MANAGEMENT, MARKETING

UDC 005.93=111 DOI: http://doi.org/10.31617/visnik knute.2019(128)03
BAY Sergey, VOLOBUIEYV Michailo,
DSc (Economics), Professor, PhD (Medicine), Docent, Associate Professor
Head of the Department of Management of the Department of Management
of Kyiv National University of Trade and Economics of Kyiv National University of Trade and Economics
19, Kyoto str., Kyiv, 02156, Ukraine 19, Kyoto str., Kyiv, 02156, Ukraine
E-mail: s.bay@knute.edu.ua E-mail: m.volobuiev@knute.edu.ua

ORCID: https://orcid.org/0000-0003-0599-2582 ORCID: https://orcid.org/0000-0001-7973-2922

KANDAHURA Kateryna,
PhD (in Public Administration), Associate Professorof the Department of Management
of Kyiv National University of Trade and Economics
19, Kyoto str., Kyiv, 02156, Ukraine

E-mail: katerina_kandagura@ukr.net
ORCID: https://orcid.org/0000-0003-4833-2234

VALUABLE MANAGEMENT
OF THE ENTERPRISE:
CHANGES IN THE PARADIGM

Article is devoted to the study of the workers’ values of the trade enterprise. The relevance
of the use of valuable management in modern commercial enterprise is determines in this article.

The current trends in management that actively influence the development of modern
approaches to personel administration are considered. For research of personal values of the
employees of the enterprise, K. Harsky’s method was used in our modification.
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Baii. C., Bonobyes M., Kanoazypa E. Ilennocmnoe ynpagienue npeonpusmuem:
usMenenus napaouemul. Hcciedosanvl mpyoogvie YeHHOCHU MOP208020 NPeOnpUsmusl.
Onpedenena axmyanbHOCMb UCNONb306AHUSL YEHHOCHHO20 MEHEONCMEHMA HA COBPEMEH-
HOM KOMMepHeckom npeonpusmuu. Paccmompenvt cospemennvle menoenyuu 8 ynpaegie-
HUU, KOMOpble AKMUBHO GUSIOM HA PA3GUMUE COBPEMEHHBIX NOOX0008 K YNPAasieHuIo nep-
conanom. /[na uccie0o8anus IUUHbIX YeHHOCmel pabomHUKO8 NPeONpUsmus 6 asmopcKol
Moodudurayuu ucnorwvszosan memoo K. Xapckoeo.

Knwouesvie crnosa: HCHHOCTH, YIIPABJICHUC COTPYAHUKAMU, YIIPABJICHUE HECHHOCTAMU.

Background. Actual question at the current phase is optimisation of
the management system of the production team with a constant increase of the
efficiency of personnel enterprise activity. At the same time, theory and
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practice of management that practically exhausted possibilities of employ-
yers’ opportunities create unique incentive programs that impact on the
motivation of its employees. The social programs offered by the employer
for their staff are quite monotonous. Insurance, loyalty bonus, support for
innovation activity, free meals and transport to the workplace etc.

This situation is ever more complicated because of the need to take
into account the current trends in the labor market — outflow of Ukraine’s
able-bodied population abroad, a steady decrease in the share of workforce
of Ukraine, who agree to work without official payment, more stricter requi-
rements to the employer, working condition, rest, modernization of pay-
ments. Meanwhile, the modern employer is pressured not only by constant
search of new ways and approaches to attract candidates to the vacancy
of the company. No less important problem is the need to create programs
for the maintenance of their staff.

Management theorists and practices continue to offer employers new,
effective pay system. Various indicators were taken as basis: performance of
the standard of daily productivity (Bart’s system), level of qualification, com-
petence, knowledge and skills (Helsey system), value of products and their
lowering (Scanlon system) and other. Sufficient developments in native enter-
prises have received remuneration system based on modern approaches such
as Key Performance Indicators (KPIs) and Balanced Scorecords (BSs) [1-3].

But all these systems, as a rule, are based on the fact that the employer
tries to influence the motivation of the employee to receive more money.
But practices shows that the modern worker does not always put in the first
place exactly the level of remuneration. The employee is interested in such
elements of his activities as the image of the enterprise and products, pro-
fessional challenges of complex production tasks, the possibility of profe-
ssional and personal growth in the enterprise, the ability to form indepen-
dently the level of workload and the mode of activity, the comfort of the
moral and psychological atmosphere in the company, the scale of projects,
the level professionalism of colleagues etc. [4].

Enterprise management is not possible without effective management
of its personnel. Such efficiency is based, in the first place, on the interest of
the personnel to carry out their professional duties in a qualitative manner.
Employee’s interest is a certain type of motivation to fulfill (or not) the
production task of the given parameters. Motivation is based on the fact,
that the employee is important at the time of the performance of the produc-
tion task — that is personal production and life values. It is sufficiently new
to introduce into the practice of enterprise the principles and methods of
effective management [5—7].

Analysis of recent research and publications. Many scientists and
practitioners of management paid attention to the study of the values of the
individual and the possibilities of using the results obtained in the pro-
duction activity of the enterprise. At the end of the last century in works of

34 ISSN 1727-9313. HERALD OF KNUTE. 2019. W 6




MANAGEMENT, MARKETING

B. Agle ta C. Caldwell [8], C. Anderson [9], K. Blanchard, M. O’Connor [10],
R. Edgeman, F. Scherer [11], M. Garvanova Ta I. Garvano [12], P. Griseri [13],
R. Roe, P. Ester [14] were indicated the possibility of building the manage-
ment of the personnel of the company based on the values of the individual and
group values of the team. The relevance of effective management in the current
moment was emphasized in works of G. Abbott, F. White and M. Charles [15],
Y. Bao, R. Vedina, S. Moodie, S. Dolan, [16], S. Bay [17] S.Dolan [18],
G. Fitzgerald [19], K. Jaakson [20], S. Schwartz and K. Boehnke [21]. Such authors
of C. Mowles [22], P. Smith, M. Peterson and S. Schwartz [23], R. Tangri [24]
emphasized that the relevance of effective management does not depend on
the size or direction of its activity of the enterprise.

S. Dolan and G. Salvador [25] defined modern tendencies in the
development of general management of values as a very powerful and
irresistible (figure):

Trend Jor managers to
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product tovrards
Ceality and tearms.
clierts’ . networks and
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‘ Meed for “Organizational Developrnent”
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professional responstbiity .
Modern trends of management
MBI = Management by Instructions;
MBO = Management by Objectives;

MBYV = Management by Values.
Source: [25].

These four trends, in turn, are a considerable increase in the comp-
lexity and uncertainty in companies 4. All four are also inter-connected:

1. The need for quality and customer orientation.

2. The need for greater professionalism, autonomy and responsibility.

3. The need for "bosses" to evolve into leaders/facilitators.

4. The need for "flatter" and more agile organization structures.
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In line with market trends, what was assigned by managers as the
basis for management — the instructions, tasks or values-changed.

It should be noted that during the time when the values and their place
in the structure of the personality and motivation of employees were studied,
there were certain changes in their importance and relevance. Thus, K. Blan-
chard, and M. O’Connor [10] argued that the key to employees are the value
of career advancement, the acquisition of new skills and knowledge to
improve their skills. According to original research, G. Abbott, F. White and
M. Charles note that the enterprise has a tendency to shift life values from
general business to personal values [15].

The aim of the article was to investigate the values of employees of
a modern trading enterprise and the possibility of using this information to
optimize the process of managing the personnel of the enterprise.

In order to achieve this goal, we have completed the following tasks:

» investigate the values of the employees of the trading company and
identify the group that is most important to them;

+ identify the specific values that respondents consider to be important;

* to carry out comparative analysis of selected values with the results
of researches of other scientists of previous years;

* to determine the possibility of practical use of the results obtained by
the managers of the trading enterprise.

Materials and methods. The study of the values of the individual was
carried out by the authors for original methods. According to the methodo-
logy of Rockich, terminal and instrumental values are studied, basic human
values are studied with help of Sh. Schwartz’s method. The E. Fantaal’
methodology demonstrates the values that form the core of personality, and
according to the method of S. Bybnova’s study of ideal values. S. Dolan
noted that the values in the enterprise divided into three groups-economic-
pragmatic, ethical-social and emotional-spiritual [26; 27].

In research, we used the method of K. Kharsky [28] in own modi-
fication. According to the author’s version, the respondent must compare in
pairs all values among themselves. The results of this comparison is value
that has received most numbers of answers. The same situation is with
group of values. In our opinion, this technique is rather cumbersome and it
makes sense to carry it out only in an automated version. For the possibility
of conducting researches in field conditions and conditions when it is not
possible to use a computer. Therefore, we developed a paper version of the
research of personality values. Each of the respondents received a list of
32 human values. This list consisted of four groups of values: ideological,
material, emotional and values of life — eight in each. For the impartiality of
the choice of respondents, groups of values in the text were not named and
separated. Each of the respondents chose among the 32 proposed values
only eight. Between eight selected values necessary to select the most
important and evaluate it in eight points. In this algorithm, other values
received a score from seven to one. We tried to determine not only the
choice of actual values, but also their place among the important ones.
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The research was conducted on workers of the enterprise of the female
and male of the age from 22 to 32years (n=90) — with the middle age — 27.9 years.
Respondents to our study were cashier sellers, cashier controllers, food and
non-food consultants, administrators of the trading hall of 12 outlets of ATB
and Silpo trading networks. The study involved employees with secondary
and tertiary education. The respondents were selected according to the
principle of proportional type selection.

Results. The number of answers, the total amount received and the
average amount of points were determined for each value. Furthermore, the
same set of indicators for each of the four groups of values was determined.
The results are shown in table 1.

Table 1
Actual group values of employees of the enterprise
Value group Grade point average GPA Place Number of answers
Ideological 4.26 3 51(4)
Material 3.64 4 77 (3)
Emotional 4.91 1 127 (1)
Of life 4.74 2 105 (2)

Source: authors’ research.

The data in table I indicate that for the group of respondents in the first
place there are values from the group of emotional. GPA in this group was 4.91.
The second place was a group of values of life — 4.74 points. The third place was
taken by a group of ideological values —4.26 and the last — material — 3.64 points.

It is necessary to consider the fact that by the number of responses the
third place is material values, and the fourth is ideological. But the calcu-
lation of points led to the fact that the values changed places.

Based on how the author of the method K. Harsky commented selec-
tion of a group of values, we can note the following.

In the team, our respondents put their emotional values in the first
place. This indicates that the relationship between colleagues is in the first
place for the team. The relationship between employees is based on inter-
personal relationships. Relationships and their harmony for employees and
leadership are more important than income and earning. The main task of
management is to take care of the loyalty of the staff and to maintain a high
level of desire to work at this particular enterprise. The maximum attention
of all personnel is aimed at creating in the team the optimal moral and
psychological atmosphere and keeping it at that level. At the enterprise,
non-material incentives are important and work must bring moral satisfac-
tion in the first place, and then — material. The management directs its staff
to prevent misunderstandings between employees and avoid conflict situa-
tions. If conflicts still arise, they are solved with the active participation of
managers as mediators and intermediaries. The team appreciates the ability
to control their emotions and not respond to external negative influences

that can lead to misunderstanding.
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The second group life values should be interpreted as a need and
desire of management to worry about their employees — for their physical
and psychological health, the team is considered as a family. Employees need
attention from the management and as a result, they demonstrate excellent
disability and productivity. At the same time, the high quality of perfor-
mance of duties is appreciated to preserve the positive image of the enter-
prise. Managers believe that strict rules limit the freedom and creativity of
staff. The company appreciates the loyalty of the employee, which is expressed
in the work, and dedication is encouraged and is an example for others.

The fourth place of material values is explained by the fact that for
employees material is not the most important. Profit and economic perfor-
mance are important only if the relationships between the employees are regu-
lated and they enjoy staying in such calm, family atmosphere. Analysis of
the selection of specific values showed that respondents had certain priority
and outsider values. Information about first eight values is shown in table 2.

The data presented in table 2 showed that the value of "freedom"
elected only 22 from 90 respondents this value took the fourth place only
due to the fact, that respondents gave it enough high scores. In addition,
such value as "friendship" has received 70 answers from 90 respondents. At
the same time, this value took the sixth place.

Table 2
Actual values determined by employees (average)
Place Value Group Number Number GPA
of answers | of points
1 Relationships with Values of life 52 312 6.0
parents

2 “Having a family” Values of life 48 286 5.96
3 Love Emotional 80 472 5.9
4 Freedom Ideological 22 114 5.2
5 Righteousness Ideological 50 240 4.8
6 Friendship Emotional 70 330 4.71
7 Understanding Emotional 24 113 4.7
8 Self-sufficiency Emotional 26 117 4.5

Source: authors’ research.

We need to solve the problem of determining the importance of one or
another value, depending not only on the points that the respondents gave
this value, but also on how often it was chosen by the respondents. There-
fore, we have worked out a formula that takes into account together: the num-
ber of respondents choosing a particular value and the value of points in which
respondents assessed value. This formula calculated the weight of value (w):

W=S/n - k,

where W — weight of value;
S — sum of all points for a particular value;
n — total number of respondents;
k — the number of answers of a particular value.
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Using this formula allowed us to obtain the results of the first eight
values of the respondents’ answers, which are represented in table 3.

Table 3
Actual values determined by employees (average)
Number Number Weight
Place Value Group of answers | of points | of value (w)
1 Love Emotional 30 472 209.8
2 Friendship 70 330 128.3
Relationships
3 with parents Values of life 32 312 %01
4 “Having a family” 48 286 76.3
5 Righteousness Ideological 50 240 66.7
6 Career Material 54 194 58.2
7 Quality of life Values of life 46 180 46.0
8 Confidence Emotional 42 184 26.6

Source. authors’ research.

Comparing the results presented in fable 2 and table 3 gives an oppor-
tunity to state that due to the new method of calculating the weight of values
the distribution of values in the first eight has changed somewhat.

The value of "love", which took the third place in the previous method
of calculation, with the new method, took first place with high result
W=209.8 points. The value of "friendship" from the sixth place moved to the se-
cond with a result significantly less than the value of "love" — only W=128.3 points.
At the same time, the value of "relationship" with parents and "having family"
moved from the first and second places, respectively, in third and fourth.

The value of "righteousness" kept its fifth position in the list of actual
eight values. At the same time, from the list of these values due to the new
system of calculating results, values such as "freedom", "understanding" and
"self-sufficiency" fell out. Instead, their places occupied the values of "career",
"quality of life" and "confidence".

Statistical processing and analysis of the results made it possible to
determine that the respondents disregarded some of values. Such values as "pat-
riotism" and "duty" from a group of ideological values, the value of "qualify-
cation" from the group of material values, the value of "sensitivity" and "tran-
quility" from the group of emotional values and the value of "ecology" from
the group of values of love have not been received any numbers of points.

In accordance with the results of the research of the values of the
production team, who we have developed proposals for managing the com-
pany to optimize the process of personnel management.

It is advisable to pay more attention to the implementation and broad-
casting of values belonging to the emotional group in the management of the
personnel of the enterprise. Thus, the team will maintain a friendly atmosphere;
employees will appreciate one in one human qualities and desire for mutual
understanding. Among the staff, the spirit of collectivism and the pursuit of
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collective goals and values will prevail. The management should make
maximum efforts to preserve the team’s optimal moral and psychological
climate, because this brings for employees pleasure from work. Corporate holi-
days should be hold, as this will contribute not only to improve relation-
ships, but also to prevent misunderstandings and interpersonal conflicts.
Demonstration by the leadership of their calm and confidence gives a posi-
tive example to the subordinates and teaches them to control their emotions
and configure themselves on the positive.

The pursuit of values of life should be reflected in the creation of a family
atmosphere in the team. Employees should always feel the care management.

The team appreciates the spirit that prevails in the enterprise, so every-
one should be very careful about the dissemination of information, espe-
cially personal and undesirable. Workers should solve disputes and misunder-
standings in small groups and try to save the enterprise personnel. The leadership
should make efforts to educate its subordinates not only professionally, but
also in personal terms.

According to the results of the research, the workers are not strongly
motivated by professional development, qualification, social status — values
from the group of material. If we use the values from this group, then more
attention should be paid to the development of carcer. None of the res-
pondents gave the value of "money" eight points, and only one gave the
value of "weight" — seven points and two-six points.

In the group of ideological values, respondents most of all chose "righte-
ousness" — four of them gave this value eight points and two more — seven.

However, we offer management to use the results of research not only
for developing a staff encourage program, but it can also be used to find and
select candidates for a job. We already have a description of the values that
are cultivated in the enterprise. When conducting the same research among
candidates, special attention should be paid to those whose personal values
will be similar or very similar to the values of the team. This approach will
be positive not only for the company’s staff, but also for the new employee.
Firstly, the candidate will not interfere employees to work, as maintain the
same values that they support. The team will therefore perceive a new
colleague as a close person and help him in the process of adapting to the
new workplace. The combination of values of the new employee and the
team will increase the potential results of their work.

Conclusion. Modern management trends are the need to improve the
quality of products and customer satisfaction, the need and desires of mana-
gers to become leaders and facilitators, increase professional autonomy,
professional responsibility and build a team and organizational structure
with high flexibility and rapid response to changes. Under these conditions,
the leading position is the management with help values. Effective manage-
ment has been studied by scientists and management practices for a long
time, but in the last twenty years is increasing importance.
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An original study conducted showed that at the investigated trading
company for personnel are most relevant values from the group of emo-
tional. Among these values, the most important workers consider the values
of "friendship" and "love".

In the first three of the most important values the workers included the
value of "relationship with parents" from the group of values of life.

Among the values presented for selection, the collective of the trading
company ignored certain values. Such as "patriotism" and "duty" from a group
of ideological values, the value of "qualification" from the group of material
values, the value of "sensitivity" and "tranquility" from the group of emo-
tional values and the value of "ecology" from the group of values of life.

The obtained results of the research became the basis for development
of the program of stimulation of the personnel of the trade enterprise. This
simplified the creation of this program and determined exactly the values
most supported by the staff of this enterprise.

The results, in our opinion, can be used by the company’s manage-
ment not only to create a stimulus program. Results will be useful in the
process of finding and selecting candidates for a vacancy by comparing the
values of candidates with the values of the enterprise team. We propose to
give preference to candidates whose values will be similar or close to the
values of the staff of the enterprise.

We believe that the results obtained during the study are not final and
we consider it necessary to continue the research to determine possible changes
in the values of the team during a certain period of its operation. We con-
sider it necessary to continue research in the direction of implementation of
value management in the practice of management not only of trading
enterprises. Research on the values of employees of enterprises in other
industries will determine whether the values selected by employees of a
trading enterprise are universal, or vice versa — they are specific only to
a trading enterprise. The speed and direction of changes in the value prefe-
rences of employees of a trading company should also be investigated. An
important area of further research is to identify the differences between the
results of our research and those of other scientists. Such discrepancies may
testify either to changes in employees’ preferences over time, or to differ-
rences in values among employees representing different cultural and geo-
graphical populations.
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baii C., Bonooyee M., Kanoazypa K. Llinnicne ynpaeninna RiONpUEMCmEom:
3MiHU napaouzmu.

Ilocmanoska npodnemu. Modxcaueocmi cmumyn08amu NepcoHan mop2o8ebHO20
nionpuemcmea jauule depe3 MamepianibHy cK1aoosy ue OesmedicHi. Tomy 6i0bysaembcs
NOWLYK WIAXI8 NOKPAWeHHs eheKmusHocmi pobomu nepcoHany 6e3 30i1buieHHs IXHbOI
3apobimnoi niamu. OOHUM 3 NEPCHEKMUBHUX HANPAMIE V YbOMY € YNPABILIHHI NePCOHANIOM
uepe3 YIHHICHI nepesazu npayieHUKIG.

Ananiz ocmannix docnioxcens i nyonikayii noxazas, wo YiHHICHI nepesazu npa-
YIBHUKIG 3 4ACOM 3A3HATOMb CYMMEBUX 3MIH, WO BUMALAE IO KEPIGHUYMEA TOP2OBETbHOZO
nIONPUEMCMBA NOCMITIHO20 MOHIMOPUHZY Yb02O NUMAHHSA MA GHECEHHSI KOPUZY8AHHS 6 NpO-
2pamu CmuMYII08aHHS 6lACHO20 NEPCOHATY.

Mema cmammi — docrioumu YiHHICHI nepesazu NPayieHUKIE CYYACHO20 MOPe08eib-
HO20 NIONPUEMCMEA MA MONCIUBOCMI SUKOPUCMAHHA yi€i inpopmayii Ona onmumizayii
YNPABIIHHA NEPCOHANOM NIONPUEMCMEA.

Mamepianu ma memoou. Y npoyeci 00CHiONCeHHs BUKOPUCMAHO MemOoou. Nopis-
HSAHHSL, 2pagiunull, mabauyHUl, eKOHOMIKO-CIMAMUCMUYHUIL.

Pesynomamu oocnioscenns. Ilposedene 0ocniodxcenns niomeepouno zinomesy npo
BUCOKY UMOGIDHICMb 3MIHU 8 4aci YIHHICHUX YNOOOOAHb NPAYi6HUKIE MOPe0GeIbHUX Ni0-
npuemcms. Busnaueno cyuachi menoenyii yinuicHux opienmayiti npayieHuxie. JogedeHo,
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WO 05l CYHACHO20 NPAYIBHUKA MOP2OGENbHO20 NIONPUEMCINEA NEPUIOYEPLOGUMU OCODUC-
MICHUMU JHCUMMEBUMU YIHHOCTIAMU € He Mamepianvhi (3apobimua niama, oceima, Keaui-
Qikayis) ma He ideonociuni (c60000a, pisHicms), a yinHocmi emoyilHi (110008, Opyicoa,
PO3VMIHHS) ma 6imanbHi (CMOCYHKU 3 ObambKamu, HaaeHicmb poounu). Ompumari peyiemamu
Haoaroms MONCIUBICINb PO3POOIEHH MaA 8NPOBAONCEHHA HA MOP20BETbHUX NIONPUEMCBEAX
ONMUMATILHUX NPOSPAM CIUMYTIOBAHHA NEPCOHANY 3 VPAXY8AHHAM YIHHICHUX OpieHmayiti
npayisnuxie. Kpiv mozo, ompumani pe3ynemamu mMoxcyms OYmMu 8UKOPUCHAHI Nid Hac
noutyKy ma 6i06opy Kanouoamie Ha 6aKancii mop2o6eibHUX RIONPUEMCME.

Bucnoexu. Ha 6iominy 6i0 nonepedHix 00CiONCeHb, GUSHAYEHO CYUACHY MEeHOCHYIIO
w000 3MIHU Npiopumemis YiHHOCMeEN Y NPAYIGHUKIE Mmop2o8eabHUX nionpuemcms. Hapaszi
60HU 8I00aOMb C80I YNOOOOAHHS He MAMEPIANbHUM MA [0e0I02IYHUM YIHHOCMAM, A YiH-
HOCMAM eMOYIHUM Ma SIMAIbHUM.

Haseoeni pesynomamu mooxcymv CMAHOSUmMU OCHO8Y HOOATbUIUX —HAYKOBUX
00Ci0MHCeHb, MemOoK AKUX OyOe GU3HAUEHHS VHIBepCAlbHOCMI ab0 HA8Naku — cneyughiy-
Hocmi obpanux yiHHocmell OJisl NPAYi6HUKIE came mopeosenbHux nionpuemcms. 0606 ’13-
KOBUM € NPOBEOeHHs aHANO2IYHUX OOCHIONHCEeHb Y KOJIeKMUBAX MOP2OBENbHUX NIONPUEMCTNG
0714 BU3HAYEHHA MeHOeHYill 00 3MiH YiHHOCMel NPAYIBHUKIE Y 4dCi.

Kniouoei cnoea: UIHHOCTI, YNpaBliHHS I[I€PCOHANIOM, I[IHHICHE YIIPaBIiHHS,
miadip mepcoHaty.
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