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Abstract 
 

The problem of stable wage growth of medical workers has been in the focus of state attention for the last 
few years and nevertheless does not lose its relevance, despite payments and emergency measures in 
connection with work during the pandemic period. Periodically carried out reorganizations of payment 
systems in health care are local, which does not lead to the formation of decent wages for medical workers. 
The authors' attention is focused on the analysis of the structure of wages and the results of the application 
of the coefficient of labor participation in health care on the example of a state medical institution – a blood 
transfusion station of regional significance. The authors of the article conducted study on the structure of 
wages before and after the introduction of an effective contract using the method of calculating the labor 
participation rate. The analysis of the calculation methodology and the practice of applying the labor 
participation coefficient revealed its shortcomings, which consist in the lack of connection of the indicators 
taken into account when calculating the coefficient with the results of work of medical workers. This 
situation does not contribute to increasing the confidence of medical workers in the stability of wages, and 
has signs of subjectivism and practically does not depend on the results of labor activity. However, this 
does not solve the existing problems with an inefficient wage structure and requires additional studies to 
develop new approaches to the formation of remuneration of medical workers.    
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1. Introduction 

Decent remuneration for health care workers is a priority in the system of effective public health 

protection. The strategic goal of the state health policy is to increase life expectancy and improve the health 

of the population (Ulumbekova, 2019). To do this, it is necessary to create a system that will ensure the 

availability of medical care, increase the efficiency of medical services provided, establish a correspondence 

between the volume, types, quality of these services and the level of morbidity, the needs of the population, 

while using advanced achievements in the field of medicine (Sang, 2020). The key link in achieving the set 

goal and the main performers of time-consuming and responsible work is the medical staff. Thus, the state, 

the leadership of medical institutions and the population are interested in attracting qualified labor resources 

and in obtaining the maximum return from the use of available personnel. However, the real situation is 

significantly different from the required level and the insufficient level of salaries of medical workers is one 

of the significant reasons for the reduction in the number of doctors in our country.  

Research conducted in Russia and abroad shows that the most effective tool for evaluating employee 

performance is an open and understandable stimulation system for employees, one of the tools of which is 

the monthly calculation of the labor participation coefficient, the principles of which are fixed in the 

effective contract system (Kostyrin, 2020). The use of this coefficient in the remuneration system implies 

fair remuneration, which should encourage employees to work more efficiently, bring the efficiency of the 

organization's activities into line with the individual efficiency of its employees, objectivity in assessing 

the results of work, which supports the interest of employees in the effectiveness of their activities; 

accessibility, simplicity and economy. However, the practice of applying an effective contract in medical 

institutions shows ambiguous results, which may be a result of both the imperfection of the effective 

contract system itself and the principles of determining the effectiveness of employees' work, which 

determines the relevance of the research topic.  

To analyze the availability of medical workers in the Russian Federation, we considered the 

dynamics of the number of doctors and mid-level health professionals for 2013-2018. As can be seen in 

Figure 1, the number of doctors in Russia from 2013 to 2014 decreased by 7.66%, which in absolute terms 

is 45 thousand people.  From 2014 to 2018, the average growth rate of the number of doctors is only 0.29% 

or 1.5 thousand people (Simonova et al., 2019). If we assume that this growth rate will continue in the 

future, then the same number of doctors as in 2013 can be expected only in 38 years. As for mid-level health 

professionals, their number has been steadily decreasing since 2014 (Kashtanova, 2020). The average rate 

of reduction in the number of mid-level health professionals is 2.1% or 27 thousand people annually.  
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Figure 1. Dynamics of the number of doctors and mid-level health professionals in Russia for 

2013-2018 (thousand people) Source: authors based on (Rosstat, 2019) 

 

This trend among medical professionals may be due, among other things, to unsatisfactory working 

conditions and insufficient remuneration of staff. In conditions of critically low growth rates or reduction 

in the number of staff in medical institutions, it is necessary to take all possible measures to increase the 

motivation of medical workers and attract new specialists (Kulakov et al., 2020). It is worth noting that the 

most important factor in motivating any employee is remuneration for his work, and the most stimulating 

effect is provided by remuneration, especially linked to the results of labor activity (Cheng et al., 2019). 

According to the Decree of the Government of the Russian Federation No. 2190-R of 26.11.2012, one of 

the ways to solve these problems is the mandatory reconstruction of the remuneration system for all budget 

medical institutions based on the introduction of an effective contract. An effective contract is a labour 

contract with an employee that specifies the employee's job responsibilities, payment terms, performance 

indicators and performance evaluation criteria for assigning stimulation payments depending on the results 

and quality of services provided, as well as social support measures (Kuchits, 2020). Thus, as a result of 

the introduction of an effective contract, health care workers have the opportunity to establish a direct 

relationship between the efficiency and quality of work and the size of their wages through the use of the 

labor participation coefficient.  
 

2. Problem Statement 

According to the Decree of the President of the Russian Federation of 07.05.2012 No. 597 until the 

beginning of 2019, employees of state and municipal organizations have to increase their salaries and bring 

them to a certain socially normal level (Sakhno, 2019). This process of changing wages in the public sector 

is controversial and has not been fully resolved (Chirikova, 2019). Therefore, the study of wages as an 

economic category and concept is relevant for modern economic science and practice. In this regard, there 

is a need to study the practice of using an effective contract system, evaluate labor results and analyze the 

impact of these results on the amount of wages. 
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The economic value of the labor force based on the economic result obtained can be differentiated through 

the labor participation coefficient or the qualification coefficient. Therefore, wage as an economic category is a 

monetary form of expression of the value of the labor force of an employee, which he receives from the employer 

for the created and realized economic result (Doljenkova, 2019). To approve such an economic form of salary, 

the employer must provide the employee with socially normal working conditions, the corresponding socially 

normal level of production technology and the implementation of the economic result. Wage as an economic 

concept is a monetary form of expression of the value of the labor force of an employee, which he receives from 

the employer, depending on the actual result created, mediated by the planned economic result. In the regulatory 

documents of the Russian government, there is no clear division of remuneration at state-owned enterprises into 

basic and premium (additional). In our opinion, the division of wages into basic and premium is associated with 

the allocation of its statistics and dynamics in the economic result. 

If we turn to the state regulatory documents that should contribute to more reasonable remuneration 

in the transition of state organizations to the system of "effective contract", they have, in our opinion, a 

number of significant shortcomings. Firstly, there is no clear division of payment into basic and premium 

from the point of view of the obtained economic result. And the proposed division of labor remuneration 

into salary, compensation and stimulation payments is not justified from an economic point of view. In fact, 

the salary (basic wage) is lower, and stimulation payments are updated, becoming decisive in remuneration. 

The introduced system of remuneration on the basis of an effective contract for the employee and 

for leadership is complicated. Many people that conclude an "effective contract" do not understand the 

components of both basic and stimulation remuneration. The wage is distorted as an economic concept, 

does not work effectively for the economic result, because the socially normal reproductive aspect of the 

wage and its stimulating function for the actual development of the employee disappears and, ultimately, 

the concluded labor contract ceases to work effectively. In our opinion, the "effective contract" should be 

used not only as a tool for preserving human resources, but also as a system for justifying the economic 

results of activities, as well as the reproduction of employees themselves as limited economic resources of 

organizations and their development. 

 

3. Research Questions 

Of interest is the question of the practice of applying the labor participation coefficient, the assessment 

of the impact of its introduction on the size and structure of wages, the perception of its introduction by 

employees of medical institutions. As an example for the study, the regional state medical institution the Blood 

Transfusion Station was chosen, in which, as in other state medical institutions of Russia, the transition to an 

effective contract was made in order to improve the remuneration system. To assess the results and prospects 

for the development of an effective contract, we conducted a SWOT analysis of the new remuneration system 

based on indicators and criteria for the performance of employees (Table 1).  
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Table 1. SWOT analysis of the remuneration system after the implementation of an effective contract 

Strengths Weaknesses 
- cancellation of stimulation payments that do not take 
into account the efficiency and quality of work 
- management of employees' wages based on 
knowledge of the accrual  principle of stimulation 
payments  
- formation of a transparent mechanism for 
remuneration of leadership of the institution 
- differentiation of remuneration of employees 
performing work of different complexity 
- criteria for evaluating the effectiveness of employees' 
activities reflect the goals and objectives of the 
institution's activities 

- low wages of unskilled workers 
- increasing the amount of bureaucratic burden 
- accrued indicators do not always reflect the real labor 
contribution of employees 
- performance evaluation criteria are not clear to all 
employees  
- availability of employees who prefer a fixed amount 
of stimulation payments  

Possibilities Threats 
- implementation of the personnel potential of 
employees 
- encouraging employees to improve their skills and 
work on new equipment 
- growth of discipline in the team 
- securing qualified personnel 
- strengthening the image of the institution, attracting 
new specialists 
- satisfaction of the population with the quality of the 
provided medical services 

- reducing the number of employees in favor of high 
wages 
- subjective assessment of employees' performance by 
leadership  
- increase in the cost of paid services  
- the appearance of unusual functionality  
- more loyal criteria for evaluating the effectiveness of 
activities in other medical institutions  

Source: authors. 

 

In the process, analysts identified weaknesses and threats that may hamper achievement of the 

objectives of the introduction of an effective contract and involve the development and implementation of 

a number of measures on their elimination and prevention, namely: definition of the mechanism to increase 

wages (source of funding); establishment of a system of performance indicators, the relevant duties of the 

employee and taking into account the actual labour contribution and specifics of work; informing all 

employees about the implementation of effective contract with a detailed explanation of the principles of 

calculation of stimulation payments; creation of conditions for carrying out independent expert evaluation 

of workers. As a result of the analysis, it was determined that the most effective tool for evaluating 

employee performance should be an open and understandable stimulation system for employees, one of the 

tools of which is the monthly calculation of the labour participation coefficient.  

 

4. Purpose of the Study 

The purpose of study is to identify characteristics of transition of the state medical institutions on 

the use of the effective contract in system of social and labor relations in providing a stimulating effect on 

the workers' labor activity on the example of doctors of main blood sampling department. To achieve this 

goal, tasks were solved that allow to identify the main stages and systematize the results. In the course of 

the study, the staff schedule of the blood sampling department was analyzed according to the professional 

and official structure and the structure of cash payments. Analysis of the content of the personnel 

employment contract in terms of remuneration allowed us to determine the principles of remuneration and 

mutual responsibility of the parties in social and labor relations. In order to detail the principles and methods 
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of calculating wages in the institution, an analysis of local regulations governing the payment of labor in 

the institution was carried out. A survey of blood sampling department employees was conducted, and the 

results of the survey were analyzed. 

 
5. Research Methods 

The study uses such methods of economic research as: modeling, the method of scientific 

abstractions, analysis and synthesis, system and functional approaches; special research methods: 

sociological and comparative methods. The coefficient of labor participation (CLP) is a differentiated 

remuneration of employees of a medical institution, taking into account the quality and volume of total 

individual labor invested in the overall result of the team. The use of this coefficient in the remuneration 

system implies fair remuneration, which should encourage employees to work more efficiently; bringing 

the efficiency of the organization's activities into line with the individual effectiveness of its employees; 

objectivity in assessing the results of labour, which supports the interest of employees in the effectiveness 

of their activities; accessibility, simplicity and economy. 

   

6. Findings 

Awarding of medical workers based on the results of work for a month is made taking into account 

the indicators (criteria) of the quality of work of each employee, developed jointly with the heads of 

structural divisions.  

As an example, let's consider the criteria for the appointment of CLP in the Samara medical 

institution:  

⁻ working conditions (physical activities), where the doctor and the head of the department can get 

from 1 to 3 points;  

⁻ ability to work with equipment-a 5-point rating system (5 points for the most difficult work and 

then in descending order) for the head of the department and 1 point for the ability to work on each type of 

equipment for doctors (there are 4 equipment in the organization);  

⁻ ability to set up equipment: the head of the department and doctors are awarded 2 points for setting 

up each equipment;  

⁻ the intensity of work, which is evaluated by a 3-point system for both the head of the department 

and the doctors; 

⁻ implementation of quality control – a 3-point evaluation system for the head of the department 

and doctors; 

⁻ responsibility - assessment on a 3-point system, where 3 points are awarded for the most 

responsible work and then in descending order.  

The personalized calculation of the CLP and the amount of the award is reflected in the work evaluation 

sheets filled in by the heads of structural divisions with the approval of the directors deputy for the medical 

part, for production, for economic issues. We analyzed one of these sheets for evaluating the work of 

employees of one of the departments of the Samara medical institution in 2019. The stimulation effect that is 

expected from the introduction of an effective contract system largely depends on the validity of the CLP, the 

principles of calculation, and its connection with the results of the entire Institution's activities. The system of 
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local regulations describing the principles of remuneration should be confirmed by the facts of accrued wages 

in settlements with employees, which will be carried out by us later when assessing the parameters of accrued 

wages before the introduction of the effective contract system and after it.  

The principle of calculating the CLP is specified in the Regulation on monthly award and is 

established depending on the criteria for evaluating the work of medical personnel for awarding within the 

framework of the state task of heads of structural divisions (doctors). The analysis of the criteria used to 

evaluate labor allows to conclude that they are poorly related to the parameters of the state task and the 

evaluation criteria of the entire Institution and do not show the results of the employee's work. The nature 

of the criteria is more related to the skills and abilities of working with equipment, rather than to the results 

of work, which does not allow the organization to encourage employees to work productively.  

Judging by the calculation parameters, we can say that, most likely, the CLP is affected by what 

equipment a particular doctor works on, his skills and abilities to work on this equipment, which is of course 

important, but not related to the results of the work of doctors and mid-level health professionals. This does 

not take into account the effectiveness of the doctor's work, his communication with patients, the presence 

of positive or negative reviews, etc. The validity of the criteria "Intensity" and "Responsibility" and the 

principles by which their significance is determined raise questions. Thus, despite the presence of such an 

indicator as CLP in the labor remuneration system, its effectiveness cannot be high due to insufficient 

elaboration of the criteria for evaluating the results of work. 

Confirmation of the conclusions made is the analysis of the job descriptions of the doctor, senior 

nurse and nurse, whose job responsibilities, respectively, and performance indicators are not reflected in 

the calculations of the CLP. Consequently, employees cannot influence the amount of the stimulation part 

of wages, even if they perform their duties in a high-quality and conscientious manner. 

To assess the results of implementing an effective contract in practice, we also conducted a survey 

that confirmed the results of the analysis of the stimulation system. 27 people took part in the survey. The 

main contingent of employees has more than 15 years of experience and is over the age of 45 years. As a 

result of the survey, it turned out that only 11.11% of the surveyed employees understand the point of an 

effective contract and its fundamental difference from the previous employment contract. The remaining 

88.89% of respondents either do not know about its existence, or believe that the names of the documents 

are different, but the point is the same (Table 2). Of these, three-quarters of doctors have heard about an 

effective contract from colleagues, but do not understand its difference from an employment contract, as 

do 85% of employees of other personnel. Among mid-level health professionals, only one person out of ten 

understands the new remuneration system (Table 2). 

 

Table 2. Answers to the question "Do you understand how an effective contract differs from a previous 

employment contract?» 

The response options All 
employees 

Doctors Mid-level health 
professionals 

Other 
personnel 

1) Yes, during its conclusion, everything was 
explained to me in detail  

11,11% 0% 10% 15,38% 

2) No, in my opinion, it's the same thing 14,81% 0% 20% 15,38% 
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3) I heard from colleagues about the new 
system, but what is the difference from the 
employment contract I do not know 

22,22% 75% 20% 7,69% 

4) the names are different, but the point is the 
same 

22,22% 0% 20% 30,78% 

5) We do not have an effective contract 
system 

11,11% 0% 20% 7,69% 

6) Other 18,52% 25% 10% 23,08% 
Source: authors. 

 

More than 60% of all employees do not understand the salary structure, and therefore cannot 

influence its value. Among them, 70% of employees of mid-level health professionals and 61.5% of 

employees of other personnel consider the remuneration system as too complex. However, three-quarters 

of doctors and a third of employees of other and mid-level health professionals can check what their salary 

consists of, which indicates the applicability of such complex stimulation systems only for qualified 

personnel who have the necessary competencies to perceive it. 

For doctors priority factors influencing wages rate are skills (25%) and organization incomes (25%), 

for mid-level health professionals – qualifications (of 28.57%) and Government Decree of the Russian 

Federation (23,81%), for other staff – number and quality of the performed work (46,47%) and the income 

of the organization (26,67%).  However, despite the fact that most employees do not understand the essence 

of an effective contract and the structure of wages, 45.5% of all respondents noted the quantity and quality 

of work, qualifications, experience, and ability to work with equipment as factors that influence wages, 

which are very similar to performance indicators.  

A third of the surveyed doctors and employees of other personnel claim that the amount of their 

bonuses is not related to the actual results of work, which confirms our conclusion about the need for 

changes in the principles of calculating CLP and forming wages for different categories of employees. 

Almost 40% of mid-level health professionals associate the amount of rewards with their qualifications and 

position. 50% of respondents believe that the distribution of stimulation payments in their organization does 

not depend on the results of the work of a particular employee and allow the possibility of excluding 

personification in favor of avoiding conflicts in the team. Such contradictory results of the survey can be 

both a consequence of insufficient awareness of employees about the principles of distribution of 

stimulation payments, and the result of a transparent and subjective assessment of the management of 

employees' activities. The majority of employees (85.19%) believe that they are underestimated and 

consider the assessment of their work as subjective. And only 14.81% of all employees are confident in the 

objectivity of the assessment of their work. At the same time, employees would like to be able to influence 

their wages through more efficient work - 58% of all employees said that the ability to manage their wages 

encourages better work. Among them, this opinion is shared by half of the surveyed doctors and employees 

of other personnel, as well as 64.3% of mid-level health professionals. The rest of the respondents do not 

consider this possibility as a stimulation tool. 

Thus, the analysis of the calculation of the labor participation coefficient and the analysis of the 

survey results showed the weaknesses of applying an effective contract in practice and confirmed the threats 

identified by us in the SWOT analysis. The first problem is that most employees do not understand what 

an effective contract is all about. In this regard, there is no understanding of the order of distribution of 
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stimulation payments, the relationship between performance indicators and wages. At the same time, the 

staff is aware that the quality and quantity of work performed affects the amount of remuneration, but they 

do not understand the principles of this influence. Another problem lies in the subjective evaluation of 

employees work by leadership, in connection with which health staff can't tie the actual results of labour to 

the wage rate. Because of this, there may be conflicts in the team, a decrease in motivation, an increase in 

the level of staff turnover. However, the results confirmed the need to introduce effective stimulation 

systems for employees of budgetary institutions to increase motivation and retain employees in the team. 

An effective contract as a way to introduce an innovative form of remuneration and the use of CLP in this 

system can really become a powerful tool for stimulating labor and securing personnel. However, to achieve 

the expected result, it is necessary to use the experience gained as a result of implementation, to use grading 

systems and attract highly qualified personnel who will be able to develop and implement new remuneration 

systems that will increase the level of monetary remuneration of medical personnel, taking into account 

objective performance indicators.   

 

7. Conclusion 

As a result of conducting studies on the example of one of the structural divisions of the state medical 

institution blood transfusion station, systemic inconsistencies in the salary structure were identified for the 

purposes of introducing an effective contract, which allowed to determine the principles of forming criteria 

for evaluating labor. Thus, the analysis of the calculation of the labor participation rate and the analysis of 

the survey results showed the weaknesses of the application of an effective contract in practice and 

confirmed the threats identified by us. The results of the study are applicable for the development of new 

criteria for evaluating the work of employees of the studied institution, other medical institutions, as well 

as for the formation of a new system of motivation of employees of the medical field of activity. 

Based on the results of the study, it is recommended to change the principles of labor evaluation for 

use in the effective contract system. As a result of the use of research materials in practical activities, an 

improved system of employee motivation can be developed, which will lead to an improvement in 

performance indicators. The materials of the study are necessary for making a decision on the development 

of a new system of motivation of employees of a medical institution and evaluating the results of the 

implementation of an effective contract system. If a decision is made to develop a new system of motivation 

for employees of an institution, new criteria for evaluating work related to the performance parameters of 

the entire institution and individual structural units can be developed for use in the motivation system and 

fixing the main provisions of this system in the structure of an effective contract. The implementation of an 

improved effective contract system can lead to an increase in the efficiency of the institution as a whole. 

The obtained results can be used in the health care system in other medical institutions. 
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