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CHANGE OF THE HR MANAGEMENT IN KAZAKHSTAN

Summary. In this article considered formation of the HR -management in market economy of Kazakhstan in
socio- economical and socio-political restructuring conditions. One of the main purposes of article is to make plan of
direction in which necessary to find the ways of solution of problems and definitions like professional culture of HR-
management, instead of to resolve all questions which were considered and have in it the mass of stumbling blocks
concerning classification.
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The problem of HR-management was always popular in our country, at present time mass outflow of
qualified and highly professional shots abroad still happening, the determining problem like type of
professional culture of personnel management still exist and demands studying.This work doesn't apply
for a full scientific explanation of the designated questions and the theory basis, its purpose is to make
direction plan of researches, to introduce some amendments in the idea created today in personnel
management culture. [1] |

Appearance of the HR specialists having preparation in the field of industrial sociology and
psychology meant original revolution in traditional forms of personnel work. With the advent of human
resource management as specialized staff activity in system of modern management is connected with
formation of personnel management which gradually integrates and transforms the developed forms of
personnel work. Assimilation of system approach ideas, development of various models of the
organization as systems (not only functioning, but also developing) on the basis of new approach in
personnel management — management of human resources was created an important stage of this
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process. [2]

For Kazakhstan formation of this new professional activity happens in the conditions of radical socio-
economic and socio-political restructuring therefore immaturity of the institutional environment leads to
development of new personnel technologies is slowed down by traditional forms of the personnel work
inherited by infrastructure. In this regard the institutionalization of "HR manager" profession,as well as
many other specializations in management, can't normally function today neither business, nor
government institutions, goes the twisting way.

Core of any organization is people working in it and who need to be operated. Personnel management
system very versatile and has man sides. It includes all aspects of interaction of workers with the
organization.

Human resource management of the organization is purposeful activity of an administrative board of
the organization, heads and specialists of divisions of a personnel management system. It includes
development of the concept and strategy of personnel policy, the principles and methods of control over
the personnel.

In Soviet period of HR-managers called personnel officers. Usually functions of these people were
reduced to filling of service records and sending people for rest according to the Labor code of RK, ran a
personal business, wrote duty regulations, and gave out the admission. This work was easy, and didn't
demandspecialefforts.

When blew the wind of change from the West, personnel officers, whose competence doesn't include
care of overall performance of each employee, ceased to arrange the companies.

Today a duty of personnel experts is development and maintenance of corporate culture of the
company. Together with the management, HR manager has to formulate the purposes and organization
mission, to bring them to employees, to hold events which would promote strengthening of internal
culture and spirit of the company (for example, partics on the occasion of company birthday, joint
departures on the nature).

Admittedly recruiters and workers of the sphere of human resources, the HR-manager is very
perspective profession. They believe that more and more companies in Kazakhstan will pay attention to a
problem of efficiency selection of workers because shots play a crucial role in fight against competitors.

Already now experts of this profile earn very not bad, especially if they serve in the foreign companies.
Eventually more and more heads convinced that the main thing is people. Respectively, demand grows for
employees who able to increase efficiency of this major resource.

As a whole it should be noted that people of this profession always have a work. While there is a labor
market whiles the companies, banks and insurance companies are born and die -"HRs» will be necessary
to all.

Quite recently HR managers in firms were responsible for everything, as for "a human factor" — from
document flow and timely filling of vacancies before holding corporate parties. At the same time and for
all other, than nobody ¢lse didn't want to be engaged, relation like that meets and now.Today we deal,
first, with expansion of specializations in the field of human resource management and, secondly, with
increase of the importance of HR divisions and their heads in management of the enterprises.

Today we deal, first, with expansion of specializations in the field of human resource management
and, secondly, with increase of the importance of HR divisions and their heads in management of the
enterprises.

Who today it is possible to become, working in the field of HR-management?

I will notice that names of concrete positions at different employers can differ, therefore to understand
a real labor portfolio of the expert and his position in organizational hierarchy it is possible only from the
announcement text.

The most widespread categories of workers:

- top managers: the HR director, the deputy of general director of the personnel, the director of
personnel policy, etc.;

- heads of an average link: the personnel manager, the head of the HR department, the unit manager in
personnel service;

- HR managers ("all in one"): HR-managers, the HR-managers operating the personnel, etc.;

- Specialists in work rationing, privileges and compensations, analysts, etc.;

- Training managers and specialists in personnel development;
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- Recruiters, HR-managers;

- Clerks: HR-officers, document flow managers, HR- specialists, etc. [3]

What distinguishes heads? Qualification, ability to make independent decisions and be responsible.
Besides, it is necessary to possess sufficient ambition, desire and ability "to work others hands". [4]

If before personnel work was function of lincar heads of various level and a rank, and also employees
of the HR departments which are engaged in registration, control and administrative activity, emergence
of the administrative function connected with providing due level of personnel capacity of the
organization, essentially expanded the range of tasks and increased value of this direction of management.

Outlined on a threshold of the new millennium of change in the corporate governance, caused by
globalization of the markets and industry structures, shifts in architecture of workplaces and a labor
demography, orientation to the high income of owners, fast and continuous organizational and
technological changes, are strategic. They cover not only business as a whole, but also the organization of
personnel work in corporations.

Without clearly formulated strategic objectives of corporation and main ways of their achievement
personnel work loses the meaning. And if strategy of corporation isn't articulated”, the HR manager has to
collect information on its major components on particles: key factors of the external and internal environment,
the strategic directions expected financial results, strategic threats and risks, behavior strategy in the market of
services and sale of production, strategy of productiondevelopment, segmentation of the vital markets and the
main tendencies of their restructuring. The thorough and constantly updated knowledge of the personal
working in business to which the corporation devoted itself, becomes a decisive element of professional
competence of the expert in human resources. Without knowledge impossible to develop and realize viable
personnel strategy which has to be well planned answer to corporation business strategy.

And it's possible to consider such problem as a definition problem like professional culture of
personnel management. Or the solution of this problem and find a definition like professional culture of
HR-management instead of resolve all questions which were considered and have in it the mass of
stumbling blocks at least concering classificationto

In the Conclusion I want to say that it would be desirable to note the following if the HR manager is
professional, he will successfully realize the functions, especially in the conditions of crisis. He will
actively participate in development of the anti-recessionary program, to enter anti-recessionary committee
and actively to realize anti-recessionary actions: reduction of number of the personnel, reduction of social
expenses, cut in expenditure on material support of employees, etc. As it was possible to notice, the image
of the modern HR-director differs from less odious managing director on staff recruitment radically.
Change the positions of management in the work sphere with the personnel is strongly connected with a
positive tendency of development of the organizations of a sample of the XXI century.. These companies
have democratic system of work with the personnel. Only they will be able to resist competitors, and in
turn means that the economy of all country as a whole will start improving, therefore, carefully picked up
and economically competent experts will lead us to prosperity!
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KA3AKCTAHJIATEHI HR-MEHE/DKMEHT POJIHIH O3TEPYI

Byn makamaga TyGereitnmi cormmamipl-SKOHOMUKATHIK JKOHE COIMANABI-CAsCH o3repic >KarjaibiHaa HR MeHemKMeHTTIH
KazakcTaH HaphIKTHIK SKOHOMUKACHIHAA KAIBIITACYHl KapacThIPhUIFaH. MakataHbIH HeTi3ri MakcaThl KiTacCH(UKAISIIaHy
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CYpaKTaphl CHSIKTHI KapacTHIPBUTFaH GapiiblK cypakTapasl menmielt, HR MeHeKMEHTTIH Kaciby MaJIeHUeT TYPIH aHBIKTANTHIH
JKSHE KUBIHIBIKTAP,THI TTIEMeTiH GaFbITTh aHBIKTAY GOBIT TabhlIa Ibl.
Tipek co3nep: HR MeHeKMEHT, Ka[PIIBIK KYMBIC.
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M3MEHEHUE POJIM HR MEHEJUKMEHTA B KA3AXCTAHE

B nmammoit ctathe paccMmaTpuBaeTcsl cTaHOoBIeHMe HR MeHekMeHTa B PRIHOUHOM skoHoMuKe KazaxcTaHa B YCIOBHSIX
KOPEHHBIX COIMATLHO-PKOHOMITIECKHX W COITMABHO-TIONMUTHYECKUX Ipeobpa3oBanuii. [lempio cTathyl ckopee HaMETHUTh
HaIpaBJIeHre, B KOTOPOM Hy’KHO HM/TH Ha IyTH K PEIeHUIO poGleM U olIpeielleHrs TUIla MpodecCHOHATHON Ky IbTypbl HR
MeHeKMEHTa, & He Pa3peliTh BCe BOIPOCH], KOTOPBIE pacCMaTpUBAIVICh M UMEIOT B cebe Maccy KaMHeW NIPeTKHOBEHHS I10
BoIIpocaM KiaccupUKaI .

Kirouesbie ciioBa: HR MeHexMeHT, kajipoBast padora.



