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Abstract. The relevance of this study is due to the problems of migration of the population of the Kyrgyz Republic due
to unfavourable labour market conditions. In accordance with this, the purpose of the study is to find out the features of
the current environment in the training of qualified personnel. Methods of logical analysis, synthesis, comparative-legal,
formal-legal, and legal hermeneutics are used in the study to fulfil the tasks set. In the course of the study conducted,
statistical data on the state of the labour market in the Kyrgyz Republic as of September 2023, by regions and years, are
examined. According to this analysis, it is noted that in the context of years, the unemployment rate decreased by 4.5%,
which indicates the effectiveness of the measures taken. The risks that exist in the implementation of state programmes
to reduce unemployment were examined. These included limited budgetary resources of state bodies and the potential
of employees of state bodies and local self-government bodies, increased migration due to the lack of jobs in Kyrgyzstan
that provide more favourable conditions. A comparative legal analysis of the experience of the USA and Japan was
conducted. This allowed identifying a number of features, namely: the active development of communication between
management and staff, the introduction of human resource management structures, productivity improvement, effective
staff selection, management, productivity incentives and employee certification, loyalty programmes for employees etc.
The practical value of the results obtained consists in providing recommendations that will allow government agencies
to eliminate current problems, reduce unemployment and increase labour productivity in Kyrgyzstan
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Introduction
Digitalisation of the economy is a process of development
and implementation of innovative technologies in economic
activity. This is accompanied by the creation of certain legal,
organisational, socio-economic, and other conditions, which
has a positive impact on many aspects of public life and is a
key factor in economic development. This process covers a
much wider range of areas than exclusively economic, and
leads to changes in the labour market. At the moment, there
are a number of problems in the Kyrgyz Republic that are
associated with population migration and rising unemploy-
ment. In accordance with this, quite an urgent issue is the
training of qualified workers, which will be able to improve
the field of labour relations in the conditions of digitalisation.

Notably, the scientific doctrine identifies both positive
and negative consequences of digitalisation for the labour
market. In the studies of K.I. Ismanaliev et al. (2021), consid-
erable attention is paid to the interrelationships between la-
bour and technology, employment, and investment activity
in the context of explaining economic dynamics. The authors
raised the question of the possible risks of the spread of tech-
nological unemployment in connection with the new indus-
trial revolution, which was accompanied by the expansion
of machine production. The possibilities of economical use
of labour may outpace the development of new ways of its
application in accordance with the position of R.D. Kalbaeva
and D. Seydakmatova (2020). Currently, the key determi-
nants of the technological transformation of production and
the labour market are digital and information and commu-
nication technologies, which represent the fourth wave of
the industrial revolution, as described by S.M. Kasymova et
al. (2021). The authors point out that in addition to the po-
tentially positive impact of new technologies on economic
growth, it is important to consider their potential negative
impact on the labour market, especially in the short term.
Technological breakthroughs and automation can replace
labour with capital, depriving workers of earnings or forcing
them to retrain for work in other fields.

U.B. Islamova and A.A. Nishanova (2022) highlight re-
mote employment as a source of growth in this economy,
which is becoming preferable for an increasing number of
workers as an alternative to standard full-time employment.
However, this new level of “flexibility” is often accompanied
by unstable working conditions, which can undermine the
achieved legal and social guarantees for employees. In ana-
lysing the segment of the digital labour market, including is-
sues of labour rights and social security, M.V. Khalilova and
J.V. Guseva (2022) draw analogies with the early industrial
revolution, when such issues did not exist.

Analysing the positive aspects of digitalisation, it should
be noted the acceleration of economic growth, increased
labour productivity and global competitiveness, increased
competition in the digital sector, e-commerce and network
business, and the expansion of opportunities for creating ad-
ditional value. In addition, it is worth mentioning the im-
provement of the welfare and quality of life of the population
and the reduction of public spending in the social field due
to the spread of telemedicine and online education. Howev-
er, some researchers express concerns about the negative im-
pact of digitalisation, which is largely due to changes in the
labour market and in the nature of labour relations. Advanc-
es in machine learning, robotics, and artificial intelligence
inevitably lead to automation, changes in the demand for
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labour, and the redistribution of jobs. However, automation
will not be limited to physical labour, dangerous production
operations, or monotonous tasks. It also poses a threat to
workers performing intellectual, cognitive, or analytical ac-
tivities. At this stage, there is a need to identify and assess
the possible risks faced by the subjects of labour relations
and to develop mechanisms to reduce them through actions
both on the market and on the part of state regulation. The
implementation of the analysis of the behaviour of labour
market participants is an effective tool for assessing the pros-
pects and consequences of the impact of digitalisation. An
increase in risks for subjects of labour relations in the short
term, including both employees and employers accompanies
the increase in the scale of digitalisation of the economy.
This includes an increase in the costs of opportunism, the
level of social insecurity of workers, the growth of income
inequality, and other aspects. In the long term, digitalisation
can help to increase the efficiency of interactions and stabi-
lise the labour market at the equilibrium level by reducing
the costs associated with the formality of labour relations.

Based on the above, the purpose of this study is to iden-
tify possible risks that may arise in the subjects of labour re-
lations during the training of qualified personnel due to the
digitalisation process. In accordance with this, it is necessary
to perform a range of tasks, namely, to examine the current
problematic aspects of state regulation of labour relations in
Kyrgyzstan, highlight the features of training qualified per-
sonnel and develop recommendations for the system of state
regulation of the labour market.

Materials and methods

This study was conducted using various types of analysis
methods. The functional analysis method was applied to an-
alyse the labour market and its requirements for qualified
personnel to determine what skills and competencies are
necessary for successful employment and assess the training
needs among the workforce. This method allowed determin-
ing the key functions and role of training qualified personnel
in labour relations and the modern process of digitalisation
in the Kyrgyz Republic. The method of logical analysis was
used to examine the current state of the labour market in
the Kyrgyz Republic. It allowed examining various factors
that can affect the state of the labour market, identifying
problems and risks faced by employees and employers. The
method of statistical analysis provided an opportunity to ex-
amine data on the state of the labour market in the Kyrgyz
Republic. Thus, the indicators of the unemployment rate in
the context of years, employment, and unemployment indi-
cators as of September 2023 and by region were examined.

The formal legal method was applied to examine the
provisions of the Law of the Kyrgyz Republic No. 214 “'On
Promoting Employment of the Population”” (2015). This al-
lowed identifying its basic norms, the definition of the rights
and obligations of citizens, employers, and state bodies in
the field of employment promotion, and analysing its impact
on employment practices and socio-economic development
in the Kyrgyz Republic. The method of legal hermeneutics
helped to interpret the legal text more reasonably in the con-
text of changing circumstances and social changes. The dog-
matic method allowed for a more detailed linguistic analysis
of the text, including the meaning of words, phrases, and
expressions used in legal documents to identify which legal
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terms and concepts have a specific meaning in the context of
the branch of law under study. The comparative legal meth-
od was introduced to analyse the experience of such states
as the USA, Japan, and the Kyrgyz Republic. In accordance
with this, this method helped to identify the characteristic
features of ensuring the legal mechanism of labour relations
and the training of qualified personnel in the countries un-
der consideration, highlighting similarities and differences
in this context. The analogy method provided an opportunity
to determine the role of digital technologies and digitalisa-
tion in general in terms of the impact on the modern labour
market in the Kyrgyz Republic. The method of abstraction
allowed focusing on a separate aspect of the study - the
mechanism of training qualified personnel. This concept, its
inherent features and principles, the current state in the mod-
ern process of digitalisation were described in more detail.

The deduction method provided an opportunity to iden-
tify key aspects of the labour market in Kyrgyzstan based
on practical implementation. The induction method, in turn,
based on the provided statistical data and problems, allowed
assessing the current state of labour relations in the state.
The synthesis method was used to develop recommendations
based on the results of the analysis for the authorities to im-
prove the state of the labour market, support employment,
and improve the effectiveness of the training of appropriate-
ly qualified workers.

Results
The state of labour relations in the Kyrgyz Republic
The current stage of development of the world economy is
characterised by the introduction of digital technologies and
computer information into an increasingly wide range of hu-
man activities. This changes the image of socio-economic
relations, opens up new employment opportunities, and pro-

vides public and private services via the Internet. The forma-
tion of the digital economy is not only the result of natural
evolution and scientific-technological progress but also the
consistent implementation of the “digital programme” by
leading countries in the field of economic development. This
covers all aspects of public administration, from the creation
of information and communication infrastructure to train-
ing support programmes. The labour market is becoming an
institution that, in the conditions of universal digitalisation,
determines the requirements for the quantitative and qualita-
tive composition of the labour force, regulates the supply and
demand for workers with the appropriate skills. Therewith, it
excludes those who are unable to adapt to modern conditions.

The main reason for digital changes is the substantial
development of information technologies in modern society,
including both hardware and software capable of perform-
ing a wide range of tasks. On the one hand, this is a positive
trend, as it contributes to increasing production efficiency,
reducing operating costs, and improving the quality of prod-
ucts and services. This can lead to an increase in entrepre-
neurial activity, the development of new methods of train-
ing and employment, and an increase in labour mobility and
activity of the studying-age population. On the other hand,
it causes a number of problems, both economic and social.
Among the negative consequences, it is worth highlighting
the growth of unemployment, the increase in the costs of
retraining and relocation of workers, and the need to devel-
op and finance programmes to promote employment, stim-
ulate entrepreneurial activity, and provide social assistance
and support to citizens. The labour market is an economic
system in which many participants take part, including the
state, employers, employees, trade unions, and other struc-
tures. It is worth considering statistical data to assess the
modern labour market in Kyrgyzstan (Table 1).

Table 1. Statistical data of the modern labour market

Criteria

Indicator

Economically active population

2,712,700 people

Employed population

2,581,100 people

Number of unemployed

131,600 people

General unemployment rate

4.9%

Official unemployment rate (as of September 2023)

2.7%

The number of unemployed who are registered with the employment service

96,000 people

Number of officially registered unemployed

72,000 people

Source: Ministry of Labour, Social Security and Migration of the Kyrgyz Republic (2023a)

As of September 1, 2023, 16,480 vacancies were an-
nounced to the employment services, mainly in the field
of working specialities. However, there were 5,876 un-
claimed jobs, and for every vacancy, there were 16 peo-
ple. The number of citizens who applied to employment
services by September 1, 2023, amounted to 107,253
people. Of these, 75,266 people received consultations on
labour and employment legislation, vocational training,
retraining opportunities, and choosing a profession. Dur-
ing this period, 122 unemployed citizens were assigned
unemployment benefits. One of the main goals of the em-
ployment service is to assist in finding employment, and
during the reporting period, they were able to help em-
ploy 11,239 unemployed citizens. In addition, assistance
in employment is implemented through active measures in
the labour market. With an increase in the unemployment

rate and a shortage of jobs, the main area becomes the
training of unemployed citizens. The employment services
sent 4,376 unemployed citizens for vocational training to
increase their competitiveness in the labour market, con-
sidering the need for labour in various professions. This
training was focused on professions in demand in the la-
bour market, such as gas welder, hairdresser, computer op-
erator, accountant with 1C skills, cook, seamstress, tailor,
office manager, electrician, and driver. In addition, 8,801
unemployed citizens were sent to paid community service
as part of temporary employment. Active measures in the
labour market, such as education and vocational training,
included 13,177 unemployed citizens. Therewith, 82 un-
employed citizens receive unemployment benefits. Quite
remarkable is the consideration of statistical data on em-
ployment by region (Table 2).
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Table 2. Statistical data by region as of October 1, 2023

q Referred to Employed Referred q Registered
q q Received q 3 Registered, :
Region Registered . Employed vocational after to public as officially
consultations . . . . . total
training training services unemployed
Kyrgyz 29,643 58,736 6,949 3,817 1,456 7,892 100,566 75,211
Republic
Bishkek 3,615 4,954 2,129 1,075 659 552 7,456 6,642
Osh 875 1,158 313 147 11 885 6,054 3,200
Osh region 7,537 11,478 409 615 66 1,453 21,525 17,049
Chui region 2,379 8,661 1,096 285 191 920 6,587 5,956
Issyk-Kul 1,882 7,364 790 535 213 1,154 5,351 4,229
region
Jalal-Abad 7,030 11,098 1,063 563 149 774 29,352 20,492
region
Naryn 969 6,328 295 123 91 307 3,666 2,761
region
Batken 4,002 4,182 415 207 31 1,179 15,485 11,637
region
Talas region 1,354 3,153 439 267 45 668 5,090 3,245

Source: Ministry of Labour, Social Security and Migration of the Kyrgyz Republic (2023b)

Notably, the Government adopted Law of the Kyrgyz
Republic No. 214 “On Promoting Employment of the Pop-
ulation” (2015), which establishes the legal, economic, and
organisational foundations of the national policy of promot-
ing employment, including state guarantees to ensure the
constitutional rights of citizens to work and social protection
from unemployment. Nevertheless, today, there are several
key problems: an insufficient number of jobs with an appro-
priate salary level, an imbalance in the economic develop-
ment of regions, which affects internal migration, limited
involvement of local state administrations and local self-gov-
ernment bodies in the implementation of measures to pro-
mote employment, the discrepancy between the level of vo-
cational education needs labour market, low level of social
guarantees for employees, and unorganised external labour
migration. According to the data of the National Statistical
Committee of the Kyrgyz Republic, the unemployment rate
in % ratio in the context of years is shown in Figure 1.
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Figure 1. Unemployment rate in the Kyrgyz Republic, %
Source: Unemployment rate in Kyrgyzstan (2023)

The data provided allow concluding that in the context
of years, the unemployment rate decreased by 4.5%, which
indicates the effectiveness of the measures taken. Therewith,
as in all fields, there are risks when implementing state pro-
grammes to reduce unemployment. Among the risks of an
economic nature, limited budgetary resources of state bod-
ies are notable, organisational — the limited potential of
employees of state bodies and local self-government bodies,

socio-economic - an increase in migration due to the lack of
jobs in Kyrgyzstan that provide more favourable conditions
(wages, labour safety, social package, etc.). Notably, the ed-
ucation system directly affects the employment situation in
the country. In the near future, it is likely that this educa-
tion system will not be able to serve as a platform for cre-
ating competitive advantages for the Kyrgyz economy. The
solution of these complex problems of the national labour
market is possible only with a consistent national policy in
the fields of migration policy, education, healthcare, and re-
gional development.

Thus, in the current economic context, it is necessary
to take a number of measures. First of all, develop projects
to maximise the use of skilled labour, identifying promising
industries and retraining workers for them; it is important to
stimulate the creation of small and medium-sized enterpris-
es, including the provision of preferential loans to support
the development of entrepreneurship; to develop a set of
measures to ensure the stability and dynamic development
of rural areas, paying special attention to the development
of rural to determine the main areas of organisational activ-
ities aimed at supporting the increase in labour productivity
and ensuring economic growth. The proposed measures will
provide an opportunity to increase the level of employment
of the population, train highly qualified workers, and reduce
unemployment rates in Kyrgyzstan.

US experience in regulating labour relations

It is necessary to consider the world experience in increas-
ing the social motivation of labour relations. In social de-
velopment, the importance of motivation and its roots ac-
quire a diverse meaning and meaning. It is especially worth
highlighting the social value of work-related motives that
have become a priority. Motivation in the workplace plays
an important role in determining the reasons for interaction
between employees. In the USA, Japan, and Western Europe,
there is a growing interest in the study of issues of increasing
labour productivity. Labour law and these legal relations in
the United States have developed differently in comparison
with other developed countries in Europe. The main reason
is that the relationship between employers and employees in
America is very different from the class and social struggle
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in other countries (Ozkeser, 2019). American workers are
struggling not only to improve their social status and career
advancement but also to improve working conditions, ac-
cess to quality medical care and higher pensions. In the US,
there is little social inequality between business owners and
employees. The main difference between employees and em-
ployers is not in social status but in the difference in income
and the right to dispose of them. This historical feature of
America has also influenced relations in production. For a
long time, there has been a shortage of skilled labour in the
United States. Many industrial crises arose due to the lack of
trained personnel, according to which skilled workers were
always in demand. Since employers competed for labour,
workers were given the opportunity to demand higher wag-
es and better working conditions (Murtiningsih, 2020).

It is worth mentioning such a phenomenon as “gold-
en parachutes”, which have been used since the 1980s as a
corporate governance tool in response to the turbulent time
of corporate takeovers. At that time in the USA, the legal
regulation of labour relations was based on the Anglo-Sax-
on tradition and included regulations protecting the rights
of workers. However, at the time of the introduction of the
“golden parachutes”, this was based on the principle of “hir-
ing at will”. This meant that it was not the laws but rath-
er the beliefs of researchers and judges that confirmed the
right of both the employee and the employer to terminate
the employment relationship at any time without the need to
comply with any formal procedures and obligations unless
a written agreement between them settled it. In accordance
with general practice, the dismissal of an employee in the
United States did not provide compensation, which meant
that top managers dismissed in connection with corporate
takeovers lost their jobs, income, career prospects, and status.

In the USA, “golden parachutes” perform such functions
as: provide guaranteed employment to the head in the event
of a takeover of the company; serve as a means of protection
against unfriendly takeovers since information about “gold-
en parachutes” is usually available to competitors; help re-
solve conflicts of interest between management personnel
and shareholders before the takeover, encouraging the head
to complete this process successfully; they are used as a
means to attract the best personnel, especially in the case of
firms in a difficult financial situation and interested in the
possibility of a takeover instead of liquidation or bankrupt-
cy. The direct dependence of the “golden parachute” on the
net profit of the organisation is provided in the case when
such conditions are determined by the employment contract.
If there is no such connection, and the dismissal of the head
occurred by the decision of the owner of the company and is
not related to any actions or guilt of the head, then it turns
out that the court has neither grounds nor authority to re-
view the owner’s decision.

Notably, the legislation of Kyrgyzstan does not provide
effective means that would allow to correctly resolve dis-
putes in this area, which led to inconsistent judicial practice
and, as a result, violation of the rights of employees to addi-
tional payments. In this regard, it should be mentioned that
it is necessary to amend the Labour Code to cover these pay-
ments with the general term “compensation to an employee
for early termination of an employment relationship through
no fault of his own” and to define the procedure for estab-
lishing such payments to protect the interests of the employ-
ee. In the absence of legislative grounds, the courts should

provide clear explanations regarding the legal nature and
purpose of payments in case of early termination of employ-
ment relations. This also applies to additional guarantees,
and the courts should approve the assumption of good faith
in the actions of the employee and the obligation to fulfil
the terms of the employment contract on the part of the em-
ployer in resolving labour disputes. The authorities should
point out the need for a detailed analysis of the circumstanc-
es related to the conclusion of an agreement on payments
for early termination of employment relations, including the
reasons for its conclusion and specific obligations set out in
the employment contract.

It is quite important to provide the courts with a meth-
od for assessing the amount of payments for early termina-
tion of employment relations based on international expe-
rience. Therewith, one should consider the position of the
employee, their business reputation, the circumstances that
accompanied the hiring (especially if they are related to
the conclusion of an agreement on compensation for early
termination of employment relations), the duration of the
employment contract, and the amount and structure of re-
muneration that the employee could receive while remain-
ing in an employment relationship with the employer. If the
payment is related to the takeover of the organisation, the
court must also take this factor into account in favour of the
employee. The courts must consider the presence or absence
of direct restrictions on payments established by the con-
stituent documents or local regulations of the employer to
assess the terms of the employment contract regarding the
right to payment in the event of early termination of em-
ployment relations. The absence of such restrictions should
be interpreted in favour of the employee since the owner
or the board of directors, when making a decision on ear-
ly termination of the employment relationship, assumes the
obligation to pay appropriate compensation to the manager.
This will provide an opportunity to regulate certain aspects
of labour relations and protect the interests of employees.

Features of Japan’s experience

in increasing labour productivity

The main focus in Japan was the analysis of the relationship
between the characteristics of technology and the problems
of labour productivity. Based on this, the Japanese “Kaisen”
system was created, which was a form of labour organisa-
tion (Kalleberg, 2020). The main feature of this system was
that the company considered working conditions and wag-
es in Japan and each of its employees on an equal footing,
paying attention to the studying environment and the cor-
responding conditions. The motivational factors that define
this concept and stimulate high labour productivity include
such aspects as the provision of jobs and the possibility of ca-
reer advancement, wages, working conditions, job content,
and the internal working atmosphere and relations between
management and employees. One of the key elements of this
system is the selection, training, and education of employees
so that they show loyalty to the company and constantly
improve their skills. This ensures continuous education and
development of the workforce. Japanese workers rarely take
vacations and study regularly, which leads to a very low lev-
el of work absences (0.8-1.6%) compared to other countries
(Khang et al., 2023). This is largely due to the benefits for
both the company and the production. In addition to en-
suring the permanent employment of a Japanese employee



within the company, the contract also determines the im-
provement of their standard of living, the development of
intellectual abilities and the education of children. That is,
the company and the employee are considered as interrelat-
ed components of a single system, the contract is based on
the mutual consent of both parties and the employee’s free
choice of profession. In this case, the company undertakes to
provide the employee with the established rights and free-
doms. For example, the basic principle of SONY Corporation
is to treat its employees as family members; the same labour
practice applies in Sweden.

A rather necessary aspect is the liberation of the labour
market from excessive demand for labour, which in turn
leads to a decrease in the unemployment rate. The imple-
mentation of agreements corresponding to the demographic
situation in the country will create a system of continuous
employment for each employee. Notably, another motivat-
ing factor for the labour activity of Japanese workers is the
length of service and the corresponding payment. Older peo-
ple receive higher salaries regardless of the quality of their
work or abilities. This process is considered a special form
of motivation in all developed countries. This encourages
employees to work more productively and increases their
confidence in the future. That is why it serves as a motivat-
ing factor for young workers, encouraging them to stay in
the same workplace. Moving to another company means the
loss of seniority since work experience is considered only
within one firm or company. However, regardless of age and
work experience, modern Japanese companies are now also
paying attention to matching professional skills. This is an
essential requirement in the modern world. Such a system
can reduce the wage fund but increases the contribution of
individual work. The income distribution system is also rap-
idly expanding, where the amount of remuneration depends
on the profit of the enterprise. A feature of modern person-
nel management is the creation of a system for enriching
the content of labour and employee involvement in manage-
ment. One of the main ways of involvement is the formation
of self-government groups. These groups make up 90% of
Japan’s workforce (Ainsworth & Knox, 2022). Initially, such
quality clubs were created to control the quality of goods in
stores. Currently, they are considered as a means of building
confidence in the company and a way to increase its respon-
sibility in its activities. Through these small groups, Japa-
nese managers delegate their authority to the workshop lev-
el, increasing the responsibility of the masters for successful
production. There are other methods that help to stimulate
the initiative of employees, namely, such as notebooks for
opinions and suggestions.

The quality of management is related to the purpose of
the enterprise and its position in the market. In the Kyrgyz
Republic, activities have been implemented to improve the
level of social protection. For example, due to state measures
of social support, the state has its own characteristics and ad-
vantages in comparison with other countries of the post-So-
viet space. It should be mentioned that the social protection
policy in the country should include the following compo-
nents: a policy to prevent poverty, that is, to guarantee a
decent level of income for workers; a policy aimed at com-
prehensive support for disabled people; employment policy,
including the activities of the labour exchange, which pro-
motes the employment of persons who have lost their jobs.
The implementation of this policy considers specific services
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provided by the Ministries of Labour, Social Protection, and
Finance, including pensions, social security, the activities of
the labour exchange, and the creation of a favourable work-
ing environment in the team. As noted from the analysis, var-
ious forms of communication between management and staff
are actively developing in Japan, such as official meetings,
morning rallies, seminars, and other events. A special aspect
is the introduction of human resource management struc-
tures, as in the experience of Japan and the United States,
from which common features can be distinguished. In the two
countries, the main goal remains to increase productivity.
Japanese corporations can use the methods of American per-
sonnel selection, management, productivity incentives, and
employee certification to achieve this. However, there are
differences. For example, Japanese firms and corporations
strongly emphasise the promotion of loyalty to the company.

The above allows concluding that the key task of im-
proving the level of training of qualified workers, increasing
employment rates and eliminating unemployment is the in-
troduction of completely new approaches both in the activi-
ties of state structures and private enterprises. This will pro-
vide an opportunity to improve the efficiency of the labour
relations segment substantially.

Discussion

The duality of the modern economy manifests itself in two
opposite areas of its development: pervasive digitalisation
and simultaneous social orientation. On the one hand, this is
due to the psychological aspects of the interaction of the in-
dividual in the context of “man — machine”, and on the oth-
er — the possibility of transition to the individualisation of
each individual in the conditions of digital transformation,
as noted by R. Fenech et al. (2019). It should be added to the
position of the authors that the need to consider all factors
affecting the motivation of people’s actions at various stages
of life, their psychological characteristics and needs, is be-
coming one of the main areas in economic theory and prac-
tice. In this context, the key characteristics of an individual
necessarily include an analysis of his professional activity
aimed at the effective self-development of the individual in a
modern digital society. There is a wide range of scientific as-
pects of the labour process that determine the role of a per-
son as an integral element in production and economic ac-
tivity. One of the main concepts in this field is the concept of
“cadres”, despite its relatively new origin. In the beginning,
it was used to denote the permanent composition of military
units, and in the modern economy, it refers to a set of special-
ists with the necessary training, education, skills, and expe-
rience in the relevant field of activity (Duggan et al., 2020).

G. Anwar and N.N. Abdullah (2021) write that one of the
stable phraseological phrases associated with the concept of
“cadres” is “personnel training”. Based on this position of
the authors, the word “preparation” primarily means pre-
ventive activities and is considered in the context of prelim-
inary measures or the learning process. That is, “personnel
training” means the formation of a quantitative and quali-
tative composition of employees within a certain economic
system to ensure its effective functioning. Therewith, in ac-
cordance with the principle of synergy of scientific concepts,
in the digital economy, the term “personnel training” has a
deeper meaning, which is explained both by the evolution of
scientific ideas about the labour economy and the complex
internal content of this concept.
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Digitalisation, as mentioned by M.T. Alshurideh et
al. (2023), had a substantial impact on all aspects of the
labour process. It is necessary to agree with this statement,
and the special characteristics of modern relations in the
field of production and labour include changes in the struc-
ture of employment in various sectors of the economy, an
increase in the number of jobs in the managerial and tech-
nical fields, an increase in the gap between highly and low-
skilled professionals, changes in motivation and the process
of hiring labour, and the development of flexible forms of
employment and intellectual-creative activity. Considering
these changes, the personnel training system should also un-
dergo transformation both from the outside, providing the
labour market with specialists with digital competence, and
from the inside, modernising the training process itself using
innovative digital technologies.

The COVID-19 pandemic had a special impact on ac-
celerating the digitalisation of the training system, as stated
by D. Vrontis et al. (2022). In the conditions of mass closure
of enterprises and institutions, employees faced the need to
master knowledge, skills, and abilities in the field of informa-
tion and communication technologies or their updating. The
need for appropriate educational programmes, retraining and
advanced training, including online training, has increased
markedly. All participants in relations in the field of produc-
tion and labour, including government agencies and individ-
ual employees, have shown interest in the development of the
digital educational services market. However, the personnel
training system was not ready for such a sharp increase in
demand for specialists for the digital economy, partly due
to the lack of an extensive theoretical and methodological
base necessary to determine the quantitative and qualita-
tive characteristics of digital industrial and labour relations.

The relatively short stage of the digital transformation
of the economy, which began in the 90s of the twentieth cen-
tury, has not yet allowed developing a systematic approach
to the use of terminology in the process of personnel training
in new production conditions, according to M. Thite (2020).
In connection with this position, it is advisable to mention
that the digital economy has a number of characteristic
features, such as the use of digital technologies, electronic
goods and services, network business, and digital assets that
form a new socio-cultural reality. However, these signs do
not cover the essence of industrial and labour relations that
arise in digitalisation and support the functioning of digital
economy institutions. This means that the labour economy
should develop appropriate terms for the digital economy in
general and for the main characteristics of its components,
including the personnel training process.

In modern economic literature, the concept of “person-
nel training” is considered from two main points of view: as
a long-term process and as a resource element of economic
activity. From the first standpoint, this includes measures
and means aimed at ensuring the normal functioning of the
labour market, the implementation of plans, programmes
and projects, maintaining a stable balance in quantitative
and qualitative terms in the field of labour, preventing vio-
lations in compliance with regulations and contracts in the
field of personnel management, as indicated by J.Y. Yong et
al. (2020). From the second standpoint, it is a synonym
for the concept of “staffing” and is a key resource describ-
ing staffing and its quality, which is an important element
in the resource support of production and determines the

characteristics of the functioning of the enterprise, according
to M.A. Kareem and I.J. Hussein (2019). Based on these posi-
tions, an integral task in managing both the formation of the
staff and working with it is to influence the training process
for a specific purpose. The main purpose of this impact is to
create an organisation’s workforce that meets its needs both
quantitatively and qualitatively. This approach to staffing
prevails in many studies, mainly aimed at solving the prob-
lems of the functioning of individual enterprises and organ-
isations and not at regional or sectoral economic systems.

Despite the widespread use of the second standpoint
among researchers, it is more appropriate to use the term
“staffing” in this context. R. Peccei and K. van de Voor-
de (2019) write that this formulation allows including in
the field of research both personnel support for the func-
tioning of individual enterprises and socio-psychological as-
pects of motivation and improvement of working conditions
of employees. That is, based on this position, the process
of forming a personnel training system does not begin at
the stage of hiring specialists but also at the stage of their
training in institutions of secondary and higher profession-
al education and continues until the end of their working
life. A balanced organisational and economic mechanism
of interaction between the education system and various
participants in the commodity market, including executive
authorities, manufacturers and infrastructure facilities in
the industrial and social fields, is required to ensure the
effective operation of such a system. The theoretical basis
for assessing the quantitative and qualitative aspects of the
personnel training system is human resources, human cap-
ital, personal potentials, and their structural components.
They form the incoming physical and intellectual flows of
this system, and the output is a set of individuals with cer-
tain professional competencies (knowledge, skills, abilities)
and a certain level of their application (qualifications). In
the conditions of the digital economy, the process of per-
sonnel training takes on a new dimension - intellectual and
personnel support, as indicated by K. Stachova et al. (2019).
It is worth agreeing with this, which is due to the constant
expansion of functions and tasks performed by employees.
In this context, various organisational, economic, and legal
components are being formed, and measures that are imple-
mented by the management of the enterprise and are aimed
at achieving the goals of the economic entity, creating and
effectively using human resources and their intellectual ca-
pabilities to strengthen business processes and increase the
competitiveness of the enterprise.

Thus, the process of personnel training should be under-
stood as the process of formation and effective management
of human capital aimed at achieving balance in quantitative
and qualitative terms in the labour market and its partici-
pants. In this context, the main characteristics of the per-
sonnel training process include educational, sectoral, and
regional components. Education as a separate system and
branch of the economy not only takes part in the formation of
personnel at the stage of obtaining basic professional knowl-
edge and skills but also provides an increase in the personnel
potential of employees throughout their entire working life.
The ways of such interaction may vary, including advanced
training courses, internships, and obtaining additional or
second professional education. Personnel training is a com-
plex and multidimensional concept that was formed and de-
veloped under the influence of various theoretical concepts



in the field of economics. Modern conditions of digitalisation
not only change the usual mechanisms of labour activity and
industrial and labour relations but also impose completely
new requirements on the intellectual abilities of the individ-
ual. Notably, even considering the substantial development
of medicine and psychology, there are limitations in the in-
tellectual capabilities of a person at the present stage. These
limitations should be considered both in the practical work
of institutional labour market participants and in the devel-
opment of methodological approaches to the examination of
the personnel training process in the digital economy.

Conclusions

This study was conducted to examine the current state of
the labour market in the Kyrgyz Republic and identify the
features of the mechanism for training qualified personnel. It
was noted that despite the range of measures taken by state
structures, today there are several main problems: insuffi-
cient number of jobs with decent wages, an imbalance in
the economic development of various regions, which affects
internal migration, limited involvement of local state admin-
istrations, and local governments in the implementation of
measures to promote employment.

Based on the analysis of statistical data, it was conclud-
ed that from 2018 to September 2023, the unemployment
rate decreased by 4.5%. This indicates the effectiveness
of the measures taken by state bodies. The risks that arise
during the implementation of state programmes to reduce
unemployment were also considered. Among the economic
risks, limited budgetary resources of state bodies were not-
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conditions. It was identified that the education system has
a direct impact on the situation of the labour market in the
country. In the near future, it is possible that the nation-
al education system will not be able to create competitive
advantages for the Kyrgyz economy. The solution to these
complex problems of the national labour market is possible
only with a consistent national policy in the areas of mi-
gration policy, education, healthcare, and regional develop-
ment. A set of measures was proposed to resolve the above
problematic aspects and eliminate risks. An analysis of the
experience of the USA and Japan was also conducted. This
led to the conclusion that various forms of interaction be-
tween management and employees are actively developing
in Japan, such as official meetings, morning rallies, semi-
nars, and other events. One of the important aspects is the
introduction of human resource management structures,
which is common to the experience of Japan and the USA.
It was noted that in the two countries, the main goal re-
mains to increase productivity. Methods of personnel selec-
tion, management, performance stimulation, and employee
certification can be used to achieve this goal.

Based on the above, it was concluded that the key task
for improving the level of training of skilled workers, in-
creasing employment, and eliminating unemployment is the
introduction of new approaches both in the activities of state
structures and in private enterprises. Subsequent studies will
be aimed at conducting a comparative legal analysis of the
labour market in post-Soviet countries.
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AHoTanisA. AKTyaJbHICTh AOCJIiJ)KeHHs 3yMOBJIeHO IpoGsiemMaMu Mirpaiii HaceseHHsa Kuprusbkoi Pecry6siku uepes
HeCNPUATJIMBY KOH IOHKTYPY PUHKY Ipaii. BignoBigHO A0 I[bOT'0 MeTa AO0CJiI)XeHHS — BUBUUTU OCOOJIUBOCTI Cy4yacHUX
YMOB MiATOTOBKYU KBaTi(hikoBaHmx kafpiB. 1A TOro mo6 BUKOHATY IOCTABJIEH]I 3aBAaHHA, Y JOCIiPKEHHI BUKOPUCTAHO
METOJIU JIOTiYHOTr'0 aHaJli3y, CUHTE3Y, NOPiBHAJIBHO-IPABOBOI, (OPMAaTIPHO-IOPUAUYHOI Ta IOPUAUYHOL repMeHeBTUKU. Y
Trpoljeci poBeIeHOT0 JOCJi/PKeHH BUBUEHO CTATUCTUYHI JJaHi Mpo cTaH puHKY npatli B Kuprusskiii Pecny6utini cranom
Ha BepeceHb 2023 poky B po3pi3i perioHiB i pokiB. BiAnmoBigHO 0 11bOro aHasi3y 3a3HaueHo, 110 piBeHb 6e3pobiTT:A
3HU3MUBCA Ha 4,5%, 10 CBiAYMTb PO e(PEeKTUBHICTh 3aXOAiB, AKUX yXHUJIa Jepxkasa. PO3IJIAHYTO PU3UKH, SKi iCHYIOTb
mig Jac peaJsisanil Aep’kaBHUX IIporpaM MIOA0 3HIDKEeHHA 0e3pobiTTsA: oOMeXxeHicTh OI0KeTHHUX pPecypciB Jep>KaBHUX
OpraHiB Ta MOTEHIliaJly MPAaIiBHUKIB JepXXaBHUX OPraHiB Ta OPraHiB MiCIIEBOTO CaMOBPSAYBAaHHs, TOCUJIEHHS Mirparii
yepe3 BificyTHicTh y Kupruscrani po6ounx micup i3 JOCTAaTHHO CHPUATINBUMU yMoOBamu. IIpoBefjeHO MOPiBHAJIBHO-
npaBoBuil aHasiz gocsiay CIIA ta Anowii. Ile gaso 3Mory BUABUTU HU3KY OCOOJIMBOCTEN, a caMe: aKTUBHUE PO3BUTOK
KOMYyHIiKarlil MiX KepiBHULITBOM i IepCOHAJIOM, BIPOBA/K€HHA CTPYKTYp YIIPaBJIiHHA [epCOHAJIOM, NiJBUINEHH:
NPOAYKTUBHOCTI mpani, e(peKTUBHUHN MiAOip NepcoHay, yIpaBJliHHA, CTUMYJIIOBaHHA NPOAYKTHUBHOCTI Ta arecTranis
NpalniBHUKIB, IPOrpaMM JIOAJIBHOCTI AJiA NpaliBHUKIB Tomo. [TpakTHYHA LiHHICTh OTPUMaHMUX pe3yJbTaTiB MOJIATAE B
TOMY, II0 HaZlaHO peKOMeHAallil, JOTPUMAaBIINCh AKUX JlepXKaBHi OpraHd MaTUMYTh 3MOTY YCYHYTU HasABHi npobJiemu,
3HU3UTHU piBeHb 6e3pobiTTA Ta MiABUIUTY NPOAYKTUBHICTh npaui B Kupruscrani

KuriouoBi cjioBa: TpaniBHUK; PUHOK mparli; udposisamis; 3apyOikHUI OOCBi; iHBeCcTULiHA MOJITHKA; JIIOACHKUI
KariTaa
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