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Abstract 

 

Organizational values associated with managerial success were analyzed as a 

basis for the strategic planning of human resources at the University of Guajira 

Extension Fonseca, Colombia. The research was descriptive correlational, with 

non - experimental, transectional descriptive design. The analysis of the data was 

by descriptive statistics. The results point to job satisfaction, suitable work 

environment, modernization image and human life philosophy. It was 

recommended to monitor the teaching work to maintain the quality and 

excellence. 

 

Keywords: Organizational values, strategic planning, managerial success, human 
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Introduction 
 

Organizations as a fundamental piece of economic growth and social 

development, should consider strategic planning as an instrument to formulate 

plans, because it provides a basis for making decisions in the present, taking 

advantage of opportunities and transforming weaknesses into strengths [1]. In this 

sense, planning becomes a source of management for the formulation of content 

plans that allow projects to detect threats, take on opportunities and strengthen 

weaknesses in a specific area and consequently to an entire organization [2]. In 

this way, a circular force is formed that revolves around three factors: 

organizational values, managerial success and planning of human resources [3].  
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Organizational values are a key element by which employees and people who 

work together to achieve the same objective are governed [4]. They also build the 

identity of the organization and form the core of the corporate culture [5]. In terms 

of managerial success, it is based on having successful strategic objectives and an 

adequate corporate culture that embraces the values of the organization, the 

organizational climate and management style [6]. On the other hand, human 

resources play an important role in the generation of sustainable competitive 

advantage, because the main challenge faced by organizations is the continuous 

improvement of the staff that integrates it [7].  

The literature review allowed the discovery of studies where the variable 

Organizational values and their factors are examined. For example, [8] examines 

and describes this variable and the administrative roles that are effectively 

executed at the management levels of a university, according to the model of 

management by values of [9]. Similarly, in [10], the influence of leadership by 

values on teachers' progress in early education centers was analyzed and in [11] 

the relationship between strategic planning of human resources and knowledge 

management was determined. Also, [12] determined the relationship between 

strategic planning of human resources and organizational learning in companies of 

the pharmaceutical sector. 

This shows that organizations examine the main factors to design strategies 

derived from planning for continuous improvement. Likewise, the objective of 

this research is to know the internal and external process, to analyze how 

organizational values associated with managerial success are as a basis for 

strategic planning of human resources at the University of La Guajira Extension 

Fonseca, Colombia. Following [13], where it is stated that if strategic planning is 

implemented in education, it results in institutions that guide their actions to 

strengthen administrative, management and academic areas. 

 

Methodology 
 

The present study corresponds to a correlational descriptive investigation, because 

its purpose was to analyze the organizational values associated with managerial 

success as a basis for the strategic planning of human resources. In this regard, 

[14] describes that descriptive correlational research "aims to determine the 

degree of relationship or non-causal association between two or more variables." 

As for the design of the study, it was non-experimental, transversal and 

correlational. It was considered non-experimental inasmuch as the facts were not 

manipulated, nor was the situation constructed, in addition, information was taken 

on existing facts [15]. And it is transversal because the information was collected 

in a single opportunity, likewise, the study follows the correlational design since 

the relationship between the organizational values and the strategic planning of 

human resources was determined, what is affirmed is sustained, as indicated by 

[16]. 
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Population 

It consisted of 54 subjects belonging to the University of La Guajira Extension 

Fonseca, which were considered as the reporting subjects. However, when taking 

into account the small size of the sub-strata, university authorities, teachers and 

depending on which correspond to a census population, in this case all would 

become the sample [17]. The population was made up of two strata as follows: a 

sub-stratum integrated by the university authorities and the other sub-stratum by 

the teachers belonging to the University of La Guajira Extension Fonseca, 

Colombia. 

 

Techniques and data collection techniques and instruments 

Regarding the collection technique, observation was used, which is the process by 

which existing traits are perceived in reality by means of a previous scheme of 

what is required to investigate [18]. As an instrument, the questionnaire-type 

interview was used to conduct an exhaustive investigation and obtain that the 

persons speak freely and express in detail their perceptions on the subject [16]. 

Two instruments were built with scale format, the first instrument aimed at 

measuring the variable organizational values, consisting of 36 items, and the 

second aimed at measuring the variable strategic planning of human resources, 

consisting of thirty items. 

To ensure the relevance of the data to be collected, the questionnaire was 

submitted to ten professional experts (Human Resources Area and Research 

Methodology) who analyzed it to define relevance with the indicators, 

dimensions, sub-dimensions. The reliability of the instruments was determined by 

applying them to twenty subjects with the same characteristics of the population 

under study through a pilot test. The indices obtained for each instrument were: α 

= 0.91 in population 1, α = 0.92, in population 2, both being highly reliable. 

 

Data analysis 

Descriptive statistics were applied to carry out the treatment of the information 

obtained with the application of the instruments, we proceeded to the estimation 

of the measures of central tendency, as well as the dispersion measures to 

determine the behavior of both constructs. It was used in an interpretation scale 

based on the highest and lowest score of the reference scale to be used shown in 

Table 1. 

 

Table 1. Scale for interpreting statistics 
Interpretation Rank Description 

Very low 3.00 ≥ x < 5.40 Indicates a very low level 

Low 5.40 ≥ x < 7.80 Indicates a low level 

Half 7.80 ≥ x < 10.20 Indicates a moderate level 

High 10.20 ≥ x < 12.60 Indicates a high level 

Very High 12.60 ≥ x ≤ 15.00 Indicates a very high level 

 

The application of these techniques allows to measure both variables, their 

interval and category as shown in Table 2. This contributes to the interpretation of  
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the results derived from the study, allowing to infer about aspects of interest 

associated with the research. 

 

Table 2. Scale for standard deviation 
Rank 1 2 3 4 5 

Interval 4 – 5.00 3 – 3.99 2 – 2.99 1 – 1.99 0 – 0.99 

Category 
Very High 

dispersion 

High 

dispersion 

Moderate 

dispersion 

Low 

dispersion 

Very Low 

dispersion 

 

The data processing allowed to obtain results that are derived from the realization 

of a field work, whose main orientation was to analyze the organizational values 

associated with managerial success as a basis for the strategic planning of human 

resources in the University of La Guajira Extension Fonseca, Colombia, of which 

an analysis and interpretation are performed that are described below in the results 

item. 

 

Results 
The variable Organizational values associated with managerial success is 

composed of two dimensions: Types of Organizational Values, which is 

composed of two sub-dimensions: Operative and Final, in the first are the Moral-

Ethical Values and Competitive Values. In the case of the former, their indicators 

are: Responsibility, Knowing how to dialogue and Honesty, and in the second 

their indicators are: Leadership, Teamwork and Initiative. And there are the types 

of final values, these are the Personal values and the Social Ethics; Indicators of 

personal values are: Success, Personal Achievement or Self-Realization and 

Social Justice and that of Social Ethics, the indicators are Partnership Self-esteem 

and Empathy. On the other hand, there is the dimension: Driving Elements of 

Business Success, this in turn consists of two sub-dimensions: Competitive 

Strategies and Competitive Advantages. The indicators of the first are: 

Differentiation and Targeting; the second is made up of the indicators Tangible 

Resources and Intangible Resources. The results of the analysis of the variables 

and their dimensions are shown in Table 3. 

 

Table 3. Variable: Organizational values, results of dimensions. 
Statistics Level Answer Af Prop. % 

Dimension: Types of Organizational Values 

Arithmetic mean 4.4 Very High Completely agree 29 0.6 62.0 

Median 4.4 High Medium agree 17 0.3 27.1 

Mode 4.7 Moderate Neither agree nor disagree 3 0.1 5.1 

Standard deviation 0.4 Low Medium disagree 4 0.1 5.8 

  Very Low Completely disagree 1 0.0 0.0 

 N° subjects 54 54  100 

Dimension: Drivers of managerial success 

Arithmetic mean 4.4 Very High Completely agree 29 0.5 53.8 

Median 4.6 High Medium agree 15 0.3 27.3 

Mode 4.8 Moderate Neither agree nor disagree 7 0.1 12.5 

Standard deviation 0.5 Low Medium disagree 2 0.0 4.8 

  Very Low Completely disagree 1 0.0 1.8 

 N° subjects 54 54  100 
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Dimension: Types of Organizational Values 

It is shown that the population studied showed a moderate agreement that the 

manager (university authorities) pressured teachers to do their job accepting the 

consequences of their actions in a conscious way to influence the decision-making 

process as an act of responsibility in the institutional management. These findings 

are directly related to the postulate of [19] when considering that responsibility is 

the ability to feel obligated to respond or fulfill a job when there is external 

pressure or not. 

 

For the dialogue indicator, the respondents stated that they fully agree that the 

manager allows the understanding among his staff, communicating assertively and 

using a language according to the situation to be productive and make effective 

decisions. In this sense, the axiom of [19] is affirmed. Premise complemented by 

[20] by stating that assertive communication is a deep communication with others, 

an approach to life and personal mastery. The honesty indicator inherent to Moral-

Ethical values, shows that the teaching population considered to be completely in 

agreement that managers have respect for human dignity. With reference to the 

competency values: leadership, teamwork and initiative, the manager shows the 

ability to set objectives and monitor them, demonstrating effective leadership. 

These findings are homogeneous with the axiom of [21] when referring that being 

competent is to manifest in practice the different learnings, which satisfy the 

needs and challenges that they have to face in the different contexts where the 

managers interact and their managerial train. Now, in relation to the final values 

according to the classification of personal values (success, personal fulfillment or 

self-realization, social justice), the results confirm that the director at the 

University of Guajira Extension Fonseca, show interest in building, conserving a 

lasting institution based on respect for the rules of coexistence, which is 

evidenced in the response obtained by highlighting the alternative completely in 

agreement. 

 

These results coincide with [5] when he says that individual success could be an 

adequate measure of managerial success, therefore it would focus on the extent to 

which managers manage to build long-lasting and strong organizations. In this 

regard, personal fulfillment is intrinsically linked to the vocation, and the purpose 

of life, considering a set of rules and norms that establish an adequate framework 

for specific actions in the interaction of individuals and institutions as a 

mechanism for social justice. Consequently, it is demonstrated that at the 

Universidad de la Guajira Extension Fonseca, personal values are rooted in the 

institution, leaving aside the superficial or transitory. 

 

Next, we have the results for the social-ethical values where the value of 

companionship, self-esteem and empathy were analyzed; It was demonstrated by 

the teachers to be completely in agreement that the manager shows interest in a 

harmonious and companionship relationship by emotionally understanding the 

work team raising self-esteem and promoting the sense of corporate identity.  
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These manifestations affirm the criterion of [22] when indicating that the 

companionship refers to the harmonious relationship that is founded between 

peers, which is the key to success in the fundamental interpersonal relationships 

for the development of pedagogical programs and processes in higher education. 

 

Dimension: Drivers of managerial success 

Continuing with the analysis of the second dimension, the results of the 

differentiation indicator showed that the executives of the University analyzed, 

show interest in being a pioneer in the education sector, which is affirmed in the 

concern shown by the manager because the institution is valued by users, 

promoting the attributes of the institution to the community of interest. In this 

regard, [23] states that the strategy of differentiation is that a company or 

institution offers a product or service, which for whatever reasons, the consumer 

or user perceives as different, unique or original, and that is why be willing to pay 

a price above the average, which is the key to profits for these companies. 

Similarly, when considering the competitive strategy of targeting, the manager is 

interested in achieving a competitive advantage by focusing their differentiating 

management on a specific segment, which is considered as an element that drives 

managerial success. These findings confirm the foundation of [23], by ensuring 

that the targeting or approach strategy requires the company to focus its field of 

action on a specific group of buyers or on a particular geographic market. 

Regarding the competitive strategy as a driver of managerial success, the manager 

focuses his action on a specific group of managers, teachers and students, a 

segment of the production and service line in a specific geographical market. 

In the same order of ideas we have the results for the indicator: tangible resources, 

where it was established that they are considered a fundamental part of the 

management because it allows to create institutional value. In this regard, [24] 

affirms that it is important to identify the tangible assets that the institution has in 

its favor for a better use that leads to their optimization. The results for the 

intangible resources indicator, meanwhile, show that the director takes into 

account the individual capacities of his work team, which allows to determine the 

goals of the institution based on its philosophy for competitiveness and ensure 

personal success and institutional. [24] Conceive them without physical support, 

because they are based on information and knowledge. 

 

Variable: Strategic planning 

The results of the analysis of the dimensions of the present variable are shown in 

Table 5. 

 

Table 4. Variable: Strategic planning, dimension results. 
Statistics Level Answer Af Prop. % 

Dimension: Factors that intervene in the strategic planning of human resources 

Arithmetic mean 4.4 Very High Completely agree 34 1 62 

Median 4.4 High Medium agree 11 0 20 

Mode 4.8 Moderate Neither agree nor disagree 8 0 15 

Standard deviation 0.5 Low Medium disagree 1 0 2 

  Very Low Completely disagree 0 0 0 
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Table 4. (Continued): Variable: Strategic planning, dimension results. 

 
 N° subjects 54 54  100 

Dimension: Processes of strategic planning of human resources 

Arithmetic mean 4.3 Very High Completely agree 30 1 55 

Median 4.4 High Medium agree 15 0 27 

Mode 4.3 Moderate Neither agree nor disagree 9 0 16 

Standard deviation 0.6 Low Medium disagree 2 0 3 

  Very Low Completely disagree 0 0 0 

 N° subjects 54 54  100 

 

Dimension: Factors that intervene in the strategic planning of human resources 

The data in Table 3 allow us to observe that the teachers state that they completely 

agree that the director at the University of La Guajira under study, knows the 

mission very well, therefore, identifies it as the reason for being of the institution, 

The situation that has allowed it, as has been demonstrated, guides the direction of 

the institution at all levels. These results, affirm the foundation of [25], to 

conceptualize the mission as the raison d'être of the organization, the goal that 

mobilizes energies and capacities, the basis for seeking a unity of purpose in order 

to develop a sense of belonging, therefore, it is the most important and significant 

contribution to society. It is clear then that at the University of La Guajira 

Extension Fonseca its members are clear about the mission and, therefore, guide 

the course and behavior at all levels of the institution. 

Continuing with the analysis, the vision factor, objectives as well as evaluation are 

identified, these are observed with a higher percentage of frequency among the 

population under study, coinciding with the completely agreed alternative, which 

shows a strength in the University under study, to have managers and teachers 

who visualize the institution as an integrated whole, involving the rest of the 

people who live in the institution, facilitating the control of the programs 

established for the respective adjustment. Likewise, there are external factors 

related to government laws and regulations and the diversity of the workforce, 

where the results show that managers in the decision-making process take into 

account legislation on equal employment opportunities, as well as employee 

rights. 

These results show correspondence with [1], when they refer that the government 

regulates and influences some aspects of human resource administration such as 

legislation on equal employment opportunities and human rights, directly 

influencing recruitment, selection, evaluation and promotion, affecting planning. 

Likewise, with [26] when it considers other aspects that influence the planning of 

human resources and are regulated by the government, such as: the orientation of 

the employee, career planning, training, development, employment of legal 

foreigners, the discrimination by sex, age, disability, benefits compensation 

regulations, worker safety laws, in aspects of collective bargaining, laws on 

privacy, among others. 

With these results, it is demonstrated that generally, the managerial staff and 

teachers in the University of Guajira Extension Fonseca, Colombia, handle every 
situation presented in the academic institutional environment, in this way they fulfil 
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their functions of creating, maintaining and promoting an environment of work 

that allows the full functioning of the whole institution. Similarly, there is a 

marked tendency to have a vision of the future as a strategic tool for planning 

human resources, which leads to progressive institutional development because 

nothing leads more to success than the establishment of both internal and external 

factors; that it is feasible and shared in a general way, pointing out the 

organizational commitment which implies a complex process of idiosyncratic 

aspects of the actors of the educational task such as: their scale of values, beliefs, 

culture, feelings, all of them psychological elements of being. 

 

Dimension: Processes of strategic planning of human resources 

In the indicator analysis of the situation or recognition of the environment, it was 

demonstrated that work meetings are held on a regular basis where the 

experiences of the work carried out by the directive-teacher binomial are 

expressed, which allows knowing the views on problems detected in managerial 

and teaching practice, being placed in the context of the institution. On the other 

hand, the results of the analysis indicator of the current offer of human resources, 

show that there is concern to obtain knowledge about uncertain events in the 

decision making process, which implies to involve all the personnel in activities 

of forecast of human resources for meet the objective of the institution. 

For the prognostic indicator of the demand for human resources, it was evidenced 

from the answers of the studied population that the management allows the 

teachers to present improvement action for the resolution of specific problems 

presented in the development of the programmatic contents and those of academic 

nature in the same sense and at the same time forecast future requirements to 

achieve competitive advantage. 

Finally, according to the results obtained for the indicator preparation of the 

action plans, it was justified that integration among teachers is facilitated to 

encourage them to get involved with the institution and remain in it, a situation 

that favors the positive relationship in the individual motivation towards 

organizational commitment by coordinating actions at the administrative level as 

managerial, without ignoring interpersonal relationships. These appraisals of the 

studied population make it possible to assert that they correspond with [27] by 

stating that the analysis of the situation or recognition of the environment is 

generated from the verbal expression of implicit knowledge, that is, the empirical 

practice of what is done daily in the work performed. 

On the other hand, they sustain that in the preparation of the action plans, the 

relationship between the employee and the organization is established, which 

favors a greater interest in remaining in it, at the same time, it favors a positive 

relationship in the individual motivation and a negative correlation with the desire 

to leave the company, for which reason it has been considered as a good indicator 

to avoid staff turnover. These results mean for the University of La Guajira 

analyzed higher education institution, the development of knowledge programs 

and projects, through the preparation of action plans, which evidently allows to 
exercise effective control of the quality of education through an evaluation process. 
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Additionally, they define the institutional values and the way in which the 

institution disseminates them, and makes them part of the internal culture. 

 

Table 4 shows the degree of relationship between organizational values and 

strategic planning of human resources at the University of La Guajira Extension 

Fonseca. 

 

Table 4. Degree of relationship between organizational values associated with 

managerial success and strategic planning of human resources. 

 
Rho de Spearman 

Valores Organizacionales 
Coeficiente de correlación 

Sig. (bilateral)  
N  

1.000 
 

54 

.802** 

.000 
54 

Planificación estratégica de 

recursos humanos 
Coeficiente de correlación 
Sig. (bilateral) 
N  

.802** 

.000 
54 

1.000 
 

54 
**La correlación es significativa al nivel 0.01 (bilateral) 

 

The Spearman correlation test showed a value of 0.802 at a significance level of 

0.01, indicating a highly positive and significant relation of the variable 

Organizational Values on the Strategic Planning of Human Resources, for which 

it is inferred that according to the scores obtained by the subjects studied in the 

application of the instrument, the coefficient assumes a high positive value. The 

findings highlight that the organizational values associated with managerial 

success focused on the strategic planning of human resources, can contribute as 

driving elements of managerial success in Moral-Ethical values, of competence, 

personal, ethical-social, together with competitive strategies among the different 

factors internal as well as external to the organization.  
 

Conclusions 
 

In summary, it is concluded that there is a significant high correlation between 

organizational values associated with managerial success and strategic planning of 

human resources. It is important to point out that this correlation makes it possible 

to establish conditions to promote the commitment of managers and teachers of 

University of La Guajira Extension Fonseca Colombia. To do this, it is necessary 

to be aware of the organizational values that impact on the planning of human 

resources, provided they are aimed at achieving change and generating in 

employees the feeling that they are owners of the University and the activities 

they carry out to increase the competitive advantages. 
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