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THE FORMATION OF CREATIVE ENVIRONMENT IN THE ORGANIZATION - THE
KEY TO IMPROVING THE EFFICIENCY OF THE COMPANY

In modern conditions of business, increase the efficiency of enterprises is possible through the
development and decision-making based on the generation and implementation of creative ideas. In the
article there are researches of improving the efficiency of management personnel by enhancing the
creative activity of managerial personnel in Rivne Department of the OJSC Ukrtelecom, possibly by
fostering a creative environment in the organization. Analysis of OJSC Ukrtelecom draws attention to the
considerable potential for raising the efficiency of the system by improving management through the
implementation of innovative management principles.

Keywords: creativity, creative environment, efficiency, innovation management, creative
management, generate of creative ideas, moral incentives, intrinsic motivation.

Oxkopcokuin Bimanii, Cpiona €ezenia
OOPMYBAHHSA KPEATUBHOI'O CEPEJOBHUIIIA B OPFAHI3AI_[IT —3AIIOPYKA
HNIJIBUIHEHHSA E@EKTUBHOCTI AISAIJIBHOCTI HNIAITPUEMCTBA

3a cy4acHMX YMOB pPO3BHUTKY Oi3Hecy MigBHILEHHS €(QEKTHUBHOCTI AisUIBHOCTI MHiANPHUEMCTB
MOJKJIMBE 32 PAaxyHOK PO3POOKH 1 TPUHHATTS YNPaBIIHCHKUX pillleHh Ha OCHOBI TE€HEpyBaHHS Ta
peanizaiii KpeaTMBHUX 1imei. Y poOOTI TPOBEACHO JOCHIDKCHHS MiJABHIICHHS e(EKTUBHOCTI
YIPaBIiHCHKOIO MEPCOHANy HUIAXOM akTuBizauii TBopyoi akTuBHOCTI AVYII PiBHeHcbkoi ¢imii ITAT
«YKpTEIeKoM», MOXIIMBA IUIIXOM ()OpMYyBaHHS KpPEaTHBHOTO CEpeNOBHINAa B oOpradizamii. AHami3
nmisutbHocTi TTAT «YkpTenekom» 3BepTae yBary Ha 3HA4HI pe3epBU MiABUIICHHS €(EeKTUBHOCTI
,Z[iSIJ'II)HOCTi 3a PAaXyHOK BJOCKOHAJICHHA CHCTCMH MCHC/DKMCHTY Ha OCHOBI peani3aui'1' 3acajg
IHHOBAIITHOTO MEHEKMEHTY.

Knrouoei cnoea: KpeaTHBHICTb, KpeaTHBHE CepeloBHIEe, €(QEKTHBHICTb, I1HHOBAIlIMHUI
MEHE/PKMEHT, KpEaTUBHUI MEHE/KMEHT, TBOPUICTh, TEHEPYBaHHS TBOPUYUX 1JIeH, MOpaIbHE 3a0XOUYEHHS,
BHYTPILIIHSI MOTHBALIisl.

Oxopckuii Bumanuii, Cpuonas Eezenusn
®OPMHNPOBAHUE KPEATUBHOM CPEJBbI B OPTAHM3ALINU - 3AJI0T
MHNOBBIHIEHUA 39OPEKTUBHOCTU AEATEJBHOCTH ITPEJAIIPUATUA

B COBPCMCHHBIX YCJIIOBUAX PA3BUTUSA Ou3HEeca IOBBIIICHUSA 3(1)(1)€KTI/IBHOCTI/I ACATCIIbHOCTHU
NPEANPUITAH BO3MOXKHO 32 CUET pa3pabOTKH M TPUHATHS YIPaBICHYECKHX pEIleHWH Ha OCHOBE
TEHEePUPOBAHUA W pealn3aliy KPEeaTUBHBIX HaeH. B pabore mpoBene WCCiIeTOBaHHWE TOBBIIICHUS
Bq)(l)eKTHBHOCTH YHOpPaBJICHYECKOTrO IMCpCOHAIa MNYTEM aKTHUBU3ALUN TBOp‘lGCKOﬁ aktTuBHOCTH AVII
PoBenckoro ¢ummana OAO «YKpTenekoMm», BO3MOXHA ITyTeM (OPMHUPOBAHUSI KPEATUBHOW cpellbl B
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opranmzanuu. AHanu3 aearensbHOCTH OAQO «YKpTenekom» oOpamaeT BHUMAaHHWE Ha 3HAYHTEIHHBIC
pe3epBbl  MOBBIICHUS 3()(QEKTUBHOCTH JICSATEIBHOCTH 3a CYET COBEPIICHCTBOBAHUS  CHCTEMBI
MEHEP)KMEHTa Ha OCHOBE pealn3aluyl MPUHIUIIOB HHHOBAIIHOHHOTO MEHEIKMEHTA.

Knwouesvie cnoea: KpeaTuBHOCTb, KpeaTHBHas cpena, 3(Q(eKTHBHOCTb, HHHOBALMOHHBIN
MEHE/PKMEHT, KPEaTWBHBIH MEHEIDKMEHT, TBOPYECTBO, TCHEPHPOBAHHS TBOPUYECKHX WJCH, MOpaIbHOE
MOOIIPEHUE, BHYTPEHHSISI MOTHBAIIHS.

The emergence of modern management is based on sustainable development tools and
management decisions. Organizations cannot longer be dependent on the incompetence of their manager,
so traditional management changed to creative management [1].

Creativity - (Latin creation - creation) — is the modern term, which outlines the «creativeness of
the individual, which are characterized by the ability to produce fundamentally new ideas as well as are
owned to the structure of giftedness as an independent factor» [2].

The creativity of the individual is the propensity of human creativity, creative activities related to
the creation of material and spiritual values, which have a strong social significance - from the new
artistic and aesthetic ideas and approaches to specific works and products [3].

The creative management is a relatively new concept and it is an independent branch of
management science and professional activities aimed at creating conditions for the development of
modern organizations. Theory of the creative management is at the intersection of innovation
management and the theory of creativity, which began to develop about the middle of XX century and
only recently found an embodiment in the detailed applied application this knowledge.

In the literature there are different approaches to the nature and content of creative management.
Some authors emphasize that creative management is one of the areas of innovation management and
associated mostly with new types of products. It covers technical and marketing issues related to
innovation. The creative management is a set of principles, methods and forms of governance creative
process, innovation and involved personnel. [4]

Improving the effectiveness of management personnel by enhancing of creative activity workers
investigated for example Rivne Department (RD) of the Open Joint-Stock Company Ukrtelecom using average
data of the company for the period 2010-2013 (Figure 1, Table 1).
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Figure 1. The structure of the personnel in Rivne Department of the OJSC Ukrtelecom by
categories during 2010-2013
Table 1
Dynamics of indicators of the personnel in Rivne Department of the OJSC Ukrtelecom by
categories during 2010-2013

The deviation
from

Years

Indicators
2010 2011 2012 2013 2010 2011 2012

The average number

of employees, persons 1506 1332 1221 1133 -174 -111 -88

The general wage fund
of the company, 40918,9 37288,4 37074,3| 28290,4| 3630,5| -214,1 | -8783,9
thousand UAH

The average monthly
wage fund of the
company, thousand
UAH

3409,9 | 3107,4 | 3089,5 | 31434 2033,1 1677,7 | -5842,5
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The average wage per
employee of the 22642 | 23329 | 2530,3 | 27744 82,4 237,0 107,0
company, UAH

Assessment of the dynamics income during 2010-2013 (Figure 2) indicates the increasing
regularity, which moves conversely z-like. This means that during 2010-2011 there is a slight decline
(0,05%), which is repeated during the period 2012-2013 (0,09%). During 2011-2012, the income growth
amounts 1,3%. Overall, during the analyzed period, revenue growth amounts 1,2%.

Moreover, the trend line of graph reflects a stable tendency during 4 years, with the value of
authenticity of approximation (degree of correspondence the expected values for the trend of actual data)
0,7566, indicating a precise comparison of the calculated trend lines with actual data.

The tendency of income growth in general is explained by the expansion of services, primarily
providing services associated with the development of Internet technology.
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Figure 2. Dynamics of change of income in Rivne Department of the OJSC Ukrtelecom during
2010-2013

One of the elements increasing the income of the enterprise is reduction its expenses, which
involves reducing the costs of raw materials, energy and fuel, as well as reducing wage costs, due to the
decrease in the average number of staff employees.

There is a significant reduction of employees, including the managerial personnel in Rivne
Department of the OJSC Ukrtelecom during 2010-2013 (Figure 3).

During 2010-2013 in Rivne Department of the OJSC Ukrtelecom, there is a decrease in the
average number of the managerial personnel on 21 employees or on 18%. The value of the reliability of
the approximation amounts to 0,9814.
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Figure 3. Dynamics of change the average number of managerial personnel in Rivne Department
of the OJSC Ukrtelecom during 2010-2013

In general is observed a significant increase in the average wage per employee per month. In
particular, in monetary terms for the staff in Rivne Department of the OJSC Ukrtelecom increasing
amounts 572 UAH. In percentage terms, the increase amounted generally in the company of 7,9% (Figure
4).

According to official figures the level of inflation in Ukraine in 2013 amounted to 5,9% growth in
the average wage should reach 163,7 UAH. According to company salaries increased by 244,1 UAH.
This indicates that there covering the inflationary component, and at the same time points to improve
productivity in Rivne Department of the OJSC Ukrtelecom.
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Figure 4. Dynamics of the average monthly wage of labor one manager in Rivne Department of
the OJSC Ukrtelecom during 2010-2013

Trend lines of graphs data dependency show a stable trend over 4 years, the quantity of the
reliability of the approximation is around 0,7566 to 0,9814. This indicates a clear comparison of the
calculated trend lines with factual data.

The company's management has been able to achieve effective management by reducing the
number of staff employees and the total payroll, given the growing profitability of the company on
realization services, and a corresponding increase in average wages per employee.

Namely, executives have raised the effectiveness of the activity in Rivne Department of the OJSC
Ukrtelecom by reducing expenditure side wages and increase of received income from rendered services
due to growth tariffs and expanding the number of users of the services of the company.

However, in Rivne Department of the OJSC Ukrtelecom there is still significant potential for
raising the efficiency of activity due to the improvement of the management system. The enterprise
concentrates a lot of attention to introducing elements of creative management through the continuously
of training for the executive staff, holding of seminars and training.

The heyday of creativity there is only where management supports the creativity management
training, where the created favorable conditions for the development of creative management in the
organization.

The top management of the organization must maintain creativity, based on information sharing:
active collaboration between employees, and thereby prevent manifestations of unhealthy competition. In
terms of competence, then the more often specialists exchange views and information, the greater the
amount of knowledge each of them.

The manager must create in the collective a healthy business climate because internal strife,
political intrigues and gossip, have negative impact on creativity, because they distract employees from
creative work.

A sense common goal, enthusiasm, capture with own work are the factors that play an important
role in the internal motivation and should promote the development of creative initiative and creativity of
the organization. If there is unhealthy competition staff feels their work threatened of another's interests.

To create a team capable of generating creative ideas, the managers need to carefully approach
the formation of the working group, whose members are distinguished by both a willingness to engage,
and the heterogeneity of knowledge and views. Why? Because in groups consisting of people with
different intellectual development and different approaches to the work, team members have different
skills and style of creative thinking , the proposed ideas often form interesting combinations or serve as
the basis for other, sometimes unexpected and useful results [1].

Besides of heterogeneity, the manager must take care to have formed a group with such qualities
as:

— all its members must to share enthusiasm for the collective solution of the problem;

— members of the groups should be ready to help each other in case of failure or in difficult
moments;

— everyone must to respect the views and opinions of other group members.

These factors have a beneficial effect on intrinsic motivation and the general level of professional
and creative thinking of group.

The most frequent mistake of manager, which is destructive to creativity, is the formation of
homogeneous workgroups. Homogeneous groups quickly come to a "decision”, in the course of their
work does not occur misunderstanding. In addition, they are distinguished by high morale. But it nothing
gives to enhance the professional and creative potential.
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The head of the working group to stimulate the creativity do not forget to encourage creativity
subordinates - their motivation. Material and moral incentives, with a direct connection to the internal
motivation, necessary to maintain enthusiasm over the feeling, that their work is important for an
organization or a single group of people.

In the successful creative organizations managers rarely encourage their subordinates with
promises any benefits upon reaching the desired result. Instead, they actively support creative proposals
received from individual employees or work groups, still before they will be seen commercial end result
of these proposals.
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YK 65.011.1
Pubax Mupocnasa
CYTHICTb BUPOBHUYOI CTPATET'T IIIIPUEMCTBA

VY crarTi y3araJbHEHO OCHOBHI KOHILENTYalbHI HiAXOAM CTOCOBHO BHM3HAYEHHS CYTHOCTI Ta
ocobnuBocTel (GopMyBaHHS BHPOOHMUOi cTpaTerii y i1 B3a€MO3B’s3Ky 3 KOPIIOpaTHBHOI, Oi3Hec-
CTpareri€lo Ta iHMMMU (QYHKIIOHATFHUMH CTpPATETiIMU ITiIMPHEMCTBA. Br3HaueHO, M0 Ha ChOTOIHI
chopMyITbOBaHO 0a30Bi TEOPETUYHI MOJIOKEHHS 11010 CYTHOCTI BUPOOHHUYOI CTpaTeTii MmiIMpUEMCTBA, K1
TPAKTYIOTH i1 SIK CKIIQJIOBY 3arajbHOI CcTpaTerii opraHizaiii, o Mae Ha MeTi 3a0e3MeUeHHsT CTPATEeriyHO
3HAYMMHUX KOHKYPEHTHHX IepeBar Ui MiANPUEMCTBA, € (YHKIIOHAIBLHOI CTpATerielo, i BIACTHUBUI
HiATOPSAAKOBAaHUN XapakKTep, OCKUIBKUM BOHA PO3POOIAETHCA HAa MIATPUMKY 3arajlbHOKOPIIOPATHBHOI Ta
0i3HEeCcOBOI cTpateriii mianpuemMcTBa. Haromomryerbes, Mo 3MiCT BUPOOHUYOI CTpaTerii BUPaKaETbCs y
NPUAHSTTI PIlIeHb MIO0 BUPOOHHYOTO Tporecy (BHOIp TEXHONOTrIi, MiATOTOBKH MpOIecy, crnocoly
PO3MIIlIEHHsT BHPOOHUYOTO TpOIleCcy) Ta BIAMOBIAHOI iH(pacTpykTypu (IIaHYBaHHS Ta YIPaBIiHHSA,
criocobu 3a0e3nedeHHs SKOCTI i KOHTPOIO SKOCTi, CTPYKTypa OIUIATH Tpari ¥ opraHizaiii BHpoOHUIOT
GbyHKIIT KOMITaHii).

Knwuoei cnosa: BupoOHMuA cTpareris, Oi3Hec-cTpaTerisi, KOpPIOpPAaTUBHA CTpaTeris,
(byHKUIOHANBHI cTpaTerii, BApOOHMYMUI MOTEHIia]l, KOHKYPEHTHI IIepeBary.

Puioaxk Mupocnasa
CYIIHOCTH IMTPOU3BOJCTBEHHOM CTPATETMM NIPEAIIPUATHUS

B cratee 0000mICHBI OCHOBHBIE KOHLENTYaJIbHBIE TOAXOABI K OMNPEAENICHHIO CYLIHOCTH H
ocobeHHoCTeH (hopMUpPOBaHKST TPOM3BOACTBCHHON CTPATETWH B €€ B3aMMOCBSI3M C KOPIIOPATUBHOM, OM3HEC-
cTparerrei U JApyruMH (YHKIHOHATBHBIMU CTpATEervsiMU mipennpustus. OnpesieneHo, YTo Ha CeTOMHSITHHN
JeHb copMyIMpOBaHbI 0a30BbIE TEOPETHYECKUE MOJOKEHHS O CYIIHOCTH IPOW3BOJICTBEHHOM CTpaTeruu
NPEATPUATHS, KOTOPBIE OIPEEISIOT €€ KaK COCTaBJIAIONLYI0 OOIIeH CTpaTerny OpraHu3aliy, IMEIOILYIO 11eITh
obecrieyeHHe CTpPaTermyecKd 3HAYMMBIX KOHKYPEHTHBIX TPEHMYIIECTB JUIS TIPEIIPUSTHS, SIBISFOLTYFOCS
(YHKIIMOHALHOW cTpaTerueii ¢ MpUCyyM el IOTMMHEHHBIM XapaKTepOM, TOCKOJIbKY OHa pa3padaThiBacTcs B
TIOJIEP’KKY OOIIEKOPIIOPaTUBHON M OW3HECOBOHM cTpaTeruii mpeanpustus. OTMedaercs, 4To CopepKaHue
TPOM3BOJICTBEHHOM CTPATErUH BHIPAKAETCS B IPHHSITHN PEILICHHH TI0 TIPOM3BOJICTBEHHOMY Tporieccy (BBIOOp
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