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Abstract

The qualification bachelor's work contains 70 pages, 12 tables, 9 figures, a list of
references from 44 items, 3 applications.

«Management of Staff Incentives in a Business Organization»

The object of study is the processes of people management in the business
organization.

The subject of the study is management of staff incentives in the business
organization.

The purpose of the qualification bachelor’s work is to develop proposals for
incentive management improvement based on theoretical generalizations and business
organizations’ incentive management practice analysis.

Tasks of qualification bachelor’s work:

- reveal the essence, methods and systems of incentives;

- discover modern approaches in personnel incentives;

- determine the main characteristics of incentive management;

- analysis of general information about “Synevo Ukraine” LLC;

- reveal and analyze the organization’s current practice in incentive
management;

- propose and substantiate ways for incentive management improvement in
the company.

The practical significance of the results. Research results can help:

- 1identify the strengths and weaknesses of the incentive system, which will allow
the "Synevo Ukraine" organization to improve this system;

- to identify the incentive factors that have the greatest influence on the
motivation and efficiency of personnel in the organization under study;

- and can also be used to improve strategic personnel management in a business
organization.

Approbation of the results. Based on the results of the research, theses on the topic
"Stimulation of business organization staftf under the conditions of marital law" [42] were
published, which were approved at the V International Scientific Conference "Problems
and Prospects of Realization and Implementation of Interdisciplinary Scientific
Achievements" (June 9, 2023; Ivano-Frankivsk, Ukraine).

Year of bachelor’s qualification work 2023.
Year of defense of bachelor’s qualification work 2023.

Keywords: personnel management, personnel stimulation, business-organization,
motivation, incentivization, remuneration, performance evaluation.
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INTRODUCTION

Relevance of the research topic. In today's business world, the research topic
cannot be overstated. Effective employee incentive is a key factor in the success of an
organization because it affects employee motivation, job satisfaction, engagement, and
productivity.

First, in today's business environment, where competition in the labor market is
high, attracting and retaining talented personnel becomes a difficult task. Organizations
must attract and retain highly skilled employees who are key resources for achieving
business goals. An effective incentive system can be a powerful tool for attracting and
retaining talent, making the organization more competitive in the market.

Second, staff incentives also affect employee motivation and job satisfaction.
Motivated staff are more inclined to achieve organizational goals, more productive and
dedicated to their work. An effective incentive system can help increase the motivation
and job satisfaction of employees, which contributes to an increase in the level of
productivity and quality of work.

Third, employee engagement is also an important aspect of effective management
of a business organization. Engaged employees are more inclined to put in extra effort,
are more committed and interested in achieving the goals of the business organization.

The organization of the personnel incentive system is an important component of
the success of any company or organization, but in the modern conditions of the war in
Ukraine, it becomes an even more important and difficult task. One of the main reasons
for the importance of the personnel incentive system is that the war in Ukraine requires
organizations to exert more effort, focus and discipline from their employees. War can
affect a company's financial stability, its business processes, and lead to changes in work
schedules and working conditions. In this context, retaining and attracting skilled workers
is key to ensuring an organization's success in wartime.

The purpose of the study is to develop proposals for incentive management

improvement based on theoretical generalizations and business organizations’ incentive
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management practice analysis. To realize the set goal, it is necessary to perform the
following research tasks:

- Reveal the essence, methods and systems of incentives;

- Discover modern approaches in personnel incentives;

- Determine the main characteristics of incentive management;

- Analysis of general information about “Synevo Ukraine” LLC;

- Reveal and analyze the organization’s current practice in incentive
management;

- Propose and substantiate ways for incentive management improvement in
the company.

The object of research is the processes of people management in the business
organization.

The subject of the research is management of staff incentives in the business
organization.

Research methods. Scientific research methods were used in the work, which
made it possible to systematically investigate and analyze the management of staff
incentives in a business organization. The method of analysis and comparison was used
to compare the effectiveness of different strategies for managing personnel incentives in
the company and to determine the most optimal one. This method allows you to identify
the strengths and weaknesses of each strategy and choose the one that best suits your
company's needs. The method of data monitoring and analysis was also used, with the
help of which information was collected and processed about the management of
personnel incentives of the company "Synevo Ukraine" LLC.

Practical significance of research results. Research results can help:

- identify the strengths and weaknesses of the incentive system, which will allow
the "Synevo Ukraine" organization to improve this system;

- to identify the incentive factors that have the greatest influence on the motivation
and efficiency of personnel in the organization under study;

- and can also be used to improve strategic personnel management in a business

organization.
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Approbation of the results. Based on the results of the research, theses on the
topic "Stimulation of business organization staff under the conditions of marital law" [42]
were published, which were approved at the V International Scientific Conference
"Problems and Prospects of Realization and Implementation of Interdisciplinary
Scientific Achievements" (June 9, 2023; Ivano-Frankivsk, Ukraine).

The information base of the study contains a variety of information related to
the management of personnel incentives, including:

— scientific and methodical literature and articles in scientific journals devoted to
personnel management and work stimulation;

— documents on the organization of personnel management in the company, such
as policies and procedures regarding employee incentives, regulations on incentives,
bonuses, and others;

— statistical data on the company's activities, such as sales volume, staft incentive
costs, employee retention percentage and other efficiency criteria;

— information on wages and other types of incentives provided to employees, their
number and structure.

The use of the indicated sources of information made it possible to carry out a
comprehensive analysis of the personnel incentive system in the company and develop
recommendations for its improvement.

Structure of work. The work consists of an introduction, two chapters,
conclusions, a list of used sources and appendices. The work contains 9 figures, 12 tables

and 44 used sources. The total volume of work is 70 pages.



CHAPTER 1
THEORETICAL APPROACHES TO INCENTIVES MANAGEMENT

1.1 Essence, methods and theories of motivation of various specialists

Motivation is a complex process that scientists interpret in different ways,
defining it as a set of motives, incentives or internal and external factors, or as a process
that prompts a person to take certain actions.

The process of incentives, which is usually understood as an influence on the labor
activity of an employee by creating individually meaningful conditions of the work
situation, includes external incentives and structural components of the work situation
[4]. So, on the one hand, there is the creation of favorable conditions in order to meet the
needs of employees, and on the other hand, the provision of work behavior necessary for
the successful functioning and development of the enterprise, that is, there is a kind of
exchange of activities.

At the same time, some researchers believe that the concepts of "stimulus" and
"encouragement" are synonymous and understand them as a whole or as part of a complex
system of stimulation and encouragement, where encouragement acts as a separate
direction of the general process of stimulation [5]. Some scholars believe that the concepts
of "stimulus" and "incentive" are synonymous, while others see them as complementary
categories that interact as one system of stimulation and encouragement.

Also, when we consider the issue of incentives from the point of view of ensuring
the fulfillment of assigned duties, it is worth noting that its main purpose is to increase
labor activity, productivity, and quality of work, to encourage conscientious performance
of labor duties [6, c. 46]. So, motivation is a process usually aimed at an individual
employee or a group of employees. At the same time, in practice, the combination of

personal and group stimulation is the most common in material stimulation processes.
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We believe that motivation, incentive, and encouragement are concepts that are
related to each other and interact with each other in the context of personnel organization.
However, their essence is not completely identical, namely:

1. Motivation is an internal state of a person that determines its direction, intensity,
and duration of action. Motivation is what supports a person in difficulties and stimulates
him to achieve his goals. Motivation is determined by a person's internal needs, values,
and beliefs, and can be modified or enhanced by means of the external environment.

2. A stimulus is an external factor that affects human behavior in order to achieve
a certain goal. The incentive can be tangible or intangible, for example, salary, bonuses,
praise, promotion, etc.

3. Incentives are a system of stimulation aimed at increasing work efficiency and
employee satisfaction. Incentives can be tangible or intangible and can include various
forms of rewards, praise, and other types of employee incentives.

The process of motivation depends on the needs that cause it. If the needs of the
employees coincide with the needs of the enterprise, this leads to the fact that employees
put effort into work of their own free will, satisfying their needs. This contributes to the
growth of labor productivity, cost reduction and high quality of products, which
collectively leads to an increase in the company's profit and ensuring its competitive
position on the market.

The combination of needs and motivation is determined by the fact that needs are
embodied in the employee's activity with the help of motives, which, in turn, depend on
the relevance of the specific need of the employee and can have different meanings and
be directed or undirected human activity [4]. Thus, the stronger the worker's desire to
obtain a certain good, the more active his actions can become, especially if this need is
more general.

The analysis of the theoretical provisions set forth in the economic literature
suggests that the most active role in the motivational process is played by needs that
determine its beginning, motives aimed at meeting needs, as well as external incentives.

Thus, a correct understanding of the categorical apparatus provides all the necessary
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conditions to ensure the motivation of the company's personnel and allows managers to
incentive employees to achieve high performance of their activities.

The conducted analysis reveals that the main dynamic force affecting personnel
1s incentives, and the main purpose of motivation is to satisfy the needs of both personnel
and the enterprise as a whole. It is worth noting that incentivization acts as an effective
tool and a determining factor of influence on personnel from the outside in the process of
motivation development, and various forms of motivation are used to achieve such
influence on personnel.

The creation of an effective system of employees incentivization for their work
involves the use of various forms of remuneration, both material and non-material, as

shown in the figure 1.1.

Methods of incentives

( 3}
T ; Non-material
—— Material incentives ; :
stimulation
—> related to the payment socio-psychological
of wages
— PE— creative
ased on social benefits,
privilages and services free time
) based on property
income > Individual
——P Collective

Figure 1.1 - Methods of incentives of the company's personnel

Source: [7]

Thus, in the modern business environment, staff incentivization methods can be
divided into tangible and intangible. It is important to note that the maximum motivational
effect is possible only in case of joint use of these methods [8]. Separately, they can
provide a temporary effect of motivation. However, the task of effective management is
to achieve a long-term positive impact.

One of the main methods of material incentivization, which is used at all

enterprises, is the payment of wages to employees. (Figure 1.2).



The organization of the wage system should be aimed at such a level of remuneration that
incentiveses employees to fulfill pre-established norms and conduct in accordance with
the achievement of the company's goals.

Remuneration does not necessarily have to be tied to specific work results; it must
depend on the employee's performance of the professional functions defined for him
and the corresponding responsibility.

Establishing appropriate pay ratios between employees of different professions and
skill levels, taking into account their conditions, significance and level of
responsibility at the enterprise, is an important aspect of a fair and objective
assessment of the system of division of labor at the enterprise.

Absence of any form of discrimination in remuneration.

> Undisputed and timely payment of wages in accordance with the specified amounts.

Figure 1.2 — Basic principles of salary-based incentives
Source: [9, p. 100]

One of the ways to realize the stimulating effect of wages is its organization,
appropriate structure, and use of subsystems, such as the tariff system, wage forms and
bonus systems. Material incentives for employees can be divided into two independent
areas: bonuses based on work results, including bonuses, salary increases and
compensation; and material encouragement.

Modern approaches to motivating personnel are of great importance in
organizational management, as they contribute to increasing employee motivation,
improving productivity, and achieving organizational goals.

First, modern approaches to motivating personnel allow organizations to adapt to
changes in the market and change with it. Flexible incentive systems that take into account
the individual needs and expectations of employees can help attract and retain talented
employees, as well as ensure that they are highly motivated and engaged.

Second, modern approaches to motivating personnel contribute to the
development of an organizational culture that supports cooperation, interaction and

innovation. For example, incentive systems that take into account the achievements and
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recognition of employees can help establish a positive atmosphere in the team, involve
employees in cooperation and develop their potential.

Thirdly, modern approaches to motivating personnel contribute to ensuring a
balance between material and non-material rewards. In addition to tangible incentives
such as salary, bonuses, and other financial rewards, organizations are increasingly using
intangible incentives such as development opportunities, flexible work schedules, and
more.

The analysis of scientific literature revealed a number of approaches to the
theories of personnel motivation, in particular process, content and behavioral, as shown

in the table. 1.1.

Table 1.1 - Grouping of existing theories of employee motivation by approaches

Approach Scientist and theory The essence of the theory of motivation
of motivation
1 2 3
The "whip and | Motives and incentives aimed at achieving a goal are
gingerbread" theory | determined by their level of simplicity. This approach can
J. Bentham [10] be effective in extreme situations, but less effective when
performing complex and long-term projects with a large
number of workers.
) Theory of needs Human needs can be divided into two categories: primary
A meaningful o ' .
A. Maslow [11] and secondary. People's behavior is determined primarily
approach

by primary needs, where the satisfaction of such needs

stops the motivational effect.

Theory of needs "X"
and HYH
D. McGregor [12]

According to Theory X, employees may avoid work, so
control and threats may be necessary to motivate them. In
turn, Theory Y believes that employees have a built-in
responsibility for their work, a sense of autonomy, and

opportunities for self-expression.
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Continuation of the table 1.1

Theory "Z" by W.

A key factor in ensuring effective activity is adherence to

Ouchi [13] the principle of participation, which includes establishing
a democratic leadership style, trusting relationships,
involving subordinates in decision-making, creating an
atmosphere of tact, openness and transparency.

The  theory  of | The basic needs that drive human behavior include

existence, belonging
and growth
C. Alderfer [14]

physiological and safety needs, affiliation needs (which
reflect a person's social nature, his desire to be part of a
family, to have friends, enemies, colleagues, superiors,
subordinates) and growth needs (which are analogous to
the needs for self-expression, associated with the desire for

development and self-improvement).

Social theory
E. Mayo [15]

The approach according to which the key influence on
labor activity and production growth is not so much
material and material factors as moral and psychological

aspects.

The theory  of
"scientific
management"

F. Taylor [16]

The remuneration for the work should be determined in
proportion to the quantity of manufactured products, and
obtaining the proper effect of the remuneration is possible

immediately after the work is completed.

The structure of ideal
management

R. Likert [17]

The main features of the structure of ideal management at
the enterprise are: trust and confidence of the management
in its subordinates; establishment of communication links;
stimulating the motivation of employees to use group
forms of activity; the possibility of making decisions with
the participation of all members of the enterprise;
determination of enterprise goals based on group
discussions; distribution of control among numerous

participants.
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Continuation of the table 1.1

The approach of
behavioral

relations

Theory of acquired
needs

D. McClelland [18]

The main idea of this theory is to study and describe the
influence of achievement needs (the desire of a person to
achieve set goals), power (formed under the influence of
learning and life experience and manifested in the form of
a desire to control other people, resources and processes)
and cooperation (the desire to establish friendly relations
with surrounding) on a person's behavior, which affects his

actions.

Human concepts

E. Sheina [19]

According to the concept of a rational economic person, a
social person and a complex person, the motivation of
employees is provided by the relevant factors (economic,

social and other).

Field theory
K. Levin [20]

A person's behavior depends on personal factors and

environmental factors that affect him.

Two-factor theory

F. Herzberg [21]

The developed new model of motivation is based on the
needs of two different groups: motivational needs and
needs related to factors of working conditions. According
to the theory of F. Herzberg, the presence of factors of
working conditions aims to prevent the emergence of

feelings of dissatisfaction with work.

R-theory
N. Yu. Podolchak
[22]

People's behavior and motivation can be explained by their

risk appetite, which influences their actions and decisions.

Cross-cultural
motivation

F. Trompenaars,

S.  Hampden-Turner

[23]

International and cultural differences greatly influence
employee motivation, determining their internal incentives

and actions.

The theory of work
orientation

D.H. Goldthorpe,

D. Lockwood [24]

Human behavior is determined by the predominant
orientations that are characteristic of organizational
members, such as instrumental, bureaucratic, participatory,

or professional orientation.
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Continuation of the table 1.1

Procedural

approach

S. Adams' theory of

Employees of an organization compare their rewards with

justice the effort they have expended, as well as with the rewards
[25] of other employees doing similar work.

Theory of A person focuses his efforts on achieving a goal depending
expectations on how likely he is to receive a reward for this

V. Vroom [26]

achievement.

Porter-Lawler theory
[27]

The essence of this concept is a combination of elements
of the theory of expectations and justice, where the main
variables are: the effort spent, perception, reward, the

obtained result and the level of satisfaction.

Theory of social
comparisons

L. Festinger [28]

The assessment of an individual's achievements can be
made on the basis of comparison with other people, and not
exclusively on absolute indicators. This makes it possible

to change one's own behavior based on such a comparison.

Reinforcement
theory
B. F. Skinner [29]

The employee's motivation is determined by his past
experience and the consequences of his actions, where an
important factor is the assessment of the results of his
activity, taking into account the ratio of moral and material

incentives.

The theory of the

balance between
motivation and
contribution

S. Barnard [30],
H. Simon [31]

To achieve a balance between stimulating team members
to active activities and their real contribution to the
achievement of the company's goals, you can use the

strategy of dosed issuance of rewards.

The  theory  of

"typical  variables"
and individual choice

T. Parsons [32]

Depending on specific situations at the enterprise, the
employee chooses the appropriate type of behavior, which
affects his choice. The employee's assessment of the
situation, his wishes and influence on it are important when

choosing a type of behavior.
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Continuation of the table 1.1

Theory of work | Employee motivationis shaped by various factors, such as
characteristics the variety of tasks, their significance, the level of
R. Heckman, independence in performance, the achievement of results,
H. Oldham [33] and the availability of feedback.

Source: complied by author

Motivational theories explore the essence of human needs and propose a
hierarchical classification of these needs, which helps to understand the mechanism of
motivation. Process theories recognize the importance of needs, but also take into account
the functions of perception, expectations, and possible consequences of the chosen type
of incentivization. Theories of behavioral relations are based on the definition of factors
that determine the behavior of people and their motivation to perform everyday tasks.

The main characteristics of personnel stimulation are important for effective
management of human resources in the organization. They affect employee motivation,
productivity, work engagement, and accountability. The main characteristics of staff
incentives include the following aspects:

1. Clarity and compliance with goals: an effective incentive system should be
aimed at achieving specific goals of the organization. It should be clearly defined,
accessible and correspond to the company's strategic objectives.

2. Fairness and transparency: the incentive system should be fair, demonstrate
transparency and objectivity in the distribution of rewards, take into account the level of
contribution and achievements of each employee.

3. Motivation and incentives: An effective incentive system should encourage
employees to achieve high results, stimulate their motivation to perform at a high level
and achieve higher standards.

4. Flexibility and adaptability: the incentive system should be flexible and adapted
to the various needs and expectations of different groups of employees, take into account
their individual characteristics, be able to adapt to changes in the organization and the

labor market.
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5. Trust and communication: An effective incentive system involves building trust
between management and employees.

Having analyzed the specialized economic literature, we can highlight the main

differences between motivation and stimulation of personnel at the enterprise. (Table 1.2).

Table 1.2 — Main characteristic features of enterprise personnel stimulation

Features Characteristic features of stimulation
1 2
. A t of stimulating th k of th '
Scope of application s part of stimulating the work of the company's
employees
Term of events Current (short-term) actions
Direction of measures Changlpg a person's external behavior with the help of
correction
Creation of appropriate conditions and restrictions for the
Attitude to work behavior of subordinates, which are not always aware of

and agreed with them

Form of organization at Transformation of real successes achieved in the work
the enterprise process

Stimulating employees to achieve higher results than
those provided for within existing labor relations

General goals

Source: [34]

It should be noted that motivation and stimulation have opposite directions:
motivation is aimed at changing the existing state of affairs, while stimulation is aimed at
consolidating it. They complement each other, but are different processes. Motivation is
aimed at changing human motives through the influence of purposeful stimuli aimed at
forming a system of human motives for expected actions. Therefore, there is a close
connection between these concepts. Motivation is usually related to the employee's moral-
status needs, while stimulation requires external influences and elements of the work
situation, such as social and accrual conditions, and is more often related to material
aspects.

The study of the characteristic features of personnel stimulation is an important
direction in the study of organizational management and human resources development.
The characteristics of staff motivation help to understand the needs, motivations and
expectations of employees, as well as to identify effective approaches to motivation, job
satisfaction and staff engagement. Examining various aspects of the incentive system,

such as financial and non-material incentives, opportunities for development and
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professional growth, recognition and rewards for achievements, allows you to determine
the optimal combination of incentives that meets the needs and expectations of personnel
[35].

Research on the characteristics of employee incentives can also help organizations
innovate incentives, address changing labor market conditions, and implement flexible
incentive approaches that help attract and retain talented employees.

Therefore, the characteristic features of motivating personnel have a great
practical contribution, allowing organizations to develop and implement effective
motivational strategies, improve satisfaction and productivity.

Studying the essence, methods and systems of personnel stimulation is an
extremely important aspect of effective management of human capital resources in the
organization. Organizations that understand the importance of these aspects can attract
and retain high-quality employees, motivate them to high performance and promote the
development of their potential. Here are some key reasons why it is important to study
the essence, methods and systems of personnel incentives:

1. Productivity improvement: Personnel incentive systems can be used to
motivate employees to achieve high performance and achieve organizational goals.
Eligible incentives may include financial rewards, bonuses, bonuses, career advancement,
professional development opportunities and other various forms of reward and
recognition. Effective incentive systems help increase employee motivation, which can
lead to improved productivity and organizational effectiveness.

2. Talent retention: A competitive job market can be a challenge for organizations
trying to attract and retain highly qualified employees. Studying the nature, methods and
systems of personnel incentives helps organizations develop effective talent retention
strategies, such as long-term rewards, salary increases, and more.

The study revealed important aspects related to the motivation and incentivization
of personnel in organizations. It was found that an effective personnel incentive system
1s of great importance for achieving high results in work and ensuring the sustainable

development of the company.
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The essence of staff motivation is to encourage employees to achieve the
organization's business goals by providing various types of incentives that meet the needs
and expectations of staff. The study found that incentives can take tangible and intangible
forms, such as financial rewards, bonuses, salary increases, development opportunities,
training, recognition and praise for achievements, and the opportunity to participate in
projects and participate in decision-making processes.
The study also found that methods of incentivization can be individual and
collective, internal and external, tangible and intangible. The choice of a certain method
of incentivization depends on the context of the organization, the specifics of the work

and the needs of the staff.

1.2 Modern approaches to personnel incentives

Modern approaches to employee incentivization include a number of innovative
practices and methods that help organizations maximize the motivation and productivity
of their employees. Here are several such approaches [36]:

1. Flexible compensation systems, including individual bonuses, performance
bonuses, performance bonuses, company shares, and other forms of compensation that
allow rewards to be tailored to individual needs and employee contributions.

2. Development and training, including opportunities for professional growth,
training, mentoring, knowledge exchange programs and development of new skills.

3. Flexible work schedules, such as telecommuting, flexible working hours,
discretionary vacations, allowing employees to balance work and personal life.

4. Recognition and appreciation, including systems for recognizing employee
achievements, thanking for work contributions, awards and gifts for achievements and

recognition of contributions to the organization.
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5.Programs to improve well-being and wellbeing, such as physical activities,

health promotion programs, psychological support, flexible benefits and other programs
aimed at improving the well-being and satisfaction of employees.

6. Enhanced career opportunities such as rotation programs, leadership
development, internal vacancies and opportunities to change roles within the
organization.

7. Development of a mission, values and corporate culture that corresponds to the
values and expectations of employees.

According to data from the American research service Gallup, almost half of
employees, namely 49%, do not feel an emotional connection with their work. It does not
matter to them in which company they have to perform their duties from 9:00 to 18:00,
or with whom they drink coffee in the morning. These people put in minimal effort just
to get their salary and easily leave the company for better offers [37].

Google can serve as a shining example of how to incentivize employees to bring
maximum benefit to their employer. Google maintains its leadership in the list of the best
employers in the world for the fourth year in a row. Some may argue that such a company,
given its enormous scale, can afford it. However, on the other hand, the creation of such
a project and its constant improvement requires the presence of highly qualified
employees who are ready to fully devote themselves to their work [38].

First, Google provides a comfortable, cozy and stimulating working environment,
including a unique central office where employees can use a sports complex, a clinic, a
hairdresser, a dry cleaner, entertainment (such as a slide from the second floor to the first
floor, riding a scooter and a bicycle), relax in a massage chair, enjoy delicious food and
even be able to bring their pets to the workplace if it helps them focus better at work. The
company's employees take pride in their work, become more committed, because they
feel concern for their well-being and understanding of their individual needs, including
important aspects, although specific [38].

At Google, employees are also given the opportunity to work on personal projects
that are not related to their job duties during a quarter of the working time. This is exactly

the approach Google used in the past with the creation of Gmail email, which is an
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undoubted proof of the benefits of such motivation. This approach is also used in other
companies with a different purpose. Companies that cannot fully pay for the work of their
employees allow them to do additional work at the main location in order not to lose
valuable personnel [38].

The latest innovation from Google is the introduction of meditation. The company
has equipped special rooms for conducting meditation sessions and employs Buddhist
teachers. The main goal of this initiative is to train employees in meditation techniques,
which leads to an increase in their awareness, self-sufficiency, calmness, energy,
enthusiasm and creativity. In addition, this initiative contributes to the strengthening of
mutual assistance in the team.

Another interesting example of using the "power of words" was the strategy of
Steve Jobs in his company. The consultants he hired were given the modest title of
"genius." This idea had a double benefit: the manager emphasized that only exceptionally
intelligent and creative people worked in his team, who, in turn, were proud of their status
and worked hard to justify the trust that was placed in them [38].

Walt Disney has long been aware of the importance of a non-standard approach
to incentivizing his staff. His company had hotels located near amusement parks, where
in addition to managerial positions, there were also technical departments, such as
laundries, where there was a high turnover of personnel due to the non-prestigious work
and difficult working conditions. But the founder of the Walt Disney Company was
resourceful in matters of staff motivation and found a solution. Laundries have received
the proud name "textile services". This led to the fact that they became a whole division
of'the company, and the employees felt their importance, and the negative aspects of work
took a back seat [34, c. 137-140.].

Therefore, modern approaches to personnel incentivization in organizations take
into account a wider range of factors affecting employee motivation. In particular, they
pay attention not only to tangible, but also intangible aspects of incentives, such as
opportunities for professional development, recognition of achievements, participation in

decision-making processes and other intangible rewards.
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It should also be noted that the individualization ofincentives, when the individual
needs, expectations and capabilities of each employee are taken into account, can be a
more effective approach than general incentive systems for the entire team.

It was also found that stimulation should be an interaction of different methods
and systems, complementing each other. For example, combining tangible and intangible
incentives can provide a more comprehensive approach to motivating staff, taking into
account the different needs of different employees.

However, there is a need to carefully analyze and take into account the context of
the organization, culture, values and strategy in the development of incentive systems,
which can help avoid negative consequences such as unevenness, unfairness or

imperfection of incentive measures.

1.3 The main characteristics of incentive management

The relevance of studying the characteristic features of personnel incentivization
is that an effective system of incentives is important for the successful operation of the
organization. In today's dynamic business environment, where competition is high,
attracting and retaining talented personnel is a key success factor.

The study of the characteristic features of personnel incentivization allows to
reveal effective approaches to employee motivation, to understand their needs and
motives, as well as to develop appropriate incentive strategies that contribute to
increasing the level of motivation, job satisfaction and employee involvement. Research
can also help identify weaknesses or gaps in the current incentive system and improve it
to achieve better results.

In addition, studying the characteristics of employee incentivization can help
organizations adapt to changes in economic, social and technological conditions, improve
their approaches to motivation, respond to the changing needs of employees and ensure

their high performance.
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Thus, the study of the characteristic features of personnel incentivization is a
relevant and important direction of research that can help organizations improve their
incentive system, increase employee satisfaction and productivity, and provide
competitive advantages in the market.

When developing a staff motivation system, management must follow a certain
sequence to ensure its effectiveness. In the modern system of personnel motivation,
various forms of stimulation are provided, which should correspond to the needs of
employees and the capabilities of the organization. The most effective form of motivation
1s material - wages and bonuses. However, it is not possible to achieve a high level of
motivation solely at the expense of wages and bonuses.

There are various methods of meeting the basic needs of personnel in the
organization, which require appropriate actions of the manager for each type of needs [39,
p. 369]:

1. Basic needs include physiological needs. People who satisfy their physiological
needs through their work are usually not very interested in the content of the work, but
pay attention to wages, working conditions and opportunities to avoid overwork.
Management actions to meet these needs include providing the necessary working
conditions in terms of lighting, temperature, noise level, etc. and reducing wages to a
minimum.

2. There is a concept of the need for security among the organization's personnel,
which can be satisfied through the actions of management. People who have this need,
above all, want protection from physical, psychological and social danger. To meet this
need, the organization must take the following actions: develop a simple and reliable
social insurance system, ensure an adequate level of wages, provide guarantees of
workplace safety, health insurance and pension benefits. In addition, the organization
must provide professional development for employees to ensure stability in the
workplace.

3. The need for a sense of belonging and participation. People with this need need
a good relationship with their manager and the ability to communicate freely with

colleagues. Actions that a manager can take to meet this need:
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- creation of a corporate culture that promotes employee support;
- creating an atmosphere of team unity;
- creation of opportunities for communication between colleagues at the
workplace.
4. The need for recognition and respect. Employees who have these needs seek

identification with their team leader. To meet these needs, the organization must:

to provide interesting and meaningful work to subordinates;

highly appreciate their initiative and creativity in solving problems;

assist in training and retraining to increase the level of professionalism;

respect and treat subordinates with respect.
5. The need for self-expression is manifested in a person's need for creativity and
independence. These needs arise in open and independent people. To meet these needs,
the management should take the following actions: ensure freedom in choosing means to
solve problems, delegate part of their powers and responsibilities to subordinates,
promote their official promotion, and also ensure high wages and other forms of
recognition of their merits.

Therefore, the management of personnel incentives consists of the following
characteristics:

1. Development and implementation of compensation and reward programs for
employees, including salary packages, bonus systems, company shares, stock options,
pension plans and other forms of rewards.

2. Development and implementation of programs to improve the quality of the
workplace, including professional development, career growth opportunities, physical
and psychological health.

3. Development and implementation of motivation systems, including praise,
recognition, honor and other forms of non-material stimulation.

4. Development and implementation of employee safety and health programs.
5. Development and implementation of employee evaluation and reward systems

for achieving business goals.
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We believe that in order to effectively develop a personnel incentive system, it is
necessary to use special methods and conduct an objective analysis of the situation both
in the organization itself and on the labor market. To achieve this goal, the following
sequence of actions is proposed:

1. First, it is necessary to hold a training seminar for heads of organizations,
devoted to the issues of motivation, stimulation and remuneration of personnel. Every
manager should be aware of his role in creating high motivation of employees to achieve
the company's goals.

2. The next stage is the diagnosis of the existing labor incentive system in the
organization. This is necessary to clarify the situation within the company and analyze
the reasons for the low motivation of employees to perform their job functions and the
requirements of managers.

3. An equally important stage is the diagnosis and analysis of the structure of labor
motivation of the company's personnel. This stage allows you to identify and analyze the
factors affecting the motivation of employees, their needs and expectations.

4. At the next stage, it is necessary to study the features of the current system of
remuneration at the enterprise. This stage includes the analysis of all available
information in order to determine the optimal level of remuneration for employees.

5. The development and substantiation of the permanent component of wages is
being carried out. At this stage, salary scales by positions, normative performance
indicators, qualification bonuses and additional payments for special working conditions
are established or adjusted.

6. The variable component of wages is being developed. At this stage, the
possibility of using different types of bonuses is analyzed, such as a bonus for individual
results, a bonus for contribution to the work of the division, a target bonus, a bonus for
the overall performance of the company.

7. An analysis and justification of the social package is carried out.

8. Non-monetary forms and methods of stimulation are being developed.

Therefore, the creation of an effective system of motivation is impossible without

an appropriate system of financial incentives. Therefore, in addition to the guaranteed
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salary, it is necessary to use a system of additional financial incentives. Only by using a
complex of different incentive systems, it is possible to effectively motivate an employee

to achieve the necessary results for a business organization.
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CHAPTER 2
ANALYSIS AND RECOMMENDATIONS REGARDING THE MANAGEMENT
OF INCENTIVES AT "SYNEVO UKRAINE" LLC

2.1 Analysis of general information about “Synevo Ukraine” LLC

"Synevo" is a medical laboratory belonging to the European holding Medicover.
The headquarters is located in the city of Brussels, Belgium. The laboratory is the largest
operator in Eastern Europe and has several features [40].

Company name: "Synevo Ukraine" LLC. [41]

Legal address: 04214 Kyiv, str. Pivnichna 2/58A.

Company location: "Synevo Ukraine" has more than 150 laboratories and analysis
stations in Ukraine. The addresses of these laboratories can be found on the company's
official website www.synevo.ua.

Method of formation: Corporate.

Form of ownership: Private.

Organizational and legal form: Limited Liability Company (LLC).

Types of economic activity of the company "Synevo Ukraine" in Ukraine,
according to “KBEJI-2010”:

Main:

86.21 — General medical practice.

Others:

21.20 — Production of pharmaceutical preparations and materials.

46.46 — Wholesale trade of pharmaceutical goods.

58.19 — Other types of publishing activities.

That is, the activity consists in the provision of medical laboratory services, in

particular, the collection of analyzes and their further research. The company offers more
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than 1,000 different types of laboratory tests, including general clinical blood tests,
biochemical tests, infection tests, oncology tests, genetic tests and much more.

In general, the main activity of "Synevo Ukraine" is related to medical services,
in particular, the collection of analyzes and their laboratory research. Accordingly, the
main products of the company are the results of laboratory tests and research, as well as
diagnostic services and consultations.

The goals of “Synevo Ukraine” in Ukraine are to provide high-quality and
affordable medical laboratory services, to meet the needs of patients, to increase sales and
revenues, to expand the network of laboratories and to strengthen leadership in the market
of laboratory services in Ukraine.

The strategy of the “Synevo Ukraine” company is to develop a network of
laboratories and improve the quality of the services provided, which is achieved through
the use of modern technologies and equipment, continuous improvement of the
qualifications of medical personnel and standardization of processes.

Planning documents of “Synevo Ukraine” include strategic and operational plans,
business plans, financial forecasts, marketing and advertising plans.

The organizational structure of the management of the company "Synevo
Ukraine" in Ukraine consists of the company's management and divisions that are
responsible for various aspects of the company's activities, such as medical laboratories,
marketing, finance, personnel, information technology, etc.

The main divisions of the organizational structure (Appendix B):

— CDL (clinical diagnostic laboratories) network of 5 laboratories in Kyiv, Lviv,
Chernivtsi, Odesa and Vinnytsia;

— BDC network — 153 branches of the diagnostic center;

— auxiliary functions (marketing and sales department, supply department,
accounting department, IT department, personnel department, customer service
department, etc.);

— administration, the company's head office is located in Kyiv.

The type of organizational structure of the management of “Synevo Ukraine” is

functional, since various functions and management departments are divided according
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to their functions and competencies. This type of structure corresponds to the strategy of

“Synevo Ukraine”, as it allows the company to focus on improving the quality of services

and optimizing internal processes. (Figure 2.1).

Management Board

Commercial Director Development Director

Functions Functions

Responsible for... Responsible for...

Figure 2.1 — Organizational structure of “Synevo Ukraine” LLC

Source: company materials

LLC "Synevo Ukraine" also has its own values, which are reflected in Figure 2.2.

Teamwork.

We help and
alway's support
each other

Quality. Entrepreneurshi

p. We
We cqnstfantly encourage and
stfrlve_ or supportpeople
perfectionin P \Whoare opento

what we do Values of new ideas

“Synevo
Ukraine”
LLC

Empowerment.

Honesty.
We are sincere,
openand
always fulfill
our obligations

Freedom of
actionand
supportfor
employees who
want to achieve
high goals

Figure 2.2 — Values of “Synevo Ukraine” LLC

Source: complied by author based on [42]
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Therefore, "Synevo Ukraine" LLC is a medical laboratory that is part of the
European network of "Synevo" laboratories and the Medicover medical holding. The
laboratory offers a wide range of medical services and diagnostic tests, using the most
modern equipment and quality standards. The network includes 95 laboratories in various
European countries and 7 laboratories in Ukraine. At the same time, all laboratories of the
network work according to a single service standard and use European quality assessment
systems for constant control. Thus, the company is a trusted partner for providing quality
medical services and diagnostics.

Promoting equitable work conditions, fostering employee development, and
prioritizing employee well-being are fundamental aspects of human resource strategy.
This strategy is designed to enhance Synevo's appeal as an employer, supply its branches
with proficient staff, amplify workforce productivity, and elevate the standard of services
for its employees. Our approach is informed by a series of regulations and standards:
Ukraine's 'On Labor Protection' law [1], 'On Labor Payment' law [2], and the international
standard of Social Responsibility SA8000:2001 [3]. Our ultimate goalis to boost the sales
of Synevo's analyses packages by cultivating a motivated, skilled, and satisfied
workforce.

Business processes are a sequence of interrelated actions and operations that are
performed within the framework of the company's activities to achieve a specific goal.
The following main business processes can be identified at Synevo Ukraine:

1. Diagnostics and analysis of results — this process involves collecting analysis
and research from customers, processing and analyzing them to obtain results and
conclusions. Roles in this process are divided between the laboratories and the medical
staff involved in processing the results.

2. Planning and organization - this process includes the distribution of
responsibilities between different departments of the company, solving internal
management issues and planning business processes. Roles in this process are divided

between top management and middle management.
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3. Customer service — this process includes customer service, receiving and
processing orders, customer support and solving their queries. Roles in this process are
divided between customer service and medical staff.

4. Organization of logistics - this process includes the provision of transportation
of samples for analysis, delivery of analysis results and cooperation with the company's
partners. The roles in this process are divided between the logistics department and the
quality assurance department.

Supporting business processes are related to the internal organization of the
company, its financial and personnel processes. At Synevo Ukraine, such processes
include cost accounting and analysis, personnel management, financial planning, and
activity control.

In the business processes of the company "Synevo Ukraine", the owners, heads of
departments, medical workers, laboratory technicians, human resources and financiers
play a role. The distribution of responsibility depends on the specific process and
company division. For example, in the business process of collecting biomaterial from a
patient, medical workers and couriers are responsible for delivering the biomaterial to the
laboratory.

Marketing and advertising specialists are engaged in brand support and
development, promotion of services and development of marketing strategies. They are
responsible for market analysis, consumer and competitor research, development of
marketing plans and budgets, advertising campaigns, PR events and other marketing
activities.

Technical specialists are engaged in the development and support of information
technologies. They are responsible for developing and maintaining medical information
systems, software development, computer network administration, data security, and
other technical tasks.

Laboratory technologists are responsible for conducting medical tests, including
collecting samples, preparing samples for testing, analyzing results, and communicating

them to physicians.
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Managers are responsible for coordinating the work of all company divisions and
making strategic decisions regarding the company's development. They ensure the
development of strategic plans, monitor the implementation of these plans, ensure the
company's financial activities, analyze the market situation and develop new directions
for the company's development.

One of the important service processes is the process of purchasing and managing
suppliers. Because the company depends on suppliers for various types of materials,
equipment and other resources, an effective procurement process and supplier
management is key to the successful operation of the company.

The role of the owners in this process is to establish the procurement strategy and
determine the main parameters that are needed to work effectively with suppliers. Owners
are also responsible for providing the necessary financial resources for the procurement
and development of the relevant infrastructure.

Allocation of responsibilities in procurement and supplier management depends
on each specific situation. Typically, the procurement process begins with gathering and
analyzing information about the company's needs and supplier capabilities. Next, there is
a process of selecting a supplier, checking its reliability and ensuring product/service
quality requirements. Various departments of the company like purchasing department,
quality control department etc. play an important role in this process. The distribution of
responsibilities between these departments and employees depends on the specific
process and can be established according to the individual needs of the company.

The marketing activity of the company "Synevo Ukraine" consists in the provision
of medical services in the field of diagnostics and laboratory medicine. The company has
a wide range of services, which includes more than 1,000 types of analyzes and diagnostic
procedures. The structure of the assortment consists of the following categories of
services:

— clinical diagnosis;

— immunodiagnostics;

— genetic diagnosis;

— pathological diagnosis;
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— microbiological diagnostics;

— express diagnostics;

— preventive examinations.

"Synevo Ukraine" company has a target market in the field of medical services
and health diagnostics. The main segments of this market are the following:

— Individuals who apply to medical institutions for diagnosis and treatment of
various diseases.

— Medical institutions, such as hospitals, polyclinics, private clinics, which use
Synevo Ukraine services for diagnosis and treatment of patients.

— Corporate clients who provide health insurance for their employees and can
conclude contracts with Synevo Ukraine for the provision of diagnostic and treatment
services.

Next, a table of consumer segmentation of the “Synevo Ukraine” company is
attached (table 2.1).

Table 2.1 — Consumer segmentation of Synevo Ukraine

Classification criterion Characteristic(s)
1 2 3
Range Percentage of client base
Children (from 6 years) 4,53 %
A Children (from 5 to 13 years) 8,41 %
g¢ Children (from 12 to 19 years) 4,73 %
Young people (from 18 to 26 years) 7,20 %
Relatively young (from 25 to 46 years) 42,13 %
Middle-aged (from 45 to 61 years) 17,51 %
Elderly (from 61 and older) 15,50 %
Sex Men ~25-30 %
Women ~70-75 %
High
Socio-economic status Average Socio-economic status
Low
Local customers
Geographical location National customers Geographical location
International customers

Source: complied by author

For the company "Synevo Ukraine", the parameters and factors that positively

affect the trends and prospects of its development are:
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— The development of the medical market and increased attention to health in
society, which increases the demand for medical services.

— Growth in the average income of the population, which allows people to invest
more in their health.

— Improvement of technologies and equipment in the field of medicine, which
allows more accurate and quick diagnosis of diseases.

— Expanding the network of the company's laboratories and improving the quality
of services, which contributes to increasing brand recognition and attracting new
customers.

Factors that negatively affect the development of the company can be:

— Changes in legislation that may lead to more complex and more limited
regulation in the field of medicine and laboratory research.

— Increased competition in the healthcare and laboratory industries, which may
reduce the company's market share and lower profits.

— Economic instability and crisis situations, which can lead to reduced budgets
for medical services and reduced demand for them.

— Technological risks associated with possible interruptions in the operation of
hardware and software, which may lead to interruptions in the provision of services and
negatively affect the company's reputation.

— General high competition in the market, which can lead to lower prices for
medical services and lower company profits.

"PESTEL" analysis was used in order to identify factors of the external
environment of indirect action affecting the activity of a business organization. PESTEL
analysis is a strategic analysis tool used to study the external environment of a business.
PESTEL analysis for the Synevo company in Ukraine and the influence of each factor
(table 2.2):

Political:

— the stability of the Ukrainian government and its influence on the field of health

care;
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— government initiatives to supportthe development of medical infrastructure and
private providers of medical services;

— regulatory compliance with medical and laboratory standards;

Economical:

— the general economic growth and stability of Ukraine, which affects the
available income and expenses for health care;

— exchange rates that may affect the cost of imported equipment and reagents;

— inflation rates and their impact on operating costs;

Social:

— demographic trends in Ukraine, including population aging and potential
increase in chronic diseases;

— health awareness and demand for preventive medical services;

— trust in private medical institutions and willingness to pay for diagnostic
services;

Technological:

— advances in medical technology, such as new diagnostic methods and
equipment;

— implementation of digital solutions in the field of health care, including
electronic medical records and telemedicine;

— integration of artificial intelligence and machine learning in diagnostics and
laboratory operations;

Ecological:

— compliance with environmental regulations regarding the disposal of hazardous
waste and chemical substances;

—adoption of ecological practices to minimize the impact of laboratory operations
on the environment;

Legal:

— compliance with health laws and regulations, including licensing and
accreditation requirements;

— labor laws and regulations, including employee rights and working conditions;
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— intellectual property rights and protection of patented technologies and
processes;

Table 2.2 — Impact of factors and their assessment

Grade (-5 to 5), where -5
Factor Impact strongly negative impact, 5 —
strongly positive impact
Political stability Negative -5
Government initiatives Positive +3
Regulatory compliance Positive +2
International politics Negative -2
Positive economic growth Negative -4
Exchange rates Negative -2
Inflation level Negative -1
Access to financing Negative -2
Demographical tendencies Negative -2
Health awareness Positive +4
Confidence in private medical care Positive +3
Cultural attitude Positive +2
Technological achievements Positive +4
Digital healthcare Positive +3
Artificial intelligence and machine learning Positive +3
Cyber security risks Negative -3
Environmental compliance Positive +2
Environmentally sustainable practices Positive +2
Climate changes Negative -1
Compliance with legislation Positive +2
Labor legislation Neutral -1
Intellectual Property Positive +2
Legal responsibility Negative -3

Source: complied by author

General conclusion:
The PESTEL analysis for Synevo in Ukraine takes into account a number of
factors that may affect the company's activities in the difficult situation associated with

the ongoing war. This creates difficult conditions for Synevo's work in the current market.
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Negative impacts include political instability, negative economic growth,
exchange rates, inflation rates, access to finance, demographic trends, cyber security risks
and legal liability. The war in Ukraine leads to the emigration of people, impoverishment
of the population, loss of jobs and destruction of the economy, which can further worsen
already negative factors. Synevo Ukraine must ensure compliance with all relevant laws
and regulations, strengthen cyber security measures and implement effective risk
management strategies to reduce the impact of these factors on its operations.

Positive influences such as government initiatives, increased health awareness,
technological advances, trust in private health care, and cultural attitudes help offset some
of the challenges associated with war. To take advantage of these opportunities, Synevo
Ukraine must invest in technology, expand its service offering, focus on customer
satisfaction and maintain a competitive edge in the market. It is also important to consider
the possibility of cooperation with the government to receive assistance in the form of
benefits and incentives for medical organizations working in difficult conditions.

Neutral or moderately negative factors, such as the inflation rate, labor legislation
and climate change, require Synevo Ukraine to carefully monitor the changing business
environment and adapt its strategies accordingly. This may include adjusting pricing
strategies, ensuring fair working conditions for workers, implementing environmentally
friendly practices, and stepping up cooperation with humanitarian organizations to ensure
access to health services for war victims.

In summary, the PESTEL analysis shows that a company operating in a war
environment faces significant challenges. However, by taking advantage of the positive
opportunities, adapting to changes in the business environment and overcoming the
challenges associated with the negative factors, Synevo Ukraine can continue to thrive in
the Ukrainian healthcare sector and potentially expand its market presence. This will
require flexibility, innovation and collaboration with various stakeholders to ensure the
stability and growth of the company in the face of uncertainty.

Research and innovation.
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The Medicover group of companies puts a lot of effort into developing innovative
laboratory services. These new products and solutions are developed based on customer
needs.

In the activities of Synevo Ukraine LLC, innovations and research are
concentrated mainly in the field of client relations, organization of effective marketing,
advertising and sales. At the same time, to ensure the high efficiency of market research,
the company's specialists use both office and field research methods:

— traditional analysis, which involves studying the company, competitors and
markets;

— modeling of customer behavior and development of the most likely scenarios
for organizing service maintenance;

— case-study for in-depth study of certain problematic situations in the work of
one's own company or competing companies using the methodology of system analysis;

— surveys - to collect primary marketing information from customers on a given
topic.

Table 2.3 — Financial reporting of “Synevo Ukraine” LLC for 2020-2022

Year 2022 2021 2020

Revenue 1 332 886 000 UAH 2923267 000 UAH 1 829 649 000 UAH
Net profit -247 187 000 UAH 292 114 000 UAH -755 000 UAH
Assets 763 815 000 UAH 953 451 000 UAH 794 711 000 UAH
Liabilities 451 635 000 UAH 440 063 UAH 750 469 000 UAH

Source: [43]
According to the submitted data, Synevo Ukraine LLC suffered losses in 2022 in

the amount of UAH 247,187,000. compared to the significant profitin 2021 in the amount
of UAH 292,114,000. In 2020, the company also suffered losses in the amount of UAH
755,000. The company's total revenue in 2022 is UAH 1,332,886,000, which is
significantly less compared to the revenue in 2021 of UAH 2,923,267,000 and UAH
1,829,649,000 in 2020.

Due to the decrease in revenues in 2022, the company's assets decreased to UAH
763,815,000 compared to UAH 953,451,000in 2021 and UAH 794,711,0001n 2020. The
company's liabilities amount to UAH 451,635,000 in 2022, increasing from UAH
440,063,000 in 2021 and decreasing from UAH 750,469,000 in 2020.
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These figures indicate that the company has experienced significant losses in 2022
compared to previous years and has liabilities that exceed assets. It is important to take
into account that the data for 2022 may change after the end of the year and the
preparation of financial statements.

Competent marketing and commercial policy helped to achieve an increase in
income from the provision of services of "Synevo Ukraine" LLC. After the general crisis
0f 2020, in 2021 the company managed to reach a high net profit according to the results
of 2021.

Environmental aspects.

"Synevo Ukraine" LLC takes a responsible approach to issues related to
sustainable development and environmental aspects of economic activity. With this in
mind, all internal operational processes are designed with an effort to reduce harmful
effects on the environment.

In its activities, the company is guided by both Ukrainian legislation in the field
of environmental protection and internal corporate rules and policies. Determining its
priorities in matters of environmental protection and rational use of energy resources,
"Synevo Ukraine" LLC tries to proceed from the fact that environmental protection
activities, support and promotion of environmental initiatives among employees are
integral elements of business activity.

Although the specifics of the Medicover Group of Companies' activities do not
involve a significant impact on the environment, a single environmental policy has been
implemented to reduce the impact of its operations and products on the environment, as
well as to promote environmental sustainability, ensuring the long-term success and
stability of its own business. Among the key points of the Group's environmental policy
is a focus on improving the recycling and disposal of test products. development and
implementation of solutions that allow reducing the impact on the environment.

In particular, the company installs equipment for waste disposal and concludes
contracts with third-party companies for the removal of medical waste.

The company strives to minimize energy costs and reduce carbon emissions by

eliminating unnecessary travel (where possible).
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The company's management encourages employees to improve logistics, organize
joint trips, and use public transport more. In addition, the Company's employees strive to
use energy resources sparingly in offices, optimize paper consumption, ensure proper
disposal of waste in offices, and support local environmental initiatives.

Companies that are part of the Medicover group are governed by a Code of
Business Conduct and Ethics, which establishes the rules and responsibilities of each
team member to uphold corporate values and principles. In particular,

The Code guarantees and ensures:

— healthy and safe working conditions: creating a comfortable and safe working
environment in accordance with current legislation and regulations;

—wages and working hours: compliance with local legislation regarding minimum
wages, working hours and the required level of employee benefits;

— freedom of association: allowing employees to legally and peacefully join trade
unions or other types of associations;

— non-discrimination: prohibition of discriminating against people on the basis of
any factors, including ethnicity, age, religion, etc.;

— absence of child labor: prohibition to employ persons who have not reached the
age permitted by labor legislation and have not completed compulsory education;

— absence of forced employment: non-use of forced labor and refusal to create

workplaces where working conditions are not voluntary;

2.2 The organization's current incentive management practices

Employees and their interests are the main and most important priority of the
internal policy of Synevo Ukraine LLC. Guided by the understanding of the social
responsibility of business, the company ensures a high level of comfort and safety at

workplaces in accordance with the norms of Ukrainian legislation on labor protection,
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maintains a decent level of wages and creates maximum opportunities for the professional
development of employees.

"Synevo Ukraine" LLC employs over 3,000 employees, who are the basis of the
company's success. The company operates motivational bonus systems for all main
groups of employees, which stimulates more efficient work and gives the opportunity to
receive a fair reward for your contribution to the company's work.

The company has an occupational health and safety department, and a set of
measures for protection and safe working conditions is carried out on a regular basis.

In "Synevo Ukraine" LLC, an internal training center operates on a permanent
basis, where employees of departments (stations) regularly undergo training to provide
the highest quality medical services in compliance with all standards of both work with
biological material and customer service.

In addition, all medical workers undergo mandatory advanced training courses at
specialized educational institutions of the advanced training system of the Ministry of
Health of Ukraine.

As the company notes, a career in Synevo is not an opportunity, but a real and
close prospect of growth, because happy people work in the team [42]:

1. The company pays for training courses and programs for all employees -
promising managers get the opportunity to study at MBA schools in Ukraine and London
at the company's expense.

2. The company grows together with the team:

- Synevo guarantees a decent salary and a full social package;

- the company believes that fruitful work is stimulated not by managers, but by
working conditions and professional development;

- Synevo provides professional development within the company;

- all nurses undergo training at the Synevo Internal Training Center.

3. The management of the company also rests professionally and together with its
employees - they run marathons in Ukraine and Europe, play mafia, hold ping-pong

tournaments in the office and corporate games with valuable gifts.
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The company has implemented such policies as the Code of Business Ethics, Anti-
corruption Policy, etc. Each employee is familiar with these policies, and their work is
guided by business ethics that do not encourage any abuse or violation of human rights.

The company's personnel policy is based on its strategy and corporate values.
Management strictly adheres to the requirements of labor legislation, existing in the
legislative field of regulations and rules. Each employee of the company is considered as
a member of a large friendly team, relations with which are built on the principles of trust,
respect, openness, freedom of decision-making within the limits of competence and
responsibility for the final result.

To begin with, let's analyze the principles of formation of the labor remuneration
system at "Synevo Ukraine" LLC. The purpose of introducing a labor compensation
system in the company is to improve the material motivation of employees, increase labor
productivity and distribute the salary fund according to the contribution of each employee
to the company. The organization of labor remuneration in the company is carried out in
accordance with the Law of Ukraine "On Labor Payment", the Code of Labor Laws of
Ukraine and normative acts on labor remuneration.

In accordance with the Regulation on the implementation and application of the
salary system for the employees of the Clinical Diagnostic Laboratories in Kyiv of the
company "Synevo Ukraine" (Appendix A), the salary of the laboratory employees in the
company consists of two components:

- monthly salary (the rate is determined according to the qualification category);

- a monthly supplement, which depends on the achievement of key performance
indicators (KPI).

In addition, other payments may be provided by the decision of the head of the
Synevo Ukraine company.

In the company "Synevo Ukraine" it is customary to use 2 qualification categories
for laboratory workers - general and expert. The category is established depending on the
knowledge, experience and position of each employee, and in accordance with this

category, the basic amount of the monthly salary rate is established (Table 2.4). In
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addition, every month the employee receives additional payments for achieving KPI
indicators.

Table 2.4 — Summary table of salary calculation for employees of Clinical

Diagnostic Laboratories of Kyiv from March 2023 (group A — biologists, laboratory

doctors)

Category General Expert
Salary (before taxes) 24 845 26915
Salary after taxes (on hand) 20 000 21 667
Monthly salary supplement | 10% 2 000 10% 2167
(on hand) 20% 4 000 20% 4333
Maximum monthly salary (on

24 000 26 000

hand)

Source: created by the author based on the company's materials

In addition to the base rate, surcharges are calculated every month (Table 2.5).

Table 2.5 — Calculation of additional payments to employees to the base rate every

month
Criterion Indicator . The Welght of the .
criterion in the evaluation

The time of making analyzes | Quarterly adjustment according to load: 50%

taking into account the load | 0%-10%-20%-30%-40%-50% °
0—30%

. . 1-20% o

Mistakes in work 2 10% 30%

3-0%

Source: created by the author based on the company's materials

Mistakes in the work, which can be serious, for example, issuing unreliable results
that were caused by negligence or violation of the technological process of the employee,
can have consequences such as:

- deprivation of additional payment for 1 month;

- deprivation of additional payment for 3 months;

- firing from a job.

Each employee of the laboratory of the company "Synevo Ukraine" receives a
monthly supplement, based on the data entered by the responsible persons in a special file

or program. To calculate the surcharge, the following indicators are taken into account:
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- the time spent on making analyzes is set by the head of the analytical
department;
- the number of mistakes made during work is assessed by the immediate
supervisor.
Depending on the received assessment results, a monthly supplement to the
employee's salary is formed (Table 2.6).

Table 2.6 — The principle of forming a monthly supplement to an employee's

salary
Monthly assessment of task
o Surcharge
performance, %
80 —89 % 20 %
70 —79 % 10 %
Less than 70 % 0%

Source: created by the author based on the company's materials

The semi-annual assessment consists of the average monthly assessment during
the six-month period. The results of the half-yearly assessment of employees are tallied
in the Assessment List, where A is the highest assessment and C is the lowest. (Figure

2.3).

Get a bonus for 4 months out of 6 for Speed, Satisfaction and Adherence
to the standards (grade A)

Reviewing the category after two ratings (a row of AA)

Q Q Q 2N ——

| —

e

July 19 January 20 July 20 January 21

Figure 2.3 — Semi-annual evaluation of employees of Synevo Ukraine LLC
Source: compiled by author

Based on the results of the assessment, the next qualification category is assigned

(Table 2.7).
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Table 2.7 — The principle of assigning the next qualification category based on the

results of the semi-annual assessment

Grade Evaluatior} result (average
for six months)
A From 90 % to 100 %
B From 70 to 89 %
C From 50 to 69 %

Source: the company's materials

The company considers the following to be serious violations:

- placing an order for another person's passport card;

- issuance of results without proper documents;

- abuse of official authority, such as financial abuse, abuse in accounting for a
client or company, improper application of discounts, etc.;

- disclosure of confidential information about the client or the company;

- violation of preanalytical requirements, for example, blood transfusion from
one test tube to another;

- placing an order and collecting biomaterial without signing the necessary
informed consent;

- situations that require the consideration of a regional nurse and that may have
serious consequences for the client or the company;

- untimely informing about detected or potential mistakes and serious
violations in work or their concealment.

- violation of biomaterial labeling rules, such as bar coding without the
presence of the client, the presence of barcodes of several clients simultaneously in one
test tube, lack of identification of the client's name with the barcode.

Evaluation of the criteria for compliance by the company's employees is shown

in Figure 2.4.



s REgional nurse

* Hygienic treatment of hands in the presence of the client.
» Replacement gloves before each client.

» A clean table: the absence of used material, barcodes of the previous
client.

 Opening of disposable tools in the presence of the client.

» Adherence to the algorithm of actions when taking blood: timely
loosening of the tourniquet, compliance with the sequence of tubes,
compliance with the standard of mixing tubes with material.

» Compliance with the rules for marking biomaterial: only client's barcode
in the cabinet, which is located in the m/c, barcoding of biomaterial in the
presence of the client.

s Regional nurse / Retail manager

« Absence of cash discipline errors.
 Absence of comments on labor discipline.

Figure 2.4 — Evaluation of standards compliance criteria by employees of

“Synevo Ukraine” LLC

Source: compiled by author
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Synevo Ukraine LLC ensures a sufficient level of motivation for its employees.

Wages are paid to employees regularly twice a month. Employees are also rewarded based

on work results, and other forms of staff incentives are used.

When joining the company, new employees have ample opportunities for career

development. Opportunities for training and self-improvement are open to all employees

without exception. Conducting exercises and trainings with employees is a constant

phenomenon; the company regularly organizes and conducts training aimed at improving

the qualifications of its employees.

In accordance with the Regulation on bonuses for employees of Synevo Ukraine
LLC, the following types of bonuses may be granted to the company's employees:

- bonuses for timely and high-quality performance of tasks set by the company's

management;

- bonuses and rewards, including those for years of service, which are of a systematic

nature;

- prizes for promoting invention and rationalization;
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- awards for the creation, development and implementation of new equipment and
technologies;

- premiums for putting production facilities into operation on time and ahead of
schedule;

- bonuses for timely, high-quality delivery of products;

- awards for the performance of important and particularly important tasks;

- bonuses for high work results;

- awards for high achievements in work;

- premiums for high quality work;

- premiums for the volume of sales;

- other types of premiums provided for by current legislation and/or approved by the

company.

Kyiv Regions

20% for customers'

satisfaction of service
40% for customers'

satisfaction of service

20% for quickness of
servicing clients

10% for compliance 10% for compliance
with standards III with standards

[ 1

Salary (according to
category)

Salary (according to
category)

Figure 2.5 — Bonus system of "Synevo Ukraine" LLC

Source: created by the author based on the company's materials
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The total amount of bonuses is determined each month, taking into account the
performance of the main indicators of economic activity and profitability of the company.

The total estimated number of bonuses accrued to the company's employees is
calculated in accordance with the bonus fund and is determined as a percentage of the
employees' salaries (Fig. 2.5) and/or in fixed amounts.

In accordance with the Regulation on bonusing employees, the bonus for
employees based on the results of work for a month can be set in the amount of up to
100% or more of the official salary, for employees holding positions according to the staff
list.

Customer satisfaction (NPS) Quickness of service

20% Kyiv 10% Kyiv
40% Regions online

10% Kyiv
offline

e e wN -
(7, T S R N
R B S P R

182 182 182
183 183 183
184 184 184

Figure 2.6 — Bonus calculation principle — Synevo Ukraine LLC rating

Source: created by the author based on the company's materials

Company employees can be rewarded no more than once a month, taking into
account the performance of indicators. The number of bonuses is determined depending
on the personal labor contribution of employees to the overall work results. When
assessing the volume of each employee's contribution, the employee's continuous
experience and level of professional qualification, etc., may also be taken into account.
Each employee's personal contribution is evaluated by his immediate supervisor.

The specific amount of each award and the criteria for the achievements for which
the award is granted are established by the General Director of the company based on his
order. Employees who quit their jobs during the month for which bonuses are awarded

are paid in proportion to the number of days worked in the calendar month.
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Deductions for state social insurance and other mandatory deductions are made
from the bonus based on the results of the work for the month, and it is included in the
average earnings when calculating it in all cases provided for by the legislation on labor
remuneration and when determining the amount of the reward based on the results of the
work for the year, for in the presence of such annual remuneration.
The management report on the control indicators of personnel maintenance costs
of “Synevo Ukraine” LLC is given in Table 2.8.
Table 2.8 - Report on benchmarks of staff maintenance costs of Synevo Ukraine

LLC in 2021-2022., in thousands of hryvnias (Appendix C).

Topic 2022 2021
General wage fund 453 077 648 842
Social deductions from the fund 99 725 136 960
Medical workers
Salary 227 385,99 228 662,21
Bonuses 75 217,18 160 503,07
Social deductions from the fund 68 383,41 87 321,86
Administration
Salary 90 687,31 119 471,05
Bonuses 25 221,46 66 310,97
Social deductions from the fund 23 224,36 37 276,68
Car renting 2 819,34 5902,23
Marketing
Salary 30592,21 41 855,03
Bonuses 3973,32 17 930,02
Social deductions from the fund 8 117,48 12 361,71
Car renting 447,70 8 207,21
Trainings 1407,25 501521
Expenditures on uniforms, clothes 950,68 4 917,95
Phone and communication 1 358,42 1 419,56
Coffee, water 422,43 865,84
Transport renting (home delivery of employees) 770,93 2 785,92

Source: financial statements of the company
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Several observations can be made from the above table:

1. The general wage fund decreased from UAH 648,842.in2021to UAH 453,077.
in 2022, which is associated with a change in the volume of business and with a change
in the company's remuneration policy.

2. Social deductions from the fund decreased in all categories of employees,
which associated with a decrease in the wage fund and a decrease in tax rates.

3. Medical salaries decreased by a small amount and bonuses decreased more
significantly, resulting from the reduction of medical staff and reduced bonuses related to
the COVID-19 pandemic.

4. The salary of the administration decreased by UAH 28,783.74. in 2022
compared to 2021, which is due to a decrease in the volume of work.

5. General marketing expenses decreased in general, in particular, salaries of
marketing staff decreased by UAH 11,262.82, bonuses by UAH 13,956.00, and social
deductions from the fund by UAH 4,244.23.

The following conclusions can be drawn regarding bonuses for employees of
Synevo Ukraine LLC:

1. The total amount of spending on bonuses in 2022 decreased by 53% compared
to 2021 due to a reduction in the number of bonuses.

2. Bonuses for medical workers were almost halved, and bonuses for
administration were reduced by 62% due to a change in the company's bonus policy.

3. Bonuses for employees of the marketing department decreased by 78%, which
1s also a result of changes in the company's policy.

4. Bonuses make up a significant share of salary expenses in certain groups of
employees, in particular, for the administration, bonuses make up almost 22% of the
salary, and for medical workers - almost 33%.

The general conclusion of the study of the organization of employee incentive
management practices of Synevo Ukraine LLC indicates that the company uses a bonus
system that 1s divided into several categories of employees. The largest amount of funds
i1s spent on bonuses for medical workers, while a smaller share of funds goes to

administrative and marketing personnel.
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Let's analyze the ratio of wages and labor productivity of “Synevo Ukraine”

employees. (Figure. 2.7).

2022 2021 2020 2019

B Average sales per employee (thousands of UAH)

B Average salary per employee (thousands of UAH)

Figure 2.7 — Ratio of wages and labor productivity of “Synevo Ukraine”

employees
Source: financial statements of the company

The following conclusions can be drawn from the given graph:

— the average salary per employee decreased in 2022 compared to the previous
year (from UAH 277,000 to UAH 241,000), but is still higher than in 2020 and 2019;

— sales per employee decreased in 2022 compared to the previous year (from
UAH 1.27 thousand to UAH 0.71 thousand), but is still higher than in 2020 and 2019;

— decrease in average salary and sales per employee is associated with economic
factors - pandemic, crisis and full-scale war;

— despite the decrease in 2022, the average salary and sales per employee are
still higher than in 2020 and 2019, which indicates a certain stability of the company;

— the value of sales per employee in 2022 is the lowest compared to the previous
three years, which is the result of inefficient use of employees and difficult market

conditions.
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Competent marketing and commercial policy helped to achieve an increase in
income from the provision of services of "Synevo Ukraine" LLC, and due to the
pandemic, the laboratory market grew by 2.5 times.

After the general crisis of 2020, in 2021 the company managed to reach a high
net profit according to the results of 2021. However, on February 24, 2022, everything
changed. For two years, before the full-scale invasion, everything was built on great
growth due to the pandemic. This growth was non-linear, with very large peaks and
troughs. Sometimes, even between two weeks, the demand for laboratory services (tests
and analyzes for COVID 19) could vary by 10 times. Therefore, the entire process,
which was built on a linear, even business, adjusted to these peaks and troughs. Synevo
Ukraine employed many people and trained them.

The peak of the pandemic in 2022 fell at the end of January - beginning of
February. It was at the peak of this great demand that the company's revenue dropped by
98%. The most important reason for this significant decline was that the company took
care of employee safety. Therefore, in some regions, especially in Kyiv, Kharkiv,
Dnipro, laboratories were forced to stop certain operations altogether. 2% of the
standard income was obtained thanks to the Lviv Laboratory.

Talking purely about the business, then both at the beginning and now there is a
problem of supply. The laboratory sector is completely dependent on foreign suppliers.
All reagents, equipment, and equipment are imported. A very big problem for Synevo
was learning to live according to income.

The company realized that the war would be long, because as early as April
2022, the company's scenarios were based on the fact that the war could end in half a
year. Therefore, the company focused more on retaining all staff.

The company also understands that its specialists are a very valuable resource. If
you fire people now, it will be quite difficult to find them later, and it will take a long
time to learn.

"Synevo Ukraine" has always paid employees wages. Even the salary for
February 2022 was paid by the company almost in the first days of the war in advance,

because the management understood that if people leave the occupied territories, then
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they will need these funds very much. This position reflects the company's social
responsibility. In total, the company paid more than 70 million hryvnias in wages and at
the same time paid taxes and fees of more than 35 million hryvnias, while having
almost zero income.

At the time of the war, the company employed about 2,800 people, and during
the summer of 2022, Synevo Ukraine had to lay off about a thousand employees, mostly
in the PR department, business analytics, marketing, and partly in sales, because the
organization no longer needed so many people . The structure of employees of
biomaterial collection stations was optimized.

Medicover is very supportive of Ukraine, which emphasizes the Swedish
mentality of Synevo investors, who are very socially oriented and humane. The first
thing they did was on the second day of the war, they informed the team that at all
borders from Ukraine to countries such as Moldova, Romania, Poland, they created
teams of their employees who met their Ukrainian colleagues and transported them to
the nearest cities, and were helping them with an accommodation. If Ukrainians wanted
to stay and work in Medicover structures in these countries, they could stay. Also, the
employees of "Synevo Ukraine" were partially transferred to Germany - a total of about
a thousand employees with children left and they were all provided with assistance.

The management of the company made a decision to restore the activity of the
laboratories based on the map of military operations. First, they resumed operations in
Dnipro, then in Odesa and Kyiv. The company is currently partially recruiting. This is
primarily due to the fact that when the management laid off employees in the summer of
2022, they believed that the situation would worsen even more. Therefore, the company
has now started recruiting workers.

The other and most important reason why the company is recruiting is that our
employees who have left the country have already found work and plan to remain
abroad until the end of the war. For some time, they accompanied the company
remotely, but it is impossible to work remotely all the time, so there is such a

replacement by local people.
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2.3 Proposal and justification of ways to improve incentive management in

the company

Encouraging the labor activity of employees is a key tool to support the efficient
use of resources and the mobilization of existing human potential. The main goal of the
incentive process is to achieve the maximum return on investment in labor resources,
which can significantly increase overall productivity and increase the company's
profitability.

Analyzing the practice of encouraging employees at Synevo Ukraine LLC, it
became obvious that the management strives to improve working conditions for all its
employees, which includes systematic payment of material rewards, bonuses, fair
treatment of employees, and other measures.

The company uses a system of employee motivation, but material incentives are
not always the primary factor and cannot be the only type of reward for work, therefore,
it is necessary to consider new approaches and improve the incentive system.

The following measures can be proposed to improve the employee incentive
system at Synevo Ukraine LLC:

1. Development and application of new systems of additional incentives for
exceeding standards, which will help increase labor productivity and increase employee
motivation.

2. Introduction of a feedback system, which will include receiving the manager's
feedback on satisfaction with the received reward, which will help the management to
receive feedback from employees and improve the labor incentive system.

3. Improvement of working conditions, such as provision of a comfortable
working environment, salary increase, regularity and timeliness of reward payments,
which will increase the motivation of employees and increase their productivity.

4. Transition from a 6-day week to a 5-day week, which will allow employees to
have more time for rest and recovery, which, in turn, will have a positive effect on their

work productivity.
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5. Involvement of personnel in the development and improvement of incentive
programs, which will allow employees to be more active in the process of creating and
implementing work motivation measures.

6. Providing the business with professional psychologists to work with the human
resources department and office workers, which will help to avoid depression and
conflicts in the workplace.

7. Provide space for rest and psychological relaxation for employees. It is
important that psychologists create conditions that will help reduce the level of stress at
work. In Ukraine, such measures are practiced only in divisions of foreign companies.
We believe that a similar practice will be positive at Synevo Ukraine LLC, given that
employees have direct contact with clients.

8. Distribution of work duties among employees in order to reduce the monotony
of work and ensure comprehensive development of employees.

9. Conducting anonymous surveys at different levels of the team hierarchy in
order to identify problems in the team. The results of the surveys should be available only
to staff psychologists and one of the executive employees or directors, in order to avoid
turning the information into denunciation and to respond correctly to conflicts.

10. An objective assessment of the prospects of each hired employee and the
creation of open relations with subordinates, which will allow them to access information
about the wages of employees in similar positions. This will help reduce employee
frustration due to a discrepancy between real expectations and those described in the
interview.

11. Carrying out a professional analysis of the reasons for non-performance of
work in order to find solutions and improve work efficiency in the company.

Since material incentives are widely used in the company;, it is very important to
consider methods of non-material incentives for employees. In addition, success in this
matter depends on many factors, including status and psychological motivation.
Currently, the list of non-material incentive methods is quite wide, but there is always an
opportunity to expand the company's activities and improve the incentive system to make

it even more effective.
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We consider it expedient to suggest also using the following methods of rewarding
employees at Synevo Ukraine LLC:

— an exclusive plaque with an engraved name and surname of the employee or a
certificate of honor, which are a symbol of recognition of his significant contribution to
the company;

—an album that describes in detail the employee's workplace, identifying him as
a key actor who helped to achieve the success of the enterprise;

— exclusive t-shirts, mugs, etc., with a special label (for example, "best
employee"), which are a symbol of recognition of the employee's achievements;

— certificates for dining with family or friends at the city's best restaurants, which
will allow employees to enjoy quality time with their loved ones outside the workplace.

It is obvious that the head of any department of Synevo Ukraine LLC can increase
the encouraging role of his employees. To do this, he must follow the following actions:

1. Understand all expectations of employees regarding the development of
effective human resource management programs.

2. Involve employees in developing and improving compensation and incentive
programs, including conducting surveys, developing new and improving old types of
incentives, and managing incentive programs.

3. Pay attention to the achievement of collective goals.

4. To ensure that the company's employees clearly know what remuneration they
receive - material or non-material. To meet the various needs of its employees, Synevo
Ukraine LLC takes anumber of measures. In terms of work incentives, managers consider
and relate physical needs to the basic need for stable wages and other monetary rewards.

The company makes efforts to ensure the satisfaction of the social needs of its
employees during collective work by applying the following measures:

— providing the opportunity to communicate during work by offering a position
that allows it to be done;

— regular meetings of managers with subordinates;

— preservation of informal groups that do not cause real damage to the company.
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In order to satisfy the social needs of employees and ensure their confidence in
the actions of company leaders, you can follow these tips:

— to offer subordinates difficult and important work that will be a challenge for
them;

— highly evaluate and support the performance of tasks assigned to subordinates;

— delegate additional powers and responsibilities to subordinates so that they have
the opportunity to feel their importance in the team,;

—promote the development of subordinates, helping them acquire new knowledge
and skills.

To increase the motivation of employees to succeed, managers should present
tasks with moderate risk and possibility of failure, delegate enough authority to show
initiative in solving problems, provide regular monitoring and increase results.

In order to increase the work motivation of employees, we consider it expedient
to offer the enterprise "Synevo Ukraine" to implement a system of training and
development of employees by organizing and sending them to various courses.

To achieve this goal, the following scheme can be proposed: each employee must
set personal and corporate goals (at least two), in particular, acquire new skills and
knowledge for professional growth. At the end of the year, the company analyzes the
achievement of goals and provides additional compensation to employees who have
successfully completed the tasks set before them. For example, employees who have
learned a new language can receive an additional bonus in the form of a 5-10% salary
increase. The possibility of promotion along the career path is also provided for
employees who have succeeded in achieving their goals. The implementation of such an
incentive scheme will contribute to increasing the motivation of employees and reducing
the likelihood of their dismissal from the company at the employee's request.

To implement the proposed employee motivation scheme, it is necessary to take
into account the costs of additional payment for their work depending on the achievement
of the set goals.

Approximate cost estimate for employee motivation:

Net income from product sales: UAH 1,332.8 million.
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Total wage fund: UAH 453,077 thousand. To calculate the costs of employee
motivation, let's assume that the salary increase occurs according to the proposed scheme,
namely:

— for language learning +5-10% salary increase;

— additional payment for achieving goals from the company + promotion;

— the expected number of employees who will achieve the set goals: 1,400 people.

Estimated costs for employee motivation will be:

Increase in wages for language learning: 1,400 * 241,000 hryvnias. * 0.075 =
= 25,527,000 UAH.

Additional payment for achieving goals from the company: UAH 1,400 *
*241,000. * 0.10 = 33,740,000 UAH.

Promotion expenses: UAH 5,000,000.

The total costs for employee motivation will amount to UAH 64,267,000.

Thus, the costs of employee motivation will amount to about 14.18% of the total
wage fund.

Furthermore, as an additional example that can provide a clearer picture of
increasing the organization's profitability can be sales courses. The main product that will
be implemented by employees is a package of analyses and employees on whom these
courses will be directed are receptionists in Synevo’s branches.

Product price: 1,000 UAH/per unit.

The number of packages sold on average per month: 35,289 units.

The amount of income per month from sales is: 1,000 * 35,289 = 35,289,000
UAH.

Together with “Synevo Ukraine” LLC, a preliminary assessment of the impact of
sales courses on the number of products sold was carried out. According to the result of
this assessment, it was found that the number of sold products increases by an average of
5%.

Monthly income from sales of products due to trainings: 35,289,000 * 0,05 =
1,764,450 UAH
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Income for the year from the sale of products caused by trainings: 1,764,450 * 12
=21,173,400 UAH

All expenses must be deducted from this amount to establish net income.

Personnel: 1,000 people.

The price of the training for one person: 10,000 UAH

Total training costs: 1,000 * 10,000 = 10,000,000 UAH

Reagent costs are on average 20% of product revenue, i.e.: (21,173,400 —
10,000,000) * 0.2 = 2,234,680 UAH

Compensation for employees for additional sold package: 21,173,400 * 0,05 =
1,058,670 UAH

Since Synevo has a contractual relationship with their partners there are no
additional costs caused by transportation or rent etc., because all moth costs are being
dictated by the contracts. Considering the information above the predictable net profit can
be calculated.

Net profit for the year: 21,173,400 — 10,000,000 — 2,234,680 — 1,058,670 =
7,880,050 UAH

Net profit for the month: 7,880,050 : 12 = 656,670 UAH

To establish the timeline for the project aimed at increasing sales of analyses
packages at Synevo, it is advisable to reference the plan of organizational and economic
activities for project implementation, as depicted in the Gantt chart shown in table 2.9. In
this chart, the columns represent the number of weeks, while the rows denote the sequence
of sales monitoring and improvement activities.

According to the Gantt chart, it takes 13 weeks, that is, about 3 months, to
implement the idea, the main executor of the work is the HR department of the company,

auxiliary executives - management and subordinates.



Table 2.9 — Gantt diagram of the distribution of the term of work when improving sales of “Synevo Ukraine” LLC
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No | Stage 1-8 | 8- | 16-| 24-| 02-| 10- | 18- | 26-| 04-| 12- | 20- | 28- | 06-
16 | 24 | 02 | 10 | 18 | 26 | 04 | 12 | 20 | 28 | 06 | 14
1 Training Needs Assessment |-
1.1 | Identify the specific skill gaps and areas of improvement in sales techniques for
receptionists.
1.2 | Survey receptionists to understand their current skills, knowledge of product, and
areas they feel they need further training.
1.3 | Understand the sales objectives of the analyses package.
2 Curriculum Design |--
2.1 | Develop a comprehensive training curriculum focusing on sales techniques,
customer engagement, negotiation, and closing skills.
2.2 | Incorporate a module focused on understanding the package of analyses in detail
including its features, benefits, and potential customer questions.
2.3 | Create interactive content to promote active learning (videos, quizzes, role-plays).
3 Logistics Planning
3.1 | Decide on the method of delivery: in-person workshops, online courses, or a
hybrid model.
3.2 | Schedule training sessions at a time that minimizes disruption to normal working
hours.
3.3 | Arrange necessary resources for training — venue, projectors, training material etc.
4 Trainer Selection _-
4.1 | Identify potential trainers either internally or externally.
4.2 | Ensure trainers are not just experts in sales, but also understand the medical
industry, specifically the analyses package.
4.3 | Brief trainers on the needs assessment results and course objectives.
5 Course Implementation
5.1 | Carry out the training as per the schedule.
5.2 | Encourage active participation and provide real-time feedback.
5.3 | Implement a 'train-the-trainer' approach to foster peer-to-peer learning and
support.
6 Follow-up Training
6.1 | Schedule regular follow-up sessions to reinforce the skills learned.
6.2 | Provide additional training on areas where receptionists are still struggling.
7 Assessment -
7.1 | Conduct an assessment at the end of the training to evaluate the receptionists'
understanding and to measure the effectiveness of the training.
7.2 | Include a mix of methods to evaluate the understanding (direct questioning,

observing, and feedback from customers).

Source: compiled by author
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It will be appropriate to build a matrix of responsibility (Table 2.10), which establishes

the relationship between works and established performers. Accordingly:

Responsible (R): The person who performs the task.

Accountable (A): The person who is ultimately accountable and has Yes/No

decision.

Consulted (C): The people who provide information for the task and with whom

there is two-way communication.

Informed (I): The people who are kept up-to-date on progress, often only on

completion of the task or decision. There is just one-way communication.

Table 2.10 - Matrix of responsibility for the implementation of the project to

improve sales of “Synevo Ukraine” LLC.

Ne

Stage

Roles/Tasks

Project
manager

HR
Manager

Receptionists

Training
Coordinator

Trainers

Training Needs
Assessment

1.1

Identify the specific skill
gaps and areas of
improvement in sales
techniques for receptionists.

A

1.2

Survey receptionists to
understand their current
skills, knowledge of
product, and areas they feel
they need further training.

1.3

Understand the sales
objectives of the analyses
package.

Curriculum Design

Develop a comprehensive
training curriculum
focusing on sales
techniques, customer
engagement, negotiation,
and closing skills.

2.2

Incorporate a module
focused on understanding
the package of analyses in
detail including its features,
benefits, and potential
customer questions.

2.3

Create interactive content to
promote active learning
(videos, quizzes, role-

plays).
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Continuation of the table 2.10

3 Logistics Planning

3.1 | Decide on the method of delivery: in-person R A I C I
workshops, online courses, or a hybrid model.

3.2 | Schedule training sessions at a time that A R I C I
minimizes disruption to normal working hours.

3.3 | Arrange necessary resources for training — R A I C I

venue, projectors, training material etc.
4 Trainer Selection

4.1 | Identify potential trainers either internally or A R I C I
externally.
4.2 | Ensure trainers are not just experts in sales, but A R I C I

also understand the medical industry,
specifically the analyses package.
4.3 | Brief trainers on the needs assessment results R C I A C
and course objectives.
5 Course Implementation

5.1 | Carry out the training as per the schedule. I C R A R

5.2 | Encourage active participation and provide I C R A R
real-time feedback.

5.3 | Implement a 'train-the-trainer' approach to I A C R C

foster peer-to-peer learning and support.
6 Follow-up Training

6.1 | Schedule regular follow-up sessions to I A C R C
reinforce the skills learned.
6.2 | Provide additional training on areas where I A C R C

receptionists are still struggling.
7 Assessment
7.1 | Conduct an assessment at the end of the I C R A R
training to evaluate the receptionists'
understanding and to measure the effectiveness
of the training.
7.2 | Include a mix of methods to evaluate the I C R A R
understanding (direct questioning, observing,
and feedback from customers).

Source: compiled by author

In the context of Synevo's project to increase sales of analyses packages, the
involvement of all employees, including both receptionists and top management, is
crucial. For successful implementation of this project, it's not only about developing
effective sales strategies but also about fostering an organizational culture that supports
and embraces these strategies.

As top management in Synevo sets the direction for this initiative, they should
also be deeply involved in its development. Their role includes defining sales targets,
setting up training programs, and offering incentives. Equally important are the

receptionists who will be the primary point of contact for customers. Their insights, drawn
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from their direct interactions with customers, can significantly influence the project's
strategy and execution.

Furthermore, any changes or new sales strategies proposed for this project may
face resistance, which is a common response to change. Instead of being feared, this
resistance should be acknowledged and managed effectively. This can be done through
transparent communication, engaging employees in decision-making, and providing
adequate training and support to help them adapt to the new sales strategies.

This inclusive and participatory approach not only fosters a culture of ownership
and collaboration but also increases the likelihood of the project's success by ensuring
that all employees are committed to and invested in the goal of increasing sales of
analyses packages.

We believe that the introduction of such a system of encouraging employees for
achieving personal and professional goals can bring a significant increase in the
productivity and efficiency of the company. Such a system will contribute to:

1. To maintain and increase the motivation of employees: employees will be more
interested in professional development and fulfillment of set goals in order to receive
additional payment, which will lead to increased job satisfaction and reduced chances of
losing talented employees.

2. Increasing the level of knowledge and skills: employees will be stimulated to
learn new languages, take courses and increase their level of knowledge and skills, which
will lead to the improvement of the qualifications of employees and the improvement of
the quality of the work performed.

3.Improving working relationships: the process of recognizing the achievements
of employees and their stimulation will increase the motivation for cooperation and
involvement in the team, which, in turn, will increase the level of communication and
cooperation in the team, as well as contribute to the creation of a positive work
environment.

4. To improve the company's financial indicators: increasing productivity and

efficiency will lead to an increase in the company's income, and will also contribute to



62
reducing the costs of replacing and training new employees, increasing salary payments
and bonuses.

All these factors will have a significant impact on the growth of the company's
competitiveness and improvement of its financial indicators.

Employee motivation is a key aspect of any company's success, so Synevo
Ukraine LLC should focus on increasing employee motivation. To achieve this goal, the
company can improve incentive management by increasing fixed wages, creating
opportunities for professional growth and development, establishing a link between
wages and work results, improving social and labor conditions and reducing the threat of
layoffs. In addition, the company can involve employees in the problem-solving process
and delegate more authority to them to increase their sense of responsibility and
significance at work. In general, improving incentive management can contribute to
increasing employee motivation, improving their productivity and achieving company

SUCCCSS.
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CONCLUSIONS

1. Encouragement and motivation are important components in managing
employees and achieving the company's business goals. Incentives, such as financial
bonuses, can be effective in motivating employees to achieve goals and improve their
productivity. However, the effectiveness of incentives also depends on the culture of the
organization and the individual characteristics of employees.

Motivation, on the other hand, can be a broader concept that includes various
factors that stimulate employees to perform work and achieve company goals. These
factors may include, for example, opportunities for professional development, increased
self-esteem, and influence over decision-making within the company. Effective
motivation can increase employee satisfaction and productivity.

Therefore, the effective use of incentives and motivation can have a positive
impact on the productivity and efficiency of the company. Taking into account the
individual characteristics of employees and creating an organizational culture that
promotes motivation can be a key factor in achieving success in this field.

It was determined that motivation is a key factor affecting human behavior and
activity in any sphere of life. Studying the essence and methods of motivation helps to
understand what factors motivate a person to act and how the level of motivation can be
increased.

Different theories of motivation, such as A. Maslow's theory of needs, V. Vroom's
expectancy theory, E. Deci's self-determination theory, and others, provide different
approaches to understanding and increasing motivation. It is important to know that there
1s no universal theory of motivation that is suitable for all people and situations. Each
theory of motivation has its advantages and disadvantages, so the choice of approach to
increase motivation depends on the specific situation and individual characteristics of the

person.
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2. The general conclusion from the study of modern approaches to personnel
stimulation is that effective personnel stimulation is a key factor for ensuring the
company's successful operations and achieving its strategic goals.

Modern approaches to motivating personnel, such as involvement in
management, career development, recognition of achievements, flexible work schedules,
and others, allow you to create a favorable working atmosphere and provide motivation
for achieving high results.

At the same time, it is important to understand that effective staff stimulation has
an individual character and must take into account the characteristics of each employee.
In addition, it is important to have a system for monitoring and evaluating the
effectiveness of staff incentives to determine its effectiveness and make the necessary
adjustments in time.

Therefore, the study of modern approaches to personnel stimulation is important
for companies wishing to ensure a high level of motivation of their employees and the
achievement of strategic goals.

3. The author determined that staff stimulation is an important tool for ensuring
the effective work of employees and achieving the company's strategic goals.

The main characteristic features of staff stimulation include:

— an individual approach to each employee, taking into account his needs and
motivation;

— the use of various methods of stimulation, such as material and non-material
incentives, flexible work schedule, the possibility of career development and others;

— systematic monitoring and evaluation of the effectiveness of staff incentives to
determine what is working and what needs correction;

— extensive use of technologies and innovative approaches to create more
effective and individual incentive systems.

Therefore, the study of the main characteristic features of personnel stimulation
confirms the importance of encouraging employees in achieving the success of the
company and shows that effective personnel stimulation should be individual, diverse and

constantly evaluated.
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4. Synevo Ukraine LLC is a medical laboratory belonging to the European
network of Synevo laboratories. The headquarters is located in the city of Brussels,
Belgium. The laboratory is the largest operator in Eastern Europe and has several features.

Synevo Ukraine LLC is part of the European network of Synevo laboratories and
Medicover medical holding. The laboratory offers a wide range of medical services and
diagnostic tests, using the most modern equipment and quality standards. The network
includes 95 laboratories in various European countries and 7 laboratories in Ukraine. At
the same time, all laboratories of the network work according to a single service standard
and use European quality assessment systems for constant control. Thus, the company is
a trusted partner for providing quality medical services and diagnostics.

The goals of Synevo Ukraine in Ukraine are to provide high-quality and
affordable medical laboratory services, to meet the needs of patients, to increase sales and
revenues, to expand the network of laboratories and to strengthen leadership in the market
of laboratory services in Ukraine. And the strategy of the company "Synevo Ukraine" is
to develop a network of laboratories and improve the quality of the services provided,
which is achieved through the use of modern technologies and equipment, constant
improvement of the qualifications of medical personnel and standardization of processes.

The organizational structure of the management of the company "Synevo
Ukraine" in Ukraine consists of the company's management and divisions that are
responsible for various aspects of the company's activities, such as medical laboratories,
marketing, finance, personnel, information technology, etc. The type of management
organizational structure of Synevo Ukraine is functional, as various functions and
management departments are divided according to their functions and competencies. This
type of structure corresponds to the strategy of Synevo Ukraine, as it allows the company
to focus on improving the quality of services and optimizing internal processes.

It was determined that for the company, the parameters and factors that positively
affect the trends and prospects of its development are: the development of the medical
market and increased attention to health in society, which increases the demand for
medical services; the growth of the average income of the population, which allows

people to invest more in their health; improvement of technologies and equipment in the
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field of medicine, which allows more accurate and quick diagnosis of diseases; expanding
the network of the company's laboratories and improving the quality of services, which
helps to increase brand recognition and attract new customers.

In the process of analysis, it was found that employees and their interests are the
main and most important priority of the internal policy of Synevo Ukraine LLC. Guided
by the understanding of the social responsibility of business, the company ensures a high
level of comfort and safety at workplaces in accordance with the norms of Ukrainian
legislation on labor protection, maintains a decent level of wages and creates maximum
opportunities for the professional development of employees.

The company operates motivational bonus systems for all main groups of
employees, which stimulates more efficient work and gives the opportunity to receive a
fair reward for your contribution to the company's work.

5. On the basis of the analysis of the practice of the organization of personnel
incentive management in Synevo Ukraine LLC, it can be concluded that the company
pays great attention to the development and motivation of its employees. The company
uses a variety of incentive methods, such as monthly bonuses, bonus programs, paid
vacations, and other material and non-material incentives. In addition, the company
systematically evaluates the work of employees, which allows identifying the best
employees and identifying shortcomings and problems in the work of the staff. In general,
this practice contributes to increasing the motivation of employees, their development
and achieving higher results at work.

Competent marketing and commercial policy helped to achieve an increase in
income from the provision of services of Synevo Ukraine LLC in 2022, as well as a 2.5-
fold increase in the laboratory market due to the pandemic.

At the time of the war, the company employed about 2,800 people, and during the
summer of 2022, Synevo Ukraine had to lay off about a thousand employees, mostly in
the PR department, business analytics, marketing, and partly in sales, because the
organization no longer needed so many people . The structure of employees of biomaterial

collection stations was optimized.



67

The management of the company made a decision to restore the activity of the
laboratories based on the map of military operations. First, they resumed operations in
Dnipro, then in Odesa and Kyiv. The company is currently partially recruiting. This is
primarily due to the fact that when the management laid off employees in the summer of
2022, they believed that the situation would worsen even more. Therefore, the company
has now started recruiting workers.

6. To increase the work motivation of employees, the author suggested that the
enterprise implement a system of training and development of employees by organizing
and sending them to various courses.

To achieve this goal, the following scheme is proposed: each employee must set
personal and corporate goals (at least two), in particular, acquire new skills and
knowledge for professional growth. At the end of the year, the company analyzes the
achievement of goals and provides additional compensation to employees who have
successfully completed the tasks set before them.

Total costs for employee motivation will amount to UAH 64.3 million.

The introduction of such a system of encouraging employees for achieving
personal and professional goals can bring a significant increase in the productivity and

efficiency of the company.
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APPENDICES
Appendix A

MNoropxeHo i 3aTBepAMKeHo:

«01» bepesns 2023 poky

MNO/IOMEHHA
BNPOBAaEHHA Ta 3aCTOCYBaHHA CMCTEMM ONNATK Npaui NpauiBHWKIB KNiHIKO-AiarHOCTUYHOT
nabopatopiit komnawii «CiHeBo YKpaiHa»

1. 3aranbHi NONOMHKEHHA.

MeTol BNpoBafeHHA CMCTEMI OMNATK Npali € NparHeHHA 40 YAOCKOHANeHHA maTepianbHOI
moTuBauil npauisHukis Komnadii «CiHeso YkpaiHa», NigBWLWEHHA NPOAYKTMBHOCTI npaui Ta
cnpaeeanueoro po3noginy ¢poHay 3apobiTHOT nnatk BigNOBIAHO A0 OCOBMCTOrO BHECKY KOMHOIO
npauiBHKMKa KOMMaHii.

OpraHisauia onnatv npaui 8 komnaHii «CiHeBo YkpaiHa» 34ilMCHIOETLCA y BignosigHocTi ao
LbOro NoNoMeHHs, 3akoHy YKpainum ,Mpo onnaty npaui”, Kogekcy 3akoHiB npo npauo YKpaiuw,
HOPMaTUBHWX aKTiB 3 NMTaHb ONNATH NpaLi.

NonokeHHa BcTynae B gito 3 01 6epesxa 2023 poky.

2. MpuHuunu popmyBaHHA CUCTEMM ONAATH Npaui.

3apnnarta KOXHOro npauieHuka nabopatopii komnanii «CiHeBo YKpaiHa» cKnapaeTbca 3
[BOX YaCTMH:

e LUlomica4Hoi 3apnnatu (cTaBKa BigNOBigHO A0 KBanidikauiitHOI KaTeropii).
e llomicAa4HOi gonnatu BIANOBIAHO A0 AOCATHEHHA KAYOBMX MOKA3ZHMKIB edeKTUBHOCTI
(KPI).

e  |HWKX BMNNAT 33 pilleHHAM KepiBHKMKa KomnaHdil «CiHeso YkpaiHa».



3. MpuHUMNK pO3paxyHKY WOMICAYHOI 3apnAaTu.

3.1 B komnaHii «CiHeBo VYkpaiHa» npuiHATO 2 KBanidikawiMHi kateropil npauiBHKKIB
nabopaTopii, AKI NPUCBOKOKOTLCA B 3a/EXHOCTI Bif 3HaHb, AOCBIAY Ta NOCaAM KOXHOro 3
NpauiBHUKIB:

Kareropin:
3aransHa
ExcnepTHa

3.2 BignoBigHo A0 KaTeropii BCTAaHOBAKETLCA H3a30BKUIA pO3MIpP CTAaBKKU LLOMICAYHOT 3apnnaT.

3.3 lopatkoBo a0 6a3oBoi cTaBkM WoOMicAUA BigbyBaeTbCA HapaxyBaHHA Aonnat 3a
OOCATHEHHA NOKa3HMKIB KPI.



4. Nokazurku KPI, wo eBnnMBaOTe Ha HapaxXyBaHHA WoOMICAYHOT gonnaTty B po3mipi go 20% sig
CTaBKM.

4.1 Aopatkoeo Ao 6330801 CTABKM LWOMICALA BiAOYBAETLCA HAPaXYBaHHA AONNAT 3a:

KpuTtepii MokazHMK Bara
KpuTepia B
ouiHLi
Yac BMroToBneHHA aHanisie 3 | LlOKBapTanbHa KOpeKkLuia 50%

YPaxyBaHHAM HABAHTAXEHHA | BiANOBIAHO A0 HABAHTAMEHHA:
0%-10%-20%-30%-40%- 50%

Momunkwm B poboTi 0-30%
1-20%
2-10%
3-0%

30%

4.2. CepitozHi nomunku 8 poboTi (HanpMKknaa, BMaaYa HenOCTOBIPHOMD PE3YNLTaTy CNPUYMHEHOTO
HeabanicTio abo NopyweHHA TEXHONOFYHOro NPoLUEeCcyY NPauiBHWKa, TOWO) MOMKYTb TATHYTH 3a
coboio:

- no3baeneHHA NOBHOT AONNaTH Ha 1 MicAUb;

- no3baeneHHA NOBHOT AONAaTH Ha 3 micaui;

- 3BiNbHEHHA.

5. MeTogM 06niky Ta KOHTPONKO 33 OTPUMAHHAM YCiX NapameTpiBs, WO BNAMBAKOTL Ha
opmyBaHHA 3apnnaTi.

5.1 LlWomicAauHa ponnata HapaxoBYETLCA Ha nNigcTasi BHeceHMx paHux vy dain/nporpamy

BiANOBIAaNBHMMKM 0COBaMMm:
- Yacy BMroToBAEHHA aHani3iB — KEPiBHWK aHaNITHUHOrO Biaainy;

Momwunok B pobori — BeanocepegHii KepisHuK (3aB. Bigainom abo 3as. KON);

5.2 Pe3ynbTatv WOMICAYHOT OUIHKKM GOpMYIOTE WOMICAYHY A0NAATY HACTYNHMM YHMHOM:

WomicauHa ouiHka Jdonnara
80-289% 20%
70-79% 10%

meHwe 70% 0%




6. MispiuHa ouiHka.

6.1 MNiepiyHa oUWiHKa CKNaAa€ETLCA i3 CepeaHbOol WOMICAYHOT OUIHKKM NPOTATOM NIBPOKY.

6.2 Pe3ynbTati NiBpivHOT OUIHKK NpawiBHKKIB NigbyBanTeea B JIMCTI OUIHKK, Og A — HaWBMLWA
OuiHKa, a C — HaHHMMKYa.

6.3 MiacyMmKK OUiHKK. 33 pe3ynbTatamu OUiHKW BiaByBaETLCA NPUCBOEHHA HACTYNHOT
KBanigikauilMHoi KaTeropil.

Pe3aynbTat OWiHKK

OuiHKa (cepeaHa 3a nispoKy)
A Big 90 % a0 100 %
B Big 70 o 89 %

C Big 50 80 69 %




Opezanizayituna cmpykmypa TOB «Cineeo YkpaiHa»

OcHoBHI NigpPo3AaiNyU opraHi3auinHoi CTPYKTYpK:

Appendix B

Mepexa K[ (kniniko-aiarHocTuyHi naboparopii) 5 nabopartopin y Kuesi, Nlesosi,

YepHisuax, Opeci tTa BiHHuUi

Mepexa B/IL| -153 BigaineHHsa AiarHOCTUHHOroO LUEeHTPY
OonomixHi hyHKUIT (BIAAIN MAapKeTUHIY | NpoAak, BIAAIN NOCTaYaHHA,
ByxranTtepis, IT Bigain, Binain nepcoxany, BIAAIN KNIEHTCLKOrO CEPBICY TOLLO).
AamiHicTpauis, ronoBHuiA ocbic KoMnawii posTawosannin y m. Knesi.

PesynbraTtu gisnsHocTi

Mpotsrom nepiogy 3 2019 no 2021 p.p. cnocTepiranocs NOCTIMHE 3POCTaHHA A0X0AY
Komnawii (tabn. 1).

Tabnuus 1. Peaynsmamu disneHocmi TOB «CiHeeo YkpaiHa» 3a 2019-2021 poku

T

Bigxunexxs (+7-) ]

yncTum npubyTtrkom, %

0,00

:}f' MokasHuk 2021 pik | 2020 pik | 2019 pix = 2021 no 2020 po
B} 2020 2019

Yuctum poxia sia peanisan.;i'l"

1 | npogykuii (ToBapis, poOiT, | 29195 18290 15143 1090,5 3147
nocnyr), MNH. rpH. ] | [ |§ )

2 [MlPMOyTOK Bln onepauluol | 3456 | 165 | 1756 | 3521 | -159,1 |
AIRNBHOCTI, MIMH. TPH. 15 | )
Yuctuin npubytok  (36uTOK), 5

3 MNH. TPH. 292 1 -0,8 126.5 2929 127.3

4 PeHTangbHICTb peamaaq;t 3a 126 0.9 116 |
onepauinHum npudytkom, % |

5 PenTabenbHicTe peanizauii 3a 10.00 8.3 ?

JocarHyTi 3pocTaHHsa goxoay Big peanisauii nocnyr TOB «CiHeso Ykpaisa» nonomornm
rpaMoTHa MapKeTuHrosa i KomepuinHa nonituka. Micns 3aranbHol kpuau 2020 poky, y
2021 poui KoMnaHii B4anocs BUATU Ha BUCOKUIA YncTuin npudyTok 3a pesynstatamu 2021

POKY.



JlikBigHICTL Ta 3000B’A3aHHA

3abeaneyeHHn IHAHCOBOI CTIRKOCTI, NIKBIAHOCTI T NNATOCNPOMOMHOCTI € OAHMM 3
ronoeHux 3asgaHe TOB «Civeso Yipainar. KepieHnyreo Komnawii perynapHo 3aincH0e
3ax04aM ANA BU3HAYEHHR BIANOBIGHOCTI AIANBHOCTI NANPUEMCTEA LINLOBUM NapameTpam
PO3BUTKY | NOTEHUIAHNM MOXNWBOCTAM, BUABNEHHA PIIHOTO POAY BIAXWNEHE Bif HOPM,
ANCNPONCPUIA, CTPYKTYPHUX AOedOopmauii;, nowyky MOXNMBOCTER BUNPABNEHMA
HECNPUATNUBNX | PUINKOBMX CHUTYALIA. BNNMBY HA YMHHWKM, WO ODYMOBNIOIOTL 3MIHY
PIBHA NIKBIAHOCTI T NNATOCNPOMOXHOCTI.

Mpotsarom 2019-2021 pokis y cTpykTypi aktueis TOB «Cikeso Ykpainar Binswy “acrky
nocinany BUCOKONIKBIAHI (rpowi Ta ix eKeiBaneHT) Ta cepeaHLo NIKBIAH!I aKTuen (3anacu
Ta KopoTtkocTpokoea aebitopckbka 3aboproBadicre), ix 3aransHa 4acTka CrasoBuna Big
67 4 po 55,8% (rabn. 2).

Tabnuys 2. Mpynyeanmus akmueie TOB «Cineso Ykpaikan 3a pienem nikeionocmi

fata , = ]

31.12.2021 " 31.12.2020 31122019

|

Moxsnnm CYyM3, | acrka | M3 | yacwa | ™2 | Lacra,

TVC. % TKe. 1 % | TVC 9%

rpH, M. | M.

Bucokonixaigni axtuen A1 | 190556 | 20,0 | 49 323 62 | 49175 | 99

ﬁ;"’“’“’“"‘w" STHBM | 450 9931 1860 |125351| 158 | 69909 | 140

t
Husbkoniksigri axtwew A3 | 208970 | 314 | 350125 | 440 | 159475 319 |
Heniksixi akTven Ad 310932 | 326 | 269912 | 340 | 220635 442 |
Banawnc 953 451 100 794 711 100 499194 100

Y WinoMy 3MiHK y CTPYKTYpi akTusis, Wwo siabynucsa y 2021 poui, 3 NOrNsay NiKBigHOCTI
CNip oxapakTepuaysaTty AK CTabinbHi. HacTku HENiKBIAHUX | HA3LKO NIKBIAHWUX BKTWBI8
TosapucTea cradom Ha 31.12.2021 poky NOPIBHAHO 3 NONEPEAHIMW POKaMK [euo
IMEHBLUWNKCA,

[Ans ehexTMBHOrO ynpasniHHa oDOPOTHUMK AKTUBAMMK Ta YHUKHEHHA DUIVKIB HEBYACHOTO
noraweHHs aeditopceKol 3aboproBaHoCcTi, NANPUEMCTBO KOMNABKCHO 3AIACHIOE 3aX0AM,
NOB'A3aHI 3 NNAHYBaHHAM Ta KOWTpONem poapaxyHkis 3 aebitopamw, nocTidkum
MOHITOPUHIOM BUKOHAHHA AOrOBOPIB | NNATIKHOIC Kanexaaps

Y 2021 poui 3amiHunacs crpyxrypa nacusie TOB «Civeso Ykpaina» Hacamnepeg, ue
NOB'A3AHO i3 3MEHbLILUEHHAM YacTKW TEPMIHOBWMX nacuBis Ta 30INLLUEHHAM HacTKu
[OBrOCTPOKOBUX NACKBIS 3 OAHONACHIM IMEHLLEHHAM YACTKK KOPOTKOCTPOKOBMX NAcKBIB
(tabn. 3).



Tabnuys 3. MpynyeanHs nacueie TOB «CiHego YkpaiHa» 3a mepMIHOBICMIO NO2alleHHs

KopotkocTpokosi nacusu M2 29 845 3,1 28645 | 36 | 27673 5,5

S— . —

e = Hara =
31.12.2021 31122020 |  31.12.2019
MokasHnk l
cyma, | 4actka, cyma, 4acTka, | Cyma, | uacra,
TAC. TPH. ' % | TMC. TPH % TUC. FPH. %
TepmiHoBi nacvev M1 410218 | 430 | 522940 | 658 | 275258 | 551 |

[l0BrocTpOKOBI Ta NOCTIAHI 4 I 1
e 513388 | 538 | 243126 | 306 | 196263 | 393 ‘
Banawc 953451 | 100 | 794711 100 | 499194 100

Y cTpykTypi nacusie Tosapucrtea Ha kiHeus 2020 poky 4acTka TepmiHOBMX Ta
KOPOTKOCTPOKOBMX Nacueis cknagana — 69,4%, AOBrocTpoKOBUX | NOCTINHUX NacuBIB —
30,6%. Ha kiHeub 2021 poky AOBroCTPOKOBI Ta NOCTIAHI NAcUBKU NOCIAANU BXE YacTky y
53,8%, TepmiHOBI Ta KOPOTKOCTPOKOBI — 46,2%.

Ana Bu3HavyeHHA abconioTHOI nNiKBIAHOCTI BanaHcy NIANPUEMCTBA NEPEBIPUMO, 4M
BUKOHYIOTbCA (OAHOYACHO) Taki yMOBMW:

A1z2M1, A2z2T12, A3+A4 zT13+MN4

Ana nokasuukis 6anancy TOB «CiHeso YkpaiHa» Ha 31.12.2021 poky BUKOHYKOTLCH
TPeTs Ta Apyra yMoBa, neplua ymoBa He BUKOHYETLCA, [poTe HARBHICTL 3HaYHWX 3anacis
rpowen Ta X eKBiBANEeHTIB HA KiHeUb 3BITHOrO POKY Pa3om 3 BUCOKUMW Temnamu
3pocTaHHA 06CAriB Npoaaxy NPOAYKUIl CTBOPIOKOTL AOCTATHI NEpeayMOBU ANRA SHUKEHHA
NOTEHUIMHMX PU3KKIB, NOB'A3@HUX 3 NIKBIAHICTIO Ta CBOEYACHWM NOralLEHHAM
30008'A3aHb NignpuemcTea.

AHania BIAHOCHMX NOKa3HWUKIB NiKkBIAHOCTI Ta thiHaHncosoi HesanexHocTi TOB «CiHeso
YkpaiHa» 3a 2019-2021 pokv npeacrasneso y tabn. 4.

Tabnuus 4. BiOHOCHI nokasHuku nikeidHocmi ma chiHaHcoeoi Heszanexwocmi TOB
«Cineso YkpaiHa»

= o 1
MokaaHuk L— G ) D
31.12.2021 31.12.2020 31122019 |
KoediuieHT abcontoTHOI NikBIAHOCTI 0,43 009 0,16
KoediuieHT npomixHol nikeigHocTi 0,80 0,32 0,40
KoediuieHT 3aranbHOi NiKBIAHOCTI 1,46 0,95 0,92 |
KoediuieHT 3a60proBaHocTi 0,64 0,95 0,91 '
KoediuieHT iHarncosoi cTabinsHocTi 0,54 0,31 0,39 |

CraHoMm Ha KiHeub 2021 poKy NOpIBHAHO 3 NonepeaHiMK POKamMu NOKPaLLMNKUCH 3HAYEeHHHA
TPLOX KoedilieHTiB NiKBIAHOCTI: NPOMIKHOT NIKBIAHOCTI, TOBTO BiAHOWEHHA AeBITOPCLKOI
3a60prosaHoCTi Ta rpoLIOBUX KOLWTIB A0 BENuUMHKM noTouHux 3obos'szaxs (3 0,32 go
0,80); 3aranbHOi NIKBIAHOCTI, AKA AEMOHCTPYE 3/aTHICTL NIANPMEMCTBA NOKPMBATH CBOI



CouianbHi acnekTu Ta KagpoBa noniTuka

MpauisHukK Ta ix iIHTEpPECK € rONOBHUM | HAWBINbLLL BAXNUBAM NPIOPUTETOM BHYTPILLHLOT
nonitukn TOB «Cineso Ykpaina». Kepyounch po3yMiHHAM couiansHol BIANOBIAANLHOCTI
GisHecy, Komnanis 3abeaneuye BUCOKUIA piBeHb KoMopTy | Besnekn Ha poboumx micusx
BIANOBIAHO A0 HOPM YKPATHCLKOro 3aKOHOAABCTBA NPO OXOPOHY Npaui, NIATPUMYE MAHUA
piBeHb 3apobiTHUX NNaT Ta CTBOPKE MaKCUManNbHi MOXNWBOCTI ANS NPOQECinHOro
PO3BUTKY NpaLiBHUKIB.

3aranebHa kinekicTe npauisHukie TOB «CineBo YkpaiHa» ctaHom Ha KiHeub 2021 poky
cknapana 2 293 ocib.

BiacoToK XIHOK Ha KepiBHUX (MeHeQxepcbknx) nocapax — 52%.

B komnaHil AiloTe MOTUBALINHI BOHYCHI CUCTEMU ANS YCiX OCHOBHUX rPyN NPauUiBHUKIB, WO
ctumynioe Oinbw edexkTBHY nNpaul i AaE MOXIMBICTE OTPUMATHM Cnpaseanvey
BUHaropoay 3a Ceiit BHeCoK B poBoTy KOMNaHil.

B koMnaHii € Bigain no OXOPOHI Npaui, i Ha PerynspHiin OCHOBI NPOBOANTLCH KOMMMEKC
3axoqis AnNA 3axucty Ta BeaneyHnx ymos npayi.

B TOB «CiHeBo YkpaiHa» Ha NOCTiIAHIA OCHOBI Al BHYTPILUHIA HABYaNbHUA LUEHTP, Ae
npauiBHUKK BiAAINEHb (NYHKTIB) PEerynspHo NPOXOAAThH HAaBYAHHA ANS HaAaHHA
MEAWYHUX NOCNYr HAWBWMLWOI AKOCTI i3 AOTPUMAHHAM YCIX CTanaapTtis ak pobotu 13
DionoriyHMM MaTepianom, Tak | KNIEHTCLKOro cepsicy.

OkpiM Yboro, yci MeAuYHi npayiBHUKU NPOXOARTL ODOB'A3KOBI KYpCW i3 NIABULLEHHA
kBanidikauii B8 cneuianisoBaHWx HaBYyanbHUX 3aknajgax cucTemu nNiABULLEHHSA
ksanidikauii npu MO3 YkpaiHu.

B «CiveBo YkpaiHa» MU AOTPUMYEMOCH NPUHLUMNIB  PIBHUX  MOXNUBOCTEN
npauesnawTysaHHa. Mu He AWCKPUMIHYEMO KaHAWAATIB 3a cTaTesow, BikoBOwW abo
OyAb-AKOK IHLIOK O3HAKOK NPY NPUIHATTI Ha poboTy.

B «Civeso Ykpaina» snposagxkeHi Taki nonitmkv, sk Koaekc aAnosoi  eTuku,
AHTUKOPYNUIHA noniTuka Towo. KoxeH npauyiBHUK 03HANOMNEHWA 3 LUMU NONITUKAMK, |
B CBOI poBOTi MM KEPYEMOCH AINOBOIO ETUKOID, AKA HE 3a0X04YE Byab-AKi 3N0BXNBAHHA
abo nopylweHHs Npas NIAUHK | T.0.

Kagposa nonituka Komnanii 6a3yeTecs Ha il cTparerii i KOpnopaTUBHUX LIHHOCTSX
Kepisiuuteo TOB «CiHeBo YkpaiHa» HEyXunoHO AOTPUMYETLCA BUMMOr TPYAOBOrO
3aKOHOAABCTBA, ICHYIOMMX Y 3aKOHOAABYOMY noni Hopmatueis | npasun. Koxed
npauiBHMK KomnaHii poarnagacTeCa AK YNeH BEeNUKOI APYXHbOI KOMaHAM, CTOCYHKU 3



®DiHaHCcOBI iHBecTULil

Byayun 4actvHowo wmixHapogHoi [pynu  komnawiin  Medicover Ta kepylouuco
KopnopaTueHoK crparerieto i nonituko, TOB «Civeso YkpaiHa» He 3AINCHIOE BNacHWUX
hiHaHCOBMX IHBECTUUIA Yy UIHHI nanepu iHWWX NIANPUEMCTE | CTAHOM Ha MOMEHT
NiQroTOBKM AAHOro 3BITY NPO YNPaBNiHHA HE Maec | He NNaHye CTBOPEHHS AOHIPHIX
NiANPUEMCTB.

I'Iepcnex'mau PO3BUTKY
TOB «CiHeso YkpaiHa» Ta i MaTepuHCbKa KOMNAHIA NPOTArOM OCTaHHIX POKIB

peaniayloTe cTparteriio BCeGIiYHOro PO3LWMPEHHA NpuBaTHOro NabopaTopHOro PUHKY
KpaiHu.

KoHTakTHa iHdopmauin

TosapucTso 3 oGmexeHoK BianosiaansHicTo «Civeso Y aiHa»
MicueaHaxoaxenHs: 03142, m. Kuis, np. Akagemik napixa, 46/2, kopn. 3
Ten. (+38-044) 390-05-19, (+38-044) 390-05-}?e

Komepuiinruin gupekTop
TOB «Cineso Ykpaita»' ./ 7
(nocaoda) 2 il i

M.A CKaBpOHCEKWIA

(midnuc) (Mi6)

«13» Ciung 2023 p. N\ ot



Appendix C

TOBAPUCTBO 3 OBMEXEHOH BIANOBIAA/NBHICTHO «CIHEBO YKPATHA-

3ARABA NPO BIANOBIAANBLHICTL KEPIBHUUTBA LWOAO NIAFOTOBKU TA 3ATBEPKEHHS ©IHAHCOBOI
3BITHOCTI 3A PIK, WO 3AKIHYMBCA 31 TPY/HA 2021 POKY

KepiBHKUTBO Hece BIANOBIAANLHICTL 33 NIArOTOBKY (hIHAHCOBOI 3BITHOCTI, AKa AocToBipHO BigoDpaxac
(inancosuit cTan ToeapucTea 3 OOMEXEHOI BIANOBIAANLHICTIO «CiHeBo YxpaiHas (Hagani — «Komnanisx)
cTaHoM Ha 31 rpygus 2021 poKy, a TaKoX PesynsTaTi HOre RISNLHOCTI, PYX rPOWOBMX KOWTIB Ta 3IMIHK ¥
BNacHOMy Kanitani 3a pik, AkuA 3akikumeca 31 rpyaHs 2021 poky. y BIANOBIAHOCT A0 HauioHaNnbHUX
nonoxeks (craHaaprie) Byxrantepcokoro obniky Yxpaikm (Hagani — «HN(C)BEOx)

Mpu nigroTosyi hiHaHCOBOI 3BITHOCTI KEPIBHULTBO HECE BIANOBIAANLHICTL 3a
HanexHuin Bubip Ta 3acTocyBsaHHs 0BnikoBOI NONITUKK,

NPEACTaBNeHHs IHopMaLi, BKIKYHO 3 OBNIKOBOK NONITUKOW, ¥ Taxui cnocid. Axui 3abeaneuye i
AOUINLHICTL, ROCTOBIPHICTL, NOPIBHAHHICTE T3 PO3YMIHHS,

- AOAATKOBE PO3KPUTTR IHGPOPMAUIT y BUNBAKAX, KONW BIANOBIAHICTS CRELIaNEHUM BUMOram «HMN(C)BO»
€ HEAOCTaTHLOK ANS POIYMIHHA KOPUCTYBAY3MMU BNNUBY KOHKPETHUX ONEPALIA, IHWKX NOAIR T3 YMOB
Ha iHaHCOBMIA CTaH Ta hiHaHcoBi peaynsTaT Komnawii. Ta

- 30iACHeHHs OUiHKK 3aaTHOCTI KoMnawii npoaoexyeaTv CBOIO AIRNLHICTL Ha GesnepepsHin ocHosI.
KepisHMUTBO TaKOX HECE BIANOBIAANLHICTL 33

- po3pobky, BNPOBAAXKEHHS T3 NATPUMAEHHR eeKTUBHOI T2 H3AIMHO!I CUCTEMI BHYTRIWHLOIO KOKTPONIO
B yCix nigposainax Komnari;

BEAGHHA HaneXHoi oGNikoBoT AOKYMeHTaUIl, Aka A03BONAE y ByAb-AKMi YaC NPOAEMOHCTPYBATH T3
NOACHWTW onepauii KoMnawil Ta poakpuTy IHEMOPMALLIK0 3 AOCTATHEOK TOYHICTHO WOAO i hiHawcoaore
CTaHy | fka rapaHTye, Wo ¢iHaHcosa 38mHicTe Komnaii sianosiaae sumoram «HM(C)BO»,

sefeHHn obnikosol AokymeHTauii BignoBigHO Ao 3akoHogascTea 12 «HM(C)BO»,
3acrocyeaHHA 06rpyHTOBaHO AOCTYNHUX 3ax0OAi8 WOAO 36epexeHHs akTusia Komnawii; 1a
BUABNEHHA | 3an00birasHa BuNaakam iHaHCOBUX 3NOBKUBAHL T3 IHIWNX NOPYLLEH:

AaHa dikarcosa 3BITHICTL 3a pik, AKWiA 3akinumecs 31 rpyaxs 2021 poxy, Byna 3aTaepaxera 4o BUNyCKy
kepisHUYTBOM 13 ciuyna 2023 poky.

leHepanbHuih AvpexTop Oxepox Apiccen

o

13 ciyHA 2023 poky



TOBAPUCTBO 3 OBMEXXEHOIO BIANOBIAANBHICTHO «CIHEBO YKPAIHA
BAJIAHC (3BIT NPO ®IHAHCOBUM CTAH) HA 31 FPYAHA 2021 POKY

(y mucavax 2pusers)
f—_KOaWw
QNara (pik, micaus, wucno). 2022 | 01 | 01
Nianpuemcrao: TOBAPUCTBO 3 OBMEXEHOHK BIANOBIAANBHICTIO«CIHEBO 34709124
YKPAIHA» sa €APNOY
Tepuropisn: OBonoHCHKUA p-H M. Kueaa 33 KATOTTT | UABDDD0000000551
Opranisauiitvo — npasosa hopma rocnoaaposanks: TO8apUCTEO 3 0BGMexeHo ‘ 240
BIANOBIAANBHICTIO 3a KONor + .
Bura exoHOMINHOI JIRNBHOCTI: 3aranbHa MeansHa NpaxTuka 3a CNoAyY |
Cepeann kinskicTs npayisHnxie: 2091 3a KBEA T 86.21 e
Aapeca, Tenedon: 04214, m. Kuia, synuus NisHrra, Syauwox 2/58A. +38 (044) 390-05-20
OauHnun sumipy: TWC. rpH. Ge3 AeCATKOBOrO 3Haxa
Cxnapeno (3poButi noanayky “v"' y BIANOBIAHIA KNITUHLY)
33 nonoOXeHHAMMK (CtanaapTamu) Byxrantepcexoro obnixy
3a MDXKHAPOAHMMK CTaKAAPTaMK (DIHaHCOBOI 3BITHOCTI ]
BAJNTAHC (3BIT NPO ®IHAHCOBUW CTAH)
Ha 31 rpyaxs 2021 poky :
®@opma Ne 1 Koa aa JIKY/, 1801001
Ha novarok 3amHor Ha xiHeus IsITHoro
AKTUB Koa psaxa riepiany ® - ni‘:uoay
1 2 3 <
| ) I. HeoBopoTHi akTuen |
HemaTepiansHi axTueu 1000 4452 10309
nepeicHa BapTicTs 1001 8577 I 15947
__HaKonWueHa amopTu3auis j002- 1 (4 125) _ (5638) |
Heaasepweni kaniransHi insecTuuii 1008 19311 20010
OcHoBxi 3acobu 1010 234 024 266 823
| nepsicHa BapTiCTb 1011 526 432 | 642 129
3HoC 1012 (292 408) (375 306)
IHBECTUUIHA HePYXOMICTL 1015 : 3
OBrocTpOXOBi Bionoriuxi akTuemn 1020
losrocTpoxosi chiMaHcosi inBecTUyii: 1030
Ki OBNIKOBYIOTECA 33 METOAOM YHaCTi 8 KaniTani iHWux niAnpuemMcTe =
Hwi dhikarcosi inBecTuyil 1035
osrocTpokosa aebitopcska 3aboprosaHicTs 1040 - -
i eHi NOAATKOBI aKTHEM 1045 12125 13790
YcwbOoro 3a poaainom | 1095 269 912 310 932
Il. OBopoTHi axTusm
Ganacu 1100 _ 347508 | 289648
BupoBHuui 3anacu 1101 347 508 289 648
_Tosapu 1104 g .
oTouni Gionoriuni akTuey , 1110 : S
NeSiropcbra 3a6oproBaHicTs 3a NPoayKUi0, Tosaph, poboT, nocnyru 1125 107 464 131030
NeGiropceka 3aGoprosanicrs 3a poapaxyHkamu,
BUAAHUMY aBAHCAMM 1130 16 501 19 247
s Glogwerom 1135 . 8438
¥ TOMY YucCni 3 NogaTKy Ha npubyTox 1136 ” :
Hwa noToyHa AebiTopcka 3aboprosaHicTe 1155 1386 2716
lovouHi dhinancosi insecTuyil 1160 ; g
Mpowi Ta ix exsisanenTn 1165 49323 190 556
oTisxka 1166 779 1027
: axymm !,,5;"_!(3)(, 1167 47 554 189 529
uTpaTH MaibyTHix nepiogis 1170 2617 846
IHLLi 0BOPOTHI aKTHaW 1190 e 38

'CLOro 3a poaainom Il 1195 524 799 642 519




PR lll. MoTouwi mcoi‘muua i 3abe3nevennsn
OPOTKOCTPOKOBI KpeauTu Bankis

1600
loTouHa KkpeauTopchbka 3aboprosaicTs 3a.
OBrOCTPOKOBUMU 3060B'AIAHHTMK 1610 . S
osapy, poboTu, nocnyri 1615 471 931 342 234
3paxyHxamu 3 GloaxeTom 1620 9379 25024
¥ TOMy “YKCNi 3 noaaTky Ha npubyrok 1621 511 16 974
IpaxyHxamm 3i CTpaxysaHHA 1625 7633 7 045
)O3paxyHxkami 3 onnaTu npaui 1630 32532 31817
OAEPXKAHUMU BBAHCAMMN 1635 1465 3764
Morouni 3abeaneyentn 1660 16 620 19 872
0X0AM MaAByTHIX nepiogis 1665 y
HWI NOTOYHI 30608'R38HHA 1690 12 025 10 307
Ycsoro 3a posginom Il 1695 551 585 440 063
IV. 30608'A3aHHA, NOB'A3aHI 3 HEOBOPOTHUMM AKTUBAMM, YTPUMY BAHMMK
n, , Ta rpynamu subyTra 1700
HO 1900 794 711 953 451

KepisHnk

/ Opiccen [xepon Mepxapayc Binerensmyc Axoded /




TOBAPUCTBO 3 OBMEXEHOH BIANOBIAANBHICTHO «CIHEBO YKPAIHA»

3BIT NPO ®IHAHCOBI PE3Y/IbTATH (3BIT NPO CYKYNHUIA A0XIA)
3A PIK, WO 3AKIHYMBCA 31 FPYAHA 2021 POKY
(y mucavax 2pusess)

flara (pix. micsun uncno»g_,_zgzé 01

Nianpuemcrso: TOBAPUCTBO 3 OBMEXEHOKO BIANOBIAANBHICTIO«CIHEBO

YKPAIHA»

3BIT NPO ®IHAHCOBI PE3YNbLTATHU (3BIT NPO CYKYNHWUA AOXIA)

3a 2021 p.

3a €4APNOY

|. ®IHAHCOBI PE3YIIbTATH

@opma Ne2 Koa 3a AKY/]

ok
T 01 !

: 34709124

[ 1801003

Crarra Koa paaka  3a asimHuik nepioa 3a nonepeamiik nepioa
1 2 3 4
YncTuia aoxia Bia peanisauil npoaykuii (tosapis, pobiT, nocnyr) 2000 2919 547 1829 649
CoGisapricTs peanizosanol npoaykuii (Tosapis, pobit, nocnyr) 2050 (1910 374) (1 261 338)
4uCTi NOHeceHi 3BUTKKM 33 CTPAXOBUMK BUNNATaMN 2070 . -
0BHIA
puByToK 2090 1009173 568 311
36uTox ) 2085 - -
HWI onepauiitki poxoan 2120 91 287 20 794
\IMIHICTPaTHBHI BUTPATH 2130 (473 457) (353 418)
MTPaTH Ha 3abyT 2150 (210 898) (125 421)
HLWI ONepaUiiKi BUTPATH 2180 (47 514 {93 787)
IHaHCOBMIA pe3ynLTaT Big ONEpPauinHoi AINNLHOCTI:
puByTOK 2190 368 591 16 479
GuTox 2195 -
oxig eia yyacri 8 xaniTani 2200 - -
HWi GiHaHCoBI A0X0AM 2220 5899 1150
HWi AOX0AN 2240 8 35
iMaHCoBI BUTPaTH 2250 (17 832) (19 400)
TPaTH Big y4acTi 8 kanitani 2255 - -
HWI BUTPaTH 2270 -
iHAHCOBWIA Pe3yNbTaT A0 ONOAATKY BAHHA:
npubyTok 2290 356 666
36uTOK 2295 (1736)
UTPaTH (A0Xia) 3 NOAATKY Ha npubyTok 2300 (64 552) 981
MpubyTok (IGUTOK) BIA NPUANHEHOT AIRNEHOCTI NICNA ONOABTKYBAHHA 2305 - -
YncTHiA hinaHcoBMA pesyniTar:
npubyTok 2350 292 114
3OUTOK 2355 (755)

1. CYKYNHWA NOXIA

HaimeHyBaHHS NOKa3HKKa Koa praxka  3a 3BmHwiA nepiog 3a nonepeanin nepioa
1 2 3 4

Noouixka (yuixka) neoGopoTHUX akTUeis 2400

Nooyinka (yuinka) dinancosux iMcTpymenTis 2405 -

Haxonuueri xypcosi pianuui 2410

HacTxa IHWOro CyXynHOro A0X0AY aCOUIROBAMMX Ta CNINLHUX NiANDHEMCTE 2415 -

IHLUMI CyKynHWR AOXIA 2445 = 2
MWK cykynHuit goxia o onogarkysaHHa 2450 - -

Topartok Ha npubyToK, NOB'R3AHMIA 3 IHLUWM CYKYNHUM A0XOA0M 2455

IHWHI CYKYNHWIA AOXIA NICNA ONOAATKY BAHHA 2460 . .
Exnnuuﬁ goxia (cyma paakis 2350, 2355 Ta 2460) 2465 292 114 (755)




TOBAPUCTBO 3 OBMEXXEHOI BIANOBIAANBHICTHO «CIHEBO YKPAIHA»
3BIT NMPO ®IHAHCOBI PE3YNILTATHU (3BIT NPO CYKYMHMIA A0X1A)

3A PIK, WO 3AKIHYUBCA 31 FPYAHA 2021 POKY

(y mucavax zpuses)

lIl. ENEMEHTUW ONEPALIIMHUX BUTPAT

. Hassa crarmi Koa psaka  3a 3simHui nepiog 3a nonepeanii nepioa
1 2 3 4
MarepianbHi 3arpaty 2500 1110 844 666 380
Empam Ha onnaty npayi 2505 690 242 482 966
IApaxyBarHa Ha couianbHi 3axoaun 2510 146 068 100 389
IAMOpTH3aLiA 2515 89 364 70725
IHWi onepauifini BuTpaTy 2520 605 625 513 505
|Pazom 2550 2 642 243 1 833 965
1V. PO3PAXYHOK NOKA3HUKIB NPUBYTKOBOCT! AKLIW
Hasga crarri Koa paaka  3a 3siTHni nepiog 3a nonepeaHin nepioa
3 2 3 4
CepeaHbOpiuMa KINbKICTL NPOCTUX aKuin 2600 -
Cropurosana cepesHbOopiuMa KiNbKICT NPOCTUX akuyii 2605 - -
HucTiit npuByTox (36uTOoK) Ha OAHY NPOCTY aKuilo 2610
[Cropuroanuit YucTwin NpuGyTok (36MTOK) Ha OAHY NPOCTY aKuio 2615
Meunu Ha OfHY NPOCTY aKUi 2650

Kepisnuk ! Qpiccen Axepon Mepxapayc Binsrensmyc Qxoszed /




TOBAPUCTBO 3 OBMEXXEHOK) BIANOBIAANBHICTH «CIHEBO YKPAIHA»
3BIT NPO PYX MPOLUOBMX KOLUTIB

3A PIK, LLIO 3AKIHYMBCA 31 MPYAHA 2021 POKY

(y mucavax 2puseks)

‘» Komm

[fara (pix, MicRUb, 2022 0 01
1

MNianpuemcreo: TOBAPUCTBO 3 OBMEXEHOIO BIAMOBIAANBHICTHO«CIHEBO 34709124

|
YKPATHA» 3a EAPNOY L

3BIT NPO PYX NPOLWOBKUX KOLUTIB (3A NPAMUM METOAOM)
3a nepioa 3 01 civnn no 31 rpyamn 2021 p.

®opma Ne3 Koa 3a AKy[, 1801004

3a ananormmni

Crarra Koa 3a 3amHan nepios NepIcA NONEPEAHbONO
£ L __poxy
1 2 3 -

I. Pyx xowris y peaynsrari onepauinHoi AianbHocTi
Haaxopxernns Big:
Peanisayii npoaykuii (rosapis, pobiT, nocnyr) 3000 2 503 391 1777 527
MosepHenHn noaarkie i abopie 3005 977 .
Y TOMY 4uCni NORATKY Ha AOA3HY BapTICTb 3006 v .
Uinsosoro dinancysaHHus 3010 11 180 9 300
HaaxopxerHa agancis Big NOKyNuie Ta 3amoBHMKI8 3015 . .
HagxopxexHs Big noBepHEHH: aBaHcis 3020 5850 4 564
HaaxopxerHs Big BIACOTKIB 33 3aNULIKAMMK KOLUTIS HA NOTOMHWX PaxyHKax 3025 5 265 1150
Haaxopxenus sia GopxHukie HeycToiku (wrpadie, newi) 3035 - -
| IHWI HaAX0AXEHHA 3095 - -
Butpayarka Ha onnary:
Tosapise (pobiT, nocnyr) 3100 (1710 096) (1080 587)
Mpaui 3105 {563 516) (378 521)
Bigpaxysans Ha couiansHi 3axoau 3110 (146 208) (96 161)
3060a'A3aHb 3 nogaTkis i 36opis 3115 (214 284) (103 056)

Butpauanus Ha onnaty 30608'A3aHb 3 NOAaTKy Ha NpUOYTOK 3116 (49 753) {3 805)

ButpayanHa Ha onnary 30608'A3aHL 3 NORETKY Ha AOAEHY BapTICTb 3117 (5659) (5 007)
__Butpauarns Ha onnaty 30608'A3aHs 3 iHwmx nojaTkis | aBopie 3118 (158 872) (94 244)
BurpauaHHa Ha OnNaTy asaxcie 3135 (1126) (3 349)
BuTpauanHa Ha ONnaTy NOBEPHEHHA aBawcie 2 3140 - -
IHLWI BUTPAYAHHA 3190 (2 954) {1 648)
YuCTHi pyx KOWTIB BiAg onepauyinHol AiIRNLHOCTI 3195 289 229 129 219
|l Pyx xowTiB y peaynsrari inBecTMUinHol AiAnsHoCTI
Hagxopwerns eig peaniaauir:
(piHaHCOBMX iHBECTUUIR S 3200 - 5
HeoBOPOTHUX aKTuBis 3205 s =
HaaxoaxeHHs Big OTpUMaHWX:
BigcoTkis 3215 - -
AvBiaeHais 3220 .
Hapxopxerns Big AepusaTusis 3225 - .
HagxopxeHHs Big NOraleHHs noank 3230 . -
IHLLi HBAXOAKEHH 3250
Burpauanua Ha npuabamna: 3255
PiHaHCoBMX IHBECTLR
HeoBopoTHUX aKTUBIB 3260 (128 878) (112 276)
Bunnaru 3a pepusarusamu 3270 - .
BuTpauaHHa Ha HaAaHHA NO3NK 3275 - -
IHWi nnarexi 3290

YucTui pyx kowTie Big inBecTUuinHOl aiansHOCTI 3295 (129 629) (112 276)




TOBAPUCTBO 3 OBMEXEHOH BIANOBIAANBHICTIO «CIHEBO YKPATHA~

3BIT NPO PYX MPOLLOBMX KOLUTIB

3A PIK, WO 3AKIHYMBCA 31 TPYAHA 2021 POKY

(y mucavyax 2puseHs)
3a ananoriuumia
Crarrs Koa 3a 3siTHUA nepioa nepioa
nonepearsoro poxky
1 2 3 4

lll, Pyx xowrTie y pe3ynurati iHaHCOBOI AIANLHOCTI

Hagxopmernnus eia:

Bnacworo kanitany 3300 . >
Orpumants noauk 3305 - -
IHWI HaaxoAXeHHA 3340 -

Butpayannna Ha:

Bukyn enackux axui 3345

MorawenHs noank 3350

Cnnary ausigengis 3355 - -
Butpauanna na cnnary siacotkis 3360 (15 794) (17 806)
IHwinnatexi 3390 . :
YucTuit pyx kowTis Bia hiHaHcoBOl AiRNbHOCTI 3395 (15 794) (17 806)
HncTui pyX rpowoBKMX KOWTIB 3a 3BiTHWIA nepioa 3400 (143 806) (863)
3annLwoK KOWTIB Ha NOYATOK POXY 3405 49 323 49175
Bnnus 3Minn BaNiOTHUX KyPCI8 Ha 3aNVWOK KOWTis 3410 (2 574) 1011
330K KOWTIB Ha KiHewub POKY 3> 3415 190 556 49 323

e \ 2
Kepigtuk L e\ ! Opiccen fAxepon Mepxapayc Binsrensmyc Qxosed /
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TOBAPUCTBO 3 OBMEXXEHOHO BIANOBIAANBHICTHO «CIHEBO YKPAIHA»

NPUMITKM A0 PIYHOI ®IHAHCOBOI 3BITHOCTI
3A PIK, WO 3AKIHYMBCA 31 FPYAHA 2021 POKY
(y mucavax 2puseHs)

Hl._ KANITANLHI IHBECTMHIT

HaamenyBauns noxaswuka Kog praxa 3a pw Ha xiHeus poxy
1 2 3 4
Kanitanewe GygieHuyteo 280
NpagGanHa (BrroToBNENHA) OCHOBMNIX 3acobia 290 100 201 7 R
NpApBaHHR (BUrOTOBNENHHA) MIWNX HECEOPOTHIX MATEDIANBHUX 3XTHBIS 300 13318 827
MprgBanns (CTBOPEHHS) HEMATEPIANGHUX AKTHBIH 310 10818 AKR78
MNpapBanHa (BXpowlyBaHHA) ACBICCTPOXKOBUX BONOr=HUX SKTHEIE 320
IHWi 330 - -
Paom 340 124 334 20010
3 paaka 340 rpada 3 KANITanbHI IHBECTMLI B IMBECTALIANY MEDYXOMICT (341)
DIHHCOBI BUTPATH, BXMONEHI 40 KANITANBHIMX IHBECTHLIA {342) BT
IV.  ®IHAHCOBI lHﬂECTMI_.{II
HaldMeHyBaHHA NOKaImMKa Koa praxa 3a pix 18 e Py
o ACSIOCTPORCH NOTONMI
1 2 3 A4 5
A. @iHanconi insecTmuil 3a meToaom yyacti 8 xanitani a:
acoyinosani Tosapucrea 350
Aocvipwl Tosapucrsa 360
| cninsky AiAnskicTs 370
| B. IHwi dinancosl InsecTuull s: =
NACTXM | Nal y CTATYTHOMY KaniTani IMWmux nianpuemcrs 380
axyii 390
ofnirayii 400
IHWI 410
| Pasom (po3n. A + ”3&;5) 420
3 pRaka 045 rp. 4 Banarncy  IHWI AOBroCYPOoxXOBI HiNaMCoBI iMBecTUYil, BlAOBpaXEeH! 3a cobigapricnio 421) B 7 1§
33 CNPaBeANUBOI BAPTICTXO (422)
33 aMOpTIOBAMO COBBAaPTICTO @23
3 pRaka 220 rp. 4 Banamcy MoTounl hikancos! MBecTUU, BigoBpaneH| 3a cofisapricTio 424y o
33 CNPABEANUBON0 BAPTICTY {425) _ S
33 amopTaoBeaxow cobeapticTo (426)
V._[OXOAW | BATPATH
HadMeHyBanHR NOKaInnka Koa praxa Loxogw BurpaTtm
1 2 3: R}
A. Inwi onepauiini aoxoam i BuTpaTn
Onepauifna openaa akrvais 440 -
Onepauli=a kypcosa pisuun 450 X630 32 632
Piam'aam iHLLMX 0BOPOTHHX axTusis 460 LR SET
LWiTpadw, neHi, HeyCToAKKM 470 B
YTpumanun 06'eKTIS XHTNOBO-KOMYHANLHOMC | COWANGLHO-Ky NbTYPHOTO, NpraHaweHNHR 480 - ’
IMwi onepawiMi Aoxoan | suTparm 490 1 659 8 993
Y TOMY Ywchi: X s
BlapaxyBanHa RO Pe3epsy CymHiBHuX Boprin 491 X 78
HENPOAYKTHEHI BUTPATH | BTPATH 492 X UR0
B. Aoxoam | BTpaTk Bia yyacTi 8 kaniTani 3a insecTuuiamm 8:
acouioari TosapucTea 500
ACuipHi TosapecTea 510
CNiNbHY AIRNBHICTL 520
B. Inwi pinancosi goxoam | BUTPaTH
Avsigenau 530 3 %
MpougHTv 540 X 17832
Dinancosa openaa aktuaie 550 .
Iruwi QiHancosi AOXOAW | BATPATH 560 7899
I. Inwi goxogu | BuTpaTh
Peanisauin QIHaHCOBMX INBECTHLYR 570
Aoxoau sia o6'equanms nignpremcra 580
PesynbTarT oW KOPUCHOCTI 590 -




Pe3synbTar oWk KOPHCHOCTI 580

HeonepawiHa kypcoBa pisHuus 600 - X
BE30NNATHO OAePKaH axTHaM 610 X :
Cnucanns neoBopoTHIX AKThBIa 620 -
I 10X0AM | BRTPETH 630 L

TosapooGminni (GapTepsl) onepauii 3 NPOAYXUIEIO (TOBapamn, POBOTAMKU, NOCIYTamMKU) (631)

Yacrea Aoxoay Bia peanizayil npoaykw| (Toeapie. pobiT. nocnyr) 3a TORAPOOOMINHUMU (BAPTEPHAMMA) KONTDAKTAMA 3

NOB'A3aHUMK CTOPOHAMM (832)

3 paaxie 540 ~ 560, rpaa 4 Banaucy, iNaNCOa: BATPATY, BKNI0YE 10 CODBAPTOCTI NPOAYXUII OCHOBMO! RIRNBMOCTI (633)

12

TOBAPUCTBO 3 OBMEXXEHOHO BIANOBIAANBHICTHIO «CIHEBO YKPAIHA
NMPUMITKU A0 PIYHOI ®IHAHCOBOI 3BITHOCT!
3A PIK, LLIO 3AKIHYMBCA 31 FPYAIHA 2021 POKY

(y mucavax 2puseHs)
VI, FPOLIOBI KOWTH
HaimeryBaHHs nokasHuka : Koa paaka ! Ha xineus poxy
1 | 2 3
Kaca _ 640 ‘ 1027
MoTouruni paxyHok & Gamky 650 187 389
IHWi paxyHku 8 Banky (aKpeauTMBI, YexoBi KHIKKH ) 660 .
lpowosi kowrw B 40PO3i . 870 | 2 140
EK8IBANEHTI rpOLLOBUX KOLITIB 680 -
Paszom 6890 | 19 336
3 paaka 070 rpadba. 4, Mpowosi KowTw, BUKOPHCTEHHRA AKX 0BMmexeno (691)
VIl. 3ABE3NEYEHHA | PE3EPBU
3BINBWEHHR 38 IBITHUA DIK
m g & = ;‘g CropHOBaNO Cylua CHIKYB3H0r0 s
on 85 33 8 B8R ccomopor Sqwommen 2
Buau 3abesneuens | pesepsie as g 8 g8 $E  awycymyy (2MTPaTIMWol E
o &y % sx 2 I IBTHOMY STOpoUON, 10 g9
332 ag R i3 fiod BPax08ana npw G 2
ze = g o ouHyl 3aBe3neuerE  ©
1 . 4 5 5 7 8 9
3abeaneyenns va BunnaTy sianycrox 710 15 905 53183 - 49216 . - 19872
npauisHukam
3abesneueHHn HACTYNHUX BUTPAT Ha 720 - - . . . . ;
AOAaTKoBE neHciiHe 3abeanevexns
3abeanequeHHsn HACTYNHUX BUTPAT Ha 730 - - . - . . -
BUKOHAHHA rapanTiiHux 30008'A3ans !
3abe3neyeHHn HAaCTYNHUX BUTPaT Ha 740 718 . - 718 - -
PecTpykTypuaauio
3abeaneqeHHn HaCTYNHUX BATPaT Ha - - - - - - .
BUKOHaHHA 3000B'A3aHb WOAO OBTsxnuBKMX 750
KOHTpakTie
B 770 - . - . . -
Peseps cymrisHux Gopris 775 85 73 = 75 . s 85
Pasom 780 16705 53258 - 50006 : . 19957




VI, 3ANACH
Banaxcoaa Mepeouinka 3a pix
Haimeryeans nokaaHnxa Koa pAgka BapTiCTe Ma KIMEUb  3BiNbLIEHHA YHCTOI )
poxy BAPTOCTI peanisayii yulHka
1 2 3 4 5
CuposuHa i maTepianu 800 272 588 -
Kynisenshi HanischabpukaTy Ta koMnnexTysoMi snpobu 810 .
Nanuso 820 190 .
Tapa i TapHi marepianu 830 - -
Byisenshi matepianu 840 y -
3anachi yacTuuu 850 12 985 -
MaTepianu CinbCsKOroCNoAapCLXOrO NPUIHAYEHHA 860 .
Morouni Bionoriuni axTuen 870 . -
rMa;!gan,ni_ Ta WBKAKO3HOWYBaHI NpeaAMeTH 880 3 885 131
Hesasepwere supobuuuTeo 890 -
loTosa npoaykuin 900 .
Tosapu 910 . -
[Pasom 920 289 648 131
I3 paaxa 920, rpacba 3. banawcoea BapricTe 3anacis:
Bi06paxeHux 33 YHCTOK BaPTICTIO peanisauli (921) _
nepeaaxnx y nepepobky {922) ol
oopMmnenunx 8 3acTasy (923)
NepefaHnx Ha KOMICHO {924) ¥
AxTuEM Ha BignoaiganbHoMy 36epiranmi - paxyHok 02 (925)
3 pAaka 275, rpacba 4 Banawcy, 3anacu, NpU3HaueHi ANA Nposaxy (926)

" BM3Ha4aETLCA 3a N, 28 MNonoxeHHn (cTaraapTy) ByxranTtepcskoro obniky 9 "3anacu™.



TOBAPUCTBO 3 OBMEXEHOHK BIANOBIAANBHICTHO «CIHEBO YKPAIHA-

MPUMITKU 40 PIYHOI ®IHAHCOBOI 3BITHOCTI
3A PIK, WO 3AKIHYUBCA 31 TPYAHA 2021 POKY
(y mucavax zpusersb)

IX. [EBITOPCbKA 3AEOPIOBAHICTL
Haitmenysanna nokasuuka Koa Beworo Ha BT, Y. 3@ CTDOKAMMW HENOrAWEHHS
PAAxa KIHeUb POKY  po 12 micauie  8ig 122018  8ig 18 g0 36
o Ll THE] MICAUIB
1 2 3 4 5 3
feGiropcska 3aBoprosaticTb 3a ToBapw, poboru 940 131 030 131 030 =
IHLWa noTouHa aebiTopcska 3aBoproBaHicTs 950 2716 2710
Cnucano y 3sitHomy poui 6eananiiHoi aebiropcexol 3aBoproearocTi 951 -
13 pAgxis 940 i 950, rpacpa 3, 3aB0OProBaHICTs 3 NOB'R3AHMMI CTOPOHAMAN 952 60 930
X.____HECTAUYI | BTPATU BIf NCYBAHHSA LIHHOCTEW
Haimenysanus nokassuka Koa praxa Cyma
1 2 3
3WABNEHO (CNWUCaHO) 3a pik HecTau i erpar 960 8 080
M3HaHO 3aD0ProBaHICTIO BUHHUX OCIB y 38ITHOMY poui a70 -
yMa HeCTau i BTPaT, OCTATONHE PIlWEHHA WOAO BUHYBATUIS 3a
KMMU Ha KiHeUb POKY HEe NPUIAHATO (no3aBanaHcosui paxyHox
72) 980
Xl.  BYQAIBENbHI KOHTPAKTH
HaimeHyBarHs nokasxuka Koa paaka Cyma
1 2 3
oxia 38 GyaiBensHMMK KOHTDAKTaMK 33 IBITHUA PIK 1110
3aboproBaHicTh Ha KIKELb 3BITHOrO PoKy:
2N0Ba 3aMOBHHKIB 1120
BaN0Ba 3amMOBHNKaM 1130
3 @BAHCIB OTPUMAHNX 1140
JyMa 3aTPUMEHUX KOLWTIB Ha KiHeUb pOoKy 1150
apTICTh BUKOHAHKUX CyOnigpaaHukamu pobiT 3a He3aBepLUIEHUMKU By IBENLHIMMU 1160
Xil.  NOAATOK HA NPUEYTOK
HahmeryBanna nokaanuka Koa pRaka Cyma
1 7 3
TOUHMA noaaTox Ha npubyTok 1210 66 217
IACTPOUEHI NOAATKOBI AKTHBM:
a NOYATOK 3BITHOrO POKY 1220 12 128
Ha KiHeUub 3BITHOrO PoKy 1225 13790
acTposeHi nogaTxosi 30608'A3aHHA:
1@ NOYATOK 3BITHOMO POKY 1230
Ha KiHeUb 3BITHOrO poKy 1235 e
MEHO A0 38iTy NPO (HiHEHCOBI PE3YNbTATK - YCbOrO 1240 64552
TOMY “meni:
NOTOUHMIA NOAATOK Ha npuByTok 1241 66217
[IMeHLWeHHA (30INBLIeHHR) BIACTPONEHNX NOASTKOBNX AKTUBIS 1242 -I h&S
36INbLIEHHA (IMEHIUEHHR) BIACTPOYEHUX NOABTKOBNX 30008'A3aHL 1243
in06paxeHo y cknaai BNacHoro kanirany - ycsoro 1250
TOMY YMcni:
OTONHUIA NOAATOK Ha npubyTok 1251
IMEHLLIEHHA (30INbLWEHHA) BIACTPOYEHHX NOAATKOBKX aKTUBIE 1252
BINLLUIEHHA (IMEHLWEHHR) BIRCTPOMEHNX NOABTKOBNX 30008’ A3aHL 1253
Xlil. BUKOPMCTAHHA AMOPTU3ALIMHUX BIAPAXYBAHbL
HaimeHryBaHHA NoKasHuka Koa paaxa Cyma
1 2 3
[HapaxosaHo 3a 3BITHURA Pix 1300 91 918
BukopucTano aa pik - ycboro 1310
TOMY 4KCNi Ha:
Gyaisnuureo of'ekTie 1311
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TOBAPUCTBO 3 OBMEXXEHOIO BIANOBIAANILHICTHO «CIHEBO YKPAIHA»
NMPUMITKHU A0 PIYHOI ®IHAHCOBOI 3BITHOCTI

3A PIK, WO 3AKIHYMBCA 31 rPYAHA 2021 POKY

(y mucavax 2pusens)

1. IH®OPMAUIA NPO KOMNAHIO

Tosapuctso 3 obmexeHow signosigansHicTio «CiHeso YxpaiHa» (gani - Komnawis), cTBOpeHe 3rigHo 3
PiwexHam 3acHosHuka Komnanii sig 31.10.2006 poky. [lepxasHy peectpauio 3aiiicHexo 07 11 2006 poky
OBonoHcbkolo paionHow y MicTi Kuesi [epxasHow AamiHicTpauieo Ne zanucy 1 069 102 0000 009004 :
laeHTudikauinnmii koq 34709124.

3rigHo iHdopmauii 3 €4MHOrO AEPXABHOTO PEECTPY KPUANYHWX OCIE Ta dianyHux ociB-nianpuemuis,
3acHoBHukom Komnanii € ME[IIKABEP IHBECTMEHT bl Bl., anpeca 3acHosHuka: IKOXTABEHBET 81, IOHIT
230/230 EWN, 5657 IEV EMHOXOBEH, KOPONIBCTBO HIAEPNAHAIB

Ha paHwit yac, Komnaris 3giACHIOE CBOK AIANBHICTL HA niacTasl CrartyTy 3aTtsepaxexoro [poTokonom
3aranbHux 36opie Yuyachukis sig 14 yepsxs 2020 poky, 3rigHo Ceigoursa AOO Ne 818303

MicueanaxomkerHam TOB «CiHeBo Ykpaina» €: Ykpaina, 04214, m. Kuig, Byn NisHiyHa, 2/58-A

3rigHo 3 iHhopmaLielo 3 EANHOrO AEPXKABHOTO PEECTPY KPUAUYHUX OCID Ta diandHux OciB-nianpUEMLIB,
KomnaHis 3gifcHIoe HacTynHi Buam aisnsHocTi 3a KBEL:

e Kop KBE[] 86.21 3aranbHa MeauyHa NpakTuka (OCHOBHMUM),

* Koa KBE[ 21.20 BupobHuuTeo hapmauesTuyHux npenaparis i maTepianis;
« Kopg KBE[ 46.46 OnToBa Topriens (hapMaueBTUHUMY TOBapamu,

 Kopg KBE][] 86.22 CneuianizoBaHa MeauyHa npakTuka,

* Kop KBE[ 86.90 IHwa AisnbHIiCTb y cthepi OXOPOHU 340P08'S,

o Koa KBE[ 58.19 IHwi Buan BMAaBHUYOI AIRNBHOCTI,

o Kopa KBEL 72.19 [ocnigkeHHs i eKkcrnepumeHTanbHi po3pobku y cdepi HWUX NPUPOAHWYUX |
TeXHIYHWUX HayK;

* Kop KBE[ 72.20 [locnimkeHHs # eKCNEpUMEHTaNbHI PO3pobku y Chep! CyCninbHUX | NyMaHTapHuX
HayK.

2. OCHOBA NPEACTABJEHHA ®IHAHCOBOI 3BITHOCTI
3asiea npo eidnoeidHicmb

Lin dinaHcoea 3siTHICTL Byna nigrotoenexa sianosigHo Ao MNonoxekxb (cTaHaapTie) DyxranTtepcskoro obniky
Ykpainu (HN(C)BO), 3ateepmxernx MIHICTEPCTBOM (DiHAHCIB YKpalHu Ta 3apeecTpoBaHux MiHicTepcTsom
rocTuuil YkpalHn Ha aaty niarotoBkw (PiHAHCOBOI 3BITHOCTI, Ta IHLUMX HOPMATUBHUX BUMOr A0 BEAEHHSN
Byxrantepcbkoro obniky i 3siTHOCTI B YkpaiHi. Lis iHAHCOBa 3BITHICTL NIAFOTOBNEHA 3 METOK OLIHKW
(hiHaHCOBOro NONOXEHHA Ta peaynbTaTie AIRNbHOCTI KomnaHii.

@yHKUioHanbLHa eanoma ma eanoma nodaHHs

DyHKUIOHANbHOK BanNOTOK Ta BanKTOK NOAAHHA (DIHAHCOBOI 3BITHOCTI KOMNaHii € yKpaiHCbKa rpuBHA.
Onepauii y BanioTax, Rki BiAPI3HAOTECA Bif (PYHKUIOHANLHOI BANKOTY, BBAXKAKTLCA ONEpaUifMmn B IHO3EMHIUX
saniotax. Lia ¢piHaHcosa 3BITHICTL NpejcTaBneHa B TUCAYAX YKPAIHCHKUX rPUBEHb (TWUC. FPH.), AKWO He
3a3HaYeHo iHwWe.

OcHoea nodaHHs
Lin diHaHcoBa 38iTHICTL Oyna nigrotosneHa signoBIAHO 40 NPUHLKMNY OUIHKK 33 ICTOPUYHOK BAPTICTIO
3eimHui nepiod

®dinaHcoBa 3BITHICTb NigroToBNeHa ctaHom Ha 31 rpyaHs 2021 poky Ta oxonnioe nepiog i3 1 civKa Ao 31 rpyaHs
2021 poky.



TOBAPUCTBO 3 OBMEXXEHOIO BIANOBIAA/IBHICTHO «CIHEBO YKPATHA»
NPUMITKM 40 PIYHOI ®IHAHCOBOI 3BITHOCTI

3A PIK, LLLO 3AKIHYMBCA 31 TPYAHA 2021 POKY

(y mucayax 2pusers)

3.

BE3MNEPEPBHICTb AIANBHOCTI KOMNAHII

24 niotoro 2022 poky Pociiicbka ®eaepauis po3novana nosHomaclutabHe BIRCLKOBE BTOPrHEHHA B YKpalHy
Liboro x axa Ykazom MNpesuaeHTta Ykpainv Byno ssegenunit BOeHHU cTaH i3 05 roaunu 30 xaunus 24 noToro
2022 poky, kWit 3 NOAANBLLUMM NPOACBXEHHAM A€ HA AaTy 3aTBEPAKEHHR LIET (DIHAHCOBO! 3BITHOCTI

YHacnigok nosHoMacwTabHOro BINCLKOBOTO BTOPrHEHHA BWMHWKNA CyTTEBA HEBU3HAYEHICTb, WO MOXe
NOCTaBUTUA NiA 3HAYHUA CyMHIB Te, yu Byne matu Komnawis moxnusicts 3abesneuysatu BeanepepsHicTs
AisnbHocTi. KepisHnuteo KomnaHii po3rnaHyno ymosu Ta 0BCTaBuHK, SKIi POIKPUTI HUKYE, NPYU BUIHAYEHHI
TOro, Yu 3Moxe Komnaris NpoaoBXyBaT CBOK AIRNLHICTL Ha BeanepepBHIit OCHOBI

Y 38'A3Ky 3 BiliCbKOBUMY AisMKM B YKpaiHi AiIANbHICTE KoMNnakii mae Taki npobnemu y CBOIA QiSNLHOCTI:

1. HapanHa meauyHux nocnyr. Komnaxis NpoJ0BXKyE HAAaHHA MEANYHUX NOCNYT, ane He y Bcix caoix BALL
Peanizauia MeaW4YHUX NOCNYr 3HAYHO 3MEHLIMNACe y 3B'A3KY i3 TUM, WO BENUKA KINbKICTb KNIEHTIB
KomnaHii 3HaxoauTeca 3akopaoHOM (KiHKK | AiTv). Lie npuaseno 4o aHuwkeHHs oBCars Npoaaxie, BTpaTw
AOXOAIB.

2. 3uuwenisanacu Ta BAL. Ctanom Ha 28 rpyans 2022 poky NiANPUEMCTBO 3a@3HaN0 Gi3nYHNX NOLIKOAKEHD
maiiHa oaxoro BL| B m. Kuesi sHacnigok Bny4aHHs HeNnoAanik BOPOXOI pakeTy.

MoaanbLii BOEHHI Al NPOAOBXYBATUMYTb BNNMBATA Ha (DIHAHCOBWIA CTaH Ta pesynbTaty AiIRnbHOCTI Komnawii
3 METOoK noKpaweHHs NiksigHOCTI KoMnaHia 3anpoBaguna pRa 3axo4is, 30KPema, PIWEHHS No onTumizauil
poboTtu nigpo3ainie: nyHkTie, nabopartopin, ogicy Ta yCix IKWUX BHYTPILWHIX NPOUECIB.

Komnanis 3amoxe oBcnyroByBaTy CBOI akTuBK ANS NPOAOBXEHHS RIRNLHOCTI Y Pasi, Axwo 0BCAr BOEHHUX AV
BKITIOMEIOMM TEPUTOPIT, OKYNoBaHi BiRCbKamu pocil, 3Ha4YHO He 3BINbLUMTLCA, MEAUYHI NOCNYrY He 333HaKTb
3HaYHOro BNNUBY, @ Cyma BUPY4KW, OTPUMaHOI Bi3 OCHOBHOI AiRNLHOCTI Byae AOCTAaTHBOK ANA NOKPUTTA 0BCsary
onepauiiHux Ta MiHaHCOBUX BUTPAT.

Cranom Ha 31 rpyaHsa 2021 poky Ta Ha AaTy 3aTBepAKeEHHA Liel hiHaHCOBOI 3BITHOCTI KOMNaHIA BUKOHYE CBOI
30008B'A3aHHA.

AKWo KomnaHia He 3MOXe BMKOHATU aKTyanizoBaHui iHaHCOBWIA NPOTHO3, KEPIBHULTBO W HAAAaN| LWwykaTume
anbTEPHATMBHI LWNAXU BUKOHAHHRA (hiHaHcosux 30608'A3aHL.

KepisruuTeo matepuHcbKol komnanii Meaikasep IHBecTmeHT bi Bi. (Medicover Investmensts BV) nigteepaxye
B nucTi Big 28 rpyans 2022 poky, wo Komnawis Byae NpoAocBXYyBaTH CBOK AISNLHICTL Y HAWBnuxYomy
MaibyTHbOMY, i, MaTepuHCbka KOMNaHis HagaacTb Komnawili BCilo HeodxiaHy iHaHcoBy NIATPUMKY, y pasi
notpedw.

Ha paty sateepaxeHHAs Uuiel iHaHcoBOl 3BITHOCTI KOMnaWia npauioe B HectabinbHOMYy CepeaocBuLyi,
CTBOPEHOMY EKOHOMIYHOIO | NOMITUYHOK KPu3ow B YkpalHi. Hagani MaTepuHCbKO KOMNAHIEK yMOBM
TOBapHOro KPeauTy AO03BONAKTL YTPUMYBATU TOBAPHI 3aNacy KOMNaHil Ha AOCTATHLOMY piBHI ANK
3abe3neyeHHs NONUTY, NOCUNEHO KOHTPONb WOAO BUKOHAHHA NNaHis nnatexis 3 60Ky KNIEHTIB, BXWBAKTLCS
yci 3axogu ans crabinbHol Ta BesnepebinHol poboTi koMnaHii Ta 36epexeHHs nepcoxany.

KepiBHUUTBO pO3rnsHyno nogii Ta yMoBW, sKi MOrnu © CNpUYUHUTK CYTTEBY HEBU3HAYEHICTb NO BIAHOWEHHIO
Ao BesnepepsHOCTI AisNbHOCTI Komnakii Ta NnpuiAlLNO A0 BUCHOBKY WO 3A4aTHICTL KomnaHii npogosxXyBaTu
CBOIO AiANbHICTb Ha BeanepepBHi OCHOBI HE BUKNWKAE 3HAYHWUX CyMHIBIB.

BUKOPUCTAHHA OLIHOK TA NPUNYLEHDb

CknapanHs giHancoBol 3BiTHOCTI y BignosigHocTi o HIM(C)BO nepenbavac BUKOPUCTAHHA KEPIBHULTBOM
npunywers i oUiHOK. Lli NpunyweHHA Ta OUIHKW BNNWBaKOTb Ha NPEACTaBNEHi y 3BITHOCTI CyMW aKTUBIB |
30060B'R3aHb, @ TAKOX Ha PO3KPUTTH YMOBHWX akTweiB | 30608'R3aHb Ta BinobpaxeHux AOXCAIB | BUTPAT
NPOTAroM 3BITHOrO nepiogy. BHacnigok neeHoOi HEBW3HAYEHOCTI, NPUTAMAaHHO!I TAKUM OUIHKAM, (aKTUUHI
peayneTtaty, Bigobpaxeni y MainbyTHix nepiogax, MOXyTb BIAPIZHATUCS BIA TAKWX OUIHOK,

Ls hiHaHcoBa 3BITHICTE MICTUTL OUIHKW KepiBHMUTBA TOBapWCTBa WOAO BApTOCTI akTvsie, 30608'R3aHb,
NOX0Nia. BUTNAT TA BUIHAHUX KOHTNDAKTHUX 3000R'A3aHE Ll OLIIHKKU rONOBHMM YUHOM BKNKOYANTE

CTPOK KOPUCHOrO BWKOPMUCTAHHA HemaTepianbHMX aKTMBIB Ta OCHOBHMX 3acobis. 3xoc abo
aMopTU3aUia Ha HemarepianbHi aKkTMBW Ta OCHOBHI 33CO0WM HApPaxOBYETLCH NPOTArOM CTPOKY IX KOPUCHOrO
BUKOPUCTaHHA, CTPOKW KOPUCHOrO BUKOPUCTaHHA 3aCHOBaHI Ha OUiHKax KepiBHUUTB2a TOro nNepioay, NPOTArom
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AIKOro akTue npuHocutume npubyTok. Lli CTPoKM NepioauyHO NEepernsnarTbCs Ha NPeaMeT NoAaNbLWoi
BianosigHocTi.

Peseps cyMHiBHux Gopris. BenuunHy pesepsy CyMHiBHUX GOPris po3paxosyioTs 13 3aCTOCYBAHHAM METOAY
abconTHol cymu cymHisHol 3aBoprosaHocTi B pospisi gebitopis. Ha nigcrasi awanisy aebiTopcskol
3aboproBaHoCTi, NOB'A3aHOI 3 peanisauielo NPOAYKUIl, PobiT, NOCNYr NPOBOANTLCR HapaxyBaHHA pe3epay
CyMHiBHUX BOpriB Ha KOXHY 38BiTHy AaTy, Ha AebiTopcbky 3aBoproBaHiCTs NoHaa pik, 8 poamipi 100 %

MNopatku Ta iHwWi obos'aakosi nnavexi B Gwoaxer. LLoAo IHTEpNpeTaull CKNAgHOrO NOAATKOBOrO
3aKOHOAABCTBA, 3MIH y NOAATKOBOMY 3aKOHOAABCTBI, @ TAKOX CyM | TEPMIHIB OTPUMAEHHA MaibyTHLOro
ONOAATKOBYBAHOro AOXOAY ICHYE HEBWU3HAYEHICTb. TOBAPUCTBO HE CTBOPIOE PEIEPBYW NI MOXNWBI HACIAKM
nepesipok, NpoBeAeHWX NOAATKOBUMM OpraHamu.

Hessaxaioun Ha Te Wo ouiHku 6asyloTecs Ha ocTaHHin iHdopmauii, ska Byna goctynHa KepiBHUUTBY CTaHOM
Ha 31 rpyans 2021 poky, y pesynbTati ManbyTHix NOAIN y NOAanblli POKM MOXE 3'ABUTUCA HEOBXIAHICTb
BHECTM y HUX KOPUryBaHHA (y CTOpoHy 36inbleHHs abo smerwenns). Byab-aka amina o6nikosoi ouikv Byae
BWU3HaHa NepCneKkTUBHO Y BiANOBIAHOMY 3BITI NPO DIHAHCOBI pe3yneTaTi.

5. O6nikosa noniTuka

OcHoBHI NpuHUMNK 0BNIKOBOT NONITUKK, L0 3aCTOCOBYETLCS ANA NPEACTaBNEHHA AaHOI (DiHAHCOBOI 3BITHOCTI,
BUKNAAEHO HMKYE,

OcHoeHi 3acobu
Ans yineit Byxrantepcbkoro Ta NoaaTkoBoro 06Niky OCHOBHI 3aCoBK KNACKMIKyIOTLCA 3@ TaKUMU rpyNnamu;

pyna 1 - 3emensHi AiNsSHKA.
Mpyna 2 - KanitankHi BATPaT¥ Ha NONINWEHHS 3eMens.
lpyna 3 - Byaieni, cnopyau Ta nepeAasansHi NPUCTPOI.
[pyna 4 - MawwHn Ta oBnagHaHHs.
[pyna 5 - TpancnopTHi 3acobu.
Ipyna 6 - IHcTpyMeHTH, Npunaaw, iHeeHTap (mebni).
[pyna 7 - Teapuhu.
[pyna 8 - BaraTopivHi HacagKeHHs.
Mpyna 9 - IHWi ocHoBHi 3acobu.
lpyna 10 - BibnioTeyHi hoHau.
Mpyna 11 - ManouiHKki HeoBopOoTHI MaTepianbti akTueu (MHMA).
Mpyna 12 - Tumyacosi (He TUTYNbHI) cnopyau
Mpyna 13 - NpwupoaHi pecypcu.
lpyna 14 - IHBeHTapHa Tapa.
Mpyna 15 - MpeameTu npokary.
Ipyna 16 - foeroTpusani GionoriyHi akTusu

[lo ocHOBHUX 3acobiB BIAHOCATLCA MaTepianbHi akTUBK, SKi NIANPUEMCTBO YTPUMYE 3 METOK BUKOPUCTAHHS X
y npoueci supobHuyTea abo nocTayaHHA TOBaPIB, HAAEHHA NOCNYr, 31aBaHHA B OpeHay iHwum ocobam abo
AN 3AIACHEeHHS aaMIHICTPaTUBHMX | COUIanbHO-KyNbTYPHUX YHKUIA, ONiKyBaHUA CTPOK KOPWUCHOrO
BUKOPUCTaHHA (ekcnnyatauil) akux Binbwe ogHoro poky (abo onepauinHoro yukny, SKWO BiH A0BLUWIA 33 PIK)
Ta BapTicTb Akux nepesuwlye 20 000 rpH (3 23 Tpasrs 2020 poky).

[lo cknagy mManouiHHWX HeoBopoTHUX MaTepiancHux akTusis (MHMA) BigHOCUTK MaTepiansHi LIKHOCTI, WO
NPU3Ha4aKTLCA ANSA BUKOPUCTAHHSA Y rocno/apChKiv AIANLHOCTI NPOTArOM NepIoay, Sk Binblue 0AHOTO POKY
3 AaTv BBEAEHHA B EKCNNyartauilo Takux maTepianbHuX UIHHOCTER, Ta BapTiCTe kX He nepesuwye 20 000
rpH (3 23 Tpaeus 2020 poky).

OB'ekT OCHOBHUX 3ac0BiB BU3HAETHCA aKTUBOM, SKLO ICHYE IMOBIPHICTL TOMO, WO NIANPUEMCTBO OTPUMEE B

MARAVTHRAMY AKAMAMIUMI AUFANK RIN ANFA QUEANUATALNG TA RANTIATL AAMA MAWES AUTIA NAATARIALA BUALAUSLS

MpuaGaHi (cTBOpeHi) ocHOBHI 3acobu 3apaxoByOTLCA Ha BanaHc NIANPUEMCTBA 33 NePBICHOK BaPTICTKO 3riAHO
3 MN(C)BO 7 «OcHosHi 3acobu». OauHuuero 0bniky oCHOBHUX 3acoBiB € 00'EKT OCHOBHMX 3acoDIs.
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MixHapoaHa nigTpumka YKpaiHu 3pocTae 3aBaskv CnpoTusy 30poiHMX cun. edeKkTUBHIA AMNNOMATII Ta
LUMPOKOMY BUCBITNEHHIO NOAIN Y CBITOBUX Media. OCHOBHUMM MeXaHi3Mamu NIATPUMKM € NOCTa4aHHs 36poi,
¢hiHaHcoBa Ta ryMaHiTapHa AONOMOra, HakNaaeHHs CaHKUIA Ha Pocio

Hapani knioyoBUM pPU3MKOM € 3aTAryBaHHs BIMHW HaBITL y pa3si nokanidauii Bovosux Ai. Lle Bu3HaYaTume
HeoBXigHICTb TpuBanoi poBoTH EKOHOMIKM B EKCTPEManbHUX YMOBAX, 3arpoXyBsaTuMme nornubnesHsM ii nagiHHs
Ta 36inbwysatume notpeby B8 Aonomosi Bia naprTHepiB. MMOCKMNKBATUMETHCA BNNMB BiHU | Ha CBITOBY
EKOHOMIKY.

BilHa Ta I nopanblia eckanauis crana OAHWM i3 AOMIHYIOMWX PW3NKIE ANR CBITOBOI EKOHOMiKW Bowa
CnpuYrHUna cMepTi, pyiHyBaHHA, NOTOKM BiKEeHUIB | 3pOCTAHHR UIH HAa EHEProHOCIH T3 NPOAOBONLCTBO HuHI
3ycunna KpaiH-napTHepis CNPAMOBaHI Ha HafaHHR BINCEKOBOI, (PIHAHCOBOI Ta ryMaHITAPHOI NIATPUMKA YKPAIHI
BoaHo4ac CaHKUIAMM CTPUMYETLCA EKOHOMIYHUIA NOTEHWIan pocii. Hacnigkamu siitHn AN CBITOBOI EKOHOMIKW
Oyae nOMiITHe CNOBINbHEHHR BUPODHMUTBA Ta NOAANbWE NPUWBMALWIEHHS HPNAYI [N Ykpaixw
BiAKPUBAKOTLCH MOXNUBOCTI NOCTYNY B EBPOIHTErpaLLil.

CuTyauia npoaoBXye po3BMBaTUCA i TI HACNIAKM HAPa3i € A0 KIHUA HeBWU3Ha4eHuMu. KepiBHWLTBO He MOoXe
nepeaGa4mnTy BCi 3MIHMW, K MOXYTb MaTH BNMMB HA EKOHOMIKY B LINOMY. 3 TAKOX T€. SiKi HACMIAKM BOHU MOXYTh
MaTti Ha (PIHAHCOBMA CTaH Ta pe3ynbTatu AiANbHOCTI Komnawil B MaibyTHeoMy KepiBHUUTBO NPOACBMYE
CTEXUTW 33 MOXNUBMM BNNUBOM BKa3aHWX NOAIA H2 KOMNaHWIO | BXUBATUME BCIX MOXNMBWUX 3ax00IB ANK
3MeHLWeHHA Oyab-aKuX Hacniakie.

Ouinky BNNUBY BiHK Ha NOTOMHY cuTyauilo B KoMmnaHil Ta ouiHKa KepiBHULTBOM Be3nepepeHOCTi AIANLHOCTI
poskputa B MpumiTyi 3.

Micns 3akiH4eHHs 3BITHOrO nepioay A0 4acy onyBnikyeauHA iHaHcoBO! IHdopmauil y hiHaHCoBO-
rocnogapcbkin AisnbHOcTi KoMnaHil He BiAByNocs CyTTEBUX NOAIN, AIKi BUmaranu © KOpurysaHHa Nicns 3s8iTHOMO
nepioay Cym, BU3HaHMX ¥ (DiHAHCOBIN 3BITHOCTI, 200 BU3HAHHA PaHILLE HE BU3HAHWUX CTATen BIANOBIAHO A0 BUMOT
HM(C)BO 6.

B uinomy, 3 no3auuii CbOrogeHHA BaXKO OUIHUTK ManbyTHI HAcniAKU BINCLKOBOI arpecii pocincekol deaepauii
npotu YKpaiHW | CNporHo3ysaT KOPOTKOCTPOKOBY NEPCNEKTUBY PO3BUTKY YKpaiHu B UinOMy @ Komnawii
30Kkpema.

Cyrresi noaii

MNicns 3akiH4eHHs 3BITHOrO nepioay A0 Yacy onybnikyBaHHA iHaHCOBOI IH(opmauii y diHaHcoBO-
rocnoaapcekii aisnbHOcTi Komnawii He BigBynoca cyTTeBUX NOAIR, AKi BUMaranv 6 KOpUryBaHHS NiCNs 38ITHOMO
nepioay CyM, BU3HaHUX y PiHaHCOBIA 3BITHOCTI, a60 BU3HaHHA paHilLe He BU3HaHUX cCTaTei BIANOBIAHO A0 BUMOT
HN(C)BO 6.
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Relevance of the topic. Achieving significant results of the company's activity and
overall business development are inextricably linked to the work of the staff and their level
of motivation. Under crisis conditions, a certain level of motivation or, on the contrary,
demotivation, can both save the business and, accordingly, create additional problems in the
work process.

Problem statement. Wartime requires decisive actions from the management of
enterprises, namely: acceleration of managerial decision-making, flexibility of management
style, improvement of communication processes, ensuring the safety of employees, their
mental health, maintaining their productivity, etc. All this requires the development of new
staff stimulation tools. Given the fact that there is no experience of personnel management
at Ukrainian enterprises under martial law, this creates new challenges for scientists in the
field of management and administration.

Results of the study. For a long time in the post-Soviet countries, more attention was
paid to material and financial resources, the development of the material and technical base
to achieve common goals, and the staff was perceived as a tool that performs work. However,
with the development of market relations, the fundamental role of personnel as a driving
force for the prosperity of the enterprise became obvious, therefore the management began
to pay more attention to the development of labor potential, personnel qualifications,
working methods of motivational influence.

A full-scale war in Ukraine has a serious impact on the labor market. Under the crisis
conditions caused by the martial state, the problems of labor resources became even more
acute: a large number of people lost their jobs, many specialists emigrated, and those who
remained at the workplace lost part of their earnings. According to the International Labor
Organization (ILO), which is a UN agency, about 5 million people in Ukraine have lost their
jobs [1]. Many specialists emigrated: after February 24, 2022, more than 8.3 million refugees
left for Poland, Romania, Moldova, Germany, Hungary and Slovakia. At the same time,
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