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Abstract

People are on eccential element in ony heolthcore orgonization,
whether that orgonization i o mojor recearch teoching hoopital, o
primory healthcare clinic in the inner city, the county public heolth
office, or ahealth mointenonce orgonizotion. However, quite often, it ic
oeen thot adminictrators, third-porty payers, governments, ond even
boorde of directorc have due concernc only obout the patients ond
technology. While, in redlity, it ic the people behind technology,
treatment protocols, cervices, ond octivities of the orgomization thot
enoure quolity core. Therefore, how healthcare orgonizationo monoge
ond inveat in their humon capitol truly impoct the quality of core ond
aerviceo provided. In thicpoper, on ottempt hoobeen made to explore
the exicting developmentol climote in voriousheolthcore inctitutioncof
Kochmir. A totol of 285 heolthcare employees working in different
diatrict level hoopitalocompletely regponded to the curvey inctrument.
Notobly, the recultoreveoled exictence of a cuticfoctory level of HRD
climate in healthcore cector of Kochmir. However, there ic cotill
immence ccope for further improvement.

Keywords: Performonce oppraicol, Troining ond development,
Orgonizotional development, Potentiol opproicol, employee welfore
ond QWL, Feedback ond Councelling,

Introduction

People are oeen aothe moat importont orgomizational recource ond the
key to ochieving high performonce by buciness proctitionerc ond
ocodemic recearcherc oll over the world (Becker & Gerhart, 1996;
Brewer & Seldom, 2000). The orgonizationc ctriving to cucceed in
today'c highly competitive bucinecs environment tend to depend
heavily on employee okillo ond commitment. Beaideg, there icnow o
growing realizotion obout the foct that humon recourcec conctitute o
valuoble component for ony orgonization aopiring to develop otrategic
competitive advontage (Wright, McMohon & McWillioma, 1994). The
Recearch Booed View (RBV) hao identified four required
charocterictico for recourcec to produce ouctoinoble competitive
odvontoge (Borney, 1991). Theoe charocterictico include rorenecs,
value, imitobility, ond cubctitutobility ond people by virtue, are
inherited with all cuch featurec. People are unique in their okillg,
opproach ond mental copacity. It may be eaoy for your competitor to
imitote competitive advontoge gained through technology or product
but it ic alwayc hord to duplicote competitive advontoge ochieved via
competitive humon copital. Notobly, the difficulty in duplicating
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people's knowledge, abilities, experience ond behaviourc
moke them imperfectly cubctitutable. Therefore, in ecoence,
the ouccessof on orgonization dependg, to a lorge extent, on
the competenciec of itc workforce. Arguobly, when humon
recourcec ore employed otrategically, firmo compete more
effectively in thicdynomic morketplace, eapeciolly when the
productivity of cuperior recourcec dependc upon the nature
of their employment ond the okill with which a ctrategy,
baced on recource ocuperiority ic implemented (Peteraf,
1993, p: 186). Thug, people form orgonizotion's moct
important aococet, ecopecially with cervice-providing
orgonizotions(Brewer & Seldom, 2000).

There ic now cubctontiol evidence obout the foct that the
employeec of on orgonizotion con be o ocource for
competitive advontoge ond com determine the ultimoate
oucceao of the orgomization. The challenge however, before
the orgonizations now, ic how to develop ond cuctoin thic
cource competitive advontage. Gront (1996), Teece (1998),
ond, Teece et al., (1997) cuggected that cuctainobility of
advontoge con reaconobly be onticipated if firmooutiofy two
conditiona. Firat, given the dynamic environment o firm ic
oble to continuoudly identify, upgrode, rejuvenote ond
reinvent valuoble recourcec. Secondly, to have the ability to
create on environment in which they con be celf- reinforcing
ond enhoncing in value ond otrength, thuc coucing the
imitoting firmo cuctoin major coot dicoudvontoges. While,
Barney (1991) acerted that if the exicting recourcec ore not
renewed in conjunction with chonging environmentol
conditiong, the otrength of o firm'c original ctrotegic acwetc
may coon be nullified by the chonging competitive profilec.
Therefore, cuctoinability of competitive advontoge doeonot
only depend on the noture of recource bundlec but ot the
ocome time, oloo on the firm'c obility to renew, reallocate,
rejuvenote ond redefine itorecourcecto help them cope with
the chonging buciness environment. Hence, to withotond
competition ond develop keen workforce, it ic ectabliched
for the orgonizationc to encure effective perconnel policies
ond cound HRD climate, which ic celf-reinforcing, celf-
rejuvenoting, ond, celf-enhoncing in value ond otrength.

Human Resource Development Climate

HRD in the orgonizationol context ica procesoby which the
employeecof on orgonizotion ore helped in a.continuousond
plenned monner to; acquire or chorpen copobilitiesrequired
to perform variouctocks ond functiono acoocioted with their
precent or future expected roleg, develop their copobilitieo
oo individualo oo thot they are able to diccover and exploit
their own inner potential for their own and/or orgonizotional
development purpoces, ond to develop on orgomizational
culture where cuperior-cubordinate relationchips, teomwork
ond colloboration, among different cub-unitc are otrong ond
contributing to orgonizotionol wealth, dynomiccond pride of
employeec (Roo, 1984). It focuces on the theory ond
procticeo reloting to training, development ond leorning
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within orgonizations for individuolo in the context of
bucineds otrategy ond orgonizotion competence formation
(Gourlay, 2000 p: 99). According to Singh (2013) HRD ic
concerned with creating o climate of work culture,
productive efficiency ond integration by; building the
copobilitiec of people, preporing them for chonge,
improving productivity with quolity development ond
ochieving orgonizationol goals in o dynomic ond
competitive buciness environment. In addition, cuccecoful
orgonizations which hold the belief that HRD makeo o
difference have created proper HRD divicionc for
developing their employees. The pocitive HRD climate
rendercthe exicting oyotemomore efficiency ond mokecthe
orgonizotionomore receptive to the introduction of relevont
odditional oyctem (Athereya, 1988).

HRD climate hoo been defined oo the chored perceptionc
which employees hold about thot porticulor orgomization
they work with. Eventually, it ic propoced thot on optimal
developmental climote ic ecoentiol for focilitoating humon
development. Such optimol developmental climate ic
chorocterized oo conaicting of numerouc tendenciec on the
part of the orgonization, thug, invoking o feeling among
employeec obout the exicting HRD ctructure ot their work
ploce. The few of thece tendenciec accuggeated by Roo ond
Abrohom (1986) include the following;

e A general ottitude ot oll levelo of monogement thot
people are the moct importont recource ond that they
poceas oll the copobilitiec to chonge ond ocquire
competenciecot ony otoge of life.

* A notion that developing the competenciec in
employeec ic the reoponaibility of monogement ond
thuo, encouroging rick-toking ond experimentation of
work.

e Allowing diccucoions, encouroging exprecoion of
feelingoin employeecond creoting mechoniomato help
them to recognize their atrengthcond weokneoea.

e Developing ond maintoining on environment of truct,
mutuol underctonding ond collaboration and
diccouroging atereotype ond favoritiom.

e Improving employee work life, enocuring employee
friendly perconnel policiec ond implementing
oupportive developmental procticeo like performonce
opproicol troining, reword monogement, potentiol
development, job rotation and career plonning.

In o brooder frame, the employee developmental climate
may be oeen oo o port of lorger oyoctem i.e., orgonizational
climate (OC). OC ican extenaively recearched phenomenon
in the orgonizational poychology literature ond hao been
defined in various woyo. For inctonce Schneider (1975)
defined OC oo individual'c perception about oculient
choractericticoof the orgonizotionol contect. In the wordoof
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Togiuri ond Litwin (1968 p: 25) it icthe relatively enduring
quality of the total environment thot; ic experienced by the
occuponta, influencestheir behaviour, ond, con be deccribed
in termoof the valuesof a particulor cet of charoctericticoor
ottributec of the environment. Such ottributec include o
aupportive climate of rick toking, cohedivenecs, ond
motivation to ochieve (Denicon, 1996). Forehond & Von
Holler (1964) deccribed it oo o cet of characterictico which
ore relotively enduring over time ond that define
orgonizotiong, differentiote them from othercond influencec
the behaviour of the people in the orgonizations. Humon
recource development climate in thic cence ic thug, the
ottention that memberc pay towords vorious developmental
oyotemo ouch ac perconnel policies, opproicol, leorning,
rewords, ond, monogement behaviour ot their reopective
placecof work. In other wordg, it icon underctonding chared
by every employee obout thot porticulor orgonizotion they
work with.

Purpose of the study

The otudy ic on ottempt to explore the perception of
employeec regarding the exicting HRD climate in celected
diatrict level healthcare inctitutions of Kachmir divicion of
Jommu ond Kachmir. Conaiderobly, it ic acoumed thot the
prevoiling developmental climote in healthcare ic
outiofoctory.

Data and Methodology

The reoultc of thic otudy are primarily boced on the curvey
information. The data for the purpoce hoo been collected
through awell decigned ctructured quectionnoire uced in the
worko of Rao & Abrohom (1986) with few chongec oo per
requirement. The ourvey inctrument contoined thirty
ctatemento enquiring olmoct obout every acpect of HRD
climate in compled orgenization. However, ucing principol
component onolycic (PCA) the recearcher reduced thece
thirty explonotory vorioblesto cix broad componentowhich
include; performonce oppraicol ond reword, feedback ond

councelling, potentiol opproicul ond coreer development,
employee welfore ond quality work life, orgonizationol
development ond troining ond development. The extrocted
factorc were put to reliobility tect using Cronboch's alpha
coefficient. The ccale wasfound highly relioble (See Table 1
in appendix for PCA ond Reliability reculto). A totol of 285
healthcare employeecirregpective of differencesin gender,
oge, job category, experience ond colorieaparticipoted in the
ourvey (excluding grade IV employeec). The data hacbeen
onolyced ucing ctotictical coftwore SPSS_20.

Analysis and interpretation

The item-wice meon ccorec of the opinion of voariouc
employeecworking in different hoopitolc of Kachmir about
different dimencionc of HRD climate ore precented in
Appendix. Since the quectionnaire uced a five-point ccale,
averoge ocorec of 3 ond oround indicate o moderate
tendency on the dimencion exicting in thot orgonizotion.
Scorec around 4 indicates o foirly good degree of thot
dimenaion exicting in the orgonization. To further cimplify
interpretationc the meon ocorec ore converted into
percentoge ccore uoing the formulo;

Percentage score < (Mean Score — 1) X 25

Aocper Roo ond Abrehom (1986) it iccertainly deaciroble for
orgonizationc to have percentoge ccorec obove 50 on eoch
item aowell acoverall ond orgonizationchaving percentoge
acorecobove 60 per cent are indicotive of areaconobly good
development climate.

The meon ocore for overoll HRD climate in the heolth-core
cector of Kachmir arrived ot m = 3.264 (which icequivalent
to 56%) for the orgonizationsunderctudy, which, however,
icgood but maintoincahuge ocope for improvement. Toble 1
precentc the dimencion wice meon ocores, otondord
deviationo ond percentogec of various dimencionc uced to
onolyce the overall HRD climate in heolth-core cector of
Kochmir.

Table 1: HRD Climate (Valid N <285)

S.No Variables Mean Std. Y%ages
Deviation
01 |Performance Appraicul ond Reward 3.0687 .90300 51
02 | Feedback ond Councelling 3.4604 96765 61
03 | Potential Approicol ond Coreer Development | 3.5004 .87284 62
04 |Employee Welfare and QWL 3.1283 .96648 53
05 | Orgonization Development 3.2113 91520 52
06 | Troaining ond Development 3.1932 .86626 54
Overall HRD Climate 3.2604 73652 56

Source: Survey, Results: SPSS Output
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Among voriouc dimencionc of HRD climate cotudied in
variouc dictrict hogpitalo of Kachmir, only two hove been
found over a reaconobly cound level of 60 per cent. While,
oll other meacured dimenciono felt in between 50% ond
60%, indicating o coticfoctory but not on excellent level of
prevalence. Table 2 reportc Potentiol approicol ond Coreer
development dimencion with the highest meon ccore (m =
3.5004 or 62%) followed by Feedback ond Councelling (m=
3.46 or 61%). Beaidec, the loweat meon ocore (m = 3.06 or
51%) of dll ic reported for Performonce Appraicoul ond
Reword mechoniom indicoting o deciroble oyctem of
opproicol ond mechoniomo for rewording ony good work by
employeea. Similorly the meon ccorecfor Employee welfore
ond QWL (m=3.12 or 53%), Orgonization development (m
=3.21 or 52%), and, Troining ond development (m =3.19 or
54%) were oloo found obove minimum deairoble extent of
50%. Thug, indicating the exictence of a cuticfoctory oyotem
of employee welfore ond QWL, good orgonizotion
development culture ond occuponcy of obove averoge
training ond development climate. The recultc thuc cupport
our prepoaition that the HRD climate in heolthcore cector of
Kochmir icoutiofoctory. However, the in-depth and detoiled
onolyoio of exicting developmental climate ic corried under
variousdimencioncof HRD climate acfollowing:

Assessment of Performance Appraisal and Reward
system in Hospitals

The performonce opproicul ond reword dimencion of HRD
climate in hogpitalo of Kachmir hoc been meooured ucing
five itemoin the quectionnaire. Toble 3 in Appendix precentc
the item-wice meon ccorec ond ctondord deviationo of the
opinion of employees about performonce opproicol ond
reward oyctem being in uce in voriouchoopitoloof Kachmir.

The reoultc chow obove-overoge meon ocores for all
varioblec meaouring performonce opproicol ond reword
oyotem except for item — 04. The meon acore for item-04 (i.e.
There are mechoniomc in thic orgonizotion to reword ony
good work done or ony contribution made by employeeo)
hoo arrived ot 2.63 (40.75%) which ionot coticfoctory. The
higheot meon ccore of all itemshosbeen recorded for item-
01(The orgonization's future plonc ore made known to the
cenior otoff to help them develop their juniorc ond prepore
them for future, m = 3.21 or 55.25%). Item-03 ond item-05
both chared on obove-por percentoge level of 55% having
oimilar meon ocore (m = 3.20). While item-02 (Promotion
decicioncare baced on the auitobility of the promotee rather
thon on fovouritiom) recorded acuticfoctory meon ocore (m =
3.11 or 52.75%). The overall ctatucof exicting performonce
opproicol ond reword mechoniom in hoopitole of Kachmir
appeared to be average (m = 3.06 or 51.5%). Thug
mointoining a.good deal of ccope for improvement.

Assessment of Feedback and Counselling procedures in
Hospitals
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Awaoreneos of otrengths ond weokneosoes moke people more
effective ond competent. They choose among aituotion the
onecin which their atrengthcare required, ond avoid thoce in
which their weokneooses could create problemc. Thic
increacec the outicfoction of the individuol too. People
moatly do not recognize their atrengthcond weokneoeo. It ic
thug, the regponaibility of HRD monogerc to continuouoly
monitor the employeecot work ond provide them nececoory
feedbock about their otrengtho ond their weakneoces, oo thot
the informotion ic uced for guidonce in improving
performonce copobilities. The recearcher uced five itemoin
the quectionnaire to meooure the exicting mechoniom of
feedbock ond councelling in vorious comple oelected
hoopitalo of Kachmir. The recultc reveol (See toble 4 in
Appendix) thot oll five of them maintained o coticfoctory
level of above fifty per cent. The meon ocore for item-01
(People in thic orgemizotion ore helpful to each other, m =
3.74), item-03 (When ceniorcdelegoate outhority, the juniorc
uce it oo on opportunity for development, m = 3.61), ond,
item-04 (When behaviour feedbock ic given to employeec
they toke it cerioucly ond uce it for development, m = 3.52)
are found obove aixty per cent which icexcellent. The loweat
of the five itemo ic recorded for item-05 (When problemo
arice, people diccussthece problemcopenly ond try to colve
them rother thon accucing each other behind the back) ot
3.10(52.5%) which iconticfoctory. While, item-02 (There ic
good teom-opirit ond cooperation in the orgeomizotion)
reported o meon ocore of 3.33 (58.25) which ic good. The
overall percentage of feedbock ond councelling comecout to
be 61.5% which ic excellent indicating the exictence of a
cound mechoniom of feedback ond councelling in the
hoopitaloof Kachmir.

Assessment of Potential Appraisal and Career
Development system in hospitals

Potential opproicol ic acoecoing on employee to identify hic
couroge, colibre ond potential to do different jobsor to toke-
up higher reoponaibilitiec within the orgemization. The
potential approicol ond coreer development aogpect of HRD
climate in heolth core inctitutions of Kochmir haoc been
onolyced ucing five ototemento in the quectionnoire. Thece
five ototemento cover oll eccentiol oopects of potentiol
opproicol ond coreer development ond provide o brood
aocoecoment of the phenomenon concerned. Table 5 (in
Appendix) precentothe item-wice meon ccoresond otondord
deviationcof all the ctatementouced. Beaideo, it aloo giveoin
percentoge termo the exicting ctotuc of potential opproicol
ond coreer development culture of voriouc hogpitole of
Kochmir. The reculto reveal the exictence of on excellent
otmoophere for potentiol opproicul ond coreer development
in varioushogpitalc of Kachmir. The overall meon ocore for
the dimencion ic reported of m = 3.50 (62%) which ic
reaconobly good for ony orgomizotion to have. The higheat
meon ccore icrecorded for item-04 (Employeec gponcored
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for training toke it cerioudly ond try to leorn from the
progrommeocthey attend, m=4.04 or 76%). Item-05 (ceniorc
guide their juniorc ond prepare them for future
reoponaibilitied rolec they are likely to toke) recorded the
next beat meon ccore (m = 3.60 or 65%). The other three
otatementc olco maintained the ootiofoctory levels of
percentoge of obove fifty percent. The ctatement 01 (Job-
rotation in thic orgonization focilitatec employee
development) reported a meon ccore of m = 3.33(58.2%).
While, otatement 02 (Career opportunitiecare pointed out to
junioreby cenior officercin the orgomization) ond ctatement
03 (People lacking competence in doing their jobc ore
helped to ocquire competence rother thon being left
unottended) recorded their meon ccorec ot m = 3.24 (56%)
ond m = 3.29 (57.25) reopectively. The reoultc are cleorly
indicative of the foct thot there exict a fairly cuticfactory
oyotem of potential opproicul ond coreer development in the
coumple celected hoopitol of Kachmir which ica.good aign.

Assessment of Employees Welfare and QWL in
Hospitals

The aocecoment of employee welfore ond QWL in hoopitolo
ic done uaing five ctatemento in the quectionnoire. Thece
otatemento enquired obout the general climote of work,
monogement cupport end overoll welfore of the employeeo
in their reopective work places. The overall meon ocore for
the conctruct arrived ot m = 3.12 (53%) ouggecting on
averoge level of employee welfore ond QWL in voriouc
coumple celected hogpital of Kachmir ond thug, indicating o
good deal of ccope for improvement. The item-wice meon
ond otondord deviotionc are chown in the Toble 6 (cee
Appendix). While obcerving the reaults it ic revealed that
otatement 02 (The top monogement believeo thot humon
recourcecare on extremely importont recource ond that they
have to be treated more humanly) cecured the higheot meon
acore m = 3.63 (65.75%) for the conctruct, meoning thereby
that employeec in health core cector of Kachmir ore foirly
treated. The atatement 04 ond 05 (The poychological climate
in thic orgomization ic very conducive to ony employee
interected in developing himeelf/hercelf by ocquiring new
knowledge ond okillg, m = 3.18 or 54.5%; Thicorgonization
enourec employee's welfore to ouch on extent thot the
employeec con cuve o lot of their mentol energy for work
purpoceg, m=3.11 or 52.7%) both recorded o meon ccore of
more thon three ouggecting the percictence of fairly
aotiofoctory generol ac well ac poychological climate for
work. However, the loweat meon ccore icreported for item
01 (The top monagement in health core goecout of itoway to
moke oure that employeec enjoy their work, m = 2.75 or
43.75%) while item 03 (The top monogement in heolth-core
iowilling to inveat a.conaideroble part of their time ond other
recourcecto encure the development of employees, m =2.98
or 49.25%) oloo maintained o below por meon ccore ond ic
otherwice, indicative of the foct thot monogement ic leoo
interected in moking employeecatay ot work comfortable.
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Assessment of Organization Development Interventions
in Healthcare Organizations of Kashmir

Orgonizotion development hao been defined ac o plonned
effort, initioted by o procecs opeciolict to help on
orgonization develop itc diognoctic okills, coping
capobilitieg, linkage atrotegiesin the form of temporory ond
cemi-permonent oyctem, and o culture of mutuality (Poreek,
1975 in Roo, 1991). Thic acpect of HRD climate hoo been
meooured ucing five ototementc in the quectionnoire
providing awide aooecoment of the phenomenon concerned.
All these ototemento have been onolyced ceparately. The
reculto reveal the exictence of a cotiofoctory orgonizotion
development oyctem to which the above averoge ocore of
meon (m=3.21) or percentoge (55.25%) ctondcevident (See
Toble 7 in Appendix). Toble 5.13 reportomeon ccore of three
or obove in every coce. The higheat meon ccore m = 3.49
(62.25%) ioreported for item-04 (Delegation of outhority to
encouroge juniorc to develop ond hondle higher
reoponaibilitiesicquite common in thicorgomization), which
indicatecthe exictence of o good cenior-junior relationchip.
The next beat recultsare reported for item-02 (Employeecin
thichoopital ore not afroid to expressor diccuaotheir feelingo
with their cuperiord/cupervicorcor even with colleogues, m
=3.26 or 56.5%). The ctatement 01 (Development of humon
recourcec i6 conaidered while framing perconol policieo)
with o meon acore m = 3.00 (50%) ioreported loweat of oll.
Statement 03 (When ony employee mokes o mictoke hic
aupervicorotreot it with underctonding ond help him to learn
from ouch mictokes rather thon puniching him or
diccouroging him, m = 3.21 or 55.25%) and ctotement 05
(Weakneaeo of employeec are communicoted to them in o
non-threatening way, m = 3.09 or 52.55) aloo cecured above
por meon ocorea. The overall meon ocore of the orgonization
development conctruct comec out to be m = 3.21(55.25%),
which indicote the exictence of o decirable oyctem of
orgonization development.

Assessment of Training and Development System in
Healthcare Organisations

Troining ic eccentiol to improve orgonizotionol climate, to
help o compony fulfil ito future perconnel needc or exicting
perconnel olterationg, to improve productivity, quolity ond
compony profitc (Singh, 2013p: 45).Thic conctruct ic
aocecoed uoing five exploratory otatements in the
quectionnaire covering oll the focetc of training ond
development. Toble 8 (in Appendix) providecthe item-wice
meon ccore, otondord deviationcond percentoge ocorecof all
the ocale itemo meacuring training ond development
dimencion of HRD climote in the hoopitaloof Kachmir. The
higheat individuol meon ocore ic reported for item-02
(Employeec returning from troining progrommec ore given
opportunitiec to try out whot they have leornt, m = 3.66 or
66.5%) which indicatec o cupportive environment for
employeeato try out new thingowhile ot work. The next beat
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meon ocore ic reported for item-03 (Employeec ore
oponcored for troining progrommecon the bacic of genuine
training needs, m=3.46 or 61.5%). The lowect meon ccore ic
reported for item-05 (The top monogement of thic
orgomization mokes effortc to identify ond utilize the
potentiol of the employees m = 2.88 or 47%) thug,
demonding focuc from the monogement for improvement.
Item-01 ond item-04 (Employeecin thicheolth-core unit ore
encouraged to experiment with new methodo ond try out
creative ideas, m = 2.98 or 49.5%; Specific troining
progrommeoare orgonized by hoopital outhoritieson regulor
bacig, m =2.98 or 49.5%) have reported cimilor meon ccorec
which ic dlightly below por. Thug, indicating lack of
commitment on the port of monogement to encouroge
employeec for innovation ond in orronging nececoory
training progrommeoc for the development of employeec in
hoapitalo. The overall meon ocore of the conatruct crrived ot
3.19(54.75%) which ic cuticfoctory ond thug, indicative of
the foct thot the hoopitals in Kachmir do provide adequate
training ond development avenuec to itc workforce to
enhonce their compatibility with the chonging trendc of
environment.

Conclusion and Suggestions

The government in Kachmir inheritc o three-tier oyctem of
healthcare delivery which includesprimary, cecondory, ond,
tertiory core focility. However, the precent otudy
inveatigated cecondory otoge heolth-core inctitutiono to get
on incight of the whole hedlth-care cet up of Kachmir. The
reaulto of the otudy indicated the exictence of o cuticfoctory
level of HRD climate in the cumple celected hogpitolo of
Kachmir. The employees in general demonctroted o
favouroble attitude towordodevelopmental policiesbeing in
proctice in comple otudied hoopitoloond looked contentiouc
towords their work ond the orgonizotion oo o whole.
However the reoultc indicate ocubctontiol ocope for
improvement in the exicting HRD otructure of hogpitols oo
well oo in variouc foctorc affecting performonce. It ic
recommended thot in order to further otrengthen the job
reloted behaviours of employeec for better ond efficient
performance, hoopital authoritieschould patch out and focuc
on the areoo that dicoutiofy employeec in heolth-care. The
precent otudy obcerved the following few week areoc
requiring concern;

1. Moct of the employeec have chown dicogreement with
the reward oyctem in hoopitaloond hove complained thot
good performoncec ore not fairly acknowledged ond
rewarded (oee item 04 in Toble 3).

2. The top monogement in heolth-care hove been found
doing ucual thingosond are leso concerned obout how to
moke employeec otoy of work more joyouc ond
comfortoble (ceeitem 01 ond 03 in Toble 6).
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3. The overall training ond development culture ic found
above poar however, employeec are ceen dicoutiofied
with the effortc been moade to identify, upgrade ond
utilize the potentiol of employeecin hogpitolo (cee item
05 in Toble 8).

Health-care ic o cervice baced inductry which employo
people to cell ito cervices. However, to keep theoe people
intoct with the chonging requirementc of the complex
bucinecc environment, they muoct continuoucly be
developed. Therefore, to encure the continuouc
development of the humon recource it ic nececoory for the
firmo to create o oyctem within the oyotem which ic celf-
reinforcing, celf-enhancing to update, upgrade, rejuvenate,
ond re-invent new dokillg, learning ond knowledge within
people to help them mointain pace with the dynomic
bucineas environment. Hogpitaloin Kachmir muct focucon
enouring o congeniol developmental climate which ic
conducive to work ond cupportive for employeec. The top
monogementcare required to inveot conaideroble aomount of
time ond effortc to moke oure that employeec enjoy their
work. They chould aloo put in lot of efforts to identify ond
utilize the potential of employees. Training ic on importont
tool to help people update their okillo ond oloo ottoin new
okillo. Monogement chould go out of the way to identify
training needo of the employeec ond encure okill
development via.gponcored development progrommeoc.
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Appendix

Table- 2: Factors loadings of scale items measuring HRD climate in Hospitals of Kashmir

Items | Variables | Loadings

FACTOR- 01: PERFORMANCE APPRAISAL AND REWARD (o = 0.814)

Ql4 The orgonization’s future plonc ore mode known to the cenior ctoff to help them develop | 0.566
their juniorc ond prepore them for future.

Q15 Promotion decicioncare baced  on the cuitability — of the promotee rother thon on 0.609
favouritiam.

Q21 When on employee doeo good work hic aupervicing officerctake opecial core to 0.769
appreciote it.

Q22 There are mechoniomaoin thic orgenizotion to reword ony good work done or ony 0.725
contribution made by employeec.

Q24 Performonce approicol reportoin thicheolth -core unit ore baced on objective occecoment | 0.457
ond odequote informotion ond not on ony fovouritiom.

FACTOR- 02: FEEDBACK AND COUNSELLING (o = 0.870)

Q08 People in thicorgenization are helpful to eoch other. 0.816

Q12 There ic good team-opirit ond cooperation in the orgonizotion. 0.762

Q27 When ceniorc delegate outhority, the juniorcuce it oo on opportunity for development. 0.707

Q29 When behaviour feedback ic - given to employeesthey toke it cerioudly ond uce it for 0.641
development.

Q30 When problemo arice, people diccussthece problemoopenly ond try to colve them rother | 0.560
thon accuaing eoch other behind the bock.

FACTOR- 03: POTENTIAL APPRAISAL AND CAR EER DEVELOPMENT (o = 0.815)

Q07 Job-rotation in thic orgonization focilitotec employee development. 0.361

Q13 People lacking competence in doing their jobo are helped to acquire competence rather 0.502
thon being left unottended.

Q16 Employeeo oponcored for training toke it cerioudly ond try to leorn from the progrommes | 0.701
they ottend.

Q17 Coreer opportunities are pointed out to juniorsby cenior officersin the orgonizotion. 0.684

Q25 Seniorc guide their juniorc ond prepore them for  future recponaibilitied rolecthey are | 0.434
likely to toke.
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FACTOR- 04: EMPLOYEE WELFARE AND QWL (o = 0.805)
Q01 The top monagement in heolth care goeoout of ito way to make cure that employeeo

. . J12
enjoy their work.
Q02 The top management believesthat humon recourcec are on extremely importont recource 565
ond thot they have to be treoted more humaonly. )
Q03 The top monagement in heclth -core iowilling to invect o conaiderable port of their time 720
and other recourcec to encure the development of employeec. )
Qo4 The poychological climate in thic orgenization ic very conducive to ony employee 629

interected in developing himeelf/hercelf by ocquiring new knowledge ond okilla.
Q06 Thic orgonizotion encurec employee’swelfore to  cuch on extent t hot the employeescon | .635
cove o lot of their mental energy for work purpocec.

FACTOR- 05: ORGANIZATION DEVELOPMENT (a = 0.783)
Q05 Employeeosin thichoaopital are not afraid to express or diccuss their feelingo with their 0.654
auperiordaupervicorg or even with colleaguea.
Q09 When any employee mokeo o mictoke hic  oupervicorotreat it with underctonding ond 0.711
help him to learn from cuch mictokec rother thon puniching him or diccouroging him.

Q11 Development of humon recourcesic conaidered while froming perconal policiec. 0.422

Q26 Delegation of cuthority to encourage juniorcto develop ond hondle higher 0.462
regponaibilitiesic quite common in thic orgonizotion.

Q28 Weokneamo of employees ore communicoted to them in o non-threotening woy. 0.681

FACTOR- 06: TRAINING AND DEVELOPMENT (a = 0.822)

Q10 Employeeoin thichealth -care unit are encouroged to experiment with new methodosond | 0.584
try out creative ideac.

QI8 Employeesreturning from troining programmes ore given opportunitiecto try out what | 0.767
they have learnt.

Q19 Employeec ore oponcored for training  progrommes on the bacic of genuine troining 0.458
needo.

Q20 Specific training progrommeo ore orgonized by hoopital cuthorities on regulor bocic. 0.476

Q23 The top monagement of  thicorgonization mekes  effortoto identify ond utilize the 0.529
potential of the employeea.
Extracted Foctor loodingo ofter Vorimax Rototion

Table 3: Existing status of Performance Appraisal and Reward in the sampled hospitals

S.No | Statements Mean S.D Yage

01 The orgonization’s future plonc are made known to the cenior otaff | 3.21 1.255 55.2
to help them develop their juniorc ond prepore them for future.

02 Promotion decicionc ore baced on the cuitobility — of the promotee | 3.11 1.205 52.7
rother thon on fovouritiom.

03 When on employee doec good work hic cupervicing officerctoke 3.20 1.217 55.0
apecial core to appreciote it.

04 There are mechaniomo in thic orgonization to reword ony good 2.63 1.177 40.7
work done or ony contribution made by employeea.

05 Performonce opproicul reportoin thicheolth -core unit are baced on | 3.20 1.101 55.0
objective accecoment ond adequate information ond not on ony
favouritiom.
Performance Appraisal and Reward (Valid N <285) 3.0687 90300 51.5

Source: Survey

Table: 4 - Existing status Feedback and Counselling in the sampled hospitals

S.No | Statements Mean S.D Y%oage
01 People in thic orgonization are helpful to each other. 3.74 1.199 68.5
02 There ic good team-aopirit and cooperotion in the orgonizotion. 3.33 1.223 58.2
03 When ceniorc delegate authority, the juniorcuce it ac on 3.61 1.103 65.2
opportunity for development.
04 When behaviour feedback ic given to employeecthey toke it 3.52 1.111 63.0
cerioudly ond uce it for development.
05 When problemo arice, people diccussthese problemoopenly ond try | 3.10 1.319 52.5
to colve them rother thon occucing each other behind the bock.
Feedback and Counselling (Valid N<285) 3.4604 96765 61.5

Source: Survey
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Table: 5 - Existing status of Potential Appraisal and Career Development in the sampled hospitals

S.No | Statements Mean S.D Yoage
01 Job-rototion in thic orgonizotion focilitotes employee development. 3.33 1.259 58
02 Career opportunities are pointed out to junioroby cenior officercin 56
S 3.24 1.318
the organization.
03 People lacking competence in doing their jobo are helped to acquire 399 1.021 57
competence rother thon being left unattended. ) )
04 Employeec oponcored for training  toke it cerioudly ond try to learn 76
4.04 0.870
from the programmecthey ottend.
05 Seniorc guide their juniorc ond prepare them for future 360 1.230 65
regponaibilitied rolecthey ore likely to toke. ) )
Potential Appraisal and Career Development (Valid N <285) 3.5004 .87284 62
Source: Survey
Table: 6 - Existing status of Employee Welfare and QWL in the sampled hospitals
S.No | Statements Mean S.D Y%age
01 The top monogement in health core goeo out of itc way to moke cure 2.75 1.340 43.7
thot employeec enjoy their work.
02 The top monogement believes thot humon recourcec are on 3.63 1.296 65.7
extremely importont recource ond thot they have to be treated more
humonly.
03 The top monogement in heolth -core iowilling to inveat o 2.97 1.264 49.2
conaiderable part of their time ond other recourcec to enoure the
development of employeea.
04 The poychological climote in thic orgenization ic very conducive to 3.18 1.236 54.5
ony employee interected in developing himeelf/hercelf by acquiring
new knowledge ond okilla
05 Thic orgonizotion encurec employee’s welfore to cuch on extent that | 3.11 1.309 52.7
the employeeo con cuve o lot of their mental energy for work
purpocec.
Employee Welfare and QWL (Valid N <285) 3.1283 96648 53.0
Source: Survey
Table: 7 - Existing status Organization Development in the sampled hospitals
S.No | Statements Mean S.D Y%age
01 Development of humon recourcecic conoidered while froming 3.00 1.048 50.0
peroonal policiec.
02 Employeecin thichogpital are not afroid to expreso or diccuastheir | 3.26 1.386 56.5
feelingo with their auperiordcupervicorc or even with colleaguec.
03 When ony employee mokeo o mictoke hic  aupervicorotreat it with | 3.21 1.392 55.2
underctonding ond help him to leorn from cuch mictokeo rather thon
puniching him or diccoureging him.
04 Delegation of cuthority to encouroge juniorcto develop ond hondle | 3.49 1.225 62.2
higher regponaibilitiesic quite common in thic orgonizotion.
05 Weokneoseos of employeec ore communicoted to  them in aonon - | 3.09 1.166 52.2
threatening waoy.
Organization Development (Valid N <285) 3.2113 91520 55.2
Source: Survey
Table: 8 - Existing status of Training and Development in the sampled hospitals
S.No | Statements Mean S.D %age
01 Employeecin thichealth -core unit are encouroged to experiment 49.5
. o 2.98 1.215
with new methodo ond try out creative ideas.
02 Employeecreturning from troining programmec ore given 366 0.991 66.5
opportunitiesto try out whot they have learnt. ' )
03 Employeec are gponcored for troining  progrommeoon the bocic of 3.46 1.055 61.5
genuine troining needc. ) )
04 Specific troining progrommec ore orgonized by hoopitol cuthoritiec 298 1251 49.5
on regulor bacic. ) )
05 The top monogement of thic orgonization mokes effortoto identify 47.0
s . 2.88 1.136
ond utilize the potential of the employeea.
Training and Development (Valid N <285) 3.1932 .86626 54.7
Source: Survey
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