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i Abstract. The economic efficiency and resilience of Ukrainian enterprises in the face of crisis depend on the
adaptive capacity, creative capacity, and flexibility needed to promptly respond to changes in environmental factors,
which emphasises the relevance of the study. The purpose of the article was a theoretical study and practical testing of
approaches to the formation of adaptive capacity of the enterprise’s crisis management, based on the use and development
of the creative potential of the enterprise’s staff. The results were obtained by using the following methods: scientific
abstraction, comparison and generalisation methods for defining the essence of creative potential and its components,
and establishing the sequence in assessing the enterprise’s capacity to adapt to a crisis; analogy, general and specific
methods for developing a structural and logical model of formation of the enterprise’s adaptive capacity through the
development of its creative potential. The article discussed the theoretical, methodical and applied aspects of formation of
the triad of interrelated concepts “creative potential — adaptive capacity — crisis management”. At the fundamental level,
the essence of creative potential was investigated, taking into account the formation of this category at the intersection
of two sciences: management and psychology. Five components of creative potential, viz. cognitive, characterological,
emotional-volitional, motivational, and psychological, were identified. A structural and logical model of forming the
adaptive capacity of an enterprise through the development of its creative potential was developed. A sequence of
actions and the tools for assessing the enterprise’s adaptive capacity in the crisis were established. Practical testing was
carried out using the Argenti’s A Score Model (A-score) that combined quantitative and qualitative indicators for crisis
identification and allowed assessing the stage of the crisis and, accordingly, the level of adaptive capacity of an enterprise.
A scientific and methodical approach to the formation and development of an enterprise’s creative potential in the context
of improving the capability of the enterprise to adapt to the crisis was proposed. The proposed structural and logical
model of forming the adaptive capacity of an enterprise through the development of its creative potential contained a
thorough description of measures, whose comprehensive implementation will allow increasing the adaptive capacity of
the staff, which in turn will contribute to increasing the ability of the enterprise to adapt its main and auxiliary business
processes to crisis conditions
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w Introduction
The operation of enterprises in conditions of permanent
economic and political instability calls for the need to
use advance innovative approaches in management. This
is especially relevant for approaches that are aimed at
accumulating creative ideas for solving production and
economic problems, overcoming their consequences, and
promoting adaptation and cooperation between manage-
ment and subordinates for open interaction by setting
benchmarks to overcome crises in the face of uncertain-
ty. From this perspective, the ability to fluently adapt to
the unpredictability and dynamism of the internal and
external environment, and thus the economic efficiency
and resilience of Ukrainian enterprises in the crisis, to
some extent depend on the conditions that are created by
management with the aim of formation, development and
effective implementation of the staff’s creative potential.
Given the military-political crisis, the issue of developing
effective measures for the formation and development of
creative potential in the context of increasing the adaptive
capacity of Ukrainian enterprises is particularly relevant.

The generally accepted approach is that of N.V. Bielik-
ova & 1.0. Hubarieva (2023), who believe that adaptive en-
terprise management systems are created to ensure max-
imum adaptation to the impact of factors of an unstable
external environment and to correct the negative impact
of internal environmental factors. This process ensures
that enterprises are adaptable to any changes or condi-
tions by changing their functions, structure, relationships,
parameters, etc. to better adapt to the impact of external
and internal instability factors. The authors studied the
development of adaptive management systems that ex-
hibit a sustainable performance in specific environmental
conditions. These systems take into account adaptation
mechanisms and implement algorithms for finding local
extremes without predicting changes in the environment,
based on information available about this environment at
a given time. The generally accepted approach is that the
enterprise’s adaptive capacity is not only how to respond
to events that have already taken place, but to a greater
extent how to anticipate them; the fundamental features
of this category are reliability, flexibility, and mobility. A
more in-depth analysis by V. Grosul & T. Askerov (2019)
made it possible to distinguish process, systemic, and
targeted approaches in defining the category “adapta-
tion” and thus, to interpret this category as a process of
timely adjustment to unstable external business environ-
ment. This involves detecting the negative consequences
of shortcomings in the enterprise management system
in terms of ensuring the enterprise’s sustainable perfor-
mance and development in the long term, or adjusting the
structure, resources, reserves, and management capabili-
ties of the enterprise’s adaptive potential in response to
the impact of external factors.

With regard to creative capacity, I. Tanasiuk & S. Kir-
sho (2023) pointed out that staff creativity is formed under
the two conditions of creativity development: economic

(to finance the participation in conferences and associa-
tions in order to facilitate sharing experience, expand crea-
tive spaces at the enterprise, and enhance through external
information influences); and psychological (to contribute
to the change from a reproductive-oriented to creative-ori-
ented personality, ready for a transformational activity in
the field of their profession, since the basis for the devel-
opment of creativity is the cognitive, characterological, dy-
namic, emotional and volitional, motivational sphere). Ac-
cording to B. Batiuk & K. Hirniak (2024), creative solutions
in human resource management in the difficult conditions
of war ensure adaptability, resilience and innovation and
become key factors in the enterprise survival. Creative HR
management involves the development and implementa-
tion of agile work mechanisms (remote work, use of technol-
ogy for virtual meetings and collaboration, creation of safe
and accessible work centres away from combat zones) for
psychological support, including stress management coun-
selling and workshops. Enterprises should creatively over-
come communication channel disruptions and re-establish
communications, including the use of phone calls, SMS,
encrypted messaging apps, and satellite communication.

O. Dzhur et al. (2023) argued that enterprise crisis
management, as a choice of a new direction that chang-
es people’s minds, implements various means of commu-
nication inside and outside the enterprise, embodies the
path of excellence and is a multi-level system. Crisis man-
agement tools are essentially the activation of new levels
of human consciousness. This allows employees to imple-
ment their intentions and opens up unlimited possibilities
for obtaining the power (potential) of the enterprise as a
system. I.Yu. Lunkina (2024) proposed to apply a system-
atic approach to crisis management through the use of
special technologies. To her mind, these include: first, the
use of programme-targeted approaches to the developed
management measures that should be implemented in a
timely manner, since the time factor is crucial for success-
ful crisis management; second, development and appli-
cation of a system of anti-crisis criteria for assessing the
quality of management decisions, which will allow making
the right choice among possible alternatives of behaviour
and performance.

Despite the significant attention of scholars to this
issue, the problems of formation and development of cre-
ative potential in the context of increasing the ability of
enterprises to adapt to the crisis remain unresolved. The
purpose of the article was to develop a theoretical and
methodical approach to the formation and development
of creative potential, based on a structural and logical
model of formation of the enterprise’s adaptive capacity
in the crisis through enhancing its creative potential. The
practical testing was carried out using the Argenti A mod-
el (A-score) that combines quantitative and qualitative
indicators of crisis identification and allows assessing the
stage of crisis and, accordingly, the level of adaptive capac-
ity of the enterprise.
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W Materials and Methods

The article used a wide range of scientific research tools.
General scientific methods, such as analysis, synthesis, and
generalisation were used at all stages of the research, from
problem statement and objective formulation to conclu-
sions. To define the essence of creative potential and its
components, the article used the method of scientific ab-
straction, which allowed abstracting from general, often
blurred signs of creativity, and focusing on those that are
important from the perspective of their incorporation into
the enterprise management system. Given that the highest
level of abstraction is the formation of concepts (catego-
ries) and their components, the study substantiated the
components of creative potential as a category to be con-
sidered at the intersection of management and psychology.

To develop a structural and logical model of formation
of the enterprise’s adaptive capacity through the develop-
ment of its creative potential, the study used the methods of
analogy, general to specific. This made it possible to struc-
ture the determinants of creative potential through identi-
fying not only its components, but areas of its development
as well; this also allowed specifying measures to ensure its
development. To determine the sequence of actions and
tools for assessing an enterprise’s adaptive capacityin crisis,
the author used the comparison and generalisation meth-
od that allowed taking into account the most well-known
practices and methods of analysis and implementing an in-
tegrated approach to creation of an evaluation algorithm.
It also prevented an information overload and duplication.

The results were based on the assumption that the
change in creative potential affects the adaptive capaci-
ty and the likelihood of bankruptcy of an enterprise. The
process involved three stages: shortcomings, mistakes and
crisis symptoms. The method was based on assigning a cer-
tain score to each factor, and the scores were used to cal-
culate the A-score. The study analysed the capacity of the
enterprises, such as Private Joint Stock Company (Pr]JSC)
Roshen, PrJSC Kharkiv Biscuit Factory, PrJSC Obolon, Lim-
ited Liability Company (LLC) Nova Poshta and Public Joint
Stock Company (PJSC) Interpipe NTZ to adapt to crisis sit-
uations. Depending on the scores, the entity was assessed
as; an enterprise with high adaptive capacity, which is suc-
cessful in all areas of activity; an enterprise with medium
adaptive capacity, which may face a crisis in the next five
years; an enterprise with low adaptive capacity, which has
serious difficulties in its financial and economic activities.
The final stage of the assessment was the use of adapt-
ability indicators with establishing their optimum values;
identifying deviations of the calculated indicators from the
optimum (standard) ones and the cause of the discrepan-
cies, comparing the obtained levels with the planned ones,
and implementing corrective actions.

Methods of formalisation and statistical research were
used at the stage of practical testing, which was carried out
using the Argenti method. This involved the use of data
from statistical and financial statements of enterprises,
annual management reports, which are publicly available

(Clarity Project, n.d.). This method combined quantitative
and qualitative indicators to identify and assess the crisis.
The research was conducted in compliance with Business
integrity and ethics (n.d.). The qualitative indicators in the
model described the management structure, relationships
in the supervisor-subordinate system, the accounting sys-
tem used, the terms of fulfilment (non-fulfilment) of con-
tractual obligations, employee motivation and incentives,
quick or slow response to changes in the external environ-
ment, etc. Quantitative indicators mainly characterised the
financial aspects of the company’s operations: financial in-
dependence, solvency, turnover of capital and its elements,
and profitability. The use of tabular and graphical methods
providedaclearpresentationandvisualisation of theresults.

@ Results and Discussion

Consideration of the triad of interrelated concepts “cre-
ative potential — adaptive capacity - crisis management”
showed that their interconnection is being studied at the
theoretical level. The initial concept is creativity; unlike
creative work that involves the creation of something fun-
damentally new, creativity determines the ability of a per-
son to abandon stereotypical ways of thinking and identi-
fy new ways of solving problems. Creativity is a person’s
ability to think and behave in a non-standard way, to re-
alise the value of their experience, to sense a problem, to
identify it, and to look for ways of solving it. A. Serban et
al. (2023) performed a comprehensive analysis of the cor-
relation between cognitive ability and creativity, which
proved that several conceptual and methodological mod-
erators (e.g., cognitive ability measure, creativity measure,
creativity domain, rating type) had a significant impact on
the strength of the meta-analytic correlation.

B. Batiuk & K. Hirniak (2024) formed the determinants
of creativity that affect the enterprise’s HR management
system. They included, according to the authors: corpo-
rate culture and leadership; development and training of
employees; agility in work and work environment; com-
munication and cooperation, and motivation. A relevant
study by N.C. Devi (2024) suggested ways to improve the
relationship between a leader and his or her subordinates
through effective knowledge management strategies that
foster employee creativity. A paradoxical leader who regu-
lates knowledge-hoarding and promotes knowledge-shar-
ing behaviours can effectively foster employee creativity.

I. Mykhalchuk & V. Stadnyk (2023) argued that the es-
sence of creativity is revealed through the potentiality of
human creative abilities that only manifest themselves un-
der certain conditions, and through the productive use of
the created value. Regarding the creativity of the economic
system, it is exhibited as the capability of the management
to create a favourable organisational space (motivational
environment for creativity) for attracting professionally
trained and creative individuals. These individuals should
be capable of generating unique ideas in various function-
al areas of activity and transforming them into new value
propositions in the form of goods and services that have
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a positive public feedback and ensure the necessary effi-
ciency of the business model of economic activity in the
current and strategically forecasted business environment.
The authors believed that the potential of creativity should
be enhanced and effectively used to produce value offers
that will be in demand by the market.

M. Benedek (2024) considered individual differences
in creative achievements, as characterised by creative po-
tential, to be the main principle of creativity. The author
identified eight conceptual and methodological issues that
need to be addressed when studying the relationship be-
tween creative potential and achievement. In his opinion,
these include the proper assessment of creative achieve-
ment, scope and specifics of creative potential, forms of
interaction and development dynamics, the role of media-
tion, creative behaviour, the impact of environmental fac-
tors, and the characteristics of the samples obtained.

These considerations, which are worth accepting, have
formed a model of individual creative differences that form
the structure and affect the interaction of the relevant
components at different levels of creative potential, crea-
tive behaviour and creative achievements under the impact
of environmental factors. In the classical sense, creativity
functions in the management system should be aimed at
improving organisational interaction (both within the en-
terprise and in relation to stakeholders) to generate new
ideas in the context of building (improving) and imple-
menting business processes and ensuring the effectiveness
of teamwork in generating new ideas, their comprehensive
critical analysis, and selection of the most promising ones,
thus ensuring high adaptive capacity.

Creative potential is viewed at the intersection of man-
agement and psychology. Accordingly, on the one hand, the
term can be attributed to the group of managerial and eco-
nomic categories, and on the other hand, it belongs to the
terminological apparatus used by modern psychologists.
In terms of psychology, M. Quirin et al. (2020) structurally
defined the creative potential of an individual by the main
forms of manifestation of the human psyche, namely: cog-
nitive and emotional-volitional processes, mental states,
and qualities. When considering the creative potential of
an individual in the context of his or her social role in the
organisation, with the need to cooperate with other em-
ployees and implement teamwork skills in order to achieve
the organisation’s goals, the elements of creative potential
should be supplemented by a motivational component on
the part of management.

Given the fact that creative potential is considered an
effective tool for crisis management, it is vital to develop
approaches to the formation and development of creative
potential in order to increase the staff adaptability in the
context of forming the adaptive capacity of an enterprise.
In this regard, Figure 1 shows a structural and logical mod-
el of forming the enterprise’s adaptive capacity through
the development of the creative potential of its employees.
The model identified five components of creative potential
in accordance with the above considerations: cognitive,

characterological, emotional-volitional, motivational, and
psychological. For each component, the direction of devel-
opment was defined and measures were specified, whose
implementation will enable the enterprise to achieve the
goal of increasing the staff adaptability.

Improving the cognitive (mental) abilities of employ-
ees involves systematic work on implementing profession-
al development programmes (trainings, webinars, profes-
sional development programmes, etc.), promoting various
forms of non-commercial knowledge transfer (participa-
tion in seminars, conferences, forums, exhibitions, etc.).
Such initiatives should not only concern senior managers,
but also managers of various functional units at different
levels. According to the study of team effectiveness by
R.M. Belbin & V. Brown (2022), mental capacity or intel-
ligence is not in itself a key factor in the success of an or-
ganisation, but rather a balance of behaviours. Teamwork is
most effective when the team consists of people with dif-
ferent abilities, ways of thinking and personalities. In fact,
the success of a team is driven by the ability to anticipate,
take into account individual behaviour, and select the team
members in such a way that they are not merely different
but complementary. R.M. Belbin & V. Brown (2022) iden-
tified nine clusters of behaviours, or team roles, necessary
to drive the team’s progress. It is important to note that
one person can combine several team roles: one role will be
more prominent, while others will be less so.

The above study was continued by Z.T. Kosztyan et
al. (2024), who argued that most enterprise’s tasks and pro-
jects are implemented using agile, extreme or hybrid tra-
ditional methods. The matrix approach allows modelling
team roles and synergy between employees. By extending
the problem of synergy-based task and project planning,
the model proposed by the author allows managing agile
projects, taking into account the effect of synergy between
employees and the difference between hard and soft skills.
Practical testing of the method proved that positive syner-
gy between employees can shorten project timelines and
reduce project costs, while the best way to choose roles
in the team is doing it autonomously. Designing modern
workspaces (“workrooms”, “Open space”, “Activity Based
Working” approach, etc.), creating safe and accessible work
centres away from combat zones, using modern informa-
tion technologies to organise virtual meetings and collab-
orative work will help to foster the development of not only
the characterological, but also the emotional, volitional
and psychological components of creative potential.

In terms of developing the motivational component,
various incentives, both monetary and non-monetary
forms, are acquiring particular importance. The develop-
ment of the motivational component will be facilitated by
enhancing corporate culture and ensuring business trans-
parency for both external and internal stakeholders. In
fact, transparency can be seen as a component of corporate
culture, although their relationship is not entirely obvious.
Corporate culture, the concept of which is determined by
the organisation’s mission and goals, as well as collective
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and individual values, assists in maintaining the integrity
of the organisation by creating its own standards of think-
ing and behaviour, helps people understand their place in
the organisation, and strengthens their faith in the organ-
isation’s perception of ideals. The United Nations has de-
veloped a Module on Business integrity and ethics (n.d.)
that recommends the documents, such as Code of Conduct
or Code of Ethics, be published and in a clear manner com-
municated to each employee. Adhering to the principles
of business transparency means that an organisation or

industrial enterprise, in particular, is willing to disclose in-
formation about the source of its raw materials, the qual-
ity and safety standards of its products, labour practices,
environmental protection, etc. (Fig. 1). Business transpar-
ency, according to A. Bateman & L. Bonanni (2019), is be-
coming an urgent requirement of consumers who are will-
ing to pay 2 to 10% more for the goods from “transparent”
companies. Moreover, for potential employees it is one of
the criteria for deciding on the choice of an employer at
the stage of job search.
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Figure 1. Structural and logical model of formation
of the enterprise’s adaptive capacity through the development of creative potential

Source: compiled by the authors

The concepts of adaptation and adaptive capacity of
enterprises also require theoretical substantiation. Ac-
cording to V. Grosul & T. Askerov (2019), the process of
adaptation facilitates the levelling of the negative impact
of environmental factors and the use of internal capabil-
ities to implement the efficient long-term development
of the enterprise. The dynamic equilibrium of the system
is maintained by the homeostasis ring, which ensures the
stability of the internal environment under changing con-
ditions of the external environment. According to N.V. Bie-
likova & 1.0. Hubarieva (2023), the loss of market share and
the reduction in the value of share capital are the result
of the inability to ensure a timely and adequate response
to changes in environmental factors. These are the condi-
tions for adaptation that is becoming an effective tool for
anincrease in the level of sustainability and efficiency of
an enterprise. When building adaptive systems, it is vital
to adhere to the following principles: differentiation (high
level of complexity and a significant amount of diversity

of components requires a more complex adaptive manage-
ment system); double loop management (both influence
on the object of management and study of the patterns
of system development); feedback (recording the charac-
teristics of the object of management and their changes
under the impact of management decisions through feed-
back channels). The position of I.I. Stets (2017) seems to be
reasonable; he argued that the main principles of the en-
terprise adaptation process are: methodological (system-
atic; preventive impact on external threats; homeostasis);
methodical (purposefulness; synergy; structural; economic
efficiency); operational (economic monitoring; integrity;
scientific validity; alternative and flexibility). In his opin-
ion, the economic justification for the functioning of an
adaptive management system at an enterprise is aimed at
guaranteeing the rationality of costs and economic moti-
vation of personnel to implement adaptation measures
promptly and effectively. The author insisted on the expe-
diency of assessing the adaptive capacity of an enterprise
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by indicators of adaptability, the list of which may differ for
different enterprises. The indicators include, first, calcula-
tion of acceptable and optimal values of adaptability indi-
cators for the enterprise under study; second, calculation
of the selected indicators and their comparison with opti-
mal levels; determination of adjustment coefficients taking
into account benchmarks and trends. First and foremost,
adaptive capacity is characterised by a stable response of
a business entity to the impact of environmental factors.
The study by A. De Boon et al. (2023) identified specific
aspects of adaptation in relation to sustainability transi-
tions. These include the dual roles that access to finance
and information can play; ownership status and ability to
implement adaptation measures; state of mind; feelings
of respect, appreciation and understanding; perceived lev-
els of control and ownership; and considerations of glob-
al impacts. A. Cedergren & H. Hassel (2023) argued that
adaptive capacity is manifested in a particular situation
through specific adaptations made by the organisation,
since the preconditions for adaptation exist even before
the crisis. A better understanding of the preconditions
necessary to adapt to the unfolding crisis is achieved by
examining how adaptations were manifested during the

COVID-19 pandemic and the factors contributed have
contributed to this adaptive capacity. Among factors fa-
vourable for adaptive capacity, the author identified a high
level of trust between the roles and organisational levels;
a polycentric organisational structure where departments
work autonomously but still allow for a degree of central-
ised coordination; clear overall goals; the use of previous
experience in recognising both minor and major crises,
and active employee literacy.

D. Prokopowicz & M. Matosek (2023) classified crises
according to the following criteria: first, the criterion of the
crisis scale (crises affecting a single economic entity, or lo-
cal, regional, international, continental and global crises);
second, the scale of their impact on business entities and
citizens; third, the level of diversity, complexity, nature of
possible consequences as well as sources that cause them.
The author believed that a common feature of crises is a
high level of uncertainty, increased risk and unfavourable
profit and loss balance. This calls for the need to assess the
creative potential, which in turn will make it possible to
assess the ability of the enterprise to adapt to the crisis.
Table 1 shows the sequence of actions and the tools for as-
sessing the enterprise’s adaptive capacity in crisis.

Table 1. Sequence of actions and the tools for assessing the enterprise’s adaptive capacity in crisis

Stage

Features, content and tools

First

Assessment of financial and economic state of the enterprise using the tools of financial analysis, express and fundamental
diagnostics, diagnostics of the probability of bankruptcy; assessment of the degree of crisis; assessment of the creative
potential of the staff

Second

Comprehensive study of environmental factors and level of competitiveness, analysis of markets and supply chains; strategic
analysis; legal, legislative and regulatory framework; specifics of business insurance in the face of military hostilities

Third

Assessment of the enterprise’s adaptive capacity in crisis (based on the calculation of adaptability indicators with setting
their optimal values; detecting deviations of the calculated indicators from the optimal /normative ones and the cause of the
deviations), comparing the obtained level with the planned one and implementing corrective changes

Source: compiled by the authors

Practical testing was carried out using the method
proposed by J. Argenti (1976), which successfully combines
quantitative and qualitative indicators for identification
and assessment of a crisis. The Argenti A-score model is the
most appropriate to use, as it allows identification of bot-
tlenecks in the enterprise’s operations. Given the fact that
their accumulation leads to serious errors in the business
entity’s activities, there is a possibility to recognise the
dangerous symptoms of a crisis in a timely manner. If the
management does not address the problems in time, the
company will be approaching a crisis. According to the Ar-
genti’s A Score Model, the main qualitative indicators that
characterise creative capacity include the management
style and characteristics of top management, the quality
of management, as well as some non-financial symptoms,
such as the quality of products or employee morale. Other
dangerous symptoms include various kinds of “emergen-
cy” measures and frequent failures to fulfil obligations by
a business entity. The model also includes indicators that
specifically assess the response to changes in the environ-
ment and the level of adaptation to these changes.

According to the A Score Model, the study began with
the assumption that a decline in creative potential leads
to a decrease in adaptive capacity and subsequent bank-
ruptcy; this process takes several years to complete. The
process can be divided into three stages: shortcomings
(companies facing a crisis have been demonstrating a num-
ber of shortcomings for years); mistakes (as a result of the
accumulation of the previous shortcomings, the company
may make a mistake that leads to bankruptcy); symptoms
(mistakes made by the company determine the symptoms
of impending insolvency, namely, deterioration of financial
performance, hidden by “creative” calculations, and signs
of acute shortage of funds). Each factor and each stage are
assigned a certain score to calculate an aggregate indicator,
viz. the A-score. Table 2 shows the indicators, calculated
using the above method, for individual enterprises that be-
long to different industries (types of economic activity) for a
more visual comparison. Depending on the scores obtained
by the A Score Model, an entity may be assessed as either:

1) an enterprise with a high adaptive capacity, success-
ful in all areas of activity (the score ranges from 5 to 40);
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2) an enterprise with medium adaptive capacity, a crisis
may occur in the next five years (the score is from 41 to 85);

Table 2. Results obtained using the A-score method to assess the adaptive capacity

of leading Ukrainian enterprises in crisis, scores

3) an enterprise with low adaptive capacity and serious
operational difficulties (the score is over 85).
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1. Disadvantages (high adaptive capacity)
1.1. Autocratic director 8 8 0 8 8 8
1.2. Chairman of the board of directors is a director (“combined duties”) 4 0 4 0 0 0
1.3. Inactive, uninvolved boards of directors 2 0 0 0 0 0
1.4. Internal contradictions within the board of directors (differences in knowledge, skills) 2 2 0 2 0 2
1.5. Weak financial director 2 0 2 0 2 0
1.6. Imperfect management structure 1 0 1 0 0 0
1.7. Deficiency of the accounting system:
lack of budgetary control; 3 0 0 0 0 0
lack of cash flow forecasts; 3 0 3 0 0 0
lack of a cost management system 3 0 0 0 0 0
1.8. Slow reaction to changes in the environment, poor adaptation to the changes, such as
Lo 12 0 0 0 0 0
emergence of new products or methods of labour organisation
Maximum possible score 40 10 | 10 | 10 | 10 | 40
“Passing score” 10 10 | 10 | 10 | 10 | 10
2. Mistakes (average adaptive capacity)
2.1. Excessively high share of borrowed (raised) capital 15 15 | 15 0 15 0
2.2. Shortage of working capital 15 15 | 15 0 15 | 15
2.3. The enterprise has a large unfinished project (the failure of such a project is a serious
. 15 0 15 0 15 15
danger for the enterprise)
Maximum possible score 45 0 45 0 45 | 45
“Passing score” 30 30 | 30 | 30 | 30 | 30
3. Symptoms (low adaptive capacity)
3.1. Deterioration in financial performance 4 0 4
3.2. Taking “emergency” measures (increased borrowed funds, reduced wages, deterioration of 4 0
employee motivation and incentives, curtailment of promising projects and programmes)
3.3. Non-financial signs of distress (deterioration in quality, fall in demand, decline in market 4 0 0 0 0
share)
3.4. Final symptoms of the crisis (lawsuits, scandals, failures to fulfil obligations) 3 0 0 0 0 0
Maximum possible score 15 0 0 0 0 15
“Passing score” 4 0 0 0 4 4
The highest possible A-score 100 | 40 | 55 | 10 | 55 | 44

Source: compiled by the authors based on the financial statements of companies in the public domain (Clarity Project, n.d.)

The results of the calculations presented in Table 2
show that at the first stage of the process, characteris-
tic of an enterprise with high adaptive capacity, are Pr-
JSC Roshen (the sum of points is 10) and PrJSC Kharkiv
Biscuit Factory (40 points); PrJSC Obolon (44 points),
LLC Nova Poshta and PJSC Interpipe NTZ (55 points
each) are at the second stage of the process, which is
characteristic of an enterprise with medium adaptive
capacity. The enterprises studied exhibited high and
medium adaptive capacity, which positively character-
ises their economic activity and their creative potential
is a significant success factor in the enterprise’s adap-
tation to the crisis.

W Conclusions

Operation of enterprises in the face of a military-political
crisis requires the development of a theoretical and me-
thodical approach to the formation and enhancing the en-
terprise’s creative potential. The approach should be based
on a clear and adequate to the current conditions structur-
al and logical model of formation of the enterprise’s ability
to adapt to the crisis by developing its creative potential.
The study of literature sources proved that the determining
factor in the formation of an enterprise’s adaptive capacity
in a crisis is the creative potential of its staff. The impor-
tance of applying approaches related to the development of
creative potential to other categories of employees should
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not be underestimated. Consideration of creative potential
through the prism of management and psychology provides
a sound basis for identifying its components, whose devel-
opment in the specified directions will increase the adap-
tive capacity of staff, which in turn will help to increase
the ability of the enterprise to adapt all resources and pro-
cesses to crisis conditions. The article used a wide range of
research tools that allowed viewing creative potential as a
boundary category that can be attributed to the group of
managerial and economic categories and at the same time
be considered from the standpoint of psychology.

The developed approach should not be limited to con-
ceptual statements, but should include practical imple-
mentation, which was carried out using the Argenti A-Score
method. The advantage of this method was the combina-
tion of quantitative and qualitative descriptors used to di-
agnose the crisis state and allow simultaneous assessment
of the crisis stage and the level of adaptive capacity of the
enterprise. The qualitative indicators describe the creative
capacity (management style, characteristics of top manage-
ment, quality of management, product quality, employee

morale, emergency measures and frequent failures to fulfil
obligations by the business entity) and indicators that spe-
cifically assess the response to changes in the external en-
vironment and the level of adaptation to these changes. The
calculation of the indicators using the described method
for individual enterprises showed that the chosen business
entities belong to two groups of enterprises: those with
high adaptive capacity (PrJSC Roshen and PrJSC Kharkiv
Biscuit Factory) and those with medium adaptive capac-
ity (PrJSC Obolon, LLC Nova Poshta and PJSC Interpipe
NTZ). Prospects for further research are the development
of the author’s own methodical approaches to assessing
the development of creative potential and on this basis de-
termining the degree (probability) of adaptation of enter-
prises to the crisis at different stages of its manifestation.
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i AHoTauif. EbeKTUBHICTb rOCIOAaPChKOI Mis/IBHOCTI Ta CTiMKIiCTh HiANpueMCTB YKpaiHM OO KPU3M 3ajekaTh Bif
aZaTnTUBHOI 30ATHOCTI, KpeaTUBHOI CIIPOMOSKHOCTI, THYUKOCTi 100 WIBMAKOI peakiii Ha 3MiHy (HakTOpiB 30BHIIIHBOTO
cepemoBMINa, 10 MiJKPECTIOE aKTyaIbHICTh TOCTiIKeHHsI. MeToIo CcTaTTi 6y/I0 TeOpeTuUYHe JOCTiIKEeHHS Ta ITPaKTUUYHA
anpobariiss migxomiB g0 (GopMyBaHHS amalTUMBHOI 3HATHOCTI YMpaBIiHHA Kpu3aMM Ha IigIPUEMCTBI, Ha OCHOBIi
BUKOPUCTAHHS Ta PO3BUTKY KPeaTUBHOTIO IMOTeHIIialTy i10ro mepcoHasny. Pe3yibTaTi OTpUMaHO 3a paXyHOK BUKOPUCTAHHS
TaKMX METO/IiB: HAYKOBOi a6CTpaKIlii, MOPiBHSIHHS Ta y3araJbHEHHS — 111 BUSHAUEHHS CYTHOCTi KpeaTUBHOTO MOTEHITiaTy
Ta O0TO CKIag0BUX, OCTiHOBHOCTI OLIiHKYM CITIPOMOXKHOCTI MiAMpUeMCTBA afanTyBaTHUCS 10 KPU3Y; aHAJOTii, 3araJbHOTO
i 0c06MBOTO — TP PO3PO6IIi CTPYKTYPHO-TOTiUHOI MoziesTi (hOpMYyBaHHS aalTUBHOI 3aTHOCTI IMTiIPUEMCTBA IIJISTIXOM
PO3BUTKY 1Or0 KpeaTMBHOTO MOTeHliamy. Y CTaTTi pPO3MISAAnuCSI TeOopeTMUHi, MeTOAMYHI Ta TPUKIALHI acreKTu
dbopMyBaHHSI Tpiafy B3a€MOIIOB’SI3aHMX TIOHSITh «KPeaTVMBHMII TOTEHIliaJl — aJalTMBHA 3JAaTHICTh — aHTUKPU30BE
yrpasJiHHsS». Ha dyHIaMeHTaIbHOMY pPiBHI JOWIIIKEHO CYTHICTh KPeaTUBHOTI'O ITOTEHITiaNy 3 ypaXyBaHHIM (OpMyBaHHSI
1iei xaTeropii Ha CTUKY JBOX HayK: ME@HEIKMEHTY Ta ICUXOJIOTii. BuisieHO I'SITh CKIaJOBUX KPeaTUBHOTO MOTEeHIliary
(KOTHITMBHA, XapaKTepoJIoriuHa, eMOoIifiHO-BOIbOBA, MOTMBAIIiifHA, ITCUXOJIOTiuHa). PO3p06JIEHO CTPYKTYPHO-JIOTiUHY
Mojenb (opMyBaHHSI afalTMBHOI 3JaTHOCTI MiJIPMEMCTBA IIJIIXOM PO3BUTKY JOrO KpPeaTMBHOIO IIOTEHILiasy.
Bu3HaueHO MOCIIJOBHICTh [iii Ta iHCTPyMeHTapill OL[iHKM CIIPOMOXXHOCTI MiJANPUEMCTB aJalTyBaTUCS IO KPU3MU.
ITpakTUuHy anpobaiiiro MpoBefeHo 3a JOTIOMOrO MeTony ApreHTi (A-paxyHOK), SIKMif TO€IHYBaB KiTbKiCHI Ta sSKicHI
iHAVKATOPU [iaTHOCTUKM KPMU30BOTO CTaHy Ta [IO3BOJMB OI[iIHUTU CTaAil0 KpU3M Ta BiAMOBiAHO piBeHb afalTUBHOI
30ATHOCTI MiANPMEMCTB. 3alpOIOHOBAHO HAYKOBO-METONMYHMI Miaxim mo (GopMyBaHHSI Ta PO3BUTKY KPEaTMBHOTO
MOTeHIlialy B KOHTEKCTi MiABUIEeHHS 3[aTHOCTI MigNPUEMCTBA afanTyBaTUCS 00 KpM3K. 3alIpOIIOHOBAHA CTPYKTYPHO-
JIoTiyHa MoO/e/ib (POpPMYBaHHS afalTUBHOI 3[aTHOCTI MigMPMUEMCTBA LUISIXOM PO3BUTKY OTO KPeaTUMBHOIO MOTEHITiaTy
MiCcTuM/a TPYHTOBHMIA OMMC 3aXOAiB, peasisallisi SKMX Ha MPAKTUII B KOMIUIEKCi JO3BOJUTb MiABUIIUTU aJalTUBHY
3[0ATHICTb MIEPCOHAIY, L0 CIIPUSITUME TiABUIEHHIO 3AATHOCTI MiJAMPUEMCTBA alaliTyBaTy OCHOBHI Ta IOITOMiXHi 6i3Hec-
MpoLecH 10 KpU30BUX YMOB

i Knrou4oBi cnoBa: niepcoHan; KoMaHaHi posi Benbina; iHcTpymeHTr hiHaHCOBOTO aHAi3Y; iHAUKATOPY afaTUBHOCTI;
aHTUKPU30BUIT MEHE)KMEHT
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