—U

[ géh) Politechnika [_.I Wydziat

Czestochowska Zarzadzania
IKA N ?

Zeszyty Naukowe Politechniki Czestochowskiej. Zarzadzanie
Research Reviews of Czestochowa University of Technology. Management

No. 63 (2026), pp. 81-91, ISSN: 2083-1560, e-ISSN: 3071-9259
DOI: 10.17512/znpcz.2026.3.07, http://znz.pcz.pl

Received: 23.07.2026; Revised: 03.09.2026;
Accepted: 06.09.2026; Published: 30.09.2026.

REMUNERATION SYSTEMS
AS A SOCIAL SECURITY ELEMENT IN THE TSL SECTOR

Piotr Oleksiak!, Marzena Pytel-Kopczynska?*

1 University of Lodz, Faculty of Economics and Sociology, Poland
2 Czestochowa University of Technology, Faculty of Management, Poland

Abstract: In the current economic environment, remuneration systems have become an
important component of social security, particularly in the transport, forwarding and logis-
tics (TSL) sector due to its specific working conditions. The aim of the article is to identify
and compare remuneration practices disclosed by large TSL companies and assess their
correspondence with the theoretical dimensions of income security and employment stabil-
ity. The analysis covers financial and non-financial remuneration components, their pre-
dictability, transparency and fairness, as well as their potential impact on income stability,
employee engagement and retention. The study reviews reports and information published
between 2021 and 2026 by ten purposefully selected large TSL companies. The findings
indicate recurring practices, including the combination of fixed and variable pay, wide-
spread non-wage benefits, increasing attention to employee well-being and professional de-
velopment, and an emphasis on remuneration fairness and competitiveness. These practices
are largely consistent with the Total Rewards concept and the theoretical dimensions of
social security related to income predictability, employment stability and access to em-
ployee benefits. The article contributes to management and quality studies by linking com-
pensation management with social security in the TSL sector and proposes a conceptual
framework supporting the development of remuneration systems that enhance organisa-
tional efficiency and employee well-being. The use of secondary data and purposive selec-
tion of large international companies limits the generalisability of the findings, particularly
to small and medium-sized enterprises.
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Introduction

The transport, forwarding, and logistics (TSL) sector plays a crucial role in the
economy by ensuring the efficient flow of raw materials, goods, services, and infor-
mation among participants in both domestic and international supply chains (Wronka
et al., 2025). Its importance becomes particularly evident during economic disrup-
tion, geopolitical conflict, public health crises, and sudden demand fluctuations,
when maintaining the continuity of transport and logistics processes is essential to
the effective functioning of enterprises and the satisfaction of fundamental social
needs. According to the International Labour Organization (ILO, 2020), transport
constitutes a fundamental driver of both social and economic development, while
ensuring decent working conditions for employees in this sector is one of the key
prerequisites for its sustainable development.

Despite its strategic importance, the TSL sector faces significant labour market
challenges. Transport and logistics companies struggle with labour shortages,
recruitment difficulties, high employee turnover, an ageing workforce, and the de-
clining attractiveness of certain occupations. Skill shortages are particularly evident
among professional drivers, warehouse workers, and employees performing tasks
that require specialised qualifications. According to the International Labour Organ-
ization (ILO, 2023), logistics and transport are consistently identified among the sec-
tors experiencing increasingly severe workforce shortages worldwide.

The specific characteristics of the TSL sector are primarily associated with the
organisation of work (Zajac et al., 2025). Employees frequently perform their duties
under shift-work systems, night shifts, or irregular working schedules, often under
considerable time pressure and with a high level of responsibility for cargo, vehicles,
and the timely completion of deliveries. These conditions particularly affect profes-
sional drivers, who are exposed to long working hours, limited control over their
schedules, difficulties in maintaining a satisfactory work—life balance, and dissatis-
faction with their level of remuneration. Amoadu et al. (2024) indicates that research
on professional drivers identifies prolonged driving hours, limited autonomy, insuf-
ficient organisational support, and relatively low pay as the principal determinants
of unfavourable working conditions.

Against this background, motivational remuneration systems become increas-
ingly important. Traditionally, remuneration has been regarded as the economic
compensation for work performed by an employee. However, remuneration also ful-
fils cost-related, income-generating, motivational, and social functions. From the
perspective of human resource management, it serves as an instrument for attracting,
retaining, motivating, and encouraging employees to continuously develop their
competencies (Tsymbaliuk et al., 2025). The level of remuneration and the methods
used to determine it significantly affect employees’ material standard of living,
access to healthcare and education, and their capacity to accumulate savings (MiSi¢
& Strban, 2025).

Social security, understood as an element of non-military security, refers to a con-
dition in which individuals and social groups are able to satisfy their basic needs
while being protected against the consequences of various social risks, including
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income loss, unemployment, poverty, illness, and social exclusion. According
to Sverke (2002; 2019), employees perceive social security not only in terms
of maintaining employment but also through the predictability of satisfactory remu-
neration, the stability of working conditions, and the possibility of planning their
professional and family lives. Conversely, job insecurity has adverse consequences
for work attitudes, employee health, organisational identification, and loyalty to-
wards the company.

Job insecurity is not the only threat to employees’ social security. Equally im-
portant are inadequate remuneration, income volatility, and the unpredictability
of earnings. These issues are particularly relevant in organisations where a substan-
tial proportion of employees’ remuneration depends on working hours, the number
of completed transport operations, achieved performance targets, delivery punctual-
ity, or the overall financial performance of the company. Although variable pay may
enhance employee motivation, an excessive reliance on performance-related remu-
neration transfers part of the economic risk from the employer to the employee.
According to Sayre (2023), income volatility may increase employees’ sense
of insecurity and negatively affect their overall well-being. Consequently, the as-
sessment of remuneration systems should consider not only the average level of re-
muneration but also its stability, frequency of changes, and the predictability of fu-
ture income.

Contemporary remuneration management is increasingly based on the concept of
Total Rewards, which encompasses both financial and non-financial benefits arising
from employment. Financial rewards include base salary, bonuses, incentive pay-
ments, allowances, and material benefits. Non-financial rewards typically comprise
opportunities for professional development, recognition, autonomy, flexible work-
ing arrangements, career advancement, and work—life balance. According to Arm-
strong and Brown (2023), modern remuneration management should extend beyond
the design of pay structures and employee benefits to include pay equity, employee
well-being, and the challenges associated with emerging forms of work organisation.

The contribution of remuneration to employees’ social security also depends on
the perceived fairness of reward allocation (Bossi, 2026). Employees compare their
remuneration with that of colleagues performing work of comparable responsibility
or achieving similar levels of performance. Perceived pay inequity may reduce pay
satisfaction, work engagement, and organisational commitment. DeConinck and
Stilwell (2004) demonstrated significant relationships between organisational jus-
tice, pay satisfaction, and organisational commitment. Furthermore, transparency in
remuneration policies may indirectly improve employee retention by strengthening
perceived organisational support as well as procedural and distributive justice.

Within the TSL sector, transparency of remuneration systems is particularly
important because of the complexity of pay structures. Employees’ remuneration
frequently consists of base salary supplemented by performance bonuses, night-shift
allowances, on-call compensation, overtime payments, travel allowances, additional
payments for hazardous or demanding working conditions, compensation related to
financial responsibility, and rewards linked to the achievement of specific operational
indicators. Excessively complex remuneration systems or those based on ambiguous
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criteria may create uncertainty and perceptions of unfairness among employees.
Conversely, transparent remuneration systems founded on objective and measurable
criteria can enhance employees’ sense of stability, reduce workplace conflicts, and
strengthen trust in the employer.

Remuneration systems as a determinant
of employees’ social security

According to Korzeniowski (2012) social security is a multidimensional concept
encompassing both the activities of public institutions aimed at protecting individu-
als against the consequences of social risks and the conditions that enable employees
to satisfy their needs independently while participating in economic and social life
in a stable manner.

According to the International Labour Organization (ILO, 2020), the principal
threats to social security include unemployment, income loss, poverty, illness, inca-
pacity for work, and social exclusion. Therefore, social security should not be un-
derstood solely as a function of the state social protection system but also as the
ability of individuals to obtain stable and decent income through employment.

The International Labour Organization (ILO, 2020) promotes the concept of
decent work, according to which employment should provide not only adequate
income but also occupational safety, protection of labour rights, social protection,
and opportunities for professional development. Similarly, the Organisation for Eco-
nomic Co-operation and Development (Cazes et al., 2015) emphasises that the qual-
ity of employment constitutes one of the fundamental determinants of social security
and resilience to economic crises.

According to Borkowska (2012), the primary objectives of a motivational remu-
neration system are to fulfil its income-generating, motivational, cost-related, and
social functions. Similarly, Pocztowski (2020) argues that remuneration systems rep-
resent one of the most important instruments of human resource management, sig-
nificantly influencing employee engagement, job satisfaction, and organisational
identification.

Contemporary approaches to remuneration management increasingly move be-
yond perceiving pay as the sole instrument of employee motivation. Greater im-
portance is attached to the Total Rewards concept, according to which the overall
value of remuneration includes not only base salary and performance-related bo-
nuses but also employee benefits, opportunities for professional development, recog-
nition, work-life balance, and the quality of the working environment.

Research conducted by Matuszewska-Kubicz and Bartos (2022) among employ-
ees in the TSL sector demonstrates that both financial and non-financial components
of remuneration play a significant motivational role. The most influential factors
identified by employees include base salary, bonuses, employment stability, organi-
sational climate, flexible working arrangements, opportunities for professional de-
velopment and promotion, as well as recognition from supervisors. These findings
suggest that organisations should design comprehensive and differentiated remuner-
ation packages tailored to the needs of various employee groups rather than applying
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a uniform set of benefits across the entire workforce. Such an approach is fully con-
sistent with the assumptions of the Total Rewards concept and simultaneously sup-
ports the development of employees” social security.

Current remuneration management practices therefore increasingly depart from
viewing monetary compensation as the exclusive source of employee motivation.
Instead, the Total Rewards approach (WorldatWork, 2007) has gained prominence,
recognising that the overall value of employment extends beyond financial compen-
sation to include professional development opportunities, recognition by supervi-
sors, work—life balance, employee well-being, and the quality of the working envi-
ronment.

Research methodology

This study adopted a qualitative research approach based on secondary data anal-
ysis and the comparative method. The first stage involved a comprehensive review
of the scientific literature on remuneration systems, social security, and human re-
source management. Particular attention was devoted to studies addressing the con-
cepts of Total Rewards, organisational justice, and employment security, as well as
reports published by international organisations, including the International Labour
Organization (ILO) and the Organisation for Economic Co-operation and Develop-
ment (OECD).

The empirical part of the study was based on an analysis of publicly available
corporate documents published by selected companies operating in the transport,
forwarding, and logistics (TSL) sector. The analysed materials included annual
reports, sustainability reports, and Environmental, Social, and Governance (ESG)
reports issued by DHL Group, Raben Group, InPost, DB Schenker, Rohlig SUUS
Logistics, DSV, FM Logistic, GEODIS, FedEx, and GLS.

The selection of companies was purposeful and took into account several basic
criteria. The largest and most recognisable companies in the TSL sector (representing
transport, freight forwarding, contract logistics, and courier services) were selected
for analysis. Important criteria included the companies’ international scale of opera-
tions and the availability of current and comparable reports containing information
on remuneration policies, non-wage benefits, well-being activities, and human
resources management. The analysis primarily considered annual reports, sustaina-
bility reports, ESG reports, and other official documents published by companies
(with only documents from the last few years, presenting current human resources
management practices, taken into consideration).

The comparative analysis focused on identifying and evaluating the principal
components of remuneration systems, including the structure of remuneration pack-
ages, the relationship between fixed and variable pay, the scope of non-wage bene-
fits, the implementation of the Total Rewards concept, and employee well-being
initiatives. Particular attention was also paid to the extent to which these remunera-
tion systems contribute to employees’ social security by ensuring income stability,
reducing economic uncertainty, and strengthening employee motivation and organi-
sational commitment.
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The comparative analysis was carried out according to a uniform analytical
scheme (this ensured the comparability of the obtained results). The application
of the comparative research method made it possible to identify common trends in
remuneration policies among leading TSL companies and to assess their consistency
with contemporary human resource management concepts and the principles of so-
cial security. The findings provide a basis for drawing conclusions regarding the role
of remuneration systems as a strategic mechanism supporting both employee secu-
rity and organisational resilience in an increasingly dynamic economic environment.
Furthermore, they constitute a foundation for future empirical research in this scope.

Comparative analysis of remuneration systems in the TSL sector

According to the DHL Group Annual Reports (2024, 2025) (DHL Group, 2024;
2025), the company’s remuneration system is based on the Total Rewards philoso-
phy. The remuneration package consists of a base salary determined through job
evaluation, employees’ professional experience, and local labour market conditions,
variable remuneration depending on individual and team performance bonuses, sup-
plemented by shift allowances and night-work premiums. Employees are also of-
fered an extensive package of fringe benefits, including private healthcare, life in-
surance, pension schemes, meal and transportation subsidies, sports cards, and social
welfare benefits. Share-based incentive programmes are additionally available.
For managerial staff, remuneration includes both short-term and long-term incentive
schemes linked to financial performance and Environmental, Social, and Govern-
ance (ESG) objectives. The primary purpose of this remuneration model is to moti-
vate employees to achieve high performance while supporting the organisation’s
long-term development.

Similarly, the Raben Group Sustainability Report (2024) (Raben Group, 2025)
indicates that the company applies a remuneration system based on the Total
Rewards concept. Its principal objective is to attract and retain highly qualified em-
ployees. The remuneration package comprises base salary determined through job
evaluation and local market benchmarks, performance-related bonuses linked to or-
ganisational objectives, and an extensive portfolio of employee benefits, including
private medical care, additional insurance coverage, professional training, and lan-
guage courses. The remuneration policy is founded on the principles of competitive-
ness and fairness. Moreover, the company follows the pay-for-performance ap-
proach, under which variable remuneration depends on employees’ performance
outcomes. Salary reviews are conducted with consideration given to the company’s
financial situation, labour market trends, and macroeconomic conditions.

The InPost Integrated Annual Report (2024) (InPost, 2025) likewise demon-
strates that the company’s remuneration policy follows the Total Rewards model.
Employees receive base salaries determined according to job responsibilities and lo-
cal labour market conditions, supplemented by performance-based bonuses and
a comprehensive benefits package that includes private healthcare, Multisport cards,
group insurance, and flexible working arrangements. Managers participate in both
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short-term and long-term incentive programmes linked to the achievement of finan-
cial and operational objectives. The remuneration system is designed to encourage
high performance while supporting the company’s sustainable growth.

According to the DB Schenker Poland Sustainability Reports (2021, 2022)
(DB Schenker, 2022), the company applies a pay-for-performance remuneration
model. Employees receive base salaries determined by job value and local labour
market benchmarks, annual or monthly performance bonuses linked to individual
and organisational results, and an extensive package of employee benefits, including
private healthcare, life insurance, Multisport cards, occupational pension pro-
grammes, the Worksmile cafeteria platform, and language training. Salary reviews
are conducted twice a year, while pay increases depend on the results of periodic
performance appraisals. The primary objectives of this remuneration policy are to
enhance employee motivation, maintain competitive pay levels, and support contin-
uous professional development.

The Rohlig SUUS Logistics Sustainability Report (2024-2026) (SUUS, 2024)
indicates that the company’s remuneration system consists of a base salary adjusted
to employees’ responsibilities, professional experience, and local labour market con-
ditions. Variable remuneration is linked to performance and the achievement of or-
ganisational objectives. Employees also receive a comprehensive package of non-
financial benefits, including Medicover private healthcare, life insurance, subsidised
sports cards, access to the Worksmile benefits platform, well-being programmes, and
financial support for professional training. The remuneration policy is regarded as
a strategic instrument for strengthening employee engagement and motivation.

According to the DSV Annual Report (2024) and the DSV Remuneration Report
(2025), the company has adopted a remuneration model based on the principles of
fair and competitive pay. The remuneration package includes a base salary estab-
lished through job evaluation and aligned with local labour market conditions.
Importantly, remuneration is designed to meet or exceed the living wage, thereby
ensuring an adequate standard of living. Employees also receive performance-related
bonuses, pension programmes, healthcare benefits, employee insurance, and well-
being initiatives. Executive remuneration additionally includes short-term incentive
schemes (STI), long-term incentive programmes (LTI) based on share options, com-
pany cars, mobile phones, and enhanced pension arrangements.

The FM Logistic Annual Report (2023/2024) (FM Logistic, 2024) shows that the
company’s remuneration system comprises base salary determined by job responsi-
bilities and labour market conditions, performance-related bonuses linked to
appraisal outcomes, and a variety of financial and non-financial employee benefits.
The Human Resources Department supervises remuneration policy while taking ac-
count of local labour market characteristics. Employee development is supported
through the FM University programme, which aims to strengthen competencies and
encourage long-term organisational commitment.

The GEODIS Sustainability Report (2024) indicates that the company’s remu-
neration policy is based on the principles of fair and competitive remuneration. Base
salary is determined according to job evaluation, employee responsibility, and mar-
ket salary reviews. Variable remuneration depends on the achievement of financial,
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social, and environmental objectives. Employees are additionally offered life insur-
ance, private healthcare, occupational pension programmes, and other social bene-
fits. The remuneration policy explicitly follows the pay-for-performance principle.

Similarly, the FedEx ESG Report (2024) confirms that the company applies the
Total Rewards concept. The remuneration package consists of base salary estab-
lished through job evaluation, labour market benchmarking, analyses of internal pay
equity, and assessments of external competitiveness. Employees are eligible for per-
formance-related bonuses and receive an extensive benefits package, including pri-
vate healthcare, pension schemes, paid sick leave, paid annual leave, the Employee
Assistance Programme, and the LifeCare programme. FedEx bases its remuneration
philosophy on the People—Service—Profit principle, according to which investment
in employees contributes directly to improved customer service quality and superior
organisational performance.

Finally, the GLS ESG Report (2025) demonstrates that the company’s remuner-
ation system consists of a base salary adjusted to local labour market conditions and
the scope of employees’ responsibilities. The fixed component is complemented by
performance-related bonuses and an extensive package of employee benefits, includ-
ing private healthcare, insurance and pension programmes, paid professional train-
ing, and additional leave entitlements. The principal objectives of the remuneration
policy are to increase employee engagement, improve retention, and maintain the
company’s competitiveness within the logistics services market.

Conclusions

In the contemporary economic environment, remuneration systems are increas-
ingly evolving from traditional pay mechanisms, understood merely as monetary
compensation for work performed, into comprehensive strategic instruments of hu-
man resource management. The findings of this study confirm that remuneration
systems play a significant role in strengthening the social security of employees in
the transport, forwarding, and logistics (TSL) sector. The analysis of remuneration
policies implemented by leading TSL companies demonstrates that the dominant
trend involves adopting the Total Rewards concept, which integrates financial remu-
neration with a broad range of non-financial benefits and opportunities for profes-
sional development. Such an approach reflects contemporary human resource man-
agement practices that recognise remuneration as a multidimensional instrument
supporting not only employee motivation but also organisational sustainability and
competitiveness. The results further indicate that employees’ social security depends
not only on the level of remuneration but also on its predictability, stability, and
perceived fairness. Transparent remuneration policies, clearly defined bonus alloca-
tion criteria, regular salary reviews, and comprehensive employee benefit pro-
grammes contribute to increasing employees’ trust in their employer, strengthening
work engagement, and improving organisational commitment. Consequently, remu-
neration systems should be designed not merely to provide competitive levels of pay
but also to minimise economic uncertainty and enhance employees’ long-term finan-
cial stability.
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The study also demonstrates that an effective motivational remuneration system
should integrate competitive financial compensation with stable income protection,
organisational justice, opportunities for professional development, employee well-
being initiatives, and work—life balance. Such a comprehensive approach supports
not only employee satisfaction and retention but also organisational resilience in re-
sponse to the challenges of today’s dynamic labour market.

The primary limitation of this study is that the analysis is based on secondary data
and publicly available reports from companies in the TSL sector. Therefore, it pri-
marily presents the remuneration policies and employee benefit systems declared by
these companies, which does not necessarily reflect the perception of these elements
by employees of the companies analyzed. Another limitation of the study is that it
included deliberately selected, large, and well-known companies in this industry,
which limits the applicability of the obtained results to all TSL sector companies,
particularly small and medium-sized enterprises. Furthermore, the scope of the study
does not include quantitative data on employee income stability, job satisfaction,
engagement, or retention; therefore, assessing the actual impact of remuneration sys-
tems on the social safety of TSL employees requires further, in-depth analysis.

In future research, it is worth considering expanding the analyses to include em-
pirical studies conducted among employees and management staff of TSL compa-
nies, using quantitative and qualitative methods (surveys, interviews). This would
allow for a better understanding of how remuneration systems are perceived and ex-
perienced by employees, and assess their impact on employee safety, motivation,
and morale.
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SYSTEMY WYNAGRADZANIA
JAKO ELEMENT BEZPIECZENSTWA SPOLECZNEGO W SEKTORZE TSL

Streszczenie: W obecnych warunkach gospodarczych systemy wynagradzania staty sie
istotnym elementem zabezpieczenia spolecznego, zwtaszcza w sektorze transportu, spedy-
cji i logistyki (TSL) ze wzgledu na specyficzne warunki pracy w tej branzy. Celem artykulu
jest identyfikacja i poréwnanie praktyk wynagradzania stosowanych przez duze przedsie-
biorstwa z sektora TSL oraz ocena ich zgodnosci z teoretycznymi wymiarami bezpieczen-
stwa dochodowego i stabilnosci zatrudnienia. Analiza obejmuje finansowe i pozafinansowe
sktadniki wynagrodzenia, ich przewidywalnosc, przejrzystosé i sprawiedliwosé, a takze po-
tencjalny wplyw na stabilnos¢ dochodow, zaangazowanie pracownikow oraz ich retencje.
Badanie opiera si¢ na analizie raportéw i informacji opublikowanych w latach 2021-2026
przez dziesiec celowo dobranych duzych firm z sektora TSL. Wyniki wskazuja na wyste-
powanie powtarzalnych praktyk, takich jak aczenie wynagrodzenia stalego i zmiennego,
powszechne stosowanie §wiadczen pozaptacowych, rosnaca dbalosé o dobrostan i rozwdj
zawodowy pracownikow oraz nacisk na sprawiedliwosé i konkurencyjnos¢ wynagrodzen.
Praktyki te sa w duzej mierze zgodne z koncepcja ,,Total Rewards™ (catosciowego systemu
wynagradzania) oraz teoretycznymi wymiarami zabezpieczenia spolecznego w zakresie
przewidywalnosci dochodow, stabilnosci zatrudnienia i dostepu do swiadczen pracowni-
czych. Artykut wnosi wktad w rozwoj nauk o zarzadzaniu i jakosci poprzez powiazanie
zarzadzania wynagrodzeniami z kwestiami zabezpieczenia spotecznego w sektorze TSL
oraz proponuje ramy koncepcyjne wspierajace tworzenie systemoéw wynagradzania sprzy-
jajacych efektywnosci organizacyjnej i dobrostanowi pracownikow. Wykorzystanie danych
wtornych oraz celowy dobor duzych przedsigbiorstw miedzynarodowych ograniczaja moz-
liwos¢ nogolniania wynikéw, zwlaszeza w odniesieniu do matych i srednich przedsie-
biorstw.

Slowa kluczowe: wynagrodzenie, bezpieczenstwo spoleczne, sektor TSL
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