N2 4(3) 2022

‘.{; -

INTERNATIONAL
SCIENCE REVIEWS EE

Social Sciences series

\

‘j

- -

A W\wWeaiionkz




ISSN: 2707-4962

ASTANA
INTERNATIONAL
SN UNIVERSITY

International Science Reviews
Social Sciences series

Published since 2020

No. 4 (3) / 2022

Astana

International Sciences Reviews: Social Sciences series, Vol.3, No.4, 2022



EDITOR-IN-CHIEF:
Doctor of Jurisprudence, Professor
Amandykova S.K.

Deputy Editor ,PhD
Khairmukhanmedov N.I.

EDITORIAL BOARD:

Irsaliyev S. A. - Candidate of Agricultural Sciences, President AlU,
(Kazakhstan)

Sarsenbay N. A. - Candidate of Economic Sciences, (Kazakhstan)

Somzhurek B.zZh. - Candidate of  Historical Sciences, Professor
(Kazakhstan)

Khairmukhanmedov N.I. - PhD, Assistant Professor (Kazakhstan)

Kazhyken M. Z. - Doctor of Economic Sciences, (Kazakhstan)

Toxanova A.N. - Doctor of Economic Sciences, (Kazakhstan)

Akhmadiyeva Zh.K. - Candidate of Pedagogical Sciences, Associate
professor (Kazakhstan)

Laumulin M. T. - Doctor of Political Sciences, (Kazakhstan)

Orlova O.S. - Doctor of Pedagogical Sciences, Professor (Russia)

Jacek Zalesny - Doctor of Jurisprudence, Professor (Poland)

Francisco  Javier Diaz - Dr. hab., Professor (Spain)

Revorio
Laszlé Karoly Maracz - PhD (The Netherlands)
Verbitskiy A.A. - Doctor of Pedagogy, Academician of the Russian

Academy of Education (Russia)

Editorial address: 8, Kabanbay Batyr avenue, of.316, Nur-Sultan, Kazakhstan, 010000
Tel.: (7172) 24-18-52 (ext. 316) E-
mail: social-sciences@aiu.kz

International Science Reviews
Social Sciences series

Owner: Astana International University
Periodicity: quarterly

Circulation: 500 copies

International Sciences Reviews: Social Sciences series, Vol.3, No.3, 2022



«INTERNATIONAL SCIENCE REVIEWS»
Social Sciences Series 2022 / Ne4

MA3MYHBI

Cexkuus
9KOHOMMKA KOHE KAPKbI

Bb.K.Bairta6aes, I.T.JIec6aeBa, C.A.PaxumoBa YUBIMJIA AJIAM
PECYPCTAPBIH MTHHOBALAJIBIK TAMBITY: TEOPUAJIBIK )KOHE

ITPAKTHUKAJIBIK ACIEKTIJIEP......coiiiiiiiii i 7
C.T.OkyraeBa, JI.C.Ka0oabikemeBa KASAKCTAHA OJIEYMETTIK
KOCIIKEPJIKTI JAMBITY ..ottt 18
Cexknus
KY¥KbIK

H.A.UopaeBa, C.K.AmanabikoBa KASAKCTAH PECITYBJIMKACBIHbBIH
CAMJIAY XYUECIH JAMBITY ®AKTOPHI PETIHJIE CANJIA VIIIBIIAP-
JIbIH KYKBIKTBIK CAYVATTBUIBIFBI )KOHE KYKbBIKTBIK

MOJIEHIUIETL ...t eee e eee e ee s eee st en e et en e en e en e 25

b. K. Kaoaym KASAKCTAHJA ASAMATTAPIBIH K¥KbIKTAPBI MEH
BOCTAHABIKTAPDBIH )KY3EI'E ACBIPY MOCEJIECH.........cocoviiiiiiieeec 35

AK.A.MamanunoB, C. K. AmanabikoBa KASAKCTAH PECITYBJINKA-
CBhIHIAYBI HOTAPUYCTBIH K¥KBIKTBIK MOPTEBECI............cccvvviiinn 45

E.E. lyiimenkya, A.C.Mopaes KASAKCTAH PECITYBJIMKACEHI )XEP
SAHAAPBIHBIH KOHCTUTYHUSAJIBIK BACTAVYDBL......cccviiiiiiiiie, 58

K.K.Cepukosa, A.C.Mopaes KEP YYACKECIHIH HbICAHAJIBI MAKCATHI:
CBIBAMJIAC )KEMKOPIJIBIK TOYEKEJIAEPI )KOHE [TU®PJIAH/BIPY ....... 66

Cexknusn
HNEJAT'OI'HKA

C.T.lMakees bIJIIM BEPY YZAEPICIHAEI'T HU®PJIbIK KOMUKCTEP........ 76

International Sciences Reviews: Social Sciences series, Vol.3, No.4, 2022



«INTERNATIONAL SCIENCE REVIEWS»
Social Sciences Series 2022 / Ne4

COJIEP)KAHME

Cexkuus
IKOHOMUKA u PUHAHC

b.K.baarao6aes, I'.T.JlecoaeBa, C.A.PaxumoBa THHOBAIITMOHHOE
PA3BUTHUE KAJZIPOBBIX PECYPCOB B OPI'TAHU3ALINU:

TEOPETUYECKUE U ITIPAKTUYECKUE ACIIEKTBL.......ccccoooiiiiiiieeeiiiie, 7
C.T Oxkyraena., JI.C.KaoabikemeBa PASBUUTUE COLUMAJIBHOI'O
ITPEAITPUHMATEJIBCTBA B KAZAXCTAHE.......cccoeiiiiieee 18
Cexknus
INPABO

H.A. MHopaeBa, C.K.AmanabikoBa [I[PABOBASJ T'PAMOTHOCTbH U
[TIPABOBAA KYJUIBTYPA OJIEKTOPATA KAK ©®AKTOP PA3BUTHUA
N3BUPATEJIIBHOU CUCTEMBI PECITYBJIMKU KABAXCTAH................. 25

b. K. Kaoaym [TPOBJIEMA PEAJIM3ALMUA ITPAB U CBOBO/l I'PAXKIAH B
KA3AXCTAHE.......oooo s 35

K.A.Mamaaunos, C.K.Amanasikosa ITPABOBON CTATYC HOTAPUYCA B
PECITYBJIMKE KAZAXCTAH. ... 45

E.E.JlyiimeHKy.I, A.C.HopaeB KOHCTUTYIIMOHHOE HAYAJIO
3EMEJIBHOI'O 3AKOHOJATEJIbCTBA PECITYBJIMKA KA3AXCTAH....... 58

K.K.CepukoBa, A.C.Hopaes IIEJIEBOE HA3HAYEHHWE 3EMEJIBHOI'O
YYACTKA: KOPPVIILIMOHHBIE PUCKU U HUPPOBU3ALIUA.................... 66

Cexknusn
HNEJAT'OI'HKA

C.T.Illakees _ ITU®POBLIE KOMHUKCHI B  OBPA3OBATEJILHOM
TIPOTIECCE ... vvoeeeeeveeeseeeee e eeeees e eee e se e e eee e eeseseeee s eesee s e s eseesseeeeeees 76

International Sciences Reviews: Social Sciences series, Vol.3, No.4, 2022



«INTERNATIONAL SCIENCE REVIEWS»
Social Sciences Series 2022 / No 4

CONTENT

Section
ECONOMY and FINANCE

B.Zh.Baltabayev, G.T.L esbayeva, S.A.Rakhimova INNOVATIVE
DEVELOPMENT OF HUMAN RESOURCES IN ORGANIZATION:

THEORETICAL AND PRACTICAL ASPECTS . ..ot eee e e aaa e e e e 7
S.T.Okutayeva, D.S.Kabdykesheva DEVELOPMENT OF SOCIAL
ENTREPRENEURSHIP IN KAZAKHSTAN . ..o 18
Section
LAW

N.A.Ibraeva, S.K.Amandykova LEGAL LITERACY AND LEGAL CULTURE
OF THE ELECTORATE AS A FACTOR IN THE DEVELOPMENT OF THE

ELECTORAL SYSTEM OF THE REPUBLIC OF KAZAKHSTAN............... 25
B. Zh.Kabdush THE PROBLEM OF REALIZATION OF THE RIGHTS AND
FREEDOMS OF CITIZENS IN KAZAKHSTAN . ...oooeeeeeeeeee e e aeneaeeeeeaees 35
Zh.A.Mamalinov, S.K.Amandykova LEGAL STATUS OF A NOTARY IN THE
REPUBLIC OF KAZAKHST AN . ..ot 45
E.E.Duishenkul, A.S.Ibraev CONSTITUTIONAL BEGINNING OF THE LAND
LEGISLATION OF THE REPUBLIC OF KAZAKHSTAN......oovveveieieieeeeeeee, 58
K.K.Serikova, A.S.Ibraev PURPOSE OF THE LAND PLOT: CORRUPTION
RISKS AND DIGITALIZATION . ..ottt e e an e e e n e e e e aees 66
Section
PEDAGOGY
S.T.Shakeyev DIGITAL COMICS IN EDUCATIONAL PROCESS......cccoceeunnnn. 76

International Sciences Reviews: Social Sciences series, Vol.3, No.4, 2022



INNOVATIVE DEVELOPMENT OF HUMAN RESOURCES IN
ORGANIZATION: THEORETICAL AND PRACTICAL ASPECTS

B.Zh. Baltabayev!, G.T. Lesbayeva?, S.A. Rakhimova?,

'doctoral student of the educational program “8D04104 Management”,
Master in Industrial Economics,
2Doctor of Economics, Professor,
3PhD in Economics, Professor,
Astana International University, Astana, Kazakhstan

Annotation. This article discusses the concepts innovative potential and innovative
development of personnel, innovative development of human resources, their essence and
main elements. The innovative development of the human resources of the organization has
always been and remains one of the most important problems in building the economic
activity of any organization, and this requires professional knowledge of the basics of
personnel management. The use of innovative technologies in management allows us to talk
about the transition to an innovative model of human resource management. The experience
of human resource management, accumulated in leading foreign organizations, is very
relevant for the modern Kazakhstani economy, in terms of building a model development and
use of human resources. An integrated approach to taking into account the experience of
Japanese organizations in ensuring the innovative development of personnel and the role of
the leader in this process seems to be very relevant for Kazakhstan's practical management.
The effectiveness of the innovative development of the organization's personnel is closely
related to the ability of managers to rationally organize, regulate and control all the activities
of a particular team.

Keywords. Human resources, innovation, innovative development, change management,
organization, personnel, innovative potential.

INTRODUCTION

The huge role of the human factor in ensuring innovative transformations
in all spheres of public life is recognized undeniably and unconditionally by all
researchers. The relevance of the article is due to the value of human resources
and the importance of their development in an organization for its successful
functioning. At present, the most important basis for the long-term competitive
advantages of any organization is naturally human resources, i.e. people, their
high qualifications, the system of value orientations, knowledge, skills, abilities
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and the desire to achieve the set goals. Innovation is the process of introducing
novelty as a specific result of scientific research in order to change the object of
management and obtain a scientific, technical, economic and social effect.
Innovative technologies are a factor contributing to the satisfaction of new social
needs and interests of modern workers. They create objective opportunities for
the realization of not only individual, but also for general organizational
purposes.

MAIN PART

In the age of dynamic development of technology, technician top
managers of companies are increasingly talking about the need and importance
of personnel development. After all, the innovative development of the
microeconomic system of the organization depends entirely on the effectiveness
of the functioning of the staff, each subject of innovative activity individually and
in interconnection with each other. It is qualified personnel for any organization
that is the key to success, a powerful resource for improving business efficiency.
The personal potential of an employee must be constantly developed in order to
meet the criteria and conditions that the external environment dictates to
business today. Scientists have found that every person is talented in one area or
another, thus has the inclinations. Nevertheless, revealing and developing this
potential is not an easy task.

The innovative potential of an organization is, first of all, in its resources:
material, financial, informational, organizational. However, the most important
resource remains the staff, whose potential and abilities are able to successfully
implement new ideas and projects [1].

Scientists D. Joy-Matthews, D. Megginson and M. Syurte give the
following definition of a personnel development - this is a term to describe an
integrated and holistic, conscious and active approach to improving work-
related knowledge and behavior using a wide range of teaching methods and
strategies. These strategies and methods are generally designed to help
individuals, groups and companies realize their full potential by unlocking
individual capabilities and improving performance in specific conditions. Thus,
there is a need for innovative development of employees.

The key elements of personnel development are:

International Sciences Reviews: Social Sciences series, Vol.3, No.4, 2022



- learning - which, according to the definition of B. Bass and D. Vaughan, is
"a change in behavior that occurs relatively slowly and arises as a result of
practice or the acquisition of experience";

- education - the development of knowledge, the ability to evaluate and
understand is necessary in all aspects of life more than knowledge and skills in
specific areas of activity;

- development - the growth or realization of the abilities and potential of
the individual through training and education;

- training - a planned systematic change in behavior with the help of
training events, programs and instructions that enable the individual to achieve
the necessary level of knowledge, skills and competence for the effective
performance of the work entrusted to him.

It is worthy to note that all the processes of innovation, including the
innovative development of personnel, oblige the management of the
organization to satisfy all kinds of factors, the conditions necessary for the
disclosure of innovative potential [2].

The synthesis of the concepts of "innovative potential" and "personnel
development" defines the concept of "innovative development of personnel" as a
systematic introduction of innovations into all processes of personnel activity
within the framework of organizational life, thus ensuring the effective use and
reproduction of the organization's innovative potential and, as a result, the
successful implementation of innovation-oriented projects [3].

The discovery and development of the innovative potential of employees
is impossible without:

1) innovative culture of the organization;

2) the presence of an initiating force in the form of innovation-oriented
management personnel;

3) the presence of a personnel development system based on technologies
and processes for involving personnel in the company's innovative activities,
allowing the innovative potential of employees to be revealed and developed [4].

International Sciences Reviews: Social Sciences series, Vol.3, No.4, 2022
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Corporate culture is the foundation of the innovative development of
human resources, its main goal is to help employees work effectively, get
satisfaction from learning, keep pace with innovative development, both in the
organization and in the industry as a whole.

A significant element is the driving force of any organization - innovation-
oriented management personnel who are ready to invest in the development of
their own team, through scientific research, training, etc. to develop the very
potential of employees.

4 1"

E. Rogers divided all employees into five categories: “innovators”, “early
implementers”, “preliminary majority” and “late majority”, ie. in the
organization there are people who are completely absorbed in innovations and
those who follow innovators with different engagement speeds.

A number of researchers note the presence in innovation-active
organizations of the so-called "creative class" of employees with the following
qualities:

- individuality - a strong commitment to self-realization, self-expression
and self-affirmation;

- meritocracy - a high assessment of personal abilities and achievements,
readiness to solve complex and responsible tasks;

- openness and tolerance for innovation;
- sociability and mobility [5].

A new model for the development and use of human resources is being
formed, which provides for an increase in the functions of an employee - the
transition from a “partial” highly specialized employee to a “wide range”
(universal) employee who is able to creatively process information, becoming an
active subject and driving force of the organization's production process.

The use of innovative technologies in management allows us to talk about
the transition to an innovative model of human resource management, which
requires the full involvement of employees at all levels. For the success of the
model, it should not only have observers, but it should also have participants.
The need to transition to innovative management should be explained to all
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employees involved in the process - the more elaborate and simple explanations
are, the less misunderstanding and resistance there will be, and the more
effective the transition process will be.

Personnel programs and projects in the innovation model are aimed at
solving the following tasks: formation of the company's intellectual capital;
formation of the organization's social capital; formation of a knowledge
management system; increasing the individual value of each employee and the
human capital of the organization as a whole. Focus is on team building.

In order to increase the role of the human factor in the innovative
development of organizations, managers and specialists of enterprises are
recommended to:

- create conditions for aggregating the organization's personnel into the
"innovation community" through normative, evaluative and stimulating,
conventional, communicative, group, command, status, activity methods of
organizational influence;

- determine the scope of competencies and criteria for assessing the
potential of an employee, depending on the type, activity, specifics of the
organization and its key competencies;

- increase, on the basis of modern information technologies, collegiality in
the development and adoption of managerial decisions regarding both labor
relations within organizations and the introduction of innovations and
innovative processes;

- carry out a comprehensive organizational and technological support of
innovative activity, including its scientific and methodological, informational
and analytical, regulatory, legal, organizational and managerial and personnel
support.

The experience of human resource management, accumulated in leading
foreign organizations is very relevant for the modern Kazakhstani economy, in
terms of building a model development and use of human resources. The study
of this experience allows us to determine what in this activity is applicable to
Kazakhstani organizations and can give a real economic effect, and what is only
the prerogative of foreign management.

International Sciences Reviews: Social Sciences series, Vol.3, No.4, 2022
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It is generally recognized that the best world experience in innovative
personnel development has been accumulated in Japanese organizations. The
result of this was one of the highest labor productivity in the world, the highest
quality of innovative products, the world leadership in the production of high-
tech products, and the country's third largest gross domestic product in the
world [6].

The starting point in assessing the possibilities of building a model of
innovative development of personnel in Japanese organizations is that a Japanese
organization is not only an economic unit, but also, to a large extent, a social
organization. Each organization has its own corporate philosophy, which
emphasizes such concepts as sincerity, harmony, cooperation, contribution to the
improvement of society [7]. At the head of the innovative development of
personnel is not a momentary benefit and not even high economic end results,
but a positive image of the organization, which will later work for high
performance. Such a positive image, the prestige of the organization, in turn, will
attract more and more high-class human resources [8]. In this way, it is this
prioritization that should be relevant for Kazakhstani business. It is no secret that
many domestic business structures continue to prioritize in their activities purely
economic benefits and do not care about the future of their business.

The Japanese style of innovative development of the organization's
personnel is based on persuasion, and not on coercion of employees. The
executive activity of the manager consists of the implementation of analytical-
constructive, active-regulatory, communicative and evaluative-corrective
functions that ensure an effective impact on subordinates and teams to ensure
the fulfillment of their production tasks. The essence of this activity lies in the
creation of motivated relationships in teams in order to most successfully solve
all types of such problems. Motivated relationships are expressed in the harmony
of interaction of all members of labor collectives. At the same time, the leader
does not distinguish himself from the mass of subordinates, his task is not to
manage the work that others do, but to promote the interaction of employees,

An integrated approach to taking into account the experience of Japanese
organizations in ensuring the innovative development of personnel and the role
of the head in this process also seems very relevant for Kazakhstan practical
management. It should be noted that domestic organizations often ignore the
systemic nature of the approach to management activities, using only its
individual principles, which does not lead to the required results in the field of
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long-term development of human resources and increasing the level of
competitiveness of the organization. It should be emphasized here that under the
command and administrative system of economic management in Kazakhstan,
the authoritarian style of leadership of labor collectives has become widespread.
But the transition to a market economy, the processes of democratization of all
public life in the country, the expansion of business spheres, the emergence and
development of various forms of management, including non-state ones,
urgently required a radical change in the leadership style while ensuring the
innovative development of the personnel potential of the organization. The work
of the heads of economic entities began to be based on the principles of
democracy. At the same time, authoritarianism in the leadership of labor
collectives has taken root so firmly that it is almost impossible to get rid of its
harmful influence overnight. In this situation, it becomes necessary for
Kazakhstan to train and educate the leaders of a new generation capable of
working in a democracy.

The Japanese worker is evaluated not by individual output, but by his
contribution to the work of the team and to the overall productivity of the entire
organization. Important evaluation criteria here are the attitude to work,
accuracy and punctuality, interaction with colleagues, the ability to work in a
team of like-minded people, focus on the implementation of production
programs. At the same time, the Japanese experience of innovative development
of the organization's personnel is especially interesting, regarding the
mobilization and use of the human factor, which is recognized in this country as
one of the most important resources and factors of efficient production. Among
the main specific features of the innovative development of the organization's
personnel in Japan, which have a direct impact on the maximum mobilization of
the human resource, are lifelong employment, remuneration according to years
of service. Trade unions, intra-company labor market, intra-company on-the-job
training, rotation of the system of collective contracting and collective decision-
making, intra-company social security, systems of joint consultations of workers
and entrepreneurs, quality control circles. The effectiveness of the innovative
development of the organization's personnel is closely related to the ability of
managers to rationally organize, regulate and control all the activities of a
particular team.

We can distinguish the following criteria characterizing the processes of
innovative development of personnel necessary to build an appropriate model:

International Sciences Reviews: Social Sciences series, Vol.3, No.4, 2022
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— quality of planning,

— the quality of the work of managers in the selection, placement and
training of personnel,

- the quality of the organization of management activities of managers, -
the quality of control,

— quality of accounting and reporting.

In the Japanese theory of innovative development of the personnel of an
organization, eight main groups of qualities of a specialist are distinguished,
which determine its importance for the organization:

- ability to communicate on a formal and informal basis and effectively
interact with peers,

- ability to navigate in conflict situations and correctly resolve them,

- ability to receive and process the necessary information, evaluate,
compare and assimilate it,

— ability to make decisions in uncertain situations,

- ability to manage one's time, distribute work among subordinates, give
them the necessary authority, quickly make organizational decisions,

- ability to show the business qualities of an entrepreneur: set long-term
goals, use favorable opportunities, change the organizational structure of the
enterprise in time,

- ability to practically assess the likely consequences of their decisions, to
learn from their mistakes.

It should be noted here that at present in Japanese organizations there are
usually two levels of formation and implementation of the model of innovative
development of personnel - the level of the organization and the individual level.

Today, in Kazakhstan, programs and strategies for innovative
development are formed with an emphasis on the human worker without taking
into account its personal component and is used mainly within the economic
rather than social system. The practical functioning of many organizations
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indicates a rigid relationship between management decisions on the strategic
activities of the organization and the processes of innovative development of
personnel, which in the new economic conditions, while maintaining the well-
known classical tasks of personnel administration, as part of the whole, should
contribute to the achievement of the main goals of the organization.

Thus, the rational use of human resources and the innovative development
of personnel are strictly linked to the need to form approaches to personnel
management, the development of new technologies and methods for its
improvement. For innovative development of personnel, the action of three
forces is necessary: the culture of the organization, managerial personnel and the
personnel development system. The innovative development of the human
resources of the organization has always been and remains one of the most
important problems in building the economic activity of any organization, and
this requires professional knowledge of the basics of personnel management. For
successful activity in modern conditions, in order to achieve flexibility in
innovations and efficiency of activity, it is most important to find the optimal
balance in the structure between centralization and decentralization of power, to
get away from unnecessary bureaucracy, which only hinders development. In
innovation-oriented organizations, the entire organizational structure should be
conducive to innovation. Organizations focused on the introduction of
innovative methods of work and obtaining long-term results, need to strive to
move away from traditional principles of construction (the principle of
hierarchy) and rigid structures to more flexible and adaptive structures, which
are characterized by the presence of many independent decision-making centers.
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NHHOBAIIMOHHOE PA3BUTHUE YEJIOBEYECKHUX PECYPCOB B
OPI'AHM3ALIUU: TEOPETUYECKHUE U TIPAKTUYECKUE ACIIEKTbI

Annorauusi. B gaHHON cTaThe pacCMOTpPEHbl MOHATHS MHHOBAIIMIOHHBIN IIOTE€HIMAA U
MHHOBAIIVIOHHOE pa3BUTHe IePCOHaAa, MTHHOBALIMIOHHOE pa3BUTHE YeA0BeUYeCKIX PeCcypCoB, X
CYIIHOCTb M OCHOBHBIE ®AeMeHTHl. JIHHOBallMOHHOE pa3BUTHE YeAOBEYeCKNX pecypcoB
OopraHmusalui Bcerga ocTaBaloCh M OCTaeTCsl OAHOM M3 CaMBbIX BaKHBIX IIP00AeM ITOCTPOeHM s
XO3SIVICTBEHHOM AeATeABHOCTU AI000J OpraHmM3aliuy U, ®TO TpedyeT IHpodeccroHaAbHOTO
BAaJeHIs OCHOBaMM KagpOBOTO MeHeAXMeHTa. [IpuMeHeHne MHHOBAIIMOHHBIX TEXHOAOTHUI B
yIIpaBA€H!UM I103BOASEeT TOBOPUTL O Ilepexode K MHHOBALIMIOHHONM MOJeAM YIIpaBAeHU:
yeaoBedyeckuMu pecypcamu. ONBIT yIIpaBAeHNs YeA0BedecKMI pecypcaMly, HaKOILA€HHBIN B
BeAyIIUX 3apyOe>KHBIX OpTaHM3alllsIX, BecbMa aKTyadeH AAsl COBPeMeHHOI Ka3aXCTaHCKOI
HKOHOMUKY, C TOYKM 3peHNs], IIOCTPOeHM: MOAeAN Pa3BUTIA U MCIIOAb30BaHM: YeA0BeUeCKIX
pecypcoB. KOMIIZeKCHBIN I104X04 K y4eTy OIIbITa SAIIOHCKMX OpraHM3aluil B oOecliedyeHNI
MHHOBAIIVIOHHOIO pa3BUTUS IIepCOHada U POAUM PYKOBOAUTEAS B 9TOM IIpoliecce
IIpeACTaBAsSeTCs BecbMa aKTyaAbHBIM A4 Ka3aXCTaHCKOIO IIPaKTMYEeCKOTO MeHe/ >KMEeHTa.
DPPexTUBHOCTL MHHOBAIIMOHHOTO Pa3BUTMS IIepCcOHala OpTaHM3allMM TeCcHO CBsA3aHa C
yMEeHIeM PYKOBOAUTeAel palliOHaAbHO OPTaHM30BaTh, PeryApOBaTh I KOHTPOAMPOBATh BCIO
AeATeAbHOCTbh KOHKPETHOTO KOAACKTNBA.

Katouesvie caosa. UYeaoBeueckme pecypchl, MHHOBalLlMM, VHHOBAIIVIOHHOE pPa3BUTHE,
yIIpaBAeHle U3MeHeHI MY, OpraHu3aliysl, IIepcoHal, MHHOBALIMIOHHBIN ITIOTeHIIMA.

YIUBIMJIAFBI AIAMHU PECYPCTAP/IbIH MHHOBAIUSIBIK JAMYDI:
TEOPUSIJIBIK JKOHE MMPAKTUKAJIBIK ACTTEKTLJIEPT

Annorauus. bya Makasaga KbI3aMeTKepAepAiH MHHOBALMAABIK d4€yeTi MeH MHHOBAIVSABIK
AaMybl, ajaM pecypcTapAblH MHHOBAIVAABIK 4aMybl, OAapAblH MoHI MeH HeTi3Ii 9A4eMeHTTepi
TypaAabl TYCiHIKTep KapacTbIpblAfaH. YUBIMHBIH a4aMl peCypCcTapblHbIH MHHOBAIVISABIK
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AaMybl opJallbIM Ke3-KeATeH YHBIMHBIH BSKOHOMMKAABIK KBI3METIH KYPYAbIH MaHBI3AbI
MoceaelepiHiH Oipi Ooablll Kada Oepai >koHe Ooapln Kada Oepeai >koHe Oya Kaapabik
MeHeAKMeHT Heri3JepiH KociOum MeHrepyai Taaan eteai. backapysa mHHOBaIMAABIK
TeXHOAOIMsIAapAbl KOAJaHy ajaM pecypcTapbiH OacKapyAblH MHHOBAIUAABIK MOAeAiHe KOIly
TypaAbl aliTyFa MYMKiHAIK Oepeai. Kertekini 1mereagik yiibIMgapga >KMHaKTaAraH ajaM
pecypcrapbiH Oackapy ToXipubeci agaM pecypcTapblH AaMBITy >KoHe IlalidadaHy MoJeAiH
KYPY TYpPFBICBIHaH Kasipri Ka3aKCTaHABIK BSKOHOMMKA VIIiH eTe o3ekTi. JKamoHAbIK
YIBIMAApABIH IIepCOHAAABIH MHHOBAIIMAABIK AaMYBbIH >KoHe Ochl ITpouecteri KerbacnisiHbIH
peAiH KaMTaMachl3 eTyJeri TaKipmOeciH ecelke aayAblH KellleHAlI Tocial KasaKCTaHABIK
IpakTHKaAblK MeHel KMeHT VIIiH eTe ©3eKTi 004bIl KepiHeai. YJBIM IIepCOHAABIHBIH
VMHHOBalMAABIK AaMYBIHBIH TUIMAiAiri MeHeAKepAepAiH HaKThl Y>KBIMHBIH OapABIK KbI3METiH
YTBIMABI VIIBIMAACTBIPY, PeTTey >KoHe OaKblaay KabiaeTiMeH THIFbI3 OallAaHBICTHI.

Kiam ce3dep: Aaamu pecypcrap, MHHOBaUMsAAap, MHHOBAIIMAIABIK AaMy, e3Tepictepai Oackapy,
YIBIMAACTHIPY, II€PCOHAA, MHHOBALIVAABIK d1€eyeT.
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