Cexkuis 13
«CTAH I TIEPCIIEKTUBH PO3BUTKY MEHE/DKMEHTY TA MAPKETUHI'Y V ®APMAILIII»

yac aHKEeTyBaHHS CTAaHOBJICHO YacTOTY BiJBIAyBaHHS amnTeK (apMaleBTUUHUMU MpeICTaBHUKAMHU.
BusnaueHo, 1110 O1IbIIICTh PECIOHIEHTIB BIAMITHIN, 1110 (papMalleBTUYHI NPEICTaBHUKU BIABIAYIOTh
anteyHi 3aknaau 1 pa3 Ha 2 TixkHi (43%), 27 % ONUTaHUX CTBEPIKYE, 110 MPEICTABHUKU KOMITaHii
“TeBa” mpUXOIATH 3 Bi3uTaMu 1 pa3 B MicsIlb, 25 % — KOKHOTO THKHS. | HaliMeHTIIIa yacTKa (axiBIliB
(5 %) 3ycTpiuatoTh MEIMYHUX NPEACTABHUKIB piauie 1 pa3y Ha MicALb.

@daxiBIll aNTEUYHUX 3aKJIAJIB CTBEPKYIOTh, III0 YACTIII 32 BCE MPEJACTABHUKU KOMIMAHII i
yac Bi3UTIB Ha/1al0Th 1H(OPMAIIII0 CTOCOBHO KOPOTKOT XapaKTEPUCTUKH JiKapCchKuX 3aco0iB (42 %),
39 % — crocoBHO aeTanbHOi iHGoOpMaIii MO0 3acTOCYBaHHS JiKapchbkoro 3acoly. 16 %
PECIIOHJICHTIB BKa3ajdM Ha iH(OpMAIil0 Mpo HOBI JIKapchKi 3acodbm i 5 % — mpo pesynpTatu
JOCH1/IKEHb.

[IpencraBHuKM KOMMaHIA MOXYTh MiJl Yac BI3UTIB po3JaBaTH IPOMOLIMHUN Marepiail 3
METOI0 HaJlaHHA Oubln mornubieHoi iHgopmarii Ta HaragyBaHHs 1po ToBap. 81 % pecrnoHIeHTIB
BKa3aJii, 110 iM 1HKOJIM 3aJTUIIA0Th MPOMOLIHHUHN Matepian, 17 % cTBepaxye, M0 KOKHOTO BI3UTY
HaJaeThesl Matepian i 2 % ¢axiBLiB BIAMITHIN, 10 B3arajli He HAIaEThCs MaTepiall.

OnHuM 13 BUAIB npoMolLlii cepes; paxiBLiB OXOPOHH 3/0POB’Sl € TPEHIHIU Ta CEMIHApH, IiJ
yac SIKUX BUPOOHMK Haja€ MOBHY I1H(opMamlilo mpo Jikapcbki 3acodu. Takuil Buj mpomouii
MO3UTUBHO BILUIMBA€E Ha (DaxiBIIiB Ta MJABHUIIYE iX JIOSIIBHICTB JI0 3aCO0IB KOHKPETHOTO BUPOOHHKA.
Tomy mij 9ac aHKeTyBaHHS OyJIO JTOCIHIIKEHO, K YacTO 3alpollye MPeCTaBHUK (apMaIleBTUIHOT
¢ipmu “TeBa” mpamiBHHUKIB anTeUHUX 3aKJIa/liB Ha CTIelialli3oBaHi 3ax01u (KoH(epeHIii, ceMiHapH,
KpYyTJli CToyn), siki opraHizoBye ¢ipma. JleBoBa vacTka (axiBLiB 3a3HA4YMIIA, IO IX JIMIIE 1HKOIH
3ampouryoTh Ha 3axo1u (57%), 36 % CTBepIKYIOTb, 110 iX YacTO 3ampoInyroTh 1 7 % BKazajiu, 10
HIKOJIM He OyJiu 3alpoLIeH] Ha 3aX0 J10CJIIPKYBAaHOI KOMITaHIi.

BucHoBku. Takum umHOM, 3a pe3yjibTaTaMU aHalli3y MOXKHA 3pOOUTH BHCHOBOK, MIO
JIOCITI/DKyBaHa KOMIIaHis aKTUBHO 3aiTydae (papMalieBTHYHUX MPEICTABHUKIB IS IPOMOIIii 3ac00iB
cepen ¢axiBIliB anTeuHUX 3akiadiB. Lle cBiqUuTh mpo Te, mo OUIBIICTh (papMaIeBTiB BKa3alH, M0
MPEICTaBHUKU JOCUTh YacTO BIABIAYIOTH alTEKH 3 Bi3UTaMU, HAIAIOTh HEOOXIAHY iH(DOpMaIlio Ta
PO3IMOBCIOKYIOTH TTPOMOITIHHI MaTepiain.
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Introduction. Today's operating conditions of pharmacy institutions place increased demands
on pharmacy workers, which are determined not only by the specifics of legal norms, but also by
social and psychological factors. Human capital is the most valuable resource that contributes to the
development of the organization and strengthening its position in the market, which contributes to
the profit and competitiveness of the organization. Every pharmacy organization seeks to strengthen
its staff and monitors turnover, as it can affect the economic results of the organization. The most
effective means of preventing the release of employees is the timely determination of the reasons for
staff turnover.
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The aim. The purpose of the work is to study staff turnover in pharmacy establishments.

Materials and methods: questionnaire, systematic, graphic.

Research results. A survey of 30 respondents was conducted to analyze the reasons for staff
turnover in pharmacy establishments. It was found that only 27.1% of the respondents did not think
about changing jobs, while out of 28.1% of respondents who expressed a desire to change jobs, more
than 94% prefer the pharmaceutical industry. It is important to note that pharmaceutical workers with
higher education are more committed to the pharmaceutical industry, but at the same time, every third
of them expressed a desire to change their place of work.

It was revealed that among respondents with secondary education, only near 10% of
respondents are disappointed in their chosen profession, and for every third of the respondents, the
question of changing jobs did not arise at all. For the pharmaceutical staff, the determining factors
influencing the change of the place of work are: ignoring the interests and abilities of subordinates
when assigning work, lack of career growth and performance of non-specific work. It is important to
note that the main factor determining the desire to change jobs is the discrepancy in wages for all
categories of personnel.

Staff satisfaction with work in pharmacy organizations was analyzed. It was found that many
employees are not satisfied with the reward system, training system, work mode, workplace,
provision of necessary materials. It was found that more than half respondents are not satisfied with
their working conditions.

Conclusions. Thus, the methods of managing staff turnover in pharmacy enterprises were
investigated.
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