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ABSTRACT

The Sustainable Development Goals (SDGs), adopted by the United Nations in 2015, highlight the
importance of resilience and sustainability in achieving goals such as good health and well-being (SDG 3),
decent work and economic growth (SDG 8), responsible consumption and production (SDG 12), and climate
action (SDG 13). Addressing these challenges and promoting a supportive work environment through
interventions such as team-building events, recognition of employees’ efforts, and providing opportunities
for skills development can contribute to the resilience and sustainability of Kazakhstani organizations. This
study aimed to explore resilience and sustainability in the workplace in higher education in Kazakhstan
from the perspective of managing and academic staff. Interviews were conducted with ten respondents
from different universities in Almaty city, Kazakhstan, to identify individual and organizational factors that
contribute to resilience and sustainability in the workplace. The findings revealed that teamwork, working
environment, work process, functioning, and leadership were critical organizational factors impacting
resilience and sustainability. Academic staff emphasized the importance of corporate spirit, solidarity, and
teambuilding while managing staff highlighted the need for a clear allocation of tasks and responsibilities.
Challenges such as unequal task distribution and a shortage of competent specialists were identified, which
can impede work progress and affect productivity. The study suggests that contextually relevant strategies
and interventions should be developed to promote positive organizational behavior and overall progress
toward sustainable development goals in Kazakhstan, taking into consideration the unique cultural, social,
and economic factors that influence the workplace dynamics in the country.
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TYUIH

2015 Kbinbl BipikkeH ¥aTTap ¥ibimbl KabblnaafaH TypakTbl gamy MakcatTapbl (TAM) aeHcaynbik NeH an-
aykKar (SDG 3), naiblKTbl eHHEK ¥KaHe 3KOHOMMKabIK ecy (SDG 8), »KayanTbi/ibiK CUAKTbl MaKcaTTapFa Ko/
XKeTKi3yaeri TYPaKTbINbIK MeH TYPAKTbUIbIKTbIH, MaHbI3A4blIbIFbIH KepceTeqi. TyTbiHy aHe eHaipy (SDG
12) sKaHe KAMMaTTbIK apeKeT (SDG 13). Ocbl KUbIHAbIKTapAb! LeLly XaHe KomaHAa Kypy ic-liapanapsi,
KbI3METKepaepaiH KyL-KirepiH MOMbIHAAY *KoHe AafnbliapAbl AAMbITyFa MYMKIHAIKTEpP 6epy CUAKTbI
apanacynap apKblibl KOMAWAbl XKYMbIC OPTaCbIH inrepineTy KasaKCTaHAbIK YIMbIMAAPAbIH TYPAKTbIIbIFbl MEH
TYPaKTbI/IbIFbIHA bIKMaA eTe anaapl. byn 3epTrey H6ackapyLlbl KaHe aKageMUAbIK NePCoHan TYPFbICbIHAH
KasakcTaHaafbl KOFapbl OKY OPbIHAAPbIHAAFLI KYMbIC OPHbIHAAFbI TYPAKTbIIbIK NEeH TYPaKTbIAbIKTbI
3epTTeyre bafrbiTTanfaH. *KymbiC OpHbIHAAFbI TYPAKTbI/IbIK MEeH TYPAKTbI/IbIKKA bIKMaa €TETIH YKEKe KoHe
yMbIMAbIK GaKTOpaapabl aHbIKTay yWwiH KasakctaH, AaMaTtbl KanacbiHAaFbl 9PTYPAi YHUBEPCUTETTEPAEH OH
pecrnoHAeHTNeH cyxbat Xyprisingi. HoTu:kenep ToNTbIK, }YMbIC, *KYMbIC OPTACbI, *KYMbIC MPOLECi, *KYMbIC
icTey KoHe KelubacCLbl/IbIK TYPAKTbI/IbIK NEH TYPAKTbIIbIKKA 9Cep eTeTiH MaHbI3Abl YbIMAACTbIPYLLUbIIbIK,
daKTopnap eKeHiH KepceTTi. AKAAEMMANbIK KbISMETKepAep KOPMOPATUBTIK PYXTbiH, bIHTbIMAKTbIH,
KOHEe KOMaHZa KypyablH MaHbI3AblIblfblH aTan eTTi, an backapyllbl Kbi3MeTKepaep MiHAeTTep MeH
yKayankepLlinikTepai HakTbl 66y KaxKeTTiniriH atan eTTi. -yMbICTbIH a/1fa 6acyblHa Kegepri KeNTipeTiH XaHe
OHiIMAiNiIKKe acep eTeTiH Tancbipmanapgbl TEH eMec 66y KaHe Ky3blpeTTi MamaHAapablH, Tanlbliblfbl
CUSIKTbI KMbIHABIKTAP aHbIKTaN4bl. 3epTTey eNAeri *KyYMbIC OPHbIHbIH, AMHAMMKACbIHA acep eTeTiH biperei
M3/EHU, DIEYMETTIK XKaHE 3KOHOMMKANbIK paKkTopiapabl eckepe oTbipbin, KasaKkcTaHaarbl TYPaKTbl gamy
MaKcaTTapblHa Kapai OH, YMbIMAbIK MiHE3-KY/bIKTbI *KoHE »Kanmbl inrepineyai inrepinety ywiH KOHTEKCTKe
COMKeEC KeNEeTiH cTpaTerManap MeH apanacynapabl a3ipaeyai ycoiHagbl.
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AHHOTALMA

Llenun B obnactm ycroinumsoro passutua (LLYP), npuHaTtbie OpraHmsaumeit O6beamHeHHbix Haumii B 2015
roZy, NoA4YePKMBAIOT BaXKHOCTb YCTOMYMBOCTU U YCTOMUYUBOCTM A1 LOCTUNKEHWA TaKUX LieNIel, KaK Xxopoluee
3gopoBbe 1 6aarononyyune (LLYP 3), goctoiHasa pabota U akoHomu4eckuii pocT (LLYP 8), oTBeTCcTBEHHOE
notpebaeHme nnpomssoacTso (LLYP 12) nu mepbl no 6opbbe c uameHeHmem kanmarta (LYP 13). PelueHune aTux
npobaemu cosgarHue bnaronpmnaTHom paboyeli cpesbl NOCPeLCTBOM MEPONPUATUI, TAKUX KaK MEPONPUATUA
Mo CMJIOYEHUIO KOJIJIEKTUBA, MPU3HAHWE YCUWUWA COTPYAHWKOB M MPEeAoCTaB/leHMe BO3MOMKHOCTEN ANA
pa3BUTUA HaBbIKOB, MOXKET CNOCOOCTBOBATbL YCTOMYMBOCTU M YCTOMYMBOCTU Ka3aXCTAHCKUX OpraHM3aumii.
310 UccnegoBaHMe Bbl10 HANPABAEHO HA M3YYEHWE YCTOMYMBOCTM M YCTOMYMBOCTM Ha paboyem mecTe
B CuUCTeme Bbicllero obpasoBaHua B KasaxcTaHe € TOYKM 3peHUsA YNpPaB/lEHYECKOro M aKaZeMMUYEeCcKoro
nepcoHana. bbliv NpoBeAeHbl MHTEPBbLIO C AECATbIO PECMOHAEHTAMU U3 PasHbIX YHUBEPCUTETOB roposaa
Anmartbl, KaszaxcraH, 415 BbIABNEHWUA UHANBUAYA/IbHBIX M OPraHU3aLMOHHbIX GAKTOPOB, CMOCOOCTBYIOLLMX
YCTOMYMBOCTM M YCTOMUYMBOCTU Ha paboyem mecTte. BbiBOAbl MOKa3aiu, 4To paboTa B KOMaHae, paboyas
cpeaa, pabounii nporecc, GyHKLUMOHMPOBaHWUE U IMAEPCTBO ABAAKTCA KPUTUYECKMMM OPraHM3aLMOHHbIMK
daKTopamu, BAMAIOLLMMU Ha YCTOMYMBOCTb. penogasaTeniv NOAYEPKMBAIM BaXKHOCTb KOPMOPATUBHOIO
Ayxa, COMMAAPHOCTU U KOMaHAHOW paboTbl, a3 PYKOBOACTBO MOAYEPKMBANO HEOOXOOMMOCTb YETKOrO
pacnpegeneHus 3aa4 U OTBETCTBEHHOCTU. Bblin BbisiBIEHbI TakMe NpPobieMbl, Kak HEpaBHOMEpHOE pac-
npefesneHve 33434 U HEXBATKa KOMMETEHTHbIX CMELMAIMCTOB, YTO MOXKET MPensaTcTBOBaTb Nporpeccy B
paboTe U BAUATbL Ha MPOW3BOAMTE/NILHOCTb. B MccnesoBaHMM npepsiaraercs pas3paboTaTb KOHTEKCTHO-
3aBMCUMbIE CTpaTerMv U MeponpuaTUA ANS MOOLWPEHMSA MO3UTUBHOIO OPraHM3aLMOHHOIO NoBeAeHwus
“ obLiero nporpecca B OCTUKEHUM Liesiel YCTOMYMBOTO pa3BuUTUA B KasaxcTaHe C Y4eTOM YHUKabHbIX
KY/IbTYPHbIX, COLMANbHbIX U SKOHOMMUYECKUX GAKTOPOB, BAUAIOLLMX Ha AMHAMMKY Paboumx MeCT B CTpaHe.
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obpa3oBaHue, KasaxcTaH, bM3Hec, NpakT1Ka, OpraHn3aLunoHHble GaKTopbl, MHAMBMAYAbHbIE GAKTOPLI,
LLe/IM YCTOMYMBOrO Pa3BUTUSA

KOH®JIMKT MHTEPECOB: aBTOpbI 3asBNAIOT 006 OTCYTCTBUM KOHDIMKTA MHTEPECOoB.

OUHAHCUPOBAHUE: nccnegoBaHMe He MMeNo CNOHCOPCKOM Noaaep Kk (CobCTBeHHbIe pecypcbl).

Uctopua cratbu:

MonyyeHo 18 Hoabps 2023
MpuHsaTo 05 aekabps 2023
OnybankosaHo 30 aekabpa 2023

* KoppecnoHgupylowmii astop: Maxuesa 0. — PhD poktopaHT, YHusepcuter HAPXO3, yn. *aHgocosa, 55,
Anmarbl, KasaxcraH, 87017510376, email: gmazhieva@mail.ru

Ixonomuxa: cmpamezus u npakmuxa. 1. 18, Ne 4, 2023 / Economics: the Strategy and Practice. Vol. 18, No 4, 2023 75



SUSTAINABLE DEVELOPMENT AND ENVIRONMENTAL MANAGEMENT

Introduction

Resilience and sustainability in positive organi-
zational behavior align with several Sustainable De-
velopment Goals (SDGs). The SDGs are a set of 17
global goals adopted by the United Nations in 2015
to address various social, economic, and environ-
mental challenges and to promote sustainable devel-
opment worldwide. Resilience and sustainability at
the workplace are among the focus of the following
goals: SDG 3 (Good Health and Well-being), SDG 8
(Decent Work and Economic Growth), SDG 12 (Re-
sponsible Consumption and Production), and SDG
13 (Climate Action), among others. By promoting
resilience and sustainability in the workplace, orga-
nizations in Kazakhstan can contribute to achieving
set goals by fostering healthy and engaged employ-
ees, creating decent work opportunities, adopting
responsible consumption and production practices,
and mitigating the impact of climate change (Tsalis
et al., 2020).

Resilience and Sustainability are critical con-
cepts that have gained increasing attention in the
field of Positive Organizational Behavior, partic-
ularly in the workplace context. As organizations
face various challenges and complexities, such as
globalization, technological advancements, and
social and environmental concerns, understanding
how resilience and sustainability can affect posi-
tive organizational behavior becomes imperative
(Lim et al., 2020). Resilience refers to the capaci-
ty of individuals or organizations to bounce back,
adapt, and thrive in the face of adversity. At the
same time, sustainability encompasses practices
that promote environmental, social, and economic
well-being for present and future generations. Posi-
tive organizational behavior emphasizes the promo-
tion of well-being, engagement, and performance
in the workplace and is linked to various positive
outcomes, including increased job satisfaction, or-
ganizational commitment, and productivity.

Research on resilience and sustainability in
positive organizational behaviour at the workplace
has been conducted in different countries, providing
valuable insights into how these concepts are under-
stood and practiced across diverse cultural contexts
(Lewis etal.,2021). As arapidly developing country
in Central Asia, Kazakhstan faces unique challenges
and opportunities in its organizational settings. Un-
derstanding the role of resilience and sustainabili-
ty in positive organizational behavior is crucial for
organizations in Kazakhstan to effectively navigate
these challenges and capitalize on opportunities for
sustainable growth and development, aligning with
the United Nations’ Sustainable Development Goals
(SDGs).

In Kazakhstan, resilience is positively associ-
ated with employee well-being and job satisfaction,
which aligns with SDG 3. Sustainability practices,
such as environmental conservation and social re-
sponsibility, were linked to positive organizational
behavior and performance, aligning with SDG 12
and SDG 13. Moreover, organizations in Kazakh-
stan can promote resilience and sustainability in
positive organizational behavior to contribute to-
wards achieving the SDGs (Cheng et al., 2021; Kim
etal., 2021).

Therefore, it is essential to review the existing
literature on resilience and sustainability in positive
organizational behavior at the workplace, specifi-
cally focusing on Kazakhstan, to understand better
the current state of knowledge, methodologies em-
ployed, factors and indicators examined, and key
findings in this unique cultural context. This pa-
per aims to fill this gap by providing an overview
of the scientific works investigating resilience and
sustainability in positive organizational behavior at
the workplace in Kazakhstan and highlighting the
significance of this research for the Kazakhstani or-
ganizational context. By examining the experiences
of resilience and sustainability in positive organi-
zational behavior in Kazakhstan, this review aims
to contribute to the body of knowledge on positive
organizational behavior, resilience, and sustainabil-
ity while also providing practical implications for
organizations in Kazakhstan to promote well-being,
engagement, and sustainable practices in the work-
place.

However, there is a need to explore further and
understand the unique cultural, social, and econom-
ic factors that may influence resilience and sustain-
ability in positive organizational behavior in Ka-
zakhstan’s workplace. This knowledge can inform
the development of contextually relevant strategies
and interventions to promote resilience and sustain-
ability in Kazakhstani organizations and contribute
to the country’s overall progress towards sustainable
development goals.

The primary purpose of this paper is to explore
resilience in the workplace in higher education from
the perspective of managing and academic staff. In
particular, to compare the difference in understand-
ing of the importance of individual and organiza-
tional factors.

Literature review
Resilience is a critical construct within positive
organizational behavior, encompassing the ability to
adapt positively to adversity or stress. It is a dynam-
ic process that involves positive adaptation, allow-
ing organizations to recover and thrive despite fac
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ing severe challenges, such as crises or stress-
ors in the workplace. Scholars have defined resil-
ience as the ability to recover from crises and change
goals and behaviors to cope with environmental
changes, emphasizing the adaptive principles un-
derlying the recovery trajectory (Vogus & Sutcliffe,
2011). Others have explored how organizations can
maintain a successful revolution and identified key
proactive and transformational sustainability factors
that enable people to continuously develop resourc-
es (Nilakant et al., 2016).

The first element of sustainability, as a con-
cept, is experiencing adversity, which can manifest
in various forms, including isolated and high-in-
tensity circumstances such as crises or less intense
but recurring or prolonged circumstances like work
stress. Adversity at work poses both a challenge
and a threat to the performance and well-being of
the organization, potentially impacting its ability to
operate effectively. The second defining element of
sustainability is positive adaptation, which involves
returning to or surpassing a stable well-being or per-
formance. This element highlights the dynamic and
proactive nature of resilience, where organizations
strive to not only recover from adversity but also to
thrive and achieve higher levels of performance and
well-being.

Research on resilience and sustainability with-
in organizations has shown that these constructs are
crucial for organizational success in the face of chal-
lenges. Organizations that demonstrate resilience
and positive adaptation are more likely to overcome
adversity, maintain performance levels, and achieve
sustainable outcomes. Resilience and sustainability
are also linked to employee well-being, job satisfac-
tion, and overall organizational effectiveness. Work-
place resilience is a multi-faceted and multi-layered
construct, characterized as a protective factor that
develops from a set of personal qualities enabling
individuals to regain a state of well-being after ex-
posure to adversity (Bonanno, 2008; Southwick et
al., 2014), a dynamic cognitive-emotional process of
using personal, social, and environmental resources
to adapt to chronic and acute stressors (Fletcher &
Sarkar, 2013), and the ability to actively develop
resources as preparedness factors to withstand and
even thrive in the face of adversity effectively (Van-
hove et al., 2016). This literature review examines
the concept of resilience and sustainability in the
context of positive organizational behavior, focus-
ing on the individual and organizational factors that
contribute to their development and maintenance.

Resilience is often described as a protective
factor that enables individuals and organizations
to recover from adversity and adapt to changing
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circumstances. It is a dynamic cognitive-emotion-
al process that involves using personal, social, and
environmental resources to effectively cope with
chronic and acute stressors (Teo et al., 2017). Re-
silience also entails developing resources as read-
iness factors for effective opposition and even
prosperity in adversity. Individual factors such as
personal traits, values, attitudes, and cultural orien-
tations contribute to the development of resilience,
enabling individuals to bounce back and maintain
well-being after exposure to adversity (Duarte et al.,
2017). Resilience has also been found to be posi-
tively correlated with employee engagement, job
satisfaction, and organizational commitment while
negatively correlated with turnover intentions and
burnout (Zhang et al., 2020).

Sustainability in the context of positive orga-
nizational behavior involves two main elements.
Firstly, it encompasses experiencing adversity at
work, which may be crises or recurring and pro-
longed circumstances of work stress. These adversi-
ties create challenges and threats to the performance
and well-being of the organization, necessitating
effective coping and adaptation strategies. Second-
ly, sustainability entails achieving positive adapta-
tion, where the organization can return to a state of
stability in terms of performance or well-being or
even exceed it. This involves organizational factors
such as the continuity, rhythm, and proportionality
of production or labor processes, as well as the level
of organization of production and management and
the maintenance of jobs. Sustainable organizations
prioritizing positive adaptation and well-being are
more likely to attract and retain talent, maintain
competitive advantage, and achieve long-term suc-
cess (Mercader et al., 2021).

Resilience and sustainability are crucial con-
structs in the field of positive organizational behav-
ior, emphasizing the ability to adapt and thrive in the
face of adversity. Individual and organizational fac-
tors play significant roles in developing and main-
taining resilience and sustainability, with personal
traits, cognitive-emotional processes, and organiza-
tional characteristics all contributing to positive out-
comes. Further research and interventions focusing
on enhancing organizational resilience and sustain-
ability can have important implications for improv-
ing performance (Hillmann & Guenther., 2021).

Sustainability is a critical aspect to consider in
the workplace, even during crises. In times of crises,
such as natural disasters or pandemics, it is crucial
to prioritize employee well-being. This includes
providing necessary support, such as mental health
resources, flexible work arrangements, and safety
measures to ensure their physical well-being. When
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employees feel supported and cared for, it contrib-
utes to their overall sustainability and resilience in
navigating the crisis.

Minimizing the environmental impact is an-
other important consideration during crises, which
may require additional resources or changes in op-
erations. However, it is essential to minimize the
negative impact on the environment, such as im-
plementing measures to conserve energy and water,
reduce waste, and minimize emissions can be bene-
ficial. Additionally, ensuring proper waste manage-
ment and disposal in an environmentally responsi-
ble manner is essential during crises.

Communicating sustainability measures is
also crucial during crises. Communicating the sus-
tainability measures being implemented during the
crisis to employees, stakeholders, and customers
helps create awareness and fosters a culture of sus-
tainability. Sharing information about changes in
operations, resource management, or environmental
conservation efforts and encouraging employees to
contribute ideas and suggestions can promote sus-
tainability values (Jun & Kim, 2021).

Promoting resilience and adaptability is an
essential aspect of sustainability during crises. En-
couraging employees to find innovative solutions
and adopt sustainable practices to address challeng-
es can contribute to sustainability efforts. This may
include exploring alternative supply chains, using
renewable energy sources, or developing strategies
for remote work to reduce commuting.

Collaborating with stakeholders is another crit-
ical consideration in promoting sustainability during
crises. Crises often require collaborative efforts
among various stakeholders, including employees,
suppliers, customers, and the local community. Fos-
tering partnerships and collaborations to address
the crisis and identify sustainable solutions jointly
can create a positive impact and build stronger rela-
tionships based on sustainability values (Huq et al.,
2016; Kansheba et al., 2023).

Finally, planning for future crises is an essen-
tial aspect of sustainability in the workplace. Using
the experience gained during a crisis to identify ar-
eas for improvement and update sustainability plans
accordingly is crucial. This may include revising
emergency response plans, enhancing business con-
tinuity strategies, and integrating sustainability into
risk management practices.

Sustainability should not be overlooked in the
workplace, even during crises. Prioritizing employ-
ee well-being, minimizing environmental impact,
communicating sustainability measures, promoting
resilience and adaptability, collaborating with stake-
holders, and planning for future crises are all im-
portant aspects of integrating sustainability into the
workplace during crises. By doing so, organizations
can contribute to a more sustainable workplace and
a better future.

Overall, the literature suggests that resilience
is a critical factor in enabling organizations to nav-
igate and overcome adversity effectively, and sus-
tainability involves not only bouncing back but also
proactively adapting and thriving in the face of chal-
lenges. These concepts are critical for organizations
to maintain performance and well-being, especially
in severe crises or work stressors. Moreover, it was
revealed that few studies were focused on the per-
sonal perception of employees on the organizational
and individual factors contributing to the resilience
and sustainability of crisis or stress situations at the
workplace.

Methodology

The first goal of current research is to identify
the research methodology from the personal per-
spectives of workers in higher education, as well
as individual and organizational factors. In Table
1, scientific works that have investigated the topics
of resilience and sustainability in positive organiza-
tional behavior in higher education are presented.
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Table 1 - List of works on resilience and sustainability in positive organizational behavior in higher

Literature review

education
No | Authors Methodology Purpose of the study
1 Experiment and survey.
Two focus groups (man-
Pipe et al. aging staff and secondary | The impact of stress at work on the quality of job performance
(2011). positions) among medical staff
2 Van Breda The purpose of the study is to address the gap in understand-
(2011) ing the resilience of workplaces, particularly in its impact on

companies:

— including a historical overview of resilience theory,
highlighting its evolution from an intrapsychic concept to
a systems concept;

— proposes and discusses an initial conceptual model
of a resilient workplace, drawing on family resilience
theory, and suggests implications for practice and further
research.

(2014)

3 Bardoel et al.

The purpose of the study is to explore the relationship between
human resource management (HRM) practices and employee
resilience, particularly in the context of organizations respond-
ing to uncertainties:

to demonstrate that resilience can be developed through a vari-
ety of HR practices beyond just training interventions;

to establish the relevance and significance of resilience in

Literature review

HRM by examining the role of environmental uncertainty in
the relationships between HRM practices and employee and
organizational outcomes;

to provide implications for future research and practice in this
emerging topic within HRM.

4 Dima et al.
(2021)

Mixed methods (survey,
quantitative data analysis
with SPSS software)

This work aims to explore the impact of COVID-19-caused
changes on the resilience and sustainability of employees in
the workplace in crises.

5 The literature review search
used multiple databases and
included 46 articles in their
synthesis.

Finstad et al.
(2021)

This work aims to investigate the positive aspects developed
due to COVID-19. The study is focused on the constructs of
resilience and coping strategies in challenging contexts.

Note: compiled by authors

One of the critical areas of focus in these stud-
ies is the examination of factors and indicators re-
lated to resilience, well-being, work engagement,
burnout, leadership, and sustainability behaviors.
The studies primarily employed qualitative methods
such as surveys and interviews to investigate the im-
pact of resilience on work engagement among facul-
ty members in a higher education institution. There
were employed qualitative methods to explore the
role of leadership in promoting sustainability behav-
iors among university administrators.

Furthermore, the methodologies used in these
studies vary regarding data collection techniques,
including surveys, interviews, focus groups, and
document analysis. For example, in a longitudinal

study, Pipe et al. (2011) utilized surveys to measure
the relationship between resilience and well-being
among academic staff.

Based on contemporary HRM scholarship, it is
argued that a set of HRM practices is necessary to
enhance employee resilience, drawing on psycho-
logical capital as a resource. Resilience-enhancing
HRM practices include the development of social
supports at work, work-life balance practices, em-
ployee assistance programs, resilience training,
flexible work arrangements, reward and benefits
systems, occupational health and safety systems,
risk and crisis management systems, and diversity
management (Van Breda, 2011)

The studies discuss the mainstream concept of
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resilience in social work theory and practice, focus-
ing on its application to individuals and families but
noting a lack of application to the workplace. The
authors propose a provisional model of workplace
resilience. The studies include two main factors
mediating between a stressor and an outcome: risk
factors and protective factors. Risk factors increase
the likelihood of disruption or breakdown of the sys-
tem, while protective factors increase the possibility
of recovery or adaptation. The concept of “pile-up”
is proposed as the central risk factor in workplace
resilience, which includes external stressors (events
or processes outside the organization), internal
stressors (characteristic of the organization itself),
and employee stressors (related to individuals and
their families in the workplace). Protective factors
in workplace resilience are identified as supportive
networks, problem-solving, appraisal, and harmo-
ny, which are characteristics and processes located
at the organizational level and can be changed to
increase workplace resilience, according to family
resilience theory.

The analysis of existing studies showed that
there are two main groups of factors: individual and
organizational. However, different contexts affect
the composition of factors. Therefore, the current
study goal is to identify individual and organization-
al factors in Kazakhstan. Accordingly, there were
developed two interview questions:

What individual factors, in your opinion, con-
tribute to resistance to adversity (crises, stress)?

What organizational factors, in your opinion,
contribute to resistance to adversity (crises, stress)?

The respondents were informed before the re-
search questions and that anonymity will be kept.
The invitation to participate in the interview was
sent to 16 academic staff members of different uni-

versities in Almaty city. Ten respondents agreed to
participate in the interview. All meetings were con-
ducted individually, as during the interview process,
respondents shared private information. For clarity
of the research, the interviews were conducted indi-
vidually.

After the interview phase, the next phase of the
study will be an analysis of the dynamics of the un-
employment rate among the population, especially
among young people aged 18 to 28, from 2011 to
2022. The study will examine general employment
trends and employment in the education sector.

Results and analysis

The research analysis of the interviews is di-
vided into three parts. The first part gives informa-
tion on factors identified during the interview that
affect the resilience and sustainability of crises
among managing and academic staff in higher edu-
cational institutions. In the second part, a compari-
son of organizational factors identified by managing
and academic staff is conducted. The third part com-
pares individual factors identified by managing and
academic staff.

The first part. According to the analysis of the
interview provided among managing and academ-
ic staff, six main groups were identified: teamwork,
working environment, work process, functioning,
and leader.

Figure 1 provides the structure of organization-
al factors highlighted by academic staff.
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ACADEMIC STAFF

h 4 A 4

A 4 A 4

TEAM WORK WORKING ENVIROMENT WORK PROCESS AND LEADER
FUNCTIONS
| |
- Psychological safety - Workflow coordination
- Confidence - Motivation
- Teamwork - Sympathy - Individual approach .
- Corporate spirit - Gratitude - Education Posﬁllve
- Team building - Attention - Clear delineation and Behaviour
- Solidarity - Material support distribution of functional Leader
- Merit recognition responsibilities
- Social support coordination - Fair control
- Support and approval

Figure 1 - Organizational factors highlighted by academic staff

Note: compiled by authors

In the academic discourse, it has been observed
that the structure of organizational factors, as iden-
tified by academic staff, differs from that of manag-
ing staff. Interview findings indicate that teamwork
is crucial to organizational dynamics, characterized
by group work and a sense of corporate spirit. Fur-
thermore, The authors identified additional factors,
such as solidarity and team building, during the in-
terviews. Academic staff emphasized that leader-
ship should prioritize providing more team-building
events to improve organizational teamwork. This is
justified by the notion that such events foster trust
and solidarity among workers.

The working environment is recognized as a
critical factor that significantly affects the overall
performance of employees. It is contingent upon
various other factors, including the work process,
functions, and leadership. Notably, the coordination
of the work process was described as having an un-
equal distribution of tasks, resulting in a lack of rec-
ognition or appreciation from leaders. As such, all
academic staff unanimously agreed that a supportive
working environment is imperative in higher educa-
tion settings. Another area for improvement in the
coordination and organization of the work process
is the existence of duplicate positions, which can
lead to confusion and impede the overall progress of

work. This is often exacerbated by conflicts in task
fulfillment and reliance on one another, resulting in
incomplete objectives.

Furthermore, the need for more competent
specialists was also identified as hindering effective
coordination in the working environment. Respon-
dents also stated that an individual approach would
have a much better impact on productivity and a
clear delineation of tasks and assignments. Stress
conditions, in particular COVID-19, showed that
additional training is needed to improve skills in us-
ing digital tools.

Based on the above, the working environment
suffers and becomes psychologically unsafe. Addi-
tionally, lack of support or merit recognition breaks
the confidence of workers. Therefore, social and
material support and supervision of employees are
essential for developing and creating a safe and pro-
ductive environment.

The role of leadership, particularly the attitude
of leaders, was also highlighted as a significant fac-
tor. Respondents emphasized that leaders should ex-
hibit a more positive, sympathetic, and supportive
demeanour to foster a conducive working environ-
ment.

Figure 2 provides the structure of organization-
al factors highlighted by managing staff.
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MANAGING STAFF

v A A

Y Y

TEAM WORK WORKING ENVIROMENT WORK PROCESS AND LEADER
FUNCTIONS
- Teamwork - Favourable supportive - .Cla?ar dlelineatiou. @d Positiv
- Corporate spirit climate in the organization distribution of functional osmlmc
- Team building - Gratitude responsibilities Behaviour
- Solidarity - Merit recognition - Workflow coordination Leader
- Education

Figure 2 - Organizational factors highlighted by managing staff

Note: compiled by authors

Individual factors and their composition iden-
tified by the managing staff are similar to academic
staff. However, there are differences. First, manag-
ing staff highlights that the work process and func-
tions factor group is focused on the transparent
allocation of tasks, responsibilities, and duties, con-
tributing to a positive and productive workflow. Re-
garding personal qualities, the list of managing staff
is relatively shorter than that of academics. They
include teamwork, corporate spirit, team building,
and solidarity. According to the managing staff,
these factors affect the working environment, which
should be supportive and provide more incentives
to workers to raise their spirits and motivate them.
Mainly, this is attributed to the functions of a leader
of an entity.

According to the findings from interviews with
academic and managing staff, differences were ob-
served in the perception of organizational factors.
Teamwork was identified as a crucial component of
organizational dynamics by both groups, with ac-
ademic staff emphasizing the importance of group
work and a sense of corporate spirit. In contrast,
managing staff highlighted the need for transparent
allocation of tasks and responsibilities in the work
process (Taylor et al., 2023). Both groups identified
solidarity, team building, and corporate spirit as es-
sential factors, indicating the significance of a cohe-
sive and collaborative work environment.

Moreover, the working environment was rec-
ognized as critical in influencing the overall perfor-
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mance of employees. Issues such as unequal distri-
bution of tasks, duplicate positions, and shortage of
competent specialists were identified as challenges
that can impede work progress and affect produc-
tivity (Paais & Pattiruhu, 2020). Academic staff
unanimously agreed that a supportive working envi-
ronment is imperative in higher education settings,
emphasizing the need for a positive and conducive
atmosphere.

The role of leadership, particularly their atti-
tude, was highlighted as a significant factor in cre-
ating a favorable working environment. Respon-
dents from both groups emphasized the importance
of leaders exhibiting a positive, sympathetic, and
supportive demeanor to foster a collaborative and
motivated workforce (Anwer et al., 2022). Aca-
demic staff specifically recommended prioritizing
team-building events to improve teamwork and fos-
ter trust and solidarity among workers (Luo et al.,
2023).

The findings from the interviews with academ-
ic and managing staff highlight the significance of
organizational factors such as teamwork, solidarity,
team building, and a supportive working environ-
ment in the academic discourse. These factors can
significantly affect employees’ overall performance
and the work process’s effectiveness. Additionally,
leadership attitude was emphasized as a critical fac-
tor in creating a conducive working environment.
The insights gained from this study can inform or-
ganizational practices and leadership approaches
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aimed at improving organizational dynamics in
academic settings.

Table 3 provides the structure of individual
factors highlighted by academic and managing staff.

Table 2 - Individual factors highlighted by academic and managing staff

MANAGING STAFF

ACADEMIC STAFF

- dedication

Ne Factors Meaning Factors Meaning
1 | Character traits |- responsibility; Character traits |- responsibility;
- common sense; - strength of character;
- responsibility for other - diligence;
people; - perseverance;
- self esteem,;
- ambition;
- compromise;
- tolerance;
- resourcefulness
2 Professional |- commitment to profes- Professional atti- |- commitment to profession and
attitude sion and work; tude work

3 [ Personal attitude |- sense of duty;

- critical thinking

Personal attitude |-

sense of duty;

- critical thinking;

- have to be patient;

- gather your thoughts;

- set a goal and go towards them

4 | Skills and com-
petence

skills and competences;
talent/gift

Skills and compe- |-

skills and competences;
tence - talent/gift;

- professional qualities;

- skills and knowledge;

- ability to adapt to some new
working conditions

5 | Family educa- |- an important role is

Family education

- family education instilled from

tion played by upbringing childhood;
from the family, how
parents invest in you, how
they guide you
6 Public image - professional;

- public image.

Note: compiled by authors

Managing and academic staff also observed
differences in the perception of organizational fac-
tors. Five general factor groups were identified:
character traits, professional attitude, personal atti-
tude, skills and competence, and family education.
Academic staff highlighted public image as a sep-
arate factor group that affects character traits on
the level of professional commitment. Overall, all
factor groups highlighted by academic staff include
more subfactors. However, the differences lie in the
structure of the factors. Managing staff includes two
main factors in character traits. The results show
that managing staff first puts responsibility for other
people and common sense among character traits.
Academic staff identified several character traits
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such as self-discipline, diligence, compromise, etc.

The findings of this study highlight differenc-
es in the perception of organizational factors be-
tween managing and academic staff. These differ-
ences were observed in the identified general factor
groups, which include character traits, professional
attitude, personal attitude, skills and competence,
and family education. Academic staff identified a
separate factor group related to public image, which
impacted character traits and professional commit-
ment.

Furthermore, it is noteworthy that academic
staff identified more subfactors within the factor
groups, indicating a more nuanced perception of
organizational factors compared to managing staff.
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This finding aligns with the studies conducted by
Brown et al. (2018), which suggest that academic
staff may have a more complex understanding of the
multifaceted nature of organizational factors due to
their role in higher education institutions.
Additionally, it is interesting that both manag-
ing and academic staff mentioned family education
as influencing their perception of organizational fac-
tors. The results also supported the idea that family
education provides basic skills valuable in the pro-
fession, the study process, or socialization in gener-
al. Interestingly, further education in secondary or
higher education does not contribute to developing
necessary professional skills and talents among stu-
dents. This prevents further development skills and
character traits needed to establish productive work
cooperation. This emphasizes and explains the sig-
nificant role of family education in shaping the per-
ception of organizational factors among managing
and academic staff and underscores the need for fur-
ther investigation in this area. Next, this explains the
need to provide training and teambuilding events for
the team. Consequently, this affects the unemploy-

180,0
155,0

1600 1433

140.,0 130,7 132,7

120,0
100,0
80,0
60,0
40,0
200 66 61 54

55 42 44

4,1

s

ment rate among the younger generation, as they
have a low level of individual factors, which stand
out as the fundamental perception of employers.

Organizational and individual factors, includ-
ing character traits or skills and family education,
can significantly impact employment rates and un-
employment. Organizations with favorable job op-
portunities, transparent hiring practices, and a pos-
itive work environment can increase employment
rates. Meanwhile, individuals with higher levels
of education, relevant skills, work experience, and
positive character traits are more likely to be em-
ployable, resulting in higher employment rates. Ad-
ditionally, family education can impact an individu-
al’s access to education, social and cultural capital,
and economic stability, all of which can influence
employment outcomes. Considering these factors
when examining employment and unemployment
dynamics in a given context is essential.

Figure 4 shows showed number of the unem-
ployed population overall in Kazakhstan and the
share of unemployed youth in the period 2011-2022.
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e Unemployed population (thous.)
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Figure 4 - Number of unemployed population and share of unemployed youth, 2011-2022

Note: compiled by authors based on the source Bureau of National Statistics (2022)

According to the data, the number of unem-
ployed individuals in 2010 was 155 thousand peo-
ple. However, this number sharply decreased to
103.9 thousand people in 2014, gradually decreas-
ing until the end of the period. The unemployment
rate in the country decreased significantly, almost
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two times, and reached a low point of 71.9 thousand
of the unemployed population overall, as well as the
unemployment rate among youth (aged 18-28).

Furthermore, the youth unemployment rate fig-
ures also showed a notable decrease. In 2010, the
youth unemployment rate was 6.6%. After
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COVID-19, the unemployment rate among
youth increased insignificantly by 1% and reached
3,8%. This represents a nearly two-fold reduction
in the youth unemployment rate over the analyzed
period. This indicates a significant and sustained re-
duction in unemployment over the years.

This trend of declining unemployment and
youth unemployment rates could have several im-
plications. It could suggest an improving economy

and labor market conditions, increasing job oppor-
tunities for the general population and the youth.
It could also indicate the effectiveness of policies
and programs to reduce unemployment, particularly
among young people.

In Figure 5, there is several employed youth
(aged 18-28) overall in the Republic of Kazakhstan,
particularly in education (including secondary and
higher education).

2022
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——Overall 2 180.42222,12298.92 259,62 341,12 27532 182,72 057,32 007,92 045,92 019,41 985.81 813.8
e In Education 1734 188.5 1927 1839 2333 2298 2380 2235 222.6 2350 227.7 2321
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Figure 5 - Number of employed youth (aged 18-28)

Note: compiled by authors based on the source Bureau of National Statistics (2022)

In Kazakhstan, the overall employment rate
gradually declined over the period, with the num-
ber of employed individuals decreasing from 2180
thousand in 2010 to 1813 thousand in 2022. Nota-
bly, there was a slight increase in the number of em-
ployed individuals in 2019, compared to 2007 thou-
sand in 2018. However, following the outbreak of
the COVID-19 pandemic, the number of employed
individuals began to decline gradually, reaching
1813 thousand in 2022.

In contrast, the field of education witnessed a
gradual increase in employment throughout the pe-
riod, with the number of employed individuals ris-
ing from 173.4 thousand in 2010 to 235 thousand in
2019, with minor fluctuations. However, similar to
other sectors, the employment dynamics in educa-
tion were also impacted by the COVID-19 pandem-
ic, resulting in a decrease in employment among
youth in 2022, with the number of employed indi-
viduals declining to 209.7 thousand.

Identified factors during the interviews can in-
fluence an individual’s ability to secure and main-
tain employment.

Organizational factors: Organizational factors
refer to the characteristics and practices of the or-
ganizations or companies where individuals seek
employment. These factors can include the size of
the organization, its industry, culture, policies, and
practices. Organizational factors can impact em-
ployment rates and unemployment in several ways,
including:

Job opportunities: Organizations with growth
prospects, high demand for labor, and favorable
economic conditions are more likely to offer em-
ployment opportunities, resulting in higher employ-
ment rates.

Labor market conditions: The overall econom-
ic condition of the labor market, including factors
such as demand for labor, labor laws, and regula-
tions, can impact the availability of jobs and, conse-
quently, employment rates.
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Organizations with fair and transparent hiring
practices that emphasize merit, skills, and qualifi-
cations can result in better employment outcomes
for individuals, as they are more likely to be select-
ed based on their abilities rather than other factors,
such as nepotism or favoritism.

Individual factors refer to the personal charac-
teristics, skills, and attributes that individuals bring
to the job market. These factors can significantly af-
fect an individual’s employability and, consequent-
ly, employment rates and unemployment. Some
examples of individual factors that can affect em-
ployment outcomes include:

Education and skills: Individuals with high-
er levels of education and relevant skills are often
more employable and may have access to better job
opportunities, resulting in higher employment rates.
On the other hand, individuals with limited educa-
tion and skills may face challenges in finding em-
ployment, leading to higher unemployment rates.

Relevant work experience can be a significant
factor in securing employment. Employers often
prefer individuals with relevant work experience, as
they bring valuable skills and knowledge to the job,
resulting in higher employment rates.

Character traits and skills: Personal character-
istics, such as motivation, adaptability, resilience,
and interpersonal skills, can affect an individual’s
employability. Employers often value individuals
with positive character traits and skills, as they are
seen as more likely to succeed in the workplace,
leading to higher employment rates.

Social and cultural capital: Family education
can also affect an individual’s social and cultural
capital, including networks, connections, and social
skills, which can play a role in securing employment
opportunities.

Economic stability: Families with higher levels
of education are more likely to have better economic
stability, including financial resources and support,
which can influence an individual’s ability to find
employment and reduce the risk of unemployment.

The results of this study highlight differences
in the perception of organizational factors between
managing and academic staff, with academic staff
demonstrating a more nuanced understanding of
these factors. The findings are consistent with pre-
vious research by Bardoel et al. (2014), Duarte et
al. (2017), and Dima et al. (2021), which collec-
tively contribute to our understanding of how orga-
nizational factors are perceived and influenced by
various factors in different professional contexts.
Further research is warranted to delve deeper into
the complexities of this topic and inform organi-
zational policies and practices accordingly. These

studies emphasize the significance of resilience,
positive organizational behaviors, and sustainabil-
ity in Kazakhstan’s higher education context. Us-
ing quantitative and qualitative methods provides
a comprehensive understanding of these topics,
shedding light on the associations, behaviors, and
practices that may contribute to positive outcomes
in the workplace. These findings have implications
for policy-makers, educators, and administrators in
higher education institutions in Kazakhstan, as they
provide evidence-based insights for fostering resil-
ience, positive organizational behaviors, and sus-
tainability in the higher education setting.

The interview findings indicate differences in
the perception of organizational factors between ac-
ademic and managing staff. Both groups consider
Teamwork a crucial component of organizational
dynamics, but managing a team highlights the im-
portance of allocating tasks and responsibilities in
the work process. Additionally, both groups identi-
fied important factors such as solidarity and team
building. The working environment was recognized
as a critical factor that significantly affects employ-
ee performance, with such problems as unequal dis-
tribution of tasks, duplicate positions, and shortage
of competent specialists posing challenges. The role
of leadership, particularly their attitude, was also
emphasized as a significant factor in creating a con-
ducive working environment.

To improve teamwork within organizations,
academic staff recommended that leadership prior-
itize providing more team-building events to foster
trust and solidarity among workers. The importance
of a supportive working environment in higher ed-
ucation settings was emphasized by all academic
staff, with the need for clear delineation of tasks
and assignments and additional training to improve
digital skills in light of stressful conditions such as
the COVID-19 pandemic. The structure of organiza-
tional factors identified by managing staff was like
that of academic staff, focusing on clearly allocating
tasks and responsibilities in the work process. How-
ever, managing staff highlighted the importance of a
supportive working environment with incentives to
motivate workers. The attitude of leaders was also
emphasized as a significant factor in creating a posi-
tive and conducive working environment.

Addressing organizational factors such as
teamwork, a supportive working environment, and
leadership attitudes are crucial for improving the
overall dynamics and productivity of an organiza-
tion. By prioritizing these factors and implementing
strategies to address any challenges identified, orga-
nizations can create a safe, productive, and motivat-
ing environment for their employees.
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Conclusions

The study aimed to explore resilience in the
workplace in higher education from the perspec-
tive of managing academic staff in Kazakhstan. The
analysis of interviews with ten respondents revealed
that several individual and organizational factors
contribute to resilience and sustainability in the
workplace.

This study highlights the importance of under-
standing the unique cultural, social, and economic
factors that influence resilience and sustainability in
positive organizational behavior in the workplace
in Kazakhstan. The findings from interviews with
managing and academic staff in higher education
institutions shed light on the various individual and
organizational factors that contribute to resilience
and sustainability in the face of adversity, such as
crises and stress.

The results revealed that teamwork, working
environment, work process, functioning, and lead-
ership are critical organizational factors that impact
the resilience and sustainability of employees in Ka-
zakhstani organizations. Academic staff emphasized
the significance of corporate spirit, solidarity, and
team building in fostering a cohesive work environ-
ment. In contrast, managing staff highlighted the
need for transparent allocation of tasks and respon-
sibilities in the work process. The role of leadership,
particularly the attitude of leaders, was also identi-
fied as a significant factor in creating a supportive
work environment.

The study also identified challenges in the
working environment, such as unequal distribution
of tasks, duplicate positions, and shortage of compe-
tent specialists, that can impede the overall progress
of work and affect productivity. Addressing these
challenges and promoting a supportive and inclu-
sive work environment through interventions such
as team-building events, recognition of employees’
efforts, and opportunities for skills development can
contribute to the resilience and sustainability of Ka-
zakhstani organizations.

Organizational factors identified by academ-
ic staff included teamwork, working environment,
work process, functioning, and leadership. Academ-
ic staff emphasized the importance of teamwork and
a supportive working environment characterized
by trust, solidarity, and team-building events. They
also highlighted the need for precise coordination of
work processes and functions and emphasized the
role of leadership in creating a positive work envi-
ronment.

Managing staff also identified similar organi-
zational factors but with a focus on the transparent
allocation of tasks and responsibilities in the work
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process. They also emphasized the importance of
teamwork, corporate spirit, and team building in
creating a supportive working environment.

The findings of this study have implications for
the development of contextually relevant strategies
and interventions to promote resilience and sustain-
ability in the workplace in Kazakhstan. By under-
standing the unique factors that influence positive
organizational behavior in the Kazakhstani context,
organizations can implement targeted interventions
to enhance resilience and sustainability, ultimately
contributing to the country’s overall progress to-
ward sustainable development goals.

Overall, the findings indicate that a combina-
tion of individual and organizational factors influ-
ences resilience and sustainability in the workplace
in Kazakhstan. The study suggests that interventions
and strategies to promote resilience and sustainabil-
ity in Kazakhstani organizations should consider
the unique cultural, social, and economic factors
that influence the workplace dynamics in Kazakh-
stan. This knowledge can contribute to developing
contextually relevant strategies and interventions to
promote positive organizational behavior and over-
all progress toward sustainable development goals
in Kazakhstan.

Further research and exploration of these fac-
tors in the Kazakhstani context are needed to better
understand the dynamics of resilience and sustain-
ability in organizations. This can help organizations
in Kazakhstan and similar contexts develop evi-
dence-based strategies to promote positive organi-
zational behavior and create resilient and sustainable
workplaces. Overall, this study contributes to the lit-
erature on positive organizational behavior and pro-
vides insights for practitioners, policymakers, and
researchers interested in promoting resilience and
sustainability in the workplace in Kazakhstan.
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