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The article is devoted to the issues of industrial enterprises intellectual resources innovative development
based on the competence approach. Emphasis is placed on human-centrism, which plays a decisive role in the
innovative activity of the enterprise in the knowledge-based economy. The necessity of improving the scientific
and methodical tools for managing the development of industrial enterprise intellectual resources through the
competence approach prism has been proved. The author’s definition of the concept “competence approach” is
proposed. A management system of the enterprise's intellectual resources has been formed in the context of its
innovative development. The meaningful characteristics of the enterprise's personnel management are disclosed.
The main measures of an organizational and economic nature are proposed, which ensure the positive dynamics
of the enterprise's intellectual resources development in the implementing the competence approach process.
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Introduction. In modern conditions, in order to ensure the competitiveness of domestic
enterprises, strategic changes in management approaches are necessary — from management of
functional subsystems and individual business processes to management based on competency approach.
As aresult, it is necessary to intellectualize management systems through the prism of the transition to
a new managing intellectual potential model, the main components of which are intelligence, the transfer
of organizational knowledge and intellectual capital, the subsystems mutual integration of knowledge
management and personnel management, technologies and managerial orientation to changes [1].

Human-centrism plays a decisive role in innovative activity. For the sake of unique competitive
advantages, companies strive to attract talented, creative, innovatively competent employees, and
therefore, the demand for them is constantly growing. Therefore, the management of the enterprise
personnel innovative potential needs to be developed on the competence approach basis, which is
designed to form a model of employees professional behavior aimed at deepening their innovative
competencies.

The above indicates that for Ukraine, providing enterprises with intellectual resources and
competent personnel is becoming an increasingly urgent problem and one of the main priorities of socio-
economic development and increasing the competitiveness of economic entities and the national
economy in general.

Literature review. The problems of the innovative development methodology of enterprises
based on the intellectual component with different depth degrees are crystallized by modern scientists.
In this context, the competence-based approach to personnel development is an important aspect of
modern research.

P. Griffin, the head of the international scientific project on the assessment and teaching of XXI
century skills and competencies shifts the emphasis of modernity to the ability to think critically, the
ability to interact and communicate, and a creative approach to business [2]. A number of authors

32



ISSN 2707-5036 Bulletin of the Cherkasy National University. Economic Sciences. 2022. Volume 26. No. 3—4

consider assessment and development of employee competencies to be a relevant strategic direction of
personnel development management. Based on the results of the assessment, monitoring of the state of
implementation of the work execution project for stuff and the personnel development strategy should
be carried out [3]. According to D. Korol’ov, the competence of an employee is a set of subjective and
objective competencies that shape their competitiveness within the framework of a specific position at
a specific enterprise and on the labor market in general [4]. In this context, S. Prokhorovs’ka notes that
personnel competencies have become a strategic factor in the development of the enterprise, and
successful enterprises create new knowledge, skills, abilities transfer them within the organization and
quickly update the range of goods and services [5]. In work [6], it is proposed to carry out the
development of innovative competences of employees according to the T-model by determining the
range of organizational measures for their expansion and deepening. The competence approach should
also be applied in the context of staff motivation [7]. This approach to remuneration for performed work
is not only logically argued, but also brings the achievement of social justice as close as possible, since
the evaluation of the employee's activity results through competence takes into account both the current
and previous results of the individual’s work. In the work of O. Herasymenko [8], an algorithm of the
staff development process based on the competence approach is proposed, which defines the subject
area of this approach spread sequentially: training, promotion (career) and evaluation of employee
competencies. In our opinion, the sequence of the competence approach dissemination subject area
elements in relation to the development of the company’s personnel innovative potential should be as
follows: training, assessment of competences, promotion.

Despite a significant number of scientific works, the competence approach integration into the
intellectual resources of Ukrainian enterprises developing process in the context of structural
transformations of the Ukrainian economy deserves attention. In general, this is an actual scientific
problem that requires a solution at the theoretical, methodological, methodical and practical levels.

The purpose of the article. The purpose of the study is to substantiate the need and determine the
prospects for the development of intellectual resources in the conditions of an innovative enterprise
formation.

Results and discussion. Management of intellectual resources was usually considered as one of
the enterprise’s resources general management areas. Under these conditions, traditional bureaucratic
approaches were used, which were characterized by low efficiency. In the process of managing
intellectual resources, issues of hiring the necessary personnel and maximizing labor productivity
prevailed, while human relations were not given attention.

The situation began to change in 1980s. As competition in the global economy intensified,
companies sought new ways to use the skills and abilities of their employees as a source of future
competitive advantage. A vivid manifestation of this trend was the economic success of Japan in 1980s,
a powerful indicator of which was the world developed countries business leaders. Japan’s experience
has confirmed that competitive success can be achieved, at least in part, by improving personnel
management methods.

From this comes the understanding that the management of intellectual resources is a necessary
condition for creating an organizational climate and culture in which the skills and abilities of employees
can be effectively used for the enterprise innovative potential formation and exploitation. This basic
recognition has led to the development of two approaches combining intellectual resource management
models a set. The first models’ set highlights the importance of managing employee relations in order to
ensure their commitment to the enterprise and thus the best performance of the business. These models
are known as “soft” models of intellectual resource management, because they assume the use of
universal methods of personnel management. This approach involves the transition of the enterprise
from controlling the personnel activities to a situation in which employees are interested in maximizing
their own contribution to the development of the enterprise. Under these conditions, the practice of
managing intellectual resources is associated with high management flexibility. New methods provide
high organizational results, including higher labor productivity, lower staff turnover, and a higher level
of creation and implementation of innovations.
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Another set of intellectual resource management models ties it directly to business strategy and is
known as the “hard” approach to intellectual resource management. This approach is focused on the
formation of highly productive work systems. Under a strict approach, the role of managing intellectual
resources is reduced to the development and translation of the main enterprise business strategy and the
use of intellectual resources as a tool for its effective implementation. Under this approach, less attention
is directed to training employees and ensuring staff commitment, more to stimulating intellectual
resources as critical and strategically important resources for the enterprise, on which its competitive
advantages can be built. At the same time, the company’s intellectual resources management strategy
must correspond to its business strategy. The goal of a hard approach is to ensure that the work of the
company’s personnel — is focused on its external (for successful competition in the market) and internal
(for optimization of business processes) innovation needs. If successful, this approach makes it possible
to build a mirror-symmetric innovative potential [9].

The idea of managing the intellectual resources of the enterprise’s innovative development is to
choose an approach and corresponding management methods depending on the enterprise internal
organizational structure, as well as on its external strategic position. Thus, the practice of managing
intellectual resources should provide maximum benefit for the enterprise, both for its strategic position
in the external environment and for its internal creative activities.

M. Belanger notes that in order to ensure the high intellectual resources management system
productivity of the enterprise's innovative development, it should cover three concepts: production
management (wider use of production systems, flexible quality management); organization of work
(knowledge-based production processes and joint research activities) and labor relations (ensuring
commitment of personnel to the enterprise) [10]. The intellectual resource management system of the
enterprise in the context of its innovative development is presented in fig. 1.

INTELLECTUAL RESOURCE MANAGEMENT SYSTEM
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Fig. 1 — Management system of enterprise’s innovative development intellectual resources
Source: developed by the author.

The general methods of enterprise managing intellectual resources in the context of its innovative
development include the following:

e human relations management, which involves the creation of a favorable working climate, as
well as the involvement and expansion of the employees rights and opportunities;

e knowledge management aimed at improving the process of gathering, distributing and using
information and innovative ideas;
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e creative management, which ensures high creative activity of the company's employees in order
to obtain ideas as a source of innovation.

Let’s consider the methodology of the enterprise managing intellectual resources in the context of
its innovative development in more detail.

The field of human resource management considers innovation management primarily as the
management of employees and their relationships. HR practices must create and maintain an
environment that encourages innovation. At the same time, the staff must not only be motivated to create
and implement innovations, but also have the necessary opportunities for this. In this context, an
important role is played by organizational culture, which promotes the dissemination of new knowledge
and ideas. One of the determining factors of innovative activity is the broad involvement of employees
in enterprise management [11]. Enterprise management should motivate and encourage employees,
promote creativity and innovation. Promising human resource management practices include: human
resource planning, work flow organization, performance appraisal, establishing a reward system, career
management and training.

In the process of planning intellectual resources, the enterprise must recruit, hire and retain those
employees who will contribute to the creation and implementation of innovations. It should be noted
that in order to encourage innovative activities, enterprises need to attract people with different personal
characteristics, knowledge, experience and skills, using at the same time selective hiring methods. As
part of the performance evaluation, it should be borne in mind that innovative success is usually
associated with teamwork. Therefore, it is necessary to create favorable conditions in the context of work
teams’ formation. When evaluating the productivity of teamwork, it is necessary to evaluate not only the
overall result, but also the process of teamwork and the contribution of each participant in this process.
Incentives to promote innovation must go beyond traditional compensation systems. To encourage
innovation, rewards and incentives should encourage risk-taking and encourage knowledge sharing
between team members and the enterprise.

Knowledge management is an important method by which enterprises can increase their
innovation potential. For the effective operation of the innovation process, it is necessary to constantly
master new and unique knowledge in each of the sub-processes. This work begins with the acquisition
of knowledge to create an initial innovative idea, and continues until the incubation and demonstration
of the idea by a specific project management team. Thus, the potential of the enterprise in the field of
innovation depends on the previous accumulation of knowledge. We will distinguish three types of
knowledge, the source of which are intellectual resources — personal, organizational and social
knowledge. They are defined as follows [12]:

e personal knowledge — a set of knowledge, skills and abilities of an individual employee, which
he possesses and uses in his work;

e organizational knowledge — institutionalized knowledge and experience embodied in the
company’s activities and presented in the form of databases, directories, information systems and
patents;

e social knowledge — knowledge embedded into a branch economic system, available to its
participants and used by them through a system of interactions.

It is important to note that each type of knowledge accumulates and spreads in a certain way:
personal — through individuals; organizational — through organizational processes, structures and
systems; social knowledge — through networks and relationships.

Each of the three types of knowledge requires unique investment types. Investments in personal
knowledge require attention in terms of human resources management and specialists training;
organizational require the installation of devices and systems for storing and disseminating knowledge;
social — development of tools to facilitate joint work and interaction of various business structures. The
interconnection of all knowledge types within the enterprise facilitates the organizational knowledge
deployment for learning and innovation. At the same time, personal knowledge is inextricably linked
with social knowledge. Therefore, in order to fully realize the potential of employees and, on this basis,
to increase the innovative potential of the enterprise, a synergy of personal and enterprise social
knowledge is necessary.
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Therefore, enterprises should strive to ensure that the practice of managing intellectual resources
is aimed not only at developing the skills and experience of employees that support their stationary
capabilities, but also at developing their abilities to cooperate and share knowledge to improve the
quality of learning and innovation.

Joint practices of managing intellectual resources in the field of collective thinking increase the
knowledge uniqueness and are of crucial importance for its dissemination within the enterprise. These
methods include training and selection of personnel, development of teamwork skills, communication
mechanisms, information sharing, mentoring and on-the-job training.

Managing creativity as a person’s ability to generate new ideas or imagine new perspectives of
using existing ideas is a necessary but not sufficient condition for innovation. In this context, creativity
stands for the actual creation of new and useful ideas, while innovation is the process of developing and
implementing new ideas. The main elements that influence individual creativity include expertise
(knowledge of technical and procedural features of innovative activity), creative abilities and motivation,
as well as a clear statement of innovative activity tasks. Creativity requires time and resources to generate
new ideas. The extension of rights, opportunities and participation can be defined as key practices that
contribute to ensuring the innovative behavior of the enterprise’s intellectual resources.

Therefore, the managing the enterprise intellectual resources methodology in the context of its
innovative development is quite flexible, and the choice of a certain approach and specific methods of
managing intellectual resources largely depends on internal and external conditions, as well as the goals
of the enterprise's development. Therefore, in the process of managing intellectual resources, you should
not be guided by template solutions, but look for original ways of combining existing and new
management methods.

The transition to the use of a competency-based approach to the management of intellectual
resources appears to be particularly significant for knowledge-intensive enterprises. Acquisition,
retention and development of competent employees represent a serious problem for all modern
enterprises. It is even more significant for knowledge-intensive business structures, since the success of
activities directly depends on their ability to manage intellectual resources, especially in the field of
competences.

The transformation of the approach to the intellectual resources management occurs according to
processes that rely on relations with employees, formed on the basis of trust, reciprocity and the
provision of opportunities for development within the enterprise. Competencies are characteristics that
enable people to perform their jobs successfully and in an exemplary manner. Identification, formation
and assessment of competences are of crucial importance for the intellectual resources management
model based on competence functioning.

The purpose of managing intellectual resources is to identify the characteristics of an employee
that allow him to perform his tasks successfully in an exceptional manner, as well as to specify the rules
of personnel work, paying special attention to the competencies of the employee. This approach makes
it possible to stimulate the efficiency of intellectual resources management and use people’s skills to
obtain competitive advantages.

Within this approach, differences in individual abilities are taken into account to achieve specific
work results. Highly skilled workers perform their tasks much more efficiently than others in similar
positions and achieve completely satisfactory results. An enterprise that is able to identify the most
promising employees and support their development can be effective without increasing their number.
According to F. Klett, the main universal goals of the transition to the use of a competence approach to
the management of intellectual resources are [13]:

e provision and development of employees’ abilities to perform their work;

e achieving a high level of efficiency and competitiveness;

e ensuring the matching of competences and needs, which requires additional personnel training
and sometimes retraining, changes in the place of work and organizational roles, as well as management
flexibility.

Thus, the competence approach is an alternative to the traditional model of managing intellectual
resources under changing market conditions. Competency-based management is a new trend in
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intellectual resource management and provides more individualized management and development of
competencies within individual career paths.

Among the different models of managing intellectual resources, the competence approach is
particularly close to the idea of continuous learning, which focuses on the person as the main point of
reference. In the competency-based approach, the focus is on the employee performing a specific job,
not the job itself.

The concept of managing intellectual resources based on the competence approach is defined
differently by modern scientists. A number of authors believe that a competency-based approach to
managing intellectual resources involves consideration of expected results and organizational
requirements from the employee’s point of view, and not from the point of view of the position held by
him [14]. According to M. Ennis, the competence approach to the management of intellectual resources
assumes that practical activities are oriented towards the achievement of set goals, which are carried out
in compliance with the principles of rationality, maximum effort and ethics. As a result, it is possible to
distinguish such functions as: planning, organization, people management, process management, as well
as control and correction [15]. F. Lievens and D. Sanchez believe that the competency-based approach
to intellectual resource management should be used to measure and evaluate the competencies of all
employees in order to determine the appropriate plan for their career development compatible with the
company’s business goals [16]. On the basis of the above definitions, it is assumed that the competence
approach to the intellectual resources management is a set of coherent and interconnected intellectual
resources managing methods in all areas, starting from recruitment and ensuring effective work through
certification and motivation, development (in learning process) to promotion on service and dismissal.

In particular, competence can be the basis of the following actions: strategic planning of
employment, recruitment of personnel, development of job instructions, conducting analysis of jobs,
training and development of employees, evaluation of work efficiency, career planning, as well as
formation of the system of remuneration of employees.

For the implementation of the competence approach to the innovative development process of the
company’s intellectual resources, an appropriate algorithm is proposed, which is implemented
sequentially. At the first, methodical stage, competency cards are developed for the company’s
employees who hold various positions. Methodical documentation is created here, which will be used
by enterprises to manage their intellectual resources.

The second preparatory stage involves the legislative consolidation of the transition to the use of
the competence approach — new standards of enterprises intellectual resources management. This is
necessary to initiate the process of transition to the use of the competence approach.

At the third implementation stage, the use of standards and competency maps is envisaged for
hiring, rewarding and screening out the company’s employees. In this context, it is advisable to make
the transition to the competence approach gradually over several months.

The fourth post-implementation stage involves monitoring and evaluating the results of the
transition to a competency-based approach, finalizing competency maps. It analyzes and compares the
planned and real consequences of the transition of enterprises to a competence-based approach to the
management of intellectual resources, as well as improving the methodical support of this process in
order to maximize its effectiveness.

The designed algorithm is adapted to modern Ukrainian realities and takes into account the
specifics of domestic enterprises functioning and development, which is its important advantage. The
algorithm reflects the logic and sequence of actions for the successful transition of Ukrainian enterprises
to a competence approach to the intellectual resources management, which ensures its scientific and
practical value.

Conclusions. Based on the above, we offer the most priority and promising strategic directions for
managing the innovative development of the enterprise’s intellectual resources based on the competence
approach:

e access to the latest knowledge and technologies. Employers must modernize production
equipment and corporate knowledge bases as new technologies emerge. Majority of the most valuable
representatives of intellectual resources are quite mobile and are looking for not just a job, but a learning
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environment where they can expand and develop their knowledge, acquire new skills and take on
additional responsibilities;

e involvement of employees into the enterprise management process. For this, a flexible
organizational hierarchy (structure) is needed, which provides the possibility of interaction between the
company’s management and employees;

e cstablishment of employee incentives flexible system. Management of the innovative
development of the enterprise’s intellectual resources involves not only flexible material incentives,
expressed in the payment of bonuses and premiums, but also flexible social incentives related to
additional life and health insurance of the most valuable human resources, their additional pension
insurance, etc. The company can also refer the most productive employees to training courses and
programs on a free basis as a bonus. This will stimulate healthy competition in the work team. The
flexibility of the forms of compensation can be an effective incentive for choosing an employer and
maximizing the return on the job. Taking into account that modern enterprises are far from always able
to provide their most valuable employees with significant salary increases, additional incentives are a
promising solution;

e building an attractive corporate culture. To attract and retain the most valuable human
resources, it is necessary to offer them an attractive corporate culture with the principles of which they
agree. First of all, it is necessary to pay attention to such aspects of organizational culture as the attitude
and requirements to the talent of the enterprise’s employees, as well as the attitude to their needs and
desires. Corporate culture enables the enterprise to attract like-minded people in the form of new
employees, and is also a key identifier for customers and suppliers. Availability of training and
professional development is no less important component of corporate culture than the balance of work
and free time;

e creating an attractive, flexible and employee-approved balance of work and free time. This
balance can assume different: weekly, monthly and yearly, as well as different work formats.

As a result, the involvement, maintenance, development and maximum effective use of the most
valuable resources of the enterprise — intellectual, and ensuring high efficiency and global
competitiveness of Ukrainian enterprises are ensured.

The conclusions and recommendations of the study serve as the basis for further scientific,
theoretical and applied developments in the context of building an organizational and economic
mechanism for ensuring the effective use of domestic industrial enterprise’s intellectual potential in the
knowledge-based economy formation.
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OCTPOBCBHKA T'aanna HocuniBua
KaHJIUaT €eKOHOMIYHHX HAyK, JOIICHT,
TepHOTiNbCHKUI HAIIOHATBHUN TEXHIYHUN
yHiBepcuTeT imMeHi [Bana [lymros,

M. TepHorminb, Ykpaina

KOMMOETEHTHICHUH MIJIXII 10 THHOBAIIITHOT O PO3BUTKY
IHTEJEKTYAJHLHIUX PECYPCIB NIIIMTPUEMCTBA

Ilpodnema. B cyyacnux ymogax 3a0is 3a0e3neueHHs KOHKYPEHMOCNPOMONICHOCIIE BIMYUSHARUX NIONPUEMCING
HeoOXIOni cmpame2iuni 3MiHU NIOX00i6 00 YNPAGNiHHS — 6I0 YNPAGNIHHSA (PYHKYIOHATBHUMU MIOCUCMEeMaMu ma
oKkpemumu bizHec-npoyecamu 00 YNPAGIIHHS HA OCHO8T KOMNEMEHMHICHO20 NioX00y. Buacniook ybo2o HeobXxionomw €
iHmenekmyanizayis cucmem MeHeoNCMeHmy uepes npusmy nepexooy 00 H080I MOOel YNPAasiHHA IHIMeNeKmMY AlbHUM
nomenyianom, OCHOBHUMU KOMNOHEHMAMU 5KOI € iHmenexm, mpancgepm OpeaHizayilinux 3HaHb ma
IHmMenexmyanbHo20 Kanimany, 63AEMOIHMeSPO8anicme RIOCUCNEM YRPAGHIHHS 3HAHHAMU MA YNPAGIHHS NEPCOHANOM,
mMexHoN02il ma YNpasiiHCcbKa CnpsamMosanicms 00 3min. Jlroounoyenmpuszm gidicpae upiuanviy pois y iHHo8ayiliHiil
OisinbHocmi.  3a075  YHIKAIbHUX KOHKYPEHMHUX Nepesas MNIONPpUEMcmed npasHyme  3aay4amu  maiaHo8umux,
KpeamuGHUX, iHHOBAYIIHO KOMNEeMeHMHUX NPAYIGHUKIE, a OmdIce, NONUM HA HUX NOCMIUHO 3pocmac. Tomy ynpasninnsa
IHHOBAYITIHUM NOMEHYIANIOM NePCOHATY NIONPUEMCIE NOMPebYE PO3BUMK) HA 30CA0AX KOMNEMEeHMHICHO20 nioxo0y,
AKULL NOKAUKAHULL chpopmysamu mModelb npoghecitinoi nogedinKku NpayieHuKie, cnpamMo8anoi Ha NOSTUONEHHS IXHIX
innosayitinux  kKomnemenyiil. 3abesneuenns NIONPUEMCIMG  THMENEKMYANLHUMU — PeCypCamil, KOMNEMeHmHUM
NepCoOHANOM CIMAE AKMYANbHOI0 NPOOIEMOIO | 0OHUM 3 OCHOBHUX NPIOPUMEMIE COYIATbHO-eKOHOMIUHO20 PO36UMK) Md
NIOBULYEHHSL KOHKYDEHMOCNPOMONCHOCI CY0 '€Kmis 20cno0apro8anist i HAYIOHANbHOL eKOHOMIKU 3a2aNlOM.

Mema. Memoro Oocniodicenns € O0OIPYHMYBAHHA HEOOXIOHOCMI MA BUSHAYEHHS NEPCNeKmus8 pPO3GUMKY
iHmMeNeKmyaIbHUX Pecypcie 8 yMosax Gopmy8anHs IHHOBAYITIHO20 NIONPUEMCINGA.

Pesyaomamu. 'V cmammi  meopemuuno  0OIPYHMOBAHO — HeOOXIOHICMb — IHHOBAYIUHO20 — PO3GUIMKY
IHmenexmyanbHux pecypcie npoMuciogux RIONPUEMCME HA OCHOGI KoMnemenmuicnozo nioxody. Hazonoutyemocsa nHa
JIOOUHOYEHMPU3MI, AKULL 8i0I2pac UPIUATILHY POJIb Y IHHOBAYITIHITL JiSIbHOCMI NIONPUEMCINGA 8 YMOBAX eKOHOMIKU,
sacnosanoi Ha 3uanuax. Haeonouteno ua koyositi poni inmenekmyanizayii nepcoHany SAK OCHOBI AKICHO20
(iHmeHCcuUsH020) 11020 PO3GUMKY 8 YMOBAX eKOHOMIKU, 3ACHO8AHOT HA 3HAHHAX. J{08e0eH0 HeOOXIOHICINb YOOCKOHANICHHSL
HAYKOBO-MEMOOUYHO20  THCIMPYMEHMAPIIO  YNPAGIIHHA  PO3GUMKOM  IHMENeKMYalbHUX pecypcié NpoMuUcio8o2o
nionpuemMcmea uepes NpusmMy KomnemeHmuicHozo nioxooy. Cghopmogano cucmemy Ynpasninus iHmenexmyaibHUMU
pecypcamu nionpueMcmea 8 KOHMeKCmi 1020 iHHO8ayitiHo20 po3eumky. Poskpumo smicmosny xapaxmepucmuxy
VAPAGNIHHA NePCOHANOM nionpuemcmea. Po3pobneno aneopumm 6npo8AOICeHHs KOMNEMEHMHICHO20 NioXo0y 00
npoyecy iHHOBAYIUHO20 PO3GUMKY IHIMENEKIY AIbHUX Pecypcié nionpuemcmea. Anzopumm aoanmoganuti 00 Cy4acHux
VKPAIHCOKUX peaniil ma epaxogye cneyu@ixKy QVHKYIOHYBAHHA Ma PO3GUMKY GIMYUSHAHUX NIONPUEMCING, WO € U020
BAICIUBOIO NEPeBazolo. 3anponoHOBAHO OCHOBHI 3aX00U OP2aHi3aYiliIHO-eKOHOMIUHO20 XapaKkmepy, AKi 3a0e3neyyioms
NO3UMUBHY — OUHAMIKY — pPO36UMKY  IHMENeKMYAIbHUX —Pecypcié  nionpuemMcmea 6 Npoyeci 6npoadICeHHs
KOMNEeMEHMHICHO20 niOX00Y.

Haykoea nogusna. Cghopmosarno cucmemy YNpasiiHHA [HMENIEKMYAIbHUMY pPecypcamu niOnpuemcmea 8
KOHmeKcmi 1020 IHHOBAYINIHO20 po36UMKY. Po3eunymo memoouuni nioxoou wjo0o YNpPAGIIiHHA PO3GUMKOM
iHMeNeKmyanbHUMU pecypcamu RiONPUEMCME NPOMUCTIOBOCTI HA OCHOGI KOMNEMeHMHICHO20 nioxody. Po3pobneno
anzopumm GNPOGAOIICEHHA KOMNEMEHMHICHO20 NiOXody 00 npoyecy IHHOBAYINHO20 PO3GUMK) I[HMENeKMYanIbHUX
pecypcig nionpuemcmsa. Aneopumm 8i0obpadicae 102iky ma nociioogricmu Oill 015 YCNRIUHO20 nepexody VKPATHCLKUX
nionpueMcme 00 KOMNEMeHMHICHO20 NiIOX00Y 8 KOHMEKCMI YNpPagiHHA IHMeNeKmMY WIbHUMU PeCYPCAMU.

Bucnoeku. I[Ipononyiomecs Hatibinew npiopumemui ma nepcnekmusHi Cmpameiyni Hanpamu YUpasiiHHA
IHHOBAYITIHUM PO3GUMKOM IHMENEeKMYAIbHUX PECypCi6 NIONPUEMCINBA HA OCHOBI KOMNEMEeHMHICHO20 Ni0X00Y. O0CMYN
00 HOBGIMHIX 3HAHb MA MEXHON02IU, 3aNVYeHHs NPAYIBHUKIE 00 npoyecy YNPasainHs NIONPUEMCIMBOM, GCTMAHOBICHHS
CHYYKOI cucmemyu CMUMYTIOBAHHA NPAYIBHUKIG, WO O0ACMb 3MOZY CMEOPUMU 300p08Y KOHKYpeHyilo y pobouomy
KONeKmusi, nobyoosa npusadbiusoi KOPNOpamusHoi KyJIbMypu, CMEOPeHHS NpUBAbIUB020, SHYYK020 U CX8ANEeHO20
cnispobimuuxamu banauncy pobomu ma 8inbHoco yacy. Bucnosxku ma pexomenoayii 00CaiOANCeHHsL CLYAHCAMb OCHOBOIO
OJ15L NOOQNBULUX HAYKOBO-MEOPEMUYHUX | NPUKIAOHUX PO3POOOK 8 KOHMeKCmI no6Y008U OpeaHi3ayiliHO-eKOHOMIYHO20
Mexanizmy 3abesneyents eekmueHo20 UKOPUCIANHS THMENEKIMYAIbHO20 NOMEHYIANY GIMYUIHAHUX NPOMUCTOBUX
NIONPUEMCTNG 8 YMOBAX CIAHOGAEHHS eKOHOMIKU, 3CHO8AHOT HA 3HAHHSX.

Knrouoei cnosa: innosayitiHuii po36umox, KOMNEmeHmHICIb, iHMeNeKMmyalvHi pecypcu, KOMNemeHmHiCHULL
nioxio, inmenexmyanizayis NepcoHany, yNpasiiHHA NEPCOHAIOM, YUPAGIIHHA 3SHAHHAMU, YNPAGIIHHS MEOPHICIIO.
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