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ITvinoa 10.B. TeopeTuyeckue OCHOBAHUSI OTPACIEBbIX AETEPMUHAHT CTPYK-

TYpPBI HALIHOHAJILHOI YJKOHOMHKH
OuepyeHo BOIIONMOHHOE Pa3BUTHE YKOHOMUIECKHX CUCTEM PasHbIX cTpaH. [IpoaHanmsu-
POBaHBI MOJIXO/IbI Y4EHbIX OTHOCUTENIBHO OMNpPE/IeNeHNs JOMUHAHTHBIX OTpaciell 1 CeKTOpPOB
3KOHOMHKHM. Y CTaHOBJIEHbI TEHJCHIIH, KOTOPbIE MMEIN MECTO B [OJITOCPOYHON MHAMUKE
Pa3BUTUS HALIMOHAIbHO-XO3ACTBEHHBIX CeKTOPOB. OIpeiesieHbl MPpeJIoChblIKE 00pa30BaHIs
OTpacIeii-IOKOMOTHBOB O0IIEro pasuTHs. BoiieneHsl kioueBbie (akToOpbl, KOTOPBIE CTAITH
HPEeHOChUIKAMH CTPYKTYPHBIX H3MEHEHHUI B CEKTOPAX SKOHOMHKHU. PacKpbIThI PUCKH B CEK-
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TOpax 3KOHOMUKHU U UX CTOMKOCTb K M3MEHEHHSIM BHEIIHHUX PHIHKOB. OOOCHOBAHBI 0COOEH-
HOCTH (hOPMUPOBAHHS M PA3BUTHS JOMUHAHTHBIX OTpaclieil 1 CEKTOPOB HALMOHAIBHOM KO-
Homuku. MccnenoBanbl Kito4eBble KPUTEPUNM OTHOCUTEIBHO OINpECIEHUs YPOBHA IPUOPH-
TETHOCTH CEKTOPOB HALIMOHAIbHOI SKOHOMUKH.

Knruesvie cnosa. NOMUHAHTHBIE OTPACIU, CEKTOPHI SKOHOMUKHU, LUKINYECKHE Koleba-
HUS, Pa3BUTUE, KOJIMYECTBO 3aHATHIX, JKOHOMHMKA.

Pynda Yu.V.Theoretical Grounds of Sectorial Determinants of Structue of

National Economy

Evolutional development of the economic systemdiféérent countries is outlined. Appro-
aches of researchers are analysed in relationtéond@ation of dominant industries and sec-
tors of economy. Tendencies which took place inltimg-term dynamics of development of
national economic sectors are set. Pre-conditionthé formation of industries-locomotives of
general development are defined. Key factors whadtame pre-conditions of structural chan-
ges in the sectors of economy are selected. Risttgisectors of economy and their firmness
are exposed to the changes of oversea marketsfe@hges of forming and development of
dominant industries and sectors of national econamygrounded. The key criteria in relation
to determination of level of priority of sectorsridtional economy are certained.

Keywords:dominant industries, sectors of economy, cyclirations, development, amo-
unt of busy, economy.
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FEATURES OF MARK-FACTOR METHOD OF EVALUATION
THE POSITIONS OF WORKERS OF ENTERPRISES

K.O. Doroshkevych M.M. Voronovsk3, 1.Z. Salat&, T.O. Maslak
The essence of the notion and the example of thetipal use of mark-factor method of
evaluation the positions of workers of enterpriaes considered in the article. With the pur-
pose of increase of effectiveness of motivatiomobvative activity on an enterprise (stimu-
lation employees of the enterprise to reach thdsgafethe organization) his features are cer-
tain: evaluation exactness, complexity of calcolzdi considerable requirements to the infor-
mative providing, high charges and others like.that

Keywords:reason, bonuses, evaluations of positions of werkeark-factor method, fe-

atures.

Problem. Motivational activities of the company are aimed tooemage its
employees and managers to meet their own needs andi¢btvas of the enterprise.
It involves the usage of effective incentives, which ideltbonuses, additional char-
ges, raises, involving to management, etc. Let us densiie payment of bonuses in
details.

Bonuses as the part of additional salaries of woraeFsproductive impetus to
make their contribution to the achievement of the outsoofi¢he company. They are
paid in case of increasing staff productivity at the entheftarget period, e{d]. By
using bonuses it is also possible to stimulate innovatitreitgaof employees, consi-
dering results during the payment of employees' bonudass there is a need to
evaluate the activity of employee on the appropriate grdtits connection with the
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results of the innovative activity enterprise. For thatcese apply a variety of evalua-

tion methods of staff's posts: mark-factor method,rdnking method, the Hay eval-
uation method, classification of posts, method of-86Qree feedback, etc. However,
mark-factor method is considered to be the most commasdg among all of them

and should be investigated thoroughly.

Materials and methods The use of mark-factor evaluation method of employe-
es' positions thoroughly studied and described in thikksvof Kuzmin O.E., Vet-
luzhskyh E., Milkovycha D., Newman D., Povarycha |.Babin S.A., Babin S.1.,
Goncharenko A. and others.

Researchergl-8] described in detail the scope of usage of mark-factéhode
and the methodology of its usage in determining theéchsalary in enterprises with
different economic activities (trading companies, lsardétc.). Also scientific works
[3-6] include comparison of mark-factor method of evaluatf@ positions with ot-
her methods (the ranking method, the Hay evaluatiethod, classification of posts,
and method of 360-degree feedback) and indicatelitaraages over other methods.
They are revealed in providing analysis and evaluaifotihe accuracy of the obta-
ined results.

Thus, researchers do not reveal the whole specificgatdiaion the positions of
workers by mark-factor method and the possibility ofige in promoting certain as-
pects of the company (e.g. its innovative developmeat)only during the formation
of basic salary.

Purpose According to a chosen question in the article shouldpioeided
examples of evaluation the positions of workers usingk#factor method and to de-
termine its features in order to enhance the effeats®iof motivational activities in
the enterprise, stimulate innovative activities of itptoyees.

Results Usage of mark-factor method of evaluation the tposs of workers
was carried at PrJSC "Konveer" in such order:
defining the goals and objectives of the evaluation
information assurance of the evaluation process;
the establishment of indicators (factors) whichwsed during the evaluation;
formation of mark-factor evaluation scale and #sification;
evaluating positions using mark-factor method adiogyto the developed scale;
determination of the level of the received resalsl making appropriate manage-
ment decisions.

The purpose of the mark-factor method of evaluati@nptositions of workers is
the development of their bonuses according to thetsesfithe innovative activity of
the enterprise, which involves the calculation of thedgs (levels) positions of wor-
kers. For this purpose was formed an expert grouphndifter conducting the calcu-
lations consisted of 10 people — managers and extasnalltants. The expert group
provided information which took place on the stage afriméation provision about
the personal qualities of workers, their roles argpoesibilities, experience and the
results of innovative, industrial and economic activitiéthe enterprise.

The next step was the establishment of evaluation ind&étwaluation factors)
and the formation of mark-factor scale. For this purpese involved such members
of the expert group as managers (works manager, p@kmanager, production ma-
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nager, etc.) and external consultants. The expert inaéistigivas held among the list
of all factors that determine the results of the innovadistivities of the employee.

The objectives of the expert investigation were the détation of the most impor-

tant factors, evaluation of the significance of their imhparcthe target indicator, for-
mation of a mark-factor scale which should be used dihegvaluation of positions
to determine their grades (formation of bonuses systdrased on them).

As a result of discussion the experts investigated theeimfing factors on the
innovative activity of the workers that allowed them to lgligh indicators of evalua-
tion. Experts selected the following five complementary iatdics (factors of evalua-
tion): the level of education and innovative activity eigrere; financial responsibi-
lity for the results of innovative activities; the level offarity and responsibility for
the process and results of innovation activity; the nurobsubordinates engaged in
innovation activity; the complexity and novelty of the tasidated to innovative acti-
vity. The number of indicators is typically ranging fr@to 21. In this case, the se-
lected five indicators should not complicate the evalugtimcess.

After selecting indicators, they were evaluated by levaisfibsequent inclusi-
on into the mark-factor table. Each indicator of PrJSC "eentvhad five levels of
evaluation (possible value of the factors) that are listédeTable. 1.

Table 1. Evaluation indicators (factors) of the imapt on innovation of employees of
PrJSC "Konveer" and their levels [1-8]

Evaluation |Le-
indicators | vel

1 2 3
Professional knowledge of a worker in a narrovdfi¢e possibility to
1 |perform simple operations related to innovativéviigt The employee
has no previous experience of performing innovaidivities
Basic theoretical knowledge, vocational trainingpésform operating
related to moderate innovative activities. An emngplohas no prewig
experience of innovation activities. An employes ha previous ex
perience of performing innovation activities
Worker's knowledge in several areas, work expeeaénorder to per
form difficult tasks related to innovative actieiti
Deep professional knowledge and specialized trgiimrhe field of in-
novative activities, experience of performing inative activities
Worker's expertise, their application in practieeperience of perfor
ming of innovative activities

Financial As a result of doing a narrow range of duties andatonas work af
responsibility employee's almost have no financial responsikfdityits results.
for the results An employee performs a limited range of operati@iated to mode-
of innovative| 2 [rate innovation activities, the financial liability limited to the cost g

activities used inputs
There is a significant responsibility associatethuhe fact that the
3 |employee performs a significant part of innovati@sactions, monj
tors its performance by other employees
High financial responsibility indicates that an doyee is involved i
4 |the development and implementation of innovativiivaies in the en
terprise “

Description of the factor

The educatin
leveland | 2
experience of
the innovatve)
activity 3
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Employees have financial responsibility for theulssof innovative activiti
5 |es because they are in charge of the developmiemtasfative inventions,
and for the implementation of innovative activifiethe enterprise
The level of authority and responsibility is lindteecause an empld:
yee performs a narrow range of low complexity opens associate(
with innovative activities and does not make angislen on the
implementation of innovative processes in the g@niss
An employee has narrow and limited authority argpoasibility for
The level of > the results of innovative activities, since he doasparticipate in the
authority and development of innovations and does only a naravge of assignegl
responsibility, operations of medium complexity.
for the praesy An employee has an authority to control employeles are engaged
and results of 3 |innovative activity in the enterprise. That is vthgre is a significant
Innovative responsibility for the process and results of irative activities.
activities An employee has high level of responsibilities hhigsponsibility for
4 |the implementation and results of innovative atité, because he is
involved in developing a program of innovative aiigs
The highest level of responsibility and authorigslin the fact that tﬂl
5 |employee takes the main part in the developmentratite control o
the whole process of innovative activities
Minor, workers perform simple operations
> Minor, because the employee is involved in the uattive process
The compley 2 |44}y as a performer operations of moderate comyylexi
xity and no- Moderate, a worker explains how to perform the apen to lower-le
velty of the | 3
tasks associ vgl employees - - -
ated with in- High level of complexity and novelty of solved igsurelated to innoj
novative actif 4 |vative activities because an employee makes aidedsiring the de
vity velopment and implementation of innovations inéhgerprise
The highest level of complexity and novelty of taslecause an
5 |employee develops a program of innovative activitgkes manage-
ment decisions
An employee has no subordinates, performs actvitéated to the
implementation of innovations
An employee must subordinate the workers engag#etiproductior]
of innovative products
An employee is a shop superintendent (departmdmyseemployeep
perform activities related to the implementationinsfovations
A worker is a high-level manager, supervisor otaierfunctions of
the enterprise (deputy director of economic affaitsef engineer)
A worker is a high-level manager; department hesatbemployes ol
various functional direction are under his diretio

T
N

Number of sU
bordinates in
volved inin-| 3
novative acti

vities 4

5

Taking into the consideration the evaluation indicatast¢irs) of the impact on
innovative activities of a worker, who is on the relet/position, these indicators ha-
ve different levels, which form an assessment of thigippsshould determine their
validity. Based on the general rules of the formatibthe weight of influence factors
on the resulting index (the sum of the weight of allfdetors must be equal to one)
were formed weight distributions of evaluating indicatfthe impact on innovative
activities of the workers of PrJSC "Konveer" (Tabje 2
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Table 2. The distribution of weighting factors thatfluence on innovative activity of
PrJSC "Konveer" [2]

Factors Weight, 9
The level of education and experience of innovadiotvities 15
|Financial responsibility for the results of inndvatactivities 20

tive activities
INumber of subordinates engaged in innovation actiitie 15
IThe complexity and novelty of the tasks associatighl innovative activity 30

|‘The level of authority and responsibility for thepess and results of innoya- 20

According to the results of formation of evaluation levef impact indicators
on innovative activities of employees and the weight ibigion of impact factors,
was formed mark-factor scale of evaluation the postiohworkers of of PrJSC
"Konveer" that is listed in the Table. 3.

Table 3. Mark-factor method of evaluation the pdeits of workers
of PrJSC "Konveer" [2]

Weight of the Levels

Ne Factor
factor,% | 1 2 3 4 5
The level of education and experience of
1 innovative activities 15 0,13 0,310,45 0,6 0,75
Financial responsibility for the results of
2 innovative activitie_s 20 0210410608 1
3 The level of authority and responsibility for 20 02/04l06l08] 1

the process and results of innovative activigies
Number of subordinates engaged in

4 innovation activities 15 0,15 0,310,45 0,610,75
The complexity and novelty of the tasks

5 associated with innovative activity 30 03/06/09]12]15
Sum 100 % - -1 -1 -1 =

Mark-factor scale of evaluation the positions of wosk@ able 3) contains esti-
mates that suppose to be assigned to certain positiaesandance with the received
indicator's level (Table 1) and the significance of itpat on innovative activities
of the enterprise (Table 2).

There are possible different options of evaluation usirgge two parameters
(level factor and its importance) but in the practice wfihess management is used
their product. It allows simplifying the calculations duriegtablishing grades (the
value of 10 % interval of estimates for the levels usingwaight of the first-level
factor is used in the practice of business management)

In order to check the coverage factor of mark-factaftesof innovative activity,
the company has formed a representative selection gibgees to evaluate their po-
sitions. According to the calculation, the selection Wa$6 of employees of PrJSC
"Konveer". Test results prove the adequacy of theipusly defined indicators of
evaluation impact of the worker's position on innovatiggvity.

Evaluation of positions using mark-factor method, datermination of the po-
sitions level was carried out by a group of expepiglyang mark-factor table of the
output of an integrated assessment of the summationsigrificant that the expert
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group should evaluate positions, not employees, wkaihdn this case, the size of

bonuses of innovative activities will be established fergbsition and not to a speci-
fic employee. The results of the evaluation of the em@sypositions of PrJSC

"Konveer" are given in Table 4. Obtained levels posg#tiare used for making mana-
gement decisions: defining the boundaries of gradsgipns and assign them to the
appropriate size of bonuses.

As a result of the calculations it can be stated that fisetkr method of evalua-
tion the positions of workers can consider accudaie to the use of expert technig-
ues and a number of mathematical calculations. Th#tsexiits application are cha-
racterized by a lower level of subjectivity in comparisath alternative methods of
assessment. However, due to the implementation of the albeps data ware, forma-
tion indicators (factors) evaluation, and developmentkefector grading scale, etc.,
this method should be attributed to labor-intensive.

Considering the fact that employees of the company aleated by using mark-
factor method, it is necessary to pay particular atterio compliance with the infor-
mation requirements, which must be complete and atxut the stage of information
provision process of the following sequence. At the same it suggests significant
requirements for information support of the evaluapioocess and forms expensive-
ness of mark-factor method of evaluation the positaingorkers of enterprises.

Table 4. The results of determination of level ahployees' positions of PrJSC "Konve-
er" during the formation of workers bonuses based the results of innovative activities

. Level indicators fscores
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|Manager 5/0,75 4/0,8 5/1,0 4/0,60 5/1,5 | 4,64
|1-st Deputy manager 5/0,754/0,8 5/1,0 | 4/0,60 4/1,2 | 4,35
Deputy manager of foreign-econg- o
|mic activity 5/0,75| 4/0,8 5/1,0 4/0,60 4/1,2 | 4,34
|Chief engineer 5/0,75 4/0,8 5/1,0 | 5/0,7 5/1,5 | 4.8(
|Chief of repair-energy departmerf  5/0,7%/0,6 4/0,8 | 4/0,60 5/1,5 | 4,25
|Worker of repair-energy departmerft  5/0[72/0,4 4/0,8 | 3/0,45 4/1,2 | 3,6(
[Manager of labor protection departmént  4/0,6@/0,4 |  2/0,4 | 1/0,13 1/0,3 | 1,81

Conclusions Mark-factor method involves evaluation of the empésyeositi-
ons (in scores) based on a certain level characterigic®rs) with regard to their
weight. Usage of this method at PrJSC "Konveer" wasechout with the purpose of
development of innovative activities through its stimulaianong employees: deter-
mining the goals and objectives of the research, irdtion assurance, installation of
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evaluation indicators (factors), the formation of madctér assessment scale and its
testing, valuating jobs using this method accordindhéodcale, making appropriate
management decisions.

It made possible to identify the following featureshwdrk-factor method: accu-
racy assessment as a result of mathematical calculaimhthe use of peer reviews;
complexity of calculations that are composed of a nurobstages, significant requi-
rements for the information assurance of the evaluatiooegs, the high cost on the
implementation and others.

References

1. Kuzmin 0.2007. Fundamentals of Management / KDzmin, O. Melnyk. — Kyiv,
Akademvydav. — 464 p.

2. Elena Vetluzhskikh. Balansed scorecard, approfdhe systems arkiPI: Instruments of for
leaders / of Elena Vetluzhskikh. — Alpina BusinBssks, 2008. — 204 p.

3. Milkovych, Georgel. System of rewards and methods of stimulationeségnnel / George
T. Milkovych, Jerry M. Newmann; trudged. with the erjgf L.I. Matgrass of and other. M. :
Vershyna, 2005. — 760 p., Chapters: 3-8.

4. Henderson, Compensative management. 8th puBludged. with an eng. Undgren.
Gorelova N.I. / Henderson. — St.P: Piter, 200486-18, Chapters: 6-11.

5. Novikov M. Indemnification and privilege €. Novikov // Guide— book on a skilled
management. — 2005. — prod. 3.

6. Povarych |.P. Development and realization of mpemsative policy of organization /I1.P.
Povarych, S.A. Babyn, S.I. BabynaM- : the Publishing house "Academy of natural S@&n2011. —
280 p.

7. Goncharenko A.G. The Grade scale / A.G. Gonokar# Business. on December, 5, 2005. —
Ne 49 (672). — Pp. 55-56.

8. Zelenova O.1. Motivation of personnel in multioaal organization: the Train aid /
O.l. Zelenova, N.V. SewastjanovaM- : RYDN, 2008. — 235 p.

Haoitiuna oo peoaxyii 17.03.2016p.

Hopowkesuu K.O., Boponoecvka M.M., Carama 1.3., Macarax T.O. Ocobau-

BOCTi 0a/IbHO-()AKTOPHOr0 METOAY OLIHIOBAHHS NOCA/] NPALIBHUKIB MiANPHEMCTB

JlocnipkeHo CyTHICTH Ta PO3IIISIHYTO MPUKIIAA MPAKTUYHOTO BUKOPUCTaHHS OabHO-(ak-
TOPHOTO METOJY OLIHIOBAHHS I110Ca]| MPAIiBHUKIB MiNPHEMCTB. 3 METOIO MiJBUIICHHS pe-
3yJBTaTUBHOCTI MOTUBYBAHHS IHHOBAI[WHOI MiSUTBHOCTI HA MMiIMPHEMCTBI (CTHMYTIOBAHHSI
NPaiBHAUKIB MiIPUEMCTBA TSl JOCSTHEHHS Liyiell oprauizarii) Bu3HadeHo Horo ocobamBoc-
Ti: TOUHICTb OLIHIOBAHHS, TPYJAOMICTKiCTh PO3PAXyHKIB, BUCOKI BUMOTH 10 iH(popMariifHOro
3a0e3Me4eHHs, 3HaYHi BUTPATH TOIIO.

Knrouogi cnosa: MoTUBYBaHHS, IIpeMii, OLHIOBAHHS MOCaJ IPaliBHUKIB, 6anbHO-(akTop-
HHI METOJI, 0COOJIMBOCTI.

Hopowkeeuu K.O., Boponoeckaa M.M., Canama H.3., Macraxk T.A. OcoGen-
HOCTH 0a/NIbHO-(DAKTOPHOr0 METOJAa OLECHKH AOIKHOCTell pa0OTHHKOB mpea-

NpUATHI

HccnenoBana cynHOCTs U paCCMOTPEH MPUMEP MPAKTUIECKOTO MCIIOIB30BaHNS Oa/UIbHO-
(pakTopHOrO METOMA OLEHKU JOJKHOCTEH pabOTHUKOB npeanpusTuii. C 1eNblo MOBBIIICHHS
PE3YJIbTaTUBHOCTH MOTHBALUA I/IHHOB&HI/IOHHOI71 JCATEJIBHOCTU Ha MPEANPUATUN (CTI/IMyJ'II/I-
poBaHue paGOTHUKOB MPEANPUSITHS [UTS TOCTIDKECHUS TIeNieii OpraHu3alii) OmpeIeiCHbI ero
0COOEHHOCTH: TOYHOCTh OLICHKH, TPYAOEMKOCTb paCc4€TOB, BICOKHE Tpe60BaHI/Iﬂ K I/IH(I)OpMa-
LHUOHHOMY 06601‘[8‘-{61—[1/1}0, 3HAQYUTEJIbHBIC pacXodbl U TOMY HOI[06H0€.

Kniouesvie cnosa: motusanysi, MpeMuH, OLCHKA JOJDKHOCTEN pabOTHUKOB, Ga/UTbHO-(aK-
TOPHBII METOI, 0COOCHHOCTH.
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