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Abstract

This study aimed to identify, explain, and synthesize the dimensions and components of employees’
organizational competencies based on Iranian research and to develop an integrated conceptual
framework applicable to human resource management. This qualitative secondary study was conducted
within an interpretive paradigm using the qualitative meta-synthesis method based on the Sandelowski
and Barroso framework. A systematic search was performed in four major Persian scientific databases for
studies published between 2021 and 2025 using the keywords “competency” and “competencies.” Of 624
initially identified articles, 71 studies were retained after thematic screening, abstract and full-text
assessment, application of inclusion and exclusion criteria, and methodological quality appraisal using
criteria adapted from CASP. Concepts and findings were extracted and synthesized through coding and
thematic analysis. Inter-coder reliability was assessed by independently coding approximately 15% of the
included studies; Cohen’s kappa was 0.82, indicating strong agreement and acceptable reliability of the
analytical process. The synthesis demonstrated that employee organizational competency is a
multidimensional construct comprising five interconnected domains: individual and personality
competencies, interpersonal and communication competencies, cognitive and perceptual competencies,
managerial and leadership competencies, and professional and specialized competencies. Inferential
interpretation of the thematic structure indicated that individual and ethical competencies constitute the
foundational layer upon which other competencies develop. Cognitive and professional competencies
operate primarily as enabling capacities that support informed judgment and effective task performance,
whereas interpersonal, managerial, and leadership competencies function as driving mechanisms through
which individual capabilities are translated into coordinated organizational performance. Accordingly,
competency cannot be conceptualized solely in terms of technical knowledge or job-specific skills; rather,
effective organizational performance emerges from the interaction of personal attributes, cognitive
capabilities, communication skills, leadership capacity, and professional expertise. The findings support a
multidimensional and integrated approach to employee competency management. Human resource
systems should simultaneously incorporate individual, interpersonal, cognitive, managerial, and
professional competencies into recruitment, assessment, training, development, and succession planning.
Quantitative validation of the proposed framework is recommended to strengthen its applicability across
Iranian organizational contexts.
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Extended Abstract
Introduction
Human resources have increasingly become a strategic source of organizational effectiveness,
adaptability, innovation, and sustained performance. Within this perspective, employee competency
is no longer understood merely as possession of technical knowledge or the ability to perform a
prescribed set of tasks. Rather, competency represents a multidimensional configuration of
knowledge, skills, attitudes, personality attributes, cognitive capacities, interpersonal capabilities,
professional expertise, and behavioral dispositions that enable individuals to perform effectively
under specific organizational and environmental conditions. Contemporary human resource
management therefore places competency models at the center of recruitment, selection,
performance appraisal, training, talent management, succession planning, and leadership
development. Strategic human capability research similarly suggests that superior organizational
performance emerges when individual competencies are connected with learning, collaboration,
leadership, strategic alignment, and organizational systems (Garavan, 2024). In the Iranian context,
competency-based frameworks have likewise been developed to align employee capabilities with
organizational strategies and competitive requirements (Abdollahi et al., 2022; Hashemieh Anarki et
al., 2021).
A substantial body of Iranian research has examined managerial and employee competencies
across public, industrial, educational, financial, and service organizations. Studies involving
municipalities, universities, ministries, state-owned companies, and complex organizations have
demonstrated that effective competency models normally incorporate a combination of individual,
managerial, interpersonal, and professional attributes (Aslani et al., 2021; Erfani Khanqabhi et al., 2021;
Javadifar et al., 2021; Razavi Saeedi, 2021; Setayeshmehr et al., 2021). Other studies have focused on
role-specific competency models for financial managers, internal auditors, knowledge workers,
financial experts, human resource managers, and research personnel, indicating that competency
structures simultaneously include general organizational capabilities and occupation-specific
expertise (Abedini et al., 2021; Chahardoli et al., 2021; Jorjani et al., 2021; Maleki Kermabad et al., 2024;
Samadian Borzaki et al., 2023; Shabani et al., 2021). Consequently, the accumulated literature confirms
the importance of competency while also revealing considerable diversity in its conceptualization.
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The increasing complexity of contemporary organizations has further expanded the scope of
competency. Ethical conduct, responsibility, trustworthiness, commitment, and value orientation
have become prominent components, particularly in models developed within the socio-cultural and
institutional context of Iran. Research grounded in ethical leadership, spirituality, Islamic human
dignity, and Islamic managerial thought has emphasized that effective competency cannot be
separated from ethical and normative attributes (Mohammadghasemi et al., 2021; Mohammadi et al.,
2024; Seyyed Javadin et al., 2021; Taheri Goudarzi & Nezami, 2022; Tashakorian Jahromi & Hosseini,
2023). Similarly, studies of cultural and Islamic managerial competencies have demonstrated that
contextual values may shape the content and relative importance of competency dimensions
(Hamidiya & Hosseini Balam, 2024; Nikzadeh et al., 2023; Qamari et al., 2024).

Technological transformation has simultaneously generated a new cluster of competency
requirements. The Fourth Industrial Revolution, digital transformation, and Industry 5.0 have
increased the importance of digital literacy, analytical thinking, technological adaptability, learning
ability, innovation, strategic awareness, and capacity to operate under uncertainty (Abidi et al., 2024;
Amralahi et al., 2025; Mazrouei Nasrabad, 2023; Mirzaei Eslamloo et al., 2024; Zare Ahmadabadi et al.,
2024). Studies of digital leadership and leadership in turbulent environments have also highlighted
competencies such as environmental scanning, adaptability, networking, strategic thinking, change
leadership, and effective decision-making (Ghiratmand & Jalali, 2024; Khabareh, 2025; Pourkarimi &
Azizi, 2024; Rahmati Khorudi et al., 2021). These developments indicate that competency models
must be dynamic rather than static, integrating traditional professional knowledge with emerging
cognitive, technological, interpersonal, and leadership capabilities.

Despite this extensive body of research, Iranian competency studies remain fragmented across
organizational sectors, occupational groups, theoretical perspectives, and methodological
approaches. Many studies develop models for a single profession or institution, such as teachers,
health specialists, sports referees, university managers, energy-sector managers, or public-sector
employees (Faghani et al., 2022; Kazemi et al., 2024; Nekoui-Moghaddam & Abdollahi, 2023; Raisi et
al., 2024; Soeidi et al., 2025; Vakilzadeh Rahnama et al., 2023). Although such specialization increases
contextual relevance, it also produces overlapping constructs, inconsistent terminology, and
repeated identification of conceptually similar competencies under different labels. Meta-synthesis
studies conducted in more specific domains have demonstrated the value of integrating dispersed
findings to reveal higher-order competency structures (Karimi Jafari et al., 2024; Pourkarimi & Azizi,
2024; Soleimani-Nejad et al., 2024; Vaez et al., 2025). Accordingly, a broader synthesis of Iranian
studies is necessary to identify common conceptual patterns and construct a coherent framework
applicable to organizational competency research. The present study therefore aimed to identify,
synthesize, and explain the principal dimensions and components of employees’ organizational
competencies through a qualitative meta-synthesis of Iranian research.

Methods and Materials

This study employed a qualitative, secondary-research design within an interpretive paradigm and
used qualitative meta-synthesis as its principal methodological approach. The analytical procedure
was based on the Sandelowski and Barroso framework. A systematic search was conducted across
four major Persian scientific databases covering peer-reviewed Iranian research. The search
focused on studies published between 2021 and 2025 and used the Persian equivalents of
“‘competency” and “competencies” as the main search terms, with the search conducted in relevant
article fields and restricted to management, human resource management, and organizational
behavior contexts. The initial search identified 624 articles. A sequential screening procedure was
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then performed using predefined inclusion and exclusion criteria. Studies that merely examined
correlations between competency and other variables, focused only on applications of competency
without identifying dimensions or components, lacked an explicit competency framework, or did not
provide extractable findings were excluded. Following thematic screening, abstract review, full-text
assessment, removal of unsuitable or repetitive studies, and methodological quality appraisal using
criteria adapted from CASP, 71 articles were retained for final analysis. Data extraction and synthesis
were conducted through initial coding, formation of organizing components, thematic clustering, and
construction of higher-order competency dimensions. To assess the reliability of the coding process,
approximately 15% of the final studies were independently coded by a second researcher familiar
with human resource management. Cohen’s kappa coefficient was 0.82, indicating strong inter-coder
agreement and supporting the reliability of the extraction and classification process.

Findings

The meta-synthesis of the 71 selected studies resulted in the extraction of 55 competency
components, which were integrated into five overarching dimensions: individual and personality
competencies, interpersonal and communication competencies, cognitive and perceptual
competencies, managerial and leadership competencies, and professional and specialized
competencies. The final framework revealed a hierarchical and interconnected competency structure
rather than a collection of isolated characteristics.

The first dimension, individual and personality competencies, included professional ethics, honesty,
trustworthiness, adherence to values, justice, religious and moral values, courtesy and respect, self-
control, tolerance, self-confidence, flexibility, adaptability, diligence, motivation, commitment, loyalty,
responsibility, accountability, and discipline. Responsibility and professional ethics were among the
most recurrent themes within this dimension. The second dimension, interpersonal and
communication competencies, comprised basic social and interpersonal communication, effective
speaking, active listening, negotiation, persuasion, influence, empathy, teamwork, cooperation,
participation, networking, and conflict management. These competencies reflected the importance
of interaction and collective performance in contemporary organizational settings.

The third dimension, cognitive and perceptual competencies, included analytical thinking, systemic
thinking, problem-solving, decision-making, strategic thinking, foresight, organizational awareness,
environmental monitoring, intelligence, creativity, innovation, and learning. These findings indicated
that competency involves not only task execution but also the capacity to interpret complex
situations, recognize relationships among organizational variables, anticipate change, and make
informed decisions. The fourth dimension, managerial and leadership competencies, encompassed
managerial skills, leadership, change and transformation management, mentoring, coaching,
empowerment, guidance of employees, planning, organizing, supervision, control, operational
management, time management, risk management, resource management, and process
management. This dimension demonstrated the expanded expectations placed on competent
managers, particularly their responsibility for developing others and managing organizational
change.

The fifth dimension, professional and specialized competencies, included specialized and
professional knowledge, technical skills, information technology capabilities, knowledge of relevant
laws and regulations, knowledge management, and professional experience. These competencies
represented the technical and occupational foundation necessary for effective job performance.
However, the synthesis showed that professional knowledge alone was insufficient to explain
organizational competency. Taken together, the five dimensions suggested that individual and
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ethical competencies operate as foundational attributes, cognitive and specialized competencies
function as enabling capacities, and interpersonal, managerial, and leadership competencies serve
as driving mechanisms through which individual capacities are translated into coordinated
organizational effectiveness.

Discussion and Conclusion

The findings demonstrate that organizational competency is fundamentally multidimensional and
relational. The five identified dimensions should not be interpreted as independent categories;
instead, they constitute an integrated competency system in which each dimension strengthens the
effectiveness of the others. Individual and personality competencies provide the ethical and
behavioral foundation of performance. Without responsibility, integrity, commitment, and self-
regulation, technical or managerial expertise may not result in reliable organizational behavior. This
makes the individual and ethical dimension the normative core of the proposed framework.
Interpersonal and communication competencies represent the mechanism through which personal
capabilities become socially effective. Modern organizational work is increasingly dependent on
collaboration, teamwork, stakeholder interaction, negotiation, and cross-functional coordination.
Consequently, an employee may possess substantial technical knowledge yet fail to contribute
effectively when communication, empathy, cooperation, or conflict-management skills are weak. The
results therefore indicate a transition from individualized conceptions of competency toward more
relational and collective understandings of organizational effectiveness.

Cognitive and perceptual competencies constitute another central element of the framework
because contemporary organizations require employees and managers to operate in complex,
rapidly changing, and information-rich environments. Analytical thinking, systemic understanding,
strategic awareness, foresight, creativity, and learning allow individuals to interpret uncertainty rather
than merely respond mechanically to predetermined tasks. These competencies enable employees
to connect operational information with broader organizational priorities and support more adaptive
decision-making.

Managerial and leadership competencies further transform individual and cognitive capacities into
coordinated organizational action. The inclusion of change management, mentoring, coaching,
empowerment, risk management, and resource management indicates that competent leadership
now extends beyond administrative control. Effective managers are expected to build capability in
others, manage uncertainty, support adaptation, and prepare their organizations for future
challenges. Leadership competency therefore functions as a principal driving force in translating
individual potential into collective performance.

Professional and specialized competencies remain indispensable because effective performance
requires accurate technical knowledge, occupational expertise, familiarity with regulations,
technological skills, and practical experience. Nevertheless, the findings clearly indicate that these
hard competencies are necessary but insufficient. Their organizational value depends on the
presence of ethical judgment, cognitive ability, communication capacity, and effective management.
This integrated interpretation is the central contribution of the study.

Overall, the synthesis of 71 Iranian studies and 55 components into five overarching dimensions
provides a coherent framework for understanding employees’ organizational competencies within
the Iranian context. The model suggests that competency should be conceptualized as an
interconnected system of character, cognition, interaction, leadership, and expertise. It therefore
offers a more comprehensive alternative to narrowly technical or occupation-specific models and
can provide a conceptual foundation for competency-based recruitment, performance assessment,
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training, development, talent management, and succession planning. Future empirical validation of
the five-dimensional framework across different organizational sectors would further establish its
measurement properties and practical applicability.
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