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ECONOMIC ROLE OF COLLECTIVE AGREEMENT
IN HUMAN CAPITAL DEVELOPMENT FOR
METALLURGICAL ENTERPRISE

The labor problems of mining and metallurgical complex are an
urgent issue of the industrial sector in Kazakhstani economy. Sometimes
it includes not only social problems, but also possibility of economic risks
from industry’s decline, due to the lack of desire among the population to
work in its conditions. Many researchers see the essence of this problem in
legal regulation of social issues in this area. The purpose of this research
is to review and analyze current collective agreement for employees of
the Karaganda metallurgical plant of «Qarmet» JSC, inherited by the
enterprise from the previous owner, which was «ArcelorMittal Temirtauy
JSC. Due to the fact, that this company is going to prepare a new collective
agreement for 2025, it will be the right decision to analyze the imperfect
aspects of its current model and describe some ways to correct them.
This is a point of scientific novelty of the study. This should be done in
order to avoid duplication of the issues of previous agreement in terms of
granting employees by appropriate rights and their compliance monitoring.
Authors used the following methods to implement this research: employee
questionnaires, a comparative legal method for analyzing the provisions
of a collective agreement. The results of research revealed the desire of
employees to change provisions of the collective agreement on wages and
social guarantees. Collective agreement of the last corporate period (which
one still has its legal force), identifies some regulatory aspects, that impede
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the qualitative development for employees human capital. Recommendations
for its resolution were presented in the article on this issue.

Keywords: human capital, collective agreement, metallurgical
enterprise, social partnership, employee’s rights, labor relations.

Introduction

The problem of respect to the industrial workers rights is not new to
economics. Authors of German classical philosophy (G. Hegel, L. Feuerbach) or
English political economy (A. Smith, D. Ricardo) wrote a lot of treatises about
this phenomenon, as well as representatives of romantic and socio-utopian trends
of economic thought, such as J. C. L. de Sismondi, H. Saint-Simon, S. Fourier
and R. Owen [1].

It was most strongly described from the perspective of the relationship
between the antagonistic classes of the «exploited» (workers) and the «exploiters»
(employers) in the works of K. Marx and F. Engels [2; 3]. Despite the dawn of
socialism in economic policy of many countries in the 20th century, its ideas were
eventually discredited in practical application, which is reflected in the example
of late USSR and its followers. It became obvious to most economists, that there
could be no pure capitalism with the «invisible hand of the market» or socialism
with the «only correct planning system» with «centralization of proletariaty.

This is also confirmed by statements of many post-Soviet academic
economists (for example, by academicians of the Russian Academy of Sciences
E. M. Primakov and S.Yu. Glazyev). They say, that mixed economy system is a
reality of today, and that new industrial countries of East Asia have adapted to this
economic type in their best way [4]. This system combines both of different and
opposite concepts: market self-regulation and the planned socialist approach of
state institutions, the coexistence of public and private property, state control and
personalized entrepreneurship within the vector of this control and state economic
development programs. Glazyev names it as «integral» or «convergent» social
system. He indicates China as an example of such a system, to a lesser extent it
will be Japan, Singapore, South Korea and Malaysia, which fall under it partly.
In his opinion, this convergence, based on a combination of inherently different
concepts and conflicting theories, manifests itself in strengthening of the social
functions block in business and state system not only in developing countries, but
also in the strongholds of «laissez-faire», represented by the United States and
Western European countries.

Glazyev describes, that role of employee in highly qualified segments of
activity should not only to be not measured by the standard of «a cog in the industry
that can be replaced», but even consideration of such work as «a commodity for the
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employer’s money» is very humiliating and rudimentary in relation to nowadays
worker in today’s context [5]. Metallurgy (of both types: non-ferrous and ferrous),
is undoubtedly a field of work, that requires high professional qualifications
from most of its workers, engineers and administrative staff. Glazyev, like many
«founding fathers» of the human capital theory (T. Schultz, J. Mintzer, G. Becker,
S. Kuznets), sees an alternative to the insulting depreciation of employee’s labor
in the new economic formation of «knowledge economy» within the format of
mutually beneficial cooperation, unlimited in the form of short-term benefits or
in the form of wages or released goods. This cooperation should be based on the
commonality of goals primarily, there should be some ways to achieve them and
distribute business results between the company (represented by its owner) and
employee in fair way. Only a fair consensus can destroy the social antagonism
between employer and employee. However, it is extremely difficult to implement
this in Kazakhstani realities. Let us consider this thesis on the example of
Karaganda metallurgical plant.

The first reason for this situation is the prolonged temporary «alienation» of
domestic entrepreneur from domestic worker, which in no way contributes to the
«patriarchal» or «partner» contexts of the Asian «convergent» system, which one
prevails in their national industries. The «comprador» approaches of the previous
foreign owner, aimed at maximizing profits by minimizing related social costs,
significantly distanced the employee’s idea of his employer as a «partner» or
«father of the workforce», which one is typical for Asian companies.The second
reason, that should not be forgotten, is the lack of opportunity to represent an
entrepreneur for employee in such roles for historical reasons. The socialist
state (as an economic system) was the creator of this production enterprise in
fact, and individual entrepreneur had no of such «creative» function. Industry’s
functioning was not tied to any person from high management or representatives
of the business environment. The socialist system coped much better with the
definition of common values and even with distribution of income among workers
than with the production rationality of its output in relation to modern capitalistic
system in CIS countries for today.

The brutal capitalist restoration of the 90s undermined many social institutions
of enterprises in post-Soviet countries, decentralized the place of workers in the
system of organizational values, led to the abolition of many social guarantees
and «working poverty». The employees of the enterprises were extremely
disappointed with this situation. Even in the 20s of the XXI century, there is no
sense of community among industrial workers with the corporate interests of the
firms, where they were engaged. In fact, their reflections on interaction with the
enterprise come down to a single thesis: «We give our labor and health in hard
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work for a small handout from the owner, who enriches himself at our expense.
Neither the enterprise, nor the state can protect and ensure our social interests». This
attitude does not change among the elderly, middle-aged, or younger generations of
workers for today. Employees do not understand fact, that the more the company
acquires for itself, the better this fact will affect to the well-being and personal
employee development, as its important component. This misunderstanding can
create a negative situation. The industry will lose popularity among workers of
various age groups and the continuity of production experience will be disrupted.
The essence of the company’s human capital is the accumulation and transfer of
manufacturing experience to the next generations of employees. Key factor is the
reproduction of qualified work experience. It plays major role in preserving and
maintaining of other aspects for company’s human capital. Therefore, the issue
of maintaining continuity for the development of human capital is very relevant
in metallurgical industry of post-Soviet countries.

It is possible to talk a lot of times about the principles, ideals and approaches
that contribute to its achievement, but in practice, economic law, expressed in
specific normative acts, regulating the norms of this policy, acts as an instrument
for the implementation of any economic policy. With regard to the interaction of
the employer and employee with the corporate system of the organization and the
need to express the fundamental principles of labor law in a single documentary
form, only one act can work as such a document — a collective agreement. The
presence of a collective agreement at the enterprise directly affects not only to the
quality and performance of its social obligations to the employee, but also at the
level of legally established norms of labor law, and at the level of norms regulated
for the employee by the enterprise itself. In addition, the collective agreement
is essentially a regulatory instrument of social partnership. The observance and
maintenance of the social partnership functioning is extremely important in the
aspect of the development of the employee’s human capital in the enterprise. It
manifests itself in the framework of mutually beneficial cooperation between the
employer and employee in the processes of labor activity. However, controversial
legal issues, prescribed in the collective agreement, or non-compliance with its
norms in practice, are some serious problems for the social partnership mechanism
implementation. Therefore, their identification and consideration are the basis for
correcting past mistakes in the format of practical implementation of a new social
policy for the development of workers’ human capital, which will be expressed in
qualitatively different provisions of the new collective agreement for Karaganda
metallurgical plant.

It is important to underline the meaning of collective agreements. We agree
with A. Jurkowska-Gomulka, A. Piszcz and G. Monti that the conclusion of
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collective agreements makes it possible to improve the conditions of employment
for employees, just by the fact, that a collective agreement in this aspect can be
much more effective than legal state acts [6; 7]. We support S.Yu. Chucha’s
statement that collective agreements are indispensable in differentiating and
specifying labor relations in large industrial enterprises at the level of local
(internal) regulation [8].

We support the statement of Kazakhstani scientist J.I. Yerdeshova, that social
partnership completely contradicts the concept of class struggle of Marxists and
is partly a serious injection from the possibility of new socialist revolutions [9].
We agree with M.H. Khasenov that a collective agreement is the basis of social
partnership in the legal field of the Republic of Kazakhstan, that describes, why
it is extremely difficult to implement these relationships between employee and
employer outside the collective agreement system [10]. At the same time, the
corresponding author of research, as an economist with a law specialization, agrees
with K. Tolmachevsky that the issues of collective agreements are more likely
to relate to a special part of labor law than to the general one, since the specifics
of labor activity varies greatly in different sectors and industries of management.
This formation creates for them a point for a legal specificity [11]. We are
supporters of B.A. Kotlyar’s approaches about the priority of moving away from
the minimum wage fixing indicators for lower-level workers in such labor-intensive
areas of employment. We also support his theses on the establishment of a stimulating
and progressive (in terms of increasing) wage system at metallurgical enterprises,
which will stimulate operational efficiency and increase labor productivity [12; 13].
Although we see this process differently, proposing as an alternative approach, which
one consists in graded wage system with a variable part of the salary of 25 %, and a
fixed part of 75 %.

Materials and methods

Authors used the method of staff questioning for Karaganda metallurgical
plant on issues of satisfaction with aspects of employment contracts within
this research. These agreements are concluded on the basis of the norms and
principles of the collective agreement. To consider the socio—economic issues
of the text into collective agreement itself, a comparative legal method was used
to analyze its normative provisions. The results of a questionnaire were taken on
the respondents as materials for the study, including both administrative workers
and workers (engaged in basic (production) and auxiliary activities). They were
very important for a comprehensive presentation of the social portrait of the team
in terms of satisfaction with the provisions of employment contract in particular
and the provisions of collective agreement in general. The text of the «Collective
Agreement on socio-economic issues of «ArcelorMittal Temirtau» Joint-stock
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company for 2022-2024» (for today «Qarmet» JSC uses previous variation of this
document from ex-owner of Karaganda metallurgical plant) was a part of research
material also. It contains some provisions, which came under consideration from
the standpoint of the legal method and economically deterministic assessment.

Results and discussion

According to the Labor Code of the Republic of Kazakhstan, dated by
November 23, 2015, a collective agreement is a legal act in the form of a written
agreement, concluded between employees, represented by their representatives and
the employer, regulating social and labor relations in the organization [14]. «The
Collective Agreement on Socio-economic Issues of the «ArcelorMittal Temirtauy
Joint-stock Company for 2022-2024», valid until the end of this year (2024) and
will be still working in 2025 (new project of this act is not prepared at all), consists
of 11 main sections. They are presented by these parts: 1. General provisions; 2.
Basic rights and obligations of the parties; 3. Employment relations; 4. Working
hours and rest time; 5. Professional training, retraining and advanced training
(educational section); 6. Remuneration of labor (wages section); 7. Additional
social benefits and payments; 8. Medical care and rehabilitation. Public catering;
9. Occupational safety and health protection; 10. The provisions about trade unions
and their members. Guarantees of trade union activity; 11. Final provisions [15].

If we consider the sections of the collective agreement within the framework
of human capital development, first of all, it is important to understand that the
term «human capital» in the functioning of employee in enterprise’s structure is
understood in the following way: Human capital is the level and stock of health,
professional education (expressed in practical skills and theoretical knowledge),
experience, motivation. It results all these aspects within all the production abilities
of the employee and contribute to achieving the highest result in his work according
to company interests. If we consider human capital in this definition, then we need to
pay attention not only to the aspect of satisfaction with the collective and employment
contract, but we also need to consider employee satisfaction in the context of individual
sections from the collective agreement under Ne 5, Ne 6, Ne 7, No 8, No 9. After all,
compliance with them and the effectiveness of their implementation directly affect
the quality of human capital.

In this aspect, before analyzing any norms of this agreement, firstly, it is
necessary to consider the satisfaction of the employees themselves with this
collective agreement. The only method that can help in the implementation
of this task is a continuous questionnaire, without allocation of focus groups,
which will reveal the attitude of organization’s employees to the quality of the
collective agreement and its norms in general. Totally 100 employees were
surveyed within this procedure. 58,3 % of them were administrative staff, 41,7
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% were working staff. Both employees of the plant management and employees
of workshops were covered. The same answers were offered for most part of the
employee satisfaction questions: on a scale from 5 (maximum satisfaction level)
to 1 (minimum satisfaction level), with answer options:

— A «yes»; B) «rather yesy;

— C «it is hard to answer;

— D «rather noy;

E «no». Some questions also were clarified with additional questions that
no longer contain the level of satisfaction in the answer options, but rather a
concretized answer option.

Let us to start analyzing the effectiveness of a collective agreement with the
survey data on employee satisfaction with the conditions of its norms, reflected in
the labor aspect of its manifestation, since without disclosing this aspect it will not
be possible to identify the true problems on the issue under consideration. It should
be noted, that bilateral employment contracts, concluded between an employee
and the Karaganda metallurgical plant, are based on the principles of the Labor
Code of the Republic of Kazakhstan and the collective agreement, especially in
terms of human capital standards. Employment contracts cannot deviate from
the provisions and norms of the Labor Code and they are supplemented by a
collective agreement in the legal regulation of relations between the parties within
the framework of employment at the enterprise.

Most employees do not pay attention to reading the collective agreement, but
they can describe their satisfaction with its norms, since they are reflected directly
in their employment contracts. Familiarization with these norms and obtaining
personal copies of employment contracts is an obligatory part of employment at the
Karaganda metallurgical plant. Therefore, it would be mostly correct to interview
employees about satisfaction for the norms of their employment contracts with the
enterprise, in order to identify problematic aspects and sections of the collective
agreement. It is really important, because this document is the fundamental internal
normative act of the enterprise. Especially it plays the main role in process of
regulating labor relations and the legal foundation for the formation of labor
contract norms by direct analogy.

The first question for the «Satisfaction with the terms of the contract» block
here is written by the following wording: «Are you satisfied with the terms of your
employment contract»? The block of answers to it is shown below, in figure 1:
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Figure 1 — Indicators of employee satisfaction with the terms of the employ-
ment contract.
Note: Compiled by the authors on the basis of statistical data from the survey of
employees from «Qarmet» JSC.

As we can see, by the information shown in Figure 1, only 41,6 % of
employees consider the contracts satisfactory, 39,6 % doubt their compliance
with their ideas, and 18,8 % (almost a fifth of employees) are frankly dissatisfied
with them.

The second issue in the questionnaire was the question with the wording:
«Would you like to radically change the terms of your employment contract»?
The block of answers to it is shown below, in figure 2:

Figure 2 — Indicators of employees’ desire to change the terms of an employ-
ment contract.
Note: Compiled by the authors on the basis of statistical data from the survey of
employees from «Qarmet» JSC.

Figure 2 shows us that only 23 % of employees would leave these standards
in their current state without significant changes. 37,5 % of employees are in
the category of doubters, 39,6 % (almost half of the respondents) expect serious
changes. If a fifth of the employees in the team are at least not satisfied with the
conditions, and the majority of staff wants changes in the norms of collective and
labor agreements (or doubt their quality), this fact gives us the right to assert that
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need for changes in these regulations is obvious. However, there is a different
question, which one arises here. If the majority of the interviewed employees wants
changes, then it is important to understand exactly which areas of the employment
contract they would like to change in their view for these regulatory documents.
To do this, they were asked by a clarifying question, with the following wording
and more clearly defined answers: « What provisions would you like to change
in your employment contract that would have a positive impact on the quality of
your work»? The results of the responses to it are presented below, in figure 3:

Figure 3 — The results of employees survey on the sections of the employment
contract, that they would like to change in most.
Note: Compiled by the authors on the basis of statistical data from the survey
of employees from «Qarmet» JSC.

As the results of the survey in Figure 3 show, 40 % (almost half) of
respondents would like to change the provisions of wages and social guarantees,
20 % — provisions on the duration and possibility of extending an employment
contract, 25 % (a quarter) would like to review all the provisions of collective and
employment contracts in general. To consider the situation with the employment
contract, it is also very important to find out: which provisions of the labor contract
are the most important for employees. Answer for this question will allow us get
closer to problematic points of understanding about collective agreement. To
know this, next question will be created in this form: «Which provisions of the
employment contract are your top priority?» The results of the answers to this
question are presented below, by displaying in figure 4:
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Figure 4 — Priority area s of the employment contract for their compliance by
the employer and the trade union (in opinion of employees).
Note: Compiled by the authors on the basis of statistical data from the survey of
employees from «Qarmet» JSC.

Naturally, the majority of employees would like all directions and sections
to be observed and qualitatively prescribed in contracts. It is based by the fact,
that such respondents, according to Figure 4, are a half of all respondents. If we
look at the other options, the most priority remains the direction of remuneration
and the direction of social guarantees. We need to focus on their consideration
in the framework of this article within the sections of the collective agreement
of the same name.

Let us to start with the section of the collective agreement No. 6
«Remuneration». Reading the text of the collective agreement on this section, at
first glance there are no any critical comments: the norms of labor legislation and
wage standards are observed from the position of the Labor Code, however, the
problem begins to emerge in the details. There are some clauses in the collective
agreement. 6.14. — «Allowances and surcharges are established for employees.»
It includes the sub-items of the surcharge: for high professional skills, high
achievements in work or for performing particularly important work (Appendix
No. 14); for work in gas protective equipment, including members of the voluntary
gas rescue squad (Appendix No. 15); for particularly harmful and difficult working
conditions for Employees of coke shops of coke chemical production (Appendix
No. 17); to the tariff rates (salaries) of Employees engaged in work with harmful
working conditions in «ArcelorMittal Temirtau» JSC (Appendix No. 18). And in
addition to it, there is a paragraph 6.2. — «The wage system, excluding one-time
incentive payments, must ensure a share of the basic salary for at least 75 % in
the wages of Employees.» The following question immediately arises here: why
payments for harmfulness in the form of appendices 15, 17 and 18 are included
in the system of allowances, the variable part of the salary (amounting to 25 %),
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and are not immediately included for these positions in the basic salary system (75 %),
without taking into account the performance indicators that the variable part regulates.
Why does an employer still have a legitimate opportunity to deprive an employee by
payments, which are received for harmfulness?

After all, for example, there is such a provision in Appendix 18: 2.5 — «The
established amount of additional payments may be changed or canceled if the
working conditions and the number of subordinate personnel engaged in work
with harmful working conditions changes in accordance with the procedure,
provided for in clause 2.4. of this Regulation.» Or, the norm in appendix 14 (on
achieving labor indicators): allowances can be canceled or reduced in cases of
violation of labor discipline (failure to comply with instructions on the duties,
rights and responsibilities of workers; instructions, rules of labor protection
and safety, and others). It can be observed, that wage standards are important in
terms of compliance for most employees, and there is also a desire to improve
this system. It can be concluded that they are not satisfied with the amount of
income they receive. Should «monetary deprivation» then be used as punishment
norms, or should the harm payments, which they are supposed to make not be
included in the main part of the salary, without making these payments in the
«allowances» section? In our opinion, these measures do not contribute to the
qualitative development of the employee’s human capital, but deprive him by
quite a few opportunities to motivate professional growth. There are still some
controversial points in Appendix No. 14. Let us consider some points of the above:
«The total number of workers who can receive allowances should not exceed 25
% of the full-time workers quantity in the whole structural unit. Allowances are
not established and are not included in the calculation of the number of workers,
whose wages are paid according to the piecework systemy.

Or one more thing: «Allowances are set for workers, who have secondary
education, have worked in this profession for at least one year and have continuous
work experience at «ArcelorMittal Temirtau» JSC for at least three years». The
next one question arises here: « What should I do when an emergency situation
arises, that requires the performance of work in related (second) professions,
with accompanying processing outside of job descriptions (that are included
in the system of allowances), but more than 25 % of workers from the staff of
the structural unit participate in it? Does company really want to deprive these
people from legitimate payments? Should they be redistributed according to the
subjective opinion of managers for the number of people who fit into 25 % of the
staft? May be is it still the right decision to pay each employee depending on the
labor participation?
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Work experience standards also do not motivate employees who have just
joined the company and started their career. Why should they expect bonuses for
their production efficiency in a year, if they can show it already at the beginning
of the first year of employment? Why we should prescribe the norm «on secondary
educationy at all? Should this rule discriminate against holders of higher education
in allowances? Can employee be hired without a full secondary education to
work in the metallurgical industry? What kind of continuous experience in the
amount of 3 years can we talk about for only accepted employees? Does such a
legal approach motivate them to achieve high production rates? In our opinion,
it absolutely does not. It seems, that these regulations do not aim to motivate
employees to increase wages for production output, but they are created only to
deprive them from allowances, to which some employees are entitled simply by
the fact of their working activities.

Linking bonuses to the length of service (job experience) also does not
motivate employees, with whom the company enters into an employment contract
for up to 6 months (this is 5 %), up to 1 year (25 %), from 1 year to 3 years (35 %),
and this is a total of 65 % of the company’s employees surveyed. Not being sure
at least of the extension of their contract for the next period and being limited in
monetary bonuses for the length of service, will these employees work effectively,
realizing the injustice of the system tied to the length of their service?35 % of
respondents replied, that equity in the distribution of wages is one of the least
developed aspects of the human capital formation in an enterprise, while 45 % of
respondents describe their income as low. This is the problem of the collective
agreement in terms of wages. If we consider the problems of social guarantees
under sections No. 7 «Additional social benefits and payments» and No. 8 «Medical
care and rehabilitation. Cateringy, the provisions of which are directly related to
them, it is also possible to draw a number of conclusions, based on the analysis
of personal data on the negative nature of employee satisfaction with this section,
as well as legal formulations leading to this dissatisfaction. The company’s social
policy is important for 81,2 % of the surveyed respondents. At the same time,
27,1% of respondents are frankly dissatisfied with it. 41,7 % doubt about it, only
10,4 % are completely satisfied. 60,5% of the respondents would like to see
changes in it, while 33,3 % of doubting employees did not decide whether they
needed changes or not. Only 4,2 % of employees would not like to change the
current norms of social policy in the collective agreement.It is worth considering
why this is happening. If we consider the general context of provisions No. 7 and
No. 8, we can conclude that the provision of social guarantees is possible only in
two groups of cases: those timed to personal and corporate significant dates, or
those considered in cases of illness, injury and disability, death at work. That is,
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these provisions have been formed according to the classical requirements for the
socialist period, but how can they be interpreted in terms of social partnership?

The wording of the norms of the collective agreement under consideration
creates the feeling that both wage indexation and the provision of social benefits
are not focused on encouraging employees for their work results, but they are
issued either only during «special dates» or during serious health problems, when
they should be issued a priori, according to the principles of the labor legislation
of the Republic of Kazakhstan and the norms of public morality. It is the same
situation as if social guarantees are not intended for the prevention of social
problems and the state of health of the employee, but are designed to combat the
severe consequences of metallurgical labor. It is precisely well described in such
formulations, according to Budanov I.A., an authoritative researcher of social
processes in metallurgy in the CIS countries that scare potential personnel away
from joining the industry, since they literally prescribe the thesis: «Your social
guarantees are a payment for undermining your health» [16]. However, neither
the norms describing wage allowances, nor the norms of social policy focus on
the development of continuity and encouragement of young personnel as a part of
their motivation for proactive work. Instead, the norms of collective agreements
of many post-Soviet enterprises are replete with socialist atavisms designed not
to serve the development of partnership between employer and employee, not
to improve the social function of these enterprises. And partly on the contrary
— they serve for fundamentalist market approaches, in which the employer does
not resist by saving at work of his young employees, who have not received an
abundance of rights due to the lack of the fact of working in the industry for the
someone number of years.

It is precisely, such moments, that undermine the function of accumulating
human capital in production, destroying its essence and structure. There is no
need to talk about the formation of any kind of social partnership in this context
of relationships between the employer and the employee. Therefore, these issues
need to be addressed precisely within the framework of improving the norms for
the collective agreement on aspects of remuneration and social policy, since, in the
opinion of the authors of this research, this is the only correct practical solution.

Our proposals are based on the unfavorable situation in the above-mentioned
aspects of the collective agreement for correcting the current situation. They will
be described in the following measures:

— The introduction of grading indicators for the possibility of encouraging
employees, who have particularly distinguished themselves in their work, by
monthly redistribution of the variable part of wages (25% of total wages), based
on the indicators in the structural divisions;
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— Building and reorienting social guarantees and privileges in their provision
not for «memorable dates» or falling them into a preferential category for health
reasons. Employer should receiving them for the distinctive activity of an employee
in achieving labor indicators and improving the nature of his work, which for one
reason or another do not fall into the list of established KPIs;

— At the same time, the preservation of current social guarantees in the new
draft collective agreement should be unshakable;

— A thorough reorientation of the collective agreement norms is necessary
to actualize this area of employment for the younger generation with secondary
special and higher education in natural mathematics and engineering, in the aspect
of «untying» the block of wages and social guarantees from the duration of the
employment contract and the total length of service at the enterprise;

— The entire context of the new collective agreement should be presented not
in the nature of the «buyer of labor — seller of labor» relationship, but within the
framework of partnerships between management representatives and an ordinary
employee, and this section should appear in it by reflection about common
corporate and production goals for three parties: the enterprise, the trade unions
and the work collective.

Conclusions

To summarize, we will describe the conclusions of the research.

Firstly, the social dissatisfaction of the company’s staff with the norms
governing remuneration and the provision of social guarantees does really
exist. Secondly, this dissatisfaction is really reflected in the regulations of the
collective agreement, which are imperfectly formulated from the point of view
on the development of social partnership and staff motivation. Thirdly, at the
moment there are no norms and principles in the text of the collective agreement
that motivate employees to work proactively, regardless of their length of service
and work experience, which could be based only on production results. On the
contrary, there are some points in the text of the agreement on this aspect that
should be formatted or deleted.

The following results were obtained in research: if we summarize its results,
it was the presentation of a social portrait of a team of employees in the context of
their satisfaction with aspects of remuneration and provision of social guarantees.
The result of this work achieved by the questionnaire method was also studied
through the prism of its comparison with the controversial norms of the collective
agreement in determining of its normative issues. To correct it, authors of the study
outlined solutions that can change the situation in a positive context. It is necessary
to summarize the work with the following conclusion: «The Collective Agreement
on socio-economic issues of the «ArcelorMittal Temirtau» Joint-stock Company
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for 2022-2024» does not correspond to the context of social partnership, since it
contains discriminatory and inappropriate norms for remuneration and provision
of social guarantees. These norms contradict the principles of social partnership
on the provision of remuneration for improvement the company’s performance.
The real relationships between an employer and an employee in such a situation
are far from «partnership» and they are located within the framework of «work
for money» relationship concept (and far from being in the best condition of this
type of relationships, of course). A specific targeted description of the company’s
goals and objectives in the form of both expected production results and social
measures (as part of their implementation) could correct this situation. And they
should be prescribed not only at the stage of common goals and missions, but also
to be prescribed separately for most structural units in the annexes of the collective
agreement. Only in this case it would be possible to talk about the development
of social partnership in comparing these norms with each other.

In confirmation of the above, it would be appropriate to quote the phrase of
Yerdeshova Zh.1., dedicated to social partnership in Kazakhstani enterprises, which
reads as follows: «In our country, despite the economic crisis and social instability,
reformers persistently repeat the successes of social partnership, meaning by them:
progress in the field of pensions and salaries in the public sector. In other words,
what is considered as an elementary order (which is trivial for the West society)
is elevated to the rank of social partnership in our country» [9].

It should be recognized, that this thesis is largely true. In the past 14 years
since the publication of her article, situation has not changed at all. Achieving a
“social partnership” really implies conceptual and fundamental shifts in the policy
of human capital development, rather than demonstrating an «elementary order»
in accordance with the minimum requirements of republican labor law. «Qarmet
JSC, also supporting the introduction of graded wages at its enterprise, plans to
significantly revise other principles of legal norms in numerous sections, related
to the formation and development of human capital in a more progressive manner
for the draft of its new collective agreement. According to the management of
the Steel Department of the company, such changes should be carried out in
accordance with the principles of social partnership, without violating labor laws
and in compliance with the minimum social rights of employees, which has already
been secured in the previous version of the collective agreement. The result of
this work can be observed as early as 2025, with the publication of the draft of a
new collective agreement.
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*C. B. [lonesoii’, A. K. Amabaesd’®, 3. C. [ envmanosa’

"12Akanemuk E. A. BokeToB atsiniarsr Kaparauas! 3epTTey YHHBEPCHTETI,
Kazakcran Pecryomukacsl, Kaparanms . ;

SKaparaHipl HHIY CTPUSUIBIK YHHBEPCUTETI,

Kazakcran Pecriybmmkacel, TemipTay K.

24.02.25 x. bacmara TYCTI.

16.07.25 x. Ty3eTyaepiMeH TYCTi.

22.08.25 x. 6achII mIBIFapyFa KaObUIIAH/bL.

METAJLIYPIUAJBIK KOCIINIOPBIHHBIH AJAMHU
KAIIUTAJIBIH JAMBITY IbI ¥KBIM/IBIK ITAPTTBIH
9KOHOMMUKAUJIBIK POJII

Tay-xen memannypausa keuwteniniy eybex maceneci Kazaxcman
IKOHOMUKACLIHBIY OHEPKICIN CANACbIHbIY 03eKMi Maceneci 60abin
mabwinaowl. Ketide on aneymemmix npobremanapovl 2aHa emec, COHbLMeH
bipee XanvlKkmbil 03 HCA0AUbIHOA HCYMbIC iCmey2e 0e2eH KYIUbIHbICHIHbIH
boamayvina 6auIaAHBICMbl CANAHBLY HCOUBLLYbIHBIY IKOHOMUKALBLK
mayekendepin 0e komepedi. Konmezen sepmmeywiinep ocbl CaiaHuly
aneymemmix Macenenepin KYKbIKMblK pemmeyoeci MaCeleHiH MIHIH
Kepedi. 3epmmeyoiy makcamol «ArcelorMittal Temirtauy AK komnarnuscol
amulHaH KICINOPbIHRA OMKEeH MEeHWIK uecinen mypasa kanizan « Qarmety
AK xomnanusacvineiy Kapasanovl memannypaus KOMOUHAMbIHbIY
Kbl3MemKepaepi Yuin agbiMOAdgbl YoucbLMObIK Wapmmsl Kapay dicaHe
manoay 601ein mabwiiadsl. Byn kacinopein 2025 scvlnea apuanzau ixcana
YoCLIMObIK, wapmmul 3ipaeiminoicine OAUIAHbLICMbL, KOLOAHbLICMAZb
YA2iHIY Jiceminmezer acneKmiiepin manioayea HcaHe oaapovl mysemy
JAHCONOAPLIH cCUnAmMmMayaa, 3epmmeyoiy bLIbIMU JHCAHATbIELL Heoe eKeHiH
oypoeic wewim 6oaadvl. Mynvr Kvismemkepiepee muicmi KYKblKmap
bepy odicane 01apObly CAKMANLYbIH OAKbLIAY MYPEbICLIHAH AN0bIHEb
Kenicimwapm macenenepiniy KaumaianyblH 0010bipmay Yulin scacay
Kepek. 3epmmeyoi sxcyseze acvipy yuin agmopaap a0icmepoi KoI0aHObL:
Kbl3MemKepiep2e Cayainama HCypeisy, YocolMObIK Wapmmaoll epexcenepin
manoayovly CanblCMblpMAanbl-KYKLIKMbLK 20ici. 3epmmey namuoicenepi
KblzMemKepiepOiy eHOeKaKbl Mejey JHCoHe dneyMemmiK Keniioikmep
Mypabl YoHCoIMObIK WaApmmbly epedicenepin 632epmyze 0e2eH YMMbLIbICbIH
aHvlKmaovl. Omken KOpnopamusmik Keseyoeei (Kasipei Koi0aHvlcmassi)
YOICOIMObIK Wapmma Kvi3MemKepaepoiyy aoamy KanumaiblHbly Candisl
damyvina Kedepei Kelmipemin HOPMamuemiK acnekminep aHblKmanobl.
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Ocul macene OOUbIHWA MAKANAOA OHbL wiewy OOUbIHUA YCbIHbICMAD
YCHIHBLIOYL.

Kinmmi co30ep: aoamu kanuman, YorcolMObIK Wapm, MEemaitypeUusiolk
KaCInopbuikbl, a5ieymMemmi Kapinmecmik, eH0ex KYKblKmapbl, eyMemmix—
enbex KamvlHacmapbl.

*C. B. [lonesoti’, A. K. Amabaesd’, 3. C. I'envmanosa’
*12KaparaoqHCKHIi HCCIIE0BATEIbCKUN YHUBEPCUTET MIMEHH aKaIeMHKa
E. A. BykeroBa, Pecrybnuka Kazaxcran, . Kaparanna;
SKaparananHCKA# UHIYCTPHATBHBIN YHUBEPCHUTET,

Pecniy6nnka Kazaxcran, r. TemupTay.

IlocTtynuno B penakuuio 24.02.25.

Ioctynuino ¢ ucnpasnenusimu 16.07.25.

IIpunsTo B neuars 22.08.25.

IKOHOMMUYECKAA POJIb KOJIJIEKTUBHOTI'O
JOT'OBOPA B PAZBUTHUHN YEJJOBEYECKOI'O KAIIUTAJIA
METAJITIYPITHYECKOI'O NPEANIPUATUA

Tpyoosas npobaemamura 20pHO-MEMALTYPSULECKO20 KOMNIEKCA
ABNAEMCSA AKMYALLHBIM BONPOCOM NPOMBIUIAEHHOU OMPACTU KA3AXCIMAHCKOU
akonomuku. Ilopou ona necem 6 cebe He MOILKO COYUATbHBIE NPOOIEMB,
HO U IKOHOMUYECKUE PUCKU Y2ACAHUSL OMPACTU, 8 CBA3U C OMCYNICIMBUEM Y
Hacenenus JHcenanusi mpyoumocs 6 eé yciosusax. Muozue uccneoosamenu
BUOSAM CYMb NPOONEMbL 8 NPABOBOM PE2YIUPOBAHUU COYUATLHBIX BONPOCO8
odannou chepul. Llenvio uccnedosanust A6AAmMCs pacCMOmMperue u AHaiu3
meKyuie2o KoIeKmMUusHo2o 0020eopa 0 pabomuuxos Kapaeanounckozo
Memannypauiecko2o komounama komnanuu AO «Qarmety, 0ocmaguie2ocs
npeonpusmuIO 8 Hacieoue Om NPOuI020 COOCMEEHHUKA 8 TUYe KOMNAHUU
AO «ArcelorMittal Temirtauy. B ceéasu ¢ mem pakmom, umo oanuoe
npeonpusimue cobupaemcs paspadomams HOGblU KOIEKMUBHBI 0020680D
Ha 2025 200, 6y0em gepHbIM peuieHuem NPOaHATUZUPOBANb HECOBEPUIEHHBIE
acnexmul Oeticmgyloujeco oopasya 1 ONUCamo Nymu Ux UCHPAGIEHUSL, 8 HeM
3aKM0UAemCcs HAY4HAs HO8U3HA uccaedosanus. Coenams 5mo HeoOX0OUMO
60 uzbescanue 0yOIUPOBAHUL NPOOIEMAMUKYU NPedblOye20 002080pd
6 acnexme HaoeneHus pabomMHUKO8 COOMEEMCMEYIOWUMY NPABAMU U
KOHMPOIA ux coomooenust. s peanusayuu uccie008anus asmopamu ovLiu
UCHONL30BAHBL MEMOObL. AHKEMUPOBAHUSL pAOOMHUKO8, CPAGHUMENbHO
— NPAasosou Memoo 0Jisl AHAIU3A NOJOJCEHUL KOLNEKMUBHO20 002080Pd.
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Pe3zynomamul ucciedo8anust 8bISAGUILU HCELAHUEe PAOOMHUKOE USMEHUNb
NON0JICEHUST KOTIEKMUBHO20 002080pa 00 onjame mpyod U COYUAIbHbIX
eapanmusx. B KoniekmusHom 002080pe NpouLio20 KOPHOPAMUBHO2O
nepuooa (Hvine oelicmeyroueco) ObLIU 8bls61eHbI HOPMAMUBHBLE ACHEKNbL,
Npensimcmeyiowue KaieCmeeHHOMY PA36UMUI0 YeI08eYeCcK020 Kanumaid
pabomunukos. I1o 0annoil npobiemamuxe 6 cmamve ObliU NPeOCmasieHvl
pexomenoayuu no eé pazpeuteHuo.

Knouesvie cnosa: uenogeuweckuti kanumai, KOJIEKMUSHBIL 002080D,
Memaniypeuieckoe npeonpusmue, coyudaibHoe napmuepcmeo, npasad
MPYOAUUXCSL, COYUATLHO — MPYOOBble OMHOULEHUSL.
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