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Today there are many changes in the field of health care, but in the context of changing the management system
of health care institutions have not introduced new effective mechanisms and management tools, so the problem of
adaptation of medical staff to modern realities of health care, adaptation to constant changes in the system manage-
ment and current reform of the medical sphere. Despite the existing interest of scientists in the management system
in health care facilities, which includes the medical field, the issue of promising areas for improving the management
of personnel in health care facilities has not been identified as a subject of special research, which led to scientific
relevance. With this in mind, the article proposes promising areas for improving the personnel management system
in health care facilities. The organizational system is an important part of the overall management system of the
health care institution, which combines organizational, economic and motivational components, as well as all the
tools, methods, models and techniques that implement them. To implement each of the main stages of the manage-
ment system of health care institutions, a number of guidelines have been developed, which include: a system of
motivation of health care staff, which is based on the survey and is the main motivational mechanism, and he, in turn,
drives the entire system of managing the effectiveness of health care facilities; a system of tactical key performance
indicators, calculated on a monthly basis, which together comprehensively assess the effectiveness of the health
care institution. Providing quality and safe medical care to the population is the main goal of any health care facility.
It is known that the overall assessment of the quality of care includes the quality of construction, process and result.
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CborofHi cnoctepiraeTbcs 6arato NnepeTBopeHb Y chepi OXOPOHM 3[0POB’S, a/le B KOHTEKCTi 3MiHW CUCTEMM YNpaBAiHHSA
NepcoHas/IOM 3aknafiB OXOPOHM 340POB’'A He 3anpoBaPKEHO HOBUX e(PEKTUBHIX MEXaHI3MIB Ta IHCTPYMEHTIB YNpaB/iHHS,
TOMY NpobrieMa aganTadlii nepcoHany MeauyHoi cchepu A0 CyvacHuX peastiini MeaMYHOro 06ClyroByBaHHS, MPUCTOCYBaHHS
[10 NOCTIliHUX 3MIH Y CUCTEMI YMPaBAiHHS Ta CbOroOAEHHS pechopMyBaHHS MeauyHoI ccpepu. 3 Ornsay Ha Le y CTaTTi 3anpo-
MOHOBAHO MEPCNEKTVBHI HANPAMY YAOCKOHAIEHHS CUCTEMM YNPaB/iHHS NEepCOHa/IOM B 3ak/1aax OXOPOHU 340poB's. He-
3BaXKatouW Ha HasIBHWI IHTEPEC BYEHMX [0 CUCTEMI YNPaBiHHSA B 3aK/1aax OXOPOHYM 30POB’S, A0 SKOT BXOAUTb | MeauyHa
rasly3b, MUTaHHS NEePCNeKTUBHUX HANPSIMIB YAO0CKOHA/IEHHS YNPaBiHHA NepcoHasioM 3aK/1ajiB OXOPOHM 30POB'A He BU-
3HaYeHO K NpeaMeT A0AATKOBUX LOC/iMKEHD, L0 NPU3BEO [0 BUHAYEHHS aKTyaslbHOCTI AaHOT TeMaTukv. 3 ornagy Ha
Lie, y CTarTi 3anponoHOBaHO NepcrekTUBHI HanpsMy BAOCKOHAIEHHS CUCTEMM YNPaB/IiHHA NEPCOHasTOM 3aK/1afiB OXOPOHM
3[0pOB'Al. OpraHisau,iVlHa CUCTEMA € BXK/TMBOK YACTMHOIO 3arasibHOi CUCTEMU YMPaBiHHSA 3aK/1ag0M OXOPOHU 3,£I,OpOBFI
sika Noe/Hye opraHisavjiiHy, EKOHOMIYHY Ta MOTUBAL,/iHY CK/a/joBi, a TakoX YCi 3acobu, metoap, Mozeni Ta npuiiomu, Lo
iX peanisytoTb [/151 BUKOHAHHS KOXHOTO 3 OCHOBHYX €TarniB CMCTEMW YMpaBiHHSA eoloeKTMBmcno LiSNbHOCTI 3aKragly oxo-
POHM 300POB’'A PO3POGIEHO P, METOAUYHUX NOMTOXKEHb, L0 MICTUTBL: CUCTEMY MOTMBALLT NEPCOHasTy 3aKafiB OXOPOHM
300p0B'A, sika 3aCHOBaHa Ha NPOBEAEHOMY OMUTYBAHHI | € OCHOBHOK MOTVBALLIAHOTO MeXaHi3My, sikuii 3a6e3neudye pyx op-
raHizauiiHOi CkNafoBoi CUCTEMU YNPaBIiHHS, & TOM, Y CBOKO YEPTY, PyXa€e BCIO CUCTEMY yNpaBiHHA e(DEKTVBHICTIO 3aknafy
OXOPOHM 3[10POB’S; CUCTEMY TAKTUYHMX KITOHOBUX iHAMKATOPIB edDEKTUBHOCTI, PO3paxoBaHUX Ha LLOMICAYHE OLjHIOBaHHS,
SIKi B CYKYMNHOCTI BCEGIYHO OLHIOKTL eDEKTMBHICTb POOOTU 3aKady OXOPOHW 30POB'S.

KnouoBi cnoBa: ynpas/iHHS NepcoHasioM, 3akag, 0XOPOHM 3A0POB’S, cucTema ynpas/liHHS.
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Formulation of the problem in general. The
reform of the Ukrainian health care system and
the introduction of health insurance are inevita-
bly accompanied by the development of market
relations in this area. Under these conditions,
the issues of improving the personnel manage-
ment system of health care institutions become
especially relevant. The health care system of the
country is in a state of constant transformation.
As a multi-level and diversified structure, the sys-
tem, as it transforms, forms complex approaches
to defining the management system of health
care facilities. It is in them that the state recre-
ates a new system of government, which must be
considered in the combination of the influence of
meso-, macro- and micro-factors with the use of
new forms of government at all levels.

Analysis of recent research and publica-
tions. Such domestic and foreign scientists as
T. Bazarova, B. Yeromina, A. Yehorshina, L. Bal-
abanova, M. Vinogradsky, V. Danyuk and oth-
ers made a significant contribution to the study
of personnel management and the role it plays
in achieving effective enterprise activity. At the
same time, the problem of personnel manage-
ment in health care facilities has not been stud-
ied in national research, as modern leaders of
health care institutions have not finally adopted
new views on the formation of the labor market
of medical staff in modern conditions and mod-
els of personnel management.

Unresolved parts of the common problem.
Despite the existing interest of scientists in the
management system in health care facilities,
which includes the medical field, the issue of
promising areas for improving the management
of personnel in health care facilities has not been
identified as a subject of special research, which
led to scientific relevance.

The purpose of the article — to development
of perspective directions of improvement of the
personnel management system in health care
institutions.

Presenting main material. Activity manage-
ment should ensure the use of both external and
internal incentives for the success of health pro-
fessionals and managers, as well as improving
the visibility of patients by health professionals
and the visibility of health professionals. In addi-
tion, if the technical staff of health care facilities
is sufficiently stimulated, using only external
motivators, then medical staff and managers
need both external and internal motivators. The
survey was conducted anonymously to obtain
objective information. According to the results
of the survey, an assessment of the importance

of different motivators for choosing a profession
(table 1), which allows to identify the motivational
expectations of staff health.

Their comparison with the results obtained by
R. McCabe and others [1] according to a survey
of European medical staff, they reveal common
characteristics and differences in motivational
motivations between Ukrainian and European
health professionals, namely:

1) in general, Ukrainian health workers are
more optimistic than European ones, as evi-
denced by the higher average level of estimates
in the entire sample (3.8 compared to 3.3);
2) strong interest in work can be traced among
both Ukrainian and European medical workers;
3) Ukrainian health workers (doctors and nurses)
are somewhat less motivated by the altruistic
motivator "desire to help people" and the desire
to address patients "in close cooperation with
people”, but, unlike European counterparts, they
are more interested in "employment”, "respon-
sibility at work" and "prestige of the profession
(status)"; 4) if European health professionals
have external motivations related to material
benefits, they are at the bottom of the rankings,
their Ukrainian counterparts, these motivators
occupy an average position in the rankings, and
therefore have a higher value.

Thus, the results of the comparative analysis
show greater optimism, active desire to recog-
nize the benefits of society, less altruism and
greater enthusiasm for external (material) moti-
vations of Ukrainian health workers than their
European counterparts.

However, it should be noted that Ukrainian
health workers rate their financial motivations at
10 and below. While their Russian counterparts
in the hierarchy of motivators give the highest
place to the level of wages [2]. However, other
studies [3] from some regions of Russia indi-
cate the predominance of intangible motivators
(moral satisfaction, the desire to benefit people)
over material (wages), ranking the latter only
third in the ranking of importance.

The identified reasons and differences in the
degree of their importance in relation to foreign
counterparts indicate the need to create a spe-
cial motivational component of the management
system, which takes into account the peculiar-
ities of the Ukrainian health care system and
internal factors that shape it.

The peculiarity of the existing system of mate-
rial incentives in the health budget sector is that
the employee's salary does not depend on quan-
titative (number of patients admitted, number of
services provided) and qualitative (treatment
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Table 1
Rating of motivators for choosing the profession
of Ukrainian and European health workers
Ne in . Average . Average
the Motivator rating Motivator rating
ranking Ukrainian sample European sample
1 Interesting job 4,3 The desire to help people 4,3
2 Responsibility in work 4,3 Interesting job 4,2
Prestige of the profession - .
3 (status) 4,2 Working closely with people 4,0
Demand for the profession /
4 Employment opportunities 41 Work safety 3.9
5 The desire to help people 4,0 Mental (difficult) work 3,8
6 Exciting work 4.0 Social benefits 3,6
v Comfortable working 40 Ability to make a significant 36
conditions ' contribution to society '
Society's respect for your ;
8 profession 3,9 Opportunity to travel 3,6
Possibility to reconcile work "
9 and family 3,9 Exciting work 3,4
Opportunity to earn well in . -
10 the future 3,9 Society's respect for your profession 3,2
11 The level of wages 3.9 1I:Z;lon?isl)llblllty to reconcile work and 3.2
12 Working closely with people 3,8 Flexible work schedule 3,2
Ability to make a significant ; -
13 contribution to society 3,8 Opportunity to earn well in the future 3,0
14 Mental (difficult) work 3,8 Career opportunities 3,0
15 Work safety 3,8 Responsibility in work 3,0
Creativity and originality of : o
16 the profession 3,4 Comfortable working conditions 2,9
17 Flexible work schedule 3,3 Prestige of the profession (status) 2,7
18 Career opportunities 3,3 The level of wages 2,6
- - Creativity and originality of the
19 Social benefits 3,2 profession 2,6
. Demand for the profession /
20 Opportunity to travel 31 Employment opportunities 2,5
3,8 3,3

Source: systematized by the author on the basis [1]

efficiency, quality of services provided, etc.) indi-
cators of his work [4]. The management of health
care facilities has extremely limited opportunities
to encourage better employees. At the same
time, each budgetary institution has a fund
formed at the expense of charitable contributions
of patients and patrons, the funds of which can
and should be used to reward employees and
develop other incentives for their effective work.

The main features of the proposed model of
staff motivation for Ukrainian health care facil-
ities are given in Table 2. The proposed incen-
tives, depending on the main empirically created
motivators, should serve as key elements of the
behavioral air conditioning system, ie align the

expectations of employees efficiency. Therefore,
in addition to external rewards (salaries, bonuses
or payments), managers should stimulate inter-
nal rewards (joy of work performed, etc.), which
increases his level of satisfaction and deter-
mines his behavior, adapting to effective work.
The proposed system of motivation is the
main motivational component, which provides
the movement of the organizational component,
and which, in turn, drives the economic compo-
nent of the management system of the efficiency
of the medical institution. This means that prop-
erly selected and motivated staff demonstrates
increased efficiency, which has a positive impact
on the work of the entire organization and leads
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Table 2

Characteristics of the staff motivation system for health care facilities

Groups staff

Motivational factors

The main motivators

Incentives effective work

The desire to help people
Interesting job
Exciting work

Responsible assignments

medical staff)

Men Responsibility in work Sratitude
Prestige of the profession (status)
Doctors The level of wages
Responsibility in work
Interesting job - -
Women Comfortable working conditions g?:t?tﬁgzlble assignments
Age: up to 50 years | Demand for the profession / Awards
employment opportunities
The level of wages
Responsibility in work Responsible assignments
. Comfortable working conditions |Improving working
Nurses Age: up to 50 years Interesting job conditions
Prestige of the profession (status) | Gratitude
Interesting job
Society's respect for their G
; uarantees of
_|c|J_Lofe|SS|o|n f employment
e level of wages ; -
Interns Opportunity to earn well in the g;tr%relrmergxtwp)’
(young Age: up to 30 years |future 9 :

Career opportunities
Responsibility in work
Comfortable working conditions
Demand for the profession /
employment opportunities

Awards,

Gratitude of patients,
Improving working
conditions

Source: author's development

to an increase in its economic performance.
However, before you can motivate your staff,
you need to choose the right team that can work
effectively and be the engine of healthcare effi-
ciency. Guidelines for creating such a team in a
health care facility are given below.

Build effective teams in healthcare facilities.
When using the team building method to form the
staff of a health care institution, it is necessary to
take into account the specifics of the work of this
type of institution, first of all, social orientation
and high responsibility of staff. An effective team
building process is based on understanding the
goals the team needs to achieve, regularly eval-
uating staff professionalism, and strengthen-
ing conflict resolution and prevention skills [5].
Psychological microclimate, characteristics of
relations significantly affect the overall results of
teamwork. An indicator of teamwork is the sat-
isfaction of each person in the team, which has
a positive psychological climate, a high level of
personal development, the ability to realize lead-
ership aspirations, group cohesion, the coinci-
dence of values of individual and group [6].

Among the existing methods of team build-
ing in theory and practice (goal setting, inter-

personal, role and problem), in our opinion, it is
advisable to use the following methods for differ-
ent health care facilities:

1) for treatment and prevention facilities,
diagnostic centers and clinics: a focused (tar-
geted) approach that allows team members to
better navigate in the process of selecting and
implementing group goals.

2) for hospitals and first aid centers — a prob-
lem-oriented approach to team building (problem
solving) involves organizing a series of pre-pro-
grammed meetings to facilitate the process (with
the participation of a third party consultant) with
a group of people with common organizational
relationships and goals. The content of the team
building process includes the consistent devel-
opment of procedures for solving team problems
and, thus, achieving the main task of the team.

The formation of the team affects the effec-
tiveness of all its further activities. If the team
works effectively, it can provide quality manage-
ment and organizational training, provide quality
medical services and improve financial perfor-
mance, as evidenced by numerous examples
of medical business and institutions in different
countries [7].
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When creating a project team, the manager
must take into account factors such as the num-
ber of employees on the project team and the
roles that must be performed in the team to work
successfully. For a health care facility, the team
must match the planned number of employ-
ees in each structural unit (department). Often,
teams of employees with different experiences
and skills make more innovative and high-qual-
ity decisions than homogeneous teams. When
forming a team, the leader should be guided pri-
marily by considerations of team effectiveness,
rather than personal sympathies. As a rule, the
team requires different specialists, sometimes
not at all similar to each other. Therefore, it is
recommended to form a team of diverse people,
as this promises more efficiency than if team
members had similar views.

The main elements of effective teamwork in a
medical institution include:

— satisfaction of personal interests of team
members;

— successful teamwork;

— to solve the tasks set before the team.

Evaluation, analysis and management deci-
sions. How effectively the team is formed and
how effectively the health care institution will be
able to establish the proposed methodological
approaches:

— methods of in-depth analysis of economic
efficiency of non-budgetary health care facilities
using different models;

— methods of analysis of the effectiveness of
budgetary health care institutions.

Developed methodological approaches allow:

1) evaluate the relative efficiency of health
care faclilities; 2) within the general set of medi-
cal companies and institutions to identify groups
of leaders and outsiders in terms of efficiency;
3) evaluate the effectiveness of the scale and the
nature of the effect of the scale for each health
care institution; 4) assess the dynamics of total
factor productivity for each health care institution
and for the entire sample as a whole; 5) assess
the reserves for reducing resource costs and
the potential for efficiency gains for each health
care facility; 6) establish the most appropriate
standards for the implementation of sectoral and
international performance benchmarks for each
inefficient health care facility; 7) develop practical
recommendations for improving the efficiency of
health care facilities.

In general, the proposed methodologi-
cal approaches ensure the implementation of
important stages in the process of managing
the effectiveness of health care facilities: eval-

uation, analysis and preparation of manage-
ment decisions. Based on the recommendations
made with their help, reasonable management
decisions are made to improve the efficiency of
medical institutions.

Monitoring and managing the effectiveness of
health facilities. A consolidated set of key perfor-
mance indicators and a system of evaluation and
monitoring are needed to manage health facili-
ties. Given the specifics of health care facilities,
we have proposed a system of key performance
indicators that allow you to quickly identify prob-
lems that hinder their effective development. The
systematization of key performance indicators in
the field of health care allows them to be divided
into a number of typologies that reflect different
aspects of the work of companies and medical
institutions. Evaluation of selected aspects in the
system of key performance indicators allows to
fully reflect the effectiveness of the health care
institution.

Monthly performance indicators allow you
to make tactical management decisions that
can increase the effectiveness of your health-
care facility. However, operational decisions
are often of particular importance in the work
of a health care facility, which determines the
quality and effectiveness of its operational
activities.

Therefore, it makes sense to develop a sys-
tem of operational indicators, which in real time
can help the head to respond quickly to changes
in the work of the institution and make timely
management decisions aimed at sustainable
growth of the health care institution. You can
choose sets of certain indicators, based on the
specifics of the department of the institution.

Conclusions. To implement each of the
main stages of the management system of
health care institutions, a number of guidelines
have been developed, which include: a sys-
tem of motivation of health care staff, which is
based on the survey and is the main motiva-
tional mechanism, and he, in turn, drives the
entire system of managing the effectiveness of
health care facilities; a system of tactical key
performance indicators, calculated on a monthly
basis, which together comprehensively assess
the effectiveness of the health care institution:
medical, social, economic, technical and finan-
cial; a system of operational indicators that in
real time help the head to respond quickly to
changes in the work of the institution and make
timely management decisions aimed at sustain-
able growth of the efficiency of the health care
institution.
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