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ABSTRACT

Aim: This paper synthesizes and systematizes concepts of managerial competencies in management scienc-
es and organizational economics, with particular emphasis on linking competencies to resource allocation,
costs, and organizational economic performance. Methods: The study is a review-based and theoretical
approach. A critical literature analysis was conducted, combining synthesis and comparison of definitional
approaches, classifications, and competency models. Sources were selected from domestic and international
literature indexed in Scopus, Web of Science, and Google Scholar, with an emphasis on post-2020 publica-
tions that address digitalization, uncertainty, and crisis conditions. Results: The review confirms substantial
terminological ambiguity and fragmentation, which limit comparability across studies and weaken practical
applicability. As an authorial contribution, the paper proposes an integrative classification that consolidates
dispersed models into seven overarching competency groups: strategic and business; leadership; managerial
and organizational; cognitive and meta-competencies (including adaptability and resilience); social and com-
munication; technical and knowledge management; and human resource management. Evidence from em-
pirical studies suggests that interpersonal, planning, and adaptive competencies are consistently crucial for
managerial effectiveness across various sectors, while a recurring competency gap persists between current
and desired profiles. Conclusions: Managerial competencies should be conceptualized as a dynamic human
capital resource shaping operational efficiency, adaptive capacity, and economic performance. Competency
models are justified for HRM diagnosis, development, and succession planning, provided they are contextu-
alized to sector-specific conditions and VUCA-related challenges.
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INTRODUCTION

Contemporary organizations operate in a dynamic
environment characterized by rapid economic chang-
es, escalating globalization, and heightened market
uncertainty. In such an environment, the role of man-
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agers becomes particularly significant as they make
decisions amid limited information and heightened
risk. They are responsible not only for current resource
management but also for the organization’s ability
to adapt, develop, and achieve sustainable economic
efficiency. The pressure for efficiency, arising from
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market competition and stakeholder expectations,
makes managerial competencies one of the key factors
determining the effective functioning of organizations
and the rational management of resources.

From the perspective of organizational economics,
managerial competencies should be perceived as a cru-
cial element of human capital that influences the allo-
cation of resources, the level of incurred costs, and the
financial results achieved. Decisions made by managers
pertain to various aspects, including investment direc-
tions, work process organization, employment structures,
and methods of employee motivation. Consequently,
these decisions have a direct impact on labor productivity,
the efficiency of organizational processes, and the com-
petitiveness of enterprises. The literature in management
science and organizational economics emphasizes that
the quality of managerial competencies significantly
determines an organization’s ability to achieve economic
goals and build a sustainable competitive advantage.

AIM AND METHOD

Despite the extensive body of literature on the sub-
ject, the issue of managerial competencies is charac-
terized by significant ambiguity, evident in the multi-
tude of definitions, classifications, and dispersed the-
oretical models. The lack of a coherent and synthetic
approach complicates the comparison of research re-
sults and the practical application of scientific knowl-
edge in organizational management. Consequently,
the aim of this article is to synthesize and systematize
the concepts of managerial competencies presented
in scientific literature. The article is situated within
the fields of management science and organizational
economics and is theoretical in nature, encompassing
an analysis of selected conceptual approaches without
conducting original empirical research. The review
is narrative-critical with elements of organization
(systematization of concepts and models). This means
the goal is not to exhaustively enumerate the entire
body of work or conduct a meta-analysis, but rather
to reconstruct the main currents, identify definitional
disputes, and integrate dispersed classifications into
a coherent model. The selection of literature was pur-
poseful and issue-driven: it included classical works
that shaped the language and frameworks of research
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(e.g., Boyatzis) and contemporary publications (post-
-2020), as the conditions of management (digitization,
uncertainty, crises) alter the structure of competency
requirements. Some earlier frameworks do not direct-
ly address adaptive and digital competencies.

Both Polish and foreign literature were included
complementarily: international sources provide a ref-
erence to dominant models and trends, while domestic
sources allow for capturing the institutional context
and management practices within Polish organizations
(terminology, HRM practices, sectoral specificity).
The search was conducted in Scopus, Web of Science,
and Google Scholar databases, with selection based
on content relevance, source quality, and connection
to the research problem.

The literature selection followed a purposeful, is-
sue-driven logic consistent with a narrative-critical
review approach. Sources were included if they (1) ex-
plicitly addressed managerial competencies or closely re-
lated constructs (e.g., management or leadership compe-
tencies) and (2) contributed to definitional clarification,
proposed classifications or models, or provided empirical
evidence on competency profiles, competency gaps,
or relationships between competencies and effectiveness.

Priority was given to peer-reviewed journal articles,
scholarly monographs, and review papers indexed
in Scopus and Web of Science. Google Scholar was
used as a complementary search engine to identify
additional relevant publications and citations. The core
of'the review focused on post-2020 publications, reflect-
ing the increased relevance of digitalization, uncertain-
ty, and crisis-related competency requirements; seminal
and classical works were included to ensure conceptual
continuity and enable meaningful comparison.

Publications were excluded if they (1) discussed
competencies in a generic manner without a manage-
rial or leadership focus, (2) constituted non-scholarly
opinion pieces lacking conceptual or methodological
grounding, (3) duplicated content already captured
in higher-quality sources, or (4) provided insufficient
information to assess their relevance to the research
problem. Screening progressed from title and abstract
review to full-text assessment, with final inclusion
determined by thematic relevance, source quality,
and contribution to the study’s objectives of synthesis
and systematization.
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The author’s contribution to this work consists of:

»  organizing the ambiguous definitional approaches
to managerial competencies by juxtaposing them
within a conceptual framework;

* integrating dispersed classifications into an origi-
nal structure of seven competency groups;

* indicating how the individual competency groups
connect with the economic dimension of man-
agement (resource allocation, costs, efficiency),
enhancing the applicability of the synthesis for
HRM practice and controlling;

e formulating an original, synthetic definition
of a manager, developed based on a critical analy-
sis and integration of selected literary approaches,
serving as a reference point for further discussions
on managerial competencies.

THE MANAGER AS A SUBJECT
OF THE MANAGEMENT PROCESS

When considering managerial competencies,
it is worthwhile to start with a definition of the role
of a manager, as the scope and nature of competencies
are directly determined by the functions performed
and the responsibilities of the position. Only by defin-
ing who a manager is and what tasks they perform can
the concept of managerial competencies be properly
organized. Therefore, the definitions of a manager
and their basic functions are presented first, followed
by a discussion of the concept of competencies
and their importance in management processes.

A manager is a person who performs management
functions in accordance with the objectives, tasks,
and responsibilities assigned to their position. They are
responsible for planning and implementing strategies,
setting goals, coordinating work, and evaluating results,
with a primary focus on operational management, which
involves directing the day-to-day activities of the organ-
ization [Tohatan 2020]. In this sense, their role is not
limited to performing procedures but includes having
a real impact on the effectiveness of the organization.

Managerial effectiveness refers to the ability
to achieve sustainable results while maintaining team
engagement. Management effectiveness encompasses
not only the achievement of quantitative goals but also
the building of relationships and conditions condu-
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cive to long-term cooperation [Horstman et al. 2023].
At the same time, the best managers go beyond
day-to-day operational coordination by implementing
developmental and innovative solutions that can gen-
erate revenue growth and even lead to industry change
[Austin 2017]. The role of a manager, therefore, com-
bines operational and developmental dimensions.

A manager is also a person in a managerial position,
responsible for managing people, controlling the im-
plementation of tasks, and making decisions necessary
for the organization’s functioning in a changing en-
vironment [Le$niewski 2024]. This requires striking
a balance between control and flexibility in responding
to change. Management is therefore a complex process
that requires knowledge and experience, and a mana-
gerial career is a gradual one, depending, among other
things, on competence and conscious development
planning. An effective manager should develop techni-
cal, interpersonal, and personal skills, creating a coher-
ent professional profile [Pashovska 2025].

It is also important to distinguish between the roles
of a manager and a leader. A manager focuses on plan-
ning, organizing, and controlling activities, while a lead-
er sets the direction for development, builds a vision,
and inspires and motivates employees [Wooi 2020].
These roles are not contradictory but complementary,
as modern organizations require both efficient manage-
ment and change-oriented leadership. In the literature,
the functions of a manager are described as a set of re-
lated activities, including classic management functions
as well as decision-making and leadership roles. To or-
ganize these approaches, Table 1 summarizes the main
functions of a manager based on the concepts of Tutova
[2020] and Rogowski [2022].

The presented approaches to the functions and roles
of a manager have been integrated in this study into
a single, synthetic definition of a manager, formulated
by the author based on an analysis of the literature
on the subject. This definition organizes the scattered
approaches and provides a point of reference for fur-
ther consideration of managerial competencies.

For the purposes of this article, a manager is un-
derstood as a person performing a managerial function
in an organization, responsible for planning, organiz-
ing, coordinating, and controlling activities, as well
as making decisions that affect the achievement
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Table 1. The key functions of a manager in an organization

Function Scope and significance
Setting organizational goals and directions of development, making strategic and operation-
Planning al decisions, analyzing information, and planning actions under conditions of uncertainty
and risk.
Oreanizin Allocation of human, financial, and material resources; designing organizational structures;
& & task division; and ensuring conditions for achieving organizational objectives.
. . Direct influence on employees through communication, motivation, inspiration, and
Leading and leadership ploy g P

the development of engagement and trust-based relationships.

Recruitment, development, appraisal, and compensation of employees; supporting

Human resource management
izational goals.

Control and performance
evaluation

Decision-making and economic

the development of team competencies; and shaping attitudes conducive to achieving organ-

Monitoring goal attainment, comparing results with plans, identifying deviations,
and undertaking corrective actions.

Making decisions affecting costs, economic efficiency, and financial performance; rational

role resource management; and accountability for economic outcomes.

External relations and adaptation

Responding to market, technological, and social changes; adapting the organization to envi-
ronmental conditions; and integrating internal objectives with market requirements.

Source: the author based on Tutova [2020] and Rogowski [2022].

of organizational goals and economic -efficiency.
The role of a manager encompasses both managing
day-to-day operations and initiating development
activities, which require integrating technical, organ-
izational, and interpersonal competencies, as well
as elements of leadership focused on building employ-
ee engagement, fostering trust-based relationships,
and enabling the organization to adapt in a changing
environment.

COMPETENCE AS A FIELD OF RESEARCH
IN MANAGEMENT SCIENCES

Qualifications versus competencies

In the academic literature, the concept of compe-
tence is interpreted ambiguously, as reflected in the nu-
merous definitions used in management sciences. One
of the most frequently cited definitions is proposed
by Boyatzis, who conceptualizes competencies as en-
during, internal characteristics of an individual — such
as motives, traits, skills, and knowledge — that are
expressed through effective and superior job-related
behaviors and performance outcomes [Boyatzis 1982,
Armstrong and Taylor 2016].
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An important extension of this discussion
is the distinction between competencies and quali-
fications (Fig. 1). Qualifications are formal and in-
stitutional in nature, encompassing knowledge, ex-
perience, and official credentials that authorize
individuals to perform specific professional tasks
[Konieczny 2023]. Competencies, by contrast, refer
to the ability to effectively apply these resources
in practice and are primarily manifested in an indi-
vidual’s behavior within specific organizational con-
texts [Balcerzyk and Zapata 2020].

The literature also emphasizes the dynamic na-
ture of competencies, which evolve with experience
and changes in the socio-economic environment.
In the context of generational change and increasing
uncertainty, formal qualifications alone are insuffi-
cient if they are not accompanied by adaptive compe-
tencies and a capacity for continuous learning [Ruszaj
and Btazejewski 2021]. Accordingly, qualifications
may be viewed as a formal resource, whereas compe-
tencies represent a key determinant of effective indi-
vidual performance in professional roles.

The literature increasingly emphasizes the im-
portance of key competencies for future managers.

https://aspe.sggw.edu.pl
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Qualifications

Formal and institutional in nature, validated by diplomas,
certificates, and professional experience. They serve a selective
function in recruitment processes and constitute a relatively
stable condition for entry into a given professional role.

Refer to the practical ability to apply knowledge and skills
in action. They are manifested in behaviors and work outcomes,
are dynamic in nature, and also encompass attitudes, motivation,
and the capacity to adapt to change, thereby determining
an individual’s effectiveness within an organization.

Fig. 1. Differences between qualifications and competencies in theoretical perspective

Source: the author based on the literature review.

Analyses published, among others, in Forbes highlight
creativity and innovation, empathy, active listening
skills, well-developed emotional intelligence, as well
as perseverance in achieving goals and maintaining
organizational stability [ Westfall 2019].

At the same time, scholars emphasize that
a defining characteristic of contemporary organ-
izations is the need for permanent change, which
shifts the emphasis toward adaptive and higher-
-order competencies. These competencies encom-
pass not only responding to new conditions but also
the active co-creation of change and the resolution
of problems emerging at the intersection of estab-
lished solutions and a new socio-economic order
[Kwiatkowski 2018].

A comparison of theoretical perspectives reveals
that definitional debates primarily focus on the scope
of the competence construct. Classical approaches em-
phasize relatively stable individual attributes and their
relationship to superior performance, which facilitates
the development of selection-oriented models but
is often criticized for underestimating the influence
of organizational context. In contrast, contemporary
approaches emphasize the developmental and situ-
ational nature of competencies, making them more
responsive to the VUCA environment; however, they
often result in an excessive broadening of the con-
struct, which reduces research comparability and com-
plicates the implementation of competency models.
In practical terms, this implies that the usefulness
of a given definition depends on its purpose: selection
and performance appraisal require more measurable
approaches, whereas development and change man-
agement call for dynamic conceptualizations.
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The evolution of the competency approach
in management theory

The scope of managerial competencies is closely
linked to the roles and functions performed by man-
agers and therefore evolves in line with organizational
development and changes in the external environment.
The expansion of competency frameworks constitutes
a response to contemporary and future challenges.
In the traditional management model, characteris-
tic of the formative period of capitalism, managers
were expected primarily to possess specific bodies
of knowledge and skills oriented toward planning,
control, and supervision of work — requirements that
differ in many respects from those prevailing today.

Contemporary management approaches shift the em-
phasis toward interpersonal relationships, with the ability
to build trust-based relationships emerging as a key man-
agerial competency domain. As a result, the importance
of competencies related not only to employee engage-
ment in organizational processes but also to fostering
employee satisfaction, well-being, and job satisfaction
has increased significantly [Skowronek 2022].

Managerial competencies in relation to other
categories of competencies

Individual and organizational competencies
differ primarily in terms of their level of analysis
and the functions they perform in management pro-
cesses. Individual competencies refer to the attributes,
behaviors, and capabilities of an individual that deter-
mine effectiveness, employability, and career develop-
ment. They encompass not only knowledge and skills
but also attitudes, motivation, and the ability to adapt
to changing work conditions.
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Organizational competencies, by contrast, are
collective in nature and result from the integration
of individual employees’ competencies with organi-
zational resources, structures, and processes. Their
core lies in the organization’s capacity to coordinate
activities, leverage knowledge, and achieve sustain-
able competitive advantage. In Skrinjari¢’s frame-
work, individual competencies serve as the starting
point for the development of organizational compe-
tencies; however, it is their alignment with strategic
objectives and the organization’s operating context
that ultimately determines economic and organiza-
tional outcomes [Skrinjari¢ 2022]. Accordingly, in-
dividual competencies focus on individual potential,
whereas organizational competencies reflect the or-
ganization’s ability to transform this potential into
measurable results.

Definitions and key theoretical assumptions

Effective shaping of employees’ behavioral out-
comes requires appropriate leadership at managerial
levels. Managerial competencies extend beyond
the formal coordination of tasks to include active in-
volvement in employee development and the imple-
mentation of organizational solutions. By influencing
employees’ attitudes and behaviors, managers create
conditions that foster engagement and organizational
commitment. In this respect, managerial competencies
are broader in scope than employee competencies,
as they focus on coordination, influence, and align-
ing individual actions with organizational objectives,
rather than solely on the execution of individual tasks.
As indicated by Alebiosu et al., the level of managerial
competencies significantly determines an organiza-
tion’s ability to leverage employees’ behavioral po-
tential and achieve its intended outcomes effectively
[Alebiosu et al. 2022].

Managerial competencies can be defined
as a set of attributes and resources that enable
effective leadership and organizational manage-
ment in the face of change and uncertainty. They
encompass motivation, knowledge, managerial
and interpersonal skills, as well as personality traits
that support constructive and low-conflict goal
attainment. Consistent with contemporary compe-
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tency-based approaches, managerial competencies
should be measurable, developable, and explicitly
linked to the responsibilities associated with a given
managerial role, thereby enabling their systematic
assessment and practical application in manage-
ment practice [Heina 2020].

Key groups of managerial competencies

A review of the relevant literature suggests that
managerial competencies constitute a complex, multi-
dimensional construct encompassing both the manag-
er’s individual resources and their ability to influence
others and operate effectively within complex organ-
izational structures. Scholars emphasize that manage-
rial competencies are dynamic, contextual, and hierar-
chical in nature, and that their scope extends beyond
employee competencies by focusing on coordination,
leadership, and accountability for organizational
outcomes.

In response to the fragmentation of existing theo-
retical perspectives, an original classification is pro-
posed that integrates the most frequently identified
definitional and empirical themes. The classification
follows a logic “from economic outcomes to mana-
gerial behaviors”, grouping competencies into seven
overarching, high-level domains that allow for further
industry-specific elaboration:

1. Strategic and business competencies — includ-
ing strategic orientation, goal setting and pri-
oritization, economic analysis, innovativeness,
and the assessment of decision impacts on organ-
izational performance [Fanelli et al. 2020, Heina
2020, Szczepanska-Woszczyna and Gatnar 2022].

2. Leadership competencies — referring to inspir-
ing and engaging employees, exerting influ-
ence, building trust-based relationships, as well
as ethical conduct and social responsibility [Fanelli
et al. 2020, Heina 2020, Skowronek 2022, Wyrzy-
kowska et al. 2024].

3. Managerial and organizational competencies —
encompassing decision-making, team manage-
ment, task delegation, coordination of activities,
and the resolution of problems and conflicts
[Fanelli et al. 2020, Heina 2020, Szczepanska-
-Woszczyna and Gatnar 2022].

https://aspe.sggw.edu.pl
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4. Cognitive competencies and metacompetencies —
associated with analytical and conceptual think-
ing, learning capability, adaptability to change,
and resilience under conditions of uncertainty
and crisis [Barczak 2021, Ahti et al. 2023].

5. Social and communication competencies — includ-
ing effective communication, empathy, teamwork,
employee motivation, and relationship management
with stakeholders [Heina 2020, Szczepanska-Wo-
szczyna and Gatnar 2022, Wyrzykowska et al. 2024].

6. Technical competencies and knowledge man-
agement — referring to industry-specific ex-
pertise, the use of information technologies,
and the acquisition, analysis, and organiza-
tion of information, particularly important
inknowledge-basedorganizations[Szczepanska-
-Woszczyna and Gatnar 2022].

7. Human resource management competencies —
encompassing recruitment, employee develop-
ment and motivation, support for autonomy,
and the application of appropriate leadership
styles [Glowienka 2022].

A common element across the analyzed perspectives
is the emphasis on the fact that managerial effectiveness
does not result from the possession of isolated skills but
rather from the integration of multiple competency do-
mains, including metacompetencies that enable action
under dynamic and complex conditions. At the same
time, the literature remains definitional and classifica-
tory heterogeneous: classical approaches emphasize
relatively stable individual characteristics [Boyatzis
1982, Armstrong and Taylor 2016], whereas more recent
perspectives highlight the contextual, developmental,
and adaptive nature of competencies [Skowronek 2022].

The synthesizing contribution of this article
lies in organizing these approaches into a coherent
model of seven overarching competency domains
and in demonstrating their applicability across dif-
ferent organizational contexts (stable, crisis, digital,
and sector-specific). Compared with earlier clas-
sifications, the model places particular emphasis
on the role of metacompetencies as a higher-order
layer [Barczak 2021, Ahti et al. 2023], distinguish-
es human resource management as an autonomous
domain of managerial competencies [Glowienka
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2022], and incorporates the growing importance
of technological and knowledge-intensive compo-
nents in smart organizations [Prokopowicz 2022].
The proposed seven-domain classification is con-
ceptually grounded in classical competency theory;
however, itextends and reorganizes existing approach-
es in several important ways. In line with Boyatzis’s
competency perspective, it conceptualizes competen-
cies as resources manifested in behavior and linked
to effectiveness. At the same time, it shifts the ana-
lytical emphasis beyond individual performance out-
comes toward the economic dimension of managerial
decision-making (e.g., resource allocation, costs,
and efficiency). Compared with broad skills-based
taxonomies that typically group competencies into
technical, interpersonal, and conceptual domains,
the proposed model retains these core distinctions
but unpacks them into more specific and actiona-
ble domains suited to contemporary organizations
(e.g., separating leadership from managerial-or-
ganizational execution and distinguishing social
communication competencies as a distinct clus-
ter). Moreover, unlike many earlier classifications
in which human resource management is treated
as a subset of leadership or general managerial skills,
the present model conceptualizes HRM competen-
cies as an autonomous domain, reflecting managerial
responsibility for staffing, development, appraisal,
and motivation processes. Finally, the framework
explicitly elevates metacompetencies (e.g., learning
capability, adaptability, resilience) to a higher-order
layer that enables effective functioning under VUCA
conditions and complements sector-specific techni-
cal competencies as well as knowledge management.
This positioning clarifies the added value of the pro-
posal: it integrates previously fragmented models
into a coherent structure while simultaneously link-
ing competency domains to managerial actions that
influence organizational economic outcomes.

Managerial competencies and organizational
effectiveness

The significance of managerial competencies is reflec-
ted in their multidimensional impact on organizational
functioning and effectiveness. Competent managers play
akey role in achieving organizational objectives by helping

49



Wilczyniska, M., (2026). Managerial competencies in management theory - a literature synthesis and a classification proposal. Acta Sci.

Pol. Oeconomia, 25 (1), 43-54, DOI: 10.22630/ASPE.2026.25.1.4

employees understand these goals and by coordinating
individual and team activities [Dler and Tawfeq 2021].
Managerial competencies also facilitate the efficient use
of limited resources, enabling cost reduction and minimiz-
ing waste, which in turn enhances economic efficiency.

Authors further emphasize the role of managers
in adapting organizations to rapidly changing environ-
ments by initiating development activities, support-
ing adaptive processes, and ensuring the availability
of up-to-date knowledge. An important dimension
of managerial competencies is also ethics and social
responsibility, which foster trust, reduce conflicts,
and create conditions for smooth and stable organiza-
tional functioning [Dler and Tawfeq 2021].

Review of empirical research

Research on managerial competencies focuses
on identifying and systematizing the skills and attrib-
utes necessary for effective fulfillment of managerial
roles in dynamic organizational and market condi-
tions. These analyses encompass various management
levels and sectoral contexts, with a particular focus
on adaptive, leadership, decision-making, and inter-
personal competencies, as well as metacompetencies
that facilitate learning and long-term development.

An example of this line of research is a study conduct-
ed among managers of cinema facilities in Poland, which
found that work-related attitudes and people-manage-
ment skills, supporting team motivation and engagement,
are central to the current competency profile. Technical,
interpersonal, and conceptual competencies, which facil-
itate decision-making and development planning, were
also highly valued. The study further identified a gap
between the current and desired managerial competency
profiles, confirming the need for systematic development
of competencies [Pytel 2023].

Complementing these findings, Prokopowicz [2022]
highlights the importance of managerial competencies
in the development of smart organizations. Strategic,
analytical, and leadership competencies were empha-
sized as essential for integrating digital technologies
into organizational processes and effectively managing
knowledge and innovation in uncertain conditions.
Social and communication competencies were also
identified as crucial for fostering employee engagement
in technology-driven environments.
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Empirical evidence from Sikorski and Kowalczyk
[2024], examining sales team management practices
in retail banking, shows that highly effective manag-
ers exhibit strong planning and organizational com-
petencies, including advance action planning, clear
communication of goals, and systematic monitoring
of their implementation. Interpersonal competencies —
such as individualized employee approaches, regular
feedback, and the application of diverse motivational
techniques — were found to be key differentiators be-
tween more and less effective managers.

The influence of organizational context is fur-
ther confirmed by Kmecova and Juracka [2023],
who found that the application of managerial com-
petencies is significantly affected by company size
rather than sector. The highest levels of competen-
cies were observed in large enterprises, suggesting
a link between organizational scale and the maturity
of management processes.

In summary, contemporary empirical research con-
firms the growing importance of adaptive, leadership,
and interpersonal competencies, while emphasizing
the role of technological and organizational context
and the analysis of competency gaps. These findings
indicate that effective management requires the in-
tegration of multiple competency domains, tailored
to the dynamic and uncertain conditions in which or-
ganizations operate. A summary of the key empirical
findings is presented in Table 2.

The empirical studies reviewed, however, dif-
fer in terms of managerial levels examined, meth-
ods of competency assessment (self-assessment,
360-degree evaluation, or indirect indicators),
and definitions of effectiveness (sales results,
supervisor evaluations, organizational metrics).
Consequently, some findings are directional rather
than strictly comparable. This highlights the need
for standardized operationalization of competen-
cies and a clear distinction between competencies
as self-reported and those manifested in observable
behaviors. The synthesized empirical results provide
a foundation for deriving practical implications for
management practice. The following chapter dis-
cusses the practical applications related to the de-
velopment of managerial competencies and the use
of competency models within organizations.
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Table 2. Cross-sectional conclusions from empirical studies on managerial competencies

Area of conclusion

Content of the conclusion

Sources

Interpersonal and leadership

Regardless of sector, interpersonal and leadership competencies — such
as communication, motivation, relationship building, trust, and an in-

Pytel 2023, Sikorski

. .. . . . and Kowalczyk
competencies dividualized approach to employees — constitute a key factor differen- 2024 Y
tiating more effective managers from less effective ones.
Managerial effectiveness is strongly associated with the ability Sikorski
Organizational and planning  to plan activities, clearly formulate goals, systematically monitor their and Kowalczvk
competencies achievement, and act consistently, which supports more efficient use 2004 Y

of human resources and higher operational effectiveness.

Adaptive competencies
and metacompetencies

Under conditions of crisis and high uncertainty, the importance

of adaptive competencies and metacompetencies — such as resilience
to change, learning capability, and cognitive flexibility — increases,
complementing and often exceeding the relevance of procedural
competencies.

Ahti et al. 2023,
Rippel and Huzar
2023

Digital competencies

In smart organizations, the integration of managerial competencies
with digital competencies and the ability to manage knowledge and in-

and knowledge management

novation becomes critical, shifting the managerial role toward that

Prokopowicz 2022

of a technology — process integrator.

Empirical evidence indicates a gap between managers’ current and ex-

Competency gap

pected competencies, which justifies the use of competency models

Pytel 2023

in HRM as tools for diagnosis and development planning.

Source: the author based on the review of empirical research.

PRACTICAL IMPLICATIONS FOR MANAGEMENT

Empirical findings and literature reviews consist-
ently indicate that managerial competencies — par-
ticularly those related to interpersonal and leadership
skills — are crucial for effective team management
across various organizational sectors. Studies confirm
that successful managers exhibit strong communica-
tion skills, the ability to motivate employees, individ-
ualized approaches to team members, and the capacity
to build trust-based relationships, all of which directly
enhance organizational effectiveness [Pytel 2023,
Sikorski and Kowalczyk 2024].

From a management practice perspective, a key
implication is the need for systematic development
of managers’ soft skills, which research shows differen-
tiate highly effective managers from less effective ones
to a greater extent than purely technical competencies.
This includes developing abilities in planning, assessing
employee potential, providing constructive feedback,

https://aspe.sggw.edu.pl

and applying a range of motivational tools beyond
financial incentives [Sikorski and Kowalczyk 2024].
The findings also underscore the value of com-
petency models as tools to support human resource
management. Such models can provide a foundation
for designing managerial development programs, suc-
cession planning, and identifying gaps between current
and desired managerial competency profiles. Howev-
er, the effectiveness of competency models depends
on their flexibility and alignment with industry-specific
requirements and contemporary organizational chal-
lenges, such as digital transformation and crisis man-
agement [Prokopowicz 2022, Rippel and Huzar 2023].
For managers and practitioners, it is particularly im-
portant to view competencies not as a static set of attrib-
utes, but as a dynamic resource that requires continuous
development and updating. Research highlights that
the deliberate cultivation of managerial competencies
contributes to organizational resilience, enhances team
collaboration, and increases the organization’s capacity
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to adapt under conditions of uncertainty and environ-
mental change [Pytel 2023, Rippel and Huzar 2023].

The proposed seven-domain framework can be
operationalized as a practical HRM tool by translating
each domain into a concise set of observable behavio-
ral indicators and embedding them within role-specific
competency profiles. First, organizations can construct
a competency matrix (seven domains X managerial lev-
el/role) that distinguishes core competencies (required
across roles) from contextual competencies (sector-,
function-, or project-specific). Second, assessment can
combine structured behavioral interviews and 360-degree
feedback with role-relevant simulations or work-sample
tasks (e.g., case-based decision scenarios for strategic-
-business competencies, conflict-resolution sim-
ulations for social-communication competencies,
and change-leadership exercises for metacompetencies).
Third, gaps identified between current and target profiles
can be linked to individualized development plans, men-
toring or coaching, rotational assignments, and targeted
training modules aligned with each domain.

Importantly, the framework facilitates the inte-
gration of competency development with controlling
and performance management by enabling
the monitoring of selected organizational indicators
that are plausibly influenced by managerial decisions
(e.g., process efficiency, employee turnover and en-
gagement, error rates, or cost deviations), while avoid-
ing an overly narrow, short-term outcome focus.
Such an approach enhances the practical applicabil-
ity of the proposed synthesis and supports evidence-
-informed selection, development, and succession plan-
ning under VUCA conditions.

CONCLUSIONS

The literature review indicates that managerial
competencies constitute a complex, multidimensional
construct encompassing strategic, leadership, mana-
gerial, social, communication, cognitive, technical,
and human resource management competencies. Con-
temporary theoretical perspectives emphasize the dy-
namic and contextual nature of managerial effective-
ness, highlighting that it does not stem from isolated
skills but from the integration of multiple competency
domains — often referred to as metacompetencies —
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that enable adaptation to change and effective func-
tioning under conditions of uncertainty. In line with
the article’s objectives, the synthesis and systematiza-
tion of managerial competency concepts have allowed
for the organization of key theoretical approaches
and the identification of competency domains consid-
ered essential in contemporary management.

The findings further suggest that managerial compe-
tencies should not be applied in organizations as a gen-
eral catalog of desired traits, but rather as a practical
tool to support managerial decisions and HRM pro-
cesses. In practice, this implies applicability on three
complementary levels. First, at the level of diagnosis
and role alignment, it is appropriate to develop compe-
tency profiles tailored to management level and function
(e.g., operational, sales, project-based, or research
and development roles), with a distinction between core
and contextual competencies. Second, at the develop-
ment level, recurring empirical findings regarding com-
petency gaps justify designing development programs
focused on interpersonal and leadership competencies,
planning and organizational skills, and adaptive meta-
competencies, using tools that facilitate the transfer
of learning to practice. Third, at the organizational
outcomes level, managerial competencies should be
analyzed in relation to economic performance, as they
influence costs, productivity, and resource allocation
through decisions regarding work organization, staffing
structure, and coordination of activities.

It should be noted that the limitations of this article
include its theoretical and literature-review nature, with-
out original empirical research, as well as the fact that
the selected literature, despite following defined criteria,
does not exhaust the full body of research in the field.
Consequently, future research should focus on empir-
ically verifying the proposed managerial competency
classification, particularly by identifying gaps between
current and desired competency profiles of manageri-
al staff, as well as on standardizing operationalization
and measurement methods for competencies.

The contribution of this article lies in the proposed
classification of seven managerial competency domains
and the corresponding definition of a manager, which
organizes dispersed theoretical perspectives and provides
a conceptual framework applicable to both empirical
research and the design of HRM and control tools. This
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framework enhances the practical applicability of the com-
petency concept by emphasizing the need to link compe-
tency assessment with organizational performance indi-
cators in a methodologically controlled manner, without
reducing competencies solely to short-term outcomes.
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KOMPETENCJE MENEDZERSKIE W TEORII ZARZADZANIA - SYNTEZA LITERATURY

| PROPOZYCJA KLASYFIKACII

STRESZCZENIE

Cel: Celem artykutu jest synteza i systematyzacja koncepcji kompetencji menedzerskich prezentowanych
w literaturze nauk o zarzadzaniu oraz ekonomii organizacji. Szczeg6lny nacisk potozono na powigzanie
kompetencji menedzerskich z racjonalng alokacja zasobow, kosztami oraz wynikami ekonomicznymi orga-
nizacji. Metody: Artykut ma charakter przegladowo-teoretyczny. Zastosowano analiz¢ krytyczng literatury
oraz metode¢ syntezy i poréwnania podej$¢ definicyjnych, klasyfikacji i modeli kompetencyjnych. Dobor
zrodet obejmowat literatur¢ krajowa i zagraniczng (artykuly naukowe, monografie, prace przegladowe)
z wykorzystaniem baz Scopus, Web of Science i Google Scholar. Analiza uwzgle¢dniata dorobek klasyczny,
jednak zasadniczy trzon przegladu stanowily publikacje po 2020 r., odnoszace si¢ do wspodtczesnych uwa-
runkowan zarzadzania (m.in. cyfryzacji, niepewnosci i kryzysow). Wyniki: Przeglad potwierdzit istotng nie-
jednoznacznos$¢ terminologiczng i rozproszenie uj¢¢ kompetencji menedzerskich, co utrudnia poréwnywanie
wynikow badan oraz wdrazanie modeli kompetencyjnych w praktyce. Na podstawie syntezy uporzagdkowano
kompetencje w siedem nadrzednych grup: strategiczne i biznesowe; przywoddcze; zarzadcze i organizacyjne;
poznawcze i metakompetencje (adaptacja, odpornosc); spoteczne i komunikacyjne; techniczne oraz zarza-
dzanie wiedza; zarzadzanie zasobami ludzkimi. Zestawienie badan empirycznych wskazuje, ze niezaleznie
od sektora kluczowe dla skutecznosci menedzerow sa kompetencje interpersonalne, planistyczne oraz ada-
ptacyjne, a takze wystepowanie luki miedzy profilem aktualnym a oczekiwanym. Wnioski: Kompetencje
menedzerskie nalezy traktowaé jako dynamiczny zasob kapitatu ludzkiego determinujgcy sprawno$¢ opera-
cyjna, zdolnos¢ adaptacji i efektywnos$¢ ekonomiczng organizacji. Z punktu widzenia praktyki zasadne jest
wykorzystywanie modeli kompetencyjnych w HRM do diagnozy, rozwoju i planowania sukcesji, z jednoczes-
nym dostosowaniem do kontekstu branzowego i wyzwan srodowiska VUCA.

Stowa kluczowe: kompetencje menedzerskie, zarzadzanie, kapitat ludzki, efektywno$¢ organizacyjna
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