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1. Introduction 

Fundamental abilities are valued by businesses because they generate profit in the form of gross profit, net profit, 

rate of return on investment, and rate of return on capital employed (ROIC). A firm's competitive advantage is based on its 

unique, difficult to imitate skills and knowledge, as well as its resources and competencies, which help the firm increase 

profitability in terms of net profit, return on investment, return on capital employed, and return on equity, according to the 

resource-based view of the firm. The existence of these unknown and different core qualities is critical to a company's 

profitability. The core skills of a company are a set of problem-solving and problem-defining insights that contribute to the 

company's key success element. 

Multinational corporations are constantly on the lookout for new strategies to maintain a sustainable competitive 

edge. To provide greater added value to customers, strong differentiation, and adaptability, they must rely more on their 

internal dominant strengths; To put it another way, they must rely more on their ‘core competencies’ and, as a result, 

coordinate varied manufacturing abilities and integrate multiple streams of technology, resulting in a significant edge over 

their competitors (Nimsith, Munas&Shibly, 2017). Core competencies are resources and skills that a company may use to 

gain a competitive edge over its competitors. Competencies serve as a connection between the firm's internal resources 

and the outside world. Even if two businesses have the same resources, how they are used to satisfy market demands will 

determine whether one is successful and the other is not. As a result, the significance of competency development in a 

company cannot be overstated (Kabue&Kilika, 2016).  

A core competency is a skill that is important to a multinational corporation's competitive advantage. 

Multinational corporations may set themselves apart from their rivals by focusing on specialized core competencies, but 

this is seldom sustainable. Differentiation is tough to maintain, and rivals often replicate it. The integration (and 

accomplishment) of component skills, which is a defining characteristic of a core competency, is achieved and maintained 

through the development of strong dynamic capacities, which is critical in an age of innovation-based competitiveness. 

Multinational Firms core competency affects the key success factor of the firm. The core competency of a firm 

determined the success and failure of the firm if imitated by another firms within the industry. It should be note that, when 

a firm have strong core competency, that firm stand a chance in the future against financial crises. Firm that has core 

competency (core product) can generate key success factor.  

This research fills the gap in this study area by investigating core competency and key success factor of 

multinational firms as a strategic option to outweigh other competitors in the market. The study uncovered that there are 

few studies on core competency and key success factor of multinational firms as a strategic option for both developed 

countries and underdeveloped countries.   

Despite multinational corporations' core competencies in terms of core products, these products are nonetheless 

replicated by other firms, causing consumers to squander money by purchasing imitations of the product assuming they 

are the genuine product created by such multinational firms. Consumers began to shun the multinational firm's goods, 

reducing the firm's profit margins while other comparable firms in the industry imitated the product. 

The goal of this research is to examine the relationship between important success criteria and core competences 

in the workplace. 

 

 

Ugwu Cyril Ndubuisi 

Admin Officer, Enugu State Ministry of Health, University of Nigeria, Enugu Campus, Nigeria 

Abstract:  

This study examined the relationship between core competency and key success factors in multinational firms in Nigeria. 

The study used exploratory research design. Data were collected from articles published in reputable international and 
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1.1. Core Competencies 

Technically, core competency is the ability to create a product or service with a distinct value proposition for 

consumers. Firms may have fundamental marketing competencies, such as the capacity to reach and handle markets in a 

unique manner (Markhloufi& Al-Erja 2017). Authors have long complained that core competency, its definition, and 

substance are unclear (Ljungquist, 2007). As a result, throughout the last twenty-five years, putting the notion into 

practise has proven tough. Several writers, notably Spanos and Prastacos, have defined and used the terms capability and 

competence interchangeably (2004). Skills, competences, and capacities have all been used interchangeably by Hamel and 

Prahalad (1994). The phrases capabilities and resources have been used interchangeably by authors such as Ray et al. 

(2004) and Peteraf and Bergen (2003). As a result, the research clearly indicates that concept clarification is required. This 

will assist practitioners in better using key competencies. Core competences, according to Ljungquist (2007), are the most 

challenging for a company to obtain. As a result, they represent the apex of the company's ideals. In this sense, each 

resource has a varied weight in terms of its ability to transform into competences. Furthermore, only a small number of 

competences may advance to the level of core competency. For a company, this truth has both good and bad implications. 

On the negative side, this implies that developing core competencies is very difficult. On the plus side, it implies that if a 

company develops a core competency, rivals will find it very difficult to duplicate and reproduce it. As a result, the build 

has both positive and difficult aspects. Individual and team learning are the primary locations for organizational learning, 

according to Savory (2006). Organizational learning can take on a variety of forms. Single-loop learning, double-loop 

learning, and triple-loop learning are just a few examples. For something to be called a competency, a particular hierarchy 

of learning must be accumulated through time. According to Barney (1991), resource allocation can lead to a long-term 

competitive advantage if four requirements are met. The foundation of a long-term competitive advantage is precious, 

scarce, non-imitable, and non-substitutable resources. They're also the hardest to come by. As a result, materials that do 

not fall into one of these four categories are not considered to be core competency building blocks in the workplace. 

Toward this end, a resource-based viewpoint presents resource characteristics that allow for the development of core 

competences. 

In the words of Urban (2007), ‘core competency’ refers to an organization's collective learning, notably its ability 

to manage different production capabilities and integrate diverse streams of technological innovation. According to them, 

a core competency is a collection of skills and technology that enables a business to serve its customers. HafeezandPeteraf 

(2002) define core competence as the strategic adaptability of resource allocation and routine reorganization. To them, 

core competency refers to the integration of critical capabilities into the company's overall business activities.   

The idea of core competencies is defined as a set of skills that are unique to a company and cannot be duplicated 

(Ali &Akhavayn, 2001). Businesses companies integrate their resources and abilities into core competencies and cause to 

build durable competence advantage in unique circumstances, according to Prahalad and Hamel (1990), referenced by 

Hoffman (2000).  

The term ‘resource deployment’ or ‘skills’ is a great way to describe a key competency. Furthermore, it is stated 

that, in addition to finding competencies, the most important responsibility is to evaluate them in comparison to rivals'. A 

company may identify a number of competencies in which it surpasses its competition, but not all of these competencies 

are considered ‘core.’ capabilities. In order to be considered ‘core,’ competencies must meet three requirements set forth 

by Hamel and Prahalad. According to Hamel and Prahalad, a competency must match all three criteria in order to be 

labelled ‘core’ (1994; 1990). 

 

1.2. Customer Value 

A core competency must significantly contribute to the customer's perception of value. Core competencies are the 

capabilities that enable a business to provide customers with a core value and advantage. While a skill must significantly 

contribute to the customer's perceived value, this does not ensure that the consumer will recognize or understand the core 

competency. The benefit is what the client perceives, not what enabled it. Sony, for example, uses its ability to miniaturize 

to provide customers with a variety of compact, portable electronic items. The client desires a small or pocket-sized 

electronic device, but the mechanism's manufacturing capability is irrelevant to the client. While pointing out an important 

exception to this customer value rule, Hamel and Prahalad (1994) must also point out that process and manufacturing-

related competencies that result in significant cost savings for the producer may be considered core competencies, even if 

the cost savings are passed on to the customer in a negligible or non-existent manner. 

 

1.2.1. Competitor Differentiation 

For a competency or skill set to be classified as a core competence, it must be competitively distinctive, as Barney 

is. Any competency in any industry cannot be classified as core unless it is superior to all of the firm's rivals. Furthermore, 

the essential competency must be difficult to duplicate. 

 

1.2.2. Extendibility 

It is vital to be able to adapt existing expertise to new product categories in order to be successful. When a 

product's present configuration is abstracted from its current configuration, the skill set or technology must be applied to 

new items in new markets. To put it another way, a core expertise must provide access to a diverse range of market 

opportunities. Using Honda's engine know-how as an example, it is possible for the corporation to compete in a wide range 

of markets including autos, motorbikes, off-road buggies, and lawnmowers. In practise, this means that managers must 

avoid adopting a product-centric view of the firm's capabilities when identifying core competencies. Using the core 

competence literature, seven critical characteristics that distinguish generic corporate competencies from a company's 
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core competencies can be identified (Goddard, 1997): They are more than products, services, or assets in and of 

themselves because they incorporate experience or tacit knowledge that competitors would struggle to replicate. 

As a result, they can only be defined in terms of the competence of all other businesses; as a result, they define 

what the business does better or differently than any other business, and so serve as the foundation for its success. 

Additionally, they are deeply ingrained in the organization's way of doing business, as if the organization were 

‘wired up’ to operate at a higher level of ‘intelligence’ than the sum of its people; as a result, they do not exist solely in the 

minds of a few exceptionally gifted individuals, but are manifested in everyone's everyday actions and interactions with 

one another. 

Additionally, they are unique in that they are limited to two or three value chain activities, particularly those 

crucial to the firm's future development; as a result, they are not interchangeable with the entire activity set of a business. 

They should not be confused with ‘leading-edge technologies,’ ‘world-class processes,’ or other ‘production-

driven’ measures of uniqueness; they serve as the foundation for the company's ability to give differentiated value to its 

customers. 

As a result, they are not bound by conventional business models, but rather serve as development platforms – and 

stimulants – for a diverse variety of activities, product families, and technical breakthroughs. 

7. They also serve to focus the firm's future direction by highlighting the company's distinctive opportunity set, 

which includes market openings or knowledge shortages that the company is ideally positioned to meet. 

  

1.3. Core Competence in Organization  

The core competency of a corporation is its knowledge system, which offers a competitive advantage. This 

knowledge system may include a knowledge base, a technological system, a management system, and/or a norm and value 

system (Leonard &Barton,1992). Significant barriers to replication help characterize skills, whether they are inherent in 

the tacitness of individual or group abilities or the complexity and uniqueness of organizational procedures. Collins (1994) 

argued that capacities can be a valuable source of competitive advantage. Core competencies are specialized abilities that 

serve as the foundation for adding value in the context of value creation. They require knowledge of how to organize many 

production capacity and integrate divergent technology streams, as well as the ability to collaborate within organizations. 

There must be a strong commitment to cross-organizational collaboration as well as collaboration and involvement among 

all stakeholders. A core competence is a strategic strength that distinguishes a corporation (Jardon&Martos, 2011). Its 

importance to the company's survival must be critical, it must be invisible to competitors, difficult to copy and proprietary 

to the company, it must be a combination of skills, resources, and processes, it must be long-term, it must be more than an 

individual's competence, it must be critical to the development of core products, it must be critical to the organization's 

strategic vision and decisions, it must be marketable and commercially valuable, and it must be few and far between in the 

company's history (Tampoe, 1994). 

Hamel and Prahalad (1994) classified market access competencies as those that enable a business to get closer to 

its customers (brand management, sales and marketing, distribution and logistics, and technical support), and integrity-

related competencies as those that enable a business to operate more efficiently and adapt to changing circumstances 

(such as customer service). It is an area in which the organization excels, and it should never be outsourced. Strategic 

management has identified three types of core competencies: resource-based competencies, competence-based 

competencies, and dynamic capability-based competencies (Sanchez, 2004). Core competencies may include one-of-a-kind 

resources that are integrated into the production process, depending on the business. Resources alone do not provide a 

corporation a competitive advantage. A company's resources are the source of the company's capabilities. Capital 

equipment, human capital, brand recognition, financial resources, and skilled management are just a few kinds of 

resources. The usage of available resources is used to develop an organization's core competencies and differentiating 

skills. 

It is defined as any action that entails processing a collection of inputs through one or more stages in order to 

generate a more value collection of outputs. A company's ability to turn its fundamental operations into strategic 

capabilities that give enhanced value to consumers on a consistent basis is critical to its survival in order to stay 

competitive (Akhavan&Jafari, 2006). 

The phrase ‘knowledge management’ refers to a system that uses information technology to manage knowledge in 

businesses. It allows information to be created, collected, stored, and distributed. It falls within the category of information 

technology. Knowledge management systems must be created with this in mind so that employees can quickly access the 

company's archived database of facts, relevant information and remedies. When viewed as a source of core competency, a 

knowledge management system can be defined as the ability to absorb new technologies while also building in-house 

technological capabilities (Bozbura, 2007). 

A multitude of factors influence an organization's ability to absorb new technology, including personnel training, 

forecasting, inventiveness, and adherence to technical requirements (Chong, 2006). Dynamic capabilities refer to a 

business's ability to maximize its resource use. As the term implies, dynamic capacity refers to an organization's ability to 

integrate, grow, and restructure its internal and external capabilities in response to a quickly changing environment 

(Teece, Pisano &Shuen, 1997). According to Dosi, Nelson, and Winter, a dynamic organization can respond swiftly to 

change and deploy strategically integrated resources to attain the desired end state (2000a). 

Institutional facilities are defined as both physical assets and non-physical ‘systems’ which include the body of 

rules and regulations that govern businesses, as well as administrative, financial, and human resource systems used to 

hire, train, discipline, and advance highly skilled and specialized professionals. Employees are a business's most valuable 

asset. Businesses that succeed in the future will be those who understand the connection between corporate performance 
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and employee performance. Individuals capable of generating and implementing ideas are critical components of every 

organization... (Schoon, 2003). Core competency, according to Hamel and Prahalad (1994), is a collection of skills and 

technology capabilities. This classification system is frequently used to classify technical, functional, and self-management 

skills, as well as core human qualities (hard-working, trustworthy, results-oriented, and decisive). Employers require 

personnel who are competent of discovering, addressing, and resolving business challenges. Entrepreneurial abilities, such 

as the capacity to think critically, appraise conditions, and identify business prospects, would be a huge value to the 

organization. Individual competence is a critical characteristic that enables people to do better than they would otherwise 

in a given career, task, or environment. 

A strategic focus is a long-term objective that is ambitious, builds on and pushes a company's fundamental 

competencies, and involves employees at all levels. A strategic focus is defined as follows: An example of this is when a 

company concentrates its efforts on a tiny, exclusive competitive segment (market niche), with the goal of attaining a local 

competitive advantage rather than gaining an industry-wide advantage. The authors of Hamel and Prahalad (1994) 

propose that strategic planning should be more participative and dynamic, rather than being done from a distance. They 

are well recognized for the concept of core competency, which they introduced in the 1970s. They demonstrated how vital 

it is to recognize and understand the one or two critical aspects that distinguish your company from the rest of the pack. It 

occurs as a result of the provision of customer value; consumers' desired value evolves, and businesses should keep track 

of these changes by learning as much as they can about their customers on a consistent basis (Hamel &Prahalad, 1994). 

  

1.4. Modelling and Theory of Core Competencies 

The problem of modelling a firm's fundamental competencies has been approached from a variety of angles by 

researchers. There have been several novel techniques for integrating ideas in the literature. One of these techniques is 

credited to Long and Vickers-Koch (1995). According to the majority of academics, their concept of core capabilities, which 

they describe as the sum of core competences and strategic processes, is erroneous. According to them, a business's 

fundamental competencies are its most valuable and distinguishing assets. This novel approach emphasizes the growing 

importance of an integrated and comprehensive understanding of the literature. Sengupta et al. (2013) proposed a model 

of core competencies. The approach's three primary component categories are person-centered competence, job-centered 

competence, and role-centered competence. The characteristics and values of an employee that are required to perform a 

task are referred to as person-focused competency. The explicit and implicit knowledge and abilities of employees are 

related to job-specific competency. Competence that is role-focused is concerned with meeting the requirements of a 

specific job. 

 Yang et al. pioneered a new method for expressing core competency (2006). According to this paradigm 

(core competency focused), the four competence perspectives are internal-out (resource-based review), external-in 

(environment-strategy structure), top-down (strategic thinking oriented), and bottom-up). Using this technique, which 

also combines business strategy and organizational resources, individuals and organizations are able to better 

communicate and collaborate. 

It has been demonstrated in research conducted by Fleury and Fleury (2003) that there is a dynamic relationship 

between a company's competitive strategy and its fundamental skills. According to their strategies-competencies model, 

competitive strategies in the market are defined as operational excellence, product innovation, and a customer-centric 

approach to business. Competencies, on the other hand, are divided into three categories according to the authors. 

Operations/manufacturing, product development, and sales and marketing are the three elements of the business. A new 

paradigm, developed by Ljungquist (2007), elucidates the relationship between resources, capabilities, competencies, and 

core competency. According to Ljungquist (2007), resources are inputs to value creation and, as a result, promote the use 

of a firm's key skills. Capabilities, on the other hand, are constituted of the systems and procedures that enable a company 

to perform its essential competences. Competency acquisition necessitates the development of both individuals and 

groups. Compelling competencies contribute to the development of core competencies in this way: Managing competences, 

according to Quelin (2000), is a strategic problem for enterprises. Aside from that, he claims that, during the last fifty 

years, corporate paradigms have changed, most notably in the area of research and development activities. He divides 

history into four separate epochs, each with its unique set of features, as follows: The 1960s were the first period in which 

corporations attempted to establish technology-driven movements without regard for the needs of the market or the 

preferences of consumers The second period, which began in the 1970s, placed a strong emphasis on market dynamics, 

with only a few programmes being given top importance. The third stage, which began in the 1980s, placed a strong 

emphasis on iterations between research and development and the marketplace. Customers' needs and inter-firm 

collaboration were the key areas of concentration before to the 1990s, and they continue to be now. Over the preceding 

time, which encompasses our current managerial experience, knowledge-based and competence-based management 

styles were the most prevalent management norms. These assumptions lead us to believe that strategic resources include 

strategic ties with customers, suppliers, and competitors among other things. The resources that businesses buy and 

deploy to supplement their core capabilities and competencies include a diverse range. 

  

1.5. Key Success Factors  

Success indicators should be devised ‘to calibrate the progress toward achieving the organization's mission,’ 

according to Goodstein et al [1992]. These indices of success are usually a combination of hard and soft indices of success, 

such as customer satisfaction, staff morale, and stakeholder attitudes both within and outside the organization. ‘The most 

important factors governing success are those which are consistent with the company's goals and objectives’ (Daft, 1988). 
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‘The most important factors governing success are those which are consistent with the company's goals and objectives’ 

(Daft, 1988). (Pollalis& Grant, 1994). 

 

1.5.1. Return on Asset 

Return on Asset (ROA) is a critical financial performance metric since it reflects how well a company manages its 

assets and uses them to produce profit.  

Return on Assets (ROA) is a metric established by Prastowo (2002) to assess a company's ability to generate 

profits via the usage of its assets. This percentage might indicate if a neighbour is doing a good or terrible job controlling 

costs and managing his property. Return on Assets (ROA) is a term coined by Brigham (2001) to describe the rate of 

return on total assets after interest and taxes.  

Return on Assets (ROA) is a financial statistic that measures the extent to which assets have been utilized to create 

profits, according to Ang (2001). Riyanto (2001). A higher rate of return on investment indicates that a company's 

performance is superior. According to what I learned in my Accounting Course, the return on assets ratio, also known as 

the return on total assets, is a profitability ratio that compares net income to average total assets in order to determine the 

net income generated by total assets over time. The return on assets ratio, more commonly referred to as the return on 

assets, is a metric that indicates how effectively a business manages its assets to generate profits over time, for better or 

worse. 

Because the fundamental objective of a business's assets is to create revenue and profits, this ratio can be used to 

forecast whether a business's future asset investments would yield profitability. 

Formula:-   

ROA =Net income 

Average total asset 

 

1.5.2. Return on Equity  

Return on equity is an excellent baseline indicator of management's ability to convert shareholder equity into 

profit. 

Sawir (2005) coined the term ‘Return on Equity’ to refer to the profitability of one's own capital, also known as 

company profitability. Kabajeh, Kabajeh (2012). Return on Equity (ROE) is a profitability metric that is used to determine 

a business's rate of return or effectiveness in generating profits that are the property of capital owners. Divide net profit 

after taxes by total shareholder equity to obtain the return on equity (ROE). This ratio indicates the rate of return on a 

shareholder's investment in the business. Berman, Knight & Case is a New York City-based law firm (2013) The return on 

equity (ROE) metric indicates how much profit a business earns on each dollar of equity invested. The amount of cash 

returned to shareholders is not specified in the ROE because it is determined by the dividend policy of the company and 

the appreciation of the stock price. It is, nevertheless, a reasonable indicator of the firm's ability to provide a return that is 

proportional to the investment's risk (Berman, Knight & Case, 2013). 

Formula: - 

 ROE = Net Income  × Sales × ______Total Assets_________ 

 Sales Total Assets Average Shareholder Equity 

 

1.5.3. Return on Investment 

It has been used in the business sector for many years to assess the performance of a company's investments. 

Return on investment (ROI) is one of the financial metrics that has been used to assess the performance of an 

organization's investments. According to Investopedia, the return on investment (ROI) of an investment is a performance 

indicator that is used to quantify the effectiveness of an investment or to compare the efficiency of various types of 

investments. AL It goes on and on (2009). It determines how effectively a business invests its capital. In other words, this 

ratio indicates a business's ability to generate the required return (anticipated return) through the effective use and 

management of shareholders' invested resources. 

Formula:-  

ROI = Gain from Investment – Cost of investment× % 

  Cost of Investment 

 

2. Methodology  

The study was conducted using an exploratory research approach. Exploratory research is defined as a study 

conducted to gain additional knowledge about a poorly defined subject. The study collected data from past literature 

review and article published in reputable international or local journals. The study developed a conceptual model to 

explain the relationship that existed between the two variables.  
 
2.1. Core Competence: Leveraging Resources and Capabilities 

Core competence thinking is a very effective and extensively promoted technique for concentrating and 

mobilizing an organization's resources. It is defined as an area of specialized skill obtained through the integration of 

complex streams of technology and work activity; consequently, a core competency is defined as an arbiter of specialized 

expertise obtained through the integration of complicated streams of technology and work activity. On page 20 of their 

1995 book, Gallon and Stillman write: Generally speaking, a business's resources are a collection of easily available 

variables that the business owns or controls (Carmeli, Tishler, 2004: 300). The real and intangible resources and capacities 
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of each organization are diverse; as a result, differences in organizational profiles account for differences in competitive 

positioning and performance (Carmeli, Tishler, 2004). Leveraging a company's resources allows it to become stronger and 

more competitive. These resources can then be used to defeat adversaries and seize opportunities (Higgins, 1996: 31). 

Additionally, resource use enables the organization to accomplish previously unachievable goals. Due to the fact that 

differentiation and dynamism are critical drivers of competitive advantage, disparities in cumulative resource 

endowments such as talents, aptitude for learning, and specialized assets may become critical variables in achieving 

organizational success (Lei et al., 1996: 551). (Alexander Carayannis, 2002). Competitive advantage is gained through 

resource-based competencies. Core competencies are a business's essential strengths, or those things it does exceptionally 

well (Torkkeli, Tuominen, 2002), and they help differentiate it from its competitors (Banerjee, 2003). 

Strengths and resources of the organization should be leveraged to develop core competencies. A company's 

ability to locate, generate, deploy, and safeguard resources that distinguish it from its competitors is critical to its success 

in a competitive market (Carmeli, Tishler, 2004: 300). Process integration is critical for competence development because 

it is cross-functional in nature. While resources are dependent on inputs, capabilities are functional or process-oriented, 

whereas competencies are cross-functional and process-oriented (Carmeli, Tishler, 2004: 300). A company's capacity to 

maintain consistent product quality, gain insight into changing consumer wants, explore developing markets, start up new 

businesses, or innovate new concepts and incorporate them into developments is defined as a competitive differentiator 

(Stalk et al., 1992: 57). 

Numerous recent contributions have emphasized the importance of technological capabilities, technical skills, 

learning, and organizational data when attempting to analyse performance differentials (Duysteers, Hagedoorn, 2000). 

Over time, core competencies can become institutionalized, becoming an integral element of a company's 

knowledge-creating system (Lei et al., 1996: 552). The company's technological knowledge, know-how, expertise, and 

technical talents are used to support its current products. To remain competitive, a business must select technologies that 

align with market and consumer expectations, as well as with the organization's fundamental capabilities and present 

strategic objectives (Torkkeli, Tuominen, 2002: 271). Canal +, the French pay-TV provider, is an excellent example of a 

company that has continually invested in technical capabilities necessary for the manufacture of television decoders in 

order to maintain independence and market access control (Quelin, 2000: 480). Additionally, via the application of 

knowledge and skills, competences contribute to the generation of alternative sources of growth and the reduction of 

uncertainty (Lei et al., 1996: 564). When it comes to establishing a competitive edge, vital talents should provide access to 

a diverse variety of markets, significantly contribute to the perceived consumer benefits of final products, and, in certain 

cases, be impossible to replicate (Prahalad, Hamel, 1990: 84). Additionally, they must be (1) held by the corporation, (2) 

necessary for the creation of basic commodities and, eventually, end products, and (3) marketable and financially viable 

(Torkkeli, Tuominen, 2002: 275). As a result, organizational learning and knowledge acquisition are key components of 

developing core competencies, as they result in the accumulation of both explicit and implicit information, continual 

improvement, and firm-specific skills and capacities (Lei et al., 1996: 555). Tacit knowledge is more ambiguous than 

articulated knowledge; tacitness is an instinctive, non-verbalized trait of a talent, and tacit knowledge is more ambiguous 

than articulated knowledge (King, Zeithaml, 2001: 77). Competitors cannot replicate a tacit knowledge-protected 

competence. Organizational learning activities encompass knowledge-based organizational change processes that result in 

increased strategic adaptability as a result of improved organizational learning (Carayannis, Alexander, 2002). 

Additionally, collaboration with other businesses may aid a business in accomplishing this goal. Alcatel partnered with 

Sharp to expand its terminals capabilities. Sharp is the market leader in LCD panels, memory storage, and communications, 

while Alcatel excels at radio technologies and telecommunications networks (Quelin, 2000). In turn, Alcatel benefits from 

Sharp's technological strengths, which allow the company to access new technologies and value prospects that were 

previously unavailable. A technology-driven firm grows, renews, and improves its latent and enacted abilities through 

technological learning, depending on its stock of explicit and tacit resources. As a result, the appropriate technology can be 

a critical component of the resources required to implement the core competence concept in an organization (Torkkeli, 

Tuominen, 2002: 282). 2002, page 626, by Alexander Carayannis 

Developing core competencies within the organization makes it easier to make better use of internal resources 

and capitalize on the company's strengths in product innovation, market penetration, and customer satisfaction. In some 

ways, the ability of management to integrate corporate-wide technological and manufacturing abilities into competences 

that enable individual organizations to adjust quickly to changing opportunities may be considered to be the ultimate 

source of competitive advantage (Prahalad, Hamel, 1990: 81). As a result, CEOs should consider the talents, technologies, 

and capabilities that their company will require in order to lead and control the quickly changing market. According to 

Wright et al. (1998), petrochemical refineries should have three types of core competencies: (1) a competent workforce, 

(2) efficient production, and (3) new business growth. For example, infrastructural capabilities are concerned with the 

organization's internal operations, whereas technical capabilities are directly related to the product or service range 

(Gallon, Stillman, 1995: 22). 

The only way to build a durable competitive edge, according to Whirlpool CEO David Whitwan, is to use your 

talents across the globe. This is because having the best technology and methods for creating, manufacturing, marketing, 

and maintaining your products at the lowest feasible cost is regarded as having a competitive advantage (Higgins, 1996: 

31). Two Finnish authors, Torkkeli and Tuominen (2002: 271), have written on the subject. 271 Torkkeli and Tuominen 

(2002:271) According to Duysters and Hagedorn (2000), performance differentials are a result of differences in technical 

core capabilities. A company's competitive strength is enhanced further by technological competencies that define product 

line renewal (Quelin, 2000: 476), as technologies can assist a corporation in establishing competences around its strategic 

resources. Core competence apps are developed, built, and maintained by businesses in order to achieve the objectives 
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abilities, and motivation are key prerequisites for creating a core competency

(Godbout, 2000: 78). Each of those critical competencies must be a competency that the company can sustain in some form 

over time (Torkkeli, Tuominen, 2002: 274). To be successful in the general hospital market, one

superior talent to that of competitors (Douglas, Ryman, 2003: 335). As a result of content embedded in staff knowledge 

and skills, technical systems, management systems, and company values and standards, among other things, a core 

capacity is a body of information that differentiates a corporation from its competitors (Banerjee, 2003: 253). Because it 

increases economic returns by concentrating resources on non

processes, technical capacity management is crucial to any organization's success (Carayannis, Alexander, 2002: 626). As 

an example, 3M relies on its basic understanding to develop its surface coating formulas and continuous coating processes, 

in addition to its technological know-how (Gallon, Stillman, 1995: 21). COMP is a computer firm that specializes in the 

integration of peripherals and networks, as well as the development of hardware for portable video editors (Danneels, 

2002: 1099). These skills support the organizatio

major product superiority, and may result in significant strategic value for the company (Gallon, Stillman, 1995: 21). The 

firm's fundamental competencies must be in place in order 

creation. These capabilities are required for the creation of core goods and end products, as well as the execution of the 

corporation's corporate strategy vision (Torkkeli, Tuominen, 2002: 274).

Capabilities, resources, organizational learning, research and development initiatives, technology, and work teams 

are all used to develop core competencies in employees. The relationships between an organization's aims, structure, and 

culture also influence the substance and shape of the core competences that are developed (Godbout, 2000: 78). As a 

result of their unexpected character and poor mobility, competencies inherent in a company's culture and values will 

stand out as different and causally ambiguou

77).  

 

2. Model indicating the Relationship between the Variables 
 

Figure 1: 
 
  2.1. Researcher Model  

When applied to multinational organizations, the model establishes a link

performance measures such as return on asset, return on equity, and return on investment. According to the hypothesis, 

multinational corporations can achieve significant success measures such as return on asset, return on e

on investment if they possess strong core competencies in terms of customer value and competitive advantage.

 

2.2. Findings 

The study's findings established a link between core competency and critical success metrics used by 

multinational corporations, including return on asset, return on equity, and return on investment. If critical success 

indicators such as return on asset, return on equity, and return on investment contribute to a multinational firm's core 

competence in terms of customer value and competitive differentiation, this depends on the business model.
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2.3. Recommendations and Conclusions  

There is a correlation between core competency and critical success criteria in multinational organizations, 

including return on asset, return on equity, and return on investment. If critical success indicators such as return on asset, 

return on equity, and return on investment contribute to a multinational firm's core competence in terms of customer 

value and competitive differentiation, this depends on the business model. 

As a result of the study's findings, multinational organizations should prioritize core competency in terms of 

customer value and competitive differentiation, as it has been demonstrated to boost critical success indicators such as 

return on asset, return on equity, and return on investment. 
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