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The development prospects and economic situation in Mongolia have been analyzed. The issue of the low level of
economic freedom due to inefficient management has been identified. It hinders the development of the country as a
whole and of individual companies in particular. The research has substantiated that the primary task of the management
of companies is to determine the most effective style of leadership, taking into account national peculiarities.

A sociological survey has been conducted which has determined the characteristics of personnel management in
companies of Mongolia and Europe. The level of employee motivation and competences in Europe and Mongolia has
been studied. The results of the questionnaire data processing have shown that the highest level of motivation of employees
is in European companies. This indicates a higher level of management compared to Mongolia, which positively affects
labor productivity and the efficiency of companies.

In Mongolia, the majority of respondents have a medium level of competences, which requires greater involvement
of the manager in the formation of a competent and motivated employee. In Europe, the level of competence is high. A high
level of competences combined with a high level of motivation indicates the effectiveness of personnel management.

Effective leadership styles have been defined by the proposed methodology on the basis of the study of motiva-
tion level, employees' competences, company life cycle. Comparison of effective and actual styles of leadership has
been made, the causes of their inconsistency and threats to the company efficiency have been revealed. In European
companies, a liberal style of leadership predominates, which is justified, since the actual leadership style corresponds
to the effective style. In Mongolia, with a medium level of employee motivation and competence, an effective style of
leadership for the majority of respondents is the democratic one, while the authoritarian style actually prevails.

Keywords: personnel, leadership style, motivation, competence, labor productivity.
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AOCNIAXEHHA E®QEKTUBHUX CTUIIB KEPIBHULTBA
B KOMMAHIAX MOHIronii

Jlenetko T. I.
MaeaaciliH b.

lpoaHanizogaHo nepcriekmugu pPo38UMKY ma eKoHOMIYHUlU cmaH Moweonil. IdenmucbikosaHa npobrnema, rnos's-
3aHa 3 HU3bKUM piHEM eKOHOMIYHOI c80600U, 8UKITUKaHUM HeeheKmueHUM MEeHEeXMEHMOM, W0 CmpUMye PO38UMOK
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KpaiHu 8 yinmoMy ma OKpeMux KomnaHil 3okpema. ObrpyHmosaHo, Wo nepuwo4yep208um 3a80aHHAM MEHEOXMEeHmYy
KomMmnaHill € su3Ha4YyeHHs1 echekmueHo20, Halbinbw Oiego2o cmusito nidepcmea 3 ypaxy8aHHsIM HauioHarbHUX 0c0b-
nusocmed.

lMposedeHo coujonoziyHe onumyeaHHs WIIAXOM aHKemyg8aHHs, 3a pe3yfbmamamu K020 8u3Ha4yeHo ocobru-
8ocmi yrnpaeniHHS nepcoHasnioM y Komnadisx MoHeonii ma €eponu. [ocnidxeHo piseHb mMomusauii i KomnemeHm-
Hocmeu nipauisHukie 8 €epori ma MoHeonii. Ha nidcmasi pe3ynbmamie aHkemygaHHs 8u3Ha4yeHo, Wo Hausuwul
piseHb Momueauii cnocmepieaembcsi y npauisHuUKie kommnaxit €eponu. Lle ceidyumeb npo 6inbuw eUCoKul, NopieHIHO
3 Mowneorieto, pigeHb MeHeOXMeHMY, W0 MO3UMUBHO M03HaYaembCcs Ha MPoOyKmueHocmi npaui ma egekmugHocmi
OisiribHOCMIi KoMnaHid.

Y MoHeonii eenuka YacmuHa pecrioHOeHmie Mae cepelHill piseHb KomrnemeHmHocmedl, wo esumazae 6binbuorl
ydacmi KepigHUKa y ¢bopMy8aHHi KOMIemeHmMHo20 ma Momueo8aHo20 rpauieHuka. B €epori pieeHb KomnemeHmHocmi
3Haxo0umbCsi Ha 8UCOKOMY pigHi. Bucokuli pieeHb KomnemeHmHocmel y noedHaHHI 3 8UCOKUM pigHeM mMomusauii cgio-
Yumb PO egheKMuUeHICMb yrpaessliHHs epcoHanom.

Ha ocHosi docnidxeHHs1 pisHs Momueauji, KomrnemeHmHocmel rnpayigHUKI8, XUmmego20 UUKITy KoMraHii 3a 3arnpo-
1OHOBAHOI0 MemoOUKOK 8U3HAYEHO eghekmusHi cmuri KkepisHuumea. poeedeHO ropieHsIHHS eheKmUHUX i ¢hakmu -
HUX cmuriie KepigHUUmMea, 8Usi8fieHo NMpuUYUHU ix HegidnosidHocmi ma 3agpo3u 0ns echekmueHocmi OisiTbHOCMI KOMIaHii.
Y komnaHisix €8poru criocmepieaembCs epesaxHo nibepanbHUll cmurb KepisHUUmMea, Wo y 6cix eunadkax € surnpasda-
HUM, OCKIiflbKU ¢hakmuyHuUl cmurib KepieHUUmea sidnosidae ecpekmugHomy. Y MoHeonii 3a cepeOHb020 pigHsi Momusauii
ma KomMrnemeHmHocmi npauyigHuUKie echekmusHUM cmursieM KepieHuUumea 0ns binbwocmi pecrioHOeHmie € 0eMoKpamuy-
Hul, 8 mol Yac K hakKmu4HO riepesaxkae asmopumapHul cmurib.

Knro4oei cnoea: nepcoHar, cmurb KepisHUUmMea, Momueauisi, KOMrnemeHmHicms, MpoO0yKmugHiCmb ripau.
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WCCNEOOBAHUE 3®®EKTUBHbIX CTUITIEX PYKOBOACTBA
B KOMIMNAHUAX MOHIOJ1NNA

Jlenetiko T. W.
MasaazcuuH b.

lNpoaHanu3uposaHbl nepcrnekmusbl pa3sumus U 3KOHOMUYecKoe rnosioxeHue Moreonuu. MdeHnmughuyuposaHa
npobriema, cesisaHHasi ¢ HU3KUM YPOBHEM 3KOHOMUYECKOU c80600bI, 8bi38aHHbIM HEIGEKMUBHBIM MEHEXMEHMOM,
ymo cOepxusaem pa3gumue cmpaHbl 8 UesioM U omoesnbHbIX KoMmrnaHul 8 yacmHocmu. O60cHO8aHO, Ymo nepeooye-
peOHbIM 3adaHueM MeHedXMeHma KomnaHull sensemcsi onpedeneHue aghgekmusHo2o, Haubonee delicmeeHHO20
cmurnis nuéepcmea ¢ y4emom HayuoHallbHbIX 0cobeHHocmel.

lposedeH coyuomnoaudeckuli Oonpoc MymeM aHKemupoBaHUsi, 1o pesyrbmamamMm Komopozo orpedesieHbl 0Co-
beHHOCMU yrnpasrneHusi nepcoHanom 8 komnaHusix Moneonuu u Eepornbl. UccnedoeaH yposeHb Momueauyuu u KOM-
nemeHmHocmeu pabomHukos 8 Eeporne u MoHzonuu. Ha ocHogsaHuu pe3ynbmamos aHKemuposaHusi ornpedesieHo,
Ymo Hauebicwuli yposeHb Momueauyuu Habmodaemcsi y pabomHukos KomrnaHul Eeporbl. Omo ceudemenbcmeyem
0 bonee 8bICOKOM, 0 cpagHeHuto ¢ Moreonuet, yposHe MeHedXMeHma, Ymo MosIoKUMmMesibHO CKa3bl8aemcsi Ha rpous-
godumernbHocmu mpyda u aghghekmueHocmu dessimeribHOCMU KOMIaHuU.

B MonHeonuu 6onbwasi yacmb pecrioHOeHmos obnadaem cpedHuM ypoeHEeM KomriemeHmHocmeu, 4mo
mpebyem 6onbweao ydyacmusi pykogodumersisi 8 hopMupo8aHuU KOMIemMeHmMHo20 U MoOmugupos8aHHo20 pabomHuu-
ka. B Espone yposeHb KOMIemeHMHOCMU HaxoOumcsi Ha 8bICOKOM YpOBHeE. BbiCOKUl ypo8eHb KOMMemeHMH o-
cmell 8 coyemaHuu C 8bICOKUM ypOBHEM Momuegayuu ceudemesnbcmgayem 06 aghghekmusHOCmuU ynpasneHusi rnep-
CoHarsom.

Ha ocHoee uccrnedosaHusi ypogHs Momueauyuu, KomMrnemeHmHocmel pabomHUKo8, XU3HEHHO20 UuKa KOMIaHuu
o npednoxeHHol memoduke orpedeneHbl aghcbekmuaHblie cmunu pykogodcmesa. [NposedeHo cpasHeHue aghghekmus-
HbIX U ¢hakmuyecKkux cmusel pykogoOcmea, 8bIsi8eHbl MPUYUHbI UX HECOOmMEemcmeusi U y2po3bl Onsi 3ghheKmueHO-
cmu OessmenibHOCMuU KoMnaHuu. B komnanusx Eeponbi Habnodaemcsi npeumyujecmeeHHo nubeparnsHbili cmuslb pyKo-
sodcmea, YMOo 80 BCEX ClyYasix se/islemcsi ornpas0aHHbIM, MOCKOMbKY hakmudeckulli cmusb pykogodcmea coomeem-
cmeyem aghgpekmusHomy. B MoHzonuu npu cpedHeM yposHe Momueayuu U KoMremeHmHocmu pabomHukos aghghek-
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mueHbIM cmursieM pykogodcmea 0nsi 6osbwuHcmea pecrnoHdeHmos sienssemcss 0eMoKkpamu4yeckul, 8 mo epemsi

Kak ghakmuydecku rpeobnadaem asmopumapHbili cmursib.

Knrodyeenie criosa: riepcoHarsn, cmursib pyKoeodcmea, Momueauusi, KomriemeHmHoCcmeb, rlpoussodumeanocmb

mpyda.

Activity and success of any enterprise and organization,
the level of the country's economy depend primarily on
work of the leader at different levels — his leadership abili-
ties and leadership style.

It is the chosen style of leadership that influences
motivation of the subordinates, their attitude to work, productivity
level and quality, discipline, teamwork and much more.
Inadequately chosen leadership style demotivates
subordinates, reduces the effectiveness of their work and
does not provide an opportunity to achieve the set goals.

The study of leadership phenomenon lasts more
than two hundred years. A huge number of works of for-
eign and Ukrainian scientists, including Vergiles E. V. [1],
Vikhanskiy O. S. [2], Vlasenko T. A. [3], Hryshchenko I. M. [4],
Koloskov 1. A. [5], Krylova T. A. [6], Lohunova M. N. [7],
Luhova V. N. [8], Markova N. S. [9], Matiushenko Yu. V. [3],
Naumov A. I. [2], Taylor F. W. [10], Filonovich S. R. [11]
and others, have been devoted to it.

Despite the high level of theoretical research on the
phenomenon of leadership, the problem of managing the
practical aspects of the issue under study has not been
solved yet. In particular, it concerns the choice of an optimal
leadership style, which will ensure that the labor and material
resources are rationally used, and the maximum economic
effect is achieved.

The aim of the article is to identify effective leadership
styles in companies of Mongolia by studying the best
practices in personnel management in European companies
and the possibility of its implementation in Mongolian
companies.

Since 2014 Mongolia's economy has been in crisis:
GDP and GDP per capita have been declining. Over the
past four years the rate of decline according to these
indicators was 12 % and 16 % respectively [12].

In 2017, according to the International Monetary
Fund [13], there was an economic recovery. The economy
was recovering better than expected due to the increasing
external demand and the return of confidence.

In 2016 the national debt of the country almost
achieved 100 % of GDP, the exchange rate depreciated
by more than 20 %. In 2017 the increase in external
demand for coal and rise of raw material prices caused
a significant increase in economic activity. Steady
implementation of the second stage of reconstruction of
primary industry, namely, copper mining, led to an
increase in investment and production volumes. The
financial deficit declined sharply due to a significant
increase in revenues and strict expenditure controls,
which helped to reduce public debt to about 85 % of GDP.
The implementation of the Economic Recovery Program
with the great support of key donors and the IMF helped

restore confidence and ensure the stabilization of the
economy.

Against the backdrop of economic stabilization, the
dynamics of indicators that characterize the effectiveness
of business and determine the country's development
potential — the business index and the economic freedom
index, is less encouraging.

The value of the economic freedom index, which
characterizes freedom of business, trade, freedom from
government, tax, monetary, financial freedom, freedom of
investment, protection of property rights, freedom from
corruption, freedom of labor relations, decreased by
5.2 points in 2010 — 2017. As a result, Mongolia dropped
by 40 positions — to 128th country in the world (Fig. 1) [12].
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Fig. 1. The dynamics of the economic freedom index
in Mongolia

In 2017, the index value was 54.8, which identifies
Mongolia as a "mostly unfree country".

The analysis shows that there are positive economic
trends and prospects for Mongolia, but the low level of
economic freedom caused by inefficient management
hinders the development of the country as a whole and
individual companies and organizations in particular.
Therefore, the primary task of company management is to
determine the most effective leadership style taking into
account national peculiarities, and to develop measures
for its implementation.

A sociological survey was conducted to identify the
features of leadership styles in Mongolian companies. The
sociological survey was conducted by means of an
absentee questionnaire via the worldwide Internet. The
merits of the questionnaire include: comparative profitability;
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the possibility of reaching large groups of people; applicability
to the most diverse aspects of people's lives; good formalization
of the results; the minimum influence of the researcher
on the interviewee; efficiency; saving money and time.
This research method was used due to the mentioned
advantages.

According to F. Taylor [10], scientific management is
the art of knowing exactly what is to be done and how to do
it in the best and cheapest way. The use of the best practic-
es of the problems under study will help to rationalize material
costs. Using knowledge, technologies, methodologies
from other countries makes it possible to cut costs,
increase profits, optimize the organizational structure,
and choose an effective development strategy. Therefore,
in the study of effective leadership styles in Mongolian
companies, the best practices in personnel management
of companies of the European Union were used.

The geography of the survey is presented by compa-
nies of Ukraine, Mongolia, Sweden, Austria, Great Britain.

In order to identify national features of leadership
styles in Mongolian companies, a survey was conducted,
in which representatives of top management, middle and
lower management took part. In the structural ratio, top
managers account for 7 %, middle managers for 43.7 %,
low-level managers for 49.3 %.

The sample for the study consists of 92 people,
who are employees of tertiary industry, intellectual
production, production, trade, transport, construction,
education, IT. The largest part of the respondents are
workers in the tertiary industry (29.6 %) and intellectual
production (26.8 %).

In the methodology offered by the authors, an effective
leadership style in the company is determined on the basis
of two parameters:

1) stages of personnel development;

2) stages of the company's life cycle.

In turn, the development stages of personnel depend
on the level of motivation and competence [14].

Therefore, in order to determine the effective leadership
style during the survey, respondents were asked to
answer the questions about the level of satisfaction with
motivational factors, the level of the acquired competences,
the stages of the company's development, and the actual
leadership style.

The employees' level of motivation was determined
by the degree of satisfaction with such factors as: material
(F1); the proximity of work place (F2); promotion prospects
(F3); possibility of further training (F4); flexible (convenient)
working hours (F5); the possibility of self-realization (F6);
comfortable working conditions (F7); favorable relations
with the immediate boss (F8); recognition of merit by
colleagues and management, a sense of importance in the
team (F9); work in accordance with education (F10); work in
accordance with their interests/abilities (F11); favorable
psychological climate in the team (F12). The results of
determining the level of satisfaction with motivational
factors in the companies of Mongolia and Europe are
shown in Fig. 2 and 3 respectively.
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Fig. 2. The level of satisfaction with motivational
factors in Mongolian companies

100%
90%
80%
70%
60%
50%
40%
30%
20%
10%

0%

Respondents %

F1 F2 F3 FA F5 F6 F7 F8 F9 F10F11F12
Motivational factor

|low ©Medium dHigh

Fig. 3. The level of satisfaction with motivational
factors in companies of Europe

According to the results of the survey, the highest
level of satisfaction with almost all motivational factors is
observed in companies of Europe. The exception is the
proximity of work place, according to which the low level of
satisfaction in Mongolian companies is 21 %, and in European
companies it is 36 %. In Mongolia, the lowest level of
satisfaction is that with the factor "work in accordance
with education": for 74 % of respondents, the satisfaction
is at a low and medium level. This problem is caused by
the inflexibility and immobility of the Mongolian education
system, and as a result, people have to work in jobs other
than their specialities.

In general, the highest level of employee motivation
in Europe indicates a higher level of management than in
Mongolia, which positively affects the productivity of labor
and the efficiency of companies.

The next stage of the study was to determine the
level (low, medium, high) of the employees' competences
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according to the criteria: the ability to solve professional
problems effectively (C1); the ability to use modern educational
technologies, methodical techniques and their life-long
improvement (C2); creative, design, research skills (C3);
the ability to communicate directly and have feedback
(C4); the ability to establish contact with colleagues (C5);
the ability to develop a strategy, tactics and techniques for
interacting with people, organize their activities to achieve
goals (C6); the ability to persuade, to stand one’s ground (C7);
oratory skills, oral and written literacy, public presentation
of the results of their work, selection of adequate forms
and presentation methods (C8); the ability to effectively
search, structure and adapt information to the characteristics
of the company's activities (C9); the ability to use computer
and multimedia technologies (C10); the ability to effectively
use legislative and other regulatory legal instruments (C11).

Fig. 4 and 5 demonstrate the difference in the level
of employee competence in Mongolia and Europe.
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Fig. 4. The level of employee competence in Mongolia
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Fig. 5. The level of employee competence in Europe

The level of employee competence in Europe prevails
over the level of competence in Mongolia by all criteria.
The prevalence ratio is calculated as the ratio of the
percentage of highly competent employees in Europe to
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the percentage of highly competent employees in Mongolia,
and for each criterion it is 1.3 — 2. The exception is the
criterion C3: creative, design, research skills, for which the
prevalence ratio is at the level of 1.04. This means that
creative, design, research skills are developed at almost
the same level for employees in Mongolia and Europe.

The number of positive responses was calculated for
each level of the acquired competences. The level that scored
the dominant number of positive responses, corresponds
to the level of employee competence.

In Mongolia, the majority of respondents (46 %)
have a medium level of competence, which requires more
involvement of the leader in the formation of a competent
and motivated employee. In Europe, the level of competence
is high. A high level of competence combined with a high
level of motivation indicates the effectiveness of personnel
management.

To determine the stage of the company's life cycle,
respondents were asked to give a positive or negative
answer to the statements that characterize a certain stage
of the company's development. For the stage of introduction,
the following statements were selected: absence of rigid
laws and traditions both within the company and in the
market; lack of a company mission and development
strategy; a significant proportion of dilettantism; the main
personnel motivation is enthusiasm; lack of organizational
culture of the company; recruitment; acquisition of fixed
assets.

For the stage of growth, the statements were as
follows: active market development; growth of integration;
awareness of the mission and formation of the company's
development strategy; development of the basis of
organizational culture; increase in the number of employees;
division of labor and growth of specialization; the formation
of rules for mutual coexistence as members of the
organization, and in relation to the subjects of the external
environment.

For the stage of maturity, the following statements
were offered: the expansion of the range of products and
the range of services provided; the creation of new units;
the organizational structure of the company becomes
more complex and hierarchical; successful work on the
basis of already used technology, forms and methods of
management; stable sales and profit; low staff turnover.

For the stage of decline, the respondents were asked
to assess such factors as slowing growth and structural
changes; a drop in sales; decrease in profit; high staff turnover;
high probability of company bankruptcy; reorganization of
the company.

The stage of the company's life cycle was determined
on the basis of the percentage of positive responses in
each block. The block where the calculated percentage is
the largest, characterizes the stage of the company's
life cycle.

The final stage of the study was to identify and compare
the actual and effective leadership style.

An effective leadership style was determined with the
help of the matrix developed by the authors (Fig. 6).
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Fig. 6. The matrix of determining the effective leadership style of the company

The most common theory of leadership is the
theory of K. Levine according to which three styles of
leadership are distinguished: authoritarian (A), demo-
cratic (D) and liberal (L) [15]. The same typology of
leadership styles is found in the references [16 — 19].
But for a more detailed and precise definition of an
effective leadership style to develop a matrix, in
addition to these basic styles (A, D, L), the adjacent
ones are also used: authoritarian-democratic (A-D) and
liberal-democratic (L-D).

With the authoritarian style, the leader has enough
power to impose his will on his subordinates and imple-
ment the decisions using administrative methods to influ-
ence subordinates.

The democratic leadership style is characterized by a
high delegation. Subordinates take an active part in deci-
sion-making and enjoy freedom in carrying out assign-
ments. As a rule, the decision is made only after finding
out the opinion of subordinates. The leader willingly
shares authority with them, provides an opportunity to

show initiative, develop their abilities. The leader does his
best to ensure that his subordinates understand that they
have to solve most of the problems without his approval or
assistance. At the same time, he creates an atmosphere
of openness and trust, in which the subordinate can al-
ways turn to the leader for help and advice, talk about
actual and potential problems, consult.

With the liberal style of leadership, subordinates are
given greater independence in their work, in decision-
making; the leader gives only general guidelines and, from
time to time, supervises the activity of employees. This
style of leadership is also called the style of non-
interference.

The authoritarian-democratic and liberal-democratic
leadership styles are between the corresponding styles.

The stage of personnel development in the proposed
matrix was determined by the method of K. Blanchard [14]
through the level of competence and motivation.

K. Blanchard defines 4 stages of personnel devel-
opment (Fig. 7).
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Level D1 is characterized by high motivation and low
competence. This level is inherent in new employees.

Level D2 is medium competence. In the process of
training new employees, their competence rises, but the
awareness of their low qualifications reduces the level of
their confidence and motivation.

Level D3 is medium-high competence. If an employee
continues to develop, and the leader helps him, the employee
becomes more knowledgeable, but the level of motivation
remains variable.

Level D4 is characterized by high competence and a
winning attitude, but it is impossible to remain at this level
without further development.

The matrix (Fig. 6) demonstrates that at the stages of
introduction and decline, the preferred style of leadership
is the authoritarian one because at these stages it is
necessary to have an implementation program and clear
leadership which is aimed at creating a development strategy
(for the introduction stage) or anti-crisis management (for
the stage of decline). At these stages of the life cycle,
management should monitor the performance of all functions,
especially at the personnel development stages which
are characterized by a low level of employee skills. For
employees with a high level of competence, it is possible
to apply a democratic leadership style in order to find the
best ways to do business and get out of crisis.

At the growth stage, when the sales volumes of the
company are increasing, the client base is expanding, new
personnel are being recruited, and employees with experience
have more opportunities for demonstrating initiative and
creativity. For them, the authoritarian-democratic leadership
style is applicable (for employees with a medium level of
competence and low motivation), democratic (for employees
with medium competence and variable motivation), liberal-
democratic (for employees with high level of competence
and high motivation). For beginners with a low level of
competence, the most effective is the authoritarian style,
which provides strict control over their functions.

Personnel have the greatest liberalism at the stage
of maturity, when initiative, creativity, new ideas about the
development of the company are welcomed. At this stage
of the company's life cycle, it is advisable to use the
authoritarian democratic style of leadership for low-skilled
employees, the democratic style for skilled employees and
the liberal style for highly skilled employees.

The methodology of V. P Zakharov and A. L Zhuravlev
was used to determine the actual style of leadership [20].
The directive component in this methodology corresponds
to the authoritarian style of leadership, the permissive one
to the liberal style, the collegial component corresponds to
the democratic style.

According to the results of the survey, it has been
determined that in the majority of the companies in Europe
(93 %) the actual leadership style is in line with the effective
one: liberal (for 78 % of respondents) and democratic (for
15 %). With the liberal style of leadership, subordinates
are given greater independence in their work, in decision-
making; the leader gives only general guidelines and, from
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time to time, supervises the activity of subordinates. The
democratic leadership style is characterized by high delegation
of authority. Subordinates take an active part in decision-
making and enjoy freedom in carrying out assignments.

In Mongolian companies, the percentage of compliance
of the actual leadership style with the effective one is lower
compared to Europe — 64 %. The discrepancy is due to a
high degree of management interference in the activities
of subordinates. Excessive control by management reduces
the level of job satisfaction, productivity and increases
employee turnover.

As a result of the study of leadership style peculiarities
in the companies of Mongolia and Europe, the following
conclusions have been drawn: in European companies the
liberal leadership style prevails, which in all cases is justified
since the actual leadership style corresponds to the effective
style. In Mongolia with a medium level of motivation and
competence of employees, for 52 % of respondents the
effective leadership style is the democratic one, while for most
respondents the authoritarian style is the actual style.

In order to increase the level of labor productivity and
efficiency of Mongolian companies, it is necessary to raise
the level of motivation and competence of employees, to
provide more freedom on the part of management: to
encourage initiative, creativity, independence in carrying
out tasks.

Prospects for further research on this subject are the
development of measures to shift from the actual leader-
ship style in the company to the optimal one taking into
account the effectiveness of these activities.
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OBI'PYHTYBAHHSA LUINEN NOOATKOBOI NONITUKU OEPXABU

HatideHko O. €.

HargeHnko O. €. O6r'pyHTyBaHHSA Uinen nogaTtkoBoi nonitvku aepxasu / O. €. HangeHko // EkOHOMiKa po3BUTKY. —
2018. — Ne 2 (86). — C. 13-23.

lNodamkosa nonimuka 6 6yOb-Kili KpaiHi Ma€e 8axnuee 3HavyeHHs1 Ons CoyiarbHO-eKOHOMIYHO20 po3sumky. [onos-
HUM opieHmupom Modamkoeoi NonimuKku 3apybikHUX KpaiH € nobydosa makux 8i0HOCUH i3 nnamHuKkamu rnodamekis, 3a-
80sIKU SIKUM ocmaHHi 6y0ymb c8oevyacHO ma 8 Mo8HoMy 0bcs3i BUKOHy8amu c80i modamkoei 0608'A3Ku.

BusienieHo, wjo 205108Hor npobrnemoro nodamkosoi nonimuku 0epxxasu € rnocmiliHe NMopyweHHs1 3aKOH00ag4yor
enadoro cmabinbHocmi No0amkog8o20 3akoHo0ascmea, Wo He roKpawye iHeecmuyitHul KiiMam 8 KpaiHi, OCKiNbKU Ye-
pes gidcymHicmb cmabinbHo20 nodamkogoeo 3akoHodascmea IHO3eMHi iHeecmopu obuparoms iHWI KpaiHu Ons Karnima-
nosknadeHb. Kpim mozo, mocmiliHi 3miHU nodamkogoeo 3akoHodascmea 3MeHwWymbs 008ipy nnamHukie nodamkie
0o npedcmasHukig 3akoHO0ag4oi ma 8UKOHag4oi eriadu.

BcmanosneHo, wo 8 binbwocmi Haykosux npaub y sudHavyeHHi mepMiHa "nodamkosa nonimuka" akuyeHm po-
bumbcsi Ha pickanbHy ma peaynordy cknadosy, ane nuwe 8 He3HayHIl KilbKOCmi 8U3HayeHb MOXHa rpocmexumu
couiarnbHy cripsiMogaHiCmb, SIKOH0 agmopu Haldinsme Modamkosy roslimukxy.

HosedeHo, wjo binbwicms Hanpsivie nodamkoeoi pechopmu, 3ameepdxeHux Cmpameeziero cmanoz20 po3sUumKy
"YkpaiHa-2020", He BUKOHYHMbCS, OCKIiflbKU. 3pocmae rnodamkoge HasaHMaXXeHHsi Ha cyb'ekmie nidnpueMHUYmMaea;
He 3MeHWYyembCS KinbKicmb nodamkis; 3pocmae piseHb MiHbO8OI eKOHOMIKU;, ycKmadHoembcesi npouedypa obniky nodam-
Kie ma 36opis.

ObrpyHmosaHo, Wo pa3oM i3 eKOHOMIYHO, iCKarbHOK, CoyiallbHOK, €KOMO2IYHOK ma MiKHapOOHOK Memolo,
8 Mexxax Mnodamkoeoi MNofimuku 0epxxasu MOXXYmb peastidysamucs makox nosaimu4Hi ma 60€HHI Uini.

Knrodoei cnoea: nodamkosa ronimuka, HanpsiMu nodamkoeoi peghopmu, cmabinibHicme nodamko8o20 3aKOHO-
Oascmea, Cmpameaisi cmasoeo po3sumky "YkpaiHa-2020", uini nodamkogoi nonimuku.
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