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1. Overview and Objectives 

 
The Refreshed Enriched Core Competency Framework 
Led by the Pan-Canadian Training Modernization Task Force, the Enriched (Refreshed) Core Competency 
Framework for Health Systems and Policy Research (“the framework” from hereon in) aims to support “a 
highly skilled health systems and policy research workforce with the knowledge, skills, and capabilities to 
actively engage with and display leadership to advance high-performing, equity-centred learning health 
systems that are relentlessly committed to data, evidence, and continuous improvement.” 
 
The framework builds on the inaugural 2015 framework by Bornstein et al, refreshed to account for the 
evolving contexts of health and research systems and the implications these shifts have on the skills 
required of a future-fit research workforce. The framework features nine essential core competencies 
that emphasize rigorous scholarly preparation in health systems and policy research methods and the 
development of leadership, innovation, implementation and improvement, communication, and other 
professional skills deemed critical to maximizing their career readiness in a range of sectors and roles and 
to advancing system change.  
 
The framework also features two new transversal domains that intersect all the competencies (herein 
referred to as “the competencies”) – Equity, Diversity, Inclusion, Accessibility and Anti-Oppression; and 
Indigenous Cultural Safety and Humility – that are considered fundamental principles to be embedded into 
all aspects of training to foster more inclusive and equitable leaders and health systems. Appendix 1 
provides descriptions of each competency / transversal domain. To view the corresponding learning 
objectives, review the Enriched (Refreshed) Core Competency Framework. 
 
The Pan-Canadian Training Modernization Task Force aims for the framework to serve as a supportive tool 
for trainees and researchers across the country to develop their skills, for universities and training 
programs seeking to modernize their training, and for learning health organizations to recruit and retain 
next generation research-trained leaders. 
 

Professional Development Plan and Competency Tracking Toolkit 
This toolkit is intended to support individuals to use the framework to guide their enriched core 
competency development. The toolkit includes elements of goal setting (to prioritize competencies of 
interest and identify strategies and opportunities for development) and regular self-reflection (to self-
assess competency strength and progress over time). Framework users are encouraged to engage with 
their mentor(s) in goal setting, identifying professional development opportunities aligned to the 
prioritized competencies, and reflecting on competency development routinely and over time1.   
 
This Professional Development Plan (PDP) and Competency Tracking Toolkit aims to: 

• Support individuals to reflect on career goals, prioritize professional and research competencies 
for development, and self-assess, monitor, and intentionally reflect on their development of the 
competencies over time.  

• Support the incorporation of competency goal setting, monitoring, and reflection into routine 
meetings between individuals and their mentors. 

 
1 In the HSIP, fellows and early career researchers set their professional development goals and complete an initial self-
assessment of competency strength at baseline (i.e., start of program), self-reflect on their competency development and 
professional development plans every three-to-six months thereafter, and meet routinely with their mentors to discuss.  
 

https://face2face.events/wp-content/uploads/2024/12/HSPR-Competency-Framework-EN-Revised-Dec2024.pdf
https://face2face.events/wp-content/uploads/2024/12/HSPR-Competency-Framework-EN-Revised-Dec2024.pdf
https://onlinelibrary.wiley.com/doi/10.1111/1475-6773.12847
https://face2face.events/wp-content/uploads/2024/12/HSPR-Competency-Framework-EN-Revised-Dec2024.pdf
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• Support the uptake and use of the framework within universities and health system organizations. 

• Support continuous learning, growth, and improvement. 
 
The toolkit includes assessments in three categories: 

1. Getting Started: This category focuses on setting goals and conducting an initial competency self-
assessment. These assessments are to be completed at the beginning of the Professional 
Development Planning process. 

2. Routine Self-Reflection and Assessment: These assessments are designed to be conducted every 
three to six months. They help individuals regularly reflect on their progress and identify areas for 
improvement. 

3. Annual Self-Reflection and Assessment: This category involves a comprehensive review of 
competencies and progress over the past year. It provides an opportunity for in-depth reflection 
and long-term planning. 

 
The toolkit is adapted from the Canadian Institutes of Health Research’s Health System Impact Program 
(HSIP). The HSIP adopted the framework to guide the training and capacity development of embedded 
researchers, and it created a toolkit to support fellows and early career researchers in their competency 
development throughout their programs. The toolkit has been used by the program since its inception in 
2017 and program analyses indicate positive and promising contributions to competency development 
and career readiness (examples here, here, and here).  The practice of goal setting, professional 
development planning, routine self-reflection, and mentorship is not unique to the HSIP. The HSIP toolkit 
was informed and inspired by a comprehensive environmental scan of existing competency frameworks 
and tracking tools (comparison table available upon request).  

 
Tips and Considerations 
• Goal setting, routine self-reflection, and mentorship are key elements of this Toolkit.  

• Consider meeting with your mentor(s) to discuss the competencies you aim to develop, strategies and 
opportunities for development, enablers and challenges as you practice the competencies, and 
achievements and successes experienced. Meet regularly. Important findings from the HSIP are that 
mentorship from health system and academic leaders is a key contributor to positive experience, 
professional growth, and career progression, and that the benefits of mentorship are bidirectional. 
You may wish to consider developing a mentorship agreement with your mentor(s) to align on shared 
mentorship goals and approaches to mentorship. An example agreement is available upon request. 

• The adoption and implementation of the competency framework can be flexible given differences in 
individuals’ career aims and competency development goals, and variability in local contexts, assets, 
and resources.  

• Using the term ‘transversal domain’ rather than competency (for Equity, Diversity, Inclusion, 
Accessibility and Anti-Oppression, and Indigenous Cultural Safety and Humility) is an intentional signal 
that the learning about and practice of both must be ongoing and continuous, rather than mastered 
and set aside, and that learning and practice must be grounded in humility, self-reflection, and 
commitment to disrupting the racism that continues to cause harm. While this Toolkit includes these 
transversal domains within the self-assessment tables below, it does so as a visible reminder to 
continue to learn, practice, and reflect on areas of growth and areas in need of more focused 
attention.  

• The desired level of specialization within a given competency or transversal domain may vary across 
organizations, teams, and individuals and may change over time. Some may choose to specialize in 
specific competencies while others may prefer to develop a broader skill set, opting for breadth. 

https://cihr-irsc.gc.ca/e/51211.html
https://onlinelibrary.wiley.com/doi/full/10.1002/lrh2.10399
https://www.longwoods.com/content/25979/developing-competencies-for-health-system-impact-early-lessons-learned-from-the-health-system-impac
https://www.ijhpm.com/article_4386.html
https://www.longwoods.com/content/25978/exploring-mentorship-as-a-strategy-to-build-capacity-and-optimize-the-embedded-scientist-workforce
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• Although the framework primarily targets individual-level competency development, it also 
emphasizes the importance of team-based training and development. Given the complex challenges 
confronting health systems and the need for collaborative approaches, a team can collectively possess 
a wide range of competencies, even if individual members do not have depth in all areas. This 
collective competency allows teams to tackle multifaceted problems more effectively, leveraging the 
diverse skills and perspectives of each member. 
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2. Getting Started: Goals, Initial Competency Self-Assessment, Professional 
Development Planning 

 

i. Goals  
Take a moment to reflect upon: 

• What are my short term (1 year), medium term (2-5 years) and long term (5+ years) career goals?  

• What skills/competencies and transversal domains do I need to develop or cultivate to achieve my 
goals?  

 
Goal Statement and Target Competencies 

Goal 
Key competencies and transversal domains required to 
achieve these goals 

Immediate Goals (1 year) 

      

 

      

 

Medium term Goals (2-5 years) 

      

 

      

Long Term Career Goals (5+ years) 

      
 

      

 

 
ii. Prioritized Competencies and Initial Self-Assessment  

 
In this section, you identify the competencies/domains you seek to develop over the coming year and self-
reflect on and rate your competence in each area by completing a self-assessment. This activity is intended to 
help you monitor competencies you already possess and identify areas that you would like to further develop. 
When self-assessing, you will want to reflect on the skills and attributes you possess from prior academic, 
work, course, volunteer, research and other experience. Please self-assess your own competence relative to 
your perception of others’ competence in your peer group.  
 

a. Keeping in mind your medium and long-term goals, what competencies and transversal domains do 
you hope to develop in the coming year (short term)? Check all that apply.  

b. Additionally, using a scale of 1 (lowest) to 5 (highest), please self-assess the strength of your 
competence in each of the following areas relative to your perception of others’ competence in your 
peer group.  

 
Tip: To inform your selection, have the Enriched (Refreshed) Core Competency Framework handy to review the 
competency definitions and learning objectives. See Appendix 1 for a quick reference table of competencies. 
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Competency / Domain 
Check the competencies 

you hope to obtain 
(check all that apply) 

Please rate your competency 
strength on a scale of 1 (low) to 5 

(high) 

Leadership and Mentorship  Rating 

Innovation, Implementation, and Improvement  Rating 

Engagement, Collaboration, and Partnership  Rating 

Project Management  Rating 

Knowledge Mobilization  Rating 

Communication  Rating 

Health Systems, Policy Processes, and Systems Science  Rating 

Research and Evaluation  Rating 

Data Science  Rating 

Equity, Diversity, Inclusion, Accessibility & Anti-Oppression  Rating 

Indigenous Cultural Safety and Humility  Rating 

 
Identify the top three competencies/domains that you plan to target over the coming year (short-term): 

1. Competency/Domain 1:       
2. Competency/Domain 2:       

3. Competency/Domain 3:       

 
iii. Planning and Intentions - Professional Development Plan (PDP) 

Keeping in mind your short, medium, and long-term goals and your target competencies, create an action plan 
(professional development plan) that will help you develop your target competencies. The action plan can 
include activities (e.g., courses, workshops, seminars, conferences), actions (e.g., meet with mentors, explore 
career options), and target timelines for each (e.g., take course X in X month), and should link each 
activity/action to the target competency and to the short/medium/long-term goal. Your action plan can be 
bullet form, table format, or other. An example template is provided in Appendix 2. Discuss your action plan 
with your mentors and modify if needed.  
 
Tip: You are encouraged to review the action plan and your professional development goals, and discuss with 
your mentor(s), at regular intervals, and revise and update the goals and plan over time if needed.  
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3. Routine Self-Reflection and Assessment (every three to six months) 
 

i. Self-Reflection and Assessment 
Over the past three/six months, which competencies and domains did you have an opportunity to strengthen 
(check all that apply)?  If you had an opportunity, how much did you learn (a great deal, some, none)? 

 

Competency / Domain 

3 months 6 months 

Check the box if you 
had an opportunity to 
strengthen this 
competency /domain 
over the last 3 months 

For the competency 
overall, how much 
did you learn (a 
great deal, some, 
none)? 

Check the box if you 
had an opportunity 
to strengthen this 
competency over 
the last 6 months 

For the competency 
overall, how much did you 
learn (a great deal, some, 
none)? 

Leadership and Mentorship  I learned:  I learned: 

Innovation, Implementation, 
and Improvement 

 I learned:  I learned: 

Engagement, Collaboration, 
and Partnership 

 I learned:  I learned: 

Project Management  I learned:  I learned: 

Knowledge Mobilization  I learned:  I learned: 

Communication  I learned:  I learned: 

Health Systems, Policy 

Processes, and Systems 
Science 

 I learned:  I learned: 

Research and Evaluation  I learned:  I learned: 

Data Science  I learned:  I learned: 

Equity, Diversity, Inclusion, 
Accessibility & Anti-
Oppression 

 I learned: 

 

 I learned: 

Indigenous Cultural Safety and 
Humility 

 I learned:  I learned: 

 
ii. Professional Development Reflections and Intentions 

Review your initial action plan (PDP) and discuss it with your mentor(s): 

• Over the last three/six months, what professional development activities (courses, seminars, 
workshops, meetings, shadowing, etc.) have you participated in?  

• Which competencies have your professional development activities helped you develop? What have 
you learned and how have or will you apply these learnings in practice? 

• Record your activities, competencies, reflections, and intentions in your action plan (PDP). 

• Is the PDP still relevant or does it need updating? If yes, revise as needed and discuss with your 
mentor(s). 
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4. Annual Self-Reflection and Assessment 
 

i. Self-Reflection and Assessment 
Over last year: 

• Which competencies and domains did you have an opportunity to strengthen (check all that apply)?  

• If you had an opportunity, how much did you learn (a great deal, some, none)?  

• Self-assess your competency strength relative to your peers’ (1 = low, 5=high) 

• In which three competencies and domains do you feel you experienced the greatest development 
(change)? Check three. Reflect on how these align with the three you initially prioritized for 
development.   

 

Competency / Domain 

12 months 

Check the box if you 
had an opportunity to 

strengthen this 
competency /domain 

over the last 12 months 

For the competency 
overall, how much did 
you learn (a great deal, 

some, none)? 

Please rate your 
competency strength 

on a scale of 1 (low) to 
5 (high) 

Greatest development 
(change) over past 

year: 
(check three) 

Leadership and 
Mentorship 

 I learned: Rating  

Innovation, 
Implementation, and 
Improvement 

 I learned: Rating  

Engagement, 
Collaboration, and 
Partnership 

 I learned: Rating  

Project Management  I learned: Rating  

Knowledge 
Mobilization 

 I learned: Rating  

Communication  I learned: Rating  

Health Systems, Policy 

Processes, and Systems 
Science 

 I learned: Rating  

Research and 
Evaluation 

 I learned: Rating  

Data Science  I learned: Rating  

Equity, Diversity, 
Inclusion, Accessibility 
& Anti-Oppression 

 I learned: Rating  

Indigenous Cultural 
Safety and Humility 

 I learned: Rating  

 
Did you achieve your original short-term professional development goals? Yes  No  Partially   

Why or why not (e.g., were there anticipated and unanticipated enablers and barriers)?  Did you develop other, 
non-targeted competencies?  
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ii. Professional Development Reflections and Intentions 
 
Reflect forward on your medium- and long-term goals. Are they still relevant? Have they evolved? If so, have 
your prioritized competencies for the medium-term also evolved? Use the tables below to adjust your goals (if 
relevant) and prioritize competencies for development over the coming year.  
 

Goal 

Medium term Goals (2-5 years) 

      

 

Long Term Career Goals (5+ years) 

      
 

 
Given your medium-term goals, identify the target competencies/domains that you plan to develop over the 
coming year. 
 

Competency / Domain 
Prioritized for coming year: 

 

Leadership and Mentorship  

Innovation, Implementation, and Improvement  

Engagement, Collaboration, and Partnership  

Project Management  

Knowledge Mobilization  

Communication  

Health Systems, Policy Processes, and Systems Science  

Research and Evaluation  

Data Science  

Equity, Diversity, Inclusion, Accessibility & Anti-
Oppression 

 

Indigenous Cultural Safety and Humility  

 
Review your action plan (PDP) and discuss it with your mentors: 

• Over the last 12 months, what classroom, on-the-job and other professional development activities 
(courses, seminars, workshops, meetings, shadowing, etc.) have you participated in? Record your 
activities, competencies, reflections and intentions in your PDP. 

• Which competencies have your professional development activities helped you develop? What have 
you learned and how have or will you apply these learnings in practice? 

• Given your medium-term goals and prioritized competencies, what professional development activities 
will you pursue for the coming year? Record these in your PDP. 
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iii. Mentorship 

If you are using a mentorship agreement to support your mentorship relationship, review the agreement with 
your mentor. Reflect together on the goals, the expectations, the frequency of and approach to meetings, and 
revise it, if needed, to ensure the agreement remains aligned with current needs and shared expectations.  
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Appendix 1. Description of Enriched (Refreshed) Core Competencies 
 

Competency Description 

Leadership and 
Mentorship  

To be able to lead self and others; build, support and provide leadership within collaborative 
teams working together to advance shared goals; provide mentorship and sponsorship to 
support others’ growth; and foster cultures of EDIA, continuous learning, and improvement. 

Innovation, 
implementation, and 
improvement 

To create and implement new and better ways [for the team/organization/system] to improve 
health and system outcomes, foster the systematic uptake of research findings in the health 
system by using implementation science and/or quality improvement methods, inform 
continuous learning and improvement, and advance learning health system capabilities. 

Project Management To be able to plan, coordinate and manage all stages of project (and program with a portfolio 
of projects), from idea conception to knowledge dissemination, and to anticipate and manage 
risks. 

Communication To be able to communicate technically complex information and evidence clearly, 
appropriately, and with impact to varying audiences. 
 

Knowledge 
Mobilization 

To be able to employ the science and practice of knowledge mobilization (including integrated 
knowledge translation) to support the design and co-production of relevant research, the 
integration of research evidence with other forms of evidence and ways of knowing, and the 
use of research findings in policy and practice to inform health system improvement. 

Engagement, 
Collaboration, and 
Partnership 

To be able to design and participate in appropriately tailored, effective, culturally safe, diverse, 
and inclusive engagements (e.g., patient engagement, community engagement, partner 
engagement), build and work effectively and respectfully within interdisciplinary and 
intersectoral collaborations to co-design solutions within complex systems, network to 
develop diverse and productive relationships, build partnerships to advance shared goals. 

Health Systems, 
Policy Processes, and 
Systems Science  

Knowledge of Canadian and international health systems and institutions, how health systems 
operate and interconnect with other sectors, how policies and decisions are made, how to use 
systems science for research and implementation, and how to contextualize research evidence 
for the local contexts (i.e., socio-political, economic, environmental). 

Research and 
Evaluation 

The ability to ask meaningful and relevant research questions, have knowledge of a broad 
range of theories and methods and ability to identify and use them appropriately, analyze 
health system interventions (e.g., policies, programs, service delivery models) and their 
implementation in complex settings, develop evidence-informed interventions and solutions, 
and reflect critically on the evidence to identify policy/practice/implementation considerations 
and options for improvement. 

Data Science  The ability to analyze, interpret, and generate insight from a wide range of data and 
information systems (including data derived from electronic and administrative health 
records, lived experience) to address health system challenges and improve outcomes. 

Equity, Diversity, 
Inclusion, 
Accessibility & Anti-
Oppression 
 

To know how to assess health equity and apply research methods to advance equity and anti-
oppression in health systems and health outcomes, and to incorporate intersectionality and 
equity, diversity, inclusion and accessibility (EDIA) principles in research, knowledge 
mobilization, and practice. 

Indigenous Cultural 
Safety and Humility 

To know how to have meaningful and culturally safe engagement and research practices with 
Indigenous Peoples, with respectful relationships and humility, and contribute to addressing 
anti-Indigenous racism. 
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Appendix 2. Example of Professional Development Plan 
 

• The Professional Development Plan tool used by the Health System Impact Program is available here. 
 

• Another example, the Individual Development Plan (IDP), is available here. 

https://docs.google.com/spreadsheets/d/1p3CBoZ_yntT5aONsd988bDT25kRLDl_B/edit?usp=sharing&ouid=100993266431020595409&rtpof=true&sd=true
https://cihr-irsc.gc.ca/e/50516.html

