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Objectives:
· To understand the significance of human resource management in healthcare.
· To understand the scope of human resource in community healthcare.
· To observe the limitations and learn the solutions to human resource in community healthcare.
· To study the trends and benefits of HRM in community healthcare.
· To understand the essential components of human resource management and practices in community healthcare.
· To understand the planning of nursing human resource needs.
· To understand the recruitment methods used in the human resource departments i.e; the dos and don'ts .
· To broaden our insights to our personal attributes when relating in future with healthcare sectors or multi-disciplinary teams.

Significance of HRM in Health Care Setting:
· To assist in the recruitment and training of qualified and well-motivated staff.
· To ensure the necessary staff are hired for the right purpose and meet the criteria.
· To ensure development of leadership and ensure a balance of skills acquired and those imparted (Okello 2015).
· To educate upper management on the needs, workings and protocol of the workforce (Vameeren 2014).


The Role of HRM in Healthcare:
· To understand the knowledge and certification needed to accredit certain jobs personnel policy
· To understand the level of experience and training needed to gain a certain level of job or responsibilities.
· To understand the level of resources needed to accomplish a certain task.
· To understand the company goals and targets.
· To understand the level of their personnel output and how it might compensate them.
· To help understand employee needs and how to foster better relations with upper management, ensuring that better performance is achieved i.e. having a center canteen or recreational activities or facilities.
· To help in matters related to employee’s unions, management relations and discipline procedures

HRM Limitation and Solutions in Healthcare:
Limitations:
· Sufficient funding is not provided to help with staffing, training and retention of employees.
· Lack of HRM effectiveness measurement to show progress or lack of.
· The ability to identify, train and retain the right staff, and also mentor the right candidates for major hospital responsibilities are still weak.
· Lack of support from top management.

Solutions:
· Outsourcing HRM companies in instances where the hospital’s HR is understaffed.
· Studying of already working HRM healthcare projects, conducting seminars and conferences between HR and employee.
· Develop ability to retain and keep employees happy and comfortable to enable new recruits have mentors and learn from the best personnel.
· Develop a form of employee evaluation, appraisals and commendation program me to maintain and improve employee performance and standards.
· Implementation of policies and reports adopted by HRM departments.
Trends and Benefits of HRM in Healthcare Practice:

Trends:
· Outsourcing services 
· New recruitment methods.
· Reengineering new methods of HRM recruitment.
· Opting for the contingent workforce.
· Opting for machinery or software as a service deliverer.
· Decentralization of services.


Benefits:
· Increases the ability for a hospital or healthcare system to retain, train and prepare the system for eventualities.
·  It reduces on the unnecessary funds used during recruitment exercises.
·  It ensures efficient utilization of the staff’s knowledge and expertise.
·  It ensures equity between work rendered and the payment of services. motivation of employees’ key in such a factor.


Essential Components in HRM for Healthcare Practice:
· The demand and supply rule.
· The amount of capital set aside to achieve goals
· The kind of workforce needed for the implementation of the intended work/result.
· Goodwill from the top management is key for actual HR undertakings to be successful.
· Factual data is also vital as it helps top management make strategic decisions on future of hospital and lay ground work necessary.




Planning of Nursing Human Resources Needs:
· (Decramer et al 2015) is of the opinion that in order for this to be achieved, HRM needs to put in place measures that indicate and can be highlighted when goals are achieved.
· Top management must be included to ensure that HR sticks to and achieves targets without deviating from set hospital norms.
· Evaluation and dissemination of knowledge about the practice must be done in order for HR to come up with guidelines from an informed perspective, argues (Decramer et al,20150.
· (Ganapaty andAshokkumar,2017) are of the opinion that partnership networks must be initiated to include nurse and the HR department to help build capacity through knowledge sharing.
· To build a system based collaborative approach, that covers recruitment, skills development and employee retention that upholds the principles of professional practice.
· To come up with a system of payment among the practice that pays the nurses according to their work but also level of expertise (Ganapaty and Asokkumar,2017).


HRM Recruitment Methods in the Healthcare Sector:
· Interviews are a main method of recruitment just as (Okello et al. 2015) states.
· Probationary methods.
· Advertise for applications.
· Conduct studies or follow a proven set of process.
· Promotions to positions of responsibility, through processes like mentorship programs.
· (Hassani et al. 2013) is of the view that HR should act on recommendations or academic achievements. 


Conclusions:
· Interviews are a main method of recruitment just as (Okello et al. 2015) states.
· Probationary methods.
· Advertise for applications.
· Conduct studies or follow a proven set of process.
· Promotions to positions of responsibility, through processes like mentorship programs.
· (Hassani et al. 2013) is of the view that HR should act on recommendations or academic achievements. 
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