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CALENDAR DESCRIPTION
This course covers health human resource issues and management. It includes knowledge and skills to work
within the health system including regarding self-regulating professions and a highly unionized environment.
Topics include health human resource planning, strategic human resource management and performance and
culture.

LEARNING OBJECTIVES
1. To understand the major issues and challenges affecting human resources in the health sector.
2. To examine the scope and complexity of health human resources.
3. To provide leaders with tools and resources used in leading health systems and guiding potential system
change.

ATTRIBUTES OF JSGS GRADUATES
1. Management, Governance, and Leadership: Ability to inspire support for a vision or course of action and
successfully direct the teams, processes, and changes required to accomplish it.
2. Communication and Social Skills: Ability to communicate effectively and build enduring, trust-based
interpersonal, professional relationships.
3. Systems Thinking and Creative Analysis: Ability to identify key issues and problems, analyze them
systematically, and reach sound, innovative conclusions.
4. Public Policy and Community Engagement: Ability to understand how organizational and public policies
are formulated, their impact on public policy and management and how to influence their development.
5. Continuous Evaluation and Improvement: Commitment to on-going evaluation for continuous
organizational and personal improvement.
6. Policy Knowledge: Ability to analyze and contribute content to at least one applied policy field.

COURSE CONTENT AND APPROACH
JSGS 826 - Human Resources Management in Healthcare provides a broad overview of health
human resource management. It includes theoretical foundations and opportunities for students
to apply the theories and concepts to current health system issues and realities. Students are
encouraged to engage actively with the course material and bring their own professional expertise
and experiences to the discussion.
People are the most important resource of any health care organization. Attention paid to best

practices in HRM is critical to ensuring the health care system can attract and retain highly
skilled and motivated employees, and to equipping managers and employees in the health care
system with the required expertise to efficiently and effectively deliver quality health care
services.
This is an asynchronous online course meaning there is no set time students must be online.
Students are required to maintain an active online presence on their own schedule by regularly
contributing to the discussions as well as completing their assignments. Minimum expectations
for online contributions are set out in more detail in the syllabus but in general students are
strongly encouraged to log in several times throughout the week and both initiate and contribute
to the ongoing discussion.
There are twelve modules. As a guide, each module represents one week of study time. The
remaining week is used to wrap up and answer any outstanding questions. Communications to all
students throughout the term will be via the course email. The final exam will be a take-home
handed in April, 2020.

COURSE OUTLINE

Module 1:

Introduction to Strategic Human Resource Management – a general introduction to the topic and
overview of the course



Module 2:

Human Resource Management in the Private versus Public Sector – public sector differences



Module 3:

Module 4:

An overview of strategic HRM models and theories and the employment relationship will be
examined.
Elements and major challenges of human resource management will be discussed.

Differences between public and private sector human resource management will be highlighted.
Advantages and disadvantages of applying the principles of new public management to the public
sector will be considered.

Human Resources in the Health Sector – an overview of the health sector human resources


This module includes an historical, social, economic, political, and regulatory context for
labour relations.



Essential aspects of collective bargaining and negotiations will be addressed.

Self-Regulating Professions – a consideration of human resource implications


Principles surrounding self-regulating professions will be covered: functions, scope of
practice, the role of the regulatory bodies, and rights and responsibilities associated with
professional autonomy.


Module 5:

Module 6:

Challenges regarding self-regulating professions will be considered.

Labour Relations and Collective Bargaining – examination of union-management relationships


It will include the historical, social, economic, political, and regulatory context surrounding
labour relations.



Essential aspects of collective bargaining will be discussed.

Negotiations, Decision Bias and Dealing with Differences – examination of skills to support
manager/staff relationships



The area of decision-making biases will be introduced.
We will continue discussions regarding collective bargaining negotiations.



Module 7:

Human Resource Planning and Organizational Design – examines how to identify and plan for current
and future human resource needs



Module 8:



This module provides practical models and concepts for developing and implementing
performance management systems.

Organizational (Corporate) Culture – examines culture and an organization’s human resources




Module 12:

This module, along with Module 10, provides an overview of different approaches to performance
management as well as designing incentive structures and other reward systems and motivational
strategies.
It includes consideration of theoretical foundations, emerging evidence and application of the
principles to particular circumstances.

Performance Management (2) – considers performance management systems design


Module 11:

This module will address essential aspects of health human resource planning including
forecasting, recruitment, selection and retention.

Performance Management (1) – focuses on motivation and compensation


Module 10:

It will introduce and context this major aspect of the human resource discipline.
Considerations in designing or redesigning an organization will be discussed.

Recruitment, Selection and Retention – considers key functions to support HR plans


Module 9:

We will examine difficult discussions between managers and staff and skills to apply.

It will describe organizational culture and the range of possible cultures.
This module will address the impact organizational culture has on effective human resource
management and performance.
It will also consider the alignment between culture and an organization’s success.

Organizational Change – the impact of change on human resources and human resources on change



It will consider organizational change models, theories and practices.
This module will also consider how health system leaders can use human resources in system
reform efforts and change human resource practices and policies to support organizational goals.

REQUIRED READINGS
There is one required background textbook in this course that can be ordered through Amazon or
purchased as an e-book from Wiley Publishing. It has been developed primarily for the private
sector, but it gives a good background on talent management for general managers. Students can
download the required articles and cases in various ways, including some that are free online,
some that are free from the university library website, and some that must be purchased online
from the publishers where copyright restrictions require them to do so.
Textbook
Hunt, S. (2014) Commonsense talent management. John Wiley & Sons.
(Optional textbook reading) Flynn W. et al. (2007) Heathcare Human Resource Management. South-Western
(Cengage Learning)
Module 1 - Introduction to Strategic Human Resource Management (September
2)






Video: Meet your Instructor
Video: Trends in Public Sector Human Resource Management
Video: Strategic Human Resource Management
Textbook Chapters 1-3.
Boyne, et al. (2004). Problems of rational planning in public organizations: An empirical
assessment of the conventional wisdom. Administration and Society, 36:328.




Poister et al., (2010) Strategic management research in the public sector: A review, synthesis, and
future directions. The American Review of Public Administration, 40(5): 522-545.
Budd, J. (2005). Employment with a human face: The author responds. Employee Responsibility and
Rights Journal, 17, 191-199

Online Discussion Question 1: What is the top human resource issue facing your organization? How is
it being addressed and what still needs to be done?
Module 2 – Human Resource Management in the Private versus Public Sector – (September 9)





Baarspul & Wilderom (2011) Do employees behave differently in public- vs. private- sector
organizations? A state-of- the-art review. Public Management Review, 13: 967-1002
Glor, E. (2001). Has Canada adopted the new public management? Public Management
Review, 3, 121- 130
Collins, J. (2005). Good to great and the social sectors: A monograph to accompany good to great.
Savoie, D. (2003). What is wrong with the new public management? Canadian Public
Administration 38 No.1 112-121

Online Discussion Question 2: Discuss a "private sector" HR program or practice that has been
recently adopted in your workplace. What have been the advantages and disadvantages of applying
this practice?
Module 3 - The Human Resource Landscape in the Health Sector (September 16)








Video: The HR Landscape in the Health Sector
Video: Legal Landscape - Beth Bilson
Pulce, R. (2003). The role of human resources in health care. Nurse Leader NovDec.
Become familiar with all federal/provincial labour and employment legislation relevant to
your sector, as well as the legislation regulating the various health professionals in your
sector and including any general legislation that would apply to the health sector (e.g. health
and safety, labour standards, Ministry acts)
The Canadian Charter of Rights and Freedoms: http:/ / laws-lois. justice.gc.ca/end/const/page-15.html
Relevant federal and provincial Human Rights legislation: http:/ / hrcouncil.ca/ hr-toolkit /policieshuman rights.

Online Discussion Question 3: Health human resources is regulated by a wide range of legislation
and regulation. What are the strengths and challenges of having this comprehensive legislative
environment?
Module 4 - Self-Regulating Professions (September 23)




(review) Video: The HR Landscape in the Health Sector
Kleiner, M. (2000) Occupational licensing. Journal of Economic Perspectives, 14: 189 -202.
Larson, M. (2003) Book review of Freidson, E. Professionalism: The Third Logic. Perspectives in Biology
and Medicine, 46: 458-462



Kleiner, M. (2006) Licensing Occupations: Ensuring Quality or Restricting
Competition. Watch Kleiner's interview podcast and presentation:
http://econjwatch.org/ podcast/morris-kleiner-on-occupational-licensing
Presentation: http://vimeo.com/84994525

Online Discussion Question 4: There is ongoing controversy across different
provinces about occupational licensing in various health professions. Describe
a previous or current issue surrounding occupational licensing in Canada and
critically reflect on the considerations and implications for various
stakeholders.
Module 5 - Labour Relations and Collective Bargaining (September 30)





Video – Labour Relations (with powerpoint)
Gunderson, M. (2005). Two faces of union voice in the public sector. Journal of Labor
Research, 3: 393-413.
Video: Heather Heavin
Pohler, D. (2013). Labour union impact on organizations and employees in
Canada: Implications for labour policy. Western Policy Analyst, December
2013.http:/ / www.schoolofpublicpolicy.sk.ca/research/wpa/browse/pdf /WPA
Dec2013web.pdf

Online Discussion Question 5: Discuss an experience you have had with a union. It
could have been as a member of one, as a manager in a unionized workplace, or as a
member of the public. Reflect on the experience. What was good and/or problematic
about the experience and what did you learn?
Module 6 – Negotiations, Decision Bias and Dealing with Differences (October 7)


Video – Negotiations and Decision Bias



Bazerman & Moore (2009, Chapters 9-10). Judgment in managerial decisionmaking. Hoboken, NJ: John Wiley & Sons. online link to purchase from Wiley:
http://ca.wiley.com/Wiley CDA/Section/id -818513.htm l
Video: Dan Ariely: Are we in control of our own decisions?
(December 2008). Retrieve at: http:/ /
www.ted.com/talks/dan ariely asks are we in control of our
own decisions?
(optional) Patterson et al. (2012) Crucial Conversations: Tools for talking when
stakes are high. McGraw-Hill





Online Discussion Question 6: What decision biases do you see within your
workplace? How does your organization adjust for these biases? What have
been the consequences of these biases as they affect organizational decisions?

Module 7 - Human Resource Planning (October 14)











Video (with powerpoint)
Video – Organization Design
Birch et al. (2007). Human resources planning and the production of health: A
needs-based analytical framework. Canadian Public Policy, 33: Sl-S16.
Jeon & Hurley (2007). The relationship between physician hours of work,
service volume and service intensity. Canadian Public Policy, 33: S17 -S29
Murphy et al., (2009) Planning for what? Challenging the assumptions of
health human resources planning. Health Policy, 92: 225-233.
Withanachchi, et al., (2007) Resource allocation in public hospitals: Is it
effective? Health Policy, 80: 308 -313.
Wranik, D. (2008). Health human resource planning in Canada: A typology
and its application. Health Policy, 86: 27- 41.
Gould-Williams et al. (2013). Public service motivation and employee
outcomes in the Egyptian public sector: Testing the mediating effect of
person-organization fit. Journal of Public Administration Research and
Theory, doi: 10 .1093/ jopart /mut 053.
Also see: your professional journals

Online Discussion Question 7: Does your workplace have a Human Resource
plan? Is it part of an overall government health human resource plan? What
is missing from the plan that would help with better human resource
management?

Module 8 – Recruitment, Selection and Retention (October 21)
 Textbook Chapter 4 – Planning
 Video – Recruitment, Selection and Retention
 Pohler powerpoint
 Kjeldsen, A., & Jacobsen, C. (201 2). Public service motivation and employment
sector: attraction or socialization? Journal of Public Administration Research and
Theory, 23, 899-926.
 Mitchell et al. (2001). How to keep your best employees: Developing an effective retention
policy. Academy of Management





Spickard et al., (2002). Mid-career burnout in generalist and specialist
physicians. Journal of the American Medical Association, 288: 1447-1450.
Zeytinoglu, et al., (2007). Deteriorated external work environment, heavy
workload and nurses' job satisfaction and turnover intention. Canadian Public
Administration, 33: Supplement.
(optional) Heathcare Human Resource Management. Southwestern (Cengage
Learning) Chapter 6

Online Discussion Question 8: What are the major challenges your
organization faces in recruitment and retention and why do these challenges
exist? How is this impacting your workplace and what could be done about it?

Module 9 - Performance Management – motivation and
compensation (October 28)















Video – Motivation and Compensation
Powerpoint for Modules 9 and 10 (Pohler)
Retention Determinants – on website
Latham, G. (2004). The motivational benefits of goal-setting. Academy of
Management Executive, 18, 126-129.
Moss, S., & Sanchez, J. (2004). Are your employees avoiding you? Managerial
strategies for closing the feedback gap. Academy of Management Executive,
18(1), 32-44.
Vivar, C. (2006). Putting conflict management into practice: A nursing case
study. Journal of Nursing Management, 14: 201-206.
(optional) Hvidman, U., & Andersen, S. (2013). Impact of
performance management in public and private organizations.
Journal of Public Administration Research and Theory, 24, 35-58.
Video: Dan Pink (2010) Drive: The surprising truth about what
motivates us. http://www.youtube.com/watch?v=u6XAP nuFjJc
Crapanzano et al. (2007) The management of organizational justice,
Academy of Management Perspectives, 21, 34- 48.
Hackman, JR., & Oldham, G. (1976). Motivation through the design of
work: Test of a theory. Organizational Behavior and Human Performance,
16: 250-279.
Harder, J. (1999). Organizational reward systems. Darden Business
Publishing. (Must be purchased. Go to http:/ /store.darden.virginia.edu/
and type in OB-0667 in the Search bar.)
Kohn, A. (1993). Why incentive plans cannot work. Harvard
Business Review, 71, 54-63. {Ivey Publishing) Pfeffer, J. (1998).
Six dangerous myths about pay. Harvard Business Review, 76, 109119. (Ivey Publishing)
Rynes et al. (2004). The importance of pay in employee motivation:
Discrepancies between what people say and what they do. Human
Resource Management, 43, 381-394.

Online Discussion Question 9: Does your organization use any form of
incentive pay? If so, what are its advantages and disadvantages? Would
incentive pay motivate you? Should incentive pay be introduced in the health
sector where it is not currently being used? Why or why not?
Module 10 - Performance Management - systems (November 4)



Video – Performance Management
Textbook Chapters 5-7 Goals, Performance Management, Development

Online Discussion Question 10: Do you believe your organization’s
performance management system is achieving motivation and performance

enhancement? If not, what could be done to improve it?
Module 11 – Organizational (Corporate) Culture (November 18)








Video: Organizational Culture and Change (for Modules 11 and 12)
Textbook Chapters 8-10 (for modules 11 and 12)
Chatman, J., & Cha (2003). Leading by leveraging culture. California
Management Review, 45, 20-34. (Ivey Publishing)
Schein, Edgar H., Coming to a New Awareness of Organizational Culture ,
Sloan Management Review, 25:2 (1984:Winter) p.3
De Bono et al. Organizational culture and its implications for infection
prevention and control in healthcare institutions. Journal of Hospital
Infection 86 (2014), 1-6
Mallak et al. Culture, the built environment and healthcare organizational
performance. Managing Service Quality: An International Journal 13 No. 1,
2003, 27-38
(optional) Schein, E (2010) Organizational Culture and Leadership. JosseyBass

Online Discussion Question 11: Describe your organization’s overall
culture? What positive organizational attributes are supported by this
culture? …restricted because of this culture?
Module 12 – Organizational Change (November 25)
 Fernandez & Rainey (2006) Managing successful organizational change
in the public sector. Public Administration Review, March-April.
 Kotter, J. (2007). Leading change: Why transformation efforts fail.
Harvard Business Review, 85, 59-67. {Ivey Publishin
 Nutt , P., & Backoff, R. (1993) Transforming public organizations with
strategic management and strategic leadership. Journal of Management,
19, 299-347.
 Sidle, S. (2003). Best laid plans: Establishing fairness early can smooth
organizational change. Academy of Management Executive, 17, 127-28.
 Strebel, P. (1 996). Why do employees resist change? Harvard Business
Review, 74, 86-92. (Ivey Publishing)
 Thomas, P. (2006). From good intentions to successful implementation:
The case of patient safety in Canada. Canadian Public Administration, 49:
415-440.
 (optional) Ostroff , F. (2006). Change management in government. Harvard
Business Review, 84, 141-150. (Ivey Publishing)
 (optional) Van de Ven, A. & Sun, K. (2011). Breakdowns in implementing
models of organization change. Academy of Management Perspectives, 25:
58-7
 (optional) Johnston, K. (1993). Busting bureaucracy. http:/ / busting
bureaucracy.com/ pdfbook/ fullbook.pdf
Online Discussion Question 12: Discuss a previous or current attempt
at a health care reform in your province or organization. In your opinion

did it succeed or fail? What were the key factors that led the reform
effort to ultimately succeed or fail? If the reform is still ongoing, what are
the major challenges or barriers you see that must be overcome to
ultimately succeed?

EVALUATION
This online course offers students several opportunities to demonstrate
their understanding of the material. To get the most out of the course and to
achieve a high standing, students must complete all assigned readings. The
final exam will be difficult to complete if the student has not kept up with
the readings and online discussions.

LATE ASSIGNMENTS
Deadlines are always at 11:59 pm (Saskatchewan local time) on the
date indicated. The written work must be clear, well organized, and free of
spelling and grammar errors. Use of appropriate headings is encouraged to
assist with organization and enhanced readability. The assignment must be a
maximum of 1000 words, not including references, tables or appendices
(single-spaced, 11-point font).
Assignments that are handed in past the due date (with the exception of
extenuating circumstances which must be verified and/or with prior
authorization from the instructor) will be assessed an academic penalty of
5% per day.
Online Discussion Participation (10%) (Due: ongoing; please note dialogue will not
continue after the end of each week)

There are questions under each module that every student must answer in
the online discussion forum. Students are also encouraged to comment on
each other's posts and ask questions. It is expected that posts be made
regularly throughout the semester – both initiating a discussion or
participating in an existing one. Please do not post a comment on a
particular discussion topic until we have advanced to the content in that
module in the course. The marks will be assigned primarily based on
participation, but quality of the contributions will also be considered. Try
to keep the length of your posts short to avoid students having to sort
through lengthy text.
Assignment 1 (25%): (Due: October 1, 2020)
Provide a fairly comprehensive outline of all federal and/or provincial
legislation relevant to your workplace that has an impact on any aspect of

employment, describe what the legislation covers, and indicate what specific
areas of HR in the health sector the legislation affects. Of the full list of
legislation, pick one area where you see a major challenge in applying the
legislation in your workplace, and discuss why it is a challenge. Part 1- 15
marks; Part 2 - 10 marks.
Assignment 2 (25%): (Due: November 1, 2020)
Human resources in health care is the biggest cost for the sector and essential to achieving
its core mandate. Planning for needed health human resources is increasingly challenging
given changing demographics, restricted budgets and a complex array of health
professionals. Given this, describe a current health human resource planning challenge
from either your organization or jurisdiction (10 marks), why it is a challenge (5 marks),
what is being done about it (including implications)(5 marks), and what additional actions
may help address the challenge (including implications)(5 marks).
Final Exam (40%): December 10 (8:00 am Saskatchewan time); Due 13 (11:59
pm Saskatchewan time)

STUDENTS WITH SPECIAL NEEDS
University of Regina (U of R): Students in this course who, because of a disability, may
have a need for accommodations are encouraged to discuss this need with the
instructor and to contact the Coordinator of Special Needs Services at (306) 585-4631.
U OF S: Students in this course who, because of a disability, may have a need for
accommodations are encouraged to discuss this need with the instructor and to contact
Disability Services for Students (DSS) at 966-7273.

Students Experiencing Stress
University of Regina (U of R): Students in this course who are experiencing stress can
seek assistance from the University of Regina Counseling Services. For more
information, please see the attached document, visit this website:
http://www.uregina.ca/student/counselling/contact.html, or call (306) 585-4491
between 8:30 a.m. to 4:30 p.m. Saskatchewan time Monday to Friday.

ACADEMIC INTEGRITY AND CONDUCT
U of R: Ensuring that you understand and follow the principles of academic integrity and
conduct as laid out by the University of Regina (available at
http://www.uregina.ca/gradstudies/grad-calendar/policy-univ.html) is vital to your
success in graduate school. Ensuring that your work is your own and reflects both your
own ideas and those of others incorporated in your work is important: ensuring that

you acknowledge the ideas, words, and phrases of others that you use is a vital part of
the scholarly endeavour. If you have any questions at all about academic integrity in
general or about specific issues, contact your course instructor to discuss your
questions.
U OF S: Understanding and following the principles of academic integrity and conduct as
laid out in the University of Saskatchewan’s Guidelines for Academic Conduct is vital to
your success in graduate school (available at
www.usask.ca/university_secretary/council/reports_forms/reports/guide_conduct.php
). Ensuring that your work is your own and reflects both your own ideas and those of
others incorporated in your work is important: ensuring that you acknowledge the
ideas, words, and phrases of others that you use is a vital part of the scholarly
endeavour. If you have any questions at all about academic integrity in general or about
specific issues, contact any faculty member and we can discuss your questions.

