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Introduction

Abstract

Human Resources (HR) management in the Ministry of Health (MOH) is
essential for ensuring the efficiency and quality of healthcare services. However,
the application of modern HR practices within this context faces numerous
challenges, including organizational, systemic, and cultural barriers. Key
obstacles include resistance to change, limited HR capacity and expertise, and
complex bureaucracy, which hinder the adoption of innovative HR concepts
such as agile management, data-driven decision-making, and flexible work
arrangements. Additionally, financial constraints, cultural resistance to modern
HR practices, and staff shortages further complicate the implementation of
effective HR strategies. The Ministry of Health also faces challenges in managing
a diverse and multidisciplinary workforce, aligning healthcare professionals’
expectations with organizational goals, and integrating advanced HR
technologies. Moreover, issues such as work-life balance, employee wellbeing,
and burnout among healthcare workers are critical concerns. To overcome
these challenges, the Ministry must focus on fostering a culture of openness to
change, investing in HR capacity building, and addressing resource constraints.
Streamlining bureaucratic processes and improving technological infrastructure
will also be essential. By addressing these challenges, the Ministry of Health can
enhance its HR practices, leading to a more engaged workforce and ultimately
improving healthcare service delivery and patient outcomes. The successful
integration of modern HR practices will ensure that the Ministry of Health is
better equipped to meet the evolving needs of both healthcare professionals
and patients.
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Human Resources (HR) management in the Ministry of Health
(MOH) plays an essential role in ensuring the efficiency and quality of
healthcare services. However, applying modern HR concepts within
this context faces numerous challenges, stemming from a combination
of organizational, systemic, and cultural obstacles. Below, we discuss in
more detail the difficulties faced by HR management in implementing
contemporary HR practices within the Ministry of Health.

Discussion
Resistance to Change

The resistance to change in the Ministry of Health, especially
in the public sector, is often deeply embedded due to historical
organizational structures and long-standing practices. This resistance
is not merely a matter of reluctance to adopt new technologies or
tools but is deeply rooted in a collective mindset and organizational
culture that has evolved over time. In many public sector institutions,
there is a preference for maintaining the status quo because it
offers predictability and security. Such an approach is common in
highly hierarchical organizations where decisions are centralized,

and authority is distributed in a top-down manner. This cultural
characteristic can make the transition to modern HR practices, which
emphasize flexibility, innovation, and employee empowerment,
particularly challenging. Moreover, modern HR practices such as agile
management, performance-driven evaluations, and data analytics
require a shift from traditional command-and-control methods to
more collaborative, transparent, and adaptive ways of working. In
a traditional, hierarchical environment, the idea of decentralizing
decision-making or empowering individual employees can be seen as
undermining authority or leading to a breakdown in discipline and
control. This can provoke strong resistance from middle management
or senior officials who feel their role in the organizational structure is
threatened or diminished by new, more flexible management systems

[1].

Additionally, the lack of familiarity with data-driven decision-
making can further contribute to resistance. In health ministries,
where operations are often complex and resource-intensive, employees
may lack the necessary skills or confidence to interpret data and use
it effectively in decision-making. This gap in skills, coupled with the

Austin Journal of Business Administration and Management
Volume 9 Issue 1 - 2025

Submit your Manuscript | www.austinpublishinggroup.com
Yousef MA Alghoul © All rights are reserved

Citation: Yousef MA Alghoul, Siddig Abdalrahman Shoaib Saleh. Challenges Facing Human Resources
Management in Applying Modern Human Resources Management Concepts in The Ministry of Health: A
Narrative Review. Austin J Bus Adm Manage. 2025; 9(1): 1080.


mailto:abedazhot@gmail.com

Yousef MA Alghoul

Austin Publishing Group

fear of the unknown, can lead to a lack of enthusiasm for adopting
these practices. Furthermore, the implementation of data analytics
and performance evaluations that emphasize measurable outcomes
can create anxiety among staff, particularly if there is no clear
communication about how performance metrics will be used and
whether they will be tied to compensation or career advancement.
As resistance to change continues, it undermines the effectiveness
of modern HR strategies. This reluctance may result in the failure to
implement critical initiatives, such as ongoing employee development
programs, feedback loops for continuous improvement, and
performance management systems that can identify high performers
and areas for intervention. In turn, this hampers the Ministry of
Health's ability to foster an environment of continuous learning and
improvement, which is essential in a sector as dynamic and high-
stakes as healthcare [2].

To overcome this resistance, it is vital to engage employees and
managers in the change process. Change management strategies such
as training, clear communication, and involving staff in the design
and implementation of new systems can help address concerns
and build a sense of ownership over the new practices. Moreover,
demonstrating the tangible benefits of modern HR practices such
as improved patient care, better work-life balance, or professional
development opportunities can help shift the mindset from viewing
change as a threat to recognizing it as an opportunity for growth and
innovation. Additionally, addressing the concerns of leadership and
middle management through targeted support and consultation will
ensure that they are not left behind in the process, further reducing
resistance [1,2].

Limited HR Capacity and Expertise

In addition to the challenges posed by resistance to change,
another significant barrier to the effective adoption of modern HR
practices within the Ministry of Health is the limited HR capacity and
expertise. Public sector HR departments, particularly in Ministries
of Health, often lack the specialized skills and training needed
to implement contemporary HR strategies effectively. Many HR
professionals working in these settings may not have had exposure
to cutting-edge techniques such as data-driven workforce planning,
advanced recruitment strategies, or modern employee engagement
models. This lack of exposure to new HR practices can result in a
gap between the capabilities of the HR team and the demands of a
rapidly evolving healthcare workforce [3]. One of the most critical
shortcomings is the absence of professionals who are well-versed in
data analytics and its application in HR decision-making. Modern HR
practices increasingly rely on data-driven strategies, such as workforce
forecasting, predictive analytics for recruitment, and performance
management systems that monitor employee engagement and
productivity. Without the necessary expertise to analyze and interpret
data effectively, HR departments may struggle to make informed
decisions, which could lead to inefficiencies in workforce planning,
employee retention strategies, and resource allocation. Furthermore,
healthcare organizations often face the challenge of retaining skilled
professionals. Without advanced recruitment techniques and talent
management strategies, the Ministry of Health may find it difficult to
attract and retain the right talent in an increasingly competitive job
market [4].

Moreover, many HR professionals in the public sector may not be
familiar with employee engagement models that focus on employee
development, career progression, and performance management.
These models are increasingly integral to modern HR management,
which emphasizes creating a positive work environment where
employees feel motivated and supported. In the absence of expertise
in these areas, HR practices may become reactive rather than
proactive, leading to disengagement, burnout, and high turnover
rates among healthcare staff, which in turn affects the quality of
healthcare delivery [3]. Additionally, limited budgets and resource
constraints within the public sector can prevent HR departments
from investing in necessary training programs and technology. The
adoption of advanced HR technologies, such as Human Resource
Information Systems (HRIS), e-learning platforms, and performance
management tools, often requires significant upfront investment.
Public sector HR departments, however, typically operate under
tight financial constraints, which means that they may not have the
resources to procure such technologies or provide their staff with
the training needed to maximize their use. As a result, even if these
technologies are introduced, HR professionals may struggle to utilize
them effectively, limiting their potential impact [4].

Complex Bureaucracy and Regulatory Constraints

In addition to the challenges posed by limited HR capacity and
resistance to change, the Ministry of Health also faces significant
barriers related to the complex bureaucracy and regulatory constraints
inherent in public sector organizations. The rigid frameworks,
policies, and procedures that govern these institutions often make it
difficult for HR departments to implement modern HR practices. In
the public sector, these bureaucratic structures are designed to ensure
accountability, transparency, and fairness, but they can also create
inefficiencies that hinder the adoption of more flexible and innovative
HR strategies. For example, policies surrounding recruitment,
compensation, and staffing are often tightly regulated, making it
challenging to quickly hire or adjust staffing levels in response to
changing healthcare demands or emergencies. During times of crisis,
such as the outbreak of infectious diseases or natural disasters, the need
for swift and flexible staffing becomes critical. However, bureaucratic
processes such as lengthy approval procedures and complex hiring
protocols can delay the rapid recruitment of healthcare professionals,
thereby hindering the Ministry’s ability to respond effectively and
ensure sufficient staffing levels [5].

Similarly, modern HR practices like flexible work arrangements,
which have become increasingly important in attracting and retaining
talent, can be difficult to implement in public sector organizations
due to rigid regulations. These arrangements, such as remote work
or compressed work schedules, require policies that are adaptable
and responsive to the needs of both employees and the organization.
However, bureaucratic inertia and a lack of flexibility in public sector
policies can make it challenging to introduce such modern practices,
especially when they conflict with traditional views on work culture
and management. Performance-based compensation, another
modern HR concept aimed at improving employee motivation and
performance, is also difficult to implement in a bureaucracy where
salary structures and promotion criteria are typically predefined and
based on seniority or tenure. The rigid nature of these compensation
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frameworks can discourage high performance and fail to provide
the incentives necessary to align employee goals with organizational
objectives [6].

These bureaucratic constraints not only slow down the
implementation of progressive HR policies but also create delays
in addressing urgent HR issues, such as resolving conflicts,
reallocating resources, or providing staff with the support they
need. In the context of healthcare, where timely decision-making is
critical to ensure patient care and service delivery, these delays can
significantly hinder the Ministry’s ability to adopt best practices for
workforce management. This, in turn, can lead to reduced employee
satisfaction, lower morale, and a workforce that is less engaged and
motivated. To overcome these bureaucratic barriers, the Ministry
of Health must work towards streamlining its internal processes,
reducing unnecessary red tape, and promoting a more flexible and
responsive organizational culture. This may involve revising policies
and regulations to allow for more agility in HR decision-making,
particularly in response to emergencies or evolving healthcare needs.
Additionally, leadership within the Ministry must foster a culture of
openness to change, encouraging innovation and adaptation to new
HR practices that can enhance workforce effectiveness and improve
patient outcomes [5, 6].

Financial and Resource Limitations

Many modern HR concepts, such as the use of HR information
systems (HRIS), continuous employee training, and the adoption
of cutting-edge HR technologies, require substantial financial
investment. However, public sector organizations, especially in
developing countries, often operate under tight budgetary constraints,
which limit their ability to invest in these resources [7]. The lack
of financial resources can restrict the Ministry of Health's ability
to improve HR systems and practices, affecting everything from
recruitment and retention strategies to employee development and
engagement initiatives [8].

Cultural Barriers

Healthcare organizations, including the Ministry of Health,
often have a deeply ingrained organizational culture, which may
not always align with modern HR practices. Healthcare systems are
typically hierarchical, with strict lines of authority and clear divisions
between roles. Modern HR concepts such as employee empowerment,
decentralization, and team-based leadership often conflict with this
traditional structure, making their implementation difficult [9]. The
tension between traditional organizational structures and modern HR
practices can create significant challenges in adopting contemporary
approaches to employee engagement, communication, and decision-
making. Overcoming these cultural barriers is essential to creating a
more inclusive, collaborative, and flexible work environment [10].

Staff Shortages and High Turnover Rates

The healthcare sector, particularly in resource-constrained
environments, faces persistent challenges with staft shortages, high
turnover rates, and burnout among healthcare professionals. These
issues are exacerbated by long working hours, emotional and physical
strain, and limited opportunities for career advancement. Such
factors make it challenging to implement HR practices that require

workforce stability, such as long-term professional development and
effective employee retention strategies [11]. High turnover rates and
understaffed departments reduce the Ministry of Health's capacity
to focus on long-term HR initiatives. In addition, frequent vacancies
and staff turnover hinder the consistent application of performance
management systems, employee training programs, and retention
efforts, ultimately affecting patient care [12].

Inadequate Data and Technology Infrastructure

In addition to bureaucratic constraints and limited HR expertise,
the Ministry of Health also faces significant challenges in leveraging
modern HR technologies and data analytics. The successful
implementation of contemporary HR practices relies heavily on
data-driven decision-making, which requires advanced technologies
like Human Resource Information Systems (HRIS), performance
management software, and data analytics platforms. These tools
enable HR departments to gather, process, and analyze vast amounts
of workforce data, providing valuable insights into employee
performance, engagement, and overall organizational effectiveness.
However, many health ministry's struggle with a lack of adequate
technological infrastructure to support these systems, limiting their
ability to fully utilize the potential of modern HR practices [13].

One of the primary challenges is the absence of integrated
systems that allow HR departments to collect, store, and analyze
data efficiently. Many public sector organizations, including health
ministries, operate with legacy systems or outdated technologies
that are not designed to manage the complex and dynamic needs
of modern HR management. Without access to real-time data or
advanced analytics tools, HR professionals are often left to make
decisions based on incomplete, inconsistent, or outdated information.
This can result in suboptimal decision-making regarding workforce
planning, management, and employee development.
Furthermore, the lack of a robust technological infrastructure can
impede the Ministry’s ability to track key performance indicators
(KPIs), assess employee satisfaction, or evaluate the effectiveness of
HR initiatives. For example, without a performance management
system that tracks employee goals, feedback, and progress, HR
departments may struggle to identify high-performing employees or
areas where improvements are needed. In turn, this can lead to missed
opportunities for employee development, reduced job satisfaction,
and a lack of targeted interventions to address performance issues or
talent gaps [14].

talent

Moreover, without access to advanced data management tools,
HR departments may find it difficult to optimize recruitment
processes, manage training and development programs effectively, or
evaluate the success of HR initiatives. This lack of data-driven insights
limits the Ministry’s ability to implement strategic HR initiatives that
align with the evolving needs of the healthcare workforce and the
broader organizational goals. In healthcare, where effective decision-
making is critical to ensure patient care and operational efficiency,
relying on outdated or incomplete information can have significant
consequences. For example, decisions about staffing levels, training
needs, and employee retention strategies may not be based on the
most accurate or up-to-date information, leading to inefficiencies and
a misalignment between workforce capabilities and organizational
requirements. Furthermore, without the ability to effectively measure
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and manage employee engagement and performance, the Ministry may
struggle to retain top talent and address workforce issues proactively.
To overcome these challenges, the Ministry of Health must prioritize
investments in modern HR technologies and data infrastructure. This
includes upgrading existing systems or adopting new platforms that
can handle the complex demands of contemporary HR management.
Additionally, HR staff must be trained to effectively use these tools
and interpret the data they generate. By improving technological
capabilities and data management practices, the Ministry can enhance
its ability to make informed decisions that drive workforce efficiency,
employee satisfaction, and overall healthcare service delivery [13,14].

Diverse and Multidisciplinary Workforce

The Ministry of Health employs a diverse workforce comprising
various professionals, including doctors, nurses, public health officials,
administrative staff, and support personnel. Each of these groups has
different needs, goals, and expectations, which can complicate the
development of universal HR programs that address everyone’s needs
[15]. Failing to tailor HR strategies to the diverse needs of different
employee groups can lead to dissatisfaction and disengagement.
Customizing HR policies and practices for various professions, while
maintaining overall organizational coherence, is a complex task that
requires careful planning and coordination [16].

Managing Healthcare Professionals’ Expectations

Healthcare professionals often have high expectations related
to career progression, continuing education, and recognition for
their expertise. These expectations can sometimes conflict with the
broader goals of the Ministry of Health, which may be focused on cost
control, efficiency, and the overall needs of the health system [17]. If
the expectations of healthcare professionals are not met, it can result
in frustration, disengagement, and even high levels of burnout. This
not only affects employee retention but can also negatively impact
the quality of patient care as dissatisfied employees are less likely to
perform at their best [18].

Integration of Modern HR Technologies

Modern HR technologies, such as HRIS, e-learning platforms,
and performance management software, can offer significant benefits
in terms of streamlining HR processes and improving workforce
management. However, integrating these technologies into existing
systems within the Ministry of Health can be a complex and resource-
intensive process [19]. Poor integration of new HR technologies
can lead to inefficiencies and underutilization of these tools, which
limits their potential to improve HR management. Moreover, without
proper training and support, HR staff may struggle to make the most
of these technological advancements [20].

Work-Life Balance and Wellbeing Programs

In the healthcare profession, where high-stress environments are
the norm, maintaining employee wellbeing is a significant challenge
for HR management. Healthcare workers often face long shifts,
irregular hours, and emotional strain, all of which contribute to
physical and mental exhaustion. These demands can lead to burnout,
stress, and fatigue, making it difficult for employees to maintain a
healthy work-life balance. Unfortunately, in many healthcare settings,
the need for employee wellbeing is often placed secondary to patient

care, further exacerbating the situation. While patient care is a critical
priority, the wellbeing of healthcare professionals is equally important
to ensure a sustainable and effective workforce. Modern HR practices,
which emphasize employee wellbeing, mental health support, and
flexible work arrangements, offer potential solutions to these issues.
However, these practices are often difficult to implement in healthcare
environments due to the nature of the work. For instance, the need
for healthcare workers to be physically present in hospitals or clinics
during long shifts makes it challenging to offer flexible schedules or
remote work options, which are common components of modern HR
strategies. Similarly, despite growing recognition of the importance
of mental health, the healthcare sector often lacks sufficient support
systems or resources to address the mental and emotional toll that
healthcare professionals face [21].

When employees experience high levels of stress and burnout,
it can have far-reaching consequences on their performance, job
satisfaction, and overall productivity. Burnout not only affects an
individual’s ability to perform their job effectively but can also lead
to absenteeism, increased turnover rates, and reduced quality of care
provided to patients. High turnover rates in healthcare can exacerbate
staffing shortages, placing even more pressure on remaining staff
members and perpetuating a cycle of burnout and dissatisfaction [22].
Therefore, fostering a healthier work-life balance within healthcare
settings is essential for the wellbeing of healthcare workers and the
sustainability of healthcare services. Modern HR practices that
prioritize employee wellbeing such as providing access to mental
health resources, offering wellness programs, and promoting a culture
of support can go a long way in mitigating the impact of workplace
Additionally, healthcare organizations
alternative scheduling options, such as more flexible shifts or job-
sharing arrangements, to give employees the opportunity to balance
their personal lives with their professional responsibilities [21].

stress. must consider

Promoting work-life balance in healthcare not only benefits the
employees but also enhances the quality of patient care. A motivated,
healthy workforce is more likely to be engaged, compassionate,
and effective in their roles, which directly impacts the level of care
patients receive. By making employee wellbeing a central focus of
HR management strategies, the Ministry of Health can help create
a more resilient, satisfied, and productive healthcare workforce,
ultimately leading to better patient outcomes and reduced turnover in
healthcare settings. Moreover, developing a supportive organizational
culture that values the wellbeing of healthcare professionals will
foster greater loyalty, job satisfaction, and a long-term commitment
to the organization. This can contribute to reducing turnover rates,
increasing employee retention, and ensuring that the Ministry of
Health is equipped with a stable and dedicated workforce capable of
meeting the evolving demands of the healthcare sector [21,22].

Conclusion

To overcome these challenges and successfully apply modern
HR concepts, the Ministry of Health must work to foster a culture of
openness to change, invest in HR capacity building, and ensure the
alignment of HR strategies with organizational goals. Overcoming
bureaucratic barriers, improving technological infrastructure, and
addressing financial constraints are also vital steps. By addressing
these hurdles, the Ministry of Health can build a more effective
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and engaged workforce, ultimately leading to improved healthcare
delivery and enhanced patient outcomes.
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