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Abstract.The paper is devoted to the analysis of effects of the quality of employees’interactions with their managers
on the quality of their work. The paper includes seven parts: introduction, review of the literature, theoretical
framework, methodology, data analysis, conclusions, and references. The main purpose and importance of the
research are represented in the introduction. The purpose. The main purpose of the research is to analyse whether
there are some effects of the quality of employees’ interactions with their managers on the quality of their work.
Leaders of any organization always have to solve the same problem: how to create an appropriate management
system to ensure the cooperation of employees and successfully resolve possible conflicts between them in
the organizational environment. Literature review represents the main achievements of different researchers in
the issue of employee’s interactions with their managers and its influence on the results of their work. A lot of
researchers point that the interaction of high quality positively influences the productivity and quality of the work.
The theoretical framework concerns different theories that are the basic for this research. The school of human
resources and behavioural schools played the most important role in the creation of a theoretical basis for this
research. The methodology. The main methods of research are represented in the methodology part. The correlation
analysis and sociological method are used in this paper. In the case of the questioning method is the basis for
determining the areas of research are the characteristics of respondents and their work. It makes sense in this
situation to consider the involvement of the respondents to the research from different levels and departments of
the organization, and that workers - direct contractors, and managers at all levels. The survey of 17 respondents
at 33 enterprises was held using the special blank with variables and the range for each variable while conducting
this research. Results. The data analysis confirms the theoretical ideas of the paper and shows that there is a positive
correlation between interactions of employees and their managers and the quality of their work. The survey shows
that there is a higher percentage of leaders who effectively meet the personal needs after trainings (84%) in the
group that presented the improved productivity of the work. In the conclusions, the main results of research are
highlighted. Value/originality. The results of the research show that there is the strong connection between the
interactions of managers and employees on the employees’ productivity.

Key words: employees’ interactions, human recourses, personnel management, quality of work, motivation,
productivity.

JEL Classification: J500, 0150, M120, J320, J240

1. Introduction

There are internal and external environments in each
organization. The internal environment is characterized
by the intense interaction of formal and informal
structures. Formal structures are built by breaking the
overall objectives for the individual subtasks. The main
elements of the organization — the tasks, structure,
and actors — are constantly changing. In the first case,
it is the emergence of new competitive structures,
reassessment of values, shortage of personnel, etc.;
the second is connected with the monitoring system
for organization performance, management solutions
that include supervision, inspection, evaluation, and
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correction of the situation on the basis of the accepted
parameters. Organizing control manager is aware that
the development of cooperation and interactions with
employees become more important priorities.

In order to coordinate the actions of the employees,
the executives use the vertical division of labour or
hierarchy that has become an important structural
feature of management (Conway, 2011). The behaviour
ofleaders and their personal qualities improve the quality
of employees’ interactions with them and the quality of
work at the enterprise. The attention of scientists and
organizations are focused on the role of a human factor
for the internal environment of the company.
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The new trends of transition from industrial society
to a post-industrial in organizational, managerial,
industrial, and economic spheres orients to the
qualitative aspect of changes in the organization:
spiritually guided management, creativity, process
activities, team building workers, intangible motivation,
the increasing of the quality of employees’ interactions
with their managers that will be resulted in high quality
of work and the enterprise efliciency. Functional
relationships in the team are built on guidance in three
areas: management of a formal group, informal, and
employee self-management that are closely connected
with the quality of the work (Winter & Jackson, 2006).
Formal interactions greatly influenced the quality of
the work of employees because the important task of
managers is to delegate the tasks to the subordinates.
The informal relationships also influence the quality of
work because they determine the psychological climate
into the organization. If the employees have a good
mood they will be more effective while working. The
optimal interaction of business and personal qualities of
leaders in these areas creates conditions for improving
the quality of working life for employees and for the
company as well. Each leader works in a particular social
and professional environment. It is closely related to
the concept of social space. In this social space is quite
different from space geometric and determined answer
to the question: “Who do people work?” People are
adjacent to each other in geometrical space (for example,
the director and work as the operator), in the social
space separated by a significant distance. Conversely,
people who are far away from each other in geometric
space (two directors of various plants of the company)
may be very close socially. The ability of employees and
managers to work as a team determines the main results
of the enterprise” activity that may be assessed by the
indicators of productivity of labour and its profitability.

Human resources are the most important capital of
each organization and its main wealth. There were times
when it was believed that machine would replace the
employee. In the XXI century, the role and importance
of the employee in the company not only diminished but
increased despite the machine became “sole owner” in
many technological and managerial processes (Konrad,
2006). The main aspects of the modern paradigm of
management are: success of the organization depends
not only on the market position and the availability
of resources but the role of the human factor; the
organization is seen as open dynamic system, which
is based on common values of individuals; the need
for constant adaptation to the conditions of turbulent
environment reduces the value of the constant strict
control, requires a change in approach to personnel
management and focuses on the self-management
and self-development of the individual, the formation
and dissemination of knowledge, the integrated use of
normative values, systems and situational approaches
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in management; increasing competition requires
companies to operate on the basis of long-term
perspective on the principles of strategic management;
establishment of corporate social responsibility of
business (Konrad, 2006).

The successful company seeks to leverage the potential
of their employees creating all conditions for the fullest
commitment of employees at work and for intensive
development of their potential. However, there are
often problems with the interaction of manager and
subordinates as a result of poor communication culture
(Rhoades and Eisenberger, 2002). This problem should
be studied in more details because it is important to find
the connection between these variables. The quality
of life depends on the quality of work, that is why it
is important to research this issue and it is relevant
nowadays.

The main purpose of the research is to analyse whether
there are some effects of the quality of employees’
interactions with their managers on the quality of
their work. Leaders of any organization always have to
solve the same problem: how to create an appropriate
management system to ensure the cooperation of
employees and successfully resolve possible conflicts
between them in the organizational environment.
The problem of “conflict — cooperation” is the basic
contradiction of organizational behaviour that is either
solved or worse. The degree of resolution of these
contradictions is a major indicator of how efliciently
managers interact with their staff.

Responsible and achievement-oriented employees
that have high-quality interactions with managers
seem to be more productive. Such subordinates feel
responsible for the possible results of the company;
they believe that could bring something important to
the company.

The importance of this research lies in the
improvement of working conditions and the quality of
work by virtue of increasing the quality of interactions
between employees and their managers. It is important
for companies to improve the quality of their work
because it determines the main result of its activity —
the profit. On the other hand, the peoples’ life quality
greatly depends on the quality of their work because
the man spends the greater part of his life at work. The
psychological climate in the staff is influenced by the
interactions between managers and employees within
the organization. The tangible result of the employee
(salary and bonuses) may be determined by the
relationship with the manager. The intangible results
such as satisfaction, engagement, and self-realization
are may also be the results of high-quality interactions
with managers. Despite the numerous researchers in
this sphere, there are some aspects that need more
attention. These aspects will be discussed in this paper.
The research is significant not only for a person but
for different organizations and scientific institutes
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that study this topic. It will be useful for managers
and employees of different types of organizations,
for managers of the Human Resources Department,
the students, researchers of IT sphere of management
and human resources management and those who are
interested in the questions of improving the working
conditions and the quality of the interactions between
managers and employees.

The study will include the research of leadership,
the supervisor support, the training of employees and
how it influences the quality of employees’ work. The
formal and informal relationships will be analysed in the
paper. The influence of different types of leaders on the
employees and the quality of their work is not studied
in the paper. This may be the subject of other research.
There is next hypothesis:

Hypothesis 1. Employees who have high-quality
interactions with their managers are more likely to
produce quality work than are employees who have low-
quality interactions with their managers.

2. Review of the Literature

A lot of researchers examined the different aspects
of the problem of interaction between managers and
workers, the effects of the quality of the interaction on
the quality of the work, prevention of conflicts between
them, the effectiveness of informal communication,
types of communication, verbal communication.
Nearly 1,500 books and 7,000 articles have been written
on empowerment in the workforce and more than
100,000 articles and studies and 4,780 books have been
written on creating trust in the workplace during the
2005-2015 years (DDI, 2015). According to the DDI’s
analysis “the reason most leaders in business fail is not
because of a lack of business knowledge or technical
skill but because of interpersonal and communication
shortcomings” (DDI, 2015).

Jing Zhou, the Houston Endowment Professor
of Management at Rice’s Jones Graduate School of
Business points:

Empowering leadership may be especially effective
at promoting creativity for those who have high
levels of both uncertainty avoidance and trust in their
supervisors. In addition, we also found that creative self-
efficacy (the degree, to which the employees themselves
believed they are capable of being creative) was a
psychological mechanism that explained the three-way
interaction’s effect on creativity (Rice University, 2014).

The statement shows that empowering is important to
increase the creativity of the employees. Their creative
self-efficacy will increase the creativity. More creative
employees will show the better results of their work.
They will be free and not shy while interacting with their
managers. So, the study of this aspect of the interactions
between managers and employees is important for this
research.

The research of some authors focuses on the
interactions between employees’ personalities and
the managers’ personalities “as a predictor of the
employees’ proactive behaviour” (Williams, Parker,
& Turner, 2010). This aspect is also important while
researching the interactions between managers and
their subordinates. Proactive behaviour as a result of
interactions between employees’ personalities and
the managers’ personalities determines that is closely
connected with the topic of this research.

Konrad (2006) explores employee engagement
and its influence on the firm performance. He
points that employee engagement can be important
to competitiveness in the contemporary business
environment (Konrad, 2006). The main reason that the
employee engagement plays an important role in the
improvement of the quality of work is the physiological
responsibility of employees for the results of the work
of organization where there is a part of their own
contribution.

The researcher of organizational effectiveness E.
Lawler determined four main principles for building
a high-quality work system in order to increase the
productivity and the quality of work. According to his
researchers, the employees should be provided with
power, knowledge, information, and rewards (Lawler,
1963). The managers are those who must provide the
employees with these important elements of their work.
The quality of work depends on the ability of managers
and employees to cooperate in the sphere of these
principles.

Current researchers also determine four spheres in
the interactions between employees and managers that
should be assessed in order to study the effects of these
factors on the quality of work (Convey, 2015; Winter
& Jackson, 2006). These spheres include the perceived
organizational support, trust in the supervisor, leader-
member exchange, and reward systems (Convey, 2015).
Convey (2015) and Winter & Jackson (2006) analysed
these spheres as the components of improvement the
interactions between employees and their managers.
They also studied how it may improve the quality of the
employees’ performance.

Elangovan and Xie (1999) pointed that high-quality
interactions with supervisors have greatly influenced
the employee outcomes and their ability to work more
effectively. They explain that perception of a supervisor
positively related with motivation and negatively
with stress in employees (Elangovan and Xie, 1999).
Employees measure interactions with their managers as
negative or positive to create a perceived organizational
support assessment of how they rank at their company
(Rhodes & Eisenberger, 2002). The scientists point
(Rhodes & Eisenberger, 2002) that support from a
supervisor is closely connected with support from
the company for an employee that is why perceived
organizational support is so important in the ensuring of
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quality interactions between employees and managers.
They explain that in order to achieve the goals of the
organization, it is necessary to create a better treatment
of employees. These may be represented in the forms of
rewards, support, favourable work conditions, and so on
(Rhodes & Eisenberger, 2002).

Trust in the supervisor is another important factor
influencing the quality of interactions between
employees and managers. Rousseau, et al. (1998)
defined trust as “a psychological state comprising the
intention to accept vulnerability based upon positive
expectations of the intentions or behaviour of another”.
The trust is to predetermine the relationship between
the team of employees and senior management
personnel for the effective implementation of the
set objectives in each organization. The trust in the
team contributes to the successful collaboration that
helps to solve complex issues, exchange views and
develop the constructive solutions. The trust in senior
management creates favourable conditions for the
achievement of strategic objectives, development
plans, the adoption and implementation of investment
decisions, and others (Winter & Jackson, 2006). The
trust in senior management is especially important for
the establishment of high-quality interactions between
supervisors and their subordinates. Those employees
who can trust their managers are more truthful, they
try not to betray their managers; that is why they have a
better quality of their work.

The necessary prerequisites for trust in the executives
are: competence of managers, their justice, the ability
to properly evaluate the results and the true reward of
employees, the capacity for a rapid decision-making,
contributing to the effective work of the enterprise
in market conditions, integrity and honesty both in
relation to employees and in relation to the company’s
shareholders. Trust of employees creates coherence
in the work of the team, accelerates the decision-
making and implementation process, and enhances the
competitiveness of the company (Elangovan and Xie,
1999).The trust interactions within the organization are
the interactions of high quality that positively influences
the psychological climate in the team that will affect the
quality of the work of employees.

An essential element of the building of trust
relationship is such an important element of the control
system as feedback. The feedback allows you to evaluate
the correctness of the information transmitted by the
leaders, its perception of the workers. Trust in the team
reduces staff turnover, thereby reducing administration
and management costs of hiring labour, training, and
retraining of personnel.

Trust should be a fundamental principle of the
relationship between the various business units. This
eliminates one of the major drawbacks of traditional
management structures, where there are contradictions
between the various entities that prevent the sharing
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of information between them (Elangovan and Xie,
1999). Thus, trust between the units makes it possible
to respond flexibly to market demands and adapt to the
changing environment. It contributes to the creation
of temporary groups to carry out specific projects,
consisting of workers of different units.

The third important factor is a leader-member
exchange. It is a degree, to which an employee feels that
he/she is in the manager’s in-group, and has a quality
interaction with their manager (Gémez & Rozen, 2001).
Without leader-member exchange “employees and
managers at lower levels perceived senior management
as distant and formal in their communications with
employees. This was thought to impede motivation
and make communications more difficult..” (Winter
& Jackson, 2006) These ideas are significant for the
research as they show the importance ofleader-member
exchange in the team. Coherent work may affect
positively on the results of the work.

Research shows that motivation and reward system
is one of the most factors that has a positive influence
on the job productivity and quality of employees
(Elangovan and Xie, 1999). There are different internal
and external factors affecting employee motivation. The
internal factors include fulfilment, creativity, satisfaction
from your work; external motivating factors are income,
promotion, recognition, and status in society. There
intangible and material forms of motivation (Elangovan
and Xie, 1999). If a person is motivated only by money,
it is desirable to form additional motivators, otherwise,
it easily replaces a job based only on material interest.
However, the people lost material interest very easily
stop to work effectively. Sometimes the amount
of compensation is not as important as employee
perception of fairness or unfairness in relation to the
result of labour. Thus, rewards and motivation system
influences the quality of interactions between employees
and managers and the productivity of the work.

Thus, studying the experience of 62 most successful
companies in the US allowed scientists T. Peters and
R. Votermen (2009) conclude the following: most
of these companies hold the structural units and
implementing special programs to diagnose and improve
the organizational interactions, and relations between
management and employees are based on a relation of
“performance — person”. Practical implementation of
this principle is to recognize the staff as the main source
of progress and success of the company, to create the
atmosphere of trust, the spirit of responsibility and
creativity, effective rewards system and to ensure the
quality of leader-member exchange.

In another study, Eileen Appelbaum and her group
(2000) researches 17 apparel manufacturers, 15 steel
mills, and 10 electronic instrument and imaging
equipment producers. The study was aimed at
comparing traditional production systems with flexible
high qualified one that includes training, teams, and
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incentive pay systems. The enterprises of all industries
with high involvement practices represented superior
performance.

Literature review shows that a lot of researchers
investigate the problem of quality of employees’
interactions with their managers, its effects on the
quality of their work. There some areas of this issue to
be researched more detailed. On the basis of scientific
researchers and our own studies, we will try to achieve
the purpose of this paper.

3. Theoretical Framework

It is necessary to rely on theories in order to achieve
the purpose of this work. The concepts of high-quality
interactions between managers and employees, the
quality of their work, the bad relationships between
subordinates and supervisors are studied in different
theories and disciplines such as management, sociology,
psychology, and so on.

F. Taylor believed that the selection of personnel
should be based on how a person to perform certain
work, ability to learn new skills, G. Emerson has
repeatedly stressed on the need to inform the candidate
to work with the ideals that are passed the employees by
their employers, “each entrant must know the ideals of
organization and practice of enterprise even before start
to work” with all things necessary to exclude people who
do not fit moral. If certain ideals know only employers it
is not enough, ideals should be transferred to all workers
and employees within the company.

At the same time, representatives of the school of
scientific management considered some aspects of social
cultural management problems such as formulation
and harmonization of objectives, careful selection and
placement, attention to workers, the transfer of the ideals
of managers to staff development, friendly relations and
the formation of loyalty.

The great attention while conducting this research
should be paid to the humanistic trend in management
that is represented by the school of human relations, and
the concept of behavioural school. Scientists working in
this sphere focus following factors to ensure effective
human management: the analysis of staff behaviour at
work, the study peoples’ needs and their relationships
with the supervisors. School of Human Relations (1930-
1950) is connected with the names of such outstanding
scientists as Roethlisberger, Hugo Munsterberg, Elton
Mayo, Mary Parker Follett, Chester Barnard. One of
the founders of this school was E. Mayo who received
a universal recognition after a series of experiments
conducted in 1920-1930’s in the United States. E. Mayo
and his followers believed that the effectiveness of the
company depends not only on material factors but
mostly from the social ones operation (Mayo, 1924).
Among important conclusions of E. Mayo were
statements: meet the basic needs of workers is a key

cause in the performance of their work; clear designed
instruction and production operations, high salaries
are not the main motivators to improve productivity,
meeting the needs and socio-psychological climate
in team is significantly important; the manager must
provide workers with a certain autonomy and the ability
to control simple, routine operation (Mayo, 1924).
The actual results of some experiments of E. Mayo
testified that employees are important not only to
improve specific working conditions but they make
the supervisors pay attention to the problems of staff
(Mayo, 1924).

The attention of H. Follet was focused on the study of
the human factor in the management and not technical
processes. She studied the problems that are relevant
nowadays and for this research: power, leadership,
ethics, the productivity of staff, influences the process
of setting goals on the number of conflicts in the
organization, effective interaction between managers
and employees in the organization (Follet, 1928).
Charles Barnard is known as the author of the concept
of an informal organization formed social groups
within any formal organization. This theory argued that
informal relations are an important factor that should
be used for managers in the goals achievement of the
organization and efficiency of their work. The concepts
of this theory are an important contribution to the
development of the human movement in management
theory. Therefore, Charles Barnard argued managers
must treat personnel ethically that will allow expecting
the adoption of subordinate power even in the most
critical circumstances. In other words, the proper
attitude to the staff can be a critical factor for success
(Barnard, 1938). Charles Barnard also argued that the
main purpose of a leader is valuable leadership and
mastery of social forces (Barnard, 1938). Thus, the main
basis of human relations school played an important role
in humanizing interactions at the workplace, determined
the direction for the development of the theory and
practice of management in the mid-twentieth century.
The main critics of human relationships school claimed
that its main provisions “show to some extent “farmer”
approach to management: cows provided with hay
give more milk and more satisfied workers reach good
results” (Daft, 2007). Despite this criticism, one could
argue that this research school of human relations is laid
to the foundations for the progressive development of
human recourses management as a science and its main
concepts may be used in modern researches.

Followers of humanistic approach guided by the
desire to improve and strengthen the fundamentals of
this theory established a new direction — the school of
human resources. Outstanding representatives of this
school are Abraham Maslow and Douglas McGregor.
The main idea of the concept of human resources
is to create those conditions, in which employees
can realize their full potential that is the basis for
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achieving organizational effectiveness. The theory of
motivation was first formulated within the school of
Human Resources. Maslow is the author of the theory
of hierarchical subordination of human needs that
were divided into five levels and combined into two
groups: lower order (physiological and safety needs)
and higher order (need for engagement, the need for
recognition and self-assertion, self-actualization needs)
(Maslow, 1951). The theory of Maslow is important for
this research because it clearly defines the existence of
every individual need of the highest order; indicates
that all needs, including higher order, can and should
be met during the work process; emphasizes that one
should not overestimate the importance of material
remuneration during work incentives. Maslow theory
logically shows that work is not just a place to make
money, this is the opportunity for self-realization of the
individual (Maslow, 1943). These scientific opinions
contributed subsequently forming ideas about “cultural
right” of the organization.

D. McGregor guided by the desire to move away from
the simplistic idea of the problems of human relations in
the workplace formulated theory X and theory Y (Sahin,
2012). He believed that all the earlier management
theory does not take into account the vision when the
employee a lazy, is a passive, irresponsible person, and
not overly ambitious the need for advanced security.
This approach gave the birth to the control methods
that are ineffective (Theory X). As opposed to outdated
approaches Dr. McGregor formulated the theory, which
was based on the assumption that most people like to
work, and the certain conditions even inclined to take
responsibility and creative think. This theory may also
be useful while researching the interactions between
employees and managers.

An important conclusion is that there is the certain
theoretical background to conduct this research. The
different aspects of interactions between managers
and employees such as humanizing interactions at
the workplace, creating those conditions, in which
employees can realize their full potential and show
the high results of their work, the statement that most
people like to work, and creating the certain conditions
even inclined to take responsibility and creative think
are the components of different theoretic approaches.
They were widely discussed by the famous scientists in
the sphere of this research.

4. Methodology

The theoretical and methodological basis of the paper
is a set of epistemological approaches, building logical
laws findings, general and specific scientific methods
that are directly caused by the purpose and objectives
of the research. Essential theoretical results obtained
on the basis of the theory of modern management and
theory of human resources that were discussed above.
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The method of scientific abstraction helps to find the
basic statements that concern the interactions between
managers and employees and the quality of their work
in the theories of management.

In the case of the questioning method is the basis for
determining the areas of research are the characteristics
of respondents and their work. It makes sense in this
situation to consider the involvement the respondents
to the research from different levels and departments of
the organization, and that workers — direct contractors,
and managers at all levels. The survey of 17 respondents
on 33 enterprises was held using the special blank
with variables and the range for each variable while
conducting this research. After the survey, the results
were presented in the diagram. The diagram is an
effective tool to show the results of the survey because
it clearly shows the tendency of increasing or decreasing
of variables, improvement or deterioration of it.

To determine the extent of factors that lead to a certain
level of individual and corporate work efficiency in the
analysis of performance management, the complex
areas of socio-economic research are used: the study
of leadership position influence on the performance
management work; research the main methods used for
performance management work; study the impact of
compliance competency of their work functions on the
effectiveness of labour (regulation complexity of work);
study the influence of the nature of the link between work
and encouraging results on the labour effectiveness; study
the impact of the loyalty guidance to staft on efficiency
measures; study of the influence of the intensity of labour
and its treatment efficiency; study the impact of financing
resources work on its effectiveness.

Empirical findings based on the use of economic-
statistical methods, sociological method, forecasting,
and use of special data packet. The scientific results are
based on common technologies analysis and synthesis,
identification and formalization, modelling, and use
of the special techniques: the method of multivariate
factor analysis in order to identify synthetic complex
factors. There are complex relationships between the
productivity of work and other factors influencing it. All
economic indicators are under the influence of different
factors and, therefore, mathematically interpreted as
random variables. In this research, the variables are
the quality of interactions between employees and
managers, the accurateness of the work, the level of
quality of their work. Thus, different methods are used
in the research: scientific abstraction, analysis, synthesis,
correlation analysis in order to show the influence of
the quality of interactions between managers and their
employees on the quality of their work.

S. Data analysis

Hypothesis 1. Employees who have high-quality
interactions with their managers are more likely to
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produce quality work than are employees who have low-
quality interactions with their managers.

The results of the research show that there is the
strong connection between the interactions of managers
and employees on the employees’ productivity. Three
groups of workers were analysed after trainings. Some
of them had reduced productivity, the productivity of
others unchanged, and the third group presented the
improvement of productivity.

Employee productivity
100,00%

90,00%
80,00%

70,00%
60,00%
50,00%

40,00%

30,00%

20,00%

10,00%

0,00%

Reduced Unchanged Improved

M Percent of leaders who effectivly meet personal needs of ohters after trainings

Fig. 1. How meeting personal needs
is related to improved productivity

The highest percentage of leaders who effectively
meet the personal needs after trainings (84%) was in the
third group that presented the improved productivity of
the work. In another two groups, where the results were
the same or even worse, the percentage of leaders who
effectively meet the personal needs after trainings was
71% and 60%.

The results of survey of 1500 respondents of
European companies showed that the most important
features manager should own include: the ability
to form effective team — 96%; the ability to listen to
colleagues and subordinates — 93%; ability to make
decisions — 87%; the ability to attract others to perform
decision — 86% (Konrad, 2006). These results confirm
the importance of managers’ ability to interact with
subordinates effectively (93%). According to the DDI
survey, there are principles to help a person meet others’
personal needs 1. Maintain or enhance self-esteem. 2.
Listen and respond with empathy. 3. Ask for help and
encourage involvement. 4. Share thoughts, feelings, and
rationale (to build trust). S. Provide support without
removing responsibility (to build ownership) (DD],
2012). These data confirms the results of the research
that the quality of work depends on the interactions of
employees and managers within the organization.

The survey of 17 respondents at 33 enterprises in order
to get information about the most important factors in
the system of communication and interactions within
the company was held. A special blank helped to do this
task. After the survey, the results were presented in the

diagram. The questionnaire was specially developed for
the survey. There were some factors and the range in the
table of the questionnaire.

The most important means of communication and
interactions are meetings of supervisors with their
subordinates (88% of enterprises), attending the
workplaces by supervisors (76%), computer local net
(61%), the desk of announcements (46%) (Fig. 2).

Means of communication and interaction

development of mentoring

supporting the novation and delegating
command methods of management
ladership development

corporate cite

the desk of announcements

computer local net

attending the workplaces by supervisors

0,0%  20,0% 40,0% 60,0% 80,0% 100,0%

B Means of communication and interaction

Fig. 2. Means of communication and interaction

The results show that 88% of the enterprises believe
the meetings of supervisors with their subordinates
are at the first place in the communication systems.
It has the greatest influence on the quality of work of
the employees among other factors that were in the
questionnaire.

The study of PwC (2015) shows that less frequent
interactions of managers with their subordinates have a
negative impact on the engagement, leadership vision,
and the growth and development of the organization
(Fig. 3). These interactions are not only being at the
same place physically but have connections with the
employees on regular bases. Thus, the results of other
and of my own researchers show that quality of work and
its productivity are greatly dependent on the employees’
interactions with their managers that are represented by
such variables as engagement of employees, leadership

80,00%

70,00%

60,00%

50,00%
40,00%
30,00%
20,00%

10,00%

0,00%

Every day Aboutonce Everytwo Oncea
a week weeks month
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vision, motivation system (including the amount of
salary and rewards), growth, and development of
enterprises.

All factors have the significant influence on
productivity. Among the motivation payment, the
awards and bonuses for the productivity growth and
over-labour standards, improving the quality products,
the innovative activity can be distinguished. Thus, the
analysis shows that employees who have high-quality
interactions with their managers are more likely to
produce quality work than are employees who have low-
quality interactions with their managers.

6. Conclusions

The results of organization activity greatly depend on
the quality of employees’ work that is determined by
different factors. One of the key variables influencing
the quality of employees’” work is their interactions
with supervisors. Typically, the crises appear unawares
because they cannot effectively be resisted. The wrong
policies and ineffective leadership, in this case, lead to
the decreasing the quality of work and the incomes of the
company as well. To prevent the crises, the supervisors
of the companies should regularly organize discussions
on strategic planning that must go beyond daily work,
maybe it should be done even outside the organization.
The evaluation of the situation, identifying strengths and
weaknesses of the company, and concept development
for middle-long term should be the content and purpose
of such discussions. These steps will increase the quality
of interactions between employees and their managers
that affects the quality of the work and provide effective
activity.

Alot of researches have been conducted to show that
there is a relation between these variables. Review of
literature shows a great interest in modern researchers to
thisissue. Leadership in the organization is multifaceted.
The leader has the right to decide how to influence the
subordinates providing some type of relationship with
other people. The personal manager authority and
official powers is the basis, on which it formed, has a
real impact on the organization including management
system as a whole and especially human recourses
management. The manager must know not only all
aspects of the relationships in the group but the factors
that contribute to a positive moral and psychological
climate. Depending on the situation, he is the organizer,
communicator, an expert, critic, and direct performer.
That is why it is so important to have high-qualified
interaction with employees.

To deepen the theoretical part of the concept,
the generalization, and systematization of scientific
approachesto domesticand foreign schoolsto determine
the functions and properties of this important economic
phenomenon are held. The evolution of different
management theories gives the opportunity to follow
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the development of the behavioural theories of human
resources management that include the main principles
and concepts to conduct this research. This theory
appeared on the basis of other important theories, which
did not take into account the interactions of employees
and managers, and the role of the human factor in the
results of the organization.

The analysis of different theories shows that
organization receives the additional benefits while
the human factor becomes important in its activity.
The perceived organizational support, trust in the
supervisor, leader-member exchange, and reward
system are the factors that determine the quality of
the interactions between employees and managers. All
these factors are important in the process of creating the
high-quality interactions between employees and their
managers. There will be not the positive changes in the
organization without these important elements.

Other scientists emphasize on the role of effective
means of communication in the ensuring the
interactions with employees. The results show that 88%
of the enterprises believe the meetings of supervisors
with their subordinates are at the first place in the
communication systems. It has the greatest influence on
the quality of work of the employees among other factors
that were in the questionnaire. Essential theoretical
results are obtained on the basis of the theory of modern
management and theory of human resources. Empirical
findings are based on the use of the sociological
method. New scientific results are based on common
technologies analysis and synthesis, classification and
systematization, identification and formalization.

The data analysis gives an opportunity to confirm
the hypothesis 1. In order to model the productivity
of labour, the following factors are used: revenues
from sales of products and services; the average
number of staff; average of annual salary of one
employee; and the capital-labour ratio. All factors
have the significant influence on productivity. Among
the motivation payment, the awards and bonuses
for productivity growth and over-labour standards,
improving the quality products, the innovative activity
can be distinguished. Thus, the analysis shows that
employees who have high-quality interactions with
their managers are more likely to produce quality work
than are employees who have low-quality interactions
with their managers.

The other study shows that more frequent interactions
of managers with their subordinates have a positive
impact on the engagement, leadership vision, and
the growth and development. These interactions are
not only being at the same place physically but have
connections with the employees on regular bases.

Thus, the results of other and our own researchers
show that quality of work and its productivity are greatly
dependent on the employees’ interactions with their
managers, which is represented by such variables as
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engagement of employees, leadership vision, motivation of high quality are not only being at the same territory
system (including the amount of salary and rewards), together but it is the trust, motivation, the recognition
growth, and development of the enterprises. Interactions and organizational culture in the organization.
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OkcaHa 3AHO30BCKAA
BNMAHUE KAYECTBA B3AMMOJEVNCTBUA MEPCOHANA C MEHEOXEPAMW HA KAYECTBO
X PABOTDI

AHHoTaumA. CTaTbs MOCBALWEHA aHANU3y BIMAHUA KayecTBa B3aMMOAENCTBUA COTPYLHUKOB C MeHemKepammu
Ha KauecTBO vx paboTbl. CTaTbs BKJIIOYAET CEMb YacTei: BBeJeHNe, 0630p MTepaTypbl, TEOPETUYECKNE OCHOBDI,
METOAONONS, aHaNn3 AaHHbIX, BbIBOAbI U CMUCOK nuTepaTtypbl. OCHOBHAA LEeNb U BaXHOCTb MCCE[OBAHMUN
npepacTaBieHbl Bo BBefeHU. OCHOBHAA Uesb UCCie008dHUSA — MPOaHann3npoBaTb, eCcTb Y BAVAHKE KauyecTBa
B3aVMOLENCTBUA COTPYLHUKOB C VX MEHEPKEPaMM Ha KauecTBo 1x paboTbl. Jingepam ntoboi opraHu3auum Bceraa
NPYIXOAMTCA peLlaTb Ty »Ke Npobnemy: Kak co3faTb COOTBETCTBYIOLLYIO CUCTEMY YMNpaBfeHus Ans obecnevyeHus
3bPEeKTMBHOrO B3aUMOAENCTBUA COTPYAHMKOB U YCMELHOTO pPa3peLueHnsi BO3MOXKHbIX KOHQIUKTOB Mexay
HVMW B OpraHn3aunoHHoi cpege. O630p NuTepaTypbl NPeLcTaBaseT co60 OCHOBHbIE JOCTUMKEHUA PasfnyHbIX
uccnepoBaTenel B BOMPOCe B3aMMOAENCTBUS COTPYAHUKA CO CBOVMMUN MEHEePKEPAMM U ero BAVUAHWY Ha pe3ysibTaTbl
nx paboTbl. MHOrVie nccefoBaTeNv YKasblBaloT, UTO B3aVIMOAENCTBME BbICOKOTO KayecTBa MOSIOXKMTENIbHO BAUAET
Ha NPOV3BOAUTENIBHOCTb M KayecTBo paboTbl. LLkona 6rxeBropu3mMa cbirpana Ba)kHeNLWyl ponb B CO34aHMM
TEOPETUYECKNX OCHOB [ANs 3TOro uccnefnoBaHusa. OCHOBHble MemoObl NCCNefoBaHWA MNpPefCTaBiaeHbl B 4YacTu
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MeTOZOMOru. B 3Tol cTaTbe MCNoNb30BaHbl abCTPaAKTHO-IOMMYECKUIA aHANIU3 1 COLMONOrMYecKuin metoa. AHanms
[aHHbIX NOATBEPXKAAET TEOpeTUYECKe ngen padoTbl 1 MOKa3blBAET, YTO CYLLECTBYET MNOJIOXKUTENIbHAA Koppenauus
MeXy B3aMOLAeNCTBEM COTPYAHVKOB 1 NX MEHEIXEPOB 1 KaueCTBOM MxX paboTbl. ONpoc NOKa3biBaET, YTo cpeam
paboTHMKOB 6osiee BbICOKUI MPOLEHT (84%), KOTOPbI MOKa3an yyylleHHY0 NPOU3BOAUTENBHOCTb TPYAQ, CUMTAET,
YTO MX PYKOBOAUTENN NPOBOAAT 3PPEeKTUBHYIO MONUTUKY B3auMoAencTBuA. B BbiBoAax BbifeneHbl OCHOBHble
pe3ynbTaTbl UCCnefoBaHWA. Pe3ynsmamel ucc1e008aHUll MOKa3biBaloT, YTO CYLLECTBYeT CUNIbHAA CBA3b MeXAy
B3aUMOAENCTBMEM MEHEXKEPOB U COTPYAHUKOB C NPOU3BOAUTENBHOCTBIO COTPYLHUKOB.
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