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CONCEPTUAL APPROACH AND MODERN
FOREIGN MODELS OF PERSONNEL MANAGEMENT

Abstract. In conditions of increasing competition, increasing economic and industrial risks, a prerequisite for
achieving the required efficiency of enterprise management is the formation of a high level of responsibility and
professionalism of personnel, their readiness and ability to solve the most complex tasks in the context of
globalization. This forces the management of enterprises to take measures to improve management efficiency based
on changing priorities in social and personnel policy, creating new models and types of management.

One of the crucial factors that ensure the effectiveness and competitiveness of any organization is a high human
resource potential. The formation and fullest use of human resources is possible thanks to the tools of the
organization's personnel policy. Relevance is determined by the increasing role of personnel and the system of
personnel policy in improving the effectiveness of the organization.

The article examines methods for improving the personnel management system. The best foreign experience in
the field of personnel management is analyzed. The structure of the human resource management system abroad is
disclosed. The main schools of management American and Japanese are considered. The main trends in the
development of personnel management systems in the United States are identified. The main problems in the field of
human resource management in Japan are analyzed.

Taking into account the wide spread of the technology of competence-based approach in the process of
personnel management in modern organizations, the authors conducted a study to identify the relevance of this
approach in companies.

The results of the research allowed us to identify priority areas of application of the conceptual approach in the
work of personnel services of individual enterprises. It was also possible to identify the dependence of the
application of the competence model at certain stages of personnel management on the main type of economic
activity of the organization. The study found that the emerging trend towards the dissemination of the conceptual
approach may be related to the introduction of professional standards, which will be mandatory for a number of
organizations.

Keywords: personnel management, personnel policy, motivation, international experience, human resources,
organization and efficiency.

Introduction. In modern economic life, the stable and expedient activity of individual enterprises in
any of the spheres is determined by their competitive advantages, through which the enterprise is able to
make a profit and perform its economic function. One of the defining competitive advantages today is the
human resource, the research of which is constantly engaged in the scientific community.

Being the easiest to understand, the human resource, however, remains the most difficult for
researchers, because it combines both economic parameters and psychological features, which cannot
always be taken into account.
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The relevance of the study of personnel management today is not in doubt, because it is professional
personnel, as well as their perfect coordination and communication at the enterprise that allow you to
work productively and effectively.

Human resources management in the enterprise as an art and as a process began to be studied at the
early stages of the development of human society. Having gone from «scientific management» to the
concept of «human relations» in the XX century, personnel management has acquired a different meaning
in the XXI century. A modern professional Manager comes to the fore, on whom the management of the
entire organization depends [1].

However, despite the defining role of the Manager in the enterprise, the mechanisms of recruitment,
selection and placement of personnel of the enterprise remain important.

Improving the ways of personnel management mechanisms in the enterprise is associated with
innovations in this area. Often, such innovations are applicable only to specific enterprises, however,
modern management has created many universal methods that need to be updated due to the acceleration
of economic development and changes in economic relations in the organization [2].

The economic effect obtained from innovation becomes the realization of the competitive advantage
that the organization possesses. The size of the economic effect shows how successful the innovation itself
is in the field of human resource management, as well as how well it is implemented, whether it is used in
full and at the right time.

Methods. The initial theoretical and methodological basis of the research was the scientific and
practical developments of Kazakhstani and foreign researchers in the field of management of territorial
socio-economic systems, the comprehensive study of which allowed us to develop a fundamental context
for institutional, organizational and instrumental support of personnel management at the enterprise.

Mainpart. The authors describe the development of the theory of selection and placement of
personnel at the enterprise, but above all, the management of people in the process of production activity
from various positions. R. Scott, considering the theory of management in development from two points of
view: from the point of view of closed and open systems and from the point of view of rational and social
factors, identified four stages in the development of the theory and practice of management. At the same
time, by an open system, he meant a system that perceives and reacts (as opposed to a closed system) to
external influences, such as changes in commodity prices, increased competition, or other factors.

The rational factor of management, in contrast to the social, reduces the role of man in the production
process to a simple mechanism, giving priority to purely technical aspects.

The four stages highlighted By R. Skot are quite successfully specified and supplemented by the
classification of A. siladya, which characterizes the theory of management against the background of the
evolution of the environment (primarily science and industry), as well as the management continuum of
Claude St. Georges Jr.

From the beginning of the century (i.e., the moment of the origin of the theory of management) until
the 60s, the principles of management were built on a closed type. In other words, managers were not
interested in problems that arose outside of the enterprise, namely, competition, sales issues, and other
external problems. The company's work was considered from the point of view of a closed system.

Management activities in our country have been based on such enterprises up to now.

Only with the development of society, the complexity of products, the growth of knowledge-intensive
industries, management science began to approach the solution of emerging problems based on the fact
that the company's work is largely due to the external environment.

On the other hand, as can be seen in the table. 4 there is also an evolution in another direction - from
the rational factor to the social one. The rational (we can call it mechanical) factor refers to the
achievement of specific goals — first of all, the maximization of profit. Based on this, the entire work of
the organization is built.

However, in its development, management thought has come to understand that the maximum profit
is possible only if the interests and goals of the company coincide with the interests of performers, i.e.
workers and employees, which, in turn, led to a shift in rationalism towards a focus on the human factor.

The founder of the classical school of management is considered to be Frederick Winslow Taylor.
Before Taylor, the engine for improving productivity was the «carrot» principle - as much as you make, so
much you get. However, this approach was exhausted by the end of the 19th and early 20th century.

With the development of industry, management could not be based on such a primitive basis.
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Taylor came up with the idea of organizing a work that «involves the development of numerous rules,
laws, and formulas that will replace the personal judgments of the individual worker and that can be
usefully applied only after statistical accounting, measurement, and so on, their actionsy.

According to Taylor, the performer was not able to cover the production process as a whole,
especially since it is a constantly changing action. Thus, at the beginning of the century, the role of the
Manager in deciding what to do to the performer, how to do it, to what extent, grew immeasurably and the
regulation of the performer's work took extreme forms.

Taylor dissected all the performer's work into its component parts. Individual movements were
chronographed by him, and the working day was scheduled by seconds. However, it should not be
assumed that timing only led to a more precise definition of the possibility of everything as a result of the
rationalization of the work itself and, in particular, the introduction of appropriate modes of shifts of work
and rest.

For example, a highly qualified loader carrying 12.5 tons of cargo during the working day, using the
method proposed by F. Taylor, carried a cargo with a total weight of 47 tons. Moreover, as the
timekeeping showed, the worker worked only 26 minutes of every hour of working time, and rested 34
minutes, i.e. More than half of the working time, which allowed him to be less tired.

Thus, Taylor in practice in a number of cases found the volume of work, accordingly, performing
which the worker can most rationally give their labor for a long time.

Taylor's theoretical work was justified by the German sociologist max Weber, who put forward the
premise that a strict order, supported by appropriate (developed by Taylor) rules, is the most effective
method of work.

Dissection of the work performed into separate components-movements should, according to the
Taylor-Weber theory, be subjected to strict regulation and control.

Typical of the classical school is the example of research by Frank and Lillian Gilbert, who used
special watches - microchronometers and a movie camera to identify and describe 17 basic elementary
movements of the hand, recommending them later for the rational organization of work.

Weber believed that a functioning organization can be «decomposed» into its component parts and
«normalized» the work of each of them. This division of labor specializes the staff and accordingly builds
the organization on a linear basis (that is, everyone is responsible for their actions only to a higher
supervisor). In addition, Weber proposed and justified other ideas for building a bureaucratic system. In
particular, he believed that it is possible to regulate both the functions and the number of managers.

Weber had no idea of the terrible power of the mine that lay at the Foundation of the whole structure.
The bureaucratic system, as it turned out, has a remarkable feature — "the number of employees and the
amount of work are completely unrelated."

The work carried out to verify this conclusion fully confirmed this brilliant postulate, named after the
author's law of Parkinson. The static data obtained by Parkinson's is amazing.

After analyzing the relationship between the number of employees and the volume of work of the
British Admiralty, Parkinson concluded that «in 1967, when the former power of the British Navy was
gone, 33,000 civil servants barely manage a fleet that is virtually non-existenty.

The rapid development of industry predetermined the further evolution of scientific views of the
classical school. The development of Taylor's ideas was continued by the outstanding French engineer
Henri Fayol, who developed the theory at a higher level of management.

In the work «General and industrial management» fayol outlined the scope of the administration,
which can be represented in the form of six directions:

1. technical (technological) activities;
commercial activity (purchase, sale, exchange);
financial activities (search for capital and effective use of it);
protective activities (protection of property and identity);
accounting activities (inventory, balance sheets, costs, statistics);

6. administration (affects only the personnel, without directly affecting either the materials or the
mechanisms).

The main function of management, its most important part fayol considered administration.

nbkwn
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He created the «administrative science», which was based on 14 provisions-principles:

1. Division of labour. The goal of labor is to perform work that is larger in volume and better in
quality, with the same effort. This is achieved by reducing the number of goals that focus attention and
effort.

2. Authority and responsibility. Responsibility is the opposite of authority. Where authority is given,
responsibility arises.

3. Discipline. It presupposes obedience, respect for agreements reached, justly assumed sanctions,
etc.

4. Undivided authority. The employee must receive an order from only one direct supervisor.

5. Unity of directions. Each group working within the same goal should be United by a single plan
and have a single leader.

6. Subordination of personal interests to General ones. The interests of a single employee or group of
employees should not take precedence over the interests of a larger company or organization.

7. Remuneration of staff. In order to ensure the loyalty and support of employees, they must receive
a fair salary for their service.

8. Centralization. The question arises about the right proportion between centralization and
decentralization. This is the problem of determining the measure that will provide the best possible results.

9. The scalar chain is a number of people standing in leadership positions ranging from the person
occupying the highest position, to the head of the grass-roots level. It is a mistake both to reject and
support this hierarchy, which is detrimental to business interests.

10. Order. A place for everything and everything in its place.

11. Justice. It's a combination of kindness and justice.

12. Stability of the workplace for staff. High staff turnover reduces the effectiveness of the
organization. A mediocre Manager who holds on to a position is certainly preferable to an outstanding,
talented Manager who changes places quickly.

13. Initiative. It gives the organization strength and energy.

14. Corporate spirit. A Union is a force that results from the harmony of the company's staff and
management.

The system of 14 provisions is not just flexible, but allows for the introduction of new provisions.
Thus, in modern literature, management functions most often include planning, organization,
management, accounting, control, and analysis. The approach to understanding a particular function
changed, but in General, their composition, defined by representatives of the classical school, remained
almost unchanged.

Thus, after a long transformation, the concept of management began to take modern forms,
management began to be approached as a holistic concept.

The classical school, having passed certain stages of development, perfectly studied the technical side
of the production process, has largely exhausted its possibilities.

The extent to which the classical school lost its former significance a few decades later is shown by
the fact that Japan, which adopted all the ideas of any value, adopted only certain principles from Taylor,
rejecting Taylorism in its purest form.

The dominant strategy for the Japanese was not specialization, but universalization, since labor in
Japanese factories is much less suitable for standardization and specialization. Therefore, instead of a
«specialized task» as the goal of managing the formation of personnel. The «behavioral school» began to
form, which studied human behavior in the production environment and the dependence of labor
productivity on the moral and psychological state of the performer.

It is believed that the beginning of this trend was laid by Elton Mayo, who came to a sensational
discovery at the time, exploring the dependence of labor productivity on the level of illumination of the
workplace.

Mayo increased the level of workplace lighting and noted a major increase in productivity. Then, for
scientific purposes, the experimenter reduced the level of illumination, but the performance increased
again. After numerous experiments, it was concluded that labor productivity increases not because of the
level of illumination, but because the performers were simply shown attention. In the course of further
experiments, it was concluded that workers prefer normal human relationships to high earnings (Taylor
did not go beyond financial incentive operations).
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Many scientists, such as Carnegie, Mackenzie, small, Robert, and Tilliman, have been engaged in
human behavior not specifically in the production environment, but in General in various life situations.
This direction in the development of human science probably has many unanswered questions. For
example, the psychology of human loneliness is not studied at all, but managers have to deal with
thousands of individuals.

Humans are more difficult to study than machines, which is why there are so many white spots in this
direction. The behavioral school is more empirical than theoretical. However, the existence of a huge
information base for management practitioners makes it possible to use the knowledge obtained with a
certain return.

The first major achievement of the behavioral school was the proof of the fact that the productivity of
the performer is influenced not only by material factors, but also by psychological and partly social
factors.

In this regard, an experiment conducted by E. Mayo in 1923-1924 at a textile factory in Philadelphia
is indicative. The annual turnover rate in the spinning section of this factory was 250%, and the
productivity was significantly lower than in other sections. No financial incentives were not able to rectify
the situation. As a result of special research, Mayo came to the conclusion that the reasons for this
situation were the organization of work, excluding the possibility of communication, and the lack of
prestige of the profession. However, as soon as two ten-minute rest breaks were introduced, the situation
immediately changed: the turnover of labor fell sharply, and output increased.

Even before E. Mayo received practical results, they were theoretically anticipated by Mary Follet.
The range of issues that it considered included such categories a «power «and» authority», their
differentiation and informal perception, responsibility and delegation of responsibility, participation of
workers in management, which was fundamentally new for the West. M Follet considered the problem of
conflicts, classifying them into dominance, compromise, integration, with the development of appropriate
recommendations.

All these questions had elements of scientific novelty or were raised for the first time. These and
some other thoughts were the subject of E. Mayo's research at Hawthorne.

The conclusions of the Hawthorne research were mostly reduced to three postulates:

- man is a «social animaly;

- strict hierarchy of subordination, formalization of organizational processes are incompatible with
human nature;

- solving the human problem is the business of businessmen.

If Taylor saw the key to solving the management problem in the strict regulation of the production
process, Mayo put human relations first, which was also probably a somewhat simplistic approach.

E. Mayo believed that conflicts between a person and an organization, and more generally with
society as a whole, can be removed by satisfying the needs of the performer, which benefited both
employees and employers. Consequently, the doctrine of human relationships has replaced the classical
school.

For a long time there was a quantitative growth of the behavioral school, until in 1960 there was a
qualitative leap. The views of E. Mayo and his followers were further developed in the writings of
Douglas MacGregor.

McGregor analyzed the performer's activity in the workplace and found that the Manager can control
the following parameters that determine the performer's actions:

- Tasks that the subordinate receives;

- Quality of task completion;

- The time when the task was received;

- Expected task completion time;

- Funds available for completing the task;

- The team (environment) where the subordinate works;

- Instructions received by a subordinate;

- Persuading a subordinate that the task is feasible;

- Persuading a subordinate to be rewarded for successful work;

- The amount of remuneration for the work performed;

- The level of involvement of the subordinate in the range of work-related problems.
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All these factors, which depend on the Manager, in one way or another affect the employee and
determine the quality and intensity of his work. Based on these factors, MacGregor formulated two
different approaches to management, which he called the «X» theory and the «Y» theory.

Theory «X» and theory «Y» on the question of human behavior can be presented as follows:

Theory «X»

1. The person initially does not like to work and will avoid work.

2. Since a person does not like to work, they should be forced, controlled, and threatened with
punishment in order to make them work to achieve the goals of the organization.

3. The average person prefers to be led, he prefers to avoid responsibility, he has little ambition, he
needs security.

The Theory Of «Z»

1. Work is as natural to a person as play.

2. External control is not the only way to combine efforts to achieve the organization's goals.
A person can exercise self-management and self-control by serving the goals to which they are committed;
commitment is formed as a result of rewards associated with achieving goals.

3. The average person strives for responsibility, their desire to avoid responsibility is usually the
result of past frustration and is caused by poor leadership from above. The average person is endowed
with a high level of imagination and inventiveness that is rarely used in modern life, which leads to a
person's frustration and turns into an opponent of the organization.

As you can see, theory «X» embodies a purely authoritarian style of management, theory «Y» is a
democratic style of management and involves delegating authority, improving relationships in the team.

Further improvement of management approaches was associated with the development of the
organization as an open system.

«A» business that is isolated from the outside world is replaced by a business that is being hit by a
rapidly emerging, constantly changing set of external forces.»

Against this background, William Ouchi offered his understanding of the issue under consideration,
called theory «Z» and theory «A», which in no small measure contributed to the differences in
management in the Japanese and American economies, respectively.

At a higher level of development, type «A» and type «Z», as well as the theory of «X» and «Y» at a
higher level of development, repeat the theory of"carrot and stick".

It is clear that modern practice prefers the «Y» and «Z» theories. in any case, all Japanese and leading
companies in other countries not only use the recommendations of these theories, but also actively develop
them.

The development of management theory is currently decentralized, mainly large firms adopt the well-
known provisions of the law and adapt them to their production.

Results and discussion

However, it does not make sense to adopt modern foreign models without taking into account our
internal specifics.

It should be borne in mind that the rejection of rationalism in management occurred in developed
capitalist countries only in the mid-70s, when the supply there was already irrevocably exceeded the
demand.

In the near future, such a situation in the market of our country can not be expected.

On the other hand, we can not ignore the different levels of needs of our and, for example, Japanese
workers, and this ultimately determines the approach to managing both the team and the individual. In
other words, while in more developed countries the needs related to "survival" (food, clothing, etc.) are
mostly met, in Kazakhstan at the moment the main task is to ensure that the physiological needs are met.
Naturally, there will be different methods of influencing people in the management process, and the
management itself as a whole.

In General, the theory and practice of management, as a rule, develop evolutionarily, without
breakthroughs and leaps. Therefore, it is not necessary to expect fundamental changes in the near future.

It is difficult to predict the development of management theory, but we can only assume that it will
respond adequately to the development of industry.
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KOHIENTYAJIbHBIA TOAXO0/I U COBPEMEHHBIE
3APYBEXKHBIE MOJEJIN KAJIPOBOI'O MEHE/’/KMEHTA

AnHoTanusi. B ycrioBusix 000CTpeHHsT KOHKYPEHTHOW OOpBOBI, MOBBIMICHUS SKOHOMHYECKHX W ITPOM3BOJ-
CTBEHHBIX PHCKOB 0053aTEJIbHBIM YCIOBHEM JOCTIDKEHHUS! TpeOyeMoil 3((deKTUBHOCTH yNPaBICHUs! MPEANPUATHEM
sBIsieTcst (JOPMUPOBAHUE BBICOKOTO YPOBHsI OTBETCTBEHHOCTH M MpodeccHoHan3Ma MepcoHaa, ero roTOBHOCTH U
CHOCOOHOCTH pEeLIaTh CaMble CIOXKHBIE 3a7add B YCIOBHSX TINO0AIM3alMd. OTO BBIHYKAAET PYKOBOJCTBO
NPEANPUATHH TIPeIIPUHAMATE MEPhl [0 MOBBIEHUIO S((GEKTUBHOCTH YNpPAaBIECHHS Ha OCHOBE HM3MEHEHUS
IIPUOPUTECTOB B COHHaﬂbHOﬁ u KaﬂpOBOﬁ TMOJIMTUKE, CO3JaBast HOBbIC MOJICIIN U TUIIBI YIIPABJICHUS.

OpnuM w3 pemaromux (Hakropos, oOecrnedynBaromx 3()(HEKTUBHOCTE M KOHKYPEHTOCIIOCOOHOCThH JIFOOOM
OpraHW3allUy, SIBIIICTCS BBICOKHMIA KaJpOBBIA MOTeHIMaN. DOpMHUpOBaHHE W HaWOOjee IOJHOE HCIOJIh30BAHUE
KaJpOBOT0 IMOTEHIIMAJda BO3MOXKHO OJjarojaps WHCTPYMEHTaM KaJpOBOW MOJHTHUKHA OpPTaHU3allUH. AKTyalbHOCTh
OMpEe/eISIeTCs] BCEBO3PACTAIOIIEH POJIbI0 TEPCOHANA U CHCTEMOM KaIpOBOM MONMTHKA B TMOBBIMIEHUH 3(dek-
TUBHOCTH JIESITEIbHOCTH OPTraHU3aIHH.

B crartbe uccieoBaHbl METOABI M0 COBEPIICHCTBOBAHHIO CHUCTEMBI YIIPABICHUS TepcoHanoM. [IpoaHanusu-
pOBaH mepenoBol 3apyOeKHbII ONBIT B 00JIACTH yIPABICHUS MIEPCOHANIOM. PacKkpbiTa CTPyKTypa CHCTEMBbI YIpaB-
JICHUS YEJIOBEYECKUMH pecypcamu 3a pyOexoM. PaccMOTpeHbl OCHOBHBIE IIKOJIbI MEHEKMEHTA: aMEePUKAHCKAsl U
SMIOHCKAasl. BBIsIBIICHbI OCHOBHBIC TEHJICHLIUH B PAa3BUTUU cHcTeM ynpasieHus nepcoHanoM B CIHA. TIpoananusupo-
BaHbI OCHOBHEBIC ITPOOJIEMBI B chepe yIpaBICHUH YSIIOBSUSCKUMH pecypcamu B SITOHUH.

YyuthiBas IUPOKOE PACIPOCTPAHECHHE TEXHOJIOTHU KOMIIETEHTHOCTHOTO IIOXO0Jla B IPOLIECCE YIIPABICHHUS
INEPCOHATIOM B COBPEMCHHBLIX OpraHu3aludgX, aBTOPbI IMPOBEJIN HCCICAOBAHHUE C LECJIbIO BBIABJICHUA aKTyaJlbHOCTHU
JTAHHOT'O ITOIX0Ja B KOMITAHUSX.

PesynbraTel MPOBEJACHHOTO WCCICIOBAHUS II03BOJIMUIA BBIACTUTH IPUOPUTETHBIC 00JacTH MPUMEHCHHS
KOHIICTITyaJbHOTO TIOAXO0Ja B PaboTe KaJIpOBBIX CIYKO OTHENBHBIX NPEANPHATHN. Takke yAaaoch BBIIBUTH
3aBUCHMOCTh HMPUMEHEHHUS] MOJIENIM KOMIIETCHIIMH HA OTJENbHBIX dTalaX YHPaBICHUS MMEPCOHAIIOM OT OCHOBHOTO
BU/Ia DKOHOMHYECKON JEATEIbHOCTH OpraHu3aluu. B XO0Je HCCIIeNOBaHUs BBIICHUIIOCh, YTO HAMETHBIIASCS
TEHJICHIIUSI K PACHPOCTPAHEHHIO KOHLENTYaJIbHOTO TOAX0/1a MOXET ObITh CBsI3aHA C BHEAPEHHEM MpOoeCcCHOHAIb-
HBIX CTaH/apTOB, KOTOPbIE OyIyT HOCUTh 00s3aTEIbHBIN XapaKkTep IS psijia OpraHu3aluii.

KaroueBble ci1oBa: ynpapjeHHe IEPCOHANIOM, KapOBasi MOJUTHUKA, MOTHUBAIIMsI, 3apyOeKHBIN OIBIT, KaJApOBas
ciryx0a, popmupoBanue 1 3hHEKTHBHOCTb.
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TYKBIPBIMJAMAJIBIK TOCLI ’KOHE KAJPJIBIK MEHE)KMEHTTIH
KA3IPT'T 3BAMAHFBI INETEJIIK YJTLIEPI

AnHoTanms. bocekenecTik KypecTiH IIHeIeHICYl 9KOHOMUKAIIBIK XKOHE OHIIPICTIK TOYEKeASP/IiH KOFapbliaybl
JKaraibIHIa KOCITOPBIH/IBI 0acKapyAbIH TaJlall eTiIeTiH THIMAITIHE KOJ JKeTKI3YIIH MIHAETTI IapThl NepCOHAJIbIH
JKayarKepIIUTri MEH KOCIKOMIIBIFBIHBIH JKOFAphl JICHI'CHiH, OHBIH jkahaHmaHy KaFmalblHIa KypIeli MiHICTTepIi
IICIIyre JaWbIHIBIFBl MEH KaOUIeTiH KaJbINTACTBIPY OOJIBINT caHajdambel. Byl KocimopeiHIap OacIIBUTBEFBIH
Oackapy/IbIH KaHa YITUIEpi MEH THIITEPiH KYpa OTBIPHIN, JJICYMETTIK JKOHE KaJp CasiCaThIHAAFbl OaCBIMIBIKTAP/IbI
e3repTy Heri3iHae 6acKkapy THIMIITiH apTTHIPY JKOHIHIE MIapaiap KOJJaHyFa MaKOYp eTel.

Kes kenreH yWBIMHBIH THIMIITI MEH Oocekere KaOUIeTTUIIrH KaMTaMachl3 €TeTiH eIy (paKkTopIapasH Oipi
JKOFapbI KaJPJIbIK dJeyeT O0JbIl caHamaaspl. KaapIiblK aieyeTTi KalbITacThIpy JKOHE TOJIBIK IMaifanany yHbIMHBIH
KaJIpJIbIK casicaT KypalIapbIHbIH apKaChIH/Ia )Ky3ere acajibl. O3eKTUIr yibIM KbI3METIHIH TUIMIUIITIH apTThIPY/JaFbl
KbI3METKEPJIEP/IiH apThII KeJie )KaTKaH PeJii MeH KaJpIIbIK casicaT Kyiecl apKbUIbl aHBIKTAJIA bl
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Maxaraga nepcoHaNIs Oackapy >KyHeciH xKeTinaipy oaaictepi seprrenrer. [lepcoHanabl 6ackapy carachIHIAFBI
ANIBIHFBI KaTapIibl MIETeNNiK ToxipuOe tanmanxabl. [lletenne amam pecypcrapblH Oackapy JKYHWECiHIH KYpBUIBIMBI
ampUIIBl. AMEpHKa JKOHE JKalloH MEHEDKMEHTIHIH Herisri Mekrentepi Kapacteipbutrad. AKII-Ta mepcoHammbl
Oackapy JKyHeciH HaMbITy/laFbl Heri3ri ypaictep aHbIKTaiabsl. JKanoHUsIarel agaM pecypecTapblH  Oackapy
caJlachIHIAFbl HETI3T1 mpobiieMaiap TaJdaHIbl.

Kasipri 3amanrbl yiibIMIapaa nepcoHasnbl 0ackapy YAepiciHae Ky3bIPETTIIK TOCUI TEXHOJOTHSCHIHBIH KEH
TapaJIFaHblH €CKEePE OTBIPHII, aBTOpJIAP OCHI TACUIAIH KOMIAHUsIApAa ©3eKTIriH aHbIKTAy MaKCcaThlHAA 3EpTTey
JKYPri3ai.

JKyprizinreH 3epTTey HOTHKENEPI JKEKeJIEreH KACITOPBIHIAPAbIH Kap KBI3METTEPIiHIH KYMBICHIH/IA TY>KBIPBIM-
JAaMaIbIK TOCUIII KOJNIAHYIBIH OachIM cajalapblH Oelin KepceTyre MyMKiHAiK Oepni. CoHpmai-ak MepcoHAIIbI
OackapyIbIH JKeKeJereH Ke3eHACPiHae KY3BIPETTUIIK MOAETIH KONJaHyAbIH Y WBIMHBIH SKOHOMHKAIBIK KBI3METiHIH
HETi3Ti TypiHE TOYeNIIriH aHBIKTayFa MYMKIHIIK TyObl. 3epTTey OapbICHIHAA TYKBIPHIMAAMANBIK TOCLUIIIH
TapaTybIHBIH OalKaJIBI OTBIPFaH YpIici OipkaTtap yilbIMaap YIIiH MiHIETTi CHIIaTTa OONATHIH KOCciON cTaHIapTTap bl
eHrizyre 0ailIaHbICThI EKEH/IITT AaHBIKTAIIbI.

Tyiiin ce3mep: mepcoHanabl 0ackapy, KaapiblK cascaT, MOTHUBAIMs, LIETENAIK TOKIpUOe, KaJpibIK KbI3MET,
KaJIBINTACTBIPY JKOHE TUIMJILITIK.
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YBakaemblie aBTOPbI HAY4YHbIX :KypHaioB HAH PK!

IIpesuniuymom HAH PK npunaro pemieHue, B 1UEISIX [OBBIIICHUS
MEXIYHApOJHOIO PEUTHHTA aKaJeMUYECKUX H3AaHUM, OOBEAMHHUTH CIEAYIOIIHNEe
3 )xypHana, HaunHas ¢ Ne 5 (ceHTs0pb-0KTA0ph), 2020 T., ¢ BBICOKOPEHTUHTOBBIMU
xypuaiamu HAH PK, Bxogsmmmu B MmexayHapoanbie 6a3sl Scopus, WoS u ap.:

1. «3BecTuss HAH PK. Cepusi 6Mo10ru4ecKux ¥ MeIMIUHCKUX HAYK))
o0BeauHUTH ¢ )xypHaIoM «Jlokmaast HAH PKy;

2. «3Bectust HAH PK. Cepus arpapubix Hayk» — «{oknaast HAH PKy;

3. «M3BecTust HAH PK. Cepust 00111ecCTBEHHBIX H TYMAHUTAPHBIX HAYK» —
¢ xypHanom «Bectnuk HAH PK».

Cratbu, KoTopble nmyonukoBasinch B xypHanax «M3Bectus HAH PK. Cepus
ouonornyeckux u meauuuHckux Hayk» u «M3ectuss HAH PK. Cepus arpaphbix
HayK», BOpeab OyayT myosnnkoBathbes B xxypHaie «lokaaast HAH PK», a cratby,
nyonmkyemble B kypHaie «M3Bectus HAH PK. Cepus oOuiecTBeHHBIX H
ryMaHHUTapHbIX HAyK», — B )kKypHalie «Becthuk HAH PK».

[Ipu nogade craTteil MpocUM yKa3blBaTh HAa3BaHUE KypHAJIa U OTPACIb HAYKH,
COTJIACHO MPEACTABICHHOTO MEPEYHs (CM. HUKE) B JAHHOM KypHAJIe:

I. Hayunsii xypHan «Bectnuk HAH PK» mnocesimieH uccnenoBaHusiM (yHIaMEHTaIbHOW HayKH
(ryMaHUTapHBIE U €CTECTBEHHEIE):

PeﬂaKHI/IOHHaﬂ KOJUICTUS IPUHUMACT CTATbU IO CJICAYIOINUM OTPACISIM HAyKU:

1. l'ymaHuTapHple (IKOHOMHKA, IOPUCHIPYICHIMS, UCTOPHS M apXeOJIOTHUs, MOJUTOJIOTUS M COLHOJIOTHUS,
(unocodust, PUIOTOTHA, TIEIAaroruKa M IICUXOJIOTHS, TUTEPATyPOBEICHHIE, HCKYCCTBOBEICHUE)

2. EcrecTBeHHbIe (acTpOHOMHUSA, (HU3UKA, XUMHS, OHOJIOTHS, Teorpadus U TeXHUIecKne Hayku). [Tpumepst
TEeXHHYECKHX HAayK: KOCMOHAaBTHKa, KOPaOJIeCTPOCHHE, MAIIMHOCTPOCHUE, CHCTEMOTEXHHKA, 3JIEKTPOTEXHUKA,
3IEKTPOCBA3b, PAAUOAIEKTPOHHKA, SACPHAs SHEPreTHKA U T.1.

Appec canta «BectHuk HAH PK» — http://www.bulletin-science.kz/index.php/en/arhive

II. Hayunmsii xypran «Joxmaast HAH PK» mocesamen wnccieqoBaHusM B 007acTH  TOJTYYCHHUS
HaHOMAaTEPHAIOB, OMOTEXHOJIOTUH U SKOJIOTHH.

Pe,[[aKI_[I/IOHHaH KOJUIETHUS IPUHUMACT CTAThU I10 CICAYIOUIUM OTPAC/IAIM HAyKH:

1. ITonyyeHne HAHOMATEPUAJIOB B 00JIACTH €CTECTBEHHBIX HAYK, MEAUIMHBI U CEILCKOTO X03SHCTBA.
2. BHOTEXHOJIOTHS B 3eMJI€IE/MU, PACTEHUEBOICTBE U 300TEXHUKE.

3. O6was onosorusa U OMOTEXHOJIOTUS B MEAULIVHE.

4. DKoaorusl.

Anpec canta «oknagbl HAH PK» — http://reports-science.kz/index.php/en/archive

Kpome Ttoro, B xypnamax «W3sectus HAH PK. Cepus ¢wusuko-
maremarudeckas», «M3Bectus HAH PK. Cepus xumum M TEXHOJOTHMN» U
«M3Bectus HAH PK. Cepus reonornn v TEXHUYECKMX HAYK» TaKKE YKa3aHbI
OTpaciy HAayKH, IO KOTOpbIM OyAyT NpPUHUMATHCA HAyYHbIE CTaThbu MJIs
AKCIEPTU3BI U NaJIbHEHNIIEro OMyOIMKOBAHUS:

III. Hayunsrit xxypaan «A3Bectusi HAH PK. Cepusi puznko-MaTeMaTH4ecKash IMOCBSIIEH HCCICAOBAHIIM
B 00JTaCTH MaTeMaTHUKH, PU3UKH U HHYOPMAITIOHHON TEXHOJIOTHH.
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Pe,[[aKI_[I/IOHHaH KOJUIETHUS IPUHUMACT CTAThU I10 CIEAYIOIIUM OTPAC/IIM HAyKH:

. Marematuxka.

. Uudopmaruxa.

. aTemiekTyanbHbIi aHAIN3 JaHHBIX M Paclio3HaBaHUE 00pPa3oB.
. MaTteMaTHYeCKoe MOJICTUPOBAHKE COITHAILHBIX K IKOHOMUYECKHUX MPOIECCOB.
. Mexanuka.

. MexaHuKa MalivH ¥ pOOOTOB.

. Teopus ynpaBiieHHsI 1 KOCMAYECKHE UCCIICIOBAHUS.

. ®uzuka.

. SlnepHas pusmka.

10. Teopetnueckas puzmka.

11. ActpoHomusl.

12. Monocdepa.
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Appec canta «UN3BecTna HAH PK. Cepus cpmusamko-maTtemaTnyeckasa» —
http://physics-mathematics.kz/index.php/en/archive

IV. Hayunsrii xypraan «3Bectuss HAH PK. Cepust XuMuUM M Te€XHOJIOTHID» MOCBSIIEH UCCIEIOBAHUAM B
00J1acT XMUMHH U TEXHOJIOTH HOBBIX MaTepPHAaJIOB.

PeﬂaKHI/IOHHaH KOJUJICTU IPUHUMACT CTATBbU IO CJICAYIOIINUM OTPACISIM HAyKU:

. Opranmyeckas XUMHS.

. Heopranuueckas xumusi.

. BeicokOMOneKysIpHBIE COEANHEHUSI.

. ®usnueckas XuMus (KaTaau3, JIEKTPOXUMHUS).
. TexHomorus HOBBIX MaTepUAIIOB.

. TexHOIOTr sl OpraHN4YeCKHUX BEIIECTB.

. TexXHOJIOTrusI HEOPTaHMUECKUX BEIIECTB.

. TexHonoruss XMuMHYECKUX YAOOPECHUI.

. TexHONOrMs MOJTUMEPHBIX U CTPOUTENBHBIX MAaTEPUATIOB U CUIIUKATHL.
10. TexHoIOrUs MUIIEBBIX IPOTYKTOB.

11. ®apmaneBTHUECKass XUMUSL.
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Appec caiita «U3Bectus HAH PK. Cepusi xXumuu n TexHonormm» —

http://chemistry-technology.kz/index.php/en/arhiv

V. Hayunsiii xypaan «U3Bectusi HAH PK. Cepus reosorus M TeXHHYECKHX HAYK» TIOCBSIICH
UCCIIEJOBAaHMAM B 00JIACTH T'€OJIOTUH U TEXHMUYECKUX HAYK:

Pe}IaKLII/IOHHaﬂ KOJIJIETUs IMPUHUMACT CTATbH IO CJICAYIOIINUM OTPAC/IsIM HAyKU:

. 'eonorus.

. PernonanbHas reosorus.

. [lerponorus.

. l'eomorus vedtH 1 raza.

. 'eonorus u rese3uc pyaHbIX MECTOPOXKIEHUI.
. 'maporeosnorus.

. T'opHoe neo 1 reoMexaHuKa.

. @yHIaMeHTaIbHBIE TPOOIEMBI 00OTAICHUS MUHEPAIEHOTO CHIPHS.
. mxeHepHast reosiorusi.

10. T'eousuka u cericMoIorHsl.

11. Teorpadust.

O 00 1O\ L K~ Wi~

Appec cainta «M3Bectnsa HAH PK. Cepus reonormm n TexHM4eCKMX HayK» —
http://www.geolog-technical.kz/index.php/en/archive



