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Abstract

The competency approach is one of the latest approaches in human resource management,
which tries to make the human resource management systems coherent and integrated by
focusing on the organization's competencies and realizing the organization’s lofty goals in
achieving sustainable competitive advantage. The current research was conducted to create a
human resource competency model of Mazandaran Gas Company. This research is applied-
developmental and qualitative in terms of purpose and implementation (using the multi-
grounded theory approach). To collect information, various databases from 2010 to 2023 were
reviewed for foreign research and from 2015 to 2023 for domestic articles. Also, the laws and
regulations of the upstream oil industry in the Mazandaran Gas Company and the description
of the duties of each unit were examined to identify the dimensions of human resources
competence of the Mazandaran Gas Company, and an in-depth interview was conducted with
23 experts who have high work experience. MAXQDA software was used to analyze,
categorize, and code indicators. After examining the texts of the conducted interviews, the
description of the duties of all departments, related articles in this field, and their coding and
categorization, 514 concepts (with a frequency of 914) and 59 subcategories were identified.
Finally, a three-dimensional model was extracted after placing and integrating the obtained
indicators. Based on this model, the competence dimensions of Mazandaran's human resources
include the individual, the organizational, and the social dimensions.

Extended abstract

1. Introduction

Considering that the growth and development of
any organization depend on its knowledge and
ability, the first and most important step in this
direction is to identify the level of characteristics
in organizational employees. The most useful
tool in recognition is awareness of employees'
competencies.

Competence is a system approach to
employees that includes all those traits,
characteristics, skills, and attitudes related to
effectiveness in  performing duties and
responsibilities. In  fact, competence s
considered a type of ability for a job or an
organizational position; it is a combination of
traits, knowledge, skills, and behaviors that are
the basis for the emergence of desired
performance. Recognizing and cultivating the
capacities, competencies, and capabilities of
human resources has a decisive role in the
organization’s survival.

The importance of designing the competency
model as the central core of planning,

organizing, integrating, and comprehensively
improving the human resources management
system, especially in evaluation and selection,
promotion, development and promotion, and
performance management, is abundant.

The issue of employee competence and their
performance in the oil and gas industry is a
constant concern. This industry is committed to
its employees having sufficient skills and
knowledge in the field in question so that they
do not face major problems in continuing their
activities. Human resources form part of the
competence structures of oil and gas companies,
where employee participation ensures protection
against all future risks. The problem that led
Mazandaran Gas Company to design an
employee training system with a competency
model approach is that National Gas Company
will face a large amount of retirement, the first
wave of which has actually happened with the
approval of the law prohibiting the employment
of retirees. The exit of many employees and
managers of the National Gas Company in the
next five years will create a big void in the gas
industry and double the need to prepare a new
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generation of competent managers and
employees for  responsibility.  Therefore,
developing a competency model and providing
appropriate training for each position to improve
employees is an undeniable necessity.

2. Research Methods

This study was conducted to create a human
resource competency model of Mazandaran Gas
Company. The present research is applied-
developmental and qualitative in terms of
purpose and implementation (using the multi-
grounded theory approach). To collect
information, various databases such as Google
Scholar, Scopus, and Web of Science were
reviewed for foreign research from 2010 to
2023, and Noormags and SID databases were
reviewed for domestic articles, from 2015 to
2023. Also, the laws and regulations of the
upstream oil industry in the Mazandaran Gas
Company and the description of the duties of
each wunit were examined to identify the
dimensions of human resources competence of
the Mazandaran Gas Company. An in-depth
interview was conducted with 23 experts who
have high work experience, and MAXQDA
software was used to analyze, categorize, and
code indicators.

3. Results

After examining the interview data, the
description of the duties of all departments, and
related articles in this field and their coding and
categorization, 514 concepts (with a frequency
of 914) and 59 subcategories were identified,
and finally, after placing and integrating the
obtained indicators, a three-dimensional model
was extracted. Based on this model, the
competence dimensions of Mazandaran's human
resources include the individual, the
organizational, and the social dimensions. Based

on the word cloud, strategic management code
has the highest repetition frequency in the codes
extracted in this study.

4. Conclusion

According to the findings of this research, based
on the word cloud, strategic management code
has the highest repetition frequency in the codes
extracted in this study. So, in order to increase
the competence of human resources of
Mazandaran Gas Company, it is suggested that
by providing training courses, the strategic
management  of  human  resources  be
strengthened through increasing the ability of
operational planning for special projects, the
ability to interact with external stakeholders,
strategic and long-term thinking to create an
explanation of strategic goals, knowledge of the
religious, political, social and economic system
ruling the country, familiarity with the country's
vision and development plans, insisting on
compliance with procedures and policies,
analytical thinking, foresight.
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