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Summary

Structural and substantive characteristics of an innovation-active enterprise are analyzed. Priority competitive strategies are outlined and the role of intellectual resources in their realization is defined. Key aspects of “diversity management” in the context of increasing the effectiveness of organizational interaction and developing the intellectual potential of the personnel of an enterprise for better use of heterogeneity factors for forming and growing its competitiveness are determined.
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Introduction
Growing competition in the majority of market segments requires special attention to innovation activities as the key source of the creation of a competitive advantage from the management of enterprises. A high activity of enterprises in the creation and realization of innovations is the basis of their life activity in dynamically and globally changing circumstances of economic activities. Nevertheless, Ukraine does not have enough enterprises of such type to be able to announce the transition of the national economy to an innovative type of development.
The increase in number of innovation-active and competitive industrial enterprises requires reconsideration of the content and structure of the work of staff management, making an emphasis on the development of general intellectual and professionally oriented knowledge and skills. It makes the problem of enhancing the quality of personnel management more topical, necessitates changing attitude to personnel management, increasing attention to the problems of systematic and purposeful retraining of personnel for timely updating their knowledge and acquiring competencies needed for solving new tasks. However, growing mobility of labour resources complicates solving these tasks since it destabilizes the structure of personnel, makes it more heterogeneous, and, therefore, it complicates organizational interaction and requires new approaches to the organization of the processes of updating and acquiring new knowledge.
The problem of coordinating existing approaches to personnel management and competencies of an enterprise with the conditions of present-day competitive activity is raised by numerous researchers. Underlying principles of solving this problem are outlined by G. Hamel and K. Prahalad [10], who designed an effective model of developing competencies. Making a start from this model, S. Kholliford, S. Whiddett [11] and others suggested using competency and motivation based approach to developing the system of management of human resources development. Relating to the tasks of the management of the development of intellectual capital their ideas were developed by O. Anisimova [1], A. Zharinova [3], M. Semikina [7], I. Friman and K. Kovalchuk [9] and many others. At the same time, some organizational and methodical problems concerning the integration of the tasks of the management of enterprise innovation activity for sustaining its competitiveness under conditions of growing mobility of labour resources, increased heterogeneity of working environment and personnel are not given enough attention. In this connection, the purpose of this research is to formulate methodological principles of using the policy of “diversity” in the management of the development of the resources of innovation-active industrial enterprises for ensuring their ability to realize competitive strategies.
1. Structural and substantive characteristic of an innovation-active enterprise
The realization of the policy of innovation development in Ukraine and the transition of the national economy into a new qualitative state require more innovation-active enterprises, which are capable of effective carrying out innovation activities, active using an innovation factor for competitive activities. This is the innovation activity that enables an enterprise to pursue a preemptive tactic forming the base for the development of consumer preferences and the creation of new high-capacity segments of the market, thus sustaining its competitiveness in a long-term outlook.
Taking into consideration the evolution of the theory of competitiveness in its historical context we suggest that competitiveness of an industrial enterprise be understood as its ability to produce and launch products with higher consumer value comparing to products produced by leading world manufacturers into the market, achieving its goals in strategic areas of economic activities chosen with regard to its own resource and market potentials and requirements of international quality standards [6]. It is known that consumer value of production is formed either in price or in functions [7]. Depending on customer target groups, the consumer value may be different even for the same goods, which requires that participants of an innovation process be able to differentiate consumer preferences and use this ability in the development of goods and their positioning in the market.
With the account of the tendencies of scientific and technological advance that considerably accelerate changes in consumer preferences, it can be stated that the effective innovation activity of an industrial enterprise is the main factor determining its competitiveness under globalization. Therefore, a considerable growth in interest shown by enterprise management and owners in increasing their innovation opportunities both in the field of creating and developing product innovations and in the field of improving existing business processes and planning new business processes can be expected.
In scientific literature the term “innovation activity” concerning enterprises is one of the most widespread. It reflects the state and dynamics of the development of the actors of the national economy for a certain period of time and the degree of their participation in innovation activity. In official statistics the level of innovation activity is defined by the ratio of the number of innovation-active enterprises (that is enterprises carrying out innovation activities, regardless of the implementation of innovations in the market as the result of such activities) to the total number of enterprises in the country, industry, region for a certain period of time.
In our opinion, this approach is not without drawbacks. It cannot be regarded as the principle of innovation activity management. The task of the innovation activity of an enterprise (as the basis of its innovation activity) is not only to create a new product or a process but also to make its implementation have significant positive influence on final results (economic, financial). Therefore, it is important to know if there is the connection between the number of innovation-active enterprises and their ability to increase proceeds from sales of products, including innovation products. Figure 1 shows the dynamics of indicators reflecting corresponding processes.
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Fig. 1. The dynamics of the innovation activity of industrial enterprises of Ukraine and its results 
Sources: Volume of products sold according to kinds of activity [Electronic resource] / Access mode: http://www.ukrstat.gov.ua/operativ/operativ2013 /pr/orp/orp_ u/orp0313_u.htm (Date of use 28.05.2017); Scientific and innovation activity (1990-2015) [Electronic resource] / Access mode: http://www.ukrstat.gov.ua/operativ/operativ2005/ ni/ind_rik/ind_u/2002.html 
The diagram shows that despite the growth in the number of innovation-active enterprises, the specific weight of innovation products has descended in their total sales (since 2007). We can assume that it was one of the causes of a drastic drop in industrial production in 2009 and the stagnation of industry in recent years (2010-2011 should not be taken into account since the activation of the industry was triggered by the preparation to Euro-2012). It is obvious, that in order to ensure more substantial results of quantitative growth of economic indicators, the effectiveness of innovation activity must be higher. This is the approach to innovation activity management which must be taken as a principle for the development of guidelines for enhancing these processes.

Consequently, the innovation activity of an enterprise must also be regarded as its ability to produce innovations and efficiently bring them to the stage of commercialization with the maximum return on investments. Therefore, we suggest that the innovation activity of an enterprise should be considered as the system-activity characteristics of an enterprise reflecting its intensive, purposeful and effective actions in the field of creation and implementation of innovations on the basis of the accumulated innovation potential. The activity component is estimated through accomplished innovations, that is, through the effectiveness of innovation activities. The system component is estimated through the ability of an enterprise to carry out innovation activity effectively, timely recognizing incipient problems and removing causes that obstruct an innovation process. It should be noted that it is the system component of innovation activity that can account for different results of innovation activity with relatively equal input data.
In addition, for the management of innovation activity it is important to keep to a strategic approach allowing the accurate assessment of preferable innovation strategies in the context of creating competitive advantages of an enterprise and identifying resources needed for their realization (table 1).
Table 1. Types of innovation strategies of an industrial enterprise depending on the way of creating competitive advantages and resources for their realization
	Type of strategy
	Way of creating competitive advantages
	Competencies and resources needed  for creating competitive advantages

	Aggressive 
	Bringing new mass consumption goods with high consumer value to the market 
	Ability to produce absolutely new goods. Strong material resources, design and development capability, creativity and professionalism of personnel

	Niche
	Monitoring the market with the view to identifying new needs and creating product innovations with consumer value for corresponding market niches
	Ability to recognize specific needs of targeted customer groups and devise the ways of meeting these needs. Creativity and professionalism of personnel

	Defensive
	Product development and process improvement
	Ability to develop products and processes. Creativity and professionalism of personnel

	Imitating
	Fast industrial development of consumer value created by others
	Buying a license or pirated copying of a prototype that found consumer acceptance. Professionalism of marketers, lawyers and technologists

	Dependent
	Establishing partner relations with producers of a final product with the view to participating in a technological chain
	Ability of the production system to ensure necessary standards of quality for a partner in a technological chain. Competencies and professionalism of top and operations management 

	Traditional
	Sustaining standards of the traditional approach to the production of goods which ensures their correspondence with established preferences of consumers 
	Ability to maintain interest to the product. Creativity and professionalism of marketers, and technologists


Source:  compiled by the authors on the basis of the existing classification of innovation strategies
In view of close links of innovation and competitive strategies there are sufficient reasons for regarding the enterprises whose personnel systematically and effectively create and sustain a competitive advantage on the basis of innovations choosing innovation strategies which are appropriate to the market conditions and using suitable material resources as innovation-active enterprises. It suggests purposeful including the factors that can make the most valuable contribution to the creation of a competitive advantage in the production process of an economic entity. In the modern world such factors include human resources and their intellectual potential. The most important constituents of the latter are the creativity and professionalism of personnel which serve as a constant and inexhaustible source of innovation ideas and the main tool of their realization for the creation of new consumer values. It is questionable whether all employees of modern enterprises must have these qualities. Economic activity shows that they are not always expected to possess these qualities since in production many operations are routine and their qualitative performing does not demand a creative approach. Therefore, for the personnel management it is important to differentiate programs of the development of the personnel of enterprises taking into consideration differences in their production structure and peculiarities of performing production tasks. In the world practice of personnel management it is done within the bounds of the policy of “diversity”. We are examining its potential within the bounds of the formation of the system of the development of the personnel of industrial enterprises which plan to achieve their strategic goals by the maximum possible use of the potential of innovation activity.
2. «Diversified management» in the development of potential of human’s resources an innovation-active enterprise
Growth in value of intellectual capital in the aggregate of the production factors of an enterprise makes the problem of the effective use of their potential more acute. It is particularly important if increasing mobility of labour resources in modern society is taken into account, and economic reasons are prominent among the reasons of increasing mobility of labour resources. The high dynamics of migration processes, preferably from the countries with the low standard of living to more developed countries, proves it. Such dynamics is typical for the majority of post-Soviet countries including Ukraine. Under such conditions enterprises find it difficult to attract and hold employees of high qualification, especially young people, for whom the valence of the results and the remuneration of labour is an important criterion of the appeal of a workplace.
All these factors determine negative tendencies in the age and qualification structure of personnel such as growth in the specific weight of employees over 50 years old (who can be regarded as highly skilled specialists because they have substantial practical experience in their speciality) and, quite the contrary, decrease in the percentage of young specialists. Such tendencies have particularly negative impact on the succession of job skills since the level of proneness to conflict is much higher between the age categories “fathers-children” than in other age ratios.
As a rule, young employees start their professional activity, trying to bring into correlation the theory with practical tasks in a real workplace. Therefore, they cannot be regarded as highly skilled specialists. Ideal conditions seem to be created for exchange of experience and knowledge. However, high-level competition in the labour-market and existing since the beginning of time barriers to perception between generations do not promote a normal process of sharing of knowledge and skills, their accumulation and transformation into organizational knowledge that are able to increase the intellectual capital of an organization.
In this respect, the supremely important task of the management of modern organizations, which are mostly heterogeneous in the personnel structure, is to create the conditions of organizational interaction under which existing difference could be considered as an advantage, “special resource of an enterprise” but not as disadvantage. The importance of this approach for the management of organizations is testified by the considerable interest to the concept of “diversity management” which aims at the support and development of the talents and potential of personnel, and the purposeful development of heterogeneity [5].
In scientific literature heterogeneity is interpreted as non-uniformity, diversity, variety, dissimilarity, “peculiarity” by nature or origin of parts of a certain system. This term is most commonly used in sociology as one of the structural characteristics of a certain society. If heterogeneity is examined from this point of view, as a complex of parameters showing the degree of dissimilarity, a broad spectrum of peculiarities of a certain society, diversity, “peculiarity” of its components, it can be stated that modern organizations are characterized by the high level of heterogeneity and, first of all, in respect of their social component.
This is the social component where dissimilarity shows itself to the highest degree: in the personnel structure, the relation between the educational level and the qualification of workers, their professional specialization, gender and age, values, motivational preferences and other characteristics reflecting the ability and wish of a worker to achieve given goals. In a heterogeneous organization not only the abilities, life experience and professional skills of different employees are interrelated, but their interests, preferences, values and targets clash as well. Here, the most important tasks of the management of an organization include not only neutralizing the negative impact of the factors of heterogeneity but, to a much higher degree, the use of existing differences for enhancing the effectiveness of the collaborative activities of people aimed at achieving common goals, including the sphere of innovation activity.
M. Crozier, one of the leading representatives of evolutionary economic theory, regards social interaction as the fundamental process in the activities of any organization [2, p.7]. This view is corroborated by G. Kleiner’s system-integrated theory [4]. Unlike the neoclassical view of the essence of the activity of an enterprise (where the technologies of resource processing belong to the priority sphere of the analysis) and the institutional view (where contractual relationship is the central element of the analysis) G. Kleiner presents a complete (integration) picture of the components of the internal environment. In this theory he emphasizes the necessity of the integration of resource flows and processes of cultural and institutional dynamics in space and time as the principle of an enterprise activity.
In his theory G. Kleiner regards the internal space of an enterprise as the system where the production and market characteristics of an enterprise behavior are determined by the combination of subsystems reflecting peculiarities of its social components. The mental features of the enterprise members, the cultural features of an organization’s internal environment, the institutional characteristics of an enterprise and its cognitive mechanisms are attributed to them. They form the mental and institutional base of an enterprise which can change only in a long term. To a certain degree these components must be taken for “granted”, this is the social “material” which “makes” an enterprise. The reproduction, preservation and evolution of this fundamental structure are ensured by the mechanisms of heredity. For every enterprise they reproduce its social-economic genotype which is the combination of heritable and slowly changing characteristics ensuring the quality of perception and the comprehension of new information, the quality of the general direction of economic activity [4].
The second group of subsystems reflects functional features of every enterprise. It includes its organizational and managerial characteristics, processing characteristics, the combination of the ways of performing different economic activities (behavioral patterns) borrowed from other enterprises (so called imitation subsystem) and also the characteristics of economic behavior of an enterprise in a certain society (so called historical individual and group industrial memory of workers that makes the intellectual space of an enterprise).
In the analysis of essential characteristics of subsystems singled out by G. Kleiner it should be noted that only organizational and managerial characteristics and processing characteristics have material objects. The others are nonmaterial; they belong to the social component of an enterprise and in their combination they form the intellectual space of an enterprise which is the most important component of effective innovation activity. As we have noted [5], taking into account the heterogeneity of motivational preferences in the internal environment of an enterprise is the most difficult task for ensuring the effectiveness of managerial effects. Also it is difficult to reach the level of the concordance of the techniques and methods of management which could provide efficient solution to innovative tasks taking into consideration each participant’s contribution to creation of a consumer value. The staff of modern enterprises is considerably heterogeneous with regard to both educational and qualification characteristics and the others, directly or indirectly affecting the formation of motivational preferences, the effectiveness of individual and group activities, and also workers’ loyalty to their enterprise.
Modern enterprises working actively with the market must solve a great number of innovative tasks and as a rule a project team is created for solving each of them. The effectiveness of an innovation project considerably depends on the members of project teams. These teams are usually heterogeneous and not only with regard to functions, qualifications and age. Quite often they are polyethnic, which means that they differ in mentality, perception of the world, attitude to communications. External chief specialists are often invited to be in charge of a project team. In many cases it has a negative impact on the general structure of relationships and motivation of the members of a team. It is the most tangible in a multicultural working environment. The fact that the social component of modern organizations can be little administered due to the substantial growth in the education level of workers and a clash of their interests and motives (often diverging) should be also taken into account. As a result, the effect of negative synergy caused by the opportunistic behavior of the team members who have a preconceived opinion of the organizational or professional competencies of a new manager may arise instead of the increase in the total intellectual potential of a project team.
Fruitful collaboration of such teams essentially depends on the motivation of their members for working together, on their wish to share their knowledge and experience for solving little structured innovative tasks, on their ability to understand and support the initiative of others. A very important function of diversity management is the function of motivation, which consists in the motivational use of differences in heterogeneous groups with the view to obtaining synergy of their members’ collaboration.
As a rule, workers of intellectual labour have a broader structure of motivations than ordinary workers who perform production tasks. Needs for self-realization and self-affirmation are important motivational factors to them. In this sphere competition increases between young employees, who have high career ambitions, and the older generation that does not want to give them way in the hierarchy of statuses (both formal and informal).
It is obvious that a heterogeneous group needs a period of adaptation during which mutual bias is smoothed over and the relations of “agreement-disagreement” transit to the relations of seeking compromise. The latter requires some efforts from the subjects of organizational interaction who are fully confident in the correctness of their positions and find it difficult to consider the other party’s opinion. It is possible under conditions of tolerance of interpersonal attitudes, psychological mobility of individuals and other conative traits based on the high level of intelligence and awareness.
The higher heterogeneity level of team members is the bigger role of the sociopsychological and economic methods of influence on their behavior is. These methods promote modeling the system of the support of sustainable human relations inside an organization and also partnership relations in network entrepreneurial structures. It can be assumed that these are the sociopsychological and economic methods that ensure the integrity of any socioeconomic system due to the stable characteristics of an appropriate institutional environment.
This assumption about the creation of a favourable institutional environment for the effective mutually beneficial cooperation of all participants of economic activities in every organizational space can serve as a methodological base for creating the appropriate management tools, technologies and strategies of work with personnel. Priority attention is focused on identifying the methods of improving organizational interaction since the effective cooperation in the process of innovation activity is the key condition of its effectiveness. These are interpersonal relationships in a group that form a certain level of psychological compatibility which is a social psychological phenomenon called “psychological climate”. As a rule, an adverse psychological climate arises in the groups where interests and motives of members differ substantially, which arouses distrust in their relationships. It results in higher control (self-control, mutual control, duplicating functions for the purpose of identifying obtained results). Mutual control may lead to a review of individual motives of activities if there is an essential difference between them, which facilitates reaching a consensus. As a result, in the process of the development of relations a work group must reach the level of harmonization of individual motivational preferences which could make effective cooperation possible.
It is possible to reach better mutual understanding in the process of the realization of the programs of personnel development. With regard for the above-mentioned system-activity approach to defining the essence of innovation activity of an industrial enterprise, the functional content of its system of personnel development must take into account both the development of competence component of innovation activity and the development of a system of organizational relations. Table 2 shows it in respect of general functions of management.
Table 2. Functional contents of the system of the development of the personnel of an industrial enterprise from the aspect of system-activity approach to defining the essence of its innovation activity
	General functions of personnel management 
	Tasks of the system of the management of personnel development in the components of innovation activity

	
	Activity component
	System component

	Diagnostics and forecasting
	The evaluation and specification of competencies of employees holding certain positions and their correlation with the competencies needed for the implementation of innovation strategies
	Experts’ general assessment of a state of organizational-structural capital of an enterprise

	Planning
	The formation of the system of personnel development in accordance with the basic principles of innovation strategies, key structures of forming the competitive advantages and structure of personnel competencies
	The formation of the main directions of the development and improvement of organizational relations and a system of communications

	Organization
	Defining the forms and methods of personnel development for gaining necessary competencies by elaboration of target     training programs
	Defining the forms and methods of the development of organizational relations and a system of communications

	Motivation
	The stimulation of employees to participation in training programs, self-training and development by increasing rewards and outlining prospects of career growth
	Programming the development of organizational culture for strengthening a group cohesion and the minimization of personnel’s opportunism

	Control
	Bringing the real competencies of employees holding certain positions in correspondence with the competencies needed for the implementation of innovation strategies
	Planning actions for the development of informational support of the activities of functional services and operating departments

	Regulation
	The improvement of the system of personnel development on the basis of a revealed disparity between existing competencies of workers and key competencies needed for the successful implementation of a chosen innovation strategy 
	The improvement of the system of organizational relations by means of solving social problems and the development of techniques of structural conflict management 


Source: compiled by the authors
The competitiveness of an enterprise under globalization will grow provided that an enterprise is able to create and store new knowledge, sustain succession in knowledge transfer, ensure their multiplication in the related or concurrent fields of activity. Therefore, enterprise personnel development must become an integral component of innovation management. It will make it possible to use the resource base of an enterprise for implementing competitive strategies and ensuring stable economic dynamics in full capacity. Depending on a priority competitive strategy, the accumulation and creation of new knowledge must facilitate solving problems of searching for the best variants of forming competitive advantage in the context of a chosen strategy. Nevertheless, in any case, knowledge increasing efficiency and effectiveness of organizational interaction is important for modern enterprises.
Conclusion

Modern enterprises operate in a complex and dynamic business environment, whose multiple factors and uncertainty increase the risks of economic activities. The more complex and diverse impact of an environment on the industrial and economic activity of an enterprise is the more diverse the decisions and actions of management for keeping dynamic stability of this enterprise in the process of implementing innovation changes must be.

Forming consumer values for different target markets, big industrial enterprises operate varied resources, develop different business-processes and implement their different combinations in appropriate competitive strategies. Naturally, it reflects on the content of innovation activity the management of which must ensure advantages of an enterprise by means of effective interaction with resource and organizational diversity.
The motivational component of the management process is a major prerequisite for the effectiveness of organizational process. The factors that encourage workers’ loyalty to an enterprise, achieving organizational consensus and fruitful cooperation must be developed in the structure of motivational factors. Each of these directions of work with personnel requires its own development programs which in the aggregate ensure cumulative effect consisting in the increase in intellectual capital of an enterprise due to the minimization of the negative impact of heterogeneity and the increase in the positive synergy of diversity.
References
1. Анисимова О.Н. Управление развитием интеллектуального потенциала в процессе адаптации промышленных предприятий к мировому рынку / О.Н. Анисимова / Проблемы экономики. – 2012. – № 1. – С.60.

2. Бахмарова В. Н. Концепция управления Мишеля Крозье: социологический анализ / В. Н. Бахмарова, О. Я. Гелих // Экономика и политика России в переходный период : научн. сессия по итогам НИР 2009 года, март-апрель 2010 г. : сб. доклад. — СПб.: Изд-во СПбГУЭФ, 2011. – С. 6-11.

3. Жарінова А. Г. Розвиток інтелектуальних здібностей персоналу як основа стратегічної орієнтації на посилення конкурентних переваг підприємства / А. Г. Жарінова // Актуальні проблеми економіки. – 2012. – № 5. – С. 38-46.

4. Kleiner G.B. System-integration of the enterprise theory / G.B. Kleiner. //  Original scientific paper. – 2005. –  № 30.
5. Стадник В.В. Чинник гетерогенності персоналу у нарощуванні інтелектуального капіталу інноваційно-активного підприємства / В.В. Стадник, Л.О. Гризовська // Проблеми економіки. – 2014. – № 2. – С.197-204.

6. Семикіна М. В. Інноваційна праця в конкурентному середовищі: загальна методологія, мотиваційні основи регулювання: моногр.  / М. В. Семикіна, Л. А. Коваль. – Кіровоград : Степ, 2002. – 212 с. 

7. Stadnyk V. Innovative factors in the system of value-oriented management of an industrial enterprise/ V. Stadnyk, О. Zamazii //Актуальні проблеми економіки. – 2015. – № 9. – С. 242-249.

8. Стадник В.В. Науково-методичні основи моделювання поведінки споживачів в системі ціннісно-орієнтованого управління підприємством / В.В. Стадник, О.В. Замазій // Проблеми економіки. – 2015. – № 3. – С.169-174.

9. Фріман І.М. Управління інвестиціями в розвиток людського капіталу як фактор підвищення конкурентоспроможності промислового підприємства / І.М. Фріман, К.Ф. Ковальчук // Проблеми економіки. – 2011. – № 3. – С. 71-74.

10. Хамел Г. Конкурируя за будущее. Создание рынков завтрашнего дня / Г. Хамел, К. Прахалад. – М.: Олимп-Бизнес, 2002. – 437 с.

11. Холлифорд С. Мотивация. Практическое руководство для менеджеров / С. Холлифорд, С. Уиддет. – М.: ГИППО, 2008. – 352 с.

References
1. Аnisimova О.N. Upravlenie rasvitijem intelektualnoho potenziala v prozese adaptazii promyshlennych predpijatiy k rynku / О.N. Аnisimova / Problemy ekonomiki. – 2012. – № 1. – S.60.

2. Bahmarova V.N. Kontsepzija upravlenija Мishelja Кrozje: soziologitcheskiy analiz / V.N. Bahmarova, О. J. Gelych // Ekonomika i politika Possii v perechodnyj period : nauchn. sesija po itogam NIR 2009 goda, маrt-аprel 2010 g. : sb. doklad. – SPb.: Izd-vo SPbGUEF, 2011. – S. 6-11.

3. Zarinova А. H. Rosvytok intelektualnych zdibnostey personalu jak osnova stratehichnoji orijentatsii nа posylennja konkurentnych perevah pidpryjemstva / А. H Zarinova // Аktualni problemy ekonomiki. – 2012. – № 5. – S. 38-46.

4. Kleiner G.B. System-integration of the enterprise theory / G.B. Kleiner. //  Original scientific paper. – 2005. –  № 30.

5. Stadnyk V. Chynnyk geterogennosti personalu v naroshtchuvanni intelectualnoho rapitalu  innovatsiyno-aktyvnoho  pidpryjemstva / V. V. Stadnyk, L.O. Hrysovska // Problemy ekonomiky. – 2014. – № 2. – С.197-204.

6. Semykina М. V. Іnnovatsiyna pratsja v konkurentnomu seredovyshtchi: zahalna metodolohija, моtyvatsiyni osnovy rehuljuvannja: моnohrр.  / М. V. Semykina, L. А. Коval. – Кіrovohrad : Step, 2002. – 212 s. 

7. Stadnyk V. Innovative factors in the system of value-oriented management of an industrial enterprise / V. Stadnyk, О. Zamazii // Аktualni problemy ekonomiki. – 2015. – № 9. – P. 242-249.

8. Stadnyk V.V. Naukovo-меtodychni osnovy моdeljuvannja povedinky spozyvatshiv v systemi tsinnisno-оrijentovanoho upravlinnja pidpryjemstvom / V.V. Stadnyk, О.V. Zamazii // Problemy ekonomiki. – 2015. – № 3. – S.169-174.

9. Friman І.М. Upravlinnja іnvestyzijamy v rosvytok ljudskoho kapitalu jak factor pidvyshtchennja konkurentospromoznosti promyslovoho pidpryjemstva / І.М. Friman, К.F. Коvaltshuk // Problemy ekonomiki. – 2011. – № 3. – S. 71-74.

10. Hamel G. Коnкuriruya za buduschtcheje. Sozdanije rynkov zavtraschnego dnja / G. Hamel, K. Prachalad. – М.: Оlimp-Bisnes, 2002. – 437 s.

11. Holliford S. Motivatsija. Prakticheskoje rukovodstvo dlja menedzerov. / S. Holliford, S. Widdet. –  Моskva: GIPPO, 2008. – 352 s.
_1575107910.xls
Диаграмма9

		2003		2003		2003

		2004		2004		2004

		2005		2005		2005

		2006		2006		2006

		2007		2007		2007

		2008		2008		2008

		2009		2009		2009

		2010		2010		2010

		2011		2011		2011

		2012		2012		2012

		2013		2013		2013

		2014		2014		2014

		2015		2015		2015



Share of innovation products in total sales of industrial production, %

Specific weight of enterprises implementing innovations, %

Volume of sales of industrial production, hrn. Mln

Specific weight, %

Sales volume, hrn. mln

5.6

11.5

289.12

5.8

10

400.76

6.5

8.2

468.56

6.7

10

551.73

6.7

11.5

717.09

5.9

10.8

917.05

4.8

10.7

806.55

3.8

11.5

1065.11

3.8

12.8

1329.26

3.3

13.6

1102.6

3.3

13.6

1322

2.5

12.1

1389.1

1.4

15.2

1742.2



Лист1

		

						2001		2001		2002		2003		2004		2005		2006		2007		2008		2009						2010		2011		2012		2013

				Індекси обсягів промислової продукції				115.8		112.5		103.1		106.2		107.6		94.8		78.1				111.2

						2003		2004		2005		2006		2007		2008		2009		2010		2011		2012		2013		2014		2015		0

				Share of innovation products in total sales of industrial production, %		5.6		5.8		6.5		6.7		6.7		5.9		4.8		3.8		3.8		3.3		3.3		2.5		1.4

				Specific weight of enterprises implementing innovations, %		11.5		10		8.2		10		11.5		10.8		10.7		11.5		12.8		13.6		13.6		12.1		15.2

				Volume of sales of industrial production, hrn. Mln		289.12		400.76		468.56		551.73		717.09		917.05		806.55		1065.11		1329.26		1102.6		1322		1389.1		1742.2

						16.19		23.24		30.46		36.97		48.05		54.11		38.71		40.47				36.39						24.39
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				13306.5		14134

				15520.5		15961.9

				17115.7		16788.1






