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Abstract. The development of production and the economic sustainability of a company are
intrinsically linked to its workforce. Manufacturing processes, for the most part, rely on human
labor. Every task performed is ultimately a product of human effort, and the efficiency of that
effort directly reflects in the company’s economic performance indicators. This article explores the
critical connection between workforce management and economic sustainability, covering key
aspects of personnel policy, including the formation of a healthy and capable team, the
composition and qualifications of personnel based on demographic factors, and their strategic
placement within the production process. It highlights the importance of timely adaptation to
changes in production and working conditions, alongside the integration of scientific and
technological advancements, and the promotion of novel production techniques. Furthermore, the
article provides a case study analyzing the current state of workforce utilization within a specific
economic entity, culminating in actionable recommendations aimed at optimizing employee
contributions, especially their intellectual and physical potential.
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production process, main direction of effective use of workforce.

KORXONA ISHCHI KUCHIDAN SAMARALI FOYDALANISH
IQTISODIY BARQARORLIKNI TA’'MINLASHNING ASOSIY OMILI

dots. Davlyatova Gulnora Muxamedjanovna
Farg‘ona politexnika instituti

Annotatsiya. Ishlab chiqarishning rivojlanishi va korxonaning iqtisodiy barqarorligi uning
xodimlari bilan uzviy bog liqdir. Ishlab chiqarish jarayonlari asosan inson mehnatiga asoslangan.
Bajarilgan har bir vazifa pirovard natijada inson mehnati natijasidir va bu sa’y-harakatlarning
samaradorligi kompaniyaning iqtisodiy ko‘rsatkichlarida bevosita namoyon bo‘ladi. Ushbu
maqolada kadrlar siyosatining asosiy jihatlari, jumladan, soglom va qobiliyatli jamoani
shakllantirish, demografik omillarni hisobga olgan holda ishchi kuchining tarkibi va malakasi
hamda ularniishlab chiqarish jarayonida strategik joylashtirish kabi masalalarni gamrab oluvchi
kadrlar boshqaruvi va iqtisodiy barqarorlik o‘rtasidagi muhim bog'liqlik o‘rganiladi. Bu ishlab
chiqarish va mehnat sharoitlarining o‘zgarishiga oz vaqtida moslashish, shuningdek, fan va
texnika yutuqlarini integratsiyalash va yangi ishlab chiqarish texnologiyalarini joriy etish
muhimligini ta’kidlaydi. Bundan tashqari, maqolada muayyan xo ‘jalik yurituvchi subyektda ishchi
kuchidan foydalanishning joriy holati tahlil qilingan, amaliy misol keltirilgan, uning natijalari
asosida xodimlarning hissasini, ayniqsa, ularning intellektual va jismoniy salohiyatini
optimallashtirishga qaratilgan amaliy tavsiyalar berilgan.

Kalit so‘zlar: ishchi kuchi, mehnat unumdorligi, ish vaqti, ish haqi fondi, ishlab chigarish
jarayoni, ishchi kuchidan samarali foydalanishning asosiy yo‘nalishlari.
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3®PEKTUBHOE UCIT0/Ib30BAHUE PABOYEHN CUJIBI IPEANIPUATHUA
KAK KJIIOYEBOW ®AKTOP OBECIEYEHUSA 3KOHOMHWYECKON YCTOMYHUBOCTHU

doy. lasassmoea I'yaHapa MyxamedxcaHo8HaA
®epeaHcKkull noaumexHUYecKull uHcmumym

AHHomauyus. Paszsumue npou3eodcmea u 3KOHOMUYECKAs: yCmou4ueocmb KOMNAHUU
Hepa3pbl8HO C8513aHbl ¢ eé nepcoHasoM. [IpouzseodcmeeHHble npoyeccwl, no 6oabwell yacmu,
OCHOB8aHbI Ha 4Yeso08eyeckom mpyde. Kadxcdas evinosHsiemasi 3adaya, 8 KOHEYHOM Cuéme,
s18/151emcsl pe3yabmamoM vesno8e4deckux ycuaull, u 3gekmusHoCmsb 3mux Ycuaull Hanpsamyo
ompaxcaemcsi HA IKOHOMUYECKUX NOKA3ameasx KomnaHuu. B amoili cmamve uccaedyemcs
gadcHellwas ces3b Mexcdy ynpas/eHuemM NepcoHa/NOM U 3IKOHOMUYECKOU ycmoliuusocmuio,
0xeambl8arwasl K/awyesble acnekmuol Kadposol NOAUMUKU, 8KA0HAS1 hopMuposaHue 300posoll
U cnoco6HOU KOMAaHObL, cocmas u Keaaugukayui nepcoHana ¢ y4émom demozpaguveckux
¢akmopos, a makdce ux cmpameauveckoe pameujeHue 8 npou3sodCmeeHHOM npoyecce. Imo
noduyépkueaem 8axcHOCMb c80e8peMeHHOlU adanmayuu K U3MEHEeHUsM 8 npou3godcmee Uu
yca08usix mpyda, a makxjce uHmezpayuu HAy4HO-mexHU4eckux docmudceHull u eHedpeHus
HOBbIX MmexHos02ull npouzgodcmea. Kpome moeo, 8 cmamve npueodumcsi hpakmu4veckuil
npumep, aHaAU3UpyWUll meKyujee coCmosiHue Ucho/1b308aHuUsl pabo4ell Cuibl 8 KOHKPEMHOM
xo3silicmeyoujeM cybsekme, N0 umozam KOmopoz2o 0arwmcsi npakmuyeckue pekomeHoayuu,
HanpassieHHble HA ONMUMU3AYUI0 8K1ada cOmpyJHUKO8, 0CO6EHHO UX UHMeA/1eKmyaabHO020 U
¢uszuyeckozo nomeHyuaa.

Kawueessle caosa: paboyas cuaa, npousgodumeabHOCmb mpyda, paboyee epems, oHd
onsaamsl mpyda, npou3eodCmMBeHHbIll npoyecc, OCHOBHble HanpasseHusi 3@P@dekmusHo20
UCNo/1b308aHUS1 paboyvell CUbL.

Introduction.

In the dynamic and often volatile economic landscape, achieving and maintaining
economic sustainability is a paramount objective for any enterprise. Economic sustainability,
in this context, represents the company’s ability to remain financially viable, generate
consistent profits, and effectively adapt to both internal and external challenges over the long
term. A cornerstone of achieving this crucial goal lies in the effective management and
development of the company’s workforce. Manufacturing, the core of production-based
businesses, is fundamentally driven by human capital. From the initial stages of design to the
final stages of distribution, every process is reliant on human labor. The efficiency of this labor,
reflected in areas such as productivity, innovation, and quality, directly impacts the company’s
bottom line and its overall sustainability. Therefore, the composition of the indicators that
characterize the use of personal includes such signs as the labor force, labor productivity,
working time, the wage fund for labor. These indicators are inextricably linked with each other,
and each indicator effects the final results of the enterprise. For instance, if the growth of
personal productivity depends on the skills of employees and the effective use of working time,
then the growth of personal productivity effects both the production capacity and the financial
result of the enterprise (/laBsisiToBa, A6ayn1aeBa, 2019).

Normative expressions are established on the indicators of the above-mentioned labor
factors, but the emergence of certain causes or conditions in the production process at the
enterprise causes the formation of differences in the norms of this designation. Those same
reasons or conditions are called unused capacity.

The role of personnel and their labor results in increasing production efficiency in
industrial enterprises cannot be overemphasized. Especially with the formation of free
economic relations, the importance of labor capacity increases further. No matter how high the
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technical potential of the enterprise is, it cannot work without the necessary level of human
potential (A6aynnaeBa, 2024).

Experimental section.

The research hypothesis of this work is the assumption of the influence of labor on the
effectiveness of production processes as in modern market conditions, the efficiency of
enterprises, the growth of profitability and competitiveness are possible only with the rational
use of labor resources. Modern conditions of automation of the technological process will not
always allow for economic growth. It is the employees whose knowledge, skills, and
qualifications determine the socio-economic development of not only the enterprise, but also
the country as a whole. Effective human resource management and the development of social
management are relevant today.

To ensure the validity and reliability of the research findings, a rigorous methodology was
employed. This include drawing an established principles and findings from peer-reviewed
scientific literature, particularly those demonstrating the positive influence of effective use of
human labor on organizational performance. Key provisions regarding labor utilization and its
development were incorporated into the research design and analysis. Furthermore, the study
leveraged statistical and analytical data from the internal company records to provide
empirical support for the qualitative observations and findings. This combined approach
ensures that the conclusions drawn wire grounded in both theoretical rigor and practical
evidence.

Early economic thinkers, including F. Quesnay, provided initial frameworks for
understanding the cyclical nature of economic production and the role of labor within it. Later,
Marx (2013) elaborated on the dynamics of labor power and its reproduction within capitalist
systems. Classical economists such as Mill, Ricardo (2001), and Smith (1981) further refined
our understanding of labor markets and the factors influencing labor supply. These
foundational concepts have been expanded from other economists, providing a comprehensive
theoretical base for analyzing the role of workforce development in ensuring the economic
sustainability of enterprises (A6ay/iaeBa, 2024).

The analysis of personnel efficiency is grounded in the comprehensive framework
developed in the scientific works of both foreign and domestic scientists Bazarov, Eremin
(2002), Barinova, Eremkin and others (2015). Their collective contributions, as presented in
widely-used textbooks, offer a robust understanding of personnel efficiency analysis, including
the detailed methods and types of analysis we have utilized in this research. These scholars
have provided a wealth of proven instruments, ensuring the validity and reliability of our
analytical approach (I'adpyposa, [laBaaToBa, 2019).

Kogdenko (2011), in his works, defines the process of economic analysis of an enterprise’s
labor resources by calculating indicators of personnel movement, labor productivity, and the
efficiency of labor costs. The main characteristics of labor resources movement, according to
Kogdenko (2011), include:

- Total turnover rate;

- Hiring rate;

- Separation rate (also known as attrition rate);

- Employee turnover rate;

- Replacement rate;

- Personnel retention rate (or personnel stability rate).

Regarding labor productivity indicators, Kogdenko (2011) includes the ratio of sales
revenue to the number of employees or the ratio of profit to the number of employees.

The review of existing literatures underscores the pivotal role of labor as a driver of
economic sustainability. We conclude that strategic investments in workforce development,
coupled with effective management practices that optimize labor utilization, can significantly
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improve key economic indicators such as productivity, profitability, and market share. These
improvements, in turn, create opportunities for further growth, technological advancement,
and enhanced competitiveness, making the company more attractive to investors seeking long-
term value. Building upon this foundation, the subsequent sections of this article will delve into
the connection between workforce management and economic sustainability, covering key
aspects of personnel policy, including the formation of a healthy and capable team, the
composition and qualifications of personnel based on demographic factors, and their strategic
placement within the production process to provide a more nuanced understanding of these
dynamics.

Results.

Enterprises should be provided with human resources. Today, the assessment of the labor
potential of employees is an urgent problem for many organizations. It should be noted that
solving this problem is one of the promising tasks related to improving the quality of life and
improving the well-being of the population. Effective labor potential and its formation are one
of the primary conditions of struggle, however, not only for the growth of labor productivity,
but also for the quality of products and services provided. In order to assess the labor potential,
first of all it is necessary to make a qualitative model of it.

Personnel capacity is a tool that provides equipment, reserves, competitiveness. For this
reason, the correct formation of the composition of the labor potential, ensuring its rational use
is considered as an essential task before each leader, and in its solution, it is important to
identify and employ the available opportunities.

It is possible to add the following to the system of indicators that characterize the state of
labor resources:

1. Number and composition of labor resources

2. Cycle of labor resources

3. Efficiency of labor resource

The main purpose of analyzing the situation of personnel and their labor potential is to
determine the unused opportunities for using this potential both in quantity and in quality. We
will evaluate the level of use of labor factors to determine the employment opportunities in the
enterprise. Fergana Spining, the company which is situated in Fergana region, is taken as the
object for analysis.

In the analysis the provision of personal of Fergana Spining and its composition are
estimated according to following data:

Table 1
Analysis of the content of the personnel of the enterprise

Change

Indicators 2022 year 2023 year
Absolute (+,-) Percent, %

Number of industrial production

personnel 94 92 -2 97
Including:
- workers 84 74 -10 88
- number of employees in other 10 8 -2 8
categories

If the number of all listed in the enterprise amounted to 94 people in 2022, then in 2023
it was equal to 92 people. The number of workers in its composition was 84 in 2022 and 74 in
the year of 2023. The analysis shows that the number of workers in the enterprise decreased
by 10 people compared to previous year.
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The number of employees in other categories decreased by 10 people in 2022 and by 8
people in 2023, that is, by 2 people.

The volume of product production in 2022 amounted to 13270818 thousand sums. And
in 2023 it was worth 14558823 thousand sums. As the number of workers decreased compared
to 2022, an increase in the production volume of the product may have occurred on account of
labor productivity.

It is possible to clarify the above situation by determining the relative change in the
number of workers. To determine the relative difference, the number of workers in the
previous year is multiplied by the percentage of change in the production volume of the product
and compared with the number of workers in the current year. The relative economy indicates
an increase in labor productivity (bapunosa u gp., 2015).

Table 2
To determine the difference in the number of workers
The number of

2022 recalculated workers Change
Indicators ear 2023 year | taking into account the

y growth rate of product

size Absolute | Relative
Workers 84 74 84*109.7/100=92 -10 +18

According to the table data, the absolute difference in the number of workers was 10
people, not taking into account the growth rate of the volume of products. When the growth
rate of the volume of products compared to the previous year was taken into account, the
relative economy amounted to 18 people. This is evidenced by the effective use of personnel in
the enterprise, in particular workers. By deepening the analysis, the employees ' movement and
skills are evaluated, the non-landing and the level of qualification of the workers are analyzed,
on the basis of which we will determine the opportunities to make even more complete use of
them.

It is known that the level of use of the enterprise's personnel depends on their skills,
experience, comprehension. The high level of qualification ensures the economy of working
time on account of the high level of their service, through the rational use of equipment,
material resources. For this reason, it is an urgent issue to determine the available
opportunities by analyzing the level of qualification of workers in the enterprise (/leliHeka,
Becnanbko, 2022). The working staff of the enterprise Fergana Spining is also divided into
qualification certificates.

Table 3
Analysis of the qualification level of personnel
Level of qualification Number of workers .
: Difference
of workers Plan In reality
I

Il 16 17 +1

11 17 18 +1

I\Y% 18 19 -1

\Y% 17 15 -2

VI 6 5 -1

Total 74 74 0
394
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The average qualification rating is determined for assessing the level of qualification of

workers in the enterprise
Ppa=2*16+3*17+4*18+5*17+6%6/74=3.72
Pra=2*17+3*18+4*19+5*15+6*5/74 =3.63

This means that the average level of qualification in the enterprise was 3,72 in the plan,
and in reality, it was 3,63. This condition can adversely affect to the quantity and quality of the
product.

The indicators that characterize the state of personal are determined by the categories of
them and indicate the qualitative composition of personal. When analyzing the composition of
the potential of personnel, it is also important to determine the prevalence of employees with
higher education, employees with secondary special education and other educated personnel
in the total number of employees. Because the increase in the amount of highly educated
employees is indicate an improvement in the quality of the potential of the enterprise's
personal. In the analyzed enterprise, the following results were obtained on the personnel data.

Table 4
Analysis of the state of the potential of the enterprise’ personnel
. 2023 year .
Categories of personnel Plan R, Difference
Total number of personnel 92 92 0
Including:
-ones who has higher education 8 8 0
-secondary special educated, out of 60 63 +3
which, collage,secondary and incomplete
secondary educated 24 21 -3
Share by category
- share of higher educated
. 8 8 0
- share of secondary special educated
. 65 68 +3
-share of secondary and incomplete
26 22 -4
secondary educated

In the period of analyzation of enterprise, there was no significant change in the structure
of personnel on the education level. In reality general staff consists of 8 higher educated people,
who are mainly management personnel and specialists. The number of employees with
secondary special and college education was 60 people in the plan, in reality it was equal to 63
people, that is, their amount increased by 3%. This was achieved by the accounts of newly
adopted workers at the enterprise. In the general case, the amount of personnel of the
enterprise cannot be said to be high. The high level of non-landing also has a negative impact
on the state of labor potential, qualifications. The average age of labor capacity of the enterprise
is 25-45 years. This means that the enterprise has the opportunity to improve the efficiency of
its employees on the basis of the formation of personnel policies based on age structure.

Discussion.

Our research confirmed the critical importance of a well-developed personnel policy for
effectively leveraging the potential of employees aged 25-45, a key demographic for our case
study company. We found that such a policy should encompass the following essential
elements:

e proper placement and planning for workforce according to their qualification;

e training and professional development of employees;

e promote staff to higher-level in-service positions;

« terms of employ, conditions of work and payment for it;
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« create a comfortable psychological environment in the work team.

Beyond simply forming a healthy and capable team, an effective personnel policy must
proactively address the evolving dynamics of the modern workplace. This includes strategically
considering the composition and qualifications of personnel based on demographics such as
gender and age, ensuring the optimal placement of employees within production processes, and
adapting to changes in production and working conditions. Crucially, it requires embracing
scientific and technological advancements to drive innovation. In essence, modern workforce
strategy must prioritize not only the creation of a new ethic of human engagement in
production and living, but also an explicit dependence on innovation and high labor
productivity to achieve sustained economic success.

In our opinion, the personnel policy of the enterprise in practice should not only solve
internal tasks and problems, but also rely on public policy in the field of employment and
provide followings:

- to ensure that citizens have the same opportunities in the implementation of the right to
work and freedom of choice of profession;

- support of labor and entrepreneurial initiatives of citizens;

- provision of social protection of employees both during the period of their labor activity
and after retirement;

- international cooperation in solving the problems of employment, creating joint
ventures and implementing production-related projects, etc.

Unfortunately, nowadays the leaders of some enterprises, as the analysis shows, are more
focused on the formation of the "portfolio" of orders, the search for resources and investments,
the identification of channels for the sale of products, the reduction of debts and creditors, the
solution of various economic problems, although all this plays an important role in the
conditions of market relations, their essence are less than the importance of labor policy
(JAaBasToBa, A6aynaena, 2019).

In this case, it is difficult to successfully solve the tasks of development of production
without paying attention to the personnel policy, including the formation of the necessary
personnel capacity and positive changes in its composition, the improvement of personnel
skills, the introduction of achievements of science and technology into the life of enterprises,
and the main thing is it is difficult to ensure stable and profitable activity of enterprise.

For example, in Japan, the personnel policy of enterprises and firms in the first place is
aimed to develop relations between universities and scientific centers, and in the second,
preparation specialists in the field of robotize of industry, and this will serve not only to the
growth of mecanization and automation of production, but also to create a competitive
environment between workers and specialists.

In Germany, almost all changes in the economy and production are associated with
personnel policy. The level of personnel qualification and knowledge in the formation of the
personnel capacity of enterprises is the main factor. German enterprises and firms annually
invest more than 10 billion marks to ensure that employees receive information and improve
their skills. In addition, they provide information to specialists about training centers and
courses, where they can get the necessary knowledge during their spare time from work.

Personnel policy also occupies a leading position in French and Italian enterprises. Due to
the competition in Gresia, companies and firms will have to constantly modernize their
production, spending large amounts of money on the application of new technologies. However,
the ultimate goals of modernization can be achieved only when the personnel qualification
corresponds to the technical level of production. For this reason, many industrial enterprises
widely apply a complex of measures to improve the skills of workers and specialists
(Abnynnaesa, 2024).
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Conclusion.

In today’s fiercely competitive market environment, the efficiency, profitability, and
competitiveness of enterprises are intrinsically linked to the rational and effective utilization
of their labor resources. This is particularly true in knowledge-based economies, where human
capital serves as the primary driver of innovation, productivity, and customer satisfaction.
Organizations that prioritize effective labor utilization, by streamlining workflows and
reducing waste, are demonstrably better positioned to thrive.

Building upon these core principles, our research highlights the critical importance of a
well-defined personnel policy in achieving sustainable economic success. As such, enterprises,
especially within Uzbekistan, should not only emulate the best practices of leading global
organizations, but also invest strategically in enhancing their own personnel policies. This
includes a sustained commitment to improving employee skills, fostering a positive work
environment, and ultimately, enhancing the overall quality of life associated with labor. By
doing so, they can unlock the full potential of their workforce and achieve sustained competitive
advantage.

Reference:

Marx K. (2013) Class Struggle and Labour-Centred Development. January. Global Labour
Journal 4(1): 48-70

Ricardo D. (2001) On the principles of political economy and taxation.
https://library.fa.ru/files/Ricardo-Principles.pdf

Smith A. (1981). An Inquiry Into the Nature andCauses of the Wealth of Nations, Vol. 1. India-
napolis, IN: Liberty Fund.

A6dyanaesa, C. (2024). “UKTHCOJHH FAPKAPOPJIUK” TYIIYHYACHTA 3AMOHABHH
EHJJALLIYBJIAP XAM/JJA YHHHI ACOCHH KYPCATKHYJIAPH TH3HMH. Iqtisodiy taraqqiyot va
tahlil, 2(12), 242-249. https://doi.org/10.60078/2992-877X-2024-vol2-iss12-pp242-249

A6dyanaesa, C. (2024). Hxmucoduil 6apkapopaukHu ugodaso84u Kypcamkuyaap
MU3UMUHU aHukaaw macaaaaapu. Iqtisodiy Taraqqiyot Va Tahlil, 2(5), 384-388.
https://doi.org/10.60078/2992-877X-2024-vol2-iss5-pp384-388

baszapos T.IO. Epemun A.JI. (2002) YnpaeaeHue nepcoHanom: YuebHuk 045 8y308. —M.:
HOHumu.

bapunosa B.A., EpemkuH B.A., 3emyos C.II. (2015) IIpobaembl ynpasieHus: meopusi u
npakmuka. 'ocydapcmeeHHoe ynpaseHue. 31eKmpoHHbIl 8ecmHuK. Boinyck N2 49. Anpesv. 27-
42

Tagpyposa @.C, [asaamosea [I.M. (2019) BvisieneHus u Mobuaudayusi pe3epeos
pPayuUOHA/ILHO20 UCNO/Ib308AHUSL PECypco8 Kak dakmop nosvluleHus 3pgpekmusHocmu
nposeodcmea // [Ipobaembvl coepemeHHOU HayKu u o6pazosarusi. N2 12. 62 c.

Hasaamosa I'M., A6dyanaesa CX. (2019) CucmemHble npuHyunsl U 3aKOHOMEpPHOCMU
0p2aHuU3ayuu KoMMmep4eckKkozo npednpusimus 8 Kayecmae coyudbHO-3KOHOMUYECKOU cUCmeMbl
// IKoHOMUKa u 6u3Hec: meopusi u npakmuka. - N2 6-1. 94-99 c.

Hetinexa A.B., Becnaavko B.A. (2022) YnpasaeHue yeaoseveckumu pecypcamu. -M.: [lawkos
uK; -C. 160.

Kozdenko B.I. (2011) 3koHomuueckull aHaaus: y4eb. nocobue.— 2-e u3d., nepepab. u don. -
M.: OHumu-/laHa, -399 c.

397



https://library.fa.ru/files/Ricardo-Principles.pdf
https://doi.org/10.60078/2992-877X-2024-vol2-iss12-pp242-249
https://doi.org/10.60078/2992-877X-2024-vol2-iss5-pp384-388

