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Introduction

The new role of man in the workplace and the
rapid changes in the economy, organizational culture
and technology have led to new challenges such as
careful selection, training, remuneration and rational
use of personnel. It is no longer possible to solve these
tasks within the framework of traditional work with
personnel. This work should have been included as an
equal part of the strategic management process. In
modern conditions, human resource development
management should become an integral part of the
strategy planning and implementation process. Today,
an enterprise’s strategic goals can only be achieved by
employees who meet a certain strategy and the
motivational requirements needed to transition to a
new, changing business environment. In this sense,
strategic planning processes can only be successful if
the consequences of the chosen strategy for employees
are taken into account. To do this, the strategy of the
enterprise should be known to the employees,
developed with the broad involvement of employees,
because in this case the employees support the
management  initiatives and  ensure  the
implementation of the strategic goals of the enterprise.

The Action Strategy for the five priority areas of
development of the Republic of Uzbekistan for 2017-
2021 identifies important tasks to “increase its
competitiveness through the deepening of structural
reforms, modernization and diversification of key

Doi: &os¥ https://dx.doi.org/10.15863/TAS.2021.09.101.46

sectors of the national economy™ [1]. Successful
solution of such huge tasks requires the development
of specific measures to increase the competitiveness
of employees of ginneries of the country by increasing
the efficiency of their management.

Literature Review.

Today, many scientists are engaged in the study
of such categories as "labor potential”, "labor quality",
and solving the problem of developing labor potential
and maximizing its use is one of the main tasks of
enterprise personnel policy [2,3,4]

The formation and development of labor
potential are two radically different mechanisms of
labor potential management. Formation - giving the
object certain basic properties; development is the
process of modification to improve an object.
Development is generally understood as increasing
the complexity of a system, improving its adaptability
to external conditions, qualitatively improving the
scale, quantitative growth and structure of the
economy, and social development. Development
means either the appearance of new elements or the
appearance of new objects and their stratification. The
authors summarize the ideas that employee
development is the process of shaping the personality
of employees through training in their professional
characteristics,  self-development,  professional
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activity and the interaction of employees with each
other [5].

The development of labor potential is the
acquisition of new qualities and characteristics of
labor potential that contribute to its alternative and
efficiency in a dynamic internal and external
environment. Development involves significant
quantitative and qualitative changes, changes in labor
potential. As a result of development, a new quality of
labor potential is formed [6,7,8]. According to Yu.G.
Odegov, labor potential management is "a system of
interrelated measures that provide a directing,
coordinating and stimulating effect of society on the
participants of production and focused on the
intensive factors of labor use" [9].

Analysis and results.

Many industrial enterprises prefer to invest more
in human development. This allows them to have
highly qualified specialized staff, which in turn turns
out to be more reliable and rewarding than hiring
outside experts. In addition, staff development as a
conscious approach to personnel policy has a positive
impact on corporate standards and corporate ethics,
which has a positive impact on the reputation and
reputation of the enterprise. Typically, large industrial
enterprises tend to follow a specific strategy of
personnel development: this includes the initial
training of new employees (basic training of
personnel) and periodic measures to improve the
professional level of existing personnel. Modern
additional education institutions create a wide range
of opportunities for planned staff development
activities.

In our opinion, the following sequence of actions
is the most effective in developing a strategy for the
development of employees of the ginnery:

-analysis of the socio-economic potential of the
organization, identification of internal points to create
possible competitive advantages;

-product market analysis and identification of
areas of management;

-formation of commodity-market, resource-
market and integration strategy of the production
enterprise;

-formation
strategies;

-formation of social strategy;

-identification of potential and development of
prospective requirements for employees of ginneries,
including those indicated by divisions (corporate
culture, socio-psychological climate, employee-
organizational relations, etc.);

-forming a strategy for the development of
ginners.

of financial and investment

Upon completion of the formulation of the
personnel development strategy, it is required to
develop a personnel development management
system that includes methodological, technical,
informational and organizational support for the
implementation of the developed personnel
development strategy of the ginnery.

It should be noted that the ginnery should
formulate not only a full-scale strategy for the
performance and development of its employees, but
also all the high-level strategies listed, as they have a
direct impact on staff development.

To ensure the effectiveness of the staff training
strategy of the ginnery, it is expedient to develop a
reasonable organizational and economic model based
on the efficient use of available human resources and
aimed at increasing the competitiveness of the
enterprise in the domestic and foreign markets.

We propose the following organizational and
economic model of the strategy for the development
of employees of the ginnery (Figure 1).

1. The relationship between business strategy
and personnel development strategy. The first block
of the presented organizational and economic model
includes an examination of each element and direction
of the business strategy, as well as the requirements
for personnel and the level of their participation in the
implementation of the strategy.

Employee participation can be direct (relocating
a branch or opening a branch in another city,
relocating some employees, attracting staff in a new
area and reducing some of the staff in the old location)
or indirect (changing the brand of some products may
not result in significant employee involvement in the
process).

2. Personnel capacity management. This step
involves comparing the capacity of existing and
required staff to implement the development strategy
of the ginnery. In order for an industrial enterprise to
understand how to respond to changes in the labor
market, it plans what personnel (in terms of number,
type, education, qualifications, etc.) are needed to
implement the development strategy and increase
competitiveness. At this stage, the general trends in
the structure of the enterprise's staff, including
employee dissatisfaction, the number of employees of
retirement age, and similar indicators are also studied.
All this information will be used in the future to
improve the system of recruitment, training,
distribution of responsibilities between employees
and departments in order to create a balanced
workforce potential.
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Figure 1. Organizational and economic model of the strategy of development of employees of the ginnery
(author's development)

An analysis of the balanced potential of
employees allows to identify the main types of
employees needed for the further development of the
enterprise.

It is then determined which staff development
programs should be expanded and vice versa.

3. The image of the enterprise as an employer.

Businesses that  formulate personnel
development strategies need to answer the question of
their status in the eyes of employees and job seekers.
In a competitive environment, an enterprise’s brand as
an attractive employer is just as important as a product
brand. Creating a positive image of the company in
front of potential employees is the most important
long-term task of the HR-director. Branding, PR, and
marketing techniques can be used to get your business
recognized as “the best place I want to work”.

An enterprise image is, first and foremost, a set
of qualities and features that are often unimaginable
as a visual image, because it is a very difficult process
to define objectively.

Of course, the image of the enterprise is, first of
all, a set of ideas about the type and field of activity of
the enterprise, what and how the enterprise operates,
the quality of its goods and services and their
characteristics. The image is also associated with the
company’s trademark and advertising symbols. It also
includes the personal image of business owners and
managers. However, the image of the enterprise is also

the formation of a certain perception that the
enterprise as a partner: the market (relationships with
partners, customers, competitors, creditors) and social
(employees, society, government, media). But the
image in it is the reputation of the enterprise,
established in business relations and in society, the
impressions made by the employees of the enterprise,
their behavior, appearance. It should therefore be
noted that talking about the image of an enterprise
means talking about public opinion about the
enterprise and its activities.

The main problem of the image is the
compatibility of ideas about the enterprise and its
social environment, that is, how the management and
employees of the enterprise are perceived in society
and how the reputation of the enterprise really takes
place in society. Management can put in a lot of effort
and spend a lot of money to create the desired image
of the business.

Therefore, the most important thing, in our
opinion, is to know those who need the image of the
ginning enterprise, what certain target groups of its
social environment expect from the enterprise. All
target groups want to see the ginnery as a reliable and
responsible social partner. Popular consciousness has
a strong habit of comparing different objects with
certain human qualities. The image of a ginnery
should have such qualities.
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It should show the "friendliness", "care", management, managers clearly know that employee

"decency", "effectiveness" of the ginnery. Creating a
positive image of a ginnery is, first of all, an
opportunity to convince the customer of its product or
service and its reliability and prospects of the
competitive advantages of potential employees.

According to the researchers of this problem, the
image of the ginnery should include the following four
components:

-brand image - how high quality and necessary
goods it produces;

-management and financial image - whether he
manages effectively, whether it is worth being a
shareholder;

-public image - is an active enterprise as a
member of society;

-the image of the enterprise as an employer -
whether it pays well, how it treats its employees.

In our opinion, it is necessary to emphasize the
investment attractiveness and environmental aspect
(as independent), as these factors have been the most
important in recent times.

Thus, the image of the enterprise is a reflection
of the real and commercial characteristics of the
enterprise in the minds of potential employees, both
by the enterprise and by the employees.

4. Priority of investment in employees.

This section integrates enterprise development
and competitiveness strategies, human resource
analysis, and building an enterprise image as an
employer. Then the direction of investment in
employees is selected.

Conclusions and suggestions. Thus, the
organizational and economic model developed will
help to formulate a strategy for the development of
ginners and its successful implementation. When it
comes to personnel development and training
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