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ABSTRACT

BACKGROUND: At present, both theorists and practitioners show growing interest in studying the improvement of medical
organizations’ efficiency through the enhancement of human resource policy. It should be noted that effective staff performance
in solving current tasks does not always ensure the sustainable long-term development of a medical organization. The available
scientific data lacks studies on human resource policy in sustainable medical organizations, which determined the relevance
of this work.

AIM: The work aimed to describe a model for improving human resource policy in a sustainable medical organization
under current conditions.

METHODS: The study of human resource policy in a sustainable medical organization was conducted at Novosibirsk State
Medical University during the period 2016—2024. The research was based on medical organizations of various ownership forms
that had achieved their long-term goals over a period of three or more years. The sociological survey included 625 managers
of medical organizations.

RESULTS: The analysis showed that many managers are concerned about the effectiveness of human resource policy,
but not all management models contribute to enhancing the sustainability potential of a medical organization in the long term.
Modern human resource policy tools commonly used in sustainable medical organizations include: strengthening coordination
of employees’ work across departments; creating a favorable psychological climate within the team; improving workplace
equipment; establishing a personnel reserve; and enhancing the efficiency of remuneration.

CONCLUSION: To achieve the long-term goals of a medical organization, it is necessary to develop and improve three key areas
of activity that directly affect the efficiency of human resource utilization and, consequently, the achievement of the organization’s
strategic objectives: monitoring and analysis of key performance indicators of staff and the organization as a whole;
continuous and systematic improvement of processes within the medical organization; and the creation of an effective system
of communication with both internal and external environments of the medical organization.
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KappoBas nonutuka gns ycTtoMumMBo passuBaloLLeics
MeAULUHCKOW OpraHu3auum

0.A. Jlatyxa, 10.W. bpasse, K.C. Tonctosa, 1./1. Kupsikosa, C.B. Cokonos, .A. ®ponos,
A.J1. ToMuyk

HoBocnbupckuit rocyaapcTeeHHbI MeanUMHCKIUA YHuBepeuTeT, HoBocubupck, Poccus

AHHOTALUA

06ocHoBaHuMe. B HacTosLLee BpeMs pacTET UHTEPEC KaK TEOPETUKOB, TaK M NPAKTUKOB K MCCNE0BaHNI0 NOBbILIEHNA 3 deK-
TUBHOCTW MEAMLIMHCKWX OpPraHM3aLyi 3a CHET yBennyeHus ahdEeKTUBHOCTM KapoBoi NonuTUKK. CnefyeT 3aMeTuTb, YTo 3¢-
(eKTMBHaA paboTa nepcoHana no peLUeHnio TeKYLMX 3aady He BCErAa NpUBOLUT K YCTOMYMBOMY PasBUTMIO MeAMLIMHCKOM
OpraHu3aumm Ha JOMrocpoyHylo nepcnexTuBy. B pocTynHol Ham nuTepaType He NpencTaBfeHbl UCCef0BaHUS KanpoBoi
MOMTUKY B YCTOWYMBO Pa3BMBAIOLLIECA MEAWLIMHCKOM OpraH13aLmu, Y4To U ONpesenmnio akTyanbHOCTb Hallein paboThl.
Lenb uccnepgosanums. Onucatb MofeNb COBEPLUIEHCTBOBAHNUA KafpoBOW NOIMTUKY B YCTOWYMBO Pa3BUBAIOLLENACA MeAULMH-
CKOM 0praH13aLmm B COBPEMEHHBIX YCITOBUSAX.

Metoabl. WccnenoBakve KagpoBoW NOSMTUKM B YCTOMYMBO Pa3BUBAIOLLIENCA MEAMLMHCKOW OpraHu3aumm nposenu B Hoocu-
OMpCKOM rocyaapCcTBeHHOM MeAULMHCKOM yHuBepcuTeTe B nepuog, 20162024 rr. bason ansa uccneaosanns NoCayXumM Meau-
LIMHCKME OpraHM3aLmm pasHoi hopMbl cOBCTBEHHOCTU, KOTOPLIE [LOCTUraNM CBOMX JONTOCPOYHbIX LiENell B TeYeHUe TPEX 1 Bonee
net. B coumonormieckoM uccnesoBaHUM y4acTBoBanm 625 pyKoBoAMTENEH MeAULIMHCKUX OpraHW3aLui.

Pesynbtatbl. [poBeAEHHbIN aHanU3 MoKasasn, YTo BonpocaMu 3GPEKTMBHOCTU KaapOBOW NOUTUKYM 06eCNOKOeHbl MHOrUe
PYKOBOAMTENM, HO He BCE yMpaBfeHYeckue MOLENM MOryT crnocobCcTBOBaTh MOBLILIEHWIO MOTEHLMaa YCTOMYMBOCTU Meau-
LMHCKOW OpraH13aLmm Ha JONrocpoyHylo nepcnexTuey. CoBpeMeHHbIMM MHCTPYMEHTaMM KaZipoBOM MONUTUKM, YacTo UCMOJIb-
3YIOLMMUCA B YCTOMYMBO Pa3BUBAIOLLMXCA MEAMLIMHCKUX OpraHM3auusax, SBNSIOTCA: NOBbILIEHWE COMNIACOBAHHOCTU paboThbl
COTPYAHUKOB MEXAY Nofpa3feneHusMU; CO3AaHne BnaronpuaTHOro NCMXoNOrMYECcKOro KNMMara B KONJEKTUBE; YNyYLLEHNe
OCHALLEHHOCTU paboumx MecT; CO3AaH1e KaapoBOro pesepsa v yBenndeHne 3GPEKTUBHOCTU onnaThl TpyAa.

3aksioyenue. [Ina LOCTUMKEHUSA [LONTOCPOYHBIX Liefei MeaWULMHCKON OpraHM3aLmMv HYXHO pa3BuUBaTh U COBEPLLEHCTBOBATH
TPW KJIKOYEBbIX HanpaB/eHUs AEATeNIbHOCTM, HanpsAMYK BIMAIOWMX Ha 3QGhEKTMBHOCTL UCMOMb30BaHUS KapoBOro MoTeH-
LMana u, Kak criefcTeue, Ha AOCTUXKEHWE CTPATerMYeCcKuX LieSiei BCeW OpraHM3aLym: MOHUTOPUHT U aHanu3 KITIOYeBbIX MOKa-
3atenen 3hPeKTUBHOCTM NepcoHana 1 opraHu3aumy B LIENIOM; HEMPEepbIBHOE U CUCTEMATMYECKOE COBEPLLEHCTBOBaHWE Npo-
LLeccoB B MeJMLMHCKO OpraHm3aumu; co3aaHne 3hdeKTUBHOM CUCTEMbI KOMMYHUKALMKM C BHYTPEHHEN U BHELLUHEN CpefaMu
MeJMLIMHCKOIM OpraHu3aumm.

KnioueBble cnosa: KagpoBsad Nnojintuka; MeauUnHCKaa opraHu3auns; YCTOVI‘JMBOE pa3ssutue.

Kak uutnpoBartb:
Natyxa 0.A., bpasse 0.1, Tonctosa K.C., Kupsikosa 1.[1., Cokonos C.B., ®ponos A, Tomuyk AJ1. Kagposas nofmTKa Anist YCTOMYMBO pa3BMBalOLLENCS
MeLuLUMHCKO opraHu3aumm // Coumonorma MeauumHel. 2025. T. 24, N° 2. C. 123-130. DOI: 10.17816/s0cmé41589 EDN: INYOGH

Pykonucb nonyyena: 05.11.2024 Pykonucb opno6peHa: 21.02.2025 Ony6nukoBaHa online: 29.04.2025

A
SKO®BEKTOP Cratba goctynHa no nuuer3un CC BY-NC-ND 4.0 International
© 3xo-BekTop, 2025


https://creativecommons.org/licenses/by-nc-nd/4.0/deed.ru
https://doi.org/10.17816/socm641589
https://elibrary.ru/inyogh
https://doi.org/10.17816/socm641589
https://elibrary.ru/inyogh

SOCIOLOGY OF MEDICAL PROFESSION

BACKGROUND

According to international experience, including the World
Health Organization statistics, the success of organizational
changes to increase the efficacy of healthcare systems is largely
defined by improved human resource management [1, 2].

Understanding the methods for assessing group
dynamics and corporate culture is a crucial aspect
of effective management. Current staff shortages owing
to various reasons, such as death, emigration, and change
of employment, are an important factor to consider. Among
the most significant challenges are employee turnover due
to underpayment, undertrained nursing staff, and inadequate
work management [1, 3, 4].

To address healthcare staffing challenges, comprehensive
solutions such as continuing education and career motivation
programs are required. Effective training and onboarding
systems for new employees will facilitate continuing
education of healthcare professionals and significantly
improve the quality of medical care. It is essential not
only to provide training, but also to create conditions
for professional development, which will considerably reduce
employee turnover [3-6].

Furthermore, modern technologies allow for more
effective task and resource allocation in health facilities.
Electronic medical records, telehealth, and analytical
systems will improve workflow and access to healthcare.
This, in turn, will attract professionals who are interested
in modern working practices [7, 8].

Another essential aspect is creating an inclusive
workplace. A positive psychological climate and support
from senior management and coworkers increase job
satisfaction and reduce the risk of occupational burnout.
Creating such conditions, together with effective human
resource management, may assist the successful
transformation of a healthcare system [9, 10].

According to research, the majority of healthcare
professionals (84.0% + 2.4%) believe their salary does
not reflect their efforts and accomplishments. Moreover,
healthcare professionals are rarely involved in negotiating
terms and criteria for incentive payments with senior
management and the accounting department at their
institutions: only 31.7% of physicians and 19.7% of other
healthcare professionals reported participating in such
discussions. In 77.7% of cases (85.3% for paramedics),
incentive payments for healthcare professionals are timed
to holidays. Only 77% of respondents (including 11.8%
of physicians) are rewarded for specific accomplishments or
fulfilled tasks at other periods of the year [11].

Professionals must be able to use their skills based
on their proficiency level. A medical organization’s human
resource policy must cover a variety of aspects:

« Compliance with employment legislation;
» Creating conditions that promote stable staffing
and minimize employee turnover;
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« Accounting for both current and future staff requirements;

« Balancing the interests of the organization
and its personnel;

« Involving all stakeholders, including employee
organizations, in the implementation of human resource
policy [2, 12-14].

Furthermore, it is essential to develop mentorship
programs that involve qualified physicians and nurses.
It is important to enhance the standing of mentors, given
that mentorship programs help experts maintain their skills
and stay active. Therefore, an effective training and mentorship
system is crucial for human resource development in order
to improve the quality of medical care and facilitate active
participation of experienced professionals [15, 16].

At present, both theorists and practitioners show
growing interest in exploring ways to improve the efficiency
of medical organizations. These studies primarily focus
on doctor—patient relationships, quality of medical care,
and the use of technology to improve the efficiency of medical
organizations [17, 18].

Our findings were obtained as part of research
into management techniques, factors, and methods that
can support the sustainability of medical organizations
in Russia [13, 16, 19-23].

It should be noted that effective staff performance in solving
current tasks does not always ensure the sustainable long-
term development of a medical organization. The available
scientific data lacks studies on human resource policy
in sustainable medical organizations, which determined
the relevance of this work.

AIM

The work aimed to describe a model for improving
human resource policy in a sustainable medical organization
under current conditions.

METHODS

The study of human resource policy in a sustainable
medical organization was conducted at Novosibirsk State
Medical University from 2016 to 2024. The study was based
on medical organizations of various forms of ownership that
had been achieving their long-term goals for a minimum
of three years. The sociological survey included 625 managers
of medical organizations. The study was questionnaire-based.
The representativeness of the study sample was assessed
using K.A. Otdelnova's tables for high-accuracy studies
(t=2.5, g =0.98), with the desired accuracy K = 0.1 [24].

RESULTS

According to the survey of medical organization managers,
the most effective human resource policy tools that support
the sustainable development of medical organizations were
improved interdivisional coordination (68.2%) and a positive
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Human resource policy

Long-term goal |—r Organization's key

1. Defining clear responsibilities and tasks for personnel.

performance indicators

v

2. Defining key performance indicators for personnel,
taking into account the organization's strategy
(incentive payments and non-financial incentives).

v

3. Human resource planning:

« Personnel appointments based on expertise and process efficiency;

« labor rationing;

« creating an employee pool based on expertise, including senior management;
« professional development planning.

v

« onboarding;

4. Personnel training:

« Continuing education;
« professional retraining;
« workplace training;

« performance review;
« internal benchmarking.

5. Creating favorable working conditions:

« Ensuring occupational safety;

« social protection of employees;

« creating a positive psychological climate and promoting corporate culture;

« developing an infrastructure for optimal working conditions;

« creating a workplace environment that promotes high performance, innovation,

|

|

|

|

|

|

|

|

| « mentorship;
|

|

|

|

|

|

| and favorable working conditions.
|

Fig. 1. Key areas for improving human resource policy in a sustainable medical organization [25].

Organization’s

strategy and policy Process management

Human resource policy

Process improvement H Developing an enterprise-level strategy and policy communication system ‘

v

\| Developing an internal knowledge-sharing system ‘

|
Long-term goal }—lL{
|
|
|
|
|
|
|

| Human resource policy types and approaches for improving management processes:
« Feedback from patients, partners, and other stakeholders;

| « training in innovative activities;

| « knowledge exchange (through internal and external integration);
 mentorship;

| « involving personnel in process improvement;
« interdivisional conflict detection and resolution by senior management;

| « personnel training, including in-house best practices (internal benchmarking),

| based on monitoring, analysis, and research findings.

Fig. 2. Process management in a sustainable medical organization [25].

psychological climate (67.1%). Therefore, it is essential to improve
workplace infrastructure (70.6%), employee pool (66.1%),
and the effectiveness of labor remuneration (64.3%).

Overall, sustainable medical organizations are 1.4
times more focused on improving the efficacy of human
resource policy than medical organizations that do not show
sustainable growth.

Medical organizations’ human resource strategies aim
to provide high-quality medical care, comply with ethical norms

DOl https://doi.org/10.17816/s0cmé41589

and standards, and create favorable conditions for professional

development. Key aspects of a human resource strategy:

« Providing equal opportunities for professional
and personal development for all employees;

« Building, maintaining, and improving human assets;

« Creating working conditions that comply with employment
legislation while ensuring employee safety and comfort;

+ Implementing a human resource management system
based on economic incentives and social benefits.
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Human resource policy

—_

Long-term goal

. Internal information

|
Developing —:>|

an information exchange

v

network for approaches
to achieving
the long-term goal
and the organization's

« Developing an enterprise-level strategy and policy communication system;
« developing an internal knowledge-sharing system (involving personnel in process
improvement, knowledge exchange, mentorship);

key performance « internal benchmarking.
indicators
v

and technology

v

management facilitates
their protection,
assessment,
and adaptation
to the organization's
needs

____________P_

« Knowledge exchange with patients, partners, and other stakeholders;
« training in best practices (continuing education, professional retraining, internship,
knowledge exchange with partner organizations, continuing medical education);

|
|
|
|
Knowledge, information, | | 2. External information
|
|
|
| « external benchmarking.
|

Fig. 3. Human resource policy in implementing innovations and personnel training in a sustainable medical organization [25].

An effective human resource strategy requires
an understanding of internal and external factors that
influence the medical organization’s activities, such
as legal requirements, job market situation, and interactions
with professional and public organizations.

To achieve its long-term goals, a medical organization
must not only maintain, but also continuously improve
the three key areas of activity that directly influence
the efficacy of human resource management and,
consequently, the overall strategic goals. These areas are:

« Monitoring and analysis of key performance indicators

for personnel and the organization as a whole (Fig. 1);

« Continuous, systematic improvement of workflow (Fig. 2);
« Creating an effective internal and external communication

system (Fig. 3).

Overall, an integrated approach to human resource
management based on these three areas will not only assist
in solving the medical organization’s current tasks, but will
also facilitate the achievement of long-term strategic goals,
thus improving competitive performance and promoting
success in the healthcare market.

DISCUSSION

In the majority of medical organizations, the human
resources department is traditionally responsible
for assessing the level, quality, and efficacy of personnel
training. This approach, while convenient for centralized
management, does not always provide an accurate
assessment of actual personnel skills and training efficacy.
The ability of healthcare professionals to effectively apply their
knowledge and skills in routine practice has a direct impact
on the medical organization’s sustainable development.
Therefore, workplace training makes it possible to address
several key issues simultaneously:

DOl https://doi.org/10.17816/s0cmé41589

« Involving personnel in the organization’s development;

« Eliminating the risk of commaon errors (risk management);

« Personnel adaptation to internal and external changes;

 Transfer of best practices from experienced to young
professionals, etc.

Overall, this approach facilitates the sustainable
development of a medical organization and promotes
human resources management based on the organization’s
specific goals and needs. In this case, the human resources
department acts as a coordinating and training center,
providing the necessary resources, developing training
programs, and monitoring overall human resource policy.
An effective, sustainable development-oriented human
resource policy in a medical organization must be based
on a comprehensive approach that integrates various human
resource management tools.

The key components of such policy are as follows:

» Employee pool management. Systematic identification
and promotion of high-potential employees to prepare
them for managerial roles. This includes targeted training,
job rotation, mentorship, and assessment of potential
using special tools.

« Senior management training in human resource
management. Senior managers must have both
professional and managerial skills, such as planning,
arranging, and monitoring personnel training, effective
team management, and encouraging professional
development.

+ Recruitment and training of young professionals. Recruiting
and onboarding young professionals is essential for any
medical organization. This requires special internship,
mentorship, and performance assessment programs
for young professionals.

« Performance review. Regular performance reviews
provide an objective assessment of each employee’s
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skills, strengths, and weaknesses, allowing for future

professional development planning. Performance reviews

must be transparent and objective, with clear assessment
criteria.

All of these components must be integrated to ensure
the integrity and efficacy of a human resource management
system. This is the only way that a medical organization’s
human resource policy may enable sustainable development
and achieve strategic goals.

CONCLUSION

The analysis showed that many managers are concerned
about the effectiveness of human resource policy, but not all
management models contribute to enhancing the sustainability
potential of a medical organization in the long term.

Modern human resource policy tools commonly used
in sustainable medical organizations include: strengthening
interdivisional coordination; creating a positive psychological
climate; improving workplace infrastructure; creating
an employee pool; and enhancing the effectiveness of labor
remuneration.

To achieve the long-term goals of a medical organization,
it is necessary to develop and improve three key areas
of activity that directly influence the efficacy of human
resource management and, consequently, the overall
strategic goals. These include monitoring and analysis of key
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