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Abstract: COVID-19 has dramatically changed the organization’s operations, creating a
complex and complex environment for managers and human resource managers. In order to solve
the problems of the organizations during a pandemic, it was necessary to find original solutions to
ensure operations and to help their staff cope with that unusual situation. We have described the
main challenges and opportunities that the pandemic has created.
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The COVID-19 pandemic has emerged as an unprecedented public health crisis that has shaken
the world. Combined with an epidemiological measures, the COVID-19 outbreak led to a
significant slowdown in global economic activity, triggering furloughs, layoffs and the closure of
many companies [1]. However, for trying to recover from the pandemic crisis, companies have
started reopening taking into account all preventive measures.

Thus, the COVID-19 pandemic created a complex environment for managers and human
resources managers-who needed to find original solutions to support their company’s business.
Human resources management offices were not sufficiently prepared to deal with crises when they
occurred. Thus, the main objective of this study is to examine the impact of COVID-19 on human
resources management, to identify the main challenges and opportunities, and to provide insights
into future directions.

The strategic management of human resources is intended for the efficient use of human
resources to meet the strategic needs of companies. During a pandemic, companies must allocate
their resources, agree on mechanisms and make the right use of organizational resources and
knowledge. Strategic planning and implementation in a pandemic is a challenge for managers and
human resources managers.

The COVID-19 crisis has fundamentally changed the working environment in the
organizations. To ensure business continuity, many organizations have moved to remote work. For
example, Google announced that its employees would continue working remotely until at least
summer 2021, while Twitter employees were given the opportunity to work remotely indefinitely
[2]. However, not all organizations were able to afford to move to dysfunctional work. For large
industries where the physical presence of employees was necessary, all protective measures against
coronavirus infection or dismissal were proposed [3]. This situation strongly recommends that
human resources managers identify posts that can be performed remotely, those that can be
performed in the physical workplace and those that require dismissal from the postfor situations
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caused by a pandemic. Thus, these unexpected and radical organizational changes pose serious
challenges for managers and human resource managers. In addition, they can have serious
implications for the mental health of staff members, their experience in work planning, working
space and interaction with them.

On the implementation of remote work, the main problem was to provide employees with the
necessary tools, such as Zoom, Microsoft’s remote desktop, viewing tool for groups and the
Microsoft command, which all organizations cannot afford, bearing in mind ‘that financial
possibilities vary from one organization to another [4]. Home-based staff should also be provided
with effective communication, monitoring, support, performance management and-changes in their
fees. It should be borne in mind that long-distance work can lead to the isolation. of staff because of
a lack of communication between staff members, a lack of peer_advice and personal
communication, which can be a source of stress that can undermine the mental health of staff
members. It can also be psychologically demanding for these staff, given the potential for family
distraction and the many roles they have to play when working from home [5].

Many human resource managers have implemented some activities to support their staff, such
as the creation of virtual socialization events such as virtual dinners or coffee breaks [6].
Undoubtedly, these methods help to support staff in this severe crisis when they are far apart and
away from their places of work.

COVID-19 is not only a risk to physical health, but-also a significant risk to mental health [7].
This can be psychologically difficult for staff who wark from home, who may feel isolated and torn
between their work and their personal lives. Moreover, staff members who should be physically
present at the workplace may return to work for fear of contracting the virus or passing it on to their
family, which may increase their stress. In this context, the main challenge for HRM managers and
practitioners is to identify risk factors and take appropriate preventive measures in the workplace,
including for staff working at home.

Finally, the organizational culture needs to be restructured to facilitate the adoption of flexible
working arrangements and the.transition to a hybrid working model. Moreover, it is necessary to
develop and maintain a cohesive culture that supports staff communication and interaction in order
to promote social support and.cooperation among staff, especially those who work remotely. In fact,
virtual interactions can/affect socialization, tacit knowledge associated with organizational culture.
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IIpeanochblIKU CO3AaHNS CTIEUATBHBIX IKOHOMHYECKNX U HHAYCTPUAJIbHBIX 30H B
Pecny0siuke Kazaxcran
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y )

AHHOTaLII/IﬂZ B CTAaTb€ OTMCYACTCA, YTO IIOBBIIICHUC 9KOHOMHYCCKOM poiin HHHOBaHHﬁ,
HU3MCHCHHUEC TCMIIOB, HaHpaBJ’IeHI/Iﬁ N MCXaHHU3MOB Pa3BUTHUA HHHOBAIIHOHHBIX ITPOHCCCOB ABJIAIOTCA
OJHHUM H3 KIHOYCBBIX (baKTOpOB, O6yCJIOBI/IBIHI/IX pPaaduKaJIBbHBIC CTPYKTYPHBIC CABUT'M B OKOHOMUKCE.
yCTaHOBJ'IeHO, qTo B Kaszaxcrane HbIHE ﬂeﬁCTBYIOHIHC 3aKOHOAATCJIbCTBA HAIIPABJICHBI Ha
Pa3BUTHEC CIHCHUAIBHBIX 3KOHOMHUYCCKHX  30H. O6OCHOBaHO, gyro B Kaszaxcrane IIPUHATBI BCC
HeO6XO,I[I/IMBIe MCPbI IJIA (I)YHKL[I/IOHI/IpOBaHI/IH CIICHUAJILHBIX 3KOHOMHWYCCKUX U UHAYCTPUAIIbHBIX
30H.

KiroueBble cioBa: WHHOBAaNUs, HWHAYCTPUAIIBHBIC 30HbI, TOCYyAAPCTBCHHAA IIpOrpamMma
HHAYCTPUAIbHO-UHHOBAIIMOHHOI'O PAa3BUTHA.

IloBbIIIEHNE HSKOHOMHYECKOM . pOJIM HMHHOBALIMM, W3MEHEHUE TEMIIOB, HAIIPaBICHUN W
MEXaHU3MOB Pa3BUTUsl WHHOBALIMOHHBIX ‘HPOLIECCOB SBISIOTCA OAHMM M3 KIHOYEBBIX (DaKTOPOB,
00yCIIOBUBLIMX PaJUKAIbHbIE . CTPYKTYpPHBIE CIBUTH B SKOHOMHUKE IMPOMBIIUIEHHO Pa3BUTHIX U
MHOTHX Pa3BHUBAIOIIUXCS CTPaH, YTO AKTYaJbHO AJIS BCEX cTpaH EBpasuMiCKOrO SKOHOMHMUYECKOTO
co03a, U B ToM uucie g Kasaxerana, KOTOpbIil mocTaBuil Iepes coOoil 3amady BXOXKICHHS B
gyuciao 30 HambGonee pa3Buzbix crpan ODCP(Opranuzanusi SKOHOMHUYECKOTO COTPYIHHYECTBA U
pasButus) k 2050 rogy. J[aHHbIE TEHIEHIIMH B NIEPBYIO OYEpPEb MPOSIBISIFOTCS:

- B AaKTUBH3alMM HHBECTUIMH B cdepy oOpa3oBaHMs U HAyKH, TEXHOJOTMYECKHE MU
OpraHM3alIOHHbIE HHHOBAIUH;

- B NOBBILIEHUH POJIM BBICOKOTEXHOJIOTUYHBIX CEKTOPOB YKOHOMHKH B YCIIOBUSIX COXPAHEHHUS
Y TIOBBILIEHMSI TEXHOJIOTMYECKONH KOMIIOHEHTHI TPAIUIIMOHHBIX chep esTeIbHOCTH;

-/ CO3[aHUM U Pa3BUTHU HOBBIX Cpep M BUJOB SKOHOMHUECKON JESITEeIbHOCTH.

B Kazaxcrane 1eneBbIXx TOCYJapCTBEHHBIX IpOrpaMM 10 PAa3BUTUIO HAYKOEMKOTO
BBICOKOTEXHOJIOTUYHOTO CEKTOpa HE pealu3yercs, M JaHHOE HampaBjieHue (parMeHTapHO
OCYIIECTBIISIETCSl 4epe3 IeJieBble TOCYAapCTBEHHbIE MPOTpaMMbl HWHHOBAIIMOHHOTO DPa3BUTHSL.
[Mogxoxpl K WHAYCTPHATbHO-UHHOBAIMOHHOMY pa3BuTHiO PecnyOnmuku Kazaxcran Obuin
chopmupoBansl B 2003 romy B pamkax CTpaTeruy WHIYCTPHATbHO-WHHOBAIIMOHHOTO Pa3BUTHS
Pecniybnmuku Kazaxcran Ha 2003-2015 romst (CUUP), ognako mocnemyromuit kpusuc 2007-2009
roJI0OB MPUOCTAHOBHII €€ peann3anuio. Bo3BparT K aKTUBHOM WHIYCTPUAIbHO-MHHOBAIMOHHOM
nosutuke npoumsomen B 2010-m rogy B paMkax [ocynapcTBEHHOM INporpaMMbl 110
(hopcupoBaHHOMY WHyCTpHUAIBLHO-HHHOBAITMOHHOMY pa3ButHio Pecryommku Kazaxcran na 2010-
2014 roget (I'TI®GUUP), koTOpasi BO MHOTOM OCHOBBIBAaJIaCh Ha MpuHIUIAX U noaxoaax CUNP
2003-2015. Oba moxyMeHTa OTJIMYATIUCh ITHUPOKHM (OKYCOM M OXBATHIBAIM TMPAKTHYECKU BCE
CEKTOpa IKOHOMHUKHM, OTpa)kasi 3KOHOMHYECKYIO IOJMTHUKY rocynapcrBa. B T'ocymapcTBeHHOM
nporpaMMe HHIyCTpHAIbHO-WHHOBAIIMOHHOTO pa3BuTHs PecrnyOmmku Kazaxcran ma 2015-2019
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