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Human Resource or staff is crucial component in every organization. In the hospital pharmacy,
the human resource in pharmacy department is important component to department achievement. The
people in department need people competent pharmacy department head therefore Human Resource
Management Competency for pharmacy depariment is necessary. The objectives of this study are to
explore for the HRM competency needed by pharmacy department head under ministry ol public health,
to construct the HRM competency model, to assess the current competency level of department head and
to test the correlation for competency level and pharmacist’s satistaction level. Process of study is
divided into 2 parts, HRM competency model construction and Competency assessment-test for
correlation with the pharmacist’s satisfaction. Mail survey, locus group and 360-degree competency
assessment were used as a data collecting method of this study. The collecting data starting with mail
survey to explore the necessary competency components. After conducting the survey for exploration of
importance of IRM tasks which has performed by pharmacy department head and factor analysis has
been conducted. As a result, the researcher finds the 2 slightly different competency models in the
regional-provincial hospital group and community hospital group. Then the consensus group meeting has
been held to determine the best suitable competency model for Thailand hospital pharmacy environment.
The newly construct HRM competency model for pharmacy department head is consist of:
| .Performance Management and Human Resource and Development competency 2.Compensation and
benefit management competency 3. Workforce Management competency 4. Communication to enhance
understanding, morale and team work competency.

Subsequently the competency assessment has been conduct by using 360- degree survey for the
people around pharmacy department head such as hospital director, nurse head, pharmacist-direct report,
personnel department head and pharmacy department head, self rating, Total response rate of this survey
is 536.72% but the usable unit of measurement is only 95 hospitals from the total population, 274 HA
accredited hospitals. Because it is difficult to get the response from all raters, hence the response rate is
34.67%. The current HRM competeney of pharmacy department head by competency domain 1, 2, 3. and
4are 2.77,2.60, 2,73 and 2,94 from the maximum level. 4.00. This means that the HRM competency of
the respondents is high competent which means the department heads have broad knowledge of Human
Resource Management, moderate- proficient application and can implemens the HRM activities without
coaching. Another survey in this part of study is pharmacy satisfaction survey which has simuitaneously
sent to the direct report pharmacist in addition to HRM competency assessment. And the correlation
berween HRM competeney level ol pharmacy department head and direct report pharmacist is positive
with Pearson’s corrclation coefficient at 0.641 (P<0.01). [t means the competency level has positive
relation with satisfaction level. Consequently, this can imply that onge the competency level of pharmacy
leader is increased then the pharmacist satisfaction will increased and vise versa.

In conclusion, the finding from this study is the evidence to support pharmacy leadership
assessment and development for satislying the employees in the department, pharmagcist in all levels and

non pharmacist staff. As a result the HR in the department will satisfied with people oriented pharmacy
department head.
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