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METHOD OF OPTIMIZATION OF THE STRUCTURE OF THE STATE
BY THE BANK BY THE WAY 50CIOLOGICAL EXANMINATION

In the very idea of such an optimization the idea was that they work most
effectively, those who have motives for raising their status in this bank. and who are
loyal to that bank The work was carried out within one of the branches of bank
CONCORD.

For the study of motivation, a questionnaire was developed that was proposed to
fill emplovees, contains 15 questions. Dunng the survey, 30 employees of the bank
branch were interviewed.

The questionnaire was conducted mn the form of anonymous polling, in whach all
staff were mnterviewed. The answers of the employees to the questions put in the
questionnaire allowed to establish the most important motivational factors and the
degree of their ranking to meet the needs.

The questions were as follows: 1. Your gender; 2. Work experience, full years:
3. Are you satisfied with your work? 4. Does your level of education correspond to the
level of your work? 5. Is it enough for your knowledge to carry out the assigned work?
6. Do you need an advanced level of qualification? 7. Are you satisfied with the
relationships m the team? 8 Do you have an opportunity to make a career at our
company? 9. Are you satisfied with the conditions of orgamization of work at our
enterprise? 10. Are vou satisfied with the salary vou recerve? 11. Are you informed of
what vou are getting a salary? 12. Type of vour work: (Auditor, Accountant, Cashier
Operator. Economist, Leader. Credit Expert, Crisis Manager. Customer Service
Manager, Technical Officer, Financial Analyst, Fmancial Manager) 13. Would you
like to change the type of vour work to: Auditor, Accountant, Cashier Operations
Officer, Economust, Leader, Credit Expert, Crnisis Manager, Customer Service
Manager, Techmical Worker, Financial Analyst, Fmancial Manager?

To determine the level of therr own aspirations. for answenng question number 13,
the expert group determuned the ratings. The cost of answenng question number 13 in the
questionnaire of the employee: Financial Analyst — 24; Fmancial manager — 24;
Economuist — 18; Auditor — 18; Accountant — 12; Crisis Manager — 12; Credit Expert — 12;
Customer Service Manager — 6; Cashier-Operations Officer — 6; Technical worker — 6.

In the course of the study. 30 people were mterviewed, of which 8 were men and
22 women.

The survey found that 88% of the employees were satisfied with their work and
chosen profession. However, 12% or not satisfied with thewr work m general. in the
analyzed bank. The results of the survey show that 33% of employees believe that the
level of education does not correspond to the level of their work.

According to survey data. 75% of employees are sure that preparation
corresponds to their work, 25% — are not sure. But at the same time. 5% of workers
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think that they do not have enough knowledge and 33% would like to improve their
qualifications.

As can be seen from the survey, most employees — 72% — rate the current climate
i the team as a favoerable one, while 28% note the existence of conflicts. that 1s, the
team has some social tension.

Number of employees who want to change the type of work to another: Head — 6;
Financial analyst — 2; Financial Manager — 2; Economust — 4; Auditor — 4; Accountant —
2. Cnsis Manager — 3; Credtt Expert — 2; Customer Service Manager — 1; Cashier-
Operations Officer — 1; Techmical worker — 3.

Summing up the preliminary results we can say that the management of the bank
needs to review the social situation in the team of the analyzed department.

One of the ways of such a reorganization was to choose the principle according to
which those emplovees who scored more points for their questionnaire should be
promoted to positions, and those who are less — lowered.

Experts were given the appropriate points for each question from the
questionnaire. Moreover, this amount of whitewashed also depended on the total sum
of scores for each test was calculated using the «IF» function of MS Excel.

The calculation of the amount of points for the emplovee’s questionnaire was
calculated using the followmng formula

S.if By=1 [AifBy,=1 [5ifB,=1
+ + +
LifB,=0 |Lif B,=0 |LifB,=0

't’f31 =T { .if B3 =1 { .if By =1 )L {fﬂr—1—+

5=3BT+533+{

UrE]"—ﬂ' Lif By =0 |Lif By=0 [LifB;=0
{ fwa—l 2.if By =1 rf34-.—1 <’[ i By =1
Lif By 0" Lif B;; =0 11 if By —Dl Ur343=[’+

where 15 B; — the number of the answer to the questionnaire (1 <7 <43).
The results of the questionnaire were processed using:
— The AVERAGE function of MS Excel has been calculated the average score
questionnaire
M: = 106,96660
— The STANDARD function of MS Excel calculates the mean square deviation
os=35.35971147
— Using the «NOFRMAL» function of MS Excel for confidence probability £ =
0.75. the iverse of the standard normal distribution 1s found, &'(8) =
0.67448975.
This allowed to determune the confidence mterval for the average
&' (B)o, = 23.84976296.
Algornthm for moving emplovees within one bank:
— If the ball 1s 1 the questionnaire of the employee above the confidence interval.
the emplovee should be promoted to the position.
— If the ball of the questionnaire is within the confidence interval — the emplovee
remains on the old post.

132



— If the ball of the questionnaire 1s below the confidence interval, the employee
must be transferred to the lower position.

Thus algorithm 1s explamed by the following formula

]F"m raise”.if § > M, + @7 (f)o,
R =i"keep",}fﬂ/f5. ~®7(Bo. =S =M. +D7(B)o,
"to lower " if S < M, — @~ (f)o;

Due to the application of the proposed methodology. a number of emplovees who
were lowered mn their posts were released from work To recruit the necessary staff a
methodology based on the preliminary results of the survey of emplovees of the bank
branch was developed. The basis of the methodology is the idea that the staffing level
should not decrease. Therefore, for those who wish to work in the bank they were
questioned by the same questionnaire. Refused to hire those who had a smaller amount of
money, for a confidence interval. Accepted those whose score of poimnts fell into the
confidence interval, and those who had the sum of the pomnts higher, for this mdicator —
offered a lugher position than the one they claimed.

Thus algorithm 1s explained by the following formula

"senior posttion".if S > M. + @7 (o,
R=1"totake" if M, @ (B)o, <S <M, +D ()0,
"refuse".if S <M. -®7 (o,

The mtroduction of the proposed methodology, based on wlach the automated
formation system «Optinuzation of the salary structure of bank CONCORD was
developed, allowed:

— Mimmmze the relative share of personnel costs up to 18% of total bank
revenues, with an average value of tlus indicator in the banking system of Ukraine —
30%.

— Improve the efficiency of work

— To simplify the svstem of acceptance of employees for work in the bank.
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