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INTERNAL CORPORATE PERSONNEL TRAINING
AS A FACTOR IN MANAGING ORGANIZATIONAL DEVELOPMENT

The article discusses the development of theoretical and methodological provisions and recommendations for
managing the formation and development of an internal corporate personnel training system. In the process of re-
search, the essence and content of the concept of «in-house training» was revealed, the reasons why corporations
create their own systems of in-house training for personnel were identified, and the advantages of creating their own
systems of in-house training in corporations were identified. The goals and functions of internal corporate training in
a corporation are determined, the requirements that training goals must meet, the main types of internal corporate
training programs are highlighted and it is shown what goals of the corporation they serve. A classification of types
and forms of internal corporate governance is carried out and their characteristics are given. The identified classifi-
cation criteria are at the same time parameters of the internal corporate training system. The study provided a com-
parative description of traditional and integrated approaches to organizing the process of internal corporate training,
according to which supportive, crisis and advanced training are distinguished. It is the advanced internal corporate
training of personnel that acts as a tool for organizational changes in the corporation, and, therefore, a necessary
condition for its stable and long-term existence.

Key words: internal corporate training, internal corporate personnel training system, corporation, corporate
governance, personnel management, human capital.

Ywkapenko 10.B., Conosios A.l. BHYTPILULHbOKOPMOPATUBHE HABYAHHA TMEPCOHANY
AK ®AKTOP YIMNPABJTIHHA OPrAHISBALUIMHUM PO3BUTKOM

Y cTaTTi po3rnsiHyTO NUTaHHS PO3pOOKM TEOPETUKO-METOANYHNX MOMNOXEHb Ta pEeKOMeHAaLN Wwoao ynpas-
NiHHA POPMYBaHHSAM Ta PO3BUTKOM CMCTEMU BHYTPILLHBOKOPMNOPATUBHOIO HaB4YaHHA nepcoHany. OgHum i3
OCHOBHWX iHCTPYMEHTIB NPOMECINHOrO PO3BUTKY CMiBPOBITHUKIB € BHYTPILULHBOKOPNOPATUBHE HAaBYAHHS, BaX-
NMBICTb SKOTO B Cy4YaCHMX yMOBaXx 3pocTae. Y npoueci AoCNiMKeHHs Byno po3KpUTO CYTHICTb Ta 3MiCT MOHSAT-
TS «BHYTPILUHLOKOPMNOPATMBHE HABYaHHS», BUSIBIIEHO MPUYMHKU, YOMY KOpropaLlii CTBOPIOTb CBOi CUCTEMU
BHYTPILUHbOKOPMNOPATMBHOIO HaBYaHHSI MEepPCOHarny, BU3HAYEeHO nepeBarn CTBOPEHHS BMACHUX CUCTEM BHY-
TPILUHBOKOPNOPaTMBHOIO HaBYaHHSA B Kopriopauisix. AHasni3 BU3Ha4YeHb BHYTPILLHbOKOPNOPaTUBHOIO HaBYaHHS
nokasas, L0 BOHO pO3rnsa4aeTbCs SK Npouec, cuctema, cxema opraHisauii niarotoBKM AOPOCINX, CyKYMHICTb
BMAIB HaBYaHHs. Po3rnsigaroyum BHYTPILLHLOKOPNOPATMBHE HABYaHHS Y LUMPOKOMY Ta By3bKOMY 3HAYeHHi cro-
Ba, aBTOpPW NPOBENN MOPIBHAMBHY XapaKTEPUCTUKY CUCTEM MPOECIMHOIO HaBYaHHS BCcepeauHi kopnopaduil
Ta nosa Heto. Y pesynbrati 6yno 3pobrneHo BUCHOBOK y TOMY, LLO BENKWKi KoprnopaLii yCBiAOMIIOKTE Nepesaru
BHYTPILUHbOKOPNOPATMBHOIO HaBYaHHS, 34iNCHIOBAHOIO HAaBKOMNO Kopropadii. Pasom 3 TMM Le He o3Havae, LWo
HaB4YaHHS CBOrO NepcoHany BOHW NPOBOAATh TiNbKU BCcepeanHi koprnopadii, MOXMMBI i iHWi (dopMU BHYTPILL-
HbOKOPMOPATMBHOIO HaBYaHHSA. BuaHayeHo Lini Ta oyHKLUii BHYTPILLHbOKOPNOPAaTUBHOIO HaBYaHHS B Kopropa-
Lii, BAMOTY, SIKUM MatoTb BiAMOBIAATU Lifli HABYaHHS, BUAINIEHO OCHOBHI TUMW NpOrpamM BHYTpILLHbOKOpMopa-
TMBHOIO HaBYaHHS Ta NOoKa3aHO AOCATHEHHIO SKUX Linen koprnopawii BOHU crnyxaTb — Wini aganTtadii abo uini,
Lo CNpuAOTb BHYTPILLHIA iHTerpadii. [poBegeHo knacudikadito BuaiB i popM BHYTPILLHLOKOPNOPATUBHOIO
ynpaeniHHA Ta JaHo X XapakTepucTuky. BuaineHi kputepii knacudikauii € BogHo4Yac napameTpaMmm cuctemm
BHYTPILLHbOKOPNOPATUBHOIO HaBYaHHSA. Y Xxo4i AOCHiLKEHHS NpoBeLeHO MOPIBHAMNBHY XapakTepPUCTUKY Tpa-
OUUIMHOro Ta iHTerpoBaHOro NiAXoAiB 4O OpraHisavii Npouecy BHYTPILLUHBOKOPNOPATUBHOIO HaBYaHHs, Bigno-
BiHO J0 SIKUX BUAINAIOTECA NIATPUMYoYe (TpaguLuinHe), Kpu3oBe Ta BUunepeaxatode (iHHoBaLinHe) HaBYaHHS.
Cawme Bunepegxar4de BHYTPILLHBOKOPNOpaTUBHE HaBYaHHSA NEPCOHarny BUCTyNae iHCTPYMEHTOM OpraHisauin-
HUX 3MiH y KOopropalulii, a oTxe, HeobXigHOK YMOBOIO il CTabiNbHOro Ta TPMBANOro iCHYBaHHS.

KnrouyoBi cnoBa: BHYTPILLHLOKOPMOPATMBHE HaBYaHHS, CUCTEMA BHYTPILLUHbOKOPNOPaTUBHOIO HaBYaHHS
nepcoHany, Koprnopaklisi, KopnopaT1BHe ynpaeniHHA, yNpaBniHHA NepcoHanom, NMoAckKui Kanitarn.

Bunyck 51. 2024



AQYKOBMM BICHUK XEPCOHCbKOro AEep>XaBHOro YHiBEpCUTETY

Problem statement. The wealth of any
society is determined by human capital and
natural resources. From this point of view,
Ukraine has powerful potential. Human
capital includes accumulated investments
in such areas of human resource activity as
education and vocational training. In almost
all developed countries, the share of human
capital in the structure of national wealth is
significantly increasing. Therefore, it is very
important to use it effectively to develop
the economy and improve the well-being
of the population. Problems of personnel
development are solved, first of all, through
training and advanced training.

Most companies that have their own
internal corporate training system (ICT)
face similar problems: rotation of managers
and rapid migration of middle management
across internal divisions of the company.
Corporations that have established work on
personnel development and training attract
and retain highly professional managers
and specialists, providing them with the
opportunity for career and professional
growth.

Analysis of recent research and publica-
tions. The theoretical and methodological
foundations of corporate governance, personnel
management, and knowledge management
are studied in the works of such domestic
and foreign scientists and specialists
as: Akoff R., Ansoff I., Milner B.Z.,
Meskon M.H., L.V. Balabanova, O.V. Krushel-
nitskaya, N.D. Lukyanchenko, D.P. Melnichuk,
G.V. Osovskaya, L.B. Poshelyuzhnaya,
0.V. Sardak and others. The works of the
listed authors are of great importance for
the scientific analysis of the place and role
of corporations in the modern economy,
the role, tasks and functions of the
personnel management system as a whole
in organizations. However, the system of
internal corporate training as an independent
object has not been fully explored and
disclosed.

The purpose of the article. Consists of
developing theoretical and methodological
provisions and recommendations  for
managing the formation and development
of an internal corporate personnel training
system.

Presentation of the research material
and its main results. One of the main tools
for professional development of employees
is in-house training, the importance of
which is growing in modern conditions.
The relevance of developing a system of

internal corporate personnel training in a
company is determined by the following
[9, p. 65]: the need to maintain a high
pace of development in conditions of fierce
competition; shortage of specialists with
the required qualifications on the labor
market; inconsistency of the state and non-
profit professional education system with
the company’s requirements; an internal
corporate training system helps the employee
accept the company’s corporate culture,
helps to increase and strengthen integration
into the corporation; it is ICT that makes it
possible to create a knowledge management
system in a corporation, which is especially
relevant and important today; the creation
of ICT is the first critical step towards the
formation of a «learning organization» in
which learning is the basis of all activities.

Training is necessary in cases where:
a person enters a job; the employee is
appointed to a new position or assigned
to solve new problems; it is established
that the employee lacks certain skills to
perform the job; the corporation is preparing
organizational changes. ICT can be organized
in two ways: sending employees to study at
external training courses (open programs) or
organizing training within your company.
ICT can include both training within the
corporation and outside it [6]. Comparative
characteristics of vocational training systems
are given in Table 1.

Therefore, we can talk about ICT in the
broad and narrow sense of the word. In the
broad sense of the word, ICT is a set of all
types of training (both internal and external,
but at the request of the company) provided
by the company to improve the skills of its
employees, which are focused on the needs
of the company and on achieving its goals.
In the narrow sense of the word, ICT is
personnel training conducted within and
on the territory of a given corporation.
The advantages of such an organization of
the educational process are obvious:

— specialists do not leave their company
for a long time;

— the employer can, in a short time, carry
out retraining or advanced training of a
significant number of its employees without
any damage to the production process;

— the development of educational programs
is carried out with the aim of maximizing
the needs of a particular company for modern
knowledge;

— since the work is carried out in a training
group consisting of different specialists
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Table 1
Comparative characteristics of vocational training systems
Inside the | Qutside the
Parameters . .
corporation | corporation

1. Linking the learning process and results with the interests .
of the corporation Tight Weak
2.Control over the content of training programs More Less
3.Adjustments and changes to programs and the learning process Easier More difficult
4.Ability to establish close contacts with representatives of related

p Less More
companies
5. Opportunity to exchange experience: corporate industry More Less
and inter-industry Less More
6.The opportunity to broaden your horizons and realize your Less More
prospects
7. Opportunity to understand the prospects of the corporation More Less
8. The ability to determine the place of your own corporation Less More
in the corporate world
9. Opportunity to strengthen corporate culture More Less
10. Possibility of creating a corporate knowledge management More Less
system
11. Demand for training results in this corporation More Less

: (High) (Medium)

Source: compiled by the author based on [3; 5; 6]

from one company, this contributes to
a more active discussion of the issues
considered in the educational process, their
comprehensive analysis and the development
of comprehensive solutions;

— «team-building» component of
learning process;

— the issues of creating a «single field»
in the company — conceptual, informational,
and value-based — are being resolved.

Each company must decide for itself
whether it is ready to invest in personnel
training or whether management prefers to
hire specialists who already have the required
level of qualifications.

Companies that are ready to invest
money in training their employees believe
that, firstly, it is less risky, because
The company is well aware of the employee’s
strengths and weaknesses. Secondly, it has a
positive effect on staff motivation and team
climate. Employees who have improved their
professional level will be able to solve more
complex problems more easily and quickly.
They will more persistently search and more
often find the best answers to emerging
questions, quickly cope with difficulties in
their work, and respond more flexibly to
external changes. They will have a higher
level of commitment to their organization,
a higher willingness to work for it with
full dedication. In addition to providing

the

employees with the necessary knowledge and
developing their skills required for work,
during the training process students are
given information about the company, the
current state of affairs, the prospects for
its development and the main directions of
its strategy, the prerequisites are created
for understanding and accepting corporate
values, strengthening the desired patterns
of behavior. And finally, thirdly, internal
training is more profitable from a financial
point of view. Of course, the company invests
certain funds in training its employees,
however, these costs are spread over time,
while the recruiters’ fees are too high [5, p. 74].

Many companies prefer to hire «ready-
made» specialists, believing that this way
they save time and money on training of
its staff. However, they may not have
enough time or money to find and purchase
professionals. In modern conditions, it is
becoming extremely difficult to attract highly
qualified specialists to work in a company by
purchasing them from the largest Western
and Ukrainian companies. In addition, a
successful professional manager coming from
another company will not necessarily achieve
the same high results in the new company.
After all, each company has its own specifics.
It should also be taken into account that
successful companies have already developed
their own corporate culture, and attracting
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outside specialists requires quite a long time
for them to adapt to existing norms and
values.

A major challenge for many companies is
retaining trained employees. By investing
money in personnel training, the company
thereby increases the value of its most
important capital — people. However, having
spent a lot of money on training, after some
time they may not have a significant part of
trained workers, since they can be bought up
by other more «savvy» organizations. In this
case, the development and implementation of
special programs that provide employees with
greater opportunities for career development
after completing training, providing more
meaningful and responsible work, increasing
the level of remuneration for their work,
involving them in solving general corporate
problems, and providing opportunities for
participation in corporate governance help
to consolidate employees in the corporation.
trained personnel, obtain an adequate return
on investment in training, and also increase
the motivation of employees for further
training.

The content of ICT is revealed in its
purposes, functions, types, and training
programs offered. When organizing
the learning process, it is important to
correctly formulate learning goals. Like any
goals in management activities, they must
comply with the SMART principle [9].
Requirements for learning objectives are
presented in Table 2.

In addition to general learning goals,
the following characteristics are also
characteristic [7]: goals serve as a guide
in developing the content of educational
programs; they allow you to accurately
determine the requirements for students;
they determine the form of organization of
the learning process and the priorities in
the activities of the subject of the learning
and the organizers of the learning process,
or what final results will be achieved by the
company thanks to the learning; they define
assessment criteria and serve as the basis for
subsequent assessment of the effectiveness
of training; depending on the goals set,
appropriate models and teaching technologies
are developed.

They must be brought to the attention of
all members of the target group of students.
This is necessary so that people understand
why they are being trained and feel
responsible [9, p. 138]. An analysis of the
practice of organizing in-house training of
leading Ukrainian and foreign corporations
showed that the main goals of ICT are:
implementation of a modern management
system and development of the corporation’s
management potential; continuous updating
of knowledge and development of modern
business skills among employees of the
corporation at all levels. More complete
use of knowledge, skills and abilities of
personnel; formation of common corporate
goals and values, development of corporate
culture; ensuring sustainable competitiveness

Table 2

Requirements for learning objectives

N Requirements
) for objectives

Characteristics of requirements

1. |Realism Reachability

2. |Specificity
will be.

Clarity and no reason for dispute.
It must be clear to an external observer what exactly the desired result

3. |Measurability achieved

Characterizes the signs by which one can judge that the goal has been

4. |Consistency

Performance standards must be consistent.
Workers must agree with them

5 Focus on gaining
* |practical skills
of knowledge.

Skills are necessary for students in practical activities, in contrast to
education, the purpose of which is general development in a certain field

6. |Verifiability

Shows whether there is movement towards this goal.

7. |Attractiveness

Must interest the customer and client in achieving them.

8. |Time horizon

The period of time within which the goals must be achieved.

Source: compiled by the author based on [9, p, 38; 10, p. 179]
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of the corporation; preparing staff for
organizational changes.

At the same time, the owner (employer)
and the employee pursue their own learning
goals. Of course, when organizing ICT, the
entire set of goals should be taken into
account. These goals determine the role of ICT
in the corporation. ICT acts as: a method of
closing the gap between the current skills of
employees and the qualification requirements
for the position; a means of building corporate
culture; a way to solve current business and
organizational problems facing the company;
method of staff motivation; a way to develop
the entire corporation.

The design of ICT programs depends on the
goals of the organization. The whole variety
of organizational goals can be classified into
two types: 1) goals that contribute to the
organization’s adaptation to the external
environment; 2) goals that contribute to the
internal integration of the organization and
the preservation of its integrity. Based on
the goals of organizational development, we
can distinguish different types of in-house
training programs, Table 3.

If the first type of programs is focused
on achieving certain performance results
that affect the results of the company as a
whole and are manifested in the external
environment, then the third type of
programs is more conducive to achieving
internal integration of the corporation.
As for team building programs specifically
for corporations, they promote both internal

and external integration. Especially if
training programs involve clients, partners
and other stakeholders. The same applies to
the fourth type of program. The specificity
of ICT in modern corporations is that the
owners and top management of the company
are rarely included in the ICT system, and
this is certainly not true. They are the ones
who must interact with external stakeholder
groups and, at the same time, be able to
organize the interconnected effective work
of subsidiaries.

Programs to prepare for organizational
change should be developed jointly by the
owners, management of the corporation
and its staff. Then participation in them
will be interesting and mutually beneficial
for everyone. Moreover, this will promote
internal integration and reduce resistance
to organizational change. It is obvious
that these programs should be based on
monitoring the external environment and
take into account its influence. Therefore,
their implementation will contribute to the
corporation’s adaptation to the external
environment.

As for the sixth type of program, it is also
focused on achieving the goals of adaptation
to the external environment and maintaining
the integrity of the corporation. Firstly,
corporate culture is a set of values, attitudes,
traditions, beliefs that are shared by the
majority of employees of the corporation.
Secondly, corporate culture manifests itself
not only within the corporation, but also

Table 3

Types of in-house training programs

No Need for training

Teaching method

1 Specialized training programs
(sales, negotiation, creativity training)

Skill trainings, behavioral trainings, professional
business growth trainings

2 |Team building programs

Active group and intergroup activities followed
by reflection of the group process. Business

and role-playing games, analysis of organizational
problems, team building trainings

Development of interpersonal
3 |and intra-company communication,
formation of conflict resolution skills

Sensitivity training, case method, role-playing
games, simulation business games

Lectures, seminars, practical classes, educational

4 |Management training business games, role-playing and simulation games,
internships.
. L. Organizational thinking games, project development,
5 |Preparing for organizational change analysis of organizational situations
Storytelling, trainings, coaching, mentoring,
6 |Creating a unified corporate culture collective forms of learning, acquaintance

with traditions

Source: compiled by the author based on [6; 8]
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outside it. The behavior of any corporation
in the market is a reflection of its corporate
culture, which is the main factor in shaping
the corporation’s image. In conditions when
the composition of the companies included
in the corporation is constantly changing,
while the corporation remains a stable
entity, functioning stably in the external
environment, it is very important for it
that its corporate culture is uniform and
supported by all subsidiaries. Therefore, these
programs today seem extremely important
and interesting.

Two approaches to organizing the ICT
process can be distinguished: traditional and
integrated, combined with organizational
development. In accordance with these
approaches, three types of training can be
distinguished: supporting (or preserving),
crisis, anticipatory (or preventive). The goal
of supportive learning is to master fixed
views, methods and rules in order to work
effectively in known and repeated situations,
to develop the ability of students to solve
current problems. This type of training is
particularly effective in transferring new
knowledge to replace outdated knowledge
and closing gaps in the knowledge and skills
of workers and is intended to maintain the
existing system of activities.

According to experts in the field of
personnel management, in many modern
companies, supportive training is sufficiently
developed and used. Since this type of
training is focused primarily on maintaining
the current situation in the corporation,
the preparation and training of employees
corresponds more with «work in the past»
than with «work in the future» and has little
focus on what may happen to the organization
and activities workers tomorrow. The next
type of training is crisis training, which
depends on the strategy of responding to
any events or current situation. In this case,
training is carried out within a single cycle,
where the focus is on the effective completion
of the task.

Anticipatory (or preventive) training
is focused on the future, preparing the
corporation to work in new conditions.
This variety includes training for the
future and training within the corporation
vertically, horizontally and diagonally.
The development of innovative training
programs should be preceded by a forecast
of the corporation's need for changes in
professional and personnel potential, based

on corresponding changes in the external
environment, in technology and organization
of activities, in the management system.

Anticipatory learning, as a rule, deals with
problems that may be so unique that it is not
possible to learn by trial and error, problems
for which the solution is not yet known and
the very formulation of which can cause
controversy and doubt. This led to the fact
that advanced learning was often ignored.
In this regard, many corporations have
encountered serious difficulties associated
with their own adaptation to changes in the
business environment. Management staff
are usually well prepared for supportive
training. However, the responsibility of a
manager focused on the development of the
company is to ensure the potential for this
development, which is only possible through
advanced training.

As current practice shows, in ICT systems
in modern conditions, mainly the first two
types of training are used. Although, when
building your ICT system, you should focus,
first of all, on the advanced type of training,
since it is this that allows you to develop
all personnel and prepare them for changes.
If in traditional (supportive) training practical
problems are given as illustrations, some
models are described and then applied to the
practical activities of specific companies, i.e.
While in essence there is a reproduction of
already known, clearly defined professional
experience, then with advanced (innovative)
training there is a joint discussion of the
problems of the corporation, where the active
role is played not only and not so much
by the teacher, but more by the listeners
themselves (trainees). They identify and pose
the problem, diagnose and analyze it, and
determine solutions. Moreover, all students
will ultimately implement these decisions
themselves when they return to their
workplaces after training.

Anticipatory (innovative) training is
designed in such a way that students
first consider the organizational change
management model, then, using a specific
example, they must draw up a list of
necessary actions to accompany and support
the changes. At the same time, it is very
important to predict, evaluate and be
prepared for the possible resistance that will
be provided by company employees. Having
discussed a possible reaction to the proposed
changes, students jointly develop forms
(methods) of combating them.
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The above training programs and other
courses help managers strengthen their
leadership position during change. Such
training allows them to study and predict
the process of organizational change and the
behavior of subordinates during this process,
determine the forms of their resistance,
and ways to overcome their resistance to
organizational change. Joint discussion of
problems allows you to exchange experiences,
consider problems from all sides, calculate
the possible consequences of decisions made,
and outline real actions in the context of
organizational changes. Such training acts
as support for organizational changes in the
corporation during the transition to a new
level of development. At the same time, it
is important to train not only managers; it
is advisable to train other categories of key
employees as well. What happens in this
case. They are offered or they themselves
formulate and solve possible problems,
independently determine their tasks in the
process of organizational change. In this
case, resistance is reduced, the tension with
which subordinates encounter all changes is
relieved, and the process of organizational
change occurs more smoothly, without
conflicts.

Conclusions. Thus, ICT acts as a necessary
condition, as a tool for organizational change,
training plays an innovative transformative
role in the activities of the corporation.
The decision on advanced (innovative)
training is made by the corporation's
management, based on its strategy and change
management needs. Innovative training on a
corporate scale can and should be used as a
means of controlled transformation of the
existing experience of both employees and the
corporation as a whole. Naturally, in order

to develop future-oriented personnel, it is
necessary to have a sound corporate strategy,
and for this, in turn, constant monitoring
of the internal and external environment
of the organization should be carried out.
The presence of such a strategy serves as
the basis for planning work in the field of
personnel development and training.

REFERENCES:

1. Babich D. V., Sviderskyi V. P., Chetverikova A. V. (2018)
Modern trends of corporate educational processes and
professional training of personnel at the enterprise.
Economy and Society, no. 16, pp. 241-246. Available
at: https://economyandsociety.in.ua/journals/16_ukr/37.
pdf (available at: 17.04.2024)

2. Huhul O. Ya. (2013) Teoretychni zasady upravlinnia
rozvytkom personalu. Innovatsiina ekonomika: vseukra-
inskyi naukovo-vyrobnychyi zhurnal, no. 6, pp. 194—198.

3. llich L. M. (2007) Derzhavne rehuliuvannia profesiinoi
pidhotovky kadriv: svitovyi dosvid. Rynok pratsi ta
osvita: poshuk vzaiemodii : zb. nauk. st. Kyiv : Takson,
293 p.

4. Nazarova H. V. (2010) Upravlinnia rozvytkom diialnosti
promyslovykh pidpryiemstv : monohrafiia. Kharkiv :
KhNEU.

5. Savchenko V. A. (2012) Orhanizatsiino-ekonomichni
aspekty profesiinoho navchannia na vyrobnytstvi :
monohrafiia. Kyiv : Vydavnytstvo Instytutu profesiino-
tekhnichnoi osvity NAPN Ukrainy.

6. Savchenko V. A. (2017) Upravlinnia
personalu. Kyiv : KNEU.

7. Synytsina Yu. P., Shportko H. Yu. (2022) Doslidzhennia
elementiv suchasnoi systemy upravlinnia personalom:
monohrafiia. Dnipro: Polihraftsentr «Format», 116 p.

8. TkachenkoA. M., Morshchenok T. S. (2008) Stratehichni
napriamy udoskonalennia upravlinnia personalom :
monohrafiia. Zaporizhzhia. 234 p.

9. Richard H. (2013) Euro Managers & Martians. Brussels:
Division of Europublic SA/NV. 264 p.

10. Rudnicki W., Vagner I. (2014) Methods of strategic
analysis and proposal method of measuring productivity
of a company. Zeszyty Naukowe Matopolskiej
Wyzszej Szkoty Ekonomicznej w Tarnowie, no. 2 (25),
pp. 175-184.

rozvytkom

Cmammas nadiitwna do pedaruii 06.06.2024.
The article was received 6 June 2024.

Bunyck 51. 2024



