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Abstract 

The article is sanctified to the certain decision of organization of labour of personnel busy in activity. Modern 

principles of the simple and difficult tariffing of this category of employees are stopped up in her basis. The separate 

financial aspects of functioning of enterprises are lighted up in the indicated sphere. 
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Introduction. Last years on enterprises there was a tendency to economic independence. Taking 

into account it, and, also taking into account the necessity of estimation of the state of labour force not only 

coming from her present position but also taking into account the requirements future increase efficiency of 

production appears expedient to offer the next methods of classification and determination tariff rates of the 

hired personnel. 
The content of the article. Accepted by us "method of rows" adopted by us the types of works that are 

situated consistently in accordance with operating technology are compared. However their estimation comes 

true on the negligible quantity of factors. In accordance with an expert estimation work, collecting most of 
positive symbols in accordance with that tariffing of workers comes true, is determined. However by means 

of such labour intensive experience it is possible to overcome the insignificant circle of homogeneous works. 

The considered methods of tariffing can be widespread on the comparatively small amount of simple, 

simple works. Tariffing of responsible or difficult works it is expedient to produce on factors or their groups. 
Thus - an estimation comes true on the amount of the collected points or in a value term. The degree of 

complication and certain descriptions of every type of work is determined in accordance with the analysis of 

quantitative estimation of characteristic factors. 
Substantial contribution to the theory of becoming of national enterprises and management it was 

brought in a personnel A.Amosha, B.Byrkinskyi, Dessler Gari, A.Bytenko, Rybak S., Baranova V., Zynovev 

F., Mostenskaya Т., Prodiys I., Nyzhnuk V., Matveev N., and other. Modern processes that take place on 
enterprises in the context of development and perfection of financially-organizational relations are studied 

not enough at the same time. In this connection the aim of the article is an analysis of problems arising up in 

the process of functioning  of industrial enterprises. 

By major direction of process of increase efficiency of production and overcoming of total poverty 
population, and also to the increase of production volumes there is a stable increase of level of remuneration 

labour material  motivation of the hired personnel, including minimum wage. Primary purposes that is 

pursued in the process of her calculation are  an increase of level of functioning of enterprises, reasonable 
forming of stable payment for the quantitative and quality results of activity of worker, providing of increase 

of economic stability of society and development of industrial production. 

Next to it financial mechanisms are studied not enough related to the increase level of profitability 
enterprises, action economic laws on development of national economy, methods of determination level 

profitability, and also other aspects of organization of financing of the hired workers for the increase of 

efficiency of production.The aim of the article is development of theory-methodologics and applied 

principles of forming and functioning of the modern financially-organizational systems. 
In modern conditions, one of the most urgent tasks for the development of the Ukrainian economy is 

the search for ways to solve the problem of improving the efficiency of enterprises that lead the backbone 

sectors of the national economy, which, of course, include the industry. 
The development and further improvement of the activities of enterprises largely depends on the level 

of staff motivation. At the same time, the use of personnel motivation systems, differentiated depending on 

the type of production, is positively reflected. Its effectiveness depends on the definition of indicators of staff 

remuneration, methods of reducing the labor intensity of products, etc. They should be solved on the basis of 
the effective application of the economic mechanism and the improvement of the industrial production 

process. 

It should be noted that at present the scientific concepts and practical actions of the heads of the 
enterprises dominate, aimed at increasing the efficiency of their activities on the basis of reforming 

equipment, technology and organization of production and sales of products, without taking into account one 
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of the most important components of the organization - staff motivation. This leads to a decline in labor 

productivity, curbing the growth of consumption funds and worsening conditions for the development of 
labor and intellectual potential, which ultimately negatively affects the efficiency of enterprises. Therefore, it 

is necessary to strengthen scientific research aimed at developing new and improving the existing forms and 

systems of motivation of employees. 
Consequently, an urgent scientific task is the formation of a theoretical, methodological, scientific 

and methodological basis for the development and implementation of measures aimed at motivating food 

company personnel in order to achieve their economic growth. 

The need for a comprehensive study of these problems, the potential and the mechanism to improve 
production efficiency to the highest possible level are important for science and practice. It is important to 

reduce the shortcomings of previous years, to lay new approaches to improving efficiency and increasing the 

production of the industry by increasing the incentive role of staff motivation. It is advisable to rethink the 
scientific findings and proposals for its social role in Ukraine in the process of general reform of the 

economy. Successful solution of these problems at the theoretical level with the help of positive changes in 

economic practice is the basis for the development of food enterprises, overcoming the economic crisis and 

establishing an effective economy aimed at raising the living standards of the population. 
The complexity and insufficient development of the problem of the formation of modern economic 

mechanisms for motivating food production personnel, the need for its in-depth study determines the choice 

of goals and setting research objectives. 
The purpose of the dissertation research is the development of theoretical, methodological and 

applied foundations of the formation and functioning of the economic mechanisms of motivation of 

personnel of enterprises. 
Taking in consideration the tendention of joint-stock companies to finance independence formed in the 

last years a also a necessity of labour force valuation proceeding not only from a criterion of present state but 

also with consideration of future raise of production effectiveness requirements the following methods of 

classifications determination of fixed rate of wages are offered [1]. 
Graphic methods is the most simple. It s based on biographical particulars. Its finance nature is tat 

individual fived rate of mages is establishing with consideration of individual indicators of production skills, 

professional experience and creative abilities. 
The possibility of worker tariffication the identity of his possibilities a demands are determinates  on 

one of the thru curves in accordance with valuation of work done. 

Graphic method of tariffication has a disadvantage – a limited field of activity. That is because it is a 
based on formal signs and in the first turn-work experience. That's why its action is move effective when 

those workers are tarifficated who are busy long time with a monotonous job. At present time thuve's a small 

tendention to extend the number of workers including some categories of specialists [2]. 

To eliminate defects of graphic method of tariffication helps vov method. With help those types of 
work are comparing that are situated technologically consecutively. But their valuation is perfomed on a 

small number of factors/ These factors are: 

1. Work difficulty. 
2. Responsibility degree of work done. 

3. Level of worker qualification. 

4. Work conditions and environment. 

With the helps expert valuation a work the takes the highest quantity of positive symbols is 
determinated. In accordance with them a workers tariffication is performed. But with the help of such a 

difficult experience only a small part of similar works can be embraced. Taking in consideration the 

probability degree of  not qualities experts evidences the necessary capacity of compfrements is determinates 
as follows (1). 
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Nc – number of comparements 

Nw - number of similar works 

This method of tariffication is the most primitive and simple because its using is effective in cases of 
detailed differentiation absence in quality valuation of work processes. For its rationalization there s a meet 

to select a generalized criteria for determination of work ranges at first and then with the helf of expert 
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valuation to classificate all works at the types. As a result will receive a row of ranges in which an equal in 

value works will be situated. 
Considerated methods of tariffication can be spread on comparatively small quantity of simple, easy 

works. Tariffication of responsible and difficult works is better to make on factors or their groups [3]. Then 

their valuation is made on quantity on eathered marks. Difficulty degree and specific characteristics of each 
work type is determinates in accordance with analysis of quantity valuation of factors. 

The finance nature of the method of cost valuation is in quantity measurement of works quality. It is 

made by dividing work process on separate factors. There was made a research that help to determine thew 

concrete characteristics (that influence effectively on quality of labour force) and to determine a number. 
Usually this quantity fluctuate from 5 to 8 physical units, a quantity of typical types of works, that depend 

from specialization joint-stock company, is in limits from so to 75 physical units. 

Later in tariffication process a number of works is made and specific gravity of each factor is 
determinated. In accordance with is number valuation the importance of work is revealed by comparing the 

factors with each other. On the base of work payment level the fixes rate of wages in determinated. Then in 

is differentiated through the choosed factors depending from the influence degree on the level of difficulty of 

perfomed work.  
Classification of other works is made by comparing them with the main works by factors. Arithmetic 

summarizing of individual marks, considering their importance degree for enterprise, give us a total cost 

valuation other works. The considered method of tariffing allows to carry out the cost estimation of other 
works, being based on their basic classification. 

The advantage of this method is its low time-taking and result comparement. Its disadvantage is the 

existence of necessity to investigate labour market in which the correspondence of market situation of veal 
work valuation is not determinated exactly. In modern conditions the most effective is mark method of work 

and establish coefficients that are differentiated by each kind of won. The sense of this method is to choose 

certain number of factors that had a influence on qualification their differentiation depending from individual 

indicators of worker. In this connection there specific factors of valuation for each working category. For 
example, tariffication of workers and employees that are doing primitive kinds of works is expedient to 

perform by following way (table 1). 

Table 1 

Tariffication of workers and employees with the help of method of simple work 

valuation system of works. 

№ Factors of valuation 

Differentiation degree of valuation level 

(grades) 

1 2 3 4 5 6 

1 2 3 4 5 6 7 8 

1 Qualification level 30 40 50 60 70 80 

2 Responsibility degree of work done 30 40 50 60 70 80 

3 Level of physical loading 30 40 50 60 70 80 

4 
Necessary degree to rise the level of mentality in work 

process 
30 40 50 60 70 80 

5 Degree of deflection of work conditions from normal 30 40 50 60 70 80 

6 Professional skill level 30 40 50 60 70 80 

Source: own development. 

 

 
Tariffication of leading workers and specialists is more effective to do with the help of simple and 

complicated valuation the main differences between them are the quantity of marks, definition of factors and 
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degree of their differentiation. By simple mar valuation all factors have equal meaning. More over, each of 

them has the same quantity of grades (table 2). 

Table 2 

Tariffication of leading worker and specialists with the help of method of simple mark 

valuation system of works. 

№№  

  

 

Factors of mark valuation 

Differentiation degree of mark valuation level (grades) 

1 2 3 4 5 6 

1 2 3 4 5 6 7 8 

1 Educational level 40 50 60 70 80 90 

2 Experience of work 40 50 60 70 80 90 

3 

Professional skill level 40 50 60 70 80 90 

 

4 

 

Comparement level of initiativity 
40 50 60 70 80 90 

 

5 

 

Mental abilities level 
40 50 60 70 80 90 

Source: own development. 

 

By complicated mark system the main factors differ by their meaning and quantity of differentiation 
degrees that is bra caused from their significance and influence degree on the rise of effectiveness of social 

production (table 3). 

Table 3 

Tariffication of leading worker and specialists with the help of method of simple mark 

valuation system of works. 

№ 
Factors of mark 

valuation 

Differentiation degree of mark valuation level (grades) 

1 2 3 4 5 6 7 8 9 10 

1 Educational level 40 60 80 100 120 --- --- --- 

2 Experience of work 
 

50 

 

80 

 

110 

 

140 

 

170 

 

200 

 

230 

 

260 

3 
Responsibility degree 

of work done 

 

 

 

40 

 

 

 

60 

 

 

 

80 

 

 

 

100 

 

 

 

120 

 

 

 

--- 

 

 

 

--- 

 

 

 

--- 

4 
Level of material 

responsibility 

 

10 

 

15 

 

20 

 

25 

 

30 

 

--- 

 

--- 

 

--- 

5 Level of business         
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contacts 10 20 30 40 50 60 --- --- 
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6 

Professional skill level 

Additional factors of 

work valuation 

 

40 

 

60 

 

80 

 

100 

 

120 

 

--- 

 

--- 

 

--- 

7 Management level 60 70 80 90 100 -- -- -- 

8 
Volume of leading 

works 

40 40 40 40 40 -- -- -- 

9 
Quality of leading 

works 

40 40 40 40 40 -- -- -- 

Source: own development. 

 
Each degree of valuation is calculated not depention from choosed factors and level of fixed rate of 

wages. Arithmetic sum of received marks is whole mark valuation of concrete type of production activity. 

This worker who set less marks for his work, receive the lowest salary. 
His level is expedient he establish on the base of dialogue between the guidance of joint-stock 

company and interested workers with the consideration of the work payment level on the market. Tariff 

wages of workers who get the highest marks is calculates by following formula (2): 
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WT – tariff wages; 
Wmin – minimal sum of marks; 

Mc  - the sum of calculated marks; 

Mmin - minimal sum of marks. 
At present time it is expedient to use complicated mark systems because they help to stabilize 

finance activity of an enterprise. Further, using of gimple systems is possible while the coefficient of using 

production power will approach to original. The advantage of simple systems is that they are taking less 
work time. 

With the adoption of considered works some time there are situations when for some workers there 

is tendention for decrease in the level of work payment. Usually their salary is not changing is the obligatory 

condition is perfomed. The sense is that their future salary increase will be less then the other workers have 
till their work activity level will allow to get a need quantity of marks used by the adopt system. 

The above-mentioned requirements satisfy such system of work payment where the rate of wages 

depend from the age work experience, the grades and effectiveness of work. The first two indicators 
characterize extensive factors of worker productive activity, the other-intensive factors. Practical calculation 

of fixed rate of wages is expedient to made in special tables. 

If the guidance of joint venture think that it is necessary to take in consideration the level of 

education, then such rats are differentiated according to a educational degree. Accumulation of qualification 
happens rater steady while the work experience is increasing during the period of probation. In connection 

with this the fixed rate of wages in crease happens steady too. 

Differentiation of fixed rate of wages from the age is stipulated by society personal needs of worker 
in different periods of his life. In young ages, that are characterized by absence of a family, the increase of 

fixed rate of wages in minimal. Then in the period of family relations (birth of a child) the increase of fixed 

rate of mages must be maximal. When the life needs are stabilized and they are coming to a pension age such 
kind of rates starts to loose its meaning (table 4). But the whole sum of work payment is increasing due to 

the second group of indicators. The analyzed curve of chang in the life indicator corresponds the life cycle 

model of a middle payed worker. 
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Table 4 

Differentiation of fixed rate of worker depending on a worker age 

Worker age Absolute ate of fixed rate of wages 

increase, % 

Relative rate of fixed rate of wages increase, 

% 

Previous year Base year Previous year Base year  

1 2 3 4 5 

18 100 100 --- --- 

21 100,2 100,2 + 10,2 + 10,2 

24 111,5 122,9 +1,3 +22,9 

27 111,6 137,2 +0,1 +37,2 

30 111,0 152,3 -0,6 +52,3 

33 106,7 162,5 -4,3 +62,5 

1 2 3 4 5 

36 106,1 172,3 -0,6 +72,3 

39 105,5 181,9 -0,6 +81,9 

42 104,9 190,7 -0,6 +90,7 

45 104,3 198,9 -0,6 +98,9 

48 103,4 205,7 -0,9 +105,7 

51 102,5 210,9 -0,9 +110,9 

54 101,6 214,2 -0,9 +114,2 

57 100,7 215,7 -0,9 +115,7 

60 100 215,7 -0,9 +115,7 

Source: own development. 
 

The size of a fixed rate of wage depending from a work experience is   0,4%-0,6% from the age rate 

of worker at 18 year. 
Regarded methods of differentiation of fixed rate of wages have a disadvantage. Its sense is the 

concrete final indicators of worker activity in the joint venture are not considered. It can be eliminated with 

the help of combined salary system. It eliminates automatic salary rise depending from time that a worker 

spent in a company or his age. 
The independent network of work rates is made for a different categories of workers. It helps to 

eliminate the distinguishes in status due to significant amount of grades. 
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But for each category there is its own individual place with the correspondent grade diapason. Its 

size: 
- for worker-from I to VI grade (including I and II); 

- for specialists and employees- from III to VII grade (including I and II); 

- for administrative staff-from VIII to X grade (including I and II). 
Table 5 

Differentiation of work fixed rates depending from qualification  

and effectiveness of work 

The level of 
effectiveness 

Production grade 

I II III IV V VI VII VIII IX X 

1 2 3 4 5 6 7 8 9 10 11 

1 100 120 340 460 580 700 820 940 1060 1200 

2 103 230 355 480 605 730 855 980 1105 1220 

3 106 230 355 480 605 735 865 990 1110 1240 

4 109 235 360 485 610 740 870 1000 1130 1260 

5 112 240 370 500 630 760 890 1020 1150 1280 

6 116 245 375 505 635 800 965 1130 1215 1300 

7 120 250 380 510 640 810 980 1150 1235 1320 

8 124 260 395 530 665 820 985 1160 1250 1340 

9 128 265 400 535 570 845 1020 1195 1285 1370 

10 130 270 410 550 690 865 1040 1215 1305 1400 

Source: own development. 
As the table 5 shows the size of a fixed rate of a worker is increasing with the conferring of next 

grade. It is caused by the time that is needed to receive professional skills. In practical activity is bester to 

install the following terms (table 6). With collective and piece-rate remuneration of labor the complex and 
individual time mdards, output standards, are used. The complex working team time standards stimulate, the 

workers to simultaneous operation of several machines, to combine the professions and to the reduction in 

working team quantity accordingly. In connection with this the application of time standards is rational 

where there is no necessity for the strict labor division. The foundry, mechanical, where automatic and half-
automatic machines are concentrated, and assembly sections are subdivisions at the engineering industry. 

Table 6 

Approximate terms of mastering works by workers  

Production grade Time of mastering works in years 

min max 

1 2 3 

I 2 4 

II 3 6 

III 4 7 

IV 6 10 

V 7 12 

VI 8 14 
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Source: own development. 

The particularity of working-out of complex piece-rate standards is that are calculated by the 
summation of rate per operation or according to output standards determined for each item which includes 

all technological operations. Complex working team output standard is made up of rates per operations 

calculated according to the branch, interbranch and local standards and they have different degree of the 
tenacity. 360 pictures of a working day made by us and 180 timing controls of the job of production, have 

showed that the introduction of working team form of work organization allow to reduce the labor intensity 

of production program and, consequently, the time standards by 10-12% owing to cutting down time 

expenses of the preparation of equipment for work. The other methods of the calculation are less 
considerable. The calculation of complex output standard depending on the rhythm of a conveyor, 

production line, is applied at 12% of investigated enterprises. To determine the output standard, the process 

of production is normalized per operation, then the time standard or the hour intensity of a product item are 
calculated by the summation. 

As the rhythm of the conveyor cannot be changed essentially it is necessary for a worker to extend the 

sphere of maintenance or to master the contiguous profession to receive larger wage. [4] 

At present at the storing and mechanical shops of the production association where the collective 
form of work organization takes place for long time, the enlarged standards of labor expenses are elaborated 

for the determination of complex time and output standards. It permits to simplify the standardization of 

labor considerably. At the same time such method of a definition of the complex standards lacks taking into 
account the advantages of collective work organization. The change the technology of products treatment, 

the redistribution of functions between workers, the combination of different works, the development of the 

new form of labor co-operation are not reflected in the standardization. To avoid this defect, it is necessary 
to work out the new technology of collective labor organization, to determine the succession of the 

implementation of operations taking into consideration the possibilities of the simultaneous operation of 

several machines and the combination of professions and on this basis it is necessary to calculate the 

complex time standards. It leads to cutting down the number of newly-developed time standards, output. 
For specialists and employers the regarded terms is expedient to install only for primary and middle 

levels of qualification (table 7). 

Table 7 

Approximate terms of mastering works by specialists and employers 

Production grade Time of mastering works in years 

Min Max 

1 2 3 

III 8 14 

IV 9 16 

V 10 18 

VI 12 20 

VII 14 25 

Source: own development. 

 

The concrete terms of mastering the next grade are determinated by the speed of mastering 
production or work processes, the ability to connect different functional operations and to perform another 

elements of work that help to receive additional profit. Also it brings a significant finance effect of leaders 

ship of joint venture. So give workers a possibility of qualified preparation depending from a point of view 
about if letting and the expedience of forces in future. Compound salary system provides arithmetic sum of 

the first and the second groups of fixed rates of worker. When the amount of years in joint stock companies 

is increasing, the difference in the work payment of working that are performing works with the different 
effectiveness degree is increasing. If in the young age the correlation of rate groups was in favour of the first, 

in pension age the significance of salary is rising (by the second group). For example, the specific gravity of 

the last for workers is from 15%-20% to 40%-50%, for specialists and employers from 20%-25% to 55%-

65% their common size. Such on organizational method is very effective because when we use traditional 
systems the workes of old age receive higher salary that is not adequate to their work forces. 

The finance sense of the first type is that for worker is establishing time norm for output production. 

If he is doing his job faster his extra earninge  for the rest time are multiplied on the coefficient. The rest 
salary sum is expedient to direct on material stimulation of masters and another specialists.   
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In accordance with the second type the size of extra earnings is calculated as following 3: 
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Se  = size of extra earnings 

Tw = working time in hours 

Ta = actual time of perfoming work in hours 

The whole worker salary is calculated by summing tariff part, extra earnings and a little more its sum 
calculated by the first method. Various ways of increasing the efficiency take place in modern systems of 

motivation; increasing the efficiency of industrial enterprise according to the first method is increased by 

interest of staff to growth the profit or profitability of industrial production. Paid bonuses have no direct 
connection with the individual performance of the employee based on common operation company’s results. 

Significant impact on the proposed system has changed the economic conditions. However, the organization 

greatly enhances the relationship between the personal interests of staff and members of the company. The 
material basis of this interest is to expand production in order to increase the development of proportionally 

shared personal contribution to profit from the products or services sale. An important factor in ensuring the 

efficiency of the system is to involve workers and professionals to increase the authorized capital of food 

businesses. The most rational way of such actions is to share the expense of wage arrears or in their 
purchasing staff. 

Budgeting the bonus (special awards) has to be provided by their monthly as a result of the previous 

actions. The study develops an economic model of increasing the effectiveness of activities (Fig. 1). This 
model of increasing the economic efficiency of food business is implemented through the mechanism of 

motivation. 

Figure 1 Economic model of increasing the effectiveness activities 

Fm - forms the motivation of hired personnel; 

D - hired personnel motivation system; 
Sig - information system of the functioning the certain groups of workers; 

SIP - information system of the functioning the particular employee; 

A - detailed analysis of the performance of the functions of each employee; 
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MC- synchronizing mechanism between events occurring in the enterprise,, to improve the efficiency 

and level of motivation. 
B - interdependent parameters. 

The most effective elements of organization remuneration labor in entrepreneurial activity it is been 

tariffing of labor hired personnel in accordance with the simple and difficult ball estimation of their labor 
activity. The level of tariffing is determined by efficiency of the labor processes differentiated on an offer 

tenbit net. Level of profitability of entrepreneurial activity in - great deal depends on expedient organization 

of wage labor. 
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