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Natico

Insan resurslar1 modasmin miirokkob dinamikasmi acaraq, bu kosf on miia-
sir togkilati idareetmonin ¢oxsaxoli xarakterini isiqlandirdi. klassik vo gabaqcil HR
gargivalori vasitasilo soyahat, strateji insan resurslaria nozarotin togkilatlarin
nailiyyet trayektoriyasinin formalasmasinda oynadigi osas rolu vurgulayir. Siirotlo
inkisaf edon miiassiso monzorasinin miirokkobliklorini arasdirdigca, HR modells-
rini genis togkilati arzularla uygunlasdirmagin shomiyyati siibhasiz aydinlagacagq.
Harvard versiyasinin situasiya elementlorino, maraql toroflorin ayloncalorine vo
strateji ardicilliga vurgu edilmosi bizo xatirladir ki, HR tocriibalori ayri-ayriligda
moveud ola bilmaz; onlar ¢evik, hassas olmali vo togkilatlarin foaliyyot gostordiyi
doqiq konteksto uygunlagdirilmalidirlar. Migigan modelino macora daxili uygun-
lagsma ticiin kritik ehtiyact vurgulayir - HR tocriibalorinin daha genis toskilati
struktur, texnologiya vo is¢i heyati ilo harmonik inteqrasiyasi. Bu daxili niians
hamiga nazari bir montaj deyil; alternativ vo geyri-miioyyanlik soraitinds inkisaf
etmok ticiin axtarisda olan bizneslor {iglin bu, millor {iglin real vacib sortdir. Bu
anlayislart sintez edarkon, giiclii HR modellorinin nozari asaslar kegmosi digqgati
colb edir. Onlar qruplarn koémoyi ilo edilon strateji seg¢imlords, personal vo
miidirlor arasinda giindolik qarsiligh olagodo vo is yerini miioyyon edon genis
subkulturada yer alir. HR modellorindo davamli inkisaf vo innovasiya ehtiyact
har seydon {istiindiir. Bu toklif cari HR modellorini giliclondirmok, onlarin dinamik
miiossiso miihitlori ilo uygunlagdirilmasini tomin etmok vo yiiksok saviyyali insan
kapitalinin idars edilmosini togviq etmak {igiin strateji layiholori tosvir etmok mog-
sodi dastyrr. HRM modullarimin aragdirilmasi, HRM modellorinin miirokkobliyi
vo niianslart haqqinda anlayislar togdim etmok, toskilatlara HRM tocriibalorini
tokmillogdirmok vo bugiinkii dinamik biznes miihitindo davamli rogabat {istiin-
liikklorine nail olmagq tigiin praktiki noticalor taqdim etmokdir.

Agar sozlor: HR modellori, insan resurslarinin idars edilmosi, togkilati dav-
ranis, istedadin idars edilmasi, strateji HR, klassik HR.

Miiasir qruplarin dinamik menzoroesindo Insan resurslari (HR) rohbarliyi
daim inkisaf edon miiossiso monzarasinin miirokkobliklorini idars etmokdo mii-
hiim mdvge tutur. Bu todqiqatlara giris, HR tocriibolorinin basa diistilmasi vo
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optimallasdirilmasinin vacib ohomiyyatini isiglandirmaga, onlarin korporasiyanin
timumi funksionalligina vo uguruna dorin tosirini vurgulamaga galisir.

1.1 Kontekstual fon: HR-nin anonovi funksiyasi toskilati miikommalliyo
nail olmaq iigiin strateji yoldas olmagq ticiin sadoco inzibati imkanlar1 agdi. Qlo-
ballagma, texnoloji tokmillogdirmolar vo kadr gozlontilorinin dayismesi ilo HR
miitoxassislorinin lizlogdiyi problemlor vo imkanlar eksponent olaraq siirotlondi.
Bu, sirkotlorin insan kapitalindan istifado etmok vo maksimum dorocads artirmaq
tiglin istifads etdiklori miixtolif modalara diqget yetirarak, HR nozaratinin asasini
aragdirmaq ambisiyalarini dyranir.

1.2 Imtahanin mogsadi: Qruplar ¢evik va uygunlasmaq ii¢iin hoyati vacib
masalolorlo miibarizo apardiqca, HR modellarinin se¢imi vo giiclii totbiqi strateji
imperativlora ¢evrilir. Bu arasdirmanin motivi HR modellarinin har kaso uygun
hallor olmadigini gobul etmokdir; onlar togkilati istoklors, sonaye dinamikasina vo
iscilor komandasinin spesifik xiisusiyyotlorino uygunlagdirmaq iigiin ehtiyatla
hazirlanmahdirlar.

Insan Resurslarmm Idaro Edilmesi Modellorinin Tadqiqi: Hortorofli icmal.
(2023). Journal of Organizational Studies, 15(3), 45-68. Klassik vo cari HR
cargivalorini hortorafli tadqiq etmoklo, bu todqgigat HR praktiklorini vo toskilati
liderlori davamli ugur iiciin bilikli gorarlar gobul etmokds idars eds bilacok
anlayislar tapmaga ¢alisir.

Tadqgiqatin moagsadi: Bu tadqiqatlarin osas mogsadi HR modalarinin hor-
torofli yoxlanilmasi, onlarin tokamiilii, totbiqi vo effektivliyine is1q salmaqdir.
Konkret moagsadlori ohato edir: klassik vo milasir HR modalarimi miioyysn etmok
vo tosnif etmokdir. Real diinya toskilati kontekstlorindo bu modalarin praktiki
naticalarini va tosirlorini tohlil etmok bura aiddir.

Sirkatlorin HR tocriibalorini idara etmayi 6hdolorine gotiirdiiklori bir nego
Insan resurlar1 (HR) modasi var. bu doblor insan kapitalinin miixtolif elementlorini
idaro etmok vo optimallagdirmaq tigiin ¢orgivalor toqdim edir. Burada bir nego
6namli HR modeli var.

Harvard modeli: Michael Beer torsfindon inkisaf etdirilon bu versiya is-
ciloro togkilati secim zamani nazoro alinmali olan mosguliyyatlori olan maraql
toraflor kimi baxir. Komponentlors situasiya amillori, maraql torsflorin hobbilori,
HR ohato dairosi segimlori vo noticolor daxildir. Isci vo toskilati mogsadlor
arasinda sabitliyin slde edilmasinin shomiyyatini vurgulayir.

Migigan modeli: uygun versiya kimi do adlandirilan bu, Migiqan Universi-
tetinin todqiqatgilart vasitasilo tokmillogir. HR tocriibalori vo togkilatin miixtolif
olavalari, o climlodon forma, dovr va iscilor arasinda daxili uygunlasmanin hayata
kegirilmasinds ixtisaslasmisdir. HR nozaratindo ardicilligin vo daxili saglamhigin
ohomiyyatini vurgulayir. HRM-nin qonaq versiyasi: Bu versiya HR tocriibolorinin
kommersiya miiossisosi strategiyasi ilo inteqrasiyasii vurgulayir. 4 osas kom-
ponent HR noticolorini, davranislarini, imumi performansimi vo maliyyo tosir-
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lorini shats edir. HR nozarotinds ¢eviklik vo gevikliys ehtiyaci vurgulayir. Ulrich-
in HR versiyasi: Dave Ulrich torofindon hazirlanmis bu versiya HR miitoxos-
sislorinin rollar1 vo mosuliyyotlori {izro ixtisaslagmisdir. Warwick versiyast:
Warwick kollecindo hazirlanmig bu versiya HRM-nin 3 perspektivini miioyyon
edir. Strateji, struktur yoniimlii vo analitik niianslar geyd edilir. HR tocriibolarinin
dinamik xarakterini vo konar amillora cavab olaraq ceviklik istoyini vurgulayir.
HR-nin normal togkilati yanasma ilo strateji inteqrasiyasini vurgulayir. 7S ver-
styast: McKinsey & Enterprise torafindon inkisaf etdirilon bu model toskilati ef-
fektivlik iiciin vacib olan yeddi amildon ibaratdir: yanasma, forma, sistemlor,
ortaq dayarlar, imkanlar, {islub va is¢ilorin torkibi. Artiq tamamilo HR modeli ol-
masa da, toskilatin timumi performansi tigiin bu amillorin garsiligh asiliigmi vo
uygunlasdiriimasmi vurgulayr. Smith, J., & Johnson, A. (2023). Insan Resursla-
rinmn Idara Edilmosi Modellorinin Tadgiqi: Hortorofli icmal. Journal of Organi-
zational Studies, 15(3), 45-68. Bu modellor qruplara 6z HR tocriibalorini daha
genis toskilati arzularla neco strukturlasdirmaq vo uygunlasdirmaq barado
idaroetmoni toklif edir. toskilati kontekstdon, miiossisodon vo strateji mogsod-
lordon asili olaraq, toskilatlar olavo olaraq bu modellori 6z xiisusi ehtiyaclarin for-
malasdirmagq ticiin hoyata kecirmayi vo ya uygunlasdirmagi seco bilor. Azorbay-
canda totbiq edilon xiisusi Insan Resurslar1 (HR) modellori toskilati imkanlara,
miiossisonin dinamikasina vo madoni elementlora asaslanaraq miixtolif ola bilso
do, 6lkado genis yayilmis HR praktikalart mévcuddur. Strateji HR menecmenti:
Azorbaycanda bir ¢ox agentliklor toskilat arzularma c¢atmaqda HR-nin strateji
movgeyini vurgulayaraq, 6z HR tacriibalorini normal miisssiss metoduna uygun-
lasdirir. HR miitoxassislori insan kapitali tisullarinin korporasiyanin daha genis
magsadlorine uygun olmasini tomin etmok {iglin yiiksok soviyyali idarsetmso ilo
diqqotls isloyo bilorlor. Umumi performansa nozarat: Performansa nozarot sistem-
lori adoton tomiz goézlontilori miioyyon etmok, miintozom roy bildirmok vo isci-
lorin tohfalorini yoxlamagq tigiin totbiq edilir. soffafligin vo toskilatin istokloring
uygunlugun tomin edilmasi liglin magsadlor vo Osas effektlor (OKR) va ya oxsar
metodologiyalar hayata kegirilo bilor. Faydali insan resurslarinin idars edilmasinin
daim inkisaf edon monzorssi daxilinde HR modellorindo davamli inkisaf vo
innovasiya ehtiyaci har seydon istiindiir. Bu toklif cari HR modellorini giiclon-
dirmak, onlarin dinamik miiassiso miihitlori ilo uygunlasdirilmasini tomin etmok
va yiiksak soviyyali insan kapitalinin idars edilmasini tosviq etmok ticiin strateji
layihalori tosvir etmok mogsadi dastyir.

1. Inteqrasiya dévrii:Qabaqeil analitika, sintetik intellekt vo avtomatlas-
dirma vasitalorinin gobulu iso gobul, performansa nozarat vo kadrlarin hazirlan-
masi planlari ilo yanasi proseslori asanlasdira bilor. Bu, daha sado se¢im etmonin
diizgilinlitylinii tokmillogdirmaso do, HR miitoxassislorine bacariglarin idars edil-
mosinin daha strateji aspektlorini dork etmoyo imkan verir.
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2. Isci morkozli metod: Daha yiiksok isci morkozli model istiqamotindo
doyisiklik on yiiksok bacariglari colb edon vo saxlayan bir is yerinin inkisafi ti¢iin
vacibdir. fordilogdirilmis tokmillogdirmo planlarinin, diizgiin totbiq olunan totbig-
lorin vo ¢evik igo hazirliglarin totbiqi isgilorin daha yaxst momnuniyyoti vo
nisanlanmasina t6hfs vers bilor. Bu texnika fordi iscilorin unikal ehtiyaclarini qo-
bul edir va g6zal toskilatgiliq ononasini tablig edir.

3. Cevik timumi performansa nazarot: ©Ononavi performansa nozarot struk-
turlar1 alava ¢evik vo dayanmadan oks alago tisullar1 verir. Bu, miintozom testlor,
mogsad toyin etmok vo faktiki vaxt performans yoxlamalarmi ohato edir. illik
tonqidlordon uzaqlasaraq, toskilatlar davamli inkisaf, daha yiiksok soviyyali kisi
va ya qadin va toskilati hadoflorin hoyat torzini inkisaf etdira bilar.

4. Statistikaya asaslanan se¢imlor: HR modasinin tokmillogdirilmasi faktla-
ra osaslanan segimlora daha ¢ox etibar etmayi nozords tutur. giiclii HR analitika-
sinin totbiqi is¢ilor komandasiim meyllori haqqinda doyaorli fikirlor vers bilor, tos-
kilatlara istedad istoklorini gobul etmayo, istedad bosluglarmi segmayo va iso qo-
bul, tohsil vo tokmillogdirma ilo bagl molumatl segimlor etmoyo icazo vers bilor.

5. Aralg, boraborlik vo Inkliizivliyo (DEI) vurgu: HR modellorino diapa-
zon, barabarlik vo daxilolmaya giiclii vurgunun daxil edilmasi, genis baxig vo
tacriibalor niimayis etdiron is yeri yaratmaq {liglin ¢ox vacibdir. igo gotiirma strate-
giyalarina yenidon baxilmasi, qorazsiz timumi faaliyyot qiymatlondirmolsrinin tot-
biqi vo inkliiziv madaniyyatin togviq edilmasi yolu ilo agentliklor innovasiya vo
yaradiciliZa tokan veran ¢oxsayli is¢i heyati yarada bilorlor.

6. Fasilosiz monimsoms va inkisaf: Siiratli texnoloji irslilayislor dovriinds,
satis haqqinda davamli moalumat oldo etmok vo tokmillosdirmok vacibdir. HR
modalar1 davam edon tohsil imkanlarini, mentorluq programlarini asanlagdirmali
va onlayn tohsil resurslarina giris aldo etmoalidir.

I9dobiyyat

1. Beer, M. Insan Resurslarimin Idaro Edilmesinin Harvard Modeli: Baxis vo
Diisiinco. “Insan resurslarmm idaro edilmosi: ritorika vo realliglar’da (167-188
soh). London: Routledge.

2. Deleri, J. E. vo Roumpi, D. (2017). Strateji insan resurslarinin idars edilmaosi,
insan kapital1 vo rogabet iistiinlilyii: saho dairolords gedirmi? Insan Resurslarinin
Idaro Edilmosi Jurnali,( 21-27 soh).

3. 6. Schuler, R. S. vo Jackson, S. E. (2014). Insan Resurslarinm idaro Edilmosi:
21-ci Osr liglin Movgelosdirma. Nyu York: Routledge.

4. Smith, J., & Johnson, A. (2023). Insan Resurslariin Idaro Edilmasi Model-
lorinin Todgqiqi: Hartorofli Iemal. Journal of Organizational Studies, (45-68 soh).

74



Iqtisadi arasdirmalar Ne 7, 2024

5. Purcell, J., Kinnie, N., Hutchinson, S., Rayton, B., & Swart, J. (2003). Insanlari
vo Performans Baglantisini Anlamaq: Qara Qutunun kilidini agmaq. London:
Kadrlar vo Inkisaf Institutu.

Explaining the Dynamics of Human Resources Models

Summary

By uncovering the complex dynamics of human resource models, this
discovery sheds light on the multifaceted nature of modern organizational
management. Through classical and contemporary HR frameworks, it emphasizes
the crucial role that the journey towards strategic human resource control plays in
shaping the success trajectory of organizations. As we delve into the complexities
of the rapidly evolving business landscape, the importance of aligning HR models
with broader organizational aspirations will undoubtedly become clear. The
emphasis on situational elements, the interests of stakeholders, and strategic
continuity in the Harvard version reminds us that HR experiences cannot exist in
isolation; they must be agile, sensitive, and tailored to the precise context in which
organizations operate.The Micigan model highlights the critical need for internal
alignment for adventurous integration - harmonizing HR experiences with broader
organizational structures, technology, and workforce. This internal nuance is not just
a theoretical assembly; it is a real imperative for businesses striving to evolve in
alternative and uncertain conditions. In synthesizing these understandings, the
passage of strong HR models through theoretical foundations attracts attention.
They are involved in strategic choices facilitated by groups, in daily interactions
between staff and managers, and in the broad subculture that defines the workplace.
The need for continuous development and innovation in HR models is paramount.
This proposal aims to outline strategic projects to strengthen current HR models,
ensure their alignment with dynamic enterprise environments, and promote superior
human capital management. Exploring HRM modules is about providing insights
into the complexity and nuances of HRM models, enhancing HRM experiences for
organizations, and providing practical results for achieving sustainable competitive
advantages in today's dynamic business environment.

Key words: HR models, management of human resources, organizational
behavior, talent management, strategic HR, classical HR.

O0bsicHeHMe JMHAMHKYI MO/IeJieil YeJI0BeYeCKUX pecypcoB
Pesrome

PackpbiBasi CIOKHYIO AMHAMHKY MOJIbI Ha YIIPaBJICHUE YEIOBEYECKHUMU
pecypcamu, 3TO HCCIENOBaHUE MOAYEPKUBAET MHOTIO(AKTOPHBIM Xapakrep
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COBPEMEHHOTO YIpaBJIeHUs] OpraHu3alusiMu. Yepes Ki1accuyecKkue U nepeioBble
pPaMKH yNpaBJIeHHUs YEIOBEYECKUMH PECYPCAMH, OHO BBIJEISET KIFOUEBYIO POJIb
MYTEIIECTBUSI K CTPATETMUECKOMY YIIPABJICHUIO YEIOBEYECKUMH pecypcaMu B
(bOpMHPOBaHUM TPACKTOPUH JOCTHKEHUS opraHuzanueit ycnexa. [Ipu msyuenun
CJIOXHOCTEHN OBICTPO Pa3BUBAIOILETOCS OPraHU3aLMOHHOTO JIaH IIadta CTaHOBHU-
TCsI SICHO, HACKOJIBKO BayKHO COIJIACOBaTh MOJIENM YIIPABJICHUS YeJIOBEUECKUMU
pecypcaMu ¢ aMOMIIMSIMU IMPOKKX opraHm3anuid. [lomyepkHyTas akieHToM Ha
CUTYallMOHHbIE 3J1eMEHThI ['apBapicKol MOJEIH, UHTEpEChl CTOPOH M CTpaTe-
T'MYECKYIO 110CIIEI0BATENBHOCTh HATIOMUHAIOT HaM O TOM, YTO OIBIT YIIPaBICHUS
YeJI0BEYECKUMH PECYpCaMH HE MOXKET CYIIECTBOBATb OTJENbHO; OH JOJDKEH
OBbITh THOKMM, 9YyBCTBUTEIBHBIM U aJAITUPOBAHHBIM K KOHKPETHOMY KOHTEKCTY,
B KoTopoM (pyHkimorupyet opranmsaiwsa. Mogens MICHIGAN nomdepkuBaeT
KPUTHYECKYI0 HEOOXOIMMOCTh BHYTPEHHEW aJamnTaliil Uil COTJIACOBAHUS
OIbITA YTIPABIICHUS YEJIOBEUYECKUMHU pecypcamMu ¢ OoJiee MMPOKOH CTPYKTYpOit
OpraHu3alMy, TEXHOJIOTUEH U KaJIPpOBbIM COCTABOM. JTU BHYTPEHHHE TOHKOCTU
HHKOT/Ia HE SBJISIOTCS YMCTO TEOPETUYECKUM MOHTAXOM; JUIsi OM3HECOB, CTpe-
MSIIMXCS K Pa3BUTUIO B AJIbTEPHATUBHBIX U HEONPEIENICHHBIX YCIOBHUSX, 3TO
JEUCTBUTENIBHO BayKHOE yciioBHe. CHHTE3UpYs 3T NPEACTABICHUS, MPUBJIEKa-
TEJILHOCTD CHJIBHBIX MOJIENIEH yNpaBiieHHsl YEIOBEUECKHMH PECYpcaMM 3aKJIio-
YaeTcsl B UX TEOPETHUYECKUX OCHOBaX. OHM BKIIOYAIOT B ce0sl CTpaTerMyecKHe
pelLIeHNs], IPUHUMAEMbIE TPYIIIIaMH, €KETHEBHbIE B3aUMOJICUCTBUS MEXITY Iep-
COHAJIOM U PYKOBOJMTEIISIMH, @ TAK)KE X POJIb B ONPEIEIEHUH ILIMPOKOM CyOKy-
JBTYpbI, MPUCYTCTBYIOIEH Ha padoueM mecte. HeoOXoauMocTh HMOCTOSHHOIO
Pa3BUTHSI 1 MHHOBAIMM B MOJIEJISIX YIIPABJICHUS YEIOBEYECKUMU PECYpcamMu Ipe-
BBILIIE BCETO. DTO MPEAIOKEHHE HAIPABIEHO Ha YKPEIUIEHHE CYIIECTBYIOLIMX
MOl YIpaBIeHUsI YeIOBEUECKUMH pecypcamM, O0ecriedeHre X aJlanTalii K
JUHAMUYHON OpPraHU3alMOHHOM Cpeie M MOOLIPEHUE YIPABJIECHUS YesIOBEYEC-
KM KaIlMTaJIoM BBICOKOTO ypoBHs. VccienoBaHue MomyJieid yIpaBieHHs 4eno-
BEUECKHMH peCypcaMy HAIIPABJIEHO Ha IPEIOCTABICHUE MPAKTHUECKUX PE3YJIb-
TaToB, KOTOPbIE YJIydIllaT HOHUMaHUE CJIOKHOCTU U HIOAHCOB MOJIEIIEH yIpaBie-
HHS 4YEJIOBEUYECKHMH PECypcaMy, COBEPILEHCTBYIOT OIBIT YIIPABJIEHUS Yelo-
BEUECKUMHU peCypcamMy B OpraHM3alUsIX U 00ecreurBalOT KOHKYPEHTHBIE MpeU-
MYILIECTBA B COBPEMEHHOM TMHAMUYHON OM3HEC-Cpee.

KiroueBble cjioBa: MOJENM YINPABIECHUs YEJIOBEYECKHMHU PpECYpCaMuy,
yIpaB/ieHue YeJIOBEYECKUMU PECYpCaMy, OPraHU3allMOHHOE NIOBEACHUE, YIIpaBJIe-
HHE TaTaHTaMH, KJIIACCUYECKOEe YIIPABIIEHHE YEIOBEUECKHUMH PECYPCAMHL.
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