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 ABSTRACT 

 

This study Aimed to explain and help how to improve the employees’ 

performance, and effective human resources management take high priority in 

health institutions and hospitals in developing and generally developed countries 

particular in Libya.  And eliminating the main obstacles and hinders on the 

development of human resources in public hospitals. there for we selected there 

factors which has effect on medical service and inefficient human resources 

management and the factors which are job satisfaction , organization behavior 

and training. we found there is negative effect on improvement and facing many 

problems associated with limited incentives, low salaries, poor following-up by 

managers to the performance of employees, neglecting customer satisfaction, 

and many other negative signs of improper human resources management. 
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CHAPTER I 

INTRODUCTION 

 

1.1. Introduction 

The development of human resources will be reflected directly on 

employees’ performance, and effective human resources management take high 

priority in health institutions and hospitals in developing and developed countries. 

The management of human element in a way to develop the performance of 

employees requires special management styles and eliminating the main obstacles 

and hinderson the development of human resources in public hospitals. 

Job performance is the branch of psychology that deals with the workplace. It 

is also part of human resources management. It most commonly refers to whether a 

person performs their job well. Despite the confusion over how it should be exactly 

defined, performance is an extremely important criterion that relates to 

organizational outcomes and success (Farh, 2012). It has been observed by 

researchers that there is positiverelationship between human resources management 

and employeeperformance (Gould-Williams, 2003; Park et al., 2003;Wright et al., 

2003; Tessema and Soeters, 2006) and organizational performance (Quresh et al., 

2010). HRplays its role as a plus which may be a source of competitive advantage 

(Schuler and MacMillan, 1984; Pfeffer, 1994). Delaney and Huselid (1996) found 

HR practicesimpact on the perception of organizational performance.Past studies 

have acknowledged that HRM practices playa significant role in influencing the 

performance of employees (Shahzad et al., 2008; Tessema and Soeters,2006). But in 

the case of developing countries there aresome challenges specific to these countries 

which restrictand affect the role that HRM practices can play ininfluencing employee 

and organizational performance. Ghebregiorgis and Karsten (2006) in their study 

foundthat the knowledge and the concept of HR practices, including training, 
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recruitment, compensation, performance. In addition, HR managers must analyze 

their hospital's pay structure to ensure that employees are compensated fairly 

according to their position and experience level 

Job satisfaction describes the saturation which is about the individual and his 

or her job.  Primary function shows the goals that enhance job satisfaction and 

performance , and methods that include rotation, expanding scopes of work and 

enrich the job. This is the culture and management style, activating the role of 

workers, giving powers to the joint working groups that make up the effects of job 

satisfaction. 

Job satisfaction may originally appeared in the industrial and service field , 

but he has gained special importance in the field of education as that human beings 

are the most important input , and so are they the most important outputs , but it can 

evaluate all the outputs of the educational process in the field of education in general 

and job satisfaction for the teacher or administrative Engine the educational process 

in particular.(Robertson et al, 2012). 

The factor of Organization Behavior plays an important factor in leading the 

hospital staff to do their job properly and in time. Organizational Behavior is a field 

of study that investigates the impact that individuals, groups and structures have on 

Behavior within an organization. It is an interdisciplinary field that includes 

sociology, psychology, communication, and management; and it complements the 

academic studies of organizational theory (which is more macro-level) and human 

resource studies (which is more applied and business-related).  

Training affects humans through the processing of motivation. These 

motivations can emerge from the people themselves, for example by representing 

processes at the cognitive level a stimulus for change on the physical and emotional 

level (Jones, 2000) 
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The on-the-job training method takes place in a normal working situation, 

using the actual tools, equipment, documents or materials that trainees will use when 

fully trained. On-the-job training has a general reputation as most effective for 

vocational work. 

The concern for the development of human resources in healthcare 

institutions in Libya become an imminent requirement due to the recent political and 

economical changes in the country, given that investment in human resources is the 

best investment and the Libyan citizen is the goal of the development plans of the 

state Libyan after the recent changes and new government trends to develop the 

country so that the health care systems in Libya will be in the same level as in the 

neighboring countries. Libyan hospitals suffered from poor services and low 

performance by the working staff in the public hospitals, and this was due to lack 

strategic plans and attention on the importance of HRM in public hospitals.  

The management of human resources departments should realize the 

importance of the human resources to their organization, and integrating and 

coordinating of available resources (human and material) to the maximum possible 

energy to achieve the goals and mission of the medical institution, which include 

(planning, organization, direction, and control). The highest efficiency and adequacy 

and less effort and greater return (Aldhyan, 2002). 

 

1.2. Research Problem 

The human resources factor represents the center of health care center and the 

measure of success to any hospital in the delivery of excellent services to customers 

(patients) in order to achieve patients’ satisfaction. For many decades Libyan public 

hospitals in particular suffered from ineffective human resources management, 

which in turn reflected on the performance of employees in public 
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hospitals.Research conducted in the UK and US shows positive support for the links 

between how people are managed and performance of the organizations where they 

work (Carol and Michael,2012; Becker et al. 2001) and showed a strong link 

between themanagement of employees in hospitals and thelevels of patient mortality 

within those hospitals because of high level of job performance. 

In addition to that there wasn’t any strategic plan by the government of Libya 

to develop human resources in public hospitals, Human resources department left 

without improvement and facing many problems associated with limited incentives, 

low salaries, poor following-up by managers to the performance of employees, 

neglecting customer satisfaction, and many other negative signs of improper human 

resources management. HRM is essentially defined by the degree to which employee 

involvementand participation in the overall efforts to improve the performance of 

employees (Marian and Richard, 2008). Furthermore the bureaucratic barriers 

between the managers of human resources manager and employees have contributed 

to prevent the development in public hospitals was another complicated problems 

facing the senior management in public hospitals which caused the deterioration of 

the level of medical services and low overall performance.  

According to the mentioned above, the study discuss the problem associated 

with the migration of patients to neighboring countries looking for better medical 

treatment and developed healthcare because of low performance from the employees 

working in Libyan hospitals. Therefore the study attempt to answer the following 

main question: 

How do job satisfaction, organizational behavior, and training contribute to 

improve the performance of employees in Libyan public hospitals? 
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1.3. The Back ground of the study 

This research will discuss the problems associated with the absence of 

strategic plans for the development, training and management of human resources in 

the public hospitals in Libya, and therefore the study will show the need for 

evolutionary comprehensive rehabilitation plans to all public hospitals in Libya 

without exception in order to develop the professional expertise of human resources 

working in these hospitals. The study showed that importance of improving the 

management skills of human resources managers of has become a matter of urgency 

now to develop the performance of all personnel working in public hospitals, and 

also because of dramatic political and economical changes occurring in Libya 

currently, therefore the study will set the right recommendations to remove all the 

obstacles towards improving human resources department, and identify the main 

factors that affect the management of human resources in public hospitals. 

In addition to the limited Libyan studies in this field which provide small 

window for improvement and this was another reason for poor performance by the 

human resources in Libyan public hospitals. Other factors also contributed to poor 

human resources management such as; lack of experience and professional 

personnel, lack of training courses giving to the managers and employees in the 

human resources departments, and these factor have lead to bring professional 

expertise from outside Libya which add additional cost the Libyan government for 

paying double salaries to employees and doctors coming from outside Libya to work 

in government hospitals. 
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1.4. The Research Objectives 

1) To describe job Satisfaction of employeeinLibyan public hospitals 

2) To describe Organizational  Behavior in Libya public hospitals in Libya 

3) To describe Training program  in Libyan public hospitals  

4) To provide recommendations and improvement suggestions that helps the 

Libyan authorities to develop the current conditions of HRM  care in public 

hospitals. 

 

1.5. The Research Questions 

1) How are the level  of job satisfaction  of employee ? 

2) How are  the Organizational behavior in public hospitals in Libya? 

3) How are training  program in Libyan public hospitals? 

4) How are the recommendations and improvement suggestions that helps the 

Libyan authorities to develop the current conditions of HRM care in public 

hospitals? 

 

1.6. The Importance of the research 

The importance of this study being the first in Libya, which covers sensitive 

subject matter associated with the management of human resources in the public 

health sector system in, and also discuss the main factors that hinder the performance 

and poor skills of individuals and personnel working in Libyan public hospitals as 

well as the poor level of medical services provided for patients in these hospitals and 

the frequent complaints of patients and dissatisfaction due to inefficient performance 

and treatment of hospital personnel and nurses. 

This study describes the reality of human resources management in Libyan 

public hospitals and then set the right suggestions to improve the current situation. 
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The importance of the present study because it addresses the main issue and 

obstacles facing the managers of human resources department in public hospitals 

with few studies that was discussed this problem in Libya. 

1.7. The Limitation of the Research 

This study is limited to discuss the problems facing the managers of human 

resources departments in the public hospitals in Libya. There is a need for further 

research in the private hospitals as well because they also facing similar problems 

and poor health care service which led to patient migration to other hospitals in 

neighboring countries. 

The study is limited to evaluate the current level of human resources 

management, other issues also need to discuss such as medical service quality and 

management system of the public hospitals. 

 

1.8. Summary 

The healthcare is the main elements of comprehensive and sustainable 

development of any country, and many countries allocate a large budget for health 

care systems, yet the impact of any development plan to the health care system will 

not be effective an give the desired results without qualified and efficient human 

resources who are responsible to provide good medical care for patients and 

achieved patient satisfaction 

This study highlighted the poor medical service provided in the Libyan public 

hospitals due to inefficient human resources management and lack of experience and 

professional personnel, and lack of training to the employees and nurses working in 

these hospitals which led in many cases to bring professional expertise from outside 

Libya and this costing the Libyan government to allocate extra budget for salaries. 
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The study set fundamental recommendations for the Libyan government and 

in particular to the senior management of these hospital to rehabilitate the current 

situation of human resources department which will be reflected on the overall 

performance of public hospitals and enhance the reputation of these hospitals.  
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CHAPTER II 

LITERATURE REVIEW 

 

 

2.1 Introduction 

There are many studies and literatures that discussed the topic of human 

resources management HRM and its impact on developing the performance of 

employees. Many success papers and articles were written in the field of human 

resources management and describe how the management of human resources in 

organization can turn the failure to success.In contrast, and literatures discussed how 

poor practicing to human resource management (HRM) can affect the overall 

performance of the organization.  

West, E. (2001) showed that effectiveness of a hospital to a large extent will 

be reflected on customer (patient) satisfaction, dependent on the quality of 

servicesdelivered, and the work effort expended by its employees. Therefore, HRM 

functions critically important and cardinal for the efficient and effective operation of 

a hospital as an organization. Due to this fact, the recurring changes taking placein 

the health care industry, which affects health services, have also in influencing the 

HRM function considerably (West, M. A., &Borrill, C. S, 2006).  

Armstrong (1987) believed thatstrong belief in reinforcement of Human 

Resources Management is a constant competitive advantage achieved through the 

employees of the organization.  

Al Alaq(2002) has defined human resources management as part of the 

means of management personnel affairs in terms of appointment and qualification, 

training and skills development, as well as description of their business. And 

lavender cited definition as "attract and develop individuals who have the talent and 
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imagination necessary for organization to compete in a complex and changing 

environment", while Negro &Hanafi (2000) defined HRM  " the art attract of 

attracting workers and their choice and their appointment and to develop their 

abilities and develop their skills, and to create the conditions appropriate regulatory 

in terms of quantity and quality to extract the best in them from the energies and 

encourage them to make the greatest possible efforts and performance",they added 

that management that are looking for individuals and human needs and plans should 

polarized, selection and recruit, and training the employees to give their peak in 

doing their jobs 

A.V. Srinivasan (2008)recognizeda fact that the health, safety and welfare 

functions within the organization have been the top priority of HRM, despite the 

enormous humanand economic benefits that can flow from a well-conceived and 

properly implemented health and safety policy within the company. There have been 

counter arguments about why an organization shouldtake care of the health, safety 

and welfare needs of its employees. These services are provided by the hospital to 

ensure acceptable standards of performance, andso that the hospital can prevent 

personal difficulties from inhibiting performance. Therefore, welfare of the 

individual should be taken into account. 

Michael et al (2009) stated that the developing effective of health care 

organizations is increasingly complex as a result of demographic changes, 

globalization, anddevelopments in medicine. Michael et al (2009) have examined the 

potential contribution of organizational Behaviour theory and research by 

investigating the relationship between systems of human resource management 

(HRM) practices and effectiveness of patient care in hospitals, and they found that 

the impact of HRM is vital to achieve job satisfaction between employees and thus 

develop their performance and relationship with organization’s clients. 
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Preuss (2003) argues that ‘high performance’ HR systems can improve 

healthcare outcomes in hospital settings in part because they promote effective 

information processing and decision-making in environments where this is critical, 

he also suggested that investments in high performance work systems will yield 

superior health careand reduced costsbecause these systems increase employees’ 

capacity to interpret ‘equivocal’ information on an ongoing basis and allow them to 

act directly upon this information. Preuss (2003) found that aspects of high 

performance work systems (e.g., increased employee knowledge and broad task 

responsibilities among nurses) directly impact a measure of hospital medication 

errors.  

Ostroff and Bowen (2000),have explained how HRM systems can link to 

such variables as organizational and psychological climate, and employee attitudes, 

Behaviours, skills and abilities, and how these then affect performance and 

outcomes. Second, mediation cannot be tested with the normal procedures 

Aashimaet al (2011) emphasized on the importance of human 

resourcesmanagement (HRM) to the success or failure of healthsystem performance 

has, until recently, been generally overlooked, to put simply, HRM is a planned 

approach to manage people effectively for performance by providing a more open, 

flexible, and caring management style so that the staff will be motivated, developed, 

and managed in a way that they can give their best to support departments. HRM in 

hospitals has to function in a sector with some unique characteristics. The workforce 

is relatively large, diverse, and includes separate occupations 

Khatri et al (2006) emphasized that human factor is central to healthcare, yet 

its proper management has remained beyond the reach of healthcare organizations. 

This quantitative study examines strategic human resource management (HRM) 

issues in a university and a community hospital. They found that the two hospitals 

lacked a clear understanding of their strategic intent and objectives; as a result, their 
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human resource (HR) practices lacked coherence and direction. Whereas the 

community hospital understood the interrelationship between culture and HRM, the 

university hospital did not. Moreover, the public hospitals showed only a modest 

understanding of competencies needed in managing HR function, which hampered 

its ability to identify competent HR managers and employees. The public hospital 

under study made significant gains in the past few years in managing its culture and 

people by recruiting a competent HR manager. The relationship between HR 

practices and clinical outcomes was much less clear in the public hospital. 

 

2.2 Human Resources Development HRD 

Historically, HRD has referred to developing human resources in order to 

increase economic productivity and therefore a nation’s wealth that is very closely 

linked with economic outputs. However, within current definitions and discussions, 

especially in the context of developing countries, there is more emphasis on the 

human aspects of HRD. So, in the development context the meaning of the term’s 

human resources development and human development are very much 

interconnected.  

Human Resource Development (HRD) is the framework for helping 

employees develop their personal and organizational skills, knowledge, and abilities. 

Human Resource Development includes such opportunities as employee training, 

employee career development, performance management and development, 

coaching, mentoring, succession planning, key employee identification, tuition 

assistance, and organization development.The focus of all aspects of Human 

Resource Development is on developing the most superior workforce so that the 

organization and individual employees can accomplish their work goals in service to 

customers (Susan, 2013). 
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The development of Human Resources leads to increasing the knowledge, the 

skills, and the capacities of all the people in a society. In economic terms, it could be 

described as the accumulation of human capital and its effective investment in the 

development of an economy (Sriyan, 2008) and during the past 10 years, financial 

pressures on health service providers have led toa quest for more efficient service 

delivery and many consequential changes to theorganization and utilization of staffof 

hospitals (Margret and Janny, 20010). In addition to that Human Resource 

Development (HRD) plays a critical role in creating and sustaining high performance 

organizations. A large percentage of theoperating budgets of NGOs and Ministries of 

Health is devoted to staff salaries and wages. In an era of health sector reform, HRD 

issues must beaddressed if organizations are to successfully manage decentralization, 

public/private partnerships, downsizing and expansion, as well as the drivetoward 

organizational sustainability. As more and more NGOs and government 

organizations face these challenges, they are looking for HRDtechnical assistance 

and support. This instrument is designed to help organizations assess their HRD 

capacity. It can also serve as a basis to developstrategies to improve the HRD system 

and make it as effective as possible. 

 The study emphasizes there are certain factors correlated to human resources 

development such as Job Satisfaction, Job Performance, and Incentives. 

 

2.3 Incentives. 

Incentive measures, such as salaries, secondary benefits, and intangible 

rewards, recognition or sanctions havetraditionally been used to motivate employees 

to increase performance. Motivators may be positive and/ornegative. Reducing dis-

incentives or perverse incentives that favour non-conducive behaviour, can often 

bemore important than inventing new incentives. Incentive systems reside within 

organizations, their structure,rules, human resource management, opportunities, 
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internal benefits, rewards and sanctions, etc. Whether based on perception or reality, 

organizational incentive systems do have a significant influence on the performance 

of individuals and thus the organization overall. Perhaps the most pervasive 

structural motivators and incentivesare located at the societal level, such as security, 

rule of law, investment climate, civil service pay or legislation conducive to civic 

engagement (Kanni, 2006). Following are some of literatures those investigated the 

impact of incentives of employees. 

2.4 Job Satisfaction 

Job satisfaction describes the saturation which is about the individual and his 

or her job. The more employees are having happiness in his job, the higher the 

saturation felt by them. The main factors of job satisfaction as a case of enthusiasm, 

despite strong correlation between them. Primary function shows the goals that 

enhance job satisfaction and performance , and methods that include rotation, 

expanding scopes of work and enrich the job. This is the culture and management 

style, activating the role of workers , giving powers to the joint working groups that 

make up the effects of job satisfaction . This is where the saturation factor is very 

important, which is evaluated by different bodies . One of the main methods that 

assessment on what voting rates provided by workers from reporting on their 

impressions toward their job .Where inquiries relating to rates of pay, work 

responsibilities, multi-tasking, job advertising and teamwork.There are various 

theories on Job satisfaction such as the following (Schultz et al, 2010). 

1) The theory of human relations: 

There are psychological and social needs of the teachers at the most 

important self-esteem and assertiveness and respect for others (Latham and 

Budworth, 2007). 

2) The theory of functional adaptation: 
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This theory is based on harmony between personal required to work and the 

work environment itself, and harmony is the main factor in the interpretation of the 

individual with the adaptation of the work environment as reflected in his 

satisfaction, contentment and stability in the job (Hulin and Judge, 2003). 

A recent theory depends on several things are: 

 Confidence: Productivity and confidence cannot be separated. 

 Wisdom and skill: Here you must be working in practice and precise 

refinement and subtlety. 

 Intimacy and affection: it depends on the common bond of life and called for 

by our religion 

The comforting and interesting life, and support for other people and to 

establish social relationships and solid friendships. Thus reflect earlier theories about 

the multiple perspectives of their respective owners, which are trying to interpret 

human behavior and satisfaction and stimulating ways to get to a healthy and 

productive performance satisfactory. We can say in general: that there is no single 

theory explains all cases of dissatisfaction or lack thereof, but there are several 

theories represent divergent views. The concept of job satisfaction is a matter of the 

individual, the case is up to the individual's integration with his work through his 

ambition and desire for career growth, progress and achieve its objectives through 

the achievement of the objectives of the work itself . If the subject of job satisfaction 

may originally appeared in the industrial field , but he has gained special importance 

in the field of education as that human beings are the most important input , and so 

are they the most important outputs , but it can evaluate all the outputs of the 

educational process in the field of education in general and job satisfaction for the 

teacher or administrative Engine the educational process in particular (Robertson et 

al, 2012). The following is a review of some literatures on Job Satisfaction and its 

impact on human resources management. 
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Tabel .1 Previous Studies on Job Satisfaction and Performance  

Study 1 

The impact of job satisfaction on the performance of a field 

study of employees in hospitals 

Title 

AyadHamad, 2009 Author 

The study found that the loyalty of individuals working in the 

organization and their satisfaction with the work makes the 

individual moves within the limits of the field and the 

satisfaction and business functions conferred upon him and 

thus reflected the performance levels he has, according to 

degrees of satisfaction. 

Results 

The study recommended the need to support individuals 

through the adoption of effective system of incentives in order 

to achieve job satisfaction as well as a focus on moral 

incentives to its direct impact in the evaluation of the 

performance of individuals and excellence. 

Recommendations 

Study 2 

Evaluating the impact of incentives on the level of 

functionality in the telecommunications company from the 

standpoint of staff 

Title 

WafiqHulmy, Mohammed Thabit, 2010 Author 

The results showed the presence of a statistically significant 

relationship between an effective system of incentives and 

performance of staff. The direct relationship between the 

material and moral incentives and direct impact on the 

performance of employees. The study also found a direct 

Results 
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relationship between promotions and job performance. 

• The study recommended that the results of the annual 

performance appraisal can be used a standard for reward and 

punishment, especially when the use of incentives, whether, 

positive or negative so as to ensure the achievement of the 

objectives of the system of incentives and rewards.  

• The need to link the results of annual performance evaluation 

and the granting of incentives and rewards based on those 

results, so as to ensure that the performance evaluation main 

tool in the granting of incentives. 

Recommendations 

Study 3 

The impact of development on human resources 

performance in government ministries operating in Nablus 

- Palestine 

Title 

MutaasSayry, Razan Al-Shaikh, Majad AL-Masry, 2011 Author 

The results showed that there is a statistically significant 

relationship between the methods and HR development 

policies and job performance of employees, also the results 

showed that the simplification of work procedures, the 

development of laws and regulations, the development of 

employees all these factors contribute to achieving higher 

levels of functionality and performance  

Results 

• Making further research on the subject of administrative 

development in preparation for the change and development 

are based on realistic goals and measures suitable work 

consistent with the nature of these ministries, help get a better 

position. In order to access to the results of a more in-depth  

• Developing ministries organizational structures and the 

Recommendations 
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design of new structures that are flexible so as to be able to 

enhance their ability to cope with emergency conditions and 

external developments and the environmental conditions they 

face. 

Source : secondary data, 2014  

 

2.5 Organizational Behavior  

Organizational behavior is a field of study in which the impact that 

individuals, groups and structure have on behavior within organizations, in order to 

apply this knowledge to improve the effectiveness of organizations is investigated. It 

is a scientific discipline whose knowledge base a lot of research and conceptual 

developments are constantly being added. But it is also an applied science and that 

information on effective practices in an organization can be extended to many other 

fields of business and services (Wagner, 2010) 

Organizational behavior also is a bounded and a common body of knowledge 

that studies three determinants of behavior specialty organizations: individuals, 

groups and structure. Apply the knowledge gained about individuals, groups and the 

effect of structure on behavior, with the aim of better performance in organizations. 

Organizational behavior is particularly interested in situations involving employment 

(Miner, 2006). 

a. Objectives of Organizational Behavior  

The sciences aims to achieve four goals: to describe, understand, predict and 

control certain phenomena, including the organizational environment. These are the 

objectives of organizational behavior (Balzer, 2007): 
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The first objective is to systematically describe how people behave under 

different conditions. Achieving allows administrators to communicate with a 

common language regarding human behavior at work. 

A second objective is to understand why people behave as they do. 

Administrators are much frustrated if they could only talk about the behavior of their 

employees without understanding the underlying reasons. Therefore, the managers 

concerned, learn to probe for explanations. 

Predict the future behavior of employees is another goal of organizational 

behavior. In theory, managers have the ability to predict which employees are 

engaged and productive, and which is characterized by absenteeism, delays or 

disruptive behavior at some point (so that it is possible to take preventive action). 

The ultimate goal of organizational behavior is to control human behavior in 

organization, at least in part, and develops some human activity at work. 

Administrators are responsible for performance results, so vitally interested have 

effects on behavior, skill development, teamwork and employee productivity. They 

need to improve outcomes through their actions and those of its employees, and 

organizational behavior can help them achieve that purpose (Ashkanasy, 2002). 

Some people fear that the tools of organizational behavior are used to limit 

their freedom and depriving them of their rights. Although this is possible, it is also 

unlikely, since the actions of managers are subject to major revisions. Administrators 

have to remember that organizational behavior is a human tool for the benefit of 

humans. The principles of organizational behaviorcould be applied broadly to all 

kinds of organizations, including businesses, government agencies, universities and 

service organizations such as hospitals. Where there are organizations, there exists 

the need to describe, understand, predict and improve the management of human 

behavior (Levy, 2006). 
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2.6 Training 

The term training is common to all processes that cause a changing 

development of human and employees in organizations.  Training affects humans 

through the processing of motivation. These motivations can emerge from the people 

themselves, for example by representing processes at the cognitive level a stimulus 

for change on the physical and emotional level (Jones, 2008). Likewise, motivation 

may come from outside, for example by a (long-term) changes in the air temperature 

requires the corresponding adaptation of the whole organism. This means that so-

called athletic training that affects the people on the physical, cognitive and 

emotional level, can cause manifold training effects (Balzer, 2007).  

Some commentators use a similar term for workplace learning to improve 

performance: "training and development". There are also additional services 

available online for those who wish to receive training above and beyond that which 

is offered by their employers. Some examples of these services include career 

counseling, skill assessment, and supportive services. One can generally categorize 

such training as on-the-job or off-the-job (Hatch, 2006). 

The on-the-job training method takes place in a normal working situation, 

using the actual tools, equipment, documents or materials that trainees will use when 

fully trained. On-the-job training has a general reputation as most effective for 

vocational work.It involves Employee training at the place of work while he or she is 

doing the actual job. Usually a professional trainer (or sometimes an experienced 

employee) serves as the course instructor using hands-on training often supported by 

formal classroom  training  (Wolfgang et al. 1998). 
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2.7 Job Performance 

Job performance is whether a person performs their job well. Job 

performance is studied in industrial and organizational psychology, the branch of 

psychology that deals with the workplace. Job performance is also part of human 

resources management. Performance is an important criterion for organizational 

outcomes and success (Dala and Hulin, 2008). 

John P. Campbell (1990) describes job performance as an individual level 

variable, or something a single person does. This differentiates it from more 

encompassing constructs such as organizational performance or national 

performance which are higher level variables. The following are some literatures 

discussed the relationship between job performance and human resources 

management. 

Tabel: 2 Previous  Studies on Organizational Behavior and Performance  

Study 1 

Organizational communication and its relationship to job 

performance 

Title 

BuatitJalaluddin, 2009 Author 

The study found a positive correlation between 

communication medium downward and functionality of 

workers executives. As well as the existence of a positive 

relationship between organizational communication medium 

and Functionality 

Results 

The study recommended to increase and develop the capacity 

of the workers through the intensification of operations and 

upgrade the training and training in the field of communication 

and understanding of the information received, which has the 

Recommendations 



 
22 

 

effect of directly or indirectly to the performance of vocational 

or career. 

Study 2 

Evaluating the impact of incentives on the level of 

functionality in the telecommunications company from the 

standpoint of staff 

Title 

WafeekHelmi Agha, Wael Mohammed Thabet, 2010 Author 

The results showed the presence of a statistically significant 

relationship between an effective system of incentives and 

performance of staff. The direct relationship between the 

material and moral incentives and direct impact on the 

performance of employees. The study also found a direct 

relationship between promotions and job performance. 

Results 

• The study recommended that the results of the annual 

performance appraisal are the standard of reward and 

punishment, especially when the use of incentives, whether, 

positive or negative so as to ensure the achievement of the 

objectives of the system of incentives and rewards.  

• The need to link the results of annual performance evaluation 

and the granting of incentives and rewards based on those 

results, so as to ensure that the performance evaluation main 

tool in the granting of incentives. 

Recommendations 

Study 3 

The impact of development on administrative functionality 

in government ministries operating in Nablus 

Title 

MoatazSaira, Razan Sheikh Yassin, 2011 Author 

The results showed that there is a statistically significant 

relationship between the methods and the development of 

Results 
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administrative policies and job performance results of the 

study showed that the re-engineering of administrative 

simplification of work procedures, the development of laws 

and regulations, the development of manpower contribute to 

achieving higher levels of functionality 

• To make further studies and research on the subject of 

administrative development in preparation for the change and 

development are based on realistic goals and measures suitable 

work consistent with the nature of these ministries, help get a 

better position. In order to access to the results of a more in-

depth  

• Todevelop the ministries and organizational structures and 

the design of new structures that are flexible so as to be able to 

enhance their ability to adapt to unforeseen circumstances and 

developments of Foreign Affairs and the environmental 

conditions they face. 

Recommendations 

Source : Secondary data , 2014 
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CHAPTER III 

METHOD 
  

 

3.1 The Research Design  

In this study we used a mixed approach (quantitative and descriptive) 

because the two approaches complement each other, and also using both approaches 

will help to make accurate conclusions about the topic of this research.   

The descriptive approach used in this study in the earlier phases of the 

research to describe the current status of HRM in public hospitals in Libya.  The next 

part of the research the quantitative approach will be applied. The reason to use the 

quantitative research in the next stage of this research is to help the researcher to 

have a better picture of what to expect after developing human resources 

management in Libyan public hospitals and know from managers involved in HRM 

management in Libyan public hospitals about the current practicing of HRM and the 

problem they are facing with the patients and hospital staff. In addition to that 

applying the descriptive approach only will not be adequate to have precise 

conclusions and set the right recommendation, therefore using quantitative 

methodology will enhance the reliability of the study. 

 

3.2 Population and sample 

The study community were medical staff working in public hospitalsin 

Libya. The number of the study population equal 80. A total of 5questionnaires were 

distributed per day.The aim of the questionnaire is to understand the impact of 

HRMon the job performance in public hospitals, and to understand the variables that 

cause poor performance and inefficient healthcare giving to patients in recent years. 

Researchers rarely survey the entire population for two reasons (Adèr, Mellenbergh, 

& Hand, 2008): the cost is too high, and the population is dynamic in that the 
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individuals making up the population may change over time, therefore the study 

selected staff from human resources departments in public hospitals by using non-

random sampling. The three main advantages of non-random sampling are that the 

cost is lower, data collection is faster, and since the data set is smaller and selective, 

then it is possible to ensure homogeneity and to improve the accuracy and quality of 

the data. 

3.3 The Research Instrument 

The data-gathering instrument that used in next phase of the research (the 

quantitative approach) is questionnaire distributed to hospital staff in HR department 

in selected public hospitalwho are currently responsible for healthcare in public 

hospitals in Libya. 

3.4 Data collection procedure 

The type of data obtained from the quantitative research is phrases from the 

questionnaire, while the type of data collected from the descriptive approach will be 

associated with personal characteristics and psychological attributes of the staff in 

the hospital. The main data is concerned with personal attitudes what patients expect 

from the nurses and hospital services, and what are the main factors affecting the job 

performance of hospital staff  consist of 3 factors : Job Satisfaction, Organization 

Behaviour and Training . 

3.5 The Research Framework 

The research isdivided to two structures by analyzing the primary data from the 

quantitative approach and discussing HRM in hospitals through literature review. 

The finds from both structures will be used to make the final conclusion of the study. 

Figure-3.1 shows the design of the research. 
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Figure-3.1: Research Framework 

 

3.6 The Type of Data 

 

The study will utilize by both secondary and primary data. The secondary data will 

be based on different literatures associated with this subject. The secondary data will 

be collected from published journal about the topic. The main reason for conducting 

a literature browsing is to understand the main factors that affect the job performance 

of hospital staff in public hospit 
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CHAPTER IV 

RESULTS AND FINDINGS 

 

4.1 Introduction 

 In this chapter we analyze job satisfaction, organization, and training in 

public hospitals in Libya. The first part of the analysis discus the background of 

hospital’s staff and their working environment to have better understanding on their 

working situation and level of employee performance , this section will discuss the 

results from different perspectives in order to identify the negative and positive 

points found from the results. 

 Similar to other organizations, hospitals are concerned with maximizing 

effectiveness of medical services through the adoption of appropriate policies and 

practices by human resources department. Unlike most other organizations, however, 

the employee performance in hospitals can be measured partly by their success in 

treating illness and patients with high level of medical service and avoiding deaths. 

Also unlike many other sectors, little research has examined and identified employee 

performance  that promotes quality of medical services in hospital settings.  

 In this section, we examine the impact of three main factors (Job satisfaction, 

Organization Behaviour, and Training) on the efficiency of human resource 

management and examine the influence of these factors on the performance of nurses 

and hospital staff. 

 The analyses we conducted to explore whether (Job satisfaction, 

Organizational Behaviour, and training) had stronger associations with job 

performance  than others factors. We interpret these results to suggest that the 

arbitrate mechanisms in our sample for the 
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relationships between the three factors (Job satisfaction, Organizational Behavior, 

and training) and employee performance  to the medical service provided by the 

public hospitals in Libya  

 The Likert scale was used in the questionnaire. The Likert scale is a 

psychometric scale commonly involved in research that employs questionnaires. It is 

the most widely used approach to scaling responses in survey research, such that the 

term is often used interchangeably with rating scale, or more accurately the Likert-

type scale 

 The questionnaire indicates five options for each question as below: 

1) Strongly agree 

2) Tend to agree 

3) Undecided 

4) Tend to disagree 

5) Strongly disagree 

 

4.2 Background of the respondents  

 The total number of respondents is 80, the number of collected responses 

equal 56 where 71% of them were female and 29% male, their ages 48% are above 

25 years old, and 52% less than 25 years old. The result showed that the hospital’s 

staff who are low level educated ( High school, ) 49% and 51% are educated. With 

regards to working experience in hospitals; (42.50% less than 5 years, 34.60% less 

than 10 year, 12.80% less that 15 years, 8.90% less than 20 years, and 1.10% less 

than 20 years). 0nly 1.10% of hospital staff are highly experiences, and this is very 

low value which show the needs for more highly skilled and experienced hospital 

staff in public hospitals in Libya. 



 
29 

 

Regarding the working hours, 73.20% are working less than 8 hours per day, and 

26.80% are working extra hours more than 8 hours daily. Thus result showed that the 

percentage of hospital staff who working less than 8 hours per day needs to improve 

to be above average or more than 50% due to the increasing demand for more 

working hours in public hospital. When we asked the hospital staff about human 

resources managers’ commitment to their working time, the result showed that 

22.90% of managers came to work after 12:00 pm and only 34.60% came in time at 

8:00 am, where managers should not be late after 8 am in order to guide hospital 

staff to their work every day early morning, being late will give negative signs to 

hospital staff and let them neglect their duties without monitoring and control by the 

manager of human resources department. 

 

4.3 Discussion  

 HRM Efficiency is defined in this study as “the effectiveness of doing and 

accomplishing the medical services and task to get positive output and high 

performance”.  

 In the following section, the employee performance  from the perspective of 

hospital staff will be described according to the obtained results, and considering the 

impact of three factors (Job satisfaction, Organization Behaviour, and Training)  

4.4Job satisfaction 

 Job satisfaction has many definitions and many studies have conducted to 

measure job satisfaction in different types of organizations, according to Oshagbemi 

(2006), he defined job satisfaction “an individual’s positive emotional reactions to a 

particular job”. This definition is very important and frequent in many studies. In this 

research we included this definition in our questionnaire in order to know the 

individual reaction of hospital staff at work in public hospitals in Libya. Schou 
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(2007) states that it is getting more and more common for public and government 

organizations to ask their employees to assess their working situation by conducting 

employee surveys 

 Job satisfaction factor for the hospital staff scored a high mean value (3.83) 

which confirms the importance of satisfying the hospital staff at the workplace in 

order to receive good performance from them. The absence of incentive system and 

low salaries was two main reasons and of poor job satisfaction, and according to the 

Job Satisfaction factor in medical sector has a negative effect on HRM Efficiency 

and staff’s performance, and without loyal and satisfied hospital staff, the HRM 

Efficiency will be low and their commitment and performance will be low as well. 

a.Evaluation the factors that affect job satisfaction 

 The study included the main elements and actions that affect Job Satisfaction 

of nurses and staff during work. These elements are (salary & incentives). These two 

factors play an important role in improving and raising the level of job satisfaction 

therefore the study has focused in these factors and measures each factor separately 

in order to reach a precise conclusion about the reality of job satisfaction among 

hospital staff in Libyan public hospitals. 

 

- Incentives 

 The study measured the incentives that employees they were received during 

their past period working in public hospitals. The result showed that among the 56 

respondents; (0 strongly agree, 1 tend to agree, 17 undecided, 21 disagree, and 17 

strongly disagree). Incentives are one of the main factors that increase and improve 

performance at any organization. Public organization managing big public hospitals 

in Libya neglect this factor for decades which is reflected badly on their annual 

revenues and productivity as well. The result obtained is shown below in (Fig-1) 

illustrating that the incentive systems to medical and staff in Libyan public hospitals 

was approximately absence and the major percentage of hospital staff revealed no 
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incentives have been given to them in the past, which shows the lack of real 

incentives giving to hospital staff in order to give them higher motivation and push 

them to work better and give their best output to their organization. 

 

Fig-1 Chart illustrating the incentives to hospital medical staff during the past 

years 

 

 Many theories on incentives have been proposed. In 1959, Herzberg 

recognized two categories of factors relating to people’s attitude and motivation to 

work better called “the two-factor theory. The researcher used the concept of this 

theory in the analysis in order find a new incentive system that suite the type of work 

in public hospitals in Libya.  

 Herzberg during his observation to hospital staff in different type of works 

observed that particular factors tended to be associated with satisfaction while others 

tended to be associated with dissatisfaction. The theory specify to categories; job 

satisfaction and job dissatisfaction. (Herzberg, 1959) referred to healthy factors as 

essentially defensive actions taken to remove sources of dissatisfaction; these actions 

include the workplace conditions, unfair pay system, organizational policies, internal 

treatment, interpersonal relations, insufficient status and lack of job security. 
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- Salary 

 The study measured the salaries paid for hospital staff during their past 

period working in public hospitals. The result showed that among the 56 

respondents; (0 strongly agree, 1 tend to agree, 17 undecided, 21 tend to disagree, 

and 17 strongly disagree). The overall percentages is shown below in Fig-2. 

 

 

Fig-2: The impact of Salary on hospital staff 

 

 The impact of salary on job satisfaction is higher than other factors. The 

survey indicated two questions to measure the salary impact on nurses and staff 

satisfaction. The result showed that about half of respondents (49.72) were not 

satisfied with their salary, and 29% are strongly not happy with their salary. Nurses 

and staff attitude was very low because of low salaries they received during the past 

years without any bonus and paid incentives. When asking the hospital staff if they 

agree that the salary is enough. None of the respondents were satisfied with the 

current salaries. As we can see from this result that hospital staff stating clearly that 
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salary was not enough to cover their living expenses which is highly affect their 

attitude during time of work and in some case cause distortion to their concentration 

on doing their job perfectly. This is one of the main factors that affect job 

satisfaction and lead to poor HRM Efficiency. 

 

 The human resources managers in public hospitals should consider the result 

of this question in predicting better salaries to the hospital staff in the future. The 

mean value is high and the standard deviation is very low, which shows that low 

salaries have being paid to hospital staff which is reflected on their job satisfaction. 

None of hospital staff were satisfied with the payment system of the public hospitals. 

It is interesting to note that the percentage of those hospital staff who was not 

satisfied with the salary amount is near to 0%, The mean value (4.0894) and the 

standard deviation (0.69739). 

 

4.5 Organizational Behaviour  

Organizational behaviour plays an important factor in leading the hospital staff to do 

their job properly and in time. Organizational behaviour is a field of study that 

investigates the impact that individuals, groups and structures have on behaviour 

within an organization. It is an interdisciplinary field that includes sociology, 

psychology, communication, and management; and it complements the academic 

studies of organizational theory (which is more macro-level) and human resource 

studies (which is more applied and business-related). It may also be referred to as 

organizational studies or organizational science. The field has its roots in industrial 

and organizational psychology. The study identified two elements that affect the 

Organizational Behaviour (Encouraging systems &internal treatment). 
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- Encouraging system 

The question associated with Organizational Behaviour in public hospital are about 

the existence of internal systems used to encourage hospital staff and other staff in 

public hospital. More than half of the respondents tend to disagree with these 

systems. 59.2% of hospital staff tends to disagree where 17.9% are strongly disagree 

and not happy with non-existence of any encouraging system inside the public 

hospital that rise hospital staff motivation to do their job in best way with high 

performance. There is a complete absence of any system that encourages hospital 

staff and bonds them to their hospitals and encourages nurses and staff unity. Poor 

HRM Efficiency is a clear result of long time of neglecting to hospital staff basic 

needs and providing planned systems to encourage hospital staff to do their jobs with 

high attitude and unity with their HR managers and hospitals. HR Managers should 

create and design goals which are realistic, achievable, target-set and clear.  

 

Fig-3 (A chart showing the percentage of encouraging system) 

The mean value (3.9497) and the standard deviation (0.63841).The overall 

percentage of hospital staff as follow; (0% strongly agree, 0% tend to agree, 23% 

undecided, 59% tend to disagree, 18% strongly disagree) 
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- Internal relationships 

 Regarding the relationship between hospital staff and HR managers, the 

survey showed that hospital staff are not decided whether the relationship is good or 

not, about have of the respondents (49%) are not decided about this question. The 

relationship between hospital staff and managers is sometimes breakable. The nurses 

and staff may feel pressured to keep his job in the hospitals while giving unfavorable 

opinions about his manager, while the manager or supervisor wonders if the nurses 

and staff is working good and doing his best to perform his task with maximum 

ability. Managers in Public hospital are also concerned about the morale of hospital 

staff, because low morale could lead to expensive issues with turnover or low 

productivity of the hospitals. 

 It is not clear what is exactly the relationship inside the public organizations 

between hospital staff and managers and supervisors, the other percentages are also 

tends to give big deviation from the mean value. The standard deviation value equal 

to (0.94271) and the mean is (2.8994). 
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Fig -4 (A chart showing the internal relationship between hospital staff and HR 

mangers) 

 The mentioned potentially unstable relationship between managers and 

hospital staff is getting caused by different reasons. One theory that deals with this 

relationship is the so-called “Principal-Agent-Theory”. The main focus of this theory 

lies on the different amount of information each party has; which may lead to a 

constantly unstable relationship between employees and managers.  

 The Behaviour of the organization was the weakest factor for the hospital 

staff, and scored the lowest mean value (3.51) comparing to other factors, this stress 

the need to pay higher attention the organization Behaviour and its main elements 

such as internal treatment, healthy working environment, and organizational culture. 

The Behaviour of the organization that guarantees the rights of the hospital staff has 

a positive effect on HRM Efficiency and performance.  Also the internal regulations 

needs for improvement to organize the performance of human resources department. 
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4.6.Training 

 Training has relationship  HRM Efficiency and performance of hospital staff. 

Training was the strongest factor that affecting HRM Efficiency and scored the 

highest mean value (3.97). In our survey we asked the hospital staff definite 

questions in order to know more information about training available for hospital 

staff in public hospital and the level of their skills. 

 We ask the respondents about the location of their training, the first question 

check if the hospital staff has already took training sessions outside Libya showed 

that the majority of hospital staff did not expect to take training inside Libya, the 

second major percentage confirm that hospital staff did not took training sessions 

outside Libya, both percentages equal to 68.15%. 

The chart below show the final result about training inside Libya 

 

Fig -5 (A chart showing training to hospital staff inside Libya) 

 As shown in this chart, the majority of hospital staff did not take any training 

sessions to help them improve their skills which reflected badly on their 
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performance. Hospital staff in Hospitals need for intensive training courses to 

increase their awareness and improve their job performance, however good training 

will be positively reflected on HRM efficiency.  

 Training is essential to improve performance of HR department and 

employees, and performance is correlated to HRM efficiency. Ballot et al. (2002) 

and Delame and Kramarz (2001) used French firm-level panel data to look at the 

effects of training on management value added and found positive and significant 

effects of training on the performance of organizations. 

 Therefore assigning frequent training courses to the hospital staff will  

improve the overall HRM Efficiency. The study found that the majority of hospital 

staff did not take any training sessions outside or inside Libya to help them improve 

their skills and develop their job performance. Lack of periodic training was 

strongest factor that lead to poor medical service and low service by the HR 

department in the public hospitals in Libya. 

Administrative leadership training Programs in public hospitals 

1- Middle management programs: all employees in the administration and the 

administrative area and that require modern management skills of those who made it 

to understand the basics of administrative work and health methodology and 

philosophy of the administration and the administrative process and the use of health 

organizations and their impact on achieving the goals of the health organizations. 

The goals of programs are : 

1. Understand the basics of modern management and process management in 

health institutions  

2. HRM and its importance and functions of general and specialized  

3. Communication and its importance and types of organizations  

4. The basics of administrative reform 
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2- Program management, health centers - the primary  

For Managers of doctors, health centers  Managers raise the efficiency of the health 

centers in the administrative work and training on the use of new skills in the 

management of their health centers.  

The goals of  program:  

1. Use leadership skills to influence the art to others, and the importance of 

communication and its types  

2. Understanding of human resource management and its importance and functions 

of general and specialized  

3. Use the skill of strategic planning and the preparation of the action plan  

4. how team-building and leadership of health  

5. Building relations between the center and the surrounding community 

environment 

3-Leadership development program 

for senior managers of departments, managers of people, officials units in health 

institutions  The program seeks to revive the capabilities and capacities of leadership 

in the ministry and to provide them with the necessary skills for the purpose of 

raising the performance and increase the speed of decision-making and health. 

The goals of  programs are : 

1. Recognize the leadership of health and kinds and genres  

2. Increase communication skills with the followers and the determinants of health 

communication in the organization and the organizational structure  

3. Familiarity with ways to motivate employees and administrative Psychology  
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4. The devolution of powers in health institutions and centralized and 

decentralized power. 

 

4- Program Associate Managing  

To associate administrators of the hospital staff . The Program seeks to raise the 

efficiency of the work of administrative assistants working in hospitals by providing 

them with the skills necessary to do so  

The goals of  programs are :  

1. Know the basics of modern management and administrative process and its 

use in organizations and the importance of management in achieving the 

main goals of the organization  

2. Know the basics of health education and follow-up preventive programs  

3. Know the basics of administrative reform and supplies required for 

downgrade  

4. Practice communication skills with the community surrounding the hospital 

environment 

 

5 - Management of hospitals  

For managers in hospitals, health institutions  Raise the efficiency of hospital 

administrators in administrative work and training on the use of new skills in the 

management of hospitals  

The goals of  programs are : 

1. Familiarity with the basic concepts for the management of hospitals and their 

impact on achieving the goals of the hospital  
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2. Knowledge of the basics of evaluating the performance of the enterprise, as well 

as evaluating the performance of employees  

3. Use leadership skills and influence others, communication and its importance in 

communicating with employees  

4. Familiarity with basic skills to plan and prepare the hospital in the Action Plan  

5. Team building and problem solving in the Working Group in the hospital 

 

6- Human Resource Management  

For workers in the departments of human resources and people  

And the development of human resources is a real investment in health institutions 

and science is seeking a stand-alone all organizations that are trying to sober 

translated into policy and practice in the case of work to be applied in the best way 

we have found human force able to promote the health situation  

The goals of  Program : 

1. Understanding of human resource management and defined  

2. Know the basic functions of human resources  

3. Know the organizational structure and job descriptions  

4. Figure out ways of human resource development 

 

7-Program Strategic Planning  

 Workers in the people of planning and participating in the preparation of the 

strategic plan and health departments, and that strategic planning is a solid 

foundation on which you are developing the plan in all its phases, as well as to 

predict the future, which makes the plan immune to any changes that may occur to 
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affect the results, so the training of staff in the development of the plan and in the 

field of planning topics of interest staffs working in the field of administrative and 

health  

The goals of programs are :  

1. Understanding of planning and strategic planning and its types  

2. Know the meaning of the strategy and objectives of the strategy  

3. Skills to prepare the plan successful  

4. Skills translate vision and message in the preparation of the training plan 

 

8- A computer program for beginners preliminary  

 Angels medical rehabilitation, all the categories that need to know the basics 

of computer. How to use the operating system and Windows software with Word and 

Excel program with the principles of the use of the Internet and e-mail  

The goals of  programs are : 

1. The use and operation of the system windows.  

2. Use calculators correctly.  

3. Use of some of the basic programs. 

 

Nursing programs  

 Training of midwives  

 Midwives graduates from midwifery school or junior nursing, College of 

Nursing. The importance of the role of the midwife in the community, the program 

definition profession of midwifery and its importance and how to care for the mother 
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and child and diseases that affect the pregnant mother and bleeding and its definition, 

types and its effect on pregnant women during and after childbirth, and infection 

control, sterilization and sterilizer cleaning and detergents  

The goals of Programs are : 

1. Definition of the profession of midwifery and its importance  

2. Increase awareness of diseases that infect pregnant mother  

3. Dealing with bleeding and integration of knowledge on this subject  

4. Infection control in the lounge birth and sterilization. 

 Nursing Documentation  

For all levels of nursing. Documentation that the fundamentals of the nursing work 

in hospitals and track the status of a patient lying in a hospital, so there is a need to 

program tries to cover this aspect of the work of the pathogen, which increases the 

awareness of the importance of nurses and the benefits and mechanics of nursing 

documentation  

The goals of  program are  : 

1. Definition of the importance of nursing documentation  

2. Mechanisms in place for documenting Rezin 

3. Improve communication skills 

 Nursing ethics  

 All levels of nursing. Ethics is the cornerstone of professional nursing to 

perform nursing a high level in terms of quality of service and humanitarian and fair 

dealing with patients, regardless of any other considerations from here there is a need 

for this program in order to apply the basic principles of ethics of the nursing 

profession Semitism 
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The goals of  programs are : 

1. Definition nursing ethics and its importance  

2. Increase awareness of the importance of nurses to apply ethical principles in 

the nursing profession in access to justice in the provision of health service to 

patients  

3. Increase communication skills 

Basic ambulance  

 Nursing staffs working in the lobbies and emergency burns. Principles of first 

aid and paramedic skills, specifications, some critical situations and defined and how  

The goals of  programs are : 

1. The definition of first aid  

2. Identify the principles of first aid  

3. Explain paramedic skills and specifications  

4. Identify some critical situations and how to resuscitate him 

Managerial skills and professional  

 Associate Affairs nursing staff in the health services and health institutions. 

Understanding the nursing staffs to manage the work of nursing plays a key role in 

providing optimal therapeutic service for patients in health institutions, including the 

definition of nursing and public administration, how to build a team of health 

institutions in solving problems by working Alvrgi, the difference between the leader 

and the Director 

The goals of  programs are : 

1. Definition sound administration of nursing  

2. Difference between leadership and management  



 
45 

 

3. How to apply the process of building, team work 

Infection control and isolation  

 Nursing staffs working in the lobbies of emergency and burns. The 

importance of infection control in hospitals and ways to isolate medical waste from 

non-medical of the most important this program  

The goals of  programs are :  

1. The definition of infection  

2. Identify the sources of infection in hospitals  

3. Methods of pollution control  

4. How to isolate the waste management 

 

 

4.4 Summary 

 The analyses we conducted to explore whether HR management has a strong 

relationship with HRM Efficiency and therefore we examined the different factors 

that affect HR management and the performance of hospital staff. The result showed 

that (training, salaries, incentives, and internal treatment) are the main reasons for 

low performance by the medical staff and nurses, also these elements were the main 

cause for poor management efficiency in HR department. 
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CHAPTER V 

CONCLUSIONS AND RECOMMENDATIONS 

 

5.1 Conclusions 

 The medical sector in Libya was facing many difficulties and obstacles which 

leads to very poor medical service and inefficient human resources management. In 

addition to that the effectiveness in doing the medical service was very poor and 

medical staff complained from unfair treatment and poor job satisfaction. The 

inefficient medical services have led to migrating of patients outside Libya. The 

study have specified three factors that affect the HRM Efficiencywhich are (Job 

satisfaction, Organizational Behavior, and Training), these factors found directly 

correlated to the performance of medical staff and the efficiency of HR department. 

 

5.2 Recommendations 

 The study assumed that the current performance and efficiency of HR 

department in the public hospitals in Libya is low and not encouraging, and this 

assumption was confirmed by the obtained results of the study, however in order to 

improve the current situation and getting the desired goal by having high efficiency 

and performance by the hospital staff and improve HR department, the following 

recommendations should be adopted: 

1. Provide intensive training programs for employees, and the training 

programs should be periodic through the year. 

2. The senior managers in the hospitals should pay attention to satisfying the 

employees in the hospital using new techniques that increase the job 
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satisfaction such as meeting with the employees to know their complains 

about the work, salaries, the treatment of managers. 

3. Paying more attention to increase the salaries in general, in addition to 

that giving the medical staff and nurses more incentives through 

encouraging certificates and bonus for their good works and performance. 

4. Reduce the number of redundant jobs and tasks that lead to needless 

efforts and reduce the working hours. 

5. Advise the managers of HR department to pay high attention to notes and 

feedback from the hospital staff, especially those who have long 

experience in medical service. 

6. The need to give intensive training courses inside and outside Libya for 

the medical staff and all employees working in the public hospitals. 

7. Following-up all operations and activities inside the hospitals in order to 

eliminate unwanted activities and redundant tasks. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 
48 

 

                                                     References 

 

A.V. Srinivasan (2008) , Managing a Modern Hospital, Second Edition, Response 

Books publishing 

Al Alaq Hussein(2002) , Human Resources Managment in Healthcare Institutions, 

Oxform Publishing 

Ashkanasy, N. M., Hsrtel, C. E. J., &Daus, C. S. (2002). "Diversity and emotion: 

The new frontiers in organizational behavior research". Journal of 

Management, 28(3), 307-338. 

Aston Business School, Aston University, Birmingham, U.K., School of Business, 

University of Kansas, Lawrence, Kanas, U.S.A. 

Balzer, W. K. & Gillespie, J. Z. (2007). Job satisfaction. In Rogelberg, S. G. (Ed.). 

Encyclopedia of industrial and organizational psychology Vol. 1 (pp. 

406-413). Thousand Oaks, CA: Sage. 

Boateng , AdjeiAgyenimAsafo (2007) , The Role OF Human Resource Information  

Systems ( HRIS) in Strategic Human Resource , Management master of 

Science Theses in Accounting , available online at 

www.pafis.shh.fi/graduates/agyasa05.pdf. 

Campbell, J. P. (1990). Modeling the performance prediction problem in industrial 

and organizational psychology. In M. D. Dunnette& L. M. Hough (Eds.), 

Handbook of Industrial and Organizational Psychology (pp. 687-732). 

Palo Alto, CA: Consulting Psychologists Press, Inc. 

Dalal, R. S. &Hulin, C. L. (2008). Motivation for what? A multivariate dynamic 

perspective of the criterion. In R. Kanfer, G. Chen, & R. D. Pritchard 

(Eds.), Work motivation: Past, present, and future (pp. 63-100). New 

York: Routledge. 

De Cenzo, D. and S. Robbins (1999). Human Management Humanity and Son, N. Y. 

Gunnar Robert Almgren - 2007,Health care politics, policy, and services: a social 

justice analysis 

Hatch, M.J. (2006), "Organization Theory: Modern, symbolic, and postmodern 

perspectives." 2nd Ed. Oxford University Press ISBN 0-19-926021-4. 

http://www.pafis.shh.fi/graduates/agyasa05.pdf


 
49 

 

Hulin, C. L., & Judge, T. A. (2003). Job attitUdes. In W. C. Borman, D. R. ligen, & 

R. J. Klimoski (Eds.), Handbook of psychology: Industrial and 

organizational psychology (pp. 255-276). Hoboken, NJ: Wiley. 

Joint Commission Resources (2004), Issues in Human Resources for Hospitals 

Jones, Ishmael (2008), The Human Factor: Inside the CIA's Dysfunctional 

Intelligence Culture. New York: Encounter Books ISBN 978-1-59403-

382-7. 

KanniWignaraja 2006.Incentive Systems:Incentives, Motivation, And Development 

Performance A Undp Capacity Development Resource, Capacity 

Development Group, Bureau for Development PolicyUnited Nations 

Development Programme, Conference Paper series Production team, 

Capacity Development Group/BDP, UNDP: 

Khatri N, Wells J, McKune J, Brewer M. (2006), Strategic human resource 

management issues in hospitals: a study of a university and a community 

hospital, a thesis submitted to University of Buffalo, New York, USA 

Latham, G. P., &Budworth, M. H. (2007). The study of work motivation in the 20th 

century. In L. L. Koppes (Ed.) Historical perspectives in industrial and 

organizational psychology (pp. 353-381). Mahwah, NJ: Lawrence 

Erlbaum. 

Leiyu Shi (2007), Managing Human Resources in Health Care 

OrganizationsM.a.khan - 1999, Hospital Management  

Levy, P. E. (2006). Industrial/organizational psychology: Understanding the 

workplace. Boston: Houghton Mifflin. 

Margaret Patrickson,JannyMaddern. 2010. Human resource management in 

hospitals: A contested arena for jurisdiction, Australian Health Review, 

Vol 19 • No 3 

Mathabula, Mnakgomo(2004). Modeling the Relationship Between Organizational 

Commitment, leadership Style, Human Resources Management practices 

and Organiztiona Trust  

McAvoy (Eds.), Understanding doctors’ performance (pp. 106–122). Oxford: 

Radcliffe Publishing. 



 
50 

 

Michael a. West, James P. Guthrie, jeremy f. Dawson, Carol S. Borrill and Matthew 

Carter  (2009), Reducing Patient Mortality in Hospitals: The role of 

human  resource management 

Miner, J.(2006) Organizational behavior 3: Historical origins, theoretical foundations 

and the future. Wiley. 

Negro Saleh&Hanafi Ahmed (2000), the imapct of HRM on organization culture, 

Dar Al-Shuruqpublishin 

Ostroff, C., & Bowen, D. E. (2000). Moving HR to a higher level: HR practices and 

organizational effectiveness. In K. K. Klein, & S. W. J. Kozlowski (Eds.), 

Multilevel theory, research, and methods in organizations:Foundations, 

extensions and new directions (pp. 211–266). San Francisco, CA: Jossey-

Bass 

Preuss, G. A. (2003). High performance work systems and organizational outcomes: 

The mediating role of information quality. Industrial and Labor Relations 

Review, 56, 590–605. 

Robertson, I. T., Birch, A. J., & Cooper, C. L. (2012). Job and work attitudes, 

engagement and employee performance: Where does psychological well-

being fit in? Leadership & Organization Development Journal, 33(3), 

224-232 

Schultz, Duane P. Schultz, Sydney Ellen (2010). Psychology and work today : an 

introduction to industrial and organizational psychology (10th ed. ed.). 

Upper Saddle River, N.J.: Prentice Hall. p. 71.  

Sharma &Goyal(2005) ,Hospital Administration And Human Resource Management 

5Th Ed 

Susan E. Jackson, Randall S. Schuler, Steve Werner - 2011, Managing Human 

Resources  

Wagner, J. A., & Hollenbeck, J. R. (2010). Organizational Behavior: Securing 

Competitive Advantage. New York City: Routledge. 

West, E. (2001). Management matters: The link between organization and quality of 

patient care. Quality in Health Care 

West, M. A., &Borrill, C. S. (2006). The influence of team working. In J. Cox, J. 

King, A. Hutchinson, A. P. 



 
51 

 

Wolfgang Banzhaf, Peter Nordin, Robert E. Keller, and Frank D. Francone, Morgan 

Kaufmann Publishers, Inc., 1998. Genetic Programming: An 

Introduction.  

 

 

 

 

 

 

 

 

 

 

  



 
52 

 

Questionnaire 

 

In the following sections please circle the appropriate number which represents your 

best opinion about the items mentioned in the table. Your answer can be based on the 

following scales:  

The Likert scale was used in the questionnaire. The Likert scale is a psychometric 

scale commonly involved in research that employs questionnaires. It is the most 

widely used approach to scaling responses in survey research, such that the term is 

often used interchangeably with rating scale, or more accurately the Likert-type scale 

Your answers will be treated with high confidentially and used in this research only. 

The questionnaire indicates five options for each question as below: 

1) Strongly agree 

2) Tend to agree 

3) Undecided 

4) Tend to disagree 

5) Strongly disagree 

 

Please circle the appropriate answer  
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Section A: Demographic factor 

 

Q1: What is your job description or position? 

 Manager  

 Employee  

 Coordinator  

 

Q2:What is your gender? 

 Male  

 Female  

Q3: What is your age group? 

 20-25 years old 

 26-30 years old 

 31-35 years old 

 36-40 years old 

 Over 40 years old 

Q4: How long have you been with your present employer? 

 Less than 2 years  

 2-5 years 

 6-9 years 

 Over 10 years 

Q5: Education 

 Primary school 

 Secondary school 

 University college 

Q6: What are your working hours? 

 5-8 hours 

 8-12 hours 

 More than 12 hours 
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Section B: Research Variables 

 

 

 

 

No. Phrase  SA TA U TD SA 

1 You are fully satisfied with your current job 1 2 3 4 5 

2 You have received financial incentives during past period working 

in public hospitals. 

1 2 3 4 5 

3 You have received moral incentives during past period working in 

public hospitals. 

1 2 3 4 5 

4 You have received good salary during past period working in 

public hospitals. 

1 2 3 4 5 

5 Your salary is enough to cover living expenses 1 2 3 4 5 

6 There is an encouraging system inside the hospital to encourage 

hospital staff working better 

1 2 3 4 5 

7 Manager always behave good with hospital staff 1 2 3 4 5 

8 The internal relationship between hospital staff and HR mangers 

is positive 

1 2 3 4 5 

9 You have attended training in Libya in the past years 1 2 3 4 5 

10 You have received incentives during past period working in 

public hospitals. 

1 2 3 4 5 
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