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максимізація доходів та збільшення частки у ВВП; мультиплікативний ефект 
від функціонування відповідного сектора економіки; посилення економічної 
безпеки держави; мінімізація транзакційних витрат майбутніх періодів; гармо-
нізація інтересів суспільства (соціальна, економічна, екологічна компоненти). 
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Пында Ю.В. Теоретические основания отраслевых детерминант струк-
туры национальной экономики 

Очерчено эволюционное развитие экономических систем разных стран. Проанализи-
рованы подходы ученых относительно определения доминантных отраслей и секторов 
экономики. Установлены тенденции, которые имели место в долгосрочной динамике 
развития национально-хозяйственных секторов. Определены предпосылки образования 
отраслей-локомотивов общего развития. Выделены ключевые факторы, которые стали 
предпосылками структурных изменений в секторах экономики. Раскрыты риски в сек-
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торах экономики и их стойкость к изменениям внешних рынков. Обоснованы особен-
ности формирования и развития доминантных отраслей и секторов национальной эко-
номики. Исследованы ключевые критерии относительно определения уровня приори-
тетности секторов национальной экономики. 

Ключевые слова: доминантные отрасли, секторы экономики, циклические колеба-
ния, развитие, количество занятых, экономика. 

Pynda Yu.V. Theoretical Grounds of Sectorial Determinants of Structure of 
National Economy 

Evolutional development of the economic systems of different countries is outlined. Appro-
aches of researchers are analysed in relation to determination of dominant industries and sec-
tors of economy. Tendencies which took place in the long-term dynamics of development of 
national economic sectors are set. Pre-conditions for the formation of industries-locomotives of 
general development are defined. Key factors which became pre-conditions of structural chan-
ges in the sectors of economy are selected. Risks in the sectors of economy and their firmness 
are exposed to the changes of oversea markets. The features of forming and development of 
dominant industries and sectors of national economy are grounded. The key criteria in relation 
to determination of level of priority of sectors of national economy are certained. 

Keywords: dominant industries, sectors of economy, cyclic vibrations, 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. Doroshkevych1, M.M. Voronovska2, I.Z. Salata3, T.O. Maslak4 
The essence of the notion and the example of the practical use of mark-factor method of 

evaluation the positions of workers of enterprises are considered in the article. With the pur-
pose of increase of effectiveness of motivation of innovative activity on an enterprise (stimu-
lation employees of the enterprise to reach the goals of the organization) his features are cer-
tain: evaluation exactness, complexity of calculations, considerable requirements to the infor-
mative providing, high charges and others like that. 

Keywords: reason, bonuses, evaluations of positions of workers, mark-factor method, fe-
atures. 

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

Bonuses as the part of additional salaries of workers are productive impetus to 
make their contribution to the achievement of the outcomes of the company. They are 
paid in case of increasing staff productivity at the end of the target period, etc [1]. By 
using bonuses it is also possible to stimulate innovative activity of employees, consi-
dering results during the payment of employees' bonuses. Thus there is a need to 
evaluate the activity of employee on the appropriate post and its connection with the 
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results of the innovative activity enterprise. For that we can apply a variety of evalua-
tion methods of staff's posts: mark-factor method, the ranking method, the Hay eval-
uation method, classification of posts, method of 360-degree feedback, etc. However, 
mark-factor method is considered to be the most commonly used 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 the works of Kuzmin O.E., Vet-
luzhskyh E., Milkovycha D., Newman D., Povarycha I.P., Babin S.A., Babin S.I., 
Goncharenko A. and others. 

Researchers [1-8] described in detail the scope of usage of mark-factor method 
and the methodology of its usage in determining the basic salary in enterprises with 
different economic activities (trading companies, banks, etc.). Also scientific works 
[3-6] include comparison of mark-factor method of evaluation the positions with ot-
her methods (the ranking method, the Hay evaluation method, classification of posts, 
and method of 360-degree feedback) and indicate its advantages over other methods. 
They are revealed in providing analysis and evaluation of the accuracy of the obta-
ined results. 

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

Purpose. According to a chosen question in the article should be provided 
examples of evaluation the positions of workers using mark-factor method and to de-
termine its features in order to enhance the effectiveness of motivational activities in 
the enterprise, stimulate innovative activities of its employees. 

Results. Usage of mark-factor method of evaluation the positions 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) which are used during the evaluation; 
● formation of mark-factor evaluation scale and its verification; 
● evaluating positions using mark-factor method according to the developed scale; 
● determination of the level of the received results and making appropriate manage-

ment decisions. 
The purpose of the mark-factor method of evaluation the positions of workers is 

the development of their bonuses according to the results of the innovative activity of 
the enterprise, which involves the calculation of the grades (levels) positions of wor-
kers. For this purpose was formed an expert group which after conducting the calcu-
lations consisted of 10 people – managers and external consultants. The expert group 
provided information which took place on the stage of information provision about 
the personal qualities of workers, their roles and responsibilities, experience and the 
results of innovative, industrial and economic activities of the enterprise. 

The next step was the establishment of evaluation indicators (evaluation factors) 
and the formation of mark-factor scale. For this purpose were involved such members 
of the expert group as managers (works manager, personnel manager, production ma-
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nager, etc.) and external consultants. The expert investigation was held among the list 
of all factors that determine the results of the innovative activities of the employee. 
The objectives of the expert investigation were the determination of the most impor-
tant factors, evaluation of the significance of their impact on the target indicator, for-
mation of a mark-factor scale which should be used during the evaluation of positions 
to determine their grades (formation of bonuses system is based on them). 

As a result of discussion the experts investigated the influencing factors on the 
innovative activity of the workers that allowed them to establish indicators of evalua-
tion. Experts selected the following five complementary indicators (factors of evalua-
tion): the level of education and innovative activity experience; financial responsibi-
lity for the results of innovative activities; the level of authority and responsibility for 
the process and results of innovation activity; the number of subordinates engaged in 
innovation activity; the complexity and novelty of the tasks related to innovative acti-
vity. The number of indicators is typically ranging from 3 to 21. In this case, the se-
lected five indicators should not complicate the evaluation process. 

After selecting indicators, they were evaluated by levels for subsequent inclusi-
on into the mark-factor table. Each indicator of PrJSC "Konveer" had five levels of 
evaluation (possible value of the factors) that are listed in the Table. 1. 

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

Evaluation 
indicators 

Le-
vel Description of the factor 

1 2 3 

1 
Professional knowledge of a worker in a narrow field, the possibility to 
perform simple operations related to innovative activity. The employee 
has no previous experience of performing innovation activities  

2 

Basic theoretical knowledge, vocational training to perform operations 
related to moderate innovative activities. An employee has no previous 
experience of innovation activities. An employee has no previous ex-
perience of performing innovation activities 

3 Worker's knowledge in several areas, work experience in order to per-
form difficult tasks related to innovative activities 

4 
 

Deep professional knowledge and specialized training in the field of in-
novative activities, experience of performing innovative activities 

The education 
level and  

experience of 
the innovative 

activity 
 

5 Worker's expertise, their application in practice, experience of perfor-
ming of innovative activities  

1 As a result of doing a narrow range of duties and monotonous work an 
employee's almost have no financial responsibility for its results. 

2 
An employee performs a limited range of operations related to mode-
rate innovation activities, the financial liability is limited to the cost of 
used inputs  

3 
There is a significant responsibility associated with the fact that the 
employee performs a significant part of innovative transactions, moni-
tors its performance by other employees 

Financial  
responsibility 
for the results 
of innovative 

activities 

4 
High financial responsibility indicates that an employee is involved in 
the development and implementation of innovative activities in the en-
terprise 
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5 
Employees have financial responsibility for the results of innovative activiti-
es because they are in charge of the development of innovative inventions, 
and for the implementation of innovative activities in the enterprise 

1 

The level of authority and responsibility is limited because an emplo-
yee performs a narrow range of low complexity operations associated 
with innovative activities and does not make any decision on the 
implementation of innovative processes in the enterprise 

2 

An employee has narrow and limited authority and responsibility for 
the results of innovative activities, since he does not participate in the 
development of innovations and does only a narrow range of assigned 
operations of medium complexity. 

3 
An employee has an authority to control employees who are engaged in 
innovative activity in the enterprise. That is why there is a significant 
responsibility for the process and results of innovative activities. 

4 
An employee has high level of responsibilities, high responsibility for 
the implementation and results of innovative activities, because he is 
involved in developing a program of innovative activities 

The level of 
authority and 
responsibility 
for the process 
and results of  
Innovative  
activities 

5 
The highest level of responsibility and authority lies in the fact that the 
employee takes the main part in the development and in the control of 
the whole process of innovative activities 

1 Minor, workers perform simple operations 

2 Minor, because the employee is involved in the innovative process 
only as a performer operations of moderate complexity 

3 Moderate, a worker explains how to perform the operation to lower-le-
vel employees 

4 
High level of complexity and novelty of solved issues related to inno-
vative activities because an employee makes a decision during the de-
velopment and implementation of innovations in the enterprise  

The comple-
xity and no-
velty of the 
tasks associ-
ated with in-
novative acti-

vity 
 

5 
The highest level of complexity and novelty of tasks because an 
employee develops a program of innovative activity, makes manage-
ment decisions 

1 An employee has no subordinates, performs activities related to the 
implementation of innovations 

2 An employee must subordinate the workers engaged in the production 
of innovative products 

3 An employee is a shop superintendent (department) whose employees 
perform activities related to the implementation of innovations  

4 A worker is a high-level manager, supervisor of certain functions of 
the enterprise (deputy director of economic affairs, chief engineer) 

Number of su-
bordinates in-
volved in in-
novative acti-

vities 

5 A worker is a high-level manager; department heads and employees of 
various functional direction are under his direction. 

Taking into the consideration the evaluation indicators (factors) of the impact on 
innovative activities of a worker, who is on the relevant position, these indicators ha-
ve different levels, which form an assessment of this position, should determine their 
validity. Based on the general rules of the formation of the weight of influence factors 
on the resulting index (the sum of the weight of all the factors must be equal to one) 
were formed weight distributions of evaluating indicators of the impact on innovative 
activities of the workers of PrJSC "Konveer" (Table 2). 
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Table 2. The distribution of weighting factors that influence on innovative activity of 
PrJSC "Konveer" [2] 
Factors Weight, % 

The level of education and experience of innovative activities 15 
Financial responsibility for the results of innovative activities 20 
The level of authority and responsibility for the process and results of innova-
tive activities 20 

Number of subordinates engaged in innovation activities 15 
The complexity and novelty of the tasks associated with innovative activity 30 

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

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

Levels № Factor Weight of the 
factor, % 1 2 3 4 5 

1 The level of education and experience of  
innovative activities 15 0,15 0,3 0,45 0,6 0,75 

2 Financial responsibility for the results of  
innovative activities 20 0,2 0,4 0,6 0,8 1 

3 The level of authority and responsibility for  
the process and results of innovative activities 20 0,2 0,4 0,6 0,8 1 

4 Number of subordinates engaged in  
innovation activities 15 0,15 0,3 0,45 0,6 0,75 

5 The complexity and novelty of the tasks  
associated with innovative activity 30 0,3 0,6 0,9 1,2 1,5 

 Sum 100 % – – – – – 

Mark-factor scale of evaluation the positions of workers (Table 3) contains esti-
mates that suppose to be assigned to certain positions in accordance with the received 
indicator's level (Table 1) and the significance of its impact on innovative activities 
of the enterprise (Table 2). 

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

In order to check the coverage factor of mark-factor scale of innovative activity, 
the company has formed a representative selection of employees to evaluate their po-
sitions. According to the calculation, the selection was 10 % of employees of PrJSC 
"Konveer". Test results prove the adequacy of the previously defined indicators of 
evaluation impact of the worker's position on innovative activity. 

Evaluation of positions using mark-factor method, and determination of the po-
sitions level was carried out by a group of experts applying mark-factor table of the 
output of an integrated assessment of the summation. It is significant that the expert 
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group should evaluate positions, not employees, who hold it. In this case, the size of 
bonuses of innovative activities will be established for the position and not to a speci-
fic employee. The results of the evaluation of the employees' positions of PrJSC 
"Konveer" are given in Table 4. Obtained levels positions are used for making mana-
gement decisions: defining the boundaries of grades positions and assign them to the 
appropriate size of bonuses. 

As a result of the calculations it can be stated that mark-factor method of evalua-
tion the positions of workers can consider accurate due to the use of expert techniq-
ues and a number of mathematical calculations. The results of its application are cha-
racterized by a lower level of subjectivity in comparison with alternative methods of 
assessment. However, due to the implementation of the above steps data ware, forma-
tion indicators (factors) evaluation, and development mark-factor grading scale, etc., 
this method should be attributed to labor-intensive. 

Considering the fact that employees of the company are evaluated by using mark-
factor method, it is necessary to pay particular attention to compliance with the infor-
mation requirements, which must be complete and accurate, at the stage of information 
provision process of the following sequence. At the same time it suggests significant 
requirements for information support of the evaluation process and forms expensive-
ness of mark-factor method of evaluation the positions of workers of enterprises. 

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

Level indicators / scores 
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Manager 5/0,75 4/0,8 5/1,0 4/0,60 5/1,5 4,65 
1-st Deputy manager 5/0,75 4/0,8 5/1,0 4/0,60 4/1,2 4,35 
Deputy manager of foreign-econo-
mic activity 5/0,75 4/0,8 5/1,0 4/0,60 4/1,2 4,35 

Chief engineer 5/0,75 4/0,8 5/1,0 5/0,75 5/1,5 4.80 
Chief of repair-energy department 5/0,75 3/0,6 4/0,8 4/0,60 5/1,5 4,25 
Worker of repair-energy department 5/0,75 2/0,4 4/0,8 3/0,45 4/1,2 3,60 
Manager of labor protection department 4/0,60 2/0,4 2/0,4 1/0,15 1/0,3 1,85 

Conclusions. Mark-factor method involves evaluation of the employees' positi-
ons (in scores) based on a certain level characteristics (factors) with regard to their 
weight. Usage of this method at PrJSC "Konveer" was carried out with the purpose of 
development of innovative activities through its stimulation among employees: deter-
mining the goals and objectives of the research, information assurance, installation of 
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evaluation indicators (factors), the formation of mark- factor assessment scale and its 
testing, valuating jobs using this method according to the scale, making appropriate 
management decisions. 

It made possible to identify the following features of mark-factor method: accu-
racy assessment as a result of mathematical calculations and the use of peer reviews; 
complexity of calculations that are composed of a number of stages, significant requi-
rements for the information assurance of the evaluation process, the high cost on the 
implementation and others. 
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Дорошкевич К.О., Вороновська М.М., Салата І.З., Маслак Т.О. Особли-
вості бально-факторного методу оцінювання посад працівників підприємств 

Досліджено сутність та розглянуто приклад практичного використання бально-фак-
торного методу оцінювання посад працівників підприємств. З метою підвищення ре-
зультативності мотивування інноваційної діяльності на підприємстві (стимулювання 
працівників підприємства для досягнення цілей організації) визначено його особливос-
ті: точність оцінювання, трудомісткість розрахунків, високі вимоги до інформаційного 
забезпечення, значні витрати тощо. 

Ключові слова: мотивування, премії, оцінювання посад працівників, бально-фактор-
ний метод, особливості. 

Дорошкевич К.О., Вороновская М.М., Салата И.З., Маслак Т.А. Особен-
ности балльно-факторного метода оценки должностей работников пред-
приятий 

Исследована сущность и рассмотрен пример практического использования балльно-
факторного метода оценки должностей работников предприятий. С целью повышения 
результативности мотивации инновационной деятельности на предприятии (стимули-
рование работников предприятия для достижения целей организации) определены его 
особенности: точность оценки, трудоемкость расчетов, высокие требования к информа-
ционному обеспечению, значительные расходы и тому подобное. 

Ключевые слова: мотивация, премии, оценка должностей работников, балльно-фак-
торный метод, особенности. 

 


