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The aim of this study is to prioritize human resources competencies in order
to enhance productivity in the supervision, evaluation, and quality
assurance system of higher education; a system that plays a fundamental
role in improving the quality and efficiency of universities, yet in recent
years has faced challenges such as weaknesses in data analysis, disparities in
the competency levels of evaluators, and similar issues. To address this
problem, the present research was conducted with an exploratory approach
using a qualitative method in two stages. First, a systematic review of
domestic and international studies related to human resources
competencies over a 15-year period was carried out, followed by semi-
structured interviews with experts in the supervision and evaluation
system. After extracting and validating the competencies, the collected data
were evaluated using the Importance—Performance Analysis (IPA) method
to determine the current status and the importance level of each
competency. The results indicated that the competencies of “accuracy and
vigilance,” “ability to write and present structured reports,” “honesty and
integrity,” “responsibility and accountability,” and “organizational behavior
and professional ethics” hold the highest importance, while competencies
such as “consultability,” “influence skill,” and “time management” have the
lowest importance in improving the productivity of the supervision and
evaluation system. The findings demonstrate that supervision and
evaluation in higher education are primarily founded on accuracy, analytical
capability, documentation, and ethical orientation. Therefore, any
educational planning and professional development should prioritize the
strengthening of these competencies. This approach can provide a
foundation for improving performance and enhancing the quality of the
entire national supervision and evaluation system.
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1. Introduction

The aim of this study is to prioritize human resources
competencies in order to enhance productivity in the
supervision, evaluation, and quality assurance
system of higher education; a system that plays a
fundamental role in improving the quality and
efficiency of universities, yet in recent years has faced
challenges such as weaknesses in data analysis,
disparities in the competency levels of evaluators,
and similar issues. In the complex and rapid
conditions of the present time, the efficiency and
effectiveness of supervision, evaluation, and quality
assurance systems in organizations have become
increasingly important. Human resources, as one of
the most important assets of any organization,
consist of a set of knowledge, skills, abilities,
experiences, and individual and organizational
characteristics that help the organization achieve its
goals and succeed in a competitive environment
(Torabi et al., 2025). Human resource productivity
plays a vital role in improving organizational
performance and is regarded as the main factor for
the development and survival of organizations
(Khaledi et al., 2025). Competencies form the basis of
any efficient behavior, and the level of their maturity
is highly important for professional success
(Farzaneh et al, 2022). Some countries, without
possessing  favorable natural resources or
geographical conditions and solely by relying on
entrepreneurial and competent human resources,
have been able to compensate for their deficiencies
and join the ranks of advanced nations (Khoshouei et
al., 2013). In other words, human resources are
considered the most important and strategic
resource of an organization, and even an
organization equipped with the most advanced
facilities and technologies will not be fully successful
without utilizing specialized, trained, and competent
personnel (Karami et al, 2018). Following the
issuance of the regulation on the “System of
Supervision, Evaluation, and Quality Assurance of
Science, Research, and Technology” in 2016, a multi-
layered system comprising the Council, the Center,
provincial boards, and university offices has been
formed to oversee more than 2,700 higher education
institutions. Despite the breadth of this structure,
challenges remain in the coherence of visit reports,
decision-making based on incomplete data, and
weaknesses in the competencies of the human
resources involved. Since the effectiveness of any
evaluation system depends significantly on the
professional and behavioral competencies of
evaluators and experts, a comprehensive and
systematic assessment of the gap between existing
and expected competencies is essential.

2. Methodology

This research is exploratory in nature and was
conducted qualitatively in two stages. First, a
systematic review of domestic and international

studies related to human resources competencies
over a 15-year period (2010-2025) was carried out
using predefined criteria and keyword combinations
in Iranian and international databases. Studies that
addressed the topic but provided insufficient or
inappropriate data were excluded. In the second
stage, semi-structured interviews were conducted
with experts in the supervision and evaluation
system to identify the competencies of supervisors
and evaluators. After extracting and validating the
competencies, the collected data were evaluated
using the Importance—Performance Analysis (IPA)
method to determine the current status and the
importance level of each competency. Specialized
statistical software was employed to calculate
descriptive indices, perform IPA, and generate four-
quadrant matrices for the seven dimensions of
competencies.

3. Results and Discussion

The results indicated that the competencies of
“accuracy and vigilance,” “ability to write and
present structured reports,” “honesty and integrity,”
“responsibility and accountability,” and
“organizational behavior and professional ethics”
hold the highest importance, while competencies
such as “consultability,” “influence skill,” and “time
management” have the lowest importance in
improving the productivity of the supervision and
evaluation system. In all seven dimensions—
communication competencies, knowledge and
awareness, personality traits, professional ethics,
management and leadership, social characteristics,
and analytical abilities—performance levels were
lower than importance levels, revealing a significant
gap between the current and desired status. The
largest gaps appeared in management and leadership
competencies (particularly strategic thinking) and
knowledge and awareness. From the perspective of
impact on productivity, competencies with the
highest mean importance (4.01 to 4.38) primarily
emphasize accuracy, documentation, honesty, and
responsibility, reflecting the technical-ethical nature
of the supervision and evaluation system.
Competencies with lower mean importance (3.24 to
3.62), such as systemic thinking, continuous
learning, emotional intelligence, and time
management, were ranked lower by respondents for
current productivity even though they remain
essential for long-term adaptability. The findings
demonstrate that supervision and evaluation in
higher education are primarily founded on accuracy,
analytical capability, documentation, and ethical
orientation.

4. Conclusions

The findings of this research show that enhancing
the productivity of the supervision, evaluation, and
quality assurance system requires the development
of competencies such as the ability to produce
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analytical reports, accuracy, honesty, responsibility,
and other key competencies. Educational planning
and human resource development programs should
therefore prioritize the strengthening of these
competencies. Given the significant gap between the
current and desired status, improvement programs
and managerial interventions should focus on
competencies located in the high-importance—low-
performance quadrant. Since not all competencies
exert the same influence on productivity, measuring
the importance of each can provide a basis for
prioritizing managerial actions and optimal resource
allocation. This approach can provide a foundation
for improving performance and enhancing the
quality of the entire national supervision and
evaluation system.
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Table 2. Importance and performance of communication competencies
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Table 3. Importance and performance of knowledge and awareness competencies
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Table 4. Importance and performance of personality trait competencies
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Table 5. Importance and performance of professional ethics competencies
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Table 6. Importance and performance of management and leadership competencies

SIS 3 5doe 5, Conal (3] il 9 oyl gl KL
S\VYY YIVS fAY 9o €0 g bl Eflas
VYo YIVY AR ol JrsS 9 spyaelip o &yles
NG Y/vVa YI¥s o3l Culam 5 3gi5 & las oyl
—+IAY Y/ YIvE Gy Oloe
SV/PY Y/04 ¥/ 63500, o Syl S sl
-+ 1Oy YIVA YIve ol 3l Colam g S9a5 & lge yxisls

izl sla Fhs lo Kals o ,Slos 5 Cooal e Y Jgu

Table 7. Importance and performance of social characteristics competencies
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Table 8. Importance and performance of analytical skills competencies
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Table 9. Threshold values of the model dimensions
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Figure 1. Importance—performance Matrix of communication competencies.
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Figure 2. Importance—performance matrix of knowledge and awareness.
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Figure 7. Importance—performance matrix of analytical skills.
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