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Abstract. The hotel business in Kazakhstan is one of the fastest growing
sectors that has a significant impact on the economy and society. Personnel risks
are among the most complex and have a wide classification. The management
of these risks includes the identification, assessment, and control of all internal
and external factors that may negatively affect the company's activities. To
analyze human resource management in the hotel sector, taking into account
personnelrisks, 131 employees of various management levels were interviewed.
The conclusions obtained by the authors demonstrate that strategic human
resource management in the reviewed hotel organizations is at a low level of
development. To improve the situation, the authors consider the possibility of
implementing a human resource management system, including a mechanism
for managing personnel risks.

Based on the findings, the authors hypothesized that it is possible to solve these
problems by creating and implementing a typical personnel risk profile. Despite
the recommendatory nature of this proposal, they are undoubtedly able to have
an impact, reduce the number of personnel risks, and stop the negative impact of
their onset on the dynamics of the development of organizations in this area.

Keywords: risk management; personnel risk; hotel business; human resource
management; personnel risk profile.

Introduction

The complexity, dynamism, and uncertainty of the Kazakh economy form a significant
number of risks that threaten the effective functioning and develop-ment of any organization.
At the same time, factors of the internal environment of the organization are of particular
importance, the fundamental influence of which is related to the quality of personnel and the
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effectiveness of the personnel management system of the enterprise. The conceptual basis of
risk management proceeds from the fact that the goal of any organization is to create value for
the parties interested in its activities. Uncertainty is based on risk; therefore, any or-ganization,
namely management, when faced with it, must develop management decisions that will allow
thisrisk of uncertainty to be leveled, and at best used to increase the value of the organization [1].
Today, a risk-based approach should be the basis for the management of Kazakhstani companies,
which was especially emphasized by Head of State Kassym-Jomart Tokayev in his Message to
the People of Kazakhstan dated September 1, 2022, "A just state. A united nation. A prosperous
society" [2]. The negative consequences of personnel risks are mani-fested in contradictions in
working relations at the enterprise, as well as in the appearance of dysfunction of motivational
processes that lead to contradictions that destroy the organization in the process of social and
labor relations of organ-izations in any field. The main contradiction in the system of creation
and func-tioning of the personnel policy of enterprises lies in the insufficient and ineffec-tive
development of personnel strategies from the point of view of a unified orga-nized personnel
management system and taking into account the specifics of the issues being resolved, and in
the fact that in the personnel policy of more enter-prises there is no necessary strategy for
managing personnel risks of the enter-prise, which will really solve issues of personnel security.
Therefore, the issue of creating and effectively managing personnel risks in organizations arises
before the managers of any enterprise.

The purpose of the study. The main purpose of the current study is to analyze and determine
the current level of management of the personnel risk system in hotel-type organizations in the
Republic of Kazakhstan.

The formulation of the problem for this work is to work out the distinctive features of the
personnel management risk management system in the facilities of the hotel sector of the
Republic of Kazakhstan.

As a result, it will be possible to develop and propose for use a unified profile of personnel
risks for organizations of the hotel business contained, and theoretical provisions and practical
recommendations can be widely used in the activities of organizations of the hotel business and
aimed at solving problems of personnel security of organizations, and can also be used in the
preparation of local documents to solve problems in the above-mentioned area.

HR risk management, as we adhere to the position expressed by Mitrofanova A.E. [3], is
a process that involves the diagnosis, quantitative and qualitative assessment of all human
resourcesrisk factors that may negatively affecta company's operations, in addition to consistent
monitoring.

This definition reveals the key aspects of risk management in an organization, which:

- is a continuous process that covers the entire organization;

- carried out by employees at all levels of the organization;

- used in the development and formation of a strategy;

- It is used throughout the organization, at every level and in every department;

- aims to identify events that may affect the organization and risk management in such a way
that they do not exceed the organization's willingness to take risks (risk appetite);

- gives the management of the organization a reasonable guarantee of achieving the goals;

- is associated with the achievement of goals in one or more overlapping categories. [4, p.5]

The need to create effective personnel risk management systems lies in the fact that:
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- This is a complex control object.

- This is a threat of financial and reputational losses due to the lack of necessary employees
or their temporary oversupply, poor-quality staff planning, inefficient job replacement schemes,
and untimely staff reduction.

- Professionalization of activities requires a lot of capital intensity for professionals.

- Alabor-intensive process that requires a certain level of qualification and knowledge of the
characteristics of companies.

Modern managers put entrepreneurial (financial) risks at the forefront, and personnel risks
and their management are fragmentary and episodic. In addition, personnel risk management
as an independent function of personnel management is not distinguished either in theory or
in practice. In our opinion, this reduces the effectiveness of the human resource management
process as a whole, which can be ensured only in conditions of systematicity, continuity,
integration, and scientific effectiveness.

The importance of personnel risk management is shown in Figure 1.

Impact on the
development of a
personnel management

Focus on identifying strategy
events that prevent the The criterion that
risk appetite of the guarantees the
company (the achievement of the
willingness of the 1
organization to take £od
unjustified risks)
The

importance of
a personnel
risk
management
system

Figure 1 The importance of the HR risk management system
Note: compiled based on data [5]

To ensure the safety of personnel, the company uses various methods aimed at assessing and
preventing potential threats. HR risk management is an integral part of the company's overall
HR strategy.

This is a strategic approach to managing the company's most valuable resource - its
employees, who make a significant contribution to achieving its goals. In this regard, according
to the authors, each organization, and especially those offering their services in the hospitality
sector, should have an effective personnel risk management system with a high level of response
and protection to emerging shock events in the personnel management process. The hotel
business is a complex socio-economic system that is actively developing in Kazakhstan and has
a significant impact on society.

A.H. T'ymunres amwindazor Eypasus yammorx ynusepcumeminityy XABAPIIBICBI. Ne2 e 2025 125
IKOHOMMKA CEPUACHI
ISSN: 2789-4320. eISSN: 2789-4339



A.A. Legostaeva, M.S. Stepanov, B.K. Jazykbaeva

The peculiarities of the functioning of hotel enterprises include the characteristics of the
hotel products market as a whole, as well as specific features such as:

- The definition of hotel products as accommodation services at the state level, which play an
important role in the tourism industry.

- The priority of inbound tourism in the state policy in the field of tourism and hotel
management.

- Taking into account socio-economic instability, income, and employment of the population
of partner countries in the formation of tourism and hotel products, as well as international
cooperation.

- The need for operational adaptation to changes in demand for tourism and the hotel
industry. In 2019, the Industry Qualifications Framework for the "Hospitality Industry" was
developed, which describes the levels of qualifications recognized in the industry and ensures
their comparability, as well as serves as the basis for the development of professional standards
and a system for confirming compliance and assigning qualifications to specialists in the
"Hospitality Industry" [5].

This point is quite important within the framework of the problem under study. Since the
issue of the quality of work of hotel organizations is strategic for the tourism potential of the
Republic of Kazakhstan, and has been raised more than once at the state level. And the necessary
quality is achieved solely due to effective management and personnel management policies in
these organizations, including the existing personnel risks and threats to the personnel security
of enterprises in this field. Based on this, the authors of the study will analyze and assess the
level of personnel risk management in the organizations of the hotel business of the Republic
of Kazakhstan. Since there is a special interest in the methods of personnel management and
personnel risks used inleading organizations, not only at the domesticlevel butalso at the foreign
level. It is also necessary to assess the level of employee satisfaction with working conditions in
this area and the potential for development and staying in the hotel services sector as a whole.

Literature Review

The issues of personnel risk management and ensuring staff sustainability are the subject of
wide scientific and practical interest. In modern conditions, personnel security is considered
as an integral element of strategic management of organizations, especially in socially oriented
areas such as the hotel business.

So,KazakovaE.D.focuses on the need for a systematicapproach to personnel risk management
and identifies key tools that ensure personnel security [3]. Current theoretical and applied
aspects of organizational risk management, including personnel, are described in detail in the
training manual by Nizamutdinova L.K. and Malaeva V.V. [4]. In the context of the hotel sector,
the compliance of personnel competencies with industry requirements plays an important role.
In this regard, the industry qualifications framework in the direction of "Hotel management"
serves as a valuable tool, regulating professional standards and skill levels, as well as serving as
a guideline in the formation of a system of professional training and evaluation of personnel [5].

Currenttrendsin the developmentofthe creative economy, described by R. Florida, emphasize
the growing role of human capital and its involvement as critical factors of competitiveness [6].
The problems of assessing and reducing personnel risks are elaborated in detail in the study
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of Mitrofanova A.E. Zakharova D.K. and Ashurbekov R.A. where methods of identification,
qualitative and quantitative assessment of risks, as well as approaches to their ranking and
minimization are proposed [7].

Of particular value is the approach to HR audit as a risk diagnostic tool proposed by S.D.
Reznik and O.V. Kholkina. The authors consider audit as a preventive mechanism that helps
identify weak links in the personnel management system and take corrective measures [8].

An important aspect of HR management is the formation of sustainable staff loyalty. In their
work, Reicheld and Markey emphasize the strategic importance of sincere employee loyalty,
which directly affects staff retention, service quality and financial results of the company [9]. In
turn, N.A. Grishenko, in a study on the staff satisfaction index, focuses on its importance as an
indicator of employee engagement and dedication [10].

Thus, the analysis of modern literature indicates the high importance of integrating HR risk
assessment and management systems into the strategic management of an organization. Taking
into account personal loyalty indicators, risk audit and compliance with industry qualifications
make it possible to form a stable and effective personnel system.

Methodology

As part of the current study, information from publicly available sources, including regulatory
acts, government resources and state statistics services, was reviewed and analyzed. The
authors resorted to using both foreign and domestic scientific literature to study the topic under
consideration and the stated problems. In the course of the research, sociological methods such
as questionnaires and surveys were used to determine the strategic level of personnel risk
management in hotel business organizations.

Within the framework of the work carried out, methods of questioning and interviewing,
analysis and synthesis, methods of deduction and induction, logical interpretation, methods of
logical reasoning, graphical representation of the results of analysis and evaluation were used.

Hypothesis:

In conditions of a low level of strategic personnel management and high staff turnover in the
hotel sector of Kazakhstan, the introduction of a personnel risk management system based on
a typical risk profile and modern HR practices will increase the stability of personnel, improve
employee motivation and minimize the negative effects of internal and external risks affecting
the activities of organizations.

Research question:

How does the development and implementation of a personnel risk management system,
including a typical risk profile, affect the sustainability of personnel and the effectiveness of
human resource management in the hotel business in Kazakhstan?

Stages of research:

Within the framework of this study, the work was carried out in stages. At the first stage,
the analysis of scientific, regulatory and statistical literature on human resource management
and personnel risks in the hotel industry was carried out, and modern approaches to HR
management in both domestic and foreign practice were studied. The second stage included
the development of a research methodology: the definition of methods for data collection and
processing, the formation of questionnaires and the selection of respondents. At the third
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stage, a survey of employees of hotel organizations in the cities of Astana and Karaganda
was conducted, as a result of which 131 valid questionnaire responses were received from
representatives of various management levels. The fourth stage consisted in analyzing the
collected data, identifying key problems in personnel management, as well as assessing the
level of development of the personnel risk management system. Finally, at the fifth stage, the
main conclusions of the study were formulated and practical recommendations were given for
improving strategic HR management and personnel policy in the hotel sector of Kazakhstan.

Discussion and results

There is a shortage of personnel in the hospitality industry of our country, as well as the
problem of the quality of their training. These factors can currently be considered one of the
most significant obstacles to the sustainable development of this industry in Kazakhstan.

The dynamics of the number of hotel enterprises in Kazakhstan tends to grow, as shown in
Figure 2.
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Figure 2 Total number of hotels in Republic of Kazakhstan
Note: compiled on the basis of data [11]

The increase in the hotel sector facilities in 2023 in relation to 2020 amounted to 10.22%.
However, the trend is not typical for all regions.

There is an increase in hotel enterprises in Akmola, Atyrau, Zhambyl, Kyzylorda, Pavlodar,
Turkestan regions. In other regions, there is a decrease in dynamics, which is associated with
the allocation of new areas. Of course, the sphere is actively developing, as evidenced by the
positive dynamics of the opening of new accommodation and the annual growth of tourists and
visitors.

However, in our opinion, the presence of a large number of hotels of the highest categories
is a fundamental factor in the development of the entire sphere due to the fact that they set
a high bar for the development of material and technical equipment, the level of service, the
qualifications of employees, the development of a high human resource potential of the sphere,
the number of staff turnover.
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Asarule, such organizations demonstrate the presence of a high-level personnel management
system. It should also be noted that they actively analyze and apply in practice the most modern
and relevant methods of personnel management and personnel risks. Accordingly, there is a
special interest in the methods of personnel management and personnel risks used in leading
organizations not only at the domestic but also at the foreign level.

It is worth understanding the importance of regularly assessing the level of satisfaction of
specialists of all ranks with the presented working conditions in this industry and the potential
for their career growth in the hotel industry.

To analyze the strategic analysis of human resource management in hotel business
organizations through the prism of personnel risks identified in this process, we conducted
interviews with employees of various managerial levels, their extended survey in the aspect
of conducting administrative and economic activities, which allowed us to identify the main
categories of personnel risks at enterprises providing services in the hotel industry and assess
the proportion of personnel risks risks and ensuring the safety of the human resources potential
of typical subjects in this field.

The forms with questionnaires were sent by the authors to the working emails of the largest
representatives of the hotel industry in Astana, Karaganda and the region. According to the
results of the survey, the number of employees who took part in the anonymous interview was
131 employees of various management levels of organizations in the hospitality industry.

As a result of the survey, the focus group included: 3 employees from the board of directors
and founders, 25 employees of the administrative and management staff and 103 employees of
the maintenance staff. For the questionnaire, the categorization of questions using the coding
procedure was used, i.e. by assigning each question a quantitative information value. We have
identified categories of questions that characterize respondents by age, work experience, exciting
and motivating factors at work, and the effectiveness of the human resources management
system in the organizations of the hotel sector. Let's present the answers to the first 6 questions
of the respondents in the form of a table 1:

Table 1. Answers to the questionnaire questions

Ne Question Answer options Number % ratio
1 | «Please indicate From 18 to 25 21 16%
your age» From 25 to 30 41 31%
From 30 to 40 50 38%
From 40 to 50 13 10%
50+ 6 5%
2 | «Which category | Directors and founders 3 2,3%
of employees Administrative and managerial staff 25 19,1%
do you belong to» Maintenance staff 103 78,6%
3 | «<How long have up to 6 months 38 29%
youbeen working | from 6 months to 12 months 48 37%
in this company» from one to two years 23 18%
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From two years to 5 years 13 10%
More than 5 years 9 7%
4 | «Are you satisfied | Yes, completely 19 15%
With your work Rather, yes 35 27%
in the.cur.rent [ find it difficult to answer 8 6%
organization»
Rather, no 43 33%
Absolutely not 26 20%
5 | «Could you please |Iam completely satisfied with my job and have |16 12%
choose a definition | no plans to change jobs in the near future.
appropriate to [ am generally satisfied with my work in the orga- | 18 14%
your current nization, but would consider alternative job offers.
situation? » s . e
[ am rather not satisfied with my position in the |51 39%

organization, but the option of changing jobs is
not available at the moment

[ am completely dissatisfied with the conditions |37 28%
of my work in the current organization and am
actively looking for another place

[ did not think (did not think) about this question |9 7%
6 | «Are modern Yes 26 20%
methods used in Not 94 72%
human resources It is difficult to answer 11 8%

management in
your organization?

Note: compiled based on a survey

Analyzing the answers, it can be concluded that among the surveyed employees, most of the
representatives of the middle age group are between 30 to 40 years old, which is 38% of all
respondents who took part in the survey. The smallest age group consists of respondents aged
50 and over.

The average age of the surveyed employees of the hotel industry was 34.5 years. According
to the survey data, the service personnel in the survey were represented by 103 employees or
78.6% of the total number of participating respondents. Administrative and managerial staff -
25 people (19.1%), directors and founders - 3 people (2.3%).

The predominance among the surveyed service personnel is logical and natural, since the
absolute majority of employees of any hotel are service personnel. Most of the answers come
down to the fact that the working experience of employees is mainly from 6 to 12 months (48
people), and only 9 people have been working for more than 5 years, which is 7% of the total
number of respondents.

Since the significant majority of employees have less than a year of work experience, loyalty
to the place of work is not fully formed, respectively, based on statistics, it can also be concluded
that most employers whose employees passed the survey face staff turnover in one way or
another, and the average working life of an employee of the service personnel category is from
6 up to 12 months.
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According to the results of the survey, on average, a representative of the administrative staff
holds their position in the current organization for one to two years. This primarily indicates
a good foundation of loyalty to the organization, since the motivation to work and develop in
one organization depends largely on how much the primary needs are closed (here we are
certainly talking about the material component) and the secondary needs of the employee - his
individual development, high social status, recognition and self-realization.

In general, based on the answers, the trend of satisfaction with the current place of work is
not comforting, since most employees belonging to both the AMS category and service personnel
doubt their work, namely 34 and 9 employees, and 20 and 6 of the surveyed employees are not
at all satisfied with the current organization in which they work.

The process of the emergence and steady formation of an employee's attachment to their
place of work is not sudden, but proceeds progressively and usually takes a year and a halfto 12
months. Nevertheless, the foundation of such an attitude to work begins to form only after full
immersion in the processes and structure of the organization, the minimum period of which is
more than three months, and may take all six, since the duration of the process may depend on
completely different factors.

Based on the survey, the majority of employees, namely 43% of all surveyed representatives
of the service staff and 36% of employees from the administrative and managerial staff, although
they are not satisfied with the current situation, have no plans to change their jobs. In some
ways, this is due to the great groundwork of trust among its employees. The top management of
an organization, before people think about changing jobs, can afford to make mistakes and make
a number of erroneous decisions. And if the reputation of hotels among the target audience is
also high, the staff in most cases tries to wait it out in the hope of improving conditions and
optimizing quickly and, accordingly, continues to perform their duties.

To identify which approach is used in the enterprise of the hotel sector, question 6 was
proposed: "Are modern methods used in personnel management in your organization?"

The answers of the respondents are shown in Table 1. 72% of the respondents replied that
modern management methods are not used in the organization. At the same time, 80% of the
AMS respondents answered this way.

Figure 2 shows the responses of the respondents.

The system of motivation and stimulation of work 452
The atmosphere in the team 157
Wages 845
Career prospects 295
Working conditions 216

0 100 200 300 400 500 600 700 800 900

Figure 3 Respondents’' answers to the question "Evaluate the factors that directly affect
the stability of the hotel staff”
Note: compiled based on a survey
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In this regard, the respondents assessed the factors directly affecting the stability of the hotel
staff. It was necessary to rank the factors that are presented below on the Likert scale from up
to 5 points according to the degree of significance.

Among the survey, the expected leading factors that, in the opinion of the respondents
participating in the survey, contribute to the stability of the hotel's personnel potential and the
minimization of personnel risks were the volume and stability of wages 1168 points, as well as
the availability of a motivation and incentive system 1069 points, working conditions 933 points.

Not critically tangible factors, but taken into account by the employees themselves, are the
atmosphere in the team, relations with management, irrational work and rest regimes, the
prospect of career growth, as well as the presence of conflicts and labor disputes between
employees and the employer, the results of which totaled from 628 points to 763 points. In
the opinion of respondents, improving professionalism and job content do not sufficiently
contribute to the impact on job stability.

It is worth noting that not only methods that stimulate the activities of employees, but also
disciplinary measures are taken as incentive tools. Among which are the reduction or complete
abolition of bonuses and allowances, reduction of salaries for violations of the performance of
their functional duties and damage to the reputation of the company. When interviewing the eighth
question, respondents were asked to assess the factors that, in their opinion, directly hinder the
formation of a stable team and ensuring personnel security in hotel business organizations

low employee engagement in the activities and
results of the organization
non-involvement of the "top management" in the
personnel stability of the organization

lack of a personnel risk management system NN 368

I 223
A—— 383

high degree of personnel risks in the organization [N 465

absence or inefficiency of a personnel
management strategy

A 526
0 100 200 300 400 500 600

Figure 4 Respondents' answers to the question "Assess the factors preventing the formation
of a stable team in the organizations of the hotel business"
Note: compiled based on a survey

As can be seen from Figure 4, the most points were scored by such survey response options as:

- absence or inefficiency of the personnel management system - 526 points;

- high degree of personnel risks in the organization - 465 points;

- non-involvement of the "top management" in the personnel stability of the organization -
383 points.

It is expected that the position "absence or inefficiency of the personnel management
system" scored a large number of points among the respondents - 526 points, which indicates
the low efficiency of HR management and work with human resources of organizations. HR
risk management begins with the HR strategy development stage and covers the entire HR

management system in the organization.
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This process includes the identification, assessment and control of all internal and external
factors that may negatively affect the activities of the organization and its employees. Let's turn to
the dynamics of the average estimates of respondents by presenting them in the diagram of Figure 4.

The average estimates of respondents to the question also indicate as the most significant
factor hindering the formation of stable personnel in the organizations of the hotel sector "The
absence or inefficiency of a personnel management strategy” - 4.02 points, "A high degree of
personnel risks in the organization” - 3.55 points, "non-involvement" of top management in the
personnel stability of the organization" - 2.92 points.

low employee engagement in the activities and
results of the organization
non-involvement of the "top management" in the
personnel stability of the organization

lack of a personnel risk management system [ 2,81

I 1,70
I 2,92

high degree of personnel risks in the organization I 3,55

absence or inefficiency of a personnel
management strategy

I 4,02
0,00 0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50

Figure 5 Average responses of respondents to the question "Assess the factors preventing
the formation of a stable team in the organizations of the hotel business”
Note: compiled on the basis of a survey

When interviewing the ninth question, the respondents were asked to assess the factors
contributing to the formation of a stable staff in the organizations of the hotel business The
authors have formed the result presented in Figure 5 in terms of responses to managerial
positions, and it is possible to notice certain correspondences with previous results.

I Total 11 Maintenance staff /Il Administrative and managerial staff I Directors and founders
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Figure 6 Respondents' answers to the question "Evaluate the factors contributing
to the formation of a stable team in the organizations of the hotel business"
Note: compiled based on a survey
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It is interesting to analyze the fact that the opinions of management personnel and service
personnel differ, since the factor "effectiveness of the employee incentive system" is dominant
among the employees of the Administrative and managerial staff and service personnel, 109
and 436 points were scored, respectively, whereas the position presented by the directors and
founders considers the minimum degree of personnel risks to be fundamental factors with a
result of 15 points out of 15 possible.

This indicates the intention to form a permanent working team in the organization,
minimizing potential and obvious personnel risks. Let's turn to the dynamics of the average
estimates of respondents by presenting them in the diagram of Figure 6. Based on the results
of the survey on this issue, the factor "effectiveness of the employee incentive system" received
the maximum average score of 4.21 points due to the predominant number of service personnel
interviewed, followed by the factor "availability of an effective personnel management strategy"
with a result of 3.31 points.

effectiveness of the employee incentive
system
the involvement of management and "top

4,21

L B 1,66
management" in the personnel stability of...
availability of a personnel risk management 182
system '
the minimum degree of personnel risks in the ab1
organization ’
having an effective HR management strateg 3,31

0,00 0,50 1,00 1,50 2,00 2,50 3,00 3,50 4,00 4,50

Figure 7 Average responses of respondents to the question "Evaluate the factors contributing
to the formation of a stable team in the organizations of the hotel business"
Note: compiled based on a survey

When interviewing, the tenth question, respondents were asked about the need for advanced
HR risk management methods to ensure stable human resources potential and successful
company operations.

The analysis of the diagram in Figure 6 shows the identity of opinion in the answer to the
question of 66%, consisting of 64 employees of the service personnel category, 19 employees
of the administrative and managerial staff, and 3 representatives of the directors and founders’
category.

Thus, the majority of respondents agree and consider it necessary to implement and put into
practice advanced methods of personnel risk management.
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Figure 8 Respondents' answers to the question "Are advanced HR risk management methods
necessary to ensure stable human resources potential and successful operation
of the company?" in terms of managerial positions
Note: compiled based on a survey

The way we manage people is changing. We are moving towards a knowledge-based society.
The people who do this are called the "creative class." They are changing not only the methods
of doing business, but also the appearance of cities and the way people think.

Unfortunately, in many companies, despite all the new ways of checking employees, not
enough attention is paid to their risks. We believe that if you do not care about the safety of
people, big problems can arise in your business, such as theft, espionage or fraud.

To ensure the safety of employees, the company uses many ways to identify and prevent
negative consequences that can happen to people. HR risk management is part of the company's
concern for its employees. This is important because people are the most important thing in a
company. Every company needs a good way to take care of people. We asked hotels in Astana
and Karaganda about how they do it. To find out, we asked questions and talked to people.

These documents are official. They are reliable and true to reality. They contain the right
solutions. The hotel needs good employees. Good employees make the hotel good. A good
hotel is good for guests and for money. Guests and money are good for the hotel. Money is not
everything. Money and wages are not enough to become a good employee. No one in the hotel
is important. Everyone helps the hotel to be good.

This also includes identifying indicators that signal potential risks or pre-risk situations.
Personnel risks, in general terms, can include any actions or omissions on the part of employees,
that is, human resources. The study and analysis of the above allowed us to identify the causes of
personnel risks in the strategic human resource management system and to characterize personnel
risks within the framework of personnel management functions. This is systematized in Table 2.

Table 2 - Personnel risks in the strategic management of hotel complexes

The function of personnel | The reasons why risks arise | Description of personnel risks
management
Search for employees Long duration, lack of The risk of employment of specialists
structuring and consistency, | with insufficient qualifications for the
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crisis in the market of highly
qualified and motivated
specialists

requirements and responsibilities set

Employee integration

Low level of staff integration
into work processes and a
lack of an adaptation system

The risk of premature departure or
purposeful dismissal of a specialist during
the adaptation period

Development of
professional skills and

Lack of a personnel
development strategy

Loss of competitiveness of employees
Loss of interest in work, which will lead to

Insufficient support from
senior management
Imposing additional work
and functionality

competencies Low motivation among a decrease in the level of engagement
employees caused by fear Loss of employee loyalty due to
of changes and increased management's unwillingness to invest in
functional requirements them

Staff turnover Lack of tangible and

management intangible incentives

Employee incentive policy

Lagging behind the market
level of wages; lack of KPIs
and motivational indicators

Reputational and image risks
The risk of hunting by direct competitors
Staff concerns

Qualification analysis and
competence diagnostics

Lack of tools for assessing
professional skills

The lack of a system for
monitoring the performance
of work discipline and the
performance of functional
tasks

Risk of loss of valuable personnel
Demotivation and reduction of work
engagement

The risk of incorrect interpretation of the
results of the assessment and certification
of employees

Note: compiled based on research [10]

In the modern personnel management system, the personality of an employee is given a
primary role. The development of key motivational attitudes, the ability to set the right vector
of actions to achieve strategic goals and tasks set by the owners of the organization, seems to be
the key to the success of the personnel management system. At the same time, it is important to
have a stable internal corporate culture that correlates with the increasing loyalty of consumers
to the hotel organization.

Based on the results of the assessment and analysis of strategic personnel risk management
in the organizations of the hotel business, the main problems of the personnel policy system
and potential threats to personnel security were formulated. The strategic management level
of the organization:

- Inefficiency of the personnel policy and personnel management strategy of the organization,
or failure to communicate their content to the staff;

- Lack of budget financing of such management functions as development, training and certi-
fication of employees, search and qualitative selection of specialists, adaptation and increase of
loyalty and motivation of the team;
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- Ignoring the optimization of the personnel management system both in terms of the
organization and the functional;

- Disinterest in strategic and operational personnel decisions of administrative and
managerial personnel;

- The lack of a personnel risk management system and a personnel risk profile.

Conclusion

The hotel business is a complex socio-economic system, which is one of the dynamically
developing sectors of Kazakhstan, and has a fairly strong impact on the development of society.
Of course, the sphere is actively developing, as evi-denced by the positive dynamics of the
opening of new accommodation and the annual growth of tourists and visitors.

We firmly believe that the operation of more highly rated hotels plays a crucial role in the
development of the entire hotel industry. Such hotel complexes form a high reference standard
not only in material and technical equipment, but also in the level of services provided, as well
as a high level of staff qualification. In turn, this contributes to the active involvement of talented
specialists, future idea generators and industry development. Their commitment to their place
of work has a direct impact on the dynamics of the current staff and the formation of personnel
risks.

Such a level of organizations, for the most part, demonstrate an appropri-ate approach
to personnel management. The active introduction of advanced and innovative methods of
working with personnel helps to minimize possible risks arising from the workforce.

The interest of the community, not only among managers and managers, but also practicing
researchers in this field, in how advanced domestic and for-eign hotel chains and individual
enterprises regulate personnel management and personnel risks, continues to grow steadily.
It is worth having an idea how em-ployees of various levels assess their working conditions in
this field, as well as whether they have the opportunities and prerequisites for career growth,
whether they have sufficient potential for professional growth and long-term development in
the hotel business.

Thus, as it was presented, the conducted research is aimed at studying the level of strategic
management of personnel risks in hotel organizations of the Re-public of Kazakhstan. The
survey results obtained and analyzed prove that there are gaps in human resource management
that need to be worked out in more de-tail. This negatively affects the work climate in teams,
limits the career prospects of employees and makes it difficult to achieve long-term goals of
organizations.

More than 50% of employees are not satisfied with their current place of work. 72% of the
respondents replied that modern management methods are not used in the organization. At the same
time, 80% of respondents from among the administrative and managerial staff answered this way.

It is quite expected that the respondents participating in the survey consid-ered that the
key factors influencing the stability of the staff at the hotel and re-ducing personnel risks are
the volume and stability of wages (1168 points), the availability of a motivation and incentive
system (1069 points), as well as work-ing conditions (933 points). During the interview, the
respondents were asked to assess the factors that, in their opinion, interfere with the formation
of a stable team and ensuring personnel security in the hotel business. The survey results

A.H. T'ymunres amwindazor Eypasus yammorx ynusepcumeminityy XABAPIIBICBI. Ne2 e 2025 137
IKOHOMMKA CEPUACHI
ISSN: 2789-4320. eISSN: 2789-4339



A.A. Legostaeva, M.S. Stepanov, B.K. Jazykbaeva

showed that the following problems scored the highest number of points: the ab-sence or
inefficiency of the personnel management system (526 points), a high degree of personnel risks
in the organization (465 points) and insufficient in-volvement of top management in issues
of personnel stability (383 points). It is not surprising that the respondents gave the highest
number of points to the po-sition "absence or inefficiency of the personnel management system",
which indi-cates the insufficient effectiveness of HR management in these organizations.

This is also confirmed by the high number of points received for the posi-tion "high degree
of personnel risks in the organization". It is important to under-stand that ensuring personnel
security directly depends on how well the organiza-tion understands and manages personnel
risks. To solve the problems that have arisen, additional attention is required from the direct
heads of organizations. The authors put forward the idea of the need to develop and implement
a personnel management system, a separate place in which a mechanism for managing possi-ble
threats related to human resources and a detailed profile of personnel risks will be presented.

Such a mechanism is designed to achieve monitoring on a systematic basis with a detailed
assessment of the main risks to reduce the effect of their occur-rence. In conclusion, we add that the
work focuses onthe importance of eliminat-ing the identified problems and implementing a strategy
to develop methodologi-cal and practical recommendations for personnel risk management.
Practical reccommendations aimed at solving these problems and improving the personnel risk
management system will help prevent and minimize personnel risks in the hotel business.
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A.A.JleroctaeBa, M.C. CrenanoB*, B.K. /I’ka3bIK6aeBa
KasmymuiHyodarel Kaparandut yHusepcumemi, Kaparandel, Kazakcman

Ka3akcTaHHBIH KOHAK, Yil 6U3HeCiHJEeri KagpJIbIK TOyeKe/I-MeHe )KMEHT:
WHHOBALUA )K9HE MPaKTHKa

Anpgarna. KazakcTaHaFbl KOHaK Yi 6M3Heci S5KOHOMHUKA MEH KOFaMFfa alTapJ/ibIKTal acep eTeTiH
€H JKbUIZAaM JaMbIl KeJjie KaTKaH CeKTOopJsap/blH 6ipi Gosibin TabbLiaabl. KaapsblK Tayekesjep
eH KypAeJi KaTapfa »aTajJbl »K9He KeH XikTeyre ue. byn TayekenaepAi 6ackapy KOMIAHUSIHBIH
KbI3MeTiHe Tepic acep eTyi MYMKiH 6apJibIK iLIKi aHe CbIPTKbI paKTopJiap/bl aHbIKTayAbl, 6aFaiay/ibl
»KoHe OaKblaayAbl KaMTUAbL. KaJpJblK TayeKeaep/ii eCKepe OThIPhII, KOHAK, Y CEKTOPbIHAAFbl aJlaM
pecypcTapblH 6acKapyAbl Taajay yiliH GacKapy/blH apTypJi AeHreisepingeri 131 KbisMeTKep/ieH
cyx06aT aJIbIHABL. ABTOpPJIAp aJiFaH TY)KbIPbIMAAP KAapacCThIPbLIFAaH KOHAK YH YHUbIMAAPbIHAAFBI aZjaM
pecypcTapblH CTpaTerUsibIK 6acKapy JaMy/iblH TOMEH JleHrelliHie ekeHiH kepceTei. by 63 keserinze
eHbeK KafJaiylapblHa, MAaHCANTBIK, KYTy/lepre >koHe KbI3MeTKepJiepJiiH *KeTicTikTepiHe Tepic acep
etefi. ’Karaalabl :kaKcapTy yiuiH aBTopaap Kaapiblk Toyekenepai 6ackapy MexaHU3MiH KAMTHUTBIH
ajlaM pecypcTapbiH 6ackapy KykeciH eHrisyai KapacTeipyaa. MakaJsiaZla aHbIKTa/IFaH Mpob6JiemManap
MeH KeMUIJIIKTepAi LIellyAiH, MaHbI3JbLIbIFbI aTall OTijse/i, oJap/blH, 6ipi 3epTTeseTiH caJlaHbIH
KacCiMOpbIHJAPbIH/AA KaApJbIK TayekeaAepAi 6ackapy CTpaTerusiCblH €eHri3y 6oJibll Tabblaajibl.
ANBIHFaH HOTHWXKeJiepre CydeHe OTBIPBIN, aBTOpJap Oys MacesenepAi Kagp/blK ToyeKeaAiH TUITIK
npoduiiH Kypy KoHe eHri3y apKbLibl Llelllyre 6GoJiaAbl JereH 6oJKaM >Kacajbl. Bysl YCBIHBICTBIH
YCBIHBIM/BIK, CUIIAThIHA KapaMacTaH, o0J1ap €e3ci3 acep eTe anajbl, KaapablK ToyekenaepAiH CaHbIH
asalTa/ibl ’K9He 0JIapAblH OCbl cajlaflaFbl YUbIMAAP/AbIH JaMy IMHAMHKACbIHA Tepic acepiH TOKTaTabl.
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TyuiH ce3aep: Toyekenaepai 6ackapy; Kagpbik Tayekes; KOHAK Yi GU3HecH; ailaMu pecypcTap/ibl
6ackapy; KazapJblk Toyekes npoduiii.

A.A.JlerocraeBa, M.C. CrenanoB*, B.K. /[>)ka3biK6aeBa
Kapazanduwckuii ynusepcumem Kasnompe6cowsa, Kapazanda, Kasaxcmau

KaapoBblii puCK-MeHeA)KMEeHT B TOCTUHMYHOM 6u3Hece KazaxcraHa: HHHOBaLMM U MPAKTHKA

AnHoTanuA. l'ocTUHUYHBIA Gu3Hec B KasaxcTaHe siBsieTCS OJHHUM W3 CaMbIX ObICTPOPACTYILIUX
CEKTOPOB, KOTOPbII OKa3blBaeT 3HAUYUTEJIbHOE BJIMsIHHE HAa 3KOHOMUKY U 061iecTBO. KaipoBble pucKku
OTHOCATCS KYMCIy Hau60J1ee CJIOXKHBIX MU MMEIOT IMPOKYI0 KJ1acCUPUKALMIO. YIIpaBieHHe 3STUMU PUCKaMU
BKJ/IIOYAeT B ce6sl BbISIBJIEHHE, OLEHKY U KOHTPOJIb BCEX BHYTPEHHUX U BHEIIHUX PAKTOPOB, KOTOpbIE
MOTYT HEraTMBHO HOBJIUATh HA JeATEJbHOCTb KOMIAHWU. /Jljisi aHa/IW3a yNpaBJieHHs 4Ye/I0OBEeYeCKHMHU
pecypcaMu B FOCTUHUYHOM CEKTOpE C yYETOM KaI[pOBbIX PUCKOB ObL1 onpollieH 131 coTpyAHUK pa3InYHbIX
ypOBHeH ynpaBsieHus1. BbIBobl, T0/Ty4eHHbIe aBTOPaMH, JEMOHCTPUPYIOT, YTO CTPaTernyecKoe ynpaBjieHUe
YeJI0BeYECKMMU pecypcaMM B paCCMOTPEHHBIX TOCTUHHUYHBIX OPraHU3alMaX HaX0UTCS Ha HU3KOM YPOBHe
pasBUTHSA. ITO, B CBOIO O4YeEpPEe/b, HEFATUBHO CKA3bIBAEeTCSl HA YCJIOBUAX TPYZAQ, KapbepHBIX OXKHUJAHHUSAX
COTPYAHUKOB M [JIOCTIDKEHUH. B 1essiX ysydlleHds CUTyalMd aBTOPbl PAacCMaTPUBAKOT BO3MOXHOCTHb
BHE/IPEHHUs1 CHUCTeMbl yIpaBJIeHHUs 4eJIOBEYECKUMU pecypcaMM, BKJIIOYAIOIIYI0 MEXaHU3M YIpaBJIeHUs
KaJIpOBBIMM PHCKaMH. B cTaThe noguepKrUBaeTcsi BAXKHOCTb pa3paboTKU pellleHU BbIsSIBJIEHHBIX TP06JieM
Y He/IOCTaTKOB, OJHUM U3 KOTOPBIX SIBJISIETCS BHEJPEeHHe CTpaTeruu ynpaBjeHHs KaJJpoBbIMA PUCKaMU
Ha NpeANpUATHAX UccaeayeMol oTpacad. OCHOBBIBAsICh Ha MOJyYEeHHbIX BbIBOJIAX, aBTOPbI BbIJIBUHYJIH
TUNOTE3y O BOSMOXKHOCTH pellleHHs] 3TUX NPo6JieM NMyTeM CO3JjaHUs U BHeIPEeHUs TUITMYHOTO NPOoPUIa
KaJIpOBBIX PUCKOB. HecMOTpsi Ha peKOMeHIaTe/IbHbIM XapaKTep JaHHBIX MPe/JIoXKeHUH, OHU CITOCOGHBI
OKa3aThb BJIMSIHUE, CHU3UThb KOJMYECTBO KaJPOBbIX PHUCKOB M OCTAaHOBUTb HEraTUBHOE BJMUSIHUE HX
HaCTYIJIEHUs Ha IMHaMUKY pa3BUTHSA OpraHu3aluil B aToi cdepe.

Kiio4yeBble c/10Ba: ynpaBjeHWe PUCKaMU; KaZpOBbIA PUCK; TOCTUHUYHBINA GU3HEC; yIpaBJeHHe
YyeJI0BeYeCKUMHU pecypcaMy; NpodUib KaJpOBbIX PUCKOB.
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