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Annotation
The article discusses personnel issues, as well as the analysis of methods and approaches to the
development of human resources at enterprises, providing the opportunity to generate and implement
new ideas and technologies. Today, personnel development is becoming an important factor in
increasing the innovative activity of enterprises, which contributes to their sustainable growth and
competitiveness. Taking into account economic instability, the topic of human resource development is
relevant and significant, since qualified and motivated employees are the basis for successful innovation
in enterprises.
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Relevance of the Topic

In today's world, rapid scientific and technological progress and global competition require enterprises
to constantly innovate and update. Human capital plays a key role in this process, providing the ability
to generate and implement new ideas and technologies. Developing human capital has become a crucial
factor in enhancing the innovative activity of enterprises, contributing to their sustainable growth and
competitiveness [1].
The purpose of this article is to analyze the methods and approaches to developing human capital in
enterprises, as well as to identify factors that influence the increase in innovative activity. The research
tasks include:

e Studying the theoretical foundations of human capital development;
Analyzing practical methods and approaches used in enterprises;
Evaluating the effectiveness of various methods of human capital development;
Identifying problems and risks associated with human capital development;
Developing recommendations for improving methods of human capital development.

Today, the topic of developing human capital is relevant and significant, as qualified and motivated
employees are the foundation for the successful implementation of innovations in enterprises. Analyzing
existing methods and developing new approaches will help companies more effectively manage human
resources and achieve their goals [2].

Despite instability within enterprises, human capital remains of great importance, representing a
combination of employees' knowledge, skills, abilities, and personal qualities that they apply in their
professional activities. It includes education level, professional training, work experience, as well as
motivation and readiness for learning and development. Human capital is a critical resource that
determines the enterprise’s ability to engage in innovative activities and adapt to changes in the business
environment.
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Human capital plays a key role in the innovative activities of enterprises. Qualified and motivated
employees are capable of generating new ideas, developing and implementing innovative technologies
and products. They also play a significant role in managing change and adapting to new conditions.
High human capital contributes to enhancing the competitiveness and sustainable development of an
enterprise.

Various factors influence the development of human capital, including:

e Education and professional training: the quality and level of employees' education, as well as
opportunities for further education and professional development.

e Corporate Culture: The presence of a favorable corporate environment, support for innovation,
and employee development.

e Motivation and Talent Retention: Motivation systems aimed at attracting, developing, and
retaining talented employees.

e Technological Infrastructure: Access to modern technologies and resources for learning and
work.

e Leadership and Management: Support and initiative from management in matters of human
capital development.

One of the key methods for developing human capital is education and professional training.
Companies invest in employee education by organizing courses, training, and seminars, and providing
opportunities for further education. The development of individualized training programs also plays an
important role, allowing employees to combine theoretical learning with practical work at the company.

As for corporate training and skill enhancement programs, they are focused on the continuous
renewal and deepening of employees' knowledge and skills. Companies establish internal educational
centers, develop training programs on industry-specific topics, and invite external experts to conduct
training sessions and seminars. The implementation of e-learning systems and online courses makes the
learning process more flexible and accessible to all employees [3,4].

Another important aspect is the motivation and retention of talent. Motivation systems play a
crucial role in developing human capital and enhancing innovative activity. Companies create reward
and recognition programs that encourage employees to generate and implement new ideas. It is also
important to provide conditions for career growth and professional development, which helps retain
talented employees and reduce staff turnover.

Noteworthy examples of successful corporate training programs include projects by large companies
such as «Kazakhmys Corporation LLP», «KAZ Minerals», and «Halyk bank». These companies have
established their own corporate universities and training centers that offer programs on various topics.
For example, «<KAZ Minerals» actively implements training programs in digital skills and innovation
management, contributing to the skill enhancement of employees and the development of their
professional competencies.

Today, successful motivation system cases include projects by companies such as «Yandex» and
«Kazaktelecom JSC». These companies develop reward programs for innovative ideas and projects and
create favorable conditions for employees' professional and career growth. For instance, «Yandex»
offers its employees participation in an equity program, allowing them to receive a share of the
company's profits and motivating them to engage in active innovation [5,6].

Leaders and corporate culture are of particular importance, as they play a significant role in human
capital development. Successful companies demonstrate that management support and the presence of
an innovative corporate culture actively contribute to the development and implementation of
innovations. Leaders must show readiness for change, support employee initiatives, and create
conditions for their professional growth and development.
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In times of economic instability, it is important to highlight certain problems and obstacles in
developing human capital. The main challenges enterprises face in human capital development include:

e Insufficient funding: Limited financial resources may hinder the organization of quality
employee training and motivation programs.

e Resistance to change: Employees may resist changes and new working methods, which
complicates the implementation of innovations.

e Lack of qualified instructors and a shortage of experienced specialists: This is a serious
issue for many companies, as they struggle to find people capable of training and developing
their workforce.

In the context of an unstable economic environment, existing human capital development methods may
have their limitations. For example, traditional forms of education are not always effective in adapting
to rapidly changing labor market demands and new technologies. Additionally, the lack of a
personalized approach to training can reduce its effectiveness.

Analyzing unsuccessful human capital development projects helps identify the main reasons for failure.
These include poor planning, a lack of clear strategy, insufficient resources, and weak management
support. For instance, projects aimed at introducing new technologies without proper employee
preparation often encounter resistance and low efficiency [7].

To improve human capital development, a comprehensive approach is needed, considering all aspects
of professional growth and employee motivation. This includes integrating various training, motivation,
and performance evaluation methods. Companies should create long-term development programs that
systematically enhance employees' qualifications and skills.

One of the key aspects is the use of modern educational technologies. Tools such as e-learning, virtual
reality (VR), and augmented reality (AR) make the learning process more interactive and effective.

Implementing online learning platforms and courses allows employees to choose a convenient time and
place for learning, which increases their engagement and results.

For many enterprises, the role of government support and corporate strategy is particularly
important. Government support in the form of grants and subsidies can significantly help companies
develop human capital. It is also essential that corporate strategies are aimed at supporting innovation
and the professional development of employees. This includes creating opportunities for career growth,
motivational programs, and initiatives to improve working conditions.

The methodology for assessing human capital potential includes several stages:
1. Diagnosing the primary orientation of personnel;
2. Assigning managerial roles;
3. Evaluating project design skills.

The main characteristic of individuals capable of design-related activities is the ability to structure
the process of achieving objectives while focusing on both the result and the conditions. The process of
personnel assessment serves as a means of measuring each individual's contribution to the overall results
of the enterprise, i.e., the value or worth of personnel for the company. Consequently, it helps determine
personalized investments when forming human capital.

Today, the system of human resource development, regardless of the type of activity of the enterprise, is
of great importance, representing a complex of interrelated elements. At the same time, the formation of
such a system, the work of the personnel service, first of all, should be based on monitoring the
personnel of the enterprise. This is the most important component of managing the development of the
human resources potential of the enterprise, which is the basis for the work of all other subsystems. In
this case, the selection of personnel provides the company with personnel in the necessary quantitative
and qualitative terms [8].
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In the process of forming such a system, the company's management must constantly analyze and adjust
the selected areas, adapting them taking into account environmental factors. From a practical point of
view, the activities aimed at creating a human resource development system involve work in the
following areas:

- tactical, ensuring the implementation of the employee's current functions;

- strategic, responsible for the development and implementation of the strategy for the development of
the personnel management system of the enterprise as a whole.

Taking into account internal and external factors, for the effective functioning of the enterprise it is
necessary:

- Establish a flexible work schedule;

- To introduce new labor standards as innovative technologies are introduced,

- Improve the organization of employees' work;

- To implement modern working methods;

- Organize training and professional development of employees on time;

- To make individual plans for the career growth of employees;

- To find out the causes of downtime and regularly carry out preventive measures in production;

- Identify the most effective motivating factors and implement appropriate incentive systems;

- Identify effective methods for managing stress and conflict in the work environment.

Various methods are used during assessment activities, including socio-psychological and
psychologically-oriented diagnostics, specialized information collection and analysis techniques, and
sociometry. The results of personnel research can serve as a foundation for optimizing staff placement,
planning activities for improving the social-psychological climate, adjusting hierarchy structures,
management styles, and employee incentives. Additionally, these results help optimize interactions
within and between production departments.

Today, many experts agree that human capital refers to a combination of knowledge, skills, and
abilities that individuals either use or can potentially use in the future in a specific job to achieve
particular goals. Therefore, human capital is the sum of the quantitative and qualitative characteristics of
employees that determine the productivity of the enterprise and are utilized to achieve set goals while
considering economic, technical, and material potentials. Figure 1 illustrates the structure of the
elements of human capital [9].

In the context of competitive markets, high-quality employee productivity indicates the high
efficiency of an enterprise. The competitiveness of a company in the market, as well as its economic
impact, directly depend on the proper formation of human capital, which in turn influences the
effectiveness of enterprise management. Under economic instability, forming human capital becomes a
complex system influenced by both internal and external factors, such as:

Personnel costs;

Creative activity of employees;

Skill levels;

Time management resources;

Personnel numbers and structure;

Level of employee competence.

Human Capital of the Enterprise

| Personnel Costs | Work Time Resources
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Creative Activity of Personnel Number and Structure of Personnel
Personnel Qualification Level Personnel Competency Level

Figure 1 — Key Components of Human Capital.

Conclusion

Today, the development of human capital is a key factor in increasing the innovative activity of
enterprises. Qualified and motivated employees are capable of generating new ideas and implementing
innovative technologies, which contributes to the sustainable growth and competitiveness of companies.
Further research can be directed toward exploring new methods and approaches for developing human
capital, as well as analyzing the factors that influence the successful implementation of innovations.
This may include utilizing modern technologies and data to assess the effectiveness of various programs
and initiatives.

The results of this research are of practical significance for enterprises aiming to enhance their
innovative activity. The recommendations developed can be used to improve processes related to human
capital development and innovation management. This will help companies more effectively utilize their
human resources and achieve their strategic goals.
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PE3IOME

PA3BUTHUE KAAPOBOI'O IIOTEHIUAJIA KAK ®AKTOP IOBBIINEHU A
WHHOBAIIMOHHOM AKTUBHOCTH NPEAIIPUATUIA

M. MbiHKkacapoBa
[Iponakt Mapketunr kommanus SmallTalk2.me

Anmartel, Kazaxcran
B crarbe paccMaTpuBaroTCst KaJIpoOBBIE BOMPOCHI, & TAK)KE aHAIN3 METOO0B M IMOIX0/I0B K PA3BUTHIO
KaJIpOBOTO TOTEHIMAJIA HA IPEANPUITHSIX, 00ECTICUNBAIONTNE BOZMOXXHOCTh T€HEPAIIUU U PeaU3aIluu
HOBBIX HUJied 1 TexHoJorui. CerofaHs pa3BUTHE MEPCOHANIA CTAHOBUTCS BaKHBIM (DaKTOPOM TOBBIIIICHUS
WHHOBAIIMOHHOW aKTUBHOCTHU MPEANPUSITHI, UTO CTIOCOOCTBYET UX YCTOMYUBOMY POCTY U
KOHKYPEHTOCTIOCOOHOCTH. C y4eTOM 9KOHOMUYECKOW HECTaOUIBLHOCTH TeMa Pa3BUTHUS KaJIPOBOTO
MOTEHIINaJAa SBJISIETCS aKTyallbHOM M 3HAYUMOM, TaK KaK KBATH(PHUIIMPOBAHHBIE U MOTUBUPOBAHHBIE
COTPYAHUKH SIBJISIFOTCS. OCHOBOM JJIs1 YCIICILIHOTO BHEIPEHUSI MHHOBALIMI HA TIPEANIPUATHUSIX.
KuroueBrble ci10Ba: KaJpoBblil NOTEHIMANI, UTHHOBAIlMOHHAS! aKTUBHOCTb, Pa3BUTUE NIEPCOHATIA,
KOHKYPEHTOCIIOCOOHOCTh, HHHOBAITMOHHBIE TEXHOJIOTHH.

TYUIHAEME

KO9CIIMOPBIHAAP/IBIH UHHOBAILIUAJBIK BEJICEHALJIITTH APTTBIPY ®AKTOPbBI
PETIHAE KAJAPJIBIK 9JIEYETTI JAMbBITY
M. Msimkacaposa

Onim mapketunri SmallTalk2.me komnanusicer
Anmarel, Kazakcran
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Maxasnana KaapJiblK Maceliesep, COHai-aK jkaHa uaesiap MeH TEXHOJIOTHSIIAPIbl KYPY JKOHE iCKe
achIpy MYMKIHAITH KaMTaMachl3 €TeTiH KOCIIOPBIHAAPIa KAAPIIBIK dJICYETTi JaMBITY 9/IiCTepi MEH
TOCUIIEPIH TalAay KapacThIpbUIaibl. BYT1HTI TaHaa MEePCOHANIBI JAMBITY KOCITOPBIHIAPIBIH
WHHOBAIMSUTBIK OCJICEHAUTITIH apTTHIPYILIH MaHbI3Abl ()aKTOPBIHA aifHATY 1A, OYJI OJIapIbIH TYPAKTHI
ecyiHe ’oHe Oacekere KaOuIeTTUIIrHE BIKITa eTei. DKOHOMHUKAIBIK TYPAKCHI3BIKTHI €CKEPEe OTHIPHIII,
KaJIPJIBIK QJICYETTI JAMBITY TaKbIPBIObI ©3CKTI dKOHE MaHBI3 bl OOJIBIT TAOBLIAIbl, OUTKEHI O1JTIKT1 )KOHE
YOXI1 KbI3METKEPJISP KOCIMOPBIHIApAa HHHOBAIUSIIAPIbI TAOBICTHI €HTI3Y YIIIH HET13 OOJIbII
TaObLUIAIBI.

Ty#inai ce3aep: KaapibIK aJieyeT, MHHOBALMSIIBIK OCJICSHILIIK, IEPCOHAIBI JaMBITY, OaceKere
KaOIJIeTTUTIK, MHHOBAIVMSUIBIK TEXHOJIOTHSLIIAP.

ABTOp: MBImkacapoBa Mapikan - [Ipogakt Mapkerunr Menemkep kommanuu SmallTalk2.me,
marzhan.mynzhasarova@gmail.com

50


mailto:marzhan.mynzhasarova@gmail.com

