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Annotatsiya. Ushbu maqolada xodimlarni samarali boshqarishning amaliy vazifalari, omillari va 

iqtisodiy muvaffaqiyati, shuningdek, kadrlar salohiyatini tahlil qilish va amaldagi usullarni qo'llash 

zarurati ko'rib chiqiladi. U mehnat salohiyatini ro'yobga chiqarish, shaxsiy qobiliyatlarni rivojlantirish, 

odamlarga bajarilgan ishlardan qoniqish va ularning yutuqlarini jamoatchilik tomonidan tan olish va 

qulay muhitni ta'minlash uchun mo'ljallangan. Xodimlarni rejalashtirish, shuningdek, ishlab chiqarish 

ehtiyojlarini qondirishga va xodimlar va umuman jamiyat manfaatlarini ta'minlashga qaratilgan. 

Bugungi kunda har qachongidan ham ko'proq bozor sharoitlari va kompaniya xodimining manfaatlarini 

uyg'unlashtirish imkoniyatlarini izlash kerak. 

Kalit so'zlar: kadrlar salohiyati, kadrlar, ijtimoiy-psixologik fazilatlar, ijtimoiy-demografik, ekspert 

tahlili va empirik. 
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Аннотация. В данной статье рассматриваются практические задачи, факторы и 

экономический успех эффективного управления персоналом, а также необходимость анализа 

кадрового потенциала и применения современных методов. Управление персоналом призвано 

реализовать трудовой потенциал, развить личные способности, обеспечить людям 

удовлетворение от проделанной работы и общественное признание их достижений, а также 

создать комфортные условия. Кадровое планирование также направлено на удовлетворение 

потребностей производства и обеспечение интересов сотрудников и общества в целом. Сегодня, 

как никогда, необходимо искать возможности гармонизации рыночных условий и интересов 

сотрудника компании. 

Ключевые слова: кадровый потенциал, человеческие ресурсы, социально-психологические 

качества, социально-демографический, экспертный и эмпирический анализ. 
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Abstract. This article examines the practical tasks, factors, and economic success of effective 

personnel management, as well as the need to analyze personnel potential and apply current  methods. It 

is designed to realize labor  potential, develop personal abilities, provide people with satisfaction from work 

accomplished and public recognition of their achievements, and provide a comfortable environment. 

Personnel planning is also aimed at meeting the needs of production and ensuring the interests of 

employees and society as a whole. Today, more than ever, it is necessary to look for opportunities to 

harmonize market conditions and the interests of the company’s employee. 

Keywords: personnel potential, human resources, socio-psychological qualities, socio-demographic, 

expert and empirical analysis. 
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Introduction. 
In order to effectively use the human resources of the enterprise, it is important to analyze it in 

all respects. The expediency of the analysis of personnel potential is manifested, as a rule, at the stage of 

development of plans, changes in activities, new innovative projects, decision-making related to the 

structure of enterprises themselves, recruitment, action planning and evaluation. 

It should be noted that the analysis of personnel potential should be carried out regularly. This 

work should be carried out by employees of the personnel department or personnel management 

services. In the analysis of personnel potential, since it concerns people, who are the main resource of 

any enterprise, first of all, it is necessary to study the economic and socio-psychological factor (Fig. 1). 

 

 
Figure 1. Socio-psychological factors in the analysis of personnel potential 

 

Literature review. 
Personnel management as a management function is designed to unite, coordinate, link and 

integrate all other management functions into a single whole. This is achieved by implementing the 

principles of working with personnel and their interaction. A principle is understood as a scientific 

principle (foundation, rule), which must be taken into account or observed when making a decision 

(Кондратьев, 2015). 

Personnel management, writes, for example, Mausov, (2001) is “a continuous process aimed at 

targeted changes in people’s motivation in order to achieve maximum output from them, and, 

consequently, high final results”. 

At the same time, human resources, compared to any other used in enterprises, have their own 

specifics, formulated by S.V.Shekshna and expressed as follows: 

1. People are endowed with intelligence, their reaction to external interaction (management) is 

emotional and meaningful, and not mechanical, and, therefore, the process of interaction between the 

organization and the employee is two-way. 

2. People are capable of continuous improvement and development. 

3. A person’s working life lasts in modern society for 30-50 years; accordingly, the relationship 

between a person and an enterprise can be long-term. 
4. Unlike material and natural resources, people come (in most cases) to an enterprise 

consciously, with specific goals and expect assistance (providing opportunities) from the enterprise in 

realizing these goals (Балашов, 2013). 
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All management decisions that relate to the relationship between the company and the employee 

affect the process of human resource management, and accordingly this means that the practice of 

personnel management is increasingly closely linked to business strategy. HRM is proactive in nature 

and aims to improve company performance and employee satisfaction. Its close integration with overall 

business strategy is the fundamental difference between HRM and traditional human resources 

management (Кибанова, Дуракова, 2015). 

 
Method and the model. 
In the process of decision-making, often the question arises whether it is necessary to consult with 

an experienced expert or whether it is sufficient to rely on an inexperienced one to address a known 

issue. The classic formulation of acceptable cases requires the presence of management objectives, 

goals, resources, and limitations. 

 

Analyze and results. 

In order to solve problems in determining the sources and directions of satisfaction with the 

human resources of the enterprise, it is necessary to base the criteria on the suitability of employees for 

a certain job or position. The need to analyze the personnel potential of the enterprise is to determine 

the level of staffing necessary to fulfill the current and future tasks of the enterprise. Therefore, the 

relevance of methods of analyzing the personnel potential of the enterprise is increasing. In this regard, 

human resources can be defined as the total number of employees, including the capabilities of 

employees who are used in production and those who are not involved. Personnel potential should be 

analyzed statically and dynamically. 

In terms of the level achieved so far and taking into account its development and improvement in 

the future, the personnel potential should be considered as the general level of staffing of the 

enterprise's ability to exist and develop. 

Staffing capacity includes: 

− components of human resources; 
− personal and business characteristics; 
− socio-psychological qualities; 
− labor potential; 
− the formal structure of the team; 
The components of human resources are: 

− Labor capacity; 
− The official structure of the team; 
− Informal structure of the team; 
− Personal and business characteristics; 
− Social and psychological qualities; 
− Organizational and management factors; 
− Macrostructural factors. 
All of the above factors, to varying degrees, determine the work behavior of the employee and 

affect the potential of personnel. 

The main variables of personnel potential analysis: 

− age; 
− physical health status of employees; 
− qualification, quality of personnel training; 
− proper selection and placement of personnel; 
− experience and qualifications of workers and employees; 
− workforce compatibility; 
− moral and psychological climate in the team; 
− job satisfaction; 
− social protection of workers. 
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In order to conduct an in-depth and comprehensive analysis of personnel potential, first of all, it 

is necessary to have an idea of the quality of the company's employees. Because the level of quality 

composition of employees determines the efficiency of the enterprise. 

Therefore, before starting the analysis of personnel potential, work should be carried out to 

determine the quality of the company's employees. The quality of the decisions made and the results of 

their implementation largely depend on the personal characteristics of employees, their general 

educational qualifications and professional qualifications. 

There are also several types of conflicts in the company's satisfaction with human resources 

(Figure 2). 

 

 
Figure 2. Types of disputes 

 
The analysis of the quality composition of employees should begin with the study of socio-

demographic data - gender, age, education, work experience, qualifications, etc. The optimal staffing 
level of managers and specialists largely determines the efficiency of a certain economic system, because 
the quality of the decisions made and the results of their implementation depend on the personal 
qualities of these employees, their level of general education and skills. 

The analysis of the quality composition of employees includes the study of employees by gender, 

age, education, qualifications, work experience and other socio-demographic aspects. One of the main 

factors of the quality composition of employees is the correct ratio of the number of men and women in 

various positions and professional groups. 

Currently, the general trends in the use of men and women in positions are: 

− network managers for men (directors of enterprises, heads of workshops, sections, shifts); 
− and women work better in the positions of functional managers (heads of departments, bureaus, 

sectors, groups) and specialists. 
Analysis of the quality composition of employees based on their education and qualifications 

determines the quantitative composition of highly educated employees, the quality level of placement 

of employees in positions, the level of optimal use of highly educated specialists, etc. The assessment of 

the quality of placement of employees is calculated as the coefficient of division of the number of highly 

educated specialists occupying managerial and engineering positions by the total number of positions 

requiring replacement by specialists. 

In the analysis of the quality structure of the management staff, it is important to determine the 

quality indicators of personnel placement by specialty and the level of acceptability of their use, which 

helps to improve the quality of personnel work planning and to identify additional needs. 

For specialists and the basis for development and implementation, 32 is the basis for the 

improvement of professional and qualified content and the placement of management personnel. 

Timely analysis of the dynamics reflecting the quality composition, location and use of specialists is a 

successful organization of work with personnel. 
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The quality composition of management personnel should be studied based on the analysis of 

their tenure and career growth. 

− good organization of work on the orientation and professional selection of employees, the 
study of their personal and business qualities based on a scientifically based assessment of their abilities 
and work results; 

− organization of professional training of management personnel as a reserve for promotion, 
regular improvement of business skills and educational level of each employee; 

− organization of qualified placement of personnel based on the use of modern forms and 
methods of working with personnel (conducting selections for projects and attestation for positions, 
studying public opinion, organizing professional promotion, procedures for motivating employees 
increase efficiency, etc.); 

− taking into account the specific characteristics of different categories of workers (young 
professionals, masters, substitute groups, etc.), raising the level of educational and ideological work with 
personnel based on the competent organization of their production and social adaptation. 

In recent years, systematic analysis methods (decomposition method and sequential replacement 

method, comparison method and objective systematization method), expert analysis method and the 

main 33 components, experimental method and collective notebook method have been widely used in 

the study of human resources.  

A systematic approach based on systematic analysis is of great importance in personnel 

management. Applying a systematic approach to personnel management involves studying the entire 

management system as a whole and studying its components: functions, goals, organizational structure 

of personnel, technical management tools, main categories and methods of personnel. their 

management, information, management technology, management decisions, identifying different types 

of communication between these components and the external environment and bringing them into a 

unified picture. 

The personnel management system should be divided into subsystems, subsystems into 

functions, and functions into procedures. In this case, after the procedure - into operations, from 

operations - into elements, and each part to be checked is modeled and synthesized. 

A competency system is used to analyze the potential of an employee. For example, to study the 

effect of each component on the performance of employees, it is necessary to try to exclude the influence 

of other factors using the method of sequential replacement. This method makes it possible to separately 

study the impact of each factor on the formation of the personnel management system, excluding the 

influence of other factors. The factors are ranked and the most important ones are selected. Systematic 

analysis does not exclude the comparative method. 

Comparison method allows to compare the company's current personnel management system 

with another similar system of an advanced company or a standard situation formed on the basis of the 

positive experience of other organizations and enterprises. The use of this method, for example, the 

analysis of personnel management, taking into account the time factor, makes it possible to compare the 

desired state of this subsystem in the future with the normative state or its state in the past period. This 

ultimately eliminates inconsistencies and increases comparability. The use of the goal systematization 

method is an important and necessary condition of system analysis. With its help, it is possible to ensure 

the quantitative and qualitative justification of the objectives of the personnel management subsystem 

in accordance with the goals of the organization. Using this method, you can analyze the goals, sort them 

and place them in the system. This method allows to ensure correlation and comparison of goals of 

different levels of personnel management. 

Expert analysis as for the analysis of personnel potential using the method, it is necessary to 
involve highly qualified specialists in the field of personnel management, management personnel in the 

improvement process. The main thing in using this method is to develop forms of systematization, 

recording and clear presentation of experts' opinions and conclusions. The method of expert analysis 

reveals the main directions of improvement of personnel management, evaluation of analysis results 

and causes of deficiencies. The method of principal components is closely related to systematic analysis, 
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and this method allows to reflect the characteristics of many other indicators describing a certain 

phenomenon in one indicator (principal component). 

 

Conclusion and recommendations. 

Empirical the use of the method is related to systematic and situational analysis. This method is 

based on previous experience with a particular or similar management system. Using the replacement 

method, important elements of operations are selected, and the rest are sorted according to the level of 

importance. Similar operations, procedures, functions are selected in the reverse order, effective 

subsystems are formed, and as a result, the personnel management system is formed. 
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