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Pesiome

MoBblWeHWe NPON3BOAUTENBHOCTM, Ka4YecTBa U AOCTYNHOCTU MEAULUHCKUX YCAYT HaNPAMYHO 3aBUCUT OT 3GPEKTUBHOCTU MOTH-
BALMOHHbIX MEXaHW3MOB YNpaB/ieHUs NepcoHanom. HecMoTpsa Ha AOCTAaTOUHbIN SMNUPUYECKUI U NPAKTUYECKUIA ONbIT B chepe
yMpaB/ieHNA KaapoBbIMU PeCcypCcamMm 34paBOOXPAHEHMSA, HE YacTO BCTPEYAIOTCA JaHHble O CPaBHEHMU MOTUBALIMM TPyAa cpean
pasNuYHbIX NPOPECCUOHANbHbBIX KAaTEropUii MeAULMHCKOTO NepcoHana. B cTaTbe NpoaHann3npoBaHbl OCHOBHbIE TPYAOBbIe
MOTUBbI MEAMLUHCKUX CECTEP U BPayeM, BbiABIEHbI Pa3iMumsa B MOTUBALMOHHbIX NPOPUAAX AAHHBIX KaTeropuii paboTHUKOB.
Lienb nccnepgoBaHusa. M3yyeHne n cpaBHeHWE MOTMBALLMMU TPyAa Bpayel U CpelHEro MegULMHCKOro NepcoHana broasKeTHbIX
yypexaeHWIn 34paBoOXpPaHEHMS, OKa3blBaOLMX GTUIMATPUYECKYIO MOMOLLb HACe/IEHUIO.

Marepuanbi u meToapl. MPOBEAEH COLMONOTMYECKUI ONPOC MO BAaHKY aHKETbI, CoAepHKallei BONPOChl AN U3yYeHWs TPyL0BOM
MOTUBALMM PAabOTHUKOB 34,paBOOXPaAHEHUSA. B ncciegoBaHUM NMPUHAN yYacTUE COTPYAHUKM Pa3INYHbIX MTPOPECCUOHANbHbBIX
KaTeropui rocyaapcTBeHHbIX MeAULMHCKUX YUYpeKAeHN — PecnybanKkaHCKoWM KAMHUYeCKoMn TybepKynesHol 6onbHULbI 1 fopoa-
CKOro NMPOTUBOTYOEpKYe3HOro ancnaHcepa r. MakeesKu. TpyaoBble MOTUBbI CTPYKTYPUPOBaHbI B 3 6/10Ka: maTepuanbHble,
COLMANbHO-TICMXONOTUYECKNE U UHAWUBUAYANbHbIE.

Pesynbratbl. B nogasnaioliem 601bLWIMHCTBE BPaYM U CpeaHUIn MEAULIMHCKUIA NEPCOHA rOCYAapPCTBEHHbIX YUPEXAEHWI 34paBO-
oXpaHeHus GpTU3mMaTpuyeckoro Nnpodunsa B paBHON Mepe ya0BIETBOPEHbBI BbINOAHAEMOM paboToi. [N KaxKaoi KaTteropum
MeAMLMHCKMX KagpoB BblfBeHbl Hanbosiee 3HaYMMble TPYA0BblE MOTUBLI. [l cpefiHero meAnLMHCKOro NepcoHana Ha nepeoe
MecTO Bbilwen GpakTop MaTepranbHON MOTMBALMK, OAHAKO YA06HbIN rpaduK TpyAa, OTHOLEHWUA C HAYaNbCTBOM M BaaronpuaT-
Hbl NCUXO3IMOLMOHAbHbIV KTMMAT COCTaBUAN NATEPKY Hanbosiee 3HaYMMBbIX TPYA,0BbIX MOTMBOB. Ha Bpayeit bonbluee Bo3aei-
CTBME OKa3blBaOT MHAMBUAYAbHbIE U COLMANBHO-NICUXONOTUYECKME MOTUBbI: CAaMOpPeanm3aLma U NpodeccroHanbHbl MHTEpeC
3aHUMAIOT IMAUPYIOLLME MO3ULMK, ONAaTa TPYAA, OTHOLEHUA C KOIZIeraMu U NMOMOLLb NaLMEeHTaM OKasblBalOT KOMMIEKCHOe
BO34ENCTBUE Ha AeATENbHOCTb Bpayei.

3aknloueHue. B faHHOM uccneaoBaHMM NOATBEPKAAETCA NPUHLMN MOTMMOTUBALMKN BCEX KaTeropuii paboTHMKOB, NO3TOMY
MOAEPHU3aLMA MOTUBALMOHHON Cpeapl AOKHA OCYLLECTBAATLCA C YYETOM rpynnoBoi NPUHAANEKHOCTU, UHAUBUAYANbHbIX
0CObeHHOCTEN, NPeanoYTEHUI U IMYHOCTHBIX Ka4ecTB COTPYAHWUKOB. MepcoHan-opMeHTUPOBAHHAA CUCTEMA MOTUBALUN Meau-
LMHCKMX KapoB peLunT 60abWMHCTBO Npobiem, C KOTOpbIMU CTankusaetcsa cdepa 34paBOOXPAHEHUA COBPEMEHHbIX YCNOBUAX
MEHSIOLLMXCA PbIHOYHBIX OTHOLLIEHWIA.
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Abstract

Improving the productivity, quality and availability of medical services directly depends on the effectiveness of motivational
mechanisms for personnel management. Despite the sufficient empirical and practical experience in the field of health workforce
management, data on the comparison of labor motivation among different professional categories of medical personnel are
not often found. The article analyzes the main labor motives of nurses and doctors, reveals the differences in the motivational
profiles of these categories of workers.

Purpose of the study. Is to study and compare the motivation of doctors and nurses from budgetary healthcare institutions
providing TB care to the population.

Materials and methods. A sociological survey was conducted using a questionnaire form containing questions to study the labor
motivation of healthcare workers. The study involved employees of various professional categories of public medical institutions —
the Republican Clinical Tuberculosis Hospital and the Makeyevka Municipal TB Dispensary. Labor motives are structured into 3
blocks: material, socio-psychological and individual.

Results. In the overwhelming majority, doctors and nursing staff of public health care institutions with a phthisiology profile are
equally satisfied with the work they do. The most significant labor motives were identified for each category of medical personnel.
For paramedical personnel, the factor of material motivation came out on top, but a convenient work schedule, relationships
with superiors and a favorable psychoemotional climate made up the five most significant work motives. Physicians are more
influenced by individual and socio-psychological motives: self-realization and professional interest are in the lead, remuneration,
relationships with colleagues and patient care have a complex effect on the activities of doctors.

Conclusion. This study confirms the principle of polymotivation of all categories of employees, therefore, the modernization of the
motivational environment should be carried out taking into account group affiliation, individual characteristics, preferences and
personal qualities of employees. Personnel-oriented system of motivation of medical personnel will solve most of the problems
faced by the healthcare sector in today's changing market relations.
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AKTYAJIbHOCTb

Kagposble pecypchbl ABAAOTCA Hanbonee BaxKHOM
COCTaBAAOLWEN YacTblo Nt0boW cucTembl 34paBOOXPaA-
HEHWA U UMEIOT pellarLee 3HAaYEeHME B OKaszaHUmn
KauyeCTBEHHOM MeAMLMHCKON NoMoLLM HaceneHuto [1].
MoBbilWeHNe NPOM3BOAUTENBHOCTM, KAUECTBA M AOCTYN-
HOCTW MEAMLIMHCKMX YCNYT HAanpsaMyto 3aBUCUT OT 3ddek-
TUBHOCTM MOTMBALMOHHbBIX MEXaHWU3MOB yNpaBaeHus
nepcoHanom [2]. B ocHoBe MOTMBALMOHHOMN NMOAUTUKM
NexkaT MHOXeCTBO TeOpUi U MEeTOAMK, OAHAKO BbIsB-
NEeHbl KNoYeBble NPUHUMMbI OTHOCUTENbHO COTPYAHUKOB
3/paBooxpaHeHus [3]:

* MOTMBALMIO CnefyeT paccMaTpuMBaTb KaK My/bTU-
$aKTOpHbIN NOKasaTenb;

npamoe 06bEKTUBHOE M3MEPEHWE MOTMBALMMU KakK
NMCUXONOTMYECKOIO COCTOSHUA 3aTPYLHEHO;
onocpenoBaHHble MOKasaTeNn MOTMBALUKM MOTYT
6bITb onpeaeneHbl No Cy6bEKTUBHbBIM OLLEHKam no-
CPeLCTBOM COLMONOrMYECKOro ONpoca;
OTHOCUTENIbHasA 3HAaYMMOCTb GAKTOPOB MOTMBALMMU
pasfinyaeTca B 3aBUCUMOCTM OT NpodeccMoHanbHO-
OOMKHOCTHOrO cTaTtyca, npoduna [AeATesNbHOCTH,
reHAepPHO-N0/I0BbIX XapaKTEPUCTUK, 3Tana Kapbepbl
W NOKoNEeHWs.

B3rnag Ha cuctemy MoTuBaL MK B chepe 34paBooOXpaHe-
HWA HAaXOAWT OTPaXKeHMe B paboTax MHOXKecTBa aBTOPOB.
OCHOBHbIM CTUMYAMPYIOLLMM GAKTOPOM A7 PabOTHUKOB
OTEYECTBEHHOIO 34,0aBOOXPAHEHNA ABNAETCA SKOHOMUYE-
CKMI1, 4TO OTAMYAETCA OT Hanbosiee PacnpPOCTPaHEHHbIX MU-
poBbIx cuctem [4; 5]. B 3apyberkHbIX MCTOYHMKaxX npoce-
KUBaETCSA LOMMHUPOBAHME HEMATEPUANbHbIX GaKTOPOB:

JINYHOCTHOTO M NPOdECCUOHANBHOTO Pa3BUTUA, KOMMYHU-
KaTMBHbIX NPOLLECCOB B KO/IEKTUBE, MPESO0CTaB/EHHbIE
BO3MOKHOCTM y4aCTBOBATb B NpoLEeccax NPUHATUA peLle-
HWiA 1 ynpaeneHus [6—13]. CornacHo AaHHbIM IMTEPATYPbI,
B 60/IbLUIMHCTBE OTEYECTBEHHbIX MCCNEA0BAHUIA NOCAEAHUX
neT HabntogaeTca TEHAEHUMA K NONMMOTUBALMM, KOT4a
MaTepuanbHble TPYA0BbIe MOTUBbI 3aHMMAOT NPUOpUTET-
HOe MecCTO Hapsaay c HemaTepuanbHbimn [14-19].
HecmoTpAa Ha AOCTATOYHbIM IMNUPUYECKUIA U NPAKTU-
YecKui onbIT B chepe ynpaBaeHUA KafpoBbiMK pecyp-
CaMU 3paBOOXPAHEHUSA, HE YACcTO BCTPEYAOTCA AaHHble
0 CpaBHEHMM MOTUBALMM TPYAA CPean Pa3ANYHbIX NPo-
deccnoHanbHbIX KaTeropmn MeaAnUUHCKOro nepcoHana.
Lenb uccnepoBaHua: nsyvyeHme 1 CpaBHEHME MOTH-
BaLMu TpyAa Bpayen u cpegHero meguumHCKoro nep-

B pymmal = I'pynmna Il

86 87

3

He ynoBaeTsopens:

0
VaoeneTBOpAeT HacTIMHO VI0BIETEOPAET

Puc. 1. Ya0BNeTBOPEHHOCTb TPYA0BOW AEATENbHOCTbIO
MeAMLMHCKUX PaBOTHMKOB.

Fig. 1. Job satisfaction of medical workers.

Tabnuua 1. BAOK maTepuanbHbIX TPYAO0BbIX MOTUBOB
Table 1. Block of material labor motives

. ’ I rpynna / Goup | Il rpynna / Goup Il Kputepuit /
MartepuanbHble Tpyaosbie MoTuBbl / Material labor motives (n = 110) (n=75) Fisher criteria
®uwepa
[ocroiiHas 3apaboTtHas nnata / Decent salary 102 (92,7 %) 67 (89,3 %) 0,8
[onnaTta, npemnu 3a AOMNONHUTE/IbHYIO paboty / Additional 98 (89,1 %) 65 (86,7 %) 0,5
payment, bonuses for additional work
CaHWUTapHO-TUTMEHNYECKME YCI0BUA U TEXHUYECKAn OCHALLEHHOCTb
pabouero mecta / Sanitary and hygienic conditions and technical 68 (61,8 %) 53 (70,7 %) 1,25
equipment of the workplace
MpuBuaernu B BUAE AONONHUTENBHOIO OTNYCKA, NYTEBOK,
KopnopaTmeos / Privileges in the form of additional vacations, 20 (18,2 %) 13 (17,3 %) 0,15
vouchers, corporate parties
MoBbiweHune kBannduKauum, obyyeHmne, npodeccmoHanbHas
nepenogrotosKa / Professional development, training, professional 14 (12,7 %) 23 (30,7 %) 2,97*

retraining

MpumeyaHue: * — 4OCTOBEPHOCTb Pa3NUUUIA.
Note: * — reliability of differences.
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COHanNa 6IO,CI,)'KETHbIX Y‘-IPE)K,CI,EHMﬁ 34PaBOOXpPaHeEHUA,
OKa3blBakoLWnx ¢TM3ManW4€CKyIO noOMOLb HaceneHuto.

MATEPUA/IbI U METOAbI

O6beKT nccnefoBaHmsA — CUCTEMA MOTMBALMM yupe-
XKAEHWNA 30PaBOOXPaAHEHMUA, MpeaMeT uccnenoBaHma —
TPYLOBbIE MOTUBbI, EANHULA HABNOAEHUA — MEANUMH-
CKWUIA COTPYAHMK. basbl nccneposanmsa —PecnybavKkaHcKas
KNMHMYeckan TybepKynesHas 6onbHMUA 1 fopoacKom
NpoT1BOTYOEPKYNE3HbIN AMCNaHCcep r. MakeeBkU. O6beM
nccnefoBaHma coctaBun 185 pecnoHAEHTOB pasany-
HbIX KaTeropui: B | rpynny BKkAtoYeHbl 110 megmMUMHCKMX
cectep, Bo |l rpynny — 75 Bpauei. Tpyaosble MOTUBbI
CTPYKTYPUpPOBAHbI B 3 610Ka: maTepuanbHble, COLM-
A/IbHO-NCUXONOTUYECKME U UHAMBUAYANbHbIE. MeTozbl
nccnefoBaHMA — COLMONOMMYECKMIA onpoc No 6aaHKy
QHKEeTbI, CofepKallen BONPOChI ANA U3yYeHUA Tpya0BOM
MOTMBaUMKN PaBOTHNKOB 34PaBOOXPAHEHUSA, U CTATUCTU-
yecKan 06paboTKa AaHHbIX, OLLEHKA PasInynii NoKasaTe-
nen nposoamnack ¢ nomouwbio dun-kputepma Puwepa,
3HAYEHMA CYNTANIUCL LOCTOBEPHBIMU NPU KPUTUYECKOM
3HayeHun = 1,64.

PE3Y/IbTATbl UCCNNEAOBAHUA
N NX ObCYXAEHUE

B cTpyKType cOTpyAHWKOB NPEBaNNPOBaIN KeH-
WmHbI (100 % 1 91 % B | 1 |l rpynnax, COOTBETCTBEHHO).
B ob6eunx rpynnax npeobnagan nepcoHan BO3pacTHOM
KaTteropuun oT 31 go 50 net (56 % n 62,5 %, cooT-
BETCTBEHHO). B nogasnsatowem 60/1blUMHCTBE Bpaymn
W CpefHUN MeANUMHCKUI NepcoHan rocyaapcTBeHHbIX
yypexaeHuii 30paBooxpaHeHna GTmsnaTpmyeckoro
npoduna B paBHOM Mepe yA0BAETBOPEHbI BbINOAHAE-
Momn paboTton (86 % n 87 %, cOOTBETCTBEHHO), YA0-
B/IETBOPEHHOCTb TPYAOM MOMKET ObITb OLLEHEHA, KaK
BbicoKas (puc. 1).

M3yyeHbl MOTUBALMOHHbIE YCTAHOBKN MEAULIMHCKUX
paboTHUKOB. [lna onpesfeneHns ponu n CTPYKTypbl MOTU-
BOB B pea/ibHOM NOBCEAHEBHOM AeATENbHOCTU MeAULNH-
CKUX pabOTHMKOB pecrnoHAeHTam npesnoKeH Bbibop
Hanbonee 3HAYUMbIX A5 HUX MOTMBOB K 3ddeKTUBHOM
AeATeNbHOCTH.

M3yueHbl MaTepuanbHble TPYLOBbIe MOTMBbI (Tab. 1).
B 0beunx rpynnax nepBocTeneHHoe 3HaYeHMEe MMetoT
onnata Tpyaa (92,7 % v 89,3 %), aonnata, COOTBETCTBY!IO-
Wwan yposHto 3aHAToCcTM (89,1 % n 86,7 %), bnaronpusT-
Hble YCNoBMA TPYAA, B T.4. TEXHUYECKAA OCHALWEHHOCTb
pabouyero mecta (61,8 % n 70,7 %). Mpusunerum ot
yuperKaeHus 34paBoOOXPaHEHNA NPAKTUYECKM He OKa3bl-
BAlOT BAMAHUA HA COTPYyAHUKOB (18,2 % 1 17,3 %). TpeTb
aHKeTMpyembIx 13 |l rpynnbl cYUTAOT CTUMYNOM 0byYe-
HWe, NoBblWeHWe KBaandukaLmm, npodeccMoHanbHyo
nepenoaroToBKy (KpuTtepuit duiiepa = 2,97), 4To MmoKeT
6bITb 06YCNOBNEHO MHAMBUAYANbHBIMU NOTPEBHOCTAMM
camopeanunsaumm n KapbepHOro PocTa, KOTopble MeHee
BbIPAXKEHbI CPEAN CPeAHEro MeANLMHCKOrO NepcoHana.

BbifiBNEHbI COLMANIbHO-NCUXONOTMYECKME TPYAOBbIE
MoTuBbI (Tabn. 2). AHKeTMpOBaHME NOKa3ano AOCTOBEp-
Hble Pa3aMYmnA Cpeam CoTPyAHMKOB: B Il rpynne npeobna-
[ann oTHOLWeHUs ¢ pykoBoguTenem (92 %), konneramm
(89,3 %) 1 nomoLb naumeHTam (88 %). bonee NoNOBUHBI
paboTHMKOB | rpynnbl BbIGPanM B KayecTse TPYLOBOrO
MOTMBA HWU3KMI YPOBEHb OTBETCTBEHHOCTU (KpUTEPUI
duwepa = 3,3), UTO MOXKHO CBA3ATb C NCUXOJIOTUYECKUM
npodunem cpesHero MeanLMHCKOro nepcoHana. Ana
Bpayei MOTMB B3aMMOOTHOLLEHWIA C KOAIEraMM 3aHUMAET
MeCTO B/IMKE K LEHTPY 3HAUMMOCTH, YTO XapaKTepusyeT
TEHAEHLMIO K CNIOYEHHOCTU KONIEKTMBA B NoApa3aene-
HuAx [20; 21]. MoTus 61aronpuMATHOIO NCUXO3MOLUO-
Ha/NIbHOTO K/IMMaTa B BUAE HWU3KOro YPOBHA CTpecca UMmen
O[MHAKOBYIO 3HAYMMOCTb B 06eunx rpynnax.

PaccmoTpeHbl MHAMBUAYANbHbIE TPYAOBbLIE MOTUBbI
(Tabn. 3). B 0beunx rpynnax coTpyaHWKMN oTaanun npea-
noyteHue yaobHomy rpadumky pabotbl (88,2 % 1 90,7 %,

Tabnuua 2. BAOK cOLMaNbHO-NCUXONOTUYECKUX TPYAOBbIX MOTUBOB

Table 2. Block of social and psychological labor motives

CoumanbHO-NCUXOI0rMYecKme TpyaoBble MoTuBbI / Socio- | rpynna / Goup | Il rpynna / Goup Kputepuit duwepa /
psychological work motives (n=110) Il (n=75) Fisher criteria
OTHoweHun ¢ pykosogutenem / Relationship with the chief 86 (78,2 %) 69 (92 %) 2,66*
OTHoweHuA B Konnektuse / Relationships among the staff 78 (70,9 %) 67 (89,3 %) 3,16*
MNomouyb naumpenTam / Patient care 54 (49,1 %) 66 (88 %) 5,89*
HusKuit yposeHb cTpecca / Low stress level 84 (76,4 %) 57 (76 %) 0,06
HusKkuit yposeHb oteeTcTBeHHOCTM / Low level of responsibility 65 (59,1 %) 26 (34,7 %) 3,3*

MpvmeyaHue: ¥ — 4OCTOBEPHOCTb Pa3INYMA.
Note: * — reliability of differences.
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COOTBETCTBEHHO). TaKMe NapameTpbl, Kak COOTBETCTBUE
BbINOAHAEMOM PaboTbl IMYHBIM KauecTBam, CAaMOCTOS-
TENbHOCTb NPUHATUA PELLEHUIA, BOSMOXHOCTb Camopea-
NU3aumMKn, KapbepHOro pocTa U pasHoobpasue Bbinon-
HAemol paboTbl 6osiee BaXHbI A4NA npeacTasutenei Il
rpynnbl. [1na Bpayeit ApKO BblpaKeHHble UHAMBUAYANb-
Hble MOTUBbI ONpeaenaAtT NPodecCMOHaNbHbIN MHTepec
K BbIBpaHHOM cNeLManbHOCTM U BHYTPEHHME CTUMYbI
K Tpyay [22; 23], gocTuUrHyToe yaoBneTsopeHue npodec-
CUOHaNbHOW AeATeNbHOCTbIO NOAKPENIAET CBA3aHHbIE
C HUM INYHbIE LLEHHOCTU U MOTUBbI [24].

Ha ocHOBaHWW NpoBeaeHHOIo UCCAef0BaHNA COCTaB-
NleHa KapTa TPYAOBbIX MOTMBOB COTPYAHMKOB (puc. 2).

[Ns Kaxpol KaTeropum meanuMHCKUX KagpoB Bbl-
ABNeHbl Hanbonee 3HaYMMBble TPYAOBblE MOTUBLI. Jns
cpeaHero MeaAnUMHCKOro NepcoHana TakoBbIMU ABNSA-
toTCs:
1.ocToliHan 3apaboTHan naaTa (93 %);
2.[onnata 3a AononHUTENbHYO paboTy (89 %);
3.TMbKui rpadmk pabotol (88 %);
4.0THOWeHMSA ¢ pykoBoauTtenem (78 %);
5.Hu3Kni ypoBeHb cTpecca (75 %).

[na meguuMHCKUX cecTep Ha NepBOe MeCTO Bbilen
daKTop maTepmnanbHOM MOTUBALIMU, O4HAKO YAO6OHbIN
rpaduK Tpyaa, OTHOWEHMUA C HAYaNbCTBOM U Baaro-
NPUATHBIN NCUXOIMOLLMOHA/bHbLIM KAMMAT COCTaBUAN

Ta6bauua 3. BAOK MHAUBUAYANbHBIX TPYAO0BbIX MOTMBOB
Table 3. Block of individual labor motives

NHanBMAayanbHble TpyA0Bble MOTUBbI / I rpynna / Goup | |l rpynna / Group Kputepuit / Fisher
Individual work motives (n=110) Il (n=75) criteria ®uwepa
Imbkuit rpadmk pabotsl / Flexible working hours 97 (88,2 %) 68 (90,7 %) 0,54
COOTBeTCTBMe paboTbl IMYHBIM KayecTBam / 72 (65,5 %) 69 (92 %) 4,56*
Flexible work hours
B0O3MOXKHOCTb camopeanusauuu / o o %
The possibility of self-realization 64 (58,2 %) 70(93,3 %) 5,9
CaMOCTOﬂTean:IOCTb B MPUHATUM pelleHmit / 52 (47,3 %) 57 (76 %) 4,02*
Independence in decision-making
Bo3mosKHOCTb KapbepHoro pocta / Career opportunities 46 (41,8 %) 63 (84 %) 6,09*
P§13H096paame Y TBOPYECKNIA MOAXOA, K BbINONHACMON pa6ore / 34 (30,9 %) 47 (62,7 %) 4,33*
Diversity and creative approach to the performed work
MpumeyaHue: * — LOCTOBEPHOCTb PA3INUUIA.
Note: * — reliability of differences.
Jocroiinas
3apaboTHasd mwrara
Pamooﬁ;\)flane n 100 Tomnata, npesmm
TBOPHECKHH ITO/IXO0
Bo3MOKHOCTE 80 W
VenoBHA Tpyaa

KApPLEPHOTO pocTa

CaMoCTOATeIbHOCTh
B IIPHHATHH PelIeHHI

BosmoxknOCTE |
caMopeanH3alHl

CootBeTcTBHE |
paboTHL IHYHEIM
KaueCcTBaM

T'u0kuii rpadux
paboTsr

Hm3xnit ypoBeHb
OTBETCTBEHHOCTH

IIpuBnnerux

==MeIHUIHHCKHE CeCTPh
Bpaun

TlopeImeHHE
KBaTHGHKALIHE

OTHOIIEHHS C
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Puc. 2. Uepapxus TPpyA0BbIX MOTUBOB MeAMLMHCKOrO NepcoHana.

Fig. 2. Hierarchy of labor motives of medical personnel.
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nATepPKy Hanbonee 3HaYNMBbIX, YTO OTMEHAIOT HEKOTOpPbIE
aBTopbI [25; 26].

JomuHupylowwme TpyaoBblie MOTUBbI 41 Bpayei:
1.Bo3MOXHOCTb camopeanusaumm (93 %);
2.CooTBeTcTBME PabOTbl ANYHBIM KayecTBaM M OTHO-

LWeHun ¢ pykosogutenem (92 %);
3.Tmbkui rpadmk pabotol (91 %);
4.[locToiHan 3apaboTHan naaTa M OTHOLIEHMA B KO-

nexktuse (89 %);
5.Momoub naumeHTam (88 %).

Ha Bpaueit 6onbluee BO34ENCTBME OKa3biBAKOT MHAM-
BMAYaNbHbIE M COLMANBHO-NICUXONOTUYECKME MOTUBDI.
Camopeanusaums, NpopeccMoHanbHblit MHTEPEC 3aHK-
MaloT IMAMPYHOLLME NO3MLMM, ONAaTa TPYAa, OTHOLEHUA
C KONNEeramu v anbTPymsm OKa3blBaOT KOMMIEKCHOE BO3-
JAeicTBME Ha AeATeNbHOCTb Bpayei, YTO COOTBETCTBYET
JaHHbIM uccneaosaHuii [27; 28].

3AK/TIOMEHUE

B coBpeMeHHbIX YCNOBUAX MEHAIOLLMXCA PbIHOY-
HbIX OTHOLWEHWUI pykoBoaguUTeENnAM 34paBOOXPaHEHNA

HEeobxoANMMO NOHUMATb, YTO MOTUBUPYET NEPCOHAN
W Pa3IMYatoTCA M CTUMY/bl B 3aBMCUMMOCTM OT npodec-
CMOHANbHbIX KaTeropuii U TMNa JAMYHOCTU. [TOCKONBbKY
MOTUBALMA NEPCOHANA HA TEKYLLMIN MOMEHT CBA3aHA
C cuTyaumeint Ha Tepputopumn OHP, pesynbtaTthbl nccne-
[O0BaHUA TOXE MOTYT OT/IMYATbLCA OT NpoBeAeHUA
TAKOro CpaBHUTENbHOIO aHanu3a. B gaHHom nccne-
[0BaHUU NoATBEPKAAETCA NPUHLUN NOAUMOTUBALUN
BCEX KAaTeropuii paboTHMKOB, MO3TOMY MOAEPHU3ALMA
MOTUBALMOHHOW Ccpeabl AONKHA OCYLLECTBAATLCA C yye-
TOM rpynnoBoi NPUHAANEKHOCTU, UHANBUAYANbHBIX
0CO6EHHOCTEN, NPEANOUYTEHUIN U IMYHOCTHDLIX KauecTs
COTPYAHUKOB. Bce anemeHTbl cMCTEMbI MOTUBALUM
LeNCTBYIOT KOMNNEKCHO, YCMANBAA BO3AENCTBMNE Apyr
Apyra, N03TOMy NepcoHan-opUeHTUPOBAHHAA MOTU-
BALMOHHAsA NONIUTUKA peLwmnT 60AbLMHCTBO Npobnem,
C KOTOpbIMUK CTankmneBaeTca cdepa 34paBOOXPaHEHMA.
PocT MOTMBMPOBAHHOCTM MEAULMHCKOrO NepcoHana
NpuBeaeT K NOBbILEHNIO Ka4YeCcTBa OKazaHMA MeaNLNH-
CKOM NOMOLLY HaceneHuto, O4HaKO Ha AaHHbI MOMEHT
OCHOBHOI MoTMBauuel byaeT obecneyeHne 6esonac-
HOCTM B paboTe COTPYAHMKOB.
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