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Abstract

The aim of this study is to rank the importance of factors influencing the development of human capability
in the banking system, with a specific focus on the overseas branches of Bank Melli. The present research
is applied in terms of purpose and descriptive-survey in nature and method. Data collection was conducted
through a survey method. The study population includes experts, managers, and employees of Bank Melli's
overseas branches. A convenience sampling approach was used to select the sample, and the
questionnaire was distributed among these individuals. To collect research data, both library research and
survey techniques were employed. The questionnaire items were designed in pairwise comparison format,
based on each study indicator and informed by existing articles in the field. The validity of the questionnaire
was confirmed by experts and specialists. In the inferential statistics section, the pairwise ranking test and
Expert Choice software were used to analyze the results. Based on the findings of the factor ranking in
this study, it was revealed that general communication skills and professional knowledge are the most

important factors in the development of human capability in the overseas branches of Bank Melli.
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Extended Abstract

In the modern knowledge-based economy, the development of human capabilities has emerged as
a strategic priority for organizations aiming to maintain competitive advantage. Nowhere is this more
evident than in the banking sector, where rapid globalization, technological transformation, and
increasing customer expectations demand highly skilled, adaptable, and professionally capable
employees. Human capability development—encompassing cognitive, technical, interpersonal, and
organizational competencies—enables financial institutions to improve performance,
responsiveness, and innovation capacity (Binh et al.,, 2023). In particular, banks with global
operations, such as Bank Melli Iran, must equip their overseas branches with human resources that

can operate effectively across cultural and regulatory environments.
The theoretical underpinnings of human capability development find resonance in the capability
approach to human development, which emphasizes expanding individuals' freedoms and enabling
them to act and contribute meaningfully to society and organizations (Leoni, 2025; Venkatapuram,

2020). This paradigm shift in human resource development (HRD) shifts the focus from traditional
human capital metrics to a broader, multidimensional understanding of workforce potential. In this
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context, organizational environments such as banks require systematic frameworks to identify,
assess, and enhance the key components of human capabilities (Inomjonovna, 2023).
Prior studies have highlighted various dimensions influencing capability development—ranging from
communication skills and digital competencies to professional knowledge, emotional intelligence,
and system thinking (Horvat et al., 2025; Piwowar-Sulej, 2021). These competencies have become
particularly critical as banks incorporate digital technologies and artificial intelligence into their
operations and workforce management practices (Chowdhury et al., 2023; Nankervis & Cameron,
2023). For example, digital attendance systems, Al-based recruitment, and remote work
infrastructure all rely on employees possessing high levels of adaptability, technical literacy, and
interpersonal competence (Fauzan et al., 2024).
In the case of Bank Melli’s overseas branches, developing human capabilities takes on heightened
importance due to the strategic significance of international operations and their role in representing
national banking standards abroad. Despite this, limited empirical research exists on the prioritization
of human capability factors in foreign branches of Iranian banks. Given the pivotal function of these
branches in economic diplomacy, financial service export, and cross-border financial stability,
identifying and ranking these factors becomes a practical necessity (Young et al., 2025).
This study seeks to fill that gap by identifying and ranking the importance of key factors influencing
human capability development in Bank Melli’'s foreign branches. By using a structured analytic
hierarchy process (AHP) framework, this research not only categorizes relevant competencies but
also prioritizes them from the perspective of banking professionals. The outcomes provide theoretical
insights for HR development models and practical guidance for HR planning, training design, and
strategic talent deployment in global banking environments (Saaedi et al., 2021; Seyed Naghavi & Rafati
Alashti, 2021).
Methods and Materials
This applied research adopted a descriptive-survey design. The statistical population consisted of
experts, managers, and staff working at Bank Melli branches located outside Iran. A convenience
sampling technique was used to select participants. Data collection was conducted via a structured
questionnaire based on pairwise comparisons. Questionnaire items were derived from validated
indices in the literature and reviewed by subject matter experts for content validity.
Data were gathered through both library research and field surveys. The analytical tool used was
the Analytic Hierarchy Process (AHP), operationalized through Expert Choice software. The study
identified five main factors for evaluation: general communication skills, general executive skills,
professional knowledge, individual professional skills, and organizational capability. Respondents
compared these factors pairwise, and their relative weights were calculated to determine the priority
of each factor.
Findings
Descriptive analysis of participant characteristics revealed that 80% of the sample were male, with
a mean age of 47.67 years (SD = 3.59), ranging from 30 to 53 years. Most respondents held a
master's degree, and the average work experience was 19.35 years (SD = 4.72), ranging from 12 to
27 years.
In terms of inferential findings, the AHP analysis revealed the following ranking of factors influencing
human capability development in the banking system:

1. General Communication Skills — Weight: 0.364
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2. Professional Knowledge — Weight: 0.198

3. Organizational Capability — Weight: 0.170

4. Executive Skills — Weight: 0.143

5. Individual Skills — Weight: 0.124
Pairwise comparison matrices demonstrated acceptable levels of consistency, with all inconsistency
rates below the threshold of 0.1. Sub-factor analysis for each category revealed detailed insights.
For instance, under communication skills, emotional intelligence, decision-making, and stakeholder
relationship management were prioritized. In the professional knowledge domain, elements such as
financial management, banking principles, and digital banking literacy held top positions.
Organizational capability emphasized HR management, knowledge management, and systemic
thinking.
Discussion and Conclusion
The findings reaffirm the centrality of general communication skills in developing human capabilities
within international banking environments. Effective communication—both verbal and non-verbal—
serves as the foundation for collaboration, negotiation, conflict resolution, and customer
engagement. In dynamic and multicultural contexts, such as foreign branches, these skills also
support cultural sensitivity and team cohesion, ultimately enhancing organizational performance and
client satisfaction. This aligns with prior research showing communication competence as a leading
predictor of adaptability and performance in complex environments (Piwowar-Sulej, 2021; Young et
al., 2025).
Professional knowledge emerged as the second most critical factor. This includes understanding of
financial operations, digital tools, regulatory frameworks, and sector-specific expertise. In a rapidly
digitizing banking landscape, lack of professional knowledge can act as a bottleneck to
transformation and innovation. Studies have shown that institutions with high levels of technical
knowledge and continuous learning cultures are better equipped to manage disruption and sustain
competitiveness (Chowdhury et al., 2023; Farndale et al., 2025; Nankervis & Cameron, 2023).
Organizational capability ranked third, indicating the importance of structural and systemic support
mechanisms in fostering individual growth. Elements such as internal communication networks, job
rotation, knowledge sharing platforms, and talent succession systems were viewed as essential
enablers of capability development. This reflects the systemic view of capability as not merely an
individual attribute, but a collective, context-dependent construct (Hoseinzadeh & Rahimi, 2022; Tseng
et al., 2024).
Executive skills and individual professional competencies, though ranking lower, still play vital roles
in shaping a capable workforce. Time management, creativity, stress management, and strategic
thinking were cited as valuable subcomponents. Their lower weight may suggest that while these
attributes are necessary, they become more effective when embedded within robust communication
and knowledge systems. This highlights the interactive nature of capability dimensions—each
reinforcing or constraining the others depending on organizational conditions (Horvat et al., 2025).
In conclusion, this study provides a validated model for prioritizing human capability components in
global banking operations. The emphasis on communication and professional expertise reflects the
operational realities of cross-border banking, where responsiveness, trust-building, and compliance
are paramount. The results offer practical implications for HR managers in designing training
programs, allocating resources, and shaping competency-based performance systems.
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