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What Is Human Resource 
Management?

Learning Objectives

DID YOU KNOW THAT?

• The Chinese and Greeks used employee screening and apprenticeship programs 
in 2000 B.C.

• It is the legal responsibility of the employer to provide a safe and healthy work 
environment.

• The healthcare industry employs more than 3% of the U.S. workforce.
• Employee benefits are considered incentives to recruit and retain employees.
• In 1900, the B.F. Goodrich Company was the first to establish a human resource 

management department.

 ■ Introduction

Human resource management is defined as a system of activities and strategies that 
focus on successfully managing employees at all levels of an organization to achieve 
organizational goals (Byars & Rue, 2006). Employees are the human resources of an 
organization and its most valuable asset. To be successful, an organization must make 

The student will be able to:

• Discuss the history of human resource management.

• Define human resource management.

• Identify four applications of human resource management to healthcare organizations.

• Examine the importance of human resource management to organizations.

• Assess the impact of Frederick W. Taylor on managing employees.

• Analyze the impact of the Hawthorne studies on motivating employees.
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employee productivity a major goal. The level of productivity can vary depending on 
the skill levels the employees demonstrate in their jobs and the satisfaction levels of 
the employees with the organization and their jobs. To develop a high-performance 
and effective workforce, the organization should use human resource management 
input in the following organizational areas:

 1. Establishment of a legal and ethical management system
 2. Job analysis and job design
 3. Recruitment and selection 
 4. Healthcare career opportunities 
 5. Distribution of employee benefits
 6. Employee motivation 
 7. Negotiations with organized labor
 8. Employee terminations 
 9. Determination of emerging and future trends in health care 
 10. Strategic planning

 ■ Major Milestones of Human Resource Management

At what point in history did the concept of human resource management emerge 
(Table 1.1)? During prehistoric times, there existed consistent methods for selection 
of tribal leaders. The practice of safety and health while hunting was passed on from 
generation to generation. From 2000 B.C. to 1500 B.C., the Chinese used employee-
screening techniques, and the Greeks used an apprentice system (History of Human 
Resource Management, 2010). These actions recognized the need to select and train 
individuals for jobs.

During the late 1700s and early 1800s, because of the rapid industrialization of 
Great Britain, the United States evolved from an agricultural nation to an industrial 
nation. British factories were being built, and innovative manufacturing processes 
were being developed. The United States benefitted from this progress as British immi-
grants brought their new knowledge to the United States. Because of this Industrial 
Revolution, there developed a separate class of managers and employees in the factories 
(The Emergence of Modern Industrialism, 2010). Labor unions were established from 
1790 to 1820. These membership labor organizations represented different types of 
skilled employees, such as printers or carpenters, to ensure that these employees were 
treated fairly by management. Labor unions focused on job security, fair wages, and 
shorter working hours for employees (Byars & Rue, 2006). This dramatic change in 
the U.S. economy emphasized the need for a system in the workplace to manage both 
employees and management—the human resources of these new types of organiza-
tions. During this period, labor unions became powerful advocates for employee 

4 CHAPTER 1 What Is Human Resource Management?

© Jones & Bartlett Learning, LLC. NOT FOR SALE OR DISTRIBUTION



Table 1.1 Major Milestones of Human Resource Management Development in the 
United States

2000–1500 B.C. Chinese use employee-screening techniques. 

Greeks use an apprentice system. 

1700 to early 1800 U.S. evolved from agricultural nation to industrial nation.

Great Britain experienced rapid industrialization. 

British immigrants brought industrialization knowledge to the 
U.S. A new U.S. labor system established a division of labor: 
management and employees. 

1790–1820 Labor unions were established to protect employees’ rights.

1900 B.F. Goodrich Company established the fi rst HR department.

1902 National Cash Register established an HR department to 
handle employee issues.

1911 Frederick W. Taylor: Scientifi c management principles 
established differential pay system.

1913 U.S. Department of Labor was established to promote welfare 
of employees. 

1920–1930 Hawthorne studies: Increased productivity by changing the 
physical work environment of the employees.

1935 Social Security Act was passed, which created “old age” 
insurance for those of retirement age. Through payroll taxes, 
employees pay a portion of their wages to contribute to the 
fund.

1938 Fair Labor Standards Act of 1938 established federal 
minimum wage laws.

1960–1980 Equal Pay Act of 1963, Civil Rights Act of 1964, 
Occupational Health and Safety Act of 1970, and Pregnancy 
Discrimination Act of 1978. These Acts focused on employee 
discrimination and safety.

1990 Americans with Disabilities Act of 1990 and Older Workers 
Benefi t Protection Act of 1990 prohibit discrimination against 
disabled workers and workers greater than 40 years of age.

(continues)
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rights, although there were many court skirmishes attempting to mitigate the power 
of unions over the decades.

From 1950 to 1970, union membership represented more than 25% of the U.S. 
workforce. From 1980 to 1999, as the U.S. economy focused less on manufacturing 
and evolved into a service economy, union membership declined (Mathis & Jackson, 
2006). Although union membership has since continued to decline, labor unions can 
be regarded as the predecessors of human resource management departments. The 
goal of both is the equitable treatment of employees by management.

In 1900, the B.F. Goodrich Company pioneered the establishment of an employee 
department to address labor concerns. In 1902, National Cash Register also formed a 
separate department to handle employee issues such as wages and grievances (History 
of Human Resource Management, 2010). More companies eventually followed their 
lead in human resource management.

A labor shortage existed in the early 20th century, thus management focused on 
increasing the productivity of its employees. In 1911, Frederick W. Taylor promoted 
scientific management through four principles:

 1. Evaluate a task by dissecting its components.
 2. Select employees that had the appropriate skills for a task.
 3. Provide workers with incentives and training to do a task.
 4. Use science to plan how workers perform their jobs (Kinicki & Williams, 2008).

Taylor developed a differential pay system that rewarded workers who performed at 
a higher level. This type of human resource management is still used today.

Because of the economic revolution in the United States, a federal agency, the U.S. 
Department of Labor, was established in 1913 by President Taft. Its mission was and 
is to promote the welfare of working people and their work conditions. By the end 
of World War I, the Department of Labor had established policies to ensure that fair 

Table 1.1 (Continued)

2008–2009 Genetic Information Nondiscrimination Act of 2008 and the 
Lilly Ledbetter Fair Pay Act of 2009: Legislation prohibiting 
genetic testing and compensation discrimination.

2010 Patient Protection and Affordable Care Act of 2010 (PPACA): 
Controversial legislation that requires individuals to purchase 
health insurance by 2014. Contested by several states for its 
constitutionality, provisions of the Act will be reviewed by the 
Supreme Court most likely in 2012.
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wages and work conditions existed so that human resources, the employees, were 
treated fairly (Department of Labor, 2010).

In the 1920s, a Harvard research group implemented the “Hawthorne studies,” 
which focused on changing the physical work environments of employees to assess 
any changes in their work habits. The results indicated an increase in productivity, as 
workers believed that management was concerned about their welfare, which improved 
their productivity. Although these experiments were eventually criticized for having a 
poor research design, they illustrated the importance of management treating employ-
ees well as an impetus to improved worker performance (Kinicki & Williams, 2008). 
The Fair Labor Standards Act of 1938, enforced by the U.S. Department of Labor, 
established federal minimum wage standards, child labor laws, and increased wages 
for overtime. Both laws and management theory established the precedent for human 
resource management today.

Recent Milestones of Human Resource Management
During the 1960s and 1970s, legislation such as the Equal Pay Act of 1963, the Civil 
Rights Act of 1964, the Occupational Safety and Health Act of 1970, and the Pregnancy 
Discrimination Act of 1978 required employers to recognize employee rights. During 
the 1980s and 1990s, legislation such as the Americans with Disabilities Act of 1990 
and the Older Workers Benefit Protection Act of 1990 further supported employee 
rights. Recently, legislation such as the Genetic Information Nondiscrimination Act of 
2008 and the Lilly Ledbetter Fair Pay Act of 2009 continued to focus on employment 
discrimination. The Patient Protection and Affordability Act of 2010 goal, although 
controversial, was to increase the number of individuals who will have health care 
insurance.

 ■ The Role of Human Resources in Healthcare 
Organizations

The role of human resource management is that of a partnership between the human 
resources (HR) department and management regardless of the organizational type. Most 
HR departments have similar responsibilities. The HR and management partnership is 
unique in the healthcare industry because many healthcare organizations have a dual 
administrative structure of clinical managers and health services managers that supervise 
two distinct groups of employees with different responsibilities and different training 
needs. For example, clinical managers have training or experience in a specific clinical 
area and, accordingly, have more specific responsibilities than do generalists or health 
services managers. For example, directors of physical therapy are experienced physical 
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therapists, nurse managers have nursing degrees, but most health service managers have 
a bachelor’s degree or master’s degree in health services (BLS, 2011).

According to Zingheim and Schuster (2002), there are steps that an organization 
can take to foster a relationship between the HR department and senior management: 

 1. Treat HR employees as internal consultants to the organization who can provide 
recommendations about employee relations. 

 2. Ensure that management actively collaborates with HR employees, which 
 includes inviting HR management to strategic planning meetings.

 3. Ensure that HR provides extensive training to all employees on a routine basis. 
 4. Both HR and management should participate in an HR audit to assess the state 

of the organization. Turnover rates, incentive plans, diversity rates, and strategic 
planning activities should be continuously reviewed to ensure the organization 
is performing at a high level.

The following sections of this chapter describe specific workplace issues where the role 
of HR management is integrated to ensure that these issues are addressed throughout 
an organization.

Legal, Ethical, and Safety Issues in Health Care
Employees at all levels should have an understanding of basic legal and ethical prin-
ciples that affect the work environment, particularly in the healthcare industry. The 
legal relationship between the organization and the consumer—the healthcare provider 
and the patient—is the foundational relationship of all healthcare activities. Ethical 
behaviors, which are considered actions that are the right thing to do, not simply what 
is required by law, must also be addressed because the healthcare industry is fraught 
with difficult situations that involve ethical dilemmas.

Federal and state laws have been passed and policies have been implemented to 
protect both the healthcare provider and the healthcare consumer. The passage of 
new laws and amendments of older laws reflect needed changes to protect health-
care participants. For example, if research is performed by the organization and its 
employees, training must be implemented to ensure that ethical guidelines are followed 
when performing human research . A recent employee issue is that of workplace bul-
lying, which is common in the healthcare industry. Workplace bullying awareness 
training is needed to address this unethical issue (Minding the Workplace, 2011). 
It is the role of the HR department and management to train employees at all levels 
regarding employment-related legislation. It is also the responsibility of HR and 
management to create an ethical organizational culture by providing ethics training 
and codes of ethics.

Another major employment issue is that of a safe working environment. According 
to the federal Occupational Safety and Health Administration (OSHA), it is the respon-
sibility of the organization to monitor and ensure a safe and healthy work environment 
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for employees (OSHA, 2011). Healthcare employees are exposed to toxic chemicals, 
contaminated blood, bacteria, and radiation. Hospitals, laboratories, physicians’ and 
other healthcare providers’ offices, and skilled nursing facilities require constant sur-
veillance by OSHA to monitor workplace standards. As part of health and safety, the 
Joint Commission (formerly the Joint Commission on Accreditation of Healthcare 
Organizations [JCAHO]), also reviews health and safety standards for both patients 
and employees (Minding the Workplace, 2011). In collaboration with HR depart-
ments, OSHA provides training and educational materials to inform employees about 
the dangers of the workplace.

Job Analysis and Design
When starting or expanding any organization, the first goal is to determine its overall 
mission. If the mission is long-term care, for example, the first major decision is to 
decide how the work or tasks will flow through the organization to accomplish this 
goal. This process also applies to existing healthcare organizations if they decide to 
change their services. For example, healthcare organizations have integrated technol-
ogy into their operations, such as the implementation of electronic patient health 
records. This type of major transition would require a review of the workflow to ensure 
this new activity would be successful. Evaluating the workflow of any organization 
is the first step in job development to produce the desired outputs of an organization. 
The second step in job development is job analysis.

The HR department is responsible for performing job analyses to assess the work-
flow of the organization. Job analysis is a process of determining the different tasks that 
are associated with a specific job (Dessler, 2012). It is the foundation of HR manage-
ment. Job analysis is the tool for organizations to understand what type of staffing and 
training is required to ensure the high performance of employees. Job analysis enables 
the organization to develop job descriptions and specifications to recruit individuals 
that have specific knowledge, skills, and abilities for these jobs. The next step in the 
process of job development is job design.

Job design defines how tasks are performed and the types of tasks that are part 
of a job (Mathis & Jackson, 2006). Job design can be considered a retention strategy 
to encourage employee satisfaction. In health care, job design is less flexible than in 
other industries because many job responsibilities have legal restrictions and standards. 
However, teamwork is commonly used in the healthcare industry and can have some 
flexibility with its structure. Team designs such as functional teams, project teams, 
self-directed teams, task forces, and virtual teams are used in healthcare organiza-
tions. Job design in teams can be an important tool to ensure that teams fulfill their 
designated goals. In addition, job schedule redesign, such as flextime or compressed 
work schedules, may be an incentive for employee satisfaction and motivation (Byars 
& Rue, 2006). Once job analyses and job design are performed, the next step is to 
recruit the best employees for these jobs.
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Recruitment, Selection, and Retention
The HR department is responsible for collaboration with management to ensure that 
the recruitment and selection process is legally defensible, which means the process 
is systematic and fair in order to objectively and fairly recruit and select potential 
employees. A legally defensible process must adhere to legal standards. HR collabo-
rates with management to retain the best employees for the organization. Recruitment 
consists of any activity that focuses on attracting the appropriate candidates to ful-
fill job openings in the organization. Once candidates are identified, the next step 
is the selection process, which identifies the best employees for the organization 
(Noe, Hollenbeck, Gerhart & Wright, 2011). The selection process must abide by 
appropriate legal standards. Once an organization selects the preferred candidate, 
the organization should create a culture to retain its valued employees. Employee 
turnover costs industries millions of dollars annually. Recruitment, selection, and 
retention are very important in the healthcare industry. The nursing profession, often 
considered the backbone of health care, has experienced labor shortages for several 
years. This shortage is expected to continue for several years. There also continues 
to be a shortage of physicians in rural communities and in certain urban areas; thus, 
these two professions are a focus of many recruitment, selection, and retention strate-
gies by HR and management.

Healthcare Career Opportunities
The healthcare industry is one of the largest employers in the United States, employ-
ing more than 3% of the U.S. workforce. There are approximately 200 health 
 occupations and professions and a workforce of more than 14 million healthcare 
workers. Between 2005 and 2030, the 65 years and older demographic will increase 
from 6% to 10% of the total population, which will increase pressure on the health-
care system (National Center for Health Statistics, 2008). Because of the aging of 
our population, the Bureau of Labor Statistics indicates that health care will generate 
more than nearly 4 million new jobs through 2014 (High Growth Industry Profile: 
Health Care, 2007). When we think of healthcare providers, one automatically 
thinks of physicians and nurses. However, the healthcare industry is comprised of 
many different health service professionals. The healthcare industry includes dentists, 
optometrists, psychologists, chiropractors, podiatrists, non-physician  practitioners, 
administrators, and allied health professionals. Allied health professionals are an 
integral component of this industry, as they provide a range of essential healthcare 
services that complement the services provided by physicians and nurses. Allied 
health professionals constitute 60% of the U.S. healthcare workforce (Shi & Singh, 
2008). There are many opportunities for healthcare employees to have a long-term 
career in this industry. An excellent HR department provides career development 
guidance for employees.
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Healthcare Employee Benefits
Employee benefits are a typical responsibility of the HR department. HR personnel edu-
cate employees about employee benefits and administer these benefits  programs. Social 
security, unemployment insurance, workers’ compensation, and unpaid  family and 
medical leave are employee benefits required by law or mandatory benefits. Employee 
voluntary benefits, which are not required by law, such as retirement plans, paid leave, 
and different types of family care can be considered a recruitment tool because they 
can attract qualified candidates (Mathis & Jackson, 2006). Most full-time employees 
expect healthcare benefits, but there are other benefits that are attractive to  employees, 
which motivate them to remain with an organization. Some potential employees may 
sacrifice salary expectations in exchange for benefits such as flexible scheduling, so 
benefits can play a role in attracting the right employees. Offering benefits that are 
attractive to employees may result in lower turnover for the organization.

Motivating Healthcare Employees
The goal of healthcare organizations is to provide the highest quality of patient care. 
The development of incentives such as work–life balance programs and employee career 
programs is an example of how HR can play an integral role in a high-performance 
organization. Nurses, physicians, and other healthcare providers have direct contact 
with patients. However, there are categories of healthcare employees that may provide 
indirect care to patients. Laboratory technologists and technicians or clinical labora-
tory technologists and technicians have a major role in diagnosing disease, assessing 
the impact of interventions, and applying highly technical procedures but may never 
see the patients directly. Regardless of the direct or indirect roles of providing health 
care, employees that are not performing at a high level could risk the lives of patients.

Research on high-performing organizations, including healthcare organizations, 
reveals that employees are motivated to perform well by the quality of the work 
environment including employee empowerment, training and career development 
programs, pay for performance, management transparency, and work–life balance 
philosophy.

Employee development consists of programs that focus on the expansion of an 
employee’s career. Development programs tend to be long term and are awarded to 
employees that the organization believes have potential for promotion. Employee 
 training programs improve an employee’s performance in his or her current job 
(Dessler, 2012). Training can occur before a new employee starts a job or training 
can be given to employees during their tenure. Development and training programs 
can be a source of motivation to employees to improve their performance. Financial 
incentives can also be a source of motivation to improve employee productivity.

Job redesign such as job enlargement, which expands the number of tasks in a job, 
and job enrichment, which increases the responsibilities of a job, are both motivational 
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strategies. Both of these job redesigns provide a sense of employee empowerment 
because the employer is recognizing the ability of the employee to increase his or her 
workload. If an organization provides appropriate individual and group incentives 
to motivate its employees, the employees may be more inclined to remain with the 
organization. It is important to create a culture that values the employees and consid-
ers them assets.

Labor Unions and Health Care
Labor unions are membership labor organizations formed to protect their members’ 
employee rights. Their main goal is to ensure that management treats its employees 
fairly. In the early 1900s, the establishment of unions occurred because of the indus-
trialization of the United States and the consequent unfair treatment of employees 
by management. In 1935, the National Labor Relations Act (NLRA) was passed, 
which protected the right of workers to form unions, defined unfair labor practices, 
and established the National Labor Relations Board, which is responsible for NLRA 
regulatory oversight. It is the only federal union legislation that protects organized 
labor relations (Gentry, 2008). From 1950 to 1970, union membership represented 
more than 25% of the U.S. workforce. During the 1980s and 1990s, as the U.S. 
economy focused less on manufacturing and evolved into a service economy, union 
membership declined (Mathis & Jackson, 2006). However, service industries such 
as health care are being targeted by union organizers because they are an untapped 
source of potential union membership. In 2009, union membership represented 12% 
of all U.S. workers—a decrease from 24% in 1979. However, union membership in 
the healthcare industry is increasing slightly. In 2000, 12.9% of healthcare workers 
were unionized. In 2009, the percentage increased to 13.6% (Davis, 2010). Healthcare 
unions are increasing in strength, particularly in the nursing sector. In 2007, the 
Service Employees International Union (SEIU) created a separate national healthcare 
union, which is the largest healthcare union nationally. SEIU Healthcare represents 
hospital, nursing, long-term care, and many outpatient facilities. Unions representing 
physicians are affiliated with SEIU. The California Nurses Association, the National 
Nurses Organizing Committee, and the United American Nurses merged and created 
National Nurses United (NNU). The NNU is the largest nurses union in the United 
States, representing 150,000 members (Malvey, 2010). HR is responsible for engaging 
in labor negotiations with labor unions.

Terminating Employees
Employment is a legal relationship between an employee and an employer. Both employ-
ers and employees have established rights. Employers must provide a safe working 
environment for their employees. Employees must perform to the best of their ability in 
accordance with their job descriptions and organizational policies or they may risk being 
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terminated or fired from their jobs. If an organization has a legally defensible, quality 
hiring process that provides the best employees for the organization, there should be 
minimal need to terminate many employees. However, in a recent survey of healthcare 
managers, six reasons for healthcare employee termination were noted: (1) poor perfor-
mance, (2) ethical misconduct, (3) excessive absences, (4) poor attitude, (5) personality 
conflicts, and (6) substance abuse (McKinnies, Collins, Collins & Matthews, 2010). 
Termination of an employee is a very difficult process. Rules and regulations are put in 
place to ensure that both sides maintain their rights when an employee is terminated. 
HR is responsible for monitoring an employee termination process.

Current Trends in Health Care
Demographic and Diversity Trends in the Workforce and the Population

Individuals require healthcare services as they age. With the increase in life expectancy 
in the United States, it is projected that an additional 3 million healthcare jobs will 
be created by 2018 to care for this population. There is also an increase in the diver-
sity of the U.S. workforce. The projected 2018 workforce is 79% Caucasian, 12% 
African American, and 9% Asian and other minorities. The number of females in the 
workplace is expected to reach nearly 47% (Noe et al., 2011). In a 2002 report, the 
Institute of Medicine indicated there was a dire need to address the racial and ethnic 
disparities in health services. Research has indicated that there are significant disparities 
of access to health care based on cultural heritage that must be addressed (Andrulis, 
2003). This also influences the diversity of the workforce. It is the responsibility of 
the HR department and management to develop strategies to respect both aspects of 
the diverse healthcare industry.

The United States participates in a global economy. The U.S. economy has become 
borderless as a result of information technology. Competing in a global economy has 
affected the area of human resource management. When companies compete outside 
their domestic borders, issues of cross-cultural awareness are vital to successful pro-
ductivity. Employees must be trained in cross-cultural competencies. Because of the 
shortage of nurses and physicians, foreign healthcare professionals are being hired to 
work in the United States. In addition, the threat of terrorism has increased over the 
past decade. If a company decides to operate internationally, it is its responsibility to 
protect its employees. U.S. citizens are traveling outside the U.S. for medical proce-
dures, which has created a medical tourism industry because the procedures are often 
much less costly overseas. Even with travel costs, international procedures are much 
less expensive than U.S. medical procedures. U.S. healthcare companies such as Aetna 
are also expanding their health insurance services overseas to emerging target markets 
such as India and Brazil’s working middle class (Is the Latin American Health, 2011). 
These trends fall under the purview of human resource management. HR provides 
extensive cross-cultural training to ensure that diversity is respected in the healthcare 
environment.
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Information Technology Impact 

Health or medical informatics is the science of computer application that supports 
clinical and research data in different areas of health care. It is a methodology of 
how the healthcare industry thinks about patients and how treatments are defined 
and evolve. Health information systems are systems that store, transmit, collect, and 
retrieve these data (Anderson, Rice & Kominski, 2007). The goal of health information 
technology (HIT) is to manage health data for use by patients/consumers, insurance 
companies, healthcare providers, healthcare administrators, and any stakeholder that 
has an interest in health care (Goldstein & Blumenthal, 2008).

HIT affects every aspect of the healthcare industry, and all of the  stakeholders 
in the healthcare industry use HIT. Information technology (IT) has had a tremen-
dous impact on the healthcare industry because it enables rapid documentation of 
every transaction. When an industry focuses on saving lives, written documenta-
tion is required to describe this activity. Computerization of documentation has 
increased the efficiency of management of healthcare data. The focus of HIT is the 
national implementation of an electronic patient record. The electronic patient record 
is the foundation of many IT systems because it will enable systems to share patient 
information, which will increase the quality and efficiency of health care. A major 
issue with HIT is sharing and protecting patient information electronically. The HR 
department uses technology for maintaining electronic files about employees. Human 
resource management is responsible for protecting the privacy of both employee and 
patient information.

Teamwork and Accountable Care in Health Care

The Institute of Medicine report To Err Is Human: Building a Safer Health System 
treats the issue of preventable medical errors, which, according to the report, are in part 
the result of poor teamwork implementation. The report further states that effective 
teamwork can increase effective patient care. A model of teamwork in health care is 
the accountable care organization (ACO), which consists of a network of organizations 
and healthcare providers that offer coordinated care. Their accountability is to improve 
clinical outcomes for designated populations. If the outcomes are met or exceeded, 
the group of physicians receives a financial bonus. There may be excessive penalties 
for not reaching the targets. For example, the Medicare Shared Savings Program will 
award ACOs rewards for lower patient care costs (Accountable Care Organizations, 
2011). The model’s assumption is that a group of providers is driven by peer pressure to 
achieve or exceed its stated objectives. Another form of teamwork is interprofessional 
education, which occurs when two or more professionals from different healthcare 
sectors engage in a dialogue so they can learn from each other—promoting interpro-
fessional interaction. Interprofessional education promotes effective collaboration 
during patient care. It is an effective way of providing different perspectives of how 
to care for a patient within a team.
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Pay for Performance

Pay for performance and value-based purchasing are terms that describe healthcare 
payment systems that reward healthcare providers for their efficiency, which is defined 
as providing higher quality care for less cost. They are another form of an account-
able care organization. From a healthcare consumer perspective, the stakeholders 
should hold healthcare providers accountable for both the cost and high quality of 
their care. Because most health care in the United States historically has been provided 
by employers, in value-based purchasing, employers select healthcare plans based on 
demonstrated quality and cost-effectiveness of healthcare delivery (see www.ahrq
.gov). Because of the uniqueness of this concept, human resource management plays 
an active role in training healthcare providers in this type of structure. Regardless of 
the model chosen, human resource management plays an integral role in the training 
of these types of programs.

Nursing Home Trends

In 2001, the Robert Wood Johnson Foundation funded a pilot project developed by 
Dr. Bill Thomas, the Green House Project, which is a unique type of nursing home 
established as a residence that provides services; that is, the concept of being a home 
to the residents rather than an institution at which to receive care. The home is man-
aged by a team of workers who share the care of the residents including cooking and 
housekeeping. The daily staff members are certified nursing assistants. All mandated 
professional personnel such as physicians, nurses, social workers, and dieticians form 
visiting clinical support teams that assess the elders and supervise their care (Kane, 
Lum, Cutler, Degenholtz & Yu, 2007). Human resource management can play an 
active role in training these employees on how to treat their patients in this unique 
type of environment.

Social Media Communication 

Social media is an electronic tool that provides a platform for customer interaction 
to create public awareness of their business. Facebook, Twitter, and YouTube are 
examples of social media. It is used increasingly by healthcare organizations not 
only as a recruiting tool but also as a communications tool for patient engagement, 
employees, and providers. According to a September 2011 employee survey of IT 
professionals, administrators, and physicians, 75% use social media for profes-
sional purposes in their jobs. The Mayo Clinic and the U.S. Department of Veterans 
Affairs are exploring ways to use social media for patient engagement including 
education (Lewis, 2011). Hospitals and academic medical centers are establishing 
more YouTube channels and Twitter accounts nationwide. Physicians use Twitter 
to communicate easily and quickly with other physicians. YouTube provides the 
opportunity to make available brief videos regarding certain points in healthcare 
education.
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Strategic HR Management 
The strategic planning of an organization consists of long-term goal setting to compete 
successfully in an industry (Thompson, Strickland & Gamble, 2006). An action plan 
of how to implement these goals is formulated based on the strengths of the organiza-
tion. The ultimate goal is to maintain a sustainable competitive advantage over the 
organization’s rivals. As part of this strategic planning process, human resource man-
agement plays a role in workforce planning to ensure that there exists the appropriate 
and adequate labor supply both currently and in the future to satisfy these strategic 
goals. HR departments have evolved to play an important role in the strategic plan-
ning of an organization. This is particularly important because of the continued labor 
shortage of nurses in the U.S. healthcare system and the geographic maldistribution 
of physicians who are generalists. Therefore, it may be necessary to develop different 
strategies to ensure that there is an infrastructure to deliver quality healthcare services 
in an organization.

 ■ Conclusion

Managers should be trained in human resource management concepts to be effective 
supervisors and leaders of their employees. This is true in small organizations that do 
not have the complex organizational structure to have a designated HR department. 
Most large organizations have a defined HR department that consists of both gener-
alists and specialists in human resource functions that collaborate with managers to 
ensure they are managing their employees appropriately.

History indicates that human resource management activities were observed as 
early as 2000 B.C. Human resource management can be applied to any activity of a 
healthcare operation. It plays a role in the development of a legal and ethical work-
place environment, provides information about healthcare careers to employees, 
assists with labor union negotiations, is responsible for job analysis and the hiring 
process, manages employee benefits, and provides input on employee performance. 
In addition, human resource management plays a role in emerging and future trends 
in health care and plays an integral role in strategic management including work-
force planning.

 ■ Vocabulary
Accountable care organization
Allied health professionals 
Efficiency
Employee benefits
Employee development

Employee training
Frederick W. Taylor
Global economy
Green House Project
Hawthorne studies

16 CHAPTER 1 What Is Human Resource Management?

© Jones & Bartlett Learning, LLC. NOT FOR SALE OR DISTRIBUTION



Health informatics
Health information systems
Health information technology
Human resource management
Industrial Revolution
Interprofessional education
Job analysis
Job design
Job enrichment
Job redesign
Job schedule redesign
Joint Commission
Labor unions
Legally defensible

Mandatory benefits
Medical informatics
Medical tourism
Occupational Safety and Health 

Administration
Pay for performance
Recruitment
Selection
Social media
Strategic planning
Team designs
U.S. Department of Labor
Value-based purchasing
Voluntary benefits

 ■ References
Accountable Care Organizations: Improving care coordination for people with Medicare. Available at:  

http://www.healthcare.gov/news/factsheets/2011/03/accountablecare03312011a.html. Accessed 
December 2, 2011.

Anderson, R., Rice, T. & Kominski, G. (2007). Changing the U.S. Health Care System. San Francisco, 
CA: Jossey-Bass.

Andrulis, D. (2003). Reducing racial and ethnic disparities in disease management to improve health 
outcomes. Practical Disease Management, 11(12):789–800. 

Bureau of Labor Statistics (2011). Medical and health services managers. Available at: http://www.bls
.gov/oco/ocos014.htm. Accessed December 2, 2011. 

Byars, L. & Rue, L. (2006). Human Resource Management (eighth ed.). New York, NY: McGraw-Hill/
Irwin, pp. 371–383.

Davis, C. (2010). Union membership grows among healthcare workers. Available at: http://www
.fiercehealthcare.com/node/39662. Accessed October 30, 2010.

Department of Labor (2010). Chapter 1: Start Up of the Department. Available at: http://www.dol.gov/
oasam/programs/history/dolchp01.htm. Accessed October 24, 2010.

Dessler, G. (2012). Fundamentals of Human Resource Management. Upper Saddle River, NJ: Prentice 
Hall, pp. 404–419.

Gentry, W. (2008). Health safety and preparedness. In Fried, B. & Fottler, M., eds. Human Resources 
in Healthcare. Chicago, IL: Health Administration Press, pp. 347–391.

Goldstein, M. & Blumenthal, D. (2008). Building an information technology infrastructure. Journal of 
Law Medicine & Ethics, 36(4):709–15.

High growth industry profile: Health care (2007). Available at: http://www.doleta.gov/BRG/Indprof/
Healthcare_profile.cfm. Accessed December 2, 2011. 

History of Human Resource Management (2010). Available at: http://buzzle.com/articles/history-of-
human-resource-management.html. Accessed October 24, 2010.

Is the Latin American Health Insurance Market in Good Shape? (2011). Available at: http://www
. globalsurance.com/blog/category/international-healthcare. Accessed December 2, 2011.

 References 17

© Jones & Bartlett Learning, LLC. NOT FOR SALE OR DISTRIBUTION



Kane, R., Lum, T., Cutler, L., Degenholtz, H. & Yu, T. (2007). Resident outcomes in small house nurs-
ing homes: A longitudinal evaluation of the initial Green House program. Journal of Geriatrics 
Society, 55(6):832–839. 

Kinicki, A. & Willliams, B. (2008). Management: A Practical Introduction (3rd ed.). New York, NY: 
McGraw-Hill/Irwin, pp. 42–45. 

Lewis, N. (2011). Most Health ITs Use Social Media. Available at: http://www.informationweek.com/
news/healthcare/mobile-wireless/231601331. Accessed December 2, 2011. 

Malvey, D. (2010). Unionization in healthcare: Background and trends. Journal of Healthcare 
Management, 55(3):154–157.

Mathis, R. & Jackson, J. (2006). Human Resource Management (11th ed.). Mason, OH: Thomson/
Southwestern, pp. 524–565. 

McKinnies, R., Collins, S., Collins, K. & Matthews, E. (2010). Lack of performance: The top reasons for 
terminating healthcare employees. Journal of Radiology Management, 32(3):44–47.

Minding the Workplace (2011). Available at: http://neworkplace.wordpress.com/2009/12/15/workplace-
bullying-in-healthcare. Accessed June 10, 2011.

National Center for Health Statistics (2008). Health, United States, 2008, with Chartbook. Washington, 
DC: U.S. Government Printing Office. Available at: http://www.cdc.gov/nchs/data/hus/hus08.pdf. 
Accessed December 5, 2008.

Noe, R., Hollenbeck, J., Gerhart, B. & Wright, P. (20011). Fundamentals of Human Resource Management 
(4th ed.). New York, NY: McGraw-Hill/Irwin, pp. 30–31.

OSHA (2011). FAQ. Available at: http://www.osha.gov/OSHA_FAQs.html. Accessed June 2, 2011.
The Emergence of Modern Industrialism (2010). Available at: http://www.industrial-revolution.us. 

Accessed October 24, 2010.
Shi, L. & Singh, D. (2008). An Introduction to Health Care in America: A Systems Approach. Sudbury, 

MA: Jones and Bartlett Publishers. 
Thompson, A., Strickland, A. & Gamble, J. (2010). Crafting & Executing Strategy: The Quest for 

Competitive Advantage. Boston, MA: McGraw-Hill/Irwin, pp. 1–15.
Zingheim, P. & Schuster, J. (2002). Creating a Workplace Business Brand. Available at: http://www

.hr.com/hrcom. Accessed September 20, 2011.

18 CHAPTER 1 What Is Human Resource Management?

© Jones & Bartlett Learning, LLC. NOT FOR SALE OR DISTRIBUTION



STUDENT WORKBOOK ACTIVITY 1.1

Complete the following case scenarios based on the information provided in this 
chapter. Your answer must be in your own words.

Real-Life Applications: Case Scenario 1
Your friend knows that you are interested in becoming an HR manager for a health-
care organization. She has heard the term human resources many times but does not 
really understand how it developed as part of an organization.

Activity
You provide an early history of human resource management including the contribu-
tions of Frederick W. Taylor and the Hawthorne studies. Apply these contributions 
to the healthcare industry.

Responses
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Real-Life Applications: Case Scenario 2
You understand that federal agencies often are responsible for monitoring and enforc-
ing regulations in organizations. 

Activity
You perform research to assess the roles of the Occupational Safety and Health 
Administration and the U.S. Department of Labor in monitoring the treatment of 
employees in healthcare organizations.

Responses
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Real-Life Applications: Case Scenario 3
You have decided that you are interested in human resource management as a career. 
You are not sure what types of HR activities are of interest to you. 

Activity
To understand your choices, you list five HR activities that are used in a successful 
organization. Apply this to healthcare industries.

Responses

 

 

 

 

 Student Workbook Activity 21

© Jones & Bartlett Learning, LLC. NOT FOR SALE OR DISTRIBUTION



 

 

 

 

 

 

 

 

 

 

 

 

Real-Life Applications: Case Scenario 4
Two trends affect how the healthcare industry operates.

Activity
Discuss the impact of the globalization of the economy and demographic and diversity 
trends on the healthcare industry.

Responses
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STUDENT WORKBOOK ACTIVITY 1.2

In Your Own Words
Based on this chapter, please provide an explanation of the following terms in your 
own words as they apply to human resource management. Do not recite the text.

Job analysis:
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Industrial Revolution:

 

 

 

Employee training:

 

 

 

Employee development:

 

 

 

Health information technology:

 

 

 

Job schedule redesign:
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Frederick W. Taylor:

 

 

 

Hawthorne studies:

 

 

 

Recruitment:

 

 

 

Labor unions:

 

 

 

STUDENT WORKBOOK ACTIVITY 1.3

Internet Exercises
Write your answers in the spaces provided.

• Visit each of the websites that are listed in the text that follows.
• Name the organization.
• Locate its mission statement on its website.
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• Provide a brief overview of the activities of the organization. 
• Apply this organization to the chapter information.

Websites
http://www.osha.gov

Organization name:

 

Mission statement:

 

 

 

Overview of activities:

 

 

 

Application to chapter information:

 

 

 

http://www.dol.gov 

Organization name:
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Mission statement:

 

 

 

Overview of activities:

 

 

 

Application to chapter information:

 

 

 

http://www.jointcommission.org

Organization name:

 

Mission statement:
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Overview of activities: 

 

 

 

Application to chapter information:

 

 

 

http://www.medicaltourism.com

Organization name:

 

Mission statement:

 

 

 

Overview of activities: 
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Application to chapter information:

 

 

 

http://www.shrm.org

Organization name:

 

Mission statement:

 

 

 

Overview of activities: 

 

 

 

Application to chapter information:
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http://www.fiercehealthcare.com

Organization name:

 

Mission statement:

 

 

 

Overview of activities: 

 

 

 

Application to chapter information:

 

 

 

STUDENT ACTIVITY 1.4: DISCUSSION BOARDS FOR 
ONLINE, HYBRID, AND TRADITIONAL ONGROUND 
CLASSES
Discussion Board Guidelines
The discussion board is used in online and web-enhanced courses in place of class-
room lectures and discussion. The board can also be used as an enhancement to tradi-
tional onground classes. The discussion board is the way in which the students “link 
together” as a class. The following are guidelines to help focus on the discussion topic 
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and to define the roles and responsibilities of the discussion coordinator and other 
members of the class. The educator will be the discussion moderator for this course. 

 1. The educator will post the discussion topic and directions for the upcoming 
week. These postings should all be responses to the original topic or responses 
to other students’ responses. When people respond to what someone else has 
posted, they should start the posting with the person’s name so it is clear which 
message they are responding to. A response such as “Yes” or “I agree” does 
not count for credit. Your responses must be in your own words. You cannot 
copy and paste from the text.

 2. Postings (especially responses) should include enough information so the mes-
sage is clear but should not be so long that it becomes difficult to follow. 
Remember, this is like talking to someone in a classroom setting. The postings 
should reflect the content of the text or other assignments. If you retrieve in-
formation from the Internet, the hyperlink must be cited.

 3. Students should check the discussion daily to see if new information has been 
posted that requires their attention and response.

Good discussion will often include different points of view. Students should feel free 
to disagree or “challenge” others to support their positions or ideas. All discussions 
must be handled in a respectful manner. The following are discussion boards for this 
chapter.

Discussion Boards 
 1. Define human resource management. Based on your experience, how do you 

think human resource management has played a role in your workplace?
 2. Why is it important for employees to be familiar with legal and ethical issues 

in the healthcare workplace? Review Table 1.1. Which laws do you believe are 
the most important? Defend your answer.

 3. What is the role of the Joint Commission in health care? 
 4. What is the importance of training employees? What type of training have you 

received as an employee? Was it successful? Have you ever trained another 
employee?

Be specific. 
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