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SOME INNOVATIVE METHODS OF THE CIVIL SERVICE PERSONNEL
MANAGEMENT IN THE REPUBLIC OF KAZAKHSTAN

Personnel management is the main factor of modern society economic success. This significantly
changes the very concept of “human resources management” - it goes from a simple prompt solution to
the determination of problems arising the definition of people future needs, as well as the development
of both their labor and creative potential. In this regard, it should be emphasized that in business, espe-
cially in large-scale one Personnel management is focused on solving strategic tasks of the organization
innovative development, in other words, its goals and principles must comply with the organization
basic strategic concept, and the function of personnel management must be taken into account when
developing the organization strategy. The aim of the study is to determine the new technologies effec-
tiveness in public administration. This is called service-oriented thinking. In short, service systems are
the location of systems that create value and include people sharing information, technology and orga-
nizations, as well as language, measures, models, laws, etc. The main carrier of new competitive ideas,
solutions, non-standard tasks or new ways of solving standard problems is the personnel. Creation of an
efficient and effective system of public administration is a necessary condition for ensuring the dynamic
social and economic development of our country. Therefore, the number one task remains to improve
the effectiveness of public administration, strict observance of the rule of law by state officials, and the
provision of high-quality public services to the public. Thus, the urgency of researching innovative meth-
ods of the personnel management system in a state institution is due to the need for timely formation
and development of innovative mechanisms for making managerial decisions that are adequate to the
requirements of the modern economy, scientific and technical and information progress. Analyzing the
foreign experience of the above countries, it should be noted a number of features that are of practical in-
terest and can be taken into account in the process of improving the public service system of Kazakhstan:

- in the countries examined, the professionalization of the state apparatus is carried out on an ongo-
ing basis;

- flexible methods of human resources management (personnel management);

- there are mechanisms for transferring the best employees with experience between the public and
private sectors.

Analyzing the experience of foreign countries, it is necessary to determine the level of public confi-
dence in the system of competitive selection and the level of confidence of civil servants and citizens in
the mechanism for implementing the principles of meritocracy, that is, raising the career ladder with merit.

During the development of innovative methods, knowledge of the program being implemented in the
public service is acquired; knowledge of the best personnel technologies used in the modern public service
of foreign countries; knowledge of the possibilities and limitations of the use of traditional and innovative
human resources management tools in the civil service management practice; the ability to make a reason-
able choice of a specific staff tool, taking into account the purposes of its application, as well as the specif-
ics of the given situation; skills of developing procedures and documents by the personnel department.

This is called service-oriented thinking. In short, service systems are the location of systems that cre-
ate value and include people, share information, technologies and organizations, as well as language,
measures, models, laws, and so on.

Key words: personnel, management, efficiency, governance, innovation, competence.
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MeMmAekeTTiK KbI3MeTLLIAePAiH, NepCOHaAbIH 6acKapyAarbl
KaszakcraH Pecny6AnKacbiHAAFbl MHHOBALLMSIABIK, DAiCTEpI

lNepcoHanabl 6ackapy Kasipri KOFamMHbIH 3KOHOMMKAAbIK, TabbICTbIAbIFbIHbIH 6acTbl (hakTopbI
GOAbIN TabbiAaAbl. ByA TYCIHIKTIH MaHbI3biH e3repTeAi. «[lepcoHarAbl 6Gackapy» — OA KapanaibiM
JKEAEA  LLELIIMAEPAIH MOCEAEAEPIHEH aAAMAAPABIH  OOAalllakTarbl  KaXKETTIAIKTEpPIH  aHbIKTayfa,
COHbIMEH KaTap OAapAblH €HOEK, LiblFapMallibIAbIK, MOTEHLMAAAAPbLIH AaMbITaabl. OCbiFaH GaAaHbICTbI
OGu3HecTe epeklie ipiMaciuTabTbl atan eTkeH »eH. [lepcoHarabl 6ackapy MeKemeHiH MHHOBALMSIAbIK,
AaMybIHAAFbl CTPATErmnsIAbIK, MIHAETTEPAI Lelleyre OarbiTTaAFaH Gackalla alTKaHAA OHbIH, MakcaTTapbl
MEH KaFuAaAapbl MEKEeMEeHiH Heri3ri cTpaTervsAblk, AaMy KOHLEMUMSACbIHA COMKEC KeAyi KaxkeT, aA
nepcoHaAAbl 6ackapy PyHKLMSICbIH MEKEMEHIH, CTPATErMSICbIH OHALY Ke3IHAE eCcKepy Kepek. 3epTTeyAiH
MakcaTbl — MEMAEKETTIK 6acKapyAarbl >KaHa TEXHOAOTMSAAPAbIH TUMIMAIAIMIH aHbikTay. Herisri xaHa
GocekekabiAeTTi MAEIAAPAbIH, LIELIMAEPAIH, CTaHAAPTTbl €MeC TarcCbipMaAap HEMece CTaHAAPTTbI
TarcbIpMaAapAbIH LIEWIAYIHAEM >KaHa ©AICTEPAIH BKeAyLliCi nepcoHaA. >KyMbIC iCTell aAaTbiH >KeHe
TUIMAI MEMAEKETTIK 6ackapy >KYMECiH Kypy — €AAiH KapKbIHAbI 9AEYMETTIK-3KOHOMMKAABIK, AaMyblH
KamTamacbi3 eTyi KaxxeTTi. COHAbIKTaH GacTbl MOCEAE MEMAEKETTIK 6acKapyAarbl TMIMAIAIKTI apTTbipy
GOAbIN KaAa 6EPMEK, MEMAEKETTIK KbI3METKEPAEPAIH KaTaH, 3aHABIAbIKTbI CaKTay, TyPFbIHAApPFa CaraAbl
>KAPUAAbIAbIKTA Kbi3mMeT KepceTy. COHbIMEH, MEMAEKETTIK MEKEMEAEPAEri MepCoHaAAbl Hackapy
JKYMECIHAETT MHHOBALIMSIABIK, SAICTEPAI 3epTTey ©3eKTIAiri 6acKapylubIAbIK, LIewiMAEPAT Kabbiaaay
AEPKe3Ai KaAbINTACTbIPY XKOHE MHHOBALMSAbIK MEXaHU3MAEPAIH AaMYbl, Ka3ipri 3aMaHFbl 5KOHOMMKAHbIH,
FBIABIMU-TEXHMKAABIK, >KOHE aKMapaTTbiH MPOrpecTiH TaAarnTapbiHa XXETKIAIKTI GOAybI LIAPT.

KepceTiAreH eapepaeri werteaaik ToxipnbeHi Taapai keae, KasakCTaHHbIH MEMAEKETTIK KbI3MeT
JKYIMECIH XXeTIAAIPY NpoueciHAe epeklie NPaKTUKAAbIK, MYAAEAEPAIH eCKEPIAYi KaXKeT:

— KapacTbIpbIAFAaH €AAEPAE MEMAEKETTIK amnnapatTbl MaMaHAAHAbIPY TYypakTbl Herizae >kysere
aCbIpbIAAAbI;

— aAamn pecypcTapAbl 6ackapyAblH bIHFANAbI 9AICTEPI EHAIPIAYAE (KAAD MEHEAXKMEHTI);

— ToxipnbeAi epekiue KbIBMETKEPAEPAiH TpaHCdep OOMbIHILA MEMAEKETTIK YKOHE XKEKe CEKTOPAAp
apacbliHAQ MEXAHM3MAEP SpeKeT eTeA,.

LUeTeaaixk Toxipmbere cyileHe oTblpa KOHKYPCTbIK, IPIKTEY XKYMECIiHE >KoHe MEMAEKETTIK Kbl3MeT
MeH asamaTTapAblH MEPUTOKPATMS KaFMAAAAPbIH XKy3ere acbipyFa, siFHM 6acnaAAakmeH CiHipreH eHOeriH
eckepe OTbIPbIN XXOFapblAayblHa TYPFbIHAAPAbI CEHAIPY. MHHOBALMSIABIK, DAICTEPAI Mrepy GapbiCbiHAA
MEMAEKETTIK KbIBMETTE >Ky3ere acblpy OaraapAaMasapbiH vrepy OGIiAIMAEPIH; LIeTEeAAepAEri Kasipri
3aMaHFbl KOAAQHATbIH Y3AIK KAAPAbIK TEXHOAOTMSIAAPAbI GiAy; MEMAEKETTIK KbI3MET KaApAapblH
6ackapy mnpakTMKacbiHAa 6ackapy MepPCOHAAbIHbIH ASCTYPAI >k8HE WHHOBALMSIAbIK, KypPaAAapbIH
KOAAQHY MYMKIHAIKTEPI MeH LUeKTeYAepPiH OiAy; KOAAAHY MaKCaTblH €CKepe OTbIPbIN HAKThbl KYPaAAADI
TaHAQYAbl Herizaeint GiAy; paciMAgY >kKoHe KyyKaTTapAbl MEpPCOHaAAbl OaCKapyMeH eHAEY AAFAbICbl.
byA Kbi3meTke OGarbITTaAFaH oMAay Aen ataraabl. Kbickallua anTKaHAQ, KbI3MET KepCeTy caaacbl — OyA
SKYMeAepAiH OpHbIKTaAYbl, KYHABIAbIKTAPAbI KYPalTbIH KOHE aAaMAAPAbl KOCATbIH, akmapaTt aAmacy,
TEXHOAOTMSAAP MEH YIMbIMAAP, COHAAM-AK, TiA, LApaAap, MOAEAbAEP, 3aHAApP XoHe T.6.
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MHHOBaLMOHHBbIE METOADI B yNIPABA€HUU NMEPCOHAAOM
roCyAapCTBEeHHOI CAYX6b1 B Pecny6anke KasaxcraH

YnpaBaeHue NepCoOHAAOM SIBASIETCSI TAABHbIM (PAKTOPOM 3KOHOMMUYECKOro ycrexa COBPEMEHHOro
o6LiecTBa. ITO CyLWECTBEHHO MEHSIET CaMO MOHSITUE «YTpaBAEHME MEePCOHAAOM» — OHO NMEPEXOANT OT
MPOCTOro OMepaTMBHOIO PeLleHMsi BO3HMKAIOWMX MPOOAEM K OMpeAeAeHunto ByAyLmx noTpebHocTen
AIOAEM, @ TaKXKe K PasBUTUIO KaK MX TPYAOBOTO, Tak M TBOPHYECKOrO MOTEHLIMAA.

B sToin cBS3M cAeayeT 0COBO OTMETWUTL, YTO B OM3HECe, 0COGEHHO B KPYMHOMACLLUTabHOM,
yrpaBAeHME MEepPCOHAAOM OPMEHTMPOBAHO Ha pelleHue CTpaTerMuyeckmx 3asad MHHOBALMOHHOTO
Pa3BUTMS OPraHU3aLMm, UHBIMU CAOBaMM, €r0 LIeAM 1 MPUHLMIIbI AOAXKHbI COOTBETCTBOBATb OCHOBHOM
CTpaTerMueckom KOHUEMUMM PasBUTMS OpraHMsaumu, a cama (QyHKUMS YMNpaBA€HUs MEPCOHAAOM
AOAXKHA YUMTbIBATbCS MNP pa3paboTke CTpaTerny opraHmn3aumnm.
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Llenb wnccaepoBanmns — onpeaeAntb 3(PAMEKTUBHOCTb HOBbIX TEXHOAOTMI B yNpPaBAEHWM
NMepCcoHAAOM B TOCYAAPCTBEHHOW CAy>K6e. OCHOBHbIM HOCUMTEAEM HOBbIX KOHKYPEHTOCMOCOOHbIX
WA, peLleHni, HECTaHAAPTHbIX 3aAa4 UAM HOBbIX CMOCOOOB pelleHnsl CTAHAAPTHbIX 3aAad SIBASIETCS
nepcoHan. Co3paHue paboTocnocobHOn M 3PMEKTUBHON CUCTEMbI TOCYAAPCTBEHHOMO YNPABAEHMS
— HeoOX0AMMOe YyCAOBUe obecrneveHuss AMHAMUYHOTO  COLMAAbHO-3KOHOMMYECKOrO pPasBMUTUS
Hawemn cTpaHbl. [ToToMy 3apavert HoMep OAMH MO-MPEeXKHEMY OCTAeTCs MOBbIleHWe 3(PPeKTUBHOCTHU
rOCYAQPCTBEHHOIO YMPaBAEHMS, CTPOrOe COOAIDAEHME TOCYAAPCTBEHHBIMM CAY>KALLMMU 3aKOHHOCTH,
NPEAOCTAaBAEHME MMM KQYeCTBEHHbIX MyOAMYHbIX YCAYr HaceAeHuto. Takmm 06pasom, akTyaAbHOCTb
MCCAEAOBAHNSI MHHOBALIMOHHbIX METOAOB CUCTEMbI YMPABAEHMS MEPCOHAAOM B TOCYAAPCTBEHHOM
yupexxaeHun 0b6ycAoBA€HA HEOOXOAMMOCTbIO  CBOEBPEMEHHOIO  (DOPMMPOBAHUS U PA3BUTUS
MHHOBALMOHHbIX MEXaHW3MOB TMPUHSTUS  YNPABAEHUYECKMX PELUEHWIA, aAEKBaTHbIX TpeboBaHMSM
COBPEMEHHOM 3KOHOMMKM, HaYHYHO-TEXHMYECKOrO M MH(OPMALMOHHOIO nNporpecca.

AHaAM3unpys 3apy6eskHblit OMbIT yKa3aHHbIX CTPaH, CAEAYET OTMETUTb PSIA OCOGEHHOCTEN, KOTOpble
NPEACTABASIOT MPAKTUYECKMIA UHTEPEC U MOTYT ObITb YUTEHbI B MPOLIECCE COBEPLIEHCTBOBAHMSI CUCTEMbI
roCyA@pCTBEHHOM CAY>Obl KazaxcTaHa:

— B PACCMOTPEHHbIX CTPaHax NpogecCMoHaAn3aums roCyAapCTBEHHOIO annapara OCyLLEeCTBASETCS
Ha MOCTOSHHOWM OCHOBE;

— BHEAPEHbI TMOKME METOADI YIPABAEHUS YUEAOBEYECKMMU PECYPCamMM (KAAPOBbI MEHEAXKMEHT);

— AEVCTBYIOT MeXaHM3Mbl MO TPaHCMEpPy AyYlIMX COTPYAHWMKOB C OMbITOM pPaboTbl MEXAY
roCyAQPCTBEHHbIM 1 YaCTHbIM CEKTOPaMM.

AHaAM3MPYs OMbIT 3apyOeXKHbIX CTpaH, HEOOXOAMMO OMPEAEASTb YPOBEHb AOBEPUSI HACEAEHUS
K CUCTeMEe KOHKYpPCHOro oTbopa M ypoBEHb AOBEPUSI TOCYAAPCTBEHHbIX CAYXKALUMX M FPaxAaH K
MexXaHW3My peaAm3aumm MPUHLMINOB MEPUTOKPATUM, TO €CTb, MOBbLILEHNS MO KapbepHOM AeCTHULE C
YYETOM 3aCAyT.

B xoAe OCBOEHMSI MHHOBALLMOHHbBIX METOAOB NMPUOBPETAIOTCS 3HaHKME MPOrpammbl, PeaAn3yemon
Ha roCyAApPCTBEHHOW CAY>K6€e; 3HaHME AyULIMX KAAPOBbIX TEXHOAOTMI, MPUMEHSIEMbIX HA COBPEMEHHO
rOCYyAQPCTBEHHOM CAY>K6e 3apy6exkHbiX CTpaH; 3HaHWe BO3MOXHOCTEN M OrpaHUueHUil MPUMEHEHMS
TPAAMUMOHHBIX M MHHOBALMOHHbBIX MHCTPYMEHTOB YMpPaBAEHWS MEPCOHAAOM B MPaKTMKe YNPABAEHMS
KaAPaMM FrOCYAQPCTBEHHOM CAY>KObl; yMEHME AeAaTb 06OCHOBaHHbI BbIGOP KOHKPETHOIO MHCTPYMEHTA
nepcoHaAa C YYETOM LEAel ero MPUMEHEHMs, a TakKe OCOBEHHOCTEN 3aAaHHOM CUTyalmu; HaBbIKM
pa3paboTKM MPOLEAYP M AOKYMEHTOB OTAEAOM MePCOHaAa. ITO Ha3bIBAETCS CEPBUCOPUEHTUPOBAHHBIM
MbILIAEHMEM. APYTMMM CAOBaMM, CUCTEMbl OOCAY>KMBAHWMS — 3TO PACMOAOXKEHWE CUCTEM, KOTOpble
CO3AQIOT LIEHHOCTb M BKAIOYAIOT AIOAEI, 0OMEHUBAIOTCS MH(OPMALIMEt, TEXHOAOT USIMU M OPraHU3aLmMsIMK,

a TaKk>Ke S3bIKOM, MepPaMU, MOAEASIMU, 3aKOHaMM U T.A,.
KatoueBble cAoBa: nepcoHaa, yrnpaBaeHne, 3peKTBHOCTb, FOCYAAQPCTBO, MHHOBALIMS, KOMMETEHLMN.

Introduction

Personnel management is the main factor of
the economic success in modern society. Since
the beginning of the 21st century, in the personnel
management sphere, there has been a gradual shift
in emphasis from technocratic approaches that
regulate the labor process content to a holistic
approach based on the workers’ labor opportunities
long-term development. This changes the “personnel
management” very notion significantly — it transfers
from a simple operational solution of emerging
problems to determine the people future needs and
also the development of both their labor and creative

In this connection, it should be specially noted
that in business, especially in large-scale one,
personnel management is oriented towards solving
strategic tasks of the organization innovative
development, in other words, its goals and
principles must correspond to the basic strategic
concept of the organization development, and the
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personnel management very function must be taken
into account when the organization’s strategy is
developed.

Resource Management function of service
oriented establishment is towards redeploying
people, reconfiguration of organizations, sharing of
information and investment in new technologies,
order to effectively create the value of knowledge in
the service relationships (Arsanjani, 2004).

That is known as service oriented thinking.
In short, service systems are the arrangement of
the systems that create value and include people,
share information, technology and organizations as
well as language, measures, models, laws, and so
on(Demirkan, H., Kauffman, R. J., Vayghan, J. A.,
Fill, H.-G., Karagiannis, D., & Maglio, P. P. (2008)).

Material and Method

Material and Methods - should consist of a
description of the materials and the progress of

The Journal of Economic Research & Business Administration. Ne3 (125). 2018 37



Some innovative methods of the civil service personnel management in the Republic of Kazakhstan

the work, as well as a complete description of the
methods used.

A key role in improving the civil service
system is assigned to strengthening the country’s
human resources capacity. In terms of nations
“100 concrete steps” of the President of Republic
of Kazakhstan, fifteen steps are aimed at raising
the professional level of the state apparatus. As
part of the reform, it is planned to modernize the
procedure for entering the civil service, and the
system of labor remuneration.

In accordance with the Decree of the President
of the Republic of Kazakhstan “On the conduct
of attestation of administrative civil servants of
the building” B “, a unified framework for the
competencies of civil servants is developed,
consisting of 11 competences, grouped into 4 blocks
(Bajmenov A.,2000).

One of the functions of the Department of the
Agency for Civil Service and Anti-Corruption
is testing for knowledge of the legislation of
the Republic of Kazakhstan for the candidates
of Corps “B”, for the subsequent possibility of
participants to participate in general or internal
competitions for admission to the civil service.
Methods for assessing the merits of employees, in
general, are diverse:

— questioning,

— score and expert evaluation,

— grouping of employees according to the results
of their work evaluation, etc.

In this regard, it is necessary to choose the most
suitable model of motivational management in the
public service system.

Note that if the actual motivating factor for
public servants is material interest and self-
realization, then as a strategic direction to increase
the efficiency of motivation and stimulation of the
work of public service employees, it is possible to
propose the use of a system of personnel motivation
that provides management aimed at achieving the
desired results.

There is no way to make rational managerial
decisions without information about the current
state of things and how things relate to each other.
We use scientific research methods in order to learn
how things really are, rather than just how we think
they are. The quality of the decisions we make is
only as good as the information that went in to
them.

The theoretical basis for the study of the
effectiveness of the system of motivation for
work was the work of domestic (Abdrasilov B.S,
Baymenov A., Maydyrova A. and so on).

To the modern understanding of the role and
importance of personnel managementin the provision
of strategic plans, many large organizations came
after major failures in the implementation of very real
programs for which large financial resources were
allocated (Yermekbayeva M.K., 2001). But, focusing
on financing projects, they forgot about hiring and
training issues; Hired in the period of increased
demand for labor; did not select effectively the age
or professional structure of staff, etc. F. Taylor, a
representative of the management classical school
developed the principles of personnel management
in production. G. Ford, M. Weber, A. Fayol were the
predecessors of this theory(Cole, G.A., 2004).

Results and discussion

In Kazakhstan, public service is based on the
principles, fixed by the Law of the Republic of
Kazakhstan of July 23, 1999, No. 453-1 «On Civil
Service». These include the principles:

— legality;

— Kazakhstan’s patriotism;

— Unity of the civil service system, regardless of
the division of state power into legislative, executive
and judicial branches;

— priority of the rights, freedoms and legitimate
interests of citizens before the interests of the state;
accessibility, that is equal rights of the republic
citizens to access to public service and advancement
in public service in accordance with their abilities
and professional training;

— Voluntariness of citizens’ admission to the
civil service; professionalism and competence of
civil servants; equal pay for the performance of
equivalent work;

— mandatory implementation of decisions
taken by higher state bodies and officials within
their authority, for subordinate civil servants and
employees of lower state bodies;

— subcontrolness and accountability of civil
servants;

— accounting for public opinion and publicity,
with the exception of activities that constitute state
secrets or other secret protected by law;

— legal and social protection of civil servants;
encouragement of them for conscientious, proactive
performance of official duties, fulfillment of tasks of
special importance and complexity;

— personal responsibility for non-fulfillment or
improper performance of official duties by a civil
servant and exceeding his authority;

— encouragement for civil servants continuing
education.
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The organization personnel management
is the purposeful activity of the organization
top-management, as well as the personnel
management system, including the concepts and
strategies for personnel policy, together with the
principles and methods of personnel management
development.

Human Resource Management as “A process of
hiring & developing employees so that they become
more valuable to the organization is known as
Human Resource Management”. Human Resource
Management includes job analyses, human resource
planning, recruiting, orientation, training and
development, management of wages and salaries,
evaluating performance, providing benefits and
incentives, communicating and resolving disputes
(Business Dictionary, 2013).

Human Resource Management which is
also known as human Resource (HR), is mainly
responsible for generating, implementing and/or
administration of policies leading to the employee
behavior and the also behavior of company towards
its employees. The main functions of Human
resource Management include recruitment &
retention, motivation, exit interviews, assignment
selection, training, performance reviews, labor law
compliance, professional development and change
management (2011, 30).

On the other hand, (Armstrong, 2006) defines
Human Resource Management as: “A strategic
and coherent approach to the management of an
organization’s most valued assets — the people
working there who individually and collectively
contribute to the achievement of its objectives”.

By the President of the Republic of Kazakhstan
Decree No. 883 of August 6, 2014, the Agency
of the Republic of Kazakhstan for Civil Service
and Anti-Corruption Affairs was established. The
Agency was created with the functions and powers
to assess and control the quality of public services,
combat economic and corruption crime, identify and
prevent corrupt practices, investigate and uncover
corruption crimes.

Monitoring the purity of the public service
system preventive and preventive activities
are a priority for the Agency. Together with
conducting monitoring of the staff and state
posts of the civil service either, including the
Republican database on civil service personnel
formation. This event is widely explained in
the Anti-Corruption Strategy of the Republic of
Kazakhstan for 2015-2025.

Increasing the staff role and changing attitudes
toward it is associated with changes in production:
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traditional conveyor technology has sought to
minimize the possibilities of human intervention in
technological processes, making them independent
from the labor skills. Gradual increase in the science
intensive production role, as well as the introduction
of robotics, flexible production complexes based
on computer technology and modern means of
communication led to a reduction in staff, but an
increase in the proportion of specialists and high
qualified workers. The role of skills in physical
manipulation gradually decreases meanwhile the
conceptual skills importance increases (the ability to
represent complex processes in an integral system,
to conduct a dialogue with a computer, to understand
statistical quantities). Attention and responsibility,
oral and written communication skills are of
particular importance at present (Krasovskii Y. D.,
1997: 362)

One of the functions assigned to the civil service
managementofthe Agency for Civil Service and Anti-
Corruption Department is testing for knowledge of
the Republic of Kazakhstan legislation for the Corps
«B» candidates — for their subsequent possibility to
participate in general or internal competitions for
admission to the civil service.

Based on the results of the candidates for the
B Corps testing from January 4, 2017 to March
10, 2017, the following data were received: 396
candidates were tested6 among them 139 people
passed the test (35.1%); 257 did not pass the
testing (this is 64.90%) and 136 candidates passed
only an assessment of personal competencies (see
figure 1).

As a result of the information on the results of
the testing of the candidates of the corps «B» from
January 4, 2017 to March 10, 2017, the following
data: 396 candidates were tested among them, 136
passed personal competencies assessment testing
(that’s 35.1%); 257 did not pass the testing (that’s
64.90%) (see figure 1):

As the indicators show, more than 60% of
candidates received results below the threshold.
The main reason for which are not only the nervous
tension of the tested, but also their poor preparation
for the tests themselves.

In 2017, surveyed and interviewed 170
civil servants or 88.1% of the total number of
dismissed persons. The purpose of this study
was to clarify in depth the factors influencing the
public servants motivation and the possibilities to
improve motivation and productivity level, both
for individuals and for the state institutions system
in general (Maslow A.H., 1970). According to
the analysis, one of the main reasons for the civil
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service personnel withdrawal on their own will
is to switch to another more profitable and less
emotionally expensive work. Figure 2 below shows
the results of the analysis to identify the causes of
withdrawal:

— 17 civil servants — or 10% — retired due to low
wages;

— 12 civil servants — or 7.1% — because of high
workload;

— 141 people — or 82.9% — for other reasons.

Figure 1 — Results of the corps «B» candidates testing from January 4 to March 10, 2017

Figure 2 — The results of the conducted analyzes on revealing the reasons for leaving
the civil service in the Republic of Kazakhstan on their own will

Questions regarding job satisfaction were also
studied. Thus, according to polls conducted among
154 civil servants (91.0% of the respondents), the
work was consistent with their goals and expectations.

Below are the remaining survey results:

— 161 civil servants (94.7% of the respondents)
believe that their opinion is taken into account when
making important decisions;

— 146 civil servants (85.8% of the respondents)
saw the prospects of their official growth in the
public system;

— 62 civil servants (36.4% of the respondents)
were detained at work and worked on weekends.
Most of the respondents who answered this question
noted that when working on weekends, they did
not receive another day of rest and did not get any
payment in accordance with labor legislation.

— 156 civil servants (91.7% of the respondents)
believe that the work in their structural division is
distributed evenly between employees;

— 146 civil servants (85.8% of the respondents)
received proposals and recommendations from
the top-management on the need for professional
development;

— 76 civil servants (44.7% of the respondents)
had good relations with their immediate supervisor,
126 civil servants (74.1% of those surveyed) — with
their colleagues within the structural unit/body.

As awhole, 594 (22.3%) people left the civil service
from the beginning of 2016 up to the end of 2017; at
the same time, net turnover was 193 (7.2%). Net
replacement for the first time was 15 (0.6%) people.

Also, under the President of the RK decree,
in 2017 the current “B» corps civil servants were
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subject to a comprehensive attestation. The purpose
of that was to determine the professional training
level and compliance with the positions occupied by
the Corps «B» employees.

In the attestation course, civil servants were
assessed for the competencies required to effective
work in a particular position through a special
automated program use. Such attestation is carried
out consistently in 3 levels — depending on the
category of positions held.

In the highest attestation commission under
the presidential administration, the directors of
central state bodies departments, heads of regional
administrations, as well as other Corps «B» employees
who are correlated to them according to their level,
pass attestation (Maidyrova A. B.,2015: 173).

At the second level of the certification
commissions under the provincial ministries and
akimats, the interviews are conducted with these
state bodies employees respectively.

The third level is the district certification
commissions. District and rural civil servants
are assessed there (Dzhunusbekova G. A,
2016:37).

Figure 3 shows the attestation intermediate
results for the period from February 1 to March 17,
2017. At the moment, 2292 state employees from
3,280 subjects have already been tested for the
personal competencies assessment; 675 (29.4%) of
civil servants were rated «excellenty», «effective»
— 1537 (67.0%), «satisfactorily» — 80 (3.5%),
«unsatisfactory» - 0%.

4%

67%

29%

Figure 3 — Results of testing the personal competence assessment among existing civil servants subject to certification

And Figure 4 shows the central state bodies
that have passed the testing for assessing
personal competence: from 1424 civil servants

of them were rated; «excellenty received 531
employees, «effective» — 857, «satisfactory» — 36,
«unsatisfactory» — 0 people, respectively:

1600

1400 -

1200 —

1000 —

800 —

600 —

400 —

200 —

Figure 4 — Results of civil servants who have been tested for personal competency assessment
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The interview conducting procedure is as
follows:

1) The Attestation Commission examines
the conclusion on the results of testing prior to the
interview beginning, to determine the issues based
on the attestee competencies of the, who requires
further improvement.

2) The Attestation Commission conducts an
interview with the attestee, including through a
videoconference.

3) Attheinvitation for the interview attestation,
the attestation commission secretary establishes
the identity of the attested person by presenting an
identity card.

During the interview the attesting person is not
allowed to have:

— receiving-transmitting electronic devices
(including mobile phones and other e-equipment);

— documents related to his professional activities.

Before the interview begins, the assessor
specifies the interview language (state or Russian
one) and he is presented with a memo about the
procedure for the interviewing form.

In the future the interview is conducted in the
language chosen by the attestee.

The interview time with one attestee should be
not more than twenty minutes, with each question
and answer being answered — not more than 4
minutes. The total number of questions should be
five, including no more than two profile questions
(they are formed on the basis of the terms of
reference indicated in the second section of the
evaluation sheet) and no more than three questions
on competencies (are formed on the basis of the
area for the development of the assessor indicated in
the conclusion based on the results testing). Profile
questions should be asked strictly in accordance with
the attestee functional duties, the state body working
specifics and the unit in which the attestee works.
For example, if the duties of an attested person are
related to staffing matters, then the profile question
may be about personnel management separate
aspects.

Questions on competencies are placed taking
into account the results of testing for assessing
personal competencies. The indicator of the
assessor’s answers reliability takes into account. So,
if the answers’ reliability is 50% or more, questions
are formed according to the competencies specified
in the «Area for Developmenty.

Further. For example, in the conclusion of the
certified competency «Cooperation» is in the field
for development. In this case, the asked question
should be aimed at revealing the application of

this competence to the appraised in practice. It is
important to obtain from the assessor a specific
description of his actions in a particular situation,
rather than general information. When analyzing the
assessor responses, it is necessary to determine how
he manifests these competencies in work situations
and at what level. In this case, it is important to
take into account the competencies manifestation
levels. If the competencies specified in the «Areas
for Developmenty are at the «A» or «By level, then
questions are not asked: questions are asked only if
the competencies are at the «C» or «D» level.

If the answers reliability is less than 50%,
questions are asked for any competencies, regardless
of whether they are in the «Area for Development»
or «Strengthsy.

In case the attested person, responding to a
question on competences, gives general answers and
can not give a concrete example from his working
practice, it’s necessary to ask the same question
otherwise, paraphrasing it. A response repeated
absence indicates an inadequate demonstration
of the competence being assessed. In a situation
where the attested person gives examples that are
not relevant to the question sphere, it is necessary
to clarify the asked question and make sure that the
appraiser correctly understands it. After that, the
attestee should bring a suitable example from his
professional work.

Questions are asked consistently, at an average
pace, legibly and personally referring to the attestee.
The testing questions sequence is established by the
testing procedure chairman.

During the interview, the attested person has the
right for to:

1) specify the question assigned to the
certification commission;

2) ask for time not more than one minute to
prepare an answer to the question;

3) ask for medical assistance in case of
unsatisfactory health status;

4) ask for water;

5) point out a violation of the Instructions
for the interview conducted by the chairman or the
attestation commission members;

6) to perform other actions that are not
prohibited by the Republic of Kazakhstan legislation
and do not interfere with the interview course.

Evaluation data are submitted to the certification
sheet:

— it contains conclusions on the results of testing,
indicating the level of competence;

— the results of the answers evaluating to
the questions posed are entered in the section
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«Evaluation of the interview» of the certification
sheet;

— evaluations are issued on a 4-point scale, as
indicated in the note of the certification sheet, which
also provides estimates and their descriptors;

— the decision with respect to the attested person
is indicated in the section «KRecommended solution»
of the certification sheet;

— the interview sheets are signed by the persons
filled them.

During the interview with the attested the
attestation commission members mustn’t:

—getup;

— leave the room;

— talk on the phone;

— during the receipt of the answer to the
questions asked, enter into controversy with the
attest;

— perform other actions that interfere with the
course of the interview.

After completing the interview, the results of the
interview are summarized with the assessor within
5-7 minutes.

Evaluation of the interview in conjunction with
the evaluation sheets and the conclusion on the test
results serves as the basis for making a decision with
regard to the attestee.

The Protocols are drawn up on the day of the
Certification Commission meeting in accordance
with a special Appendix to the methodological
recommendations and signed by both the Chairman
and the Secretary in the Attestation Commission
members presence.

After the interview completion, the attestation
committee working body will append the interview
sheets and the final decision Protocols to other
interview materials and within one working day
from the moment of signing this decision transfers
them for storage to the personnel management
service in which the attested person works. The
materials’ shelf life is six months from the date of
the certification completion.

As a result, in some state bodies decisions on
the attestation results have already been made and,
as shown in Figure 4, out of all 3280 civil servants
subject to certification:

— 26 attestees correspond to the position held
and are recommended for promotion;

— 354 certified persons correspond to the position
held;

— 0 people do not correspond to the position
occupied and are recommended to decrease;

—no one does not correspond to his position and
is recommended to be dismissed.

ISSN 1563-0358

Including the Department for Civil Service
Affairs staff in Aktobe region have already passed
all 3 certification stages.

The Department has a staff of 35 civil servants,
29 of them were subject to certification. 26 civil
servants correspond to the position held and them
3 certified persons correspond to the position
occupied and are recommended to increase (see
figure 5).

At the moment, according to the certification
results Aktobe region shows good results of this
work. It should be noted that according to the testing
results for personal competence assessment, the
answers’ highest reliability was recorded principally
in Aktobe — 96%.

Figure 5 — Final results of certification of the Civil Service
Affairs Department staff in the Aktobe region

Such encouraging results were achieved due to
the high-quality theoretical training of civil servants
and a good knowledge of the relevant professional
competencies in their positions. The basis for their
theoretical training is based on the modern concept
of personnel management with its methodological
and organizational components:

The personnel management concept is a system
of theoretical and methodological views on the
understanding and definition of the essence, content,
goals, objectives, criteria, principles and methods of
personnel management, as well as organizational
and practical approaches to the formation of a
mechanism for its implementation in specific
operating conditions of organizations. It includes:
development of management methodology;
formation of the personnel management system;
development of personnel management technology.

The personnel management methodology
assumes consideration of the organization personnel
essence as an object of management, the process of
individuals behavior formation corresponding to
the organization goals and objectives, the personnel
management methods and principles(William
B.,1989: 628).
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Personnel management system means the
concept of its goals, functions, organizational
structure formation, vertical and horizontal
functional relationships of managers and specialists
in the process of justification, development,
adoption and implementation of management
decisions(Rogers C.,1980) .

Personnel management technology is a process
of the organization of hiring, selection, reception of
personnel, its business evaluation, career guidance
and adaptation, training, management of its business
career, motivation and organization of work,
management of conflicts and stresses, ensuring the
social development of the organization ( Shuts W.C.,
1971), the release of personnel, etc.

Personnel management office is a structural
subdivision of the organization’s management
apparatus, which is called upon to carry out the
whole complex of jobs on the development of the
measures system related to the person’s effective
management.

Schematically this theoretical and
methodological basis structure of the organization
personnel management can be represented as it
shown in Figure 6.

The basis of the personnel management concept
in the organization is the role of the employee’s
personality, knowledge of his motivational attitudes,
the ability to form and guide them in accordance
with the task of the organization.

It’s known 3 factors affect people in the organization:

1) the organization hierarchical structure in
which the main influence means are the power-
subordination relationship, pressure on the person
from above through coercion and control over the
material wealth distribution;

2) culture — joint values, social norms, behavior
attitudes regulating a person’s actions that developed
by a society, an organization and a people group;

3) market — a network of equitable relations
based on the sale and purchase of products and
services, property relations.

[ Personnel management concept ]

[ Personnel management methodology ]

[ Personnel management system ]

[ Personnel management technology ]

[ Personnel management office ]

Figure 6 — Elements of the organization personnel management concept

The performance allocation as a target
for personnel management in an organization
means:

— when planning the need for staff - how many
and what employees need the enterprise to achieve
the necessary economic results;

— the personnel selection takes into account the
candidate ability to produce the required volume of
products;

— with adaptation — the main thing is the
professional adaptation success. Stimulation will be
closely related to the worker’s labor amount and the
output volume;

— in the staff development — what qualities
should be developed to improve performance;

— when assessing — how effective the worker’s
job is;

— with labor displacements — where in the labor
division system the worker’s abilities will be applied
with greater economic benefit to the organization;

— in the labor organization - how to rationally
organize the workplace, determine the functions
composition to increase the worker’s job economic
performance, etc.

The labor effectiveness essence as an object
of management is an unconditional priority in the
personnel management system of the labor activity
economic side. Staff is depersonalized and treated
narrowly as one of the economic resources, and its
social characteristics if taken into account, then only
to the extent that it’s necessary to improve the labor
productivity and efficiency.

To overcome the shortcomings noted above in
the personnel management theory and practice some

44 Ka3¥VY Xab6apiubicbl. DxoHOMEKa cepusicel. Ne3 (125). 2018



Hafez Abdo et al.

labor productivity indicators that perform an integral
character have been developed. As evaluation
indicators are used: professions superimposition,
service areas expansion, compliance with labor and
technological discipline, etc(Gambetta D., Ed., Basil
Blackwell,1990). To take into account personal
qualities and collective interaction in domestic and
foreign enterprises, various variants of the indicators,
known as the labor participation coefficient (LPC),
and the labor contribution coefficient (LCC) are
used. In these integral, complex indicators, the labor
productivity internal content changes radically:
they take into account not only the labor activity
economic side, but the behavioral aspect, social
interactions of personnel in the labor process either
(Hackman J.R.,1975)).

In Kazakhstan, if about 5 thousand people
worked earlier at the district and rural level,
combining the main job with the performance of
the «personnel officer» duties, then since March
2013 cities and districts akims created 191 unified
personnel management services with about 500
people total number (Baymenov A., 2000).

Personnel management in Kazakhstan as a kind
of professional activity should be in demand in
society by including in this type of activity people
capable qualitatively perform labor functions for
managing the human labor capabilities. Moreover,
it’s already impossible to cope with the tasks
that the person is to perform in this kind of work
without prior special education. It is necessary to
highlight the discipline «Personnel management»
from the whole complex of labor sciences, which
is explained the people’s labor activity management
objective circumstances in all spheres and sectors of
the economy.

In 2012, a new integrated information
management system for personnel of the public

service «e-Kyzmet» was introduced in Kazakhstan
by the Agency of the Republic of Kazakhstan for
Civil Service Affairs. As its developers consider, the
technical platform «e-Kyzmet» creation will improve
the quality and effectiveness of both personnel
policy and the human capital management system in
the domestic public service system (Abdrasilov B.
S.,2015). Also in order to implement the Republic
of Kazakhstan President Decree No. 119 «On the
Concept of a New Model of Civil Service of the
Republic of Kazakhstan» dated by July 21, 2011, the
Law of the Republic of Kazakhstan «On Introducing
Amendments and Addenda to the Law» On Civil
Service» was put into effect from 1 January 2013.

Since 2016 in the Republic of Kazakhstan, the
«Nation Plan - 100 concrete steps» has been put into
the implementation of the five institutional reforms
proposed by the Head of State Nursultan Nazarbayev.
This Plan lays radical changes in society and the
state, whose main goal is «treatment of systemic
diseases» (Mukhamedzhanova A. G., 2009). We
hope that «100 concrete steps» will give Kazakhstan
such a safety margin that will confidently go through
a difficult period of both current international tests
and significant domestic changes.

Conclusion However, practice shows that the
vocational education system development has
been forming for quite a long time. Given that the
modern management characteristic feature is the
recognition of the human factor increasing role as in
the production as in government systems (Parsons
T.,1966), it is worth recalling the old slogan of
almost every company that uses the most innovative
personnel management methods today: «Cadres
decide everything!» and hope that the innovative
methods in the civil service personnel management
implemented in modern Kazakhstan will soon bring
their effective results.
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