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Abstract 

The study was carried out based on a survey among 115 Kazakhstani employees and 
49 employers to understand attitudes to online employability during the coronavi-
rus crisis and related problems to such format of work. Employees were presented by 
32% of Generation Y (born between 1985 and 2002), 44% of Generation X (born be-
tween 1964 and 1984), 13% of Baby Boomers (born between 1944 and 1963), and 11% 
of Silent Generation (born before 1943). As for employers, they were presented by 
28% of Generation Y, 51% of Generation X, 16% of Baby Boomers, and 5% of Silent 
Generation. The result reveals that the format of work has been 46% full-time online, 
49% part-time online, 5% mix of full and part-time format. The same pattern was ob-
served among employers with 60% confirming the use of remote online work of staff 
within the framework of self-isolation, although 31% switched to the part-time online 
format of work and 9% used a mix of full and part-time. At the same time, only about 
7% of the workers and 11% of employers previously had such a practice, and for the 
majority, such work became an absolutely new experience. Most of 85% of Generation 
Y and 76% of Generation X have the sufficiency of digital skills and ability to work on-
line, while 42% of Baby Boomers and 67% of Silent Generation experienced difficulties. 
In terms of problems, both employees and employers prioritize organization policies, 
communication, and law relationship. 

Ellada Atsiyeva (Kazakhstan), Kairat Balabiyev (Kazakhstan),  
Svetlana Zharkenova (Kazakhstan), Zaure Namazbayeva (Kazakhstan),  
Aigul Kurmanova (Kazakhstan)

Problems of agency  

work during the 

coronavirus crisis:  

A case of Kazakhstan

Received on: 12th of April, 2021
Accepted on: 10th of September, 2021
Published on: 2nd of November, 2021

INTRODUCTION 

Agency work is a form of work, where employees are hired temporally 
under the supervision of employers, and in general, it has a format of 
face-to-face work; however, due to the COVID-19 pandemic, it has a 
format of online employability (Kot, 2021). Online employability is a 
form of the work process, in which employees perform their duties 
outside the workspace, and the main communications in the work-
ing process are carried out using digital online technologies (Silva et 
al., 2013; Lancaster, 2016). However, online employability is not pos-
sible in all types of economic activities and working processes. First 
of all, its feasibility is considered for the so-called transaction indus-
tries, which are associated with information, communications, ser-
vices industries, IT, finance, consulting, education services, procure-
ment, sales, etc. (Hairault et al., 2010; Berkelaar & Buzzanell, 2015). 
Despite the obvious prospects in the context of the digitalization of 
the economy, as well as several certain advantages, this format of work 
has raised many questions from both employers and employees, both 
in socio-economic and organizational aspects, and with the point of 
view of its legal support (Denkenberger et al., 2015; Absalyamova & 
Absalyamov, 2015; Kot, 2021). Under these conditions, the preference 
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was retained for the traditional methods of organizing the work process, and the development of dis-
tance employment took place at a rather low pace (Fowkes & Li, 2018). However, the outbreak of the 
COVID-19 pandemic has made adjustments to the situation on the work process (Gallacher & Hossain, 
2020; Khamis et al., 2021; Sato et al., 2021). In the spring of 2020, Kazakhstan has implemented a unique 
experience of mass implementation of the online employability in the different economic sectors of the 
country due to unprecedented circumstances that required the urgent application of quarantine mea-
sures. The need to comply with the isolation regime forced employers to urgently withdraw employees 
to online work (totally or partly) in almost all industries and organizations where this could be done. 
Such a solution was often the only possible to function in the context of the coronavirus spread. Thus, 
according to expert estimates, by the end of April 2020, the number of online workers in Kazakhstan 
increased six times. In this regard, the assessment of the mass practice of online employability is very 
relevant today, which is the purpose of this paper. 

1. LITERATURE REVIEW

The number of publications on the topic of online 
employability has increased significantly in the 
past few years (Hardill & Green, 2003; Felstead & 
Henseke, 2017; Fowkes & Li, 2018; Fana et al., 2020; 
Staines, 2021; Hodder, 2020). This increase in the 
publication is at least associated with processes 
of digitalization of the economy (Petrovich et al., 
2020; Youssef et al., 2021). That is why some pub-
lications consider such labor relations specifically 
from the perspective of digital economic transfor-
mation (Jumambayev, 2016; Lovergine & Pellero, 
2018; Kolokytha et al., 2018). Scholars pay a lot of 
attention to studying the features of online employ-
ability, discussing existing practices and prospects 
for further development of the online format in the 
labor market. A large number of publications are 
devoted to various management issues of online 
employment, including the problems of organizing 
the relevant business processes and technologies, 
management and motivation of personnel working 
online (Mortensen & Pissarides, 1999; Hornstein et 
al., 2007; Adams, 2018; Novakova, 2020). For a long 
time, one of the most actively discussed issues of 
online work has been the problem of legal support 
for this format of labor activity, which is reflected, 
in particular, in different publications (Agell, 1999; 
Wilthagen & Rogowski, 2002; Deakin & Wilkinson, 
2005). In addition, some publications consider on-
line employment from the perspective of the func-
tioning of certain industries (Guivarch et al., 2011; 
AlShehabi, 2012). Many publications have appeared 
on the current situation, that is, online work in con-
ditions of self-isolation (Lord, 2020; Molino et al., 
2020; Gaie, 2021; Vijai & Nivetha, 2021; Hodder, 
2020; Green & Loualiche, 2021).

Currently, there are two types of online employ-
ability discussed in the scientific literature. The first 
type includes the category of employment agency 
work. This type of employment considers are full-
time employees who perform their job duties at 
least one day a month in any place convenient for 
them with Internet access, which is not associated 
with their employing company. There are cases 
when the employee does not come to the main work 
places. Glaeser and Kahn (2001) and Lundborg 
(2013) note that as indisputable advantages for both 
the employee and the employer is the solution to 
the problems of traffic, saving fuel (and in the case 
of its import, it is possible to assume a decrease in 
the dependence of the state as a whole on oil and 
gas suppliers), reduction of environmental pollu-
tion by reducing the number of trips to the place 
of work. Poulsen and Ipsen (2017) and Arkhipova 
et al. (2021) mention a general improvement in the 
quality of human life due to a more flexible work-
ing regime, which allows the employee to perform 
social functions at a convenient time and without 
harming labor productivity. The employee who 
switches to remote work not only becomes freer but 
also generally finds himself in a different social en-
vironment: there are more opportunities for com-
munication, including in the professional sphere. 
Whereas the employee, who is constantly in the 
working place is physically forced to communicate 
not with those employees, whose communication is 
useful and interesting from a professional point of 
view, but with those who are in the same work place. 
The employee transferred to remote online work 
will take a more active social position and begin 
to play a significant role in the life of the groups of 
people around the employee, becoming a member 
of the parent committee (Poulsen & Ipsen, 2017).
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The second type of online employability includes 
the category of freelancers. A freelancer is an inde-
pendent laborer who is associated with a minimum 
amount of obligations. In this case, sometimes a 
contract is signed for the provision of services or 
the performance of certain work. According to 
Kazi et al. (2014), the freelancing is suitable on-
ly for the employee doing work over the Internet. 
Freelancers look for orders (usually one-time, but 
sometimes permanent work is offered) on special-
ized resources on the Internet. Hong and Pavlou 
(2013) note that freelancers are the most socially 
vulnerable group of the employee. These employ-
ees do not have a permanent employer; they also 
do not have a salary, bonus, vacation pay, and any 
kind of social package. The freelancers are most of-
ten programmers, testers, site optimizers, journal-
ists, translators, copywriters, and designers (mainly 
web, i.e. those who work on creating a visual image 
of Internet sites) as well as representatives of other 
creative professions (Gupta et al., 2020). Moreover, 
the professional education of the employee is not 
essential, since it is almost impossible to verify its 
authenticity over the Internet. In this case, it is im-
portant how the employee performs work, i.e. port-
folio, as well as social connections and image in the 
professional community. The demand for the listed 
professions is primarily since both direct and re-
verse remote communication with these special-
ists is possible without significant loss of informa-
tion. The results of the work of these employees are 
program codes, articles, translations, graphics, etc., 
and these results can be easily transmitted over the 
Internet using e-mail and file sharing (McKeown & 
Leighton, 2016). In addition, modern technologies 
make it possible for employees and employers to in-
teract online, it also allows more complex communi-
cation processes, for example, sessions of simultane-
ous group work on different versions of the program 
(Melián-González & Bulchand-Gidumal, 2020).

In the context of Kazakhstan, there was rath-
er low interest in the issue of online employment 
(Kalyuzhnova & Kambhampati, 2007; Khamzin et 
al., 2016; Buribayev & Khamzina, 2019; Sadik-Zada, 
2021). However, some authors discussed the possible 
pros and cons of the online format of work, relying 
on empirical material and guided mainly by theoret-
ical conclusions (Mussurov & Arabsheibani, 2015; 
Baitenizov et al., 2018; Spankulova et al., 2020). In the 
present situation, with the multiply increased prac-

tice of online labor, a unique opportunity arose to 
study the real experience gained, evaluate it through 
the prism of the characteristics and capabilities of 
modern labor resources (including the use of ele-
ments of the theory of generations), as well as from 
the point of view of the emerging market of new 
trends (Mukhamadiyeva et al., 2017; Karatayev et 
al., 2016; Jussibaliyeva et al., 2019; Karatayev & Hall, 
2020). In this regard, a valuable information base is 
the studies concerning the issues of distance employ-
ment during the pandemic, which were carried out 
in Kazakhstan from March to May 2020. The result 
of surveys is presented by international and national 
research organizations. In addition, international re-
search in the field of online employability is of inter-
est to the current study.

2. RESEARCH METHODOLOGY

The theoretical materials for this current study 
were publications of scientific literature within the 
framework of the topic under consideration. The 
study was carried out based on a universal gener-
al scientific methodology, in particular the use of 
a survey among 115 Kazakhstani employees and 
49 employers to study experience and attitudes of 
online employability during the coronavirus cri-
sis and related problems to such format of work 
(Table 1). In terms of gender, respondents were 
presented by 73 men and 91 women (Table 2).

Table 1. Total number of interviewed respondents

Category Number

Workers (persons employed for wages or salary) 115

Employers (persons or organizations that 
employs people)

49

Table 2. Demographic characteristics  
of respondents

Gender Number

Men 73

Women 91

The questions were open-structured related to the 
previous experience of online work format, assess-
ment of the effectiveness of online work format, dig-
ital skills of respondents and ability to work online, 
and the key challenges related to online employ-
ment. The number of interviewed respondents was 
grouped (Figure 1, Table 3). Workers were present-
ed by 32% of Generation Y (born between 1985 and 
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2002), 44% of Generation X (born between 1964 
and 1984), 13% of Baby Boomers (born between 
1944 and 1963), and 11% of Silent Generation (born 
before 1943). As for employers, there were 28% of 
Generation Y, 51% of Generation X, 16% of Baby 
Boomers, and 5% of Silent Generation. Format of 
work during the COVID-19 crisis for workers has 
been 46% full-time online, 49% part-time, 5% mix 
of full and part-time (Figure 2, Table 4). The same 
patterns existed among employers with 60% of full-
time online, 31% of part-time online, 9% of mix of 
full and part-time work format.

Table 3. Interviewed respondents by generation, %

Generation Workers Employers

Generation Y 32 28

Generation X 44 51

Baby Boomers 13 16

Silent Generation 11 5

Before analyzing this information, it should be 
pointed out a few fundamentally important points. 
Firstly, remote online employment is considered 
here specifically in conditions of self-isolation 

– that is, it must be borne in mind that the stud-
ied format of employment was a necessary forced 

measure, and many respondents were not ready 
for it (including emotionally, as well as due to liv-
ing conditions). Secondly, it is necessary to note 
the existing discrepancy in the results of individu-
al studies, which is explained by the differences in 
the sample and the scale of the surveys conduct-
ed. Nevertheless, the study of the data presented 
allows identifying the difficulties and advantages 
of online employability from the point of view of 
employees and provides the basis for some general 
conclusions.

Table 4. Format of work during the lockdown, %

Format Workers Employers

Full-time online 46 60

Part-time online 49 31

Mix of full and part-time 5 9

3. RESULTS 

3.1. General situation with going online 

Since the announcement of the pandemic, the 
number of organizations using online employ-
ability format has begun to noticeably grow be-

Figure 1. Number of interviewed respondents by generation
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13%
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Figure 2. Format of work during the lockdown, %
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fore the self-isolation regime in several regions 
of Kazakhstan (March 20, 2020). It was recorded 
that 15% of organizations completely switched 
to online work; as the epidemiological situation 
worsened, this trend began to gain in scale and 
by mid-April, the share of such organizations was 
44%. The dramatic changes in the national labor 
market certainly did not go unnoticed by spe-
cialists. Some research companies and industry 
experts have watched the development of events 
and tracked the sentiment of Kazakhstan (both 
employers and staff of organizations), many of 
whom have faced telecommuting online for the 
first time. In general, during the period of isola-
tion, the remote online format was introduced 
mainly in large cities of Kazakhstan and covered 
at least half of those employed in the public and 
commercial spheres, spreading the fastest in those 
areas where its use was most feasible by the nature 
of the activity (in the information and communi-
cation and financial segments). Some data show 
that, in comparison with the pre-crisis period, by 
the end of April the number of employees work-
ing online increased 6 times, from 2.5 to 41.8%. At 
the same time, it often acquired mixed form; in 
particular, labor duties could be performed par-
tially online, with periodic visits by the employee 
to the workplace. It is natural that office workers 
most often switched to online work, mainly spe-
cialists with higher education, who initially react-
ed to this quite calmly in the circumstances, and 
even showed a certain amount of interest. Thus, 
more than half of the respondents were previously 
attracted by the idea of working online outside the 
workspace.

The main problems faced by employees when 
working online can be grouped in descending or-
der of their importance as follows: 

• shortcomings in the organization of the work 
process at a distance, that is, the lack of op-
erational feedback and personal communica-
tion when solving work issues that affect labor 
efficiency; 

• factors associated mainly with the isolation, 
that is, the constant presence of children and 
family members (which is a serious distrac-
tion and gives additional psychological and 
emotional stress); 

• lack of movement (which also leads to health 
problems) and lack of communication in 
general; 

• difficulties in self-organization, that is, man-
ifested in the difficulties of combining work 
and personal life, as well as focusing on work 
issues in a home atmosphere; 

• inappropriate equipment of the workplace at 
home, that is, the lack of necessary furniture 
and equipment (slow computer, etc.) and poor 
communication (Internet, etc.). 

It becomes obvious that most of the disadvantages 
of remote work, noted by respondents to various 
surveys, are in the organizational plane. Moreover, 
the disadvantages of organizing online work de-
pend both on the employer (in terms of debugging 
the relevant business processes and providing staff 
with the necessary equipment) and on the employ-
ee himself (self-organization problems manifested 
themselves quite noticeably – it can be assumed 
that they were shown by almost a third of the re-
spondents). At the same time, a significant share 
of organizational problems can be associated with 
general poor preparedness, since the introduction 
of the remote format in this situation took place in 
a forced emergency mode. This, in turn, had a cor-
responding effect on the efficiency of remote work, 
a decrease in which was also recorded by almost a 
third of the personnel.

The advantages of the online format of work can be 
similarly divided into groups: reduction of certain 
types of costs, that is, saving money on travel and 
meals in the office; freeing up time, that is, no road 
to work, flexible hours, the ability to do household 
chores and sleep longer; the comfort of a home en-
vironment. The main advantages of online work, 
according to employees, are the economic and 
time components. It is important to note that even 
in a situation of a sharp slowdown in the business 
activity of personnel (especially office workers) 
transferred to teleworking, they retained their in-
come at the same level – and it was for this catego-
ry of respondents that cost savings became appar-
ent. At the same time, those who lost their income 
during the pandemic could hardly assess this as-
pect as fully attractive. An additional disadvan-
tage here was the fact that not every employer was 
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able to compensate staff for the costs of labor tools 
(this was confirmed by 46% of respondents at the 
very beginning of the introduction of restrictive 
measures). The predominance of negative reviews 
from employees of Kazakhstani organizations 
based on the results of distance practice is mainly 
due to factors associated with the consequences of 
a too rapid transition to this employment format 
in a pandemic situation and a forced regime of 
personal isolation. However, despite all the diffi-
culties, the interest in remote work among work-
ers has increased. It was found that more than half 
of the respondents (65%) would like to continue 
working from home even after the epidemiologi-
cal situation has returned to normal. Thus, in gen-
eral, the experience of online work acquired by the 
staff can be considered quite successful and indic-
ative. In general, Kazakhstani citizens have found 
a sufficiently good ability to adapt to new working 
conditions for them and high-stress resistance.

3.2. Respondents’ view on online 
employability

For a full analysis of the experience of remote 
work received during the pandemic, it is neces-
sary to move on to studying the opinions of em-
ployers regarding the introduction of this format 
of work in organizations. It can be said that 46% 
of the interviewed workers confirmed the use of 
remote online work of staff within the framework 
of self-isolation, although 49% switched to the 
part-time online work, and 5% used a mix of full 
and part-time work format, while 60% of employ-
ers itself worked full-time online and remaining 
part-time and mix formats, 31%, and 9% respec-
tively. Indeed, for many Kazakhstani organiza-
tions, the introduction of the practice of distance 

employment during the pandemic was a forced, 
but effective measure necessary for the continued 
existence of the company. At the same time, only 
about 7% of the workers and 11% of employers had 
previously had such a practice, and for the major-
ity, such work became an absolutely new experi-
ence (Table 5, Figure 3). First of all, organizations 
(or their respective subdivisions) of IT, consulting 
services, personnel management, sales, technical 
support, etc. have switched to remote work. The 
most active distance format was established by 
large companies. Companies with 25–80 employ-
ees did this in 42% of cases, and less than a third 
of microenterprises took this step. These organi-
zations more often sent employees on vacation at 
their own expense or reduced staff.

Table 5. Previous experience of online work, %

Experience Workers Employers

Never used 89 82

Used before 7 11

Used mix of full and part-time 4 7

One of the main questions was the assessment 
of the effectiveness of employees from home. 
Approximately 57% of respondents saw a decrease 
in quality (which, most likely, in some cases was 
caused by organizational problems), 16% of re-
spondents did not notice changes, and 27% of 
respondents noted improvements in this regard 
(Table 6, Figure 4). This can be explained by the 
fact that employees who work from home began 
to try harder for fear of losing their job in an un-
stable situation, and on the other hand, this may 
indicate the well-functioning business processes 
of the company and the high level of digital skills 
of its personnel. An equally interesting point is 
the identification of changes in the length of the 

Figure 3. Previous experience of online work
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remote work day, the time of which in a third of 
companies has increased compared to the stand-
ard, which can also most likely be associated with 
organizational shortcomings. It should be noted 
that the issues of organizing the workflow by the 
managers themselves were attributed to the dis-
advantages of the remote format. Moreover, here 
organizational issues are not limited to the need 
for appropriate communication, building business 
processes, and technical equipment. For business, 
it is very important, but at the same time, quite a 
difficult point is to ensure the security of corpo-
rate information, especially in the framework of 
remote activities.

Table 6. Assessment of effectiveness of working 
online, %

Effectiveness Workers Employers

Decrease in quality 54 63

Noted improvements 29 31

Any changes 17 6

3.3. Organization policies  
and legislative aspect 

A separate block of issues is the legal regulation 
of online labor relations, as well as, in general, 
the management of remote personnel, including 
ways of motivating them. In addition, a signifi-
cant problem for many employers is often the loss 
of the usual methods of control, in particular the 
possibility of visual supervision over the activities 
of employees, although the actual need for this is 
rather controversial, and this aspect can be attrib-
uted to some negative stereotypes. The benefits of 
telecommuting are almost unambiguously reduced 
by the executives surveyed to economic factors. The 

crisis triggered by the pandemic has affected most 
Kazakhstani organizations. The decline in business 
was confirmed by almost three quarters of respond-
ents, while companies will need 1 to 2 years to re-
turn to their previous income positions. In this situ-
ation, a necessary measure for recovery and surviv-
al in the face of uncertainty is to reduce costs. One 
of the real resources of this, according to experts, 
can be an online format, which makes it possible 
not only to optimize personnel costs in various 
ways (while maintaining the main qualifications) 
but also to reduce other types of costs, for exam-
ple, to save on renting office space. However, on the 
likelihood of continuing telecommuting in the or-
ganization of the study, there was some controversy. 
Despite the general understanding of the economic 
advantages of the format and a large share of the 
awareness that its further spread is predetermined, 
a significant number of employers, after the aboli-
tion of quarantine, want to completely return to the 
traditional work format. At the same time, one-fifth 
of companies are planning to continue to use re-
mote work. Moreover, various options for its appli-
cation are being considered, including full (which is 
possible for organizations of certain types of activi-
ty – IT, consulting, and others), partial (for individ-
ual specialists or departments; in combination with 
the presence at the workplace) and even periodic.

Table 7. Challenges of working online, %

Challenges Workers Employers

Teamwork 6 5

Communication 3 4

Law relationship 4 3

Organization policies 2 1

Organization climate 1 2

Job satisfaction 7 7

Psychological factors 5 6

Figure 4. Assessment of the effectiveness of online work
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According to the survey, after the restrictions are 
lifted, many organizations will maintain (at least 
extend for some time) the remote mode in one 
form or another. This will be sufficiently influ-
enced by the government’s recommendations on 
organizing the work of enterprises in the context 
of the spread of the coronavirus, which oblige to 
maintain social distance in the workplace, apply 
certain disinfection measures, inspect personnel 
and provide workers with the necessary protec-
tive equipment. Of course, these measures require 
additional funds from employers, which not all 
companies will be able to find during the crisis 
(which was confirmed by the results of the survey, 
especially in terms of re-equipping work premises 
according to new requirements). In this situation, 
the economic component will play a role – it will 
simply be more profitable for many to continue 
the practice of distance employment. As for the 
future of online employability in general, opin-
ions are also divided. Not all employers see the 
prospects for the development of this format for 
the Kazakhstani labor market. It should be noted 
that many opponents use quite utilitarian argu-
ments. Undoubtedly, for the effectiveness of long-
term practice, it is necessary, first of all, to resolve 
organizational issues (ignored by the majority 
during a pandemic, but, as the results of even the 
temporary introduction of telecommuting, signif-
icantly affecting its quality). This requires compa-
nies to make appropriate investments (both man-
agerial and financial), which can largely negate the 
economic benefit, and for some, it will hardly be 
possible at all in the current crisis.

Despite all the pros and cons, the approbation 
of online employment at the employer level can 
be considered quite effective in the current con-
ditions. The discussion based on the experience 
gained (albeit acquired in a forced mode) helped 
to identify the most problematic aspects of the 
format and raise many issues to the level of active 
public discussion and close attention from gov-
ernment agencies. It is no coincidence that repre-
sentatives of the authorities quite definitely started 
talking about the urgent need to amend the Labor 
Code regarding the organization of online work. 
As practice has shown, at present, the Labor Code 
does not sufficiently reflect the real issues of regu-
lation of online labor relations. The most notable 
problems were the lack of regulation of working 

hours and the need to protect the rights of workers 
that work online. In addition, the concept of online 
work, as well as the possible forms of its organiza-
tion, require clarification. This legislative initiative 
was supported, among other things, by represent-
atives of trade unions and the Ministry of Social 
Protection. It is expected that these amendments 
to the Labor Code will be introduced and consid-
ered by the parliament very shortly. In any case, it 
can be confidently said that the coronavirus pan-
demic has provoked not just a powerful temporary 
trend, but has given a new round to the ubiquity 
and development of online employment, revealing 
the potential of this type of labor relations, the for-
mation of which was laid by the processes of digi-
talization and globalization of the economy.

4. DISCUSSION 

This study proposes to consider the situation from 
a different perspective, from the point of view of 
studying the characteristics of modern primary 
labor resources. According to national statistics 
on the size of the working-age population and 
the distribution of the population by age groups 
presented as of 2020, it can be said that at present 
the most active participants in the Kazakhstani 
labor market are representatives of two genera-
tions – X (born between 1964 and 1984) and Y or 
Millennials (born between 1985 and 2002). The 
existing characteristics of these generations large-
ly explain and confirm the opinions of experts, the 
stress resistance they noted, and the rather quick 
adaptation of a significant part of Kazakhstanis to 
the remote employment format is based on the in-
herent properties of modern Generations X and Y, 
ready for change and technically competent. At the 
same time, experts note that the most resistant to 
current shocks are representatives of Generation 
X, who were brought up during a period of great 
changes and are distinguished by their ability to 
quickly orientate in conditions of uncertainty, fo-
cus on survival, the informality of views, desire 
to learn, healthy pragmatism and individualism. 
These characteristics made it relatively easy for 
them to accept the new format of labor relations. 
For Generation Y, the new reality turned out to 
be more complex: responsible people with flexible 
thinking and excellent command of digital tech-
nologies, they are, at the same time, quite spon-
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taneous, focused on quick results, subordination, 
communication, and collectivism. Therefore, they 
felt emotional discomfort associated with a lack of 
movement and working communication, and also 
experienced problems of self-organization.

A very important issue for successful adaptation to 
the remote format and the effectiveness of remote 
activities is the level of personnel’s digital technol-
ogy skills. The overwhelming majority of those 
who switched to telecommuting already possessed 
the necessary skills, but during the period of tele-
working, about a third of employees mastered new 
digital tools and software products (various mes-
sengers, services for group communication, cloud 
solutions, etc.). This study allows presenting a gen-
eral picture of satisfaction with the level of digital 
technology proficiency among Generations X and 
Y, as the main participants in the domestic labor 
market at the moment. Thus, 76% of representa-
tives of Generation X and 85% of representatives 
of Generation Y noted the “sufficiency” of their 
digital skills. At the same time, a medium of com-
petencies is observed in 13% of Generation X and 
14% of Generation Y. It should be noted here that 
the number of “doubting themselves” (the catego-
ry “rather not enough”) is approximately the same, 
but the share of the younger generation among 
those lagging behind in digital literacy much low-
er, only 1%. In general, it can be said that almost 
three quarters (85.8%) of the most active part of 
the country’s workforce today has a sufficient level 
of digital competencies, and 14.2% need to acquire 
additional skills.

As part of the study, it was revealed what level of 
digital competence the respondents really had, 
who was transferred to the remote format during 
the pandemic. Thus, a high level was found in 28% 
of those working from home (with an average age 
of 36 years), above average in 17% (average age of 
45 years), below average in 9% (average age of 54 
years), and a low level in 3% (on average 64 years 
old). It is interesting to note here that the first 
three selected groups (except for the low level) cor-
respond to the representatives of Generation X in 
terms of average age. The conclusions were logical, 
the level of digital competencies directly affects 
the employee’s ability to work remotely. The staff 
of domestic companies for the most part has dig-
ital literacy, and quick adaptation to remote work 
in the current conditions can also be explained by 
the good level of digital competencies of employ-
ees transferred to a remote format.

On the other hand, in some cases, resistance to the 
online format is due to certain psychological un-
preparedness of many enterprise managers for the 
new reality of labor relations. In this regard, it is 
interesting to pay attention to the value character-
istics of today’s employees. It is somewhat difficult 
to fully confidently speak about the age composi-
tion of employers, since the available statistics do 
not allow making relevant conclusions, and the 
studies cover only certain aspects. Nevertheless, 
a significant part of the employees is currently 
held by representatives of Generations X and Y, 
the characteristics of which were discussed above. 
However, today in the category of employees there 

Figure 5. Digital skills of respondents and ability to work online
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are many older representatives – the so-called 
Baby Boomers (born between 1944 and 1963) and 
even the Silent Generation (born before 1943). 
Moreover, while in the entrepreneurial environ-
ment one can observe the predominance of young 
leaders (Generation Y) at large enterprises and in 
the public sector, there is a fairly large part of the 
older generations. For example, the data show that 
among top managers who head the largest compa-
nies, generational shares are distributed as follows: 
69.70% belong to Generation X, 29.49% belong to 
Baby Boomers, only 0.54% to Generation Y, and 
0.27% to Silent Generation. That is, almost a third 
of large business is today under the leadership of 
generations that precede the main workforce.

International experience shows that even before 
the onset of the coronavirus pandemic, many in-
ternational companies (especially from English-
speaking countries) were supporters of this for-
mat, very positively assessing its potential; pre-cri-
sis forecasts of the spread of remote employment 
were quite high, which was not least associated 

with the influx of a new digital generation of labor 
into the world labor market. In the current situa-
tion, there is even greater activation of the glob-
al development of distance labor relations – even 
in countries where such a format was previously 
used to a limited extent, today, based on the emer-
gency experience acquired, relevant issues are be-
ing discussed. Thus, the result of the massive use 
of teleworking during the pandemic not only in 
Kazakhstan but throughout the world can be con-
sidered an acceleration in volume of remote em-
ployment shortly (which, no doubt, will also be 
facilitated by the ongoing processes of digitaliza-
tion of society). It will be further accompanied by 
the development of the trends already laid down 
to date: an increase in the number of people em-
ployed in this type of labor relations, the forma-
tion of legal support for distance employment, the 
creation of appropriate organizational conditions, 
the development of forms of remote work (includ-
ing its combined and flexible varieties), and the 
expansion of the scope of its application.

CONCLUSION

Online employability as the prospect for organizing labor activity in the context of digital transforma-
tions of the economy has been discussed for several years. However, until recently it was a relatively rare 
phenomenon in the Kazakhstani labor market. Therefore, the situation with the massive use of online 
practice during the introduction of severe restrictive measures received a fairly large response. The re-
sults of surveys examining the attitude of Kazakhstani employers and employees of organizations to the 
received online experience of work showed not entirely unambiguous results. The negative reaction of 
employers is mainly due to the presence of organizational problems (depending both on the employers 
and on the ability of the employees themselves to organize themselves), as well as some negative psycho-
logical factors (most of which were the result of the forced isolation regime). At the same time, from an 
economic point of view, employers rather positively perceived the experience of online work, as well as 
appreciated its advantages in terms of freeing up time. Expert assessments of the resistance to stress of 
the domestic labor force are confirmed by the characteristics of modern able-bodied generations, and 
their rapid adaptation to the new working conditions is explained by a fairly good level of digital literacy, 
which does not present obstacles to the transition to a distance format. In general, among the employees 
of Kazakhstani organizations, an increase in interest in online work was noted, which on the part of 
this group of respondents can be considered a positive trend in the development of this form of labor re-
lations. However, from an economic point of view, remote work in the current situation met the expec-
tations of employers. The introduction of an online work format allowed many companies to survive in 
the market, both due to the ability not to completely stop their work during the quarantine period and 
by reducing a certain share of costs. However, opinions are divided over the expansion of the online for-
mat of work. Soon, managers will have to carefully assess all the pros and cons of online work, includ-
ing how much and in what form it will be beneficial to use it in various organizations, whether this will 
give a real cost reduction (for example, due to the possibility of hiring no less quality, but cheaper labor 
from other regions, reduced rent and no need to re-equip work premises due to stricter sanitary require-
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ments or the introduction of other measures aimed at employee health safety, etc.), or the development 
of this format will require additional investments that can cover the expected savings (for example, for 
the development and implementation of new technologies and business processes, for equipping remote 
workplaces for employees or compensating them for the corresponding costs, and more). 
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