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Abstract. Introduction. Due to the analysis of scientific papers of leading
international academic economists which in their works focused on workforce’s
management priority and application has been determined that to increase the
Ukrainian’s enterprises competitiveness and facilitate their effective integration into
European space measures that provide quality working life should be used. Purpose
of the study is to create such conditions for employees which will enhance their
standard of living and quality of working life at the specific enterprise, collective and
at the specific working place. Results. Analysis of the domestic and foreign authors’
works leads to the conclusion that so far some unified list of factors that takes into
account all aspects of employees’ working life and orient them to achieve the
strategic company’s goals had not been developed yet. As the base the theory of
F. Herzberg was taken to form the groups of factors that allow determining the main
measures of the employees’ quality of life improvement at Ukrainian enterprises.
They represent the basic directions for ensuring the quality of employees’ working
life in accordance with hygiene and motivational personnel needs. Each group of
factors corresponds to the measures set, which can be used as a tool for further top-
manager activity improving labor lives of employees. Conclusions. This list of
activities doesn’t require significant financial costs, but rather focused the top-
manager on those problematic aspects that prevents the employees to do their jobs
with the maximum quality. Its use will enable domestic enterprises to operate
successfully in a variety of economic conditions: both in a profitable financial and
economic situation, and in cases of loss.
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3ABE3IIEYEHHS AKOCTI TPYJOBOI'O KUTTSA AK
CTPATETTYHUI HAIIPSIM JIAJBHOCTI BITUU3SHAHUX
MHIAIMPUEMCTB

AHoOTAIIIA.

3a pe3yiabTaTaMy aHalli3y HAYKOBHUX Mpallb MPOBITHUX 3aKOPJOHHUX BUYCHHX-
€KOHOMICTIB, SKi B CBOiX poOOTaxX akIEHTYIOTh yBary Ha MpUOPITETHOCTI YIIPaBIIHHS
Ta BUKOPUCTAaHHSA TPYJIOBUX PECYpCIB BHU3HAYEHO, IO JUIsl MiJIBUIIECHHS PIBHS
KOHKYPEHTO3J]aTHOCTI YKPAiHChKUX MIIMPUEMCTB Ta iX €(PEeKTHUBHOI 1HTEerparii j0
€BPONEHCHKOTO MPOCTOPY CHiJI BUKOPUCTOBYBaTHM KOMIUIEKC 3aXOJiB, SKI
3a0€3MeuyIoTh SKICHE TPYJIOBE >XUTTA. BusBIeHO, IO J0CI HE ICHYE MOMIOHOTO
chOpMOBAaHOTO Ta aJaNTOBAaHOTO O BITYM3HSHUX YMOB KOMIUIEKCY, SKHH Ou
OXOIUTIOBAaB BCl c(pepy TPYIOBOIO KUTTS MpaliBHUKIB. ABTOpaMH 3alpOIIOHOBAHO
IUIA TIOANBIIOr0 BUKOPHUCTAHHSA TpPymu (akTopiB, SKi JO3BOJIAIOTH BHU3HAYATU
OCHOBHI 3aXOQu 3 TIOKpAIlEHHS SIKOCTI JKUTTA MpPAalliBHUKIB YKPaiHCHKHUX
MIAIPUEMCTB B PI3HMX €KOHOMIYHHMX YMOBAaX: SIK HPH CHPUSTIMBOMY (PIHaHCOBO-
€KOHOMIYHOMY CTaHl1, TaK 1 y BUNaJAKax 30MTKOBOCTI.
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OBECIIEYEHUE KAYECTBA TPYJOBOM JKHN3HHM KAK

CTPATEI'NYECKOE HAHPéB.JIEHI/IE AEATEJIBHOCTHA
OTEYECTBEHHBIX ITPEAIIPUATUA
AHHOTAIIHA.

3a pe3yJbTaTaMu aHaJIW3a HAyYHBIX TPYJIOB BEIYIIUX YYEHBIX-3KOHOMHCTOB,
KOTOpBIE B CBOMX pabOTaxX aKIEHTUPYIOT BHUMAHUE HA IPUOPUTETHOCTH YIIPABICHUS
U HCMOJIb30BAHUS TPYJIOBBIX PECYPCOB OIPENEIEHO, YTO JJIS MOBBIIIEHUS YPOBHS
KOHKYPEHTOCTIOCOOHOCTH ~ YKPAaWHCKHMX  TPEeanpusITHii ©u  uX 3PPEKTUBHOIMA
MHTErPALlMA B €BPONEICKOE MPOCTPAHCTBO CIEAYET HCIOJIb30BAaTh KOMILIEKC MED,
00€eCIeynBaOIINX Ka4eCTBEHHYIO TPYAOBYIO KHU3Hb. BBISBIEHO, YTO 10 CHX MOpP HE
CYHIECTBYET MOJOOHOTO CJOXHUBIIETOCS W aJalTUPOBAHHOTO K OTEYECTBECHHBIM
YCIIOBHSIM KOMILJIEKCA, KOTOPBIA OBl OXBaTbiBal BcC€ CQepbl TPYAOBOM KHU3HU
pabOTHUKOB. ABTOpaMH MPEJIOKEHbI I JaIbHEHIIEro MCHOJIb30BAaHUS TPYIIIbI
(GakTOpoB, KOTOpbIE TIO3BOJISIIOT  OMNpPENETSATh OCHOBHBIE MEPONPUATHUSA IO
YJIyYLIICHUIO KayecTBa XKM3HU pPaOOTHUKOB YKPAaUHCKUX MPEANPUATUN B Pa3IMUHBIX
HSKOHOMUYECKUX YCJIOBUAX: KaK INpHU OJAronpusITHOM (PMHAHCOBO-IKOHOMUYECKOM
COCTOSIHUM, TaK U B CIIy4asiX yOBITOYHOCTH.

KiroueBble cJI0Ba: TpPYJOBBIE pECYpChl; KauyecTBO TPYAOBOW JKU3HM,
KOHKYPEHTOCIIOCOOHOCTh; 3KOHOMHUYECKUE YCIOBHS; KOMIUIEKC MEPOTIPUATHIA.

1. Introduction. In today’s highly dynamic markets, where conditions change
rapidly, managers periodically need to ascertain the validity of their strategy’s
assumptions and premises. For example, in the biotechnology or software industries,
where the competitive landscape changes rapidly, managers need to be assured that
their companies’ strengths and weaknesses are still valid, and their assessment of
their rivals’ capabilities and potential moves are intact. Left unchecked, these
conditions may change radically and cause the failure of the strategy. If devaluations
are detected, managers can take corrective actions.

In recent years, companies have used insights gained from strategic controls to
develop innovative ways to compete. Many have used benchmarking to compare
their performance with the best practices in the industry. Insights from these
comparisons have resulted in large-scale programs that aim to build a total quality
management (TQM) throughout the company.

While the roots of TQM date to companies’ efforts aimed at enhancing product
quality to match those offered by their foreign rivals, today TQM transcends this



focus. It permeates every organizational function, with the goal of improving
performance and reducing inefficiencies.

Implementing TQM often requires attention to other organizational issues (e.g.,
employee involvement) and systems. Hard work is needed to succeed in TQM; this
hard work also creates opportunities for learning. Learning in TQM can occur from
the interaction of employees and managers. When this occurs, new ways of defining
the task and carrying them out are found. Moreover, employees become aware of the
competitive challenge facing the company and take necessary steps to identify to
solve problems that impede organizational progress.

2. Brief Literature Review. Plenty of scientific foreign and domestic
researches and papers confirm topicality, as well as theoretical and practical
importance of quality of working life in the enterprise’s strategic goals reaching.
Works of A. Thompson and A. Stricklend (2007) [1], M. Armstrong (2002) [2],
Y. Doroshenko (2009) [3], G. Dmitrenko (2006) [4] are devoted to the problems of
dividing only one of life quality aspects. In further investigations authors will try to
generalize these aspects.

3. Purpose. To form unified and generalized group of factors which could
affect the quality of working life; to suggest the complex of measures directed on the
ensuring the quality of employee’s working life at domestic enterprises.

4. Results. Most of the management process is aimed at creating an
environment in which employees are encouraged to learning and development. The
focus is on the learning organization creation in which the systematic knowledge is
being managed. Strategic management is also responsible for approaches planning to
encourage self-development (self-study) with appropriate support and leadership by
organization. One of the main goals of human resource management is to create
conditions where the employees’ hidden potential will be realized and their
commitment to the organization will be provided [2, p. 276].

In other words, the tactical purpose within the overall strategy management at
enterprises is considered to the creation of such conditions for employees, which

contribute the quality of their working lives improving and effective implementation



of their creative potential in a particular company, particular society and at the
particular workplace.

However, analysis of the domestic and foreign authors’ works leads to the
conclusion that so far there is no agreed scientific definition of «life quality» and
each author emphasizes on one particular aspect of this concept. From the analysis of
the structure of the various definitions of « life quality» implies that the structure of
these definitions can divide substantial and operational parts.

Substantial part usually reveals the essential understanding of the concepts
directly by the author and operational part — specified method for quantitative
measurement of life quality. The operational part also defining the procedure of the
actual level of satisfaction with basic needs comparison. These procedures presented
by two groups: 1) based on subjective self-assessment; 2) based on an objective
assessment of the appearance.

The definition of « life quality» is based on subjective self-assessment, at the
level of human’s satisfaction with his own life. This level is largely determined by
each individual’s expectations of the standards that have been adopted in the social
microenvironment, with which he is associated by himself. Thus, from this point of
view, the life quality —is the level of person’s satisfaction by his/her life according to
his/her own subjective self-assessment [3, p. 11].

There is a more «objective» approach to the definition of life quality, where
life quality is measured not by subjective satisfaction of a certain individual, but a
number of objective indicators of other people who have to do complete and accurate
information and the necessary qualifications.

Life quality — is a complex concept, which in comparable space and time form
reflects the degree of satisfaction level of the material, cultural and spiritual person
needs, estimated both by the level of human’s satisfaction by his/her life in
accordance with its own subjective self-esteem and measured by competent and
informed experts via a set of objective indicators.

It is appropriate to note that the concept of « life quality» is often associated

with the concept of «abilities» and «needs». In connection with this, the concept of



«life quality» must include the needs of the individual in creation, self-development
and self-realization of own abilities. This emphasizes the fundamental difference
between the present understandings of the concept of «life quality» from the
widespread in the society consumer understanding, which is based on the model of
person as a universal consumer. It should also take into account that a person is not
only a consumer of various goods and services, but also the creator, and not only
those goods and services, and for the most part of himself and his own life.

The World Health Organization (WHO) defines life quality as people's
perception of their position in life, according to the cultural specifics and system of
values and some kind of relation with their goals, expectations, standards and
concerns [3, p. 11]. WHO also proposes to evaluate the quality of life by the
following parameters: physical (vitality, fatigue, physical discomfort, sleep and rest);
psychological (self-estimation, concentration, positive emotions, negative emotions,
thinking); degree of independence (daily activities, performance, dependence form
drugs and treatment); life in the community (daily activities, social relationships,
friendships, the overall significance, professionalism); environment (housing and life,
security, leisure, information accessibility, ecology (climate, pollution, population
density); spirituality and personal beliefs.

In legal aspect, the life quality — is the realization of the right on a decent life
and free human’s development.

The practical significance of the category of life quality is, above all, the ability
of certain standards, which is set for particular person or community to be a form of
representation, freedom and dignity. Life’s quality characteristics defined as
necessary or appropriate for a particular individual or community, determine their
desirable future and are forward-looking nature that allows using it as a versatile
management tool.

Thus, the study of the main distinguishing features of the «life quality»
category allows to define the quality of working life, under which labor will be

understood as a combination of employees’ working life factors, that allows to take



into account the degree of realization of employee’s interests and using of his
intellectual, creative, moral, and organizational abilities.

As part of a strategic approach to the management of the workforce at any
enterprise special attention should pay on ensuring the employees’ quality of working
life by: firstly, increasing the workers welfare by improving the hygiene factors of
labor activity; secondly, the immediate efficiency of human resources through
increasing the workers interest in active labor through the motivational factors using
that will help to productivity at the workplace increasing.

Hygiene factors, due to F. Herzberg, connected with the environment in which
personnel works [4, p. 154]. This group includes the factors that make work more
attractive and create normal conditions for normal work: working without much
tension and stress; convenient location; noise and pollution absence at the workplace;
working with people who are pleasant to employee; good relationship with the top-
manager; a sufficient amount of information about what is happening at the
enterprise; flexible pace of work and flexible working hours; significant additional
benefits; fair distribution of work quantities.

The second group of factors contribute to employees’ active labor behavior:
a good chance of promotion; high salaries; payment related to labor performance;
acceptance and approval of a well done job; work that «<makes» employees to develop
their abilities; complex and difficult work; work which requires creative thinking;
a high degree of responsibility; interesting job; work that requires creativity.

Besides to the proposed by Herzberg, some foreign and domestic researchers
identify additional factors that have an impact on the process of employees’
motivation and have been suggested by authors to consider as factors of employees’
working lives. Thus, Armstrong separately focuses attention on individual learning
through guidance, counseling, training centers, mentoring, external resources
developed to meet the specific needs of the employee, internal and external training
programs and courses developed to meet the needs of groups of workers [2, p. 276].

Harrison notes the importance in the process of management organizational

leaders’ development, which must be considered when formulating the overall



strategy of the labor activity [5]. Goleman identifies so-called «emotional culture»
that turns the changes in the self-governing process that encourages employees to
drawing up training plans, relevant to their interests, resources, goals [6].

Outlined list of factors of employees’ labor activity proposed by F. Herzberg
and also additionally allocated the basis of a literature review can be summarized in
certain groups, which characterize these factors in an integrated way: company’s and
administration’s policy; working conditions; payment; interpersonal relationships
with superiors, colleagues and subordinates; providing development and self-
development; the formation of «emotional culturey.

For each of these groups of factors list of activities should be developed and
this would help to improve the quality of working life considering the performance of
enterprises (profit / loss). The list of activities that can be implemented within the
framework of working life’s quality improving for each group of factors is shown in
Fig. 1.

Consider them in more detail:

bonuses — one-off payments from enterprise profits (incentive, bonus,
additional fee). Abroad, it is - an annual, semi-annual, Christmas, New Year bonuses
associated usually with work experience and the size of the salary received. There are
following types of bonuses: for the lack of absenteeism, export bonus, for seniority,
target bonus;

profit sharing — it's not a one-off bonus. Determines the amount of the profits
out of which the incentive fund is formed. Apply to the categories of personnel
capable of real impact on profits (most often it is the administrative staff). Share this
part of the profit is correlated with the rank of the head in the hierarchy and is defined
as a percentage of his income (salary base);

shareholding participation — purchase company shares and receive dividends:
the purchase of shares at a reduced price, gratuitous shares;

plans for additional payments — plans are mostly connected with employees of
sales organizations to stimulate the search for new markets: company gifts, business

expenses subsidizing, covering of personal expenses indirectly related to the work



(business trips not only for the workers, but also his/her wife or friend on a trip) .

These indirect costs are tax-free and therefore more attractive;

GROUP OF FACTORS ACTIVITIES

Housing construction program ||

Health care program —

Company policy and
administration

Savings funds —

Payment of transportation costs —

Program of payments for temporary disability —

Association of obtaining loans —

Employment time regulation —

- — Labor and organizational incentives —
Working conditions : :

Catering service —

The organization places for employees’ individual hygiene

Nominal and real waages —

A 4

Bonuses -

Profit sharing —

Income

Shareholding participation —

Plan of additional payments —

Flexible social benefits —

Benefits and compensation that not related to the results [

Incentives, regulation of employee’s behavior based on the
social recognition

Interpersonal relationships
with superiors, colleagues
and subordinates

Participation in decision-making —

Providing development Scholarships —
and self-development

DIRECTIONS OF ENSURING OUALITY OF EMPLOYEE’S WORKING LIFE

Staff training programs —

\ 4

Payment training courses —

Advisory services —

«Emotional culture»
forming

Psychological trainings,
teambuilding

\ 4

Proarams related to children education —

Fig. 1. Directions of ensuring the quality of employee’s working life at
domestic enterprises

Source: compiled by the authors according to [4].



by encouraging free — regulation employment time by: 1) providing to the
employee for the active and creative work extra weekends, holidays, vacation, time
options, etc.; 2) the organization of flexible working hours; 3) reducing the length of
the working day due to high labor productivity;

labor or organizational incentives — regulates the employee behavior on the
base of measurements of his feelings of job satisfaction and suggests the presence of
creative elements in his work, the opportunity to participate in the management,
promotion within the same office, creative business;

incentives, managing employee behavior based on the expression of public
recognition — awarded diplomas, badges, pennants, posting photos on the Honor
Board. In foreign practice used honors and awards, public incentives. In the US, used
to stimulate the moral evaluation model on the merits [7, p. 195];

provident funds — the organization of provident funds for employees with
interest payments not below with the Savings Bank of Ukraine. Preferential regimes
of accumulation funds;

programs related to the children education — the allocation of funds for the
organization of preschool and school (college) education of children and
grandchildren of employees of the company; preferred scholarships;

benefits and compensation that not related to the results (standard character) -
payments not related to the achievement of certain results (compensation transition to
the service from other companies - the costs associated with transportation, sale,
purchase of apartments, real estate, employment of wife (husband) etc.; bonuses and
other payments (due to retirement or dismissal). These payments received abroad
called "golden parachutes”, designed for senior managers typically include additional
salary, bonus, long-term compensation, mandatory (referred to in the company )
pensions et al. Providing such benefits emphasizes high compared to other employee
status.

Conclusions. Thus, the quality of working life of employees - a complex

economic category, which includes a combination of factors working life of



employees, allowing to take into account the extent to which the interests of the
employee and the use of his intellectual, creative, moral, and organizational abilities.
Within mentioned above for further formed group of factors that allows
identifying key measures to improve the quality of life of Ukrainian enterprises’
workers in different economic conditions has been suggested. So, the expediency
quality of working life issues within the framework of a strategic approach to the
enterprise activity has been justified, and the basic directions of the quality of

working life in domestic enterprises ensuring have been emphasized.
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