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Abstract. This article will examine human capital management and analysis at enterprises in
Kazakhstan and across businesses in general. First, I'd like to discuss the definition of human capital
and its economic value. So, what is human capital? Human capital is the totality of knowledge, skills,
abilities, experience and other personal characteristics of an employee that have economic value and
can be used to create value in an organization.

It includes education (secondary, higher, postgraduate) and professional skills of the employee,
leadership qualities that not everyone has, which are inherent in nature, motivation and involvement
in the business and work that inspires professional performance of tasks, as well as creativity and
the ability to further learn, such as improving the qualifications of a person throughout their entire
working life. Considering the importance of providing labor resources and the need for a certain high
qualification of these resources for the effective operation of the enterprise, it is necessary to plan these
resources, and purposefully manage their formation, quality, and development. All of this is carried
out within the framework of the human resources (human capital) management strategy, which will
be discussed in this article.

The concepts of personnel management have significantly enriched the theory of enterprise
management and, at the same time, brought about significant changes in the practical tools used. Being
a scientific and methodological basis for the functioning of the enterprise’s personnel management
system, individual provisions of the considered concepts are effective when used in domestic
enterprises.

Keywords: Human capital; human capital management; employee analysis and management; economic values; working

conditions; human resources.
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AHHoOTauus. B naHHON cTarthe OyJeT pacCMOTPEHO YIpaBICHHE M aHAIU3 YEIOBEUECKUM
KanuTajaoM Ha npennpusatusax Kazaxcrana u B 1ienioM Ha npeanpusatusx. s Hauana Xoresnoch Obl
OCTAaHOBUTBCS B OIPEJCIICHUN UYEIOBEYECKOIO KalWTajga U €ro SKOHOMHYECKOW IeHHOocTu. M Tak
YTO TAaKO€ uesoBeueckuil kanutan? YenoBeuecknuid KarnnuTaa — 3TO COBOKYITHOCTh 3HAHUM, yMEHH,
HaBBIKOB, OTIBITA U IPYT'MX JIMYHOCTHBIX XapaKTEPUCTUK paOOTHHKA, KOTOPbIE UMEIOT SKOHOMUUECKYIO
LIEHHOCTb U MOTYT OBbITh MCIIOJIb30BaHbI JUIsl CO3JaHUs LIEHHOCTH B opraHu3anuu. OH BKIIIOYAET B
cebs oOpa3oBaHUe (CpeaHee, BbICIIEe, TOCIEBY30BCKOE) U MPO(eCcCCHOHATbHBIE HABBIKM COTPY/IHUKA,
JIUJEPCKUE KaueCTBAa KOTOPBIE €CTh HE Y Ka)/10T0 4eJIOBEKa TaK 3aJ0KE€HO MIPUPOI0H, MOTUBALIMIO U
BOBJICUCHHOCTb B JIEJIO U pPabOTy KOTOpas BIOXHOBISIET Ha MPO(ECCHOHAIN3M BBIIIOJHEHUS 33724,
a TaK kK€ KpeaTMBHOCTb U CIOCOOHOCTb K JIOTMOJIHUTEIbHOMY OOYyY€HHIO, TaKHue KakK IOBBIIICHHUE
KBaJIM(UKAILUKU BCETO NepHojia paboToCrocoOHOCTH YeI0BeKa.

Y4uThIBas BAXKHOCTH 00€CIIeueH s TPYJOBBIMU pecypcaMy U HEOOXOAUMOCTD OTIpeIeIIEHHOM
BBICOKOM KBaM(HUKALUU ITHX pecypcoB i 3()(eKTuBHONH padOThl MpPEANpHATHS, HEOOXOIUMO
OCYILECTBIIATH IJIAHUPOBAHKE ITUX PECYPCOB, IeNICHANIPABICHHOE yIpaBlieHHE UX (P OPMHUPOBAHUEM,
KaueCcTBOM, pa3BUTHEM. Bce 3TO Kak pa3 OCYyLIECTBISIETCS B paMKax CTpaTeruy yHpaBiIeHUs
YeJIOBEUECKUMHU pecypcamu (4eJI0BEUEeCKUM KaIlluTajaoM), O YeM U OyJleT peub B JaHHOMU CTaThbe.

KoHuenuuu ympaBieHUs MEPCOHAJIOM CYHIECTBEHHO OOOTaTUIM TEOPHUIO0 YIpPaBICHUS
OpeANpUsITHEM M BMECT€ C TEM BHECIM CYLIECTBEHHbIE NPEOOpa3oOBaHUs B HCIOJIb3yEMBbIH
NPaKTUUYECKUH HHCTpyMEHTapuidl. bynyunm HaydyHO-METOAMYECKOHM OCHOBOM (DYHKIMOHUPOBAHHUS
CHCTEMBbl YNPABIEHUS IIEPCOHANIOM MPEANPUATUS OTAEIbHbIE TOJIOKEHHUS PacCMOTPEHHBIX
KOHLEMIUN pe3yabTaTUBHBI IPU UCTIONB30BAHUN HAa OTEUECTBEHHBIX MPEANPUATHSIX.

KaroueBble caoBa: UenoBedeckuit KanuTaJl, ynpaBJICHUE Y€JIOBCYECKUM KaIllUTaJIOM, aHAJIN3 U YIOPaBJICHUE COTPYIHUKOB,

OKOHOMHYECCKHE ICHHOCTH, YCJIOBUS TPY/a, YEJIOBEUCCKUE PECYPCHI.
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Amnaarna. by mMakanana Ka3aKCTaHABIK KOCITOPBIHAAPAAFHI )KOHE JKaIbl OM3HECTET1 alaMu
KaluTaIbl 0acKapy MEH Talijay KapacThIpbUIaabl. bipiHIIiieH, ajaM KaluTalblHbIH aHBIKTAMAChIH
JKOHE OHBIH, SKOHOMUKAIBIK MOHIH TalKbuiacak. COHBIMEH, aJaMy KamuTall ASreHiMi3 He? Ajgamu
KarmuTax — Oy yibIMIa KYHIBUIBIK XKacay YIIiH ITaiJaTaHbUTY bl MYMKIH SKOHOMHKAJTBIK KYH IBUTBIFbI
Oap KpI3METKEP/IiH OUTIMIHIH, NaFAbLIAPBIHBIH, TOKIPUOECIHIH KoHE 0acka /1a yKeke KaCHEeTTEepiHIH
KUBIHTBIFBL. OFaH KbI3METKEP/I1H O11iM1 (0pTa, XKOFaphl, )KOFapbl OKYy OpPHBIHAH KEH1HT1) )KOHE KOCIMTIK
JIaF IbLTAPHI, op ajaMjia 0oj1a OepMeiTiH, TaOUFaThiHA TOH KOIIOACIIBIIBIK KACHETTEP1, MOTHBAITUSCHI
JKOHE TarChIpMajapIbl OpbIHAAyda KOCIMKOMIBIKKA, COHBIMEH Karap IIbIFapMaIllbUIBIKKA KOHE
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aJlaMHbIH eHOeK eMipiHiH OyKii Ke3eHiHAe OUTIKTUIIKTI apTThIpylaH ©Ty CUSKThI KOCHIMINA OKY/IaH
Ty MYMKIH/IITiHE TIa0BITTaHABIPATHIH KYMBICKA JKOHE TallChIpMara KaTbICy Kipei.

KocinopbIHHBIH THIMJII JKYMBIC iCTEyl YIIIH €HOEK pecypcTapbIMEH KaMTaMachl3 €TY/IIH
MaHBI3IBUTBIFBIH KOHE OCBHI PECYpCTapAbIH Oenriii Oip >koFapbl OUTIKTIMITIHIH KaKETTUIITH ecKepe
OTBIPHII, OYJI pecypcTapibl )Kocnapiay, OJapAblH KaJbIITACybIH, CAllAChIH JKOHE AMYbIH MaKCaTThl
Typae Oackapy KakeT. MyHBIH Oopi OCHl Makaliajga TaJKbUIAHATBHIH aJaM pecypcTapbiH (agamu
KamuTaIIel) 0acKapy CTpPaTerusICBIHBIH NICHOSPiH/IE JKY3€ere aChIPhLIAIbIL.

[Tepconanasl 6ackapy TYKbIpbIMIaMaiapbl KOCITOPBIHABI 0aCKapy TECOPHUSCHIH alTapiIbIKTan
OalBITTHI )KOHE COHBIMEH O1pre KOJIIAaHBUIATHIH MPAKTHKAIBIK Kypajlapra eaeylli 3repicTep oKemi.
KocinopsHHBIH TIepcoHaIbl 0acKapy KyHECiHIH KYMBIC ICTEYiHIH FBUIBIMHU-9/IICTEMENTIK HeT131 601a
OTBIPBIIN, OTAHJBIK KOCIMOPBIHAAPAA KAPACTHIPbUTFAH TYKbIPhIMAaMaap/IbIH KEKe epeskenepl THIMII
0O0JIBIN KeJeml.

KinT ce3mep: Amamu kamuTan, agamMd KalmHUTanbel Oackapy, KbI3METKEpIepAi Taijay >KoHe OacKapy, SKOHOMHKAIBIK

KYHIBUIBIKTAp, €HOCK XKaFJaliiapsl, aaM pecypcTapsl.

Introduction. Human capital analysis and management is an area of personnel management
that involves assessing, developing, and effectively using the knowledge, skills, experience, and
potential of employees to achieve the strategic goals of the organization. Human capital analysis
allows us to determine: to what extent employees meet the organization's requirements, what their
strengths and weaknesses are (education, qualifications, work experience, communication skills,
stress resistance), where there are gaps in knowledge and skills, the level of employee turnover (not
always dependent on the level of human capital; turnover is influenced by working conditions and
compensation), and the effectiveness of investments in training.

The goal in human capital management is to ensure that the right people with the right
competencies are available at the right time (Nevretdinova, 2015:56-59).

What methods of human capital management analysis exist today:

1. HR analytics: collecting and analyzing employee data

2. Employee performance assessment (KPIs, OKRs)

3. Talent review

4. 360-degree feedback

5. Competency analysis

Why are human capital management analysis methods used? To determine each employee's
potential and performance. There are several types of compensation systems in companies. The main
motivation is to receive higher salaries, additional bonuses, and incentives. KPIs and OKRs are among
them.

There are key management aspects such as:

Talent acquisition (recruiting)
Onboarding

Personnel training and development
Performance and productivity assessment
Career and succession planning
Personnel retention and motivation

7. Knowledge and corporate culture management (National Authority for Professional
Qualifications).

For example, influence during recruitment has a positive effect on those employees who
have been working at the company for several years; when new employees are being adapted, older
employees help with advice, support, and training. Continuity and career planning aren't common in
all companies, but they positively impact the company's economic value. Employees plan and strive
for continuous advancement. The company, for its part, motivates employees to improve their working
conditions and performance; thus, each organization strives to retain the best employees in their field.

A S e
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What is human
capital management
(HCM)

attracting talent
talent management

talent optimization

Fig 1. Human Capital Management (A. Alekseenko, 2025)

In today's reality, there are human capital management tools: HRM systems (SAP
SuccessFactors, Workday, 1C:ZUP, etc.), competency and potential assessment systems, learning
management systems (LMS), and personnel analytics platforms (Power BI, Tableau). Modern
companies are keeping pace with emerging trends such as the use of artificial intelligence and machine
learning in HR analytics, growing interest in well-being programs, hybrid and remote work formats,
an emphasis on soft skills and emotional intelligence, and the development of employee. If you look
back 10 years in Kazakhstan, not everyone adopted a hybrid and remote work format. This came
about after the pandemic, and even now, although offline work is possible, online work, meetings,
and conferences remain to save time. The country's human capital potential is substantial, but there
are areas for improvement, particularly in skills and social-behavioral competencies.

Kazakh researchers have noted that human capital is becoming a critical element of economic
growth and competitiveness, especially during the transition to a knowledge economy. The state
program Digital Kazakhstan also considers the development of human capital as a key factor in the
modernization of the economy through digitalization.

Businesses in Kazakhstan operate in an environment where employee skills, adaptability,
training, and engagement become competitive advantages. Given the transformation of the economy:
the raw materials sector — more technological, service and knowledge-oriented areas, human capital
management is acquiring strategic importance. When analyzing human capital, companies can pay
attention to the following parameters:

1. Employee competencies: availability of necessary knowledge and skills (both technical and
behavioral)

2. Development potential: the extent to which employees are capable of learning and
transitioning to new roles

3. Level of motivation and engagement

4. Labor productivity: how employee contributions influence the final result

5. Employee turnover: reasons for leaving, loss of knowledge

6. Alignment with the company's strategic goals: are there employees who support the
development strategy?

7. ROI (return on investment) from training and human capital development.

Human capital analysis is more than just a matter of tracking personnel and salaries; it is a
strategic tool that focuses on the competencies, potential, and value of employees for the business. This
tool isn't yet fully developed in Kazakhstani enterprises (perhaps especially in small and medium-sized
businesses), but the trend is toward strengthening it. It is recommended to implement systems for
collecting and analyzing personnel data (HR analytics), performance and potential indicators, and
link them to business goals.
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Best practices for Human Capital
Management

Choose flexible
HCM software
Select tools that

adapt to your team’s
needs easily.

Keep it aligned
with your goals

Put employees
first

Make it simple for
employees to
manage info,
feedback, and

growth.

Ensure your HCM
strategy supports
your business
direction.

Don’t skip training
Train both HR and
Review and update teams to fully utilize the
your HCM setup as HCM system.

your team evolves,

Check in regularly

Fig 2. Best practices for human capital management (What is Human Capital Management (HCM)?)

To improve the efficiency of human capital analysis and management at enterprises in
Kazakhstan, the following can be recommended:

1. Link HR metrics to business goals

- Determine which business outcomes are important (e.g., increased productivity, reduced
turnover, innovation) and which HR metrics influence these outcomes. Establish key performance
indicators (KPIs) for the HR function, such as onboarding time, engagement level, percentage of
employees who completed development, and key employee turnover.

2. Develop future competencies

- In addition to technical skills, focus on soft skills: communication, critical thinking,
flexibility, and digital skills.

- Organize training and development programs that address the evolving needs of the
company.

3. Implement HR analytics and technologies

- Collect personnel data: training, performance, engagement, turnover, and competency
compliance.

- Use data analysis tools to make forecasts and see connections between HR metrics and
business results.
Build reports/dashboards so that management can see HR metrics as part of the business.
4. Retain and motivate talented employees
Develop a system of rewards, recognition, and career paths.
Create internal development and advancement opportunities.
Focus on a work culture and an environment where employees feel valued and recognized.
5. Succession and talent management planning
Identify critical roles and employees whose loss could impact the business.
Develop plans for reserve development and knowledge transfer.
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- Consider the generational characteristics of employees (especially relevant for Kazakhstan,
where intergenerational differences may exist). For example, there is a study titled "Assessment and
Development of a Human Capital Development Mechanism Based on Social Generational Differences
in the Republic of Kazakhstan."

6. Support a culture of learning and innovation

- Encourage employees to participate in change initiatives and learn new ways of working.

- Develop a corporate culture focused on knowledge and improvement, not just task
completion.

7. Consider the specifics of the Kazakhstani labor market and national context

- Consider regional differences, the level of personnel training, and migration within the
country.

- Be prepared to adapt international HR management practices to local realities: language,
cultural characteristics, and industry specifics.

Improving the efficiency of human capital analysis and management in enterprises is an
important task for improving productivity, employee retention, and achieving strategic goals in
enterprises.

HR recommendations:

Developing an Internal Talent Pool: Instead of constant external recruiting (costly and
time-consuming), focus on training and upskilling existing employees (upskilling/reskilling).
Transparent Career Tracks: Implement career planning platforms where employees see opportunities
for growth within the company. Improving Onboarding: Automate the onboarding process for new
hires to quickly reach full productivity.

Employee engagement recommendations:

Flexible Work Models: Incorporate hybrid or remote work arrangements into company policy,
if possible, to improve work-life balance. Continuous Feedback: Replace annual reviews with regular
1:1 meetings between managers and subordinates. Mental Health Programs: Implement corporate
support programs, including psychological support and well-being days.

Motivation recommendations:

Personalization of benefits (Cafeteria plan): Allow employees to choose their own set of
social benefits (health insurance, fitness, training, parking). Compensation transparency: Use HR
technologies to demonstrate to employees their income structure and opportunities for increasing it
(payment transparency). Linking KPIs to business results: Revise the bonus system, tying it not to the
process, but to the ultimate impact on profits or company performance.

To successfully address these challenges, it is necessary to transform the HR department from
a “personnel department” to a strategic partner that invests in people to increase business value.

The Kazakh economy, being a market economy, presupposes the existence and operation of
independent private companies in all areas of economic activity, including industry. Currently, a large
number of private and state-owned companies (including those wholly controlled by the state) operate
in the industry. However, each company is an independent legal entity, planning its own activities
and developing a development strategy. The strategy of each enterprise is undoubtedly connected
with determining the enterprise’s place in the market, with focusing on certain market segments, and
with providing resources. All of this must be planned for the long term, taking into account possible
market changes, partner activities, government regulations, and other factors. Resource provision for
any industrial enterprise typically receives a great deal of attention. It includes the provision of material
resources (raw materials, materials, semi-finished products, means of production), and labor resources.
Labor resources as an important component of the enterprise's resources ensure the efficient use of
material resources, among other things, since labor resources include the work of highly qualified
specialists, both workers and engineering and technical workers, as well as management.

Overall, for Kazakhstan to transition from a raw materials-based economy to an innovative
one, as defined, in particular, in the Kazakhstan-2050 strategy, it is necessary to fundamentally
change the approach to the formation and management of labor resources. This must be done not
only at the state level, but also at the enterprise level, primarily large companies with significant
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capabilities and resources to implement a new type of personnel policy. The modern approach to
human resource management emphasizes the development of an organizational culture that promotes
continuous training and development of personnel, team building, employee job satisfaction, and the
development of motivation systems. Since now it is the serious attention of managers to the issues
of developing such a new organizational culture, the formation of a unified system of organizational
values that will shape such qualities of the team and each employee as knowledge, professionalism,
loyalty to the organization, the ability to work in a team, and readiness for change. These qualities are
still the main guarantees of improving the quality of production processes, improving the quality of
products, and satisfying consumer demands. Therefore, integrating people's intelligence, developing
their initiative, creativity, innovation, desire for success and independent action, decision-making,
attracting professionals to the enterprise, and creating conditions for them that would promote their
desire to work are important areas of human capital management strategy. That is why this work is
devoted to issues of strategic management and planning of human resources (human capital).

Human capital planning covers the stages of strategic analysis of the external environment and
the subsequent formation of personnel management policy or human capital management strategy.
The use of individual energy efficiency principles in the formation of a competency model for a
potential employee will ensure the initial stage of integration of energy efficiency principles and the
HR policy of an industrial enterprise. Among the knowledge and skills required both in the field
of daily work activities and in the development of projects for the technological modernization of
production, one can note not only professional technical competencies, but also knowledge about the
structure of the energy management system, on energy policy, principles and recommendations laid
down in standards and current national legislation. The development of human capital is aimed, in
our understanding, primarily at organizational learning; in addition, the development function must
include investment in personnel, motivation for learning, and the search for promising areas of training
(Esaulova, 2023:218). It is advisable to separate internal and external training programs by personnel
categories, so that separate target groups will be identified within the company, each of which will
receive a specific qualification in the field of energy management. For example, employees and
workers involved in information preparation can study energy saving technologies in office premises,
principles of energy saving in the workplace, and formulate internal proposals for improving efficiency
indicators. The company's technical specialists, along with workers of varying skill levels in individual
production areas, are focused on studying advanced energy-saving technologies and the potential for
using alternative energy sources in production processes.

The most important task of developing the human capital of industrial and production personnel
in the field of energy management is also the formation of an understanding of the system of
performance indicators and methods for achieving target indicators. The implementation of training
programs can take place in cooperation with specialized institutions, among which universities may
occupy a priority place. In essence, a company's partner university can become a primary platform
for developing competencies in energy-efficient implementation. Engaging talented young people
to address energy management challenges is also part of human capital development. Personnel
training technologies can be selected depending on the specific program and the level of human
capital. They can range from traditional to active learning methods, including the use of business
simulations and energy management team building technologies. The involvement of human capital is
aimed at maximizing the use of the accumulated human organizational structure, facilitating effective
processes of knowledge exchange and accumulation and creating an organizational culture in which
initiatives in the field of energy management are encouraged. Engagement processes are facilitated
by the use of various loyalty programs, technologies for constructing career advancement trajectories,
individual educational trajectories, the inclusion of principles of openness in personnel management
policies, etc. Thus, engagement processes are most closely linked to the energy efficiency strategy,
as they allow maintaining employee motivation in the area at the highest possible level. Loyalty
programs play a particularly important role in energy efficiency — traditionally, they include special
offers for additional health insurance and participation in corporate programs, which can increase the
motivation of managers at lower and middle management levels. Another promising direction is the
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organization of youth groups working on energy conservation, formed according to the principles
of quality circles. Human capital retention is focused on retaining talented employees who make a
significant contribution to strategy implementation and demonstrate high performance, as well as on
accumulating positive energy management experience.

The objective of studying attitudes towards work is to identify the mechanism of its formation
and management. At the present stage, the first thing that is highlighted is the complete shift of all
theoretical and practical problems of the “human factor” to the area of qualitative aspects of the
development of the overall employee, as well as the effective management of human resources.
The activation of the human factor should be considered from the point of view of not only
the socio-psychological aspects of the work activity of the total employee, but also his personal
characteristics.

Firstly, the relationship between the organizational and economic aspects of professional work
activity has become more complex, becoming increasingly dependent on the human (subjective)
factor, from the socio-psychological climate that has developed in the team, which can not only
stimulate, but also hinder the development of labor potential, both of an individual employee and of
the service sector enterprise as a whole. Secondly, the acceleration of the process of technological
re-equipment dynamically changes labor activity and affects the realization of the labor potential
of the total worker. Thirdly, the management system of service sector enterprises is often “late” in
solving precisely human issues related to the variability of people’s social interests, That is, it is not
the technical level of service sector enterprises that determines their economic efficiency, but the
human factor, which embodies the organizational culture of the enterprise.

In our opinion, a systems approach to the interpretation of personnel management is the most
appropriate, since through the interrelation of various elements of management influence, an optimal
result can be achieved.

Table 1 - Concepts of enterprise human resources management

The purpose of human Contents of the concept Principles of Human Resources Authors
resource management Management

Scientific organization of labor is a paradigm of technocratic management

Finding and achieving the 1. Strict separation of 1. Personal responsibility. F. Taylor, G. Gunnt, L.
highest productivity of workers managerial and executive 2. Separation of spheres of labor. Gilbert, G. Emerson
subordinate to a given manager functions. 3. Individual forms of labor

2. The employee is a technical ~ organization.

unit. 4. Labor standards.

5. Authoritarianism.

Administrative management is a paradigm of technocratic management

The creation of a holistic social Management as a universal 1. Unity of leadership. A. Fayol, J. Mooney, L.
organism capable of effectively process consisting of the 2. Subordination of interests. Urwick, A. Allan
solving problems and analyzing functions of: foresight, 3. Centralization and decentralization
its development programs organization, command, as measures.

coordination and control 4. Hierarchy of positions.

5. Encouraging initiative.
6. Unity of personnel.

Bureaucratic management is a paradigm of technocratic management

Improving the efficiency of Strict job hierarchy with 1. Functional division of labor. M. Weber, P. Blau, W.
public administration depends  functional division of activities 2. Regulation of the activities of Brown, T. Scott, M.
on the division of rights and regarding public administration managers and subordinates. Crozier
responsibilities, career growth, 3. Prioritization of professionalism

and professional benefits and experience in careers.

Human relations theory is a paradigm of economic psychology
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The purpose of human Contents of the concept Principles of Human Resources Authors
resource management Management
Improving the efficiency of a The relationship between job 1. Strengthening social and E. Mayo, M. Follett, B.
company's operations depends  satisfaction and managerial psychological methods. Rowntree
on economic and commitment. 2. Attention to the group needs of
socio-psychological factors Managerial functions: employees.

economic and social. 3. Encouraging informal

communication.

Cybernetic approach — systems management

Improving control efficiency Economic and mathematical 1. Use of computer technology. L. Bertalanfty, N. Wiener,
through linear programming modeling of control processes 2. Automation of management L. Kantorovich, V.
processes. Novozhilov, P. Anokhin

Empirical school - a goal-oriented approach to management

Target management as a The priority of the art of 1. Targeted planning. P. Drucker, T. Peters, Lee
constantly operating system of  managing people is 2. Labor organization. lacocca
goals substantiated 3. Labor incentives.

The School of Behavioral Sciences - a paradigm of human resource management

Improving employee well-being Management should be aimed  Activation of motivating factors: R. Likert, D. MacGregor,
and maximizing personal at improving the performance  nature and content of work; F. Hertzberg
contributions to the efficient of individual employees. recognition of employee

operation of firms achievements;

creative self-realization.

The concept of human resource management - the HRM paradigm

Integrating the personal needs =~ Work to improve the 1. Refusal to search for a universal J. Douglas, D. Guest, S.
of employees with the goals and management of the organization method of HR management. Klein, D. Hunt
objectives of the corporation as a whole, rather than 2. Situational factors.

individual groups and 3. Personnel development.

departments

Note: Compiled by the author based on (Molotkova et al., 2023:88).

The first doctrine emphasized the use of methods to optimize the organizational, technical, and
social components of production systems. The second doctrine sought to uncover the importance of
moral, psychological, and socio-organizational factors in the effective functioning of organizational
personnel.

It 1s more difficult to provide a one-dimensional classification for the approaches used in HR
management in the second half of the 20th century. The emergence of numerous schools, including
national ones, in the field of HR management and the mutual exchange of experience call into question
the definitive classification of these approaches.

At the same time, it can be said that the functional description of management subsystems
does not fully reflect the content of the approach to enterprise personnel management. At the same
time, the issue of providing the enterprise with qualified personnel corresponds to the scope of tasks
outlined in the production plan and the required qualifications. Such tasks can be addressed using the
enterprise's internal resources or by external labor market participants. The choice of course of action
is largely determined by the qualifications of the resources available in the labor market. Therefore,
these relationships are regulated by existing institutional norms in the labor market (social partnership
and collective bargaining, minimum wage) and are supported by labor legislation.

Logically, the HR management system is divided into three subsystems: support, operation,
and development. All processes and subsystems are based on information support. Kibanov A.Ya.
interprets the personnel management system as: “a system in which personnel management functions
are implemented, including a number of functional subsystems specializing in the performance of
homogeneous functions in the most important areas of work with personnel” (Kibanov, 1997).

Each of the three subsystems can only function effectively when interacting with the other
two. The goals, functions, and vertical and horizontal functional relationships of the HR management
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system allow us to identify three main subsystems: support, operation, and development. The mutual
coordination of personnel management subsystems ensures the most complete use of the enterprise's
labor resources and is one of the conditions for increasing competitiveness in the market.

According to the conducted research, the directions in the functioning subsystem — labor
organization and labor protection, in the development subsystem — motivational mechanisms for
stimulating personnel activity are of particular importance for the reproduction of human resources of
coal industry enterprises.

The impact on employee behavior through opportunities for professional development (career
and training) is interconnected with both the functioning subsystem and the development subsystem.
All enterprise HR management subsystems are based on information support.

One of the most comprehensive approaches presented in post-Soviet literature (Emikh,
2023:134) identifies the following subsystems within the HR management system, each of which
implements a set of interconnected tasks:

- Working conditions subsystem.

- Labor relations subsystem.

- Personnel registration and accounting subsystem.

- Personnel planning, forecasting, and marketing subsystem.

- Personnel development subsystem.

- Remuneration and incentives subsystem.

- Legal support subsystem.

- Social infrastructure development subsystem.

- Organizational Management Structure Development Subsystem.

Thus, HR management concepts have significantly enriched enterprise management theory
and, at the same time, brought about significant changes in the practical tools used. Being a scientific
and methodological basis for the functioning of the enterprise’s personnel management system,
individual provisions of the considered concepts are effective when used in domestic enterprises.

No less important, but to date the least researched and in need of transparency and objective
assessment is the issue of payments for harmful and hazardous working conditions in the workplace.
Comprehensive inspections of the state of occupational safety at enterprises and in independent
divisions are carried out by a commission of employees of the Kazakhmys Corporation's management
apparatus with the aim of in-depth study of the entire range of safety issues:

- ensuring the safety of production processes and equipment operation;

- organizing preventive measures to prevent occupational injuries;

- increasing the responsibility of managers, specialists, and workers for compliance with
occupational safety requirements;

- assessing air quality, disease rates, and sanitary, health, and medical services.

The Executive Director of Kazakhmys Corporation LLP and the Director of the Occupational
Safety Department head the commissions for a comprehensive survey of the state of occupational
safety in the corporation's structural divisions.

At the same time, it should be noted that currently the legislation establishes only some
minimum acceptable guarantees when calculating certain payments. These include, for example,
additional payment for work at night and overtime (not less than one and a half times the tariff
rate (or official salary)), and on holidays and weekends (not less than double the rate). This means
that such additional payments and allowances, unrelated to any particular area of activity, must be
applied without fail. In all other matters concerning the establishment of these and other payments,
organizations are granted complete independence in determining the procedure and amounts of
payments. Under such conditions, trade unions have the right to demand higher compensation than
provided by law.

The issue of establishing additional payments for work in unfavorable (difficult, harmful,
or dangerous) working conditions deserves special attention. It was previously noted that the law
no longer requires such payments. Under these circumstances, trade unions or other employee
representative bodies are required to seek collective bargaining with employers to establish the
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procedure and amounts for such additional payments.

The liberal approach to regulating the labor market, approved by legislative acts of the Republic
of Kazakhstan, raises the question of the necessary degree of state intervention in reconciling the
interests of employees and employers.

Many domestic researchers have already identified the fundamental conditions for the use of
hired labor, which should be considered and enshrined in collective agreements.

According to modern concepts and trends in the development of labor relations, wages should
reflect differences in the production and technical conditions of work performance. For those who
work in production areas with higher physical and mental labor intensity, with working conditions
that are harmful and dangerous to the life of the worker, an increased salary should be established in
order to compensate workers for the increased expenditure of their vital energy (Kazakhmys, n.d.).

The current corporate standard serves as the organizational and methodological basis for
a comprehensive system for improving work efficiency, the most important elements of which
are occupational health and safety. Thus, the current regulatory and legal order determines the
independence of corporations in diagnosing the range of harmful effects and hazards of the production
process, as well as the degree of their deviation from normal conditions.

In practice, workplace certification is currently carried out by a service subordinate to the
enterprise administration, which may raise doubts about its objectivity and adequacy to the actual
state of affairs, since many harmful effects cannot be correctly assessed, even if labor inspectors are
involved, without special laboratory measurements. Thus, there is a problem with information support
for calculations and determining the amounts of additional payments and benefits applied in the
collective agreement. In the current situation, neither trade unions nor other employee representatives
can resolve this issue.

Accordingly, there is a need for state regulation of this process in terms of providing a
transparent information base on harmful and hazardous working conditions in the corporation’s
workplaces. The system of one-time measurements conducted by the corporation's occupational
safety department must be replaced by a system of external workplace audits, which should be
carried out with the participation of labor inspectors, representatives of the regional department of
labor, employment and social protection of the population, representatives of trade unions and the
corporation's administration.

Since the current legislation of the Republic of Kazakhstan does not provide for economic
methods of regulating allowances and compensation for harmful and hazardous working conditions,
we propose an organizational mechanism for regulating working conditions in corporations, which will
help trade unions form an objective information base for conducting negotiations within the framework
of collective agreements and assigning benefits and allowances for harmful and hazardous working
conditions (Figure 3) (Ukhanova&Shchegoleva, 2022:176).

The main result of our analysis based on the materials of Kazakhmys Corporation LLC is the
conclusion about the need for an objective assessment of working conditions, harmfulness and danger
of work at a specific workplace.

Currently, workplace certification is carried out by the corporation's occupational safety
departments, while, in our opinion, an independent audit is necessary with the participation of
representatives of the state labor inspectorate, the regional department of labor, employment and social
protection of the population, and representatives of trade unions (or independent experts invited by
them).

The results of the audit program implementation must be recorded in the enterprise passport,
which must be kept by the executive bodies, primarily the Ministry of Labor, Employment and Social
Protection, and serve as the basis for the payment of appropriate compensation and the establishment
of benefits.
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Fig 3. Organizational mechanism for regulating working conditions in corporations
(Ukhanova&Shchegoleva, 2022:176)

Based on the enterprise passport, trade union representatives will receive objective arguments
for coordinating the interests of employees and the enterprise administration.

Since state bodies, according to the current legislation, cannot use economic methods to
regulate working conditions at the enterprise, We propose an organizational mechanism that, based
on monitoring working conditions in the workplace, will provide an information base for trade unions
to make changes to collective agreements.

An external audit should be a systematically conducted event according to the relevant
program, which will form an objective picture of the state of working conditions in the workplace and
identify deviations from sanitary and hygienic requirements. Based on the audit results, an enterprise
passport must be drawn up, which must be available to enforcement agencies (state control bodies - the
state labor inspectorate) and, necessarily, the Ministry of Labor, Employment and Social Protection.
Thus, trade unions will have an objective information base for conducting negotiations within the
framework of collective agreements and assigning benefits and allowances for harmful and hazardous
working conditions.

Since payment for hazardous work must be made in accordance with the results of the current
corporate passport, which must be updated regularly, the Ministry of Labor, Employment and Social
Protection will be able to regulate this Enterprise Passport Ministry of Labor and Social Protection of
the Population, Regional Department of Labor, Employment and Social Protection of the Population,
Regional State Labor Inspectorate, Corporation, Trade Union Committee Monitoring the process and
compliance of payments based on objective characteristics of workplaces. Based on the enterprise
passport, trade union representatives will receive objective arguments for coordinating the interests of
employees and the enterprise administration.

To periodically update the enterprise passport, it is necessary to establish a regular monitoring
system that will make adjustments to the enterprise passport once a year in accordance with changes
in technologies and equipment used.

Formulation of the scientific problem and novelty

Problem: The need to balance high production costs (billion tenge in 2024), declining net profit
(by in 2024), and the need for investment in modernization amid copper price volatility.

Novelty: Analysis of the impact of ESG factors (environment, occupational safety) on
Kazakhmys's operational efficiency in the face of declining metal grades in ore.

- In H1 2025, KAZ Minerals achieved its highest ever half yearly ore throughput of 50.6 Mt
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in H1 2025 as the Group continues to focus on maximising operational efficiency.

- Copper production in H1 2025 decreased by 4% to 184 kt (H1 2024: 191 kt) due to an
expected reduction in the average copper grades processed and temporarily lower recovery rates at
Bozshakol due to the complex mineralogy of the ore.

- By-product output declined compared with the prior year as mining took place in areas with
lower by—product content.

- Copper sales of 176 kt in H1 2025 were 4% below production, as higher volumes of copper
concentrate were dispatched for toll processing at the Balkhash smelter. However, in the second
quarter, sales volumes of 96 kt exceeded production volumes as the Group was reduced goods in
transit.

Andrew Southam, Chief Executive Officer, said: “KAZ Minerals achieved its highest ever half
yearly ore throughput of 50.6 Mt, with both Aktogay and Bozshakol achieving ore processing records
in the year so far. These excellent results reflect the Group’s focus on enhancing operational capacity
which has resulted in copper output of 184 kt in H1 2025.”

KAZ Minerals delivered 370 kt of copper in 2025, narrowing year-on-year output reduction to
3% despite the expected decline in copper grades. This reflects the Group’s strategy to sustain strong
copper output through continuous improvements in operational efficiency.

Aktogay processed a record 62 Mt of sulphide ore in 2025, marking a new performance
milestone and reinforcing KAZ Minerals’ position among the leading global copper producers.

Precious metal output increased in Q4 due to higher ore throughput at Bozshakol and better
grades at East Region. Zinc output strengthened in Q4, driven by higher polymetallic ore grades at
East Region, with full year production of 54 kt, up 26% from 2024.

Copper sales totalled 360 kt in 2025, 3% below production, resulting from temporary logistics
constraints earlier in the year. Q4 sales rose 39% compared to Q3, reaching 107 kt. Some copper
cathodes remained in transit at year-end and will be recognised in January 2026, contributing to a
strong start to the new year.

Andrei Tretyakov, Chief Executive Officer, said: “KAZ Minerals completed another year of
strong output, produced 370 kt of copper and 132 koz of gold in 2025. The Group is well positioned
to respond to surging market demand for copper and precious metals. KAZ Minerals uses modern
technology to support tailored mine-to-mill initiatives and continues to expand the existing mines.
Management’s commitment to operational excellence enabled the Group to set a globally recognised
record throughput at Aktogay.”

Financial Performance (2024-2025): Gross revenue in 2024 increased by (billion tenge), but
net profit decreased to billion tenge.

Production Performance: In 2024, thousand linear meters were drilled, copper reserves
increased by thousand tons, gold reserves increased by — tons.

Personnel: Salary indexation in 2025 by the average salary across the corporation will be
thousand tenge.

Kazakhmys has signed a contract with the international consulting company JMJ Associates
(USA), which will conduct a strategic audit of the industrial safety and occupational health system
at all production sites. Nurakhmet Nuriyev, Chairman of the Board of Kazakhmys Corporation LLC,
discussed cooperation details with JMJ representatives.

JMJ Associates (USA) specializes in developing corporate culture and leadership in safety.
The goal of the joint project is to develop a sustainable safety culture at all Kazakhmys enterprises,
where caring for life and health becomes a personal value for every employee (Kazakhmys, n.d.).

The project will focus on two key areas:

- Developing personal responsibility for safety — where leaders lead by example and an
atmosphere of trust and openness is created within teams.

- Creating a safe work environment means eliminating risk factors and implementing systemic
solutions that make it easier to follow rules than to break them.

"The project is designed to last several years. We will train employees at all levels, develop
internal leaders, and develop safety ambassadors". "Our goal is to ensure that a safety culture continues
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to develop within the company after the project is completed," noted Renat Salimgaliev.

JMJ expects this collaboration to strengthen trust between employees and management, reduce
the number of injuries and incidents, and make safety a natural part of everyday work. As Nurakhmet
Nuriyev noted, all levels of management are involved in the project — from line managers to top
management. Based on the audit results, a long-term program will be developed to improve the
maturity of the safety system by 2028-2029, so that compliance with the rules becomes a natural
habit — like wearing a seat belt in a car.

Kazakhmys Company develops and stimulates personal and collective responsibility of
employees for compliance with occupational health and safety requirements, and promotes and
implements the widest possible implementation of advanced and international experience in the
development of a sustainable motivational mechanism for safe behavior at work among employees,
responsibility for their own life and health, as well as for the life and health of those working next
to them. To enhance safety culture and motivate employees in industrial safety and occupational
health, the company's divisions hold a quarterly "Safety Hour" event. The committee then decides
on employee awards.

Conclusions:

Calculation-based conclusions: "Despite revenue growth for 2024, the decline in net profit is
due to rising costs and capital expenditures."

Proposed measures: Optimization of production costs through digitalization (taking into
account data) and sales diversification (given the decline in exports to China).

Increased investment in geological exploration ensures the company's sustainability.

Kazakhmys's primary goal is to improve plant operations and create a safe environment for its
employees.

As evidence of the company's increased focus on occupational safety, its business units are
scheduled to gradually achieve ISO 45001 certification (Kazakhmys, n.d.).

Implementing international standard requirements at enterprises will help continue efforts to:

- provide employees with workplaces that are safe and healthy

- preventing work-related deaths, injuries, and ill health

- providing a basis for risk management

- increasing employee engagement in occupational health and safety

- continuously improving the performance of the occupational health and safety (OHS)
service.
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