example, but since 1993 at least 80 percent of its populations have been below the poverty line and similar
figures are true of many other Sub-Saharan African states.

It is clear then that Sub-Saharan Africa has failed to see significant improvements in poverty
indicators for many reasons, both internal and external. There are so many factors: environmental
degradation, natural disasters, HIVV epidemic and so on. However, it is undoubtedly that Sub-Saharan
Africa has been seriously disadvantaged by the arbitrary borders of imposed by empires. Wars, coups and
a doubtful democratic tradition are all a result of this and money that could have been spent on
development and lifting people out of poverty has been lost. Poor governance, corrupt leadership and
awful policy choices sent the region into a downward spiral, with increasing debts, crumbling
infrastructure and an over reliance on natural resources. A lack of investment in areas such as healthcare
and education kept people in the poverty trap. Perhaps due to its inefficient nature and high levels of
corruption, the region has been increasingly marginalized in the international system and levels of
engagement with Africa have increased only in terms of Aid, and the Sub-Saharan Africa in particular is
portrayed as a basket case.

The region has been unable to develop its economies through protectionism. Economic sanctions
imposed by Bretton Woods institutions, such as the IMF’s structural adjustment programs, are forward
looking and well meaning, but do little to help those at the bottom of the social scale. So it can be said the
poverty indicators themselves are of little help to Sub-Saharan Africa. Indicators such as the Millennium
Development Goals are “one-size fits all” and fail to take in to account differences between states. Less
money spent on measuring poverty and more spent working to reduce it could well be the way to progress.
After all, measuring poverty is not the same as alleviating it.

International Organizations and World Big Powers should help African poor countries. First of all
they must thank that they are not in such conditions. Everything is possible. Even they could be in the
place of African countries. So they must understand this and help poor countries. Because they have
enough ability and power to help them. In such rich countries they spend money for nothing. Instead of
wasting money they should help poor countries with this fortune.
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Abstract

Development of employees has become an important aspect of every organization. However,
employees have different attitudes towards training: some of them are quite resistant; others are very
excited about learning new things. This paper looks at the attitudes of employees towards training and
development given their gender. The data for study was collected via questionnaires from 19 employees of
a LLP “Skymax Technologies”. The results suggest that women have more positive perceptions of the
quality of training conducted in their company rather than men.

Keywords: training and development, gender, enterprise, Kazakhstan

AHngaTna

Kp3meTkepiepaiH Jamybl - op MEKEMEHIH MaHBI3/Ibl acleKkTi Oosbinm Tadbutafsl. Jlerenmew,
KBI3METKEPJIEP/IIH TPEHUHTKE KO3KapacTaphl op Typui: Oipici Kapchl, Oipici »aHa Hopce YHpeHyre
TAJIIIBIHBIIT TYpalbl. BYH FBUIBIMUA JKYMBIC JKYMBICIIBUIAPABIH KBIHBICBIHA Kapaﬁ TPCHUHI' IICH AdaMyta
Ko3KapacTapblH aHbIKTagel. Ocbl Kymbicka apHaiiel  “Skymax Technologies”mekemecinen 19
YKYMBICHIBIJIAH cayaliaHama ajy apKbUIbl akmapar uHajiabl. KopbIThIHIBIIAN Kelle, olien agaMaap epiepre
KaparaHJa TPEHUHTKe OH KO3l KapalThIHIapblHA KO3 )KETKI3IIK.

Tyiiin ce3nep: namy MEH TPEHUHT, )KBIHBIC, MeKeMe, KazakcTan

AHHOTAIUA

O6y‘-I€HI/Ie M Ppa3sBUTUC NICPCOHAIA ABJIACTCA OAHUM M3 KIIIOUYCBBIX MOMCHTOB B JOCTHIKCHHU YCIICXa
060 kommanuud. OHAKO COTPYIHUKU MPEANPUATUN UMEIOT PA3IUYHOE OTHOIICHHE K 00YYEHHUIO: OJTHU
COIIPOTUBJIAKOTCA HOBBIM 3HAHHAM, APYru€ CMOTPIAT Ha HOBHU3HY C 0O0JIBIIUM HHTCPECOM. I[aHHoe
UCCJIEIOBAHHUE OIpEAesieT OTHOIICHHE PA0OTHUKOB K OOYYEHHIO M PA3BUTHIO COTJIACHO TEHACPHOM
XapakTepucTHKe. Matepuaibsl JUIsl MCCIeIOBaHHS OBLIM COOpaHBl IMOCPEICTBOM aHKETUpOBaHHS 19
pabotaukoB Ha npeanpustau 100 "Skymax Technologies”. Pe3ynbTarhl mokaszaiu, 4TO COTPYAHUKH
KEHCKOT'0 T10J1a IMEIOT 00JIee MOJIOKUTENIFHOE OTHOIIIEHHE K TOBBIIICHUIO KBaTH(DHUKAIIUU TTO CPABHEHUIO
C MX KOJUJIEraMH MY>KCKOTO TOJIa.

KiroueBsle cioBa: pazButue u o0ydeHue, o, npeanpustae, Kazaxcran

Effective human resource management is a challenge for many companies today. Smart managers
understand the importance of development and training of an existing labor force. Consequently,
companies invest huge amounts of money to increase knowledge and, therefore, effectiveness of their
employees.

There is a wide range of methods available for training and development of employees. Enterprises
may select a suitable one(s) based on the needs of the organization, business environment, and etc. In
other words, every organization wants to train and develop its employees in a way in which a greater
success can be achieved. A properly chosen method helps to motivate employees to learn. Training is an
invaluable investment of the company into their future, as employees are typically considered to be assets
of an organization.

Literature review. During the process of recruiting or selecting the candidate from outside, it is
usually expected by an employer that the candidate has basic knowledge and is able to carry out his/her
job duties effectively. However, a new comer usually does not know the specifics of a company and as a
rule is provided with some kind of training. Cayer et al. (1993) claims that training helps employees to
obtain useful and needed skills to cope with a particular situation /1/. Rogers & Horrocks (2010) explains
training as having narrow goals, specifying the “right” way to do something /2/. In contrast, Edwin B.
Flippo (1980) defined training as “the act of increasing the knowledge and skill of an employee for doing a
particular job /3/.” According to Mathis and Jackson (2005), “Training is a learning process whereby
people acquire skills, concepts, attitudes or knowledge to aid in the achievement of goals /4/.”

Whereas Pedlar (1995) defines development as making the most that one can out of opportunities in
both the outer and inner sphere /5/. The basic idea of development is that each of us is individual, unique,
because each of us has different background, situations, culture and etc. by interacting with others, by
solving the problems, situations it is possible to improve and develop ourselves. Development process is
everywhere, every time, it doesn’t need special time, definite place, and it is not limited with formal



parameters. Baum (1995) identifies development as a process which can take place at any time and is not
constrained by formal parameters or at specified points within an individual’s life cycle /6/.

The concept of “Training and development” was defined by Harrison (2005) as the field which is
concerned with organizational activity. Its goal is the bettering the performance of individuals and groups
in organizational settings /7/.

Today, it is observed that all organizations with different types of functions need to have well trained,
experienced and skilled people to perform various activities. Each year organizations spend on training
millions of dollars and pay for it more attention and recognize all benefits, importance of training. Many
companies in Kazakhstan also started to invest in trainings. 67 percent of Kazakhstan’s companies train
their employees, Tengrinews.kz reports citing a survey by the HeadHunter /8/. According to the poll, 67
percent of the companies with under 50 and over 500 employees provide development and training for
their personnel. Most frequently the companies send their employees to training elsewhere and only a
quarter of the polled companies have their own training centers, personnel development departments or
corporate universities. A majority of the companies train their employees free of charge (for the
employees). One third of the companies with 300-500 employees hold back portions of the trained
employees’ salaries during a set period of time to cover their training expenses. 75 percent of the
companies with 100-300 and over 500 employees train personnel free of charge (for the personnel), but
under a condition that the trained employees continue to work in the company for a certain period of time.

Training and development are supported by Legislation of Kazakhstan. By another word, Labour
Code of the Republic of Kazakhstan of 15 May 2007 No. 251"Kazakhstan Pravda™ of 22 May 2007 No. 76
(25321) — Chapter 11 Occupational Training, re-training and further training describe and explain all
rights of employee and employer /9/.As was mentioned above, staff training is an investment to the future
of a company. Capital investment in professional development helps create a favorable team climate,
increases employee motivation and loyalty to company, and ensures management succession... Trained
employees benefit by acquiring new knowledge and skills that enable them to perform their jobs better.
Additionally, trained employees describe feelings of increased usefulness and belonging in the
organization which shows us intrinsic benefits. Extrinsic benefits include things as higher earnings,
improved marketability, security of employment, enhanced opportunities for advancement and promotion.

Julie Bos (2008) found answer for the question: “What kinds of activities usually require training?”
The most common training topics include, among others, safety, customer service, computer skills, quality
initiatives, dealing with sexual harassment and communication /10/.

Training can be varies of types and can be designed to meet a number of objectives and can be
classified in various ways. . It depends on the needs of the organization, the trainee, and on the task that
should be done. The method should be matched according to the audience, the content, the business
environment, and the learning objectives. Ideally, chosen method will facilitate employees to learn, help
employees to prepare themselves for learning, motivate the trainees to apply and practice what they have
been taught, help trainees retain, analyze and transfer what they have learned, and combine performance
with other skills and knowledge. So, based on the training goals and need assessments, an appropriate
method may be chosen.

Methodology. The study was designed as an exploratory one aimed at describing the aspects of
training on an enterprise LLP “SKYMAX Technology”. “Skymax Technologies” company is successful
and dynamically developing in the market of Kazakhstan and Central Asia which was founded in 2002
under the support of “Royal Philips Electronics B.v.”, the Netherlands. The company maintains leading
positions in the markets of service providing in the field of hotel and telecommunication solutions, excess
control systems, airfield lighting systems and meteorological equipment.

The survey focused on operating employees from “Skymax Technologies”. The survey involved the
use of questionnaire which was distributed to 19 employees. Overall, 18 filled in questionnaires were
returned which resulted in 94.7% response rate.

The demographic profile of the respondents was represented by both males (50%) and females (50%).
27.8% of interviewed employees were between 16-25 years old, 33.3% were at the 26-35 age category,
16.7% were between 36-45 years old, 11.1% were between 46-55, and 11.11% were at the category of 553
years old and more.


http://en.wikipedia.org/wiki/Organization
http://tengrinews.kz/
http://hh.kz/

It is worth to mention that each employee is working in the company for 6 years on average that
shows the degree of satisfaction of a working place. Their loyalty to the “Skymax Technologies” can be
explained by the care of managers, Human Resources department and specialists from outside giving their
employees an opportunity for self-actualization through offered training programs.

Results. The results of the study showed that employees participate in training at least once a month.
However only 30% of respondents improve their skills and develop professional quality regularly.
Regarding the effort of management of the company to organize trainings in different ways, employees are
interested in self-development, going on with the innovativeness and are ready to learn. The survey shows
that weekdays are most suitable for employees to participate the trainings.

In order to identify the attitudes of employees towards the company they work and, in particular,
training and development, the respondents were asked to rate 9 statements on a scale from 5 to 1, where 5
— totally agree, 4 —agree, 3 — 1 don’t know, 2 — disagree, and 1 — totally disagree (Table 1).

The analysis and interpretation of data showed that the most common answer for the statement
“managers help me to identify my weaknesses and strong sides was “I don’t know”. From the analysis for
the statements “managers help me to improve my weaknesses”, “I’m satisfied with the quality of trainings
in my company”, “The company has a continuous process of developing employees”, “The company has a
consistent and equitable system of compensation reward system”, “Employees have the opportunity to
move up the career ladder, serving applications for open positions within the company”, “The company's
management takes into account the personal achievements of employees”, “Customer feedback on the
quality of the staff are taken into account the guidance of our company”, “I am satisfied with my work” we
can note that the most repeated answer was “agree”, and the mean shows us that the most part are also
“agree”.

Table 1 — Attitudes of employees towards Training and Development

M St. M
Statements ean Deviation ode
I'm satisfied with the quality of trainings in my 3 1,1099 4
company ,94
The company has a continuous process of 3
: 1,2472 4
developing employees ,56
The company has a consistent and equitable system 3
) 0,8323 4
of compensation reward system ,89
Employees have the opportunity to move up the 3
career ladder, serving applications for open positions 56 1,1490 4
within the company '
The company's management takes into account the 3
: 0,9002 4
personal achievements of employees ,89
Customer feedback on the quality of the staff are 3
. : 1,0226 4
taken into account for the guidance of our company ,89
3
| am satisfied with my work ,90 0,87260 4
Ma_nagers help me to identify my weaknesses and 3 0,05828 3
strong sides ,00
3
Managers help me to improve my weaknesses ,50 1,15045 4

Table 2 shows the differences in attitudes of women and men towards the quality of training in their
company. The mode for the statement “I am satisfied with the quality of trainings in my company” is
equal to 4 for both men and women. This means that the most repeated answer among both gender
categories was “agree”. The overall mean for females is equal to 4,11, for males 3,78 indicating that
women tend to be more satisfied with the quality of training rather than men. The standard deviation for
women is equal to 0,7817 and 1,3944 for men showing that women more in their opinions as compared to



men. By comparing these data we can observe there is a great gender difference in the opinions of
employees. In general, females have more positive attitudes to training rather than males.

Table 2 — Satisfaction of males vs. females with the quality of trainings in their company

Gen Mean St. Mode
der deviation

Wom 411 0,7817 4
en

Men 3,78 1,3944 4

The replies to the statement “I am satisfied with my job” show that the overall mean for women is
equal to 4,00, which means that interviewed women mostly accepted the answer “agree” (Table 3). The
mean of men is equal to 3,67 meaning that males tend to be less satisfied with their job rather than
females. Standard deviation for women is equal to 0,8944 and 1,0327 for men indicating that women’s
opinions more converge than men’s. The mode of women is equal to 4, men’s is 3. Mode of women shows
that large part of interviewed males marked the answer “Don’t know” in comparison with “agree”. A large
part of the interviewed females marked “agree”.

Table 3 — Gender differences in job satisfaction

Stand.
Gender Mean deviation Mode
Women 4,00 0,8944 4
Men 3,67 1,0328 3

Regarding the type of training already conducted by the company 94% of trainings are directed to
marketing learning and everything related to sales. Also 83% of respondents had trainings on technical
skills learning that includes directions for new equipment use. Only one employee had an opportunity to
improve his computer literacy especially learning new computer programs and others in order to fulfill his
projects. And what is interesting about the last the one who is curious about new programs is woman in the
“55 years and more” age category.

Concerning the period of time employees are participating in trainings answers were classified in
categories of working hours and after working hours, payable and non payable trainings. 83% of 18
respondents prefer to have trainings at working hours and these hours considered to be payable, 11% of
employees have to give up working hours payments for trainings. This scarce percentage is remarkably
noticeable as those employees are working in the company less than 1 year. And only 6% had training
programs after working hours.

Employee expectations and perceptions were examined in terms of general fields they want to be
developed in following 2 years. As a result, half of the respondents surely want to improve communication
skills and demand for foreign language learning is also the most. In particular, regarding our survey, the
results indicate that improving professional skills in such trainings as sales management, marketing, stress
management, leadership development has a meaningful part (33%) (Figurel).

Figure 1 - Employee expectations about training program (in percentage)
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However, there are some respondents interested in developing public speaking skills (16,67%) and
programming (11,1.%). Despite the fact that the results provide small number interested in programming
and public speaking skills, the age category is unbelievably fluctuating from 16 to 45 years old that means
people are concerned not only about doing routine work but also developing their own potential,
overcoming new challenges and as a result get successful point, self-actualization.

In conclusion, it is important to mention that the sample size of this research work might not be able
to reflect completely employee training and development situation in every enterprise of Kazakhstan. The
study provides interesting insights on the employee attitude to trainings, as the results show the actuality
of the question in small and medium enterprises in Kazakhstan. Generally, managers of the company in
the purpose of increasing the qualification share their experience with employees, finding other ways to
train as well as human resource specialists and specialists from outside. However there is still much to
concern about trainings and skills development, improving the systematic character and offering
employees what they really want and need. | should like to emphasize that significant part of respondents
are interested in developing more professional skills such as communication skills, leadership
development, stress management and time management rather than personal preferences.

The study identified that women have more positive perceptions of the quality of training conducted
in their company rather than men. In general terms, women tend to answer more positively (‘agree”),
men’s view are more critical and a little bit negative which we have observed by answers which they gave.

A similar study may be conducted to compare the results in other organizations in order to build the
whole picture of employee training and development in enterprises of Kazakhstan.
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Ozet

Bu makale iran'in niikleer sektdriindeki en son gelismeler ve Israil tarafinda Iran niikleer krize olasi
bir askeri ¢dziim ile ilgili tepkiyle aid bir analizini sunmaktadir. Israil tarafindan yapilabilir savasin olasi
senaryo, Iran'in niikleer tesislerine kars1 onleyici grevin siyasi ve askeri etkilerin agiklar. Israil ABD'nin
destegi olmadan bir askeri operasyon baslamaz ve Amerika Birlesik Devletleri Israile izin vermez. Tabii
ki, bu Israil énleyici saldir1 kuvvetle siipheli unutulmamalidir. Ama, benim amacim Israil tarafindan
hazirlanmis savasin olasi senaryolarin agiklamaktir.

Annotation

This article contains the analyses of reaction and position of Israel government regarding recent
Iranian achievements in nuclear industry and probable military solution of Iranian nuclear crisis by Israel.
Explains the possible war scenarios that could be carried out by Israel; political and military consequences
of the preventive attack on Iranian nuclear facilities. Of course, it should be noted that Israeli preventive
attack is greatly doubtful, because it will not start military operation without backing U.S., and the USA
will not allow Israel to attack Iran due to consequences that hurts US interests, but nevertheless, my aim is
to explain the possible war scenarios that are already prepared by Israel.

Tyiin

byn makana U3paun exiMetiHniH Upan s1posbIK OaFnapiaMachlHIAFbl COHFbI XKETICTIKTEPIHE KAThICThI
peaklMsIChl MEH CasiCu YCTaHbIMbIHA XKoHE A€ VpaHHBIH SAPONBIK JaFnapbicblH  M3paus TapanbIHBIH
OCKEpH TOCIJIMEH WICIy KOJAapblHa Tayjiay >kacaiabpl. MyMKiH OOJIaTBIH COFBIC CIICHApUUJIEpPIHE, HKOHE
W3paun eKIMETIHIH aJbplH ajy IIapachbiMeH »acalWThlH MAOybUIBIHBIH KeHOip casCh MXoHE OCKepH
casijapjapblHa TYCIHIIpMe Kacaiiibl. OpuHe, aifta ketep xaiit, U3pann Amepuka Kypama IllTarrapsinbig
TiKeNel KOJJaybIHChI3 aliblH ay MakcaTbiMeH Vpanra malypuinaysl ekitanail, an oyran AKII pykcar
oepmeiini ae, cedebl Oyn maldysuiasiH cangapiaapbl AKII-TeiH MynnenepiHe Tikeneu 3apaamn oKemnel.
bipak MeHiH MakcaTeiM M3pauib TapamblHaH oNe KalllaH JalbIHAANbIN KOWBUIFAH MYMKIH OOJaThIH
COFBIC CLIEHApUNJIEPIH TYCIHIIPY.

AHHOTaNUA

B cratbe mpezacraBneH aHanM3 peakuUd M MO3UIMH M3pamiibckoro mpaBUTENbCTBA B OTHOIICHUU
NOCIEAHUX JOCTH)KEHHH B MPAHCKOW aTOMHOM NPOMBINUIEHHOCTH U BEPOATHOTO BOEHHOI'O PELICHMS
HUPAHCKOTO SEPHOTO KpH3uca co cTopoHbl M3panis. OObICHIET BO3MOXKHBIC CIIEHAPUU BOWHBI, KOTOpPAS
MOXeET OBbITh MpoBeAeHa I3pamieM; MOIUTHYECKUE U BOCHHBIE MOCIEACTBUS MPEBEHTUBHOIO yaapa Io
UPAHCKUM siiepHBIM oO0bekTaMm. KoHeuHo, cienyer oTMeTHTh, uTo M3pauiibckue npeBeHTUBHBIE aTaku
CHJIBHO COMHHTEJbHBI, IOTOMY 4TO V3pamib He HauyHeT BOeHHYIO omneparuio 6e3 mojpaepxku CIHIA, u
CHIA ne no3BosisaT M3panito Harmacte Ha MpaH B CBS3M C OCIIEACTBASIMHU, KOTOPBIE TOBPEAST UHTEPECAM
CIIA. Ho, Tem He MeHee, MOsI 11eJTb COCTOUT B OOBSCHEHHH BO3MOXKHBIX CIIEHAPHH BOWHBI, KOTOPBIE yikKe
MOAroTOBIJIEHBI M3panieM.

Keywords: Iran, Nuclear Weapons, Israel, Preventive Attack.
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