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Abstract 

This article examines the problem of strategic synchronization between human resource 

management systems and organizational business goals in the context of scaling. The 

relevance of this study stems from the accelerated growth of companies in the digital economy, 

the increasing complexity of organizational structures, and the increasing demands on the 

effectiveness of management decisions. The aim of the study is to identify mechanisms for 

integrating HR strategy into the overall corporate strategy during periods of intensive business 

expansion. The study analyzes theoretical approaches to strategic HR management, identifies 

key risks of functional inconsistency, and formulates strategic integration tools and 

synchronization assessment metrics. It concludes that sustainable scaling is only possible with 

the institutionalization of HR as a strategic business partner. 
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Introduction  

Scientific Novelty. The scientific novelty of this study lies in its comprehensive examination 

of the strategic synchronization of HR and business goals in the context of company scaling 

as an independent management challenge requiring the integration of strategic management, 

organizational development, and HR analytics tools. 

This paper clarifies the concept of strategic synchronization between HR and business by 

identifying three interconnected levels of alignment—strategic, process, and behavioral—

enabling a transition from declarative integration to an operationalized management model. A 

systematic approach to assessing the degree of synchronization is proposed, based on 

comparing HR metrics with financial and economic growth indicators, expanding the tools for 

quantitatively assessing the contribution of HR management to corporate strategy 

implementation. 

Another novelty lies in the substantiation of the role of the HR function as an institutional 

mechanism for ensuring the sustainability of organizational culture in the face of accelerated 

personnel growth and increasing complexity of the management structure. The need to 

transform the HR model from an administrative one to a strategically oriented architecture, 

incorporating centers of expertise, business partnerships, and digital analytics, is 

demonstrated. 

 

 



International Journal of Studies in Business Management, Economics and Strategies 

Volume 02, Issue 11, November, 2023 

ISSN (E): 2949-883X 

Scholarsdigest.org 

240 | P a g e  

 

Purpose of the Study 

The purpose of this study is to theoretically justify the development of a conceptual model for 

working with a human resource management system. This aim is to achieve the goals of 

theoretically justifying and developing a conceptual model for strategic synchronization of the 

human resource management system and the organization's business goals in a scalable 

environment. This research also aims to identify mechanisms, tools, and metrics that ensure 

the alignment of HR strategy with corporate strategy to achieve sustainable growth and 

improve the company's management effectiveness. 

  

Introduction 

The evolution of approaches to human resource management historically reflects the 

transformation of the very nature of business and organizational structures. During the early 

stages of industrialization in the late 19th and early 20th centuries, labor management was 

primarily administrative in nature and focused on labor force accounting and discipline 

control. The concepts of scientific management formulated by Frederick Winslow Taylor laid 

the foundation for the rationalization of labor processes, but the human factor was viewed 

primarily as a production resource subject to standardization and regulation. 

In the first half of the 20th century, influenced by Elton Mayo's research and the development 

of the human relations school, the emphasis shifted sharply. Attention was paid to motivation 

and group dynamics, as well as the social aspects of work. Gradually, an understanding 

emerged that organizational effectiveness is determined not only by technology and structure, 

but also by the quality of human interaction, engagement, and satisfaction. 

In the second half of the 20th century, amid globalization and increasing competition, HR 

management evolved into the concept of strategic human resource management. Companies 

began to view employees as possessors of unique competencies and sources of competitive 

advantage. Within the resource-based theory of the firm, human capital began to be interpreted 

as a strategic asset that generates long-term business value. During this period, the HR function 

became institutionalized as an independent area of management activity, integrated into the 

strategic planning system. 

The beginning of the 21st century is characterized by the digital transformation of the 

economy, the acceleration of innovation cycles, and the formation of a knowledge economy. 

Under these conditions, traditional administrative HR models prove insufficient. Strategic 

alignment between business goals and the HR management system becomes necessary. 

Inconsistency between HR decisions and corporate strategy leads to a shortage of key 

competencies, increased turnover, decreased engagement, and increased transaction costs. As 

employees scale, such dysfunctions intensify and become systemic. 

Thus, the current stage of development of management thought is characterized by a shift from 

a fragmented understanding of the role of HR to its integration into the strategic framework of 

organizational management. The relevance of research into the strategic synchronization of 

HR and business goals is driven by the need to ensure sustainable company growth, minimize 

organizational risks, and develop a manageable scaling model based on the development of 

human capital as a key factor in long-term competitiveness. 

Theoretical Foundations of Strategic Synchronization 
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In HR management, HR analytics is widely used, assisting in areas such as recruitment, 

performance assessment, compensation calculation, workforce planning, and talent retention 

and development. This discipline has become an integral element of the digital transformation 

of HR, opening new horizons for analyzing workforce dynamics, quality, and structure, as 

well as for understanding the current situation in the labor market [1]. 

To make informed management decisions, HR and IT professionals are increasingly turning 

to HR analytics. Mastering digital competencies enables HR professionals to utilize the latest 

approaches, models, and tools for HR analytics in their daily work. This fosters a deeper 

understanding of the potential of modern intelligent technologies, which are critical for 

assessing an organization's health and developing its human capital. Modern HRMS and 

corporate platforms, equipped with advanced information, communication, and software 

systems, significantly simplify professional HR management tasks. 

The strategic objective is to form and develop competencies that correspond to the chosen 

growth model. 

Scaling involves entering new markets and adapting to different regulatory and cultural 

conditions. This requires flexibility in HR tools and their alignment with corporate strategy. 

Prioritizing the implementation of professional standards within an organization must align 

with its strategic business goals. This relationship is dictated by the need for management to 

possess an adequate level of core competencies to effectively implement these standards [2]. 

The concept of strategic alignment involves aligning internal processes with business goals. 

In a growth environment, misalignment of HR decisions with corporate strategy leads to the 

accumulation of structural imbalances. 

 

Scaling as a Management Challenge 

Scaling a company represents a qualitative change in the organizational system. It involves 

increasing headcount, expanding the scope of operations, and expanding the geographic reach. 

To successfully implement digital technologies, companies must create adequate models for 

managing all their assets. Particular attention should be paid to "human capital," since the 

success of transformations depends on the qualifications and readiness of employees for digital 

change. Therefore, it is advisable to conduct a study to understand how the level of digital 

maturity of industrial enterprises correlates with the state of their HR system. As a basis for 

analysis, it is proposed to use a classification of the stages of HR function development, 

comparing it with the stages of digital maturity. The following stages of HR process 

development can be distinguished: from basic HR administration (an auxiliary function) and 

the implementation of advanced HR technologies (e.g., in recruitment, selection, onboarding, 

assessment) to strategic HR management integrated into the overall company strategy, and 

further - to external strategic partnerships in the field of HR [3].  

The first challenge is the increasing complexity of communications. As the staff increases, the 

number of information flows increases, which requires the formalization of procedures and 

the implementation of digital management tools.  

The second challenge is the formation of new management levels. This necessitates the 

delegation of authority and the development of management competencies. A lack of trained 

leaders can slow growth and reduce efficiency.  
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A third aspect is the risk of eroding corporate culture. Rapid staff expansion leads to the 

inclusion of employees with different value systems. Without a clearly formulated cultural 

integration strategy, engagement and identity may decline.  

 

Risks of inconsistency between HR and business goals 

Researchers define HR risks as potential threats arising from the human factor. They include 

situations in which employees, having a choice, make decisions that lead to adverse 

consequences (optional risks), as well as cases in which problems arise due to their 

incompetence, errors, or violation of established norms (no-alternative risks). This category 

also includes risks associated with incidents, crises, internal conflicts, and, importantly, the 

loss of key, unique, or talented employees, as well as the vulnerability caused by dependence 

on specific specialists [4]. 

Inconsistency manifests itself in a deficit of key competencies. Without strategic HR planning, 

a company may face a shortage of specialists in critical areas.  

Another risk is related to the incentive system. If employee performance indicators don't 

correlate with key business results, staff efforts are dissipated. This reduces manageability and 

deteriorates financial performance.  

A third risk is the misalignment of training programs with strategic objectives. Reactive 

training focused on current needs fails to develop the competencies necessary for future 

growth.  
  

Strategic synchronization mechanisms 

Strategic synchronization requires the institutionalization of HR as a strategic partner. The HR 

leader must participate in the formation of corporate strategy and provide analytical data on 

talent potential. 

Table 1 - Correspondence between strategic business priorities and HR support tools 

when scaling a company 

Strategic business priority when 

scaling 

HR support and synchronization tools 

Revenue growth and market expansion Strategic HR planning, accelerated recruitment , formation of a talent pool 

Improving operational efficiency Performance evaluation system, KPIs, and lean process training 

Innovative development and 

digitalization 

Development of digital competencies, training programs, implementation 

of HR analytics 

Strengthening the management 

framework 

Leadership development, formation of a management reserve, assessment 

of management competencies 

Preserving and transmitting corporate 

culture 

Selection based on value congruence, adaptation programs, internal 

communications 

Reducing strategic risks Key employee retention system, engagement monitoring, succession 

planning 

Transformation of the HR Function 

Digital communications and technologies, actively implemented in all spheres of life in recent 

years, have brought about fundamental shifts in HR. We are now talking about the advent of 
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the Digital HR era, where personnel management has reached a fundamentally new level. 

Today, HR professionals cannot function without digital tools that significantly optimize all 

processes. Modern employees are accustomed to having a smartphone app for every task [5]. 

Effective synchronization requires a transformation of the HR department. The administrative 

model is giving way to a strategic architecture that includes centers of expertise, service units, 

and business partners [6].  

Digitalization of HR management processes ensures transparency and efficiency. Automation 

of selection, training, and assessment reduces transaction costs and improves data quality.  

Developing HR specialists' competencies in financial analysis and change management 

enhances their contribution to the company's strategic development.  

  

The role of organizational culture 

In the context of the modern functioning of various structures, organizational culture is of 

particular importance. Its study is necessary due to the role of its elements, which directly 

impact the HR management system as a whole. At the current stage of societal development, 

organizational culture has a decisive influence on the formation of an atmosphere 

characteristic of each organization, established management norms, rules, traditions, and 

principles that underlie the entire life cycle of the institution [7]. 

As a key management task, it regulates internal processes within the organization. In practice, 

it is important to consider the established relationships that develop during professional 

activities; these relationships manifest themselves through the interaction of employees and 

the conditions of the organizational environment [8].  

Organizational culture serves as an integrating mechanism that ensures the consistency of 

employee actions. In the context of scaling, culture should support innovation, responsibility, 

and a focus on results.  

The HR department shapes the cultural environment through the processes of recruitment, 

adaptation, and assessment of personnel. Selection should take into account the value 

alignment of candidates with the company's strategic priorities.  

  

Metrics for assessing the effectiveness of synchronization 

Assessing strategic synchronization involves the use of a comprehensive system of indicators. 

These include the turnover rate of key employees, the level of engagement, the share of 

internal appointments to management positions, and the time to achieve target productivity.  

Additionally, the ratio of personnel costs to revenue, as well as the impact of changes in HR 

policy on financial results, are analyzed.  

Correlation analysis allows us to identify the relationship between the dynamics of HR 

indicators and profit growth. This provides an evidence base for strategic decisions.  

 

Change management during scaling 

Aligning HR and business goals is impossible without systematic change management. 

Scaling requires the transformation of processes, structures, and roles. 

Organizational readiness involves examining a company's culture, structure, processes, 

systems, and resources for their ability to facilitate change [9].  
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Training managers in change management techniques increases the likelihood of successfully 

implementing a growth strategy.  

 

Conclusion 

In an era of rapid digital transformation in the economy, effective human resource 

management is becoming a key factor in achieving high performance in a constantly changing 

business landscape. At the same time, existing experience with HR management in companies 

demonstrates that the human resource management system in the context of digital 

transformation requires closer examination, particularly in terms of scaling operational 

processes [10]. 

Strategic alignment of HR and business goals is essential for sustainable company scaling. As 

a company grows, the complexity of organizational processes increases, and the risks of 

inconsistency intensify.  

Integrating HR into the strategic management framework, developing analytical tools, and 

fostering a supportive culture help ensure manageable growth and the achievement of long-

term goals.  

Therefore, human resource management in a modern company should be viewed as a system-

forming element of strategic development, ensuring the formation and reproduction of human 

capital capable of achieving ambitious scaling goals. 

 

References 

1. Nurgaliev A. A. ANALYSIS OF HR ANALYTICS AS A TOOL FOR CONTROL AND 

IMPROVEMENT OF THE QUALITY OF HR MANAGEMENT // Science Bulletin. No. 4 

(85). URL: https://cyberleninka.ru/article/n/analiz-hr-analitiki-kak-instrumenta-kontrolya-i-

uluchsheniya-kachestva-upravleniya-personalom 

2. Denisova A. L., Bunkin A. S. SCALING THE PROCESSES OF MANAGING THE 

HUMAN RESOURCES POTENTIAL OF AN ORGANIZATION IN THE CONTEXT OF 

DIGITAL TRANSFORMATION // Bulletin of the State University of Management. 2021. 

No. 9. URL: https://cyberleninka.ru/article/n/masshtabirovanie-protsessov-upravleniya-

kadrovym-potentsialom-organizatsii-v-usloviyah-tsifrovoy-transformatsii 

3. Petrova A.K., Lashmanova N.V. DIGITAL TRANSFORMATION: HR SUBSYSTEMS 

FOR MANAGING INNOVATIVE DEVELOPMENT OF INDUSTRIAL ENTERPRISES // 

Innovations. 2019. No. 8 (250). URL: https://cyberleninka.ru/article/n/tsifrovaya-

transformatsiya-kadrovye-podsistemy-upravleniya-innovatsionnym-razvitiem-

promyshlennyh-predpriyatiy 

4. Shirokovskikh S. A., Lyasnikov N. V. TOOLS FOR ASSESSING THE IMPACT OF HR 

RISKS ON THE DEVELOPMENT OF INDUSTRIAL ENTERPRISES STAFF // Beneficium 

. 2021. No. 1 (38). URL: https://cyberleninka.ru/article/n/instrumentariy-otsenki-vliyaniya-hr-

riskov-na-razvitie-personala-promyshlennyh-predpriyatiy 

5. Kostenko Elena Petrovna TRANSFORMATION OF THE ROLE AND FUNCTIONS OF 

HR IN THE CONTEXT OF NEW ECONOMIC CHALLENGES // JER. 2021. No. 4. URL: 

https://cyberleninka.ru/article/n/transformatsiya-roli-i-funktsiy-hr-v-usloviyah-novyh-

ekonomicheskih-vyzovov 



International Journal of Studies in Business Management, Economics and Strategies 

Volume 02, Issue 11, November, 2023 

ISSN (E): 2949-883X 

Scholarsdigest.org 

245 | P a g e  

 

6. Dolzhenko S.B., Dolzhenko R.A., Kalashnikova I.V. Development of the role of HR 

business partners in personnel management // Motivation and remuneration. 2022. No. 4. pp. 

264–273. URL: https://grebennikon.ru/article-bi6x.html 

7. Bobyleva N. I., Batarchuk D. S. THE ROLE OF ORGANIZATIONAL CULTURE IN HR 

MANAGEMENT // Economy and Society. 2018. No. 12 (55). URL: 

https://cyberleninka.ru/article/n/rol-organizatsionnoy-kultury-v-upravlenii-personalom 

8. Belevantseva E. N., Batarchuk D. S. MANAGEMENT OF LABOR POTENTIAL OF THE 

ORGANIZATION: PROBLEMS AND PROSPECTS // Economy and Society. 2018. No. 12 

(55). URL: https://cyberleninka.ru/article/n/upravlenie-trumovym-potentsialom-organizatsii-

problemy-i-perspektivy 

9. Yulia Mikhailovna Gruzina, Change Management in an Organization: Success Factors and 

Implementation Barriers // Bulletin of Eurasian Science. No. 4. URL: 

https://cyberleninka.ru/article/n/upravlenie-izmeneniyami-v-organizatsii-faktory-uspeha-i-

bariery-vnedreniya 

10. Denisova A.L., Bunkin A.S. Scaling the processes of managing the organization's human 

resources in the context of digital transformation. University Bulletin. 2021; (9): 5-13. 

https://doi.org/10.26425/1816-4277-2021-9-5-13 

 

https://cyberleninka.ru/article/n/rol-organizatsionnoy-kultury-v-upravlenii-personalom

