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Workforce Management in Psychiatric Inpatient Services under the Hospital

Authority: Challenges, Strategies, and Financial Implications
Introduction

Established in 1990, the Hospital Authority (HA) plays an integral role in Hong
Kong's healthcare system, managing the public hospitals and health services under the 6
guidance of the Hong Kong government and the Food and Health Bureau. This papel@
explores a vital part of HA’s operations: the psychiatric inpatient services. TlQ\%c?erces
demanding specialized care and handling intricate patient needs, pose S%X&ant workforce
management challenges. Recent statistics highlight the growing 11‘\&}3’ f these challenges.
According to Hospital Authority (2023), the HA oversees Y\c hospitals and institutions,
with psychiatric inpatient services experiencing a 30 <%sase in patient admissions over the
past five years. This escalation underscores the sﬁ&a need for effective workforce
management strategies in psychiatric care« rticular, psychiatric inpatient services,
struggling with rising mental health '@n the population, have seen a 40% increase in
demand for specialized psychi%care professionals (Lo et al., 2021).

\

The core of wor%}gnanagement in these services extends beyond mere staffing.
As Figueroa (201 out, it encompasses ensuring quality care, patient safety, and
addressing %;g needs of mental health care. The HA’s approach, spanning workforce
plannn@ <‘ﬁ1tment retention, and rewarding, is crucial in this regard. This research
%)%)these multifaceted strategies, evaluating how they meet the challenges unique to
psychiatric care. Furthermore, the analysis covers the current policies, HA's operational
framework, and its impact on delivering psychiatric inpatient services. There will be a focus
on how these strategies align with broader national health policies and their implications for
healthcare quality in Hong Kong. By examining these elements, the essay aims to explain the

effectiveness and relevance of the HA’s workforce management strategies, offering



perspectives and recommendations for enhancements and future directions in this critical

healthcare sector.
Hospital Authority's Policies and their Impact on Workforce

The HA has implemented a series of robust policies aimed at enhancing psychiatric
inpatient services, reflecting elements of the Beveridge Model in its approach. The Bever@e
Model, named after William Beveridge, is characterized by healthcare services bei%ﬁg
provided and financed by the government through tax payments (Komine, 20@@61?
healthcare systems following this model, like the Hospital Authority (Hs%\xa?e government

has a significant role in managing and funding healthcare servic .%ﬁin contrast to the

The HA's strategic framer?\\&r mental health, updated in recent years, aligns with
NN
the Beveridge Model by fo&t@@n integrated and patient-centered care financed
predominantly throug é@ymment funding. For instance, the HA reported an allocation of

approximately 12@‘[5 total budget to mental health services in the fiscal year 2020-2021,

decade. According to Ma et al. (2023), the number of patients seeking psychiatric help has

risen by 20% in the last five years, necessitating a corresponding increase in specialized staff.



The HA's policies are not only focused on financial investments but also on the
strategic development of its workforce. One key aspect is the enhancement of workforce

capabilities through specialized training and development programs. In the 2021 fiscal year,

professionals with the necessary skills to handle complex psychiatric cases effectively. @‘
training programs have been particularly focused on areas such as crisis intervent'@)é}atient

communication, and mental health assessment techniques (Lee et al., 2012)\9)%

Another critical area of focus for the HA has been the recn@nd retention of
psychiatric healthcare professionals. The Authority has implerr%\d a series of incentives

and career development opportunities to attract and ret )%)ed personnel. For example, as
N’
%

Q
suggested by Hospital Authority (2021a), the HA(%N_%
N

2021, which resulted in a notable decrease i

# of patient care quality in
7, /Q

psychie%\g; lent services (Lee et al., 2020).

ced a retention bonus scheme in

rnover rates in the following year. The

\%%)T%?ce Planning in HA's Psychiatric Inpatient Services

Workforce planning in HA's Psychiatric Inpatient Services is a complex and
multifaceted task, encompassing various strategies and influenced by regulatory and policy
directives. The HA has identified specific workforce needs in psychiatric inpatient services,

driven by the rising demand for mental health care. Kilbourne et al. (2018) note that there is a



growing demand for mental health care services, indicating the need for an adequate number

of trained professionals in HA's Psychiatric Inpatient Services. The challenges are not only

)
In response to these challenges, the HA has implement%fategic workforce planning

initiatives. One key strategy has been the expansion 3f idifig programs for psychiatric care

professionals. In 2021, HA invested over 5% of &gé%&t for mental health services into

training and development programs, aimin

Q)g ance the skills of existing staff and prepare

re i%s illed professionals is just as important as recruiting new ones. Recognizing the
% \

hightstress nature of psychiatric work, the HA has been actively improving working
conditions and offering mental health support for their staff to further support this (Ma &

Loke, 2019).

The HA has also embraced technology to improve workforce efficiency in psychiatric

services. Investment in telepsychiatry and digital health tools has been a significant step,



allowing for more efficient patient management and reducing the workload on existing staff

(Cheng et al., 2018). This technological advancement not only improves patient access to

which can streamline workflow and reduce the time spent on routine tasks. These
technological initiatives are part of a broader strategy to make psychiatric care more eff@!

and effective (Lee et al., 2021). (—)é

Q

The HA's workforce planning is significantly influenced by nation\lq'y:a th policies
and regulatory guidelines. For instance, the recent mental health p X )@jorms, which
emphasize community-based care, require a different set of sk@d workforce composition.

%ﬁ?changes, focusing on

The HA has aligned its workforce planning with these

which requires a shift in the skill se d training of the psychiatric workforce. Moreover, the

S

HA is actively engaging i @c\y discussions to ensure that the evolving needs of mental

health care are adeq@%presented and addressed.

Loo 'Pf%g@ezd, the HA 1s committed to continuously evaluating and adapting its
NS .

workf hning strategies (Chen et al., 2020). This involves ongoing assessment of

p% éé’éeds, technological advancements, and policy changes. The HA's future plans




to the changing landscape of healthcare. These future-oriented strategies are aimed at not
only meeting current needs but also proactively preparing for the challenges and

opportunities of tomorrow's psychiatric care landscape.
Recruitment Challenges and Strategies

Recruitment for psychiatric services within the Hospital Authority (HA) presents 6
unique challenges, necessitating tailored strategies to attract and retain the right tale@&ﬁg
Recruiting for psychiatric services within the HA is particularly challenging @%he
specialized nature of the work and the high stress associated with psyckﬂ@%’care (Cheung et

al., 2023). The HA has acknowledged that there is lack of manp w%%red to meet the

psychiatric careers thro%ia campaigns and public forums. Additionally, they are

-

focusing on creatgléi)i%re supportive work environment to reduce the stress associated with

, 2020). These efforts aim to attract more professionals to the field and

the job (Hun 7@;@
\%ﬁ
address@%

%\ To combat these challenges, the HA has launched targeted recruitment campaigns.

isting shortage.

These campaigns focus on the rewarding aspects of psychiatric work and the opportunity to
make a significant impact in mental health care. The HA has invested in its recruitment
budget into these targeted campaigns has led to an increase in applications for psychiatric

positions (Honyashiki et al., 2023). The campaigns also highlight the HA's commitment to



professional development and mental health advocacy, further appealing to potential
candidates. Additionally, they are utilizing social media and digital platforms to reach a
broader audience, particularly targeting younger healthcare professionals. The HA also plans
to continue these campaigns, adapting them to changing market trends and feedback from

applicants (Ni et al., 2020).

Another effective strategy has been to offer competitive benefits and clear pa@qs

for career advancement. The HA revised its salary structures in 2021, offerin h@l%starting

salaries for psychiatric roles compared to other medical specialties (Hospii@\uthority,

life balance through flexible working arran s and additional leave options (Chen et al.,

2022). These strategies aim to not on®mt but also to retain high-quality professionals in

the psychiatric field. - \2\

\
\
National and H%c policies play a crucial role in shaping recruitment strategies.

n%?&n policy, which emphasizes the expansion of psychiatric services,

E%@{ crease in specialized staff (Honyashiki et al., 2023). In response, the HA

-

has necessit
i (' %
has ahg%

The national me

recruitment policies with these national directives, focusing on building a




Lau and Fong (2021) articulate that the HA has also focused on partnerships with
educational institutions to ensure a steady supply of trained professionals. Collaborations

with universities and training institutes have been strengthened to encourage interest in

M
—
ﬁ

(Cheung et al., 2020). These collaborative efforts not only aid in the r@ment of new talent

but also ensure that the incoming workforce is well-prepared &ngned with the HA's

standards of care. ((({%@)
Retention and Rewarding within HA \}@

Retention and rewarding of staff iu& ospital Authority's (HA) psychiatric inpatient
services are crucial for maintaining\é\@ and skilled workforce. The HA faces significant
retention challenges in its psyc}’%'?ic inpatient services. One of the primary issues is burnout,

a common problem in p_@@ric care due to the emotionally demanding nature of the job. A

burnout.
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In response to these challenges, the HA has focused on enhancing training and
support for its psychiatric staff. The HA enhanced its investment in specialized training
programs, acknowledging the connection between adequate training and job satisfaction (Lee

et al., 2018). These programs are designed to equip staff with the latest skills and knowledge

e ———

- )
ﬁ

introduced, allowing staff to share experiences and coping stra@@, fostering a sense of

community and mutual support. (%@)
O
The HA understands the importance of a 5\Rs@work culture in retaining staff.
Initiatives to promote a collaborative and su@gd)ve work environment have been a key
focus. This includes team-building ac @s and regular feedback sessions, which have been

well-received by the staff. An e\mp\hzée satisfaction survey conducted in 2023 showed that

S

etal., 2023.)

Financial incentives remain a significant part of the HA's retention strategy. The HA

has a performance-based bonus system for psychiatric staff, which has contributed to a
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decrease in resignation rates and has also introduced competitive salaries and regular salary
reviews to maintain an attractive compensation package (Hospital Authority, 2021a). To

further encourage long-term commitment, the HA is exploring additional financial benefits

D

The organization places a strong emphasis on career growth as a vital strgfedy for

retaining its employees. It has expanded avenues for professional advance@t, including
advanced training courses and pathways to leadership positions. O@ecent years, there
has been a notable increase in the number of psychiatric staff p@ pating in these advanced

training and leadership programs (Tse et al., 2020). Th@&{ iatives not only help in
%0

<.
Q@é workforce. Furthermore, the

retaining staff but also lead to a more skilled an

Financial ent and Implications
& X5
ging the financial aspects of the workforce in psychiatric services under the

I@tﬁl Authority (HA) involves utilizing a Conventional Budget System, which emphasizes

careful budgeting, cost-analysis, and strategic planning. These factors are vital for ensuring

the financial sustainability of the HA while delivering quality psychiatric care. The HA
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budget to psychiatric services, reflecting a 5% increase from the previous year due to the
growing demand for psychiatric care (Hospital Authority, 2022a). This budget covers
salaries, training, recruitment, and retention initiatives, ensuring that the workforce is

adequately supported to provide optimal patient care (Hospital Authority, 2022a).

The HA carries out detailed evaluations of expenses under the Conventional Budget

System to ensure efficient use of resources in mental health services (Lo et al., 2021)\@34

erved a reduction in hiring

quality of care, leading to long-term savings. The HA Q&
. 22,
expenses, demonstrating the success of these str%si%fvestments (Lo etal., 2021).
Employing financial tactics that sw@lts primary goals of fostering a stable and
competent workforce, the HA uses t ﬁ/entional Budget System where employee
compensation is tied to speciﬁ%formance metrics, including patient satisfaction, treatment
results, and service deli@@ciency (Wong et al., 2018). This strategy promotes excellent

care quality while é&ning financial prudence. Furthermore, the HA invests in technology

Effective workforce management is essential for HA’s financial health, and budget

flexibility plays a crucial role in this aspect. The HA has adopted a dynamic budgeting

approach within its Conventional Budget System, allowing for the reallocation of funds based
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on changing workforce needs and service demands. This flexibility was particularly evident

during the COVID-19 pandemic when additional funds were redirected to psychiatric

Q

Lastly, the HA emphasizes the importance of long-term financial planni@m
workforce management. Long-term planning, as part of the Conventional i{@}'gget System,
involves forecasting future workforce needs, considering trends in% health and

preparing for anticipated changes in healthcare delivery. Rasto@ 19) suggests that the HA

has started investing in training programs focused on ¢ thg mental health issues like

Conclusion N

B
Effective wor e@gﬂanagement in the Hospital Authority's psychiatric inpatient
services is cruciaP%)_r%ﬁaintaining high standards of mental health care in Hong Kong. This
A
paper has the intricate balance required to address issues in recruitment, retention,
AN | -

tralng%,) financial management effectively. Key strategies implemented by HA — such as
t@é\i recruitment campaigns, comprehensive training programs, supportive work
environments, competitive financial incentives, and career growth opportunities — have
significantly improved staff satisfaction, reduced turnover, and enhaced patient care quality.

Looking ahead, it is crucial for the HA to continue innovating these strategies. Leveraging

technology will be vital to streamlined processes and improved service delivery (Chow et
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al., 2023). Moreover, policies and strategies should be continuously developed and adapted

N > cpares for future

challenges and opportunities in psychiatric care.
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