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Abstract 
The digital transformation leads to changes in 

technology, the nature of work and value creation, 
which affect the competency requirements for IT 
professionals who play an active and formative role in 
this change process. Consequently, they are compelled 
to further develop their competencies initially 
necessitating an examination of the status quo of 
competency requirements. Through a structured 
literature review of 82 studies, we examine the state of 
research regarding the competencies of IT 
professionals and abductively derive a Competency 
Transformation Process Model. The model embeds the 
process of transforming competencies into the digital 
transformation process. This framework describes the 
interdependencies between (1) the influencing factors, 
(2) the competency reassessment process, (3) the 
required actions and strategies, (4) the resulting 
outcomes, and (5) the individual and social 
competency-enhancing factors. 
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1. Introduction  

The implementation of new technologies, 
strategic restructuring, as well as changes in the 
business environment have always influenced the 
requirements that companies pose on the 
competencies of their employees (Havelka & 
Merhout, 2009). In the forthcoming years, it is 
anticipated that approximately two-thirds of the 
competency requirements that are relevant for today’s 
work will change, with about one-third of all required 
competencies in 2025 consisting of technological 
skills (Joseph et. al., 2023; Li, 2022). In recent years, 
particularly digital transformation (DT), primarily 
driven by the adoption of digital technologies, has led 
to structural changes, and altered value creation paths 
within organizations. DT directly impacts employees' 

roles and increases the demand for competencies 
necessary to effectively cope with transformation 
processes and actively contribute to them (Vial, 2019). 
Competencies are a collection of knowledge, skills, 
abilities, and other characteristics (KSAO) (Campion 
et al., 2011) required to deliver effective performance 
in the execution of a profession (Spencer & Spencer 
1993). The rapid emergence of changes and the 
mentally demanding work environment is 
characteristic for the IT function (Riemenschneider & 
Armstrong, 2020). A changed, digital value creation 
increases the dependence of organizations on the IT 
function. The IT function takes a coordinating, 
shaping and strategic role (Verhoef et al., 2021) in 
creating new disruptive and innovative business 
models rather than merely serving a supportive 
function (Sousa & Rocha, 2019). This continuous 
evolution primarily leads to a constant change in the 
requirements for the competencies of IT professionals 
(Havelka & Merhout, 2009), who are specialists 
working in the field of information technology based 
on a relevant qualification (Bobrysheva et al., 2020).  

Over time, a multitude of scholarly contributions 
reveal the competency requirements for IT 
professionals at a particular point in time. To 
understand the relationships between DT and 
changing competency requirements, we are 
systematizing the current state of research through a 
literature review. Thus, we explore the following 
research questions: How should companies conduct a 
transformation of IT professionals’ competencies 
which considers the requirements of digital 
transformation? 

We conducted a systematic literature review, 
analyzing 82 contributions on the competencies of IT 
professionals. Our contribution consists of a 
Competency Transformation Process Model which 
considers recommendations of Campion et al. (2011) 
as well as Vial´s (2019) framework of DT. 
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2. Research Design 

To apply an appropriate approach, our systematic 
literature review is conducted according to the 
frameworks of vom Brocke et al. (2009) and Webster 
and Watson (2002). To determine the review scope, 
we refer to the taxonomy of Cooper (1998) and 
execute a literature review of IT professional 
competency requirements with a focus on DT. To 
identify the central issues, we focus on peer-reviewed 
articles, to consolidate findings into a single process 
model which accounts for changed competency 
requirements in the context of DT. We adopt a neutral 
representational perspective and pursue a conceptual 
organization of the literature. Our focus lies on the 
general scholarly audience as well as practitioners 
whereby the reviewed literature consists of 
contributions that are representative to our topic. 

To ensure that we consider the relevant databases, 
we investigated general databases that contain 
contributions in the research areas of Psychology, 
Business, and Management, as well as Computer 
Science (Google Scholar, Web of Science, EBSCO), 
and specialist sources focusing on Information 
Systems (AIS e-Library, ACM Digital Library, IEEE). 
We searched the final search string ("IT professional*" 
OR "IS professional*" OR "IT function*" OR "IT 
department*" OR "digital unit*" OR "digital 
innovation unit*" OR "DIU*") AND (“skill*” OR 
“competenc*”) in the title, abstract and keywords. 
Here, we gathered a range of literature from 1990 to 
2024. The total of 808 articles was recorded across all 
sources in an Excel spreadsheet. First, we excluded 
non-English or -German contributions, non-peer-
reviewed sources, and duplicates (121) which we 
identified through manual review, due to missing 
focus on individual IT professional competencies in 
the body of the text (84), and lack of detailed 
description of IT professional competency 
requirements (404). In a second iteration, we set a 
temporal boundary in the year 2011, which signifies 
the onset of an intensive examination of the concept, 
theories, and methodologies of DT (117) (Reis et al., 
2018). This brings us to a total of 82 relevant articles, 
including 19 papers identified through forward and 
backward search (Webster & Watson, 2002) that 
advance our understanding of the competency 
requirements for IT professionals, as they describe 
either the competency requirements or the change 
process in the context of DT. 

The review process involved gathering general 
information about the articles, such as date, 
publication source, research question, and design. We 
followed Webster and Watson (2002) when we 
categorized the articles into various concepts, that 

emphasized methodological approaches for 
determining competency requirements and clearly 
articulated their benefits for research and practice. We 
conducted the synthesis according to our research 
questions (vom Brocke et al., 2009). 

We consolidated the influences for changing 
competency requirements, the description of 
competency requirements, the context of the research 
and the strategies and consequences that emerge.  For 
the abductive development of our model, we   derived 
the influencing factors inductively from the literature 
in our dataset and determined substantial overlaps with 
the building blocks of Vial’s (2019) DT process. Our 
proposed competency reassessment process outlined 
below was deductively influenced by considering 
established approaches to competency modeling from 
organizational psychology or human resource 
development (Campion et al., 2011; Spencer & 
Spencer 1993). Based on the categorization of our 
results and the frequency of occurrence in the data, we 
inductively derived actions, strategies and 
consequences. The model is complemented by the 
deductive inclusion of competency-enhancing factors, 
referring to existing learning theories such as those by 
Lave & Wenger (1991). 

3. Findings  

Based on our literature analysis, we examined the 
relations between DT and the competency 
requirements placed on IT professionals. To describe 
these, we developed a Competency Transformation 
Process Model (see Figure 1), which includes five key 
components. First, we identified changes in 
technology, the nature of work and value creation, as 
well as in the market and trends as aspects of DT that 
influence competency requirements. These reflect the 
rapid emergence of changes and the mentally 
demanding work environment, which distinguishes 
the IT profession from other professions 
(Riemenschneider & Armstrong, 2020). Second, we 
investigated the phenomenon of altered competency 
requirements and developed a competency 
reassessment process which accounts for the need of 
continuously adapting the IT professional’s KSAOs 
(Riemenschneider & Armstrong, 2020). Third, we 
describe the resulting action and strategic options for 
various stakeholders. Fourth, we characterize the 
individual and organizational outcomes that result 
from these. Here, creativity and problem-solving 
which require the integration of technology and 
business, are characteristic for the IT profession 
(Riemenschneider & Armstrong, 2020). Fifth, we 
consider the evolving role of IT professionals as 
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enhancers of digital transformation (Ullrich et al., 
2021; Sousa & Rocha, 2019; Majchrzak et al., 2016), 
which includes solving creative and logical problems 
and integrating technology (Riemenschneider & 
Armstrong, 2020). This role requires individual 
attitudes and motivations, such as a continuous 
willingness to learn, resilience, and a willingness to 
take risks (Hille et al., 2023; Riemenschneider & 
Armstrong, 2020; Tokarčíková et al., 2020; Aasheim 
et al., 2012). At the same time, the social embedding 
of learning within the organization serves as a 
complementary approach to competency 
development. Within the theory of workplace situated 
learning (Lave & Wenger, 1991), the integration of 
standards for knowledge sharing and learning within 
the team (Wiedemann et al., 2020), as well as team-
based learning (Burbekova, 2021), organizational 
culture, and changes in group-level attitudes (Hille, 
2023), facilitate competency development. 

3.1. Influence of the Digital Transformation 
on Competency Requirements 

In recent years, DT has increasingly influenced 
companies in their business models and value creation 
paths, thereby changing the requirements for the 
competencies of IT professionals. The dynamics of 
change require IT professionals, on the one hand, to 
acquire new competencies, while on the other hand, 
KSAOs quickly lose relevance. (Joseph et. al., 2023; 
Sousa & Rocha, 2019; Teubner & Ehnes, 2018; 
Pieczurczyk & Drews, 2024; Hille et al., 2023; 
Ternikov, 2022; Föll et al., 2021).  

 Technological change: The use of digital 
technologies enables organizations to transform their 
value creation pathways (Vial, 2019). Continuous 
changes in the technological landscape have shaped 
competency research for several decades. A multitude 
of contributions point to the dynamics of advancing 
technology and the adoption of new technological 
solutions as the cause for the increasing relevance of 
reassessing competency requirements for IT 

professionals (Meier & Laumer, 2022; Cummings et 
al. 2023; Burbekova, 2021; Sahin & Celikkan, 2020; 
Hol et al., 2023; Dubey et al., 2022; Riemenschneider 
& Armstrong, 2021; Cummings & Janicki 2021;  
Cummings & Janicki 2020; Tokarčíková et al., 2020;  
Dong & Triche, 2020; Wiedemann et al., 2020; 
Gurcan & Cagiltay, 2019; Aasheim et al., 2009; Sahin 
& Celikkan, 2017; Lau et al., 2016; Wilkerson, 2012; 
Hite, 2012; Khanh & Winley, 2018). The increasing 
complexity of using technological solutions requires 
adaptation to a multiple-platform environment, e.g., 
mobile or cloud platforms, as well as dealing with 
changes in the use of databases, operating systems, 
and network technologies (Cummings et al., 2023; 
Ozyurt et al., 2022; Cummings & Janicki, 2021; 
Cummings & Janicki, 2020; Lau et al., 2016) or 
technological trends such as Artificial Intelligence 
(Joseph et. al., 2023; Li, 2022; Potter, 2020).  

Changing nature of work: Changes in 
organizational structure are necessary to manage DT 
and require consideration of the altered demands on 
the roles and skills of employees (Vial, 2019). A 
digitized work environment and the integration of new 
work practices entail altered organizational structures, 
which also necessitate continuous adaptation of the 
competencies of IT professionals (Burns et al., 2018; 
Ulrich et al., 2021; Nagarajan & Edwards, 2015; Al-
Yahya et al., 2021; Dubey et al., 2017; Macedo et al., 
2023; Stray et al., 2022; Osmani et al., 2016; Pittenger 
et al., 2015; Bowers & Sabin, 2023; Ternikov, 2022;  
Sahin & Celikkan, 2017; Wilkerson, 2012; Kaarst-
Brown & Guzman, 2023; Samarasinghe et al., 2022; 
Hidayati et al., 2022; de Araújo & Melo, 2021; Potter, 
2020; Gupta & Pathak, 2018). Furthermore, IT 
professionals must increasingly cooperate with 
customers across divisions, interdisciplinary within 
teams, closely interact with the business areas of the 
organization, and operate in a globalized, 
multicultural, and agile environment (Dubey et al., 
2017; Subba et al., 2021; Osmani et al., 2016; Bowers 
& Sabin, 2023; Hille et al., 2023; Hidayati et al., 
2022). They must also adapt to prevalent flatter, team-
based, and relational organizing models (Pittenger et 

Figure 1. Competency Transformation Process Model 

Page 4791



al., 2015), as well as participate in the implementation 
of DevOps (Wiedemann et al., 2020). In summary, the 
new business world demands a broader spectrum of 
competencies from employees due to increasing 
complexity, uncertainty, volatility, and ambiguity 
(Ulrich et al., 2021; Riemenschneider & Armstrong, 
2021; Joia & Correia, 2018).  

Changes in value creation: Organizations need 
to change their value creation paths to remain 
competitive in the DT, which is affected by structural 
changes. This is rather a mutual relationship, in which 
the pursuit of changed value creation paths also drives 
employees to acquire new competencies. The 
changing pathways of organizations in generating 
value for their stakeholders through the development 
of products and services, optimization of processes, or 
new business models require continuous adjustments 
of the competencies of IT professionals (Sousa & 
Rocha, 2019; Gayatri & Purushothaman, 2018; 
Aasheim et al., 2009). An essential element underlying 
this is the strategic orientation of organizations and the 
resulting changed long-term goals leading to new 
competency requirements. Digital business strategies 
or digital transformation strategies focus on leveraging 
digital technologies to create new business 
opportunities and enhance competitiveness (Sousa & 
Rocha, 2019; Meier & Laumer, 2022; Ulrich et al., 
2021; Hol et al., 2023; Bowers & Sabin, 2023; 
Tokarčíková et al., 2020; Khurana & Misra, 2021). 
Furthermore, there is a growing demand for IT 
competencies in relation to sourcing strategies (Sahin 
& Celikkan, 2017; Lau et al., 2016; Jones et al., 2018; 
Khongmalai et al., 2016). Another aspect is the 
ambidexterity of the IT function and the emergence of 
DIUs, which are closely associated with changes in 
value creation through the parallelism of exploitation 
and exploration (Hille et al., 2023). Value creation 
often involves digital innovation, which represents 
another element of changed competency requirements 
due to the fundamentally altered way companies 
operate and achieve competitive advantages (Ozyurt et 
al., 2022; Bowers & Sabin, 2023; Hille et al., 2023).  

Market changes and trends: Disruption is 
inherent in DT, and organizations need to respond 
flexibly and agilely to unforeseen events through 
strategic responses (Vial, 2019). The engagement with 
changing competency requirements is driven, on one 
hand, by the fundamental and persistent demand for IT 
professionals and their competencies in the job 
market, as well as by the pursuit of competitiveness 
(Moreno et al., 2012; Riemenschneider & Armstrong, 
2021; Tokarčíková et al., 2020; Khanh & Winley, 
2018; Khongmalai et al., 2016; Siswipraptini et al., 
2023; Radermacher et al., 2014). On the other hand, 
constantly evolving economic environments and 

market conditions (Hite, 2012; Bobrysheva et al., 
2020; Subramaniam et al., 2019), changing customer 
needs (Nagarajan & Edwards, 2015; Ozyurt et al., 
2022), and market trends such as the emerging field of 
Big Data, data analysis and business intelligence 
(Burns et al., 2018; Dhar, 2013; Moreno et al., 2012; 
Dong & Triche, 2020; Khanh & Winley, 2018; 
Radermacher et al., 2014; Ghasemaghaei, 2018), 
increasing security requirements in IT due to threats or 
new technologies (Ozyurt et al., 2022; Monfared et al., 
2018) as well as megatrends such as globalization (de 
Araújo & Melo, 2021) or sustainability and climate 
change (Mishra & Mishra, 2020) impact the 
competency requirements of IT professionals.  

3.2. Continuous Competency Reassessment 

DT leads to changing needs of organizations and 
their requirements for the competencies of IT 
professionals. Therefore, a continuous reassessment of 
relevant competencies and ongoing development of 
competency models, which enable organizations to 
systematically identify relevant competencies, is 
recommended (Campion et al., 2011; Lu et al., 2011; 
Ehlers, 2023; Pieczurczyk & Drews, 2024; Joia & 
Correia, 2018; Colomo-Palacios et al., 2013).  

We conclude from the literature that in a dynamic 
field like IT, companies can use an incremental and 
multi-method approach for the continuous 
identification of competency requirements for IT 
professionals, which utilizes various sources of 
information such as job advertisements, existing 
competency frameworks, or expert interviews 
(Gayatri & Purushothaman, 2018; Lu et al., 2011; 
Ehlers, 2023; Pieczurczyk & Drews, 2024; Ternikov, 
2022) and involves multiple stakeholder groups with 
different professional backgrounds (Lu et al., 2011; 
Ehlers, 2023; Pieczurczyk & Drews, 2024).  

In the reassessment of competencies, business 
goals and strategies (Khanh & Winley, 2018), business 
conditions (Subramaniam et al., 2019), and 
technological trends to identify future skills (Ehlers, 
2023; Bobrysheva et al., 2020), should be considered. 
Awareness of expectations and requirements for job 
roles, including the required competency levels, can 
also positively impact the identification of relevant 
competencies (Gayatri & Purushothaman, 2018). The 
KSAOs gathered from various sources can then be 
aggregated into a collection of competencies 
(Pieczurczyk & Drews, 2024; Dong & Triche, 2020). 
In this process, thematic or hierarchical categorization 
and clustering of data can contribute to increased 
precision (Ehlers, 2023; Pieczurczyk & Drews, 2024; 
Hille et al., 2023; Ternikov, 2022; Khanh & Winley, 
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2018). Based on this foundation, a reassessment and 
concentration on key competencies can be conducted, 
which, through comparison with existing competency 
requirements, current competencies of IT 
professionals, or a standard level as a reference point 
(Present KSAOs), can provide insights into 
qualification gaps and impulses for possible actions to 
address them (Ehlers, 2023; Pieczurczyk & Drews, 
2024; Tokarčíková et al., 2020; Colomo-Palacios et 
al., 2013). Requirements that were previously 
unknown or unconsidered by the organization until the 
described comparison are understood in the model as 
new KSAOs. As specific KSAOs change over time, 
the basic abstract set of competency concepts (e.g. 
personal traits, professional skills, business 
knowledge, and technical knowledge), can serve as a 
stable foundation (Havelka & Merhout, 2009).  

3.3. Strategies and Actions for Shifting 
Competency Requirements 

Based on the described competency reassessment 
process, strategies, and possible actions for various 
groups help to enhance employees’ skills and reduce 
competency gaps.  

HR strategies: The insights into the changing key 
competencies in the IT industry imply the need for 
adjustments in HR strategies. Particularly, HR 
managers can utilize the results of a competency 
reassessment process to support decision-making 
processes, ensuring an enhancement in recruitment 
practices so that candidates with the necessary 
competencies can be identified and hired (Sousa & 
Rocha, 2019; Gallagher et al., 2011; Kappelman et al., 
2016; Stray et al., 2022; Ozyurt et al., 2022; Pittenger 
et al., 2015; Ternikov, 2022; Föll et al., 2021; Gurcan 
& Cagiltay, 2019; Kaarst-Brown & Guzman, 2023; 
Hooper & Bunker, 2013). Additionally, the research 
findings can immediately serve as a checklist in the 
recruiting process (Stray et al., 2022; Kaarst-Brown & 
Guzman, 2023), or the derivation of measurement 
instruments, which can support hiring decisions, e.g., 
by assessing the level of employability of applicants 
(Chien et al., 2011; Khurana & Misra, 2021; Colomo-
Palacios et al., 2013). 

A second HR field of action is competency 
development. The identified competency 
requirements include substantive guidelines for 
practitioners to develop and enhance IT professional 
competencies, and can be used for the development or 
optimization of these specific development measures 
or strategies for improvement (Chien et al., 2011; 
Gayatri & Purushothaman, 2018; Gallagher et al., 
2011; Kappelman et al., 2016; Macedo et al., 2023; 
Riaz et al., 2017; Moreno et al., 2012; Hille et al., 

2023; Pieczurczyk & Drews, 2024; Ternikov, 2022; 
Tokarčíková et al., 2020; Gurcan & Cagiltay, 2019; 
Khanh & Winley, 2018; Kaarst-Brown & Guzman, 
2023; Hidayati et al., 2022; Joia & Correia, 2018; 
Khurana & Misra, 2021; Subramaniam et al., 2019; 
Colomo-Palacios et al., 2013; Johnson, 2015; Lee et 
al., 2014; Demchenko et al., 2013). Besides further 
training measures, changed competency requirements 
also require new methods through which they are 
imparted. These range from qualification in an early 
phase of professional activity as part of onboarding 
(Subramaniam et al., 2019), to customized programs 
(Joia & Correia, 2018), to job-related measures such 
as job shadowing, job rotation, and mentoring (Hille et 
al., 2023; Riemenschneider & Armstrong, 2021).  

A third field of action is talent management, in 
which reassessed competencies can be used as a 
reference tool to identify talents and improve talent 
management strategies (Gayatri & Purushothaman, 
2018; Pittenger et al., 2015; Dubey et al., 2022). This 
also applies to retention practices, which are supported 
by the aforementioned areas of action and, through 
interaction with career planning, offer opportunities to 
manage employee turnover in the IT sector (Joseph et. 
al., 2023; Chien et al., 2011; Kappelman et al., 2016). 

Organization: Based on the knowledge of 
changing competency requirements, decisions 
regarding competency distribution within teams, as 
well as team composition and the outsourcing of tasks 
and thus competencies, can also be supported. The 
visibility of key activities and associated competency 
requirements for IT professionals enables companies 
to adapt their competency distribution strategies 
(Gallagher et al., 2011; Ehlers, 2023; Wiedemann et 
al., 2020; Khongmalai et al., 2016).  

Higher education: To keep up with the demands 
of the industry, numerous authors recommend 
competency-based adjustments of curricula at 
universities to meet the needs of companies, which 
include specific technical and non-technical KSAOs 
(Burns et al., 2018; Al-Yahya et al., 2021; Golding et 
al., 2011; Hol et al., 2023; Gallagher et al., 2011; Stray 
et al., 2022; Moreno et al., 2012; Woodley & 
Shackleton, 2012; Harris et al., 2012; Bowers & Sabin, 
2023; Föll et al., 2021; Cummings & Janicki 2021; 
Dong & Triche, 2020; Gurcan & Cagiltay, 2019; Sahin 
& Celikkan, 2017; Wilkerson, 2012; Hite, 2012; Jones 
et al., 2018; Aasheim et al., 2012; Kaarst-Brown & 
Guzman, 2023; Joia & Correia, 2018; Radermacher et 
al., 2014; Bobrysheva et al., 2020; Johnson, 2015; 
Zhang et al., 2015; Lee et al., 2014; Cummings et al., 
2014; Demchenko et al., 2013; Suhaimi & Safura, 
2012). Also methodological recommendations, such 
as the integration of workplace situations, tasks for 
developing specific competencies or work-integrated 
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learning, in which students engage in realistic learning 
experiences facilitated by industry or experimental 
components in the curriculum are relevant (Burns et 
al., 2018; Meier & Laumer, 2022; Sahin & Celikkan, 
2020; Gallagher et al., 2011; Bowers & Sabin, 2023; 
Dubey et al., 2022; Sahin & Celikkan, 2017; Mishra & 
Mishra, 2020; Zhang et al., 2015; Lee et al., 2014; 
Demchenko et al., 2013). The design of curricula, 
however, should not solely be the responsibility of 
universities but also actively involve companies by 
soliciting feedback on required KASOs. This 
collaboration is intended to ensure that graduates are 
prepared for the demands of companies (Nagarajan & 
Edwards, 2015; Dubey et al., 2017; Osmani et al., 
2016; Lau et al., 2016; Aasheim et al., 2012; Stevens 
et al., 2011; Lee et al., 2014; Demchenko et al., 2013).  

Individual: The knowledge of changing 
competency requirements is also relevant for IT 
professionals to measure and update their own 
competencies, derive development strategies, set 
learning objectives, select appropriate training, and 
effectively pursue career goals (Meier & Laumer, 
2022; Ehlers, 2023; Kappelman et al., 2016; Macedo 
et al., 2023; Stray et al., 2022; Ozyurt et al., 2022; 
Siswipraptini et al., 2023). 

3.4. Outcomes of Adapted Competencies 

The actions and strategies dealing with 
competency requirements lead to certain outcomes 
effecting individuals as well as the organization. 

Employability and performance: The literature 
highlights the relevance of employability and 
associated adaptability, sense of responsibility, and 
effective task fulfillment within job requirements 
(Burbekova, 2021; Chen & Wu, 2011; Hol et al., 2023; 
Gallagher et al., 2011; Dubey et al., 2017; Ehlers, 
2023; Macedo et al., 2023; Subba et al., 2021; Kowal 
& Roztocki, 2015; Bowers & Sabin, 2023; 
Pieczurczyk & Drews, 2024; Hille et al., 2023; Dubey 
et al., 2022; Tokarčíková et al., 2020; Sahin & 
Celikkan, 2017; Khanh & Winley, 2018; Bobrysheva 
et al., 2020; Ghasemaghaei, 2018; Johnson, 2015; 
Suhaimi & Safura, 2012). IT professionals who do not 
possess the required competencies or aspire to acquire 
them, conversely, face difficulties in coping with 
changes in their field of work. Additionally, 
performance can be affected by the new digital 
working conditions, as there is a need to manage high 
stress levels due to the lack of human interaction, 
absence of team spirit, and limited supervision 
primarily due to remote work (Macedo et al., 2023; 
Samarasinghe et al., 2022).  

Career growth and motivation: By adapting to 
changing competency requirements, employees 

cannot only advance their career growth but also 
increase their job satisfaction through active 
participation in company success, which correlates to 
handling employee turnover (Joseph et. al., 2023; 
Dubey et al., 2017; Kappelman et al., 2016; Kowal & 
Roztocki, 2015; Kowal & Roztocki, 2012). 

Competitiveness and success: Furthermore, 
awareness and acquisition of relevant competencies 
can impact the overall company in terms of 
competitiveness and success, as qualified employees 
can influence company performance by improving 
customer experience and increasing value creation. 
(Pittenger et al., 2015; Pieczurczyk & Drews, 2024; 
Hille et al., 2023; Ghasemaghaei, 2018).  

Innovation: Digital transformation strategies and 
especially in the context of DIUs, the acquisition and 
promotion of specific competencies, such as visionary 
thinking or driving change, aim to foster innovation 
and bring about disruptive solutions (Macedo et al., 
2023; Pittenger et al., 2015; Hille et al., 2023).  

4. Discussion of Findings  

The results of this study contextualize the process 
of transforming the competencies of IT professionals 
as part of the DT. Vial's (2019) framework of DT 
highlights that roles and competencies of employees 
need to be adapted as part of the DT process; however, 
this requirement is neither linked to competency 
reassessment models nor does it include details about 
shifting competencies. Existing competency modeling 
concepts like Campion et al. (2011) define general 
guidelines for assessing competencies; however, they 
are not specific to the DT or the IT profession. 

We identified influences impacting competency 
requirements which complements the widely 
recognized set of 20 best practices for competency 
modeling by Campion et al. (2011). They recommend 
considering the organizational context for identifying 
and updating relevant competencies. We expand this 
by specifically describing the factors stemming from 
the DT context, such as how new technological 
solutions which necessitate a redesign of the nature of 
work. Furthermore, competencies should be linked to 
business objectives and strategies. For the context of 
DT, we concretize this requirement by demanding to 
consider digital business or transformation strategies 
(Vial, 2019) as well as innovation strategies for 
keeping competency collections up-to-date (Hille et 
al., 2023). Our results support understanding DT as a 
strategic decision rather than a rigid state (Furr et al., 
2022) as they highlight the need for constantly and 
dynamically adjusting competency requirements. 
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The high frequency of changes in DT-related 
KSAOs renders the Competency Transformation 
Process an ongoing and repetitive activity. Processes 
for developing competency models are often designed 
and described in a way that they rather support the 
initial creation of a competency model compared to its 
further development. With our model, we emphasize 
the urgency of continuous competency assessment. 
Even though this is not explicitly mentioned in the 
sources examined, we infer this from the high number 
and the diversity of changing competency 
requirements (Pieczurczyk & Drews, 2024). 

Our model complements Campion et al.’s (2011) 
guidelines by going beyond HR activities. Additional 
activities arise from the reassessment process: (1) 
Organizational units benefit by optimizing team 
configurations and competency distribution, thereby 
enhancing performance (Ehlers, 2023). (2) 
Universities can adjust their curricula to ensure 
employability (Sahin & Celikkan, 2020). (3) 
Individuals profit from engaging with their KSAOs to 
promote their career (Meier & Laumer, 2022). 

Our study has several limitations: Firstly, there is 
a multitude of practitioner contributions in the field of 
competency requirements which we did not include in 
our analysis. Additionally, the research was limited to 
publications in the German and English-speaking 
areas. Furthermore, our examination was restricted to 
roles belonging to the IT profession, while numerous 
other roles outside the IT domain actively work in IT 
contexts and are affected by DT.  While we developed 
a convergent model, we also identified contradictions 
in the literature. For example, while many authors 
strive to describe IT domain-specific competency 
requirements (Havelka & Merhout, 2009), Meier & 
Laumer (2022) argue that the fields of Business 
Administration, Information Systems, and Computer 
Science cannot be clearly distinguished regarding the 
competency requirements for IT professionals.  

5. Conclusion and Outlook 

The DT entails altered competency requirements 
for IT professionals, who are expected to accompany 
and shape the change (Verhoef et al., 2021). The 
requirements for the competencies of IT professionals 
do not develop in isolation but are to be understood in 
the context of the continuously changing IT function. 
The IT must be able to adapt to new requirements, 
opportunities, and challenges, which have recently 
arisen, especially from DT (Sousa & Rocha, 2019).  

Further research could incorporate additional 
investigation sources such as job descriptions for 
subsequent derivation of qualification needs to 

consider and focus on the required competencies for 
the actual execution of a task. The approach presented 
in this paper can also be extended to analyze and 
capture shifting competency requirements beyond the 
group of IT professionals, as more and more job 
profiles outside the IT function require advanced DT-
related KSAOs. Because of increasingly blurred 
boundaries the domain-dependence of competency 
requirements should be examined. Future research 
should also increasingly focus on employability 
through re-skilling and up-skilling activities within 
companies. This is understood as a facilitator for 
individuals and organizations to adapt to a changing 
work environment (Dubey et al., 2017). However, the 
consequences and ethical considerations if employees 
are not further developed open up new areas of 
research.  
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