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Abstract. This article discusses different aspects of increasing the motivation of health workers. The study's main
purpose is theoretical knowledge about the practices of increasing the motivation of health workers. Systematization
of literary systems and approaches to solving the problem Increasing the motivation of nurses using the Sumy
Regional Clinical Hospital example indicates that the problem arose relatively long ago and scientists are looking for
different ways to solve the problem. The urgency of solving this scientific problem lies in the fact that modern research
methods are used and modern methods of solving the situation are proposed. Research of the topic Increasing the
motivation of medical staff using the example of the General Clinical Hospital in the article is carried out in the following
article: relevance of the problem, literature analysis, research results based on an anonymous questionnaire survey
of the medical staff using the example of the Sumy Regional Clinical Hospital, recommendations for improvement,
conclusions. The study was conducted using an anonymous survey of employees of the regional clinical hospital's
neurological department in 2020. The research object is the relationships within the working collective of the
neurological department, which are manifested in the improvement of the system of motivation of health workers. The
article presents an empirical analysis of an anonymous survey, which showed the main gaps in the social work of the
team of the neurological department. The study empirically confirms and theoretically proves that it is necessary to
maintain the balance of psychological and economic agents and the main problem of employee dissatisfaction. The
results of a study to improve medical staff's motivation using the example of a regional clinical hospital can be useful
for heads of departments, different directions in medicine, and methodologists for working with teams.

Keywords: healthcare, medicine, medical reform, motivation in healthcare, motivation system, pandemic,
personal motivation

Introduction. Human capital is a factor that significantly influences the activities and achievements of
any organization. Health workers are vital to the health system's core functionality, but they are usually
overlooked as a key element in the modernization of health systems. Nearly fifteen years ago, in 2006
WHO report, Working Together for Health, 57 countries reported a critical shortage of human resources.
Skilled health workers migrate mainly from low- and middle-income countries to developed countries
primarily for economic reasons and in response to poor working conditions and low job satisfaction.
Ukrainian researchers also believe that the effective use of human resources is one of the main
determinants of a medical institution's success since medical personnel, primarily doctors, are the
producers of medical services.

Understanding assessments of motivation, identifying motivational factors for health workers and
recognizing how a manager can successfully motivate staff are highly relevant issues of our time (Balcha
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et al., 2015). Motivation is closely intertwined with the employee getting pleasure from work and in the
future and keeps him in the workplace (Luoma, 2006)]. The medical workforce is motivated by a mix of
social, professional and economic factors (Deussom et al., 2012). Motivation is closely related to
incentives, and they must be combined to improve efficiency in favor of the enterprise.

Literature Review. According to Herzberg's theory of motivation, there are two types of incentive
factors: 1) contentment (motivators), which are the main factors of job satisfaction, these include
achievement, recognition, responsibility and career development; 2) dissatisfaction (hygienic factors),
which are the main factors of dissatisfaction with work, these include working conditions, wages,
relationships with colleagues, administrative policy and control (Herzberg et al., 1959]).

Herzberg used this model to explain that a person at work can be both happy and unhappy at the
same time, since these two types of factors act as separate sequences. Thus, hygiene factors cannot
increase or decrease pleasure; they only affect the level of discontent.

Motivation within the labor framework can be defined as the degree of a person's readiness to achieve
an individual goal, corresponds to the organization's overall goal, mechanisms of behavior (both internal
and external) and readiness to support these achievements (Franco et al., 2002).

Three models of solving problems of a social and labor nature are widely used globally, based on the
experience of Japan, the USA and the countries of Western Europe.

One of the best in the world is the Japanese system, which encourages employees to be motivated
and, as a result, to high staff productivity and fair wages. It has five components: life-long recruitment,
personnel rotation, on-the-job training, reputation and remuneration, functioning as a complex mechanism
that positively affects the training of highly qualified personnel, creating maximum conditions for realizing
the potential of employees. Public authorities have the same influence on both the public and private niche
of healthcare (Saijo et al., 2013).

In the United States, the system aims to improve the work of personnel through motivational factors,
such as continuous diversity of work, full use of the creative, national and intellectual potential of their
subordinates. In the US medical industry, wages are hourly, the working day lasts 8:00, that is, the
motivational activity of this system works through employees, they are offered the maximum realization of
their own potential, thanks to which a person can achieve professional success in a short time. On the
other hand, with insufficient motivation, negligence in performing work, an employee may lose his status
and encouragement at his workplace (Pegler, 2012).

In Austria, Germany, Sweden, the state plays an active role in regulating social and labor relations.
Simultaneously, the principle of tripartism works in these countries, that is, the state, employer and
employee solve problems with equal rights (Voltmer et al., 2012). Public health in France is trying to
individualize the salaries of employees (Touraine, 2014).

Among the countries of Central and Eastern Europe, Ukraine has the lowest assessment of medical
services quality (Stepurko et al., 2016). Life expectancy in Ukraine is the lowest in Europe. The medical
reform of 2018 aims to optimize the financing of the provision of quality medical services, not at maintaining
outdated infrastructure. Instead of the Unified Tariff, reorganized health care facilities use a contractual
system of remuneration, the principle «Money follows the patient» is implemented. The newly established
National Health Service of Ukraine implements this principle, which contributes to the legalization of the
economic component of motivation for the medical community's best members.

Today in the health sector of Ukraine, the human resources management system has the following
types of influence (Letunovska et al., 2020b):

1) economic, namely material incentives and sanctions based on the economic interests of
employees, usually represented by wages and the system of additional payments;

2) administrative, based on a sense of duty, responsibility, understanding of the consequences,
enshrined in the legal documents of the health care institution and its structural units;
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3) socio-psychological, which have a more personalized nature, contribute to intangible motivation.

Methodology and research methods. A situational analysis of Ukraine's human resources,
conducted in 2018 with the United States Agency for International Development (USAID) support and the
British Government's Good Governance Fund Program, showed that Ukrainian hospitals often disagree
on financial and nonfinancial incentives within general (Bogdan et al., 2019). Jobs are provided with the
minimum necessary to perform professional functions. This provision is insufficient to perform professional
competencies and does not allow to comply with international standards to provide quality medical care.
Medical staff does not have sufficient social protection.

Bilynska M. believes that this state of affairs has developed in the health care of Ukraine precisely
because of the «unwillingness» of the authorities to reform the medical industry effectively, personnel
«hunger» in medical management and inability to use modern principles of management in practical
medicine (Bilynska & Popchenk, 2006).

Authors L. V. Prokopets, I. M. Todoriko, D. D. Dyachuk, V. G. Guryanov, M. V. Shevchenko, Yu. B.
Yashchenko, V. I. Borshch emphasize that Ukrainian physicians' material motivation is reasonably low,
which negatively affects the quality of medical care (Prokopets and Todoriko, 2020; Diachuk et al., 2016;
Borshch, 2016).

Studies conducted by I. V. Zamula and K. V. Szymanska show that the material motivation of labor
depends on many factors, such as the level of wages and prospects for its growth, the level of wages from
its results, reasonable wage differentiation in the enterprise, personal income and material support of the
employee and his family (Zamula and Shymanska, 2011).

In 2013, to identify the main motivational reasons, a survey of doctors of various specialties in Sumy
was conducted (Borshch, 2016). This survey showed that most Sumy doctors are dissatisfied with living
conditions, job security and wages. However, material incentives, respect for others and moral satisfaction
from work are essential.

Even the introduction of medical reform's economic principles has not changed the fact that the main
motivating factors in the medical industry are administrative and social, rationalization of working hours
and corporate culture, the possibility of self-realization and professional growth, moral satisfaction and
usefulness are the main drivers for most employees of Ukrainian hospitals (Smiianov et al., 2020).

2020 has united humanity in the fight against the SARS-CoV-2 virus, which provoked the Covid-19
pandemic. This pandemic has exposed many problems, gaps and shortcomings in the health sector of
many countries. Ukraine is no exception (Kuzmenko et al., 2020; Letunovska et al, 2020a).

In our opinion, a set of organizational and economic measures to improve the quality of medical
services in a pandemic should consist of the following components:

1) identification of motives for improving the quality of medical services;

2) comprehensive analysis of the situation in the medical field;

3) formation of a program to improve the quality of medical services;

4) implementation of the provisions of this program;

5) evaluation of the results of the effectiveness of medical services.

In the medical industry, it is challenging to use objective quantitative methods to analyze and evaluate
professional activities, using expert methods that assess qualification requirements and professionally
essential qualities. Systematic assessment of such factors and constructive dialogue between
management and subordinates positively impact the development of in-hospital relationships.

Results. An anonymous survey was conducted among the neurology department of CNPE SR of
Sumy Regional Clinical Hospital (6 doctors and 14 nurses). The sample contained 95% of the medical
staff of the neurological department of CNPE SR SRCH of the total number, which indicates its
representativeness. The survey consisted of several blocks of questions that allowed to study the motives
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of work, the reasons that keep at work and prevent the achievement of the desired result at work, to assess
working conditions.

The gender distribution of employees was established: 80% of respondents were women. Among
males, 75% were doctors. To study the motivation to work in the neurology department of CNPE SR
SRCH, respondents were offered answers that need to be rated on a 10-point scale, where 1— is the
minimum score and ten is the maximum. The result of an anonymous survey showed that for employees
of the neurology department, the leading incentives for work motivation, which were rated 10 points are
moral satisfaction (70%), success in work (65%), professional duty (60%), curiosity, the need to earn
respect (55%). The need for material support was the maximum value for only 25% of respondents.

The minimum scores (from 1 to 5) were answered in which the work motives were: work for recognition
(55%), control by the administration (45%), the desire to increase the level of material comfort and the
feeling of job satisfaction were at the same level (40 %).

The results of the assessment of work motivation factors both separately among doctors and nurses
and in the sample as a whole are given in Table 1. No statistically significant discrepancy was found in the
responses of physicians and nurses.

Table 1. The average score for assessing the factors of medical work motivation staff of the
neurological department of CNPE SR SRCH

The main motive of the work Average score
in the nglli‘rsllzogg zaSISSEIartment General Doctors  Nurses
The need for material support 6,95 6,5 75
The desire to increase the level of material comfort 6,3 8 6,4
Interest in work 8,2 9,8 7,6
Professional duty 8,8 9,6 8,9
Curiosity, the need to earn respect 8,9 9,3 8,8
A sense of job satisfaction 72 75 6,6
Control by the administration 6,5 55 6,8
Work for recognition 57 73 58
A sense of opportunity to succeed at work 8,7 10 8,2
Moral satisfaction 8,5 8,3 8,5

Sources: developed by the author.

Although no significant discrepancies were found in the responses of doctors and nurses, their
opinions differed somewhat. The maximum average scores of 10.0 and 9.8 among physicians,
respectively, were the answers «Feeling the possibility of success at work» and «Interest in work». The
same responses from paramedics were rated as 8.2 and 7.6, respectively (Figure 1). And the nurses have
a maximum of 8.9 and 8.8 points - the answers «Professional duty» and «Curiosity, the need to earn
respect», respectively. Physicians for these points had a score of 9.6 and 9.3 points.

The medical staff highly rated stability (7.75 points), guaranteed salary (6.75 points), psychological
climate in the team (6.65 points) and personality of the leader (6.45 points). In contrast, factors such as
social benefits (1.1 points), career growth (3.0 points), recognition of personal merit (5 points) and exciting
work (5.35 points) received the lowest score. Again, in the absence of a statistically significant discrepancy
in doctors and nurses' responses, their views were different. The average medical staff praised the
psychological climate (7.5 points) and the presence of traditions in the team (7.0 points).
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Figure 1. Distribution of the most popular answers regarding the motives of work in the
neurological department of CNPE SR SRCH
Sources: developed by the authors.

Table 2. Average score for assessing the factors that contribute to the retention of medical staff
at work in the neurological department of CNPE SR SRCH

A factor that contributes to the work Average score

Genaral Doctors  Nurses
Guaranteed salary 6,75 78 8,6
Interesting job 5,35 4,6 53
Personality of the head 6,45 53 7,2
Recognition of personal merits 5 53 53
Stability 7,75 7 6,8
Professional growth 6,25 41 6,2
Social benefits 11 11 1
Growth 3 5 2,6
Psychological climate in the team 6,65 3 75
The presence of traditions in the team 6,25 3 7

Sources: developed by the authors.

For physicians, the evaluation of these criteria was much lower - 3.0 points.

Doctors rated the possible career growth higher - 3.0 points, for medical sisters, this opportunity was
not significant enough - 2.6 points.

The next block of questions of the questionnaire allowed to estimate the factors interfering with
achievement of the necessary result in work. The achievement of the desired result was equally influenced
by the large amount of work and stressful situations for 25% of respondents. For 20% of respondents,
both the negative impact of work on health and the manager's attentive attitude to the suggestions of
employees were equally important. Among the least important factors for medical staff were conflicts with
the immediate supervisor (90%), conflicts with patients (85%), conflicts with relatives of patients (80%),
poor working conditions (75%) and the inability to implement the latest technologies (60%).
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Figure 2. Distribution of the most popular answers about the motives for keeping medical staff at
work in the neurological department of CNPE SR SRCH
Sources: developed by the authors.

Table 3. Average score for assessing the factors that hinder the achievement of the desired
result in the work in the neurological department of CNPE SR SRCH
Average score

The factor that prevents the achievement of the desired result

in the work Genaral Doctors  Nurses
Large amount of work 49 2,3 5
Conflicts with the immediate supervisor 15 1 15
Conflicts with patients 1,45 11 15
Conflicts with relatives of patients 17 13 1,6
Poor working conditions 2 18 22
Impossibility to express oneself 31 48 3
Negative impact of work on health 53 6,1 48
Stress at work 58 6,8 6,2
Attentive attitude of the head to suggestions employees 55 4,6 6,6
Inability to implement the latest technologies 2,6 25 2,2

Sources: developed by the authors.

The analysis found that the assessment of the surveyed factors that negatively affect to achieve the
desired result in the work was generally low (Table 3). In the leading positions were the following answers:
«Stress at work» - 5.8 points, «Attentive attitude of the head to the proposals of employees» - 5.5 points
and «Negative impact of work on health» - 5.3 points. The lowest rated were: «Conflicts with patients» -
1.45 points, «Conflicts with the immediate supervisor» - 1.5 points, «Conflicts with relatives of patients» -
1.7 points, and «Bad working conditions» - 2 points.

The next block of questions revealed that for 85% of employees the psychological microclimate in the
department was favorable (Fig. 3). At the same time, 15% of respondents found it difficult to answer this
question. For 50% of respondents, a change of leader would improve the psychological microclimate, 40%
found it difficult to answer this question. And for only 10% of employees, the change of leadership did not
improve the emotional atmosphere in the team.
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Figure 3. Distribution of respondents' answers about the psychological climate in the staff of the
neurological department
Sources: developed by the authors.

The analysis of working conditions in the neurological department of CNPE SR SRCH revealed 75% of
satisfied employees (Fig.4). At the same time, positive changes in this area are associated with a change
in the chief physician, not the immediate supervisor.

Working conditions

Hard to answer

S

Unsuited

Satisfied

Figure 4. Distribution of respondents' answers on working conditions in the neurological
department
Sources: developed by the authors.

Ways to improve the motivation system of the staff of any medical institution by default require the
modernization of the use of socio-psychological and economical methods. Deficiencies in staff motivation
are corrected if employees' motivation to conduct through the prism of the institution's overall personnel
strategy, both at the administration level and at the level of management salaries, are satisfied dissatisfied,
challenging to answer the structural unit. The main agents of improving the motivation of neurology staff
should be mastering the methodology of building a strong team, improving the system of material
incentives following the achieved results, assessing efficiency, creating a personnel reserve,
strengthening corporate culture, introducing new forms of training, possible long-term stable employment.
Innovations in the system of motivation should be implemented indirectly by optimizing the work schedule
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with a transparent system of time off, creating conditions for comprehensive development of employees,
a creative approach to the use of intangible incentives and traditional incentives.

The training structure is based on the following principle: solve the problem the task is possible only
under the conditions of team mutual assistance. Standard distribution team on managers and subordinates
also does not remain — throughout team building programs, all team members work on the same basis. It
helps to minimize stress in communication because the team leader can be each. In this case, if the team
leader is the immediate supervisor, then trust and commitment to it will only grow. It is necessary to
consider the individual and characterological features of employees and relationships in the team. It is
desirable to carry out a preliminary diagnostics team and understand clearly what result you expect from
the conducted training. Training in the corporate format are relevant during the pandemic outdoor
recreation, but it is not a corporate party in the usual sense for us. On-first, it corresponds to preventive
measures during a pandemic, and secondly, in new, one might even say, in an extreme environment,
improving communication accelerates mental processes, which significantly accelerates and facilitates the
teambuilding process. Interaction and a common goal make it possible that participants more clearly
understand their team and perceive themselves as an integral part of the mechanism. Participation in such
events allows employees to know each other better, expose your strengths and weaknesses, and develop
amore appropriate program to achieve the appropriate goal. Implementation of acquired skills in everyday
life will contribute, which is very important, to reduce the proportion of medical errors. One can organize
teambuilding in two ways: on your own and with the involvement of third-party organizations that specialize
in this activity.

Conclusion. The analysis of theoretical and methodical approaches to motivation is carried out by
medical staff found that the most significant work efficiency possible to achieve a combination of both
psychological and material motivating agents. Simultaneously, the maximum satisfaction of only one of
these components will not lead to desired result.

Questionnaire of the staff of the neurological department of CNPE SR SRCH showed that the need
for material support is not the main motivating factor. The leading incentives for employees are moral
satisfaction (70%), success at work (65%) and professional duty (60%). Simultaneously, the main reason
for being employed in this department was guaranteed wages (70%) and stability (40%). As for the factors
that hinder the achievement of the desired result in work, only stress and a large amount of work have a
negative impact on employees. For 85% of employees, the team's psychological climate is favorable, and
communication with the immediate supervisor is positive. Despite the total (95%) dissatisfaction with
wages, 80% of respondents want to continue working in this department.
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PekomeHpauii woao nigBuLLEeHHA MOTUBALLii MeAMYHOrO NepPCcoHany Ha NPUKNaai perioHanbHoi kKNiHiYHOI NikapHi

Y cmammi asmopu 0ocnidxyroms cnocobu nidguLeHHs Momueauii MeOuyHUX npauigHukig. OcHogHa Mema AOCHIOKEHHs —
npoaxaniaygamu wsxu nideUWeHHs Momusgauii MeAuyHUX npauisHuKis. Aemopamu 3pobiIeHo BUCHOBOK, WO y MeQUYHIL 2aysi
cknadHo 8uKopucmosysamu KinbkicHi memodu 0751 ouiHku npocpecitiHoi isimbHocmi. [pocmiwi ma binbw OoYinbHI y BUKOPUCMAaHHI
excnepmHi memodu, wo daromb MOXnUSICMb OUiHUMU KeanigikauiliHi sumoau ma npogheciliHo 8axiusi AKOCMI NEpcoHany.
CucmemamuyHa ouiHKa 3a 4um MemoOOM Pa3om i3 KOHCMPYKMUBHUM Oiarno2oM 3 KepigHUUMEOM CNPOMOXHI NO3UMUSHO 8NAUHyMU
Ha po38umok 8idHocuH ycepeduHi medudHoz20 3aknady. [ocnioxeHo acnekmu w000 nidgulieHHs momusauii medcecmep Ha
npuknadi CymcsKoi obnacHoi KniiyHoT nikapHi. Asmopamu cucmemamu3oeaHo fimepamypHi Oxepena ma nidxodu 8o 8upiWEHHs
npobnemu nidsuweHHs momusauii npaui MeduyHoeo nepcorany. lponosuyii HasedeHi Ha npuknadi Cymcbkoi 061acHol KiiHiYHOT
nikapHi. [ocnidxeHHsanposedeHe Ha OCHO8I aHOHIMHO20 ONUMY8aHHs CniBPOBIMHUKIE He8ponoeiyHo2o 8iddineHHs obnacHoi
KkniniyHoi nikapHi y 2020 p. O6’ekmom GocnidxeHHs € 83aEMOBIOHOCUHU 8 PODOYOMY KoNekmuei He8pO02iyHo20 8i00iNeHHs, AKi
nposiensombCs 8 YOOCKOHaeHHi cucmemMu momusauii MeOuyHuX npauigHukia. [pedcmagneni pesynbmamu eMnipuyHo2o aHasisy
GHOHIMHO20 ONUMYBaHHs, SIKe NOKa3ano OCHOBHI Npo2anuHU 8 couianbHili pobomi koMaHOU He8ponoeiyHo20 Bi0QINEHHS.
LocnidxeHHsi nidmeepdxye, wo HeobXidHo nidmpumysamu banaHC NCUXoMoeiYHUX ma EKOHOMIYHUX chakmopig, a maKox
supiwysamu ocHosHi npobnemu He3adosoneHocmi npayigHukig. ObrpyHmMosaHo, Wo MakcumasbHe 3a0080/1eHHS fuLie OOHiET 3
yux cknadosux He npugo3godums Ao baxaHo20 pe3ynbmamy. Ceped hakmopis, wWo nepewkodxaoms echekmugHili pobomi,
cmpec ma 3Ha4Hull obcse pobomu, SiKi YUHSIMb icmomHUl HeeamugHULl 8niug Ha npauisHukis. Pesynemamu docnidxeHHs wodo
800CKOHaneHHs Momugauii MeOUYHO20 NepcoHany Ha npuknadi 06nacHoi KniHiYHoT fikapHi MoXymb 6ymu KOPUCHUMU KepigHUKaM
8i00ineHb pi3HUX HanpAMKi8 y MeOUUUHI, @ makox memoducmam 015 pobomu 3 Konekmugamu.

Krto4oBi crioa: OXOpoHa 3A0POB'S, MeayumMHa, MeauyHa pedopma, MOTUBALisi B OXOPOHi 3LOPOB's, cucTeMa MOTvBaLii,
nangemisi, ocobucTa MoTMBaLis.
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