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JKYPpHaABIHBIH peAaKINMAABbIK aaKachl

BAC PEAAKTOP

Amanapikosa Cayae KomkeHOBHa, 3aH FbIABIMAAPBIHBIH AOKTOPBI,
npogeccop, AcraHa xaablKapaablk yHusBepcuteTi (Kazakcran);

bAC PEAAKTOPABIH, OPBIHBACAPBI

ViopaeBa ArirepuMm EpraameBHa — PhD, aaeyMmeTTik-TymMaHMTapAbIK
FRIABIMAAQpPBl >KOFapbl MeKTeOiHiH JekaHbl, AcTaHa XaAbIKapaAbIK
yausepcureti (Kazakcran);

PEAAKTOPAAP:

Xaripmyxaumeaos HypOek Mcabaesud, PhD, KyKbIK >koFapbl MeKTeOiHiH
AeKaHbl, AcTaHa XaAblKapaablK YHUBepcuteTi (Kasakcran);

Cmaryaosa 3yompam KaaviOekosnHa, PhD, »xoHOMmMKa >KOfapbl
MeKTeOiHiH AeKaHbl, AcTaHa XaAbIKapaAblK yHuBepcureTi (Kasakcran);
Axmaamesa JKanna KyanbimesHa, 11eJarormka  FblAbIMAAPBIHBIH
KaHAUAATHI, [leaaroruka VHCTUTYTBIHBIH ~ AVPEKTOPHI, AcraHa
xaablKapaablK yHusepcuteTi (Kasakcran);

SInek 3aaecHbl, 3aH FBIABIMAAPBIHBIH AOKTOPEI, IIpodpeccop, Bapirasa
yHnsepcurerti (Iloapma);

Mwnuaen baaros, PhD, mnpodeccop, byprac epkiHn yHuBepcurerti
(boarapura);

Pumapga Ilykaaa, PhD, npodeccop, cryseHTTep >KYMBIC >KOHiHAeTi
npopexkTop, bponuncaas Mapkesud Koa4aHOaAbl FRIABIMAAP MeEMAEKeTTiK
yHusepcurerti (Iloapma);

Maasoua Oaer BacmabeBud, Ilejarormka FulLABIMAAPBIHBIH AOKTOPBHI,
HoBocnbnpck MeMAeKeTTiK Ile4arormkaablK, YHUBEPCUTETiHIH IPO(eccopsI
(Pecen);

Harpivkanosa Kapakar MyKamikpi3bl, I1efarormkKa FblAbIMAAapPbIHBIH
aokrtopsl, A.H. T'ymmaes artbiHgarel Eypasmsa yaTTBIK yHUBepcuTeTi
(Kazakcran);
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- Aaenos Mapat AMpaanHOBWY, 3aH FbLABIMAapPbIHBIH AOKTOPBI, ACTaHa
xaablKapaablK yHusepcuteTi (Kasakcran);

- Ammypsuna baraan TeaereHKbI3bl, SKOHOMUKA FbIABIMAAPBIHBIH
AOKTOPBI, mpogeccop, AcraHa xaablKkapaablk yHusepcuteTi (Kasakcran);

- HypmaramOeroB Amamxoa Mar3ymoBu4, 3aH  FblABIMJApPBIHBIH
AOKTOPBI, mpogeccop, AcraHa xaablKkapaablk yHuBepcuteTi (Kasakcran);

- Anmadunosa Maguna aTteimioBHa, (uAOAOIUA  FBIABIMAAPBIHBIH
KaHAMAAThI, AcTaHa XaAblKapaabslK yHuBepcnuteTi (Kasakcran);

- KymaOaesa 3anga E¢pumoBHa, Ilegarormnka rblAbIMAapPbIHBIH KaHAVAATEI,
npodeccop, AcraHa xaablkapaablk yHusepcuteTi (Kazakcran);

- Okyraesa Cayae Toaerenosna, PhD, Acrana xaablKapaAbIK
yuusepcureti (Kazakcran);

- Camapxanos Taaant Hypxakbinyaer, PhD, Acrana XaabKapaabIK
yuusepcureti (Kazakcran);

- CericekeHoBa AriHam bajikeH>XeHOBHa, (PUA0AOTUS FBIABIMAAPBIHBIH
KaHAMAaThl, AcTaHa xaAblKapaablK yHuBepcureTi (Kasakcran);

- IaxmeroBa Hasmpa  AxaHKbI3BI, ($UA0AOTUS  FBIABIMAAPBIHBIH
KaHAMAaThl, ACTaHa xaAblKapaablK yHusepcureTi (Kasakcran).
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' 1ABHBIN PEAAKTOP

- AmangpikoBa Cayae KomkeHOBHa — AOKTOp IOPMAMYECKMX Hayk,
npogeccop, MexxayHapoaHsiit yHusepcuteT AcraHa (Kasaxcran)

SAMECTUTEADb I'1ABHOTI'O PEAAKTOPA

- lVlopaeBa Arnrepum Epraamesna - PhD, aexan Beicmieir mikoasl
COLIMAaAbHO-TYMaHUTAPHBIX HayK, MeXAyHapOAHBII  YHUBEPCUTET
Acrana (Kasaxcran);

PEAAKTOPHI:

- Xanpmyxanmeaos HypOek Micabaesuyu, PhD, agexaH BpICIIelN IIKOABI
npasa, Mexxaynapoansinn ynusepcureT Acrana (Kasaxcran);

- Cmaryaosa 3yoOmpam KaabiOekoBHa, PhD, aekaH BbIcCIel IIIKOABI
9KOHOMUKH, MesxayHapoanbilt yHuBepcuteT AcraHa (Kaszaxcran);

- Axmaamesa JKanna KyansimesHa, KaHAMAAT Ie4arormyeckKux Hayk,
AOLIEHT, AUPEeKTOp I1eAarornMieckoro MHCTUTYTa, MeXXAyHapOoAHBIN
yHusepcuteT Acrana (Kasaxcran);

- Slnek 3aaecHbl, J0KTOP IOpUAMYECKUX HayK, Ipodeccop, Bapmasckuii
yHusepcuret (Iloapmra);

- Mmnaen baaros, PhD, npodeccop, bypracckuii cBOOOAHBIN
yHusepcuret (boarapns);

- Pumapga Ilykaaa, PhD, npodeccop, npopexkrop mno pabore co
cryseHtamy, l'ocysapcTBeHHBINI YHUBepcUTeT IIPUKAAAHBIX HaykK
bponncaasa Mapkesnua (I1oapma);

- Maasmmm  Oaer BacmabeBmd, AOKTOp Hejarormyeckyx —Hayk,
npodeccop, HoBocmOupckmit  rocysapcTBeHHBIN — HeAarornmdecKmi
yHusepcuret (Poccns);

- Hareimxanosa Kapakar MykammoBHa, 4OKTOpP ITe4arorm4eckix Hayk,
EBpasmiickmii HaumoHaabHbI yHUBepcuter mMenu /A.H. I'ymnaesa
(Kazaxcran);

- Aaenos Mapar AmMpaagmHOBUY, JOKTOp IOPMAMYECKUX HayK,
Mexaynapoaubin ynusepcurer Acrana (Kasaxcran);

- Anmypsmna baraan ToaereHoBHa, AOKTOp DKOHOMMIYECKMX HayK,
rpodeccop, MexxayHapoaHsiit yausepcurteT AcraHa (Kasaxcran);
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- HypmaramOGeTroB AmaHXoa Mar3ymMoBUY — AOKTOP IOPUANYECKUX
HayK, mpogeccop, MexxayHapoaHsiit yHusepcuteT Acrtana (Kasaxcran);

- Anadunosa Maguna /laTeIimOBHA, KaHAMAAT PUAOAOTUYECKUX HaYK,
Mexaynapoauni ynusepcurer Acrana (Kasaxcran);

- XKymabOaesa 3aiiga EpmmoBHa, KaHAMAAT IledarornMyeckuX Hayk,
rpodeccop, MexayHapoaHsiit yHusepcurteT AcraHa (Kasaxcran);

- Oxkytaesa Cayae ToaerenosHa, PhD, MexayHapOAHbIIT YHUBEPCUTET
Acrana (Kasaxcran);

- CamapxanoB Taaaut Hypxkakemosmd, PhD, MexayHapoaHsii
yHusepcuteT Acrana (Kasaxcran);

- CeiicekenoBa AriHam bajikeH)KeHOBHa KaHAMAAT (PUAOAOTUIECKUIX
HayK, MexxayHapoaneii yausepcurer Acrana (Kasaxcran);

- IaxmeroBa Hasmpa AxaHKBI3BI, KaHAMAAQT (PUAOAOTMYECKUX HaYK,
MexayHapoaubi yuusepcureT Acrana (Kasaxcran).
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IRSTI 06.77.71
Contemporary approaches and tools for effective human resource management
G.K. Baibash®, N. Umutkhanov

Astana International University, Associate Professor at the Higher School of Economics, PhD,
Astana, Kazakhstan, email: 7765060@bk.ru
* ABTOP-KOPPECTIOHIEHT

Abstract. In the modern business landscape, effective human resource management (HRM) is crucial for organizational
success. Traditional HRM approaches have evolved significantly due to digital transformation, artificial intelligence
(Al), and data-driven decision-making. This paper provides a comprehensive review of contemporary HRM
approaches, including Agile HR, data-driven HR, human-centric management, and diversity and inclusion strategies. It
also explores modern HR tools such as HR analytics, Al-driven recruitment, gamification, performance management
systems (PMS), learning management systems (LMS), and cloud-based HR software. Additionally, the impact of digital
transformation on HR practices, including automation, remote workforce management, and employee experience (EX)
tools, is examined. Through case studies of leading companies like Google, Microsoft, and Unilever, the paper
highlights best practices and successful implementations of modern HRM strategies. Furthermore, challenges such as
data privacy concerns, resistance to automation, and skills gaps are discussed, along with future trends, including Al-
driven talent management, blockchain-based HR solutions, and extended reality (XR) for training. The study concludes
that embracing digital transformation, leveraging Al, and fostering a people-first HR strategy are essential for
organizations to remain competitive in a dynamic business environment.

Keywords: Human Resource Management, Employee Engagement, Performance Management, Talent Management,
Diversity and Inclusion, Future of Work, Learning Management Systems, Employee Experience (EX).

Introduction

In today’s rapidly evolving business environment, human resource management (HRM) plays
a crucial role in ensuring the success of organizations. Traditional approaches to HRM are no longer
sufficient to meet the demands of globalization, technological advancements, and shifting
workforce expectations. Companies now seek innovative, flexible, and data-driven methods to
enhance workforce productivity, employee satisfaction, and organizational efficiency.

The increasing reliance on digital tools, artificial intelligence (Al), and people analytics
signifies a shift towards more adaptive and evidence-based HRM practices.

The objective of this article is to analyze modern approaches and tools used in effective
human resource management. The study explores how organizations implement contemporary
HRM strategies and leverage digital transformation to optimize workforce management.

Human resource management (HRM) refers to the strategic approach to effectively managing
people within an organization to maximize performance and achieve business goals. The concept
has evolved significantly over the past decades. In the early 20th century, HRM was primarily
focused on personnel administration, including hiring, payroll, and compliance with labor laws. As
organizations recognized the importance of employee motivation and engagement, behavioral
sciences influenced HRM practices in the mid-20th century [1]. By the late 20th century, HRM had
become a strategic function, integrating workforce planning with corporate strategy. Today, HRM
is deeply intertwined with technology, data analytics, and employee experience, enabling
organizations to make informed decisions and optimize human capital management.

Traditional HRM approaches focused on rigid hierarchies, standardized policies, and
administrative efficiency. However, modern HRM has embraced flexibility, personalization, and
digital transformation. Traditional HRM relied on intuition-based decision-making, while
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contemporary HRM incorporates data analytics and Al to drive evidence-based strategies.
Employee roles have shifted from passive workforce participation to active engagement, fostering
innovation and productivity. Recruitment processes that were once manual and time-consuming are
now powered by Al-driven platforms that enhance candidate selection and reduce hiring biases.

Performance evaluation has transitioned from annual reviews to continuous feedback
mechanisms, enabling real-time improvements. Workplace environments have also evolved, with
remote and hybrid work models becoming the norm, supported by HR technology that facilitates
collaboration and engagement [2].

The effectiveness of HRM is based on several key concepts. Employee engagement is critical
for enhancing motivation and overall performance, while performance management systems
provide structured processes for tracking employee contributions. Talent acquisition and retention
strategies ensure organizations attract and maintain a competitive workforce. Diversity and
inclusion initiatives promote an inclusive workplace culture that values different perspectives and
backgrounds. HR analytics play a significant role in optimizing decision-making, forecasting
workforce trends, and improving employee satisfaction. These concepts collectively contribute to
creating a high-performance work environment that aligns with business objectives.

One of the most prominent modern HRM approaches is Agile HR, which is inspired by Agile
methodologies used in software development. Agile HR focuses on adaptability, collaboration, and
rapid response to changes within the organization. Traditional HR processes often involve long
cycles of planning and implementation, whereas Agile HR emphasizes continuous iterations,
employee feedback loops, and cross-functional teamwork. Organizations that adopt Agile HR
prioritize flexibility in job roles, dynamic team structures, and self-organizing teams. This approach
enables HR departments to respond quickly to shifting business needs and employee expectations.
For example, Spotify has implemented an Agile HR model, utilizing «squad-based» structures that
allow employees to work autonomously while aligning with corporate objectives.

Another transformative approach is data-driven HR, which leverages HR analytics and Al to
enhance workforce management. Organizations use data analytics to predict employee turnover,
identify performance trends, and optimize talent acquisition strategies. Predictive analytics enables
HR professionals to make proactive decisions by analyzing workforce behavior and identifying
patterns that influence employee retention. Al-powered recruitment tools, such as HireVue, assess
candidates’ video interviews and analyze speech patterns to determine their suitability for a role.

Performance analytics tools track employee engagement in real time, allowing HR managers
to implement timely interventions and improvements. Google, for instance, utilizes People
Analytics to make data-driven decisions in hiring, employee development, and retention, ensuring
that HR strategies are backed by empirical evidence [3].

Materials and methods

The human-centric HR approach emphasizes a personalized and employee-focused strategy
that fosters well-being and career development. Unlike traditional one-size-fits-all policies, human-
centric HR tailors employee experiences based on individual needs and aspirations. Organizations
implementing this approach prioritize work-life balance, mental health programs, and customized
career growth plans. Al-driven HR chatbots, such as IBM Watson for HR, provide employees with
instant support, personalized learning recommendations, and automated HR services. Microsoft, for
example, has adopted a human-centric approach by offering flexible remote work options, mental
health resources, and employee development programs that cater to individual career aspirations.

Diversity and inclusion (D&I) have become critical components of modern HRM, ensuring
that workplaces embrace individuals from diverse backgrounds and create inclusive environments.
Organizations with strong D&l initiatives benefit from increased creativity, innovation, and
improved employee morale. Companies are now implementing bias-free recruitment strategies
using Al algorithms that remove discriminatory factors from hiring decisions [4]. Employee
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resource groups (ERGs) and mentorship programs have also become essential in fostering an
inclusive workplace. For example, Salesforce has integrated D&I into its corporate culture through
comprehensive diversity programs, leadership training, and inclusive hiring practices.

The rapid digitalization of human resource management has led to the widespread adoption of
advanced tools and technologies that enhance efficiency, decision-making, and employee
experience. One of the most influential advancements in modern HRM is HR analytics and Al-
driven decision-making, which allows organizations to leverage data for strategic workforce
planning. By analyzing vast amounts of HR data, Al-powered systems can predict employee
turnover, assess performance trends, and optimize recruitment processes [5].

Results

Companies use machine learning algorithms to improve hiring decisions, identify high-
potential employees, and personalize career development programs. Predictive analytics enables HR
professionals to foresee potential risks, such as employee dissatisfaction, and implement timely
interventions. Al-driven chatbots and virtual assistants also streamline HR operations by automating
responses to employee inquiries and guiding them through administrative processes.

Another impactful tool in HRM is gamification and employee engagement tools, which
enhance motivation, productivity, and workplace satisfaction. Gamification involves incorporating
game-like elements, such as rewards, leaderboards, and achievement badges, into HR processes to
drive employee participation and engagement. Organizations use gamified training platforms to
make learning more interactive, ensuring employees stay engaged and retain information
effectively. Employee recognition platforms that offer rewards for outstanding performance
contribute to a positive work environment and reinforce a culture of continuous improvement.
These tools are particularly effective in sales, customer service, and learning and development
(L&D) programs, where motivation and engagement directly impact performance outcomes|6].

Performance Management Systems (PMS) have also evolved significantly, transitioning from
annual performance reviews to real-time feedback mechanisms. Modern PMS platforms enable
continuous performance tracking, allowing managers to provide instant feedback and set clear
objectives for employees. These systems facilitate goal alignment between individual performance
and organizational objectives, ensuring transparency in career progression. PMS platforms integrate
with Al-driven analytics to assess employee contributions, recommend skill development programs,
and predict future performance trends. Companies using these tools can enhance workforce
productivity, reduce biases in performance evaluations, and create a culture of meritocracy.

To support workforce development, companies implement Learning Management Systems
(LMS) and e-learning platforms, which provide employees with access to personalized training
modules, certifications, and career growth opportunities. These platforms use Al to recommend
courses based on employees’ skills, learning preferences, and career aspirations. Organizations
benefit from LMS solutions by upskilling their workforce, ensuring employees stay competitive in
an ever-changing business landscape. E-learning platforms allow remote and hybrid employees to
access training materials at their convenience, reducing costs associated with traditional in-person
training. Gamified learning experiences, interactive simulations, and virtual reality (VR)-based
training enhance knowledge retention and engagement[7].

Lastly, HR software solutions, such as SAP, Workday, BambooHR, and Oracle HCM,
provide comprehensive workforce management capabilities, automating HR processes from
recruitment to retirement. These platforms integrate Al-driven analytics, payroll management,
benefits administration, employee engagement tools, and compliance tracking. Cloud-based HR
software enhances flexibility by enabling remote workforce management, facilitating seamless
collaboration, and ensuring data security. Organizations that adopt these solutions improve
operational efficiency, minimize administrative burdens, and focus on strategic HR initiatives that
drive business success.
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The increasing reliance on digital technologies has fundamentally reshaped HR practices,
streamlining administrative processes, enhancing decision-making, and improving employee
experiences. Automation and Al in HR have reduced repetitive administrative tasks, such as payroll
processing, leave management, and benefits administration, allowing HR professionals to focus on
strategic initiatives. Al-powered applicant tracking systems (ATS) accelerate the recruitment
process by screening resumes, assessing candidate fit, and reducing hiring biases[8].

Additionally, Al-driven employee sentiment analysis tools monitor workplace morale and
provide insights into potential workforce challenges, enabling proactive interventions.

The rise of remote work and virtual HR management has forced companies to adapt to digital-
first HR practices. Organizations now rely on virtual collaboration tools, cloud-based HR platforms,
and digital onboarding solutions to manage distributed teams effectively. Remote workforce
management tools facilitate real-time communication, project tracking, and virtual performance
evaluations, ensuring that employees remain productive and engaged regardless of location.

Companies have also introduced Al-driven virtual assistants to assist employees with HR-
related inquiries, enhancing accessibility and reducing response times.

Employee well-being has become a top priority for organizations, leading to the development
of Employee Experience (EX) and well-being tools that promote mental health, work-life balance,
and overall job satisfaction. Al-driven wellness platforms analyze employee stress levels through
sentiment analysis, providing recommendations for mindfulness programs, mental health resources,
and work schedule adjustments. Companies integrate well-being applications that offer virtual
counseling, stress management techniques, and fitness tracking to support employees' holistic well-
being. The emphasis on employee experience has led to the adoption of people-first HR strategies
that prioritize personalized career growth, mental health initiatives, and flexible work arrangements.

Several organizations have successfully implemented modern HR tools and approaches,
setting benchmarks for effective personnel management. For instance, Google has leveraged People
Analytics to develop data-driven HR strategies that optimize talent acquisition, employee
engagement, and retention. The company’s research-driven approach to HR decision-making
ensures that policies are tailored to enhance employee satisfaction and productivity. Similarly,
Microsoft has adopted a human-centric HR model, offering remote work flexibility, mental health
resources, and career development programs that cater to individual employee needs [9].

Unilever has integrated Al-driven recruitment tools to enhance hiring efficiency and reduce
biases in candidate selection. The company uses predictive analytics to identify high-potential
employees and design personalized career paths, ensuring long-term workforce development.
Another example is Salesforce, which has embedded diversity and inclusion initiatives into its
corporate culture, implementing bias-free recruitment processes and fostering an inclusive work
environment [10]. The company’s commitment to workplace equality has led to increased
innovation, employee satisfaction, and business performance.

Conclusions

From these case studies, it is evident that companies that invest in modern HR tools and
strategies experience significant improvements in workforce efficiency, employee engagement, and
overall organizational success. The key takeaway is that data-driven decision-making, Al-powered
HR solutions, and a people-centric approach to management contribute to a more agile and high-
performing workforce.

Despite the advancements in HRM, several challenges persist. One of the primary challenges
is data privacy and security, as HR analytics tools collect vast amounts of sensitive employee
information. Ensuring compliance with data protection regulations, such as GDPR and CCPA,
remains a critical concern for organizations. Another challenge is resistance to digital
transformation, as employees and HR professionals may struggle to adapt to Al-driven processes
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and automated decision-making. Organizations must invest in change management strategies,
upskilling programs, and digital literacy initiatives to overcome this resistance.

Looking ahead, the future of HRM will be shaped by emerging trends, including Al-driven
talent management, hyper-personalized employee experiences, and blockchain-based HR solutions
for secure and transparent workforce data management. The integration of extended reality (XR)
technologies, such as virtual reality (VR) and augmented reality (AR), will revolutionize corporate
training, onboarding, and remote collaboration. Additionally, sustainable HR practices will gain
prominence, focusing on employee well-being, work-life balance, and environmentally conscious
workplace policies.

In conclusion, modern HRM has undergone a significant transformation, driven by
technological advancements and evolving workforce expectations. Contemporary HR approaches,
such as Agile HR, data-driven decision-making, human-centric management, and diversity
initiatives, have redefined traditional personnel management. The adoption of Al-driven analytics,
gamification, performance management systems, learning management platforms, and cloud-based
HR software has enhanced efficiency, engagement, and workforce optimization.

Digital transformation has further revolutionized HR practices by automating administrative
tasks, facilitating remote workforce management, and prioritizing employee well-being. Case
studies of leading organizations, such as Google, Microsoft, and Unilever, highlight the
effectiveness of modern HR tools and approaches in driving business success.

However, challenges such as data privacy concerns, resistance to digital adoption, and the
need for continuous upskilling remain obstacles to fully realizing the potential of modern HRM.
Future trends, including Al-driven talent management, blockchain-based HR solutions, and XR-
based training, will continue to shape the HR landscape.

Organizations must embrace these advancements, invest in digital transformation, and
cultivate a people-first culture to remain competitive in the evolving business environment. By
leveraging data-driven insights, fostering innovation, and prioritizing employee experience, HR
professionals can build a more adaptive, engaged, and high-performing workforce.
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CoBpeMeHHbIE NOAXOAbI M HHCTPYMeHTbI 3(PPEeKTUBHOrO yNpaBJIeHUs!
YyeJIOBeYeCKMMH pecypcamMu

I'.K. Baii6am *, H.YmMyTKkanos
MexnyHapoaHbIi YHHUBEPCUTET AcTaHbl, JOICHT Bricieii kol 3xoHoMuku, PhD, Acrana,
Kaszaxcran, si.moura 7765060@bk.ru

AnHoTanusi. B coBpemenHOM JenioBoM mupe 3 (heKTUBHOE yrpaBieHue YenoBedeckumu pecypcamu (HRM) umeer
peliaroliee 3Ha4eHUe Uil ycliexa opraHusanuu. TpaJulUOHHBIE MOAXOABI K YIPABJICHUIO IIEPCOHAIOM IPETEPIEIH
3HAYUTEJbHBIE U3MEHEHHs Onaroapsi M(GPOBBIM IPeoOpa3oBaHUsIM, UCKycCTBeHHOMY uHTeIuekTy (M) u npuHsTHIO
pelleHnii Ha OCHOBE [aHHBIX. B 3TOH cTaTbe mpeacTaBieH BCECTOPOHHUII 0030p COBpPEMEHHBIX IOAXOMO0B K
yIOpaBJIEHUIO IIEPCOHAIOM, BKIIOYas THOKHE METOABI YIpPaBJICHHS INEPCOHAJIOM, YIIPaBICHHE Ha OCHOBE NaHHBIX,
yIpaBieHHE, OPHEHTHPOBAHHOE Ha YEJIOBEKa, a TAKXKE CTPATErMH pa3HOOOpasus W MHKIIO3UBHOCTH. B HeM Taroke
paccMaTpHBaIOTCSl COBPEMEHHBIE MHCTPYMEHTHI YIPaBICHUS NEPCOHAJIIOM, TaKHMe KaK KaapoBas aHAJIUTHKA, 10A00p
NepcoHaja Ha OCHOBE MCKYCCTBEHHOT'O WHTEJUIEKTa, FeHMMHU(HKAIMS, CUCTEMbl YIPaBJICHHUS MPOU3BOAUTEIBHOCTHIO
(PMYS), cuctemsr ynpasienus ooyuenuem (LMS) u o0naqHble TEXHOIOTHH.

KaioueBnble cjoBa: YmpasieHne 4elloOBEYECKUMH pecypcaMy, BoBlleueHHOCTh COTPYAHUKOB, Y asieHHas pabora,
VYnpaenenue 3QQeKkTUBHOCTHIO, YIpaBieHHe TajJaHTaMu, Pa3sHooOpasue Hu WHKIIO3UBHOCTb, bynyiiee paGoThl,
Cuctems! ynpasieHus: ooydeHueM, OTBIT COTPYIHUKOB.

Tuimai 0ackapyabIH 3aMaHaYH TICIAEepl MeH KYpaJiapbl alaMu pecypcrap
I'.K. Baii6am . H. YmyTKanos

ActaHa XaJblKapalblK YHUBEPCHUTETI, DKOHOMHKA Ofapbl MekTeOiHiH noueHti, PhD, Acrana,
Kazakcran, 7765060@bk.ru

Tyiin. Kazipri OmsHec omeminzme agam pecypctapblH THiMAI Oackapy (HRM) yHBIMHBIH JKETICTITi yHIiH eTe
MaHb3ABL. [lepconanapl 6ackapyablH JOCTYPJIi Tocuiaepi nUGPIBIK TYpPJICHIAIpYysep, kacanapl MHTEIUIeKT (Al) xoHe
JIEpEeKTepre HEeTi3NeNreH MemiMaep KaObuiiay apKpUIbl aWTapibIKTail e3repicTepre yiublpanbl. bynm Makanmama
TIePCOHANIBI OacKapyablH MUKEeMIi SIiCTepiH, JAepeKTepre Heri3fenreH OacKapymabl, ajaMra OarbITTalfaH OacKapyIbl
JKOHE SPTYPJILTIK MeH WHKITIO3US CTpaTerHsIapblH KOca aliFaH/ia, epCOHaNIbl OacKapy/IblH 3aMaHayH TICIepiHe KaH-
KaKThI oy Oepinren. O coniaii-ak Kaapiaap CUSKTHI 3aMaHayH IepCOHabl 0acKapy KypajllapblH KapacThIpabl.

Tyiiin ce3gep: Anam pecypcrapblH Oackapy, KbI3SMETKEpJIEpJi TapTy, KalbIKTaH >KYMBIC icTey, ©HIMALTIKTI
Oackapy, TaJaHTTap/Abl Oackapy, SpTYPJIUIIK JKOHE WHKIIO3MS, XYMBIC OoJamarbl, OKBITYyIbl Oackapy xykenepi,
KBI3METKEPIIEP/iH TIKipHOeci.
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