
SCIENTIFIC JOURNAL OF №2
2026PEDAGOGY AND ECONOMICS

ISSN: 1991-3494 (Print)
ISSN: 2518-1467 (Online)

Тематическая направленность: Экономические и педагогические науки



ISSN 2518-1467 (Online), 
ISSN 1991-3494 (Print)

SCIENTIFIC JOURNAL OF 
PEDAGOGY AND ECONOMICS

PUBLISHED SINCE 1944

2 (420)
March – April 2026

ALMATY, 2026



SCIENTIFIC JOURNAL OF PEDAGOGY AND ECONOMICS                                                 1.2026

2

Scientifi c Journal of Pedagogy and Economics
ISSN 2518-1467 (Online), 
ISSN 1991-3494 (Print).
Owner: «Central Asian Academic Research Center» LLP (Almaty). 
The certifi cate of registration of a periodical printed publication in the Committee of information of the Ministry 
of Information and Communications  of the Republic of Kazakhstan 
№ KZ50VPY00121155, issued on 05.06.2025
Thematic focus: «publication of the results of new achievements inthe fi eld of fundamental sciences» 
Periodicity: 6 times a year.
http://www.bulletin-science.kz/index.php/en/

© «Central Asian Academic Research CenterВ» LLP, 2026

EDITOR-IN-CHIEF:
ABYLKASSIMOVA Alma Yesimbekovna, Doctor of Pedagogical Sciences, Professor, 

Academician of Central Asian Academic Research Center, Director of the Center for the Development 
of Pedagogical Education, Head of the Department of Methods of Teaching Mathematics, Physics and 
Computer Science at Abai KazNPU (Almaty, Kazakhstan), https://www.scopus.com/authid/detail.
uri?authorId=57191275199, https://www.webofscience.com/wos/author/record/2076124.

DEPUTY EDITOR-IN-CHIEF:
SEMBIEVA Lyazzat Myktybekovna, Doctor of Economics, Professor of the Eurasian National 

University (Astana, Kazakhstan), https://www.scopus.com/authid/detail.uri?authorId=57194226348, https://
www.webofscience.com/wos/author/record/38875302.

EDITORIAL BOARD:
RICHELLE Marynowski, PhD in Education, Professor, Faculty of Education, University of 

Lethbridge, (Alberta, Canada), https://www.scopus.com/authid/detail.uri?authorId=57070452800, https://
www.webofscience.com/wos/author/record/16130920.

SHISHOV Sergey Evgenievich, Doctor of Pedagogical Sciences, Professor, Head of the Department 
of Pedagogy and Psychology of Professional Education, Moscow State University of Technology and 
Management named after K. Razumovsky (Moscow, Russia), https://www.scopus.com/authid/detail.
uri?authorId=57191518233, https://www.webofscience.com/wos/author/record/2443966.

ABILDINA Saltanat Kuatovna, Doctor of Pedagogical Sciences, Professor, Head of the 
Department of Pedagogy, Karaganda University named after E.A. Buketov (Karaganda, Kazakhstan),
https://www.scopus.com/authid/detail.uri?authorId=56128026400, https://www.webofscience.com/wos/
author/record/4131549.

RYZHAKOV Mikhail Viktorovich, Doctor of Pedagogical Sciences, Professor, Academician of the 
Russian Academy of Education, Editor-in-Chief of the journal “Standards and Monitoring in Education” 
(Moscow, Russia), https://www.scopus.com/authid/detail.uri?authorId=6602245542, https://www.
webofscience.com/wos/author/record/13675462.

BULATBAEVA Kulzhanat Nurymzhanovna, Doctor of Pedagogical Sciences, Professor, Chief 
Researcher of the National Academy of Education named after Y. Altynsarin (Astana, Kazakhstan),
https://www.scopus.com/authid/detail.uri?authorId=57202195074, https://www.webofscience.com/wos/
author/record/40173122.

PETR Hájek, PhD, Unicorn University, Associate Professor, Department of Finance, (Prague, Czech 
Republic), https://www.scopus.com/authid/detail.uri?authorId=35726855800, https://www.webofscience.
com/wos/author/record/672404.

JUMAN Jappar, Doctor of Economics, Professor, Honorary Academician of Central Asian Academic 
Research Center,  Honored Worker of Kazakhstan,  Director of the Center for International Applied Research 
Al-Farabi Kazakh National University (Almaty,Kazakhstan), https://www.scopus.com/authid/detail.
uri?authorId=59238481900; https://www.scopus.com/authid/detail.uri?authorId=56658765400, https://
www.webofscience.com/wos/author/record/60977874.

LUKYANENKO Irina Grigorievna, Doctor of Economics, Professor, Head of Department of the 
National University of Kyiv-Mohyla Academy (Kyiv, Ukraine), https://www.scopus.com/authid/detail.
uri?authorId=57189348551, https://www.webofscience.com/wos/author/record/939510.

YESIMZHANOVA Saira Rafi hevna, Doctor of Economics, Professor of the University of International 
Business (Almaty, Kazakhstan), https://www.scopus.com/authid/detail.uri?authorId=56499485500, https://
www.webofscience.com/wos/author/record/45951098.



ISSN 1991-3494                                                                                                               1.2026

3

Scientifi c Journal of Pedagogy and Economics
ISSN 2518-1467 (Online),  
ISSN 1991-3494 (Print).
Меншіктенуші: «Орталық Азия академиялық ғылыми орталығы» ЖШС (Алматы қ.).
Қазақстан Республикасының Ақпарат жəне коммуникациялар министрлігінің Ақпарат 
комитетінде 05.06.2025 ж. берілген Nº KZ50VPY00121155 мерзімдік басылым тіркеуіне қойылу 
туралы куəлік. 
Тақырыптық бағыты: «іргелі ғылым салалары бойынша жаңа жетістіктердің нəтижелерін жариялау»
Мерзімділігі: жылына 6 рет.
http://www.bulletin-science.kz/index.php/en/

© «Орталық Азия академиялық ғылыми орталығы» ЖШС, 2026

БАС РЕДАКТОР:
ƏБІЛҚАСЫМОВА Алма Есімбекқызы, педагогика ғылымдарының докторы, профессор, 

ҚР ҰҒА академигі, Педагогикалық білім беруді дамыту орталығының директоры, Абай атындағы 
ҚазҰПУ математика, физика жəне информатиканы оқыту əдістемесі кафедрасының меңгерушісі 
(Алматы, Қазақстан), https://www.scopus.com/authid/detail.uri?authorId=57191275199, https://www.
webofscience.com/wos/author/record/2076124.

БАС РЕДАКТОРДЫҢ ОРЫНБАСАРЫ:
СЕМБИЕВА Лəззат Мықтыбекқызы, экономика ғылымдарының докторы, Л.Н. Гумилев 

атындағы Еуразия ұлттық университетінің профессоры (Астана, Қазақстан), https://www.scopus.com/
authid/detail.uri?authorId=57194226348, https://www.webofscience.com/wos/author/record/38875302.

РЕДАКЦИЯ АЛҚАСЫ:
РИШЕЛЬ Мариновски, білім беру саласындағы PhD, Летбридж университеті педагогика 

факультетінің профессоры, (Альберта, Канада), https://www.scopus.com/authid/detail.
uri?authorId=57070452800, https://www.webofscience.com/wos/author/record/16130920.

ШИШОВ Сергей Евгеньевич, педагогика ғылымдарының докторы, профессор, К. 
Разумовский атындағы Мəскеу мемлекеттік технологиялар жəне басқару университетінің 
кəсіби білім беру педагогикасы жəне психологиясы кафедрасының меңгерушісі (Мəскеу, Ресей),
https://www.scopus.com/authid/detail.uri?authorId=57191518233, https://www.webofscience.com/wos/
author/record/2443966.

ƏБІЛДИНА Салтанат Қуатқызы, педагогика ғылымдарының докторы, профессор, Е.А. 
Бөкетов атындағы Қарағанды университетінің педагогика кафедрасының меңгерушісі (Қарағанды, 
Қазақстан), https://www.scopus.com/authid/detail.uri?authorId=56128026400, https://www.webofscience.
com/wos/author/record/4131549.

РЫЖАКОВ Михаил Викторович, педагогика ғылымдарының докторы, профессор, Ресей 
білім академиясының академигі, «Білім берудегі стандарттар мен мониторинг» журналының бас 
редакторы (Мəскеу, Ресей), https://www.scopus.com/authid/detail.uri?authorId=6602245542, https://
www.webofscience.com/wos/author/record/13675462.

БОЛАТБАЕВА Күлжанат Нұрымжанқызы, педагогика ғылымдарының докторы, профессор, 
Ы.Алтынсарин атындағы Ұлттық білім академиясының бас ғылыми қызметкері (Астана, Қазақстан), 
https://www.scopus.com/authid/detail.uri?authorId=57202195074, https://www.webofscience.com/wos/
author/record/40173122.

ПЕТР Хайек, PhD, Юникорн университеті, Қаржы департаментінің қауымдастырылған 
профессоры (Прага, Чехия), https://www.scopus.com/authid/detail.uri?authorId=35726855800, https://
www.webofscience.com/wos/author/record/672404.

ЖҰМАН Жаппар, экономика ғылымдарының докторы, профессор, Қазақстанның Еңбек 
сіңірген қайраткері, ҚР ҰҒА құрметті академигі,  əл-Фараби атындағы Қазақ ұлттық университетінің 
Халықаралық қолданбалы зерттеулер орталығының директоры (Алматы, Қазақстан). https://
www.scopus.com/authid/detail.uri?authorId=59238481900; https://www.scopus.com/authid/detail.
uri?authorId=56658765400, https://www.webofscience.com/wos/author/record/60977874.

ЛУКЬЯНЕНКО Ирина Григорьевна, экономика ғылымдарының докторы, профессор, 
«Киево-Могилянская академия» ұлттық университеті кафедрасының меңгерушісі (Киев, Украина),
https://www.scopus.com/authid/detail.uri?authorId=57189348551, https://www.webofscience.com/wos/
author/record/939510.

ЕСІМЖАНОВА Сайра Рафихқызы, экономика ғылымдарының докторы, Халықаралық 
бизнес университетінің профессоры (Алматы, Қазақстан), https://www.scopus.com/authid/detail.
uri?authorId=56499485500, https://www.webofscience.com/wos/author/record/45951098.



SCIENTIFIC JOURNAL OF PEDAGOGY AND ECONOMICS 1.2026

4

Scientifi c Journal of Pedagogy and Economics
ISSN 2518-1467 (Online), 
ISSN 1991-3494 (Print).
Собственник: ТОО «Центрально-азиатский академический научный центр» (г. Алматы).
Свидетельство о постановке на учет периодического печатного издания в Комитете информации 
Министерства информации и коммуникаций и Республики Казахстан 
Nº KZ50VPY00121155 выданное 05.06.2025 г.
Тематическая направленность: «публикация результатов новых достижений вобласти  
фундаментальных наук».
Периодичность: 6 раз в год.
http://www.bulletin-science.kz/index.php/en/

© ТОО «Центрально-азиатский академический научный центр», 2026

ГЛАВНЫЙ РЕДАКТОР:
АБЫЛКАСЫМОВА Алма Есимбековна, доктор педагогических наук, профессор, академик 

НАН РК, директор Центра развития педагогического образования, заведующая кафедрой методики 
преподавания математики, физики и информатики КазНПУ им. Абая (Алматы, Казахстан),
https://www.scopus.com/authid/detail.uri?authorId=57191275199, https://www.webofscience.com/wos/
author/record/2076124.

ЗАМЕСТИТЕЛЬ ГЛАВНОГО РЕДАКТОРА:
СЕМБИЕВА Ляззат Мыктыбековна, доктор экономических наук, профессор Евразийского 

национального университета им. Л.Н. Гумилева (Астана, Казахстан), https://www.scopus.com/authid/
detail.uri?authorId=57194226348, https://www.webofscience.com/wos/author/record/38875302.

РЕДАКЦИОННАЯ КОЛЛЕГИЯ:
РИШЕЛЬ Мариновски, PhD в области образования, профессор факультета педагогики 

Летбриджского университета, (Альберта, Канада), https://www.scopus.com/authid/detail.
uri?authorId=57070452800, https://www.webofscience.com/wos/author/record/16130920.

ШИШОВ Сергей Евгеньевич, доктор педагогических наук, профессор, заведующий 
кафедрой педагогики и психологии профессионального образования Московского государственного 
университета технологий и управления имени К. Разумовского (Москва, Россия), https://www.
scopus.com/authid/detail.uri?authorId=57191518233, https://www.webofscience.com/wos/author/
record/2443966.

АБИЛЬДИНА Салтанат Куатовна, доктор педагогических наук, профессор, заведующая 
кафедрой педагогики Карагандинского университета имени Е.А. Букетова (Караганда, Казахстан),
https://www.scopus.com/authid/detail.uri?authorId=56128026400, https://www.webofscience.com/wos/
author/record/4131549.

РЫЖАКОВ Михаил Викторович, доктор педагогических наук, профессор, академик 
Российской академии образования, главный редактор журнала «Стандарты и мониторинг в 
образовании» (Москва, Россия), https://www.scopus.com/authid/detail.uri?authorId=6602245542, https://
www.webofscience.com/wos/author/record/13675462.

БУЛАТБАЕВА Кулжанат Нурымжановна, доктор педагогических наук, профессор, главный 
научный сотрудник Национальной академии образования имени Ы. Алтынсарина (Астана, 
Казахстан), https://www.scopus.com/authid/detail.uri?authorId=57202195074, https://www.webofscience.
com/wos/author/record/40173122.

ПЕТР Хайек, PhD, университет Юникорн, ассоциированный профессор Департамента 
финансов, (Прага, Чехия), https://www.scopus.com/authid/detail.uri?authorId=35726855800, https://
www.webofscience.com/wos/author/record/672404.

ЖУМАН Жаппар, доктор экономических наук, профессор,     заслуженный деятель 
Казахстана, почетный академик  НАН  РК, директор Центра Международных прикладных 
исследований Казахского национального университета им. аль-Фараби (Алматы, Казахстан),
https://www.scopus.com/authid/detail.uri?authorId=59238481900; https://www.scopus.com/authid/detail.
uri?authorId=56658765400, https://www.webofscience.com/wos/author/record/60977874.

ЛУКЬЯНЕНКО Ирина Григорьевна, доктор экономических наук, профессор, заведующая 
кафедрой Национального университета «Киево-Могилянская академия» (Киев, Украина),
https://www.scopus.com/authid/detail.uri?authorId=57189348551, https://www.webofscience.com/wos/
author/record/939510.

ЕСИМЖАНОВА Сайра Рафихевна, доктор экономических наук, профессор Университета 
международного бизнеса (Алматы, Казахстан), https://www.scopus.com/authid/detail.
uri?authorId=56499485500, https://www.webofscience.com/wos/author/record/45951098.



ISSN 1991-3494                                                                                                               2.2026

5

CONTENTS

PEDAGOGY

Aitimbaev A., Issayev M., Apendiyev T.
Scientific and methodological opportunities for using archival materials 
in teaching the history of Kazakhstan in higher education institutions...............................19

Akhmetova G., Kabdusheva A., Mussina A.
A quantitative study on university students’ academic writing challenges 
and learning needs...............................................................................................................40

Аkhmetоvа Zh.А., Nurgаli S., Nurmetova D.
Pedаgоgicаl fоundаtiоns оf using digitаl resоurces in teаching аcаdemic writing……….57

Bekbolat Zh., Zholmakhanova A., Yildirim S.
Theoretical foundations of teaching M. Shokai’s letters through a research-based 
approach..............................................................................................................................72

Berdenkulova A.Zh., Zhandavletova R.B., Nazarova G.A.
A pedagogical model for improving educational quality through the “comfortable 
school - society - university” partnership.............................................................................88

Duisenova G., Shyndaliyev N., Shadiev R.
Comparative analysis of traditional and virtualized programming education..................104

Yeskendirova A., Kassenova N., Nogoyev Y.
Comparative analysis of texts created by AI and texts developed using 
quantization technology……..................................................................................…….121

Zhanysbekova Sh., Nurmakhanova Zh., Akasheva A.
Actual problems of the formation of pragmatic competence: research based on the 
results of content analysis.................................................................................................136

Zulpykhar Zh.E., Kapanova D.E., Zhilmagambetova R.Z.
Modern resources and technologies as a foundation for the development 
of teachers' professional competencies.............................................................................153

Isaeva A., Ananyeva S.
Axiological interpretation of the Kazakhstan theme in the works of 
K. Paustovsky: methodological approaches to teaching at the university........................172

Kabzhalelov K.R., Korganbayeva Zh.K., Nurakhmetova A.R.
Developing critical thinking through modern chatbots in chemistry education..............190

Kazhenova Zh.S., Kydyralina L.M., Rakhmatullina Z.T.
Problems of developing students' engineering skills........................................................208



SCIENTIFIC JOURNAL OF PEDAGOGY AND ECONOMICS                                                 2.2026

6

Kaldarova A., Vasquez M., Kulgildinova T.
Developing students’ profession-oriented speaking skills through ChatGPT...................229

Kapbarova G.Sh., Gundogdu A., Baidalieva E.A.
History teaching methodology: theoretical and practical foundations of the 
competency-based approach.............................................................................................243

Kozhakhanova L., Amirova A.
Prospects for developing media literacy among primary school students........................260

Kuzhagulova G.,  Sydykova R., Smailova M
Features of education of national values in visually impaired students through 
Kazakh lyric songs............................................................................................................278

Markhmadova Zh.K., Kassymova G.K., Okenova B.
Pedagogical aspects of developing and assessing the digital competence 
of pedagogy-psychologists................................................................................................297

Mateyeva M., Yeralin K., Burkitbaev T.
Training future teachers of artistic work for art-historical regional studies......................318	

Makhanov N., Nishanova K.
Development of students’ cognitive competencies through museum-based
education: evidence from South Kazakhstan....................................................................333

Myrzagereikyzy G., Yermekova Zh.K., Aldzhамbekova G.T.
The use of action research in preparing future physics teachers for the 
development of functional literacy of students.................................................................348

Reginbayeva N., Nametkulova F.
Methodological foundations of professionally-oriented physics education based 
on STEM education for future air transport specialists....................................................365

Serikbayeva N., Orynbekova A., Tuyakova U.
Methodology for developing digital competence of educational psychologists
in modern education..........................................................................................................385

Toiganbekova M.E., Kazhigalieva G.A.
Аspects of creation and specification of educational texts for increasing
 the effectiveness of training............................................................................................409

Shegebayeva G., Zhumasheva T., Nurbekova S.
Prerequisites for the preparation of future educators for the creation of a 
health-educational environment based on nutricology......................................................422

Shishov S.E., Iovbak A.S., Verko Y.A.
Integrated modular physics experiment as a means of organizing students’ experimental 
activities in secondary school...........................................................................................443



ISSN 1991-3494                                                                                                               2.2026

7

ECONOMICS

Abdimoldayeva A., Madysheva A., Zhunussova G.
Transformation of logistics cost accounting in the agro-industrial complex under 
digitalization…………......................................................................................................461

Abuova Zh., Duiskenova R., Kadyrbekova D.
The concept of sustainable development of the hotel business based on digital 
transformation and environmental management.............................................................479

Amantay Mukhit, Kanabekova M., Oralbayeva Zh.
Digitalization as a driver of Kazakhstan’s economic growth: econometric analysis 
and structural effects…….........................................................................................…….494

Ashim N., Dzhrauova K., Kushenova M.
Improving the management of agricultural subsidies: Kyzylorda region………........….511

Assemova R., Abdibekov S., Aitbayeva D.
Energy efficiency and innovation in agriculture: empirical evidence from
Southern Kazakhstan………….........................................................................................535

Assanova Zh., Baimukhanova S., Konysbaeva G.
Environmental accounting, ESG reporting and digitalization: impact on cost 
reduction and sustainable development.............................................................................554

Baigelova A., Sadykova Zh., Epanchintseva S.
Industrial economy transformation in Kazakhstan: structural shifts, digitalization 
and productivity growth...................................................................................................571

Beisekova Zh., Mutaliyeva A., Kunshigarova L.
Transformation of entrepreneurial activity in Kazakhstan in 2000–2025.....................…590

Beisenbayeva A., Kambarov B., Samenova N.
Development of small and medium-sized enterprises in Almaty: ecosystem factors
and structural dynamics………….....................................................................................611

Bekisheva A., Beketova K., Dorohova N.
Human resource management practices and employee perceptions in Kazakhstan’s 
civil service………….......................................................................................................629

Bissenbayeva S., Kireyeva A., Zhumaxanova K.
Digitalization, government support and innovation activity: evidence from regional 
analysis in Kazakhstan.....................................................................................................646

Em O.L., Kim D.
Features of risk management in collective investment………....................................….665



SCIENTIFIC JOURNAL OF PEDAGOGY AND ECONOMICS                                                 2.2026

8

Ibrayeva A., Kenesheva G., Arynova Zh.
Qualification mismatch in the labour market of an industrial region: a conceptual 
model and measurement mechanism…………................................................................684

Juman J., Mukhtarova K.S., Liao Z.
The modern model of China’s economic cooperation with Central Asian countries..….701

Karakulova A., Bakirbekova A., Zhangirova R.
Improving the efficiency of digital transformation of agricultural enterprises: 
an empirical analysis of Kostanay region………….........................................................718

Kuralbayeva A.Sh., Issayeva G.K., Zhussipova E.E. 
Energy-saving technologies in irrigated agriculture of Southern Kazakhstan: 
economic and environmental effects………................................................................….734

Naimanova Zh., Bakirbekova A., Kuralbayeva R.
Digital inequality and agricultural productivity: evidence from Southern Kazakhstan....749

Nartbayeva A., Dadabayeva D., Altuntas G.
Economic resilience of single-industry towns in Kazakhstan: a dynamic analysis 
of socio-economic indicators……...........................................................................…….767

Nurlanuly A., Petrovčiková K., Shalbolova U.Zh.
Comparative analysis of aviation market development models in Kazakhstan
and Slovakia......................................................................................................................785

Nyshanbayeva U., Moldashbayeva L., Urazbayeva Z.
Accounting and valuation of investment projects in digital tourism: an integrated 
approach…………............................................................................................................801

Shegir G., Kerimova U., Kabi Sh.
The transition of the agro-industrial complex of the Almaty region to the production 
of value-added products…………...................................................................................819

Shiganbayeva N., Razakova D., Orlowska R.
Trade turnover between China and Kazakhstan in the context of contemporary 
analytical studies: factors, challenges, and risks………..............................................….840

Tuzubekova M., Zhunusova A., Kadirova N.
Analysis of SME support incentives in the manufacturing industry of the Republic 
of Kazakhstan………..................................................................................................….857

Yeraliyeva Ya., Ruziyeva E., Alimbekova B.
Trend and structure of research on digital financial literacy: bibliometric approach…...877

Zhassan G., Taibek Zh., Imanova G.
Climate risk management in the banking sector: ESG-based global and Kazakhstani 
experience………….........................................................................................................891



ISSN 1991-3494                                                                                                               2.2026

9

МАЗМҰНЫ

ПЕДАГОГИКА

Айтимбаев А.Т., Исаев М.С., Апендиев Т.А.
Қазақстан тарихын жоғары оқу орындарында оқытуда архив материалдарын 
пайдаланудың ғылыми-әдістемелік мүмкіндіктері (1920–1950 жж. Оңтүстік 
Қазақстандағы саяси қуғын-сүргін құрбандары тағдырлары негізінде).....................19

Ахметова Г.С., Кабдушева А.Б., Мусина А.Б.
Университет студенттерінің академиялық жазылымдағы қиындықтары мен 
оқу қажеттіліктеріне арналған сандық зерттеу...............................................................40

Ахметова Ж.А., Нұрғали С., Нурметова Д.
Академиялық жазуды оқытуда сандық ресурстарды пайдаланудың 
педагогикалық негіздері……….................................................................................…. 57

Бекболат Ж.Н., Жолмаханова А.Б., Сейфуллах Йылдырым
Мұстафа Шоқай хаттарын зерттеушілік әдіс арқылы оқытудың 
теориялық негіздері….......................................................................................................72

Берденкулова А.Ж., Жандавлетова Р.Б., Назарова Г.А.
«Жайлы мектеп – қоғам – университет» серіктестігі негізінде білім сапасын 
арттырудың педагогикалық моделі………................................................................….88

Ескендирова А.А., Касенова Н.Б., Ногоев Ю.Я.
ЖИ арқылы жасалған мәтіндер мен кванттау технологиясы арқылы әзірленген 
мәтіндердің салыстырмалы талдауы.............................................................................104

Жанысбекова Ш., Нурмаханова Ж., Акашева Ә.
Прагматикалық құзіреттілікті қалыптастырудың өзекті мәселелері: 
контент-анализ  нәтижелері бойынша зерттеу..............................................................121

Дүйсенова Г.А., Шындалиев Н.Т., Шадиев Р.Н.
Дәстүрлі және виртуалды бағдарламалау білімінің салыстырмалы талдауы….……136

Зулпыхар Ж.Е., Капанова Д.Е., Жилмагамбетова Р.З.
Педагогтердің кәсіби құзыреттілігін дамытудың негізі ретінде қазіргі заманғы 
ресурстар мен технологиялар……….......................................................................….153

Исаева А.А., Ананьева С.В.
К. Паустовский шығармашылығындағы Қазақстан тақырыбының аксиологиялық 
интерпретациясы: жоғары оқу орнында оқытудың әдіснамалық тәсілдері..............172

Кабжалелов К.Р., Қорғанбаева Ж.Қ., Нурахметова А.Р.
Химияны оқыту барысында заманауи чат-боттар арқылы сыни ойлауды 
дамыту…………..............................................................................................................190



SCIENTIFIC JOURNAL OF PEDAGOGY AND ECONOMICS                                                 2.2026

10

Каженова Ж.С., Қыдыралина Л.М., Рахматуллина З.Т.
Оқушылардың инженерлік дағдыларын дамыту мәселелері…………......................208

Калдарова А.К., Васкез М.А., Кyльгильдинова Т.А.
Студенттердің кәсіби-бағдарланған айтылым дағдыларын ChatGPT арқылы 
дамыту..............................................................................................................................229

Капбарова Г.Ш., Гюндогду А., Байдалиева Э.А.
Тарихты оқыту әдістемесі: құзыреттілікке негізделген тәсілді қолданудың 
теориялық және практикалық негіздері…………........................................................243

Кожаханова Л., Амирова А.
Бастауыш сынып оқушыларының медиасауаттылығын дамыту
перспективалары..........................................................................................................260

Кужагулова Г.Е., Сыдыкова Р.Ш., Смаилова М.С.
Көру қабілеті бұзылған білім алушыларды қазақтың лирикалық әндері арқылы 
ұлттық құндылықтарға тәрбиелеудің ерекшеліктері…………...................................278

Мархмадова Ж.Қ., Касымова Г.К., Өкенова Б.
Педагог-психологтың цифрлық құзыреттілігін қалыптастыру және 
бағалаудың педагогикалық аспектілері………….........................................................297

Матеева М.А., Ералин Қ., Буркитбаев Т.
Болашақ көркем еңбек мұғалімдерін өнертанымдық өлкетануға даярлау…………318

Маханов Н., Нишанова К.
Музейлік білім беру негізінде оқушылардың танымдық құзыреттіліктерін 
дамыту (Оңтүстік Қазақстан мысалында)…................................................................333

Мырзагерейқызы Г., Ермекова Ж.К., Алджамбекова Г.Т.
Болашақ физика мұғалімдерін оқушылардың функционалдық сауаттылығын 
дамытуға даярлауда action research пайдалану………….............................................348

Регинбаева Н.А., Наметкулова Ф.Д.
Болашақ әуе транспорты мамандарына физиканы STEM білім беру негізінде 
кәсіби-бағдарлы оқытудың әдістемелік негіздері........................................................365

Серикбаева Н.Б., Орынбекова А.С., Туякова У.Ж.
Қазіргі білім беруде педагог-психологтардың цифрлық құзыреттілігін дамыту 
әдістемесі………….........................................................................................................385

Тойғанбекова М.Е., Қажиғалиева Г.А.
Оқытудың тиімділігін арттыру үшін оқу мәтіндерін құру және нақтылау 
аспектілері………….......................................................................................................409



ISSN 1991-3494                                                                                                               2.2026

11

Шегебаева Г.У., Жумашева Т.С., Нурбекова С.М.
Болашақ тәрбиешілерді нутрициология негізінде денсаулық сақтау-білім 
беру ортасын құруға дайындаудың алғышарттары......................................................422

Шишов С.Е., Иовбак А.С., Верко Е.А.
Орта мектепте оқушылардың эксперименталдық қызметін ұйымдастыру құралы 
ретінде интеграцияланған модульді физика эксперименті……….........................….443

ЭКОНОМИКА

Абдимолдаева А., Мадышева А., Жунусова Г.
Цифрландыру жағдайында агроөнеркәсіптік кешендегі логистикалық шығындар 
есебін қайта құру………….............................................................................................461

Абуова Ж., Дүйскенова Р., Кадырбекова Д.
Цифрлық трансформация және экологиялық басқару негізіндегі қонақ үй 
бизнесінің тұрақты даму тұжырымдамасы..................................................................479

Әшім Н., Джрауова К., Кушенова М.
Ауылшаруашылығы субсидияларын басқаруды жетілдіру: Қызылорда облысы…494.

Мұхит Амантай, Кенабекова М., Оралбаева Ж.
Цифрландыру Қазақстанның экономикалық өсуінің драйвері ретінде: 
эконометрикалық талдау және құрылымдық әсерлер…………..................................511

Асемова Р., Абдибеков С., Айтбаева Д.
Ауылшаруашылығындағы энергия тиімділігі және инновациялар: Оңтүстік 
Қазақстан бойынша эмпирикалық дәлелдер…………................................................535

Асанова Ж., Баймуханова С., Қонысбаева Г.
Экологиялық есеп, ESG-есептілік және цифрландыру: шығындарды төмендетуге
және орнықты дамуға әсері............................................................................................554

Байгелова А., Садыкова Ж., Епанчинцева С.
Қазақстандағы өнеркәсіп экономикасының трансформациясы: құрылымдық 
өзгерістер, цифрландыру және өнімділіктің өсуі.........................................................571

Бейсекова Ж., Муталиева А., Куншигарова Л.
2000–2025 жылдары Қазақстандағы кәсіпкерлік қызметтің трансформациясы.......590

Бейсенбаева А., Қамбаров Б., Саменова Н.
Алматыда шағын және орта кәсіпкерлікті дамыту: экожүйелік факторлар және 
құрылымдық динамика…………...................................................................................611

Бекишева А., Бекетова К., Дорохова Н.
Қазақстанның мемлекеттік қызметіндегі адам ресурстарын басқару тәжірибелері 
және қызметкерлердің қабылдауы………….................................................................629



SCIENTIFIC JOURNAL OF PEDAGOGY AND ECONOMICS                                                 2.2026

12

Бисенбаева С., Киреева А., Жұмаксанова К.
Цифрландыру, мемлекеттік қолдау және инновациялық белсенділік: 
Қазақстан өңірлерінің талдауы.......................................................................................646

Эм О.Л., Ким Д.
Ұжымдық инвестициялардағы тәуекелдерді басқарудың ерекшеліктері…………..665

Ибраева А., Кенешева Г., Арынова Ж.
Өнеркәсіптік өңірдің еңбек нарығындағы біліктілік сәйкессіздігі: 
тұжырымдамалық модель және өлшеу тетігі………..............................................….684

Жұман Ж., Мұхтарова К.С., Ляо Чжан
Қытайдың Орталық Азия елдерімен экономикалық ынтымақтастығының 
заманауи моделі…………..............................................................................................701

Қарақұлова А., Бакирбекова А., Жангирова Р.
Ауыл шаруашылығы кәсіпорындарының цифрлық трансформациясының 
тиімділігін арттыру: Қостанай облысының эмпирикалық талдауы…………..........718

Құралбаева А.Ш.,  Исаева Г.К., Жусипова Э.Е.
Оңтүстік Қазақстанның суармалы ауыл шаруашылығындағы энергия үнемдеу 
технологиялары: экономикалық және экологиялық тиімділік…………..................734

Найманова Ж., Бакирбекова А., Құралбаева Р.
Цифрлық теңсіздік және ауыл шаруашылығының өнімділігі: 
Оңтүстік Қазақстан деректері………….......................................................................749

Нартбаева А., Дадабаева Д., Алтунташ Г.
Қазақстан моноқалаларының экономикалық резилиенттілігі: әлеуметтік-
экономикалық көрсеткіштердің динамикалық талдауы…………..............................767

Нұрланұлы А., Петровчикова К., Шалболова У.Ж.
Қазақстан мен Словакияның авиациялық нарықтарының даму модельдерін 
салыстырмалы талдау………....................................................................................….785

Нышанбаева Ұ., Молдашбаева Л., Уразбаева З.
Цифрлық туризмдегі инвестициялық жобаларды есепке алу және бағалау: 
интеграцияланған тәсіл………..................................................................................….801

Шегір Г., Керимова У., Қаби Ш.
Алматы облысының агроөнеркәсіптік кешенінің қосылған құны бар өнім
өндіруге көшуі…………................................................................................................819

Шиганбаева Н., Разакова Д., Орловска Р.
Қытай мен Қазақстан арасындағы тауар айналымы: факторлар, мәселелер 
және тәуекелдер……….............................................................................................….840



ISSN 1991-3494                                                                                                               2.2026

13

Тузубекова М., Жунусова А., Кадирова Н.
Қазақстан Республикасының өңдеу өнеркәсібіндегі шағын және орта бизнесті 
ынталандыруды талдау………..................................................................................….857

Ералиева Я., Рузиева Э., Алимбекова Б.
Цифрлық қаржылық сауаттылық бойынша зерттеулердің тенденциялары 
мен құрылымы: библиометриялық тәсіл…………......................................................877

Жасан Г.Ж., Тайбек Ж.Қ., Иманова Г.А.
Банк секторындағы климаттық тәуекелдерді басқару: ESG негізіндегі әлемдік 
және қазақстандық тәжірибе..........................................................................................891



SCIENTIFIC JOURNAL OF PEDAGOGY AND ECONOMICS                                                 2.2026

14

СОДЕРЖАНИЕ

ПЕДАГОГИКА

Айтимбаев А.Т., Исаев М.С., Апендиев Т.А.
Научно-методические возможности использования архивных материалов при 
преподавании истории Казахстана в высших учебных заведениях (на примере 
судеб жертв политических репрессий в Южном Казахстане в 1920–1950 гг.)............19

Ахметова Г.С., Кабдушева А.Б., Мусина А.Б.
Количественное исследование проблем академического письма и образовательных 
потребностей студентов университета............................................................................40

Ахметова Ж.А., Нургали С., Нурметова Д.
Педагогические основы использования цифровых ресурсов в обучении 
академическому письму………...................................................................................….57

Бекболат Ж.Н., Жолмаханова А.Б., Сейфуллах Йылдырым
Теоретические основы обучения письмам М. Шокая исследовательским 
методом..............................................................................................................................72

Берденкулова А.Ж., Жандавлетова Р.Б., Назарова Г.А.
Педагогическая модель повышения качества образования на основе партнёрства
«комфортная школа – общество – университет»………...........................................….88

Дуйсенова Г.А., Шындалиев Н.Т., Шадиев Р.Н.
Сравнительный анализ традиционного и виртуализированного обучения 
программированию……….......................................................................................….104

Ескендирова А.А., Касенова Н.Б., Ногоев Ю.Я.
Сравнительный анализ текстов, созданных ИИ и текстов, разработанных 
с помощью технологии квантования.............................................................................121

Жанысбекова Ш., Нурмаханова Ж., Акашева А.
Актуальные проблемы формирования прагматической компетенции: 
исследование по результатам контент-анализа............................................................136

Зулпыхар Ж.Е., Капанова Д.Е., Жилмагамбетова Р.З.
Современные ресурсы и технологии как основа развития профессиональных 
компетенций педагогов…………...................................................................................153

Исаева А.А., Ананьева С.В.
Аксиологическая интерпретация казахстанской тематики в творчестве
К. Паустовского: методологические подходы к преподаванию в вузе.......................172



ISSN 1991-3494                                                                                                               2.2026

15

Кабжалелов К.Р., Корганбаева Ж.К., Нурахметова А.Р.
Развитие критического мышления с помощью современных чат-ботов при 
обучении химии………..............................................................................................….190

Каженова Ж.С., Кыдыралина Л.М., Рахматуллина З.Т.
Проблемы развития инженерных навыков учащихся………................................….208

Калдарова А.К., Васкез М.А., Кyльгильдинова Т.А.
Развитие профессионально ориентированных навыков устной речи студентов 
с использованием ChatGPT............................................................................................229

Капбарова Г.Ш., Гюндогду А., Байдалиева Э.А.
Методика преподавания истории: теоретические и практические основы 
применения компетентностного подхода………….....................................................243

Кожаханова Л., Амирова А.
Перспективы развития медиаграмотности среди учащихся начальной школы........260

Кужагулова Г.Е., Сыдыкова Р.Ш., Смаилова М.С.
Особенности воспитания национальных ценностей у слабовидящих
обучающихся через казахские лирические песни…………........................................278

Мархмадова Ж.К., Касымова Г.К., Окенова Б.
Педагогические аспекты формирования и оценки цифровой компетентности 
педагогов-психологов………….....................................................................................297

Матеева М.А., Ералин К., Буркитбаев Т.
Подготовка будущих учителей художественного труда к искусствоведческому 
краеведению…………....................................................................................................318

Маханов Н., Нишанова К.
Развитие познавательных компетенций учащихся на основе музейного 
образования (на примере Южного Казахстана)...........................................................333

Мырзагерейкызы Г., Ермекова Ж.К., Алджамбекова Г.Т.
Использование action research в подготовке будущих учителей физики
к развитию функциональной грамотности учащихся…………..................................348

Регинбаева Н.А., Наметкулова Ф.Д.
Методические основы профессионально-ориентированного обучения физике 
на основе STEM образования для будущих специалистов воздушного 
транспорта.......................................................................................................................365

Серикбаева Н.Б., Орынбекова А.С., Туякова У.Ж.
Методика развития цифровой компетентности педагогов-психологов 
в современном образовании…………...........................................................................385



SCIENTIFIC JOURNAL OF PEDAGOGY AND ECONOMICS                                                 2.2026

16

Тойганбекова М.Е., Кажигалиева Г.А.
Аспекты создания и спецификации учебных текстов для повышения 
эффективности обучения…………................................................................................409

Шегебаева Г.У., Жумашева Т.С., Нурбекова С.М.
Предпосылки подготовки будущих воспитателей к созданию 
здоровьесберегающей образовательной среды на основе нутрициологии...............422

Шишов С.Е., Иовбак А.С., Верко Е.А.
Интегрированный модульный физический эксперимент как средство организации 
экспериментальной деятельности учащихся в средней школе…………...................443

ЭКОНОМИКА

Абдимолдаева А., Мадышева А., Жунусова Г.
Трансформация учета логистических затрат в агропромышленном комплексе 
в условиях цифровизации…………..............................................................................461

Абуова Ж., Дуйскенова Р., Кадырбекова Д.
Концепция устойчивого развития гостиничного бизнеса на основе цифровой 
трансформации и экологического менеджмента………….........................................479

Ашим Н., Джрауова К., Кушенова М.
Совершенствование управления агросубсидиями: Кызылординская 
область………….............................................................................................................494

Мухит Амантай, Канабекова М., Оралбаева Ж.
Цифровизация как драйвер экономического роста Казахстана: эконометрический 
анализ и структурные эффекты………….....................................................................511

Асемова Р., Абдибеков С., Айтбаева Д.
Энергоэффективность и инновации в сельском хозяйстве: эмпирические данные 
Южного Казахстана…………........................................................................................535

Асанова Ж., Баймуханова С., Конысбаева Г.
Экологический учет, ESG-отчетность и цифровизация: влияние на снижение 
издержек и устойчивое развитие...................................................................................554

Байгелова А., Садыкова Ж., Епанчинцева С.
Трансформация промышленной экономики Казахстана: структурные сдвиги, 
цифровизация и рост производительности..................................................................571

Бейсекова Ж., Муталиева А., Куншигарова Л.
Трансформация предпринимательской деятельности в Казахстане 
в 2000–2025 годах...........................................................................................................590



ISSN 1991-3494                                                                                                               2.2026

17

Бейсенбаева А., Камбаров Б., Саменова Н.
Развитие малого и среднего предпринимательства в Алматы: экосистемные 
факторы и структурная динамика…………..................................................................611

Бекишева А., Бекетова К., Дорохова Н.
Практики управления человеческими ресурсами и восприятие сотрудников 
в государственной службе Казахстана…………..........................................................629

Бисенбаева С., Киреева А., Жумаксанова К.
Цифровизация, государственная поддержка и инновационная активность: 
региональный анализ Казахстана..................................................................................646

Эм О.Л., Ким Д.
Особенности управления рисками в сфере коллективных инвестиций………….....665

Ибраева А., Кенешева Г., Арынова Ж.
Несоответствие квалификации на рынке труда промышленного региона: 
концептуальная модель и механизм измерения…………...........................................684

Жуман Ж., Мухтарова К.С., Ляо Чжан
Современная модель экономического сотрудничества Китая со странами 
Центральной Азии…………..........................................................................................701

Каракулова А., Бакирбекова А., Жангирова Р.
Повышение эффективности цифровой трансформации сельскохозяйственных 
предприятий: эмпирический анализ Костанайской области…………......................718

Куралбаева А.Ш., Исаева Г.К., Жусипова Э.Е. 
Энергосберегающие технологии в орошаемом сельском хозяйстве Южного 
Казахстана: экономические и экологические эффекты…………...............................734

Найманова Ж., Бакирбекова А., Куралбаева Р.
Цифровое неравенство и продуктивность сельского хозяйства: данные из 
Южного Казахстана…………........................................................................................749

Нартбаева А., Дадабаева Д., Алтунташ Г.
Экономическая резилиентность моногородов Казахстана: динамический анализ 
социально-экономических показателей………….......................................................767

Нурланулы А., Петровчикова К., Шалболова У.Ж.
Сравнительный анализ моделей развития авиационных рынков Казахстана 
и Словакии………….......................................................................................................785

Нышанбаева У., Молдашбаева Л., Уразбаева З.
Учет и оценка инвестиционных проектов в цифровом туризме: 
интегрированный подход…………................................................................................801



SCIENTIFIC JOURNAL OF PEDAGOGY AND ECONOMICS                                                 2.2026

18

Шегир Г., Керимова У., Каби Ш.
Переход агропромышленного комплекса Алматинской области к производству 
продукции с добавленной стоимостью……….........................................................….819

Шиганбаева Н., Разакова Д., Орловска Р.
Товарооборот Китая и Казахстана: факторы, проблемы и риски………..............….840

Тузубекова М., Жунусова А., Кадирова Н.
Анализ стимулирования малого и среднего бизнеса в обрабатывающей 
промышленности Республики Казахстан………....................................................….857

Ералиева Я., Рузиева Э., Алимбекова Б.
Тенденции и структура исследований цифровой финансовой грамотности: 
библиометрический подход………..........................................................................….877

Жасан Г.Ж., Тайбек Ж.Қ., Иманова Г.А.
Управление климатическими рисками в банковском секторе: стандарты 
ESG в мировом и казахстанском опыте.........................................................................891



ISSN 1991-3494 2.2026

629

SCIENTIFIC JOURNAL OF PEDAGOGY AND ECONOMICS
ISSN 1991-3494
Volume 2.
Number 420 (2026), 629-645

https://doi.org/10.32014/2026.2518-1467.1178

UDC 005.96
IRSTI 06.77.59

©Bekisheva А.1*, Beketova К.1, Dorohova N.2, 2026. 
1Korkyt Ata Kyzylorda  University, Kyzylorda, Kazakhstan; 

2Voronezh State University, Voronezh, Russia.
Е-mail: bekisheva.aigerim1@mail.ru

HUMAN RESOURCE MANAGEMENT PRACTICES AND EMPLOYEE 
PERCEPTIONS IN KAZAKHSTAN’S CIVIL SERVICE

Bekisheva Aigerim — doctoral student, ЕР «Economics and Management» of the Korkyt Ata 
Kyzylorda University, Kyzylorda, Kazakhstan, 
Е-mail: bekisheva.aigerim1@mail.ru, ORCID ID: https://www.orcid.org/0009-0004-2770-171X;
Beketova Kamar — Candidate of economics, ЕР «Economics and Management» of the Korkyt Ata 
Kyzylorda University, Kyzylorda, Kazakhstan,
E-mail: kamar82@mail.ru, ORCID ID: https://www.orcid.org/ 0000-0001-5094-9140;
Dorokhova Natalia — Doctor of Economics, Department of Labor Economics and Fundamentals of 
Management, Voronezh State University, Voronezh, Russia,
E-mail: nv_dorohova@mail.ru, ORCID ID:  https://www.orcid.org/ 0000-0001-7092-2623.

Abstract. This study explores civil servants’ perceptions of human resource 
management (HRM) practices in Kazakhstan, focusing on five key areas: employee 
engagement, incentives and rewards, career development, workforce management, 
and recruitment processes. Although recent reforms in Kazakhstan have highlighted 
meritocracy and professionalisation, there is limited empirical evidence on 
how employees experience these changes, especially in transitional public 
administration settings. The novelty of this study resides in its empirical evaluation 
of HRM practices through employee perceptions, providing insights from a post-
Soviet governance environment that is underrepresented in existing research. The 
research is based on a survey of 105 civil servants working in central government 
agencies, local executive bodies, and territorial divisions. Data were analysed using 
SPSS, employing descriptive statistics, non-parametric tests, ANOVA, correlation, 
and regression analysis. The results reveal a complex pattern. No significant 
differences were found across gender, job position, or institutional type in key 
HRM areas, indicating a certain level of formal standardisation in HR practices. 
However, a strong positive relationship between employee engagement and career 
development confirms the importance of participatory HRM practices. At the same 
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time, an unexpected positive correlation between perceptions of workload fairness 
and transfer intentions suggests that procedural fairness alone is not enough to 
retain staff when dissatisfaction with salary and limited career advancement persist. 
This highlights a significant gap between formal HR reforms and actual employee 
experiences. The study contributes to the literature by extending HRM research 
into transitional governance contexts and offers practical recommendations for 
strengthening civil service systems through better compensation, participatory 
practices, and transparent recruitment.

Keywords: Human Resource Management (HRM); Civil Service Reform; 
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Transitional Governance
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Аннотация. Бұл зерттеу Қазақстандағы мемлекеттік қызметшілердің адам 
ресурстарын басқару (HRM) тәжірибелеріне қатысты қабылдауын талдайды 
және бес негізгі өлшемге назар аударады: қызметкерлердің тартылуы, 
ынталандыру және марапаттау, мансаптық даму, кадрлық құрамды басқару 
және іріктеу рәсімдері. Қазақстанда жүргізіліп жатқан соңғы реформалар 
меритократия мен кәсібилендіру қағидаттарына басымдық бергенімен, бұл 
реформалардың қызметкерлер тарапынан қалай қабылданатыны жөніндегі 
эмпирикалық деректер, әсіресе өтпелі мемлекеттік басқару жағдайында, әлі 
де жеткіліксіз зерттелген. Зерттеудің ғылыми жаңалығы – HRM тәжірибелерін 
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қызметкерлердің қабылдауы арқылы эмпирикалық тұрғыдан бағалауы 
және ғылыми әдебиетте жеткілікті қамтылмаған посткеңестік басқару 
ортасы туралы жаңа түсініктер ұсынуында. Зерттеу орталық мемлекеттік 
органдарда, жергілікті атқарушы органдарда және аумақтық бөлімшелерде 
жұмыс істейтін 105 мемлекеттік қызметшінің сауалнамасына негізделген. 
Деректер SPSS бағдарламасы арқылы сипаттамалық статистика, параметрлік 
емес тесттер, ANOVA, корреляциялық және регрессиялық талдау әдістерін 
қолдана отырып өңделді. Нәтижелер күрделі және біркелкі емес үрдісті 
көрсетті. HRM-нің негізгі өлшемдері бойынша жыныс, лауазым немесе 
мекеме түріне байланысты мәнді айырмашылықтар анықталмады, бұл HR 
тәжірибелерінің белгілі бір деңгейде формалды стандартталғанын көрсетеді. 
Сонымен қатар, қызметкерлердің тартылуы мен мансаптық даму арасында 
күшті оң байланыс анықталып, партисипативті HRM тәжірибелерінің 
маңыздылығын растады. Сонымен бірге, жұмыс жүктемесінің әділдігі мен 
ауысу ниеті арасындағы күтпеген оң байланыс жалақыға қанағаттанбаушылық 
пен мансаптық өсу мүмкіндіктерінің шектеулігі жағдайында тек рәсімдік 
әділеттіліктің қызметкерлерді ұстап қалуға жеткіліксіз екенін көрсетті. Бұл 
нәтиже формалды HR реформалар мен қызметкерлердің нақты тәжірибесі 
арасындағы маңызды алшақтықты айқындайды. Зерттеу HRM саласындағы 
ғылыми әдебиетті өтпелі басқару контексіне кеңейтіп, мемлекеттік қызмет 
жүйесін жетілдіруге бағытталған практикалық ұсыныстар береді, атап 
айтқанда еңбекақы жүйесін жетілдіру, қызметкерлерді тарту тәжірибелерін 
дамыту және іріктеу рәсімдерінің ашықтығын қамтамасыз ету.

Түйін сөздер: адам ресурстарын басқару (HRM), мемлекеттік қызмет 
реформасы, қызметкерлерді тарту, мансаптық өсу, еңбекақыға қанағаттану, 
персоналды ұстап қалу, өтпелі басқару
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Аннотация. Данное исследование анализирует восприятие государствен-
ными служащими практик управления человеческими ресурсами (HRM) в 
Казахстане, сосредотачиваясь на пяти ключевых измерениях: вовлечённость 
сотрудников, стимулы и вознаграждения, карьерное развитие, управление 
персоналом и процедуры подбора кадров. Несмотря на то что последние 
реформы в Казахстане ориентированы на меритократию и профессионали-
зацию, эмпирические данные о том, как эти реформы воспринимаются со-
трудниками, остаются ограниченными, особенно в условиях переходного 
государственного управления. Научная новизна исследования заключается в 
эмпирической оценке практик HRM через призму восприятия сотрудников, 
что позволяет получить новые представления о постсоветской управленче-
ской среде, недостаточно отражённой в научной литературе. Исследование 
основано на опросе 105 государственных служащих, работающих в цен-
тральных государственных органах, местных исполнительных органах и тер-
риториальных подразделениях. Данные были проанализированы с использо-
ванием программы SPSS с применением описательной статистики, непара-
метрических тестов, ANOVA, корреляционного и регрессионного анализа. 
Полученные результаты демонстрируют сложную и неоднозначную картину. 
Значимых различий по полу, должностному уровню или типу учреждения в 
ключевых измерениях HRM выявлено не было, что свидетельствует о неко-
торой формальной стандартизации практик управления персоналом. В то же 
время выявлена сильная положительная связь между вовлечённостью сотруд-
ников и карьерным развитием, что подтверждает важность партисипативных 
практик HRM. Одновременно обнаружена неожиданная положительная кор-
реляция между справедливостью распределения рабочей нагрузки и намере-
нием перейти в другие организации, что указывает на недостаточность одной 
лишь процедурной справедливости для удержания сотрудников в условиях 
сохраняющегося недовольства уровнем оплаты труда и ограниченных воз-
можностей карьерного роста. Данный результат подчёркивает существенный 
разрыв между формальными реформами HR и реальным опытом сотрудни-
ков. Исследование вносит вклад в развитие научной литературы, расширяя 
анализ HRM на контексты переходного государственного управления, а также 
предлагает практические рекомендации по совершенствованию системы го-
сударственной службы, включая улучшение системы оплаты труда, развитие 
партисипативных практик и обеспечение прозрачности процедур подбора ка-
дров.

Ключевые слова: управление человеческими ресурсами (HRM), реформа 
государственной службы, вовлечение сотрудников, карьерный рост, удовлет-
ворённость оплатой труда, удержание персонала, переходное управление

Introduction. For decades, human resource management has been recognised 
as a fundamental element of organisational success, as the sustainability and growth 
of institutions largely depend on the efficiency and productivity of their workforce. 
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To achieve and maintain a competitive advantage, organisations must not only 
leverage but also strategically deploy their human capital (Dessler, 2024). Human 
resource management (HR) practices play a central role in this endeavour, as they 
create a unique and inimitable source of advantage through employees (Balgovind, 
2007; Jena and Pradhan, 2014). Consequently, sound HR policies and practices 
serve as critical drivers of productivity and development (Hallberg and Schaufeli, 
2006; Paul and Anantharaman, 2003). Numerous studies consistently emphasise 
the key role of human resource management (HRM) in ensuring organisational 
success and employee performance (Condrey, 1995; Huselid, 1995; Koys, 2001). 
However, most of this research on the links between HR practices, organisational 
performance and employee attitudes has focused on the Western context (Delaney 
and Huselid, 1996; Huselid, 1995; Katou and Budvar, 2007; Ouabi et al., 2024), 
with relatively limited attention to developing and transition economies, including 
Kazakhstan.

In Kazakhstan, human resource management (HRM) reforms are systematically 
embedded through flagship initiatives such as the National Plan "100 Concrete 
Steps" and the long-term Strategy "Kazakhstan 2050," which highlight meritocracy, 
professionalisation, and performance-based pay in the public sector (Aliyeva, 
2017). Moreover, the government has implemented structured HR performance 
assessment mechanisms based on international standards, such as the Canadian 
Management Accountability Framework (CMAF) and the European Common 
Assessment Framework (ECAF). These mechanisms evaluate key areas, including 
staff turnover, training, promotion opportunities, workload distribution, and 
corruption prevention, and incorporate employee surveys to gauge perceptions of 
engagement, fairness, and satisfaction.

Globally, there is strong empirical evidence that HR practices significantly 
influence employee attitudes, especially regarding engagement, satisfaction, and 
retention. Research conducted in public sector organisations (PSOs) shows that 
HR practices are positively linked to job satisfaction, with employee engagement 
serving as a mediator in this relationship (Pradhan, Dash and Jena, 2017). Engaged 
employees are more likely to see their organisations as supportive, respond with 
greater motivation, and demonstrate loyalty and productivity. Although such 
evidence is increasingly compelling internationally, the situation in Central Asia 
remains relatively understudied, leaving a substantial gap in understanding how 
public servants perceive and evaluate HR reforms.

This study aims to fill this gap by exploring the perceptions of human resource 
management (HRM) practices among 105 civil servants working in central 
government agencies, local government bodies (akimats), and territorial divisions 
in Kazakhstan. The survey instrument, adapted from national and international 
HRM assessment frameworks, covers five thematic areas: engagement, incentives 
and rewards, career development, human resource management, and personnel 
selection. By analysing these areas, the study aims to identify both the strengths and 
weaknesses of HRM implementation from the perspective of civil servants, thereby 
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contributing to the ongoing debate on how HRM reforms influence employee 
satisfaction and organisational performance in transitional public administration.

Despite Kazakhstan's significant progress in modernizing the civil service 
and embedding meritocratic principles in HR policy, significant challenges 
remain in translating these reforms into the actual experiences of employees. 
Previous assessments have identified persistent issues, including high turnover, 
dissatisfaction with salary levels, uneven workload distribution, and limited 
career advancement opportunities (Aliyeva, 2017). While international research 
consistently demonstrates that effective HR practices combined with employee 
engagement improve job satisfaction and retention (Pradhan et al., 2017), empirical 
confirmation of this dynamic in Kazakhstan remains rare. In the absence of such 
evidence, HR reforms risk becoming mere procedural compliance rather than 
addressing the deeper motivational and developmental needs of civil servants.

In light of the identified research gap, this study aims to offer a comprehensive 
analysis of civil servants’ perceptions of human resource management (HRM) 
practices in Kazakhstan. Specifically, the study seeks to evaluate how HRM practices 
are viewed across five key dimensions, including employee engagement, incentives 
and rewards, career development, workforce management, and recruitment 
processes. Furthermore, the research investigates whether these perceptions vary 
according to demographic and institutional characteristics, such as gender, job 
position, and type of government agency. Particular attention is given to analysing 
the relationships between employee engagement, career development opportunities, 
perceived workload fairness, and intentions to transfer, to better understand the 
underlying mechanisms influencing employee attitudes and retention within the 
civil service. By addressing these aspects, the study aims to generate empirically 
grounded insights that can inform both academic debates and policy reforms in 
transitional public administration contexts.

To fulfil the stated objectives, the following research hypotheses were formulated:
H1. Gender and Employee Engagement
Hypothesis: Male employees report greater levels of employee engagement than 

female employees.
H2. Position Level and Salary Adequacy
Hypothesis: Employees in higher positions (middle and senior management) 

report greater satisfaction with salary adequacy than rank-and-file employees.
H3. Type of Government Agency and Trust in the Recruitment System
Hypothesis: Employees working in central government agencies exhibit higher 

levels of trust in the recruitment system than employees in local government 
agencies or territorial divisions.

H4. Employee Engagement and Career Advancement
Hypothesis: Employees with greater engagement report increased satisfaction 

with career advancement opportunities.
H5. Workload Fairness and Transfer Intention
Hypothesis: Employees who perceive a fair workload are less likely to report an 

intention to transfer.
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Literature Review. Human resource management (HRM) has long been viewed 
as a strategic tool for enhancing organisational performance, as its practices directly 
impact employee attitudes, engagement, and job satisfaction (Price, 2004; Huselid, 
1995). Fundamental research highlights that HRM not only ensures the effective 
utilisation of human capital but also generates unique, inimitable advantages that 
are difficult for competitors to replicate (Balgovind, 2007; Hallberg and Schaufeli, 
2006). Consequently, well-designed HRM plays a vital role in motivating 
employees, boosting satisfaction, and maintaining retention in both the private and 
public sectors (Paul and Anantharaman, 2003; Koys, 2001).

Extensive international research has examined the links between HR practices 
and job satisfaction, often emphasising employee engagement as a key mediating 
factor. Pradhan, Dash, and Jena (2017) found that in Indian public sector enterprises, 
HR practices such as career development opportunities, training, and participation 
in decision-making were positively related to job satisfaction, with employee 
engagement acting as a significant mediator. This aligns with social exchange 
theory (Blau, 1964), which suggests that when organisations invest in supportive 
HR practices, employees reciprocate through increased engagement, commitment, 
and satisfaction. Similar findings have been documented in Western contexts, where 
HR practices have consistently been associated with positive employee outcomes, 
including workplace trust, motivation, and lower turnover rates (Delaney and 
Huselid, 1996; Gould-Williams, 2003; Katu and Budvar, 2007).

In the public sector, job satisfaction is especially important because it influences 
employee retention, productivity, and the quality of services delivered. Research 
shows that HR practices in public organisations improve staff morale and 
performance, challenging old stereotypes of passivity and indifference among public 
servants (Linna et al., 2010; Kim, 2010). For example, Steyn (2004) found that 
Dutch public sector employees who viewed HR practices positively experienced 
higher job satisfaction, while Gould-Williams (2003) highlighted the significance 
of HR policies in building trust and boosting the performance of local government 
in the United Kingdom. These studies demonstrate that effective HR systems in the 
public sector can turn institutional reforms into tangible benefits for employees. 

Gender differences in work experiences have long been acknowledged in HRM 
research. Studies show that men and women often view engagement, participation, 
and recognition differently due to structural and cultural influences (Jeet and 
Sayeeduzzafar, 2014). In many public sectors, men have historically had greater 
access to decision-making and leadership roles, which may enhance their sense 
of engagement. Pradhan et al. (2017) demonstrated that HR practices encouraging 
participation in decision-making and employee voice significantly boost 
engagement and job satisfaction; however, these effects may not be experienced 
equally across genders. International research indicates that women often report 
lower satisfaction with engagement because of barriers such as underrepresentation 
in leadership and unequal access to career opportunities (Vu et al. 2025). Therefore, 
it is reasonable to suggest that male employees are more likely to perceive higher 
levels of engagement than their female counterparts.
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Compensation is consistently recognised as a vital factor in job satisfaction. 
Employees in management positions not only earn higher salaries but also express 
stronger perceptions of pay fairness and adequacy (Khan, 2010). Pradhan et al. 
(2017) emphasise that HR practices, such as promotions and job security, contribute 
to employee satisfaction by linking pay and recognition to employee contributions. 
In hierarchical public organisations, job level significantly influences perceptions 
of pay. Research in the banking and manufacturing sectors similarly indicates 
that managers and supervisors report higher pay satisfaction than rank-and-file 
employees (Jeet and Sayeeduzzafar, 2014). In the civil service, where pay scales 
are formalised, mid- and senior-level employees often receive additional benefits, 
prestige, and security, which strengthen perceptions of adequacy. This body of 
evidence supports the view that employees in management roles tend to report 
greater satisfaction with pay adequacy.

Trust in recruitment processes reflects employees' perceptions of fairness, 
transparency, and meritocracy in HR practices. Pradhan et al. (2017) note that 
HR policies signal an organisational commitment to fairness and competence, 
which increases engagement and satisfaction. International studies of public sector 
organisations confirm that transparent recruitment promotes trust and productivity 
in the workplace (Gould-Williams, 2003; Steijn, 2004). In Kazakhstan, reforms 
have emphasised merit-based recruitment, particularly in central government 
agencies (Aliyeva, 2017). However, local executive bodies and territorial divisions 
may face challenges such as resource constraints and local patronage, which 
can reduce employee trust in HR practices. Previous research on organisational 
justice and HR management effectiveness suggests that trust levels are higher in 
organisations with more standardised and formalised HR procedures (Cropanzano 
and Mitchell, 2005). Therefore, employees of central government agencies are 
expected to demonstrate higher confidence in hiring compared to their colleagues 
in local or territorial institutions.

Employee engagement is a crucial predictor of career satisfaction. When 
individuals feel that their opinions are valued and that they are involved in 
organisational decision-making, they are more likely to see opportunities for career 
progression (Razieh Hashemi, 2025). Pradhan et al. (2017) empirically demonstrated 
that HR practices that enhance employee engagement and participation significantly 
impact both engagement and job satisfaction. Social exchange theory (Blau, 1964) 
suggests that employees reciprocate organisational support by becoming more 
committed and motivated, which in turn creates pathways for career advancement. 
Research across various sectors confirms that engagement fosters a stronger sense of 
ownership and alignment with organisational goals, thereby improving employees' 
perceptions of growth opportunities (Suhail et al., 2025). Consequently, increased 
employee engagement is expected to be positively associated with satisfaction 
regarding career development.

Workload fairness is closely linked to perceived organisational justice, which 
significantly affects employee retention and intentions to leave. Pradhan et al. (2017) 

https://link.springer.com/article/10.1186/s12912-025-03321-4?utm_source=chatgpt.com#auth-Razieh-Hashemi-Aff1
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emphasise that fair HR practices, such as equal task distribution and recognition, 
enhance engagement and satisfaction, thereby reducing turnover. Research 
indicates that when employees perceive their workload as fair, they are less likely 
to seek transfers or resign (Shore and Wayne, 1993; Ram and Prabhakar, 2011). 
Conversely, uneven workload distribution can cause dissatisfaction, disengagement, 
and higher intentions to leave. Empirical studies within the public sector confirm 
that workload fairness is a vital factor in fostering loyalty and lowering turnover 
intentions (Linna et al., 2010). Therefore, perceived fairness in workload allocation 
is inversely related to turnover intentions.

Although there is significant international research showing that HRM practices 
positively influence employee engagement, satisfaction, and retention, several 
key limitations still exist. First, most studies are focused on Western or highly 
institutionalised public sector contexts where governance systems, organisational 
cultures, and incentive structures differ greatly from those in transitional or post-
Soviet environments. Consequently, the relevance of these findings to countries 
like Kazakhstan remains uncertain. Second, while many studies highlight the 
importance of specific HRM practices such as compensation, career development, 
or participation in decision-making, they often examine these in isolation, ignoring 
potential interactions and conflicts between them. For instance, although workload 
fairness is generally linked to greater retention, recent evidence indicates that this 
may not apply in settings where other motivational factors, such as dissatisfaction 
with salaries or limited career advancement, are still problematic.

Furthermore, existing research often depends on formal policy analysis or 
organisational-level indicators, paying insufficient attention to how HRM practices 
are actually perceived and experienced by employees. This creates a gap between 
the intended outcomes of HR reforms and their real-world effects on employee 
attitudes and behaviour. In the context of Kazakhstan, where civil service reforms 
have emphasised meritocracy and standardisation, empirical studies examining 
employee perceptions are still limited. Consequently, there is a clear need for 
research that not only assesses HRM practices across multiple dimensions but 
also critically explores how these practices interact and affect employee outcomes 
in a transitional governance setting. This study addresses this gap by offering an 
integrated, perception-based analysis of HRM practices in Kazakhstan’s civil 
service.

Methodology. Data for this study were collected through a structured survey 
designed to evaluate civil servants' perceptions of human resource management 
practices within government agencies. The instrument was adapted from existing 
civil service assessment systems and included several items organised into thematic 
categories. Each item was rated on a five-point Likert scale ranging from 1 ("strongly 
disagree") to 5 ("strongly agree"). The survey investigated five key aspects of human 
resource management practices. The first aspect, engagement, measured how 
involved employees are in the organisation, including their understanding of work 
goals, their perception that their opinions are considered in decision-making, and 
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reports of positive relationships with colleagues. The second aspect, incentives and 
rewards, assessed perceptions of recognition and compensation systems, including 
the effectiveness of non-financial recognition, the motivational impact of bonuses, 
and the perceived adequacy of salaries. The third aspect, career development, 
examined opportunities for professional growth and advancement, focusing on 
the ability to fully utilise knowledge, perceptions of promotion prospects, and the 
prestige associated with the civil service. The fourth dimension, human resource 
management, evaluated workload distribution and organisation of working hours, 
asking respondents whether they frequently worked overtime or on weekends, if 
work was evenly distributed, and whether they intended to transfer to the private 
sector. Lastly, the dimension related to recruitment measured perceptions of the 
transparency and fairness of recruitment processes, emphasising trust in recruitment 
procedures, the influence of department heads on personnel decisions, and the 
overall openness of civil service recruitment.

The data collection process adhered to a structured and standardised method. 
The questionnaire was distributed electronically to civil servants via institutional 
communication channels, and participation was voluntary and anonymous. 
Respondents were informed about the purpose of the study and assured of the 
confidentiality of their responses, which helped to minimise social desirability 
bias. Using a self-administered questionnaire reduced interviewer influence and 
maintained consistency in data collection across participants. The data collection 
period was confined to a specific timeframe, ensuring that responses reflected a 
relatively stable organisational context.

The survey involved civil servants working in central government agencies, local 
executive bodies (akimats), and territorial divisions. Participation was voluntary 
and anonymous to ensure confidentiality and encourage honest responses. A total 
of 105 civil servants took part in the survey. The majority of respondents were 
women (65.7%), while men accounted for 34.3%. Regarding age, the largest group 
was under 25 years old (31.4%), followed by those aged 25–34 (19.0%) and 35–44 
(19.0%). Respondents aged 55–64 comprised 18.1% of the sample, those aged 45–
54 made up 10.5%, and only 1.9% were aged 65 and older. Civil service experience 
varied: 21.9% of participants reported having less than one year of service, with a 
similar proportion having between one and three years of service. About 9.5% had 
between four and seven years of experience, 15.2% between eight and fifteen years, 
and 31.4% had more than fifteen years. Institutional affiliation also differed: 47.6% 
worked in central government bodies (including ministries and departments), 
39.0% in local government bodies, and 13.3% in territorial divisions. Regarding 
education, half of the respondents (50.5%) held a bachelor's degree, while 35.2% 
had secondary or technical qualifications. A smaller proportion held postgraduate 
degrees: 11.4% had a master's degree and 2.9% a doctorate or equivalent.

Although the sample size (N = 105) may seem modest, it is considered sufficient 
for exploratory quantitative analysis in organisational research, especially given 
the relative homogeneity of the target population. The sample includes respondents 
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from central government agencies, local executive bodies, and territorial divisions, 
ensuring institutional diversity and improving the representativeness of the data. 
Additionally, variation in demographic characteristics such as age, gender, work 
experience, and position level further supports the analytical robustness of the study. 
While the sample does not aim to be statistically representative of the entire civil 
service of Kazakhstan, it offers a sufficiently diverse cross-sectional snapshot that 
enables meaningful analysis of patterns and relationships within HRM perceptions.

Responses were coded numerically and analysed using the Social Science 
Package (SPSS), which provided both descriptive and inferential statistical 
results. Descriptive statistics were utilised to summarise the sample's demographic 
characteristics and item-level responses across the five dimensions of HR 
management practices. Reliability analyses were conducted using Cronbach's alpha 
to assess the internal consistency of the measures. Additionally, cross-tabulations 
and comparative analyses were performed where necessary to examine differences 
by gender, age group, length of service, and institutional affiliation. The utilisation 
of SPSS for these analyses offered a robust and systematic approach to evaluating 
the survey data and drawing valid conclusions about HR management practices in 
Kazakhstan's government agencies.

Although normality tests (Kolmogorov–Smirnov and Shapiro–Wilk) indicated 
deviations from normal distribution for several variables, the choice of statistical 
methods was guided by both theoretical and practical considerations. Parametric 
tests such as ANOVA, Pearson correlation, and linear regression are widely regarded 
as robust to moderate violations of normality, particularly in samples exceeding 
N = 100 and when group sizes are relatively balanced. Therefore, these methods 
were retained to allow for comparability with existing literature and to maximise 
analytical interpretability. To enhance the robustness of the findings, nonparametric 
alternatives (e.g., Mann–Whitney U test and Spearman’s rank correlation) were 
additionally employed where appropriate. The convergence of results across 
parametric and nonparametric methods supports the reliability of the findings and 
reduces the risk of biased statistical inference.

This study has several limitations that should be recognised. First, the sample 
size, although adequate for statistical analysis, restricts the generalisability of the 
findings to the entire population of civil servants in Kazakhstan. Second, using a 
self-reported questionnaire introduces the possibility of response bias, including 
social desirability bias, where respondents may give answers they believe are 
favourable rather than completely accurate. Third, the cross-sectional design of the 
study does not permit causal inference, as it measures perceptions at a single point 
in time rather than over a period. Additionally, selection bias might be present, 
as participation was voluntary and may have attracted respondents who are more 
engaged or hold stronger opinions about HRM practices. Finally, although efforts 
were made to include participants from various types of government institutions, 
institutional imbalance cannot be entirely ruled out. These limitations should 
be taken into account when interpreting the results and emphasise the need for 
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future research involving larger samples, longitudinal designs, and mixed-method 
approaches.

Results. To improve clarity, detailed statistical procedures are not repeated here 
and are explained in the Methodology section; this part highlights key findings and 
their interpretation.

Hypothesis 1: Gender and Employee Engagement
There was no statistically significant difference in employee engagement 

between male and female employees (U = 1195.00, Z = −0.33, p = .742). Although 
male respondents reported slightly higher engagement levels, the difference was 
minimal. This indicates that gender does not significantly affect engagement 
perceptions within Kazakhstan’s civil service. It may also suggest that recent HR 
reforms have promoted a more uniform experience of participation across genders, 
reducing traditional disparities documented in international literature. 

Table 1 — Descriptive statistics and Mann–Whitney U-test results for Staff Involvement by 
Gender

Gender n M SD Mean Rank
Male 36 3.98 1.12 54.7
Female 69 3.89 1.21 53.9
Note. Mann–Whitney U = 1195.00, Z = –0.33, p = .742 (two-tailed).

Hypothesis 2: Position Level and Salary Adequacy
The analysis showed no significant differences in perceived salary adequacy 

across position levels (F(2, 102) = 0.33, p = .720). Employees at managerial and 
non-managerial levels reported similarly low satisfaction with their pay. This 
finding indicates that dissatisfaction with salary is systemic rather than hierarchical, 
reflecting structural limitations within the remuneration system rather than 
differences related to organisational status.

Table 2 — One-way ANOVA for Pay Sufficiency by Position Level
Source SS df MS F (p)
Between Groups 0.858 2 0.429 0.33 (.720)
Within Groups 132.660 102 1.301
Total 133.517 104

Hypothesis 3: Type of Government Agency and Trust in Recruitment
No statistically significant differences were observed in trust towards 

recruitment processes among central government agencies, local executive bodies, 
and territorial divisions (F(2, 102) = 0.31, p = .735). This suggests that perceptions 
of recruitment transparency and fairness remain fairly consistent across different 
types of institutions. Instead of reflecting organisational differences, this pattern 
may indicate a widespread perception of recruitment practices across the civil 
service.
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Table 3 — One-way ANOVA for Recruiting Trust by Government Body Type
Source SS df MS F (p)
Between Groups 1.051 2 0.525 0.31 (.735)
Within Groups 173.797 102 1.704
Total 174.848 104

Hypothesis 4: Employee Engagement and Career Development
A strong and statistically significant positive relationship was identified 

between employee engagement and satisfaction with career development (ρ(105) 
= .71, p < .001). This finding indicates that employees who feel more involved in 
organisational processes are also more likely to perceive meaningful opportunities 
for career advancement. It highlights the central role of participatory HRM practices 
in shaping positive career perceptions and aligns with established international 
evidence.

Table 4 — Spearman’s Correlation Between Staff Involvement and Career Growth
Variables ρ p N

Staff Involvement – Career Growth .711 < .001 105

Hypothesis 5: Workload Fairness and Transfer Intention
Contrary to expectations, workload fairness was positively linked to transfer 

intentions (r(105) = .22, p = .025). Regression analysis confirmed this link (β 
= .22, p = .025, R² = .048), indicating that employees who perceive workload 
distribution as fair are slightly more inclined to consider transferring to the private 
sector. This unexpected result suggests that procedural fairness alone does not 
guarantee employee retention. When dissatisfaction with salary levels and limited 
career advancement opportunities persists, fairness in workload may not serve 
as a retention factor. Instead, it might boost employees’ confidence in their own 
abilities, making external opportunities more appealing. This finding highlights the 
complexity of motivational factors in transitional public sector contexts.

Table 5 — Pearson’s Correlation Between Workload Fairness and Transfer Intention
Workload Fairness Transfer Intention

Workload Fairness 1 .218*
Transfer Intention .218* 1
* Correlation is significant at the 0.05 level (two-tailed)

Regression Analysis. To further test Hypothesis 5, a simple linear regression 
was conducted with workload fairness as the predictor and transfer intention as 
the outcome. The model was significant, F (1,103) = 5.14, p = .025, and explained 
4.8% of the variance in transfer intention (R² = .048) (Table 6). The standardised 
coefficient was positive (β = .22, p = .025), again indicating that employees 
who perceived a fairer workload were somewhat more likely to express transfer 
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intention. These results contradict the original hypothesis, which predicted a 
negative relationship.

Table 6 — Model Summary for Regression Analysis
R R² Adj. R² SE F (p)

.218 .048 .038 1.554 5.14 (.025)

Discussion. This study investigated civil servants’ perceptions of human 
resource management (HRM) practices in Kazakhstan and their connection to key 
employee outcomes. By comparing the results with existing international literature, 
the study offers valuable insights into how HRM functions within a transitional 
public administration context.

First, the lack of significant gender differences in employee engagement contrasts 
with previous research suggesting that women often report lower engagement due 
to structural and cultural barriers (Jeet and Sayeeduzzafar, 2014; Vu et al., 2025). 
While these studies emphasise unequal access to decision-making and career 
opportunities, the findings of this study indicate a more uniform perception of 
engagement across genders. This may suggest that recent reforms in Kazakhstan, 
which prioritise meritocracy and professionalisation (Aliyeva, 2017), have reduced 
observable gender disparities. However, it may also reflect a broader limitation in 
participatory practices that affect all employees equally, regardless of gender.

Second, the finding that salary adequacy does not vary across position levels 
contradicts established evidence that higher-ranking employees generally report 
greater pay satisfaction due to increased rewards and status (Khan, 2010; Jeet and 
Sayeeduzzafar, 2014). Unlike these studies, the results suggest that dissatisfaction 
with compensation is common across hierarchical levels. This supports earlier 
observations in the Kazakhstani context that standardised pay systems and limited 
financial incentives decrease differentiation between positions (Aliyeva, 2017). 
Therefore, while HRM theory emphasises the motivational role of rewards (Pradhan 
et al., 2017), the findings indicate that this mechanism may be weakened in highly 
regulated public-sector systems.

Third, the absence of significant differences in trust in recruitment across 
institutional types challenges previous research showing that transparent and 
standardised recruitment practices boost organisational trust (Gould-Williams, 
2003; Steijn, 2004). Although reforms in Kazakhstan have aimed to enhance merit-
based recruitment, especially in central government agencies (Aliyeva, 2017), the 
findings indicate that these efforts have not yet resulted in varied levels of trust. This 
may reflect a generalised perception of recruitment practices across institutions or 
ongoing scepticism about their implementation, emphasising a gap between formal 
policy and perceived organisational justice (Cropanzano and Mitchell, 2005).

In contrast, the strong positive link between employee engagement and career 
development aligns with a substantial body of international research. Previous 
studies have shown that participatory HRM practices improve job satisfaction and 
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career advancement by fostering a sense of involvement and organisational support 
(Pradhan et al., 2017; Jose and Mampilly, 2014). The present findings affirm this 
link in the context of Kazakhstan, demonstrating that even within a transitional 
governance system, employee engagement remains a vital mechanism connecting 
HR practices to positive career outcomes. This supports the applicability of social 
exchange theory (Blau, 1964), suggesting that employees reciprocate perceived 
organisational support with greater commitment and positive views of their career 
prospects.

The most unexpected finding of this study, the positive relationship between 
workload fairness and transfer intentions, contradicts the dominant view in the 
literature that fairness reduces turnover intentions (Shore and Wayne, 1993; Ram 
and Prabhakar, 2011). While previous studies emphasise that equitable workload 
distribution enhances retention and organisational commitment, the results suggest 
that this relationship does not hold in the Kazakhstani context. One possible 
explanation is that fairness alone cannot compensate for dissatisfaction with 
salary and limited career advancement opportunities, which have been identified 
as persistent challenges in Kazakhstan’s civil service (Aliyeva, 2017). In this 
sense, fairness may function as a necessary but insufficient condition for retention. 
Alternatively, employees who perceive fairness may feel more confident in their 
competencies and therefore be more willing to pursue external opportunities. This 
finding contributes to the literature by challenging the universality of assumptions 
about organisational justice and highlighting the importance of contextual factors 
in shaping employee behaviour.

Overall, the findings both confirm and expand on existing HRM research. 
While the link between engagement and career development matches international 
evidence, the lack of expected differences in gender, hierarchical rank, and 
institutional type, along with the counterintuitive role of workload fairness, show 
that HRM practices function differently in transitional governance systems. This 
study thus contributes to the literature by providing empirical evidence from a post-
Soviet context and illustrating that formal HR reforms do not automatically lead 
to varied employee experiences. Instead, employee perceptions are influenced by 
the interaction of institutional frameworks, policy implementation, and underlying 
motivational factors.

Conclusion. This study explored civil servants’ perceptions of human resource 
management (HRM) practices in Kazakhstan, concentrating on five key areas: 
employee engagement, incentives and rewards, career development, workforce 
management, and recruitment procedures. Using quantitative analysis of survey 
data from 105 respondents across various levels of government, the study offers 
empirical insights into how HRM reforms are experienced within a transitional 
public administration context.

The findings reveal a complex and somewhat contradictory pattern. While no 
significant differences were seen across gender, job position, or institutional type, 
indicating a level of formal standardisation in HRM practices, a strong positive link 
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between employee engagement and career development emphasises the importance 
of participatory management approaches. Simultaneously, the unexpected positive 
correlation between workload fairness and transfer intentions shows that procedural 
fairness alone is not enough to retain employees when dissatisfaction with pay and 
limited career opportunities remains.

The scientific contribution of this study is in extending HRM research to a 
post-Soviet governance context and demonstrating that established theoretical 
assumptions, especially those about organisational justice and motivational 
mechanisms, might not fully apply in transitional public sector systems. By showing 
that formal HR reforms do not automatically lead to varied employee experiences, 
the study promotes a more context-aware understanding of HRM and employee 
behaviour.

From a practical perspective, the findings suggest that policymakers and 
HR managers should adopt a more integrated approach to HRM reform. First, 
improving compensation systems is essential to address widespread dissatisfaction 
across all hierarchical levels. Second, strengthening participatory practices, such 
as involving employees in decision-making and enhancing communication, can 
reinforce engagement and support career development. Third, ensuring genuinely 
transparent and merit-based recruitment processes is critical for building trust in 
public institutions. Finally, HR policies should be designed holistically, recognising 
that fairness in one area (e.g., workload distribution) cannot compensate for 
deficiencies in others, such as pay and career progression.

Despite its contributions, the study has several limitations, including a 
relatively modest sample size and reliance on self-reported data, which may affect 
generalisability. Future research should use larger and more diverse samples, 
longitudinal designs, and comparative approaches across post-Soviet countries 
to further examine how HRM practices influence employee outcomes in different 
institutional contexts.
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