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DEVELOPMENT OF HUMAN RESOURCES IN CIS COUNTRIES:
CHALLENGES AND SOLUTIONS

The analysis examines the challenges and solutions of human resources development in the Commonwealth
of the Independent States such as Russia, Belarus, Armenia, Moldova, Tajikistan, Kazakhstan, Azerbaijan,
Uzbekistan, and Kyrgyzstan. Notably, Kazakhstan is the richest county in central Asian due to its huge oil deposits
and the gas. Nonetheless, the nation still faces challenges in development of human resource. Importantly, CIS
was formed to facilitate cooperation across the member nations in political aspects, military and, more importantly,
economics. The research has been designed through a broad survey of organizations found in CIS countries to
determine the most common challenges faced in human resource development and develop appropriate solutions.
As informed by the literature review, the CIS countries can overcome human development challenges by adopting
various techniques and strategies used by developed economies worldwide, such as state intervention, social
awareness, vocational and education. Also, changes within organizations are essential aspects that influence the
development of human resources. As the global economy spreads, the CIS countries must prepare their human
resources potential to experience and overcome the challenges that come with the changes. To realize the full
potential of human resources in CIS countries, the member state should undertake the HRM initiative, such as
enhancing development and training practices in the educational system, primarily in the development, management
and direct-developing of new knowledge founded on information and communication technology.

Keywords: CIS Countries, CEO, HRM, Human Resources, economic growth, education, training practices,
labor market, investment, technology.
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JEL classification: J24, J41

Introduction. Development of Human Re-
sources in CIS Countries: Challenges and Solutions

One of the challenges and complex issues that
CIS countries and businesses experience is devel-
oping a human resource that is considered adequate,
modern, knowledge-based and competent. In every
phase that requires opening the economies, good
human resources are vital for nations transforming
centralized and closed economies into open econo-
mies. The successful transition for these countries is

hugely dependent on well, organized and informed
human resources [1]. In today’s world, new ways of
transacting business have emerged. Communication
mythologies, which together with demographic and
cultural changes, are considered the most vital aspects
that organizations and companies should consider
[2]. These issues are perceived as the most important
in the economy because they determine the perfor-
mance of human resources [3]. Most CIS countries
have opened their economies for foreign firms; the
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problem here is the ability of the local companies
to compete with others in the industry effectively.

As a result of the empirical evidence about
human resources development and challenges in
the Commonwealth of Independent States econo-
mies, the research intends to provide essential data
about most of these countries. The study focuses on
ascertaining the aspects that inform the level of cog-
nizance of the organizations in the Commonwealth
of the Independent States and the arisen necessi-
ty for new knowledge for employees required to
match the needs of the modern economic system.
In general, the exploration examines particular
factors such as specific sector development, long-
term employment and decision-making companies’
policies. The study is extensive on formulating
and evaluating labour market policy and the state
institutions involved with education.

Methodology. Qualitative and quantitative
methods are the two methodologies that facili-
tate research. In this study, the two methods are
jointly used. Quantitative research methodology
is achieved through questionnaires (survey) scale
and utilizes structured interviews or questionnaires
[4]. Furthermore, the method reaches more peo-
ple than qualitative research, although with less
information. Therefore, quantitative data cannot
generally provide detailed information about the
subject of the study. On the other side, qualitative
research concentrates on experiences, attitudes,
and behavior using focus groups, questionnaires,
and interviews. The primary data is gathered using
semi-structured questionnaires, and the researcher
compiled 15 questions that were presented to re-
spondents to provide feedback.

Further, the researcher used a random sam-
pling design to choose the participants in the study.
According to et al. 2014, random sampling is the
unadulterated method associated with sampling
probability, and the population is selected through a
random process. Therefore, the technique presents
individuals with equal chances of being chosen as
a participant. So, a sample of 19 organizations,
all from the CIS countries and located in various
major cities in the region, was taken. The respond-
ents are mainly individuals who hold managerial
and executive positions. Nineteen questionnaires
out of the total were distributed and were used for
research as well as analysis.

Literature Review. Several people view the
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development of human resources and the cost that
comes with its expense instead of investment. The
contemporary culture associated with realizing the
significance of human resource development ham-
pers several organizations to fix and improve their
awareness regarding the prominence of investments
in human evolution. According to Dawson 2012,
although technology is perceived as an essential
factor that influences growth, the fact remains that
human beings create values; even technology is the
result of human resources, knowledge or imagi-
nation. Therefore, the quality of human resources
and their knowledge unswervingly influences the
superiority of goods and services offered [5]. The
organizations should ensure their human capital
is exposed to continuous experience and access to
information and necessary skills to improve their
performance as the business and economic environ-
ment consistently change [6]. There exist numerous
strategies that organizations can implement in HR
development, including diverse learning programs
which are consistent with market requirements,
drafting policies that motivate employees to attend
and participate in training programs and much
more [7]. The best HR development strategies are
achievable if the affected countries understand their
problem and are willing to resolve those challenges.

Several authors and researchers have pub-
lished diverse statements related to human resource
development. Those concerned with human re-
source development have stated particular aspects
of professional practice that detail the development
practice of human capital and are mainly found in
three categories:

* The performance and added value

* The strategies and learning process

* The transformation and adaption of the new
universal requirement

According to Aswathappa 2007, the best strat-
egy to improve the performance of individuals
and groups is through a skillful human develop-
ment process, which is achieved by a variety of
learning and training programs to match the gap
requirements. Nedelkin et al. 2017 describe the
time spent and programs aimed at acquiring new
knowledge by staff and employees as a period in
which the organizations add experience; thus, being
ready to undergo potential changes resulting from
operation and growth in general. Bangdiwala et al.
2010 assert that HR development is a process with
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capabilities of improving and increasing employ-
ees’ knowledge, no matter the period. Further, the
satisfactory levels will also increase, as a result,
result in a motivated workforce. The study also
focuses on the challenges and the solutions to hu-
man resource development in CIS countries [8].
Main part. Results and Discussion. The re-
spondents were requested to provide information
about their total work experience and the engage-
ment duration; knowledge is necessary for the or-
ganization. Tablel demonstrates that out of the 19
respondents, ten have worked between 1-5 years

in the same organization representing 52%. At the
same time, 26% or 5 of the respondents indicated
that they had been in the organization for between
6-10 years. Whereas, 11%, two respondents have
worked for a sampled organization for 1-5 years or
16-20 years. The data collected reveals that none
of the respondents has over 20 years of working
experience with the same company. The analysis
demonstrates that most of the respondents are en-
gaged for a period ranging from one year to five
years, and as the years of services increase, the
number of respondents declines (Table 1).

Table 1
Number of years that respondents employed in the organization.
Years in service | Frequency | Percent (%)

1-5 10 52%

6-10 5 26%

11-15 2 11%

16-20 2 11%

Above 21 0 0%

Total 96 100,0

Most of the respondents, 8 out of 19 respond-
ents, representing 42%, are from Operational de-
partments. At the same time, the project department
attracted the least number of respondents, only
2. In comparison, three respondents representing
16% are from the finance department, which has
indicated the necessity of new knowledge related

to financial systems available in CIS countries.
Further, the data shows Audit/HR department had
a total of 6 respondents representing 31%; this re-
veals the importance of persons with knowledge
associated with human management and organi-
zational behavior (Table 2).

Table 2
Departments giving the information within the companies*
Department Frequency | Percent (%)
project 8 42%
Finance 3 16%
Operations 8 42%
Audit/Human Resource 6 31%

* The results illustrate that majority of the workforce in CIS
countries are below 45 years, making 90% of the respondents.
To be more specific, the research findings show the majority of

them are between 25-40 years.

Figure 1, Age of respondents

. 90%

W Above 45

BBelow 45

Figure 1. Education System
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The major challenge that appears to face CIS
countries in developing human resources seems to
be the education system. The absence of practical
knowledge in most of the CIS countries is ham-
pering economic growth. The education system
presented to students in these nations is hugely
hypothetical since it lacks the aspect of practicality.
According to Budhwar et al. 2004, experience is
considered as the detail of knowledge. The aspect
is as well shown in Armenia, where the majority
of the respondents (85%) who confirm are not
ready or have not taken responsibility in their first
employment because of the absence of practical
knowledge [9]. Hence, they all require practical
training in order to commit to the duties on the job
assigned. According to Martin, 2006, to develop
more knowledgeable HR, education is a central
aspect, and they must incorporate practical aspect
jointly with theoretical elements.

Training and Promote Development for
Current Personnel

The training often offered to employees in
most CIS countries comes in two kinds: off-job and
job training. According to McBride et al., 2002, off-
job training was seen as ineffective compared to
on job training. The employees have to participate
in special training programs designed according
to the employee requirements. Providing contin-

uous learning opportunities to employees is the
best way to develop human capital. Even though
organizations conduct training for their workforce,
it cannot be enough considering the technological
advancements [10]. Consequently, lack of con-
tinuous learning makes employees to experience
challenges in meeting the needs of technological
changes, which should be a consistent process [11].
Lack of Funds Dedicated to Staff Development
Understanding the businesses challenges that
non-profit organizations face in the current environ-
ment created by the Covid-19 pandemic; enhances
the comprehension on why most organizations
are reducing finance allocation to human resource
development. Since most of the firms in CIS coun-
tries are small in size and small scale hence limited
income, these companies’ financial plan does not
allow them to allocate a massive sum of money to
develop human resources.
Decision-making in Organizations about HRM
Although most people understand that human
resources department is responsible for making
decisions associated with human capital, in CIS
countries, the decision organ in most companies lies
in the hand of the owner or CEO (71%)), followed
by department managers at 16% and production
managers at around 15%.

Table 3

Decision-making in organizations

Department

Percent (%)

Production managers

15°%

Department managers

16%

CEO or owner

71"%

Most of the respondents examine the signifi-
cance of the development and training of employ-
ees. Many organizations, especially in the private
sector, lack appropriate policies geared to devel-
opment and training.

Conclusion. As demonstrated by the research
findings, CIS countries experience several chal-
lenges associated with human resource develop-
ment. The respondents noted the need to develop
appropriate training systems such as the developed
economy like the USA and the United Kingdom.
The recommended solutions to CIS countries' chal-
lenges include developing modern and focused
education and training systems for all levels of
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the organization. There is a need to incorporate
practical aspects to complement the theoretical
part in the training. Secondly, HRM should ac-
tively be involved in the development of strategies
for institutions from the initial stage. Further, to
address recruitment challenges, there is a need
for the adoption of modern approaches and meth-
odologies on the selection of staff. Team member
satisfaction is another issue that appears to hinder
the development of human resources in most coun-
tries; therefore, modern methods and techniques of
performance appraisal and team member satisfac-
tion are a good remedy.
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A.T. TamenoBa, P. AbpamoB, I.A. PaiixanoBa, A.T. /KanceiitoB

TMJ EJIEPTH/IE ATAMU PECYPCTAPIBI IAMBITY:
ITPOBJIEMAJIAP MEH INELITM/IEP

AHJaaTna

Tannayna Peceit, benapycs, Apmenus, MongoBa, Toxikcran, Kazakcran, O3ipOaiikan, O30€KcTaH XKoHE
Kpipreizctan cusikTsl Toyenciz MemnekeTrtep JloCcTaCTHIFBIHA aJaMU PECYPCTapIbl JAMBITY CalachIHAAFbI IPO-
Onemayiap MeH IIenrimMaep KapacTeipbuiansl. Kazakcran o3iHiH ipi MyHal jkoHE ra3 K€H OpBIHAAPHI apKachIHIA
Optanbik A3usiiarsl eH 0ail e OonbIn TaOblmaabl. Amalina, KasakcTan agaM pecypcTapblH JaMbITyAa dJli Jie
KUBIHIBIKTapFa Tan 6oyasl. TM/] mytie enmep apachIHAAFBI CasiCH, 9CKEPH JKOHE €H 0aCTBHICHI SKOHOMUKAIIBIK
acIeKTiJeperi bIHTBIMAKTACTBIKKA JKOpAEMISCY YIIiH KYPBUIFAHBIH aTal oTKeH JXoH. 3epTTey ajaM pecypcra-
PBIH TaMBITY CallaChIHJA Ui Ke3IeCETiH mpobieManap/ bl aHBIKTAY KOHE THICTI IIeTiMICPIl 931pJiey MaKCaThIH-
na TMJI ennepinae opHamackaH YIUBIMIApIbIH KEH ayKbIMIBI cayaTHaMachl HeTi3iHae a3ipaeHmi. Oneduerrepai
moyaH kepiHin typrangait, TMJI engepi MEMJIEKETTIH apanacysl, SJIEYMETTIiK XabapaapibiK, KociOn TaibIHIBIK
JKoHe OiTiM Oepy CUSKTHI dNieMeTi JaMbIFaH SKOHOMHKAIAp KOJJaHATEIH dPTYPIIi 9AiCTep MEH CTpaTerusiapapl
KOJIJIaHa OTBIPHII, aIaMH AaMy TpodiaeManapbiH skeHe anaasl. COHbIMEH KaTap, YHBIM IIIiHAETI e3repicTep agam
peCYpCTapbIH NaMBITYFa dcep €TEeTiH MaHbI3/bI acTekTisiep 600bim Tadbutaapl. JKahaHabIK SKOHOMUKAHBIH Tapa-
mybiHa Kapaii TM /] ennepi e3repictepre 6aliaHbICTBI TYBIHIAWTHIH TPOOIEMaIapabl 0acTaH Keulipy sKoHe eHce-
Py YIIiH ©3iHiH KaApibIK dJeyeTiH Aaibiaaayra tuic. TM]L ennepinaeri agam pecypcTapbIHBIH QJICYyeTiH TOJBIK
iCKe achIpy YIIiH MYIIIe MEMJIEKET MIEPCOHAIIBI OacKapy canxachbiHaa, OipiHII Ke3eKTe aKmapaTThIK-KOMMYHHUKa-
[USITBIK TEXHOJIOTHsIIApFa HET13eNTeH )kaHa O1TiMaep i a3ipiey, backapy »oHe TiKelel urepy caiachiHua OitiM
Oepy XKyHeciHIeT1 1aMy >KOHE OKBITY ITPAKTHKACBIH KEHEHTY CUSKTHI 0acTaMa KaObUIIaybl KaKeT.

A.T. TamenoBa, P. AbpamoB, I.A. PaiixanoBa, A.T. /KanceiitoB

PABBUTHUE YEJIOBEYECKHX PECYPCOB B CTPAHAX CHI:
MPOBJIEMbI U PEITEHUSL

AHHOTaIUSA

B ananmze paccmarpuBaroTcsl IpoOJIEMBI M PEIICHHsT B 00JaCTH Pa3BUTHS YEJIOBEUECKUX pecypcoB B He-
3aBucuMbIX Tocynapcers, Takux kak Poccus, benapycs, Apmenus, Monnosa, Tamxukucran, Kazaxcran, Azep-
Oaitykan, Y30ekuctan M Keipreiscran. IIpumeuarensHo, uto Kasaxcran siBiseTcs camoil GoraTtoil cTpaHoi
B LlenTpanbHOi A3uu Garogapsi CBOMM OrPOMHBIM MECTOPOXKICHUSIM He(TH U ra3a. Tem He MeHee, Kazaxcran
MO-TIPEKHEMY CTAJIKUBAETCs ¢ Mpo0JieMaMy B Pa3BUTHH YEJIOBEUECKHX pecypcoB. BaskHo ormeruts, yro CHI'
OBbUIO CO3JaHO JUISl COACHCTBUS COTPYAHUYECTBY MEXy CTpaHAMHU-YWICHAMH B ITOJUTHYECKUX, BOCHHBIX H, YTO
Oosee BayKHO, JKOHOMHUECKHX acrekrax. VceaenoBanue Ob110 pa3paboTaHO Ha OCHOBE OIIPOCa PECHOHICHTAMH
opraHu3alyi, pacronoxeHHsIx B crpanax CHI, ¢ uenbio onpenenenus Hanbonee pacupoCTpaHEHHBIX IPOOIIEM,
C KOTOPBIMHU CTaJIKHMBAIOTCSI B 00JIACTH Pa3BUTHS YEJIOBEUECKHX PECYPCOB, U pa3pab0TKN COOTBETCTBYIOLIMX pe-
menni. Kak cnenyer uz 063opa smreparypsl, ctpansl CHI' MmoryT npeogosnets mpoOiieMbl B 001aCTH pa3BUTHS
4eJI0BEYEeCKOro MOTEHIMAaNa, IPUHAB PA3INYHbIE METOABI U CTPATETUH, UCIOIb3YEMbIE PA3BUTBIMU IKOHOMUKA-
MH BO BCEM MHpE, TaKHe KaK rocyJapCTBEHHOE BMELIATEIbCTBO, COLMANIbHAS OCBEIOMIIEHHOCTD, TPO(eccro-
HaJIbHasI TOJrOTOBKa ¥ 0Opa3oBanue. Kpome Toro, n3MeHEHHsI BHYTPH OpraHU3alyi SBISIOTCS BAXKHBIMHU aclleK-
TaMH, BIMSIOIMMY Ha pa3BUTHE YeJIOBEUECKHX pecypcoB. I1o Mepe pacnpocTpaHeHHs III00aIbHON SKOHOMHUKN
ctpanbl CHI' 1O/mKHBI HOATOTOBUTH CBOM KaJpOBBIN MOTEHIMAT K TOMY, YTOOBI MCIIBITaTh U MPEOJOJIETh IPO-
611eMbl, BO3HHMKAIOIUE B CBA3M C M3MECHEHMAMHU. J{J1s1 TIOJIHOH peanu3aniy NOTeHIMala YeI0BEYECKUX PECYPCOB
B crpanax CHI" rocynmapctBy-uieHy ciienyeT NpeANnpUHATh MHUIMATUBY B OOJIACTH YIPaBJICHUS IIEPCOHAIIOM,
TaKyI0 KaK pacliMpeHne MPaKTUKKU Pa3BUTHS U 00yUYEeHUs B cHCTeMe 00pa3oBaHUs, B IEPBYIO oYepeb B 00nacTu
pa3paboTKu, yIpaBIeHHUs ¥ HEMOCPEICTBEHHOTO OCBOCHHS HOBBIX 3HAHWI, OCHOBaHHBIX Ha MH(OPMAIOHHO-
KOMMYHUKAI[HOHHBIX TEXHOJIOTHAX.
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