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The article identifies the reasons for the actualization of problems of management professionalization and the expediency of creating its national model. There
proposed clarification of the terminological support of the research using the interdisciplinary approach. The comparative analysis of the presented in the
world literature evolution of management professionalization and domestic experience in improving management of the economy is performed. The research
presents the reasons and substantiates the necessity of forming a new conceptual framework of the methodology of management professionalization and its
coordination with the developmental of competency of managers at different levels of the management hierarchy. There specified the barriers of management
professionalization, principles of its implementation, requirements to its new model. There proved the urgency of elaborating techniques of professional

motivation of managers’ development and appropriateness of considering it with regard to provisions of spiral dynamics of consciousness.
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Y cmammi 8u3HayeHo npuyvuHU aKkmyanizayii npobaem npogecioHanizayji

MeHedmmeHmy i 0oyinbHicmb cmeopeHHA i 8im4u3sHaHoi modeni. 3anpo-
10HOBAHO YMOYHEHHA MepMiHO02iYHO020 3a6e3neyeHHs 00CMiOMeHHA 3
BUKOPUCMAHHAM MIiXOUCUUNAIHAPHO20 MidX00y. BUKOHAHO MopieHAnbHUL
aHaniz npedcmasneHoi y ceimositi aimepamypi esonoyii npogecioHasni-
3auii MeHedHMeHmy i 8im4uU3HAH020 00C8i0y BOOCKOHAEHHSA YNPABAIHHA
eKoHOMIKoI. lpedcmasneHo npuyuHu i 06rpyHMo8aHo HeobxioHicme hop-

MYBAHHSA HOBUX KOHUeNnmyasnbHUx ocHo8 Memodonoeii npoecioHanizauii

MeHedMMeHmYy i y3200MeHHs il 3 PO38UMKOM KOMIeMeHMHOCMI KepieHUKie
Dpi3HUX 30 iEpapxieto pieHie ynpasniHHA. YmoyHeHo 6ap’epu npogpecioHani-
3auii MeHedHMeHmy, NpuHyunu ii peanizauii, sumoau 0o ii Hogoi Modesi.
06rpyHMoBaHo akMyaneHicMe PO3BUMKY MexHo02ili Momusauii npogeci-
OHO/bHO20 PO3BUMKY MeHedxHcepie | 8U3Ha4eHO O0UinbHICMb ypaxy8aHHA 8
Hill nonoxceHs cnipansHoi duHamiku ceidomocmi.

Knroyosi cnoea: npocpecioHanizayis meHeOHMeHMY, KOHUENMYasbHi 0CHO-
8U, MOMUBAUIA NPoghecitiHo20 po38UMKY, MoOesb NPohecioHani3auyii.
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he development of civilization is directly related to

the processes of division and cooperation of labor.

Cognizing his own abilities and laws of environ-

ment, man as a worker created such technologies of their

transformation that, on the one hand, released him from

severe physical and intellectual work, on the other — com-
plicated his cooperation with other people.

Gradually, life created tools that allowed removing

contradictions of cooperation. Among them are production
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enterprises and professions. The modern model of a success-
ful enterprise is rather complex in nature. It involves cooper-
ation of staff (a form of labor solidarity by Emile Durkheim),
which combines regulated by duty regulations distributed
collaboration and creative, not regulated collaborative distri-
bution of labor cooperation. Such enrichment of the content
of labor cooperation transformed the mechanical technical
and economic model of the enterprise in the organic socio-
economic model (of a production enterprise) and simultane-
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ously provoked problems of its management. The practice
shows that the efficiency of the operation and development
of amodern production enterprise is largely substantiated by
the quality of its management, which depends on the capac-
ity of professional competency of its executives (managers).
The problem of professionalization of management is rapidly
gaining topicality in academic circles. It would seem that it
is possible to partially use developments of the world science
for its solving. However, the disappointing domestic experi-
ence of building a socially oriented market economy using
the models of successful countries proves the need to find
our own way of management professionalization. Domes-
tic scientists have already offered their vision of its solving,
defend dissertations on the problem, but a holistic concept
has not been defined yet. Among other reasons there can be
mentioned its interdisciplinary character and the objective
need for consolidation of efforts of science, government and
society for its implementation.

The aim of the research is to substantiate the prereq-
uisites for developing a holistic concept of professionaliza-
tion of management.

tudying professionalization of management on the ba-

sis of the interdisciplinary approach requires clarifica-

tion of its terminological support. In this regard, we
will define the content of such of its main concepts, as an
institution, profession, professionalism, management po-
tential. To clarify the social status of profession, it should
be designated as an institution. The conducted analysis of
encyclopedias has created prerequisites for using in the
context of the theme and purpose of the article the follow-
ing variant of its definition: “Institution is a relatively stable
and long-lasting form of social practice that is authorized
and supported through social norms and by means of which
social life is ordered and its sustainability is ensured” The
article considers profession as a type of labour activity of a
person that possesses a complex of special knowledge, prac-
tical skills obtained by the way of special education, training
or experience. This complex provides the person a possibil-
ity to carry out work in a particular area of production. Pro-
fessionalization is the process of becoming a professional.
It envisages the choosing by a person of profession on the
basis of his/her own opportunities and abilities, mastering
the rules and norms of the profession, forming and percept-
ing him/herself as a professional, enriching the profession
through his/her own efforts, developing him/herself as an
individual by means of the profession.

The review of the relevant literature gave reasons for
the study to focus on the interpretation of the notion “ad-
ministrative capacity” presented in the publication by L.
Prokopyshyna: “The potential ability of managerial staff to
optimally apply the professional and qualification, creative
potential, and organizational capacity to achieve sustainable
and efficient operation of the enterprise using the principles
of professionalism” [1, p. 172].

The content and essence of the concepts “management
potential’; “management’, “profession” are changing with
the development of human society. Today the manager gets
the status of a professional if he/she is focused on a timely
resolution of non-standard situations at work, constantly
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develops and combines new features and abilities. The ef-
fectiveness of work is provided by such manager through
supplementing a traditional functional approach to it with
the problem-oriented one. The peculiarity of the latter ap-
proach is in the proactive diagnosing of working problems
and development of programs to address them. An impor-
tant requirement providing for today’s successful operation
of an enterprise is the presence among its managers of those
able to systemically influence all processes and conditions of
reproduction of capital. In this respect they not only reflex-
ively alter the internal resources, but also proactively shape
the external environment, market demand, consumer pref-
erences creating new types of goods, services, etc.

The development of information technologies has
radically changed methods of coordination and control of
activity of subordinates by managers. The personal monitor-
ing of their work and bureaucratic forms of coordination of
certain decisions at all levels of the management hierarchy
have lost their relevance. The need for management tech-
niques to control subordinates with a high level of creative
potential that form a critical resource of business reliability
is rapidly increasing. The streamlining of their activity hap-
pens not through the direct instruments of bureaucratic and
economic influence but by creating conditions that activate
their own conscious effort to efficiently perform the labor
operations delegated by the manager.

t present in Ukraine, as elsewhere in the world, the

processes of formation of information society that

ensure the development of the information econo-
my, require renewal of management models. Under condi-
tions of aggravation of the crisis and global instability, the
problem of management development requires new tech-
niques for its solving. We can agree with T. Chernychko that
approximation of domestic economic processes to Euro-
pean standards depends on solving the problem of a radical
improvement of the efficiency of management activities. For
this purpose it is necessary to use the full range of existing
resources, among which professionalism of managers is of
priority [2, p. 53].

The process of professionalization of management has
its own history of development. Let us analyze its evolution
in comparison with the dynamics of domestic measures to
improve management of the economy.

The professionalization of management takes its ori-
gin from the times when management activity separated
from the production one. After the appearance of large en-
terprises, first, in trade in XVI century, and later in industry,
construction, transport, a need for specialists able to manage
the interaction of immediate performers of labor operations
arose. The emergence of leadership as a permanent function
of management at the enterprise became the first stage of
its professionalization. At this stage management did not
separate from business yet. Owners of enterprises managed
them independently. Such situations are common in devel-
oped countries even today — especially in the sphere of small
business. As regards post-socialist countries, combining the
functions of the enterprise owner and manager at medium
and even large enterprises is quite common for them. Major
owners are at the same time top managers. Thus, the first
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stage of professionalization is not all over. And it is quite
natural, since the real society consists of various forms of
economic maturity, every business requires it own level of
professionalization.

he emergence of joint-stock companies and hired

managers became the cause of the second phase of

professionalization. The function of ownership of
capital at this time is clearly separated from management
of capital and hence the enterprise. At the first stages of the
formation of joint-stock companies managers controlled
not their own, but the ownership capital, their share in it be-
ing insignificant. Separation of powers between the general
meetings of shareholders, board of directors and top man-
agers, on the one hand, the free sale and purchase of shares,
stock quotes, open publication of financial statements of
corporations — on the other hand, required a higher level
of both knowledge and responsibility, and, therefore, pro-
fessionalization of management. In Ukraine this stage of
formation of market economy has provided rather the ap-
propriation of national wealth by newborn oligarchs in
the process of privatization than the professionalization of
management. Since the capitalization of the economy was
implemented by socially irresponsible persons not able to
bring into force mechanisms for the preservation and devel-
opment of capital, this stage ended as it is described by the
saying: “It benefits nobody, least of all himself”.

The emergence of the science of management in the
last century contributed to the renewal of professionaliza-
tion of management at the third stage. First, ideas of the
science were rarely used in practice at this stage. That is,
the recognition by practicing managers of the need for pro-
fessionalization of its functions during this period did not
come at once. In the Soviet Union the scientific principles
of management were embodied in the structures of scien-
tific organization of labour, standardization of reporting,
techniques of experience sharing, unification of duty regu-
lations, etc. These structures in a certain way contributed to
the preservation of the integrity and controllability of the
growing in size and complexity socialist economic system.

The fourth stage of the world professionalization of
management is associated with leaders of the American
corporations General Motors and DuPont de Nemours.
In the 30s of the last century they were the first to realize
the rapid complication of management functions and the
need for a permanent postgraduate management training
of specialists with higher education and work experience.
There emerged a system of training management person-
nel according under the program of “Master of Business
Administration” (MBA). In Ukraine the process of renewal
of training programs in the sphere of management has also
been taking place for a long time. Before the perestroika,
in the early 1970s there were created long-term (up to 2
years) courses for improvement of management personnel
skills, which were called the Faculty of organizers of produc-
tion. Most often highly skilled engineers and technologists
were attracted to such courses in order to supplement their
knowledge and skills with economic knowledge and rules of
managing the behavior of collectives. Certificates obtained
at these courses provided priorities in rights and opportuni-
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ties for career growth. At the current stage of management
professionalization, it is possible to apply the past experi-
ence only partially.

The current stage of professionalization of manage-
ment aims to ensure the implementation of management
functions by specially trained experts in management able
to reach high performance of the companies managed by
them. Professionalization of management involves the use
of scientific developments not only of management but also
those of the related sciences which subject is studying and
modeling of human activity: social psychology, systems
theory, cybernetics, etc. Qualitative methodology of pro-
fessionalization of management with the use of a multidis-
ciplinary approach is capable of providing real approxima-
tion of management practices to requirements of laws and
guidelines of science, trends and patterns of development of
the market system. However, the formation of such a meth-
odology is extremely difficult.

irstly, there took place an intensive informatization and

intellectualization of social life, which created prereq-

uisites for acceleration of various unexpected events.

Secondly, there took place the rapid development of
international business and hence international manage-
ment. The training of specialists is conducted in any part
of the world. Thus, there were formed different national
schools of management with special traditions of its profes-
sionalization. Their methodological generalization with the
use of traditional techniques of philosophy of science has
become extremely complicated.

Thirdly, professionalization as an institutional process
implies a certain standardization that ignores the uniqueness
of critical situations in the work and originality of making de-
cision on overcoming them. As before, now there arise doubts
about its feasibility both in developed Western countries and
Ukraine. The criteria for determining advantages when pro-
moting specialists to managerial positions are ambiguous.
Under some conditions it is appropriate to provide jobs to
those applicants who have special education in management,
under other — on the basis of analysis of an individual talent
or experience. Thus, two approaches to understanding pro-
fessionalization are outlined. The first one is based on getting
a professional management education. The second approach
focuses on the management experience gained. Of course,
the combination of these two approaches is also possible.

To work with this new ambiguous concept and phe-
nomenon as professionalization, it is appropriate primarily
to clarify the definition of its essence and content in the con-
text of different disciplines. On the basis of analysis of the
relevant literature, V. Tsvyk substantiated the existence of
such options for its definition: pedagogical — professional-
ization as a professional training; sociological — profession-
alization as a professional realization, belonging to a certain
professional community, gaining a social status through
profession; social and economic — professionalization as de-
velopment and realization of human resources in the pro-
cess of professional activity. Professionalization of a person,
according to the scientist, combines formation of two in-
terrelated components. The first one includes professional
identity, development of the internal personality structures
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of an individual, the second — professional knowledge, abili-
ties, skills of an a person as the subject of professional activ-
ity [3, p. 258-259)].

To perform his/her duties professionally, a modern
manager should possess certain competencies. I. Akimova
and N. Vyatkina believe that their structure and content are
defined by functions performed by managers at three levels
of the hierarchical system of management of a complex or-
ganization, but the list of theses levels and functions in their
publications are not identical.

I. Akimova [4] defines these levels as follows: top level
of management system, which comprises senior executives
of the enterprise; middle level, at which managers coordi-
nate activities of various employees and departments to
achieve the objectives set by the enterprise; and the last and
most close to practices level at which coordination of vari-
ous employees and departments to achieve the enterprise
goals takes place. Competencies of managers of the second
level involve full knowledge of functions of the professional
sphere, communications (execution of intermediation be-
tween the top and lower level of management), interper-
sonal skills, self-discipline, process orientation, proactivity,
ability to identify problems and recommend their possible
solutions. Managers of the lower level ensure compliance
with the standards of the technical level of production,
where standard labor operations are performed. However,
at this level there observed changes in the requirements to
competencies, increase of their humanitarian and commu-
nication constituent. For example, such competencies as the
ability to make timely decisions, teach young or new em-
ployees, maintain the necessary level of working capacity,
evaluate and control subordinates.

N. Vyatkina [5] focuses on the organizational hierar-
chy of A. Giddens, in which managers are divided into three
categories: top-, middle- and low- managers. Middle man-
agers create a unifying link in the functional communica-
tion of top- and low-managers and form the operational and
tactical goals.

of intellectual labor, to which, of course, belongs man-
agement, is trying to get a professional status. The at-
tributes of this status include:

+ defining the system of formalized knowledge on the
basis of scientific disciplines, which are mastered
by standardized extended studies (the obtaining of
such knowledge is associated with activities of uni-
versities);

+ obtaining a monopoly on the provision of services
in a certain sphere of activity, which envisages a
legitimate practice; the right of access to work is
ensured by the certificate of professional education
(usually the higher one);

+ developing mechanisms for horizontal profession-
al control of work in the profile sphere to ensure
its compliance with patterns and standards speci-
fied in the professional community samples and
standards (in fact, it is control that appears on the
basis of self-organization; it includes professional

In developed industrial economies almost every sphere

302

associations and communities, universities, pro-
fessional publishing houses, etc.);

+ forming a professional code of ethics based on a
special role of professional activity in achieving
public goods. This code, on the one hand, connects
representatives of the profession with the “profes-
sional corporation’, on the other — provides confi-
dence of clients;

+ existence of relative freedom of action in carrying
out professional activities (professional autonomy
that occurs even in a rigid organizational hie-
rarchy) [6].

N. Martyanova notes that profession is one of the so-
cial institutions that are developing most dynamically. Being
a result of the division of labor and emergence of varieties of
employments, process of institutionalization of professional
practices gradually moved to the formalization of the profes-
sional status, ethical norms, values, traditions, etc. [7, p. 104].

As regards such social institution as a profession, in
the era of mobility it is continuously changing. Profession
has long ceased to be perceived as a stable, ethically estab-
lished set of statuses and roles governed by clearly defined
rules and regulations. This process is associated with chang-
es in the nature of labor relations and the very idea of work
(7, p. 105].

urrently work is no longer considered a stable and

strictly defined activity to create livelihood. Chang-

ing the traditional varieties of work, its tools, sense
and multivariate forms of its realization in the life of mod-
ern man, gave reasons to its researchers to conclude about
a limited character of analysis of work in this context. The
workplace is no longer territorially or organizationally es-
tablished, rationalized by duty regulations and hierarchy.
The structure of profession as a social institution is becom-
ing amorphous, its limits and requirements — vague, the
very essence of professional statuses — increasingly volatile
and unstable. Thus, we can speak of an institutional crisis of
profession in the era of increasing mobility of human life.
Profession is one of the most dynamic social institutions,
which, on the one hand, intensify, on the other — limit the
process of professionalization.

A. Moskovskaya [6, p. 28] defined the following list of
barriers of professionalization.

1) the size of the business. Professionalization of
management is not needed by small businesses because it
destroys all its benefits.

2) national traditions of manager career. In some
countries, there are no mechanisms of such vertical lift for
middle managers that exist, for example, in the US. Often
either a top manager has no experience in operational man-
agement and professional education, or a middle manager
in the absence of career prospects has no right to obtain the
professional status.

3) the lack of direct connection between a business
school diploma and effective performance of management
functions by its owner. This can be explained by mistakes in
choosing the concept of management education and imper-
fection of the science of management.
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4) serious specificity of certain kinds of activities that
require higher quality of technological knowledge of man-
agers compared to knowledge of management. Actually,
these are problems requiring individual studies aimed to
test different hypotheses about the reasons of such specific
aspects. They need checking the connection of the specific-
ity to traditions, technological features, monopoly of other
professional groups, etc.

5) an additional barrier to limit professionalization
of management services is inseparability of the functions of
ownership and management.

ummarizing the above, it is possible to conclude about

the existence of an institutional crisis of profession in

the era of intensive development of its mobility. In the
process of institutionalization, profession loses traditional
features manifested in the presence of a rigorous profes-
sional standard and an autonomous professional commu-
nity. In the era of mobility, professionals from a closed, co-
hesive group, the one that is regulated by formal and infor-
mal rules, become the “creative class” that responds only to
requests of the market.

Most studies of professional development of employ-
ees chose the solution of practical problems of his/her mo-
tivation to be their subject. A. Polytsia, I. Shvets performed
their analysis and identified their most constructive variants:
introduction of incentives for professional development of
employees in the system of enterprise strategic develop-
ment; stimulation of workers to professional development
through ongoing evaluation of their work [8, p. 39-40]. De-
spite the existence of scientific achievements of Ukrainian
and foreign authors, motivation of training and professional
development is still insufficiently studied. This process re-
quires further investigation of the theoretical bases for or-
ganizing the system of motivation of staff professional de-
velopment with the use of modern theories, for example, the
theory of spiral dynamics of C. Graves [9].

Motivation of staff professionalism development con-
sists of two interrelated processes. The first process is imple-
mented directly in the process of organizing the motivation
for improving constructivity and efficiency of labor activity.
The second one envisages development of knowledge, skills
of employees, improvement of their qualification. When
determining the nature of motivation of staff professional
development, it is advisable to consider each component of
this process. Based on the study and systematization of such
concepts as “staff development” and “motivation of staff”
presented in publications of different authors, it is proposed
to consider motivation as a systematic process of indirect
influence of managers on the activity of their subordinates
through a system of incentives for improving their knowl-
edge and skills. Such motivation will increase the productiv-
ity of creative work and ensure adequate response to unfore-
seen critical situations at work.

In order for the new system of motivation of staff
professional development to be effective and ensure the ex-
pected results, at its development it is appropriate to adhere
to the system of scientific principles, which include the fol-
lowing:
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The principle of legality — the need observe the re-
quirements of normative and other documents adopted at
the enterprise (collective agreement, internal work order
regulations, etc.).

The principle of timely incentives for the result — ob-
taining the planned results of professional training should
be carried out within a short time and be consistent with the
results of the employee’s training.

The principle of unity — the use of common tools and
forms of motivation in relation to all employees of the en-
terprise.

The principle of systematicity — the permanency of
motivation of professional staff development.

The principle of perspectiveness — the anticipatory
character of motivation, its relevance and orientation to-
wards the future.

The principle of flexibility and responsiveness — a timely
review of the system of motivation of professional develop-
ment depending on changes in internal and external envi-
ronment, goals of the enterprise and its financial position
[8, p. 40-41].

At present functions of a manager are dynamically
changing both in the strategic and tactical contexts. Fig. 1
provides a version of renewal of the model of a manager’s
professionalization.

At the implementation of a new model of manage-
ment professionalization it is appropriate to pay attention
to the recommendations of P. Drucker, who believes that
“professionalization of management means extending the
content of the notion “manager” beyond the work-related
approach” [10, p. 188].

There emerges the concept of transprofessionaliza-
tion. A manager can be a leader of one project, an expert of
another and one of the executors of the third one.

Such multifunctionality of the work develops his/
her professional potential while creating prerequisites for
its maximum implementation. One of the most powerful
incentives for professional development is the rotation of
managers within the network of departments and manage-
ment functions of production enterprises. The range of pro-
fessional roles is considerably expanding and prerequisites
for transprofessionalizm are created.

CONCLUSIONS

The radical changes in the business environment re-
quire supplementing the mechanical model of enterprise
with organic components that practically are not ordered by
means of traditional management techniques. The problem
of changing the model of management, its theoretical bases
is being actualized. It requires the application of an inter-
disciplinary approach, renewal of the terminological sup-
port of the research. The comparative analysis of the world
evolution of the management science and national history
of improving management of the economy has shown the
possibility and proved the need to build a national model of
professionalization of management. In its implementation it
is advisable to consider the barriers and principles that have
already been identified by science. The new model requires
elaborating techniques of motivation for professional deve-
lopment of managers and taking into account the provisions
of spiral dynamics of consciousness. n
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Features of the new model of management
professionalization

v

v

The strategic goal is to harmonize in-

The tactical goal is to develop the ability

house capabilities of the enterprise
and relationships with business
partners

to make operational decisions using
appropriate resource volumes

Mastering the conceptual foundations &
of the management theory

The ability to use own personal potential
to transform knowledge into skills

The ability to diagnose own unique |«
competences and transfer them
to the status of “know-how”

—>»| of such qualities as proactivity, creativity,

Continuous maintenance of a high level

ability to take a justified risk

Social responsibility (readiness to <
ensure the development of economic,
social, spiritual, and political spheres
of society at all levels)

»| search for resolving unconventional

The ability to actualize a collective

dangerous situations

Possession of skills of business <
communications with the use
of information technologies

The ability to develop draft normative
documents and orders and minimize
resistance to their practical
implementation

Fig. 1. General requirements to the new model of management professionalization

LITERATURE

1. NpokonuwuH J1. M. MeToguuHi nigxogn 8o ouiHKK no-
TeHUiany ynpaefiHHA MalIMHOBYAIBHUMM NignpUeMCTBamMU (Ha
npuknagi BAT «[pecmalw). lpobnemu ekoHoMiKu U ynpaeiHHs.
2008.Bun.611.C. 170-175.

2. YepHuuko T. B. MpodecioHanizauis Ak npouec nigsu-
LeHHA epeKTUBHOCTI yNpaBRiHCbKOI AiANbHOCTI B KOHTEKCTi €B-
poneincbKIUX CTaHJapTiB. Haykosull 8iCHUK XepCOHCbKO20 Oepxas-
Ho20 yHigepcumemy. Cepia: EKoHOMiuHi Hayku. 2015. Bun. 12, u. 3.
C.53-56.

3. LiBbik B. A. MpodeccrmoHan3aums Kak coLmanbHblii npo-
ecc. URL: http:// ecsocman.hse.ru/data/229/037/1232/Tsvyk.doc

4. Akumosa W. A., Anekcangpos 0. [l. TpaHchopmauus
npodecc MeHedxepa B 3Moxy rnobanusauun. [ymaHumapHeid
secmHuk. 2015. Bbin. 10. URL: http://hmbul.bmstu.ru/catalog/hum/
socio/301.html

5. BatkuHa H. B. [podeccns «<meHemxep»: peTpocneKkTB-
HbI aHanM3 CoLMonornyeckoro noxoaa. Becmruk MHUIY. Cep.:
CoumanbHo-3KoHOMUYecKre Hayku. 2015. N2 2. C. 31-37.

6. MockoBckas A. A. MpodeccmoHanzaLums MeHeaKMeH-
Ta: uenu, 6apbepsbl, nepcnekTmsa. MeHedxmeHm e Poccuu u 3a py-
6exom. 2008. N2 4. C. 27-32.

7. MaptbaHoBa H. A. VHcTuTyymoHanbHaa AUHaMMKa
npodeccun B 3noxy MobunbHocTh. ictopuueckue, dpunocodekre
U lopuandeckne Hayku. Kysemyposnoeus U UCKYcCmaoseoeHue.
Bonpocel meopuu u npakmuku. 2013. N2 9 (35), B 2-x yactax. Y. 1.
C.103-106.

8. Monuua A. 0., WBeup I. b. CTBOpeHHA cucTemMm mMoTH-
BaLii npodeciiHoro po3BuUTKY NepcoHany RignpUEMCTB. BicHUK
O0ecbk020 HayioHanbHoz0 yHisepcumemy. Cep.: EkoHomika. 2013.
T.18,Bun. 3 (3). C. 39-43.

9. JopoHuH A. B., CepukoB [I. A. CnupanbHas AMHamMnKa
CO3HaHUA. BO3MOXHOCT MCNONb30BaHWA PYKOBOAWTENEM KOJ-
nekTuBa. bizHec IHgpopm. 2014. N 3. C. 364-371.

304

10. Opykep M. 3agaun meHepxmeHTa B XXI Beke/nep. ¢
aHrn. M,; CN6; K.: A «Bunbamey, 2000. 286 c.

REFERENCES

Akimova, I. A., and Aleksandrov, Yu. D.“Transformatsiya pro-
fessii menedzhera v epokhu globalizatsii” [The transformation of
the profession of Manager in the era of globalization]. Gumanitar-
nyy vestnik. http://hmbul.bmstu.ru/catalog/hum/socio/301.html

Chernychko, T. V. “Profesionalizatsiia yak protses pidvysh-
chennia efektyvnosti upravlinskoi diialnosti v konteksti Yevro-
peiskykh standartiv" [Professionalization as a process of increasing
the management efficiency in the context of European standards].
Naukovyi visnyk Khersonskoho derzhavnoho universytetu. Seriia:
Ekonomichni nauky vol. 3, no. 12 (2015): 53-56.

Doronin, A. V., and Serikov, D. A. “Spiralnaya dinamika soz-
naniya. Vozmozhnosti ispolzovaniya rukovoditelem kollektiva”
[Spiral dynamics of consciousness. The possibility of using leader
of the team]. Biznes Inform, no. 3 (2014): 364-371.

Druker, P. Zadachi menedzhmenta v XXI veke [Management
challenges for the twenty-first century]. Moscow; St. Petersburg;
Kyiv: Vilyams, 2000.

Moskovskaya, A. A. “Professionalizatsiya menedzhmenta:
tseli, barery, perspektiva” [Professionalization of management:
goals, barriers, future]. Menedzhment v Rossii i za rubezhom, no. 4
(2008): 27-32.

Martyanova, N. A. “Institutsionalnaya dinamika professii v
epokhu mobilnosti” [Institutional dynamics of the profession in
the era of mobilityl. Istoricheskiye, filosofskiye i yuridicheskiye nauki.
Kulturologiya i iskusstvovedeniye. Voprosy teoriii praktiki. Vol. 1, no. 9
(35) (2013): 103-106.

Polytsia, A. O., and Shvets, I. B. “Stvorennia systemy moty-
vatsii profesiinoho rozvytku personalu pidpryiemstv” [Creation of
motivation system for personnel development of the enterprises].
Visnyk Odeskoho natsionalnoho universytetu. Seriia: Ekonomika.
Vol. 18, no. 3 (3) (2013): 39-43.

BIBHECIHOOPM N2 122016

www.business-inform.net



http://www.business-inform.net

Prokopyshyn, L. M. “Metodychni pidkhody do otsinky po-
tentsialu upravlinnia mashynobudivnymy pidpryiemstvamy (na
prykladi VAT «Presmash»)” [Methodological approaches to the as-
sessment of the management capacity of machine-building enter-

Tsvyk, V. A. “Professionalizatsiya kak sotsialnyy protsess”
[Professionalization as a social process]. http://ecsocman.hse.ru/
data/229/037/1232/Tsvyk.doc

Viatkina, N. V. “Professiia «menedzher»: retrospektivnyy
analiz sotsiologicheskogo podkhoda” [Profession "Manager": a re-

prises (on the example of JSC "Pressmash")]. Problemy ekonomiky i

wi trospective analysis of the sociological approach]. Vestnik PNIPU.
upravlinnia, no. 611 (2008): 170-175.

Seriia: Sotsialno-ekonomicheskiye nauki, no. 2 (2015): 31-37.

Y[IK 658.168.5

KOHLEHTPAL|IA B EKOHOMIL|:: TEOPETUYHI ACNEKTK
©2016 KQYETUFOBA . B.

Y/IK 658.168.5
KoueturoBa T. B. KoHLieHTpaLis B eKOHOMiLli: TeOpeTUYHi acneKkTn

Cmammio npuces4eHo aHanizy meopemuyHUX acnekmie npobaemu KOHYeHMpPauii 8 ekoHomiyi. lPOaHAN308aHO Nepedymosu BUHUKHEHHS MA MOWUPEHHSA
npoyecie KoHueHMpauyii. Po3enaHymo 2exe3uc nioxodie 00 MaymayeHHsA MOHAMMA «KOHUeHmpayia». JocnioxieHo BU3HAYEHHS MOHAMMA «KOHUEHMPAyis»
8 pobomax HayKoBUi8 Ma 8UABAEHO OCHOBHI 03HAKU, 30 AKUMU BOHU Pi3HAMbCA. Po3enaHymo meopemudyHi 3acadu 30ilicHeHHsA npoyecie KoHueHMpayii e
€KOHOMiUi. BusHa4eHo ocHOBHI hopmu KoHueHmpayii Kanimany. basyrYuck Ha BU3HAYEHUX PUCaX i hopMax KOHUeHMpPayii, 3aMPONOHOBAHO MAYMAYeHHS
Kamezopili «KoHUeHmMpauyis Kanimany» ma «KoHyeHmpayis eupobHuymea». lpedcmasneHo Knacudikayito nioxodie 0o oyiHKU KOHYEHMPayii eKoHOMIKU ma
pO32n1AaHymo 0cobauBOCMI iX BUKOPUCMAHHSA, BU3HAYEHO HALibiNbW 30CMOCOBYBAHI 3 HUX. BU3HAYEHO, W0 cucmema MOHIMopUHay npoyecie KoHUeHMpayii 8
YKpaiHi € HedocmamHbo po3suHeHoo ma nompebye 800CKOHAEHH.

Knroyosi cnoea: KoHueHmpauyis, Kanimas, 8upobHUYMBO, yeHMpaniaayis, popmMu KOHUeHMPAUii, OUiHKa KOHUeHMpPauii eKOHOMIKU, YaCMKO8i MOKA3HUKU

KoHueHmpauii, iHdexkc XepiHoans — Xipwmara, KoegiyieHm [x#uHi.
Taba.: 3. ®opmyn: 2. biba.: 25.

Koyemuzoea Temaxa BukmopieHa — cmapuwiuii 8uknaday Kagedpu iHarcie ma kpedumy, Xapkigcokull HauioHaneHuli yHisepcumem 6ydisHUYMea ma apxi-

mekmypu (8yn. Cymcoka, 40, Xapkis, 61002, Ykpaika)
E-mail: Kolodyazhna.t@mail.ru

YK 658.168.5
Kouemeizoea T. B. KoHyeHmpayus e 3KoHOMUKe:
meopemuveckue acnekmol

Cmamos MocesweHa aHanu3y meopemuyeckux acnekmos npobsemol KOH-
UeHMpayuu 8 3KOHOMUKe. [TPOAHAU3UPOBAHYI IPEONOCLINKU BO3HUKHOBE-
HUA U pacnpocmpaHeHus Mpoyeccos KoHueHmpayuu. PaccmompeH eeHe-
3Uc M00X0008 K MOAKOBAHUIO MOHAMUSA «KOHUEHMpPayus». MccnedosaHsl
onpedeneHus MOHAMUA KKOHUEHMPAYUA» 8 pabomax y4eHbix U 8bIABEHbI
0CHOBHble MPU3HAKU, MO KOMOPbIM OHU pasau4aromcs. Paccmompersi meo-
pemuyecKue 0CHOB8bI OCYWECMBIeHUSA MPOUECco8 KOHUEHMPAYUU 8 IKOHO-
Mmuke. OnpedeneHbl 0CHOBHbIE (OpMbI KOHUEHmpayuu kanumand. OcHo-
8bI8AACH HA BbI0EEHHbIX Yepmax U (hopMax KOHUEHMPAYUU, MpednoxeHo
MOsKoBaHUE Kamez20pull «KOHUEHMPAYUA Kanumana» u «KoOHUeHmpayus
npoussodcmeaay. lpedcmaeneHa Knaccugukayus nooxo0oe K OyeHKe KoH-
UeHMPayuu 3KOHOMUKU U paccmompeHbsl 0COBeHHOCMU UX UCMO/b308GHUS,
onpedesneHsl Haubosee npumeHaemble u3 Hux. OnpedeneHo, Ymo cucmema
MOHUMOPUH2a MPOYECco8 KOHUEHMPayuu 8 YkpauHe HedocmamoyHo pas-
sumoli u mpebyem ycogepweHCMBOBAHUS.
Kntouesele cnosa: KoHUeHMpayus, Kanumas, npou3soodcmeo, yeHmMpanu-
3ayus, opmMbl KOHUEHMPAYUU, OUEHKA KOHUEHMPayuu KOHOMUKU, Ya-
CMUYHble MOKa3amenu KoHueHmpayuu, uHoexc XepgpuHdana — Xupwmara,
KoahpuyueHm [HuHu.
Taba.: 3. dopmyn: 2. buba.: 25.

Kouemolzoea TameaHa BukmoposHa — cmapuwiuli npenodasamens Kachedpsi
(huHaHcos u Kpeduma, XapbKoBCKUl HAYUOHANbHBIL yHUBEpCUMEM CMpPou-
menscmea u apxumekmypsi (ya. Cymckas, 40, Xapskos, 61002, Ykpaura)
E-mail: Kolodyazhna.t@mail.ru

yMOBaX rao0aaisallil eKOHOMIKY IOTY)KHOTO PO3BUT-
Ky OTpMMAAM TIpollec KOHLieHTpauil. 3asHaueHi
HpOLiecH TPOABASIOTbCA SIK Y PO3BUTKY iCHYI0UMX
bopM KoHLieHTpallil, TaK i y BMHUKHEHHI HOBUX ITiA BIAU-
BOM CTPYKTYPHMX 3MiH y Cy4acHiil CBiTOBiil eKOHOMILIi.
AoOCAipXKeHHIO Pi3HMX acHeKTiB MpobAeMM KOHLIEH-
Tpallii NMpucBsAYeHO PobOTM 0araTboxX 3aKOPAOHHMX Ta
BITUM3HSHMX HayKOBLiB, cepe SIKMX BapTO BUAIAUTY AO-

BIBHECIHOOPM N2 122016

www.business-inform.net

UDC 658.168.5
Kochetygova T. V. Concentration in Economics: the Theoretical Aspects

The article is concerned with an analysis of the theoretical aspects of the
problem of concentration in economics. Both the preconditions for emergence
and the spread of processes of concentration were analyzed. Genesis of ap-
proaches to interpretation of the concept of «concentration» was considered.
Definitions of the concept of «concentration» in the publications by scholars
were researched, the main grounds by which they differ were identified. The
theoretical foundations for implementation of the concentration processes in
the economics were considered. The basic forms of concentration have been
determined. On the basis of the allocated terms and forms of concentration,
interpretation of the categories of «capital concentration» and «production
concentration» have been proposed. A classification of approaches to evalu-
ation of the economy concentration has been provided, considering peculiari-
ties of use of these approaches, the most used approaches have been deter-
mined. It has been determined that the system for monitoring the concentra-
tion processes in Ukraine is underdeveloped and requires improving.
Keywords: concentration, capital, production, centralization, concentration
forms, evaluation of the economy concentration, partial indicators of concen-
tration, Herfindahl — Hirschman Index, Gini-Coefficient.
Tabl.: 3. Formulae: 2. Bibl.: 25.

Kochetygova Tatiana V. - Senior Lecturer of the Department of Finance and
Credit, Kharkiv National University of Construction Engineering and Architec-
ture (40 Sumska Str,, Kharkiv, 61002, Ukraine)

E-mail: Kolodyazhna.t@mail.ru

caipxenns: E. Aoaana, A. Ainaces, A. Pocca, ©. Lllepepa,
A. Tpaposa, I. AzoeBa, . Baaaumuposoi, B. [opbarosa,
M. Kusuma, M. Kunura, 1. Poaionosa, B. @uawk, B. Xayc-
ToBOi, A. YepeHnkoBa Ta iH. [IpoTte oxpemi TeoperuyHi ac-
IIeKTH 3a3HaYeHOI MPOOAeMH, 0COOAMBO B YaCTHHI BUSHA-
YeHHsI 3MICTy, 0COOAMBOCTEI Ta OL{HKM KOHL|eHTpaLlii Ha
BCiX piBHAX CBITOBOI €KOHOMIKY, TOTPEOYIOTh AOAATKOBYX
AOCAiIAKEHD.

305

MEHED)KMEHT | MAPKETUHT

EKOHOMIKA


http://www.business-inform.net

