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Penakuiiina xoJeris:

TI'osioBa — Terana MAPEHA, B.o. pexrtopa MY, kaHaugar €KOHOMIYHUX HayK,
JIOLICHT;

3acTynHuK rojoBd  — [Onis JIEMMHJIOBA, npopekTop 3 HayKOBO-HEJAroriyHoi po6oTH Ta
MoJoAxHOI noaituku MY, kaHauaaT negaroriyHuX HaykK, JAOLICHT;

Yyienu peakoJierii: — Csitmana KAJIIHIHA, nexan exoHoMmiko-mpaBoBoro (akynerery MJIY,

JOKTOP EKOHOMIYHHUX HayK, Ipodecop;

— Jlinis MUXAMJIMIIIMH, 3aBigyBau kadeapi MiKHAPOJHHX CSKOHOMIUHHX
BigHOCHMH KapmaTchbkoro HalioHaJILHOTO YHiBepcHTeTy iMmeHi Bacwuis
Credanuka (M. [BaHO-DPpaHKiBCHK), JOKTOP EKOHOMIYHUX HAyK, ipodecop;

— Bikropis SSIHOBCBKA, 3aBimyBau kadenpu EKOHOMiKH, MapKETHHTY Ta
Oi3Hec-aaMiHicTpyBaHHs HauioHanbHOTO TPAHCIOPTHOTO YHIBEPCUTETY,
JIOKTOP €KOHOMIYHHUX HayK, podecop;

— Csitnana JIJAHCBKA, 3aBinyBau kadenpu exonomiku npaui MY, kangunat
€KOHOMIYHUX HayK, JIOLIEHT;

— Banepis [IOJYHAW, nonent xadenpu exoxoMiku mpaui MJIY, kaHumat
€KOHOMIUHHUX HayK, IOLIEHT;

— Kuasnigs TAXTAPOBA, notent xadenpu ekonomiku mpami MY, kanaugat
€KOHOMIYHHX HayK, JIOLIEHT;

— Omera JIEJIIOK, crapmmii Bukiagad kadeapu exkoHoMikd mpari MJLY,
KaHAUJIAT EKOHOMIUYHUX HAYK;

— Bacuns BOCKOBOMHUK, Ilpesunent Beeykpainebkoi Acorianii kommaniit
3 MKHAPOIHOTO MPaleBIAIITYBaHHS

30ipHUK MICTHTh Martepianu BceykpaiHChKOi HayKOBO-NPaKTUUHOI KOH(epeHIi «Po3BUTOK
PHUHKY IIpalii B yMOBax III00aJTi3alifHIX 3pYIICHb: BUKIIUKH JUI Y KpaiHU», sika Bi10y1ach 23 KBITHS
2026 poxy B MapiynoibCcbKOMY JepKaBHOMY YHIBEPCHTETI.

VY Marepiangax CHCTEMAaTH30BaHO CyYacHI KOHCTPYKTH CBITOBOTO €KOHOMIYHOTO PO3BHTKY Ta
rnobanbHi TpaHchopMallii pUHKY Wpalli, JOCIIPKEHO PEeryJSATOpHI MPIOPUTETH MIrpamiiHoi
MOJIITUKY, 3A1MCHEHO HAayKOBUH O€3NEeKOBUH JUCKYpC TpPYAOPECYpCHOro 3abe3leueHHs,
MPOAHATI30BaHO HOBITHI KOHCTPYKTH 1 TpeHan HR-ekoHOMIKH, BHUCBITIICHO TMpOOJIeMaTHKY
BUKOPHUCTAHHS JIFOACHKOTO KaIliTally B KOHTEKCTI IHPACTPyKTYPHOTO BIJTHOBJIEHHS YKpaiHu.

30ipHHK aapecoBaHO BHWKJIAgadaM 1 HAyKOBIIM, ¢axiBimsgM y cdepl pHHKY Ipari Ta
MIKHApOJHOI €KOHOMIKHM, JIOKTOpPaHTaM, aclipaHTaM 1 CTyJeHTaM €KOHOMIYHHX CIIeHiaJbHOCTEH
3aKJIaiB BUIOI OCBITH, @ TAKOX YCIM, XTO IIKABUTHCS CYYaCHUMHU IIPOOIeMaMu €eKOHOMIYHOT HAyKH.

B matepianax koH(pepeHIIii IpeICTaBICHO TyMKH YIaCHHUKIB. Y 30ipHHKY MaKCHUMaJIbHO TOYHO
BiTOOpaXEHO aBTOPChKY opdorpadito Ta MyHKTyarilo. Penakiis He Hece BIINOBINAIBHOCTI 3a
ABTOPCHKHI CTHIIb T€3, OMyOJIIKOBAaHUX Y 301pHHKY.
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THEORIES OF WAGE FAIRNESS IN MODERN COMPANIES:
GLOBAL AND UKRAINIAN EXPERIENCE

The issue of wage equity is one of the key issues in modern HR economics and
human resource management theory. In the context of globalization, digitalization,
and increasing competition for talent, companies are forced not only to provide
competitive wages, but also to create a sense of fairness among employees. It is the
perception of fairness that often affects motivation, productivity, loyalty, and
employee turnover even more than the absolute amount of salary [1;2].

Theories of pay equity explain how employees evaluate their compensation in
comparison to others and what psychological and economic consequences arise in the
event of an imbalance. In modern conditions, these theories are actively used both in
global corporations and in Ukrainian companies, especially in the context of the labor
market, which is transformed by crisis phenomena and digitalization.

One of the basic concepts 1s the Equity Theory, proposed by John Stacy Adams.
It states that employees evaluate the fairness of rewards by the ratio of their own
efforts to the rewards received compared to other employees. If an employee
perceives inequality, this leads to reduced motivation, reduced productivity, or even
dismissal.

Another important approach is the Relative Pay Theory, which emphasizes that
employees evaluate their salaries not in absolute terms, but through comparison with
colleagues, market standards, or representatives of similar professions.
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The concept of internal and external equity also plays an important role. Internal
equity refers to the ratio of salaries within the company, while external equity refers to
compliance with market conditions.

In modern HR economics, these theories are complemented by behavioral
approaches that take into account emotional factors, cognitive biases, and the influence
of corporate culture.

The approach to compensation has undergone significant changes in the 21st
century. Companies are increasingly moving away from rigid tariff systems towards
flexible compensation models that include bonuses, options, non-financial incentives,
and individualized reward packages [3].

One of the key trends is wage transparency. Many countries, especially in the
EU, are implementing policies requiring companies to disclose salary ranges to reduce
gender and social inequalities.

Another important trend is the personalization of compensation. Employees are
given the opportunity to choose part of their bonuses in the form of additional vacation
days, health insurance or educational programs.

The importance of performance-based pay is also growing - a system where
payment directly depends on the results of an employee or team.

One of the most prominent examples is Salesforce. It regularly conducts salary
audits to close gender and racial gaps. The company has invested tens of millions of
dollars in salary equalization, emphasizing the importance of internal equity as part of
its corporate culture.

Google employs a comprehensive compensation system that includes base
salary, bonuses, and promotions. At the same time, great attention is paid to internal
comparison of roles and levels to avoid imbalances that can affect employee
motivation [4].

The public sector in Scandinavian countries, particularly Sweden and Norway,
is actively implementing a model of high wage transparency. This reduces social
tension and strengthens trust in governance institutions.

Netflix takes a radically different approach: high salaries without rigid bonus
systems. Employees are paid above the market, which compensates for the lack of
complex bonus systems and reduces the risk of feeling unfair.

In Ukraine, the issue of wage fairness is particularly relevant due to structural
imbalances in the labor market, the difference between the public and private sectors,
and the impact of martial law.

In the IT sector, which is one of the most developed, companies are actively
applying a market approach to remuneration. For example, Ukrainian IT companies
such as SoftServe and EPAM Ukraine use transparent grading systems, where salary
depends on the level of competencies and experience, and not only on the position.
This reduces subjectivity and increases the sense of fairness among employees.

The banking sector of Ukraine is gradually transitioning to a KPI-oriented
remuneration system. Employees receive a base rate and a variable part that depends
on performance [6;7].
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In the public sector, the issue of fair pay remains relevant. There is often an
imbalance between the level of responsibility and the level of remuneration, which
leads to the outflow of qualified personnel to the private sector or abroad.

After 2022, the situation became more complicated due to the war. Many
companies were forced to review their remuneration systems, introduce anti-crisis
mechanisms, reduce costs or switch to flexible employment models. At the same time,
the I'T industry and international companies in Ukraine continue to maintain a relatively
high level of salaries, focusing on the global market [5].

Despite the development of modern HR practices, the issue of pay equity
remains complex. The main challenges are: inequality in access to salary information;
subjectivity in assessing work results; gender pay gap; differences between regions and
sectors of the economy; the impact of inflation and economic instability.

In the digital age, the automation of job evaluation becomes an additional
challenge, when algorithms can reproduce existing biases.

Theories of pay equity remain a key tool for understanding employee behavior
in modern organizations, explaining why perceptions of fairness are often more
important than absolute levels of income.

Global and Ukrainian cases demonstrate that the most effective are systems that
combine transparency, market orientation, and an individual approach to the employee.
In today’s conditions of global instability and competition for talent, a fair
remuneration system becomes not only an HR tool, but also a strategic advantage for
the company.
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