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HR MANAGEMENT IN PRIVATE MEDICAL INSTITUTIONS

Abstract. The article summarizes the arguments and counter-arguments within the scientific discussion on
improving the HR management system in medical centers through HR policy tools. The study's main purpose is to
form proposals and focus on the prospects for the development of HR management in medical institutions.
Systematization of learned treatises and approaches on the development of HR management systems showed
problems in HR management's current methods and systems. The urgency of solving this scientific problem is that
the improvement of HR policy could effectively form and modernize medical organizations' personnel management
systems. The study of improving the HR management system in medical centers was carried out in the following
logical sequence: considering the basics of personnel management in the private organizations; studying the methods
and current trends in personnel management; analyzing the current system of HR management and personnel
management on the example of medical institutions of Ukraine; developing recommendations for improving the HR
policy of medical centers have been formed considering the obtained results. The methodological tools of the study
were the methods of comparison, the BSC system of Kaplan and Norton, the fundamental provisions of personnel
management, the calculation method and the method of data analysis, and the Gantt chart. The object of the study is
the HR policy of medical institutions in Ukraine. The article presents the empirical analysis results based on the
identified problems of organizing a personnel management system. The essence and features of the HR policy of
medical centers were determined. In the study, the authors considered the state of medical centers' staffing and HR
management methods in health care. To investigate the organizational structure and personnel in the current situation
of HR management of medical centers, the analysis of personnel and financial indicators was conducted. The findings
showed the deficiencies in the personnel document management and HR management system of medical centers
and the reasons for staff turnover. The comparison method, Kaplan and Norton's BSC system, Gantt chart, calculation,
and data analysis allowed identifying the ways to improve the existing HR management system in organizations.

Keywords: personnel management, HR management, HR policy, intangible methods of motivation, staff training.

Introduction. In current conditions, people are the most valuable assets for any organization since
they are individually and collectively contribute to achieving common goals. Effective human resources
management ensures the market stability of the organization, the success of its operation in a competitive
environment, and the prospects for strategic development. In modern business, HR management
becomes especially relevant, organized to minimize staff costs and ensure the organization's high
performance. Nowadays, it is almost undoubted that the direct dependence of organization socio-
economic results on the quality and efficiency of the human resources management system. Therefore,
the study of issues related to the creation and development of personnel management systems is only
becoming more relevant in recent years.
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Literature Review. Foreign and Ukrainian academic communities have studied the problems and
prospects of HR management and personnel management. The publications and scientific works in HR
management by foreign specialists considered the change of HR management concepts and the evolution
of the personnel management concept. It stands to mention the most productive scientist such as Roehling
etal. (2005), Losey (1999), Cascio (2012), Gavin and Dileepan (2002), Ceylan (2013) and others. Notably,
the scientists mentioned above determined the content of a modern adapted personnel management
system and its differences from HR management.

On the other hand, the Ukrainian authors quite often considered HR management in terms of standard
personnel work and organizations' personnel services techniques. Among the authors who investigated
the HR management adaptation under the Ukrainian realities, it is worth highlighting Gridin (2017), Bala
(2018), Zagreva (2015), Timokhina (2013), Boychenko (2019), llyash and Blokhin (2018), Tarasova
(2018), Tereshchenko and Zelenskaya (2018), Shvets (2013), Zastrozhnikova (2018), Dyadyk (2019).

Methodology and research methods. This study involved the HR policy tools. Based on the
identified problems in the organization's personnel management system, the essence and features of the
HR policy of the medical center were determined. The medical center staffing state and staffing methods
in health care were considered. Besides, the current state of personnel management was studied in the
case of an actual medical center. The challenging moments in the current methods and systems of HR
management were identified. The personnel analysis findings and financial indicators allowed
investigating the medical center's organizational structure and personnel under current HR management
affairs. The study presents the deficiencies in the personnel document management and HR management
system of the medical center. The authors identified the staff turnover. For improving the existing HR
management system, the comparison method, Kaplan and Norton's BSC system, Gantt chart, calculation
method, and data analysis method were involved.

Results. The specifics of the organization's HR and personnel management primarily depend on the
strategic activities for the use of human resources. Moreover, they are implemented in the areas as follows:

— selection, planning, creation of a progressive team, training, staff motivation, etc.;

— work with personnel, which covers all personnel services and personnel management issues.

Notably, this area includes operational management. The areas of HR management mentioned above
assume that the manager has a sufficient level of competence such as professional, methodological
(systematical thinking ability), social (teamwork ability), and temporary (ability to use time rationally)
features. In turn, the main methods of HR management are as follows:

— economic methods: methods and means of influencing employees by comparing costs and
performance (material incentives and disincentives, salary, cost, profit, selling price);

— organizational and managerial methods: direct influence on staff, which are directive and
mandatory;

— socio-psychological methods: motivation, moral encouragement, socio-psychological planning,
etc.

It is worth mentioning that the economic methods of HR management ensure the progressive
development of the entire organization.

The functions of HR management are classified into general and specific groups. In turn, all team
members and managers, regardless of their position, perform the general HR management functions.
These functions cover logistics, planning, control, and motivation. On the other hand, specific HR
management functions are determined by the functional division of labor among structural units and
performers. Notably, the main goals of these functions are competitiveness growth, ensuring the social
efficiency of the team, increasing performance, and maximizing profit.
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Figure 1. Structure and composition of HR management
Sources: develiped by the authors based on (Rudenko et al., 2013).

Figure 1 shows that HR management methods are based on socio-psychological laws. Thus,
psychology studies human behavior, changes in his actions, and ways to identify conditions that affect the
individual. Sociology expands the scope of the concept of the individual, uniting several people into a
single team. In turn, socio-psychological methods of HR management are ways of influence based on
socio-psychological factors.

Features of some aspects of the HR department activity or HR specialist performance describe the
peculiarities of the private medical institutions' HR management system organization. The consideration
of the medical personnel recruitment process showed that applicants rule the labor market. Thus, private
medical institutions compete for worthy candidates, offering various bonuses. Notably, negotiations can
take more than one month. The recruitment process requires analyzing different options, judging,
weighing, consulting with colleagues in the medical field (Zaika, 2017). It stands to mention that this
situation is slightly different in the case of recruiting junior medical staff in private clinics. Thus, the budget
institutions compete with commercial ones and often in favor of the public sector. Nurses perceive
commercial clinics as an additional source of income. However, regularly they prefer public health facilities
because they seem more reliable. Besides, recent changes and reforms in the health care system have
led to increased salaries in public institutions. Nowadays, commercial centers are forced to look for
compromises: recruiting part-time employees, inviting consultative receptions with hourly payment, and
creating other advantages. It stands to mention that the private clinics are attractive for university
graduates. Thus, private clinics «hunt» for the guru in the medical industry. They expect that patients will
prefer the famous doctor. Therefore, the clinic's profit will grow. However, despite the acute shortage of
staff, young professionals are also in demand. They have every chance to take a starting position in private
medicine.
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Regarding the criteria selection for work in private medical clinics, the medical knowledge and
experience are insufficient to work in the private clinic. It is essential to be customer-orientated, offer a
good service, explain the treatment plan, justify the chosen treatment tactics, etc. Moreover, the ability to
enlist support in the clinic is important too.

It stands to note that many doctors aren't patient orientation. Therefore, there is crucial to provide
doctors with regular training and feedback control. The current patients are contentious and check the
medical prescription using the Internet, articles, etc. With this, the doctor must clearly and masterly argue
and defend the point of view to eliminate the patient's anxiety. Thus, the doctor requires endurance and
calm. Considering the trends in searching and selecting personnel by the HR management department of
private medical institutions, any doctor is in demand. However, a significant advantage is the versatility of
the specialist. Figure 2 demonstrates the main tools for finding HR management staff of private medical
institutions.

JOB-resources Social networks

Sharing
information with
colleagues

Personnel reserve,
own candidates base

Figure 2. Basic staff search tools for private medical institutions
Sources: develiped by the authors based on (Bogdan et al., 2019).

Notably, health care is the specific labor market. Therefore, the main search tool is a recommended
recruitment or «word of mouth». Looking for a job, doctors, firstly, ask their friends and colleagues. Their
recommendations and advice significantly influence their decisions to go or not to go for an interview to a
private clinic.

On the other hand, the important criterion is the employer brand. Thus, if the clinic's management
behaved incorrectly with one doctor, then the lousy reputation could go far beyond the clinic. It is necessary
to dismiss employees competently and on a positive note. Therefore, it will provide the chance to get the
recommendation even from a fired specialist (Shkilnyak et al., 2018). It is worth highlighting the existence
of the «headhunting» method in medicine. HR managers try to lure professional and highly experienced
doctors from other clinics. Herewith, the personnel management service of private clinics «hunts» for
medical specialists from budgetary institutions, offering them much better working conditions and material
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remuneration. Besides, an important indicator to trust the employer is doctors' recommendations to invite
the necessary specialists to the clinic for vacancies (Shkilnyak et al., 2018).

Table 1. Education levels and the age structure of medical center employees

Level of education of . The age structure of staff
%
employees Age, years % Age, years %
Higher Education 68 20-30 13,6 51-60 22,7
Vocational sgcondary 23 3140 36,4 61-70 46
education
Secondary education 9 41-50 22,7 70+ 0

Note:% is a percentage of the total
Sources: develiped by the authors.

Table 1 shows that administrative and managerial staff and doctors have higher education; nurses —
vocational secondary education; the service personnel — secondary education. The mentioned above is
very natural because the type of performed work puts forward its requirements for the quality of education
of employees. On the other hand, most employees are in the most productive age from 30 to 50 years,
combining high qualifications with professional experience.

Conclusions. Nationwide health care reform is underway. Thus, it complicates the process of health
care personnel management in private and public health faciliies. The findings showed that all
management aspects transform (organizational structures, forms and management styles). Meanwhile,
the burden on public and private medical institutions remains consistently high, while it even increases.
The healthcare system's personnel policy could be described as a multifaceted, complex, and multilevel
socio-cultural phenomenon. It is determined by the mechanism of social relations in the institution between
the administration and employees. The HR policy helps the organization to adapt to the external
environment and integrate the internal environment. The penetration level of the personnel control process
can be considered as culture HR policy. In turn, the HR policy implementation could be in writing form if
all employees must read any special documents, or orally if there is HR policy is a list of conceptual laws
and regulations. It should be noted that the management of the medical institution should understand and
support HR policy. Therefore, the best solution is to develop special documents. HR policy of a medical
institution covers a full range of areas related to personnel management such as staffing, evaluation,
career management, remuneration and bonuses, training and education, motivation, and incentives, etc.
To retain employees, especially the highly-skilled, HR policy must combine qualities such as flexibility,
dynamism, and stability on the other.

The obtained results on analyzing HR policy of medical centers in Ukraine allowed concluding as
follows:

1. The staff of medical clinics is highly qualified.

2. Employees value their jobs. Staff turnover is constantly low.

3. HR policy in clinics is not documented, but all the necessary work areas are implemented.

4. There are no employees who are assigned the duties of HR-manager.

5. Employees understand the necessity of HR policy development to increase efficiency.

In turn, under findings, the study provides the following recommendations as follows:

1. Develop and implement «Regulations on the approval of HR policy and personnel management
system in medical centers».

2. Designate an individual responsible for HR policy (administrator of the center).

3. Develop the measures for intangible motivation (corporate events).

4. Improve the depreciation system.

34 Health Economics and Management Review, 2021, Issue 1
http://armgpublishing.sumdu.edu.ua/journals/hem



Ye., Ziabina, A., Kwilinski, T., Belik. HR Management in Private Medical Institutions

Therefore, improving the competence of personnel management will improve the socio-psychological
climate in the team, the level of discipline, and the individual contribution of employees to the overall results
of the medical center. Besides, the project implementation will lead to economic performance growth.
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HR-MeHeIXMEHT y NpuBaTHNUX MeANYHUX 3aKknaaax

Cmamms y3aeanbHioe apeyMeHmu ma KOHmpapeyMeHmu 8 Mexax Haykogoi Ouckycii wo0o ydockoraneHHs cucmemu HR-
MeHedXMeHmY 8 MeOUYHUX yeHmpax 3a donomoeoko iHempymeHmig HR-nonimuku. OcHosHoto Memoto npogedeHo20 A0CTIOKeHHS
€ chopmysaHHs npono3uyili ma (poKycysaHHs Ha nepcnekmusax po3gumky HR-meHeOxmeHmy 6 MeOuyHuX 3aknadax.
Cucmemamu3sayis nimepamypHux Oxepen ma nioxodig 00 poss's3aHHs npobrmemu po3gumky cucmemu HR-meHedxmeHmy
3acei0yura icHysaHHs HU3KU npobriem y YuHHUX Memodax ma cucmemax HR-meHedxmeHmy. AkmyarbHicmb P38 's3aHHs HayKosoi
npobnemu nonsizae 8 momy, wo edockoHaneHHs HR-nonimuku moxe 6ymu echekmugHUM npu ¢hopmysaHHi ma moOepHizauii
cucmemu ynpaesiiHHs nepcoHanom meduyHux opeaHisauitl. JocnidxeHHs numaHb 800CKOHaneHHs cucmemu HR-meHedxmeHmy &
mMeduyHuUX yeHmpax 30ilicHeHO 8 HacmynHili Mo2iyHili nocnidosHOCMI: PO32nIsiHyMO OCHOBU OpaaHi3auii ynpaesiHH nepcoHanom
npusamHux opeaHizauiti; docnidxeHo Memodu ma akmyarnbHi mpeHOU 8 ynpaesniHHi nepcoHanoM; NPo8edeHo aHani3 YUHHOT
cucmemu HR-meHedXmMeHmMy ma ynpaeniHHs nepcoHanoM Ha npuknadi meOudHux 3aknadie YkpaiHu; epaxosytoyu ompumaHi
pesynbmamu, cgopmosaHo pekomeHdayii wodo edockoHaneHHs HR-nonimuku  medudHuX ueHmpis. MemodudHum
iHcmpymeHmapiem nposedeHo20 docnidxeHHs cmasiu MemoOu nopieHsaHHs, cucmema BSC Kannara i Hopmora, oyHdamenmarnbHi
NOJIOXKEHHS ynpaesiHHs NePCOHaNoM, po3paxyHkosutl memod ma memod aHanisy daHux, diaepama aHma. O6'ekmom Q0CTiOKeHHs
obpaHo HR-nonimuky meduyHux 3aknadie 8 Ykpaiki. B cmammi npedcmaeneHo pesynbmamu eMnipu4Ho20 aHanisy 6asytoyuck Ha
gusienieHux npobnemax opeanizayii cucmemu ynpagnisHs nepcoHanom. Aemopamu 8usHa4eHo cymHicme ma ocobugocmi poomu
HR-nonimuku meduyHux yeHmpig. Po3anisiHymo cmaH ka0pogo2o 3abe3neyeHHs MeQUYHUX UeHmpis, a makox memoOu kadpogoi
pobomu y cehepi oxopoHu 300pos’s. 3a donoMoz0t0 aHanisy kaOposux ma giHaHCOBUX NOKa3HUKIS, CMPyKMypU ma nepcoHasy 8
opeaHizauii 6yno docnidxeHo nomoyHy cumyauito 8 HR-meHedxmeHmi meOudHUX yeHmpig. 3a pesynbmamamu 8usieieHo Hedomiku
y kaOpogomy dokymeHmoobiey ma cucmemi HR-meHedxmeHmy MeAUYHUX LeHMpig ma 8U3HaYEHO NPUYUHU NTUHHOCMI Kadpig. 3a
Adonomozoro memody nopigHsiHHS, cucmemu BSC Kannawa i HopmoHa, diaepamu [aHma, po3paxyHkoso2o Memody ma memody
aHanizy daHux 8U3HayeHo WIIsXU 800CKOHaNeHHs YUHHOI cucmemu HR-MeHeOxMeHRmy 8 op2aHizayisix.

Krtoyosi cnosa: ynpaeniHHa nepcoHanoM, HR-menemkmeHT, HR-nonituka, HematepiarnbHi MeToAWM MOTUBALLi, HABYaHHS
nepcoHany.
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