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MANAGEMENT SYSTEM AT THE ENTERPRISE

In the conditions which forms in the economic
sphere of Ukraine at present time of its development,
the question of motivation becomes emergency actual,
because the successful solution of certain problems
facing society requires the formation of effective moti-
vational basis, is able to attract workers to the active
production of competitive goods. In this aspect, the
most difficult is the problem of development and im-
plementation of unitary approach to the qualitative
evaluation of staff highly-effective work.

The learning of questions about activation of hu-
man factor in the quality management system at the
enterprise is reflected in the scientific works of Russian
scientists such as A. I. Momot, N. E. Muromets, S. L.
Reshmydilova, N. A. Simchenko, A. V. Stakhiv, V.
Stern, A. A. Tretyak, etc. Otherwise, in spite of a wide
spectrum of scientific works in this subject some as-
pects of research the role of workers motives in the
quality management system at the company still with-
out scientists’ attention, which is caused by the con-
stant changes of the motivational direction of staff in
the conditions of intensifications crisis phenomenons.

It caused the leading of research the purpose of
which is analysis the improvement of motivation and
stimulation of labor activity in the quality management
system at the enterprise in modern conditions.

It should be noted that according to results of re-
search of S. L. Reshmydilova [1] was proposed a
mathematical model of ranking the indicators of prod-
ucts quality, which allows to identify the dynamics of
change and the relationship between indicators of the
creative activity of workers and quality of work. Talk-
ing about all of this into account, the formulation of the
problem of social management of the quality of their
work, according to the author, is to develop and vali-
date mechanisms of synergistic interactions and the
creation on their basis of the optimum scheme of rela-
tions between employees and the labor team in the
process of ensuring product quality.

N. E. Muromets noticed [2], that traditional direc-
tions of investment support the quality of personnel
first of all, provide the investment of the professional
training, social development of the enterprise, as well
as the formation of systems of payment and participa-
tion forms in profits and capital of the company and
does not lead to the formation of the corresponding

modern terms of quality of staff. So, it’s necessary to
create new principled approaches to complex of ensur-
ing the effectiveness of investment support workers in
the conditions of market transformations.

N. A. Simchenko [3] proposes to use the model of
formation and implementation of the staff strategy as
the way of improving the quality management system
at the enterprise, according to which the main compo-
nents of the personnel strategy development is usage of
labor potential on the basis of more qualitative perfor-
mance of management functions based on the results of
assessment of the personal contribution of employees,
their motivation to develop.

Separately should be accent that the scientific re-
search of G. V. Shulyar [4], the attention is focused on
the building of systematic approach to personnel moti-
vation through needs in the quality management sys-
tem. According to the author’s conclusions, the use of
penalties and moral and punitive measures for non-
compliance with the quality requirements is impractical
because there is a risk of reduced productivity and
initiative personnel. So then, the motivating measures
need to be taken comprehensively and most important-
ly — it is advisable to inform the personnel about the
possibility to meet his needs in case of an effective
activity in the quality assurance system in the compa-
ny. Thus, the factor of motivation is a dynamic phe-
nomenon, which means that the parameters of motiva-
tion can be changed and direct the employee to the
decision required production goals.

A leading American scientist in the branch of
management G. L. Daft notes: "The motivation of em-
ployers affects to productivity, and a part of the man-
ager's job is to guide motivated to achieve the organi-
zation's objectives" [5, p. 49].

The fast response to the needs of market and
competitor’s actions depends on the competence of
managerial staff, the style and methods of manage-
ment. A precondition for the survival of the enterprise
in the conditions of tough competition is appropriate
and timely response by senior staff on environmental
change and record of trends of social development. It’s
necessary to create a set of measures for the motivation
of management personnel, including the establishment
of an effective organizational culture, where it is take
the main place. So, there is extremely important the
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issues of formation and implementation of incentive
systems managers at domestic enterprises as the most
important catalyst that can increase the rate of econom-
ic activity contribute to the achievement of personal
and organizational goals.

The interaction of organizational culture and work
motivation is determined by their total focus of labor
behavior. But the important fact is that in economic
science a holistic concept had not yet developed that
integrates the provisions of the theories of organiza-
tional culture and motivation of the personnel in the
quality management system in a logically interconnect-
ed, unified knowledge system about the principles of
social regulation of labor behavior.

An important step in the research of the motiva-
tional functions of organizational culture belongs to the
foreign scientists, such as S. Adams, V. Vroom, E.
Lawler, A. Maslow, L. Porter, A. 1. Prigozhin, T. A.
Salamanda, V. A. Spivak, S. V. Shekshnya, and others.
Some works of domestic scientists are dedicated to
thorough research of some aspects of the relationship
of organizational culture and motivation, as well as D.
P. Bohinya, A. A. Grishnov, V. M. Danyuk, E. M.
Libanova, A. M. Kolota, V. M. Petuh.

According to S. Robbins, an organizational cul-
ture defines the way of the company, i.e. formes some
features that emphasize its uniqueness; influences the
distribution of organizational identity; promotes
growth in the level of consciousness and contains the
controls that determine the behavior of employees [6,
p. 248]. So, the culture helps to retain the integrity of
the company through the establishment of acceptable
standards of thinking and behavior.

An organizational culture is the glue that unites
and activates the personnel of the enterprise to address
issues of quality improvement and continuous im-
provement. It is culture that plays a significant role in
ensuring the effective management of staff and is seen
as a powerful strategic tool to Orient all employees on
organizational goals, encourage initiative, to ensure
dedication, to reach an understanding. Thanks to the
culture as the basis of the motivational mechanism for
the identification of strategic thinking staff, resulting in
improved quality and competitiveness of products on
the national and international markets [7].

So, from the one side, the organizational culture
embodies the system of personnel motivation and
from another side corresponds to the enter-
prise’strategy. The culture allows to us to focus all
units on common goals, mobilize the initiative of em-
ployees of creative attitude to work, and to identify and
strengthen competitive advantage.

An organizational culture on ways to improve the
efficiency and quality of its results by its nature and
essence of the company's is a tool which allows to
direct the efforts and capabilities of all departments of
the organization and its members to achieve common

goals on the principles of mutual understanding, co-
creation and mutual complement [8].

There are needs and values, which lead to certain
actions in the basis of motivation mechanism of staff
conduct, therefore, the organizational culture can shape
the motivational field, which will unite employees
around company goals, will be encouraged to work
creatively and effectively both for its own benefit and
the benefit of the company [9, p. 89].

Especially important means of influence on
working behavior of employees are the methods of
promotion, opportunities for professional and career
growth, enhanced job satisfaction. So, for example, V.
V. Usacheva argues that "organizational culture and
system of work with personnel perform for each other
internal factors of influence, because chages of organi-
zational culture change necessitate a corresponding
change in personnel work from the one hand. On the
other, areas of work with staff to strengthen and devel-
op organizational culture, in turn, receive it as a basis
for its further improvement" [11, p. 7].

Thus, according to V. Usacheva "..the im-
portance of purposeful introduction of modern methods
of work with personnel at Ukrainian enterprises that
provide a higher level of coordination of interaction of
employees of enterprises..." [11, p. 11].

Motivation is the process of purposeful develop
employee interest in the work and its results. The pro-
cess of formation, obtaining and maintaining the re-
quired level of product quality is closely linked to the
needs of personnel involved in the process of creating
products. The incentives of workers to domestic enter-
prises in the quality management systems are insuffi-
cient: awards, often don't reflect the employer's contri-
bution to ensuring product quality, and among the
stimulus dominated by fines for the appearance of the
goods of improper quality (or defective) [12].

Z. K. Samaybekova wrote that an interaction of
organizational culture motivation of staff, identifies the
following measures to improve the level of organiza-
tional culture: improvement of the system of remunera-
tion, promotion, incentive systems [13, p. 12]. Building
a system of motivation based on the organizational
culture of the company, approval of traditional (tangi-
ble and intangible) funds incentives with specific
tools — the values, norms, mission companies not only
have a significant impact on the economic results of
the company, but help run the internal mechanism of
motivation — motivation in the work itself, which ulti-
mately ensures the quality of working life.

Mission, goals and strategic priorities of the com-
pany can effectively be performed only in the context
of value-oriented management. American scientists N.
Huzlead, W.Becker and G. Beattie notice "...strategic
thinking (...the degree of understanding by staff of the
strategy of the firm, the understanding of the strategy
and the level of availability of relevant competences
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and the desire to implement this strategy)... has a sig-
nificant impact on the quality of the strategy" [14,
p. 141].

As noted by O. V. Harchishina, the motivating
function of organizational culture is very closely linked
to the mechanism of implementation of management
decisions, therefore, it also provides the impact of cul-
ture on the success of the company. Motivational func-
tion reflects the practical value of the concept of organ-
izational culture as it indicates the possibility of
achieving a particular economic result, and therefore
creates conditions for quantitative measurement of
indicators that illustrate the effectiveness of the organi-
zational culture [15, p. 152]. Generally, the quality
management system of labor at the enterprise - is a set
of actions and activities to improve the functions of
planning, organizing and controlling the process of
improving the quality of work and staff motivation to
implement it with the aim of increasing the efficiency
and competitiveness of the enterprise [16]. Thus, for
any enterprise is necessary to develop and implement a
clear system of quality management of labor that will
ensure its competitiveness [17].

So then, the motivational function of the organiza-
tional culture becomes as a standard focus, the effec-
tiveness of the company, offers the opportunity to build
long-term results achieved, to ensure the quality of
work life of staff. The multiple using of complex of
values and goals management, as well as traditional
means of motivation, and specific funds of the organi-
zational culture is important for realization of motiva-
tional function.
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Maxkcumenko L. O., ¥Y3yn M. B. MoruBauiii-
HUIl acHeKT oprasizamiiiHoi KyJ1bTypH B cHCTeMi
YIPaBJIiHHSA SIKICTIO HA MiAMPUEMCTBI

CraTTss TNpHCBSYCHA aHANI3y Koja IHTaHb,
MOB’S3aHUX 13 PO3MIIAZOM BIUIMBY OpraHi3awiifHOi Ky-
JIBTYpH Ha €(DEKTUBHICTh MOTHUBAIIIHHOTO MEXaHI3My B
MPOIIeCi CTPATETIYHOTO YIPABIIHHS MiAPHEMCTBOM.
Po3risiHyTO 0COONMMBOCTI TiCHOIO B32a€EMO3B’SI3KY B
JIAHIIOTY OpraHizalliiHa KyJbTypa—MoTHBaIlis—e(ek-
THBHICTH IisUTBHOCTI KoMITaHii. BcTtaHoBieno, mo Bu-
COKHI piBEeHb OpraHisamiiiHOi KyJbTYpH BHUCTyIa€e
KIIFOYOBUM (PaKTOPOM JTOBTOCTPOKOBOTO YCIIIXY TiAI-
pPHEMCTBA, 32 PAXYHOK BIUIMBY Ha MOTHBALIIIO TPYIOBOI
JISUTBHOCTI MepcoHaTy. Bu3HaueHa 3a1eHiCTh TOTOB-
HOCTI KOMIIAHii 3ifCHIOBaTH MacIITaOHI TepeTBO-
PEHHS 3 BIPOBAHKCHHS CTpATETil MiIBUIICHHS SKOCTI
MPOAYKIIi BiJ iX Hijed Ta OpraHi3alifHAX MiHHOCTEU
npariBHUKiB. OOTPYHTOBAHO HEOOXITHICTH CTBOPCHHS
JIIEBOTO, aJaNTHBHOTO JO HOBUX BHMOT, MEXaHi3My
MOTHBAIII IpaIli IePCOHANY K BaXIHBOI YMOBH eek-
THUBHOI mistnbHOCTI KoMmaHii. B Xomi mocimimKeHHS
BHUSBIICHO BIUIMB MOTHBAIlii TpAIliBHUKIB Ha SKICTh
npoaykiii. BcraHoBieHO, 110 opraHizamiiHa KyJibTypa
MOEHYE MOTHBALIIIO TIEPCOHATY 1 CTPATETii0 MiIIpH-
€MCTBa. 3alpONOHOBAHO KOMILIEKC HAMPSMKIB MO0
(hopMyBaHHS €EKTHBHOI OpraHi3aliifHOT KyJIbTypH 5K
YHMHHUKA MOTHUBAIIl IEPCOHAY B CHCTEMi YIPaBIiHHS
SIKICTIO Ha TIIPUEMCTBI.

Kniouosi cnosa: opranizaniiiHa KyJibTypa, MOTH-
BalIlisl IEPCOHAITY, CHCTEMa YIPABIiHHS SKOCTI.

Maxkcumenko U. A., ¥Y3yn M. B. MoTuBauuoH-
HBbIIl ACNEeKT OPraHU3alMOHHOI KYJbLTYPbl B CH-
cTeMe ynpaBJieHUsl KA4eCTBOM Ha NpeAnpUsiTHI

Cratbsi MOCBSIIIIEHA aHAIH3y Kpyra BOIIPOCOB,
CBSI3aHHBIX C PAcCCMOTPEHHEM BIMSHUS OpTaHU-
3alUOHHON KyJAbTYpHl HA J(PQPEKTUBHOCTH MOTH-
BAIlIOHHOTO MEXaHHW3Ma B MPOIIECCE CTPATErHUECKOTO
yIpaBIeHHsl MPEeANpUsITHEM. PaccMOTpeHbl 0COOCHHO-
CTM TECHOU B3aUMOCBS3M B LMK OpraHU3aAIMOHHAS
KyJIbTYpa—MOTHBAMSI—()(QEKTHBHOCTD AEATEIBHOCTU
KOMITaHUH. Y CTaHOBIIEHO, YTO BBICOKHH YPOBEHb Op-
TaHU3ALMOHHON KYJBTYPbl BBICTYMAET KIIIOYEBBIM
(aKTOpPOM JOJTOCPOYHOTO YCHexa MPEATPHSATHS, 32
CYET BIUSHUS HA MOTHBAILIUIO TPYAOBOM JIEATEIHHOCTH
nepconana. OrmpeneneHa 3aBUCUMOCTh TOTOBHOCTH
KOMIIaHHW OCYILECTBJIATh MaciuTaOHble mpeoOpa3oBa-
HUS BHEJIPEHUS CTpATeTni MOBBINICHUSI KAYeCTBa Mpo-
JTYKIUU OT MX LEeJell M OpraHu3alMOHHBIX IIEHHOCTEN

pabotaukoB. OOOCHOBaHa HEOOXOIUMOCTh CO3JIaHUS
JCWCTBCHHOTO, AIalITUBHOTO K HOBBIM TPEOOBaHMUSIM,
MEXaHHW3Ma MOTHBAIIMHU TPy/la TIEPCOHATIA KaK BaXKHOTO
ycnoBust d((GEKTHBHOW NEsATEIBHOCTH KOMIIAHWH. B
XOZIC MCCIICJIOBAHUS BBISBIICHO BIIMSHHE MOTHBAIMU
pabOTHUKOB Ha KayecTBO MPOAYKIHHU. YCTaHOBJICHO,
9TO OpraHM3allMOHHAs KYyJIbTypa OOBEIMHSICT MOTH-
BaI[MI0 TIEpCOHANa W CTpareruto mpemnpustus. [Ipen-
JIO’)KEH KOMILJIEKC HAIPaBIEHUH IO (OPMHPOBAHUIO
3¢ (EeKTUBHON OpPraHU3alMOHHON KYJIBTYpPHI Kak (hak-
TOpa MOTHBAIIMU IEPCOHANA B CHUCTEME YIPABICHUS
Ka4eCTBOM Ha MPEIIPUATHH.

Kniouegvle cnosa: opraHu3allMOHHAS KYJIbTYpa,
MOTHUBAIIMS TIEPCOHANA, CHCTEMa YIPABICHHUS Ka4ecT-
BOM.

Maksymenko I. O., Uzun M. V. Motivational
Aspect of Organizational Culture in the Quality
Management System at the Enterprise

The article is devoted to the analysis of the range
of issues associated with the review of the impact of
organizational culture on the effectiveness of motiva-
tional mechanism of strategic management. Describes
the features of the close link in the chain of organiza-
tional culture—motivation—efficiency of the company. It
is established that a high level of organizational culture
is a key factor in the long-term success of the enter-
prise, due to the influence on motivation of labor activ-
ity of the personnel. It’s determined a dependence of
the willingness of companies to implement large-scale
transformations of the implementation of strategies to
improve product quality from their organizational
goals and values employees. It’s grounded the necessi-
ty of creation of effective, adaptive to new require-
ments, the mechanism of motivation of the personnel,
as an important condition of effective activity of the
company. The study revealed the influence of employ-
ee motivation on product quality. It is established that
organizational culture unites staff motivation and strat-
egy of the company. Authors propose a complex of
directions for the formation of an effective organiza-
tional culture as a factor of motivation of the personnel
in the quality management system at the enterprise.

Key words: organizational culture, personnel mo-
tivation, quality management system.
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