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Trade and service personnel remuneration
in the company’s incentive system

Abstract. At present, most companies all over the world, including Ukraine, are experiencing negative
consequences of the pandemic. Staff efficiency has decreased, so companies have experienced a decline
in business productivity in general. The system of labor incentives should encourage staff to work more
efficiently by introduction of an additional remuneration system based on performance-related payment
system. According to the European knowledge, commerce is one of the sectors where the introduction of
this additional remuneration system is common and effective. The purpose of this study is to develop and
substantiate practical recommendations to improve the system of additional remuneration for sales and
service personnel of the company from Ukrainian commerce sector, which would increase their efficiency in
the company. The study identified the main components of the system of incentives and the main forms of
stimulating work for the company’s staff. It is substantiated the main stages of the improvement sequence
of the company’s staff remuneration system as a component of the personnel incentive system. The system
of additional remuneration of trade and service personnel of the company from Ukrainian commerce sector
was developed and substantiated. It was determined that the basis of an additional remuneration system of
trade and service personnel was introduction of a percentage of total sales, which exceeded the established
volume, as the main priority. The five-factor model for assessing the productivity level of sales and service
personnel inthe company from Ukrainian commerce sector built. By this model, effectiveness of introduction of
an additional remuneration system for trade and service personnel of the company from Ukrainian commerce
sector proved and evaluated. Further, authors will work out practical recommendations for the development
the basic salary system for sales and service personnel of the company from Ukrainian commerce sector.
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Cucrtema onnatu npaui TOproeesisHo-00CNyroByo40ro nepcoHany KoMmnanir

SIK CK/lafioBa CUCTEMU CTUMYJIIOBAHHS NepPCOoHany

AHoTauia. MeToto aaHoro gocnimkeHHs € po3pobka Ta 00rpyHTYBaHHS MPaKTUYHMX peKoMeHaaLlji Wwoao
BAOCKOHaNIEHHS CUCTEMW 0O0AATKOBOI onfaTy npadi ans ToproBo-006CcnyroByo4oro nepcoHany ykpaiHcbkoi
KoMnaHii B cdepi Toprieni, ska go3sonuna 6 nigsnwmnT ePeKTUBHICTbL LIbOro NepcoHany B komnadii. Y
Xohi [oCcniaXeHHs Oynn BU3HAYEeHi OCHOBHI CK1ag0Bi CUCTEMU CTUMYJTIOBAHHS NpaLli NepcoHany KOMMaHii,
00Or'pyHTOBaAHO OCHOBHiI eTanu MOCNiOAOBHOCTI BOOCKOHAJIEHHS CUCTEMM OMiaTu npaui B KOMMaHii K
CKJ1a[10BOi CUCTEMM CTUMYJIIOBAHHS NepcoHany, po3pobaeHo 1 06rpyHToBaHO CUCTEMY A0AATKOBOI onnaTu
npaui ToproBo-o006CyroByOHOro nepcoHany komnanii cepu Toprieni B YkpaiHi. BUsHayeHo, Lo 0CHOBOIO
cucTeMu 04aTKOBOI onaTy npaLi ToproBo-006CnyroByo4Oro NepcoHasny KoMnaHii € BBeeHHS BiAcoTKa Bif,
3aranbHOi CyMU NPOoJaxiB, KM NEPEBULLYE BCTAHOBIEHWUI (NnaHoBUI) obcsr. NobyaoeaHo N’'AaTngakTopHy
MOJENb OUIHKK PIBHA NPOAYKTUMBHOCTI Mpaui TOProBenbHO-06CIYyroBylo4Oro nepcoHany komnaHii chepum
TopriBni B YKpaiHi, fika [o3eonuna obrpyHTyBaTU i OUHUTU e(dEKTUBHICTb BMPOBAIXKEHHSA CUCTEMU
[00aTKOBOI OnnaTu npawi TOproBo-o0CyroByO4Oro nepcoHany komnawii. Moganswmm HaNnpPSMKOM A4aHOro
DOCHIOKEHHS CTaHe po3pobka NPakTUYHUX PEKOMEHAAUIN Woa0 GOPMYBaHHS 1 OOIPYHTYBAHHA CUCTEMU
OCHOBHOI onaTy NpaLk ajs ToOproBo-00C/yroBy04Oro nepcoHany komnatii cpepu Toprieni B YkpaiHi.
KniouyoBi cnoea: ToproBo-o6cnyroBylounii nepcoHarn; cdepa TOPriBfi;cucTteMa CTUMYJIIOBAHHS npaLl;
cucTemMa OoAaTKOBOI NnaTy nNpawi; BUHaropoam; cmctemMa onfiaty npakLi; cuctemMa BUniaaT 3aoX04eHb 3a
pesynbTaTamu.
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KaHOuOaT 3KOHOMUYECKMX HayK, AOLIEHT kadeapbl MeHeaXMeHTa 1 busHeca,
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Cucrtema onnartbl TpyAa TOProBo-o0Cny)XUBaloLero nepcoHasna KoMnaHum

KaK COCTaBnsioWas CUCTEMbI CTUMYJIMPOBaHNS NepcoHana

AHHOTauuma. Llenbio gaHHOro wuccnenoBaHus SIBNSETCs pa3paboTka M 0OO0CHOBaHME MNPaKTUHeCKUX
peKoOMeHJauMn No COBEPLUEHCTBOBAHMIO CUCTEMbI OOMONHUTENBHOM oOnnaTtbl Tpyaa Aas TOproBo-
obcnyXumBaloLEro nepcoHana ykKpamHCKOW kKomnaHum B cdepe TOproenu, kotopas no3sonuna Obl
NoBbLICUTb 3PEPEKTMBHOCTL 3TOr0 MNepcoHana B KoMnaHuu. B xoge mnccnemoBaHus Obiny onpeneneHbl
OCHOBHbIE COCTaBSAOLWME CUCTEMbI CTUMYIMPOBAHUA TPyAa NMepcoHasa KoMnaHmm, 060CHOBaHbI 3Tarlbl
nocnenoBaTesibHOCTU COBEPLUEHCTBOBAHUS CUCTEMBbI OnfiaTbl TPyda B KOMMAHUW KakK COCTaBJISIOLLEN
CUCTEMBbI CTUMY/IMPOBaHUSA NepcoHana, paspadoTtaHa n 060CHOBaHa cUcTeMa AO0MNOSHUTESIbHOM onnathl
TpyAa TOProBo-06CNyXMBAIOLLLErO NepcoHana koMnaHum cdepbl TOProean B YkpauvHe.

OnpepneneHo, 4TO OCHOBOW CUCTEMbl OOMOSHUTENBHOM onnaTbl TPyda TOProBO-00CNYyXKMBAOLLIEro
nepcoHana KoMnaHun ABNSeTCA BBeAeHMe MpoLeHTa OT 0o0Lei CyMMbl Npodax, KoTopasi rnpesbillaeT
YCTaHOBJIEHHbIN (NNaHOBbIN) 06beM. MNocTpoeHa NaTUdakTopHas MoAe b OLLEHKM YPOBHS MPOAYKTUBHOCTM
TPpyAa TOproBo-o00CNy>XMBaIOLLIErO NepcoHana koMnaHumn cepbl TOProenn B YkpanHe, Kotopasi no3sosnmnia
060CHOBaTb N OLEHUTb 3PPEKTUBHOCTb BHEAPEHUS CUCTEMbI AOMOSHUTENIbHOM ONNaThl TPyAa TOProBo-
obcnyxmBatoLero nepcoHana komnaHuu. locneayowyMy HanpaeBneHUsS MU AAHHOIM0 UCCciefoBaHUS
CTaHeT pa3paboTka NPakTUYEeCKNX pekoMeHaauuin no GopMmnpoBaHunto  060CHOBAHNIO CUCTEMbI OCHOBHOWM
onnaTkl Tpyaa AN TOProBo-o0CAyXMBaIOLLLErO NepcoHana kKoMmnaHmm cdepbl TOProenn B YKpamnHe.
KnioueBble cnoBa: ToproBo-o0CNyXnBaoLLNiA nepcoHan; cepa Toprosan; cuctema CTUMynnpoBaHUS
Tpyoa; cuctema LOMNOJIHUTENIbHOW MnaTthbl TPyAa BO3HArpaXxneHwusd; cuctemMa onnatbl Tpyaa; cuctema
BblMaTbl MOOLLPEHMA NO pe3yfbTaTaMm.
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1. Introduction and Brief Literature Review

Incentives are a process that encompasses all employees of the company, regardless of their
employment status, location and nature of work. Moreover, it should regard employees as indivi-
duals with their own needs, desires and values in accordance with the conditions of a particu-
lar activity. The process of stimulation is an action on the employee, which includes the scope of
his/her needs, desires, aspirations, goals, behavioral stimulation. The basis for labor stimulation
is interaction of external working conditions and the internal structure of human being. There-
fore, the incentive is not intended to motivate a person to work, but rather to increase his/her
interest in doing it better (and more) through employment. Incentives to work are effective only
when employees can achieve and maintain a fixed level of work for which they are paid an appro-
priate wage. In this case, incentives are not intended to inspire a person to work, but to motivate.
However, before creating an effective incentive system for the company’s employees, it is ne-
cessary to analyze the impact of elements of the external and internal environment in the com-
pany and the features of the existing remuneration system.

Quite a few scientists have been studying the problem of labor incentives for more than a hun-
dred years. We can identify several stages in this research (Kohn, 1993). Thus, the first stage be-
gan in the early twentieth century, when F. Taylor (Taylor, 1997) created a school of scientific ma-
nagement. Its main provisions concerned the establishment of the remuneration amount that would
compensate for labor costs. In the 20s of the twentieth century E. Mayo (Mayo, 1946) proved that
stimulation with the type of «a whip and gingerbread» was insufficient, which accordingly allowed
the scientist to create a theory of <human relations» later (a «psychological» man).

The second stage began from the middle of the twentieth century. It related to the develop-
ment of theories focused on the analysis of needs and their impact on work incentives, such as
Maslow’s theory (Maslow, 1943), McClelland’s theory of acquired needs (MacClelland, 1987), a
two-factor Herzberg’s motivation system (Herzberg et al., 2017) and the theory of <human relations»
(Mayo, 1946). Thus, A. Maslow (Maslow, 1943) proved that it was impossible to reduce all stimuli
that satisfy the physical process, as previously defined in psychology. Human nature is hierarchical:
the so-called natural needs are replaced by positive ones, and each of them affects human thinking
and actions. According to the MacClelland theory of acquired needs (MacClelland, 1987) certain
types of human needs are formed in human life from early childhood, which must be taken into ac-
count. Hertsberg’s two-factor motivation theory identified the causes of personal satisfaction and
dissatisfaction with activities and the reasons for increasing and decreasing productivity. The theo-
ry of «<human relations» (Mayo, 1946) substantiated the need to introduce collective forms of orga-
nization and stimulation of labor, creating a favorable moral climate in the company.

The third stage in the study of work incentives was the emergence of process and situational
areas of management, which proposed to introduce group material incentives and programs to im-
prove the psychological climate in the team, using flexible working hours (Lisciandra, 2007).

The next stage in the study of labor incentives problem was introduction of new areas in ma-
nagement such as socially responsible and ethical management; creation of the knowledge eco-
nomy concept. Its basic provisions are the development of innovative and intellectual potential of
the employee; actualization of the problem of corporate culture development (Rob et al., 2002)
and social partnership (Rajiani et al., 2016).

At the present stage of the research, scientists (Pendleton et al., 2017), (Auriol et al., 2008),
(Besley et al., 2005) have determined that an effective system of incentives and employee motiva-
tion is an important factor in developing and increasing the competitiveness of companies. Staff
incentives is the main component of the motivational process and manifestation of external moti-
vation. The company’s management is responsible for this primarily through the appropriate sys-
tem of remuneration.

At the present stage, there are many definitions of the essence of the «labor incentives» con-
cept, as it should cover all methods used in management, such as administrative, economic (ma-
terial), socio-regulatory. Thus, W. Ouchi (Ouchi, 1984) defines that labor incentive is a method to
influence a worker’s job behavior through motivation, based mainly on the material means of re-
ward, incentives and sanctions, which are wages. E. Galli (Galli, 2011) notes that work stimula-
tion is the process of motivating oneself and others to work to achieve one’s personal goals and
the goals of the company. D. Pruss (Pruss, 2008) believes that incentives is a system of selecting
stimuli that lead to increased performance of employees and bringing them into a certain subcon-
tracting, which ensures the achievement of the company’s goals.

Blyznyuk, T., Maistrenko, O., Kinas, I., & Pererva, |. / Economic Annals-XXI (2021), 191(7-8(1)), 127-137

129



ECONOMIC ANNALS-XXI
WORKFORCE ECONOMY, SOCIAL AND ECONOMIC POLICY

According to scientists (Bowers et al., 2016) the purpose of labor incentives is to reconcile the
interests of the company with the individual needs of its employees. Thus, achievement of the
company’s goal requires properly defined actions, harmonization of principles, methods, consi-
deration of classification of incentives.

Hence, the majority of modern companies face the following problems in the process of intro-
duction an effective incentive system for the company’s employees:

+ company employees lack skills and abilities to meet the requirements of the activity and stan-
dards. In this case, there is a need to train such staff;

+ job functions and personnel evaluation criteria are not clearly formulated and communicated to
employees who, accordingly, cannot understand what requirements are imposed on them by
the company’s management;

- the proposed incentives are not consistent with the internal goals of the staff, i.e. the existing
system of incentives to work in the company does not take into account the overall structure of
the employee motivation system;

* negative incentives dominate in the personnel incentives system, affecting people and causing
resistance;

- there is no flexible and efficient system of personnel assessment which reduces the efficiency
and quality of work, while managers do not receive enough information about the work results
of their subordinates;

- the incentive system opposes the established organizational culture of the company, i.e. does
not take into account values, traditions, rules and certain norms of staff behavior in the company;

+ the incentives offered in the system are not very important for the staff.

The remuneration system of modern company includes the base pay as the foundation of the
relationship between employer and employee, influencing job satisfaction and quality of work. In
addition to the base pay, most of European companies implemented additional remuneration sys-
tems to reward performance and motivate employees (Eurofound, 2016). These additional remu-
neration systems include performance-related pay, salaries in kind, supplemental social securi-
ty contributions and financial participation schemes such as profit sharing. The implementation
of these additional reward systems varies according to company characteristics. In Europe these
systems are more common in the private sector (with some national exceptions) as well as in cer-
tain economic sectors such as information and communications technology, finance and insu-
rance, and consultancy (Eurofound, 2016).

Nowadays one of the common approach for the additional remuneration system is perfor-
mance-based incentive payment system (Ogbonnaya et al., 2017) which takes one of two forms:
1) bonuses are offered to staff based on assessments of their performance. According to data from

the European Company Survey 2019 (Eurofound and Cedefop, 2020) 52% of European estab-

lishments use variable extra pay linked to individual performance. It was most prevalent form of
payment in financial services (55%) and in construction (47%) sectors. Also 40% of European es-
tablishments use variable extra pay linked to the performance of the team. It was most prevalent

form of payment in commerce and hospitality (43%), industry (36%) and transport (36%).

2) bonuses are offered as organization-wide incentives, such as profit-related pay or share
ownership. According to data from the European Company Survey 2019 (Eurofound and
Cedefop, 2020) 39% of European establishments use variable extra pay linked to the re-
sults of the company or establishment (profit-sharing schemes). It was most common form
of payment in financial services (44%).

Scientists (Ogbonnaya et al., 2017) proved in their study that only performance-related payment
system s positively correlated with job satisfaction, organizational commitment and high work intensity.

According to the European Company Survey 2019 (Eurofound and Cedefop, 2020) the introduction
of these additional remuneration systems based on performance-related payment system can en-
courage stronger business performance by linking employee reward to business objectives, recruiting
and retaining key employees and enhancing a company’s attractiveness as an employer,especially in
highly competitive environments. Moreover, employees welcome the introduction of these additional
remuneration systems, if employers apply them in a fair, controlled and transparent manner.

Therefore, the system of labor incentives should encourage staff to work more efficiently and
increase the success of the company as a whole by introduction or improvement of the additional
remuneration system based on performance-related payment system. According to the Euro-
pean knowledge (Eurofound and Cedefop, 2020), one of the sectors where the introduction of
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additional remuneration system based on performance-related payment system is common and
effective is commerce. That is why authors proposed to implement these systems at Ukrainian
private companies in the commerce sector.

2. Purpose
The purpose of this study is to develop and substantiate practical recommendations for im-
proving the additional system of remuneration for sales and service personnel of the private com-
pany from Ukrainian commerce sector (as part of the incentive system), which would increase the
efficiency of the personnel in it. Therefore, authors performed the following tasks during the study:
+ identified the main components of the incentives system for the company’s staff;
+ substantiated the main improvement stages in the remuneration system of the company’s per-
sonnel as a component of the system of personnel incentives;
- developed and substantiated an additional remuneration system of the company’s trade and
service personnel;
+ built a model for assessing the efficiency of the company’s trade and service personnel and
evaluated the effectiveness of the proposed additional system of remuneration for the compa-
ny from Ukrainian commerce sector.

3. Results

Based on the analysis results (Ferrer-i-Carbonell, 2005; Winter, 2004; Lyubitskaya, 2019), we
summarized the main components of the incentive system. Their implementation will allow the
company to function effectively in modern conditions (Figure 1).

The employee must know in what conditions he/she will work, what remuneration he/she will re-
ceive for strict compliance with working conditions and what restrictions will be imposed in case of
violation of these conditions. Therefore, the main component of the incentives system for the com-
pany’s staff is primarily an effective system of their remuneration, which, accordingly, consists of
two components: the system of basic remuneration and the system of additional remuneration.

Figure 1:
Key components of labor incentives system
Source: Authors’ development based on Brown et al. (2007), Charness et al. (2007) and Clark et al. (2010)
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Figure 2 shows the sequence of the remuneration system improvement as a component
of the company’s staff incentive system, developed based on the results of the analysis
(Brown et al., 2007; Charness et al., 2007; Clark et al., 2010).

Thus, at the first stage, we diagnose the existing remuneration system, including the analysis
of all available information to determine the maximum amount of possible compensation to the
staff. This analysis is based on the current practice of remuneration in the company, the compa-
ny’s capabilities, prices in the labor market, existing requirements for employees at this level and
profile and the existing socio-economic scales of remuneration. To determine the amount of sa-
laries, we analyze the main characteristics of employees (staff qualifications and their level of mo-
tivation). Building an effective system of labor incentives involves creation of a competitive sys-
tem of remuneration for employees who provide additional income or are the main driving force
in the team. That is why at this stage, we assess the effectiveness of the existing incentive system
by evaluating staff performance as a ratio between productivity and cost (including the degree of
rational use of resources). In this way, we achieve maximum effect at minimum cost (productivity,
quality and efficiency of staff).

At the second stage of the improvement sequence of the personnel remuneration system, we
determine the peculiarities of the personnel incentive system. It is necessary to analyze the strate-
gy of personnel management to stimulate work in the company, and determine whether the needs
of individual employees meet the forms of motivation used in the company. The managerial de-
cision-making in personnel decisions must be based on the key rule of effective work incentives
(Williamson et al., 1975): need and incentive generate motivation, so the main driving force influen-
cing staff should be incentives and the main purpose of motivation is to meet the needs of the staff
and the company at the same time. According to scientists (Klymchuket al., 2018), stimulation is
an effective tool and a decisive factor in influencing staff from the outside in the process of moti-
vational development. At the same time, different types of motivation are used to exercise such
influence on staff. Therefore, if the existing system of incentives for employees is not effective, it
must be improved because after taking into account the needs of the employees, you can provide
appropriate incentives to achieve the planned level of motivation.

Figure 2:
Sequence of improving the system of the company’s staff remuneration
as part of the system of personnel incentives
Source: Authors’ development based on Brown et al. (2007), Charness et al. (2007) and Clark et al. (2010)
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At the third stage, we analyze and allocate the levels of management and categories of staff,
compare positions and position instructions, specify the classification of positions according to
internal company values (according to the organizational culture of the company). It is necessary
to define and establish the values and desires of each employee as well in order to be able to de-
termine the expected level of remuneration at the next stage, clearly distinguishing between fixed
and variable part of wages.

At the fourth stage of the improvement sequence of the personnel remuneration system, we
define and adjust standard indicators of work evaluation of personnel and assignment of qualifi-
cation and surcharge for special working conditions for a constant part of the salary. Thus, as an
element of the permanent part, we can use different types of rewards: for contribution to the work
of the unit, for individual results, for goals, for the overall results of the company. As part of an ad-
ditional remuneration system, we can implement free systems, border systems or goal manage-
ment systems (Galli, 2011). It is also necessary to determine what the payroll procedure will be and
what forms of remuneration are best to use to stimulate these employees. Along with the develop-
ment of tangible incentives, there are other types and forms of intangible incentives (natural, ethi-
cal, organizational, etc.). As the scientist (Alderfer, 1972) notes, we should consider all features of
the company (requirements of its managers, features of the employees and workplaces, organi-
zational culture of the company) and the experience of other leading companies in this field.

The fifth stage is the direct development of recommendations to improve the remuneration
system (or introduction of the remuneration system, if it did not exist), as each company must
create its own remuneration system, based on appropriate criteria for assessing staff perfor-
mance, taking into account the basic rule of effective stimulation of the staff work.

Let us consider the example of sales and service personnel of the company from Ukrainian
commerce sector as a sector in which development (improvement) of additional remuneration
system is most prevalent form of payment for the staff according to the European data (Eurofound
and Cedefop, 2020).

Introduction of an effective system of additional remuneration for this category of employees
of the company can significantly increase their efficiency and, accordingly, affect the efficiency of
the entire company. For development (or improvement) an effective system of additional remu-
neration of trade and service personnel of the company, we have to choose priorities (criteria) of
performance-based incentive payment system for the Ukrainian company from commerce sector.
That is why it was developed decomposition of hierarchical model of prioritization alternatives of
development of the system of additional remuneration of trade and service personnel of the com-
pany based on the Saaty’s approach (2012).

The first stage of this approach (Saaty, 2012) is decomposition that is consider dominant hie-
rarchies, which are built from the top (aim - the point of view of management) through interme-
diate level of criteria on which subsequent levels depend, to the lowest level (list of alternatives),
which is shown in Figure 3.

According to the Figure 3 the development of an effective system of additional remuneration of
trade and service personnel of Ukrainian company from commerce sector is based on such criteria

Figure 3:
Decomposition of prioritization for the development (improvement) of an additional remuneration
system of trade and service personnel of Ukrainian company from the commerce sector
Source: Authors’ own development
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(priorities) as current profitability,promising profitability,increasing labor productivity and solven-
cy of company.

The second stage of this approach (Saaty, 2012) is the construction of matrix of pair wise com-
parisons for each of levels. Elements of levels are compared with each other regarding their effect
on the guiding element, and, according to the rule, when composing matrix, the relative impor-
tance of the left elements of the matrix is compared with the elements at the top. The results of a
pair wise criteria comparison for selecting criteria (priorities) for the development of an effective
additional remuneration system of trade and service personnel of Ukrainian company from com-
merce sector based on pair wise judgments evaluations are presented in Figure 4.

The analysis of relative importance of all criteria is the third stage of the approach (Saaty, 2012).
This stage is included calculation of the priority alternatives for the development of an additional
remuneration system of trade and service personnel of Ukrainian company from commerce sec-
tor: the matrix of pair wise comparisons; components of the eigenvector of matrix; the norma-
lized vector of matrix;index of consistency and ratio of consistency. Table 1 shows the results of
this stage.

According to the Table 1 as an alternative, the development of a system of bonuses based on
the results of certification maximizes current profitability and a high value of company solvency.
Introduction of a system of bonuses for the sale of exclusive goods or services, as an alternative,
is a priority from the standpoint of social programs, while implementation of a percentage of total
sales, as an alternative, is a priority from the standpoint of long-term profitability.

Figure 4:
Comparison of criteria determining priorities for an effective additional remuneration system
of trade and service personnel of Ukrainian company from commerce sector
Source: Authors’ own development

Table 1:
Value of the normalized alternatives vector for the development of an additional remuneration
system of trade and service personnel of the company

Normalized matrix vector
Criteria by the criterion | by the criterion by the criterion by the criterion
of current of promising of increasing labor of company
profitability profitability productivity solvency
Bonus according to the results of certification 0.64 0.10 0.06 0.26
Bonus for the sale of exclusive food and drinks 0.10 0.26 0.74 0.10
Percentage of total sales 0.26 0.64 0.21 0.64
Consistency index 0.02 0.02 0.06 0.02
Consistency ratio 0.03 0.03 0.10 0.03

Source: Authors’ own study
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Thus, according to the modeling results by the Saaty’s approach (2012), we determine that the
priority of development an additional remuneration system for the trade and service personnel of
Ukrainian company from commerce sector is the introduction of a percentage of total sales that
exceeds the established (planned) volume as its basis.

Let us prove the expediency and efficiency of such an additional remuneration system of
trade and service personnel of Ukrainian company from commerce sector by assessing its ef-
fectiveness. To do this, we build a regression model to assess the productivity level as one of
the main indicators, quantitatively reflecting the staff efficiency. Authors have analyzed data
of 37 (medium- and small-sized business) companies of Kharkiv region of Ukraine from com-
merce sector during three years. These data are included 24 different performance indicators:
the amount of material incentives in the total amount of the salary fund;the rate of return on
sales; turnover rate; return on assets; the coefficient of suitability of fixed asset; the turnover
ratio; the rate of growth of fixed assets; material efficiency; turnover ratio on admission; spe-
cific labor intensity per 31.41 EUR (exchange rate 31.83 UAH per 1 EUR);profitability ratio of
fixed assets; profitability ratio of current assets; depreciation ratio of fixed assets; profitability
ratio of main activity; asset turnover ratio;turnover ratio of current assets;staff efficiency;salary
profitability;the productivity level of sales and service personnel,etc. Based on the results of
analysis values of Student’s {-test and the results of correlation analysis of these data authors
selected five key factors that are the most significant indicators of productivity level of sales
and service personnel of companies from commerce sector in Ukraine. Consequently, a five-
factor model was built, assessing the productivity level of sales and service personnel in the
company:

Y=0.1156 X, + 0.0527 X, + 0.5341 X; + 0.1631 X, + 0.8293 X, + 0.2218,

where:

Y - the productivity level of sales and service personnel in the company;

X, - specific labor intensity per 31.41 EUR;

X, - return on assets;

X, - the amount of material incentives in the total amount of the salary fund;
X, - staff efficiency;

Xs - salary profitability.

The article determines that the variation of factors included in the model has led to changes in
productivity of trade and service personnel in the company (Y) by 95.85%. The error probability is
4.15%. Itis due to the influence of external, qualitative factors on this indicator (Y)and less statisti-
cally significant factors not included in the model. Despite these shortcomings, the obtained model
is statistically significant and adequate. This confirms the coefficient of determination and the value
of Fisher’s F-test, although its critical value is lower than the calculated one (F,,,(0.05; 5; 31 )=2.53).
The statistical significance of the factors can be assessed using Student’s i-test, so the critical va-
lue of this criterionat =0.05and k= 31 is 2.04, which is lower than the calculated values. Thus, all
factors included in the model are statistically significant. Consequently, the results of model con-
struction by step wise regression method with inclusion and step wise regression with exclusion are
identical.

Authors have tested multicollinearity of factors as well, based on paired correlation coefficients.
Since the pair wise correlation coefficients of the independent variables do not exceed 0.5, the con-
structed model eliminates multicollinearity, making the obtained model more reliable. To estimate
the auto correlation of the model, the author calculated the Darbin-Watson criterion. Its value equals
to 1.602095 and is within the critical values (1.16 and 1.8), which does not allow us to determine the
auto correlation of the model accurately.

The article gives a forecast of the integrated indicator of labor productivity level, on the as-
sumption of predicted values of independent variables, using the software package Statistica 8.0
trend line (Table 2).

According to the calculations, salary profitability is the first important factor influencing the pro-
ductivity of sales and service personnel in the company from Ukrainian commerce sector. The
amount of material incentives in the total amount of the payroll is the second most important fac-
tor affecting labor productivity in the company from Ukrainian commerce sector. In general, all
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Table 2:
Forecasting the productivity level of trade and service personnel
Variable Predictive value for the variables: Var;
Specific weight Value W-weight
*Value
Var, 0.115602 2.310700 0.267122
Var; 0.052697 -0.738300 -0.038906
Var, 0.534046 0.239700 0.128011
Vars 0.163105 0.489600 0.079856
Vars 0.829304 0.156200 0.129537
Free variable 0.221838
Predictive value 0.787458
-95.0% Profit 0.633232
+95.0% Profit 0.941684

Source: Authors’ own calculations using Statistica 8.0

the factors included in the model determine the growth of labor productivity. However, the most
important thing is that this model proves that the introduction of a percentage of total sales that
exceeds the established (planned) volume, as the basis of an additional system of remuneration
of sales and service personnel of the company from Ukrainian commerce sector, will directly in-
crease their productivity.

4. Conclusions

The research on the development and justification of practical recommendations for improving
the system of additional remuneration of sales and service personnel of the company from Ukrai-
nian commerce sector as part of the incentive system, the authors obtained the following results:

1) identified the main components of the system of incentives for the company’s staff, namely: the
main types of tangible and intangible incentives; work stimulation tasks, such as group, organi-
zational, social and individual; principles of stimulation (selectivity, programming, behavior and
cohesion); and the main forms of stimulating staff work. All these components directly affect the
efficiency of the payroll system in the company.

2) substantiated the main stages of the improvement sequence of the company’s staff remu-
neration system as a component of the personnel incentive system. Their introduction in the
company will create its own remuneration system based on relevant criteria for evaluating the
company’s personnel and the basic rule of effective staff incentives.

3) developed and substantiated the system of additional remuneration of trade and service per-
sonnel of the company from Ukrainian commerce sector. It was determined that the basis of de-
velopment an additional remuneration system of trade and service personnel of the company
was introduction of a percentage of total sales, which exceeded the established (planned) vo-
lume, as the main priority.

4) built a model for assessing performance efficiency of trade and service personnel. This sub-
stantiates the five-factor model for assessing the productivity level of sales and service person-
nel in the company from Ukrainian commerce sector, including the productivity level of sales
and service personnel in the company, specific labor intensity, return on assets, the amount of
material incentives in the total amount of the salary fund, staff efficiency and salary profitabili-
ty of this model, the authors proved effective introduction of an additional remuneration system
for trade and service personnel of the company from Ukrainian commerce sector and evalua-
ted the effectiveness of the proposed additional system of remuneration.

Further on, authors will continue studying the problem of staff incentives by working out prac-
tical recommendations for the development and justification of the basic salary system for sales
and service personnel of the company from Ukrainian commerce sector.
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