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Poszenanyma cucmema xnouosux noxaznuxie oisnvnocmi (KPI) - ye cucmema
OYIHKU, WO O00360/9€ OpeaHizayii BUSHAYUMU OOCACHEHHS CMpameivHux i
onepayitunux yineti. Bcmamnoeneno: cucmema KPI cayacumv 0 oyiHKu
pobomodasysamu c8oix CcnigpoOIMHUKIE, 60HA O00360J8€ NPOAHANIZYEAMU CMAH
KOMNAHIT 8 YiloMY | KOHCHO20 OKPeMO20 NPayiBHUKA 3apa3 i 3po3ymMimu, HACKLIbKU
CbO20OHIWHE — NONOJCEHHsT — GION0GIOAE  CMpAmMeciyHuM  Yilam  KOMNAHIL.
Obrpynmosano: cucmema KPI - ye, c60o20 pody, cmanoapmuzoéana ¢opma
YNPAGAiHHA NEPCOHANIOM.

Recently, Ukrainian transport companies widely use in their management the
term named a key performance indicator (KPI). KPI - a rating system that allows
organizations to determine their level of achievement of strategic objectives.

First of all, KPI system exists for employers to estimate their employees; it
allows them to analyze the situation of the company in general and each individual
employee at the moment and to realize how the current situation meets the strategic
objectives of the company.

Unfortunately, in practice of Ukrainian companies, introduction of additional
KPI system does not always produce the expected result. Among the several factors
that could cause the failure of KPI include structural defects and errors in the
selection of indicators, as well as organizational defects themselves of the
development and implementation.

Usually, economists distinguish performance reporting, statistical criteria and
regulatory requirements. The main difference between the key performance indicators
and criteria, which taken in Ukraine to assess the results of the KPI system is to focus
on strategic goals of the organization and its achievement, while the criteria do not
correspond with the company's strategy, and evaluate primarily tactical.

The main difference between the key performance indicators and criteria,
which taken in Ukraine to assess the results of the KPI system is to focus on strategic
goals of the organization and its achievement, while the Ukrainian criteria do not
correspond with the company's strategy, and evaluate primarily tactical. Effective tool
for strategic and operational management, which allows correlating the company's
strategic objectives with business processes and daily activities of employees at every
level of government is BSC (balanced scorecard) or the Balanced Scorecard (BSC).
This unique system - the result of research by Kaplan and David P. Norton - allows
you to integrate financial and non-financial indicators of economic activity, thereby
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determining the degree of efficiency, equity objectives and their causal relationship.
In addition, the BSC identifies what causal relationships exist between the objectives
and key performance indicators and how it affects the company's strategic map.

The company's strategy is the basic contradiction inherent in the organization
of the development and introduction of KPI, also, the definition of its goals and
objectives are the privilege and responsibility of senior management of the company,
business owners, while the employees have to implement the strategy at the level of
structural units. Due to information fatigue of management, it is observed lack of
communication between company management and employees, making it impossible
to monitor the introduction of strategic objectives of staff.

On the other hand, the absence of specific strategic objectives for the staff
and the lack of appropriate incentives lead to the fact that the performers do not
coordinate their actions with the global objectives of the company and are not able to
focus on strategic installations. Thus, the weakest link in the strategy of the company,
which, of course, is not self-sufficient, is channels of communication between
management and staff of the company. And to be precise, two elements of this
interaction, strictly speaking, represent the management cycle - vertical "leadership -
personnel” and vertical "staff - leadership." The imperfection of this information
channel is an acute need for tools that would fill the decision-making process
adequate and sufficient information. This allows you to designate a system of key
performance indicators, as well, and a balanced scorecard system, as new
management tools that form the basis for decision-making based on an assessment of
the effectiveness of the company and to achieve the strategic objectives it.

KPI makes it possible to evaluate the effectiveness, and thus equips the
company's management tool to determine whether management of the company
corresponds to the achievement of strategic objectives, in particular, to strengthen and
increase the market value of the company. Staff, having created reports on the results
of its work on the given terms, has the opportunity to compare the results against key
performance indicators and assess the real effectiveness of its contribution to
achieving global business objectives.

This feature of the KPI is the basis of the motivation of employees, methods
of awarding and promoting staff.

Thus, the purpose of key performance indicators and balanced scorecard is to
translate strategy into a comprehensive set of indicators of its activity, which
determines the basic terms of the system of measurement and control. A set of
indicators gives a basis for the formation of the company's strategy includes
quantitative characteristics to inform employees about the main factors of success
yesterday, today and tomorrow. A senior management directs the energy, ability and
knowledge of employees to solve problems long term.

KPI system is necessary for companies to understand how key performance
indicators in this relate to the goals and strategic initiatives in the long run. Thus, KPI
is inextricably linked with the strategy of the company. It is a tool of measurement
and Performance Company’s management.

The modern market puts us in front of quite a stark choice - to go "with the
times", recognizing the realities of market relations or go into bankruptcy. Changes
temporitm - companies have to run faster, identifying your competitive advantages,
faster, improve their products and services. Today it has become fashionable to
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develop a strategy, even in very small companies who want to achieve effective
management and development in the early stages of their life cycle.

The task of KPI and Balanced Scorecard is to translate strategy into a
comprehensive set of indicators of its activity, which determines the basic parameters
of the system of measurement and control. What are we measuring? The level of
achievement. A set of indicators includes the quantitative characteristics to inform
employees about the main success factors in the present and future. Key performance
indicators are able not only describe the result to which the employee must strive, the
kind of work he must do this, how much and for how long, but also to evaluate the
usefulness of each employee for the company.

The mistake of some companies is that they pose to employees only those
tasks, and measure only those indicators that can be measured. On the one hand, it is
true, as every one must strive to formulate the problem clearly describe what the
outcome will be measured. On the other hand, the basic concept of setting a balanced
scorecard is that the traditional financial and economic indicators are insufficient to
determine the strategic success of the company and provide feedback. To solve these
problems need to be more "balanced" set of indicators of the company in different
planes, which allows controlling the factors that affecting these rates, not just monitor
the results. To successfully monitor progress towards achieving the company's
strategic goals should not be all the attention to dwell on past performance
evaluations. Should consider those factors that will influence the results of the
company in the future.

Thus, the introduction of KPI system in the company consists of several
stages. The sequence is decisive, and its change negatively affects the efficiency of
the system as a whole. A clearly defined strategy describes the basic steps that should
be taken to achieve the goals and desired outcomes. The company's strategy should be
broken down into specific policy initiatives, in which tasks allocated to individual
business units. The most important element of this stage is to identify priorities for
strategic initiatives and coordination between departments. And in this case, is called
to help companies to reach strategic map, which graphically displays and is available
as integrated components consist of four goals in a single strategy that is available
illustrating the cause-effect relationship.

According to research of sociologists, management specialists and
management staff, we know that in any enterprise no more than 10% of employees
are effective at any time, while about 10% of workers do not benefit the organization
at all. Effectiveness of the remaining 80% of employees must be managed: to set
them clear objectives and monitor the implementation and results of their work, to
motivate each employee, using the material and immaterial ways of motivation.

The system of key performance indicators is an integrated approach to
managing the organization and ensures the implementation of the company strategy.

The KPI system means system of financial and nonfinancial indicators that
affect the quantitative or qualitative change in results in relation to strategic
objectives (or expected result). The balanced scorecard system includes a KPI, that is
required for each object of control (structural, functional divisions), and methods of
their evaluation. These systems or methods are the basis for making decisions. They
are based on the effectiveness assessment of the company and focus on achieving its
strategic goals. However, it should be noted that this technique is just a tool that
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facilitates process of making management decisions by providing full available
information to management, but it is not a panacea for solving the systemic problems
of the company. This technique allows us to identify the fact and scope of the
problem, but does not provide solutions.

The structure of the KPI system is determined by the company's strategy and
depending on the purpose of it implementation. Selection of KPI, which are, in fact,
indicators of the level of compliance with the current performance of the company's
strategic goals and measures of the attainability of these goals, the company receives
a  well-balanced picture of the short-and medium-term goals, financial
and nonfinancial performance indicators.

Quantitative and qualitative key performance indicators which allow to
measure activity and to build medium- and long-term projections should be defined
for each company individually, taking into account the specifics of the industry,
market position, strategic objectives and business tactics. There are no ready recipes,
except for a few recommendations:

* a limited quantity;

* unity for the whole company;

* measurability, the ability to show indicators in numerical terms;

» direct relationship with key success factors;

* accountability, i.e. the possibility to influence the factors;

* employee motivating incentive.

Methodology for development of key performance indicators in the Ukrainian
sources is primarily advisory. At the moment there are no universal and uniform
provisions on how to develop a KPI system in the organization. Various authors
propose to use their own methods of development, follow rules and principles.
However, there is no information on how to apply the recommended developments in
ukrainian companies, nor on the results of the introduction of KPI systems in
organizations.

D. Parmenter identified four basic principles:

» the principle of partnership;

» the principle of transference of effort on the main line;

» the principle of the integration processes of performance assessment,
reporting and productivity improvement;

» the principle of agreement performance indicators with the company
strategy.

First of all, KPI system helps the employers to assess their employees, allows
analyze the status of the whole company and each individual employee at the moment
and understands how the current situation meets the strategic objectives of the
company.

Each company is interested in achieving the goals and in a positive financial
result. The main resource of the company is employees. That's why every leader of
the organization wondering how to make sure that every employee is laid out
onl100%, understands the overall objective of the company and contributes to its
achievement, is motivated to effective and productive work. To do this, the
companies develop a system of motivations, where tangible and intangible incentives
are used.
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First of all, KPI system meets almost all the conditions of motivation. This
system is based on management by objectives; i. e. provides an understanding of
company's goals and place of each person in the general system by each employee.
Employees see in which way their work relates to the activities of other divisions and
recognize the importance of quality performance of their duties. Each person receives
a motivational card, manages the process of problem solving, controls at which stage
the goal is, and determines the size of their compensation based on the results of their
work.

Employees instantly receive a formalized feedback on the results of their
work. The KPI system provides the measurement of results, calculations, and the
overall rating, which allows everyone to see, how the manager evaluates the results of
work according to this system.

The condition of fair compensation is also satisfied, as the worker sees in a
motivational card how much weight in his work takes this or that problem, how his
efforts must be shared and how payroll is calculated.

The KPI system is good because it not only motivates the staff, but also
provides a systematic assessment of the employees. Staff evaluation is systematized,
standardized and requires no additional costs for implementation. With the help of
key performance indicators for evaluation of staff obtained are objective and relevant.

However, for the effective implementation of the KPI system as a
motivational system must fulfill several conditions:

» all calculations must be made automatically;

* information should be relevant and from reliable sources;

* key performance indicators must be defined in accordance with the duties of
the employee and to be in his jurisdiction;

* the goal should be achievable, plans - realistic.

When implementing a motivation system in accordance with KPI it is
required that top managers understand that they must be honest with their employees,
keep promises and do not overstate the plans as originally deception and unrealistic
goals demotivate employees more significantly than the absence of rewards for
achieving goals.

It is the strategic management of the company is preparing for the future, sets
the long-term direction of the company development. KPI system is a kind of
standardized form of personnel management. The system gives the leader tools to
achieve the goal, increase the efficiency of labor resources of organization.

The tasks of the KPI system includes the provision of task orientation of the
whole company; accounting impact of the environment; the definition of evaluation
parameters for personnel; to identify the relationship between employees; employee
motivation; the formation of the internal environment favorable to the efficient
operation of staff.
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Annomayus

B nmocnennee Bpemsi yKpawHCKHE TpPAaHCIOPTHBIE KOMIAHHUM B CBOEH
YIPaBIEHUYECKOM MpPaKTHKE BCE Yalle HCIONb3YIOT TEPMHUH KIIOYEBOH MoKa3aTelb
sa¢dexruBHoctn (KPI —Key Performance Indicators). KPI - »3To cucrema oreHkw,
MO3BOJISAIONIAs] OpraHU3aIlHM OINpPENEINTh YPOBEHb JIOCTI)KEHUS CTpPAaTerHUYecKUX
LENEH.

Cucrema KPI ciayxut, mpexae Bcero, Jjs OLCHKH paOdOTOAATEISIMH CBOMX
COTPYAHMKOB, OHA MO3BOJIAET MPOAHAIU3UPOBATDH MOJOKEHNE KOMIIAHUU B LIEIOM H
Ka)X/IOTO OTJACNBbHOr0 pabOTHWKAa B HACTOSAMIMA MOMEHT M TIOHSTh, HACKOIBKO
CEeroJIHSAIIHEE TOJI0XKEHHE COOTBETCTBYET CTPATErHYECKUM LIENSIM KOMIIaHUH.

K coxanenuto, B mpakTuke yKpanHCKHUX KOMITaHU# BHeApeHue cucteMbl KPI
HE Bcerjia JaeT oXuuaeMblid pesynbrar. K psmy (akropoB, KOTOpbie MOT'YT OBITH
NPUYMHONW HeymadHoro npuMmeHeHnss KPI MOKHO OTHECTH CTPYKTYpHBIE NeeKThl H
OMMOKK B BHIOOpE TOKa3aTeNed, a Takke OpraHM3alMOHHBbIC Je(EKThl CcaMuX
MPOIIECCOB Pa3padOTKH U BHEAPCHHUS.

OOBIYHO SKOHOMHUCTBI BBIJICTISIIOT MOKA3aTeNd OTYETHOCTU, CTATHCTUYECKHE
KpUTEpUH WM HOpMaTHBHbIE TpeOoBaHUSA. (OCHOBHOE OTIMYHE KITFOUYEBBIX
MoKazaTeniell JesITeNbHOCTH W KPUTEpPHEB, IO KOTOPhIM MPHUHITO B YKpawHe
OLICHUBATh PE3yJIbTaThl PabOThI sBiIAeTCS oOpHeHTanus cucrembl KPI  Ha
CTpaTernyeckue Iefd OpraHu3allui U UX JOCTIKEHHE, B TO BpeMs KaK KpUTEpUU HE
COOTHOCSITCA €O CTpaTerueil KOMIAHWUM, W OLEHHBAIOT MPEUMYIIECTBEHHO
TaKTUYECKHE 3a/1a4H.

JlelicTBEHHBIM ~ MHCTPYMEHTOM  CTPATErHYeckoro W  ONEpaTUBHOIO
yIpaBieHus, KOTOPbIM TO3BOJISIET COOTHECTH CTpaTernyecKue IeNd KOMIIAHHWU C
OM3Hec-TIpoIleccCaMH W TIOBCEIHEBHBIMHU JISHCTBUSIMH COTPYIHHKOB Ha Ka)JIOM
ypoae ympamineHus sisiercss BSC  (balanced scorecard) wmm  Cucrema
cbamancupoBanubix mokazateneid (CCII). Dra yHuKanbHasi cucreMa — pe3yiabTatr
uccnenoanus P. Karuana u JI. HopToHa — mo3Bosier HHTErpUpoBaTh GMHAHCOBBIC U
HeMHAHCOBBIC MMOKA3aTeIN XO3SHCTBEHHON NEATEIBHOCTH KOMIIAHHWH, TEM CaMbIM,
OIIPENENHB CTENeHb 3(PPEKTUBHOCTH, COATaHCUPOBAHHOCTH IIEJIeH U MX MPUYNHHO-
cienctBeHnyto cBsi3b. Kpome toro, CCII BeIsSBIIsAET, KaKWe MPUINHHO-CIICACTBEHHBIC
CBSI3U CYIIECTBYIOT MEXY LIENAMU U KIFOYEBBIMHU TTOKA3aTEISIMH.

OcHOBHOE TPOTHBOpEYHE, 3aJI0KEHHOE B  OpraHH3allid  IPOIECCOB
pa3pabotku u BHempenus KPI, 3akitouaercs B TOM, YTO CTpaTerus KOMIIAHUH,
ompesiesieHre ee meNell M 3a1ad SIBISIOTCS MPUBHIIETHEH U 005M3aHHOCTHIO BBICIIETO
VIIPaBJIEHYECKOT'0 3BEHA KOMITAHWHW, COOCTBEHHHKOB OW3Heca, B TO BpeMsi Kak
peanu3oBBIBaTh CTPATETHIO MPHUXOMUTCS COTPYAHMKAM Ha YPOBHE CTPYKTYPHBIX
noapasneneHuii. HemocraTouHblii oOMeH WHQOpManUeld MeXIy pPYKOBOJCTBOM
KOMIIaHUU W COTPYJHHKAMH, OOYCIIOBJIEHHBIH B TPaHCIOPTHBIX KOMIAHHAX
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paszeneHueM MPOU3BOACTBEHHBIX SIUHHII MEXITy COOOH M YIPaBICHYECKUM 3BEHOM
paccrosiHieM, 0COOEHHO Ha MOPCKOM TPaHCIOPTE, JeTacT HEBO3MOXHBIM KOHTPOIb
3a BBINIOJTHEHHEM CTpaTernyeckux 3agad mepcoHasioM. C Jpyroil CTOpOHHI,
WCTIOJIHUTEHN HE KOOPJAMHUPYIOT CBOU JICHCTBUS C TII00ATBHBIMU LENSAMH KOMITAHUH
Y HE UMEIOT BO3MOKHOCTH OPHEHTHPOBATHCS B CTPATErHUYECKUX YCTAHOBKAX.

KPI nemaer BO3MOXHBIM OIEHKY 3()(EKTHBHOCTH (B JaHHOM KOHTEKCTE
YMECTeH HMMEHHO 3TOT TEpPMHH), a, 3HAYHUT, BOOPY’KAaeT PYKOBOJCTBO KOMITAHHUU
WHCTPYMEHTOM, MO3BOJISIONIMM OMNPEAETNTh, HACKOJIBKO YIIpaBiIeHHWE KOMITaHHEH
COOTBETCTBYET YpPOBHIO JOCTIKGHHS CTpaTerMyecKux Iefnell, B YacTHOCTH,
VKPEIUIEHUIO ¥ POCTY PBIHOYHOM CTOMMOCTH KoMmmaHuH. [lepconan, dopmupys
OTYETHl O pe3ynbTaTax CcBOed paboThl MO 3aJaHHBIM TIOKa3aTeNsM, WMeEeT
BO3MOXKHOCTh CPaBHHTh HTOTH C KIIOYEBBIMU TOKA3aTEISIMH U OLIEHUTH PEabHYIO
3¢ GEKTUBHOCTH CBOETO BKJIa/Ia B JICNO JOCTHKEHUS TTI00aIBHBIX Iieel Onu3Heca.

3Ota ocobenHocTh KPI oKUTCS B OCHOBY CHCTEMBI MOTHBAIIH COTPYIHUKOB
KOMIIaHUH, METOI0B IPEMUPOBAHNUS U MOOIIPEHHS ITIepCoHaa.

Takum 00pa3oM, 3ajjaua CUCTEMBI KITIOUEBBIX IMOKa3aTellell JesaTelbHOCTH U
CHCTEeMBl COaaHCHPOBAaHHBIX IIOKa3aTeJed COCTOMT B TIEPEBOAC CTPATErHH
KOMITaHUU B KOMIUIEKCHBIM HA0Op TOKazaTelnel ee NEeATeTbHOCTH, ONpPEACISIONINi
OCHOBHBIC TapaMeTpbl CHUCTEMbI W3MEpEHHsI M yrpasiieHus. HaOop moka3zarenei
3aJaeT OCHOBY JUisi (OPMUPOBaHHS CTpaTerMM KOMIAHWM M BKIIOYaeT
KOJIMYECTBEHHBIC ~ XapaKTCPUCTHUKH IS WHPOPMUPOBAHUS  COTPYIHHKOB 00
OCHOBHBIX (paKTOpax ycliexa BYepa, CEroiHs, 3aBTpa. A BbICIIEE PYKOBOJCTBO
HATpaBJISICT 3HEPTHI0, CIIOCOOHOCTH W 3HAHUS COTPYIHUKOB Ha pEIICHHE 3a/1adu
JIOJITOCPOYHOM MEPCIEKTHUBEI.

Cucrema KPI HeoOxoauMa B KOMIAHUSX IS TIOHMMAHHS TOTO, HACKOILKO
KITIOYEBBIE TIOKA3aTelnu JACATEIbHOCTH B HACTOSIIEM COOTHOCATCS C LEISIMH U
CTpaTernyeckiMU WHUIIMATHBAMHU B JOJITOCPOYHOM Tepuoje. Takum obpazom, KPI
HEpa3phIBHO CBSI3aHBI CO CTpaTerHed KOMIIAHWH. OJTO HMHCTPYMEHT H3MEpeHHs U
yrpasieHus 5 HEKTUBHOCTHIO KOMIIAHHU.

CoBpeMeHHBIH PBIHOK CTAaBUT KOMIIAHWU TIepen JOCTaTOYHO >KECTKUM
BBEIOOPOM — HJITH «B HOT'Y CO BPEMEHEM», OCO3HABAsI PEalIMK PHIHOYHBIX OTHOIICHHUH
WIH UJTH K OaHKPOTCTBY. MeHsIeTcsl TEeMITOPUTM — KOMITAHWH BBIHYXK/ICHBI paboTaTh
ObicTpee,  ompenensss ~ CBOM  KOHKYpPSHTHBIE  INpEMMYIIECTBa,  ObICTpee
COBEPIICHCTBOBATh CBOU MPOAYKTHI M yciuyru. Cerogns pa3pabaThiBaTh CTPATETHIO
CTaJI0 MOJIHO JIAXK€ B O4Y€Hb HEOOIBIINX KOMITAHUSX, CTpeMSIIUXCcS K 3 dexkTnBHOMY
YIPaBIEHHUIO M Pa3BUTHIO, HA HAYAJBHBIX dTalax UX >KU3HEHHOTO ITUKJIA.

3amaua cucrembl KPI W cOamaHCHMpOBaHHBIX ITOKAa3aTelell COCTOMT B
MepeBojic  CTpaTerMl KOMIIAHUM B  KOMIUIGKCHBIH Ha0Op TOKazaTened ee
NEeSITeIbHOCTH, ONPEACNSIONINI OCHOBHBIE MapaMeTpbl CHCTEMBl H3MEPEHUA U
yrnpasienus. Yrto OyaeMm wu3Mepars? YpoBeHb jgocTkeHus 1ueneil. Habop
nokasarteliell BKJIFOUAeT KOJIMYECTBEHHBIC XapaKTEPUCTHKH Ui HH(OPMHPOBaHUS
COTPYAHHMKOB 00 OCHOBHBIX (DaKTOpax ycriexa B HacTosieM u OyayiieMm. KitoueBbie
MoKa3aTeNu JesITeTbHOCTH IO3BOJISIOT HE MPOCTO OXapaKTepH30BaTh pe3yiabTaT, K
KOTOPOMY JIOJDKEH CTPEMHTBCS COTPYAHHUK, KaKyi0 palboTy OH Ul ATOrO JOJDKEH
BBITIOJTHUTh, B KaKOM KOJHMYECTBE, M 3a KaKoe BpeMs, HO U OLIEHUThH IOJIE3HOCTh
Ka)KJIOr0 COTPYAHUKA JUIsI KOMIIAaHUH.

Berenpenue cucrembl KPI B koMmaHuM NPOXOAWUT B HECKOJIBKO 3TAIOB.

198 Bunyck 50 2012



[TocnenoBaTeIbHOCTD ATAMOB ABJSCTCSA ONPEACIISIONICH, U €€ U3MEHCHUE HEraTUBHO
oTpakaeTcss Ha pabOTOCIIOCOOHOCTH CHCTEMBI B Ie/ioM. YeTko cdopMmysrpoBaHHAs
CTpaTerusi OMMCHIBACT OCHOBHBIC IAard, KOTOPbIC CJEAyeT MPEANPUHATL IS
JOCTH)KEHHUS TIOCTABJICHHBIX IIECH M JKeJlaeMbIX pe3ysibTaToB. CTpaTerus KOMIIaHUU
JOJDKHA OBITh pa30uTa Ha KOHKPETHBIC CTPATErMYSCKHEe WHMIIMATHUBBI, B PaMKax
KOTOPBIX BBIICICHBI 3aJa4yd JJIs  OTHCIBHBIX CTPYKTYPHBIX IOJpPa3ICICHUN.
BaxHeluM >JE€MEHTOM JaHHOTO 3Tana SBIISIETCS OIpPEJeieHue NTPUOPUTETOB
CTPATErHYSCKUX WHUIMATHB M KOOPAMHALIMS MEKIYy IMojapasicicHusIMU. M B 3TOM
cllydyae Ha IMOMOIb NPH3BaHA MPHUTH CTpaTernyeckas KapTa KOMITAHHMH, KOTOpas
HaJIAAHO W JIOCTYIIHO OTOOpAa3WT, KaK WHTETPUPOBAHHBIC IICH  YETHIPEX
COCTABJISIOIIMX CKIIAJBIBAIOTCS B CIUHYIO CTPATEruio, IOCTYIHO HJLTIOCTPUPYS
MPUYUHHO-CIICACTBEHHYIO CBSI3b.

Wrak, campIM cj1a0bIM 3BEHOM B peajM3allii CTPATErMy KOMIIAaHUH, SBJISIOTCS
MH(OPMAIMOHHBIC KaHAJIBI CBSA3M MEXKy PYKOBOACTBOM H IIEPCOHATIOM KOMIIAHUH. A
eciy OBITh TOYHEE, JBa DJIEMEHTa 3TOr0 B3aMMOJACHCTBHUS, COOCTBEHHO T'OBODS, U
MPEICTABJIIONINX COOOM MK YIPABJICHHS — BEPTHKAIN «PYKOBOACTBO — IIEPCOHAIDY
M BEPTHKAIM  «IEPCOHAJI —  PYKOBOACTBO».  HECOBepIIEHCTBO  3TOro
MH(OPMAIMOHHOTO KaHajda BBI3BIBACT OCTPYIO HEOOXOIUMOCTh HHCTPYMEHTapHs,
KOTOPBIH TO3BOJNMJI Obl HAIOJHUTH MPOLECC MPUHATHS PEUICHHUS aJCKBATHOW U
JOCTaTOYHOM MHpopMaiueil. OT0 U MO3BOJAECT O003HAYUTH CHUCTEMY KIIIOUYCBBIX
MmoKa3aTeliell esITeIbHOCTH, PABHO M CHCTEMY COaJaHCHPOBAHHBIX IMOKa3aTenel, KakK
HOBBIC HHCTPYMEHTBI YIIPABJICHHUS, COCTABJISIONIME OCHOBY NP MPUHATHH PEILICHUMH,
0asupyroIUXCsl Ha  OICHKE A(PQPEKTUBHOCTH  JSATCIBHOCTH KOMIIAHUM U
HaIpaBJICHHBIC HA JOCTIXKCHUE €€ CTPATErMUSCKUX LICNIeH.

KPI nemaer BO3MOXKHBIM OLIEHKY S()(EKTHBHOCTH, a, 3HAYUT, BOOPYKAET
PYKOBOJACTBO KOMITAHUM HHCTPYMEHTOM, IO3BOJISIONIMM ONPEACIUTh, HACKOJIBKO
yIpaBlIeHHEe KOMIIAHHWEH COOTBETCTBYET YPOBHIO JOCTIHIKEHHUS CTPaTErHnYeCKHX
LIeNIeH, B YaCTHOCTH, YKPEIJICHUIO M POCTY PHIHOYHON CTOMMOCTH KOMITaHUH.

ExoHoMiuHi iHHOBaIi1
2012 Bunyck 50 199



