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ABSTRACT

The effectiveness of project management is largely determined by the quality of human capital and the set of
competencies that ensure successful implementation of project tasks. This study aims to analytically identify and
structure key characteristics of human resources in order to define priorities for forming project teams and distrib-
uting functional workload within project offices Traditional statistical models typically consider competencies in
isolation, which limits their applicability in multidimensional and interconnected managerial processes.

The methodological basis of the study includes content analysis of labor market requirements presented in
job vacancies on the hh.kz platform and a comparative analysis of employers’ practice-oriented expectations
and the normative competency model IPMA ICB v4. To analytically interpret the interconnections between
the identified competencies, the DEMATEL method is used as a conceptual framework that allows competen-
cies to be viewed as elements of a single system.

The study results show that the labor market emphasizes such characteristics as motivation, adaptability,
innovative thinking, professional training, and the ability to maintain work—life balance, which form the foun-
dation for effective functioning of project teams. At the same time, competencies related to interaction man-
agement, conflict resolution, and stakeholder communication appear mainly as a response to organizational
and contextual conditions.

The findings highlight the need to apply systemic approaches to competency assessment and development
in a project environment. Integrating structured analytical tools into project offic management practice in-
creases the soundness of managerial decisions and the effectiveness of forming project teams

Keywords: human capital; project management; content analysis; competency-based approach; DEMA-
TEL; project team formation; organizational effectiveness

Funding Information

This research is funded by the Committee of Science and Higher Education of the Ministry of Science and
Higher Education of the Republic of Kazakhstan (Grant No. AP26102429 “Enhancing accountability and
transparency in the planning and implementation of digital projects in public administration through the ap-
plication of project management in the Republic of Kazakhstan™).

INTRODUCTION

In modern project-oriented structures, effective human capital management—especially at the analytical
stages of planning—acts as a key factor in achieving organizational strategic goals. The implementation prac-
tice of innovation and R&D projects demonstrates a consistently high failure rate, a substantial portion of
which is caused by resource allocation conflicts and insufficien coordination among project team members
(Bader et al., 2024; Dong & Qiu, 2024). Previous studies show that a significant share of cross-functional
initiatives does not reach the stage of practical implementation, indicating systemic issues in project activity
management (James & Frank, 2015).

Numerous studies confirm that project viability and performance largely depend on the human factor, in-
cluding the level of professional training, motivation, and behavioral characteristics of project team members

Ne 2 (167) 63 Volume 2 No. 167




BU3HEC )KOHE FACKAPY: MOCEJIEJIEP MEH IHEIIIM/IEP
BUSINESS AND GOVERNANCE: ISSUES AND SOLUTIONS

(Amiri et al., 2021; Lin & Lu, 2023; Salih et al., 2022; Wuni et al., 2022). Destructive processes such as inefficie
allocation of functional tasks, mismatch between competencies and project requirements, and schedule violations
lead to higher costs, lower efficiency and overall stagnation of project activity (Abdullahi et al., 2022; Deselnicu
et al., 2023; Sundararajan & Madhavi, 2023; Vrchota & Rehot, 2021). In a broader context, such phenomena
negatively affect socio-economic development and macroeconomic ndicators (Chirita et al., 2021).

Academic literature reflects a stable consensus that integrative and systemic approaches to human capi-
tal management outperform linear models focused on isolated assessment of individual staff characteristics
(James & Frank, 2015; Romulo et al., 2022). At the same time, the question remains open as to how the set of
competencies of project management specialists can be structured and interpreted given their interconnected
nature and the practical requirements of the project environment (Amiri et al., 2021; Barak & Dahooei, 2018;
Yazdani et al., 2019).

Traditional statistical methods and some multi-criteria decision-making techniques such as AHP, SWARA,
and BWM usually aim to produce aggregate scores and assume relative independence of factors, which limits
their applicability when studying complex human-capital systems in project activity (Estiri et al., 2021). Under
high uncertainty and the dynamic nature of project environments, team performance is shaped not by single
competencies but by their interaction and mutual reinforcement.

In this context, it is relevant to apply the systemic logic underlying DEMATEL (Decision-Making Tri-
al and Evaluation Laboratory), which in this study is considered as an analytical and conceptual frame-
work. This approach makes it possible to interpret competencies as elements of an interconnected system
and to analyze the potential direction of influences among them without numerical modeling (Estiri et al.,
2021; Sun, 2021). Unlike approaches focused on identifying isolated priorities, a systemic approach pro-
vides a more holistic understanding of human capital structure and the conditions for forming effectiv
project teams.

Based on the above, the goal of this research is to analytically identify and structure key competencies of
project management specialists by considering labor market requirements and international normative stan-
dards. The study includes content analysis of vacancies on hh.kz, as well as a comparative analysis of em-
ployers’ practice-oriented requirements and the IPMA ICB v4 competency model. The results aim to form a
systemic view of project team competencies and provide an analytical basis to enhance human capital manage-
ment in project-oriented organizations.

Methodology

This study applies an integrated methodological approach aimed at forming, structuring, and analyzing the
system of competencies necessary for effective formation and functioning of project teams. The research meth-
odology combines analysis of labor market requirements, comparison with international normative standards,
and the use of analytical/system approaches, enabling a transition from a descriptive list of competencies to
their structured interpretation within project management.

At the first stage, an initial list of competencies demanded for forming project teams was developed. For
this purpose, a content analysis of vacancies posted on hh.kz was conducted for the positions of Project Man-
ager, PMO Specialist, Team Lead, and related roles. The hh.kz platform was chosen as a representative source
reflecting practical labor market requirements in the Republic of Kazakhstan

As a result, key groups of competencies were identified, including professional (hard skills), communica-
tion, leadership, team skills, digital competencies, HR competencies, and personal (soft skills). These com-
petencies were systematized in terms of how they appear in employer requirements and their significance for
forming sustainable and effective project teams. The structured list of competencies used as the analytical basis
of the study is presented in Table 1.
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Table 1 - Set of Project Team Competencies Based on Labor Market Analysis in Kazakhstan (hh.kz)

N Competency Group Specific Competencies How it appear.s in hh.kz Significance for Pm]ect team
vacancies formation
Project life-cycle management Requirement ofprOJect Man- | g ables team structuring and
1 . agement experience; PMBOK N
(Scope, Time, Cost) . role distribution
/ Agile / Scrum
) Hard Skills Schedule planning and control Ability to work with plans, Helps select participants under
uiep & deadlines, KPIs time constraints
3 Analytical skills Risk/resource analysis; team | Key for forming a balanced
workload analysis team
. . Interaction with clients, stake- | Critical for coordination and
4 Business communication . .
holders, team conflict preventio
5 Comm'umcatlon Com- Team facilitation skills Meeqngs, ret.rospectlves, Streggthen cohesion and
petencies working sessions efficien
6 Negotiation skills Ahgplng deadlines, resources, |Increases team stability under
requirements pressure
7 Leadership and motivation Team leadership; employee Determines team sFablhty
engagement throughout the project
3 L_eadershlp Competen- Decision-making Respon§1b111ty under Key factor of team effectiv -
cies uncertainty ness
9 Conflict management Resolving disagreements Reduces risk of team break-
down
. Experience in cross-functional
10 Team collaboration - Creates competency synergy
1 Team SKkills Role allocation Defining roles (PM, analyst, Crltlca_l for project team
developer, etc.) formation
12 Maintaining team climate Building trust and openness Increases productivity
13 Using digital tools Jlra,. Trello, MS Project, Necessary for remote/hybrid
Bitrix24 teams
Digital Competencies . - -
. o Online meetings; digital
14 Digital communication Improves transparency
platforms
15 Recruitment and assessment lia?;cmatlon in project team El}abies competency-based
HR competencies (in Stath selection
16 |projects) Performance assessment Performance review, KPI Supports team development
17 Adaptation and development Training and onboarding Improves team sustainability
18 Flexibility and adaptability Readiness for change Key under project uncertainty
19 | Soft Skills Responsibility and initiative Independence Increases autonomy
20 Stress tolerance Working under pressure Affects team stabilit

Source: compiled by the authors based on hh.kz data.

At the second stage, a comparative analysis was conducted between the practice-oriented labor market
requirements and the normative competency model presented by the international standard IPMA ICB v4
(International Competence Baseline). The goal of this stage was to identify methodological differences in how
competencies of project management specialists are formed, structured, and assessed.

The analysis showed that requirements in hh.kz vacancies are mainly functional and applied, typically
formulated as expected experience and skills. In contrast, IPMA ICB offers a holistic and formalized system
of competencies structured across People, Practice, and Perspective. The comparative analysis, including dif-
ferences in formalization level, assessment approaches, and applicability in education, is presented in Table 2.
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Table 2 - Comparative Analysis of Labor Market Requirements (hh.kz) and the IPMA ICB v4 Competency
Model.

IPMA ICB (International

Comparison criterion | hh.kz (Kazakhstan labor market) Competence Baseline)

Analytical conclusion

. HeadHunter (hh.kz): analysis of International Project Manage- .
Source of require- . . o hh.kz reflects practical demand;
ments vacancies (Project Manager, PMO, ment Association — cTaHaapT IPMA ICB is a normative model
Team Lead) IPMA ICB v4
App'roach to compe- Functlona.l/apphed; focused on results Systemic; competency-based IPMA provides a holistic com-
tencies and experience petency structure
Competencies struc- | Not formally structured; presented as | Clear structure: People, Prac- | IPMA provides a holistic com-
ture job requirements tice, Perspective petency structure
s Often stated as “‘communication Core element of People (Com- . ..
Communication s e N L Full alignment in importance
skills”, “teamwork munication, Engagement)
. Team management experience Leadership is a core People hh.kz confirms practical rel -
Leadership .
required competence vance of [IPMA
Teamwork Cross-functional team experience Teamwork, Conflict & Crisi Similar, but_ IPMA provides
deeper detail
Conflict Management | Mentioned episodicall Structured competence Understated in vacancies, criti-
g p Y P cal in the standard
- . Jira, MS Project, Bitrix24, Agile- Digitalization embedded in Market details tools more
Digital competencies . . ..
WHCTPYMCHTBI Practice and Perspective explicitly
Decision-making Required under uncertainty gzrcrllill(l)tn—makmg as a People Full alignment

HR competencies (se- Indirectly through Leadership |hh.kz more strongly stresses the

Often required for PM/Team Lead

lection, evaluation) and Engagement PM’s HR role
Competency assess- Not fgrmallzed (experience, Assumes systematic competen- Methodological gap exists
ment methods interviews) cy assessment

. . Embedded in People . L .
Team formation Practical PM task . IPMA provides a scientific basi

competencies

Focus on project KPI, schedule, budget Value, Governance, Strategy IPMA expands focus to strategic
results value
Formalization level Low High Integration is needed
A.pphcablllty in educa- Indirect Direct IPMA ICB is suitable for cur-
tion ricula

Source: compiled by the authors based on hh.kz and IPMA ICB v4.

The comparison confirms a methodological gap between practical labor market requirements and norma-
tive competency models, which justifies the need to integrate them when developing systemic approaches to
assessing human capital in project activity.

To analytically interpret the relationships among the identified competencies, DEMATEL (Decision-Mak-
ing Trial and Evaluation Laboratory) is used. The choice of this method is driven by its systemic logic, which
allows interpretation of competencies as elements of an interconnected system. In this study, DEMATEL is
applied as a conceptual and analytical framework to interpret the potential direction of influence among com-
petency groups without numerical modeling and without calculating influence matrices

Thus, the proposed methodology integrates labor market analysis, international normative standards, and
systemic interpretation tools, enabling a transition from descriptive competency listing to a structured analyti-
cal understanding within project management. This methodological approach forms the basis for interpreting
results in the context of improving project team formation and performance.

Results

As a result of the content analysis of vacancies posted on hh.kz, key groups of competencies demanded for
forming and operating project teams in a project-oriented economy were identified. The analysis shows that
employers primarily focus on applied professional skills related to managing the project life cycle, schedule plan-
ning, resource control, and the use of common project management methodologies. These requirements are most
often expressed through expected experience and the ability to perform specific project functions effectivel
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Alongside professional competencies, the labor market places significant emphasis on communication and
teamwork skills. Vacancy descriptions regularly mention the ability to interact with stakeholders, conduct
negotiations, coordinate cross-functional teams, and participate in collective decision-making. This indicates
that employers associate project effectiveness not only with technical training but also with the ability to ensure
alignment of actions and stable teamwork.

Digital competencies occupy a distinct place in the structure of labor market requirements, including pro-
ficiency in project management tools and digital collaboration platforms. Their systematic presence reflects
the shift of project activity toward remote and hybrid work formats and highlights the need to integrate digital
skills into specialist training. The full set of identified competencies and their significance for sustainable and
effective project teams are summarized in Table 1

Additional results were obtained through comparing labor market requirements and the IPMA ICB v4
model. The analysis shows that hh.kz requirements are primarily functional and applied, oriented toward
short-term performance and operational readiness. In contrast, IPMA ICB v4 offers a holistic and formalized
system of competencies structured across People, Practice, and Perspective, implying a systemic approach to
development and assessment that includes professional, behavioral, and contextual dimensions.

Despite differences in formalization and presentation logic, the labor market requirements and IPMA ICB
v4 overlap substantially in core areas such as leadership, communication, teamwork, and decision-making. At
the same time, market requirements less strongly reflect long-term competency development and systematic
assessment, which indicates a methodological gap between practice and normative models. The main results
of this comparison are shown in Table 2.

Overall, the results support viewing competencies not as an isolated list of attributes but as elements of an
interconnected system that shapes project team effectiveness. Using the systemic logic underlying DEMATEL
makes it possible to interpret the identified competencies in terms of their functional role in project activity.
Competencies such as motivation, adaptability, innovative thinking, and professional training form baseline
conditions for the manifestation and development of other skills, including communication, interaction man-
agement, and team coordination. Competencies related to conflict resolution and stakeholder interaction are
more dependent on organizational context and project implementation conditions.

Thus, the results confirm the relevance of moving from a fragmented approach to competency assessment
toward systemic analytical interpretation, providing a basis for more grounded project team formation and
improving human capital management practices in project-oriented organizations.

Discussion

The results confirm that the effectiveness of forming and operating project teams is determined not by indi-
vidual competencies but by the system of their interconnections, which aligns with studies that consider human
capital a complex socio-organizational system (Tsai, 2018; Tooranloo et al., 2017). Applying the systemic
logic underlying DEMATEL allowed an analytical interpretation of the architecture of potential interconnec-
tions between human-capital characteristics and demonstrated that different competency groups may play dif-
ferent functional roles in project activity (Estiri et al., 2021).

The analysis indicates that motivation, innovativeness, adaptability, and the ability to maintain work-life
balance form baseline conditions for effective project team functioning. Similar conclusions about the leading
role of behavioral and psychological factors in project environments are reported in studies on HRM in project-
based organizations (Isac & Wagqar, 2016; Lin & Lu, 2023). Developing these competencies creates conditions
for more stable manifestation of other skills, including communication, teamwork, and decision-making.

At the same time, competencies related to objectivity, impartiality, and certain aspects of social responsibil-
ity appear more as responses to the quality of managerial practices and the maturity of the project environment,
which is consistent with research in organizational behavior and leadership (James & Frank, 2015; Sundara-
rajan & Madhavi, 2023).

Comparing the conclusions with labor market requirements (Table 1) shows that employers intuitively
emphasize a number of key competencies but generally do not use formal tools to assess their systemic inter-
action. This aligns with studies identifying the gap between practical HR requirements and normative compe-
tency models (Romulo et al., 2022). This confirms the methodological gap between labor market requirements
and the normative model IPMA ICB v4 (IPMA, 2015).
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From an academic standpoint, the results are consistent with prior research emphasizing the importance
of behavioral and psychological factors in human capital effectiveness, while extending existing approaches
through systemic analysis of competencies in project contexts (Sun, 2021). Viewing competencies as elements
of a connected structure allows moving from broad statements to applied managerial guidelines that reflect the
specifics of project teams

The practical value of the study lies in the possibility of using the findings to support managerial decision-
making in project office and HR units. A similar emphasis on systemic competency management is high-
lighted in contemporary studies on HRM and project performance (Wuni et al., 2022; Deselnicu et al., 2023).

In higher education and professional training for project management specialists, the results indicate the
need to move from fragmented skill formation to systemic competency development, consistent with recom-
mendations in international standards and academic publications (IPMA, 2015; Lin & Lu, 2023).

CONCLUSION

This study examined multifaceted dependencies between human-capital characteristics in project-oriented
structures by using the systemic logic of DEMATEL to analytically interpret project team formation processes.
The conclusions confirm the importance of implementing a structured and systemic approach to HR manage-
ment, showing that project team productivity is determined by an integrated combination of qualifications,
engagement, adaptability, and professional mobility.

The study demonstrates the need for a comprehensive approach to workforce planning in which recruit-
ment, training, and professional development processes are aligned with both individual competencies and the
strategic goals of the project office Effective coordination of group interaction, open information flows, and
continuous knowledge updating form the basis for creating flexible and sustainable project teams

The findings also highlight the dynamic nature of workforce factors and their interconnected influence on
project performance. Systemic human capital management contributes not only to higher individual contribu-
tion but also to creating organizational conditions for achieving key project goals. This confirms the relevance
of analytically grounded management approaches aimed at competency development, increasing engagement,
and supporting managerial decision-making in project environments.

Understanding the identified interconnections enables project offic leaders to prioritize human capital
development directions and concentrate management efforts on key performance drivers. Building a corpo-
rate culture that supports professional and expert growth enables more rational use of human resources and
increases the probability of successful project implementation under uncertainty and high competition.

Despite the methodological significance of the results, the study has limitations. In particular, the analysis is
based on content-analysis data and comparative examination of normative models, which limits the possibility
of quantitative verification of the identified interconnections. In addition, the composition and interpretation of
competencies may depend on industry and organizational specifics of project teams

Future research may expand the proposed analytical approach through empirical testing across different
industries and organizations, as well as possible integration of quantitative modeling and digital analytics. A
separate area of interest is how digital transformation and evolving work formats influence the development of
human capital management systems in project-oriented organizations.

In summary, this study provides a conceptual basis for systemic understanding of project team formation
and human capital development mechanisms. The conclusions may be used in designing management and
educational solutions aimed at improving project management effectiveness in modern organizations

REFERENCES

1. Abdullahi A. A., Hassan M. G., Abdullahi S. M. Human resource allocation challenges in project-based
organizations // International Journal of Project Management. — 2022. — Vol. 40, Ne 3. — P. 215-228.

2. Amiri M., Emamat M., Yazdani M. A DEMATEL-based approach for analyzing human resource man-
agement factors // Expert Systems with Applications. —2021. — Vol. 176. — Art. 114855.

3. Bader A., Miiller R., Lecoeuvre L. Resource conflicts and failure of cross-functional innovation projects
// International Journal of Innovation Management. — 2024. — Vol. 28, Ne 1. — Art. 2450003.

ISSN 2789-4398 Central Asian
e-ISSN 2789-4401 68 Economic Review




BU3HEC U YITIPABJIEHUE: [IPOBJIEMbI 11 PELLIEHU A
BUSINESS AND GOVERNANCE: ISSUES AND SOLUTIONS

4. Barak S., Dahooei J. H. A novel hybrid MCDM model for evaluating human resources // Applied Soft
Computing. —2018. — Vol. 67. — P. 59-73.

5. Chirita N., Popescu D., Célin A. Project inefficienc and macroeconomic consequences: Evidence from
EU economies // Economic Research-Ekonomska Istrazivanja. —2021. — Vol. 34, Ne 1. — P. 1245-1263.

6. Deselnicu D. C., Militaru G., Mocanu M. Schedule overruns in project management: Human capital
perspectives // Sustainability. — 2023. — Vol. 15, Ne 6. — Art. 4879.

7. Dong Y., Qiu T. Resource conflicts and coordination failures in project-based firms // Project Manage-
ment Journal. — 2024. — Vol. 55, Ne 1. — P. 38-52.

8. Estiri M., Yazdani M., Zarandi M. H. F. Human resource evaluation using DEMATEL-based methods:
A banking sector case // Journal of Business Research. —2021. — Vol. 122. — P. 453-468.

9. HeadHunter. Job vacancy database of the Republic of Kazakhstan [Electronic resource]. — 2024. — Ac-
cess mode: https://hh.kz (accessed: 31.05.2026).

10. International Project Management Association. Individual Competence Baseline for Project, Pro-
gramme & Portfolio Management (ICB v4). — Zurich : IPMA, 2015. — 431 p.

11.Isac F. L., Waqar S. Employee motivation and organizational performance // Human Resource Manage-
ment Review. —2016. — Vol. 26, Ne 4. — P. 286-297.

12. James H. S., Frank P. M. Systemic failures in innovation project implementation // Research Policy. —
2015. - Vol. 44, Ne 6. — P. 1203-1216.

13. Lin C., Lu M. Human capital and project success: A meta-analytic review // International Journal of
Managing Projects in Business. —2023. — Vol. 16, Ne 4. — P. 789-808.

14. Romulo F., Pereira R., Santos J. Limitations of linear HR models in project-based environments / Man-
agement Decision. — 2022. — Vol. 60, Ne 9. — P. 2490-2506.

15. Salih A. A., Mohammed A. H., Ahmed R. M. Human factors influencing project delays // Journal of
Engineering, Design and Technology. — 2022. — Vol. 20, Ne 1. — P. 87-102.

16. Sayyadi Tooranloo H., Ayatollah A. S., Zare H. Analyzing psychological factors affecting organiza-
tional performance using fuzzy DEMATEL // Applied Soft Computing. —2017. — Vol. 52. — P. 914-925.

17. Sun C. C. Evaluating causal relationships in complex decision systems using DEMATEL // Decision
Support Systems. —2021. — Vol. 142. — Art. 113467.

18. Sundararajan M., Madhavi S. Task misallocation and performance risks in project teams // Journal of
Organizational Effectiveness. — 2023. — Vol. 10, Ne 2. — P. 134-148

19. Tsai S.-B. Using DEMATEL to evaluate job satisfaction in R&D organizations // Sustainability. — 2018.
—Vol. 10, Ne 7. — Art. 2213.

20. Vrchota J., Rehot P. Human resource flexibility and project outcomes // Administrative Sciences. —
2021.—Vol. 11, Ne 3. — Art. 75.

21. Wuni . Y., Shen G. Q., Mahmud A. T. Human resource risk factors in complex projects // Engineering,
Construction and Architectural Management. — 2022. — Vol. 29, Ne 2. — P. 758-776.

22. Yazdani M., Chatterjee P., Zavadskas E. K., Hashemkhani Zolfani S. Integrated QFD-MCDM frame-
works for human resource decision-making // Computers & Industrial Engineering. — 2019. — Vol. 130. — P.
282-295.

REFERENCES

1. Abdullahi, A. A., Hassan, M. G., & Abdullahi, S. M. (2022). Human resource allocation challenges in
project-based organizations. International Journal of Project Management, 40(3), 215-228.

2. Amiri, M., Emamat, M., & Yazdani, M. (2021). A DEMATEL-based approach for analyzing human
resource management factors. Expert Systems with Applications, 176, 114855.

3. Bader, A., Miiller, R., & Lecoeuvre, L. (2024). Resource conflicts and failure of cross-functional innova-
tion projects. International Journal of Innovation Management, 28(1), 2450003.

4. Barak, S., & Dahooei, J. H. (2018). A novel hybrid MCDM model for evaluating human resources. Ap-
plied Soft Computing, 67, 59-73.

Ne 2 (167) 69 Volume 2 No. 167




BU3HEC )KOHE FACKAPY: MOCEJIEJIEP MEH IHEIIIM/IEP
BUSINESS AND GOVERNANCE: ISSUES AND SOLUTIONS

5. Chirita, N., Popescu, D., & Calin, A. (2021). Project inefficienc and macroeconomic consequences:
Evidence from EU economies. Economic Research-Ekonomska Istrazivanja, 34(1), 1245—-1263.

6. Deselnicu, D. C., Militaru, G., & Mocanu, M. (2023). Schedule overruns in project management: Human
capital perspectives. Sustainability, 15(6), 4879.

7. Dong, Y., & Qiu, T. (2024). Resource conflicts and coordination failures in project-based firms Project
Management Journal, 55(1), 38-52.

8. Estiri, M., Yazdani, M., & Zarandi, M. H. F. (2021). Human resource evaluation using DEMATEL-
based methods: A banking sector case. Journal of Business Research, 122, 453—468.

9. HeadHunter (hh.kz). (2024). Job vacancy database of the Republic of Kazakhstan. Retrieved from https://
hh.kz

10. International Project Management Association (IPMA). (2015). Individual Competence Baseline for
Project, Programme & Portfolio Management (ICB v4). Zurich: [IPMA.

11. Isac, F. L., & Wagqar, S. (2016). Employee motivation and organizational performance. Human Re-
source Management Review, 26(4), 286-297.

12. James, H. S., & Frank, P. M. (2015). Systemic failures in innovation project implementation. Research
Policy, 44(6), 1203-1216.

13. Lin, C., & Lu, M. (2023). Human capital and project success: A meta-analytic review. International
Journal of Managing Projects in Business, 16(4), 789—808.

14. Romulo, F., Pereira, R., & Santos, J. (2022). Limitations of linear HR models in project-based environ-
ments. Management Decision, 60(9), 2490-2506.

15. Salih, A. A., Mohammed, A. H., & Ahmed, R. M. (2022). Human factors influencing project de-
lays. Journal of Engineering, Design and Technology, 20(1), 87-102.

16. Sayyadi Tooranloo, H., Ayatollah, A. S., & Zare, H. (2017). Analyzing psychological factors affectin
organizational performance using fuzzy DEMATEL. Applied Soft Computing, 52, 914-925.

17. Sun, C. C. (2021). Evaluating causal relationships in complex decision systems using DEMATEL. De-
cision Support Systems, 142, 113467.

18. Sundararajan, M., & Madhavi, S. (2023). Task misallocation and performance risks in project
teams. Journal of Organizational Effectiveness, 10(2), 134148

19. Tsai, S.-B. (2018). Using DEMATEL to evaluate job satisfaction in R&D organizations. Sustainability,
10(7), 2213.

20. Vrchota, J., & Rehot, P. (2021). Human resource flexibility and project outcomes. Administrative Sci-
ences, 11(3), 75.

21. Wuni, L. Y., Shen, G. Q., & Mahmud, A. T. (2022). Human resource risk factors in complex proj-
ects. Engineering, Construction and Architectural Management, 29(2), 758-776.

22. Yazdani, M., Chatterjee, P., Zavadskas, E. K., & Hashemkhani Zolfani, S. (2019). Integrated QFD—
MCDM frameworks for human resource decision-making. Computers & Industrial Engineering, 130, 282-295.

LUPPJIAHIBIPY )KAFJANBIHIAFBI JKOBAJIBIK
MAMAHJAP/IBIH KY3bIPETTEPIH BAFAJIAY MOJIEJI

P. A. Ucmamnosal, JI. C. Carnaesa'*, H. A. Moaguabaun !
! Acrana IT ynuBepcurerti, Acrana K., Kazakcras.

AHIATIIA
JKoOanbik OackapyablH THIMIUIN KON JKarjaia ajaMHi KaIlMTaJJblH CalachbiMEH JKOHE MKOOaJIbIK
MIHJCTTEP/IiH TaOBICTBI OPBIHAAIYBIH KAMTAMAaChI3 €TETIH KY3bIPETTEP JKUBIHTBIFBIMEH alKbIHIama (bl OChI
3epTTey KOOANBIK KOMaHIanapAbl KaJbIITACTBIPY MKOHE K00albIK oductep meHOepinae QyHKIMOHAIIBIK
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KYKTEMEHI 0oy Ke3iHJe OachIMABIKTapAbl aHBIKTay MaKcaThlHAa adaMd PecypcTaplblH  HeETisri
CUMaTTaMalapblH aHAJIUTUKAIBIK TYPFbIAa alKbIHIAyFa JXoHE KYpbUIbIMIayFa OarbiTTanraH. Jloctypmi
CTaTUCTUKAJIBIK MOJIEIbB/ED, SACTTE, KY3bIPETTEp i OKIIay TYpAE KapacThIpaabl, Oy OJap/AblH KOmeleMa
KOHE e3apa 0alIaHbICThl OACKaPyIIBUIBIK YAEpicTep KaFaaiblHaa KOMAaHbUTY MYMKIHIIT1H IEKTEH I

3eprreyain omicHamanblK Heri3iH hh.kz miardopmackiHIa YCHIHBUIFAH €HOEK HaphIFhl TalanTapblHa
KYPri3iireH KOHTEHT-TallAay, COHAal-aK >KYMbIC OepyuIiiepliH NpaKTUKalbIK OarjgapiaHraH KyTyJepi
MeH [PMA ICB v4 HOpMaTUBTIK KY3BIPETTLTIK MOJIEIIHIH CABICTBIPMabl TAAAYbl KYpaiabl. AHBIKTaIFaH
KY3bIPETTEp apachIHJaFbl ©3apa OaiaHbIcTapbl aHATUTHKAIBIK TYprbiaa 3epaeney yuin DEMATEL omici
OipTyTac xyie JIeMEeHTTepi peTiHe Ky3bIpeTTepAl KapacThlpyFa MYMKIH/IK OEpeTiH KOHUENTYal/IbIK HeTi3
pETiH/IE KOJIIaHbLIJIbI.

3epTTey HOTHXKENEePi eHOCK HaphIFbl MOTHUBAIIMS, OCHIMIEITIIITIK, HNHHOBALUSJIBIK OMJIay, KOCIOU NasplibIK
JKOHE JKYMBIC TICH JKEKE OMIp apachIHJIaFrbl TEIe-TCHJIIKTI cakTall Oy CHSIKTBI CHUIIaTTaManapra 0achIMJIBIK
OepeTiHiH KepceTeai. ATalfaH KacHeTTep >KOOaNbIK KOMaHIaJapJblH THUIMJI YXYMBIC ICTEYIHIH Heri3iH
KaJIBIITACTBIPabl. AJl e3apa opeKeTTecyli Oackapy, KaKThIFBICTAp/Abl LICHIY JKOHE CTEHKXOJJepiiepMeH
KOMMYHHKaIUsFa 0aliIaHbICThl KY3bIpETTEp KoOiHece YHBIMIBIK jKOHE KOHTEKCTYaIJIBIK KaFaaiiapra sxayan
peTiHie KepiHic Tababl.

AJBIHFaH KOPBITBIHABUIAP JKOOANBIK OpTajia Ky3bIpeTTep/i Oaranay »oHE NaMbITy OapbIChIHIA KyHemni
TOCUIJIEp/Il KOJIJIaHy KaKETTUTIrH alKbiHAahabl. KypbulbIMIairaH aHaJIMTUKAIBIK Kypayaap/bl K00abIK
oducrepni Oackapy ToxipuOeciHe eHrizy OacKapyIIbUIBIK IIEMIMAEPIiH HETI3IUITH apTThIpyFa JKoHE
JK00AJIBIK KOMaH IaJIap bl KAJIBINTACTRIPY/IbIH THIMILIITIH KOFapblIaTyFa bIKIA €TEI.

Tyitin co30ep: agaMu KanuTai; xoOanblK 0acKapy; KOHTEHT-Tajuay; Ky3biperTinik toci; DEMATEL;
KOOAJBIK KOMaHAaJ ap/Abl KaJbIITACTBIPY; YIHBIMIBIK THIMIIUTIK.

Kaporcotnanovipy mypanst aknapam

Ocn13eprrey Kazakcran PecriyOnukacs! FeutbiM xoHe )KOFaphl 0171iM MUHUCTPIITiHIH F BUTBIM )KoHE )KOFaphI
OlTiM KOMHUTETI TaparnbiHaH KapKbulaHAbIpeULIel (Ne AP26102429 rpantsl «Kazakcran PecrmyOnukackiaga
KOOAJBIK MEHEKMEHTTI KOJIIaHy HeTi31H1e MeMJIeKeTTiK OacKapy/ia udpIIbiK )ko0anap sl )xocnapiay KoHe
iCKe achIpy Ke3iH/ie eCeNTUIIK NIeH alllbIKTBIKTHI apTTBIPY»).

MOJIEJIL OLIEHKYA KOMNOETEHIUI TPOEKTHBIX
CNELMAJHUCTOB B YCJOBUSIX [IU®POBU3ALINIHI

P. A. UcmanioBa', JI. C. CarnaeBa '*, H. A. U6aananaun!
9
! Acrana IT ynusepcurer, r. Acrana, Kazaxcran

AHHOTALIMUA

3¢ (hexTUBHOCTD TPOSKTHOT'O YIPABJICHHUS BO MHOTOM OTIPEJIENISIeTCS KAYeCTBOM UeJIOBEYECKOTo KarnTaa
U COBOKYITHOCTBIO KOMIIETEHIINH, 00ECTIeYMBAIONINX YCIICITHYIO pealn3aliio MPOSKTHBIX 3aaa4. Hacrosiee
HCCIIeZIOBaHNE HAIPABIEHO Ha aHAJIMTHYECKOE BBISIBICHNUE U CTPYKTYPHPOBAHHME KITFOUEBBIX XapaKTEPUCTHK
YeNIOBEYECKUX PECYPCOB C IIETIbIO ONpEeJesIeHUs] IPUOPUTETOB NMPH (HOPMHUPOBAHMH TPOCKTHBIX KOMAaHI U
pacrpeneneHrn GYHKIMOHAILHON HAIPY3KH B paMKax MPOEKTHBIX 0(ucoB. TpalIuliMOHHbIE CTATUCTUYECKUE
MO/JIeNH, KaK MPaBUJIO, PACCMAaTPUBAIOT KOMITETEHIIMH M30JMPOBAHHO, YTO OIPAaHUYMBAET UX MPUMEHUMOCTh
B YCJIOBHSIX MHOTOMEPHBIX U B3aUMOCBSI3aHHBIX YIPABICHYECKUX MPOIECCOB.

Memooonozuueckyro ocHogy WCCICIOBaHUS COCTABISIOT KOHTCHT-aHAIN3 TPeOOBaHWH pBIHKA Tpy[a,
Npe/ACTaBICHHBIX BakaHcusiMu Ha 1iargopme hh.kz, a Ttakke CpaBHUTENbHBIM aHANM3 MPAKTHKO-
OpPUEHTHPOBAHHBIX OXKUJIAHUN paboTOaTEeNIed 1 HOPMATUBHOW KOMIIeTeHTHOCTHOU Mojenu [IPMA ICB v4.
Jl1a aHaMTUTHYECKOTO OCMBICIIEHUS! B3aUMOCBA3EH MEXy BBISBIEHHBIMHA KOMIIETEHIMSIMH HCIOJIb3yeTCs
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metoq DEMATEL B xadecTBe KOHIENTYyaJILHONH paMKH, TIO3BOJISIONICH paccMaTpUBATh KOMIIETCHIIMH KaK
3JIEMEHTHI €IUHOU CUCTEMBIL.

Pesynvmamul  uccredosanusi TOKa3bIBAIOT, YTO PBIHOK TpyJda AakIEHTHPYEeT BHUMaHUE Ha TaKUX
XapaKTepUCTUKAX, KaKk MOTHBALMUS, aJalTUBHOCTh, WHHOBAIIMOHHOE MBIIIICHHE, MPOodecCHOHANbHASL
MOJITOTOBKA U CIIOCOOHOCTD MOAJICPKUBATH OaaHC MEKIAY padOTON U TMYHOH KHU3HBIO, KOTOPbIE (JOPMUPYIOT
OCHOBY 3 (PEKTHBHOTO (YHKIIMOHUPOBAHUS MPOCKTHBIX KOMaH. B TO ke BpeMsi KOMIIETEHIINH, CBSI3aHHbIC
C yNpaBliCHHEM B3aWMOJICHCTBUEM, pa3pelieHUeM KOH(IMKTOB M KOMMYHHKALUEH CO CTEHKXOJIepamH,
MIPOSIBIISIIOTCS TPEUMYIIECTBEHHO B OTBET Ha OPraHU3allMOHHBIE M KOHTEKCTYJIbHBIE YCIIOBHSL.

THonyuennvie 6v1600b1 TMOMUEPKUBAIOT HEOOXOJUMOCTh MPUMEHEHHSI CUCTEMHBIX IMOJXOJIOB K OIICHKE
W Pa3BUTHIO KOMIETGHIMHA B TPOEKTHOW cpene. MHTerpamusi CTPYKTYPUPOBAHHBIX aHAIUTHYECKHX
WHCTPYMEHTOB B IIPAKTUKY YIPABICHHS MPOSKTHBIME O(hucamMu criocoOCTBYET MOBBIIIEHUIO 000CHOBAHHOCTH
yIpaBlIeHUYECKUX pelieHni U YPHEKTUBHOCTH (OPMUPOBAHHS IPOCKTHBIX KOMAH/I.

Knrwouesvie cnosa: uenoBedeckuii KaruTam, IPOSKTHOE YIIPABICHNE; KOHTEHT-aHAJIH3; KOMIIETEHTHOCTHBIN
noaxon; DEMATEL; dopMmupoBaHie MPOSKTHBIX KOMaH/I; OpraHn3aliuoHHast 3 eKTHBHOCTb.

Hugpopmauusn o gpunancuposanuu

JHanHoe uccnenoBanue GuHaHCHpyeTcs KOMUTETOM HayKH U BBICIIEro 00pa3zoBanusi MUHUCTEPCTBA HAYKH
u BeIcuIero oopasosanusi Pecriyonuku Kazaxcran (rpant Ne AP26102429 «IloBblieHre NOJOTYETHOCTH U
MPO3PAaYHOCTH PU IUIAHUPOBAHUH U Pean3aliy HU(POBBIX POEKTOB B TOCYAAPCTBEHHOM YITPABICHUU Ha
OCHOBE TIPUMEHEHHsI [TPOEKTHOTO MeHeDkMeHTa B PecriyOnnke Kazaxcrany).
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THE ROLE OF AI-BASED EDUCATIONAL PLATFORMS IN HUMAN CAPITAL BUILDING
A. M. Kassenkhan!, A. Bekarystankyzy>"

!Satbayev University,Almaty, Kazakhstan
?Narxoz University, Almaty, Kazakhstan

ABSTRACT
Purpose — This paper examines the relationship between Al-driven educational platforms, economic effi-
ciency, and human capital formation in the context of digital transformation in education. It focuses on extra-
curricular education and considers how Al-enabled personalization and gamification may contribute to more
efficient learning processes and to the development of cognitive and non-cognitive skill
Methodology — The study adopts an exploratory analytical approach grounded in human capital theory and
the economics of education. It uses a conceptual framework to assess an Al-based extracurricular learning
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