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ABSTRACT

Personnel competency is important for human resource management and quality service
development. A person can use a competency framework as guidelines for working and self-
development to have appropriate qualifications. The purpose of this developmental study was to
develop a competency framework of unofficial-time nurse supervisors at Phrae hospital based on
the framework by Marrelli, Tondara, & Hoge (2005). The sample consisted of 11 unofficial-time
nurse supervisors and five experts. Data collection process included reviewing relevant literature
and interviews with the nurse supervisors. The instrument used for this study was an interview
guideline. The data analysis consisted of content analysis and calculation of content validity index.

The results of the study revealed that the competency framework of unofficial-time
nurse supervisors at Phrae Hospital consisted of 7 themes and 71 behavioral indicators which can be
classified as: 1) management (13 indicators), 2) supervision (13 indicators), 3) problem solving and
decision making (14 indicators), 4) communication (6 indicators), 5) human relations (7 indicators),
6) scholarship (5 indicators), and 7) quality control (13 indicators).

Nurse administrators can apply this competency framework in developing a

competency assessment form for measuring functional competency of unofficial-time nurse



supervisors. Unofficial-time nurse supervisors can use this competency framework as a guideline

for self-development to meet their required job functions and qualifications.



