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Abstract. This study explores civil servants’ perceptions of human resource
management (HRM) practices in Kazakhstan, focusing on five key areas: employee
engagement, incentives and rewards, career development, workforce management,
and recruitment processes. Although recent reforms in Kazakhstan have highlighted
meritocracy and professionalisation, there is limited empirical evidence on
how employees experience these changes, especially in transitional public
administration settings. The novelty of this study resides in its empirical evaluation
of HRM practices through employee perceptions, providing insights from a post-
Soviet governance environment that is underrepresented in existing research. The
research is based on a survey of 105 civil servants working in central government
agencies, local executive bodies, and territorial divisions. Data were analysed using
SPSS, employing descriptive statistics, non-parametric tests, ANOVA, correlation,
and regression analysis. The results reveal a complex pattern. No significant
differences were found across gender, job position, or institutional type in key
HRM areas, indicating a certain level of formal standardisation in HR practices.
However, a strong positive relationship between employee engagement and career
development confirms the importance of participatory HRM practices. At the same
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time, an unexpected positive correlation between perceptions of workload fairness
and transfer intentions suggests that procedural fairness alone is not enough to
retain staff when dissatisfaction with salary and limited career advancement persist.
This highlights a significant gap between formal HR reforms and actual employee
experiences. The study contributes to the literature by extending HRM research
into transitional governance contexts and offers practical recommendations for
strengthening civil service systems through better compensation, participatory
practices, and transparent recruitment.
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AnnoTtauus. byn zeprrey Kazakcrannarbl MEMJIEKETTIK KBI3METLIIEPAIH aJaM
pecypcrapeia 6ackapy (HRM) ToxipubenepiHe KaThICThI KaOBUIIAYBIH TaJAH TbI
XoHe Oec Heri3ri enmieMre Haszap ayJapaabl: KbI3METKEpJIEpHiH TapThUIyHI,
BIHTANAHABIPY JKOHE MapararTay, MaHCaNTBIK JaMy, KaJpJbIK KypaMmasl Oackapy
XoHe ipikTey pocimaepi. Kaszakcranma >kypri3imin »aTkaH COHFBI pedopmainap
MEPUTOKPATHsI MEH KOCiOWJIEHAIpY KaruaarTapbliHa OachIMIBIK OepreHiMeH, Oyl
pedopManapaslH KbI3METKEpJIep TapanblHaH Kajlai KaObUINaHATBIHBI KOHIHIETI
SAMIUPUKAIIBIK JICPEKTEP, dcipece OTIeN MEMIICKETTIK 0acKapy *araaibiHaa, i
Jie JKETKUTIKCI3 3epTTenreH. 3epTTeyaid FeUIbIME KaHabiFbl — HRM taxkipubenepin
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KbI3METKEPJIEPAiH KaObUIAAaybl apKbUIBl SMIIMPUKANBIK TYPFBIAAH Oarasaysl
KOHE FBUIBIMU ofe0HeTTe JKETKUIIKTI KaMTbUIMaraH IOCTKEHECTiK OacKapy
OpTachkl Typasbl jkKaHa TYCIHIKTED YCHIHYBIHIA. 3epTTey OPTalbIK MEMIIEKETTIK
opranjapza, KepTilikTi aTKapyIlbl Opragaapiaa >KoHe ayMaKThIK OeliMInenepae
KYMBIC icTedTiH 105 MEMIIEKeTTIK KhI3METIIHIH cayajTHaMachblHa HeETi37eNTeH.
Hepexrep SPSS 6armapnamach! apKbUTBI CHITATTaAMAaIIBIK CTaTHCTHKA, TApAMETPIIK
emec tectrep, ANOVA, KOppesIIMsIIbIK KOHE PErPecCHsUIBIK Tajaay oAicTepiH
KOJlZIaHa OTBIpbIN eHjendi. HoTmwxkenep Kypaem xoHe Oipkenki emec YpAicTi
koepcerti. HRM-HiH Heri3ri emmemjepi OOWBIHINA JKBIHBIC, Jlaya3blM HeMece
MEKeMe TypiHe OalIaHBICTHI MOHI aWbIPMAITBUIBIKTAP aHBIKTaIManel, 0yi1 HR
ToXiIpuOenepiHiy oenrim Oip neHrewme GopMalasl CTaHIAPTTAFAHBIH KOPCETE/I.
CoHbIMEH KaTap, KbI3METKEpJIEpIiH TapTbUIybl MEH MAaHCANTHIK AaMy apachblHIa
KyITi oH OainaHeic aHBIKTaJbIN, Oaprucunatueri HRM  toxipubenepinin
MaHBI3ABUTBIFBIH pacTanbl. COHbIMEH Oipre, KYMBIC JKYKTEMECIHIH 9IUIIIrT MeH
aybICy HAETI apachIHAAFbl KYTIIETeH OH OalIaHbIC )KaTaKbIFa KaHAFaTTaHOAY ITBUTBIK
IIeH MaHCANTBIK 6CYy MYMKIHIIKTEPiHIH MIEKTEYIIri >KaFmalblHIa TEK POCIMIIK
OMUIETTUTIKTIH KBI3METKEPJIEP/i YCTall KalyFa JKeTKUTIKCi3 eKeHiH KepceTTi. by
HoTmke dopmanasl HR pedopmanap MeH KpI3MeTKeplep/iH HaKThl TIxKipuOeci
apachIHAAFbl MAaHBI3ABl ANIAKTHIKTH aiiKpiHAaiaAbl. 3eprrey HRM canacsiamarsl
FBUIBIMU 9JIcOMETTI oTmeni 0ackapy KOHTEKCIHE KCHEHTIN, MEMIICKETTIK KhI3MET
KYHECIH JKeTijmipyre OaFbITTalfaH MPAaKTUKANBIK YCBIHBICTap Oepeni, arar
alTKaHIa eHOEKaKbl )KYWECIH XKEeTUIMIPY, KbI3METKEPIIEPIl TapTy ToxipuOenepin
JIAMBITY KOHE 1pIKTEy pociMIepiHiH alIbIKTHIFEIH KAMTaMacChI3 eTYy.

Tyiiin ce3nep: agam pecypcrapsiH Oackapy (HRM), memnexerTik Kpl3MeT
pedopmMacel, KbI3METKEpJIEpAi TapTy, MAHCANTHIK Ocy, €HOCKAKbIFa KaHaraTTaHy,
MEePCOHAJIIBI YCTAIl Kaly, OTIeli 0ackapy
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AHHoOTanms. J[aHHOE HCcCIeI0BaHUE aHATU3UPYET BOCIPHUATHE TOCYNapCTBEH-
HBIMH CIY’KalllIMH TIPAaKTHUK yTpaBieHus deioBedeckumu pecypcamu (HRM) B
Kazaxcrane, cocpeoraunBasich Ha MATH KIIOYEBBIX U3MEPEHUSIX: BOBICUEHHOCTh
COTPYIHHUKOB, CTUMYJIBI M BO3HArpakJI€HHs, KapbepHOE pPa3BHUTHE, YIIPaBICHUE
MepPCOHAJIOM M TpoLeAypsl Mmoadopa kaapoB. HecMoTps Ha To 4TO mocneaHue
pedopmel B Kazaxcrane opHeHTHpPOBaHBI HA MEPUTOKPATHIO W MPOodeCcCHOHATH-
3aIliI0, SMIMPUYECKUE JaHHBIE O TOM, KaK 3TH pe(opMbl BOCIPHHUMAIOTCS CO-
TPYOHHKAaMH, OCTAOTCSl OTPaHUYEHHBIMH, OCOOCHHO B YCIIOBHSIX IEPEXOIHOTO
rOCYIapCTBEHHOTO yIpaBiieHUs. HaydHas HOBU3HA HCCIIEJOBAaHUS 3aKII0YacTCs B
sMmnupudeckor oneHke npaktuk HRM depes npusmy BoCHpUATHS COTPYIHUKOB,
YTO MO3BOJSET MOJYYUTh HOBBIE MPEJCTABICHUSA O TIOCTCOBETCKOM yIpaBlleHYe-
CKOM cpeJle, HEJOCTaTOUYHO OTPaXEHHOUW B HaydyHOM Jmreparype. HMccienosanue
OocHOBaHO Ha ompoce 105 rocymapcTBEHHBIX CIy)KallMX, paOOTaIOUIMX B IIEH-
TPaJIBHBIX TOCYapCTBEHHBIX OPraHaX, MECTHBIX MCIIOJIHUTENBHBIX OpraHax U Tep-
PUTOpHANTBHBIX MOApa3aeicHusX. JlaHHble ObUTH MPOaHATM3UPOBAHBI C UCTIONIB30-
BaHMeM nporpammbl SPSS ¢ nmpuMeHeHueM omnucaTelbHOM CTaTUCTUKH, Hemapa-
MeTrpuyeckux TectoB, ANOVA, KOppemsiHOHHOTO M PErpecCHOHHOTO aHalIH3a.
[TomyueHHBIE pE3yNbTaThl IEMOHCTPUPYIOT CIOKHYIO U HEOJHO3HAYHYIO KapTHHY.
3HAYMMBIX Pa3TUYHAN 10 MOy, JODKHOCTHOMY YPOBHIO UM TUITYy YUPEKACHUS B
KIToueBbIX u3Mepennsax HRM BbIABICHO HE OBLIO, UTO CBHIETEIBCTBYET O HEKO-
TOpoi (popMaNTbHOM CTaHTAPTHU3AIMH TIPAKTUK YIIPABIICHUS TIepCcOHANIOM. B TO ke
BpeMsI BBISIBIIEHA CUJIbHAS TIOJIOKUTEIbHAS CBSI3b MEXAY BOBICUEHHOCTBIO COTPY/I-
HUKOB M KapbepHBIM Pa3BUTHEM, YTO MOATBEPIKIAET BAKHOCTh MAPTUCUIIATUBHBIX
npaktuk HRM. OgHOBpeMeHHO OOHapykKeHa HeOKHIaHHASI TIOJIOKUTENbHAS KOP-
PeSIHs MKy CIIPaBEATHUBOCTBIO paclpeneneHus paboueil Harpy3Ku U Hamepe-
HUEM NIEPEUTH B IpyTHe OPTaHU3alliH, YTO YKa3bIBACT HA HEAOCTATOYHOCTh OJHON
JIUIIB MPOLEAYPHON CIPAaBEUIMBOCTH A yAEpKAHUA COTPYAHHUKOB B YCIIOBHUSIX
COXPAHSIOLIETOCS HENOBOIBCTBA YPOBHEM OIUIATHI TPpyJda W OIPaHUYEHHBIX BO3-
MOXKHOCTEH KapbepHOro pocTa. JlaHHBIN Pe3yibTaT NOAYEPKUBAET CYIIECTBEHHBIA
paspbiB Mexay ¢opmanabHbIMH pedopmamMu HR u peanbHBIM ONBITOM COTPYIHU-
KOB. VMccnenmoBanne BHOCUT BKJIAJA B Pa3BUTHE HAYYHOH JINTEPATypbl, PACIIHPSS
aHann3 HRM Ha KOHTEKCTBI TepeX0IHOr0 roCcyJapCTBEHHOTO YIIPABJIEHNUS, 8 TAKKe
IpeuIaracT NPakTHIeCKUE PEKOMEHIAIUH 110 COBEPIIEHCTBOBAHUIO CUCTEMBI I'0-
CYZIapCTBEHHOM CITyOBbl, BKIIIOYas! YJIy4IlIEeHHE CHUCTEMBI OIIAaThI TPy/a, pa3BUTHE
MapTUCUNIATUBHBIX PAKTHK U 00eCIeYeHre MPO3PaYHOCTH IPOLEAyp Moadopa Ka-
IpOB.

KiroueBble ciioBa: ynpasneHue yenaoBeueckumu pecypcamu (HRM), pedopma
rOCYapCTBEHHOH CIIy>KObI, BOBJICUEHHE COTPYAHHUKOB, KAPbEPHBIM POCT, YIOBIET-
BOPEHHOCTH OIUIATOM TPyAQ, yAEp:KaHUE NIEPCOHANA, IEPEXOJHOE YIIPABICHHE

Introduction. For decades, human resource management has been recognised
as a fundamental element of organisational success, as the sustainability and growth
of institutions largely depend on the efficiency and productivity of their workforce.
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To achieve and maintain a competitive advantage, organisations must not only
leverage but also strategically deploy their human capital (Dessler, 2024). Human
resource management (HR) practices play a central role in this endeavour, as they
create a unique and inimitable source of advantage through employees (Balgovind,
2007; Jena and Pradhan, 2014). Consequently, sound HR policies and practices
serve as critical drivers of productivity and development (Hallberg and Schaufeli,
2006; Paul and Anantharaman, 2003). Numerous studies consistently emphasise
the key role of human resource management (HRM) in ensuring organisational
success and employee performance (Condrey, 1995; Huselid, 1995; Koys, 2001).
However, most of this research on the links between HR practices, organisational
performance and employee attitudes has focused on the Western context (Delaney
and Huselid, 1996; Huselid, 1995; Katou and Budvar, 2007; Ouabi et al., 2024),
with relatively limited attention to developing and transition economies, including
Kazakhstan.

In Kazakhstan, human resource management (HRM) reforms are systematically
embedded through flagship initiatives such as the National Plan "100 Concrete
Steps" and the long-term Strategy "Kazakhstan 2050," which highlight meritocracy,
professionalisation, and performance-based pay in the public sector (Aliyeva,
2017). Moreover, the government has implemented structured HR performance
assessment mechanisms based on international standards, such as the Canadian
Management Accountability Framework (CMAF) and the European Common
Assessment Framework (ECAF). These mechanisms evaluate key areas, including
staff turnover, training, promotion opportunities, workload distribution, and
corruption prevention, and incorporate employee surveys to gauge perceptions of
engagement, fairness, and satisfaction.

Globally, there is strong empirical evidence that HR practices significantly
influence employee attitudes, especially regarding engagement, satisfaction, and
retention. Research conducted in public sector organisations (PSOs) shows that
HR practices are positively linked to job satisfaction, with employee engagement
serving as a mediator in this relationship (Pradhan, Dash and Jena, 2017). Engaged
employees are more likely to see their organisations as supportive, respond with
greater motivation, and demonstrate loyalty and productivity. Although such
evidence is increasingly compelling internationally, the situation in Central Asia
remains relatively understudied, leaving a substantial gap in understanding how
public servants perceive and evaluate HR reforms.

This study aims to fill this gap by exploring the perceptions of human resource
management (HRM) practices among 105 civil servants working in central
government agencies, local government bodies (akimats), and territorial divisions
in Kazakhstan. The survey instrument, adapted from national and international
HRM assessment frameworks, covers five thematic areas: engagement, incentives
and rewards, career development, human resource management, and personnel
selection. By analysing these areas, the study aims to identify both the strengths and
weaknesses of HRM implementation from the perspective of civil servants, thereby
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contributing to the ongoing debate on how HRM reforms influence employee
satisfaction and organisational performance in transitional public administration.

Despite Kazakhstan's significant progress in modernizing the civil service
and embedding meritocratic principles in HR policy, significant challenges
remain in translating these reforms into the actual experiences of employees.
Previous assessments have identified persistent issues, including high turnover,
dissatisfaction with salary levels, uneven workload distribution, and limited
career advancement opportunities (Aliyeva, 2017). While international research
consistently demonstrates that effective HR practices combined with employee
engagement improve job satisfaction and retention (Pradhan et al., 2017), empirical
confirmation of this dynamic in Kazakhstan remains rare. In the absence of such
evidence, HR reforms risk becoming mere procedural compliance rather than
addressing the deeper motivational and developmental needs of civil servants.

In light of the identified research gap, this study aims to offer a comprehensive
analysis of civil servants’ perceptions of human resource management (HRM)
practices in Kazakhstan. Specifically, the study seeks to evaluate how HRM practices
are viewed across five key dimensions, including employee engagement, incentives
and rewards, career development, workforce management, and recruitment
processes. Furthermore, the research investigates whether these perceptions vary
according to demographic and institutional characteristics, such as gender, job
position, and type of government agency. Particular attention is given to analysing
the relationships between employee engagement, career development opportunities,
perceived workload fairness, and intentions to transfer, to better understand the
underlying mechanisms influencing employee attitudes and retention within the
civil service. By addressing these aspects, the study aims to generate empirically
grounded insights that can inform both academic debates and policy reforms in
transitional public administration contexts.

To fulfil the stated objectives, the following research hypotheses were formulated:

HI1. Gender and Employee Engagement

Hypothesis: Male employees report greater levels of employee engagement than
female employees.

H2. Position Level and Salary Adequacy

Hypothesis: Employees in higher positions (middle and senior management)
report greater satisfaction with salary adequacy than rank-and-file employees.

H3. Type of Government Agency and Trust in the Recruitment System

Hypothesis: Employees working in central government agencies exhibit higher
levels of trust in the recruitment system than employees in local government
agencies or territorial divisions.

H4. Employee Engagement and Career Advancement

Hypothesis: Employees with greater engagement report increased satisfaction
with career advancement opportunities.

H5. Workload Fairness and Transfer Intention

Hypothesis: Employees who perceive a fair workload are less likely to report an
intention to transfer.

o
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Literature Review. Human resource management (HRM) has long been viewed
as a strategic tool for enhancing organisational performance, as its practices directly
impact employee attitudes, engagement, and job satisfaction (Price, 2004; Huselid,
1995). Fundamental research highlights that HRM not only ensures the effective
utilisation of human capital but also generates unique, inimitable advantages that
are difficult for competitors to replicate (Balgovind, 2007; Hallberg and Schaufeli,
2006). Consequently, well-designed HRM plays a vital role in motivating
employees, boosting satisfaction, and maintaining retention in both the private and
public sectors (Paul and Anantharaman, 2003; Koys, 2001).

Extensive international research has examined the links between HR practices
and job satisfaction, often emphasising employee engagement as a key mediating
factor. Pradhan, Dash, and Jena (2017) found that in Indian public sector enterprises,
HR practices such as career development opportunities, training, and participation
in decision-making were positively related to job satisfaction, with employee
engagement acting as a significant mediator. This aligns with social exchange
theory (Blau, 1964), which suggests that when organisations invest in supportive
HR practices, employees reciprocate through increased engagement, commitment,
and satisfaction. Similar findings have been documented in Western contexts, where
HR practices have consistently been associated with positive employee outcomes,
including workplace trust, motivation, and lower turnover rates (Delaney and
Huselid, 1996; Gould-Williams, 2003; Katu and Budvar, 2007).

In the public sector, job satisfaction is especially important because it influences
employee retention, productivity, and the quality of services delivered. Research
shows that HR practices in public organisations improve staff morale and
performance, challenging old stereotypes of passivity and indifference among public
servants (Linna et al., 2010; Kim, 2010). For example, Steyn (2004) found that
Dutch public sector employees who viewed HR practices positively experienced
higher job satisfaction, while Gould-Williams (2003) highlighted the significance
of HR policies in building trust and boosting the performance of local government
in the United Kingdom. These studies demonstrate that effective HR systems in the
public sector can turn institutional reforms into tangible benefits for employees.

Gender differences in work experiences have long been acknowledged in HRM
research. Studies show that men and women often view engagement, participation,
and recognition differently due to structural and cultural influences (Jeet and
Sayeeduzzafar, 2014). In many public sectors, men have historically had greater
access to decision-making and leadership roles, which may enhance their sense
of engagement. Pradhan et al. (2017) demonstrated that HR practices encouraging
participation in decision-making and employee voice significantly boost
engagement and job satisfaction; however, these effects may not be experienced
equally across genders. International research indicates that women often report
lower satisfaction with engagement because of barriers such as underrepresentation
in leadership and unequal access to career opportunities (Vu et al. 2025). Therefore,
it is reasonable to suggest that male employees are more likely to perceive higher
levels of engagement than their female counterparts.
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Compensation is consistently recognised as a vital factor in job satisfaction.
Employees in management positions not only earn higher salaries but also express
stronger perceptions of pay fairness and adequacy (Khan, 2010). Pradhan et al.
(2017) emphasise that HR practices, such as promotions and job security, contribute
to employee satisfaction by linking pay and recognition to employee contributions.
In hierarchical public organisations, job level significantly influences perceptions
of pay. Research in the banking and manufacturing sectors similarly indicates
that managers and supervisors report higher pay satisfaction than rank-and-file
employees (Jeet and Sayeeduzzafar, 2014). In the civil service, where pay scales
are formalised, mid- and senior-level employees often receive additional benefits,
prestige, and security, which strengthen perceptions of adequacy. This body of
evidence supports the view that employees in management roles tend to report
greater satisfaction with pay adequacy.

Trust in recruitment processes reflects employees' perceptions of fairness,
transparency, and meritocracy in HR practices. Pradhan et al. (2017) note that
HR policies signal an organisational commitment to fairness and competence,
which increases engagement and satisfaction. International studies of public sector
organisations confirm that transparent recruitment promotes trust and productivity
in the workplace (Gould-Williams, 2003; Steijn, 2004). In Kazakhstan, reforms
have emphasised merit-based recruitment, particularly in central government
agencies (Aliyeva, 2017). However, local executive bodies and territorial divisions
may face challenges such as resource constraints and local patronage, which
can reduce employee trust in HR practices. Previous research on organisational
justice and HR management effectiveness suggests that trust levels are higher in
organisations with more standardised and formalised HR procedures (Cropanzano
and Mitchell, 2005). Therefore, employees of central government agencies are
expected to demonstrate higher confidence in hiring compared to their colleagues
in local or territorial institutions.

Employee engagement is a crucial predictor of career satisfaction. When
individuals feel that their opinions are valued and that they are involved in
organisational decision-making, they are more likely to see opportunities for career
progression (Razieh Hashemi, 2025). Pradhan et al. (2017) empirically demonstrated
that HR practices that enhance employee engagement and participation significantly
impact both engagement and job satisfaction. Social exchange theory (Blau, 1964)
suggests that employees reciprocate organisational support by becoming more
committed and motivated, which in turn creates pathways for career advancement.
Research across various sectors confirms that engagement fosters a stronger sense of
ownership and alignment with organisational goals, thereby improving employees'
perceptions of growth opportunities (Suhail et al., 2025). Consequently, increased
employee engagement is expected to be positively associated with satisfaction
regarding career development.

Workload fairness is closely linked to perceived organisational justice, which
significantly affects employee retention and intentions to leave. Pradhan et al. (2017)
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emphasise that fair HR practices, such as equal task distribution and recognition,
enhance engagement and satisfaction, thereby reducing turnover. Research
indicates that when employees perceive their workload as fair, they are less likely
to seek transfers or resign (Shore and Wayne, 1993; Ram and Prabhakar, 2011).
Conversely, uneven workload distribution can cause dissatisfaction, disengagement,
and higher intentions to leave. Empirical studies within the public sector confirm
that workload fairness is a vital factor in fostering loyalty and lowering turnover
intentions (Linna et al., 2010). Therefore, perceived fairness in workload allocation
is inversely related to turnover intentions.

Although there is significant international research showing that HRM practices
positively influence employee engagement, satisfaction, and retention, several
key limitations still exist. First, most studies are focused on Western or highly
institutionalised public sector contexts where governance systems, organisational
cultures, and incentive structures differ greatly from those in transitional or post-
Soviet environments. Consequently, the relevance of these findings to countries
like Kazakhstan remains uncertain. Second, while many studies highlight the
importance of specific HRM practices such as compensation, career development,
or participation in decision-making, they often examine these in isolation, ignoring
potential interactions and conflicts between them. For instance, although workload
fairness is generally linked to greater retention, recent evidence indicates that this
may not apply in settings where other motivational factors, such as dissatisfaction
with salaries or limited career advancement, are still problematic.

Furthermore, existing research often depends on formal policy analysis or
organisational-level indicators, paying insufficient attention to how HRM practices
are actually perceived and experienced by employees. This creates a gap between
the intended outcomes of HR reforms and their real-world effects on employee
attitudes and behaviour. In the context of Kazakhstan, where civil service reforms
have emphasised meritocracy and standardisation, empirical studies examining
employee perceptions are still limited. Consequently, there is a clear need for
research that not only assesses HRM practices across multiple dimensions but
also critically explores how these practices interact and affect employee outcomes
in a transitional governance setting. This study addresses this gap by offering an
integrated, perception-based analysis of HRM practices in Kazakhstan’s civil
service.

Methodology. Data for this study were collected through a structured survey
designed to evaluate civil servants' perceptions of human resource management
practices within government agencies. The instrument was adapted from existing
civil service assessment systems and included several items organised into thematic
categories. Each item was rated on a five-point Likert scale ranging from 1 ("strongly
disagree") to 5 ("strongly agree"). The survey investigated five key aspects of human
resource management practices. The first aspect, engagement, measured how
involved employees are in the organisation, including their understanding of work
goals, their perception that their opinions are considered in decision-making, and
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reports of positive relationships with colleagues. The second aspect, incentives and
rewards, assessed perceptions of recognition and compensation systems, including
the effectiveness of non-financial recognition, the motivational impact of bonuses,
and the perceived adequacy of salaries. The third aspect, career development,
examined opportunities for professional growth and advancement, focusing on
the ability to fully utilise knowledge, perceptions of promotion prospects, and the
prestige associated with the civil service. The fourth dimension, human resource
management, evaluated workload distribution and organisation of working hours,
asking respondents whether they frequently worked overtime or on weekends, if
work was evenly distributed, and whether they intended to transfer to the private
sector. Lastly, the dimension related to recruitment measured perceptions of the
transparency and fairness of recruitment processes, emphasising trust in recruitment
procedures, the influence of department heads on personnel decisions, and the
overall openness of civil service recruitment.

The data collection process adhered to a structured and standardised method.
The questionnaire was distributed electronically to civil servants via institutional
communication channels, and participation was voluntary and anonymous.
Respondents were informed about the purpose of the study and assured of the
confidentiality of their responses, which helped to minimise social desirability
bias. Using a self-administered questionnaire reduced interviewer influence and
maintained consistency in data collection across participants. The data collection
period was confined to a specific timeframe, ensuring that responses reflected a
relatively stable organisational context.

The survey involved civil servants working in central government agencies, local
executive bodies (akimats), and territorial divisions. Participation was voluntary
and anonymous to ensure confidentiality and encourage honest responses. A total
of 105 civil servants took part in the survey. The majority of respondents were
women (65.7%), while men accounted for 34.3%. Regarding age, the largest group
was under 25 years old (31.4%), followed by those aged 2534 (19.0%) and 3544
(19.0%). Respondents aged 55—-64 comprised 18.1% of the sample, those aged 45—
54 made up 10.5%, and only 1.9% were aged 65 and older. Civil service experience
varied: 21.9% of participants reported having less than one year of service, with a
similar proportion having between one and three years of service. About 9.5% had
between four and seven years of experience, 15.2% between eight and fifteen years,
and 31.4% had more than fifteen years. Institutional affiliation also differed: 47.6%
worked in central government bodies (including ministries and departments),
39.0% in local government bodies, and 13.3% in territorial divisions. Regarding
education, half of the respondents (50.5%) held a bachelor's degree, while 35.2%
had secondary or technical qualifications. A smaller proportion held postgraduate
degrees: 11.4% had a master's degree and 2.9% a doctorate or equivalent.

Although the sample size (N = 105) may seem modest, it is considered sufficient
for exploratory quantitative analysis in organisational research, especially given
the relative homogeneity of the target population. The sample includes respondents
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from central government agencies, local executive bodies, and territorial divisions,
ensuring institutional diversity and improving the representativeness of the data.
Additionally, variation in demographic characteristics such as age, gender, work
experience, and position level further supports the analytical robustness of the study.
While the sample does not aim to be statistically representative of the entire civil
service of Kazakhstan, it offers a sufficiently diverse cross-sectional snapshot that
enables meaningful analysis of patterns and relationships within HRM perceptions.

Responses were coded numerically and analysed using the Social Science
Package (SPSS), which provided both descriptive and inferential statistical
results. Descriptive statistics were utilised to summarise the sample's demographic
characteristics and item-level responses across the five dimensions of HR
management practices. Reliability analyses were conducted using Cronbach's alpha
to assess the internal consistency of the measures. Additionally, cross-tabulations
and comparative analyses were performed where necessary to examine differences
by gender, age group, length of service, and institutional affiliation. The utilisation
of SPSS for these analyses offered a robust and systematic approach to evaluating
the survey data and drawing valid conclusions about HR management practices in
Kazakhstan's government agencies.

Although normality tests (Kolmogorov—Smirnov and Shapiro—Wilk) indicated
deviations from normal distribution for several variables, the choice of statistical
methods was guided by both theoretical and practical considerations. Parametric
tests such as ANOVA, Pearson correlation, and linear regression are widely regarded
as robust to moderate violations of normality, particularly in samples exceeding
N = 100 and when group sizes are relatively balanced. Therefore, these methods
were retained to allow for comparability with existing literature and to maximise
analytical interpretability. To enhance the robustness of the findings, nonparametric
alternatives (e.g., Mann—Whitney U test and Spearman’s rank correlation) were
additionally employed where appropriate. The convergence of results across
parametric and nonparametric methods supports the reliability of the findings and
reduces the risk of biased statistical inference.

This study has several limitations that should be recognised. First, the sample
size, although adequate for statistical analysis, restricts the generalisability of the
findings to the entire population of civil servants in Kazakhstan. Second, using a
self-reported questionnaire introduces the possibility of response bias, including
social desirability bias, where respondents may give answers they believe are
favourable rather than completely accurate. Third, the cross-sectional design of the
study does not permit causal inference, as it measures perceptions at a single point
in time rather than over a period. Additionally, selection bias might be present,
as participation was voluntary and may have attracted respondents who are more
engaged or hold stronger opinions about HRM practices. Finally, although efforts
were made to include participants from various types of government institutions,
institutional imbalance cannot be entirely ruled out. These limitations should
be taken into account when interpreting the results and emphasise the need for
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future research involving larger samples, longitudinal designs, and mixed-method
approaches.

Results. To improve clarity, detailed statistical procedures are not repeated here
and are explained in the Methodology section; this part highlights key findings and
their interpretation.

Hypothesis 1: Gender and Employee Engagement

There was no statistically significant difference in employee engagement
between male and female employees (U =1195.00, Z =-0.33, p =.742). Although
male respondents reported slightly higher engagement levels, the difference was
minimal. This indicates that gender does not significantly affect engagement
perceptions within Kazakhstan’s civil service. It may also suggest that recent HR
reforms have promoted a more uniform experience of participation across genders,
reducing traditional disparities documented in international literature.

Table 1 — Descriptive statistics and Mann—Whitney U-test results for Staff Involvement by

Gender
Gender n M SD Mean Rank
Male 36 3.98 1.12 54.7
Female 69 3.89 1.21 53.9
Note. Mann—Whitney U = 1195.00, Z =—0.33, p = .742 (two-tailed).

Hypothesis 2. Position Level and Salary Adequacy

The analysis showed no significant differences in perceived salary adequacy
across position levels (F(2, 102) = 0.33, p = .720). Employees at managerial and
non-managerial levels reported similarly low satisfaction with their pay. This
finding indicates that dissatisfaction with salary is systemic rather than hierarchical,
reflecting structural limitations within the remuneration system rather than
differences related to organisational status.

Table 2 — One-way ANOVA for Pay Sufficiency by Position Level

Source SS df MS F (p)
Between Groups 0.858 2 0.429 0.33 (.720)
Within Groups 132.660 102 1.301

Total 133.517 104

Hypothesis 3. Type of Government Agency and Trust in Recruitment

No statistically significant differences were observed in trust towards
recruitment processes among central government agencies, local executive bodies,
and territorial divisions (F(2, 102) = 0.31, p =.735). This suggests that perceptions
of recruitment transparency and fairness remain fairly consistent across different
types of institutions. Instead of reflecting organisational differences, this pattern
may indicate a widespread perception of recruitment practices across the civil
service.
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Table 3 — One-way ANOVA for Recruiting Trust by Government Body Type

Source SS df MS F (p)
Between Groups 1.051 2 0.525 0.31 (.735)
Within Groups 173.797 102 1.704

Total 174.848 104

Hypothesis 4: Employee Engagement and Career Development

A strong and statistically significant positive relationship was identified
between employee engagement and satisfaction with career development (p(105)
=.71, p <.001). This finding indicates that employees who feel more involved in
organisational processes are also more likely to perceive meaningful opportunities
for career advancement. It highlights the central role of participatory HRM practices
in shaping positive career perceptions and aligns with established international
evidence.

Table 4 — Spearman’s Correlation Between Staff Involvement and Career Growth

Variables p P N
Staff Involvement — Career Growth 11 <.001 105

Hypothesis 5: Workload Fairness and Transfer Intention

Contrary to expectations, workload fairness was positively linked to transfer
intentions (r(105) = .22, p = .025). Regression analysis confirmed this link (8
= .22, p = .025, R? = .048), indicating that employees who perceive workload
distribution as fair are slightly more inclined to consider transferring to the private
sector. This unexpected result suggests that procedural fairness alone does not
guarantee employee retention. When dissatisfaction with salary levels and limited
career advancement opportunities persists, fairness in workload may not serve
as a retention factor. Instead, it might boost employees’ confidence in their own
abilities, making external opportunities more appealing. This finding highlights the
complexity of motivational factors in transitional public sector contexts.

Table 5 — Pearson’s Correlation Between Workload Fairness and Transfer Intention

Workload Fairness

Transfer Intention

Workload Fairness

1

218*

Transfer Intention

218%*

1

* Correlation is significant at the 0.05 level (two-tailed)

Regression Analysis. To further test Hypothesis 5, a simple linear regression
was conducted with workload fairness as the predictor and transfer intention as
the outcome. The model was significant, F (1,103) = 5.14, p = .025, and explained
4.8% of the variance in transfer intention (R? = .048) (Table 6). The standardised
coefficient was positive (B = .22, p = .025), again indicating that employees
who perceived a fairer workload were somewhat more likely to express transfer
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intention. These results contradict the original hypothesis, which predicted a
negative relationship.

Table 6 — Model Summary for Regression Analysis
R R? Adj. R? SE F (p)
218 .048 .038 1.554 5.14 (.025)

Discussion. This study investigated civil servants’ perceptions of human
resource management (HRM) practices in Kazakhstan and their connection to key
employee outcomes. By comparing the results with existing international literature,
the study offers valuable insights into how HRM functions within a transitional
public administration context.

First, the lack of significant gender differences in employee engagement contrasts
with previous research suggesting that women often report lower engagement due
to structural and cultural barriers (Jeet and Sayeeduzzafar, 2014; Vu et al., 2025).
While these studies emphasise unequal access to decision-making and career
opportunities, the findings of this study indicate a more uniform perception of
engagement across genders. This may suggest that recent reforms in Kazakhstan,
which prioritise meritocracy and professionalisation (Aliyeva, 2017), have reduced
observable gender disparities. However, it may also reflect a broader limitation in
participatory practices that affect all employees equally, regardless of gender.

Second, the finding that salary adequacy does not vary across position levels
contradicts established evidence that higher-ranking employees generally report
greater pay satisfaction due to increased rewards and status (Khan, 2010; Jeet and
Sayeeduzzafar, 2014). Unlike these studies, the results suggest that dissatisfaction
with compensation is common across hierarchical levels. This supports earlier
observations in the Kazakhstani context that standardised pay systems and limited
financial incentives decrease differentiation between positions (Aliyeva, 2017).
Therefore, while HRM theory emphasises the motivational role of rewards (Pradhan
et al., 2017), the findings indicate that this mechanism may be weakened in highly
regulated public-sector systems.

Third, the absence of significant differences in trust in recruitment across
institutional types challenges previous research showing that transparent and
standardised recruitment practices boost organisational trust (Gould-Williams,
2003; Steijn, 2004). Although reforms in Kazakhstan have aimed to enhance merit-
based recruitment, especially in central government agencies (Aliyeva, 2017), the
findings indicate that these efforts have not yet resulted in varied levels of trust. This
may reflect a generalised perception of recruitment practices across institutions or
ongoing scepticism about their implementation, emphasising a gap between formal
policy and perceived organisational justice (Cropanzano and Mitchell, 2005).

In contrast, the strong positive link between employee engagement and career
development aligns with a substantial body of international research. Previous
studies have shown that participatory HRM practices improve job satisfaction and
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career advancement by fostering a sense of involvement and organisational support
(Pradhan et al., 2017; Jose and Mampilly, 2014). The present findings affirm this
link in the context of Kazakhstan, demonstrating that even within a transitional
governance system, employee engagement remains a vital mechanism connecting
HR practices to positive career outcomes. This supports the applicability of social
exchange theory (Blau, 1964), suggesting that employees reciprocate perceived
organisational support with greater commitment and positive views of their career
prospects.

The most unexpected finding of this study, the positive relationship between
workload fairness and transfer intentions, contradicts the dominant view in the
literature that fairness reduces turnover intentions (Shore and Wayne, 1993; Ram
and Prabhakar, 2011). While previous studies emphasise that equitable workload
distribution enhances retention and organisational commitment, the results suggest
that this relationship does not hold in the Kazakhstani context. One possible
explanation is that fairness alone cannot compensate for dissatisfaction with
salary and limited career advancement opportunities, which have been identified
as persistent challenges in Kazakhstan’s civil service (Aliyeva, 2017). In this
sense, fairness may function as a necessary but insufficient condition for retention.
Alternatively, employees who perceive fairness may feel more confident in their
competencies and therefore be more willing to pursue external opportunities. This
finding contributes to the literature by challenging the universality of assumptions
about organisational justice and highlighting the importance of contextual factors
in shaping employee behaviour.

Overall, the findings both confirm and expand on existing HRM research.
While the link between engagement and career development matches international
evidence, the lack of expected differences in gender, hierarchical rank, and
institutional type, along with the counterintuitive role of workload fairness, show
that HRM practices function differently in transitional governance systems. This
study thus contributes to the literature by providing empirical evidence from a post-
Soviet context and illustrating that formal HR reforms do not automatically lead
to varied employee experiences. Instead, employee perceptions are influenced by
the interaction of institutional frameworks, policy implementation, and underlying
motivational factors.

Conclusion. This study explored civil servants’ perceptions of human resource
management (HRM) practices in Kazakhstan, concentrating on five key areas:
employee engagement, incentives and rewards, career development, workforce
management, and recruitment procedures. Using quantitative analysis of survey
data from 105 respondents across various levels of government, the study offers
empirical insights into how HRM reforms are experienced within a transitional
public administration context.

The findings reveal a complex and somewhat contradictory pattern. While no
significant differences were seen across gender, job position, or institutional type,
indicating a level of formal standardisation in HRM practices, a strong positive link
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between employee engagement and career development emphasises the importance
of participatory management approaches. Simultaneously, the unexpected positive
correlation between workload fairness and transfer intentions shows that procedural
fairness alone is not enough to retain employees when dissatisfaction with pay and
limited career opportunities remains.

The scientific contribution of this study is in extending HRM research to a
post-Soviet governance context and demonstrating that established theoretical
assumptions, especially those about organisational justice and motivational
mechanisms, might not fully apply in transitional public sector systems. By showing
that formal HR reforms do not automatically lead to varied employee experiences,
the study promotes a more context-aware understanding of HRM and employee
behaviour.

From a practical perspective, the findings suggest that policymakers and
HR managers should adopt a more integrated approach to HRM reform. First,
improving compensation systems is essential to address widespread dissatisfaction
across all hierarchical levels. Second, strengthening participatory practices, such
as involving employees in decision-making and enhancing communication, can
reinforce engagement and support career development. Third, ensuring genuinely
transparent and merit-based recruitment processes is critical for building trust in
public institutions. Finally, HR policies should be designed holistically, recognising
that fairness in one area (e.g., workload distribution) cannot compensate for
deficiencies in others, such as pay and career progression.

Despite its contributions, the study has several limitations, including a
relatively modest sample size and reliance on self-reported data, which may affect
generalisability. Future research should use larger and more diverse samples,
longitudinal designs, and comparative approaches across post-Soviet countries
to further examine how HRM practices influence employee outcomes in different
institutional contexts.
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