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INTRODUCTION

The relevance of those work is that human capital management plays
important role in functioning of every organization. By managing functions
effectively, managers can increase organizational efficiency and effectiveness.
Efficiency refers to using the least number of resources possible to accomplish a
task, whereas effectiveness refers to achieving a desired result. Managers need to
be as efficient as effective in order to achieve organizational goals and in order to
Increase effectiveness of an industry in general. This issue is crucial for Ukraine
now, as we are trying to increase effectiveness of industries. By analyzing
management system in big international companies, we can bring new ways of
functioning to Ukrainian companies. Besides, from our point of view we can even
help to raise this effectiveness.

The purpose of this project is to evaluate the competitiveness of human
capital of the transnational corporation, operating on the Ukrainian market, and
propose measures for its improvement in order to achive higher effectiveness.

According to the purpose, the following tasks were set:

- to identify the human capital formation of international corporations from
the theoretical point of view;

- to analyse human resources (Ukrainian and in the world);

- to research the internal and external environment of “PepsiCo’;

- to estimate the level of human capital formation on basis of “PepsiCo” ;

- to develop a complex of measures to increase the effectiveness of human
capital management on the basis of “PepsiCo”;

- to estimate the effectiveness of the proposed measures.

The object of research is the process of human capital formation and
management on «PepsiCoy.

The subject of the study is the theoretical and methodological principles

of the of the human capital formation of the TNC «PepsiCo».
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Analysis of the level of development of the topic. Managers are
responsible for developing and implementing the management process, which
involves guiding the development, maintenance, and allocation of resources to
achieve organizational goals. Dynamic management adapts to meet the needs and
constraints posed by the organization's internal and external environments. In a
global marketplace where changes are occurring at an increasing rate, flexibility
and adaptability are essential in managing an organization. Planning, organizing,
leading, and controlling, actually form a tightly integrated cycle of thoughts and
actions.

Research methods: Different scientific and economic methods and
models were used in the project. The scientific methods, used during the research,
can be divided into general scientific methods applied in theoretical part and
specific scientific methods applied in the practical part of the study. The former
methods are synthesis and analysis, induction and deduction, literature review,
which were used to understand the essence, main features of the object and to
draw conclusions. The latter methods are interview and questionnaire used for
gathering information about the enterprise, comparative and historical methods
used for analysing current state with the past, statistical and mathematical
methods used for estimating financial indicators and effectiveness, and
extrapolation method used for forecasting the future state of the enterprise.

The scientific novelty stems from the summarising, analysis and
comparison of the scientific works of foreign and domestic scientists. The main
key points of scientific researches were defined and used for the practical
implementation for the TNC on the example of “Pepsico” .

The practical novelty is in the development of complex of measure for
TNC to increase the level of their labourforce efficiency, and estimation their
effectiveness on the example of “Pepsico”.

Approbation and utilization of research results: article “Components,
characteristics and estimation of human capital in Ukraine” in collection of

scientific articles “International economics”, KNUTE, Kyiv, 2021.
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As for information support, they are official data from the website of
«PepsiCo» and competing companies, Ukrainian legislation, a study by domestic
and foreign scientists.

Structure and volume of the final qualifying paper. The course work
contains an introduction, 3 PARTS, conclusions and appendices in the form of
financial statements, balance sheet and other TNC's documents. Work consists of
42 pages (without appendices), 10 Tables and 3 Figures.

In the first PART human capital in general is estimated, by comparison in
different countries and from different scientific and statistical resources.

In the second PART TNC Pepsico in Ukraine is investigated: current
position of the company on the Ukrainian market, its labor structure and

components of management.

In the third PART ways for increasing efficiency of company are proposed.



PART 1
RESEARCH OF THE CONCEPT OF HUMAN CAPITAL

1.1. Factors, subjects and priorities of human capital formation

The importance of human capital formation concept in economy of any
country can't be overestimated, as it directly influences economic growth of the
country. However, scientists disagree about which comes first: one group believes
that human capital development leads to economic growth and overall human
development because human capital helps increase national income and society
development; the other group believes that economic growth leads to human
capital development because national income resources are allocated to activities
that contribute to human capital development. In our opinion, there are a lot of
evidences, that these two approaches can exist, as human capital helps economy
and vice versa. They are interdependent and improving one thing, country will
Improve another automatically.

How does human capital work? In general, it is a measure of the skills,
education, ability, and attributes of labour that influence their productivity and
earning power. Human capital, according to the OECD, is the knowledge, skills,
competencies, and other attributes that individuals or groups of individuals
acquire during their lives and use to produce goods, services, or ideas under
market conditions. Two economists, Jacob Mincer and Gary Becker, coined the
term human capital in the 1950s and 1960s. Adam Smith, however, argued that
capital doesn't just include machines and real estate, but also " all of the society's
residents or members' developed and helpful talents"”. It was originally applied to
analyzing nations as a whole but gradually became an important part of
understanding how businesses succeed in a time when innovation and intellectual
property are just as important as factories and land for the creation of value.

Human capital consists of five factors:
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Education, skills, and qualifications. Workers' productivity is determined by their
skills, education, and certifications. Workers and firms spend in education and
training to boost productivity, just as manufacturers invest in machinery that
Increases production. Value is produced through invention and creativity rather
than working with physical things in organizations that specialize in services,
technology, or intangible items.

Work experience. Employees grow more valued as they acquire experience.
Employees might take anywhere from three months to a year to become
productive, according to the Harvard Business Review. When a company loses
an employee due to a competition, a layoff, or retirement, it must invest in
recruiting and training new employees, which is just as expensive as replacing
machinery. As a result, job experience may be viewed as a sort of revenue-
generating capital.

Social and communication skills. It doesn't matter how much knowledge or
expertise employees have in terms of corporate culture and practices, if they can't
communicate effectively or work well with other employees, that knowledge is
of little use. In spheres of business which involve working with customers or
clients social and communication skills of workers are more crucial, as decent
customer service can affect how customers respond to a brand.

Habits and features of personality. For individual workers, habits and personality
features can be a source of value. The employee who has discipline, punctuality,
do everything on time , has a positive view, and can work in a team , creates more
value for company than one who may have the same technical knowledge but
lacks these personal traits and habits.

Individual popularity and image of brand. Image is what makes a company
immediately recognizable to potential clients. Often famous individuals, such as
Ilon Mask, can become iconic figures who create revenue for a brand. Personal
branding and celebrity spokespeople are frequently used by athletic equipment

manufacturers, fashion corporations, and retail businesses to attract clients.
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Speaking about theories, in the classical theory of economic growth, labor
productivity is regarded as an exogenous factor which depends on the ratio
between workforce and physical capital, plus other factors (technical progress),
but the beneficial effect of education on potential growth of productivity is not
taken into calculation . The new theory of economic growth developed in the early
80s comes to correct this shortcoming of the classical theory emphasizing the
Importance of education and innovation, (elements of human capital) in long-term
economic growth. You could also hear about the concepts of «human capital» and
«human resources» and in most cases they are confused. The primary distinction
between "human capital" and "human resources" is that "human capital refers to
investing in a factor. If investments in human resources, including personnel, are
made, i.e., a contribution of financial resources, which is an individual,
corporation, or government expenditure with the goal of increasing capital,
human capital may be regarded as an economic notion. Human capital
Investments are today's planned expenditures that will generate greater revenue
in the future. Human capital is largely concerned with individual economic
behavior, particularly how their acquired knowledge and skills increase their
productivity and income, hence improving society's productivity and revenue.
The society may achieve the desired economic return - both at the individual and
societal levels - by consciously investing its efforts and resources in education
and skills. Many human capital components, on the other hand, impact one's
personal and societal well-being in addition to increasing the efficiency of
individual economic activities.Human capital could also be divided into physical
and mind capital. Physical capital is features, which people possess physically.

And this capital posseses such features:

) Skill levels vary across people. Some have small motor skills, others
great agility, coordination, dexterity. Although we share common physical
characteristics, a select segment develop their skills far beyond the average —e.g.,

the accomplished athlete compared to the weekend athlete.
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o Selected physical characteristics vary in terms of importance and
nature during a life cycle. For many characteristics, a trait develops, experiences
a period of growth, reaches a plateau, and subsequently declines. The peak level
of a skill varies across life and, across people.

o Input/output efficiency is low. A person applies a force of fourteen
units — and the maximum effect is fourteen units — absent products of mind capital
such as the use of a lever.

o Transparency. The presence or absence of physical labor is
observable.

Speaking about mind capital, it is our ability to think. There are such

characteristics:

o Inherent and developed capacity. Compared to physical capital, at
birth inherited resident mind capacity is relatively well developed. Following
birth, mind capacity develops quickly. Brain development is incredibly fast in
function and size. The physical size of the brain quadruples between birth and
about age four.

o Investment, accretion and appreciation. The ratio of development to
investment is incredibly high. Much of the investment is accidental, e.g., time and
experiences add and alter mind functioning and output.

o Incredible efficiency. The input-output ratio for mind capital is very
high. In instances of creative output, the ratio is immense in one sense —
immeasurable in another.

< Capital and output accessible and exportable. Modern technology
allows access to and export of output of mind capital, even across imposed
physical barriers and restrictions.

Priorities also sould be investigated. Human capital is increasingly believed
to play an important role in the growth process, however, adequately measuring
its stock remains controversial. A very common approach to the measurement of
human capital is the cost-of-production method originated by Engel (1883), who
estimated people’s human capital based on rearing costs to their parents. Engel
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considered a person to be fully produced by the age of 26, so the cost of rearing a
person would equal the summation of costs required to raise him from conception
to the age of 25. Kendrick (1976) and Eisner (1985, 1989) were among the
seminal examples of systematically measuring the stock of human capital by a
cost-based approach. Kendrick divided human capital investments into tangible
and intangible. The tangible component consists of the costs required to produce
the physical human being. Intangible investments, by contrast, aim at enhancing
the quality or productivity of labour. They include expenditures on health and
safety, mobility, education and training, plus the opportunity costs of students
attending school. The income-based approach to human capital measurement
even predates the cost-of-production method. Petty (1690) was the first to use this
framework. He calculated the human capital stock of England by capitalising to
perpetuity the wage bill, defined as the difference between the estimated national

income (£42 million) and property income (£16 million), at a 5 percent interest

rate. (Bilinchuk&Sobolieeva, 2020)

1.2. Components, characteristics and estimation of human capital in

Ukraine

It is vital for the company to understand human potential of the country,
where it operates in. To estimate human capital of a country, we can look at
various indexes. There are international indexes, that estimate human capital
development in countries. The most famous is The Human Capital Index (HCI).
The index calculates the amount of human capital that children born today may
anticipate to have by the age of 18, taking into account the hazards of poor health
and education in the nation in which they reside. It's designed to demonstrate how
current healthcare and education outcomes influence the productivity of the next
generation of workers, assuming that children born today have access to the same
educational opportunities and health issues that children in this age range have
now for the next 18 years. The Human Capital Index (HCI) database contains data
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for each of the Human Capital Index components as well as the overall index,
disaggregated by gender, at the nation level. The most recent report was published
in 2020, and the situation with COVID19 was taken into account. The Human
Capital Index is a number that runs from 0 to 1. Let's have a look at where Ukraine

and other developed nations rank in this Index.

Table 1.1
The Human Capital Index (HCI), 2016-2020
Economy 2016 2017 2018 2019 2020
Germany 0,64 0,71 0,74 0,75 0,76
Russian 0,57 0,62 0,67 0,68 0,69
Federation
Poland 0,75 0,73 0,74 0,75 0,76
Belarus 0,69 0,71 0,69 0,70 0,71
Ukraine 0,63 0,64 0,62 0,63 0,64
Moldova 0,52 0,55 0,57 0,58 0,59

Source: based on reports of the The World Bank
The components of the HCI are combined into a single index by first converting
them into contributions to productivity relative to a benchmark of complete
education and full health. Multiplying these contributions to productivity together
gives the overall HCI [4]:
HCI = Survival X School X Health

Formula 1.1 The Human Capital Index
Source: based on report of the The World Bank, 2020

Compared with a benchmark where all children obtain a full 14 years of
school by age 18, a child who obtains only 10 years of education can expect to be
32 percent less productive as an adult (a gap of 4 years of education, multiplied
by 8 percent per year). In the case of survival, the relative productivity
Interpretation is stark: children who do not survive childhood never become

productive adults. As a result, expected productivity as a future worker of a child
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born today is reduced by a factor equal to the survival rate, relative to the
benchmark where all children survive.

So, from the Table 1, we could see, that it is better, when this index is
higher. We have chosen 5 countries to compare Ukraine to. We have chosen some
CIS countries, Germany — the most developed country in Europe and Poland, as
a lot of people compare Ukraine to Poland. In general countries are categorized

in such categories due to this index [5]:

HCI < 0.40

0.40 <HCI <0.50

0.50 <HCI < 0.60

0.60 <HCI <0.70

0.70 <HCI < 0.80

0.80 < HCI

As we can see on the Table 1, European countries like Poland and Germany have
almost the same indexes and they are quite high, but not the highest in the world.
The highest index is in Singapore and it is 0,87. Ykrainian HCI is higher then HCI
of Moldova, but at the same time lower, that this index in Russian Federation and
Belarus. We should mention, that Ukraine performed particularly well in learning,
which state for component School in this index. Quality of schooling—as
measured by harmonized test scores (HTS)—increases with income, too, though
seemingly faster than years of education. The HTS ranges from a score of around
305 in the poorest countries to a score of around 575 in the richest countries.
Ukraine reaches an HTS of 519 in 2020, a level similar to countries like Sweden,

the Netherlands, and New Zealand, which are significantly richer.
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Table 1.2

The Human Capital Index components in Ukraine

Economy | Probability | Expected | Harmonized | Learning | Adult | HCI | HCI 2018 | HCI

of Survival | Yearsof | Test Scores | adjusted | survival | 2020 back 2010

toage 5 School years of rate calculated
school
0.99 12.9 478 9.9 0.81 0.63 0.64 0.63

Source: based on report of the The World Bank, 2020

In the Table 2 you can see components of HCI of Ukraine. As we can see,
Probability of Survival to age 5 is almost 1, which means that almost every child
survives to this age. The probability of survival to age 5 is calculated as the
complement of the under-5 mortality rate. The under-5 mortality rate is the
probability of a child born in a specified year dying before reaching the age of 5
If subject to current age-specific mortality rates. It is frequently expressed as a
rate per 1,000 live births, in which case it must be divided by 1,000 to obtain the
probability of dying before age 5. Under-5 mortality rates are calculated by the
United Nations Interagency Group for Child Mortality Estimation (IGME) based
on mortality as recorded in household surveys and vital registries.

Expected Years of School measures the quantity of education. The
expected years of school (EYS) component of the HCI captures the number of
years of school a child born today can expect to obtain by age 18, given the
prevailing pattern of enrollment rates in her country. Conceptually, EYS is the
sum of enrollment rates by age from ages 4 to 17. Because age-specific enrollment
rates are neither broadly nor systematically available, data on enrollment rates by
level of school are used to approximate enrollment rates in different age brackets.

The Global Dataset on Education Quality is based on a large-scale effort to
harmonize international student accomplishment tests from many multicountry
testing programs to develop a school quality indicator called harmonised test
scores. A detailed description of the test score harmonization exercise is provided

in Patrinos and Angrist (2018), and the HCI draws on an updated version of this
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dataset as of January 2020. The information is compiled from three main
international testing programs: the Trends in International Mathematics and
Science Study (TIMSS), the Progress in International Reading Literacy Study
(PIRLS), and the Programme for International Student Assessment (PISA). [7]

The adult survival rate is calculated as the complement of the mortality rate
for 15- to 60-yearolds. The mortality rate for 15- to 60-year-olds is the probability
of a 15-year-old in a specified year dying before reaching the age of 60 if subject
to current age-specific mortality rates. It is frequently expressed as a rate per 1,000
alive at 15, in which case it must be divided by 1,000 to obtain the probability of
a 15-year-old dying before age 60.

If to compare HCI in 2010 and HCI in 2020, we can see, that it hasn’t been
changed. Anyway, we can anticipate that in 10 years it will increase, because due
to our legislation people will study more, so Expected Years of School and
Harmonized Test Scores will increase.

There is also The Human Development Report (HDR). It is an yearly report
published by the Human Development Report Office of the United Nations
Development Programme (UNDP). Each year report presents an new set of
indices, including the Human Development Index (HDI), which are measures of
average achievement in the basic spheres of human development throughout
countries, and a corresponded key development statistics in addiction to the
report theme. The latest report was in 2020. The 2020 report says that big human
pressures on the planet have ushered in a new geologicalcrisis, the Anthropocene,
or the Age of Humans. As such, the report introduces a new index to account for
these pressures, the Planetary-Pressures Adjusted Human Development Index
(PHDI), which includes a country's carbon dioxide emissions and material
footprint. [10]

Speaking about Ukraine in this report, we can see a lot of indexes of human
capital development and it is mentioned, that Ukraine is country with high

human development.


https://en.wikipedia.org/wiki/United_Nations_Development_Programme
https://en.wikipedia.org/wiki/United_Nations_Development_Programme

Human development indexes
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Table 1.3

Index Gender Gender Multidimensional Poverty Index
Development Inequality Index
Index
Indicator | Value | Group | Value Rank Rank Headcount | Intensity of
(%) deprivation
(%)
Years 2015- | 2015- 2015- 2015- | 2008-2019 | 2008-2019 | 2008-2019
Country 2020 2020 2020 2020
Germany 0.972 2 0.084 20 - - -
Russian 1.007 B 0.225 25 - - -
Federation
Poland 1.007 1 0.115 28 - - -
Belarus 1.007 1 0.118 31 - - -
Ukraine 1.000 1 0.234 52 0.001 0.2 34.5
Moldova 1.014 1 0.204 46 0.004 0.9 37.4

Source: based on report of Human Development Report Office of the United
Nations Development Programme (UNDP), 2019

Let us take a look at Table 1.3. Using the same component indicators as the
HDI, the Gender Development Index (GDI) assesses gender inequalities in human
development achievements by accounting for discrepancies between women and
men in three core dimensions of human development—health, knowledge, and
living standards. The GDI is the ratio of female and male HDIs calculated
independently using the same methods as the HDI. It's a direct measure of the
gender divide, with the female HDI expressed as a percentage of the male HDI.
For 167 nations, the GDI is calculated. Based on the absolute divergence from
gender parity in HDI values, countries are divided into five groups. This means
that both gender disparities favoring males and those favoring females are taken
into account when categorizing. The GDI indicates how much women lag behind

their male counterparts in each dimension of human development and how far
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they need to catch up. It is helpful in determining the true gender gap in human
development accomplishments and in developing policy measures to close the
gap. The lower the gender development index, the more disadvantaged women
are in terms of living conditions as compared to men. We can observe that, despite
Germany's excellent total score in human development, this metric is not very
high. At the same time, countries with a lower overall score have a higher index.

The Gender Inequality Index (GlII) is a measure of disparity between men
and women. It tracks gender disparities in three key areas of human development:
reproductive health (measured by the maternal mortality ratio and adolescent birth
rates); empowerment (measured by the proportion of females in parliament and
the proportion of adult females and males aged 25 and older with at least some
secondary education); and economic status (measured by the proportion of
females in parliament and the proportion of adult females and males aged 25 and
older with at least some secondary education) (measured by the labor force
participation rate of females and males aged 25 and older). The GlI is based on
the same architecture as the IHDI, with the goal of highlighting variations in
accomplishment distribution between men and women. It calculates the costs of
gender disparity in terms of human development. As a result, the higher the GlI
number, the greater the disparity between males and females, as well as the loss
of human development. The GII provides new insights into the status of women
in 162 countries, as well as gender inequalities in key areas of human
development. The component indicators identify areas in which essential policy
intervention is needed, and they encourage proactive thinking and public policy
to address women's systemic disadvantages. In the table 3 we could see, that in
general all countries have this index below the average (below 0,56), but at the
same time Ukraine has the worsest indicator if to compare with countries from
the Table 3. [28]

And the last index, the global Multidimensional Poverty Index (MPI) is an
international measure of acute multidimensional poverty covering over 100

developing countries. It complements traditional monetary poverty measures by
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capturing the acute deprivations in health, education, and living standards that a
person faces simultaneously. The MPI is a collection of poverty indicators. The
following are the explanations behind these measures. The proportion of persons
who are impoverished according to the MPI (headcount or incidence of
multidimensional poverty) (those who are deprived in at least one third of the
weighted indicators). Multidimensional poverty intensity is defined as the
weighted average number of deprivations that poor individuals face at the same
time. The MPI value is a single statistic that combines information from many
deprivations. The poverty intensity is obtained by multiplying the poverty
headcount by the poverty intensity. These measures can be unpacked to show the
composition of poverty both across countries, regions and the world and within
countries by ethnic group, urban/rural location, as well as other key household
and community characteristics.

As we can see, this indicator not available for some countries and it is
measured only for Ukraine and Moldova.

Overall, Germany has one of the highest human development in the world
and it is 6" in this report. Russian Federation is also with highest human
development indices and it is 52". Poland is 35", Belarus is 53™, Ukraine is 74"
and Moldova is 90"

To sum up, human capital is really important for the economy, that’s why it is
really important to know what is situation with human capital in country. It should
be also mentioned, that adequately measuring its stock remains controversial,
that's why there are a lot of approaches to it. There are different indexes and
reports, that help to estimate situation with human capital in country. The most
well-known is Human Capital Index, which shows real situation with human
capital in country and consists of three components: health, education and
survival. Lately appeared indexes, which evaluate gender position and poverty in
society. They are vital, as they help us to look at human capital more thoroughly

and thus analyze it and improve it.
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Conclusions to part 1

The most developed countries are those which have a high level of human capital
development. The functional role of human capital in world development is
realized through qualitative improvement of the human potential of the country,
the formation of the abilities and needs of its population, plus the characteristics
of the contribution of these non-market investments to economic growth,
efficiency and competitiveness. Human capital, like all kinds of capital, is not
objectively predetermined, it is the result of the joint efforts of the man himself,
his family, enterprise, and state. For a person, these efforts are associated with
labor costs, time and financial resources, for enterprises and the state - mainly
with the financial costs associated with economic and social development. The
financial cost of a qualitative improvement of the workforce, which means its
transformation into human capital, takes the form of investment — all kinds of
investments into a person, that can be valued in cash or another form and are
purposeful, that contribute to the growth of labor productivity and increase
income level. It's also vital to understand human capital of particular country.
There are a lot of international indexes, that estimate human capital of the country.
Speaking about Ukraine, we have a high human capital development, but at the

same time we have space to grow in this direction.
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PART 2
EVALUATION OF EFFICIENCY
OF HUMAN CAPITAL MANAGEMENT OF TNC PEPSICO

2.1. General introduction of TNC PepsiCo and basis

of its human capital formation

PepsiCo is one of the world's largest food and beverage manufacturers with
annual sales of more than $ 67 billion. The company produces a wide range of
products, including 23 brands, each with an annual retail sales of more than a

billion dollars.

PepsiCo is one of Ukraine's leading food and beverage companies. The
company is a global leader in juices and juice products, with names such as
Sandora, Sadochok, and Sandorik representing it. Carbonated drinks Pepsi, 7UP,
Mirinda, iced tea Lipton Ice Tea, and mineral water "Aqua Minerale" are all part
of the company's range. The Lay's and Khrusteam brands represent the
corporation in the snack sector. PepsiCo also has a strong presence in Ukraine's
dairy sector with the brands "Miracle," "Slavyanochka," and *Mashenka," as well
as in infant food with the brand "Agusha."

The company is one of the largest investors in Ukraine's economy and
taxpayers in the country's budget. One of the key principles of the company is to
offer its customers a wide range of high quality products. In accordance with this
principle, all PepsiCo enterprises in Ukraine have implemented the DSTU ISO
9001 quality management system, as well as the DSTU ISO 22000 food safety
management system. Control points, which allows to ensure the strictest control
at all stages of production. The company is one of the largest processors of raw
milk, seasonal vegetables and fruits in Ukraine. Today PepsiCo in Ukraine owns
three productions located in different parts of the country: a plant for processing
fruits, vegetables, production of juices and snacks (Mykolayivske village,

Mykolayiv region); plant for the production of juices, carbonated beverages and
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iced tea (Mishkovo-Pogorilovo village, Mykolaiv region) and Kyiv dairy plant
(Vyshneve, Kyiv region), which also houses the high-tech production of baby
food "Agusha”, launched in 2012. In all areas of its operations, PepsiCo around
the world is guided by the principles of responsible business "win responsibly",
striving to win the market and stimulate growth, while maintaining a careful
attitude to natural resources and fulfilling obligations to communities.

At all production sites in Ukraine, PepsiCo is actively working to
implement modern energy-saving technologies aimed at reducing the
consumption of natural resources. Thus, for the period from 2013 to 2018, the
company reduced water consumption by 22%, energy consumption by 4.5%, gas
consumption by 6.6% per ton of output. The history of PepsiCo in Ukraine is a
harmonious combination of the stories of three companies: PepsiCo, Sandora and
Wimm-Bill-Dann Ukraine. The most important LLC in Ukraine is Sandora, that's
why we are going to focus mainly on this LLC. Let's analyze its system of
indicators of financial and property condition of the enterprise.

Table 2.1
Dynamics of PepsiCo financial results in 2016-2020, thousand UAH

Indicator 2016 2017 2018 2019 2020
Income 8124263 | 10344222 | 9744262 | 10404098 | 10534264
Growth rate,% 127 94 107 101
Absolute growth 2219959 | -599960 | 659836 130166
The cost of goods sold 6943241 | 7512321 | 7196337 | 7239933 | 7312455
Growth rate,% 108 96 101 101
Absolute growth 569080 | -315984 43596 72522
Gross profit 1931422 | 2419431 | 2547925 | 3164165 | 3312843
Growth rate,% 125 105 124 105
Absolute growth 488009 128494 | 616240 148678
Operating profit 331244 | 502133 | 481366 | 615637 655638
Growth rate,% 152 96 128 106
Absolute growth 170889 -20767 134271 40001
Net profit 135581 151565 111581 | 593229 603229
Growth rate,% 112 74 532 102
Absolute growth 15984 -39984 | 481648 10000

Source: based on the data provided by an organization [Accessors 1,2,3,4,5]

As the main legal body of TNC «PepsiCo» is Sandora LLC, we will make




21

analysis on the basis of its financial results. In the Table we can see income, the
cost of goods sold, gross profit, operating profit and net profit of this company in
2018 and 2019 and its growth rate and absolute growth. If to compare this

indicators, we see, that during last year they have grown.

Table 2.2
Solvency indicators of Sandora LLC financial results in 2016-2020
thousand UAH

Indicator On On On On On
N 31.12.2016 | 31.12.2017 | 31.12.2018 | 31.12.2019 | 31.12.2020
Immediate (absolute) 0,018 0,021 0,028 0,015 0,022
liquidity ratio
Total coverage ratio
(current liquidity 0,912 0,892 0,888 0,814 0,891
ratio)
Intermediate 0572 0,501 0,562 0,575 0,582
coverage ratio

Source: based on the data provided by an organization [Accessors 1,2,3,4,5]

Let's assess immediate liquidity ratio. It is assessment of the company's
ability to pay short-term liabilities in the near future (shows the share of current
debt that the company is able to repay in the near future); evaluates the
effectiveness of the use of free cash. In the case when the actual value of this
indicator is below the lower limit of the criterion values, the company has a
shortage of the most liquid funds to cover its current liabilities. Exceeding the
actual value of the upper limit of the range of criteria (0.2-1) is evidence of the
inefficiency of the use of free cash (provided a small amount of current financial
investment). In case with Sandora we can see that this indicator is below the,

which means that company can't pay its short-term liabilities.

Total coverage ratio is general assessment of the solvency of the enterprise,
its solvency to cover short-term liabilities, which are assessed not only on time
settlements with debtors and effective sale of finished products, but also the sale
of all tangible current assets during the year. Our LLC is on the lower bound of
this index, which means that it hardly can cover it's debts with assets, that

company has.
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Intermediate coverage ratio is assessment of the degree of coverage of short-
term liabilities only at the expense of cash and receivables (ie excluding
inventories). The optimal index is in the range of 0.7-0.8, which means that our
company again fails to be in the norm of this indexes.

Table 2.3

Indicators of the state and structure of capital of Sandora LLC
In2016-2020 thousand UAH

Indicator On On On On On

= 31.12.2016 | 31.12.2017 | 31.12.2018 | 31.12.2019 | 31.12.2020
Coeffl(_:lent of_own 0.4 0.2 0.1 0.9 0.9

working capital
Coefficient of financial 0.5 0.4 0.5 0.1 0.1
autonomy
Debt ratio 0,3 0,4 0,5 0,9 0,9
Debt coverage ratio 1,0 0,1 1,0 0,1 1,1
Current debt ratio 1,2 1,1 1,3 0,7 0,7
Equity maneuverability 03 04 01 0.7 0.7
ratio ) b ) b b

Source: based on the data provided by an organization [Accessors 1,2,3,4,5]

Speaking about indicators of the state and structure of capital of Sandora
LLC, we can say, that coefficient of own working capital is below the average,
which means, that company has not enough own working capital and more
liabilities. Coefficient of financial autonomy shows, that company highly depends
on debt sources of financing. Debt ratio is assessment of the level of indebtedness
of the enterprise (the indicator shows the share of borrowed capital in its total) ,
and we can say, that in 2018 this indicator was below the norm, but in 2019 it
appeared to be in norm, which means that company get rid of some of its debts.
This index below the average is a prerequisite for reducing the financial stability
of the enterprise and increasing the level of risk of default obligations. Debt
coverage ratio is estimation of the availability of own funds per unit of debt that
provides, if necessary, their return to creditors. The optimal value is> 1-1.5 and
we can see, that in 2018 index was within optimal indicators, while in 2019 it
failed to fit into them. Current debt ratio is assessment of the structure of borrowed

funding sources, level short-term debt in the total amount of the loan capital.
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Equity maneuverability ratio is estimation of the share of the own capital which
Isinaturn, that is, in a form that allows them to maneuver freely funds, and which
Is capitalized. The more this indicator is, the better is financial position of the

company. If to compare 2019 to 2018, this indicator increased.

Table 2.4
Turnover indicators of Sandora LLC in 2016-2020 thousand UAH
Indicator On On On On On
et 31.12.2016 | 31.12.2017 | 31.12.2018 | 31.12.2019 | 31.12.2020
Turnover of current 6,339 4,123 5,339 4.154 4112
assets
Inventory turnover 6,643 8,232 10,642 9,847 9,883
Turnover of 10,786 7.786 9,786 6.886 7.886
receivables
Turnover of accounts 2518 3.328 3518 2352 2332
payable
Productivity 2021 3,231 3.021 2,052 3,052
(turnover) of assets

Source: based on the data provided by an organization [Accessors 1,2,3,4,5]

In general these indicators are characteristics of productivity of use of current
assets(inventory,receivables, accounts payable, etc) of the enterprise. The
decrease in this ratio in the dynamics (units - times) is a negative trend, because
the sale of current assets requires a longer period. That is, other things being equal,
this is a factor in reducing the efficiency of current assets. The increase in the
dynamics of the turnover ratio of current assets is evidence of increased efficiency
of their use (other things being equal), because they quickly turn into money. The
optimal direction is acceleration. The same tendency is good for other indicators.
If to compare these indicators in 2018 and 2019, we can see, that they decreased.

The reason for it is COVID19, as people started to buy less products of this

company.
Table 2.5
Profitability indicators of Sandora LLC in 2016-2020 thousand UAH
Kdicator On On On On On
N 31.12.2016 | 31.12.2017 | 31.12.2018 | 31.12.2019 | 31.12.2020
Return on assets 0,087 0,034 0,035 0,117 0,127
RETIFRRINION cyierit 0,042 0,051 0,082 0,223 0,332
assets
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Proceeding of table 2.5

Return on current assets 0,031 0,031 0,061 0,237 0,137

Return on (unprofitable) 0,079 0,049 0,069 1,481 1,581
equity

Return on borrowed 0111 0227 0,07 0127 0,527
capital

Source: based on the data provided by an organization [Accessors 1,2,3,4,5]

Return on assets and other things is assess the effectiveness of asset
management enterprises, a means of measuring the currency, that is invested in
property and characterizes income generation by the enterprise. Optimally -
maximization of positive value, absence or reduction of a negative value. As we
can see from the trend in dynamics, return on every financial result is bigger in
2019, than in 2018.

Speaking about their human capital formation, PepsiCo’s human capital
strategy is made in order to ensure the right approach to attract, retain, and
develop talents inside of the company. The purpose of strategic workforce
planning (SWP) has always been to get the right people with the right skills in the
right place at the right time. Strategic workforce planning, especially for global
companies, has never been more important. The traditional reasons to plan are
still relevant, but they have been magnified by the increasing complexity of our
operating environments. This complexity is driven by several factors, including
talent diversity and scarcity, new digital technologies and ways of working, and
a broadening set of stakeholders to satisfy. PepsiCo is one of the firms that takes
a results-oriented strategy to work with highly skilled and experienced people in
order to deliver the greatest service and products to its customers. The company's
purpose is to give employees, business partners, and investors with numerous
chances for growth and enrichment. This demonstrates that employees are not
treated as slaves, but rather as valuable assets who contribute significantly to
increased profitability and productivity. Employees are treated with honesty,
fairness, and integrity in order to keep them motivated to keep doing their best
work. The company's human resource management has learned that an

employee's capacity to succeed is dependent on their motivation. The best human
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resource practice is a method or procedure for managing people that has a
beneficial impact on the company's overall performance. This is typically
accomplished by ensuring that employee contentment, motivation, and customer
satisfaction are all significantly increased. When employees are sufficiently
fulfilled as a result of their motivation, they are in a position to give the finest
quality services to their consumers, resulting in customer satisfaction. This
implies that employee satisfaction is directly related to customer satisfactions.

PepsiCo has been tremendously successful in both domestic and foreign
markets because it has been able to satisfy its employees through frequent
training, merit-based promotions, and employee participation in decision-making.
When employees are given uniforms that are comparable, they establish a sense
of equality. Employees have access to learning opportunities such as smart
learning and training that encourages them to work successfully.

Employees are encouraged to perform better by receiving awards and
recognition. Employee contributions are heavily appreciated in this example,
ensuring that employees do not feel like slaves, but rather as essential and valued
assets. The company is dedicated to developing a management style that focuses
on motivating and aligning employees with the organization's ambitions, goals,
and objectives. In this instance, every employee is recognized and encouraged to
work hard in order to achieve both corporate and personal goals.

Employees can learn a lot about organization and personal skills through
training, which helps them grow in their careers. Scholarship programs are
available to employees who want to improve their education. Pepsi's Human
Resources Practices The organization has discovered that training reduces
workplace stress, and that the more training a person receives, the better he or she
will be able to perform. Employees are also promoted in order to gratify them and
allow them to work hard. Employee satisfaction is influenced by a number of
things, one of which is promotion. This is because they believe they are always

progressing within the company.
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Human resource management is a critical component of every
organization's success since it leads to increased productivity and profitability.
Employees are critical to an organization's success because they determine its
degree of performance. In this situation, PepsiCo has become increasingly aware
of its employees' contributions and has rewarded them accordingly.

PepsiCo understands the importance of supporting and promoting the
fundamental human rights of employees by operating under programs and
policies that:

o Support a workplace free of discrimination and bullying

o Eliminate child labor, forced labor, and human trafficking

o Give fair wages, benefits, and other conditions of employment in
accordance with local laws

o Provide humane and safe working space, including safe housing
conditions

J Approve employees’ rights to freedom of association and collective
work

Analyzing data of PepsiCo, we came to the conclusion, that there are such
trends about human capital in PepsiCo:

o Older workers are staying in the workforce longer, making them a
talent pool that organizations can tap for their experience and deep skills. There
are a lot of workers, who are in their working place for over 10 years

. Besides, PepsiCo tries to engage young people, who have just
finished universities, in order to make them future managers of the company

¢ Rotation among jobs and countries are encouraged in company,

especially on senior positions

2.2. Analysis of the effectiveness of human resources formation in TNC

It's obvious, that effective human resource management uses different
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tactics. There are: employee empowerment, training and development, appraisal
system compensation are the main factor for the success of a firm on employee
retention.

On 05.06.2021 there were 3758 employees in the company and their

gender structure is following:

B Women

Men

Figure 2.1. Gender structure of PepsiCo in Ukraine, 2020
Source: based on the data provided by an organization

In the company, they are trying to enhance women involvement not only
on entry-level positions, but also on managerial positions. That's why every
year more and more women occupy different positions in company. They are

struggling to obtain 50/50 women and men in their company.

B Ukrainian
American

M Polish

M Belarussian

Other

Figure 2.2. Ethical structure of employees in PepsiCo in Ukraine, in 2020

Source: based on the data provided by an organization
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In Ukraine, there are 59% of employees of Ukrainian nation. As PepsiCo
is struggling to diversify it's ethic structure, and as there are a lot of rotations,
especially on managerial levels, there are also a lot of Belarussian, Polish and
American people. Most of them come to Ukraine to share their experience, and
average rotation period is 4 years, and then these employees go to other branches

of the company, which are located in other countries.

Middle-level
professionals

Entry-level
positions

Frontline

Figure 2.2. Position structure of employees in PepsiCo in Ukraine, in 2020
Source: based on the data provided by an organization

As we can see from the table 2.8, there are most of all frontline workers,
who perform simple operations and whose concentration is high on plants of the
company. Administrative positions occupy almost quarter of al employees and
then go entry-level professionals (specialists and junior positions), middle level
positions (managers of departments), and executives (top managers).

There are also 6 departments in the company:
Production
Research and Development
Purchasing
Marketing (including the selling function)
Human Resource Management

Accounting and Finance
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Each department performs specific function and is vital. Moreover, a lot
o departments have it's branches (for example Marketing department has branch,
which is called Insights).

Speaking about employees, in average they tend to work 10 and more
years. Especially it concerns frontline workers, who came to the plants in the
1990+ years. At the same time on managerial positions we can witness, that
people tend to work approximately 5 years. Average age of the workers of
company is 35. Also in company there is system of grades, which means that
every employee has it's grade, in dependance of it's level of professionalism, and
salary is connected to this grade. There are 11 grades for frontline workers and 10
grades for office workers. Company tries to provide people with limited liabilities
with workplaces, that's why 8% of people employed are like that.

PepsiCo also has onboarding program for new employees. Onboarding
has been a proven way to get employees off on the right foot. This is 30-day
period, through which employees get acquainted with new workplace, colleagues
and are integrated in the whole process of company's functioning.

Having analyzed structure and human capital elements of the company,
now we are about to analyze how effective is human capital management in
company. To do this there are a lot of indexes.

Table 2.6
Effectiveness of human capital management in PepsiCo in Ukraine

Index Formula 2016 2017 2018 | 2019 | 2020

Indicators of the state of labor potential

Average employee No. Avg =

number [Beginning+Ending]/2 3922 | 4334 | 3958 | 4134 | 3758
Employee turnover (No. of employees

rate % left/ No. Avg)*100% 3,11 5,34 361 | 544 | 149

The ratio of the
main and support
staff

No. main staff/ no.

support staff 03 0,43 0,3 033 | 0,23
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Proceeding of Table 2.6

Average No. Avg =
workplaces number | [Beginning+Ending]/2 o 082 N2V (P2 (\XR°
Indicators of labor capital efficiency
A\ . Total output (money
Pro‘:]UCt'V'ty (n | camed)/totalinput | 311 | 320 | 320 | 340 | 370
ryvna) X
(working hours)
(Amount of time
Efficiency % worked/Standard 85,33 | 90,89 | 91,78 | 91,58 | 91,38
labour hours)*100%
Q) (100+ change in
Laborfggg)‘(‘c“v'ty productivity in 106 | 108 | 1 | 101|102
%)/100

Source: based on estimation of the author

Indexes are divided into Indicators of the state of labor potential, which
show current state of the human capital and Indicators of labor capital efficiency,

which show how effective management run it's human capital.

Average employee number is how many employees were in company
during 2018 and 2020. This number shows, that the biggest amount of employees
was in 2019 and in 2020 it would increase, if coronavirus didn't happened. Corona
crises led to the decreasing amount of employees.

The term "employee turnover rate" refers to the percentage of employees
who depart a company over a given time period. Voluntary resignations,
dismissals, non-certifications, and retirements are commonly included in turnover
assessments. Internal movements such as promotions and transfers are usually
excluded. And we can see, that this rate was the biggest in 2019 and in 2020 it
fell, as a lot of people was afraid of losing and leaving jobs, because level of
unemployment in this period was booming because of coronavirus. Nevertheless,
we can witness, that overall rate of leaving jobs is not high.

The ratio of the main and support staff shows how many support staff and
main staff are there in the company. And it’s obvious, that there are more support
staff, than main staff.

Average workplaces number shows how many job positions available in
the company. We can see, that there are bigger amount of positions, that people

In the company, which means that some positions are waited to be filled. As on
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2020 we can also see that this amount of positions decreased.

Speaking about Indicators of labor capital efficiency, we should mention
Productivity (in hryvna). The national economy, a recession, inflation,
competition, and other external variables can all have an impact on your
company's productivity. They may not be able to control everything, but they can
manage and measure staff performance. Employee productivity has a significant
influence on earnings, and it is possible to measure productivity by person, team,
or even department using a simple equation. We can see that the hourly rate has
grown.

While productivity measures quantity, efficiency measures quality. We
could calculate a very high productivity number per employee.

We can compare present productivity to the standard amount of effort
required for the same result to compare productivity levels against a benchmark.
Multiply the number of standard labor hours by the actual amount of time worked.
Your employees will be more effective if the final number is close to 100. It's
clear that productivity was rising.

Labor productivity index shows changes in productivity and we can see

that it's increasing.

Conclusions to part 2

PepsiCo is one of Ukraine's leading food and beverage companies. In the
market for juices and juice products, the company is a market leader. All of the
company's operating indicators are increasing, and this is due to the fact that it is
constantly developing and implementing new programs, technologies, and
policies in all areas. The company's purpose is to give employees, business
partners, and investors with numerous chances for growth and enrichment. This
demonstrates that employees are not treated as slaves, but rather as valuable assets
who contribute significantly to increased profitability and productivity.The

human resource manager of the company has realized that the performance of an
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employee relies on their capability backed by motivation. The best human
resource practice is a method or procedure for managing people that has a
beneficial impact on the company's overall performance. This is typically
accomplished by ensuring that employee contentment, motivation, and customer
satisfaction are all significantly increased. When employees are sufficiently
fulfilled as a result of their motivation, they are in a position to give the finest
quality services to their consumers, resulting in customer satisfaction. This means
that client happiness and employee pleasure are inextricably linked.

PepsiCo has been tremendously successful in both domestic and foreign
markets because it has been able to satisfy its employees through frequent
training, merit-based promotions, and employee participation in decision-making.
When employees are given uniforms that are comparable, they establish a sense
of equality. There are learning facilities that are provided to employees whereby
they learn smart and training which encourage them to work confidently. That’s

why they have so high levels of loyalty and continuinity of their employees.
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PART 3

WAYS OF INCREASING THE EFFICIENCY OF HUMAN CAPITAL
MANAGEMENT AT TNC "PEPSICO"

3.1. Directions for improving the efficiency of human capital formation of

PepsiCo

As we have analyzed in previous paragraph, in general we can say that
human capital management of TNC PepsiCo in Ukraine is on the high level and
Is due to the most modern international standards. However, there are few things,
that can be improved. Retaining and hiring talented workers who are in it for the
long haul is one of the most difficult difficulties confronting businesses today.
The average length of time a worker works with a company is little over four
years (especially among young employees). Despite the fact that that number has
remained relatively constant over the last decade, businesses are feeling the
effects of a tight labor market and are seeing some long-serving employees
tempted away by supposedly better prospects (and as we know, in Ukraine market
of FMCG companies is quite competitive). A strong employee recruiting and
retention strategy necessitates a strong and dedicated human resources

department.

The first step is to go through your remuneration and perks.
Benchmarking with others in Ukraine and sector isn't always straightforward, but
keeping an eye on what rivals are offering in terms of compensation and benefits
Is a strategic and vital component of recruiting new hires and keeping existing
ones pleased. The firm used to provide tiny increments every year, but rival
companies' raises are bigger, which is why many employees leave, and they may
need to reassess their method. Benefits packages, which are typically a big factor
In a person's choice to take a job, should also be examined. Offering affordable
health insurance and retirement packages is an excellent place to start, but you

should also search for methods to be innovative in order to distinguish your firm
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apart from the competition. In reality, companies are competing for greater perks

and benefits, while employees are looking for better perks.

Then there's communicating and cultivating a positive culture. Some
experts suggest that job applicants are more concerned with the culture and
working environment in which they will be immersed every day than with the
specifics of a job offer. It's critical to express your organization's values, beliefs,
actions, and experiences properly while recruiting. Even more essential, those
attributes must be honestly carried out by every person - it's one thing to talk about
a healthy culture, but it's quite another to have one. Creating a sense of purpose
and a family environment, as well as empowering people and achieving work-life
balance, are only the beginning. This culture exists at PepsiCo, but we believe it

need more validation.

Then there's internal talent development. When PepsiCo is having trouble
finding competent personnel, they often ignore the potential that exists inside its
own walls. Internal talent development can assist in filling tough roles and
increasing retention efforts. Mentors, career coaches, and training opportunities
to learn new skills should be made available, as well as funding for appropriate
programs and certifications. Assist the team in expanding their professional
networks and honing soft skills in order to better communication and social
interactions. Candidates should be informed about the firm's personal and
professional development activities, since this is an important factor to consider
when pursuing a new career with the company. In truth, PepsiCo does the same
thing, but it is not regulated and is left to the department's top management. It
should be governed in corporate policy so that all employees have access to fresh

information.

Putting wellness programs in place. Promoting employee wellbeing is
beneficial not just to their personal health, but also to the financial health of your
company. Healthcare prices are continuing to grow, and creating a comprehensive
wellness program is a smart way to avoid increasing rates. Promoting wellness

programs to potential recruits demonstrates to them that you care about their
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personal well-being as well as their professional success, and it may be a decisive

factor for individuals considering PepsiCo over another company.

Obtaining and maintaining compliance. Complying with the numerous
rules that apply to employers might feel like a full-time job in and of itself. Even
seasoned HR professionals might be overwhelmed by potential changes to the
Affordable Care Act (ACA), revisions for OSHA reporting, assessing employee
exemption status, knowing state requirements for workers' compensation, and

more.

While compliance may appear to be a back-office activity at first
appearance, it plays a critical role in employee recruitment and retention. Know
what questions to ask and what not to ask during interviews, how to react to
employee requests for information quickly, how to keep accurate and secure
employee records, how to handle complaints and harassment claims effectively,
and how to keep an employee handbook up to date. When workers and recruits
witness a dedication to compliance, they have more confidence that they will be

treated fairly and that any issues they may have will be addressed.

Using technology and data analytics. By utilizing a Human Capital
Management (HCM) system, a business may review and manage a wide range of
experiences for its employees. Many HR departments utilize software to process
payroll, but these platforms are frequently insufficient for handling tax forms,
employee records, OSHA logs, and other data. Many functions are automated by
a comprehensive HCM, which also interfaces with payroll. Employees may also
use a protected site where they can manage time off requests and other criteria, as

well as see their personal information.

Individualized attention. Figuring out which method will work best in a
multinational, multiethnic, multigenerational workforce is one of the challenges
of increasing employee engagement. For each individual, the answer could be
different. Brandi Yanulavich, a people and culture specialist at Timberlane, a

Philadelphia-area shutter manufacturer with 70 workers, gives applicants a test
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from The Predictive Index that assesses their specific tendencies, which PepsiCo
can follow. She shares the data with managers so they can see which new hires
seek public recognition and who dislikes speaking in front of groups, for example.
This information is also used to match people to activities that they are most
comfortable with. In one case, a salesman excelled when he was given the
opportunity to educate new staff as a respite from his day-to-day desk job. The
survey results also assist the organization in hiring people who are well-suited to
specific tasks, resulting in better employee engagement. The findings also assist
managers in better understanding their own communication styles as well as what
inspires their teams. In the absence of a personality test, managers can utilize a
simple, low-tech, no-cost method to find out what each of their employees wants:
ask them. However, some tastes appear to be nearly universal. Increased
autonomy and responsibility in the workplace can lead to better levels of
engagement for many people. The freedom to choose when and how they
accomplish tasks often inspires people to do better job. Fortunately, it appears that
many employers are getting it right. According to the Society for Human
Resource Management's 2016 Employee Job Satisfaction and Engagement survey

report, more than 70% of workers are satisfied with this element of their jobs.

Recognizing proudly and loudly and in general increasing reward for
achievements. It's no secret that incentives and recognition can boost employee
engagement. To that aim, businesses must clearly communicate the meaning of
their job. Because that message clarifies how employees fit within the company's
objective and what types of behavior will be rewarded. Workers at Disney, for
example, understand that the client experience is crucial, and they're known for
creating a fantastic environment. As a result, he claims, they are more able to
connect with their professions. Gifts and bonuses, on the other hand, are
frequently given without fanfare. This isn't the case at Yumcorporate !'s offices.
Kazoos, tambourines, horns, and cowbells are pulled out by the leaders. Every
month, a different business president leads a band of employees in a march around

the building, playing "music" in honor of the six or so persons picked for
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distinction, attracting dozens of more people along the way. Yum! employs 1.5
million people across the company and its franchises. Local authorities choose
what recognition entails for their own place and culture. The rewards themselves
are simple: a cape and sunglasses, an Albert Einstein bobblehead doll, and a set
of chattering teeth. Individual winners are motivated by the acknowledgment,
which also serves as a "booster shot™ for involvement across the enterprise. "At
the end of the day, people respond to being recognized," she says. The incentive
system at PepsiCo is silent and insufficient. It would be preferable if management
began to take a more innovative approach. It would appeal to a large number of

individuals, given the firm employs a large number of young people.

Utilising social media in order to communicate not only to consumers, but
also to employees. Social media is the best way to build and increase your
network. It is one of the finest channels to read about what’s latest in HR
technology. You get to know how other organisations are helping their employees

get better at what they do.

In general, we can say, that company's HR management strong, but has
lack of resilience and innovations. We live in the fast-moving world and more
and more young people are seduced by innovative and original approaches. So,
company should increase this aspect in its HR management. Besides, other things
like average salaries increase, perks and benefits should also be estimated again

and adding something new and modern.

3.2. Forecast assessment of the effectiveness of the proposed measures for

PepsiCo

Having elaborated measures in order to increase effectiveness of human resources
management on TNC, we can measure how indicators will improve after

implementing it.



38

Table 3.1
Prediction of effectiveness of human management in PepsiCo for 2022-2024

£\ Index | Formula | 2022 | 2023 | 2024
Indicators of the state of labor potential
Average employee No. Avg =
. number [Beginning+Ending]/2 I3 et | 5P
5 Employee turnover rate (No. of employees 149 1 1
% left/ No. Avg)*100% ’
3 The ratio of the main and No. main staff/ no. 030 | 033 | 023
support staff support staff
Average workplaces No. Avg =
¢ number [Beginning+Ending]/2 38R0 3836 3856
Indicators of labor capital efficiency
Total output (money
Productivity (in hryvna) | earned) / total input 370 | 376 390
(working hours)
(Amount of time
Efficiency % worked/Standard 91,78 92 | 93,23
labour hours)*100%
(100+ change in
Labor productivity index | productivity in 1,06 | 1,08 1,2
%)/100

Source: based on estimation of the authorgth

Supposing that the average employee number will be the same, we would

influence number of employees left. We will try to retain employees. Employee

turnover is a normal part of every organization, but it can be a headache for HR

departments. Every employee that departs takes time to process, let alone the time

spent looking for a successor - waiting for applications, assessing individuals,

holding interviews, and more than likely repeating the process. Employee

retention also boosts morale. It generates a bad work atmosphere when employees

watch their friends and coworkers go. Focusing on staff retention entails

assembling a group of committed, self-assured workers. Employees who stay at a

firm for a longer period of time are more likely to: « Feel more at ease and less

anxious.

* Improve their working connections with coworkers.



39

* Take pleasure in witnessing greater long-term success and reward for their

efforts.
* Feel more a part of a community and a sense of belonging.
» Make a greater contribution to the company's culture and growth.

Aside from the obvious benefits of a more experienced team, each of your
retention activities demonstrates to your employees that they are appreciated.
After all, 79 percent of employees who do not feel appreciated are looking for
other jobs. A continual change of personnel causes a plethora of issues, the most
urgent of which is a loss of productivity for the staff. Naturally, there are concerns
with understaffing: empty jobs might result in delays, overtime, and more

frequent or severe blunders.

Additionally, someone starting a new job has to make strong working
connections with their coworkers and establish reliable communication channels
with them — that social connection greases the wheels of cooperation and boosts
overall efficiency. If the mistakes or misconceptions are substantial enough, time
spent as a result of miscommunication can quickly add up. In reality, it might take
a new employee 1-2 years to attain the same level of productivity as the individual
they replaced. While some turnover is unavoidable, even a slight increase in
workers who stay saves the company a significant amount of lost productivity -

for both employees and HR staff dealing with these transitions.

Other variables, such as productivity and efficiency, might be improved,
and the Table shows anticipated future dynamics based on average increases in

these indices while adopting the above-mentioned initiatives.

Conclusions to part 3

Capturing the loyalty of hundreds or thousands of individuals in one
business enterprise so that they direct their energies toward the goals of the

company is enormously difficult. The goals of the corporation are long-range and
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general in nature—profit and growth. But employees usually focus on short time
horizons to meet their needs in wages, salaries, working conditions, fair treatment,
and promotion. Drawing a connection between these sets of goals is not easy.

Employees' faith in the aims of the company is essential for effective
partnerships between individuals and organizations. However, gaining trust
typically means overcoming years of bad luck and many employees' beliefs that
businesses abuse them. Five or ten workers out of every hundred will have been
dissatisfied or burnt by a work-related experience that was maybe beyond the
company's control. Managerial and personnel officers' efforts to boost morale
may be harmed as a result of their estrangement.

Given that working in a social, industrial operation necessitates the
surrender of numerous liberties, and that organizations acting collectively exploit
that loss of freedom to further their own short-term objectives, the lack of
commitment among the workforce should come as no surprise.

When seen in this light, the quest for a motivated workforce appears to be
an uphill battle. It's flowery idealism to believe that every employee would turn
on and perform with complete dedication to a company's goals. There is an
obvious tension between short-term economic objectives and long-term economic
interests. Employees perceive their part of the pie as being reduced in order to
increase profits for the owners. Furthermore, political forces like as Ralph Nader's
Raiders and the Democratic Party's anti-big-business wing prey on employees'
mistrust of business, the corporation, and managers, whom they regard as out for
themselves and side with their corporate bosses against them.

Big business, directors, the industrial establishment, the boss, the boss's
boss—people naturally despise forces that govern and control them. The anti-
establishment seeds seeded in the late 1960s and early 1970s are bearing fruit,
and more employees than ever are unwilling to submit to the discipline of a trade,
profession, or team. That's why it’s important for company to have effective HR
management and by implementing all this steps mentioned above PepsiCo can

improve HR system.
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CONCLUSIONS AND SUGGESTIONS

Having analyzed human capital formation in Ukraine, in other countries
and on TNC «PepsiCo», we can state that it is important factor of competitiveness
of any country or organization. That s why it's vital to by on the flow with modern
trends in this sphere and always introduce something new, in order to increase
effectiveness.

The process of guiding the creation, maintenance, and allocation of
resources in order to achieve organizational goals is known as management.
Managers are the persons in charge of designing and implementing this
management process in the organization. Management is dynamic by nature,
evolving to suit the organization's internal and external demands and limits.
Flexibility and adaptability are critical to the management process in a global
economy where the rate of change is continually growing. This method is centered
on four major organizational functional areas: planning, organizing, leading, and
controlling. Although these activities are discussed separately in the chapter, they
actually form a tightly integrated cycle of thoughts and actions.

The managerial process can be summarized as follows: (1) anticipating
potential problems or opportunities and designing plans to address them, (2)
coordinating and allocating the resources required to implement plans, (3) guiding
personnel through the implementation process, and (4) reviewing results and
making any necessary changes. This last step gives data for continued planning
efforts, and the cycle begins all over again. The four roles are highly interrelated,
with managers frequently executing more than one at a time and each of them
several times over a typical workday. PepsiCo, an American firm, is one of the
world's top food and beverage companies, with a net sales of 66 billion dollars in
2013 with operations in over 200 countries (PepsiCo 2014). Beginning diversity
management under previous CEO Reinemund, the firm has taken a step toward a
growing trend of global corporations effectively entering new markets. Indra
Nooyi, PepsiCo's current CEO and a champion of diversity, brought another facet
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to the corporation: Corporate Social Responsibility (CSR), as represented in her
company vision "Performance with Purpose."

On the multinational level, PepsiCo is considered to have powerful
management structure. Having analyzed it in Ukraine, we can admit it, but at the
same time in the 3 part of this work there are recommendations how to improve

management structure of company in Ukraine.
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Hepozneoaineuuit BpudyToK (HenoKpHTHH 36HTOK) 1420 (1793757 (2213210
HeonnaueHni Kanmitan 1425 - -
Bumyuennit kaniran 1430 - -
Inun pesepsr 1435 - -
Yeworo 3a pozgizos I 1495 (1727027} (1741 272)
IL. Tobrocrposoni 306on’ s3ams i 3a6eaneucnng
Binetpoueni nopatiosi so00s'n3anHg 1500 - -
Tenciiini 30808 A3amms 1503 - -
JOBrocTPOROB] KPSIHTH GaHKiB 1510 2 400 067 2719086
Inmi oBrocTpoKoBi 30608 A3aHMHN 1515 - -
JloBrocTpoKOB: 3a0e3neuCHHS 1520 30 258 39634
HosrocTpokosi :aGe3neyeHs BHTPAT NEPCOHATY 1521 - X\
Ifimnone dinancynarns 1525 - -
Bnaroaiitua Aomonora 1526 - -
Crpaxosl pesepBH 1530 3 -
¥ TOMY 4HCHI: 1551 - -
PE3ICPB ACBTOCTPOKOBHX 30608 A3aKb
peseps 30HTIREB 00 pesepl HANCHHNN BHILIAT 1532 A -
peseps He3apoOACHHEN npeMili 1333 - -
IHIII CTPaxOBi pe3epBH 1334 - -
TusecTHNiiiHI XOHTparTH 1535 - -
Ilpuzosuit (houn 1540 - -
Pesepn na BHNIATY JDREE-TOTY 1545 - -
Yeworo za posxinom 11 1595 2 430 325 2758720
IIE ToTouni 30608’ stzanis i saGesnewenss
KopoTtroeTpokosi kpejiutH bankis 1600 - 85600
Bereeni puaani 1603 - =
TloToyna KpeauToperka 3200proBaHISTD 38
JOBrOGTPOKOBHMH 30008 A30HHAMH 1610 - -
ToBapH, poboTH, NOCIYTH 15615 1205 060 1398 538
POIPREXYHKAMH 3 G10/DKETOM 1620 4164 43586
¥ TOMY HHOJI 3 TOJATEY Ha NpubyTax 1621 - -
POZPIXYHEAMH 31 CTPAXYBAHHA 1623 4223 2659
PO3paxyHKanMH 3 ONAATH Apaui 1630 12588 14 547
[oroupa KpegKTopebya 3300ProBaHICTE 20 ONSPEAHHNME ABAHCANH 1635 - -
[NoTouna kpeAMTOPCbEA 3300PTOBANICTS 30 POIPAXYHEAME 3 YMACHHKIMH 1640 - -
IoTeuna KpeaHTOpchia 3350prOBAHICTE 13 BHYIPINIHIX pO3PAXYHEIB 1645 - -
ToTouna KpeHTOPCbEA 3a50pTOBANICTE 31 CTPAXOROIO FIIBHICTIO 1650 - -
ToTousni 3abe3ncyeHHs 1660 - -
Joxom MaiGyTHIN NepioalB 1665 - -
Bijictpodeni KoMICIHHT ZOXOMH Bl NEPECTPAXOBHRIB 1670 - -
Ineud movouui 20608 M3aHK 1690 328247 78 988
Yenoro 3a posgisoa HI 1695 1554282 1584318
IV, 3oG0r’azamn, noB’A3ani 3 NeoGOPOTHIMII ARTUBAMH, 1700 - -
FTPUMYBAHHMIL ATA NPOJAKY, Ta TPYOasi BRGVITa
V. Hucra papricTh AKTHBIB HeepAaBNOre Renciiioro gonay 1808 - -
Bananc 1900 2 257 580 2 601 766
Kepiuins Apocnasesknii Pesike IropoBu

T'osoBrmnit Syxramrep

Kopuienro Terana Mukonaisaa

1 BuanavacThel B NOPSIKY. BCTAHOBACHOMY UCHTPAALKMM OPIaHOM BHROHABMOT B/IajH, 1O Peasisye JSpikaBHy NOMTHKY ¥ cHEp! CTATHCTHRH.
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KOJIH
Mara (pik, Micqup, uneno) | 2017 | 01 [ 01
ITianpnemerse  ToBapucrse 3 obnmexenor siamosinaasuictio "Cangopa” 3a €JPIIOY 22430008

(AAHMEITYBAHHA)

3sit npo pinancoi pezyasraTn (3BiT npo cyrymamil Joxin)

33 Pir 2016 p-
Popma N2 Kopg za JIKV] 1801003

3a anagoriunuii

I. PIHAHCOBI PE3YJBLTATH

Crarest Kon 3a spiTHHI nepion
pagKa nepioz ONEPEeTHLOTO
poKy

1 2 3 4

Uncruit noxin BiA peanisauii npoaykuii (Tosapis, poir, mocmyr) | 2000 7 060 300 6 0356 840
Yucmi sapobireni cmpaxoel npemii 2010 - -
npeMii HIOnucCani, 8aI08A CYMA 2011 - -
npemil, nepedani y nepecmpaxyeaHus 2012 - -
3MIHG pe3epay He3apobIEHIEX nPeMITl, 6aR06a CYMA 2013 - -

IMIHG HACMKN NEPecmPaxoeuKie ¥ pesepel Hezaponentx npemisi | 2014 - -

CobipapricTs peatizosanoi npoaywLil

(ToBapiB,pobiT, MOCAYT) 2030 | ( 3134466 ) |( 43558330 )
Yucni nodeceni 301mru 30 CIpAXosuMY GURIQMaMY 2070 - -
Banosnii:
npubyTOK 2090 1925 834 1 498 510
3buTOK 2005 | ( - Y| ( - )
Hoxio (eumpamu) 6id 3minu ¥ pesepsax 00620CINPOKOGUX 2105 - -
30606 A30Hb
Hoxid (sumpamu) 6id sminu inume: cmpaxoeux peepeie 2110 - -
SMIHG THUIX CIPOXO6UX PE3EPETs, 8AI0Ba CYMA 2111 - -
SMIHQ HACIKY NEPECPaxO8URIe & THUME CIMPAXOeUX Pe3epeax 2112 - -
T onepari#iai aoxomm 2120 430 061 876 833
Y BOMY HUCHE: 2121 - -

Ooxi0 6i0 sMinu eapmocni axmmiGie, AKT OYTHIOIOMBCA 30
CHPAgeOINGOI0 BaAPINICINIO

00Xi0 610 NEPGICHOZ0 GUIHAKHA BIONOZIUHIY aKIIGIE | 2122 - -
Cinbehko2ocnodapcyroi npodyryii
doxio 6id suropuUCmanHa KOWINTG, GUEITbHENNX 8i0 2123 - -
OHOOINKVBOHHA
A TMIHICTPAaTHBHI BUTPATH 2130 | ( 160 621 YO 167442 )
Butpartu Ha 36yt 2150 (¢ 1579804 | ( 1297972 )
Irmui oriepauiitai BuTpare 2180 | ( 454 779 YO 880730 )]
¥ BOMY wieni: 2181 - -
gumpamIL 6i0 IMIHN €QDIMOCINT QRINUGIE, AKT OYIHIOWORILCA 3a
CHPAEEOAUBOIO BapINICIIO
sumMpamit 6i0 NEPEICHO20 GUIHAHHA BIOROIYI aRIMUGTE | 2182 - -
CIBCLR020CHO0PCLROT POOVKYTT
dinancorii pe3yaLTaT By onepauiinel AL ILHOCTI:
puGyTOK 2190 160 691 29219
36uToK 2195 | ( - )|« - )
Hoxon Big yuacT B kamrani 2200 - -
I (piHaHCOBI A0X0aM 2220 2942 999
Tnm moxomm 2240 310672 765 411
Y momy uucni: 2241 - -
Ooxid gid Gaazodiitioi doromMozn
Dinancosl BUTpaTH 2250 | ( 296 309 Y1 302143 )
Brpatu Bix yuacTi 8 karmutas 2253 - Y 1< - )
Iomm suTpaTH 2270 | ( 640 386 J1( 1623176 )

IIpubymor (36umox) 6io ennuey inghnayii na movemapni cmammni | 2273 - -




MpoposxKeMHs gogaTka 2

Dinancosiii Pe3yALTAT A0 OLIONATKYBAHIIS:
TIpHBYTOK 2290 - -
30MTOK 2295 | ( 462 390 JLO 1125690 )
Burpats (10xiz) 3 nozaTky Ha npuByTOK 2300 42936 135 791
IpubyTok (30MTOK) BiA APHUITHHEHO! AiLTEHOCTI TMICTA 2303 - -
OTIOAATKY BAHHS
Yiteriit piHaAHCOBHIT pe3yabTaT:
TpubyTOK 2350 - -
36MTOK 2355 | ( 419 434 YL 989859 )
1L CYKYTIHHH JOXI1J
3a anaaorivanii
Crarra Kox 3a 3siTHIIi nepiox
psyiKa nepiox NOHEPEIHLOro
POKY
1 2 3 4
Hootrka (yUiHxa) HEOOOPOTHMX AKTHMBIE 2400 - -
Hoonixka (yriska) (GiHAHCOBHX IHCTPYMEHTIB 2405 - -
Haxormmeni kypcosi pisuumui 2410 - -
YacTia iHHIOro CYKYITHOrO JOXOMY ACOLIHOBAHIX TA CIILILHHX 2413 - -
T ATTPHEMCTB
s ey sy mamil zoxin 2445 - -
Tumumii cyxynHiii J0XiA 10 00ATKYBAHES 2450 - -
TToxarox Ha npubyTOR, OB SI3aHMH 3 THILMM CVKYTTHHM JOX0I0M 2455 - -
THmmii cyxynHuii oXix micst 0noJaTKyB AHHST 2460 - -
Cyxyuunii goxin (cyma psxin 2350, 2355 Ta 2460) 2465 (419 434) (989 899}
III. EJJEMEHTH OHEPAIITHHHEX BUTPAT
3a ananoriuxmii
Hassa crarri Koa 3a 3piTHnii nepion
psaaKRa nepion NoNEPEesHbLOre
PORY
1 2 3 4
Marepiansm 3aTpaTd 2500 4123 679 2631212
Burparu Ha ommiary npawi 2505 398 578 350 557
BiapaxyBaHHs Ha COLUaNBHI 38X0TH 2510 69 998 103 204
AnoprHsania 2513 165 528 174 346
Izmi omepaniini suTpary 2520 1 667 064 1036102
Pa3zom 2530 6424 847 4315421

IV. PO3PAXYHOK IIOKA3HUMKIB IPUBYTKOBOCTI AKIIIIH

3a araaoriasii

Hazea ctatTi Kon 3a 3siTHuii epiox
paaRa nepion nonepeHLoro
POXyY

1 2 3 4
CepezHbopiuHA KIIBKICTE TTPOCTHX AKLIH 2600 - -
CKOpHroBaHa CepeIHLOPIYHA KLTHKICTD IPOCTHX AKINE 2603 - -
UuncTuit npubyTox (36KMTOK) Ha OTHY TIPOCTY AKIHI 2610 - -
Cxopurosanuit vucTHd npudyToK (30MTOK) Ha
QNHY ITPOCTY aKLII0 2615 - -
JwBlaesmm Ha 0aHY HPOCTY AKIHED 2630 - -

Kepisnur Slpocaasceruii Menike Iropoeuu

I"omosunii Syxrarrep Kopnienro Terana Mukomaisua




[ignpicyerno  TopapricTBo 3 ofxeenolo Binnositaasnicrio ' Cargopa'

Jara (pik, Micsub. YACHO)
3a CAPIIOY

(naiiyeHyBaHH)

3BIT (PO PYX FPOWOBIX KOIUTIB {32 IPAMIIAT METOI0M)

58

Accessor 3

KOJA
2017 01 [0l
22430008

3a Pix 2016 p.
: (Dopnia N3 Kop 3a ,?IKYJI
Crarra Koa 3a spiTHH IEpiox 3a aHanorivHumit nepion
TIOTICPEHBOTO POLY
1 2 3 4
L Pyx kowrig y pesyabrari onepaniiinot aisnsuocti
Hazxomxenns sig;
Peanisauii npoaykiii (rosapis, pobiT, mocmyr) 3000 8172962 6975114
TloBepHenHa noaaTiis 1 360pis 3005 - -
Y TOMY {HCII HOZATKY Ha JOAAHY BAPTICTH 3006 - -
I{urboBore (iHAHCYBAHHS 3010 - -
Haaxomxenrs B1x orpuMaHHs cvBeu i, noTanii 3011 - -
HaxxomoxeHHS ABAHCIB B1X NOKYIILIE 1 3aMOBHHKIB 3015 - -
HaixoZaeHHST B1A IOBEPHEHHS ABAHCIB 3020 - -
HazxomxeHna BlA BizcOTKiB 30 3QATHIIKAMH KOLITIE HA
TIOTOUHHY. PAXYHKaX \ 3025 2 883 884
Hamxomxerna six GopsxHikis HeyeToMKH (mrTpadis, noHi) 3033 10%6 338
Hanxomrerus sl opeparditaol opermx 3040 - -
Hazxemkerns Bl OTPHMAHHS POSUITI, ABTOPCLKHX 3045 - -
BHHAaropox
HazxomxeH s BIA ¢TpaxoBux DpeMii 3050 - -
HaaxomxeHHs (DiHAHCOBHMK VCTAHOB Bl MIOBEPHEHHA MIO3FK 3033 - -
B HaIX0 TKESHHS 3093 323 228 511 305
Burpauanss Ha onnary:
Tosapie (pobit, mocmyr) 3100 |( 7435 161 3( 6289912 )
[pawi 3105 [( 313 910 J( 283615 )
BinpaxyBaHp Ha COLIANLHI 3aX0TH 3110 ( 71 087 ( 115645 )
30608 A3aHL 3 NIOAATKIB 1 360piB 3115 [( 165 005 J( 75269 )
Brrrpauanma Ha onmary 30608'a3ads 3 nojaTy va mpubytor | 3116 |( - M( - )
Burpauamns ua oraty 30608'13aHE 3 OZATKY HA A0NAHY 3117 ( - ( - )
BapTicTs
Burpavanna Ba ommaty 30608'a3a6s 3 iHmmx nonatkie i 36opis | 3118 |( - M( - )
Berrpauanns Ha ortaTy aBascis 3135 | - )( - )
BuTpauaHHst Ha 011aTy IIOBEPHEHHs aBAHCIB 3140 i - ( - )
BurpagasHs Ha OTIIATY ULTLOBHX BHECKIB 3145 | - M - )
Burpauanns Ha oruaty 30008's13aHE 38 CTPAXOBHMHU { N( )
KOHTPaKTAMH 3150 - -
BurpasarHs iHAHCOBHX YCTAHOB HA HAaAAHHA NOZHK 3153 [ - N( - )
I[HIN BUTpaYaHHs 3190 334770 N( 316 276 )
Yucruii pyx kowrris Big onepaniitoef AiganHocTi 3195 180 236 207 324
iI. Pyx KomITiB ¥ Pe3yAbTaT] IHBECTHETIHOT JisSIBHOCTI

Harxomkenssa Bia peanizatii:
GIHAHCOBHX IHBECTHILN 3200 - -
HeOOOPOTHMX AKTHBIR 3203 4136 4349
HazxomKeHH s BLY OTPUMAHHX:
B1COTKIR 3213 - -
IHBiICHAIB 3220 - -
HanxomkeHH: BIA JepHBATHEIR 3225 - -
HamomKeHHA BIJ NIOraeH s mo3uK 3230 - -
BamxomkeHHs Bix BUOYTTS AQUIPHBOIO MLINPUEMCTBE T
1HIO! rOCITOAEPCHKOL OIMHHLLI 3235 - -
a1 Ha X0 HKCHHS 3250 - -
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Burpauares Ha ripHabaHHs:
(D IHAHCOBHXN 1HBECTHILH 3255 [{ - ( - )
HEOOOPOTHHR AKTHEIB 3260 |( 123 634 (¢ 92 506 )
BunaaTtu 3a sepusaTHBaMM 3270 |( - M( - )
BurpauaHHa Ha HaZAHHS TO3UK 3275 |( - H( - )
Burpayannug Ha npuabama J0UIpHEOTO MATPHEMCTEY Ta ( )€ )
1HINO] roCIIONAPCHKOT O AMHMLI 3280 - -
e aTesx 3290 |( - 3|{ - )
YucTuii pyx KonrriB Big inpecringiiinol JsuibHOCT 3295 -119 498 -88 157

HI. Pyx xowTis y pesynbpTarTi iiiancosol MAALHOCTI
Hamxomxenna Bix:
BiacHOro KamTaty 3300 4035 209 -
OTpUMaHHA TO3HK 3305 1158 965 3594 850
HaaxomxeHss Blg NPOJaXy YaCTEH B AOHIPHEOMY
I IMPHEMCTBI 3310 - -
IHm Ha IXOMKEHELT 3340 - 5000
Burpauanns Ha:
BuKvTE BITACHHX aKiii 3345 |( - |( - )
Morameno mosux 3350 1631 007 3 808 659
Croary auBineHIIE 3335 |{ - )( - )
Burpauanus Ha croiaty BIACOTEIR 3360 |( - )( - }
BurpauanHa Ha cruiaty 3a0oproBaHocTi 3 (hiHaHCOBOT 3365 |( - )W - }
OPEH M
Burpasansa na ripuabaHHS YaCTKH B JOYIPHBOMY { Y )
M ATPHEMCTBI 3370 - =
BurpauaHms Ha BUIDIaTH HEKOHTPOIBOBAHMM JaCTKaM ¥ ( ( )
JOUIPHIX T JIIPHEMCTBAX 3375 - -
Tami mraTesxt 3390 |( - i 1444 )
Yueruii pyx kowris Bia dinancoroi giganrocTi 3395 -66 833 -210 253
Hriernii pyx rpoImoBHN KOWTIB 34 3BiTHHI nepiod 3400 -6 095 -91 086
3aMMIIOK KOIUTIE HA IIOYATOK POKY 3405 56242 128 570
Brinwe 3MiHH BRTIOTHEX KYPCIB Ha 3QIMIICK KOIITIR 3410 (1 806) 18 758
3ATHMIIOK KOIUTIE HA KIHELE POKY 3415 48 341 56 242

KepiBuug Apocnascnknii Pesnire Iroposng

Tonopamii 6yxranTep Kopuienico Tersina Muxoaaisua

KautaHuis Ne1

Nignpuemcrso: 22430008 TOBAPWUCTBO 3 OEMEXEHOIO BIONOBISANBHICTIO "CAHOOPA"

HokymenT: S0100308 3. 3BIT Npo pyx rpowoBKX KOLWTIE (32 NDAMUM METOAOM)

thaiin: 4823300224300085010030310083117122016. XML

3a nepioa; Pik,2016 p,

JOKYMEHT AOCTaBNEHO [0 HeHTpankHEro pieHa JepxarHol NogaTkosol cnyx6un YrpaiHy 03.02.2017 8 17:10:58

rianvcy AOKYMeHTa:- NepLUvi - nevaTka, 22430008 TOBAPUCTBO 3 OBMEXEHOK BIANOBIDANBHICTIO *CAHIOPA",
ceprudpikat Ne 01000000000000000000000000000000068abbf2e, sngasHuk UA-36865753-0114 ALICK TOB "LieHTp
cepTudikauii Knovie "Ykpaika” _

- APYTWiA - gupekTop, 2608915358 APOCHABCEKIAM @.1., ceprudikat Ne 0100000000000000000000000000000008ahbbf20,
BuAaBHUK UA-36865753-0114 AUCK TOB "LienTp ceptudpikauil knodis "Ykpaina"

- TpeTii - ByxranTep, 2748513960 KOPHIEHKO T.M., ceprudiikat Ne 0100000000000000000000000000000006abbf44,
EUpasHUK UA-36865753-0114 ALICK TOB "LieHTp ceptudixauii knkovis "Yxpaika"

JOKYMEHT 3EEPEXEHO HA LEHTPANBHOMY PIBHI.

Hepez nesHri yac nonBaiTte npo npritom KRMTaALT N22 wono pesynsTaTie Repesipkk Ta NPUAHATTR/HERPUAHATTA
Baworo enexTpoHHoro 3s8iTy Ha paroHHOMY piBHI.

BiaapasHKK: ABTOMaTH30BaHa cucTema "E1He BIKHO NOAaHHA 8NeKTPOHHOT 3BiTHOCT" OPC Ykpaiuu, sepein 2.2.10.19




Nianpuemcteo

ToBapucTso 3 o6merKeHolo BignosiganbHictio "CaHgopa"

[OaTa (piKk, micalb, 4nMcno)

3a

€fpPnoy

(HalimeHyBaHH#A)

3BiT NPO BNIaCHMIA Kanitan
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Accessor 4
KOIH
2018 | 01 | 01

22430008

HORYMEHT NPVVIEZ -
OKYMEH

3a Pik 2017 p.
®opma N4 Kop 3a OKVA 1801005
Kon 3apee- |Kamitaay| Jlomar- | Pesep- | Heposmo- | Heo- | Bmry- Beboro
psaa- CTpoBa- OOWiH- | KOBHI BHUI JiJIeHU I mia- | vyeHuit
Ka HUH Kax KamiTajg | Kamitaj | npulyTok | 4eHuil |kamitaj
Crarrst (naiioBuii) (HemoKpu- | KamiTas
KaniTasua THIl
30MTOK)
1 2 3 4 5 6 7 8 9 10
3aMII0K HA 0YAaTOK
poKy 4000 463 682 - 8 256 - (2 213 210) - - (1741272)
KopuryBanns:
3miHa 001iKOBOT
MOJIITUKA 4005 < ; s - - - 3 \
BurmnpapiieHHS] TOMIIIOK 4010 - y 3 - \ < - -
THmm 3miau 4090 ] - i - - - - \
CxopuroBaHuii 3a;im-
LIOK HA I0YATOK POKY 4095 463 682 - 8 256 - (2213 210) - - (1741272)
Yuctuii npudyTox
(30MTOK) 32 3BiTHH
nepioj 4100 - - - - 12 214 - . 12 214
Inmumii cykynumni
OXia 3a 3BiTHHI
nepiosn 4110 ) - p ' ' g ; |
Joorrinka (ymiHka)
HEOOOPOTHUX aKTHBIB 4111 - - - - - - X -
Joorminka (yIiiHka)
¢inancosux incrpymenris | 4112 - - ] 1 X 3 - \
HaxormueHi KypcoBi
pi3HuLL 4113 - X S \ - \ \ ;
HacTka iHIIOTO CYKyIHOTO
Imoxo/ Ty acoliioBaHMX i
CHUTPHUX MiANPUEMCTB 4114 - - . - - - i 3
[Hmmi cykymHui 1oxin 4116 - 3 - 3 - - 3 -
Po3noaisa npudyrky:
BunnaTtu BracHukam
4200 2 - - - 3 i i <
4205 : X { - - - . -

4210
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Cyma grcToro npudyTKy,
HaJIe)KHA JI0 OFOKETY
BIIIOBIHO 10

3aKOHOZAaBCTBA 4215 \ - - .
Cyma 9uctoro npuoyTKy
Ha CTBOPCHHS
CHeLiAIbHUX
(uipoBUX) (HOHIIB 4220 - - N -
1 2 3 5 7 10
CyMa 4ucToro mpuoyTKy
Ha MarepialibHe
320XOYEHHSI 4225 d - i \
BHecku yuyacHHKIB:
Brecku 1o kamitany 4240 d - - -
[Torarenns 3a6opro-
BAHOCTI 3 KamiTay 4245 - - - )
Buusyyennsi kamirasy:
Bukym axiiit (4acTok) 4260 g 3 \ :
ITepenponax BUKyII-
JIEHHX aKlliii (4acToK) 4265 - 1 - -
AHYTIOBaHHS BUKYTIJIE-
HUX aKIii (4acTOK) 4270 - - - -
Bunyuyenns yactku B
KarmiTai 4275 - - B, }
3MeHIIeHHS HOMiHAJIb-
HOT BapTOCTI aKIlii 4280 - - - -
[H1mi 3MiHM B KamiTami 4290 < - > <
[Ipun6anus (mpojax)
HEKOHTPOJIbOBAHO1
YaCTKHU B OYIPHHOMY
HiiIPUEMCTBI 4291 > - \ -
Pa3om 3miH y kanitaJi 4295 . - 12214 12214
3a/IMIIOK HA KiHelb
POKY 4300 463 682 8 256 (2 200 996) (1729 058)
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Accessor 5

Jonatok 1

a0 HanioHankHore monowe A (CTaHASpTY)

GyxranTepcexore adkiky 1 "3araibHi BHMOTH Ao GiHRHCOS9] 3

BiTHOCTL"
E_____:_,._—-—::::g

_ .gaomg
o i i 0T T
TTianpHemeTBo TopapiicTBo 3 ofive § inaanuictio "Cangopa” sa SIPTIOY 22430008
Tepsropin MPICOJTAIBCBKA 3a KOATYY 4823583201
Opranisagiiiaoc-npanosa Gopma rocNoAPIOBANILL L OBapHETRO 3 06MEKENOI0 BLANOBIAATLIICTIO 3a KOIer 240
BH eKOHOMIYHOT MIMILHOCTL Hecnentianizopana ONTOBA TOPTiBIEA IPOIYKTAMH XapuyBak s, HAEOAME T8 3a KBETE 46.39
TIOTIOHOBHMH BHPODanH
Cepeari KiAbKicTh TpaliBHHKIB 1 2953
Anpeca, Teaedon c. MUKOJIATBCEKE, BITOBCBELE PAFIOIL MEKOJIATBCHIA oba., 57262 581040

OiHRHLS BUMIpY: THC. IPH. Ge3 NeCATKODOTO 3naka (OKpiM posaidy IV 3sity npo ¢inancosi pesyistarn {3sity npo cykynmuit noxin) {(opaa

Nel), rponIoBi fIoKa3iHKHK SKOTO HABOJATECS B TPHBHAX 3 KOMIAKaMH)
Crnafeno (3poSHTH ne3Hauxy V' y BlanosiAniH KmTHEI )

38 TIOFOHEHHAMY (CTAMARPTIAMN )} SYXTHITEpPCEKOTO 0DMKY

33 MEKHAPOMIKMHE CTAKIAPTAMH (iHancoBol ssitiocTi

Banaune (3sir npe dinanconii cramn)

v

na 31 rpyaun 2817 p-
®apua Nel Kogza ,B,T\S',Hl_l—s-ﬁr
Kox Ha noyarox Ha kineus
AKTID pRAKS 3EiTHOrO nepioxy 3BiTHOr D aepjomy
1 2z 3 4
L HeoGopoTthi aktHen
HemaTepialibii aKTHBH 1000 29016 33137
NepBitiia BApTICTh 1001 79115 96 237
H2KOMHYEHA AMOPTH3ALIA 1002 50 099 63 100
Hesrpepmeni KaniTaNbHi iBecTHUIT 1005 98 291 130 651
OcHoBHI 39C05H 1010 569631 639175
Tepriciia BApTICTL 1011 1911750 2090 762
3HOC 1012 1342119 1451 587
THBeCTHLLTHA HEPYXOMICTE 1013 - -
ITeppicia BapTicTh MIBCCTHUIRHOT HEPYNOMOCTE 1016 - -
3o IMBECTHUIANGT HEPYXROMOCTE 1017 - -
JIOBrocTpoKoBl GIONOITHHI AKTHBH 1020 - -
TiepBicHa BapTicTh AOBrOCTPOKOBHX SIONOTIYIHX AKTHBID 1021 - -
Haxomnuyena aMOPTHIALIN IOBTOCTPOKOBHN BIONOMTUHKY AKTHBIB 1022 - -
JoBrocTpokoBi (pinancoBi IHBECTHUIT
AKi 00iKOBYIOTECR 30 METOA0M Y4acTl B KaniTan
THLHY MLEIPHEMETB 1030 - -
1 biHAECOR] IHBECTHEIT 1035 2 2
Hovroctpoross zeGlTopobka 3aG0proeaicts 1040 - -
BiaeTpoueni nofaTKOB! AKTHER 1045 - -
Tyusin 1050 - -
BiacTpoMeni aRBiaHuiiini BHIPATH 1060 - -
SaNKHIOK XOMTIB ¥ HEHTPAJi30BAHHY CTPAXOBHY pe3cprix (hoHRax 1065 - B
Tunn HeoGOPoTHI AKTHEK 1090 - -
¥Yewore 3a posaivion I 1095 G696 940 802 965
1L OGopoTtHi akTBH
3anacH 1100 345 699 663 871
Bupobuuui 3anacH 1101 319693 430 236
Hesapepmiene BHpoOHHITBO 1102 - -
Torona npoayKiin 1103 161 404 193 362
Torapu 1104 64 602 40 273
TTorousi GloAcriaHI AKTHBH 1110 - -
JIETO3HTH NEpeCcTPaxyBaH s 1115 - -
Bereeni onepuani 1120 - -
Hebitopebks 3a60proBanicTs 32 NPOAYKIENG, TONAPH, POBOTH, NOCHYTH 1125 864 332 1096 147
Hebitopchia 3a60proBasicTh 38 Po3PaxyHKaMH:
33 BHAAHEMH aBAHCAMKH 1130 - -
3 GIOHETONM 1135 408 830 374 825
¥ TOMY 4HCH 3 HOJATKY Ha IIPHOYTOK 1136 - -
JieBiToponia 3a00proganicTs 3a POSPAXYHKAMH 3 HADAXOBAHEY IOX0AIB 1140 - -
Hebitopcbka 3260propanicTs 34 pOIPAXYHKAMH 13 BHYTPIIINIX pO3paxyHKis 1145 - -
Inma norouna jebiTopesks 3aboproBasicTs 1153 2 508 3059
Tlorouni inancosi insecTHIIT 1160 - -
Tpout 1a Ix exsiBaneHTH 1165 48 341 52942
Tominka 1166 5067 3786
Paxynin B Gankax 1167 28 943 71 499
Butpamit MaibyTiix nepiosis 1170 10 358 3773
TacTra nepecTPaxoBHKa Y OTPAXOBHY peaepBay 1180 - -
¥ TOMY 4HCH B 1181 - -
PE3epBAX AOBIOCTPOKOBHX 30008 838Hb
peacppax 361 TKIB 000 pesepBax HAleAHHX BHILIAT 1182 - -
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|';;_e:cpsax HeanpOOMeHX npentit 1183 - -

[ IHIHX CTPEXOBHY Peiepnax 1184 - -
T o0opoTH] AKTHRH 1190 24758 24 337
Yeboro 3a posgizom IT 1195 1 904 826 2238954

I1. HeoBopoTui axrinm, yTpuMyBaii 239 MPOIAKY, Ta CPYIH BudyTra 1200 - -
Bamanc 1300 2 601 766 3061 919
|— IIacup Koa Ha nouaron Ha xineus
paaa IBiTHOrO epiony 3BETHOro nepioxy
1 2 3 4
I, Bancunit sanivan
3apeccTpoBainii (nmaioBril) KaniTan 1400 463 682 463 682

BHECKH JIO HE3BPECCTPOBANOTO ¢TATYTHOIO KAMITaAY 1401 - -
Kanitan y aoouinkax 1405 = -
IoparroBnit kKaniTan 1410 § 256 8256
Eatictiingil goxix 1411 - -
HaxonuyeHi kypeoai pisHui 1412 - -
PeacpBrii Kanitan 1415 - -
Hepoanoainenui nproyToK (IenokpHTHI 3064TOK) 1420 (2213 210) (2 200 295y
Heonnayenuk xaniraz 1425 > -
Buayuenuit kanitam 1430 - -
IHm pe3epBH 1435 ¢ -
¥enoro 3a pozainom I 1495 (1741 272) {1729 038)

IL Josroctporosi so6on’nzanns i 3abeznevenun

Binctpoucni nopatrosi 20008's3a10k: 1500 - -
I'erciitni 20608 a3anns 1303 - -
JoBrocTPOKOBI XPEAHTH Gankis 1310 2719086 2806 722
i goBroctporosi 30608 13a8H 1515 S -
Floeroctpokosi 3abeaneucHis 1520 39634 46 333
HoBrocTpokobi 3a6eaneusnis BHIPAT REPCOHATY 1521 -
Linbope Qinancypatiis 1525 - -
Baeropiiiva nonomora 1326 u L,
Crpaxoni peiepex 1530 - -
¥ TOMY UHEJE: 1531 - -
PEEEPB JOBrOCTPOKCBHY 30008 13akb
pereps WBHTRIB 460 PEIeps HANSKHHX BHIUIAT 1532 - -
PE3epB HE3apOGIEHHN TIPeMiil 1533 3 -
iHm eTpaxosi pesepsH 1534 - A
IHBecTHUIAHI KORTPAKTH 1535 - -
Tipusosnii doun 1540 - -
Peseps #a BHONATY JUKEE-TI0TY 1345 - -
Yeworo sa pespiaom I 1595 2758720 2 833 075

1. IoTouni 20608’ azannd i sabesnetemn

KopoTtroctpokopi kpeanTs GaHKip 1600 85000 87000
Berceni supani 1605 - -
Tloroyna KpeaHTOpebKA 3aboproBanicTs 2a:

JNOBrOCTPOROBHMH 30508 1alHAMY 1510 - -
ToBapH, poGoTH, NOCAYTH 1615 1398 538 1725136
POIPANYHKAMH 3 CIODEETOM 1620 4 586 21223
Y TOMY YHCHI 3 RORTRY Ha npuiyTox 1621 - -
POIPAXYHKAMH 3t CTPANYBAHHS 1625 2659 3474
POIPAXYHEAMHE 3 ORJIATH Npau] 1630 14547 17 968
To704HE KPEARTOPCHKA 3a00ProBaHICTS 33 OAEPHKAHHMH ABAHCANMK 1635 - 3
Torouns KpenHTOpchEa 3800PrOBRHICTS 38 POIPAXYHKAMH 3 YUSCHHKAME 1640 - -
TloToMHA KPEAHTOPCHKA 3aD0ProBANICTS 13 BHYTPIMIHIX PO3PAXYHRIB 1645 - -
IToTousa KpeZHTOPCHKA 3a60ProBaHIGTE 33 OTPAXOBOIO JIAMLHICTIO 1650 - -

Torount 3ebe3neyeHRR 1660 - -
Jioxoau MaibyTuix nepionis 1665 - -
Bijcrpoteni KoMiciiiHi JOXOIH BIA NEpecTPAXOBHKID 1670 - -
Tirii nOTOMHI 30008 A38HHA 1690 78 988 83081

¥eworo za posaisom 1T 1695 1 584 318 1937 902

v 30503 A3AHAA, NOB’A3aHI 3 HeOGEPOTHHMI AKTHBAMH, 1700 - i
- BAHNMIL 715t npomun TR rpmmm suEYTTR
; 1800 - -
e 1900 2601 766 3061 919

AR ET BT
&4

Apocnasesrnil Qestire Iroposma

EIFT ROFRTARD
7o

KOPHICHKOQ TETSAHA MHKOJAIBHA
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¢ OTpumaHo: 14.02.2018 12:35
o Opepxysad: 22430008

KeutaHutia Ne1

Mipnpuemctao: 22430008 TOBAPKUCTBO 3 OEMEXEHOKD BIONOBIOANBRICTHD
"CAHOOPA"

Hokyment: S0100113 ©1. BanaHc

Dann: 4823300224300085010011310083246122017. XML

3a nepiop: Pik,2017 p.
[okyMeHT gOCTaBAeHo [0 LEHTPansHOro piBHA JepxarHol NoRaTKoBoY
cnyx6u Ykpainm 14.02.2018 8 12;71:22

MNianuen gokymenTa:- nepwuii - nevatka, 22430008 TOBAPUCTRBO 3
OBMEXEHOR) BIONOBIOARBHICTH “CAHOOPAY, ceptudhikaT Ne
0100C00300000000000000000000000008abbf2c, ByaasHMK
UA-36865753-0114 ALICK TOB "UenTp ceptudikauil kriouis "Ykpaika®

- Apyruit - aupexTop, 2609915359 APOCHABCBKIWIA ®.1., ceprudikar Ne
0100000000000000000000000000000008abkf20, BUASBHKK
UA-36865753-0114 ALICK TOB "LieHTp ceprudikayii knioudis "Yxpaina"

- TpeTiéi - Byxrantep, 2749513960 KOPHIEHKO T.M., ceptudbixkat Ne
010000000C00G000000000000000000006abbf44, BugasHuK
UA-36865753-0114 ALICK TOB "LlenTtp ceprrdikauli kmodie "YKpaiHa"
AOKYMEHT 3BEPEXEMO HA LEHTPAITBHOMY RIBHI.

Yepes neslui Yac nonBaiTe npo npuiom KeuTasuil Ne2 wogo
pesynbiatie nepesipxu Ta NPUAHATTAHENPUANATTA

Baltioro eneKkTpoOHHOFO AOKYMEHTY.

BinnpasHuk: ABTOMaTU30BaHa CUCTeMa "SAMHE BIKHO NOAAHHS
ENeKTPOHHKX AoKyMeHTIR" [PC YKpainu, sepcis 2.2.16.48

WloKazaTy AOKYMEHT
o [lignucw: Meuatka 39292197 OepxaeHa tickansHa cnyxBa Ykpaikm, OTPUMARHO

e [M'a channa: 4823300224300085010011310083246122017.XML
e Cnacib npuiiomy: 3 BUKOPWUCTEHHAM NPAMATO 3'€AHAHNS



Iligapunemerso  Tosapucrso 3 obMexkenoo sianosizansicrio " Cangopa”

Hata (pix, Micsip, THOIO)

(HaHMCHYBAHHAN)

3pir opo dinancori pesynsrarn (3BT Opo cyRyHRmil HoXin)

Qopya N2 Kogmza JKY]] 1801003

12 Pirc 2017

I. PIHAHCOBI PEIVJIBTATH

p-
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Accessor 6

3a aganoriunmnii
Crarrs Koxa 3a ipiTHnii nepioz
paaEa nepiogl HOHepPEegHLOr O
poKy
1 2 3 4
UncTuii aoxig Bix peamizarti oposykuii (rosapis, poBit, mocmyr) | 2000 8 898 267 7 060300
Hucmi sapobaeni cmpaxoei npemii 2010 - -
npemii nionucari, 8anoea cyma 2011 - -
ApeMii, nepeoani y nepecmpaxyeania 2012 - -
IMING Pe3epey He3apobaeHux npemill, sanoea cyma 2013 - -
IMIHA ACMKU NEPeCMPaXOBUKIE v pesepal Hesapotnerux npeMiti | 2014 - -
CobiBapTicTs peailizoBaHol IpoayKLii
(ToBapis,pobiT, mocIyr) 2050 | ( 6098444 ) |( 5134466 )
Yucmi noneceni 30UmKl 30 CMPAXOSUMY SHIIGITAMI 2070 - -
Baaosuii:
1pubyrox 2090 2 799 823 1 925 834
30HTOK 2003 ¢ - K¢ - )
Hoxio (sumpamuj 810 3minu v pesepeax 00620CHPOKOSUX 2105 - -
300606 A30HDL
Hoxid (eumpamu) 610 3siM IHUNL CIMPAXOGUX PE3Epeie 2110 - -
IMIHA THILIOC CINPOXOBUX DE3EPEIE, 61060 CYMA 2111 - -
IMIHA HACIIKU NEPECNPAXO8URIS 8 THULIX CIMPAX0EUX PE3epeax 2112 - -
THomn omepartiiisl xoxoaM 2120 367 894 430 061
Y moay vuch: 2121 - -
Ooxi0 &i0 3MiHU 8APMOCIHT GRINUGIE, AKT OYTHIOIOIBLCA 30
CHPagEONUsOI0 Gapmicinio
00x10 610 nepeicrozo eusHauHa Gionoziukux akmueie i 2122 - -
CITBCHROZACNOOGRCHROT NPOOYRYTT
00X10 6I0 GUKOPUCIMIAHHA KOUINIE, GUGITLHEHUX 610 2123 - -
ORODAMKYBAHHA
A MIHICTPATHBHI BUTPATH 2130 | ( 189 835 ) [{ 160621 )
Burpartn Ha 36yT 2150 | ( 2145830 ) |( 1379804 )
Inmi onepatniiui BuTpaTH 2180 | ( 382209 Y 434779 )
V IHOMY YUCAT! 2181 - -
sUMPENY 610 IMINU 6APMOCINT AKINUGIE, KT OYIHIOIOMBCA 30
CHpABEOTUGDIO GAPINICHIIO
GUINPAINY GIO NEPGICHO20 GUIHAHHA BION0ZINHUYX QRIMUGIE | 2182 - -
cinbebko2ocnodapcerot npodyryil
®inancoBnii pe3yaLTaT BiY onepaniiigol AisasHOCTI:
npubyTOR 2190 449 843 160 691
36mTOK 2195 1 ( - ) ( - )
Joxox Bix yuacTi B kanitail 2200 - -
Tumi hivasicori goxoau 2220 - 2942
Irmi zoxo, 2240 174 157 310 672
2241 - -
_. 208itinoT donormoau
ADiHAHCOBI BHTPATH S | 2250 | ( 315284 YO 296309 )
Brppirilyfader 5 karrar 2255 | - N NQ)
[Hu BY o, J o 2270 | ( 265 554 Y1 640386 )
(3Burgic) £10 ennusy indnayii na monemapmi cmammi 2275 - -
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MpoacexesHa noaartka 2

QinancoBuii pe3yaALTAT A0 ONOAATKYBAHHSE:
TpUbYTOK 2290 43 162 -
30uTOK 2295 | ( - YO 462390 )
Burpats (zoxizx).3 mozaTKy Ha MPHOYTOK 2300 (30948) 42 936
[pubyrok (36uToK) Bix npurmHeHol AiATBHOCTI THCHA 2305 - -
OTIOJATKYBAHHS
Yucriii (piHaHCOBHIT pe3yaLTAT:
rpuOyTOR 2350 12214 -
36HTOK 2355 | ¢( - Y1 ( 419454 )
1L CYKYITHUHA 10X
3a ananoriyHnii
Crarrst Kon 3a 3piTHid nepioa
psiKa nepion IH0NIEPEAHBLOTO
PBORY
1 2 3 4
Hoouinka (yuinka) HeobopOTHIX aKTHBIE 2400 - -
Hoominka (yiiHKa) QIHAHCOBHX IHCTPYMEHTIE 2405 - -
HaxornmueHi KypcoBi pisHuL 2410 - -
Yactka IHILONO CYKYIHOIO JOXONY acoLiMOBaHMX Ta CHLTBHMX 2415 - -
M APHEMCTE
Tt cyvroymHmE 201 2445 - -
Teunii cykynHnii oxia 0o onoIaATKYBAHHES 2450 - -
Topatok Ha npUGYTOK, MOB A3aHMH 3 IHIIHM CYKYTEHMM A0XO0I0M 2433 - -
Tumomii cyRynHii 7oxix nicsist OnoXATKYBAHUS 2460 - -
Cyryromii goxia (cyma paakie 2350, 2355 Ta 2460) 2465 12214 {419 434)
[I. ETEMEHTH ONIEPAIITHHAX BUTPAT
3a ananoriuHni
Hazea cTarTi Kox 3a 3BiTHII nepion
pPaaKa nepiox ONepeaHLOro
DOKY
1 2 3 4
MarepiansHi 3aTpaTi 2500 4955 099 4123 679
Burpars Ha ornaty mpaii 2303 519 081 398 578
BiapaxysaHHsa HA COLUTEHI 38X00H 2510 92 796 69 998
AMopTH3aLIs 2515 163 377 165 528
Iummi onepariiiyi BUTpaTH 2520 2 087 063 1 667 064
Pazom 2550 7817 416 6 424 847
IV. PO3PAXYHOK ITOKASHHKIB IPHBYTKOBOCTI AKIIH
3a anajoriuHi
Hazea craTTi Kon 3a 3siTanii nepiox
DsIAKA nepion NONEPEAHBOT0
PORY
1 2 3 4
CepeaHpOpitHA KIABKICTS TPOCTHX AKIIH 2600 - -
CrOpHIOBAHA CEPEaHBOPIYHA KUTBKICTE IPOCTHX AKLIHN 2605 - -
Yuctri mpudyTok (301MToK) Ha 01HY TPOCTY AKLUEIO 2610 - -
CroprroBaHuit yHeTHI MpudyToK (30HTOK) Ha
' U0 2613 - -
b meri A 1A O THY. POCTY AKIIIG) 477 2650 - -
ST T ‘*;‘1 ”“K Y FOQCITAECRETS
o [0 5 ;
’ Slpocnasebiuit ®enixe Iroposry
éi?;? ROPRICHRD
EINirN

KOPHIEHKO TETSHA MUKOJIAIBHA




e OTpUMaHo: 14.02.2018 12:18
e Opepxysau: 22430008

KeutaHuin Ne1

MNipnpremcreo: 22430008 TOBAPUCTBO 3 OBMEXEHCIO BIONOSIOANBHICTIO
"CAHOOPA"

HoxynmenT: 80100213 ®©2. 3sit npo tidaHcosi pesynsTaTh (B TUCAYax)

Paiin: 4823300224300085010021310083247122017. XML

3a nepiog: Pik,2017 p.
JoKkyMeHT AOCTaBNEHO [0 UeHTPANLHEIO PIBHA LepxaBHoi noaaTkosai
cnyx6u Ykpainn 14.02.2018 8 12:11:19

MNipanucK GOKYMeHTa - NepLUni - nevatka, 22430008 TOBAPWUCTBO 3
OBMEXEHOR BIZNOBIOAFNbHICTIO "CAHOOPA", ceptudbixat Ne
0100000000000000000000000000000006abbf2e, BUAABHMK
UA-36865753-0114 ALICK TOB "lledTp cepTudikauii kmodis "Yrpaina"

- Apyruf - AupekTop, 2609915358 APOCTIABCEKUWIA @ 1., ceprudikar Ne
(3100000000000G000000G00C0000000006abbi20, BUABBHWK
UA-36865753-0114 ALICK TOB "LenTp cepruchikayil knovis "Ykpaika"

- TpeTif - ByxranTep, 2749513960 KOPHIEHKO T.M., cepTudikaT Ne
0100300000G000G00C00000000000000062abkf44, arnaBHKK
tA-36865753-0114 ALICK TOB "LeHTp ceprudikavil kaodis "Ykpaina"
OOKYMEHT 3BEPEXEHO HA LIEHTPAFIBHOMY PIBHI.

Yepes nesnuii yac nopGaiite npo npuiom keutaHuil Ne2 uiono
PE3YNbTaTIs NepeRipkK Ta NPUAHATTA/HENPUARATTS

Balloro enexKTpoHHOr0 A0KYMEHTY,

BignpasHuk: ABTOMaTH30BaHa cMCTeMa "EavEE BIKHO NOAaHKA
enexTpoHHnX AokymenTie" AOC Ykpainu, sepcin 2.2.16.48

WHoKa3aTu OOKYMEHT
e [lignucn: NevaTka 39292197 Hepxarka dhickansHa cnyxda Yipatii. OTPUMAHO

e |m's channa: 4823300224300083010021310083247122017. XML
e Cnocib npuitomy: 3 BUKOPUCTEHHAM NPAMOre 3'€LHAHHA



IlianpiemeTBo  ToBapHCTRO 2 0GMEREHOIO Bidnosisa bHICTIO " Cantopa'

Jara (pik. MicsAlb, YACIO)

(HaHMeHYBaHEA)

3BiT npo pYX rpoIIOBUX KOINTIB (38 HPSAMIIM METOA0M)

3

6

8

Accessor 7

KOIM
20

R E T DRt

L-‘.._l

3a Pix 2017 p-
dopya N3 Kop 3a ILKYI[
Crarrs Kox 3a 3miTemit iepion 3a ananoriunmi nepion
HOTICPEIHBOTO POKY
1 2 3 4
I. Pyx komris y pesyanTari onepauiiinel aisasnocri
Hamxomxensa Bin;
Peanisarii npoayiwi (tosapis, pobit, nocmyt) 3000 10212 005 8 172 962
[ToseprenHs nonatkis i 360pis 3003 - -
¥ TOMY YHC/1 IOJATKY HAa J0JaHY BAPTICTE 3006 - -
Linrogoro dinaucysanns 3010 - -
HaxxomxeHHs BiT OTpUMaHts cyBCH M, A0Tarhi 3011 - -
Hazxomxerss asancis BiY MOKYILIB 1 38MOBHUKIB 3015 - -
HamxomxeHrs si4 nOBEPHEHHS aBaHClB 3020 - -
HamxomxeHna BIJ BIICOTKIB 32 3a/IHIIKAME KOIITIB HA
TIOTOYHMX PAXYHKIX 3025 2023 2883
Hamxomxenns s GoprHukis HeycToMkH (urrpadis, new) 3033 1089 1096
HanxomxeHHs BL OMepamiiHol opeHan 3040 - -
HamxomxeHHS BiZ OTPHMAHHS POLITI, ABTOPCHKMX 3045 - -
BHHATOPOX
HamxomKeHss BlA CTPaxoBux Apemiit 3050 - -
HamxomrerHs (DIHAHCOBHX YCTAHOB BiJ MOBEPHEHHA FOJHK 3055 - -
Ml HaTxopReHHs 3095 241 616 323228
BurpauaHHa Ha OANATY:
Toeapis (pobit, mocayr) 3100 | 8 873 054 K¢ 7435 161 )
Ipary 3105 [ 391 966 ){ 313910 )
BinpaxyBaHb Ha COLUANBHI 3aX0MH 3110 |( 90 991 )|{ 71087 )
3o0boB’#3aHs 3 Mogarkis 1 360pis 3115 (( 270313 }( 165 005 )
Burpavarns Ka ormraty 30608's13aus 3 nosatky Ha npubytox | 3116 |( - M( - )
BurpauarHs Ha OrmiaTy 3000B'I3aHE 3 IOAATKY HA NOHAHY 3117 (( - H( - )
BAPTICTH
Brrpauanma Ha omnary 30008'43akp 3 iHmnx nogartkis i 36opis | 3118 |( - M - )
Burrpauansa Ha OIUIaTY aBaHCIB 3135 |( - W - )
Burpavansa Ha onnarty [OBEPHCHHS ABAHCIB 3140 |( - )i( - )
BurpauanHs Ha ONIaTy LIILOBHUX BHECKIB 3145 |( - M( - )
Burpauanms Ha oruiaty 3000B'13aHb 33 CTPAXOBUMM { ¢ )
KOHTPaKTaMH 3150 - -
BurpayanHs ()iHAHCOBHX YCTAHOB HA HAXAHHS ITO3HK 3155 |( - ] - )
[Hmui suTpavaHss 3190 (( 250 801 M 334 770 )
Yncruii pyx Koweris Bij onepaniitaol minasnocTi 3195 379 608 180 236
I1. Pyx xowTie y pe3yabTari iHpecTHniiinol AignsHocTi

Hanxomxenns sy peamizanii:
(hiraHCOBHMX IHBECTHINH 3200 - -
HEeo0OPOTHIY aKTHBIB 3205 38 182 4136
Hamxomxersa sin oTprnanm:
Bi;:comis 3215 - -

B 3220 . )
Hﬁ\ﬁ;ﬁm Hig AepUBaTHBIB 3225 - z
ﬁanome}mx Bt HOTALIEHHS NO3HK 3230 - )

1} 3 EHOYTTH HOMIPHBOrO i APHEMCTBA Ta
iﬂmdg rocno 3235 - -

fﬁ O,Z[P[HHHI

3250
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BROUIABCERSET
o

Hpocnapcukiil @eqike Iroposiy

ELHT ROPREEHRD
TR

KOPHIEHKO TETSIHA MUKOQJIATBHA

Burpauanus na mpradaHis;
(hiHaHCcOBHX iHBECTHLIH 3255 |( - I - )
HeoOOPOTHUX AKTHBIB 3260 |( 259178 J|( 123 634 )
Bumnaru 3a aepusatHeamMu 3270 |( - 3( - )
BuTpauanHs Ha HATAHHA ITOZHUK 3275 |( - H({ - )
Butpadanis Ha NpHAGAHHA ZOUIPHBOTO 1 ATPHEMCTEA TA { Yi( )
IHILOT roCIoIapChKol O THHMI 3280 - -
Ismm mnaTexd 3290 |( - ¢ < )
Unernil pyx KOWITiB BiA insecTHiiHOT AlannnocTi 3295 -220 996 -119 498
HI. Pyx kowrris y pe3yasraTi piHancoBol FisIbHOCTI

Haxxomxenua six:
BaacHoro kamiTamy 3300 - 405 209
OTpunaHHs Mo3MK 3305 1751 000 1158 965
Haaxomkenna BLX [poaaicy 4acTKH B A0MIPHBOMY
I ATPHEMCTE] 3310 - -
Ivi HamxomKeHHS 3340 - -
Burpauarsa Ha:
BHKYT BIACHHX aKLIA 3345 ( - I . )
[oramenust rio3mx 3350 2 062 959 1 631 007
Craty JuBiaeHIIB 3335 |( - J|{ . )
Bumpauanns Ha criiaTy BLACOTKIB 3360 |( - M - )
BurpauaHusa Ha crmiaTy 3ab0proeaHocTi 3 GiHaHCOBOI 3365 |( - I( - )
OpeHIH
Brrrpauanssa Ha NMpUIBaHH YACTKH B JOMIPHBOMY { H )
Tl APHEMCTEL 3370 \ -
BurpauaHHT HA BHILIATH HCKOHTPOIBLOBAHMM YaCTRKAM Y ( 3 )
JOYIPHIX I EIPHEMCTBAX 3375 - -
IHnn mmarexi 3390 |( - Ji( - )
Yrictaii pyx kowrie Bix $iHancosoi Aigasnocri 3395 -311 939 -66 833
Yiernil pyx rpoinoBnx KOINTIB 32 3BIiTHHIT nepion 3400 46 633 -6 095
3amMmOK KOIUTIB Ha NOYATOK POKY 3403 48 341 36242
Brimxs saidet BastoTHHX KYPCIB Ha 3aTHIIOK KOLITIB 3410 (2052) {1 806)

Ha KiHeLb FOKyY 3415 92 942 48 341
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Accessor 8

TOB «Canoopa»
Ginangoeaseimuichie ¢manoyrwdma 3a pis iyo 3axinanees 31 apvona 2018p.
Jeima npo inancostiircman wa 31 2pvoun 2018 p ma eivns 2018 p.

KOAH
; Jara (pik. Micsib. qpeno) 4 2009 l 01 —[ 01
Hiupuemcetso. L0BapueTBo 3. 00MEKEHOIOBTOBUNLRICTIO «Canaepan s CAPIOY 22430008
Fepuropis MukosaiseLKa-o0.. 3a KOATYY 4823383201

Opranizaiiiino=npasera popmasociiotapiosanns FopapHerzed ofMexeHo T KOL®DI 240

B pekouominiiol Asispocr  Hecnciniaai3oBaia-onToR: TOPrisis NPOAYKTaAMU sa-KBEJ, 4639

SAPUA BAHNH, HAHOAMM T8 THYTRHOBAMH HHnOGaMH

Apeed. rCaedoy e/ MUKOUAIBCBKE, BRFOBCBKMA PAMOH. MUKOJATBUBKA oG, 57202
uuimits BUMIDY: THC. 1RHADES JlecaTKoBAI0 3HaKka (OkpiM_ posabiuy 1V 3sity npo cyryninit 10xia. T poosi | nokazsHukh
HEOTO HIBQIATECA BATTHBIEN 73 KOIKamMM)

Cruaneno (3padHTH NO3HAYKY «Vh Y BLIOBIHIH «RTINT )
3 IOAMKCHHAMH (eTatnaprami) OyX ranTepebkor o obaiky

33 MIKHAPOANHMA eTanAapTaMy (higaicoBel 3riTHoee I-_‘_ __C'_““““—‘
3siTnnpo diuancoBnii crau
Dopsta Ne'1 Ken 3a AKYJ 1801001
Cratrs Kon pauaxa |Ha Kciunn 2018 poky Ha 31 rpyans 2018 poky
1 2 A\ 4
1{ HeoBopoThi aKTHBK
HemdvepiatbiiakTnen > 1000 314 1,760
_\ Mepeicig RapricTs [ Pa's 1001 7.624 10,076
HAROTH ICHE AMOPTH3ALIR AN C 1002 N3N 8,316
HEsapepiieni Kapid dbu ¥ IHBECTALLT & 1005 102,579 339310
Ocitoniii acbon o 1010 883.600 114,911
I ncpridua mapritrey, ~ 0 b NNV | 1011 o 02.079.601 . 2,318.164
AN AT A NERY AR SWEIITIANN 1.196.001 1,303,253
B Ipetienidig [ avKoBL ak T Hip o W M o 358.830 3100183
M_‘fmpm_n_i aKTiBn® > 3 AN\ 55.235 47,316
Veworo saipesainom | 1095 1,400.564 1,713,475 |
1. OGopoTui akTHBEH |
3anacu 100 676:238 733,820
AcBiropesica SabOproBanic s 3a 1posy Ko, TOBAPH.-PodOTH: 983930 s | 38¢
NOCIYIM 1125
leDitopebia 3aloproBaHicTh 3a pospaxy HKamMH:
30 BH/1AHHMH @BAHCAMH 1130 23.898 48,734
3 DIOJKETOM i 1135 30.8606 9,440
3 TOMY UHCIE3 HUAATKY B BPHOYLOK 136 30.300 925
[HInanoTouta Aeditopcska 3aboprodaHicth 1135 36.684 14,385
1 powu TadN \ekBiBancHTH. y-ToMY-HHeni: 165 57044 107,625
[ oripka 1166 3780 5,326
Paxyiku h Gangax 1167 53.358 102,299
Burpatn maithy ik nepioais 1170 ol V3 6,219
L gGOpOTHI akiiim 1190 ) 681 39,103
r.\r'u,m osaposdinom Tl 95 1.825.014 2,211,207
I Heo®0porsi AKTHBH, YTPHMYBaHI IR NPOAAKY, TA rpynu
BROYTTH 1200
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TOB «Candopa»

DIHANCOCA 3GIMHIENTS CManoAt nd nta za ik Gyo saivuinees 31 qpvona 201 8p.
Saimu'npo hinavcacurcmad wat 31 opvong 2008 p.marl eiuna 2018 p.

h (Tpogogycenns)
Cratra Ko paaka [ Ha 1 ciuun 2018 poxy |Ha 31 rpyans 2018 poxy
. A 2 3 4
1. Baaednii kaniran
Sapeccrposaihit kanitan 2 1400 i A
JlonarkoBuii Kamiran 1410 8.256 8,256
(TTenokp UM 30HTGKJHEPOIA0ALICHHH HpHOYTOK 1420 =2,099.867 -1,988,286
By e waniran 1430,
Yenoro 3a pozdisom | 1495 -1,627,929 -1,260,040
11, owrocTpokoBi30608’ A3aHHY | 3a0e3neaeHHT** \
Biscrpouchi pogatkesi sp00s asamis< 1500)
Lleticiiinmr3ofon's saium v ) \ 503 021 919
ﬂtll;l‘l;;tI[’;UK(DBU(PCJ.IH'!'H Banikis \ A\t 1510
lHWHZI0BTOC TPOKOBT B0DO RS St Ha ™+ 1515 2.806.722 2,768,826
2,807,743 2.769,745
Xchoro 3a-poriaom 3 1595
; 1. 'Toreuni 30008 sianus i 3a0e3neuernHn™*
|
, Roporkodrporoei KpeanTy GatKis 1600 88180 -
I Negouia kpauropeska saboprosafiicrha: ;
: JOBIOCTROKOBHM A FODOR A3AHHAMM 1610 63397 78,229
| ORAPH. POGOLHY TOCIY N | 615 1.571.313 1.887.409
N\ fozpatyiikami 3 BroJpKeTom 1620 21.047 7,388
'i y NOMY sidlih T HOLATRY\ HAATPHOY Tk 1621
! REIpARHKAM K 3lCEpaxyBaieG 1625 3.635 4,776
i PO3Paxy KAV 3 0L Y Ipai 1630 17,974 23,243
F Londuia kpearizopeika 3a6OpT 0BT 18 0epaaLHMH
ABTHCINH % ; X 1635 4.586 3952
Houwouni safesneuering 1660 45.332 56,356
finiaaoroudi 30008'A 3aH 18 1690 230,300 354,024
M eboro 3a poiainom-All 1695 2,045,764 2.414,977
| bananc 1900 3,225,578 3,924,682

* Pagox «lHini, HE0BOpOTHI aKTuBNY, (p.1090) aKioude 1ediTopchKy3ab0proBaHicTh 3a_paspoxyHKamy 3 BIOMKETOM

TEPMIH 0YIKYBAHOTO NoralieHHs KOl nepesnutye | 2 micsiiis.

** YV ep0ro3000B A3aHHA Ta 3aneTeHe s PO3Pax0BaHi-aK cyMapaakiBl 595:1695 cknanarors 5 192 497 ruc.rpy:Ha-3 |

rpyans-20 1 8 poxya 36.12.201 2-¢xnaaatoie 4 857 877 @Tuc.rpH.

K% P ok «lnii-nescoeTpoKosi 30008 A3anHa (pal 31 5) BKIOYAE KpeAHTH OTPUMaHI Bit nop’f3anux cropin-(Mpumirka

8) N

3R NP IEAHCORNIT CTAH CII MHIETH PA3OM_3 ITRHMITKAMHS BUKITAICHAM K Ha CTopiliKkax 9

YACTHIO O (DitiaHcOROT IRITHOCTI

KopHiexko T:M.
bypkano [N.B.

K}

44 AK€ CKIAL0BQIO
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TOB «Candopa»

PinauCOCE 36IMHICTIE CManEAM 1A 010 3 piK, wjo saxinynecs 31 pyvous 2018p.

Teim npo Qinauenei PeV.abmamu (3cinenpo npROVIKH Mla 30UMKH A [Hul CYRYNHITT 00Xi0)
2a ik, g0 zaxinuuges 31 epvona 2018 p.

1
KO/ .
Jatad pikaMicsie. vuefio) | 2019 /00 | 01 |
Hianpuemerso LoBapucieo 3 0bmexeHom-BiN0BLLANLHICTIO « Can10pas 3a € APNOY | 22430008
Fepuropis: Mukedaigcska 001, 3 4823383201
KOALYY ¢ ° 1
Opranizaiiitno-npagosa opya rocrioaposaHis Tosapnerso 3 OOMEHCHOI0 3a KOT I 240
BuaekopoMivnoi gisasnoeri HecneuiafiizoBaia onfosa YOPrisis bpoLy KraM i 3a KBE/] 46.39
APy Bakis. HANOAMH Ta THOTIOHOBHMH BUPOGaMH

Cepeaus KbKiCTs-apanigiukis 2963 4onosik

Anpeca, Teaéon ¢ MAKOJIAIBGBKE. BITOBCbKHAPAHOH, MHKOJIAIBULKA o6, 57262

OIS BAMIPY THC. rpHafes JieeaToBaro snaka(okpiv posainy 1V 3siry\ipo Cykyiinui. A0XiA) rpomosi  1OKa3HUKA
AKOVO HABOMATLCH B IPHBAAX 3 KOITHKAM#M)

Ckta, (2o (3po@HTH IT03HAYKY. €V Y BiANOBLINTH €1IT#L0):

S I0IVKCHNANH (Crafiaaprami) Oyxtaifrepeskaro odiKy |
LA RTTAPOIHAMH C RULIP TAMK (P IHAHCOBOT 3BITHOCTI v !
3siT npo-pinancosi pesyabTath (3BIT APe NpHBYTKH Ta 30WTWATA iHIWMI CYKYNHHA 20Xi1)
Dopma Ne 2 Ko 3a JIKVYL [ 1801003 .r
L @iHAHCOBI PE3YJIbTATH
St Koa 3a 'JBi:I'HHi"I.
pRaka nepio
l — 2 3
Ynernig oxin sl peaizanii upoay ki’ (Tesapis. podiT. \nociyT) X 2000 9,744,262
CobisapTicy b peatizoBangisipoay kUil (ToRapis: PodiT. nocayr) 2050 (7.196.337)
-Batoaiii 2090 2.547.925
upudy 10K
[Hii-onepaiiini (1oXoan 2120 7:235
[ A AwmiiicFpaTHBHI BHTPATH 2130 (245.722)
Burparu 11a 30y1 21350 (1.834.833)
[hMini orepauiiiii BTpaTH 2180 (10.176)
: 1 NGy Auran\diz FP e
m:;:?:,;:?:tr" PEIYABLTAT Bil onepailifiiol AiAABHOCTI 2190 489,429
‘Jl‘:_ Hl_ﬂ_}; A _d << 2'1)4; 3 -
linwi pirranicosi Joxoam 2220 34,163
TR (et 2240 7.904
Dinancosl B tparn® 2230 (342.636)
I BrTpaTH 2200 7 {3.626)
g H JibTE i /B N

(DJ?I;:::%(:!T::: PEIYALTAT A0 ONOJATKYBAHHS 4900 e
IOHTOK 2295 g -
(Bumpari) BHreias 001atky va npruiyror 2300 (48.653)
HprOy 10K (301 T0K) Bl NPHIBHEHOT ATSTLHOCTI, MHC/1A ONOAATKY BAHHA 2305 -
'-Inﬁ;:g}?:::autnsﬂn pesyibTaT: ! 2350J (11.381
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TOB «Canodopay

Dinancoca 3GIMKICHTL CIMAHOM Ha A 3a K. ujo!3akiviuccea 31 apvons. 2018p.
Iaine 1ipo_ghinancosi pesvacmaniu (36im npo APUGVMKI Ma-30UMKU MA_INNWE CYKVAHUT 00Xi0)
3a pik. wo.zakindueca 31 opyons 2018 p.

(Hpodocucennn)
1. CYKYIHUI A0XIA
: Kon 3a 3BITHHI
% i pAAKA _nepioa
{ p) 3
3OHTOR 2355 -
T cyRynuni aoxXin niens onogarKyBaHHA 2460 < -
A 7

AX Y 111,581

C}rtymmii AOXIA (::ﬁumx) (eyma paakia 23*0 2355 Ta 2460} 2465

Kopnienko T. M.
bypkano . B.
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TOB «Canoopay ( \e\

~

DIHAHCO6A 3BIMHTCIMb SMAROA Ha med 30 Pk, wo saxinwuecs/3 | 2pyors 2018 p.

I&ImM apo pyx ZPOMOBUN KOULRIG 3apik o saxinvecs 31 epyona 20186 \(\‘

P
KOJH ":,
Jara (piks micaue. yueno) | 2019 | 01 | 01 J
HNistnpiemerao ToBAPHETRO 3 0OMLKCHOK)L 81AHOBINANLHICTO ~CakTopa” 3d 22430008
CAPNOY
[eprrepis Mitkoagitebka 004 3 1 4823383201
KOAFYY |
Oprapizaiiito-npasasaopma rocnoapronduis | oBapreTso 3.00MeReIow sa KOM®DL 240
BLLMO B IQIERICTIO L AR S
B exopomivnot aisasnoctl Hleeneiiani 3o Bui 0NTOBE TOPriBIA HPOILY KTaMM s KBEJL { 46.39
XAPYVBAHHS, HANOAMM TA THTIOHOBHMA_BHPOGANH |

Acipeci. teaedor ¢ MUKOJIAIBCBKE, BLIOBCBKHH PAHOH . MHKOMATBChKA0GL. 57262
OanHHLA BUMIpY. T rpH. (3 IeCHTKoBOTO 3Haka (OkpiM-pozaiity |V 3niryaipo.eyky il 10Xi1, FPOIIoB] _noKasHHKKH

AKOTO HABO, WTLCH B TPHBHAX 3 Konifikamu)

Cicgacienn (3po0uTi mosiauky.qvyy Bianaeiii KiitvHi:

3ad ITQUIOAHCHHAMH A CTAHIAPTAM M ) L‘_\-"X! A CPChEOTQ i1 iI\'_\

3 MIFKHAPOAHAY 1 \CTaH,1aDTENH (DIHAHCQBOT 3BITHOCT]

FBITAPO pYX rPOILIOBMX KOWMTIB (38 RPAMHM MET010M)
1 piic, wo saKiHanses 31 rpyans 2018 p.

Papma Ne 3 Kox 3a JIKY L 1801004
': AZTA\®, . A\ g R AP 29 N - Ko 8 ) <34 sBitHuii nepioa
! i 2 3
;_'__EEH‘E“_‘L' B_l _p_r_;-_;_y_];,_r‘lu onepaniinol LsIEHOCTI \ > <k~ A PR p
MEcaiisanttipoy :luu‘- ‘_-'R;En(;i'l-_ AT AN 5- LV AR A T 12.287.976
LABOBOTO uraneypanug |\ VT w1 b | S0N |
[\ ooReHy s aBane B BT TIORY TR F3aMQBrKie . : 3013 . 3\550
| HaaxOmkenpa pin BiACoTKIA S 3apaikaviv KON TRTLNOTOMI X
I paxyHKax 3025 2,530
| RN, VA WSS <P WNREDE W W N1 EALN, O I W . W
R R 2 R PR O o WZoapA N ~ o \[h33
FHUIX0KEHIS BULOHepalifnol Openm }
\ . & CAMXY 2 X 3040
(Nl HaaxoaKenns M AV IS A6 | NS 51.200
'. Burpasanns pa onsiaty
loBapis (podiT. nowive) 3100~ (9.785.616)
L * <) )N hl” (M (468.073)
Bijipax $ sabe Ha comiaibHi 3axQm_ 3116 (INL32)
| 308bRsanp S OJaTKiB300pIB N\ | O N VU EAPI ¥ N (345,524)
_Burpayanud Ha oruary 40008 3aHb 3 N0ADEKY Ha npylyToK L6
Bt Baoiaary s000d's sl dnoadrky igudnany sapyiers [ 3N17 |\ 130,048
MBnppdsabis na olaary300es3ans 3 MmN pearkis i 30opis -\ 318 P (156.524)
By rpatianiseia onare agancis A X . \\J A\ 035 | y
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N TOB «Canoopa»

<\

Dinaiicosa 26imMnicms cnToA Hd Rd sd pike o sakinuees 31 cpvoua 2018 p,

B 3GIM AP PVX SPORLOGIN KOWUmIe 2 pikcto saxiivueca 31 epvors 2018 p.

Q \a AN\ N4 A N (Hpodesxcents)
A ANV Crarrs Koa 3a 3BiTHHII nIepioa
" | 2 3
e 1L Pyx Kowris y pe3yabrati inBecTANIRHOT AiIgALHOCTI
\ | Hasixoupkenins Bl peanisanii; 2 RAELY
’ L ptancosuy inBeCTHIL 3200
U HEODOPOTTINN AKIHBIR AN 3205 ) ) 5.351
<\ et patianns Hapuaaius
J | NeoGOPOTHHN aKIHBIG 3260 (534.794)
' . HunerHia pyx Kowrtis sid inBecTHUIHWOT AISABHOCTI J 3295 (529.443)
HE-Pyx kowris y pesyibtavi PiHaHcoBoi JisILHOCT
A L N ogetns Bia
I Baatuoro kanirais 3300 256308
N { O1prvaniis, 103HK 3305 6.497.942
g [loramentis HO3NK 3330 46.585.876)
Butpasabing ha coadry RiCOTKIE 3360 (330.674)
U IO e 3340
YuctHil pyy KowTis Bl PiHAHCOBOT AinAbHOCTI 3395 (162,300)
a® HncTnii pyx rPOWOBKX KOLTIB 34 3BITHIII nepioa 3400 58,739
D D 3 B UOK KOLITIBEE NOTa1 0 POKY 3405 57.144
) it Bl I SN0 TN KYRCTB HA S MIIOK KOTIT B2 el 3410 {8.283)
! SO RKO LB HA KiHe L POKY /K:ﬁﬂ fflﬂflo\;;\ 3415 A 107,625
N : 7 o, r ,-
é) A.;S : ‘ P> e
I KepiBnng ¢1vikon ginancosoro km‘ Eoii o L - & W ’?4 Kophienko T. M,
osoBumii Syxiaurep '{\2*. v s (oo % N Bypkano I".B.
N
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TOB «Candopa»
Piyancosa seimuicns Cmaroxrag mgaapis. o sakinyuses 3 \epyvora 201800

IR NPOBRACHH U RARITIT 3G PIK WO 3akinyueca3 1 epponal 2018 p.

¢
\
KOJIH
Jlara (pik, MicsiL, 9HCID) | 2009101 ! 0l
Hianpueserso FoBaprerso 5-00Meke o BLAN0BLIAILLICTIO « Cantopay s3a CJIPHOY 22430008
‘I'epuropis Mukoalgebka 061 32 KOATYV 4823383201
Opravizauifino-npagoea (opma rocio apioRaiia T oBapucTiE 3 0OMEKE HOIW 3 KOH DL 240
BIIUOBI LA BHHCTIO
Buacrotomivnoigignsnoeri Hecne iahizosana onieBa Toprisas Ipoay KTasM i 3a KIBE/T 46.39
XUPUY B A HATOAM M TA TIOTHOHOBMMY BHUpoDaMK B

CepeaninKiLKicTs pani BIMKie. 2963 yoaoBik

Aupeciacachon e MAKOJAIBCBKE. BITORCHKAH PAHOLL MHUKOJIAIBCBKA 064, 57262

O g BHMIPY 3 PUC. IPH. Bes 1eCHTkoBoro 3naka (okpiM - poslay TV 3iry dipo cyky nivid 0% Tpomiosi / HOKAIHHKM
HEQTO HABOUATLEH B EPHBHAN 3 KOITHRKAMH )

Cralaieno (3potied HOsHamey «v»' v BIToBUIHIH kAN )

ML TOCUHHEMH (CRULOPIaMA ) ‘_'}. AELTTCRCLKGLO ilﬁ_li'{} |

3 MUK NAPOIHAMEA Craty@plaMiegina )CoBoissIr o \%
IBiT OO BAACHKI KaniTan
38 pik, mo yakivaises 3 rpyaun 2018 p. A \E
: . 3 | -
GopmaNe 4 Kojsa JIKYJL O 1801005 |
L - \_\. o TR LWL AP . e AN .
I < | Heposioni- | Heomn-
| Kani-|_ Loaa- Pesep-~| Brayw-
Ko1x L “Japecer- | acuii nave-
! i N Ta Y KOBHI CUT I eHH
Craenin pin= |posasiii| . < |- ‘npudyrox HHi ) Beworo
A0om- Rafl- Kan- I . s \ Kani- I
{~ ka _pSwanivan | [ ' | (nenokpu- ’ Kaii- | |
{ THKax | Taiy AN | | rasn
L AN\ ) < ;__ AV N ) PR 4 THit 300 rok) aa , \J
| 1 (N2 3 S ARG A ¢ M AN 7 8 9 10
L X \G : J( A SafP '2 e ]
“3apumor HA NOYATOK | | { |
| H
| poRY _Ii 4000 | 463,682 | 8,256 L (2.099.867) ! 1,627,929)
L AN\ - o AN | deCe J | N\ - i
CRODMromabni S uinok i ! ] ‘
P\udnduakds poky N\ | V4095 1 463._682 N i Jr 8.256 | (2,0‘{9,86?}1 a4 h (1,627,929)
| Hycpnib npuby rog ! I | '
360 rok) Sa-strnnii | | " | I i
_iepiod Nl LAY LM AV sy K ‘ 111,581
| , |
. Buayuennn kanivauay: i I [ - -
| Buky ihakud iacok) 4260 | | | i
e St Lt W L 4. i _4‘7 AR W
INHepeupu sk | : | 4 | ‘. 2 B
| BURA Ml GIRITH | ; | '
INMTacEo Ry 4265 | |
Detagenyy » (KO L0 X0 LIS <X '
LHIN 38 M BgamITa INA29() L 256308 = = = 3 156,308
LAY " TN T N 2 N N AL AT P . .
Pasom smin y kanivani_i 4295 | 256,308 | -4 - - | .367.889
Januuioxva 31 rpyans | | | |
2018 pory -~/ 1 @300 N\l e - 11,260,040)

g BT Sy
719.‘3%",':.*:‘..3 ¥
We

KopHienko T. M.

! P
CoaoBHIiE ByXianrep syt GypraioT. B.




TOB «Canvopiay

Diviniceen winmicny cmanost na 31 epyonas 2009 pa 31 apvonn 2018 poma 1ciuust 2018 p. ma
30 POKK, Wo FARIraUALCS 31 2pyonan 2019 prma 37 epvous 2018 p.

Spini upo QIRANCOCUTE CIROR Fd 3 epvous 2018 p., 3L epvons 2018 p. ma 1 civun 2018 p.

(ipooveacenis)
Kanirtan 1 so808'93ams XN . N\ Y it 200 fpas
paakal 2019 p. 2018 p. P
i Baacuui xanivas
3apeectporanuil (najiosuit) kaniran 1400 986277 719 990 463682 | 10
JNonarkosuh xanitay 1410 § 256 8 256 8 256
Heposnoainesuil npudyrok {Henoxputit 36utoK) 14201 (1395057 (1988286)1 (2099 867)
¥ enoro 3a poiaizes i 1495 {400 52431 (1260 040)] (1 627929)
1. lesrocrpoxosi sofion'n3anns i safieznenenns ¥* |
Houciinn sobon'sizaiin 15058 PTIS 919 1021
i osrocrpoxest sobon'gsanus 1515 2 392358 2 768 826 2806 722 11,12
Yeboro 3a posiiios 1895 2394133 2769 745 2 807 743
L Horeuni sobon'szanys § wabeznesennn **
Kopo1 koerpokpdsl gpeayry GaHrin 1600 294300 - 88 180 ¢ 12
Hotouna kperuTopeska 3a00proBaticTs 3a:
HOBIOCTPOKORHMIS000BA3AHHAMA 1610 56 899 78 229 63397 K 12
Te8apH, pobOTH. HOCAVT] 1615 2134999 | 887409 SHI 313 1 43
PO3PAXYHEAMY 3 OIONKETOM 1620 70971 7 388 21 047
POIPAXVERAMHM 31 CTpaxyRanibs 1625 7211 4776 3635
POSPANYHKAMM 3 0LIATH Hpail 1630 32 486 23243 17974
ONCPABHAMH ABANHCAMA 1635 5852 3 532 4 386
Horouni sabesncucHns 1660 61632 56356 453321 14
L norouni 30008 w3a11s 1690 413 476 354024 230300 | 13
Yeworo sa posaiiom HH 1695 3477826 2414977 2 045 764
BAJAHC 1900 S471 435 3924682 3225578

T Y en0r0 30008 Man 1 2a00INeuC L PO3paxeBani #Kk cyma paskis 1593 § 1695, cxnazaors 5 471 959 ruesu rpusers na 31
Po3j yMa p

rpyais 2019 poxy (51 1pyans 2018 pogmmibbeaged 1HCHT I DHBEHD. 1 ciuygs 2008 poxy: 4 §53 307 tuesy rpaneHs). :

% Pyaok wliini 0BIOCTPOKOBL i\;{)&ﬁiﬁ?}i&, B RI09aE l\ eauTA oypiMani Bia nos ssai cropin (Npavirka 12)

#5455 ToRapuctise He HOJAC OPe) ;g, S0 G %fﬁ;}i '; Ao , BpATk 1515 1 1690 3wiry npo disanconii cran.

!
§
. R / o_\-b ' i
Kepinung cnvabi Ginasconof Gx)" =% ) \ " Kopuicuko T.M. i
2 % S g i f“‘\*’* ./, §
Vool Gyxranep ‘ a y Sl bypxaio 1. B. i
% * & g :
2 A BB !

3pbry apo GIHaHCOBNE CTan LHIR sm'né;?qg@o&%ms aMu BEKIQICHRME HA CTOpIEKAX § « 49, g1 ¢ CRIBAOBOIO NACTHHOIO
thinancono awitHoCT N =Y {

e



TOB «Canoopas

hinctcoea eimuioms-cmanor wa 34 cpyonaen 2079 p. 3 apvena 2618 poma T ciann 2018 p.om
2 poKY, wo saxivanes 31 opyonan 2019 p. ma 31 epvous 2018 p.

Seinu npo PIHANCOST peRyioRamic (3831 NPO PHEYIIKY GD0 3OUREK MO MU YRVl
oxidi 20 port, wfo. 3uxiwgmuest 37 cpyous 2019 p_nta 3 cpvouse 2018 p

KO
Hinnpueners  TOB «Cannopa» Hara (pix, MICSHE. HHCID) 202(‘{ 01 ] 01
{(nasBa) no EJIPHIOV 1 22430008
Isity upo Qiuancosi pesyavrars (3nivn apo npubyren
abo s6mwrRE TA MR cyRynRai 1osia)
®Popma N2 .~ Koa no IKVEH
L GIHAHCOBIPEIVILTATH
. Koz § 3a pix. o saxigugses 31 3a pix. me saxjuyupca 31 .
Crarvy Tlpime,
PRAKA rpyinn 2019 p. rpyass 2018 p.
UYucrnti aoxia (supyuxa) sig peanizanii npoayruil 2000 10 404 098 97442621 16
Cobinapricts peaiizonarol npoayKuif (tosapin, poit, 2050 (7239933) 7 196337
HoCHy ) \
Basgonsil:
pubyior 2090 3 164 165 2 547925
610K 2095 = .
b onepanifini zoxoa8 2120 3 800 7233
AnminicTpaTHBRH] BHTPATH 2130 251424 (228 785)
Burpary na 30yt 2150 (2251161 (1 834 833 18
sl onepaiiing BuTpaTH 2180 (52 043) (10.176)
(Dinanconi peavabTaTy Bin onepaniiinol inibrocri:
HpHOYTOX 2190 613637 481 366
30HTOK 2195 - -
T dhisrasicosi goxonn 2220 499 093 3MA63] 19
1AL IOX0mH 2240 7359 7 904
Binancosi BATPATH 2250 {344 8435) (342 636)i 20
{ru BuTpaTH 2270 (44 472) (20 563)
hinancopt pe3yapTaTs Bil Buaiinel taannecyi 1o
OHOMATEYRARNSAT
HpROVIOR 2290 792V772 160 234
30BUIOK 2295 - -
Joxin (urpars 3 nogarky Ha npubyTox 2360 (139 343) (48 6333} 71
Yucrait hinancopuil pesyabrarn
upHGYTOR 2350 593229 fi1 381
3GUTOK 2335 - -
L CYKVITHII AOXLY
) Kon | 3a pix.me sainuuses 531 3a pik, mo 3akimumsen 31
CraTea Hpia
pRIK rpyans 2019 p. epyvans 2018 p.
Dyl cywynmmi AoXia nicas onoRaTRY BaRAN 2468 - E
Cyrynuuit oxia (cyma paaxis 2350, 2385 +a 2460) 2465 593 229 111581

* Phazox «Ditancosi srTpaTHy {pazox 2230} prmouac napaxosani BIACOTKE TO KPEAMTAM T4 Hapasoraul BUICOTRY RO OPCHIHAM
sotor’szanugs (Tpundrxa 203,

Kopisicako 1.0

bypxane I B

5



TOB «Canoopar

Dingrcova setimicon cmawos ka 31 apyonas 2019 p.; 31 epyous 2018 p. ma 1 civiin 2018 p. maza
poxy, wo saxinsics 31 epyouas 2619 p.ina 31 apyons 2018 p.

Iaimie npo PYX PROWMGENY KoOwimie 36 pakt, ufo saxinwnics 31 2pyonn 2019 p. ma 31 2pyoust 2018 p.

KOM
HispHeneso OB «Caninopa» Tlara {(pik. Micstin, YHET0) 302(1 G1 [ 01
(Hassn) no CAPTIOV 224306008

3BITH BPO PYX CPOIIOBUY ROMTIB (38 NPAMIM MEYOIOM}

®opma Ne3 Komza JIKY]]
\ Kon 3a PIK. O 3 pik. o ‘
Crareg saximmuses 31 | saxieamen 31 H Ipuae
paAka rpyaus 2019'p. | rpyans 2618 p
. 1 - A I e e : 5
I Pyx womris ¥ pesyasinri onepaitiinol tinnsuocyi
Haaxoaxenss pix
Pewiizanil npoaykuil fronapis. pobir. notiyr) 3000 13360 175 12 287 976
Tiogepuenas nozarcis i 36opis 3005 8 480 30 836
HanxoAseHHs aBanucin BiA NOKYOUIB | 3aMOBHUKIB 30135 2299 3 550
Ha a0 mKeHRS Bijl BICOTKIR 30032 THLIKAMY KOMITIR H2-{0TOUYHUX PAXYBEAX 3025 2029 2330
HanxoAXEHHS i1 Sopaankis neycrolicn (wrpadis, neui) 3035 1029 13593
Latuf HaAXODREHH 3095 24701 20 344
Byrpruasng g onnany -
Tosapir {podit. nocayr) 31001 (9988229 (9 785 616)
Tipaui 3103 (610 448) {468 073)
Bixpaxybais Ha COMAIbHI 38X04¥0 3110 (147 128) (111.132)
e0ossaub 3 nojarkis i 36opis 3118 (398 114) (345 324)
Burpavauns i 11y 300083 38HL 3 107KV HA (IPUBYIOK 3116 - -
Bitrpauagiss Ha 0n1aTy 300089303 NOJATRY Hd JAGA3HY RAPTICTH 3117 (208 456) {189 000)
Birrpaskaiys Ha ongany 300083a0s 3 tHIUHY A0ARTKIR L3bopin 3118 (189 638) {156 524)
L suypayaing 3190 (1 136 783) (882 156)
Ypernit pyx womtis st onepauiiingl Aisabuocri 3195 1 115 511 754 348
11 Pyx wourrie y pesyasrari inseceuniinol aisasnocei
Hanxomsenus sis peastisauil
HEODOPOTHIN AKTABIR 3208 14 697 § 351
Burpasnuns va upradanss
HEODOPOTHMX axTHBIE 32640 {1 357 649) {334 794)
Ynerndl pyx wouvin sin impectuniiingd ginasnocyi 3295 {1.342 952) {529 443)
I Pyy momtris v pesyantati Ginascosol dsapnocyi
Hapoaueuns s
Bracuoro gagitasy 3300 266 287 236 308
QpHvanys BOsHK 3308 12 422 000 62430001 12
Burpauuung pat
Porameuns nosfin 33504 (121277000 (6 332000)] 12
Brrpnauaunsg Ha CIUIATY BUICOTKRIR 3360 (363 481) 335474y 12
Burpauusiy Ha cosaty 3a00proBaioeri s operiy 3363 (10 529) -1 6.12
Hucruit pyx wonris siz Ginanconoel 2iannoeti 3395 180577 (166 166)
Ynernit pyx 1pomesny RemTis 38 ssitnml nepiva 3400 {46 864) 58 739
3R UNEOK KOLITIA 1d HOYAYOR nepiom 3405 107 625 57 144
B Mg 820 THAX KYPCIR HE 30K KOs 3410 (13 062) (8 238)
FanKuOK KOLITIS HA KIHCLL PORY 3413 47 689 107 625

Repinnux cymdy

Donashst Syxrwr

3BiTH EPO-PYX TPOLL

pinancorol IBITHOCTI

Kopuicsko T.M.

bBypxuno I'. B.

QM 3 TIpHMTCEAMY, BIEIANEHEMH HE cropiukax 8 — 49, skl e CRIRABOI0_YRCTHHOI




Hiznpaenerso

TOB «Candopar
hincrcocy seimuioms emanox wa 37 epyoras 2019 p., 3¢ apvous 2018 p.oma 1 ciwa 2018 p. ma:

34 PoK, o 20Rinswien 31 cpyawan 2019 . mo 37 epvons 2018 5,
e npo GROCHUM KANIRIQA 36 POKH, wje sakiuwimics 31 cpyons 2019 p.oma 37 epvous 2018 p.

OB «Cannopa»

KO

(Hassa})

3siT npe BascHu vanitas
3a 20819 pix

Dopya N4

Jara (pik. Micin. yueno}{2020 01 1501

27430008

no CAPAOY

Koz sa 4KV

3aneceTO Heposno-
\ “APEESR R Honarko- ataenpit {Heonnas
X Kon panmlt § Kamirany ) Perepnuy o ~ iBunyyeny
Crarss Y4 Bt o npubyTok ] senuit |,/ ¢ Besora | Fipus
psIRa FEnalioBxit )i acouinkax fi kanitan i xaniTan
) Kanitan {(nenokpir: PRantan
KO ITAN WY
i 20mroR)
i 2 5 4 3 6 7 8 9 10 1
Zaanmox ma 31,12.2018p. 4000 ] 7119990 - 8§ 256 -} (198%288) - ~ (1 260 84D)
Kopurysagnn:

L iy 4090 -
Cropurosanuil T8 MI0K #a
01.01.2019p. 40981 71999 " 8156 -1 (1985286 A <1 260040
Muernit npubyrox (36mTowR) 20 2019 4100 593 229 S93,229
Ipumll cyxywnmii goxin 3a 2019 pix 4110
Poznogin npubyrey:

Bynzary saacuukas (Imsiaciin) 4200 -
Buecern vaacnnwin:

Bueekn 40 xarorany 4240 § 206287 2662871 10
Braysemus ganmitay:

Bugya asuil (4uc10K) 4260 -
Pazom smin v xanirasi 42951 266 287 p . 5 593 220 < - §39516
3ammor #a 31.12.2019p. 4300 986 277 ’ 8256 {1 395 037) - 401:324)

3siT npo BaaCHNI Kawire
3a 2018 pix
¢ Heposno-
3apeecTpo 3 =
. - Honarxo- anennii fHeonna- |
Kox vapull | Kanitan y X Pesepsnu - . Bavaes ’
Craren NS R Buit : nprdyIoR | denul Besoro  {Hipmse
pstea { { naifosyii Y aoominkax it Kanyei 1 xanian
f RAUTTLAN {(nenoxpyTy | Xanan
raniTan N
1 3UHTOR Y
1 2 3 4 3 6 7 8 g 10 11
Jasmmox nwa §1.01.2018p. 4000 ] 463682 - 8256 -1 2099867 (17627 929)
Kopurysanus:

T aming 4090 -
Croprrosanni 270 M0K na
§1.01.2618p. 40951 463682 - § 256 -4 {2099 867) ~ -} 11627928
Hueruli npadyrox (3purex) s 2018 4100 114,581 111381
Prnit cyeynonil 2oxin 3 2018 pix 4110 -
Posnonis nprdyrRy:

Bustuiary snacuukas (ausinenan) 4200 -
Buecxs vaacuuxkin:

Brecks o kamrany 42401 256308 256308 |10
Buyyaenng wawirany:

Brxyn axiudl {4acrox) 4260
Pazon suin y kaaivas / ¥ ‘ 111 581 ; > 3607 889
Sanmmox na 31.12.2018p. Aty (1 956 256) (3 260 630

Kepinnnx enyvoxbu dinan
Vonopnuit Syxranrep

3pity npo snacHel Kanid
hinancoBol IpiTHOCT

s

@Jt a0
S

MITRARM, BUKUVICHIMMY 153

Kopnicuxo T.M.

bypraso 1. B

cropiukax € — 49, gxi ¢ eioBOI0 YACTHIOW

SER e RV oy




81

Accessor 9
A ’ Koa | 30 Bepecus | 31 rpyans
Karitan i 306088 3a0n9 Mndxa ng p. 20Tgp Mpim
1 2 i 4 5
I. Baacunii kamiran
Japecciposaunii {maitormii) Kanitan 1400 2 (08 573 986277 | 10
Heatkormit Kanitan ) 1410 8256 8 256
Hepodnoaiiciiii apisdy1ok (HennkpiiTisi 1GuToK) 1420 (1575 128)) (1395 015)
¥choro @ pozaision | ' 1495 441 701 (400 482)
II. losrocrpokori so6on’a3anns i jabezncuennn
Hencitiini sobo'szanns q 1505 1713 1775
Inini noBrocTpokosi 3o60R's3aia 1515 2 835 330 2392358 |11. 12
¥eworo 3a poigictom 11 1595 2837043 2 394 133
1. [Tosouni iobor'sianns i 1abeanedennn

KopotkocTpokosl KpeauTi-6aHKis 1600 - 29430012
1loToMBa KpeanTapesKa 3afoproBadicTs 3a;

JIOBFOCTPOKOBHMU 30608"a3aHHAMI 1610 oI3 56899 | 12

ToBapuc pofoTiy. nocayri 1615 2 146 925 2134999 | 13

POIPAXYIKAMIE3 GHOTKCTOM 1620 68 504 709711 9

PO3PAXYHKAMII 3j CTPAXyBIHH 1625 6514 7211

po3paxyiKaMi 3 ontarsgipart 1630 31371 32 486

01epAAHIIMY ABALCBMI 1635 969 5852
NotounisaGezneueyus 1660 42 954 616321 14
htri novehi se6or'stanng 1690 185 653 413476 | 15
I‘Yﬂ.m‘n 12 po3aifiem H'__ “:_ & 1695 2575 163 3077 826
[IiA.}I:\II(T \ 1900 5 853 907 5071 477

* Panok «lmui ueoboporwi aktiseis (p.1090) promoyac acbiTopesky 3a60proBaticTs|3a po3paxyHKamu 3 G10IKeTOM TEpMitl
O4IKYBAHOFO NOFAINENHA AROT Tiepeninye 12 MicAuiB Ta akTHB 3 npasa Kopuctysauda. ([TpiMiTin 512 6).

** Veporo safos’azanns'i 3adeIneyenig. pospaxosani Ak cyma paakia 1595 i 1695, gxnanaoors 5412 206 tacau rpusens wa 30
Bepeetia 2020 pory (3 Krpyang 2019 poky: 5 471.959 THeaAw FplBLHD). )
*** Pagok wiiwi aosrocipokoi 30608 A3aHHA (p.15] 5) BRIIO4aE KpesTH orpn‘({iul Ri1 00B ‘A3aunX cropix ([Tpumitka 12)
*¥a* JopapieTBO HE NONAC opelote 'mﬁ{)ll'ﬁ.’lalll e ﬁipt_f:!b‘, %wugqag'l'x,a?ukn 13 I§j,41'690 3BiTy nipo drinadcosmii cran,

Sd

2

Kopuiciuxo T'M.

Tonosnuii Gyxratrep Bypkano I'. B.




et il
Jlata (pik, micats, ueno)202q 10 ] 01
Humppiemcis” TOB«Cauopay no €QPIIOY | 22430008
(Ha3Ba)
SBIT po dinancosi peyasTaTi (3BIT NPo cyfKynuni 10xi)
) sucamin 020 pany
DQopma Kol no AKY ] 1801003 r
I OIHANCOBI PE3V.LTATII
. el Kon | 3a 9 micauis | [3a 3 xmapran | 3a 9 micauin | 3a 3 kpapras Mpiw
paaka | 2020 poky 2020 poky 2019 poxy 2019 poxy
1 2 3 4 5 6 7
Huernit toxon (sypyenea) Big peasizami npotviani . !
(YuBapib. paGir, tlociiyr) 2000 7819633 20911153 7 839 781 27914541 16
CobisapTicTy. peaiiosanol Npozykuii (Tosapis, podit, mocayr) | 20501 (5200 224)] | (1919790 (5780 794)] (I 916 703)
Baaosrii:
pubyIOR 2090 2 619 409} 991 362 2 058 987 874 751
I6HTOK 2095 - g - -
Iupi onepanifini noxo:an 2120 6 652 2 140| 3497 1094
AIMIBICTPaTIBIIL BITPaTii 2130 (286 RB04) {105 756), (207 763) (71 390))
Brirpath na 10y 21501 (1747 195) (648 41TY () 416 626) (598 306)} 18
lnmi-onepauifini BHTRATH 2180 (94 854) (9 523) (38 824) (5 642)
ltl’ilmunmi Pe s (R 0 sl olie o din-tbnoeti:
DI 2190 457 208 229 806 399 271 200 507
010K 2195 - - - -
i hiancopi goxom 2220 1 848 (127 551) 440 024 267 242 19
L 20X 0.1 2240 5025 1 696 16 805 3423
(inancosi BUTpaTH 2250 (701 457) (106 128) (284 829) (96 N83)} 20
THE By IpaTH 2270 (3438) (617) (5 800) (3639)
Dinaconi peiyarTarinpia asn=aiingl JimannocTi 10
ONOAATRY BAHNH;
HpHGY TOK 2290 . | 565471 371450
3007 0K 2298 (200 814) (2 794) - '
Jloxia (BirTpaTi) 3 MoAaTKY-Ha NpHGYyTOK 2300 20 701 62 167 77 482 144 670| 21
Uncrnii ginancosnii pe3yiakrar:
HPIGY TOK 2350 § 393713 642 953 516120
360K 2355 (180 113) - - -
Il CYKYIIINE J0XI1Q
PYav Koa | 3a 9 micauis | 3h 3 keapran | 3a 9 micauis | 3a 3 xeapran Mipss
paaxa) 2020 poxy 1020 poky 2019 poky 2019 poxy
1 2 3 4 3 6 7
Uit cyRy il A0X11 nic/iA 00 1aTKy BAHHA 2460 - = - 3
Cysynunivaoxia (cvaa praxis 2350, 2355 ra 2460) 2465 (180 113) 59 373, 642 953 516 120]
HL ETEMEUTI ONEPALTHHAX BTPAT
Koa | 3a 9 micauis | 3| 3 keapran | 3a 9 micauis | 3a 3 keapran
(retty paal 2020 poxy | 1020 ::I:Txy 2019 poxy | 201 95:21 L
1 2 3 4 5 6 7
MarepiannLni 3aTpatn 2500 4379298 1 538 978 3 986 900 1 540 348}
Butpa i Ha optaty npaui 2505 668 568| 220723 590 248] 208 591
BitpaxyHaHHa Ha COILAILIT 3aX0 04 2510 124 763| 40956 110 106 38 568
AMOpTH3aLis 2515 228 284 68717 183 981 72039
fsiui onepauliin snpais 2520 1791 334] 660 159 1991 383 571441
Pazom 2550 7192 248 .| 2529534 6 862 618 2 430 988
3
* Pazok «Dinarncosi sitpariy (pagok 2250) srmouae HapaxopaHi aincorm_ﬁo l;ﬁqntl]rau Ta HapaxopaHi BIICOTKH M0 OPEHIHNM
10608's3aHHAM (FpimiTEa 200 %’_ / 'S
AND ) O 4. "., ¢ a(P'/
Kepipning.cmyxGn dhitancosoro Ko mumuoa ¥, /7 Kopuienko T.M.
@ .
| onosmsi b3y xrantep ° .' \ | bypraio . B.
¢ ‘b-




Jlata (pik, MicAlb, 9HCII0)

KOJIH

202 10 [ 01

Nimpitemcino TOB «Canaopar wo CAPIOY. | 22430008

(naisa)

1811 HPO PY X 1POINOBUX KOWTIB (32 0PUAAM-MET010M)
3a 9 micauis 2020 poxy
©QopmaNe 3 Koaa KV 1801004
- Kon | 3a9 micauis | 3a 9 micauis
Craren paaka 2020 poky 2019 poxy [pum
1 2 3 4 5

I, Py X Komiwipy petyanrarionepatiiipoiainaruocTi
Hanxoxenns ni
Peansawni ripoayxuii ( rosapia. pabit. nocavr) 3000 10226 303] 10 132 456

Topeprenna noJatkie i 16opis 3005 - 8450

Huxoosestig wiil BUICOTKID 30 3wlHKaMH KOUITIB 112 ROTOYIHX PaxvHKax 3025 1 848 1918

Hadxonmenis pia Gopainkis ieycroiiss (wrpadis, neni) 3035 1 625 502

L nasxoaxenns 3095 6 141 § 309
Baitpauanua pa ounary:

Tonapin (po6ir. nocnyr) 3100] (8065611) (7984 803)

Hpaiti XX X 3105] ~ (528 835) (449717

Biapaxyrioss 11a comianin 3ano;w 3Ho (128 988) (107 113)

JOUOB'IAHD 3 NONATKIR | 360pi8 s {400 589) (180.342)

Bumpavauns na oniary 3060s's3anb 3 nojatky 1ra npubyrox ) 3116 -| -
Burpadaniia ia onnary 30604'33aHs 3 OAATKY HA 10/130Y BAPTIiCTL 317 (242 400) (43 450)
Butpauania sa-omnary 306or'a1a8s 31Imnx no/atkie i 36opis 3118 (158 IS‘))[ (136 892)
i BRTpaYaHIA 3190 (909 761)} (832 324)
Yncrnii pyx komnginaia onepauiinnol ainanuecri 3195 202 133 597 276
I1.Pyx xomnriny pewasrati insecrmilinoi sigisnocTi
Haaxomenis pia peanizauii:

11C0B0POTHIEN @KTIIBIR 3205 1129 973
Burpauainia wa npiviGanns:

1EOBOPOTIIEX aKTIBID 3260 (480971)1 (1 0B4 8S0)
HUncrnii pyx Kowrvin niid insecrnuiiinoi xig mnocri 3295 (479 842)] (1083 877}
T Pyx Kowris y peryasTani ginancenoi ginannocyi
Haaxogrens s

NACHOTO KAMiTa Ty 3300 1022296 -

Orpivanig nodik 3305 2 930 000 8 380 000§ 12
Buwpauaina na:

Hovaienna nox b 33500 (3224300 (7775000) 2
Bupasanum na ciilaiy sidcoikis 3360 (156 477)] (65 241)
Butpatiaiina ia cnian safoprosatiocni 3 inaiicosoi apenn 3365 (16 084)] (10033)] 6
HucTnir pyx kommin Bia ginauconol ainbuocri 3395 555 435 519 726|
Ynernii pyx rpomosnx KomiTin 3a Isitmmii nepio’ 3400 277 726 43 125}
FJamnnoK KOMITIB Ha IOMATOK TICRIOAN 3405 47 699 107 625
Brans st Bamominx Kypeib 13 327110k KOWwTis 3410 (6 132)f {12 078)|
Jamnnok KoINTiE Ba Kiveus nepiosy 3415 319 293] 138 672

| I
*Pazok «luni v pas s (p.3190) siciowae pospaxyiiit N0 yroaam potify i
0 X5 &Y

# 0

2019 poxy: 820839 Tiicayw rpripeHs). SN el

Fosoninii Gy xranrep

Kopuienko I'M.

bypkano [, B.

fuTis y cymi 902 905 tieay rpriseds (9 micsuin




KOJiH
Jlara (pik, micatb, wueno)[202q 10 | 01
[lianpncmctso TOB «Canjzopa» un €JIPTIOY | 22430008
(na3pa)
IlinnpuemctBo TOB «Cannopa»
TriT npo BiacHn il KAMITAT (Ha3Ba)
va Y sucnin 2020 powy
3BiT 1po BIACHUIT KarmiTas 38 9 MiCHTH 2020 POK e
opma N 4|- Koa 3a JIKY 1801005
3apercrpo Fghario-
e, Kon gauiis | Kanmrrany Aonaryo- Peacpen uizcrgh\ (oot Bunyvueny
CraTha a”\ . B . npubyrox | uemii . Beporo - |Mpyns
paaka | (naiioBwii )| qoouinkax . il kaniTal ) il kaniTan
Setran KaniTan (HemokpuTH ] KamiTan
it sbirrok)
! 2 3 4 5 6 7 8 9 10 11
Janumor na31.12.2019p. 4000 mome 1156 (1395 015)] (666 769)
Kopnrysanus:
Tenmi asinn 4090
Cropovosaumil 40 1m0k na
01.01.2020p. 4095 986 277 8156 (1 395 15)| (666 769)
YUnernii npnbyTox (30nT0K) 12 9
smicanin 2020 poxry 4100 (IR0 113) (150 113)
Inmmit cywynnnii goxiy a9
\ ., 4110
micanis 2020 poky
Fognoerin npubviny:
Hupaarw niacumgani\ako reg i) 14200
Brecwn yiacumnisg
BrieckH Ao kamitany 4240 i mzaue | 1022296 | 10
Buayuenns wanitay:
Buikyvn akinii (wacTtox) 4260
Payom amin v kamitam 42951 102296 - . (180 113)} . - 242 183
Taaumow wa 30.06.2020p. 43000 ] 2008573 81256 (1575 us]] 2 N 441701
3piT npo Baackui Kaniran
1a 9 micanin 2019 poky
D®opmaN4 | Koaza AKY ] | 1801005 I
Japeccipol ngn:no—
o ) Honarko- aincunit |Heonna-
CTarThn Wox | N9 |Kanieday BHil Pesep.mm npuiytox | vennii B"”’"'.“'" Bewoto  |Tipus
paaka |(naftosnii acowwkax| ii kamiTan . A kaniTan
. Kamiran {nenokpuTtie| kKanitan
Kanitan & 16uT0K)
[ 2 3 4 5 6 2 8 9 10 I
Iammor na 31.12.2018p. 4000 719990 A B 156 =1 (2012 066) \' -4 (1283 20y
Kopnrysannsu:
L avinm 4090 -
Cropnrosani 3aok wa
01.01.2019p. 4095 | 719990 51256 (2 012 066) (1 283 820)
Uncruit npnGyrok (30u710K) 329
micauin 2019 poky 4100 642953 | 642953
Jumnn cyky nunii aoxiaa 9 1110
micauin 2019 poxy
PosnoaiyupnbyTiy:
Bungati saacinkam (msiaeiian) . | 4200
Bricckn yuacunkie:
Bieckn no kanirany 4240 10
Buayuenna wanivaay:
Biskvin akuii (uagrok) 4260
Liuri aminnn s kanivai 4290 -
Pavom 3min v kanitasi 4295 5 - . R4 642953 - - 642 953
Tamnmox na 30.06.2019). 4300} 719 990 8256 {1359 113) (640 §67)
Kepisnik eavkbin dinanconoro Koutpomo Koonicuko T.-M.
N1 e

| onopmst Gvxranyep

, Ny

Bypraio [”_B.




