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SOCIAL SKILLS OF MANAGEMENT STAFF IN COMPANIES OF HIGH TECHNOLOGY SECTOR
Roszyk-Kowalska G., Poznan University of Economics, Faculty of Management, Departament of Organization and Management Theory (Poland)

Pomuk-KoBanbcbka I'. ConiasibHi HABHYKH YHPABIiHCHKOI0 NePCOHATY B KOMIAHIAX CEKTOPA BHCOKHX TEXHOJIOTiii.

VY crarTi npeAcTaBieHi pe3ysNbTaTH AOCIIIKEHb OMUTYBAHHS, IPOBEICHOIO B PaMKaxX CTpaTeril YIPaBIiHHS IEPCOHAIOM B KOMIAHIsAX, 10
[IPALOIOTh B TAly3sX pajio, TenebadeHHs Ta 3B's13Ky. {isUIbHICTD 3 HABYAHHS Ta PO3BUTKY IIEPCOHAIY MA€ BEJIMKE 3HAYCHHS UL BCIX IMiIMPHEMCTB.
Ha monaTtox 1o MOJINIICHHS HABMYOK BAIMX CHIBPOOITHUKIB, CIeNM(IYHUX IUIs Bamioro Gi3Hecy, Iie Ba)KJIMBO JUIS Bac i BAINX CIIIBPOOITHHUKIB 3
Tiero MeTolo, Mmo0 OyTn cydacHHMH y cdepi ynpaBiiHHA B Pi3HMX 00NacTsX, BKJIOYaro4u (iHAHCH, MPOJaxki, MAPKETHHT, aJMIiHICTpyBaHHS i
YIpaBiliHHS nepcoHaioM. Bei aHanizoBaHi kommnaHii npamorots Ha Tepuropii Benukoi [Toabmii i kmacudikyroThes sIK BACOKOTEXHOJIOTIUHI YCTaHOBH
3riIHO 3 MepeikoM KoaiB Kinacudikauii mianpueMHunpkoi aisuibHocti B [lombmi (27.11.Z; 26.11.Z; 27.90.Z; 26.30.Z; 26.11.Z; 26.30.Z; 26.40.Z).
Hocnimxennst 0yno 3acHoBaHe Ha (OpPMyBaHHI OpHUriHAIBHUX AaHKET 1 CHPSIMOBAHE HA BH3HAYCHHS COLIAIBHUX HABHYOK, BHKOHYBaHHX
YIPaBIiHCHKUM IEPCOHAIOM. Pe3ynbTaTu HOCHiDKEHHS BiToOpa3uiii YMOBH IOCIIOJApIOBAHHS 1 BiJIIOBI/IHI COLliajIbHI HABMYKH, a TAKOX BKa3aJId Ha
JesIKi MOXKIIMBI [IUISIXH iX YJOCKOHAJICHHSL.

Kniouogi cnosa: ynpapiiHChKHI TIEPCOHA, COLiabHI HABMYKH, CEKTOP BUCOKHUX TEXHOJIOT1H, IHHOBAILLiT, CITiBIIpalIs.

Poumnk-KoBanbcka I'. ConnasbHble HABBIKH YIIPaBJIEHYECKOr0 MePCOHAIA B KOMIIAHUSX CEKTOPA BHICOKUX TEXHOJIOTHIA.

B craThe mpencTaBieHbl pe3y IbTaThl HCCICAOBAHMIT OIPOCa, IPOBEACHHOTO B PaMKaxX CTPATErHMH YNPABICHHS EPCOHAJIOM B KOMIIAHHUSX,
paboTarIMX B OTPACISAX PajHo, TSICBUICHHS U CBSI3H. J{eSTEIBHOCTD 110 OOYYCHHIO M Pa3BHTHIO IIEPCOHANA MMeeT OOJIBIIOE 3HAYEHHE JUISl BCEX
HpeanpusATHil. B 0MoHEHNe K YNy4IICHHIO HaBBIKOB BAalllMX COTPYAHMKOB, CHELM(UYHBIX I Ballero OM3HEcCa, 5TO BAKHO A BAaC M BalIMX
COTPYAHMKOB C TOH LENbIO, YTOOBI OBITH COBPEMEHHBIMHU B Chepe yIpaBiIeHHs B Pa3iU4HbIX 001acTsX, BKIOYas (UHAHCHI, POAAKH, MAPKETUHT,
aJIMHHICTPHPOBAHNE U yNpaBJICHHE HEPCOHATIOM. Bee aHanmsupyemble KOMIaHHH paboOTAOT Ha TEPPUTOPHH BeIHMKONONbs U KIACCH(DHIMPYIOTCS
KaK BBICOKOTEXHOJIOTHYHbBIE YYPEKICHHS B COOTBETCTBUM C HMEPEYHEM KOJIOB KIACCH(MKALMM NpPEINPHHUMATEIBCKON AesTensHocTH B [lombire
( 27.11.Z; 26.11.Z; 27.90.Z; 26.30.Z; 26.11.Z; 26.30.Z; 26.40.Z). VccnenoBanue ObUIO OCHOBaHO Ha ()OPMHUPOBAHUM OPUTHHAIBHBIX aHKET M
HAIpPAaBICHO Ha OINPEIC/ICHHE COLMATIBHBIX HABBIKOB, BBHIIOJHICMBIX YIPABICHYECKAM MEPCOHAIOM. Pe3ysbTaThl MCCIIEI0BAHUS OTPA3MIH YCIOBHS
XO3SHICTBOBAaHHUSI M COOTBETCTBYIOIINE COLIMATBHBIC HABBIKH, a TAK)KE YKa3aJl Ha HEKOTOPbIE BO3MOXKHBIE [IyTH MX YCOBEPIICHCTBOBAHHSI.

Knrwoueguvie cnosa: ynpapieH4ecKHil HEPCOHAI, COLMAIbHBIC HABBIKU, CEKTOP BBICOKHX TEXHOJIOTHH, MTHHOBALIUH, COTPYIHUYECTBO.

Roszyk-Kowalska G. Social skills of management staff in companies of high technology sector.

The article presents the survey research results conducted within the management staff in companies producing radio, television and
communication equipment. Staff training and development activities are important in all businesses. In addition to improving your employees' skills
specific to your business, it is important for you and your employees to be up-to-date in admin and management areas including finance, sales,
marketing, administration and staff management. All the companies work in the area of Greater Poland and are classified as high technology
institutions according to the code list of classification of business activities in Poland (27.11.Z; 26.11.Z; 27.90.Z; 26.30.Z; 26.11.Z; 26.30.Z; 26.40.Z).
The research was based on original questionnaire and it aimed at the assessment of social skills performed by the management staff. The survey
results revealed the conditions of managing with social skills and indicating some ways of their development was also possible.

Keywords: management staff, social skills, high technology sector, innovations, cooperation.

1. Introduction

High technology sector requires permanent and intense activity of innovation and big expenditures on research and development (the last figure is
one of the basic determinants of high technology companies distinction in the world) [1]. In addition, high-tech sector shows short product and
process lifecycle, quick diffusion of technological innovations, high capital expenditure, high risk, rigorous cooperation on global scale. It all
provokes increasing need of well-qualified personnel. This is therefore important for high-tech companies to have a chance to develop. Management
staff skills seem to be essential to achieve this goal. Social skills enable building and developing interpersonal relations within an organization. What
is more, improving social skills is one of the conditions of managing process including planning, organization, motivation and controlling processes.

2.  High technology sector specifications

High technology sector embraces branches and products of many scientific and development works. Organization for Economic Co-operation
and Development uses two classifications of high technologies. They were formulated on the basis of the assessment of economic entities’
involvement into scientific and development activity in relation to branches (objective approach) and to product (product approach) [2]. A big number
of scientific researches is reflected in high level of innovation of high-tech companies. However, effectiveness of the researches is determined by the
availability of qualified personnel. What is more, the companies’ innovation activity is additionally stimulated by close cooperation among companies
at home and abroad as well as with scientific institutions such as academies and scientific institutes. High capital expenditures must be also mentioned
as one of the key features of high technology sector. Scientific research is always connected with searching for modern technical equipment and the
dynamic technological progress imposes maintaining a high level of the rotation of scientific infrastructure [3]. Another feature of high-tech
companies is high risk of undertaken actions related among all with conducting researches whose results do not often meet the target. What is more,
high-tech products have a short lifecycle and are quickly replaced by new competitive technological solutions.

One of the key factors determining innovation of modern economies is access to well-qualified personnel. Graduate students from technical
schools may be of special importance here.

3.  The gist of social management skills
Managing a company requires a wide range of skills. Each organization works in a complex and variable environment and becomes more and
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more dependent on its various elements. It is not enough to build strong relations with recipients, suppliers, employees and shareholders and to
perceive the environment through five forces analysis [4]. It is necessary to notice and evaluate risk and material and non-material resources for
creating a company’s distinctive capacity. Another important quality is enterprising attitude regarded as an ability for creating new things and
encouraging other people to act in new, even unknown areas of activity [5]. A manager must introduce changes, use experiences and plan his own
future as well as the future of  his company preparing different solutions for many unexpected
situation.

A model manager is now required to possess numerous sets of qualities regarding management skills typology. This idea comes from behavioral
theory and was presented by S.J. Montowildo, who claimed that management skills can be partially innate and are then called talents (natural ability
to perform certain tasks [6]). However, he also admitted that they can be acquired. The first category includes common behaviors for all management
situations such as planning, supervising, decision taking, administration and coordination. The second group comprises less typical actions which are
true only for certain specializations. They are connected with specialized knowledge and experience (are similar to technical skills formulated by R.L.
Katz [7]). The following skills are mentioned in requirements for a manager’s position: managing people, decision taking, risk calculation, evaluation
of work, salary and bonuses, strategic management (market diagnosis, predicting threats, completing strategic actions), dealing with conflicts,
resourcefulness, innovative spirit, making relations, delegation of authorities, motivating others, planning, organizing and supervising work [8].
Management skills are difficult to define and list. They are usually described as abilities, expertise, proficiency or talent which enable performing
certain actions in a given period of time and without any additional training [9]. For sure, management staft’s skills are basic competences regarded as
a resource of knowledge (formal qualifications) and practical skills learned during many years of manager’s work (job experience) and finally some
formal entitlements. Companies from high technology sector impose high requirements in the area of specialization. Nonetheless, technical skills
must be always supported by social and conceptual abilities [10].

It is not necessary and practically possible as well for each manager to possess all the qualities. For this reason, a list of skills was elaborated on the
basis of literature, interviews and equal appearing intervals method. The skills were grouped within social abilities and they include: ability to
evaluate a social situation, effective cooperative skills, dealing with conflicts, empathy, taking personal decisions, control of emotions, negotiating
skills, communicative skills, proper treatment of subordinates, individual and group motivation.

4. Research methodology

The aim of the research was to identify and assess social management skills performed by the management staff in companies producing radio,
television and communication equipment. All the companies taken into account are identified as high technology businesses due to the code list of
classification of business activities in Poland (27.11.Z; 26.11.Z; 27.90.Z; 26.30.Z; 26.11.Z; 26.30.Z; 26.40.Z). The companies work in the area of
Greater Poland. The choice of the aim of the research can be justified by the attempt to educate managers on skills needed to help a company and
meanwhile boost the improvement of high technology sector. For this reason, the practical aim of the elaboration is defining guidelines concerning
improvement of high-tech managers’ social skills. The main emphasis was put on companies producing radio, television and communication
equipment. All the companies taken into account are identified as high technology businesses due to the code list of classification of business
activities in Poland (27.11.Z; 26.11.Z; 27.90.Z; 26.30.Z; 26.11.Z; 26.30.Z; 26.40.Z).

Theoretical speculations presented in subject literature led to formulation of hypothesis which states that it is crucial for managers of high-tech
companies to possess certain social management skills and to be able to use them well.

On the basis of literature, interviews and equal appearing intervals method a list of required social management skills was elaborated. An
empirical questionnaire was sent to all Greater Poland companies producing radio, television and communication equipment and which are identified
as high technology businesses due to the code list of classification of business activities in Poland (27.11.Z; 26.11.Z; 27.90.Z; 26.30.Z; 26.11.Z;
26.30.Z; 26.40.Z). There were 217 entities registered in Statistical Office in Poznan (data from October, 31%, 2013).

The research was conducted using diagnostic procedure which helped to define the present state of affairs [11]. The number of questionnaires
returned was the basis of further investigation. 103 companies filled in and sent back the questionnaires. They constituted 47% of whole population.
There were 379 questionnaires which were filled in properly. They were used to analyze social management skills in companies of high technology
companies.

5. Analysis of social skills of management staff in high technology companies

Effective co-operation with others was the most proficient quality (4,46). The next good grades go to the following skills: proper treatment of
subordinates, empathy, dealing with conflicts, communicative skills, negotiating skills, ability to evaluate a social situation, individual motivation,
group motivation, taking personal decisions, control of emotions (4,07). Picture 1.
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Chart. 1.

Avarage grades of social skills of management staff in high technology companies in the area of Greater Poland. Source: own work

Analysis of the research results of management staff in companies defined as high technology institutions due to code list of classification of business
activities in Poland (27.11.Z; 26.11.Z; 27.90.Z; 26.30.Z; 26.11.Z; 26.30.Z; 26.40.Z) together with the analysis of empirical investigations led to the
conclusion that the ability of control of emotions is the weakest point among all social skills. In the research, 0,56% of interviewees claimed not to
have this ability and 10,94& of men and 3,7% of women mastered it on adequate level. They are people with different work experiences but usually
with secondary education. 5% of the interviewees who did not master this skill at all perform main accountant’s duties (table 1).
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Table 1. Control of emotions ability in relation to job positions

Job position Control of emotions assessment
(number of
respondents/percentage of
respondents)
2 3 4 5
chairman 0/00,00% 1/33,33% 0/00,00% 2/66,67%
deputy chairman 0/00,00% 0/00,00% 0/00,00% 1/100,00%
director 0/00,00% 0/00,00% 3/75,00% 1/25,00%
deputy director 0/00,00% 1/4,55% 11/50,00% 10/45,45%
manager 0/00,00% 3/13,64% 10/45,45% 9/40,91%
deputy manager 1/0,35% 56/19,51% 161/56,10% 69/24,04%
main accountant 1/5,00% 2/10,00% 11/55,00% 6/30,00%
others 0/00,00% 9/37,50% 12/50,00% 3/12,50%

Source: own work.

The ability of effective cooperation with others received the highest grade. It is usually presented by men in their forties with work experience
longer than 20 years. They are most often director deputies (table 2).

Table 2. The ability of effective cooperation with others in relation to job positions.

Job position cooperation with others assessment
(number of
respondents/percentage of
respondents)
3 4 5

chairman 0/00,00% 3/100,00% 0/00,00%
deputy chairman 0/00,00% 1/100,00% 0/00,00%
director 0/00,00% 3/75,00% 1/25,00%
deputy director 0/00,00% 5/22,73% 17/77,27%
manager 0/00,00% 8/36,36% 14/63,64%
deputy manager 10/3,50% 133/46,50% 143/50,00%
main accountant 0/00,00% 12/63,16% 7/36,84%
others 2/8,33% 17/70,83% 5/20,83%

Source: Own work.

Analyzing management skills in companies producing radio, television and communication equipment. All the companies taken into account are
identified as high technology businesses due to the code list of classification of business activities in Poland (27.11.Z; 26.11.Z; 27.90.Z; 26.30.Z;
26.11.Z;26.30.Z; 26.40.Z) it is easy to notice that the number of the abilities is very big. For this reason, to formulate a “catalogue’ of the skills which
should be required, the empirical approach must be dominant. Many different specialists’ laden imagination is not enough. In numerous elaborations
long lists of personal qualities are presented but only these which are used in practice should be taken into consideration. This idea leads to definition
of some key skills which managers should acquire and use well in real situations. Indicating these skills would enable managers to master these skills
which received the lowest grades.

Analyzing the highest and the lowest grades, it can be concluded that management staff notices that fact of effective cooperation being often
related with emotions. The ability of cooperating with others requires first good control of emotions (it was confirmed by a survey research conducted
in a part of high technology sector in Greater Poland). Management staff very often links their job position with the resources they have (company
owners) and is not eager to master their ability of control of emotions. It can be explained by the power and influence they have, above all, on
employing people. A big number of organizations, where the interviewees work, has functioned on the market for several years which reveals certain
technical skills either. They can be a source of competitive advantage for the management staff even within their organization.

What is more, the analysis of the ability to evaluate a social situation, good cooperation with others, proper treatment of subordinates, empathy,
dealing with conflicts, communicative skills, negotiating skills, individual motivation, group motivation, taking personal decisions, control of
emotions in high technology companies it is easy to notice that the number of skills is big but under control on a good level (as it is declared by
managers of the companies). As mentioned before, possessing all the qualities on a high level could result in burnout. For this reason, it is suggested
that only these qualities should be mastered which are the most important and related with technical skills, essential for high technology sector. In
literature, two main rules of management skills development are distinguished [12]. The first one states that all managers in a company should master
their skills. This process must be dynamic and of high quality. It cannot only mean a statistical rotation of employees. Shaping a future management
staff stands for the development of the whole present management potential. Even the most extended programs of management skills development
will not guarantee success if the company focuses on weaknesses, avoids strengths and neglects integrity and personality while employing people on
managing positions.

The second rule says that the skills development should be strategic. The strategy of skills development will be achievable if the following figures
are taken into consideration:

. conditions of skills development must include the process of company policy formulation, defining its strategic goals, informing
managers on skills improvement programs,
. statements referring to the significance of management skills development should include:

. company globalization setting high requirements for management staff in the area of foreign languages, ability of quick adjustment to
geographical changes, changes of mentality and mobility,
. recruitment of young management staff which may be risky and generate high expenses,
information transfer which has bigger and bigger influence on company success but unfortunately managers do not often receive up-to-
date and the best information possible,
the time spent on product and service innovation is shorter all over the world,
lack of restrictive measures towards management staff which do not often react on environment changes and technical innovations,
people whose individual or group work determines the company success,
direction of management skills development through:
. gaining “generalist” skills — it refers to specialists who must learn to work comprehensively,
. filling technical gaps,
. gaining skills in the area of management and management information systems,
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. training management staff on workshops.
Applying the development rules presented above brings the following benefits:

. management skills development programs facilitate and fasten the company adjustment to changeable conditions, new
strategies and goals,

. enable active shaping of the future,

. boost management staff’s self-esteem,

. create conditions for professional and personal development,

- enable discovering talents and using subordinate’s skills,

. ensure that notable managers stay in companies longer.

The process of skills improvement should take place on different levels and workshops should reach further than narrow, limited and short-term
schooling programs [13]. Analyzing application advantages of management skills development, it must be emphasized that a skill is something that
can be taught and which increases its value after the time of schooling. Mechanisms of skills development are prepared to contribute noticeably in
processes of skills improvement, which is highly significant for all modern organizations. Management staff’s work in organizations must be seen
through goals achieved thanks to skills which had been improved.

6. Conclusions

An image of a modern manager working in high technology company was taken into consideration while analyzing the state of affairs in terms
of social management skills. The results of the survey research justify the analysis of management skills in terms of social skills. The research
revealed a gap in skills which have to be mastered, for example, control of emotions. Mastering this skill seems to be a very hard process regarding
personal features of individuals. Emotions are related with experiencing and perceiving of phenomena which take place inside and outside a company.
Changes in the surroundings of an individual and of a company as well are presently becoming faster and faster, especially in the high technology
sector. It is worth reminding that the interviewees know about this weakness, which can be a good start point for mastering control of emotions.
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O®IMINHA JOIMMOMOTI' A PO3BUTKY SIK IHCTPYMEHT TEOEKOHOMIYHOT'O TUCKY KHP: TEOT'PA®ISA BILIMBY TA
COEPA IHTEPECIB

Py6uosa MLIO, k.¢.H., JOIIEHT, IOLEHT KadeIpu Mi>XHApOJHOTO Oi3Hecy [HCTUTYTY MiXKHApOJHUX BiHOCHH KHiBCHKOTO HaliOHAIBHOTO
yHiBepcurery iMmeHi Tapaca IlleBuenka (Ykpaina) -

Py6uosa M.IO. Odiniiina 1onoMora po3BUTKY sIK iHCTpyMeHT reoexkonomiunoro tucky KHP: reorpadis BBy Ta cepa intepecin

B cTarTi nponoHyeThCst HOBa iHTepIpeTanis oQiliifHOT 10MOMOrH PO3BUTKY SIK JDKEpelia MPOyKyBaHHS BIZIHOCHH 3aJIeKHOCTI MK KpaiHOIO-
JOHOPOM Ta KpaiHOIO-PEIUITIEHTOM JOIOMOTH. AHANI3yIOThCs SIK MOTHBY HaJaHHA gonomord 3 6oxy KHP, Tak i reorpadist BBy, mo BigoOpaxae
SBHY Ta NpuXoBaHy cdepy ii iHTepeciB. J{MCKyTyeTbes 3aiiicHIOBaHHN edeKT Bif iHO3eMHOI JOMOMOTM Ha EKOHOMIYHHH PO3BHUTOK KpaiH, IO
po3BuBalOThCA. [IpOBOIUTHCS MEpiogu3allisi KUTAHCHKOI MOJITUKU JOMOMOTH, IIO OINOCEPEIKOBAHO BiloOpaskae re0eKOHOMi4HI amOilii KpaiHu.
CTpyKkTypa [IOHNOMOIH, INO HAmae€Thes, Ta PO3MIAA il IHCTHTYIIHHOTO MIiATPYHTS, 3acBif4ye IpPO BHKOPHUCTaHHS Ii IHCTpyMEHTapiio 3ayist
pekoH}iryparnii icHy:04oro po3Hnoaily EeHTPIiB CHIIN B CBITOBOMY FOCIIOAAPCTBI.

Knrouosi cnoea: exoHOMIUHA 3aJEXKHICTh, 30BHIIIHHOCKOHOMIUHA JIOIIOMOra, HAWMEHII PO3BHHEHI KpaiHW, iIHO3eMHHi KamiTan, KpaiHa-
PELHIIEHT JOIIOMOTrHY, KpaiHa-I0HOp JOIIOMOTH, KOMepIiiani3amis JOIIOMOTH, KPeJUTH, TPAaHTH.

Py6uoBa M.IO. Odunuaapnasi IoMomb Pa3sBUTHIO KAK HHCTPYMEHT reodkonomuveckoro aapiennss KHP: reorpadus Bausnus u
cdepa HHTEPECOB

B craTtee mpeaaraercst HOBask MHTEpIpeTanys O(HUIMAIPHON TOMOMIM PAa3BUTHIO B KAa4eCTBE MCTOYHHKA MPOJYLHPOBAHHS OTHOIICHHUI
3aBHCHMOCTH MEX/y CTPAHOH-JOHOPOM U CTPaHOU-PEIUINECHTOM HOMOIIU. AHAIM3UPYIOTCS KaK MOTHBBI OKa3aHHs oMo co ctoponsl KHP, Tak
U reorpadust ee BIMSHHSA, KOTOpPas OTPAXKACT SABHYIO H CKPBITYIO cepy ee HHTepecoB. J{UCKYTHPYeTCs OCyIIEeCTBIsIEMbIil 3()EKT OT HHOCTPaHHOI
MOMOIIY Ha SKOHOMHYECKOE Pa3BHTHE PA3BUBAIOMIMXCS CTpaH. [IPOBOAMTCS MEPHOAM3ALUS KHTAHCKOH IMOJIMTHKU MOMOIIH, KOTOpas KOCBEHHO
OTpakaeT Te0IKOHOMHYECKHEe ambuumu crpaHbl. CTpyKTypa IpPEOCTaBIsIeMOM IMOMOINM ¥ DAacCMOTPEHHE €€ WHCTUTYLHOHAIBHONH 0a3bl
CBHACTEJILCTBYET 00 UCIIOJIL30BAHHY €€ KaK HHCTPYMEHTa IIOCTYNATeIbHOH PEKOH(HTYypaIMH [IGHTPOB CHJIBI B MUPOBOM XO03SHCTBE.

Knrwouegvie cnosa: 5x0HOMUYECKask 3aBUCUMOCTb, BHEITHEIKOHOMUYECKAs OMOIIb, HAUMEHEE PA3BUTBIC CTPaHbI, MHOCTPAHHBIIl KaruTal,
CTpaHa-pEIUINEeHT IIOMOIIH, CTPaHa-JA0HOP IOMOIIH, KOMMEPIHAIH3alUs IOMOIIH, KPEUTEL, TPaHThL

Rubtsova M. Official development assistance as a tool for China's geo-economic pressure: the geography of influence and areas of
interest

The article contains analysis of the economic essence of the official development assistance (ODA) and mechanisms for its rendering, with
emphasis on its relation with the Millennium Development Goals (MDG). The problem of assistance, as seen in the article, is not confined to the
regional dimension, with a set of starting conditions and implications, but covers the global perspective, with emphasis on eliminating poverty and
alleviating ineffective distribution of incomes. The goals are highlighted, which were unanimously recognized by the countries that are ODA donors
as a guideline for financial transactions to less developed countries burdened by debt.

Several patterns of the relationship between ODA and poverty elimination are highlighted. Critical judgment of ODA effects for MDG from
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