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BARQAROR RIVOJLANISH SHAROITIDA KORXONADA INSON RESURSLARINI
BOSHQARISH TIZIMINING ROLI
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Annotatsiya. Har qanday biznesni muvaffaqiyatli yuritish uchun hamda uning barqaror rivojlanishi uchun biznes
jarayonlarini uchta yo'nalishda qo’llab-quvvatlash va bosqichma-bosqich takomillashtirish zarur: iqtisodiy, ijtimoiy va ekologik.
Ushbu maqolada o’rganilayotgan tashkilotning ijtimoiy sohasining muhiti tahlil gilingan. Olib borilgan tadqiqot kompaniya
rivojlanishida inson omilining ahamiyatini yuqorililigini ko'rsatdi. Kompaniyaning ishchi kuchini tahlil qilish jarayonida
muammo va kamchiliklar aniglangan hamda ularga yechimlar ko’rsatib o’tilgan. Taklif etilgan yechimlar tashkilotning oldiga
qo’ygan strategik maqsadlariga erishish uchun turtki bo'lib xizmat qilishi aytib o’tilgan. Kuchli raqobat muhitida korxonani
yanada rivojlantirish hamda barqaror rivojlanish magsadlariga erishish uchun kompaniya rahbarlari aniglangan muammolar
va ularga berilgan yechimlarni ko 'rib chiqishi zarur deb topilgan.

Kalit so’zlar: Barqaror rivojlanish; ijtimoiy omil; ishchi kuchi; barqaror ishlash; biznes-jarayon; mehnat rentabelligi.

POJIb CUCTEMBI YIIPABJIEHUSI IEPCOHAJIOM HA IPEJANPUSITUU B YCJIOBUSX
YCTOMYUBOI'O PA3BUTHUS

Xaxkumoea llaxnoza HypaauegHa -
dokmopaxm, Tawkenmckuil
2ocydapcmeeHHblll IKOHOMUYeCKUll yHugepcumem

AnHomayus. /a5 ycnewHoz2o 8edeHust 1106020 6usHecad, 04151 ycmoil4ugozo e2o pazeumusl Heo6xo0uMsl noddepicka u
nocmeneHHoe yco8epuleHCMBOBAHUE 6U3HEC-nNpoYecco8 8 Mmpéx HANpas/eHusix: IKOHOMUYECKOM, COYUAAbHOM U
3Kos102u4eckoM. B dannoll cmamve paccmampueaemcsi coyuanbHas cepa opzavuzayuu, 20e uccsedosaHue nokaszvleaem
8aJCHOCMb Yes108e4ecko20 hakmopa e pazsumuu komnauuu. IIpu aHaause paboyell cuasl uccaedyemoll KOMNAHUU BblsI8/1eHbl
Hedocmamku u npo6siembl, peuweHue KOmopblX NOCAYHCUM MOAUKOM 8 OCMUINCEHUU NOCMAB/AEHHbIX Cmpameau4eckux yeel
opeanusayuu. B ycsnoeusix KoHKypeHmHoU cpedevl 045 dasibHeliwezo pa3gumusi desimeabHOCmMu npeonpusimusi u 04s
docmudiceHus yesell ycmoliyugoz2o pazeumust KOMNAaHuio Heo6xodumo paccmompems 8bisidAeHHble NPo6aeMbl U NpUBedEéHHbIE K
HUM pewleHusl.

Kamwuesswle cnoea: Ycmotliuugoe pazgumue; coyuaavHull pakmop; pabovasn cuaa; ycmoiliuugoe pasgumue; GU3HeC-
npoyecc; peHmabe/sibHoCMs mpyoa.
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Abstract. For the successful conduct of any business, for its sustainable development, it is necessary to support and
gradually improve business processes in three directions: economic, social and environmental. This article examines the social
sphere of the organization, where research shows the importance of the human factor in the development of the company. When
analyzing the workforce of the studied company, shortcomings and problems were identified, the solution of which will serve as
an impetus for achieving the set strategic goals of the organization. In a competitive environment, for the further development of
the enterprise and in order to achieve the goals of sustainable development, the company needs to consider the identified
problems and the solutions given to them.
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Introduction. Innovation is driven by global
factors, and this innovation determines the direc-
tion of the industry. Sustainability is considered the
leading concept in the latest wave of innovation [10,
p-195]. Over the past two decades, corporations
have undergone significant changes and have mo-
ved to more resilient forms of themselves to meet
stakeholder expectations and follow regulations to
keep their profitability intact [1, p.5 ], [5, p.416].

The urgent need to raise the social and environ-
mental dimensions along with the economic dimen-
sions of triple profits has been driven by the fact
that companies are facing greater pressure than
ever before from various stakeholders.

The conditions that ensure the long-term
survival of an organization include social, environ-
mental, and financial success [11, p.25], [12,
p.1297]. Due to a lack of full understanding of
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various perspectives, including sustainability, the
interdependencies of environmental, social and
economic excellence, it did not allow companies to
understand and foresee the potential benefits that
could be achieved through sustainability or sus-
tainability initiatives. True sustainability contribu-
tes to the economic prosperity of organizations, as
well as the protection of the environment, the
conservation of natural resources, and the well-
being of other living things and people [11, p.25]. In
addition, if there is any bias in favor of stability, the
three legs will tend to fail because it will not be
different from a tripod that has legs, but of different
lengths.

The main goal of sustainable development is
to provide those production processes and methods
that lead to maximization of profit, as well as fulfill
environmental and social obligations [11, p.1297].
Sustainability includes performance based on envi-
ronmental and social dimensions with an economic
dimension [4, p.1345]. In assessing and measuring
sustainability, performance can be understood
through additional dimensions, including that the
company's responsibility is not only about creating
economic wealth, but the environment and people
are equally important [4, p.1345].

Literature review. With the increasing focus
on social responsibility and sustainable perfor-
mance, organizations have set themselves new
goals other than mere financial profit, such as a
commitment to social and environmental outcomes
[3, p-34]. In fact, an international survey of 2800
global companies revealed that 70% of these orga-
nizations include sustainability as a primary issue
in their strategic plans and agendas [7, p.69]. The
mission for organizations is to ensure that their
workforces are healthy and well educated, and to
nurture the awareness and proficiencies required to
create productive employees and proactive citizens
that contribute to society.

HRM must secure support from top-level
management, boost employees’ empowerment, pro-

vide continuous training, implement an efficient
system of remuneration, and build cross-functional
teamwork [2, p.1539]. Previous studies have high-
lighted the need to identify appropriate HRM
approaches and systems for implementing sustaina-
bility practices [6, p.237], [8, p.81]. Dubois states
that “HRM is a core partner in organizational envi-
ronmental sustainability” [5, p.416]. Nurturing the
human aspect leads to a better understanding of
SHRM and increases its potential for encouraging
sustainable performance in the workforce and for
optimizing resource management.

In this context, we hope to contribute to the
literature by answering the following research
question: how are HRM departments developing
strategies and implementing social practices to
achieve SDGs? The study also examines the impact
of these practices on the firm’s performance as a
whole.

Methodology. The first step consists of a
database search and the second step the analysis of
data. We classified the studies according to the fol-
lowing criteria: conceptualization, level of analysis,
outcomes, implementation techniques, and barriers.
We identified data from the selected companiy
using the level of analysis as our classification
criteria.

Analysis. The survey was made in the indus-
trial company, which produces cranes, special tech-
niques for agricultural sector named “KRANTAS
GROUP” Ltd.

About 350 people work in the company, 70
people in administrative branch and 250 people in
the production sphere. As above mentioned, social
factor is one of the main element in the sustainable
development of the company, so it is necessary to
consider the all criteria connected with people in
the company. Employees of “KRANTAS GROUP” Ltd
were analyzed from educational level to age obser-
vation. In the Figure 1 we can see the percentage
proportion of people with education degree.

36%

® higher education

= secondary special education

60%

secondary school

Fig.1 Classification of workers into education criteria [by author].
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60% of workers have secondary specialized
education, where only 4 % of people with higher
education. This figure shows that there are a few
high qualified specialists in the company, however

we can’t conclude such hypothesis about the emp-
loyees, because another factors may influence on
the development of the company. So, there is anot-
her classification of workers in the Figure 2:
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Fig 2. Work experience in the specialty [by author]

In this figure we can see the number of peop-
le with work experience in this company. If the
company was established in 2001 year, there are 90
people which have been working for 10 years and
more. These employees are very significant people
for company, because they have invested their work
in the development of this sphere.

The above analysis of the company's emplo-
yees does not give us a complete holistic picture of
the workforce. Therefore, in order to find out how
profitable the labor of workers is, we calculated the
profitability of one employee of the enterprise. As
business performance and the prospects for survi-
val of companies are usually measured using the
profitability indicator [13, p.12].

Table 1
Profitability of employee [by author]
Indicators 2019 2020
Annual net profit (sum) 8326034 5906909
Personnel costs (sum) 3100000 3200000
Profitability per employee (percent) 37% 54%

Profitability per employee in 2019 was 37%,
up 17% in 2020 (54%). This says that in 2020, the
efficiency of the workforce has improved, despite
the fact that this year the annual net profit was only
5,906,909 sums. Such indicators as the moderniza-
tion of equipment (laser cutting of metal, sensor
machines), a decrease in wages (the impact of the
pandemic) were a factor in increasing the profita-
bility of personnel.

For the analysis of the worker skills we divi-
ded them into two groups: first group - people with
secondary education, whereas second group are
people with higher education. According to the
assessment of the qualification level method and
formula using the years of experience and educa-
tion level we concluded the next table:

Table 2
Qualification level of employees of “KRANTAS GROUP” Ltd, [by author]
Work experience Skill level S RS Skill level WOTElER Q!
employees 1gr0up employees 2 group

0-9 0,41 51 0,75 11

9-13 0,5 57 0,83 18

13-17 0,58 44 0,91 15

17 and more 0,66 90 1 26
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The analysis made by the qualification level
of the employees of the company “KRANTAS
GROUP” shows that 28% of the workforce are
people with secondary and specialized secondary
education with more than 17 years of work expe-
rience, where only 12% are employees with higher
education. We can also notice that the number of
people with little work experience in the range of 0-
9 years is a significant percentage - 18% (together
1gr. and 2gr.). Based on this, we can conclude that
there is a need to train workers and improve their
qualifications. It is also possible to assign one or
two mentoring workers to each employee, since
there are people with extensive experience in pro-
duction.

Discussion. This article investigates the link
between social factor and sustainable performance
and identifies the human resource practices that
can contribute to the attainment of sustainable
development goals of the company. From the obser-
vation the situation of the company and the analysis
of labor force some problems were identified and
necessary solutions were offered to improve the
statement:

Firstly, it is a high staff turnover. New wor-
kers come to the company, but many of them leave
it in one year. Every year the specialists try to trans-
fer their skills to new employees, try to prepare
good professionals of their work, unfortunately they
can’t take young workers for a long time. Of course,
there are some factors that influence on employees
negatively. They are bad conditions in the winter
season, low salary for production workers, no moti-
vation factors. It is necessary to improve working
conditions, revise the system of incentives and
punishments for workers.

In the company, instead of orders, instruc-
tions and instructions, ambitious tasks should be
set before the followers, the strengths of the emp-
loyee and his capabilities should be used to the
maximum. The company must create the “ground”
for the growth of ambition among employees aimed
at contributing to the common cause, they must not
suffer from a lack of creative tasks. The opposite
situation, which is found in most state-owned com-
panies and private companies in Uzbekistan, is the
preparation of documentation, filling out and trans-
ferring, on demand, various reporting forms, litiga-
tion with various kinds of inspectors, etc., complian-
ce with labor discipline is the main thing.

Management practice in advanced companies
is based on the fact that in the economy based on
scientific knowledge, there is no longer the concept
of “improving working conditions” when responsi-
bility is delegated only to knowledge workers.
Manual workers, non-manual workers, and service
workers are all capable of taking on managerial
responsibilities. Empowerment based on compe-

tence and trust is essential to the productivity of all
employees and to the prosperity of the company.
Here, the approach to team formation is completely
different. Already upon hiring, an orientation to-
wards overall performance takes place.

Secondly, the lack of specialists. It is neces-
sary to hire the missing design engineers who
would speed up the process of achieving goals in
the near future. For example, Tesla's recruiting
guideline says, in part, “We like to have incredibly
high standards and hire exceptional people who
enjoy working to their limits every day. We want to
surround ourselves with people who act in good
faith even when no one is looking. Each new team
member receives our trust and great responsibility.
We assume that everyone is doing the right thing -
including you. Some people have abused this trust
or ignored their responsibilities. We will not change
our approach because of a few people who let us
down. We just part with them. Your Number
1 Challenge - The Number 1 Challenge of everyone
here - is to ensure the company's success. If you see
how we can improve what we do, say so, even if it is
not directly your responsibility. You are personally
involved in Tesla's success, so share your sugges-
tions and ideas. Your good ideas are worthless if
you keep them to yourself. We encourage you to
discuss your achievements and goals informally on
a daily basis with your line manager. If you would
like to receive feedback or any kind of feedback
about your work from someone who evaluates your
work, take the initiative and ask for it. You don't
have to wait for someone else to initiate a conver-
sation or for a company to initiate an assessment
process to get a high-level job done. Make sure you
enjoy your work, make new friends, reach new
heights, and have new experiences. If you don't
enjoy your work on some level, you will be
unhappy. We don't need this. We want you to work
well, love what you do, and be happy”.

At last, the optimization and automation of
business processes in administrative branch. Not all
business processes are automated, for example,
daily registration of employees, issuance of lunch
coupons, etc. These processes take up unnecessary
time for the people in the organization.

Conclusion. When we talk about the deve-
lopment of a company or the sustainable develop-
ment of an organization, we immediately unders-
tand development in three main directions, econo-
mic, social and environmental. In this article, we've
looked at one of these three important factors. The
object of the research was the company “KRANTAS
GROUP”, where an analysis of the state of the orga-
nization's working environment was carried out. All
information about the organization's workforce was
collected, all the data of employees on personal
cards were studied and statistical data were
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compiled on various criteria and characteristics of
the organization's workforce. After the research,
problems and barriers were found that hinder the
sustainable development of the company. On these
problems, proposals were made to eliminate the
issues identified to date. As it said before, our

companies should work not as post soviet countries
styles, but as the developed countries ways. So, this
research will be useful for companies, which try to
find the ways for further development and which
are directed to achieve their sustainable develop-
ment goals in the nearest future.
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Y3BEKHCTOH/IA AXOJIY JAPOMA/IJIAPU TAPKUBHU/IA MYCTAKWJI PABUILIIA
BAH/] BYIMIIIAH OJIMHTAH JAPOMAIJIAPHUHT YPHU

Bepdues Faiipam H6pazumoasu -

T'yaucmoH dasaam yHugepcumemu kamma yxumyeuucu. PhD

Kydpamoe Anuwep AnudcoHogu -

I'yaucmoH dasaam yHusepcumemu cmaxicép-ykumysdu

Ypunkyaoe Capeap6ek XacaHosuu -
T'yaucmoH dassam yHugepcumemu, Ma2ucmp

AnHomayus: Mamaakamumusoa axoAuHuHe uKkmucooutl gpaosiueuHu owupuwda axoau dapomadaapu mapkubuoa

Mycmakua pasuwoda 6aH0 6yAuwdaH oauHzaH dapomadaapu caamoxau ypuH mymadu. Makosada axo/uHuHz Mycmakui
pasuwda 6aHd 6y auwdaH oauH2aH dapomadiapuea mascup Kujay8uu OMUAAAPHUHZ IKOHOMEMPUK MOOJeaU UWAa6 YUKUASAH.
Makosaada 6epuszaH makau@aap axo0AUHUHZ KUYUK 6U3HeC 8a ouaasuli madobupkopauk (aoAussimuHu mawkua smuul ea
pusodcAGHMuUpUW2a XUSMAM KUAAOU.

Kaaum cy3aap: axoau dapomadaapu, ousasuii madbupkopauk, “BusHec wopumuw” cybpelimuHau, uHeecmuyusaap,
5KOHoMempuk modes, “Jarke-Bera” mecmu, Koa10ukaap 2ucmozpammacu, Hoab 2unome3a, pe2peccust meH2AaMacu.

MECTO J0X0A0B OT CAMO 3AHATOCTH B OBIIUX JOXOJAX
HACEJIEHUA B Y3BEKUCTAHE

Bepdues Faiipam H6pazumoeuu -

T'yaucmanckutl I'ocydapcmeeHHblll YHUgepcumem

cmapwuii npenodasamesv PhD

Kydpamoe Anuwep Aauxcavosuy -

I'yaucmanckuli 'ocydapcmeeHHblll YHU8epcumem cmadicép-npenodosameb

Ypunkyaoe Capeap6ek XacaHoguH -

Mazucmpanm I'vaucmaxckuli F'ocydapcmeeHHblll YHUBepcumem

AHHomalJllﬂ.' B Haweli cmpaHe 8 nogvluleHUu IKOHOMUYECKOU akmusHocmu HacesieHus, doxodbl om camo3aHsmocmu

uzparom 3Ha4YumesibHyr poJ/ib 8 CmpykKkmype doxodos HaceseHus. B cmambe paspa6omaHa IKOHOMempu4eckas Modesb

gﬁaKmopoe, s/AuUAWUX HA 0ox00bl HaceseHuss OoMm CAMO3AHAMOCMU HACe/eHUS. HpedcmaeAeHHble 68 cmamboe npea./IOJiCEHuﬂ
cayxeam das opzaHusayuu u passumus Ma/nozo 6u3Heca u cemeliHo20 npeanpUHumameﬂbcmsa HaceseHusl.

Kawuesgwle caoea: doxodsl HaceneHus:, cemeliHbill 6usHec, cybpelimuHe «Doing Business», uHgecmuyuu, 3KoHOMempu-
yeckas Modesib, mecm Jarke-Bera, ocmamouHas 2ucmozepamma, Hy/1eedsl 2unomesa, ypasHeHue pezpeccuu.
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