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lastremska O. O., Tomakh V. V. Creative Management as a Tool for Forming Flexible Models
of Employee Career Development

The article explores the role of creative management as a tool for forming flexible models of employee career development in the context of modern economic
transformations. The need to transition from traditional linear models of career growth to adaptive and individualized trajectories of professional development
is substantiated. Modern scientific approaches to the interpretation of creative management are summarized and key factors that form the creative environ-
ment of the organization are identified. A methodological approach to assessing the impact of creative management on the employee career development has
been developed, based on the use of integral indexing, expert assessment, and correlation-regression analysis tools. The creative management index (CMI) and
the career development index (CDI) have been proposed, which allow formalizing the assessment of the relationship between management practices and the
dynamics of employees’ professional growth. The feasibility of using correlation-regression analysis to study the impact of creative management on the career
dynamics of employees is substantiated. Key managerial factors in the formation of flexible career models are identified, including employee’ autonomy, their
initiative, participation in innovative processes, as well as the level of trust and support from management. The proposed approach allows integrating modern
management tools into the staff development system and increasing the validity of managerial decisions. The practical significance of the results obtained lies
in the possibility of using the proposed methodological approach to improve staff management systems, develop the creative potential of employees, and form
effective strategies for human capital development.

Keywords: creative management; career development; staff management; flexible career models; creative management index; career development index;
integrated assessment.
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Acmpemceka 0. 0., Tomax B. B. KpeamusHe ynpaeniHHA SK iHcCmpymeHm ghopmyeaHHsA 2HyYKux modesneli Kap’epHo20 po38UMKy nepcoHany
Y cmammi docnioxeHo posb KpeamusHo20 ynpaeniHHA AK iHcMpymeHmy GopMysaHHa eHy4YKux modeneli Kap epHO20 PO3BUMKY MEPCOHANY 8 YMOBAX Cy4ac-
HUX eKoOHOMiYHUX mpaHcgopmayili. 06rpyHmosaHo HeobxioHicme nepexody 8i0 mpaduyiliHux AiHiliHux modeneli Kap’epHO20 3pOCMAHHA 00 AOANMUBHUX M
iHOusidyanizosaHux mpaekmopili npodpeciliHo20 PO38UMKY. Y3a201bHEHO Cy4acHi HayKosi Nidxo0u 00 MPAKMYEaHHS KpeamueHo20 ynpasiHHA Ma 8U3HA-
YeHO K/110408i YUHHUKU, Wjo (hopmyromb KpeamusHe cepedosutye opeaHisayii. PoapobneHo memoduyHuli nioxio 0o oyiHIOBAHHA 8NaAUSY KPEAMUBHO20 yrpas-
NiHHA HA Kap’epHUl po38UMOK NepcoHany, wo 6asyemsCa Ha BUKOPUCMAHHI iHMe2PanbHO20 IHOEKCY8aHHs, eKCrepmMHO20 OUIHIOBAHHA Ma iHCMpymeHmig
KopenayitiHo-pezpeciliHo20 aHani3y. 3anponoHOBaHO iHOeKC KpeamugHo20 ynpaeniHHa (IKY) ma iHdekc kap’epHozo po3sumky (IKP), aki dossonsioms gop-
MQ1i3y8aMU OUIHIOBAHHSA 830EMO38’A3KY MiX YNpaBAIHCLKUMU NPAKMUKAMU ma OUHAMIKOH MPpOogeciliHoz0 3pocmaHHA npayieHukie. O6rpyHMosaHo doyine-
Hicmb 3acmocysaHHA KopenayiliHo-peapeciliHo2o aHanizy 0713 A0CAIOHEHHA 8MAUBY KPEAMUBHO20 YrPABAiHHA HA Kap’epHy QuHamiky nepcoHany. BusHayeHo
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KA1k0408i yIpasniHCbKi YUHHUKU (hOPMYBAHHS 2HY4KUX Kap'epHUX modesnel, ceped AKUX: A8MOHOMIS MPAyisHUKis, iXHA iHiyiamusHicme, y4acme 8 iHHo8ayiliHUX
npoyecax, a Makox pieeHb 00sipu ma niompumMKu 3 6OKy KepigHuymea. 3anponoHo8aruli nioxio 00380/9€ iHMezpysamu cy4acHi iHCmpymeHmu ynpaeniHHa
8 cUCMeMy po38UMKY NepcoHany ma nidsuwumu 06rpyHmMoeaHicms nPUUHAMMA ynpaeniHCbKuxX piwieHs. [TpakmuyHe 3HaYeHHA 00ePHAHUX pe3ynbmamig
M10/1920€ 8 MOX(IUBOCMI BUKOPUCMAHHA 3GMPONOH08AHO20 MeMOOUYHO20 MiOX00y 0117 BOOCKOHANEHHA CUCMEM YNpPasiHHA MepcoHAnoM, Po38UMKY Kpea-
MUBHO20 MomeHyiany npayigHUKie ma opmysaHHA ehekmusHuUx cmpameziti po3gUMKY t0OCbK020 Kanimany.
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n today's turbulent economic conditions digitali-

zation and constantly changing requirements for

personnel competencies, traditional career growth
models are losing their effectiveness. There is a transi-
tion from linear, vertical trajectories to flexible, adap-
tive and individualized models of professional devel-
opment. In this context, creative management is an
effective tool that allows you to unleash the potential
of employees, increase their career stability and create
conditions for self-fulfillment within the organization.

Problem statement. In the current conditions of
increasing turbulence in economic processes, digital
transformation and dynamic changes in requirements
for personnel competencies, traditional linear models
of career development are losing their ability to ensure
effective professional growth of employees. Vertical
career trajectories are giving way to flexible, adap-
tive and individualized models, and this fact requires
rethinking approaches to human resources manage-
ment. Organizations are forced to form such manage-
ment conditions that ensure career stability, support
employee initiative and contribute to their ability to
self-development and professional mobility.

Despite the growing scientific interest in the
concept of creative management, the issue of its quan-
titative impact on the formation of flexible models of
personnel career development remains insufficiently
studied. Existing approaches are mainly focused on
the qualitative characteristics of creative activity, while
the lack of formalized assessment tools complicates
the adoption of informed management decisions.
This necessitates the development of a methodologi-
cal approach that will allow assessing the relationship
between the level of management creativity and the
career dynamics of employees, as well as identifying
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management factors that contribute to the formation
of flexible career trajectories.

Analysis of recent research and publications.
The issue of creative management and its impact on
personnel development is actively studied in modern
scientific literature. In the works of Bérubé J. creative
management is considered as an integrative approach,
formed at the intersection of innovative thinking, stra-
tegic flexibility and organizational culture, oriented to-
wards the development of creative activity of employ-
ees. The article emphasizes that “creative management
is formed at the intersection of three dominants — inno-
vative thinking, strategic flexibility and organizational
culture’, which determines its systemic nature [3].

Strobel L.-T. et al. (2024) focuses on the role of
creative leadership in creating an environment that
promotes the implementation of innovative ideas and
the formation of individual career trajectories. The au-
thor emphasizes the importance of empathetic com-
munication, facilitation of collective thinking and sup-
port for experimentation as key conditions for the de-
velopment of the creative potential of personnel [12].

Studies of Kaur V. (2024) substantiate the feasi-
bility of using design thinking tools in human resourc-
es management, which allows you to structure creative
processes and direct them to create value for the orga-
nization [8]. The use of design thinking approaches in
human resources management allows you to structure
the processes of idea generation and increase the effi-
ciency of managerial decision-making [5].

A significant contribution to the development
of the topic was made by Giirbiiz S. et al. (2024), who
proves that HR practices focused on autonomy, psy-
chological safety, and flexible forms of cooperation
significantly enhance the creative productivity of per-
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sonnel [7]. In the socio-cultural dimension, according
to the approach of Novikova T. et al. (2019), manage-
ment creativity is considered as a reflection of the level
of social capital of the organization and its openness to
interdisciplinary interaction [9].

Modern Ukrainian research also confirms the
importance of a creative approach to personnel mana-
gement. In particular, Savchenko V. A. emphasizes the
role of developing the creative potential of employees
as a factor in increasing the efficiency of the organiza-
tion [1]. Rudenko M., Lakutin D. emphasize the need
to implement innovative approaches to personnel
management in the context of digitalization [2].

The aim of the article is to develop and substan-
tiate a methodological approach to assessing the im-
pact of creative management on the formation of flex-
ible models of personnel career development, which
involves a combination of tools of integral indexing,
expert assessment and correlation-regression analysis.
The implementation of the set goal allows us to deter-
mine how creative management practices — autonomy,
initiative, participation in projects, facilitation and
trust — affect the dynamics of employees' professional
growth and contribute to the formation of individual-
ized career trajectories.

Research objectives. To achieve the goal, the ar-
ticle defines the following tasks:

+ to summarize theoretical approaches to the
interpretation of creative management and its
role in the formation of flexible models of per-
sonnel career development;

+ identify key management factors that deterr
mine the level of creativity of the organizational
environment and influence the professional
dynamics of employees;

+ to develop a methodological approach to ass
sessing the level of creative management based
on integral indexing and expert evaluation;

+ to form a career development index (CDI) as a
generalized indicator of professional growth of
employees, combining objective and subjective
parameters of career dynamics;

+ to substantiate the possibility of assessing the
relationship between the level of creative man-
agement and career development of personnel
using correlation and regression analysis.

Research methodology. The methodological
basis of the study is a combination of quantitative
and qualitative methods of analysis, which provides
a comprehensive assessment of the impact of creative
management on the career development of personnel.
The study uses systemic, behavioral and innovative
approaches that allow us to consider creative manage-
ment as a multifactorial management phenomenon
that creates conditions for the professional growth
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of employees. Its practical implementation involves
a transition from a directive management model to a
co-creation model, where the employee becomes an
active participant in the process of forming strategic
ideas and their own professional development. As the
Center emphasizes for Creative Leadership (2020),
creative management is not just a leadership style, but
a strategic resource for the development of organiza-
tions of the future [4].

The theoretical basis of the concept is a combina-
tion of the principles of design thinking, psychological
safety, flexible organizational structures, and knowl-
edge management, which allows building an integrat-
ed model of creative career development.

The development of the creative management
paradigm requires organizations to implement new
approaches to planning and stimulating employee ca-
reer development, based on the principles of openness,
flexibility and facilitation. Within the framework of
modern management concepts, creativity is conside-
red not only as an individual property of an employee,
but as a systemic characteristic of an organization,
manifested in its ability to generate new ideas, make
non-trivial decisions, and transform them into com-
petitive advantages [1; 12].

he methodological basis for implementing cre-

ative management into a career development

system involves a combination of organiza-
tional design tools, design thinking and data-driven
HR analytics. In practical terms, this process is imple-
mented through several key stages (Tbl. I).

As Giirbiiz S. et al. [7] note, the key methodologi-
cal element of creative management is the transition
from administrative control to development facilita-
tion. This means that the manager acts not as a bearer
of authority, but as a catalyst of ideas, contributing to
the disclosure of the individual potential of subordi-
nates. In this context, it is important to apply empirical
analysis methods to measure the level of management
creativity and its correlation with career progress indi-
cators. Since creative management is a multifactorial
phenomenon, its assessment requires an integrated
approach that allows to quantitatively reflect the key
characteristics of managerial interaction. The choice
of indicators for such an assessment is based on mod-
ern research, which emphasizes that the autonomy of
employees, their participation in innovation processes,
initiative, facilitation practices and the level of trust in
management are determining factors in the develop-
ment of creative activity of personnel. It is these com-
ponents that form the basis of a creative environment
and directly affect the ability of employees to generate
and implement new ideas.
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Table 1

Methodological stages of implementing creative management in personnel career development

Stage

Content of management actions

Expected results

1. Diagnostics of the creative
environment

Personnel survey; expert assessment of
the creativity of management decisions;
analysis of internal communications

Determining the level of creativity
of organizational culture

2. Formation of creative HR practices

Introducing mentoring, facilitation ses-
sions, cross-functional teams

Increasing employee autonomy and
speed of competency development

3. Monitoring career trajectories
change dynamics

Construction of individual career
development maps; analysis of job

Determining the effectiveness
of management practices

4. Correlation-analytical stage

Comparing management creativity
indicators with career outcomes

Identifying the patterns of influence
of creative management on person-
nel development

Source: developed by the authors.

ethodologically, the creative management
index is built on the principle of integral
indices, which are widely used in manage-
ment and HR analytics. Each of the indicators reflects
a separate aspect of creative management. An expert
approach was used to determine the weighting factors
of the creative management index. The formula for de-
termining the minimum required number of experts
is based on modern approaches to organizing expert
procedures, set out in the works of Hsu & Sandford
(2022), Okoli (2023) and Kuzmin and Melnyk (2022),
which emphasize the need for statistical justification
of the size of the expert group and ensuring a sufficient
level of reliability of expert assessments. The number
of experts is determined by the formula:
-s?
n= Az
where t is the confidence coefficient (¢ = 1.96 for a 95%
confidence interval), S is the expected standard devia-
tion of expert estimates (S = 1.8 was adopted based on
a pilot survey), and A is the permissible error (0.9).
Substituting the values, we get:

1.96 -1.82
n=—2> 0
0.92

Therefore, the minimum required number of
experts is 12, which corresponds to methodological
recommendations for the formation of expert groups
in management research (the optimal range is 10-15
persons).

The expert group included 7 middle managers
and 5 HR specialists (HR-specialists) with practical
experience in implementing innovative and facilitating
management practices. The experts were asked to as-
sess the relative importance of each indicator (K|-K;)
on a 10 point scale.

b

~11.7.
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Kendall concordance coefficient was calculated:
128
m? (n3 —n) ’

where S is the sum of squares of deviations of the sums
of the ranks of indicators from their average value, m is
the number of experts (12), # is the number of indica-
tors (5).

As a result of the calculations, we obtained:

W=0.82,

which indicates a high level of consistency of expert
assessments (W > 0.7 is considered sufficient for mak-
ing a group decision).

fter checking the consistency of expert as-
sessments, the obtained scores were convert-
ed into weight coefficients by normalization
(w, =S, /XS,). At the first stage, the total score was cal-
culated for each indicator (K,-K;) as the sum of the
scores given by all 12 experts. Then the total sum of
scores for all indicators was determined. The weight
coefficients were obtained as a share of the total score
of each indicator in the total, which allowed converting
absolute expert scores into relative weights, which in
sum equal 1. This approach ensures a correct reflection
of the relative importance of each factor in the struc-
ture of the creative management index. As a result, the
indicators K| (employee autonomy) and K, (initiative),
which the experts identified as key factors in the deve-
lopment of staff creative activity, received the greatest
weight. The indicators K, K,, and K received lower
weight values, which correspond to their supporting
role in the formation of a creative environment.
Accordingly, the weighting coefficients of the
creative management index are the result of a formali-
zed expert procedure, which ensures their methodo-
logical validity and practical relevance.
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Thus, one of the practical tools is the Creative
Management Index (CMI), which can be calculated
using the formula:

IKY =0.24K, +0.21K, + 0.24K3 +0.16K; +0.16K,

where K, — level of employee autonomy (according to
the survey);

K, — the share of personnel involved in innova-
tion projects;

K, — number of implemented initiatives per em-
ployee;

K, — number of facilitation sessions per year;

K, - level of trust in management.

o ensure the correctness of the calculation of

the integral index of creative management

(ICM), each of its components (K;-K;) has a
clearly defined economic essence, method of measure-
ment and interpretation. The level of employee auton-
omy is determined based on a staff questionnaire and
reflects the degree of freedom in making decisions,
choosing methods of performing tasks and the ability
to initiate one's own ideas. It is measured as an average
score on the Likert scale (from 1 to 10), where 1 is a
complete lack of autonomy, 10 is maximum manage-
rial freedom. The share of personnel involved in inno-
vative projects is defined as the ratio of the number of
employees participating in the development or imple-
mentation of innovative initiatives to the total number
of personnel. It is measured in fractions of a unit (from
0to 1). The number of implemented initiatives per em-
ployee characterizes the intensity of the creative activ-
ity of personnel and is defined as the average number
of ideas or initiatives that were implemented in the
organization's activities per employee for a certain pe-
riod (usually a year). Measured in relative units (0 and
more). The number of facilitation sessions per year re-
flects the level of use of management practices aimed
at developing collective thinking, idea generation and
team interaction. It is defined as the total number of
facilitation activities performed during the year. Mea-
sured in natural units (number of sessions). The level
of trust in management is determined based on the re-
sults of a sociological survey of personnel and reflects
the degree of openness, transparency of management
decisions and psychological safety in the organization.
It is measured as an average score on the Likert scale
(from 1 to 10). All indicators are normalized to the
interval [0; 1]. ICU varies within [0; 1]: 0-0.33 — low
level; 0.34-0.66 — medium; 0.67—-1 — high.

The proposed Creative Management Index
(CMI) is a tool for quantitative assessment of manage-
ment practices, however, its analytical value is revealed
only in relation to the effective indicators of personnel
development. In this context, it is advisable to compare
the CMI with the Career Development Index (CDI),
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which reflects the dynamics of professional advance-
ment of employees, the intensity of their training, the
speed of achieving job changes and the level of career
satisfaction. To ensure methodological consistency of
the study, the Career Development Index (CDI) is also
advisable to present it in a formalized form. The CDI
is formed as an integral indicator that combines objec-
tive and subjective parameters of professional growth.
The index is calculated according to the formula:
IKP = wC) + wp Cy + w3C5 + Wy Cy,

where C,— dynamics of job changes;

C, — the number of training programs in which
the employee participated;
C3 — average time to increase;

C,- level of career satisfaction;

Wy, Wy, Wy, W, — weighting factors determined by
the expert evaluation method.

To ensure methodological consistency, each of
the indicators included in the CPI has a clearly defined
content and method of measurement:

The dynamics of job changes is defined as the
number of promotions or horizontal transfers of an
employee over a certain period (usually a year). It is
measured in natural units (number of changes).

Participation in training programs character-
izes the intensity of professional development and is
defined as the number of educational activities (train-
ings, courses, advanced training programs) in which
an employee participated. It is measured in natural
units (number of programs per year).

verage time to promotion reflects the speed of

career growth and is defined as the average pe-

riod (in months or years) required to move to
a higher position. It is a reverse indicator (the lower is
the value the higher is the level of development). It is
measured in units of time.

The level of career satisfaction is determined by
the results of employee surveys and reflects a subjec-
tive assessment of one's own professional develop-
ment, opportunities for growth and realization of po-
tential. It is measured as an average score on a Likert
scale (from 1 to 10).

The weighting coefficients of indicators (w)) are
determined based on expert assessment, which allows
us to take into account their relative importance in
shaping career dynamics.

In order to ensure comparability of indicators of
different dimensions, all variables are subject to nor-
malization to the interval [0; 1]. For indicators of di-
rect action (X, X,, X ,)» standard normalization is used,
while for the indicator of reverse action (Xg), inverse
normalization is used, which allows to maintain a single
logic of interpretation (a larger value is a better result).
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This approach allows to integrate different types
of indicators into a single generalized indicator that
provides a comprehensive assessment of personnel ca-
reer development. Thus, the career development index
(CDI) is formed as an integral indicator based on gener-
ally accepted criteria for assessing career progress in HR
analytics, which combine objective and subjective para-
meters of professional growth. CDI varies within [0; 1]:
0-0.33 — low level; 0.34—0.66 — medium; 0.67-1 — high.

he correlation analysis between the integral
index of creative management (ICM) and the
career development index (CDI) is carried out
taking into account the time dynamics of the indica-
tors. In particular, the impact of the level of creative
management in the current period () on career devel-
opment indicators in the next period (¢ + 1) is assessed,
which allows taking into account the delayed effect of
management decisions. This approach is methodolo-
gically justified, since career development is a process
that is formed over time and cannot be adequately as-
sessed within one period. Previous Center studies for
Creative Leadership confirm the presence of a stable
positive relationship between participation in creative
initiatives and career progress (r = 0.52-0.67), which
reinforces the feasibility of using such an approach [5].
Within the framework of the developed meth-
odological approach it is advisable to carry out a con-
ceptual generalization of the mechanism of influence
of creative management on the career development of
personnel. Based on the analysis and theoretical provi-
sions of modern research, a logical model was formed
that reflects the key stages and relationships between
management practices, the development of employee
competencies and their professional advancement. It
is presented in Thl. 2.

Tbl. 2 reflects the consistent mechanism of the
influence of creative management on the personnel
career development. Creative management practices
form a favorable organizational environment that
enhances the motivation and initiative of employees.
This, in turn, contributes to the development of com-
petencies, increases professional mobility and pro-
vides conditions for sustainable career growth.

fter conceptually generalizing the mechanism

of influence of creative management on per-

sonnel career development, it is advisable to
proceed to formalization of relationships between key
variables. For this purpose, a multiple regression mo-
del can be used, which allows to assess the influence
of individual management factors on career develop-
ment indicators. In general, the model has the form:

Y=o+BX +B,X, +B.X; +g
where Yis the career development index (CDI);
X, — level of creative management (CMM);
X, — participation in training programs;
X, - level of staff involvement.

The proposed model can be used as an analytical
tool for further empirical research and assessment of
the effectiveness of management decisions in the field
of personnel development.

Further research could be aimed at applying
cluster analysis to identify typical employee profiles
depending on the level of creative environment and
the dynamics of their career development. This would
expand the analytical capabilities of the proposed ap-
proach and ensure its practical application in the hu-
man resources management system.

Thus, the proposed methodological approaches
provide a comprehensive assessment of the relation-

Table 2

Logic model of the impact of creative management on career development of staff

Model element

Content and management effect

Creative management ST
initiatives

Using facilitation, design thinking, autonomy, and support for innovative

Development of organizational culture

Building trust, openness and psychological safety that stimulates creativity

Increasing motivation

Increasing internal motivation of employees through participation
in decision-making and implementation of their own ideas

Activation of initiative

Increasing the number of proposals, innovative solutions and participa-
tion in projects

Individual development of competencies

Software development skills, creative and analytical competencies
necessary for professional growth

Professional mobility functionality

Ability to switch between roles, adapt to new tasks, and expand

Career growth

Promotion, increased responsibility, increased career satisfaction
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ship between creative management and personnel
career development. The combination of index and
regression analysis allows theoretically justifying and
formalizing the assessment of the effectiveness of
managerial innovations aimed at developing the hu-
man potential of the enterprise.

Further research should be directed towards de-
veloping career trajectory prediction models based on
digital data, competency analysis and machine learn-
ing methods. This will increase the accuracy of career
potential assessment and create personalized profes-
sional development strategies.

Previous empirical studies (Kaur V. [8], Noviko-
va T., Ustenko V., Bobodzhonova E. [9]) confirm that
the integration of creative tools into the HR process
contributes to:

+ creating an atmosphere of trust and support
for innovative ideas;

+ increasing the effectiveness of mentoring and
internal mobility programs;

+ developing software skills and creative com-
petencies necessary to switch between profes-
sional roles;

+ increasing motivation for self-development
and initiative.

CONCLUSIONS

The article substantiates the theoretical and
methodological principles of creative management as
a tool for forming flexible models of personnel career
development. The generalization of modern scientific
approaches allowed us to define creative management
as a complex management mechanism that combines
innovative thinking, organizational flexibility and the
development of the creative potential of employees.

A methodological approach to assessing the im-
pact of creative management on the personnel career
development has been developed, based on the use of
the integrated creative management index (ICM) and
the career development index (CDI). The proposed
system of indicators allows us to quantitatively assess
the level of development of the organization's creative
environment and its impact on the dynamics of em-
ployees' professional growth.

The feasibility of using correlation-regression anal-
ysis to assess the relationship between the level of cre-
ative management and personnel career development is
substantiated. The proposed approach allows identifying
and assessing the nature of the influence of key manage-
ment factors, in particular, employee autonomy, the level
of their initiative and involvement in innovative process-
es, on the formation of career dynamics.

The practical significance of the results obtained
lies in the possibility of using the proposed methodo-
logical approaches to improve the HR policy of organi-
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zations aimed at increasing the adaptability of person-
nel, developing their creative potential, and ensuring
the flexibility of career trajectories.

Prospects for further research are related to the
development of models for predicting personnel ca-
reer development based on digital data, as well as the
use of machine learning methods to increase the ac-
curacy of assessing management decisions. u
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Mocunkina O. B., Nlicha A. T. CouiianbHi iHHOBaLii AK paKTOp pO3BUTKY iHTENEKTyanbHOro Kanitany
dapmaueBTUYHNX KOMNaHIl

Mema cmammi nonszae 8 00CioHeHHI 8nausy coyionbHUX iHHOBAYil Ha PO3BUMOK iHMeneKMyanbHO20 NomeHuiany GapmayesmuyHux KoMnaHil i 06rpyH-
MYBAHHI Cy4aCHUX HAYKOBO-MPAKMUYHUX MidX0dig 00 ynpaeniHKA PO3BUMKOM iHMeeKMyanbHO20 Kanimany Wisxom yOOCKOHAEeHHS COUianbHoi moaimuku ma
niosuwjeHHs pisHs coyianbHoi sidnosidaneHocmi hapmayesmuyHo2o bisHecy. Bid3HayeHo, Wo 8 ymosax eKOHOMIKU 3HaHb COUianbHi iHHOBaYIi cmarome diesum
iHCMpymeHmom 36epexceHHs iHmenekmyanbHo20 A0Pa GapMayesmu4HUX KoMnaHil. bes Hux KomnaHii empayarome 30amuicme 00 ehekmugHoi iHHosayiliHoT
ifinbHOCMi Ma cMaromb HeKOHKYPeHMOCPOMOXHUMU. [TPOaHANI308aHO (hakmopu, AKi 06ymoentorme mpaHcgopmayito 6isHec-mModeni hapmayesmuyHux
KoMRaHill y MoOents, Wjo 0pieHMOBAHA HA YPaBiHHA 3HAHHAMU. AKUEHMOBAHO, WO peani3ayis makoi modeni nompebye 3miHu napaduamu coyianbHoi noaimu-
Ku ma nidsuweHHs posi coyiansHoi 8idnosioansHocmi hapmayesmuyHozo bisHecy. JocnioneHo 8HECOK 3apybiHHUX | IMYU3HAHUX HAYKOBUX WK Y 8UBYEHHSA
npobsemu 8naugy coyianbHUX iHHOBAYili Ha PO3BUMOK iHMenekmyansLHo20 Kanimany Komnakil. [poaHani3oeaHo 00ceid MpPosioHUX 8IMYU3HAHUX | 3apybi-
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