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ABSTRACT

In today's fast-paced and competitive work environment, it is crucial for
organisations to have a clear understanding of the competencies
required for effective performance. The Iceberg Model of Competencies
provides a comprehensive framework for understanding the various
components of competencies, including knowledge, skills, attitude, and
habits. By taking into account all of these components, organisations can
develop a more holistic approach to competency analysis and
development. This article offers an Al-based approach to competency
analysis in organisations. Relying on some key-factors (which are
described and analysed based on the Iceberg Model of Competencies), |
offer a theoretical framework for Al usage in the analysis and
development of competencies. Specifically, | discuss the use of Al in
analysing knowledge and skills, attitude and habit formation, and the
broader organisational context in which competencies are applied.
Accordingly, based on these key factors, | propose an Al-based
theoretical model for Competency Analysis in organisations. This model
emphasises the importance of taking a holistic approach to competency
analysis, integrating Al-based tools and techniques to support a more
comprehensive understanding of competencies. Ultimately, this
approach can help organisations develop more effective competency
development programs, leading to improved performance and success
in today's competitive business environment. This article can be regarded
as a resource for professionals and scholars interested in competency
analysis, talent management, and the role of Al in organisational
development.
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PREFACE

Dear Friends,

As | pen down these words, | can't help but feel a warmth in my heart, a
mix of excitement and gratitude for the moments we are about to share
within the pages of this book. Welcome to a journey that goes beyond
the ordinary, a journey into the heart of what makes us uniquely human in
a world brimming with technology and rapid change.

This book ‘From Iceberg to Insightss A Human-Centric Guide to
Competency in the Al Age” is more than just theories and models; it's an
invitation to uncover the layers of competence that go beyond what
meets the eye. We will deal with the richness of knowledge, the dance of
skills, the sway of attitudes, and the rhythm of habits - all of which shape
the unique tapestry of competency.

As we navigate through the chapters, we'll embrace the idea that
technology, particularly artificial intelligence, isn't with us to replace our
human touch but to amplify it. Together, we'll weave a story of
harmonising the best of both worlds. Al becomes not just a tool but a
companion, assisting us in unravelling the mysteries of human potential
and organisational brilliance.

At the heart of it all, this book unveils a human-centered model for
Competency Analysis, a concept that, in essence, is about understanding
and supporting the growth of individual human beings within an
organisation. It involves acknowledging the hidden strengths, nurturing
personal growth, and weaving a collective narrative where each strand
plays a vital role in the overall success.
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To you, dear reader, thank you for joining me on this adventure. My hope
is that these pages not only inform but also spark a sense of curiosity,
maybe a few aha moments, and a realisation that, in the grand scheme of
things, it's the human touch that makes all the difference.

So, let's embark on this journey together, exploring the depths of
competency, embracing the synergy of human and artificial intelligence,
and finding the magic that happens when we harmonise our efforts for a
common goal.

Warmest wishes,

Dr. Farshad Badie
January 2024, Berlin
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Organisations are complex social structures that are made up of
individuals who:

. are precisely identified and characterised,

ii. are aligned and integrated together, and

iii. do collaboratively, co-operationally, and co-ordinately work together
to achieve common goals.

To be efficient and effective, an organisation requires individuals who
possess certain competencies that are necessary for its functioning. It can
be interpreted that the term ‘competency’ refers to the knowledge, skills,
and abilities that any individual possesses and uses to perform his/her
job effectively; read more about organisations as well as about their
functional structures and behaviours in Simon (1955), March & Simon
(1958), Galbraith (1973), Weber (1978), Katz & Kahn (1978), Mintzberg
(1979), Schein (2010).

It shall be emphasised that the competency of some specific organisation
(say '‘O) is highly correlated with the competencies of all individuals who
work for (and shape) O. Moreover, the competency of O (and, in fact, the
integration of the competencies of all individuals) affects the overall
productivity and performance of O; see Deming (1982), Porter (1985),
Collins (2001), and Grote (2002).

It is remarkable that some competencies which are extremely required in
O may vary depending on the nature of O as well as on the individuals'
functional roles and activities within it. As | will be more specific on the
concept of ‘competency’ in the next section, it is interpretable that there
are some competencies that are universally important in all organisations.
For example, one of the most important universal competencies that
individuals need to possess is communication [skills].
.
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Effective communication is critical for successful collaboration within any
organisation. This includes the ability to convey information clearly and
concisely, to listen actively, and to provide feedback in a constructive
manner, see Hunsaker & Alessandra (1985), Jones (2010), Adler &
Elmhorst (2010), Hargie (2011). In addition, individuals in an organisation
need to be adaptable, flexible, and open to change. This is because
organisations are constantly evolving, and individuals need to be able to
adapt to new situations, contexts, and challenges; see Tushman &
Romanelli (1985), Kotter (1996), Lengnick-Hall & Beck (2005), Senge
(2006), O'Reilly & Tushman (2008), Ashkenas, et al. (2018).

In this book, | will have a special focus on the concept of ‘competency’ in
organisations and will attempt to carefully conceptualise and analyse its
nature and effects. Accordingly, | will rely on McClelland's Competency
lce-Berg Model (see McClelland (1973a-b)) and offer my own
interpretation and analysis of it as well as of its components.
Subsequently, | will deal with how we can, relying on the competency
iceberg model, think about (and implement) ‘competency support’ in
modern organisations. Consequently, taking into account the achieved
results, | will conceptually and theoretically focus on how Artificial
Intelligence can support competency analysis in organisations in the
modern world. Note that my approach will be human-centred and | am
going to see Al and its applications through the lenses of human-based
systems.
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