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The purpose of work was to study the motivating and demotivating factors of the activity of pharmaceutical staff and the conditions of
increasing their work activity.

Materials and methods. The material for our research was statistically processed information that was obtained during the survey of
pharmaceutical specialists of pharmacies that differ in the degree of market coverage (national-pharmaceutical organization 1 (PhO #
1), local-pharmaceutical organization 2, 3 (PhO # 2, # 3)) and types (ready pharmacy drugs — PhO Ne1, pharmacy with manufacturing of
drugs — PhO # 2, # 3). In the course of the study, methods of analysis, synthesis, grouping, questioning and the method of F. Herzberg
were used.

Results. The factors of motivation, of activity, of pharmaceutical personnel were investigated as material stimulation, moral stimulation,
measures of administrative influence, labor mood of the collective, desire to achieve respect in the collective, fear of losing work. As a
result of comparing the estimates of motivation factors in pharmacies of both types, it was found that PhO # 1 the leading factor of motiva-
tion was the working mood of the team (Wij = 1), and in PhO # 2, # 3 were the material stimulation (Wij = 1). It was studied the factors of
employee demotivation using the F. Herzberg method as direct management and control, working conditions, interpersonal relationships,
wages and stability of work, internal organization policy towards the staff.

The results’ calculations were showed that the most significant demotivating factors for the employees of the PhO # 1 were the system of
interpersonal relationships (Wij = 1) and direct control (Wij = 0.97). It has been studied the opinions of pharmaceutical workers on the cre-
ation of certain conditions in order to enhance their work. It was determined that the most significant conditions for increasing motivation
in the PhO # 1, in terms of its employees, was to get high wages (Wij = 0.98), stability (Wij = 0.95), rational management requirements
(Wij = 0.94), harmonious relationships in the team (Wij = 0.93), bonuses for quality of work (Wij = 0.93), career growth (Wij = 0.92) and
comfortable working conditions (Wij = 0.92).

Conclusion. Comparative analysis of motivation factors in pharmacies showed that in pharmacies of the first type the leading factor of
motivation was the working mood of the team, and of the second type pharmacies — material stimulation. Also important for employees of
pharmacies of general type. The study of demotivating factors showed that in pharmacies of both types, unstable interpersonal relationships
had a negative effect on motivation. The analysis of conditions of increase of motivation showed that in PhO # 1 it was important to receive
high wages and its stability, and for PhO # 2, # 3 — harmonious relationships in the team, bonus system.

HocnigxeHHa moTUBaLii hapmaLeBTMYHMX NpaLiBHUKIB anTeYHUX 3aKnagis
T. . 3apiuHa, T. C. bputaHosa, T. C. PaikoBa, €. [ KHuww

MeTta po60oTu — BUBYEHHS haKTOPiB MOTVBALLii Ta AeMOTMBALli B AisnNbHOCTI (hapMaLeBTUYHOMO NepcoHany Ta AOCHiIKeHHs YMOB Mifa-
BULLEHHS NOTO TPYAOBOi aKTUBHOCTI.

Matepianu Ta metoau. Matepian Ans JOCMimXeHb — CTAaTUCTUYHO onpaLboBaHa iHhopMaLlis, KOTPY OTpUManu Mif Yac aHKeTyBaHHS
hapmaveBTUYHMX haxiBLiB anTe4HUX 3aKnagiB, WO Pi3HATLCS 3@ CTYMEHEM OXOMMEHHS PUHKY (HauioHanbHi — (hapmaleBTUYHa opraHi-
3auisg 1 (®0 Ne 1), micuesi — dapmaueBTUyHi opraHisavii Ne 2, 3 (O Ne 2, Ne 3)) Ta 3a Tunom (anteka rotoBux nikis — @O Ne 1, anteka
3 BurotoBneHHam — ®O Ne 2, Ne 3). MpoTsarom fOCRigXEHHS BUKOPUCTOBYBAN METOAMN aHanisy, CUHTe3Y, rpynyBaHHs, aHKETYBaHHS Ta
metog . lepubepra.

PesynkraTtu. Jocnigunu dhaktopu MoTUBALi AiSNbHOCTI papMaLeBTUHHOMO NepPCoHany: MatepianbHe, MopanbHe CTUMYMIOBaHHS, 3aX0Au
afMiHICTPaTMBHOIO BNMMBY, TPYAOBWIA HACTPIl KOMEKTUBY, BaxkaHHS AOCArTI NOBaru B KONEKTMBI, CTpax BTpaTuTh poboTy. Y pesynbrarti
NOPIBHAHHSA (hakTopiB MOTMBALi B anTekax o6ox Tunie BctaHoBunu: B O Ne 1 nposigHum (hakTopom MOTUBALLi € TPYAOBWIA HACTPIN
konektusy (Wij = 1), a B ®O Ne 2 i Ne 3 — matepiansHe cTumyntoBanHs (Wij = 1). Busumnu daktopu femoTvBaLii npaLiBHMKIB 3a MeTo-
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nom . lepubepra: npsiMe ynpaeniHHS Ta KOHTPOIb, YMOBU MpaLli, MiXKoCOBMCTICHI CTOCYHKM, 3apobiTHa nnaTtHs i cTabinbHicTb poboTw,
BHYTPILLHA NOMiTMKa OpraHisauii Woao nepcoHany.

Pesynbratyt nokasanu, Lo HanbinbLu 3HavyLLMMn AemoTrBaLiiiHuMm baktopamm ans npauisHukis @O Ne 1 € cuctema MixxocobucTicHNX
B3aemoBigHocuH (Wij = 1) i 6esnocepeHin koHTponb (Wij = 0,97). Bueumnu oymku hapmMaLeBTUHHUX NPaLiBHUKIB MPO CTBOPEHHS NeB-
HUX YMOB AJ151 MONINLUEHHs IXHbOT TPYLOBOI AisNbHOCTI. BusHauunu, wo HanbinbLy 3HavyLmm ymoBamm nigsulleHHs MotusaLii 8 O
Ne 1, Ha gymky ii cniBpobiTHWMKIB, € OTpUMaHHS BUCOKoi 3apobiTHoi nnatu (Wij = 0,98), ctabinbHicts (Wij = 0,95), pavjioHanbHi BUMoru
kepiBHuyTBa (Wij = 0,94), rapmoHiyHi cTocyHkm B konektusi (Wij = 0,93), npemitoBaHHs 3a skictb npaui (Wij = 0,93), kap’epHe 3pocTaHHs
(Wij = 0,92) Ta komdpopTHi ymoBw npaui (Wij = 0,92).

BucHoBku. MNopiBHANBHMI aHanis dakTopis MoTMBaLii nokasas, wo y ®O Ne 1 nposigHMM hakTopoM MOTWBALii € TPYAOBWIA HACTPIN
konektugy, a y PO Ne 2 ta Ne 3 — matepianbHe cTUMyntoBaHHs. [JocnifaxeHHs AeMOTHBaLiHWX (hakTopiB Nokasarno, Lo B antekax 06ox
TWUMIB HA MOTMBALi0 HErATUBHO BNSIMBAIOTb HECTabINbHI MiXXOCOOMCTICHI CTOCYHKM. AHani3 yMOB MiABWLLEHHS! MOTHBALi NoKasas, Lo B
anTekax 060X TMNiB ANs NPaLiBHUKIB BaXMBE OTPUMaHHS BUCOKOI 3apobiTHOT nnaTu Ta ii ctabinbHicTb, a y @O Ne 2 ta Ne 3 — rapMOoHiyHi
CTOCYHKM B KONEKTMBI, CUCTEMA NPEMitoBaHHSI.

Kntouogi crnosa: moTvBalis, anteka, hapmaLeBTUYHI NpaLiBHUKN.
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WUccnegoBanue MoTUBaLmMu hapMaLeBTMHECKMX paBOTHUKOB anTeYHbIX YYPEKAeHUN
T. . 3apuunas, T. C. bputaHosa, T. C. PaiikoBa, E. I". KHbiw

Llens paboThbl — N3y4eHre MOTUBUPYIOLLMX U EMOTUBUPYHOLLMX (DAaKTOPOB AEATENBbHOCTY (hapMaLeBTUYECKOrO NepcoHana v uccneao-
BaHWE YCMNOBUIA NOBbILLEHWS €70 TPYAOBOW aKTUBHOCTH.

Matepuansl u metoabl. Matepuan ans uccnefoBaHwii — cTatucTuieck obpabotaHHas MHOPMaLMs, KOTOPYK MONyYnnu B XO4e
aHKeTUpOBaHUs hapMaLeBTUYECKMX CNeLUaniCcToB anTeyHbIX YYPEXAEHNI, KOTOPblE OTNINYAKOTCS MO CTENEHW OXBaTa pblHKa (HaLwWo-
HanbHble — hapmaueBTnieckas opraHusaums 1 (PO Ne 1), mecTHble — chapmaueBTuyeckme opranHmaaumm Ne 2, Ne3 (©O Ne 2, Ne 3)) n
Tvny (anteka rotoBbIx nekapcts — PO Ne 1, anteka ¢ nsrotoenexem — ®O Ne 2, Ne 3). B xofe vnccnenoBaHus NCnonb3oBany METOAbI
aHanusa, CMHTe3a, rpynnupoBKK, aHkeTpoBaHue n metog @. Mepubepra.

Peaynkrathl. MiccnenosaHbl hakTopbl MOTMBALMN AEATENBHOCTM hapMaLeBTUYECKOro NepcoHana: matepuarnsHoe CTUMYNMpoBaHye,
MopasnbHOE CTUMYIMPOBaHWE, Mepbl aAMUHUCTPATUBHOMO BO3LECTBUS, TPYLOBON HACTPOW KOMMEKTUBA, KenaHWe JOCTUYb YBaXKEHMS
B KOMINEKTKBE, CTpax notepsTb paboTy. B pesynbrate cpaBHeHNs OLEHOK (DAaKTOPOB MOTMBALMM B anTekax 060MX TUMOB YCTaHOBMEHO:
B anTekax nepeoro Tuna segylmM hakTopom MOTMBaLMK ABnseTcs pabodee HacTpoeHve komanasl (Wij = 1), a B anTekax BTOpOro
Tvna — matepuansHoe ctumynupoanme. (Wij = 1). U3yyeHbl chakTopsl AemoTuBaumm pabotHukoB no metogy ®. lepubepra: npsimoe
ynpaBrieHne W KOHTPOrb, YCIOBWS TPyAa, MEXITUYHOCTHbIE OTHOLLEHWS, 3apaboTHas nnata v cTabunbHOCTb paboTbl, BHYTPEHHSS MO-
NTUKa OpraHn3aLmn B OTHOLLEHWW NepcoHana.

PesynbraTbl pacyeToB nokasanu, 4To Haubonee 3Ha4YMMble AEMOTMBALMOHHbIE akTopbl Ang paboTtHukoB @O Nel1 — cuctema
MEXNUYHOCTHBIX B3aumooTHowweHun (Wij = 1) n HenocpencTBeHHbI koHTponb (Wij = 0,97). MN3yyeHbl MHeHWs apmaLeBTnye-
CKUX pabOTHMKOB O CO3AaHNM OMNpefeneHHbIX YCoBUiA ANs ynyylleHns ux TpyaoBol gesatensHocTu. OnpeaeneHo, 4To Hambonee
3HAYNMbIMU YCMOBUAMU MOBbIWEHNS MoTMBauun B @O Ne 1, C TOUYKM 3pEHUst ee COTPYAHWUKOB, SIBMSAKTCS MOMNyYeHUe BbICOKOM
3apabotHon nnatbl (Wij = 0,98), ctabunsHocTs (Wij = 0,95), paunoHanbHble TpeboBaHus pykosoactsa (Wij = 0,94), rapMOHNYHbIE
B3anmooTHoweHus B konnektuse (Wij = 0,93), npemunpoBaHue 3a kavecto Tpyaa (Wij = 0,93), kapbepHbiit pocT (Wij = 0,92) 1
komdopTHble ycnosus Tpyga (Wij = 0,92).

BbiBoakl. CpaBHUTENbHbIA aHaNK3 hakTopoB MOTMBALMM B anTekax nokasar, 4to B @O Ne 1 BegyLmit pakTop MOTUBALIMM — TPYLOBON
HacTpoi konnektnea, a B @O Ne 2 n Ne 3 — matepuanbHoe CTUMynupoBaHue. iccnenoBaHve AeMOTMBALMOHHBIX (DaKTOpOB nokasano,
YTO B anTekax 060MX TUNOB Ha MOTMBALMIO HETaTUBHO BNUSIIOT HECTabUMbHbIE MEXIIMYHOCTHbIE B3AMMOOTHOLLEHMS. AHan13 ycnosumn
NOBbILLIEHUS MOTVBALMKM Nokasan, YTo Ans cotpynHukoB @O Ne 1 BaKHO nomnyveHue BbICOKO 3apaboTHON nnaThl 1 ee cTaburnbHOCTb,
a ana ®O Ne 2 n Ne 3 — rapMOHUYHbIE B3aMMOOTHOLLEHWS B KOMNEKTVBE, CUCTEMA NMPEMMPOBaHns. [nsg peanvaaumm MOTUBALMOHHOM
NOMNWUTUKM B anTeYHbIX yUpexaeHusax Heobxoammo paspaboTaTtb Mogenb CUCTEMbI MOTUBALMY NepcoHana, kotopas 06ecneynT eanHCTBO
VHTEPECOB YUYPEXAEHUA 1 UX NepcoHana.

Knto4yeBble cnosa: MOTMBaUWS, anTeka, (bapmaueBTquCKme pa6OTHVIKI/1.

AxTyanbHble BOnpockl (hapMaLeBTMYECKON N MeAULMHCKON Hayku n npakTuku. 2020. T. 13, Ne 1(32). C. 109-114

Motivation is closely linked to the effective work of the staff,
their ability to be persistent and to overcome obstacles, to
work with full dedication and enthusiasm. Undoubtedly,
staff motivation is one of the most important management
functions and a paramount task in the daily activities of
the head of a pharmaceutical organization. It is known that
the direction and nature of the employee’s work behavior are
based on certain motives, internal directions and personal
values. In turn, the motives and interests of the individual

are based on unmet needs. Thus, the better the manager
understands the needs of the staff, the greater the likelihood
of influencing his behavior and the ability to change it [1-7].

Aim
The purpose of the research was to study the motivating and

demotivating factors of the activity of pharmaceutical staff
and to study the conditions of increasing their work activity.
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Research on the motivation of pharmaceutical workers in pharmacies

Materials and methods moral stimulation, measures of administrative influence, labor
mood of the collective, desire to achieve respect in the col-
lective, fear of losing work. These motives were proposed for
evaluation by the 5-point system for pharmaceutical workers
in the tested pharmacies.

The comparative characteristic of PhO is shown in 7able 1.

To determine the relevance of individual motives to
the work of the staff, the results of the motive assessment
questionnaire are recalculated to the corresponding unit
weight (Wij). For this purpose, the answers for each motive
were summarized. The motive that has the highest rating is
accepted as 1. The significance of the remaining motives
Results was calculated as the ratio of the sum of the responses to
At the first stage, the motivation factors of pharmaceutical ~ the parameter that received the maximum score (7ables
personnel activity were investigated: material stimulation, 2, 3).

The material for research was statistically processed informa-
tion that was obtained during the survey of pharmaceutical
specialists of pharmacies that differ in the degree of market
coverage (national-pharmaceutical organization 1 (PhO# 1),
local-pharmaceutical organization 2, 3 (PhO # 2, # 3)) and
types (ready pharmacy medicines — PhO # 1, pharmacy with
manufacturing of medicines — PhO # 2, # 3). In the course of
the study, methods of analysis, synthesis, grouping, question-
ing and the method of F. Herzberg were used.

Table 1. The comparative characteristic of pharmaceutical organization

Market coverage national local local

Number of pharmacists and pharmaceutists 15 12 14

Tvoe of service Sale of medicines Sales of medicines to the population | Sales of medicines to the population
P to the population and hospital departments and hospital departments

Table 2. Evaluation of motives for work of pharmaceutical staff PhO # 1

Motives for work _ The specific weight of the component (Wij)

The working mood of the team 1 1.00
Material incentives 2 0.97
Moral stimulation 3 0.87
The desire to achieve respect in the team 4 0.85
Measures of administrative impact 5 0.77
Fear of losing your job 6 0.68

Table 3. Evaluation of motives for the work of pharmaceutical staff PhO # 2, PhO # 3

Motives for work _ The specific weight of the component (Wij)

Material incentives 1 1.00
Moral stimulation 2 0.98
The working mood of the team 2 0.98
Measures of administrative impact 8 0.92
The desire to achieve respect in the team 4 0.88
Fear of losing your job 5 0.60

Table 4. Estimation of factors of demotivation PhO # 1

Demotivation factors m The specific weight of the component (Wij)

Interpersonal relationships 1 1.00
Direct management / control 2 0.97
Internal policy of the organization towards to the staff 3 0.96
Working conditions 4 0.93
Salary and reliability 4 0.93
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Table 5. Assessment of factors demotivation PhO # 2, # 3

Demotivation factors _ The specific weight of the component (Wij)

Interpersonal relationships 1 1.00
Salary and reliability 1 1.00
Working conditions 2 0.89
Direct management / control 3 0.87
Internal policy of the organization towards to the staff 4 0.77

Earnings stability

Reasonableness of leadership requirements

Good working conditions

Possibility of development, self-improvement

Harmonious relationships in the team

Interesting creative activity

Possibility of independence and initiative

Award for quality of work

Possibility of advanced training

Possibility of self-realization, full use
of abilities

Social guarantees

Career Opportunity

Opportunity to receive high wages depending
on the results of work

o
o
N

0,4

o
o
o
©
=N

1,2

HPhO#2,#3 O PhO#1

Fig. 1. Assessment of conditions for increasing the employment of pharmaceutical staff.
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Research on the motivation of pharmaceutical workers in pharmacies

At the next stage, the factors of employee motivation were
studied using the F. Herzberg method: direct management
and control, working conditions, interpersonal relationships,
wages and stability of work, internal organization policy
towards the staff (7Tables 4, 5).

Important role on the system of personnel motivation
is played by conditions of increasing the labor activity of
pharmaceutical personnel: high and stable salary, career
opportunities, social guarantees, self-realization, possibility
of advanced training, optimal bonus system, possibility of
displaying independence and initiative, creative activity,
conflict-free conflicts in the team, the possibility of self-
deve-lopment and professional improvement, satisfactory
working conditions, reasonable administration require-
ments.

The next step in our work was to study the opinions of
pharmaceutical workers on the creation of certain conditions
in order to enhance their work. The interview method was
used for this purpose.

The results of this study are shown in Fig. /.

Discussion

As a result of comparing the estimates of motivation factors
in pharmacies of both types, it was found that in the first type
pharmacies the leading factor of motivation is the working
mood of the team (Wij = 1), and in hospital pharmacies
the material stimulation (Wij = 1). At the same time, material
incentives are also important for employees of pharmacies
of general type (Wij = 0.97). A significant factor for phar-
macies of both types is moral incentive (Wij ranges from
0.87 to 0.98).

Administrative impact measures were more important for
PhO # 2, # 3 staff (Wij = 0.92) than for pharmacy staff PhO
#1 (Wij=0.77).

It should be noted that factors such as the desire to achieve
respect in the team and the fear of losing work slightly affect
the work activity in both types of pharmacies (Wij from 0.85
to 0.87 in the first case and, accordingly, Wij from 0.60 to
0.68 in the second).

The results calculations (7ables 4) showed that the most
significant demotivating factors for the employees of the PhO
# 1 were the system of interpersonal relationships (Wij = 1)
and direct control (Wij = 0.97). That is, if the team had a
bad psychological climate and the administration brutally
controls the staff, then the motivation to work in the latter
was significantly reduced.

Also, the internal staffing policy of the organization was im-
portant for pharmaceutical personnel (Wij=0.96). Employees
of'the PhO # 1 would like to feel the attention, involvement,
understanding and care of the administration.

The least important factors in demotivation were working
conditions (Wij = 0.93), wages and stability (Wij = 0.93).

In PhO # 2, # 3 (Table 5), from the perspective of pharma-
ceutical workers, the most demotivating factors were adverse
interpersonal relationships (Wij = 1) and wages and reliability
(Wij = 1). Unfavorable working conditions (Wij = 0.89),

direct management and control (Wij = 0.87) also reduce
the motivation of pharmaceutical workers.

A comparative analysis of the demotivating factors in phar-
macies of both types showed that interpersonal relationships
were important for their employees. If they were unfavorable,
the motivation of pharmaceutical workers is reduced.

It should be noted that in pharmacy pharmacies an im-
portant disincentive was the size of wages and its stability,
while in general type pharmacies this factor did not play an
important role.

The difference in the assessment of disincentives in
pharmacies of various types also relates to the internal policy
of the organization in relation to staff and working conditions.

In the course of work (Fig. 1), it was determined that
the most significant conditions for increasing motivation
PhO Nel, in terms of its employees, was to get high wages
(Wij = 0.98), stability (Wij = 0.95), rational management
requirements (Wij = 0.94), harmonious relationships
in the team (Wij = 0.93), bonuses for quality of work
(Wij = 0.93), career growth (Wij = 0.92) and comfortable
working conditions (Wij = 0.92).

Less important are self-realization (Wij = 0.86), the pos-
sibility of development and self-improvement (Wij = 0.86),
interesting creative activity (Wij = 0.80), the possibility of
independence and initiative (Wij = 0.78), social guarantees
(Wij =0.64).

Pharmaceutical employees of pharmacy pharmacies consider
the most effective conditions for increasing motivation: har-
monious relationships in the team (Wij = 1.0), bonus system
(Wij = 1.0), advanced training (Wij = 0.98), rational require-
ments of administration (Wij = 0.96), receiving high wages
(Wij=0.93), social guarantees (Wij =0.92), comfortable work-
ing conditions (Wij = 0.92), and wage stability (Wij = 0.92).

Less important for these employees were the possibility of
independence and initiative (Wij = 0.85), interesting creative
activities (Wij = 0.84) and career growth (Wij = 0.82).

It should be noted that the opinions of pharmaceutical wor-
kers of these types of pharmacies regarding the conditions of
increasing motivation have some differences. So, if in general
type pharmacies the most important are employees’ salaries
and their stability, rational requirements of management,
harmonious relationships in the collective, then in pharmacies
at the hospital in the first place: harmonious relationships in
the collective, bonuses, the possibility of advanced training.

Conclusions

1. Comparative analysis of motivation factors in pharma-
cies showed that in pharmacies PhO # 1 the leading factor of
motivation was the working mood of the team (Wij = 1), and
PhO #2, # 3 — material stimulation (Wij = 1). Also important
for employees PhO # 1 (Wij = 0.97).

2. The study of demotivating factors showed that in phar-
macies of both types, unstable interpersonal relationships
(Wij = 1) have a negative effect on motivation.

3. The analysis of conditions of increase of motivation
showed that PhO # 1 it was important to receive high wages
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(Wij = 0.98) and it was stability (Wij = 0.95), and PhO # 2,
# 3 —harmonious relationships in the team (Wij = 1.0), bonus
system (Wij = 1.0).

Prospects for further research: analysis of the interac-
tion of factors of motivation and demotivation to improve
the microclimate in pharmacies.
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