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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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АННОТАЦИЯ
Обоснование. В настоящее время растёт интерес как теоретиков, так и практиков к исследованию повышения эффек-
тивности медицинских организаций за счёт увеличения эффективности кадровой политики. Следует заметить, что эф-
фективная работа персонала по решению текущих задач не всегда приводит к устойчивому развитию медицинской 
организации на долгосрочную перспективу. В доступной нам литературе не представлены исследования кадровой 
политики в устойчиво развивающейся медицинской организации, что и определило актуальность нашей работы.
Цель исследования. Описать модель совершенствования кадровой политики в устойчиво развивающейся медицин-
ской организации в современных условиях.
Методы. Исследование кадровой политики в устойчиво развивающейся медицинской организации провели в Новоси-
бирском государственном медицинском университете в период 2016–2024 гг. Базой для исследования послужили меди-
цинские организации разной формы собственности, которые достигали своих долгосрочных целей в течение трёх и более 
лет. В социологическом исследовании участвовали 625 руководителей медицинских организаций.
Результаты. Проведённый анализ показал, что вопросами эффективности кадровой политики обеспокоены многие 
руководители, но не все управленческие модели могут способствовать повышению потенциала устойчивости меди-
цинской организации на долгосрочную перспективу. Современными инструментами кадровой политики, часто исполь-
зующимися в устойчиво развивающихся медицинских организациях, являются: повышение согласованности работы 
сотрудников между подразделениями; создание благоприятного психологического климата в коллективе; улучшение 
оснащённости рабочих мест; создание кадрового резерва и увеличение эффективности оплаты труда.
Заключение. Для достижения долгосрочных целей медицинской организации нужно развивать и совершенствовать 
три ключевых направления деятельности, напрямую влияющих на эффективность использования кадрового потен-
циала и, как следствие, на достижение стратегических целей всей организации: мониторинг и анализ ключевых пока-
зателей эффективности персонала и организации в целом; непрерывное и систематическое совершенствование про-
цессов в медицинской организации; создание эффективной системы коммуникации с внутренней и внешней средами 
медицинской организации.
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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 7.7% 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;

•	 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, q = 0.98), with the desired accuracy К = 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 



126

DOI: https://doi.org/10.17816/socm641589

SOCIOLOGY OF MEDICAL PROFESSION Sociology of Medicine, Russian journalVol. 24 (2) 2025

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

Organization’s
strategy and policy Process management

Long-term goal Process improvement

Human resource policy

Developing an enterprise-level strategy and policy communication system

Developing an internal knowledge-sharing system

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.

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 

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.

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

Organization’s
strategy and policy

Sustainable
development management

Long-term goal Organization’s key
performance indicators

Human resource policy

1. Defining clear responsibilities and tasks for personnel.

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

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.

4. Personnel training:
• Continuing education;
• professional retraining;
• workplace training;
• mentorship;
• onboarding;
• 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,

and favorable working conditions.
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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:

•	 Involving personnel in the organization’s development;
•	 Eliminating the risk of common 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 

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

Organization’s
strategy and policy

Improvement,
innovation, training

Long-term goal Developing
an information exchange
network for approaches

to achieving
the long-term goal

and the organization’s
key performance

indicators

Knowledge, information,
and technology

management facilitates
their protection,

assessment,
and adaptation

to the organization’s
needs

Human resource policy

1. Internal information

• Developing an enterprise-level strategy and policy communication system;
• developing an internal knowledge-sharing system (involving personnel in process

improvement, knowledge exchange, mentorship);
• internal benchmarking.

2. External information

• 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);
• external benchmarking.
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professional development planning. Performance reviews 
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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 

performance indicators for personnel and the organization 
as a whole; continuous, systematic improvement of workflow; 
and creating an effective internal and external communication 
system.
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