
The Journey so far….. 
Global Healthcare Management Consortium



PRESENTATION
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• The development of the core competency directory BY Lucy Nugent
• An application of it with the self assessment platform BY Marisa Gil
• Future developments in support to the directory BY Anna Riera



“The science of medicine is thousands of years old. The discipline of 
management sciences which includes the study of leadership is less than 
100 years old. Management sciences applied to healthcare is still in its 

infancy.”
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Management Sciences for Health 
“Occasional Papers” NO.4 (2006)



Challenges in All Health Systems



The Vision: Why Are We Here?

• Agreement on fundamental competencies for 
healthcare managers at all levels

• Need for a contemporary model that starts with the 
health needs of society
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Need for a contemporary model that starts with the 
health needs of society

• Help focus developmental needs of individuals



The Vision: Why Are We Here?

• Defining healthcare management as a profession 
in countries where it has not been recognized

• Promoting the formation and acceptance of Health 
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• Promoting the formation and acceptance of Health 
Management Associations within countries and 
regions 



Global Healthcare Management 
Competency Directory

• Achieved after 3 years work
• Crosswalk and consolidation of existing competency 

frameworks throughout the world
• Validated through field review
• Consists of five key domains
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• Consists of five key domains
• Leadership
• Communication and Relationship Management
• Professional and Social Responsibility
• Health and Healthcare Environment
• Business



Competency Directory
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Competency Clusters



Special Thank you to:

American College of Healthcare Executives 

Australasian College of Health Service 
Management 

Canadian College of Health Leaders 

European Association of Health Managers 

Federacao Brasileira de Administradores 
Hospitalares 

Federacion Andina y Amazonica de Hospitales 

Federacion Latinoamericana de Hospitales 

Health Management Institute of Ireland 

Competency Framework for Health Sector Applications:
Developed by Global Consortium
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Health Management Institute of Ireland 

Hong Kong College of Healthcare Executives

International Health Services Group 

International Hospital Federation 

Jamaican Association of Health Services 

Management Sciences for Health 

Pan American Health Organization 

Taiwan College of Healthcare Managers 

Tropical Health and Education Trust – Partnership 
for Global Health 

University of the West Indies 



Use of Directory

• Instrument for assessment of leadership and management 
capabilities

• Guiding tool for curriculum adaptation and development 
• Tool for enhancing continuing professional education programs
• Assisting governments and organizations in identifying gaps in 

management and leadership
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management and leadership
• Planning and development of long-term career pathways
• Template for credentialing healthcare managers

• Demonstrated competencies verified by independent evaluation 
• Continuous Professional Development translated into a plan
• Professional achievements supported by evidences and testimonies



Using the Directory – a Call to Action for Many 
Stakeholders
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• To promote healthcare management professionalization and to 
enhance training for healthcare leaders by: 

̶ Creating an globally agreed upon set of core competencies for 
managers

̶ Encouraging the use of this directory as a tool to intensify the 

Mission of this Consortium
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̶ Encouraging the use of this directory as a tool to intensify the 
training, employment and promotion of health managers

̶ Promoting the development of long-term career pathways for 
health managers

̶ To promote the formalization and acceptance of Health 
Management Associations within countries and regions as key 
stakeholders

̶ Partner with Academia



Timeline of Work

3rd Global 1st Global 2nd Global 

Jan. 2013 Jan. 2014 Jan. 2015

Ongoing Research, Collaborations, Edits and Updates to Working Documents

Jan. 2017

4th Global 
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3rd Global 
Competencies 

Meeting at PAHO

1st Global 
Competencies 

Meeting at PAHO

2nd Global 
Competencies 

Meeting at PAHO

IHF 39th World 
Hospital Congress 

Presentation
(Oct. 2015)

IHF leadership 
Summit

Presentation
(Nov. 2014)

IHF 38th World 
Hospital Congress 

Presentation
(Nov. 2013)

4th Global 
Competencies 

Meeting at PAHO



Achievements to Date

• Global Healthcare Management Competency Directory
• Call to Action
• Formation of the IHF Healthcare Management 

Associations Special Interest Group
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Associations Special Interest Group
• Development of Annual Work Plan
• Draft Communications Strategy 



THE TOOL

User friendly and mobile 
compatible platform with 
open access just
requiring individual 
registration

http://healthmanagementcompetency.org/en/base

Using the global 
core competency 
directory as the 
backbone of the 
assessment
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Objective of the Tool

Self-assessment of personal leadership and management 
competencies in healthcare delivery organizations to develop/adapt 
your own continuous development plan.

• The platform is available in different languages: English, French, 
Spanish, Chinese, Portuguese…

• Free of cost, confidentiality & protection of information is guaranteed
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• Free of cost, confidentiality & protection of information is guaranteed

• Two steps: 

1. Assess the relevance of each core competency for your position in 
your current organization

2. Assess your level for each core competency



What result will I get ?
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Each person gets its own results and profile
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You may take the assessment as many times as you 
wish but the tool only keep last registry 
 save/print your results before taking test again



1st Step: Relevance of competency for your 
current position in your current organization

How pertinent you judge 
to be each of the 80 
competencies for the job 
you are doing now

Grouped by 10 MCQs, 
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Grouped by 10 MCQs, 
the TOOL will propose 
you to grade each 
competency according to 
a 5 position scale for its 
relevance in regard to 
your current job

Step 1 may take you 25 
min.



What is your own competency

• Once your have established how relevant (in a scale of 
1 to 5) you consider each of the 80 the competencies 
for your job
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• Self-assess your own level of competency on each of 
them, using a scale of 5 (Dreyfus Model - slide 21)

• You may pause and come back at any moment



The Dreyfus model is used to scale competency

1- Novice: Has an incomplete understanding, approaches tasks 
mechanistically and needs supervision to complete them.

2- Advanced Beginner: Has a working understanding, tends to see 
actions as a series of steps, can complete simpler tasks without 
supervision.

3- Competent: Has a good working and background understanding, sees 
actions at least partly in context, able to complete work independently to a 
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actions at least partly in context, able to complete work independently to a 
standard that is acceptable though it may lack refinement.

4- Proficient: Has a deep understanding, sees actions holistically, can 
achieve a high standard routinely.

5- Expert: Has an authoritative or deep holistic understanding, deals with 
routine matters intuitively, able to go beyond existing interpretations, 
achieves excellence with ease



2nd Step: Similar outlay than step one

• The system has modified 
the order in the list of 
questions

• Do not expect to find 
competencies sorted by 
domains and subdomains

• 8 pages will follow 
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• 8 pages will follow 
through proposing 10 
MCQs per page

• Remember you are not 
been judged by anyone 
else, just yourself

• This may take you again 
25 minutes!



What do you get at the end ?
A first list of competencies 
where you have scored 
higher on relevance versus 
on your own competency:
 This indicates where 
you should improve and 
focus your CPD

A full recap classified 
according to the directory on 
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according to the directory on 
the level of relevance and 
your own competency for 
each of them.
 This indicates how good 
you think you are doing on 
80  core competencies

Possible printable version



When there is a minimum of 30 
entries of same nature in the system

What do you get at the end ?
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entries of same nature in the system
• Compare your results with other 

users in same position anywhere in 
the world

• Compare your results with other 
users in your country

• Compare your results with others in 
same position and same country



IHF has put together a series of proposals for continuous 
improvement, seeking to persevere with efforts to collaboratively 
create an integrated and integrative tool to assist the development 
of competencies among managers and executives in the health 
sector. 

1

FUTURE DEVELOPMENTS...
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2 Create a ‘Competencies Dictionary’ based on the Competencies Directory. 

1 Conduct market research studies for each type of manager/executive

3 Competencies development guide



1
Conduct “market research” studies 
for each type of manager/executive

1. Your current level vs market level (local)
2. Market level by country. Internationally, it will be possible to see the extent to which different 
environments and countries are similar or different, in terms of the responses for expected levels of 
development for each competency. 
3. Individual competencies vs average competencies for all managers in their organization (also in 

Possible developments: a way of comparing competencies development.

2626

3. Individual competencies vs average competencies for all managers in their organization (also in 
comparison with the average mentioned previously).
4. A group report for all of the managers and executives, summarizing the current and desired levels 
of competencies for the group. 

In summary, this self-assessment tool will also permit the analysis of data to 
have information/results of which competencies have management or 
executive teams, as a collective or as specific professional groups in a 
practical way



The dictionary would provide clear descriptions of management 
competencies (drawing further distinctions based on the 
directory), but would also unequivocally identify types of 
behavior or activities to evidence the different levels of 
competency.

2 Create a ‘Competencies Dictionary’ based on the 
Competencies Directory . 
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competency.

This would enable us to clearly identify what would be expected 
of a manager if, for example, we say we want a certain level for a 
given competency.

(Also environment specificity) 



• Including recommended actions 
enabling manager/executive to 
undertake improvement actions 
aimed at a specific competency 
level. 

Development methods Activities

Reading

• Internal publications: reports, procedures, processes, strategic
plans, etc.

• Public publications: sector reports, advisory documents, etc.
• Books, journals, management manuals, technical manuals, reports 

from other entities

• Courses: open courses, internal courses

3 Competencies development guide
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• The actions go beyond simply 
attending courses. The power of 
the competency development 
guide is that it not only provides 
resources, guidelines and tools, 
but also puts each manager in 
charge of improving their own 
competencies.

Face-to-face

• Courses: open courses, internal courses
• Creation of groups and/or committees
• Visits, exchange meetings, case study groups
• Group coaching

Exercises
• Self-study exercises
• Technical guides

Tutorials

• Exercises with a search for tutors or internal experts
• NI technical guides
• External specialist support and mentoring
• External individual skills coaching



THANK YOU

Take your assessment at
http://healthmanagementcompetency.org

THANK YOU
www.ihf-fih.org 

Feedback and comments, most welcome
marisa.gillapetra@ihf-fih.org


