UroObl eme Oonblie ONTHMU3UPOBATH pPabOTY pPBIHKA HIOTEYHOTO
KpenuroBaHus B Poccuu, mponcxomut mporecc oObeIMHEHUs ATEHTCTBa MO
UTNOTEYHOMY XWauiiHoMy kpenutoBanuio (ANKK) m ®Penepansroro ¢onma
COJICHCTBHUS Pa3BUTHIO >KinInHOro crpoutenbctBa (Ponma PXKC), koropeie B
JnanpHedmeM OynyT (YHKIMOHHMpOBAaTH B KayecTBE EIWHOIO WHCTHTYTa
MOJAEPKKA CTPOUTENBHOM OTpaciiy, pbhIHKA HEABIDKUMOCTH U HIOTEYHOrO
peiHKa. Taxke nensMu HOBOI'O areHTCTBA SIBJISIETCS] MOBBILIEHUE JOCTYMHOCTH
XKUJIbSI U CO3/IaHHe KOM(OPTHBIX YCIIOBUH ITPOKUBAHUS M OJIaroNpUsITHON CPebl
KU3HENEATEIbHOCTH I TpakgaH P®, ynyunieHue kadecTBa >KWJIHIIHOTO
(oHza, IpUBIICUCHNE UHBECTUIMH B KWIINIIHOE CTPOUTENBCTBO, CTPOUTEILCTBO
WH)KEHEPHOH, COIHMAIBHON M TPaHCIIOPTHOH MH(MPACTPYKTYPHI M ITPOU3BOACTBO
CTPOUTENBHBIX ~ MATEPUaNoB, W3AENHUN, KOHCTPYKIMH [ SKWINIIHOIO
CTPOUTENHCTBA, @ TaKKe KalUTAJIbHBIH PEMOHT IKWIMIIHOTO (OoHAA W
MOJIEpHU3aIHsl 00BbEKTOB KOMMYHAIILHON MH(pacTpykTyphl. [Tomumo sToro, 3a
areHTCTBOM OyAyT 3aKpeIuleHbl BONPOCH O0eCHedYeHWe YTHIU3AlHUU U
repepabOTKH MPOMBINIJIEHHBIX U OBITOBBIX OTXOJIOB, IIOBBIIIEHHUE JTOCTYITHOCTH
UIOTEYHOTO0 KPEIUTOBAHUS M HMHBIX (POPM KpEIUTOBAaHHS B JKWIHIIHOW H
KWJIMIIHO-KOMMYHAIIBHOM cdepax, B TOM 4YHCIE 32 CUYET DPa3BHTHS DPBHIHKA
UTIOTEYHBIX IIEHHBIX Oymar, oOnuranuidi ¢ 3aJOroBbIM OOECHEYeHHWEM WM HHBIX
(PMHAHCOBBIX MEXaHNU3MOB.

Urak, B crpaHe cdopMHpOBaH HIIOTEYHBIH PBHIHOK, paboTaromuii 1o
YHU(UIMPOBAHHBIM MpaBUIIaM M cTaHnaptaM. Jlanee HE0OOXOOMMO yBEINYNBATH
ero 3(@QeKTUBHOCTh, ONTUMH3MPOBATh MPOUCXOSIINE HAa HEM IIPOIECCHI,
COKpAIIaTh PUCKHU, COBEPIIEHCTBOBATh TEXHOIOTUH.
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Introduction. In forming the cost estimates on employees it becomes
necessary to examine the question of satisfaction level of the employees interests or the
coming true of their expectations from working on their company. The main task of
manager is to identify the staff needs and every worker and to develop an adequate
system of motivation that would be able to satisfy these needs.
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Statement of the problem. We have been tasked to investigate the
functional relationships of the company and employees in part of coming true the
expectations each of the parties.

The aim of the study. Research purpose is the development of
motivational profiles by the coefficients of expectations, the implementing
expectations and the coming true expectations.

Presentation of main material of research. An employee development is
accompanied by the expansion of its potential capacity and needs, primarily
psychological. If we consider motivation as a process of the needs satisfaction, it is
endless, so you need constantly to monitor the dynamics of employees motives and
needs. It is very important to have full and timely economic, sociological and
psychological information, to conduct motivational monitoring.

The needs of employee should determine before its hiring and constantly
correct them during the work period. Determining the staff needs, it is also important to
take into account the stage of company development: formation, functioning,
development or crisis, since tasks being solved by company, are different at each stage.
So employees must be chosen whose needs is matching with company tasks on a
particular stage of its life cycle. The next step consists in ranking of detected needs
based on the results of socio-psychological analysis and incentive-nonincentive system
as the most effective in the needs satisfaction for some time.

For this purpose we propose to develop the profiles of three levels at the
companies: the profile of expectations — while taking the employee to work, the profile
of implementing expectations — after some time his work in the company, the profile
of coming true expectations of employee — calculated profile.

By default, we assume that every potential contender for the job in the first
place always put forward factor of a high earnings. Among the main demands-
expectations of employee to the company we have selected:

- attractive motivational program;

- normal pace and work schedule;

- working conditions;

- a guarantee of work stability;

- fair assessment of work results;

- a healthy social and psychological climate and recognition of employee as a
personality in the team;

- satisfactory leadership style;

- compliance position and the real labor opportunities of employee;

- opportunity for career growth;

- the acquisition of appropriate work skills.

Interviewed respondents were asked to sort the listed expectations by rating
with assigning each of them from 1 to 10 points. In this case expectations could not
occupy the same place in the rating. Further the employee was offered to form a new
ranking of these same factors in terms of their implementation in the company.

For each expected factor we offer to determine the coefficients of expectations
(Cg), the coefficients of implementing expectations (Cr) and the coefficients of
coming true expectations (Cc) by developed formulas.

If Cerg > 1, the expectations came true.

IfCem <1, 'the expectations did not come true.

Based on the calculated values of the coefficients the appropriate profiles are
formed.

Results and discussion.

The study was conducted by using questioning method through
anonymous survey of employees of oil and gas departments of PJSC "Ukrnafta".
By using built motivational profiles the expectations of employees was
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differentiated in two groups: workers and engineering and technical personnel. It
was found that the hierarchy of influence factors on a working in these groups
was different. Therefore detected unrealized expectations of employees were
taken into account in the formation of cost estimates on employees for next
planned year by redistribution of funds between articles of cost estimates on
employees and attraction of intangible motivation instruments.

Conclusions and recommendations. By using this development we can
identify the causes of labor productivity reduction and influence factors on it. If
administrative link will own an information about employee expectations from
working at this company, it will allow to build flexible and the most effective
system of motivation by forming a rational cost estimates on employees.
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