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occupied a leading position, helping China's economy maintain medium and high-speed growth
and move towards medium and high-end levels. This stage is marked by the introduction of
made in China 2025, which officially puts forward the «three-step» plan of the manufacturing
power strategy to promote China's transformation from a manufacturing power to a manufac-
turing power.

Therefore, the principles of industrial development with Chinese characteristics is based
on the full centralization of power. After 70 years of development, the industrial added value
increased from 11,98 billion yuan in 1952 to 38425,53 billion yuan in 2020 [4], with an average
annual growth about 12,61 %, creating the speed and miracle of China's growth.

References

1. Shestakova K. V. Methodological aspects of the industrial development study // Colloquium-journal.
2021. Ne 1 (88). P. 41-43.

2. Liu Boying, Li Kuang. Review of three important historical periods of China Industrial Development //
Beijing Planning and construction. 2011. Ne 1. P. 8-12.

3. Singh I. China: industrial policies for an economy in transition. World Bank, 1992. 132 p.

4. World Economic Outlook Database : site // International Monetary Fund. URL: https://www.imf.org/-
en/Publications/WEO/weo-database (date of access: 07.02.2022).

V/IK 331.21:167.2

METHODICAL APPROACHES OF RESEARCH FOR IDENTIFYING WAYS
TO IMPROVE THE SALARY POLICY AT THE ENTERPRISE
Huo Yaozong?, A. M. Yerafeyeva?

D master student, Belarusian State University, faculty of economics, Minsk, Republic of Belarus,
e-mail: 1265536269@qgqg.com

2 PhD in economics, associate professor, Belarusian State University, faculty of economics,
Minsk, Republic of Belarus, e-mail: erofeevaon@gmail.com

The article analyzes the situation based on the study of existing approaches to the study of ways to
improve wages, the elements of the methodological approach of the study are determined. The main
approaches of benchmarking research and the concept of corporate social responsibility are taken
into account.

Keywords: salary policy; research methods; gender analysis; differentiation; efficiency.
METOJUYECKHUE MOAXOAbI HCCIEONOBAHUS

JIJIS BBISAABJIEHUS MYTENH COBEPHIEHCTBOBAHMS
MHOJIMTUKU OIIVIATHI TPY JA HA TIPEAIIPUATUN

Xyo flozonr?, O. H. Epodeena?

Y mazucmp sxonomuueckux nayx, Benopycckutl 20cydapcmeennvtii yrusepcumen,
aKoHOMUYecKkull (hakynomem, 2. Munck, Pecnyonuxa benapycw, e-mail: 1265536269@qg.com

2 xanoudam s3KOHOMUHECKUX Hayk, doyenm, benopycckuii cocyoapcmeennbviii yHusepcumen,
axoHoMudeckull gpaxynomem, 2. Munck, e-mail: erofeevaon@gmail.com



https://www.imf.org/-en/Publications/WEO/weo-database
https://www.imf.org/-en/Publications/WEO/weo-database
mailto:1265536269@qq.com
mailto:erofeevaon@gmail.com
mailto:1265536269@qq.com
mailto:erofeevaon@gmail.com

Tenpenuu 3xoHOMIYecKOro pa3utus B XXI| Beke

Ha ocHoBe m3ydeHHS CyIIECTBYIONIMX IMOIXOMOB K HCCIEAOBAHHIO ITyTEH COBEPIICHCTBOBAHUS
OIUIATHI TPYJIa OTPEENICHBI JIEMEHTH METOIUUECKOTO0 MOAX0Aa ucciaenoBanus. [IpuHsATH BO BHU-
MaHKe OCHOBHBIE TOJXO0.IbI OCHUMAPKHUHT-UCCIICIOBAHMS U KOHIICTIIIUN KOPIIOPATUBHON COIUAITb-
HOM OTBETCTBEHHOCTH.

Knrouegvle cnosa: monvTuka oruaThl TPY/a; METO/IbI HCCIIEIOBAHNS; TeHIEPHBIN aHanu3; nudde-
peHmanyst; 3pQPpeKTHBHOCTB.

The deepening of organizational management and corporate governance reforms in the
21st century requires companies to choose a reasonable salary system and design an incentive
salary policy based on their own characteristics while ensuring compliance with labor laws and
be attractive to employees in comparison with competitors. As an economic category, wages
play a twofold role: on the one hand, they are the main source of income and increase in the
living standards of workers, and on the other hand, they are a means of stimulation of production
efficiency.

Since wages are the main source of income for employees, it is necessary to constantly
improve the wage system in such a way that it fully ensures the reproduction of labor, takes
into account the conditions and results of labor, stimulates the improvement of skills, produc-
tivity, product quality, rational use and rational use of all types of an enterprise resources.

The organization of remuneration of labor, in turn, is a system (set) of rules, measures
and actions, the purpose of which is to establish a reasonable and effective amount of remuner-
ation for the work of an employee.

The main principles of the organization of remuneration are: payment according to the
quantity and quality of labor; the balance between wage growth and labor productivity; guar-
anteed payment of labor; material interest, when the amount of remuneration should depend on
the individual results of both personal work and the organization; simplicity and clarity of
wages systems.

In addition, when organizing the remuneration of employees, it is taken into account that
wages perform reproductive, stimulating, and regulating functions.

Salary policy is a complex object of research. First, complexity of the company structure.
Second, the diversity of the salary system itself. The salary system includes two major catego-
ries: basic salary part and auxiliary salary. And it is subdivided into more than ten kinds of skill
salary, performance salary, agreement salary, reward salary and additional salary. Relevant is
the issue of determining the appropriate size of bonuses for management personnel. At last, the
influence of national policy. In China, salary is a hot issue of national concern. The Chinese
government often publishes salary development reports or issues related recommendations to
manage the company's salary policy, with the goal of maintaining a steady increase in social
overall salary income level.

The first question that any researcher should raise before conducting a real research pro-
ject is what research philosophy will be adopted, this is very fundamental step and generally
speaking, there are three views about the research philosophy that dominate the literature: pos-
itivism, interpretivism and realism. Based on the differences of three philosophies, this research
of determining ways to improve the salary policy is of an exploratory nature which is a kind of
social constructionism.

There are two basic research approaches available when conducting business research
including deductive and inductive methods. The deductive approach is usually regarded as an
effective way to test theories, where people develop a theory and a hypothesis (or hypotheses)
and design a research strategy to test the theory. The focus is on whether or not the suggested
theory fits, and is appropriate for the organization. Inductive approach is usually used to build
theories, in practice, people need to collect data and develop theory as a result of data analysis.
Nevertheless, the two methodologies are not mutually exclusive, in reality; they are often used
jointly in business and management studies. So it is important to point out that the choices of
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research approach should base on the research question and research objectives. Therefore,
there is no question that the inductive approach is appropriate for the research of the salary
policy particular research.

In addition to the two approaches mentioned earlier, there are two main types of salary
policy research. It involves the use of the quantitative and qualitative methods. The essence of
qualitative research is that it is 'diagnostic'; therefore, it is especially useful for investigating
attitudes, motivations, beliefs and intentions. And then from the perspective of theory and prac-
tice, the theoretical knowledge is combined with the actual situation of the company to optimize
the company's salary policy.

In this research, data collection methods of documentation review analysis of secondary
sources and primary documents, in-depth interviews, observation and investigation method will
be adopted.

Working with secondary data sources to a large extent allows to understand the current
situation of salary policies at home and abroad, and to master certain methods of establishing
an effective salary system; to understand the characteristics of industry requirements and exist-
ing salary policies, including by the main competitors in the industry.

At the analytical stage of the study, a dynamic analysis should also be carried out, an
assessment of the return on education and work experience (in the organization and lifelong),
if possible — a gender analysis of wages (i. e. CEO-to-average worker pay, gender wages gap
[1]) and concerning the leadership diversity, as well as an assessment of wage indicators from
the standpoint of ensuring organizational effectiveness. When assessing the compliance of re-
muneration parameters with the policy in the field of corporate social responsibility, attention
should be paid to the analysis of (over)fulfillment the requirements of legislation on remunera-
tion, the ratio of wages to the industry and average regional levels, to assess the motivational
contribution of various programs in the field of internal corporate social responsibility con-
ducted by the organization.

In the process of the research, in order to better understand the salary status of employees,
the «employee salary survey questionnaire» could be designed and a questionnaire survey could
be conducted to provide empirical analysis. To fully understand the work attitudes, work con-
ditions, and more actual problems of employees in various departments, including involved in
management positions the in-depth interviews could be conducted with a number of workers,
senior managers and managers of the human resources department.

In addition, the research program should include an assessment of the effectiveness of the
use of working time (including from the standpoint of internal corporate social responsibility)
and the gap-analysis in the main areas of corporate and operational strategy that affect the issues
of remuneration and motivation of employees, an assessment of how the applied remuneration
strategy is adequate to the competencies of the organization and employees perceived as the
main stakeholders [2].

This stages allows to form the foundation for making reasonable effective decisions to
improve the salary policy and correlate them with goals in key areas within which the company
defines its goals: position in the market; innovation; performance; resources; profitability; qual-
ity of the management; employees; social responsibility.
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BBenenue. B ycioBUsSX aKTUBHOTO BHEAPEHUS TEXHOJIOTMI YETBEPTOM MPOMBIIIIIEHHON
PEBOJIIOIUH JIS1 MOACPHHU3 AN 06pa6aTBIBaIOILIeI>'I MPOMBIINIJICHHOCTH MMOABJIAOTCA KaK HOBLIC
BO3MOJKHOCTH, TaK M MPOOJIEMBI, 0 KOTOPBIX MUIIYT KuTakickue yuensie. Tak, L. JIu [1] o6oc-
HOBAJI IYTHU TEXHOJIOTHUECKON MOACPHU3AIIHNU Ha OCHOBC ITPUMCHCHU 6OJII>H_II/IX 6213 JaHHBbIX,
HOBBIX OpraHU3aIlMOHHBIX Mojieiel u OusHec-uHTerpanun; @. Yxkao [2] ykazan Ha 1enb Kade-
CTBEHHOT0 NPeoOpa3oBaHMs TPATUIIMOHHOTO POU3BO/CTBA B paMKax Muaycrpun 4.0 xak me-
pexXoJ K MHTEIJIEKTyallbHOMY TTpon3BoAcTBY. Uccnenoanue ®. Tao [3] mokazano, 4To coiu-
aJibHasi COCTABIIAIONIAS LIETIOYEK CO3/IaHUSI CTOMMOCTH, a TaKXe €€ MU3MEPEHUE SIBISIOTCS HO-
BBIMM HaIPaBJIICHUSMH Pa3BUTHs T€OpUM coruanuianuu. JI. Xay [4] cuuTaer, 4To0 MHHOBAIUU
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