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Systems, Strategies, and Practice of Effective Training
In every kind of organization, there have to be effective strategies, practices, and systems geared towards providing adequate training for the employees therein. It is imperative as it is one of the necessary activities that have to take place for the members to develop the skills required for the job positions they have. Through training, employees can master the new procedures. Exercise also makes it possible to reinforce the methods and protocols that have been in existence. This paper aims at reflecting on the practice systems and strategies of practical training about Multistate Health Corporation in the Blanchard & Thacker textbook (Blanchard and Thacker, 2013).
After two years since the Multistate Health Corporation case ended, the board of directors had to intervene. They came up with a new strategic plan in which the peripherals were the byproducts of an independent corporation, according to Aggarwal et al. (2106). There had been an implementation of the HRPS in the middle-level management, although it was during this process that some of these divisions’ presidents went for retirement. In contrast, others had to leave having gotten other opportunities. As a result of the intervention of the board of directors, there was tremendous change as MHC had returned to the state of profitability. Up to date, this organization has been operating very successfully.
The strategy that was arrived at was to become a market leader as well as a cost leader. In terms of being a market leader, they were to focus on developing other new medical technologies. Then there was the plan of transferring those technologies to the partitions. They were to uphold a new cost leader strategy that was meant to allow them to offer the services they offer exceptionally well at a low and affordable cost. The technologies were later to be marketed to the healthcare providers around so that they would see the need to use them, and in return, there would be income generated from them.
According to Blanchard and Thacker (2013), MHC has been operating in a very uncertain environment. It has been working in an environment that has been enabling external influence to dictate its operations. For instance, there have constant changes in technology; also there have been changes in terms of the regulations governing organizations, and customers also keep changing their demands now and then, as well as there being constantly changing rules from the insurers and the government who happen to be the third party players. There has also been the influence that comes from the legal environment. There has been a lot of pressure from the government demanding the healthcare facilities reduce the cost of health care.
According to how MHC operates, it has set the rules that it follows when it comes to partnering with other entities. According to these rules, it is prohibited for MHC to set up partnerships between subsidiaries and the regional offices. It has been a rule that the subsidiary corporations must be able to pay the cost of development and acquisition. On the other hand, the regional offices will be required to make payments for the implementation of the technology and have to solve any problems that may arise with it. The problem with this is that it causes there to be a conflict of interest in that in the long run, the subsidiaries will then have to sell the product to the competitors in the market and sell it at a price that is on the lower side as compared to when they will be selling the same product to the regions. In the end, the subsidiary corporations will enjoy profits while, on the other hand, the provinces will have incurred losses.
To get the solution to the above issue, two things can be done. MHC should be able to choose between allowing the subsidiaries to freely get into partnerships with the regions to make it possible for there to be equity and mutual gains on both sides. The other option will be that MHC makes it possible for the subsidiaries to become autonomous units, allowing them to partner with all other companies. This would, in turn, have relieved the hospital of the duty to bear the cost of development and new technology (Blanchard and Thacker, 2013).
There has also been autonomy when it comes to decision-making in all divisions. This has, as a result, created different policies; the pay scales have been different well as there being other office procedures. This is both appropriate and inappropriate. It is okay for the market leader strategy, but the cost leader strategy disagrees with this way of operation. If the cost leader strategy is effective, it is imperative to have decisions made from a central point in the divisions. In terms of division of labor, it has been done effectively as labor division is done according to geography and the hierarchical position in the healthcare company. This works well with the cost leader strategy.
There are areas where the current management KSAs are not going in line with the effective implementation of the competitive strategy. One of the areas is that some executives do not have the KSAs needed to bring cost reduction design to performance at the regional and divisional levels. Another issue is that in the rural areas, some people have not updated themselves with the advancement in technology. From Blanchard and Thacker (2013), there is the issue of some managers in MHC that are conversant with cost-cutting and the implementation of new technology but have not been identified by the HR corporate department. There also needs to be a change in attitude towards the subsidiary corporations. There should be togetherness and partnerships between the regions and the divisions for the smooth implementation of the new medical technology innovations. There has also been a lot of deficiencies in human resource processes. This has created the issue of there being no alignment with KSAs in the whole organization with this strategic plan. Currently, there is no system used to compare the internal candidates whenever there is a position. Also, there is decentralization for the evaluation of performance.
The solution to the above challenges is that there should be an improvement of the process used in selection to fill the vacant job positions. A clear succession plan must also be developed. There should also be a forecast of the critical skills, knowledge, and ability needs that the organization has. Then the deficiencies in the organization in terms of critical skills, knowledge, and ability should be identified; finally, there is a need for the development of a system for career development that can reflect the organization's mission. This implies that there should be the step by step process of coming up with the training method. First comes the need assessment as explained above, then there is the setting of the training objectives; according to Kyriacou (2018), the design of a program for training will facilitate the learning that is to take place. Then the movement must be developed so that it goes in line with the work activities that are currently relevant and are needed to affect the implementation of the strategies of MHC. In the end, the training evaluation has to be done by HRD to check whether it has met all the objectives it was supposed to. There is a condition that, if the training does not meet the goals, the process analysis is then carried out where there is the determination of which process needs to be modified to realize the intended results.
If I were the HRD manager of a given organization, I would bring the planning team to the attention that the key players responsible for implementing the strategy should have the needed competencies to implement the practice. This should be achieved through training. It is because the development of the employees aids in meeting the human resource needs of a given organization in the best way possible. To the planning team, I would also make emphasize the need to implement a system to point out KSA needs to implement the strategy. For this kind of project, I would give the planning team timelines in which they would complete. I would also have them advised on the reasonable time that will be taken for there to be successful training for an adequate number of key members for there to be an assurance of success in the implementation of the strategy (Noe and Kodwani, 2018). Also, I would put a lot of emphasis on the fact that people are the essential resource that we have. Finally, I would make sure that there are honest, fair, and equitable personnel practices and employment, prioritizing the correction of the injustices that might have happened before to embody justice in our working environment.
There will be a need for HR to implement an HRIS. This will be of great importance when it comes to keeping accurate track of the employees, the positions in the organization, the job descriptions that all the employees have, the salaries paid in the entire organization, and the data of performance evaluation in the regions. A process of recruitment and selection should be created. This should also incorporate elaborate succession planning. For all the job positions available in the organization, goals, job barriers, and requirements for competence are supposed to be developed. Also, the training process model needs to be complete. This implies that there should be an analysis for the needs that are supposed to be taken care of by the training, design of the movement, development, implementation, and evaluation. I.e., ADDIE model. The non-management employees will be able to offer their support in this process because they will be able to apply for other positions instead of feeling held back or even overlooked. It is also expected that the manager will exhibit some resistance for fears that their positions will be put under threat in the process where MHC is in the business of creating equitable employment.
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