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Abstract. The rapid development of technologies is creating a new digital
reality in human resource management. In the context of the transition to
the digital economy and
transformation of traditional classical
organizations to digital ones, digital management decentralization will take
place on the basis of digital technologies. The most important
characteristic feature of a digital organization is interaction of the HR
service with employees using mobile applications. Predictive HR analytics,
employee-centered professional training, feedback not only at the vertical
level but also at the horizontal level requires the development of new
competencies of HR specialists. Based on the authors' research,
implemented by a temporary creative team, the practice of developing
managerial competencies in the process of digital transformation is
analyzed using the example of HR management services in organizations
at different levels of digital maturity. The study has shown understanding
on the part of HR specialists that automation has a significant potential and
will be in demand in all the companies, regardless of their size. The
transition from a traditional organization to a digital one will require
changes in the qualification requirements for HR specialists, readiness of
HR specialists to acquire new digital competencies, to develop their
professional skills and personal abilities.
Keywords: competencies, skills, digital transformation, HR department,
HR management service, organizational development

1 Introduction

In recent years many articles have appeared in the scientific literature on the specifics of
the functioning of HR systems in the context of digital transformation [1-5], highlighting
the changing role of HR services in the era of digitalization [6]. Human resource
management in the digital economy is considered in them as one of the key business
processes that directly affects the increase in labor productivity [7-9]. Many scholars have
turned directly to the analysis of the digitalization of the HRM system [10-12, 4, 13], to the
growing role of HR analytics [14].
The transition to digitalization is a new stage in the development of the HR industry,
which imposes new requirements on the competence model of HR specialists, who must
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increasingly use modern digital tools. Scientists develop the typology of personnel
competencies for Industry 4.0. For example, E. Flores, X. Xu, and Y. Lu [15] have
introduced a new term "workforce architecture", covering the human capital of the future,
and suggested a new typology of personnel competencies for Industry 4.0 . This article
draws attention to important changes in human capital in the future of Industry 4.0 and
offers a human-centered perspective for companies in the new industrial revolution. The
interdisciplinary research is based on literature review. However, there are few studies
devoted to the new holistic model of competencies of HR specialists. The most advanced
area of research in relation to HR services is the study of the evolution of digital
competencies of HR employees in the field of recruitment. Analytical works that
summarize the first results of the digital transformation of organizations and HR
departments are of particular scientific value. Of note is the study of A. DiRomualdo, D. ElKhoury and F. Girimonte [16], in which the authors, using the Hackett Group's extensive
database with paid HR benchmarks with Global 1000 companies, show how digital
technologies will change HR processes and organizational structure. They emphasize the
need to create new roles in HR. The authors pay attention to the fact that HR organizations
should plan the changes needed for meeting the requirements of the digital transformation
of the enterprise. The article presents some recommendations for the transformation of HR
departments at the initial stage of digital transformation [17, 18].
In general, we can talk about a high degree of readiness of Russian HR specialists to
automate their work functions, and a significantly higher level of digital literacy of
employees of HR departments compared to the staff of organizations as a whole. As recent
research shows, Russian HR specialists are able to master digital skills quickly enough [19].
However, there is an imbalance in terms of the training of HR specialists in the field of
digital literacy and understanding of the functioning of new business models, especially
among the older generation of HR. This is what makes us more closely examine the
dynamics of the competence model of HR managers in the process of increasing digital
maturity of organizations. The relevance of this article is due to the lack of knowledge of
the processes that allow us to come close to developing a model of competence of HR
specialists at various levels of digital maturity of organizations.
Research Questions
1. How will the transition from a traditional to a digital organization affect the
work of HR managers, the demand for individual skills and abilities?
2. What professional HR-technological and technical competencies do HR
specialists plan to acquire/improve?
3. What personal and practical skills do HR-managers plan to get/improve to
enhance their professional competence?
Purpose of the Study - to summarize the directions and forms of competence
development demanded by HR specialists in the conditions of digitalization of Russian
companies.

2 Methodology
The theoretical and methodological basis of this research is the modern understanding of
the theory of human capital in the context of the concept of sustainable development, the
concept of human development and the concept of decent work. The following methods are
used in the research: comparative, logical and methods of statistics. The results of analytical
and sociological research, the results of expert surveys are used in the paper. To determine
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the key drivers of changes, opportunities and limitations of organizations ' human resource
management systems in the context of digitalization of the economy, the temporary creative
team conducted an original HR survey among specialists responsible for personnel
management in organizations operating in the Russian Federation from June 4 to June 26,
2019. The questionnaire was developed on the basis of a review of information from
domestic and foreign sources, summarizing the results of expert surveys of IT and HR
specialists, and was highly appreciated by experts. The questionnaire consisted of 5 blocks,
one of which was devoted to the prospects for the development of the HR service in the
context of digital transformation. The survey was conducted remotely using the
GoogleDocs form editor. Subsequently, the received data were processed using the Excel
program. 152 people who represent different sectors of the economy were interviewed.
Respondents represented more than 20 regions of Russia. One in four respondents
represented the service sector, including such highly digitalized industries as banking and
Finance; media and e-commerce, IT and telecommunications; and one in three represented
transport, logistics and distribution. 29% of the respondents represented organizations with
more than 10,000 employees, and one in four represented - between 1,000 and 10,000
employees. Such large organizations are expected to be the most automated, according to
experts from SAP CIS and Deloitte. Almost one in three respondents noted that their
organizations have achieved mature automation or laid the foundations for intelligent HR.
Thus, we had a unique opportunity to trace the emergence of new trends in Russian HR
management, and for the first time systematically summarize the Russian experience in the
field of digitalization of not only organizational HR processes, but also the HR
departments. This article analyzes the results of one of the questionnaire blocks (Section 5.
The Future of the digital organization's HR service). 64.05% of respondents work in
departments called "Human Resources Management", 11.76% – "Human Resources
Department", 8.5% –"Human Resources Management".
In accordance with the official affiliation, 68.42% of the respondents were HR
managers, Heads of HR Departments - 24.34%, HR partners, HR Directors - 7.24%. The
gender distribution of respondents was as follows: females – 74.34%, males -25.66%.
The average age of the respondents was 35 years. It corresponds to the all-Russian
indicators of the age of HR specialists. Every second male surveyed belongs to the older
age group, this is a "trace" of the Soviet tradition, when the personnel departments
preferred to hire retired military personnel. The vast majority of respondents 92.76%, have
higher education, 1.97% and 3.95% have secondary specialized and academic degrees
respectively. 36.18% of respondents have work experience in the service that provides
personnel management processes ranging from 3 to 10 years, 26.32% of respondents have
more than 10 years of experience, and 23.03% – from 1 to 3 years. The group of HR
employees with experience up to 1 year was 14.47%.

3 Results
The results of our research have shown that there is an uneven involvement of Russian
organizations in the process of digital transformation. Almost every second respondent
noted that automation of HR processes is mostly relevant for the vast majority of large and
medium-sized Russian companies seeking optimization, and only one in four respondents
believes that automation is the best way for the vast majority of large companies. About
40% of respondents chose the answer "all the companies are equal in the process of
digitalization, no matter what their size is - large, medium or small". Nearly every third
person believes that automation of HR processes is also relevant for virtual organizations,

3

SHS Web of Conferences 91, 01016 (2021)
IES2020

https://doi.org/10.1051/shsconf/20219101016

as the emergence of new software products opens up opportunities for managing remote
employees.
Respondents note that digitalization in HR is necessary primarily to get rid of routine
(71%); to improve access to the best labor resources using digital communication channels
- 46.7%, to develop remote forms of work (attracting staff from everywhere, at any time 38.8%), to increase flexibility and individualization of people management - 37.5%.
The transition from a traditional organization to a digital organization, according to
respondents, will affect the work of HR managers to change the qualification requirements
for HR specialists (according to 56.6% of respondents). Every fourth respondent believes
that the role of the HR service will increase, the institution of HR business partnership will
not lose its importance, and the main competence of internal HR will be strategic thinking
(24.3%).
To understand in what direction HR-specialists competency model HR-specialists
should develop, first of all it is necessary to answer a crucially important question: in which
direction the development of functionality of the HR specialists will go. 34.9% of
respondents believe that HR managers will be experts with a broad range of competences.
Three times less respondents assume a different development of events - there will be more
highly specialized HR experts (13.8%). The answers to questions from 64 to 66 of the
Questionnaire prove the orientation to a broad profile of the development of HR
competencies. It is of great importance for the respondents to master a diverse range of new
professional competencies that are necessary for the organization's transition to new
business models and management of organizational development processes.
Among the professional HR-technological competencies that modern HR specialists
would like to improve, the position of strategic HR has undoubtedly taken the leading
place. It absolutely correlates with the answers to the previous question. Every second
respondent has noted that in order to improve the efficiency of the HR manager's work, it is
necessary for him / her to know in which direction the organization is going to develop,
and how important is to switch to a new business model. Without analyzing characteristic
features of strategic management, HR specialists can neither perform such a professional
function as organizational development, nor plan their career growth. As noted above, it
has become clear that HR managers can actually claim the position of partner, one of the
top positions in digital organizations. 27.6% of respondents would like to acquire or
improve their competence in developing organizational culture. Respondents identified
change management, employee training and development, the ability to organize project
and team work, and electronic document management as the second most promising group
of competencies. Almost every third respondent would like to improve such competence as
HR branding development.
For the first time, the desire of HR specialists to develop such competencies as
managing employees ' emotions and impressions (20.4%) came as close as possible to the
desire to develop their competencies in managing candidate / employee evaluation
processes (22.4%). In previous years, the latter type of competence clearly led the way, as
well as the desire to improve their skills in remuneration management. Almost one in seven
respondents would like to learn how to create employees positive experience (14.5%). As
early as 2019, HR specialists were clearly aware of the need to improve their skills in
organizing fundamentally new forms of work with employees. 17.8% of respondents were
in favor of acquiring or improving their skills in organizing flexible forms of employees’
employment. One out of four respondents would like to study the management of remote
employees and freelancers - 23%, to understand the specifics of working with virtual
organizations - 7.2%.
It is important to note the demand for the development of such competencies as building
the organizational architecture of the company - 15.1% and the ecosystem of the
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organization - 19.1%. The study has proved that HR specialists respond quickly to the
challenges of the time and are ready to master new methods of work that allow to increase
the level of digitalization of HR departments. Answering the question № 60 "How will the
transition from a traditional organization to a digital organization affect the work of HR
managers?" almost every tenth respondent noted that the main competence of an HR
manager will be the ability to make an employee happy - 9.2%.
Question №64 of the questionnaire allowed us to specify the statement "what
professional technical skills you would like to acquire / improve". The responses were
distributed as follows. Half of the respondents would like to improve their skills in working
with electronic document management. Such demand for the development of these skills is
explained, in our opinion, by the fact that HR specialists from organizations at various
levels of digital transformation took part in the survey.
At the same time, a significant proportion of respondents have demand for the
acquisition / development of fundamentally new competencies. The demand for developing
such skills as digital design in HR is leading (45%), while working with corporate IT
platforms is in the second place (43.4%). This is followed by the demand for such a new
competence as data collection, processing and analysis in real time, in other words, HR
analytics – 41.5%. Almost the same number of HR managers would like to improve their
competencies by using specialized software to implement the HR function - 41%. The
control questions confirmed the high reliability of the data obtained: from 41 to 44, 7% of
the respondents were in favor of getting these skills.
The second most popular group of technical skills included: working with cloud
technologies -33%, working in social media / networks - 32.2%, digital security -29%. One
in four respondents wants to improve their skills in working with mobile apps. Every sixth
respondent who has taken part in our survey considers it appropriate to involve HR
Department employees in the development of the Intranet design and interface. In the age
group from 20 to 25 years, one in four respondents has chosen this answer. 22.8% of the
HR specialists surveyed would like to improve their skills in advanced data visualization
and processes.
In the course of the study, the demand for HR specialists to develop their professional
personal and user skills was analyzed. Answering the question № 66 "What professional
personal and user skills would you like to acquire " 43.4% of respondents expressed a
desire to have digital creativity, 29.6% - the formation, development and promotion of a
digital personality (personal digital profile), as well as the development of digital empathy 13.8%. One in three respondents would like to improve their stress tolerance. Respondents
strive to improve user’s skills such as working in Photo Shop and similar image editors
(39.5%), learn more about personal security when using smart devices (28.9%), and master
the production of multimedia content for the Internet (27%). Along with the skills
mentioned above, basic skills such as typing speed and the use of mobile communication
tools remain quite popular - 23% for both answers.
For the convenience of simultaneous perception of some important new areas of
development of HR managers ' competencies, the frequency of responses is shown in
Figure 1.
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Fig. 1. Promising areas of development of HR managers' competencies identified in the survey of
HR specialists. (All the questions involved choosing one or more answers from several options).
1. Question № 64: "What professional technical skills would you like to
acquire/improve?” Answer option 1: "digital design in HR"
2. Question № 65:" What professional HR-technological competencies would you
like to acquire/improve?» Answer option 21: "managing employee emotions and
impressions".
3. Question № 66: "What professional, personal and user’s skills would you like to
acquire/improve?” Answer option 2: "formation, development and promotion of a
digital personality (personal digital profile)".
4. The same question. Answer option 3: "digital empathy".
5. The same question. Answer option 4: "digital creativity".
Source: Own processing.

Four out of five consider that competencies are directly related to digital technologies.
The respondents ' responses show that they are not only very interested in developing
professional HR competencies for the implementation of their work functions, but are also
ready to continuously improve their technical skills. All the respondents expressed their
willingness to improve their digital literacy if needed, with 27.5% - paying their own
money. Experts do not consider the system of professional retraining as the weakest link
that hinders the development of software and digital competencies. However, almost every
second respondent believes that the system of retraining / advanced training should be
improved. Moreover, every fifth respondent believes that the process of retraining should
become continuous (19.7%). 36.2% of respondents noted the need to develop mentoring by
more IT-advanced employees, 22.4% support the idea of getting acquainted with the
experience of software implemented in other companies. Every fourth believes that
digitalization will allow to simulate a virtual reality for the training of workers - 24.3 %.
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4 Discussion
The increase in the speed of information transfer in the era of computerization at the turn of
the Millennium has led to the centralization of organizational management systems, the
transition to international quality standards, and the unification of management principles
and algorithms. This process includes functional structuring of HR services, specialization
of HR managers, development of competence approach and unification of their generalized
labor functions within the framework of accepted professional standards. During this
period, organizations with varying degrees of intensity have been automating operational
HR processes, developing digital competencies for software development, as well as
professional specialization of specialists in the main areas of HR departments.
The transition to a new stage of digitalization associated with a further increase in the
speed of information and the need for organizations to switch to new business models
requires a qualitative revision of the existing model of competence of HR managers.
The conducted sociological research allows us to declare that it is necessary to develop
a new model of competencies for HR specialists. This model should be adapted to different
levels of digital maturity of HR services. The formation of digital competencies for HR
managers is reaching a fundamentally new level of development.
The transition to a new stage of digitalization associated with further increase in the
speed of information and the need for organizations to switch to new business models
requires a qualitative revision of the existing model of competence of HR managers.
The conducted sociological research makes it possible to declare that it is necessary to
develop a new model of competencies for HR specialists. This model should be adapted to
different levels of digital maturity of HR services. The formation of digital competencies
for HR managers is reaching a fundamentally new level of development.
Modern HR technologies allow you to personalize your interaction with the staff.
Large-scale hi-tech exhibitions and technology showrooms held in Russia in recent years
show a geometric growth in the introduction of digital technologies in the work of HR
services. Every year the scale of digital technologies introduced into the practice of HR
work increases. At the fifth HR&Technology Expo 2020, a system platform that gathers
the most advanced and effective IT tools for personnel management, more than 70 HR
products will be presented this year, and more than 40 applied presentations by
representatives of leading Russian and international companies actively implementing
digital technologies will be announced. More than 50 HR-Tech experts will take part in the
discussions. It is planned to discuss issues related to HR technologies and the evolution of
HR functions. Within the framework of HR exhibitions, managers working with people in
organizations will not only exchange useful solutions in the field of digitalization of HR
functions, but also get the opportunity to test new products from leading IT developers of
HR products. Traditionally, the greatest professional interest of the HR community is
aroused by the CR digital technology Laboratory, a platform that directly unites HR
specialists and developers of HR technologies.
All this creates favourable conditions for rethinking the directions of development of the
competence model of HR specialists. Currently, issues of HR Analytics and data
management, user’s experience, working with vendors and IT teams come to the fore. We
are actively implementing marketplaces, services and CRM to automate recruitment, and
introducing virtual assistants to implement a number of HR functions-chatbots with
artificial intelligence for HR processes in the company. Optimization of recruitment
budgets and qualitative evaluation of candidates is based on the introduction of
technologies with machine learning, cognitive computing and other data analysis solutions.
Automation and e-learning are actively implemented: training, evaluation and staff
development. When building a model of HR specialists' competencies in the context of
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continuous training, an optimal balance of digital, professional and "soft" skills is required,
taking into account the multi-level model of digitalization of HR services.

5 Conclusion
In conclusion it should be mentioned that every second respondent believes that it is
necessary to improve the system of retraining/advanced training of employees of HR
departments. This work should be carried out taking into account the perspective directions
of development of the model of competence of HR specialists. During the research, special
attention was paid to finding out the subjective vision of HR managers of promising areas
for the development of their professional and personal competencies. In recent years, you
can often hear such a question: "What will happen to HR?" The answer is: "HR is being
transformed". The results of the study have shown the results of this transformation within
the competence approach. HR specialists quickly respond to the challenges of the time and
are ready to master new methods of work to upgrade the level of digitalization of HR
departments. The conducted research has made it possible to determine what competencies
of HR specialists are the most important for them today, what is the degree of their
development in organizations that are at various stages of digital transformation. More than
that, we can identify the degree of demand for fundamentally new skills and abilities
necessary for HR specialists to perform their work functions in the context of
organizational digital transformation. A significant proportion of respondents are in favor
of the acquisition/development of fundamentally new competencies, including the
development of skills, such as digital design in HR and management of employees’
emotions. The interviewed HR specialists have expressed a desire to develop digital
creativity, a personal digital profile, and the development of digital empathy.
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