MIHICTEPCTBO OCBITHU I HAYKH YKPAITHUA
Kadenpa MeHex:KMeHTY 30BHIIIHbOEKOHOMIYHOI MiSlJIbHOCTI MiANPHEMCTB

JOINYCTUTH N0 3AXUCTY
3aBigyBau kadeapu
Kupunenko O.M.

(11 2 2021

KBAJII®IKAILIIHHA POBOTA

BUITYCKHHUKA OCBITHBOI'O CTYIIEHA
“MAI'ICTP”

Tema: Ynockonanennsi cucremu morusanii npauni TOB «POWER CHINA»
3 YPaxyBaHHSIM CBITOBOIO0 J0CBiIy

BuxonaB: YKAO XynsH

KepiBauk: .10p.H., goueHt Mockanenko Cepriit IBanoBu4

Hopmoxontposiepu 3 ECKJ (ECILI): (JIumioMHUIM KEpiBHUK)
Cepnorin C.C.



HAIIOHAJILHU ABIAIIIAHWI YHIBEPCUTET

DakyJabTeT TPAHCHOPTY, MEHEAKMEHTY 1 JIOTICTHKHU

Kadenpa meneaskMeHTy 30BHIIIHBOCKOHOMIYHOI JiIbHOCTI MiANPUEMCTB
OcsiTHiii crynens MaricTp

Crneniaaphictb 073 «MeHeKMEeHT»

OIIIl: «MeHeqKMEeHT 30BHIIIHLOEKOHOMIYHOI JiJILHOCTI»

3ATBEP//KYIO
3aBigyBau kadeapu
Kupuiaenko O.M.
" " 2021

3ABJIAHHA
HA BUKOHAHHA KBaJi(ikauniiHoi podOTH CTyAeHTA
Yxao XyHsiHA -

1. Tema xBamidikariiHoi poOOTH: YAOCKOHAJIEHHS CHUCTEMH MOTHUBAIl Tparl
TOB «POWER CHINA» 3 ypaxyBaHHSIM CBITOBOT'O JJOCBiTY

3aTBEpIKEHA HAaKa30oM pekTtopa Bim «12_ » skoBTHs 2021 , Ne 2217/ct

2. Tepmin BuKOHaHHA KBamidikariitHoi podotu: 3 «05» xoBTHS 2021 10 «14»
rpyansa 2021 p.

3. BuxigHi nanHi 10 KBali(ikamiifHOi poOOTH: MOJOKEHHS PO MPECTUBHUILITBO
nignpuemctBa TOB «POWER CHINAy, niteparypHi mxepena.

4. 3MICT MOSICHIOBAJIBHOI 3aMUCKU (TIEpEeNiK MUTaHb, IO MiAJISATAI0Th PO3POOIT):

HeoOximHo: pO3KPUTH 3MICT TECOPETUIYHMX OCHOB MOTHUBAIIIL Ta 11 POJIi B PO3BUT-
Ky MIJNPUEMCTBA 30BHIIIHBOEKOHOMIYHOI ISUIBHOCTI; 3A1MCHUTH aHaJ3 CUCTEMHU MO-
TUBAILlIl B yMOBaxX pMHKOBOI EKOHOMIKH; MPOaHaIi3yBaTu 3apyOlKHUI JOCBIA MOTHUBAIIIT
NpaliBHUKIB; HaJaTH oOpraHizaliiHo-ekoHOMIuHYy Xapaktepuctuky TOB «POWER
CHINA»; npoananizyBatu ctad ¢iHaHcoBO-Tocnogapchkoi aisuibHOCTI TOB « POWER
CHINA» Ha OCHOBI aHajli3y OCHOBHUX €KOHOMIYHMX MMOKAa3HUKIB; PO3KPUTO CUCTEMY
MEHEKMEHTY MIMPUEMCTBA; 3IMCHUTU OIIHKY cucTemMu motuBalii TOB «POWER
CHINAY»; 3anpornoHyBaTH NUIAXU BAOCKOHAJCHHS CHUCTEMH MOTHUBAIli MiANPUEMCTB
30BHIIIHHPOEKOHOMIYHOT isUTBHOCTI; HaJJaTH TIPOIIO3HUIIIi MO0 BIIOCKOHAJICHHS CUCTEMU
motuBamii TOB «POWER CHINA)Y.

[Tepenik 0060B'sI3KO0BOTO TpadhiYHOTO MaTepiamy:

Teopernunuit po3mis:

AHaTITUKO-AOCTITHUIIBKUHN po3/ii:_Tabma. —8, puc —5; popmynu — 4

[TpoexTHO-pEeKOMEHIAIIMHINA PO3ILIT:



KAJIEHJIAPHUM TIJIAH

Etanu BukoHanHs kBaniikariitHoi podotu

Tepmin
BUKOHAHHS
eTarniB

[TpumiTka

30ip 1 TpoOBeNEHHS aHaii3y OyXranTepchbKoi
3BiTHOCTI TOB «POWER CHINA»

11.10.2021 -
31.10.2021

BHUKOHAHO

BuznauenHs1 Ta aHam3 ocoOJMBOCTEN YIpPABIIH-
Hi KOHKYPEHTOCIPOMOXKHICTIO Ha CY4acHOMY
eTamni

05.10.2021-
15.10.2021

BHUKOHAHO

Bu3HaueHHsT OCHOBHHMX HamNpsIMKIB YIPaBIIHHS
KoHKypeHTcroMoxHicTI0o TOB «Immnepiss Xoui-
JIHT

10
25.10.2021

BHUKOHAHO

OdopmileHHS CIUCKY JIITEPAaTypHUX JHKEpE, SIKI
BUKOPHWCTaHI B pe3yJbTaTl aHaJll3y OCHOBHUX Ha-
MPSIMKIB YNPABIIHHS KOHKYPEHTOCIPOMOKHICTIO
MIJIPUMCTBA HA MIKHAPOJHUX PUHKAX

70
29.10.2021

BHMKOHAHO

ohOpMIICHHSI ~ aHAJIITUKO-
po3auty  KBaiikariiHoi

IlinroToBka Ta
JIOCIIITHULILKOTO
poboTu

10
01.11.2021

BHUKOHAHO

ITinroToBKa Ta

pO3ILTY

oOpMIJICHHSI TEOPETUYHOTO

10
05.11.2021

BHMKOHAHO

Bubip HaIpsIMKIB YAOCKOHAJIEHHS
KOHKYPEHTOCIIPOMOKHOCTI MIAMPUEMCTBA Ta iX
peanizallis, OOTPYHTYBaHHS 3alpONOHOBAHUX
3aXOAIB 'y MPOEKTHOMY PpO3JAUI, PO3PAXyHKU
OCHOBHUX €KOHOMIUYHMX MOKA3HUKIB

10
25.11.2021

BHUKOHAHO

Odopmienns MIPOEKTHO-PEKOMEHIAI[IHHOTO
po3auty KBamidikaiiitHoi podoTu

10
01.12.2021

BHMKOHAHO

Ocraroune opopmieHHsT  KBamidikariiHo1
poboTH (3MICT, BCTYII, BACHOBKH, J1I0JIJATKH TOIIIO)

10
05.12.2021

BHMKOHAHO

10.

[TinroToBka MOMOBIAI Ta Mpe3eHTaIli kBaTidika-
IHHOT poOOoTH

10
10.12.2021

BHUKOHAHO

11.

[Tignucanns HEOOXITHUX  JIOKYMEHTIB Y
BCTAHOBJICHOMY TIOPSAJIKY, MIATOTOBKA /IO 3aXHC-
Ty KBaii(ikamiiiHoi poOOTH Ta ToONepeaHii 3a-
XUCT KBamidikaiiiHoi poOOTH Ha BHUITYCKOBIH
kadeapi

110
12.12.2021

BHMKOHAHO




Crynent (Y7KAO XyHsH )
KepiBauk kBagigikaniiinoi podoru (n.10p.HaYyK., 101IeHT MoCKaJIeHKO
C.L)

List of symbols

Ltd. - Limited Liability Company

POWER CHINA - Power construction corp of China
FEA - foreign economic activity



AHOTANIA

VY pe3ynbTaTi MPOBEACHHS JOCIIKEHHS Ha/laHi MPOMO3UIIi MO0 BAOCKOAICHHS
cuctemu wmotmBarii TOB « TOB «POWER CHINA» mis mocuiaeHHS #oro
KOHKYPEHTHUX MO3HUIIIH.
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VY mepuomMy po3ii po3riasAacThCsl CYTHICTh MOTHBAIIIT, POJIb B PO3BUTKY IMiAII-
pUEMCTBA, TEOPETHYHI 3acajy MOTHUBAIlli, Ta MpOaHATI30BaHO 3apyOKHUI TOCBIJT MO-
TUBAIII1 MPalliBHUKIB MEPEIOBUX KPaiH CBITY.

VY napyromy pos3fiiii po3risHyTO OpraHi3aliitHO-eKOHOMIYHY XapaKTepUCTUKY ITi-
JIMPUEMCTBA Ta HOTO (PIHAHCOBUM CTaH, 3/A1MCHEHO aHaI3 30BHINIHLOCKOHOMIYHOI J1-
smbHOCTI TOB «POWER CHINAY.

VY TpeTboMy po3Aisi BU3HAYEHO MPOLIEC BAOCKOHAIEHHS MOTHBALIIL

, 3aIIPOIIOHOBAHA TEXHOJOT1s MOTUBALIi MPAIIBHUKIB.

Y BUCHOBKY 3a3Hau€HiI OCHOBHI BUCHOBKH II0J0 BUKOHAHOTO JOCTIIKEHHS 1 Ha-
JlaH1 KOHKPETHI MPOMO3UIIiT 00 peanizalii 3aBJaHb KBami(ikaiiiHoi podoTu.

AHOTALIA
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VY apyromy posfiiii po3risSHYTO OpraHi3amiifHO-eKOHOMIUHY XapaKTePUCTHUKY IIi-
JIIPUEMCTBA Ta HOTro (PIHAHCOBUM CTaH, 3JIMCHEHO aHaI3 30BHIITHLOCKOHOMIYHOI JTi-
sipHOCTI TOB «POWER CHINAY.

VY TpeTboMy po311JTi BU3HAYEHO MPOIIEC BIOCKOHAICHHS MOTHBAITI]

, 3aIIPOITIOHOBAHA TEXHOJIOT1si MOTHBAIIIT MPAIIBHHUKIB.

VY BHCHOBKY 3a3Ha4€Hi OCHOBHI BHCHOBKH I0JI0 BUKOHAHOTO JOCTIHKCHHS 1 Ha-
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ABSTRACTE

As a result of the research, proposals were made to improve the motivation
system of POWER CHINA LLC in order to strengthen its competitive position.

The introduction determines the relevance of the chosen topic of the qualification
work, object, subject, purpose and objectives of future research.

The first section considers the essence of motivation, the role in enterprise
development, theoretical principles of motivation, and analyzes the foreign experience
of motivation of employees of advanced countries.

In the second section the organizational and economic characteristics of the
enterprise and its financial condition are considered, the analysis of foreign economic
activity of POWER CHINA LLC is carried out.

The third chapter defines the process of improving motivation , the technology of
motivation of workers is offered.

In the conclusion the basic conclusions concerning the executed research are
specified and concrete offers concerning realization of tasks of qualifying work are
given.
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Introduction

Actuality of theme.Motivation of staff today is the main driving force driving the
company. The concept of motivation is closely related to the problem of personnel
management. New economic relations put forward new requirements for staff. This is
not only the selection, training and placement of personnel, but also the formation of a
new consciousness, mentality, and hence methods of motivation. A necessary condition
for the existence and development of society is work, as a useful activity of people
aimed at meeting their life needs. One of the components of labor is its motivation at the
level of participants in labor relations. The professional approach to planning,
analyzing, developing and evaluating management is largely based not on what the
manager does, but on how he does it. Approaches are developed, the means used,
applied methods of setting and achieving the goal ultimately determine the level of
excellence of management. In modern economic conditions, the activities of each
enterprise, organization is the subject of attention of a wide range of market participants
who are interested in the results of its operation. In the current conditions of the country
at the current stage of its development, the problem of staff motivation has become
important, because solving the challenges facing society is possible only if you create
an appropriate motivational framework that can motivate employees to work
effectively. It is a question of application of such forms and methods of stimulation of
the person which would promote high efficiency of its work. Based on the reporting and
accounting information available to them, these individuals try to assess the financial
position of the enterprise. The main tool for this is economic analysis, which can be
used to objectively assess the internal and external relations of the object, to
characterize its solvency, efficiency and profitability, prospects for development, and
then make informed decisions based on its results. It should be noted that the motive for
human activity is to meet their needs, which have a complex hierarchical structure,
different for different individuals. Everyone directs their efforts to achieve those goals
that allow them to meet their own needs. The needs of society are determined by the
need to ensure its continuous functioning and development. These include needs:
production, public administration, defense, environmental protection, providing
constitutional guarantees to members of society, etc. Personal needs arise and develop
in the process of human life. They are a conscious human desire to achieve objectively
necessary living conditions that ensure the well-being and comprehensive development
of the individual. As a category of social consciousness, personal needs are also a
specific economic category that expresses social relations between people regarding the
production, accounting and use of material goods and services. Personal needs are
active, serve as a motivating motive for human activity, which, after all, is always
aimed at meeting the needs. Human activity is an important factor in shaping personal
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needs. After all, the wider, more multifaceted human activity, the more diverse its needs
and the more fully they are met. A characteristic feature of the system of personal needs
IS that the types of needs that are part of it are not interchangeable. For example, the full
satisfaction of the need for food does not preclude the need to meet the needs of housing
or clothing. Interchangeability can only take place in relation to specific material or
spiritual goods that meet certain needs. The activity of the enterprise, its representative
office in Ukraine is analyzed in the work. Accordingly, there is regulation at the
legislative level of Ukraine in this area. The activity of the enterprise, its representative
office in Ukraine is analyzed in the work. Accordingly, there is regulation at the
legislative level of Ukraine in this area. The activity of the enterprise, its representative
office in Ukraine is analyzed in the work. Accordingly, there is regulation at the
legislative level of Ukraine in this area.

The purpose of the work there is an analysis of activities and proposals for
improving the system of work motivation of LLC "POWER CHINA" taking into
account the world experience.

To achieve this goal it is necessary to solve the following tasks:

- to reveal the content of the theoretical foundations of motivation and its role in
the development of foreign economic activity;

- to analyze the system of motivation in a market economy;

- to analyze foreign experience of employee motivation;

- provide organizational and economic characteristics of POWER CHINA LLC;

- to analyze the state of financial and economic activity of POWER CHINA LLC
on the basis of the analysis of the main economic indicators;

- the management system of the enterprise is opened;

- to evaluate the motivation system of POWER CHINA LLC;

- to suggest ways to improve the system of motivation of enterprises of foreign
economic activity;

- provide proposals for improving the motivation system of POWER CHINA
LLC.

Object and subject of research.

The subject research is a system of motivation in enterprises of foreign economic
activity.

Object research is the activity of foreign economic activity of the enterprise LLC
"POWER CHINA".

Research methods. The methodological principles of the thesis are the
provisions of economic theory, scientific works of domestic and foreign economists,
which relate to the motivation of work in the enterprise. The following research
methods were used in the work: logical-theoretical (in the study of the essence of work
motivation); system analysis and synthesis, generalization (in the study of problematic
aspects of increasing work motivation in the studied enterprise).

Empirical basis research consists of statistical materials, reference books,
practice of foreign economic activity of the enterprise.

Scientific basis The study included works by domestic and foreign economists, in
particular: Maslow A., Schopenhauer A., Emerson G., Mayo E., Vasilyk A.,
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Rashchenko A., Lazorenko TV, Perminova SO, Sokolova O ., Moroz V., Boyko O.,
Gorban S., Koshelupova S. and many others.

Information basis The research includes works of domestic and foreign
economists, Ukrainian statistical materials, legislative acts, materials of periodicals, as
well as the Internet.

Scientific noveltythe results obtained are to study the characteristics of work
motivation in the enterprise; working out ways to improve work motivation and
increase the efficiency of foreign economic activity of the enterprise.

The practical significance of the obtained results lies in the development of
proposals to improve work motivation and increase the efficiency of foreign economic
activity of the tourist enterprise LLC "POWER CHINA".

The work was tested at the company "POWER CHINA",

The structure of the thesis consists of an introduction, 3 chapters, 8 sections,
conclusions. The total volume of the work is 103 pages.
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SECTION 1

THEORETICAL FUNDAMENTALS OF MOTIVATION IN THE
ENTERPRISE
FOREIGN ECONOMIC ACTIVITY

1.1. THEORETICAL AND LEGAL FUNDAMENTALS OF MOTIVATION
AND ITS ROLE IN THE EFFECTIVE DEVELOPMENT OF THE
ENTERPRISE

Today it is necessary to implement a set of actions to motivate the employee to
work effectively.

In connection with Ukraine's transition to a market economy, domestic
enterprises are forced to operate in a competitive environment, find and expand their
opportunities in the market of goods and services, constantly confirm their
competitiveness, master a new type of economic behavior. It should be noted that the
modern system of personnel management is based on the fact that people are the most
important economic resource of the enterprise, the source of its profits, competitiveness
and prosperity. In view of this, the contribution of each employee in achieving the goals
of enterprises needs to be increased. That is why the problem of motivating employees
Is important[42, p. 85].

Such scientists as: Schopenhauer A., Emerson G., Mayo E., Vasilyk A,
Rashchenko A., Lazorenko TV, Perminova SO, Sokolov O., Moroz V., devoted their
works to the problems of motivation. Boyko O., Gorban S., Koshelupov S. and many
others [100-104].

The legal basis of motivation is the regulations governing labor and economic
legislation. Such acts include, first of all, the Labor Code of Ukraine, the Law of
Ukraine "On Remuneration of Labor", "On Collective Bargaining Agreements", etc. [1-
3]. As the company's representative office is located directly in Ukraine, it is subject to
domestic law. In addition, the issues of remuneration, remuneration of employees, other
conditions of encouragement are regulated by internal local acts of organizations:
collective agreements, regulations. Thus, the Labor Code stipulates that the Legislation
of Ukraine stipulates that wages are remuneration in monetary terms, which the
employee receives from the enterprise or individual for whom he performs the work
stipulated by the employment contract. It should be noted that the amount of this
remuneration depends on the complexity and conditions of work performed,
professional and business qualities of the employee, the results of his own work and
economic activity of the enterprise. The division of wages into basic and additional
allows you to set remuneration for work performed in accordance with established labor



12

standards (time, production, maintenance, job responsibilities), in the form of tariff rates
(salaries) and piece rates and for work in excess of established norms, labor success and
ingenuity, special working conditions. The latter includes surcharges, allowances,
guarantee and compensation payments provided by current legislation, bonuses related
to the performance of production tasks and functions the results of his own work and
economic activity of the enterprise. The division of wages into basic and additional
allows you to set remuneration for work performed in accordance with established labor
standards (time, production, maintenance, job responsibilities), in the form of tariff rates
(salaries) and piece rates and for work in excess of established norms, labor success and
ingenuity, special working conditions. The latter includes surcharges, allowances,
guarantee and compensation payments provided by current legislation, bonuses related
to the performance of production tasks and functions the results of his own work and
economic activity of the enterprise. The division of wages into basic and additional
allows you to set remuneration for work performed in accordance with established labor
standards (time, production, maintenance, job responsibilities), in the form of tariff rates
(salaries) and piece rates and for work in excess of established norms, labor success and
ingenuity, special working conditions. The latter includes surcharges, allowances,
guarantee and compensation payments provided by current legislation, bonuses related
to the performance of production tasks and functions in the form of tariff rates (salaries)
and piece rates and for work above the established norms, labor success and ingenuity,
special working conditions. The latter includes surcharges, allowances, guarantee and
compensation payments provided by current legislation, bonuses related to the
performance of production tasks and functions in the form of tariff rates (salaries) and
piece rates and for work above the established norms, labor success and ingenuity,
special working conditions. The latter includes surcharges, allowances, guarantee and
compensation payments provided by current legislation, bonuses related to the
performance of production tasks and functions[103, p. 94]. It should be noted that other
incentive and compensation payments include payments in the form of remuneration for
the year, bonuses for special systems and regulations, compensation and other monetary
and material benefits that are not provided by applicable law or carried out in excess of
these norms.[43, p. 64]. According to Article 15 of the Law of Ukraine "On
Remuneration™, forms and systems of remuneration, labor standards, prices, tariff grids,
salary schemes, conditions of introduction and amounts of allowances, surcharges,
bonuses, rewards and other incentive, compensation and guarantee payments are set by
enterprises in the collective agreement with observance of the norms and guarantees
provided by the legislation, general, branch (interbranch) and territorial agreements. If
the collective agreement is not concluded at the enterprise, the employer is obliged to
coordinate these issues with the elected body of the primary trade union organization
(trade union representative), representing the interests of the majority of employees, and
in its absence - with another authorized body.[44, p. 201]. The next legal act that
determines the issue of motivation is the Law of Ukraine "On Collective Bargaining
Agreements”.

The collective agreement of the enterprise determines the mutual obligations of
the administration and employees, their rights and responsibilities. In fact, motivation is
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regulated at the local level. Although it should be noted that quite often employees do
not pay due attention when concluding a collective agreement. Although this document
Is essentially a guarantee of their rights and a kind of motivation for work[104, p. 36].

In accordance with Article 7 of the Law of Ukraine "On Collective Bargaining
Agreements”, the collective agreement establishes mutual obligations of the parties to
regulate industrial, labor, socio-economic relations, in particular:

- changes in the organization of production and labor;
- ensuring productive employment;
- rationing and wages, establishing the form, system, size

wages and other types of labor benefits (surcharges, allowances, bonuses, etc.);

- establishment of guarantees, compensations, privileges;

- participation of the labor collective in the formation, distribution and use of
enterprise profits (if provided by the statute);

- mode of work, duration of working hours and rest;

- conditions and labor protection;

- provision of housing, cultural, medical services, organization of health and
recreation of employees;

- guarantees of activity of trade union or other representative organizations
of workers.

Employees, in this case, have the right to offer ways of motivation, in order to
further include them in the collective agreement of the enterprise. Depending on the
legal awareness, initiative of employees, they use this right or not. Thus, the collective
agreement (agreement) must contain measures to protect the rights and social interests
of victims of industrial accidents (occupational diseases), as well as dependents and
family members of the deceased.[45, p. 57]. It is a question of compensation of the
damage caused to them; payment of one-time assistance; reimbursement of expenses for
the purchase of medicines, for additional paid treatment; providing victims with easier
work in accordance with a medical opinion while maintaining average earnings;
organization of training, retraining and employment of people with disabilities;
providing assistance to people with disabilities in solving social and household issues
(even if they no longer work at the enterprise due to their health condition), etc.

The labor collective may make a separate decision to determine directly in the
collective agreement the amount of one-time assistance. To this end, it may be
recommended to include in this agreement a kind of scale of benefits depending on
certain factors, namely: the severity of damage to health, family composition
(dependents), the degree of guilt of the victim, etc. Different ways of motivation may be
reflected in other regulations enterprises[47, p. 64]. Legal regulation of motivation takes
place at the legislative and local levels. At the legislative level, regulation takes place
through a number of regulations of various legal acts. At the local level, the motivation
of employees is regulated through a collective agreement and other internal regulations
of the enterprise.
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Thus, the regulation of employee motivation takes place at the legislative and
local levels. At the same time, employees have the right to participate in the
development of local regulations concerning the protection of their rights.

To study any process, phenomenon, it is important to analyze its historical
development.

The term "motivation" was first mentioned by the German philosopher A.
Schopenhauer (1788-1860) in the article "Four principles of sufficient reason", after
which it was used to explain the specific causes of human behavior. Although it should
be noted that employee motivation as a phenomenon has always existed. Employees
have always worked harder if they saw some benefit for themselves, other incentives,
and so on. The first method of motivation used in practice was the "whip and
gingerbread” method. At the same time, the whip was fear, hunger, corporal
punishment, and gingerbread - a certain material or other reward [12, p. 44]. Although it
should be noted that the motivation of "Whip and Gingerbread" still exists today.
Historically, the ways of motivation have changed. Yes, today the employee is offered
much more, including intangible factors.

Motivation of work according to G. Emerson depends on the correct type of
organization. In our opinion, we should agree with the scientist. In his opinion, the
principles operating in the organization should be as follows:

1) labor rationing. "Well-regulated performance gives the worker personal joy,
gives him all the wealth of active manifestation of personal efforts” [86, p.194]. It is
implied that the maximum productivity is not given by the extreme manifestation of
muscle tension at high speed, but by a pleasant mental and physical rise, in which the
performer is in excellent condition until the end of the work [30, p.53]. "Stress and
productivity are not just the same thing, but the opposite.

To work hard means to make every effort;

to work productively - means to make minimal efforts “[86, p.104];

2) discipline and its laws. Emerson established differences between the discipline
of "lower" (coercion) and "higher";

3) fair treatment of staff;

4) normalization of working conditions;

5) standard written instructions. “There is an opinion that I preach from

great pathos, but still completely illiterate, supposedly standard

instructions kill the employee's initiative. But in that case, it seems

that the ladder also kills the initiative in the person descending from the sixth

floor. Anyone who likes it can jump to the ground in the window or

go down the rope, | suppose limitations, common sense,

convenience and safety of stairs "[13, P. 86, 202].

6) reward for productivity. The amount of remuneration should be the same

more the higher the performance. No performance reward

Is reduced to a cash prize.

According to E. Mayo, ordinary workers were considered thoughtless performers
who require strict control by management. He made two major discoveries: 1) group
dynamics have a greater impact on productivity than physical working conditions; 2)
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the group is subject to unwritten rules, established by it, even in a very regulated work
environment. As a result, it was concluded that the attitude to staff is much more
important than the physical conditions in which they work. E. Mayo argued that the
social world of adults is very complex and focused, mainly on work. Cooperation in a
team does not arise by itself, it should be planned and developed [14, p. 68]. Thus, we
can conclude that the prerequisite for the development of any enterprise is to build a
relationship between administration and employees. It should be noted that with this
approach,[11, p. 90]

Thus, the following conclusions can be drawn. Motivation is a prerequisite for the
effective development of any enterprise. Motivation is one of the functions of
management. The issue of motivation of employees of enterprises in Ukraine is
regulated. The legal basis of motivation are acts of labor and economic legislation.
Legal regulation of motivation takes place at the legislative and local levels. At the
legislative level, regulation takes place through a number of regulations of various legal
acts. At the local level, the motivation of employees is regulated through a collective
agreement and other internal regulations of the enterprise. The prerequisite for the
development of any enterprise is to build a relationship between administration and
employees.

1.2. MOTIVATION SYSTEM IN A MARKET ECONOMY

The system of motivation in a market economy is important. Without employee
motivation, enterprise development is virtually impossible.

The works of scientists, in particular: Vasylyk AV, Rashchenko A. Yu.,
Lazorenko TV, Perminova SO and many others are devoted to the issues of motivation
system in the conditions of market motivation.

It should be noted that the system of labor incentives in a market economy is an
important element in the management and development of modern enterprise, because it
creates working conditions for each employee that will allow him to use their labor
potential, it depends on the goals and objectives. It should be noted that modern owners,
managers and managers at all levels in their job functions must understand and take into
account in management that the activities of a particular employee in the work process
are significantly influenced by different motives, needs, incentives, goals. It should be
noted that the system of motives and incentives for work is based on the regulatory level
of labor activity, ie the entry of the employee into the system of labor relations implies
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that for the appropriate remuneration he must perform certain duties. Therefore, the
purpose of incentives is not only to encourage people to work, but to make them do it
better than provided by the employment relationship, ie an effective system of
incentives should be based on the results of work. That is why the system of work
motivation involves providing a set of measures of material, moral, social direction,
promoting the activation of personnel in the production process to meet its various
needs, which are considered as a reward for hard work [29, p. 189].

Material remuneration in the form of wages, the use of various types of labor and
social benefits, of course, has a significant impact on staff activity and interest in work.
However, according to various studies, the effectiveness of staff, employees of
enterprises are affected by other conditions. The analysis of special literature led to the
conclusion that labor stimulation involves the creation of a mechanism in which active
work, gives certain, pre-recorded results, becomes a necessary and sufficient condition
to meet significant and social needs of the employee, the formation of his motives. It
should be noted that along with the concept of work motivation, there is the concept of
work incentives. They are closely interconnected and complementary.

As defined in the literature, motivation is one of the functions of management. It
should be noted that the further behavior of the employee at work depends on
motivation. In fact, motivation is the force that motivates employees to work and
improve their activities. Thus, motivation is the driving force of progress and scientific
and technological development. In the special literature, the function of motivation is
defined as one that is designed to ensure the quality of staff performance of their duties.
It provides for the development of a system of measures in certain areas, namely:
determining the needs of staff, developing systems of remuneration for performance, the
use of various forms of remuneration, the use of incentives for effective interaction of
joint activities.

Motivation to work will not be effective if the problems of material incentives are
not solved. New business conditions require significant innovations in solving these
problems, in particular, the development and implementation of modern forms and
methods of payment and incentives for employees. This factor of labor motivation in
market relations remains particularly important and requires very close attention.

The essence of incentives to work is to develop the system of people's needs, the
structure of their personal interests, to reveal the abilities of the employee, increase his
economic and social responsibility. For incentives to play their full role, the public
consciousness must overcome the approach to man only as an individual, to compare
the benefits of increasing their material well-being with the hardships of more intense
and hard work. This approach (unfortunately, the most common) limits the system of
incentives for wages, rewards, opportunities to "earn" income. Moral, creative
incentives to work are considered less important, they are often given a secondary role.
Motivation system is a set of interrelated measures that stimulate an individual
employee or the workforce as a whole to

achievement of individual and joint goals of the enterprise. Motivation methods
are important. methods of staff motivation are classified
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according to various factors, the most common are groups of material and
intangible incentives. The main purpose of the motivation process is to get the
maximum return from the use of available labor resources, which allows to increase the
overall efficiency and profitability of the enterprise [19, P. 148]. | note Vasilyk AV,
Rashchenko A. Yu., Western HR managers have long concluded that the company's
staff is their main value, so they must be protected and valued, because the efficiency of
the team depends on the success of the company [27, c. 33].

Methods of material incentives involve financial costs, which take different
forms. When using the methods of intangible motivation, the company either does not
bear the cost of motivating staff, or they are insignificant. Thus, methods of motivation
of labor and labor activity of employees are divided into organizational-administrative,
economic and socio-psychological[50, p. 39]. Organizational and administrative
methods include the application of labor legislation, orders, directives and other
regulations; compliance with internal regulations, development of job descriptions.

Thus, economic methods are aimed at material incentives for the team or
individual employees and include bonuses, profit sharing, bonuses, allowances, lump
sums and additional benefits. Socio-psychological methods provide motivation through
moral stimulation of employees, participation in enterprise management, through
personal example of the head, formal and informal communication, professional and
career growth, fairness of assessment of the results of work of the subordinate, social
development of collective and formation of corporate culture. labor and the possibility
of innovation, as well as improving the aesthetic working conditions and the formation
of a creative atmosphere in the team.

Today there are a number of requirements to the system of motivation of the
personnel of the enterprise, namely:

- objectivity: the amount of remuneration of the employee should be determined
on the basis of an objective assessment of the results of his work;

- predictability: the employee must know what reward he will receive depending
on the results of their work;

- adequacy: remuneration should be adequate to the labor contribution of each
employee as a result of the activities of the whole team, its experience and level of
qualification;

- timeliness: the remuneration should follow the achievement of the result as soon
as possible (if not in the form of direct remuneration, then at least in the form of
accounting for further remuneration);

- significance: remuneration must be significant for the employee;

- fairness: the rules for determining remuneration should be clear to every
employee of the organization and be fair, in particular with

his positions [16, p. 378].

It should be noted that no management system will function effectively unless an
effective model of staff motivation is developed, as motivation motivates a particular
individual and team as a whole to achieve personal and collective goals [17, p. 219].

We propose to analyze the concepts of "Motivation™, "Motivation™.
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Motivation - a type of management activity that provides a process of motivating
yourself and other employees to activities aimed at achieving personal goals and
objectives of the organization. Motivation is a long-term influence of a person in order
to change the very structure of motivation, ie value orientations and human needs, the
formation of certain motives and the development on this basis of his work potential.
Motivation is based on two categories: needs - a feeling of physiological or
psychological lack of something, and rewards - what a person considers valuable for
themselves. Needs are divided into primary (physiological) and secondary
(psychological); rewards - for internal (received in the process of work, from the content
of the labor process, self-esteem, etc.) and external (due to wages, promotion, office,
office car, additional leave, etc.). Need is a special state of the individual's psyche,
perceived dissatisfaction, a sense of lack of something, a reflection of the mismatch
between the internal state and external conditions [15, p. 67]. The needs of human
consciousness become an interest or motive, which motivates a person to a certain
target action. The term "motive" comes from the Latin "movere"”, which means "to set in
motion", "push”. The motive motivates a person to action and determines how this
action will be performed. Motives belong to the inner environment of man, are
conscious and have a personal character, ie depend on individual characteristics. Human
behavior is usually determined not by one motive, but by their combination, in which
the motives may be in some relation to each other but the degree of their influence on
human behavior,[52, p. 98]. Motive in the economic literature is interpreted differently,
but most often as a conscious motivation to act. From different points of view on the
essence of motives, the most fruitful is, in our opinion, the one in which the motive is
considered in the context of reflection and expression of needs. The close connection
between motives and needs is explained primarily by the similarity of entities. A
person's needs are a lack of something, motives are a person's motivation for something.
Motives appear almost simultaneously with the emergence of needs and go through
certain stages, similar to the stages of formation of needs. Thus, it is legitimate to say
that a motive is something that gives rise to certain human actions. The motive is
"Inside" a person, has a "personal” nature, depends on many external and internal
factors in relation to man[51, p. 78]. Motive not only motivates a person to action, but
also determines what should be done and how this action will be carried out. The needs
of employees are constantly changing depending on their cultural and educational level:

- employees value themselves more than before, they felt that their wishes have
some weight and it is impractical to reject them;

- employees no longer want what they wanted before, do not want to do the same
thing several times, they want to be able to learn and test their responsibilities, and this
requires more freedom in the use of their own time;

- employees want to feel, give free rein to intuitive, unpredictable features of their
nature, so they prefer those companies where they can feel like colleagues, employees,
rather than subordinates [16, p. 258].

As determined by TV Jlazopenko, C.O. Perminova, needs generate interest
in the human mind (it is a reflection of the needs of the subject through the structure of
relations in which he participates to achieve certain goals), and he - motives (conscious
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motivation to act). Accordingly, motives determine a person's behavior, motivate him to
actions and deeds in order to obtain reward and achieve personal goals. The result can
be complete satisfaction, partial satisfaction or dissatisfaction with the needs of the
individual.

It should be noted that the system of labor incentives involves a set of measures
aimed at increasing the labor activity of workers and, as a consequence, improving labor
efficiency and quality. In this case, the employee must know what requirements are
imposed on him, what reward he will receive for their strict compliance, what sanctions
will be imposed in case of violation. Therefore, the system of labor incentives should be
based on a certain basis (regulatory level of employment). That is why the system of
labor incentives plays a crucial role in the functioning of the enterprise. It should be
noted that various factors motivate employees to improve or work harder: material
(need for food, housing, etc.) and intangible (need for self-improvement, self-
expression, etc.).

It is worth noting that the management process is the process of influencing the
leader on the performer. Thus, the means of motivational influence are motive and
stimulus.

According to Sokolov AV, in the most general form, motivation is a set of
internal and external driving forces that motivate a person to activity, set boundaries and
forms of activity and give this activity a focus on achieving a certain goal [1, P. 78] . In
his view, the impact of motivation on human behavior depends on many factors, this
impact is individualized and may change under the influence of feedback from human
activities. In human life, motivation affects the characteristics of activities such as:
effort, diligence, perseverance, honesty, focus[61, p. 67].

As determined by VM Frost, the functioning of the mechanism of stimulating
labor activity of the population depends on the following factors:

- the mechanism of stimulation must correspond to the ultimate goal of the
subject of stimulating influence and be based on the interests of the object of such
influence;

- development of the system of incentives should take into account the state of
development of socio-economic, socio-political, organizational, technical and other
conditions of the object of stimulating influence;

- the mechanism of stimulating labor activity is in the stage of constant
transformation, which causes over time the loss of effectiveness of certain groups of
incentives;

- development of conditions for the formation of motivational formations of the
individual should take place through a system of stimulating influences of the state on
the functioning of relevant industries, ie public administration contributes to the
formation of an environment that balances the interests of individual and producer;

- the system of labor incentives must be competitive in comparison with the
corresponding systems of other states and ensure the interconnected development of all
elements of such a system: society, state, organization and individual [2, p. 98].

According to OV Boyko, the system of motivation of the staff of the enterprise
must meet the following requirements, namely: 1) to ensure the appropriate
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(appropriate) level of satisfaction of the needs of management staff and workers
(primary, secondary); 2) to balance the remuneration of employees (external and
internal, tangible and intangible) on the basis of fairness and depending on the
achievement of certain (expected) results of work; 3) rationally reconcile the
expectations-interests (costs - results - reward) of each individual employee (individual)
with the workforce and / or business owners; 4) guarantee the proper (decent) level of
wages and quality of working conditions; 5) monitor the implementation of planned
indicators and decisions on the work, based on the evaluation of results, periodic
certification of staff, etc. [4, p. 15]. It is worth agreeing with the scientist. Thus, when
providing the above factors, the employee always has work motivation. In turn, this will
increase the efficiency of the enterprise.

According to IF Koshelupova that the motivation of management staff
(managers), on the one hand, in the process of motivation is the object of motivational
influence, and on the other - is the subject of motivation, because he creates (activates)
internal motivation of employees to specific actions to achieve defined strategic goals of
the enterprise [5, P. 15].

As noted by S.F. Gorban diagnostics of staff motivation at the enterprise should
be carried out in the following three stages: 1) collection, processing and analysis

information about the company (departments, employees) and

defining the goals and objectives of the motivational system; 2) study of the state

motivational management system; 3) forming conclusions about the state

the existing system of staff motivation and development of recommendations on

possible ways to improve it [6, P. 70].

OHM. Gutsan identified that the key components of assessing the level of
motivation of the employee of the enterprise are: 1) the level of hierarchy (the enterprise
as a whole; structural or geographical unit of the enterprise; site; worker); 2) the level of
coverage (staff in general; managers, specialists, employees; workers of primary and
secondary production); 3) evaluation mechanisms (quantitative evaluation; qualitative
evaluation); 4) areas of evaluation (individual; collective); 5) methods of obtaining
complete and reliable information on a certain content (comparison; measurement;
experiment; survey; testing; expert; modeling, etc.) [7, p. 7]. According to VM Nizhnyk
and OA

SI Kozhushko, believes that the stimulating role in labor law is a system of
incentives as a form and means of promoting the conscientious performance of their
duties. The scientist notes that the stimulating factors of effective activity of employees
are determined by the general, collective and personal interests of the person. They are
interconnected, because the realization of public interests is the basis for the satisfaction
of collective interest, and the realization of collective interest leads to the satisfaction of
personal interest [9, p. 15]. In our opinion, the concepts of leader and motivation will be
interrelated. Thus, it is the purposeful activity of the leader that will motivate others to
work effectively[94, p. 142].

Under the concept of "motivation”, in turn, scientists understand: 1) a set of
motives; 2) a set of objective and subjective factors; 3) condition of the person; 4) the
set of driving forces; 5) the process of motivation; 6) management function. The
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superficial inequality of understanding the disciplinary or labor motivation of the
employee is explained by the existence of a number of forms of such motivation, which,
as noted in the doctrine, are:

1) material (carried out by direct impact on the state of economic conditions of
the employee and is implemented through the payment system

labor, distribution of material goods, etc.);

2) social (consists in the use of moral incentives, based on the existence of values
and norms in society, recognition of the value of the individual); 3) political (is to
influence the employee of political ideas, ideals, programs);

4) administrative (based on the disciplinary responsibility of the employee for the
performance of duties, compliance with the rules of employment); 5) information
(includes the availability of the necessary information, the ability to provide the
necessary information to people who feel the need for it)[53, ¢ 152]. It should be noted
that the main motives that affect the efficiency of staff and, consequently, labor
discipline are: 1) internal motives; social usefulness of work; satisfaction with a job well
done; creative nature of work; property, democratic nature of enterprise management
and active participation in it, social justice); 2) external positive motives; the level of
wages; the size of the block of shares owned by the employee of the enterprise;

dividends per share; earnings per share; social benefits provided by the company
to the employee;

social security; opportunity for professional growth); 3) external negative motives
(fears of bankruptcy; fears of dismissal and unemployment; sanctions for violation of
labor discipline, transfer to unskilled lower-paid work; fears of failing to cope with the
production task; criticism from managers and colleagues).

According to TV Kolesnik, based on the doctrine of labor law, we can distinguish
the following types of motivation:

1) material - the appointment, increase or decrease of salary, surcharges and
allowances;

variable part of earnings - bonuses, commissions, etc .;

2) intangible - remuneration for merits, which has a monetary value, but is issued
to the employee in non-monetary form (vouchers, gift certificates, company products,
etc.). In a broader sense, intangible motivation also includes moral and organizational
tools of motivation;

3) moral - rewards that do not have monetary expression: recognition of status
and merit (meetings with management, diplomas, certificates),

providing individual employees with special working conditions (flexible or free
schedule, self-quality control, etc.) and additional opportunities to manage the resources
of the organization;

4) organizational - creating an organizational culture that supports the motivation
of employees to achieve company goals. According to the author, the mechanism of
work motivation is based on the needs of the employee, which allow us to conclude that
he needs to live. It is the awareness of them in the form of interest that suggests how to
act to meet these needs. It should be noted that values in the form of basic needs of the
individual make it possible to establish a hierarchy, a sequence of actions aimed at
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meeting the needs. Thus, social ideals, norms and values allow us to determine the
limits of permissibility in these actions. Guided by the motives, the employee chooses
for a number of motivating reasons those that best suit his vision of the work situation,
thus justifying their work behavior. We must agree with the opinion of the above
authors.

It should be noted that stimulation of work and social control include external
motivations and elements of the labor situation. Incentives are usually understood as the
impact on the labor behavior of the employee through the creation of personally
significant conditions of the labor situation that motivate him to act in a certain way [10,
p. 120].

It should be noted that an effective system of material incentives for employees
must meet the following requirements:

- objectivity: the amount of employee remuneration should be determined

based on an objective assessment of the results of work;

- predictability: the employee must know what reward he is

will receive depending on the results of their work;

- adequacy: the remuneration must correspond to the labor contribution

each employee as a result of the activities of the whole team;

- timeliness: the reward should follow the achievement

the result as soon as possible;

- significance: remuneration must be significant for the employee;

- fairness: the rules for determining remuneration should be clear to every

employee of the organization and be fair [11, p. 92].
It is worth noting that an essential component of the success of enterprises operating in
a competitive environment and focused on maintaining and strengthening their
leadership in the future, is a material incentive for employees to achieve strategic goals,
including wages.

The analysis of special literature led to the conclusion that to increase the
efficiency of the enterprise it is necessary to improve the motivation of employees,
which can give:

- increasing the effectiveness of staff;

- prompt achievement of enterprise goals;

- the relationship between employee performance and pay and

intangible incentives;

- transparency of the incentive system;

- reducing staff turnover;

- improving the psychological climate;

- improving teamwork [20, p. 156].

It is necessary to ensure a fair assessment of merits or misdeeds (violations),
avoiding exaggeration of merits or shortcomings in the activities of subordinates.
Moreover, the incentive (recovery) will work with full effect when the form and degree
of encouragement or punishment of the head will coincide with the assessment and
opinion of the whole team. The incentive system should not provide for frequent
rewards and penalties, because under such conditions they are devalued [21, p. 312].
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Properly selected payroll system is an effective factor in motivating and
motivating employees to perform their duties. However, it is especially important in the
process of supplementing the system of monetary and non-monetary incentives, which
include bonuses, surcharges, allowances, corporate package of material benefits, various
compensations, investment in staff development, etc., which is one of the important
forms of economic motivation [22, S. 51].

No management system will function effectively unless an effective model
of staff motivation is developed, as motivation motivates a particular individual and the
team as a whole to achieve personal and collective goals. Without employee motivation,
enterprise development is impossible. Motivation is a complex process that has many
components[75, p. 64]. Motivation consists of tangible and intangible factors. It should
be noted that work behavior is external, a manifestation of attitude to work, and
motivation and evaluation - internal. According to V. Vasyuta and L. Bulbach,
depending on human behavior, motivation is a process of conscious choice of one or
another type of action due to the complex influence of external and internal factors
(respectively, stimuli and motives) [23, p. 64]. According to the authors, the main
objectives of motivation are:

- formation of each employee's understanding of the essence and importance of
motivation in the process of work;

- training of staff and management in the psychological foundations of intra-firm
communication;

- formation of each manager's democratic approaches to personnel management
using modern methods of motivation.

To solve these problems requires analysis:

- the process of motivation in organizations;

- individual and group motivation;

- changes that occur in the motivation of human activities in the transition to
market relations.

To increase the efficiency of the enterprise it is necessary to improve the
motivation of employees, which can give:

- increasing the effectiveness of staff;

- prompt achievement of enterprise goals;

- the relationship between the effectiveness of employees with pay and intangible
incentives;

- transparency of the incentive system;

- reducing staff turnover;

- improving the psychological climate;

- improving teamwork.

In management, motivation is a function of leadership, which is to form
incentives for employees to work (encourage them to work hard), as well as long-term
impact on the employee to change the parameters of the structure of his values and
interests, the formation of appropriate motivational core and development on this basis
of labor potential[93, p. 79]. It is not always important for an employee to receive a
material reward. Sometimes it is necessary to receive other types of incentives. Material
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can include: receiving bonuses, other rewards and material incentives[55, p. 54]. As you
know, wages, as the main form of distribution of labor, depends on the quantity and
quality of labor spent on a particular job. This dependence is ensured by the use of
salaries and bonuses and allowances[56, p. 152].

Differentiation of salaries is based on salary schemes, which provide a list of
positions and a "fork" between the minimum and maximum salaries for each position.
When setting a specific salary, the employee is taken into account his business qualities,
the scope and quality of his functions, the degree of his responsibility, level of
qualification, experience and knowledge. It should be noted that in some enterprises, a
flexible system of bonuses and benefits is currently developed.[57, p. 240].

An important means of material incentives is the bonus, which plays the role of
additional incentives for work; provides a flexible and operational relationship between
the specific results of work and the employee's salary.

Employees are rewarded under the main system for interest in improving the
overall performance of the organization and for additional systems that stimulate the
performance of certain types of work[58, p. 35]. Additional systems include incentives
for innovation, resource savings, early performance of important work, incentives for
the results of the year, conducting reviews, competitions, etc.

Managers in the organization have the right to financial incentives. They appoint
an employee to a specific position and thus determine the approach to remuneration.
Depending on the business qualities and results of work, they can change the salary of
the employee within the existing "fork" of salaries. In addition, they have the right to
introduce allowances to salaries.

It should be noted that the results of economic activity, the manager bonuses
employees, determines the amount of increase, decrease, full or partial non-payment of
bonuses for non-compliance with indicators and conditions of bonuses, production
defects. That is why when carrying out material incentives for employees, the manager
must take into account the following: the relationship with the work performed, the
achieved results of quantity and quality of work; the ratio of different forms of material
incentives among themselves; simplicity, clarity and clarity of the incentive system for
encouragement and punishment; the nature of the perception of material incentives by
contractors; combination of material incentives with other types of leadership
(organizational influence).[9, p. 26]

It should be noted that the effectiveness of work depends on

motivation. This dependence is quite complex and ambiguous. It happens that a
person who, under the influence of internal and external motivating factors, is very
interested in achieving high end results, in practice will have worse results than a person
who is much less motivated to work effectively. The lack of a clear relationship
between motivation and the end results of work is due to the fact that the results of work
are influenced by many other factors, such as employee skills, professional abilities,
skills, proper understanding of tasks, environment and more.

It should be noted that withparticipatory management practice unequivocally
shows that the role of intangible motives and incentives is constantly growing. Thus, the
behavior of people in the process of activity is increasingly influenced by work
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motivation. The latter is generated by the work itself, ie its content, conditions,
organization of the labor process, mode of work and so on. Thus, it is a component of
the internal motivation of work, a set of internal driving forces of human behavior
associated with work as such.

Motivation is a process of stimulation. The process of stimulation, which is
usually understood as the impact on the work of the employee through the creation of
individually significant conditions of the work situation, includes external motivation
and structural components of the work situation [24, p. 54].

In the Short Psychological Dictionary motivation is defined as

motivations that cause the activity of the organism and determine it

orientation [35, P. 190]. Thus, we can identify psychological factors of
motivation.

According to A. Ustilovskaya, This motivation of staff should be detailed in
accordance with the quality objectives set for different levels of management. Such
details include:

- the purpose of motivation of all collective of the organization. At this level, staff
motivation ensures a change in the overall corporate culture. Motivation of staff at the
level of the entire staff of the organization should be interrelated with the goals in the
field of quality at the corporate level,

- the purpose of motivating groups of employees of individual units. This level
provides a change in the quality of work in certain areas of activity or individual
processes. This is due to the fact that motivation ensures the interaction of employees
involved in one process or in the production of one product;[20, p. 93]

- the purpose of motivation of an individual employee. Motivation of staff at the
level of individual employees should be interrelated with the goals and strategy of the
whole enterprise [25, p. 40]. The employee must feel that he is one with the company,
part of it. In her opinion, the assessment of staff motivation should be carried out in
accordance with the objectives of motivation. An analysis of the economic literature has
led to the conclusion that in a broad sense, motivation is sometimes defined as the
determination of behavior in general. In turn, the motive is a kind of people's reaction to
the interests and, consequently, to perceived needs. The motive is "inside" a person, has
a "personal” nature and depends on a number of external and internal factors. The
motive is a certain meaningful unity, which is a sufficient reason for the subject to
perform certain actions. It occurs only when when needs acquire their objectivity in the
human mind. In other words, every need to be satisfied must acquire its qualitative
certainty - to be embodied in a more or less specific image of the object by which it is
supposed to satisfy. Awareness of needs and the desire to meet them motivate a person
to a certain target activity. The latter, in contrast to the actual action, which may or may
not be preceded by conscious choice, is always meaningful and conscious, focused on
achieving a certain goal. Awareness of needs and the desire to meet them motivate a
person to a certain target activity. The latter, in contrast to the actual action, which may
or may not be preceded by conscious choice, is always meaningful and conscious,
focused on achieving a certain goal. Awareness of needs and the desire to meet them
motivate a person to a certain target activity. The latter, in contrast to the actual action,
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which may or may not be preceded by conscious choice, is always meaningful and
conscious, focused on achieving a certain goal.

Labor efficiency is the result of purposeful human activity. Work can be
considered effective if there is a maximum result with minimum labor costs. The result
should be considered the income received from the sale of products, works, services. In
general, labor efficiency is measured by intensity, quality and productivity [27, p. 25].
The experience of the United Kingdom, the United States, and Japan shows that in the
case of participatory profit-based participation systems, the link between the increase
and the individual employee contribution is not obvious. Therefore, incentive systems
related to the results of direct production activities (savings, reduction of production
costs, increase in production, etc.) are often introduced. Thus, profit-sharing systems are
transformed into profit-sharing systems. Numerous studies and accumulated practical
experience show that there is a certain non-linear relationship between human activity
and the results of its activities. Thus, initially with increasing activity, the results
increase. But with the achievement of a certain range of activity, the results begin to
grow much more slowly or remain unchanged. This stage can be considered as the
optimal range of activity, when the best results are achieved. Once the level of activity
has exceeded the optimal limits, performance results begin to deteriorate. It follows that
the leader must seek from subordinates not the maximum, but optimal activity. It is
fundamentally important that the activity is combined with the direction of actions that
are consistent with human needs and goals of the organization [29, p. 190]. According
to Fedorova Yu., Kolesnichenko O., Malyuta N. a person can work hard, be active, but
not aware of the ultimate goals of work due to unsatisfactory communications in the
organization, misunderstanding of the tasks. Human capital is playing an increasing role
in the economies of developed countries. Creative decisions of motivated employees
lead to increased productivity, innovative breakthroughs, business development and
increase the value of the company. It has been proven that motivated employees are
more receptive to change, generate creative decisions, successfully perform duties and
increase the capital of the organization [30, p. 64]. Thus, the main element of any
organization in a human-centric economy are employees. The end result of the
organization depends on the efficiency of human resources. In the conditions of the
digital revolution, skilled workers (and more often teams of workers) who have the
necessary knowledge and competencies become the basic units of the economic entity.
However, in the case of insufficient motivation of workers, they may not use their talent
and competence. And then insufficient motivation is the reason for not achieving the
planned targets. However, on the other hand, excessive motivation can also lead to the
destruction of human activity. Motivation methods are important. However, on the other
hand, excessive motivation can also lead to the destruction of human activity.
Motivation methods are important. However, on the other hand, excessive motivation
can also lead to the destruction of human activity. Motivation methods are important.

According to Zelenko GI, Ganzhurova L. Yu., All methods of motivation can be
divided into economic (direct), economic (indirect), non-monetary.

Intangible factors motivating work include: labor enrichment, flexible work
schedules, labor protection, programs to improve the quality of work, promotion,
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participation in decision-making at the highest level. Each employee decides which
types of motivation are more important to him.

Analysis of special literature led to the conclusion that there are three
approaches to choosing the motivational strategy of the enterprise:

- incentive and punishment: people work for a reward;

- motivation through work: more interesting and diverse work is performed better
and with great pleasure;

- systematic communication with the manager: motivational strategy is based on
analysis, situation and style of interaction with other people.

Recently, "social packages" are becoming increasingly popular. It should be
noted that kEach company must independently create a system of motivation "for
themselves", in accordance with their capabilities and goals. It should be noted that One
of the methods of motivation, which is widely used in the practice of foreign and
domestic enterprises - flexible work schedules.

It should be noted that inAn important component that forms the incentives
to work is an objective assessment of all personnel of the enterprise (firm, organization)
and the performance of each employee. Lack of reliable assessment of personal abilities
and work achievements has a negative impact on employee behavior, reduces his
interest in improving work efficiency. Thus, in modern conditions, the company, the
firm must be a team of like-minded people whose interests are organically interrelated
with the target strategic objectives - to work for the future.[91-92].

As determined by Fedorov Yu., Babenko K., in a positive mood,
employees perceive information better, generate creative decisions, think logically,
negotiate successfully, increase the number of long-term contracts and increase the
capital of the organization. In addition, a positive attitude to work not only increases
productivity, but also enriches human life. Conversely, excessive emotional stress
creates anxiety and preserves a person's potential, leads to emotional burnout and loss of
human resources. Such realities encourage the rational use of human capital [31-32].
According to Gorovy DA, Strokov EM manager with the help of motivational
approaches forces to obtain the necessary results themselves, and only then by his
example influences the employee [33, p. 91]. Unmotivated employees are not interested
in the results of their work, which reduces the efficiency of the enterprise. It should be
noted that a motivated and skilled workforce is needed by any company that seeks to
increase productivity and meet customer needs. It is in this context that motivation
means a willingness to make an effort and take action to achieve organizational goals.
The challenge for any manager is to find

tools to create and maintain employee motivation. On the one hand, managers
should focus on reducing job dissatisfaction (working conditions, wages, supervision,
relationships with colleagues), and on the other - should use motivational factors such
as achievement, recognition, responsibility and the activity itself [34, p. 172].

It is worth noting that practice has shown the shortcomings of the
motivational mechanism, if it does not support material incentives moral.

Therefore, many companies use more and more various forms of moral incentives
(guaranteeing employment, providing opportunities for training and promotion,
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deepening the content and forms of work, expanding independence in the process of
performing labor functions and managing production at the site, etc.).

It should be noted that Fr.Special attention should be paid to measures and
levers of moral stimulation of workers, not designed to satisfy their economic interests,
but such stimulation that affects their civic, collectivist, spiritual aspirations. This means
the efforts of the company's management in the direction of cohesion of its workforce,
the psychological adaptation of workers of different ranks to each other, cultivating in
them a sense of pride for their company, awareness of involvement in the common
cause. To achieve this, in particular, the so-called "open door policy" is carried out,
according to which any employee has the opportunity to approach and address any
manager (at the appointed time) with a question or request, counting on understanding
and assistance.[20, p. 4]

It should be noted that the presence of employees with proper training,
skills, experience does not guarantee high efficiency. The "locomotive™ of their active
work is motivation [36, p. 154]. A. Maslow, studying the motives that motivate a person
to work, came to the conclusion about the direct and immediate determinism of needs.
Therefore, the scientist believed that the ascending link of any analysis of motivation
should be the study of the specifics of individual human needs and the choice of a
method of motivation [37, p. 55].

It should be noted that motivation for work and professional growth is an
important factor in successful development. The modern motivational system should be
based not only on material incentives, but also on moral ones. It is necessary to develop
employees 'belonging to the company, to bring employees' interests closer to the
company's interests and vice versa, to create conditions for maximum return and self-
realization, to establish favorable relations with management, maintain unity of spirit,
unity and, most importantly, create conditions

security and stability, confidence in the future.

According to Pereverzeva A., ne leveling the role of material motivation, it
should be noted that it is short-term, the effect of intangible

motives are more long-lasting and effective, as it is based on higher levels of the
hierarchy of human needs. That is why when building an effective motivational system
at the enterprise it is necessary to be guided by the principle that each person is an
individual.

Modern economic realities show that without coordinated teamwork of the
whole team, even successful companies are not able to withstand competition and
develop dynamically. Thus, in order to organize effective work in a team, it is necessary
to take into account the motives of a group of people, not each individual. Pereverzeva
A., determines the following recommendations for the formation of a cohesive team:

- take into account tastes, preferences and views, because people with similar
characteristics are more likely to find a common language;

- to develop a sense of belonging in the team, to actively involve everyone in
common activities;

- create conditions for bringing jobs closer to each other. The closer the jobs are,
the higher the probability of cohesion. There is a view that the probability of



29

communication between people depends on the distance at which they work from each
other.

If people work at a distance of 10 m, the probability of communication between
them, at least once a week, is 8-9%, and if they are at a distance of 5 m - then only 25%.
According to the author, studies of the behavior of individual employees in enterprises
have shown that a person likes to feel respect for themselves and their importance. That
IS why motivational gifts, which are a kind of demonstration to the employee of the
assessment of his achievements

leadership are important. Another type of motivation is social benefits such as
free medical check-ups, free recreation, health and sports opportunities.[73, p. 155].
This type of motivation increases the status of the company in the eyes of staff, because
they see the care of themselves by management. According to A. Pereverzeva, Today it
Is often practiced to indirectly finance an employee to whom the company pays a certain
amount to the account during the year, but the employee may not receive it
immediately, but only after a certain period (5-10 years). This type of incentive includes
additional pension programs for employees. And the company to some extent "ties"
such an employee to itself, spending less money than if it were necessary to increase
wages. [1, p. 37]

Training at the expense of the company is one of the most important moments in
motivating employees. Such training is often associated with recreation. During
motivational trainings, the company's employees communicate more informally with
each other, which contributes to rapprochement and the formation of a sense of team
spirit. The next type of motivation is to hold joint corporate celebrations, during which
there is a rapprochement of the workforce. The presence of the leadership is obligatory
at such celebrations. The author determined that the most important types of motivation
are the establishment of dialogue between management and staff. Yes, the office of the
head of the company should always be open to the ideas of employees. Staff efficiency
increases when employees respect the manager as a skilled manager and do not feel
afraid of him. The manager must not only set clear goals, but also be able to use their
creative potential for the development of companies, guided by current needs and
desires of employees. This requires a dialogue between manager and staff. It should be
noted that today, domestic companies are beginning to take into account foreign
experience and actively use intangible motivation.

Intangible motivation is a process aimed at non-monetary encouragement
and formation of corporate spirit of employees, which helps to increase the interest of
staff in their work. Intangible benefits can be broadly described as improving working
conditions in the company, which creates motivation for the employee to certain
positive actions, certain positive behavior, but, of course, only if the improvement of
work in the minds of employees corresponds to their ideas of what workers should be
places, modes of work and rest, the participation of employees in the management of
production, relations between employees in the team and much more that brings
benefits to the employee in intangible form. Since the improvement of working
conditions at the enterprise requires organizational, technical, psychological and
physiological, socio-economic, social measures, the system of intangible incentives are
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inextricably linked with these measures [38, P. 140]. Analysis of the company's
activities, national legislation, led to the conclusion that today is more important
intangible motivation. When an employee feels his importance, he brings much more
benefits[148, p. 77].

Thus, the following conclusions can be drawn. The system of motivation in
a market economy is very important. At the theoretical and practical level, today, there
are 2 types of motivation: tangible and intangible. A necessary condition for the
development of the enterprise is the definition of the employee's role in this process, the
recognition of its importance. motivation for work and professional growth is an
important factor in successful development. The modern motivational system should be
based not only on material incentives, but also on moral ones. It is necessary to develop
employees' belonging to the company, to bring the interests of employees closer to the
interests of the company and vice versa, to create conditions for maximum return and
self-realization, to establish favorable relations with management, maintain a spirit of
unity, unity and, most importantly,[149, p. 50].

1.3. FOREIGN EXPERIENCE OF EMPLOYEE MOTIVATION

The issue of staff motivation is considered relevant, so it is systematically studied
and researched. Overseas management experience and, consequently, employee
motivation is necessary to compare with the Ukrainian system of employee incentives.

Problems of foreign experience of staff motivation are covered in the works of
such scientists as: Andriychuk A., Nikulitsa D., Fishchuk N., Vasylykha N., Lozovsky
0., Khomko O. and many others.

The Japanese model of staff motivation is primarily due to the requirements
of the Japanese economy and the peculiarities of their lives. One of the main
characteristics is the outpacing of the growth of labor productivity relative to the growth
of wages and the growth of people's quality of life.

The rapid growth of the population has led to a constant shortage of jobs, which
has significantly affected the worldview and personal beliefs of staff, who especially
value the workplace and work.

In addition, the Japanese model is based on the principle of lifelong employment,
which necessarily involves training, rotation and retraining. Training, rotation and
retraining exist as the only motivational mechanism that helps provide the company
with highly qualified personnel, dedicated to the company, motivated to realize personal
professional, intellectual and creative abilities. It is in such a motivated environment
that it is more profitable for the employee to work harder and better. Efforts are focused
on solving the tasks set before the company. In such conditions, employees are even
interested in strategic goals, because their achievement in the future will depend on the
results of the enterprise, which determine the income of specific employees. An
important role in motivating staff according to the Japanese model is played by the
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rotation of personnel, which allows you to regularly and systematically change the field
of activity, which reduces the tension and the uniformity of work. According to the
rotation, it contributes to the expansion of professional knowledge, the development of
new professions and jobs.

According to A. Andriychuk, a reputation that is valued and protected by
everyone is no less important for Japanese workers, as a result of which low-quality
work is unacceptable. Thus, the system of work motivation in Japan compared to other
industrialized countries is quite flexible. Traditionally, it was built taking into account
three factors: professionalism, age and experience. Depending on these three factors, the
amount of earnings of each employee was determined by the tariff grid as a relatively
constant part of earnings by age, length of service, as well as qualifications and skills,
which were determined by categories and categories [39, p. 10].

According to D. Nikulitsa, cUS employees can be involved in solving
various problems of the company, there is trust between the employee and the
employer. In the states, the common form of remuneration is part-time with
standardized tasks and supplemented by various forms of bonuses. Currently, the United
States wants to introduce bonuses for teachers depending on the performance of their
students. In France, the motivation model is based on competition. The enterprises carry
out such forms of individualization of wages as participation in the company's profits,
sale of shares, payment of bonuses. The center of the German model of work motivation
IS a person with his interests as a free individual who is aware of his responsibility to
society. We must agree with Western researchers, who have determined that the
harmonious combination of work incentives and social guarantees is one of the best
models, ever known in the history of economic theories. This model provides both
economic well-being and social guarantees. Motivation of staff in the United States can
be described as "American gingerbread"”, because this country can be attributed to the
ideologues of modern methods of doing business. Thus, in the United States of
America, the basic principles of working with human resources, systems of material and
intangible motivation, ways to increase loyalty to employees have been developed.
According to OM Lozovsky and OV Khomko, Americans also pay great attention to
improving the skills of their employees. Training, according to Americans, helps to
increase individual productivity and increase corporate profits. Methods of motivation
in American enterprises can be divided into two groups: those that maintain the prestige
of the organization, and those that that stimulate productivity and quality of work. The
methods of the first group ensure the selection and consolidation of the most qualified
personnel, the second - maintain a high level of efficiency. The methods of the first
category include contributions to the pension fund, insurance and sick pay, participation
in profits. The second category includes bonuses in the form of cash benefits, career
advancement, moral incentives and more. It is worth noting that almost all American
companies, except for the reward system, provide their employees with health insurance
at the expense of the company, training programs, corporate lunches and many other
various incentives. According to the authors, the system of motivation used by United
States firms is very effective and can serve as an example, which should be guided by
the domestic system of staff motivation. Thus, according to the distribution of
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motivation methods according to the degree of their importance for staff, we can
conclude about the importance and possibility of implementing incentives such as
remuneration, health insurance, flexible work schedule for individual employees,
training opportunities at the expense of the company and more. According to N.
Fishchuk and N. Vasylykha, an important feature of the methods of intangible
incentives for personnel in the United States is also the widespread use of such methods
as team building and moral encouragement. Team building involves the organization of
company-wide events, country and field trips at the expense of the company, which
gives the opportunity to unite the team and prepare for teamwork. Moral encouragement
Is manifested in the form of verbal praise, compliments, special badges. For example,
Walt Disney Co has the following practice: on the main street of Disneyland Park, the
cafe has portraits of the most valuable employees, and Southwest Airlines has released a
special plane, inside which the names of employees are engraved. As a result of active
introduction of intangible incentives in the personnel management system, these
companies have the lowest staff turnover [[40, p. 85]. As a result of active introduction
of intangible incentives in the personnel management system, these companies have the
lowest staff turnover [[40, p. 85]. As a result of active introduction of intangible
incentives in the personnel management system, these companies have the lowest staff
turnover [[40, p. 85].

France also has its own characteristics of motivation in enterprises. This is
evidenced by the 35-hour work week approved by most French companies. Although in
many EU countries the working week is 40 hours. The French take special attention to
their person by the company as something self-evident. Almost 69% of French people
believe that a flexible work schedule is the best intangible motivation. No less important
are the French health and social insurance at the expense of the company, as well as
assistance in repaying loans. Corporate culture has also become widespread in France. It
Is interesting that the French are not at all interested in additional education and training
at the expense of the employer, although many companies are trying to implement
numerous curricula and trainings [40-41]. In our opinion, such an approach is quite
relevant, and its introduction in Ukraine will motivate employees better. Moreover, in
the conditions of quarantine restrictions, this approach will help reduce the crowd on the
hives, the accumulation of people in the offices, and so on. Reducing the working day,
while maintaining wages will stimulate employees to timely and faster to perform
workloads[123, p. 48].

The Netherlands also has its own employee motivation. In the Netherlands,
benefits and compensation play a key role in determining the interest and work of
employees. If an employee needs to consult a doctor, the company provides its
employee with two paid hours - during which he can safely go to the hospital. And if
the subordinate was absent from work for three months - for example, due to illness - he
receives one additional paid day off[122, p. 93].

Employees' wage rates and salaries are considered in Germany to be the
minimum guaranteed remuneration for work of a specific quality and quantity. The
level of remuneration of personnel at German enterprises depends on productivity and
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complexity of work, the qualifications of the employee. Bonuses are paid to employees
for the growth of labor productivity and individual achievements [39-40].

The Swedish labor market model is an active employment policy pursued
by the state. Public authorities pay great attention to increasing the competitiveness of
the workforce through vocational training and retraining, job creation in the public
sector and by subsidizing private companies, through informing and career guidance of
the unemployed, payment of benefits when moving to a new job[21, p. 203].In Sweden,
the primary values are friendship, partnership and teamwork. In second place in the
ranking of priorities of the Swedes is an interesting job and only in seventh place - the
size of wages. Today, many Swedish companies allow their employees to work from
home [40-44]. According to the author, work motivation, leadership and interaction
with people - a crucial factor in the success of enterprise management and productivity.
At the present stage of development of the motivational system there is a lack of
material incentives, so managers need to focus on the optimal combination of material
and intangible motivating elements. The system of incentives for staff at Ukrainian
enterprises should clearly define the objectives, set the types of incentives in accordance
with the results achieved, determine the evaluation system,[59, p. 129].

According to Lozovsky O., Khomko O., Ukraine should focus on the experience
of Western colleagues, but in no case copy it, because the mechanical transfer of foreign
experience in our conditions will not give any positive results. However, we should not
forget that intangible tools of employee incentives can and should be used only if the
financial needs of employees are met [41-42].

Based on this, we can draw the following conclusions. It is important to borrow
foreign experience. As a result of the analysis of motivation models of Japan, USA,
France, Netherlands, Sweden, model, and model of Germany it was concluded that in
Ukraine it is important to borrow the experience of advanced countries, including the
motivation system of USA and France. In particular, it is necessary to develop and
implement a flexible work schedule system in Ukraine; increase employee participation
in decision-making. The harmonious combination of work incentives and social
guarantees is one of the best models. This model provides both economic well-being
and social guarantees.
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SECTION 2

MANAGEMENT ORGANIZATION
AT THE ENTERPRISE
FOREIGN ECONOMIC ACTIVITY

2.1 ORGANIZATIONAL AND ECONOMIC CHARACTERISTICS OF
POWER CHINA LLC

The most common form of organization of medium and small business among
Ukrainian entrepreneurs is the creation of legal entities in the form of a limited liability
company. Being the most accessible form of “serious™ business organization, limited
liability companies are often created either by one person, often a citizen, or by several
people on the basis of common economic goals and mutual trust. A limited liability
company is the usual and most common form of collective entrepreneurial activity in
the normal property turnover. This form is universal, within its framework can be
carried out almost any professional business activity - production, trade, brokerage,
insurance and so on.

Issues of enterprise structure are regulated.

The organizational structure of enterprises has been studied by a number of
scientists, in particular: Kredisov Al, Khasbulatov RI, Vichevich AM and many others.
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The object of the thesis is the Limited Liability Company "Power construction
corp of China". Abbreviated name: POWER CHINA LLC. The company was founded
in February 2010 and established in accordance with the law. Republic of China.
Branch of POWER CHINA LLC in Ukraine. is located at Cherkasy, B. Khmelnytskoho
Street, building 2, room 405. Main activity: Wholesale of other machinery and
equipment. The company has a number of branches, including abroad, 1 of which is
located in Ukraine.

The authorized capital of the enterprise is formed from the amount of the nominal
value of all contributions of the Company's Participants.

Sources of enterprise property formation:

- monetary and material contributions of the founders of the enterprise;

- income from the sale of products, services, as well as from other economic
activities;

- loans from banks and other creditors;

- property acquired from other business entities, organizations and citizens;

- other sources.

The supreme body of the Company is the General Meeting of Participants, and
the director is the executive body.

The purpose of POWER CHINA LLC is to meet the social and economic needs
of legal entities and individuals in products, works and services, as well as production,
commercial, intermediary activities and services, in accordance with and under the
conditions specified by law and the Company's Charter. obtaining profit (income) and
improving the welfare of the Participants and the staff of the Company.

The main activities of the Company are:

- Wholesale of other machinery and equipment;

- Manufacture of other special-purpose machinery and equipment;

- Repair and maintenance of other machinery and equipment;

- Manufacture of other rubber products;

- Manufacture of other general-purpose machinery;

- Activities in the field of engineering, geology and geodesy, providing
technical consulting services in these areas;

- Providing other information services;

- Activities of intermediaries specializing in trade in other goods;

- Activities of intermediaries in trade in a wide range of goods, etc.

The company carries out foreign economic activity in the above and other areas
of activity (including export-import, trade and brokerage operations, provision and
receipt of services, ordering and performing works, etc.) in accordance with the purpose
of its statutory activities [4].

POWER CHINA Company:

- independently carries out economic activity, disposes of profit. The economic
activity of the enterprise is carried out by the labor collective, under contracts. The
company is free to choose the subject of the contract, the definition of obligations, other
conditions of economic relations, which do not contradict current legislation;
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- independently plans its activities and determines the prospects for development,
based on real consumer demand, the need for social security of enterprise development,
increase personal income of its employees;

- iIf necessary, can purchase the necessary resources directly from manufacturers,
in wholesale and retail trade, at auctions and from logistics organizations, through
commercial centers, wholesale bases, citizens;

- can rent, transfer, sell, exchange with other enterprises and organizations
material values and resources. The highest body of the enterprise determines the basis
and procedure for writing off property from the balance sheet;

- provides work and provides services at prices set independently or on a
contractual basis, and in cases provided by applicable law, at prices set in a centralized
manner;

- is fully responsible for compliance with credit agreements and settlement
disciplines;

- can create funds for production, social development and other funds. The
procedure for the use of funds created at the enterprise is determined by the Regulations
on the funds of the enterprise, which is approved by the Supreme body of the enterprise.

- The Company has the right in the prescribed manner to open bank accounts in
the Republic of China and abroad;

- The company has stamps and forms with its brand name, its own logo and other
means of individualization

- The company operates in accordance with the legislation of Ukraine, the charter
and the memorandum of association.

- The company was established to saturate the consumer market with goods and
services, as well as to extract profits for the benefit of participants.

- The company has the right to carry out any activities not prohibited by law.

- The company independently organizes and provides its labor, financial,
economic and other activities, develops the necessary internal regulations and other acts
of local nature.

- The Company independently concludes and monitors the implementation of
economic and other agreements with all types of organizations, enterprises and
institutions, as well as individuals.

- The company sells its products, work, services at prices and tariffs set
independently or on a contractual basis, and in cases provided by law, at state rates.

- The company is a commercial organization, ie created by the participants to
achieve the goal: the extraction of profits and its distribution among the participants

All activities subject to licensing and obtaining the necessary permits are carried
out by the company after obtaining licenses and relevant permits in the manner
prescribed by law[121, p. 52].

The organizational structure of POWER CHINA LLC allows to ensure the
performance of all structural units of their functions and the effective management of
the enterprise.

POWER CHINA LLC has in its structure production and functional divisions,
among which it distributes the volumes of fixed assets transferred by the Company and
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on the basis of which annually develops and submits proposals for changes in the
structure and its staffing. POWER CHINA LLC carries out economic activity in the
prescribed manner on the basis of the Company's operating costs and estimated
technical and economic indicators. To carry out other financial, economic and civil
relations, the Company delegates to POWER CHINA LLC the relevant rights and
powers under a separate order and on behalf of and on behalf of the Company, POWER
CHINA LLC has the right to enter into contracts, claims, participate in litigation. [17-
19]

The company employs 204 people, including 27 executives. The company has 11
divisions working in different areas of work. Encouragement takes place, according to
the requirements of the legislation, but there is no single normative act of the enterprise
on the settlement of this issue.[16, p. 73] .2

In general, it can be noted that the company was established to provide the
population with comprehensive goods. According to the main task facing the store, the
following activities are carried out:

- implementation in the prescribed manner of the necessary measures to
promote their services; participation and organization of exhibitions;

- conclusion of economic and other agreements within its competence;

- trade and procurement activities;

- intermediary, transport and other services;

- other activities provided for in the company's charter.

The company's activities are carried out on the basis of independently developed
plans. Perspective plans, as well as annual and current ones are approved by the
management of POWER CHINA LLC

Control and audit of production and economic activities of the enterprise is
carried out by tax, environmental and other bodies entitled to control[150, p. 99].

Currently, the company operates in the retail sale of goods belonging to the
group of machinery. The source of financial resources of the enterprise are its own
sources and privileged funds (loans and credits), although currently in the global
financial crisis, loans and credits are of secondary importance.[22, p. 59]

POWER CHINA LLC is a legal entity. and operates on the principle of economic
calculation and for the conduct of production and economic activities opens current
accounts in banking institutions, has a round seal and appropriate stamps with its name.
POWER CHINA LLC operates on the basis of the Laws of the Republic of China,
taking into account the national regulations of the countries where the offices are
located - Resolutions of the Verkhovna Rada of Ukraine, regulations of the President
and the Cabinet of Ministers of Ukraine, industry regulations, Articles of Association
and Regulations . LLC "POWER CHINA" maintains balance sheets, compiles and
presents operational production, accounting and statistical reporting in the amounts that
are annually adjusted by the relevant functional areas of the company[139, p. 154].

Based on this, we can draw the following conclusions. The basis of the enterprise
is the charter, which should reflect clear information about the enterprise. The
company's activities reflect the motivation of employees and act in accordance with
applicable law. The enterprise is created for the purpose of complex providing of the
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population with the goods. At the enterprise creation of the separate local document
regulating motivation of workers is necessary[140, p. 36].

2.2. ANALYSIS OF FINANCIAL AND ECONOMIC ACTIVITY OF
POWER CHINA LLC ON THE BASIS OF ANALYSIS OF MAIN ECONOMIC
INDICATORS

The financial condition of the enterprise is characterized by a system of indicators
that reflect the state of capital in the process of its circulation and the ability of the busi-
ness entity to finance its activities at a fixed point in time [117, p. 154].

Professional financial management requires in-depth analysis, which allows you
to more accurately assess the uncertainty of the situation using modern quantitative re-
search methods. In this regard, significantly increases the role of financial analysis, ie a
comprehensive systematic study of the financial condition of the enterprise and the fac-
tors of its formation in order to assess the degree of financial risk and forecast the level
of return on capital [70, p.54].

The analysis of financial and economic activity was studied by a number of
scientists, in particular: Kredisov Al, Khasbulatov RI, Vichevich AM and many others.

In the process of supply, production, marketing and financial activities is a
continuous cycle of capital, changing the structure of funds and sources of their
formation, the availability and need for financial resources and as a consequence - the
financial condition of the enterprise, the external manifestation of which is solvency
[113, p. 81].

The analysis of the main economic indicators includes an assessment of the com-
pany's performance in the past, today and in the future. Its purpose is to determine the
state of financial health of the enterprise, timely identify and eliminate deficiencies in
activities; find reserves to improve the financial condition of the enterprise [72, p.33-
40].

To analyze the main indicators of the enterprise used the data of financial state-
ments for 2018-2020: The main economic indicators of economic activity of LLC
"POWER CHINA" are shown in table 2.2.1 and Figure 2.2.1

From the data of table 2.2.1 it is visible, what financial results in economic activi-
ty the enterprise has reached for 2018-2020. Income (revenue) from sales of products
(goods, works, services) tends to increase (at the beginning of the period the growth rate
was 17.47% at the end of the period - 113.13%). The total income for the study period
increased by 8585.6 thousand UAH. Gross profit depends on revenue from sales of
marketable products and the cost of these products. Gross profit for 2018-2020 is not
stable, due to an increase in costs by 211.1 thousand UAH. The cost of goods sold in-
creased by 7643.0 thousand UAH. for 2019-2020. The increase in the cost of goods sold
led to an increase in administrative costs and other operating expenses, which led to a
decline in net profit by 640.5 thousand UAH. in 2020 compared to 2019 [105, p. 84].
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Table 2.2.1 Analysis of indicators of economic and financial activities of LLC
"POWER CHINA" for 2018-2020.

Yuctuin poxia

CobiBapTicTb
peanisoBaHOi NpoAyKLii

Yumctuii npmbyToK

Article 2 2 2 deviation growth
018 019 020 rate
212019 2020 2019
020 from[from  |{from {from
2019 [2018 [2019 [2018
Net income (revenue) from
sales of products (goods, works, 5 1 1 2 € ] 11
services) 710 | 2169.6 | 4295.6 | 126 | 459.6 | 7.47 3.13
Other income 1 5 1 8 J ] 23
5 0.2 36.5 6.3 52 | 7191 | 4.67
Total income 5 1 1 2 g ] 11
725 | 2219.8 | 4432.1 | 212.3 | 494.8 | 8.10 3.45
Cost of goods sold (goods, 3 9 1 2 f y 14
works, services) 853.5 | 369.7 | 1493.8 | 124.1 | 516.2 | 2.67 3.15
Other expenses 4 6 1 8 y ] 43
83.2 943 | 563.6 | 69.3 | 11.1 |25.21 .69
Total costs 4 1 1 2 f y 13
336.7 | 0064 | 3057.4| 993.4 | 727.3 | 9.74 2.07
Financial result before tax 1 2 1 - 1 . 55
388.3 | 155.8 | 374.7 | 781.1 | 67.5 | 36.23 .28
Income tax 2 3 2 - ] . 55
49.9 88 47.4 | 140.6 | 38.1 | 36.24 .26
Net profit 1 1 1 - € 1 55
1384 | 767.8 | 127,3 | 640.5 | 29.4 | 36.23 29
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Fig.2.2.1 Dynamics of the main results of economic activity of LLC "POWER

CHINA"
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We can say that the increase in cost and other costs were justified, as they led to
an increase in net profit by 629.4 thousand UAH. in 2019 compared to 2018, and the
growth rate was 92.5%. But unfortunately the situation has changed by 2020. [2, p. 45]

Let's analyze the state of business activity of the enterprise on the basis of calcu-
lation of coefficients. Table 2.3 and Figure 2.2.2 show the calculations of the coeffi-
cients.

Table 2.2.2 Analysis of business activity of POWER CHINA LLC for 2018-2020.

Indicator Calculation 2 y Devi Devi
018 | 019 | 020 |ation 2020 | ation of
from 2019 | 2019 from
2018

Total asset turn- BH from real / ] ) i
over ratio (transfor-  javerage annual value of 79 ‘ 03 42 0.61 1.24
mation ratio) assets ' ' ' '

Inventory turn- Cost / Invento- X & 3.95 475
over ratio, Co.z. ries are average annual | .32 07 | 2.02 ' '

Turnover ratio BH from real / , 1 i
of the total amount of javerage annual value of 11 ‘ 11 94 516 -10
receivables, receivables ' ' ' '

Term of turno- 1 4 15.3
ver of the total amount 365 / Kozzd ) 7.85 '
of receivables, Tozdz 7.06 | 2.43 1 0.28 !

Coefficient of
receivables turnover on BH from real / J 4 - 14.9
commodity transac- average annual value of 46 | 9.53 | 9.52 10.01 3

. receivables for goods
tions, Kodzto

Term of turno- 1 - i
ver of receivables on 365 / Kodzto 1.87
commodity transactions 0.55 37 24 3.18

Accounts paya- BH from real /
ble turnover ratio average annual value of @ 1 - 71.3
Commodity ’ accounts payable on 4,92 | 36.28 |14.14| 22.14 6

goods

Term of turno-
ver of accounts payable 5 y -
on commodity transac- 365/ Coxto .62 .68 .20 0.52 2.94
tions

Analyzing Table 2.2.2, we see that the ratio of total asset turnover has unstable
dynamics. The high level of turnover of stocks (3.95) is positively reflected in ensuring
the volume of sales (78, p. 54]. The term of inventory turnover decreased and amounted
to 349 days in 2020, which is -431.98 less than in 2019. The turnover ratio of the total
amount of receivables is the most important in 2018 - 21.1, which is due to a decrease in
the average annual value of receivables. In this case, the greater the number of
turnovers, the faster the company receives funds from its debtors (debtors). The
turnover ratio of receivables on commodity transactions has a dynamic to increase. The
turnover ratio of the total amount of accounts payable has the same trend. [23, p. 97]
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Fig.2.2.2 Dynamics of business activity indicators of POWER CHINA LLC

In general, the terms of turnover of the total amount of receivables are longer than
the terms of turnover of the total amount of accounts payable, which indicates an im-
provement in the solvency of the enterprise. The duration of the operating cycle and the
duration of the financial cycle decrease during the study period [67, p. 59].

Let's perform calculations of indicators of financial stability of LLC POWER
CHINA which will give us the information on a financial condition of the enterprise
presented in table 2.2.3 and in figure 2.2.3

Table 2.2.3 Analysis of indicators of financial stability of LLC "POWER CHI-

NA" for 2018-2020.

Characteristic 2 2 2 2[Evaluation of Evalua-
018 019 020 | 020 | 019 (the indicator tion of the indi-
from | from |by normative [cator by dynam-
2019 | 2018 alue ics
Coefficient of 0 0 0 - >0.5 magnifica
autonomy 15 .66 .62 | 0.03 | 0.09 tion
The coefficient 1 1 1 0 <2.0 reduction
of fin. dependencies .33 52 .61 .09 19
Coefficient of 0 0 0 - >0.5 magnifica
maneuverability .07 .06 .07 01 | 0.01 tion
Rated capital 0 0 0 0 <0.5 reduction
concentration ratio .00 .00 .00 .00 .00
Current 0 0 0 0 >0.5 magnifica
liabilities ratio .00 .00 .00 .00 .00 tion
Ratio of own - - - - >0.1 magnifica
funds 3.43 6.98 | 7.88 | 0.90 | 3.55 tion
Coefficient of 1 1 1 3 >1 magnifica
financial stability 075,69 | 419,24 | 250,58 |168.66| 43.55 tion
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Analyzing table 2.2.3 we can say that the coefficient of autonomy during the
study period tends to increase and exceeds the norm, it positively characterizes the
company. The coefficient of financial dependence in 2020 is 1.61. This value of the
coefficient is within the norm. Unlike the previous ones, the coefficient of
maneuverability is quite low (0.07). It has a significant deviation from the norm. This
ratio shows what part of equity is used to finance current activities [151, p. 88].
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Fig. 2.2.3 Dynamics of the integrated indicator of the level of threat of
bankruptcy of POWER CHINA LLC

The ratio of own funds also negatively characterizes the company. In 2020, it is -
7.88, while tea is the normative value> 0.1. The coefficient of financial stability exceeds
the norm in 2020 - 1250.58. This is 168.66 less than in 2019.

On the basis of the balance sheet it is possible to make a preliminary assessment
of the financial condition of the economy. To do this, it is necessary to identify positive
and clearly negative balance sheet items; assess the change in the balance sheet curren-
cy for the analyzed period; analyze the dynamics and structure of the balance sheet. In
the comparative balance sheet, the general data are supplemented by indicators of the
structure, absolute and structural dynamics of assets and liabilities of the enterprise for
the reporting period. Horizontal and vertical analysis techniques are used in compiling
and analyzing the comparative balance. In the horizontal analysis, absolute and relative
changes of different balance sheet items are determined. And in the vertical - determine
the share of individual articles and their changes. The presence of balance sheet items
indicates the satisfactory operation of the enterprise. [15, p. 173]

The analysis of dynamics and structure of property of LLC POWER CHINA is
presented in tab. 2.2.4.

Table 2.2.4 Analysis of the dynamics and structure of the property of LLC
"POWER CHINA"

ASSETS

2018

2019

2020

Deviati
on of 2020
from 2018

su

su |

su|
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m ete. m ete. |m ete.
weight weight weight
Non-current assets 68 79 84 15507
741.4 4.4 [707.8 5.7 [248.4 5.7
Current assets 41 35 37 -353.7
08.9 .6 89.5 3 55.2 3
Stocks 35 33 33 -232.9
35.1 6.0 31.2 2.8 [02.2 7.9
receivables for goods 13 28 37 -101.5
0.3 4 4 8 8 .0
receivables by 15 99 20 188.9
calculation 4 4 A 8 4.3 4
Other current 89 73 69 -20.2
receivables 4 2 8 A 2 .8
Cash and cash 33 59 14 -189.5
equivalents 3 1 T T 3.5 .8
BALANCE 72 83 88 15153.
850.3 00.0 [297.3 00.0 1|003.6 000 13
LIABILITIES
Equity 54 54 54 5.5
644.8 5.0 640.7 5.6  1650.3 2.1
Current liabilities 18 28 33 15147.
205.5 5.0 656.6 4.4 353.3 79 B
Payables 18 28 33 15154,
154.7 0.7 618.1 9.9 309.6 99 9
Other short-term 50 38 43 -7.1
liabilities 8 3 5 A v A
BALANCE 72 83 88 15153.
850.3 297.3 003.6 3

Table 2.2.4 shows that non-current assets are growing and in 2020 amounted to
84,248.4 thousand UAH. Current assets tend to decrease, during the study period they
decreased by 353.7 thousand UAH. Inventories also decrease in 2018-2020 by UAH
232.9 thousand. Accounts receivable for goods decreased significantly in 2018-2020, a
slight increase is observed in 2020 - 28.4 thousand UAH. Cash and cash equivalents
decreased by UAH 189.5 thousand during the study period. Analyzing the liabilities, it
should be noted that current liabilities increased in 2018-2020 by UAH 15,147.8 thou-
sand.

Accounts payable reached UAH 33,309.6 thousand, which is UAH 15,154.9 more
than in 2018. Other short-term liabilities decreased by UAH 7.1 thousand. this reduction
Is positive for the company. In the table. 2.2.5 presents an analysis of the state and capi-
tal structure of the property.

Table 2.2.5 Analysis of the state and capital structure of the property of LLC
"POWER CHINA"

Indicator 2 2 2 Deviatio
018 019 020 n of 2020 from
n y 2
orm 019 018
Own funds ratio (Share of current > - - - - -
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assets) 0.1 343 698 [7.88 0.9 4.45
Coefficient of autonomy (concentra- > 0 0 0 : -
tion of VC) 0.5 .75 .66 .62 0.04 10.13
Coefficient of financial dependence < 1 1 1 ( 0
2 33 52 .61 09 28
Coefficient of concentration of LC < 0 0 0 ( 0
(debt) 0.5 .25 .34 .38 .04 13
Accounts payable to receivables ra- 1 7 1 1 : 3
tio 458 4236 [07.14 [35.22 [2.56
Maneuverability of working capital ac - - - ( 0
cording [0.25 0.13 |0.11 |02 14
to the
plan
Coefficient of maneuverability of > - - - : -
\VC 0.5 026 046 [0.54 0.08 [0.28
Ratio of borrowed funds in non- < 0 0 0 ( 0
current assets 0.1 .0 .0 .0
Ratio of long-term borrowings < 0 0 0 ( 0
0.5 .0 .0 .0
Long-term liabilities ratio < 0 0 0 ( 0
0.2 .0 .0 .0
Current liabilities ratio > 1 1 1 ( 0
0.5
Funding ratio (ratio of LC and LC) < 0 0 0 ( 0
0.5 .33 52 .6 .08 27
Coefficient of financial stability > 3 1 1 : -
1 91 .64 0.27 [1.36
Financial leverage ratio < 0 0 0 ( 0
0.1
Working capital stock ratio (RC) > - - - : -
0.2 399 752 896 144 497
Business insurance ratio > 0 0 0 ( 0
0.1
Coefficient of security of current as- ac - - - : -
sets of the Republic of Kazakhstan (Owncording 3.43 6.98 [7.88 |0.9 4.45
current assets) to the|
plan
Working capital (Own current assets| - - - - -
(funds)) 14096 [25067 [29598 14531 15501
Working capital - - - - -
14096 [25067 [29598 14531 15501
Net assets 5 5 5 : 1
4315.1 4583.7 4508.6 [75.1 [93.5

Table 2.2.5 shows that the ratio of own funds is low during the study period and
has a significant deviation from the norm. In 2020, -7.88. The coefficient of autonomy
during the study period tends to increase and exceeds the norm, it positively
characterizes the company. The coefficient of financial dependence in 2020 is 1.61.
This value of the coefficient is within the norm. The concentration coefficient of LC for
2018-2020 does not exceed the normative value (0.5). The ratio of accounts payable and
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receivables is the highest in 2018 - 142.36. This indicates an excess of receivables over
accounts payable. The ratio of current liabilities - 1, is a positive excess. Funding ratio
(ratio of LC and LC) - 0.6 in 2020 is 0.08 more than in 2019. The coefficient of
financial stability (stability) exceeds 1 and is 3 in 2018. The ratio of inventories of
working capital is below normal.

The introduction of a flexible work schedule for certain categories of employees,
due to quarantine restrictions, has saved significant financial resources in 2020. This is
both a kind of motivation for employees and savings when renting office space [62, p.
283].

It should be noted that the company does not have an approved system of
employee bonuses. This leads to almost often chaotic encouragement and
dissatisfaction, and sometimes conflict situations between employees and the
administration of the enterprise. For a fair system of employee incentives, it is necessary
to develop and approve a system of employee incentives, depending on the labor
contribution of each employee in the activities and development of the enterprise. This
will avoid controversial issues, conflict situations and will lead to regulatory regulation
of the incentive system for employees at the enterprise. Therefore, it is necessary to
develop a system of indicators of employee incentives in the enterprise [63, p. 77].

Having analyzed the state of financial and economic activity of POWER CHINA
LLC on the basis of the analysis of the main economic indicators the following
conclusions are made.

The company is developing steadily, which allows to increase the level of
employee incentives. At the present stage of enterprise development, it is advisable to
introduce a system of tangible and intangible motivation. This will stop staff turnover,
promote employee initiative, identify shortcomings in the management and work of
individual employees. The introduction of a flexible work schedule for certain
categories of employees, due to quarantine restrictions, has saved significant financial
resources in 2020. This is both a kind of motivation for employees and savings when
renting office space. For a fair system of employee incentives, it is necessary to develop
and approve a system of employee incentives, depending on the labor contribution of
each employee in the activities and development of the enterprise [152, p. 64].

2.3. EVALUATION OF MANAGEMENT METHODS AT THE
POWER CHINA ENTERPRISE

Complex processes of formation of market relations in Ukraine have their own
characteristics at the level of the enterprise, whose position in a market economy is
changing radically. Being economically independent and fully responsible for the
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results of its activities, the company must form a management system that would
provide it with high efficiency, competitiveness and a stable market position. Enterprise
(organization) management technology is a continuous, dynamic, consistent, stable,
changing, purposeful process that has a cyclical nature. It is formed due to the
continuous flow of management functions, each of which is part of this process.
Questions of evaluation of management methods, covered in the works of such
scientists as Zabrodskaya LD, Zavadsky JS, Kindratskaya Gl, Klimova Ol Kuzmin OE,
Lakhtionova LA, Likhota UP, Mizyuk BM, Mishchenko AP and many others. The
effectiveness of management largely depends on the organization of analytical work at
the enterprise, the depth of analysis of its production, financial and marketing activities.
Analysis as a special function of management is the process of collecting, processing,
understanding and interpreting the data obtained for the preparation and adoption of
management decisions.
Characteristic features of organizational and managerial management methods
are:
direct impact on the object of management;
mandatory nature of execution of instructions, orders, resolutions and other
administrative decisions of higher governing bodies for subordinate objects;
strict liability for non-compliance with instructions and directives.
The management process is a set of continuous, consistently performed

them, interrelated actions for the formation and use of resources of the
organization to achieve its goals. These actions are important for the success of the
organization and are called management functions. Thus, the management process is
the sum of all functions.The word function (from the Latin funcitio - performance,
realization) means duty, circle or type of activity, purpose, role [10, p.400].

Management functions- these are relatively separate areas of management
activities that allow to exert some influence on the management object in order to
achieve the task[106, p. 40].

The functions must have a clearly defined content, an elaborated implementation
mechanism and a defined structure within which its organizational separation is
completed. Content means actions that must be performed within a specific
function[107, p. 96].

The content of actions and functions performed in the management process
depends on the type of organization (administrative, social), size and scope of its
activities (production, education, trade, household services), the level of leadership in
the management hierarchy (higher, middle or lower), its role within the organization
(production, marketing, finance, human resources) and a number of other factors [118,
p. 53].

According to changes in the size and type of production, management functions
remain the same, only the amount of work on their implementation changes. Thus,
regardless of the size of the enterprise, each of them performs a planning function. In a
large enterprise, a planning department can be created to perform it, in a small one this
function can be performed by one economist, and in small organizations these
responsibilities are assigned to one of the part-time specialists. As you move up from
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one management level to another, the amount of work on the function increases, and
therefore increases the number of employees who perform it. This creates a single
system of bodies to perform each management function[168, p. 79].

With the deepening division of labor management, as a single function is differ-
entiated, there is a selection and separation of specific types of management activities.
The function is performed by a certain number of employees, each of whom in the pro-
cess of daily work performs certain types of work. Proper allocation of functions allows
close and similar in nature work to combine into one link. This simplifies the structure
and facilitates the coordination of functional units of the management of the enterprise,
association[169, p. 104].

Based on the composition and scope of work on the functions determine the ra-
tional construction of management (departments, services, sectors) and the number of
specialists in each function, develop organizational regulations (regulations on services,
job descriptions, etc.). Functional distribution of management processes, their classifica-
tion are crucial because they determine the objectives and activities of the entire man-
agement staff.

Management functions, depending on the objectives of the study are divided by
the following characteristics: the content of the management process; belonging to the
spheres of production and economic activity; the content of work and operations per-
formed within the management function (general management, specialized activities,
maintenance); belonging to different types of managerial work (production, economic,
technological, organizational, etc.)[65, p. 23].

In social production there are functions of management of industry, agriculture,
transport; in the field of circulation - financial management, trade, logistics. Manage-
ment functions are divided into general (universal), which are suitable for different
management processes, because they express the essence of management, as well as
specific (special) functions that convey the content of management. The carriers of gen-
eral functions are the entire control system as a whole, and specific - parts of the system
that have a local, specific nature[64, p. 158].

General functions of management- planning, organization, motivation, control,
coordination, accounting and analysis are mandatory for all enterprises. Each of these
functions is vital to the organization. However, planning as a management function pro-
vides a basis for other functions and is considered the main, and the functions of organi-
zation, regulation, motivation, control and accounting are focused on the implementa-
tion of tactical and strategic plans [11, p. 367].

Planning- the main function of management, which involves forecasting,
defining goals, strategies, policies and objectives of a formation; means consciously
choosing what works, how, to whom and when.

Organization, as a function of management aimed at the formation of
management and control systems, as well as links and relationships between them,
ensuring orderliness of technical, economic, socio-psychological and legal aspects of
each business entity [89, p. 58].

Motivation- is the process of motivating employees to highly productive activi-
ties to meet their needs and achieve the goals of the organization.
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Control - is a system of monitoring and verifying the compliance of the
enterprise with established standards and other standards, identifying deviations from
decisions and determining the reasons for non-compliance [88, p. 83].

Coordination, as a function of management is a process aimed at ensuring the
proportional and harmonious development of various aspects (production, technical,
financial, etc.) of the object at the optimal cost of material, financial and labor
resources.

Regulation- is a type of managerial work, the purpose of which is to overcome
the contradiction between the organization and disorganization, the order and the factors
that violate this order [12, p.384].

The functions of the management of the enterprise, which depend on the charac-
teristics of the managed object, are called special or specific. In the conditions of branch
enterprises allocate the following special functions of management:

- General line management of the enterpriseand its production units include:
addressing issues of economic development and mobilization of workers for their
implementation; control of strategic decisions; external relations; organization of work
of collective governing bodies (shareholders' meetings, boards of directors, heads of
internal economic cooperatives, etc.)[60, p. 164].

The functions of general management are performed by heads of enterprises and
institutions (their deputies), production units (foremen, foremen, farm managers),
service units (heads of machine shops and garages, construction crews), and partly
heads of a number of functional units. These functions are distinguished primarily by
the level of management and are directly related to the hierarchical structure of the
apparatus, which forms the basis of linear subordination.

- Operational planning and production managementprovides: development of
operational plans; drawing up tasks; collection of information on the performance of
works; distribution of material and labor resources; control and regulation of produc-
tion; conducting meetings and dispatching meetings, development of operational deci-
sions, control over the implementation of decisions.

Execution of this function is contained in maintenance of necessary coordination
of actions of all links of the enterprise, performance of operative planning of work of
the enterprise and its divisions; implementation of operational preparation for
production (readiness of equipment, necessary materials, availability of labor); control
over the implementation of the production program. Particular attention should be paid
to the coordination of all services of the enterprise, the rapid elimination of differences.

This function is performed mainly by heads of production units, employees of
the dispatching service, as well as heads of enterprises and farms, chief specialists.

- Management of technological training provides the development and
implementation of advanced technology that promotes the production of competitive
products. To achieve this: technological processes are improved, technological maps,
plans, instructions are drawn up; control over observance of technical and technological
requirements of production is carried out; applications for material and technical
resources are drawn up; environmental and preventive measures are carried out; best
practices and staff training are studied.
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- Management of technical preparation of production, energy and transport
services - is carried out by specialists in engineering. Their task is to ensure the
operational readiness of the relevant technical means and to ensure the main production
of various types of equipment, energy, transport; timely execution of necessary repair
works, calculation of the need for technical means, spare parts; preparation of
documentation for write-off from the balance of the enterprise of machinery and
equipment, providing employees with equipment and tools.

- Forecasting and technical and economic planning - performed mainly by
specialists of the planning and economic service, as well as to some extent by business
leaders and chief specialists. Their responsibilities include: development of long-term
forecasts, main sections of the business plan; feasibility study of investment directions;
determining the economic efficiency of technological and technical solutions;
development of norms and standards on labor and wages; organization of control over
the implementation of planned indicators and tasks; development of measures to
stimulate the activities of employees; high-quality performance of work on this function
has a positive effect on the results of the enterprise.

- Management of human resources and social development of the organization -
is carried out by heads and specialists of departments, as well as employees of the
personnel department. This function includes: planning the need for personnel and their
accounting, training, retraining and advanced training, monitoring the state of labor
discipline; drawing up vacation schedules; certification of managers and specialists;
promotion; personnel reporting; issuance of characteristics and certificates at the request
of various organizations, as well as the creation of a favorable socio-psychological
climate in the workforce.

- Organization of labor and wages - engaged in economists and the main areas of
this function are: study and implementation of effective forms of organization and
systems of remuneration; development of measures to motivate work to highly
productive work; calculation of bonuses for other rewards; control over the correctness
of contracts and calculations for them; rationing of all types of work; development of
prices; analysis of working time costs; control over the use of the salary fund,
assignment of classes and ranks to employees; design of management staff, the cost of
its maintenance; development of regulations on structural units and job descriptions.

- Logistics management. This function is mainly performed by warehouse
managers, freight forwarders, as well as chief specialists and managers. The main areas
of their management activities are: preparation of applications and orders for materials
and products; control over the execution of applications; drawing up of limit-intake
maps; organization of warehousing, development of product sales schedules; liaison
with suppliers, procurement and trade organizations.

- Marketing management is a function in the management process, which is due
to the formation of an adequate market mechanism for managing production and
marketing activities of the enterprise. Marketing management is provided by highly
qualified marketers and economists. Main areas of work: comprehensive study of the
market and consumer requirements; study of the dynamics of current and potential
demand; market situation analysis; advertising of products and services; study of the



50

relationship between product price and demand; analysis of production costs and sales
channels; price policy forecasting; study of the most effective places of trade, product
range planning, development of a marketing plan at the enterprise.

At large enterprises, especially associations of industrial and agricultural
holdings, it is recommended to create an independent marketing service, and in small
organizations - to combine it with the economic or logistics service.

- Management of capital construction and reconstruction - this function includes:
development of plans for construction and installation and repair work; concluding
contracts for work with contractors; control over construction and installation works,
commissioning of production and other facilities; preparation of project documentation.
This function is performed by civil engineers, foremen, foremen, raters on construction.

- Management of financial resources and accounting - carried out by business
leaders, accountants, accountants, payroll, cashiers. The main types of their activities
are: timely accounting of material values, output and production costs; implementation
of the economy mode; drawing up a financial plan and calculating the need for funds;
statistical reporting; management of fixed assets and working capital; analysis of the
financial condition of the enterprise, its solvency and liquidity; control over the correct
spending of funds and production resources, receivables and payables; conducting
optimal dividend policy; preparation of proposals to increase the financial stability of
the enterprise.

- Labor protection and safety carried out by occupational safety engineers,
whose job responsibilities include: incoming safety briefing when hiring; re-
certification and acceptance of safety tests; control over observance of legislative
norms; rules of safety and industrial sanitation; investigation of accidents at work;
drawing up applications for overalls and protective equipment; organization of medical
examinations, preparation of quarterly and annual reports.

- Control over the quality of work and products is carried out by qualified
specialists who develop and improve a comprehensive quality management system at
the enterprise, monitor compliance with standards for manufactured and processed
products; organize control and assess the quality of work; make proposals to stimulate
it.

Management of business services and record keeping are engaged in heads of
economy and cultural and household establishments, clerks, secretaries who provide
normal conditions for performance of the basic functions.

Record keeping ensures the registration and execution of documents, control
over their passage and storage, receipt in the archive. The function in large enterprises is
performed by the office, in small -secretary.

- Management of foreign economic activitycarried out by specially trained
highly qualified specialists engaged in establishing foreign economic relations,
searching for foreign investors and partners; negotiations, creation of joint ventures,
development of leasing operations; expansion of export deliveries and import
operations, licensing of foreign economic activity; information support of managers on
foreign economic activity.

MANAGEMENT FUNCTIONS
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Figure 3.2.1 Classification of management functions

The study of management functions can not be approached from a purely formal
point of view, but it is necessary to identify and analyze changes in the content of
management concepts and provisions. These changes reflect the deep processes taking
place in the world economy, to which, in turn, modern organizations are trying to
adapt.[138, p. 111].

Management functions are more complete in terms of an integrated approach to
the activities of the organization, the use of targeted management and the creation of
program-target structures, through which the tasks set before it[153, p. 88].

Management acts of POWER CHINA LLC, which are carried out by managers,
are divided into two types: regulatory and individual.

Normative acts of farm management (Charter of the enterprise, regulations on
structural units, instructions, etc.) determine the purpose, objectives, functions, rights
and responsibilities of the farm, its departments and officials of the management staff
[154, p. 92].

Individual acts of management in the economy (orders, instructions, instructions,
etc.) are addressed to certain objects of management, determine their next tasks.

Organizational influence on the object of management is carried out in the form
of regulation, regulation, instruction and information. It is a means of influence through
long-term documents [118, p. 65].

Organizational regulations in POWER CHINA LLC are based on the use of
Ukrainian legislation and local regulations, compliance with which is mandatory for
both the manager and all employees of the company. On the basis of legal norms
contained in laws, decrees, regulations, decrees and resolutions of legislation, the
Charter and other documents. POWER CHINA LLC has developed regulations on
departments and services, as well as job descriptions for all officials.

Influence on the system that is managed, with the help of organizational rationing
Is realized through the establishment of standards that specify the boundaries of any ac-
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tivity, the parameters of technical and economic processes. The following standards are
used in POWER CHINA LLC:

- technical and technological - regulate the use of equipment and auxiliary
materials;

- planning and economic - cover the regulation of wages and incentives, deadlines
for statistical reporting;

- labor - is the norms of production, norms of the number of employees, norms of
time for work and rest, work schedule, etc .;

- financial and credit - regulate the procedure for obtaining loans and liquidation
of debts, the creation of general and special purpose funds, the procedure for allocating
losses and damages to the results of activities, etc .;

- organizational and managerial, they include typical management structures,
norms of subordination, the order of development and adoption of management
decisions, etc.

Organizational and methodological instruction is also an effective means of in-
formational influence on the workforce or on an individual employee. POWER CHINA
LLC develops rules that regulate organizational and special aspects of its activities, de-
partments and officials with the help of methodological guidelines, developments and
instructions. The order of performance of any works, use of technical means is defined.
In particular, the informational influence used in the economy includes the use of acts,
protocols, memos, official letters, statements. Also, in order to instruct POWER CHINA
LLC, they practice the design of premises with organizational documentation on work-
ing conditions. These are stands with the names of organizational units, layouts, proce-
dures, internal organizational instructions. All this improves the organizational working
conditions, contributes to its successful implementation. [23, p. 274]

It should be noted that the complex system of organizational relations and
connections that are manifested in the management of the enterprise is formed
consciously (ie in the process of human activity) to implement the two main functions
of management: organization and coordination. Thus functioning of this system is
carried out by means of various methods of management, and in other words, in the
course of organizational activity. It is worth noting that methods play a very important
role in management. Based on them, a clear division of responsibilities, compliance
with all norms and powers in resolving issues of economic activity, as well as the
application of measures of responsibility [39, p.150].

The focus of management methods on achieving management goals, compliance
with internal regulations and maintaining the management system of the organization -
these are the main problems that determine the relevance of the topic of this thesis. The
purpose of the study of the modern structure of management methods is to determine
their effectiveness and develop proposals for their improvement. It should be noted that
management methods have a special place in the management system. This is due to the
fact that they create the necessary conditions for the functioning of the organization. It
iIs with the help of methods that labor collectives are created, organizational
management structures are formed, the activity of the organization is regulated and
provided with instructions that fix the mechanism of work with personnel. In fact, for
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the effective implementation of these procedures in the framework of these methods
requires a set of techniques and methods that would be based either on direct coercion
of people to certain behavior in the interests of the organization, or on creating
opportunities for such coercion. Thus influence in most cases is characterized by
unambiguity, one variant of performance of the set tasks. This approach will ensure
organizational clarity and discipline.

It is management methods, answering the question of how to perform
management work, allow you to form a system of rules, techniques, approaches and
ways to influence the managed object to achieve goals, reducing the time spent on their
implementation. The main content of management activity is realized through
management methods. So, let's reveal in more detail the concept of "management
method”. The concept of "management method" is inextricably linked with the
etymology of the word "method”, of Greek origin "method", and has two meanings: -
way to achieve the goal; - method, method or mode of action. Depending on the
individual characteristics of the direction and content of methods in science, there are
different classifications and formulations of the concept of "management methods" [44,
p.256]. Management methods are understood as a system of ways and methods of
influencing the managed object in order to fulfill the mission and achieve the goals of
the organization. You can also give some definitions from other sources:

- "Management methods - are ways to exercise managerial influence on staff
to achieve the goals of production management”;

- "Management methods are a system of rules and procedures for solving
various management tasks in order to ensure the effective development of the
organization™;

- Another definition of management methods is the following: "methods of
management activities used to set and achieve its goals."

The implementation of management functions and principles is carried out
through the use of various methods [86, p.432]. In management, management methods
occupy a special place, helping to perform a particular management work most
effectively, reducing the time spent on the entire implementation and implementati-
n[124, p. 67]. The choice and implementation of management methods can be based on
the following principles:

- purposefulness, ie the application should motivate employees to act to
achieve a certain goal or a combination of them;

- opportunities to be implemented, ie there must be an opportunity to
develop and implement measures to implement the chosen method of influence in
accordance with legal and social norms, available resources and technical means;

- adaptability, ie the methods used must be carried out in a form that allows
them to adapt to the changing situation;

- efficiency, ie the application of the chosen method should ensure the
achievement of the maximum possible social and economic effect with minimal costs
for the development of measures implementing the method.

Management methods are classified according to numerous characteristics. They
form economic and social interests, relationships between people and their legal
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relations. The main content of management activity is realized through management
methods. Management methods are a tool of professional management work and offer a
set of tools for effective management influence on staff and the organization as a whole
to achieve the goals [83, p.302]. One or another method of management will be quite
effective and will achieve the goals of management only if it complies with the
objective laws inherent in the method of production. To achieve the goal, it is not
enough that the method simply meets the requirements of objective economic laws. He
must implement these requirements in the form of a way to influence labor collectives
and individual production workers, because economic processes do not exist outside the
activities of participants in the production process. Enterprise management involves
solving a large number of interrelated tasks, ranging from planning the development of
production for the future and ending with the control of individual workflows during the
implementation of variable tasks. Solving these problems gives rise to a great variety of
management methods. Classification of management process methods is important for
management. Methods of the management process are ways of performing individual
operations, procedures, works that form the management process. The methods of the
management process include: starting from planning the development of production for
the future and ending with the dispatching regulation of individual work processes
during the implementation of variable tasks. Solving these problems gives rise to a great
variety of management methods. Classification of management process methods is
important for management. Methods of the management process are ways of
performing individual operations, procedures, works that form the management process.
The methods of the management process include: starting from planning the
development of production for the future and ending with the dispatching regulation of
individual work processes during the implementation of variable tasks. Solving these
problems gives rise to a great variety of management methods. Classification of
management process methods is important for management. Methods of the
management process are ways of performing individual operations, procedures, works
that form the management process. The methods of the management process include:

- goal management method,;

- methods of development and optimization of management decisions.

The goal management method is the most effective and popular in the West. The
method of management by objectives is a method of influencing the subject of
management on the object of management for the practical implementation of strategic
and tactical goals of the management system. Goal management is a method of
improving the effectiveness of the organization, and is a method of combining planning,
control and motivation, which is successfully used by many organizations to reduce
conflicts and reduce the negative reaction of people to control by participating in this
process. This method helps to implement the strategy by improving the relationship
between the goals of subordinates, the goals of their superiors and the goals of the entire
organization. The group of methods for developing and optimizing management
decisions includes 4 subgroups:

1. Methods of problem statement (methods of collection, storage, processing and
analysis of information; method of factor analysis; method of modeling).
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2. Methods of developing solutions (nominal group technique method, Delphi
method, brainstorming method, Kingise method).

3. Methods of decision selection (economic-mathematical method; system of
weighted criteria).

4. Methods of organizing the implementation of the decision (drawing up an
implementation plan, methods of direct influence, methods of material incentives,
methods of monitoring the implementation of works).

There are a sufficient number of classifications of management methods, but the
most important is the classification based on objective laws inherent in the management
system, as well as the needs and interests of those affected. On this basis, the following
management methods are distinguished:

1. Group of methods for influencing the staff of a business enterprise (at the
individual and group levels):

1) organizational and legal (administrative);

2) economic (basic in this group);

3) socio-psychological.

2 Group of methods aimed at the organization as a whole:

1) network methods (complete graphic model of a set of management works to
perform a single task with the definition of the logical relationship and sequence of
management work);

2) balance sheet methods (consideration on a systematic basis with the functional
areas of management of the ratio of income and expenses, assets and liabilities, savings
and losses).

3. Group of complex management methods for technology implementation:

1) situational analysis;

2) system analysis;

3) reproductive analysis;

4) structural and functional analysis.

Comparison of the most popular methods, from the second group, is presented in
table 3.1.1. Listed in table. 3.1.1 characteristics of management methods are aggregated,
reflecting the predominance, or priority, of a particular feature for a particular group of
methods. The novelty of this table is the systematic approach to the problem. In the
practice of management, as a rule, use different methods and their combinations.
Therefore, management methods are very closely related to each other, and together
form a certain system, being in constant dynamic equilibrium. Consider in more detail
each of the groups of methods[125, p. 87].

Economic management methods are a system of techniques and methods of
influencing performers through a specific comparison of costs and results (material
incentives and sanctions, financing and lending, salary, cost, profit, price). Economic
methods of management - is the relationship of subject and object - contractual -
commodity-money [53, p.349]. They are characterized by:

1) the freedom of the subject and object of management, sufficient for the
realization of their interests in the contractual process;
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2) fulfillment of contractual obligations. These methods are based on objective
economic laws, specific laws of market economy, as well as the principles of
remuneration for work, which have certain features in each firm.

The essence of economic methods is to, using economic incentives, to intensify
the activities of each employee in the right direction and at the same time help build the
economic potential of the enterprise as a whole. Not only do they still maintain their
priority in the system of methods, but in a market economy really play the role of basic
ways to influence people's behavior, intensify their work, increase the business activity
of enterprises.

The use of economic methods encourages more effective feedback, which has a
positive effect on the control function. The use of economic management methods
allows to activate staff in the implementation of tasks, allows to make the management
process more adaptable and flexible in relation to a particular workforce. Economic
management methods reflect the socio-economic nature of the company and contribute
to its development in today's market conditions.

Table 1.1.1 Comparative characteristics of management methods

Signs of Groups of management methods
management Organizat Economic Socio-
methods ional and legal psychological
The main Implemen Achieving the Achieving
purpose of tation of laws, competitiveness of the mutual
management directives, plans released objects understanding
Management Hard Adaptive to Adaptive
structure situations to personality
Form of State Corporate, Private
ownership, where private, public
methods are mainly
used
The subject of Team, The individual The
influence individual individual
Form of With the Motivation Management of
influence help of socio-
regulatory and psychological
methodological processes
documents
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The main Diligence Professionalism in Psychologi
requirement for the | , organization this field cal stability of
subject when the individual
applying methods
The type of Linear, Problem-target, Brigade
organizational functional matrix

structure for which
these methods are
most acceptable

Listed in table. 1.1.1 characteristics of management methods are aggregated,
reflecting the predominance, or priority, of a particular feature for a particular group of
methods. The novelty of this table is the systematic approach to the problem. In the
practice of management, as a rule, use different methods and their combinations.
Therefore, management methods are very closely related to each other, and together
form a certain system, being in constant dynamic equilibrium. Consider in more detail
each of the groups of methods.

Economic management methods are a system of techniques and methods of
influencing performers through a specific comparison of costs and results (material
incentives and sanctions, financing and lending, salary, cost, profit, price). Among the
economic methods of influence are planning, economic calculation, pricing, financing,
financial incentives and securities [54, p.13-20].

The system of economic levers at different levels of government is used
differently. It is specified and modified depending on the content of management tasks.
At the national level, the management of the economic system is carried out on the basis
of developed indicators of intersectoral balance. In this case, the levers of economic
management are determined on the basis of aggregated indicators. At the level of
association of enterprises, the nature of the levers of management of the economic
system is carried out through the production resources and results of production and
economic activities of the enterprise. Production resources include the management of
the use of labor, energy, natural and monetary resources, means and objects of labor.
Advantages of economic methods: the initiative is stimulated, the creative potential of
employees is realized on the basis of satisfaction of material needs. Disadvantages:
many needs that remain outside the sphere of material interest remain unmet, which in
turn reduces motivation. Thus, economic methods are based on the correct use of
economic laws, and each specific economic method includes both individual methods of
influence and their combination. According to the methods of influence, economic
methods are known as "gingerbread methods". Administrative (organizational and
administrative) management methods are a set of ways and means of influencing staff
based on power and discipline. Their feature is - a direct impact on the object and
behavior of performers in a particular situation. The form of expression is orders and
orders of the highest body, which are binding on the lower. Based on a clear division of
rights, responsibilities and duties of the governing body, which are enshrined in the
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provisions of structural units, instructions and functional responsibilities of officials. In
the command administrative method of management - the relationship of subject and
object - power and subordination. The administrative method is an operational influence
on the production process, on the one hand, and making promising and effective
decisions to improve the management and production system - on the other hand.
Organizational influence includes: - organizational regulation (development of
regulations on units that define their functions, rights and responsibilities, development
of staffing); - organizational rationing (development of various standards, such as labor
(ranks, rates), profitability standards, internal regulations);

Administrative methods focus on such motives of behavior as the perceived need
for work discipline, a sense of duty, a person's desire to work in a particular
organization. These methods of influence are distinguished by the direct nature of the
influence: any regulatory or administrative act is subject to mandatory implementation.
Administrative methods are characterized by their compliance with legal norms in force
at a certain level of government, as well as acts and orders of higher government bodies.
There are five main ways of administrative influence: organizational influence,
administrative influence, liability and penalties, disciplinary liability and penalties,
administrative liability.

Administrative management methods are a powerful lever to achieve the results
of the set goals in cases where you need to subordinate the team and direct it to solve
specific management tasks. The ideal conditions for their effectiveness are a high level
of regulation of management and labor discipline, when managerial influences are
implemented without significant distortions by lower levels of government. This is
especially true in large multi-level management systems, which include large
enterprises[108, p. 83]. The main advantages of the method:

1) ensures the unity of the will of management to achieve the goal;

2) does not require large material costs;

3) in small organizations, goals are quickly achieved and a rapid response to
changes in the environment is provided.

The disadvantages of this method are:

1) suppressed initiative, creative work;

2) there are no effective incentives to work and there may be "anti-incentives";

3) in large organizations, managers are not interested in improving competence,
so it is in short supply.

Recently, the role of administrative methods in enterprises has decreased.
Contradictory processes in society hinder the use of administrative methods: rising
unemployment and part-time employment in enterprises, high inflation in recent years
and late payment of wages, low discipline of resource supply, exceeding the growth rate
of consumer prices over wage growth. Thus, administrative methods are a way of
carrying out managerial actions on staff and are based on power, discipline and recovery
and are known in history as the "whip method".

Socio-psychological methods of management - are carried out by leading the
influence on the social principles of the team. They are based on the study of the social
composition and conditions of labor collectives, individual characteristics and interests
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of the employee. The results of industrial success are largely determined by the socio-
psychological climate in the team, meeting the cultural, household and other needs of
workers. The essence of socio-psychological methods is to influence the non-economic
interests of workers and economic contractors to use an effective mechanism of work.
They are based on the motivation of the needs and interests of the individual, the team,
on their professional connections and communication, initiate creative and professional
activity.

Socio-psychological methods - managerial relations of subject and object,
contractual, without material basis. Terms of implementation: one of the parties initiates
the contractual process, the other does not reject it. This method has two main purposes:

1) the creation of a favorable moral and psychological climate in the team and
respectful (trusting) relations between the leader and subordinates;

2) providing opportunities for the development and realization of personal
abilities of employees, which in turn will increase satisfaction and, as a consequence,
the efficiency of employees and the company as a whole[109, p. 55].

Socio-psychological management methods involve mechanisms based on moral
and emotional stimuli to maintain a positive microclimate in the workforce. These
methods affect a person through pleasure and persuasion, using different techniques:
persuasion, suggestion, "infection with an idea." Socio-psychological methods are
expressed in the creation of the team, the education of a favorable atmosphere in it,
planning social development, in the continuous improvement of leadership style[110, p.
290]. They are based on ways of motivating and morally influencing people and are
known as "methods of persuasion”.

Advantages of the method:

1) include mechanisms of labor motivation, not related to the satisfaction of
material needs;

2) practically no material costs are required.

Disadvantages:

1) incentives based on people's material needs are not used,;

2) it is difficult to predict the results.

Thus, modern management of the company can not do without socio-
psychological management methods, which always complement both administrative and
economic methods of management[155, p. 62]. To determine the effectiveness of
management methods, it is necessary to establish the criteria and indicators by which
the evaluation is conducted. Criteria are understood as the most general quantitative
characteristics of the results of managerial work. It is subordinate to the criterion and is
the basis for its definition. Thus, the set of labor indicators will express the evaluation
criterion. In these conditions, the main generalizing indicator of economic success is
profit[68, p. 102].

Gross profit is a source of reimbursement of current expenses, which is measured
in absolute terms - hryvnia. The level of gross profit is one of the indicators of the
effectiveness of the organization, which shows the amount of trade overlaps per hryvnia
sales. The difference between gross profit and gross expenses of the enterprise is net
profit. After the payment of part of the profit on the obligations of the enterprise, all that
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remains is at the disposal of the enterprise. Payments for production development,
wages and social needs are already being made[141, p. 78].

With the help of economic management methods are formed such conditions
under which the workforce is stimulated to work effectively with economic incentives.
As for the application of socio-psychological management methods to the staff of the
enterprise, they are usually used quite well, although not fully. Thus, for the impact on
the team to be the most effective, it is necessary to form a positive socio-psychological
climate in the team, knowledge of moral and psychological characteristics of individual
employees, which will largely solve educational, organizational and economic
problems[142, p. 66]. For these purposes, the management of the enterprise uses socio-
psychological methods, which are a set of specific ways to influence personal
relationships and connections that arise in work teams, as well as the social processes
taking place in them. They are based on the use of moral incentives to work, affect the
individual through psychological techniques. This is achieved through techniques that
are personal in nature, ie personal example, authority. The need to use these methods is
obvious, as they allow you to take into account the motives and needs of employees, to
make optimal management decisions.

The success of a particular enterprise depends on the proper use of various forms
of socio-psychological influences, which form a healthy interpersonal relationship. It is
important to note that effective management is possible only on the basis of a
combination, inseparable unity of three groups of methods - administrative, economic
and socio-psychological[91, p. 82]. As a clear example of the application of modern
management methods, we give a comparative analysis of management systems in the
United States and Japan, as they are leaders in this field. In the United States, there are
several main directions in the management system: - the development of the employee's
personality in order to effectively use his work potential. This is done by providing
opportunities to improve skills, develop skills, improve knowledge, be independent,
increase the diversity of work; - change of the basic forms of motivation of work which
in modern conditions represent an inseparable combination of moral and economic
forms of stimulation; - development of industrial democracy[90, p. 60].

The essence of the development of industrial democracy in the transition from
rigid authoritarian forms of labor management to flexible collective forms, expanding
the rights of ordinary workers in management, giving him the opportunity to express
their views and participate in condemning industrial problems. For example, the
formation of autonomous teams. The company's management delegates to the team a
number of functions of planning, control, remuneration, the right to independently
choose a foreman. Modern American companies use analytical systems of
remuneration, the feature of which is the differential assessment in points of the
complexity of the work performed, taking into account the qualifications of the
performer, physical effort, working conditions. In this case, the variable part of the
salary (bonuses, incentives, bonuses), which is used as an incentive to improve product
quality, save raw materials, increase productivity,[76, p. 68].

In addition to material incentives, other types of incentives are used. For example,
British companies practice valuable gifts and tourist trips, as well as various types of
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thanks, titles, symbolic awards. At the same time, a whole ritual of awarding or
explaining gratitude has been developed. In this regard, the creation of management
systems that would best allow creative initiative to unfold at all hierarchical levels of
firms, has become the main goal of American management[25, p. 98].Understanding
that the qualification of workers and their desire to work is becoming the main
productive force and driving force of production, has led to a reorientation of the
management strategy of the largest firms to motivate work, gain knowledge, skills,
work skills, entrepreneurship. Much attention in American companies is paid to staff
training and retraining. In Japan, much attention is paid to training staff in good
manners, as Japanese management is based on respect for colleagues and awareness of
the unity and integrity of all staff in the organization.[24, p. 84]

It is worth noting that a special role in the use of labor potential is played by
authorized personnel services. According to their functions, level of professional
competence, technical equipment, methods of work, they have long grown from offices
for storage of personnel documentation to solid personnel departments. The directions
of changes that have taken place in the personnel management system of American
companies are largely true for Japanese companies. However, despite the existence of
such processes, personnel management is the most characteristic area of activity in
which Japanese companies clearly demonstrate the qualitative difference between their
practical experience from the American[26, p. 85].In Japanese companies, the human
resources department plays an important role, as it is responsible for the selection and
placement of personnel. Whereas in American companies the interview is conducted by
the manager to whom the candidate is hired. Japanese managers attach great importance
to fair treatment of the employee, as in some cases, managers, guided by good
intentions, take measures that are fair to some employees and unfair to others.
Therefore, managers value the ability to listen to the problems of the subordinate, to
delve into them and solve the problem. In contrast, American managers, using similar
problems, use standard techniques[143, p. 109].

One of the key problems of management in American companies is to overcome
the isolation of units in which there is a tendency to focus on their tasks and
underestimate the importance of contacts with other departments. As a result, the
overall efficiency is reduced. The Japanese management system is not aimed at making
a profit in the near future, but to ensure stable long-term development of the company
for many years to come. Thus, taking into account the experience of applying
management methods in other countries, Ukrainian managers have the opportunity to
develop their own system of effective methods. [3-7] To improve the management
system can also use management methods such as: systematization of the process of
finding ideas for the development of personnel management system, the introduction of
flexible working hours and flexible workplace, division of positions, special incentive
programs for employees of the organization. The use of such a method as the
systematization of the process of finding ideas for the development of personnel
management system will have a significant positive impact on enterprises. In the
selection procedure it is necessary to make objective decisions using various tests and
professional diagnostics. When hiring in the organization, especially as technical staff,
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it is advisable to require recommendations from previous jobs (to avoid absenteeism,
drunkenness, etc.) using various tests and professional diagnostics. When hiring in the
organization, especially as technical staff, it is advisable to require recommendations
from previous jobs (to avoid absenteeism, drunkenness, etc.) using various tests and
professional diagnostics. When hiring in the organization, especially as technical staff,
it is advisable to require recommendations from previous jobs (to avoid absenteeism,
drunkenness, etc.)[144, p. 67].

The personnel motivation system is an important part of the personnel
management system. In our opinion, the efficiency of the enterprise depends on the
correct motivation of employees. The manager, making remarks to subordinates,
speaking in their favor, distributing prizes, must remember that at this point he is
influencing the future outcome. The method of implementing flexible working hours
and flexible workplace provides an opportunity for self-realization of the employee.
Flexible workplace in addition to a variable schedule, division of responsibilities of one
staff unit between two employees will increase the number of jobs, which should lead to
increased employment, as well as enable employees to perform tasks at home (this is
especially true for managers and professionals ,[69-71].

Separation of positions is the provision of one full-time position to two
employees, each of whom is employed, for example, for two and a half working days a
week. They share wages and other tangible assets that belong to full-time employees.
This method allows you to keep valuable employees in the staff of the organization, as
well as create additional jobs [56, p.400]. Special incentive programs for employees of
the organization are based on general and special principles. The general ones are: full
employment policy, indirect control, personal incentives, non-specialized career
development, increasing the degree of diversity of work, personal participation of the
employee in decision-making, additional benefits; to special - specificity of personnel
procedures, uniform status of employees, long professional training, maximum
responsibility, horizontal connections, institutionalization of change. Changing the
organization of work so that work gives the employee the opportunity to meet higher
human needs, such as self-affirmation, interest and personal development - one of the
ways to improve the system of staff motivation. This is achieved by: - increasing the
amount of work (increasing responsibility, expanding the circle of communication); -
enrichment of the content of labor, ie the development of such characteristics of the
labor process that allow more full use of creative, innovative and organizational abilities
of man, so that work ceases to be monotonous and meaningless; - increase the real
return on work, ie the employee and his manager must see that the result of work is
applied in practice. This is especially important for human resources,[126, p. 61].

Modern enterprises must independently develop flexible progressive management
systems that enhance the activities of the employee, for example:

- creation of small creative groups to solve emerging problems, tasks;

- application of effective means of control over the activities of personnel;

- periodic change in the nature of work;

- expanding the scope of activities in order to eliminate the monotony of
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Management methods used in enterprises can change the quality of goods and
services, improve or, conversely, worsen them. The organization may become
competitive, or may, conversely, lose its market advantage. It all depends on the skills
and ability of the manager to apply optimal, relevant to a particular situation methods,
as well as choose the best style of leadership. Thus, these approaches define new
requirements for the training of managerial staff, to the formation of a system of
methods of personnel management.

One of the main tasks of the modern management system is to create the most
favorable conditions for the realization of the managed system, which appear through
the use of different methods of managerial influence, which expand the rights and
responsibilities of different subjects of self-government. Considering the basic methods
of management, we conclude that in the management of the organization it is advisable
to combine different management methods. Based on economic management methods,
it is possible to achieve people's material interest in quality work, which plays a huge
role in modern conditions.[156, p. 86]. But any system must be managed, so the
company can not do without administrative intervention, which justifies the need to use
administrative methods in management. At the same time, relationships in the team play
a huge role in management, it is important to create a pleasant working atmosphere, to
provide all the conditions for quality work. And for this, in turn, widely used socio-
psychological methods of enterprise management. Therefore, for the most efficient
operation of the enterprise administrative and socio-psychological methods are used in
addition to the main used - economic methods. Summing up, we can say that in general,
management methods occupy a leading place in the management of the enterprise,
acting as a foundation of managerial influence.[79, p. 38].

In contrast to organizational influence, the methods of administrative influence
reflect the dynamics of the management process and focus on regulating production and
eliminating failures and obstacles that arise in the work, they are carried out by adopting
administrative acts by the head, conducting special organizational activities. Adminis-
trative influence in LLC "POWER CHINA" is realized in the form of orders, instruc-
tions, instructions (written or oral). Orders can be given by the head of the company
both in writing and orally. At the same time personnel, production orders, orders on
wages, on transfer to another job, hiring and firing, orders on punishment and encour-
agement are used. Orders are given both orally and in writing by the heads of depart-
ments, services, in some cases - the head. They are intended to carry out orders. Instruc-
tions are used to carry out orders and directives. Disciplinary actions at the enterprise
are used according to specific situations. They result in remarks, reprimands, dismissals
[127, p. 108].

Organizational and administrative management methods can also be classified by
sources of influence. Then there are ways of organizational influence of the first, second
and subsequent levels of government, practice shows that each level of management
system has its own characteristics of organizational influence and identifies those that
are most effective for this level. Thus, at the highest levels of the management system of
POWER CHINA LLC regulatory and regulatory methods of organizational influence
predominate. At the grassroots level of management, administrative methods come to
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the fore, designed to regulate and support daily production and economic activities. Dif-
ferentiation of methods of organizational influence at the levels of the management sys-
tem is natural, as it reflects the scope of powers of managers of a certain rank, the legal
status of a certain level of management,

POWER CHINA LLC sometimes resorts to such methods of influence as: mate-
rial liability (voluntary compensation for damage to the company, depreciation, full lia-
bility, collective liability); disciplinary liability (reprimand, dismissal). Thus, organiza-
tional and managerial methods follow from the essence of management, features and its
inherent relationships, are the core of managerial influence, a specific managerial phe-
nomenon. Hence the need to apply organizational and managerial management methods
In any management system. In these methods, managerial influence takes a substantive
form and encourages performers to take concrete action.

The object of social management methods is the group of employees and the
workforce as a whole, and the goal - to manage the formation and development of the
team for optimal cohesion of its members in achieving the common goal by ensuring
unity of interests, social justice, initiative and a sense of responsibility individual and
collective work. Under the influence of socio-psychological factors in the management
of social consciousness, psychological ties in the team, attitudes to work. The psycho-
logical state of the employee can increase productivity and efficiency, and vice versa,
reduces the labor activity of people (fatigue, irritability, apathy, etc.) [65, p.375].

The methods are designed to increase the initiative and creative attitude of team
members to the performance of official and public duties. For this purpose, POWER
CHINA LLC uses the exchange of best practices, moral encouragement, development
of social needs and interests, identification of social problems and long-term goals, etc.
An effective means of stimulating labor activity is the moral encouragement of employ-
ees on the results of work. In particular, in the economy, employees who have achieved
high success in professional activities are awarded diplomas, valuable gifts, etc. [114, p.
72].

In order to increase the social activity of workers and create labor collectives that
work effectively, the economy is widely used criticism and self-criticism. To do this,
use personal conversations, meetings, meetings.

The methods of normative behavior management used in POWER CHINA LLC
are aimed at streamlining and harmonizing social relations. This, in particular, promotes
the establishment of certain norms of behavior of individuals, groups and teams in dif-
ferent situations (internal regulations, statutes, rules of etiquette) [129-131].

The subject of psychological management methods is the head of the farm, which
in its activities is based on the opinion of members of the workforce. Psychological
methods of management regulate interpersonal relationships as employees and manag-
ers, and between members of the labor collective of the economy.

Psychological management methods are divided into the following main groups:

- methods of formation and development of the workforce;

- methods of humanization of relations in the labor collective;

- methods of psychological motivation (motivation);

- methods of professional selection and training.
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Methods of formation and development of the workforce make it possible to
maintain the optimal level of quantitative ratio between employees, taking into account
their psychological compatibility to regulate group relations within the team. Methods
of humanization of relations in the workforce include: leadership style, management
culture, ethics of management. Their task is to create optimal relations between employ-
ees and managers, the establishment of the principles of social justice [56, p.400].

We will note that in LLC POWER CHINA in connection with the fact that the
head and the majority of employees work together for many years the culture of man-
agement is formed, relations between subordinates and the head correspond to adminis-
trative subordination.

The essence of methods of psychological motivation (motivation) is to form in
employees motives for highly productive work through the development of initiative
and ingenuity, to this end, the economy is certainly encouraged innovation proposals
and initiatives.

In order to successfully manage the activities of the workforce, the leader must
have social information about him. This problem is solved through a system of specific
sociological research. In practice, various methods and techniques of sociological re-
search are used, among which the most common are methods of collecting social infor-
mation (observation, analysis of documentation, social experiment, questionnaires, in-
terviews, sociometry, etc.) and methods of quantitative and qualitative data processing
(mathematical, statistical methods of generalization and analysis). The forms of applica-
tion of these methods are determined by the research objectives facing POWER CHINA
LLC, but recently the company has been using such a method of collecting information
as a questionnaire.

Methods of managing a foreign economic enterprise based on modern manage-
ment concepts [111, p. 61].

Improving the management system should be built in accordance with state poli-
cy in the trade sector of the enterprise. Public policy is based on the following princi-
ples:

- state regulation of the enterprise;

- creating conditions for safe operation of the enterprise;

- ensuring the rational consumption of enterprise resources;

- observance of uniform state norms, rules and standards by all subjects of the
relations connected with labor activity of society;

- creating conditions for the development and improvement of the technical level
of goods;

- ensuring the protection of the rights and interests of consumers of products;

- promoting the development of competitive relations in the market;

- ensuring the training of highly qualified personnel;

- creating conditions for promising research;

- ensuring a stable financial condition of the company's employees;

In addition, it is necessary to take into account the problematic issues of "bottle-
necks" in Ukraine and the Central region, the difficulties in distributing these products,
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the problematic issues that arise during the operation of equipment and the introduction
of new equipment [112, p. 91].

We believe that the improvement of management methods should be based on the
concept of economic management in cities using the elements of management of quality
management, knowledge management [119, p. 54].

We propose to consider each of the management technologies. Quality
management and the implementation of a clear quality system in each workplace will
create a library of business processes and modeling and optimization of each of them.
The obtained simulation results will allow to determine the critical points of each
process, improve control, adjust job descriptions, avoid duplication in the work of staff
[80-83].

It should be noted that practical measures to implement the knowledge
management system in the organization are the creation of specific forms of knowledge
exchange between employees in the process of interpersonal communication, the use of
modern computer technology, organizational culture to promote inter-organizational
knowledge field to create competitive advantages (Table 2.3). .1) [132, p. 91].

Table 2.3.1 Knowledge Management System of POWER CHINA LLC

Components of Implementation of measures
knowledge manage-
ment systems

Technological A set of technological solutions for the search,
subsystem analysis, processing, storage, structuring, transfer and
dissemination of knowledge. Creating databases, corpo-
rate networks and directories. The main direction is eco-
nomic management.

Motivational Prizes, benefits; staff development (providing op-
subsystem portunities to improve the level of knowledge and career
planning). Retraining and updating staff for new areas of|
development - monitoring and implementation of new
technologies

Organizational Programmable training courses. Lectures. Conduct-
subsystem ing coaching. Role learning. Project teams. Participation
in scientific and practical seminars, conferences and ex-

hibitions.

Knowledge management technology involves the formation of knowledge of the
organization. The knowledge of the enterprise can be divided into two categories -
knowledge stored through information technology and "living knowledge", which is
carried by employees. In fig. 3.2 presents the chain of development of knowledge man-
agement system in the organization [27, p. 66].

Based on the concept of knowledge management, you can create a table that will
adjust the functions of managers of human resources management services in accord-
ance with this concept. Table 3.2 presents the positions of the new knowledge manage-
ment units proposed to be introduced for organizations that are implementing the new
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concept and completely changing the organizational structure. If this concept is used for
the structure of POWER CHINA LLC, the proposed functions and responsibilities can
be performed by managers of personnel management services and leading managers
who will be the leaders of new areas of development - energy audit and new technolo-
gies. We believe that knowledge coordinators alone will not be able to perform such
meaningful and technologically challenging functions. In this case, the duality of
knowledge management is manifested in the fact that that you need to use the
knowledge and skills of HR managers and area managers. In addition, it is necessary to
implement a comprehensive management system for each employee.

Analysis of economic literature, namely textbooks Khmil FI, Sukharsky VS,
Skibitsky OM, Serdyuk OD, and others, led to the conclusion that human capital is the
most important factor in economic development, which determines the efficiency of use
production, financial and natural capital and directly affects not only the rate but also
the quality of economic growth, due to a number of reasons.

The movement of modern civilization towards a post-industrial society,
information, science-intensive, high-tech and innovative economy. This process is
accompanied by a radical change in the content and nature of work. Increasingly, the
role of the driving force is the creative nature of labor, knowledge as a direct productive
force, information as a productive resource. It is clear that the new directions of
development will intellectually complement the traditional ones - ensuring energy
consumption, repair and will contribute to the formation of a knowledge management
system at the enterprise. Knowledge management is not limited to their accumulation
within the company, but is aimed at disseminating knowledge among employees and
their constant use [10, p. 88]. Consider the fundamental differences that do not allow the
application of knowledge approaches that are successfully used to manage physical,

- the person who transmits knowledge remains its owner - one knowledge
can be transferred an unlimited number of times, and the transfer increases the number
of its owners.

- knowledge does not wear out, rather the opposite - with constant use it de-
velops and becomes more useful.

- knowledge exists virtually and can be both formalized (explicit) and per-
sonalized (hidden).

Thus, we can conclude that it is necessary to form a new management approach
that will take into account these differences. Knowledge management is a continuous
process aimed at the creation, accumulation and application of knowledge in the enter-
prise [120, p. 132].

The criterion of its effectiveness is the ability of the employee to obtain the nec-
essary knowledge in a timely manner. Explicit Knowledge - knowledge contained in
letters, reports, reports, etc., the knowledge that can be documented, reflected in the
form of documents; about 20% of knowledge at the enterprise can be formalized [157,
p. 99].

Thus, Table 2.3.2 shows the redistribution of functions in the process of
knowledge management based on the concept of knowledge economy and for LLC
"POWER CHINA"
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Table 2.3.2 Redistribution of functions in the process of knowledge management
based on the concept of knowledge economy and for LLC "POWER CHINA"

Name of department,
position

List of functions, job responsibilities

Knowledge Center -
Chief Knowledge Officer
(CKO) Knowledge Coordina-
tor Knowledge Manager
(Human Resources Manager,
Human Resources Manager,
Areas Managers, Lawyers
Engineers)

Defining goals, objectives and key issues.
Provision of information resources and their structur-
ing. Database development. Creating corporate di-
rectories. Development and implementation of train-
ings. Development of knowledge exchange system.
Formation and implementation of a motivational
mechanism for creating an organizational field of
knowledge, transformation of informal knowledge.
Determining the structure of the knowledge portfolio
of the organization. Organization and coordination of
the project, provision of funding. Legal protection of
formalized and informal knowledge through licens-
ing, patenting, making clarifications to contracts with
employees of the organization.

Knowledge Coordina-
tor (managers of all personnel
management services, manag-
ers of areas of work)

Creating catalogs for professional communi-
ties. Timely provision of information. Providing ac-
cess to information and communication technologies
Advising new users. Providing information at the

request of group members (for example, regarding
the "promoted" product). Creating knowledge
packages.

Tacit Knowledge - knowledge that is difficult or impossible to formalize; intui-
tive knowledge, feelings, impressions, thoughts; about 80% of all knowledge; this
knowledge remains with employees upon their dismissal. [13, p. 54]

Then we formulate the definition of knowledge management so that the end result
of this process was obvious. Knowledge management is the ability to collect, structure,
store, develop (including in a given direction) and sell knowledge; it is the creation of
such conditions in which the accumulated knowledge and experience are effectively
used to perform important tasks of the enterprise. An employee who performs his job
well and skilled today is the main value of any company. It is best to build management
on the relationship between company management and staff, taking into account the in-
terests of each employee. [14, p. 94]

We believe that the improvement of management methods should be based on the
concept of economic management in the Republic of China. The principles of the city's
trade policy should be:

- Systematic (comprehensive vision of the problems of urban trade);

- Partnerships of all market participants of this product;

- Coordination and joint responsibility for the results of joint actions;

- Clearly declared commitments to play a key role;
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- Correlation of actions to improve energy efficiency with other strategic actions
of the municipality;

- Clarity;

- Publicity, openness, accessibility;

The need to implement a management system for the consumption of these
products at the municipal level arises in connection with:

- Critical increase in the amount of seals absorbed by consumers, in particular ag-
ricultural institutions (namely, plants for the production of sunflower oil and dairy
products). Based on this, we believe it is necessary to develop a system of principles of
motivation of employees in the enterprise. This will determine the rules by which the
employee can be motivated in one way or another [28, p. 49]. Based on the analysis of
the economic literature, it is concluded that the principles of employee motivation can
include:

- initiative;

- priority of interests of each employee;

- motivating employees, depending on his contribution to the development of the
enterprise;

- social support of staff;

- determining the role and labor costs of each employee;

- encouraging successful employees.

We believe that in ensuring these principles, the role of each employee in the
development of the enterprise will increase [157, p. 53].

Foreign economic activity (FEA) is associated with the conduct of various
business entities in foreign markets. An important factor in the current insufficient
foreign economic activity of enterprises is the ineffective degree of influence on
management decisions and the achievement of real positive changes by the enterprise
from the implementation of the results of the enterprise. Analysis of recent research and
publications. Estimates of economic efficiency of the enterprise's foreign economic
activity are covered in the works of foreign and domestic scientists. Such scientists as
Mirolyubova TV, Yakovlev Al, Demyanenko AG and others are engaged in problems
of efficiency of foreign economic activity.[133-136]. Management of foreign economic
activity (FEA) is associated with the application of general ideas and concepts of
management in all forms of foreign economic activity (exports and imports of goods
and services, leasing operations, direct investment, etc.). Let's look at these three key
points. First, the management of foreign economic activity is a defined process, which
primarily involves the study and design of elements of the international environment:
foreign partners, price levels, customs regulations, international norms and customs, and
others. In this part, the emphasis is not only on the analysis and evaluation of future
international operations, but also on the design of relationships taking into account
certain procedures. This element of management is almost half of the success factors in
international business. Second, it is necessary to achieve effective interaction not only
between employees of foreign economic units, but also between all services of the
enterprise, which determines the success in international markets. Third, it is necessary
to emphasize the productive achievement of the organization's chosen foreign economic
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goals. This means that the criterion for the quality of foreign trade management is not
only success in itself (achievement of goals), but also the price of this success (resource
costs, productivity). The management of foreign economic activity has its specific
features, which is due to the peculiarities of the object of management, in part because -
the managed economic activity of the enterprise is carried out in another (external)
sphere and at another (international) level; - covers a wider territorial area; - a large
number of economic entities take part in world economic relations, operating in
different political, economic, legal and cultural contexts and having their own ideas
about values; - in the role of subjects of foreign economic activity are not only
enterprises and production and economic complexes, but also the state with its foreign
economic policy, with its strategy in the field of foreign economic activity, its set of
tools to influence this area; - in the international sphere, interstate instruments and
means of influencing foreign trade and other relations of economic entities are widely
used. All this reveals the fact that the management of foreign economic activity is a
relatively independent part of the general (internal) management of the enterprise. It has
its own specific purpose, tasks and functions, its own laws, rules and regulations that
need to be known and taken into account in the practical activities of foreign trade
management. Having a high export potential,[84, p. 100]. There is a decrease in the
value of exports, which indicates a crisis of production, focused mainly on exports. In
terms of exports per capita, Ukraine is far behind not only developed countries, but also
most Central and Eastern European countries. This encourages more effective
realization of export potential in order to increase Ukraine's influence on world
economic processes[66, p. 48]. The main export-oriented industries remain extremely
energy-intensive, making them critically dependent on imported energy and limiting
opportunities to increase exports through the devaluation of the national currency. The
objective need for further development of the country's economy are measures aimed at
long-term use of the benefits of international division of labor, creating conditions for a
broad exchange of achievements of world science and technology and their widespread
introduction into production[29, p. 18]. Foreign economic activity is an important and
integral area of economic activity, which with the effective use of the whole complex of
modern forms and methods of international economic relations can affect the technical
improvement of production, increase productivity and quality of products. In general,
the entry into the foreign market of self-employed entities contributes to the adaptation
of the economy to the system of world economic relations, the formation of an open
economy[95, p. 88]. That is why the development of foreign economic activity of
enterprises, firms, all participants in market relations - is a significant factor in
improving the efficiency of economic activity both at the level of individual business
structures and throughout the country[77, p. 245].

Effective foreign economic activity contributes to the reproduction of the
country's export potential, increasing the competitiveness of Ukrainian goods on world
markets, forming a rational structure of exports and imports, attracting foreign
investment on mutually beneficial terms, ensuring economic security [49, p.120-126].
Today the economy of our country is characterized by greater openness for business
contacts with foreign partners. New economic realities require new approaches to
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international activities. Many companies enter the foreign market with their products on
their own. For the vast majority of them, this is the first time. This situation revealed a
lack of necessary experience, and sometimes basic knowledge in the field of
international activities.[137, p. 99].

One of the means to achieve the main goal - economic growth of the enterprise
in the long run - is to increase the efficiency of foreign economic activity of the
enterprise. To ensure the competitiveness of the enterprise in the foreign market
requires a strategy of foreign economic activity, ie the only direction that will take into
account the internal capabilities of the enterprise and market conditions in which it has
to operate. To develop a strategy requires a comprehensive analysis of the enterprise.
First, it is necessary to conduct a comprehensive analysis of the effectiveness of foreign
economic activity on the basis of financial and economic analysis and compilation of
the SWOT matrix and group economic indicators in the FTA, which will clearly
identify the internal capabilities of the enterprise. Secondly, it is necessary to conduct an
analysis of the external environment, which includes the assessment of suppliers,
competitors and consumers,[30, p. 67]. This analysis is carried out on the basis of a map
of strategic groups to determine the position of the company among competitors and the
direction of its development in the current competitive environment. It is also necessary
to conduct market research to identify consumer preferences and evaluate suppliers to
determine the quality of raw materials and prices in this area. Third, to determine the
market attractiveness of foreign economic activity of the enterprise it is advisable to
conduct a matrix analysis[158, p. 60].

The following matrices are most often used when conducting a matrix analysis
of the enterprise's foreign economic activity: BCG matrix - analysis of growth rates and
market share; GEM matrix - analysis of comparative market attractiveness and
competitiveness; ADL matrix - analysis of the life cycle of the industry and the relative
market position; Shell / DPM matrix - analysis of the attractiveness of a resource-
intensive industry depending on competitiveness.

After the analysis of economic activity of the enterprise the list of strategic
alternatives, ie system of strategies with calculation of probability of their introduction
concerning achievement of the general purpose is made. Currently, the process of
development of domestic producers of foreign markets is accompanied by significant
difficulties and problems due to imperfect forms of financial settlements,
underdeveloped transport and market infrastructure of the legal framework, the practice
of customs regulation and taxation.

Thus, the domestic producer will be able to enter the world market only if the
production of quality products that would meet the existing demands and needs of
consumers. The solution to this problem is possible only with the investment and
introduction of modern innovative developments in priority areas, in other words,
ensuring the intensive development of the economy. The vast majority of products of
domestic producers are characterized by a low level of quality that does not meet
international standards, as well as high costs of its production, which ultimately leads to
a low level of competitiveness in foreign markets.[8, p. 41]
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Thus, the use of a balanced system of indicators in the field of strategic
management of foreign economic activity allows to improve the system of strategic and
tactical decisions, optimize the use of limited internal reserves of enterprise
development for further development of competitive advantages in the long run[115, p.
92]. In order to manage competitiveness, considering it from different points of view,
including from the standpoint of the indicator of management of the exporting
company, it must be measured. This means that certain approaches to measuring
competitiveness must be developed, as well as appropriate procedures for working with
this indicator as an indicator and object of management.[72, p. 123].

"Ways to increase the efficiency of personnel management of export-oriented
enterprises of Ukraine”- developed a comprehensive approach to improving the
personnel management system in enterprises, compared the elements of management
systems in the industrial and information economy, built an economic and mathematical
model of personnel influence on the competitiveness of export-oriented enterprise and
formed recommendations for forming an export-oriented enterprise personnel
management system. using labor leasing) [51, p.16-22].

The indicators that most generally characterize the activity of light industry
enterprises are determined: property and financial condition of the enterprise (x1);
average monthly salary of employees of the main activity (x2); efficiency of intellectual
activity of personnel (x3); profitability of management proposals (x4); prospects of the
human factor (x5); technical and technological characteristics of the enterprise (x6);
average daily productivity of the enterprise (x7); level of risks in modern conditions
(x8)[138, p. 77].

Using correlation analysis by the method of least squares, it is calculated that the
impact of indicators on the competitiveness of the enterprise is reflected in the model:

Y =0,1738+0,0359x, +0,0737x, +0,0743x, +0,0692x, -+0,1090x, +0,0605x, +0,0974x, +0,0283x,

The proposed correlation-regression model allows to assess the dependence of
the level of competitive advantage of export-oriented light industry on the quality of the
human factor and the main indicators of their activities in all parameters and meets the
requirements for this type of model[159, p. 70].

The coefficient of multiple correlation is 0.9738, the coefficient of determination
Is 0.9483, which indicates a high convergence of calculated and actual values. The
coefficient of determination indicates that the competitive advantage of enterprises in
the world market by 94.83% depends on changes in the factors included in the model
(the main of which is the human factor)[85, p. 154].

Based on the obtained model, it is possible not only to determine the level of
competitiveness of the enterprise, but also to compare it with the indicators of similar
enterprises. In addition, based on the model, you can track the dynamics and draw
conclusions about the results of the enterprise[86, p. 37]. The proposed model at the
enterprise, in particular Zey Communications LLC, was calculated and tested. Studies
show that the existing total potential of Zee Communications LLC was used by 42-46%
of existing resources and opportunities. Therefore, this company still has the potential to
improve their performance[31, p. 78].
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Given the fact that according to the developed model the greatest impact on the
competitiveness of the enterprise has the staff of the organization, in order to form
competitiveness in the process of enterprise activity it is necessary to create an effective
mechanism of personnel management. It should take into account the specifics of the
activities of export-oriented enterprises of Ukraine[145-147].

It is proposed to use the algorithm for forming a comprehensive personnel
management system (Fig. 3.2.1).

During the formation of a comprehensive personnel management system of
export-oriented enterprise, the main principle of its construction, in addition to the well-
known, should be the principle of compliance of one or another element of the system
to the export direction of the enterprise[97, p. 44]. To implement this principle, it is
necessary, first of all, to ensure effective feedback in the implementation of the system
during the development of individual elements of recruitment, placement, training,
retraining and evaluation of personnel, and must take into account the availability of
knowledge and skills. allowing to conduct export activity more effectively[96, p. 65].

In this system, special attention should be paid to those specialists who directly
depend on the export activities of the enterprise, especially those who work with foreign
customers and suppliers, because their lack of experience in such work negatively
affects the performance of the enterprise.
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Figure 3.2.1 Algorithm for forming a comprehensive personnel management
system (italics - elements proposed by the author)
The main task of introducing these elements into the personnel management
system (see Fig. 3.2.1) should be to ensure the management of the impact of personnel
on the competitiveness of export-oriented enterprises [32, p. 140].
The practice of successful exporting companies shows that active training of
staff in the peculiarities of foreign economic activity leads to increased competitiveness
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of the whole enterprise. An effective way to solve this problem is to use labor leasing -
a form of temporary employment, under which skilled workers from one organization
perform work for another organization on the basis of responsibilities, duties, powers at
the level of its own employees, wages and all social benefits. this is the responsibility of
the organization providing temporary workers[116, p. 83].

The use of labor leasing by export-oriented enterprises of the country will not
only accelerate the process of resumption of production of goods, but also to obtain a
significant economic effect on these enterprises. In addition, a social effect will be
created by reducing seasonal and temporary unemployment, which is formed under
conditions of permanent employment of workers [68, p.41].

Based on this, the following conclusions were reached.

Management methods are important for motivating employees. The correct
concept of management methods is a prerequisite for motivating employees of the
enterprise as a whole. Improving management methods should be based on the concept
of employee motivation system. A system of principles of employee motivation has
been developed, which includes: initiative, priority of interests of each employee,
motivation of employees, depending on their contribution to the development of the
enterprise, social support, encouraging successful employees, defining the role and
labor costs of each employee[98, p. 258].

Organizational regulation in POWER CHINA LLC is based on the use of
legislation and local regulations, compliance with which is mandatory for both the
manager and all employees of the company. Human capital is the most important factor
in economic development, which determines the efficiency of production, financial and
natural capital and directly affects not only the pace but also the quality of economic
growth, due to a number of reasons.The company needs to develop a new effective
mechanism for motivating work in the company, which would meet market conditions
and which will be able to use levers and incentives to increase employee interest in
high-performance work and develop their competitiveness, ensure quality work
mentality [99, p. 53].
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SECTION 3

DIRECTIONS OF IMPROVEMENT OF MOTIVATION OF
EMPLOYMENT ACTIVITY AT THE ENTERPRISE

3.1. Motivational mechanism to stimulate employees
enterprises

Encouragement is a positive stimulating influence of subjects (official, body, etc.)
on the needs, interests, consciousness, will, behavior of employees, and, consequently,
on the result of his work. The application of incentives is based on legal principles,
should be timely, meaningful, meaningful [45, p. 102]. It is worth noting that
encouragement is in essence a public recognition of the results of impeccable and
conscientious work. It should be noted that any incentives provided by current
legislation can be applied to employees only if there are certain grounds. It should be
noted that the basis for the application of incentives is their direct provision and
definition in the relevant regulations: Labor Code of Ukraine, the rules of internal labor
regulations in force at a particular enterprise, internal local regulations. the legal basis
for the application of incentives is the normative definition in a certain normative act of
such a possibility. The existence of a legal basis for the application of incentives to the
employee - is mandatory, and therefore is an unconditional basis.

Issues of stimulating the activities of employees are covered in the works of such
scientists as: Andrusya OIl, Korolkova VV, Babenko DO, Milkovich D., Newman D.
and many others.

It should be noted that motivation is an attribute of human consciousness as a
factor that activates the activity or causes its termination. At the same time, a concept
broader than motivation is the passion for work, ie the employee's belief in the
feasibility, content of his work. Strong enthusiasm of employees for the activities of the
organization causes a reduction in staff turnover, but does not have a clear impact on
improving efficiency.

Motivation is a factor in work efficiency, but too high motivation of the
individual leads to many complications in its functioning. Today it is necessary to
develop a mechanism for motivating employees in order to operate effectively. Thus,
there is an objective need to create a scientifically sound mechanism for motivating the
staff of enterprises, which could use effective levers and incentives to increase the
interest of employees to work productively and efficiently, promote their
competitiveness, ensure quality renewal of work mentality. It should be noted that the
mechanism of implementation of personnel policy is a system of plans, norms and
standards, organizational, administrative and social measures aimed at solving
personnel problems and meeting needs. Effective motivation requires a match between
the goals of employees and the organization. Of great importance for motivation is the
employee's awareness of the fairness of the remuneration received in comparison with
the effort spent and the benefits to the organization, on the one hand, and the efforts to
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benefit and reward their colleagues - on the other hand. An analysis of the economic
literature has led to the conclusion that the motivational mechanism can be defined as a
set of factors that lead to or increase the degree of motivation of individual employees
or the team as a whole[33, p. 92].

It should be noted that motivation includes tangible and intangible incentives
based on the purposeful formation of work motives and the use of existing motives. In
the process of motivation should be regulated many economic, organizational, legal,
socio-psychological, technological and other factors in such a way that the activities of
employees are carried out in the desired direction[160-162].

The motives of the employee reflect his volitional behavior, characterize the
conscious inner intention of the activity, the activation of individual inner aspirations in
the realization of personal and collective goals. Therefore, they are decisive in the
implementation of labor competence of the employee[163, p. 108].

Incentives as external factors influencing employee performance are also
important. Therefore, work motivation as a process of stimulating an individual
employee or group of employees to productive actions is aimed at achieving individual
or common goals. At the same time, the motivation of work as a leading function of
management, determines the achievement of enterprise goals by meeting the needs of
employees. The practice of economic activity of a modern enterprise in a competitive
market environment allows to summarize the following motivational incentives:

- programs for selection and recruitment of employees;

- coaching and mentoring programs;

- selection of employee promotion and career growth systems, which differ from
the schemes of successive career positions;

- stimulating activities on the basis of evaluation programs for employee
development;

- advanced training of employees;

- implementation of the terms of contractual agreements of employees;

- material encouragement and stimulation of productive professional activity of
employees (the amount of wages, tariff rates, rewards for results, bonuses,
compensation payments, preferential sanatorium treatment, etc.);

- moral encouragement of employees, which correlates with the internal motives
of employees as dedication to their work, the desire for self-improvement, creativity and
self-expression, etc .;

- intangible incentives for employees (granting time off, additional leave, etc.);

- measures to increase interest in the results of work, promote independence and
responsibility of employees;

- encouraging creative corporate culture, tolerance of communication,
overcoming barriers between employees and management staff;

- administrative methods of coercion of employees (reprimand, dismissal, etc.).

These incentives as ways to change the way of thinking of employees can
influence the motives of their professional activities. However, the urgent problem of
their implementation is to substantiate the effectiveness and availability of objective
operant assessments that demonstrate the thoughts, actions, emotions, preferences,
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reactions of the employee in solving specific production, management, economic
tasks.[87, p. 44].

According to Andrus Ol, significant external factors of employee motivation are
professional competence, qualifications, job stability, favorable contract conditions,
career prospects, level and conditions of remuneration, flexible work schedule,
participation in the management of the enterprise (value package of shares) and the
amount of income on securities that the employee receives in exchange for work to
provide for the family, to meet their own needs for food, clothing, housing, leisure,
recreation, etc. Important incentives to meet them are the conditions of wages,
allowances, bonuses and other equivalents of effective work. Thus, external factors of
motivation are related to working conditions, types of remuneration, etc. [45, p. 45].

Internal factors that increase the motivation of the employee are determined by
the motives of his livelihood. Thus, productive work, as part of the active life of the
employee, depends on his emotions and feelings. Determining internal factors of
employee motivation are the creative nature of work and participation in the
development of production, positive assessment of colleagues, a high level of
responsibility, the possibility of self-realization, satisfaction with the work performed
and its results; mutual respect, mutual understanding and productive communication
between colleagues, staff at all levels; recognition of merits and advantages of
professional activity of the employee by the management; self-esteem, leadership,
personal authority[164, p. 84].

Social factors stimulating motivation include various social guarantees. Among
them the most important - the presence of the employee's social package, pension, paid
leave, severance pay, bonuses, rehabilitation, guarantees in case of loss of full or partial
ability to work, the occurrence of circumstances affecting full viability, working
conditions: illness or death of loved ones , natural disasters, etc.[165, p. 87].

The basis of personnel management is the system of material incentives for
employees, which can significantly increase the final results of work to increase the
importance of the role of the employee in the enterprise. Although, in our opinion, no
less important is the system of intangible incentives that allows

Methods of direct motivation can be divided into material (monetary) and
intangible incentives. Regarding material incentives, it can be noted that the result of its
application is to increase the welfare of employees in exchange for more productive
work. Employee remuneration is one of the most effective and common methods of
staff incentives. However, it should be noted that monetary incentives are effective if
the employee considers the salary fair and worthy of his work. The employee in this
case must understand that the physical and mental strength expended by him, as well as
the final result obtained are directly related to the monetary reward[166, p. 87].

Based on this, we can draw the following conclusions. Motivation factors are
divided into internal and external. Motivational mechanism can be defined as a set of
factors that lead to the emergence or increase of motivation in individual employees or
the team as a whole. Encouragement is a positive stimulating influence of subjects
(official, body, etc.) on the needs, interests, consciousness, will, behavior of employees,
and, consequently, on the result of his work. The application of incentives is based on
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legal principles, must be timely, meaningful, meaningful. Methods of direct motivation
can be divided into material (monetary) and intangible incentives. Incentives as external
factors influencing employee performance are important. Therefore, work motivation as
a process of stimulating an individual employee or group of employees to productive
actions is aimed at achieving individual or common goals. At the same time, the
motivation of work as a leading function of management, determines the achievement
of enterprise goals by meeting the needs of employees[167, p. 77]. It was concluded that
the company uses both tangible and intangible methods of staff motivation. The
material include: bonus system, additional payments. To intangibles - experimentally,
encouragement of free time, creation of comfortable jobs, awareness of the team about
the effectiveness of the enterprise.

3.2. EMPLOYEE MOTIVATION TECHNOLOGY

It should be noted that the motivational mechanism should be based primarily on
the existing system of material and intangible incentives. The following factors belong
to material stimulation: the basic payment of work: piece (direct, piece-premium,
chord), hourly, chord-premium, chord-premium with hourly advance, stimulation by the
method of brigade (family) contract; additional payment for overfulfillment of the plan
of production and sale of products, payment for quality of works and products, payment
for preservation of products; awarding: according to the final results of work, based on
the results of self-supporting tasks, the most important types of work, high quality of
work, implementation of scientific achievements and best practices, for innovation and
invention, saving raw materials[37, p. 92].

Such scientists as Tsymbalyuk SO, Osadchuk 1V, Orlova VV, Korolkov VV,
Babenko DO and many others dealt with the issues of improving the system of
employee motivation.[34-36].

In addition to monetary incentives, management may use such incentives as
providing or paying for vouchers for sanatorium rehabilitation of the employee,
providing assistance in obtaining housing, in resolving the issue of placement of
children in kindergartens, providing food (including free) and official transport .
Additional incentives for employees can also include discounts on the purchase of the
company's products, provision of medical services, etc. With regard to incentives during
non-working hours, it is possible to highlight the satisfaction of the needs of leisure
staff, as well as socio-psychological needs, which provides time for the employee to
address issues related to personal interests. For the employee, flexible forms of
employment have positive effects. Yes, the employee, depending on the employment
contract,

An important point is the stimulation of the employee, which is aimed at meeting
the needs of self-expression and self-actualization, expressed in the possibility of career
growth, the desired transfer to another place of work within the enterprise. The
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employer may also offer, if necessary, work with flexible forms of employment -
flexible schedule, part-time work, which will be involved in the work of women with
young children, students, minors, people with disabilities [47-50 ].

When implementing the tasks of the motivational mechanism, it is important to
take into account the principles of formal and informal personnel management. Based
on the above, we can identify a number of principles of formal personnel management -
motivation, influence of power, mentoring, etc. When considering the principle of
motivation, we can identify certain measures that will encourage employees to the most
conscientious and proactive performance of their work, while receiving a monetary
reward for the work done. In case of low-quality, dishonest, unprofessional performance
of work, the employer may decide to reduce or terminate motivational measures. It
should be noted that in order to avoid low-performing staff, management should
constantly use different ways to motivate them to work effectively.

According to Korolkov VV, Babenko DO, in the formation of the motivational
mechanism must take into account that the significant goals of the enterprise must be
supported by the goals of employees. The directions of the mechanism should be easy to
understand and accessible to both the employer and the employee, as well as fair under
the appropriate conditions of its implementation.[12, p. 63]When changing the
economic situation, financial condition, activities and other reasons, methods and tools

applied by the management of the enterprise, must change and flexibly change, as
well as adapt to the situation, favorable or unfavorable situation. Motivational
mechanism in personnel management of the enterprise involves solving the following
tasks:

- increase of corporate culture and social responsibility of the enterprise;

- ensuring personal development and career growth of employees;

- increasing the motivation and involvement of employees in the labor process;

- stimulating employees to form professional competencies and meet potential
opportunities;

- creating conditions for maximum employee satisfaction with the workplace.

Of particular importance today is raising the employee's self-esteem. This is
facilitated by the concept of participatory management - technology of personnel
management, which is based on the involvement in the decision-making process of all
employees of the enterprise.

This technology identifies the life values of the employee with the values of the
organization, reconciles mutual goals, cultivates a sense of belonging to the common
cause, combines the innovative potential of all employees, enabling them to make
decisions related to their functional responsibilities and supporting their proposals.
improving their work or certain aspects of the organization[170, p. 108].

Implementation of this concept is possible under a well-thought-out system of
initiative and creativity in the work of employees of the organization, which not only
develops its staff, but also attracts creative individuals from other organizations,
forming a team of creative professionals, increasing intellectual and innovative
potential.[89, p. 99].
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Today, the so-called "Social Package" is becoming important. According to I.
Novak, from the point of view of labor legislation, the material benefits that are part of
the social package can be considered as elements of wages related to additional wages
and other incentive and compensation payments [50, p. 45]. Belyaev A. defines the
social package as payments and benefits provided by the employer in excess of wages
[51, p. 64].

It should be noted that the list of social benefits provided to all or certain
categories of employees and the employer's obligations to provide them should be
enshrined in local regulations of the enterprise: the collective agreement and regulations
on wages. In fact, the list of benefits and benefits that belong to the social package of a
particular employee, and the specifics of their provision should be reflected in his
employment contract or contract. It should be noted that the social package should
include those benefits and benefits that most employees are interested in receiving. Only
in this case, the employer can expect increased loyalty, and hence the motivation of
staff.

Today it is important to create in the team motivational climate of authority
and control of activity, to establish trust relations between people, to develop
communication processes, satisfying needs of workers in emotional contact, to increase
degree of motivation of individual needs, to consider as much as possible individual
susceptibility to various forms of stimulation. Employees must constantly feel their
need, their role in the development and development of the enterprise. The actions of
management and administration of the enterprise should encourage employees to work
more efficiently. Otherwise, there will be a constant turnover of staff, and as a
consequence of the decline of the enterprise. The incentive system should not

provide for frequent rewards and penalties, as they are under such conditions

depreciate [52, p. 312]. It is necessary to receive proposals from employees to
improve their work, their workplace. This will allow:

increase the importance of each employee;

identify initiative workers;

In some cases, improve jobs;

identify some shortcomings in the activities of the enterprise.

Proposals can be received after a certain period of time: every 3, 6 months.

It is necessary to identify the needs of employees, and preferably in each
department.

This will allow you to properly form a computersocial and social packages,
other bonus systems for the employee. It should be noted that in Ukraine part of the
social package of organizations is defined by law. This part is mandatory for all
organizations and includes: paid basic and additional leave, payment of temporary
incapacity for work, benefits for women, etc. The rest of the social benefits are
determined and provided to employees by the organizations themselves on the basis of
their voluntary commitments to employees. The set of optional social benefits in the
social package of each organization is determined by its strategic goals[42, p. 46]. The
goals of providing social benefits to employees can be as follows: creating a positive
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image of the organization, attracting highly professional staff, reducing staff turnover by
increasing the quality of working life and welfare of employees, focusing employees on
success, stimulating productive work, etc.[38, p. 22].

WITHwages - is a reward in monetary terms, which the employee receives
from the company or individual for whom he performs the work specified in the
employment contract. American scientists J. Milkovich and J. Newman note that
compensatory payments include all forms of financial income, material services and
benefits that their employees receive in the process of employment [53, p. 74]. Aliyev,
N. Gorelov and L. llyina in the system of compensations distinguish compensatory
rewards, which include all material payments, and non-compensatory, ie intangible
rewards. According to V. Orlova, the most common elements of the compensation
package are: mobile communications, office transport, payment of entertainment
expenses (presentation events, business lunches), payment for training and retraining of
employees; life insurance; additional pension insurance; payment of "health" and
payment of vouchers; discounts on products manufactured by the company; food
subsidies; surcharge for length of service in the company; surcharge for "knowledge"
(stimulating the employee to self-improvement); bonuses; granting loans and loans on
favorable terms; payment of severance pay (“golden parachutes”), assistance in
employment upon dismissal (outplacement); the right to purchase shares of the
company at a reduced price. As V. Orlova notes, he outlines that the compensation
package is a compensation to the employee for his investments in the work of the
enterprise, so the basic salary and its variable part are included in the compensation
package. She also notes that the compensation package performs both a reproducing and
a motivating function. It is worth noting that the compensation package includes many
benefits protecting and enriching the lifestyle of the worker and his family. For
example, Lincoln Electric, General Motors, Ford, Chrysler and others pay a variety of
compensation: wages and productivity - 36 types of compensation; payment for non-
working hours - 21 types; continuation of disability benefits - 19; continuation of
payments in case of job loss - 10; deferred income - 23; continuation of payments for
spouses (families) - 10; health care, from accidents, obligations - 23; payments
equivalent to income: tax exemptions - 26; tax benefits - 11. A total of 179 types of
compensation (rewards). V. Orlov distinguishes the most common elements of the
compensation package: mobile communications, business transport, payment of
entertainment expenses (presentation events, business lunches), payment for training
and retraining of employees; life insurance; additional pension insurance; payment of
"health” and payment of vouchers; discounts on products manufactured by the
company; food subsidies; surcharge for length of service in the company; surcharge for
"knowledge™ (stimulating the employee to self-improvement); bonuses; granting loans
and loans on favorable terms; payment of severance pay (“golden parachutes”),
assistance in employment upon dismissal (outplacement); the right to purchase shares of
the company at a reduced price [55, p. 66]. granting loans and loans on favorable terms;
payment of severance pay (“golden parachutes”), assistance in employment upon
dismissal (outplacement); the right to purchase shares of the company at a reduced price
[55, p. 66]. granting loans and loans on favorable terms; payment of severance pay
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(“golden parachutes™), assistance in employment upon dismissal (outplacement); the
right to purchase shares of the company at a reduced price [55, p. 66].

It should be noted that the development of a compensation package is one of the
most important strategic tasks in enterprise management. Thus, the compensation
package includes many benefits that protect and enrich the lifestyle of the worker and
his family. This is a prerequisite for stimulating employees.

The personnel motivation system is an important part of the personnel
management system. In our opinion, the efficiency of the enterprise depends on the
correct motivation of employees. The manager, making remarks to subordinates,
speaking in their favor, distributing prizes, must remember that at this point he is
influencing the future outcome. The method of implementing flexible working hours
and flexible workplace provides an opportunity for self-realization of the employee.
Flexible workplace in addition to a variable schedule, division of responsibilities of one
staff unit between two employees will increase the number of jobs, which should lead to
increased employment, as well as enable employees to perform tasks at home (this is
especially true for managers and professionals ,

Non-compensatory rewards are important. This includes all reward situations that
are not included in the compensation package. These rewards include virtually any
activity that has some impact on the intellectual, emotional and physical well-being of
the employee and is not provided for in the specifically discussed coverage under the
compensation package. It should be noted that a key factor in motivating the effective
work of the team is to create a system of remuneration of all employees, based on
productivity. Compensation management provides an approximation to the design of a
reward system that is able to differentiate the requirements for the job, knowledge and
experience of the employee, as well as incentives to increase productivity, which link
the performance of the individual, the team, production unit and enterprise. According
to SO Tsymbalyuk, remuneration is perceived by the employee not only as a
reimbursement of time, energy, physical and mental effort, including intellectual
abilities, to obtain the desired enterprise (manager, employer) work results and achieve
corporate goals, but also as evidence of his values for the enterprise. The latter, of
course, has a positive effect on self-esteem and self-affirmation of the employee,
indicates his social status in the enterprise [57, p. 42]. According to the author, socially
oriented compensation policy contributes to the harmonization and coherence of
relations between the employer and the employee, filling them with new content, the
coherence of their interests through: physical and mental efforts, including intellectual
abilities, to obtain the desired results of the enterprise (manager, employer) and the
achievement of corporate goals, as well as evidence of its value to the enterprise. The
latter, of course, has a positive effect on self-esteem and self-affirmation of the
employee, indicates his social status in the enterprise [57, p. 42]. According to the
author, socially oriented compensation policy contributes to the harmonization and
coherence of relations between the employer and the employee, filling them with new
content, the coherence of their interests through: physical and mental efforts, including
intellectual abilities, to obtain the desired results of the enterprise (manager, employer)
and the achievement of corporate goals, as well as evidence of its value to the
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enterprise. The latter, of course, has a positive effect on self-esteem and self-affirmation
of the employee, indicates his social status in the enterprise [57, p. 42]. According to the
author, socially oriented compensation policy contributes to the harmonization and
coherence of relations between the employer and the employee, filling them with new
content, the coherence of their interests through: positively affects the self-esteem and
self-affirmation of the employee, indicates his social status in the enterprise [57, P. 42].
According to the author, socially oriented compensation policy contributes to the
harmonization and coherence of relations between the employer and the employee,
filling them with new content, the coherence of their interests through: positively affects
the self-esteem and self-affirmation of the employee, indicates his social status in the
enterprise [57, P. 42]. According to the author, socially oriented compensation policy
contributes to the harmonization and coherence of relations between the employer and
the employee, filling them with new content, the coherence of their interests through:

1) strengthening the material interest of the employee in obtaining the desired
results and achieving important individual goals, from which

depends on:
- on the one hand, the implementation of the company's corporate strategy, achieving
the goals needed to gain a competitive advantage;

- on the other hand, the set of compensations and the amount of individual payments
and rewards received by the employee as a result of the realization of his ability to
work, which will affect the quality of life and material well-being of the family;

2) creation of conditions for realization by the employee of own personal and
professional competences, intellectual abilities, personal and professional growth that
promotes:

- on the one hand, the improvement of individual results, the production of new
ideas, the development of new technologies and products that have a positive impact on
the results of the enterprise, its competitiveness;

- on the other hand, self-realization of the employee, professional success,
recognition of results and achievements by management and colleagues, which is
important for creating an employee's sense of ownership, belonging, significance for the
company[40, p. 45];

3) social security of employees that:

- on the one hand, allows the company to position itself as socially responsible, to form
a positive image and brand of the employer in the market

labor, increase the competitiveness of remuneration, and therefore attract and
consolidate competent workers, reduce the number of conflicts, increase.

Thus, the relationship between employee and employer is always competitive[74,
p. 48].

According to IV Osadchuk, currently the main factors motivating Ukrainian
workers are: high wages, interesting, safe and permanent work. As part of the
compensation package, employees of Ukrainian organizations today (in a crisis) want to
see: health insurance, bonuses, training program, retraining program, vouchers to
sanatoriums and rest homes.
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In our opinion, both tangible and intangible factors need to be implemented in the
enterprise. Currently, many companies are actively implementing a system of private
insurance. This is especially relevant for enterprises of foreign economic activity. In our
opinion, this motivating factor may apply to employees who have worked at the
company for at least 5 years. The introduction of this insurance system will reduce staff
turnover. In addition, it is important to introduce a food system at the enterprise, at the
expense of the enterprise. This will save employees time. The basis of effective work is
workers without significant health problems. Therefore, it is worth developing a system
of sports and wellness activities. It is desirable to introduce a system of medical
examinations for individual employees. This will lead to a reduction in hospital stays,
the absence of employees at work, will help to encourage it. In addition, it will prevent a
number of diseases in the future. So, it will be a kind of social package of the employee,
when hiring. In addition to the system of material incentives, the system of intangibles
is important. Developing a flexible work schedule for employees will save on office
rent, save employees' time, and improve the health of individual employees. The
development of joint corporate events will promote the socialization of employees. It is
possible to conduct a survey of employees in order to identify their needs and desires. It
Is important to hold seminars and joint events to improve skills at the enterprise. During
the period October - November, the company held 4 training events (online). Workers
gained new knowledge, and at the same time, time was saved, as this happened in the
workplace. Managers of other leading enterprises in the region were even interested in
this experience. The set of the specified specified actions, it is necessary to unite in the
uniform local regulatory enactment, position. It is possible to introduce intangible
competitions at the company - "Best Employee of the Year", etc. The opportunity to
take the initiative will allow employees to show themselves, their initiative, and feel
their importance. These measures must be enshrined in regulations in the form of a
separate provision at the enterprise. as this happened in the workplace. Managers of
other leading enterprises in the region were even interested in this experience. The set of
the specified specified actions, it is necessary to unite in the uniform local regulatory
enactment, position. It is possible to introduce intangible competitions at the company -
"Best Employee of the Year", etc. The opportunity to take the initiative will allow
employees to show themselves, their initiative, and feel their importance. These
measures must be enshrined in regulations in the form of a separate provision at the
enterprise. as this happened in the workplace. Managers of other leading enterprises in
the region were even interested in this experience. The set of these measures must be
combined in a single local regulation, regulations. It is possible to introduce intangible
competitions at the company - "Best Employee of the Year", etc. The opportunity to
take the initiative will allow employees to show themselves, their initiative, and feel
their importance. These measures must be enshrined in regulations in the form of a
separate provision at the enterprise. It is possible to introduce intangible competitions at
the company - "Best Employee of the Year", etc. The opportunity to take the initiative
will allow employees to show themselves, their initiative, and feel their importance.
These measures must be enshrined in regulations in the form of a separate provision at
the enterprise. It is possible to introduce intangible competitions at the company - "Best
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Employee of the Year", etc. The opportunity to take the initiative will allow employees
to show themselves, their initiative, and feel their importance. These measures must be
enshrined in regulations in the form of a separate provision at the enterprise.

Based on this, we can draw the following conclusions. The motivational
mechanism should be based primarily on the existing system of material and intangible
incentives. The following factors belong to material stimulation: basic payment: piece
(direct, piece-premium, chord), hourly, chord-premium, chord-premium with hourly
advance, stimulation by the method of brigade (family) contract; additional payment for
overfulfillment of the plan of production and sale of products, payment for quality of
works and products, payment for preservation of products; bonuses: based on the final
results of work, the results of self-supporting tasks, the most important types of work,
high quality work, the introduction of scientific achievements and best practices, for
innovation and invention, saving raw materials.[41, p. 52]. Additional incentives for
employees can also include discounts on the purchase of the company's products,
provision of medical services, etc. With regard to incentives during non-working hours,
it is possible to highlight the satisfaction of the needs of leisure staff, as well as socio-
psychological needs, which provides time for the employee to address issues related to
personal interests. The company needs to develop a technology of material incentives
for employees, which would combine and provide a system of measures of material and
intangible incentives for employees.
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CONCLUSIONS

As a result of research and thesis, the following conclusions were reached.

1.  The legal basis of motivation is the acts of labor and economic legislation.
Legal regulation of motivation takes place at the legislative and local levels. At the
legislative level, regulation takes place through a number of regulations of various legal
acts. At the local level, the motivation of employees is regulated through a collective
agreement and other internal regulations of the enterprise. The prerequisite for the
development of any enterprise is to build a relationship between administration and
employees.

2. At the theoretical and practical level, today, there are 2 types of motivation:
tangible and intangible. A necessary condition for the development of the enterprise is
the definition of the employee's role in this process, the recognition of its importance.
motivation for work and professional growth is an important factor in successful
development. The modern motivational system should be based not only on material
incentives, but also on moral ones. It is necessary to develop employees 'belonging to
the company, to bring employees' interests closer to the company's interests and vice
versa, to create conditions for maximum return and self-realization, to establish
favorable relations with management, maintain unity of spirit, unity and, most
importantly, create conditions and stability, confidence in the future.

3. Asaresult of the analysis of motivational models of foreign companies and
countries, it was concluded that the experience of motivating US and French staff
should be implemented at Power china. In particular, it is necessary to develop and
implement a flexible work schedule; increase employee participation in decision-
making. The harmonious combination of work incentives and social guarantees is one
of the best models. This model provides both economic well-being and social
guarantees.

4.  The company's activities reflect the motivation of employees and act in
accordance with applicable law. The enterprise is created for the purpose of complex
providing of the population with the goods. At the enterprise it is necessary to create the
separate local document regulating motivation of workers.

5. At the current stage of enterprise development, it is advisable to introduce a
system of tangible and intangible motivation. A system of principles of employee
motivation has been developed, which includes: initiative, priority of each employee's
interests, employee motivation, depending on his contribution to enterprise
development, social support, incentives for successful employees, defining the role and
labor costs of each employee. Human capital is the most important factor in economic
development, which determines the efficiency of production, financial and natural
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capital and directly affects not only the pace but also the quality of economic growth,
due to a number of reasons. The company needs to develop a new effective mechanism
for motivating work at the company, which would correspond to the market conditions
of management and which will be able to use the levers and incentives to increase the
interest of employees in high-performance work and the development of their
competitiveness, to ensure the quality of the labor mentality. For a fair system of
employee incentives, it is necessary to develop and approve a system of employee
incentives, depending on the labor contribution of each employee in the activities and
development of the enterprise.

6. The correct concept of management methods is a prerequisite for
motivating employees of the enterprise as a whole. Improving management methods
should be based on the concept of employee motivation system. Organizational
regulation in POWER CHINA LLC is based on the use of legislation and local
regulations, compliance with which is mandatory for both the manager and all
employees of the company. Human capital is the most important factor in economic
development, which determines the efficiency of production, financial and natural
capital and directly affects not only the pace but also the quality of economic growth,
due to a number of reasons. The management of the enterprise should be built taking
into account the interests and role of each employee in the development of the company.

7. Motivation factors are divided into internal and external. Motivational
mechanism can be defined as a set of factors that lead to the emergence or increase of
motivation in individual employees or the team as a whole. The motivational
mechanism includes tangible and intangible methods of staff motivation. The material
include: bonus system, additional payments. To intangibles - sliding work schedule,
promotion of free time, creation of comfortable jobs, awareness of the team about the
effectiveness of the enterprise.

8.  The company needs to develop technology to motivate employees. To do
this, it is necessary to study the needs of employees, their goals. The company needs to
develop a compensation and social package of employees. These measures will include
a long-term action plan for the company. These measures include: material (introduction
of a flexible bonus system, development of employee insurance system, additional
payment for recreation, development of food at the company, etc.) and intangible
measures (development and consolidation of flexible work schedule for individual
employees, implementation of corporate activities, employee ideas etc). The
development of technology will lead to more efficient operation of the enterprise,
reducing staff turnover, incentives for employees, competitive advantages. Maintaining
an insurance system and medical examinations, at the expense of the company will
reduce the number of patients, will be an advantage over other companies. Technology
is a set of measures that will include the development, implementation, approval and
other factors that will collectively affect the level of incentives for employees.
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"Topapuctso 3 Odmexenow Buinosinansaictio « Power construction corp of Chinan.”
(Kuraiicpka Haponna Pecnyomika)

B VKPATHI

M. KuiB
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CTATTA 1. 3araasni DoJaoKeHES

1.1. IlpencraBmuursBo TopapucTBa 3 OOMexkeHON BimmosimampHicTIO « Power construction
corp of China»." (Kuraficeka Haponra Pecnyomika) B VipaiHi, B momansmoMy IMEHYETBCHA
«IIpencTABHANTBO, € BLIOKpeMIeHHM minposainoM " Power construction corp of China ".

"Power construction corp of China ". iMmeHoBaHa Hamami «KommaHifg». € PHIHYHOK 0COD0 33
sakoHomaecTBoM Kwuraficekoi Hapogmoi PecnyOmiku, 3apeecTpoBaHo IIeKIHCBKOK MICBKOIO
aIMIHICTPAMI€l0 TpoMHEcIoBocTi Ta TopriBmi 19.04.2017 p.. 3 Micne3sHAXOKEHHAM 33 aIPECOIO:
Iexin, pation Xafinans, Byn. Ueryawryanciamy. 1sip 22, kopmyce 2.

1.2. Tlosre HaimMenyBaHHHA IlpencraBHEAENTBA:

IpencraBuunrso ¢ipmu " Power construction corp of Chma " (). Kuraiicexa Hapoxgsa

Pecoyomika.

ITomropa agpeca Ta MicuezHaxomxeHHA IlpeacrasHmnTea 01015, M. Uepkacm, Byn. B.
XmenpHHOBKOTO, 2, K. 405,

CTATTA 2, HiaapaicTte IlpeacTaBEAOTBA

2.1, [TpencTaBHHOTBO HE € IOPHIHYHOK OCO0O00 1 34iHCHIOE CBOIO OIANBHICTE, KEPYIOUHCH
sakoHOmaBcTBoM Ykpainm, Ilonoxennaam mpo IIpencraBrmntso " Power construction corp of
China " B Vkpaisi, mo Hagami iMmeHyeTbea «[lonoxeHHA», a Tako:x pimeHHAMHE KoMnanii.

CTATTA 3. Meta i npeamert gisaerocTi IlpencTasEENTEA

3.1. IlpencTaBHHUTBO MNOpeACTaBIAe iHTepecH Kommasii Ta 34iicHIOE IX  3aXHCT.
IIpencrapaunOTBO Iie Bix iMeHi KoMmnamii Ha minceraei 3atBepmxenoro Kovmasiero IlonoxenHa.

3.2. IIpencraBEEnTBo KoMmaHIi He € IOPHIHIHOI 0CODO0 3a 3aKOHOJABCTBOM YKpAiHH.

3.3. IlpencTaBHHOTBO BIZKPHTO 3 METOH 3IMICHEHHA HACTYIHHX BHIIB IULIBHOCTI
TOBapHCTBA:

- TOPTiBIA IHIHMH MAINHHAMH H YCTATKYBAHHAM;

- BupoOHHNTBO {HINHX MAIIHH i YCTATKYBAHHA CICHIATFHOTO MPH3HAYCHHA;
- PeMOHT 1 TeXHI9HE 00CIYTOBYBAHHA IHIIHX MAIIHH 1 YCTATKYBAHHA;

- BupoOHHITEO {HIIHX IYMOBHX BHPOOIE;

- BupoOHHNTBO {HIIHX MAIHH i YCTATKYBAHHA 3aralbHOTO IPH3HAYCHH;

- JiAneHIcTE ¥ cdepl IHEKHHIPHHTY, Te0NOrii Ta reoesii, HAZaHHA MOCIYT TEXHIYHOIO
KOHCYJIBTYBAHHA B OHUX cepax;
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- Hagasas iHmux HbopManiiiHEX HOCIYT;
- JIATBHICTE OCSPEIHHKIB, IO CHEMIATIZYIOTECA B TOPTIBIIL IHITHMH TOBAPAMH;
- JATBHICTE OCEPEIHHKIE ¥ TOPriBIi TOBAPAMH MIHPOKOrO ACOPTHMEHTY, TOIIO.

3.4, Buam OiUIBHOCTI, HAa 3OICHEHHA AKHX [OTPIOHE OTPHMAHHA CIEHIATBHOIO TO3BOIY
(mirmensii), MoxyTh 3ificHIOBaTHEA [IpeIcTABHHIITEOM TUTBKH HA MIICTABl TAKOTO CIEIIATBHOTO
I03BOMY (TiMeHsii).

3.5. na s3xificHeHHA cBO€i MiATBHOCTI [IpeACTABHHNTBO BIIKPHBAE BIACHI PAXYHKH B
YIIOBHOBRKEHHX DaHKAX YEpalHH.

IpencTaBHEOTBO Mae BIacHY IE€YATKY, B AKIH BKA3yeThCA HOTO HallMEHYBaHHA, INTAMIITH 1 OTaHKH
31 CBOIM HaliMEHYBAHHAM Ta HaliMeHyBaHHAM KoMIaHIL a Tako:xk iHIN1 PEKBI3HTH, HeOOXiTHI 114
POOOTH OpeACTABHHITEA.

CTATTA 4. Komnerennia IIpeacrasaanTBa
4.1. IlpencTaBHHOTBO Ma€ IIPaBO 3BEPTATHCA:

4.1.1. B DHONOMATHYHI NpPeACTABHHOTBA 1 KOHCYIBCBKI yCcTaHOBH YKpalHH 3a KOPZOHOM 3a
OTPHMAHHAM Bi3H 111 B'B3AY B VKpaiHy iHO3eMHHX TPOMAJAH - CIiBpoOITHHKIE [IpeicTaBHUNTEA
Ta WICHIB X ciMeH;

4.1.2. B yNOBHOBa:KEHlI OpPraHH YKpaiHH 3a JO3BOJIOM HA M[PAaleBIAIITYBAHHA IHO3EMHHX
coiepoOITHEKIE [IpeIcTABHHITEA HA Iepioa Horo QVHKIIOHYEAHHA:

CTATTA 5. Manno IIpescTaBEEOTBA

5.1. 3 wmeroro opraHisamii miansHOocTi IIpeicTaBHHNTBA Ha TepHTOpl VYipaimm Kommamia
HaIlIA€e HOro oOOPOTHHAMH KOINTAMH Ta MAaifHOM, BapTICTh AKOTO BLIOOPAXKAETHCA HA OKPEMOMY
(cmemianeHOMY) Oamanci IlpeacTaBHHOTBA 1 BPaXOBYETBCA B 3aralbHOMY 3BeNCHOMY OanaHci
Kommanii Matino IIpencTaBHENTBA CTAHOBIATH OCHOBHI ()OHIH Ta 0DOPOTHI KOINTH, 4 TAKOX
IHI1 IIHHOCT1,, 3aKpinieHi 3a [IpeacTaBHENTBOM.

5.2. Bee maiiHo IIpencTaBHANTBA He3aleXHO Bl GOPMH 1 MiCIIA PO3TAITYBAHHA € BIACHICTIO
Kommanii

5.3. Imepemamu c¢opmyBaHHA MaifHa IlpencraBHmnrTBa €: [xepena cdopMmyBaHHA MaifiHa
MiIPHEMCTBA:

- TPOIIOBI 1 MaTepiadbHI BHECKH 3aCHOBHHKIB NUIMPHEMCTBA;

- JOXOIH, OTPHMAHHX B1I peali3amnii OpoayKIlil, IOCayT, a TAKOX BLI IHOTHX BHAIB IOCIIOJapCEKOL
JiTBHOCTL:
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- KPEIUTH OAHKIB 1 IHITHX KPEIUTOPIB;
- Mai{HO, IPHIOAHE Y IHINHX CYO'€KTIB rOCHONAPIOBAHHA, OPraHi3amiil 1 rpo-MaIfH;
- [HIII DKEpena. .

5.4. IlpemcTaBHHUOTBO ¥ BIAMOBIIHOCTI 3 IUIAMH CBOI JIATBHOCTI MAa€ MPABO KOPHCTYBATHCA
maiiroM Komnanii, a Takox Bin iMeH1 KoMnagii KymyBaTH abo OpeHIYBATH MaliHO TPETIX ocid, B
TOMY YHCI1 HEXKHII0B1 IPEMINEHHA 114 noTped [IpeacTaBHunTEA.

5.5. IlpeacrasHHNTEO HAOVBATHME 1 TA BHKOPHCTOBYBATHME BIACHICTB, OONaJHAHHA Ta
IHII1 HeoOOPOTH1 AKTHBH B IHTepecaX IpeAcTaBHHUTBA Ta Kowmmanii HeoOopoTH1 akTHBH
NPHAOABAKTHECA ¥V BIACHICTE B TOMY HHCI 33 KOINTH, Hagad1 Koummasiero.

5.6. Kepisuuk [IpeacTaBHHOTBA. 3ALICHIOE IOBHOBAXKECHHA MO0 BONOAIHHA, KOPHCTYBAHHA 1
PO3MOPAMKCHHEA 3aKPULICHHM 3a IIpencTaBHHITBOM MaiHOM, KEPYIOUHCh 3aKOHOJABCTBOM
Vkpainn y mexkax, BeraHoBIeHHX KoMnaniero.

CTATTA 6. Oprasm yopasaigasg

6.1. Jlna kepiBHHOTBA MATBHICTIO llpemcTaBHHNTBa pimeHHAM KommaHIl mpH3HAYaeThCA
kepiBHHK - ['onoBa [IpencraBEuNTBA.

6.2. Tomosa IIpenctapHENTEA Iie IO JOBIPEHOCTL, AKA BHOAeThea KommaHiero.
6.3. o xomnereruii 'onopu IlpeacTaBHANTEA BLIHOCHTBCA:

6.3.1. Opranmpama podotu IlpencrasHHnTBa, HOro mepcoHATY Ta 3AUICHEHHA ONEPATHBHOIO
KEPIBHHITBA BCICK MIANBHICTIO [IpefcTaBHUIITBA B paMKAX KOMIIETEHIN] 1 IPAB, BCTAHOBICHHX
ITHM TIOTOKEHHAM.

6.3.2. IloBioMIcHHA B TepMiHH. BH3HAUEHI 3AKOHOJABCTBOM YKpAIHH, 3alliKaBIcH] JepKaBHI
OPraHH Opo TIATHHICTE TOBAPHCTEA.

6.3.3. CpoeuacHe iHQopMyBaHa MiHicTepcTBa 3aKOpPIOHHHX cmpaB, MiHicTepeTBO
SKOHOMIYHOTO PO3BHTKY 1 TOPTriBal YKpaiHH, IHINI Jep:XaBHI OPTaHH B MEXKaX, BCTAHOBICHHX
3aKOHOJABCTBOM YKpaiHH, PO 3MIHH, IO BIIOYBAIOTECA B TIATBHOCTI MPEACTABHHIITEA.

6.3.4 B YCTAaHOB/ICHHEIC 3AK0OHOIATEIBCTBOM YKPHHHBI CPOEH IpcOCTABICHHT B
TOCYIAPCTBEHHEIC, B TOM YHCIC HATJOIOBBIC OPraHbl OTYETEI O IEATEIBHOCTH HpEZLCTEiBHTEHBCI'BHL

6.3.5. npeacraBleHHE HHTepecoB KoMmanun

6.3.0. pacnopaxeHHEe HMyImecTBoM KoMnammm.

IIpencTaBHTenbCTBA IPH YCIOBHH NOTyYEHHAA NPeIBaPHTEIBHOTO cornacHa Kommnannn;
3SHAXOIATHCA HA Oanascl [IpecTaBHHIITEA 32 YMOBH OTPHMAHHA IONepeaHbol sroqu KommaHii;

6.3.7. nommmcanue (HHAHCOBO-XO3ANCTBEHHBIX H  HHBIX JOKYMEHTOB OT HMEHH
IIpencTaBHTEenBCTBA B IpeIenaxX NOTHOMOYHH, YCTAHOBICHHEIX [[0BEepEHHOCTRIO;
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6.3.7. muanHcaHHA (IHAHCOBO-TOCIOJAPCHKHEX Ta IHITHX JOKYMEHTIB BiX iMeH1 [IpencTaBHENTEA
B MeKaX [NOBHOBAXKEHB, BCTAHOBIeHHX J[0BIpEHICTIO;

6.3.8. HAa OCHOBAHHH JOBCPEHHOCTH OT HMCHH KoMmmanun COBCPIICHHE HOPHIHYIECEHX netficTBHE,
B TOM YHCIC 3aKTHOYCHHAC JOTOBOPOE, OTKEPBITHE CUCTOE B DaHKAX;

6.3.8. Ha migctasi moBipeHocTi Big iMeHI KoMnaHii BYHHeHHA IOPHIHYHHX Oiff, B TOMY 9HCII
VKIAZCHHA JOTOBOPIB, BUIKPHTTA PAXYHKIE B DAHKAX:

6.3.9. npeacTaBIeHHE HHTEPECOB H OCYIIECTBICHHE 3allIHTEI IpaB Komnammu B cydax.
roCyJapCcTBEHHBIX  H HHBIX OpraHax H OPraHH3alHAX Y KpaHHe!

6.3.9. mpencTAaBHHITBO iHTepeciB i 3AificHeHHA 3axucTy IpaB KoMmnaHii B cyaax, Iep:XaBHHX Ta
IHITAX OPraHax 1 OpraHizamiax YxpaiHm;

6.3.10. ocymecTBIcHHE HaliMa H YBOJIBHECHHA paOOTHHKOB lIpencTaBHTenBCTBA HA OCHOBAHHH
TPYAOBBIX TIOTOBOPOB (KOHTPAKTOB) B COOTBETCTBHH ¢ TPYIOBBIM 3aKOHOJATEIBCTBOM Y KPAHHEI;

6.3.10. gaifim | 3BLIBHEHHA NpaNmiBHHKIE [IpelcTaBHHIITEA HA MIACTABl TPYLOBHX IOTOBOPIB
(KOHTpaKTIB) BIIMOBIIHO IO TPYAOBOIO 3aKOHOIABCTBA YKpAalHH:

6.3.11. BHOaHHA HaKa3iB Npo IPH3HAYCHHA Ha [IOCATH NpAIBHHKIE IIpeicTaBHHNTBa, Ipo ix
mepeBeIcHHA 1 3BUTBHEHHA, 3aCTOCYBAHHA 3aXOMIB 3A0X0UYEHHA 1 HAKTATEHHA THCITHILTIHAPHHX
CTATHEHE,

6.3.12. HeceHHA NMEPCOHANBHOI BiANoBIaneHOCTI Hepea KoMmnaniero 3a cTaH 00mIKY 1 3BITHOCTI,
JOTOBIPHOL MIATLXHOI i TPYA0BOI IHCHHIITIHA [IpecTABHANITEA;

6.3.13. 3mificHeHHA IHIDHX MOBHOBaUKEHB, MOKIAICHHX Ha Hporo KommaHieio, mependatdeHHX B
JloBipeHOCTI 1 AK1 HE CYIEPEYATh 3aKOHOJABCTBY YEpaind. [

CTATTA 7. Koarpoas 3a gisasHicTio llpeacTaBEEOTBA

7.1.  Korrpoms 3a maneHIcTI0 [IpencTaBHHNTBA 3O1HCHIOETBCA KepIBHHNTBOM KommaHii
ITpencTaBHENTBO B YCTAHOBISHOMY 3aKOHOIABCTBOM YEpaiHH Ta KoMmaHiew MOpAIKY 34HCHIOE
BC1 KAacoBl 1 KPpeJHTHO-PO3PaxXyHKOB1 ollepamii AK B 04l B YKpaiHi HallioHATBHIH BATIOTI, TAK 1
B IHO3EMHIH BaTIOTI, AK y O€3rOTIBKOBOMY MOPAIKY, TAaK 1 TOTIBKOK, 1 B IHITHX IUTATDKHHX
3acoDax.

7.2,V Mexmax 1 TOpANKY, BCTAHOBICHHX pimeHHAMH Kommasii 1 AKi He CyIepedaTh
3aKOHOAABCTBY YKpainu, [IpeIcTABHHITBO Mae MPAaBO BHIIAYYBATH 3apODITHY ILIATY, IpeMii Ta
IHIy BHAH BHHATOPOJH MPAIIBHHKAM B IHO3CMHIH BATIOTI, AKIOO TAKE HE CYISPSHIHTH
BCTAHOBICHHM B YKpaiHi IpaBHIaM.

7.3. IlpemcTaBHHNTEO IIAHYE CBOKO ALUTBHICT BUIIIOBLIHO 10 BKa3iBok Kommasil. BianosigHo
1o BeTaHoBIeHoi Kowmmariero mpomenyporo IlpemcTaBHHNTBO npencTaBiade Kowmawil mmaH
MATBHOCTI 1 3MIACHIOE OYXTalITepChbKHH 00JIIK.

7.4. IlpencTaBHHNITBO KepyeThCA CTAHJAPTAMH 1 HOPMATHBHHMH aKTAMH YKpaiHH 3 IIHTaHb
DyXranTepchKOro OOMIKY 1 3BITHOCTL, a TAKOXK cTaHZapTaMH KoMmmasii B Tiff Mipi, B AKiH Ie He
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CYIepedHTh 3aKOHOJABCTBY YKpainu. IIpencraBHHOTBO cruladye HOZaTKH, 300pH Ta IHINI
000B'A3KOBl IUIATEX1 3CIHO 13 3aKOHOJABCTBOM VYKpalHH 3 YpaxXyBaHHAM MDKHAPOJHHX
IJOTOBOPIB, PAaTH(IKOBAHHMHE YKpaiHO.

CTATTHA 8. Crpor gisapBRocti llpeacrapaanrea

8.1. IIpencTaBHHUTBO .BLIKPHTE Oe3 odMexeH™ ¥ cTpoky Horo TiATBHOCTI.
CTATTA 9. lipanarerss [JIATBHOCTI npeacraBEEOTBA»

9.1.  Huanexicts [IpencTaBEANTBA IPHIHHAETECT

9.1.1. =B pasi niksigamii Kommasif;

9.1.2 33 pimenaaM Kommoasii |

9.1.3. 33 pimeHHAM cyay, a00 ¥ BHIAIKAX NOPYIICHHA 3aKOHOOABCTEA YEpPaiHH.
CTATTA 10. ismi nodoxenHaa

10.1. .[JomoBHEeHHA .TA. 3MIHH BHOCAThCA B [lomoxkeHHs 3a pimeHHEaM Kommasil
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