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                                            HRM IN HEALTH CARE
INTRODUCTION

[bookmark: _Int_3xwtOEar]The National Health System of UK (Uni Kingdom) has become one of, if not the best healthcare system in the world. This makes it feasible for several organisation to form and help the health care system so that the demands of the general people may be satisfied. The National Health Service (NHS), the countries healthcare system, was established after World War 11 and started into operation on July 5, 1948.
The system is divided into two major's sections: strategy, policy, and administration, and medical or clinical care, The latter divided into primary (community care, including GPs, Dentists, and Pharmacists), secondary (hospital-based treatment received by referral from the GPs), and tertiary care (specialist hospitals).
In the United Kingdom, the central government is responsible for managing health care and policy, while governments in order countries are responsible for similar subjects.
Today’s healthcare provides unique challenges for healthcare organisations in the UK. It is now more difficult to attract new patients at the proper moment in their decision- making processes and to encourage personnel to perform successfully and efficiently due to the change in public perception towards healthcare. To motivate or retain an effective staff, healthcare organisations must overcome a few obstacles, including a lack of career opportunities, insufficient mentoring and training, a weak organisational culture, low salaries, a staffing shortage, work overload, little time with patients and limited or insufficient access to technology.
[bookmark: _Int_EFNZAxlb]This essay will focus on essential features that both commercial and public healthcare organisations need to emphasis more to satisfy both patients and employees. The essay focuses on the management of human resources, the formation and relevance of organisational culture, how an organisation handles change, both internal and external, and how adapt to the expansion of technology in the UK.




HUMAN RESOURCE MANAGEMENT
Worldwide studies have shown the connection between the use of modern, proven HRM systems and the organisational success of a business. Janke Lova's research of 44 Slovak hospitals confirmed a similar favourable impact of blended function (mature role) of HRM on the organisational performance of healthcare organisations. For example, West et al. Discovered that HRM systems in healthcare organisations had a direct influence on the quality of treatment provided and the patient mortality rate.
To fulfil personal, organisational, and societal objectives, Flippo defines HRM as “planning, organising, directing, and managing the acquisition, development, compensation, integration, maintenance, and separation of human resources.” According to the above definition, we will concentrate on the three primary roles of an HR manager in a healthcare organisation: recruiting the individuals essential for the organisation’s smooth operation, providing training, and monitoring performance.
Recruitment of Staff
An HR manager’s initial consideration when designing an employment strategy is the recruitment’s aim (Wernerfelt, 2004). Some recruitment is done to replace an employee due to retirement or career progression, while other hiring fills a newly created employment function (Storey,2005). In the latter case, the company must assess the applicant’s skills, education, and experience (Thornley, 2000).
Training of Personnel
[bookmark: _Int_oZkyQpVO][bookmark: _Int_mwe4j0D8][bookmark: _Int_7simgxRQ]According to Curtright, et al., (2007) successful staff training requires multiple steps. Every employee must have a well-written job description. This job description may identify talents, levels, or competence to be obtained via training and experience based on the individual demands and degree of knowledge at the start of employment (Curtright, et al., 2007). Mentors (expert staff employees) may support new team members or those struggling with their work (Curtright, et al., 2007). Managers must conduct frequent performance reviews to establish clear and relevant individual and team goals (Torrington et al, 2008).




Performance Management
Performance may be managed in several ways. First, determine the present level of performance, where improvements may be made, and how they will be done (Hood, & Bevan, 2009). The manager must relate these changes to the team’s goals and objectives. This helps employees understand their functions and take control of their work (Hood, and Bevan, 2009). Appraisal is used to measure an individual’s performance as part of performance management. It includes measurement, feedback, positive reinforcement, opinion exchange, and agreement (Curtright et al, 2009). Using KPIs or team/individual objectives is another possibility (Hood, & Bevan, 2009).
ORGANISATIONAL CULTURE
[bookmark: _Int_XAsNxR8T]Organisation culture is described by Johari (2003) as “the shared mental training that distinguishes one group member from another.” According to this definition, organisational culture is a shared group phenomenon that develops because of interactions between a group and its environment. The phrase “collective programming of mind” is used in this definition. Software must be updated through programming after it has been created to be changed. This suggests that, in accordance with Johari the instillation of rules and regulations people’s awareness forms the basis of organisational culture.
Organisation Culture Shaping
By creating a mission statement that applies to all operational levels, managers in the healthcare sector establish the organisational culture. Supervisors and teams may get training that incorporate their mission statement and culture into how people interact. The management may decide what values are most important to them and promote those principles via culture. Even though CEOs establish and convey the workplace culture, all levels of leadership and individual contributors are responsible for preserving it. Company culture influences employee behaviour. A company’s pleasant, healthy culture may help workers achieve their objectives (Heung et al, 2011).
Effective on the experience of the customer or patient
[bookmark: _Int_oyrBuz90]The more tangible elements of organisational culture are important for quality and safety, but so are the less obvious and unconscious elements, such as attitudes, beliefs, and behaviours (Lee &Chang, 2007). Values are fundamental to society and serve to guide and meld behaviour. Patients then get these values from the organisation’s members once they establish and embrace them (Rahid, et al, 2003). Values guide what people feel should be done and have an influence on how patients are treated or engaged by an organisation (Joga Rathan & King, 2008).




MANAGING CHANGE
The phrase “change management” is often used in management literature. Additionally, management interest in the topic has been prompted by Drucker’s (2009) comments regarding whether one can manage change or must simply lead or foster its development, inside an organisation. To put it another way, what, in plain English, is change management, how are people affected by it, and what steps can a manager take to help the organisation through change? The process through which an organisation reaches its planned future state, or vision, is known as change management. Change management aims to help the journey whereas traditional planning approaches identify the steps. So, creating a change vision and empowering individuals to act as change agents to achieve that vision are the first steps in bringing about change. Plans that provide a systems-level view, are doable, and are future-focused are necessary for the empowered change management agents. The methods and actions that enable change agents to realise the new vision are included in change management (Acoff, 1999).


How to Implement Change Management Efficiently
Any organisation that wants to successfully manage change must examine the transition from the existing system or state to the desires future one, since this will maximise resources and save expenses, hence benefitting the organisation (Fisch, et al, 2008). To ensure it success, the manager must consider the following factors:
[bookmark: _Int_st2KUsGb]1) In order to appreciate the existing state of the organisation and establish what kind of change is required to resolve the recognised issue, the problem, and the urgency of the need for change must be properly understood.
2) Create a realistic image of the ideal company environment after the change, convey it to all change participants, and design a seamless transition system. The transformation process must be stable to ensure alignment with the organization’s goals and objectives.
3) Systematically handle change. Successful resource allocation, ensuring planned change is
 executed, ensuring individuals driving such change have the appropriate capabilities, and ensuring planned change is coordinated from top management to the lowest level are all critical components of an effective change transition. Organisational leaders should be change agents who model change management (Lorenzi, 2004).
4) When change resistance is managed, population participation rises. Management must execute change and communicate goals. Resistance makes change implementation harder. Using right tactics will lessen resistance (Lorenzi, 2004).
5) Managing change proactively is a creative way to cope with changing dynamics and maximise future adaptability. With HR and transition participant’s help, this is feasible (Lorenzi, 2004).
EMERGING TECNOLOGIES IN HEALTH, AND CARE ORGANISATION
New development in healthcare technology is expected to fundamentally alter the sector and all organisations as we now know them, leading to more complex and effective patientcare. Healthcare firm must stay up with healthcare technology developments not just to remain competitive but also to provide the best patient outcomes, much as other 
[bookmark: _Int_k0oAGJ08][bookmark: _Int_CcFb1jmj]industries have had to adapt and evolve in response to the advent of modern technologies. For instance, the advent of the Covid-19 pandemic led to several technical advancements 
 the business and significant changes (Matamala et al., 2021).
[bookmark: _Int_83CKoW45]It is simpler to accept change when the status quo becomes uncomfortable, untenable, or unachievable. Patient on lockdown, anxious about face-to –face encounters, and scared of the unknown helped to create an environment were long-standing technology made an appearance. Due to improved payment and less HIPAA restrictions, both patients and physicians have become more accepting of these “emerging” technologies (Kung, et al.,2018).
New Technological Challenges for Healthcare Organisations
[bookmark: _Int_KYENqpkY]When it comes to safeguarding hospital security, avoiding infection and illness, and patient safety, healthcare organisation exerts earnest effort to provide superior services. Despite this, healthcare organisation today confronts considerable IT challenges. They comprise.
1) Personnel Concerns in Healthcare
     Healthcare organisations struggle with personnel challenges. Even though IT and other healthcare technologies are supporting service providers in a variety of ways, diagnosing patients in remote place is still challenging. Imaging, live streaming, and other aspects of healthcare IT need continuing professional development.
To reduce the number of workers, a more complex infrastructure is necessary, especially for those who are informed about the most recent medical technologies, this is to help foster the effectiveness of organisation (Affeldt & Silva 2015).
2) Trends in Advanced Healthcare Technology
     The technological landscape is always developing. The introduction of hardware, medical software, and mobile application development services has enhanced market rivalry. In a variety of methods, IoT is currently utilised to connect medical device.
In the next years, industrial integration is predicted to increase. In hospitals, mobile and software applications are enabled by modern technology. To give the highest quality in the industry, it is essential to harness the potential of such technologies. This contributes to the improvement of the sector’s work environment (Affeldt & Silva 2015)

3) Data and comprehensive Healthcare services
[bookmark: _Int_SAt3DepA][bookmark: _Int_Y1rMR2TH]     With the implementation of AI-integrated software applications, healthcare organisation has to a tremendous amount of data. It generates a range of medical data, including patient medical records, transcripts, clinical notes, and data from connected devices. Insufficient data management strategies and architecture exist to secure data obtained from several sources. A problem exists with relational and non-relational database that might benefit organisations in processing data properly and securely. As an organisation grows, a database may be enlarged to handle additional data, resulting in an increase in data (Affeldt & Silva 2015).



Future Impact of It on The Provision of Health and care Services
[bookmark: _Int_Y0v0ncoc]Everything is subject to change, and that is a reality. Analysts predict that the healthcare sector will undergo significant transformation during the next years. The healthcare sectors are impacted by several varied factors, including politics, technology, people, and others. Due to the advent of technology and big data as well as the emphasis on health and wellness, the sector is evolving (Gary, 2022). To create a better, healthcare system, it is predicted that care would become more human-centred and personalise. Technology advancement will have a significant impact on the healthcare industry. The cycle of technological innovation is exponential. According to this, the HealthCare industry would have seen significant changes by the year 2040 (Gregerson, et al.,2016). When you think of physicians and healthcare, a packed hospital or doctor's office is often the first image that springs to mind. However, technology is also transforming the way healthcare is delivered. Innovative methods, such as virtual communities, healthcare facilities, and exceptional care providers, will be used to link healthcare professionals with persons in need for care (Gary, 2022).






  CONCLUTION
[bookmark: _Int_Wb1RQJG9]The HRM is crucial in encouraging employees enhancing interpersonal skills, communicating, listening, engaging, and escalating problems. They do, in fact, serve as a link between management and employees. Periodic evaluations reviews correcting issues and selecting standards for employee award and appraisals are helpful methods. To effectively manage future developments around employee management and the delivery of their services, HRM must define and implement simple standard. For HRM to provide better healthcare, issues including personnel shortages, ineffective communication, and a lack of cooperation must be disregard.
The healthcare sector is always changing, from patients to policies, and everything in between. The future of healthcare is influenced by aging populations, technological development, and sickness patterns. It is necessary for the health and care organisations to prepare for the upcoming changes in the element of technology since it is important to pay attention to societal developments to comprehend where healthcare is heading (Lee et al., 2019).
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