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ABSTRACT

This study aims to contribute to the improvement of 
human resources management through a competency-
based management model for administrative positions in 
the central administration that will lead to organizational 
development at Universidad Nacional Mayor de San 
Marcos. This is because, on some occasions, people 
who hold administrative positions lack the training 
required to manage, and only have technical knowledge, 
which is not enough to achieve the objectives determined 
in university’s strategic plan. Different bibliographic 
sources, studies related to the topic, as well as the 
methodology established by SERVIR were reviewed. 
The study revealed that no specific measures have been 
established for the profiles of management positions at 
the university, so that it is therefore necessary for the 
human resources office to implement a competency-
based management model and enforce the established 
guidelines. The introduction of a new proposal based on 
the competencies to the university invites us to redesign 
the work profiles in terms of performance functions.

Keywords: human talent; competencies; 
management; university.

INTRODUCTION

At present, public and private universities are using new compe-
tency-based management models for human resources to intro-
duce competitive tactics to address global changes and meet the 
needs of the human intellect. Accordingly, the general objective 
of this research is to improve human resources management 
based on competencies to enable organizational development 
within the university. For this purpose, it is essential to review 
various bibliographical sources, studies on the subject and the 
guidelines of the Autoridad Nacional del Servicio Civil (SERVIR) 
as the governing body of public servants. 

This research proposes a study on human resources manage-
ment in public and private universities based on competencies, 
using a model that details the competency-based performance 
profiles for administrative positions that may be used in future 
research. It further proposes to establish a competency-based 
management system for the institutional environment of the uni-
versity that contributes to the elaboration of the position profiles 
in order to increase administrative productivity.

Peruvian universities have gone through various organization-
al changes over the years, and it has been observed that deci-
sion-makers react to different situations when they occur, rather 
than anticipating them, triggering political disruptions and/or in-
terventions that result in the instability of organizational climate. 
Most often, people in management positions lack the necessary 
managerial skills, but are hired for their academic and/or tech-
nical knowledge, which are insufficient to lead teams and make 
decisions. The way in which university managers perform their 
functions is directly related to organizational development (OD), 
hence the importance of ensuring that the members are satisfied 
with the performance of their functions so that, as a team, they 
achieve success and institutional objectives. The main function 
of administrative positions within the public university is the effi-
cient management of its own or ordinary resources.
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BACKGROUND

According to Delgado (2002), proper administration 
consists of effectively and efficiently using the uni-
versity’s resources, namely, all the members of a 
university, in order to achieve the institution’s ob-
jectives. Those who manage the university should 
have an idea about the members of this communi-
ty. A new form of managing a university should be 
based on a management team that works with re-
sponsibility, diligence and efficiency. 

Thus, for proper management, human resources 
departments should consider using competency 
standards, as having the most suitable personnel 
will ensure compliance with institutional objectives 
as part of organizational development. In addition, 
an individual’s skills to perform the job functions are 
identified through the achievement of objectives.

From the various bibliographic sources reviewed, it 
was found that competency-based management is 
a management prototype that aligns human capital 
with the essence of the organization, so that work-
ers are professionally oriented, which contributes to 
the fulfillment/ of the strategic plan.

In this regard, several studies have addressed hu-
man resources management in universities. Ac-
cording to one, a competency-based management 
model should be implemented for the administrative 
profiles of a university, because a) a competen-
cy-based approach supports continuous learning, 
helps to incorporate training programs and to adapt 
to the technological advances; b) it specifies the 
profile of suitable personnel and thus provides an 
understanding of what is expected of the administra-
tive-teaching staff and how competencies efficiently 
help in achieving the objective; c) personnel selec-
tion should no longer be based solely on academ-
ic degrees, but also on the competencies that the 
personnel suitable for the job profile should have; 
and d) it allows updating administrative profiles in 
order to align development plans to the needs of 
each area (Rodríguez, 2015).

In organizations, human talent management con-
sists of recognizing the value of employees, im-
proving their productivity and retaining them, be-
cause they are essential elements for the efficient 
management of the organization; human capital 
management is a perceptible factor in organization-
al culture, especially considering that individuals 
spend most of their lives working, and organizations 
depend on them to operate and achieve their objec-
tives (Chiavenato, 2002).

In Human Capital, Becker (1964) focused on the 
study of information societies, and determined 
human beings to be the most valuable capital for 
organizations, on account of their knowledge and 
skills manifested in their work habits. Thus, Becker 
considers human talent as the main factor for the 
performance of today’s economies, since human 
productivity is based on knowledge.

Alles (2008) explains that current business man-
agement models promote the development of em-
ployees depending on the organization’s strategic 
plans, therefore, all members of the organization 
can be involved in the organizational strategy and 
participate in its execution, which leads to the fulfill-
ment of the objectives set.

In Testing for Competence Rather Than for “Intelli-
gence”, McClelland (1973) defines the term “com-
petence” as the main trait of human beings, as it is 
the source of their productivity for the performance 
of their functions at work.

On the other hand, Spencer and Spencer (1993) 
define competencies as the main attributes of hu-
man beings, which are manifested in their behavior 
or mindset.  

A comprehensive concept of competency-based 
management suggests that it is a perennial means 
of integration where the organization incorporates 
the needs and desires of workers in order to help 
and support them so that they continue to contribute 
to the institutional objectives. According to Fernán-
dez (2006), human talent management involves the 
development of new proposals to simplify manage-
ment of workers and their adaptation to the needs 
of the company.

Competency-based management represents not 
only the future, but also the current need for a new 
workforce generation in organizations. It will iden-
tify the main competencies that a person requires 
to meet the profile of a position, which will allow to 
maintain high or superior performance levels and in-
corporate the ideal individual into the organization, 
which in turn will create competitive advantages for 
the organization’s development.

Several authors have made contributions about OD, 
which is understood as an administrative tactic that 
enables the fulfillment of the strategic plan through 
the proper use of management and human resourc-
es tools. De la Cruz (1999) describes organizational 
development as a procedure that takes into account 
all the elements related to change in order to devel-
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op a new organizational model, focusing exclusively 
on the human factor.

Organizational development should focus on es-
tablishing the mission, vision, institutional values, 
tactics and their implementation, to ensure that all 
employees are able to adapt to continuous change.

Sánchez (2009) states that a proper administrative 
process, together with the evaluation of personnel 
performance, achieves the success of the compet-
itive strategy, adding to the premise: human capital 
and its aspiration to achieve objectives pushes fi-
nances and technology into the background.

The classic author on organizational development, 
Bennis (1997, as cited in Sánchez, 2009), explains 
that it is a response to change, a complex educa-
tional strategy that aims to change management 
attitudes in the organization and restructure it so 
that it can adapt to global changes in organization-
al trends, such as new technologies, markets and 
business challenges.

Chiavenato (2006) states that OD is a long-term 
procedure, led by the general management of the 
organization, that allows the organization's process-
es to be more effective and contributes to personnel 
development.

Based on the definitions of OD, the nexus between 
organizational development and university man-
agement can be reshaped into organizational pro-
cesses, including their theoretical, methodological 
and operational characteristics, which allow the 
achievement of institutional objectives.

According to Espinoza (2000):

Hoy en día, la premisa “capacidad gerencial 
demostrada” en la gerencia universitaria no 
es un elemento valorativo para componer la 
estructura gerencial de la universidad, que-
riendo significar que el personal que ocupa 
cargos de gestión muchas veces están ahí 
por cuestiones políticas y/o de poder políti-
co. [At present, the premise “demonstrated 
managerial competence” in university man-
agement is not considered an important el-
ement in the constitution of the university’s 
management structure, thus implying that 
the personnel in management positions are 
often there on account of political interests 
and/or political power.] (p. 87)

In the opinion of Fernández (2008): 

La Universidad es un centro generador de 
conocimiento, y por ello su rol y efecto en el 
desarrollo de las sociedades y de los países 
es fundamental. Sin embargo, principal-
mente en el caso de la universidad pública, 
existen varios factores que impiden su may-
or competitividad y liderazgo; y por lo tanto 
su aporte en el desarrollo del país. Un factor 
podría ser la forma de gobierno o gestión 
universitaria; otra sería su cultura y/o me-
dioambiente organizacional. La Universidad 
pública peruana presenta diversos proble-
mas que suceden en un entorno interno y 
externo adversos. Internamente, puede 
estar la falta de una gestión universitaria 
que defina e implemente estrategias para la 
competitividad y calidad; y externamente, el 
rol del Estado, por su falta de intervención 
y definición de una política educativa como 
estrategia de desarrollo y bienestar. [Uni-
versities are sources of knowledge, and 
therefore their role and impact on the de-
velopment of societies and countries is 
paramount. Nevertheless, mostly in public 
universities, several factors interfere with 
their competitiveness and leadership, and 
consequently hinder their contribution to 
the country's development. These factors 
could be the university governance or man-
agement and its organizational culture and/
or environment. Public universities in Peru 
face a number of problems in an adverse in-
ternal and external environment. Internally, 
there is the lack of a university management 
that defines and implements strategies for 
competitiveness and quality; and externally, 
the role of the State, for its lack of interven-
tion and definition of an educational policy 
as a strategy for development and welfare.] 
(p. 3)

The Universidad Nacional Mayor de San Marcos 
(UNMSM) is an educational entity aimed at per-
fection and leadership. As such, people involved 
in its management must comply with the corporate 
objectives and be resourceful when faced with the 
constant changes that university management de-
mands. Committed and identified personnel with 
high levels of competence are required to achieve 
a stable and continuous organizational develop-
ment; likewise, it is necessary to provide service 
quality and promote the achievement of strategic 
objectives. Therefore, training for administrative 
positions must be arranged for the improvement 
of knowledge.
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The Reglamento de Organización y Funciones 
(ROF) approved with R.R. No. 01206-R-11 (2011) 
is the official document that recognizes the UNMSM 
as an educational institution, details its nature and 
authority, and the general and specific functions of 
each of its bodies and its administrative units.

In Peru, the management and administrative staff of 
public educational institutions work based on SER-
VIR’s guidelines, complying with training and con-
tinuous development regimes for public servants. 
This research used the guidelines of the Manual 
de Perfiles de Puestos [Position Profile Manual] 
(MPP), approved with Directive No. 001-2016-SER-
VIR/GDSRH (2016).

METHODOLOGY

This is a mixed study, qualitative because the infor-
mation collected expresses quality, and quantitative 
because information was collected using indica-
tors; data analysis was performed using statistical 
programs. Its nature is descriptive-correlational, as 
it aims to measure the relationship between com-
petency-based management and organization-
al development at the university; and it follows a 
non-experimental design. Respondents’ opinions 
were also examined based on their answers and 
observations and thus it was possible to know their 
concept of competency-based management, which 

provided an idea of how to optimize OD using the 
results in favor of managerial competencies.

Based on data from the 2016 statistical compendi-
um, the study population was selected from central 
management. From a total of 1275 administrative 
staff, including authorities, directors, heads and 
workers, a representative sample of 296 was select-
ed. The stratified probability sampling method and 
information from secondary sources were used to 
select the sample.

RESULTS

A Likert scale questionnaire was used as data col-
lection technique, and it was applied to administra-
tive personnel in order to gather their opinions on 
management competencies. Five specific manage-
ment competencies from the book by Alles (2009) 
were included in the questionnaire:

People Management. This is the ability to assess 
and select the personnel working at the universi-
ty. The results obtained from the questionnaire are 
shown in Table 1.

As shown in Table 1, 56.4% of the respondents 
state that the necessary actions for good personnel 
management are “almost always” undertaken.

Table 1. Results of Questionnaire “People Management”.

People Management
Valid Percentage

Always Almost Always Sometimes Almost Never Never
Establishes contexts for the evaluation and/or selection of 
administrative staff 22.0% 39.5% 29.7% 3.7% 4.7%

Guides and motivates staff members to improve their perfor-
mance effectiveness 20.3% 48.3% 28.0% 2.7% 0.7%

Identifies staff needs for personal development 15.2% 45.3% 37.2% 2.0% 0.3%

Sets and maintains performance monitoring and evaluation 
instructions for staff 29.1% 55.4% 15.2% - 0.3%

Encourages staff to acknowledge their deficiencies and 
motivates them to improve 19.9% 55.1% 23.3% 1.0% 0.7%

Staff members fit the job profile 31.4% 56.4% 11.1% 0.3% 0.3%
Maintains a good working relationship with administrative 
staff 30.7% 48.0% 18.6% - 2.7%

Verifies that staff members have the necessary resources to 
perform tasks assigned 21.6% 25.7% 19.3% 5.7% 0.7%

Manages and ensures that the administrative work is execu-
ted properly 34.8% 45.9% 15.2% 3.0% 0.7%

Leads the production units in the office with dedication 30.1% 49.0% 17.6% 2.0% -

Source: Prepared by the author.
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Empowerment. It is the ability to achieve UNMSM’s 
goals through holistic work management and devel-
opment of values based on appropriate communi-
cation between information channels to make better 
decisions. The results obtained from the question-
naire are shown in Table 2.

As shown in Table 2, 58.2% of the respondents state 
that the necessary actions for managing teamwork, 
through appropriate communication between infor-
mation channels, are “almost always” undertaken.

Executive Leadership. It comprises the main 
functions of UNMSM’s management team for the 
implementation of strategic changes, team lead-
ership and adequate conflict management. The 
results obtained from the questionnaire are shown 
in Table 3.

As shown in Table 3, 60% of the respondents state 
that the necessary actions to motivate work teams, 
carry out strategic changes and manage conflict 
management are “almost always” undertaken.

Table 2. Results of Questionnaire “Empowerment”.

Empowerment
Valid Percentage

Always Almost Always Sometimes Almost Never Never
Promotes the university’s virtues and a secure environment for 
the fulfillment of the objectives of the department 31.0% 46.3% 19.4% 3.4% -

Checks media information for better decision-making 14.7% 58.2% 22.6% 4.5% -

Effectively communicates achievements and needs to the staff 20.2% 51.7% 26.0% 2.1% -
Maintains an efficient and cordial relationship with the personnel 
of the university 17.6% 53.7% 25.0% 3.4% 0.3%

Provides the necessary training for organizational development 
at UNMSM 20.7% 42.2% 26.5% 9.9% 0.7%

Uses high quality management models 20.8% 52.6% 24.6% 1.7% 0.3%

Constantly evaluates staff members 29.4% 35.1% 28.0% 6.1% 1.4%
Appropriately manages the resources provided by the university 
in order to meet department objectives 25.3% 47.6% 19.6% 7.4% -

Rates the main competencies of employees in order to enhance 
them 33.9% 46.4% 14.6% 4.7% 0.3%

Source: Prepared by the author.

Table 3. Results of Questionnaire “Executive Leadership”.

Executive Leadership
Valid Percentage

Always Almost Always Sometimes Almost Never Never
Practices leadership, manages change, and interacts with the 
staff 27.2% 49.1% 21.6% 1.7% 0.3%

Expresses appropriately and understand the point of view of 
others 20.8% 55.4% 19.7% 3.8% 0.3%

Uses accurate and consistent information to make pertinent 
decisions to achieve objectives 21.4% 60.0% 18.3% 0.3% -

Resolves conflicts in a timely manner 22.3% 50.0% 25.0% 2.7% -
Encourages the participation of key authorities in the implemen-
tation of an institutional educational project 23.8% 42.5% 26.9% 6.8% -

Manages the necessary competencies within the department for 
a more efficient work 18.4% 44.9% 19.7% 15.0% 2.0%

Develops more than one solution idea when faced with a diffi-
culty characteristic of the department 24.8% 51.4% 19.7% 4.1% -

Promotes results-based management in the department 19.3% 52.2% 26.4% 1.7% 0.3%
Objectives are set and provisions are delegated when commu-
nicating the department’s problems 23.5% 50.0% 24.1% 2.0% 0.3%

Do you consider that you possess management competencies? 27.6% 44.6% 25.2% 2.7% -

Source: Prepared by the author.
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Strategic Vision. It is the ability to adjust to the 
changing educational environment, create adminis-
trative alliances between the different departments 
at UNMSM in order to contribute to the fulfillment 
of the determined strategic objectives. The results 
obtained according to the questionnaire are shown 
in Table 4.

As shown in Table 4, 61.4% of the respondents 
state that the necessary actions to keep abreast of 
changes in the educational context are “almost al-
ways” undertaken.

Leading by example. It is the emotional control of 
the manager and/or boss to motivate changes in his 

or her department and to be an example for the per-
sonnel. The results obtained according to the ques-
tionnaire is shown in Table 5.

As shown in Table 5, 52.2% of the respondents state 
that the necessary actions to manage the admin-
istrative position in terms of emotional control and 
encouraging changes in the department are “almost 
always” undertaken.

To learn about the competencies considered at 
UNMSM, the following question was asked: What 
main competencies should a manager have in or-
der to hold a university management position? The 

Table 4. Results of Questionnaire “Strategic Vision”.

Strategic Vision
Valid Percentage

Always Almost Always Sometimes Almost Never Never
Do you consider that you possess the skills to face the frequent 
changes in your work environment? 25.5% 56.8% 15.3% 2.0% 0.3%

Faces changes with flexibility and adaptability, accepting them in 
a positive and constructive way 26.7% 45.3% 23.3% 4.4% 0.3%

Develops new ideas and processes to create options for conti-
nuous improvement 15.3% 61.4% 20.3% 3.1% -

Strategic advantages that contribute to the university’s proces-
ses are generated 18.0% 56.5% 23.5% 2.0% -

Creates and executes innovative ideas that optimize staff per-
formance 20.9% 53.1% 23.6% 2.4% -

Formulates strategies as an added value to their functions and 
are shared with other UNMSM departments 22.5% 49.1% 25.9% 2.4% -

Leads, plans and executes the strategic plan of the office, taking 
into account the optimization of the resources provided 31.1% 42.2% 18.9% 7.1% 0.7%

Drives the relevant work of the office to improve its administrati-
ve processes 20.3% 60.3% 14.9% 4.4% -

Source: Prepared by the author.

Table 5. Results of Questionnaire “Leading by Example”.

Leading by Example
Valid Percentage

Always Almost Always Sometimes Almost Never Never
Exercises an entrepreneurial mindset that leads to strategic 
changes in the department 19.4% 51.7% 19.7% 7.1% 2.0%

Manages emotions and acts appropriately in different situations 
and with different people 20.1% 50.7% 21.4% 5.4% 2.4%

Do you consider that continuous practice is relevant for the 
performance of the manager’s responsibilities? 27.1% 42.0% 22.7% 8.1% -

Does the university provide you with training courses to adequa-
tely develop your administrative work? 11.2% 42.5% 35.7% 10.5% -

Identifies and executes the necessary steps to achieve career 
goals. 18.6% 52.2% 25.4% 3.1% 0.7%

Prioritizes the community well-being over individual benefits 25.3% 38.9% 24.6% 9.2% 2.0%
Management staff members are professionally responsible and 
perform their managerial functions with ethical principles 36.2% 47.8% 12.6% 1.7% 1.7%

Source: Prepared by the author.
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results obtained from the questionnaire are shown 
in Figure 1.

A list of the competencies that, according to the re-
spondents, their superiors should possess to better 
perform their functions is shown in Figure 1. Lead-
ership is the competency that stands out the most 
with 11.61%.

Upon analyzing the information, certain deficien-
cies and problems were identified that need to be 
addressed in collaboration with the administrative 
staff. It is advisable to develop a competency-based 
human talent management model that contributes 
to the performance of administrative leaders in or-
der to optimize the quality and efficiency of adminis-
trative processes. Hence the importance of setting 
specific competencies per position through a func-
tional analysis of each profile that allows determin-
ing the proper competencies.

Hypothesis Testing

According to Hernández et al. (2010), hypotheses 
state what we intend to demonstrate, so that they 
are defined as possible explanations of the phe-
nomenon under study. They should be formulated 
in the form of a proposition.

General Hypothesis

H1: There is a relationship between competen-
cy-based human talent management and organiza-
tional development at UNMSM.

H0: There is no relationship between competen-
cy-based human talent management and organiza-
tional development at UNMSM.

Data presented in Tables 6 and 7 support the hy-
pothesis.

The significance level is 0.000 < 0.05, therefore the 
null hypothesis H0 is rejected and H1 is accepted.

Specific Hypothesis 1

H1: There is a correlation between the development 
of competency-based management and competi-
tiveness at UNMSM.

H0: There is no correlation between the develop-
ment of competency-based management and com-
petitiveness at UNMSM.

Data presented in Tables 8 and 9 support the hy-
pothesis. 

The significance level is 0.000 < 0.05, therefore the 
null hypothesis H0 is rejected and H1 is accepted.

Specific Hypothesis 2

H1: There is a correlation between the competen-
cy-based management system and the improve-
ment of position profiles at UNMSM.

H0: There is no correlation between the competen-
cy-based management system and the improve-
ment of position profiles at UNMSM.
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Table 6. Data Cross Checking - General Hypothesis.

Strategic advantages that contribute to the university’s processes are developed * Do you consider that you possess mana-
gement competencies?

 
Development of strategic advantages for the university’s 

progress Total
Almost Never Sometimes Almost Always Always

General 

Almost Never
Count 3 0 1 2 6

Expected count 0.2 1.5 2.7 1.7 6.0

Sometimes
Count 1 28 23 16 68

Expected count 1.9 16.8 30.5 18.9 68.0

Almost Always
Count 3 37 90 35 165

Expected count 4.5 40.7 74.0 45.8 165.0

Always
Count 1 7 17 28 53

Expected count 1.5 13.1 23.8 14.7 53.0

Total
Count 8 72 131 81 292
Expected count 8.0 72.0 131.0 81.0 292.0

Source: Prepared by the author.

Table 7. Chi-Square Test - General Hypothesis.
Chi-Square Tests

Value df Asymptotic Significance (2-tailed)

Pearson Chi-Square 85.478ª 9 0.000

Likelihood Ratio 47482 9 0.000

Linear-by-Linear Association 17990 1 0.000

N of Valid Cases 292

Source: Prepared by the author.
a. 7 cells (43.8%) have expected count less than 5. The minimum expected count is 0.16.

Table 8. Data Cross Checking - Specific Hypothesis 1.

Do you consider that you possess the skills to face the frequent changes in your work environment? * Strategic advantages 
that contribute to the university’s processes are developed

 
Level of training

Total
Almost Never Sometimes Almost Always Always

Strategic advantage pro-
posal for the university’s 
progress

Never
Count 0 0 1 0 1

Expected count 0.0 0.2 0.6 0.2 1.0

Almost Never
Count 0 4 2 0 6

Expected count 0.1 1.4 3.4 1.1 6.0

Sometimes
Count 4 12 27 2 45

Expected count 0.9 10.6 25.3 8.2 45.0

Almost Always
Count 1 37 102 26 166

Expected count 3.4 39.2 93.2 30.1 166.0

Always
Count 1 16 32 25 74

Expected count 1.5 17.5 41.6 13.4 74.0

Total
Count 6 69 164 53 292
Expected count 6.0 69.0 164.0 53.0 292.0

Source: Prepared by the author.
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Data presented in Tables 10 and 11 support the hy-
pothesis.

The significance value is 0.002 < 0.05, therefore, the 
null hypothesis H0 is rejected and H1 is accepted.

DISCUSSION

Following the analysis of the information collected, 
it was found that competency-based management 

and organizational development are related. Some 
deficiencies and problems that require a solution 
were also found among the administrative employ-
ees at the university's headquarters; it is therefore 
necessary to introduce a competency-based man-
agement model in the area of human resources 
management so that people in administrative posi-
tions may improve their performance. The selection 
of human talent is an action aimed at finding the 

Table 9. Chi-Square Test - Specific Hypothesis1.
Chi-Square Tests
Value Df Asymptotic Significance (2-tailed)

Pearson Chi-Square 38.121ª 12 0.000

Likelihood Ratio 34463.000 12 0.001

Linear-by-Linear Association 15825.000 1 0.000

N of Valid Cases 292

Source: Prepared by the author.
a. 11 cells (55.0%) have expected count less than 5. The minimum expected count is 0.02.

Table 10. Cross Reference - Specific Hypothesis 2.
Practices leadership, manages change, and interacts with the staff * Proposes strategic advantages that contribute to the 

university’s processes

 
Leadership and Change Management 

Total
Almost Never Sometimes Almost Always Always

Strategic advantage pro-
posal for the university’s 
progress

Never
Count 0 1 4 0 5

Expected count 0.0 0.11 2.9 0.9 5.0

Almost 
Never

Count 1 2 2 0 5

Expected count 0.1 1.2 2.8 0.9 5.0

Sometimes
Count 1 23 35 3 62

Expected count 1.3 14.4 35.0 11.4 62.0

Almost 
Always

Count 2 30 80 27 139

Expected count 2.9 32.2 78.4 25.5 139.0

Always
Count 2 11 42 23 78

Expected count 1.6 18.1 44.0 14.3 78.0

Total
Count 6 67 163 53 289
Expected count 6.0 67.0 163.0 53.0 289.0

Source: Prepared by the author.

Table 11. Chi-Square Test - Specific Hypothesis 2.
Chi-Square Tests
Value Df Asymptotic Significance (2-tailed)

Pearson Chi-Square 36.098ª 15 0.002

Likelihood Ratio 34473.000 15 0.003

Linear-by-Linear Association 13877.000 1 0.000

N of Valid Cases 289

Source: Prepared by the author.
a. 15 cells (62.5%) have expected count less than 5. The minimum expected count is 0.02.
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person who possesses the competencies, knowl-
edge and other elements, such as academic de-
grees, necessary to obtain a specific job position 
within an organization.

As for the selection process used by the universi-
ty, certain instruments were designed to efficiently 
supply suitable personnel. In addition, each depart-
ment's management team attempts to establish 
stimulation and alignment processes in order to 
constantly improve the performance of its functions. 
In addressing these needs, the administrative staff 
attempts to maintain organizational development 
within the central administration.

It is essential that the human resources general 
office expedite the process of implementing the 
SERVIR guidelines for the application of the Posi-
tion Profile Manual by management competencies 
in administrative positions. Also, considering each 
of the indicators assessed in this study, it can be 
stated that there are some situations to which more 
attention should be paid in order to raise the ob-
servations, despite the fact that the activities deter-
mined by position are being carried out.

A competency-based job profile design proposal 
was developed from the data analysis to contribute 
to the general objective (see Appendix 1). It sets 
out the occupations and competencies necessary 
for the adequate development of functions. It also 
contributes to the improvement of SERVIR forms 
at the university via the inclusion of fundamental 
competencies, the improvement of the level of de-
velopment for the performance of functions, the ad-
justment of personnel to the job position, the intro-
duction of a dictionary of managerial competencies 
and the adequate description of the job profile.

The use of a competency-based management 
guide within universities would benefit organization-
al development as stated by Rodríguez (2015):

Mejora la precisión para determinar el nivel 
de ajuste y potencial de una persona para 
diferentes trabajos, de tal forma que los 
planes de desarrollo puedan relacionarse 
mejor con las áreas donde realmente se 
necesita, tal como se puede corroborar en 
los estudios que sobre la materia ha desar-
rollado Alles (2009), en los que da cuenta 
de la importancia de los programas de de-
sarrollo de las personas bajo el modelo de 
competencias y su relevancia para el creci-
miento y continuidad de las organizaciones. 
[It improves the accuracy to determine a 
person’s potential and level of adjustment 

to different jobs, so that development plans 
may be better related to the areas where 
they are really needed, as can be verified 
in the studies conducted by Alles (2009), 
in which the importance of people develop-
ment programs following the competency 
model and its relevance for the growth and 
continuity of organizations is explained.] 
(p. 358)

Performance evaluation processes for administra-
tive positions must also be considered in order to 
monitor employees’ development and use that in-
formation to develop training programs. For organi-
zations to remain at the forefront, they must update 
their processes and adopt new approaches that 
favor the development of employees’ functions, in 
order to optimize resources and foster proper or-
ganizational development.

CONCLUSIONS

• Competency-based management and 
organizational development are correlated; 
therefore, the role of the human resources 
department at the university is essential 
to recruit the best talent for administrative 
positions, based on competency-based 
management that influences organizational 
development.

• Low levels of support regarding the needs 
of personnel are observed. Evidence of 
this can be found in the item of perceived 
support for employees’ development within 
the university, where 32.6% stated that no 
adequate support was provided to perform 
their functions satisfactorily.

• No specific measures have been established 
by the university regarding personnel 
selection formats that include the concept of 
competencies for each job profile.

RECOMMENDATIONS

• It is essential to devise tools to measure 
the competencies established during the 
development of the tasks and thus be 
able to implement the processes required 
to enhance management competencies. 
Greater competitiveness should be pursued 
in the fulfillment of objectives and the 
institutional mission in order to achieve 
academic success.

• A document describing and specifying the 
essential functions and responsibilities of 
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the position profile, including a competency 
assessment, should be prepared.

• Training budgets should be used to prepare 
the management team members for the 
efficient and effective performance of their 
functions. Furthermore, their performance 
should be assessed in a collaborative fashion.
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APPENDIX
Appendix 1. Proposed competency-based profile.
SPECIFIC MANAGEMENT COMPETENCIES

People Management Ability to manage administrative staff. Ability to generate and nurture the 
talent within their staff and provide feedback.

Empowerment

Ability to work with his/her administrative staff as a team. Ability to devise 
and pursue performance objectives focused on improving and strengthe-
ning the talent of their personnel. Ability to obtain good results through the 
integration of their administrative staff, leveraging their diversity and assig-
ning value to the administrative processes.

Executive Leadership Ability to develop and work with the leaders of other departments with the 
aim of creating a better organizational climate and commitment.

Strategic Vision Ability to foresee and understand changes. Ability to suggest ways to impro-
ve the administrative environment.

Leading by Example
Ability to convey strategies and values through a prototype of administrative 
worker management. Ability to promote the generation of ideas in a suppor-
tive environment.

SPECIFIC COMPETENCES BY DEPARTMENT

FUNCTIONS COMPETENCIES
STRUCTURE

Knowledge Skills Attitudes

1. Plan, manage, regularize, inspect and review adminis-
trative systems and methods used within the university 
environment.

Planning and 
organization

Administrative 
control 

Team manage-
ment

Achievement and 
results orientation

2. Manage financial administrative processes, supply pro-
cedures and other services in their area of competence.

Financial mana-
gement

Control of finan-
cial resources

Achievement and 
results orientation

3. Manage and oversee the university public investment 
projects (PIP) and the procurement of goods.

Development of 
operational plans

Budget mana-
gement

Achievement and 
results orientation

4.  Establish special commissions according to the matters 
of interest via Directorial Resolutions (DR).

Administrative 
file management

Team manage-
ment

Achievement and 
results orientation

5.  Approve the administrative bases via the RD in force.

Decision-making

Development 
of technical-ad-
ministrative 
provisions

Public process 
management Negotiation power

6. Formulate technical opinions in administrative and finan-
cial terms on university administration.

University mana-
gement

University 
resource mana-
gement

Problem solving

7. Propose policies for the improvement of the institutional 
administrative systems. Management 

and achieve-
ment of objec-
tives

Development 
of technical-ad-
ministrative 
provisions

Administration 
and control

Achievement and 
results orientation

8. Guide the high authority of the university in matters 
related to the administrative and financial systems it admi-
nisters.

Management of 
administrative 
resources

Administrative 
capacity

Management 
responsibility

9. Work together with the regulatory entities of the adminis-
trative-financial regimes of public administration

Planning and 
organization

Public manage-
ment

Administration 
and control

Management 
responsibility

10. Plan and carry out training on the application of ma-
nagement systems, finances, among others, pertaining to 
university administration.

Planning and 
organization 

Human resour-
ces manage-
ment

Communication 
with administra-
tive staff

Achievement and 
results orientation

11. Other tasks established by the high authority. Working under 
pressure

Note:  The positions of the General Directorate of Administration set forth in the ROF UNMSM were used as a basis.

Source: Prepared by the author.


