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Introduction. P.M. Senge's research into organizational processes 

described learning organizations as those which constantly reinforced 

organizational competence. They are linked to the organizational vision, 

through which organizations have shaped their own future and functioning. 

In this type of organization, learning processes take place that are necessary 

for the continuous development of the organization, focused on making 
changes in the underlying assumptions and values of the company or 

institution [1]. It is important and even necessary for the learning 

organization to adapt to changes and correct inconsistencies, finding new 

solutions aimed at increasing efficiency. An example of such an 

organizations is hospitals, because in such establishments the individual 

departments, clinics and other organizational units very quickly adapt to 

changes due to learning processes. The mission of such institutions 

determines the need for continuous learning and adaptation to new market 

conditions. Efforts to improve the competence of employees can be 

observed not only among key occupational groups – medical staff, but also 

among other groups: managers or administrative staff. This requires close 
cooperation between them in the context of the processes of knowledge 

sharing, and also in the area of finance. It should be emphasized that in the 

current era, where limited financial resources are allocated to the activities 
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of public hospitals, care of finance is particularly important. This aspect of 

the operation of any business or institution, especially hospitals, requires the 

involvement of all employees to reduce operating costs. It can be argued, 

therefore, that improving employee competencies of all professional groups 

in the field of hospital finance is the basis for increasing the efficiency of 

the facility, due to the increasing importance attached to effective training 

activities carried out in parallel with monitoring workplace activity. In 

addition, these methods should activate, motivate and be helpful in 

improving the competence of workers in accordance with the needs arising 
from specific competency profiles for their individual positions.  

The purpose of this article is to present selected training methods to 

support the process of improving professional competence in the field of 

finance in the example of hospitals and indicate the need for knowledge 

sharing in the area of finance. 

Training methods for learning organizations. The authors of the 

article, on the basis of literature research, have identified key innovative 

teaching methods including: coaching, mentoring and individual learning 

units used in the process of improving competence. 

Coaching. Coaching is a method of training addressed to all employees 

with a minimum level of knowledge possible for activation. An important 

role in this method is a fully competent trainer who works with an 
individual trainee on a "face-to-face" basis. The concept originates from 

sport, but has been adapted to the needs of people management. Its aim is to 

improve tacit knowledge used for the organization; developing the skills 

and attitudes of the learner in order to enhance human capital at both the 

individual and organizational level. The effectiveness of coaching is 

conditioned by appropriate scheduling and the identification of needs and 

diagnosis of the state of "input" prior to delivery. Within coaching, the 

following stages of the process of active learning may be listed:  

1. Awareness of needs. This may be the result of the coach’s analysis 

of the employee, and also on the basis of job requirements specified in the 

job profile of the employee. 
2. Planning for responsibility, which is partially passed on to the 

trainee. The learner should take personal responsibility for the results of the 

learning process, and must also take an active part in making decisions 

about the curriculum content. 

3. Implementation of the plan. This is the stage in which styles and 

techniques most appropriate to the situation in which the learner operates 

are used, and in which the trainer should assist the learner in the 

implementation of a personal development plan. 

4. Evaluation of results. Constant monitoring and evaluation, to 
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establish that implementation of the individual teaching is bringing the 

expected results [3]. 

Coaching helps workers to reach the peaks of their personal capabilities. 
This approach indirectly supports the development of the company and 

allows the best results to be achieved. For this reason, companies involved 

in the development of workers make a long-term investment in the future 

growth of efficiency.  

The implementation of coaching provides many benefits to participants. 

Thanks to coaching, employees gain more confidence and a higher level of 

skills, resulting in the development of their careers and strengthening their 

professional position. Other benefits include: 

1. Clarity of goals and values. 

2. Better views of the future. 

3. Improved decision making. 
4. Happier, more fulfilled life through a sense of satisfaction from their 

work [4]. 

It is also worth briefly mentioning other benefits that add value to 

organizations which implement coaching. Namely, coaching is an 

expression of the company's ability to improve the skills of employees. It 

also provides a more effective long-term investment and improves 

teamwork. This is reflected in enhanced organizational culture and 

improved employee morale. 

In learning organizations, staff development is a priority, providing 

competitive advantage and maximizing results. Therefore, coaching has 

become a primary tool for ensuring this is achieved. Through its individual 

focus, the action is faster, more efficient and refers specifically to the tasks 
established prior to the implementation of the method. 

Both managers and professionals can benefit from coaching as a 

permanent method of development and strengthening of their 

communication, strategic and professional skills [5].  

Coaching is also a tool to make changes to situations such as: 

1. Lack of sufficient leadership and interpersonal skills among 

employees, meeting the expectations of the organization and maintaining 

the involvement of employees in the workplace. 

2. Failure in creating a team with a clear division of roles.  

3. Problems with morale in the organization. 

4. Lack of feedback on actions taken, i.e. a lack of information flow in 
organizations.  

5. Ascertaining the effectiveness and appropriateness of the actions 

taken. 
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6. Supporting the process of change and change management in the 

organization. 

7. Strengthening and greater focus of effect cycles of trainings and 

workshops within companies, or as an alternative to them when the client 

can not participate in them (which is often the case in executive coaching) 

[6]. 

In Poland, the method of coaching is increasingly being used in 

healthcare settings, mainly in the context of working with patients in 

psychological counselling. Coaching is also being used to acquire new skills 
through employment or to shape desired behaviours, aptitudes and skills to 

communicate with other employees. 

In view of cost reduction strategies used in hospitals, it is important that 

employees are familiar with mechanisms for estimating effort, cost, and cost 

reduction. Research conducted by the authors at the Jagiellonian University, 

among others, shows that awareness of hospital staff in finance, in 

particular the bill of costs, is low and insufficient. A need to increase the 

competence of employees in this area was identified. It should be 

emphasized that only the competence of the management of hospitals and 

heads of organizational units are highly and constantly improved. CFO’s, 

because of the obligations imposed by the "Code of Professional Ethics in 

Accounting" developed by the Association of Accountants in Poland, are 
obliged to supplement their knowledge in the field of accounting. It should 

also be noted that the Ministry of Health, in cooperation with the 

Department of Accounting of the Warsaw School of Economics, has 

organized training cycles in costing and management information and tools 

for restructuring and consolidation in public healthcare institutions. The 

need for training not only of directors but also of others in this field has 

been identified, with training offered to chief accountants and their deputies, 

managers, head doctors, senior nurses, departmental coordinators and 

attorneys, along with nurses, analysts, statisticians and other staff interested 

in improving the effectiveness of therapeutic entities. 

Mentoring. Mentoring is a tool used in modern training methodology in 
the context of learning organizations. The practice is for a structured 

partnership relationship between a ‘mentor’, that is, someone more 

experienced, and a student or dependent, the ‘mentee’. The mentor is a 

person who has a long tenure and is elected to a senior position in relation 

to the ward. They may act as a supervisor. The mentor is a person who acts 

in the capacity of a friend and trusted advisor, although the entire 

relationship takes place on a professional level. The mentor is an 

experienced person who wishes to share their knowledge and experience 

with someone in a modest relationship characterized by mutual trust [7]. 
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Mentors and mentees meet and communicate with each other on a 

regular basis, but it is advisable that this contact is not too formal in nature.  

Mentoring is extremely helpful in developing the skills and knowledge 
of employees. It requires looking into the future and noticing the 

possibilities inherent in it [8]. There is a need for trust and frequent and 

direct contact between the mentor and learner. It is assumed that mentoring 

is based on competence, experience and clear definition of the role to be 

realized. Of great importance is the selection of an appropriate set of 

personal characteristics that predispose a person to pursue this method of 

training. 

Mentoring is a method of employee training in which the person 

delivering the training has knowledge, experience and authority on the ward 

for some time either as a mentor, counsellor or guide in the development of 

the individual characteristics of the employees and indirect improvement of 
organizational competencies [9].  

The mentoring method is commonly used in hospitals for the transfer of 

knowledge through the experience of older, experienced senior doctors to 

younger and inexperienced staff. In a learning organization, this method can 

be applied not only to medical staff, but also to non-medical staff. In the 

hospital, as a specific organization committed to patient welfare, but also 

concerned with economic performance in an era of limited financial 

resources, mentoring promotes the dissemination of knowledge about 

finances. Here the crucial role of mentors is best suited to finance directors, 

department heads and heads of clinics or other organizational units. 

Summary of methods of coaching and monitoring in the example of 
hospitals. The two previously described training methods – mentoring and 
coaching - both address a common goal – helping employees and 

supporting them in their individual learning. It should, however, also be 

noted that there are key differences between them. It is generally understood 

that coaching usually refers to manual activities, whereas mentoring is a 

method used in more complex situations. In addition, a further difference 

between them concerns the circumstances in which they are used, the 

accountability of the coach/mentor and the nature of the relationship 

between them and the learners. Table 1 illustrates the characteristics of both 

methods. 

Whilst the table shows that both methods differ from each other, it can 

be concluded that both can be used in any organization that is committed to 
the goal of continuous development and learning. A hospital is undoubtedly 

such an institution. In such an organization, there appears to be a need to 

combine multiple training methods so as to develop the competence of 
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employees as highly as possible. 

Table 1 

Features of coaching and mentoring 

 Coaching Mentoring 

1 2 3 

Purpose of the 

method 

Achieving a particular 

purpose 
Widely understood development 

Works on 

The acquisition of specific 

skills and improving 

operational efficiency 

Beliefs, values, life missions, 

skills 

The duration of 

the method 
Short, lasts up to a year 

Long-term,  

may take several years 

Framework of 

meetings 

Strictly limited time 

and place 

Looser framework - as 

appropriate to the participant 

Training leader 

Coach does not need to have 
experience and expertise in 

the field covered by 

coaching 

Mentor has more experience than 
or equal trainee person shares his 

thoughts and experiences in life 

Tools 

Coach asks the participant 

questions to trigger 

constructive thoughts 

Mentor has expertise that is 

exchanged in appropriately 

amounts, asking questions and 

using hints 

What is received 

The person involved in 

coaching finds the best 

solution for them 

A person undergoing mentoring 

gets specific solutions, based on 

the experience and knowledge of 

a person having authority  

Communication 

Work on the content 

provided by the person who 

subjects himself to training 

External mentor 

Source: Own study based on: http://biznestube.pl/Coaching-a-mentoring--

214.html 

 

Other training methods usable in hospitals. Business performance is 

complemented by improving individual employees through strengthening 

social skills in employee groups. The proper functioning of any 

organization requires employees to conduct effective interpersonal 

communication within the organization. Staff development and the 

improvement of their interpersonal skills should be a core business priority 

for any organization, and even more so for learning organizations such as 

hospitals. The technique of “T group”, also known as sensitivity training, 
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may be used. According to B. Mikula, “T –group” is “ ... an approach to 

developing interpersonal relationships which gives training participants the 

opportunity to gain knowledge about themselves and their impact on others, 
especially the opportunity to learn more effectively in direct contact with 

other people”[10]. It is one of the forms of group dynamics, aimed at 

assisting the group in the analysis and improvement of decision making, 

problem solving and conflict management, resulting in a rise in the 

efficiency of group work. 

Sensitivity training is very interesting, but at the same time there is 

discussion in terms of how to influence the employees and methods of 

improving participation in the organization, particularly amongst specialists 

or managers. It allows an increase in the sensitivity of interpersonal skills, 

and particularly allows employees to better understand themselves, other 

people and the mechanisms of social groups. A person involved in 
sensitivity training can better understand the regularity of human behaviour 

and learn skills critical for success in dealing with other people. This 

training can also help an individual to better understand the specifics of 

interpersonal relations prevailing within the organization and thus ensure a 

higher degree of adaptation to the social environment. 

In this method, there are three basic phases:  

− breakdown of existing, non-functional personality structure; 

− development of new, more functional structure of personality; 

− consolidation of the new structure of personality [11]. 

The first phase is focused on creating an appropriate atmosphere 

conducive to the possibility of development of knowledge of all 
participants. In particular, attention is drawn to the difficulties that they face 

in dealing with subordinates or managers depending on the organizational 

structure of the company. It is important to establish a mood for the opening 

of the persons involved, enabling them to express their opinions in an 

atmosphere of complete honesty. The first stage of sensitivity training ends 

when participants are sufficiently clear of their own personality traits. 

In the second stage, sensitivity training seeks to create such a situation in 

the group, which favours the appearance of the various possibilities of 

behaviour in a given situation. For this purpose, the technique of staging, 

which involves training participants playing the roles associated with 

particular situations which they may encounter. This idea behind this 

method is that through adequate training the participants are given the 
opportunity to better understand themselves and others, their own 

motivations and feelings, as well as show how their behaviour affects the 

environment and other people. As a consequence, this experience has 
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resulted in an increase in sensitivity in dealing with other employees and 

willingness to help others. At the same time, sensitivity training leads to the 

fact that the participants become more communicative, open-minded and 

creative when working on tasks. 

In the third phase of sensitivity training, the stabilizing and 

strengthening of the appropriate attitudes and behaviours created is 

addressed. 

In its standard form, "T-group" has three main objectives:  

− increase sensitivity – the ability to perceive how others react to 
someone else's behaviour; 

− increase diagnostic capacity – the ability to perceive human 

relations;  

− increase the ability of action – the ability to behave in the appropriate 

manner desired in a given situation [12]. 

The above-described characteristics of sensitivity training are nothing 

specific. Most of the elements characteristic of this method have features in 

common with the Socio-Economic Approach to Management (SEAM), a 

method which utilizes the commitment of employees to increase 

organizational effectiveness. SEAM is used, inter alia, in hospitals in 

France, Mexico, the United States and South American countries [13]. 
Another method of training is job enrichment. This approach supports 

the process of improving the competencies of employees. It was established 

in accordance with the theory of F. Herzberg, which specifies that the 

efficient and effective development of the organization is closely related to 

the initiation of activities referred to as "work enrichment." The essence is 

activating the worker so that he can play a greater role in the planning, 

implementation and evaluation of their work. In hospitals, although 

activities are planned according to certain procedures, it gives a certain 

freedom of employees to create desired behaviour, for example, in the case 

of protecting the health of patients, or limiting excessive costs. 

The activities of the enrichment of work take place using the following:  

1. Elimination of certain forms of control and increasing staff 
responsibility. 

2. If possible, allow the employee to deliver the service from start to 

finish - thus increasing the likelihood of understanding the importance of 

work.  

3. Regular and ongoing results of analyses of performance and quality 

of work should be provided directly to the employee.  

4. Encouraging employees to take on new, challenging tasks and 

acquire higher qualifications [14]. 

Proper work enrichment is about more than giving the employee an 
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increased number of tasks. Improvement of knowledge and raising the 

qualifications necessary to perform these tasks provides a source of 

satisfaction. F. Herzberg drew attention to the problem of correlation 
between job satisfaction and its implementation. It is not possible to 

perform high-level tasks well in the absence of job satisfaction [15]. 

In hospitals, interdisciplinary teams of experts are created, whose 

members nominate their entire responsibility to the execution of an 

assignment - the treatment of the patient. This is due to the complexity of 

illnesses, and makes particular sense for the care of the elderly. 

Undoubtedly, these are costly operations, which require a detailed analysis 

of the costs of providing such a service. Due to the mission of the hospital, 

costs did not historically play a role in the process. In contrast, today the 

analysis of the cost of providing services by executors of this process is part 

of a broader analysis of financial resources and medical care. 

 Individual learning in teams created by hospital managers. 
Collaborative learning is a process that helps direct the actions of team of 

employees to achieve both their own development and to achieve 

satisfactory performance of its members. It is based on creating a common 

vision and so called “Personal mastery”, in principle - great teams consist of 

excellent members. Collaborative learning in an organization has three 

important elements. Firstly, it is necessary to think through complex 

problems. Teams need to learn how to combine the potential of many 

minds, so that the combined capacity is larger than the capacity of any 

single mind. Secondly, it is an innovative, coordinated action. Notable 

teams in organizations of people develop the same type of relationship, 

sometimes defined as “Operating Trust”. This means every member of the 
team is aware of the actions of other team members. They also know that 

they can count on their own actions, which complement the activities of 

others. Thirdly, it is necessary to work on the role of team members in 

relation to other teams. Team learning is significant, because it supports and 

interacts with other teams, giving them access to techniques and skills. 

 In the discipline of team learning, its practice consists of dialogue and 

discussion, two fundamentally different methods of conversation within the 

team. Dialogue is based on the free, creative study of complex and subtle 

issues, a deep listening to the arguments of others, and refraining from 

making personal assessments and presenting points of view.  Discussion, 

however, is the presentation of different personal views, including looking 
for the best point of view for reliance on the decisions that need to be taken 

at this time [16]. In such a situation, the manager changes from being a 

manager who only distributes tasks and supervises his subordinates to being 
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the coach and inspirer of all changes, which consequently also has an 

impact on the staff motivation system. He becomes a leader, having 

extensive knowledge, and creative and technical skills. He has the power to 

interact with others and particular personality traits: psychosocial skills, 

communication and integration. 

In the organization that is the hospital, in caring for the welfare of the 

patient, a combination of the above personality traits is particularly 

important. The ability to interact with others for the sake of the patient, but 

also for the common good – economic performance, at all levels of 
employment, however, is a priority competence. 

 In the area of finance, a special role is played by heads of organizational 

units. They have certain resources that should reasonably managed. 

Awareness of the hospital staff about the limitations of funds definitely 

helps in rational management. In addition, it triggers new attitudes and 

behaviours among employees. Employees engage additional measures to 

improve the work of the hospital and limit the consumption of resources. 

Employees are also creators of new ideas for increasing revenue. A 

significant role in these activities is attributed to managers of hospitals. 

The manager must create a climate in the team, the appropriate 

organizational culture, meet all the standards of behaviour, have systemic 

thinking skills, learn from others and adopt their solutions to the situation. 
They should be open and ready for continuous learning and training, accept 

change and be open to other people, to be able to interact in a multicultural 

environment [17]. 

The combination of the entire team with the individual concept adopted 

by the manager is extremely important. The basis here, as mentioned above, 

is leadership ability, which through its own development leads to the 

development of the whole organization, and thus increases the efficiency of 

the company. Willingness to learn and pass it on to subordinates is a key 

element as a single person’s commitment leads to the development of the 

organization and communication of knowledge to others. 

Conclusion. The purpose of this article is to present selected training 
methods to support the process of improving professional competence in the 

field of finance in the example of hospitals and indicate the need for 

knowledge sharing in the area of finance. 

Hospitals without doubt have the status of a learning organization. The 

learning process involves not only doctors, nurses, midwives and managers, 

but also other professional groups within the therapeutic entity. Competence 

is improved using various training methods that are useful also in the area 

of finance. The limited financial resources on its core activities as a hospital 

create a clear need for sharing expertise in the area of employees within the 
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institution. The article indicates selected methods chosen for training 

(coaching, mentoring, sensitivity training, job enrichment and individual 

learning teams) to facilitate the transfer of knowledge in many areas, 
including finance. Such measures can also trigger people’s initiative to 

make improvements to, inter alia, the organization, to improve the 

efficiency of the institution. It should be emphasized that issues related to 

costs, revenues and results are becoming more commonly known to those 

employees who hold functions other than management. Participation in 

decision-making processes and the rational management of this is required. 

Therefore, commonly used methods of training in enterprises and 

institutions, and adapted specifically to suit hospitals, should enable the 

development of professional competence of all employee groups, not only 

in the area of finance. 

Properly selected training methods in every company and institution 
should lead to ensuring that the organization is capable of learning, that is, 

to adapt to changing conditions and continuous improvement of the 

participants. This means acquiring new skills, capabilities and patterns of 

action [18]. 
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вдосконалення процесу підвищення професійної компетентності в 

галузі фінансів на прикладі лікарень і вказує на необхідність обмі-
ну знаннями в галузі фінансів. 
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Цель этой статьи заключается в представлении отдельных мето-
дов обучения для совершенствования процесса повышения про-
фессиональной компетентности в области финансов на примере 
больниц и указывает на необходимость обмена знаниями в облас-
ти финансов. 
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