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Analysis of human resources management practices: the impact of training
on performance efficiency of employees of Akhmet Yassawi University

Abstract

Object: Human resources management (HRM) provides the necessary guidance in order to reach the most effi-
cient result through the most effective way. This paper aims to determine the relation between the descriptive character-
istics and HRM practices, and the impact of training practices on the performance of employees.

Methods: The authors used the questionnaire method in collecting data and the 5-point Likert system to assess
them. Then, the obtained data were analyzed by using SPSS Statistics program. The authors applied the factor analysis,
T-test, ANOVA test, regression analysis methods.

Findings: This paper determines the impact of training practices, namely, the satisfaction factor and motivation
factor, to the performance efficiency of the employees. When the satisfaction factor increases by one unit, the perfor-
mance level will decrease by 0.145 units. There is a positive correlation between the performance and the motivation
factor. If the motivation factor increases by one unit, performance level will also increase by 0.413 units.

Conclusion: Training activities increase the professional and technical knowledge of the employees as well as
improve their abilities and corporate culture. Thus, it is necessary to provide a working environment where employees
can continuously learn and develop themselves through training.

Keywords: human resources management, HRM practices, training, performance efficiency, university, satisfac-
tion factor, motivation factor, employee, lecturer.

Introduction

Organizations, which effectively manage and use human resources, are more successful than organiza-
tions that do not use human resources effectively. Effective use of human resources is realized by a strong
HRM policy, high motivation and effective performance management (Leroy et al., 2018). The well-
structured performance management application also enables HRM to fulfill its functions in the organization.
Training influences employee performance by gaining special skills in order to create a product from their
work (S. Sharma & Taneja, 2018). Although employees have the skills and knowledge to do their current
jobs, they also need to be prepared for future jobs. For this reason, having the knowledge and skills to carry
out the works in the next period is achieved through the implementation of development programs (Ibrahim
et al.,, 2017). The newly recruited employee should be continuously trained in order to keep up with the
changes and developments, which required by their jobs from the time they start working until they quit
(McCrie, 2007).

Qualitative or quantitative analysis of all the efforts, which put forward in order to achieve the organiza-
tion’s goals, reveal the performance. Employees are required to be aware of the expectations and perfor-
mance standards of the management. Objectively evaluating employee performance is possible through
a comparative analysis of the organization’s standards or forms in certain periods (Khan et al., 2011).

While constantly changing environmental conditions, new competition conditions and market structures
are a necessity for organizations to survive through adaptation, organizations can demonstrate their existence in
this way. Some of the goals of the universities are to ensure the satisfaction of individuals in the higher educa-
tion sectors, to ensure work commitment, to provide faster, flexible and quality service (Shibayama, 2019).
In the developing digital world with more automation and technological developments, the need for manpower
is increasing, and new horizons can be opened in this sector.
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This paper aims to determine the relation between the descriptive characteristics and HRM practices,
and the impact of training on the performance of employees. HRM provides the necessary guidance in order
to reach the most efficient result through the most effective way. It includes all employees of the organiza-
tion from the lowest unskilled worker to the top management. The organizations are unlikely to be successful
if they don’t have an effective HRM policy, even sufficient of the financial resources does not help.

The importance of this research is to reveal the impact of training on performance. The organizations
have to keep qualified personnel at the highest level of satisfaction. The organizations, whose work environ-
ments are not structured satisfactorily and pleasantly, will meet the difficulties in retain qualified personnel
(Afshari et al., 2010). It is very difficult for newly employed personnel, who are getting oriented to the
workplace and working conditions. In order to reduce such problems encountered in the recruitment process
and to make positive changes in the performance of the employees, organizations have to give importance to
training programs. Training improves the performance of personnel by gaining special skills. In other words,
training is considered as an investment in human resources. The main purpose of the training is to reduce the
current low performance and increase the productivity rate (Barba Aragén et al., 2014). Rapidly changing
environmental conditions, new competitive conditions and market structures are a requirement for companies
to survive through adaptation. So, only organizations, which maintain their existence as an open system, can
maintain their continuity (Mpofu & Hlatywayo, 2015). Ensuring satisfaction in the higher education sector,
creating loyalty to work and providing better quality are the main goals of universities.

The significance of this research is to examine the training activities in Akhmet Yassawi University.
This paper determines the opinions and expectations of the respondents, the problems, deficiencies and
mistakes related to the training activities, and the recommendations for solving of these problems. In this
respect, the results of this study provide an opportunity to create a different vision and idea in developing
HRM practices in universities. The increase of employees’ (lecturers and staff) performance helps to ob-
tain good results in quality. This situation is an important phenomenon for lecturers and university man-
agement.

Training is important and directly affects the efficiency of the organizations. Hence, we have tried to
prove the following hypotheses:

H1: The gender of the employees impacts on training and performance factors.

H2: The marital status of the employees impacts on training and performance factors.

H3: Academic rank impacts on training and performance factors.

H4: Work experience in Akhmet Yassawi University impacts on training and performance factors.

HS5: Training factors impact on performance of the employees.

Literature Review

Education consists of a process to gain knowledge and experience. According to Chahar et al. (2019)
training is to ensure that employees improve their current knowledge, skills, experience and competence. The
need for training varies significantly according to the profession and field of activity. In practice, a lot of
large organizations establish the training departments within their organization or employ external coaches
for training. Training has great importance in contributing to the achievement of organizations’ goals. This
activity needs time and a certain expense. Adapting to changing environmental conditions is very important
for an organization, and this is possible only through training. Vinesh (2014) stated that, firstly, it should be
determined the necessity of training activities, and then these needs should be planned and put into practice.

Organizations can only survive if they achieve their existential purpose. The employee, as an important
element, should be carefully examined. In order to ensure the efficiency and effectiveness of the organiza-
tion, the qualifications of the employees must be appropriate and compatible with the organization. Training
seems to be one of the most effective elements of achieving this (Galvao et al., 2020). Training should be at
the top of the issues of importance for the organization in the changing competitive environment.

According to Singh (2018) it is possible to define performance appraisal as a systematic evaluation tool
that enables employees to realize their potential, sets goals for organizations, teams and employees to
achieve more effective results, and consists of evaluation, feedback and rewarding stages. Performance ap-
praisal has significant contributions to employees to achieve their goals, to identify what is expected of them,
to identify training needs, and to establish quality communication with their managers. From the point of
view of Sharma et al. (2020) the manager should provide constructive and unbiased feedback to his employ-
ees, be more effective in guidance, plan their professional development rationally, and ensure the integration
of the organization’s goals with the goals of the employee. Performance appraisal system consists of studies
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that include the detection and correction of deviations, the evaluation results of the performance and the
ways of its improvement (Daoanis, 2012). In order to increase the effectiveness of this system, it should be
supported by training programs and other communication tools. Thanks to this system, it is aimed to identify
the goals and to monitor and evaluate the employee development needs. Gruman & Saks (2011) stated that if
the system is applied fairly and under correct conditions, it may be possible to use the results, which are ob-
tained as inputs to other human resources management practices.

Methods

We used the questionnaire method in collecting data. There were questions to determine the descriptive
characteristics of the respondents in the first part of the questionnaire form. In the second part of the ques-
tionnaire, two different variables were used to measure perceptions of training practices. These variables
consist of satisfaction and motivation for training activities. The third part includes questions about the as-
sessment of the performance of the employees. The questionnaire consists of 19 questions in total. We used
the 5-point Likert system in the questionnaire with the five levels of answers: 1-strongly disagree, 2-disagree,
3-indecisive, 4-agree, 5-strongly agree. Then, the obtained data from the applied questionnaire were coded
and analyzed by SPSS 20.0 Statistics program. With the help of this program, we applied the factor analysis,
T-test, ANOVA test, regression analysis.

The research is limited to Akhmet Yassawi University lecturers and staff only. Therefore, the study
findings are limited to the sample and the questionnaire answers. The sample was applied to all employees of
Akhmet Yassawi University, but only 205 questionnaires were answered and accepted as valid.

Results and Discussion

In order to understand the general situation, we decided to make following frequency statistics analysis.
Table 1 concerning the gender distribution shows that 107 (52.2 %) respondents were male, 98 (47.8 %)
were female out of a total of 205 respondents. It means that male is little more than female.

Table 1. Frequency statistics of gender

Frequency Percent Valid Percent Cumulative Percent
Male 107 52,2 52,2 52,2
Valid Female 98 47,8 47,8 100,0
Total 205 100,0 100,0
Note - Compiled by the author on the basis of questionnaire

The marital status distribution stated that 145 (70.7 %) respondents were married, 56 (27.3 %) were

single, and 4 (2%) were divorced. Table 2 shows that the number of married employees is higher.

Table 2. Frequency statistics of marital status

Frequency Percent Valid Percent Cumulative Percent
Married 145 70,7 70,7 70,7
. Single 56 27,3 27,3 98,0
Valid B orced 4 2,0 2,0 100,0
Total 205 100,0 100,0
Note - Compiled by the author on the basis of questionnaire

As it is seen in the Table 3, 25 (12.2%) respondents were professors, 52 (25.4%) were associate profes-
sors, 46 (22.4%) were senior lecturers, 47 (22.9%) were assistant professors, and 35 people (17.1%) had no

ranks. It proves that most of the employees in this sector are associate professors.

Table 3. Frequency statistics of academic rank

Frequency Percent Valid Percent Cumulative Percent

Professor 25 12,2 12,2 12,2
Associate Professor 52 25,4 25,4 37,6

Valid Sen?or Lecturer 46 22,4 22,4 60,0
Assistant Professor 47 22,9 22,9 82,9
No rank 35 17,1 17,1 100,0
Total 205 100,0 100,0

Note - Compiled by the author on the basis of questionnaire
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The distribution of the work experience in this university shows that 35 (17.1%) respondents have
been working for less than 1 year, 65 (31.7%) for 1-5 years, 47 (22.9%) for 6-10 years, and 58 (28.3%) for
above 11 years. It means that most of the employees in this sector have been working in this university for
1-5 years.

Table 4. Frequency statistics of work experience in Akhmet Yassawi University

Frequency Percent Valid Percent Cumulative Percent
Less than 1 year 35 17,1 17,1 17,1
1-5 years 65 31,7 31,7 48,8
Valid 6-10 years 47 229 22,9 71,7
11 and above 58 28,3 28,3 100,0
Total 205 100,0 100,0

Note - Compiled by the author on the basis of questionnaire

Reliability Analysis
Reliability analysis is used to measure the level of trust in the survey research questions. Determining

the reliability level is made by looking at the reliability coefficient. The reliability coefficient takes values
between 0 and 1 (Table 5)

Table 5. Reliability coefficient

Cronbach Alpha Value Reliability status
0.00 < Cronbach Alpha coefficient < 0.40 Not Reliable
0.40 < Cronbach Alpha coefficient < 0.60 Low Reliability
0.60 < Cronbach Alpha coefficient < 0.80 Reliable
0.80 < Cronbach Alpha coefficient < 1.00 High Reliability

Note - Compiled by the author

The reliability analysis shows the Cronbach's Alpha coefficient for the whole study as 0.820. It means
that the reliability of the research is high. Besides the Cronbach's Alpha coefficient for the whole study, it
is calculated the Cronbach's Alpha coefficients for each level individually. Cronbach's Alpha coefficient
took its lowest value (0.691) at the Performance level.

Factor Analysis

Factor analysis aims to reduce the number of analyzes to be made in order to reach a simpler result
that is easier to understand and analyzes to be made by collecting questions with similar purposes under a
single heading. However, factor analysis cannot be applied to every data set. The KMO value of the ana-
lyzing data sets should be high, and the Bartlett test statistic result should be significant, that is, it must be
less than alpha (0.05). KMO value is a coefficient value indicating the size of the relationship between
variables. KMO value takes a value between 0 and 1. While the relationship between variables increases,
the KMO value approaches 1, when it decreases, it approaches 0 (Harrington, 2009).

This paper suggests the factor analysis, which was applied for HRM practices such as personnel training
and performance. This study’s p-value was calculated as 0.000 by the result of Bartlett test statistics. While
the p-value is smaller than the alpha value, the test statistic was significant (p=0.00 < Alpha=0.05).
In other words, it has been determined that it is appropriate to apply factor analysis on training and performance
practices.

As a result of the factor analysis on the training and the performance factors, it was determined that
each variable had one component matrix. The reliability coefficient, the mean and standard deviation values
of the variables were also calculated (Table 6).

Table 6. Factor analysis for personnel training and performance practices

Ne | HRM practices Factor Bartlett Test statistic Sig. = 0,000 Compoyent
Questions Mean Std. Deviation Alpha matrix
1 2 3 4 5 6 7 8
Satisfaction Q5 4,04 ,845 741
1 Training factor Q6 3,89 1,160 ,789 ,802
Q7 411 1,077 824
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1 2 3 4 5 6 7 8
Q8 4,22 ,932 , 741
Q9 4,26 927 ,563
Q10 4,42 ,858 ,821
Motivation Ql1 4,34 ,805 ,754
factor Q12 4,37 ,850 ,811 ,792
QI3 4,46 , 737 ,641
Ql4 4,43 ,748 ,756
Ql15 3,97 , 723 421
Performance Ql6 3,89 ,749 ,603
2 Performance factor Q17 4,01 ,813 ,691 ,751
Q18 4,05 ,781 ,763
Q19 4,14 ,807 ,765
Note - Compiled by the author on the basis of questionnaire with the help of SPSS 20.0 Statistics program

According to Table 7, the reliability coefficient of the performance factor is the smallest coefficient,
that is, 0.691. This means that the study is reliable even at the smallest value, which belongs to the
performance factor.

Table 7. Factor analysis’ results by factors

Range of Number of Cronbach’s Alpha
Ne | HRM practices Factor & o by HRM | whole
questions questions by factors R
practices study
?atlsfactlon Q5-Q9 5 789
.. actor
1 | Training Motivation ,839
factor Q10-Q14 5 811 ,820
Performance
2 | Performance factor Q15-Q19 5 ,691 ,691

Note - Compiled by the author on the basis of questionnaire with the help of SPSS 20.0 Statistics program

T-test and ANOVA test analysis

ANOVA test is the analysis, which examines the relationship between study subjects and categorical
variables. If the categorical variable has two sub-categories (gender: male, female), the relationship be-
tween the categorical variable and the study subject is tested with the T-test. If the categorical variable has
more than two sub-categories, the relationship between the study subject and the categorical variable is
examined with the one-way ANOVA test (Holcomb et al., 2018). While T-test uses t value for detecting
differences, one-way ANOVA test uses F value. However, in package programs such as SPSS, the p-value
is calculated for both the t-test and the one-way ANOVA test to make it easy to detect the differences.
If the p-value is smaller than the value alpha (0.05), the difference between the relevant variables is found
as significant.

Table 8 shows the relationship between gender and HRM practices.

Table 8. T-test for gender and HRM practices

Ne | HRM practices Factor Gender N Mean S.t d'. t Sig.
Deviation
Satisfaction Male 107 4,1869 ,61875 1714 088
| Training factc?r . Female 98 4,0122 ,83274 ’ ’
Motivation Male 107 4,4187 ,41348 365 715
factor Female 98 4,3878 , 76242 ’ ’
Performance Male 107 4,0393 43214
2 | Performance | & ior Female 98 | 3.9837 60012 | 66| A4S
Note - Compiled by the author on the basis of questionnaire with the help of SPSS 20.0 Statistics program

H1: The gender of the employees impacts on training and performance factors.
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It was used T-test to examine the differences according to the gender variable. The p-values of
training and performance factors are higher than 0.05. Hence, the H1 hypothesis is not proved. In other
words, training and performance factors do not depend on gender.

The rapidly changing needs affect the expectations of family members and cause role changes within
the family. Increasing and changing needs enable women to enter working life rapidly and to increase their
number. Although men have taken a much more active role in social life, women have started to take place
in different responsibilities and duties in time. Men and women have common values in society and social
life. However, they undertake different roles as a requirement of the gender roles defined for them in
cultural terms. While women take part in working life as free individuals, they also try to behave in
accordance with gender roles in society. Therefore, according to the results of this study, there is not much
responsibility given to male employees in terms of their satisfaction with their training level and social life
in comparison with women, although they focus better on training activities.

Providing the training opportunities for male and female employees at the university, having goals of
these employees, being supported by their colleagues and managers to achieve these goals affect their
performance levels. The high quality of work affects productivity positively in terms of the performance
and commitment of the employees to the university. The decrease in the work quality negatively affects
the performance and can lead to the turnover of employees. This study determined that the performance
has no significance according to gender (0.05 < 0.445).

Table 9 shows the relationship between marital status and HRM practices.

Table 9. ANOVA test analysis of marital status and HRM practices

. Marital Std. .
Ne | HRM practices Factor status N Mean Deviation F Sig.
Satisfaction Mgrried 145 4,1407 ,68764
factor Slngle 56 4,0536 ,78670 1,927 ,148
1 Training Dlvorf:ed 4 3,4500 1,32035
Motivation Mgrrled 145 4,3710 ,64420
factor Single 56 4,4893 ,42455 ,771 ,464
Divorced 4 4,4000 1,20000
Performance M'flrried 145 3,9600 ,55907
2 Performance factor Single 56 4,1143 , 35339 3,682 ,027
Divorced 4 4,5000 ,60000
Note - Compiled by the author on the basis of questionnaire with the help of SPSS 20.0 Statistics program

H2: The marital status of the employees impacts on training and performance factors.

When analyzing the affect of marital status on the training, it appears the need for an employee profile
that emphasizes on analysis of the work and development, on increasing the importance of quality, as well
as on the development of relations between management and employees. In this case, training activities
have great importance. Training increases the employee's self-confidence, job satisfaction and
performance, and enables him to realize himself. Married employees believe that improving their
education positively affects their work and family life, but single employees' expects that trainings help
them to make a career. This study results show no significance according to marital status
(0.05 < 0.148 and 0.464). Therefore, the H2 hypothesis is not accepted for training, but it is accepted for
performance, because the p-value of the performance (p = 0.027) factor is less than 0.05. In analyzing the
effect of marital status on the performance of university employees, results shows that university with
qualified employees can achieve success. As well as recruiting qualified employees at the university, it is
important that they meet their expectations in order to retain these employees in the university.
With the effect of the high responsibilities brought by marriage, the commitment of the married people to
the job is higher than the singles. These employees can show higher performance in order not to lose their
jobs.

Table 10 shows the relationship between academic rank and HRM practices.
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Table 10. ANOVA test analysis of academic rank and HRM practices

Ne | HRM practices Factor Academic rank N Mean S.t d'. F Sig.
Deviation
Professor 25 4,3440 ,32924
Associate 52 4615 53216
Satisfaction Professor
factor Senior Lecturer 46 3,8435 ,96047 6,160 ,000
Assistant 47 43106 46026
Professor
1 Trainin No rank 35 3,7600 ,92520
& Professor 25 4,5840 42786
Associate 52 4,4538 46038
Motivation Professor
factor Senior Lecturer 46 4,3739 ,64029 3,324 ,012
Assistant 47 4,5064 35103
Professor
No rank 35 4,1029 ,94852
Professor 25 3,9760 ,52383
Associate 52 3,9038 47772
Performance Professor
2 | Performance factor Senior Lecturer 46 4,0652 ,45812 1,613 ,173
Assistant 47 4,1447 45051
Professor
No rank 35 3,9543 ,68956
Note - Compiled by the author on the basis of questionnaire with the help of SPSS 20.0 Statistics program

H3: Academic rank impacts on training and performance factors.

Table 10 shows that the p-values of training factors are less than 0.05. Thus, the H3 hypothesis is ac-
cepted for training, but not for performance factors, because its p-value is higher than 0.05.

Table 11. ANOVA test analysis of work experience in Akhmet Yassawi University and HRM practices

Ne | HRM practices Factor W.ork experience N Mean S.t d'. F Sig.
in University Deviation
Less than 1 year 35 4,1143 ,69331
Satisfaction 1-5 years 65 4,0892 , 74165
factor 6-10 years 47 3,8723 ,83866 3,053 030
1 Training 11 and above 58 4,3000 ,60321
Less than 1 year 35 42914 ,52991
Motivation 1-5 years 65 4,5138 ,39995 1.964 121
factor 6-10 years 47 4,2766 ,87034 ’ ’
11 and above 58 44517 ,55890
Less than 1 year 35 4,0171 , 39815
Performance | 1-5 years 65 4,0862 , 37411
2 | Performance | g, ror 6-10 years 47| 3.8723 Jo702| MO T
11 and above 58 4,0414 ,53345
Note - Compiled by the author on the basis of questionnaire with the help of SPSS 20.0 Statistics program

H4: Work experience in Akhmet Yassawi University impacts on training and performance factors.

The extension of the employee's work experience in Akhmet Yassawi University, increases the
investment of that employee in the university. This means that the employee gets more experience regarding
the work he has done during the work period in the university. This affects to the individual gains
of employee and positive contributions to the efficiency of the institution. The correct determination
of the needs analysis for training activities changes the employee's perspective on training. When analyzing
the training factors, it was found that employees with 11 years of work experience or more were higher in
training activities than others. The study analysis shows that the satisfaction factor has a significance
according to work experience in university (0.03 < 0.05), but the motivation factor did not have significance
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(0.05 < 0.121). Therefore, the H4 hypothesis is accepted for training, but not for performance factors, be-
cause its p-value is higher than 0.05. Although employees' time can be bought for wages, it is not always
possible to buy their loyalty and enthusiasm for the job. These can be achieved by the approach methods
towards employees. In addition to the economic expectations of the employees, their expectations and
attitudes towards the job affect their performance.

Regression Analysis

Regression analysis examines the existence of linear relationships between a dependent variable and
one or more independent variables, their size and direction. In the regression analysis, beta coefficients are
calculated for variables that are found to have a significant relationship between variables (King et al., 2017).
Mathematical equations are established with the calculated coefficients. Equation established in terms of re-
gression. It can be expressed as:

Y= B0+ pi Xi + &i (1)

Here, X — independent variable of i,

Y — dependent variable;

[ i— coefficient of the independent variable of i;
&1 — error terms of the dependent variable

S 0 — constant coefficient value

Table 12. The relationship between performance and training factors

Coefficients”

Model Unstandardized Coefficients Standardized Coefficients ¢
B Std. Error Beta

2,683 ,255 10,515
1 Satisfaction Factor -,119 ,052 -,168 -2,312
Motivation Factor ,413 ,062 ,481 6,619
Note - Compiled by the author on the basis of questionnaire with the help of SPSS 20.0 Statistics program
a. Dependent Variable: Performance

Sig.

,000
022
,000

(Constant)

Regression analysis shows that the calculated p-value is 0,000 and explanation percentage (R2) of the
model is 0,182 (Table 13).

Table 13. Model Summary of Regression Analysis

Model R | R Square Adjusted R | Std. Error of Change Statistics Sio. F
q Square the Estimate | R Square Change | F Change | dfl | df2 Chg.nge
1 ,426° ,182 ,174 ,47155 ,182 22,422 2| 202 ,000
Note - Compiled by the author on the basis of questionnaire with the help of SPSS 20.0 Statistics program

a. Predictors: (Constant), Motivation Factor, Satisfaction Factor

H5: Training factors impact on the performance of the employees.

As a result of the regression analysis between performance and training factors, performance and con-
stant coefficient (p = 0.000), satisfaction factor (p = 0.022) and motivation factor (p = 0.000) were found to
be correlated (p <0.05). The regression equation is as follows:

The number of factors, which was significant according to regression analysis, is two, so i is equal to 2
(i=2). Hence, the formula of the equation must be as:

Y=PR0+ Bl XI +p2X2 )

If the symbol equivalents and values in Table 9 are replaced in the equation, we get the equation as fol-

lows:
Performance = 2.683 — 0.119 Satisfaction factor + 0.413 Motivation factor

As a result of the regression equation, we see a negative relationship of 11.9% between the performance
and the satisfaction factor. When the satisfaction factor increases by one unit, the performance level will de-
crease by 0.145 units. There is a positive correlation of 41.3% between the performance and the motivation
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factor. When the motivation factor increases by one unit, the performance level will also increase by 0.413
units.

When the examining the relationship between the performance level of the employees and the
satisfaction factor and motivation factor, training and development practices are one of the important issues
in terms of efficiency. The general purpose of education systems is to equip individuals with comprehensive
knowledge and skills. The aim of formal education systems is to provide individuals with basic knowledge
and skills to improve their attitudes and behaviors. Specific issues related to working life are not within the
scope of formal training. Thousands of young people graduate from formal education universities that cover
different education fields every year and start their work life. However, most of these employees are not
prepare for the real work. Thus, their performance decreases and they need training to eliminate the
deficiencies in their jobs. One of the goals of managers is to prepare learning environments to increase the
performance of employees and to help them gain the habit of lifelong learning.

Conclusion and Recommendations

This study aimed to determine the affect of the training factors on the performance efficiency factors.
With the help of applied questionnaire, we aimed to determine the training programs and which factors affect
employees’ performance. According to the results we have stated that university generally aims to develop
their employees and provide job satisfaction, to increase their productivity, and prevent their alienation from
work through orientation trainings. Thus, as a result of the performance evaluation, it was concluded that the
employees' job satisfaction and their commitment to the university increased, and they easily adapted to
developing technology. The importance of developing training activities is emphasized in order to ensure the
continuity of organizations and to adapt to changing environmental conditions. It means that success can be
achieved by determining these activities by the needs and organizing them continuously.

This paper determines the effect of training practices, namely, the satisfaction factor and motivation
factor, to the performance level of the employees. It has been explained the possibility of increasing the
performance of university employees through training and development activities. Academic and
professional staff should be trained in order to eliminate the identified training gap and to increase efficiency.
It is important to provide the necessary trainings to employees in order to achieve the goals of the university
and develop the personnel. If the training needs of the employees are determined correctly, the training will
contribute to both their job-oriented and personal development, and also meet their educational expectations.

The success of the managers has also been effective in increasing the performance efficiency of
university employees. Thus, in order to increase the loyalty and performance of the employees of the
university, managers should be more social. The importance of performance evaluation is increasingly
gaining in value within HRM. The rapid change and development in the world have caused organizations to
enter an intensely competitive environment. The only way to achieve real productivity is to make the most
effective use of human resources by organizations. Universities should establish evaluation systems
according to their strategic goals and structure by training both evaluated and evaluating personnel. Training
and development activities increase the professional and technical knowledge of the employees as well as
improve their physical abilities and general culture. Also, the employee can improve his/her knowledge and
skills regarding the job and improve wage opportunities by advancing in the career steps through trainings.
As a result of this research, we have developed reccomendations for each factor of this study:

RI: A work environment free from stress and conflicts must be created in university in order to
productively work. The desire of female employees to participate in an active work-life, to respond to their
career expectations, and to have a sense of high esteem at the university can enable them to be stronger and
more productive in both worklife and social life.

R2: Employees should be selected regardless of gender. Employees’ opinions should be taken into
account. Considering these as an opportunity for university development and providing equal opportunities
in training and development to every employee may be beneficial in terms of achieving more efficiency and
standing in a competitive environment.

R3: Considering the tendency of married employees towards training activities, the continuity of these
activities should be ensured as a constant source of motivation. Determining the training needs and career
expectations of single employees, training activities may be beneficial in terms of increasing employee
performance.

R4: Increasing the performance of university’s employees depends on the success of the managers.
It is important for managers to see their employees as a social asset, not a material element, in order to
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increase their loyalty to the university. Considering the different expectations of all employees and paying
attention to the social expectations of single employees will be beneficial in increasing employee motivation
and performance.

RS5: There are many different employees at the university in terms of their fields of duty and academic
rank. For this reason, developing methods that will strengthen communication among employees by the
university management and referring to the knowledge, experience and ideas of employees of all ranks
without discrimination can provide significant benefits to the realization of the goals of both the university
and the employees.

R6: While training activities increase the professional and technical knowledge of the employees, they
also increase their general culture and physical abilities. With the help of training, the employee can improve
his knowledge and skills in his job and reach better wage opportunities by career promotion. Regardless of
the work experience, training activities, which will contribute to the individual and corporative development
of the employees, can increase the rate of their benefit from these activities.

R7: Payment is generally considered as a tool used by universities to increase performance and
motivation in order to achieve their strategic goals. Employees' performance can be increased by applying
the performance-based payment system fairly and increasing motivation.

R8: The purpose of the training activities, which are implemented in order to increase the performance
of university employees, should be oriented in learning. Universities that adopt this goal can eliminate the
information obsolescence that occurs in individuals with the new knowledge and skills they acquire. High
technology and knowledge, which is one of the most effective competitive elements in contemporary world,
can only be achieved through well-programmed training activities. Correct determination of the subject and
training programs can increase the training gains and performances of the employees.
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Bb. A6apacuios, K. Kynaiioeprenos, /I. Kenecoaes, C. baiimaran0oeros

Apnam pecypcTapbIH 6acKapy TIKipuOesepiH Tajgay: TPeHHHITIH
Axmert Slcaym yHUBepCHTETI KbI3MeTKepJIepiHiH KyMbIc oHiMaiirine acepi

Anoamna
Makcamoi: Anam pecypctapblH Oackapy jkyHeci YHBIMHBIH OapbIHINA THIMAI HOTHXKEre KOJ JKETKi3yl YILIiH
MaHbI3/bl peJl OiHaiinel. MakamaHblH MakcaTbl — YHHBEPCHTET OKBITYIIBUIAPEI MEH KbI3METKEpIICpiHIH KeKe

cUraTTamaiapbl MEH aJlaM pecypcTapblH OacKapy TaKipuOenepi apachblHAarbl OalIaHBICTbI, COHal-aK TPEHUHITEPAiH
OJIAp/IBIH OHIMJIIIIK HOTHKEJICPIHE OCEPiH aHBIKTAY.

Odicmepi: ABTOpiap NEpeKTepi >KMHAY Ke3iHJIe cayalHama oiCiH >KoHe onapAbl Oaranay YIIiH S5-0aiibik
Jlukept xyiecin xonnmaugasl. Conman keiiH anbiHFan mamiMertep SPSS Statistics OGarnmapiamachl apKbIIbl TajAaH/IbL.
Makanana pakTopisik Tasiaay, T-Tect, Anova TecTi, perpecCHsUIBIK Ty SiCTepi KOIIaHBUIIBI.

Kopvimeinoei: Makanafga TpeHHHITEpAiH, aral aWTKaHla, KaHaraTTaHy (akropbl MEH BIHTAJIAHABIPY
(haKTOPBIHBIH OKBITYIIBIIAP MEH KbI3METKEPJICPIiH OHIMIIIIITIHE 9cepl aHBIKTAIIbL. SIFHY, KaHaraTTaHy KO3 PHUITHSHTI
O0ip Oipmikke ockeH Ke3jae oHIMITiKk meHreii 0,145 Oipmikke TeMeHAe#mi. AJ, OHIMAUNK IeH BIHTAIAHIABIPY
(akTOpBIHBIH apackiHna OH Oaitmanbic 06ap. Erep siHTamanmeipy kodddunuenTi Oip Oipiikke apTca, OHIA OHIMIIIIK
neHreiti ne 0,413 Oipimikke apTajbl.

Tyorcoipvimoama: TpeHUHT ic-apanapbl OKBITYIIBUIAD MEH KBI3METKEPIIEP/IiH KOCiOU KOHE TEXHHUKAIBIK OUTIMIH
xeriungipeni. CoOHBIMEH Karap, oJlapAblH KaOieTTepi MEH YHBIMIBIK MOJACHHMETIH apTThipanbl. Ochuiaiiina, omapsl
YHEMi OKBITY apKbLJIbl OaceKere KaOlIeTTi >KYMBIC OPTachblH KAMTaMachl3 €Ty KaXeT.

Kinm ce30ep: anam pecypcrapblH 0Oackapy, afgaM pecypcTapblH 0Oackapy ToxipuOenepi, TPEHHHT, ©HIMILIIK
KOpCEeTKillli, YHUBEPCUTET, KaHaFaTTaHy (PaKTOpPbI, BIHTATAHABIPY (AaKTOPHI, KBI3METKEP, OKBITYIIIBL.

Bb. A6apacuios, K. Kynaiioeprenos, /I. Kenecoaes, C. baiimaran0oeros

AHa/IN3 NPAKTUKH YIIPABJEHHS YeJI0BeYEeCKUMH pecypcaMu: BJMsIHHE TPEHHHIa
Ha 3¢ (peKTUBHOCTH padoThI COTPYIHUKOB Y HUBepcuTeTa AxmeTta SlcaBu

Annomauyusn

Lens: CucremMa ynpaBICHHS YEIOBEUCCKHMHU pecypcamMu 00eCIeYuBacT HEOOX0AUMOE PYKOBOJCTBO AJIS JOCTH-
keHus dQPexTUBHOTO pe3ynbTaTta Hanboiee NeHCTBEHHBIM CITOcOOOM. [leNbio MaHHOW CTaThH SIBISETCS OIpeIeiIcHIe
CBS3M MEXIY OIHMCATENbHBIMH XapaKTePHCTUKAMH IIperojaBaTelieil M COTPYTHHKOB YHHBEPCHUTETa M IPAKTHKAMHU
YIpaBJICHHUS YEIOBECUECKUMH peCypcaMi, a TAKKe BIMSHIE TPEHUHTa Ha IPOU3BOJUTEIHHOCT COTPYAHUKOB.

MemoOobi: ABTOPBI WCTIONB30BAIM METOJI aHKETHPOBAHUS NPH cOOpe JaHHBIX U S5-0amibHyio cucteMy Jleiikepra
JUISL UX OIICHKH. 3aTeM IOJyYCHHbIC JaHHbIE OBLITN MPOaHATM3UPOBAHBI C TOMOIIBIO Mporpammbl SPSS Statistics. Kpo-
Me€ TOT0, OHHM MPUMEHIIN (aKkTOpHbIH aHamu3, T-rect, ANOVA-TecT, METOIbI pErPECCHOHHOTO aHAIH3A.

Peszynomamei: B craThe ompenenseTcs BIUSHUE TPCHHWHTA, a UIMEHHO (hakTopa yIOBICTBOPCHHOCTH U (hakTopa
MOTHBAIUH, HA YPOBCHb MPOM3BOIUTEIBHOCTH MPEIOAaBaTeN el U COTPYMHUKOB. Korna ko3 GuiueHT yIoBIeTBOpeH-
HOCTH YBEJIMYHMBACTCS HA OJHY CAMHUILY, YPOBCHb MPOM3BOIUTEIBHOCTH CHIKaeTcs Ha 0,145 exuuunbl. Mexay mpo-
M3BOJIUTEIIEHOCTHIO U (DAKTOPOM MOTHBALIUU CYIIECTBYET MOJIOKUTEIbHAS Koppesnus. Ecinu GpakTop MOTHBAaNIMU yBe-
JUYUTCS HA OJHY CIUHHMITY, YPOBECHB IPOU3BOIUTEIBHOCTU TakKe Bo3pacteT Ha 0,413 equHUIIBL.

Bv1600vi: TpeHHHTH TOBBIIIAIOT NPOQEeCcCHOHANBHBIC M TEXHUYECKNE 3HAHUS IPETojaBaTeNicii 1 COTPYIHHUKOB,
a TaKXke yJIydIIaroT UX CIIOCOOHOCTH M KOPIOPATUBHYIO KyJIbTypy. TakuM oOpa3oM, He0OXoaumMo obecreunTs pabdo-
9yI0 Cpemdy, B KOTOPOi OHM MOTYT MOCTOSIHHO YYUTHCS U pa3BUBATHCS MOCPEICTBOM TPEHHHTOB.

Knrouegvie cnoga: ynpaBieHue 4eJOBEUECKUMH pecypcaMu, NpakTuku YUP, TpeHUHTr, nmokasaresb Mpou3BOAU-
TENBHOCTH, YHUBEPCHUTET, (PaKTOp yIOBICTBOPEHHOCTH, MOTHBAIIMOHHBIN (PAKTOP, COTPYIHHUK, IPETIOIaBaTEINb.
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