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The aim of the present study is to examine competency-based recruitment. This study
is a systematic review of best practices in competency-based recruitment. Articles
published from 2020 to 2023 that explored the topic of competency-based recruitment
were considered. Based on the scores assigned to each article, the researcher excluded
71 articles out of 33 and ultimately retained 12 articles for data analysis. In this study,
all available studies published between 2020 and 2023 in the Gregorian calendar (and
between 1399 and 1401 in the Persian calendar) were reviewed. Of the 33 studies
identified, only 12 met the research criteria, among which only three were domestic
articles. The results indicate that competencies are applicable in various areas of human
resource management, ranging from individual functions such as recruitment and
performance management to organizational functions such as strategic planning,
organizational structure design, strengthening organizational culture, and technology
development. Competency, in fact, serves as an implicit indicator of an individual's
multidimensional functions that effectively integrate with the criteria of an
organization to achieve maximum efficiency in task performance. Overall, it can be
concluded that the proper implementation of meritocracy necessitates attention to
professional, individual, behavioral, communicative, and managerial competencies.
External organizational factors, digital technologies, and competency-based
recruitment are identified as the most important prerequisites for meritocracy, with the
implementation of meritocracy encompassing both intra-organizational and individual
outcomes.
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EXTENDED ABSTRACT
Introduction

Competency-based recruitment has emerged as a critical focus in the field of human resource
management, particularly in the context of aligning individual competencies with organizational needs to
enhance performance and achieve strategic goals. Human resources are often cited as the most valuable
asset within organizations, with employees being the lifeblood of organizational operations. Unlike other
resources such as financial and physical assets, human resources are unique in their ability to drive
organizational outcomes through their capabilities and performance (Amin et al., 2022). In today’s dynamic
work environments, where long-term employment is not guaranteed for all, employees must not only
fulfill their formal job responsibilities but also be perceived as competent by their peers and supervisors
to navigate and manage their career paths successfully (NgaAssia & Okon Effanga, 2021; Smythe et al., 2021;
Sobocka-Szczapa, 2021). Competency-based recruitment, therefore, is vital for selecting individuals who
can contribute effectively to the organization, both in terms of their skills and their alignment with the
organization's culture and strategic objectives.

In competency-based recruitment, general conditions, professional and specialized competencies,
and ethical and behavioral qualifications of candidates are assessed to ensure they meet the required
standards before being hired. Setting appropriate policies for human resource appointments is one of the
most sensitive issues an organization faces, as poor analysis and decision-making can lead to the selection
of inefficient personnel lacking the necessary competencies (NgaAssia & Okon Effanga, 2021). The
effectiveness of the recruitment process is crucial, as only a small fraction of employers today evaluate
their recruitment procedures as successful, indicating the need for substantial revisions in how human
resources are selected and managed (Rahman et al., 2020). The concept of meritocracy, which has been
debated extensively since its first introduction by Young in 1958, plays a crucial role in the competency-
based recruitment process. While proponents of meritocracy argue that it leads to efficient allocation of
resources and enhances productivity (Saunders, 1995), critics suggest that meritocracy may perpetuate
inequality by justifying the concentration of wealth and privilege (Markovits, 2019).

Given these complexities, the present study aims to systematically review the best practices in
competency-based recruitment, drawing on research conducted from 2020 to 2023. The review focuses
on how competencies are applied in various areas of human resource management, including recruitment,
performance management, strategic planning, and organizational culture development, among others. This
research highlights the importance of competencies as implicit indicators of an individual's ability to
integrate with organizational criteria to achieve maximum efficiency in task performance. Moreover, it
identifies external organizational factors, digital technologies, and competency-based recruitment as key
prerequisites for implementing meritocracy effectively.

Methods and Materials

This study conducted a systematic review of literature published between 2020 and 2023, focusing
on competency-based recruitment practices. The research was carried out in several stages, including the
identification of the research problem, collection, analysis, and interpretation of findings, and finally,
reporting. Data were collected from various databases, including the Scientific Information Database
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(SID), IranMedex, and other relevant academic databases. The keywords "recruitment™ and "competency”
were used in combination to extract relevant studies.

The selection process began with an initial screening of titles, abstracts, and keywords to determine
the relevance of each article. Studies that provided comprehensive reports on competency-based
recruitment were included, while conference abstracts, educational articles, and studies without full-text
availability were excluded. The quality of the selected studies was assessed using the Critical Appraisal
Skills Programme (CASP), which includes ten questions designed to evaluate the accuracy, credibility,
and significance of the research. Articles were scored on a 50-point scale, with only those scoring above
30 being retained for analysis. Of the 33 studies initially identified, 12 met the inclusion criteria and were
analyzed in detail.

Findings and Results

The systematic review covered all available studies published between 2020 and 2023. Of the 33
studies identified, only 12 were deemed suitable for analysis, with three of these being domestic studies.
The findings indicated that competencies are applicable across various domains of human resource
management, from individual functions like recruitment and performance management to broader
organizational functions such as strategic planning, organizational structure design, and the enhancement
of organizational culture. The analysis revealed that competencies serve as multidimensional indicators
of an individual's potential to align with and fulfill organizational criteria, thereby maximizing task
performance efficiency. Moreover, the research identified several key factors essential for the successful
implementation of meritocracy within organizations. These factors include external organizational
influences, the adoption of digital technologies, and the strategic integration of competency-based
recruitment practices.

Conclusion

The findings of this study underscore the growing importance of competency-based recruitment
in modern organizations, particularly in light of the rapid technological advancements and dynamic market
conditions that characterize today’s business environment. The need for reliable mechanisms to accurately
identify and select qualified individuals has become increasingly critical as organizations strive to
maintain a competitive edge (Madeira et al., 2019). The implementation of competency-based recruitment
practices is not only essential for ensuring the alignment of individual capabilities with organizational
goals but also for fostering a meritocratic work environment where employees are rewarded based on their
skills and contributions.

The challenges associated with competency-based recruitment are not insignificant. The ongoing
evolution of the labor market and the increasing complexity of job roles require continuous refinement of
recruitment strategies to ensure that they remain effective. Furthermore, the study highlights the potential
risks associated with the improper implementation of competency-based recruitment, such as the
perpetuation of inequality and the reinforcement of existing power structures within organizations
(Markovits, 2019). To mitigate these risks, it is essential for organizations to adopt a holistic approach to
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recruitment that considers not only the professional and technical competencies of candidates but also
their ethical, behavioral, and managerial capabilities.

In conclusion, competency-based recruitment represents a vital component of modern human
resource management, with significant implications for organizational effectiveness and employee
satisfaction. By focusing on the development and implementation of comprehensive recruitment strategies
that prioritize competencies, organizations can better position themselves to achieve their strategic
objectives while fostering a work environment that values merit and performance. Future research should
continue to explore the evolving landscape of competency-based recruitment, with particular attention to
the integration of digital technologies and the impact of external organizational factors on recruitment
outcomes.
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