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MODERN PECULIARITIES OF HUMAN RESOURCE
MANAGEMENT IN AZERBAIJAN

Abstract. Human Resource Management practices in each country are different, because
HRM practices that affect each country's economic, social, political and cultural factors are different
(Brewster, 1993). In the field of HRM once alleged to be universally agreed approaches and practices
has become a controversial issue today. Studies of human resource management models are applied to
a variety of different features of the affected countries show that they are differed, too. This, reveals
that however, is in need of investigation human resource management in the country level. This needs
to be highlighted by many authors, but research is not adequate.

As known, every administrative practice, is affected by cultural and economic conditions
which is involved and the same time themselves affect them. Gained independence in 18 October 1991
and living transition period from socialist system to the capitalist system in Azerbaijan, as in many
business applications HRM practices are new. Transformation of economies to adapt the market
conditions and the process requires a certain period of time. Forms and practices of organizations
doing business change and every organization has to adapt new conditions in which micro, macro
(national) and international conditions should be evaluated. In the context of HRM practices,
formulating his personnel departments in needs of planning system will be hard to change to the needs
of market economy. In order to overcome this problem at the national level to due diligence and then
some arrangements should be made for there to be a smooth transition.

In this context, how to improve HRM practices in the companies of Azerbaijan has been
identified as a research problem. The aim of this study is to determine the overall appearance of
Azerbaijan on the basis of the functions of HRM practices and to investigate the factors that influence
upon the development of this condition.

Key words: human resource management, transformation of economies, forms and practices
of organizations, firms in Azerbaijan, developing countries.

Formulas: 0; fig.: 0, tabl.: 9, bibl.: 11.

JEL classification: H 63, M 12, O 32.

T'ypbanoe B. H.
ooxmopanum AT'EY, "Ingpopmayis ma ynpasninna”, gpaxynemem baky, Azepbaiiosxcan,
e-mail: natik1952@hotmail.com

CYYACHI OCOBJIUBOCTI YMNPABIJIHHA
noaCbKUMU PECYPCAMU B ASEPBAUKAHI

Amnoraiis. [Ipaktuka ympasmiaas oacsbkuMu pecypcamu(YJIP) B koxkHiM kpaiHi pi3Ha, TOMY
mo ¢akropu YJIP, sKi BIIUBAIOTH HA €KOHOMIUHI, COLiaNbHI, MOMITHYHI 1 KyJIBTYPHI YHHHUKH KOXKHOT
kpainn pizHi (Bbproctep, 1993). ¥V cdepi YJIP Ha ChOromHIIIHIA IeHP HEMae 3aralbHOBHU3HAHUX
MiAXOMIB 1 MPakTHKHU. JlOCTiKEHHS MOZEICH yIpaBiHHS JIIOJCBKAUMHU PECypcaMH MOKa3yIOTh, IO
BOHHU Pi3HI y pi3HMX KpaiHax. lle BKkasye Ha HEOOXITHICTh NMPUBATHOTO IITXOAY MO YIPaBIIHHS
JIOACBKUME pecypcaMu Ha piBHI KpaiH. Lle migkpectoeTses 6araTbMa aBTOpaMu.

Sk BimoMo, KOXHa aaMiHICTpaTHBHA MisUTbHICTH, 3aJIC)KHUTh Bil KYJIbTYPHUX 1 €KOHOMIYHHX
YMOB, B sIKi BOHa 3aJlyueHa 1 BOJHOYAC cama BIUTMBae Ha HUX. [licmsa HaOyTTs HezanmexHocTi 18
KOBTH:A 1991 poky Ta mepexomy A0 pUHKOBOI CHCTEMH €KOHOMIYHOT'O PO3BUTKY B A3epOaiimkaHi, K 1
B 6araThOX 1HIIMX KpaiHax, 110 pO3BUBAIOTHCS, 3'sIBMIIAacs TocTpa notpeda B YJIP.
neBHoro yacy. ®opmu i meronu YJIP B opranizaiii 3anexars Bi pofy il Oi3Hecy i Ko)KHa opraHizaris
MOBHUHHA aIallTyBaTHCS A0 HOBHX YMOB Ha MIKpO, Makpo (HaIliOHAJILHOMY) 1 Mi>KHapOIHOMY PiBHSX.
VY koHTekcti npaktuku YJIP gKkmio oprasizaiis ¢opMye CBOi BIIIUTH NEPCOHATY A0 MOTPed CUCTEMU
TUTAaHYBaHHSL, 1 BaKKO COOTBETCTBOBAEh MOTpedaM pUHKOBOT €KOHOMIKH. [yt Toro, 100 1MOoI0IaTH M0
npo0JieMy Ha HalllOHAJILHOMY PiBHI HEOOX1THUH TUIaBHUI Mepexis] 10 PUHKOBUX BUMOT.
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Y 1IbOMY KOHTEKCTi, B SKOCTI MOCIHIKCHHS OyJIM BH3HAYEHI NUISXHM IOJIMIICHHS MPAKTHKH
YIpPaBIiHHS TEPCOHAIOM B KOMMaHigx AsepOaiipkaHy. MeTow NaHOTro JOCHIPKCHHS € BH3HAYCHHS
cydacHoro crany YJIP B AzepOailimkani i TOCITIIKEHHSA (DaKTOPIB, IO BIUIMBAIOTH Ha PO3BUTOK I[LOTO
CTaHy.

KuarouoBi cjioBa: ynpaBimiHHS JTFOJCEKHUMH PECypcaMu, TpaHChopMalliss eKOHOMIKH, GOpMH i
NpakTUKa opraxizauii, pipmu B AzepOaiimkani, KpaiHu, 110 pO3BUBAIOTHCSI.
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COBPEMEHHbIE OCOBEHHOCTW YNPABJIEHUA
YENNOBEYECKUMU PECYPCAMU B ASEPBAUOXXAHE

Annoramus. [lpaktuka ynpaBieHus denoBedeckumu pecypcamu(YUP) B kaxmoit crpaHe
pasnuyHa, motoMmy 4dYto ¢aktopel YUP, KkoTophle BIUSIOT Ha 3KOHOMHYECKHE, COLHMAJbHBIE,
NOJUTHUYECKUE U KYJIbTypHBIE (PaKTOPHI KaXKA0# cTpansl pasnuunsl (bprocrep, 1993). B obnactu YUP
Ha CETONHSIIHUHA JeHb HET OOLIeNPHU3HAHHBIX TOAXOJOB M MpakTuKu. MccnemoBanusi moneneit
YIpaBIEHUS YEIOBEUYECKHMHU PECypcaMH IOKa3bIBAIOT, YTO OHM Pa3lM4Hbl B PAa3IWYHBIX CTpaHax.
OT0 yKa3bpIBaeT Ha HEOOXOIMMOCTh YAaCTHOTO MOAX0/a K YIIPABJICHHUIO YEIOBEYECKHMHU pecypcamu Ha
YpOBHE CTpaH. JTO MOJAYEPKUBAETCS MHOTHMHU aBTOPaMH.

Kaxk wu3BecTHO, Kaxnmas aJMHHHUCTPATUBHAs MESATEIBHOCTh, 3aBHUCHUT OT KYJIBTYPHBIX H
SKOHOMHYECKHX YCIOBHH, B KOTOpPBIE OHA BOBJIEYEHA M B TO K€ BpeMs caMa BiuseT Ha Hux. ITocie
npuoOpeTeHusT He3aBUCUMOCTH 18 okTsa0ps 1991 roma m mepexoga K PHIHOYHOH cHCTEME
9KOHOMMYECKOTO pa3BUTHs B A3zepOaiijkaHe, KaKk U BO MHOI'MX APYI'MX Pa3BUBAIOIIUXCSA CTpaHAX
MOSIBUJIACH KpaiHss motpedHocTh B YYP.

OpHako mpornecc TpaHcopMalMy 3KOHOMHUKM M aJalTallud €€ K PHIHOYHBIM YCJIOBHSM
TpeOytoT ompeneneHHoro BpemeHH. @opmbl 1 Metoasl YUP B opraHuzanmu 3aBUCIT OT poAa ee
OM3Heca W Kaxzas OpraHM3alysl JOJDKHA aJalTHPOBAThCS K HOBBIM YCIOBHSAM Ha MHKPO, Makpo
(HaUMOHAIFHOM) M MEXKAYHapoJHOM YpoBHAX. B KkoHTekcTe mpaktuku YUYP,ecnim opranuzanust
¢dopMHpyeT CBOM OTHENbl TepcoHala K MOTPEOHOCTSM CHCTEMBbl IUIAHUPOBAHUS,CH TPYIHO
COOTBETCTBOBAach MOTPEOHOCTSIM PHIHOYHON 3KOHOMUKH. {71 TOro, 4TO0BI MPEooeTh 3Ty MpodiaeMy
Ha HAalHOHAJIFHOM YPOBHE HEOOXOMM IUIABHBIN MEepPeXo] K PHIHOYHBIM TPEOOBAHUSIM.

B »TOM KOHTEKCTE, B KauecTBE 3a/adyM HCCIEOBaHUSA OBLTH OMpEAeNeHBl IMyTH YIIyYIIeHHS
NPaKTUKU YMpPaBJICHUS TEPCOHAIOM B KOMIaHUsIX AsepOaiimkaHa. Llenplo JaHHOTO MCClenOoBaHUS
SBISICTCS ONpEieTICHuE coBpeMeHHOoro coctosiHus YUP B AzepOaiimkane u uccnenoBanue (hakTopos,
BIIMSIFOIINX HA Pa3BUTHE 3TOTO COCTOSHHUSL.

KiroueBble cjioBa: ympaBiieHHE YEJIOBEYECKUMH pecypcaMu, TpaHCHOpMaius SKOHOMHKH,
(hopMBI ¥ TIpaKTHKA OpraHu3anud, GUpPMBEI B A3epOalikane, pa3BHBAIONTHECS CTPAHEI.

®Oopmy:0 ; puc.: 0; Tabmn.: 9 ; 6udm.:11.

Theoretical Background. The logic of investigating HRM practices in national level,
taking us to comparative researches in HRM. Comparative researches in HRM are trying to
understand and explain differences in HRM practices in different countries (Brewster, 2007)

Comparative studies of HRM started to show improvement in later 1975 years.
Murray et al. (1975) with the article “A Framework for Analysis Comparative Personnel
Management” laid the comparative HRM’s foundation. Aiming to provide a framework for
analyse Personnel Management applications research systematically analyse the cultural
differences impact in formulating policies and practices of HRM and why only the “best
American practice” indicate that different cultures have been revaluated or complete
abandonment of.

The idea there is not a universal model of HRM with the Piepers (1990) "Human
ResourcManagement: International Comparison” work became more strengthened and the
importance comparative HRM studies became more evident. In this research collecting HRM
models of developed industrial countries and non-developed countries, the author emphasizes
having major differences between these models.
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Begin (1992) developed system perspective for analysing comparative HRM. With
this system author triess to give framework explaining differences in comparative HRM. In
the following years Boxall (1995) "The Building of the Theory of Comparative Human
Resource Management’s work has provided a major contribution to the literature on
comparative HRM. Boxall study emphasizes the international HRM and comparative HRM
activities should be separated from each other and comparative HRM, explains
implementation of HRM functions in the different national borders

Brewster (1993; 1995) also in Grandfield studies, as well as comparative studies of
European and international HRM author has provided a major contribution to the literature.
With this study named Developing European Model of HRM Brewster state that
organizational autonomy is not same in European and American firms.

When we are analysing the literature of comparative HRM we can see different
opinions of authors. The common emphasis by all authors, however, HRM practices are
different in various countries.

Different business in different countries with different economic conditions,
educational level, and dexterity of labour, different legal, social and political context, operate
(Harris et al., 2003). Moreover, over the years studies show that international companies
alongside with the global approach give importance to each country-specific local approach.
If we compare the management of human resources with a dress, no one company cannot be
said for the ready form. Each company has a different body structure and accordingly a need
for a specific operation (Seljuk, 2005).

Method of Research. Information on HRM practices was collected by scale which is
prepared taking into account the organizational factors of Brewster model and used in
International Granet surveys. Companies operating in Azerbaijan’s capital Baku are the scope
of the study. These enterprises surveys were applied by e-mail and face-to-face interview
methods. 293 questionnaires sent via e-mail to firms which are in the list of Baku
International Society of the Turkish Industrialists and Businessmen (TUSIAB) and the
Azerbaijan-Turkey Businessmen Association (ATIB) and the HRM department managers are
asked to answer this questionnaire. From 293 of companies HRM managers 75 participated in
the study by answering the questionnaire by e-mail method. Accepting this number and
capacity of representing not enough HRM managers of businesses requesting an appointment.
Although it had a greater number of affirmative answers to the appointment of HRM manager
only 41 HRM managers participated in the study by answering the questionnaire. 116
questionnaires have been the total numbers of enterprises in this study. These data collected
from business, mean and standard deviation values were calculated with SPSS 17.0 software,
and regression and factor analysis were subjected to.

Results of Research

Results relaited HRM department and practices

Results show that vast majority of business changed the names of the personnel
department of HRM. The vast majority of business has 1-4 workers in HR departments. HRM
functions are discussed in the study, implemented more than 60 % of the enterprises in
Azerbaijan. But compared enterprises established by foreign capital, domestic capital is lower
than the percentage established by the application of business functions. At the same time we
made the comparison between small-scale enterprises, large-scale enterprises more than large-
scale enterprises is seen that the rate of implementation of HRM functions.

Results related job analysis implementation

Being one of the most important functions of HRM job analysis should form the basis
for other HRM functions. Because the results of analysis are used in almost all HRM
functions fulfilling job. According to the survey the majority of enterprises in Azerbaijan
(70%) are a periodic job analysis. The applications of business analysis firms, on average, are
given in table 1.
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Tablel.
Applications related to job analysis

. Standard
Expressions Mean Deviation
a. In your business all the sections have right (ideal) number 3.21 1.5
of workers
b. Every workers duties, powers and responsibilities are 2.13 1.3
defined clearly

One of the most important issues about job analysis job descriptions needs to reach
applications. The objectives asking questions as "'in your business all the sections have right
(ideal) number of workers'* and "every workers" duties, powers and responsibilities are
defined clearly"” was to determine the using of job descriptions in firms. As can be seen in
Table 1, in all parts of the entity must be HRM managers surveyed enterprises (ideally) the
average number of employees to participate in the statement is executed with the low-level
arithmetic average of 3.21 emerged. Standard deviation values are too high; this trend shows
that there is homogeneity. These results in all sections must be HRM managers in enterprises
in Azerbaijan (ideally) close to the average number of employees is the result of the
expression is executed. Everyone in your business the duties, powers and responsibilities are
defined in specific and very low level of expression has emerged as the average of the 2.13.

Results related to stuffing and selection practices

Stuffing and selection is a function of finding required number of the employees with
needed talent and skills and how to include related activities will be provided and
commissioned. First question was about sources using in selecting process. The results about
selecting sources of lower-tier workers, mid-level workers and managers are in table 3.

Table 3

The sources of superiority to fill positions vacated by enterprises in Azerbaijan

To fill the following vacant positions in your organization Inside Outside

what resources you are giving superiority/priority. sources sources
(%) (%)
Managers 80.2 19.8
Mid-level worker 73.3 26.7
Lower-tier worker 61.2 38.8

As can be seen Table 3 in Azerbaijan in all levels of workers business gives
superiority/priority to inside sources. Then the firms were asked about which sources they
prefer in outside sources only. Results are in table 4.

Table 4
QOutside sources using by firms in stuffing in Azerbaijan firms

Mid-level Lower-

Managers tier
Sources o worker

(%) (%) worker
’ (%)
A. Newspaper advertisement 20.6 46.6 32.8
B. Internet advertisement 5.2 31.0 63.8
C. University graduates 33.6 42.3 24.1
D. Social networks (friends, relatives advises) 71.6 16.3 12.1

Results show that newspaper advertisements are mostly used in mid-level workers
stuffing. Internet advertisements are commonly used in mid-level and lower-tier workers
stuffing. Mostly firms benefit from university graduates on stuffing of mid-level employees.
This result shows need of trained employees in Azerbaijan. From the results we can see that
social networks are very important in choosing managers. These results again show the
importance of job analyses. Job analyses give to one manager all details about work. And
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these details can be used in stuffing process. At the same time social networks is not
important in stuffing of lower-tier workers.

After studying stuffing practices, selection practices were evaluated. Results show that
selection of employees is largely conducted by exams. At same time interviews are used
mostly. Another main result in table was selecting mostly conducted by general directors.
Only little part of workers is selected by commissions. Of course accepting or rejection of
employees by a general manger is normal, but if general directors mingle to the selecting
proses it is worst to think about these process.

Results related training and development practices

For the evaluating training and development practices of Azerbaijan firms first of all
firms were asked about training needs determine applications. Many of firms answer that they
implement training in the needs of workers. But when cheking which workers you send to
trainings this year we can see that mostly managers were sent to the holiday regions. In last
sessions firms were asked about method of determine training needs. Results show that
performance appraisal scores is important in determining training needs. This result can be a
good reason for motivation of employees. But the important percentage of manager’s opinion
in determining training needs can be a problem in determining objective needs. Consulting
with the professional specialists and taking account requests of workers can help firms in
determine right needs.

After evaluating applications about training planning, evaluation was conducted in the
field of implementation of trainings. Firms were asked about which training methods they use
and how often they use these methods. Results show that firms mostly use trainings in the
form of classroom training and on-job training. Computer based trainings are not popular. In
our age internet technologies have entered almost all areas of our life that’s why organizations
meet their training needs with method of e-learning. This model giving a chance to workers in
reaching information everywhere and saving on training costs, plays an important role in
organization and employees efficiency. After evaluation about training planning and
implementation, the last part of training applications training evaluation was conducted.
Results show that evaluation process is doing for formal results.

After selecting the factors which effect training and development practices, with the
factor and reliability analyse (table 5) this factor's reliability was tested. 72.229% of total
explained variance was quite a satisfactory result.

Table 5
Factor and reliability analyse
Total explained Training planning Implementation of Evaluation of
variance: %72,229 activities trainings training
Reliability ,8523 ,7708 ,8865

S1 ,8523

S2 ,736

S5 ,902

S6 ,822
S10 877

S11 ,851

S12 ,885

S3 ,607

S4 ,656

S7 ,748

S8 ,650

S9 ,705

S13 877

S14 ,851

S15 ,885
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Expansion Method: Principal Component Analysis, Rotation Method; Varimax with
Kaiser Normalization, Rotation was 8 iteration.

Research questions were divided to factors as training planning activities,
implementation of trainings and evaluation of training and reached a high level of factor
loadings. Factor and reliability analysis prove the reliability of the scale used in research
about training and development. To determine the effect of factors to the training and
development practices as dependent variable regression analyse was performed. Results are
shown in table 6.

Table 6
Regression analysis table
Factors B T P
Training Planning ,180 0,956 ,346
Training 330 2215 041
Implementation

Training Evalution ,535%* 2,372 ,023%*

R’ 329

F 3.435

Sig. .000

Dependent variable: Training and development practices

* P <0.05 level was significantly (2-way)

In the regression equation training and development practices was as the dependent
variable and the independent variables was training planning, implementing and evaluating of
training. Description of the model established in the table rate (F) 0.05 level a significant and
satisfactory level. The significance of the model (R?) was as a 0.329 level.

With the results of regression analyses it was clear that training and development
practices efficiency depend on training implementation and evaluation process. We can say
that firms which want to implement effective training and development practices have to
choose right methods of training.

Results related performance appraisal practices

Performance appraisal is one of the critical functions of HRM. Implementing this
function correctly, can give good results but wrong implementing gives negative results such
as employee morale problems, limitations, motivation and others. For the purpose of getting
information about performance appraisal practices of firm’s first question was if the firms had
performance appraisal system which evaluates workers' performances periodically. After that
it was asked if the firms are planning their workers' performance. Results show that mostly
firms had performance appraisal systems. But implementation of this system is not right.
Because results are not used in punishment and rewarding systems. Conversion of the sum of
the individual performances and organizational performance are the most important goals of
performance appraisal system. Performance appraisal is not routine system evaluating
workers' performances periodically. Performance appraisal system began with the planning of
performance, will continue with its monitoring, performance is evaluated at a later stage and
with the reward/punishment process in its end (Grote, 2002: 2).

After this it was asked why firms need performance appraisal system. Results show
that firms mostly need performance appraisal systems for the resolving knowledge and skill
deficiencies of the workers. This result showed that performance evaluating system is only
used to determine performances of workers but it doesn't give information about the planning
performance. The relation of organizational performance-individual performance is not taken
into account.
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Another important subject about performance appraisal is selecting right method of
performance evaluation. The percentage of methods used by firms in performance appraisals
is as in table 7.

Table 7
Performance appraisal methods are used in business in Azerbaijan
Often (%) Usually (%) Sometimes Never (%)
%
Performance appraisal 47.0 35.7 11.3 6.1
forms
Benchmarking method 27.8 54.8 6.1 11.3
Critical incidents method 10.3 29.3 58.6 1.7
(observation)
Performance feedback 43.8 40.6 12.2 34
from managers
360 degree performance 11.9 14.7 39.4 33.9
appraisal
Team-based performance 10.3 11.3 58.6 19.8
appraisal

As shown in Table Azerbaijan firms prefer use more classic methods than 360 degree
and team-based methods. One of the main points of performance appraisal practice is using its
results correctly. The situation about using performance appraisal systems outputs in
Azerbaijan firms are shown in table 8.

Table 8
Using performance appraisal systems outputs in Azerbaijan firms
In which fields you are using performance appraisal outputs? St.

Mean

Dev.

Performance appraisal outputs take important role in determining of 250 | 1.07

compensation management ) )
Performance appraisal outputs take important role in career management | 2.48 | 1.07

Significantly lower mean values of the results of performance evaluation reveals
are not used effectively.

Results related compensation management practices

To retain skilled workforce or attract qualified workers to the vacant positions in
organization compensation management play an important role. Other benefits of good
compensation systems are: improvement personnel performance, reducing staff turnover rate,
increase commitment to work and others. Being motivation source and the source of welfare
for the employee’s salaries the source of an expense for employers. Taking into account these
facts every organization has to establish effectively compensating system and use this system
to the needs of organization. At this point in the study it was tried to evaluate the effectiveness
of the compensation systems in Azerbaijan enterprises. For the evaluating 5-point Likert scale
questions prepared in accordance with the compensation management and business to assess
the extent of their participation in the following questions were asked. Questions are as
bellow:
e Wages are paid accordingly to the work rather than the person in your business
e Wages tool for attraction skilled labour to organization
e Wages the most important source of motivation for workers
e Wage system is the basis for employees to demonstrate efficient high performance
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e Wages in your organization are paid accordingly to the results of work evaluation
e Worker with high performance get more wages in your organization
e Together with the main salaries additional fees are paid from time to time in our business

The objective of asking these questions was determining the effectiveness of the
compensation system. In order to achieve this goal, factor analysis was conducted to see if that
these questions generate a meaningful unity among themselves.

As a result of the factor analysis (Varimax method) all the questions, 68.71% of the
variance explaining and .68’s were grouped under a single factor with factor loading on. To
that end the arithmetic average of all of the questions on the assessment made by a single
dimension.

This dimension if the arithmetic average would indicate the presence of a high degree
of sign about effective compensation management receivable in the event of a "wage
management activity" is called. Information about this dimension is the average data
in table 9.

Table 9
Effectiveness level of compensation level in Azerbaijan enterprises

Answers given by HR managers

Mean St. Dev.
Effective compensation management level 3.10 84

As can be seen in Table 9, the arithmetic mean value of the sum of Azerbaijan
enterprises 3.10 has emerged as a moderate level. These results suggest the moderate level of
compensation management. The standard deviation value is also very high (.84) shows the
distribution of a homogeneous trend.

Discussion and Suggestions. Many researches indicate that HRM practices are
American-based. Today, for the researchers and practitioners still the source of the
development is the United States. As a result, many of the Anglo-Saxon based models are
developed during the development of HRM discipline. Although the initial phase of the
development of the discipline of HRM was inevitable, but at the current stage of Anglo-Saxon
models it was examined. Now, the Anglo-Saxon models need to assess the compliance of the
different national contexts.

In this study, HR functions practices statuses of the application are presented in
Azerbaijan definig integration to the market economy as its main purpose. This research can
be the first step to investigation and development of HRM practices.

Results and suggestions about HRM functions implementation in Azerbaijan
companies are as below:

1. Research reveals that almost 70 % of national companies have completed job analysis.
However, comprehensive and overall analysis of job requirements indicate that this
percentage is much more than it was claimed. This shows that job analyesis wasn't
conducted effectively and the result of this application is not in needed level. For the
good applications companies have to prepare job descriptions and job recruitments for
all positions.

2. Questionnaire results, related to recruitment and selection practices in national
companies in Azerbaijan testify that companies preferably use internal sources in
employee’s recruitment while in the selection of employees companies widely apply
job interview methods.

3. Questionnaire results give evidences that there are lots of problems with analyzing
training needs, training implementation and evaluation practices. Important percentage
of manager’s opinion in determining training needs can be a problem in determining
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objective needs. Consulting with the professional specialists and taking account
requests of workers can help firms in determination of right needs. Firms mostly train
their workers Results show that firms mostly use trainings in the form of classroom
training and on-job training. Results show that the evaluation process is doing for
formal results.

4. There were few evidences or low level percentage in applying of modern assessment
methods of employee performances. Besides, relationship between the individual
performance and the organizational base performance has not been taken into account.

5. Applied compensation system has not been critically examined yet. On the contrary
effectiveness of the compensation system has appeared to be at the middle level.
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