Hemozpadpisi, ekoHOMika npayi, couiaribHa eKOHOMiIKa i nosiimuka

UDC 352.075 DOI: 10.26906/EiR.2023.4(91).3213
JEL O15

THE THEORETICAL BASIS OF EFFECTIVE USE
OF HUMAN RESOURCES IN POST-INDUSTRIAL SOCIETY

Konul Aghayeva*, Ph.D., Associate Professor
Azerbaijan University of Architecture and Construction;
Azerbaijan State Economic University
Uzeyir Mehrali**, Master Student
Azerbaijan State Economic University

* ORCID 0000-0002-7455-073X

© Konul Aghayeva, 2023
© Uzeyir Mehrali, 2023

Cmamms ompumana pedaxyicio 28.11.2023 p.
The article was received by editorial board on 28.11.2023

Introduction. Human resources and the creative potential embodied in them have always been the focus of
philosophers, economists and sociologists. With the transition of mankind to the post-industrial stage of deve-
lopment, the role of human resources in the socio-economic and spiritual development of society has increased
dramatically [1]. Man's consciousness, his intellect, has become the source of the development of the economy
and society as a whole. At present, human capital is included in the list of strategic resources in developed
countries. In the modern world, the main struggle is not on the product, but on gaining intelligence and in-
creasing access to it [2]. Historical experience shows that it is the countries with exemplary education, science,
technology, health, culture and spirituality that are becoming leaders in socio-economic development [3].

The main features that characterize a post-industrial society are the decrease in the role of material factors in social
development, and the increase in the role of information and knowledge as the main resource. Due to the transition to
a post-industrial society, serious transformations are observed in all spheres of public life, and the role of intellectual
factors and intangible production is significantly increasing. In the course of these transformation processes, the essence
of the concepts of resource and capital itself is significantly enriched, they acquire new shades of meaning and content
[4]. At the same time, the transformation of the person who is the bearer of information and knowledge and the human
resource as a whole into the main productive force has led to a change in the management paradigm [5].

For the above reasons, the study of the nature of human resources and human capital, the characteristics of
the formation of structural elements and management on the basis of adequate methodologies. The study is of
particular relevance. The relevance, theoretical and practical significance of the topic, as well as its insufficient
involvement and study in scientific research in our country, requires, first of all, the development of theoretical
and philosophical conceptual foundations of human resource management. It is this necessity that determined
the choice of research topic [6].

Analysis of recent research and publications. Local and foreign literature was used as a source base
in the study of use of human resources in post-industrial society. Dissertations, scientific articles (in Azer-
baijani and English) and Internet resources were used in the research rather than literature sources. Among
researchers with scientific articles on a topic close to the topic of human resources — Bagirli L.B., Kassio F.U.,
Bayramov A., Macidbayli R., Thompson A., Rodriguez B., Smith C. can be shown.

Objectives of the article. The article takes a qualitative approach, thoroughly examining various aspects of
human resources, such as personality traits, individual-psychological qualities, team dynamics, the sociologi-
cal and socio-economic environment, and the broader societal context. Additionally, it incorporates a literature
review method, citing various works to strengthen its arguments and provide a broader discussion context.
Furthermore, the article uses descriptive analysis to explain the role of human resources in labor processes
and collective activities. It emphasizes the importance of shaping and training human resources, improving

200 # 26 Economics and Region Ne 4 (91) — 2023 — Yuri Kondratyuk National University




Demography, labor economy, social economy and politics

professionalism, making informed selections from the workforce, and determining the optimal suitability of
each resource for the team's strategic activities. The article also employs comparative analysis to underscore
the consequences of neglecting these criteria and characteristics in human resource management.

The main material of the study. The role of human resources as a resource that is always important in the
use and management of each of the economic resources is important in terms of economic development and the
development of society. In order to systematize human resources and use them effectively, it is first necessary
to study the characteristics and problems of these resources. Thus, human resources include:

— level of personality,

— individual-psychological qualities,

— the socio-psychological level of the team where these resources are concentrated,

— the state of the sociological and socio-economic environment,

— represents the level of society as a whole and its subsystems.

Every person in society acts as an object of development, and the main task of the state and society in this
area is to ensure that each individual acts according to his personal qualities, abilities and abilities [7]. At the
root of the concept of "human factor", along with the skills and abilities of the person, his moral qualities,
intellectual level, lifestyle in real life, career motivation, ability to work in a team, etc. stands. The role of the
"human factor" and human resources in labor processes and collective activity in the first place in the complex
period of modern complexity manifests itself in the implementation of its functions [8]. From this point of
view, it is important to form and train human resources, increase their professionalism, make the right choice
from able-bodied people, and determine the optimal suitability of each resource object, ie the individual for the
strategic activities facing the team. However, failure to take into account these criteria and characteristics, the
failure to maintain priorities in these processes has a negative impact on the productive and effective activities
of companies and enterprises, creates difficulties in fulfilling the strategic tasks facing the team [9]. In this
regard, taking into account the criteria for selecting human resources-managers, staff members required for the
formation of staff of each team, enterprise and organization and the features of regulating their use based on
individual and professional qualities, forecasting and planning real needs of employees, labor [9].

Analysis of real demand and supply in the market, organization of recruitment processes and ensuring their selec-
tion, increasing the efficiency of work performed by personnel, improving the organizational principles and quality
of employees in the enterprise as a whole are necessary conditions. Denial of these criteria, as mentioned earlier,
can lead to serious problems in the operation of the enterprise. Researcher N. Shevchenko states that as social-labor
relations develop in the process of activity and regulation of the labor market, each able-bodied person has an envi-
ronment to realize his potential, in which case the individual can show his resource potential, resulting in "human
factor" and "human resource" [10]. ”Criteria are provided for realistic assessment of the criteria in the labor market,
and the selection and formation of human resources takes place on the basis of this resource potential. In this case,
human resources demonstrate the features that play the role of "decisive force — the core" in the implementation of
the tasks facing the team. In improving the quality of human resource formation, it is important to pay close attention
to the specific characteristics of the determinants that determine the organization of these processes. The main de-
terminants are the demand for highly trained staff, the existence of a set of criteria for each staff member, the greater
responsibility for the complex tasks facing the team, and the seriousness of the team's predicted strategic goals.

Each of these factors requires a strong selective approach to the elements of the quality of human resources.
Researcher V. Suvorova considered it important to study the features of regulating the use of human resources
in order to overcome these problems, as well as the formation of quality elements of these resources and the
application of a comprehensive management model for these resources. In such a complex approach, the fac-
tors of any organization, such as "human resources", "labor potential", "intellectual potential”, "human capital"
and "human potential", are characterized by the "human resources" factor, which is characterized by quality
and criteria. The relevance of each of these factors should be analyzed, the results obtained should be system-
atized, and finally, the selection of a resource-human resource that meets the criteria of the staff defined by the
team should be carried out. In this sense, the concept of "human resource" has system-specific components in
terms of characteristics, in other words, human resources have the ability to combine the qualities of human
economic resources, as well as to ensure the effective development of any economic system. In these process-
es, households, which are widespread in our country as an economic system and are active in the formation of
gross national product, various types of organizations and institutions, regardless of ownership, local and mu-
nicipal institutions, regional and national organizations, regions and countries themselves, etc. can be viewed.
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Researcher O. Kiselyova considered it important to pay special attention to the systemic quality features
of the "human resources" factor in the process of studying the structure and quality of the labor market in a
market economy. In addition, the education and professional development of each employee are important in
ensuring the quality of the formation and development of human resources. Despite the contradictions about
the lack of direct self-justification of capital directed to human resources, for us, human resource expenditures
have the ability to justify itself at some stage, capital invested in the development of the economy and society,
formed and moving economic resource-determinant. According to a study by a group of Russian scientists, in-
vestments in human capital can meet the demand for highly trained workers in the labor market and reduce the
deficit in this area. These problems are quite relevant for our country. Despite the fact that every year hundreds
of young Azerbaijanis go to study in different countries around the world for bachelor's and master's degrees,
a small number of them return to our country to work after graduation. Therefore, measures should be taken to
regulate the various mechanisms currently being implemented by the state for the training of highly educated
and intellectually trained human resources, to study the specifics of this area, to systematize the problems and
to develop regulatory mechanisms in line with modern requirements [10].

It is true that the Ministry of Education of the Republic of Azerbaijan regulates the organization of personnel
training processes abroad at the expense of the state, as well as the State Oil Company of the Republic of Azer-
baijan, but provided that these processes are further improved and systematized draws attention to the need for
regulation. On the other hand, there is a need to apply management mechanisms that allow more efficient use
of human resources in our country, taking into account the analysis of human resource flows and the specifics
of their management processes, studying the problems in this area. Researcher A. Balashov and others note that
every detail of the formation and use of human resources, which is important for the development of the national
economy and society, needs to be seriously studied. If this is not followed, difficulties in studying the organiza-
tion's adequate human resource needs are inevitable. In fact, government agencies need to maintain a number
of criteria and characteristics when selecting such staff. First of all, it is the loyalty of human resources to the
state, protection of laws, respect for the rights of every person and within the law, high level of professionalism
of civil servants, adequacy of knowledge and skills, compliance with ethical conduct, etc. it is necessary to take
into account the characteristics of the criteria. In addition, serious attention should be paid to issues related to the
characteristics of the country's labor market, as well as specific problems of labor market regulation [11]. Thus,
the processes taking place in the labor market, socio-economic relations, organizational measures related to labor
activity are of great importance in raising the level of professionalism of human resources [12]. On the other hand,
it can be noted that the labor market also reflects the feature of a prepared "reserve resource bridge" of human
resources. In the labor market, in the processes of real production, services and other activities, each person's own
skills and qualities, their specific characteristics are revealed, the process of improving the quality of individual
work and personnel is underway. conditions are created for the recruitment of motivated personnel. In this area,
S. Shapiro, an expert on the formation of human resources, their efficient use and regulation of optimal manage-
ment mechanisms according to the characteristics of resources, believes that it is expedient to prefer the American
model when modeling world experience in human resource management in the post-Soviet space. The essence of
the American model of human resource management is the development of initiative, ensuring the creative activ-
ity of employees and the abundance of opportunities for free enterprise. For comparison, the main criteria of the
Japanese model are the formation of the corporate environment, ensuring the health of the socio-psychological
climate in the team. Considering the specifics of improving and regulating the use of human resources, as well as
the current problems of efficient use of these resources, the main features and motivations of the American model
for regulating the use of human resources are collective decision-making, collective responsibility, non-standard
and optimal management [13]. Informal organization of control, collective control, poor evaluation of employee
performance, promotion as a key indicator of the manager's ability to coordinate the control system, group ori-
entation of management, assessment of the level of management on collective results, informal personalization
of management with its employees Presence of relations, age, promotion of seniority and length of service in
promotion, seniority of the group and, finally, long-term employment of the manager in the firm [14]. According
to the Japanese model, the main criteria and motivations for regulating the use of human resources, taking into
account its characteristics and problems are the individual nature of employee decisions, individual responsibil-
ity, strict formality of management structure, accuracy of control procedures, individual control of the manager,
quick assessment and acceleration of promotion, professionalism of the main quality of the leader, orientation of
management on individual individuals, on individual indicators management evaluation, formalization of rela-
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tions between management and employees, conditioning of business career with personal indicators, training of
manager on limited specialization, payment of salary on individual results, short-term recruitment principles, etc.
belong to. At the root of private attitudes and characteristics to the use of human resources in Japan is, first of all,
increasing the productivity of the enterprise. Japanese expert H. Yoshihara was able to summarize a number of
features in the process of regulating the use of human resources, including ensuring mutual trust and guaranteeing
employment, protection of corporate values and transparency, organization of management based on objective
information, formation of quality management, permanent presence of the manager. Adherence to the principle
of cleanliness and discipline, etc. included. It should be noted that the world experience in taking into account the
specifics of the mechanisms for regulating the use of human resources, for example, as we have seen above, the
direct transfer of the American or Japanese model to any country is not acceptable. Consideration of the problems
in this area and studying and taking into account the features of the use of human resources for different purposes,
identifying appropriate regulatory mechanisms for them are important conditions:

— First of all, the peculiarities of regulating the use of human resources in relation to administrative purpos-
es should be studied, in connection with which the peculiarities of salary, promotion or demotion, re-employ-
ment and dismissal should be investigated;

— In order to assess the quality of management activities, many aspects of human resource use — the level of
implementation of management tasks, resource allocation and activity planning, staff training and motivation,
the level of cooperation between management and employees, etc. related features should be analyzed;

— Features of informing employees about the compliance of employees with the indicators that meet the
requirements of the organization, mainly related to increasing the motivation of employees;

— Features related to ensuring the development of employees are formed from the processes of increasing
the effectiveness of staff activities, in which case more attention is paid to the features of stimulating the future
development of the employee, the formation of perspectives, individual qualities of the employee are taken
into account and evaluated;

— Features of the regulation of the use of human resources in connection with the improvement of personnel
management processes are formed mainly by the nature of methods of control over the work of personnel. In
this case, due to the problems that arise, change the work process, simplify work, change the organization of
labor, change the norm of production, organize employee education or retraining, develop new programs to in-
crease employee motivation, transfer employees who cannot cope with their duties, or regulatory mechanisms,
such as dismissal and hiring of new employees, are implemented, applied, etc.

Conclusions. As a result of the research, the following conclusions and provisions, suggestions and recom-
mendations are presented to the scientific community:

1. Knowledge and information have become the main resource of society. Unlike the traditional production
process, modern production is a specific "combination" of production and consumption. When knowledge and
information are used productively, they do not run out, on the contrary, they increase in quality and improve.
In any case, their volume, role and value increase compared to the situation at the beginning of the production
chain. One of the main indicators of capital is the self-growth of capital. This allows them to be characterized
not only as factors of production, but also as capital.

2. The creative nature of labor activity, the complexity of the problems encountered and the increase in their
diversity have necessitated a change in the management paradigm. It is no longer possible to manage creative ac-
tivity and creative people with traditional management methods, it is necessary to find new management tools that
increase its creative potential and stimulate creative activity. The study identified two important areas of such man-
agement — human resource management and knowledge management. The study concluded that labor is one of the
most important potential areas of self-government. With the emergence of the concept of intellectual capital, there is
a serious need to manage human resources on a new basis. Management of intellectual resources should be aimed at
developing the intellectual potential of staff and stimulating the creative activity of the employee. Such management
allows to reveal the intellectual and creative potential of the employee and use it effectively [15].

Knowledge management has been shown to be another important area of intellectual resource management.
In the modern world, the main factor that provides a competitive advantage is not quality, but innovation.
The study concludes that knowledge management is one of the key management tools to ensure continuous
innovation. In the process of knowledge management, the knowledge spiral, which ensures the transformation
of secret knowledge into obvious knowledge and vice versa, allows to achieve continuous innovation. One
of the main functions of managers should be to ensure the effective operation of the knowledge spiral. At the
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same time, the correct organization of cognitive activity and the ability to learn faster than their competitors
are considered to be the main means of ensuring a lasting competitive advantage. It is shown that cognitive
activity can occur in a particular organization depending on the circumstances and decisions. There is evidence
that there is a significant difference between information and knowledge. There are explicit and implicit types
of knowledge. It is argued that obscure knowledge plays an important role in innovation [16].

3. The person is accepted as an object of investment. The main purpose of investing in human beings is to
increase human productivity by expanding knowledge and skills, acquiring information and cultural values,
prolonging working age, protecting against diseases and protecting the environment [17]. It is these ideas that
form the basis of the idea of productive consumption.

Fundamental and applied scientific research is also related to intellectual investment. Expenditures on re-
search and development are valued as an investment. In this case, the concept of investment covers all current
expenses that increase income and the ability to create a product. Intellectual investments include staff training
and retraining, research costs, as well as the cost of obtaining patents and licenses, ie investments in human
and institutional capital.
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The article meticulously dissects the multifaceted landscape of regulating human resources, recognizing them
as the linchpin of economic development. At the core of this exploration lies a profound acknowledgment of the
"human factor" and its overarching influence on labor processes and collective activities. In the intricate tapestry of
modern complexities, the stability of companies hinges on the effective management of human resources, perme-
ating diverse realms such as asset management, organizational structures, and the seamless operation of high-tech
equipment. Furthermore, the article underscores the integral role of human resources in executing multifaceted
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functions across production, services, and management within contemporary corporate environments. A significant
facet of the discourse revolves around the formulation and cultivation of human resources. The narrative unfurls the
intricate process of nurturing and enhancing the professional acumen of individuals, delving into the mechanisms
that elevate their skill sets and contribute to their continuous growth. The article intricately navigates the labyrinth of
challenges and considerations inherent in the strategic selection of able-bodied individuals, scrutinizing the nuanced
decisions involved in building a workforce that aligns with the dynamic demands of the modern business landscape.
Within this expansive exploration, the article sheds light on the crucial dimensions of workforce development. It
peels back the layers of complexity surrounding the training and education of human resources, offering a nuanced
understanding of the strategies employed to raise their professional levels. The discourse extends beyond mere skill
acquisition, delving into the intricacies of creating an environment conducive to ongoing learning and adaptation, a
critical aspect in a world marked by rapid technological advancements and evolving industry landscapes. In essence,
the article serves as a comprehensive guide through the labyrinth of managing human resources, offering valuable
insights into the delicate balance required for the harmonious functioning of contemporary organizations. From the
strategic considerations of asset management to the meticulous process of selecting and cultivating skilled individ-
uals, the narrative encapsulates the dynamic interplay between human capital and the complex machinery of eco-
nomic development. As a scholarly exploration, it not only contributes to the theoretical understanding of workforce
dynamics but also provides practical implications for organizations seeking to navigate the challenges and harness
the potential of their most vital resource — human capital.
Key words: human resources, labor market, education system, human resource management, labor potential.
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Konyn AraeBa, Ph.D., pounent, AsepOaiimkaHChKHI yHIBEpCHTET apXiTeKTypu Ta OyHiBHHITBA,
AsepOall[UKaHCbKUH Iep)KaBHUH EKOHOMIUHMH yHiBepcuTeT. Y3eip Mexpadi, Mmarictp, A3sepOaiKaHCBKUN
JepKaBHUI eKOHOMiIuHKi yHiBepcuTeT. TeopeTH4Hi 0cHOBH e()eKTHBHOI0 BUKOPUCTAHHS JIOICHKUX pecypciB
Y NOCTIHAYCTPiaJbHOMY CyCHiIBCTBI.

Crarts perenbHO po30upae OaratorpaHHui TaHAMA(T PEryTOBaHHS JTIOICHKUX PECYPCiB, BU3HAIOUH IX CTPHXK-
HEI0 €KOHOMIYHOTO PO3BUTKY. B OCHOBI IbOTO OCHIIKEHHS JICKUTh IMMOOKE BU3HAHHS «JTIOICHKOTO (hakTopy» Ta
HOT0 BCEOCSHKHOTO BILUIMBY HA TPYAOBI MPOLECH Ta KOJEKTUBHY JisUIbHICTb. Y 3aIlIyTaHOMY rOOENEHI Cy4acHUX
CKJIQJTHOII[IB CTA0IBHICTh KOMITaHIH 3aJIe)KUTh Bil €hEKTUBHOTO YIIPABIIHHS JIFOJICEKUMHU PECYPCaMHU, M0 TPOHU3YE
pi3Hi cepu, Taki SIK ynpapIiHHS aKTHBaMH, OpraHizaliifHi CTPYKTypH Ta Oe3nepebiliHe GyHKIIOHYBaHHS BHCOKO-
TEXHOJIOTiYHOro obnagHanHs. Kpim Toro, y cTarTi migKpeciIloeThesl HEeBi €MHA POJIb JIIOACBKHX PECYPCIB y BUKO-
HaHHI 0araTorpaHHux QyHKIIHA y BAPOOHUIITBI, OCIYrax Ta yIpaBliHHi B Cy4aCHOMY KOPIIOPaTUBHOMY CEPEelOBH-
11i. 3HaYHUH acTIeKT JUCKYpPCy 00epTaEeThesi HABKOJIO (hOPMYITIOBAHHS Ta PO3BUTKY JIIOACHKUX pecypciB. Po3mnosinp
PO3ropTae CKIaJHMI MpoLec BUXOBAHHS Ta BAOCKOHAJICHHS MPOQeciiiHOl KMITIMBOCTI JIIONeH, 3arMHOII0I0UHCh Y
MEXaHi3Mu, SIKi MiABULIYIOTH iXHI HABMYKU Ta CHOPHSIOTH X NOCTIHOMY 3pocTanHio. CTaTTs 3allyTaHo OPiEHTY-
€Tbesl B JIAOIPUHTI BUKJIMKIB 1 MipKyBaHb, OB SI3aHHX 13 CTpaTEridHUM BiIOOPOM MHpale3daTHHX 0ci0, peTenbHoO
JOCTIPKYIOUM HIOAHCH PillleHb, TIOB’SI3aHUX 31 CTBOPEHHSAM pOOOUOi CHIIHM, SIKA BiINOBIAAE TMHAMIYHAM BHMOTaM
cydacHoro OizHec-naHmmadTy. ¥ paMkax 1b0ro OOMHUPHOrO AOCTIIKEHHS CTATTS MPOJIMBAE CBITIO HA BUPIIIAIbHI
acIeKTH PO3BUTKY poOodoi cuin. BiH 3HIMaE mapu CKIaJHOCTI, 10 OTOUYIOTh HABYaHHS Ta OCBITY JIIOJICBKHX pe-
CypCciB, IPOIIOHYIOYM TOHKE PO3YMIHHS CTPaTeriid, SIKi BAKOPUCTOBYIOTHCS JUISl ITiIBUILICHHS IXHBOTO MTPOdeciitHOro
piBHsL. [lMCKypC BUXOOUTD 38 paMKH IIPOCTOTO HAOYTTSl HABUYOK, 3arTHOIIOI0YUCH Y TOHKOLII CTBOPEHHS CEPENI0BH-
13, CIPUSATIHBOTO [t HOCTIfHOrO HaBYaHHS Ta aJaNTalii, KPUTHIHOTO acIIeKTy y CBIiTi, O3HAYEHOMY LIBUIKHM
TEXHOJIOTTYHUM TIPOTPECOM Ta EBOJIOLIEI0 Tany3eBuX Janamadtis. 1o cyT1 CTaTTA CIIYrye BUYCPIIHUM MyTiBHH-
KOM uepe3 JadipuHT ynpaBmHH;I TOZICEKHMH PECYPCAMH, HPONOHYI0UH LiHHY 1H(1)opMauuo 1po TOHKHWI OanaHc,
HEOOXIIHUHN 1JIsi TApMOHIHHOTO (QDYHKIIOHYBaHHS Cy4acHUX opraHizamii. Big CTpaTerquHx MlpKyBaHb yIIpaBJIiHHSA
AKTHBAMH JI0 PETEIHHOIO HPOLECy Bl/:[6opy Ta BUXOBAaHHS KBam(blKOBaHHx JIIOZIeH, PO3MOBIIb MICTUTH y 001 ANHA-
Mquy B32EMOIII0 MIXK JIFOICBKUM KaIliTaloM 1 CKJIaJHUM MEXaHi3MOM €KOHOMIYHOTO PO3BUTKY. Bymyun HayKOBHM
JOCTIPKEHHSIM, BOHO HE JIMIIE CIPHUSIE TEOPETHIHOMY PO3YMIHHIO AMHAMIiKK poO0d0i CHIH, aje i Jae MpaKTHYHI
HACJIIIKH JJIs1 OpraHizawiif, SKi MparHyTh J0OJaTH BUKIMKN Ta BAKOPUCTOBYBATH TOTEHIIIANl CBOTO HAMBaXXJIMBIILIOTO
pecypey — JIHOJCHKOTO KamiTay.

KumouoBi cioBa: monceki pecypcu, pHHOK Ipaili, CHCTEMa OCBITH, YNPAaBIiHHS JIIOACHKUMHU PECYpCaMH,
TPYAOBHUI TOTEHIIIAI.
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