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Abstract— The profound changes in the economy,
politics, technology, and society have all been major
drivers of change and leading means of production.
Instead of using intimidation and control, there is a
need for more effective leadership in workplace
environments. Despite the fact that leadership is an
interdisciplinary topic that is quickly evolving, very
little research has been done on leadership in
general. This study used descriptive survey research
to gain a thorough understanding of the Leadership
Capability Framework-based Progressive
Development of the Leaders in the Conrado Estrella
Regional Medical and Trauma Center. The study's
responders included the Conrado Estrella Regional
Medical and Trauma Center staff. To guarantee
proper representation, respondents were chosen
based on their positions, and a sample size of no less
than 75% of the population was the goal. The
leadership competency weighted mean will be used to
assess the breadth of the practices of the Conrado
Estrella Regional Medical and Trauma Center
executives. Anova will be used to establish whether
there are any appreciable differences in the scope of
practices among the leadership roles at Conrado
Estrella Regional Medical and Trauma Center.
According to the data gathered, the Conrado Estrella
Regional Medical and Trauma Center employees
have a very high level of leadership capability when
it comes to inspiring leadership, developing talent,
setting direction, managing resources, strategic
thinking, ongoing leadership learning, and
upholding organizational values. The level of
practice among the executive roles at Conrado
Estrella Regional and Trauma Center differs
significantly. As a result, the reasercher suggest that
monitoring and upholding the performance
requirements and caliber of managers is necessary.
For leadership professionalism, further
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improvements in healthcare education and training
are required.

Indexed Terms— Leadership Capability, Trauma
Center, Progress Development, Leaders

l. INTRODUCTION

According to Kaboyashi et al., the traditional
definition of "leadership" was the direct control of one
person over others (Mango, 2018). However, as time
has passed since that time and long before, the concept
of leadership has evolved into something more
complex with the advancement of knowledge and
production methods. al. (2020) assert that more
effective leadership is required in workplace
environments as opposed to control and intimidation.
Although leadership is an interdisciplinary subject
currently undergoing rapid development, very little
research has been done on leadership in general.
(Chen, 2018). A well-known leadership scale, the
Servant Leadership Survey, was used in Germany, a
first-world nation in Europe, to assess the
effectiveness and efficiency of leadership and
determine which aspects of leadership need to be
changed for better leadership. Servant leadership is a
branch of leadership research that has been connected
to managerial ethics. Studying the psychometric
characteristics of a German translation of the
multidimensional Servant Leadership Survey (SLS)
revealed how important followers' self-concepts, like
organizational self-esteem and occupational self-
efficacy, were related to servant leadership. The
translated servant leadership instrument is a
measurement that is valid and reliable for use in the
field, according to the findings as a whole (Asif et al.,
2019). Research took place to validate a Japanese
version of the Leadership Scale and to elucidate the
connection between Leadership and well-being among
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Japanese employees in Japan as opposed to a first
world countries in Asia, for example. In addition to
potential leadership effects like affective commitment,
work engagement, job satisfaction, organizational
citizenship behavior, psychological distress, and work
performance, related concepts like transformational
leadership, supervisory support, and interpersonal
justice were estimated to have validity (Kobayashi et
al., 2020). Additionally, according to Kobayashi et al.
(2020), SL has a big impact on increasing staff
engagement. A case study was done on a phronetic or
wise leader who emerged in the Philippines, namely in
the province of Samal in Davao del Norte. This leader
inspired and transformed his society. To
conceptualize, a phronetic leader oversees knowledge-
based businesses that value knowledge co-creation.
The case study aims to provide a case that began total
reform in one island. Rodolfo del Rosario's leadership
was required for reform and knowledge co-creation to
occur on the island of Samal. Del Rosario
demonstrated how his long-term vision, creation of
strategies, political will, and ability to inspire local
leaders led to the successful unification of three
municipalities on Samal Island to create the Island
Garden City of Samal (Calina, L. Tumanut, M. &
Brillante A. Jr., 2020). After decades of attempts to
elevate the island to a higher status, in this case, a city
that developed sound governance practices and is now
in a better financial situation, a wave of organizational,
management, infrastructural, and policy reforms
finally occurred in the area (Calina, L. Tumanut, M. &
Brillante A. Jr., 2020). A study was carried out locally,
in the province of Pangasinan, to assess the level of
leadership abilities of the administrators and managers
of Divine Word Colleges in Region I, as well as the
impact of leadership abilities on employee
engagement at work. The study found that managers
and administrators have leadership skills that are either
"Good" or "High," and these skills are associated with
how motivated employees are at work (Abun, 2018).
Additionally, a leader's skills have an impact on
employee engagement at work, and a noteworthy
finding of the study found that work engagement rises
as the level of leadership qualities increases (Abun,
2018). Additionally, the researcher Abun (2018) found
that there was a correlation between leadership
evaluations and employee work engagement.
Relationship between administrators' capacity for
leadership and the contentment of their workforce,
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Administrators must improve their planning,
developing people, communication, motivating and
appreciating people, and team building skills if they
want to increase employee engagement at work.
Administrators do not have the highest level of
leadership abilities, as opposed to exceptional or
extremely high workers. In this situation, the
relationship  between leadership qualities and
workplace engagement is favorable. According to
Luisiani and Langey (2019), rather than taking into
account the characteristics that are most frequently
present in effective leaders, many firms base
promotions on seniority and work history. This can
lead to disrespect for the ways that LDPs can improve
leadership, which could harm organizational
effectiveness, job productivity, and employee
satisfaction. Until we have a better understanding of
leadership practice in general and effective
development, implementation, and evaluation of
LDPs, the organization will probably continue to
experience lower employee morale, higher turnover
rates, and additional costs associated with ineffective
organizational interventions. LDPs are created to
make sure that the best leadership style is developed
for widely accepted standards of conduct (Bolden,
2005). The study's findings regarding the Leadership
Capability Framework, the extent of practices among
leadership positions, and the leadership development
programs to be proposed will ensure that the Conrado
Estrella Regional Medical and Trauma Center's
forward-thinking leadership development programs
will aid in the development in particular areas that will
be It is indisputable that having strong leadership
qualities is essential for a leader to succeed, and these
qualities can be learned. However, this achievement
cannot be attributed to the leader alone; it must be
credited to everyone who works for the company.
Success is the result of effective leadership; it does not
exist in a vacuum. If the person in charge of the team
is competent, the workers will be safer, more
enthusiastic, and more productive. The leader is
ultimately responsible for both success and failure. As
a result, the purpose of this study is to determine
whether and how much leadership is being practiced
at Conrado Estrella Regional Medical and Trauma
Center. The results will be utilized to create
progressive leadership development programs for the
hospital managers under investigation. In addition to
serving the Progressive Leadership Development
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Programs' purpose, the study will assist the current
administrators in identifying candidates for open
leadership positions and equipping them with the
necessary abilities, including inspirational leadership,
talent development, direction-setting, resource
management, strategic thinking, and upholding
organizational values. The research will also support
future initiatives aimed at enhancing the research
process and program outcomes.

Figure 1. Paradigm of the Study
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A questionnaire, primarily a descriptive survey
questionnaire, and an informed consent form that the
researcher created for the respondents make up the
study's methodology. The Conrado Estrella Regional
Medical and Trauma Center will use the questionnaire
to gather information about the extent of practices of
the staff members through their leadership
capabilities, the notable differences in the extent of
practices among the leadership positions, and
leadership development initiatives. A suggested
leadership development program will be offered as
part of the anticipated outcome to assist in enhancing
the leaders' capacity for leadership. Data regarding the
degree of the practice of their leadership capability and
variations of their leadership capability will be used to
develop the suggested leadership development
program. The Conrado Estrella Regional Medical and
Trauma Center staff will be participating in the study
as respondents.

Il METHODOLOGY
To obtain a thorough understanding of the Progressive
Development of the Leaders in the Conrado Estrella

Regional Medical and Trauma Center Through the
Leadership Capability Framework, this study will use

IRE 1704736

descriptive survey research. As a research technique,
descriptive  survey  research  describes  the
characteristics of the population being investigated.
According to Adi Bhat (2018), this methodology
focuses more on the "what" of the research issue than
the "why" (Adi Bhat, 2018). To guarantee that the
findings of this research study are accurate and
reliable, a descriptive survey research design was
created.

Table I. Distribution of the Respondents According
to Job Assignment

Positions Number of Respondents Percentage
20 11.76
| 100 | 58.82
| 50 | 29.42
Total 170 100

Table 1 shows the distribution of the study's identified
respondents by position. In general, respondents will
be chosen based on positions to ensure proper
representation and will aim for a sample size of no less
than 75% of the overall population. The participants'
perceived level of leadership capability was measured
using a four-point Likert scale. The Likert Scale used
in the survey is displayed in Table 2.

Table 11. Four-point Likert Scale

Scale Range Equivalent Description
4 3.26-4.00 to avery great The capability is immense and
extent outstanding
3 2.51-3.25 to a great The extent of capability is more
extent than satisfactory
2 1.76-2.50 to a moderate The extent of capability is slight to
extent moderate
1 1.00-1.75 to a slight There is no or just a slight
extent to none capability about the given
leadership task or ability

Participants signed an informed consent declaration on
the survey's first page, indicating their consent to have
their replies used as research input data when they
returned the survey. Data from papers like official
policies and descriptions of the criteria and
requirements for leadership competency were
collected using document analysis. The leadership
capability weighted mean will be employed to
ascertain the breadth of the leaders' practices at
Conrado Estrella Regional Medical and Trauma
Center. Anova will be used to assess whether there are
any notable variations in the scope of practices among
the leadership roles at Conrado Estrella Regional
Medical and Trauma Center. In order to assure the
Conrado Estrella Regional Medical and Trauma
Center's continued advancement, the findings would
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serve as the foundation for leadership development
programs that would be suggested.

I1l.  RESULTS AND DISCUSSION

The data analysis was supported by relevant research,
philosophic understanding, and/or concepts and
theories. To make it easier to interpret the findings, the
data are given in tables.

Table 111. Leadership capability of the Employees in
Conrado Estrella Regional Medical and Trauma

Center
No. Indicators Mean Equivalent
Inspirational Leadership 3.46 Toavery great extent
1. Demonstrate the same priorities that they describe. 3.45 To avery great extent
2. Offer individualized support and maintain high visibility to 3.40 To a very great extent|
employees 4
3. Promote safety for all activities that the employees are involved 3.75 Toavery great extent
4. Foster trust and openness within their team 3.30 To a very great extent|
5  Demonstrate high performance like what they expect from the 3.40 To a very great extent|
employees -
Building Talent 3.67 To avery great extent
6. Provide intellectual stimulation and encourage reciprocal To a very great extent
learnini 3.70
9
7. Foster knowledge sharing among members of the team 3.65 Toavery great extent
8.  Promote empowerment and involvement of employeesin To a very great extent|
decision making and idea processing. 3.65
Uphold friendly practices that build capability in others 3.70 Toavery great extent

10.  Understand that modelling of innovations results in
development and delivery of high quality performance

365 1O verygreatextent

Setting Directions 3.68 To a very great extent|

11.  Knows the center vision, mission and goals by heart 3.70 To avery great extent|

12.  Constantly remind the team about the vision, mission and goals. 3.60 Toavery great extent

13.  Pushing for practices that pursue the goals of the center 3.65 Toavery great extent

14. Continually build on, set and establish new vision and goals forthe To a very great extent
center. 3.80

15.  Identify priorities and regularly set them. 3.65 To avery great extent

Resource Management 3.48 To a very great extent|

Adept at identifying and prioritizing the needs of the center toplan, To a very great extent

16 seek and allocate resources that match the center’s 3.45
strategic plan.
17 Equipped with information in making decisions on how best to
use resources of the center.
18 Skilled in making decisions to gain support of learners and staffabout
. the resources of the center
19 Ensure that they have the right information in making financial,
. human resource, and property decisions.
20 Skilled in managing people, environments, and education that 355
transform teaching and learning communities .
Strategic thinking 3.55 To a very great extent

21 Experienced in planning to efficiently target needs and To a very great extent|

345 TOavery greatextent
3.45 To a very great extent|
350 TOavery greatextent

To a very great extent

requirements 3.65
22 Skilled in implementing, monitoring and evaluating plans 3.65 To avery great extent
23 Seek the advice of specialists to assist in my decision-makingwhen 355 To a very great extent
needed :
24 Adept at utilizing information that support decision-making 3.40 To avery great extent
25 Use reciprocal learning and modelling of innovation for 3.50 To a very great extent
effective creation of learning and teaching practices :
Continuous Leadership 3.77 To avery great extent|
Training
26  Update themselvesin new technologies, methods to enhancetheir 3.75 To avery great extent

One of these key indications indicates the highest
mean received a mean of 3.77 for the continual
leadership learning they offer, which is perceived as
being to a very big extent. The term "continuous
leadership learning™" describes chances for ongoing
academic and professional development that affect job
performance. The staff members benefit from these
training opportunities by learning about current
health-related trends and gaining valuable skills. It
essentially encourages one to become a master of their
knowledge. Maintaining a competitive advantage
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requires the ability to create connections, look for
information, evaluate observations, and exchange
ideas through the skillful use of new technologies
(Buchlack et al. 2020). Hussain and Ram (2021) have
stated that it is a way for people to take control of their
professional development through a continuous
process of seeking, discovering, and sharing. Another
benefit is the intellectual gratification that comes from
having the chance to advance one's knowledge and
abilities, which can improve job satisfaction. Leaders
frequently like having team members who are
enthusiastic about their work, so they provide a variety
of possibilities for professional development.
Concerning this, some continuous learning
experiences give participants access to resources long
after the experience is over, giving them access to
discussion boards, videos, learning modules, or a
community of learners (Cohen et al., 2019). For
instance, some certifying bodies give professionals
who have obtained one of their qualifications access to
membership. When pursuing their career goals,
professional association members can access research
databases, social networks, and career newsletters as a
benefit of membership. Leadership summits and other
comprehensive professional development events can
teach teams how to work together more successfully,
which can increase productivity as a whole. Their
ability to do jobs more quickly and effectively
increases as a result of developing their talents, which
also increases work production. Growing technology
also creates new opportunities and enhances job
performance across many industries. Through
continual learning opportunities, they gain knowledge
of how to use new technological tools to increase
efficiency and improve work quality. The
administrative staff in a hospital, for example, might
host a coding workshop to instruct the employees on
the fundamentals of database coding. Because of this
expertise, they can troubleshoot tiny faults in the
medical database with speed and efficiency,
minimizing labor and time (Lei, et al., 2022).
Additionally, certain opportunities for continuous
learning placed a particular emphasis on the
fundamental obligations of their employment and
taught staff members new ways to carry out their
responsibilities. In a variety of industries, including
manufacturing, technology, and the medical field, new
techniques are created through industrial research that
save time and money (Magbity, et al., 2020). This
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demonstrates how carefully the leaders search for
novel ideas, data, and knowledge. Knowledge sharing
is a crucial component of knowledge management.
Knowledge management refers to the creation,
storage, and transmission of knowledge within an
organization. People exchange explicit and implicit
knowledge through sharing information, which leads
to the creation of new knowledge. Knowledge can be
shared across people, within teams, and throughout the
entire organization. Cognitive resources will be
wasted if knowledge is not shared among team
members, according to research by Ofei and Paarami
(2022). Therefore, knowledge sharing is an essential
team process that involves participants participating to
convey ideas, facts, and suggestions relevant to the
team's current work. Businesses develop capabilities
that offer them a long-term competitive advantage in a
market where competition is growing, and these
capabilities are sufficiently unique to deter
competitors from copying or mimicking them. A
company needs to share knowledge in order to
innovate new products, services, and processes faster
and more successfully than its competitors (Mirkmali
and Poorkarimi, 2023). Knowledge exchange enables
firms to develop their capabilities, provide value, and
keep their competitive advantage. Because it contains
hard-to-replicate processes, intangible assets, and
creative processes, knowledge is a company's most
important resource. Teams' capacity to produce
excellent results by drawing on the knowledge
ingrained in interactions between team members and
knowledge sharing within teams has increased
performance and served as a source of competitive
advantage for a business (Muddle, 2020). By engaging
in the information-sharing process, which enhances
team performance and gives businesses a competitive
advantage, teams develop a unique knowledge base
that competitors find challenging to imitate. Since a
team or organization is motivated by a leader who has
a positive relationship with the people they are
guiding, management and leadership are not the same
idea (Specchia, et al., 2021). Because a leader can
encourage people to work toward a common goal, they
can have a big impact on a team. The traditional job of
a leader is to guide and coordinate the different
viewpoints that are present in a team in order to
achieve acommon goal. According to Thiagarajan and
McKimm (2019), team leaders can serve as examples
by being open with information, exhibiting trust in
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others, putting themselves in others' shoes, and
offering constructive feedback. Therefore, the team
leader's perspective on information sharing is crucial.
A lack of knowledge sharing was highlighted by
respondents in Widyanti's knowledge worker research
from 2007, which looked at the free text comments
given by 2,988 respondents from 92 different business
units in 12 different organizations (2020). The
dilemma arises, he argued, since very few managers
are perceived to be averse to share their expertise and
because managers are thought to either not disclose
what they know or to encourage others to share their
information. Second, they always consider their well-
being as they advance and grow their field of
competence. One's capacity to have faith in another
team member is intimately related to the accuracy,
relevance, and thoroughness of information and
knowledge exchange, as well as the acceptance of
others' expertise and influence (Suwarno, 2023). Team
leaders that actively encourage knowledge sharing set
an excellent example by promptly sharing pertinent
ideas and information with the team. Team members
are, therefore, more willing to return the favor by
sharing their expertise with the group. Participatory
decision-making also allows team members more
opportunities to voice their own opinions. Team
members who have a voice in decision-making are
more likely to influence those decisions and, as a
result, value information sharing. In addition to the
team members understanding the value of knowledge
sharing, a better decision is likely to be made when
team members have relevant knowledge that the team
leader does not Martinussen and Davidson, 2021).
When people are unsure of how they will use the
knowledge, it is unlikely that it will be shared easily
(Buchlack et al., 2020). One can lower knowledge
hoarding and increase trust by promising that
knowledge will be put to use for the benefit of the team
as a whole. People are more willing to impart their
unigue knowledge to one another when their boss
treats them well and recognizes their contribution.
Knowledge sharing will increase when team leaders
acknowledge employees for their contributions to
ideas and information since knowledge sharing is
crucial for successful firms. It boosts group
performance and gives a company a consistent
competitive advantage (Cohen et al., 2019). However,
information transfer is not always inevitable. Team
leaders play a crucial role in promoting knowledge
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sharing within teams by fostering a collaborative,
trustworthy environment, setting standards, leading by
example, advocating opportunities for team members
to exchange ideas, and recognizing the
accomplishments of particular team members. The
area of sustaining corporate principles is next, which
stresses a mean of 3.70, and is held to a very high
degree. Organizational values are the core ideas that
give a company its mission and vision. They aid
businesses in managing their interactions with both
personnel and customers. Despite typically
performing effectively, diverse teams encounter
difficulties and resistance, according to decades of
research. Managers trying to change their workforce
face the risk of being mired in conflict and hostility if
they don't first appreciate the challenges provided by
diversity, which can hinder effectiveness. Kulari
(2022), Imenda (2017), and Sharma (2018) conducted
a thorough investigation and found that high-
performing teams frequently have socially sensitive
individuals who take turns speaking and who also
include women. A team's members bringing a range of
talents, information, and perspectives to the table is
possibly its most important quality. A varied team that
works effectively as a unit is a challenge that demands
substantial effort to conquer, but doing so maximizes
the variety of potential paths the team can follow and
produces better, more innovative solutions. According
to this indication, the leaders demonstrate the core
principles. The talents that make up an organization's
talent are some of the most crucial characteristics that
must be put to use to achieve any meaningful goal. The
way an organization upholds its values is how it fulfills
its mission. In today's disruptive market, every
company needs to recruit, develop, and hold onto
employees with a diversity of skills and perspectives.
Success and failure will be determined by the ability
to articulate a higher purpose that begins with a clear
sense of shared mission and values, not by the
development of job descriptions and compensation
plans (Rouhani, 2018). Next, they perform tasks that
advance the organization's objectives, approach the
challenge of leadership with moral purpose, and have
the ability to take calculated risks. Both the team and
the organization as a whole can benefit from clearly
defined team roles and responsibilities in addition to
the individual employees. After all, knowing what is
expected of them may help employees perform
considerably better. If each team member is given
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tasks that are appropriate for their skill set, the team
can perform consistently well and adapt as
consistently as the organization as a whole (Sharma,
2018). Nothing is overlooked because everyone on the
team is aware of their duties. It also suggests that
people have more freedom. Knowing their duties and
how they relate to the team's goals will provide people
more leeway in how they execute critical tasks.
Another is that when people feel their tasks are well
defined and appreciated, and when people believe
their responsibilities are limited in ways that allow
them to function unhindered, collaboration improves.
These teams must have clearly defined roles and duties
if they are to succeed. Since everyone is aware of their
responsibilities within the team, the team can mobilize
and work together when necessary. Determining the
duties and responsibilities of the team is the first step
in building a high-performing one (Imenda, 2017).
Furthermore, it improves the working environment for
staff members, increases production, improves
organizational performance, positions teams for
success, promotes confidence and momentum, clears
up confusion, and saves time and money. As teams
collaborate, the needs of the workgroup will
unavoidably change. Teams will need to review and
adjust who is responsible for what, thus, managers
must be aware of their teams' makeup (Konayash,
2020). Along with this, they carry out tasks that further
the goals of the center, take calculated risks with
maturity, and confront the challenge of leadership with
moral purpose. The component of inspirational
leadership, with a 3.46 mean but relatively high levels
of maintenance, shows the least of these signs. The
ability to influence others for the better and enable
others to succeed is referred to as inspirational
leadership. Being an inspirational leader allows your
team members the ability to develop their ambition
based on your behavior and attitude, regardless of your
level of experience (Park, 2022). To show leadership,
it frequently involves a combination of certain skills
and personality attributes. The attributes of an
inspirational leader, the reasons why it's important to
be an inspirational leader, how to develop an
inspirational leadership style, and leadership tips are
all covered in Mango's study (2018). People who are
motivated by their leaders are more enthusiastic about
their work and the strategies they employ to do it.
Inspirational leaders link their work with the
organization's values, inspiring team members to set
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high goals and consistently achieve them. These
managers help their employees develop a clear sense
of purpose, which makes it easier for each person to
appreciate their work more. The general level of
engagement among this leader's team grew as a result
of his or her inspirational leadership. When workers
come across a boss that has a strong work ethic, they
typically aspire to the same level of dedication.
Motivated employees are more likely to stay with a
company (Luisiani and Langley, 2019) and those who
inspire others are more desirable to work with.

Significant Difference Between the Extent of
Practices among the Leadership Positions in Conrado

Estrella Regional Medical and Trauma Center

Table IV. ANOVA Result

Groups Sum Average Variance
Admin Officer 3 126.75 3.621429 0.192542
Admin Officer 5 134 3.828571 0.146218
Asst Chief Nurse 135 3.857143  0.12605
Executive Officer
3 123.5 3.528571  0.17563
Head Nurse 125 3.571429 0.252101
Nurse 1 138 3.942857 0.055462
Nurse 2 130 3.714286 0.040149
Nurse 3 119.8 3.422857 0.018286
Nurse 4 117 3.342857  0.34958
Nurse 5 139 3.971429 0.028571

*P-value: 0.00 Significant

The table shows that the leadership positions at
Conrado Estrella Regional Medical and Trauma
Center have remarkably substantial differences in their
areas of responsibility. Effective leadership is a
complex and highly regarded part of healthcare
education to reach high levels of instruction, research,
and clinical practice. Leaders can influence and mold
their followers' values, attitudes, and behaviors
through a dyadic relationship. They can acquire the
support of people and enlist their assistance to achieve
shared goals. Effective leadership is a complex and
highly regarded element of the healthcare system
because it helps to reach high levels of instruction,
research, and clinical practice. To deliver more
effective results, leadership, and management skills
are expected and required in the healthcare sector
(Less and Armit, 2018). Nevertheless, regardless of
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their position within the company, leaders in
healthcare education should rely more on their proven
leadership abilities than on formal positions of
authority. Recent years have seen a shift in the
emphasis toward "team leadership," with distributed
leadership—where  various  professions  share
influence—becoming more prevalent in the healthcare
education field. With an emphasis on shared
leadership and thoughtful responsibility allocation,
leadership is evolving into a more collaborative
function. Teams-based organizations delegate
authority from the leader to the group. Teams are made
up of interdependent people who must work together
to accomplish their shared goals (bun, 2018). Each
team member needs to have personal autonomy,
accountability, appropriate appreciation, and a clear
grasp of their responsibilities for the group to function
at its best. The organizational culture must encourage
employee participation in these teams and develop
leadership skills in order to ensure success. Teams
usually fail in conventional organizational structures
where lower-level decision-making and teamwork are
prohibited (Carr 2018). With dispersed leadership,
team members share power and can advance or retreat
as necessary. Effective leaders are aware of the
circumstances that make for productive teams. The
operational duties of a team's members should be
matched to their skills in order for the team to function
at its most effectively (Dahleez, 2022). In modern
organizations, leadership is offered by the individual
who best fits the current demands of the team. Thus, it
enables quicker solutions to increasingly complicated
problems. Importantly, no one team job should take
precedence over another when it comes to team
leadership. Dahlees (2022) adds that diverse teams
that get along well make use of the unique talents of
their members. Currently, it doesn't seem like there is
much evidence in the literature. This systematic
review and meta-analysis has assessed the efficacy of
leadership interventions in improving healthcare
outcomes, such as performance and adherence to
guidelines (Jankelove and Joniakova, 2021). In all,
3,155 records were discovered by the search
algorithms, and 21 of them were used in the meta-
analysis, according to their study. Two databases were
used to research the text: PubMed and Scopus. When
research types are taken into consideration, the pooled
leadership effectiveness of before-after studies was
14.0% (95% CI 10.0-18.0%), but the correlation
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coefficient between leadership interventions and
healthcare outcomes in cross-sectional studies was
0.22 (95% CIl 0.15-0.28). The multi-regression
analysis of the cross-sectional research revealed
higher leadership effectiveness in South America (=
0.56; 95%CI 0.13, 0.99), private hospitals (= 0.60;
95%CI 0.14, 1.06), and medical specialty (= 0.28;
95%CI 0.02, 0.54). According to these findings, it is
possible to increase performance and adherence to best
practices in hospital settings by changing the
leadership culture. Theoretically, anyone working in
the sector might adapt their psychological capacities,
educational background, and professional experiences
to healthcare settings, political restrictions, economic
limitations, and human resource limitations. As of
right now, no organization has a leader selection
procedure for a specific healthcare setting. There is
still debate regarding a standardized and widely
acknowledged approach to selecting leaders for
healthcare organizations, despite the availability of
self-assessment leadership skills for prospective
leaders and a pattern for the selection of leaders (Asif,
2019). The tedious use of leadership abilities and
adaptive traits by team members may result in
leadership failure. In hospitals, where patient care is
becoming increasingly complex, with demanding and
high-acuity patients, shorter stays, and staffing
shortages, nurses have a critical leadership role
(Chughtai, 2020). In addition to overseeing the
completion of patient care and directly managing the
provision of safe patient care, nurses at the bedside
also identify areas for improvement in patient
advocacy, motivate other members of the care team to
take action on patient care and coordinate change
initiatives to address problems that crop up in routine
clinical practice. They also point out inefficiencies in
organizational structures, procedures, guidelines, and
practices that obstruct the delivery of the best patient
care. Interventions to foster clinical leadership focused
on the development of three fundamental
competencies: cognitive, interpersonal, and intrinsic.
These competences enable the development and use of
knowledge for practical problem-solving, sensible
decision-making, and self-control of learning and
behavior. Studies deliberately combine didactic and
interactive learning using online and/or in-person
training sessions, discussion groups, and role-playing
exercises in order to promote the application of taught
leadership abilities. The ability of nurses to make
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judgments in their everyday work and to influence
change within inpatient care is improved by programs
that focus on these competencies (Khoury, 2021). In
the end, these programs equip nurses to take charge at
the patient's bedside and to lead effectively in
interactions with other healthcare providers, patients,
and their families. These abilities are therefore useful
in hospital settings where bedside leaders recognize
and promote practice improvement. Another skill that
has been deemed crucial is interpersonal competency,
which is the capacity to develop trustworthy
relationships with people, patients, families, and
professionals (Shirey et al., 2019). A mentor is
typically someone more senior - or more experienced
than the individual being mentored. Programs
employing this strategy encouraged participants to get
involved in the organization actively while also
developing connections with other professionals and
fostering the professional development of individuals
receiving mentoring. Finally, the development of
clinical management depends on innate abilities.
Intrinsic competencies are closely related to the
competencies since they express one's values and
direct how a person presents themselves and responds
to situations. Particularly, psychological
empowerment, emotional intelligence, and critical
reflexivity help some of these skills to grow. As a
result, employing diverse delivery formats, durations,
program kinds, administration format, duration, and
program-type interventions promote employee
leadership.

IV.  CONCLUSIONS AND
RECOMMENDATIONS

This chapter shows the findings that came from the

leaders at Conrado Estrella Regional Medical and

Trauma Center evolving over time, as well as

suggestions for solving the issues raised by the study.

Conclusions:

On the basis of the study's findings, the following

conclusions were made:

1. The Conrado Estrella Regional Medical and
Trauma Center's staff members excel at
inspiring others, developing talent, setting
direction, managing resources, applying
strategic thinking, lifelong learning, and
upholding corporate values.
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2. The level of practices among the executive roles

at Conrado Estrella Regional and Trauma Center
differs significantly. The null hypothesis is
therefore disproved.

. Conrado Estrella Regional and Trauma Center
have designed a leadership development
program to foster the advancement of its leaders
and employees.

Recommendations:
1. The MCAP framework and its accompanying

behavioral components should be used as the
guiding framework for improving the leader's
competency. The six key competencies that have
been added to the MCAP framework will help
managers of health services develop their
leadership capacity and their ability to carry out
their managerial responsibilities effectively. The
identification and creation of a management
competency framework can, shortly, increase
the applicability of current informal and formal
training programs for health service managers to
satisfy the needs of the healthcare sector in terms
of a management workforce, as well as
contribute to the effects. The following is taking
into account the importance of competency-
based education for the training of health service
managers and workforce development. The
framework takes into account the competencies
necessary for the total workforce in health
service management over time, guiding the
developing organizational- and system-wide
strategies to improve the competency of the total
workforce and preparing the next generation of
workers to handle the ongoing challenges and
changes that health systems effectiveness and
efficiency of health service delivery.

. The mandate, mission, and vision of Conrado
Estrella Regional and Trauma Center should be
strengthened through the implementation of a
promotional drive to encourage employee
participation in the leadership development
program.

. It is important to monitor and uphold the
performance standards and caliber of managers.
For leadership  professionalism,  further
improvements in education and training are
required in healthcare services. Managers can
pursue managerial development in a variety of

[1]

[2]

(3]

[4]

ways. It can be done via a range of practical
techniques, including in-service training,
internal use of mentors and study groups, off-
site  intensive  training, seminars, and
conferences, as well as formal education in
management at universities. For the purpose of
promoting management development,
competency-based education and training for
health service managers has been advocated.

To develop clinical citizenship behaviors with
broader engagement in the organization's
systems and processes, one must possess the
aptitude for clinically focused and motivated
citizenship behaviors, both at the level of one's
individual responsibilities and in the larger
network of relationships and systems. These
“clinical citizenship behaviors™ demand for a
fair and impartial work environment where staff
members can discuss issues openly and work
together to find solutions.

A similar or more obvious study on the managers
at Conrado Estrella Regional Medical and
Trauma Center might be required to further
corroborate the conclusions of this study.
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