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 TOPIC 3. FUNDAMENTALS OF REMUNERATION IN HEALTHCARE
1. Forms and systems of remuneration of medical personnel
2. Motivational mechanisms of medical personnel management

1. Forms and systems of remuneration of medical personnel
Traditional forms and systems of remuneration for medical workers

It is easiest to express labor costs in the amount of products produced per unit of time. However, such a meter cannot determine the result of a medical worker's activity, the purpose of which is the patient's health. The concept of "health" is difficult to reflect in value form, especially since such a result is not always the ultimate goal: there are incurable diseases, neglected cases. Mental, physical, nervous expenses of a medical worker also have nothing to measure. That is, the specifics of the profession of medical worker suggest that the criteria for the effectiveness and efficiency of the work of a medical worker are objectively blurred. 

The criteria for the doctor's labor costs are determined by the following:
    1. The amount of work that can be determined by conventional units of labor intensity (ULI), when 1 ULI is taken as the amount of work of a doctor in the treatment of a disease of this nosological form, taken as a unit (for example, the amount of work of a doctor when applying a seal for medium caries; when visiting a cardiologist on an outpatient basis for therapeutic and diagnostic purposes).
2. The time determined by a five-day or six-day working week (for example, a working week is 38.5 hours; with a six-day working week, a doctor's working day lasts 6 hours 30 minutes in a hospital; with a five-day week - 7 hours 42 minutes; and for narrow specialists, the working week is 33 hours, the working day with a six-day working week lasts 5 hours 30 minutes).
3. The quality of work, which is reflected in such a concept as a qualification category (higher, first, second, specialist doctor).

Although the criteria for the doctor's labor costs are imperfect, however, it is necessary to focus on them when characterizing the forms and systems of remuneration for medical workers, which must fully comply with the principle of payment in terms of quantity and quality of labor, take into account the specific contribution of each employee to the final results of activity. Of all labor standards, time standards are fundamental, all other norms and standards are derived from this indicator.

The main forms and systems of remuneration of medical workers:
   1. Hourly wages depend on the amount of time worked. Its calculation can be made by multiplying the hourly tariff rate by the time actually worked. The low-level tariff coefficient is assumed to be equal to one. There are two hourly wage systems:  
- a simple hourly system: the calculation depends on the tariff rate, or salary, and time worked – is a common system of remuneration for specialists and employees;
- the hourly bonus system provides for receiving a bonus for achieving certain quantitative and qualitative indicators in addition to earnings at the tariff rate (salary).

The hourly form has the disadvantage that the employee has a reduced economic incentive to increase the intensity and productivity of labor. On the one hand, it is not difficult to calculate weekly and monthly salaries, expenses for it in a healthcare institution, and on the other hand, hourly wages require more control over the employee, makes it necessary to have staff controlling his work, who also receive a salary, and this increases the price of medical services.
2. Piecework wages are considered more flexible, the payment scheme assumes payment either simply for the quantity or for the degree of performance of the work. The payment systems for the piecework form are as follows:
- Direct piecework system remuneration is calculated by dividing the tariff rate of the discharge by the corresponding rate of production or multiplying the tariff rate of the discharge by the corresponding rate of time.
- Piecework-premium system of remuneration. The system includes a combination of a direct piecework system of remuneration with bonuses.

With permanent work, employees are provided with additional benefits: payment of sick leave; pension provision; some organizations subsidize meals and transportation costs, conclude health insurance contracts, pay for legal advice, etc.

The traditional approach to providing additional benefits is that employees of the same level have the same benefits. The individual value of additional benefits for an employee depends on some factors such as age, marital status, family size, etc. Some organizations grant the employee the right to choose, within the established limits, the package of benefits that most suits him. As a rule, this form of remuneration is practiced in the non-governmental sector, including in the relevant healthcare structures. In a budgetary medical institution, an employee enjoys a standard set of benefits extended to the public sector of the economy.

Individual wage systems are the modern trend in the development of forms and systems of remuneration for medical workers. This became possible due to the transition to the formation of market conditions of management in medicine. The work of medical workers requires not only an increase in the volume of services provided, but even better is the use of equipment, quality improvement, economy, rational use of raw materials and materials (for example, in dentistry, this is due to the use of new technologies for processing gold and other metals). Individual wages assume that the main (permanent) part of the remuneration is 1/3 part, and the variable is 2/3 part.

Multifactor salary systems are designed to take into account not only the physical, but also the mental and nervous energy of a medical worker. A typical example of a multi-factor salary system is an analytical assessment of work. It combines an hourly wage system, a method of labor rationing, a method of its qualitative assessment and a method of professional selection of employees. In this case, the entire labor process is divided into a number of factors grouped in a certain order, namely, the degree of responsibility and working conditions are taken into account, and subjective personal assessments of the employee by the head of the medical institution are included. 

Medical institutions that provide partial paid medical services mainly use traditional forms of remuneration: hourly wage and piecework, including their different systems. Obtaining additional income by a medical professional in these conditions is associated with paid medical services. In the price of each medical service, by whatever method this price is calculated, there is an element of costs in the form of basic wages. As a rule, the basic salary in the cost of medical services is 35% in general clinics and 25% in dentistry. This percentage ratio reflects the general scheme of expenses for the provision of medical care by a medical institution. Having deducted the wage fund from the cost of paid medical services, it can be distributed according to the methodology adopted in a medical institution among medical workers participating in work on a paid basis in addition to the guaranteed minimum determined by uniform labor standards. It is also advisable to merge these funds into a single wage fund and thereby encourage the team to work not only on a paid basis, but also under free medical care programs. In any case, the remuneration of medical workers will be higher than guaranteed by budget allocations.

In medical cooperatives, the remuneration of hired medical workers is determined by an employment contract with them, and the founders of the cooperative receive a share of profit in proportion to their share, unless otherwise provided by the founding contract. In other words, the cost of material costs, wages of employees are deducted from the turnover of the organization, funds are formed (reserve, development, etc.), taxes are paid, interest on loans, etc., and the balance of net profit is divided between the founders.

An individual entrepreneur in the person of a private practitioner receives income on a residual basis, that is, the material costs of the doctor are deducted from the turnover (the volume of paid medical services per year), the income received is taxed, and the remainder amount is paid to the doctor.

A medical company (for example, a joint-stock company) provides an opportunity for shareholders to have three sources of income: wages, dividends and payments from the material incentive fund. The founders (individuals or legal entities) also receive a statutory profit.

The use of incentive labor payment systems solves the problem of staffing with medical personnel, reduces the need for part-time working employees, to improve a number of qualitative indicators included in the list of coefficients that increase or decrease the salary of a medical worker.
2. Motivational mechanisms of medical personnel management


In order to meet the economic needs and interests of the institution (achieving financial stability, meeting the necessary profitability standards) and the team (achieving certain development priorities), which will ultimately lead to the competitiveness of the institution, it is necessary to use appropriate tools, incentives, levers, that is, components of the motivational mechanism of personnel management.

The essence of the motivational mechanism is determined by the totality of relations arising both inside the medical institution and in the external environment – in the relationship of the enterprise with other business entities and the State.
External relations (relations with the external environment) are modeled as service–industrial and socio-economic relations that arise in a medical institution in the course of its activities. They do not depend on their activities of the medical institution (in other words, they are static at any given moment).

Internal relations are quite mobile, since they are formed under the influence of a clearly defined policy of a medical institution, which itself can change based on the specific needs of medical workers in a given period of time.

Strategies of modern medical institutions can provide for a whole range of goals that require the use of not one, but several motivational mechanisms for managing medical personnel. 
The structure of motivational mechanisms of medical personnel management should be considered together with the specifics of the economic situation, factors affecting the labor activity of the medical institution staff.

Example. The tasks of increasing the volume of medical services in a certain segment of the medical market require the functioning of a motivational mechanism to ensure labor efficiency, which is directly related to the increase in this volume and the growth of profits.

Example. The emergence of competitors forces the functioning of the mechanism to ensure the competitiveness of medical services. Such a mechanism, in turn, should introduce somewhat different levers of influence on medical personnel, which will encourage employees to increase the competitiveness of their own workforce by increasing the level of education, qualifications, improving the culture of patient care, and carefully studying consumer demand in the market. 

Classification of motivational mechanisms of medical personnel management by types and types (Table 1)
Table 1
Classification of types and types of motivation mechanisms 
for personnel management
	№
	Classification feature
	Motivation mechanisms

	Types of motivational mechanisms

	1
	In relation to the subject of management
	· Internal type of mechanism

· External type of mechanism

	Types of motivational mechanisms

	1
	By the object of influence in the system of social and labor relations
	· Mechanisms of motivation of employees

· Mechanisms of motivation of the employer

	2
	According to the content of levers that affect the needs
	· Economic

· Social

· Psychological

· Organizational and cultural

· Administrative , etc.

	3
	By the power of influence on the state of motivation of the individual
	· Active

· Passive

	4
	By duration of action
	· Short-term

· Long-term

	5
	By the scale of the action
	· Individual

· Collective

	6
	By level in the management hierarchy system
	· Personal

· Microeconomic

· Mesoeconomics

· Macroeconomic

	7
	According to the direction of the action
	Motivational mechanisms

- performance of activities;

- ensuring the quality of staff work;

- ensuring the competitiveness of services;

- increase of entrepreneurial activity;

- increasing innovation activity and others.

	8
	· According to the final result
	· Уffective

· Inefficient


Subsystems of the motivational mechanism can act as independent links of this mechanism and simultaneously form it.
The most important of them are the follows:

- property relations and the relations of ownership, disposal, use, responsibility, independence, economic growth, etc. generated by them;
- distribution relations and corresponding labor relations that determine the degree of labor contribution of an employee to the activities of a medical institution;
- relations of the planned organization of the provision of medical services within a medical institution – cost planning, strategic planning, marketing, management, etc.;
- relations of competition – relations of competition of internal manifestation (between separate structural divisions of a medical institution, between its employees, etc.), relations of competition of external manifestation (with other medical institutions, laboratories, etc.).
           The object of motivation of medical personnel is their work.
           The purpose of creating a motivational mechanism in a medical institution is the high–performance work of medical workers, and all links of the motivation mechanism should be configured in such a way that the need for work prevails over other needs of the individual, formed on the basis of the coincidence of the interests of the medical institution and the medical worker.


           With the transition to market relations, the essence of incentives that affect labor motivation and its components - remuneration and income formation of medical workers - fundamentally changes. In this regard, the achievement by a medical institution of an increase in the volume of medical services, an increase in efficiency and labor productivity depends on the motivational management mechanism and incentive system.
          The motivational mechanism is a component of the mechanism of interest in achieving maximum economic and social results of a person's labor activity. It is considered as an ordered set of motives formed under the influence of motivating factors for achieving complex goals.
         The motivational mechanism as a system should have the properties of rational integrity and isolation of its elements, the interrelation of which requires changing some elements to change others in order to maintain the effectiveness of the effectiveness of the motivational mechanism. At the same time, there is a certain degree of isolation of elements in order to compensate for the change in the content of any element by other elements of the motivational mechanism for the effectiveness of its action. Such elements may be working conditions and differentiation of pay depending on the conditions.
         The motivational mechanism as an increase in labor efficiency is understood as a set of methods and techniques of influencing employees from the management system of the organization, which encourages them to a certain behavior in the course of work in order to achieve the goals of the organization and meet personal needs.
          At different stages of the market transformation of the economy, the motivational mechanism will certainly have its own specifics.

         The influential effect of the motivational mechanism is not limited to purely influencing medical professionals. The motivational mechanism should provide for the action of such levers that would stimulate the actions of employers in a specific direction, creating certain motives for behavior in the labor market. At the same time, the construction of a motivational mechanism should be adequate to the qualitative characteristics of labor potential, should take into account the peculiarities of the national labor mentality. 
          The motivational mechanism as personnel management is a multicomponent system of economic, social, psychological, organizational and administrative measures and methods of influencing the satisfaction of actual needs of personnel in the interests of achieving individual and collective goals of employees and the organization, the growth of its competitiveness.
        The interests of medical institutions have a direct impact on the public goal, and the motives of their activities directly affect the formation of social needs, since they are in a state of interdependence and condition each other. In addition, the interests of the medical institution influence the formation of incentives - potentially and with a certain temporary effect, given the possible divergence of the interests of the organization with the goals of society.
          The motivational mechanism of medical personnel management is a set of motivating reasons and conscious ways of economic attitude to the activities of a medical institution, as well as economic actions of collectives and various social groups of medical institutions.
 The development of the motivational mechanism of medical personnel management enhances the possibilities of achieving competitive success through the formation of business synergy, as an effect of combining the creative potentials of professional managers/managers and manifested direct participants in production processes:
- in improving the working capacity of medical personnel,

- quality and competitiveness of medical services,

- efficiency, flexibility and competitiveness of a medical institution.
Each member of the staff of a medical institution has the right to have the opportunity not only to ensure their material well-being, but also to realize their professional knowledge, to fully reveal their individual abilities. The realization of this right is the best form of social motivation. The management of the team will be most effective if the expectations and hopes of its members are necessarily fulfilled, and they will not be disappointed with the results of their work.
An experienced manager is always a subtle psychologist and is well versed in the true motives and needs of his various employees. Achieving absolute satisfaction of the needs of each member of the team is almost impossible, but the responsibility of the head is to create such a motivational management mechanism that would most fully implement the tasks set, provided that the main task is to achieve the competitiveness of the medical institution.
A general idea of the place of the motivational mechanism in the management system of a service sector institution, including a medical institution, presented in Fig. 1.

Fig.1. The place of the motivational mechanism in the management system
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