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ABSTRACT

Human Resources tocus on the relationship between the importance ol innovation for

organizations and their human resources policy. Drawing on survey lindings, we examine

the coherence of organizations' utilization ot HR cecruitment. training and performance
management policies to support and enhance firms' innovation performance. Through a

Soci‘1|-p<\'cholomcnl perspective,  we situate our findings i two diverse arcas:  the

chological literature, exploring the measurement of innovation, and sccond, with regard

psyc
to the internal (with each other) and external (with broader organizational objectives)
integration of distinct HR policy clements. Our surveyed organizations indicate that, whilst

attaching importance to innovation, they fail to LOI\\l\thﬂ\' translate this importance into
coherent HR policies. Typically, HR policy rews arded non-managerial employees for
innovation, whilst managerial staft were expected to do so as a matter of course. This
inconsistency 1s one source of resistance which blocks the generation of new ideas, and their

implementation, organization-wide.

The importance of human resources management (HRM) to the success or failure of health
system performance has, until recently, been generally overlooked. In recent years it has
been increasingly recognised that getting HR policy and management "right" has to be at the
core of any sustainable solution to health system performance. In comparison to the
evidence base on health care reform-related issues of health system finance and appropriate
purchaser/provider incentive structures, there is very limited information on the HRM

dimension or its impact.

Despite the limited, but growing, evidence base on the impact of HRM on organisational
performance in other sectors, there have been relatively few attempts to assess th
J Al N (¥

implications of this evidence for the health sector. This paper examines this broad
X¢ s t roader

evider
1ce base on HRM in other sectors and examines some of the underlying issues related
ssues relate

to "good" HRM in the health sector.
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CONCLUSION

ive. the present chapter makes : .
Jbove Im.\pull\t- | I oo attempt to draw some conclusions.
ore that the investigalor 1s Conscious of the Tmitations of the study and the
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examines the readiness for employce empowcerment in six aspects, namely effective

alue of people, Clarity , Concept about power, Information and Learning,

N
. Y
he Stud)

‘1--:'.:micalion. \Y%
rusal of data pertaining (o comb
own ward communication flow, which is a prerequisite for

ination makes us to conclude that the Executives have

8

) to the effective d

:—N\\'em]ent.
4 regard to value of people, the analysis leads to the conclusion that the Exccutives give a

alue to the Human Resources in the Organization. However, in respect of concept

~sonable Vv

hout power, they are somewhat agree
h lower rungs is concerned, they are very positive.

d to share the power.

s far as information sharing wit
sion with regards to learning opportunities, which
sufficient learning opportunitics

One significant conclu is a basic for

=oowerment, is that the executives are favorable and feel that

“oild be there for the rank & file.




