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Abstract: This article analyzes the essence, principles, and significance of quality assessment
and control in the economics of human resource management for the sustainable development of
an organization. It scientifically explores evaluation criteria, modern monitoring methods,
innovative approaches to assessing employee performance, and their impact on efficiency. In
addition, the role of quality control in strategic HR decision-making, as well as the importance of
motivation and professional development programs in enhancing organizational competitiveness,
is examined.
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OINEHKA KAYECTBA 1 KOHTPOJIb B YIIPABJIEHUU ITEPCOHAJIOM

AHHOTanusA: B aHHON CTaThe aHAIM3UPYIOTCS CYLIHOCTb, NPUHLUIMBI U 3HAYCHUE OLICHKU U
KOHTPOJII Ka4eCTBAa B SKOHOMUKE YIIPABJICHHS YEJIIOBEUECKMMU PECypCaMM Il yCTOWYUBOIO
pa3BUTHS OpraHu3alMy. B Hell Hay4yHO MCCIIENYIOTCSI KPUTEPUH OLIEHKH, COBPEMEHHBIE METO/IBI
MOHHUTOPHHTa, HHHOBAIIMOHHBIE TIOAXO/IBI K OlIEHKE 3()(hEKTUBHOCTH PaOOTHI COTPYTHUKOB U UX
BIMsHUE Ha >(QexTuBHOCTb. Kpome Toro, paccMaTpuBaeTcs pojib KOHTPOJS KadecTBa B
IPUHATUN CTPATETMYECKUX KaJPOBBIX PEIICHHUM, a TAKXKE BAaXXHOCTb IPOrPAMM MOTHBALUH H
Ipo¢eCCHOHATIBHOIO PAa3BUTHS JUISI TOBBIIIEHUSI KOHKYPEHTOCIIOCOOHOCTH OpTraHU3aI1H.

KiroueBbie €JI0Ba: 4YEIOBEYECKUE PECYpPCHI, OLEHKAa KadeCTBa, KOHTPOJb, YEIOBEYECKUU
KalluTajl, IMPOU3BOAUTEIBHOCTh TpyJda, MOJAEIb KOMIIETEHIUH, KIIOYEBBIE IOKa3aTeln
3 PEKTUBHOCTH, KaApOBasi aHAIUTHKA, MOHUTOPUHT, CTPATErHYECKOE YIIPaBIICHHE.

Introduction

In the context of globalization and intensified economic competition, an organization’s success
largely depends on the capacity and quality of its human resources. Human capital is not merely
a set of professional skills and competencies; rather, it represents a complex category that
includes employees’ motivation, intellectual potential, and innovative thinking abilities.
Therefore, improving quality assessment and control mechanisms within the human resource
management (HRM) system is of strategic importance.

In Uzbekistan, the development of human capital has entered a new stage characterized by a shift
in priorities from quantitative growth to qualitative improvement. As stated in the Uzbekistan-
2030 Strategy, the national education system serves as a key guarantee for human capital
formation and plays a crucial role in enhancing its quality. In the process of building New

397 | Volume 4, issue 12, 2025


mailto:oybekdavronov086@gmail.com

INTERNATIONAL JOURNAL OF POLITICAL
SCIENCES AND ECONOMICS ISSN
Impact Factor ( research bib)-9,78 ~ 2751-9708

Uzbekistan, special attention is given to ensuring sustainable economic growth, increasing
employment and living standards, and developing human capital. Economic growth is directly
linked to employment levels, population health, quality of life, the level and quality of education,
and overall competitiveness. [2]

At present, the human capital formed in Uzbekistan does not fully meet the economy’s demand
for highly skilled professionals. Therefore, under conditions of innovative economic
development and digital transformation, it is essential to improve mechanisms that stimulate the
enhancement of human capital. Quality assessment in organizational activity refers to the process
of comparing employees’ performance with established standards and objectives, identifying
deficiencies, and analyzing influencing factors. Quality control, in turn, ensures the stability of
quality levels through systematic monitoring of processes, outcomes, and employee performance
indicators.

Global transformations currently taking place worldwide have also affected independent
Uzbekistan, as the country occupies a recognized position in the international community. The
effectiveness of ongoing socio-economic reforms largely depends on comprehensive
improvements in science and education. The 2022-2026 Development Strategy emphasizes
“...the implementation of a fair social policy and the development of human capital.” [1]

Objectives 46-47 of this strategy focus on increasing higher education enrollment to 50 percent,
improving education quality, granting academic and financial autonomy to public higher
education institutions, including independent decisions on remuneration, staffing, tuition fees,
and forms of education, as well as preparing at least ten higher education institutions to enter the
QS and THE international rankings by 2026. [1]

The transition to an innovative economy has altered the structure of the labor force, intensifying
academic and research interest in economic growth factors and dynamics, thereby making human
capital theory one of the central research areas. The New Uzbekistan Strategy emphasizes that
developing innovative business activities is a critical means of improving both the level and
quality of human capital.[1]

Globally, scientific research aimed at identifying the role of human capital in innovative
economic development and improving production quality- particularly in countries with
relatively lower levels of economic development- has become a priority research direction.
Accordingly, it is essential to identify effective methods for developing human capital by
assessing the impact of its organizational components on innovative growth.

The Essence of Quality in Human Resource Management

Quality control and sustainable management cycles involve the application of process indicators
through control charts, such as p-charts (proportion of defects), u-charts (defects per unit), and
HR-specific stability charts. Pragmatic signaling rules-such as deviations beyond control limits
or trend detection-enable rapid corrective actions. When working with non-financial indicators,
the risk highlighted by Ittner and Larcker regarding the absence of strategic causal linkages is
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addressed by explicitly linking each metric to a hypothesized relationship within the
organization’s strategy map.

Within the organizational economic system, human resource quality can be defined through the
following key components:

Employee Competencies
1. Level of professional knowledge.
2. Qualifications and practical skills.

3. Problem-solving abilities.

Quality Based on Personal Attributes

1. Leadership
2. Responsibility
3. Communication culture

Labor Productivity and Efficiency

1. Timely task completion
2. Innovation in work processes
3. Acquisition of digital skills

Human resource quality directly affects an organization’s overall competitiveness and economic
efficiency.

Modern Methods of Assessing Human Resource Quality

Data and Measurement Framework. The methodology is based on integrating data from
HRIS/ATS, LMS, engagement platforms, operational systems, and CRM tools used in real
organizations. Indicators are clearly defined, with data sources, calculation algorithms, reporting
periods, and quality criteria (validation, reproducibility, completeness) formalized in a data
dictionary. Transparency and audit trails ensure the continuity of quality control.

Methodological Perspective

As authors, we support this approach with an important condition: improperly selected or
misaligned indicators may encourage local optimization and reduce overall system effectiveness.
Therefore, measurement systems must be strictly connected to causal relationships within the
strategy map and empirically tested.

Key Assessment Methods

1. Key Performance Indicator (KPI) System — evaluates employee performance using
quantitative metrics on an annual or quarterly basis.
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2. Competency-Based Assessment — determines employee alignment with organizational
requirements through:

1. Functional competencies
2. Managerial competencies
3. Behavioral competencies.

3. 360-Degree Evaluation — collects feedback from supervisors, colleagues, partners, and
customers, enhancing objectivity.
4. HR Analytics and Digital Monitoring — uses statistical and digital analysis of employee

data (wages, competencies, productivity, absenteeism, turnover, and HR process efficiency) to
support managerial decision-making.

Digital HR analytics focuses on:

1. Compensation analysis

2. Employee turnover

3. Productivity indicators

4. Psychological well-being monitoring.

Balanced Scorecard Approach. This strategic management system links organizational strategy
with operational activities by incorporating both financial and non-financial indicators.
Employee performance is assessed across four dimensions:

1. Financial outcomes.

2. Customer value.

3. Internal process quality.

4. Learning and development.

Human Resource Quality Control Mechanisms. Quality control refers to a systematic set of
measures aimed at maintaining quality stability and addressing issues promptly.

Planned Audits
Regular internal audits of HR processes include:

1. Documentation review.
2. Compliance assessment.
3. Comparative productivity analysis.

Employee Performance Monitoring. Employee performance monitoring involves systematic
measurement, evaluation, and analysis of work processes, outcomes, discipline, qualifications,
motivation, and overall effectiveness. Digital monitoring tools enable continuous tracking of
work activity, time utilization, and productivity.
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Motivation System Control. The impact of motivation on employee performance is regularly
evaluated through:

1. Financial incentives.
2. Non-financial incentives.
3. Social support mechanisms.

Training and Professional Development Quality Control. This process assesses training
effectiveness, instructional quality, and skill development. Training programs are evaluated
based on:

1. Competency growth.
2. Knowledge application
3. Post-training performance outcomes.

Impact of Quality Assessment and Control on Organizational Economics. Quality
assessment and control influence organizational costs, revenues, competitiveness, and market
share. Properly implemented quality control leads to economic benefits, while poor
implementation may result in losses. Effective HR quality management produces the following
economic outcomes:

1. Increased labor productivity.

2. Optimized work processes.

3. Reduced employee turnover.

4. Lower organizational costs.

5. Improved product and service quality.
6. Enhanced competitiveness.

7. Increased innovation activity.

These factors contribute to organizational economic stability and resilience.

Conclusion. Quality assessment and control within the human resource management system
constitute one of the core mechanisms supporting organizational development strategies.
Through modern HR technologies, digital monitoring systems, and competency-based evaluation
methods, organizations can accurately assess human capital potential and make scientifically
grounded decisions for its development. Effective implementation of quality control enhances
economic efficiency and competitiveness while enabling continuous evaluation and
improvement of employees’ knowledge, skills, qualifications, productivity, and work attitudes,
thereby fostering sustainable innovation-driven growth.
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