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XapkiBCbKuii iIHCTUTYT (hiHaHCIB
KUIBCbKOro HaLioHa/IbHOTO TOProBesIbHO-
€KOHOMIYHOr0 YHIBEPCUTETY

Y cmammi npedcmag/ieHo aHasi3 noHsmmsi
«/105I/IbHICMb  IEPCOHasTY», BUOISIEHO K/IHOHOBI
CKk1adosi chopMyBaHHsI /1051/1bHOCMI, BUSHAYEHO
IX 8naUB Ha Oisi/IbHICMb Op2aHi3ayil. 3anporo-
HOBAHO a/120pUMmM CMBOPEHHS MomuBayitiHo20
MexaHi3My (hopMyBaHHsI /10Si/IbHOCMI.  AKUYeH-
moBaHO0 yBsazy Ha po/ii hakmopig Hesosi/IbHoCcmi
B Mo6ydosi mMomusayiliHo2o mexaiamy. [lpo-
aHasizosaHo momusayitiHuli npoghinb ma ghax-
Mopu Henos/IbHOCMIi CMPYKMYPHO20 Midpo30iny
PO30pI6HOI MOpP20Be/LHOI Mepexi M. Xapkosa
B poO3pi3i 2pyn npayisHuUKi8. BusisneHo, wo 07151
POBIMHUKIB ma Kacupig BaxJ/iUBUMU € iHMEH-
CUBHICMb HaBaHMAXEHHSI, YimKicmb poboYUX
HopMm i npoyedyp, poboya ammocghepa. 3aoxo-
YeHHs1 iHiyiamusu ma 3Micm pobomu BaX/usi
7151 meHeoxepis. 80% 3Bi/lbHEHb 3YMOB/IEHO
makuMu K/II040BUMU thakmopamu, siK HesIomno-
BIOHICMb OM/Iamu BUMPAYEHUM 3YCU/I/ISIM, Hao-
MipHa XOpCmKicmb yrnpas/iHHs ma HaoMipHe
rokapaHHs. 3arporoHoBaHo 3acobu Momusa-
yitiHo20 BM/IUBY Ha NpayiBHUKIB Mionpuemcmsa.

KntouoBi cnosa: /105/1bHICMb, /1051/IbHICMb nep-
COHasty, Momusauyisi, MomusayitiHuli MexaHiam,
thakmopu /105/1bHOCMI, 380080/1EHICMb, HEJIO-
SUIbHICMb, MomuBayitiHul npoghisib.

B cmamese npeacmaaﬂeH aHa/nusz rnoHsmus
«/10§1/IbHOCMb ePCOHa/1a», BbIOE/EHbI K/THoYe-

Bble cocmassnsrowue opMupoBaHUsl /10si/Tb-
HOCMu, OrpedesieHo UX B/UsiHUE Ha desime/ib-
Hocmb  opeaHu3ayuu. [pedsioxeH aneopumm
€030aHUsI MOMUBAYUOHHO20 MexaHu3ma ¢hop-
MUPOBaHUSI  /I0si/IbHOCMU.  AKYEHMUPOBaHo
BHUMaHUEe Ha posiu (hakmopos HesIos/IbHoCMU
8 MOCMPOEHUU MOMUBAYUOHHO20 MEXaHU3Ma.
lpoaHanu3uposaHbl  MOMUBAYUOHHKIU  Mpo-
bunb U ¢hakmopb! HeosILHOCMU CMpPYKMyp-
HO20 rodpasdesieHusi POo3HUYHOU mopaosoli
cemu 2. Xapbkoga 8 paspese epynn pabom-
HUKOB. BbisigrieHo, ymo 0511 paboyux U Kac-
CUPOB BaXKHLIMU SIB/ISIOMCS] UHMEHCUBHOCMb
Ha2py3Ku, YemKkocmb paboyux HOpM U npoye-
dyp, paboyasi ammocghepa. NoowpeHue UHU-
yuamusbl U codepxaHue pabombl BaxHbl 07151
MeHeoxepos. 80% yBO/bHEHU 06yC/108/1EHbI
MakuMU K/I04eBbIMU thakmopamu, Kak Hecoom-
Bemcmaue orniambl 3ampayeHHbIM  YCUIUSIM,
Ype3mMepHas eCmKoCMb ynpasieHusi u ypes-
MepHoe HakasaHue. [lpednioxeHsl cpedcmsa
MOMUBaYUOHHO20 B0O30elicmBusi Ha pabomHu-

KO8 rpeornpusimusi.
KntoueBble cnoBa: /105/1bHOCMb, /105/1bHOCMb
repcoHasia, Momusayusi, MomusayUOHHbIU

MexaHu3M, ¢bakmopsbl S105iIbHOCMU, yOos/1em-
BOPEHHOCMb, HE/I0S/IbHOCMb, MOMUBAYUOHHbIL
npoghusis.

The article presents the analysis of the concept of employee loyalty, highlights the key components for formation of loyalty, their impact on the organization’s
activities. Summarizing the research on the essence of loyalty, one can identify the rational and emotional components form the employee’s attitude towards
the enterprise. Their relationship is very individual. Emotional component forms a closer relationship for the company. There are various forms of loyalty:
from the passive desire to keep the job to intense activity. There are various forms of manifestation of disloyalty: from the desire to change the job to the
will to deliberately harm the company. Employees loyalty is a result of job satisfaction; disloyalty is result dissatisfaction and the accumulation of negative
experience. The algorithm for creating a motivational tool for forming loyalty was suggested. Special attention is paid to the role of factors of disloyalty for
the construction of the motivational tool. The analysis of motivational type and factors of anti-loyalty of structural subdivision of retail Kharkov broken down
by groups of workers is presented. It turned out that for workers and cashiers, the intensity of the load, the clarity of working norms and procedures, and the
working atmosphere are important. Promotion of initiative and content is important for managers. Eighty percent of resignations are justified by the follow-
ing key factors: payment does not correspond to expended effort, excessive rigidity of management and excessive penalties. From studies, two groups of
factors were formed, one of which reflects the wishes of employees, the other — characterizes the actual level of organization of work with personnel. The
system of motivation should be developed separately for the groups of personnel and include measures taking into account the constructed rating and anti-
rating factors. The motivational way to influence workers of enterprise was suggested. These studies have demonstrated that people’s job satisfaction with
the company is related to their level of loyalty. Managers can change the factors and manage loyalty of employees.

Key words: loyalty, employee loyalty, motivation, motivational tool, factors of loyalty, satisfaction, disloyalty, motivational type.
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MoctaHoBKa npoGnemu. CekTop po3ApiOGHOI  AiSANbHOCTI MarasuHiB, asie i CTBOPKWTbL KaapoBi

TOPriBNi XapaKkTepu3yeTbCA BUCOKOK KOHKYPEHLLE,
LLIO BMMArae Bif KepiBHMKIB NOCTIMHOMO NOLUYKY HOBUX
KOHKYPEHTHUX nepeBar. OfHakK YCniX KepiBHUKA
HeMOoXJMBuiA 6e3 komaHan. Tinbkn NoANbHWUIA 40 Nif-
npueMcTBa Ta BMOTMBOBaHWUI NpauiBHUK byae edek-
TMBHO BMNPOBaKyBaTV Cy4acHi TeXHONOorii Ta nigxoau
[0 opraHisaujii Toprieni, npocysaTtu iHTepecu nignpu-
emcTBa. 3rifHO 3 OUuiHKaMK eKcnepTiB K/IKYOBUMMN
npobnemamn po3gpibHUX Mepex € BUCOKa MUH-
HICTb KagpiB, HM3bKa MPOAYKTMBHICTb MpaLli, BMUCOKI
BUTpPaTU Ha pobouy cuny, HefocTaTHA kBanidikauis
CNiBPOGITHMKIB Ta NiHINHMX KEePIiBHWKIB, WO CBigYNTb
NPO HU3bKy JOAMbHICTE nepcoHasty. Lli npobnemu
He Ti/IbKU HeraTvBHO BiA6MBaOTLCSA Ha onepavwiiHii

PU3NKK, AKi 3arpoXxyroTb X KOHKYPEHTO3[AaTHOCTI Y
[JOBrOCTPOKOBI MepcrnekTuBi. 3 ornsaay Ha ue akTy-
QbHUM € PO3IMNAL NUTAHHA PO3PO6/IeHHA MOTVBA-
LiHOT cxeMun hopMyBaHHS 10AbHOIO NpaLiBHMKA.
AHani3 ocTaHHIX gocnigXeHb i nyo6nikauiii.
NosAnbHiCTb NepcoHany € 06’ekTom baraTbox AOCAI-
[KeHb Yy Ppi3HUX HaykoBux cdepax. [. Meiiep,
H. Annen [2], /1.I. MouebyT [1], B.l. JoMuHsK [6]
Jocnigpkysann fABuve N0SAbHOCTI WoAo0 couiasib-
HOT MCUXONOTil, aKUEHTYUN yBary Ha NcuxosoriyHmx
nepefymoBax )OpMyBaHHS NOS/IbHOCTI NEPCOHay.
A.B. Koepos [7], I.M. PyweHko [12], B.O. KpaB4yeHkKo
[8] ckoHUEHTPYBa/In yBary Ha 6e3nekoBmX acnekTax
NOANBHOCTI oNA opraHizauii. 3B’A30K N0AIBHOCTI Ta
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IHOPACTPYKTYPA PUHKY

epeKkTUBHOCTI Gi3HECY MPOCTEXYeETbCA B poboTax
K.B Xapcbkoro [13], /1. [pioHxonbaa, A. MapTeHceH
[5]. O.B. borosineHcbkuin [3], B.A. BoHaapeHko [4]
po3rnaAfatTb JIOA/IbHICTL MEePCoHany B KOHTEKCTI
BHYTPILUHLOrO MapkeTuHry. B poboTax HayKoBLiB
YTOYHSETBCA CYTHICTb MNOHATTA NOSAMBLHOCTI nep-
coHany (/1. Moptep, M.l. Marypa [9], N. Oxyenn,
P. KanTtep [1], B.O. KpaBueHko [8], I.IN. PyuieHko
[12]), nponoHytoTbCA Pi3Hi Knacuddikauii T0ANbLHOCTI
(K.B. Xapcbkuii [13], O.B. BborosiBneHcbkuin [3]),
BM3Ha4yalTbCca hakTopn copmyBaHHsa (4. Meiiep
[2], B.l. JomuHSK [6]), NPOMNOHYIOTLCA METOAM BUMI-
ptoBaHHs nosinbHocTi (J1.I. MouebyT, O.€. Koponesa
[10], B.A. BoHaapeHkKo [4]).

3a BCI€l pi3HOMaHITHOCTI AoCnigKeHb HepocTar-
HbO KOHKPETU30BaHMMMK 3a/MLLIAKTLCA MNpobnemm
YMpaBs/liHHA NOSASBHICTIO Yepe3 3acTOCyBaHHA MOTU-
BaLiiHUX MeXaHi3MiB y rajly3eBoMy po3pisi, 30kpema
B TOpriBAi.

MocTtaHoBKa 3aBAaHHA. MeTow CTaTTi € po3po-
6/1eHHS anropuTMy NobyaoBM MOTMBALIAHOTO Mexa-
Hi3My popMyBaHHA NOSNLHOCTI B TOProBe/IbHOMY
nigNpUEMCTBI.

Buknag OCHOBHOro martepiany AoCnimKeHHs.
®opmyBaHHA, NIATPUMKA Ta PO3BUTOK JI0A/IbHOCTI
NepcoHasly MarTb CMMPATUCb Ha PO3YMIHHA MPUYMH
Tl NPOsIBY, 3HWKEHHS!, 3HNKHEHHS Ta HaBiTb NEPETBO-
PEHHS Yy MPOTUMEXHICTb. 3HUKHEHHS OSLHOCTI He
MOXe OyTn HeilTpaslbHUM MPOLECOM, amke Micue
NOANBHOCTI 3aliMae y KpaLLomMy BUNaAKy akTUBHa 6aii-
OYXiCTb, a B ripLIoMy — BOPOXICTb 0 NiANpueMCTBa.

JlosinbHICTb € sIBUWIEM GaraTtorpaHHUM SIK 3a
NPUPOAOI0 BUHWMKHEHHS, Tak i 3a dhopmamu MposiBy.
NoAnbHICTL — Le NeBHa XapakTepucTuka, npura-
MaHHa nauHi. TcuxonoriyHnii CNOBHMK MOB'SI3YE
NOANbHICTL 3 (hopMasibHUM AOTPUMaHHSAM 3aKOH-
HOCTI; KOPEKTHUM HeynepemKeHNM CTaB/IEHHAM
[0 Korocb um yorochb [11]. /1. MopTep, M.I. Marypa,
n. Oxyenn, N.I MouyebyT, O.€. Koponeea Haroso-
LIYIOTb Ha eMOLHIl NpUPOoAi NOANBHOCTI, BU3HAYa-
0Tb T SIK BipPHICTb OpraHisauii Ha NOTOYHUI MOMEHT
yacy (CymMniHHE BMKOHaHHA pPO60TM, TOTOBHICTb
BUTpayaT [0AaTKoBi 3ycunns) i B MNepcnekTusi
(Hamip 36epiratn uneHcTBO B opraHizaui) [9; 10].
P. KaHTep, B.O. KpaBUYeHKO MOB’A3YI0Tb JIOAMLHICTb
3 BUrogamu Ta 3agoBoneHicTio [1; 8]. A.B. KoBpos,
[.M. PyweHKo po3rnsaaatoTb NT0A/bHICTE 3 TOUKU 30pY
6e3nekn AiabHOCTI NigNpUeMcTBa Ta TPaKTyloThb i
AK MOpPasIbHY SKICTb, Sika HE Mae NPSMOro 3B’sA3KYy
3 NPOMECIAHNMN YN HTENEKTYA/TbHUMWN SKOCTAMM
npauiBHuka [7; 12], Wwo cTtaBUTb Nif CYMHIB LiHHICTb
npauiBHUKa a/1a opraHisau,i.

Y3arasibHIoloumM npegcrasneHi 4OCiIKeHHS Woao
CYTHOCTI JIOSA/IbHOCTI, MOXEMO BUAISIUTU paLioHasIbHY
Ta eMoLiiiHy cknafgoBi, WO (OPMYHOTb CTaB/EHHS
npauiBHuka Ao niganpuemcTtea. PauioHanbHa 6a3y-
€TbCSA Ha YCBIAOM/IEHI OUiHLi piBHA onjaty npadi
Ta iHWKX MaTepiasibHUX CTUMYAIB (CUCTEMU MpPEMIto-
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BaHHS, Ni/JIbI Mif Yac CTPaxyBaHHS UM KpeauTyBaHHS,
OGOHYCHUX CUCTEM, OMaTh HaBYaHHSA, JliKyBaHHSA
TOWQ), NPOECIiHMX NEepcnekTuB, 3MICTy POOBOTW.
EmouiliHa cknagoBa BpaxOBYE MNCUXOMOTYHWUIA Kni-
MaT opraHisaLii, KopnopaTusHy Ky/bTypy, MPO30piCTb
BCIEI cMCTEMW ynpaB/liHHA i IIOAAHICTb (BiACYTHICTb
HeoOr'pyHTOBaHOI XXOPCTKOCTI A0 ChiBpOGITHMKIB 3
6GOKYy MEHEMKMEHTY), Bipy B MaiibyTHE KOMNaHii, rop-
JicTb 3a i gocArHeHHsA. CniBBigHOLWEHHA LMX cKna-
OOBUX ayxe iHauBigyanbHe. EMoujiiHa cknagosa
oopMye GinlbLL TICHWUIA 3B’A30K 3 KOMMAHIE, OCKI/TbKM
MaTtepiasibHi 6nara MoXyTb 6yTV HafaHi iHLWMMUW KOM-
naHismu, a BifAMiHHI MmaTepiasibHi YyMOBU MOXYTb HiBe-
NOBaTUCb HEraTVBHMM  COLia/IbHO-MCUXOMOTIYHNM
Knimatom abo cTtunem KepiBHuuTBa. CriBpOGITHMKN
MOXYTb NO-Pi3HOMY OL|iHIOBATM YMOBW npadli, MOX/u-
BOCTi NPOQUECIiHOrO 3poCTaHHs, oAHaK 3a NO3UTUB-
HOrO eMOLAHOTO CTaBNEHHA A0 KOMMaHii edekTuBs-
HICTb X Npaui 6yae BULLOK (Y EMOLIAHO NPUXUABHNX
[0 KOMNaHii cniBpobITHNKIB SICKpaBO BUPaXKeHa MOTU-
BaLisl [OCATHEHHS).

dopmun NposiBY NOANBHOCTI MOXYTb BYTU PIBHUMN:
Big, 6axaHHsA 36epertu poboye MicLe B opraHisauii 3a
NacvBHOTO AOTPMMAaHHS HOpPM Ta MpaBwua A0 aKTWB-
HOT AiSNIbHOCTI 3 enemMeHTamMmn 300POBOI KPUTUKK Y
GakaHHi NoKpawuTh opraHizauito. HenosbHICTb
TakoX Ma€ pi3Hi oopmMuM NPOsIBY Ta MOXE BUSIBAATUCH
AK y 6akaHHi 3MIHUTK MicLe po6oTu, Tak i B Hamipax
CBigOMO 3allKoAMTM KoMMaHii. B Tabn. 1 npeacras-
neHa cnpoba cuctemarusadii MOX/IMBOTO BNNBY Ha
LiANbHICTL opraHisayjii pisHUX CKNafoBuX JIOANBHOCTI
nepcoHasy Ta ix CrnosyyeHsb.

[na npuitHATTA cTpaTeriyHo NpaBubHUX ynpas-
NIHCbKMX pilleHb (0COGMMBO 3 TakmMX «rOCTPUX»
NUTaHb, SK M/IMHHICTb KagpiB abo yacToTa 3BifIbHEHb
npawiBHUKIB) BNacHWKaM i MeHemkKepam BaX/nBO
po3yMiTW, Ha YoMy OyayeTbCA JI0SAMbHICTL Nepco-
Hany. Buxogsum 3 TOro, L0 M0ANbHICTL NepcoHasty
€ Hacnigkom ioro 3a0BofIEHOCTI poboTo (oAHaK
He eKBiBaNleHTHa 1i1), MOXEMO NPUNYCTUTH, LLO Heno-
AMbHICTb TPAHCDOPMYETBLCA 3 HE3aL0BO/IEHOCTI BHA-
CNiJIOK HAKOMWYEHHS HeraTMBHOro 40CBIAY.

o6 ouiHMTK Te, HaCKiNbKK CNiBPOGITHUKN 38,0BO-
NEeHi KOMMNaHie, NOTPIGHO MaTK LWKany OLiHIOBaHHS
3a/10BOJIEHOCTI Ta IHCTPYMEHTH i BUMIpoBaHHA. Ans
OLiHIOBaHHA MOTMBALii CniBpoO6GITHMKIB Ta X CTaB-
NeHHs [0 KomnaHii dpaxiBLi NpoBOAATL OMUTYBAHHS
3a/10BOJIEHOCTI. 3a pe3y/nbrataMy Takux A0CiAKeHb
MOXHa BUSBUTU K/IHOYOBI YNHHWKM MOTUBALi npaLiB-
HUKIB Ta OLHUTN NOANLHICTL NepcoHany, 3an0Bose-
HICTb CMIBPOGITHMKIB KOMMNAHIEKD 3arasioM Ta PisHUMMA
acnektamu ii 4isfIbHOCTi 30Kpema.

Mpoueaypy NobyaoBu LKaiu i MEeToauKy BUMI-
PIOBaHHS JI0S/IbHOTO CTaB/IEHHS CMIBPOGITHMKA [0
opraHizauji cteopunu J1.I. MouebyT i O.€. Koponesa
y 1999 pouji Ha OCHOBI 3aCTOCYBaHHS LUKa/IN TakuXx,
o 34alTbCcA piBHUMY, iHTepBanis Jlyi TepcToyHa
[10]. 3acTocyBaHHA MeTOAMKM MpPOCTE, 3pO3yMine
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Tabnmua 1

Bnname cknagoBux NOANbHOCTI Ha AIAJIbHICTbL opraHisauii

EmouiliHa PauioHanibHa . AmoBipHicTb 3ycunnsa wopao
BnsivB Ha pilleHHsA .
cKknagosa cKnapoBsa 00 3BiNIbHEHHS YyCBifOM/IEHOTO CTBOPEHHSA A0AaTKOBUX
NOANBLHOCTI NosANbHOCTI tHoA HaHeCceHHs WwKoaun 6nar
AMOBIpHICTb 3BifIbHEHHA . .
CunbHa CunbHa OBIPHICTL 3BI/IbHE BiacyTtHsA Bucoki
HM3bKa
€ FiMOBIpHICTb MoxxnuBi, 3anexarb
CunbHa Cnabka 3BINLHEHHS! BigcyTHs Bif, CU/IN eMOLLiHOT
CcKNnafoBol
Bucoka /AMOBIpHICTb € 33 YMOBM LOCTATHLOI MoxnuBi 3a ymMOBU
Cna6ka CwunbHa 3Bi/IbHEHHS 3a HasiBHOCTI y eroA " [0AaTKOBOro
6iNbLU BUFIAHUX YMOB A CTUMY/THOBaHHA
Bucoka AMOBIpHICTb .
[brcoka NMOBIPHIC . | € 3a ymOBM JOCTaTHLOI . .
Cnabka Cnabka 3BI/IbHEHHSA 3@ HasABHOCTI p— BigcyTHi
6iNbLU BUTIAHUX YMOB A

/Jkepesio: aBmopcbka po3pobKa

Ta JocTynHe 6yab-skomy aocnigHuky. CTpykTypoBa-
HWA B pO3pi3i CTaBNEHHS A0 KOJer, KepiBHMLUTBA Ta
opraHizauii MeTof OLiHIOBaHHA /10S/1bHOCTI NPono-
Hye B.A. BoHAapeHKo. ABTOP BU3HaYaEe Tpu MapKepu
NposiBy NOAMIBHOCTI A1 KOXHOI CKNafoBoi 3 rpaja-
Lieto cTyneHs npossy Big, 0 6aniB (BiACYTHICTb /10A/1b-
HOCTi abo siBHMIA caboTax) Ao 3 6aniB (HanMBua
NoANbHICTL). Pesynstatom € nobygoBa matpuui
QPLDS (Quality of Personal Loyalty Determination
Scale), fika € OCHOBOI 3aCTOCYBaHHS OpPiEHTOBaHUX
Ha MapKeTWHI CTUNIB YNpaBfiHHA B paMkax mMapke-
TUHI-MEeHeLKMeEHTY [4].

Y3araslbHEHHS  NEPCOHa/IbHUX  MOTUBALiHNUX
npochinie npauiBHUKiB, NO6yaoBaHUX 3a OyAb-sKOO
METOAMKOI0, Aae 3Mory ccopmyBatu MOTuUBaLili-
HWIA Npodifib KOMMaHii, Wwo 6yae BM3HA4YaTU OCHOBHI
hakTopu, siKi MOTUBYHOTb CMIBPOBITHUKIB KOHKPETHOT
opraHizauii. Pesynbtaty Takoro aHanisy MoXxyTb 6yTu
noknageHi B nobygoBy MexaHiamy MoTuBauil came
Li€T opraHizad,ii.

BogHouac MeHemkepam AOUINIBHO 3HATW  He
TiNbkn chakTopu, Wwo HOpPMYHOTb NTOANLHICTL, ane i
hakTopu, WO hOpMYIOTb HENOSANbHICTL MNpauiBHU-
KiB. MoTuBauiiiHuin Nnpodinib BigbMBae Te, Wo 6axae
oTpuMaTV npauiBHuk Big nignpuemcrtea. podisib
HeNosI/IbHOCTI Ma€e Bigobpa3nTun Te, siki Npobnemun B
opraHisauii 3aBaxatoTb (QOPMYBaHHIO J10S/1bHOCTI,
TOOGTO XapakTepusyBaTu MOTOYHY SKICTb MOTUBALLR-
HOro MexaHiaMy. Ha anb, 3HWKEHHA N0SANbHOCTI
npaLiBHUKIB MeHeKepn BITYN3HAHUX NiANPUEMCTB
BBa)KalOTb MEHLU BaX/MBOK MPO6IEMOID, HiXK 3HU-
XXEHHS pe3yNbTaTMBHOCTI X pob0oTu, He BigvyBatoum
3B'A3KY UMX MpoueciB. AHKETYBaHHS WOAO0 NPUYMH
He3a[l0BOJIEHHS Mif, Yac 3Bi/IbHEHHSA MpaLiBHUKIB,
HakonuyeHHs iHdopMmauii Ta nobygoBa Aiarpamu
MapeTo WoAOo AKOCTI ynpas/liHHA NOANBHICTIO Aal0Tb
3MOry BU3HAUYUTU KPUTWYHI HANPSIMU BAOCKOHA/IEHHS
ynpasniHHA NePCOHaIOM.

$AK npaBu0, BUKOPUCTAHHSA IHCTPYMEHTIB mare-
piasibHOT MOTKMBALLiT BUPILLYE Tiflbkn Npobnemy 3any-
YEeHHS1 NoTPibHMX KOoMMaHii cniBpo6iTHMKIB. [ocni-

[KEHHA NOKasylTb, WO $SK (PaKkTop YTPUMAaHHS
piBeHb 3apniaTn gyxe LIBWAKO BTpayae CBOE 3Ha-
YeHHs, TOMY po60oToAaBUAM HEOBOXiAHO LUyKaTW iHLUi
UYMHHWKK CTabinizauii uncenbHocCTi NpauiBHukKiB. Konn
poboTa y NOAMHN BXE €, a piBEHb komneHcauii 1i
3a/10BOJIbHSAE, BOHA NOYMHAE BislbLL MPUCKINANBO OLi-
HIOBaTW YMOBM NpaLli B LUMPOKOMY PO3YMiHHI LIbOro
cnosa. Binblw 3HauMMuUMKM dhakTopamy YTpUMaHHS
CTaloTb KOPropaTuBHa Ky/bTypa, CTW/Ib KePIBHULTBA,
MOX/IMBOCTI /19 Kap'€PHOro Ta NpogoeciiiHoro 3poc-
TaHHsA (30KpeMa, cepes, NPUYNH 3BiNIbHEHHSA 3 KOMNa-
Hil NpayiBHUKM 4acTo Ha3nBaKTb came Lji YMHHUKN).
OcTaHHIM YacoMm /19 KNKYoBMX CNiBPOBITHUKIB BCe
GiNbl 3Ha4yLly POSb Bigirpae MOX/IMBICTb NiATPU-
MyBaTu 6anaHc MiXX po60TOI Ta OCOOUCTUM XUTTAM,
TOMY 3aHaATO IHTEHCUBHE HaBaHTaXKEHHS Hepigko
TaKOX CTa€ NPUYMNHOHO 3BiSIbHEHHS.

OTxe, MOXe 6yTn BUOYA0BaHWI Taknil anroputm
CTBOPEHHSI MOTUBALLINHOIO MexaHi3aMy (hopMyBaHHS
nosanbHocTi (puc. 1).

AHasi3 CTaTUCTUYHUX AaHWUX ONUTYBaHHA 3a/0-
BOJIEHOCTI NpaviBHUKIB CTPYKTYPHOTO NiApo34iny pos-
[OPiGHOT NPOAYKTOBOI Mepexi M. XapkoBa AaB 3MOry
BUSABUTU (PakTopu, SKi NpaLiBHUKM BBaXaOTb BaXX/1U-
BMMM A/151 cebe, a TakoxX SKi BM/IMBaOThb Ha 1X N0S/Tb-
HICTb A0 opraHisauii (puc. 2). AHanis npoBoamBCs
OKpemo 3a TpbOMa rpynamu npauiBHUKIB, Takmx SIK
poboui, kacvupu, MeHemKepu. Bussunocs, wo gns
BCiX rpyn npaLiBHWKIB BaroMmmm € paktop BUHaro-
poau (BuHaropoga 3a pesynsraramu poboTu Ta cuc-
Tema 404aTkoBuX CTUMYAIB), WO LLISIKOM f10TiYHO. AnA
po6oumx Ta Kacupie Bax/mBa iHTEHCUMBHICTb HaBaH-
TaXKEHHS, SIKa BU3HAYa€eTbCA K PEXUMOM, Tak i opra-
Hizauieto npaui. Takox Ao rpynu dpakTopis, KPUTUYHO
BaXXIMBUX AN hopMyBaHHS N0S/1bHOCTI, MOXHa Bif-
HECTW YITKICTb pO604YMX HOPM Ta npoueayp, pobouy
aTtmocdhepy. Ansa mMeHegxepiB GiNblU BaXIUBAMU €
3a0X04YEHHS iHiliaTMBK Ta 3MICT po60TH. 3a3Ha4YNMMO,
IO OAHaKOBO BaXXMBUMW AN BCiX rpyn npauiBHuU-
KiB € poboya atmocdepa Ta SKiCTb iHGhopmaLiiHOro
cepegoBuLLa.
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PenTvHr dpakTopiB HENOANBHOCTI NPEACTABNEHUIA
Ha puc. 3. 80% 3Bi/lbHEHb OGI'PYHTOBAHO LWiCTbMa
KN4oBUMKU hakTopamu. lNpauiBHUKK, WO 3BiNIbHS-
I0TbCS, HE BBaXalTb ONMaTy HW3bKOK, OfHaK BBa-
XawTb T Takow, WO He BignoBigae BUTpPaYEHUM
3ycunnam. Takox [0 rpynn KpUTUYHUX hakTopis
B aHTUPENTUHIY noTpanuavM HagMipHa >XOPCTKICTb
KepiBHMLTBA Ta HaAMIpHI WTpadHi caHKL,l.

Ak 6aunmMo, KepiBHWULTBO nignpueMcTBa pos-
rnspae cniBpoOITHMKIB SIK MOTEHUINHO HENOSIbHUX.
OCHOBHI agMiHICTpaTUBHI 3yCUINA 30CepemkyroTbCs
Ha BUABMEHHI HENOANBHOT NOBEAiHKN, 30KpeMa YCBi-
fomneHoro abo HeycBiOM/IEHOTO HAHECEHHA MarTe-
pianibHOT Y MOpaNbHOI WKOAM opraHisaui. 414 uboro
BMKOPUCTOBYETLCS LUMPOKNIA CNEKTP dDOPM KOHTPOSIO
po60TU CMiBPOBGITHMKIB, aKTVBHO MPaKTUKYHOTLCA Pi3-
HOMaHITHI bopMM nokapaHHs. OfHak, SIK Nokasye
NpakTuKa, BXUTTA TakMxX 3axofiB He crpuse hopmy-
BaHHIO J10A/ILHOCTI CcniBPO6ITHMKIB. HeobrpyHTOBaHI
nigo3pn, HexXTyBaHHS OCOOMCTOK TigHICTIO ChiBPO-
6iTHMKIB, HernoBara ix K 0COBUCTOCTEN CNpuSATb
hopmMyBaHHIO HEMOANBLHOCTI CNIBPOBGITHUKIB. CTBOPIO-
€TbCS Gap’ep MK aAMiHICTpaLi€l0 Ta PELUTO CniBpo-
GITHWKIB, TakK 3BaHE NPOTUCTAB/IEHHSI MW i1 BOHU>, L0
nopomkye 6aifyXicTb | HaBITb 3HEBary 0 iHTepecis
KOMMaHil, a iHOAj 1 ABHY BOPOXICTb [0 KePIBHULTBA.

TakMuM uuHOM, 3a pesynbratamu  LOC/ifKeHb
cchopMoBaHo ABi rpynu ¢hakTopis, o4Ha 3 AKUX Biabu-

Ba€ 6axxaHHs npauiBHUKIB, a IHLWa XapakTepun3ye goak-
TUYHWIA piBEHb OpraHizaLlii po6oTn 3 MepcoHasIoM.
Cuctema moTMBaLjii Mae po3poonsATUCL OKPeEMO ANs
rpyn nepcoHasly Ta BK/HUATUN 3aX04M 3 ypaxyBaHHAM
nobyaoBaHOro PerTUHIY N aHTUPENTUHTY hakTopiB.
Tak, Hanpuknag, ANnsa Kacupis B cucteMy MoTuBauii
MOXHa BK/TIOUUTW €N1EMEHTY 3MarasibHOCTi, SIKi pa3om
3 HaBaHTaKEHHSIM MOPOMKYIOTb asapT i NO3UTMBHI
emMouji. MoxHa BnawTyBaty MiHi-uemmnioHar 3i Weua-
KOCTi Ta SIKOCTi 06CMyroByBaHHS1 K/li€HTIB, paxyBaTu
Ki/TbKICTb MOCMILLOK NpaLiBHUKIB Ta K/TIEHTIB TOLWO. HK
npu3n 3a Nnepemory MoxHa 3anpornoHyBaTu onnaty
TWXKHEBOTO BIAMOYMHKY Ha KYpPOPTI, TYPUCTUYHY NOJO-
pOX, LiHHWMIA nogapyHoK (Ha BMGIp nepemoxus). Fk
KOMMNEeHcaL,ilo 3a iHTEHCMBHUIA rpadik poboT MOXHa
3anpornoHyBaTy onnary nocnyr KAiHIHFOBOT KOMNaHii
ANns NpodpeciniHoro npubupaHHa AoMy abo Moc/yru
npasibHi. W06 yTpumaty cniBpOGITHMKIB, MOXHa
BBECTM CUCTEMY BMHAropoau ix rpoLioBuM 6OHYCOM
3a KOXEH piK poboTn B MarasuHi. IM'ATb PoKiB CTaxy
MOXYTb 6YTW BUHArOpOMKEHHI A0AaTKOBUMU OHAMU
onsiavyyBaHol BignycTKu.

Cnocib 3a0X04YeHHS NOS/ILHOCTI CMIBPOGITHYMKIB
nossrae y CTBOPEHHI Bifibll NOAAHOI Ky/BTYpU Ha
po6odomy micui. Kynstypa — ue Te, WO ynpasnse
CniBpoGITHMKaMK, KON MeHe[XepiB HeMae nopyd.
ToTas/IbHUIN KOHTPO/Ib 3 BOKY KEepiBHULTBA BapTO 3Mi-
HUTU Ha CaMOKOHTPO/Ib, 3MEHLUWTU KiSIbKiICTb KOHTp-
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ONbHUX Npoueayp, 3MIHUTU MOPSAOK MOKapaHHA 3a
NOMW/KU (Hanpuknaz, BCTAaHOBUTU Nepiog, HaBYaHHSA
6e3 nokapaHHs, 30HY JN0SA/IbHOCTI 3 HECYyTTEBUM
nokapaHHAM 3a HecyTTEBi NOMWSIKKM), OAHAaK NiaBu-
LWMTY BIANOBIAAIbHICTE 3a YCBIAOM/IEHY ab0 CYyTTEBY
LWKOAY MaTepiasibHOMY CTaHy UM iMifKy opraHisadii.

Takum 4ymHOM, chopmoBaHa cuctema MOTU-
Baljii MpauiBHMKIB OyAe MICTUTU «aKynyHKTYpHi
TOUYKM» KOMMaHii, BNAMB Ha $SKi UinecnpsaMoBaHO
nigBuLLyBaTuMe 3a[0BOJIEHICTb NpauiBHUKIB, fAKa
3abe3neyye pPO3BUTOK JIOASIBHOCTI, Ta 3MeHLlyBa-
TYMe He3a/l10BOJIEHICTb, HAKOMNYEHHS K0T hopmye
HenosbHICTb. CTabifbHICTb TPYAOBOrO KONEKTUBY,
cnpuATAnBa MopasibHO-NCKMXo/10riYyHa aTtmocdepa,
BHYTpILUHE iHCbopMalLiiiHe cepegoBulLe, edpekTMBHA
MOA€e/b BHYTPILHLO KOPNOpPaTMBHUX KOMYHIKaLiii
MDK OKpemMumu nigposginaMmy Ta cniBpoGiTHUKaMu
KOMMaHii, CTilika MOTMBaLisi NepCoHany € HaliBax-
NNBILLMMWU CKNAJOBMMWU HE TilbkU NPOAYKTUBHOI
[isSiNbHOCTI nignpuemMcTsa, asne i hopmyBaHHs 1ioro
iMiZKy 3aranom.

BUCHOBKM 3 MNPOBEAEHOrO0 AOCNIMKEHHS.
JocnigpkeHHa nokasytoTb, L0 3a0BOMEHICTb oael
po6OTO B KOMMaHIi MOB’A3aHa 3 pPiBHEM iX /105/1b-
HOCTI, 30KpemMa 3 TakuM ii KOMMNOHEHTOM, fIK rOTOB-
HICTb NPOAOBXYBaTU NpautoBaTu B LI opraHisauil.
3Halun CTyniHb 3a[0BOJIEHOCTI OKPEMUMM acnek-
Tamy i dhakTopamu, MeHemKepy MOXYTb Yynpas-
NATU NOANBHICTIO NEePCOoHasty, 3MiHIOUM CTaBNEHHS
nogen oo Komnaii.

[Ona popmyBaHHA epeKTUBHOrO MexaHi3Mmy MOTU-
BaLil BXX/IMBO 3HATW HE TifIbKn (DakToOpu NOSNbHOCTI,
ane i hakTopn HEeNOSNbLHOCTI (AaHTUNOSNIbHOCTI), ki
XapakTepusyoTb fAKICTb (DaKTUYHOIO PiBHA Yynpas-
NiHHA nepcoHasioM. OcobmBy yBary cnig, NpuainaTu
hakTopam, WO noTpanuau B 006MABI rpynu, agke
BOHWU € KPUTUYHO BaXKMBUMU A5 YTPUMaHHA nep-
COHasly nianpremcTsa. Bnamnaroum Ha Ko4oBi doak-
TOpW MOTMBALLIT, MEHEKEPU OTPUMYIOTb MOX/IUBICTb
ONTUMI3yBaTU UMUCENbHICTb, 3HMXKYBaTW MJIMHHICTb
Kagpie, nigBvwyBaTV MNPOAYKTUBHICTbL AiSNIbHOCTI
npauiBH1KIB.

MepcnekTnBy noganblumx AOC/iAKeHb NOB’A3aHi
3 MOLWYKOM afeKBaTHUX IHCTPYMEHTIB OLiHIOBaHHS
€KOHOMIYHOT eheKTUBHOCTI BXUTTSA 3axofiB 3 nigsu-
LLIEHHS JTOANBHOCTI NPaLiBHUKIB NigNPUEMCTB.
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MOTIVATION FACTORS OF COMPANY’S EMPLOYEE LOYALTY

The purpose of the article. Retail trade is a highly competitive industry. Therefore managers are con-
stantly searching for new competitive advantages. However, the success of a leader is impossible without a
team. Only a loyal to the company and a motivated employee will be able to effectively integrate modern tech-
nologies and approaches to the organization of trade, to promote enterprise’s interests. According to expert
estimates, the key challenges of retail networks are high staff turnover, low productivity, high labor costs, lack
of staff qualifications and line managers. This indicates low employees loyalty. These challenges negatively
affects the operating activity of the stores, create personnel risks that threaten their competitiveness in the
long run. However, loyalty management problems through the motivational tool with regard to industries, in
particular in trade, are not sufficiently specified.

The purpose of the article is to develop an algorithm for constructing a motivational tool for forming loyalty
for trading company.

Methodology. The following methods are used in the article: the method of critical analysis of scientific lit-
erature, induction and deduction in determining highlights the key components for formation of loyalty, method
of statistical analysis of the results of the questionnaire.

Results. Summarizing the research on the essence of loyalty, one can identify the rational and emotional
components form the employee’s attitude towards the enterprise.

Their relationship is very individual. Emotional component forms a closer relationship for the company.

There are various forms of loyalty: from the passive desire to keep the job to intense activity. There are
various forms of manifestation of disloyalty: from the desire to change the job to the will to deliberately harm
the company. Employees loyalty is a result of job satisfaction; disloyalty is result dissatisfaction and the accu-
mulation of negative experience.

To evaluate employees’ motivation and loyalty, you need to conduct a survey, build motivation profiles and
profiles of the disloyalty. Then build the company’s motivational profile. The results of this analysis are used for
constructing the motivation tool of this organization.

We investigated the loyalty factors of the company’s employees for the structural subdivision of the retalil
grocery network in Kharkiv. It turned out that for workers and cashiers, the intensity of the load, the clarity of
working norms and procedures, and the working atmosphere are important. Promotion of initiative and content
is important for managers. Eighty percent of resignations are justified by the following key factors: payment
does not correspond to expended effort, excessive rigidity of management and excessive penalties.

From studies, two groups of factors were formed, one of which reflects the wishes of employees, the other —
characterizes the actual level of organization of work with personnel.

The system of motivation should be developed separately for the groups of personnel and include mea-
sures taking into account the constructed rating and anti-rating factors.

Practical implications. The article presents the analysis of the concept of employee loyalty, highlights the
key components for formation of loyalty, their impact on the organization’s activities. The algorithm for creating
a motivational tool for forming loyalty was suggested. Special attention is paid to the role of factors of disloy-
alty for the construction of the motivational tool. The analysis of motivational type and factors of anti-loyalty of
structural subdivision of retail Kharkov broken down by groups of workers is presented. The motivational way
to influence workers of enterprise was suggested.

Valueloriginality. These studies have demonstrated that people’s job satisfaction with the company is
related to their level of loyalty. Managers can change the factors and manage loyalty of employees. Prospects
for further research are related to the search for adequate tools for assessing the economic efficiency of mea-
sures to increase the company’s employee loyalty.
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