- bimpmr opierTOBaHa Ha
KOPOTKOCTPOKOBY MEPCIEKTUBY,
HDXK Ha JJOBTOCTPOKOBY.

Cucrema - MOKJIMBICTD M1IBUILIEHHS - CKJIAJIHICTh Yy pO3po0IIi Ta

30a71aHCOBaHUX JOSTIBHOCTI KIIIEHTIB BIIPOBAKEHHI

noka3HukiB - BSC | - no3Bomnsie MeHemkepam - HE I03BOJISIE€ MOAEIIOBATH
c(hOpMYITFOBATH MaKCUMAIIBLHO HEBU3HAYCHICTh Ta PU3UKH
npuOyTKOBY CTPATETiIO - 3aTpaTHa
- BU3HAYA€ HAHOUTBI BaXKITUBI BUTU - pO3pOOUTH MOXKIJIMBO JIUIIIE 32
IISILHOCTI, SIKI HEOOX1IHO JIOIIOMOT' OO CIIELIATICTIB

YIIOCKOHAJIUTH TS 33JOBOJICHHS
OUiKyBaHb aKIl1OHEPIB

- anani3 mpu BSC migmroxye 10
a0COTIOTHO HOBHX OTepalliii, mpu
SIKUX KOMIIaH1sl B MallOyTHbOMY
JOCSITHE TOCKOHAJIOCTI

3 yCcbOro BHIIE BHKIAJEHOIO CIiJ] 3pOOMTH BHUCHOBOK, II0 BHUKOPHUCTOBYIOUHU
IpU aHalli3l CHUCTEMYy 30aJJaHCOBAaHUX IIOKA3HMKIB, MIANPUEMCTBO, MPUIMAIOYH
pilIeHHS, 3MOXE KepyBaTHCS HE TIIbKA KOPOTKOCTPOKOBHMH (HiHAHCOBHUMH
MOKa3HUKaMU, ajie 1 JaHUMH, [0 HA/al0Th MOBHY KapTHUHY MPO HWOTO JiSIBHICTH Ta

MICII€ Ha PUHKY.
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FOREIGN EXPERIENCE OF EFFECTIVE MANAGEMENT IN
ORGANIZATION

It’s impossible to organize an effective economy without moral estimation of the
all participants of the process. This statement confirms Shmel’ov’s thought: «Poor
moral — poor economy!» [1]. In this connection the experience of foreign countries is
of great interest not only for the Ukrainian economy but for the community

development on the whole.
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Peter Drucker stressed in his book «The Practice of Management» the
importance of such concept as the spirit of an organization. That’s why the term
«spirit of an organization» is of great interest, particularly in the conditions of the
systemic crisis not only in the Ukrainian economy.

Management by objective tells a manager what he ought to do. The proper
organization of his job enables him to do it. But it is the spirit of the organization that
determines whether he will do it. It is the spirit that motivates, that calls upon a man’s
reserves of dedication and efforts, that decides whether he will give his best or do just
enough to get by.

No organization can depend on genius; the supply is always scarce and always
unpredictable. But it is the test of an organization that it make ordinary human beings
perform better than they are capable of, that it bring out whatever strength there is in
its members and use it to make all other members perform more and better. It is the
test of an organization that it neutralize the weaknesses of its members [2].

Altogether the test of good spirit is not that «people get along together»; it’s
performance, not conformance.

There are five areas in which practices are required to ensure the right spirit

throughout management organization.

-There must be high performance requirements; no condoning of poor or

mediocre performance; and rewards must be based on performance.

- Each management job must be a rewarding job in itself rather than just a step

in the promotion ladder.
- There must be rational and just promotion system.

- Management needs a «charter» spelling out clearly who has the power to make
life-and-death decisions affecting a manager; and there should be some way for a

manager to appeal to a higher court.

- In its appointments management must demonstrate that it realizes that integrity
is the absolute requirement of a manager, the one quality that he has to bring with

him and cannot be expected to acquire later on.
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A man should never be appointed to a managerial position if his vision focuses
on people’s weaknesses rather than on their strengths. He should be a realist; and no
one is less realistic than the cynic. A man should never be appointed if he is more
interested in the question: «Who is right?» than in the question: «What is right?»
Management should never appoint a man who considers intelligence more important
than integrity.

The men with whom a man works, and especially his subordinates, know in a
few weeks whether he has integrity or not. They may forgive a man a great deal:
incompetence, ignorance, insecurity or bad manners. But they will not forgive him
lack of integrity. Nor they will forgive higher management for choosing him [2].

The obvious conclusion may be done: low level of culture, irresponsibility for
the own activity have a negative development influence. It applies to as a person as a

community on the whole [3].

List of Literature: 1. Kopomuu B.O. / Beaymmii poccuiickuii 3xonomuct Hukomait [lImenes. // Byaseap
50/2002, c.8. 2. Peter Drucker / The Practice of Management (1954). // Pycckosssiunoe wusznanue: [Ipaktuka
MeHemkMenTa. — M.: «Buibsime», 2003. — C.397. 3. lapmaw C.B. / KOHKypEeHTOCHIPOMOXXHHUI MEPCOHAN SIK
pe3yJIbTaT COMIaTbHO-KYJIBTYPHOTO PO3BUTKY CYCHUILCTBA. // 30ipHUK HayKOBUX Mpailh VI OJOMOYIBEKOr0 CHMITO3iyMy
ykpainicTiB «CydacHa yKpalHiCTHKA: IpOOJIEeMH MOBH, JTiTepaTypH Ta KyibTypu». Onomoyiik: yHiBepcutet [lananskoro
B Onomoymi, 2012. C. 301-304.

JI.A. "Kminbka, acmipant
nIaAxoam 10 ®IHAHCYBAHHSA ObOPOTHHUX KOULITIB

B exoHOMiuHIA JiTepaTypl B OCHOBHOMY BHIUISETBCA  TPU MIAXOAH [0
¢dbiHaHCYBaHHS OOOPOTHHUX KOINTIB: KOHCEPBATHUBHUM, MOMIpHUN Ta arpecuBHUU. Lli
OIIXOQU PIZHATBCA 3a CTYNEHEM PU3UKY, SIKUA MOXE BUHUKHYTH NpHU OOpaHHI
HiITPHEMCTBOM OJIHOTO 13 TIIXO/IB JI0 MOJITUKH YIPABIIHHI O0OPOTHUMH KOIIITaAMHU
[1,2].

KoncepBatuBHa crparerisi mepenbadae (iHAaHCYBaHHS TOCTIMHMX aKTUBIB Ta
YaCTUHU 3MIHHUX 3a PaxXyHOK JOBTOCTPOKOBHX KPEIWTIB Ta MPUPOCTY CIOHTAHHOI
KPEAUTOPChKOI 3a00proBaHoCTi. Y Jarouuch A0 (hiHAHCYBAHHS 0OOPOTHUX KOLITIB 32

TAaKOK CTpaTeri€ro, NiANPHEMCTBA BUKOPUCTOBYIOTh TUIBKA HE3HAYHHU 0O0CAT
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