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ABSTRACT

The aim of this study is to explore personnel management strategies during economic downturns and crises
in the Republic of Kazakhstan. Effective human resource management during a crisis is a critical topic that
demands attention from both employers and the state.

Methodology. This article presents proven methods of human resource management that are specifically tai-
lored to enterprises facing crisis conditions. Additionally, it explores the administrative impact and regulatory
mechanisms that can effectively resolve difficult situations in the labor market and contribute to the preserva-
tion of staff in enterprises.

The research methodology employed in this article includes analysis, data collection and processing, statis-
tical observation and comparison, and comparative methods.

Originality / value of the research. The article's originality and scientific value are also noted. The present-
ed work has scientific value due to its focus on personnel management in enterprises during times of crisis. It
explores various methods in this area, with a particular emphasis on the regulation of average monthly salaries.

Findings. The research results demonstrate that the causes of organizational insolvency can be identified
by collecting and analyzing bankruptcy information. Furthermore, the study recommends anti-crisis human
resource management methods that consider changes in labor market supply and demand to assist organiza-
tions in overcoming crises.

Keywords: for this work include personnel, management, economy, crisis, regulation.

INTRODUCTION

The processes that are taking place in the world economy today require the introduction of new and pro-
gressive forms and methods of personnel management. Retaining key employees is one of the main tasks
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of company management during a crisis. However, most business leaders focus their attention on managing
finances, production, supply, and sales to prevent bankruptcy, while insufficient attention is paid to improving
personnel management.

Literature Review. To adequately respond to the influence of external and internal factors and prevent the
escalation of a crisis situation, there are numerous diagnostic models developed by leading experts in the field,
such as R. Lis, D. Fulmer, G. Springate, R. Taffler, J. Conan and M., to assess the possibility of a company's
bankruptcy. Holder, U. Beaver, and D. Duran developed models to evaluate and predict situations that
require consideration of such performance results.  Aspects such as effectiveness, productivity, profitability,
and financial independence of organizations.

It should be noted that not all models developed by foreign researchers can be successfully applied to do-
mestic enterprises. In Commonwealth countries, the forecasting of risky situations has become popular and
yielded significant results through the use of models developed by Russian and domestic researchers such as
L. V. Dontsova, N. A. Nikiforova, N. N. Selezneva, A. F. Ionova, V. F. Grankin, I. N. Marchenkova, A. A.
Udovikova, S. A. Anyukhin [1; 2; 3; 4].

The works of such researchers as L. V. Volkov, A. V. Pochivalov, A. R. Abdullina are devoted to prob-
lems related to crisis management [5-7]. Various methods and types of technology for crisis management are
presented in the scientific works of Western researchers, such as R. S. Kaplan, D. P. Norton, M. Abdalla, L.
Alarabi, A. Hendawi, F. Tena-Chollet and others [8-10].

THE MAIN PART OF THE RESEARCH

Changes made to the legislative acts regulating bankruptcy procedures indicate the stable work of econo-
mists and lawyers of Kazakhstan on this issue. Bankruptcy procedures for enterprises, presented in the graph
below, have been developed and are being successfully implemented. It’s worth noting that in addition to lig-
uidating debtors’ assets, the most important anti-crisis tool is to increase the implementation of rehabilitation
measures.

The statistical information presented in the graph below is characterized by a wave-like fluctuation in the
number of enterprises declared bankrupt and is explained by changes to legislative acts related to general prob-
lems in the economy of the Republic of Kazakhstan.

If the changes in the number of debtors recognized as bankrupt in the 90s and early 2000s are related to
the establishment of a market economy in Kazakhstan and fluctuations in their numbers can be explained by
domestic economic problems, then subsequent crisis problems are caused by global factors [11].

As can be seen from Figure 1, the increase in the number of bankrupt enterprises begins from 2010 to 2018
and is primarily explained by the increase in inflation caused by the global crisis.

In 2015, the Kazakh national currency, the tenge, depreciated by 45 % due to the introduction of a floating
exchange rate. However, this decision helped to maintain the inflation rate in 2016 at around 8.5 %, as deter-
mined by the National Bank's monetary policy.

During the first quarter of 2018, 3.7 thousand small legal entities were liquidated, which is 2.5 times more
than the previous year's figure of 1.5 thousand. The majority of these were commercial partnerships, with their
number decreasing by 1.9 thousand over the year [11; 12].

The third period began in 2020, and statistical analysis shows a 50 % increase in bankruptcy claims since
2021. The third period began in 2020, and statistical analysis shows a 50 % increase in bankruptcy claims since
2021. This is likely due to the introduction of a state of emergency in 2020 due to the COVID-19 pandemic
and a moratorium on bankruptcy. In the first six months of 2022, bankruptcy claims amounted to 53. 3 % of
the previous year, indicating a revival in business and a consequent decrease in the number of debtors declared
bankrupt.

During times of crisis, enterprises may experience imbalance and disequilibrium. Effective management
requires practical skills and experience in anticipating and recognizing crises, as well as mitigating their nega-
tive impact. Managing human resources during a crisis is a critical issue today. Human resources refer to the
various qualities of people that determine their labour capacity to produce spiritual and material benefits. They
are a generalised indicator of the development of social production.
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Figure 1 — Shows the statistics of debtors recognized as bankrupt in the Republic
of Kazakhstan over the past 10 years

Note — complied by authors based on [12]

Such scientists as P. Vardarlier, I. R. Edvardsson, S. Durst, J. Sorribes, D. Celma, E. Martinez-Garcia are
engaged in the management of human resources in the crisis period. [13; 14; 15].

Research has shown that during a crisis, the loss of qualified personnel can be the most challenging moment
for an enterprise. Research has shown that during a crisis, the loss of qualified personnel can be the most chal-
lenging moment for an enterprise. Research has shown that during a crisis, the loss of qualified personnel can
be the most challenging moment for an enterprise. Without these employees, it can be practically impossible to
overcome the crisis. Therefore, retaining key employees should become one of the main tasks of management
during this stage of the crisis. However, it has been observed that many enterprise leaders do not pay enough
attention to this crucial factor. Managers often mistakenly believe that in a crisis, there should be no issues
with motivation and effective work of personnel. This is because employees realise that their position is being
sought by thousands of unemployed people who are willing to work for lower wages.

Below is Table 1, which shows the number of job vacancies and resumes by region for the III quarters of
2022 and 2023.

Table 1 — Number of job vacancies and resumes by region for the III quarters of 2022 and 2023

Regions Vacancies Resumes
II quarter 2022 III quarter 2023 II quarter 2022 III quarter 2023

Akmola region 2343 2210 3852 4865

Aktobe region 2570 2563 9987 11750

Almaty region 3379 3390 14286 15751

Atyrau region 2639 2657 12851 13961

West Kazakhstan oblast 2318 2275 11800 13256

Zhambyl oblast 3400 3297 13852 14895

East Kazakhstan oblast 3561 3454 5863 6215
Karaganda region 5193 5149 6913 8456
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Kostanay region 2776 2874 5395 6089
Kyzylorda region 2771 2708 10411 10054
Mangystau region 3026 3353 4481 112955
Pavlodar region 3571 3628 6528 7543
North Kazakhstan oblast 2122 2104 4202 4746
Turkestan region 8300 8145 24616 28492
Abay Oblast 2766 2890 3553 4808
Zhetysu Oblast 2034 1840 7439 8734
Ulytau oblast 1244 1333 1390 1877
Almaty 5363 5485 15871 18067
Astana 5758 6388 7864 10262
Shymkent 6008 6198 8975 9277
Total for the Republic of Kazakhstan 71144 71983 190300 212219
Note — compiled by the authors based on source [16]

After analysing the information provided by statistical agencies in the Republic of Kazakhstan, the follow-
ing conclusions were drawn: by the end of Q3 2023, there were 71,983 vacancies and 212,219 resumes posted
on the electronic labour exchange of Kazakhstan. This is compared to 71,144 vacancies and 190,300 resumes
during the same period in 2022, indicating a stabilisation of the economic situation in the Republic of Kazakh-
stan due to post-COVID anti-crisis measures [16].

The labour market in the Republic of Kazakhstan has seen changes in supply and demand, particularly
among occupations that do not require qualifications. In 2022, there were six times more vacancies than CVs,
but in 2023, the situation reversed, with five times more CVs than vacancies. This confirms the assumption of
an increasing need for skilled workers.

It should be noted that during past crisis situations, the labour market in the Republic of Kazakhstan has
undergone changes. The importance of concepts such as knowledge, competences, and qualifications has in-
creased significantly. As a result, employment centres are now focusing on training the population in profes-
sions that are in high demand.

In November 2020, the Republic of Kazakhstan published the «Atlas of New Professions and Competenc-
es», which includes a list of professions that experts believe are in demand or will be in the near future. This
atlas can assist in selecting modern trends for training citizens of Kazakhstan [17].

In December 2022, there was high demand for skilled workers in various professions, including real es-
tate agents (2.9 thousand vacancies), social workers (1.3 thousand vacancies), security guards (1.2 thousand
vacancies), orderlies (1.2 thousand vacancies), cooks (1.1 thousand vacancies), and carers and their assistants
(1.1 thousand and 851 vacancies, respectively). The applicants in search were mainly car drivers, salesmen,
accountants, and lawyers. In December, despite the general prevalence of demand over supply, there was a
notable surplus of janitors (268 vacancies and 561 CVs), HR business associates (22 vacancies and 153 CVs),
and PE teachers (106 vacancies and 231 CVs).

An important indicator was the emerging need for highly paid and skilled workers. The number of pub-
lished vacancies for these specialists is 20.95 % higher than the previous year [17]. The most in-demand
specializations were «Education and Upbringing» with 12,022 specialists, «Medicine and Pharmacy» with
5,024, and Production with 4,374.

The highest demand for qualified workers was observed in cities such as Astana (6,388) and Almaty (5,485).
It is worth noting that this indicator is twice as low as the corresponding period of the current year, with the
capital of the Republic of Kazakhstan occupying the leading position.

The coronavirus pandemic has undeniably caused significant changes to the labour market in the Republic
of Kazakhstan. With the closure of jobs in industries with a high risk of infection, there has been a need to
redirect personnel to other sectors of economic activity. This has led to an increased importance of vocational
guidance and possible re-training of workers.

The Employment Centre in Almaty city and Almaty region places significant emphasis on the acquisition
of new competencies and the retraining of employees. In 2020, the Employment Centre of Almaty signed an
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agreement with Coursera to offer free advanced training courses from leading universities worldwide to 5,000
individuals. The courses covered popular areas such as IT technologies, language learning, personal develop-
ment, art, and social sciences. This initiative helped employees acquire additional skills and competencies,
thereby improving their qualifications [18].

An example of the implementation of the State Programme «Yenbek», which aims to promote productive
employment and entrepreneurship development, can be seen in the Technical and Vocational Education and
Training (TVET) direction.

This direction covered 50.9 thousand people, with 7 thousand people receiving short-term vocational train-
ing. The programme also approved a list of 25 training centres for 25 professions through the regional com-
mission. Upon completion of these courses, trainees are offered permanent employment in high-demand pro-
fessions [18].

The number of persons trained under the «Bastau Business» project (basics of entrepreneurship) is more
than 30 thousand people, including NEET category youth, members of young families, categories of low-
income and large families, as well as able-bodied persons with disabilities - 20 thousand people. The share of
participants who have opened and expanded their business due to participants who have completed advanced
training on the basics of entrepreneurship in previous years is 30 % of the above figure.

A total of 1,705 grants of 555 thousand tenge each were given in 2020 to start their own business or develop
an existing one. The main areas were: sewing, catering, grooming, manicure and hairdressing.

One of the important values in anti-crisis management of personnel plays the factor of migration losses.
Which have negative changes in the quality of labour potential, reduce the effectiveness of anti-crisis manage-
ment of the enterprise [19].

In the first three months of 2023, 7,680 people moved to Kazakhstan, 87 % more than in the same period
in 2022, reports.

Meanwhile, during the reporting period, 2,664 people left the country, which is 49.5 % less. Data from the
Office for National Statistics showed that.

In January-March this year, the most Kazakhs left for permanent residence in Russia - 1 733 people, in
Germany - 501, in the United States - 64, in Uzbekistan - 37, in Belarus - 34, in Kyrgyzstan - 31, Turkey - 17.

At the same time, 3,880 people moved to the country from Russia, 1,948 from Uzbekistan, 362 from Turk-
menistan, 236 from Kyrgyzstan, 215 from Tajikistan, 181 from Mongolia, 111 from Ukraine, 98 from China,
88 from Turkey, 83 from Georgia, and 78 from Germany.

443 people with technical specialities emigrated from Kazakhstan, 188 with economic specialities, 132
with pedagogical specialities, 71 with medical specialities, 51 with legal specialities, 33 with agricultural spe-
cialities, 19 with architectural and construction specialities and 477 with other specialities.

Meanwhile, 1,443 people with technical specialities moved in. With economic - 577, pedagogical - 288,
medical - 191, legal - 181, architectural and construction - 128, agricultural - 40, other - 1327.

The migrants who left Kazakhstan lived in Kostanay region - 488, in Karaganda region - 263, in SKO -
253, in Pavlodar region - 243. And also, in Almaty - 196, in Akmola oblast - 192, in Astana - 188 and in East
Kazakhstan Oblast - 183.

And new residents of Kazakhstan moved to Mangistau region - 1457, to Almaty - 1392, to Astana - 497,
to Kostanay region - 497, Pavlodar region - 420, Karaganda region - 383 and North Kazakhstan region - 369.

Since the beginning of this year, 1,496 Russians, 402 Germans, 201 Kazakhs, 196 Ukrainians, 90 Poles, 56
Tatars, 30 Belarusians and 29 Koreans have left Kazakhstan.

At the same time, 2,572 Russians, 2,552 Kazakhs, 431 Karakalpaks, 415 Uzbeks, 258 Ukrainians, 214 Ta-
jiks, 201 Tatars, and 189 Azerbaijanis joined the country.

Among those who left Kazakhstan over 15 years old, 708 people have higher education. Secondary voca-
tional - 706, general secondary - 464, basic secondary - 208.

And among those who arrived in the country 2520 people have higher education, secondary vocational
education - 1655, general secondary education - 2395, basic secondary education - 1064 [20].

To change the current situation, it is necessary for business entities to change their approach to the develop-
ment and implementation of anti-crisis programmes in terms of personnel management.
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Discussion of results. In crisis conditions, a new approach to changing the motivation of personnel both
from the side of material and non-material methods is required. Personnel motivation has always been one of
the complex processes in management, a competent approach to the system of material incentives requires
knowledge both in the field of economics and finance, and in the field of psychology and management. Since
the meaning inherent in the process of motivation should not consider only time or energy expenditure, as well
as those incentives, which can be individual and very different for each employee.

By reviewing and analysing various statistical data, we have drawn conclusions regarding the consideration
of remuneration as the most effective incentive for high performance.

As shown in the graph in Figure 2, the average monthly salary for 2023 is 350.5 thousand tenge, which is
an increase of 3.5 % to the 4th quarter of 2022.
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Figure 2 - Information on average monthly wages, Q4 2023 (%)

Note — complied by the authors based on source [21; 22].

The information presented in Figure 3 provides an indicator of the dynamics of changes in the real wage index
in 2023 compared to 2022 and amounts to a decrease of 12.2 %, which characterizes a decrease in the purchasing
power of the population of Kazakhstan, regardless of the increase in wages shown in Figure 2 [21; 22].
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Figure 3 - Information on real wage index for 2023 (%)
Note — complied by the authors based on source [21; 22].
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If we consider in the context of the regions of the Republic of Kazakhstan, the leader in average monthly
wages is Atyrau region: 420.4 thousand tenge per employee, the index of real wages to the IV quarter of 2021
is 102.5 %. In second place is Astana city: 391.4 thousand tenge, but the index of real wages was 102.9 %. In
the top three is also Mangystau region: 382.4 thousand tenge, the index of real wages to Q4 2021 103.4 %. But
against this background there is a decline in purchasing power.

The data shown in Figure 4 on median and modal wages are considered for the period 2018-2022 [21; 23;
24]. For this period, the median wage increased from 106.3 thousand tenge to 157.9 thousand tenge, modal
wage - from 80.0 thousand tenge to 173.2 thousand tenge. It should be taken into account that the average
monthly salary, including large and medium-sized enterprises, for the first quarter of 2018 ranged from 162.3
thousand tenge to 248.8 thousand tenge, which is higher than taking into account all employees in Kazakhstan,
including small enterprises - 152.4 thousand tenge [21; 23; 24].

Average monthly nominal wages of hired workers, thousands of tenge
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Figure 4 — Various estimates of wages in Kazakhstan from 2018-2022 (thousand tg)
Note — complied by the authors based on source [21; 23; 24].

Remuneration expressed in monetary equivalent, its absolute and relative amounts are certainly perceived
by the employee as recognition by the employer of his value for the enterprise, and directly affect his self-es-
teem and his social status [25; 26; 27; 28]. With the emergence of crisis situations, not only the organisational
and production process undergoes changes, but also the internal motivation of the employee. Self-control
mechanisms for avoiding failures, a certain fear of possible redundancy, as well as the possibility of reducing
the level of material income are activated.

At this stage, the process of material incentives itself should have a different approach in principle:

- the possibility of increasing the variable part of the salary for achieving high results in the indicators nec-
essary for the enterprise;

- competent construction of employee's tasks in accordance with the organisation's goals;

- prescribed procedures and rules for encouraging employees;

- control over the employee's achievement of the set goals in accordance with the organisation's objectives.

The overall system of material incentives should be aimed at achieving the general objectives of the organ-
isation by the personnel. The goals themselves should be complex, but achievable and result-oriented, other-
wise you can simply discourage the staff from productive and efficient labour.

The Bureau of National Statistics of the Republic of Kazakhstan for 2022 and 2023 gives the distribu-
tion of the level of workers by salary from the total number in the diagrams below. The study was conducted
among all large organizations and 30 % of small and medium-sized businesses. The statistical array contains
processed information containing the actual amount of wages, taking into account all types of deductions and
payments (Figure 5).
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Salary distribution in Kazakhstan in 2022
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Figure 5 — Structure of employees by size of accrued wages in the Republic
of Kazakhstan for 2022-2023 (%)
Note — complied by the authors based on source [21; 29].

In the total number of employees, the average monthly salary up to 60,000 tenge was received by 1.4 %
of employees, from 45,000 to 105,000 tenge - 17.5 %, from 105,000 to 210,000 tenge - 32.6 %, from 210000
to 300,000 tenge - 19, 8 %, from 300,000 to 420,000 tenge - 14.4 %, from 420,000 to 600,000 tenge - 8.4 %,
from 600,000 to 750,000 tenge - 2.5 %, from 750,000 to 900,000 tenge - 1.7 %, over 900,000 tenge - 1.7 % of
employees.

The number of employees of large enterprises who worked throughout 2023 is 2,975.2 thousand people. It
should be noted that in terms of gender, the following situation exists: men 47 % (1397,8 thousand people) and
women — 53 % (1578,5 thousand people). The average monthly salary for personnel with secondary educa-
tion is 182,564 tenge, while for employees with higher education it will be -337,223 tenge. The distribution of
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the level of average monthly wage depending on age has the following picture: from 18 to 25 years old was
196,221 tenge, from 26 to 29 years old - 236,523 tenge, from 30 to 35 years old - 273,577 tenge, from 36 to 44
years old - 295,820 tenge, from 45 to 54 years old — 273,838 tenge, from 55 to 64 years old — 258,724 tenge,
over 65 years old — 256,947 tenge.

Whereas the average monthly salary of unskilled workers was 83.7 thousand tenge [29].

Any motivation system will be effective if it is based not only on material rewards such as salaries, bonuses
and bonus payments, it should also include so-called intangible assets. This is what makes it possible to arouse
in the staff an interest in professional growth and development, as well as a more sustainable loyalty and com-
mitment to the enterprise.

The enterprise should have in its arsenal a variety of methods of intangible motivation, based on the very
structure of the business, the stage of the life cycle of the enterprise. And one of the strongest motivators is a
well-built corporate culture, the behaviour of top management, the presence of leadership qualities. The ability
to instil in the staff the values of the organisation, involvement in decision-making, discussion of really impor-
tant issues related to production and measures to counteract the crisis situation.

Also, despite the difficult conditions, we should not forget that there is an opportunity to develop the «cor-
porate spirit» through team-building activities, personal encouragement of the manager, public recognition of
the achievements of an individual employee and the team as a whole.

It is desirable to keep the staff informed of the most important events, especially in matters related to their
direct activities, support at a high level of social and psychological climate, involvement of employees in those
organisational changes that are inevitable at this stage. This will make them aware of their involvement in the
organisation and thereby increase the efficiency of their work output.

CONCLUSIONS

Any crisis situation that arises is unique in itself and requires an individual approach to its study and
resolution. But it is necessary to recognise that a special role is played by the knowledge and skill of the
manager to overcome crisis situations, the possibility of its prediction and prevention. However, when such
situations arise, it is necessary to make competent transformations taking into account the work of the staff
of the enterprise. The corrective measures taken should accompany all manifestations of developing events
with observance of the shortest terms of realisation of anti-crisis measures. Including taking into account the
requirements for personnel management. The tasks that HR departments can set for themselves at this stage
should first of all concern the personnel, which can be manifested in mutual support of managers, specialists
and employees of the enterprise through the development of anti-crisis measures on the basis of motivation of
the personnel and stabilisation of the enterprise activity.
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KA3AKCTAH PECITYBJIMKACBIHJIA JAFJIAPBICTHIK KE3EHJIE EHBEK
PECYPCTAPBIH BACKAPY IBIH KOJIJJAHBAJIBI OJICTEPI

I'. K. Yamos', E. I'. Tokapesa'*, JI. b. Kyaym6eroBa’
'Hapxo3 YuauBepcureti, Anmmarsl, Kazakcran Pecryoamnkacer
2Kazak-OpbIc XaabIKapaiblk yHuBepcuTeTi, AkTo0e, Kazakcran Pecmybnmmukacs

AHJATIIA

3epmmeyodiy makcamvl Kazakcran Pecny0iinkachIH1aFbl 3KOHOMHKAIIBIK KYJIIBIPAY K€3SHIHIE TEPCOHAIIBI
Oackapy JKoHe Ka3ipri yaKbITTa KOITEereH KOCIMOpBhIHIAap 0acTaH KEIIil KaTKaH JaFJapbIC yKaFJaibl OOBIIT
Ta0ObuTaEL. Jlarmapeicka Kapehl IepCOHANIBI 0acKapy Ka3ipri yaKbITTa ©3¢KTi OOJIBINT TaOBIIAABI )KOHE KYMBIC
Oepy1i TapanbiHaH J1a, MEMJICKET TaparblHaH Jja Ha3ap ayJapyFa JahbIK.

Makanana JaraapbiC KaFAaibIHIa )KYMBIC ICTCHTIH KOCINOpBIHAApa KOJIJAaHBUIATHIH aJIaM PECYPCTapbiH
Oackapy oficTepi YCBIHBUIAJBI, COHBIMEH KaTap, OKIMIILIIK ocep JXKoHe E€HOEK HapBIFBIHIAFBI Kypaesi
YKaFaimap el MENIeTiH )KoHEe KACITOPHIH MTEPCOHANIBIH CaKTall KajlyFa BIKIal €TeTiH PEeTTeYI MeXaHu3MAep
KapacThIPbUIFaH.

3epmmey adicnamacwi. XKymbIcTa Taniay, CHHTE3, 0aCTaIKbI JICPEKTEP 11 JKUHAY HKOHE OHICY, CTATUCTUKAIIBIK
0aKplIay )KOHE CANBICTHIPY CHUSKTHI CabICTBIPMAIIBI SICTEP MEH KAJIIbI FBUIBIMH JIICTEP KOJIIAHBUI/IBL.

Bipezetinici / svinvimu KyHObLIbIEbl. Y CHIHBUIFAH YKYMBICTBIH FHUTBIMH KYHJBUIBIFBI KOCITOPBIHAAPIBIH
MEePCOHANIBIH OacKapyarbl MpodiieMaapiblH apTybIMEH JKOHE Aariapbic KE3eHIHJE OChI asaarbl apTypJi
ojicTep i KoJIJTaHyMeH OalIaHbICThI.

3epmmey Homuoicenepi. KOCIMOPBIHIAPIBIH OaHKPOTTBHIFBl JKAMIBI aKMapaTThl JKUHAY JKOHE Taljay
HOTIDKECIHAEC YHBIMIAPIBIH JTOPMEHCI3/IITIHIH ce0enTepi aHBIKTalbl, eHOSK HAPBIFBIHIAFBl CYPaHBIC TIEH
YCBIHBICTBIH ©3TePYIH €CKepe OTBIPHII, MEPCOHABI IAFJapbICKa KapChl 0acKapy 9JIICTEPiH KOJIJIAHY apKbLIbI
YHBIMIAP/IbIH JIaFIapbIC JKaFIalibIHAH IIBIFY OaFbITTaphl YCHIHBLULIBI,

Tytiin co30ep: opTallia allJIbIK JKajlaKel, IEPCOHAN, OacKapy, SKOHOMHUKA, JIaFIapbiC, pETTEY

HPUMEHSEMBIE METO/IbI YIIPABJIEHUS TPYJ1OBbIMU PECYPCAMMU
B PECIIYBJIMKE KA3AXCTAH B KPU3UCHbINA NEPHO/]

I'. K. Yamos', E.T. Tokapea'*, JI. b. Kyiaym6eroBa’
"Vuusepcuter Hapxo3, Anmarsl, PecryOnuka Kazaxcran
2 Kasaxcko-Pycckuit MexyHapoIHbIi yHHBEpCUTET, AKTOOE, PecryOnuka Kaszaxcran

AHHOTANUS

Lenvio dannoco ucciedosanus SBISETCS yNpaBlIeHHE MEPCOHAIOM B TIEPHOJ SKOHOMHYECKOTO Crajia B
PecnyOsuke KazaxcraH U KpU3HCHOTO COCTOSIHHSI, KOTOPOE UCIBITHIBAIOT MHOTUE MPEINPHUITUS B TEKYIIUN
MOMEHT. AHTUKPU3UCHOE YIPABJICHNE IIEPCOHATIOM B HACTOSIIIIEE BPEMSI SIBJISICTCS aKTYaIbHBIM, U 3aCITY)KHBACT
BHUMaHHUS, KaK CO CTOPOHBI pabOTOIATENs, TAK M CO CTOPOHBI FOCY1apCTBA.

B cratbe npeiararoTest METO/Ibl YITPABIICHHUS YeJI0BEUCCKUMHU PECypCaMu TPUMEHUMBbIC Ha TIPEITPUSTHSIX,
HaXOJSIIUXCS B KPU3UCHBIX YCJIOBUSAX, TaKXKE pACCMOTPEHO aJMUHUCTPATHMBHOE BO3JCHCTBUE, U
PETYJIMPYIONIUE MEXaHHU3MbI, Pa3pelIarolINe CJIIOKHBIC CUTYallMd Ha PhIHKE TPyJa, U CIIOCOOCTBYIOIIME
COXpPaHEHUIO TIepCOHaNa MPEIITPUITHH.

Memooonozua uccneoosanus. B pabote ObUM TPUMEHEHBI CPaBHUTEIBHBIE METOJABI U OOIIeHaydHbIE
METO/Ibl, TAKWE KaK aHaJIM3, CUHTE3, COOp 1 00pabOTKa MEPBUYHBIX JAHHBIX, CTATUCTUYCCKOE HAOJIOICHHUE U
COTOCTABJICHHE.
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Opueunanvrnocms /Hayunas yennocms. HaydHasi IGHHOCTh MPEICTaBICHHOW pabOThl CBSI3aHA C POCTOM
po6JIeM B YIIpaBJIEHUH MIEPCOHATIOM TPEANPUATHI U IPUMEHEHHUEM Pa3INYHbIX METOO0B B JaHHOH 00IacTH
B IIEPUO/IbI KPUZUCHOTO COCTOSTHHUSL.

Pezynemamul uccneoosanus. B pedynpraTe cOopa v aHann3a HHGOpPMAIMK 10 OaHKPOTCTBY MPEANPUATHIH,
OTIpe/ieTIeHbl TPUYUHBI HECOCTOSTEIFHOCTH OpraHN3aliid, TPEI0KEeHbI HApaBJICHUs BBIXOa OpTaHu3aluil
M3 COCTOSHUSI KpPHU3HCA MOCPEACTBOM NPUMEHEHHS METOJ0B AaHTUKPH3UCHOTO YIPAaBJICHUS MEPCOHAJIOM C
y4eTOM M3MEHEHHS CIIpoca U MPEAIoKEHHs Ha PhIHKE TPy/Ia.

Kniouesvie cnosa: cpemnemecsuHasi 3apa0OTHas IJ1aTa, MEepcoHal, YIpaBieHUE, YKOHOMHKA, KPH3HC,
perynupoBaHue.
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GENDER ANALYSIS OF THE MAIN INDICATORS OF THE LABOUR
MARKET OF THE REPUBLIC OF KAZAKHSTAN

Y. Y. Mubarakov!, I. V. Bordiyanu'*
'Kazakh-American Free University, Ust-Kamenogorsk, Republic of Kazakhstan

ABSTRACT

Purpose of the research. Conduct a gender analysis of the main labour market indicators to identify and
assess differences in labour opportunities, wages, employment levels and career development between men
and women in the labour market. The study aims to identify factors that influence gender inequalities.

Methodology. The study applied methods of analysis and synthesis, statistical and comparative analysis to understand
gender aspects in the labour market. A systematic review of scientific works in both domestic and foreign literature was
conducted, focusing on digital innovations to eliminate gender inequalities. The analysis of policy programmes and
statistics has deepened the understanding of the labour market in the context of gender equality.

Originality / research value of the research. The article analyses key indicators of the labor market by
gender with an emphasis on influence of gender factors on human capital. The main problems of employment
have been identified and a comparison with the results of advanced countries has been made, which allowed to
assess their impact on gender equality.

Findings. A study of the labour market in the Republic of Kazakhstan (2019-2022) shows a steady increase
in employment, mainly among men, but with an increase in the gender gap in 2022. The proportion of women
in leadership positions is declining. The introduction of flexible forms of employment from 2023 can help
reduce gender inequalities. The adoption of the Social Code and regional quotas emphasized the desire for
social justice but required additional efforts to achieve full gender equality.

Keywords: labour market, men, women, employment, indicators, Social code
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