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1. Introduction
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LABOR MARKET DEVELOPMENT IN THE
REPUBLIC OF UZBEKISTAN:
IMPLICATIONS FOR QUALITY

Abstract: The research aims to define the latest trends in the
development of the labor market in the Republic of
Uzbekistan and develop recommendations for adapting HRM
to these trends to enhance the quality of products of Uzbek
organizations. The research was conducted using regression
and trend analysis methods based on international statistics
for 2023. As a result, the authors identified global
regularities of labor market development from the perspective
of their consequences for quality. The authors identified
trends in the labor market development in the Republic of
Uzbekistan in 2023 compared to 2020. The prospects for
developing the labor market in the Republic of Uzbekistan
were determined. The authors proposed HRM implications
for the best scenario implementation in the Republic of
Uzbekistan until 2030. The theoretical significance of the
results lies in providing a more detailed explanation and
elaboration of the contribution of HRM to the growth in the
quality of products of contemporary organizations, as well as
revealing the unique experience of the Republic of Uzbekistan
in improving the quality of products of Uzbek organizations
through HRM. The managerial significance of the applied
developments of this research lies in the fact that the
proposed HRM implications will make it possible to enhance
HRM practices in Uzbek organizations.

Keywords: Labor Market Development, the Republic of
Uzbekistan, Human Resource Management (HRM), Product
Quality, Quality Management in Organizations

increases. At the current stage of labor
market development, the interests of its

Due to its social nature, the labor market is
most  sensitive to changes in the
macroeconomic situation within economic
systems. This necessitates organizations to
pay increased attention to human resource
management (HRM) issues because it must
address the interests of the organizations as
employers and the interests of employees
and society. As these interests branch out
and overlap, the complexity of HRM further
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participants are transforming under the
influence of several key shifts in this market.
The first conjuncture shift in the labor
market is associated with digital innovations
fueled by the fourth industrial revolution.
The economy’s demand for personnel under
conditions  of  digitization  undergoes
significant qualitative and quantitative
changes. Participants in the labor market are
divided into supporters and opponents of
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scientific and technological progress, whose
interests diverge radically. The second
conjuncture shift in the labor market is the
increase and deepening of economic crises.
Fluctuations in the volume of solvent
demand for goods and services alter the
degree of utilization of organizational
production capacities, while changes in
consumer preferences dictate the need to
change the composition and content of
organizational processes. This affects the
labor market demand.

The third conjuncture shift in the labor
market consists of changes in the global flow
of labor migration. HRM practices in
organizations should aim to adjust this flow
as much as possible to attract the best talents
to the national labor market and the
organization’s workforce, as well as to
prevent brain drain. The fourth conjuncture
shift in the labor market entails intensifying
competition among organizations for their
position in product and resource markets,
including the labor market. Therefore,
organizations must balance responsibilities
towards employees, consumers,
shareholders, and investors ~ when
implementing HRM.

Under the influence of the enumerated
conjuncture  shifts, the divergence of
interests among labor market participants has
become so significant that their complete
compliance has ceased to be feasible.
Therefore, when implementing HRM,
organizations are forced to prioritize, giving
preference to one interest over another. In
this regard, several alternative approaches to
HRM have emerged, each of which resolves
the contradiction of interests among labor
market participants in its own way,
depending on the priority goal of approach
implementation. Despite the multitude of
established approaches, there has yet to be a
clearly defined approach aimed at enhancing
product quality. The necessity of solving this
problem is explained by the fact that HRM
provides insufficient support for the quality
management of products in organizations,
thus hindering the realization of the potential
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for quality improvement. This issue is
particularly  relevant for  dynamically
developing countries, such as the Republic
of Uzbekistan, which are actively entering
global markets.

To enter new markets and solidify its
position in them, the Republic of
Uzbekistan, like  other  dynamically
developing countries, must guarantee and
enhance the quality of the products delivered
because competition is most intense
precisely in terms of quality. It is also worth
noting that the necessity and orientation
towards enhancing product quality are
enshrined in the “Uzbekistan — 2030~
strategy (President of the Republic of
Uzbekistan, 2023). This determined the goal
of this research, which is to identify the
latest trends in the labor market development
in the Republic of Uzbekistan and develop
recommendations for adapting HRM to these
trends in the interest of enhancing the quality
of products of Uzbek organizations.

Subsequently, this research first identified
patterns of labor market development. Then,
it identified trends in the labor market
development in the Republic of Uzbekistan.
After that, the research determined prospects
for the labor market development in the
Republic of Uzbekistan and proposed HRM
implications.

2. Literature Review

2.1. Existing approaches to HRM

The conceptual basis of this research is the
theory of HRM, according to which HRM in
organizations is in a systemic relationship
with the labor market, adapting to changes
occurring in the labor market and initiating
these changes (Antonova & Kashevarova,
2022; Arkhangelskaya et al., 2021; Bogoviz
et al., 2018; Lobova et al., 2021; Mayatskaya
et al., 2021). As a result of reviewing
existing literature and systematizing its
scientific positions, three main approaches to
HRM in organizations were identified in this
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research. The author’s criterion for
classifying the distinguished approaches is
the targeted result of HRM.

In the first approach, the targeted result of
HRM is the growth of organizational and
employee innovation activity. The means to
achieve this goal involve attracting and
developing employee talents  within
organizational activities through
corresponding HRM practices. The number
of jobs and wage conditions may vary
among organizations and are not strictly
regulated by this approach (Sozinova et al.,
2023; Veselovsky et al., 2018).

In the second approach, the targeted result of
HRM is the demonstration of corporate
social responsibility (CSR) and the retention
of valuable personnel for organizations. The
means to achieve this goal involve
maintaining and increasing the number of
jobs in organizations through HRM. Talent
management and labor incentives are
secondary measures of HRM in this
approach and vary significantly among
practicing organizations and across different
periods of each organization’s activities
(Hajduk, 2015; Osovtsev et al., 2018).

In the third approach, the targeted result of
HRM is the increase in labor productivity. In
the conditions of the digital economy,
automation plays a key role in enhancing
labor productivity in organizations, while
HRM complements technological
modernization. The means to achieve this
goal through HRM include wage increases,
formal employment, and social and labor
guarantees. Additionally, talent management

and workforce dynamics vary among
organizations  without  being  strictly
regulated by the approach  under

consideration (Inshakova & Solntsev, 2022;
Klochko et al., 2016).

Summarizing the results of the literature
review conducted, the following three main
HRM tools can be identified for achieving its
goals:
e Talent management (Pakhomova et al.,
2020);

e Changes in the number
(Galoyan et al., 2023);

e Wage conditions, formal employment,
and social and labor guarantees
(Shevyakova & Petrenko, 2018).

From the perspective of these identified
tools, it is advisable to study contemporary
HRM practices and evaluate the achievement
of their goals.

of jobs

2.2. The role of HRM in product quality
management:  Theoretical basis and
practical experience of Uzbekistan

Numerous authors thoroughly examined the
fundamental and applied aspects of product
quality management in the existing
literature. In their research, Najam et al.
(2022) elucidated the broad possibilities of
enhancing employer branding by applying
virtual reality technologies. The scholars
substantiated the significant role of E-HRM
and personnel management effectiveness in
improving service quality, using the hotel
industry in Pakistan as an example.

Naqvi et al. (2022) justified the significant
impact of electronic human resource
management systems on the quality of public
service  delivery in  public sector
organizations in India. Gambi et al. (2022)
demonstrated the substantial influence of
HRM approaches on the effectiveness of
quality management methods and labor
productivity in organizations.

Based on data analysis from the construction
industry, Mohamed Imhmed Abuazoom et
al. (2019) proved that HRM practices
enhance product quality while implementing
investment and innovation projects by
organizations. Salas-Vallina et al. (2023)
established the significant contribution of
human resource management to patient care
quality and the success in combating
healthcare workers’ professional burnout
during the COVID-19 pandemic. Aranha and
Venkateswaran (2020) also substantiated the
substantial influence of human resource
management and quality in healthcare.
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Papademetriou et al. (2023) justified the
significant positive impact of sustainable
HRM methods on customer satisfaction,
service quality, and institutional
effectiveness in the hotel business.
Mohammed and Azeez (2023) demonstrated
the serious influence of reliable HRM on
improving employee productivity in the
Total Quality Management (TQM) model,
using educational organizations in Malaysia
as an example.

Hui et al. (2023) demonstrated a close
connection between HRM practices and the
work of teachers in Chinese professional
colleges in Shandong to enhance the quality
of education. In turn, Sharma and Kohli
(2023) proved the importance of integrating
HRM with digital transformation for the
sustainable development of the labor market,
identifying synergy between HRM and
service quality in educational institutions.

Danish and Esteves (2023) substantiated the
importance of HRM in improving quality
from the energy efficiency perspective.
Papademetriou et al. (2022) demonstrated a
strong and positive influence of HRM
practices on service quality, customer
satisfaction, and organizational efficiency in
the urban hotel industry in Cyprus. Drawing
on data from Jordan, Khdour et al. (2021)
justified the close relationship between HRM
practices and Total Quality Management
(TQM) in insurance companies.

Farida et al. (2021) justified the necessity of
human resource readiness for the successful
implementation of Total Quality
Management (TQM) in organizations, using
the example of the manufacturing industry in
Indonesia. Based on data from small and
medium-sized enterprises, Pai et al. (2021)
substantiated the close relationship between
developing lean production systems, HRM,
total quality management, and organizational
effectiveness. Andalib and Mokhlis (2020)
demonstrated the significant role of quality
certification processes in improving HRM
practices.
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An analysis of the content of these
publications showed that quality
management is considered a distinct
managerial process separate from HRM.
Although HRM is interpreted as one of the
factors of product quality and, accordingly,
as a means of achieving quality growth,

there exists a gap in scientific knowledge.

The essence of this gap lies in the fact that
quality management and HRM are studied as
separate managerial processes, the causal
relationships between which are
insufficiently ~ explored. ~ Contemporary
experience in product quality management of
organizations in Uzbekistan was examined
by Sultanova and Babakhanova (2023). The
HRM experience of organizations in
Uzbekistan was elucidated by Vanchukhina
et al. (2022). Existing publications
acknowledge the potentially strong influence
of HRM on product quality but fail to
explain the essence of this influence, which
is a gap in the literature.

This raises a research question about how
applying HRM  tools (i.e., talent
management, changes in the number of jobs,
wages, official employment, and social-labor
guarantees) affects the quality of products in
organizations. The economic significance of
seeking an answer to the posed research
question lies in determining the most
effective ways to apply and combine HRM
tools to maximize the quality of products in
contemporary organizations.

To address the research question posed, this
research examines international HRM
experiences in organizations, based on which
the consequences of applying HRM tools
(i.e., talent management, changes in the
number of jobs, wages, official employment,
and social-labor guarantees) for the quality
of products in contemporary organizations
are determined.
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3. Materials and Methods

3.1. Empirical base, sample, and study
period

The empirical basis of this research consists
of statistical reports from reputable
international organizations containing up-to-
date data on countries worldwide. An
indicator such as “ISO 9001 quality/bn PPP$
GDP” (QLT), calculated by WIPO (2023),
testifies to the success of quality
management in organizations and the level
of their product quality. Additionally, the
following indicators are considered:
e “Research talent, % in businesses”
(RTL), calculated by WIPO (2023);
¢ “Unemployment rate (% of total labor
force, ages 15+)” (UER), calculated by

UN (2024);
e “Wage and salaried workers, total (%
of total employment)” (WSW),

calculated by the World Bank (2024).

The year 2023 was chosen for this research
because it represents the most recent period
for which data from the annual statistical
reports of the mentioned international
organizations have already been compiled.
For the Republic of Uzbekistan, statistics
from 2020 are also used to study the
dynamics of the abovementioned indicators.
Not all indicators for Uzbekistan before

2020 are available, which precludes the use
of data from earlier periods.

The criterion for selecting countries for
inclusion in the sample of this study was the
availability of a complete set of necessary
statistical data from the specified sources.
The sample includes 82  countries
worldwide. Although QLT and RTL are
measured in points, while UER and WSW
are measured in percentages, all studied
indicators range from 0 to 100, ensuring
their comparability. Data on the sample are
presented in tabular form in the appendix to
this research.

3.2. Objectives and methodology of
the research

The objective outlined in this research is
achieved through the systemic solution of
the following three tasks. The first task is to
identify the patterns of labor market
development. To address this task, a
regression analysis method is applied.
Drawing on international experience, a
regression analysis is conducted to examine
the relationship between the quality of the
organization’s products and the
implementation of HRM tools, acting as the
factor variables. The research model takes
the following form:

QLT:a+bRTL*RTL+bUER*UER+bWSW*WSW (1)

The model is tested for reliability through
conducting the Fisher’s F-test. The values of
the regression coefficient (b) above zero
indicate a positive influence of HRM-related
factors on the quality of the organization’s
products. The values below zero indicate a
negative influence. The identified patterns
make it possible to determine how to apply
the three main HRM tools: whether to
increase their application or limit it, and in
which direction HRM efforts should be
directed. Thus, the fundamental principles of
a new approach to HRM aimed at improving
the quality of the organization’s products are

formed.

The second task is to identify trends in the
labor market development in the Republic of
Uzbekistan. The trend analysis method is
applied to address this task. Trends in the
labor market development in the Republic of
Uzbekistan in 2023 compared to 2020 are
determined. Three-year trends are calculated
for the quality indicator and its HRM-related
factors, namely QLT, RTL, UER, and WSW.

The third task is to determine the prospects
for the labor market development in the
Republic of Uzbekistan and propose HRM
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implications. The forecasting method is
applied to address this task. Based on model
(1), two forecast scenarios for changes in the
quality of the organization’s products
depending on the labor market development
in the Republic of Uzbekistan are developed.
The scenarios are projected until 2030
because they are intended to demonstrate the
contribution of HRM in Uzbek organizations
to the practical implementation of the
“Uzbekistan — 2030 strategy (President of
the Republic of Uzbekistan, 2023).

The “other things being equal” scenario is
developed by indexing the values of HRM
indicators (RTL, UER, and WSW) at a three-
year rate of change. Indexing is performed
twice because there will be two three-year
periods from 2023 to 2030.

The HRM optimization scenario is
developed by optimizing the values of HRM
indicators (RTL, UER, and WSW) in
accordance with the formulated principles of
the new approach to HRM aimed at
improving the quality of the organization’s
products, as determined in solving the first

task of this research.

Based on model (1), the consequences of
each scenario for the quality of the
organization’s products in the Republic of
Uzbekistan (QLT) are forecasted. The
scenarios are compared, and the preferable
scenario for the labor market development in
the Republic of Uzbekistan until 2030 is
determined based on the criterion of the
greatest increase in the quality of products
produced by Uzbek organizations.

4. Results

4.1. Regularities of the development of
the labor market

To solve the first task of this research and
identify the regularities of the labor market
development, the authors conducted a
regression analysis of the dependence of
organizations’ product quality on the use of
HRM tools acting as factor variables with
reference to international experience. The
results of the analysis are shown in Table 1.

Table 1. Regression analysis of the dependence of organizations’ product quality on the
application of HRM tools

Regression statistics

Multiple R 0.3678
R? 0.1353
Normalized R? 0.1020
Standard error 20.2510

Observations 82
Variance analysis

df SS MS F Significance F

Regression 3 5003.7634 1667.9211 4.0671 0.0097
Residual 78 31987.9150 410.1015
Total 81 36991.6784

Coefficients Standard error t-statistics P-value  Lower 95%  Upper 95%
Y-intercept -4.9688 8.4903 -0.5852  0.5601 -21.8717 11.9342
RTL 0.0561 0.0919 0.6111  0.5429 -0.1267 0.2390
UER 0.3972 0.4736 0.8387  0.4042 -0.5457 1.3402
WSW 0.3200 0.1224 2.6144  0.0107 0.0763 0.5636

Source: Calculated and compiled by the authors
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The results from Table 1 indicate a strong
dependence of the quality of the
organization’s products on the application
of HRM tools. Differences in the quality of
the organization’s products among the 82
countries in the sample in 2023 are by

36.78% explained due to disparities in the
implementation of HRM practices. In
research model (1), the constant and
regression coefficients have been refined,
resulting in the following form:

QLT-4.9688+0.0561*RTL+0.3972*UER+0.3200*WSW (2)

Model (2) identified the following three
trends in labor market development,
explaining the logic of changes in the
quality of the organization’s products
under the influence of HRM tools:

e A trend of increasing the quality of
the organization’s products by 0.0561
points with the increase in talent
management activity in organizations
by 1 point;

e A trend of increasing the quality of
the organization’s products by 0.3972
points with each 1% increase in
unemployment;

e A trend of increasing the quality of
the organization’s products by 0.3200
points with each 1% increase in
official employment.

The identified trends show a positive
influence on the quality of the
organization’s  products by talent
management and the expansion of social
labor guarantees and a negative influence
by employee retention and the creation of
additional jobs in organizations. The
conducted Fisher’s F-test successfully
passed at the significance level of 0.01,
indicating the reliability of model (2).

In accordance with the established trends,
the following main principles of a new
HRM approach aimed at improving the
quality of the organization’s products are
formulated. The first trend is attracting
new promising employees with developed
creative abilities and talent development
through on-the-job training and stimulation
of employee innovation activity.

The second trend is abandoning the
increase in the number of jobs. Instead, it
is advisable to maintain or reduce the staff

to increase competition in the workforce
and stimulate employee competition,
motivating them to improve the quality of
products.

The third trend is increasing wages,
official employment, and social labor
guarantees. This is necessary to strengthen
the connection between employees and
organizations, ensure their  greater
involvement in the processes of improving
the quality of their products, and
employees taking on greater responsibility
for the quality of the products produced.

The main difference between the
developed new HRM approach and
existing alternative approaches is that in
the new approach, all proposed HRM tools
are equally important and should be
applied comprehensively. With  the
systemic implementation of HRM tools, a
more pronounced positive effect will be
ensured, associated with a more noticeable
increase in the quality of the organization’s
products.

Thus, attracting and retaining the best
personnel, their intensive competition, and
significant loss of opportunity in the event
of job loss due to insufficient contribution
to improving product quality will motivate
employees to maximize their contribution.
This will balance the interests of
employees (career advancement, wage
growth, and long-term employment),
consumers (comprehensive satisfaction of
needs through consumption of the
organization’s products), shareholders, and
investors (increased sales volume and
profity by improving the quality of
organizational products).
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4.2. Trends in the development of the
labor market in the Republic of
Uzbekistan

To address the second research task and
identify trends in the development of the
labor market in the Republic of

Uzbekistan, the authors identified trends in
the development of the labor market in the
Republic of Uzbekistan in 2023 compared
to 2020. Three-year trends are calculated
for the quality indicator and its HRM-
related factors (i.e., QLT, RTL, UER, and
WSW) and are shown in Table 2.

Table 2. Trends of labor market development in the Republic of Uzbekistan in 2023 compared

to 2020
Uzbekistan Value in | Valuein | Three-year | Ratio of the value in 2023 to the
2020 2023 trend, % value in 2021
1SO 9001 quality/bn PPP$ GDP, 1.40 301 114.67 215
score 0-100
Research talent (% in businesses), 12.90 15.25 18.20 118
score 0-100
Unemployment rate (% of total labor 592 6.34 703 1.07
force, ages 15+)
Wage and salaried workers,
total (% of total employment) 5339 53.84 085 101

Source: Calculated and compiled by the authors

The findings from Table 2 revealed the
following trends in the Republic of
Uzbekistan:

e The trend of increasing product quality
— the three-year trend amounted to
114.67%. Thus, the quality of products
in organizations in the Republic of
Uzbekistan increased from 1.40 points
in 2020 to 3.01 points in 2023, which is
a 2.15-fold increase over three years;

e The trend of increasing activity in
attracting and developing talents — the
three-year trend amounted to 18.20%.
Thus, the activity of attracting and
developing talents in organizations in
the Republic of Uzbekistan increased
from 12.90 points in 2020 to 15.25
points in 2023, which is a 1.18-fold
increase over three years;

e The trend of reducing the number of
jobs — the three-year trend amounted to
7.03%. Thus, the unemployment rate in
the Republic of Uzbekistan increased
from 5.92% in 2020 to 6.34% in 2023,
which is a 1.07-fold increase over three
years;

e The trend of increasing wages, official
employment, and  social labor
guarantees the three-year trend
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amounted to 0.85%. Thus, the share of
official employment in the Republic of
Uzbekistan increased from 53.39% in
2020 to 53.84% in 2023, which is a
1.01-fold increase over three years;

Thus, all current trends in the development
of the labor market in the Republic of
Uzbekistan favor the growth of product
quality in Uzbek organizations, which also
demonstrates a tendency to increase.

4.3. Prospects of Labor Market
Development in the Republic of
Uzbekistan and HRM implications

To address the third task, determine the
prospects for developing the labor market
in the Republic of Uzbekistan, and propose
HRM implications, the authors developed
two forecast scenarios for changes in the
quality of organizational products based on
Model (2). The scenarios are projected

until. 2030 and demonstrate  the
contribution of HRM in  Uzbek
organizations to the practical

implementation of the “Uzbekistan
2030~ strategy (President of the Republic
of Uzbekistan, 2023). The scenarios are
presented in Table 3.
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Table 3. Scenarios of labor market development in the Republic of Uzbekistan until 2030

. “Other things b?mg cqual” HRM optimization scenario
Indicators Baseline values scenario
in 2023 Value in | Three-year trend | Value in | Three-year trend
2030 (2030) 2030 (2030)
Research tal'ggt' score 0 15.25 2130 39.71 100.00 555.84
Unemployment rate, % 6.34 7.26 14.55 6.34 0.00
Wage and salaried 53.84 54.76 171 100.00 85.72
workers, total, %
IS0 900%)9;§8ty, score 3.01 4.62 53.73 7.21 139.91
Source: Calculated and compiled by the authors.
The “other things being equal” scenario is 53.73%.

constructed by indexing the values of HRM
indicators (RTL, UER, and WSW) at a three-
year rate of change. Indexation is carried out
twice because there will be two three-year
periods from 2023 to 2030. According to this
scenario, the following developments are
forecasted (continuing the trends of 2020—
2023):

e Increase in the activity of talent
attraction and development. This
activity among organizations in the
Republic of Uzbekistan is projected to
increase from 15.25 points in 2023 to
21.30 points by 2030
(15.25*2.15*2.15), that is, by 39.71%;

e Reduction in the number of job
positions. The unemployment rate in
the Republic of Uzbekistan is
forecasted to increase from 6.34% in
2023 to 7.26% by 2030
(6.34*1.07*1.07), that is, by 14.55%;

e Increase in wages, official employment,
and social-labor guarantees. Thus, the
share of official employment in the
Republic of Uzbekistan is expected to
increase from 53.84% in 2023 to
54.76% by 2030 (53.84*1.01*1.01),
that is, by 1.71%.

Overall, implementing these HRM measures
will further enhance the quality of product
outputs. According to the forecast, the
quality of organizational products in the
Republic of Uzbekistan is projected to
increase from 3.01 points in 2023 to 4.62
points by 2030, marking a growth of

The scenario of HRM optimization is
formulated by optimizing the values of HRM
indicators (RTL, UER, and WSW) in
accordance with the author’s positions
formulated when solving the first research
task aimed at enhancing the quality of
organizational products. According to this
scenario, the following is envisaged:

e A significant increase and
maximization of talent attraction and
development activity. This activity
among organizations in the Republic of
Uzbekistan is forecasted to increase
from 15.25 points in 2023 to 100.00
points by 2030, representing a growth
of 555.84%;

e Maintaining the current number of job
positions. Since unemployment has
serious social consequences, the growth
in product quality cannot justify it. To
avoid undesirable social consequences,
this scenario entails halting the growth
of unemployment and fixing it at the
level of 2023 (6.34%) until 2030;

e Substantial intensification of wage
growth, official employment, and
social-labor guarantees. Thus, the share
of official employment in the Republic
of Uzbekistan is projected to increase
from 53.84% in 2023 to 100.00% hy
2030, representing an 85.72% increase.

The increase in indicator  values
recommended in accordance with the new
approach to HRM serves as HRM
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implications. Due to the comprehensive
implementation of the listed HRM measures,
it is forecasted that the quality of
organizational products in the Republic of
Uzbekistan will increase from 3.01 points in
2023 to 7.21 points by 2030, marking a
growth of 139.91%

Thus, the forecasted consequences for the
quality of organizational products in the
Republic of Uzbekistan are much more
favorable in the second scenario, which
involves HRM optimization. This scenario
provides a greater increase in the quality of
Uzbek organizations’ products and makes it
possible to avoid undesirable social
consequences in the form of unemployment
growth. Therefore, this scenario is preferable
for developing the labor market in the
Republic of Uzbekistan until 2030.

5. Discussion

The research contributes to the literature
related to HRM theory by bridging the gap

Table 4. Alternative approaches to HRM

in scientific knowledge. It examines quality
management and HRM as closely
intertwined managerial processes and reveals
previously unknown causal relationships
between them. The research explains how

applyingg  HRM  tools (i.e, talent
management, workforce adjustment, wage,
official employment, and social-labor
guarantees) influences the quality of
products in  organizations. It also
substantiates  that this influence s
significant.

In response to the research question posed,
the authors developed a new approach to
HRM aimed at enhancing the quality of the
organization’s  products. The author’s
approach explains how to best apply and
combine HRM tools to maximize the quality
of products in organizations. The features of
the developed approach are demonstrated in
Table 4 in contrast to existing approaches
that serve as alternatives.

Areas of
) . Proposed new
comparison of Existing approaches
approach
approaches
HRM target resuhGrowth in innovation CSR, §taff Labor productivity growth P_roduct quality
activity retention improvement
attracting and
discovering talent
Talent (Pakhomova et al., variabl variabl attracting and
management [2020; Sozinova et al., y y discovering talent
2023; Veselovsky et
al., 2018)
ob retention and
prowth (Galoyan unchanged or
Number of jobs variably Et.al" 2023; variably reduced number of
Hajduk, 2015; iobs
Osovtsev et al., J
2018)
growth of labor remuneration,
Wage, official off_lcllal en|1ployment, and growth of Igbor
employment, and _ _ social and labor guarantees rremuneration,
social and |E’lb0I’ variably variably  [(Inshakova & Solntsev, 2022;pfficial employment,
uarantees Klochko et al., 2016; and social and labor
g Shevyakova & Petrenko, guarantees
2018)
Source: Developed by the authors.
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According to Table 4, in confirmation of
Pakhomova et al. (2020), Sozinova et al.
(2023), Veselovsky et al. (2018), the
research proves that talent attraction and
development by organizations contribute to
the growth of their product quality.
Therefore, this HRM measure is included in
the proposed new approach.

In contrast to Galoyan et al. (2023), Hajduk
(2015), and Osovtsev et al. (2018), the
research justifies that maintaining and
increasing the number of jobs restrains the
growth of product quality and may even lead
to its decline in organizations. Instead, the
new HRM  approach  recommends
maintaining or reducing the number of jobs.

In confirmation of Inshakova and Solntsev
(2022), Klochko et al. (2016), and
Shevyakova and Petrenko (2018), the
research demonstrates that the growth of
wages, official employment, and social and
labor guarantees positively affect the quality
of organizations’ products. Consequently,
this measure has been added to the author’s
HRM approach.

Thus, the research supports and advances the
scientific discourse on product quality
management (Andalib & Mokhlis, 2020;
Aranha & Venkateswaran, 2020; Danish &
Esteves, 2023; Farida et al., 2021; Gambi et
al., 2022; Hui et al., 2023; Khdour et al.,
2021; Mohamed Imhmed Abuazoom et al.,
2019; Mohammed & Azeez, 2023; Najam et
al., 2022; Naqvi et al., 2022; Pai et al., 2021;
Papademetriou et al., 2022; Papademetriou
et al., 2023; Salas-Vallina et al., 2023;
Sharma & Kohli, 2023) and HRM
(Antonova & Kashevarova, 2022;
Arkhangelskaya et al., 2021; Bogoviz et al.,
2018; Lobova et al., 2021; Mayatskaya et al.,
2021), elevating this discourse to a new level
where these issues are studied in a systemic
correlation, enabling organizations to
respond more flexibly and adapt more
successfully to changes in the labor market.

6. Conclusion

Thus, the research yielded the following key
findings. Firstly, the research identified
patterns of labor market development — the
trend of increasing organizational product
quality as (1) talent management activity in
organizations rises, (2) unemployment rates
increase, (3) and official employment rates
rise.

Second, the authors identified the following
trends in the labor market of the Republic of
Uzbekistan in 2023 compared to 2020: (1)
the trend of increasing product quality; (2)
the trend of increasing talent attraction and
development activity; (3) the trend of
reducing the number of jobs; (4) and the
trend of wage growth, official employment,
and social and labor guarantees.

Third, the authors determined the prospects
for developing the labor market in the
Republic of Uzbekistan. It is substantiated
that under the “Other things being equal”
scenario (i.e., with the maintenance of
current labor market trends until 2030), the
quality of  products from  Uzbek
organizations will increase by 53.73%.
Adjusting labor market trends in the
Republic of Uzbekistan through HRM
optimization is forecasted to significantly
increase the quality of Uzbek organizations’
products (by 139.91%).

To implement the best scenario in the
Republic of Uzbekistan until 2030, the
authors proposed the following HRM
implications: (1) forced growth and
maximization of talent attraction and
development activity by 555.84%; (2)
maintaining the current number of jobs and
unemployment at the level of 2023 (6.34%);
(3) significant intensification of wage
growth, official employment, and social and
labor guarantees by 85.72%.

The main conclusion from the research
conducted is that the latest trends in the labor
market of the Republic of Uzbekistan
contribute to quality growth. However, for
the fullest realization of the potential for
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improving the quality of products from
Uzbek organizations, further adaptation of
HRM to these trends is necessary, for which
comprehensive recommendations of an
applied nature are proposed.

The theoretical significance of the obtained
results and the conclusions are expressed in
the detailed explanation and elaboration of
HRM’s contribution to the growth of
organizations® product quality and the
disclosure of the unique experience of the
Republic of Uzbekistan in enhancing the
quality of its products through HRM.

The practical significance of the compiled
forecast scenarios lies in revealing the
prospects for developing the labor market in
the Republic of Uzbekistan. The compiled
forecast  scenarios  demonstrated  the
contradiction of current trends in the labor
market in the Republic of Uzbekistan. On
the one hand, these trends support the
qulitative growth of products produced by
Uzbek organizations. On the other hand,
these trends are accompanied by negative
social consequences due to increased
unemployment.

The compiled optimization scenario will
make it possible to correct the trends in the
development of the labor market in the
Republic of Uzbekistan by improving HRM
practices in Uzbek organizations. This will
achieve a more pronounced qulitative growth
of  products produced by  Uzbek
organizations and avoid negative social
consequences by halting the growth of
unemployment at the 2023 level until 2030.

The managerial significance of the applied
developments lies in the fact that the
proposed HRM implications will enhance
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