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REWARD POLICY IN CORPORATE GOVERNANCE:
THE UKRAINIAN PUBLIC HEALTHCARE SECTOR CASE

Background. Ukraine's healthcare institutions operate under conditions of extreme military, economic and social
pressure, which heightens the importance of effective human resource management and the development of modern reward
mechanisms. Motivation and retention of medical personnel remain critically important challenges, as municipal healthcare
institutions face staff shortages, burnout risks and the need to maintain service quality while operating under financial constraints.
The object of this study is the reward system in a municipal healthcare institution, while the subject is the doctors' expectations
and behavioural responses to monetary and non-monetary incentives. The purpose of the research is to assess key motivational
factors and identify structural imbalances in the existing reward policy.

Methods. The study applies a system-structural and behavioural approach. A survey of 250 physicians was conducted to
identify their expectations regarding recognition, career development, workload compensation, and financial incentives.
Correlation analysis was used to determine the relationships between motivation drivers (recognition, career opportunities,
financial rewards) and doctors' willingness to increase work effort. Comparative analysis was employed to contrast the
effectiveness of material and non-material rewards. Additionally, the research evaluates the potential of digital HR tools (HRIS,
electronic performance systems, Al-driven analytics) for improving transparency and communication within reward management.

Results. The findings reveal that recognition and financial incentives constitute the strongest drivers of professional
motivation: 88% of doctors view monetary rewards as the most effective incentive, while 92% report increased effort when
recognition is ensured. The most valued non-financial motivator is career development (68%). Correlation analysis demonstrates
a strong relationship between recognition expectations and career-growth motivation (r = 0.885; R? = 0.78), and between the
perceived importance of rewards and preference for financial incentives (r = 0.935; R? = 0.88). The results indicate significant
structural gaps in existing reward systems, particularly insufficient non-material recognition and limited career advancement
pathways, which negatively affect job satisfaction and retention. Integration of digital HR tools enhances administrative efficiency
and supports more transparent reward governance.

Conclusions. A balanced and transparent reward policy is essential for strengthening the resilience and performance of
Ukraine's healthcare institutions. The results of the study indicate the need to diversify reward mechanisms by combining financial
incentives with structured recognition practices, professional development programmes, and digital HR solutions. Such a system
fosters higher motivation, reduces burnout risks, supports staff retention, and improves the quality of medical services. The
proposed methodological approach can be applied to other public healthcare settings, while future research may further explore
behavioural responses to reward components and the impact of digital HR infrastructures on motivation dynamics.

Keywords: reward policy, healthcare governance, motivation of medical staff, recognition, HR digitalisation, career
development, public healthcare institutions.

Background

In the current context of Ukraine's socio-economic
development, where the healthcare system is undergoing
constant changes and reforms driven by numerous military,
political, and financial-economic challenges, effective human
resource management is one of the key factors for the
successful development of any medical institution. This issue

is particularly relevant for public healthcare facilities, which
frequently face challenges such as limited funding and a
shortage of qualified personnel. Under such conditions, an
effective compensation policy becomes especially important,
as it not only facilitates the attraction and retention of skilled
healthcare professionals but also motivates them toward
professional development and the provision of high-quality
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medical care. Research into compensation policies within
medical institutions holds significant practical relevance, as its
findings can be utilized to develop and improve motivation
systems in Ukraine's healthcare sector. Such advancements
would contribute to enhancing the efficiency of individual
healthcare institutions, attracting and retaining qualified
personnel, and increasing patient satisfaction with the quality
of medical services provided.

The reward policy is an integral component of corporate
governance as well as strategic human resource management
in modern organizations. It represents a holistic and systematic
approach to managing all aspects of employee compensation,
aimed at achieving key business objectives and ensuring high
levels of staff motivation. An effective reward policy serves as a
powerful tool that enables organizations to attract, retain, and
motivate talented employees, enhance their productivity,
loyalty, and engagement, and foster a strong corporate culture
conducive to achieving the organization's strategic goals
(Financial Crime Academy, 2025). In today's business
environment, which is characterized by intense competition and
rapid change, organizations face increasing pressure in the
competition for talented professionals (Metso Outotec, 2024;
Bittium, 2024). Human resources are becoming an increasingly
valuable asset, and companies are recognizing the need to
invest in their development and motivation. Motivated and
adequately rewarded employees are a critical success factor,
contributing to increased labor productivity, market share
expansion, and the achievement of strategic objectives
(Lardner, 2023; Shaulska, Chubuk, & Haidamaka, 2025).

The essence of a reward policy lies in the creation of a
motivational system that harmoniously aligns the interests of
the organization and its employees. This is achieved by
aligning the reward system with the organization's strategic
objectives. A reward policy should be closely linked to the
organization's mission, vision, and strategic goals, and
should reflect its core values and priorities (WUNU, 2023). It
is also essential to consider the individual needs and
achievements of employees. The reward system must be
flexible and adaptive, taking into account individual needs,
motivational factors, contributions, and accomplishments of
each employee. Furthermore, fairness and transparency in
the reward process must be ensured, for instance, through
the use of performance rating systems. Fairness and
transparency are critical for building employee trust and
motivation. The reward system should be based on clear
evaluation criteria that are understandable to all employees,
and the decision-making process regarding rewards must
be objective and transparent. A well-designed reward policy
can serve as an effective tool for shaping and maintaining a
desirable corporate culture by encouraging behaviors and
values that support the achievement of the organization's
strategic objectives.

The reward policy performs a number of important
functions that contribute to effective human resource
management and the achievement of organizational
objectives:  motivational, attracting, = communicative,
managerial, developmental (Table 1).

Table 1

Functions of reward policy

Functions Characteristics
The motivational function of a reward policy involves encouraging employees to achieve high performance, increased
N productivity, and overall effectiveness. This is accomplished by establishing a clear link between work outcomes and
Motivational A ) . . h - I . .
rewards, utilizing a variety of material and non-material incentives, and creating conditions conducive to professional
and career development
The attracting function of a reward policy focuses on the recruitment and retention of qualified employees, ensuring
Attracting the organization's competitiveness in the labor market. Organizations with effective reward systems have a significant

advantage in attracting and retaining talented professionals, as they offer competitive salaries, comprehensive
benefits packages, and opportunities for personal and professional development

Communicative

The communicative function of a reward policy involves using the reward system as a means of communication
between management and employees. It serves to convey organizational expectations, goals, and values, while also
recognizing and acknowledging employee achievements. Open and transparent communication regarding reward
policies fosters trust and mutual understanding between leadership and staff

Managerial

The managerial function of a reward policy ensures effective human resource management, fair distribution of rewards, and
the prevention of conflicts and demotivation. Clear evaluation criteria and transparent decision-making procedures related to
compensation help eliminate subjectivity and promote a sense of fairness within the organization

Developmental

The developmental function of a reward policy focuses on motivating employees to continuously improve and
enhance their professional skills by providing opportunities for training and further qualifications. Investing in

employee development is an investment in the future of the organization; therefore, the reward policy should
encourage employees to pursue learning and skill advancement

Sources: systematized by the authors based on (Bebchuk et al., 2002; Green, 2004; Nizhnyk, & Kharun, 2011; Wilson, 2025).

An effective reward policy is underpinned by several
foundational principles that ensure its alignment with
organizational goals and its capacity to support effective
human resource management.

First and foremost, strategic alignment is essential. A
well-designed reward system must be closely integrated
with the organization's mission, vision, and strategic
objectives, reinforcing the behaviors and outcomes that
drive strategic success. It should not function in isolation, but
rather serve as a tool to promote the realization of broader
organizational goals.

The principles of fairness and transparency play a crucial role
in fostering trust and motivation among employees. The reward
process must be objective and accessible, providing equal
opportunities for all employees. Clear and understandable criteria
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for reward determination should be established, ensuring that all
staff members are aware of the mechanisms by which their
performance is evaluated and rewarded.

Another critical principle is the individualized approach.
Reward systems should be flexible and adaptable, taking
into account the unique needs, motivations, and
achievements of individual employees. This personalization
enhances employee engagement by recognizing diverse
contributions and offering a range of reward forms tailored
to various motivational profiles.

Competitiveness is also a key element in contemporary
reward strategies. To attract and retain qualified personnel,
organizations must ensure that their compensation
packages are appealing within the broader labor market.
This requires ongoing market analysis and benchmarking
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against comparable institutions to maintain a competitive
edge in terms of remuneration.

Equally important is the principle of effectiveness, which
emphasizes the need to balance the costs associated with
employee rewards and the outcomes achieved. Regular
evaluation of reward policy effectiveness is necessary to
ensure optimal resource allocation and maximize return on
investment in human capital.

Finally, continuous improvement is a vital characteristic of
any reward policy in a dynamic environment. As both internal
and external conditions evolve, reward systems must remain
responsive and flexible, capable of adapting to new challenges
and opportunities. A dynamic reward policy not only maintains
relevance over time but also serves as a proactive tool for
organizational resilience and sustained performance.

The development and implementation of a reward policy
are influenced by a variety of external factors. Macroeconomic
conditions, labor market legislation, the level of competition
for talent, technological advancements, as well as social and
cultural dynamics must all be taken into account when
designing and applying reward strategies. These external
conditions shape the broader context in which organizations
operate and significantly affect the feasibilty and
effectiveness of compensation-related decisions. At the same
time, a range of internal factors plays a pivotal role in shaping
reward policy. These include the organization's overall
strategy, its structural design, corporate culture, financial
capacity, and the demographic and professional
characteristics of its workforce. Each of these internal
elements determines how rewards are structured and
delivered, and how well they align with organizational goals
and employee expectations. A comprehensive and
responsive reward policy must therefore integrate both
external and internal influences to ensure its strategic
relevance, sustainability, and positive impact on employee
motivation and organizational performance.

The purpose of this study is to identify the
expectations, preferences, and behavioural responses of
physicians toward the existing reward system in a municipal
healthcare institution, and to develop evidence-based
recommendations for constructing an effective and
balanced reward policy that enhances staff motivation,
productivity, and organizational performance.

Literature review. In the modern business environment,
characterized by high dynamics, globalization, and intense
competition, effective corporate governance is essential to the
success of any organization, including public and non-profit
institutions. Corporate governance encompasses a broad
range of issues, including strategic planning, risk management,
financial control, stakeholder engagement, and, of course,
human resource management. One of the key elements of
corporate governance is the reward policy, which not only
ensures employee motivation and engagement but also

promotes the alignment of interests among various
stakeholders, optimizes decision-making processes, and
enhances the overall effectiveness of the company's operations
(Judge et al., 2001; Mettler, & Pinto, 2018).

To gain a deeper understanding of the principles behind the
formation and impact of reward policies on the effectiveness of
corporate governance, it is essential to explore contemporary
theoretical approaches that offer different perspectives and
analytical tools. We will examine in detail two key theories:
agency theory and prospect theory, analyzing their significance
for explaining the development of reward policies and their
impact on corporate governance effectiveness. Additionally, we
will review other important motivation theories, such as
expectancy theory, equity theory, goal-setting theory, and self-
determination theory, and analyze how they can be integrated
into reward policies to enhance their effectiveness.

Agency theory and its application in the context of
reward policy

Agency theory is one of the most influential theories in
contemporary economic science. It emerged in the 1970s as
a result of research by economists Michael Jensen and
William Meckling, who proposed a new perspective on the
nature of the firm. They argued that a firm should not be
viewed as a single entity, but rather as a collection of
contracts between various individuals, each pursuing their
own interests (Jensen, & Meckling, 1976).

Agency theory examines the interaction between the
principal (owner or shareholder) and the agent (manager),
where the principal delegates certain powers to the agent to
manage the company. The main idea of the theory is that
agents, acting in their own interests, may make decisions that
do not always align with the interests of the principals
(Matinheikki et al., 2022; Bilovodska et al., 2026). This creates
the so-called "agency problem", which can lead to inefficient
management and a decrease in the company's value.

The agency problem arises from a number of factors that
create conditions for a potential conflict of interest between
principals (owners) and agents (managers). First, there is
informational asymmetry, where agents possess more
information about the company's operations than principals,
which may lead to the use of this information for the agents'
personal benefit. Second, there is a divergence of interests,
where the goals and motivations of agents do not align with
those of the principals, such as managers seeking to increase
their own compensation at the expense of the company's
profits (Syafriadi et al., 2023; Khandelwal et al., 2023). Third,
there is limited control by the principals, which grants agents
a certain degree of freedom in their actions, potentially leading
to the use of this freedom for personal gain.

To address the agency problem, the theory suggests
using various control and incentive mechanisms that would
encourage agents to act in the interests of the principals, as
presented in Table 2.

Table 2

Mechanisms for aligning the interests of principals and agents

Mechanisms

Characteristics

Board of directors

It oversees strategic management, approves key decisions, and evaluates the performance of managers

Audit Verification of financial statements for accuracy and compliance with standards

Internal control

Procedures and measures for the effective and legal operation of the company

Corporate It defines the rules and principles of interaction between shareholders, the board of directors, and management
governance
Bonuses They are paid based on the achievement of specific performance indicators

Sources: systematized by the authors based on (Duffhues, & Kabir, 2008; lvashuk, 2016; Gauld, 2016; Wilson, 2025; Barinua, Edem, &

Harry, 2022).

The agency theory provides valuable tools for
understanding and addressing the problem of the divergence
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of interests between the owners and managers of a company.
It emphasizes the importance of creating a compensation policy
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that motivates managers to act in the best interests of the
owners, promotes transparency, and takes into account
managers' risk preferences (Table 3). This is achieved by
linking compensation to financial performance, encouraging
information disclosure, and considering the level of risk in
decision-making.

Agency theory provides essential insights into how to
design reward policies that address the principal-agent
problem, which arises from the potential conflict of interest
between owners (principals) and managers (agents). In this
context, reward policies are designed to align the interests
of both parties and reduce the information asymmetry and
risk-bearing differences that characterize their relationship
(Kolluru, 2021):

1. Aligning interests through performance-based
rewards. One of the key recommendations of agency theory
is to design compensation systems that align the interests of
managers with those of the company owners. This is
achieved by linking managerial rewards to performance
metrics, such as company profitability or stock price
performance, ensuring that managers are incentivized to act
in the best interests of the organization.

2. Reducing information asymmetry. Agency theory
suggests that managers, as agents, often possess more
information about the company's operations than the
owners. To mitigate this, reward policies can include
mechanisms that encourage transparency and information
disclosure. This could be achieved through regular reporting

requirements or open meetings where managers
communicate performance and challenges, which also
helps in reducing moral hazard.

3. Risk management in reward policies. Another
element emphasized by agency theory is the difference in
risk aversion between principals and agents. Owners may
have a higher tolerance for risk, while managers may prefer
less risk in their compensation structure. Reward policies
can be tailored to balance this risk by offering a mix of fixed
salary and performance-based incentives, such as stock
options, to motivate managers without unduly exposing
them to financial risk.

4. Monitoring and control mechanisms. According to
agency theory, effective monitoring is essential for ensuring
that managers act in the best interests of the owners.
Reward policies can incentivize managers to be more
transparent and accountable. Additionally, the board of
directors or a third-party audit can serve as a monitoring
mechanism, ensuring that the compensation practices are
fair and aligned with the company's strategic goals.

5. Long-Term Incentives for Sustained Performance. To
avoid short-termism and encourage long-term strategic
thinking, agency theory recommends incorporating long-
term incentives into reward policies. Stock options,
performance shares, or deferred bonuses can help align
managerial behavior with the long-term health and
profitability of the company, motivating managers to
prioritize long-term value creation over short-term gains.

Table 3

Forming reward policy in the light of agency theory

Aspect Description

Example

Linking rewards to the company's financial
performance, stock price growth, or the
achievement of strategic goals.

Aligning interests

A bonus system for managers who achieve target profitability or
market share growth.

irﬁ‘ggrl;gt?gn Encouraging managers to disclose A higher reward for managers who timely and fully provide
asymmetry information and ensure transparency. information about the company's financial status and activities.

Motivating managers to make informed

Considering risks L : ) .
9 decisions and avoid excessive risk.

A reward system that encourages managers to make
conservative decisions or, conversely, stimulates them to make
more risky decisions depending on the company's goals.

Sources: systematized by the authors based on (Freeman, & Kleiner, 2005; Kuo et al., 2014; Barinua, Edem, & Harry, 2022).

By addressing the principal-agent problem through well-
designed reward policies, organizations can improve
managerial performance, reduce conflicts of interest, and
increase overall corporate efficiency and value. This
approach fosters a more harmonious relationship between
owners and managers, benefiting all stakeholders involved.

Explanation of the impact of reward policy on decision-
making and motivation from the perspective of prospect theory

Prospect theory, developed by Daniel Kahneman and
Amos Tversky (Kahneman, & Tversky, 1979; Sunstein, &
Thaler, 2016), is a behavioral theory that examines how
people make decisions under conditions of risk and
uncertainty. It is based on the idea that individuals do not
always act rationally, and their decisions are often
influenced by subjective perceptions of the situation and
potential outcomes. A key concept of this theory is the "loss
function", which demonstrates how people perceive losses
and gains. According to prospect theory, individuals are
more sensitive to losses than to gains of the same size. This
means that the loss of a certain amount of money generates
stronger negative emotions than the pleasure derived from
receiving the same amount.

Prospect theory is crucial for understanding the
formulation of reward policies, as it helps explain how
managers respond to different forms of rewards and
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incentives. For instance, the loss of a bonus may have a
greater demotivating effect than receiving a bonus of the
same size. This is important to consider when developing
reward policies to ensure their motivational impact and to
avoid demotivating employees.

Prospect theory explains the impact of reward policies
on the effectiveness of corporate governance as follows:

e optimization of decision-making. Understanding how
managers perceive risks and losses allows for the
development of a reward policy that encourages them to
make optimal decisions in the best interests of the company.
For example, if managers are overly risk-averse, it may lead
to missed opportunities. In this case, the reward policy
should encourage them to make more risky, yet well-
founded, decisions;

e avoidance of excessive risk. Prospect theory
demonstrates that managers may be inclined to take
excessive risks if their rewards depend solely on positive
outcomes. With this in mind, the reward policy should be
balanced, considering both potential gains and potential
losses. This will help avoid situations where managers take
unjustified risks to achieve high rewards, disregarding the
company's interests. Various tools can be employed to
address this, such as limits on bonus sizes or penalties for
taking excessive risks;
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e enhancing motivation. A well-designed reward policy
that accounts for how individuals perceive losses and gains
can have a strong motivational impact on managers. For
instance, instead of solely offering bonuses for achieving
specific targets, organizations might implement penalty
systems for failing to meet those targets. This approach
could be more effective, as people tend to be more sensitive
to potential losses. Additionally, various forms of non-
monetary incentives — such as public recognition of
achievements, opportunities for professional development,

or elevated status within the company — can further enhance
motivation.

Other motivation theories and their significance for
reward policy design

In addition to agency theory and prospect theory, there
are several other important motivation theories that can be
valuable for shaping an effective reward policy (Table 4):
expectancy theory, equity theory, goal-setting theory, self-
determination theory, reinforcement theory.

Table 4

Key motivation theories: overview and integration into reward policy

Theory and authors Key factors of integration

Characteristics

ensure a clear link between
performance and rewards;
design transparent criteria for
bonuses or promotions;

align rewards with what
employees truly value

Expectancy theory .
(Vroom, 1964)

This theory posits that individuals are motivated when they believe that
their efforts will lead to good performance (expectancy), that good
performance will be rewarded (instrumentality), and that the rewards are
desirable (valence). In terms of reward policy, this means that employees
must clearly understand the link between their performance and the
rewards, and those rewards must be perceived as valuable

promote fairness in reward
distribution;

conduct regular compensation
benchmarking;

provide clear communication on
how rewards are determined

Equity theory .
(Adams, 1965)

Equity theory emphasizes fairness in the workplace. Employees
assess the fairness of their rewards by comparing their inputs and
outcomes to those of others. If they perceive inequity, it can lead to
demotivation. Thus, reward policies should ensure internal equity
(fairness among employees) and external equity (competitive pay
relative to the market)

link rewards to the achievement
of SMART goals;

provide ongoing feedback and
performance reviews;
encourage participation in goal
setting for greater commitment

Goal-setting theory .
(Locke, & Latham, 1990)

According to this theory, specific and challenging goals lead to higher
performance. A reward system that ties bonuses and other incentives
to the achievement of clearly defined, measurable goals can enhance
motivation, especially when individuals participate in goal-setting and
receive feedback on their progress

offer non-financial rewards such
as autonomy in task
management;

recognize achievements publicly
to build competence and
connection;

support professional development
and meaningful work

Self-determination theory | e
(Ryan, & Deci, 2000)

This theory differentiates between intrinsic and extrinsic motivation
and stresses the importance of autonomy, competence, and
relatedness. Reward systems should not only focus on extrinsic
incentives like pay and bonuses but also promote intrinsic motivation
by providing opportunities for professional growth, decision-making
autonomy, and meaningful work

use timely and consistent positive
reinforcement for high
performance;

establish clear reward structures
for repeated behaviors

Reinforcement theory
(Skinner, 1956) .

This theory focuses on how behavior is influenced by its
consequences. When employees meet a challenging goal and
receive a bonus or recognition, that reward reinforces the behavior
that led to the achievement — such as increased effort, focus, or
persistence. Over time, this strengthens the likelihood that they will
continue to pursue goals with similar commitment in the future

Sources: systematized by the authors based on (McCausland, Pouliakas, & Theodossiou, 2005; Green, & Heywood, 2008; Green, 2004;
Ryan, & Deci, 2000; Locke, & Latham, 2002; Vroom, 1964; Adams, 1965; Skinner, 1956; Latham, & Pinder, 2005).

The integration of contemporary motivation theories into
reward policy design contributes to the development of a
comprehensive and strategically aligned remuneration
system. Such a system not only leverages financial
incentives but also addresses the psychological and
emotional drivers of employee motivation. By aligning
rewards with individual preferences and values — thereby
reflecting the valence component of expectancy theory —
organizations can enhance the perceived value of
compensation. Ensuring fairness and transparency in the
distribution of rewards, as emphasized by equity theory, is
crucial for maintaining employee trust and motivation.
Furthermore, establishing clear and measurable links
between performance and rewards, in line with the principles
of expectancy and goal-setting theories, supports consistent
and goal-oriented behavior among employees. In addition to
extrinsic incentives, effective reward policies should also
promote intrinsic motivation. Drawing on self-determination
theory, this can be achieved through mechanisms such as
recognition programs, opportunities for skill development,
and the provision of autonomy in decision-making (Wilson,
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2025). These elements contribute to sustained employee
engagement and foster a stronger sense of commitment and
loyalty to the organization, ultimately enhancing overall
corporate performance and governance.

In the modern workplace, organizations are increasingly
turning to innovative methods to reward and motivate
employees (Bersin, 2020; Kaur et al., 2021). Traditional one-
size-fits-all models are being replaced with personalized and
data-driven strategies that better align with employee
preferences, performance metrics, and organizational goals:

1. Digital platforms for performance evaluation. One of the
most transformative innovations in employee motivation is the
use of digital platforms for real-time performance evaluation.
These platforms use data analytics to track employee
contributions, set dynamic goals, and offer timely feedback.
Tools like 360-degree feedback systems, Al-powered
performance dashboards, and mobile apps enable managers
to monitor progress and recognize achievements more
effectively. This not only increases transparency but also
fosters a culture of continuous improvement.
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2. Personalized incentive models. Organizations are
now leveraging data to develop personalized incentive
models that consider an employee's role, performance
history, career aspirations, and even psychological profiles.
Instead of offering uniform bonuses or benefits, companies
can tailor rewards — such as flexible work arrangements,
learning opportunities, or unique perks — to suit individual
needs and motivations. This personalization significantly
enhances engagement and retention.

3. Gamification. Gamification introduces elements of
game design into the workplace, such as points,
leaderboards, challenges, and rewards, to motivate
employees in a fun and interactive way. This approach can
drive productivity, encourage collaboration, and create a
sense of achievement. For example, sales teams might earn
badges for reaching targets, or employees might compete in
wellness challenges for rewards.

4. Algorithmic reward systems. With advancements in
artificial  intelligence, companies are increasingly
implementing algorithmic reward systems that automate and
optimize bonus distribution. These systems analyze vast
datasets — including attendance, task completion rates, peer
reviews, and customer feedback — to determine fair and
objective reward allocations. This reduces bias and
promotes a merit-based culture.

In the healthcare industry, where employee performance
directly affects patient outcomes, innovative reward systems
are particularly valuable. Digital platforms are used to track
metrics such as patient satisfaction, treatment success
rates, and adherence to clinical guidelines. Personalized
rewards in healthcare might include professional
development opportunities, additional vacation time, or
wellness programs tailored to the high-stress nature of
medical work. Gamification has also been employed to
encourage adherence to safety protocols and improve
teamwork in hospital settings. Moreover, algorithmic bonus
systems can ensure that incentives are distributed fairly
among medical staff, recognizing both individual and team
contributions in high-pressure environments. By adopting
these innovative approaches, healthcare organizations can
not only improve staff morale and reduce burnout but also
enhance patient care and organizational performance.

Identification of previously unresolved aspects.
Although reward systems in healthcare have been widely
studied, several important issues remain insufficiently
explored, particularly in the context of Ukraine's public
healthcare sector during periods of military, economic, and
institutional instability. Prior research has not adequately
addressed how physicians’ behavioural responses to
recognition and monetary incentives differ under resource-
constrained conditions, nor how expectations regarding
career development interact with perceptions of fairness in
reward distribution. Furthermore, earlier studies have not
captured the motivational dynamics arising from the
simultaneous use of financial, non-financial, and digital
reward tools within municipal healthcare institutions. The lack
of empirical evidence on the correlation between recognition,
career growth expectations, and productivity creates a gap
that this study aims to fill by providing quantitative and
behavioural insights into doctors' motivational drivers. This
research also addresses previously unresolved aspects
concerning the integration of modern IT solutions (HRIS, Al
analytics, e-performance systems) into reward governance,
which has received limited scholarly attention in the Ukrainian
healthcare context.
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Methods

The conducted research is aimed at studying the
expectations and preferences of doctors at a municipal
healthcare institution regarding the reward system. The
information obtained serves as the foundation for developing
an effective reward policy that will motivate healthcare
professionals towards professional development, increased
labor productivity, and the provision of high-quality medical
care. The hypothesis 1 proposed for the analysis is that the
expectation of recognition is an important motivational factor for
doctors who are focused on career growth. The hypothesis
2 proposed for the analysis is that material motivation is a
significant factor for doctors who consider rewards and
recognition important for improving performance.

The methodological basis of the research is grounded in
general scientific methods of cognition: analysis and
synthesis, induction and deduction, abstraction and
generalization. The study also employs specialized research
methods such as correlational analysis and comparative
analysis. The informational base of the research consists of
scientific works by both domestic and foreign scholars on
personnel management, motivation, and rewards, as well as
legislative and regulatory acts that govern the payment of
healthcare workers. To achieve the stated objective, a
survey was conducted with 250 doctors from a municipal
healthcare institution in Ternopil region (Ukraine). The
questionnaire contained questions designed to identify the
respondents' views on various aspects of the reward
system, including material (salary, bonuses, allowances)
and non-material (professional development opportunities,
recognition of achievements, flexible work schedule)
components. The analysis of the collected data will help
identify key trends and preferences of doctors regarding
rewards, as well as uncover problematic aspects of the
existing system.

Results

An effective reward system plays a key role in ensuring
high motivation and job satisfaction among medical staff,
which, in turn, directly impacts the quality of medical
services and the overall efficiency of the healthcare
institution. Satisfied medical professionals demonstrate a
higher level of professionalism, dedication, and a desire to
achieve better results. This is why it is important to
understand how medical workers perceive the reward
system in their institution, what motivational factors are most
significant to them, and which aspects of the system need
improvement. A thorough study of the opinions and
preferences of medical personnel will allow for the
development of a reward policy that meets the employees'
needs and contributes to achieving the strategic goals of the
healthcare institution.

A detailed description of each table from the survey
(Appendix A) will be provided, which contains the results of
the survey conducted by us.

Table 5 reflects the opinion of doctors from public
medical institutions in the Ternopil region (Ukraine)
regarding the importance of rewards and recognition in
improving the productivity of medical staff. The
overwhelming majority of respondents (88%) fully agree or
agree with this statement, indicating the high significance of
rewards and recognition for employee motivation. Only 12%
of the respondents took a neutral stance, and no respondent
disagreed with this statement. These results highlight the
importance of developing an effective reward system to
enhance the productivity of medical personnel.
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Table 5

Do you agree that] rewards and recognition are important
in enhancing the productivity of medical staff?

Answer Number of responses Percentage
Completely agree 129 52.0
Agree 91 36.0
Neutral 30 12.0
Disagree 0 0.0
Strongly disagree 0 0.0

Sources: developed by the authors based on survey results.

Table 6 presents physicians' attitudes toward the
statement that monetary rewards are the most effective form
of recognition for medical personnel. A total of 88% of
respondents agreed with this statement, while 12%
disagreed. Interestingly, none of the participants selected a

neutral response, indicating clearly defined opinions among
the physicians regarding the effectiveness of monetary
rewards. The results suggest that while financial incentives
are important, they are not the sole motivator for healthcare
professionals.

Table 6
Do you agree that] monetary rewards are the most effective form of recognition for medical personnel?
Answer Number of responses Percentage
Completely agree 109 44.0
Agree 109 44.0
Neutral 0 0.0
Disagree 32 12.0
Strongly disagree 0 0.0

Sources: developed by the authors based on survey results.

Table 7 presents the attitudes of physicians toward the
statement that monetary rewards and recognition foster a
healthy atmosphere of competition among medical

personnel. The majority of respondents (56%) either
strongly agreed or agreed with this statement, while 12%
disagreed, and 32% adopted a neutral position.

Table 7

Do you agree that monetary rewards and recognition foster a healthy atmosphere of competition among medical personnel?

Answer Number of responses Percentage
Completely agree 30 12.0
Agree 111 44.0
Neutral 79 32.0
Disagree 30 12.0
Strongly disagree 0 0.0

Sources: developed by the authors based on survey results.

The survey results suggest that rewards and recognition
can contribute to fostering a competitive environment;
however, it is important to ensure that this competition
remains healthy and does not lead to adverse outcomes.

Table 8 presents the opinions of physicians regarding
the impact of rewards and recognition on the motivation of
medical personnel. A majority of respondents (64 %) strongly

agreed or agreed with the statement that medical workers
who regularly receive recognition and rewards are more
likely to remain motivated. Additionally, 32% of respondents
chose a neutral stance, and none disagreed with the
statement. These findings underscore the significance of
consistent recognition and rewards in maintaining staff
motivation.

Table 8
Do you agree that] medical workers who regularly receive recognition and rewards are more motivated?
Answer Number of responses Percentage
Completely agree 70 24.0
Agree 100 40.0
Neutral 80 32.0
Disagree 0 0.0
Strongly disagree 0 0.0

Sources: developed by the authors based on survey results.

Table 9 presents physicians' responses regarding the
impact of recognition on their performance. The majority of
respondents (68%) indicated that receiving recognition
positively influences their productivity. Meanwhile, 32%
adopted a neutral stance, and no respondent stated that

recognition has no effect on their performance. The data

obtained indicate that recognition is an important
motivational factor and can contribute to increased
productivity among physicians.

Table 9

Do you agree that] workplace recognition correlates with your productivity?

Answer Number of responses | Percentage
Yes, receiving recognition affects my productivity 172 68.0
No, receiving recognition does not have an impact on my productivity 0 0.00
Neutral 78 32.0

Sources: developed by the authors based on survey results
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Table 10 illustrates how often physicians experience a "never" experience a loss of motivation for this reason.
loss of motivation at work due to a lack of recognition for These survey results suggest that the absence of
their efforts. 72% of respondents indicated that they "often” recognition can negatively impact the motivation of medical

or "occasionally" feel a decline in motivation because of personnel, highlighting the importance of consistently
insufficient recognition. Meanwhile, 28% reported that they acknowledging their achievements.

Table 10
How often do you feel a loss of motivation at work due to a lack of recognition for your efforts?
Answer Number of responses Percentage
Very often 0 0.0
Often 69 28.0
Occasionally 112 44.0
Rarely 0 0.0
Never 69 28.0

Sources: developed by the authors based on survey results.

Table 11 illustrates the likelihood that physicians will make would exert extra effort under such conditions. Only 8% of
additional efforts in their work if they know their efforts will be respondents chose a neutral position. These results confirm
recognized and rewarded. A significant majority — 92% of that the expectation of recognition and rewards can motivate
respondents — indicated that it is "very likely" or "likely" they doctors to work more actively and productively.

Table 11
How likely are you to put in additional effort at work if you know that your efforts will be recognized and rewarded?
Answer Number of responses Percentage
Very likely 139 56.0
Likely 91 36.0
Neutral 20 8.0
Unlikely 0 0.0
Very unlikely 0 0.0

Sources: developed by the authors based on survey results.

Table 12 presents the opinions of doctors regarding the advancement opportunities” (36%). Other response options
most effective reward and recognition schemes in the received no votes. The data suggests that monetary
medical sector. The most popular response was "cash bonuses and career advancement opportunities are the
bonuses" (64%), followed by "promotion or career most effective forms of reward for medical staff.

Table 12
Which of the following reward and recognition schemes do you consider to be the most effective in the medical sector?
Answer Number of responses | Percentage
Cash bonuses 162 64.0
Recognition within the team 0 0.0
Newsletters 0 0.0
Promotion or career advancement opportunities 88 36.0
Other 0 0.0

Sources: developed by the authors based on survey results.

Table 13 shows which non-monetary form of recognition is by only 8% of respondents, while "verbal praise from

most significant for doctors. The most popular response was supervisors" received no votes. The survey results indicate that
"opportunities for professional development" (68%), followed by doctors highly value opportunities for professional development
"written appreciation" (24%). "Public recognition” was selected as a form of recognition.
Table 13
Which non-monetary form of recognition is most significant for you?
Answer Number of responses Percentage
Verbal praise from supervisors 0 0.0
Written gratitude 60 24.0
Public recognition 20 8.0
Opportunities for professional development 170 68.0

Sources: developed by the authors based on survey results.

Table 14 shows the importance of career growth analysis will allow us to identify less obvious relationships
opportunities as a form of recognition for doctors. 88% of between different motivational factors and rewards for medical
respondents consider career growth opportunities to be staff. This will help us understand which factors have the
"very important" or "important". Only 12% of respondents greatest impact on their job satisfaction and productivity, as well
chose a neutral position. These results highlight the as which changes in the reward system will be most effective.

significance of career growth for motivating healthcare The correlation analysis will enable us to determine which

workers and emphasize the importance of considering this factors are most closely related to each other and which ones

factor when designing a reward policy. should be the focus when developing recommendations for
Based on the survey data, we can proceed to a detailed improving the reward policy in medical institutions.

analysis of the results obtained. The application of correlation
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Table 14
How important do you consider career growth opportunities as a form of recognition?
Answer Number of responses | Percentage |

Very important 111 44.0

Important 111 44.0

Neutral 28 12.0

Not very important 0 0.0

Not important at all 0 0.0

Sources: developed by the authors based on survey results.

The correlation analysis, conducted based on the survey
data (Fig. 1), confirmed a strong positive relationship
between the importance of career growth opportunities and
the likelihood of exerting additional effort in anticipation of

recognition (r=0.885). This result aligns with our hypothesis
that the expectation of recognition is an important
motivational factor for doctors who are focused on career
advancement.

Correlation and Fit Line with R2

¥ Data points
10— Fit line (R2 = 0.78)

o] 2 4

6 8 10
X

Fig. 1. Correlation between the questions in Table 11 and Table 14
(The correlation between variables X and Y is 0.885, indicating a strong positive relationship. The R? value is 0.78,
which suggests that the model explains 78% of the variation in the data)
Sources: developed by the authors based on survey results.

A high correlation coefficient indicates that doctors who
view career growth opportunities as important are more
likely to put in extra effort when they know their efforts will
be recognized. This can be explained by the fact that career
advancement and recognition are interconnected and
mutually reinforcing. Career progression is often a result of
high work productivity and professional achievements,
which, in turn, deserve recognition. The expectation of
recognition can motivate doctors to work more actively and
strive for professional development, ultimately leading to
career growth.

Furthermore, recognition plays a key role in shaping a
doctor's professional identity. It validates their competence,
status, and value to the medical institution. Doctors who receive
recognition for their achievements are more confident and
motivated to continue their professional development.

The correlation analysis conducted based on the survey
data confirmed a strong positive relationship between the
perceived importance of rewards and recognition for enhancing
the productivity of medical staff (Fig. 2) and the belief that
monetary rewards are the most effective form of recognition (r
= 0.935). This result aligns with the hypothesis that material
motivation is a significant factor for doctors who consider
rewards and recognition important for improving performance.

The high correlation coefficient indicates that doctors who
consider rewards and recognition important for productivity
also tend to view monetary rewards as the most effective form
of recognition. This may be because cash rewards serve as a
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tangible and objective indicator of success and professional
acknowledgment. They provide doctors with the opportunity
to improve their financial well-being, which is an important
motivational factor for many individuals.

In addition, cash rewards can be seen as an indicator of
a doctor's value to the medical institution. A high salary and
bonuses signal that the doctor is a vital member of the team
and that their contributions to the organization are highly
appreciated. This can enhance the doctor's self-esteem and
motivation, encouraging further professional development
and the pursuit of high-performance outcomes.

It is important to note that financial motivation is not the
only factor influencing doctors' productivity. Other elements
— such as recognition from colleagues and leadership,
opportunities for professional development, and a
supportive work environment — also play a crucial role.
However, the results of the correlation analysis indicate that
cash rewards are a significant motivator for doctors who
consider rewards and recognition important for enhancing
productivity (Fig. 3).

The correlation analysis based on the survey data also
revealed a strong positive relationship between the
statements "Recognition at work positively affects my
productivity" and "Medical professionals who regularly
receive recognition and rewards are more motivated". This
indicates that doctors who perceive recognition as having a
positive impact on their productivity are also more likely to
lose motivation when their efforts go unacknowledged.
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Correlation and Fit Line with R2
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Fig. 2. Correlation between the questions in Table 5 and TabIeIG (The correlation between variables X and Y is 0.935, indicating a
strong positive relationship. The R? value is 0.88, which suggests that the model explains 88% of the variation in the data)
Sources: developed by the authors based on survey results.

Correlation and Fit Line with R2

x Data points
10 — Fitline (R2 = 0.78)

0 2 4

6 8 10

X

Fig. 3. Correlation between the questions in Table 7 and Table 8 (The correlation between variables X and Y is 0.885, indicating a
strong positive relationship. The R? value is 0.78, which suggests that the model explains 78% of the variation in the data)
Sources: developed by the authors based on survey results.

This result can be explained by several factors:

1. Doctors who consider recognition an important
motivator are more sensitive to its presence or absence.
They perceive recognition as validation of their professional
value and importance to the healthcare institution. A lack of
recognition may be seen as a devaluation of their work and
achievements, leading to a loss of motivation.

2. Physicians who acknowledge the positive impact of
recognition on their productivity understand the significance
of this factor in achieving high performance. They strive for
recognition and are willing to put in more effort when they
know their work will be appreciated. Consequently, the
absence of recognition can diminish their enthusiasm and
drive for success.

3. Recognition can be seen as an essential part of the
"psychological contract" between the doctor and the healthcare
institution. When a physician puts in effort and demonstrates
strong results, they expect their contribution to be noticed and
appreciated. If these expectations are not met, it may lead to
disappointment and decreased motivation.

The results highlight the importance of regular recognition
of physicians' achievements in maintaining their motivation and
productivity. This can be implemented through various forms of
acknowledgment, such as public recognition of
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accomplishments, awarding certificates of appreciation,
bonuses, valuable gifts, providing opportunities for professional
development, involving medical staff in decision-making
processes, and fostering an atmosphere of respect and trust
within the team. Implementing an effective system for
recognizing achievements can be a crucial step toward
enhancing the motivation and engagement of healthcare
professionals, which will ultimately contribute to improving the
quality of medical care.

The following examples illustrate how reward systems in
healthcare institutions have directly influenced service
quality, patient loyalty, and the branding of medical
organizations, based on real-world case studies (Table 15).

The integration of modern IT solutions into human resource
(HR) management has significantly transformed the healthcare
industry. These technologies not only streamline administrative
processes but also enhance employee engagement,
performance monitoring, and internal communication, all of
which contribute to better organizational outcomes and patient
care (Dery, Sebastian, & van der Meulen, 2017; Marjanovic,
Krapels, & Chataway, 2022):

1. Electronic performance evaluation systems. Healthcare
organizations are increasingly adopting electronic systems to
evaluate staff performance in real time. These systems allow
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for continuous feedback, automated reporting, and data-driven
appraisals based on key performance indicators (KPIs), such
as patient satisfaction scores, clinical accuracy, and task
completion rates. This facilitates more objective and
transparent assessments, encouraging accountability and
professional growth.

2. Human resource information systems (HRIS).
Modern HRIS platforms centralize employee data,
automate recruitment workflows, manage shift scheduling,
track attendance, and support compliance with labor
regulations. In hospitals and clinics, HRIS helps reduce

administrative workload and improves coordination among
departments, especially in managing complex staff
rotations and 24/7 coverage.

3. CRM for internal employer branding. Some healthcare
providers are leveraging customer relationship management
(CRM) systems — not only for patient engagement but also for
internal use to build a strong employer brand. These CRMs
manage internal communication, employee engagement
campaigns, onboard journeys, and satisfaction surveys. By
treating employees like internal customers, organizations foster
a more connected and motivated workforce.

Table 15

Key dimensions of the impact of reward systems in healthcare institutions

patient care

patient wait times, diagnostic accuracy,

attentive care

evaluated based on objective outcome indicators — such as
or quality of
communication — it encourages the delivery of high-quality and

Direction Characteristics Example
A motivation system that includes rewards for adherence to | At Cleveland Clinic (USA), one of the most
clinical standards enhances the accountability of medical | renowned hospitals, the physician bonus system is
1. Quality of personnel. When employees know that their performance is | linked not only to clinical outcomes but also to

patient satisfaction scores. This approach has
significantly improved the patient experience and
positioned the clinic among the top-ranked
hospitals in the United States

but also through recognition,
2. Patient loyalty

trust into loyalty and repeat visits

When staff are motivated not only through financial incentives
professional
opportunities, or well-being support, it fosters an emotional
connection with patients. Satisfaction transforms into trust, and

In the United Kingdom, the NHS introduced "staff
recognition and reward" programs that have been
closely associated with improved patient loyalty
indicators. A study by The King's Fund notes that
clinics with highly engaged staff demonstrate better
clinical outcomes and receive higher patient ratings

development

3. Strengthening
the healthcare
institution's

brand healthcare professionals

Modern patients increasingly prioritize reputation and service
quality. If the reward system promotes a culture of care, ethical
behavior, and engagement, it contributes to building a strong
employer brand that attracts both patients and talented

The Mount Sinai Health System (New York) actively
invests in employee recognition and well-being
programs, positioning the institution as a "caring
employer". This has enhanced its reputation among
patients, as reflected in an increase in positive
online reviews and improved institutional rankings

Sources: systematized by the authors based on (West, & Dawson, 2012; Press Ganey, 2021; Mount Sinai, 2022).

4. Al and predictive analytics. Artificial intelligence and
predictive analytics are used to forecast staffing needs,
identify burnout risks, and optimize resource allocation. For
instance, algorithms can predict when nursing staff might
require additional support based on patient loads or
historical stress indicators, allowing HR managers to
intervene proactively.

5. E-learning platforms and digital onboarding. Digital
platforms support remote learning and training in
compliance with healthcare regulations. Interactive
modules, certification tracking, and virtual simulations allow
medical professionals to upgrade their skills without leaving
their workplace. Additionally, digital onboarding tools help
new hires integrate quickly and efficiently by providing
tailored information, videos, and checklists.

6. Telemedicine-integrated workforce management. With
the rise of telehealth, IT systems now support hybrid workforce
management, coordinating both in-person and remote clinical
staff. These platforms manage licensing, telehealth scheduling,
and patient-provider matching, while ensuring compliance with
data privacy and medical protocols.

The implementation of IT solutions in healthcare HR
management enhances not only administrative efficiency
but also employee satisfaction and the overall quality of
care. As the sector continues to digitize, these tools are
becoming essential for building resilient, responsive, and
people-centered healthcare organizations.

Discussion and conclusions

It is important to recognize that different motivation
theories are not mutually exclusive; rather, they complement
one another. An effective reward policy should be based on
a comprehensive approach that considers various aspects
of motivation and integrates multiple theoretical models. For
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instance, agency theory can be applied in designing
performance-based reward systems, while prospect theory
may assist in optimizing how these rewards are presented
to employees. Integrating motivations theories allows
organizations to design a balanced reward system that not
only leverages financial incentives but also fosters intrinsic
motivation, fairness, goal alignment, and psychological
satisfaction. A multi-theoretical approach ensures that
reward policies address diverse motivational drivers across
the workforce, leading to improved performance and
organizational outcomes.

Overall, the results of the study allow us to conclude that
an effective reward and recognition system plays a key role
in the motivation and productivity of medical staff. It should
include both material and non-material incentives,
considering the individual needs and professional goals of
the employees. Regular recognition of achievements,
opportunities for professional development, and career
advancement are important motivational factors for doctors.
Health competition, stimulated by the reward system, can
contribute to increased work productivity. The findings of the
study can be used to develop and improve the reward policy
in public healthcare institutions.

Based on the findings of the conducted study — including
the conclusions of the regression analysis and the identified
needs of the medical staff — the following recommendations
are proposed for improving the reward policy in public
healthcare institutions (Opio et al., 2022; Oyira et al., 2015;
Abduljawad, & Al-Assaf, 2011; Wilson, 2025):

1. Individualization and differentiation of rewards. The
implementation of individualized development and reward
plans is a key step toward increasing the effectiveness of a
motivation system. These plans should be flexible and
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tailored to the needs and goals of each healthcare worker.
This means taking into account both financial and non-
financial objectives. Financial objectives may include salary
increases, performance-based bonuses, incentives for
completing complex tasks, and reimbursements for
participation in conferences and seminars. Non-financial
objectives can be related to professional development, such
as: advanced training and certifications, participation in
scientific research, engagement in medical conferences and
seminars, achievement of specific performance outcomes
(e.g., improving the quality of medical care, reducing the
number of complications, increasing patient satisfaction,
active involvement in research activities, implementation of
innovative treatment methods, et.).

It is crucial that individualized development and reward
plans are clearly defined and agreed upon with the
healthcare worker. This allows them to understand which
efforts and accomplishments will be recognized and
rewarded, motivating them toward professional growth.
Furthermore, these plans should be reviewed and updated
regularly to reflect changes in the employee's needs and the
institution's priorities. Such individualized plans will help
each medical professional envision their own growth
trajectory and feel valued by their organization. They
contribute to increased motivation, engagement, and work
performance, as well as to fostering a positive atmosphere
within the team. As a result, the healthcare facility benefits
from having highly qualified and motivated staff committed
to continuous professional development and the delivery of
high-quality medical care

2. Expanding the range of rewards. Expanding the range
of rewards is a key factor in creating an effective motivation
system that meets the needs and goals of medical staff. In
addition to traditional financial compensation — such as
salaries, bonuses, performance-based allowances, skill-
level bonuses, and reimbursements for using personal
transportation — it is essential to include various incentives
tailored to the individual preferences of employees.

Survey results indicated that healthcare workers highly
value opportunities for professional development (68%) and
career advancement (88%). This highlights the importance
of investing in human capital. Providing access to diverse
educational programs, such as trainings, seminars,
conferences, continuing education courses, and internships
at leading clinics, not only enhances the qualifications of
staff but also contributes to their professional growth and job
satisfaction.

Creating clear promotion mechanisms is another
important aspect of motivation. Transparent performance
evaluation criteria, the opportunity to hold higher positions,
and involvement in decision-making processes all serve as
incentives for employees to continuously develop and
improve their performance. Additionally, it is worth
considering other forms of rewards, such as: flexible work
schedules, part-time or remote work options for specific staff
categories, corporate discounts on medical services and
medications, free or subsidized meals at the healthcare
facility, organization of sports and cultural events for staff.
By addressing the diverse needs and interests of medical
personnel in the development of the reward system,
healthcare institutions can create a motivating environment
where each employee feels valued and in demand.

The active use of non-financial motivation methods is an
integral part of an effective personnel management system in
healthcare institutions. While financial incentives are
undoubtedly important for attracting and retaining qualified
medical professionals, non-financial motivation methods play
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an equally crucial role in fostering a positive work atmosphere,
enhancing job satisfaction, and strengthening loyalty to the
healthcare institution. These methods contribute to the
development of a sense of belonging to the team,
professional pride, and recognition of one's significance,
which ultimately positively impacts the quality of medical care
and the overall effectiveness of the institution.

One of the key non-financial motivation methods is the
recognition and encouragement of achievements. Regular
recognition and reward of both individual and collective
achievements among healthcare workers increase their
motivation and engagement. The results of a survey
conducted within this study revealed that 72% of doctors
experience a loss of motivation due to the lack of recognition
for their efforts. This underscores the importance of creating
a system for regular acknowledgment of accomplishments,
which should include various forms tailored to the needs and
values of medical professionals.

Public recognition of merit is an effective motivation tool
as it not only expresses gratitude to the physician but also
demonstrates their achievements to colleagues and the
public. This can be implemented, for example, at general
staff meetings, on the healthcare institution's website, on the
institution's social media, or through the publication of
articles in local media highlighting the doctors'
achievements. It is crucial that public recognition is sincere
and based on the real accomplishments of the physician.

Awards such as certificates, letters of appreciation, and
bonuses are traditional but no less effective forms of
recognition. They serve to formally acknowledge a doctor's
achievements and express official gratitude for their work.
Certificates and letters of appreciation can be presented in
a ceremonial manner, either at a special event or in the
presence of colleagues. Bonuses may be monetary or in the
form of valuable gifts.

Presenting valuable gifts can serve as a symbolic gesture,
demonstrating to the physician that they are appreciated and
their contribution to the healthcare institution is remembered.
Gifts may be personalized, taking into account the physician's
interests and hobbies. For instance, this could include a book
related to their field of expertise, a ticket to a concert or sports
event, or a voucher for a spa visit.

Organizing professional skill competitions motivates
physicians to improve their qualifications and professional
level, as well as enables the identification and recognition of
the best specialists. Competitions can take various formats,
such as testing, practical tasks, presentations, or clinical
case discussions. Winners can be rewarded with valuable
prizes, monetary bonuses, or opportunities for professional
development, such as internships at leading clinics or
participation in international conferences.

Organizing corporate events to celebrate team
successes strengthens team spirit and fosters a positive
atmosphere within the institution. Corporate events can take
various forms, such as festive parties, sports competitions,
picnics, or excursions. It is essential that these events be
engaging and enjoyable for the participants.

In addition to recognizing and rewarding achievements,
creating a conducive working environment plays a
significant role in non-financial motivation. A comfortable
and supportive work environment that fosters the
development and self-realization of healthcare professionals
is a critical factor in their motivation and job satisfaction.
Healthcare institutions can provide:

e modern medical equipment and technologies. The
availability of modern equipment and technology enables
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physicians to perform their work more effectively and deliver
quality medical care, enhancing their professional
confidence and motivation;

e ergonomic  workspaces. Ergonomically designed
workspaces help maintain the health of medical
professionals, reduce fatigue, and increase productivity.
This may include comfortable chairs, adjustable-height
desks, adequate lighting, and ventilation;

e comfortable rest rooms. Rest areas allow physicians to
recharge after a demanding shift and prepare for the next tasks.
These rooms can be equipped with soft furniture, kitchen
facilities, a television, and other relaxation amenities;

e opportunities for communication and knowledge
exchange. Interaction with colleagues and exchanging
professional experiences promotes the development of
physicians, allows them to share knowledge and ideas, and
helps foster a positive work environment. This can be
achieved through regular meetings, seminars, conferences,
and online platforms for communication;

e support for a healthy and positive atmosphere in the
workplace. A healthy, positive workplace culture is a vital
element of motivation and job satisfaction. It encourages
effective collaboration, mutual support, and assistance
among colleagues. To maintain such an atmosphere, it is
crucial to organize team-building activities, resolve conflicts
constructively, and encourage open communication;

e programs to support the mental health of healthcare
workers. The nature of medical work involves high levels of
stress, emotional burnout, and the risk of mental health
disorders. Therefore, it is important to provide access to mental
health support programs, such as counseling services, stress
management training, and relaxation workshops.

Implementing a variety of non-financial motivation
methods will allow healthcare institutions to create a
supportive work environment, increase the motivation and
engagement of healthcare professionals, and strengthen
their loyalty to the institution. This, in turn, will enhance the
quality of medical care and the overall effectiveness of the
healthcare institution.

3. Monitoring and evaluating effectiveness. Monitoring
and evaluating the effectiveness of the reward system is
critical to ensuring its relevance, alignment with the needs of
medical staff, and the achievement of healthcare institution
objectives. A reward system is not static; it must
continuously evolve and adapt to changes in both the
external and internal environments of the organization.
Changes in legislation, economic fluctuations, emerging
trends in personnel management, as well as shifts in the
needs and expectations of healthcare workers — all require
the flexibility and dynamism of the reward system. To
maintain its effectiveness and motivational value, it is
essential to regularly collect data on the system's
performance, analyze it, and make necessary adjustments.

Regular employee surveys are among the most effective
methods for monitoring and evaluating the reward system.
They provide an opportunity to "hear the voice" of medical
personnel, understand their perceptions of the reward
system, identify potential issues and dissatisfaction, and
assess the effectiveness of different reward forms. Surveys
enable healthcare workers to express their opinions on
various aspects of the reward system, such as salary levels,
bonuses, professional  development  opportunities,
recognition of achievements, and more.

Various methods can be used to conduct surveys, each
with its advantages and drawbacks. Questionnaires are the
most common data collection method, allowing for the
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survey of a large number of employees in a short amount of
time. Questionnaires can include both closed-ended
questions with predefined answer options and open-ended
questions that allow employees to express their thoughts in
their own words. Interviews provide a deeper level of insight
than questionnaires, offering the ability to ask follow-up
questions, observe non-verbal behavior, and gain a more
comprehensive understanding of employees' attitudes
toward the reward system. Focus groups, which are group
interviews, allow for the simultaneous collection of
information from a small group of employees. They provide
an opportunity to observe interactions between employees,
identify different viewpoints, and gain a more complete
picture of how the reward system is perceived. Employee
suggestions can also serve as a valuable source of
information for monitoring and evaluating the reward
system. Employees can submit suggestions for improving
the system through suggestion boxes, email, or during
meetings with management.

The choice of survey method depends on the research
objectives, available resources, and characteristics of the
staff. In some cases, it may be appropriate to use a
combination of different methods to gather more
comprehensive and objective data. For example, one could
conduct a questionnaire to gather quantitative data on
satisfaction with various reward forms and then hold focus
groups to explore the reasons for dissatisfaction and collect
suggestions for improving the system.

In addition to regular surveys, it is important to collect
and analyze other data that may indicate the effectiveness
of the reward system. These may include productivity
indicators (e.g., number of treated patients, number of
surgeries performed, number of patients seen, etc.), staff
turnover rates, the number of complaints and conflicts within
the team, and results from staff evaluations. Analyzing these
data will provide a more comprehensive understanding of
the reward system's effectiveness and help identify
necessary adjustments for improvement. For example, if an
analysis of productivity indicators shows a decrease in
efficiency following the introduction of a new reward system,
this may indicate the need for a review and adjustment of
the system.

The implementation of any changes in the reward
system requires careful monitoring and evaluation of their
effectiveness. This will not only measure the achieved
results but also help identify potential problems in a timely
manner and make necessary adjustments. To ensure a
comprehensive assessment of the proposed changes in the
reward policy in public healthcare institutions, a monitoring
and evaluation system that includes both quantitative and
qualitative indicators is recommended.

Quantitative indicators allow objective measurement of
the results of the implemented changes and their impact on
the healthcare institution's operations. These can include:
labor productivity; staff turnover; employee satisfaction;
financial indicators, et.

The effectiveness of the reward system cannot be limited
to just quantitative indicators such as labor productivity or
staff turnover. It is also important to consider qualitative
aspects, which reflect the system's impact on less obvious
but no less important aspects of the healthcare institution's
activities. These qualitative indicators can include corporate
culture, employee engagement, and the quality of
communication and interaction within the team.

A comprehensive assessment of both quantitative and
qualitative indicators will provide a complete picture of the
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effectiveness of the reward system and allow necessary
adjustments to improve it.

4. Key Performance Indicators (KPIs). The analysis of
KPIs is a crucial tool for evaluating the impact of the reward
system on the performance outcomes of a healthcare
institution. KPIs are quantitative metrics that reflect the
effectiveness of achieving specific goals. In the context of
the reward system, KPIs can be used to measure aspects
such as labor productivity, quality of medical care, patient
satisfaction, staff turnover, and employee engagement.

Labor productivity can be measured using KPIs such as
the number of treated patients, the number of surgeries
performed, the number of patients seen, and the time spent
serving each patient. An increase in labor productivity may
indicate the positive impact of the reward system on the
motivation and effectiveness of healthcare staff.

The quality of medical care can be assessed using KPIs
such as complication rates, mortality rates, patient
satisfaction with the quality of care, adherence to clinical
protocols, and the frequency of readmissions. A reduction in
complications and an increase in patient satisfaction may
suggest that the reward system motivates healthcare
workers to provide higher-quality care.

Patient satisfaction can be measured through patient
surveys that assess various aspects of medical care, such
as the attitude of medical staff, the comfort of the healthcare
facility, the availability of information, and more. A high level
of patient satisfaction is an important indicator of both the
quality of medical care and the effectiveness of the
healthcare institution.

Staff turnover is a negative indicator that may signal
issues with the motivation and job satisfaction of medical
personnel. A decrease in turnover may indicate that the
reward system is effectively retaining valuable employees.

Employee engagement can be measured using KPls
such as absenteeism rates, participation in corporate
events, initiative, willingness to engage in learning and
professional development, and loyalty to the healthcare
institution. A high level of employee engagement is a sign of
a positive workplace atmosphere and effective motivation.

5. Benchmarking.  Benchmarking against  other
healthcare institutions is an important tool for improving the
reward system. Comparing the reward system with practices
from other healthcare institutions (both public and private)
allows for identifying the strengths and weaknesses of the
current system, as well as gaining ideas for its
enhancement. Several sources of information can be used
for this purpose, such as:

¢ publications in specialized journals. Medical journals,
industry portals, and other specialized publications often
provide information on innovative approaches to motivating
and rewarding medical staff;

e participation in  conferences and seminars.
Conferences and seminars serve as effective platforms for
sharing experiences with colleagues from other healthcare
institutions and learning about best practices in personnel
management;

e experience exchange with colleagues from other
healthcare institutions. Informal communication with
colleagues from other healthcare facilities can provide
valuable insights into various approaches to motivation and
reward systems.

Benchmarking enables healthcare institutions to adopt
best practices and adapt them to their own needs and
circumstances. This contributes to the creation of a more
effective and competitive reward system, which helps attract
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and retain qualified medical staff, improve the quality of
medical care, and enhance the overall performance of the
healthcare institution.

6. Aligning the reward system with the mission and
values. Aligning the reward system with the mission and
values of the healthcare institution is a key factor in its
effectiveness. The reward system should not merely be a
collection of incentives; it must reflect the philosophy and
priorities of the institution, support the achievement of its
strategic goals, and foster the desired corporate culture.
Clearly defining the key values and principles of the
healthcare institution forms the foundation for building an
effective reward system. These values and principles (such
as professionalism, humanity, responsibility, and patient
care) must be clearly articulated and communicated to all
employees. They should be integrated into all aspects of the
reward system, from performance evaluation criteria to the
selection of reward forms. For instance, if professionalism is
one of the core values of the institution, the reward system
should encourage medical staff to enhance their
qualifications, participate in scientific conferences, and
implement innovative treatment methods.

The reward system should promote behaviors that align
with the institution's core values and principles. This can be
achieved through special recognition and reward programs,
as well as by incorporating relevant criteria into employee
performance evaluations. For example, if the healthcare
institution values humane treatment of patients, the reward
system might include bonuses or other forms of recognition
for doctors who demonstrate a high level of empathy and
care for patients.

Itis crucial to ensure that all medical staff understand the
institution's key values and principles, and how they are
connected to the reward system. This can be achieved
through various communication channels, such as general
team meetings, internal newsletters, information boards,
meetings with management, and corporate training
programs. Clear and transparent communication will help
create a shared understanding of the values and principles
among all employees and ensure their support.

The implementation of the proposed changes in the
reward policy in public healthcare institutions has the
potential to significantly improve their performance.
However, to achieve maximum results, it is important to
ensure a comprehensive approach that includes not only the
development and implementation of new reward
mechanisms but also constant monitoring and evaluation of
their effectiveness, as well as readiness to make
adjustments when necessary. Only such an approach will
allow the creation of a reward system that is truly effective
and contributes to the achievement of the strategic goals of
health care institutions.

An effective system of rewards and recognition plays a
crucial role in motivating, engaging, and enhancing the
productivity of medical personnel. It should be aimed at
attracting, retaining, and encouraging highly qualified staff, as
well as at creating a supportive work environment that fosters
professional growth and self-fulfillment for healthcare workers.

The vast majority of respondents (88%) strongly agree or
agree that rewards and recognition are important in
enhancing the productivity of medical staff. The survey results
highlight the high importance of rewards and recognition in
motivating employees. Medical workers who regularly receive
recognition and rewards are more motivated, as confirmed by
64% of respondents. Recognition at work positively impacts
physicians' productivity, according to 68% of those surveyed.
At the same time, 72% of respondents reported experiencing
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a loss of motivation "often" or "occasionally" due to the lack of
recognition for their efforts. The absence of recognition can
negatively affect the motivation of healthcare professionals, as it
serves as important validation of their professional competence
and value to the medical institution. Therefore, it is essential to
provide regular acknowledgment of their achievements through
various forms such as public recognition, certificates of
appreciation, thank-you letters, bonuses, valuable gifts,
opportunities for professional development, involvement in
decision-making processes, and the creation of a respectful and
trusting workplace atmosphere.

92% of respondents stated that they are "very likely" or
"likely" to put in extra effort if they know their efforts will be
recognized and rewarded. The anticipation of recognition and
reward can encourage doctors to work more actively and
productively, as it creates positive reinforcement for their
efforts and achievements. Regarding the effectiveness of
financial rewards, 44% of respondents agree that they are the
most effective form of recognition, while 12% disagree.
Financial incentives are important but not the sole motivator.
56% of respondents strongly agree or agree that financial
rewards and recognition foster a healthy competitive
environment, whereas 12% disagree. It is important to ensure
that this competition remains healthy and does not lead to
negative outcomes, such as workplace conflict, unethical
behavior, or a decline in the quality of medical care.

An innovative reward system is not merely an internal
HR tool; it directly influences the quality of healthcare
services, patient loyalty, satisfaction levels, and the overall
competitiveness of the medical institution's brand. Overall,
the research findings suggest that an effective system of
rewards and recognition is a vital tool for motivating and
retaining medical personnel. Such a system should include
both material and non-material incentives, take into account
the individual needs and professional goals of employees,
and be closely aligned with the mission and values of the
healthcare institution. Regular recognition of achievements,
opportunities for professional development, and career
advancement are key motivational factors for physicians.
Healthy competition, encouraged by the reward system, can
contribute to increased productivity. The results of this study
can be used to develop and improve reward policies within
medical institutions.
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Appendix A
Survey

Q1. [Do you agree that] rewards and recognition are important
in enhancing the productivity of medical staff?

Answers: Answers:
Completely agree Very often
Agree Often
Neutral Occasionally
Disagree Rarely
Strongly disagree Never

Q6. How often do you feel a loss of motivation at work due to
a lack of recognition for your efforts?

Q2. [Do you agree that] monetary rewards are the most
effective form of recognition for medical personnel?
Answers:

Completely agree Very likely
Agree Likely
Neutral Neutral
Disagree Unlikely
Strongly disagree Very unlikely

Q7. How likely are you to put in additional effort at work if you
know that your efforts will be recognized and rewarded?
Answers:

Q3. [Do you agree that] monetary rewards and recognition
foster a healthy atmosphere of competition among medical

personnel?

Answers: Answers:

Completely agree Cash bonuses

Agree Recognition within the team

Neutral Newsletters

Disagree Promotion or career advancement opportunities
Strongly disagree Other

Q8. Which of the following reward and recognition schemes do
you consider to be the most effective in the medical sector?

Q4. [Do you agree that] medical workers who regularly receive
recognition and rewards are more motivated?

Answers: Answers:

Completely agree Verbal praise from supervisors

Agree Written gratitude

Neutral Public recognition

Disagree Opportunities for professional development
Strongly disagree

Q9. Which non-monetary form of recognition is most

significant for you?

Q5. [Do you agree that] workplace recognition correlates with
your productivity?

Answers:

Yes, receiving recognition affects my productivity

No, receiving recognition does not have an impact on my
productivity

Neutral

Q10. How important do you consider career growth
opportunities as a form of recognition?

Answers:

Very important

Important

Neutral

Not very important

Not important at all
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13axigHoyKpaiHCbKMit HauioHanbHUIM yHiBepcuTeT, TepHoninb, YkpaiHa
2YHiBepcUTET eKOHOMIKM Ta iHHoBauin B Jlio6niHi (WSEI), Nio6niH, Monbla
SHauioHanbHuit yHiBepcuTeT "JbBiBCbKa noniTexHika", Jbeie, YkpaiHa
“TepHoninbcbKka obnacHa kniHiuHa nikapHs, TepHoninb, YkpaiHa

MONITUKA BUHATOPO[ Y KOPNIOPATUBHOMY YNPABIIHHI:
NPUKINAL KOMYHANbHUX 3AKIALIB OXOPOHM 300POB'A YKPAIHU

B cTyn. 3aknadu oxopoHu 300poe’ss YkpaiHu ¢pyHKUYioHyromb 8 ymoeax Had3eu4alilH020 80EHHO20, EKOHOMI4YHO20 ma coyiaibHO20 MUCKY,
wo nidcuntoe 3Ha4YeHHs1 e¢heKmueHO20 ynpaesiHHA IIACLKUMU pecypcamu ma po3eumky Cy4acHUX mexaHiamie euHazopodu. Momuseayiss ma ym-
PUMaHHs1 MeOUYHO20 MepCcoHay 3aJulialombCsi KPUMUYHO 8aX/TUBUMU 8UKJTUKaMU, OCKINIbKU MYHiyunanbHi Meduy4Hi ycmaHoeu cmuKaromecsi 3
Hecmayero kadpie, pusukamu npogheciliHo2o su2opaHHsi ma HeobxiOHicmo NiOMpuMaHHs1 IKocmi nocsy2 3a ymoe ¢hiHaHcoeux o6MexeHb. O6'ek-
mom ybo20 docnidxeHHs € cucmemMa 8uHa2opo0 y KOMyHarlbHOMY 3aks1adi oxopoHu 30opoe ‘s, a npedMemoM — o4iKyeaHHs nikapie i ixHi nosediHkosi
peakyii Ha MamepianbHi ma HemamepianbHi cmumynu. Memoro docniOKeHHs1 € OUiHI08aHHS KITFOHO08UX MOMuUBayiliIHUX YUHHUKI8 i eUsiesIeHHs1 cmpy-
KmypHuUx ducbanaHcie y YuHHil nonimuyi euHa2opod.

Me Toawn. Y docnidxeHHi 3acmocogaHO cucmeMHO-CMpPyKmMypHul i nosediHkosuli nidxodu. [fpoeedeHo onumyeaHHs1 250 nikapie Ons eu3Ha-
4YeHHS iXHiX o4iKyeaHb uj000 8U3HaHHSI, Kap'€PHO20 PO38UMKY, KOMINeHcayii HaeaHmaxeHHs1 ma ghiHaHcosux cmumynie. KopensyiliHul aHanis eu-
KopucmaHo Onsi eu3HaYeHHs1 83a€Mo38'A3kie Mix MomueayiliHumu Opalieepamu (8U3HaHHSI, Kap'epHi Mo)ueocmi, MamepianbHi cmumynu) ma
2omoeHicmio nikapie doknadamu dodamkoeux 3ycusnb. MopieHsINbHUL aHani3 3acmocoeaHo 0511 oyiHr8aHHs eghekmueHocmi MamepianbHuUX i He-
MamepianbHux euHa2opod. [Jodamkoeo oyiHeHo nomeHyian yugpposux HR-incmpymenmie (HRIS, enekmpoHHi cucmemu oyiHlo8aHHSI, aHanimuka
Ha ocHoei LlLll) dns nideuwieHHs1 Npo3opocmi ma sikocmi KoMyHikauili y npoyeci ynpaeiiHHs euHazopodamMu.

Pe3ynbTaTtu. OmpumaHi daHi ceioyams, Wjo susHaHHSA ma ¢hiHaHco8i cmumynu € HalinomyXHilWUuMu YUHHUKaMu npodgeciliHoi Momueayii:
88 % nikapie esaxaromb MamepianbHy euHa2opody HalieghekmueHiwum cmumysiom, modi sik 92 % 3a3Ha4aromb 36inbWeHHs 3ycusb y pa3si 3abes-
ne4yeHHs su3HaHHsA. Hal6inbw 3Havyywum HemamepianbHUM MOMUE8aMopPoM € Kap ‘epHuli po3zeumok (68 %). KopensyiliHuli aHaniz niomeepdxye cu-
NbHUll 38'A30K MiX OYiKyeaHHSIMU eu3HaHHs U opieHmMauieto Ha kap'epHe 3pocmaHHs (r = 0.885; R? = 0.78), a makox Mix eaxnueicmio suHazopodu
ma nepesazoro MmamepianbHux cmumysie (r = 0.935; R? = 0.88). Pesynbomamu eka3yromb Ha Cymmeei CmpyKmypHi npoaasiuHu 8 iCHyro4ux cucmemax
8UHa20p00, 30kpema HeAocmamHill pieeHb HeMamepianbHO20 8U3HaHHS i 06MeXXeHi MOXJIu8oCMi Kap'ePHO20 3POCMaHHSI, sIKi He2amueHo ensuea-
romb Ha 3adoeosieHicmb ma ympumaHHsi nepcoHany. Inmeepayis yugposux HR-iHcmpymeHmie nideuujye admiHicmpamueHy eghekmueHicmsb i
crpusie npo3opiuwomMy ynpaesliHHIO 8UHa2opodamu.

B ucHoBKMU. 36anaHcoeaHa ma npo3opa nonimuka euHa2opod € KIIF0H080H YMOBOI0 3MiyHeHHs1 cmilikocmi ma pe3ysibmamueHocmi 3akna-
die oxopoHu 3dopoe’s YkpaiHu. Peaynsmamu docnidxeHHs1 eka3ytomb Ha HeobxiOHicmb dueepcudpikayii MexaHizMie suHa2opod Yepe3 MoeOHaHHS
MamepianbHUX cmumynie 3i cmpykmypoeaHuMu npakmuKamu eU3HaHHsI, npo2pamamu npogeciliHo2o po3eumky ma yugppoeumu HR-piweHHsIMU.
Taka cucmema nideuuye Momueauito, 3HUXY€e PU3UKU 8U20PaHHs, Crpusie ympumMaHHIO NepcoHasy ma rnokpauyye sikicme Medu4yHux nocnya. 3anpo-
noHoeaHul nioxid Mo)xHa 3acmocyeamu 8 iHwux 3aKknadax 0xXopoHuU 30opoe ‘s, modi ik nodanbwi AocsidKeHHs1 MOXymb 2nubuwe eug4yamu noeedi-
HKO8i acnekmu peakuyii Ha pi3Hi sudu euHa2opo0 i ennue yugpoesoi HR-iHghpacmpykmypu Ha MomueayiliHy OuHaMmiKy.

KniodyoBi cnoBa: nonimuka euHa2opod, ynpaeniHHs 0XOpoHOI 330poe’si, Momueauyisi MeGUYHO20 NepcoHasy, 8U3HaHHS, yugposizayis
HR, kap'epHuii po3eumok, 3ak1adu 0xopoHu 390poe 's.

[nyrononbcbkuin OnekcaHap € YreHOM pefkorerii BUAaHHSA, TOMy He 6paB yyacTi y peueH3yBaHHI Ta MPUAHATTI PIlUEHHS LIOAO
ny6nikauii yiei cTarTi.

ABTOpM 3a8BNSAIOTb NPO BiACYTHICTb KOHAMIKTY iHTepeciB. CnoHcopy He Gpanu y4acTi B po3po6neHHi AocnimkeHHs; y 36opi, aHanisi un
iHTepnpeTaLii AaHVX; y HAaNUCaHHi PyKOMUCy; B pilLeHHi Mpo nybrikaLjiio pesynbTaTis.
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