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Abstract

The application of criteria and metrics suitable for the leading universities of the Russian Federation will
inevitably lead to low marks since the organizational and financial conditions for the functioning of
leading universities differ significantly from the conditions available to regional universities. At the same
time, regional universities bear a high social burden and are the main scientific partners of regional
production systems. From these positions, it seems expedient to institutionalize the special status of
regional universities in the Russian education system and their priority role in ensuring the positive
economic dynamics of the regions. The subject of the article is the competencies of the organization and
the competencies of personnel in the context of strategic management. The results of the university's
activities, due to the specifics of educational activities, are generated by human capital (human resources),
which are directly related to the internal environment of the organization, that is, within the organizational
structure of the educational organization. Despite the fact that the external environment has a significant
impact on the internal environment, the externalization of the performance of any organization occurs
only after these results are formed in the internal environment. The produced results are the most striking
marker of the organization's competencies since, in the competency-based approach, it is the activity
aspect that has priority. In educational organizations, the main resource involved in generating results is

human resources, including in the context of their interaction with other resources in all their diversity.
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1. Introduction

Changing the external environment, its considerable uncertainty, and high-speed transformations
of the world order and organizational conditions of development suggest that it is the management of
human resources in the strategic process of a modern university that becomes the defining element (Hiatt
& Creasey, 2012). The management decision-making system within the framework of a regional
university is generated and determined primarily in the field of human resources, so it initially acts as a
result of intellectual activity, and only then as a technological product. Such technologies of the strategic
process algorithm as goal setting, decomposition of strategic goals into tasks, their balancing among
themselves, implementation management, and execution control require the involvement of significant
amounts of human resources (Dzhulagov et al., 2020). The level of effectiveness of strategic human
resource management in an educational organization of higher education requires, first of all, the presence
of a concretized image of the future result of the strategic process. The image of the future result allows
you to determine the measurable results of the tasks, which is the basis for the accurate determination of
the list of necessary labor functions and their corresponding competencies, formed taking into account
environmental factors. Based on the indicated lists, correlated with the deadlines, it becomes possible to
determine the current and future needs of an educational organization of higher education in human
resources. Thus, the system of strategic human resource management in educational organizations is
understood as a special type of professional activity. It determines the level of competence of the

organization in general and the level of competence of personnel in particular.

2. Problem Statement

The external environment for the functioning of any organization, including a regional university,
is being transformed under the influence of megatrends. They determine the entire external environment
and require consideration and reactivity at the level of internal organizational changes (Glushko, 2019).

The following trends can be identified:

i.  increasing digitalization (use of artificial intelligence, robotization, analytics of large databases,
predictive analytics);

ii.  the formation of a cellular network structure of an economic organization, the so-called
"network society" (the presence of network and branch business transformations, a new
organizational design of companies; a change in the management model of an organization)
(Dolgova et al., 2021);

iii.  increasing the speed of economic transactions and the architecture of economic relations;

iv.  changes in the ratio of the volume of working time and leisure; on the one hand, there is an
increase in the labor intensity and intensity of labor operations due to the high
intellectualization of business processes, on the other hand, due to high robotization, the
emergence of freelancing and the growth of virtual employment, an individual scale of the ratio
of work and free time is formed (Ahammada et al., 2020; Al-Qaryouti et al., 2021);

v.  cross-functionality of employees and their orientation to the interdisciplinarity of processions

and qualifications;
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vi. flexible structures (absence of rigid organizational models and corresponding new
organizational models for managing the organization's business processes).

By today, core resources are information, financial resources, and human resources. The latter is
defined as basic, with consideration to the influence of the indicated megatrends and the corresponding
changes (Orlandi, 2016). As a result, changing the range of core resources and converting them into
competitive assets of the organization requires the modernization of the organizational model of the
functioning of institutions based on the following principles:

i.  providing multifactoriality in the management decision support system;
il. ensuring a new equilibrium point of balance of powers and responsibilities by delegating
powers to the lower levels of the management hierarchy;

iii.  customer orientation (internal and external customers).
3. Research Questions

The study of human resource management in the strategic process of a regional university in this
article is based on solving the following issues:

1. Consideration of the external environment as a determining component in making strategic
decisions within the university.

2. Characteristics of the value model of strategic management of an educational organization.

3. The study of the strategic process of the university in the context of changing the paradigm of

human resource management as a dominant competitive asset of an educational organization.
4. Purpose of the Study

The article aims to identify the features of the implementation and implementation of a new
paradigm of strategic human resource management while updating the competency-based approach. It
allows you to remove the dichotomy of the organizational model of a regional university and the model of
strategic management, in which human resource management becomes the defining area for the formation
of sustainability and competitiveness of an educational organization, taking into account all the

challenges of the external environment and a new model of university organizational design.
5. Research Methods

During the implementation of the study, the methodology of comparative analysis was used using
system-structural and comparative methods, expert-analytical assessment, as well as the method of

scientific abstraction, the logical approach, and the grouping method.
6. Findings
Today, the forced organizational transformation of universities should be provided with an

appropriate mechanism for updating the human resource management system. This leads to the need to
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apply organizational design methods that ensure the functionality of the strategic management system

(Figure O1).

Organizational design
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Figure 1. Figure 01. Organizational design in the competence management of an educational
organization [1]

At the same time, the institutional and legal framework for the functioning of educational
organizations and the strict regulation of the organization of educational activities do not allow a
transition to more flexible organizational and managerial models. The latest changes in legislation expand
the area of responsibility of educational organizations in terms of fulfilling legal requirements for the
educational process and ensuring the quality of education. At the same time, the actual level of expertise

of scientific and pedagogical workers participating in the value chain, in practice, turns out to be much
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lower than the required level of competencies. The transition to process management, which implies a
value-oriented management model, is significantly complicated by the impossibility of the actual (rather
than formal) delegation of authority and responsibility to the lower levels of the management hierarchy.

Another specific feature of the functioning of modern educational organizations is the lack of
widespread practice of assessing the competencies of an organization and its employees. The main reason
for this phenomenon is the existing institutional and legal uncertainty. Modern requirements for scientific
and pedagogical workers in the absence of a valid edition of the defining professional standard are
determined using the Unified Qualification Handbook. The Unified Qualification Handbook defines the
functionality of each position in sufficient detail but does not contain requirements for the organization of
the activity aspect.

In practice, this leads to the fact that the level of competence of human resources is often
determined formally in accordance with the qualification level and the position held, while the changed
parameters of the external environment require an assessment of performance in the activity
(competency) aspect. Under these conditions, the organization and conduct of procedures similar to an
assessment face institutional and legal barriers and have very limited effectiveness. The reason for this is
the lack of correlation of the images of future results with the existing functional areas, as well as the
recommended contracting period with scientific and pedagogical workers for five years.

When the university changes the organizational model, it is necessary to ensure the continuity of
the educational process. The problematization of high switching costs leads to an accentuation of
modeling in the circuit of hybridization of theoretical and methodological concepts of management
(Dolgova et al., 2021; Solopova et al., 2020). Thus, the concept of TQM (Total quality management)
should be recognized as fundamental. In this case, the mechanism should be driven by modern change
management concepts.

Change management, regardless of the conceptual approach, requires a strategic orientation of all
internal processes. From these positions, the organization should have a value model of strategic
management, which is focused on creating value for the client (external and internal) (Al-Qaryouti et al.,
2021). The discrepancy between the functions and specific tasks of the personnel forms a dichotomy in
the development of the organization, which drastically reduces its effectiveness.

There is a dichotomy between the organizational model and the management model. On the one
hand, the functional model and value strategizing are focused on meeting the needs of the external
environment, and, on the other hand, they involve completely different mechanisms for managing the
institution's competencies. The functional approach, typical for large vertically integrated structures, is
the dominant management model in regional universities. The implementation of a customer-oriented
approach, in this case, is associated with an increase in overhead costs, which are much higher than the
costs of creating value for customers (external and internal). This is attributable to the fact that the
procedures for delegation (decomposition and cascading) and the reverse “assembly” of the result with a
functional approach require significant management costs in the overall cost structure for creating a
product (the costs of the management and administration process can take up to 80 %).

It has been found that the formation of a personnel reserve in any institution is the operational

level of the implementation of the human resource management strategy. At the strategic level, it is
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advisable to make decisions regarding human resources, since the talent pool model is tied to the current
staffing of any organization, and not to its future model (Tavbulatova et al., 2021). Simply put, the
personnel reserve is formed based on the current needs of the institutions and existing job titles and their
functionality, and the strategic human resource management system is focused on the future state of the
organization. More important is the determination of the necessary labor functions that correspond to the
new realities, and not the specific name of the positions.

The development and formation of competencies is a process that is directly related to change
management. Project management, regardless of methods, is focused on the formation of technical
solutions and a specific result. But project management loses its effectiveness with a low level of
involvement of human resources in this process. An analysis of practice shows that a positive effect of
scale and synergy is manifested if all employees are involved in business processes (Hiatt & Creasey,
2012). Modern project management technologies are becoming more flexible, as they take into account
the high variability in the level of involvement of various participants, which varies depending on the
task.

The competencies of the institution are determined by the competence of the staff and the current
organizational model. The organizational model directly affects the mechanism for transforming the
competencies of personnel into the competencies of the institution. This is true both for the core
competencies of the organization and for the “competencies of the future”, which we terminologically
refer to as “core competencies”. The strategic management mechanism of a regional university should
provide for the possibility of "reassembling” human resources, considering their capabilities, limitations,
and potential. This "reassembly" requires a detailed assessment of the available human resources, not in
themselves, but the context of the university's strategic development priorities, the specifics of its
activities, and organizational model features. In this case, investments in the development of human
resources will be justified, since this approach prevents the negative effect of “development for the sake
of development”.

Key performance indicators for core competencies (Key Performance Indicators, KPI) and
development indicators for key competencies (Development Indicators, DI), which can then be
procedurally fixed within the framework of effective contracts, can become markers that allow for
ongoing monitoring. Thus, the correct determination of development priorities in the algorithm of the
strategic process of a regional university requires a detailed examination of the external environment,
taking into account the specifics of the activities of an educational organization. As a consequence,
specific images of future results with their inherent quantitative (measurable) metrics should be formed.
Ensuring the effectiveness of the university's strategic process algorithm involves competency-based
organizational modeling at the university to implement an effective model of human resource
management in the strategic management system.

In practice, a modern human resource management system should be able to provide the following
functionality:

1) research and assessment of the state of human resources in an educational institution;
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2) determining the need for personnel in the long term (3-5 years), taking into account the
correlation of the current state of human resources and their predicted deficits, determined by correlating
the current model of competencies in an educational organization with a promising model;

3) building the base of human resources parameterized according to several criteria that are
significant for the strategic development of an educational organization;

4) emerging of competency models for each cluster of the personnel reserve;

5) formulation of transparent requirements for candidates for the human capital reserve to select
employees from the internal and external reserve;

6) creation of a personnel pool for the prompt replacement of the necessary positions (distribution
of labor functions within flexible project groups) in an educational organization;

7) formation of a personnel reserve, providing a "strategic personnel reserve" (taking into account
3-5 years).

To implement the designated functionality in an educational organization, it is necessary to
implicate the subsystem of strategic human resource management into the strategic management system
not only functionally but also formalized. Organizational management and public legitimization of new
subdivisions presuppose their institutional and legal consolidation.

The technical and technological aspects of the realization of this approach require the possibility of
implementing an analytical function, as well as elements of predictive analytics. So, for an educational
organization, this can be implemented based on available data sources, for example, on the basis of data
in automated systems for recording personnel, recording student population, planning extracurricular
activities of faculty, accounting, analyzing, and evaluating the results of assigned tasks by administrative
staff. It is necessary to hold in conjunction with the strategic guidelines for the development of the
educational organization and the available budget for the development of the reserve of human resources
(Korotkovskaya, 2018).

However, it is impractical to uniquely identify and take into account the reserve of human
resources. The main goal is to provide the possibility of modeling and formation of specific functional
abilities for a given time. The experience of large organized structures in the corporate sector of the
economy testifies to the effectiveness of using the “personnel accelerator” model, which implies the
individualization of the trajectory of professional growth and development for each participant in the
program (Korotkovskaya, 2018). It is easy to imply such an approach in an educational organization since
its competence in itself is already the basis for the digitalization of a significant proportion of procedures

for the development of human resources (Korotkovskaya, 2018).

7. Conclusion

The general framework of the management of an educational institution is determined by the
algorithm of the strategic process adopted in this organization. This algorithm is designed to ensure
transparency of both the management system itself and the management decision support system at each
stage. The methodological correctness of the algorithm of the strategic process, especially in the phase of
preparation of managerial decisions, is the major segment that ensures the implementation of risk-based

and proactive approaches (Khuriev & Tavbulatova, 2020). The correct definition of goals and the
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subsequent optimal allocation of resources reduces the number of adjustments at the stage of
implementing the strategy, which means it minimizes force majeure costs and resource shortages in future
periods.

The strategic process involves ensuring the implementation of the necessary changes in the
organization, designed to keep it competitive in those niches and segments that are earmarked for the
organization. The current policy in education is aimed at increasing the competitiveness of Russian
educational organizations and improving the quality of education (Sholina et al., 2021). The quality of the
educational product and the quality of educational services is defined by the level of development of the
core competencies of educational institutions (Khuriev & Tavbulatova, 2020). The rate of competence of
an organization is determined by the quality of human resources, in the framework of the competence-
based approach, understood as the competence of personnel. The issue of measuring the core
competencies of universities remains debatable since the competence manifests itself exclusively in the

set of results of the activities of an educational organization, which can be defined broadly.
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