
Chapter 2

Literature review

Human resource management and planning

1. Human resource management
1.1 Definition

H um an resource  m anagem ent is the w ay in w hich organizations 
choose  to  m anage  th e ir em ployees (B ratton, 1994). A s cited by M ilkovich
(1994 ), hu m an  resource  m anagem ent is im portant because hum an resources 
are the o rgan iza tion . G illies (1989) defines hum an resource m anagem ent as 
ge tting  w o rk  done th rough  other people. In  sum m ary, hum an resource 
m an ag em en t is the process o f  w ork w ith in  the organization dealing w ith  
em ployees.

M an ag em en t is the process o f  im plem enting the policy  through 
subord inates, w hile  adm inistration  is the process o f  planning, organizing, 
com m and in g , co -o rd ina ting , and controlling (H enri Fayol, cited in D ecker and 
S u llivan , 1992). T he process o f  adm inistration  as po in ted  out by G ulick and 
U rw ick  (in  Sulat M eejusab , 1996) is “P O S D C O R B ”; p lanning, organizing, 
staffing , d irec ting , co-ord ination , reporting , and budgeting . The m anagem ent 
p rocess invo lves iden tify ing  steps o f  action w hich  w ill enable people to carry 
out th e ir  w ork  in the organization  (S torey , 1989). Personnel m anagem ent is 
ac tion  d ea lin g  w ith  hum an  resources to carry out the corporate strategy and 
po licy  o f  the  in stitition . N ursing  adm inistration involves using the resources o f
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both  sc ience  and the arts fo r im plem enting  action  w ith efficient and effective 
goal se tting  (S ulack  M eejusab , 1996).

In  conclusion , adm inistration  is the action o f  im plem enting policy 
or w o rk  th rough  su bord in ates to  achieve organizational goals. This w ord is 
also  u sed  in the governm en t sector. In th is project, the project organizer w ill 
trea t the te rm s o f  “m anagem en t” and “adm inistration” as in terchangeable.

1.2 Human resource management cycle.
M anagem en t o f  the hum an resource cycle is the process by w hich 

o rgan iza tion s so licit, con tact and engender interest in potential new  appointees 
to vacan t positions in the organizations, and then in som e w ay establish their 
su itab ility  for appo in tm en t (W atson, 1989: 125). R ecruitm ent and selection 
rep resen t v ita l stages in the determ ination o f  w hich em ployees w ill be able to 
benefit from  the po lic ies. R ecruitm ent is the biggest single challenge facing 
n u rs in g  personnel (B ratton , 1994: 144). R ecruitm ent and selection are seen as 
tw o  in tegra l parts o f  a stra teg ic  approach to hum an resource m anagem ent.

1.3 Human resource management policy in the Ministry of Public 
Health, LAO P.D.R.

K now ing  that “m an” is the key factor in personnel m anagem ent, 
and  the m ost d ifficu lt elem ent to m anage in policy  developm ent, the 
dep a rtm en t o f  hum an  resource  m anagem ent in the M inistry  o f  Public H ealth  
d iv ided  its s tructu re  in to  five sections; (1) adm inistration, (2) personnel 
(rec ru itm en t and posting), (3) tra in ing  (education and prom otion),
(4) rew ard ing , and  (5) party  control com m ittee. N ursing  m anagem ent is linked 
w ith  the education  and  prom otion  section . N ursing  services for patients in 
every  health  se tting  in L ao  P.D .R. is also under this departm ent. A t present
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1.4 Human resource management, Mahosot Hospital
T h e  n u rs in g  service supervises everyday nursing  techniques, giving 

professional adv ice  in areas o f  care and p a tien ts’ w elfare. In term s o f  the 
structure  (A pp en d ix  C ), the nursing service is one o f  the three m ain 
departm ents in M ah o so t H ospital ะ adm inistration, profession , and services. 
(A ppendix  C). T he m ain  responsib ility  o f  the nursing service is supervising 
nu rsing  techn iq ues. M ah o so t H ospital is considered the first institution for 
deve lop ing  n u rs in g  serv ice  m anagem ent in LA O  P.D .R.

1.5 Nursing personnel management
N u rsin g  p erso nn el m anagem ent is the process o f  care to be directed 

m ain ly  at the o rg a n iz a tio n ’s em ployees, recruitm ent, tra in ing  and rew arding 
T his is po rtray ed  as a  “ caring” activity. It is concerned w ith  satisfying 
em p lo y ees’ w o rk -re la ted  needs and dealing  w ith  their problem s (Torrington 
and H all, 1987).

nursing personnel are recruited and selected to fill vacant positions in each
organization by physicians. However, in formal nursing, staff must be
recruited and selected by nurse administrators.

Human resource management has the duty to implement work through
employees by incorporating the strategy and policy of the institution.
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2. Human resource planning

2.1 Definition
P lan n in g  is the  first part o f  the m anagem ent process. In the 

m an ag em en t p rocess, G illies (1989) proposed a  scientific m ethod  that involved 
a c rea tion  o f  a p lan  in to four steps; exploring the organizational environm ent, 
e s tab lish ing  o rgan iza tio n a l goals, identifying courses o f  action, and evaluating 
the ou tcom es. A cco rd in g  to Scherm erhom  (1984), four key elem ents o f  
stra teg ic  p lan n in g  w ere  the identification o f  organizational m ission and goals, 
th reats and  opp o rtu n itie s o f  the external environm ent, and  the identification o f  
in ternal s treng th s and  w eaknesses.

P lan n in g  fo r hum an resources is the m anagem ent process for 
iden tify in g  the o rg an iza tio n ’ร m ission and goals. T he literature claim s that 
lack  o f  c la rity  in  m ission , goals, or objectives leads to em ployee confusion and 
sca tte rin g  o f  effo rt (T h iem e, W ilson, and L ong, 1981). A  search  for threats and 
o pp o rtun itie s  in  th e  environm ent should  indicate any population  shifts that 
w ou ld  e lim in a te  th e  n eed  for institutional service or create a need for 
no n ex istin g  serv ices (B ruton, 1982). T herefore, the assessm ent o f  internal 
streng ths and  w eak n esses as well as external threats and opportunities m ay 
reveal a n eed  to  p lan  fo r additional personnel resources.

P erso n n e l p lann ing  is the process used to  establish  personnel / 
hum an  reso u rce  ob jec tives and tends to  follow  a consisten t pattern  involving 
th ree  in te rre la ted  p hases : forecasting, program m ing, and evaluation (H enem an, 
1980: 174). F o recastin g  is used to determ ine the dem and for labor. Personnel 
p ro g ram m in g  is an  action  plan o f  activities o f  the P ersonnel D epartm ent 
tow ard  the acco m p lish m en t o f  its goals. E valuation  o f  personnel planning is to
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m onito r the earlier p hases o f  the p lann ing  process and to provide feedback on 
the  resu lts (H en em an , 1980: 192)

2.2 Planning process and development of plan
T he p lan n in g  process, as c ited  by D ecker and Sullivan (1989 : 83- 

87), invo lved  seven  m ajo r phases o f  strategic p lann ing  as follow s: Phase I ะ 
before  the beg inn ing , Phase II ะ prepare for strategic planning, Phase III ะ 
analyze  in form ation , P hase  IV : ends planning, Phase V ะ m eans planning. 
Phase V I : con tro ls, and  Phase V II ะ com plete w ritten  strategic plan.

A s a n u rsing  service m anager, F iner (1989) presented  a m odel, 
in vo lv in g  tw o phases contain ing  eight functional elem ents: phase one is 
d ep ic ted  by p lann ing , staffing , directing nursing  care and budgeting  ; phase tw o 
concerns the dynam ic  factors: hum an relations, com m unication, research , and 
teaching.

In term s o f  adm inistration  content, three them es em erge-social 
re la tion s, the p rinc ip les and practice o f  adm inistration, and research  and 
p ro b lem  so lv ing . In adm inistrative practice, nurse m anagers should  be able to 
u tilize  m anagem en t techniques such as p lann ing  for fiscal m anagem ent, 
in fo rm ation  p rocessin g , and  use o f  com puters. M anagem ent concepts should  
be in co rpo ra ted  into the perform ance o f  nurse adm inistrators (C arroll, 1989).

W hile  p lan n in g  is the form ulation  beforehand o f  a schem e to 
ach ieve  one or m ore  goals, strategic p lann ing  is the form ulation beforehand o f  
a schem e to rea lize  th o se  goals w hile conserv ing  scarce resources (Fox and 
Fox, 1983). H ayes (1985) suggested  that the traditional p lann ing  process 
beg in s w ith  ends (goals) and  proceeds to w ays and m eans. In contrast, K am i 
(1977) u rg ed  a sh o rten in g  o f  p lanning cycles and decreased em phasis on long­
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term  goals. H ayes cau tio n ed  that the em phasis on quantitative goals and a too- 
short p lan n ing  cycle  enco urages episodic th inking and locks the m anager into a 
decision  m ode th a t is b ased  on forecasts rather than visions.

F ox  and  F o x  (1983) explained that the organizational p lanning 
p rocess consists o f  exp lo ring  the organizational environm ent, analyzing 
o rgan iza tional su b sy stem s, and clarify ing the o rgan iza tion 's  m ission and 
philosophy. E stab lish in g  organizational goals, m easuring organizational 
capabilities, id en tify in g  alternative  courses o f  action, evaluating  the probable 
outcom es o f  action , an d  p reparing  the w ork group to execute  chosen actions 
w ere also m en tion ed . P aitoon  Sinlarat (1981: 116) devides the p lanning for 
tra in ing  into four steps; goals and objectives, learning experiences, teaching 
aids, and evaluation .

P lann ing  experts  divide up the planning process in different ways. 
Sulack M eejusab  (1996 ) p resen ted  five steps; data gathering, setting  objectives, 
deve lop ing  a  p lan , im p lem en tin g  the plan, and evaluating  the plan. Tappen
(1995) iden tified  th ree  steps w hich are develop plan, presen t plan, and 
im plem en tation  in c lu d in g  m onitoring  the plan. The p lann ing  process for this 
p ro ject w as o rg an ized  in four steps: data gathering, analyzing  organizational 
strengths and  w eak n esses, p lanning, and evaluating  the plan.

2.3 Planning for nursing personnel in Mahosot Hospital
A fter the lite ra tu re  w as review ed, the p lanning p rocess for nursing 

personnel in M ah o so t H osp ita l w as divided into four steps; data gathering, 
an alyz ing  the in ternal organizational strengths and w eaknesses, p lann ing  to 
im plem ent the p lan  an d  evaluating  the p lan  for nursing  personnel. A ll o f  the
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3. SWOT analysis (Strengths, weaknesses, opportunities and threats)

3.1 Definition
S W O T  analysis  is the process o f  co llecting  inform ation about the 

strengths, w eak n esses, opportunities and threats about w ork  and the personn el's  
characteris tics req u ired  for the work. SW O T analysis can  help in describing 
w ork and  w o rk e rs ’ characteristics. This m ust be done to  create hum an resource 
m anagem en t sy stem s for selection, perform ance appraisal and / or 
com pensation  (D eck e r and  Sullivan, 1992). Successful SW O T analysis 
requ ires a p a rtn e rsh ip  betw een  the hum an resource m anagem ent departm ent 
and  the nu rse  m anagers responsible for the function to w hich the w ork is 
related .

In  o rd e r to  u tilize  the SW O T process to  im prove staff, consolidate 
the o rg an iza tion , and  facilitate  financial control, the nurse  m anager should be 
fam iliar w ith  th e  fo llow in g  definitions ะ policy, procedure, salaries, position and 
jo b . A  po licy  is a  long-range  statem ent o f  institu tional objectives. For exam ple, 
a hosp ita l o r c lin ic  m ay  have  a policy stating  that all jo b s  in  the institution are 
to be ev a lu a ted  no  less frequently  than every five years. A  procedure is a short- 
range s ta tem en t o f  techn iq ue  to be used in realiz ing  an institu tional objective. 
A hosp ita l or c lin ic  m ay develop a procedure by w hich to  evaluate jo bs by the 
jo b  c lassifica tio n  techn iq ue. Salaries are com pensation  for w orkers other than 
those w ho  are hou rly  paid . A position is an aggregation  o f  duties, tasks, and 
responsib ilities  th at req u ire  the services o f  one individual. A  jo b  is a w ork

implementing steps of the planning process will be according to strategy and
policy for the organizational setting.
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assig nm en t consisting  o f  a  set o f  tasks, responsib ilities, and conditions that are 
d ifferen t from  those  o f  any  other w o rk  assignm ent. The exact relationship  
be tw een  com p ensation  and  w ork sa tisfaction  is unclear. H erzberg 's  tw o-factor 
th eo ry  o f  jo b  m otiv ation  view s salary as a jo b  “dissatisfier” rather than a 
" sa tis fie r” . A dequate  salary  can p reven t d issatisfaction but cannot provide 
po sitive  jo b  satisfaction . O n  the o ther hand, an inadequate salary w ill cause jo b  
d issa tisfac tion  (H erzberg , 1964 quo ted  in D ecker and Sullivan, 1992: 169).

In sum m ary , perform ing a SW O T  for jo b  analysis is a process o f  
investigating  each jo b  from  tw o standpoints ะ (1) the du ties/responsib ilities 
assoc ia ted  w ith  the jo b  and  (2) the skills and  personal attributes required  to 
pe rfo rm  the jo b  satisfac to rily . T hrough jo b  analysis, the m anager or personnel 
sp ec ia lis t investigates exactly  w hat the w orker does in a particular jo b , how  he 
does it, w hy he does w hat he does, and how  m uch skill is required to do it.

3.2 Recruitment
R ecru itm en t is a process in w hich  the needs o f  both the institu tion 

and the  ind iv idual m ust be satisfied. T he institu tion  m ust satisfy its needs for 
n u rs in g  s ta ff  in order to survive. On the o ther side, the individual m ust decide 
w he ther to  w ork  in an institu tion  in general. R ecruitm ent is really m arketing. 
Y ou  are se lling  y ou r organization  as an em ployer. M arketing  involves 
an a ly z in g  a m arket, p rep arin g  the m essage, selecting  the appropriate m edia, and 
an a ly z in g  the results. T he effectiveness o f  recruitm ent m ethods varies 
co nsiderab ly  d epend ing  on the local labor m arket and com petitors. It is 
necessary  to note the m ethods o f  recru itm ent in the em ployees’ personnel 
records. (D ecker and S ullivan, 1992: 264)
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3.3 Selection
S election  is the process by w hich  organizations solicit, contact and 

engender in terest in  po ten tia l new  appointees for vacan t positions in the 
o rgan iza tion , and  th en  in som e w ay estab lish  th eir su itability  for appointm ent 
(B ratton , 1994: 147). H irin g  is a tw o-stage process ะ screening for basic 
qua lifica tions and se lec tin g  those likely to perform  acceptably  (D ecker and 
Sullivan, 1992: 267).

The se lec tion  in terview  is the m ost com m only used selection 
p rocedure. T he v a lid ity  o f  the in terview  depends on how  w ell it is p lanned and 
im plem en ted  (D ecker and  Sullivan, 1992: 273).

S W O T  is a technique w hich aids in jo b  analysis, particularly  
recru iting , selection  and  prom otion . R ew ard ing  or com pensation m anagem ent 
is a key elem ent in  any  discussion o f  the concept o f  hum an resource 
m anagem en t (B ratton , 1994: 191).

4. Training program for human resource planning

4.1 Training program
T he tra in ing  in  this case is a refresher course for head nurses to gain 

know ledge about hum an  resource  p lanning. T rain ing  is a  term  w hich covers a 
w ide range o f  activ ities. T he  length o f  a fram ing activity can vary from  one day 
to  several m onths (W en tlin g , 1992). T he tra in ing  can consist o f  a lecture, slide 
show , group d iscussion , p lenary  session, and w ritten  individual reports.

T he purpo se  o f  this tra in ing  program  is to  develop a system atic 
tra in ing  curricu lum . T he  pro ject provides a description o f  the tra in ing  
curricu lum  developm en t process. The curriculum  developm ent process
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includes n ine steps (W entling , 1992: 12): de term in ing  train ing content, 
sp ec ify ing  tra in in g  ob jec tives, organizing tra in ing  content, se lecting  a training 
approach  and  id en tify in g  needed  tra in ing  resources, developing  a train ing plan, 
deve lop in g  tests and  procedures for m easuring tra inee learning, developing 
tra in ing  su ppo rt m ateria ls , tryout and rev ising  training.

4.1.1 Determining training content
O nce tra in ing  needs have been identified, the training 

ob jectives are d eve loped . The train ing program  for head  nurses at M ahosot 
H ospita l is d esig n ed  to provide know ledge and activities for discussion in 
re la tion  to  hum an  reso u rce  planning.

4.1.2 Training content and its objectives

Training Content Training Objectives

P olicy  o f  hum an  reso u rce  developm ent To understand  the policy
developm ent in hum an resource for 
health , especially  nursing. 
R ecruitm ent, p rom otion  and selection 
o f  the righ t person  for a position are 
im portant for the developm ent o f  
the nu rsing  profession  in LAO 
P.D.R.

Slide S how  To apply the w ard  m odel for
m aterial and personnel planning.
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Training Content Training Objectives

C oncep t and  p rocess o f  nursing 
adm in is tra tio n

To understand  the nursing 
adm inistration  process and concept 
for nursing  personnel planning 
activities

S cope o f  hum an  resource  planning To describe the scope o f  hum an 
resource p lann ing

S W O T  analysis T o describe and analyse the 
strengths and w eaknesses o f  nursing 
personnel, as well the opportunities 
and threats w hich are in the external 
environm ent

T o search for w ays to rew ard 
nursing  personnel

P lan n in g  for n u rs in g  personnel To understand  steps for nursing 
personnel p lann ing

Group discussion ะ
L is t the m anagem en t activities To understand  concept and process

from  ow n w ard o f  m anagem ent activities related to
Q uestion : P lease list the m anagem ent hum an resource planning

activ ities in  y ou r ow n ward

P rob lem  - so lv in g  for nursing T o kno w  how  to  solve problem s
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Training Content Training Objectives

Q uestion  ะ In S urgery  W ard  I , the 
assigned  nurse on du ty  for today 
is absent. A s head  nurse , w hat 
action  do you  take?

A nalyse  strengths and  w eaknesses 
o f  nurses for rew ard  

Q uestion  : In the P ed ia tric  W ard, 
nu rse  “A ” is good in  em ergency 
care but not re liab le . N urse “B ” , 
her ju n io r, is w ell o rgan ised  but is 

som tim es late. H ow  do you analyse 
bo th  nurses streng ths and  
w eaknesses fo r rew ard

M ethod  for rew ard in g  nursing  
personnel

Q uestion  : A s nurse  “A ” and  nurse “B ” 
each have good and  w eak  points, 
i f  you are head nurse w hat w ould  
you  do to  m otivate  th ese  two 
nurses?

related  to  hum an resource p lann ing

To describe and analyse the good 
points and the w eak points o f  nurses 
for rew ard

To identify w ays o f  m otivating  
nursing  personnel 

To provide counseling  to  nursing  
personnel
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4.1.3 Content for individual written reports

Training Content Training Objectives

1. Concept and process of nursing 
management
Plan for o rien ta tion  o f  new  

nursing  p ersonn el 
P lan for p ractice  o f  the first 

year studen ts in  y o u r w ard 
Plan for nu rsin g  s ta f f  in

w riting  “n e w ” fo rm  o f  n u rse 's  
no tes

P lan  for the c lean ers in universal 
p recau tions fo r w aste  disposal 

P lan for the assig n m en t on
hepatitis  p a tien ts  adm itted  to  the 
w ard

P lan for the d ilu tion  o f  the 
c lean ing  so lu tion

T o teach nursing  personnel the 
m anagem ent process for effective 
w ork

2. Scope of planning for human To describe the scope for hum an
resource management
Plan for the case  stu dy  conference 

: P ed ia tric  W ard  . Patien t 
“A ” , age 18 m on th s, m ale, 
has h igh fev er(39 .5°C ) w ith 
rash  over the body , refuses 
to breast feed. H igh ligh t them e:

resource m anagem ent ะ assessm ent, 
p lanning im plem entation  and 

evaluation.

“ In fan t w ith  h igh  fever and rash”
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Training Content Training Objectives

P lan  for group com petition  to 
m ain ta in  the clean liness 
o f  the hosp ita l 

P lan  for con tro l the nursing  
s t a f f s  w ork  over th e  w ard 

P lan  for m o tiv a ting  n u rse  “A ”
about the asep tic  technique o f  
w oun d  care

P lan  fo r su perv isin g  nurse  “A ”
on her assig nm en t for com atose 
pa tien t

P lan  for in -serv ice  tra in in g  on “B ird 
resp ira tion  ap p ara tu s” for nursing 
personn el

3. SWOT analysis To identify the w eak and strong
P lan  to iden tify  the w eak  points po in ts o f  nurse “A ” for rew ard

and  the good p o in ts  o f  nurse “A ” 
and  give rew ards 

P lan  for a p ro p er p rom otion  o f 
nurse  “A ” for new  vacant 
position

P lan  fo r cou nselin g  in a case o f
m isu n d ers tan d in g  betw een nurse 
“A " and  nurse “B ”

P lan  for jo b  c lassifica tion
betw een  n u rse  “A ” (senior 
aux iliary ) and  nurse  “B ”
(jun io r aux iliary ) for reward.
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Training Content Training Objectives

P lan  to  p rom ote  u n d erstan d in g  
o f  the re la tio sh ip  betw een  
nu rsing  w o rk  an d  m oral ethics 

P lan  for teach in g  new
techn iques o f  w o u n d  dressing 
w ith  dak in  so lu tio n  and dettol 
so lu tion  for effec tiveness and 
effic iency  o f  care  

Plan for m o tiv a tin g  and
cou nselin g  n u rse  " A ” and nurse 
“B ” on la teness fo r perform ance 
appraisa l

4. Recruitment and selection
P lan  to recru it a reg is te red  

nurse  to  th e  p o s itio n  o f  
head  nurse

P lan  to recru it n u rs in g  personnel 
to w ork  in the  w ard  

P lan  to  select n u rs in g  personnel 
to w ork  in the  critica l care unit 

P lan  to  recru it and  se lec t

To plan for recru itm ent for vacant 
positions

To select nu rsing  personnel for 
posting in the unit

for the v acan t positio n  
o f  s ta ff  nurse
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Training Content Training Objectives

5. Method of motivation and reward To p lan  for variety  in rew arding the

her w ou n d  d ress in g  care for 
patien t, and  g ive  rew ard  

P lan  to  counsel n u rse  A  on her 
la teness and  h e r responsib ility  
tow ards the du ty  assigned, and 

give m o tiv atio n  
P lan  to observe  h o w

nurse “A ” and  nurse  “B ” w ork 
to ge ther and  g ive  rew ard  

P lan  to  m otiv ate  n u rse  “A ” on 
caring  for a co m ato se  patient

4.2  Concept of the training incorporates K o lb ’s learning cycle for 
concre te  experience .

P lan  to  observe  n u rse  “A ” on nursing personnel

Figure 1 ะ K o lb ’s lea rn in g  cycle 
Source ะ K olb , 1984: 240
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A cco rd ing  to  K olb, learn ing  occurs through the grasping o f  
experien ce  and  the transform ation  o f  it. T he transform ation o f  the im pact o f  
experien ce  on  the senses (CE) and th rough in ternal reflection (RO ), allow s the 
em erg en ce  o f  ideas (A C ) that can be ex tended  into the external w orld  th rough 
new  actions (A E ). H ow ever, individual learners w ill have an established 
pa tte rn  o f  assum ptions, attitudes and aptitudes w hich will determ ine 
e ffectiveness in learning.

4.3 Method for training
T he m etho d  for conducting the tra in ing  program  is first, assess needs 

in re la tio n  to  know ledge and activities for d iscussion in hum an resource 
p lann ing ; second, design  a train ing program ; th ird , im plem ent the tra in ing  
p rogram , and  the last step  is evaluating the tra in ing  (Paitoon Sinlarat, 2524).

4.4 Develop tests and procedures for measuring trainee learning.
4.4.1 Develop tests

T he developm ent o f  tests is done to check tra inees’ progress 
th ro u g h o u t the tra in ing  program . T he m easurem ent o f  tra in ees’ learning during 
the tra in in g  session  allow s for necessary adjustm ents in instruction. M easuring 
tra in e e s ’ learn ing  p rov ides concrete feedback about w hat the train ing program  
has ach iev ed  (W entling , 1992: 15).

T he m easurem ent o f  learn ing  progress is required  to see i f  
tra inees have acqu ired  the know ledge, sk ills, and /  or attitudes set out in the 
tra in in g  objectives. T he m easurem ent o f  th is pro ject is to  evaluate head nurses 
on th e ir know ledge o f  hum an resource p lann ing . The pro ject m easurem ent 
consists o f  four parts ะ dem ographic characteristics, test o f  know ledge for
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hum an resource  p lann in g , list o f  activ ities for discussion o f  hum an resource 
p lann ing , and  evalua tion  o f  the tra in ing  program .

1. T he  D em ographic  C haracteristics form  is designed to
co llec t data  on the p a rtic ip a n t’ร social status, age, sex, years o f  experience as 
head  nurse , basic  and  professional education, training experience and others 
(superv isor, nurse ed u ca to r e tc ..... )

2. T he T est o f  K now ledge for H um an R esource P lanning is 
to assess and evaluate  the p a rtic ip an t’s know ledge o f  hum an resource planning.

3. T he  L is t o f  A ctiv ities for D iscussion o f  H um an R esource 
P lann ing  form  is to  ch eck  the p artic ipan ts’ discussion activities for hum an 
resource  p lann ing  durin g  the tra in ing  program .

4. T he  E valuation  for T rain ing  Program  form  is for the 
partic ipan ts to  evalua te  the tra in ing  session. The form  consists o f  three parts : 
le c tu re r’s perfo rm an ce , tra in ing  program , and recom m endations.

4.4.2 Procedures for measuring trainee learning
T he p rocedures for m easuring trainee learning include 

in form ation , o rien ta tion , and explanation. The procedures presented are 
app licab le  to all tra in in g  topics.

T he p ro jec t p rocedures are first to inform  participants about 
the test and the m easu rem en t tools, and second, to have the co-facilitator 
observe and  evaluate  th e  discussion. Three co-facilitators and pro ject organizer 
p lan  for con ten t and  m eth o d  o f  observ ing  the group w ork as w ell as the group 
evaluation .

E x p lan a tion  ะ participants w ho list only the m anagem ent 
activ ity  w ill get 1 w hile  the  one w ho can list and explain the m eaning can get 2.
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The one w ho  can  list, expla in  and give counsel can get 3, w hile the one who 
cannot list any ac tiv ity  w ill get 0.

Criteria Explanation
0 n ev er no activity

1 seldom list m anagem ent activity  w ithout explanation
2 - som etim es list m anagem ent activ ity  w ith  explanation

3 alw ays list m anagem ent activity  w ith  explanation 
and give counsel

4.5 Training evaluation is d ivided into three parts as follows:
4.5.1 T he p re test and posttest, w hich contain  15 item s o f  three 

m ultip le -cho ice  questions, are to evaluate the know ledge o f  hum an resource 
p lann ing  (P art 1 : T est for K now ledge o f  H um an R esource Planning). 
The score is 0-1 (0 =  in correct answ er, 1 =  correct answ er).

4 .5 .2  T he  check list form  is to observe and evaluate  the participants 
during  d iscu ssio n  sessions in the train ing program . (Part 2: Checklist o f  
A ctiv ity  for D iscu ssio n  o f  H um an R esource P lanning). This form  contains 5 
topics : listing  m an ag em en t activities, problem  so lving for nursing personnel, 
analyse streng ths and  w eaknesses o f  nurses for rew ard, listing  m ethods o f 
rew ard ing , ind iv idua l w ritten  report ะ nursing  personnel p lann ing. The score is
0-3 w ith  va lues fro m  1-4.

Score Value
0 =  needs im provem ent 1
1 =  fa ir 2
2 =  good 3
3 = very  good 4
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4.5 .3  T he tra in ing  program  evaluation  consists o f  three parts ะ 
le c tu re r’s pe rfo rm an ce , training program  and  recom m endations for further 
tra in in g  (P art 3: Ind iv id u a l Evaluation o f  T rain ing  Program ). This form  is to 
eva lu a te  the tra in in g  program . The score is 0-3 w ith  values from  1-4.

4.6 Tryout and revise training
O nce the tra in ing  program  conten t is set, it w as ready to try out on a 

group o f  28 head  nurses in the Lao - F riendsh ip  H ospital to determ ine strengths 
and areas that need  to be revised. The tryou t w as done tw o tim es for technical 
accu racy  and  in structional effectiveness (W entling , 1992: 16).

E xperts w ere  involved in checking  the content validity  and tryout to 
p ro v ide  feedback  on the technical accuracy o f  the m aterials. The experts 
inv ited  w ere  four peop le  from  T hailand and four others from  LA O  P.D .R . and 
in cluded  a  p ro fessio na l nurse and m anager, th ree nurse educators, one 
ex trao rd inary  expert for nursing adm inistration , one nurse m anager, tw o 
su perv iso rs, and  one m edical doctor dealing  w ith  nursing  developm ent in the 
M in is try  o f  P ub lic  H ealth , LA O  P.D .R.
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Framework of Process for Planning Training Program

1. Assess Need ะ Human resource planning *'
- Knowledge
- Activities for discussion of human

resource planning

r

2. Develop Training Program ะ Human resource 
planning
- Development of the training program
- Content validity of training program

3. Implement training ะ Human resource 
planning

- Theory / Lecture
- Activities for discussion

4. Evaluation ะ Training program 
pretest and posttest of knowledge 
and activities for discussion of 
Human resource planning
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