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NAS RK is pleased to announce that Bulletin of NAS RK scientific journal has been accepted
for indexing in the Emerging Sources Citation Index, a new edition of Web of Science. Content in
this index is under consideration by Clarivate Analytics to be accepted in the Science Citation
Index Expanded, the Social Sciences Citation Index, and the Arts & Humanities Citation Index.
The quality and depth of content Web of Science offers to researchers, authors, publishers, and
institutions sets it apart from other research databases. The inclusion of Bulletin of NAS RK in the
Emerging Sources Citation Index demonstrates our dedication to providing the most relevant and
influential multidiscipline content to our community.

Kasakcmar Pecnybnukacbsl ¥YnmmelK fbiibiM akademusicel "KP YFA XabapuwbiCbl" FbiribIMU XKypHa-
nbiHbIH Web of Science-miH xaHanaHraH Hyckacbl Emerging Sources Citation Index-me uHOekcmeriyee
KabblndaHraHbiH xabapnaliobl. byn uHOekcmeny 6apbicbiHOa Clarivate Analytics KomMnaHUsICbl XypHarnobl
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HUMAN RESOURCE MANAGEMENT AND
DYNAMIC CAPABILITIES OF EDUCATIONAL ENTERPRISES:
PSYCHOLOGICAL, SOCIAL AND ECONOMICAL ASPECTS

Abstract. This paper focuses on the dynamic capabilities theory and foresight theory in whole to the problem of
the human capital in education and its management. The main channel for building up dynamic abilities and foresight
competencies of educational enterprises and specialists, as well as the focus of foresight research in modern science
and management practice is working with human resources, with the human capital of firms, communities, and
countries. This work also includes work with social and cultural capital, focused on improving the culture of
relationships in communities, including the culture of the state, society and business. The orientation of the world
social development to increase the innovation component in the economic, social and spiritual spheres of society and
in its education, led to the recognition of human capital as a leading and decisive factor in the socio-economic
development of systems of various scales and levels. Scientists notes that in modern conditions of globalization of
markets and transnationalization of economic relations, as well as a significant level of intellectualization of modern
business processes, human capital and education in business and in other spheres is a decisive factor in the compe-
titiveness of national economy on the different levels. This moment is especially noticeable in the studies of the
dynamic abilities of educational enterprises and the management of educational enterprises. This moment is also
especially noticeable in foresight studies and other reconstructions of the past, present and future development of
organizations. Dynamic capabilities are required if the firm is to sustain itself as markets and technologies change,
although some firms will be stronger than others in performing some or all of these tasks. Foresight is a system of
methods of transformation of priorities in the sphere of economy and production, social and cultural development, and
in education. Human resource management in education is an important part of the problem of the dynamic abilities
of educational enterprises. The management of selection, training, retraining and personnel development, the formation
and enrichment of technologies for managing professional and career development are naturally part of a dynamically
and steadily developing enterprise. Foresight of the development of the educational enterprise as a leading aspect
includes a general assessment of the professional and career potential of the organization’s employees, as well as the
dynamic abilities of the organization’s manager (his ability and willingness to diversify activities, training and
retraining, etc.) and other specialists. The purpose of the study — analysis of foresight competence as a component of
dynamic capabilities (competences) of the educational enterprises and specialists of educational enterprises in context
of the human capital problems. Foresight involves the use and transformation meta-technology ("routines") of
enterprise and innovation in the field of production and relations of production. It is aimed at the allocation and use of
markers of change — weak and strong signals of future and probable changes. Active and accurate identification of
these markers changes in education, including application and modification of routine or meta-technology of enterprise
management, not only allows to predict "unpredictable”, but also to intervene in the process flow, correcting them with
the least expenditure of forces, material, mental and spiritual resources. In addition, it allows you to influence the
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markets themselves and the surrounding enterprise reality in general. Thanks to the foresight competence and ability,
the specialist in education and his company productively adapt to changes in environment (market and society), but
also participate in changing it.

Keywords: human resource, management, human capital, human capital development management, dynamic
capabilities, learning organizations, education, foresight, routine, innovation, meta-technology foresight competence.

Introduction. The orientation of the world social development to increase the innovation component
in the economic, social and spiritual spheres of society, led to the recognition of human capital as a leading
and decisive factor of the development in the socio-economic development of systems of various scales and
levels (Abel, Deitz, 2012; Barney, 1991; Becker, 2009; Huselid, 1995; Molloy, Coff, Lepak, Wright, Delery,
and Zenger, 2009; Ployhart, 2004; Wright, Dunford, and Snell, 2001; Crook, Todd, Combs, Woehr, &
Ketchen, 2011). Human abilities, professionalism and qualification, formed from a complex of knowledge,
competencies and professional experience. They serve as the fundamental basis of the modern economy,
and determine not only the value of their carrier, but also create a new impetus to the development of
cognitive-creative abilities and competencies, and also multiplier effect in relation to other factors of
production, which determines the relevance of the study. The need to identify modern factors of qualitative
transformation of human capital in education, as a dynamic strategic resource for the modern development
of all spheres of society, implies its study at the main levels of formation, and provides for the integration
of knowledge from various fields of science and education (Panichkina, Burova, and Masych, 2016;
Panichkina, and Masych, 2016; Panichkina, and Masych, 2017).

Target setting. Human capital, as a concentrated amount of knowledge and competences in society
(Abel, Deitz, 2012; Barney, 1991; Becker, 2009; Huselid, 1995; Molloy, Coff, Lepak, Wright, Delery, and
Zenger. 2009; Ployhart, 2004; Wright, Dunford, and Snell, 2001; Crook, Todd, Combs, Woehr, & Ketchen,
2011). Analyzing the trends of human capital formation at the different levels, we can see that should be
noted that in modern conditions of globalization of markets and transnationalization of economic relations,
as well as a significant level of intellectualization of modern business processes is a decisive factor in the
competitiveness of national economy. This moment is especially noticeable in the studies of the dynamic
abilities of educational enterprises and the management of educational enterprises. This moment is also
especially noticeable in foresight studies and other reconstructions of the past, present and future deve-
lopment of organizations. In addition, the level of human capital development is of key importance not only
for the country's economy, but also for the successful functioning of its political, social and civil institutions.
It is associated with the quality of education, medicine, law enforcement and other areas of human activity.
The most important role is played by human capital in the formation and development of cultural capital,
that is, the kind of capital that sets the goals and values of human development and humanity, determines
its future, sets the framework for reflection of the past and awareness of the present. Human capital in many
respects determines the place and role of the country in the system of modern international relations, in the
"world table of ranks" It is necessary to emphasize that in turn, the level of human capital development
depends on the strategic goals of the state and the development of its state and public institutions. Greater
or lesser equality of opportunities for citizens in education, social, economic, medical and law enforcement
assistance, state employment policies and other parameters will contribute to the successful transformation
of human potential into capital, coupled with economic development processes, performance management
of social and political institutions, business organizations, science and education, culture and nature (Abel,
Deitz, 2012; Barney, 1991; Becker, 2009; Huselid, 1995; Molloy, Coff, Lepak, Wright, Delery, and Zenger,
2009; Kenzhaliyev, B. K., Gladyshev, S. V., Abdulvaliyev, R. A., Kuldeev, E. L., Beisembekova, K. O.,
Omarova, S. A., Manapova A. 1., 2018; Kenzhaliev, B. K., Kul’deev, E. 1., Luganov, V. A., Bondarenko, I. V.,
Motovilov, L. Y., & Temirova, S.S., (2019; Zhapbasbayev, U., Ramazanova, G., Kenzhaliev, B., Sattinova,
Z., & Shakhov, S., 2016; Kenzhaliyev, B. K. Surkova, T. Yu. Berkinbayeva, A. N., 2019; Ployhart, 2004;
Wright, Dunford, and Snell, 2001; Crook, Todd, Combs, Woehr, & Ketchen, 2011).

The purpose and method of the study. The purpose of the study — analysis of foresight competence
as a component of dynamic capabilities (competences) of the educational enterprises and specialists of
educational enterprises in context of the human capital problems. Research method — theoretical analysis of
foresight competence as a component of dynamic capabilities (competences) of the educational enterprises
and specialists of educational enterprises in context of the human capital problems.

— 3 =



Bulletin the National academy of sciences of the Republic of Kazakhstan

Literature Review. Theoretical background: Dynamic capabilities and foresight

D. J. Teece proposed an elaborated framework consisting of three factors; sensing, seizing, and
reconfiguring. Dynamic capabilities can usefully be thought of as belonging to three clusters of activities
and adjustments: (1) identification and assessment of an opportunity (sensing); (2) mobilization of resources
to address an opportunity and to capture value from doing so (seizing); and (3) continued renewal
(transforming) (Arpentieva, 2017; Di Stefano, & Verona, 2010; Teece and Pisano, 1994; Teece, Pisano and
Shuen, 1997; Teece, 2007; Winter, 2003). These activities are required if the firm is to sustain itself as
markets and technologies change, although some firms will be stronger than others in performing some or
all of these tasks. Reconfiguration requires the company to maintain strong leadership, business model
redesign and asset-realignment activities. Sensing is the main foresight competence (capability) component.
Foresight is a system of methods of transformation of priorities in the sphere of economy and production,
social and cultural development. Human resource management is an important part of the problem of the
dynamic abilities of educational enterprises. The management of selection, training, retraining and personnel
development, the formation and enrichment of technologies for managing professional and career develop-
ment are naturally part of a dynamically and steadily developing enterprise. Forecasting the development of
the enterprise (foresight) as a leading aspect includes a general assessment of the professional and career
potential of the organization’s employees, as well as the dynamic abilities of the organization’s manager
(his ability and willingness to diversify activities, training and retraining, etc.) (Arpentieva, 2017; Cordes-
Berszinn, 2013; Eisenhardt and Martin, 2000; Heger, and Rohrbeck, 2012; Hgjland, & Rohrbeck, 2018;
Lehr, Lorenz, Willert, and Rohrbeck, 2017; Rohrbeck, 2010; Rohrbeck, 2012; Rohrbeck, and Kallehave,
2012; Rohrbeck, and Kum, 2018; Teece, 2007; Winter, 2003).

Analysis of foresight competence as a component of dynamic capabilities (competences) of the
educational enterprises / managers of educational enterprises shows their leading role in the implementation
of other dynamic capabilities. Its shows the fact that foresight educational enterprises and industries is
having a transformative impact on the development of the system, helping to transform and not just to predict
the development of the industry or enterprise (Eisenhardt and Martin, 2000; Heger, and Rohrbeck, 2012;
Hgjland, & Rohrbeck, 2018; Lehr, Lorenz, Willert, and Rohrbeck, 2017; Rohrbeck, 2010; Rohrbeck, 2012;
Rohrbeck, and Kallehave, 2012; Rohrbeck, and Kum, 2018; Teece, 2007; Winter, 2003). Foresight involves
the use and transformation meta-technology ("routines") of enterprise and innovation in the field of
production and relations of production. It is aimed at the allocation and use of markers of change — weak
and strong signals of future and probable changes. Active and accurate identification of these markers
changes, including application and modification of routine or meta-technology of enterprise management,
not only allows to predict "unpredictable", but also to intervene in the process flow, correcting them with
the least expenditure of forces, material, mental and spiritual resources. In addition, it allows you to
influence the markets themselves and the surrounding enterprise reality in General. Thanks to the foresight
competence and ability, the specialist and his company productively adapt to changes in environment
(market and society), but also participate in changing it (Arpentieva, 2017; Arpentieva, Gorelova, Duvalina,
Braitseva, Roznova, 2018; Bykasova, Arpentieva, Gorelova, Bogomolova, 2019). The main channel for
building up dynamic abilities and foresight competencies of educational enterprises and specialists, as well
as the main focus of foresight research in modern science and management practice is working with human
resources in situational problems, (di)stress, innovations and reforms, partial or total distractions, with the
human capital of firms, communities, countries (Arpentieva, Kassymova, Lavrinenko, Tyumaseva, Valeeva,
Kenzhaliyev, Triyono, Duvalina, Kosov, 2019; Arpentieva, 2015; Kassymova, Stepanova, Stepanova,
Menshikov, Arpentieva, Merezhnikov, Kunakovskaya, 2018; Kassymova, Tokar, Tashcheva, Slepukhina,
Gridneva, Bazhenova, Shpakovskaya, Arpentieva, 2019; Kassymova, Tyumaseva, Valeeva, Lavrinenko,
Arpentieva, Kenzhaliyev, Kosherbayeva, Kosov, Duvalina, 2019; Kassymova, Kosherbayeva, Sangilbayev,
Schachl, Cox, 2018; Kassymova, Valeeva, Stepanova, Goroshchenova, Gasanova, Kulakova, Menshikov,
Arpentieva, Garbuzova, 2019). This work also includes work with social and cultural capital, focused on
improving the culture of relationships in communities, including the culture of the state, society and business
and its projections in education.

Theoretical background: human capital in learning organization

Scientists and practitioners allocate various indices of human capital:

- Capacity, which included literacy rates and the proportion of people with primary, secondary, and
higher education in different age groups; - Development, including indicators of coverage and quality
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obtained: primary education, vocational education, tertiary (higher) education, professional diversity of
university graduates; - Deployment, which included the proportion of the employed population, unem-
ployment rate, underemployment and their gender characteristics, - Know-how - uses data on the availability
of trained personnel for high-tech industries.

As at the national level, researchers to the development of a lifelong education system attribute the
process of transforming human potential into human capital at the level of economic entities aimed at
improving the professional qualities of an employee throughout life (“life-long learning™). As evidenced by
the results of foreign and domestic studies, continuous professional education and retraining of personnel
are one of the most effective ways to form human capital. Today, an employee of the organization requires
not only professional competence, but the willingness and ability to learn new knowledge and skills as the
basis for its constant growth and development. The task of the organization is to create optimal conditions
for continuous professional training and personnel development.

Employee development is an integral element of the human resource management system of a modern
organization. The accumulation of human capital at the organizational level is largely determined by the
system of professional development of personnel adopted by the company.

Today, there are several types of professional development systems. These types are most widely used
in work with the labor potential of an organization in Russia: external, academic, and internal corporate and
combined.

External systems include the services of T & D- (Training and Development) providers. As the results
of the research show, the most demanded services of T & D providers, most of which are concentrated in
Moscow (more than 50%), are short-term training: conducting ready-made trainings; training internal
customer coaches; business simulations; master classes; coaching.

The specificity of the so-called academic systems consists in the fact that they are university-based
tuition for prolonged educational courses (often the MBA format). For example, MBA programs, including
jointly with American and British universities, are being implemented by such major domestic universities
as the Financial University under the Government of the Russian Federation, the State Institute of
Management, the Russian Academy of National Economy and Public Administration, etc.

Traditionally, the intra-corporate training system remains in demand, the key task of which is the
applied development of the necessary competences of employees in the workplace. Finally, combined
systems or, as they are also called, corporate universities (CU), are a complex of internal and external staff
development tools adapted to the individual needs of a particular organization. According to experts, the
last decade has been marked by Russia with an unprecedented increase in the number of corporate univer-
sities. The most developed corporate training in the banking sector, manufacturing, insurance. CU Sberbank,
CU Alfabank, CU Sibur, Rosatom Corporate Academy, CU Gazpromneft, CU Russian Railways, CU MTS,
CU Rostelecom, etc. corporations are among the leaders in corporate education in Russia.

At the same time, research results indicate that the attitude of Russian organizations to personnel
training is much differentiated. We identify the following options for staff training strategies in Russia:

1. The complete lack of training / complete removal of the organization from the training of its em-
ployees. According to this strategy, an employer attracts personnel who already possess the necessary degree
of professional competence. In addition, if the level of knowledge and skills of an employee becomes
obsolete, then the responsibility for solving this problem lies on the shoulders of the employee.

2. Lack of training in the organization, but actively encouraging the employee’s own efforts to improve
their skills and unleash their potential. Since it is impossible to accurately calculate the effectiveness of
investments in human capital, the organization refuses to train staff, but it encourages those who invest in
themselves (bonus systems, business career development, etc.).

3. Formal learning. The most common strategy in Russia, which is not so much conducive to the real
development of personnel, as it creates the appearance of it.

4. Selective learning. This type of strategy is used in organizations that do not have sufficient financial
resources to train all categories of personnel who need it. The company invests in the most talented
employees, who, after completing the training, are charged with transmitting the knowledge gained to their
colleagues in the course of in-house training.

5. Systematic staff training. In this case, the personnel training system is present, but it is often modular
in nature, i.e. It is formed from training programs offered by T & D providers or universities.
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6. Full internal training of personnel. The principal difference of this approach is in its complex nature,
aimed at systematic, consistent development of personnel. Despite the use of third-party training programs,
internal components play a priority (strategic) role. It is within the framework of this strategy that corporate
universities (CU) are formed.

According to a number of studies, an increasing number of successful domestic companies, implemen-
ting their own development strategy, are implementing the concept of a “learning organization” (Fulmer,
Keys, 1998; O'Keeffe, 2002; Papa, Daniels, & Spiker, B. 2008; Pedler, Burgogyne, and Boydell, 1997,
Santos-Vijande, Lopez-Sanchez, Trespalacios, 2012; Serenko, Bontis, and Hardie, 2007; Senge, Kleiner,
Ross, Roth, and Smith, 1999).

The learning organization is constantly in the process of self-improvement, increasing the dynamic
qualities that allow it too flexibly and fully adapt to changes in the markets, as well as to shape the changes
them as individuals and professionals in the development of the organization, its various structures and
parties. It is important to note that in the context of a learning organization, learning is not just the accumu-
lation of knowledge and skills, but also a meaningful development of the ability to use, change, etc.

Learning organizations are the organizations with best chance to succeed and thrive in the future.

Modern research identifies a number of characteristics of the learning organization:

- "Learning" approach to strategy development. The strategy and policy of the company are considered
as continuously changing and procedural phenomena. Business plans are constantly changing, improving in
the light of emerging factors.

"Participatory" or intersubjective, “evergetical” (Arpentieva, 2017) policy management. Employees of
the organization take part in the formulation of the strategy and policy of the company, in the implementation
of their decisions. The organization's policy reflects the values of the entire team, not just its top management.

- Informational openness, including openness on the organizational "vertical", dialogical ways of
interaction of the organization’s substructures. Information from "weak" and "strong voices" is more used
to understand what is happening, what happened and anticipate the future in order to make the right
decisions, and not as a basis for reward or punishment.

- Audit, accounting and control of the organization. Audit, accounting, budgeting and analysis systems
are structured in such a way as to be useful in the process of learning and improving, including analysis of
the past, present and future states of the organization. Financiers and other specialists act as consultants on
special issues of using information. Financial and other subsystems of the company are built in such a way
that everyone feels responsible for the resources that are at his disposal.

- Internal exchange of services and information. Each unit supplies and consumes services. Units,
departments, sections have real opportunities to act on their own.

Flexible reward mechanisms. The term "remuneration" is considered broader than just pay. All em-
ployees are involved in the process of determining the most optimal forms of remuneration. The main
principle of determining remuneration is the employee’s contribution to the overall performance of the
organization.

- "Creating opportunities" structure. Units and other "boundaries" are considered rather as a temporary
structure that can be changed if necessary. Positions and roles are defined in such a way as to create
conditions for experimentation and growth. An organization has a set of regulations and procedures, but
they are not decisive and can always be changed after relevant discussions.

- Constant "scanning" of the environment, assessment of the immediate and distant prospects for the
development of markets, capital, social and other changes, the consequences of our own activities and the
activities of competitors, etc. It is the responsibility of each employee to collect information for the
organization about what is being done outside of it. Each meeting of employees of the organization includes
an overview of what is happening in its business environment.

- Joint projects of the organization and related groups. The organization builds partnerships with
suppliers and consumers of services. The organization acts as an initiator in the implementation of joint
projects with consumers, suppliers, does not miss the opportunity for joint training.

- Learning climate. The main principle of work for each employee of the organization is to always
strive to study and improve what you are doing. Every employee of the organization has the right to make
mistakes. Employees of the organization have the time to discuss and analyze the practice, to learn from
their own experience.
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- Constant self-development of each employee, working with the career prospects of the individual in
the professional and educational, family and personal, social and leisure spheres.

In the concept of P. Senge, work with dynamic abilities in the context of the tasks of "educational
organization" includes five basic "organizational skills" (Fulmer, Keys, 1998; Senge, 2014). He notes that
the educational organization is the “organizations where people continually expand their capacity to create
the results they truly desire, where new and expansive patterns of thinking are nurtured, where collective
aspiration is set free, and where people are continually learning how to learn together”, "Real learning gets
to the heart of what it means to be human. Through learning, we re-create ourselves. Through learning, we
become able to do something we never were able to do. Through learning, we re-perceive the world and our
relationship to it. Through learning, we extend our capacity to create, to be part of the generative process of
life. There is within each of us a deep hunger for this type of learning." (Senge, 2006: 5-6; Senge, 2014).
The first "skill" is personal mastery in the perfection of the personality. Despite the fact that energetic people
come into business, only a few of them remain “on the rise” over time. Most are starting to take care of
themselves in order to do something that really warms the soul over the weekend. As a result, a person
quickly "loses dedication, a sense of his personal value and inspiration," begins to look for other channels
of inspiration and self-realization. However, only a few companies encourage their employees to move
forward, and the rest as a result have "unused, wasted resources": “Personal mastery is the discipline of
continually clarifying and deepening our personal vision, of focusing our energies, of developing patience,
and of seeing reality objectively” (Senge, 2006: 7). The second “skill” is intellectual models. Models or
stereotypes in relation to various managerial, professional, career and other situations prevent the intro-
duction of new ideas. They must be sufficiently flexible, conscious and wide, so that new management ideas
will be implemented. The third "skill" is a common vision. Unfortunately, many managers do not attach
importance to the fact that their personal understanding of the development of an organization is not
understood and is not shared by all employees. According to P. Senge, thanks to a common understanding,
people learn not because they were told this, but because they want it (Senge, 2014). The fourth "skill" is
group learning (team learning) as a free exchange of views in groups - dialogue. It is the dialogue between
employees that leads to discoveries and innovations. These innovations may be completely inaccessible to
everyone individually: “teams, not individuals, are the fundamental learning unit in modern organizations.”
(Senge, 2006: 10). The fifth "skill" is a systemic understanding ("systemic thinking"). Without it, all other
skills and knowledge will remain "scattered tricks, fashionable innovations in management. We could argue
that organizational learning is the ‘activity and the process by which organizations eventually reach the ideal
of a learning organization’ (Finger, and Brand, 1999: 136; Senge, 2014). The systems viewpoint is generally
oriented toward the long-term view. That’s why delays and feedback loops are so important. In the short
term, you can often ignore them; they are inconsequential. They only come back to haunt you in the long
term (Senge, 2006: 92).

Learning organizations: provide continuous learning opportunities; use learning to reach their goals;
link individual performance with organizational performance; foster inquiry and dialogue, making it safe
for people to share openly and take risks; embrace creative tension as a source of energy and renewal.; are
continuously aware of and interact with their environment.

There is a “bottom-up” or democratic approaches to organizational learning: Learning organizations
are characterized by total employee involvement in a process of collaboratively conducted, collectively
accountable change directed towards shared values or principles. (Watkins and Marsick 1992: 118). There
is a nondemocratic approaches to organizational learning (as something that are initiated and developed by
senior management — they involve a top-down, managerial imposed, vision): f Learning Company is an
organization that facilitates the learning of all its members and continuously transforms itself (Pedler,
Burgoyne, and Boydell, 1996: 1). There is a technical and social approaches to organizational learning:
focused on interventions based on such concepts as the "learning curve" and on the process of learning.
Learning organizations are organizations where people continually expand their capacity to create the results
they truly desire, where new and expansive patterns of thinking are nurtured, where collective aspiration is
set free, and where people are continually learning to see the whole together. (Senge 2006: 3). As you know,
the key advantages of a learning organization are efficiency and proactivity. The learning organization
responds flexibly to the “challenges” of the external and internal organizational environment; moreover, it
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is characterized by a proactive approach to understanding the needs for adjusting organizational policies and
strategies.

The use of the “learning organization” concept in building a system of continuing professional
education for the organization’s personnel, in our opinion, is an important condition for the effectiveness of
development and accumulation of human capital.

Distinctive features of the training program when using the concept of "learning organization" in the
modern world are as follows:

- concreteness, which is manifested primarily in the presence in the educational process of exclusively
those disciplines that are necessary for the development of skills and abilities in specific professional and
functional knowledge in a single organization in a specific period of time. In addition, the principle of
specificity is reflected in the specifics of the curriculum, formed on the identified needs of a specific orga-
nizational structure and built in accordance with the policy and strategy of personnel development of the
company; - active-activity approach, which is implemented in the direct participation of middle managers
in planning the career opportunities of the company's employees, in engaging in the decision-making process
in matters of political and strategic management of organizational human potential; - focus on the end result
of training, which allows in the process of training and retraining of managerial personnel and company
employees to minimize the gap in knowledge, skills and their practical implementation; - self-management,
which is manifested in the initiation by the subject of training of vocational training and retraining programs;
- systematic approach allows companies to move from a fragmented and unrelated learning process to a
fundamentally different level - the level of continuity of measures in the field of personnel policy and
strategy;- digitalization of education, professional and managerial activities; - high speed and flexibility to
respond to market needs, foresight studies and foresight competencies (dynamic competencies) of
educational enterprises and their employees.

Every year, new developments for both offline training and various online platforms appear on the
corporate training market. Distance learning systems (DLS) are becoming more and more popular especially
with large companies; there is an active development of online formats due to instant messengers and chat
bots]. Today, the most popular and high-tech service is the LMS (Learning Management Systems) online
learning platform, which has a number of tangible benefits (Romanenko, Stolbov, Kalachova, 2009; Davis,
Carmean, Wagner, 2009; The eLearning Guild, 2018).

First, with the help of LMS, you can create a single database of e-courses and educational materials.
Secondly, the LMS allows you to manage courses and learners. Thirdly, it is an electronic system, and,
therefore, learning with remote access is possible. Fourth, LMS has extensive automation capabilities:
validation, statistics collection, report preparation, etc. Finally, the use of an e-learning system can
significantly save the budget allocated by organizations for the training and development of personnel, as
well as reduce the time spent on training. In recent years, training programs based on virtual and augmented
reality (VR/AR solutions) have been actively implemented in the technology of personnel training. Accor-
ding to experts, immersive technologies have enormous potential for increasing the efficiency of production
processes. However, despite the weighty advantages of LMS-systems and VR / AR-solutions in the context
of the implementation of corporate training, they cannot be assigned all the tasks related to the training and
development of staff.

Modern trends in the post-industrial society are connected, in particular, with the intensification of
information exchange processes in various spheres of human life and professional activity. These trends
form the need for the advanced development of personnel characteristics necessary for effective interaction
between people among specialists of any professions. Rapid social changes, intensive increment of informa-
tion, instability, uncertainty, complexity and ambiguity of the modern world - all these characterristics of
the surrounding reality determine the need for interdisciplinary coordination of the activities of a large
number of different specialists in various fields of activity. If earlier it was most often discussed developing
the capacities for dialogical and the flexible construction of relations between employees and companies
with each other with respect to certain collective professions and firms structures, then in modern conditions
the problem of developing dynamic abilities of educational enterprises and all employees. Foresight
capacities (competencies) is the competencies of the "polyphonic game" on all psychological, social, econo-
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mic, technological and other instruments. For example, previously these competencies were significant for
professions of the human-human group”, managers of the department of strategic development. Now they
turn out to be important for every employee and every department of a company, every organization,
including specialists, who have traditionally not been specially engaged in planning and anticipating
development paths - neither their own nor other colleges, nor other departments and aspects of organizations.

Thus, the qualitative and quantitative parameters of human capital, focused on continuous and dynamic
improvement, largely determine the pace and nature of the evolutionary development of systems of various
levels and scales. The task of developing human capital is among the national priorities of modern Russia
and many other countries of the world. Human capital is the decisive factor in the competitiveness of the
national economy and in many respects determines the place and role of the country in the system of
international relations. Unfortunately, in Russia the concept of "human resources” still prevails, considering
a person and his work from the point of view of their consumption and reproduction as other "consumables".
This significantly reduces the dynamic abilities of educational enterprises and workers who are inclined to
accept themselves as an "application" to the enterprise, and not its leading, most significant part. The
understanding that human capital needs to be accumulated and created, including transferring potential
abilities to actual ones, engaging, thanks to dialogic interaction and intersubjective management of the
organization, thanks to regular and joint, taking into account the interests and positions of all subjects of the
organization, foresight sessions and foresight, is declining. -audits, and due to the transformation of the
organization into a platform of continuous self-education and mutual education, the whole palette of
knowledge and skills of the members of the organization (conception of tacit knowledge).

A multi-level approach to the formation of human capital is needed, which takes into account the
reflection of its past, the awareness of the present and the design of the future. The analysis of conditions
and indicators is important. the productivity and efficiency of the accumulation and development of the
human capital of firms, holdings, regions and countries at the macro-, meso- and micro- levels. A systematic
analysis of the dynamic capabilities of the employees of the organization and the organization as a whole
can be used to develop organizational, regional, federal, etc. programs. They aimed at creating optimal
conditions for the formation and development of human capital, in the practice of organizations in building
a system of continuous professional education of personnel / population, as well as choosing methods and
technologies for training and developing people as individuals and specialists.

Conclusion. Analysis of the processes and results of the transformation of human potential into human
capital at the different levels shows that they are directly related to the development of the system of
continuing education and the foresight practices. Continuing vocational education and retraining of
personnel is one of the most effective ways of building human capital, increasing its dynamic abilities and
foresight competencies. The accumulation of human capital at the organizational level is largely determined
by the system of professional development of personnel adopted by the company. The condition for the
effectiveness of the development and accumulation of human capital at the different levels is the use of the
concepts of a “learning organization” in building a system of continuing professional education of the
organization’s personnel, as well as the creation of a system of continuous professional education of staff
based on corporate training centers. Measures and programs to improve the quality of education and self-
education of people in individual regions, countries and the world as a whole are also needed. Analysis of
the prospects and global trends, which are reflected in the technologies of corporate training, leads to the
conclusion that it is necessary to achieve a balance between online and offline learning formats. Particular
attention in the system of personnel development should be paid to the search for effective methods for the
development of foresight competence of staff, from managers to ordinary workers, employees, etc. The
main channel for building up dynamic abilities and foresight competencies of educational enterprises and
specialists, as well as the focus of foresight research in modern science and management practice is working
with human resources, with the human capital of firms, communities, and countries.
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AIJAMU PECYPCTAPIbBI BACKAPY KOHE BIJIIM BEPY MEKEMEJIEPITHIH IUHAMUWKAJIBIK
KABUIETTEPI: ICUXOJOTI'UAJIBIK, 9JIEYMETTIK )KOHE SKOHOMMUKAJIBIK 9CEPJIEP

AnHoTanusi. Makana 6iiMm O6epy MeH OimiM Oepymi Oackapyaarbl aJaMH KallUTaJIbl )KHHAKTAY MEH CakKTay
npoOieManapbl KOHTEKCTIHJIET1 O1TiM Oepy YHBIMIAPBIHBIH TUHAMUKAIBIK MYMKIHIIKTEPI TEOPUACHI MEH JKUBIHTHIK
TEOpHSChIHA apHaiFraH. bimiM Oepy ydbIMIAapsl MEH MaMaHIApAbIH IHHAMHKAIBIK KaOlterrepi MeH (OPCalTTHIK
KY3bIPETTEPiH KAJIBIITACTHIPYIbIH, COHBIMEH KaTap Ka3ipri FeLIBIM MEH 0acKapy Taxipuoecinme GopcailTThIK 3epTTey-
JIEpJIiH HETI3r1 apHAChl aaMu pecypcTapMeH, pupmanapMeH, KaybIMIACTHIKTAPMEH JKOHE CIIACP/IiH aJaMH KalnuTall-
JAPBIMEH KYMBIC JKacay OOJIbIN TaObUIAIbl. Byl KYMBIC COHBIMEH KaTap KOFaMIAaCTHIKTApAarbl KapbIM-KAaThIHAC
MOJICHUETIH, OHBIH IIIIHAEC MEMJICKET, KOFaM JKOHE OM3HEC MOJICHHETIH JKaKCcapTyFa OaFrbITTAFaH dJICYMETTIK JKOHE
MOJICHU KaITUTAJIBI )KYMBICTBI KAMTHIBL. OJIEMIIK dJICYMETTIK TaMyIbIH KOFaMHBIH YKOHOMHKAITBIK, dJICYMETTIK J)KOHE
PYXaHH cajajapbIHJIa MHHOBAIMSIIBIK KOMIIOHCHTT] JKOFaphlIaTyFa OarJapiaHybl ajJaM KauTalblH OpPTYPIi KYHIIbI-
JBIKTap MEH JICHICHep KYHENepiHiH oJIeyMEeTTIK-3KOHOMUKAIBIK JaMyBIHAAFbl KETEKIIl JKOHE Imemryiri (hakrop
perinjie TaHyFa okei. FanbiMuap HapbIKTHIK jkahaHJaHy MEH SKOHOMHKAJBIK KATHIHACTAP/IBIH TPAHCYITTHIK XKaf-
AiipIHIa, COHJA-aK 3aMaHayW OW3HEC-TIPOIeCTepIiH WHTEIUIEKTYalabl ICHIeHiHIH, agaMd KaluTaJlObIH XOHE
Om3HecTeri *KoHe 0acKa Ja caiajapAarsl OUTIMHIH op TYpJIi IeHTeiIepIeri YITTHIK SKOHOMUKAHBIH Oocekere KadineT-
TUTIrIHIY menryiri (GakTopsl OOJIBINT TaOBUIATHIHABIFBIH aTal OTTi. Bys1 Macene acipece 0Ky OpPBIHAAPBIHBIH THHAMMU-
KaJIBIK KaOIJIeTTEpiH JKOHE oapiabl OacKapyabl 3eprreyae Oaikamamsl. byn cot, acipece, (opcaiit 3eprreynepinae
JoHe OLTiM Oepy YHBIMIAPBIHBIH ©TKEH, Ka3ipri ykoHe OoJalakTarbl Kaita KYpbUIybIHAA epekine Oalikaitaasl. Erep
yiBIM e3repin jKaTkaH HapbIKTap MEH TEXHOJIOTWsUIap JKarlaiblHOa e3iH KoJjaybl Kepek Oousica, OutiM Oepy
YHIBIMBIHBIH CEpITiHJII MYMKIHAIKTEPI alpbIKiia MaHb3bl. Onap 6acekenec hpupmanap OutimM 6epy xKyHeciHiH Ke3-Ke-
TeH HeMece 0apiiblK MiHJIETTEpiH OphIHAAYla OFaH KaparaHja KylTi OojraH Ke3je MaHbI3abl. DopcaiiT - SKOHOMHUKa
JKOHE OHJIIPIC, QJICYMETTIK-MO/ICHH JaMy KoHe OuTiM canachlHIarbl OAaChIMIBIKTapIbl ©3TePTy TICUIIEpiHiH KyHeci.
binim Oepyzeri amam pecypcrapblH Oackapy OuriM Oepy KoCIMOpBIHAAPBIHBIH IUHAMHKAJIBIK MYMKIHIIKTEPIHIH
MaHbBI3IBI Oediri Oobin TaObuTanbl. Kaapmapaer ipiktey, qaspiay, KaiiTa naspiay ®oHe TaMbITyIbl Oackapy, Kociou
JKOHE MAHCANTHIK OCY/l 0aCKapy TEXHOJIOTHSUIAPBIH KAIBINTACTHIPY )KOHE OalbITy HMHAMUKAIBIK JKOHE TYPAKTHI Ja-
MBIIT KeJIe KaTKaH KOCIMOPHIHHBIH TaOuru Oeiiri 60bin Tabsiansr. JKeTekmri actekT peTiae 0iiM 0epy KocimopHBIH
JIAMBITYIbIH OOJKaMbIHA YHBIM KbI3METKEPJIEPiHIH KOCIOM KoHE MaHCANTHIK OJIEYETiH JKallbl Oaraiay, COHbIMEH
Kartap yilbIM OaCIIBICBIHBIH JMHAMHUKAIBIK Ka0iteTTepi (OHBIH KbI3METIH dpTapanTaHIbIpy, OKBITY JKOHE KaiTa gaspiay
KabineTi xoHe T.0.) jkoHe OacKa MamaHap Kipedi. 3epTTeyaiH MakcaThl - aJfaMH KaluTall mpodieManapbl KOHTEKC-
TiHZE OlTiM Oepy KOCIMOPBIHAAPHI MEH MaMaHIAPBIHBIH OUTIM Oepy YHbIMIAPBIHBIH JHHAMHUKAJIBIK KaOlIeTTepiHIH
(ky3iperTepiHin) Kypampaac Oediri peTinae GopcalTThIK Ky3ipeTTinikrepai Tannay. dopcaliT KocilOphIHHBIH MeTa-
TEXHOJIOTHSIIAPBIH («KYHJENIKTI») KOJJaHy MeH KalTa Kypy[bl jKOHE OHJIpic NEeH OHMAIPICTIK KaTblHacTap casa-
CBIHIaFbI HHHOBAIMSHBI KaMTUABL. O e3repic MapkepiepiH O0eyre xoHe KOJIaHyFa OarbITTaIFaH - OOJIalIaK jKoHE
BIKTUMaJI ©3repiCTepiH 9Jci3 jkoHe KymTi Oenrinepi. biniM Gepy camachlHIarsl e3repicTepii, COHBIH ilIiHAE OKY
OpHBIH OaCKapyAbIH KYHIICTIKTI HEMECe METa-TEXHOJIOTHACHIH KOJIJITaHy MEH MOAU(DUKAIUSIIAY TbI OCTICEH/I1 XKOHE IO
aHbBIKTay, «00KaHOAWTHIHBDY OOJDKAyFa FaHA eMec, KYII, MaTePUaIIbIK, aKbLI-0i MKOHE PYyXaHU pecypeTapibl a3
J)KyMcay apKbUIbI TY3eTyTe apajiacyra MyMKiHIik Oepeni. COHBIMEH KaTap, Oy ci3re OuTiM Oepy KoHE OFaH KaTBICTHI
HapbIKTap MEH TYTacTal ajiFaH/a OKY OPHBIHBIH aifHAIaChIHIaFbI IIBIHABIKKA 9Cep eTyre MyMKIHJIIK Oepei. bimikTimik
MeH KaOlIeTTepiH aimblH-ajla 00JKAayBIHBIH apKachlHOa OLTIM Oepy callaChIHIArbl MaMaH JKOHE OHBIH MEKeMeci
KOpIIaFaH OpTaJarbl e3repicTepre HOTWKeN Oeiimieneni (HapblK MEH KOFaM), COHbIMEH Oipre OHbI ©3repTyre
KaThICAIbI.

Tyiiin ce3mep: agamu pecypcrap, MECHEIKMEHT, aJlaMi KalluTal, aJaMy KaluTaJIbl JaMbITYIbl 0acKapy, JHHa-
MUKaJIBIK MYMKIHZIKTED, O111iM Oepy yiibiMaapsl, 6i1iM Oepy, popcaiit, )xocnapiiay, KaHaIbUIIbIK, METa-TEXHOJIOTHsI-
JBIK (OpcaiT, Ky3ipeTTiIiK.
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YIPABJIEHUE YEJIOBEYECKUMMU PECYPCAMHU N
JAHAMAUYECKHUE CIIOCOBHOCTH OBPA3OBATEJIbHBIX YUPEXKIEHWM:
MNCUXOJOI'MYECKHUE, COIMAJIBHBIE 1 9D KOHOMHNWYECKHUE ACITEKTbI

AnHoranusi. [locBsiieHa Teopun JAWHAMUYECKMX BO3MOXKHOCTEH 00pa3oBaTeNIbHBIX YUPEKACHHH U TEOPHH
(opcaiiTa B KOHTEKCTE TPOOIIEM HAKOIUIEHHS U COXPAaHEHUsI YEJIOBEUECKOT0 KaluTana B 00pa3oBaHUM U YIIPaBICHUN
obpazoBanueM. OCHOBHBIM KaHajloM ()OPMHUPOBAHUS ANHAMHUYECKHUX CIIOCOOHOCTEH M (opcaiT-KoMIeTeHIni oopa-
30BaTENBHBIX MPEANPUATHN 1 CIICIIHATHCTOB, a TAKXKE HANpaBIeHUEM (popcaliT-ucciefoBaHUN B COBPEMEHHOH HayKe
W MIPAKTUKE YIPABICHUS SBIISETCS paboTa ¢ YETOBEUYECKHMMHU PECYPCAMH, C YEIOBEUECKUM KaUTAIOM (HPM, CO00-
IIECTB U CTpaH. JTa paboTa Takke BKIIOYAET PabOTy C COLMANBHBIM U KyJIbTypPHBIM KallUTaJIOM, HAIPABJICHHYIO Ha
yJIy4llleHHe KyJIbTYpbl B3aUMOOTHOILEHUI B COOOIECTBAX, BKIIOUas KyJIbTYpy rocylapcTBa, oOLiecTBa U OM3Heca.
OpI/IeHTaLII/IH MUPOBOI'O OGIHCCTBeHHOFO Pa3BUTHA Ha IMOBLIICHUC I/IHHOBaHI/lOHHOI‘/II COCTaBJ’lﬂIOHJ,eﬁ B DKOHOMHU-
YEeCKOH, COIIMAIILHON M JyXOBHOW cpepax oOliecTBa U B ero 00pa3oBaHUM IPHBENA K NPU3HAHUIO YEJIOBEUYECKOTO
KamuTala Kak BEAYIIETO M PEIIAOIIEro (pakropa cOnNaTbHO-9KOHOMHYECKOTO Pa3BUTHS CHCTEM Pa3INYHOTO 3Ha-
YEeHUS U yPOBHS. YUECHBIE OTMEYAIOT, YTO B COBPEMEHHBIX YCIIOBHSX TI100aIN3aIIMY PHIHKOB M TPAHCHAIMOHAIN3AIIN
9KOHOMHYECKHX OTHOIICHHH, a TAaKXKe 3HAYUTEIBHOTO YPOBHS WHTEIICKTYaIM3allMd COBPEMEHHBIX OHM3HEC-Tpo-
LIECCOB, YEJIOBEYECKOro Kamurana 1 oOpa3oBaHus B OM3Hece M B APYrux cdepax sBISeTcs penaromnM Gpakropom
KOHKYPEHTOCIIOCOOHOCTH HAIIMOHAIBHOW SKOHOMHUKH Ha Pa3HBIX YPOBHIX. DTOT MOMEHT OCOOEHHO 3aMeTeH Ipu
W3y4YeHUH JUHAMHYECKHX CIIOCOOHOCTEH 00pa3oBaTeNIbHBIX YUPEKACHUN U yNPaBIEHUH UMU. DTOT MOMEHT TaKKe
0COOCHHO 3aMeTeH B (OpCaT-MCCIEAOBAHUAX M APYTMX PEKOHCTPYKLMSX MPOIUIOrO, HACTOSIIETO W OyIyIIero
pa3BUTHS 00pa30BaTENIbHBIX OpraHu3ali. JJnHaMHYeCKre BO3MOKHOCTH 00pa30BaTeIbHON OpraHu3anuy 0COOEHHO
3HA4YMMBI, €CJIM OPraHU3alus JOJDKHA MOIJACPKUBATh CeOsl B YCIOBHAX HM3MEHEHHS PBIHKOB M TexHoioruil. OHu
Ba’>XHbI, Korjaa (l)l/IpM])I-KOHKypeHTI)I CHUJIBHCC €€ B BBINNOJIHCHUHN OTHACJIbHBIX HJIWM BCEX CTOAIIMX HEPEI CUCTEMOM
oOpazoBanust 3amad. Popcaiit - 3To cUCTEMa METOJIOB TpaHC(opMalui IPHOPUTETOB B chepe SIKOHOMUKU U NPOU3-
BOJICTBA, COLIMAIEHO-KYJIFTYPHOT'O Pa3BUTHS M 00pa30oBaHus. Y IpaBJICHHE YEI0BEYECKUMH pecypcaMu B 00pa30BaHUN
SBISIETCSI B)KHOW YACTBIO MPOOJIEMBI AMHAMUYECKUX CIIOCOOHOCTEH 00pa30oBaTEeNbHBIX MPEIIPHUIATHA. YIIpaBIeHHE
oTOOpPOM, OOydYeHHEM, IMEePEHOArOTOBKOM M pa3BUTHEM IepcoHana, (HOpMHpOBaHHE H OOOTAICHHUE TEXHOJOTHIH
YIpaBJIeHUS IPOYECCHOHATBHBIM U KaphEPHBIM Pa3BUTHEM SIBIISIOTCS €CTECTBEHHON YaCThIO JUHAMUYHO M CTaOMIIBHO
pasBuBatolierocs npeanpuatus. Popcaiit pa3BuTHs 00pa30BaTENBHOIO NPEANPUATHS KaK BEAYILETO acleKTa BKIIIO-
YaeT 0OLIyI0 OLIEHKY NMPO(GECCHOHATIBHOTO U KapbepHOT'o MOTEHIMAIA COTPYHUKOB OPraHU3alny, a TAKXKE THHAMH-
YECKUX CIIOCOOHOCTEH PYKOBOAMTENSI OpPraHHU3aly (€ro CHOCOOHOCTH M JKEJIaHWSI Pa3HOOOpa3HTh NESTeNbHOCTS,
00y4eHue U epenoAroTOBKY, U JIp.) U ApyTue cre-nuanucTol. Llens nccnenoBanus — aHamu3 GopcanT-KoMIIeTeHIMN
KaK KOMITOHEHTa JUHAMHYECKHX CIIOCOOHOCTEH (KOMIIETEHINI) 00pa3oBaTEeIbHBIX NPEINPUSITHN U CIIELHAINCTOB
00pa3oBaTEeNbHBIX NMPEANPHUATHH B KOHTEKCTE IPOOJIEM YelIoBeUecKoro kanurana. dopcailT npeamnonaracT UCHOIb-
30BaHUE M MPeoOpa3oBaHUE META-TEXHOJIOTHH («PYTHH») NPEANPUSTHS W WHHOBALMKA B 00JIACTH IPOW3BOJCTBA U
IMPOU3BOACTBEHHBIX oTHoueHuii. OH HalpaBJICH Ha BBIACIICHHUEC U UCIIOJIb30BAHUC MApKEPOB HM3MEHEHUH — CIa0bIX U
CHJIBHBIX CHT'HAJIOB OYyIIMX W BEPOSTHBIX M3MEHEHNH. AKTMBHOE Y TOYHOE BBISBIICHHE 3TUX MapKepOB M3MEHEHHUH
B 00pa30BaHNHM, BKIIOYAs MPUMEHEHHE M MOJU(HKAIMIO PYTHHHON MM METa-TEXHOJIOTHH YIIpaBJIeHHs 00pa3oBa-
TEJIHBIM yUPEXKICHUEM, TTO3BOJISIET HE TOJIBKO MMPOTHO3UPOBATh «HEIIPEACKA3yEMBbIE», HO M BMEIIUBATHCS B X0 ITPO-
1iecca, UCIPaBIIsisl MX C HAUMEHBIIVMU 3aTpaTaMM CHIIBI, MaTepHalbHbIE, YMCTBEHHBIE U IyXOBHBIE pecypchl. Kpome
TOT'O, OH ITIO3BOJIACT BJIMATH Ha 06pa3OBaTem)an71 U CMEKHBIC C HUM PBIHKU U OKPYKArOUlyro ﬂeﬁCTBHTeﬂbHOCTb
yupexeHus: o0pa3oBaHusl B LiesioM. braronapsi npeaBUAEHHIO KOMIIETEHTHOCTH U CIIOCOOHOCTEH, CIEIHaInuCT B
oOyacTy 00pa3oBaHMs U €ro YUpeKAECHHE HE TOJBKO IPOAYKTHBHO AJANTHUPYIOTCS K M3MEHEHHUSIM B OKpYIKarouien
cpene (PBIHOK M OOIIECTBO), HO TAKXKE YYACTBYIOT B €€ H3MCHCHHH.

KiroueBble cil0Ba: 4eloBeUECKHE PECYPCHI, YNpPAaBICHUE, YEIOBCUECKHH KaIlMTaJ, YNPaBICHHE Pa3BUTHEM
YEJOBEUECKOTO KaluTana, JMHAMHUECKHE BO3MOXKHOCTH, 00YJarOIIMecs] OpraHn3aluy, 00pa3oBaHue, IPEIBUICHHE,
pyTHhHa, MHHOBALUA, MCTA-TCXHOJIOT'MYECKOC NPEABUACHUC, KOMIICTCHIIUA.
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