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ABSTRACT 
 

This paper utilizes a unique information collected through sites visits to 

extend the analysis of the human resource management environment and taking 

questionnaires from different employees of Kaspi bank. Empirical research on the 

relationship between human resource management practices and establishment 

performance has focussed on blue collar workers in manufacturing despite the fact 

that most employees work in white collar occupations and service sector industries. 

The human resource management environment at the bank, as measured by the 

performance evaluation and feedback system and the quality of communications 

between the manager and the staff, had a significant effect on its performance. An 

important finding is that, even though all managers in this bank are given a formal 

set of human resource policies, they appear to have considerable discretion in their 

application. 
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АҢДАТПА 
 

 Бұл жұмыс kase.kz сайтынан қызметкерлерді басқару ортасын 

талдауды кеңейту жəне түрлі Kaspi bank қызметкерлерімен сұхбаттасу үшін 

жиналған бірегей ақпаратты жиналды. Адам ресурстарын басқару ортасының 

қалай сараланғанын түсіну үшін бірнеше филиал қызметкерлерінің 

сауалнамасы толтырылып талдау жасалды. Банктегі персоналды басқарудың 

тиімділігі мен кері байланыс жүйесін бағалау, сондай-ақ менеджер мен 

қызметкерлер арасындағы қарым-қатынастың сапасы оның тиімділігіне 

айтарлықтай əсер етті. Бұл банктің барлық басшыларына адами ресурстар 

саласындағы саясаттың ресми жиынтығы берілгеніне қарамастан, олар 

филиалды өзінің қалауы бойынша айтарлықтай деңгейде басқаратыны 

көрінеді. 
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АННОТАЦИЯ 
 

 В этой работе используется уникальная информация, собранная в ходе 

посещений сайта kase.kz, для расширения анализа среды управления 

персоналом и опроса различных сотрудников Каспи банка. Опрос 

сотрудников нескольких филиалов использовались для понимания того, как 

можно дифференцировать среду управления персоналом. Окружающая среда 

управления персоналом в банке, измеряемая системой оценки эффективности 

и обратной связи, а также качество связи между менеджером и персоналом, 

оказало значительное влияние на ее эффективность. Важным выводом 

является то, что, несмотря на то, что всем руководителям этого банка 

предоставляется формальный набор политик в области человеческих 

ресурсов, они, по-видимому, управляют филиалом на свое усмотрение на 

значительном уровне. 
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1. INTRODUCTION 
 

1.1. Background Theories 
 
 Human resources are building an institutional market or economic system. 

The main engineer of human resources is the source of economic power (Pillai, 

2008) [23]. The relationship between the employees and employees of the operations 

management organization, then the control and employees (Pillai, 2008) [23]. 

Human Resources Management is an organization or human resources employee 

management. In addition to ensuring compliance with work and life management, 

compliance with work and internal labor regulations, it is the responsibility of 

incentives, elections, training, oversight and employment. Supreme Court 

employees usually have a direct relationship between the representation of the 

worker and the social representative (Pillai, 2008) [23]. 

 The expertise of distribution of recruitment and recruitment strategies 

should be made to monitor the senior management (Pillai, 2008) [23]. It is important 

that all management, especially top management, get involved in the industry (Pillai, 

2008) [23]. However, the management position is often occupied by the CEO or the 

Department of Education (or the construction unit or the university director), in 

many cases, and in some special cases as a professor, until it is initially suitable for 

colonial skills (Pillai, 2008) [23]. In some respects, control of work, simple 

sympathy is inevitable. For example, the development and updating of the system is 

staffed. For different purposes provided in the documentation system, BendiVant 

influences the best balance of balance. It is difficult to continue with the results of 

the verification results of the results (Pillai, 2008) [23]. 

 It is preventing human resources management, traditional businessmen, 

leaders and business issues from being resolved. Human resource management is 

assumed to create additional value for the use of the ideal use of the worker. The 

new part of staff management includes ideal guidance and practical management 

analysis and includes a diagnostic model [27]. Human resources management is a 

management function that helps organizations plan, work, select, train, develop, 

restore and restore. The idea of human resources management is relatively new. This 
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does not mean that people have not used the basic philosophy of human resources 

for decades [26]. However, there is a combination of ideas and principles that can 

show human ability as a success, not as a control. Business resources can have huge 

resources. It is a necessary tool to adapt to suit corporate goals to change resources. 

Human resources management is a single strategy and a planned development 

process for the effective use of human resources and organization (Pillai, 2008) [23]. 

 

 1.2. Problem Statement 

 CEOs believe that effective and efficient use of human resources 

management can enhance overall corporate performance. However, HRM's 

Performance Performance (Murphy and Oreger, 1982) shows the results more 

effectively. Moreover, to see the most structural problematic methods of the author 

(Lazear, 1991, Milgrom & Roberts, 1990, Murphy and Ogerer, 1982) [19, 20, 21]. 

While Griliches (1992) is not worthy of productivity, research in the service sector 

is also difficult [12]. 

 This is an analysis of the relationship between the paper bank and financial 

performance. As we have seen in the past, it can be argued that human resource 

management can affect financial performance effectively [25]. There is an 

experimental investigation in this regard and it is better to influence the performance 

of the AIMM. However, reality may differ from this theory. 

 

 1.3. Contribution 

 A number of companies may criticize by analyzing letters that normally do 

not work in other posts. However, there are several reasons why other companies 

analyze a company. This section is all branches. However, the inaccurate 

qualifications of the firm's firms (Murphy and Argler, 1982) and the detailed 

analysis of branch performance (Burger and Mister, 1997) should be taken in the 

"Internal Box" [21, 22]. However, this study takes place in the general banking 

system of Kazakhstan, one of the most important and most important banks, among 

others. 
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2. LITERATURE REVIEW 

 2.1. HRM overview 

   Operational economies are defined as the use of the economy to understand 

the company's internal weaknesses, becoming more important than ever before. The 

issue is to investigate some work literature on the internal market, assessment, 

compensation, promotion, employment, work and other resources. In fact, during 

the first three months of the Academy of the Society for the Study of Society, 

documents on operational economics played an important role in a 25% accounting 

(Lazear, 1999) [23]. 

 It is important that you focus on social progress and improve the quality of 

your staff. In this article, we examine the development of social and economic 

organizations of industrial nations and the development of social and economic 

development of industrial nations [24]. To explain the quality of hard work. 

 A competitive economic economy explains the highest quality 

requirements, "This feature: 

 First, more people are involved in professional activities, experiencing more 

life experiences [17].  They need at least a qualification solution, which makes their 

representation more costly ... "; Human resources are building an institutional market 

or economic system. The main engineer of human resources is the source of 

economic power (Pillai, 2008) [23]. The relationship between the employees and 

employees of the operations management organization, then the control and 

employees (Pillai, 2008) Human Resources Management is an organization or 

human resources employee management [23]. In addition to ensuring compliance 

with work and life management, compliance with work and internal labor 

regulations, it is the responsibility of incentives, elections, training, oversight and 

employment [16]. Supreme Court employees usually have a direct relationship 

between the representation of the worker and the social representative (Pillai, 2008) 

[23].  
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 Secondly, there is a need to invest in vocational training of complex 

productive specialists, and it is now impossible to work with high quality without 

careful caution [18]. In modern society, it is imperative to comply with social 

gathering in human resources and use. A well-established communication system 

between business and management will be an effective investment system for human 

resources and flexibility [13]. Comprehensive measures and incentive systems. 

These companies are more successful. The social performance in the console has 

been put together to solve more mobile and productive problems; it is possible to 

provide financial assistance and sustainable assistance, which is an effective factor 

in solving productivity problems [14]. 

 

   2.2. HRM of Bank system 

 There are ideas that have been presented over the past two decades that 

define the various human resources involved in this list. A writer can not expect to 

hear other articles, the point of presenting this article, the mystical ideas presented 

in the count of previous documents. The presented evidence comes from two robust 

data sets. One of the names mentioned on a line. The other is a company built by a 

major financial services company. It is used to describe the ideology of ideology, to 

discuss how to reject the theory, to present it before the views of other goals, and to 

present the results. 

 The expertise of distribution of recruitment and recruitment strategies 

should be made to monitor the senior management (Pillai, 2008) [23]. It is important 

that all management, especially top management, get involved in the industry (Pillai, 

2008) [23]. However, the management position is often occupied by the CEO or the 

Department of Education (or the construction unit or the university director), in 

many cases, and in some special cases as a professor, until it is initially suitable for 

colonial skills (Pillai, 2008) [23]. In some respects, control of work, simple 

sympathy is inevitable. For example, the development and updating of the system is 

staffed. For different purposes provided in the documentation system, BendiVant 
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influences the best balance of balance. It is difficult to continue with the results of 

the verification results of the results (Pillai, 2008) [23]. 

 

   2.3. HRM and Bank Performance 

 The literary question about the production of the banking sector is how to 

explain the production of the bank. Berger and Huffrey (1992) described three 

alternative methods of bank production: asset, user cost and natural methods. Under 

the asset point, the banks are accepted as financial obligations between the owners 

and the banks [5]. When credits and other assets, consumers and other 

responsibilities are reliably used, it is regarded as the capacity of a bank. 

 Every person who participates as a community in the process of social 

production and who predicts its place [1]. Anyone who wants to or does not want to 

do this is a place in their society, in their social role. You can change the location 

and change the role, but you can not exist without any location and character. There 

is an organization in which everybody works as a person and involves the social and 

social organization of the individual society, which can not be successful as a human, 

social, impartial and ignorant person [5, 6]. "An individual, an individual, is a 

separate person with the freedom of thought and imagination. In the sense of 

personality, emphasis on the individual environment and individual environment ... 

the external environment is influenced by an individual assessment ... An individual 

can act in the absence of external externalities. In this case, the importance of 

effective performance ... so personality is a characteristic that determines the 

behavior, the characteristic of the individual motivating and responding to the 

behavior [7]. 

 The allocation of seat and character, expertise is a necessary condition and 

the result of organizing human society. The social standard of society in every 

society is based on some social relations, conditions and feelings. Social behavior 

relates to a tendency in society, such as positioning, social character, individuality 

and continuity and conformity [4]. Modern product development and psychiatrists 

require additional training to create jobs based on workers, production facilities, 
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resource production and production. For this reason, the money spent on vocational 

training should be removed in a short time [3]. 

 The second side of the production is to improve the management of the need 

to complete the system. Moreover, effective management is the production of an 

evaluation system that is appropriate for the organization and the hopes of hope. It 

is also a basic level to consider and it is necessary to look at the level of social 

society. Direct production [2]. At the global level of modern technology, the 

continuous development of developmental development must be made, so human 

capitalism should be a work force. Modern experts have features on workers. 
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           3. METHODOLOGY 
	

This topic requires quantitative method of research. Survey conducted from 

32 employees including branch managers. Kaspi bank’s performance information 

was taken from kase.kz website visits.   

 Specification of a Branch Output Equation and Data Sources. This article 

improves the performance of the service by improving the analysis of the human 

resources management environment and by examining the major branch offices of 

Kazakhstan. A unique database created by this research project was created. 

Although criticizing the analysis of a company's data may lead to the results of other 

work environments, this may not be normal, in which the core of a company has two 

main reasons. 

Defining Branch Output. At the beginning of 2017, I shared with the Finance 

and Finance and Accounting Manager and many branches the branches' best selling 

identity. In the new flood environment, in other words, there was a good common 

partnership agreement showing deposits and loans. A branch will experience a high 

rate of growth in debt and debt, where it will increase the current increase, where the 

balance sheet of bilateral Spain shows independent balance, the balance sheet will 

increase the cost of equal deposits and debt. 

 Income comes from the largest branch of the branch. There are other 

penalties: (1) closed payment fees, bankruptcy checks, low balance, wire 

transactions, etc. (2) Cost charges such as debtors, credit transactions and late 

payment fees. (3) transit fees such as passenger checks, secure storage banks and 

ATM transactions. In fact, according to company executives, Berger, Licenson and 

Mango (1994) and others (Collyl and Davis, 1992) agreed with executives, resulting 

in a branch of pure sales and credit and debt items [4]. 

 From the executives and employees, the various branches made the sale of 

the branches. Particularly, for some time, a branch is selling the sales contacts, the 

staff is with the customers and is potentially selling a trade. The customer also 

depends on the amount of traffic on the street and the number of people (personal 

and / or telephone) who are currently and potentially using private bankers. 
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Depending on the characteristics of the listed contact accounting features (eg wealth 

and age) and the ability of the branch staff to sell. The work is based on the 

experience of corrupt employees; this is in addition to leading to stronger 

relationships with customers, as well as seizing sales and incentives. The branch's 

presence The staff of the branch seems to have played an important role in the 

training of personnel in staffing and staffing. 

 Encouraging, communicating, accepting and managing hand-related 

activities from the branch manager (eg train, incentive, communication, response). 

To include these ideas, the sales level of the following branch level is defined as: 

Log(SALESit)=$0 +$1 MKTit +$2 Lit +$3 HRMit +YEAR+bi +mj +:t (1) where 

SALESit is annual net sales of deposit and loan products in branch i at time period 

t, MKTit is a vector of characteristics describing the neighborhood in which the 

branch is located, Lit is a vector of employee characteristics, HRMit is a vector 

describing the human resource management environment at the branch and YEAR 

is a vector of time dummies that measure time-varying effects that are common to 

branches. After that, I define the identity of the database administrator, in which two 

fixed effects can not be included in equal equality (1), first, b is a branch fixed effect, 

and the other, MM, is the manager constant fixed effect. This definition can 

effectively demonstrate the existence of a persistent, non-persistent branch entity 

that can effectively affect functionality and the exclusivity of the individual 

manager. Incredible, incorrect error sections are shown: t. 

Sales. Although the most accurate figures have not been reported to be 31 of 

those recorded at the end of December. For this reason, sales of the subsidiary are 

31% in the fiscal year 2015, 31% in the fiscal year 2016 and 31% in the fiscal year 

2017, respectively. While the requirements are different, they are considered as part 

of the marketing perspective. Sales often constitute separate groups in the 

institutional structure, with separate specialized workers known as a seller. Sales are 

considered to be "very art" art "art". It is a systematic process for the repetition and 

measurement of turning points where a dealer can succeed in achieving a returnable 

product or service while conducting the process of reorganizing and measuring the 
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sales process. Due to the nature of some advertising, publicity, public relations and 

direct marketing, sales at this time are exceptional. 

Characteristics of the Branch’s Market. Branches work in different 

environments. For example, some branches work in the city's business areas, and 

most of them are the largest businesses. There are significant differences between 

age and wealth when living in settlement areas within a branch group. Based on the 

surveys I made with the Dean of Marketing Accounting, I set up branches serving 

as a major trading banking center. Branches are also included in rural areas, the 

result is limited to urban areas. 

 I have received detailed information about the location of the premises for 

each instance of my sample. In particular, the bank defines a "market" zone with a 

radius of 2.5 km and then collects the data of the population living in that apartment. 

The following variables are provided for each branch market: total population, 

average housing value, education, domestic work, unemployment rate and 

"lifestyle". There are ten lifestyle categories: rich, vacant, ethnic, low-income, 

middle class, luxury, working class, youth singles, young couples and elderly / 

retired. All these market characteristics are measured in 2016. Apart from these 

variables, I have created a dummy variable that indicates that a branch in a shopping 

center is located in a branch and that the branch's age can also be controlled. 

Measures of Labor Inputs. The employment criteria of the Directive may 

relate to their productivity. I took the following steps based on the survey of senior 

managers and branch managers in the field of Corporate Human Resources. First of 

all, the number of full-time and part-time employees on the street. Secondly, I have 

training time and branch staff as well as the branch period. Third, the performance 

of each branch staff was given. Employees in the bank receive a notification alert 

once a year. Employment score area, B, C +, C, D and E, are listed only as 6% 

branches A and B. 25.8% C + fore, 47.5% C and D or E balance are obtained.	

 I count the percentage of branch employees (excluding managers) who 

received the ABB grade and used it on the regression. Contrary to what we have 

described, the branch market is measured with a score, the monthly labor input is 
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measured from April 2016, every December before it is updated. For this reason, we 

recommend that employees' experiences are at the same level as in 2015 and 2015. 

Variables 2016 and 2017 of the fiscal year 2016 are valued due to the start of 

monthly income in April 2016. 

Human Resource Management Environment.The research described in the 

previous section shows that district human resource management will affect the 

environment in different dimensions. Managers have the ability to oversee and 

respond to employees' needs and responsibilities. One way to measure these 

dimensions for all branches is to do an experimental analysis. However, the sample 

size given is incomplete. Here's an overview of the employee's overview of the 

survey. Each branch is used every year or every two years. They measure multi-

dimensional measurements in their branches.	

 The bank staff has answered 14 questions about employee behavior: Lifting 

inquiries are usually issues such as branches, fees, jobs, benefits of employment and 

benefits provided to physical conditions. The questions listed in Annex A focus on 

the executive appraisal between the employee reward and the ID system, the nature 

of the communication between the manager and the staff, and on the level of 

partners, incentives, cooperation and access. Employee records are coded on a five- 

or seven-point scale that receives the best results. I counted the average response of 

each of the 14 problems for each branch. 
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 4. ANALYSIS AND FINDINGS 

   The Work Environment in Bank Branches. Although the banking sector in 

Kazakhstan is controlled by many major banks, Kazakhstan has the highest 

percentage of full banking branches of the largest industrial countries among the CIS 

countries in Kazakhstan. In recent years, the presence of a large number of retail 

banks, including retail banking, is increasing. 

 In addition, technological changes have been made in a major organizational 

redistribution in the Kazakh banking sector. Many documents are processed by 

branch personnel who are moved to "central accounting units". For example, in the 

past, Taylor traded the customers' transactions. Today, they are trained and evaluated 

on the basis of their ability to sell various financial products or to refer them to 

eligible sales personnel. In the words of the executive vice-president of human 

resources at the bank used for this study, “sales is now the name of the game in this 

industry.”  

 In this new competitive environment, the situation that arises in front of 

bank branch employees can be portrayed as a multitasking institution problem with 

employees, and how they can allocate their time between different tasks. Employees 

should decide whether to devote time for different competitive activities and choose 

equal level of effort for each potential activity. For example, retail bankers should 

be confident that they do not have a specific time to market (phone and individual 

cold calls, follow-up with cross-selling products) and meet the needs of customers 

who are specific to non-sales activities. Within the scope of sales activities, 

individual bankers have some options to insist on certain products on certain 

products (CDs for savings and investment decisions or specific features on different 

loans). 

 The branch manager is responsible for encouraging employees to make 

productive choices about spending their time. It is estimated that the branches of 

existing ideas will help in the HRM environment. At the same time, this theory also 

reduces the complexity of designing a working environment that solves multi-

agency agency problems. For example, Holmstrom and Milgrom (1994) argue that 



	 12	

managers will have to change management methods and procedures to obtain the 

correct balance of employee activities. 

 I want to know that the branch manager is becoming a human resources 

management environment that can affect branch performance. In 2018, I collected 

data directly from branches and businesses in many branches. I asked the bank's 

general directorate to elect chiefs generally recognized as human rights human rights 

and human resources environment. (Eg, sellers, personal banking officers, customer 

service representatives, and accounting culture, etc.). 

 This survey proved to be an integral part of the research agenda as they 

provided me with a specific example of how the employees can motivate their 

employees and affect the performance of the branch. In this section, I describe the 

results related to those far away from these three days; I chose these three because 

they pursue interesting activities of management styles and human resource 

management environment. 

Branch #1. When I visited this branch in January of 2018, the director had 

been there for almost two years. Although the manager does not think that the 

performance of the head office is better than the performance, he noted that the 

branch is not yet more likely. Although he tried to motivate his work against the 

branches, he claimed that the employees were generally incredible. Many employees 

had more than ten years of good offices and had one 

The date of the conflict was interrupted by performance. While some 

employees felt that the new manager was doing a good job, surveys with the work 

were considered a responsibility for the extraordinary work environment and the 

small performance of the shop. Specifically, they complain about feedback and 

compliance with the award and identification process. 

 For example, "At least two employees complained about the negative 

feedback about the behavior of the patients about the behavior of the other patients 

and the incentives to encourage the employees in front of the employees.It was a 

common feeling that the manager complained about not understanding the facts of 
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well performing jobs and the employees did not cooperate with each other, There 

was a queue and only one offer was working, but no one came to age fifty [15]. 

 Branch #2. When I visited the branch in January 2018, the manager stayed 

for three months. The headquarters participated before joining the branch. Prior to 

the advent of the manager, this branch was described as the worst performing branch 

in this area. When I arrived, the new executive came together at the meeting and 

asked the employees "what you need to do to make your job easier or better". The 

first application was the head timer for the calculator. Many employees were sharing 

because the previous administration indicated that they were not a budget to buy 

property. Apart from providing a calculator, new managers are used to buy coffee 

and muffins for workers. He said that his intention was to encourage its employees 

and set an open door policy. In surveys with employees, there is a picture of very 

happy employees who are aware of the manager's efforts to improve the working 

environment. 

 He made a broad comment on the quality of communication between 

colleagues and managers. He felt you had better information than before. Especially 

the employees thought that the managers were waiting for their expectations and 

how they would improve their performances. The employees explained how they 

worked with all the tasks and how they worked. Another development area was the 

award and identification system. Discuss how it works, work every afternoon. The 

current manager used "unusual" as an informal prize and was grateful to him. 

 Branch #3. When I visited this branch in November 2017, the director had 

been in the branch for almost two years. The headquarters chose this branch because 

they thought it was a model that other managers had to assign. The manager 

announced that he regularly organized staff meetings on how to learn and sell new 

companies. It also competes with small financial issues to encourage its employees. 

Finally, I saw that he was really a man. At least I was sitting in my office when I 

was on the run. Instead, he tried to answer questions on the speakers' platform or to 

ask questions. 
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 The staff manager added. He gave a positive answer about the weekly staff 

meetings. As an employee said, "We know what it's all about." Personnel meetings 

were defined as a party environment, where an employee used the attendance to 

teach them about new products, and sometimes employees were dancing at 

meetings. Communication between staff and staff was very good. "You can talk to 

her (the manager)...she's one of us," commented one employee. "She's always there 

for you.. she'll be a teller if there are long lines." The employees also noticed that 

the manager worked well and gave him a reward. Effect of survey results on 

experimental analysis of branch performance. These surveys show that the 

directorate has a regular set of human resources policies and that their policies and 

their impact on the performance of their branches are strengthened. This means that 

the sending performance of the branch is an experimental analysis. 

 In particular, the survey shows that three characteristics of the environment 

can be evident: The determination of the contribution of employees to the 

communication between employees and managers. Employees in Branch 1 are not 

satisfied with the quality of communication within the branch and feel that their 

contribution is not known. Branch # 2 and branch # 3 employees commented 

positive opinions, awards and credits. In the next section, details of the branch 

performance equality were also directed to the bank's productivity and the results of 

the survey. 
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   5. RESULTS AND DISCUSSIONS  

 Table 1 Summary statistics for dependent and independent variables for 

fiscal year 2015, 2016 and 2017. The average annual reserve ratio was between 5 

and 19 percent. When the branches are 4 years old, the average duration of the 

branch mourning is four years. Actually, we saw the same manager in two years. 

The average duration (branch) of branch employees is approximately four and a half 

years. This article extends the analysis of this relationship to the service sector, 

which will research the retail branches of the broad Kazakhstan segment.  

 



	 16	

An original database used in field tours is one of the branches in the human resources 

management branches to evaluate and evaluate branch-level performance designs. 

The front branch is very important with the performance of the student. The banks 

are paid in the form of branches, in fact they go through these studies with expertise. 
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OLS Estimates. Equation (1) was first estimated excluding the branch and 

manager fixed effects and the results are shown in Tables 2 and 4.These OLS 

specifications were done two ways, first excluding the HRM variables (Table 2) and 

then including them (Table 4). In the figures, ordinary least squares (linear) or at 

least squares are a way of evaluating unknown parameters in a linear regression 

model. OLS selects a parameter of the defined variables by minimizing the 

differences between the variables in the given database (estimation variables) and 

estimates them with a linear function. Geographically, the amount of square spacing 

parallel to the variable axis is seen at the same approximation and regression level 

between each data point in the cluster.  

 

 

 
The resulting estimator can be expressed in a simple form, especially in the 

case of a single registered record. The OLS is in agreement with the estimates of the 
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regenerators and at the level of the linear neutral estimates, the maximum discomfort 

is unrelated and continuous. Under these circumstances, OLS provides the least 

variable meaning of errors - neutral estimates with full variances. Faults are usually 

distributed in addition, OLS estimates the maximum likelihood. 

 
The Non-HRM Variables. This variable explains the difference between the 

28% difference in branch deposits and the 38% cross section change in debt sales. 

Branches operating in high-lying domestic businesses are quite particular about 
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borrowing and selling. Other market development debt estimates are whether the 

residents of the premises operate on a market that is defined as rich or developed. 

 

The variable average of the variable may be due to the fact that a settlement 

or entire population is not much better than the sales forecast. For example, rather 

than the population level, the development of the sales population may be more 

likely. In fact, many market features are stored in the store and combined with the 

level of credit balance.In the characteristics of the branch, only variable employees 

have branches and ages. The development of stocks has been significantly regulated 

by modern branches for high ratios.  

 This is the first time we can work with our business.An alternative 

description of Equation (1) involves controlling the lending or lending stock to 

control the size of the branch. When the cost of care is added, the number of full-

time and part-time workers is important both in terms of equity and equity, and 

flexibility is more for full-time employees. 

The HRM Variables. Table 3, which lists the sources of behavioral variables 

and standard causes, shows that variables are the answer to the business survey 

questionnaire. The answers to human resources are different from those of branches 

1 and 2. Table 4. Employee responses are coded on a five-point scale from both 

sides. Table 2 is the best point or seven point scale. For this reason, if the "good" 

human resources management environment supports the good performance of the 

branch, the employee behavior variables should have an equally negative 

performance in performance parity. 

 Discuss the questionnaire of the bouquet, and remember that the influence 

of the three-dimensional circle of the human resources environment is as follows: 

Employee contribution, performance appraisal and opinion, and the quality of 

communication. The results of Table 4 confirm that the size does not affect the 

performance, especially the sale of debt. Answer: The third line in Table 4 has a 

great effect on the reservoir growth rate, "How often do you know when you work 

well?". In response to the frequency with which the opinion is expressed, the 
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respondent (line 14) answered, "It is clearly understood how my performance is 

done". 

 In this article we will look at the relationship between the two dimensions 

and the two factors. In the branch (line 11). Moreover, the first principal component 

of the questionnaire response by questions (3) (14) has a significant effect on the 

growth rate of the component. Great human rights are a big part of the geographical 

borders. Table 1 shows the annual average deposit growth rate or the 11% growth 

rate of the average annual growth rate. The average annual loan interest rate is 14-

21% or 11.11. 

Fixed Effects Estimates. The HRM procedures in Table 4 are different from 

each other because they are closely related as they show some of the HRM methods 

in the branches. The average distance between a questionnaire at each level is 79.7 

(between these questions and the interpretation of the soldiers). Limit 2 to 6 for most 

people. Positive links between HRM specialties are attributed to some other factors, 

such as a high level HRM process by Encyclopedia, Show and Parnishi (1997) or 

suggested as HRM methods. Table 4 shows that the branches exclusively increase 

the behavior of HMC's environmental sales and more favorable jobs from a specific 

special factor or an abandoned executive. Improve performance promoted by good 

communication and employee identity and development. To distinguish these goals, 

equal to (1) estimates, including branch dynamics and manager dem variations. 

 Table 4 shows the main results of this study. This work is given below. 

Table 4 shows significant differences in branch-level performance. The legacy of 

the human resources management environment characterized by the branch can 

affect branch performance. Significant changes in moderate to moderate 

communication between managers and staff and workers and company and debt 

records increase communication, boss contacts and debt feedback. The effect of 

these significant effects is at least the same as the OLS results. The standard 

deviation in HRM inventory is an important contribution to the recovery rate. 

Significant significant productivity gains of 20-25% of annual average growth rate 

under lending conditions.HRM variations are not included in the OLS definition. 
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HRM variations include dem variants. The evidence presented here demonstrates 

that branch-level performance can be affected by special programming by managers. 

It is important to remember that there are many employees who will work with this 

company. The results of the results in Table 4, where human resources are very 

important in the debt equality of geographers, show that more innovative employee 

activities for human resource activity work for new debt business. Combined with 

the sale of goods.One of the other ways of managing the work of the manager is 

when the differences between the dictatorship manager are taken into account. When 

the equality is estimated, the demographic features are important in terms of debt 

equality. The results of the analysis are shown in Table 4. Table 4 shows the results 

of the analysis. Table Table 4 results in analysis. Table 4. 78 security manager is 

unnecessary in equal equality, when the question is based on communication before 

the question asked. This indicates that it is an important part of the manager's 

success. We can communicate with you. The success of this manager is also related 

to the frequency of the response given by the employer. Another example is the 

Merger 14, which has a positive effect on debt sales and can explain the frequency 

of return to work and at least part of its employees. The manager also shares the 

quality of his employees' communication with a # 80 successful manager. 

Post-2018 Performance of Visited Branches. IV IV stated that February 2, 

2018, February 2018 is the new manager of the branch. To improve the performance 

of the franchise in order to improve the performance performance in the FMM 

environment. According to the survey, the number of employees in 2015 and 2016 

shows the growth rate (16% in sales from 2015 to 2016) compared to the 

communication quality in the region. Initially, branch # 3 had a 2015 debt 

performance and was pleased with the quality of the communication during the year. 

However, in fiscal year 2017, the employee site was satisfied with the 

communication quality, even though it was the same manager, and showed a low 

rate. Branch # 1, which was launched on the market in 2015, 2016 and 2016, 

experienced a significant reaction to its credit performance performance between 

2015 and 2017 after the new entry.  
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   6. CONCLUSIONS  

 Nicole Cooper has been cautious about human resources management and 

the efficiency of production performance creating human resources, which is true in 

most business-efficient carpenters and service sector sectors. This article extends the 

analysis of this relationship to the service sector, which will research the retail 

branches of the broad Kazakhstan segment. An original database used in field tours 

is one of the branches in the human resources management branches to evaluate and 

evaluate branch-level performance designs. The front branch is very important with 

the performance of the student. The banks are paid in the form of branches, in fact 

they go through these studies with expertise. 

 They are required to utilize managers and employees to direct branch 

production and to analyze the experience of the human resources management 

environment in the branches. In the analysis of economic analysis, it is observed that 

besides the characteristics of branch and branch personnel in the branch, there are 

standardization models of branches, special branches, human branches, 

environmental models and branches which are not profit-oriented branches. And 

especially in the sale of the credit, the managers and staff were a significant influence 

on the performance of the middle class communication center. One of the same traits 

is one of the key features of the human resources management environment, which 

can lead to significant impacts and an increase in the average annual growth rate of 

loans by 16-26 percent.  

 This work has provided an important contribution, but despite the fact that 

an official human resources policy set has been presented to all banking branches, 

there is a great deal of opposition in their practice. Evidence from branch offices 

shows that some managers are making real differences to their employees, working 

efficiently and sharing activities with their branches, and economic analysis 

analyzes show these HRMs. Activity affects performance. This fact is the inclusion 

of HRM variables during recording, although not particularly special because of the 

nature of the manager's unprotected person. Rather, the evidence in this paper 

supports the notion that branch-level performance in the banking industry can be 



	 23	

improved if managers undertake specific human resource management-related 

actions.  

 This paper utilizes a unique information collected through sites visits to 

extend the analysis of the human resource management environment and 

interviewing different employees of Kaspi bank. Interviews of employees of several 

branches were used to understand how the human resource management 

environment could be differentiated. The bank had a significant impact on its 

performance based on the human resources management environment, performance 

appraisal and communication system, and communication quality between 

managers and staff. An important discovery is that although all the managers in this 

bank regularly form human resource policies, they must be highly appreciated in 

their implementation. 
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APPENDICIES 
Survey questions 

 
Thank you for answering questionnaire. Please, rate your answers from 1 to 10. 

 
1. Overall, how would you rate the bank as a place to work?  

2. How would you rate the bank as a place to work compared with a year ago?   

3. When things go well in your job, how often are your contributions recognized?   

4. I have a clear understanding of how my performance is evaluated.   

5. I feel comfortable expressing my views/suggestions at staff/branch/departmental 
meetings.   

6. I have a good understanding of the bank’s products and services that I am 
expected to promote/sell.   

7. Morale is high in my department.   

8. Communications to you from others at the same organization tend to be: 
extremely good....extremely  poor (seven-point scale).   

9. Opportunities to communicate upward tend to be: extremely good...extremely 
poor (seven-point  scale).   

10. Communications downward to you tend to be: extremely good...extremely 
poor (seven-point scale).   

11. Everything considered, communications tend to be: extremely 
good...extremely poor (seven-point  scale).   

12. How would you rate your branch/department on cooperation among 
employees?   

13. How would you rate your immediate supervisor on being easy to see when 
you have a problem or  complaint?   

14. How would you rate your immediate supervisor on letting you know how 
you are doing your job on a  regular basis?  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Reports of Kaspi Bank 
 

 
 



	 29	

 
 
 
 
 
 
 
 
 



	 30	

 
 



	 31	  



	 32	

 

 



	 33	

 
 
 
 
 
 
 
 



	 34	

 
 

 



	 35	

 

 
 
 
 
 
 


