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Purpose: The aim of the article is to identify the most significant assumptions and conditions 7 

for the development of the Competence-Based Strategic Management concept embedded on 8 

the assumptions and elements of the Competency-Based Human Resources Management 9 

concept. Moreover, the aim of the article is to identify the place of competences in the hierarchy 10 

of the firm success potentials in the concept of Competence-Based Strategic Management. 11 

Design/methodology/approach: The article indicates the most important stages on the road 12 

from the Competency-Based Human Resources Management concept to the Competence-13 

Based Strategic Management concept. An extensive literature review and an identification 14 

approach were used. 15 

Findings: The basis for the formation and development of firm competences are personal 16 

competences. Consequently, the basis for the formation and development of the Competence-17 

Based Strategic Management concept is the Competency-Based Human Resources 18 

Management concept. Moreover, firm competences occupy the most significant places in the 19 

hierarchy of the firm success potentials. 20 

Practical implications: The outcomes of the research presented in the article confirm the 21 

significance of the firm competences – which are embedded on the personal competences –  22 

in strategic management and business practice. 23 

Originality/value: The article presents the most important steps in the roadmap transition from 24 

the Competency-Based Human Resources Management concept (competency-oriented 25 

approach) to the Competence-Based Strategic Management concept (competence-oriented 26 

approach). 27 
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1. Introduction 1 

Firms are constantly looking for ways leading to the sustainable, long-term competitive 2 

advantage creation. Competences are one of the most important potentials of firm success which 3 

influence the creation of a competitive advantage. They can be perceived both from the personal 4 

(individual) perspective as well as from the managerial (collective) perspective. 5 

The personal approach to competences is related to the term competency and to the 6 

Competency-Based Human Resources Management concept. In turn, the managerial approach 7 

to competences is related to the term competence and to the Competence-Based Strategic 8 

Management concept. 9 

The aim of the article is to identify the most significant assumptions and conditions for the 10 

development of the Competence-Based Strategic Management concept embedded on the 11 

assumptions and elements of the Competency-Based Human Resources Management concept. 12 

Moreover, the aim of the article is to identify the place of competences in the hierarchy of the 13 

firm success potentials in the concept of Competence-Based Strategic Management. The article 14 

attempts to identify the most important stages on the road from the Competency-Based Human 15 

Resources Management concept to the Competence-Based Strategic Management concept.  16 

The article uses an extensive literature review and identification approach related to the above 17 

both concepts. 18 

2. From competency to competence – personal (individual) vs. managerial 19 

(collective) approach to competences 20 

The notion “competence” may be perceived from two major points of view (Delamare- 21 

Le Deist, and Winterton, 2005; Haddadj, and Besson, 2000; Klarsfeld, 2000): 22 

1. From a personal (individual) perspective, related to the approach based on human 23 

abilities, including detailed personal skills in the implementation of the specific 24 

processes and activities as well as the execution of the assigned tasks. 25 

2. From a managerial (collective) perspective, related to the approach based on the 26 

integration and coordination of the firm resources and capabilities. 27 

The first approach means that competences are sets of capabilities that take into account 28 

specific features, including the skills and abilities of people performing the tasks assigned to 29 

them. These features (skills and abilities) arise and are developed primarily under the influence 30 

of knowledge and experience possessed and constantly enriched by these people. In the case of 31 

the approach based on personal skills and abilities, one can talk about a “personal” or 32 

“individual” approach to competences. 33 
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The personal approach focuses on individual human characteristics and behaviors, 1 

considered primarily in relation to specific tasks performed by the right people. In this case,  2 

we can talk about personal competences, and in a broader sense about Competency-Based 3 

Human Resources Management. 4 

In turn, in the second approach, we can talk about competences that include integrated sets 5 

of capabilities possessed by the firm, enabling the implementation of the set goals and 6 

performance of tasks primarily due to the proper use of firm resources. The approach based on 7 

the integration and coordination of the firm resources and capabilities can be described as  8 

a “managerial” or “collective” approach to competences. 9 

The collective approach to competences is focused on building and developing competences 10 

across the entire firm, or possibly its businesses or strategic business units. In this case,  11 

we can talk about the firm competences or organizational competences, and in a broader sense, 12 

about Competence-Based Strategic Management. 13 

The differences between the two above approaches to the nature (essence) of competences 14 

are also reflected in the terminology. In many works devoted to the issue of competences,  15 

two terms are mainly noticeable: competency and competence (Armstrong, 2006). 16 

The term competency mainly concerns the symptoms (effects) of the tasks implementation 17 

by competent persons. Competent conduction means the proper performance of the assigned 18 

tasks by these persons. Sometimes in this case it is referred to as “personal competency”, 19 

enabling the implementation of the assigned tasks. 20 

In turn, when using the term competence, the capability to achieve the set goals is mainly 21 

emphasized. In the case of the firm competences, it is usually related to the firm disposal of 22 

specific resources that enable or sometimes make it difficult to achieve these goals. 23 

Referring to personal competences, Burgoyne (Burgoyne, 1989) additionally points out that 24 

in the context of the individual approach to competences, apart from the necessary capabilities, 25 

one should also take into account the willingness of a given person(s) to perform the entrusted 26 

task(s). In this sense, Burgoyne distinguishes between the situations in which a given person is 27 

only considered as competent to perform a specific task, and the situations in which he or she 28 

actually has the appropriate competences, thanks to which he or she can properly, i.e. with the 29 

intended effect, perform this task. Competences understood in this way seem to be most closely 30 

related to the term competency. 31 

The position represented by Burgoyne is largely confirmed by Woodruffe (Woodruffe, 32 

1991; Lau, Chan, and Man, 2000). Woodruffe writes that in the case of personal competences, 33 

on the one hand, it is possible to expose – what can be confirmed by previous activities –  34 

the skills and abilities of the person(s) to perform the assigned task(s) in accordance with 35 

specific requirements. On the other hand, at the same time, competences may be perceived as 36 

ways and/or symptoms of the behavior of the person(s) who perform (implement) the assigned 37 

tasks (Durand, 2000; Mansfield, 2004). 38 
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Sometimes the differences between the terms competency and competence can also be 1 

observed within the firm itself. Delamare-Le Deist and Winterton emphasize that the term 2 

competency refers to the ways of behavior or ways of execution concerning individual managers 3 

and/or employees performing specific tasks for the firm, while the term competence is often 4 

related to the functional areas of a firm (e.g. research and development, marketing, sales, 5 

logistics etc.). For these reasons, the term competency relates primarily to personal (individual) 6 

competences, while the term competence relates primarily to the managerial (firm) competences 7 

(Delamare-Le Deist, and Winterton, 2005; Teodorescu, 2006). 8 

Taking into account the above-mentioned features of both approaches to the category of 9 

competences, as well as taking into consideration the terminological differences, Heene and 10 

Bartholomeeusen propose a deeper “embedding” of the terms competency and competence in 11 

the appropriate management concepts (Heene, and Bartholomeeusen, 2000). 12 

In opinion of these authors, the competency approach may be mainly found within the 13 

Competency-Based Human Resources Management concept, in which the most significant role 14 

in the defining of the competences is played by the skills and abilities of managers and 15 

employees of a firm, who strive to perform the tasks entrusted to them in accordance with the 16 

set goals. In the concept of human resources management, a very important role is assigned, 17 

among others, to the proper identification of personal competences affecting the effective and 18 

efficient implementation of the assigned tasks. 19 

Therefore, one may say that the term competency mainly refers to the concept of 20 

Competency-Based Human Resources Management, which emphasizes the necessity of having 21 

the required competences by persons performing the tasks entrusted to them. In other words, 22 

the term competency means the broadly understood “competetiveness” of people, i.e. having 23 

certain, often quite advanced, predispositions, conditions, skills, abilities, etc. to perform the 24 

required tasks. 25 

In turn, the approach related to the competence concerns firm competences and is directly 26 

related to one of the contemporary concepts of strategic management, referred to as 27 

Competence-Based Strategic Management (Heene, and Sanchez, 1997; Sanchez, Heene,  28 

and Thomas, 1996; Matwiejczuk, 2018a). Within the framework of this concept, the 29 

competences are perceived primarily as the firm capabilities that allow for the sustainable and 30 

coordinated use of the firm resources (resources base) in the pursuit of achieving the set goals. 31 

Thus, the term competence emphasizes most of all the firm competences within the 32 

framework of the management concept based on the strategic importance of competences in 33 

achieving goals by the firm, reffered to as Competence-Based Strategic Management. 34 

Competences understood in this way are the result of the integration of resources, capabilities 35 

and knowledge of a firm, as well as their coordinated – in the managerial context – use in the 36 

pursuit of the above-mentioned goals. 37 
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Based on the competences of people, it is possible to develop the competences of the firms, 1 

which are the most significant type of the firm success potentials, affecting the creation of the 2 

sustained, long-term competitive advantage of a firm. 3 

3. Embedding of firm competences within a strategic profile of firm success 4 

potentials in the concept of Competence-Based Strategic Management 5 

Resources, capabilities and competences, which are the potentials of the firm success, and 6 

thus the determinants of the firm competitive advantage, create the so-called strategic profile 7 

of the firm success potentials, including the following (figure 1): 8 

1. First-order success potentials in the firm competitive advantage creation, which include 9 

firm resources (in particular key resources), understood as all tangible and intangible 10 

assets at its disposal, constituting the basis for the development of firm capabilities and 11 

competences 12 

2. Second-order success potentials in the firm competitive advantage creation, which 13 

include firm capabilities (in particular key capabilities), enabling the integration of 14 

various resource compositions, as well as their active and effective involvement in the 15 

achievement of the firm goals. 16 

3. Third-order success potentials in the firm competitive advantage creation, which include 17 

firm competences resulting from the integration and coordination of firm resources and 18 

firm capabilities. Among the specific types of firm competences can be indicated key 19 

competences, which are of particular importance in firm competitive advantage 20 

creation, as well as metacompetences, conditioning the securing of the present firm 21 

competences as well as enabling the development of the new competences of a firm. 22 

The initial and primary condition for creating the firm competitive advantage is having 23 

adequate, both tangible and intangible resources (including knowledge resources) by a firm, 24 

which are the basic premise for achieving this advantage. For this reason, the firm resources 25 

can be perceived as the first-order success potentials in the firm competitive advantage creation. 26 

While having resources is a necessary condition for creating a competitive advantage,  27 

it does not seem to be a sufficient condition. As mentioned above, the mere possession of 28 

resources, i.e. the disposal of resources often does not immediately “translate” into  29 

a competitive advantage of the firm. To achieve it, specific capabilities to use resources in the 30 

implementation of the set goals and tasks are required. In this sense, the firm capabilities 31 

represent the second-order success potentials in the firm competitive advantage creation. 32 

  33 
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The integration and coordination of the firm resources and capabilities lead to the 1 

development of firm competences. Competences, perceived as sets of capabilities of active 2 

engaging and use of the diverse resource compositions in achieving the set goals, represent the 3 

third-order success potentials in the firm competitive advantage creation. 4 

In the context of the premises (conditions) and symptoms (effects) of the firm competitive 5 

advantage creation, the two types of firm competences play a significant role: 6 

1. Key competences, characterized by a significant impact on a firm competitive advantage 7 

creation, resulting from their unique characteristics. 8 

2. Metacompetences, securing continuous and effective use of the competences possessed 9 

by a firm as well as shaping the new firm competences, strengthening the firm 10 

aspirations to maintain or increase its competitive advantage (Matwiejczuk, 2018b). 11 
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Figure 1. Basic levels in strategic profile of firm success potentials. Adapted from: Matwiejczuk, 2014. 31 
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4. Competences in the hierarchy of the firm success potentials  1 

in the concept of Competence-Based Strategic Management 2 

With regard to the firm success potentials, one can speak not only about their strategic 3 

profile presented above, but also about a specific hierarchy that is co-created by individual 4 

levels concerning this hierarchy. The concept of the “hierarchy of success potentials” is a result 5 

of the development and refinement of the concept of the “hierarchy of competences”, proposed 6 

by Javidan (Javidan, 1998). The various types of success potentials are located at consecutive 7 

levels of this hierarchy, taking into account the context of their increasing importance in the 8 

firm competitive advantage creation (figure 2). 9 
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Figure 2. Hierarchy of success potentials affecting the firm competitive advantage creation. Adapted 33 
from: Matwiejczuk, 2014. 34 
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The basis for the development of the firm success potentials are its resources. The firm 1 

resources, which possess the first, and the lowest level in the hierarchy of success potentials of 2 

a firm affecting the creation of the competitive advantage, are necessary for the development 3 

of the firm capabilities. It is difficult to talk about capabilities themselves without any reference 4 

to resources. 5 

Moreover, assuming that firm competences are the result of the integration of firm resources 6 

and firm capabilities, it can be said that resources are also necessary for the development of 7 

competences, including key competences as well as metacompetences of the firm. 8 

As a final result, the capabilities, competences, key competences and metacompetences, 9 

perceived as potentials of the firm success, and situated at successive, higher and higher levels 10 

in the hierarchy of these potentials, “spread” on the resources possessed by the firm. 11 

5. Conclusion 12 

Within the article the most important characteristics of the roadmap transition from the 13 

Competency-Based Human Resources Management concept to the Competence-Based 14 

Strategic Management concept were presented. 15 

The basis for the formation and development of firm competence(s) is (are) personal 16 

competency(es). As a result, the basis for the formation and development of the Competence-17 

Based Strategic Management concept is the Competency-Based Human Resources 18 

Management concept. The outcomes of the research presented in the article confirm the 19 

significance of the firm competences in strategic management and business practice, which are 20 

embedded on the personal competences. 21 

Moreover, competences occupy a very distinctive place in the entire hierarchy of the firm 22 

success potentials, not only from the perspective of the concepts of the Competency-Based 23 

Human Resources Management as well as the Competence-Based Strategic Management,  24 

but also from the perspective of building broadly understood, long-term and sustainable 25 

competitiveness and competitive advantage of a firm. 26 

  27 



From Competency-Based Human Resources Management... 373 

References 1 

1. Armstrong, M. (2006). A Handbook of Human Resource Management Practice. London: 2 

Kogan Page. 3 

2. Burgoyne, J. (1989). Creating the Managerial Portfolio: Building on Competency 4 

Approaches to Management Development, Management Education and Development,  5 

Vol. 20 (No. 1), pp. 68-73. 6 

3. Delamare-Le Deist, F., and Winterton, J. (2005). What Is Competence? Human Resource 7 

Development International, Vol. 8 (No. 1), pp. 27-46. 8 

4. Durand, T. (2000). Forms of Incompetence. In: R. Sanchez, and A. Heene (Eds.), Theory 9 

Development for Competence-Based Management. Advances in Applied Business Strategy, 10 

Vol. 6, Part A (pp. 69-95). Stamford, CT: JAI Press Inc. 11 

5. Haddadj, S., and Besson, D. (2000). Introduction à la gestion des competences. Revue 12 

Française de Gestion, January-February, pp. 82-83. 13 

6. Heene, A., and Bartholomeeusen, L. (2000). An Agenda for Bridging Competence-Based 14 

(Strategic) Management and Competency-Based Human Resources Management.  15 

In: R. Sanchez, and A. Heene (Eds.), Implementing Competence-Based Strategies. 16 

Advances in Applied Business Strategy, Vol. 6, Part B (pp. 125-140). Bingley:  17 

JAI Press Inc. 18 

7. Heene, A., and Sanchez, R. (Eds.) (1997). Competence-Based Strategic Management. 19 

Chichester: John Wiley and Sons. 20 

8. Javidan, M. (1998). Core Competence: What Does it Mean in Practice? Long Range 21 

Planning, Vol. 31 (No. 1), pp. 60-71. 22 

9. Klarsfeld, A. (2000). La compétence, ses définitions, ses enjeux. Revue Gestion, March-23 

April, pp. 31-47. 24 

10. Lau, T., Chan, K.F., and Man, Th.W.Y. (2000). The Entrepreneurial and Managerial 25 

Competencies of Small Business Owner/Managers in Hong Kong: Conceptual and 26 

Methodological Considerations. In: R. Sanchez, and A. Heene (Eds.), Research in 27 

Competence-Based Management. Advances in Applied Business Strategy, Vol. 6, Part C 28 

(pp. 187-216), Stamford, CT: JAI Press Inc. 29 

11. Mansfield, B. (2004). Competence in Transition. Journal of European Industrial Training, 30 

Vol. 28 (No. 2/3/4), pp. 296-309. 31 

12. Matwiejczuk, R. (2014). Kompetencje logistyki w tworzeniu przewagi konkurencyjnej 32 

przedsiębiorstwa. Opole: Wydawnictwo Uniwersytetu Opolskiego. 33 

13. Matwiejczuk, R. (2018a). Istota i podstawowe wymiary koncepcji Competence-Based 34 

Management. Organizacja i Zarządzanie. Zeszyt sto osiemnasty (118). XL Jubileuszowe 35 

Śląskie Dni Organizacji. Nowoczesność Przemysłu i Usług. J. Pyka, R. Wolniak (eds.). 36 

Gliwice: Wydawnictwo Politechniki Śląskiej, pp. 383-393. 37 



374 R. Matwiejczuk 

14. Matwiejczuk, R. (2018b). Przesłanki tworzenia przewagi konkurencyjnej w oparciu  1 

o strategiczny profil logistycznych potencjałów sukcesu przedsiębiorstwa. 2 

Przedsiębiorczość i Zarządzanie, Tom XIX (Zeszyt 11, Część III), Logistyka w naukach  3 

o zarządzaniu. Część 1. A. Bujak, K. Topolska, K. Kolasińska-Morawska (eds.). Łódź-4 

Warszawa: Wydawnictwo Społecznej Akademii Nauk, pp. 143-152. 5 

15. Sanchez, R., Heene, A., and Thomas, H. (1996). Towards the Theory and Practice of 6 

Competence-Based Competition. In: R. Sanchez, A. Heene, and H. Thomas (Eds.), 7 

Dynamics of Competence-Based Competition: Theory and Practice in the New Strategic 8 

Management (pp. 1-36). London: Elsevier. 9 

16. Teodorescu, T. (2006). Competence versus Competency. Performance Improvement,  10 

Vol. 45 (No. 10), pp. 27-30. 11 

17. Woodruffe, C. (1991). Competent by Any Other Name, Personnel Management, Vol. 23 12 

(No. 9), pp. 30-33. 13 


