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The International Hospital Federation carried out two international projects to help managers and
executives in the healthcare sector develop their competencies:

CORE COMPETENCIES COMPETENCIES SELF-
DIRECTORY FOR THE ASSESSMENT TOOL,
PROFESSIONALIZATION BASED ON THE

OF HEALTHCARE COMPETENCIES
MANAGEMENT DIRECTORY

Self-assessment instrument that is
designed to help healthcare managers
identify their individual management and
leadership competencies. This self-
assessment has two parts, the first allows
you to score the competencies required by
your current position and the second
allows you to score your level of
competency for each area.
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We have put together a series of proposals for continuous improvement, seeking
to persevere with efforts to collaboratively create an integrated and integrative
model to assist the development of competencies among managers and
executives in the health sector.

Create a ‘Competencies Dictionary’ based Create a competencies development guide.

on the Competencies Directory model.

Orientation and action plan for managers.

Based on the self-assessment tool, conduct
market research studies for each type of

manager/executive in order to find averages Create a basic global design for ongoing training
(the mid-level sought by the market for each plans that address needs regarding competency
competency). development.

Should this self-assessment tool also permit International Hospital Federation may consider
the analysis of data to have information/ accreditation of training programs that are directly
results of which competencies have related to its competencies model, with a
management or executive teams, as a methodological focus based on the model in
collective or as specific professional groups. proposal 6, once this has been agreed upon.



ch~uNe

Create a ‘Competencies Dictionary’ based on the Competencies Directory model.

Competencies Dictionary

’NDICA
T
name of the competency Ve SAMPLE

The diCtiona ry Wou |d prOVide Clea r ORIENTATION TOWARDS USERS/CLIENTS r
descriptions of management D
CO m p ete n C i e S ( d ra W I n g fu rt h e r needs. Communicating with others in an empathetic manner.

d i Sti N Cti ons ba Sed on t h e d i re CtO ry)’ b ut level Ei‘éiﬁ.u?)e:rl]i:gexlt Ez?nprl:unicates appropriately, responds to

people’s questions, complaints and problems, and keeps them

informed (without investigating problems in depth). He/she is in

would also unequivocally identify e

-Acts respectfully towards users. evidenced
L] LJ L] LJ . . .
types of behavior or activities to
-Has a well presented appearance.
-Demonstrates a careful and discreet attitude in critical situations.
evidence the d iffe re nt Ievels of LengZ: Identifies needs and adapt; be_havio.ur )
Maintains open and fluent communication with users so as to find
out their needs and expectations. Is approachable and shows
com petency concern for users.
. Examples of conduct:
-Asks users about their needs and listens to their responses.
-Is respectful of individual differences.

-Achieves an appropriate degree of friendliness and familiarity.
-Applies the organisation’s protocols and procedures in accordance

This would enable us to clearly identify
what would be expected of a manager

if, for example, we say we want a level

3 or 4 for a given competency.
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Based on the International Hospital Federation’s management competencies
self-assessment tool, conduct a “market research” studies for each type of
manager/executive in order to find averages (the mid-level sought by the
market for each competency for each group).

If we ask 500 or 1000 managers and executives to

complete the competency assessment using the / | “‘*-..\

tool of the International Hospital Federation, we A W WC e

will be able to gauge the perceptions of this group o - : Y/"; —
of managers and executives on the expected DGl e o

levels for each competency. Lt

This will mean that:

1. The same self-assessment can bring added benefits a second time around, as it will not only
compare the level you say you have with the level you believe you ought to have, but will also compare
you in terms of the level that the “market” (your local “market”) says you ought to have.

2. 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.

This proposal would therefore capitalise on information from the tool’s database, turning it into a way
of comparing development.
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Should this self-assessment tool 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.

1. An individual competencies report for each 2. A group report for all of the managers and
manager or executive, detailing how they scorein  executives, summarizing the current and desired
each competency as well as the averages for all levels of competencies for the group. This will be
managers in their organisation (also in useful to the managing director (or whoever is in
comparison with the average mentioned charge of those professionals).

previously).

Competencies
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Create a competencies development guide.

The competency development guide is a dynamic
and comprehensive tool that answers the question
“what should | do to improve my level of
competency...?”

Development
methods

Activities

As such, it follows on from the self-assessment
carried out with the existing assessment tool.

Reading
The competency development guide includes
recommended actions enabling the manager/ Face-to-face
executive to undertake actions to improve a
specific competency level. Exercises
Tutorials

The actions go beyond simply attending courses or
training programs. 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.

+ 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

« Creation of groups and/or committees

» Visits, exchange meetings, case study groups
»  Group coaching

» Self-study exercises
» Technical guides

» Exercises with a search for tutors or internal experts
* NI technical guides

» External specialist support and mentoring

* External individual skills coaching
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Create a competencies development guide.

STAGE 1 STAGE 2 Development Cycles

Technical definition of Manager’s role Training Department’s role
the CompetenCieS’ + Decision regarding the
elements to develop competencies to develop

» Completion of self-
assessment questionnaires  * Follow-up assessments of the
Competencies to see which elements development achieved
need development

« Planning of face-to-face actions

« Follow-up on self-study actions

Role of NI

» Design of
development actions

« Distance learning
and tutorials

« Annual review of the

Knowing . Performance of development guide
Knowing how to do ELEMENTS development activities
things - T0
Knowing how to be
i DEVELOP
Knowing how to act
Selection of Selection of Evaluation of
; competencies development the
L;z:jnérsg to develop activities D development
activities achieved
Questionnaires ;}%ﬂgité?g;
Learning DEVELOPMENT The person supplied prov)ilded
methodologies ACTICY(I)-II;/lIIEISE'FI(E)I\ITCEYACH with the guide in the guide
DEVELOPMENT The guide orients the professional in their development once
GUIDE they have chosen the competencies they want to develop
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Create a competencies development guide.

As well, the Competencies Development Guide (DG)
is also...

* Astandardized resource (for the International
Hospital Federation) that can also be customized
by each individual member.

* An approach that combines all kinds of learning
methodologies in accordance with their nature
and the appropriate development process for
each competency level. .

* Aself-explanatory tool that contains all the
information and resources needed for each
manager/executive to use it on their own. .

* Ifit were to be integrated into an app or
software, it would be easier to track and .
monitor competencies development.

Rather than replacing existing methods and
training actions, the Competencies
Development Guide (DG) integrates them.

The DG can be continually enhanced through
new contributions, which may even come from
the managers and executives themselves.

A significant amount of the informal learning
that occurs directly in the workplace can be
reinforced and formalised.

Work on developing competencies is made
more efficient.

This method complements managerial
activities not in a classroom, but directly in the
workplace.
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Orientation and action plan for managers.

If the assessment says you have 3 out of 4 in a given
competency, this is important information.

If it says you have 3 out of 4 but also that everyone
says you ought to have 4 out of 4, it is also strategic.

In fact, what matters is not the situation portrayed,
but how you respond to it.

In this regard, the competencies development guide
could be an interesting option for encouraging the
development of competencies.

Another good option may be to develop a
methodology for a Managerial Action Plan, which
would focus specifically on the development of
whichever competencies need attention.

WILL AND
COMMITMENT:
Setting a detailed action
plan which will motivate
me and which | will
commit to.

\

OPTIONS:
Consider what options
and opportunities are
available to help me
overcome limitations

GOAL:
Establish the

objective to be
reached.

REALITY:
Describe and examine
my current situation and
how far | am from
meeting the challenge.

10
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Create a basic global design for ongoing training plans that address needs
regarding competency development.

Training designed with a modular
structure, over an extended period of
time, to guide the development of
managers and help achieve the
organisation’s results.
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Training based on the competencies
self-assessment completed
(recommending a selection of training
modules, for instance MOOQOCs, to
assist development).
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Personalised training pathway
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The training is accompanied by
management action and
improvement plans, so that the
training leads to specific actions that
have an impact on teams and
organisations and promote
excellence.

©

An opportunity to turn training
into a tool to promote
excellence and the professional
development of managers.

Accreditation from local
institutions but also
recognition from the
International Hospital
Federation provided it follows
the established models.
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