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"sound personnel pol ic ies  a re  the  foundation of good empl#~ree 

relations". 
1 

In developing good employee re la t ions ,  personnel management must 

undertake t o  perform tasks that w i l l  assist both th& i n s t i t u t i o n  and the  

employee to be t t e r  meet the needs of the people and the community served, 

In meeting the goals of the ins t i tu t ion ,  those responsible a re  

charged with administering the resources t o  meet the  needs of the 

community and the public it serves. Health f a c i l i t i e s  have varied 

responsibi l i t ies ;  Imbvidual hospi ta ls  have chosen a par t icular  

geographic area o r  cer ta in  types of i l l n e s s  a s  t h e i r  area ef  concern, 

While the goals of the hospi ta l  o r  the  heal th  i n s t i t u t i ons  may vary in 

nature, there af-e many common techniques t ha t  can be applied. These 

techniques have been developed over the  years by progressive companies and 

ins t i tu t ions .  Personnel management has evolved so that i n  many 

in s t i t u t i ons  there  i s  a formalized personnel department that does the 

recruit ing,  job evaluation, wage-salary administration and performs 

other personnel services required by the whole ins t i tu t ion .  

./. . 
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Personnel management does not stop in the personnel department. It 

can act as a stimulating, positive force to ensure that those working in 

the institution grow in accordance with their abilities and are happy on 

their job. It is this facet of personnel management that will be 

developed in this paper. 

As hospitals are most concerned with patients as individuals, so 

too must they be concerned with the individuality of those working within 

the institution. It is only with satisfied personnel that we can create 

and maintain what we would like to have - a hospital of high technical 
and professional cali,bx.e, -? oyiented-in to the highest level Of Individunllzed 

patient care. 

Each person working in the hospital differs in the amount of educati~ 

he has received, his ghysical abili'ties, and his emotional responses and 

social groupings. Eve& p&son has &iff erent interests, background and 

training, and as a result applies himself to the work situation in a 

different manner. These differences need to be recognized so that the 

individual can be better understood. No two people d l 1  necessarily 

react in the same way to the same set of circumstances. It is only by 

recogrution and acceptance of kndividual differences that we can stimulate 

employees as individuals. 

A happy employee is one who is motivated to do his job well. In an 

effort to establish an~environment which will stimulate the individual 

and meet the goals of the service, theee are-tecbiQues and knowledge which 

can be used. l3-i ru32hg *is information and these 1techniqges, r u e  rshould 

remenhber-the growth of *:ihiiividua;l so that he w: make,tbe mo& of his 

ael'ities &be; -%br wcmb of a better term, a strtisfied eIngI,qe, 

~otivation is concerned with attithes. One codd say tna% w l t h  

proper motivation the individual will glve more of himsel'f Yd usual, 

and may even sXcrlfice some of u s  personal satisfaction $id -Wt %he 

institution can meet its pals. People do not heW&l$ likkf to work 

between helve at night ahd 'eight fi the mnklg. ~ e *  like .tb get up 
at six in the morning to be bn 'the Job a% seved. 



In motivating the individual to do his job well, and be happy doing 

it, there must be a goal. This may be to  do a job i n  a better way; it 

may be to re f l ec t  a positive at t l tude i n  tine individual 's relationship 

with the patient; it may be to  acquire mre  information. The effect  

of motivating the individual is to release an additional amunt of 

energy, which is directed towards the achievement of the goal. 

This energy or drive '&at the individual is re leas iw requime that 

the proper Cools be provided s o  tha t  the Job can be done properly. To 

ask and t o  motivate people to work i n  a 8iflicul-c situation without 

offering support'would be to negate the effect of motivation. How do 

we motivate? Tnere are two dis t inc t  areas df motivation, one is job 

satisfaction and the second is financial. This paper will not deal 

with the financial factors except to say that financial factors i n  

themselves do- not always create continuing motivation. 

Some of the non-finatncial areas which w i l l  motivate and a t  the same 

time create an environment fo r  personal @opzttr and employee satis4sotion 

secwity,  opportunity f o r  advancement, reaognition fo r  the job 

being perforwd well and respect as a person, If the individual f ee l s  

secure because he has been ta-ught to  do his particular work w e l l  and 

understands its relationship t o  the goals of the institution, reany of 

his fears  wi l l  disappear. Being asked to do somethm and not lmowing 

how, creates a real  sense of insecurity. 

The possibilityJBr advancement should be recognized as a war step 

in the development of a sa t i s f ied  employee. Someone who is doing a job 

well and has the aapacify fo r  further development should be given the 

opportunity to  acquire the technical knowledge and s k i l l s  to pogress.  

Where progress i s  eliminated from an employee's future, the employee 

w i l l  consider himself i n  a dead end job and i n  many instances develop 

frustrations and a chip en his shoulder. It is important to recognize, 

however, tha t  many people w i l l  find a level which sa t ief ies  t h e m  beaause 

they Peel they are  work- t o  the best of the i r  abi l i ty.  To force suah 

people to advance would create a d i f f iou l t  Wblem fo r  them. men to  

those who do not wish to  advance, the f a c t  Wat We opporhmity f o r  

promotion is available to those who wish to advance w i l l  a c t  as a 

motLvating factor  for  them and perrnit the continuation of a high 

leva1 of performance. 
./. . 



Recognition of the person as an individual and as a valued member of 

the health team is important. No matter what W s  person does, he 

would not be doing it unless it is part of the activities necessary f r r ~  

patient care. Each member, each employee, should be recognized for the 

job that he is duing. This reco'gnition may take many forms but the 

individual supervisor, the department head, must recognize arPd evidence 

the importance of the individual if we are to have a satisfied and happy 

team. 

The best employee is one who respects himself, who has confidence 

in his ability and who understands his role in the team. To achieve 

self-respect one must be respected and one must have the respect of 

others. If respect is not offered to each member of the team, no 

mattec what his job, then the'individual may lose his self-respect and 

feel as if he has no personal worth. He may then hecome a mechanical 

wmker: that ie a person who i$ not motivated and who will not have 

satisfaction oq the job. 

In preparing for writing this paper, a numbep of common comnts 

made by many people who haee written in this' field have been considered. 

The writer thinks that one of h e  most important is the desire of the 

individual for commendation. Along with commendation, the writer thinks 

that people expect to be criticized when they Are not performing their 

tasks properly. Commendations and reprlmdds dhbuld always be based upon 

hfomation that is faotual, acc7ately observed and prefereably recorded. 

Criticism should never be made in public. This would result in the 

development of an antagonistic attitude in the person concerned, because his 

self-respect has been atthched. Criticism made privately and discuss& 

thoroughly has a much better chance of havlng a positive effect. 

When a person's performance is criticized one should discuss not only 

the particular incident but the work hlstory of the individual. One 

should endeavour to point out the more desirable qualities and activities 

of the individual, as well as where the person's performance has been 

weak. In this w w  one can help the person to understand how he can 

improve. Ope should endeavour to have the employee upderstand why he 

is being; reprimanded and very often a series of questions directed to the 

employee will permit him to understand where he has made mistake&. 

./. . 



When one gives commendation or  praise, it should be based upon the 

actual performance of 'the Individual or the demonstration of superior 

a b i l i t y  a t  a particular tlme. The average individual can see through 

the person who offers  praise too frequently. It should be understood 

that comerrdation is  given when plerited and is not l ike  a mutine "good 

morning" greeting. Commendation should be based on an individual's 

ac t iv i t ies ,  on improvement of h i s  work, or -pr~sentied.;as group 

commendation when it is  a group adtivity.  

A l l  employees l ike  to  know of their progress and each employee should 

be assessed and have h i s  assessment discussed with him by the supervisor 

a t  l e a s t  twioe a year. This w i l l  permit the employee t o  know where he 

stands and i n  t h i s  way be t te r  understand his role, and h i s  ac t iv i t ies .  

Periodic meetings t o  explain changes within the organization slzould be 

undertakenor the individual w i l l  not know how to  f i t  in to  the changed 

circumstanres. 

Every employee should be given a chance f o r  elf-expression. In 

meetings there should be two-way expression of ideas and tho~.@ts. It is  

not enough t o  merely allow expression, employees need t o  f e e l  tha* t he i r  

opinions w i l l  be considered i n  deciaion making. It should be c lear ly  

understood by employees tha t  f i n a l  decisions must be made by management. 

Supervisors should help employees t o  understand the why of the decision 

and the i r  ro le  in  ass is t ing  t o  meet the goals. 

We should always allow f o r  a reasonable amount of self-determination 

because, i f  we eliminate t h i s  opportunity, once again we w i l l  be creating 

amechanlcal worker who w i l l  not be able t o  develop beyond the small l imit8 

of his job. One of the greatest  difficulties in creating a sa t i s f ied  

employee i s  too much close supervision. Working w i t h  supervision of work 

continuously and exoeaslvely creates an environment wh;Lbh w i l l  keep an 

employee i n  a constant s t a t e  of fear and create tension which w l l l  a f fec t  

his a b i l i t y  t o  do the job properly. 

Technology is changing very quickly and the opportunity t o  acqirlre 

both knowledge and techniques to do a be t t e r  Job is v i ta l .  Continuoue 

education, to  meet the needs of the ins t i tu t ion ,  as they are being 

established, and t o  upgrade the employee's a b i l i t y  t o  do his job, ,must 

be established within the ins t i tu t ion  and extra-murally, 

./. . 
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