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STATE REGULATION OF FORMATION SMALL AND MEDIUM BUSINESSES
QUALITY DEVELOPMENT BASED ON GRADING

Abstract. Determination of grading as a modern and progressive mechanism for
motivational influence and confirmation of professional competence of employees, based on the
implementation of the principles of transparency and fairness. Methodology include
methodological, scientific and theoretical analysis of the literature on the problem under study.
Based on analysis of the study the main methods of evaluating positions in the organization through
grading are highlighted. In particular, there are the main negative (the need for significant
investment in the development, implementation and operation; the need for professionals for initial
work; procedure for moving between grades causes various problems (organizational, financial,
psychological); there is a great probability of subjective approach in the development and
evaluation grades) and positive (allows to streamline payroll avoid subjective approach to
remuneration; improves handling human resources management etc.) sides of grading. Descriptive
levels of job evaluation by factors (Human Resources Management, Independence of the Work,
Labor Conditions, Level of Specialized Knowledge, Level of Communication Skills, Complexity
and Novelty of Tasks, Cost of Failure) are developed and system of grades is created. The
importance of advanced methods of payroll in the modern small and medium—sized businesses and
ensuring development of this area with application of state regulation mechanisms are justified. The
results obtained are unified and recommended to the state authorities of Ukraine for use in small
and medium enterprises.

Keywords: Grading, Evaluation of Positions, Government Regulation, Small and Medium
Businesses.
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AEPXABHE PETYJTIOBAHHA ®OPMYBAHHA AKICHOIO PO3BUTKY
MAJIOIo TA CEPEAHBOIO BISBHECY HA OCHOBI TrPENOUHTY

AHoTanisi. MeToro CTarTi € BU3HAYCHHS TPEUIMHTY SIK CYy4aCHOTO Ta IMPOTPECHUBHOTO
MEXaHI3My MOTHBAIIITHOTO BIUTMBY Ta MiATBEPHKEHHS MPOodeciitHOi KOMIETEHTHOCTI MpalliBHUKIB
Ha OCHOBI BMIPOBAKEHHS MPUHLUIIB MPO30POCTI Ta CHpPaBEIIMBOCTI. MeToaMKa MOCHiHKEHHS
BKJIIOYA€ METOJOJIOTIYHUN, HAYKOBUH Ta TEOPETHUHHUI aHali3 JiTepaTypd 3 IOCHIHKYyBaHOI
npobiemu. Ha mifgcTaBi aHamizy MOCHIIKEHHS BHIIIJICHO OCHOBHI METOAM OIIIHKM TIO3WINA B
opranizarii yepe3 rpedauHr. B cTaTTi BUIIEHO OCHOBHI HeraTHBHI (MMOTpeOye 3HAYHUX BUTPAT HA
pO3pOOKyY, BIPOBAKEHHS 1 (YHKI[IOHYBaHHS; HA TTOYATKOBY PO3POOKY CHCTEMHU TPEHIIB TIOBHHHI
Opatucst TipodecioHaIM;, TOPSIOK TEPEMINIEHHS MK TpelaMu BHUKJIMKA€E pi3HI MpoodieMu
(opranizariiiai, piHaHCOBI, TICHXOJIOT1YHI); € BEJIMKA BIPOTIIHICTh CY0'€KTMBHOTO MIAXOMY il Yac
pO3poOIIeHHs i OLIIHIOBaHHS TPEiiliB) Ta MO3UTHUBHI (J103BOJISIE palfioHai3yBaTH GOHJ 3apo0iTHOL
IUIaTH, YHHUKAIOYHM CYyO0'€KTHBHOTO MIAXOAY JO BHUHATOPOIM; MOKpAIIy€e YIPABIIHHA KaJIPOBHMH
pecypcamMu TOIIO) CTOPOHH TpernuHry. Po3po0neHo ommcoBi piBHI OIIHIOBAaHHS IOCaa 3a
(dakTopamu (yIpaBJIiHHS TIEPCOHAIOM, CAMOCTIHHICTh B POOOTI, YMOBH Ipalli, piBEHb CIEIiaThbHIX
3HaHb, PIBEHb KOMYHIKaIliiHMX HABUYOK, CKIQJHICTh i HOBM3HA 3aBJaHb, I[iHA TOMMWJIKH) Ta
CTBOPEHO cHCTeMy TpeiniB. OOIPYHTOBAaHO BaKIMBICTh IMEPEAOBUX METOMIB (opMyBaHHS
3apo0ITHOT MJIATH B Cy4acHUX MaJIUX Ta CEPEIHIX MIAMPUEMCTBAX Ta 3a0€3TMEUYCHHS PO3BUTKY ITiET
cdepu i3 3aCTOCYBaHHSIM MEXaHI3MIB JIEpP>KaBHOTO peryitoBaHHA. OTpumaHi pe3yibTaTd MaioTh
yHi(IKOBaHUN BUIJISIA Ta PEKOMEHOBaHI JEpKaBHUM opraHaMm YKpaiHU Jii BUKOPHUCTaHHS Ha
MaJXx Ta CepeAHiX MiAMPUEMCTBAX.

KuarouoBi cioBa: rpeluHI, OIIIHIOBAaHHS I0OCaJ, JEp>KaBHE pEryJlOBaHHS, Maluil Ta
cepenHii Oi3HecC.

®opmyn: 2; puc.: 0; Tabmn.: 5; 616s.: 10

Covtuenko B. B.

Joxmop nayk no eocyoapcmeeHHoMy YnpasieHuro, 0oyeHm

Hnenponemposckuil 20Cy0apcmeenHblil acpapHO—IKOHOMUYECKULl YHU8epCUmen,
Ykpauna; e-mail: viktorsich@bigmir.net

Mapenuuenko B. B.

KaHouoam Hayk no 20cy0apcmeeHHOMY YAPAGIeHU, Npenooasamens
Jnenponemposckuil 20Cy0apCcmeenHblil a2papHO—IKOHOMUYECKUT YHUGEePCUmMen,
Vrpauna, e-mail: marenichenkov@gmail.com

Koswvipesa E. B.

Jokmop sxoHOMUUEeCKUX HAYK, OOYeHMm

Hayuonanvnoiti papmayeemuueckuii ynueepcumem,

Ykpauna; e-mail: kos_74@bk.ru

Cmpanuyk C.HU.

Kanouoam skonomuueckux nayx, cm. npenooagameins

Hayuonanvuuiii papmayesmuueckuii ynueepcumem, Yxkpauna

e-mail: baysvetlana@gmail.com

rOCYOAPCTBEHHOE PEIYJIMPOBAHME ®OPMUPOBAHUA KAYECTBEHHOIO
PA3BUTUA MAJNTOIro U CPEAHEIO BUSHECA HA OCHOBE TrPEUAVHIA
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AHHoTauusi. B cratbe [maHO oOmnpeneneHUe TPEeUMHIY KaK COBPEMEHHOTO U
IIPOrPECCUBHOTO MeXaHU3Ma MOTHBALIMOHHOTO BO3JEHCTBUS u HOJTBEPKICHUS
npodeccnoHabHOM ~ KOMIIETEHTHOCTH  paOOTHMKOB HAa OCHOBE BHEAPEHHUS  IMPHUHIIUIIOB
MIPO3PAaYHOCTH U CIPABEUVIMBOCTH. MeETOauKa HCCIEN0BAaHUS BKJIKOYAET METOAO0JIOTMUECKHH,
Hay4YHBIH W TEOPETUUYECKUM aHalu3 JUTEPaTyphl IO HcciexyeMoil mpobieme. Ha ocHoBanum
aHaJIM3a MCCIEN0BAaHUS BBIIEIEHBI OCHOBHBIE METOJABl OLIEHKHM IO3ULUN B OpraHU3alMu 4epe3
rpedauHr. PesynbraTamMu WuUCIEeOBaHUS CTald  BBIJEJICHHE OCHOBHBIX HEraTHBHBIX (Tpelyer
3HAYUTENbHBIX 3aTpaT Ha pa3paboTKy, BHEApPEHHE M (PYHKIMOHUpOBAHHME, HAa HAYaIbHYIO
pa3paboTKy CHUCTEMBI TPEMIOB JOJIKHBI MPUHUMATHCS MpodeccHoHallbl, MOPSAOK MepeMenIeHHs
MEXAy TpeiiaMu BbI3BIBACT pa3lWyHble NpoOIeMbl  (OpraHU3alMOHHBIE, (PUHAHCOBBIE,
TICUXOJIOTUYECKUE), €CTh OOJbIIass BEPOATHOCTh CYOBEKTHBHOTO IOAXOAa TNpH pa3paboTKe u
OILIGHKE TPEIIOB) M MOJOXKUTENbHbIE (IIO3BOJISIET pallMOHAIN3UPOBaTh (HOHA 3apaOOTHOM TMIIATHI,
n3zberass CyOBEKTMBHOTO TIOAXOJAa K BO3HAarpaXICHHIO, YJYYIIAeT YIMpaBICHUE KaJIpOBBIMU
pecypcamu U T.J.) CTOPOH rpeiaunra. PazpaboTanbl onucaTeNnbHbIE YPOBHU OLIEHKH JOKHOCTEH
o ¢axTopam (ympaBlieHHE TIEPCOHAIOM, CAMOCTOSITEIBHOCTh B padOTe, YCIOBUS TPy/Aa, YPOBEHb
CHeIMalbHBIX 3HAHHUM, YPOBEHb KOMMYHHUKAIIMOHHBIX HABBIKOB, CIIO’KHOCTh M HOBH3HA 33]1a4, II€Ha
omuOKM) 1 co3aaHa cucrema rpeiiioB. O00CHOBaHA BaXKHOCTb MEPEOBBIX METOI0B (POPMHUPOBAHUS
3apaboOTHOM MJIaThl B COBPEMEHHBIX MaJllbIX M CPEAHHMX MPEANPUATUAX M 00eCleYeHHs] Pa3BUTUS
9TON c(epbl ¢ MPUMEHEHHEM MEXaHW3MOB TOCYAapCTBEHHOTO perynupoBaHus. IlomydyeHHbie
pe3ynbTaThl UMEIOT YHU(DHUIIMPOBAHHBIA BUI M PEKOMEHIOBAHBI TOCYAAPCTBEHHBIM OpraHam
VYKpauHsbl 1J1 UCIOJB30BaHUs HA MAJIBIX U CPEIHUX IPEATPUITUSIX.

KiaroueBble  cjioBa:  TpelAWHT,  OIEHUBAHUE  JOJDKHOCTEH,  TOCYyIapCTBEHHOE
peryiupoBaHue, Majblid U CpeHUI Ou3Hec.

@opmyn: 2; puc.: 0; Tabm.: 5; 6ubmn.: 10

Introduction. There is growing need to improve the efficiency of state regulation and
optimal pay system and incentives for workers in the enterprise at the current stage of the business
sector in Ukraine. Pay system that is used in most modern enterprises in Ukraine are outdated. First
of all, this is due to mismatch results of work and responsibilities of workers who hold similar
positions in terms of importance.

Perfect and efficient distribution of pay system was the subject of study of many researchers
and practicing managers. Obviously the more workers in the organization, the more difficult to find
the optimal variant of the distribution of payment. Often payment is not really reflecting the burden
on staff and uses its professional skills.

Currently, there is the need to find solutions to this problematic issue, proposed to
implement using grading — system of ranking and evaluation of each position in the organization in
many ways. This system has limited using today in Ukraine, while in industrialized countries in
business is widespread.

Paper objective. The purpose is to study the efficacy of grading for forming effective
development of small and medium businesses.

The objectives of the study are to analyze the algorithm of grading, searching positive and
negative aspects of grading and development of evaluation positions system (grade system) based
on research of small and medium business in Ukraine.

Analysis of recent research and publications. Contribution to the analysis and study of
pay and incentives effectively were made known scientists: T. Gorchakova, L. Zaporozhan, Y.
Karpushin, I. Katkovskaya, O. Camp, V. Kotova. The reform of pay system and elaborated
significant international experience are investigates in their research papers.

Problem statement. At the same time there are remained many questions about as the
introduction of new pay systems and incentives for enterprises and effective mechanism of state
regulation. Based on the above works should be noted that presently general theoretical framework
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of remuneration and promotion of employees are formulated, but outlined issues require additional
research.

Discussion. The article determines grading as a modern and progressive mechanism for
motivational influence and confirmation of professional competence of employees, based on the
implementation of the principles of transparency and fairness based on research of relevance
effectiveness of payment of labor and incentives for workers at small and medium businesses.

Grading is a system of job categories that combines various positions of a single system
based on uniformity and significance of work and quality of work for individual employee [3].

Grading is defined as a procedure or system of procedures for the evaluation and ranking
positions, in which positions are divided into groups or grades according to their value to the
enterprise.

Accordingly, grade is a group of positions with same value for the enterprise. Number of
grades may vary from 3 to 20. Each grade corresponds to the payment of labor grade, or «plug
payment of labor», which may be periodically reviewed, but the system of grades remains the same
[4].

The difference grading from the national classification of positions is that it combines all
positions of a single system, form a single coordinate system, where one category could include one
post of the various business units.

Mechanisms of incentives, competencies, career (an integrated system of corporate
behavior) are created with grading control. At the present stage of development grading is the most
popular method of calculating salaries in developed countries, to some extent, is gaining popularity
in Ukraine.

Such a system of job evaluation and payment of labor are using more than in 7,5 thousand
US and European companies, including Kodak, Pepsi, IBM, BMW, and more than 1,2 thousand
companies in 11 countries in Asia and the rest of the world. In Ukraine, some of the provisions of
this system are using in «Interpipe» [2].

Usually, the company is recommended to use grading for following conditions:

— lack of mechanisms for monitoring and control pay system;

— uncontrolled growth of payroll fund through improper payments to employees, personal
needs, the introduction of bonuses;

— payment for new employees at the same position as unreasonably higher than previously
employed workers, which reduces motivation;

— rate schedule is constructed so that specialist without category can receive as much as
Director (blurring of rate schedule);

— payment of labor is unbalanced regarding labor market [1].

However, grading has some disadvantages: the need for significant investment in the
development, implementation and operation; the need for professionals for initial work; procedure
for moving between grades causes various problems (organizational, financial, psychological); there
is a great probability of subjective approach in the development and evaluation grades.

Grade system optimizes payroll and needs funds to support its application in action.
Analysis of the introduction of grading and the expected economic benefits — is the main issue that
needs to be addressed. In modern Ukraine grading justified primarily in large companies where the
structure is quite cumbersome, but should take into account the experience of developed countries,
where small and medium business actively uses similar mechanisms.

Today there are various methods for determining the value of positions in the company, of
which we have used non—analytical method (paired comparisons) and analysis (factor method and
the method of evaluation points).

Results. Analysis of previous studies has shown the importance and relevance of grading
using in the current economic conditions. In our case, the result of research is the development of
grading system for small and medium businesses.

208



One of the easiest methods is non—analytical method of paired comparisons. The matrix of
pairwise comparisons of positions is created for that (Table 1). Important (valuable, more
significant) / less significant position in the pair is indicated using the symbols "+" / "-"
respectively. With almost equal importance of positions is put the sign "=". Thus, the vertical and
horizontal positions are compared (for example, the positions of "Director" and "Accountant" are
compared — the position of "Director" more significant, so it is put in front of the sign "+", and the
position "Accountant" — less important, so put a sign "-"). In reality, this method has a rather
subjective character and with the number of positions is complicated.

Table 1
The matrix of pairwise comparisons of positions, «+»/«—»
Position
z2 | 2 |, .
= %| E S |o2 & o
= S =] o = - 0| .= 5 o0
Position 2 = |8 E| § S |25 2o g Sum Grade
) 5 |2 2| o s 2| & 8 S «r»
S| 3|58l 2| E|Ts| 28 =
51 2|78 5|3 28|28 2
= = T
S| O
Director + + + + + + + 7 1
Accountant — = = = + + + 3 2
Chief agronomist — = = = + + + 3 2
Chief Economist — = = = + + + 3 2
Chief mechanic — = = = + + + 3 2
Specialist of labor safety — — — — — + + 2 3
Advertising manager — — — — — — = 0 4
HR Manager — — - — - - = 0 4

Among the analytical methods we used factor method and the method of evaluation points.
Combined, these two methods allow to quantify the importance of positions on a number of factors
and compare them with each other. We have developed descriptive levels of positions for
evaluation factors to determine clear criteria for evaluation.

First, Human Resources Management — HRM, which includes the following levels: lack of
subordinates; Periodic coordination of workers; coordination of a small group of subordinates;
coordination of a large group of subordinates; management unit; group management units.

Secondly, Independence of the Work — IW: long—term reproductive (all activities on the
sample); reproductive middle term (task on the sample); reproductive brief (certain actions on the
sample); reconstructive short—term (periodic management decisions); reconstructive long—term
(permanent management decisions); creative (activities include creativity, necessary for as
analytical and creative thinking).

Thirdly, Labor Conditions — LC: optimal conditions (to maintain a high level of efficiency are
created the preconditions); acceptable conditions (level of harmful factors allowed); hazardous
working conditions mild (causing functional changes beyond the physiological fluctuations and
increase the risk of damage to health); hazardous working conditions the average degree (can cause
persistent functional impairment); hazardous working conditions severe (possible occupational
diseases); dangerous (extreme) conditions (a threat to life, a high risk of severe forms of
professional lesions)

Fourthly, Level of Specialized Knowledge — LSK, that are necessary to perform the duties in the
position: requires no special knowledge; expertise for specific actions; expertise for a specific task;
expertise for all of in the position; expertise for all activities as plus some special knowledge
required to work within other divisions; comprehensive expertise of the entire organization.

Fifthly, Level of Communication Skills — LCS, requiring the position: almost no contact with
people; weak vertical communication (the hierarchy of power); Vertical communication medium,;
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strong vertical communication; strong vertical communication plus weak horizontal
communication; strong both vertical and horizontal communication.

Sixthly, Complexity and Novelty of Tasks — CNT: Novelty zero (fully standardized tasks); quasi
novelty (minor deviations in the functions of the old problem); minor novelty (changing the
essential features of the old problem); Average novelty (completely new task with a low complexity
implementation); high novelty (completely new task with the average complexity of
implementation); absolute novelty (completely new task of high complexity implementation).

Seventhly, Cost of Failure — CF: error does not affect the results of the work; little impact, which
does not affect performance; the average impact that violates only temporal aspects of the work;
high impact that violates performance of certain work; very high impact that violates all their work;
catastrophic effect that stops all the work.

Further, the coefficients of factors evaluation weight are defined (Table 2) and points scale
evaluation of positions is created (Table 3).

Definition weight of factors evaluation through the system of grading:

HRM(%) + IW(%) + LC(%) + LSK(%) + LCS(%) + CNT(%) + CF(%) = 100 % (1)
Table 2
The coefficients of factors evaluation weight, %
Ne Factor evaluation The coefficients of weight
1 HRM 15
2 W 15
3 LC 10
4 LSK 15
5 LCS 15
6 CNT 15
7 CF 15
Table 3
Points scale evaluation of positions, point
. Level evaluation
Ne Factor evaluation 1 > 3 4 5 6
1 HRM 0 3 6 9 12 15
2 IW 0 3 6 9 12 15
3 LC 0 2 4 6 8 10
4 LSK 0 3 6 9 12 15
5 LCS 0 3 6 9 12 15
6 CNT 0 3 6 9 12 15
7 CF 0 3 6 9 12 15

The calculation for evaluation of positions based points scale using Coefficient of Grading — CG
are offered:

CG = HRM (level 1-6) + IW (level 1-6) + LC (level 1-6) + LSK (level 1-6)
+ LCS (level 1-6) + CNT (level 1-6) + CF (level 1-6) (2)

The results for the evaluation of certain positions for small and medium business in Ukraine
average statistical are shown in Table 4.
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Table 4
The results for the evaluation positions, point

Position Evaluation by a factor Sum of points
1 2 3 4 5 6 7
Director 15 15 | 2 15 15 9 12 83
Accountant 12 12 | 4 12 9 3 15 67
Chief agronomist 12 12 | 8 12 12 12 9 77
Chief Economist 12 12 | 2] 12 15 9 12 74
Chief mechanic 12 9 6 9 9 9 9 63
Specialist of labor safety 6 9 2 9 6 3 6 41
Advertising manager 6 9 0| 15 15 12 6 63
HR Manager 15 12 | 0| 12 15 6 6 66

Then, there is the formation of grades. In our case, the minimum score is 41, maximum — 83, and
thus should combine all positions in three grades. To 1st grade we w include positions, which have
entered into 40 to 60 points, 2nd — from 61 to 80, 3rd — 81-100. There are the positions that are
compared, much more as the grade that they describe, in practice. System of grades (in descending
order) is shown in Table 5.

Table 5
System of grades for agribusiness
Position Grade Sum of points
Director 3 83
Accountant 2 77
Chief agronomist 2 74
Chief Economist 2 67
Chief mechanic 2 66
Specialist of labor safety 2 63
Advertising manager 2 63
HR Manager 1 41

After forming grades there are need to set ranges to determine primary (basic) salary for the
positions that entered into each grade.

Conclusions. As a result of the research grading application for small and medium
enterprises in modern conditions is justified. Descriptive levels of job evaluation by factors
(Human Resources Management, Independence of the Work, Labor Conditions, Level of
Specialized Knowledge, Level of Communication Skills, Complexity and Novelty of Tasks, Cost of
Failure) are developed and system of grades is created. The importance of advanced methods of
payroll in the modern small and medium-sized businesses and ensuring development of this area
with application of mechanisms of state regulation are justified.

Development levels for evaluation of positions on the factors, in our opinion, have a unified
appearance and can be recommended for state authorities of Ukraine for use in small and medium

businesses.
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