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CURRENT TRENDS IN HUMAN CAPITAL
MANAGEMENT IN THE CIVIL SERVICE

Human capital management is an important process in the modern
world, when the effectiveness of public service often depends on the
professionalism and motivation of its employees.

The paper highlights the importance of human capital management
for improving the efficiency of the civil service and its readiness to meet
modern challenges. The authors analyze the works of domestic and foreign
researchers such as A. B. Maidyrova, Y. Nemets, Angela Baron, Michael
Armstrong and others.

The purpose of the study is to identify priority areas that contribute
to improving the efficiency of civil servants in modern conditions. The
research methodology includes theoretical and practical analysis, as well
as statistical data analysis. In the course of the study, it was determined
that modern trends in human capital management contribute to increasing
employee motivation, improving their professional qualities and creating
a productive public service.

The scientific significance of the research lies in the systematization
of modern approaches and the determination of their impact on the work
of civil servants. The practical significance lies in the application of the
research data to improve the work of government agencies.

Keywords: human capital, management, public service, current
trends, digitalization.
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Introduction

The relevance of studying current trends in human capital management is
undeniable, as government agencies today must be more efficient and more flexible
than before in order to be able to cope with the challenges of the modern world.
In this regard, it is necessary to attract qualified specialists to the civil service,
motivate them, helping them develop and create comfortable working conditions
for them. An important role in creating more effective government structures is
played by the introduction of modern technologies, the use of flexible schedules,
the development of leadership skills, and concern for the well-being of employees.
As aresult, motivated and qualified employees will work in a transparent and fair
state system, which will increase the respect and trust of ordinary citizens in the
government. Considering the issue of current trends in human capital management
in the civil service, we have the opportunity to understand how to improve the
work of civil servants and increase the efficiency of government structures.

The object of this study is the process of human capital management. The
subject of the research is modern methods and approaches used for human capital
management in the civil service.

The aim of the work is to explore new approaches that help effectively manage
civil servants, making them more motivated for professional development and
fulfillment of their tasks. To achieve this goal, the following tasks were set: to
understand the main current trends, to study successful examples of using new
approaches, and to assess their impact on the work of civil servants.

Materials and methods

The topic of human capital is revealed in the scientific works and research
of many scientists. Adam Smith [1], David Ricardo [2], and John Stuart Mill [3]
laid the foundation for the classical economic approach to human capital in their
writings. They argued that education, vocational training, and skill development
are important for increased productivity and economic growth.

The work of the classics of economic thought was continued by such
scientists as Gary Becker and Theodore Schultz. Schultz believed that investing
in education and training could be compared to investing money in a business.
He also argued that investing in people may be more important than investing
in machinery and equipment. Thus, skilled workers can bring more benefits
to the economy, as they can produce more goods and services [4]. Becker
developed Schultz’s ideas. He believed that in addition to education and
professional training, health also affects the value of human resources in the
economy. In his works, Becker showed the economic benefits of investing in
human capital, and how they affect economic growth [5].
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The above-mentioned studies have become a kind of foundation for
understanding that it is extremely important to develop human capital. In addition,
they emphasize the importance of education, health, and professional development
of employees as important strategic investments that not only contribute to the
growth of individual organizations, but also to the progress of the entire society.

Modern researchers continue to develop the concept of human capital
management, taking into account the peculiarities of our time. A. B. Maidyrova
[6] and Y. Nemets [7] in their research pay attention to the role of human capital
in public service, and also consider methods of its assessment and forecasting.
Angela Baron and Michael Armstrong [8] reveal not only the essence of the
concept of human capital, but also describe ways to measure human capital and
the difficulties that can be encountered in this process. In addition to the above-
mentioned researchers, C. Bethencourt, D. V. Gonin, K. Sumbadze and others.

The methodology of the research was based on an integrated approach that
combines the analysis of theory and practice. Scientific works in the field of
human capital, both classical and modern, were studied. This contributed to an
understanding of the main ideas and trends, as well as how approaches to human
capital management change over time. Statistical data was also used to help assess
how effective certain approaches are.

The significance of the work lies in the fact that it can be useful for the
development of management theory, as well as for practical use: the results of
the study can help improve the work of government agencies.

Results and discussion

In the modern world, one can observe not only the rapid growth of technology,
but also the growing demands of citizens on the quality of government agencies. In
this regard, public services face the need to adapt to new conditions. And here, in
order to effectively manage human resources in government structures, new methods
are needed. New approaches should be flexible, professional, and innovative.

Current trends in human capital management in the civil service are
characterized by the active use of digital technologies, the development of
professional skills, inclusivity and concern for the well-being of employees. The
task of government agencies is not only to attract and retain qualified personnel,
but also to create favorable conditions for learning and adapting to new realities.
This approach allows government agencies to become more efficient and open,
and also allows them to respond more quickly to the challenges they face.

In recent years, there has been widespread adoption of digital technologies.
Modern public services widely use digital tools for personnel management,
automation of the selection, recruitment and personnel accounting process.
This allows objectively analyzing resumes, selecting suitable candidates, and
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performing initial filtering of applications. In addition, automated processes can
reduce paperwork, improve data accuracy and speed of decision-making on certain
issues. Digital platforms are also used for training, development and certification
of employees.

Creation of the integrated information system «eQyzmety» was one of the
events within the framework of the action plan for the implementation of the
State Program «Information Kazakhstan 2020» for 2013-2017 [9]. The Agency
for Civil Service Affairs (hereinafter referred to as the Agency) of the Republic
of Kazakhstan was appointed as the responsible executor of the creation of the
information system «eQyzmet». The purpose of creating the eQyzmet Information
system is to automate the work of the Department of Personnel Management in
the public sector, to obtain the necessary information about civil servants at all
levels in real time, as well as to collect data on the results of employee testing
and evaluation of their work.

Since 2022, the Agency has begun to actively develop the system: a database
of all administrative civil servants of the Republic of Kazakhstan has been created,
which contains not only their personal data, but also data on personal competencies
and abilities, information on training, rotation, encouragement or involvement in
administrative or disciplinary responsibilities and other information.

Following the «eQyzmet» information system, its mobile version was
developed. According to Ainura Kamidullayevna Sergazieva, Deputy Chairman of
the Agency of the Republic of Kazakhstan for the Civil Service on Digitalization,
this was done primarily in order to simplify work with documents if a civil servant
is at a meeting or on a work trip, but is forced to resolve important issues and
sign documents [10]. In the future, as stated by Sergazieva A. K., it is planned to
transfer all the functionality to the mobile version.

On March 1, 2023, the system for selecting candidates for vacant positions in
the civil service began to operate through the eQyzmet portal (Figure 1). This step
has made the application process easier for candidates. Now it is possible to do this
at any time from anywhere in the world, with a minimum of additional documents,
since other government information systems are integrated into the system,
allowing them to add documents to the eQyzmet information system automatically.
Also, as stated by Azamat Zholmanov, Deputy Chairman of the Agency for Civil
Service Affairs of the Republic of Kazakhstan, today more attention is paid to the
competence of candidates when testing through eQyzmet than to knowledge of
regulatory legal acts, the number of which has been reduced [11].
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Figure 1 — eQyzmet portal (eqyzmet.gov.kz)

One of the Agency’s directions is the strategic direction «Digital Public
Service». In this area, according to the report on the implementation of the
development plan for 2023-2027 [12], the Agency carried out measures to
increase the activity of work in the eQyzmet system. By the end of 2023, 770
000 documents were processed through eQyzmet, which is 125 000 more than
in 2022. The Agency also provided data on the number of completed documents
for previous years (Figure 2).

Figure 2 — The number of documents issued in the «eQyzmet» information
system from 2020 to 2023*

*Compiled by the authors based on the source [12]
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As part of the expansion of the «eQyzmet» information system, the Agency
tested a system for selecting candidates for public service. Thus, according to
the results of 2023, 652 candidates were selected as winners of competitions for
vacant positions. In addition, data from various departments and structures were
created or updated in the eQyzmet system. The number of users according to the
report was about 87.3 thousand people.

The Agency conducted a survey to identify the shortcomings of the system for
the use of personnel management services. The survey results showed that 66.6%
of respondents are satisfied with the system, which also indicates that there are a
number of problems that should be worked on to improve the entire system. On
December 22, 2023, eQyzmet was put into commercial operation [12].

The development of skills and competencies among civil servants is an
important prerequisite for the effective operation of any government structure, as
well as for improving the quality of public services. Currently, civil servants are
expected not only to be able to perform standard tasks, but also to be able to quickly
adapt to changes and make the right decisions. Under these conditions, continuous
training and improvement of professional competencies become mandatory.

First, the development of skills and competencies helps to cope with changes
in the best possible way. Current trends are such that in the era of digitalization
and globalization, government officials should be able to respond quickly to new
challenges, as well as apply modern technologies and methods. Thus, knowledge
of digital tools and data management skills make work processes faster and more
transparent, and the decisions made are more informed.

Secondly, flexibility and creativity are becoming important components
of working in government structures and beyond. Applying fresh ideas and
approaches allows civil servants to find new solutions to problems, not just
following old instructions. This can help not only improve interaction with the
population, but also develop new approaches to solving social and economic
problems, thereby increasing public confidence in government structures.

Thirdly, leadership and managerial qualities are of great importance. Those
managers who have effective communication skills, support employees, think
strategically, can organize their work more productively, motivate subordinates and
successfully implement complex projects. In addition, the development of skills and
competencies makes civil servants more motivated and satisfied with their work.

The Academy of Public Administration under the President of the Republic
of Kazakhstan (hereinafter referred to as the Academy) is engaged in the training,
retraining and advanced training of civil servants in Kazakhstan [13]. Master’s
and doctoral studies are conducted on the basis of the structural divisions of the
Academy: the Institute of Diplomacy, the National School of Public Policy and the
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Institute of Management. The Institute of Professional Development is engaged
in retraining and advanced training of civil servants.

Retraining of civil servants is a set of courses in various fields for the
development of additional skills and competencies. The programs of these courses
are developed based on the specific needs of government agencies. The Institute of
Professional Development offers courses for civil servants who have entered the
civil service for the first time, and for those who will hold a managerial position
for the first time.

Professional development of civil servants is offered in the following
options: seminars with the participation of domestic and foreign experts, as well
as seminars on a contractual basis. These seminars allow civil servants to improve
their competencies. Application forms for participation in the seminar are accepted
through the «eQyzmet» information system, as well as on the website of the
Academy. In addition to retraining and advanced training, civil servants have the
opportunity to receive remote training in relevant video courses.

In 2023, according to the National Report on the State of Public Service in the
Republic of Kazakhstan by the Agency for Civil Service Affairs of the Republic
of Kazakhstan, about 26.5 thousand people completed retraining and advanced
training courses. Also in the reporting period, special retraining courses were
conducted for 18 employees of the «A» corps [14].

The importance of developing the communicative competencies of civil
servants is considered in his article by B.N. Bokaev [15]. The authors note that
the Academy of Public Administration under the President of the Republic of
Kazakhstan takes into account the importance of developing communicative
competencies and updates the content of retraining courses in a timely manner.
Since 2019, the course program has included such disciplines as «Public Speakingy,
«Communication Management» and «Effective Communication Skills». Upon
completion of the courses, government officials have the opportunity to highlight
the shortcomings of the program and make suggestions through a survey conducted
by the Academy on a regular basis. In their study, B.N. Bokaev and co-authors
say that based on the results of such a survey, specific business cases for conflict
and crisis resolution were added to the content of some retraining courses [15].

The National Report on the State of the Civil Service in the Republic of
Kazakhstan by the Agency for Civil Service Affairs [14] also focuses on the
importance of skills and competencies needed to increase the potential of civil
servants. In particular, in 2023, the Agency conducted an analysis of the activities
of the deputy heads of central and local executive bodies. 161 people participated
in the assessment of the activity, 98 of whom were deputy heads of central
government agencies, 63 were deputy akims of the regions. The results of the
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analysis presented in the report (Figure 3) are as follows: 62.7 % of the evaluated
employees demonstrated the «leadership» competence best, 8§0.7 % demonstrated
the «analysis and decision—making» competence, and 57.8 % demonstrated the
«activity management» competence slightly worse. The report also notes a low
command of the state language among 20 % of the deputy heads who participated
in the study.

Figure 3 — Results of the analysis of the activities of the deputy heads of central
and local executive bodies*

*Compiled by the authors based on the source [14]

Diversification and inclusivity in the civil service are especially important
now. In a world where everything is changing rapidly, government structures
must adapt to the changes. One of the main steps for this is to make teams more
diverse and open to everyone. When people of different ages, experiences, and
backgrounds work in the civil service, it provides an opportunity to look at
problems differently and find the best solutions. Different opinions and views
help to better understand the needs of society and make decisions that take into
account the interests of all citizens. Inclusivity also makes the work environment
fair and comfortable for all employees. When everyone feels like a part of the
team and sees that everyone has equal opportunities for career growth, it increases
motivation and improves work results. People work better when their work is
appreciated and their characteristics are respected.

Finally, supporting diversity in the civil service increases citizens’ trust in
government agencies. When people see that representatives of different groups
of society work in government agencies, they begin to trust the state more,
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considering it to be more fair and open. This helps to improve relations between
the state and the population.

The Law of the Republic of Kazakhstan «On Civil Servicey, in turn, defines
the basic principles of public service, including “the equal right of citizens to access
public service» [16]. One of the tools for implementing this principle is the selection
system for public service. Applicants for the civil service have the opportunity to
participate in the selection online, and also receive an objective assessment due
to the anonymization of all personal data and the use of an identification number.
Thus, the selection process is transparent and provides equal opportunities for all
candidates. According to the National Report on the State of the Civil Service of
the Republic of Kazakhstan in 2023, there was an increased interest of the civil
service for citizens. In particular, 5,815 people participated in the competition
for 1,246 positions through the «E-Qyzmet» portal, of which 652 were declared
winners. The report notes that the number of candidates per st place is 2.9 times
higher than the same indicator of the traditional selection system [14].

According to President Kassym-Jomart Tokayev, purposeful educated youth
should take part in governing the country. For this purpose, the Presidential Youth
Personnel Reserve was created in 2019, which is a kind of social elevator. In
February 2024, the reserve consisted of 400 specialists, 280 of whom had already
been appointed to responsible positions in central and local authorities [17].

In addition to the personnel reserve, there is another opportunity for young
people to enter the civil service without competition. It is available to university
graduates with high academic achievements and government-commissioned
students who will be able to try their hand at grassroots positions in district and
rural executive bodies. So, in 2023, 103 graduates of higher educational institutions
were employed without competition, of which 11 are graduates of the Academy of
Public Administration. Work is also continuing on the creation of Regional Youth
personnel reserves, which were planned to select 316 people [14].

Currently 55.7 % of women from the total number of employees are in the civil
service; 39.4 % of women are in senior positions; 38 % are ethics commissioners
[18]. At the forum of the Presidential Youth Personnel Reserve in February 2024,
President Tokayev noted that the percentage of women in senior positions in the
state apparatus (39.4 %) is low and needs to be increased. The President also
noted that women can be described as responsible, attentive employees who are
less prone to corruption [17].

In addition, according to Salauat Muksimov, Deputy Chairman of the Agency
for Civil Service Affairs of the Republic of Kazakhstan, 847 people with disabilities
currently work in the civil service, while a third of them are managers [18].
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In order to improve the quality of human potential, the Agency has been using
a new quarterly assessment system for employees of the B corps since 2023. To
evaluate the heads of structural divisions or government agencies, the method of
assessing the achievements of key performance indicators is used. Other employees
of the «B» building are evaluated by the ranking method. The 360 assessment
method is used both in relation to the management staff and other employees.

Thus, based on a high rating (for 4 consecutive quarters), employees have
the opportunity to receive a direct appointment to a higher position. On the other
hand, if employees receive an unsatisfactory grade for 2 consecutive quarters, they
are subject to demotion or dismissal if there is no vacancy [14].

Today, flexible and remote forms of work are being actively introduced in
public services, which allow employees to work more conveniently and efficiently.
During COVID-19, many government agencies switched to remote or mixed work,
and it turned out that this approach can be not only convenient, but also effective.
In addition, by order of the Chairman of the Agency, the rules for the use of remote
work, combined remote work, and flexible working hours for civil servants were
approved [19]. These rules allow organizing remote or combined remote work by
agreement of the parties during an emergency or martial law.

Flexible working hours help civil servants to maintain good productivity and
at the same time maintain a balance between work and personal life. For example,
employees with young children actively use flexible working hours. Of the 3,000
civil servants who used this format of work, 63 % are women [18].

At the same time, flexible working hours reduce the burden on offices and
workplaces, as not all employees are constantly in the office. This allows for more
efficient use of space and resources. As a result, flexible employment helps to
make the work of government agencies more efficient, and working conditions
are better for employees.

Improving the welfare of civil servants is one of the tools to increase employee
motivation and, as a result, improve their work. When civil servants feel that
their work is well appreciated, they become more satisfied with their work and
interested in achieving good results.

A decent salary is one of the main motivational aspects of job satisfaction.
Thus, since January 1, 2024, government agencies have completely switched to
a new remuneration system, which is based on grouping different positions of
approximately equal importance for further ranked remuneration.

In its report, the Agency for Civil Service Affairs of the Republic of
Kazakhstan also notes the importance of improving the welfare of civil servants
as a way to increase employee productivity. One of the current problems of civil
servants is the problem of purchasing their own housing. According to the results
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of the survey, 47% of civil servants do not have their own homes. Thus, in order
to attract more employees to the civil service in the regions, the program «With a
diploma to the village» was developed. In 2023, under this program, 77 employees
of rural akimats received a budget loan for the construction or purchase of housing
(391.6 million tenge); 236 civil servants received lifting allowances from the local
budget (81.4 million tenge) [14].

According to the survey conducted by the Agency, it became clear that
90.4% of respondents experience stress in the workplace. Stress can negatively
affect not only the psychological climate in the team, but also the productivity of
employees as a whole. 68% of the respondents noted that they have to stay late at
work after working hours due to heavy workload. At the same time, no time off
or compensation was provided for processing. In order to avoid the occurrence
of cases of illegal involvement in overtime work, the Agency has the authority to
monitor the observance of working hours by government agencies [14].

Current trends in human capital management in the civil service are aimed
at creating a flexible, inclusive and highly efficient system capable of responding
quickly to the challenges of the times. These changes include the use of digital
technologies, the development of employee skills, the introduction of flexible
forms of employment, as well as an emphasis on transparency, ethics, and support
for employee well-being.

All these measures help the civil service to attract and retain professionals,
increase employee motivation and build more trusting relationships with society.
The introduction of these modern approaches makes it possible to create an
environment in which every civil servant feels like a valuable participant in a
common goal, which significantly increases overall productivity and contributes
to achieving high standards in the provision of public services.

Conclusion

According to the results of the study, it can be argued that modern approaches
such as digitalization, continuous development of employee skills, the introduction
of flexible forms of employment, inclusivity, and support for emotional well-
being play an important role in improving the effectiveness of public service. The
hypothesis put forward about the positive impact of these trends on the quality of
work in the civil service and on the interaction of the public sector with society
was confirmed in the study. The presented data show that the use of modern,
innovative management methods makes it possible to increase the motivation and
productivity of employees, as well as adapt the civil service to current realities.
Recommendations include the development of mentoring programs, the further
introduction of digital tools for training and personnel management (including
artificial intelligence), and increasing inclusivity and diversity in the team. The
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obtained research data can be used as a basis for further research and development
of new solutions in the field of human capital management.
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*A. K. Hlaxwuna’, P. O. Byeybaesd®, XK. JI. Biaoumupog®
12KasryTeinyonarsl Kaparauas! yHHBEpCHUTETI,

Kazakcran Pecryomukacsl, Kaparanms x.;

3«Oynue Kimmmenr Oxpuzckuitny Copust yausepcureri, bonrapus, Codust.
23.05.25 x. bacmara TYCTI.

22.07.25 x. Ty3eTynepiMeH TYCTi.

19.08.25 >x. OacsIn meIFapyra KaObUITaH B

MEMJIEKETTIK KbIBMETTETT AJAMHU KAITUTAJIbI
BACKAPYJAYBI KA3IPT'I TEHAEHIUSIJIAP

Aodamu kanumanosl backapy Kazipei anem sHcagoaublHOa MAaHbl30bl
npoyecc 6016in Maobwvliaodsl, OHOA MeMAeKeMMIK Kbl3Memmiy muimoiniei
KobOiHece OHbIH Kbl3MemKepaepiHiy Kacibuniei MeH yaxcoemeciHe
baiinanvicmsl 601a0bL.

Kymvicma Memnekemmix Kvlzmemmiy MuiMOIiLieiH JHCIHe OHbIH
Kasipei 3amanaul cbli-Kamepepee 0atiblHObIZbIH apmmulpy Yulin adamu
Kanumanovl 6acKapyobly Manbl30bLIbIZLL AMAn KepceminzeH. Aemopaap
b. Mauioviposa, FO. Hemey, Angela Baron, Michael Armstrong cusxmoi
OMAaHObIK JHCcaHe ulemendiK 3epmmeyuinepoiy eyoekmepin mandaovl.

3epmmeyoiy makcamoi-Ka3zipei oscazoatioa memiexemmik
Kbl3Memuinep HCYMblCbIHbIH, MUIMOLNIIH apmmulpyea bIKNAal ememin
bacwim bazvimmaposl aHblKMay. 3epmmey a0icmemeci MeoPUsLIbLK HCIHe
NPAKMUKATbLIK MAi0ayosl, cCOHOAU-aK CMamucmuKkaiselk oepekmepoi
mandayosl Kammuowl. 3epmme)y OapvicblHOad a0AMU KANUMALOb
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backapyowiy Kazipei meHOeHYUANApbl KblsMemKepaepoiyy MOMUBAYUsACHIH
apmmuipyea, o1apobly Kaciou Kacuemmepin HcaKcapmyaa HeaHe oHiMOoi
MeMIeKemmiK Kbl3Memmi KYpyea bIKnai ememini aHblKmanob.

3epmmeydiny evlavimu MAHBI3ObLIbIZGL KA3IP2l 3AMAHEbL MaCii0epoi
Jcyiieney dcone oaapobly Memiekemmix Kbl3sMemuiiepoiy Hymblcblid
acepin anvikmay 0oavin maodwsinadsl. [IpakmukaivlK Maybl30bLIbIbL
MeMAeKemmIK KYpolibiMOapObll JHCYMBICHIH JHCAKCApmy Yulin sepmmey
Oepexmepin Kondany 6016in madwuliaovl.

Kinmmi ce30ep: aoamu kanuman, 6ackapy, memiekemmix Kvizmem,
Kasipei meHOeHyuanap, Yyu@Ppianovipy.

*4. K. Hlaxwuna’, P. O. Byeybaesda®, XK. J]. Braoumupog®
12KaparananHcknii yausepeuteT KaszmotpeGeorosa,

Pecny6imka Kazaxcran, . Kaparanna;

3Co¢miickmit yausepcutet «Cs.Kimmment Oxpunckuit», bonrapus, Codwus.
IMocTtynuino B penakuuio 23.05.25.

Ioctynuino ¢ ucnpasnenusimu 22.07.25.

IIpunsTo B neuars 19.08.25.

COBPEMEHHBIE TEHAEHIINU B YIIPABJIEHUH
YEJIOBEYECKHUM KAIIUTAJIOM
BTOCYJIAPCTBEHHOM CJYKBE

Vnpaenenue uenoseueckum Kanumaniom sA615emcs GANHCHLIM
NPOYEccoM 8 YCAOBUAX COBPEMEHHO20 MUpA, K020d I(dexmusHocms
20CYO0apCmeeHHOU CyxHCObL 3aUACMYI0 3A8UCUIN O NPOpeccuoHanuma
u momusayuu eé compyoHUKOS.

B pabome nooueprusaemca snauumocms ynpagieHus 4eno68eueckum
Kanumanom 0 nosvlulenus 3¢ pexmusnocmu 20cyoapcmeenHoll
CcyocObl U e€ 20MmoBHOCMU K COBPEMEHHbIM 8bl308aM. A8mopul
aHanU3UPYOm mpyovl OmeuecmeeHHbIX U 3apyOexCcHbIX ucciedosamenelt,
makux kak A. Bb. Maiioviposa, IO. Hemey, Angela Baron, Michael
Armstrong u Opyeux.

Lenv uccnedosanus — onpedenenue NPUOPUMENMHbBIX HANPAGLEHU,
Komopvle CnocoOCcmeyiom nosvluleHuio 3¢)pexmugnocmu pabomol
20CYOapPCMBEHHBIX CYHCAWUX 8 COBPEMEHHBIX YCaosusx. Memoodonozcus
UCCred08anus GKIIOUACN Meopemuyeckull U npaKkmudyecKull aHamus,
a makoice aHanu3 CMAamucmuyeckux Oanuvix. B xode uccredosanus
onpeodeneHo, umo CoBpeMeHHble MEeHOCHYUU YNPABIEHUs YeI08eUeCKUM
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Kanumanom cnocobcmeyiom NosblueHuio MOMusayuu compyoHuKos,
VAYUUEHUIO UX NPOPECCUOHATLHBIX KAYECE U CO30AHUIO NPOOYKIMUBHOU
20CY0apCcmeeHHOU CLyIicObL.

Hayunas 3navumocms ucciedo8anus 3aKiiOYAemcs 6
cucmemMamu3ayuy COBPEMEHHbIX H00X0008 U ONPeOeleHUul UX GAULHUS
Ha pabomy 2ocyoapcmeennvix cayocawux. Ilpakmuveckas 3Hauumocme
3AKNI0YATNCS 8 NPUMEHEHUU OAHHBIX UCCAe008aHUS OJisl YIYUUle sl
pabomul 20cy0apCmMEeHHbIX CIMPYKMYp.

Knwouesvie cnoea: uenogeueckuti kanumalni, ynpaeienue,
2ocyoapcmeennas ciyoicoa, cogpementvle meHOeHYUU, Yupposuzayus.
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