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Abstract 

In this paper we introduce the Functional Expertise Dimension as a corner stone of VFC competence framework. Based on the 

systematic review of scientific papers and practical models, the concept of Functional Expertise is theoretically specified along 

three dimensions: Role-Specific Domain, Digital Agility Domain, and Interdisciplinary Domain. These dimensions are 

comparable to the ability of the person for constant renewal of roles, of technology utilization, and inter disciplinary work. The 

paper anchors Functional Expertise in Classical Cognitive Psychology and in the Visionary Management literatures, to provide 

an integration of behavioral characteristics with developmental requirements and with strategic consequences. This study 

consolidates the theoretical foundations, empirical evidence, and strategic implications of these areas through a systematic 

literature review. It then organizes them much like a coherent dimension that this interacts with the Cognitive Psychology 

Dimension (mindset, adaptability, self-regulation) and in addition the Visionary Management Dimension (strategic alignment, 

leadership, scalability). Interpretatively, the descriptions provide an understanding of the notion of how Functional Expertise 

grows, functions and how it supports both individual performance and organizational readiness; it becomes a key connector of 

the dots in creating future-focused competence ecosystems at the nexus of intentions and work and organizational action. Results 

suggest that mindset and direction are critical enablers in the creation of capability. The study implements an objectivist 

qualitative analysis structure and concepts Functional Expertise as a scalable, well-founded construct for workforce development 

in the future. 
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1. Introduction 

With continuous advances in technology, cross-functional 

collaboration and evolving workplace expectations, the nature 

of work has transformed drastically in the 21st Century, em-

phasizing the need for new models of workforce skills. Indeed, 

although existing frameworks have made significant strides in 

the mapping of skills, behaviors, and psychological traits in 

the current pool of competencies, most are limited towards an 

overarching structure capable of expressing the current ex-
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pectations of the modern workforce. In particular, there are 

few frameworks that explain how people convert cognitive 

and strategic capabilities into effective performance in their 

roles. 

In this paper, we propose the Functional Expertise Dimen-

sion as part of a competent framework to build another in-

habitant of the functional competence framework. It addresses 

the widening gulf between static skill taxonomies and the 

perennially changing reality of how professionals work 

—both in and across emerging roles. Functional Expertise is 

refitment understood as a multi-domain capacity built off 

three interdependent constructs: Role-Specific Competence, 

Digital Agility, and Interdisciplinary Competence, rather than 

a set of technical competencies. 

This study consolidates the theoretical foundations, em-

pirical evidence, and strategic implications of these areas 

through a systematic literature review. It then organizes them 

much like a coherent dimension that this interacts with the 

Cognitive Psychology Dimension (mindset, adaptability, 

self-regulation) and in addition the Visionary Management 

Dimension (strategic alignment, leadership, scalability). In-

terpretatively, the descriptions provide an understanding of 

the notion of how Functional Expertise grows, functions and 

how it supports both individual performance and organiza-

tional readiness; it becomes a key connector of the dots in 

creating future-focused competence ecosystems at the nexus 

of intentions and work and organizational action. 

2. Methodology 

This study used the objective structural qualitative analysis 

method through a literature review to define and structure the 

Functional Expertise Dimension as part of a future compe-

tence framework. The goal is to compile existing theoretical 

frameworks, empirical studies, and applied structures that 

underpin how Functional Expertise and its three primary 

dimensions (i.e. Role-Specific Competence, Digital Agility, 

and Interdisciplinary Competence) should be conceptualized. 

A structured protocol was followed to minimize bias in 

selection of studies, relevance and analytical rigor. Sources 

were found in a thorough search of academic databases, in-

cluding Scopus, Web of Science, and Google Scholar. Related 

search terms included key constructs (eg, functional compe-

tence, workforce competence, digital dexterity, interdiscipli-

nary learning, role performance) in the field. And we used 

peer-reviewed articles, conference papers, institutional re-

ports, published articles between 2000 and 2024, in English 

and the article must relate to competencies development or 

apps at the level of professional, education or organization. 

Articles were filtered for relevance; duplicates and studies 

irrelevant to this review were excluded. The remaining corpus 

was subjected to thematic analysis with codes generated in-

ductively to identify patterns, frameworks and conceptual 

insights. These themes shaped both the theoretical formula-

tion (Section 5) and the domain-based analytical synthesis 

(Section 6) of the paper. 

All quoted sources are properly cited and only openly ac-

cessible documents in the public domain, without proprietary 

or copyrighted documents, were utilized to guarantee ethical 

and scholarly integrity. There were no human subjects, so 

institutional review board approval was not required. 

A limitation of this methodology is that it may exclude grey 

literature (published grey literature or grey literature that has 

yet to be indexed), and practitioners whose insights have yet 

to be published in peer-reviewed literature. Also while the 

review distinguishes a strong conceptual foundation, no em-

pirical validation or field testing of the proposed framework is 

provided, which has been singled out for future inquiry. 

Nevertheless, these constraints notwithstanding, the sys-

tematic approach provides a strong, evidence-informed 

grounding for the development of the Functional Expertise 

Dimension It allows one to weave together the many lenses of 

various research disciplines to form a unifying framework 

suitable in making oneself relevant to work needs of the future 

and intrinsically aligned to other broader disciplines of psy-

chology and strategy. 

3. Research Problem & Objectives 

The fast-paced evolution of global labor markets — fuelled 

by digitization, automation, and interdisciplinary convergence 

— has put exceptional strain on organizations to identify and 

cultivate competencies that mirror the new era of work. 

Though there are many frameworks that categorize different 

skills and traits, few focus specifically on how individual 

capabilities align with role performance within dynamic 

ecosystems [27, 4], Consequently, organizations find it chal-

lenging to systematize workforce development, align com-

petency models with performance outcomes, and further 

prepare talent for future cross-disciplinary and digital needs 

[20, 16]. 

Current approaches divide competence into technical, be-

havioural, and emotional competencies; contextualization is 

limited to a specific job function. This gap creates dissonance 

between what organizations expect from their workforces, 

and what workforces can deliver, especially in a world where 

jobs are changing more rapidly than ever. And although 

studies on emotional intelligence [12], adaptability [22], and 

interdisciplinary thinking [24], explore the diverse facets of 

problem-solving, there has been little synthesis into a coher-

ent, actionable model. 

In this context, the study answers the following main 

question: 

How can Functional Expertise be defined, structured, and 

integrated as a distinct yet interconnected dimension within a 

broader Competence Framework to support workforce read-

iness, organizational adaptability, and interdisciplinary inno-

vation? 

This inquiry is driven by the recognition that Functional 

Expertise is not merely a collection of technical proficiencies, 
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but a dynamic dimension shaped by cognitive and strategic 

capacities, requiring an integrated understanding of how in-

dividuals acquire, apply, and evolve their role-based compe-

tencies. 

Research Objectives 

To address this challenge, the study adopts a systematic 

literature review and proposes the following research objec-

tives: 

1) To define Functional Expertise as a standalone yet in-

terdependent dimension of competence that encom-

passes role-based mastery, digital adaptability, and in-

terdisciplinary effectiveness. 

2) To identify and structure its core do-

mains—Role-Specific Competence, Digital Agility, and 

Interdisciplinary Competence—drawing on empirical 

evidence and validated models. 

3) To examine the interrelationships between Functional 

Expertise and other dimensions, particularly Cognitive 

Psychology and Visionary Management, to understand 

reciprocal developmental influence. 

4) To synthesize a conceptual model that situates Func-

tional Expertise within a comprehensive Competence 

Framework tailored for future workforce development. 

5) To explore practical implications for training, organiza-

tional strategy, and policy in applying the Functional 

Expertise Dimension to foster innovation and adapta-

bility. 

Through these objectives, the paper contributes to refining 

how competence is framed and applied in evolving work 

environments, offering a model that is both theoretically 

grounded and practically actionable. 

4. Literature Review 

4.1. Conceptualizing Functional Expertise 

Functional Expertise has been well covered in terms of job 

performance, domain-specific knowledge, and technical 

mastery. Based on human capital theory [4], it is often per-

ceived to be the capacity of individuals to do particular jobs 

well based on the knowledge, skills, and experience they have 

acquired. But in a dynamic, diverse, complex, 

cross-disciplinary world, Functional Expertise needs a far 

more active and interleaved view. 

Early models, like [18] competency-based model, focused 

on observable and measurable skills rather than cognitive 

ability. This viewpoint established the foundation for how to 

think about expertise in terms of job performance. However, 

as [30] demonstrate using the mind-role fit model, the fit of 

psychological abilities to the specific requirements of the job 

is equally important for ensuring both effectiveness and en-

gagement. As such, role-fit is not merely the technical aspects 

of mastery, but also the emotional, cognitive, and adaptive 

components that are part of sustainable performance. 

Functional Expertise has also been connected to high-

er-level strategic constructs. [27] Dynamic Capabilities The-

ory calls to rethink specialism not as an asset to further exploit, 

but rather, part of an organization’s ability to adapt, integrate, 

and reconfigure internal and external competencies to address 

the challenges posed by a rapidly changing environment. It 

means that Functional Expertise is not constant; it changes 

with the revolutionary changes and transformations in indus-

tries, technologies, and strategic contexts. Similarly, [22], 

adaptive performance is argued to be most vital to functional 

success particularly when working under conditions of un-

certainty and change. 

Though Functional Expertise is described, broadly speak-

ing, through these theoretical lenses, it is rarely treated in its 

own right in literature, or is stripped apart into technical 

competencies versus cognitive and behavioural competencies 

e.g., [29], or is lumped in with other abilities while failing to 

distinguish it as a unique dimension that interacts with emo-

tional intelligence [12], or visionary leadership [3]. As a result, 

the majority of existing frameworks do not provide a for-

malized working definition that combines domain-specific 

knowledge, digital responsiveness, and interdisciplinary col-

laboration in a singular operational dimension of Functional 

Expertise. 

Drawing from these theoretical foundations, this paper 

develops Functional Expertise into a multidimensional con-

struct that comprises three interrelated domains: (1) 

Role-Specific Domain; (2) Digital Agility; and (3) Interdis-

ciplinary Domain. Such reconceptualization solves for the 

specialized, agile, cross-functional and strategically aligned 

competencies that this outcome-driven workforce calls for. In 

so doing it downgrades Functional Expertise from being just a 

skill set, to a rich capability informed by role, digital devas-

tation and multi-disciplinary problem solving — a critical 

aspect of any future-fit skills framework. 

4.2. Role-specific Domain 

The concept of Role-Specific Competence has its intellec-

tual roots in classical models of job performance and role 

theory, where competence is viewed as the intersection of task 

expectations and an individual’s capabilities. Grounded in 

McClelland [18] behavioral competency approach, 

role-specific competence is often tied to the observable 

knowledge, skills, and behaviors that predict effective per-

formance in a given occupational context. McClelland em-

phasized performance-based indicators over abstract intelli-

gence metrics, a shift that has since influenced numerous 

competency models within human resource development. 

Human Capital Theory [4], further supports the rationale 

for investing in role-specific skills, linking an individual's 

technical proficiency and knowledge acquisition directly to 

productivity and organizational value. This theory provides an 

economic justification for organizations to define, train, and 

measure role-specific competencies as a means of maximizing 

return on talent investment. 
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A more recent evolution of this thinking can be seen in the 

mind-role fit model [30], which integrates psychological 

dimensions such as cognitive load, emotional resilience, and 

motivation into assessments of whether an employee is ef-

fectively positioned within a specific functional role. This 

model highlights the growing consensus that competence in 

modern roles extends beyond technical skill to include 

alignment with psychological and behavioral requirements of 

the job. 

From a systems perspective, Eraut [8] emphasizes that 

professional competence in the workplace is developed not 

only through formal education but also through informal 

learning embedded in task performance and social interaction. 

This dynamic understanding reinforces the need for adaptable 

frameworks that accommodate both structured role defini-

tions and the evolving nature of job tasks. 

In terms of empirical evidence, Switasarra and Astanti [25] 

argue that job descriptions continue to play a foundational 

role in establishing the minimum skill thresholds for profes-

sional performance, particularly in large organizations. Their 

study links structured job documentation with improved 

alignment between employee capabilities and organizational 

goals. Furthermore, Pulakos et al. [22] introduce the concept 

of adaptive performance; it highlights the significance for 

employees to adjust their execution of input in line with the 

demands, technologies, or disturbances they face; this is be-

coming more and more essential in role-specific output. 

European e-Competence Framework [9] contributes to the 

operationalization of this area by providing a structured clas-

sification of ICT-related competencies associated with jobs. 

Its focus on competence granularity, role alignment and pro-

gression levels, while limited to the digital sector, provides a 

useful precedent for defining and benchmarking functional 

competence in other sectors. While much has been written 

regarding models and frameworks tuned for specific roles, the 

literature points to an important gap: that most studies ex-

amining role performance in isolation, failing to adequately 

contextualize to the broader dynamic frameworks accounting 

for digital disruption or inter-disciplinary integration. This 

highlights the need for a more holistic conceptualization of 

Role-Specific Competence – part of a larger dimension of 

Functional Expertise, as a continuum or spectrum of defined 

levels of Functionality – something we hope to tackle with the 

subsequent sections of this paper. 

4.3. Digital Agility Domain 

The frictionless pace of technology advances, especially 

driven by a digital transformation, has made a powerful case 

for another form of workforce competence—Digital Agility. 

Digital Agility, which is derived from wider constructs like 

organizational agility and dynamic capabilities, is an indi-

vidual's ability to quickly learn, fuse, and implement digital 

tools and technologies in context of changing conditions [2]. 

It's not just digital literacy or skills, it is the cognitive and 

behavioral flexibility needed to navigate successfully in a 

technology-rich world. 

This line of thought finds expansion within the Dynamic 

Capabilities perspective, where Teece, Peteraf and Leih [28] 

position Digital Agility, proposing that in a volatile and 

competitive environment, individuals/organizations should 

sense, seize and reconfigure resources. At the individual level, 

this means the capacity to experiment with new technologies 

and manage uncertainty, as well as the urge to continuously 

upskill digitally — all traits that we find in areas that are 

knowledge-intensive and flourish in dynamic environments. 

Theoretical foundations of Digital Agility are also based on 

the Technology Acceptance Model (TAM) [6], which asserts 

that perceived ease of use and perceived usefulness affect 

individuals’ voluntary willingness to use/digital systems. 

Although traditionally applied to system adoption in organi-

zational contexts, the logic of TAM moving argumentation 

upward is increasingly apt for understanding personal digital 

adaptability and proactive engagement with emerging tools. 

Empirically, the literature is showing increasing consensus 

on the strategic relevance of Digital Agility. Digital skills and 

ability to use technology rank among the highest demanded 

skills by employers, driven by automation, AI, and remote 

work models according to the World Economic Forum [26]. 

As data from the Digital Agility Report [7] highlights, agility 

is crucial to success as those who adapt to digital systems, 

experiment with new digital capabilities and incorporate da-

ta-driven insights are likely to drive innovation and strategic 

decision-making in a business. 

Upskilling and reskilling to use the right tools of technol-

ogy has become foundational, as opposed to ancillary [16] — 

without which individual performance suffers in the era of 

Industry 4.0. Digital agility is about adapting to the digital 

world, both in terms of learning fast and being able to 

sense-change, while learning agility is all about the ability to 

learn in any new context. 

However, challenges to digital agility remain. As Leon-

ard-Barton [15] points out, such inertia regarding technology 

due to established routines, organizational culture and legacy 

systems are larger challenges when adapting to new digital 

workflows. At the individual level, gaps in motivation, in 

access to training, and in fear of failure are obstacles to digital 

upskilling as well [6, 20]. These challenges emphasize the 

importance of looking at Digital Agility as more than a set of 

technical skills, but as cognitive and behavioral competence 

shaped by an internal mindset and external enablers. 

Overall, the literature serves as a solid basis to consider 

Digital Agility as a multi-faceted competence. It is synthe-

sized from information systems, organizational behavior and 

strategic management theories, culminating to its increasing 

importance in the field of workforce development. Yet only a 

few studies provide a framework for adopting Digital Agility 

through a holistic set of competences—showing a hole this 

paper aims to fill. 
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4.4. Interdisciplinary Domain 

As global challenges become increasingly complex, a shift 

is needed from disciplinary specialization to integrative 

knowledge and cross-domain collaboration. In this light, 

interdisciplinary competence has become one of the most 

important workforce capabilities—whereby individuals draw 

on knowledge, skills and perspectives from multiple fields to 

solve multifaceted problems. Cognitive flexibility, systems 

thinking and communicative capacity stand out as a highly 

relevant group of competencies – as highlighted in a large 

number of educational, organizational and psychological 

research. 

Interdisciplinary theory provides the theoretical foundation 

for interdisciplinary competence by framing integration as the 

core process by which knowledge from various disciplines 

can be synthesized into more integrated understandings [21, 

23]. Gibbons et al.'s [11] concept of Mode 2 knowledge 

production [11], even further characterizes interdisciplinarity 

as a contextual and problem-driven approach, involving 

knowledge that is socially distributed, co-produced across 

disciplines, institutions and stakeholders. 

In education, case studies abound which indicate that in-

terdisciplinary approaches provide invaluable 

cross-disciplinary skills including problem-solving, critical 

thinking and adaptability. Spelt et al. In a systematic review 

[24] proposed five foundational elements of interdisciplinary 

competence in higher education: disciplinary grounding, 

integration, critical awareness, reflection, and collaboration. 

These strands are seen as fundamental in equipping learners to 

tackle the increasingly complex challenges that are beyond 

the remit of individual disciplines. 

The work of Wang and Sang [29] also highlights the im-

portance of interdisciplinary learning, as they were able to 

study the interdisciplinary competence between primary and 

secondary school teachers. Their findings underlined the 

importance of both pedagogical flexibility and epistemolog-

ical openness in applying cross-disciplinary connections, 

critical skills in an accelerating landscape that extends far 

beyond education into health, sustainability and innovation 

ecosystems. 

One important cognitive facilitator of interdisciplinary 

competence is systems thinking, which will enable individu-

als to discover interrelations, feedback loops, and long-term 

effects within complex systems [14]. This more holistic view 

is of particular use in solving ―wicked problems‖ that need 

coordinated input from different areas of knowledge. Jacobs 

and Frickel [13] note that effective interdisciplinary collabo-

ration relies not only on mastery of technical skills but also 

calls for epistemic humility and recognition of the value of 

each disparate area of work by colleagues. 

On the communicative level, Novikova et al. [31] intro-

duced the notion of interdisciplinarity communicative com-

petence, which relies on 1) a common language, through 

which not only is a common language created, but also the 2) 

openness to the conceptual framework of the others, as well as 

3) the clarity of how that framework is to operate. In this way 

their model actively translates the inter-personal and cognitive 

behavior types that enhance successful effective interprofes-

sional engagement into a framework and something to 

measure and develop professionally. 

While there are strong theoretical and empirical benefits 

that support this argument, interdisciplinary competence was 

still not heavily represented in many workforce development 

frameworks. Many models place it as a nice-to-have or a 

circle in team dynamics versus a key enabler of innovation, 

problem-solving, and knowledge integration. The lack of a 

comprehensive insight found in this literature gap indicates 

the need for its systematic inclusion under wider competence 

frameworks especially as organizations now operating in an 

environment that requests adaptive, cross-functional re-

sponses. 

4.5. Synthesis and Identified Gaps 

The previous review highlights some of the principal theo-

ries and empirical contributions motivating the recognition of 

Functional Expertise as a building block of workforce com-

petence. Looking across the literature, we find several key 

themes converging: the need to balance employee capabilities 

with job needs [4, 30]; the need to create agile and digitally 

capable labor pools [28, 16]; and the awareness that interdis-

ciplinary thought benefits innovation and solutions thinking 

[23, 24]. 

Although conceptually these competencies are more de-

veloped than knowledge or preferences, they are not cohe-

sively treated in the literature. Role-Specific Competence is 

usually very niche and buried in occupational or technical 

training models, and has not been widely noticed how this is 

evolving within dynamic, cross-sectoral situations. Digital 

Agility, sweeping across the literature in technology man-

agement and also HR however, tends to be inert, addressing 

behavioral elasticity as a standalone rather than a prepared to 

be followed, cross pollinated, erected to behave, cross bound 

unharness. Likewise, Interdisciplinary Competence has been 

extensively articulated within an educational context, but 

almost never as a component of frameworks aimed at organ-

izational or workforce application. 

Notably, the majority of the models reviewed conceptual-

ized these competencies as independent variables as opposed 

to integrated dimensions that need to co-inhabit modern job 

profiles. We have old constructs i.e. Human Capital Theory 

[4], Dynamic Capabilities [27] and Systems Thinking [14] to 

inform our work, but few of the existing frameworks attempt 

to draw them together to create a functional template on which 

we can base the expectations of the work we will be required 

to do for now and into the future. 

Furthermore, the literature barely addresses how these 

domains interrelate with other psychological and strategic 

aspects of competence, including cognitive adaptability, 
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emotional intelligence, or visionary leadership. There is, thus, 

an obvious gap between the elements examined and a holistic 

competence model directed towards future needs. 

Although efforts have been made to classify over time, 

there remain several competing frameworks across different 

disciplines which can make the field fragmented. Instead, this 

framework frames Functional Expertise as a cornerstone, an 

active and emergent construct that sits at the intersection of 

Workforce Development, Digital Transformation, and Inter-

disciplinary Innovation. 

5. Theoretical Framework 

5.1. Introduction to the Functional Expertise 

Dimension 

The increasingly dynamic nature of work—driven by 

technological and transformative change, cross-disciplinary 

complexity and amplified performance expectations—means 

organizations need collective capabilities to evolve beyond 

mere collections of skills taxonomies or vaguely-defined 

behavioral traits [26, 16]. It is therefore imperative that 

competence frameworks provide structured, dynamic and 

operable schemas that are able to change with the context [27, 

4]. In this context, the Functional Expertise Dimension is 

presented as a foundational Competing Business Competence 

Foundation Alongside Cognitive Psychology and Visionary 

Management. 

Although existing models like McClelland’s [18] behav-

ioral competence approach or the European e-Competence 

Framework [9] have both been useful, they typically focus on 

personal level characteristics or to be further changed 

role/labor market requirements. Few provide a tightly unified 

framework for the integration of domain-specific, digital and 

cross-functional competencies necessary for 21st century 

professional success. Functional Expertise addresses this by 

emphasizing applied, role-specific and change-oriented ca-

pabilities that facilitate job performance and adaptability in 

professional environments [30, 22]. 

This will be particularly significant given the context of 

rapid automation, hybrid work dynamics, and a growing need 

for agile and interdisciplinary teams [20]. It approaches 

workforce readiness and employability not just as a matter of 

technical proficiency, but rather as a living, breathing inter-

play of knowledge application, adaptability, and organization 

alignment. Functional Expertise also feeds on, and works with 

the Cognitive Psychology Element which gives the mindset, 

metacognition and emotional direction needed for learning 

and self-management [12] and the Visionary Management 

Element provides the strategic climate and foresight that 

directs expertise towards the future [3, 28]. 

The Functional Expertise Dimension aims to bridge this 

gap conceptually and practically by creating a connection 

between cognitive adaptability, role-specific competence, and 

strategic execution, ultimately establishing the groundwork 

for a more cohesive and forward-thinking approach to work-

force development. 

5.2. Defining the Dimension 

Functional Expertise is defined in this framework as: 

The dynamic capacity of an individual to apply 

role-specific, digital, and interdisciplinary competencies in 

ways that align with organizational objectives, adapt to 

evolving contexts, and contribute to collaborative prob-

lem-solving. 

This is based on the understanding that in the modern pro-

fessional world, competence is not static and is more than just 

technical knowledge or expertise. It is a multidimensional 

construct in nature — adaptive, context-sensitive, and con-

sistent with strategic intent and operational realities. 

This dimension is based on diverse academic traditions. 

The competency-based approach first widely articulated by 

McClelland [18], recognized that effective job performance is 

not necessarily predicted by raw intelligence: it is not the 

general IQ, but rather demonstrable, role-specific behaviors 

that predict effective job performance. His work established 

the groundwork upon which behavioral competency models 

are now widely used in education, talent development, and 

performance management. 

Further, Becker’s [4] Human Capital Theory provided an 

economic justification for the acquirement of skills, thus 

positioning individuals’ technical and functional abilities as 

drivers of productivity and competitive advantage. Such in-

sights highlight the importance of role-related competencies 

in determining workforce preparedness over the long term. 

But, in a dynamic world, static skillsets are not sustainable. 

There is one more dimension to the understanding of expertise, 

which relates to the Theory of Dynamic Capabilities [27]. 

From this perspective, both people and organizations need to 

not only have functional capability but also reconfigured and 

adapted what these competencies look like in the face of 

technological disruption, market volatility, and changing role 

requirements. Functional Expertise, thus takes on the nature 

of an evolving construct tempered by the formative aspects of 

learning, feedback and context complexity. 

In addition, the domain of adaptive performance was artic-

ulated by Pulakos et al. [22], which integrates behavioral plas-

ticity into the functional capacity. Their taxonomy highlights 

dimensions like struggling with unexpected work scenarios, 

learning new tasks—dimensions in which each has become a 

core aspect of functional success in modern-day workplaces. 

This construct is also informed by psychological literature 

on mind-role fit, which suggests that when an individual’s 

capabilities align with a role’s cognitive, emotional, and be-

havioral expectations, performance, satisfaction, and reten-

tion over time is predicted [30]. In this sense, role-specific 

expertise is a mixture of technical, psychological, and social 

understanding. 
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In addition, the growing presence of digital transformation 

and interdisciplinary collaboration as work tasks suggests a 

wider lens of what it means to be ―functionally competent.‖ 

As pointed out by Li [16] and Morandini et al. [20], today’s 

domain of expertise must incorporate digital fluency, systems 

imagination, and the ability to work horizontally across dis-

ciplines—thus transforming the boundaries of conventional 

functional domains. 

Therefore, in this framework, Functional Expertise is or-

ganized around three interdependent domains: 

1) Role-Specific Competence, which addresses task exe-

cution and occupational alignment; 

2) Digital Agility, which enables adaptability and en-

gagement with technology-driven environments; 

3) Interdisciplinary Competence, which supports collabo-

ration across disciplinary and functional boundaries. 

The following sections will elaborate, describe, and posi-

tion these domains. In unison they form an integrative body of 

competence which serves as the bridge between existential 

capacity (psychological readiness) and external-based execu-

tion (tactical alignment). 

5.3. Internal Structure: The Three Domains 

Function Dimension is defined by three interlinked do-

mains (See Figure 1): Role Domain, Digital Domain, and 

Interdisciplinary Domain. Each domain addresses an im-

portant sector of applied professional work and they together 

represent the foundational operational aspects of personal 

effectiveness within the wider Competence Framework. 

These domains are not stand-alone skill categories but rather 

function as a fluid triad, with each other interrelating, in-

forming, and changing each other due to contextual needs. 

 
Figure 1. Functional Expertise within the VFC Competence 

Framework. 

This visual represents the internal structure of the Func-

tional Expertise Dimension, illustrating its composition from 

three interrelated domains: Role-Specific Competence, Digi-

tal Agility, and Interdisciplinary Competence. The diagram 

also reflects how this dimension is influenced by both the 

Cognitive Psychology and Visionary Management dimen-

sions. 

5.3.1. Role-specific Competence 

Role-Specific Competence: The Technical, Procedural, and 

Occupational Skills Necessary for Optimal Performance in A 

Defined Professional Role This encompasses work-related 

knowledge and executional precision, as well as consistency 

with anticipated standards of quality, compliance, and re-

sponsibility. It is rooted in formalized role expectations and is 

often associated with formal training, job descriptions, and 

performance appraisal systems. 

This domain constitutes the foundational level of Func-

tional Expertise. This means ensuring that employees are not 

just adequately trained to meet the basic needs of their roles, 

but that they can add value through relevant and consistent use 

of their skills when needed. Crucially, Role-Specific Com-

petence specifically incorporates performance threshold 

alignment — i.e., the degree to which it establishes the 

minimum viable threshold of professional contribution for a 

given function. 

The domain is informed by frameworks such as the Euro-

pean e-Competence Framework [9], which connects occupa-

tional roles to competency definitions in technical domains, 

and is underpinned by human capital theory and perfor-

mance-based models of skill acquisition. It is influenced by 

psychological constructs such as mind-role fit, which under-

score the alignment between individual capacity and role 

complexity [30]. 

5.3.2. Digital Agility 

Digital Agility describes the ability of a person to adapt his 

or her interaction with digital applications, technologies, and 

workflows to optimize responsiveness at the individual and 

organization levels. It conveys not just the capacity to learn a 

new technology in practice, but also the behavioral agility and 

self-efficacy needed to function in rapidly evolving digital 

contexts. 

This domain deals with the accelerating digitization of 

work — where the ability to respond to new tools, including 

AI systems, data dashboards and cloud-based platforms, is no 

longer a nice-to-have but an existential requirement. Digital 

Agility is not about digital literacy or technical fluency. This 

includes cognitive readiness, continuous learning and the 

ability to harness digital systems for collaboration, deci-

sion-making and problem-solving. 

This domain draws on theorization built on the form of 

Technology Acceptance Model [6], Dynamic Capabilities 

Framework [27], as well as with more modernized models of 

digital transformation and workforce adaptability [16, 20]. 
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Digital Agility is the key enabler of long term role relevance 

as digital ecosystems become central to professional func-

tioning across sectors. 

5.3.3. Interdisciplinary Domain 

Interdisciplinary Competence refers to the ability to inte-

grate knowledge, methods, and perspectives from multiple 

disciplines to address complex problems and collaborate 

across boundaries. It emphasizes systems thinking, commu-

nicative flexibility, and the capacity to function effectively in 

cross-functional or multi-sectoral teams. 

Challenge has become increasingly critical in a world 

where modern work environments are increasingly mul-

ti-modal in nature. No longer are professionals expected to 

excel in their domain only; they need also to create construc-

tive interfacing with neighboring knowledge domains, be they 

in project management, innovation, sustainability, or digital 

product development. 

The body of theory supporting this area of work comes 

from interdisciplinary theory [21], Mode 2 knowledge pro-

duction [11], and practical educational practices [24] There 

are also recent advances in exploratory interdisciplinary 

communicative competence [17] highlighting the role played 

by interpersonal and reflexive dimensions helping profes-

sionals to cross disciplinary diversity with confidence and 

clarity. 

5.3.4. Integration of Domains 

These domains are presented in parallel with the intention 

of conceptual clarity, but in practice operate interdependently 

(See Table 1). As an example, a person with an expertise in 

their field may need to customize digital tools (Digital Agility) 

working with colleagues with diverse skills (Interdisciplinary 

Competence). In this context, the Functional Expertise Di-

mension is not a checklist of skills but rather a structural 

model for how core-professional capacities come together, 

interact and evolve over time. 

It provides organizations and educators alike, a scalable, 

integrative architecture for developing competencies. It also 

helps identify and define areas in need of functional perfor-

mance improvement and serves as a guide to build the right 

learning programmes, assessment tools and strategic work-

force initiatives. 

Table 1. Core Domains of Functional Expertise. 

Domain Definition Key Traits Theoretical Foundations 

Role-Specific 

Competence 

Mastery of technical and procedural 

skills for a defined role. 
Precision, compliance, adaptability [18, 4] 

Digital Agility 
Ability to adapt to and leverage digital 

tools in evolving contexts. 
Curiosity, learning agility, resilience [27, 6] 

Interdisciplinary 

Competence 

Integration of knowledge across disci-

plines for problem-solving. 
Systems thinking, collaboration [21, 11] 

Summarize the three domains (Role-Specific Competence, Digital Agility, Interdisciplinary Competence) with definitions, key traits, and 

theoretical foundations. 

5.4. Positioning Within the VFC Competence 

Framework 

The Functional Expertise Dimension exists as the founda-

tion of the broader VFC Competence Framework, providing 

the functional interface through which cognitive capabilities 

and strategic intent are transformed into effective perfor-

mance [1]. Where the Cognitive Psychology Dimension 

emphasizes personal awareness, emotional intelligence and 

cognitive agility, and the Visionary Management Dimension 

addresses foresight, leadership and overarching strategy, the 

Functional Expertise Dimension balances all this with the 

execution of all of the above: the practical application of 

competencies in real-world contexts. 

Functionally, it occupies the middle layer of the frame-

work’s logic: 

1) The Cognitive Psychology Dimension (CPD) equips 

individuals with the mindset, metacognitive capacity, 

and emotional resilience required to engage with learn-

ing, collaboration, and uncertainty. 

2) The Visionary Management Dimension (VMD) pro-

vides the strategic compass—vision alignment, leader-

ship, and scalability. 

3) The Functional Expertise Dimension, situated between 

these, ensures that competence is activated and applied, 

through the mastery of roles, responsiveness to digital 

disruption, and interdisciplinary integration. 

Importantly, the three dimensions are interdependent, not 

hierarchical. Functional Expertise is shaped by Psychological 

Readiness and Strategic Clarity but also helps manifest them. 

And cognitive adaptability improves digital agility, and em-
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powerment reinforces leadership credibility. This kind of 

visionary thinking, in turn, determines what kinds of expertise 

get prioritized and cultivated.‖ 

The model integrates Functional Expertise into the 

framework structurally, creating a continuous competence 

development process that maintains the relationship between 

individual performance aspects, i.e. between thinking you, 

acting you, and leading you, as opposed to separate pieces of 

competencies that are to be stitched together to best deliver 

business grades. This theoretical framework sets the stage for 

the analytical discussion in the following section. 

After presenting functional expertise as a well-structured 

and interdependent concept of role-specific competence, 

digital agility and interdisciplinary competence, we need to 

expand what this construct means in situ. Competence cannot 

be construed solely as a theoretical construct when, as Eraut 

[8] pointed out, it also reflects how we respond to real- world 

challenges, applying skill, adapting, exercising the profes-

sional judgment required. 

In the subsequent section, we have presented the summary 

of imported knowledge gained from the systematic review 

performed in this work. Based on a literature review spanning 

organizational behavior, workforce development and digital 

transformation, it isolates patterns, thematic connections and 

ways that each domain manifests in practice. These models 

constrain our understanding of how Functional Expertise 

manifests in different roles and in different industries, as well 

as their interaction with cognitive and visionary dimensions in 

complex work environments [22, 27]. 

Through this activity, the paper moves between the con-

ceptual underpinning of its framework, and analytical and 

interpretative applications—demonstrating that the domains 

are not simply design factors in a model, but are also active 

factors in both professional development, as well as resilience 

and performance. 

6. Data Analysis 

This part of the paper provides a thematic synthesis of 

findings obtained from the systematic literature review and 

moves beyond a conceptual definition of Functional Expertise 

instead exploring the emergence of its three do-

mains—Role-Specific Competence, Digital Agility, and In-

terdisciplinary Competence—in practice. Whereas the prior 

section provided a theoretical basis, this analysis offers con-

textualized interpretations of patterns, challenges, and op-

portunities in the published literature. 

Performance at work and the definition of competence must 

thus go hand in hand [8] and not just be seen as a theoretical 

definition of competence. Likewise, Pulakos et al. [22] stress 

the effective performance of function is grounded in situa-

tional context. So this section is accordingly structured to go 

through each one of these domains individually, to explore 

their interrelationships, relationships with other framework 

dimensions and consequent strategic implications. 

The synthesis articulated here gives a context-sensitive 

view of Functional Expertise as a living, applied perspec-

tive—emerging from environmental demands, individual 

responsiveness and organizational pulls. 

6.1. Functional Expertise by Domain – Results 

& Discussion 

By defining that notion, the remaining part of this paper 

delivers the analytical synthesis of the Functional Expertise 

Dimension and explores its three constitutive domains 

(Role-Specific Competence, Digital Agility, and Interdisci-

plinary Competence) as autonomous but interdependent ap-

plied functional competencies. Based on the systematic re-

view, the following analysis highlights key findings, thematic 

patterns, and developmental challenges unique to each do-

main. 

Literature-based evidence is intertwined in each subsection 

with interpretive analysis, demonstrating the ways compe-

tencies are formed by shifting role demands, technological 

adaptation, and cross-disciplinary complexity. Instead of 

redefining the domains, this section interprets their behavioral 

relevance and strategic implications in terms of competence 

development, organizational design, and learning systems. 

6.1.1. Role-specific Domain 

In the literature, Role-Specific Competence is consistently 

described as a cornerstone of professional functionality. The 

results underscore its basic importance as a device guaran-

teeing working greatness and job-part arrangement. This 

domain is typically formalized by a job description, 

task-specific training, and occupational standards [4, 9]. 

However, a stable analytical insight that emerges is that 

role-based expectations are not static, but subject to being 

rapidly redefined as a result of automation technology, hybrid 

work formats, and an expanding set of possible tasks [20]. 

It is no longer satisfactory to think about Role-Specific 

Competence as a stale technical inventory. Adaptive applica-

tion, learning agility, and contextual role awareness [22] have 

emerged as significant behavioral extensions. The nature of 

roles is always evolving and practitioners must constantly 

realign their skills with the changing expectations — an in-

dication that competence is simultaneously recursive and 

fractals. 

A key theme is the greater focus on mind-role fit — the 

degree of cognitive and emotional congruence between the 

capacities of individuals and the psychological demands that 

they encounter in the role [30]. Competence misalignment in 

this sense can occur not only in underperformance but also in 

psychological strain, disengagement, and turnover. 

Moreover, the analysis reveals that workforce development 

approaches do not keep pace with changing job tasks and 

newly opened role definitions. Even as the functional context 

around them becomes more technologically integrated, 

standard operating procedures may not change. This discord 
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is indicative of a dormant skills gap, and subsequently, 

long-term performance resilience. 

Consequently, Role-Specific Competence must not be 

considered solely as a back-office execution of technical tasks, 

but rather as a behavioral engagement with role expectations 

in its full complexity. In line with organizational realities, 

competence development needs to itself reflect on, be context 

sensitive and iterative. 

6.1.2. Digital Agility 

Digital Agility has evolved from being an ICT topic of 

concern to a cross-functional must-have. It encompasses 

much more than digital literacy—it signifies the behavioral 

ability to adapt, incorporate, and maximize digital instruments 

instantaneously, which is necessary while the technological 

and organizational context is changing [2, 16]. 

From an analytic perspective, three key findings are note-

worthy. First, digital agility is strongly related to adaptive 

performance [22] in environments of high pace change and 

low standardization in tools, platforms, and digital processes. 

Second, the review highlights behavioral traits like curiosity, 

tolerance for uncertainty and experimentation. Such traits 

bolster the agility required to contend with more frequent 

changes in software systems, data tools and collaborative 

platforms [6, 20]. 

Third, organizations do not know the difference between 

digital competence and digital agility. Other training models 

emphasize tool-specific hard skills over the development of 

learning mindsets and strategic reflexes that allow employees 

to re-learn, troubleshoot, and digitally adapt across contexts 

[15, 28]. 

The latter is affirmed by the review which suggests that 

access to digital learning environments and individual learn-

ing readiness has a substantial impact on digital agility. Many 

organizations fail to tackle motivational and psychological 

barriers to digital learning, particularly among mid-career 

professionals. The ability to handle emotionally threatening 

situations effectively [12] and self-efficacy are important 

enablers of confidence and engagement with new technolo-

gies. 

Put simply, digital agility is not a technical upskilling ex-

ercise. It takes an ecosystem approach: one that encompasses 

real-time feedback, microlearning, peer mentoring, and the 

naturalization of adaptive behaviors. It is this behavior-

al-operational fusion that makes digital agility a true domain 

of Functional Expertise. 

6.1.3. Interdisciplinary Competence 

Lastly, the final domain that seems to emerge from the lit-

erature is titled Interdisciplinary Competence, which may be 

seen as a unique form of adaptive expertise. It allows people 

to work across disciplinary boundaries, integrate disparate 

knowledge, and produce solutions collaboratively in 

team-oriented or complex contexts [21, 24]. This domain is 

especially pertinent in jobs relating to innovation, public 

policy, sustainability, and organizational design. 

The analysis identifies two main trends. In the first place, 

interdisciplinary competence is highly related to the systems’ 

thinking and to the cognitive flexibility. It demands not only a 

comfort with complexity, but also a willingness to distill 

principles within one discipline and deploy them in another 

[14, 23]. Second, productive Collaborations depend on inter-

disciplinary communicative behaviors [17] such as reflective 

dialogue, shared Vocabulary Construction, and perspec-

tive-taking. 

Lack of development frameworks and assessment tools to 

measure that interdisciplinary performance is highlighted as a 

key challenge in the literature. While education institutions 

have promoted integrated learning/Problem-based learning 

models, such systems have not translated well into workplace 

performance systems [29]. 

The review also identifies a tendency of conflating inter-

disciplinary teamwork with real interdisciplinary competency. 

Participation in a multi-functional team does not imply the 

ability to integrate perspectives meaningfully. Overall, our 

results indicate an intentional need for training in 

cross-disciplinary synthesis, reflection, and communicative 

flexibility in order for this intersectional space to be func-

tional and impactful. 

From an organisational perspective, inter-disciplinary 

competence becomes increasingly important in project design, 

cross-sectoral collaboration, and innovation sprints. In this 

context, when this thinking is embedded in role profiles and 

performance criteria, it supports the agility and creativity 

needed in uncertain and fast changing contexts. 

6.2. Interplay Among the Three Domains 

Although Role-Specific Competence, Digital Agility and 

Interdisciplinary Competence can be considered in isolation, 

the literature and thematic synthesis indicates that they do not 

exist in a silo. Rather, they embody an interdependent triad, 

where the presence — or absence — of one domain greatly 

affects the effectiveness of the others (See Table 2). The 

mutual reinforcement between these elements produces a 

dynamic structure that allows individuals to migrate func-

tionally in VUCA (volatile, uncertain, complex, and ambig-

uous) environments. 

The clearest link is between Role-Specific Competence and 

Digital Agility. As the performance of domain-specific tasks 

now increasingly relies on evolving technological infra-

structures—ranging from automation tools and data platforms 

to remote communication systems—digital systems have 

transitioned from being mere support tools to core compo-

nents of role execution. Thus, professionals must not only 

master their core duties but also adapt their execution to 

evolving digital contexts [16, 28]. Digital Agility becomes 

particularly meaningful when applied to well-defined occu-

pational functions, reinforcing the importance of strong role 

clarity in achieving digital fluency. The literature indicates 
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that, for role execution, digital platforms have evolved from 

support systems to integrated components. Thus, profession-

als have to not just know how to do their work, but be able to 

do that work differently with new technologies as well. On the 

flip side, Digital Agility matters most when applied to 

well-defined occupational tasks—hinting at the role clarity 

that grounds digital nimbleness. 

The second strong connection to make is between Digital 

Agility and Interdisciplinary Competence. Working across 

platforms and streamlining into digital workflows creates 

greater collaboration across departments and disciplines. It 

has been increasingly reported in the literature on 

cross-functional teams that such teams use shared digital 

ecosystems for coordination, planning, and execution [2, 20]. 

Digital fluency allows boundary-spanning and interdiscipli-

nary awareness enables sensemaking and response to infor-

mation. 

Finally, the connection between Role-Specific Competence 

and Interdisciplinary Competence is one of contention be-

tween depth and breadth. Each professional needs enough 

domain-specific expertise, but they should also cultivate the 

reflexive ability to move their knowledge from one function 

to another [23, 24]. Domino and Leonardi [32] indicate that 

people who thrive in diverse teams tend to have some firm 

expertise in at least one area of interest, which then grounds 

their attempts to integrate. This tension between functional 

domain depth and functional domain breadth is the key to-

wards innovation and problem solving in complex contexts. 

The connections of these three domains implies the scaf-

folded Functional Expertise Development Model. 

Role-specific mastery gives you the technical grounding; 

digital agility adds responsiveness and continuous learning; 

and interdisciplinary competence brings you cognitive flexi-

bility and strategic alignment. Cultivated in tandem, they form 

a mutually reinforcing ecosystem, one that can drive opera-

tional execution, adaptation, and innovation. 

This interdependence has important implications from a 

development perspective. Competency models and training 

programs that silo one domain at the expense of another create 

imbalanced professionals: technically skilled but digitally 

rigorous, or agile but without foundational competence. In-

tegrated development strategies, by contrast, create transfer-

able capabilities that improve performance resilience. 

Therefore, the Functional Expertise Dimension becomes 

less of a hastily assembled toolbox of capabilities, and more 

of an interconnected architecture that facilitates agility and 

relevance in a fast-changing world of work. 

Table 2. Interplay Among Functional Expertise Domains. 

Domain Pair Interaction Example Outcome 

Role-Specific + Digital Agility A marketer uses AI tools to refine customer segmentation. Enhanced role performance via tech. 

Digital Agility + Interdisciplinary 
A data scientist collaborates with HR to analyze workforce 

trends. 
Cross-functional innovation. 

Role-Specific + Interdisciplinary 
An engineer applies design thinking to solve manufacturing 

challenges. 
Holistic problem-solving. 

Illustrate how domains interact and reinforce each other. 

6.3. Functional Expertise and Other Dimensions 

The Functional Expertise Dimension is defined in the 

context of the broader competence architecture it forms part 

of and is interrelated to, most notably, the Cognitive Psy-

chology Dimension and the Visionary Management Dimen-

sion. At the same time, the analysis shows that these rela-

tionships are reciprocal and developmental — that is, each 

dimension shapes the development, depth and application of 

the other dimensions. 

6.3.1. Functional Expertise and the Cognitive 

Psychology Dimension 

Indeed, research repeatedly emphasizes the cognitive and 

psychological resources necessary for individuals to establish 

and maintain sound performance. Finally, the application of 

Functional Expertise, particularly in uncertain or challenging 

work environments, requires both emotional intelligence and 

learning motivation and cognitive adaptability—central con-

structs of the Cognitive Psychology Dimension [12, 10, 22]. 

As an example, the metacognitive skills of self-monitoring, 

situational awareness/understanding, and unexpected pressure 

resilience are key to remaining competent within digitally 

driven roles (Digital Agility). Similarly, the ability to engage 

in cross-disciplinary problem-solving is often dependent on 

emotional regulation and empathy — qualities connected to 

the social and emotional learning frameworks [5]. From this 

perspective, psychological traits represent prerequisites for 

the activation of competencies. 

On the other hand, functional engagement is also a way of 

psychological engagement. Role mastery leads to 
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self-efficacy, and cross-organizational collaboration aids in 

perspective-taking and reflective practice. So, Functional 

Expertise serves as an arena for psychological growth via 

experience, reiterating the cyclic nature of growth between 

these two dimensions. 

6.3.2. Functional Expertise and the Visionary 

Management Dimension 

The Visionary Management Dimension (VMD) — strate-

gic clarity, leadership context and organizational vision — 

also weaves deeply through Functional Expertise. In the ab-

sence of effective strategic leadership, functional competence 

risks misalignment with changing institutional needs [28, 3]. 

This indicates that strategic foresight and leadership behav-

iour are core enablers to competence evolution in reskilling or 

transformation scenarios. 

Digital Agility, for example, thrives in cultures that are 

led by leaders who encourage adoption of technology and 

spend on systems that reward adaptiveness. Collaboration 

across disciplines is more effective when it has a shared 

vision and purpose. In addition, visionary leadership shapes 

Role-Specific Competence as something to be framed in-

deed, framed not only in terms of task-relatedness but in 

terms of its long-term impact on and value for the organi-

zation [19]. 

Whereas Functional Expertise supplies the executional 

underpinnings to support the translation from vision to action. 

While leaders set strategy and direction, their success is con-

tingent upon whether the teams have the competencies to 

implement those goals. This positions Functional Expertise as 

a translator of strategic intent that, connects vision to opera-

tional behavior. 

6.3.3. Conclusion of Interdimensional Influence 

These findings taken together reinforce the idea that Func-

tional Expertise is not in a silo, so to speak. It is facilitated by 

psychological preparedness and informed by visionary strat-

egy, feeding back into the evolution of our mindsets, emo-

tional maturity and organizational agility. These interde-

pendencies form the foundation for coherent, future-ready 

learning systems, leadership models, and performance eco-

systems. 

6.4. Strategic Implications for Stakeholders 

The preceding analysis demonstrates that the Functional 

Expertise Dimension—composed of Role-Specific Compe-

tence, Digital Agility, and Interdisciplinary Competence—is 

not a static cluster of technical abilities, but a dynamic, in-

terrelated system of capabilities. To operationalize this di-

mension, stakeholders must move beyond fragmented up-

skilling strategies and embrace integrative development 

pathways aligned with both workforce realities and fu-

ture-oriented goals. 

6.4.1. For Organizations: Workforce Design and 

Capability Activation 

Organizations face growing pressure to align functional 

roles with emerging technologies, collaborative structures, 

and strategic priorities. The findings emphasize that 

Role-Specific Competence must be treated as both task-based 

and adaptive, requiring continuous recalibration through 

feedback systems, updated job descriptions, and embedded 

learning loops [22, 16]. 

Digital Agility, in particular, cannot be cultivated through 

tool training alone. It requires the development of a digital 

learning culture—where experimentation, peer learning, and 

reflective adaptation are normalized. Integrating microlearn-

ing, mentorship, and scenario-based training helps translate 

digital exposure into behavioral agility [2, 15]. 

Moreover, fostering Interdisciplinary Competence involves 

rethinking team composition, performance metrics, and 

communication norms. Cross-functional collaboration must 

be treated not as a one-off project feature but as an organiza-

tional muscle built through shared language, systems thinking, 

and reflective practice [24, 17]. 

Those organizations that deliberately link the 

co-development of all three domains—integrated talent 

management systems, agile competency models, and aligned 

leadership behaviors—will be better positioned to deftly re-

spond to disruption while also sustaining innovation. 

6.4.2. For Educators: Curriculum, Pedagogy, and 

Assessment 

The role of educational institutions is foundational in de-

livering functional expertise to second-generation profes-

sionals. The review confirms that siloed curricular models are 

misaligned with the needs of a workplace that demands digital 

fluency, cross-disciplinary engagement, and rapid role adap-

tation [29, 11]. 

Curricula must evolve to integrate all three domains of Func-

tional Expertise through interdisciplinary modules, technolo-

gy-enhanced learning environments, and competency-based 

assessments. Role simulation, collaborative case studies, and 

digital prototyping platforms can support deeper engagement 

with domain interconnections. Furthermore, metacognitive skill 

development—such as reflection, self-monitoring, and peer 

feedback—should be embedded to bridge functional learning 

with psychological readiness [10, 23]. 

Assessment strategies must shift from content retention to 

evidence of functional transferability, such as how students 

apply skills across disciplines, technologies, and evolving 

problem contexts. Without these reforms, graduates will enter 

the workforce lacking the adaptive expertise required in 

contemporary environments. 

6.4.3. For Policymakers: Framework Development 

and Ecosystem Alignment 

At the policy level, the integration of Functional Expertise 
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into national competence frameworks and sectoral training 

standards is essential for system-wide transformation. Poli-

cymakers must ensure that workforce strategies go beyond 

generic skill agendas and recognize the triadic structure of 

functional readiness—anchored in role specificity, digital 

responsiveness, and cross-disciplinary integration. 

This involves supporting public-private partnerships to 

co-design agile frameworks that reflect labor market needs 

while preserving educational equity. Funding structures 

should prioritize modular, stackable credentialing programs 

that allow learners and professionals to develop and update 

functional domains throughout their careers [26]. 

Moreover, quality assurance systems should monitor not 

only certification but capability activation—tracking how 

well learners and professionals apply competencies in re-

al-world contexts. This will require investment in new as-

sessment instruments, longitudinal research, and the scaling 

of learning ecosystems across regions and sectors. 

Table 3. Stakeholder Implications. 

Stakeholder Role-Specific Competence Digital Agility Interdisciplinary Competence 

Organizations Update job descriptions regularly. Foster a digital learning culture. 
Design cross-functional team 

projects. 

Educators Integrate competency-based assessments. Use tech-enhanced pedagogies. Develop interdisciplinary curricula. 

Policymakers Align certifications with labor needs. Fund digital infrastructure. Promote sectoral collaboration. 

Outline actionable recommendations for organizations, educators, and policymakers. 

7. Conclusion 

This paper has developed and examined the Functional 

Expertise Dimension as a foundational component of a fu-

ture-oriented Competence Framework. Informed by a sys-

tematic literature review, the framework defines Functional 

Expertise as a dynamic, integrative dimension composed of 

three interdependent domains: Role-Specific Competence, 

Digital Agility, and Interdisciplinary Competence. Together, 

these domains represent the applied capacity of individuals to 

perform effectively within their professional roles, adapt to 

technological and contextual change, and collaborate across 

disciplinary boundaries. 

The theoretical framework proposed in Section 5 estab-

lished a clear structure for understanding Functional Expertise 

not as a static collection of tasks or technical skills, but as a 

behavioral and cognitive capability system shaped by re-

al-world demands. Section 6 built on this foundation through 

analytical synthesis, revealing how each domain contributes 

uniquely to workplace adaptability, innovation, and alignment 

with strategic direction. Furthermore, the analysis highlighted 

the interplay between domains and the reciprocal influence 

between Functional Expertise and other competence dimen-

sions, particularly Cognitive Psychology and Visionary 

Management. 

This multi-dimensional view of functional capability re-

sponds to critical gaps in current competence frameworks, 

which often treat skill categories in isolation or rely on static 

role definitions that fail to reflect the evolving nature of work. 

By contrast, the Functional Expertise Dimension proposed 

here offers a structure that is both theoretically grounded and 

practically responsive—enabling the design of learning eco-

systems, leadership strategies, and assessment models that 

reflect the complexity and velocity of contemporary profes-

sional environments. 

In essence, Functional Expertise is not just about what you 

can do but how you think, adapt and add value in situations 

that require agility, collaboration and strategic alignment. 

Integrating this L&D solution into workforce systems is crit-

ical to furnishing people and organizations with the opera-

tional resilience and transformational capability needed for 

the future of work. 
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