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Abstract- The management of human resources in healthcare institution is essential to enable the delivery of efficient and 
effective medical services and to achieve patient satisfaction. The human factor is central to healthcare, yet its proper 
management has remained beyond the reach of healthcare organizations.  
Modern hospitals, which provide the latest medical facilities, now employ thousands of personnel including medical, 
paramedical and support staff. Managing this vast human resource working in these hospitals is a major challenge as it 
requires round the clock human resource support.  
This study aims to investigate the impact of practicing human resources management on the quality of healthcare service and 
achieving patients’ satisfaction. The descriptive methodology was applied to demonstrate and analyse the previous 
literatures. The study shows that effective human resources management has a strong impact on healthcare quality and 
improving the performance of hospital’s staff. The study suggests the need to measure the performance of the managers of 
human resources department in the hospital before starting performance development process as well as continuous 
development and training of staff performance. 
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I. INTRODUCTION 
 
New pressures are emerging in most countries with 
public expectations and demands for health care 
increasing worldwide. The demand for health care is 
rising two fold. It is evident that countries around the 
world are re-examining their approach to the 
provision of health care with the introduction of more 
radical solutions to the problems they face, including 
the recognition that health services must channelize 
the resources available to them as efficiently and 
effectively as possible. At the helm of this resource 
issue are health care staff, both trained and untrained, 
who constitute the largest recurrent cost component 
of any health care service. Here has been a drastic 
shift in the role of human resource management 
(HRM) in recent decades. Traditionally, the human 
resource function has been viewed as primarily 
administrative, focused on the level of the individual 
employee, the individual job, and the individual 
practice (Becker, Huselid, and Ulrich 2001),with the 
basic premise that improvements in individual 
employee performance would automatically enhance 
organizational performance. 
 
Change means instability. What was the standard last 
year is quickly tossed aside for some new directive or 
research result. Very few issues are permanently 
resolved. 
 
On the one hand, all that change is demanding and 
stressful. On the other hand it provides an exciting 
and challenging arena that is responsible for the 
existence of our jobs. We must realise the nature of 
organizations that are experiencing rapid change. In 
particular, we must become adept at understanding 
and managing change. When change is contemplated 

or initiated, there will always be conflict between 
those supporting the status quo and those advocating 
change. 
 
II. OBJECTIVES  
 

1. To understand the human resource 
management processes and practices in large 
hospitals. 

2. To highlight the specific problems in health 
care in reference to human resource 
management in large hospitals  

3. 3. To prepare a proposal on the processes 
and the practices which can be undertaken in   
large hospitals 

 
III. IMPLICATIONS FOR MANAGEMENT/HR 
MANAGEMENT 
 
If we take as a fundamental characteristic that a 
health service organisation, like any other 
organisation, comprises groups of people working 
towards a common purpose or set of objectives which 
can be measured in some way then, typically, 
managers will want to know whether: 

 The objectives are being achieved; 
 The service provided is as effective as it can 

be; 
 The processes by which the service is being 

delivered are as efficient as possible; service 
delivery is improving or getting worse over 
time; 

 How the organisation compares with others 
in its efficiency and effectiveness 
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Given the growing complexities and challenges the 
health sector faces, reforms in this sector are 
inevitable. Often health sector reforms aimed to 
address many of these deficiencies and ensuring 
effectiveness and efficiency of resource use, they 
focus on making the health systems responsive 
through strengthening financial systems, ensuring 
local participation and public private partnerships, 

and autonomy of health facilities. The reform 
process, among other things, intrinsically makes some 
fundamental assumptions some of which are as 
follows: high organisational commitment of health 
care providers, high professional commitment of 
health care providers, and adequate skills of health 
care providers. 

 
IV. FOUR KEY ROLES OF HR 

 

 
Source: Bron: D. Ulrich, Human Resource Champions, 1997 

 
Healthcare organizations are continually battling 
conflicting priorities. Our customers tell us they need 
to focus on delivering high quality patient care, 
preventing infections, maintaining hospital security, 
and ensuring patient safety – all with extremely 
stretched resources.  
 
V. THE EVOLUTION OF HR 
TRANSFORMATION IN HEALTHCARE 
 
The HR Challenges Faced by the Healthcare Sector 
are; 
 Change: HR Transformation is being delivered 

in an environment of considerable pressure for 
improved patient safety ratings and new models 
of care. 

 Decision Making: Historically, the consensus 
building process between clinical leadership and 
management has led to delays and added 
complexities in stakeholder management. 

 Structure: Complex formal and informal 
governance structures can slow progress, 
including multiple layers of decision-making 

 Talent drain: A retiring workforce and 
increasing competition for leading clinicians both 
nationally and internationally.  

 Cost Reduction: The increasing demand for 
lowering the cost reaches into HR services to 
meet budget requirements. 

 

TOP FIVE ISSUES THAT HEALTHCARE 
ORGANIZATIONS AROUND THE WORLD 
ARE FACING TODAY: 
1. Financial challenges and hospital 

productivity: Hospitals are the second most 
energy-intensive buildings after restaurants, and 
globally, healthcare costs are on the rise. These 
financial challenges— in addition to an aging 
world population and increasing energy costs—
are putting pressure on healthcare organizations 
to do more with less without compromising 
quality of care.  

2. Regulatory standards and emerging energy 
mandates: Non-compliance with regulatory 
standards can lead to a disruption in operations, 
poor quality of care, safety issues, and substantial 
fines. At the same time, as energy demand rises, 
many countries are requiring healthcare facilities 
to reduce carbon output and meet mandates for 
energy reductions.  

3. Hospital security: Healthcare facilities are often 
open 24/7, and those visiting are often under a 
great deal of stress when life and health are at 
stake. Violence, infant abductions, patient 
wanderings, and theft of drugs and hospital 
assets are major concerns. 

4. Patient satisfaction: The well-being of patients 
is a key to reducing length of stay and preventing 
readmissions. According to the American 
Society for Healthcare Engineering (ASHE), in 
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green hospitals, patients are discharged an 
average of 2.5 days earlier compared to 
traditional hospitals.  

 
THE LINK BETWEEN BEST PRACTICES IN 
TALENT MANAGEMENT, AND EMPLOYEE 
ENGAGEMENT AND PRODUCTIVITY  
Recent research by Dr. Kevin Groves at Pepperdine 
University demonstrates that effective talent 
management in healthcare has been proven to 
increase in patient satisfaction, lower nursing 
turnover and increase employee productivity. With 
research underscoring the importance of talent 
management in achieving these positive outcomes, it 
only makes sense to look at a few best practices.  
1. Organization-centric goal alignment: One of the 
most effective ways for healthcare HR and healthcare 
leaders to communicate a change in priorities is 
through organizational goals. Managers should be 
clear about goals and expectations, and help 
employees see how their work matters to the 
organization. This organization-centric approach to 
goal management is especially important in times of 
change.  
2. Employee development and career progression: 
One of the top three reasons people leave 
organizations is the lack of challenging and 
meaningful development opportunities — making 
learning programs particularly important in terms of 
employee retention. When organizations can tightly 
integrate learning with performance, it becomes much 
more relevant to employees because they see how 
their learning activities support their individual 
performance and development needs and positively 
impact patients and clients.  
3. Core competencies: Within the healthcare 
industry, being able to measure competencies is 
critical in determining the ability of healthcare staff 
and professionals to provide quality services and the 
highest levels of care to patients. Competencies 
should be clearly defined, and used consistently 
throughout the employee lifecycle. 
 
CONCLUSIONS AND RECOMMENDATIONS 
 
1. The organization structure of the HR department 

should comprise of the Director as head, HR 
manager, Assistant Managers and a number of 
HR executives looking after recruitment; 
training; safety, security, general administration, 
labour, vigilance , government regulations and 
legal issues  

2. Regular trainings at the inductions and in service 
levels need to carried out as frequently as 
possible both within the country and abroad. 

3. The HR department needs to be an integral part 
of the top management of these health care 
facilities so that HRM inputs and support for 
attaining the mission and vision of the 
organization are available at the highest levels. 

4. Round the clock HR support to the functioning 
of the hospitals is required because of the nature 
of the work of the hospitals.  

5. Human Resource Management modules may be 
introduced in brief in the training programmes 
for the medical and Para -medical staff.  

6. Each hospital should have a HR policy drawn as 
per international and national practices and 
standards.  

7. The health care organizations also need to have a 
strong grievance redressal mechanism both for 
the staff and users of the facilities. This should 
be inbuilt in the HR policy.  
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