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ABSTRACT

Personnel management is recognized as one of the most important spheres of
enterprise life, capable of increasing its efficiency many times over, and the very
concept of "personnel management at the enterprise™ is considered in a rather wide
range: from economic-statistical to philosophical-psychological.

The personnel management system ensures continuous improvement of methods
of work with personnel and the use of achievements of domestic and foreign science,

the best production experience.

Research methods - collection, generalization and systematization of
information were used in Chapter 1 where the theoretical foundations of personnel
management of the organization were identified, analysis and synthesis were the main
methods in Chapter 2. Comparative method allowed to identify the shortcomings of
the existing system of personnel management in a Chapter icular organization and on
this basis to develop a proposal to improve the personnel management system. In the
Chapter 3 recommendations on the application of foreign experience in the
improvement of personnel management system in JSC Hilding Anders, as well as
calculations of economic efficiency of the proposed measures.

The work contains an introduction (justification of the relevance of the chosen
topic, setting the goals and objectives of the study), the main Chapter of 112 pages,
conclusion, as well as a list of sources used.

Keywords: personnel management, external environment, foreign economic
activity, development, improvement, recruiting.

activities, development, improvement, recruiting and others



AHOTANIA

B pesynbrari mpoBeneHOro MOCHIIXKEHHS Oynu HagaHl MPOMO3MII IIO0A0
PO3BUTKY CHCTEMHM peKpyTHUHry Ha ocHoBi KPI, mo jgomomoske 3alydyuTd B
opraHizailifo OUIbIII KOMIIETCHTHUN MEPCOHAN, 3HU3UTU IUIMHHICTh KaJAPIB 1 3HAYHO
OiABUIIUTA  €QEeKTUBHICTE POOOTH CHIBPOOITHUKIB BIIAUTY 0OCITYrOBYBaHHS
aBiakomrmanii "UZBEKISTAN AIRWAYS". Bynu BuBUYEHI TEOpETUYHI OCHOBH
migoopy MepcoHaly; AOCTIHKEHI METOIU MiAOO0py MepcoHaly, JpKepena i crocoou
nig00py MepcoHany B JILOTHOMY KOMILIEKCI 1 BiAauUI OOPTHPOBITHUKIB, BHUBUECHI
TEXHOJIOT1i, = BUKOPUCTOBYBaHI  3apyODKHUMHU  OpraHizamisiMd 1  PI3HUMH
PEKPYTHHTOBUMH areéHTCTBAMH, iX MEepEeBard i HEJOJIKH, TPYAHOII iX BIPOBAKCHHS
1 po3pobiieHa cucteMa miaoopy nepcoHany Ha ocHoBi KPI.

VY BCTynl BU3HAYEHO aKTYaJbHICTh 0OpaHoi TemH KBamidikalriiiHoi poboTwu,
00'eKT, MPEeAMET, METY Ta 3aBJaHHS MallOyTHBHOTO TOCTIKEHHS.

VY nepiiomy po3iii po3risiHyTO TEOPETUKO-METOA0IOTIYH1 OCHOBH YIIPABITIHHS
NIEPCOHAJIOM: TMOHSATTS, MIIXOAU Ta 3aBJAHHS YIPABIIHHS aBlallliHUM MEPCOHAIOM;
0COOJIMBOCTI YIIPaBIIHHS NEPCOHATIOM B 3apyO1’KHUX aBlaKOMITaHIsX.

Y  napyromy po3miai  mpoaHali30BaHO — IsUIBHICTH — aBiakommanii AT
"UZBEKISTAN AIRWAYS", HanaHo 3arajibHy XapakT€pUCTUKY MIANPUEMCTBA Ta
MPOBEICHO aHaii3 (PIHAHCOBO-TOCTIONAPCHKOT JISITLHOCTI; MPOBEAEHO JTOCIIIKEHHS
O0COOJIMBOCTEM CUCTEMHU YIIPABIIIHHS MEPCOHAJIOM, a TaKOXK aHall3 YHMCEJBHOCTI Ta
npo0seM yrpaBJiHHA CIyk0010 O0pTHpOBiAHUKIB [lenapTamMeHTy 00CIyroByBaHHs.

Y TperboMy po3aiTi po3poO0JCHO 3aXOAW IIOAO BIOCKOHAJIECHHS CHCTEMH
VIOpaBJIiHHS TIEPCOHAJIOM, a TaKOX HaBEJACHO EKOHOMIYHY €(eKTUBHICTh
BripoBapkeHHs [C Ta cucremu mindopy nepconany Ha ocHoBi KPI.

VY BHCHOBKax 3a3HAUCHO OCHOBHI pE3yJIbTaTU IPOBEJCHOTO JOCITI/DKEHHS Ta
chopMyITEOBAaHO KOHKPETHI MPOMO3HIIiT 010 peajtizallii 3aB1aHb KBaTi(ikaliiHoi poOoTH.

KirouoBi ciaoBa: ynpaBmiHHS TEPCOHAIOM, 30BHINIHE CEPEIOBHIIIE,
30BHIIIHBOEKOHOMIYHA  JISJIBHICTh,  PO3BUTOK,  YAOCKOHAJIEHHS, PO3BUTOK,

yIO0CKOHAJIEHHS, IHpopMaIliiiHa cucTema.
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INTRODUCTION

Personnel management is recognized as one of the most important spheres of
enterprise life, capable of increasing its efficiency many times over, and the very
concept of "personnel management at the enterprise" is considered in a rather wide
range: from economic-statistical to philosophical-psychological.

The personnel management system ensures continuous improvement of
methods of work with personnel and the use of achievements of domestic and
foreign science, the best production experience.

The essence of personnel management, including employees, employers and
other owners of the enterprise is the establishment of organizational-economic,
socio-psychological and legal relations of the subject and object of management.
These relations are based on the principles, methods and forms of influence on the
interests, behavior and activities of employees in order to maximize their use.

In the conditions of market economy in our country the issues of practical
application of modern forms of personnel management, which allow to increase the
socio-economic efficiency of any production, are of special importance.

The success of an enterprise (organization, firm) is ensured by the employees
employed by it. That is why the modern concept of enterprise management assumes
the allocation of the one related to the management of the human resources
component of production - the personnel of the enterprise - from a large number of
functional spheres of management activity.

The relevance of the topic of pre-diploma work "Personnel management at the
enterprise” is explained by the conditions of fierce competition in the market of
Uzbekistan. It is known that the most important component of competitiveness
directly depends on and is provided by the firm's personnel and personnel

management system.
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The purpose of research in pre-diploma work is to study and analyze the
personnel management system and develop recommendations for its improvement
at a Chaptericular enterprise.

In order to achieve the objective of the study, it seems appropriate to address
the following objectives:

1) to disclose theoretical aspects concerning personnel behavior management;

2) analyze the current system of personnel management in the enterprise under
study;

3) to develop recommendations to improve the personnel management system
in the studied enterprise.

The object of the study is Personnel Management at the enterprise.

Subject of the study - organization of personnel management of HILDING
ANDERS, a.s.

Directions and methods of improvement of personnel management of
HILDING ANDERS JSC

Research methods - collection, generalization and systematization of
information were used in Chapter 1 where the theoretical foundations of personnel
management of the organization were identified, analysis and synthesis were the
main methods in Chapter 2. Comparative method allowed to identify the
shortcomings of the existing system of personnel management in a Chaptericular
organization and on this basis to develop a proposal to improve the personnel
management system. In the third Chapter recommendations on the application of
foreign experience in the improvement of personnel management system in JSC
Hilding Anders, as well as calculations of economic efficiency of the proposed
measures.

The work contains an introduction (justification of the relevance of the chosen
topic, setting the goals and objectives of the study), the main Chapter, conclusion,

as well as a list of sources used.
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The first chapter of the diploma work reveals the essence, content and concept
of the personnel management system, reflects the regulatory legal and
methodological norms that regulate it.

The second chapter presents the analysis of the current system of personnel
management in the studied enterprise.

In the third Chapter, calculations of economic efficiency of the proposed

measures were carried out, which shows the achievement of the objectives.
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CHAPTER 1. Theoretical aspects of organizing the process of personnel

management at enterprises

1.1 Theoretical foundations of the organization of the personnel management
process

One of the activities of the organization is the creation of a quality system
of personnel performance management. Unlike other resources of the enterprise,
human resources require attention and special treatment. Hired employees both
at the time of entering a job and during its performance can refuse the conditions
offered to them, demand changes in working conditions and modification of
work unacceptable from their point of view, acquisition of other professions and
specialties, as well as can leave the enterprise at their own will. As a result,
certain approaches are required to personnel both for their attraction and
retention for a long time [3, p. 93].

In modern conditions the management of human resources of the
organization is a necessary and integral Chapter of the management system.
However, in the practice of organizations, there are not enough measures to
improve the management of human resources, namely, personnel services that
work directly with each employee. At many enterprises, personnel
management services, as a rule, have a low professional level, weak
organizational status, insufficient competence [3, p. 93].

As such, they perform a range of tasks to manage staff and ensure that

their working conditions are normal. These tasks are summarized in Figure 1.1.



HR

management

tasks:

Socio-psychological diagnostics

Analysis and regulation of group and personal
relationships, management attitude

Management of industrial and social
conflicts and stress

Information support for the personnel management

system ... ..

Employment management, assessment, selection

of candidates for vacant positons

Analysis of human resources and personnel
needs, business career monitoring

f Professional and social psychological adaptation
I of employees, work motivation

Legal issues of labor relations,

psychophysiology, ergonomics and aesthetics of work

Fig.1.1-Tasks on personnel management of the organization[13,p.113].

Lack of proper qualification does not allow HR deChapterments to be
professional methodological, informational, and coordinating centers of HR work.
They are structurally disconnected with the deChapterments of labor organization and
wages, occupational health and safety deChapterments, legal deChapterments and
other subdivisions that perform the functions of human resources management of the
organization. To solve social problems in organizations, social research and service

services are created [19, p.27].
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The study of the main theoretical aspects of personnel efficiency management,
development of methods for assessing the professional qualities of employees allows
the organization to independently carry out planning, analysis and control of the
movement of personnel, the effectiveness of its activities. In this case, efficiency is
defined as a relative indicator that characterizes the ratio of achieved and expected
final results of activity and acts as an effect of its achievement. It is quite difficult to
apply the efficiency formula in practice for real calculations, as the numerator and
denominator of the fraction in most cases are not quantifiable and cannot be calculated
in common units. Most often, the results of economic activity are diverse, and it is
impossible to summarize their results, even using universal monetary measures [19,
p.27].

In the modern world there are many approaches to the definition of the concept
of "personnel management"”. These approaches can be divided into four categories:

- process approach, which considers personnel management as a process;

- activity approach, where personnel management is viewed as an activity;

- A systems approach, whereby personnel management is presented as a
system,;

- socio-psychological, which emphasizes the socio-psychological aspects of
personnel management.

The process of personnel management includes a number of important functions
necessary for the effective operation of the enterprise.

Personnel management is aimed at improving the ability of the enterprise to
adapt to the constantly changing external environment [19, p.32].

Identification of staffing needs, recruitment, development, utilization, retention
and downsizing are included in the process functions. Supervision, marketing,
information services and personnel management organization are classified as.

The core functions, however, contribute to the support of the procedural

functions.
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The process functions of personnel management are seen as a continuous
process that begins with the determination of personnel needs and ends with the
optimization of personnel and, if necessary, their reduction.

When determining staffing needs, it is important to take into account
quantitative (how many personnel are needed), qualitative (their abilities), local (place
of use) and temporal (when and how long to use them) aspects. There is uncertainty in
personnel planning, which is explained by the fact that the strategic planning horizon
of most organizations has sharply narrowed, making it difficult to build forecasts of
its company-wide development. There are also other problems that make it difficult to
build an objective and accurate need for personnel [16, p.34].

Thus, for some groups of personnel it has become difficult to determine such
parameters as the time of dismissal or retirement, rational use of working time, etc. It
is also difficult to assess the loyalty of employees in relation to the manager, which is
explained by the increasing tendency for personnel not to link their professional career
with one organization and more often use other employment opportunities.

An important function of personnel management is its recruitment, so it is
important for enterprises to constantly conduct research and monitoring of the labor
market in order to assess the possibilities of their staffing. It is important to track the
specifics of the demographic situation in society in order to better utilize older
personnel and identify bottlenecks in relation to the younger generation [16, p.34].

It is important for an organization to maintain its image in the external and
internal markets of the workforce, as it is the image that is an important factor in
ensuring the attractiveness of the company and determines the possibility of recruiting
new human resources.

Achieving maximum compliance of the employee's capabilities with the
requirements of the organization is solved by the function of personnel development.
For this purpose, necessary conditions are created for employees. In this way, the role
of assessing the potential of personnel for further development is increased in terms of

information:
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- horizontal personnel development is aimed at development in other
functional areas;

- Vertical staff development is aimed at upward movement with increased
responsibility;

- intercultural staff development is aimed at working in a different cultural
space.

The staff utilization function is the specific assignment of employees to
specific tasks.

Another important trend in personnel utilization is the increasing flexibility of
the labor process. Along with traditional forms (sliding schedules), more complex
concepts of flexible labor organization are developing (establishment of annual
workloads, autonomous groups with a free schedule, longer vacations, etc.). The
above-mentioned new forms of labor contribute to a fuller development of human
potential [16, p.34].

The process function of personnel management also includes personnel
retention. The fulfillment of this function is aimed at stimulating through the use of
appropriate tools to increase the productivity of personnel and their impact.

At the same time with material encouragement and stimulation of labor, more
balanced concepts of labor encouragement, such as organization of employees'
working time, providing opportunities for their personal development, increasing
Chaptericipation in the communication process, promoting inclusion in various work
groups, etc., are now becoming paramount [9, p.124].

Let's consider the peculiarities of staff reduction. The dynamics of the external
environment and frequent restructuring contribute to the careful differentiation of
downsizing tools. At present, mass layoffs are an extreme measure that should be
avoided if possible. The most popular are the directions of indirect elimination of staff
surplus, which consists in refusal to extend temporary labor agreements, intra-
company relocation of employees, refusal to use personnel leasing. More flexible

forms of labor organization allow to regulate the level of employment [16, p.19].
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The characteristic feature of the profile functions of personnel management of
the organization is a direct influence on the above procedural functions.

The function of controlling is to support planning, management, control and
information support of all activities in the field of personnel management. This
system is also used to improve the organization of working hours, to check incentive
systems, to reorient personnel development activities, as well as in the field of
internal company communications.

Increased capacity to collect data increases the risk of data impairment. It is
therefore important to better identify the links between qualitative indicators and
human resources objectives.

Time are intra-company surveys that allow to assess the degree of personnel
satisfaction [16, p.25].

Let us consider the function of personnel marketing, the purpose of which is to
create favorable conditions for the attractiveness of the enterprise in the internal and
external labor markets. The use of this function allows increasing the employer's
ability to obtain and retain qualified and motivated labor force.

The function of personnel management organization is aimed at regulating the
cooperation of people, which ensures effective division of labor and its coordination.

Considering the process of personnel management as an integral system, it is
possible to identify the main elements that are aimed at the implementation of the
following functions: organizational function: planning sources of staffing; awareness
of potential candidates about recruitment and recruitment terms; the amount of funds
allocated for training; socio-economic function: a set of conditions and factors that
determine the use and retention of personnel; reproductive function, which ensures the
creation of training and material base and caring for the staff; reproductive function,
which ensures the creation of a training and material base for the staff; reproductive

function, which ensures the creation of training and material base for the staff.
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The human resource management system (HRMS) acts as a primary
component of the organization's development. Acting as the most important subsystem
of the organization, it determines the success of its development.

The personnel management system pursues the following objectives: increasing
the competitiveness of the organization in the market; increasing the efficiency of
labor, namely, obtaining maximum profit; increasing the social effectiveness of the
collective's activity [24,p.34].

In Figure 1.2 depicts schematic  system management of  the

enterprise personnel management system.

Organizational personnel management system
¥

Social and labor relations of personnel and organizations
b
h

Personnel policy of the organization

»
Recruitment and onboarding

. ' ! ]

Sources of Recruitment, Induction Release
attracting selection and hiring and control
candidates Sedilapia Lo

w

Personnel motivation and incentive management

=

Personnel training and development

h 2 W k4
“Yocational training and Business Formation of a
advanced training career planning personnal reserse and
work with it

!

Formation and promotion of the organization’s corporate culture

¥ ¥
Creating a corporate Public relations in
culture personnal managamant

)

Assessment and control
h 4 ¥ h 4
Efficiency mark Quality assessment Management audit
personnel personnel managemant siaff
v
HR records management

Fig.1.2-Personnel management system
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As the analysis of theoretical studies on the problems of personnel
management shows, in the modern world the concept of personnel management
system contains the following: personnel planning; determination of the existing
need to hire employees and staff; recruitment of employees; personnel selection;
subsequent hiring of those or other suitable personnel; labor and social adaptation of
newly hired personnel; qualified training of personnel; career and its growth;
personnel evaluation; employee motivation system; labor rationing [24, p.178].

It should be noted, and this is emphasized in her research by N.V. Maslova,
that these are only the basic personnel technologies representing the range that
includes any personnel management system [6, p.116].

All elements of this system can be grouped into three large groups:

- technologies for forming and presenting staff,

- technologies for staff development;

- technologies aimed at efficient use of available labor resources.

The main subsystems of the PMS should include the following areas:

— organization of the personnel management system at the enterprise;

— recruitment of personnel for the organization;

— adaptation of the organization's staff;

— motivation of the organization's staff;

— training and development of the organization's staff;

— certification of the organization's personnel;

— management of the organization's staff turnover;

— organizational culture of the organization's staff;

— retention of young professionals in the organization;

— human resources records;

— socio-psychological climate of the organization;

— the role of the leader of the organization;

— personnel policy of the organization [30,p.105].

At the same time, personnel management acts as a system of organizations, as

a process, and as a structure. If we consider personnel management as a system, it
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can be characterized as a system of interrelated organizational, economic and social
measures to create conditions for the full functioning, development and effective use
of human resources potential of the enterprise. Thus, the personnel management is
based on the personnel management system itself.

The personnel management system consists of a number of subsystems.

Line management subsystem manages the organization as a whole and
individual functional and production units. The functions of this subsystem are
assigned to the company's management.

Among the functions of the subsystem of personnel planning and
marketing we can mention such as the development of personnel policy and
strategy of personnel management, research of the labor market, assessment of
personnel potential, implementation of personnel planning, planning and
forecasting of personnel needs, organization of advertising activities, supporting
the relationship with external sources that provide the organization with
personnel [30, p.115].

The recruitment and personnel management subsystem is responsible for
organizing recruitment, interviewing, assessment, selection and hiring of
personnel, recording of hiring, transfers, rewards and dismissals of personnel,
professional orientation and organization.

rational use of personnel, employment management, documentation
support of the personnel management system.

The subsystem of labor relations management performs the functions of
studying and regulating group and personal relations, studying management
relations, managing organizational conflicts and stresses arising at the enterprise,
performing socio-psychological diagnostics, monitoring compliance with ethical
norms of relations, and is responsible for interaction with trade unions.

The subsystem of ensuring normal working conditions implements
compliance with the requirements of technical aesthetics, compliance with the
requirements of psychophysiology and ergonomics of labor, occupational safety

and environmental protection.



The subsystem of personnel development management performs the
functions of retraining and advanced training of personnel, adaptation in the team
of newly hired employees, evaluation of candidates for a vacant position, current
periodic evaluation of personnel, implementation of business career and
professional promotion, organization of work with the personnel reserve [30,
p.119].

The subsystem of personnel motivation and incentive management
performs the functions of labor stimulation and motivation, rationing,
development of labor remuneration systems and forms of personnel
Chaptericipation in profits and capital, formation of the system of moral
incentives for personnel.

Such a subsystem as social development management performs the
functions of public catering, housing and consumer services management,
development of culture and physical education, ensuring health protection and
recreation, organization of social insurance.

The subsystem of development of organizational structure of management
evaluates the existing organizational structure of management, designs a new
organizational structure of management, develops a staffing table, allows to form
a new organizational structure of management, develops and implements
recommendations for the development of style and methods of leadership.

Among the functions of the subsystem of legal support of the personnel
management system we should mention such functions as solving legal issues of
labor relations, coordination of administrative and other documents on personnel
management, solving legal issues of economic activity, and consulting on legal
Issues.

A comprehensive study of the existing relations in the enterprise's
personnel management system is based on the system approach, which
considers the managed and controlling subsystem as a single system [7, p.48].

The constituent elements of the personnel management system are

united by a common economic goal, which is to maximize profit. The system
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approach in personnel management acts as a methodological basis for the
design, creation and functioning of organizational and management systems at
enterprises.

To date, the main resource of any enterprise is its personnel, as the
effectiveness of the organization directly depends on the proper management
of personnel.

Personnel management is a field of knowledge and practical activity
aimed at timely provision of the organization with personnel and its optimal
use [32, p.287].

The process of personnel management cannot be effectively organized
without information and communication. It should be noted that each individual
employee of the enterprise or organization is a carrier of information, and
communication is the means by which people are united to achieve their goals.
A manager needs objective information to make decisions on personnel.

Information as a factor of personnel management in the system of the
organization is an important element of its functioning. Communication as a
means of information transfer has the following principles:

- The principle of clarity- a message is not considered complete until it
is clear, and this requires attention and needs to be checked;

- Principle of integrity - the purpose of management messages,
understanding between workers in the production process to achieve the set
goals;

- Principle of strategy- based on familiarization of situations, develop
strategies to increase communication channels.

Competence is an extremely important condition for increasing the
efficiency of personnel. The term competence is the central concept of the whole
concept of personnel management. The term competence was first used in the
research of American scientist V. McElville, where it was shown that the essence
of the organization, its core is a disposable set of competencies of all employees.

21
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Personnel competence management is a process of comparing the needs of
the enterprise with the individual resources and selecting forms of influence to
bring them into compliance in practice. In this case, the resources mean the
personnel of the enterprise with achieved competence levels, desires,
motivations, aspirations.

Competence management can be carried out both at the enterprise level
and at the level of an individual employee. At the enterprise level, competence
management is related to the following functions:

- Assessment of available personnel resources, as well as capabilities,
knowledge, skills of personnel;

- Assessment of the needs of the enterprise in personnel in accordance
with the goals, objectives of the organization, strategies established by the
enterprise for the coming years;

- Assessment based on systems analysis resource-needs comparison.

This can be schematically represented in the following figure 1.3.

Comparing needs with _
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i 1’
In-house Rest
training o (than
External regulation
L4 i
Personnel
Labor market management. .
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Fig.1.3-Competence interrelation with other components[10,p.155].
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Competence management at the enterprise and individual level is a closely
interrelated process, as one is complementary to the other. It ultimately
determines the capabilities in accordance with the needs of the position.
Assessment of an individual's performance allows an individual to activate the
knowledge, skills and information he/she has previously acquired. Another
important condition for increasing the effectiveness of personnel management is
motivation of labor activity. Administrators have always implemented the
conditions of motivation of their employees, whether they realize it or not.

An effective personnel management system is the key to the successful

existence and financial stability of any retail chain, firm, enterprise.

1.2. Personnel management process: essence, main aspects, functions and
methods

The personnel of an organization is one of the types of resources of an
enterprise.

This type differs from others (financial, material, raw materials) in that the
worker has the right to refuse the conditions under which he or she is going to be
used, to negotiate the level of wages, to retrain for other professions, to
Chaptericipate in strikes, to quit at will, to decide which professions are socially
unacceptable. In general, personnel cannot be regarded as a homogeneous substance;
each worker has individual motives and values.

Sufficient provision of enterprises with the necessary labor resources, their
rational use, high level of labor productivity are of great importance for increasing
the volume of production and improving the efficiency of production. In
Chaptericular, the volume and timeliness of all works, efficiency of equipment,
machinery and mechanisms use depend on the provision of the enterprise with labor
resources and efficiency of their use.

Personnel or personnel is the main staff of the organization's employees
performing various production and economic functions. It is characterized, first of

all, by its number. It is also determined by the nature, scale, complexity, labor
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intensity of production processes, the degree of their mechanization, automation,
computerization [14, p.60] .

These factors set the standard number of employees, which in practice is
almost never possible to provide, so the human resources potential is more
objectively characterized by the headcount, i.e. those employees who are officially
working in the organization at the moment. In conditions of staff shortage, the
headcount may significantly differ from the standard headcount. The headcount
includes all categories of employees: permanent, seasonal, temporary, and those
employed for at least five days. Since not all employees, for one reason or another,
are at their workplace every day, the true size of the personnel at any given moment
Is characterized by the headcount.

The workforce is not static: it is in constant flux due to the hiring of some and
the firing of others.

Sufficient provision of enterprises with the necessary labor resources, their
rational use, high level of labor productivity are of great importance for increasing
the volume of production and improving the efficiency of production. In
Chaptericular, the volume and timeliness of all works, efficiency of equipment,
machinery and mechanisms use depend on the provision of the enterprise with labor
resources and efficiency of their use.

Personnel movement can be characterized by a number of indicators such as
turnover rate, permanence rate, turnover rate and so on.

The composition of personnel of any organization is heterogeneous, as people
differ by natural and acquired characteristics - gender, age, education, length of
service, profession, specialty, qualification, position held.On their basis, groups of
employees are distinguished, which form the personnel structure. It is also called
social structure. It can be statistical and analytical [16, p.22] .

The statistical structure of personnel reflects their distribution and movement
in terms of categories and groups of positions. For example, it is possible to
distinguish the personnel of the main types of activity (persons working in the main

and auxiliary divisions, management apparatus, engaged in the creation of products,
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services or servicing these processes), and non-core types of activity (employees of
repair, housing and communal services, social sphere divisions). All of them in their
subdivisions occupy the positions of managers, specialists, engineers and
technicians, clerks, and workers.

The analytical structure is determined on the basis of special studies and
calculations and is subdivided into a general and a private structure. With regard to
the general structure, the personnel is considered by such attributes as length of
service, education, profession; the private structure reflects the ratio of individual
categories of workers; for example, "engaged in the simplest labor with and without
the simplest devices", "performing manual work, not with machines"”, "performing
manual work on maintenance of machines and mechanisms" and so on.

Thus, no matter what great ideas, the latest technologies, the most favorable
external conditions do not exist, it is impossible to achieve high activity without
well-trained personnel. It is people who do the work, give ideas and allow the
enterprise to exist. Without people there can be no organization, without qualified
personnel no organization can achieve its goals.

The mechanism of personnel management of the organization in the market
environment covers a wide range of problems of personnel management of the
organization - from the history of the development of human labor to the assessment
of the effectiveness of its activities:

1.  The history of the development of labor and business enterprise in
Russia characterizes theories of personnel management, social policy and sociology
of labor, labor resources, social and labor relations and employment of personnel,
and the state system of labor management.

2. Methodology of personnel management of the organization denotes the
philosophy and concept of personnel management of the organization, regularity,
principles, methods of personnel management and construction of personnel
management system in market conditions.

3. The system of personnel management of the organization includes the

basics of organizational design and construction of the personnel management
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system of the organization, methods of formation of goals, functions, organizational
structure of the personnel management system. In addition, there are also issues of
personnel, information, technical, regulatory and methodological, legal and
documentary support.

4.  The strategic management of an organization and its personnel justifies
the need to develop a personnel policy for the organization.

5. Planning of work with personnel of the organization reveals the
essence, goals and objectives of personnel planning, the structure and content of the
operational plan of work with personnel, as well as the analysis of labor indicators,
planning of labor productivity, rationing and accounting for the number of
personnel.

6. Personnel marketing determines the need for personnel as well as its
coverage.

7. The technological cycle of work with the personnel of the organization
contains the stages of management, starting from employment and ending with
dismissal: recruitment, assessment, selection and hiring, selection and placement of
personnel, business assessment of personnel at all stages of its activity; socialization,
vocational guidance and labor adaptation, organization of personnel work; release
of personnel both in connection with dismissal for one or another reason, and in
connection with retirement. The technological cycle of work with the personnel of
the organization also includes the use of modern automated information
technologies of personnel management.

8.  The technology of management of personnel development of the
organization considers the issues of management of social development,
organization of training and certification of personnel, management of business
career, professional promotion and personnel reserve, management of innovations
in personnel work.

9. Behavioral management of the personnel of the organization includes
modern theories of personal behavior in the organization, methods of motivation and

stimulation of labor activity of the personnel, forms of payment for their work, as
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well as issues of conflict management, stress, ethics of business relations, formation
of organizational culture, issues of safety management, working conditions,
discipline and health protection of the personnel.

10. Assessment of management efficiency contains analysis and
description of work and workplace, assessment of personnel performance,
functioning of subdivisions of the personnel management system and the
organization as a whole. Characterizes the methods of assessing the cost of personnel
of the organization and assessing the social and economic effectiveness of projects
to improve personnel management of the organization [16, p.47] .

Organization personnel management relies not only on the laws and
regularities studied by various management-related sciences (management theory,

economic cybernetics, etc.), but also on the regularities inherent only to this process.

The basis for the requirements to the system and technology of personnel
management of the organization are the basic regularities:

o compliance of the personnel management system with the goals,
peculiarities, status and development trends of the production system;

o Systemic formation of personnel management;

o optimal combination of centralization and decentralization of personnel
management;

o proportional combination of the totality of subsystems and elements of
the personnel management system;

o proportionality of production and management;

o the necessary diversity of the personnel management system;

. changes in the composition and content of HR management functions;

o minimizing the number of personnel management steps;

o The interaction of patterns of personnel management.

Regularities directly interact, influencing each other with their properties,
forming an integrated, resulting force. Let us characterize in more detail the

relationship and interaction of regularities of personnel management. Thus, the
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regularity of minimizing the number of stages of personnel management interacts
with the regularity of optimal combination of centralization and decentralization of
personnel management and the regularity of changing the composition and content
of personnel management functions. Reduction in the number of stages of personnel
management leads to a change in the ratio of centralization and decentralization of
functions at the remaining stages of personnel management, the composition and
content of personnel management functions at these stages changes. In turn, changes
in the functions of personnel management and the ratio of centralization and
decentralization entail changes in the number of stages of the personnel management
system [27, p.94] .

Personnel Management Principles (PMP) - rules, basic provisions and norms
to be followed by managers and specialists in the process of personnel management.
By cognizing principles, people discover regularities, PUPs reflect the requirements
of objectively acting economic laws and regularities, so they are objective
themselves. There are many such principles, but under all conditions personnel
management is carried out on the basis of the following principles traditionally
established in domestic organizations:

o scientificity, democratic centralism, plannedness, first person, unity of
command,;

o selection, recruitment and placement of personnel; combination of
unity of command and collegiality, centralization and decentralization;

o line, functional and target management, control of decision fulfillment,
etc.

A number of American and Japanese corporations widely use the following
principles of personnel management: lifetime employment, control of task
performance based on trust; combining such control with corporate culture,
decision-making based on consensus, i.e. mandatory approval of decisions by the
majority of employees.

Principles of building a personnel management system (PPSMS) - rules, basic

provisions and norms to be followed by managers and specialists of personnel
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management deChapterments when forming the personnel management system of
an organization. They are the result of generalization by people of objectively acting
economic laws and regularities, their inherent common features, the beginning of
their action. Principles are objective, just as economic laws are objective.

These principles should be distinguished from the methods of building a
personnel management system. The former are constant and binding, while the set
of methods can change depending on changing conditions while maintaining the
principles. The principle allows to form a system of methods and each method
separately. But the method does not have such an impact on the principle, as the
latter is objective.

There are two groups of HRMSPs: principles that characterize the
requirements to the formation of the HR management system of the organization,
and principles that determine the directions of development of the HR management
system of the organization. All the principles of building the personnel management
system are realized in interaction. Their combination depends on the specific
conditions of functioning of the personnel management system in the organization
[27,p.101] .

Methods of personnel management (MPM) - ways of influencing teams and
individual employees in order to coordinate their activities in the process of
functioning of the organization. Science and practice have developed three groups
of MUPs: administrative, economic and socio-psychological [27, p.108] .

Administrative methods are based on authority, discipline and penalties and
are known in history as "stick methods". Economic methods are based on the correct
use of economic laws and are known in history as "carrot methods". Social-
psychological methods come from motivation and moral influence on people and
are known as "methods of persuasion". Administrative methods are focused on such
motives of behavior as the perceived need for work discipline, sense of duty, a
person's desire to work in a Chaptericular organization, and the culture of work

activity.
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Economic methods are elements of the economic mechanism by means of
which progressive development of the organization is ensured. The most important
economic method of personnel management is technical and economic planning,
which combines and synthesizes all economic methods of management. With the
help of planning the program of activity of the organization is determined. After
approval, the plans are received by line managers to guide the work on their
implementation. Each unit receives prospective and current plans for a certain range
of indicators.

The role of economic methods of management is intensified in the conditions
of the market system of economic management and the complex interaction of the
system of prices, profits and losses, demand and supply. They become the most
important condition for the creation of an integral, efficient and flexible system of
economic management of the organization, which acts in the market as an equal
Chapterner of other organizations in the public cooperation of labor. The economic
development plan is the main form of ensuring the balance between the market
demand for goods, necessary resources and production of products and services. The
state order is transformed into a portfolio of orders of the organization taking into
account supply and demand, in which the state order is no longer dominant.

In order to achieve the set goals, it is necessary to clearly define the criteria of
efficiency and final results of production in the form of a set of indicators established
in the economic development plan. Thus, the role of economic methods is to
mobilize the workforce to achieve the final results.

Social and psychological methods of management are based on the use of
social mechanism of management (system of relationships in the team, social needs,
etc.). The specificity of these methods consists in a significant share of the use of
informal factors, interests of an individual, group, collective in the process of
personnel management. Social and psychological methods are based on the use of
regularities of sociology and psychology. The object of their influence is groups of
people and individuals.
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These methods can be categorized into two main groups in terms of scale and
impact:

Sociological methods that focus on groups of people and their interactions in
the labor process.

Psychological methods that target the personality of a Chaptericular
individual.

Sociological methods play an important role in personnel management, they
allow to establish the purpose and place of employees in the team, to identify leaders
and provide their support, to link people's motivation with the final results of
production, to ensure effective communication and conflict resolution in the team.
Setting social goals and criteria, developing social norms (living standards, labor
remuneration, housing needs, working conditions, etc.) and targets, achieving final
social results is ensured by social planning [7].

The following sociological research methods (scientific tools) provide the
necessary data for selection, assessment, placement, training of personnel and
justification of personnel decisions:

1. Questionnaire survey allows to collect necessary information by mass
polling of people with the help of special questionnaires.

2. Interviewing involves preparing a script (program) before the
conversation, and then - in the course of a dialogue with the interlocutor - obtaining
the necessary information. The interview - an ideal variant of a conversation with a
leader, political or state figure - requires a highly qualified interviewer and a
considerable amount of time.

3. The sociometric method is indispensable in analyzing business and
friendly interrelationships in the team, when on the basis of employee questionnaires
a matrix of preferred contacts between people is built, which also shows informal
leaders in the team.

4.  The observation method allows to identify qualities of employees that
are sometimes revealed only in informal settings or extreme life situations (an

accident, a fight, a natural disaster).
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5. Interviewing is a common method in business negotiations, hiring, and
educational activities where small personnel tasks are solved in an informal
conversation.

Psychological methods play an important role in work with personnel, as they
are aimed at the specific personality of a worker or employee and, as a rule, are
strictly personalized and individual. Their main feature is an appeal to the inner
world of a person, his personality, intellect, images and behavior, in order to direct
the inner potential of a person to the solution of specific tasks of the organization
[7].

Personnel management methods are also classified according to their
belonging to management functions:

o rationing;

o organizations;

o scheduling;

o coordination, regulation;

. motivation;

o incentives;

o control;

o Analysis;

o accounting.

A more detailed classification of personnel management methods on the basis
of their belonging to a specific function of personnel management makes it possible
to build them into a technological chain of the entire cycle of work with personnel.
According to this feature, the methods are distinguished:

. recruitment, selection and admission of personnel,

J business evaluation of personnel,

. socialization, career guidance and labor adaptation of personnel;
motivation of personnel's labor activity;

o organization of the personnel training system;
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o conflict and stress management, personnel security management,
personnel work organization, management of business career and professional
promotion of personnel;

o personnel releases [7, p.420].

1.3. Concepts and methods of assessing the effectiveness of the HR
management system in an international company

At the present stage, the list of personnel management technologies is
diverse and can be grouped into several frequently used types [12, p. 2].

Technologies applicable to almost all organizational structures are
very popular, since they have a legislative justification and relate to the
results of activity [28, p.45].

The specifics of individual branches determine the specific methods
used for the activities of highly specialized structures. If the organization has
such services, then in the presence we have the development of technology
of methods of personnel management in the branch. Most often it will
demonstrate an approximate model [10, p. 85].

New technologies of personnel management belonging to this group
are created by special order of consulting agencies in an international
company. In recent years, innovative technologies have appeared, which
allow the organization structures to effectively solve the most urgent tasks.
But such management technologies require on their Chapter highly qualified
employees [16, p.52].

Realization of the set management goals depends on many factors,
including the means, and thus the choice of the type of technology. Table 1.1

summarizes 4 groups of basic technologies.
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Table 1.1.

Major groups

Group name

Characterization

Administrative

"Based on norms, rules and standards that are legally
enshrined. The main objective of this approach is to unify
the treatment of all employees in the organization and to
ensure objectivity

when assessing their activities”. [17, c. 69].

Economic

"This technology of human resource management in an
international company is related to the use of economic
benefits as a management lever" [17,

c. 69].

Organizational

"The group of technologies related to the use of enterprise
resources is called organizational technologies. In the
process of applying this group, such innovative technologies
in personnel management as flexible schedules, seminar
systems, modern means can be used.

communication" [17, p. 69]. [17, c. 69].

socio-
psychological

"These technologies are the most advantageous to use
because the means underlying them are human relations.
The regulation of the social sphere in accordance with the
goals of the organization contributes to the formation of the
necessary teamwork

enterprises" [17, p. 69]. [17, c. 69].

There are two best known models of human resource management:

— Japanese;

— American.

A comparison of these models is summarized below in Table 1.2.

Table 1.2.

Comparison of American and Japanese management models

[14, c. 44]

Japanese model

American model

1

2

Management decision is made
collectively by unanimous consent

Individual character  of acceptance
decisions

Collective responsibility

Individual Responsibility.

Non-standard, flexible structure
administrations

Clearly formalized structure
administrations

Collective control

Individual supervisor control

Delayed employee performance appraisal and
career development

Rapid assessment of labor results
Rapid assessment of labor
results, accelerated promotion
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Continuation of Table 1.2

1 2
The main quality of a manager is the ability The most important quality
to coordinate
actions " of a leader-
control professionalism
Informal control organization Strictly formalized procedure
0 controls
Group manadement orientation Management focus on the individual
P d personality

Evaluating management on achieving team
harmony and on collective outcome

Evaluation of management by individual
result

Personal and informal
relationships with

subordinates.

Formal relationships with subordinates.

Promotion by seniority and
length of service

Business careers are driven by personal
results

Training of universal leaders
like

Training
managers

of highly specialized

Payments for performance pay
groups, length of service, etc.

Individual labor remuneration

achievements

Long-term employment of the head of
the company
firm

Hiring for a short period of time

By comparing the models, it can be concluded that the Japanese model does not

consider one person (employee) but focuses on the group, unlike the American

model.

The Uzbek model does not correspond to the level of foreign models, in this

connection there is slow adaptation of employees to innovations, low level of

competitiveness.

But not in all cases it is worth adopting foreign experience, you should take

into account the level of qualification of employees, individual characteristics of the

enterprise, the prospects of the enterprise.

For a more complete comparison, Figure 1.4 presents the Uzbek model of

governance.
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Fig.1.4 - Uzbek model of governance

The international economic system mainly emphasizes the use of a multilevel
approach to study the impact of the HR management system in international
companies. Such research work is carried out by the company's in-house staff, but
mostly highly professional employees of special firms and agencies are involved.

In a number of current methods analyzing the effectiveness of employee
management in an international corporation, there is a method of personnel
evaluation. Testing for these purposes is the most simple and widely used method.
But testing is not effective in all cases, this method cannot determine the level of
professionalism of an employee in the field of sales, advertising [30, p.85].

More or less real picture about the attitude of employees to the company,
about the created psychological climate within the team can be given by surveys
among the staff.

With their help, it is possible to extinguish emerging confrontation between
employees in a timely manner, to find weaknesses in the company's activities. The
organizers have various types of surveys at their disposal: anonymous, written,

personal interviews. Questions can be addressed to company employees, clients,
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counterChapteries. The point of view of employees or clients of the company
increases the degree of objectivity of the real state of affairs in the work of the
company, helps to build fruitful relationships in the market and with customers [11,
p. 66].

When organizing business games, it is recommended to seek help from
specialized firms to achieve greater efficiency.

This way of working with the team will help to get information about the
personal qualities of each employee, his potential abilities, often hidden from the
managers, to understand interpersonal relations in the team and their causes. A
business game is much more effective than a simple survey or testing, because it is
here that an employee reveals more [8, p. 4].

The results of attestation largely depend on properly formulated and correct
goals and objectives for which the professionalism of employees is assessed, and the
qualifications of the examiners themselves are also important. Lack of experience in
attestation work can distort the real state of affairs. To avoid this, third-Chaptery
consultants can be engaged to evaluate employees.

Often, in many organizations, the management determines the amount of
salary in relation to the results of the performance appraisal. In such cases,
employees do not consider performance appraisals to be an objective tool, their
motivation for quality work may decrease, and employees may leave the company.

It is not recommended to criticize the staff on their evaluation. The main
Chapter of the found faults relates to the management, it is either their
miscalculations or obvious erroneous actions: failed to organize the work properly,
hired incompetent employees, did not ensure the improvement of professionalism
through training, etc. [33, p.77].

For many employees of the company passing the certification is associated
with a stressful state. They may feel uncertainty and fear that the final grades
received during certification will be the cause of negative attention from colleagues
[32, p. 65].

Another method of personnel management is to provide supervision.
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The control function has both a positive side, ensuring the growth of
efficiency, and a negative side - it can provoke destructive trends, reduce the
efficiency and development of the company. It is this dual nature of control that
makes most managers resort to control for efficiency, rather than effective control
[7, p. 32].

The implementation of the necessary control actions identifies the problems
that have arisen and prevents their negative consequences.

One of the first tasks of a manager of any rank is to clearly define the
fulfillment of labor discipline from the fulfillment of official duties. In no case
should these concepts be conflated. It seems that in principle they are the same thing.
It can be said that an employee who is late for work is also sloppy in his duties. Most
often it does not correspond to such a statement, because the employee has a
different motive in the process of his activity and accordingly a different approach.
Many creative people are prone to absent-mindedness and tendency not to observe
labor discipline, but with great pleasure perform their work, even beyond their
duties. Sometimes it happens because of the fear of being left without work that is
interesting for him.

It is necessary to distinguish the control of activities (actions) from the control
of the result. It is enough to consider the example of a creative person's work: while
he is thinking about the task, he can do something that does not fall under his
responsibilities, but at the end of working time he achieves the required result. And
it turns out that by controlling his actions (process) it is necessary to punish him for
not fulfilling his duties, although the result is achieved [5, p.28].

But there are a lot of different types of work, the process of performance of
which must be controlled: production activities, document management, operations
with material values and much more [11, p.49].

Different types of activities require different types of control procedures.

Preliminary monitoring should be conducted in situations:

- employees are assigned a task that is new to them. Let's say it is the

development of a completely new area of the company's activity and entering
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another market. Since the firm is facing a new task, the management should make
sure of the following: the task is clear to the employees and to what extent, the
availability of resources, the readiness of employees to fulfill the task, and what
problems the firm may face in this new area of activity;

- result control. This type of control is rational to apply in those cases
when employees performed such tasks repeatedly or, it was a task for a small period
of action and its result practically does not affect the overall outcome of the firm's
activity [16, p.21].

The first type of control considered requires from the management quite a lot
of trust from employees and employees should have high professionalism and
initiative, so that when some problems appear, these problems are solved together
with the management, and not kept silent, as time and material resources may be
wasted. Results-based control is rarely used for many tasks.

The second type of control considered is applicable to everyday, minor tasks
(transferring documents, sending mail, etc.). The task is completed, the result is
achieved, and the management is informed. Execution of such assignments (tasks)
IS unproblematic.

Let's consider two more types of control - stage-by-stage and periodic. They
are used almost always, because with their help it is possible to control the process
of problem solving by employees, to see the emerging problem in advance [26, p.
52].

Stage-by-stage control is organized as follows: the task is divided into a
number of stages. Let's give an example: for the creation of the site there are such
stages - development and coordination of the interface, programming, testing.
Management can control the results of all stages one by one and then finally [26, p.
52].

Let's consider a different situation. Let's assume that the task is to develop a
complex website, and this is the first time employees will be doing such work in
such a volume. In this case, it is effective to use periodic monitoring, the

management will constantly be aware of the process of task completion, receiving
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reports through the periods of time established by him (at the end of the working day
or otherwise). With such an organization of control, the management is able to
quickly react to emerging difficulties and problems.

There is also such a type of control as selective control. It is used only rarely,
usually during an unscheduled audit or in case of serious problems for the firm.
Conducting selective control is ineffective because of attempts by management to
control employees in order to "catch”, which causes negative reactions from the
staff. This type of control is best and most effective for employees who are not trusted
by the management or employees due to their psychological characteristics require
constant maintenance of activity [24, p. 38].

Excessive pressure of control measures significantly reduces motivational
tendencies for active activity of employees. To a greater extent, this applies to
creative, enterprising individuals. Constant interference in their activity, its
coordination, preparation of reports hinders the creative process, slows it down.
Control actions should be clearly dosed and applied only reasonably, based on the
specificity of performers and tasks [24, p.39].

There are methods of the past, at the same time, the introduction of new
information technologies makes it easier to research any size company. By
researching personnel management systems, experience is gained, on the basis of
which the efficiency of implementation of various techniques and international
experience is increased [31, p. 85].

System analysis has been used by big businesses for many years. It is with the
help of it that it is possible to prevent the presence of failures in the management
system at each level and sub-level of the company. Currently, this system is also
applied to small firms entering the international market [24, p. 19].

Based on the research material presented in the first chapter of this study, we
can conclude that international companies have a structure of personnel
management, which combines techniques, methods, tools, and technologies for

building work with personnel.
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The organizational system of personnel management and the specifics of its
development in international companies are characterized by a number of
parameters of the organizational system, such as the goals of the system, the
specifics of the subject and object, the activities and structure of the organization
[29, p. 69].

The objects in the HR management system of international companies are:
each employee of the company; group leaders (managers); the whole team.

The following constituent elements can be distinguished in the HR
management system in international companies:

- Directions, tools and techniques in the selection and evaluation of
employees;

- technology to ensure that new employees are accustomed to and
included in the workplace;

- ways and means to ensure professional development of personnel,;

- development of motivational  goals, rational approaches B
organization of work [29, p.70].

So, having defined what is the HR management system for multinational and

transnational companies, let us analyze these systems in such companies.
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CHAPTER 2. ANALYSIS OF BUSINESS ACTIVITIES AND PERSONNEL
MANAGEMENT SYSTEM OF "Hilding Anders™ JSC

2.1. General characterization of business activities of JSC "Hilding
Anders"

Hilding Anders was founded in 1939 by Hilding Andesson. It is located in
Sweden: Malmd. The main activity of the concern is the production of mattresses
and sleep products.

The Hilding Anders portfolio of core brands includes Hilding (Sweden),
Andre Renault (France), Bicoflex (Switzerland), Jensen (Norway), Sleep Professor
(USA), Bico (Switzerland), Sleep Professor (USA).LSleep Professor (USA), Bico
(Switzerland). Hilding Anders is a member of the UN Global Compact, which
regulates the standards of the company's work and product quality assessment.[t2
All the company's products are tested in its own quality laboratories using the
equipment of Swedish and German companies (Zwick, TECHO). They are tested
for endurance, vertical impact, static and cyclic loading. The products are also
subjected to fatigue and static tests.

The number of employees of the concern is about 10,000.

In 2019, in Uzbekistan, AZBUKA DOMA acquired a franchise of Hilding
Anders for the sale of sleep goods using trademarks and brands of the franchisor and
opened a trading company under the name of Hilding Anders JSC (hereinafter
referred to as Hilding Anders JSC (Uzbekistan)).

Hilding Anders JSC (Uzbekistan) is registered at the address: 100047,
Tashkent city, Yashnabad district, 210, Sultan Mashkhadiy str. The company's office
is located at the same address.

For the initial activity the company "AZBUKA DOMA" has allocated the staff
for the trading activity of JSC Hilding Anders (Uzbekistan) in number of 12 persons,
including: general director, accountant, chief manager, on-line sales department,

security department, warehouse workers, procurement specialist, HR-manager).


https://ru.wikipedia.org/wiki/Hilding_Anders#cite_note-11
https://ru.wikipedia.org/wiki/Hilding_Anders#cite_note-12
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Hilding Anders JSC (Uzbekistan) started its activity with online sales through
social networks and internet platforms (face book, instagram, telegram, etc.) of
interior beds, mattresses, blankets, covers and other sleep accessories of European
brands Hilding (Sweden), Andre Renault (France), Bicoflex (Switzerland), Jensen
(Norway) (Fig. 2.1).

Hilding Anders / Ysbexmucran - Telegram

» Hilding Anders / YaSexucTan

HILDING'
ANDERS

(50) 788 7929
TPLy Chimgan Mall (M.Yryr6ex)

(50) 983 64 49
T "ARCA Mebel*

(S0)s27 713
¥ TU “Atlas Mebel” Hwnan

Kposars Mona coverae’ peGe NPOCTOR Ansain ¢ " DOWNLOAD TELEGRAM

GEIYNIPEUMLIM KANOCTIOM, STO NOINOANT COMITH CTHALMLIA

- 3 ® Hilding Anders / Ysbewmeran s 2 *
facebook m

Hilding Anders / ¥Y36ekucran

Kparkaa nupopmaymna

© Crpameua Mece

Fig. 2.1 Advertising and On-line sales of JSC Hilding Anders (Uzbekistan)

The range of goods sold by Hilding Anders JSC (Uzbekistan) on the territory
of RUz is presented in Table 2.1. The product catalog of Hilding Anders
(Uzbekistan) is presented in Appendix A.
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Table 2.1.

Range of goods sold by Hilding Anders JSC (Uzbekistan)

Name of product Price per unit, UZS Average price
cate I?)r Number per unit
gory of items from be fore _ (including
discounts), UZS
Sum beds 134 7933 000 42 592 000 10 197 000
Blanket bag 19 790 000 4798 000 1 420 947
Pillow 34 272 308 2 135000 1 036 000
Bedding 9 696 000 4 000 000 800 000
Case 15 500 000 3068 104 1 235 800

Despite the fact that the products of Hilding Anders (Uzbekistan) belong to

the category of high price segment, they are in demand among the population who

can afford to provide a comfortable sleep.
In 2021, following the lifting of restrictions related to the COVID-19

pandemic, Hilding Anders JSC (Uzbekistan) expanded its staff to 21 employees and

started online sales to the regions of Uzbekistan.
In February 2022, Hilding Anders JSC (Uzbekistan) opened a network of
salons (Figure 2.2) with a total staff of 41 people located:
Tashkent, Mirzo-Ulugbek district, 3A Temur Malik St., Atlas Shopping Center

"Chimgan";

Tel: (+998) 90-788-7929;

Tashkent, Yashnabad district, 75, Makhtumkuli str., Arca Mebel shopping

center, 1st floor.

Phone: (+998) 90-983-6449.



tel:+998907887929
tel:+998909836449
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Fig. 2.2 Advertisement for the opening of Hilding Anders showrooms in
Tashkent [90]

The total area of the premises is 760 m? of which the area of the two sales
halls ("Showroom") is 300 m? , 400 m? - area for warehousing and respectively 60
m? - office.

To carry out its activities Hilding Anders JSC (Uzbekistan) applies a linear-
functional management structure, which is shown in Fig. 2.3
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Fig. 2.3 Organizational structure of JSC Hilding Anders (Uzbekistan)

Linear-functional organizational structure of JSC Hilding Anders
(Uzbekistan) assumes a clearly expressed division of labor and specialization. The
advantages of this type of structure are as follows:

- unity and clarity of orders;

- coherence of actions and a clear system of interrelations between the director
and subordinates;

- efficiency in making managerial decisions;

- clear responsibility.

The main disadvantages of the organizational structure of JSC Hilding Anders
(Uzbekistan) are:

- high requirements for a director. The director should have versatile
knowledge and experience in all management functions and areas of activity;

- a huge flow of information is centered in the principal's office;

- coordination is difficult.
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At the head of JSC Hilding Anders (Uzbekistan) is the General Director, who
carries out the general management of the company, organizes and controls its work.

The manager of a retail chain has the following subordinates: store directors,
sales managers, salesroom administrators, merchandisers, security chiefs,
warehouse managers.

The manager of the trade network exercises control over all types of activities
of the enterprise, as well as carries out operational management of financial and
economic activities of the enterprise. He organizes the work and effective interaction
of all structural divisions, directs their activities to achieve high rates of development
and further improvement. The manager of the trading network all issues within the
limits of the rights granted to him and assigns the performance of individual
functions to another official - the chief manager.

Chief Accountant organizes accounting of economic and financial activity and
control over economical use of material, labor and financial resources, safety of the
enterprise property. Forms accounting policy in accordance with the legislation of
RUz on accounting, based on the structure and peculiarities of the enterprise's
activity, the need to ensure its financial stability. Provides methodological assistance
to the employees of the enterprise's subdivisions on the issues of accounting, control,
reporting and economic analysis. Supervises the employees of the accounting
department.

The warehouse manager manages the warehouse's work in receiving, storing
and releasing goods. He is in charge of the placement of goods in order to make the
most efficient use of storage space. Supervises that the search for necessary
materials, inventory, etc. is quick and easy. And is also responsible for the safety of
stored inventory, compliance with storage regimes, the rules of registration and
delivery of incoming and outgoing documents. Controls the record keeping of
warehouse operations.

Participates in the development and implementation of measures to increase

the efficiency of the warehouse, the introduction of modern means of computer
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technology, communications and communications in the organization of the

warehouse. Supervises warehouse employees.

In addition, the warehouse manager along with the expeditor ensure the

collection, storage and timely return of loading props to suppliers. Develop measures

to reduce the cost of transportation and storage of inventory items Participate in

inventory of inventory items.

Administrators of sales halls (showroom) organize the work of sales

consultants, allocate to the sections of the respective sales hall, monitor the intensity

of customer flows. Wholesale managers organize the work of sales with customers.

Managers report to the general manager.

Sales assistants and cashiers are directly involved in customer service.

Loaders are engaged in loading, unloading and moving goods.

The security department is responsible for the safety of goods from 11 p.m. to

7 a.m. The rest of the time, sales and operations personnel are responsible for

security.

Cleaners make sure that the premises and the area around the shopping center

are clean.

To analyze the composition of quantitative and qualitative personnel, let's

consider the initial data presented in Table 2.2.

Table 2.2.
Personnel structure of Hilding Anders JSC (Uzbekistan) by category
2021 2022 Deviation Growth
rate, %
Category Number, | Share, | Number, | Share, | Number, | Share,
people % people % people %
A 1 2 3 4 5 6 7
Administrative and 11 | 5238 | 12 | 2927 | 1 " | 109,09
management personnel 23,11
Director General 1 4,76 1 2,44 0 -2,32 100
Retail chain manager 1 476 1 2,44 0 2,32 100
Chief Accountant 1 4,76 1 2,44 0 -2,32 100
Accountant 1 4,76 1 2,44 0 -2,32 100




49

Continuation of Table 2.2

A 1 2 3 4 5 6 7

managementpersonnel | 11| 5238 | 12| 2927 | 1|0, | 10909
General Manager 1 4,76 1 2,44 0 -2,32 100
Store manager 2
Head of on-line sales
department 1 4,76 1 2,44 0 -2,32 100
Security Service 1 4,76 1 2,44 0 -2,32 100
Warehouse manager 1 4,76 2 4,88 1 0,12 200
Head of Procurement
Department 1 4,76 1 2,44 0 -2,32 100
purchasing specialist 1 4,76 2,44 0 2,32 | 100
HR manager 1 476 2,44 0 -2,32 100
Eg'riz nneligfal operating | - 3 | 1409 | 12 | 2927 9 | 1498 | 400,00
Sales Manager 1 4,76 2 4,88 1 0,12 200
Store administrator 0,00 2 4,88 2 4,88
Sales consultant 2 9,52 8 19,51 6 9,99 | 400
Support staff

7 33,33 17 41,46 10 8,13 | 242,86

warehouse worker 1 4,76 4 9,76 3 4,99 400
guard 2 9,52 4 9,76 2 0,23 200
driver 1 4,76 2 4,88 1 0,12 200
loader 2 9,52 4 9,76 2 0,23 200
janitor 1 4,76 3 7,32 2 2,56 300
Bottom line: 21 100,00 41 100,00 20 195,24

According to the data of Table 2.2, let us draw diagrams of the personnel

structure of JSC Hilding Anders (Uzbekistan) in 2021 and 2022.

Fig. 2.4 shows the diagram of the personnel structure of JSC Hilding Anders

(Uzbekistan) for 2021.
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Fig. 2.4 Personnel structure by category for 2021, %

The largest share in the personnel structure in 2021 is occupied by
administrative and management personnel 52.38%. The share of production
personnel increased slightly by 0.2%, the share of specialists increased by 8.3%. And
the share of managers decreased by 6.7%. Decrease and increase in the number of
personnel can affect labor productivity and profit of the enterprise.

Fig. 2.5 shows the diagram of the personnel structure of JSC Hilding Anders
(Uzbekistan) for 2022.
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Fig. 2.5 Personnel structure by category for 2022, %

The largest share in the personnel structure in 2022 is occupied by auxiliary
personnel, its share amounted to 41.46%. The share of sales and operational
personnel increased significantly by 14.98%, and the share of administrative and

management personnel decreased by 23.11%.

2.2 Analysis of business activities and personnel management system of
Hilding Anders JSC

The analysis of financial and production-economic activity of the enterprise
Hilding Anders JSC (Uzbekistan) is presented in Table 2.3.

Analysis of turnover is one of the main points of study and evaluation of the
activities of the trade enterprise, respectively serves as one of the economic

prerequisites for forecasting turnover and the work of the enterprise as a whole.
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Table 2.3.

Results of financial and production-economic activity of Hilding Anders JSC (Uzbekistan) for 2020-2022.

No.

Deviation (+,-)

Growth rate,%

n/a Indicators unit 2020r. | 2021 202210112020 | 202212021 | 202112020 | 202212021
A 1 2 3 4 5 6 7 8
1 | Total revenue (p. 1.1+p. 1.2), including; Min UZS | 1889,387 | 3758,004 | 8320,049 | 1868,617 | 4562,045 | 198,90 | 221,40
1.1 | On-line sale MinUZS | 1889 387 | 3758,004 | 4325,259 | 1868,617 | 567,255 | 198,90 | 115,09
1.2 | Retail sales Min UZS 0,00 0,00 |3994,790| 0,00 3994,79 X X
2 | Cost of services sold MInUZS | 875196 | 1614,144 | 2905,002 | 738,948 | 1290,858 | 184,43 | 179,97
3 | Gross profit (p.1-p.2) MInUZS | 1014,191 | 2143,860 | 5415,047 | 1129,669 | 3271,187 | 21139 | 252,58
4 | Expenses of the period, total MInUZS | 52 668 | 991,676 | 2418,770 | 409,008 | 1427,094 | 17020 | 24391
5 | Profit from operating activities (p.3-p.4) MInUZS | 431,523 | 1152,184 | 2996,277 | 720,661 | 1844,093 | 267,00 | 260,05
6 :ﬁéﬂ?ﬁérom financing activities (p.7+p.8), MInUZS | 498508 | 332,419 | 254,851 | -166,109 | -77,568 | 66,68 76,67
7 | Foreign exchange gains and losses MInUZS | 362792 | 243,168 | 153,481 | -119,624 | -89,687 67,03 63,12
8 | Other income from financing activities MInUZS | 135736 | 89,251 | 101,370 | -46,485 | 12,119 65,75 113,58
9 | Expenses on financing activities including: MInUZS | 212316 | 637,587 | 1308,584 | 425271 | 670,997 | 300,30 | 205,24
10 | Foreign currency exchange losses MInUZS | 212316 | 637,587 | 1308,584 | 425271 | 670,997 | 300,30 | 205,24
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Continuation of Table 2.3

A 1 2 3 4 5 6 7 8
11 | Profit before taxation (p.5+p.6-p.9) Min UZS 717,735 | 847,017 | 1942,544 | 129,281 | 1095,528 | 118,01 | 229,34
12 | Income tax, 20% MInUZS | 143547 | 169,403 | 388,509 | 25,856 | 219,106 | X X
13 | Net income (p.11-p.12) MInUZS | 574188 | 677,613 | 1554,035 | 103,425 | 876,422 | 118,01 | 229,34
14 | Return on sales by net profit (p.13:p.1 x100), % % 30,39 18,03 18,68 -12,359 0,647 X X
15 | Total number of employees, total people. 12,00 21,00 41,00 9 20 175,00 | 195,24
16 | Labor productivity per average employee min. 157,45 | 17895 | 202,93 | 21504 | 23,975 | 113,66 | 11340
(p.1/p.15) UZS/person
17 | Payroll min.UZS | 368,73 | 748,06 | 1741,93 | 379,33 | 993,87 | 202,87 | 232,86
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Studying the data given in Table 2.3 we can make the following conclusions
about the work for the reporting period.

According to the performance indicators of the company Hilding Anders JSC
(Uzbekistan) for 2020-2022, it can be seen that the turnover (on-line and retail) in 2022
amounted to 8320.049 min UZS(Fig. 2.6), which compared to last year is more by
4562.045 min UZS, i.e. the increase is 121.4%. This is due to the opening of two
furniture showrooms in large shopping centers of Tashkent city in February 2022. In
2021, there is also a positive dynamics of turnover. Compared to 2020, the sales
volume increased by 98.8%, i.e. in monetary terms by 1868.62 min UZSdue to the
removal of restrictions imposed due to the COVID-19 pandemic. The diagram of
turnover growth of Hilding Anders JSC (Uzbekistan) for 2020-2022 is presented in
Fig. 2.6.

® On-line sales, min UZS ® Retail sales, min UZS Turnover, min UZS

8320,049

4325,259

3994,790

3758,004 3758,004

1889,387 1889,387

B. 0

2020 rox 2021 rox 2022 rox

Fig. 2.6 Chart of turnover growth of Hilding Anders JSC (Uzbekistan) for 2020-
2022.

The growth of turnover is undoubtedly a positive result in the activities of a
trading company, but it should be considered in conjunction with other indicators of

economic and financial activity, i.e. on the basis of the analysis of economic activity.
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Sales growth was influenced by the following factors:

-Growth in prices of commodity inputs;

- growth in customer demand;

-literate commaodity policy of the enterprise;

-effective advertising campaign.

Analysis of the results of financial activity of the enterprise, conducted in Table
2.3 showed that the growth of revenue from the sale of goods, due to the opening of
salons in the largest shopping centers of Tashkent city, led to an increase in gross profit
by 3271.187 min. UZS, ie the growth rate of gross profit amounted to 252.58%.

Gross profit growth in 2021 in relation to 2020 was also much higher, this is due
to the fact that the trading company Hilding Anders (Uzbekistan) was opened at the
end of 2019 and accordingly no sales were made, and in 2020 there was a drop in sales
in all sectors around the world due to global restrictions associated with the pandemic
COVID-109.

Despite the crisis circumstances of 2020, the company was able to resist and
even come out in a positive result. Net profit in 2020 amounted to 574.188 min. UZS.
The company achieved such a result due to the anti-crisis measures taken, including
the organization of on-line sales through Internet resources, additional income due to
the provision of services to the population during the period of strict quarantine,
provision of services to medical institutions, etc.

Gross profit in 2021 increased by 1129.669 min. UZS, i.e. the growth rate was
211.39% compared to 2020. This indicator shows that the company has recovered from
the negative effects of the pandemic. This fact is confirmed by the fact that net profit
of JSC Hilding Anders (Uzbekistan) in 2021 increased by UZS 103.425 million in
relation to 2020 and amounted to UZS 677.613 million, i.e. the growth rate amounted
to 118.01%.

Gross profit in 2022 increased by 3,271.187 min. UZS, i.e. by 152.58%
compared to 2021. As mentioned above, this is due to the opening of two furniture

showrooms in Tashkent.
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However, the indicator of the level of expenses on sale of goods increased. This
is due to a rather high cost of rent of retail premises, increase in the price of electricity,
gasoline, etc.

In addition, the cost of products and services is the value of costs associated with
delivery, customs procedures, and realization of goods. In 2022, the analyzed indicator
amounted to UZS 2905.002 million, which is higher than in 2021 by UZS 1290.858
million in absolute terms and in relative terms by 79.97%.

The growth of production costs has a negative impact on the company's
activities, but given the annual increase in prices, the increase in this indicator is very
difficult to avoid.

A qualitative indicator of personnel utilization is labor productivity - the amount
of revenue per employee.

The average number of employees characterizes the labor factor involved in the
enterprise in a particular period. The number of employees in 2021 increased by 9
persons in relation to 2020, i.e. by 75% and by 20 persons in 2022 in relation to 2021,
the growth rate amounted to more than 195%. Labor productivity in 2022 amounted to
202.928 min. UZS, which is 23.975 min UZS more than the previous year (Figure
2.7).
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Fig. 2.7 Graph of labor productivity growth of Hilding Anders JSC (Uzbekistan)
for 2020-2022.
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Despite the fact that the company's staff has almost doubled, labor productivity
indicators have positive dynamics. This is the main sign of effective utilization of the
company's staff composition.

Formation of the wage fund allows to regulate the ratio between the growth of
labor productivity and its remuneration with outstripping growth rates in comparable
prices of the first indicator. The dynamics of growth of the wage fund is shown in Fig.
2.8.

Wages have a significant impact on the growth of labor productivity. During the
analyzed period the wage fund increased from UZS 368.73 million to UZS 1,741.93

million.

=&—Salary fund, million UZS == Average annual salary of 1 employee , UZS million.
1741,93
748,06
368,73
30,73 35,62 42,49
— —il il
2020 year 2021 year 2022 year

Fig. 2.8 Dynamics of growth of wage fund JSC Hilding Anders (Uzbekistan) for
2020-2022.

As can be seen from the diagram of growth of the payroll fund, the average
annual salary per employee also has positive dynamics.

This is a positive thing for personnel policy, but it is also a cost to the company.
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According to the results of the above analysis of the main indicators of financial
and economic activity of the trading company JSC Hilding Anders (Uzbekistan) we
can conclude that in general this company has a positive dynamics due to qualitative
factors such as: an increase in the volume of turnover of retail and online trade and
labor productivity growth per 1 employee.

To determine the ability to turn assets into cash and how well the company
manages its various assets and activities, we calculate the company's liquidity and
business activity ratios.

Current liquidity

Current (total) liquidity ratio (current ratio, CR) is a financial ratio equal to the
ratio of current (current) assets to short-term liabilities (current liabilities). It is the most
common and frequently used liquidity ratio. Formula 2.1:

Rc. = OA /KO, where (2.1)

Rco - current liquidity ratio;

OA - current assets;

KO - short-term liabilities.

The ratio reflects the company's ability to repay current (short-term) liabilities
using only current assets. The higher the ratio is, the better the solvency of the
company.

A ratio value of 2 or more is considered normal (this value is most often used in
Russian regulations; in international practice, a ratio of 1.5 to 2.5 is considered normal,
depending on the industry). A value below 1 indicates a high financial risk due to the
fact that the company is not able to consistently pay current bills. A value above 3 may
indicate an irrational capital structure.

Quick liquidity

Quick ratio (sometimes called intermediate or term liquidity, QR) is a financial
ratio equal to the ratio of highly liquid current assets to short-term liabilities (current
liabilities). The source of data is the balance sheet of the company similarly as for the

current liquidity, but the assets do not include inventories, as in case of their forced


https://www.audit-it.ru/finanaliz/terms/liquidity/current_ratio.html
https://www.audit-it.ru/finanaliz/terms/liquidity/quick_ratio.html
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realization the losses will be maximum among all current assets. Quick liquidity

formula 2.2:

R, - Short-term receivables + Short-term financial investments + Cash resources
0= TR
Current liabilities 2.2)

The ratio reflects the company's ability to repay its current liabilities in case of
difficulties in selling its products.

A coefficient value of at least 1 is considered normal.

Absolute liquidity

Absolute liquidity ratio is a financial ratio equal to the ratio of cash and short-
term financial investments to short-term liabilities (current liabilities). The source of
data is the balance sheet of the company similarly as for current liquidity, but only cash

and funds close to them in essence are taken into account in the composition of assets.

Formula 2.3:
R = Current liabilities + short-term investments
- Current liabilities (23)
Unlike the two above, this coefficient has not found widespread use in the west.
A coefficient value of at least 0.2 is considered normal.
Let's calculate the following business activity (turnover) ratios.
We calculate the turnover ratio of non-current assets using the formula 2.4:
R = Sales revenue
Thea —
average value of non-current assets (2 4)
Let us calculate the turnover ratio of current assets using formula 2.5:
_ Sales reveniie
Reat = average cost of current assets
' ' (2.5)
Let's calculate inventory turnover by formula 2.6:
Ry = Sales reveniie
: average inventory cost (2.6)
We calculate the cash turnover ratio using formula 2.7:
Re = Sales revenue

 average cost of funds (2.7)


https://www.audit-it.ru/finanaliz/terms/liquidity/cash_ratio.html
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To calculate the liquidity and business activity indicators of Hilding Anders

JSC (Uzbekistan) in Table 2.4 we will conduct a comparative analysis of the company's
financial data for 2020-2022.

Table 2.4.
Horizontal analysis of JSC Hilding Anders (Uzbekistan) financial statements for
2020-2022
min UZS
. Deviation (+/-)
Ne Article 2020 2021 2022 2021/2020 | 2022/2021
A 1 2 3 4 5
Assets
I Non-current assets,
1 | Fixed Assets: 4022,4 | 5329,200 | 11213,974 1306,8 5884,774
o | Intangible assets 112,1659 | 104,314 97,012 -7,852 -7,302
Long-term investments,
3. | including:
4 | Capital expenditures 0 0,134 0,134 0,134 0
5 | Long-term receivables 0 0 0,000 X X
Total for Section | 4134566 | 5433648 | 1131112 | 1299,082 | 58775
(p.1+p.2+p.4+p.5)
[1. | Current assets, total
2 1 | Inventory 1263,22 | 3237,227 | 3452,820 | 1974,004 215,593
2 o | Prepaid expenses 230,868 | 130,930 138,322 -99,938 7,392
2 3 | Debtors 137,3621 | 200,326 | 214,332 62,964 14,006
2 4 | Cash 539,299 | 1021,016 | 1029,843 481,717 8,828
o 5 | Short-term investments 16,552 95,204 96,404 78,652 1,200
Total for Section |1
26 | (p.21+p.2.2+p.2.3+p.2.4+p.2. | 2187,30 | 4684,702 | 4931,722 | 2497,399 247,020
5)
Total assets (1+11) 6321,87 | 10118,35 | 16242,842 | 3796,481 | 6124,492
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Continuation of Table 2.4

A 1 2 3 4 5

Liabilities

I Source of own funds

1. | Authorized capital 2803,986 | 2803,986 | 2803,986 0 0

o | Reserve capital 2172,385 | 2172,385 | 2990,609 0 818,22398

3 Retained earnings -389,237 | -90,137 -71,402 299,100 18,735
Total for Section | 4587.134 | 4886234 | 5723193 | 299100 | 836,959
(p.1+p.2+p.3)

11. | Obligations

1. Non-current liabilities 1614,072 | 5035,6 10311,402 3421,528 5275,802

2 Current liabilities: 120,663 | 196,517 208,247 75,853 11,730
Total for section 11 (p.1+p.2) | 1734,735 | 5232,116 | 10519,649 3497,381 5287,533
Total liabilities (1+11) 6321,869 | 10118,35 | 16242,842 3796,481 6124,491

Based on the data of Table 2.3 and Table 2.4 in Table 2.5 we will calculate the

liquidity and business activity indicators of Hilding Anders JSC (Uzbekistan) for 2020-

2022.

Calculations of liquidity and business activity of Hilding Anders JSC

(Uzbekistan) indicate a relatively stable financial condition of the company.
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Table 2.5.
Calculation of liquidity and business activity indicators of Hilding Anders
JSC (Uzbekistan) for 2020-2022.

Deviation
. , (+/-)
Indicators Calculation method 2020r | 2021r | 2022r.
2021/ | 2022/
2020 | 2021
Current RcL = current assets / current 18,127 | 23,839 | 23,682 | 5,71 | -0,16
liquidity ratio | liabilities
Ro = (Short-term receivables +
Quick ratio Short-term financial investments + | 2/ 6,7 6,4 0,95 | -0,26
Cash) / Current liabilities
Absolute RaL = (cash + short-term financial 0,320 | 0,213 | 0,107 | -0,11 | -0,11
liquidity ratio | investments) / Current liabilities
Turnover ratio Rnca = sales revenue / average
of non-current | "~ g 0,457 | 0,692 | 0,736 | 0,23 | 0,04
value of non-current assets
assets
Currentasse_ts Rcat = sales revenue / average value 0864 | 0802 | 1.687 | -0,06 | 0.88
turnover ratio | of current assets
Inventory Rn:sales revenue / average 1496 | 116 241 | 033 | 1.25
turnover inventory value
Cajsh turnover | Rct = sales revenue / average cost 3503 | 3,68 808 | 018 | 440
ratio of cash

However, the absolute liquidity ratios in 2022 R, = 0.107 are below the

accepted normative value of 0.2.

Despite the fact that this coefficient has not been widely used in the West, the

author believes that it is necessary to take urgent measures to bring all indicators to the

normative values. This will improve the financial condition of the organization.
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2.3. Development of possible strategies for the development of the
management system Hilding Anders JSC (Uzbekistan)

As can be seen from the above presented analysis of organizational structure
(p.2.1), analysis of business activity and HR management system in Hilding Anders
(Uzbekistan) (p.2.2) - the company for a staff of 41 employees for HR management
provides 1 employee of the HR department, which directly deals with the technical
execution of documents related to hiring, dismissal, disciplinary practices and vertical
management of the centralized HR function.

At the same time, the workplace of a human resources specialist is
geographically located in the head office, while the workplaces of not all the staff of
Hilding Anders JSC (Uzbekistan) in addition to the office are located in two shopping
centers in Tashkent city, which are located at a considerable distance. Figure 2.9 shows

the location of the office and retail outlets of Hilding Anders (Uzbekistan).
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Fig. 2.9 location of the office and retail outlets of Hilding Anders JSC (Uzbekistan)

Taking into account that the company plans to open salons in several large
shopping centers in Tashkent and enter the market of regional centers of Uzbekistan
(Samarkand, Bukhara, etc.) it is obvious that the company has a number of problems

that hinder the effective functioning of the organization:
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There is no long-term staff planning and forecasting is ad hoc rather than
systematic.

e There is no recruitment, selection and hiring system as such. Employees are
recruited by traditional methods, such as advertisements in periodicals and
announcements in social networks.

e Unprofessional approach to candidate assessment. Business and personal
qualities of a candidate for a position, his/her professional knowledge, skills
and abilities are not taken into account.

e There is a lack of an adaptation system.

e Intangible motivation is present sporadically.

e Unfavorable social and psychological climate in the team.

Consequently, we can conclude that the work of the personnel department is not
effective, the lack of a modern personnel management system affects the results of the
enterprise as a whole. Therefore, it is necessary to develop a personnel management
system that meets modern requirements.

To solve this situation, first of all, it is necessary to develop a strategy of
personnel management of Hilding Anders JSC (Uzbekistan).

The human resource management strategy of any company - large, medium or
small - must meet the needs of the business and is inherently linked to the overall
development strategy of the organization.

Strategy in human resource management defines the overall vision, goals and
objectives of the business, methods of achieving these goals and objectives,
coefficients and criteria to evaluate the fulfillment of the plans.

The work on the preparation of the concept and the document "Human Resource
Management Strategy" itself should be distinguished from the company's HR policy.

HR strategy is developed by HR specialists. The company's human resource
management strategy allows it to:

— Motivate staff to achieve the strategic and tactical goals of the organization;

— to form a loyal team of specialists capable of solving tasks of varying degrees
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The main ideologemes of the enterprise balanced scorecard system can very

organically be included in this document (Table 2.6).

Table 2.6.

The system of balanced (key) indicators of the HR department of Hilding
Anders JSC (Uzbekistan)

Strategies Key indicators Indicators for calculation Calculation
technologies
Growth strategy Financial indicators for | ROI - return on investment | Methods of
measuring the performance | in  personnel, employee | calculating
of the Human Resources | turnover, etc. indicators
department of Hilding
Anders AG
Performance strategy | Intra-corporate component | Degree of satisfaction of the | Methods for
indicators company's employees assessing the
psychological state
of the team
Internal business process | Personnel training | Evaluation methods
indicators efficiency, recruitment
efficiency
Indicators of the staff | Indicators of employee | Measurement

development component

competence growth

criteria

In order to formulate the company's strategic objectives in the field of HR

management, HR managers need to analyze the organization's performance indicators

and forecast the main personnel needs for the future (short-term and long-term

strategies), as well as (necessarily!) the associated risks. It is possible to use the SWOT

analysis method. SWOT-analysis of the company Hilding Anders JSC (Uzbekistan)

presented in Table 2.7 is made taking into account the following factors:

Consider the external factors affecting the operation of the enterprise.

The political-legal situation has the following impact.

The enterprise makes significant tax payments and payments to extra-budgetary

funds, in particular on profit tax, value added tax, etc. The main tax risks are related to

changes in the tax system of the Republic of Uzbekistan. The Government regularly
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reviews tax legislation. New laws are mainly aimed at reducing property, compulsory
social insurance premiums. Changes in tax legislation may lead to an increase in tax
deductions and subsequent changes in the number of taxes and reduction of the tax
burden on businesses with the subsequent simplification of tax legislation. However,
if further changes in tax legislation are associated with an increase in tax rates, this
could have a negative impact on operating results.

Consider economic factors.

The devaluation of the UZS against the USD could have a negative impact on
net income due to the recording of corresponding losses in the consolidated income
statement. Moreover, the Company is exposed to foreign exchange risks as the
proceeds from sales of products are received in the national currency, while settlements
for products from abroad are made in foreign currency, thus there is exchange rate risk.

Despite measures taken by the Government of Uzbekistan to contain inflation,
the increase in the inflation rate may be significant in the short term. Trading companies
are unable to promptly increase the prices of their products adequately to keep pace
with inflation.

If the economic situation in the markets in which we operate and the situation in
the global financial markets deteriorates, the company may not be able to meet certain
financial obligations.

Higher interest rates will increase financing costs, which will adversely affect
financial results.

The social component of the macro-environment is characterized by the
following trends.

Average monthly nominal accrued wages in Uzbekistan in 2022 increased by
21.1% to 3.892 miIn. UZS. The growth rate is higher than in 2021 (+20.3%) and 2020
(15%), but less than in 2019 (+27.5%) [88] . The products offered by Hilding Anders
(Uzbekistan) on the price scale belong to the above-average level. Annex A shows the
prices of the items in the range of Hilding Anders (Uzbekistan) sold in Uzbekistan.

In general, the situation in the social sphere has a significant impact on Hilding

Anders JSC, as the overwhelming volume of services of the organization is consumed
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by the population, whose income level is growing. In general, the social situation
around Hilding Anders JSC (Uzbekistan) can be characterized as stable.

Speaking about the competitiveness of products, it should be noted that it is
obvious that the competitive situation is extremely tense. Competitors of Hilding
Anders JSC (Uzbekistan) are: OO0 "Alpha Mebtl", OOO "Dafna", OO0 "Bravo",
000 "Keng Makon", OO0 "Rich House", and other companies engaged in the sale of
goods for sleep. All competitors are located in the territory of Tashkent city.

Table 2.7.

SWOT analysis
Opportunities:

Threats:

1. Increase in the number of
consumers

1. changing consumer

preferences
2. Emergence of new suppliers 2. High degree of state influence

3. Emergence of new competitors

Strengths:
1. wide range of products offered

2. High level of the company's
management system

3. High level of product quality

4. Favorable brand image

Opening of new salons in other
shopping centers

Opening of new branches in other
cities of the Republic Opening of
new branches in other cities of
the Republic

Developing a new strategy for the
long-term development of the
organization

Increase in the range of services
provided

Weaknesses:
1. High price level

2. Low level of advertising
expenses

3. 2. Low level of accessibility of
information about the
organization

Conducting advertising
campaigns

Development of an effective
pricing policy

Cost reduction

Granting deferrals (credit sales)
of payments for goods and
services

In Table 2.8 we will map the strengths and weaknesses of Hilding Anders JSC

(Uzbekistan).
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Table 2.8.
Map of strengths and weaknesses of Hilding Anders JSC (Uzbekistan)
Assessment Significance
8 | &
Side T o 2 v kY, —%
SS| 35| 8 0 < = =
S| oo = = =) =
L S < S - — =] (@)
- I < = I S —
[ I I T = e
) [<B]
& | £
Company's line of business, brand awareness N N
Highly qualified staff eager to share their
knowledge and experience with subordinates + +
The need for qualified personnel and the
establishment of algorithms for finding such + +
employees
Working conditions + +
Logistics + +
Development strategy + +
Employee incentives and work team
cohesion + +
Personnel  training and development
planning + +
Effectiveness of internal marketing and PR
methods * *
Material and technical equipment N N
Availability of financial resources N N

Accordingly, the strengths that have a high degree of importance should be
strengthened, supported and developed, while the weakest ones should be considered
as a field for transformation, looking for ways to level out weaknesses. The map of
strategic threats Table 2.9 and opportunities Table 2.10 helps to track changes in

unfavorable conditions in one or another direction and take necessary measures.
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Table 2.9.
Map of strategic threats by importance of Hilding Anders JSC (Uzbekistan)
Seriousness probability
Threats < % . < % .
— he] o — ho] (@)
- -
T ]S T |3
Unfavorable environment in the team due to low
level of staff motivation, high turnover of +
personnel
Changing the psychological climate in the
organization +
Competitor activities N
Change in disciplinary requirements .
Economic downturn in the state, economic crisis N
Table 2.10.

Map of strategic opportunities of Hilding Anders JSC (Uzbekistan)

Attractiveness

Probability of success

Threats i £ . i £ .
1813 |2 |8 |8
P =
Relevance of activities in the directions realized by
Hilding Anders JSC (Uzbekistan) motivation of | +
personnel, high turnover of personnel
Professionalism of the employees of Hilding
Anders AG + +
Prospects for career growth and self-expression + +
Increased prosperity + +
Opportunity for self-education and participation in
trainings + +
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Based on the analysis, we can conclude that, taking into account all
opportunities, threats, strengths and weaknesses, it is necessary for the company to
increase the educational level of personnel in connection with entering new markets
and increasing the range of products. For the growth of attractiveness, preservation of
financial stability of the company and successful promotion of knowledge-intensive
competitive products in the domestic and international market, for the period up to
2022 it is necessary to carry out active activities to provide the company with high-
class specialists in the field of technology and promotion.

In addition, the head of the HR department should regularly monitor economic
indicators that characterize the state of fulfillment of the company's strategic goals:

Ranking and position of the company in the Salary and Compensation Packages
Market Overview.

Value added per employee of the company.

Average length of service in the company's specialty.

The education level of the employees in the company.

Employee training and development costs.

Changing the level of competence of employees in the company.

Employee turnover rate.

Employee KPIs.

This analysis, as well as the analysis of general economic indicators of the
company, such as financial profitability, the level of expenses and the cost part of the
budget will allow to correctly form its strategic objectives and outline the ways of their
realization.

When developing an HR strategy, it should reflect all areas of work with
personnel for the relevant period of the company's strategic development (short-term
and long-term). These are measures and documentation on personnel selection,
recruiting and adaptation; methods of personnel assessment and certification;
directions of personnel training and development; procedures for systematization of

internal communications; programs for implementation of material and non-material
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motivation systems; measures aimed at raising the standards of corporate culture;
procedures for personnel record keeping.

As methods of controlling the fulfillment of the short-term HR strategy of the
company can be used:

Conducting audits on the fulfillment of set tasks, constant determination of the
current state of strategic goals fulfillment, various questionnaires, surveys, interviews
of the company's personnel.

Control of the main tasks performed, analysis of changes in the company
structure.

Monitor the budget of the personnel services unit.

Control over the stages of formation of regulatory documentation in the field of
personnel management.

Presentation to employees of the results obtained on fulfillment of short-term
strategic objectives in the field of HR management (through internal PR-campaigns).

Receiving feedback and adjusting plans.

Based on the analysis, we can conclude that, taking into account all
opportunities, threats, strengths and weaknesses, it is necessary for the company to
increase the educational level of personnel in connection with entering new markets
and increasing the range of products. For the growth of attractiveness, preservation of
financial stability of the company and successful promotion of knowledge-intensive
competitive products in the domestic and international market, for the period up to
2022 it is necessary to carry out active activities to provide the company with high-
class specialists in the field of technology and promotion.

The main areas of focus should be:

- retaining customer base, developing and maintaining relationships with
customers;

- entering new markets;

- active promotion;

- staff training;

- Developing and retaining high quality personnel.
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Managerial competence is a set of knowledge and skills that contribute to
effective leadership. Each competence combines skills and knowledge important for
successful solution of tasks of a particular type - communication, organizational.
Management competencies in an international company have a high priority, as it is
necessary to always increase the level of knowledge and skills of the staff in order to
communicate with foreign customers, to have a good image, to be able to enter new
markets. In order to increase the level of competitiveness of the company, it is
necessary to increase the competence of the staff. With the increase of knowledge and

skills will increase the income of the enterprise, will be available to enter new markets.
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CHAPTER 3. Main areas of improvement of the HR management system of
Hilding Anders JSC (UZBEKISTAN)

3.1. Ways to improve the HR management system of the enterprise by adapting
foreign experience

The main goal of personnel management is to ensure the effective organization
of human resources within the organization and the formation of an individual with
high responsibility, collective psychology, high qualifications, a developed sense of
the owner of the enterprise.

The objectives of human resource management will only be achieved if
management views the human resources of the enterprise as the key to its effectiveness.
To achieve this, management must ensure the development of a professional workforce
as an essential condition that cannot be realized without careful planning, diligent work
and evaluation.

Taking into account the positive experience of development of Hilding Anders,
which started as a small family furniture factory in Bjernum, Sweden in 1939 and
eventually acquired 23 companies, which are among the most prestigious world brands
of mattresses, which indicates a competently chosen strategy of development of the
company in general and an effective system of human resources management, in
particular.

At Hilding Anders, the focus is on unique career opportunities and a great
collaborative environment. Although the company employs around 10,000 people in
markets around the world, Hilding Anders positions itself as one team - i.e. each
employee is committed to maintaining the excellent standards that distinguish the
attractive and unique products offered.

In this regard, it is advisable to apply the European model of personnel
management, which Hilding Anders adheres to.

Hilding Anders’ HR management model is characterized by the following

features:
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Decentralization. Each unit is free to pursue its own human resources policy,
while only general recommendations and guidelines are given at the top
management level. The main requirement is to report on performance in a timely
manner.

High requirements to the qualification of an employee. He or she must be prepared
for work from the very beginning, know his or her business in detail, because he
or she is involved in the production process from the very first day. Pedantry,
responsibility, self-discipline and self-control are valued in a person.

Formalism. Informal relationships are not welcome in the workforce.

Thorough regulation of business processes. Employees usually have no questions
about how to act in a particular situation.

Material remuneration depending on results. Individual achievements influence
the amount of salary. At the same time, the motivation system is transparent - if a
task is completed, the employee receives a reward, if not, he/she does not receive
one. If an employee fails to perform systematically, he or she will be offered to
look for another job. With all the loyalty to the staff, no one feels the heartache of
firing negligent employees.

Focus on building long-term relationships with employees. The company is
interested in the fact that an intelligent specialist who comes to the company will
stay there for a long time.

A well-developed retraining system. Hilding Anders has a tradition of raising
specialists in-house. Much attention is paid to training and the development of
professional skills. An individual development program is drawn up for each
employee.

Work with personnel as one of the priority areas. Many European companies
strive to create a strong corporate culture focused on increasing the level of
personnel responsibility for their work. Employees are recognized as its main
resource.

However, it should be taken into account that the application of foreign
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experience in personnel management, both in large and small companies, should be
carried out taking into account the peculiarities of economic activity in Uzbekistan.

In order not to make gross mistakes in the future, we need to critically rethink
the experience of intrafirm and sectoral management in the world, but most importantly
- to learn to find optimal solutions in the conditions of transition period in the socio-
economic life of Uzbekistan.

For example, under the Labor Code of the Republic of Uzbekistan there are a
number of restrictions and conditions under which it is possible to dismiss an
employee, there are articles regulating remuneration, rest and compensation.

The problem of using the experience accumulated by foreign firms in the field
of personnel management has become particularly relevant in recent years.

Of course, Uzbekistan has its own experience and it should not be forgotten.
However, this experience is somewhat specific due to the special economic conditions
in which the country has been for many years. Therefore, one should not blindly apply
the accumulated knowledge in modern conditions.

Analysis of foreign experience has shown significant differences between the
personnel management system in Uzbekistan with the existing management models in
the world. In Uzbekistan at present there is uncertainty in the choice of management
models of each particular firm. As a rule, the management does not ask itself about the
choice of management model.

Ideally, Hilding Anders JSC (Uzbekistan) should use an individual management
model in its activities, however, in modern conditions it is not always possible to follow
such a recommendation. Many elements of this model depend on the legislative

framework and the general economic situation in the country.

3.2. Recommendations on the application of foreign experience in improving the

HR management system in Hilding Anders JSC (Uzbekistan)

Based on the above analysis, the author believes it is appropriate:

1. To make changes in the organizational structure of Hilding JSC
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(Uzbekistan). To introduce 1 employee "Recruitment Manager";

2. Develop measures related to the improvement of the new HR management
system of Hilding Anders JSC (Uzbekistan).

3. Implementation of the adaptation program.

4. Implementation of modern automated HRM systems in the company
Hilding Anders JSC (Uzbekistan).

Let's examine each of the author's suggestions in more detail.

1. Changes in the organizational structure of Hilding JSC (Uzbekistan).

The increase in the HR department by 1 unit is that the HR department will consist of
an HR Specialist and an HR Manager.

Personnel specialist should lead the preparation of plans of the main activities of the
human resources management system: planning, selection and recruitment of
personnel; formation and development of labor relations; placement; education,
training and retraining; motivation and stimulation of personnel; certification and
evaluation; career development of employees; organizational culture; working
conditions of personnel; creation of optimal socio-psychological climate; social, legal,
information support of the personnel management system. Provision of service

interaction with structural subdivisions of the organization.

Recruitment manager must know the organizational structure of Hilding Anders
JSC (Uzbekistan), technical and technological features and needs of the organization,
requirements for work and ethics, psychological features of the process of primary and
secondary adaptation. Must be able to conduct verbal and non-verbal exchange of
information. Conduct diagnostics of business and personal qualities of candidates for
the accepted position. Be able to develop strategies, tactics and techniques of
interaction with people; organize their joint activities to achieve socially important
goals. Forecast the prospects of development of a candidate for a position in the

organization.
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Must organize and monitor the adaptation process in the organization, approve
the mentor, conduct explanatory work in this direction, inform the organization about
new employees and the need for adaptation measures.

2. Activities related to the improvement of the new HR management system
of Hilding Anders JSC (Uzbekistan)

The main tasks facing the personnel service in implementing the company's

strategy and what steps should be performed at each stage are proposed in Table 3.1.
Table 3.1.
Documents of the HR department aimed at implementing the company’s

strategy

Task Activities

Description  of  business | e Changing the structure of the company. Preparing regulations on

processes.  Formation of | the new organizational structure. Informing employees about

optimal organizational | changes in the organizational structure

structure e Development of regulations on the company's subdivisions

e Development of updated job descriptions

e Updating the "Methodology Folder" of the Company's retail
chain stores

e Changing provisions on remuneration of labor of specialists

e Updating the company's HR policy

e Familiarization with changes in business processes of all
divisions of the company

Changes in the company's | ¢ Development of a new recruitment methodology

personnel policy e Determination of the company's personnel needs plan working
with universities. Presentations for students and participation in
job fairs

e Promoting career development opportunities and employee
loyalty programs among employees

e Development of systems to prevent staff turnover

e Procedures for the adaptation of new personnel

e Establishment of employee evaluation and appraisal procedures,
principles for conducting these programs

e Development of a system of ranked motivation of personnel
according to the positions held

e Development of individual personnel motivation systems
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Continuation of Table 3.1

Task Activities

Internal monitoring of HR | e Development of the general concept and forms of questionnaires

issues; internal corporate | e Development of electronic online forms for receiving feedback

communication e Questionnaire survey of personnel who decided to change their
place of work

e Data tables on motivation and reasons for dismissal of
employees

e Monitoring of employees' work: questionnaires on motivation
and psychological attitudes

e Analyzing the standards of corporate culture. Determining the
principles of spontaneous corporate culture. Revision of
"Internal Rules of the Company"

Development and | e Analyze the need for various forms of staff training (in the short-
implementation of training | term strategy)
systems e Analysis of personnel assessment data, identification of "white

spots” in the sphere of personnel professional knowledge

e Employee survey: motivation and determination of training
direction

e Approval of the training system

e Implementation of the personnel training system

e Organization of monitoring of learning outcomes

Of course, each company has its own specifics, but the proposed basic
approaches can help to correctly form the HR-strategy of a particular enterprise. In a
trading company with an extensive network of stores and great dependence on hard-
to-predict variables (style, fashion, etc.), strategic maps work as risk minimization
tools.

For a manager to start with team building, it is necessary to develop a strategy
for the organization's activities and communicate it to all employees of the organization
without exception. It is very useful that as many employees as possible take part in the
development of the strategy, everyone's voice should be heard.

The second important step is to discuss the adopted strategy in the workplace.

It is extremely important in each structural subdivision of JSC Hilding Anders
(Uzbekistan) to form a clear and precise vision of how this strategy will be
implemented in a particular department or team. At this stage, it is necessary to discuss
with employees the model of behavior of an employee of this unit, to discuss the criteria

of labor evaluation. The manager should make sure that all employees of his
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subdivision understand their tasks and what kind of behavior the company management
expects from them.

That is why the third step should be individual interviews with each employee
of a department, division, brigade. During these interviews, it is necessary to clarify
the goals and objectives of the employee, his behavior, and, if necessary, make
adjustments. In the future, such meetings should be regular and take place more often
than in normal conditions.

To keep staff informed of the current and strategic position, it is recommended
that:

- availability of a schedule of meetings between the manager and employees,
which is posted on the information stand;

- the possibility to submit to the manager's secretary, a few days before the
scheduled meeting, questions to which the employees would like to receive an answer.
This point is important because the manager may not always be able to answer some
specific questions (economic, legal, etc.) in a competent manner. In this regard, the
possibility of preliminary acquaintance with the questions gives him/her the
opportunity for preliminary consultations with specialists, as well as the possibility of
preparing documentary substantiation of his/her answers.

In this case, the attention and care of the manager is the strongest stimulant of
activity for the employee. Each employee should feel himself/herself a part of the
collective, which cares about the fate of this person. The manager in this case acts as a
spokesman for the collective's care for the employee.

These measures should be aimed at shaping a new attitude towards work in every
employee and, above all, in managers.

Staff involvement in decision-making

In organizing this activity, management should be guided by two basic
principles.

First, the person doing the job in question knows better than anyone else how to
do it, and is therefore better able to improve it than anyone else.

Secondly, human beings are most committed to their own ideas. Japan, the first
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nationwide to implement the idea of staff involvement in decision-making, achieved
better results at lower costs than its competitors with the latest equipment, but with old
team management methods that did not use the potential of the team. A simple and
natural scheme was used:

- the management of the organization created conditions for initiative, collective
discussion of problems, participation in the implementation of their ideas;

- implementation of the proposals led to a significant increase in labor
productivity at workplaces;

- increase in labor productivity, in turn, contributed to cost reduction, and then
led to an increase in product sales and revenue growth.

Involvement of personnel in decision-making implies the moment of transfer of
responsibility, which in turn means that employees share responsibility for the state of
affairs in the enterprise, whatever it may be.

When hiring in each organization, excessive attention is paid to checking the
special professional knowledge of job applicants and especially the presence of
significant work experience in other organizations. At the same time, Hilding Anders
JSC (Uzbekistan) does not have its own training programs for employees. Therefore,
it is necessary to create its own in-house training systems in order not to miss promising
potential employees who do not have highly specialized knowledge, as well as to
ensure professional and human growth of employees.

For this purpose, the following staff development and periodic staff training
activities are proposed.

Training in Hilding Anders JSC (Uzbekistan) should be focused on the present
and designed to solve immediate business problems, its goal is to instill specific skills
that employees need.

The training is offered on both a compulsory and voluntary basis. All training
shall be conducted in five stages:

1. Training Needs Analysis.

2. Planning and designing learning.

3. Developing a training program.



4. Conducting training.

5. Evaluating the effectiveness of training.
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Staff training at Hilding Anders SA (Uzbekistan) should be carried out in the

following cases:

- when introducing new performance standards;

- when there are demands for improved operational efficiency;

- as new technologies emerge;

~when the demands of clients or customers increase;

- when employees are transferred to new positions;

- when introducing new information systems;

- when introducing new accounting standards;

- when introducing other innovations.

When assessing the employees of a given enterprise according to this

methodology, a sheet of assessment of activity and features of personal qualities of an

employee is prepared (Table 3.2).

Table 3.2.

Example of an assessment of an employee's performance and personal qualities’

Indicators assessed

Points

10

20

30

40

50

Performance Results:

Quality of work

Professionalism

Psychodiagnostic data:

Nervous and mental stability

Emotional stability

Risk appetite

Volitional self-control
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Continuation of Table 3.2

Indicators assessed Points
10 20 30 40 50
Behavior in a conflict situation +
Ability to self-monitor +
Level of intellectual development +
2 compiled by the author

Employees' performance is evaluated by their immediate supervisor or an invited
expert.

In this sheet, a "+" sign is put in the appropriate grade column. After that, the
average grade is calculated. The sheet is signed by the certified specialist.

In Hilding Anders JSC (Uzbekistan) motivation should have a dominant role.
The management of JSC Hilding Anders (Uzbekistan) in the process of working with
the personnel of the organization should actively use both economic types of
motivation and non-economic. The most used economic motivations in the company
under consideration are: small bonus payments, salary increases, bonus programs
mainly for middle and top management.

Incentivizing workers for increased productivity in the enterprise has the
advantage of clearly defining the relationship between labor results and labor inputs.

In parallel, to improve the quality of work of the team and increase their interest,
the management of the company Hilding Anders JSC (Uzbekistan) is recommended to
use the following schemes of staff motivation:

- bonuses;

- lump-sum remuneration for anniversaries of employees' work at the company;

- valuable gifts;

- declaration of gratitude, as well as awarding diplomas and certificates;

- material assistance to all employees in case of financial hardship, accident,
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long-term illness, etc. If funds are available, it is also necessary to pay material aid for
vacation in the amount of up to two official salaries (wage rates).

3. Implementation of the adaptation program.

Purpose of the adaptation program:
Accelerating the onboarding process of a new employee:
e Achieving the required operational efficiency in the shortest possible time;
e reducing the number of possible errors related to mastering functional
responsibilities

The proposed Staff Adaptation Program is to be conducted in four phases:

Stage 1: Familiarization with the production features of the organization,
inclusion in communication networks, familiarization with personnel, corporate
features, ethics, rules of conduct, etc.

Stage 2: Practical acquaintance of the new employee with his/her duties and
requirements imposed on him/her by the organization. The immediate supervisor
familiarizes the newcomer with the company and its history, personnel policy, working
conditions and rules, explains the tasks and requirements of the job, introduces the
employee to the work group, encourages assistance to newcomers from mentors.

Occupational health and safety briefings are mandatory.

The following issues should be addressed during the orientation program:

1. General idea of the enterprise:

e goals, priorities, challenges;
e traditions, norms, standards;
e services and their consumers, stages of bringing services to the consumer;
o diversity of activities;
e organizational structure of the enterprise;
e executive information.
2. Organizational Policies:
e principles of personnel policy;

e recruitment principles;
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areas of training and professional development;

assistance to employees in case they are brought to court;

rules for the use of the telephone within the company;

rules for the use of different working time regimes;

rules for protection of trade secrets of financial and technical documentation.
3. Remuneration of labor:

norms and forms of labor remuneration and ranking of employees;

weekend pay, overtime.

4. Fringe Benefits:

insurance, seniority records;

temporary disability benefits, severance payments, family sickness benefits,
bereavement benefits, maternity benefits;

Support in the event of redundancy or retirement;

on-the-job training opportunities;

the organization's services to its employees.

5. Occupational health and safety compliance:

first aid stations;

precautions;

warning of possible hazards in the workplace;

fire safety rules;

rules of behavior in case of accidents and the procedure for reporting them.
6. economic factors:

cost of equipment;

damage from absenteeism, tardiness, accidents.

Following the general orientation program, a special program may be conducted

that offers emphasis on the following issues:

1. Functions of the unit:
goals and priorities, organization and structure;

lines of business;
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e relationships with other departments;
e relationships within the unit.
2. Job Duties and Responsibilities:
e A detailed description of the work in progress and expected results;
e Explaining the importance of the job, how it relates to others in the division and
the company as a whole;
e norms for the quality of work performance and the basis for performance
evaluation;
e the length of the workday and the schedule;
e additional expectations (e.g., replacing an absent employee).
3. required reporting:
e the types of assistance that can be provided, when and how to ask for it;
e relationships with local and statewide inspections.
4. Procedures, rules, regulations:
e rules unique to a given type of work or a given unit;
e behavior in case of accidents, safety regulations, accident and danger reporting;
e security and theft-related issues;
e relationships with employees who do not belong to the unit;
e rules of behavior in the workplace;
e taking things out of the unit;
¢ violation control;
e breaks (lunch);
e personal telephone conversations during working hours;
e equipment utilization;
e monitoring and evaluation of performance.
Stage 3: Effective adaptation. To increase the effectiveness of effective

adaptation, a mentor is assigned to the newcomer.
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Stage 4: Functioning. This stage completes the adaptation process, it is
characterized by gradual overcoming of production and interpersonal problems and
transition to stable work.

Mentoring is regarded as a set of measures aimed at accelerating the process of
training a new employee in the basic skills of the profession, developing his/her ability
to independently and qualitatively perform the tasks assigned to him/her in the position
he/she holds.

In order to obtain effectiveness from mentoring, it is necessary to use such a
Mentor Motivation System that will ensure a positive result. For example, according
to the experience of European companies:

1. Provided that if a new employee successfully passes the probationary period,
the mentor receives additional remuneration. It is proposed for JSC Hilding Anders
(Uzbekistan) to assign not a fixed amount, but an amount equivalent to 30% of the
salary of a new employee. This is due to the fact that the salary of an employee accepted
for a probationary period in JSC Hilding Anders (Uzbekistan) is assigned on the basis
of the basic calculation value (BRV) accepted in Uzbekistan. As a rule, the BRV in
Uzbekistan is increased 2 times a year.

2. In case the unsatisfactory performance of the mentor is revealed - it is
proposed to forfeit the bonus in the amount of UZS 300,000.

Requirements for a mentor:

¢ high professional knowledge, skills and abilities;

e Knowledge of the standards and regulations of the required specialization;
e stability of performance;

e Ability and willingness to share experiences;

e asystematic view of his/her work area and the work of related departments;
e good communication skills;

e communication flexibility

e high moral and ethical qualities.

The main benefits of participating in the mentoring program are:
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Active participation in the development of their team;

Increased authority and status in the team;

increase in personal satisfaction due to successful fulfillment of professional
functions;

personal self-development (gaining new knowledge, skills and abilities in the
process of mentoring).
The pros of an onboarding program for a new employee are as follows:
Obtaining the complete information required for efficient operation;

Reducing uncertainty and anxiety;

reduction of psychological tension (a sense of security);

development of personal qualities (self-confidence, self-esteem, especially as
professional level and abilities increase);

Developing skills and abilities by learning from others' experiences;

increasing job satisfaction and developing a positive attitude towards the
enterprise as a whole;

mastering new norms of organizational culture and rules of conduct;

building a system of interaction with colleagues;

Reducing the likelihood of conflicts (a mentor helps to understand the intricacies
of work and team relations);

Receiving effective feedback from the mentor and hiring manager at the end of
the probationary period.

Thus, the implementation of the "Adaptation Program” for Hilding Anders JSC

(Uzbekistan) will reveal the following positive aspects:

Establishment of a mechanism to assess the professional and managerial
competencies of an employee and his/her potential based on the results of his/her
work in the first months;

identification of shortcomings of the existing personnel selection system at the
enterprise;

development of managerial competencies of the mentor and recruitment
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manager;
e justification of personnel decisions regarding both the newcomer and the mentor
after the end of the adaptation period,;
e Formation of a positive attitude towards learning;
e reducing the time required for adaptation of a new employee;
e reduction of costs of production output;
e increase in the profit of the enterprise.
4. Implementation of modern automated HRM systems in the company
Hilding Anders JSC (Uzbekistan).

In light of the active development of information and communication systems around

the world and in all sectors of the economy, the developers of information systems
have not neglected and automated systems of human resource management "Human
Resource Management"” (HRM).

HRM-system means an automated integrated HR management system. In addition to
traditionally automated blocks of work with personnel, designed for personnel
records management, payroll calculation and electronic document management
(Electronic Document Management System EDMS), the HRM-system also automates
processes for work with qualitative indicators of personnel - personnel training,
personnel assessment, recruitment and adaptation of personnel, work with personnel
reserve.

The main purpose of HRM-system implementation is to identify, attract and retain
valuable human resources for the company, as personnel costs account for a
significant share in the company's expenses, and their efficiency and optimization

have a significant impact on the final financial result.
3.3 Economic effect of the proposed measures
Economic efficiency is a complex category of economic science. It permeates

all stages of social production, is the basis for the construction of quantitative criteria

of the value of decisions, is used to form material-structural, functional and systemic
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The recommendations proposed in Section 3.2 require capital expenditures.

Calculation of project implementation costs is presented in Table 3.3,

Table 3.3.
Project implementation costs
Number Total
Share of
No. Name of costs Costs, of costs, cost item, Note
n/a min UZS | personn min o
el uzs 0
A 1 2 3 4 5
Change of organizational
1| structure
Introduction of a
1.1 | recruitment manager to the 62,4 1 62,400 31,82 Salary per year
staff
1.2 | Workplace organization 9,17 1 9,172 4,68 Organizational costs.
Equipment and activity costs
Total under _ 71.572 36,49
recommendation 1
Measures to improve the Does not require capital
5 | new personnel 0 0 investment. Included in the job
management system description of the Recruitment
Manager
Implementation of the
3 | adaptation program
] On average (monthly
Appointment of mentors. additional payment to each of
Monthly additional two mentors for the main
3.1 | payment of 5% to the 312 2 6,240 318 professions of workers and
positions of specialists, which
average monthly salary is approximately 5% of the
average salary of employees.
Additional
ment/retention from th
5, | Paymentretention fromthe |, , 2 | 20800 | 10,61
-4 | bonus for successful
mentoring
Personnel training is planned
directly in the organization.
3.3 | Retraining of personnel 0,28 33 9,240 4,71 Professional development of

the adaptation instructor itself
is possible on average once
every three years.




90

Continuation of Table 3.3

A 1 2 3 4 5

Total for

recommendation 3 36,280 18,50

Implementation of HRM

system
4.2 | HRM license costs 52,092 26,56
4.3 | Support costs 0,917 11,006 5,61
Expenditures on personnel 0.525 18 9.450 482

training in the HRM system

Total under

recommendation 4 88,271 45,01

Let's calculate the effectiveness of the proposed activities.

As foreign experience shows, in case of material interest labor productivity
increases by 10 percent. Taking into account that the incentive part of wages after the
introduction of measures will amount to 20 percent of wages on average, then with an
average wage of workers 62.4 min. UZS per year, the economic effect will amount to:

C; =62.4*0.2*%0.1 = 1.248 mIn UZS per year per person.

Consequently, the savings for the year will be:

Cwm = 1.248*41 persons. =51.168 min. UZS.

This frees up payroll that can go towards periodic staff training.

Let's calculate the cost savings of implementing an automated personnel
management system for personnel records management, payroll and electronic
document management (EDMS).

For more efficient operation of the organization it is suggested to implement
PeopleForce - a modern all-in-one HR platform that fully meets the business needs of

any company (Fig. 3.1).
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Fig. 3.1 PeopleForce HR platform dialog window

PeopleForce is HRM/HRIS-system for HR management, which combines
various tools for HR manager in one platform. The solution is designed to automate
HR and recruiting processes: onboarding, hiring, time tracking, performance
management, employee engagement assessment and other tasks. The system also
provides integration with productivity tools: Google, Slack, Zoom and Teams. The
platform functionality is divided into five modules, which provides flexibility in
implementing the HRM platform into the business.

The developer of the platform is PeopleForce (Ukraine). PeopleForce's clients
include Rakuten, BMW, Ajax Systems, Parimatch, ARX, SeRanking, SkyUp and

Reply.io
The total cost of the HRM system implementation project can be calculated using
formula 3.1.

Ko = Kip + Koe + Kper (3.1)

where Ky, - costs for the software platform, min UZS;
Ko, - costs for licenses of the system, min UZS;

K, - costs for additional equipment, min UZS;
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Kper - personnel training costs, min UZS.

K, =15,723 + 52,092 + 9,45 = 77,262 mIn UZS.
Another expense item to consider is the cost of administering and maintaining the S
system. The cost of maintenance is $75 per month, the exchange rate of 1 $ to Uzbek
sum is 12228.91 sum. The rate of 1 $ to Uzbek sum is 12228.91 sum.
S =75x12228.91 x 12/ 1000 000 = 11, 006 mIn UZSper year (3.2)

The total cost of implementation costs is calculated according to formula 3.3:

Z=S+K,, (3-3)
where Z - cost of HRM system implementation, min UZS;
S - HRM system maintenance costs, min. UZS;
Z =11,006 + 77,262 = 88,268 min. UZS.
Let's calculate the cost savings when implementing the HRM system. Let's start by
estimating the direct savings on the enterprise's document flow. Let it include only
the cost of paper saved when implementing such a system and the cost of saved

employee time.

The maximum cost of paper consumed per month can be calculated based on the
ability of one employee to read and absorb a certain number of pages of documents per
month. On the basis of a simple experiment, it can be found that an average employee
can read no more than 100 typewritten pages of documents during a working day. On
the other hand, the minimum volume of pages read by one employee during a working
day cannot be less than one complete document, i.e. four or five pages, otherwise this
employee does not work with documents and therefore is not of interest from the point
of view of implementing an automated personnel management system. Let's assume
that one employee in the organization has 15 pages per day. The monthly paper costs
would be:

M=GXxBxHXT, (3.4)

where G - number of working days in a month, dn;

B - number of sheets per employee per day, pcs;

N - cost of one sheet of paper with printed information (photocopying, printing),
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UZSs.

T - number of employees who deal with documentation, people.

M=21x15x 74 x 18 =0.4196 min UZS per month.

The value of labor time saved is even more difficult to estimate.

It is primarily made up of the following factors:

— Saving effort by reusing existing documents;

— saving time on searching for necessary documents due to systematization in
document storage and efficient means of information retrieval;

— acceleration of all business processes through their automation, formalization
and control of executive discipline.

Since any organization is constantly engaged in solving rather similar tasks, it is
obvious that the possibility of reusing existing documents is very real. Most often it
will be possible to "take" from the prototype from 20 to 30% (in terms of labor costs
for creation), the rest is the specifics of a particular case. Therefore, we will assume a
reuse rate of 25%. Assuming that each employee spends about 20% of his/her working
time on creating new documents, the total time savings of employees will be about 5%
of their full working time. Average annual salary (managers, specialists, employees) -
62.4 min UZS

B=TxKxEr, (3.5)

where B - savings from implementation of HRM system, min UZS;

T - number of employees, persons;

K - average monthly expenses per one employee, min UZS;

Er, - labor cost savings, %.

B=18*62.4/12*0.05 = 4.68 mIn UZS per month.

An "average" employee performs ten searches for various documents per day.
Searching for one document takes an average of two minutes. In 10% of cases an
employee fails to find the required document. If a document is not found immediately,
it takes another two minutes to search for it.

Calculation of labor cost savings after implementation of HRM system per

month:
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Er = ((10 times/day x 2 min. + 10 times/day x 10%)x(62,400,000 UZS/1,788
working hours per year/60 min. x18)*30 =6, 910,067 mIn UZS (3.6)

Labor cost savings after implementation of the electronic document management
function in the automated personnel management system per year will be as follows:

E= (Er +B) * 12, (3.7)

where T - labor cost savings after implementation, min. sum;

B - savings from implementation, min. UZS.

Savings per year on implementation will be:

E=(1,478,52 + 4,68) *12 = 73,902 miIn. UZS.

The total cost savings will be:

Curm = EXM*12 (3.8)

where E - Savings of labor costs after implementation in a year , min UZS;

M - Annual paper costs per month, min UZS.

Curv = 73,902 + 0,4196*12 = 144,116 min. UZS.

Implementation of the HRM system only by including the function of electronic
document management gives a significant economic effect, but its quantitative
assessment is a complex process, as many factors have to be taken into account. The
economic effect is largely determined by the correctness of the system selection and
implementation process. It should be noted that economic efficiency will increase as
the number of documents in the electronic archive and the number of employees
connected to electronic document management increases.

Total savings after implementation of the proposed recommendations are
calculated by formula 3.9.

C=Cm + Curm , Where (3.9)

Cwm - savings according to the action plan

Curm - Savings after the implementation of the HRM automated personnel
management system.

C=51,168 + 144,116 = 195,284 min UZS

The payback period of the project is calculated by the formula:

PP = H/C, (3.10)



where PP (Payback Period) - payback period (years),

Kpr - initial investment of the entire project,

CFcr - average annual cash receipts from the project realization

PP =196,123/195,284 =1

Thus, the proposed activities will pay for themselves within one year.
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Conclusion

Today in our country there is a large number of unresolved issues and
contradictions in the field of organization of personnel management system. Studying
and applying effective methods of personnel management will allow us to qualitatively
improve the organization of employees' work and unite them into a single team.

There are many management models. Some of them are based on the priority of
the human factor, and they differ significantly from each other. Their main differences
lie in the interpretation of the main essential characteristics of employees, motives of
their labor activity, social and production behavior. In the world there are two models
of management: western (USA) and eastern (Japan). Now we can also talk about some
universal features of the model of personnel management, which include Western and
Eastern elements. Naturally, the application of certain management methods,
regardless of their origin, requires modification, adaptation to the socio-economic and
cultural peculiarities of the country.

The first chapter deals with the theoretical foundations of personnel
management, the process of personnel management, its essence, main aspects,
functions and methods, as well as foreign experience of its organization.

In the second chapter of the work was analyzed the system of personnel
management and business activities of JSC Hilding Anders, in particular, the general
characteristic of the economic activity of this enterprise was considered, the analysis
of its personnel management structure, as well as proposed measures to improve its
personnel management system.

This organization has been working for about three years in the sphere of trade
in "everything for sleep” products. During this time the company has gained a certain
part of the Uzbek market.

The human resources potential of Hilding Anders JSC (Uzbekistan) is quite
diverse. The staff composition is stable, staff turnover is low, which indicates that the
company has created all the necessary conditions for the normal work of personnel.

The increase in the share of employees with higher education and the prevalence of



97

employees with a long work experience should also be attributed to positive features.

Personnel are characterized by good indicators of health and physical
development, quite sufficient ability to establish and maintain strong official-business
relations with a superior or subordinates; clarity of expression of thoughts, culture of
speech is quite obvious.

However, the experience and practical knowledge of the staff is not very great,
initiative and resourcefulness are not always enough, as well as the satisfactory level
of professional competence (personal professionalism), but there is a tendency to
improve the effectiveness of the results of professional activity as experience is
accumulated, as well as the desire to improve professional knowledge.

There is no qualified HR manager in Hilding Anders JSC (Uzbekistan), therefore
the HR policy is not formed in any way. Personnel documents, payroll and working
time records are maintained by the accounting department, while personnel selection
is performed by the head of the company. Search and selection of employees is carried
out not in accordance with the strategy of personnel management, but on the fact of
occurrence of a "hot vacancy". There is no strategy of personnel development and
training, personnel professional adaptation is implemented "in passing", without
sufficient organizational and methodological support.

Taking into account the foreign experience of personnel management, having
identified the main problems, some changes in the personnel management system were
proposed and measures related to the improvement of the new personnel management
system in Hilding Anders SA were developed:

1. To make changes in the organizational structure of Hilding JSC (Uzbekistan).

To introduce 1 employee "Recruitment Manager";

2. Develop measures related to the improvement of the new HR management
system of Hilding Anders JSC (Uzbekistan).

3. Implementation of the adaptation program.

4. Introduction of modern automated HRM systems in the company Hilding

Anders JSC (Uzbekistan).

The proposed measures will help to increase labor productivity, promote
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professional motivation, quick and quality decision-making, improve the social status
of employees and effective personnel management, which will generally have a
favorable impact on the results of JSC Hilding Anders JSC (Uzbekistan).
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ANNEX A
Price list of Hilding Anders JSC products (Uzbekistan)
LeHa 3a n
Hena 33 . |Crugra, % |eguHuLy co HaumeHoBaHWE TOBapa S
EANHWLY Npaic - aHue
CHMOHON
Kpoeamu
1 32106000 50% |16053 000|COcHoeaHwe Ergomotion 200%160 mogent 3160
P 42592000 30% |29815000|CcHosanue Hilding Expanded 200160
3 7933 000 R 5958 000 KpoBaTe 200%120 Claire (Knzp) Tk. Casanova Milk+OcuoBaume ©
namenamu 200120
4 7933 000 R 5958 000 KpoBaTe 200%120 Claire (Knzp) Tk. Casanova Grey+OCHOBAHWE ©
namenamu 200120
5 2 100 000 S 5915 D00 KpoBaTe 200%120 FENDI Tk. Enrichl 402 8+0cHoBaHmne ©
namenamu 200120
6 — 5778 000 KpoBaTe 200120 FENDI Tk. Casanova Milk+OcHoBaume ©
namenamu 200120
7 15 275 455 AR 2574000 KpoBaTe 200*160 Greif (Fpeid) Tk. Enrichl 4037 + OcHoBaMMeE © At KaT
namenamu Al Cono H-260 2000#1600
8 1333000 0% (RN KpoBaTe c MM 200%160 Alana (AnaHa) Tk. Casanova Grey + % Kar
Ocuoeaume ¢ MM 200¥160
9 20% a KpoBaTek € MM 200%160 Alana (AnaHa) Tr. Casanova Sky + % Kar
Ocuoeaume ¢ MM 200¥160
K MM 200%160 Al An Th. Th. Sky Velvet
10 18333000 40% |11000000| ~o0 " C ana (Anana) Tk Tr. Sky Velve 3 kar
16+0cHoBanme ¢ MM 200¥160
11 20% a KpoBaTek c MM 200%160 Alana (AnaHa) Th. Sky Velvet % Kar
08+0cuosaume ¢ MM 200¥160
K MM 200%160 Al An Tk. D t02
12 17500000 40% |10500000| 00" C ana (Anana) Tk. Dumon 2 kar
+0Ocuosaume ¢ MM 200¥160
K MM 200%160 Claire (Knap) Tk. Sky Velvet 17
13 13600000 25% |10200000| "0 " C aire (Rn3p] Tic. Sky Velvel 3 kar
+0Ocuosaume ¢ MM 200¥160
14 136000000 5% (NEEEEEE KpoBaTek c MM 200%160 Claire (Hn3p) Th. Casanova
Grey+Ocuosanne ¢ MM 200%160
15 1% a {uHa)KpoBate ¢ MM 200%160 Esmeralda Premier (3cmepansas % Kar
Mpemeep) Th. Casanova Stone  +0cuosamue ¢ MM 200%160
16 22 057 000 REE 2713 000 KpoBaTek ¢ MM 200*160 Fabiano K/3 Fashion Black +OcHoBaune 3 way
¢ M 200%160
17 22 057 000 REE 2713 000 KposaTk € MM 200%160 Fabiano K3 Cordova Marfil +DcHoBanme % Kar
¢ M 200%160
HpoBaTe ¢ MW 200¥160 Fabiano Tr. Dumaont 24 ¢ M
18 22037000 65% 7 713 000 p 2 Rar
+0Ocuosaume ¢ MM 200¥160
19 15230000 35% 9900 000 KpoBaTek ¢ MM 200*160 FENDI Tk. Casanova Grey +0cHOBaHWE © 3 kar
nMm 200%160
K Mk 200%160 FENDI Tk. Enrichl 4028 +0c
20 15838000 35% |10295000) oo " ° fEnTIE HOBAHMEE | 2 oy
nMm 200%160
K Mk 200%160 FENDI Tr. Enrichl 66 +0c nm
21 15838000 35% |10295000 2;;?2:; - e HOBARKE €
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Lz == - CHuaka, 3a|egrMH LYy Co HaumeHoBaHWE TOBE pa B
SAMHKMUY Npanc e aHwWe
Kpoesamu
- -
22 24 262 00O TS ATIEEE HpoeaTe c Mk 200*150 Mona (MoHa) Te. Royval Mist 4 waT
+OcHosadne ¢ MW 200%160
23 22 849 00O assg 12 567 KpoeaTe c Mk 200*160 MORE I Th. Casanowva Grey+OcHoBaHneE
c MM 200*160
24 22 849 DOO asse 12 567 KpoBaTe c Mk Z200*160 MORETTI TH. Sky welvet 21 +OcHoBaHMe ©
nmn 200* 160
- -
25 409 o KpoBaTe c Mk Z200*160 MORETTI Tk, Enrich1l 4007 +0OcHOBaAHME C a4+ naT
nmn 200160
=
26 22 849 000 asee 12 567 HpoBaTe c Mk 200¥160 MORETTI TH. Sky Welvet 43 +OcHOBaHME C —
nm 200¥160
=
27 asag o HpoBaTe c Mk 200F160 MORETTI TH. Sky Welvet 16 +OcHOoBaHME C —
nm 200%160
=
28 a5 o HpoeaTe c Mk 2005160 MORETTI Tk, Royal Pure+Ocuosadme c 4 war
nm 200160
- -
20 15 033 000 SETS TTET KHpoeaTe c Mk 2005160 Nordi (Hopaw) Sky Velwvet 40 R
+OCHOBaHHWE C Fra3. NpyxuHamu 200%160
- -
10 15 033 000 ST TTET HpoeaTe c Mk 200%160 MNordi (Hopaw) Sky Velvet 38+0OcHoBaH e R
C ras. npy:samHamea 2005160
- -
31 15 033 00O T TTET HpoeaTe c Mk 200*160 Mordi (Hopaw) Sky Velvet L0+OcHoBaH e N
C ras. npy:sHamea 2005160
=
22 16 500 000 356 10725 HpoeaTe c Mk 200150 OLIVIA Te. Dumont 24 +0OcHosaHme c MW 3 waT
200*160
=
23 16 500 000 359 10 725 Hpoeate c Mk 200150 OLIVIA Tk, Dumont 08 +OcHosaHwme c MVl 2 wat
200* 160
o p—
34 17 565 000 asae 14 218 KpoeaTe c Mk 200*160 Olivia (Onuena) TH. Sky Velwet 03 3 waT
+OcHosaune c MW 2005160
- p—
35 17 565 00O asa 14 218 KpoBaTe c Mk 200*160 Olivia (Onmena) TH. Sky Velwvet 08 3 waT
+OcHosaune ¢ MM 200%160
- -
76 20 987 000 a0% 12 5a3 KpoBaTe c Mk 200%160 Rosalie [Pozanu) T, Sky Velwvet 10 3 ot
+OcHosadne c MM 2009160
- -
37 20 987 000 a0% 12 5a3 HpoBaTe c Mk 200%160 Rosalie (Pozanu) T, Sky Velvet 43 3 ot
+OcHosaune ¢ MM 2007160
o~ -
18 20 987 000 a0% 12 583 HpoeaTe c Mk 2005160 Rosalie (Pozanun) T, Sky Velvet 42 3 war
+OcHosaune c MM 2007160
= =
30 19 003 000 s AT cEn KpoeaTe c Mk 2005160 ROSSIMNI Kfs Chester Celine 01 R
+OcHosanne c MW 200%160
=
40 19 002 000 asee 10 a52 HpoeaTe c Mk 200F160 ROSSIMI Th. Casanowva Sky +Ochosanne c A
Mnn 200*160
=
41 19 002 00O asse 10 a52 HpoeaTe c Mk 200150 ROSSINI Tk, Casanova Stone +OcHOoBaHMEe [
c MM 200%160
UeHa 3a
LeHa sa Mprmey
- Crmaoka, %6 |egMH Uy co HawvwmeHoeaHKWe ToOBAPE
EOMHKMLUY Npanic T aHKE
Kpoeamu
=
42 19 003 000 cEos ATeEE KpoeaTe c Mk 200%160 ROSSINI Tr. Sky Welvet 17 +OcHoBaMme C 3 haT
nm 200%160
K] MM 200¥160 ROSSINI Th. Sky Velwet 40 +0Oc
43 19003 000| 45% (10452 000| ~°°FTEC e SRy elve HoBaHME T | g par
nm 200*160
44 19 230 000 TEos 1z KpoeaTe c Mk 200%160 Ruta (PyTa) Te . Sky Velvet 03+0cHosaume
< MM 200%160
45 19 230 000 TEos 1z KpoeaTe c Mk 200%160 Ruta (PyTa) Th. Casanova
Grey+0OcHosauwne ¢ MWV 2005160
46 18 806 000 Foos e KpoeaTe 200%180 Greif (Fpeid) Tk, Casanova Seawave P
+OCcHOBAHKE C namenamm Al Cono H-260 2000¥1800
47 18 806 000 Foos e KpoeaTe 200%180 Greif (Tpeid) Th. Madagaskar 08 OcHoBaHMe C P
namenamu Al Cono H-260 2000%1800
*
48 Foos T KpoeaTe c Mk 200%180 Alana (Anana) Te. Sky Velvet 08 P
+OcHosaHume ¢ MMV 200180
=
49 25 400 000 Foos a5 KpoeaTe c MK 200%180 Alana (Anana) Te. Sky Velvet 38 P
+OcHosaHume ¢ MMV 200180
HpoeaTe c MM 200¥180 Alana (Anana) Tk, Sky Velvet 40
50 55% o P { ! ¥ 3 kaT
+OcHosaHume ¢ MMV 200180
K] nm 200%¥180 Al An Tk. Enrichl 4028
51 26888 000| 55% (12 100000| CoRETEC ana (Anana) Tk. Enric 4+ waT
+OcHosaHume ¢ MMV 200180
=
52 Foos T KpoeaTe c Mk 200%180 Alana (Anana) TH. Dumont 02 P
+OcHosaHume ¢ MMV 200180
53 25 400 000 Foos a5 KpoeaTe c Mk 200%180 Alana (AnaHa) Th. Casanova Grey P
+Ocuosaume c MM 200*180
=
54 25 400 000 Foos a5 KpoeaTe c Mk 200%180 Alana (AnaHa) Th. Casanova Stone P
+OcHosaHume ¢ MMV 200180
=
55 25 400 000 Foos a5 KpoeaTe c Mk 200%180 Alana (Anana) Te. Sky Velvet 16 P
+OcHosaHume ¢ MMV 200180
" -
56 18 540 000 s qnoET KpoeaTe c Mk 200%180 Astrid ([ AcTprg) T Sky Velvet 38 P
+OcHoBaHume ¢ MM 200180
" -
57 18 540 000 s qnoET KpoeaTe c Mk 200%180 Astrid [ AcTpmkg) T Sky Velvet 03 P
+OcHosaHume ¢ MMV 200180
" -
58 18 540 000 s qnoET KpoeaTe c Mk 200%180 Astrid ( AcTpug) T, Sky Velvet 40 P
+OcHosaHume ¢ MMV 200180
59 s T KpoeaTe c Mk 200%180 Astrid (AcTpug) T Sky Velvet 21 P
+OcHosaHume ¢ MMV 200180
HpoeaTe ¢ MMM 200%180 Astrid (AcTpwg) Tk. Casanova Stone
60 18 540 000 30% 12 978 000 B ( pua) 3 Kat
+OcHosaHume ¢ MMV 200180
Hj MM 200*180 Astrid (A Tk. Enrichl 4046
61 10 200 000| 30% |13 440 ooo|!HoINPoBaTEC rid (AcTpua) Tk Enric a4+ waT

+OcHosaHume ¢ MMV 200180
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UeHa za -
f=m=a - Cruaka, % (enaMHKMLy co HaumeHoBaHWe ToBa pa LRSS
EOMHMLY NPpanc T aHWe
Kpoaamu
62 23 045 DOO a 13 827 HpoeaTe c Mk 200%180 Catarina Premier (KatapuHa Mpemeep]) 3 ke
TH. Sky Velvet 43 +Ocuosadme ¢ MM 2005180
- - -
63 a o HpoeaTte c Mk 200%180 Catarina Premier (Katapwha Mpemeep] e
Tr. Sky Velvet 21+0Ocuosaume ¢ MM 2005180
64 23 045 DOO a 13 827 KpoeaTe c Mk 200*180 Catarina Premier (KatapuHa Mpembep] 3 ke
Te. Sky Velvet 38+0cHosaune c MK 2005180
- - -
65 23 045 DOD a 13 827 HposaTe c Mk 200*180 Catarina Premier (HaTtapwha Mpemeep] e
Tr. Sky Velvet O0E+OcHosaume c MM 2005180
- - -
66 23 045 000 a 13 827 HpoeaTe c Mk 200180 Catarina Premier (KatapwHa MNpemeep) 3 kaT
TH. Sky Velvet 17+0OcHosaune ¢ MW 200180
67 23 045 000 a 0z e HpoeaTe c Mk 200%180 Catarina Premier (KatapwuHa Mpemeep)
Tr. Sky Velvet 156+0OcHosaumwe ¢ MM 2005180
- B
68 15 773 000 oo ot HpoeaTe c Mk 200180 Claire (Hnap) Tr. Sky Velvet 2 kaT
O08+0OcHosanme c MWV 200¥180
y -
69 13 773 000 oo Ot HpoeaTe c Mk 200%1280 Claire (Hnzp) Th. Sky Velvet 2 maT
17+0OcHoBanme c MM 200180
- -
70 o T HpoBaTe c M 200180 Claire (Hn2p) Th. Dumont 24+0cHoBaHMe 2 war
< MM 200%180
K nra 200%180 Clai Hn Tr. C
71 13773 000| 25% |10330000| F°RETEC aire (Knsp) Tk Casanowva 3 kaT
Milk+OcHoBanme ¢ MM 200180
- B
72 13 773 00O o Ot HKpoBaTe c Mk 200%180 Claire (Hn2p) Tk. Casanova R
Grey+0OcHosadme ¢ MM 200%180
73 258 o Hpoeate c Mk 200%180 Claire (Hn=zp) T Sky Velvet 3 ke
O3+0DcHosadue c N 2007180
+ -
74 3590 HpoeaTte c Mk 200%180 FENDI Tk. Casanowva Lilac crpasa e
+Ocuosaune ¢ MMV 2005180
=
75 Toos T HpoeaTe c Mk Z200%180 FENDI Tk. Sky Velvet 08+0OcHosaHme c MM T
200%180
- -
76 17 052 00O 2500 11 KposaTe c Mk 200180 FENDI Tk. Casanova Milk+OcHosanne ¢ e
nn 200%180
7 16 261 00O 350 10 700 HpoeaTe c Mk 200180 FENDI Th. Casanova Grey+OcHoBaHME C©
nm 200*180
- -
78 17 420 DOO 35080 11 323 HpoeaTe c Mk 200%180 FENDI Th. Enrichl 4028+0cHosanne c MM 4 war
200%180
- -
70 17 420 0OO 359 11 323 KpoeaTe C M 200180 FENDI Tk. Enrichl 248+0cHoBaHKe c MW I
200*180
+ -
80 3594 o HpoeaTe c Mk 200F1280 FENDI Te. Enrichl 66+0OcuoBanme ¢ MM PA—
200%180
- - B
81 22 594 00O o = HKpoBaTe c M 200%180 Fabiano K/3 Fashion Black +OcuoBaHme c 2 ket
nmM 2005180
L, LieHa 3a =
eHa sa ey
= Cruaorka, ¥ |egHmuy co HavmeHoBaHWe ToOBapa =
EOMHK npaic _ aHWe
= Ci e CHMAOROM
Kpoeamu
- = =
82 34471 azs T T EEE HpoBeaTe c MM 200*180 Fabiano Kf3 Cordova Marfil +OcHosaHne 3 waT
c MM 200%180
83 27 594 000 65% 7 HpoeaTe c MK 200*180 Fabiano Kf3 Fashion Rose +0OcHosaune c 2 kaT
nmn 200*180
84 22 594 000 o = HposaTe c Mk 200*180 Fahiano Th. Dumont 24 +0cHOBaHME C >
243 000 | oo, 200180 ET
8s 23 594 OOO 65% 7 HposaTe c Mk 200*180 Fahiano K3 Elite Grape +OcHoBaume c 2 ket
nm 200*180
g6 20 987 000 a 14 691 HpoeaTe c Mk 200*180 Merelin Premier (M=apenun MNpemeep) TH.
Sky velvet 16+0OcHosaune c MW 200%180
87 20 987 000 a 14 691 HpoeaTe c MK 200*F180 Merelin Premier (Mapenun MNpemeep) TH.
Sky velvet 17+0OcHosaune c MW 2005180
g8 20 987 D00 oo S Frl T HposaTe c Mk 200180 Merelin Premier (Mapenun MNpembep) T, =
HaT
Sky Velvet 08+0OcHosaume c MM 2005180
89 20 987 DOO T 7 EEE TTT HpoeaTe c MM 200¥180 Merelin Premier (Mapenun Mpemeep) Th. =
Sky Welvet 43+Ocuosanme ¢ MM 2005180 AT
HposaTe c MM 200¥180 Merelin Premier (MapenuH MNpembep) Tk,
a0 30% o P _ ‘ P P Pl 3 KaT
Casanowva Milk +Ochosanmne ¢ MM 200%180
97 20 987 D00 = qo e HpoesaTe c MM 200*180 Merelin Premier (Mapenun MNpemeep) Th. =
0% 09915 mont 02 +Ocnosanme ¢ MM 2007180 =T
02 Eoo I KpoBaTe c MMk 200*180 Mona [MoHa) Tk. Royal Mist a
+Ocuosatue ¢ M 200*180 T
03 24 724 00O 559 13 276 poo | FPoBEETE € MM 200%180 MORETTI TH. Sky Velvet 43 +Ocuosaume
c MM 2005180
=
a4 259 724 000 Fros e HposaTe c MK 200*180 MORETTI Tk. Sky Velvet 16 +OcHOBaHME C 3 waT
nm 200¥180
K] Mnra 200*180 MORE | T Sky Velvet 43 HEMUYYT
a5 29 724 000| s55% |14 040000 P7RETRC i 3 kaT
+OcHosanme ¢ MM 2005180
=
96 29 724 000 Fros az =T HpoeaTe c MK 2005180 MORETTI Te. Sky Velvet 21 +OcHoBaHMeE C 3 waT
nm 200¥180
o7 29 724 000 G59 13 376 HpoeaTe c MK 200*180 MORETTI Th. Casanova Lilac +OcHosaume 3 kaT
< MM 200%180
=
ag 29 724 000 559 13 376 HpoeaTe c MM 200¥1280 MORETTI Tk, Casanova Grey +OcHOoBaHHWe N
< MM 200%180
= B
ag 16 114 667 o TEEr KpoeaTe c MK 200*180 Nordi (Hopgw) Sky velvet 38 3 ot

+OCHOBAHMWE C Fas. NpysuHammK 2005180




111

Kpogamu
100 HpoeaTe c MM 200¥180 Mordi (Hopagw) Sky Velvet 11 3 kot
+ODCcHOBaEHHWE C ras. NnpysHuHamn 200% 180
*
101 17 592 00O 359 11 HpoeaTte c MM 200%F180 OLIVIA TH. Dumeont 22 +0Ocuosadme c MM 2 kaT
200%180
K N 200*180 OLIVIA T Dy t 24 +0Oc mm
102 17692 000| 35% |11 500000| C°7FTEC F- Bumen HomaHneE 3 kaT
200%180
K MM 200*180 OLIVIA T D t 26 +Oc nm
103 17692 000| 35% (11 so0o000| C°7ETEC - Bumen HomaHneE 2 kat
200%180
104 18 623 00O a5, 12 HKposaTte c MM 200¥%180 Olivia (Onwnewna) Tk. Casanowva Milk 2 kart
+OcuoBanme ¢ MM 200¥180
K] nmM 200%180 OLIVIA Tk D t 08 +0c M
105 17692 000| 35% |14 500000| P75 S FeBumen HoBanne € 2 kar
200%180
+
106 12 923 000 TEs 4= HpoeaTe c MW 200¥180 OLIVIA Th. Sky Velvet 16 +OcHoBaHWe C P
nm 200*180
107 29 577 00O FEs AE TOTTTT HposaTe c MM 200%180 Rosalie (Posann) Th. Sky Velvet 42
+Ocuosaume c MM 200*180
= B
108 29 577 0OO FEos AT AT HKpoeaTe c MM 200¥180 Rosalie (Posanun) T, Sky Velvet 43 3 ket
+OcHosaume c MM 200¥180
K nm 200%180 R lie (P Tr. Sky Velvet 03
109 20577000| 55% [13310000| FORETOC osalie (Pozanu) Tw. Sky Velve 3 kaT
+0OcHoBanme ¢ MV 200*180
110 26 577 DOO FEos AT =T HpoeaTte c MM 200%180 Rosalie (Posanwn) Th. Casanova Grey 3 war
+OcrosaHdme c MM 200%180
K] Mma 200*180 R lie (P Th. Sky velvet 16
111 20577000| 55% [13310000| CO°FTRC osalie (Posanu) Tk. Sky Velve 3 kaT
+0Ocuosaumne c MM 200%180
112 34 577 000 HKposaTte c MM 200¥180 Rosalie (Posanwn) Tk. Sky Velvet 40 2 kaT
+0Ocuosaumue c MM 200¥180
- B
113 29 577 00O FEs AE T HKpoeaTe c MM 200¥180 Rosalie (Posanwn) Th. Casanova Marsala R
+Ocuosaumne c MM 200%180
114 29 577 00O FEs AE T KpoeaTte c MM 200¥180 Rosalie (Posanwu) Tk. Casanova Milk
+Ocuosaume c MM 200*180
115 20 618 000 oS aa HpoeaTe c MK 200¥180 ROSSINI TH. Sky Velvet 40 +0OcHOBaHME C
nmM 200%180
HpoeaTe c MM 200%180 ROSSINI Th. Enrichl 848 +OcuoBaHMe ¢
116 21 709 000 45% 11 940 000 P 4+ KaT
nmn 200180
K MM 200*180 ROSSINI Te. Enrichl 66 +0c
117 21708000| 45% [11940000| °°7FTEC K- ENOE HomaHME © 4+ kaT
nmn 200180
K] MiA 200%180 ROSSINI Te. Enrichl 4039 +0c
118 21709000| 45% [11e4p0000| °°7FTEC K- EnriE HOBIHMES | 44 kar
nmn 200180
K] NnmM 200*180 ROSSINI Tr. Sky Velwvet 17 +Ocl
119 20618000| 45% [11340000| P°7FTEC K St Vel HORAHWES | 44 ket
nm 200¥180
Llena 3a -
L=mE =2 - CrHOKa, 2 |egrHMLY Co HaumeHoBaHWE TOBE pa BrmMEs
SOMHKLY Npaic S aHMe
Kpoaamu
120 20 518 000 asog 11 KpoBaTe c Mk Z200*1LE80 ROSSIMNI TH. Dumont 02 +0cHoBaHME C 2 waT
Mnmn 200*180
121 assg o HpoeaTe c Mk 200%1L80 ROSSIMNI TH. Dumont 08 +OcHOoBaHHE © 3 waT
nmn 200%180
122 20 618 000 assg 11 HpoeaTe c Mk 200180 ROSSIMI Tr. Casanowva Grey +(OCcHoBaHME -
c MM 2005180
123 20923 000 TEos O KpoBaTe c Mk Z200*1LE80 Ruta (PyTa) Te . Sky welwvet 17 3 et
+OcHosaHne ¢ MM 2005180
124 20923 000 oo 0= HpoeaTe c Nk 200%1L80 Ruta (PyTa) TH. Casanova Grey N
+OcHoBaHKWeE c MW 200%180
125 20923 00O Toos e HpoeaTe c Mk 200*180 Ruta (PyTa) Th. Dumont 22 +0OcHOoBaHME C 2 ot
nm 200%180
126 20923 000 TEos O HpoBaTe c Mk Z200*180 Ruta (PyTa) TH. Dumont 26 +0CcHOBaHME C 2 kaT
Mn 200*180
127 20923 000 oo 0= HpoeaTe c Nk 200%1LE80 Ruta (PyTa) TH. Dumont 02+0CcHOoBaHHME C 2 wat
nm 200*180
128 20923 00O Toos e HpoeaTe c Mk 200*180 Ruta (PyTta) Th. Sky Velvet 08+0OcHoBaHME N
c MW 200%180
KpoeaTtTe c Mk 200%180 Esmeralda Premier (3cmepansaa
129 25 834 000 3I0% 18 084 000 |Mpembep) Hfs Chester Celine 01 +OcHosaHKue c M 3 kaT
200%180
(mHalRpoeate c MW 200%180 Esmeralda Premier (3cmepanega
130 25 834 000 3I0% 18 D84 000 |Mpembep) Th. Casanowva Milk +OcHosaHme c MM 3 kaT
200%180
(mHalRpoeate c MW 200%180 Esmeralda Premier (3cmepanega
1317 25 834 000 3I0% 18 D84 000 |Mpembep) Th. Casanowva Stone +OcHosaHme c M 3 kaT
200%180
= -
132 25 834 000 209 18 (mhalHpoeaTte c MM 200 ELSD Esmeralda Premier (3cmepaneaa 3 ot
Mpemeep) Th. Casanova lilac+Ocuosanme ¢ MM 200180
133 25 834 000 =70 o HpoeaTe c Nk 200% 180 Esmeralda Premier (3cmepanena N
Mpemeep) Th. Sky Velvet 1 7+0Ochosaume ¢ MW 200* 180
134 =0 T HpoeaTe 200200 Merelin Premier (Mapenun Mpembep) Th. Sky
wvelvet 03+0cHOBaHME C namenamm 200%200
135 17 260 00O 209 12 103 KpoeaTe 200*200 Merelin Premier (M2apenun MNpemeep) Th. Sky
Welvet 17+0cHOBaHKME C namenamK 200200
136 17 290 OO0 =Tos qmaTE HpoBaTe 200*200 Merelin Premier (MapenuH MNpemeep) TH.
Casanowva Stones+Ocuosamme C namename 200% 200
137 19 090 00O assg 10 HpoeaTe 200200 ROSSINI Tr. Dumont O0Z2+0cHOBaHHME C e

namenamn 2007200
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Mampacer

7 5 549 000D 25% 4 162 000 | MaTpac 200=020 Hilding Flagman 5.0

2 B 346 666 25% 5 210 00| MaTpac 200120 Hilding Flagman 5.0

3 Iakad MaTpac 200120 BICOFLEX CLIMATE COMFPFORT
4 8 424 000 25%a 6 318 000D | MaTpac 200140 Hilding Flagman 5.0

5 11 B50 O 35% 7 703 000 | MaTtpac 200*140 Andre Renault Classic Delon
[i] 11 522 O 402 6 914 00| MaTpac 200160 Andre Renault Classic Blanc
i 13 052 O 35% 8 48B4 000 | MaTpac 200160 Andre Renault Classic Delon
a 11 829 D00 S0 8 2B1 000 | MaTpac 200*160 Andre Renault Classic Helen
9 31 555 {0 45% 17 356 000 | MaTpac 200*160 Andre Renault Design Art
10 25 SBET DO 402 15 2533 D) MaTpac 200*1680 Andre Renault Design Fashion
717 21 374 D0 35% 13 894 00D | MaTpac 200160 Andre Renault Design Model
12 17 420 000 A% 10 452 000 | MaTpac 200160 BICOFLEX AIR PULSE
13 19 366 &0 35% 12 589 000 | MaTpac 200*160 BICOFLEX CLIMATE COMFORT
14 25 078 D0 A45% 13 793 00| MaTpac 200*160 BICOFLEX DELLX
15 11 174 0DD S0 7 B22 00| MaTpac 200160 Hilding Box Change
16 16 000 000 S0 8 000D 00 | MaTpac 200160 Hilding Expanded Lite
17 14 SO0 Doy 30 10 430 000 | MaTpac 200*160 Hilding Expanded Medium
18 11 275 D0 A% 6 765 00D | MaTpac 200*160 Hilding Flagman 5.0
19 16 272 D00 A% 9 7ed 000 | MaTpac 2007160 Hilding 10 X-MNANO
20 10 095 D00 25% 7572 00| MaTpac 2007160 Hilding 10 X-PRO
21 39 B93 000 B0 7979 000 | MaTtpac 200*160 JENSEMN PRIMA
22 MaTpac 200160 Mature Slesep Green
23 12 B33 DD 0% 7 700 D00 | MaTtpac 200°180 Andre Renault Classic Blanc
24 14 952 00D 35% 9 706 00 |MaTtpac 200°180 Andre Renault Classic Delon
25 15 263 OO0 30 g 285 000 |MaTtpac 200*180 Andre Renault Classic Helen
26 35 662 0 4525 19 615 0 | MaTpac 200* 180 Andre Renault Design Art
27 32 956 DO £45% 1B 126 000 | MaTpac 200° 180 Andre Renault Design Fashion
28 36 250 D0 B0 14 500 000 | MaTpac 200180 Andre Renault Design Model
29 18 B75 OO0 A0% 11 325 000 | MaTpac 200*180 BICOFLEX AIR PLILSE
30 20 523 D00 35% 13 340 000 | MaTpac 200=1280 BICOFLEX CLIMATE COMFORT
317 27 351 D0D0 45% 15 055 00| MaTpac 200180 BICOFLEX DELLX
32 9 B20 DD 25% 7 365 0| MaTpac 2000180 Hilding Flagman 5.0
33 17 BOE D00 A0%a 10 685 00 | MaTpac 200°180 Hilding I3 X-NAND
34 10 B54 954 25% 8 142 00| MaTpac 200*180 Hilding 10O X-PRO
35 MaTpac 200180 JENSEMN PRINMA
J6 35 182 000 A% 19 910 00| MaTpac 200180 JENSEN HARALD
37 40 271 00D A0%a 24 163 00 | MaTpac 200180 JEMSEMN PRESTIGE
38 16 470 DO 35%. 10 706 0| MaTpac 200* 200 Andre Renault Classic Delon
39 14 515 0 S 10 161 | MaTpac 200200 Andre Renault Classic Helen
40 21 950 D0 Q% 15 158 00| MaTpac 200200 BICOFLEX AIR PLILSE
41 30 272 000 45% 16 650 000 | MaTpac 200200 BICOFLEX DELUX
42 MaTpac 200*200 Andre Renault Design Fashion
43 24 2935 0 35%. 15 791 00| MaTpac 200200 Andre Renault Design Model
44 18 355 D00 Q% 11 0D 000 | MaTpac 200200 Hilding 10 X-MNAND

29 5235 000 35% 19 190 00| MaTpac 220200 BICOFLEX CLIMATE COMFPFORT
45 46 78T 00D T2 14 037 000D | MaTpac 200=200 JENSEMN PRIMA
LeHa 3a
H=m=sa - Cruraka, %6|egrHK1 Ly Co HaumeHoBaHKe ToBE pa s
eOMHHLY Npaic - aHWe
CHEMOHOK
Akxkceccyapiil

1 1236421 10%s 1113 000 |Ogeanc 140%105 Bounty Hilding Kids

2 1824 584 10%s 1 643 000 |0ageanc 205¥140 Bounty Hilding Kids

3 790 747 12% 596 000 | Oneano 205140 Start HA

4 1 086 060 20%: 869 000 |Ogeano 220%200 Start HA

5 1131841 50%: 566 000 |Ogeano 205%140 Neo Start

[ 1 559061 S50% 780 000 | Ogeano 220*200 Neo Start

il 1 438 705 7% 1 338 000 | Ogeano 205%140 Cotton Hilding Anders

i 1 146 000 129 1009 000 | Ogeano 205*140 Tencel Hilding Anders

9 2 248 924 12%% 1 980 000 | Ogeano 205*172 Camel Hilding Anders

10 2 093 154 726 1 947 000 | Ogeano 220200 Cotton Hilding Anders

11 1 590 000 1395 1 400 000 | Ogeano 220*200 Tencel Hilding Anders

12 2 180 560 50% 1091 000 |Ogeano 205*140 Neo Intense

13 3 077 012 S50% 1 539 000 | Ogeano 220*200 MNeo Intense

14 1438 705 7 1 338 000 |Oneanc 205%140 Neo Cotton

15 3 900 OO S50%a 1 950 000 | 0oeanc 220¥200 Neo Cotton

16 4177 778 55% 1 880 000 | Ogeano 205140 Cooling Sensation Hilding Technology
17 4 563 DO0D 5525 2 099 D00 | Ogeano 220*200 Cooling Sensation Hilding Technology
18 3 555 556 5524 1 500 000 | Oaeano 205%140 Fine Climate Hilding Technology
19 4 798 000 55%% 2 1650 000 | Ogeano 220%200 Fine Climate Hilding Technology
20 3 500 00O 40% 2 100 000 | Mogywka 040%070 SUB-0 Replenish

21 3 952 927 45% 2 135 000 | MNogywka 045%061 SUB-0 SoftCell Chill

22 16552 618 40% 992 000 | MNogywka 045%066 SUB-0 Identically Down

23 3 000 00O 452 1 650 000 | MNogywka 040%050 SUB-0 Gelegant

24 3 150 000 60% 1 260 000 | Nogywka 046%071 SUB-0 SoftCell Lite

25 1 500 000 65% 525 000| Nogywka 050%070 Essential

26 5655 280 44% 367 000 | Nogywka 050%070 Rest Hilding Anders

27 532 000 S50% 266 000 | Nogywka Neo Soft

28 2 675 250 60% 1 071 000|Nogvwka Bicoflex No-Snore

29 2 378 000 55% 1 071 000|Noayweka Bicoflex Original plus

30 1327 000 30% 929 000 | Nogywka Bicoflex Classic

31 2 000 000 52% 960 000 | Nogywka Bicoflex Original

32 2 700 000 S50% 1 350 000| Nogywka Deep Dream L

33 2 700 000 55% 1215 000| Nogywka Deep Dream M

34 3 051 295 65% 1072 000 | Nogywka Deep Dream S

35 2 589 090 50%6 1 295 000 | Nogywka Dual Comfort 7 in 1

36 2 743 000,00 35% 1 783 000 |Nogywka Expanded Plus L

37 2 743 000,00 50%6 1 372 000 |Nogywka Expanded Plus M

38 2 743 000 60% 1 098 000 |Noagywka Expanded Plus S

39 3017 330 523 1 147 000 |Nogywra Neo Coal L

40 3017 330 523 1 147 000 |Nogywra Neo Coal M

A1 3017 330 523 1 147 000 |Nogywra Neo Coal S
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leHa 3a
L= =2 - Crwmaka, %6(eguHuuy co HawmeHoBaHwe ToBapa Tz
EAWHWUY NPaAc . aHHE
CKMOKOH
Axceccyapi!
43 1527 000 45% 840 000| Noaywsa Neo Form M
44 1527 000 45% 840 000 | MNogywrka Meo Form S
45 1418 000 45% 780 DOO0|Noaywra Neo Relax L
46 1418 00O 45% 780 000|Mogywra Neo Relax M
47 1418 000 45% 780 000|Noaywha Neo Relax S
48 2176 500 539 1023 000|Megywka Good Dream
49 Z 234 000D 53% 1 050 000 | Nogywra Neo Wave
50 504 615 25% 379 D00|Noaywha Little sleeper 1+ HA
51 560 D00 20% 528 000| Nogyweka Little sleeper 3+ HA
52 4 000 000 70% 1 200 000|Noaywka Natur Latex
53 272 308 15% 232 D00| Noayweka Sleeping angel O+ HA
54 1522 500 30% 1 066 0D0[KNE HA Caramello (espo) - NnogoaeanbHWE M 2 HEBOAOUYKK
55 1522 500 30% 1 066 DOO|HMNE HA True White (eBpo) - NnoAoASANEHWE W 2 HEBOAOUYKK
56 1738 130 60% 596 D00| MpocTeiHe 160%200 HA Cappuccing
57 1738130 60% 696 000| NpocTeiHe 160*200 HA Marmaris
58 1738130 60% 696 000 | NMpocTeiHe 160*200 HA True White
59 1861 880 0% 745 000|MNpocTteiHe 180%200 HA Cappuccing
60 1861 880 60% 745 D00|MNpocTeiHe 180%200 HA Grey smoke
61 1 861 880 60% 745 000|MNpocTeiHe 180¥200 HA Marmaris
62 1 861 880 60% 745 000 | MpocTeiHe 180¥200 HA True White
63 S00 000D 40% 300 000 |Yexon Ha nogywky 050F070 Pure Care StainGuard
64 917 D07 50% 459 000[Yexon 200*090 Cover Hilding
65 1425454 50% 714 000|Yexon 200*160 Cover Hilding
66 1630234 50% 816 000|Yexon 200*180 Cover Hilding
67 1743 828 40% 1 047 000|Yexon 200¥090%33 Pure Care Celliant
68 1436 094 40% 862 000 |Yexon 200¥090%33 Pure Care Frio Silver
69 2 583 104 40% 1 550 000|Yexon 200¥140%33 Pure Care Celliant
70 2 586 834 40% 1 553 000|Yexon 200¥140%33 Pure Care Frio Silver
i1 2814 372 40% 1 689 000|Yexon 200*160*33 Pure Care Frio Silver
72 2952 386 40% 1 772 000|Yexon 200%180*33 Pure Care Celliant
72 2971 408 40% 1 783 000 |Yexon 200*180*33 Pure Care Frio Silver
74 3119978 40% 1 872 000 |Yexon 200*200*33 Pure Care Frio Silver
75 1292 565 25% 970 000|Yexon 200%200%33 Pure Care OmniGuard Silver
76 3 068 104 40% 1 841 000|Yexon 200¥200%33 Pure Care Celliant
77 2 906 691 55% 1 309 000|Yexon 200¥200%33 Pure Care StainGuard
LieHa 3a
I=zes . |CHngka, %a|eguHuuy co HaumeHosaHWe ToBapa M=t
EeqHHHLY Npanc . aH1e
CHMAKCH
Mebens
1 3 750 000 2005 3 000 000| Tymbouka Knaccwk 1 co ctewnom T, Casanova Grey pydHa xpom 3 Hat
2 3 750 000 2004 3 000 000 | Tymboura Knaccrk 1 co ctewnom Te. Casanova Milk pyuka xpom 3 Hat
3 3 750 000 2004 3 000 000| Tymboura Knacocwe 1 co crewnom T, Casanova Lilac pyura xpom 3 Hat
4 4 200 000 20% 3 360 000 | Tymbouka Knaccwk 1 co crewnom Tk, Enrichl 4028 pyuka xpom 4 + KaT
5 4 200 000 20% 3 360 000|Tymbouka Knaccwk 1 co crewnom Tk, Enrichl 4037 pyuka xpom 4 + KaT
] 4 200 000 20% 3 360 000 | Tymbouka Knaccwk 1 co cteknom Te. Enrichl 4039 pydyka xpom 4 + HaT
7 4 200 000 20% 3 360 000 | Tymbouka Knaccwk 1 co cteknom TH. Enrichl 66 pyduka xpom 4 + HaT
&8 3 750 000 20% 3 000 000 | TymbBouka Knaccwk 1 co cteknom TH. Sky Velvet 03 pydra xpom 3 KaT
9 3 750 000 20% 3 000 000| Tymbouka Knaccwe 1 co cteknom TH. Sky Velvet 08 pyura xpom 3 HaT
10 3 750 000 20% 3 000 000| Tymbouka Knaccwe 1 co cteknom TH. Sky Velvet 43 pyyra xpom 3 HaT
11 3 750 000 20% 3 000 000| Tymbouka Knaccwe 1 co cteknom TH. Sky Velvet 16 pyyra xpom 3 HaT
12 3 750 000 20% 3 000 000| Tymbouka Knaccwe 1 co cteknom TH. Sky Velvet 38 pyura xpom
13 5 281 0DO 20% 4 225 000|Tymba Boston Te. Sky Velvet 21
14 4 500 000 20%% 3 600 000 | Tymboura Knaccke 2 co crewnom T, Enrichl 848 pyura xpom
15 4 500 000 20%% 3 600 000 | Tymboura Knaccke 2 co crewnom Te. Enrichl 4028 pyura xpom
16 4 500 000 20%% 3 600 000 | Tymboura Knaccke 2 co crewnom Te. Enrichl 4046 pyura xpom
17 4 500 000 20%% 3 600 000 | Tymboura Knaccke 2 co crernom Te. Enrichl 66 pyura xpom
18 4 250 000 203 3 400 000 | Tymboura Knaccke 2 co crerwnom Te. Casanova Milk pyura xpom
19 4 250 000 200 3 400 000 | Tymboura Knaccke 2 co crewnom Te. Casanova Stone pyuysa xpom
20 4 250 000 203 3 400 000 | Tymboura Knaccke 2 co crernom Te. Sky Velvet 03 pyura xpom
21 4 250 000 203 3 400 000 | Tymboura Knaccke 2 co crernom Te. Sky Velvet 21 pyura xpom
22 4 250 000 20% 3 400 000 | Tymboura Knaccke 2 co crernom Te. Sky Velvet 08 pyura xpom
23 4 250 000 20% 3 400 000 | Tymboura Knaccke 2 co crernom Te. Sky Velvet 17 pyura xpom
24 4 250 000 20% 3 400 000 | Tymboura Knaccke 2 co crernom Te. Sky Velvet 16 pyura xpom
25 4 250 000 20% 3 400 000 | Tymboura Knaccke 2 co crernom Te. Sky Velvet 38 pyura xpom
26 4 350 00O 20% = 400 00O TymbBoura Knaccue 2 co crewnom Te. Casanova Seawave pyusa 2 kat
s0n0T0
27 4 250 000 20% 3 400 000 | Tymboura Knaccke 2 co crewnom Te. Casanova Sky pyura xpom 3 kaTt
28 4 250 000 203 3 400 000| Tymboura Knaccke 2 co crewnom T, Sky Velvet 03 pyura sonorto 3 KaT




