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Abstract. For customs administrations to function effectively and to uphold European
Union (EU) values, it is crucial that they work together, with consistent quality standards
and with the uniform application of regulations and initiatives. This is because different
approaches and standards in education and training make it difficult to share information
on best practices and disseminate knowledge and skills between different customs admin-
istrations. The EU Customs Competency Framework (CustCompEU) sets out a consensus
on the optimal set of knowledge, skills, and behaviours required by customs professionals
in the EU. However, from the perspective of customs institutions, several practical issues
arise — chiefly, how to provide their employees with the necessary knowledge and skills in a
cost effective and efficient way, by investing in customs employee training. This study pro-
vides a flexible methodology for generating competency, which allows employers to system-
atize the requirements for specific customs positions and to connect with the requirements
of international and supranational organizations. The approach provided is practical from
the perspective of the customs institution, and provides educators and human resource
managers with the necessary information regarding the knowledge and skills acquired as
a result of the educational process. The meta-analysis of the study is based on the use of
qualitative data from existing data sources which utilize the professional standards sys-
tem implemented in Latvia, EU-implemented initiatives, and the principles of the process
management system. The standards of the customs profession are a key element in the
development of an integrated learning and management model, which would be a central
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element in a coordinated and harmonized vocational education and training system for
professional customs officers.

Keywords: customs education, EU Customs Competency Framework; customs profes-
sion standards; customs administration process management.

Jel classification: M53; H12

1. Introduction

The development of human resources is considered to be the most important issue
in the customs administrations of the EU Member States. One of the objectives of the
Customs 2020 Programme (European Commission, n.d.-b) is to strengthen the skills and
competences of customs officials.

There is no common system for the training and professional growth of customs em-
ployees in the European Union, and establishing such a system for the customs authori-
ties of the 27 EU Member States would be very difficult (perhaps even impossible) as:

o Training for EU customs officers involves a wide variety of training models which

lack a coherent approach;

o Training is mainly organised at educational institutions and training centres under

the auspiecs of the office;

« Customs services have very different institutional affiliations and degrees to which

they fall under the dependency and authority of their Ministries.

For customs administrations to function effectively and to support EU values, it
is important that they operate in a uniform manner, taking into account consistent
quality standards and ensuring the uniform application of regulations and initiatives.
The current methods of work, the means of implementing the regulatory enactments
of the European Union, and the standard skills of customs officers and officials vary
greatly from one Member State to another. This situation impedes the synchronous
operation of customs administrations and decreases the overall customs capacity of
the EU. The various education and training approaches and standards make it dif-
ficult to share information on best practices and disseminate knowledge and skills
between different customs administrations (Pétersone et al. 2013), and even between
customs brokers and other border control authorities (Laurinavicius 2018; Jablonskis,
Petersone, and Ketners 2018). Therefore, an EU-wide tool has been established to
provide a framework within which consistently high standards could be achieved in
all of the customs administrations of the Member States — the EU customs system of
competences (CustCompEU). By introducing a harmonised approach, the EU hopes
to establish a uniform system for the training and education of customs officers in
order to enable Member States to provide customs officers with the necessary knowl-
edge and skills.

This system of ensuring the competence of customs authorities should ensure in-
teraction with national, World Customs Organization (2019), or internal professional
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standards, if established, as well as with other competency generation mechanisms.

From the perspective of the customs institution, a number of practical issues arise

regarding how to better provide staff with the required knowledge and skills:

o deciding whether to employ staff who already possess the knowledge and skills re-
quired, or whether the organisation should be engaged in conducting the training
of its employees;

o establishing whether the knowledge and skills of employees are sufficient for per-
forming their duties prior to their recruitment;

o defining the knowledge and skills that are missing that would enable employees to
start performing their duties and be transferred to another workplace;

« training employees only for the needs of a specific position or functional position,
effectively improving training expenditures;

o understanding whether the employee who obtains knowledge and work experience
in the customs service would be interested in transferring to work in the private
sector (Ketners and Petersone 2020).

The aim of this research is to provide customs administrations with a methodology

for generating flexible competencies that are personalised but highly effective from the
perspective of the customs institution.

2. Materials and Methods

The meta-analysis of this study is based on the use of qualitative data from the exist-
ing data sources of the professional standards system implemented in Latvia, the initia-
tives implemented as part of the CustCompEU, and the principles of the process man-
agement system.

In the education sector, a quality-oriented service requires excellence in the design
and planning of the service activities, as well as in their delivery and the accepted meth-
od of assessing the performance of the services (Lupo 2013). In order to avoid possible
confusion, partial ignorance, and subjectivity, the content of both the study programme
and the training programme should be prepared based on the requirements of the main
stakeholder in the outcome of the study process - the employer.

In this case, the guidelines for the content of the study process will be professional
standards. Professional standards determine the basic tasks and duties of professional
activity corresponding to the profession, the requirements of professional qualifications,
and the general and professional knowledge, skills, attitudes, and competencies required
to perform these tasks and duties. Based on the professional standards of the customs
processes, it is possible to create an integrated and complementary model of education
and training in customs matters.



The personalized model for the sustainable development of human resources in customs

2.1. EU Customs Competency Framework

In 2011, the European Commission (EC) performed a wide-scale study on the train-
ing and education of EU customs employees. The study of the Directorate General Taxa-
tion and Customs Union regarding the training of customs employees and entrepreneurs
in the EU revealed that: 75% of the member states conduct internal training for customs
employees; 55% carry out training for customs officials only in classrooms - a rather
formal method of training, in which less than a half of the required professional compe-
tences are acquired; 20% provide workplace training; 14% implement training remotely
via the internet; and only 4% conduct training through seminars, conferences, or other
training events (European Commission 2016).

In 2015, the EC published the first version of the CustCompEU. This framework
aimed at harmonising and raising customs performance standards throughout the EU.
The CustCompEU is the foundation which sets out a consensus on the optimal set of
knowledge, skills, and behaviours required by customs professionals in the EU (Euro-
pean Commission 2019; n.d.-a).

The EU Certificate of Recognition ran its first pilot year in 2018, during which the
process, methodology, and accompanying documentation were evaluated in terms of
quality, clarity, and usability. The certification process for master’s and bachelor’s degree
programmes in the field of customs was launched, and 11 bachelor’s and master’s degree
programmes were recognised in the EU (EU Reference Training Programmes for Aca-
demic Customs Education 2019).

2.2. Process Management System

The synergy of the process management system in managing human resources is
an innovative approach. There are workplace descriptions, position descriptions, and
professional standards that supplement each other and are conceptually contracted. For
example, if a change in the process occurs, it is necessary to introduce changes to work-
place descriptions, which, in turn, provide a basis for changing the description of the po-
sition. In particular, how changes in processes affect professional standards is analysed.
An organisation’s internal documentation in the field of human resource management
is used as a basis for an objective background analysis. This documentation follows the
principle of compatibility, where processes and process actions are identified, and the
final product(s) of the process, their performance indicators, and the required general
and special knowledge and skills are identified for the implementation of each process.
Consequently, the general and special knowledge and skills identified for the implemen-
tation of the process form the basis for both descriptions of positions and professional
standards (Pétersone and Krasting 2012).

Such an approach to training will eliminate weaknesses in three key areas: 1) flex-
ible financing options; 2) awarding credit for prior learning; and 3) enhancing strate-
gic community partnerships. Parallels are drawn to similar challenges the EU faces in
meeting the social dimension of the Bologna Process (Serowick and Cardelle 2015) and
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other socio-economic problems (Barinov et al. 2020; Okunevic¢iaté-Neverauskiené and
Rakauskiené 2018). The Bologna Process contributes to the fact that higher education is
no longer isolated from lifelong learning, since the knowledge and skills acquired beyond
studies can be expressed in credits which can count towards the total amount of study
needed to acquire a degree/qualification or a specific study module. The integrated edu-
cation and training module will ensure flexible financing options (Erins and Erina 2015;
Arhipova 2014; Arhipova et al. 2017) and the cost-efficient training of customs officers.

3. Results and Discussion

To systematize the requirements of specific customs service positions, a methodol-
ogy for the identification of key knowledge and skills is proposed, which combines them
with the requirements of international and supranational organisations and provides an
educational system with the information necessary regarding the knowledge and skills
acquired as a result of the educational process.

The general and special knowledge and skills that are necessary to perform the rel-
evant process are identified and formulated for each process (Pétersone and Krastin$
2014), and an identification code is assigned for each indicator of general and special
knowledge and skill. Thereafter, each indicator of general and special knowledge and
skills is given a value depending on its importance in the appropriate professional stan-
dard. This value ranges from 1 to 30, where 1 is the least significant and 30 the most
significant indicator of general and special knowledge and skills in the professional stan-
dard. Indicators of general and special knowledge and skills can only be identified and
formulated by those involved in the process concerned, together with organizers of train-
ing as experts of the methodology. The EU competence framework (CustCompEU) and
the World Customs Organization’s (2019) Professional standards can be used as guide-
lines for the formulation of general and special knowledge and skills. Table 1 provides the
procedure for identifying the value of each indicator of general knowledge.

Table 1. General Knowledge Assessment

Process General knowledge code | General knowledge Value
indicator 1-10 | 11-20 | 21-30

P.004.004 P.004.004.vz001
P.004.004.vz002
P.004.004.vz003
P.004.005 P.004.005.vz001
P.004.005.vz001

P.nnn.nnn P.nnn.nnn.vz001

P.nnn.nnn.vz002

P.nnn.nnn.vznnn

Source: Table made by the authors
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The same methodology is used to identify and formulate indicators for specific
knowledge and skills as well as general skills, and a value is assigned to each unit. Ac-
cordingly, the model consists of a four-row matrix obtained according to the professional
standard, position description, and both the workplace and professional qualifications
of the employee. First, according to the requirements of a particular profession and the
standard of competence, a standard professional matrix is obtained (see formula 1).

a11 a12 013 ...an ...aln
A= Ay Qp %23 -Q2i..ay,
Q3 Q3 Q33 .-Gy enlgy
Q3 Qg %3 - Qyi..ay,

where A = professional standards;

1),

a,a,a,...a,...a - general knowledge in the professional standard;
a, a,a, ...a,...a, —general skills in the professional standard;
a, a,a,...a,...a, - specificknowledge in the professional standard;
a,a,a,..a,...a, - specific skills in the professional standard.

When formulatlng the description of a particular position in the customs service,
the respective indicators should be taken into account: general knowledge, general skills,
specific knowledge, and specific skills (see formula 2).

byy by, byz  ..by; by,
B = by by by bynbyy
by, by by ..by;..by,
byy by by by by, ),

where B = description of the specific position;

b,b,b,...b,...b - general knowledge in the position description;
b, b,b,. ...b, ...b, - general skills in the position description;
b, b, b, ...b, ...b, —specific knowledge in the position description;
b, b, b, ...b, ...b, —specific skills in the position description.

In this way, the position description matrix is assessed (see formula 2). Since, in most
cases, the descriptions of the positions of customs officials do not reflect a whole series
of processes and process activities, the value of these indicators will be 0. This means that
the value of several indicators of the position descriptions will, in most cases, be lower
than the value of the same indicators of the professional standard. Still, there remains a
theoretical possibility that they will be identical to the values of the position description
when one customs official works alone at one customs control point while performing all
of the duties there (see formula 4).

When formulating the description of the specific workplace of the customs service,
the relevant indicators should be taken into account - such as general knowledge, gen-
eral skills, and the specific knowledge and skills needed to fulfil work duties at the cor-
responding workplace. Following a similar methodology, the workplace is identified (see
formula 3).
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3),
where C = description of the workplace;
€, €, €y +oeCyy nCy, — general knowledge in the workplace description;
C,, €, Cyy ++-C,y, -G, — general skills in the workplace description;
C,, €y, Cyy +o-Cy, oGy — specific knowledge in the workplace description;
C, €, Cypy ++-C,; €, — specific skills in the workplace description.

In this way, the workplace description matrix is calculated (see formula 3). The de-
scription of the workplace reflects processes and activities from the process management
system according to the functionality of a specific workplace and the institutional affilia-
tion of a series of processes and process activities from the process management system.
Depending on the size of the Customs Control Point (CCP), several workplaces where
one or more persons can work at the same time are provided. Therefore, the value of
multiple indicators may also be 0. This means that the workplace will always be less than
the position description (see formula 4).

A=2B2C, (4)

Following a similar methodology, it is possible to determine professional qualifica-
tions of each customs officer to ascertain whether they comply with the professional stan-
dard (see formula 5).

dyy dy, dyz wedydyy
dyy dyy dyy ondy ody
dyy dyy day  oda .ds,
dyy dyp dyz ody ndey

Bi=

where D = professional qualification of the employee;

d,d,d,...d, ...d, - general knowledge of the employee;
d,d,d,...d,..d, -generalskills of the employee;
d, d, d,; ...d, ...d, - specific knowledge of the employee;
d,d,d,...d,..d, -specific skills of the employee.

By analysing the existence of the general and specific knowledge and skills of each
individual customs official, it is possible to compare their individual indicators both with
the professional standard indicators and with the position description indicators (see
formula 6).

A>B2D, (6)

If D is less than A, this indicates that the customs officer does not have the corre-
sponding professional qualification. On the other hand, if D is less than B, this indicates
that the customs officer needs to improve some of their general knowledge and skills or
their specific knowledge and skills.

According to this methodology, when analysing the professional qualifications of em-
ployees, it can be concluded that it is rational for customs authorities to employ workers
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with the required general and specific knowledge and qualification-based skills. By com-
paring each indicator, it is possible to identify and complement gaps in knowledge and
skills.

Such a comparison and analysis of the knowledge and skills of employees is consis-
tent with the performance assessment system of the civil service, and forms the basis for
algorithms in the management of the progress of services.

4. Conclusions

Standards for the profession of customs officer are universal operational tools which
help both universities and training centres, regardless of their institutional affiliation,
to provide customs authorities with the required staff without their direct involvement.
Professional standards, in a similar way to position descriptions and workplace descrip-
tions, are derived from the objectives and tasks of the employer. The standard of the
customs profession is the most important element in the development of the integrated
learning model, which would be a central element for a coordinated and harmonised
vocational education and training system.

In the field of training, the EU Customs Competencies Framework offers the integra-
tion of four elements: customs; the private sector; the national level; and the international
level, where training remains the individual responsibility of the Member States and is
managed in accordance with national requirements. However, the following issue of the
customs operation remains: there are 27 national customs authorities, all of which are
separately regulated in the content of their training programmes and in the various ele-
ments of their training structures, such as the requirements of professional standards and
competence.

Future studies should concern the impact of training activities based on the knowl-
edge and skills identification methodology of the process management system on the
performance indicators of customs authorities.

References

1. ARHIPOVA, I. Analysis of the efficiency of Latvia research institutions public
spending. Procedia — Social and Behavioral Sciences. 2014, 109, 24-28. Available
from: https://doi.org/10.1016/j.sbspro.2013.12.415

2. ARHIPOVA, L, L. PAURA, J. EIDUKS and G. VITOLS. Comparative analysis of
higher education study programs’ quality, efficiency and effectiveness. Proceed-
ings of the HEAD’17 - 3rd International Conference on Higher Education Advanc-
es. Universitat Politecnica de Valencia, Valencia, 2017, pp. 55-63. Available from:
https://doi.org/10.4995/HEAd17.2017.4857

3. BARINOV, V., M. KULAPOV, O.G. RAKAUSKIENE, P. KARASEV and
N. URAEV. Challenges of Russian economy digitalization in the context of socio-
economic development. Montenegrin Journal of Economics. 2020, 16(3), 17-30.
Available from: https://doi.org/10.14254/1800-5845/2020.16-3.2


https://doi.org/10.1016/j.sbspro.2013.12.415
https://doi.org/10.4995/HEAd17.2017.4857
https://doi.org/10.14254/1800-5845/2020.16-3.2

Intellectual Economics. 2021 15(1)

13

10.

11.

12.

13.

14.

15.

EUROPEAN COMMISSION. CustCompEU. EU Customs Competency Frame-
work [online]. N.d.-a [viewed 25 December 2020]. Available from: https://
ec.europa.eu/taxation_customs/eu-training/eu-customs-competency-frame-
work_en

EUROPEAN COMMISSION. The Customs 2020 Programme [online]. N.d.-b
[viewed 25 November 2020]. Available from: https://ec.europa.eu/taxation_cus-
toms/business/customs-cooperation-programmes/customs-2020-programme_en
EUROPEAN COMMISSION. BTRAIN2 - Feasibility study on a potential EU
academic programme for the customs profession. Final Report 05.12.2011. Luxem-
bourg: Publications Office of the EU, 2016. ISBN 978-92-79-59236-2. Available
from: https://doi.org/10.2778/694111

EUROPEAN COMMISSION. The CustCompEu: Modernising customs through
competency-based human resource management. Luxembourg: Publications
Office of the EU, 2019. ISBN 978-92-76-08742-7. Available from: https://doi.
org/10.2778/770112

ERINS, I, and J. ERINA. The higher education financing system: the case of
Latvia. Procedia - Social and Behavioral Sciences. 2015, 177, 183-185. Available
from: https://doi.org/10.1016/j.sbspro.2015.02.377

EU Reference Training Programmes for Academic Customs Education. Master’s
and Bachelor’s programmes. 2019 sectional revision [viewed 2 December 2020].
Available from: https://ec.europa.eu/taxation_customs/sites/taxation/files/eu_
rtp_for_academic_customs_education_2019_sectional_revision.pdf
JABLONSKIS, A., M. PETERSONE and K. KETNER. Insights into the definition
of customs logistics. Intellectual Economics. 2018, 12(1), 16-33. Available from:
https://doi.org/10.13165/1E-18-12-1-02

KETNERS, K. and M. PETERSONE. (2020). Customs skills and knowledge — just
for customs officer? CCe&RM Journal for Practitioners in Europe. 2020, Issue 5
(October / November 2020) [viewed 25 November 2020]. Available from: https://
www.customsclearance.net/en/articles/customs-skills-and-knowledge-just-for-
customs-officer

LAURINAVICIUS, A. Administrative discretion assumptions in developing cus-
toms logistics. Intellectual Economics. 2018, 12(1), 34-46. Available from: https://
doi.org/10.13165/1E-18-12-1-03

LUPO, T. A fuzzy ServQual based method for reliable measurements of education
quality in Italian higher education area. Expert Systems with Applications. 2013,
40(17), 7096-7110. Available from: https://doi.org/10.1016/j.eswa.2013.06.045
OKUNEVICIUTE-NEVERAUSKIENE, L. and O.G. RAKAUSKIENE. Identifica-
tion of employment increasing possibilities in the context of the EU socioeconom-
ic environment evaluation: The case of Lithuania. Economics and Sociology. 2018,
11(4), 51-68. Available from: https://doi.org/10.14254/2071-789X.2018/11-4/3
PETERSONE, M., K. KETNERS and A. KRASTINS. (2013). On some aspects of
process management and human resource management interaction at the customs
authorities. In: Recent Advances in Education & Modern Educational Technologies:


https://ec.europa.eu/taxation_customs/eu-training/eu-customs-competency-framework_en
https://ec.europa.eu/taxation_customs/eu-training/eu-customs-competency-framework_en
https://ec.europa.eu/taxation_customs/eu-training/eu-customs-competency-framework_en
https://ec.europa.eu/taxation_customs/business/customs-cooperation-programmes/customs-2020-programme_en
https://ec.europa.eu/taxation_customs/business/customs-cooperation-programmes/customs-2020-programme_en
https://doi.org/10.2778/694111
https://doi.org/10.2778/770112
https://doi.org/10.2778/770112
https://doi.org/10.1016/j.sbspro.2015.02.377
https://ec.europa.eu/taxation_customs/sites/taxation/files/eu_rtp_for_academic_customs_education_2019_sectional_revision.pdf
https://ec.europa.eu/taxation_customs/sites/taxation/files/eu_rtp_for_academic_customs_education_2019_sectional_revision.pdf
https://doi.org/10.13165/IE-18-12-1-02
https://www.customsclearance.net/en/articles/customs-skills-and-knowledge-just-for-customs-officer
https://www.customsclearance.net/en/articles/customs-skills-and-knowledge-just-for-customs-officer
https://www.customsclearance.net/en/articles/customs-skills-and-knowledge-just-for-customs-officer
https://doi.org/10.13165/IE-18-12-1-03
https://doi.org/10.13165/IE-18-12-1-03
https://doi.org/10.1016/j.eswa.2013.06.045
https://doi.org/10.14254/2071-789X.2018/11-4/3

14

The personalized model for the sustainable development of human resources in customs

16.

17.

18.

19.

Educational Technologie Series 9: International Conference on Education and
Modern Educational Technologies (EMET’13), Italy, Venice, 28-30 September
2013. Ttaly: Venice, 2013, pp. 82-90. ISBN 978-1-61804-210-1. ISSN 2227-4618.
PETERSONE M. and A. KRASTINS. The role of professional standards in
the creation of a coordinated system of professional advancement and train-
ing in the field of customs. Scientific Journal of RTU, Series 3: Ekonomika un
uznémejdarbiba. 2012, 22, 139-143.

PETERSONE, M. and A. KRASTINS. Human resource management develop-
ment at Latvian Customs Administration. AD ALTA: Journal of Interdisciplinary
Research. 2014, 4(1), 58-62. ISSN 1804-7890. Available from: http://www.magna-
nimitas.cz/ADALTA/0401/papers/A_petersone.pdf

SEROWICK, J.A. and A.J.F. CARDELLE. An assessment of an adult learning
model: implications for replication. Ist International Conference on Higher Edu-
cation Advances, HEAd’15. Universitat Politécnica de Valencia, Valéncia, Spain,
2015, pp. 442-450. Available from: http://dx.doi.org/10.4995/HEAd15.2015.359
WORLD CUSTOMS ORGANIZATION. Professional standards 2019 [online].
2019 [viewed 25 January 2021]. Available from http://www.wcoomd.org/-/me-
dia/wco/public/global/pdf/topics/capacity-building/activities-and-programmes/
picard/professional-standards/omd-normes-prof-uk-basse-def.pdf?la=fr


http://www.magnanimitas.cz/ADALTA/0401/papers/A_petersone.pdf
http://www.magnanimitas.cz/ADALTA/0401/papers/A_petersone.pdf
http://dx.doi.org/10.4995/HEAd15.2015.359
http://www.wcoomd.org/-/media/wco/public/global/pdf/topics/capacity-building/activities-and-programmes/picard/professional-standards/omd-normes-prof-uk-basse-def.pdf?la=fr
http://www.wcoomd.org/-/media/wco/public/global/pdf/topics/capacity-building/activities-and-programmes/picard/professional-standards/omd-normes-prof-uk-basse-def.pdf?la=fr
http://www.wcoomd.org/-/media/wco/public/global/pdf/topics/capacity-building/activities-and-programmes/picard/professional-standards/omd-normes-prof-uk-basse-def.pdf?la=fr

	_GoBack
	_GoBack
	_GoBack
	_Hlk46173446
	_Hlk46172741
	_Hlk42873881
	_GoBack
	_GoBack
	_Hlk52225242
	_Hlk52226110
	_Hlk52226255
	_Hlk52266918
	_Hlk51923012
	_ENREF_1
	_ENREF_2
	_ENREF_3
	_ENREF_4
	_ENREF_5
	_ENREF_6
	_ENREF_7
	_ENREF_8
	_ENREF_9
	_ENREF_10
	_ENREF_11
	_ENREF_12
	_ENREF_13
	_ENREF_14
	_ENREF_15
	_ENREF_16
	_ENREF_17
	_ENREF_18
	_ENREF_19
	_ENREF_20
	_ENREF_21
	_ENREF_22
	_ENREF_23
	_ENREF_24
	_ENREF_25
	_ENREF_26
	_ENREF_27
	_ENREF_28
	_ENREF_29
	_ENREF_30
	_ENREF_31
	_ENREF_32
	_ENREF_33
	_ENREF_34
	_ENREF_35
	_ENREF_36
	_ENREF_37
	_ENREF_38
	_ENREF_39
	_ENREF_40
	_ENREF_41
	_ENREF_42
	_ENREF_43
	_GoBack
	_Hlk61884055
	_GoBack
	_Hlk73871610
	_Hlk69732520
	_Hlk73744990
	_Hlk74121991
	_Hlk73719799
	_Hlk39192092
	_GoBack
	_Hlk39535536
	_Hlk39202135
	_Hlk39450760
	_Hlk39370065
	_Hlk39451737
	_Hlk39717844
	_Hlk39535897
	_Hlk39450816
	_Hlk39202115
	_Hlk39450829
	_Hlk39535662
	_Hlk39530335
	_Hlk40141319
	_Hlk40409905
	_Hlk40410601
	_GoBack
	MARGIN ANALYSIS IN MANAGEMENT AND OPERATIONAL PROFITABILITY AND PRICING POLICY OF A PRODUCTION ORGANIZATION
	THE MEASUREMENT OF QUALITY OF INCOME TAX ASSESSMENT IN BUILDING CONTRACTORS
	CENTRAL ASIAN COUNTRIES: COMPETITIVENESS AND PROSPECTS FOR COOPERATION AND INTEGRATION
	THE INVESTMENTS OF FINANCIAL INSTITUTIONS IN REAL INNOVATIONS: KAZAKHSTANI PRACTICE
	MODELING THE OPTIONS FOR ACCOUNTING 
FOR THE INNOVATION COSTS 
OF INDUSTRIAL ENTERPRISES IN UKRAINE
	FINANCIAL DEVELOPMENT AND BANK RISK-TAKING: EMPIRICAL EVIDENCE FROM THE USA
	THE INSTITUTIONAL TRANSFORMATION OF THE DIGITAL VALUES OF UKRAINIAN SOCIETY 
	The Impacts of Leader–Member Exchange, Psychological Capital, and Job Crafting 
on Innovative Behavior: 
Evidence from the Public Sector
	HUMAN CAPITAL–GROWTH NEXUS: 
THE ROLE OF SKILL MISMATCH
	THE PERSONALIZED MODEL FOR THE SUSTAINABLE DEVELOPMENT OF HUMAN RESOURCES IN CUSTOMS

