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Abstract

With the gradual deepening of economic globalization, it has brought oppor-
tunities and challenges to the development of Chinese private enterprises.
Under the new situation, the private employees of developing private enter-
prises have encountered problems such as lack of ability, lack of technology,
and lack of initiative, which hindered the realization of corporate develop-
ment strategies and inhibited the competitive vitality of enterprises. At the
most basic level of the enterprise, its overall ability has an important role in
the production and sustainable development of the enterprise. Therefore,
evaluation and efforts to improve the ability of the basic level employees have
become the focus of enterprise development. After the 1970s, scholars
represented by McClelland proposed the “competency model” for employee
training, and formulated corresponding human resource management me-
thods by quantifying employee competence. With the competency model, the
performance of employees in specific positions can be clearly displayed, which
is an important criterion for judging the work willingness and ability of em-
ployees. This article takes Company A as an example, and takes the company’s
workshop employees as the research object. It summarizes issues such as the
development of competence theory at home and abroad, the determination of
competency concepts, and an overview of competency models, as well as a
study of the production and operation status of Company A. Based on the
four key elements of the competency model: motivation, traits, self-concept,
and social role, based on the actual situation of Company A, combined with
questionnaires, factor analysis and other related research methods, it pro-
posed that Company A’s ability to improve employees. The development path
is intended to solve the production and operation dilemma of Company A
and promote the flexible application of the competency model in the moder-
nization process of the textile industry.
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1. Introduction

Since the forty years of reform and opening up, private enterprises have driven
China’s economic growth and are a vital force in the development of the nation-
al economy. They have played an important role in stabilizing growth, promot-
ing innovation, increasing employment, and improving people’s livelihood.
With the gradual deepening of the process of economic globalization, the devel-
opment of China’s private enterprises has brought development opportunities
and severe challenges. Under the new situation, private enterprises have en-
countered some problems in the development, such as low ideological and moral
qualities of employees, lack of work ability, lack of technical level, insufficient
initiative and creativity, etc., which are mainly manifested in the textile and ap-
parel, housekeeping, medical, and education industries, hinder the realization of
corporate development strategies, and also inhibit the competitive vitality of en-
terprises. At the most basic level of the enterprise, its overall ability plays an im-
portant role in the production and sustainable development of the enterprise. In
the textile industry, workshop employees are the key cultivation objects of en-
terprises, and their capabilities are related to the overall development of textile
enterprises. The employee evaluation mechanism can stimulate employees’ work
enthusiasm and improve the overall competitiveness of the enterprise. There-
fore, objectively evaluating and improving the ability of private employees at the
grass-roots level are an urgent problem in the development of private enterprises
in our country. This article takes the employees of Company A as the research
object and summarizes the relevant theories of competence by scholars at home
and abroad through a literature review. Competency evaluation system con-
struction and other aspects are studied, and then the questionnaire survey me-
thod is used to analyze and evaluate the current status of the competencies of
company A’s workshop employees, find out the current problems of company
A’s managerial competency evaluation, and propose related improvement coun-

termeasures.

1.1. Analysis of Employee Status

Enterprise A is a private enterprise mainly in the textile industry, which is a typ-
ical labor-intensive enterprise. The company has a total of 517 employees, of
which 308 are productive employees. The company mainly produces production
technicians, and it has low requirements for related knowledge and professio-
nalism in textile production. In addition, there are corresponding operating
guidelines for production-related links. On the whole, the qualifications and qu-
alifications of employees are not very strict. From the perspective of the distribu-
tion of academic qualifications, the higher the level of educational qualifications,
the smaller the number, showing a decreasing trend. The age distribution of em-
ployees accounts for a relatively high number of middle-aged laborers. This part
of the employees is an important force for enterprise development, and it is their

existence that maintains the normal operation of the workshop and ensures the
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completion of the company’s production goals.

1.2. Analysis of the Competence of Workshop Employees

1.2.1. Problems with Post Capabilities

The ability of company A’s workshop staff lagged behind other enterprises in the
same industry. The company is dominated by old employees, leading to the lack
of vitality of the company. The job capacity of workshop employees focuses on
job technical operation capabilities, neglecting the improvement of other capa-
bilities, and more attention is paid to the training of employees “post skills. Little
consideration is given to employees” careers and job-specific occupations. The

basic situation of development sets out comprehensive capacity requirements.

1.2.2. Problems in Production Efficiency

The overall production efficiency of the workshop is relatively low, the technol-
ogy update is slow, and the hardware configuration level of the workshop has
gradually fallen behind. At the same time, employees are accustomed to old
production equipment, lack of learning and training for new equipment, and it
takes a long time to train, causing technology. The difficulty of innovation has
greatly reduced production efficiency. Judging from the enthusiasm of em-
ployees, most of the old employees who are accustomed to the traditional as-
sessment methods have not been able to complete the change of thinking mode.
They still maintain a working mentality of completing the specified number of
pieces and going to work on time and on time. It is difficult to create higher

production performance.

1.2.3. Problems in the Training System

Workshop staff training system is not complete and training efficiency is not
high. The time and content of staff training need to be improved. The personnel
trained in the company are fixed and minority, and rarely can they improve
their technical level and post quality through professional training. The content
focuses on the sharing and popularization of technical knowledge, and ignores
the training of teamwork spirit, innovation ability, contingency ability and ex-
ecution ability. For workshop employees, the requirements of the post for em-
ployees are not only the proficiency of equipment operation and technical
knowledge, but also the comprehensive quality of other aspects of the em-

ployees, resulting in overall training effectiveness is not strong.

2. Literature Review

The emergence of the concept of competence is inseparable from the improve-
ment of the industrialization of human society. After the Industrial Revolution,
human society has gradually entered the era of large industries, and la-
bor-intensive enterprises represented by the textile industry and processing in-
dustry have risen rapidly. The differences in the quality and level of work among

workers have gradually been valued by management scholars.
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Harvard management professor David McClelland further elaborated the
meaning of competence in his research. In his article “Testing for Competency
Rather Than Intelligence” published in the American Psychologist, he pointed
out that there are inherent flaws in the traditional assessment model of workers’
capabilities. “Competency” must be the core element for evaluating employees’
ability to perform at work. This is because competence includes the most core
conditions and behavioral characteristics that can really affect employees’ job
performance. Only those elements that can significantly distinguish job perfor-
mance are the only criteria for judging competency. In addition, Professor
McClelland also believes that judging the quality and level of work of employees
through competence must be based on objective data to minimize the impact of
subjective judgments and ensure the scientific and objective evaluation results.

Management scholars Hamill and Prahalad based on the concept of compe-
tence and published a paper entitled “Company Core Competence.” In this ar-
ticle, they extended the concept of competence in the personal dimension and
applied it to the company’s organizational structure. They tried to build a compa-
ny’s human resource management framework of “workers-posts-departments”
and creatively will be competent the concept of force was introduced into a new
area of corporate management. Through the summary analysis of the academic
viewpoints, there are some commonalities in the definition of competence both
at home and abroad.

First of all, competency is not a single-dimensional element, but a collection
of multiple elements. The most common motivations, knowledge, personal cha-
racteristics, and skills appear in the collection. Therefore, when studying em-
ployee competence, these elements need to be considered. Second, the concept
of competence is an open, constantly evolving concept. In combination with the
development experience of domestic enterprises, in addition to some common
elements in the concept of competence, individual elements will also be covered
depending on the industry. The concept of competence has a certain personal
color, and the meaning of competence may be different for different people.
Therefore, from the perspective of competence, the analysis of employees “capa-
bilities must be closely integrated with all aspects of employees” lives to draw as
practical conclusions as possible.

From the perspective of classification, the elements included in the compe-
tency model can be divided into two categories, the first category is for ordinary
employees, and the second category is for middle and senior management per-
sonnel. To analyze the ability training of company A’s workshop employees
based on the competency model, it is necessary to analyze not only the compe-
tency model itself, but also the characteristics of the ability of the workshop em-
ployees themselves.

Guo Yu (2019) pointed out in his research that the comprehensive ability of
employees in the production workshop not only affects the company’s applica-

tion efficiency of technology and equipment, but also affects the company’s
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overall production efficiency and product quality. poor professional skills and
lack of sense of responsibility in the production process. At the same time, the
cooperation between employees is not in place, and prone to lack of communi-
cation and unreasonable operations. Production equipment causes unnecessary
losses, and will also reduce the production efficiency of the enterprise and in-
crease the input cost of the enterprise.

Zhu Jia (2019) pointed out in his research that the quality of employees largely
determines the production efficiency and quality level of an enterprise. At
present, workshop employees in labor-intensive industries generally lack due
professional knowledge and understanding, and their ability to adapt and learn
is generally poor. When faced with the update of corporate management con-
cepts and business concepts, it is difficult to quickly accept them, making new
production of enterprises Cost methods are difficult to implement effectively,
and development in the past will be constrained.

Chang Yanfeng (2019) divided the employees of the production workshop in-
to four categories based on their duties and responsibilities as the standard: the
first category is the basic staff, which accounts for three quarters of the entire
workshop; the remaining three categories are respectively It is grassroots man-
agement staff, middle management staff, and senior leadership, which accounts
for a quarter of the total number of employees in the workshop. From the pers-
pective of personnel distribution, the basic staff is concentrated in the produc-
tion area of the workshop, including production personnel, quality inspection
and monitoring personnel, product distribution personnel, and security inspec-
tors. Judging from the level of education, most of these grassroots staff do not
have a bachelor’s degree, and most of them only have junior high school or col-
lege education level. In addition, because these grassroots workers have been
engaged in mechanical production for a long time, the inertia and inertia formed
in the process also make it difficult for them to accept the company’s new man-
agement philosophy and business philosophy, which has caused the innovation
of the company’s overall management level Hinder.

Combining the above-mentioned domestic and foreign studies, we can find
that the current domestic and foreign research on the competency model and
the ability of workshop employees has the following characteristics:

First, in the study of competency models, emphasis is placed on theory and
practice. Whether at home or abroad, most of the current research on the com-
petency model is still on the exploration of the concept of competency and the
connotation of the competency model. Because the competency model is mainly
used in the specific production and management of enterprises, Just relying on
theoretical research can easily cause a disconnect between theory and practice.
Most of the existing competency model studies have tended to stagnate after
proposing the connotation of the competency model, and no constructive opi-
nions have been put forward for the current management of Chinese enterprises

on this basis. In addition, even if a few studies try to build a model from theory
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to practice, most of them ignore the gap between different production industries,
making these suggestions formal, lacking practicality and pertinence.

Second, there is a large gap in domestic and foreign research on the capabili-
ties of workshop employees. Due to China’s special national conditions, the de-
velopment of labor-intensive industries is different from the overall develop-
ment of the world. Therefore, foreign studies on the work ability of workshop
employees are not of sufficient significance to China. Secondly, due to the influ-
ence of different industrial structures at home and abroad, even if they are also
workshop employees, domestic workshop employees and foreign workshop em-
ployees are greatly different in terms of vocational skills, education level, and

learning ability.

3. Methodology

The main purpose of this study to build the competency model is to summarize
the factors that affect the work ability and quality of the employees of company
A’s workshop, and try to establish a systematic, scientific, and accurate employee
competency evaluation system. Provide guidance for the follow-up company A’s
workshop employees to improve their working ability and quality, and explore
new ideas for employee ability training. When screening the elements of compe-
tence, the literature research method and behavioral event interview method
were mainly used. On the basis of these two methods, the competence factors in
McClelland’s “Competency Dictionary” were further analyzed and verified, and
finally the relevant elements of the competency model in this paper were ad-

justed.

3.1. Apply Literature Research

The research results of G textile company sales representative competency mod-
el construction, A province S city textile enterprise workshop employee compe-
tency model construction, B city human resources consulting company’s related
survey of the textile industry competence are summarized, and company A is
comprehensive The characteristics of the corporate culture and industry in the
region are excluded from the McClelland’s “Competent Quality Dictionary”,

which are inconsistent with the actual operating conditions of Company A.

3.2. Use Behavioral Event Interview Method

Through structured communication with ordinary employees, grass-roots man-
agers, and middle-level managers in the workshop of Company A, ordinary em-
ployees are required to review the typical events and real cases that have oc-
curred since they entered the workshop of Company A, and evaluate their own
competence; grass-roots management is required Personnel and middle man-
agement personnel shall explain the evaluation results and evaluation reasons of
their employees under the evaluation form submitted each month, and evaluate

the employees’ competence.
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3.3. Design the Questionnaire

Overall, 308 questionnaires sent out by the 308 workshop employees surveyed
this time totaled 308 questionnaires, and the number of valid questionnaires was
297. The basic information is shown in Table 1.

Determine the questionnaire parameters. This study involved employees “as-
sessment of their own competence and the assessment of others” competence. In
the evaluation criteria, a Likert scale was selected to enable respondents to con-
duct “very important” questions on competence on the questionnaire. -More
important-generally important-less important-not important “judgment, ac-
cording to such judgments to score each competency element. The average of
the scores of the six competency elements was sorted, followed by analysis and
processing of the standard deviation, and combined with the results of the pre-
vious analysis, the results of the questionnaire analysis are shown in Table 2.

By investigating the factors affecting the work quality and work level of com-
pany A’s workshop employees, combining the company’s corporate culture,
corporate development strategy, and the development direction of the entire tex-

tile industry market in the future, the performance standards of company A’s

Table 1. Workshop employee basic information form.

Dimensions — People Proportion
Gender Male 54 18%
Female 254 82%
Age 20 - 30 years 93 30%
31 - 40 years 114 37%
41 - 50 years old 96 31%
Above 50 years old 5 2%
Working years up to 3 years 65 21%
3 years - 5 years 82 27%
5 years - 10 years 114 37%
More than 10 years 47 15%

Table 2. Questionnaire analysis results form.

Importance Average Score Standard deviation
Competency Total . .
number (Keep two decimal (Keep two decimal
| Factors Score
(High-Low) places) places)
Cl1 motivation 1342 5.52 0.75
C2 Traits 1309 4.41 0.89
C3 Self Concept 1298 4.37 0.88
C4 Social Role 1254 4.22 0.73
C5 skill 1243 4.19 0.92
Cé6 Knowledge 1232 4.15 0.95
DOI: 10.4236/jss.2020.82009 105 Open Journal of Social Sciences
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workshop employees were evaluated Confirm, and then complete the steps of
sample selection, data analysis, expert interviews and inspections to achieve the

construction of the competency model.

4. Conclusions and Recommendations

The textile workshop evaluates the employee’s competence in order to help the
company find the best candidate, and at the same time, the employees can also
improve their self-abilities. The two can promote each other and grow with each
other, which is ultimately beneficial to the development of the enterprise and the

ultimate goal of enterprise development.

4.1. Analyze Employee Training Needs and
Formulate Specific Training Programs

1) Based on the competency model, first quantitative and qualitative analysis
of employee training needs should be conducted. First, a series of tests were
conducted on the current strengths and weaknesses of company A’s workshop
employees in their competencies, their desire for achievement, their responsibil-
ity for innovation and creativity, four types of personality temperament, com-
munication skills, self-awareness and self-evaluation. The specific analysis re-
sults are shown in Table 3.

Among the factors affecting employee competence, the motivation compo-
nent has the highest importance, but also has the highest degree of lack. Em-
ployees generally lack a lack of awareness of their social status and role. Howev-
er, traits and self-concepts, as the other two major factors affecting competence,
are still in general in the current state of company A’s workshop employees, and
need to be compensated through employee training.

2) Based on the analysis results, a training plan needs to be developed.

The job capacity training scale should be re-determined for company A’s
workshop employees, and the methods that help improve the competency of
employees should be listed, such as: external exchange training, internal training
of external lecturers, mutual assistance of employee groups, mentor tracking and
coaching, daily science and technology. Daily science and technology lectures,
micro-learning platform, etc., researched on the specific channels, advantages,

and disadvantages of the six employees’ job capacity training methods, and came

Table 3. Test results analysis table.

Competence Level of employee
Element weight in job deficiencies (based on Staff training planning steps
training Likert scale)
motivation 28.314% 5 (very lacking) 1) Analyze the causes of gaps and
obtain training needs.
traits 25.863% 3 (Generally lacking) 1 raining .
2) Specify targeted training programs.
self-concept 16.729% 3 (Generally lacking) ~ 3) Promote and supervise the
. . implementation of the plan.
social role 14.532% 2 (Not too lacking)
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to a conclusion. For the training of Company A’s workshop employees, the
training of employees should be flexibly combined with the advantages. The ad-
vantages, disadvantages, and competencies of the method are focused, and em-
ployee training is carried out flexibly. In the daily training process, it is necessary
to pay attention to the needs of employees as well as strengthen the scientific li-
teracy of employees, so that employees can receive advanced science and technol-
ogy in the textile industry as soon as possible, and promote the modernization and

technology of the production chain of Company A’s workshop.

4.2. Improve the Recruitment Mechanism and Select Employees
That Match the Position of the Company

To improve the recruitment mechanism, it is necessary to plan the entire re-
cruitment system of Company A. From the perspective of recruitment methods,
we can cooperate with local governments. In order to promote the overall de-
velopment of the local light industry and heavy industry, the government incor-
porates the job motivation, personal characteristics, self-recognition, and social
status of candidates into the scope of recruitment assessment in conjunction with
the competency model, and uses the authority of the government to conduct a se-
ries of corporate recruitment announcements.. The use of Internet technology,
combined with the local talent market, broadened the scope of online recruit-
ment. Establish a matching recruitment review mechanism, the website back-
ground and the HR recruitment mailbox are regularly synchronized to simplify
the recruitment process and save recruitment costs. Optimize the way to recruit
technology talents. You can continue to use the traditional recruitment method
to ensure that there will not be a large number of brain drain. You can also
strengthen school-enterprise cooperation and attract outstanding graduates. You
can also choose colleges and universities to cooperate, invest some funds and
technology, and establish a textile industry incubation base. Stimulate students’
enthusiasm for learning, and combine certain employment preferential policies

to attract graduates.

4.3. Improve the Company’s Management Rules and Regulations
and Enhance Implementation

Strengthen the learning of management concepts of company A’s workshop em-
ployees, and by disseminating advanced textile industry management concepts
to employees, make employees gradually understand the original intention of the
company’s management, and then dissolve the psychological gap between em-
ployees and company management. Encourage and urge employees to put for-
ward suggestions for improving the company’s management rules and regula-
tions, so that employees become the formulator, executor, and supervisor of the
company’s rules and management systems, so as to improve the implementation
of management company A’s workshop employees’ management accountability
affairs. Actively learning the experience of advanced domestic and foreign en-
terprises in the construction of management rules and regulations. Select the
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employees with high education level, initiative and strong learning ability in the
workshop, give them certain management rights, establish a workshop technical
person in charge system, so that advanced employees can take the lead, and
promote the improvement of the execution of the entire workshop.

In summary, an effective employee competency evaluation mechanism is of
great significance for improving the overall competitiveness of the enterprise
and its future development. With the rapid development of the modern know-
ledge-based economy, diversification and comprehensiveness of talents are in-
creasingly required. From the perspective of the competence of employees in
textile workshops, to enhance the value of research results, it is necessary to
comprehensively analyze, including Production competence and organizational
competence. For enterprises, it is necessary to improve the company’s manage-
ment rules and regulations, strengthen the study of management concepts, es-
tablish a sense of rules and contractual spirit, ensure the team’s implementation,
and strengthen the emphasis on employee training. Professional team, create a
complete staff evaluation mechanism, to the maximum extent to train enterpris-
es for comprehensive development of personnel, and provide important per-

sonnel support.
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