
services. In other words, the center is focused on high-margin
types and stages of innovation activity, forcibly giving the other to
the periphery of the global innovation system and the
concentration of resources on tools to maintain leadership. Semi-
peripheral countries include countries that develop incremental
innovations to support current technologies and manufacture
components. These are countries such as the Republic of Korea,
Singapore, Taiwan, China. In fact, these countries differ from the
center in their inability to produce their own disruptive innovations
or basic technology platforms. The periphery covers countries that
specialize in less marginal areas of activity — the production of
primary components, screwdriver assembly and the like. These
states include the Philippines, Indonesia, Malaysia.

3. Purpose of the study

market and determine the strategic and organizational

prospects for its development under the influence of the

current technological order and digitalization of the global
economic system.

: dentify the key areas of development of the global robotics

4. Data and methods

of relationships between various entities regarding the sale of

goods”. The processes taking place in high-tech markets can

influence the economy and development of society at the
national and global levels. Given the complex, interdisciplinary
nature of the robotics industry, as well as the global robotics
market, the study of the latter requires a careful study of a few
methodological and theoretical-applied approaches.

:: he market is a multifaceted phenomenon, “a complex system

1. Methodology of civilizational measurement. It has been
determined that new technologies underlying technological
structures determine the structure of the economy and civilization
in a given period. Currently, a new post-industrial technological
mode of production is being formed in the world economy. In this
context, the scientist predicts the humanization of technologies.
One of the most important areas of this process is automation,
robotization and informatization of production, freeing a person
from heavy physical and monotonous labor, which leaves him with
intellectual functions for the development, design, and creation of
systems of machines, technologies, and control systems for their
functioning.

2. Methodical approach - “NBIC-convergence”. In the last 10 years,
the concept of the Industrial Internet of Things (ll0T) has become
widespread: a system of interconnected computer networks and
connected industrial (production) facilities with built-in sensors
and software for collecting and exchanging data, with the
possibility of remoting control and management in an automated
mode. Robotics has become a key component of various initiatives
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related to the digitalization of production, the introduction of
cyber-physical systems. The solution of pressing economic and
social problems of our time could be facilitated by the
development of nature-like technologies based on the synergy of
the achievements of nano-, bio-, information and cognitive
sciences (NBIC-convergence). As noted by Panetta (2019),
McGinnis (2020), the essence of creating a nature-like
technosphere is “the restoration of the natural resource harvest
disturbed by modern technologies taken out of the natural
context”. Cognitive research, based on the study of consciousness,
human mental activity, makes it possible to develop algorithms for
the “animation” of the created robotic systems.

3. Model of the life cycle of innovation and robotics. The
methodology provides a graphical representation of the
technology life cycle, demonstrating the dynamics of changes in
consumer expectations over time. The technology life cycle spans
five stages (Schulze, 2019):

— Innovation Trigger. Against the background of the invention of
new technology, information about it is actively disseminated
in the media. Often, working prototypes of a product are not
available, and its commercial value has not been proven.

— Peak of Inflated Expectations. Some companies start
production, the first success and failure stories appear, but
most are not yet operational.

— Trough of Disillusionment. Interest in technology is dwindling
because of increasing setbacks. Several enterprises are forced
to abandon development to avoid ruin. Only those companies
that modernize their product to retain the first users manage
to keep the inflow of investments.

— Slope of Enlightenment. New ways of applying the technology
are becoming known. Manufacturers release the second and
third generation of their products. A growing number of
companies are launching relevant pilot projects.
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— Plateau of Productivity. There is massive adoption of the
technology. Manages to formulate the criteria more clearly for
the viability of the manufacturing company. The technology is
starting to pay off.

The use of this methodology makes it possible to assess the
prospects of a particular technology more accurately on the
market, reducing the distracting influence of the information
background.

5. Results

development of the world robotics market in comparison

with other markets that are similar in nature, such as the

market for information technology products, «cars,
mechanical engineering products, as well as in conjunction with the
dynamics of development of the main consumer industries of
robotic devices.

:: t is advisable to study the conditions and factors for the

5.1. The place of robotics in global industrial
sectors

relevant analytical materials, both in general on new

technologies, and in refraction for specific industries, such as

artificial intelligence or digital government. So, in relation to
robotics, the review of promising technologies for 2020 is of
scientific interest below (Fig. 1). To simplify perception, only
technologies that may have a potentialimpact on the development
of the robotics market in 2030 are left on the chart.

:: he specialized publication “Gartner” annually publishes

Slope of
Enlightenment

Plateau of
Productivity Time

>

Figure 1: Gartner Hype Cycle for Advanced Technologies in 2030

Source: JEITA (2020)
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Important factors determining the demand for industrial robots
are the state of the world economy and the dynamics of
development of key consumers of robotics — enterprises of the
global automotive industry and the electrical / electronic industry.
The relevant provisions and statistics are graphically presented in
Fig. 2.
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Figure 2: Production of industrial robots
versus vehicle production 2010-2020

Source: IFR (2020a); International Organization of Motor Vehicle
Manufacturers (2021)

In Fig. 2 the volume of production of industrial robots in the period
2010-2020. Presented in comparison with the volume of production
of passenger cars. This chronological trend was chosen to
demonstrate the dynamics of both industries in the context of the
global economic crisis of 2008-2009, as well as in the years of
recovery after it. The results of the analysis show that the phases
of growth and decline in the production of robotics and cars
coincide, and depend on the general state of the world economy.
Data for 2019 indicate that the global economic crisis had a
negative impact on the demand for the products of the global
automotive industry, which, in turn, led to a decrease in interest in
investments by automakers in robotics and led to a decline in the
profile market.

As evidenced by the results of research International Finance
Corporation (IFC), after the economic crisis of 2008-2010 global
automakers have begun restructuring their businesses. Beginning
in March 2011, amid recovering demand for cars, automakers'
investments in production in regions of the developing world, as
well as modernization of factories in leading countries of the
automotive industry, supported the demand for robotics.
Increased technological competition among market leaders has
fueled increased investment in R&D and innovative production
transformation. Between 2012 and 2019, the Compound Annual
Growth Rate (CAGR) for the automotive industry was around 13%
annually.

To compare the growth dynamics of the industries of production
of electrical | electronic products, as well as industrial robotics,
Fig. 3 showing the corresponding indicators for the period from
2010-2020 are shown.

Given the wide variety of nomenclature in the
electrical / electronics industry, the comparison with industrial
robotics is not in the number of units of products, but in value
terms. As in the case of the automotive industry, the graphs show
that the dynamics of the two industries coincide, and their
dependence on events in the global economy can be traced. So,
the crisis of 2008-2010 caused a decline in sales of
electrical / electronic products, in turn, it also negatively affected
the demand of the industry enterprises for industrial robotics. The
average growth rate of sales of robots in all industries, except for
the automotive industry and the electrical / electronicindustry, was
17% from 2012 to 2017. This demonstrates that robotics companies
have been offering more and more versatile solutions that appeal
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not only to traditional consumers, but also to other customers in
the manufacturing industry.
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Figure 3: Sales of industrial robots versus sales of electrical /
electronic products 2010-2020

Source: IFR (2020a); Statista Research Department (2021)

In general, since 2011 the demand for industrial robots has
increased significantly due to the continuing trend of automation
and continuous improvement of such devices. Against the
background of investment recovery after the crisis in 2012-2017
sales volumes doubled and averaged about 234,000 units for a
year. During this period, the cumulative average annual growth in
sales of robotics has already reached the level of 18.7% per year.
Moreover, for the period from 2015 to 2018, the average annual
growth was about 300,000 units, which became a demonstrative
sign of the rapidly growing demand for industrial robots on a global
scale (Statista Research Department, 2021).

5.2. Pattern Matrix of hierarchical constructs

the world. In 2019, a total of about 284,000 different robots

were sold in the region. This is yet another top selling,

recorded for the sixth consecutive year. In the previous
period, from 2012 to 2018, the number of robot installations in Asia
grew by an average of 19% annually. Sales of industrial robots in the
second largest market in the European Union increased by 10.6%
annually and reached the level of 75,000. Another high in the
previous six years, and the CAGR between 2012 and 2018, when and
in the US market was about 9%. In 2018, about 55,000 industrial
robots were sold to businesses in the Americas, up 15.8% from a
year earlier, also hitting a new high in the past six years. Visual
dynamics is shown in Fig. 4.

:: n present time, Asia is the fastest growing robotics market in
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Figure 4: Sales of industrial robots in the world by region, 2012-
2020 and forecast for 2021-2022

Source: Research and Markets (2021)

For example, 73% of total global robotics sales in 2019 came from
five main markets: China, Japan, USA, South Korea, and Germany.
Below are the results of the analysis of the dynamics of
consumption of industrial robotics among the leading countries,
the ratio of which is shown in Fig. 5.
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Figure 5: Sales of industrial robots by country in 2020
Source: WIN News (2021)

Since 2013, China has been the largest continuously and
dynamically growing robot market in the world. According to the
International Federation of Robotics (IFR), China has significantly
increased its leading position as the largest market with a 37% share
of total sales in 2020 (up from a year earlier). About 154,000
industrial robots were sold in the PRC in 2020. This figure
significantly exceeds the total sales in Europe, as well as in the
states of North and South America combined (132,000 units). At
the same time, the China Robot Industry Alliance (CRIA) provides
other data, according to which, in 2020 there was a decline in sales
of industrial robotics in China - 130,000. The mismatch appears to
arise from differences in the scoring methodology of the two
organizations and may also be related to the difference in the
estimates of the impact on the industry of the trade war between
China and the United States (Executive Summary World Robotics,
2020).

Sales of robots in Japan in 2020 grew by 20.8% to 55,000, which is
a record figure for the entire period of conducting relevant
statistics in the country. Since 2013 the consumption of robotics by
Japanese enterprises has shown a steady growth of 18% annually.
Note that such dynamics is observed against the background of the
previously achieved high level of production automation. The main
source of growth in recent years has been the electrical / electronic
industry, while the share of the automotive industry has remained
largely unchanged. In 2012-2017 sales of robots in Japan grew by an
average of 11% annually. Japan is also a global leader in robotics
manufacturing, accounting for 51.5% of global robotics exports in
2020.

The number of sales of robots in the United States continues to
grow and in 2020 (for the ninth year in a row) reached another
record — over 41,000, which is 22% higher than in 2019, which
preceded the COVID-19 pandemic. Since 2011, the driving force
behind growth in all manufacturing industries in the United States
is the trend towards automation to strengthen the position of
American manufacturing in both domestic and global markets
(Makedon, et al., 2020). So, the United States was able to bypass
the Republic of Korea, taking third place in the world in this
indicator.

Sales of robots in the Republic of Korea decreased by 5% to the
level of 37,000. In 2020 the decline continues for the second year
in a row due to the consequences of the COVID-19 pandemic. The
robotics market in the country is focused primarily on the
electrical [ electronic  industry, ~whose enterprises have
experienced difficulties in recent years. Earlier in 2012-2017 sales of
robots in the Republic of Korea have increased by an average of 13%
annually.

Germany is the fifth largest robotics market in the world and the
first in Europe. In 2020, the number of sold robots reached a new
high of more than 26,000, which is 25% more than in the previous
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year. The key consumer of robotics devices in the country is the
automotive industry.

The International Federation of Robotics singles out Taiwan in its
statistics on the most Asian markets. According to this federation,
since 2013 Taiwan has been the sixth most important robotics
market in the world in terms of annual shipments. So, in the period
from 2012 to 2018 the number of sales of robotic devices increased
significantly - by an average of 27% annually. In 2020 sales of robots
amounted to about 12,100, which marked a new record. The source
of growth, as in previous years, was the electrical / electronic
industry. India has managed to achieve serious success, increasing
its annual sales of robots by more than 41% to 4,900. At the same
time, Singapore gave way to India, with a slight decline to about
4,320 at the end of 2020, which still did not prevent the country
from being among the top 15 robotics markets in the world. A slight
decrease to 3,300 units (in 2019 - 3,400) was observed in Thailand,
which closes the list of Asian countries in this ranking (International
Federation of Robotics, 2021).

IFR lists Italy, France, Spain, and the Czech Republic as major
European markets. In Italy, for example, investment in robotics has
continued to grow, leading to a market growth of 26% to a new
record high of 9,800 robotic products. The French robot market
also showed moderate growth to a new high of about 5,800.
Positive dynamics was also observed in Spain, where sales of
industrial robots also reached a new record - 5,300. Sales of
robotics grew in other European countries in the Czech Republic,
where the number of delivered devices amounted to 2,700, which
ensured the country entry into the list of leading markets for
robotic devices.

5.3. Analytical study of changes in the global
robotics market

in terms of robotics. According to IFR, the reason for this

result, along with the high level of technological development

of the country, was also the small total number of workers in
the manufacturing industry — only 240,000 people according to the
International Labor Organization. At the same time, about 85% of
robots in Singapore are installed in enterprises producing
electronics. Since 2011 and until 2019 the Republic of Korea
occupied the first place in terms of the density of robotization in
the manufacturing industry. The corresponding figure in the
country has been rising steadily since 2011 (312 devices / 10,000
workers) due to the continued installation of a large number of
robots, especially in the electrical / electronic and automotive
industries. Germany and Japan follow closely behind, with just over
300 devices per 10,000 industrial workers. While Japan had the
highest density of robotization in the world in 2010, the Republic of
Korea since 2011, Singapore since 2016, and since 2018 Germany has
surpassed the country in the corresponding ranking. Attention is
drawn to the fact that the density of robotization in Japan in 2010.
It amounted to 332 units, and in recent years there has been a
decrease in the agenda of 297 devices, which does not correspond
to the global dynamics of development. China is showing
significant growth. If in 2010 in the country, there were 9 robots
per 10,000 workers in the manufacturing sector, then over the past
decade this figure has increased more than ten times to 112 units
per 10,000 workers (IFR, 2020b) (Fig. 6).

:: n recent years, Singapore has always been one of the leaders

The level of automation in the automotive industry is generally
much higher than in all other sectors. Since 2014 a significant
number of industrial robots have been delivered to the enterprises
of the South Korean automotive industry. Already in 2017, in the
Republic of Korea, there were 2,432 industrial jobs per 10,000
workers, double the corresponding figure in 2010 (1234 devices).
According to IFR experts, large-scale projects to produce batteries
for hybrid cars and electric vehicles may be the source of such a
significant increase in the density of robotization.
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units of robots per 10,000

Figure 6: Density of Manufacturing Robotics by Country in 2020
Source: International Federation of Robotics (2021)

Other leading countries in the automotive industry are also
characterized by a high density of robotization of the industry-
specific: the United States - 1200 units, Germany - 1161, Japan —
1157, France — 1155. By the end of 2020, all of them exceeded the
“psychological” mark of 1,000 robots by 10,000 employees (IFR,
2020b).

The density of robotization in other global industries is still
relatively low. However, countries with developed electronic
production rank higher in this indicator. The leader in 2020 was the
Republic of Korea with 532 jobs per 10,000 workers, followed by
Japan with 224 jobs, Germany with 192 and Sweden out of 181
devices. As noted by IFR experts, in Germany and Sweden there are
no production sites in the electronics industry compared to Asian
ones. The relatively high figure in both countries is due to the more
diversified distribution of industrial robots across all sectors of the
national economy. A further increase in the automation of the
production of electronic devices will contribute to an increase in
the number of installations of robots in the corresponding
production centers, primarily in Asian countries (Fig. 7).
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Figure 7: Number of industrial robots sold by the world's leading
robotics companies since their inception (total for 2020)

Source: Statista Research Department (2021)

The difference between the rate of implementation of robotics in
the automotive industry and other manufacturing industries in
these countries of the world demonstrates the significant potential
for the installation of robotic devices. Even in the Republic of
Korea, the density of robotization in the general industry is just
under one-fifth of that in the auto industry. The potential for
installing robots is also high in the automotive industry in emerging
and some traditional markets (Executive Summary World Robotics,
2020). Moreover, the ongoing modernization and re-equipment of
production facilities also guarantee further investments in robotics
in countries that have already reached a high level of automation.
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Certain changes in the list of leaders are possible in the event of the
movement of production facilities abroad, but it is unlikely that this
will affect the total volume of investments in robotics. At the same
time, the cumulative number of installed robotics devices during
the existence of companies was estimated based on data as of mid-
2020 (Digo, et al., 2020). The presented graph demonstrates that
the leadership in the industrial robotics market belongs mainly to
companies from Japan, Germany, Switzerland, and the United
States.

The authoritative profile resource “Robotics Business Review”
(RBR) uses a different methodology to assess the corporate
structure of the market. Considering the dynamic change in the
situation in the industry and its interdisciplinary nature, the
analysts of the publication compile the annual RBR-50 rating from
50 companies that have made a decisive influence on the
development of various fields of robotics this year.

The information provided by the Robotics Business Review (2021)
resource testifies to the formation of the most demanded
directions in the robotic market today. These include industrial
robots, collaborative robotics, robotic solutions in the field of
warehouse logistics and robots for inventorying goods in stores, as
well as medical robotic devices. Most of these areas relate to
professional service robotics. It is noteworthy that most of the
companies included in the rating are of American origin. The
diverse nature of the solutions presented allows us to speak about
the formation in the United States of a scientific and technical
groundwork for leadership in the professional service robotics
market. In general, the above data indicate that a relatively stable
group of leading countries in the production and consumption of
robotics has already formed in the global robotics market: China,
USA, Japan, Germany, Republic of Korea, Singapore, Switzerland,
Sweden, Denmark, etc. (Global Robot Report, 2021). The general
growth in the interest of companies from leading countries in the
field of robotics in patenting specialized inventions is clearly
illustrated in Fig. 8.
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Figure 8: Number of robotics patent applications first filed by
country of origin, 1960-2019

Source: Statista Research Department (2021)

At the present stage, the foundations of the geographical
specialization of countries in the market of robotic devices
continue to be laid. So, in industrial robotics, Japan, Germany, and
Switzerland occupy leading positions, while professional service
robotics is successfully developing in the United States.

It should be noted that in the future, the list of the largest robotics
markets may undergo changes. Uncertainties that are likely to
negatively affect the global robotics market are the continuing
trade disputes between the United States and China, the COVID-19
coronavirus infection pandemic in 2020, and general
macroeconomic instability.

Given the high science intensity of production and the need for
significant investment in R&D, robotics companies are striving to
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consolidate their monopoly position in certain niches of the
specialized market. The preservation of technological rent is
ensured by manufacturers of robotics through patent protection,
ensuring a trade secret regime to preserve know-how (production
secrets), and attract and retain unique specialists. Significant costs
for patenting, as well as technological rent, are reflected in the final
price of the product (Makedon, et al., 2019a). The price of a specific
industrial robotics device largely depends on characteristics such
as load capacity, range, purpose, availability of special working
bodies. To use the robotic complex, you may additionally need
peripheral equipment, consumables, and services of specialized
companies-integrators for the implementation of technology,
taking into account the unique characteristics of the customer. A
manufacturer or integrator may also face the challenge of
organizing and performing maintenance and warranty repairs for
robots (Takeda, Carbone, & Bai, 2020).

Large global robotic companies usually do not publish prices for
their devices in the public domain, but provide on demand,
motivating this approach by the need for an individual calculation,
considering the needs of a particular customer.

At the same time, the approximate price range can be estimated
by studying materials from open sources. So, on the B2B trading
platform “Alibaba.com” prices for industrial robots vary from 1,000
to 150,000 dollars. US per device depending on device
configuration. The Made-in-China.com portal offers a wide range
of Chinese industrial robotics with an average cost of $ 1,000 to $
120,000 US dollars for one robot on FOB terms. According to the
German company for the analysis of market statistics “Statista”,
the average price for one device of industrial robotics in 2020
amounted to 47,000 US dollars (Statista Research Department,
2021). The dynamics of the world average price of one industrial
42

robot from 2011 to 2020 is shown in Fig. 9.
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Itis advisable to consider the problem of pricing robotics from both
the manufacturer and the consumer, since often the final price for
industrial and service robots, given the uniqueness of specific
technological ~ solutions and the complexity of their
implementation, is determined in the interaction of the customer
with the developer or integrator. A significant role for potential
buyers in assessing the need to purchase robots is represented by
such an indicator as the price of consumption of robotics, which
consists of the cost of purchasing devices and the cost of operating
them.

In the case of industrial robotics, it is also important to take into
account the net effect of its use, which is the sum of the cost of
production and the price of consumption of machines.
Accordingly, the use of robotics devices should lead to a decrease
in the cost of production, then investments in the modernization
of production will be profitable and will be expedient.

OO

6. Conclusions

robotization, the concern of the world community with the

problems of technological and structural unemployment is

growing. In this context, it should be noted that, just as the
previous industrial revolutions were accompanied by significant
changes in the structure of labor, the current trends in automation
and the introduction of robotics are associated not only with the
disappearance, but also with the emergence of new jobs and areas
of employment of labor resources. With the appropriate
formulation of the question, effective and demanded measures for
professional retraining and social support of population groups at
risk.

:: t was determined that through the pervasive nature of

The authors found that robotics as an interdisciplinary direction of
science and technology is a large technological system. It has been
established that the global robotics market has a composite
character and includes industrial, professional service and personal
service segments. The factors of the development of the global
robotics market, especially the segment of industrial robotics,
were analyzed and described. It has been established that the
demand for industrial robots depends on the state of the world
economy and the dynamics of development of enterprises in the
automotive and electrical |/ electronic industries, which are key
consumers of robotics.

A tendency towards deepening geographic specialization in the
global robotics market is revealed. In the group of leading
countries-manufacturers of robots, the author includes China, the
USA, Japan, Germany, the Republic of Korea, Singapore,
Switzerland, etc. It has been established that in the segment of
industrial robotics the leaders are Japan, Germany, and
Switzerland, and in the segment of professional service robotics -
USA. The authors found that at the present stage there is an
increase in demand for industrial manipulators, collaborative
robots, robotic solutions in the field of warehouse logistics and
systems for inventorying goods in stores, as well as medical robotic
devices.
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aAanNTUBHOIO MeXaHi3my

ynpas/iHHA peasi3aui€to cTparerii

nianpMemcTsea y uuppoBomy M.Hikonaes?,
6isHec-cepegoBULL T.YepHsecoKa'

MeTa pgocnigkeHHa: OBrpyHTyBaHHA e/1eMeHTIB aAanTUBHOrO MeXaHi3My YnpaBiiHHA peajisauieto cTpaTerii mignpuemcTea Ta po3pobka
a/ropuTMy oro gii B ymoBax Ludposoro bisHec-cepegosuLLa.

Pe3sy/bTaTh gociigxeHHa: BUcyHyTO rinoTesy LL0A40 MO3WTMBHOrO BNAMBY r106anbHOI UndpoBisalil 6i3Hecy Ha PpopmyBaHHA aganTUBHOrO
MexaHi3my yrpas/iHHA peasisallieto cTpaTerii nignpuemcTsa. [loBeAeHO, Lo B YyMOBaXx LiMPPOBOro cepesoBULLLa aKTUBI3YIOTLCA HAMKATUBHUIA
iHCTpYMeHTapilt Ta FHYuYKi METOAM NPUITHATTA YNPaBAiHCbKUX pillieHb, NigBULLYETLCA ePEeKTUBHICTb PYHKLIOHYBaHHA BigMOBiAHMX MeXaHi3MiB.
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Purpose: To substantiate the elements of a complex mechanism
for adaptive business strategies implementation and to
develop an algorithm for its operation in a digital environment.

Findings: A hypothesis about the positive impact of global
digitalization of business on the formation of an adaptive
mechanism for managing the business strategy
implementation. It is proved that in the digital environment
the indicative tools and flexible methods of making managerial
decisions are activated, the efficiency of functioning of the
corresponding mechanisms increases. The author offers
adaptive mechanism for managing the business strategy
implementation in the conditions of digital environment,
substantiates its components, determines the tools for
environmental diagnostics, selection, and implementation of
adaptive strategies, and highlights the principles of operation
and interconnection of the subsystems of the mechanism. The
article reveals functions and tasks of the adaptive mechanism
and offers the algorithm of its introduction in the conditions of
the digital environment.

Practical Implications: The results of the study can be used in the
practice of management of modern economic entities in order
to ensure management decisions and strategic development
in the context of global digitalization of business.

Originality/Value: For the first time, the author proposes the
adaptive mechanism for managing the business strategy
implementation in a digital environment and substantiates its
components, functions, methods, and tools.

Future Research: Risk management of adaptive strategies,
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Anroputm ¢popmMMpPOBaHUA aAanTUBHOIO
MeXaHM3Ma ynpaB/IeHUA peansaumei
cTpaTeruu npeanpuATUA B uudppoBom
6usHec-cpege

Hukonaii Hukonaes?,
TamoaHa YepHaeckas

/lHenposckuli HAYUOHA/bHLIU YyHUBEpcUmem umeHu Osecs
[oHuapa, YkpauHa

# FocydapcmeeHHas 8bicwids NPOPECCUOHA/IbHAS WKO/IA

8 KoHuHe, lNosbwia

LUenb uccrepaosanma: O6ocHOBaHMe 3/1€MEHTOB aAanTUMBHOIO
mMexaHu3ma yrnpasneHua peanvsauueit cTpaTeruu
npeAnpuATMA U paspaboTKka anroputma ero AencTsua B
yC/10BUAX LIMPPOBOI BUsHec-cpeabl.

Pesy/bTaThl  UCC/I€A0BAHUA: BbigBHHYTa
MO/OXKWUTE/IbHOM ~ BAWAHUM  [106a/1bHOTO  LMppOBU3aLIUK
busHeca Ha QPOpMMpOBaHME AAANTMBHOIO  MexaHu3ma
yrpas/ieHnA peanusalmeit ctpaterum npeanpuaTus. lokasaHo,
4YTO B YUIOBMAX LUPPOBOM  Cpeabl  aKTUBU3UPYIOTCA
MHAMKATUBHbBIA MHCTPYMEHTapUit 1 r’MbKMe MeTo/Abl MPUHATUA
yrpaB/ieHYeCKUX peLleHui, noBbllaeTca 3PPEeKTUBHOCTb
dYHKLMOHUPOBAHMA COOTBETCTBYHOLLMX MeXaHU3MOB.
Pa3spaboTaH aganTuBHbIi MEXaHU3M YNPaB/IeHWA peaan3saLmeit
cTpaTerMm npeanpuATMA B yCI10BMAX LMQPOBOI  cpegpbl,
060CHOBaHHO ero cocTaB/ALWMeE, onpege/ieHbl
MHCTPYMEHTapuil AMarHOCTUKKM cpeabl, 0T6opa W peanvsauum
a/,anTMBHbIX cTpaTerui, onpege/ieHsbl MPUHLMMbI
bYHKLMOHMPOBAHMA U B3aMMOCBA3M MOACUCTEM MexXaHu3ma.
MpuBegeHbl GYHKUMM M 33gayqv aganTUBHOIO MexaHu3ma
yrnpasnenua. [pea/oxeH a/ropuTm BHeAPEHUA afanTUBHOIO

rmnoTesa o

MexaHu3ma yrnpasneHus peanusauueit cTparteruu
npeAnpUATUA B yC/I0BUAX LUPPOBOIA Cpespbl.
MpakTuyeckoe 3HaueHue ucc/nef0BaHus: Pe3yabTathl

nccieaoBaHmMa MOryT ObITb  UCMO/Ib30BaHbl B npakTuke
MeHe/KMEHTa COBPEMEHHBIX SKOHOMMYECKMX CYOBEKTOB C
Lenbto obecneyeHus MPUHATUA 060CHOBAHHbIX
ynpaB/ieHYeCKUX pelleHUit U CTpaTerMyeckoro passBuUTHA
npeAnpuATUA B YI0BMAX /106anbHON  LudpoBM3aLmMm
6usHeca.

OpUrMHA/ZILHOCTL | LIEHHOCTb | HAy4YHas HOBMU3HA UCC/IEA0BAHUA:
BriepBble npeg/ioKeH afanTUBHbIM MeXaHU3M YnpaB/eHWA
peanusauueit cTpaTerum npegnpuaTUA B YCI0BUAX LMGPOBOI
cpesbl 1 060CHOBAHHO ero COCTaB/AOWME, PYHKL UM, METOAbI
M UHCTPYMEHTapUid.

MepcnekTuUBbI fa/ibHEMLINMX UCC/Ief0BaHMIA: YIpaB/ieHne pucKamm
AAanTUBHbIX CTpaTe]’MVl, UHANKATUBHbIE TeXHO/10rmmn
AMArHOCTUKKU LUMGpPOBON Cpeabl, CMCTEMATU3aLMAa MUPOBOro
OnblTa CTPaTerMyeckoro aZanTUBHOMO yrpaB/1eHuA.

Tun ctaTbu: TeopeTuyeckuii

Knwouesble cn0ea: aganTuBHasa cTpaTerus, Uudpposas cpesa,
rnobanbHasa uudposusalma busHeca.




ISSN 2519-8564 (print), ISSN 2523-451X (online). European Journal of Management Issues. — 2021. - 29(3)

1. Betyn

YMOBaX aKTMBi3aLlii MiXkHapoAHOro 6i3Hecy, pO3BUTKY HOBUX

dopm B3aemMogii 4i0BUX MapTHEepiB, YacTUX 3MiH PUHKOBOI

KOH'IOHKTYpPM Nig, BNMBOM r106a/1bHMX dakTopis Bce binbLuol

AKTyasIbHOCTi HabyBalOTb HOBI KOHLEMNLi MEHeAXMEHTY, Lo
34aTHi  BpaxyBaTWM TeHAeEHLil PO3BUTKY cCydacHoro 6isHec-
cepesoBuLa. OgHi€ro 3 TaKMX KOHLENL, il € aAanTUBHe ynpas/iHHA,
wo nepeabayae po3poOKy Ta BMNPOBAAMEHHA CTpaTerii,
OPIEHTOBAHMX Ha MPUCTOCYBAHHA bi3HeCy 40 3MiH 30BHiLHbOTrO
cepegosuLLa. BnpoBaaKeHHsA L€l KOHLenuii B akTUBHY MPaKTUKY
ynpasAiHHA A403B0O/AE 3a6e3ne4nTH CTilKi No3uuii nignpuemcTea Ha
PVHKY, 3400yTM KOHKYpPEHTHi MepeBaru, rHy4KO pearyBaTu Ha
3HAYHi BUK/IMKU 30BHILLHBOIO CepesoBULLa.

OcobnmBo Ui MUTaHHA HabyBalOTb MEPLIOPAAHOrO 3HAYeHHA B
ymoBax rn106a1bH0T undposizauii KomepuiiHoi gianbHocTi. CydacHe
6isHec-cepeaoBHULLLE  XapaKTEPU3YETbCA BUCOKMM  AMHAMi3MOM,
MaKCUMMa/IbHOO YYT/IMBICTIO A0 TaKUX I/1106a/1bHUX TeHAEHL i, AK:
BMKOPUCTaHHA KOMMaHiAMU r1106a/1bHUX MapKeTn/1eiciB, pO3BUTOK
camcTeMu  nocayr B UMPPOBOMY  CepeAoBMLL, aKTWBi3auia
€/1eKTPOHHOT TPAHCKOPAOHHOI KOMepLii, NOWNPEHHA aAanTUBHUX
cTparerii nignpMeMCTBa ANA NPOCYBaHHA CBOIX TOBApiB Ta MOCAYr B
undpoBOMY cepeaoBULLi iHLIMX KpaiH. [OCKMMOETLCA | HAYKOBUI
iHTepec WoA0 YAOCKOHa/IEHHA TEOPETUKO-METOANYHUX MO/I0KEHb
dopmyBaHHA Ta  QYHKLiOHYBAHHA a4anTUBHOrO  MeXaHismy
ynpaB/AiHHA peasisauieto cTpaTerii nignNpuMEMCTBA B yMOBax
uMPppOBOro cepe/oBuLLa.

TeopeTWyHi OCHOBM aAanTMBHOrO YMpaB/AiHHA Habyau CBOro
PO3BWUTKY B paMKax CUTYaLiMHOrO Migxogy Y MeHeaXMeHTi.
dyHaameHTasbHUMU B LbOMY € po6otu Woodward (1958), sika
3aK/asa OCHOBWM HAyKOBOI Tpaguuil AOCAIAMKEHHA CTPYKTYPHUX
napameTpiB OpraHisayii B yMoBax MiHAMBOro oTodeHHs; Burns, &
Stalker (1961), w0 CBill HayKkoBWI iHTepec moOB'A3yBa/M 3
PO3POOKOI0 aAaNTUBHUX OPraHi3auiiHUX CTPYKTYp, AKi MOXYTb
3MiHIOBaTUCA Mig BN/AMBOM cuTyauinHux ¢aktopis; Lawrence, &
Lorsch (1969), AKi AOCKigKYBa/M  B3AEMOAI0  30BHILLHBOrO
cepegoBuLLa Ta BHYTPILLHbO-OPraHisauiinHnx ¢opm Ta mexaHismis
b6isHecy.

HanpautoBaHHA LMX HAayKOBLiB He BTPa4atoTb CBOEI aKTya/IbHOCTI i
Ha  CbOrOAHilIHIM  AgeHb, OAHAaK  MNOTPebylTb  HOBOrO
repeoCcMUC/IeHHA B yMOBaX NOLUMPEHHSA iHPpOpMaLiiiHOT eKOHOMIKM,
PO3BUTKY r106anbHOr0 Bi3Hecy, akTUBI3aLlil MepeXKeBUX CTPYKTYp
ynpasAiHHA KOMNaHiAMM.

Tak pgociigHuku 3 YHiBepcuTeTy BepoHu Francesca Ricciardi,
Alessandro Zardini, Cecilia Rossignoli B cBoit cTaTTi «Organizational
dynamism and adaptive business model innovation: The triple
paradox configuration» B nNpogoBX Tpaauuiii cuTyauiliHOro
nigxogy pAosenu, WO edeKTUBHICTb ¢ipMM B  HecnokiHOMy
cepe/ioBULLi CUBHO 3a/1€XKUTb Big, a4anTUBHOrO QYHKLiOHYBaHHA
6isHec-mogeni (Ricciardi, Zardini, & Rossignoli, 2016). 3acHoByrouMCh
Ha mnonepeaHiX AOC/iAKEHHA AUMHAMIYHMX 3gibHOCTeN 6Gi3Hec-

cepesoBMLLa, aBTOpU po3pobuaM  CBilA  B/AAcHUIA  BapiaHT
NapaZoKCasbHUX — KOHCTPYKLUiM  (cniBnpayA —  KOHKypeHLis,
AOCANIAMEHHA —  eKcn/yaTalif, BiAgMNOBIAHICTL Ta  AWMHAMIYHI
MOX/MBOCTI  MiANPUEMCTBA).  [pOBEAEHUN  eKCrepuMeHT
niATBEPAXKYE, WO MapagoKCasbHi  BUMIpU  OpraHisauinHoro

AWHAMI3MY, XO4a i /I0MYHO NPOTW/EXKHI, CUIbHO MepeniTalTbCA
Mix coboto, 3abe3nevyoun aganTUBHUI MexaHi3m GisHec-mogeni
dipmn. OgHak nosa yBarol aBTOPIB 3a/MLIAETbCA TOW apceHasn
CTpaTeriYHoro iIHCTPyMeHTapito, L0 MOXe BUKOPUCTOBYBATU dipma
npu po3pobui 6isHec-mogeni.

B ubOMYy KOHTeKCTi LikaBolo € poboTa aBTOPCHKOrO KO/IEKTUBY
npeAcTaBHUKIB  Bigkputoro Yhisepcutety Higepnangis Ta
HopBe3bKoro  HayKOBO-TeXHIHHOro  yHiBepcuteTy  «Driving
organizational sustainability-oriented innovation capabilities: a
complex adaptive systems perspective» (van de Wetering, Mikalef,
& Helms, 2017). B Hil1 aBTOpU pO3r/1sA4atoTh CTPATErivHi MOMK/IMBOCTI
3abe3neyeHHA (CTa/Ior0 PO3BUTKY MiAMPUEMCTBA B yMOBax

OHH

HecTabi/IbHOro cepe/oBULLIa. ABTOPU Haro/10WYOTb, WO FHYYKICTb
iHpopmauitHux TexHosoriin Gipmy, napTHepCcbKa cniBrnpaLs,
npouecu eko/orizauii  6i3Hecy npu3BOAATL A0 MOCU/IEHHA
{HHOBALLiMHNX MOX/IMBOCTEN Ta OPIEHTOBAHI Ha CTa/MM PO3BUTOK.
0OcobnvBy po/ib y 3abe3neveHHi CTa/soCTi MigNpUEMCTBA aBTOpU
B6a4aloTb y PpO3BUTKY iHPOPMALAHMX TEXHO/OrA NPUAHATTA
pilleHb, came HMM BOHM Bi4BOAATb PO/Ib FO/I0BHOTO aAaNnTUBHOrO
3acoby B npoueci CTBOPEHHA COLjia/IbHOT Ta @KOHOMIYHOT LiiHHOCTI.
CyTTeBUM OOMEXEHHAM [AaHOro AOC/iAXEeHHA € Te, WO Woro
aBTOPU PO3r/IAAAI0Tb CTabi/bHICTL OpraHisayi TibKu B KOHTeKCTi i
iHHOBaUiMHOI  AiAnbHOCTI, irHOpytouM iHWi cpepu  ainosoi
AKTMBHOCTI.

B 6inbLL LUIMPOKOMY CeHCi npoliecu aganTalii po3raaHyTi B CTaTTi
«Increasing resilience by creating an adaptive salesforce»
KO/1IeKTUBY HayKosLiB 3 CLUA Ta ®PpaHujii (Sharma, Rangarajan, &

Paesbrugghec, 2020). BuBuatouM icHytoui AOC/igKEHHA Ta
npoBoAAYM iHTEpB’t0 3  KepiBHUMKaMu  Bigainy npogaxis
GaraToHaljioOHa/bHMX ~ KOMMaHii ~ aBTOpU  CMCTeMaTusyBanu

cTpaTeriyHi iHCTpymMeHTM 3abe3rneyeHHA rHY4YKOCTi KOoMepLiiHOI
AIAZIBHOCTI B yMOBax MIHAMBOrO cepegoBulia. Tak BOHM
3anponoHyBaan AnAa 3abesneveHHi CTIMKOCTI nNiANpUEMCTBA Ha
PUHKY CTBOPIOBATU «aAanTWBHI TOProBi CWaM», AKI MatoTb
30CepeguTUCA Ha TPboxX cdepax 3MiH: 36i/blueHHA FHY4YKOCTi Ta
aganTMBHOCTI  QYHKUiW, AKi BWKOHYE TOproBesbHa rpyna;
MOKpaLLeHHA aAanTUBHOCTI MacluTaby, B AKOMY QYHKLT npogaxis
MOXHa LBWAKO TfepeAaT Ha iHCOPCMHr abo  ayTCOPCHHT,;
TEXHO/I0riYHa aganTallif, B AKil TOProBe/ibHa rpyna BUKOPUCTOBYE
TexHo/ori, HalBiAbLL aKTya/bHi A/1A KAIEHTIB.

IHWKMI  migxig wWwoao ¢opmyBaHHA aAanNTUMBHUX MeXaHiamiB
ynpaB/iHHA KOMMAHIE Y AMHAMIYHHOMY OTOYEHHI NpeaCcTaB/eHunit y
ctatTi «Adaptive marketing capabilities, dynamic capabilities, and
renewal competences: The “outside vs. inside” and “static vs.
dynamic” controversies in strategy» npegcraBHUKIB TexacbKoro
TexHosoriyHoro YriBepcutety (Hunt, & Madhavaram, 2019). Tak
aBTOPM PO3I/IAAAIOTh HE TiNIbKK BHYTPILLHI pe3epBKu KOMNaHii woa0
NpUAALITYBaHHA A0 3MiH CepeAoBuLLA, a M 30BHILWIHI Tpurepun —
KOHKYpEeHL,ito, «MpOBa/An  PUHKY», OOMeKeHicTb  pecypciB.
CTumynom A0 aKTuBi3auii aganTMBHOrO ynpasAiHHA, Ha AYMKY
aBTOPIB, € Ti NPOTUPIYYA, LLO iICHYIOTb MiXK Ait04OI0 CTpaTerieto Ta
notpebamm puUHKY, MiX CTaTU4HUM 0O6pa3oM KOMMaHil i AMHaMIKOO
30BHiLLHIX 3MiH.

Tpeba 3a3HauuTH, WO X04a 0buaBa NiAXOAM HAAAOTb CUCTEMHE

yAB/IEHHA NpO  OYHKLIOHYBaHHA  aAanTMBHWMX  MeXaHi3MiB
ynpaBiiHHA, HE PO3rIAHYTMM  3a/MIIAETbCA  MWUTaHHA, AK
uudposisalia  Gi3Hecy MOXe BMAMHYTM Ha  «adanTUBHUIA

noTeHLias», Ha «3pOCTaloYy pO/b CTPATEriYHUX NPOTUPIY», AKICHO
3MIHIOHO4M NPU LIbOMY MpoLec peanisauii cTpaTerii Ta 40MNOBHIOKO4M
Oro HOBUMMU MOX/IMBOCTAMM.

Cepes, cyqacHMX BYEHWMX C/id  BUAIAMTM  HACTymHi  poboTu:
A. KypaoBOi — MpOMOHYE MeXaHi3mi KOpUryBaHHsa CTpaTeri4Horo
n/aHy B ymoBax HeBu3HauveHocti (Kurdova, 2016); T.BoiTyH -
PO3KpMBAE 0COBAMBOCTI POPMYBaHHA cUCTeMM 3abesneyveHHs
iHHOBaUjiiHoro  aganTtueHoro nignpuemcrea  (Voitun, 2015);
A. BopoHiHOi Ta A. 3eHiHOI-beniveHKo — aKkTyasi3ye iHCTpymeHTapii
TPaAMLIHOro CTpaTeriYHOro YMpaBAiHHA 3 MO3MLiT MOX/AMBOCTI
BUKOPWCTaHHA npu GOpMyBaHHi aganTueHux ctpareriit (Voronind,
& Zunina-Bilichenko, 2016); T.OniliHMK — OBGIPYHTOBYE 3acagu
agantueHoro ¢iHancosoro ynpaeaiHHa (Oliinyk, 2014). OgHak B
poboTax 3 mpobsemaTMKM aganTUMBHOrO yNpaB/iHHA Maike He
aKLEHTYETbCA yBara Ha BaX/MBICTb BpaxyBaHHA daKTopy
umdposisauii 6isHecy mpu po3pobui asanTUBHWMX CTpaTeriid, He
BM3Ha4aloTbCA IHCTPYMEHTU Ta METOAMKM aganTaLii 6isHecy came B
undpoBomMy cepegoBuuli. TOMY Li MUTAHHA CTalOTb BCe Oiblu
AKTYa/IbHUMM AIK B TEOPETUYHOMY, TaK i B @MNipUHHOMY M/1aHi.
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2. MeTa gocnigkeHHsA

eta cTaTTi OOI'pyHTYBaHHA €/1eMEeHTIB  aAanTUBHOIO
MeXaHi3my ynpaBAiHHA peani3aLieto cTpaTerii nignpuemcTea Ta
po3pobKa aaroputmy 1oro 4ii B ymoBax uudposoro bisHec-
cepegoBuLa.

ANA AOCATHEHHA MeTH By/IM NOCTaB/eHi HACTYMHI 3aBAAHHA:

— 0Or'pyHTYBaTU CK/1a/A0Bi afanTUBHOrO MeXaHi3my ynpas/iHHA
peanisaLieto cTpaTerii nignpueMcTaa B po3pisi BigokpemneHnx
nigcucTem;

— BU3Ha4UTU Bn/vBe IJ'l/]q)pOBOFO Ha

dYHKLiIOHYBaHHA LIbOrO MeXaHi3my;

cepegoBHLLA

— cpopmyBaTH anropuTM peanisauii ag4anTMBHOrO MeXaHi3my B
yMoBax LuppoBOro cepesosuLa.

3. MeToau gocaiaKeHHsA

eToAnyHy 6a3y AOC/iAKEHHA CTaHOB/ATbL  Aia/IEKTUYHUIMA,

CUCTEMHO-CTPYKTYPHUI MeTOAM A/1A BU3HAYEHHA CYTHOCTI Ta

AeTepMiHaHT UndppoBoi rnobasisauii Ta ii BIAMBY Ha cyyacHi

bi3Hec-npouecy; MoaentoBaHHA /1A PO3POOKM  MexaHismy
peanisauii aganTMBHUX CTpaTerii NiANPUEMCTBA; CUCTEMHUIA aHaAi3
Ta KOMM/IEKCHUWI NigXig, MeTog aaropuTmisauii 418 obrpyHTyBaHHA
a4anTUBHOIrO MeXaHi3My AK €EAMHOrO Lji/I0ro Y B3aEMO3B’A3KY oro
e/1eMeHTIB Ta BUSHaYeHHA NOC/ig40BHOCTEN MOro Ail.

4. HaykoBarinortesa

nobasbHa  uudposizauia  6GisHecy  akTuBi3ye  poboTy

aA4anTUBHOrO MexaHi3my YnpaeAiHHA peasisauielo cTpaTerii

niaAnpuemcTBa, cnpusAe aKTyanisauii  iHAMKaTMBHOrO

iHCTpyMeHTapito, 6i/bll FHYYKMX MiAXOAiB A0 NPUUHATTA
YNpaB/iHCbKUX pillieHb, WO 3abe3nevye eGeKTUBHICTL AiAnbHOCTI
niAnNp1MeMCTBa Ta MOro pO3BUTOK.

5. TeopeTuyHa MoAe b AOCNIAXKEHHA

AanTauifa € HaMBaXK/MBILLIOK XapaKTEpUCTUKOW Oyab-AKOT

CoLia/ibHO-BUPOBHUYOT cucTemu, a ii aganTuBHi 34i6HOCTI

MaloTb TeH/EHLiI0 40 HapOLLyBaHHA Ta HaKomuyeHHA. Llei

npouec pobutb cuctemy Oinbll CKAagHOW, ane B LiIOMY
CcnpuAEe nigBuLEeHHIO 1i epeKTUBHOCTI. 3a3Buyal, agamTUBHICTb
opraHisauiit posr/iAAaETbcA 3 No3uuiit  GOPMYBaHHA THYYKMX
crneundivyHMX opraHisaLiiH1X CTPYKTYp, TOMY MOXe pO3r/1a4aTnca
AK npoAB 3paibHOCTelt CyO’eKkTiB A0 B3aemogii Ha OCHOBI
B33aEMOMPUCTOCYBAHHA.

3paTHicTb opraHisauii 40 epeKTUBHOro NpMCTOCyBaHHIO b6arato B
YoMy 3abe3nevyeTbCA FHYYKICTIO, IHPOPMOBAHICTIO NMPO CTaH Ta
AVHaMIiKy 30BHILIHLOrO cepeaoBula. AganTUMBHE ynpas/iHHA
AB/NAE cODOIO iHTerpoBaHy CMCTEMY KOHLENTya/lbHUX MigXxopais
MEHEe/XKMEHTY, L0 MaKCMMaZbHO MPUCTOCOBaHi A0 YMOB
30BHILIHBOIO ~ CepeAoBMIIA | BHYTPILUHIX  MOX/IMBOCTEW
nignpuemcrBa. Li nigxoan ¢opmytoTb meTogonoridHuit 6asmc
peanizalii cTpaTeriyHux Linei Ta epeKTUBHUX HaMPAMKIB PO3BUTKY
niANPUEMCTBA B YMOBax aKTMBI3aLii CBITOBOro 6isHecy y HanpAmi
rno6anbHOI L posizaLlii.

AfanTMBHUI MexaHi3M ynpaB/aiHHA Mae 3abesnevyBaTu piBHOBary
yNpaBAiHCbKUX QYHKLiM, B3aEMOY3rOAMKEHICTb FOPU3OHTA/NbHUX i
BEPTMKa/IbHUX 3B’A3KiB, camoopranisalii i ynpasaiHHA. OgHieo 3
YMOB afanTMBHOrO MeXaHi3My Ha YnpaB/iHCbKOMY piBHI €
CTBOPEHHSA FHYYKOi OpraHi3auifHOi CTPYKTYpH.

I. CTel, KOHCTaTYBaB, WO «aganTalif NONArae y uinecnpAMOBaHUX i
NOCNiAOBHUX AiAX i3 BOKY MeHeKMeHTY i nepcoHany nignpuemcraa
Ha OCHOBI a4aNTUBHUX KOMMeTeHLjH (34iBHOCTel) ANA A4O0CATHEHHR
Ta 36epeXeHHA OMTUMA/IBHOTrO CTaHy, 3abe3neyeHHs CTIMKOCTI i
pO3BUTKY Yepe3 TpaHCcPOpMaLito  AiAAbHOCTI  nignpuemMcTBa,
NiABULLEHHA MOro rHYY4KOCTi i MPUCTOCOBAHOCTI A0 MIHAMBUX
30BHILUHIX YMOB, 3MiHy a/ropuTmiB QYHKLiOHyBaHHA B yMOBax
HenepegbaveHux 3miH» (Stets, 2017). Peanisauis npuHumny

OHO

aAal‘ITMBHOCTi AOCAra€TbCA WAAXOM  3aCTOCYBaHHA

THYYKMX
TexHo/oril, 36yA0BaHMX 3 ypaXyBaHHAM MexaHi3my aganTtauil
cyb’ekTiB.

AZanTUBHUIA MeXaHi3M ynpaBAiHHA Ma€ TiCHUI 3B’A30K 3 BM/IMBOM
Ha aAanTUBHUI MOTEHUian MigNPUEMCTB Ta MPUMYCKAE aKTUBHUM
3HUKEHHA HecnpuATAuBKMX Hacnigkis (Orlova, 2015; Lepeyko, &
Kryvobok, 2015). OCHOBHOW GYHKLiED aAanTMBHOrO MeXaHi3my
ynpaBAiHHA € 3ab6e3neyveHHs 34aTHOCTI NIANPUEMCTBA B MiHAUBMX
yMOBax TpaHCPOpPMYBaATH CBOIO CTPYKTYPY Ta ynpas/iHCbKi BM/MBU
B KOHKpeTHIM cuTyauii y BignoBigHoCTi A0 o0cobauBocTeit
OYHKLiOHYBaHHA 3 MeTol  3abe3sneyeHHA  ONMTMMas/bHOT
pe3y/bTaTMBHOCTI Ta OpraHisauiiiHoi CTPYKTYypu 3 BigmnoBigHUM
$YHKLiOHa/IbHUM HAaNOBHEHHAM Zifi/IbHOCTI Nigpo3ainis.

H. flH4eHKO Haro/owWye, Wo «0cob/MBE 3HAYEeHHA aAanTUBHOIO
yrpaB/iHHA NMPOAB/AAETLCA Y MOX/IMBOCTI MOAE/IIOBaHHA TPUBa/INX
npoLeciB, ypaxyBaHHA CTOXAaCTUYHUX YMHHUKIB, LLLO BUK/MKAIOTb
3Ha4YHi BWUTPaTM MpU MOMMU/IKOBMX PIlLEHHAX Ta BUKOPWUCTaHHI
neBHOro Habopy TEXHO/I0MYHOrO YyCTaTKyBaHHA i KBanidikaLinHnx
XapaKTEepUCTMK MepcoHasay, WO B CYKYNHOCTi i 0B6ymoB/toe
edekTuBHICTb aganTauii» (Yanchenko, 2011). Mpu ubomy npouecu
aganTaLii MaloTb AK TaKTUYHY TaK i CTpaTeriyHy Hanpas/IeHiCTb.

3 MeTOoK MpOeKTYyBaHHA Mpouecy ynpaBAiHHA Ta BW3HA4YeHHA
KpuTepiiB  PyHKLiOHYBaHHA OO’€KTy, BCTAHOBMIOETbCA MeTa
yrnpaB/iHHA. Y Hy/IbOBUI MOMEHT 4acy, KOOPAMHATH CTaHy 06 eKTy
XapaKTepU3yloTbCA MOYAaTKOBUMM YMOBaMW 3 ypaxyBaHHAM
KOHKPETHUX 3HayeHb 1oro napametpis. [pu LbOMy, TpUBaNiCTb
iHTepBa/iB Ta 3HA4YeHHA KOOPAMHAT 3a/1eXaTUMYTb Big OOpaHux
Lisel.  3akoHOMIpHOCTI  @YHKLiOHYBaHHA  OO’€KTY  MOXKHa
Bigo6pasutn y BuraAgi ¢yHkuii, aaroputmy abo nporpamu, B
3a/1€XKHOCTI Bi4 3MiHM MOro CTPYKTYpU. 3OBHILIHE cepegoBuLLe
bYHKLiOHYBaHHA MigNPUMEMCTBA NpeACcTaB/leHO NapamMeTpamu Ta
CTPYKTYPOIO 30BHILLHIX OG’€KTiB, WO B3aEMOAiOTL 3 06’€KTOM.
Bucokoi MmoBipHOCTi 36iry nepeabadyBaHux i GakTUYHUX HACNiAKIB
NPUAHATTA YNpaB/iHCbKMX PilleéHb MOXHA AOCATTM 3a paxyHOK
HalMoBHIlIOrO  BigoOpaKeHHA  XapaKTePUCTUK  30BHiLUHLOrO
cepesoBuLA 06’eKTa. 3a TakMX 0OCTaBWH, ynpas/iHHA 06’eKTOM
BPaXOBYE 4Ba B3AEMOMNOB’A3aHMX NPOLLECH, @ CamMe NPOEKTYBaHHA
N/1aHOBOI TpaeKTopii pyxy O6’€KTy BiAMOBiAHO A0 BM3HAYEHOro
KpUTEPilO Ta KOPWUryBaHHA KOOPAMHAT OO’€KTY 3a paxyHOK
NpOeKTyBaHHA BiAMNOBIAHOrO peryaaTopy.

[poeKTyBaHHA TPAEKTOPIT pyxy 06’eKTy NOB’A3aHO 3 BU3HAYEHHAM
MOYaTKOBUX KOOPAMHAT PyXy 06’eKTy, OMMCOM yMOB i napameTpis
KiHLLeBOro CTaHy ioro GyHKLiOHYBaHHA Ta BU3HaY€HHAM KpUTepito
AKOCTi OO’€KTy MpW OAHOYACHOMY BWMKOHaHHi YMOBM B/yHeHHA
3HaYeHHA 4aHOro KpuTepito B 3agaHy obnactb. Kputepiit akocTi
BM3Ha4a€ piBeHb NPUMHATHOCTI GYHKLiOHYBaHHA 06’€KTY B npoueci
1oro pyxy B 3agaHy ob6a1actb. Kputepiit AKOCTi MOKe ByTu 3agaHui
y BUMAAI BUKOHAHHA «YMOBU OCATHEHHA HEIO eKCTPEeMYMY AeAKoi
byHKLiT a60 noTpanaaHHA Moro B 3agaHuit iHtepsan» (Matviychuk,
2011).

Ha cborogHiwHin geHb nuTaHHAMKM GOPMYBAHHA  MAaHOBOT
TPAEKTOPii KepoBaHOro O06’€KTa MNPUCBAYEHO YMMano Tpalb
BYEHMX. 3BaKalo4M Ha 3HA4HWIM HAyKOBMIM AOPOOOK Ta Ki/bKiCTb
Cnpo6 BUKOPUCTaHHA Pe3y/bTaTiB LMX AOC/iANKEHb, MaTeMaTUiHa
dopmanisauia  ynpaBAiHCBKOro npouecy He Ma€e MNpakTUYHOL
3HaYYLWOCTi Ta He MOXe OyTW 3acTocoBaHa MpWU MPOEKTYBaHHi
MeTOZiB YNpaB/AiHCbKOro B/IMBY Ha peasibHU 06’eKT. 3a3HaueHe
NiATBEPAXYETbCA TUM, WO «Byapb-AKa cnpoba  3aidcHUTH
nepeHeceHHA O6’eKTa ... Mig Ai€l0 yNpaBAiHHA ... 3 MOYaTKOBOroO
cTaHy (Xo) B 6axKaHuit KiHLEBUH (X«) 3iLUTOBXYKOTCA 3 TPUHLUMOBOIO
HEMOMK/IMBICTHO MAaTeMaTMYHO TOYHOIMO BM3HAYEHHA MOYATKOBUX
YMOB Xo 06’€kTa» (Matviychuk, 2011, p.98). Wogo dopmanizauii
BM/IMBY 30BHIlLHIX YMHHWKIB Ha O6G’eKT B mpoueci ioro
dYHKLIOHYBaHHA, TO AaHWI NpOLLeC 3ilUTOBXYETbCA 3 aHA/I0MYHOO
npo6semoto. TakMM YMHOM, PaKTUYHMI CTaH OB’eKTy «mpwu pyci
oro ysaoBX po3paxyHKOBOI TpaekTopil Byae BigpisHATMCA Big,
N/1aHOBOr O HaBiTb MPM HAABHOCTi B3AEMO OAHO3HA4YHOCTi MAHOBMX
i aKTUYHMX ynpaBaiHCbKUX BrauBiB» (Matviychuk, 2011, p.100).
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BpaxoBytouu, L0 eKOHOMIYHUI CyE’eKT — Lie BigKpuTa couiasbHO-
E€KOHOMIYHa CYKYMHICTb e/1eMeHTIB CUCTeMM, AKa Ma€E «BXig»,
«BUXif» Ta «3BOPOTHWI 3B’A30K», TO BUPILUEHHA BAXX/MBOrO
3aB/AaHHA raciHHA 30YprooYMX 3OBHILLHIX iMMY/bCIB  MOMK/IUBO
AOCArTU 33 PaxyHOK peasizauii GyHKLii peryaatopy BignosigHo o
HaCTynHOI NOCAiA0BHOCTI:

1. PerynAaTop 3a 40MNOMOrot0 3BOPOTHUX 3B’A3KIB igeHTU(IKYe
KOOpAMHAaTH 06’EKTA B KOXKEH MOMEHT Yacy.

2. Y pasi BiAXWNEHHA Big NN1aHOBUX KOOPAMHAT, 3@ 40MOMOror
perynatopy  pobuTbCcA  BWCHOBOK  MpPO  HeobXigHicTb
£,0£,aTKOBOrO YNpaB/liHCbKOro BM/MBY Ha 06 €KT.

3. Perynatop ¢$opmye ONTUMaZAbHUIM  YNPaBAIHCBKUI  BMAWB
BiANOBIAHO A0 3aAaHMX KpUTepiaZsbHMX Napamepis AKOCTI 3a
TPaEKTOPI€El0 pyxy 06’eKTy.

4. 3abe3neyye y3roAKeHHsA MOTOYHUX KOOPAMHAT AO NNaHOBOI
TpaeKTopii 06’eKTy.

Ane Ha npaktuui GOpMyBaHHA N/NAHOBOI TPaeKTOpii 06’eKTy i
pery/aTopa 4acTo BUAB/AOTLCA HeAO0CTaTHIMK 414 3abe3neyeHHs
epeKTUBHOrO YynpaB/iHHA, 30KpemMa MOXMOKM Yy BUMIpHOBAHHAX,
HernoBHOTa iHPopMaLii NPO NMOYaTKOBi KOOPAMHATU, MOM/MUBICTb
BMHMKHEHHA (04aTKOBOro BI/IMBY Ta PU3MKIB, CMPUYUHEHMX
MIH/AMBICTIO 30BHILUHBLOrO Cepe/AoBHLLA, HEBM3HA4YeHICTb YMOB
dYHKUiOHYBaHHA Ta B3arasi  BigCYyTHICTB  MOM/IMBOCTI  TOYHO
dopmanisyBaTM CTPYKTYpu O06’eKTa MaTemMaTMdHO — BCe LUe
3YMOB/IIOE HEOOXiAHICTb pearyBaHHA yMnpaB/iHCbKUMX BNAMBIB Ha
3MiHM napameTpiB O06’eKTy Ta XapaKTePUCTUK 30BHILUHbOIO
cepez0BULLA. 3a TaKMX 06CTaBWH, aganTaLia NOBUHHA BiabyBaTHCA
LUAIAXOM 3MiHM OpraHi3aLiiHOi CTPYKTYpU i napameTpiB peryiatopa.

AAanTUBHOI MO0 CUCTEMM YNPaBAiHHA 06’EKTOM € Moge/b, B
AKili B pe3y/bTaTi 3MiHM XapaKTepUCTUKM BHYTPILLHIX | 30BHILLHIX
B/IAaCTUBOCTEN 06’eKTa BigOyBaEeTbCA BignoBigHa 3MiHa CTPYKTYpH i
napameTpiB peryaatopa ynpasB/liHHA 3 MeTol 3abe3neveHHA
cTabinbHOCTi dyHKuioHyBaHHA o6’exkta (Kulik, & Sokolenko, 2013;
Zinchenko, & Malyshko, 2016; Grynko, Gviniashvili, 2017).

AganTMBHa  MOAenb  ynpaB/AiHHA  @€KOHOMIKO-COLia/IbHUMM
cMcTeMamMy CKAAAAETbCA 3 /IBOX B3aEMOIMOB’A3AHMX CK/Iag0BUX:
afanTMBHOI CUCTEMM TM/aHYBaHHA ¥ adanTUBHOI  cucTemu

peryntoBaHHs, AKi BKAto4atoTb (Gerasimenko, 2013):
MOgZe/b NaHyBaHHA (pery/toBaHHA);
imiTauiiiHy Mmogenb npouecy;

BHYTPILLHI# (imiTauiiHuit) aganTep;

30BHILUHI (06’€KTHUIT) aganTep.

Ha ocHOBi aHani3y xapakTepucTMK O06’eKTa Ta 30BHILIHBLOrO
cepe/oBMLLA, 30BHILWLHIM agantep obwpae Mogenb 3aB/aHHA
N/1aHyBaHHA, a TaKOX iMiTaLliliHy MOge b, 34iCHIOYM TUM CaMMUM
CTPYKTYPHY aganTauito cMcTemMu ynpae/iHHA. B nogasbliomy 3a
pesy/ibTaTaMi BUKOHAHHSA M/1aHiB MUHY/IMX Nepiogis, 6asyroumncs Ha
MUHY/I0MY A0CBigi Pi3HOMaHITHMX BMN/AMBIB, aganTep MNig/allToOBY€E
napameTpu B Mogeni naaHyBaHHA (peryaoBaHHA) i imiTauiiHol
Mogeli, WO BK/YAE imiTaliliHi Mogeni 06’ekTa, cepesoBuLLa Ta
cMcTemMu  peryatoBaHHA.  BignosigHo pgo  imiTauiHoi  mogeni
34iACHIOETbCA peanisalia naaHy, M OLHIOITLCA BTPaATH, LLO He
A03BO/IATL AOCATTM MOTEHLIHOrO edekTy. ImiTauia peanizauii
N/1aHy BMKOHYETbCA KiZbKa PpasiB A9 OTPUMAHHA CTaTUCTUHHO
3HAYYLMX OLHOK MOKA3HMKIB n/aHy. AKLLO M/laH 3 ypaxyBaHHAM
MOM/IMBOCTEM MOro peasisauii NpuiHATHWMM, TOBTO BigMnoBigaE
BUK/IMKaM LppPOBOro cepegosuLla, napameTpam o6’eKTy, TO BiH
NPUAMAETbCA A0 BMKOHAHHA. B iHWOMY BMNaAKy BHYTPILLHii
aganTtep, FPyHTYIOMMCb Ha pe3y/abTaTax imiTauil, nignawTosye
napameTpu MogeAi N1aHyBaHHA Ta MOZe/i pery/1toBaHHs, i poboTa
CXeMMU NOBTOPIOETLCA 3HOBY, NMOYMHAIOYUM 3 TepepaxyHKy M/1aHy npu
HoBux napametpax (Gerasimenko, 2013; Papulova, & Gazova, 2016;
Novikov, 2018). BpaxoBytouu 3a3HayeHe, QYHKLIOHYBaHHA
afanTMBHOINO MexaHi3My ynpas/iHHA peanisauieto  crparerii

OHO

nignpuemctaa (puc. 1) MOMKHa NPEACTaBUTU Y BUTAAAT MOAEI, Lo
peanisyeTbCA WAAXOM BUKOHAHHA NOCNiAOBHMX eTaniB, a came:

D)

aHani3 XapaKTepUCTUK O6’eKTy Ta (AKTOPIB 30BHILLUHBOTO
cepezoBuLLA, BUBIp Mogeni 3aga4i nnaHyBaHHS;

2)

36ip, y3ara/bHEHHA | cucTeMaTm3auia HeobXigHol iHdopmaLii
npo cepegouLle GyHKLiOHYBaHHA NiANPUEMCTBA;

3) Bubip napameTpiB Ta MeTOAiB aganTaui;

4) BuGip HanmpaAMKIB aganTauii nignpueEMCTBA 40  3MiH
30BHILLIHBLOr0 Cepe/oBULLa;

5) Y3rOAMKEeHHA cucTemMu Lineit | 3aBAaHb  PO3BUTKY

nigNpUEMCTBA 3 LiNAMM 3 agantepamu;

6) OUiHKA MOKa3HUKIB PiBHA aganTaLii NignpUMEMCTBA A0 HOBUX

yMOB 6i3Hec-cepefoBULLa;

7) $opmyBaHHA aAanTUBHOT cTpaTerii;

8) MOHITOPUHT piBHA aganTayii OKpeMUX MigcucTem;

9) aHazi3 i BO/0aLis AOCArHEHHS Lineit;

10) imiTauiiiHe MOAe/OBaHHS;
11) aHazi3 Ta ouiHKa BUTpaT.

TakMM 4YMHOM, afanTUBHWMIA MEXaHi3M YMpaB/iHHA - Lie CKAaAHO-
OpraHi3oBaHa cMcTema OpraHisauiifHO-eKOHOMIYHUX MigcucTem,
MeTOo/iB, BaKeAiB, IHCTPYMEHTIB, mpoueayp, lWo 3abesnevye
epeKTUBHY B3AaEMOAi0 3 30BHIWHIM CepegoBuLLe  LLIAXOM
camomogudikaLii AK peakL,ii Ha 30BHiLLHI 3MiHM Ta NepeTBOpeHHsA 3
MeTol0 3abe3neveHHs PO3BUTKY MignpuemcTea. Peanisauis
afaNTUBHOCTI  AOCAra€TbCA  LW/AAXOM  3aCTOCYBaHHA  FHYYKMX
TEeXHO/Or 3 ypaxyBaHHAM MexaHi3My aganTtauii cyb’ekTiB.
CTPYKTYpY aganTMBHOrO MeXaHi3My YMnpaB/iHHA peasnisauieo
cTparerii nigNpMEMCTBA HaBEAEHO Ha puc. 2.

3araZbHOIO  METOK  afanTMBHOIO  MEeXaHi3My  ynpaBAiHHA
peanisauieto cTpaTerii nignpUeMCTBa € AOCATHEHHA CTpaTeriyHnx Ta
TaKTUYHUX Ljiel NigNnpMEMCTBA LWAAXOM FHYYKOrO MPUCTOCYBaHHA
BHYTPILLHIX MOMX/MBOCTEN MigNPUEMCTBA A0 3MiH 30BHILUHLOrO
cepeAoBULA. 3 OM/IAAY Ha CKAAAHICTL Ta MiHAMBICTL OO’€KTY
ynpaB/iHHA, a camMe Ha Te, WO aganTuBHI 34iGHOCTI MalTb
TEHAEHLI0 40 HapolyBaHHA Ta HAKOMUYeHHA, BWHUKAE
HeobXiAHICTb Y KOHKpeTu3alii meTu po3pob/ieHoro mexaHismy:
3abe3neyeHHs cTabibHOCTI PYHKLIOHYBaHHA O6’€KTY 3a paxyHOK
3MiHM XapaKTepUCTUK BHYTPILUHIX B/AACTUBOCTEM, CTPYKTYpu Ta
napametpis 06’ekty (Riemann, 2016; Ignat, 2017; Sepashvili, 2020).

PopmyBaHHA Ta peanisalifa afganTUBHOrO MexaHi3My ynpasAiHHA
peanisaLli€to cTpaTerii nigAnpMEMCTBA NPOBOAUTLCA HA OCHOBI pAAY
npuHLMniB:

1. MpuHLMA rHYYKOCTi. TO6TO, CTPYKTYpa yNpaBAiHCbKMUX BM/IUBIB
NoBMHHA 3MIHIOBAaTUCA BIANOBIAHO A0 3MiH napameTpis
cUcTeMU 0B’EKTY ynpas/iHHA.

2. MpuHymn  iHpopmaTUBHOCTI. 3a AOMOMOroK 3BOPOTHOrO
3B’A3Ky BiAOYBaETbCA BUMIp XapaKTEPUCTUK KepOBaHOro
ob’ekTa i BUPOG/AOTLCA peaklii, WO BUpaKalOTbCA B
yNpaBAiHCbKMX BN/NBAX.

3. MpUHUMN KOMNAEKCHOCTI, paLioHaNbHOCTI, Y3rogX»eHoCTi y
Yaci.

4. NMpuHLMN cTpaTeriyHocTi, 6e3nepepBHOCTI, 36a1aHCOBAHOCTI.

5. MpuHumn Y3rO/AKEeHHA BM/IMBIB,

on‘rmmaanocﬂ, pearyBaHHA.

ynpaBAiHCbKMX

6. MPUHLUMN KOHTPO/ALOBAHOCTI, MiHiMi3aLii BUTpaT, peanisauii
BHYTPILLUHIX MOX/MBOCTEMN.

7. MpuHLMN HagiMHOCTI, Li1ecnpAMOBaHOCTI.
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-

~ 1) AHa/i3 XapakTepucTHK 06'eKTy Ta GaKkTOPiB 30BHILLIHLOIO CepeAoBMLLa, BUBIP
Mogeni 3aga4i naaHyBaHHA

2) 36ip, y3ara/ibHeHHs | cucTemaTmsauis HeobxigHol iHpopmaLii npo cepegoue GYHKLiOHYBaHHS 1

v

3) BMGip napameTpis Ta MeToAiB aganTadii

NAdHY8aHHS

v

4) BUBIp HanpsaMKIB aganTayji nignpueMCTBa 40 3MiH 30BHILLHBOIO CEpPeA0BULLA 1

1 5) Y3rO/AKEHHSA CUCTEMM i1l | 3aBAaHb PO3BUTKY MigNPUEMCTBA 3 LiAMM Ta agantepamu 1

v

6) OLjiHKa NOKa3HUKIB PiBHA aganTauii MigNPUEMCTBA 40 HOBUX YMOB Bi3HEC-cepes0BuLLA

v

7) dopMyBaHHA aganTUBHOI cTpareril

v

8) MOHITOpWHT piBHA aAanTaLii OKpemMux nigcucrem

v

AddnmugHd cucmema pezy/1lo8aHHs

9) aHani3 i BO/OAL,iA AOCATHEHHS Ljinel

e T ———

10) ImiTaLiliHe MoAeNtoBaHHA peasizaui niaHy

v

11) AHani3 Ta oujiHKa BATpaT

A

MNpUIHATYU 4,0 BUKOHAHHA

BianosigHicTb cTpaTerii

R -
- =~

(\ BHyTpiWwHilt aganTtep

PucyHoK 1: Mogenb GpyHKLiOHYBaHHA a4anTUBHOrO MexXaHi3my ynpaeAiHHA peaisalieto cTpaTerii nignpMemcrea

[Amepeno: po3pobka asmopis

[on0BHE 33aBAAHHA a4anTMBHOrO MEXaHi3My YNpaBAiHHA — LUe
niATPMMKa BHYTPILIHBOT CTabibHOCTI cMCTemMn B yMOBax MOCTIMHO
MiH/MBOrO 30BHILIHLOrO CepeAoBuLLa. AganTUBHUIA MexaHi3m
ynpaB/iHHA CTBOPIOE NPaBW/a, Per/aMeHTY€E B3aEMOZII0 e/1eMeHTIB
i napameTpiB cMcTeMU, 3abe3nevye y3rogKeHHA CTpaTeriyHux Liiein
niANPUEMCTBA, 3MiHAMM 30BHILLHbOIO Cepe/A0BULLA Ta BHYTPILLHIMK
MOX/IMBOCTAMM MiANPUEMCTBA 3 MiHIMaZbHUMK BUTpPaTamMu B
HalKOpOTWWMIA TepMiH, a Takox GOPMYye THY4Ky cucTemy
ynpas/iHHA, 34aTHY 40 camoopraHisaLii Ta TpaHcdopmaLii.

PyHKLT aA4anTUBHOMO MexaHi3My yrpas/iHHA ©6e3nocepesHbo
nos’A3aHi 3 6a30BMMM, TaKUMU AK MPOrHO3YBaHHA Ta M/1aHYBaHHH;
opraHisayia poboTu; aKTMBi3aLiAa | CTUMY/IOBAHHA; KOOPAMHALLA |
pery/ltoBaHHs; KOHTpO/b, 06niK i aHani3 (Zinchenko, 2017;
Onyusheva, & Seenalasataporn, 2018; Skandalis, Byrom, & Banister,
2019; Hofer, Niehoff-Hoeckner, & Totzek, 2019). Ane, Bce X Taku,
OCHOBHY pO/b B peasi3auii cTparerii Bigirpae came ynpaeniHCbKe
piweHHA.  Cyb6’eKT  afanTMBHOTO  MeXaHi3my  ynpaBAiHHA

OHO

npeacTaB/ieHuii  KepiBHUMLTBOM MiAnpUEMCTBA abo nigposginy.
O6’eKTOM ynpaB/iHHA BUCTYNae GOPMYBaHHA e/1eMeHTIB naTepHiB
BHYTPILLUHLOrO CepeAoBMLLa MiANPUEMCTBA, 30Kpema cpepammu
iMmnaemenTayii  3MiH, WO CNpUYMHEHO YMOBamMu LMPPOBOro
cepegosuLa. BigHOCHO ynpaBAiHCbKMX pilleHb NOHATTA «MaTepH»
XapaKTepu3ye CTepeoTUNHY peaKLito Ta NeBHy NOCiAOBHICTb Aild.
YnpaB/iHCbKe pillieHHA XapaKTepU3yeTbCA HABOPOM CTEpPeoTUNiB y
B3aEMOBIAHOCMHAX i3 Cyb’eKTamu  MIKPOOTOYEHHsA, OTXKe,
HeobXigHMM CTae He NpocTo po3pobKa LWab/IoHIB ynpaBAiHCbKMX
piluleHb  CTOCOBHO  peanisauji cTpaTerii  mignpuemcTea, a
¢$opMyBaHHA MoAei, WO MoXe ByTH 3aCTOCOBHA B Till UM iHLWIN
cuTyaLi. OTKe, 06’eKTOM ynpas/iHHA po3po6/1eHOro aganTUBHOrO
MexaHi3my  BMUCTynae  (GOPMYBaHHA  €/1eMEHTIB  naTepHiB
(ynpaBAiHCbKMX pillieHb, 3aX0aiB, AiK i T. iH. W0AO ynpaBaiHHA
peasisatjieto cTparerii) BHYTPILLHLOrO Cepe0BULLA MiANPUEMCTBA B
3a/1€XKHOCTI Big, MIHAMBOCTI YMOB 30BHILLHbOrO CepesoBuLLa, WO
HabyBae 0CO6/MBOI  aKTyasbHOCTI B ymoBax LudpoBoro
cepesoBuLLA.
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1| KoHuenuis aganTueHoro ynpas/iHHs. [oBe4iHKOBI, pecypcHi, KOrHITUBHI, opraHisaujiiii acnexTu. TeopemuyHa ocHosa |

Merta 3aBgaHHA:
3a2anbHa: AOCATHEHHA CTpaTeriYHMX Ta TaKTUYHUX Ljinen - Y3rOoAMKeHHs CTpaTeriuHux uised nignpuemcrsa, 3miHamu | !

niANPUEMCTBA LL/IAXOM FHYYKOrO MPUCTOCYBAHHA BHYTPILLIHIX 30BHILUIHLOrO  CEPe/OoBULIA Ta BHYTPILHIMM - MOMAMBOCTAMM | |
niANPUMEMCTBA 3 MiHIMaZbHUMK BUTPaTamMM B HAWKOPOTLUMMA |1

Il moxauBOCTE  nmignpueMcTBa A0  3MiH  30BHiLLHBOrO !
» HD
Il cepepoBuwa. P TepMmiH; ) L
Il KoHkpemusosaHa: 3abesneyeHHsA cTabisbHOCTI f¢°pMyBa*fHﬂ npasu, ”"‘9 pername.HTy}STb ?336'\"04”0 GNEMEHTIB |,
. . , . i napameTpiB cMcTeMM, 3MiHa OpraHi3aLiMHOi CTPYKTYpH; :
1| QyHKLiOHYBaHHA OB’€KTY 3a paxyHOK 3MiHM XapaKTEpUCTUK . . . 1
. Lo o . . ) - (GOpMYBaHHA THYYKOI CUCTEeMM YMpaBAiHHA, 34aTHOl Ao |-
1| BHYTPIWHIX B/AACTUBOCTEN, CTPYKTYpH i napameTpiB 06’eKkTy - . 1
. camoopraHisauji Ta TpaHcdopmaLi .
1 1
. -_———m T T T = - T T = .
1, .- ) . ~a , /c’ 6 3 N 1
£ O6’ekT ynpaeaiHHa —— [ C(ybekTynpasiibha -, MpeameT: napameTpu peryasaTopa .
sol -7 ~< - 1
1 i e 1
1 NpuHumnu:  rHyykocTi, iHGOPMATUBHOCTI, KOMMAEKCHOCTI, CTPaTeriyHOCTi, Y3rogKeHHA |,

PopMyBaHHA €/1eMeHTIB NaTepHis

. yNpaBAiHCbKMX BM/AUBIB, MiHiMi3aLii BUTpAT, HagiMHOCTI, LjisecnpAMoBaHOCTI, 6e3nepepBHOCTI,
BHYTPILLUHbOrO CepesoBMLLIa

36a/1aHCOBAHOCTi, KOHTPO/IbOBAHOCTi, PaLiOHa/IbHOCTI, ONTUMaNbHOCTI, pearyBaHHsA, peasisaLii
BHYTPILLHIX MOK/IMBOCTEN, Y3roA»KeHOCTi y Yaci

®yHKui: NPOrHO3yBaHHA, M/1aHYBaHHA, OPraHi3alif, KOOpAUWHaLlif, pery/toBaHHA, KOHTPO/b, 00/iK, aHani3, peanisaLlif cucTemMu 3axog4is 3
Il aganTauii crpaTerii nignpueEMCTBa 40 3MiH 30BHILLHLOIO CEpeAoBULLA !

\ ~N MemodonozitHa ocHosd
ApamiHicTpaTUMBHI MeTOAM: OpraHisaLiiHui
i po3nopAayui BNAuB; MaTepia/ibHi
330XO04€eHHsA i BigNoBiAa/bHICTb;
aAMiHicTpaTUBHa BiAgNOBiganbHICTL

1 EKoHOMi4Hi meToAM:

cTpaTerivyHe n1aHyBaHHs;

PVHKOBE LiHOYTBOPEHHS,
ynpaB/iHHA 3a LiaAMU

EKOHOMiKO-MaTemMaTH4Hi MeToAU: MO e/NtOBaHHA, \
avdepeHLiiiHe Ta iHTerpasbHe 064nC/eHHS,
Kope/ALiliHuIA aHani3, perpecis, BapiaLiitHuii paga, !
3aKOHM po3noginy, BUBIpKOBUI MeToA, AMCNepCiiiHil !
MeTO/, KOMMOHEHTHUI aHa/i3, KepyBaHHA 3anacamu; 1
PO3paxyHKM ONTUMA/IbHOI 3aMiHM yCTaTKyBaHHA; Teopia i
irop; Teopis MacoBoro o6c/1yroByBaHHs; CiTkoBe i

n/1laHyBaHHA / 1

MeTtopau 6araTokputepianbHOro aHanisy: metog TOPSIS, meToau aHanisy iepapxii, 1
meTos SMART; meTos SAW, MeToz KpuTepianbHnx obmexeHb, metog COPRAS 1

-
1 MaTpuuHi meToan: matpuua «BCG»; matpuua «McKinsey»; mogenb
1 Shell/DPM; mogenb ADL/LC; maTpuusa «ToBap-PuHoK»; SWOT-aHanis;
KapTu cTpaTerivynmx rpyn; STEEIE meToamnka

*\ J

1 MeToau imiTaliiHOro MOAENIOBAHHA CUCTEMM
1 peryatoBaHHA 1 imiTayiliHoi Mogen/ito 06'ekTa

MpouecHa ocHosa 1

: 1) AHa/i3 XapaKkTepucTuK 2) Bwbip napamerpis, 3) Bu3HayeHHA  cuctemn - - - |
.| ob'ekty Ta  ¢akTOpiB HampAMKIB  Ta  MeTOoAiB MOKA3HUKIB A/ OLiHKU piBHA 4) MOHITOPUHI 3MiH, aHa/i3 Ta i
! 30BHILUHBOrO aganTauii  nignpuemcraa agantauii nignpuemcTea A0 OLjiHKa BWTPAT, Ha/IALUTYBAHHSA i
! cepesoBuLLa, BUGIp 40  3MiHUM  30BHILIHBOrO HOBMX YMOB, MN/aHyBaHHA Ta napameTpis Mogei naaHyBaHHA ;
' mogpeni 3agavi nraHysaHHA cepesoBuLLa imiTaLifHe Moge/toBaHHA Ta peryatoBaHHA ;

g 1
PucyHok 2: CTpyKTypa aganT1BHOrO MexaHismy ynpae/iHHA peasisaujiero cTpaTerii nignpuemcrsa

Amepeno: po3pobieHo asmopamu

MeTopa0/10ri4Hy  OCHOBY aAanTMBHOIMO MeXaHi3My yrnpaB/iHHA
peanisaulieto cTparerii CTaHOBAATb €KOHOMIYHI, agMiHiCTpaTuBHI,
MaTpUYHi, EKOHOMIKO-MaTemMaTU4Hi MeTOoAM, MEeTOAM aHaiily Ta
imiTaliftHoro mopgentoBaHHA. Tak, gudepeHLuiiiHe Ta iHTerpa/sibHe
064MC/IeHHA BUKOPUCTOBYETLCA A/1f PaKTOPHOrO aHa/isy Br/MBY
daKTOpiB Ha pe3y/bTaTUBHWUI MOKa3HUK; MeTOAM MaTeMaTUHHOI
cTatucTvkM (KopensauiHuiA aHanis, perpecis, BapiauiHuit psg,
3aKOHU PO3Moginy, BUOIPKOBUI MeTod, AUCnepciliHii meToa,
KOMMOHEHTHUI1 aHa/li3) BUKOPUCTOBYIOTLCA Y TUX BUMAAKaX, KOAU
3MiHM  aHaNi30BaHMX MOKa3HMKIB MOXHa MNpeAcTaBUTM  AK
BUMaZKOBWM NpoLec, a 38’A3KMK, L0 BUHMKAIOTb MiXK MOKa3HMKamu,
€ He geTepmiHOBaHMMM, a OMOCepesKOBaHUMU (HempAMUMM);
METOAU  AOCNiAKEHHA  onepauii  (KepyBaHHA  3anacamu;
pO3paxyHKM ONMTMMaZbHOI 3aMiHM YCTaTKyBaHHA; Teopia irop;
Teopini  MacoBOro  OOC/NYroBYBaHHA;  CiTKOBE  M/aHyBaHHA)
BMKOPUCTOBYIOTb B €KOHOMIYHOMY aHai3i A1 po3pobku meTogis
uiecnpAmMoBaHux Aiit (onepaujit), KibKICHOI OLiHKM MPUIAHATHX
piweHb Ta BUGOpPY HailedektusHiworo 3 Hux (Yurchuk, 2015
Meshko, & Kolesnyk, 2017). MaTpuiHi MeToAM 4,03BOAAIOTb OLHWATK
CTaHOBMLLE TMiAMPUEMCTBA MO BiAHOLIEHHIO A0 KOHKYPEHTIB,

BM3Ha4YUTM KOHKYPEHTHI nepeBarw i Heg0/iku, po3paxyBaTu piBeHb
npuBabAMBOCTI rasnysi Ta pUHKiB, CGOPMY/IHOBATU OCHOBHI 3aBAAHHA
ANA cTpaTeriyHmx 6i3Hec-04MHULb TOLLO. MeToaM, Lo BigHOCATLCA
A0 TPbOX iHLWMX FPyn AOLi/bHO 3aCTOCOBYBaTW Ha eTani BUGOpY
cTpaTerii, TOMy L0 BOHM mMepeabayatoTb Pi3Hi BapiaHTU aHanisy
Ki/IbKICHMX XapaKTepuUCTUK CPOPMY/IbOBaHUX a/lbTEPHATMB, AKi
£03BO/IAIOTL  3iCTaB/IATU MOKa3HMKKM | 3gilicHioBaTM  BUbIp
OMTMMa/ZIbHOrO BapiaHTa cTpaTerii, WMOBIPHICTb peanisayii AKol
HalBWLLUQ, @ O4iKyBaHWI edeKT HabiNbLLIMA.

AKTyanisyBaTh 4il0 MeXaHi3Mmy MOX/IMBO Yepe3 NeBHUI aAropuTm
peanisaujii agantusHoi cTpaTerii (puc. 2). 3anponoHOBaHO a/rOpPUTM
BPaxOBYE COUia/bHi, TEXHO/OriYHi, EeKOHOMIYHi, eKO/oriuHi,
NOAITUYHI, OPUAMHHI Ta eTuYHi GaKTopu BM/AMBY Ha AiA/bHICTbL
KOMMaHii, @ TaKOX BM3HA4YeHHA KaHa/NiB BXOAYy Ha PUHOK. BiH
MaKCMMa/IbHO OPIEHTOBAHWI Ha UMPpPOBe cepesoBulLe, B TOMY
UMCAi 3acTOCYBaHHA LUMPPOBUX apaiiBepiB (HOBI MalgaHUMKK
MD>KHApOAHOI €/1eKTPOHHOT TOpriB/i Ta couianbHi mepexi -
MiXKHapOAHi Ta /10Ka/bHI).TaKUM YUMHOM, AAAMNTUBHUI MEXaHi3m
ynpasAiHHA peanizalj€elo cTpaTerii NignpueEMCTBA MOBUHEH CTaTH
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HallepeKTUBHILLIOW (OPMOIO  BWKMBAHHA bi3HEC-CTPYKTYp B
PUHKOBMX YMOBaX Mig, BN/IMBOM KOHKYPEHLi Ta YMOB LMPpPOBOro
cepepoBuwa. Came BiH 403BO/IAE PO3POOUTU aganTMBHI cTpaTerii
niANpUMEMCTBa, LLLO 34aTHi 3anNponoHyBaTH HaMbibL NpugaTHi Ta
aKTya/bHi CLeHapii pO3BUTKY.

6. O6roBOopeHHsA pe3y/bTaTiB AOC/iAKEHHSA

a pesy/bTaTamMu AOCiAXEHHA OOIrPyHTOBAHO e/neMeHTH
a4anTUBHOrO MexXaHi3My ynpaeAaiHHA peasisauielo cTpaTterii
nignpuemcTBa Ta po3po6/1€HO arOpUTM MOro BNPOBa/KEHHA
B yMOBax UMPOBOro cepeaoBulia. TakoX B poboTi
BMOKDEM/IEHO  MeXaHi3m  peanisauii  aganTuBHOI  cTpaTerii
nigNpMUEMCTBA, W0 nepesbadae GyHKLiOHYBaHHA TPbOX MigCUCTEM:
nigcucTemy  AiarHOCTMKM — nepeaymMoB  peanisauii — ctparerii,
nigcuctemy Bigbopy oONTMUManbHOro BapiaHTa cTpaTterii Ta
nigcucTemMy BMPOBa/AXEHHA CTpaTeriYyHoro cueHapito. KoxHa 3
nigcMcTem Mae CBi IHCTpYMeHTapil, MeTOAMKM AO0CATHEHHA
nocTaB/eHMX 3aga4, QYHKLi B 3araqibHOMY MeXaHi3mi.

3anponoHoBaHuWii MexaHi3M peasisauii aganTusHOi cTpaTerii gae
3MOry OUJHMTM MOM/MBOCTi BHYTPILWHBbOrO Ta 30BHILUHLOIO
cepeaoBuLLa, BUSHA4YUTK MPIOPUTETM PO3BUTKY NignNpueEMcTBa Ta
pO3pobuTK BapiaTMBHI cLeHapii peasisaLii cTpaTeriyHMx 3axogis.
BiH MaKcMMa/sbHO  OPIEHTOBaHWIA Ha 3MiHM  30BHILIHLOTO
cepeaoBuLLa, nepeabadac BUKOPUCTAHHA iHAMKATUBHOrO Migxoay
Y NPUAHATTI pillleHb, NOCTIMHOrO MOHITOPUHIY PUHKOBOI CUTYaLLji.
ToMy MexaHi3M € aKkTya/IbHUM Yy BUCOKO AUHAMIYHOMY LMGPOBOMY
cepeaoByLL, a 3anpoOMOHOBAHWI aAropuTM  (YHKLIOHYBaHHA
MexaHi3amy fa€e MOX/MBICTb LIBMAKO pearyBaTu Ha YMCe/IbHUI
CMeKTp BM/MBY Pi3HOMaHITHMX (akTopiB aKTuBi3auii Uuupposol
€KOHOMIKM.

CyTTEBUMMU OOMEKEHHAMU PYHKLiOHYBaHHA MeXaHi3My € BUCOKMI
CTyniHb eHTponil cepeAoBHLLA, MOXAMUBICTb BM/MBY CY6’€EKTUBHOIO
YMHHUKA Y MNPWUUHATTI PpilleHb KepiBHWLTBOM MiANpPUEMCTBA,
CKAQAHICTb MpOTUAIT BUCOKUM pusukam undposisalii 6GisHecy
(Hanpukag, pyiHyBaHHA GpeHAy, He 06’€KTMBHOMY BU3HAYEHHIO
uiHW, TiHi3auii yrog). Lle 3aga€e HOBI HanpAMU A48 NOAA/BLUMX
AOCNIAMKEHD Ta MOX/IMBOCTI LWOAO YAOCKOHA/NIEHHA MeXaHi3My 3a
paxyHOK po3pobKu Moay/1A pAKTOPHOro aHanisy.

7. BUCHOBKMU

1. AAanTUBHMIN MEXaHi3M ynpas/iHHA - Le CK/Aa4HO-0praHizoBaHa
CMCTeMa OpraHisauiHO-eKOHOMIYHUX MigCcucTeM, MeTOAIB,
Bae/iB, IHCTPYMeHTIB, mpoueayp, Lo 3abe3srneyye epekTUBHY

B3aEMO/,it0 3 30BHILLHIM cepegosuLiem LU/IAXOM
camomogudikalii  AK  peakuii Ha 30BHIWHI  3MiHM Ta
nepeTBOpPeHHA 3  MeTow  3abe3neyeHHA  pPO3BUTKY
nignpuemcraa. ApanTuBHMIA MeXaHi3m ynpasAiHHA

peanisaui€lo cTpaTerii MiANPUMEMCTBA CTBOPIOE MNpaBuAa,
pernameHTy€e B3aEMOAi0 eN1eMeHTiB i napameTpis cuctemu,
3abe3neyye y3rog)KeHHA CTpaTeriyHuX Linei mignpuemcTsa,
3MiHaMM  30BHILLHbOrO  CepeAoBulla Ta  BHYTPILUHIMK
MOX/IMBOCTAMM MigNPUEMCTBA 3 MiHIMa/lbHUMK BUTpaTaMu B
HaMKOpOTLIMI TepMiH, a TakoX (OPMYE THYYKY cucTemy
ynpas/iHHA, 34aTHY 40 camoopraHisauii Ta TpaHcpopmalii.,
bYHKLiOHYBaHHA AKOr0 MOXHa NpeACTaBUTU Y BUT/A4i MOAei,
LLIO peani3y€eTbCA WAAXOM BUKOHAHHA NOCIiA0BHUX eTaniB.

2. Mpouecn r1o6asbHOI LMPpPOBi3aLi NPUCKOPIOTb PO3BUTOK
PUHKOBOrO CepeaoBMLLLa, CTAaHOB/AATb HOBIi BUK/AUKK ANA
6i3Hecy. Po3pob/eHuii MexaHi3m gae 3Mory HasawTyBaTu BCi
CncTemu CTpaTeriYyHoro ynpas/iHHA 40 NOWMPEHHSA LMPPOBOT
€KOHOMIKM. TaK BMKOPUCTaHHA MeXaHi3My /[a€ 3Mory
Ha/salwTyBaTh 6i3HeC 40 TakMX TPeHAIB, AK 3pOoCTaHHA 0bcAris
€/1eKTPOHHOT KOMEePLii; 3SMEHLLEHHA KiNbKOCTI nocepeAHUKIB B
TOpriBe/IbHUX OnepaLifx; PO3BUTKY LMGPOBOro MapKeTUHry i3
aKTMBHUM POKYCOM Ha nobya0Bi bpeHay B Mogensax B3aemog,ii
i3 cnoxueavem.

3. 3anponoHOBaHU  aAropuTM  YHKLIOHYBaHHA MexaHi3my
peasizauii aganTUBHUX CTpaTeriii 4,03BO/IAE WBUAKO NpUitmaTh
YNPaBAiHCBKI pillieHHsA WoA0 06paHHA Halbi/bll aKTyalbHOrO

OH

cueHapito  crparterii. 3aBaAku  meToauKku  STEEPLE,

wo
BPaxXOBYE COLia/bHi, TEXHO/Or4YHi, €KOHOMIi4Hi, €KO/0ri4Hi,
NOAITUYHI, IOPUANYHI Ta €TUYHI GaKTOpU BN/AMBY CepesoBuLLLa
Ta 4,03BO/IAE BUSHAYUTU HAalbi/bLL edeKTUBHI KaHann BXOAY Ha
PVMHOK, MNpouecu aganTUBHOrO YMPaB/iHHA CTaloTb Oi/bll
KOMI/IEKCHUMM Ta TnepesbadaloTb LWMPOKe 3acTOCYBaHHA

cyyacHMx  uudpoBux  apaiBepiB  (HOBUX  MaliAaHUMKIB
MisKHapOZHOI €/1eKTPOHHOI TOPTiB/Ii, COLjia/IbHUX MEPESK TOLLO).

4. NoganbluMMK HaNpAMaMKU A40CiAXKeHb Liel mpobaemaTuku €
yNpaBAiHHA PpU3MKaMK aAanTUMBHMX CTpaTerid, iHAWKaTUBHI
TexHo/orii  AiarHOCTUKM LMPPOBOro cepeaoBULLla, aHaAi3
CBITOBOro 4,0CBigy CTpaTeriYHoro aAanTUBHOrO yNpaB/liHHA.

8. ®iHaHCcyBaHHA

e [OCifXXeHHA He OTpMMano KOHKpeTHOi ¢iHaHcoBOT
niATPUMKN.

9. KoHKypytoui iHTepecu

BTOPM 3aAB/AOTb, WO Y HUX HEMAE KOHKYPYHOUUX iHTepeciB.

References

Bruns, T., & Stalker, G. M. (1961). The management of innovation.
Tavistock, London, 120-122.

Gerasimenko, G. O. (2013). Formuvannia adaptyvnoi systemy
upravlinnia zovnishnoekonomichnoiu diialnistiu pidpryiemstva
v suchasnykh umovakh [Formation of an adaptive system of
management of foreign economic activity of the enterprise in
modern conditions]. Economy and State, 11, 79-82 (in
Ukrainian).

Grynko, T., & Gviniashvili, T. (2017). Organisational and economic
mechanism of business entities’ innovative development
management.  Economic  Annals-XXI,  165(5-6), 80-83.
doi:10.21003/EA.V165-17.

Hofer, K. M., Niehoff-Hoeckner, L. M., & Totzek, D. (2019).
Organizing and Implementing Export Pricing: Performance
Effects and Moderating Factors. Journal of International
Marketing, 27(1), 74-94. doi:10.1177/1069031X18812718.

Hunt, S.D., & Madhavaram, S. (2019). Adaptive marketing
capabilities, dynamic capabilities, and renewal competences:
The “outside vs. inside” and “static vs. dynamic” controversies
in strategy. Industrial Marketing Management, 89, 129-139.
doi:10.1016/j.indmarman.2019.11.008.

Ignat, V. (2017). Digitalization and the global technology trends. In
IOP Conference Series: Materials Science and Engineering, 227, 1.
doi:10.1088/1757-899X/227/1/012062.

Kulik, N.M., Sokolenko, T.M. (2013). Tekhnolohiia adaptatsii u
systemi upravlinnia pidpryiemstvom [Adaptation technology
in the enterprise management system]. Economic analysis: Coll.
Science. Works | Ternopil National University of Economics,
14, 3, 96-100. Retrieved from
https://www.econa.org.uafindex.php/econa/article/download/
250/128 (in Ukrainian).

Kurdova, A. Praktika vnedreniya adaptivhogo mekhanizma
korrektirovki strategii [The practice of implementing an
adaptive strategy adjustment mechanism]. Economics and
Entrepreneurship,  75(10-3), 480-493. Retrieved from
http://www.intereconom.com/ archive/339.html (in Russian).

Lawrence, P. R., & Lorsch, J. W. (1969). Developing organizations:
Diagnosis and action. Los Angeles: RIE, 110.



https://doi.org/10.21003/EA.V165-17
https://doi.org/10.1177/1069031X18812718
https://doi.org/10.1016/j.indmarman.2019.11.008
https://doi.org/10.1088/1757-899X/227/1/012062
https://www.econa.org.ua/index.php/econa/article/download/250/128
https://www.econa.org.ua/index.php/econa/article/download/250/128
http://www.intereconom.com/%20archive/339.html

ISSN 2519-8564 (print), ISSN 2523-451X (online). European Journal of Management Issues. — 2021. - 29(3)

Lepeyko, T. I. & Kryvobok, K.V. (2015). Adaptatsiinyi potentsial
pidpryiemstva v konkurentnomu seredovyshch [Adaptation
potential of the enterprise in the competitive environment].
Economic  analysis, 20, 245-250. Retrieved from
https://www.econa.org.uafindex.php/econa/article/view/810/5
98 (in Ukrainian).

Matviychuk, A. V. (2011). Shtuchnyy intelekt v ekonomitsi: neyronni
merezhi, nechitka lohika: monohrafiya [Artificial intelligence in
economics: neural networks, fuzzy logic: a monograph]. K.:
KNEU (in Ukrainian).

Meshko, N. P. & Kolesnyk, V. V. (2017). Stsenarnyi pidkhid v
stratehichnomu upravlinni  zovnishnoekonomichnoiu diialnistiu
metalurhiinykh pidpryiemstv [Scenario approach in strategic
management of foreign economic activity of metallurgical
enterprises].  Efficient ~economy, 12. Retrieved from
http://www.economy.nayka.com.ua/?op=1&z=5925 (in Ukrainian).

Novikov, S. V. (2018). Strategic analysis of the development of high-
technology manufacturing facilities. Russian Engineering
Research, 38(3), 198-200. doi:10.3103/S1068798X18030127.

Oliinyk, T. V. (2014). Adaptyvni stratehii finansovoho upravlinnia na
pidpryiemstvi [Adaptive strategies of financial management at
enterprises]. Business Inform, 10, 255-259. Retrieved from
http://nbuv.gov.ua/UJRN/binf 2014 _10_43. (in Ukrainian).

Onyusheva, 1., & Seenalasataporn, T. (2018). Strategic analysis of
global e-commerce and diversification technology: the case of
amazon.com inc. The EUrASEANs: Journal on Global Socio-
Economic  Dynamics, 1(8), 48-63. do0i:10.35678/2539-
5645.1(8).2018.48-63.

Orlova, K.E. (2015). Formuvannia orhanizatsiino-ekonomichnoho
mekhanizmu adaptatsii promyslovykh pidpryiemstv do
zovnishnoho seredovyshcha. [Formation of organizational and
economic mechanism of adaptation of industrial enterprises to
the external environment]. Problems of theory and
methodology of accounting, analysis and control, 2, 3-15
Retrieved from
http://eztuir.ztu.edu.ua/bitstream/handle/123456789/2635/20.
pdf?sequence=1&isAllowed=y (in Ukrainian).

Papulova, Z., & Gazova, A. (2016). Role of strategic analysis in
strategic decision-making. Procedia Economics and Finance, 39,
571-579. d0i:10.1016/52212-5671(16)30301-X.

Ricciardi, F., Zardini, A., & Rossignoli, C. (2016). Organizational
dynamism and adaptive business model innovation: The triple
paradox configuration. Journal of Business Research, 69(11),
5487-5493. d0i:10.1016/j.jbusres.2016.04.154.

Riemann, U. (2016). Analysis of cloud services on business processes in
the digitalization of the consumer product industry. In Web-Based
Services: Concepts, Methodologies, Tools, and Applications, 1351
1387. d0i:10.4018/978-1-4666-9466-8.

Sepashvili, E. (2020). Supporting Digitalization: Key Goal for
National Competitiveness in Digital Global Economy. Economia
Aziendale Online, 11(2), 191-198. doi:10.13132/2038-5498/11.2.191-198.

Sharma, A., Rangarajan, D. & Paesbrugghe, B. (2020). Increasing
resilience by creating an adaptive salesforce. Industrial
Marketing Management, 88, 238-246.
doi:10.1016/j.indmarman.2020.05.023.

Skandalis, A., Byrom, J., & Banister, E. (2019). Experiential
marketing and the changing nature of extraordinary
experiences in post-postmodern consumer culture. Journal of
Business Research, 97, 43-50. d0i:10.1016/j.jbusres.2018.12.056.

Stets, I.I. (2017). Adaptyvne upravlinnia pidpryiemstvom. Hlobalni
ta natsionalni problemy ekonomiky [Adaptive enterprise
management. Global and national economic problems]. Global
and national economic problems, 18, 300-305. Retrieved from
http://global-national.in.ua/archive/18-2017/58.pdf (in
Ukrainian).

van de Wetering, R., Mikalef, P. & Helms, R. (2017). Driving
organizational sustainability-oriented innovation capabilities: a
complex adaptive systems perspective. Current Opinion in

Environmental Sustainability, 28, 71-79.
doi:10.1016/j.cosust.2017.08.006 1877-3435/a 2017.
Voitun, T.V. (2015). Osoblyvosti formuvannia systemy

zabezpechennia innovatsiinoi adaptyvnosti pidpryiemstva
[The special features of the formulation of the system and the
safety of the innovative adaptability of the enterprise].
Economic Bulletin of the National Technical University of Ukraine
Kyiv Polytechnic Institute, (12), 411-416. Retrieved from
http://nbuv.gov.ua/UJRN/evntukpi_2015_12_60 (in Ukrainian).

Voronina, A.V. & Zunina-Bilichenko, A.S. (2016). Formuvannia
systemy adaptyvnoho stratehichnoho upravlinnia rozvytkom
orhanizatsii [Formation of the system of adaptive strategic
management of the development of the organization]. Global
and national problems of the economy, 11, 294-299. Retrieved
from https://bit.ly/3Bsmzti (in Ukrainian).

Woodward, J. (1958). Management and Technology. London:
H.M.S.0, 4o0.

Yanchenko, N.V. (2017). Stratehichni aspekty adaptyvnoho
upravlinnia na pidpryiemstvakh zaliznychnoho transportu
[Strategic aspects of adaptive management at railway
transport enterprises]. Bulletin of Khmelnytsky National
University, 6(1), 44-46. Retrieved from
http://journals.khnu.km.ua/vestnik/pdf/ekon/2011_6_1/044-
046.pdf. (in Ukrainan).

Yurchuk, N.P. (2015). Vykorystannia ekonomiko-matematychnykh
metodiv v upravlinniinnovatsiinym rozvytkom ekonomichnykh
system [The use of economic and mathematical methods in
managing the innovative development of economic systems].
Investments: practice and experience, 18, 28-32. Retrieved from
http://www.investplan.com.ua/pdf/18_2015/7.pdf (in
Ukrainian).

Zinchenko, O. (2017). Project approach to creating the regional
image. European Journal of Management Issues, 25(3-4), 176-
183. doi:10.15421/191721.

Zinchenko, O., & Malyshko, U. (2016) Rozvytok metodyk analizu
mikroseredovyshcha pidpryiemstva na prykladi zakladu
aptechnoi haluzi [Development of methods for analysis of
microenvironment of an enterprise on the example of
establishment in the pharmacy industry]. The Bulletin of the
Dnipropetrovsk University. Series: Management of innovations,
24(7), 280-286. doi:10.15421/191631 (in Ukrainian).

(ec) This is an open access journal and all published articles are licensed under a Creative Commons «Attribution» 4.0.

OO



http://www.economy.nayka.com.ua/?op=1&z=5925
https://doi.org/10.3103/s1068798x18030127
http://nbuv.gov.ua/UJRN/binf_2014_10_43
https://doi.org/10.35678/2539-5645.1(8).2018.48-63
https://doi.org/10.35678/2539-5645.1(8).2018.48-63
https://doi.org/10.1016/S2212-5671(16)30301-X
https://doi.org/10.1016/j.jbusres.2016.04.154
https://doi.org/10.4018/978-1-4666-9466-8
https://doi.org/10.13132/2038-5498/11.2.191-198
https://doi.org/doi:10.1016/j.indmarman.2020.05.023
https://doi.org/10.1016/j.jbusres.2018.12.056
http://global-national.in.ua/archive/18-2017/58.pdf
https://doi.org/10.1016/j.cosust.2017.08.006%201877-3435/ã%202017
http://nbuv.gov.ua/UJRN/evntukpi_2015_12_60
https://bit.ly/3B5mzti
http://journals.khnu.km.ua/vestnik/pdf/ekon/2011_6_1/044-046.pdf
http://journals.khnu.km.ua/vestnik/pdf/ekon/2011_6_1/044-046.pdf
http://www.investplan.com.ua/pdf/18_2015/7.pdf
https://doi.org/10.15421/191721
https://doi.org/10.15421/191631

ISSN 2519-8564 (print), ISSN 2523-451X (online). European Journal of Management Issues. — 2021. - 29(3)

European Journal
of Management Issues

Volume 29(3), 2021, pp. 151-161
DOI: 10.15421/192115

Received: 6 July 2021

Revised: 16July 2021; 28 July 2021
Accepted: 31 August 2021
Published: 17 September 2021

UDC classification: 659.2:004.42

JEL Classification: M110, M150, M190

E. Mikelsone,
Benefits of Web-based Idea A. Spilbergst,

Management System Application J.-P. Segerst

Purpose: Research web-based idea management system (IMS) application benefits and their relations with different IMS types and how it is all
related to the IMS results — idea quality, idea quantity and involvement.

Design/Method/Approach: On the basis of a commercially available web-based IMS study and the analysis of cases of the IMS use, the main
benefits of IMS were identified. The survey verified the most typical benefits for the IMS use. On the basis of a thematic analysis of the
benefits, they were grouped together in advance in the thematic groups that were addressed. Data collection: the survey of 400 enterprises
with web-based IMS experience was carried out. Data analysis: descriptive statistics and MANOVA analysis were utilized.

Findings: The potential benefits of IMS in 4 main groups: the benefits of an idea management (IM) process, the benefits of innovation
management, the benefits of cooperation, and the benefits of general management were determined. According to MANOVA, all groups
of benefits have strong connections with all types of a web-based IMS.

Originality/Value: This study fills the previously identified need to clarify the types of IMS and their impact on the results and benefits of IMS
application. Academic contribution to the study is (1) it is the broadest survey-based study of the web-based IMS benefits; (2) it applies two
classifications of IMS; (3) it explores relations among the results,
benefits and IMS types. Practical contribution is the outcomes of
the study will help companies to understand what results can be

tElina Mikelsone,
PhD, PostDoc researcher, Idea Innovation Institute, Riga Technical University
and BA School of Business and Finance, Latvia,

achieved using different types of IMS. e-mail: mikelsone.elina@gmail.com
Research Limitations/Future Research: This research opens avenues for http://orcid.org/0000-0002-8979-8308

the future research on the web-based IMS application in

organizations exploring each of the benefit relations with the web- fAivars Spilbergs,

based IMS types. Docent, BA School of Business and Finance, Latvia,

e-mail: Aivars.spilbergs@ba.lv

. https://orcid.org/0000-0003-2537-8053
Paper type: Empirical

#Jean-Pierre Segers,

Ph.D. in Economics and Management from the University of Liége (HEC-ULg),

Keywords: idea management, idea management systems, benefits. Riga Technical University, Latvia; Hasselt University, Belgium,

e-mail: Jean-Pierre.Segers@rtu.lv

http://orcid.org/0000-0002-2252-5479

Reference to this paper should be made as follows:
Mikelsone, E., Spilbergs A. & Segers, J.-P. (2021). Benefits of Web-based Idea Management System Application. European Journal of Management
Issues, 29(3), 151-161. d0i:10.15421/192115.

OO



http://orcid.org/0000-0002-8979-8308
https://orcid.org/0000-0003-2537-8053
http://orcid.org/0000-0002-2252-5479

ISSN 2519-8564 (print), ISSN 2523-451X (online). European Journal of Management Issues. — 2021. - 29(3)

MepeBaru 3acTocyBaHHA cUCTEMU
ynpas/iHHA igeAMU Ha OCHOBI Be6-
TEXHO/IOTi

EniHa MikenscoHe?,
Aligapc Cninbepact,
»an-M'ep Cezepcft

*chmumym ioeli ma iHHoB8aUil, Pusbkuli mexHiyHUU
yHisepcumem ma BA LLIkosa 6i3Hecy ma ¢iHaHcis, /lamsis
#BA Llikona 6i3Hecy ma ¢iHaHcis, /lamsis

#*)’Hieepcumem Xaccenoema, besvzia

MeTa poboTu: BuBUMTM nepeBaru 3acToCyBaHHA Beb-cucTemu
ynpasaiHHa igeAmu (IMS) Ta X B3aEMO3B'A30K 3 pi3HUMM
Tvnamu IMS, a TaKoX Te, AK BCe Lje NoB'A3aHO 3 pe3y/bTaTamu
IMS - aKicTto igel, KinbKicTIO igel | 3anyyeHicTio.

Au3aitn | Metog | Miaxig gocaigkeHHA: Ha ocHOBi KomepuiliHO
AOCTYMHOro Beb-gocnigskeHHa IMS i aHanisy Bunagkis
BUKOPUCTaHHA IMS 6yan Bu3HayeHi ocHOBHI nepesaru IMS.
OnuTyBaHHA niATBEpPAWMAO  Halbisbl  TUMNOBI  nepesaru
BMKOpUCTaHHA IMS. Ha OCcHOBI TemMaTUYHOrO aHa/isy nepesar
BOHM Oy/n 3a3gaserigb 3rpyrioBaHi B TeMaTWuHi rpymu, Aki
posraaganunca. 36ip ganux: 6yn0 NpoBeaeHO ONUTYBaHHA 400
nigNpuEMCTB, WO MalTb AO0CBi4 BUKOPUCTaHHA [IMS B
IHTepHeTi. AHani3  gaHWX: BMKOPUCTOBYBAa/M  OMUCOBY
CTaTUCTUKY i aHani3 MANOVA.

Pesy/bTaTn gocaigKeHHA: byau BM3HaydeHi MOTeHLilHi nepesaru
IMS B 4 OCHOBHMX rpynax: mepesaru npouecy ynpasAiHHA
igeamu (IM), nepesaru ynpaeniHHs iHHOBaUiAMM, nepesaru
cniBnpauj i nepesaru 3ara/zbHOro ynpasiHHA. 3rigHo MANOVA,
BCe rpynu nepe.ar TicHO NoB'A3aHi 3 ycima Tunamu IMS Ha 6asi
IHTepHeTy.

OpwuriHanbHicTb [ LliHHICTL  gocaigxkeHHa: Le  gociigikeHHA
3a4,0BO/IbHAE PaHille BUAB/IeHy NoTpeby B yTo4YHeHHi TuniB IMS
i iX BN/AMBY Ha pe3y/nbTaTW i mepeBaru 3actocyBaHHA IMS.
AKageMmi4HUI BHECOK B A0C/IAKEHHSA NO/IATAE B TOMY, Lo (1) Le
HaMbi/bLL LIMPOKe AocnigkeHHA nepesar IMS B IHTepHerTi; (2)
BiH 3acTocoBye aBi kaacudikauii IMS; (3) gocnigxyroTbea
B3aEMO3B'A3KM MiXK pe3y/bTaTamu, nepesaramu i Tunamu IMS.
MpaKTUYHMIA BHECOK pe3y/bTaTiB AOCAIAMKEHHA A0NOMOXe
KOMMaHIAAM 3pO3yMiTH, AKMX PEe3y/bTaTiB MOXHa AOCArTM 3a
AOMOMOro0 pi3HUX Tunis IMS.

ObmerkeHHA  gocaigeHHs [ Moganbwi  gocsigkeHHa:  Le
AOC/AKEHHA  BiAKPUMBAE  MOX/AMBOCTI  AnA  MalbyTHiX
paocniaxeHb Beb-goaaTkis IMS B opranisauisx, AKi BUBYalOTb
KOXHe 3 BUrigHWX BigHOCUH 3 Be6-Tunamu IMS.

Tun cTatTi: EMRipuyHuii

Katouosi cnoea: ynpas/iHHA igeamMu, cuctema ynpas/iHHA igesamu,
riepeBaru.
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MpeumyLecTBa NpUMeHEeHUs CUCTEMbI
ynpaB/ieHUsA ugesamMm Ha OCHoBe Be6-
TeXHO/10rmm

31uHa MukenbcoHet,
Aligapc Cnunbepact,
Man-TMoep Cezepcitt

*MHcmumym udeli uHHosayul, Puxcckuli mexHuyeckul
yHusepcumem u BA LLIkosa busHeca u puHaHcos, /lamsus
#BA Llikona 6usHeca u ¢uHaHcos, /lamsus
#*)/Husepcumem Xaccenma, beaveus

Llenb paboTbl: M3yunTb NpenmyLL,ecTBa NpMMeHeHnA Be6-cucTembl
ynpasieuus ugeamu (IMS) 1 ux B3aMMOCBA3b C Pas/IMiHbIMK
Tunamu IMS, a Tak»Ke TO, KaK BCe 3TO CBA3aHO C pe3y/ibTaTamu
IMS - Ka4ecTBOM MAEH, KONMYECTBOM UAEN U BOB/I@HEHHOCTBIO.

Aunzaitn/MeTog/Moaxos ucciegoBaHuaA: Ha 0CHOBe KOMMEpPYeCKU
AOCTynHoro Beb-uccregoBanma IMS M aHaausa  cayvaes

ucnosb3oBanuMAa  IMS  ObiiM onpepenieHbl  OCHOBHble
npeumyuectsa IMS. Onpoc nogreepaun Hanbonee TUNUYHble
npeumyliecTsa MCMo/1b30BaHKA IMS. Ha OCHOBe

TeMaTM4YeCKoro aHa/M3a MpeuMmyLLecTB OHM Oblin 3apaHee
CrpynnMpoBaHbl B TeMaTU4eCcKue  rpynnbl,  KOTOpble
paccmatpusanuch. C60p AaHHbIX: Gbl1 NpoBeseH ornpoc 400
npeanpuATUiA, WMEeIoLMX OMbIT UCMo/b30BaHuA IMS B
MHTepHeTe. AHa/M3 [aHHbIX: MCNO/Ab30Ba/M OMUCATE/IbHYIO
CTaTUCTMKY U aHaan3 MANOVA.

Pe3syabTaThl uccnegoBanma: boiav onpegeneHbl NOTeHLUMaNbHbIE
npeumyiectea IMS B 4 OCHOBHbIX rpynnax: nMpenmyLLecTsa
npouecca ynpasnenusa ugeamu (IM), npeumyLliecTsa
ynpas/IeHWA UHHOBALMAMM, MPEUMYLLLECTBA COTPYAHMUYECTBA U
npeumyuiectsa obuero ynpasaenua. CornacHo MANOVA, Bce
rpynmnbl NPenMyLLLeCTB TECHO CBA3aHbl CO BCemMu Tunamu IMS Ha
6ase MHTepHeTa.

OpUrMHa/ZIbHOCTB/LIEHHOCTb  UccegoBaHuA: JTO UCC/ea0BaHue
Y/,0B/1I€TBOPAET paHee BblAB/IEHHYI0 MOTPEBHOCTb B yTOYHEHWUM
TMNoB IMS M MX B/AMAHUA Ha pe3y/bTaTbl M MpeumyLlecTsa
npumeHeHuna IMS. Akagemuyeckuil BKAa4 B UCC/eg0BaHue
3aK/ao4aeTca B Tom, 4to (1) 3TO Haubosee LMpOKoe
ucciegoBanve npeumyliects IMS B UHTepHete; (2) OH
npumeHsaeT aABe Knaccudukauun  IMS; (3) uccreayroTcea
B3aUMOCBA3M MeXay pe3yabTaTaMu, MNpeuMmyLlecTBamu wu
Tunamu IMS. MpakTUYeCcKuii BKAa4 pe3y/1bTaToB UCC/1e40BaHNA
NOMOMET KOMMaHWAM TMOHATb, KaKMX pe3y/bTaTOB MOXHO
AOCTUYb C MOMOLLLbIO Pa3/IMiHbIX TMMOB IMS.

OrpaHuyeHua ucciefoBaHus [ labHelllune Uccaeg0BaHUA: OTO
ucc/ieq0BaHMe  OTKPbIBAEeT BO3MOMHOCTM  aAaA  Oyaywimx
uccneaoBaHuii  Beb-mpuaoxenuii  IMS B opraHusaumax,
M3YHaOLMX Kaxgoe U3 BbIrOAHbIX OTHOLLUEHWM C Beb-Tunamm
IMS.

Tun cTaTbu: SMNUPUYECKUit

Knioyesble cnoea: ynpaeneHue ugeamu, cucTema Ynpas/ieHWA
ugeAmu, npenmMyLecTsa.
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1. Introduction

he nature of economic and management development has

changed and, in the 21st century digital technologies are the

main game changers. New technology adoption also changes

quickly, as it is based on the complex nature of modern IT
(Skare, & Sorino, 2021).

IT tools that help to drive knowledge, information and ideas are
topical research objects especially during the times of growing
importance of distance work activities. There are different types of
information management systems, such as group decision support
systems, opinion pooling systems, electronic whiteboards etc. One
of such systems is an idea management system that provides a
systematical and manageable idea generation and evaluation
process and the continuation of this process (re-generating and
evaluating ideas) (Mikelsone, Volkova & Liela, 2019). Nowadays,
more and more processes are being placed in a virtual
environment. Idea management systems in the virtual
environment are also called web-based IMS (further in the text
IMS). These virtual platforms provide idea generation and
evaluation process functions and the continuation of this process.

The focus of the study subject is justified both in theory and in
practical terms. Firstly, a major study of IMS is underpinning the
current global trends: (1) a distance world; (2) creative and
knowledge-based economies; (3) IT tool application in
organizations; (4) co-creation and co-innovations. Secondly, in the
world, the use of a web-based IMS has already become a part of
the innovation culture used by many worldwide known
organizations in different sectors, such as Fujitsu, Electrolux,
Heineken, NASA, Panasonic, Sony, Volvo. Despite being an
established topic in research and practice, there are still research
gaps (Sandriev, & Pratchenko, 2014; Gerlach & Brem, 2017). During
the research, the authors of this article collected information from
107 IMS distributors that have approximately 120000 clients —
organizations that apply IMS. Additionally, the authors in previous
studies collected 100 IMS application cases studied by well-known
companies (Mikelsone, Volkova & Liela, 2019b), plus there are many
research that proved many positive results in the companies with
IMS (e.g., Aagaard, 2012; Jiménez-Naravaez & Gardoni, 2015; Beretta,
2015; Quandt et al., 2019).

Mostly, research relate the IMS application with the results of idea
quality, idea quantity and involvement- the number of involved
idea generators (e.g. MacCrimmon & Wagner, 1994; Bjork &
Magnusson, 2009; Girotra, Terwiesch, & Ulrich, 2010; Selart, &
Johansen, 2011; Deichmann, 2012; Beretta, 2015; Korde & Paulus,
2017). Although in this research the authors use these 3 direct
outcomes of these systems, additionally, we add indirect outcomes
or benefits, because a web-based IMS is not only about idea direct
results. For example, it should be noted that many companies have
involved both employees and customers in creating ideas, such as
Banco Santander (Spain), to create a custom IMS, one year,
involving 183000 people, using IMS ideas for all innovation. 26500
people created 10000 ideas, of which the 100 ideas were further
developed. Key benefits are productivity gains, employee
engagement gains, innovation creation, cooperation gains,
transparency and hierarchy breaking, client engagement co-
generation and loyalty gains, and competitiveness gains. As a
result, a new framework for the involvement of motivated workers
and 40 national customers, a transformed organization culture
focused on engagement and cooperation, created a new
innovation management process (Global ideas4all SL, 2018a). Nestle
has also used ideas for all innovation (Spain, Portugal) to introduce
an internal innovation culture based on collective intelligence.
During a year, 6,000 people were involved, of whom 1,500 created
1,000 ideas (83.33 a month) and 350 of them were focused on
improving products, creating a new marketing strategy that
contributed to increased sales, opening up a new talent, improving
communication and engagement (Global ideas4all SL, 2018b), and
they were developed further. Only these 2 cases demonstrate
additional benefits from the web-based IMS. It is very important to
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research these benefits to understand the potential application
aims of these systems.

Based on that, the research aims at exploring web-based idea
management system (IMS) application benefits and their relations
with different IMS types and also how it is all related to the IMS
results - idea quality, idea quantity and involvement.

This study is built on the basis of previous studies of a commercially
available web-based IMS and analysis of case studies of the IMS
application where the main benefits of IMS are identified
(Mikelsone, Volkova & Liela, 2019a; 2019b). In this research, authors
collected the data with the survey to research materialization of
these benefits in an organization. A data collection method is the
survey of 400 enterprises with web-based IMS experience, but
data analysis methods are descriptive statistics and MANOVA.

This study fills the previously identified need to clarify the types of
IMS and their impact on the results and benefits of the IMS
application. Academic contribution to the study is (1) it is the
broadest survey-based study of the web-based IMS benefits; (2)
two classifications of IMS were applied; (3) it explores relations
among the results, benefits and IMS types. Practical contribution is
the results of the study will help companies to understand what
outcomes can be achieved using different types of IMS.

2. Theoretical Background

2.1. Idea Management Systems and Types

web-based IMS that is commercially available. These IM

systems provide the systematical and manageable process of

IM, but IM is the process of idea generation, evaluation, and
repeated idea generation and evaluation (Mikelsone, Volkova &
Liela, 2019a).

C n this paper, the authors concentrate their attention on the

It should be noted that there are empirical studies with an effort to
classify IMS. For example, Sandriev, & Pratchenko (2014) outlined 3
types of the IMS software, but it is not clear what study base they
were formed on and how exactly they described IMS. Hrastinski et
al. (2010) analyzed and classified open innovation technologies,
pointed out that IMS is able to achieve greater product adaptation,
innovation attraction, information transmission and innovation
support at the initial stage. On the other hand, Gamlin, Yourd, &
Patric (2007) presented the idea of 'active' IM, distinguishing the
latest type of IM from its predecessors - recommendation boxes,
but there is no systematic justification for this classification. Based
on a systematical and analytical literature review and practical case
studies, the authors of this paper created the classifications that
will also be applied in this paper. The authors select 2 classifications
of IMS:

1) based on an IMS focus. IMS could be classified as active and
passive. This classification reveals that there is an IMS that
passively gathers ideas that are not concentrated on a specific
purpose, while the active IMS provides functions to gather
ideas for specific purposes;

2) based on IMS involved sources. IMS could be classified as
internal, external and mixed. An internal IMS provides an
opportunity for idea management to involve employees or
specific departments. An external IMS provides an
opportunity to attract the external sources of idea
management, such as society, customers, etc. A mixed IMS
provides an opportunity to involve internal and external
sources (Mikelsone, Volkova & Lield, 2019a).

2.2. Types Idea Management Benefits and
Results

(See in Tab. 1), namely, idea quality and idea quantity. The

C here are 2 main results of IMS that are studied by researchers
quality of ideas, the number of ideas, etc. have an impact on
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the success of IMS deployment on the Internet. The most
commonly studied IMS results are the quantity and quality of ideas.
The quality of ideas represents the number of ideas put forward for
development (MacCrimmon, & Wagner, 1994; Bjork, & Magnusson,
2009; Girotra, Terwiesch, & Ulrich, 2010; Selart, & Johansen, 2011;
Deichmann, 2012). The quantity of ideas is represented by the
number of ideas generated by the idea creators in IMS
(MacCrimmon, & Wagner, 1994; Girotra, Ulrich, 2010; Deichmann,
2012; Korde, Paulus, 2017). The quality and quantity of an idea are
the most commonly used indicators of the IMS results. Dennis and
Garfield (2003) found that the result is also important for the
engagement, and there are different ways how to deal with that.

The authors would like to contribute to the IMS result research by
adding involvement to the two previously mentioned results.
Involvement is the number of people involved in an IM process as
idea generators (Dennis, & Garfield, 2003). It was added because
many researchers mentioned the importance of engagement in an
ideation and innovation process as a very important aspect (e.g.
Abu El-Ella et al., 2013; Walton, Glassman, & Sandall, 2016; Bdckstrém,
& Lindberg, 2019). In the future research, the authors are using this
element to research the IMS effectiveness, or how many ideas are
generated per person etc. See the main definitions in Tab. 1.

Table 1: Idea Management System Results

Term Definition

Sources

Idea quantity the number of generated ideas

Idea quality

Involvement

the number of selected ideas for the further development

the number of people involved in an IM process as idea generators

MacCrimmon, & Wagner, 1994; Girotra,
Terwiesch, & Ulrich, 2010; Deichmann,
2012; Korde, Paulus, 2017

MacCrimmon, & Wagner, 1994; Bjork, &
Magnusson, 2009; Girotra, Terwiesch, &
Ulrich, 2010; Selart, & Johansen, 2011;
Deichmann, 2012

Dennis, & Garfield, 2003

Source: created by the authors

The benefits are a broad concept. The authors (Mikelsone, Liela,
2016) carried out the study which showed that nearly 200
organizational effectiveness (OE) figures or potential benefits
were mentioned in OE literature. There are no correct or incorrect
OE indicators, only for a specific purpose of the study according to
or inconsistent. Consequently, it is important for the authors to
choose the most relevant indicators for a specific purpose of the
study. The literature on IM and IMS is relatively limited to the OE or
specific benefit dimensions. For example, Perez, Larrinaga, & Curry
(2013) studied IMS in the context of sustainability, while Barczak,
Griffin, & Kahn (2009) — a new product development achievement,
Nilsson, Elg, & Bergman (2002) - strengthening the organization's
innovation capacity. Boeddrich (2004) highlighted the benefits of
using a web-based IMS, among which are increasing motivation,
increasing transparency, and fewer conflicts with patent-related
problems.

In this study, the benefits are included taking into account the
prism of the OE, and the selection is made from 199 potential OE
dimensions with the IMS case studies, namely, those with practical
evidence:

1. The benefits of an idea management process describe the
achievement of company objectives in terms of IM, i.e. setting
up and developing new ideas, storing ideas, structured and
controlled IM, improved IM processes (creating, evaluating
ideas), saving IM time, using IM without time, geographic and
engagement barriers.

2. The benefits of innovation management describe the
achievement of company objectives in terms of innovation
management, namely, innovation, innovation culture, more
creativity, accelerated innovation management processes, an
increased innovation potential, provided ideas for new
products, processes, marketing, organizational
improvements, and open innovation support.

3. The benefits of cooperation describe the achievement of
company objectives in terms of internal and external
cooperation, i.e. co-location opportunities, improved internal
cooperation, improved external cooperation, increased
engagement, team work, increased motivation, training, job
satisfaction, an improved relationship within a company, and
strengthened trust in an organization.

4.The benefits of general management describe the
achievement of company objectives in terms of company
management, i.e. more efficient decision-making,

O&D

improvements in information management, management
efficiency, a company growth, improved quality, customer
satisfaction, financial performance, the achievement of
objectives, targets, the market uptake of new products,
market share, and the ability to respond to changes.

3. I[dea Management Systems and Types

esearch questions:
RQ1 What are the main benefits of a web-based IMS?

RQ2 How do the IMS application type and results relate to the
benefits?

These two questions lead to the main hypothesis:

H1: The results of the IMS use from different types of IMS have an
impact on the benefits.

To answer these 2 questions and test the hypothesis3, the main
results of IMS are included (idea quality, idea quantity,
involvement); 2 main classifications of a web-based IMS were
applied (the classification based on the focus: active and passive
IMS; the classification based on involved sources: internal,
external, mixed IMS), and 4 groups of benefits. See the research
framework in Fig. 1.

Results ::

Active and -] By
Passive d lit -] -
IMS ea quality B -
......... Idea quantity %’_ ) -
"""" -_t4 Involvement g el
Internal, |-, = -
External |~ -] iy
and Mixed [ .- - -
IMS ok -

Figure 1: Research Framework

Source: created by the authors
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4. Data and methods

management system (IMS), and the study and analysis of

cases of the IMS use, the main benefits of IMS were identified.

The most typical benefits of using IMS was verified by the
survey. Based on a thematic analysis of the benefits, they were
grouped together in advance in the thematic groups that were
addressed.

:: n the basis of a commercially available web-based ideas’

4.1. Data Collection

to obtain primary data on the IMS use and its results. The

survey was conducted on the “The QuestBack” platform set

up BY UNIPARK (https://www.unipark.com/). This platform
was selected due to the following reasons: (1) it is focused on
academic surveys; (2) it is widely recommended by world-class
researchers; (3) it ensures data security required by IMS - BSI-
certified data center according to ISO 27001 standard; (4) itisin line
with the requirements of the EU General Data Protection
Regulation.

:: urvey. The survey of the companies using IMS was conducted

It should be noted that in order to reach the survey audience more
precisely, 107 IMS representatives described in the study were
asked to distribute it to their customers. It was stipulated that the
survey should only be sent to the companies using the system in
question to the person responsible for IMS (mostly ideas
managers, innovation managers or company managers). The
authors, in private communication with 107 IMS developers and the
information provided by the relevant IMS, concluded that IMS is
used by around 120000 companies (derived from the average
number of IMS customers (companies) per 107 IMS). At the end,
the responses of 400 enterprises with web-based IMS experience
were included in the analysis. This survey allowed pooling data on
IMS in 8 blocks, corresponding to the types of Adaptive
Structuration Theory: (1) IMS; (2) tasks; (3) an organization system;
(4) the adaptation and type of use; (5) IMS results; (6) benefits;
(7) new structures (not included in the analysis of the study but
included on the basis of job limits); (8) problems with IMS (study
element to find out not only the positive aspects, but also the
negative ones). In this paper, part of the benefits is analyzed.
4 elements updated in literature analysis and empirical studies are
used to characterize the benefits. Tab. 2 shows the item block -
Benefits Part 1, which includes the benefits of process idea
management.

Table 2: Survey Part: Idea Management Benefits

Assumptions Scales

Idea management system application has (1) Strongly
improved opportunities to identify new ideas. disagree;
Idea management system application has  (2) Disagree;
improved idea development. (3) More

Idea management system application has  disagree than
improved idea retention. agree;

Idea management system application has (4) Neither
improved the  structurization of idea  agreenor
management. disagree;
Idea management system application has (5) More agree
improved the control of idea management. than disagree;
Idea management system application has (6) Agree;
improved an overall idea management process. (7) strongly
Idea management system application has 38ree-
improved time economy.

Idea management system application has

reduced geographical barriers for idea

management.

Idea management system application has

reduced time barriers for idea management.

Idea management system application has

reduced process barriers for involvement in IM.

Source: created by the authors

OO

Tab. 3 shows the item block — Benefits Part 2, which includes the

benefits of innovation management.

Table 3: Survey Part: Innovation Management Benefits

Assumptions

Scales

Idea management system application has
stimulated innovation implementation.
Idea management system application has
stimulated an innovation culture.

Idea management system application has
improved creativity.

Idea management system application has
improved innovation acceleration (from a
time perspective).

Idea management system application has
improved innovation potential.

Idea management system application has
provided product innovation ideas.

Idea management system application has
provided process innovation ideas.

Idea management system application has
provided marketing innovation ideas.

Idea management system application has
provided organizational innovation ideas.
Idea management system application has
stimulated an open innovation.

Idea management system application has
resulted in patents.

(1) Strongly
disagree;

(2) Disagree;
(3) More
disagree than
agree;

(4) Neither
agree nor
disagree;

(5) More agree
than disagree;
(6) Agree;

(7) Strongly
agree.

Source: created by the authors

Table 4 shows the item block — Benefits Part 3, which includes the

benefits of cooperation.

Table 4: Survey Part: Cooperation Benefits

Assumptions

Scales

Idea management system application has
stimulated co-creation.

Idea management system application has
improved internal cooperation.

Idea management system application has
improved external cooperation.

Idea management system application has
improved commitment.

Idea management system application has
improved teamwork.

Idea management system application has
improved the motivation of involved
persons.

Idea management system application has
improved networking.

Idea management system application has
improved job satisfaction.

Idea management system application has
improved cohesion - strength relations in
enterprise.

Idea management system application has
improved involvement.

(1) Strongly
disagree;

(2) Disagree;
(3) More
disagree than
agree;

(4) Neither
agree nor
disagree;

(5) More agree
than disagree;
(6) Agree;

(7) Strongly
agree.

Source: created by the authors

Table 5 shows the item block — Benefits Part 4, which includes the

benefits of overall management.

4.2. Data Analysis

escriptive statistics are mean, mode, median that are used to

highlight an overall situation.

Analytical statistics are the multivariate analysis of variance
(MANOVA) because this analysis considers multiple continuous
dependent variables, and bundles them together into a weighted

linear combination.
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Table 5: Survey Part: Overall Management Benefits

Assumptions Scales

Idea management system application has (1) Strongly
helped to achieve the goals. disagree;

Idea management system application has (2) Disagree;
improved decision making. 3) More
Idea management system application has disagree than
improved productivity. agree;

Idea management system application has ©) Neither
improved information management. agree nor
Idea management system application has ~disagree;

improved overall management effectiveness.
Idea management system application has
improved quality.

Idea management system application has
resulted in cost reduction.

Idea management system application has
resulted in income increase.

Idea management system application has
stimulated a turnover growth.

Idea management system application has
improved customer satisfaction.

Idea management system application has
resulted in the growth of the market share.
Idea management system application has
resulted in the growth of the number of new
products.

Idea management system application has
helped to set the goals.

Idea management system application has
improved the ability to respond to changes.

(5) More agree
than disagree;
(4) Agree;

(5) Strongly
agree.

Source: created by the authors

5. Results

5.1. Main Benefits

on the results of the survey of averages are identifying new

ideas, storing ideas and developing opportunities for new

ideas. It should be noted that all the benefits of improving the
idea management process included in the study are noted as the
representative of the IMS use. In Tab. 6, one can see the benefits
of using IMS.

:: hree main benefits of the idea management process, based

Three main benefits of innovation management, based on the
results of the mid-cap survey, are a general improvement in
innovation uptake and the development of an innovation culture
that provides ideas for new products. The only benefit expressly
contrasting is the margins of the number of patents most
commonly marked by the survey participants as a benefit that is
hardly typical. The authors explain this by the fact that these
systems are often used not only to get ideas to develop but also as
a motivational tool (Fontana, & Giustiniano, 2015; Gerlach, & Brem,
2017; Georgiev, & loni, 2017). For more detailed idea management
gains, see Tab. 7.

Three main benefits of cooperation through IMS, based on the
results of the average survey, are an increased engagement and
strengthened confidence in business, improved internal
cooperation, and improved networking. For more detailed
cooperation gains through IMS, see Tab. 8.

General three main benefits of IMS use management based on the
results of the scoreboard are helping to achieve the goals, more
efficient  decision-making, and developing information
management. For more detailed benefits with IMS, see Tab. 9.

Table 6: Benefits of the Idea Management Process Based on the Questionnaire

Opportu-  Develop- Reten- Structura- Control Improved Time Reduced Reduced Reduced
nities to mentof tionof tionofIM ofIM overallidea econo- geographical time process
identify newideas ideas manage- my barriers for barriers barriers for
new ideas ment idea foridea  involvementin
process management  manage- idea mana-
ment gement
Mean 5.77 5.95 5-94 5.61 5.71 5.68 5-43 5.46 5.51 5-49
Mode 7 6 7 6 6 6 6 6 6 6
Median 6 6 6 6 6 6 6 6 6 6

Source: created by the authors

Table 7: Benefits of Innovation Management Process Based on the Questionnaire

Innovation  Innova- Improved Innovation Product Process Marketing  Organiza- Open
implemen- tion creativity accelera- innova- innova- innova- tional innova-
tation culture tion tions tion tion innovations tions
Mean 5.38 5.38 5.19 5.15 5.35 4.95 4.96 4.7 4.62
Mode 6 6 5 6 6 6 6 6 6
Median 6 6 5 5 6 5 5 5 5

Source: created by the authors

Table 8: Benefits of Cooperation Based on the Questionnaire

Stimulated Improved Improved Improved

Improved Improved Improved Improved Improved

co-creation  internal external commit- teamwork motivation networ- job cohesion involve-
coopera-  coopera- ment of involved king satisfac- ment
tion tion persons tion
Mean 5.26 5.32 5.08 5.19 5.25 5.28 5.1 5.1 5.43
Mode 6 6 6 6 6 6 6 6 6
Median 6 6 5 5 6 6 5 5 6

Source: created by the authors
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Table 9: General Management Benefits Based on the Questionnaire

Achieve  Improved Improved Improved Improved Improved Cost Income  Stimulated Improved
goals decision producti-  informa- overall quality reduction increase  growth- consumer
making vity tion mana- manage- turnover  satisfac-
gement ment tion
effective-
ness
Mean 5.77 5.66 4.63 5.56 5.44 4.56 4.77 4.73 4.67 4.69
Mode 7 7 5 6 6 5 5 5 5 5
Median 6 6 5 6 6 5 5 5 5 5

Source: created by the authors

5.2. IMS Types and Results Impact on Benefits

n this research, nonparametric tests (Ellis, et al, 2017)
@available in R package npmv were applied. The package
output provides “Permutation Test p-value” (PT p),
“McKoen’s approximation for the Lawley Hotelling Test” and

“Muller approximation for the Bartlett-Nanda-Pillai Test”. The
results of the non-parametric tests regarding the benefits of the
idea management process, since these benefits were with the
highest evaluation numbers, are summarized in Tab. 10.

Table 10: Nonparametric test results on the benefits of the idea management process

Active IMS ideas created

Active IMS ideas selected Active IMS involvement

Test Coeff p-value PTp Coeff p-value PTp Coeff p-value PTp
ANOVA 22.696 <.001 <.001 10.377 <.001 <.001 12.819 <.001 <.001
McKeon 6.594 <.001 <.001 11.088 <.001 <.001 4.646 <.001 <.001
Muller 5.019 <.001 <.001 6.273 <.001 <.001 3.862 <.001 <.001
Wilks A 5.780 <.001 <.001 8.338 <.001 <.001 4.269 <.001 <.001
Test Passive IMS ideas created Passive IMS ideas selected Passive IMS involvement
Coeff p-value PTp Coeff p-value PTp Coeff p-value PTp
ANOVA 3.850 .001 101 2.629 .004 104 3.351 <.001 .013
McKeon 3.771 <.001 <.001 2.714 <.001 <.001 3.072 <.001 <.001
Muller 3.484 <.001 <.001 2.596 <.001 <.001 2.851 <.001 <.001
Wilks A 3.645 <.001 <.001 2.665 <.001 <.001 2.979 <.001 <.001
Test Internal IMS ideas created Internal IMS ideas selected Internal IMS involvement
Coeff p-value PTp Coeff p-value PTp Coeff p-value PTp
ANOVA 2.013 .008 .071 9.413 <.001 <.001 2.446 .005 .071
McKeon 2.073 <.001 <.001 4.972 <.001 <.001 2.472 <.001 <.001
Muller 2.005 <.001 <.001 4.085 <.001 <.001 2.361 <.001 <.001
Wilks A 2.045 <.001 <.001 4.522 <.001 <.001 2.429 <.001 <.001
Test External IMS ideas created External IMS ideas selected External IMS involvement
Coeff p-value PTp Coeff p-value PTp Coeff p-value PTp
ANOVA 3.230 .001 .017 2.606 .008 151 1.667 .080 0.262
McKeon 2.994 <.001 <.001 2.270 <.001 <.001 2.398 <.001 <.001
Muller 2.864 <.001 <.001 2.239 <.001 <.001 2.290 <.001 <.001
Wilks A 2.943 <.001 <.001 2.262 <.001 <.001 2.356 <.001 <.001
Test Mixed IMS ideas created Mixed IMS ideas selected Mixed IMS involvement
Coeff p-value PTp Coeff p-value PTp Coeff p-value PTp
ANOVA 5.915 <.001 <.001 5.353 <.001 <.001 5.684 <.001 <.001
McKeon 4.693 <.001 <.001 5.042 <.001 <.001 3.807 <.001 <.001
Muller 3.959 <.001 <.001 4.247 <.001 <.001 3.390 <.001 <.001
Wilks A 4.335 <.001 <.001 4.653 <.001 <.001 3.623 <.001 <.001

Source: created by the authors

As it can be seen, the results of all tests confirm that in the case of
active, passive, internal, external and mixed IMS applications, the
effects of creation and selection of ideas, as well as the
involvement on the benefits of the idea management process is
statistically significant. Only in isolated cases and only ANOVA-type
test shows some signs of instability, e.g. in cases of internal IMS
use for idea creation and involvement, when the p-values of
ANOVA-type permutation test are only slightly above the
significance level (.05), and for external IMS in case of use for idea
selection and involvement when the p-values of ANOVA-type
permutation test exceed the significance level. In the latter case,
the results of MANOVA should be used with caution.

For goodness of fit analysis regarding the benefits of the idea
management process, pseudo-R-squared according to Nagelkerke
and Chi-squared test statistics are provided in Tab 11.

Table 11: Goodness-of-fit

df
102

Pseudo-R? Chi-squares

-859 837.095
Source: created by the authors

Significance
<.001

The test result allows concluding that the associations between
the types of IMS and the benefits of idea management processes
are statistically significant at high confidence level (>.99), and the
model has a very good fit.

OO
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Cronbach's alpha (.96) indicates highinternal consistency reliability
of the items in the scale.

Validity analysis was performed according to McDonald R. P. (1999)
- a composite reliability ratio (.91) indicates that the inherent
consistency of all measurement questions is high. An average
variance extracted for all idea management process benefit items
together was very slightly below .5, but excluding one (retention
of ideas) well above, indicating that convergent validity is
adequate.

Quantity, quality and involvement of ideas by different IMS types and
their impact on benefits

The results of MANOVA analysis for all types of quantity, quality
and involvement and all groups of benefits indicate a significant
correlation in all IMS types.

The internal IMS quantity of internal IMS ideas has a significant
impact on almost all the benefits, but an exception is improving
external cooperation and open innovation. For quality exception is
productivity. In terms of the involvement aspect, the exception is
the development of an innovation culture, the development of
creativity, the achievement of objectives, support for decision-
making, and productivity.

The external quantity of an external IMS may not contribute to the
identification of ideas, support for decision-making, productivity,
improvements in information management, change management,
an increased engagement, or improved overall management
efficiency. The evaluation of individual indicators shows that the
quality of external IMS ideas has a significant impact on almost all
the benefits, but the exception is an increase in the amount of
innovation in the process. The exception for involvement is the
identification of ideas, the processes for reducing barriers,
improvements in innovation, increased product innovation,
support for decision-making, improvements in information
management, improved overall management efficiency, and
improved quality.

Mixed IMS. The quantity of mixed ideas has a significant impact on
almost all the benefits, but the exception is the development of
creativity and productivity.

The active quantity of IMS ideas has a significant impact on almost
all the benefits. The exception is the possibility of identifying ideas
and productivity. The exception from a quality perspective is
patent applications and improved overall management efficiency.

Passive IMS ideas indicate a significant correlation. The assessment
of individual indicators shows that passive quantities of IMS ideas
have a significant impact on all the benefits, but based on the
involvement, the exception stimulates an open innovation. The
exception for quality is marketing innovation, process innovation,
organizational innovation, improving external cooperation, and
productivity.

6. Discussion

based on the methodology how the survey was created,

because it was based on the literature review about IMS

potential benefits and, from a practical perspective, added
elements from 100 IMS application case study results.

C verall results are conjoined with previous results that are

There are 2 interesting points for discussion and future research:

(1) Internal, external and mixed web-based IMS from an open
innovation perspective.

(2) Web-based IMS and Active and Passive from a radical and
incremental innovation perspective.

OO

6.1. Internal, external and mixed web-based IMS
from Open innovation perspective

open innovation tool, expressing the view that it is possible to

use both internal and external ideas and emphasizing that the

possibilities of a web-based IMS provide an opportunity to use
the external sources of ideas. The involvement of external
resources in IM is an efficient and useful way of reducing the time
and costs required, allowing ideas to be created and valued in
virtual sessions (Bothos, Apostolou, & Mentzas, 2008, 2009, 2012).
Voigt, & Brem (2006) made a similar proposal by encouraging the
involvement of customers, competitors, suppliers to obtain ideas
from different sources and to develop the most relevant ideas
within the framework of structured IM. Brem, & Voigt (2007)
continued this theme by recommending the integration of internal
IM with external IM in order to improve the results of an
innovation, thus creating an integrated concept of IM, but in these
cases, the benefits of IT were not addressed. It should also be
noted that IMS is not always used to improve the results of an
innovation. Iversen et al. (2009) offered a new form of innovation
leadership, which describes and tests a new concept of IM based
on the life cycle of an innovation, with a view to supporting the
innovation at all stages from start to feedback. Many studies
reflect how IMS can be used outside a company where
professionals and users value and choose ideas to realize in a
company. In view of research trends, IMS includes an element of
an open innovation.

:: nkel, Grassmann, & Chesbrough (2009) explored IMS as an

Internal idea contests for employees are well-researched areas,
and practically it is the most frequently applied approach to
organize wide creativity of enterprises (Hober, Schaarschmidt, &
von Korflesch, 2021). Sometimes external idea management is
mistaken as a synonym with ‘crowdsourcing where new idea
submissions from outside the firm boundaries are obtained,
selected, evaluated, coded, and integrated into the organization’
(Christensen, & Karlsson, 2019, p.240), because an external IMS
could involve not only undefined crowds in processes, but very
focused external elements. Maybe the future of a web-based IMS
is hidden in a mixed IMS, because even at the moment, this type is
not very widely applied, but there is a growing trend to apply IMS
in this way.

Sandstrom, & Bjork (2010), pointed out that the nature of
innovation has shifted over the past decade to an open innovation.
Such changes also give rise to new requirements for IMS. And one
of these approaches is mixed and external IMS. Researchers study
open innovations and IM (e. g. Bothos et al, 2008, 2009; Iversen et
al., 2009; Quandt et al., 2019). Hrastinski et al. (2010) analyzed and
classified open innovation technologies, pointed out that IMS is
able to achieve greater product adaptation, innovation attraction,
information transmission and innovation support at the initial
stage.

There are many cases surfacing in the pharmaceutical industry and
in automotive. Autoliv, an international company for automotive
safety solutions, uses IMS Brightldea to create solutions to various
innovation-related issues and to introduce an open innovation
approach. In one year, 6,000 people were involved, mainly
engineers, creating 1584 ideas, of which 99% were introduced. As a
result, the innovation team (Brightlded, 2017) grew by 800%.

6.2. Active and Passive IMS from a radical and
incremental innovation perspective

cycle perspective of innovation, where IM aims to support the
innovation at all stages, arguing that IM is useful for obtaining
both incremental and radical ideas. It is a very interesting
aspect for the research to explore further in detail where
organizations could find more radical innovations, because there
are contradicting opinions, according to the research results: more
idea quality comes from an active not passive IMS, but deeper

:: hani, & Divyapriya (2011) described the IMS based on the life-
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interviews with experts generated a frequent assumption that a
passive approach should not be lost because it does not provide
limitations, and so also in such a process, organizations could get
more radical ideas (Mikelsone, 2020). It gives an interesting idea for
the future research that the authors should examine in the mixed
approach - what happens if an organization applies active and
passive IM systems at the same time. Nilsson, Elg, & Bergman (2002)
investigated IM and innovation linkages, making recommendations to
increase innovation capacity through the IMS use, concluding that IMS
strengthens innovation capacity in companies. It is interesting that the
previous researches proved that an active not passive IMS boosts
innovation capacity more, but again the question is what happens
in the mixed approach? In turn, Yu, Chen, & Shen (2006) established
an IM framework based on innovation management to improve
the performance of innovation. It may be possible to create the
same framework how to apply both active and passive IM systems
not excluding any of the types.

6.3. Summary

of an IM process, the benefits of innovation management, the

benefits of cooperation, and the benefits of general

management. Three main benefits of the idea management
process, based on the results of the survey of averages, are:
identifying new ideas, storing ideas and developing opportunities
for new ideas. It should be noted that all the benefits of improving
the idea management process included in the study are marked as
the representative of the IMS use. Three main benefits of
innovation management, based on the results of the mid-cap
survey, are: improving an overall innovation uptake, developing an
innovation culture, and providing ideas for new products. The only
benefit that contrasts strongly is the marginalization of the
number of patents, mostly commonly marked by the survey
participants as a benefit that is hardly typical. The authors explain
this by the fact that these systems are often used not only to get
ideas to develop, but as a motivational tool. Three main benefits of
cooperation, based on the results of the average survey, are: an
increased engagement and strengthened confidence in the
company, improved internal cooperation, and improved
networking. Overall leadership of the 3 main benefits, based on the
results of the scoreboard survey, are: helping to achieve the goals,
more efficient decision-making, and developing information
management.

C he potential benefits of IMS in 4 main groups are: the benefits

The study provides both practical and theoretical inputs. The
results of the study will help companies understand what results
can be achieved using different types of IMS.

6.4. Future Research Directions and Limitations

over the course of the study. The researcher could focus on

how different types of IMS applications are adapted to

different tasks and the internal structure of organizations.
Case study research could provide a more meaningful insight into
the usability of IMS.

C he number of possible research directions were identified

Looking into idea management business models could help to
understand the full perspective of IMS application, especially the
research of open innovation idea platforms. Thus, to stimulate
open innovations, organizations should combine internal and
external knowledge to create ideas — this model was proven as
effective (Eppler, Hoffmann, & Bresciani, 2011). Additionally, the
research should focus not only on systems, but also on
collaboration and networking aspects as researches show that it is
also linked with innovation performance (Segers, 2016).

The main limitations are related to the research design. For
example, only 3 IMS results (idea quality, quantity and
involvement) are described in the paper and their relations with
the benefits of IMS application. Future researches could find and
study also other results of IMS. In this research, the list of the
benefits was made based on the literature studies (sources till
December 2020 were included) and case studies (case studies till
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2018 were included). Future researches could enrich the list of the
benefits of IMS application, and focus on more detailed benefit
groups, for example, benefits related with sustainability.

This study was conducted only for a commercially available web-
based IMS and therefore additional studies are needed to gain
insight into the functioning of a non-commercial, private, internally
installed and non-digital IMS. Additional studies are also needed to
compare non-digital and web-based IM systems. Additional studies
are needed to determine why the standard deviation and variation
factors are so high. Further studies could provide the evidence of
the benefits of using different types of IMS in organizations. This is
in line with the call by Van den Ende, Frederiksen, & Prencipe (2015)
to study the different types of IMS and their results. The authors’
first response is this study, but it shows that there are many
additional questions that need answers. The authors are convinced
that this study will attract additional attention to IMS from other
researchers.
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AHani3 Bn/uBy eKo/orisauii

6i3Hecy Ha 3acagax UUPKY/IAPHOI

€KOHOMIKM Ha CTaZIMi PO3BUTOK H.Mewko,
Typu3my KpaiH EBponu A.HikosnaeHko'

MeTa gocnigkeHHsn: NepeBipKa rinotesn npo B33aEMO3B’A30K MK CTyrmeHem eKo/ori3auii 6i3Hecy Ha 3acagax LMPKY/AAPHOI eKOHOMIKM Ta
roKasHMKaMu, AKi BU3Ha4atoTb piBeHb MiXKHapOAHOT TYPUCTUYHOT NpMBab/MBOCTI KpaiH EBPOMNM B KOHTEKCTi 3abe3Mne4eHHsA CTa/oro PO3BUTKY
Typu3my.

Pe3y/bTaTh gocaigKeHHsA: BUCyHyTO rinoTe3y npo icHyBaHHA CTIilMKOI 3a/71€XHOCTI MidK CTyneHem eko/orisauii 6i3Hecy Ha 3acagax LUpKY/AApHOT
E€KOHOMIKM Ta piBHEM TYpUCTUYHOI NpuBabAMBOCTI KpaiHW. Ha OCHOBI aHa/isy 6a30BMX MO/0XEeHb KOHLENLii LMPKYAAPHOiI eKOHOMIKM Ta
NPUHLMMIB CTaZIor0 PO3BUTKY HaBeAeHO TeopeTuyHe OOrpyHTYyBaHHA TaKoi 3anexHocTi. [poBegeHo anpobauito rinotesu LWAAXOM
KAacTepum3auii KpaiH €Bponu 3a IHAEKCOM eKo/oriYHOCTI Hi3HeCy Ta Ha OCHOBI KOpe/ALiMHOro aHa/ily BM3HAYeHO TiCHWIM 3B’A30K Mixk
E€KOHOMIYHUMM Ta eKO/IOTMYHUMM MOKA3HMKAMU B MeXXaX KOXKHOro 3 KnactepiB. PO3paxyHKu MoKasanu, WO B OKpeMUX perioHax €sponu
CNOCTepiraeTbCcA NO3UTUBHUI BM/IMB MNOLUMPEHHA LIMPKY/IAPHOT EKOHOMIKM Ha akTMBI3aLito MirpauiiiH1X NOTOKIB B KpaiHy.

MpaKTH4YHe 3HAaYeHHA AOCAiAKEHHA: Pe3y/bTaTu A0C/IANKEHHA MOXYTb OYTV BUKOPUCTaHI B MPaKTULL MiXKHapOAHUX KOMMNaHii Npy 06rpyHTyBaHHi
AOLiNbHOCTI iHBECTULiA Y NPOEKTU LMPKY/NAPHOCTI Ta Nporpam nepexogy Ao NPUpPOAOOXOPOHHOrO PO3BUTKY TEPUTOPIM, a TaKOX A/A
A,€P*aBHOrO YyNpas/liHHA B MUTAHHAX PO3BUTKY MO3UTUBHOIO TYPUCTUYHOrO iMigXKy KpaiHu.

OpUriHaAbHICTb/LiHHICTb/HAYyKOBA  HOBM3HA  AOC/iAXKEeHHA: Brieplue
3anpornoHOBaHO METOAMYHMI MiAXid LO0AO0 OLiHKM TYPUCTUYHON
npuBab/AMBOCTI KpaiHM B KOHTEKCTi ekosorisalii 6i3Hecy Ha 3acagax
LMPKYAAPHOT €KOHOMIKM.
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Analysis of the Impact of Business
Greening, which Based on Circular
Economy Principles, on Sustainable
Tourism Development in European
Countries

Nataliia Meshko',
Artem Nikolaienko*

tOles Honchar Dnipro National University, Ukraine

Purpose: To test the hypothesis of the relationship between the
degree of business greening on the basis of a circular economy
and indicators that determine the level of international
tourism attractiveness of European countries in the context of
sustainable tourism.

Findings: The authors put forward a hypothesis about the
existence of a stable relationship between the business
greening degree, which based on the principles of a circular
economy, and the level of tourist attractiveness of the country.
Based on the analysis of the basic provisions of the circular
economy concept and the principles of sustainable
development, the author provides a theoretical substantiation
of this relationship. The author testes the hypothesis by
clustering European countries according to the Environmental
Performance Index and, based on correlation analysis,
determines a close relationship between economic and
environmental indicators within each of the clusters.
Calculations show that in some regions of Europe there is a
positive impact of the spread of the circular economy on the
intensification of migration flows to the country.

Practical Implications: The results of the research can be used in
the practice of international companies when justifying the
feasibility of investments in circular projects and programs for
the transition to environmental development of territories, as
well as for public administration in the development of a
positive tourist image of the country.

Originality/Value: For the first time, the authors propose a
methodological approach to assessing the tourist
attractiveness of a country in the context of business greening
based on a circular economy.

Future Research: Image-making of territories based on a circular
economy, systematization of world experience in tourist
consumption greening, the formation of tourist clusters in
countries with a high level of development of the circular
economy.

Paper type: Empirical

Keywords: sustainable development, circular economy, business
greening, tourist attraction.
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AHanu3 BAMAHUA dKo/0rM3aymm busHeca Ha
NPUHLMNAX LUPKYIAPHON SKOHOMMKM Ha
ycTOMYMBOE pa3BUTHE TYpU3Ma CTPaH
EBporbi

Hamanua Mewko',
Apmém Hukonaexko'

/lHenposckuli HAYUOHA/bHLIU YyHUBEpcUmem umeHu Osecs
[oHuapa, YkpauHa

Lesb uccregosanms: NMposepka runotessl 0 B3aUMOCBA3N MeXay
CTerneHblo 3K0/10rM3aummn 6rusHeca Ha OCHOBE LMPKYAAPHOI
SKOHOMMKM U MOKasaTenAMM, OnpesensAolMMi  ypoBeHb
MeX/YyHapOAHON TYpPUCTUHECKOW MpUB/AEKaTe/IbHOCTM CTPaH
EBporbl B KOHTeKCTe obecrneyeHus YCTOMYMBOrO pasBUTUA

Typusma.
Pesy/bTaThl  UCC/I€A0BAHUA: BbigBMHYT@  runoTtesa o
CyLLLECTBOBAHUM YCTOMYMBOW 3aBUCUMOCTU MEXKAY CTENeHbio
JKo/0OrM3auun  Ou3Heca Ha  MPUHUMMAX  LMPKY/AAPHOWM

SKOHOMMUKU U YPOBHEM TYPUCTUYECKOM MPUB/IEKATE/NbHOCTH
cTpaHbl. Ha ocHoBe aHaznMn3a 6a30BbIX MO/MOXKEHWIM KOHLenLmum
LIMPKY/IAPHOM SKOHOMMKM U MPUHLMIOB YCTOMYMBOrO PasBUTUA
npuBegeHbl TeopeTuyeckoe obocHoBaHue TaKomn
3aBucMMocCTU. [lpoBegeHa anpobauuA runoTesbl nyTem
KAacTepusauum cTpaH EBponbl no MHAEKCY 3KO/10rM4HOCTU
613Heca 1 Ha OCHOBE KOPPe/IALMOHHOrO aHa/n3a onpe/e/eHbl
TeCHas CBA3b MEXAY SKOHOMMYECKUMW U 3SKO/I0MMHECKUMMU
roKasatensamMu B rnpege/ax KaxAoro us knactepos. PacyeTbl
roKasanu, YTo B OTAeE/IbHbIX pervoHax EBporbl HabatogaeTca
NMO/IOXKWUTE/IbHOE B/IMAHME PACNpOCTPAHEHUA LMPKYAAPHON
SKOHOMMKM Ha aKTUBM3ALMIO MWIPALMOHHBIX MOTOKOB B

CTpaHy.
MpakTHUyeckoe 3HaueHue ucc/ef0BaHuA: PesyabTathl
uccneqoBaHuA  MOryT  ObiTb  MCMO/Ib30BaHbl B MpaKTUKe
MeX4yHapOAHbIX KOMMaHuiM npu 060cHOBaHMK

Llen1ecoobpasHOCTH UHBECTULMI B MPOEKTbI LIMPKYAAPHOCTH U
nporpammbl nepexoga K MPUPOAOOXPaHHOMY PasBUTHUIO
TEPpUTOPMUIA, @ TaKXKe A/1A roCyAapCTBEHHOrO YNpaB/ieHUsA B
BOMPOCax pPasBUTUA  MO/IOXKUTE/IBHOTO  TYPUCTUHECKOrO
UMUZKA CTPaHbl.

OpUrMHA/ZLHOCTb | LLEHHOCTb | Hay4YHaA HOBM3HA UCC/IEAO0BaHUA:
BriepBble Mpes/ioxeH MeTOAWYECKUId MOoAXOA K  OleHKe
TYPUCTUYECKOW MPUB/IEKATE/IbHOCTU CTPaHbl B KOHTEKCTe
3Ko/10rM3aLum 613Heca Ha OCHOBE LUPKY/NAPHON SKOHOMUKM.

MepcnekTUBbl  Aa/bHEMILIMX  UCCAEAO0BAHMIA: UMUANKMENKUHT
TEPPUTOPUI  Ha  OCHOBE  LMPKY/APHOW  3KOHOMMKM,
cucTemaTusauua MWPOBOrO onbiTa 3KO/1I0rU3aLUM
TYPUCTMHECKOrO noTtpebnenus, dopmuposaHmne

TYPUCTUHYECKUX K/AIACTepOB B CTPaHaxX C BbICOKUM YPOBHEM
PasBUTHA LIUPKY/IAPHON S3KOHOMMKM.

Tun cTaTbu: IMNUPUYECKUI

Katouesvle croea: ycToitunBoe pasBuTue, LMPKY/APHaA SKOHOMMKa,
3KO/10rM3auma GusHeca, TYpUCTUieCKan NpuB/eKaTe/IbHOCTb.
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1. Betyn

PO HEObXiAHICTb CTAaZI0r0 PO3BUTKY MiXKHAapOAHOrO TypU3My

HanuMcaHo 6arato cTaTelt Ta aHaNiTMYHUX or/AgiB. Y

PO3BMHYTUX KpaiHax i perioHax CBiTy TYpuU3M € OCHOBHUM

AKepesom npubyTKiB, NPIOPUTETHOIO  EKCMOPTHOIO
KaTeropieto Ta 3aiiMae Baromy 4acTuHy HauioHasbHoro BBIT (Lesko,
Ruda, Prychepa, & Adler, 2019). ®opmyBaHHA MexaHiamy peanizauyi
KOHL,enLii CTanoro po3sUTKY Typu3my B KpaiHax EC po3raagaeTbca
/1. lebegeBUM, AIK MO3UTUBHUI 40CBIA 417 BIPOBA/AKEHHA B YKpaiHi
(Lebediev, 2018). B 0OCHOBi cCOLia/bHOrO MapTHEpPCTBA OpraHis
AepXaBHoi BnagW, o6’e4gHaHb nNiANPUEMLIB  Ta  iHCTUTYTIB
rPOMagAHCBKOrO CYCMi/IbCTBa MOBMHHA BYTU CO/ligapHa couiasibHa
BiANOBiAaNbHICTb 32 CTaH A0BKINAA Ta COLLiyMmY.

3pOoCTaHHA HeraTMBHOrO BM/AMBY Ha AOBKiAAA, Nig TUCKOM
36i/1bLLEHHA TYPUCTUYHMX MOTOKIB 4,0 EBPOMNM, CTa/10 NepesyMOBOIO
3anpoBagKeHHA HOBMX Nporpam B KpaiHax €C. B Mporpami ctanoro
Typu3My «OgHa naaHeTa» CKAaAEeHOo N/aH Aii Ha nepiog 40 2030 p.
(One Planet network, 2018). Camitom OOH 3 nuTaHb KAiMaty 6ys10
BM3HaHO, WO BUKMAM CO2, nos'A3aHi 3 TPaHCMOPTOM Yy CEKTOPi
TYpW3My CTa/u pea/ibHOtO 3arpo3soto (One Planet network, 2019).
TpaHCNOPTHI BUKMAM Big, TYpU3MY CTaHOBUAU 5% YCiX TEXHOMEHHMX
BMKMAIB Y 2016 poui i 40 2030 POKy 32 pO3paxyHKamu 3pOoCTyTb 40
5,3%. Ou4ikyBasnoCb, WO Ki/ZIbKICTb MiXHAapOAHMX Ta BHYTPILLHIX
TypucTiB Byze 3pocTatH i Lie npusBese A0 PYMHIBHUX HaCNiAKIB A/1A
KAiMaTy, AKLLO He BXMTHU 3axXoy,iB.

lfpoTe eKkoHOMIYHA LWKOAa, 3anogiAaHa naHaemiero COVID-19,
CYTTEBO BM/AMHY/NA Ha MNOAOPOXi Ta Typusm. OCHOBHUMM
Hacigkammn  COVID-19 € 3MEHLUEHHA TYPUCTUYHUX MOTOKIB;
CKOpO4eHHA BUPOOHMLTBA TOBApPiB Ta MOC/Yr; CYyTTEBE 3HMMKEHHA
AOXOAiB  aBiaKOMMaHiIM Ta MOPCbKOro TPaHCMOPTY, TOProBO-
pO3Baa/bHUX LEHTPIB, TypucTU4HOI iHAycTpii Towo (Dolbneva,
2020).

Kpusa 2020, BMKAMKaHa naHgemieto COVID-19, npussena go
CKOpPOYEHHA TYPUCTUYHUX MOTOKIB y BCiX perioHax CBiTy, B TOMY
aucai B €sponi (puc. 1).
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PUCYHOK 1: /IMHaMiKa 3HUXEHHA TYPUCTUYHUX NOTOKIB B EBpONI 3a
micAlamu 2020 poky (Y BiACOTKax A0 aHa/IOMYHOrO nepioagy
rornepesHbLOro poky)

Amepeno: UNWTO, (2020).

3rigHo gaHux mikHapogHux 3siTiB (UNWTO, 2021), y nepiomy
KBapTa/i 2021 POKY Ki/IbKiCTb iIHO3€MHMX TYPUCTiB CKOPOTMAACA Ha
83%, OCKi/IbKM 0BMeXKeHHA Ha NOi34KM1 3a/IMLLIATbCA B CuAi. EBpona
3adikcyBana gpyre 3a Be/IMHMHOLO NagiHHA 40 MiHyc 83%, aani MayTb
Adpvika (-81%), Bamsbruit Cxig (-78%) Ta Amepuka (-71%) (UNWTO,
2021, June 2). Lli NOKa3HMKMK LLje ripLui y po3paxyHKy A0 2019 p., agxe
y 2020 poui B ycboMy CBiTi 6y/10 3apeecTpoBaHO 73 BiACOTKIB
nagiHHA npubyTTA MiXXHApOAHUX TYPUCTIB, WO pobUTb Woro
HaMripLwmnm 3a BCHO iCTOPIIO LbOro ceKTopa.

Y 3BiTi, npeacTaBneHoOMy BcecBiTHbOKO TYPUCTUYHOIO OpraHisaLieto
OOH (Unctad, 2020), #AETbCA NPO Te, WO MiKHAPOAHUIN TYpHU3M Ta
MOro TiCHO MOB'A3aHi CEKTOPMU 3asHa/M y 2020 poui 36UTKIB y
po3mipi Npub/AMU3HO 2,4 TP/IH A0/1apiB Yepes NpAMUIA Ta HeNpAMUIA
BM/IMB Pi3KOro 3HWXKEHHA NpubyTTA MiKHApPOAHWUX TYPUCTIB.
3abopoHM Ha MOAOPOXkKI PoBAATL TypU3M OAHI€EO 3 rasnysel, Aki

OOH

Halbinblue noctpaxganu Big kpusm COVID-19 (UNCTAD, 2021, June
30).

Cepegs, roN0BHMX MpUYMH nolwmMpeHHA naHgemii COVID-19 ByeHi
Has3uBaloTb 3abpyAHEHHA TEepUTOPIi Ta 3HWULLEHHA TNPUPOAHOrO
cepegoBua. Y 3BiTi «*uBa naaHeTa -2020» MICTATbCA HAYKOBI
£,0Ka3W TOro, LLL0 HeCTiliKa AiA/bHICTb N0AMHU BULLTOBXYE NMPUPOAHI
CUCTEMU T/IAHETH, AKI MIATPUMYIOTb XKWUTTA Ha 3emai, A0 MeXi
HernoBepHeHHA. Ha OCHOBI aHa i3y NOKa3HUKIB, BK/OYAOYM iHAEKC
*®uBoT naaHetn (LPI), AKW HagaHuit /IOHAOHCBKUM 300/10MYHUM
ToBapucTBom (ZSL), AoBeAeHo, WO B mepiog 1970-2016 pp. Y
cepeAHbOMY Ha 68% 6y/n0 BTpayeHO MOMyALUil AMKOI NpUpoAn
(Baker, 2020). Y 3BiTi 06rpyHTOBaHa HeobXiAHICTb O6’€AHaHHA
cBiTOBMX AigepiB, Wo6 nicia COVID-19 nobyayBatu 6inbLu CTilKuMiA
Ta 34,0pOBUIA CBIT A/1A NtOAEN Ta MPUPOAU.

Y uiii KpM3i CTazn0 3pO3yMi/IUM, LLLO HACTaB Yac ypAgam KpaiH bisbLue
{HBECTYBaTM MPOEKTU LMPKYAAPHOI €KOHOMIKM Ta nigTpMMyBaTH

eKo/I0ri3aLito  HauioHanbHoro  6isHecy. /AsnAa  gonomoru y
AekapboHisauii  MicT, ge A0 2050 POKY, AK OYIKYETbCA,
NPOXMBAaTUMYTb  ABi TPETMHM CBiITOBOrO Hace/neHHA Oy

3apeecTpoBaHuit EBponencbkuin GOHA TEXHIYHOrO BEeHYYPHOro
Kanitany Ha 200 MinbitoHiB eBpo (Wealthbriefing, 2020).
3ano4aTKoBaHWM POHZ Mig Ha3BOO 2150 MAE Ha MeTi iHBeCTyBaTH B
cTapTanu, AKi 3alHATI pO3POOKOI CTIMKMX TeXHO/OriM, AKi
HallwBMALlle 3MeHWaTb BYr/eueBun ciig y mictax. MeToto
BEHYYpHMX iHBeCTOpiB € 3abe3rneunTu npugatHe A/NA KUTTA,
3/7,0pOBe Ta CTillKe MiCbKe cepegoBMuLLLe Y 2150 POLi.

Y HalbAMKYOMY ManbyTHbOMY OYiKYETHCA NOCU/IEHHA TUCKY TaKMX
YMHHUKIB, AK AediunT pecypciB Ta 3miHa K/aimMaTy, TOMy KpaiHu
3MyweHi OyAyTb 3HaxOAMTU HOBi pilleHHdA, MiKAYYMCb NPO
MalbyTHi MOKO/IHHA. LA HOBa eKOHOMiKa Ma€ pO3BMBAETbCA Ha
HOBMX EKOCUCTEMAxX BUKOPWCTaHHA pecypcis Teputopiin (Charlés,
2020).

MOKM CBIT roTyeTbCA A0 oAYyKaHHA Big naHgemii COVID-19 i kpusu,
WO BWHMK/A, Hara/bHOK CTasa HeOobXigHICTb 3MIHWTM yMOBM
KUTTEAIANBHOCTI ANA A4OCATHEHHA HEMTPa/sbHOrO PiBHA BYr/1ELtO i
3yNWHEHHA BTpaTH BiopisHOMaHiTTA 40 2030 pokry (WEF, 2020 July
14). 3BU4alHWMIT Bi3HEC y)Ke He € BapiaHTOM.

«ManbyTHe npupoau Ta bi3Hecy», gpyra 3 TpbOX 40MOBigel y cepil
«HoBa exkoHOMika npupogu» CBITOBOro €KOHOMi4YHOro ¢opymy
(WEF, 2020), 4a€ NpaKkTU4HE PO3YMiHHA TOrO, AKi 3MiHW HeOoBXiaHi
npu nepexoai A0 NPUPOAOOXOPOHHOI E€KOHOMIKM B CydacHMX
ymoBax. B 2020 Valuing the Environment — BusHaHO CBiTOBUM
E€KOHOMIYHUM GOPYMOM OAHMM 3 FO/NOBHMX Y PO3BUTKY GisHecy
(Broeckhoven, et al., 2021).

Mepexig A0 Byr/eUeBO-HEUTPa/ibHOI Ta  COLia/IbHO-CTIMKOT
€KOHOMIKM TYpM3My CTaB 06’eKTUBHOIO HEOBXiAHICTIO A/ CBITOBOT
CniZbHOTH | EBpONM 30KpemMa.

B Uit cTaTTi MM NPOMOHYEMO PO3rAIAHYTU METOANYHMI NigXig, LWoa0
BM3HaYeHHA B3aEMO3B’A3KY MiX piBHeMm eko/orisauiii 6i3Hecy Ta
MaKpPOEeKOHOMIYHMMM MOKa3HUKaMu KpaiHu, 30KpemMa NOKasHUKOM
AOXO0AB Big MikHapogHoro Typusmy. [lig eko/orisauieto 6isHecy
C/lig, PO3yMmiTH npoLiec 3miHu Bi3Hec mogenelt aianbHOCTI Cy6’eKTiB
PUHKY 4Yepes CyKymHicTb 3acobiB i meTogiB, AKi 3abesneuvytoTb
LUMPKy/ApHE Ta paLioHa/lbHe BUKOPUCTAHHA MPUPOAHUX pecypciB
Ta 36epeKeHHA NPUPOAHOro AOBKIN/A.

2. TeopeTUyHa OCHOBA AOC/NiAXKEHHA

OHUenNUiA LUMPKY/IAPHOI €KOHOMIKM Ta MpUHLMNKM CTasaoro

PO3BUTKY TYpU3MY MatOTb 3ara/ibHy LiHHICHY niaTdopmy, AKa

MaE Ha MeTi 3abesrneyyBaTM EKOHOMIYHWI  PO3BUTOK

HaliOHa/IbHNX €KOHOMIK, He MOpPYLUYIO4M NMPUPOAHUI BasaHc
Ta OpMYIOUM LMBINI3aLiMHUIA PO3BUTOK CMiZIBHOTH, MiHIMi3ytoum
HeraTMBHMIA BN/IMB Ha A,0BKI//A.

MixHapoaHi eKcnepTH, AOCIAXKYIOHM LAAXM BUXOAY 3 KpuU3U
TypuctudHoi ranysi (UNWTO, 2021 September 21), nporoHyoTb
NepeoCcMUC/INTK PO3BUTOK Typu3My Ta po3riAagaTv nepexia Ao
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BYr/leL,eBO-HeUTpasibHOro
€KOHOMIKM TypUsmy.

Ta  COUia/bHO-CTIMKOrO  PO3BUTKY

LIMpKyAApHa eKOHOMIKa B HayKOBMX MpaLfAX 4acTo pO3r1AaAaETbCA
AK cydyacHa MoAudiKaLia KoHLenuii cTasoro po3BuTKy. € A0CUTb
6araTo HayKoBwX MNpaLb B LbOMy KOHTeKCTi: Mont, & Plepys (2008);
Banaité (2016); Antikainen, & Valkokari (2016); Ta Moktadir, et al.
(2018).

Mogenb UMPKYAAPHOT EeKOHOMIKM — Lue Moge/ab CTanoro
BMPOGHMLTBA Ta crioxuBaHHa (Banaité, 2016). fIk 3a3Hayae
Moriguchi (2007), uMpKy/ApHa eKOHOMIKa € pe3y/IbTaTOM MOHaA
AECATUAITHIX 3YCWU/b MiXKHAPOAHOT CMi/IbHOTU B HAaNPAMKY CTazn0ro
PO3BWUTKY i €, MO CyTi, MOro AeTani30BaHUM MiAXO0AO0M. TaKOX
gocignurm Ghisellini, Cialani, & Ulgiati (2016) 3acTepiratots npo Te,
WO HeAOUi/IbHO PpO3r/AA4aTh LUPKY/IAPHY EKOHOMIKY /uile y
BapiaHTax 3R: «CKOpPOYeHHA», «MNOBTOPHE BUKOPUCTAHHA» Ta
«BijHOB/IeHHA» 6€3 KOHTEKCTy «CTa/oro po3BUTKYy». CTanuii
PO3BUTOK  BM3HA4YaeTbcA BcecBiTHbOO  Komicieto OOH Ak
TPAEKTOPIA, KO/M MabYTHIM MOKONIHHAM 3abe3nevyeTbca Takui
camuit piBeHb 406po6yTY, WO i HUHILWHIM nokoaiHHAM (Andersen,
2006), @ UMPKY/APHA eKOHOMIKa AOMoMarae foCArTU L€l MeTu.
Hacamnepeg, HeobxigHO cKasaTy, WO po3r/ag B3aEMO3B’A3KY Mix
€KO/I0M4YHUMM MOKA3HMKaMU Ta PO3BUTKOM /IIOAMHU 3AINCHIOETbCA
Y KOHTEKCTI Tak 3BaHOI KOHL,enLii 3e/1€HOro ynpasAiHHA Nt04CbKUMU
pecypcamu (GHRM) (Renwick, Redman, & Maguire, 2012; Ahmad,
2015; et al.). YcnilwHWit pO3BUTOK LIMPKY/ISIPHOT EKOHOMIKM NOTpebye
He Ti/IbKM aKTUBHMX Al LWOAO0 peasizalii NMpoekTiB B LbOMY
HanpAMKY, a/se i 3anpoBajeHHA ePeKTUBHOro iHCTpyMeHTapito
LWOAO X MOHITOPWMHIY 3 METOH BYAaCHOrO pearyBaHHA i B pasi
HeoOXigHOCTI 34iicHEeHHA KopeKLii.

AHani3 HaykoBuMx poOOIT MOKasas, WO OLUiHKA LMPKYAAPHOT
€KOHOMIKM Ha MiKpOpiBHi 6a3yeTbcA nepeBaXkHO Ha MOKa3HMKax
npuHUMNIB 3R Ta CTOCYETbCA YMCTOrO BUPOOHULTBA Ta 3e/1€HOro
CMOXMWBAHHA, a/se Lle He BigoOpa)kae MOBHOTY KapTWUHU AnA
MOHITOPWHIY PO3BUTKY LMPKYAAPHOI eKoHOMiKK (Bandité, 2016),
agXe MNpPaKTUYHO BIACYTHI iHAEKCHM, WO CTOCYOTbCA CTa/noro
PO3BUTKY.

Ha maKkpopiBHi cTabi/bHICTb Ta LMPKy/IAPHA €KOHOMIKa HeobXiaHi
A/1A OLiHKW, MOHITOPUHIY Ta BAOCKOHA/ZIEHHA Pi3HWMX MOAITUK Ta
nporpam. MoAiTUKM NOBUHHI MaTu iHGOPMaL,iO LLLOAO CPUMHATTA
B3aEMOBIN/INBY CTa/10r0 PO3BUTKY Ta UMPKYNAPHOI €KOHOMIKM. [pun
LlbOMY CTBOPEHHA CUCTEMM OLHIOBAaHHA PO3BUTKY LIMPKY/IAPHOT
E€KOHOMIKM € Hapasi Ayxe monyAApHMUM HanpAMOM, ane
AEMOHCTPYE | Halbi/bLi TpyAHOLi. K Nokasas aHani3 (Bandité,
2016), /MLLe AeAKi HaLiOHa/IbHI CUCTEMM OLHIOBAHHA MOKPUBAOTh
BCi acneKTH LIMPKYAAPHOT EKOHOMIKM, NpOTe nepeBakHa bi/bLUicTb
30CepeaKy€ETbCA /MIIe Ha 3MeHLUEeHHi 3abpyAHeHHA Ta iHLMX
€KO/10r4HMX npobremax.

KpaiHn €Bponu B3ain Ha cebe MiHapogHi 3060B'A3aHHA LL0A0
3axuUcTy Ta 36epexeHHA HaBKO/MULWIHLOrO cepegosuila. Llogo
HacigKiB  3MiHM  AOBKiZAA BOHWM MalOTb Pi3Hi  PU3MKM  A/A
TYPUCTUYHOT chepu Ta iHLWMX CEeKTOPIB HaLiOHa/IbHUX E€KOHOMIK
(WEF, 2020). /19 3aXUCTy BWAIB, €KOCUCTEM i 340pOB's /togei
YPAAU CTBOPUAM  MIiXKHAPOAHI  yroan, AKi KepylTb iXHbO
Hal,iOHa/IbHOIO MOBEAIHKOI0 (/1A pery/toBaHHA 3abpygHeHHA Ta

ynpaBaiHHA  30epexkeHHAM.  MiXkHapogHi  yroau, Taki AK
CTOKro/bMCbKa KOHBEHLiA Ta ba3e/bCbKa KOHBEHLiA, pery/oiTb
MUTaHHA  WOAO0 3abpyAHeHHA  CTiIKMMKM  OpraHiYHMMKM  Ta

Hebe3neyHnMM Bigxogamu. EBponelicbka Komicia npuitHAaa nakeT
«LIMpRYNAPHOT EKOHOMIKM» Y FPYAHi 2015 POKY.

Ha AymKy okpemux Haykosuis (Linder, & Williander, 2017), y
[0BrOCTPOKOBIlA MepCrneKTUBi Hemae iHLWOoro BMOOPY, Hix nepexig,
£,0 UMPKY/NAPHOT EKOHOMIKM.

Mpn aHanisi piBHA UMPKY/NAPHOCTI HALiOHAa/ZbHOI  €KOHOMIKM
BaX\/IMBO BPaxXOBYBaTW BUXigHI AaHi KpaiH, AKi XapakTepusyTb
CTapTOBY MO3MULi0 A/1A MepeTBOPeHb B HaNpPAMKY 3POCTaHHA
pecypcoepeKTMBHOCTI. B LbOMY KOHTEKCTi AOpe4yHO BU3HATU
pesynbtatn goctigsxkenHa (Wijkman, & Skdnberg, 2015), fAke
MO/E/NIOE MOM/IMBE BMNPOBAAMKEHHA LMPKY/NAPHOI €KOHOMIKM Ha

OO

npukaagi MobLui Ta Yexii, aHani3ytoum Moro noTeHLiiHi eKOHOMIYHI,
CoLjiaZibHi Ta €KO/OTiYHI HaCTiAKK.

3. MeTa gocaigxxeHHsA

YTHICTb  TiNOTE3M  HAWOro  AOC/IAXKEHHA,  HacTynHa.
Ekosorizayia 6i3Hecy Ha 3acagax LMPKY/APHOI eKOHOMIKK €
nporpecuBHOO Hi3HeC MOAE/NNt0 PO3BUTKY, AKa MO3UTUBHO
BMN/IMBAE Ha CyCniZbCTBO, EKOHOMIKY KpaiHM Ta cTanui
PO3BUTOK TypuaMy. MacluTabyBaHHA MpPOEKTIB LUPKYAAPHOCTI
notpebye 3HaYHMX iHBECTULiM i NMiATPUMKM ypAAdy. B KoOHTeKcTi

$GOpMYyBaHHA HOBMX LJHHOCTEN  LMBINI3aLiMHOrO  PO3BUTKY,
eKOHOMIKa KpaiHM MOBMHHA AOCATTU MNEBHUX  EeKO/OMYHUX
napametpiB, W06 HabyTn r106a/bHUX KOHKYPEHTHMX O3HaK

CTaz0ro po3BUTKY TypU3MYy.

MeToto cTaTTi € nepesipka rinoTesu npo B3aEMO3B’A30K Mixk
cTyrneHeMm eKo/10ri3auii 6i3Hecy Ha 3acagax LMPKY/IAPHOT eKOHOMIKM
Ta NOKa3HUKaMMU, AKi BU3HaYat0Tb piBe€Hb MiXKHAapOAHOT TYPUCTUYHOI
npuBab/AMBOCTI KpaiH EBPONMKM B KOHTEKCTi 3abe3neyeHHA CTanoro
PO3BUTKY TYpU3MY.

4. MeToaoA0ria AOC/ig}KeHHA

/1A @aHani3y cTaHy eko/orisauii 6isHecy y po3pisi Kpail EBponu

0Li/IbHUM € BUKOPUCTAHHA |HAEKCY eKO/NOrYHNX MOKa3HUKIB

(Environmental Performance Index a6o EPI) (Wendling et al.,

2018). IHAEKC eKO/NOTYHMX MOKA3HWMKIB € CMiIbHAM MPOEKTOM
€/1bCbKOrO LLeHTPY €KO/I0MYHOro mnpaea Ta MoAITMKM Ta LieHTpy
MisKHapoAHOI iHpOopMaLiiHOT Mepeski 3 Hayku npo 3emto (CIESIN)
B IHcTuTyTi 3emni Konymbilicbkoro yHiBepcuteTy. EPI Takox
po3po6/A€ETLCA y criBnpali 3 BcecBiTHIM €KOHOMIYHUM PpOpyMOMm
(WEF).

IHAeKc ouiHoe 180 KpaiH (32 pAaHumu 2018 pory) 3a 24
iHAVBIAYa/IbHUMM NMOKa3HWKaMu epeKTUBHOCTI y AeCATU KaTeropiax
MUTaHb, WO OXOM/IOITb CTaH HAaBKO/MLLIHBOIO CepesoBulla Ta
XUTTE3AATHICTL eKOoCUCTEM:

1) AKicTb NOBITPA,
2)
3)
4)
5)
6)

BOZa Ta CaHiTapis,

BaXKi meTanu,

6iopi3HOMaHITTA Ta cepe/0BULLEe NMPOXKMBAHHS,
nicy,

pubasnbcTBO,

7) Kzimat Ta eHepria,

8) 3ab6pygHeHHs nosiTps,

9) BOAHI pecypcu,

10) CiNbCbKe rocnoAapcTBeo.

MoTim ui KaTeropii 06'egHyl0TbCcA B gBa CybiHAEKCU: A/1A OLHKM
MO/ITUKM LWOAO OXOPOHWU AOBKIN/NA Ta MOAITUKM 3abe3neveHHA
KWUTTE3AATHOCTI eKoCUCTeM — i, HapeLTi, 3arazbHuii IHgeKc. LLlob
3abe3neynTM 3Havylli MOPIBHAHHA, PO3POOHMKM PO3PaxoBYHOTb
6a/11 419 KOXHOrO 3 24 iHAMKaTOPIB, PO3MILLYIOUM IX Ha 3ara/ibHii
LWKaAi, A& O 03Ha4Ya€ HauripLy NPOAYKTUBHICTb, @ 100 - HaMKpaLLy
NpOAYKTUBHICTb. Ha HaliOHa/IbHOMY PiBHi MOKa3HMKM Aat0Tb OLiHKY
TOrO, HaCKi/IbKW OAM3bKUMK € KpaiHWM A0 BCTAHOB/EHUX Linei
€KO/I0M4HOT NOAITUKM. MOTIM NOKa3HMKM MOMHOXYIOTbCA Ha Baru i
nifACyMOBYIOTbCA 417 OCTaTOMHOMO PO3paxyHKy IHaekcy EPI.

[ToKa3HUK, AKUIA XapaKTepu3ye piBeHb COLLia/IbHOrO PO3BUTKY, abo
Economic Attractiveness of the Country, — TakoX € KOMM/IEKCHUM
MOHATTAM | B Pi3HMX g)Kepesax BKAIOYAE Pi3Hi CKaagosi. barato
AOC/IAHUKIB aKLLeHTYIOTb YBary Ha iHBeCTULiAX | MaKpOEKOHOMIYHil
cTabinbHOCTI. Y gaHOMY AoC/igeHHi 6ibLL A0Li/IbHAM € nigxia, Lo
BK/IIOYAE MirpauiiHy CK/Na40BY Ta TMOKa3HWK HaAXOAMKeHb Big
MiXXHapoAHOro Typu3my. OKpiM LMX MOKa3HUKIB B AOCAIAMKEHHI
BMKOPUCTaHi  €KOHOMIYHI  MOKa3HUKKM, AKi  XapaKTepusyloTb
CNpUAT/AUBICTL  Bi3Hec-cepeAoOBULLA KpaiH A0  BMPOBAAKEHHA
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iHHOBALiHOrO  NiANPUEMHULTBA 3 BUCOKMMM  EKO/IOMHHUMMU
NoKasHWKamu. Lle nOoKasHWMKM NpAMUX iHO3EMHMX iHBeCTULiN,
AOXOAM Ha AYLWY HACeNeHHA, Ki/bKiCTb HOBMX MiAMPUEMCTB Ta
BMTPaTW Ha PO3POOKMU.

AnA ouiHoBaHHA PiBHA eKo/orisauii 6i3Hecy B KpaiHax €Bponu
AOUiNbHO BUKOpUCTaTU odiLliiHi  aaHi, 3i6paHi EBponeicbKo
KnactepHoto obcepsaTtopieto (European Cluster Observatory, 2020).
LIa opraHisaLia cnpAMOBYE CBOIO 4if/IbHICTb HAa PO3BUTOK K/1acTepiB
B €Bponi. EBponeiicbKa K1acTepHa 06cepBaTopis € EAMHOI TOYKOO
AOCTYNY ANA CTAaTUCTUYHOI iHpOpMaLl, aHani3y Ta BigoOpaKeHHA
K/AacTepis Ta KAacTepHoOi NoiTMKK B €Bponi. BoHa PpoKycyeTbeA, B
nepuwy 4epry, Ha AiANbHOCTI €BPOMENCbKMUX, HaLiOHa/IbHUX,
perioHasbHMX Ta MiCLEBMX MOAITUKIB Ta MeHeaXepiB KnacTepis, a
TaKOX NpeacTaBHUKIB nocepeaHmkis MCII.

KinbKicHWi aHani3 ekosorisayii 6isHecy Ha 3acagax LMPKyAAPHOT
E€KOHOMIKM  YCK/NAAHIOETbCA TWUM, LWO Pi3HATbCA METOAMKM
BigHeceHHA bGi3Hecy 3a rasly3eBOl0 O3HAKOK Ta O3HAKOK CTyrMeHsA
UMPKyAApHOCTi  Gi3Hec-mogeneit.  OdiuiiHi - aani,  3ibpaHi
€BpPONEeNCbKO  KNacTepHO0  06cepBaToOpi€ld, 3acHOBaHi  Ha
Knacudikayiax npomucnosocti NACE, He A03BO/IAIOTL 3pOBUTH
TaKe po3MeXKyBaHHs.

ANA AOCAFHEHHA NOCTaB/€HOI MeTUM Ta peanisauii BM3HAYEHUX
3aB/ZaHb BMKOPUCTAHO TaKi MeTOAM Ta MiAXOAU AOC/iAMKEHHA:
dianekmuyHul, cucmemHo-cmpykmypHull Memoou (ana
ynopAAKYBaHHA MeTOA0/10TMYHUX OCHOB A0C/IAMKEHHA npouecis
eKo/orizalii 6i3Hecy Ta MOLWMPEHHA LMUPKY/APHOI E€KOHOMIKM,
KOHKpeTu3aLii MPWHUMMIB CTanoro PO3BUTKY), cucmemHuli ma
KnacmepHuli aHanisu (ANA BUABNEHHA 3aKOHOMIPHOCTEH PO3BUTKY
CKAaAHUX NpoueciB ekoAorisaui, OLiHKM NOTeHLiany LMPKyAApHOT

eKOHOMIKM, KnacTepmsalii KpaiH €sponu 3a

MOKasHUKaMm1
eKkosiorizayji 6i3Hecy), mMemodu dHanizy, cuHmesy md 2pynyeaHHs
(4R BU3HAYEHHA KPWTEpIiB B OLHIOBAHHI CUCTEMM eKo/ori3auii
6i3Hecy, BMAB/IEHHI CUCTEMHOroO BN/MBY €KO/Oorisalii Ha npoLlecu
CTaz0r0 PO3BUTKY KpaiH), iHOekcHul memod (a/ns AOC/igKeHHs
CTaHy eKo/lorizauii 6i3Hecy KpaiH EBponu 3a IHAEKCOM eKO/I0TiHHUX

MOKa3HWKIiB),  Kope/suiliHoeo  aHanizy (anA  BCTAHOB/IEHHSA
3a/1€XKHOCTI MiX PiBHEM PO3BUTKY LMPKY/IAPHOI €KOHOMIKM Ta
npuBab/MBICTIO TEPUTOPIN A/1A BiABIAYBaHHSA).

Y HalLOMy A0CAIAMKEHHI MU BUKOPUCTaNM AaHi 3 2000 POKY A0 KiHLA
2018 p. Mpy BM3HaYeHHi giana3oHy K1acTepy npuiMannca AaHi Ha
KiHeub 2018 p. (Wendling et al., 2018). Takox Mu aHanisyBanu
AMHAMIKy 3MiH MOKa3HMKIB KpaiH 3a nepioa 3 2000-2018 pp.

Ha Haw nornaa, 6Ginbw nisHi nepiogu aHanisy HegouinbHO
BPaxOBYBaTH Y 3B’A3KY 3 r1106a/1bHOIO KPU3010, AKA € AOMIHYIOUUM
YMHHMKOM BMN/IMBY Ha BCi MaKPOMOKa3HMKKM KpaiH EBponu Ta CBITy.
Mwu BpaxyBanu, o poswmpeHi cueHapii UNWTO Ha 2021-2024 poku
BKa3ylOTb Ha MOXBaB/I€HHA MiXXHApOAHOro Typu3my A0 Apyroi
MO/I0BMHU 2021 POKyY. 3a nporHo3amu (UNWTO, 2021) noBepHeHHs
A0 piBHA 2019 POKY 3 TOYKM 30py MpubBYTTA 3a KOPAOH MOXe
3alHATU BiA4 2,5 A0 4 PpokiB. Li aprymeHTV nigTBepaXytoTb
06r'pyHTOBaHICTb BUOpaHMx 6a3 AaHux.

5. Pe3yabTaTn gocsigKeHHA

a OCHOBI BULLL@3a3HA4YeHOro Nigxoay 3a pisHem IHaekcy EPI Bci
KpaiHu €Bponu Ta KpaiHu KoauwHboro CPCP (4o uiel rpynu
HaznexuTb i YKpaiHa) 6y/10 nogineHo Ha Tpu kaactepu (maba.1)

Tabaunua 1: Po3nogin KpaiH no KaacTepam 3a piBHeM eKo/10ri3auii 6isHecy

Knactep piBHA po3BUTKY MepLumii knactep

Apyruii Kaactep Tperiii KaacTep

(2018) / perion

. Bucokwuii Cepegiii HusbKuii

Hasea Kknactepy 3a piBHeM
IHaekcy EPI
Aignas)clm Inaekcy EPI,% (87-70) (69-53) (menwe 53 )
€spona LlBeruapis, ®paHLuis, [Aania, Boarapia, Yexia, CroseHis, /latsif, BbocHia i FepuerosuHa

MasnbTa, LlBeuis, BenukobpuTaHid, AnbaHia, Xopeatid,  YropluuHa,

/lokcembypr, ABcTpia, IpnaHgis, PymyHis, EcToHis, MosbLa,

PiHnAHaiA, Ichangin, Icnania, MakegoHid, Cepbia, TypeyunHa

HimewunHa, Hopseria, benbris,

ITania, Higepnangu, Tpeuis, Kinp,

Moptyranisa, CroBa4yuHa, /Intea
KpaiHuu konmwHboro CPCP

TypkmenictaH, binopych, Pocis, TaguKucTaH, Y36ekuctaH
AsepbaiigkaH, BipmeHris, [pysis,

KupruscraH, KasaxcraH, YkpaiHa,

Mongosa

Amepeno: ckaageHo aBTopom Ha ocHosi Wendling et al., 2018

OTpuMaHi pe3y/bTaTw, NoKasyoTb Be/MKUi cermeHT (68,8 %) kpaiH
€sponu (i3 36), LLLO MaKOTb BUCOKMIA PIBEHb EKO/IOTYHUX MOKA3HMKIB
y NOpPiBHAHI 3 iHWMMK perioHamu. MogibHi po3paxyHKM My npoBenn
417 BCix perioHiB cBiTy (180 KpaiH) i BOHM NoKa3anu, Wwo 6GiabLuicTb
KpaiH BiAHOCATBLCA A0 K/AacTepy 3 cepeAHiM piBHEM eKO/Ori4HMX
noKkasHukiB. LLogo K/aacTepy HU3LKOrO PIBHA  E€KO/IOMYHMX
MOKa3HUKIB, TO 3 €BPOMEMCbKMX KpaiH Clogu noTpanuaa Auiie
BocHin i FepuerosuHa, kpaiH KoamwHboro CPCP — TagKMKMCTaH Ta
Y36ekucTtaH; bamnsbkoro Cxoay — Ipak, AMepuKu — [aiTi, a TakoX
Be/IMKa Ki/bKicTb HalbigHilumx KpaiH AGpukm i Asii.

[loUiNbHO BUAIANTM TPYMy KpaiH, AKI MalOTb HaMBULLMIA piBEHb
eKkosorizayji 6i3Hecy y ¢siTi (3a iHgexkcom EPI). I3 180 kpaiH B Ton-10
yBiliLL/M €BpOMeicbKi KpaiHu: 1) LLBeiuapis, 2) ®paHuin, 3) AaHis,
4) ManbTa, 5) LBeuid, 6) BeaukobpuTanis, 7) /ltokcembypr, 8)
ABCTpin, 9) IpaaHgisa, 10) PiHasaHais. OcobamBy yBary 3BepTaE Ha
cebe Taka KpaiHa Ak Ma/bTa, AKa NoKasasa 3Ha4yHuii NpopuB B 2016-
2018 poKax Yy HanpsAMKYy PO3BUTKY €KO/IOrYHOI CK/1ag0BOl
NOPIBHAHO i3 2010 POKOM.

OO

YKpaiHa 3a pisHem IHaekcy EPI BigHOCUTbCA 40 ApYroro kaactepy
€KO/1I0r4HOCTi cepegosuLLa. My npoaHanisyBann guHamiky IHaeKcy
EPI YKpaiHu Ta nopiBHA/M 3 CBITOBUMM NOKa3HUKamu (puc. 2).

MoKa3sHUKK €KO/10r4HOCTI YKpaiHu BiACTalOTh Big,
CepesHbOCBITOBOrO PiBHA i /MLIE TOYKOBO B 2016 P. MOKa3HUK
IHaekcy EPI 6yB BULLMIA.

He BCi KpaiHm Ko/mwHboro CPCP mawoTb  MOXAMBICTb
33aCTOCOBYBATU MaKCUMa/IbHUIA Nepeik iHAUKATOPiB, B TOMY YUCAi
e CTOCyeTbcA i YKkpaiHun. OgHak, Lie O3Ha4ae, Lo KpaiHam cig
34iiCHIOBATM 3yCMANA B HaNpAMKY MOKpalleHHA 360py i aHanisy
CTaTUCTUHHOI iHpOopMaLLii 3 ypaxyBaHHAM BUK/MKIB LIMPKYAAPHOCTI
M CTanoro po3BUTKY. 3rigHO aHaiiTu4HOro orasaay «Liai cranoro
po3BUTKY YKpaiHa. [oTouHuMii nporpec y po3pisi Uireld Ta
iHgukaTopis» (Ukrstat, 2020) YKpaiHa Ma€e no3uTUBHY TeH/AEHLto
LWOoAO peanisauii nporpamu CTazsoro PO3BUTKY. 3@ METOAMUKO
UNESCAP y 2020 poui g0cArHyTo nporpec rno KoxHii 3 15 ujinei,
npote € perpec no 2 iHAMKaTopax: «36epeeHHA MOPCbKUX
pecypcie» Ta «Mwup, MapTHepCTBO 3apagu CTazsoro PO3BUTKY»
(UNESCAP, 2020).
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Awepeno: ckaageHo aBTopom Ha ocHosi Wendling et al., 2018

OpHi€ro 3 HalbiNbLL rOCTPUX €KO/IOrYHMX Ta coLjiaibHUX Npob/iem
YKpaiHu € 3abpyaHeHHA aTMOCdepHOro NoBiTPA aHTPOMNOreHHUMU
AXepe/samu: MPOMMUC/IOBICTIO, TPaHCNOPTOM, OMa/loBa/IbHUMU
cMcTemMami, BiAgxodamu, OTPYTOXiMikaTamu, fKi yTBOPHOHOTbCA B
CiNbCbKOMY rocnogapcTsi. AK NOKasye aHaAi3, BUTPaTK B YKpaiHi Ha
3aXMCT HAaBKO/IULLIHBOMO C€Pe/A0BHLLA MatOTb MO3UTUBHY TEHAEHLIiIO

(puc. 3).

MpoTe 06cArn BUTpaT Ta ePeKTUBHICTb 3ax04iB He 3abe3nevyoTb
YKpaiHi HaBiTb cepeAHbOCBITOBUI piBeHb 6e3Me4HOCTi BUKWAIB Y
HaBKO/IULLHE Cepe/oBuLLe.

Mun nposenu KopenAuiiHWI aHani3 MiX eKo/oriYHMMK  Ta
E€KOHOMIYHVMMM MOKA3HWKamu KpaiH EBponu (B TOMY 4nci i YKpaiHm)
i BM3HAUMAM TICHOTY 3B’A3KY MK HumM (Maba. 2). OTpumaHi
pesy/bTaTu MNoKasanu, WO TiCHOTa 3B’A3KIB MiX MOKasHWKamu y
po3pisi KpaiH EBpONM € gyKe HeoAHOPIAHO.

25000000
f == YCbOro
20000000
Y TOMY 4MC/li Ha OXOPOHY
3 aTmocdepHoro nosiTpsa i npobsemu
:3 15000000 3MiHM KAIMaTy
=
- .
< Y TOMY 4MC/li Ha OHYULLEHHA 3BOPOTHUX
E BOZ,
2 10000000 -
=
[
Y TOMY 41C/li Ha NOBOAKEHHA 3
5000000 = BigxoAamm
= . . R
S vyt 8=y === YTomyw.lcmHaaax.mcnpea6m1Tau,no
0 TATIREOREIRIN A= I'PYHTY, MiA3eMHMX i TOBEPXHEBUX BOA,
$2883¢8¢85%88zs8gzeere
St 55555 5 5 =
Q ] Q 2 2 Q R Q S S A~ R ] RRA 2 S

PUCYHOK 3: TTOTO4HI BUTpaTH YKpaiHU Ha OXOPOHY HAaBKO/MLLIHLOTO NPUPOAHOrO CepeAoBHLLLA 3a BUAAMM MPUPOAOOXOPOHHUX 3axo4iB (Y
$aKTUYHUX LjiHaX; TUC. FPH)

[mepeno: ckagseHo aBTopom Ha ocHosi Ukrstat, 2020

3a pesy/bTaTamy PO3PaxyHKIiB y 43,2 BiACOTKa KpaiH (16 3 37)
BUAB/IEHO TiCHUIA 3B'A30K (gianasoH 0,98 - 0,5) MiX eKO/I0rYHUM
CTaHOM Ta MOKa3HMKaMM HOBOCTBOPEHMX NiANPUEMCTB; Yy 24,3
BiZ,COTKa KpaiH (9 3 37) BUAB/NEHO NMO3WUTUBHUI 3B'A30K ( AianasoH
0,5 — 0,2) MixK piBHEM €KO/OrYHOro nokasHuka EPl Ta npamumu
iHO3eMHMMM IHBECTULLIAMMY; Y 43,2 BiACOTKa KpaiH (16 3 37) BUAB/IEHO
TiCHUI 3B'A30K (gianasoH 0,98 - 0,5) MiX €KO/I0rYHUM CTaHOM Ta
MOKa3HWUKaMu BUTPAT Ha AOC/iAKEHHA Ta po3po6ku (% BBI); y BCix
KpaiH €Bponu (37) BUAB/IEHO NO3UTHBHWIA 3B'A30K ( AgianasoH 0,7 —
0,06) Mix piBHeM eKo/10ri4HOro noKasHuka EPI Ta piBHEM 40X04iB
Hace/IeHHs.

MacwTabHiCcTb LUMPKYAAPHMX iHILiaTMB BMMarae vacy i pecypcis 3
6oKy BCiX napTHepiB, a TaKOX PpEeTe/NbHOr0 MOHITOPUHIY
NPOAYKTUBHOCTI  ANA  AOCATHEHHA  MaKCMMaZibHOTO  edeKTy.
OTpvMmaHi pesyabTaTu NOKasyoTb, WO AnLle y 21, 6 BigCOTKa KpaiH
€sponu (8 3 37) BMAB/EHO NO3UTMBHUIA 3B'A30K (AianasoH 0,9 —
0,24) MiK €KO/IOMYHUMU MOKA3HUKaMM KpaiH Ta MOKA3HUKamu
£,0X04,iB Big, MiXXHapOAHOro Typu3my; y 62, 1 BiACOTKa KpaiH EBponu
(23 3 37) BMAB/IEHO NO3UTUBHWIA 3B'A30K (4ianasoH 0,97 — 0,01) Mix
€KO/IOTYHMMM MOKa3HMKaMM KpaiH Ta MOKasHMKamu HabyTTa
rpoMagAHCTBa.

6. O6roBopeHHsA pe3y/bTaTiB AOC/IAKEHHHA

poBegeHa anpobalif MeTOAUYHOrO MigXoAy MOKA3YE, WO BiH
03BO/IIE ~ BM3HA4YaTW  CTYMiHb  B3AEMOBM/MBY  MiX
MOKa3HUKaMM KpaiH 3 PiBHUM PiBHEM €KOHOMI4YHOIrO pO3BUTKY
Ta eTanoM BMPOB3AMKEHHA 3acag LMPKY/NAPHOI €KOHOMIKMU.
CTyniHb TICHOTM 3B’A3KIB MiX MOKa3HMKaMM Pi3HMX KpaiH, HaBiTb B

OGO

MeXax OAHOro K/aactepy, CYyTTEBO Pi3HATbCA. BiporigHo, wo ue
MOXHa MOACHUTU AUBEPreHLiErO HaLlioHa/IbHUX CTpaTeriii PO3BUTKY
KpaiH €Bponu.

Ekonorisauia 6i3Hecy Ha 3acagax UMPKYAAPHOCTI A1 3MEHLUEeHHA
CMOXKMBAHHA MPUPOAHMX pecypcis i Mmarepianis, MiHimizauii
BMpPOOHULTBA BiAgXxo4iB noTpebye 3anyvyeHHOCTI KpaiH Ao
MacwtabyBaHHA UMX npoueciB. 3aana edeKTUBHOI peanisauii
cTpaTeriin  pecypcoedeKTMBHOCTI Ha 3acagax LMPKY/AApHOI
€KOHOMIKM, HEODXiAHOI YMOBOIO € HAABHICTb iHiLiaTMB Ha MIKpO-,
MaKpo-, Me30- Ta MerapiBHAX. [1pK LbOMY BaX/IMBUM acCreKTOM €
HaABHICTb He TiNbKM «3BEPXY-BHU3», @ 1 TOPU3OHTA/IbHUX, @ TAKOX
«3HU3Y-BHM3» KOMYHIKaL|il Ta CMi/IbHUX MPOEKTIB.

[Ana petanisayii aHanizy cTpaTerii Ta MOHITOPUHIY 3MiH A0LiNbHO
TaKOX BPAXOBYBATW Ki/IbKICHI Ta AKICHi MOKa3sHUKM €KO/OriYHUX
ranyseii B CTPYKTYpi HaLiOHa/IbHUX €KOHOMIK Ta KpuTepil
OLLiHIOBaHHA CTYMeHA LIMPKYAAPHOCTI 6isHec mogeneit.

3 opHoro 60Ky, eKo/IorivHi ranysi BK/OHaOTb TPagMLiMHi ranysi
E€KOHOMIKM (HanpwuK/ias, BUPOGHULTBO BigHOB/NIOBAHOI eHeprii). 3
iHworo 60Ky, uA cpepa BKAOYAE NOCAYrH, TEXHO/Or Ta npouecy,
AKI MOXYTb CYXXUTU - abO CTBOPIOBATU LiHHICTb A/1A ByAb-AKOro
NPOMMUC/IOBOro cekTopa (Hamnpukaag, nociyru 3 MaTepia/sbHOI Ta
eHepreTWYHOi ePEeKTUBHOCTI MOKYTb 3aCTOCOBYBaTUCA B OyAb-
AKOMY BUPOGHUYOMY CeKTOpi). OCTaHHE O3HAYaE, WO eKO/oriuHi
rasysi NOK/Ma4aTbCA Ha MixKrasy3sese cniBpobiTHULTBO. Lia cdepa
XapaKTepU3yeTbCA BUCOKMM piBHEM MiXAWUCUMMNAIHAPHOCTI Ta
BMCOKMM MOTEHL|ia/IoM 3pOCTaHHA, OCKi/IbKM BUTPATH Ha CUPOBUHY
3pOCTaloTb, @ NOTPEGM CMOXKMBAYIB Ta PEryiaTOpHi BUMOTM BCe
6i/bLue 3MiLLYIOTbCA Y GiK Bi/bLL CTIMKMX MPOAYKTIB.
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Tab6/mus 2: NMOKa3HUKKU KOpeAsLii MiX iH4EKCOM eKo/ori4HKMX NoKasHuKiB (EPI) Ta noOKasHMKaMu PO3BUTKY TYPUCTUHHOT Ta EKOHOMIYHOT aKTUBHOCTI

Kpaina PerioH Hassa Mpami BH/A Ha gywy Butpatm Ha  MixHapogHu HoBi nig- Habyrtrta
Knactepy  iHO3emHi Hace/IeHHs, AOC/ifKEHHA W Typu3M, TPUEMCTBA rPOMagAH-
PO3BUTKY  iHBeCTMLl, aT/acHUi Ta po3po6KM  HaAAXOAMKEHHA  3apeecT- cTBa
KpaiHu YUCTUIA NpUTIK  MeToZ (% BBI) (% Big  poBsaHi (KinbKicTb)
(2018) (nnarixHuit (monap CLLUA) 3ara/ibHOro (KinbKicTb)
6anaHc, obcary
ponap CLIA) €KCnopTy)
x(1) x(2) x(3) x(4) x(5) x(6)
1Higepaanam €spona BUCOKMI -0,04 0,34 0,75 -0,16 0,94 0,24
2BenvkobpuTaHia  €Bpona BUCOKUI 0,31 0,53 0,46 0,63 0,90 -0,40
3Bbenbria €spona BUCOKMUM -0,08 0,53 0,67 -0,37 0,86 -0,24
4ManbTa €spona BUCOKMM -0,24 0,61 0,31 -0,32 0,86 0,68
5lBewia €spona BUCOKMUI -0,35 0,50 -0,46 0,44 0,84 0,67
6lTanis €spona BUCOKMUI 0,03 0,37 0,69 -0,58 0,81 0,97
7/TtloKcembypr €spona BUCOKMUI 0,13 0,22 -0,77 -0,63 0,79 0,17
8lliBenuapia €spona BUCOKMUI 0,31 0,58 0,72 -0,50 0,72 -0,32
9lpnangia €spona BUCOKMI 0,74 0,54 0,18 0,85 0,63 0,29
10aHin €spona BUCOKMUI 0,03 0,43 0,45 -0,21 0,52 0,75
11MopTyrasia €spona BUCOKMUM 0,29 0,41 0,46 0,76 0,38 0,42
12Hopseria €spona BUCOKMUI -0,64 0,43 0,83 0,90 0,37 0,48
13ABCTpiA €spona BUCOKMUM -0,40 0,41 0,71 0,03 0,27 -0,28
14PiHNAHAIA €spona BUCOKMUI 0,02 0,38 -0,64 0,51 0,25 0,67
15Hime4umnHa €spona BUCOKMUI -0,15 0,42 0,70 -0,43 0,07 0,17
16C10Bav4MHa €spona BUCOKMUI 0,08 0.33 0.24 -0,24 0,02 -0,24
17lcnangaia €spona BUCOKMI -0,35 0,38 -0,82 0,84 -0,09 0,11
18/lutBa €spona BUCOKMI 0,14 0,44 0,24 -0,36 -0,16 -0,26
19lcnaHin €spona BUCOKMI 0,02 0,34 0,31 -0,60 -0,16 0,81
20Kinp €spona BUCOKMUI 0,02 0,08 0,58 -0,41 -0,58 0,54
21®paHuin €spona BUCOKMI -0,09 0,44 0,47 -0,60 -0,81 -0,25
22l peuin €spona BUCOKMUI 0,24 0,06 0,96 0,03 -0,19 0,79
23bocHia i €spona HU3bKUIA -0,15 0,31 0,51 -0,41 0,1 0,24
lepuerosuHa
24MoAbwa €spona cepegHin 0,26 0,40 0,70 -0,42 0,93 0,55
25ECTOHIA €spona cepegHin  -0,15 0,54 0,22 -0,19 0,83 -0,24
264Yexia €spona cepegHin 0,28 0,55 0,81 -0,73 0,79 0,92
27TypeydnHa €spona cepegHin 0,29 0,60 0,39 -0,38 0,73 0.02
28Xops.aria €spona cepegHin  -0,01 0,35 -0,18 -0,26 0,52 -0,16
29An6aHiA €spona cepegHin 0,34 0,42 0,17 -0,30 0,24 0,10
30PymyHia €spona cepegHin 0,19 0,58 0,37 -0,12 -0,08 0,15
31C/10BeHiA €spona cepegHin 0,29 0,44 0,52 -0,60 -0,22 -0,50
32/laTBiA €spona cepegHin 0,02 0,53 0,02 0,13 -0,27 -0,19
33YropwuHa €spona cepegHin 0,46 0,49 0,64 -0,35 -0,53 -0,32
34YKpaiHa CHA, cepegHii  -0,16 0,06 -0,68 -0,39 0,80 -0,22
35B6orapia €spona cepegHin  -0,12 0,62 0,79 -0,67 0,41 -0,35
36Cepbin €spona cepegHin 0,10 0,10 0,38 0,38 -0,02 0,01
37MakegoHisa €spona cepegHin 0,16 0,08 0,23 0,24 0,21 0,02

Awepeno: cknageHo aBTopom Ha ocHosi (Wendling et al. (2018); OECD, Data “Material productivity” / Ociuitini cmamucmuuni dani OECP — Available
at: https://data.oecd.org/materials/material-productivity.htm)
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OCHOBHI nigceKTopy BK/OYatOTb Taki nosuii (Doranova et al., 2016):
1) Bi4HOB/IOBaHA eHepris;
2) maTepiasibHa Ta eHepreTuiHa epeKTUBHICTb;
3) yTunisaujis Bigxoais;

4)NOBTOpPHE  BMKOPWCTaHHH,
BUMPOGHULTBO;

nepepobka Ta  MOBTOpHe

5) PEMOHT i TeXHi4He 06C/yroByBaHHs;

6) eKOHOMIKa Cri/IbHOrO KOPUCTYBAHHSA, BK/IIOHAIOYM OPEHAY Ta
Ni3UHr;

7) €KO/IOTi4HI MOC/NYrH, BK/KOHAIOUYM EKO/IOTIHHY iHKeHepito;
8)BoAa;
9) OXOPOHa HaBKO/IULLHLOMO CEPEe/0BULLA.

Ana Toro, Wo6 BM3HAUYUTU MOMK/IMBOCTI MOM’AKLLIEHHA HaCligKiB
3MiHM K/AiMaTy, HeoOXxigHO BpaxoByBaTW yci eTanu BUPOOHULTBA,
MOYMHAIOYM 3 PaHHIX CTagih NpPOeKTyBaHHA Ta 3aKiH4yruM
eKcnayarTajiero. Hacto eTan, Ha AKOMY BM/IMB BYI/1€LIO UM iHLIMX
BUKWAIB € HaMbIAbLLMM, CTAE BU3HAYA/IbHUM €TarnoMm LIUPKY/IAPHOro
/IAHLIOra 3 MOTEHLUIMHUMU MOX/AMBOCTAMMU A/1A CMiZIbHOI poboTH 3i
CKOpOYeHHA BUKKgis CO2.

Ekosorizauia  Gi3Hecy Ha 3acagax UMPKYAAPHOI  eKOHOMIKM
notpebye 3Ha4YHMX iHBECTULiA Ta PO3BUTKY iHHOBALMHOro
nignpuemHunyTBa. ¥ 6inbluocTi KpaiH EBponu «b6pyaHi TexHoorii Ta
BUMPOOHULTBa» BUMBEZEHi 3a HaLioOHa/IbHi MeXi PO3MillieHHA.
HoBocTBOpPtOBaHI MiANPUEMCTBA, AK MPOEKTU LMPKY/AAPHOCTI,
MOXYTb BYTU peani3oBaHi B pi3HMX rany3sx i B TypuUCTUUHIl cdepi,
30Kpema. /10 Takmx MPOEKTIB AOLi/IbHO 3aCTOCOBYBATHU BiANOBiAHI
bisHec-mogeni: cTane (eKo/0riYHe) NPOEKTyBaHHA, MOBTOPHE
BMKOPUCTaHHA, nepepobKy, yTu/isaLlito, PeMOHT Ta TexHi4yHe
06c/1yroByBaHHs, a TaKOX BNPOBa/KyBaTH 3aX0/AMH, WO 403BONATL
6i/1bL epeKTUBHO BUKOPUCTOBYBATH, TaKi NpoLecu AK 06MiH, Ni3uHr
abo opeHpa.

7. BUCHOBKMU

puBeAeHi pesy/bTaTh AOCIiAXKEeHHA CBig4aTb Npo Te, WO
CTyniHb BipOrigHOCTi 3B’A3KIB MiXX 0OPaHMMMU MOKa3HUKaMMK,
LLIO XapaKTepM3YIOTb €KO/IOTIYHICTb CepeAOoBULLA TYPUCTUYHOT
i EKOHOMIYHOI aKTWMBHOCTI y OinbwocTi KpaiH €EBponu
pisHATbCA. CTymiHb eKosorisauii 6i3Hecy mae HabyTu B KpaiHax
KPUTUYHOrO piBHA, 106 Lei 3B'A30K OyB Ginbll o4yeBUAHUM. AR
nor/Mb/1eHoro aHanidy GakTopiB B3aEMOBI/IMBY MiX 3a3Ha4eHUMMU
MoKasHWMKaMu  AOLifbHO, A0  po3pobseHoro  aBTopamu
MeTOAMYHOrO NiAX0AY, AONOBHUTY iHLLI METOAM aHaNi3y.

Mu xo4emo BiA3Ha4YMTK, WO METOAMKM PO3PaxyHKY |HaekciB Ta
cuctemn 36opy 6a3 gaHux, Aki OyanM BUMKOpuUCTaHi B AaHomy
AOCNIAKEHHI, LLLOPIYHO 3MIHIOOTHCA Ta AOMNOBHIOIOTLCA. TOMY MOXHa
ouiKyBaTM Binbll AOCKOHa/0l 6a3n gaHMX po3paxyHKy IHaekcy EPI
ANA NOAA/bLIOrO aHani3y i nepeBipkM AOCTOBIPHOCTI OTPUMAHUX
pe3sy/bTaTiB. Halwi po3paxyHKM nokasasnu, Lo no-nepliue, Hanbi/bLL
PO3BMHEHMM PEriOHOM 3 TOYKY 30pY LMPKY/IAPHOI €KOHOMIKMU €
€BPONENCbKUIA KOHTUHEHT; Mo-ApYyre, A/ OKPeMUX KpaiH BUAB/IEHO
MO3UTMBHUIA BI/IMB HAa IMMIrpaLiliHi NOTOKM B KpaiHy: B KpaiHax 3
BMCOKUMM €KO/IOTYHUMM TOKa3HUKaMKM BifOyBaEeTbCA 3pOCTaHHA
KinbKoCTi HOBUX rpomaasaH (ITazis, AaHis, Icnawin, Mpeyjs, Yexis),
TOOTO eKo/orvHa CUTyalis B KpaiHi Ta cBigome cTaB/eHHA i
rPOMaZAH A0 HAaBKO/IMLLHBOTO CepesoBULLA € OAHUM i3 apryMeHTiB
BMOOPY 1i A/1A Nepeizay i NPOXMBaHHA MirpaHTamMu Ta nepeayMoBOLO
CTBOPEHHA HOBMX MigNPUEMCTB.

MoskHa odikyBaTH, WO BNpPOBa/KeHHA Oi3Hec Mopgenei
LMPKY/IAPHOCTI  CMPUATUME 3MEHLUEHHIO HaBaHTa)X€HHA Ha
£,0BKi/ZNA Ta NO3UTUBHO BMN/IMBAaTUME Ha COLLiyM Ta EKOHOMIKY KpaiH.
YKpaiHi HeobxigHo pgonyvatucs po cmiBnpayi (Ha 3acagax
napTHepCTBa) 3 KpaiHamu-yqyacHMKaMKU €BPOMeNCbKMX Mporpam
repexogy £A0 NpUpOAOOXOPOHHOI @KOHOMIKM, MaclITabu gii AKMX
nocTifHO 36iblytoTbeA. PiBeHb iHBecTUUi (iHO3eMHMX B TOMY

OO

UMCAI) Ta MOKA3HUKM BUTPAT Ha AOCIIANKEHHA € Bam/AMBOIO
XapaKTEepUCTMKOI /1A 3abesneyeHHA eKo/orisauii bisHecy Ta
$GOpMYyBaHHA  MPUPOAOOXOPOHHOI  E€KOHOMIKM  Typusmy Ta
nogopoxeit. Lle Baxueimm, 6e3 cymHiBy, € Te, AKi came
iHBeCTULii Tpeba 3a/1y4aTu. 3ara/ibHi BUMOTM LWOA0 iHBECTULN AR
34iMCHEeHHA HeObXiAHOrO Nepexoay A0 LUPKY/AAPHOT EKOHOMIKM, AK
npaBu/10, € NOAIGHUMM Y BiAbLIOCTI NPOMMUC/I0BO PO3BUHEHMX KpaiH.

Mu cnogiBaemocs, WO pe3ybTaTu HALLIOrO AOCIIAXKEHHA MOXYTb
OYyTU KOPUCHMMU ANA HAYKOBLIB Ta Mi*KHAapOAHUX KOMMaHiM npu
0BrpYHTYBaHHI 4O0Ui/NIbHOCTI iIHBECTULLIM Y NMPOEKTU LIUPKYAAPHOCTI
Ta nporpamu nepexogy A0 MNPUPOAOOXOPOHHOIO PO3BUTKY
TepuTOpiIN.

8. ®iHaHCcyBaHHA

e [OCifXXeHHA He OTpMMano KOHKpeTHOi ¢iHaHcoBOT
niATPUMKN.

9. KoHKkypytoui iHTepecH

BTOPW 3aAB/IAOTb, L0 Y HUX HEMA€E KOHKYPYHOUMX iHTepeciB.
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