Journal of Sustainable Human Resource Management

Volume 6. Issue 11. Autumn and Winter 2024. Pages 71 to 83.

Research Paper

Presenting the Structural Model of Key Competencies of Human Resources in
Kermanshah Electricity Distribution Company

Gholamreza Pashaei Vahid' “*,  Ayub Rahimzadeh™? . Masoumeh Danesh Shakib?

' Department of Management, Faculty of Management and Accounting, Qazvin Branch, Islamic Azad University, Qazvin, Iran
2 Department of Industrial Engineering,, Technical and Engineering Faculty, Kermanshah Branch, Islamic Azad University,

Kermanshah, Iran
3 Department of Management, Faculty of Management and Accounting, Qazvin Branch, Islamic Azad University, Qazvin, Iran

d 10.22080/shrm.2024.4838

Received:
December 17, 2023 Abstract
I\A/lii/egfezddm In the era of globalization and rapid technological progress, human capital is considered the

most important capital of organizations. Therefore, this research aims to provide a structural
model of the key competencies of human resources in Kermanshah Electricity Distribution
Company. The current research is quantitative in terms of its purpose. After reviewing the
research literature and using the analysis and interpretation of nine interviews conducted with
nine experts, 24 subcategories were identified in the form of six main categories of the
structural model of the key competencies of human resources. In the following, the gray
DEMATEL method was used to examine the relationships between the categories of the
structural model of key competencies of human resources. Also, the interpretive structural
modeling method was used to level the factors that make up the model. Based on the results
of the gray DEMATEL method, it was determined that intervening conditions affect causal
conditions, causal conditions affect attention to competence, and intervening conditions affect
strategies. Moreover, according to the results of the interpretive structural modeling method,
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the factors of "background conditions", “attention to competence", "intervening conditions",
and "consequences” have great power of influence and dependence. Additionally, the "causal
conditions" variable has a high influence and low dependence. Also, the "strategies™ variable
has low influence and high dependence. The research results are a suitable guide for planning
the key competencies of human resources in the electricity distribution company, which can

be used by industrialists and researchers.

Extended abstract

1. Introduction
In the

competency of their

Competency-based management is a coherent

third millennium,
advantage of organizations lies in the level of
intelligence, knowledge, wise knowledge, and

and coordinated approach to managing human
capital in the long term, which is compiled based
on a common set of competencies related to the
country's macro strategies (Bryson & George,
2020).

In organizations where human resources are
given more importance, human resources are
trying to acquire information and new practical
solutions to achieve better productivity and

the competitive

human  resources.
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efficiency, and such organizations have the
characteristics of dynamism, creativity, and
growth to create effective changes in internal
organizational factors and interact with their
social environment. Therefore, when faced with
transformations and changes in the organizational
structure, including developments such as the
maturity and development of employees and
competition based on competence to attract and
use talents, managers need to replace new human
resource management approaches (Rasouli &
Daraei, 2020).

One of the best and most appropriate
approaches to achieving this goal is to use the
competency approach in human resources
management and planning. This approach is a
basic method for diagnosing, systematizing, and
improving human resource management aspects.
Competency has led to the emergence of a
paradigm in human resource management
literature known as competency-based human
resource management (\Vrontis et al., 2022).

Electricity distribution companies, which are
responsible for electricity distribution in society,
are not exempted from this, and they also have to
know their human resource skills better and have
a plan for it. Therefore, if a company wants to
benefit from the advantages of the human
resources key competence process, it needs to
know what pattern the key competence structure
should follow in its company to be optimal and
thereby improve its performance. Therefore, the
current research seeks to provide a structural
model of the key competencies of human
resources in Kermanshah Electricity Distribution
Company. Therefore, the main question of the
current research is: What is the structural model
of key competencies of human resources in
Kermanshah Electricity Distribution Company?

2. Research Methods

The current study is applied in terms of purpose
and is considered part of combined research This
research is also “descriptive” (non-experimental)
in terms of data collection method and a survey-
single cross-sectional correlation study as it used
the Gray DEMATEL method to examine the
relationships between categories, and the
interpretive structural modeling method to level
and structure the model factors. Results

In this research, using the Gray DEMATEL
method, it was found that in the Kermanshah
Electricity Distribution Company, intervening
conditions affect causal conditions, and causal
conditions affect attention to competence. On the
other hand, the intervening conditions directly
affect the strategies.

Moreover, in the interpretive structural
modeling method, it was found that the factors of
"background  conditions”,  "attention  to
competence”, “intervening conditions", and
"consequences”, which are located in the
connection area, have a great influence and
dependence; any operation on these variables will
change other variables. In addition, the "causal
conditions" variable, which is located in the
independent area, has high influence and low
dependence. Also, the "strategies" variable,
which is placed in the dependent area, has low
influence and high dependence. Variables that
have high influence are called key variables. It is
clear that these variables are included in one of
the two groups of influence (independent) or
linkage variables.

3. Conclusion

Based on the findings of the research; in order to
realize the key competencies of human resources,
it is suggested to the managers that research
projects in the field of human resources by
providing  financial  resources for  the
implementation of students' theses in the field of
human resources, or designing key research
topics in the field of key competencies of human
resources and use support scientific consultants in
the field of key competencies of human
resources. Also, it is helpful to use the suggestion
system.
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