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Abstract. The article describes the formation features of modern
remuneration systems, taking into account the main aspects and methods of labour
organization in foreign countries. It also determines the requirements for
compulsory salary increase in certain foreign countries. The article focuses on the
observers’ forecast of remuneration level changes and the formation of five trends
in employee salary and additional payments, such as: regular bonus payments for
performance; transparent remuneration; more employees will receive bonuses;
analysis of equity aimed at remuneration payments; the formation by states of their
own minimum wage policy. It notes that there has been a positive economic change
and an increase in demand among states due to increased political influence on the
establishment of minimum wages.

The data on the minimum wage for January 2020 has been studied and it
was pointed that in 2020 Ukraine took the fifteenth place out of 54 countries in the
growth rating of minimum wages in the world. Moreover, the main components of
the system used at enterprises to provide incentives and increase productivity of
employees have been determined. It is also noted that in some foreign countries
there is a tendency to regulate and establish maximum wages of intellectual
workers. The article gives a comparative analysis of wages of intellectual workers
versus manual workers; and it indicates that the wages of intellectual workers are
on average higher than wages of manual workers: in Germany — by 20%; in Italy
and Denmark — by 22 %; in Luxembourg — by 44 %; in France and Belgium — by
61 %. In comparison with qualified workers, craftsmen earn more: in Germany —
by 15%; in the Netherlands — by 23 %, in France — by 30 %, in Belgium — by 40 %.
In the United States, lower-level executives (craftsmen, group and sector leaders)
have an annual income on average 1.5 times higher than an annual income of
manual workers.

The article points out that foreign countries tend to use and combine various
remuneration systems, each of which consists of two parts: basic (permanent) and
additional (variable). It has been suggested to improve and develop new
approaches to provide incentives for employees of domestic enterprises that will
have a positive impact on their performance.
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Actuality. Salary is the main tool for managing human resources that are
used to increase employee motivation and efficiency. Therefore, when forming the
system and stages of the payroll process, it is necessary to use such significant
principles as transparency, equality and justice.

The fight against global competition and the concentration of the main costs
on employment is an important and leading task of foreign multinational
organizations which is set in order to attract and retain highly qualified employees.
The complexity of this task is determined by the differences in the use of the
remuneration systems and its motivation in different countries. Competitive salary
increase, additional and incentive payments, bonuses, allowances are only part of
the global payment scheme, which is interconnected and well-known in foreign
countries.

Analysis of recent research and publications. A significant number of
foreign and Ukrainian scientists focused their studies on the researching of the
remuneration systems and the features of its accounting, in particular: Balan A.D.,
Dergacheva V.V., Koloberdyanko I.1., Luchko M.R. Since the policy of foreign
experience in building a remuneration systems is constantly changing year by year,
further research in this area is necessary and systematic.

The purpose and research of the article is to study the features of the
formation of modern remuneration systems taking into account the main aspects
and methods of work organization in foreign countries and their adaptation to
national conditions.

Materials and research methods. The research is conducted on the basis of
the following methods of inquiry: synthesis and analysis, comparison and
generalization, grouping, scientific inquiry, retrospective analysis, etc.

Research results and discussion. In foreign countries, there is a necessity
of defining mandatory and standard methods of payment that are inherent in other
countries; it ensures the economic management of the global workforce. A
developed global strategy allows foreign enterprises to interpret taking into

account the practice and requirements for remuneration in each competing country.



When remuneration methods are mandatory, there is no other choice but to
follow, but when the company's remuneration strategy does not correspond to
typical local practice, the company should consider how each approach positions
them in the local market. Although it is often better to adapt to the local approach,
there are cases when following a global strategy can differentiate the employer and
make them especially attractive to the most needed employees [1].

Multinational organizations place high value on employment costs to
achieve the expected result. Increasing salaries is a major challenge to competing
enterprises. Using the data in table 1, we give a comparative description of
individual countries regarding the requirements for a compulsory wage increase.

1. The requirements for a compulsory wage increase in foreign countries

Country Requirements
Most countries in  America | systematic recalculation and increase of official salaries of
(including Canada) employees is not provided
Brazil compulsory salary increase at any level
Colombia union agreements require a mandatory increase only to

employees receiving the minimum wage

Finland, Germany, Sweden, | salary increase is not provided
Thailand, Japan, Indonesia and

India

Turkey, Denmark salary increase is carried out in enterprises that have a joint
workforce

Great Britain, Poland no mandatory salary increase

Reference: [3].
In 2020, according to the observers’ forecast of remuneration level changes,
there are expected to be 5 trends in employee remuneration and additional

payments, in particular:

— regular bonus payments for performance;

— transparent remuneration;

— more employees will receive bonuses;

— analysis of equity aimed at remuneration payments;

— the formation by states of their own minimum wage policy [3].



Starting with 2019, there has been an increase in political influence aimed at
establishing of the minimum wage, which led to a positive economic change and
an increase in demand among states. According to the diagram (Figure 1), the data
on the minimum wage for January 2020 has been studied. In 2020 Ukraine took the
fifteenth place out of 54 countries in the growth rating of minimum wages in the
world (the minimum wage was $ 153, 82). Among the countries with the highest
minimum wage, Australia is in the lead, a minimum wage there is $ 2,389.9. The

lowest minimum wage is in Georgia—$ 7.7 [2].

Figure 1. Minimum National Wage Data [2]

Year by year the incentive system of remuneration is being improved and
expanding with new elements. Table 2 shows the main components that are used
in enterprises to provide incentives and increase productivity of employees.

2. The system of incentives and increasing labor productivity of employee

No Methods of increasing labor productivity

1 | The tariff system is used as a tool for differentiating remuneration.

2 | In European countries, there are systematic innovations in the system of employee
incentives.

3 | When calculating employee remuneration, individual performance, qualifications, speed
and quality of work performed are taken into account.

4 | Maximum wages to provide employee incentives for intellectual workers versus manual
workers.

5 | The leading positions of using specifically an hourly rate of pay in enterprises when
hiring, relatively imperfect management of a piecework payment system




6 | Incentive of employees engaged in the product sales is carried out through the direct
dependence of the size of their salary on product sales indicators.

Reference: [4].
In some foreign countries there is a tendency to regulate and establish
maximum wages of intellectual workers. Figure 2 analyses and gives a

comparative characteristic of wages of intellectual workers against manual

workers.
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Figure 2. Percentage of wages of intellectual workers against manual
workers [5]

So, the wages of intellectual workers are on average higher than wages of
manual workers: in Germany — by 20%; in Italy and Denmark — by 22 %; in
Luxembourg — by 44 %; in France and Belgium — by 61 %. In comparison with
qualified workers, craftsmen earn more: in Germany — by 15%; in the Netherlands
— by 23 %, in France — by 30 %, in Belgium — by 40 %. In the United States,
lower-level executives (craftsmen, group and sector leaders) have an annual
income on average 1.5 times higher than an annual income of manual workers [5].

A systematic analysis and constant monitoring of employment and
remuneration is the main goal of state policy throughout the world. Change
monitoring and innovation in the wage evolution and basic rules of payroll

accounting allow countries to have accurate information about the benefits and



positive developments. In order to reduce conflicts, improve the workflow in
developed countries, 70-80% of employees are transferred to hourly rate.

Currently, foreign countries tend to use a combination of various
remuneration systems, each of which consists of two parts: basic (permanent) and
additional (variable). The use of such remuneration systems in developed countries
includes the following:

- a system in which daily production is monitored, under which the hourly
tariff rate is reviewed (increased or decreased) every three or six months;

- a payment system which takes into account skills development. It is
formed by the number of scored contingent “qualification points™, as a result of
which the employee receives allowance. This remuneration system is applied in
the USA; the productivity there has increased by 5-49%, and employee incomes by
3-29%;

- a system of supplemental pay and rewards for the development of new
skills and improving knowledge in specialization, used in Germany;

- a remuneration system, in which the salary is 40% dependent on the age
and work experience of the employee in a company. This system is popular and
used in Japan;

- a system in which partnerships between entrepreneurs and employees are
widespread; as a result, there can be seen an active participation of personnel in
profit and decision-making in a company. The UK uses two remuneration
systems, monetary and employee stock ownership, that directly depend on the
profit of the company;

- a system of direct piecework payment with a guaranteed hourly rate, when
salary increases depending on the productivity of employees. This system is an
analogue of piecework-progressive payment system in Ukraine.

To improve the remuneration system in Ukraine, it is necessary to
systematically improve and develop new approaches to personnel incentives,

which is directly related to the quality of economic indicators and introducing an



optimal grading system for most companies, which is used by all large companies
with foreign investments.

For effectiveness and stability, it is necessary to take into account the
individual needs of the company and systematically review the current system,
based on the experience of remuneration in foreign countries, which shows that the
use of various forms of remuneration and employee incentives contributes to the
formation of interest among staff in improving their qualification and professional
level, that has a positive effect on the development of companies and improvement
of their performance.

Conclusions and prospects. Some remuneration systems and financial
incentives of employees in developed countries have some common features with
Ukrainian systems, which can be improved with an integrated approach, which will
give a possibility to determine the most suitable for Ukraine systems of
remuneration and bonus for personnel, taking into account the specificities of
economic processes in Ukraine.

So, developed foreign countries tend to have an individual wage setting,
which should be taken into account when forming the basic system in countries
with insufficient level of organization of the remuneration system:

- the determination of the amount of the minimum annual income of
employees, taking into account all supplemental pay and rewards;

- unsystematic salary increase, which directly depends on the growth of its
total fund,;

- the rejection of indexation due to price increase;

- when determining wages, take into account personal allowances for the
merits of employees, and not their work experience.
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V' cmammi pozensnymo ocobaueocmi opmyeaHHs CYUACHUX CcUcCmem
oniamu npayi 3 ypaxy8auHsAM OCHOBHUX ACHEKMmi8 i Memodie opeaHizayii npayi 6
3apybisxcnux kpainax. Okpecieno gumoz2u 0008 °13K08020 30L1bUEHHS 3aPOOIMHOT
niamu 6 OesKux 3apyOidcHUX Kpainax. AKyeHmosaHo yeazcy HA NPOSHO3aX
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cnocmepieauis 3a 3MIHOMW PI6HS ONJAmu npayi ma opmy8anHi n’smu meHoOeHyill
suniam npayieHuKa 3apoOimHOI naamu ma O000amKOBUX GUNIAM, 30KpeMa:
cucmemMamuyHi euniamu npemii 3a egekmusHicmb, npo3opa onjiama npayi,;
Oinbue NPaAyiGHUKIE OMPUMYBAMUMYMb OOHYCU, AHANI3 GIACHO20 KANIMALy
suUnIam, CMAHOBIEHH 0epHCaA8aMu 6IACHOI NONIMUKU BUNAAM MIHIMATbHOL
3apobimnoi niamu. Bio3naueHo npo no3umueHi eKOHOMIUHI 3MIHU U NOCUTeHHS
nonumy cepeo 0epicas uepe3 3pOCMAaHHs NOJIMUYHO20 GNAUBY HA 8CMAHOBIEHHS
MIHIMANbHOI 3apoOIMHOT naamu.

Jocniooceno oami minimanvHo2o posmipy onaamu npayi 3a civervb 2020
poky ma eioznadeno, wo y 2020 pouyi 6 petimuney 3pocmannsi "minimanox" y ceimi
Ykpaina nocina 15 micye 3 54 kpain . Busnaueno 0CHOBHI CKIAO08I cucmemu, sKi
3acmocogyromes  Ha  NIONPUEMCMBAX Ol CMUMYIIO8AHHA U NIOBUUJEHHS]
npoOYKmMueHocmi npayi npayienuxie. Biosnaueno, wjo 6 Oesaxkux 3apyOidcHux
KpAiHax € meHOeHyis 8pe2ynio8ants ma 6CMAaH08IeHHI MAKCUMAIbHOL 3apoOimHOT
nuamu npayieHuxam po3ymosoi npayi. Haeedeno nopisHsanbHy xapakxmepucmuxy
3apobimuoi naamu poOimHUKam po3ymoeoi npayi npomu Qi3uuHoi, ma 6KA3aHO Ha
me, wo 3apobimHa niama nPayieHUKie po3ymMoeoi npayi 8 cepeoOHbOMY nepesulyye
3apobimox pobimuukie: y ®PH — na 20 %, Imanii u Janii — na 22 %;
Jlrokcembyp3i — na 44 %, @panyii u benveii — na 61 %. Maiicmpu nopisHano 3
Keanigikosanumu pooimuuxamu ooepxcyioms Oinowe: v ®PH — na 15 %,
Hioepnanoax — na 23 %, @®@panyii — na 30 %, benveii — na 40 %. ¥V CILIA
KEPIBHUKU HUNCUUX JAHOK (MAUCmpu, KepiGHUKU 2PYH, CEeKmopig) y cepeoHbOMY
marwomo piyHui 0oxio y 1,5 pazu euwuil, uixc pobimnuxku. Haconoweno Ha
meHOenyii 3apybidcCHUX KpaiH 00 3acmoCY8aHHs mMa NOEOHAHHA DISHOMAHIMHUX
cucmem onaamu npayi, KOJMCHA 3 AKUX CKIAOAEMbCA 3 080X 4ACMUH. 06A30801
(nocmitinoi) i 0odamkoeoi (3MiHHOL). 3anponoHo8aHo YOOCKOHANEHHS mda
PO3POOKA HOBUX NIOX0OI8 CMUMYNIO8AHHS NPAYIBHUKIB BIMYUSHAHUX NIONPUEMCNE
WO NO3UMUBHO BNAUSATNUME HA IXHIO PE3VIbMAMUGHICHb.

Knwuoei cnosea: onnama npayi, opeawizayis —npayi, cucmema
CMUMYTIIOBAHHS, NpeMii, npo3opa oniama npayi, MiHIMAIbHA 3apooimHa niama,
nocaoosutl OK1ao.



