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modern trends in venture capital investment in the agro-industrial sector, particularly the growth of demand for sustainable development, biotechnology, the
expansion of blockchain technologies in supply chains, and the support of digital platforms for agricultural analytics. The main venture capital investment
strategies are considered through the prism of corporate venture capital (CVC), investment through accelerators and incubators, and the activities of venture
capital funds. New investment planning strategies in the agribusiness are focused on sustainable development and environmental efficiency, circular economy
and waste-free production, innovative technologies and digitalization, and adaptability to risks and global crises, which proves the feasibility of CVC as a
financing tool that allows large agro-industrial companies to invest in innovative startups and agro-technological solutions that have high development poten-
tial and can contribute to achieving the strategic goals of the parent company. Together with state support and regulatory incentives, these tools can form agro-
innovation and green technology projects, improve industry investment attraction, and stimulate growth. The results obtained indicate the need to develop
innovative financial strategies for agro-industrial enterprises that allow for effective attraction of venture capital and minimize risks, which helps to outline the
prospects for the development of venture investment in the agro-industry of Ukraine, increase the efficiency of investment project management and promote
the implementation of sustainable innovations in food ecosystems. The study's practical significance lies in the formation of approaches to improving the
mechanism for attracting venture capital to the agro-industrial sector of Ukraine.

Keywords: venture investment, agro-industry, investment attractiveness, food ecosystems, sustainable development, resources, innovations, risks,
globalization.
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EVALUATING THE EFFECTIVENESS OF TEAM BUILDING IN LEADERSHIP AND HUMAN
RESOURCE DEVELOPMENT

Barkova K. Evaluating the effectiveness of team building in leadership and humnan resource development.

In the current conditions of rapid technological progress and increasing market complexity, this article explores the crucial role of creative thinking in
improving innovation-oriented management strategies. While traditional management approaches have focused on efficiency and control, modern organizations
increasingly recognize that creativity is the foundation for ensuring innovation, strategic adaptability, and sustainable development. The article synthesizes
findings from global academic literature and empirical studies demonstrating how integrating creative thinking into strategic management processes significantly
enhances companies' ability to anticipate change, identify new opportunities, and implement innovative solutions. A conceptual model is proposed, illustrating
the sequential integration of creativity at various stages: vision formation, idea generation, strategic alignment, implementation, adaptation, and learning —
forming a continuous cycle of organizational development. Special attention is given to analyzing modern tools for supporting creativity in management, includ-
ing using design thinking, agile methodologies, digital co-creation platforms, and artificial intelligence algorithms to support innovative decision-making. The
article also outlines the practical advantages for enterprises, such as increased innovation levels, improved cross-functional interaction, enhanced customer satis-
faction, and the development of a culture of experimentation. It presents an analysis of possible scenarios for implementing the proposed model — from successful
transformation to potential resistance to change — which allows for a deeper understanding of its potential impact. In conclusion, the paper emphasizes the neces-

sity of treating creative thinking as a fundamental element of modern innovation management strategy in the knowledge economy.
Keywords: team building, leadership development, human resource management, employee engagement, performance evaluation, collaboration, stra-
tegic HR alignment, communication skills, group dynamics, organizational behavior, innovation, organizational culture.

Statement of the problem. In today’s complex and
dynamic business environment, the importance of cohesive,
motivated, and high-performing teams has become more
prominent. As organizations face rapid technological
changes, shifting market demands, and increased competi-
tion, leadership, and human resource (HR) strategies must
evolve accordingly. One such strategy that has gained con-
siderable attention is team building — a deliberate and struc-
tured process to enhance interpersonal relationships, foster
trust, and improve collaborative performance. While often
associated with corporate retreats and morale-boosting ex-
ercises, team building in its most effective form is a power-
ful tool for leadership development and human capital en-
hancement [1].

Analysis of recent research and publications. Effec-
tive team building transcends basic group interaction and
becomes a mechanism through which organizations shape
organizational culture, align individual goals with collec-
tive objectives, and nurture leadership potential across var-
ious levels. It creates environments where employees feel
engaged, empowered, and connected, improving retention,
productivity, and innovation. As scholars such as Jon R.
Katzenbach and Douglas K. Smith, Patrick Lencioni, and
Eduardo Salas colleagues have shown, successful teams do
not form by chance—they are cultivated through inten-
tional strategies involving communication, role clarity,
shared vision, and leadership dynamics [2].

This article explores the role of team building as a
central component in leadership and HR development. It
seeks to evaluate its effectiveness through empirical find-
ings, theoretical frameworks, and case-based evidence. The
analysis includes key team-building models, psychological
foundations, and performance outcomes linked to strategic
team development initiatives. The study aims to clarify how

modern organizations can design, implement, and assess
team-building interventions to enhance leadership capabil-
ity and organizational performance.

The purpose of the research. Critically examine
how team building enhances leadership capacities and the
strategic development of human resources within modern
organizations. Ultimately, the article seeks to bridge theory
and practice by offering a comprehensive assessment of
how team building can be leveraged to build resilient, high-
performing teams and future-ready leaders.

Presentation of the primary research material. Team
building has become essential to modern organizational
management, especially in leadership enhancement and hu-
man resource development. As businesses strive for agility,
innovation, and resilience in a highly competitive environ-
ment, the need for cohesive and high-performing teams has
never been greater. This calls for systematic efforts in devel-
oping interpersonal relationships, communication strategies,
and shared objectives among team members [3].

The effectiveness of team-building initiatives ex-
tends beyond recreational activities or short-term morale
boosts; it directly influences long-term organizational suc-
cess, leadership performance, and the sustainable growth of
human capital. Researchers such as Bruce Tuckman, who
proposed the foundational stages of team development—
forming, storming, norming, and performing —highlighted
the critical dynamics that must be nurtured to build func-
tional teams. Later contributions by Katzenbach and Smith
emphasized the importance of collective work products,
mutual accountability, and complementary skills within ef-
fective teams [4].

Furthermore, team building plays a significant role
in leadership development by fostering trust, enhancing
emotional intelligence, and creating a participative
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decision-making culture. From the human resources per-
spective, effective team building supports talent retention,
skills enhancement, and organizational citizenship behav-
ior. Considering these benefits, evaluating the effectiveness
of team building is paramount to ensuring that such initia-
tives align with strategic HR and leadership goals.

This article delves into the theoretical and practical as-
pects of evaluating team-building effectiveness within lead-
ership and HR development contexts. By examining various
evaluation types, benefits and drawbacks, and their connec-
tion to developmental outcomes, the article provides an inte-
grative framework for organizations seeking to assess and
enhance the impact of their team-building strategies [5].

Team building has emerged as a fundamental com-
ponent of modern organizational strategy, particularly in
leadership development and human resource management.
Evaluating the effectiveness of team-building efforts is cru-
cial for maximizing organizational productivity, fostering
leadership potential, and ensuring the sustainable develop-
ment of human capital [6].

Evaluating the effectiveness of team building has be-
come a critical element in assessing organizational develop-
ment and employee engagement. As companies increas-
ingly recognize the strategic importance of high-performing
teams, the ability to measure the success of team-building
interventions becomes a managerial priority. Practical eval-
uation enables organizations to determine whether team-
building initiatives translate into improved collaboration,
communication, performance, and morale. Theoretical ap-
proaches to such evaluations include quantitative metrics
like key performance indicators and qualitative insights like
behavioral observations and team feedback mechanisms.
These approaches provide a comprehensive understanding
of team functioning and allow for the alignment of devel-
opment activities with organizational objectives [7]. By
choosing the right combination of evaluation tools, manag-
ers can ensure that their team-building investments are ev-
idence-based and impact-driven.

Table 1
Types of evaluation methods and their pros & cons
Evaluation type Advantages Disadvantages
Self-assessment sur- | Quick feedback, cost- |  Subjective, bias-
veys effective prone
360-degree feedback A holistic perspective | Time-consuming,
includes peer input | potential conflicts
KPI/performance | Objective, results- |May ignore team dy-
metrics based namics
Psychometric test- | Insight into interper- |Requires expertise to
ing sonal compatibility interpret
Observational anal-| Rich contextual in- | Observer bias, lim-
ysis sight ited scalability

Source: organized by author.

A robust evaluation strategy is essential to unlock
the full potential of team building in organizational leader-
ship and human resource development. Each method —
whether self-assessment surveys, 360-degree feedback, or
observational analysis — offers unique insights that contrib-
ute to a fuller understanding of team dynamics. However,
each has limitations that must be considered when design-
ing an evaluation framework. Integrating multiple evalua-
tion techniques allows organizations to capitalize on their
strengths and mitigate weaknesses. Ultimately, thoughtful
and systematic evaluation ensures that team building does
not become a one-off event but evolves into a continuous
improvement process grounded in data, reflection, and
measurable outcomes [8].

Effective team building is a foundational pillar that
connects and enhances leadership practice and human re-
source (HR) development within an organization. It is more
than a set of occasional group activities; it represents a sys-
tematic process of strengthening interpersonal relation-
ships, aligning individual goals with organizational objec-
tives, and fostering a shared sense of purpose.

From a leadership perspective, team building en-
hances a leader’s ability to manage group dynamics

constructively. When leaders engage in team-building initi-
atives, they gain valuable insights into their team members'
strengths, weaknesses, communication styles, and motiva-
tional drivers [9]. This awareness enables leaders to practice
situational leadership —adjusting their style to fit the devel-
opmental level of the team. Trust-building exercises, con-
flict resolution sessions, and collaborative challenges help
leaders foster psychological safety. In this climate, employ-
ees feel confident in voicing their ideas and taking risks
without fear of negative consequences [10].

Furthermore, effective team building reinforces core
leadership competencies such as emotional intelligence, in-
fluence, and visionary thinking. Leaders who consistently
promote team cohesion and inclusive dialogue tend to cul-
tivate higher engagement and morale, critical drivers of
long-term performance.

Regarding HR development, team-building strategies
align closely with learning and development goals. They
serve as platforms for upskilling employees in areas like com-
munication, problem-solving, adaptability, and decision-
making. This aligns with the competency-based approach to
HR, which prioritizes the continuous development of em-
ployee capabilities. Team building also improves employee
retention, as collaborative cultures tend to have higher job
satisfaction and belonging [11].

Additionally, team building can help facilitate
onboarding and cultural integration. For new hires, engag-
ing with their peers in structured team-building activities
accelerates socialization and fosters early alignment with
organizational values and norms. For existing employees,
such activities serve as reinforcement mechanisms for core
behaviors and attitudes that the company seeks to promote.

Ultimately, team building's effectiveness resonates
across organizational levels. It reinforces leadership effec-
tiveness, supports strategic HR initiatives, and enhances or-
ganizational agility when properly executed. Companies
can create resilient, high-performing, and adaptive work-
forces by embedding team-building practices into broader
leadership and HR development frameworks [12].

Assessing the effectiveness of team building within
the context of leadership and human resource (HR) devel-
opment is essential for ensuring that organizational invest-
ments yield measurable outcomes. In the contemporary
business environment, where agility, collaboration, and em-
ployee empowerment are core strategic priorities, evalua-
tion frameworks provide actionable insight into the value
and impact of team-based initiatives.

The evaluation of team building is not limited to
short-term performance outcomes; it also encompasses
more profound behavioral changes, cultural shifts, and
leadership competencies nurtured through sustained inter-
action and collective learning. A structured framework al-
lows HR professionals, managers, and organizational lead-
ers to link team-building efforts with strategic objectives,
ensuring alignment between team dynamics and broader
talent development goals [13].

The framework outlined below presents a compre-
hensive model for evaluating team building through four
key stages: planning, execution, impact analysis, and feed-
back. Each stage includes clearly defined objectives, perfor-
mance indicators, and measurement methods. This system-
atic approach ensures transparency and accountability and
enables continuous program design and implementation
improvement.

In summary, applying a well-structured evaluation
framework is a strategic instrument for transforming team-
building initiatives into leadership and HR development
catalysts. Organizations can better understand how their in-
terventions contribute to leadership growth, workforce en-
gagement, and organizational cohesion by adopting a
multi-stage evaluation process. Moreover, by capturing
quantitative and qualitative data across different stages,
companies can refine their programs, address emerging
needs, and align activities with evolving business strategies.
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Ultimately, this leads to more targeted investments in hu-
man capital, enhanced organizational performance, and a
stronger leadership pipeline equipped to navigate modern

enterprise management's complexities.

Table 2
Evaluation framework
s . Measurement
Stage Objective Indicator method
Plannin Define team- Clarity of goals Interviews, stra-
& building goals yors tegic review
. Monitor activity Attendance
Execution AP Engagement rate| logs, observa-
participation tion
Impact anal- [Evaluate skill im- Leadership com- | Pre/Post-train-
ysis provement petency score ing tests
Feedback | MProve future Satisfaction rate |Surveys debrief
programs

Source: organized by author.

Implementing a structured evaluation framework
for team building —such as the one outlined in the table —
provides a robust mechanism for aligning development ef-
forts with strategic business outcomes. One of the most sig-
nificant advantages is the enhanced clarity and alignment
of team-building objectives. Through the planning stage,
enterprises gain a sharper understanding of what they seek
to achieve from team initiatives, ensuring that goals are
well-defined and directly support leadership and HR devel-
opment priorities [14].

The execution phase contributes to improved en-
gagement and accountability. By tracking participation and
involvement levels, organizations can identify which teams
or individuals benefit from the interventions and where ad-
justments are needed. This real-time monitoring fosters a
culture of active participation, reducing passive or disen-
gaged attendance. The impact analysis stage is critical for
identifying tangible improvements in competencies, such as
leadership skills, collaboration, and decision-making. Pre-
and post-assessment tools validate the effectiveness of pro-
grams, offering quantifiable proof of ROI (return on invest-
ment) in HR development. These insights inform future
leadership succession plans and help tailor development
pathways to individual and team needs.

The feedback loop strengthens the organization’s
learning culture. It empowers participants to voice their ex-
periences and insights, leading to the continuous refine-
ment of team-building methods. This stage also supports

adaptive learning, helping the enterprise remain responsive
to workforce dynamics and external challenges.

Opverall, the framework reinforces evidence-based HR
management, ensures strategic alignment of team building
with business goals, improves leadership pipelines, and in-
creases workforce satisfaction and retention. It positions the
organization to create cohesive, high-performing teams bet-
ter prepared to adapt, innovate, and lead in an increasingly
competitive and complex environment.

Conclusions and prospects for further research.
Evaluating team building effectiveness in leadership and hu-
man resource development is a vital strategic activity that en-
ables organizations to maximize the potential of their teams
and enhance overall performance. This article has demon-
strated that team building serves as a tool for strengthening
collaboration and communication and as a foundation for
fostering leadership capacity and advancing human capital.
Integrating a structured evaluation framework —encompass-
ing planning, execution, impact analysis, and feedback — pro-
vides organizations with actionable insights that support
continuous improvement and strategic alignment.

The conclusions drawn from this study highlight the
multifaceted impact of team building. It directly contributes
to leadership development by promoting trust, motivation,
and decision-making skills and reinforces HR development
by cultivating organizational culture, employee engage-
ment, and talent retention. The presented evaluation meth-
ods balance quantitative and qualitative perspectives, al-
lowing enterprises to track immediate outcomes and long-
term developmental changes.

Future exploration should focus on digital innova-
tions in team-building assessment, such as Al-driven feed-
back systems, virtual collaboration analytics, and real-time
performance dashboards. Future research could also exam-
ine cross-cultural differences in team-building effectiveness
and its role in supporting diverse, hybrid, and remote
teams. Additionally, longitudinal studies are needed to as-
sess the sustained impact of team interventions on organi-
zational growth and resilience.

In conclusion, building and evaluating effective teams
is a continuous journey that demands adaptive strategies, ev-
idence-based practices, and forward-looking leadership. As
the workplace continues to evolve, so must our approaches
to team development —ensuring that collaboration remains a
strength and a source of competitive advantage.
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AHHOTAITiSA.

BapxoBa K. O. Oyinka epexmuBrocmi xkomandoymbBopenns 6 aidepcmbi ma posBumxy 1100cokux pecypcib.
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V eyuacnux ymobax cmpimio2o mexnoA02i4H020 npoepecy ma 3pocmaiyoi ckaadHocmi punkoboeo cepedoBuwya ys cmamma 00cAi0xKye kao4o8y
poab kKpeamubHoeo MucienHa 6 yoockoHasenHi iHHOBailiHO opienmobanux ynpabaincokux cmpameeiti. Tooi ax mpaduyitini nidxoou 00 MeHeKMeHnTy
axyenmybBaiu ybaey na epexmubHocmi ma kKoOHmMpPoAi, cboe00HiwHT Opeanizayii dedai biabiue ycBidomatooms, ujo KpeamubHicms € ocHoBoto 045 3abeste-
uenna innoBayinnocmi, cmpameziunoi adanmubnocmi ma cmaioeo posbumxy. Y cmammi curmesoBaro nosoxenna cBimoboi naykoboi aimepamypu ma
eMnIpUUHUX 00CAI0XKeHD, AKI 006005Mb, W0 iHmMeepayis kpeamubro2o Mucienna 6 cmpameeiuni ynpabaincoki npoyecu cymmebo niobuusye 30ammicims
Komnaniii nepedbauamu 3minu, Buabasmu Hobi moxaubocmi ma BnpoBadxybamu innobayinini piwienHa. 3anponoHoBaHo KOHYeNnMyalsHy Mooeas, 1o
demoHcmpye nocaidoBry inmeepayiio kpeamuBrocmi na emanax popmyBanns bavenns, eenepybanns idet, crpameeiunoeo y3eodxenns, Bnpobadxenns,
adanmayii ma HaBuanus, gopmyrouu besnepepBHuil yuka posbumxy opearizayii. Oxpemy ybaey npuditeHo anaAi3y Cy4acHUX iHCHpPYMeHmib niompumxu
kpeamubrocmi 8 ynpabainni, 30kpema sacmocybannio OU3AH-MUCAeHHA, agile-Memodoaoeiil, yugpobux naamgpopm 041 cnisbHol eeHepayii idett ma as-
eopummib wimyuroeo inmeaexmy 045 niompumxuy innobayinnux piutens. Taxox okpecieno npakmuuni nepebaeu 044 nionpuemcme, 30kpema 3pocanta
pibrA iHHOBayill, NoKpayeHHA MixbyHKyioHaAbHOT 63aeM00iT, ni0BULeHHA 3a00601eHOCT KAiEHMIB ma hopMYBAHHA KYALIYPU eKcCHepUMeHIYBanHA.
Y cmammi nodano anarisz moxaubux cyenapii6 pearisayii sanpononobaroi modeai — 6io yeniwroi mpancgpopmayii 00 Moxauboeo onopy smiHam — o
00360451 eaubiue 3posymimu ii nomenyinnui 6naub. Y niocymxy, poboma naeosouye Ha HeodXiOHoCHi poseasdamu kpeamuBre MucieHHA Ax 06a306uil
eseMenm cyuacHoi cmpameeii iHHoBayitino2o Ynpabainus 6 ymobax eKoHOMIKU 3HAHD.

Katouobi cao08a: xomandoymBopenns, posbumox aidepcmba, ynpabainua A100CbKUMU pecypcaml, 3aay4ents npayibuuxi6, oyiniobanns egex-
muBrocmi, cmpameeiune HR-naanybanns, opeanisayiiina kyasmypa, Habuuiu koMyHikayii, komanoua ounamixa, ynpabaincoka noBedinka, innobayii.
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AHAJTI3 ®ITHAHCOBMX PE3YJIbTATIB HIAIIPMEMCTB YKPATHV B YMOBAX IIMMI®POBI3AIIIl TA
EKOHOMIYHUX KPU3

Ceporokob6 K. I., BaodaeB O. B. Anani3 pinancoBux pesyrvmamib nionpuememB Yxpainu 6 ymoBax yugppobizauyii ma eKoHOMiuHUX KpU3.

Y npoueci docaioxenns 6ya0 npoanaaizobaro pinarcobi pesysvmamu disssrocmi Gimuusnanux nionpuemcmb. Busnauerno 6naub cyuacroeo
axkmubroeo po3bumxy yugpoboi ekoHoMiku Ma NOCIITHUX eKOHOMIUHUX KpU3 Ha 0isbHichb cyb’ekmib eocnodapiobanns. Buabaeno kaouobi mendenyii
ma moxaubocmi adanmayii nionpuemcmé 0o yux Buxauxib. Ilpoanarisobano ounamiky aminu kisvkocmi cyd’exmi6 nionpuemuuyméa ma cxopeeobani
Ha pibens ingpaayii obcseu pearizobanoi Humu npodyxyii. Busnaueno nepiodu exonomiunux xorubans npomseom 2010-2023 poxib. OxapaxmepusoBaro
KA10406i emanu nepiodib xpusu, adanmayii i Gionobaenns. Ipoanarizobano sminu noxasnuxié npudymrobocmi nionpuemcmé 3a posdiramu KBEI npo-
MA2OM K0XKHO20 3 Yux nepiodi6. Ha ocnobi npoBedenozo anarisy 6y10 cghopmobaro epynu 0ifabHOCH 3 CUCHIEMAMUYHUM HATOLABUIUM WA HATIMEHWUM
npupocmom npubymrobocmi. JlocrioxenHs nokasau, wo HAuKpaue npucmocobyiontsca 00 HeCmadiAbHUX exoHoMiuHux ymo8 nionpuemcmaéa, sxi go-
KYCYIombCs HA THEPOPMAYITHO-KOMYHIKAYIIHUX MEeXHOA02IAX, (PIHAHCOBUX NOCAY2ax, A MAKOXK 0esAKUX cexmopax mopeibai ma npomuciobocmi. B npoyeci
aHAAI3Y BU3HAYEHO, W0 2AAY3i, AKi 3HAYHO 3aiexamb 6i0 gisuunux axmubib i mpaduyiiaHux GupodHULUX YUKAIG, MAIOMb MeH1UY 30AMHICIs NPOMUCIO-
AMU eKOHOMIUHUM nompAciuuaM. [oBedeno, ujo nionpuememba, y axux ocHobHi Budu disavnocmi nob’asani 3 posdisamu KBE]L 8 nanpami ingpopma-
YITIHO-KOMYHIKAYITHUX mexHoA0eill abo AKi akmubHo ix BuxopucmoByioms, € naicmitikiviumu 00 nomenyiunux kpus. Taxox 3asHaueno, wjo came yi
2aAY3i CIUMYA10101Mb Po36umok cyMiXHUX cekmopi6 uepe3 yugppoBy mparcgpopmayito bisHec-npoyecib. Busnaueno ocHoBHi cmpameeiuni nepebaeu nio-
npuemcmb oudxumair-cexkmopy 6 ymobax yudppoboi exonomixu ma cyuacuux kpus. Taxum uurom abmopu 006eau, w0 NIOMPUMKA HALEHKHO20 PibHA

yugppobisauii € kpumuuno Baxauboio ymoboro sabesneuenns npubymioboeo gpyxyionybanns nionpuemcms.
Katouobi croba: pinancobi pesyavmamu nionpuemcmé, yugppobisaiyia, exoHoMiuHa kpusa, iHopmMayiiHo-KOMYyHIKayitiHi mexHoAoeii, npudy-

mxoBicmy nionpuemcme.

ITocraHoBKa mpoGseMu y 3arajibHOMY BUIJIAI.
CydacHi yMOBM (PYHKIIIOHyBaHHS BiTUM3HSHMX MigIIpU-
€MCTB XapaKTepU3yIOTbCS 3HAYHMM TeMIIOM MiHJIMBOCTI
¢aKTOpiB 30BHIIIHBOIO Ta BHYTPIIIHBOTO CepeIOBUIIA.
Taka IMHaMiuHICTb IOACHIOETHCS YacTOTOIO Pi3HOMaHIT-
HMX €KOHOMIiuHMX IOTpsciHb. IIpoTdarom ocraHHiX poKiB
Hactinkn riobampHmx Kpus 2008-2009 ta 2019-2020 poxis
OyJ1v 3HAYHVM YMHOM YCKJIa/IHEeHi ITie 11 BOEHHVM KOHJIi-
KTOM, SIKUI B Itepion 3 2014 poky Oys jmmiile Ha cxomi Ykpa-
1HM, a 3 2022 poKy OXOIMB MaVbKe BCIO TEpUTOPito KpaiHu.
Taxym umHOM, Cy6’eKTV rocriofapoBaHHs (DYHKIIIOHYIOTh
B OeslepepBHOMY LVKJI «KpW3a-afarTallis-BiTHOBIeHH-
Kpu3a». Taki yMOBM yCK/IaJIHEHi palITOBICTIO 3MiHM ITepio-
TIiB Bifl afganTallil Ta BiITHOBJIEHHS 0 KpWU3W, a TaKOX 3ara-
JILHVIM TIPVICKOPEHH:AM CBIiTy depe3 IVKUTaJli3allilo eKo-
HoMikm. Bci 11i dpakTOpM cTBOpWIN CcepeoBUIlle, B SIKOMY
IiIIPVIEMCTBA 3MYIIIeHi IOCTiVHO eBoJIollionyBaT. Takum
YMHOM, BU3HAYeHHs HaviOUIbII aallTUBHMX BUIIB HisiIb-
HOCTi Ta imeHTMdiKaIlis npuanH ix cTabiyTbHOI mpuUOyTKO-
BOCTi HabyBae 0cOOIVIBOrO 3HAUEHHS.

AHaJti3 ocTaHHIX JOoCTimKeHb i myOsrikamin. [Joc-
JIAKEHHIO NUTaHb JisUIbHOCTI IIiIIIPYEMCTB B YMOBaXx 1u-
dposizallii Ta eKOHOMIUHMX KpW3 IIPUCBSYEHO 3HAYHY Ki-
JIBKICTb ~ HayKOBMX  Mpallb  TakUX  BUEHMX,  SK
IOpuenxo K. T'. [4], Hepruosal, BboposuxT.[7], fmen-
xoBa L. T, ITosyp C. C., Kataesa O. A. [9].

Opnak TeMaTyKa AOCIIKEHHS ITOKa3HWKIB TisIb-
HOCTI HiIIPVEMCTB Ta BVABJIEHHS YMHHVIKIB, SIKi CIPVSAIOTH
IX YCHIITHOMY (PYHKITIOHYBaHHIO B YMOBax ITepMaHEeHTHOT

HeCTabUIPHOCTI Ta CTPIMKOrO PO3BUTKY LIMPPOBOI €KOHO-
MKV, 3aJIMINAEThCSI HEIOCTAaTHHO BUCBIT/ICEHOIO.
®opMysTIOBaHHA ITijIeVt CTaTTi (IIOcTaHOBKa 3a-
BHOaHHsI). MeToI0 JTOCTIKEeHHS € aHasli3 OCHOBHMX ITOKa3-
HVIKIB AisUIbHOCTI MiANPYEMHMIITBA I ineHTHdiKaLIil TIe-
pionis eKOHOMIUHVIX KOJIMBaHb, pOBeleHHs
KOMIUIEKCHOTO aHaJli3y pe3ysIbTaTiB HisUIbHOCTI Mimmpu-
€MCTB B pO3pi3i BUIiB eKOHOMIYHOTI AisUIBHOCTI, 3 siICyBaHHSI
YMHHVKIB, 5IKi 3a0e3neunsin crabiiibHy ITpmbyTKOBicTh 260
IpU3BeJIN 10 11 cia/ly y BiITIOBigh Ha €eKOHOMIYHI BUKIIVIKIAL.

Buxsiag ocHOBHOTO MaTepiaiy mociaimkeHHs. [loc-
JIPKeHH: pe3yJIbTaTiB IisJIbHOCTI IAIPVEMCTB Ja€ 3MOTy
3’sicyBaTV MOXIVIBI IIPVYVHM SIK CIIaJly, TaK i TOTO, III0 caMe
CTajyIo TMM KJTIOYeM afalTUBHOCTI M0 HecTaOLIbHMX YMOB.
It 11hOTO HEOOXiITHO mocimmTY TIepiony, Koy cy0’ekTu
rocroflaploBaHHs CTUKAJINCS 3 KPU3OBVIMM SIBUIIIAMI, KOJIN
BOHU J10J1aJIV HeTaTVBHi HaCJIi/IKK, aflallTyoumCh 110 HOBMX
yMoB. ToMy 3arajibHy OLIiHKY TeHJIeHIIil1 PO3BUTKY HifIpu-
€MHMIIBKOI aKTMBHOCTI PO3IIOYaTo 3 aHajlizy IMHaMiKu
3MiHM KiJIBKOCTi cy0’€KTiB TocrofjapioBaHHs Ta peaTbHOI (3
BpaxyBaHHSM ITOKa3HWKa piBHS iHQIIAIIT) TMHaMiku 00-
CATY peati3oBaHOI HMMW IPOMYKILi (Tabsm. 1).

Haseneni B Ta01. 1 maHi cBim4ars, o mepio, BKITIO-
49HO 110 2013 poKy XxapaKTepU3yeThCS BiTHOCHOIO CTabLTbHI-
CTIO y KiJIbKOCTi cy®’eKTiB rocrioaploBaHHs Ta 30UIbIIEH-
HsM o0csriB peaizosaHoi mpomykiii (B 2011 p. ma 11,71%,
B 2012 porii e Ha 6,34%). Taxi moka3HVKM BigoOpakaloTh
TIOCTYIIOBE BilTHOBJIEHHS ITiCTIst HAaCIIiAKiB CBiTOBOI (piHaHCO-
Boi kpmsm 2008-2009 poxkis. Ilpore, mompm 3arajbHe
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