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THEORETICAL FOUNDATIONS OF HUMAN RESOURCE MANAGEMENT  

IN TERMS OF INNOVATIVE DEVELOPMENT 
 

The problems of managing the labor market and the employment of the population are given 

considerable attention by scientists, economists, philosophers, and sociologists. Despite the 

versatility of research, the problems of human resource management and improving organizational 

and economic management mechanisms remain insufficiently developed. Only at the regional level 

of management can we find effective ways to solve the most acute problems of building high-

quality labor potential and rational use of labor resources by developing various programs and 

coordinating the activities of the relevant services. 

The main discrepancy between the education system and the labor market comes from the 

lack of forecasting methods in the workforce and imperfections of the mechanisms of social 

partnership. This is due to the insufficient funding of educational institutions and lack of job 

security for graduates. In addition, the low level of education of the economically active population 

of the region, the insufficiently developed training system for innovative industries, the 

undeveloped employment system for graduates contributing to the imbalance in the labor market, 

i.e. with a general quantitative prevalence of labor supply over demand, the most important sectors 

of the economy were not provided with the required amount of qualified specialists. 

The purpose of this study is to substantiate the theoretical and methodological aspects of 

human resources management and labor potential, to develop proposals and recommendations for 

improving its organizational and economic mechanism. 
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Еңбек нарығын басқару және халықты жұмыспен қамту проблемаларына ғалымдар, 

экономистер, философтар және әлеуметтанушылар үлкен назар аударады. Зерттеулердің 

әмбебаптығына қарамастан, адами ресурстарды басқару және басқарудың 

ұйымдастырушылық-экономикалық тетіктері  жеткіліксіз дамыған. Менеджменттің 

аймақтық деңгейінде ғана әр түрлі бағдарламалар әзірлеу және тиісті қызметтердің қызметін 

үйлестіру арқылы жоғары сапалы еңбек әлеуетін құру және еңбек ресурстарын ұтымды 

пайдалану мәселелерін шешудің тиімді жолдарын таба аламыз. 

Білім беру жүйесі мен еңбек нарығы арасындағы негізгі сәйкессіздік жұмыс күшін 

болжамдау әдістерінің болмауынан және әлеуметтік серіктестіктің  жетілмегендігімен 

байланысты. Сонымен қатар білім беру ұйымдарының жеткіліксіз қаржыландырылуына 

және түлектердің жұмыспен қамтылуына байланысты. Сонымен қатар, аймақтың 

экономикалық белсенді тұрғындарының білім деңгейінің төмендігі, инновациялық 

индустриялар үшін оқыту жүйесінің жеткіліксіз дамығандығы, еңбек нарығындағы 

теңгерімсіздікке ықпал ететін түлектерді жұмыспен қамтудың дамымауы, экономиканың 

маңызды салалары білікті мамандардың қажетті мөлшерімен қамтамасыз етілмеуне сбеп 

болды. 

Мақаланың мақсаты адами ресурстарды және еңбек әлеуетін басқарудың теориялық 

және әдіснамалық аспектілерін негіздеу, оның ұйымдастырушылық-экономикалық 

механизмін жетілдіру бойынша  ұсыныстарды әзірлеу. 

Кілт сөздер: менеджмент, адами ресурстар, жұмыс күші, жұмыспен қамту, білім, 

экономика 

 

М.Е. Мунасипова1, С.С. Ыдырыс2 

1кандидат экономических наук, доцент, Международный казахско-турецкий университет  

имени Ходжа Ахмеда Ясави (Казахстан, г. Туркестан), e-mail: malika.munasipova@ayu.edu.kz 
2доктор экономических наук, профессор, Международный казахско-турецкий университет  

имени Ходжа Ахмеда Ясави (Казахстан, г. Туркестан), e-mail: serikbay.idiris@ayu.edu.kz 

 

Теоретические основы управления человеческими ресурсами  

в условиях инновационного развития 
 

Проблемам управления рынком труда и занятости населения уделяется значительное 

внимание ученых, экономистов, философов и социологов. Несмотря на универсальность 

исследований, проблемы управления человеческими ресурсами и совершенствования 

организационных и экономических механизмов управления остаются недостаточно 

разработанными. Только на региональном уровне управления мы можем найти эффективные 

пути решения наиболее острых проблем наращивания качественного трудового потенциала и 

рационального использования трудовых ресурсов путем разработки различных программ и 

координации деятельности соответствующих служб. 

Основное расхождение между системой образования и рынком труда обусловлено 

отсутствием методов прогнозирования рабочей силы и несовершенством механизмов 

социального партнерства. Это связано с недостаточным финансированием образовательных 

учреждений и отсутствием гарантии трудоустройства выпускников. Кроме того, низкий 

уровень образования экономически активного населения региона, недостаточно развитая 

система подготовки кадров для инновационных отраслей, неразвитая система занятости 

выпускников, способствующая дисбалансу на рынке труда, привели к тому, что отрасли 

экономики не обеспечены необходимым количеством квалифицированных специалистов. 

Целью статьи является обоснование теоретических и методологических аспектов 

управления человеческими ресурсами и трудовым потенциалом, разработка предложений и 

рекомендаций по совершенствованию его организационно-экономического механизма. 



ЯСАУИ УНИВЕРСИТЕТІНІҢ ХАБАРШЫСЫ, №3, 2020 
 

276 

 

 
 

Ключевые слова: управление, человеческие ресурсы, рабочая сила, занятость, 

образование, экономика. 
 

 

The competitiveness of a country, as well as its innovative development, directly depend on 

the quality of the workforce – on their individual abilities, the degree of their training and health. 

That is why the majority of developed countries in the context of globalization of the world 

economy produce a significant infusion of financial resources in the industry, ensuring the 

development of the quality of labor resources and develop their strategies for the formation of labor 

resources. On this occasion, the former President of the Republic of Kazakhstan in his article 

«Looking into the Future: Modernizing Public Consciousness» noted: «A special feature of 

tomorrow is that human competitiveness, rather than the availability of mineral resources, becomes 

a factor in the success of a nation» [1]. 

The main indicator of effective human resource management is the provision of employment. 

Effective employment and the creation of new jobs have always been viewed as a prerequisite and a 

factor for economic growth. 

In State of the Nation Address, N. Nazarbayev says «New development opportunities in the 

conditions of the fourth industrial revolution» among the main directions of planned policy is to 

prepare and implement set of measures allowing in the future to switch to high-quality employment 

of the population through the formation of effective labor market conditions so that everyone can 

realize their potential [2]. One of the effective methods for implementing the planned personnel 

policy is to upgrade the system of professional education. The main efforts for its implementation 

should be aimed at providing support for priority areas of professional training on the basis of a 

single registration system. It needs to be developed taking into account the prospects of economic 

sectors, scientific and technical progress, the redevelopment of educational institutions, which is 

based on the needs of the region qualifications and their integration into the production process. It is 

now officially recognized that vocational education does not have a stable connection with the labor 

market, i.e. the link between the educational institutions and the needs of the labor market has been 

broken. 

 

The evolution of theoretical approaches to human resource management 
 

The art and science of management has been developed throughout the world history. Even 

the first representatives of mankind, united in tribal communities, daily solved the problems of 

using their own physical strength and intellectual resources, faced with issues of division of labor, 

labor motivation and discipline. Back to that period, three areas began to emerge in the management 

of the human community: 

- political direction, ensuring order in society; 

- economic direction, consisting in the search, production and distribution of limited 

resources; 

- defensive direction, ensuring the safety of members of society. 

In the scientific literature there is an opinion that the formation of the scientific foundations of 

management is associated with the last decades of the last century. However, it is irrefutably proved 

that management as a science originates not from the works of American engineers of the late XIX 

century, but much earlier. 

For the first time, management was mentioned in works of ancient thinkers, in which they 

talked about the art of managing people in various matters, including trade, war, diplomacy, etc. It 

was from these times that mankind began to search for effective ways of management. As history 

shows, the ancient Roman and ancient Chinese commanders, statesmen, and merchants in sufficient 

numbers possessed sophisticated methods and control secrets. Unfortunately, many of them were 

subsequently lost. Therefore, in the Renaissance, the science of management was recreated almost 



ЯСАУИ УНИВЕРСИТЕТІНІҢ ХАБАРШЫСЫ, №3, 2020 
 

277 

 

 
 

anew, often consciously or unconsciously repeating the ideas of ancient scholars and at the same 

time enriching management thought with new principles, new knowledge of a given era [3]. 

The foundations of Marxism-Leninism laid the foundation of scientific knowledge about 

management within the framework of socialist economic management. However, many of their 

approaches to management were in no way associated with the type of socio-economic structure. In 

this regard, the individual management approaches should be discussed in more detail. So, one of 

the irrefutable tenets of the classics of Marxism-Leninism says that an objective need for 

coordination and coordination of the activities of participants in joint labor arises with the 

emergence of cooperation of labor, when people perform joint labor to achieve the goal. Labor 

cooperation contributes to the formation and development of a special type of labor activity – 

managerial labor. As K. Marx remarks, «every kind of direct social or joint labor, carried out on a 

relatively large scale, requires a greater or lesser degree of control, which establishes consistency 

between individual workers and performs common functions arising from the movement of the 

entire production, unlike movement its independent bodies» [4]. 

Management, as is known, is a very complex and peculiar process that has a complex 

character. Therefore, it is not accidental that many researchers of management issues consider it not 

only a science, but also an art. 

It should be noted that theoretical and applied problems of management in foreign literature 

are given great attention [5; 6; 7; 8, etc.]. F. Taylor is rightfully considered the founder of applied 

aspects of production management. An organizational and technological approach to management, 

formulated by F. Taylor, was further developed in the works of G.L. Gant, spouses F.iL. Gilbret, 

G. Emerson, G. Ford and others. The main merit of Taylor and his followers, in our opinion, lies in 

the development of the following principles of scientific management [9]: 

- the use of scientific analysis to determine the best ways to perform the task; 

- selection of workers more suitable for certain tasks, and their training; 

- providing workers with the resources required for the effective implementation of tasks; 

- systematic and rational use of material incentives to increase productivity; 

- making planning and thinking as a separate process; 

- approval of management as an independent form of activity and the formation of 

management functions. 

The founder of the administrative school A. Fayol made a major contribution to the 

development of management theory. He developed 14 principles of management applied to the 

activities of the highest management level. Not dwelling in detail on these principles, we only note 

that, according to A. Fayol, the management principles are the basic rules that determine the 

construction and operation of the management system; these are the most important requirements, 

compliance with which ensures effective management [10]. 

At the end of the 20s century, the concept of “human relations” was advanced by American 

scientists E. Mayo and F. Roezlisberger, the essence of which was as follows: labor productivity 

depends not only and not so much on production organization methods, but on how managers relate 

to performers. In other words, researchers linked the increase in labor productivity, first of all, not 

with the mechanical, but with the human factor. According to the theory of «scientific 

management», decisions made on the upper floors of power kill creativity, limit the independence 

of workers, inhibit their development, create antagonism between workers and their leaders. This 

situation ultimately affects labor productivity [11]. It should be noted that the concept of human 

resource management has made a significant contribution to the evolution of management practices 

and the training of future managers. 

From about the end of the 1950s, the school of human relations gradually transformed into a 

school of «behavioral sciences», the main postulate of which was not methods of establishing 

interpersonal relations, but increasing the efficiency of an individual worker and organization as a 

whole based on the behavioral sciences. The main goal of the «behavioral school» was to assist the 
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employee in his awareness of his capabilities, in uncovering his creative potential, and also in 

increasing the effectiveness of the organization’s activities through the rational use of human 

resources. The most prominent representatives of this trend were R. Likert, D. Mac-Gregor and 

A. Maslow. Their research led to the emergence of a special managerial function in the 1960s – 

personnel management. 

In 90s century, three trends emerged in the development of management: Some return to the 

past, namely the awareness of the significance of the material, technical base of modern production 

and services. This was due to the increased influence of technical progress on the achievement of 

the goals of the organization, increasing the role of labor productivity and product quality;  

Increasing attention to organizational culture, as well as to various forms of democratization, 

for example, the participation of ordinary workers in profits and the implementation of management 

functions; 

- strengthening the international character of governance. 

Based on the above, it can be stated that in recent years there have been significant changes in 

the theory and practice of management abroad, requiring careful study and application in various 

fields of activity, taking into account domestic specifics. 

Today, there is no single point of view among scientists regarding the definition of the 

essence of the concept of «governance». This state of affairs can be explained, it seems to us, by not 

enough research on the methodological aspects of this category. Thus, the largest Soviet scientist in 

the field of management D. Gvishiani noted that «...the methodology of management science is the 

least highlighted in the literature. There are still a lot of «white spots», the disclosure of which to a 

large extent determines the development of this new field of knowledge» [12]. 

In addition, there is no complete clarity regarding the concepts and terms used in management 

science. For example, the relation between such concepts as «management» and «management» is 

not entirely clear. According to some economists, «management» is a broader concept than 

«leadership». While others believe that «governance» is an integral part of the term «leadership». 

According to the third point of view, in particular, Gross D., these concepts should not be opposed, 

but interchanged [13]. In our opinion, «leadership» is still a narrower concept than «governance»; 

they cannot replace each other, because people can be managed, and systems should be managed. 

However, the term «management» is in close connection with such a concept as 

«management». To determine the relationship and interrelation of these concepts, it is necessary to 

elaborate on the existing definitions of management and management. According to Ambartsumov 

A. and Sterlikova F., management is an element, a function of organizational systems that ensures 

the preservation of a certain structure, the maintenance of the activity regime, the implementation of 

the program and the achievement of the activity goals [14]. A rather similar definition of 

management is given by the authors of the «Theory of Management training course». So, they 

believe that management is a function of organized systems of various nature (biological, social, 

technical), ensuring the preservation of their specific structure, maintenance of the activity regime, 

implementation of the program and activity goals [15]. A somewhat different point of view is 

shared by Vesnin V., who understands, under the direction of «conscious, purposeful human 

activity, with the help of which he controls and subordinates elements of the external environment – 

society, living and inanimate nature, technology» to his interests [16]. In the work «The Art of 

Management», V. Knorring notes that «management is a continuous and purposeful process of 

influencing a controlled object, which can be a technological installation, a team or an individual» 

[17]. More specifically, it seems to us, defines the content of the concept «management» 

V. Afanasyev. He emphasizes that management is always carried out in systems, always connected 

with the system [18]. 

In the generally accepted sense, management refers to a conscious, continuous impact on the 

part of a subject on a control object on the basis of a specially developed mechanism of such 

impact, ensuring the achievement of the goals facing the control subject in specific business 
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conditions. Without going into a more detailed analysis of the wording of the concept of 

«management», in the future management will be understood as the systematically carried out 

conscious, purposeful impact of the control subject on the control object and its individual elements 

to achieve the goals of the controlled system as a whole. The type and nature of such exposure may 

be different. At the same time, sustainable and widely used management methods are being formed. 

In the process of human resource management, it seems to us, it is advisable to use mainly two 

methods of management – administrative and economic. 

Administrative methods involve a direct impact on the managed object, act as a state directive 

and are binding. In a market economy, the scope of their application is sharply narrowed, but not 

completely eliminated. In relation to the employment management processes in territorial entities, 

administrative methods can be used in determining the boundaries of working age, working week, 

the amount of funding for regional employment services at the expense of the republican budget, in 

determining the amount of unemployment benefits and some other benefits and guarantees. In the 

conditions of mass release of workers. The administrative mechanism for managing human 

resources should be based on the social partnership of the state, employers and workers, on the 

establishment of permanent stable relationships between them when solving problems of 

employment and reducing unemployment. 

For the modern stage of development of the economy is characterized by the transition from 

administrative management methods to other – economic – management methods. These methods 

are associated with the use of tools and instruments that stimulate the economic interest of the 

managed object in the solution of certain tasks without administrative measures. Economic 

measures include the financing of all major areas of employment assistance and social protection of 

the unemployed. These include: stimulating enterprises to create new jobs; preferential taxation; a 

loan for the creation of new jobs; hiring people in need of social protection; and the use of 

economic sanctions in the form of fines for hiding vacancies, for refusing to hire. 

With regard to the management of employment, the spectrum of application of economic 

management methods is quite wide. It includes the introduction of self-supporting principles of 

relations between local authorities and self-government with enterprises based on the establishment 

of various standards for payment for personnel of enterprises, for the use of land resources, for the 

use of water resources, fines for dumping wastewater and pollution of the basin, etc. At the same 

time, it is necessary to expand the cost-accounting relations of enterprises with educational 

institutions that train the required personnel, as well as with centers for their retraining. At the level 

of enterprises and organizations, economic management methods are used in setting prices for the 

production of certain types of products limited opportunities, determining the size of taxes on the 

profits of an enterprise, forming wage funds for groups, organizing wages of direct executors th etc. 

It should be noted that in practice, administrative and economic management methods are 

closely interconnected. On the one hand, administrative methods must take into account the 

economic interests of subjects of management at various hierarchical levels, and on the other hand, 

the application of economic methods requires a certain administrative regulation of the processes 

arising in this process. 

A constructive basis of administrative and economic methods of labor resources management 

are organizational management methods. The essence of these methods lies in the implementation 

of economic and administrative management methods based on the creation of additional structures 

in the human resources management system. In addition, organizational management methods are 

implemented in the form of regulatory documents that establish a clear order of organization of 

activities of both the object and the subject of management. Obviously, the formation of an 

effective mechanism for regulating the labor market involves the interaction of all its constituent 

elements in the complex. Only under this condition can the most favorable opportunities for 

employment and reduce unemployment be created. 
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In the scientific literature there are such types of management as industrial, technical, state, 

administrative, economic or economic. According to Vesnin V., the term «management» is used 

throughout the world to refer to the last of these types of management [20].  

Thanks to the Americans, the English word «management» became known to almost every 

educated person. In a simplified understanding, management refers to the ability to achieve goals 

based on the use of labor, intelligence and other people's behavior motives. In the Russian 

interpretation, management is the management, function, and type of activity that leads people in a 

wide variety of organizations. At the same time, management is an area of human knowledge that 

helps to perform this function. However, it should be remembered that «management» is not just 

economic management. It takes place only when the economic entity is completely free, operates in 

the conditions of the market and is guided by its needs and requirements, regardless of whether it 

aims at making a profit or not. From this point of view, «management» is a narrower concept 

compared to the term «management», since it is considered one of the types of management. For 

example, it is not entirely correct, in our opinion, that the combination of the words «labor market 

management» sounds. While the expression «labor market management» largely corresponds to our 

vision of the essence of the definition «management». 

In addition to the above concepts, researchers in the problems of the functioning of the labor 

market use other terms, the contents of which should be discussed in more detail. First of all, it is 

necessary to identify the differences between such concepts as «employment policy» and «labor 

market policy». The most clear differences between these concepts, we think, are given in the works 

of A. Semenov [21]. The state employment policy, as the researcher believes, is an expression of 

the constitutional rights of citizens to use their abilities for entrepreneurial and other economic 

activities. These rights include the free disposal of citizens of their abilities, both to work and to the 

choice of activities. The principles of the state employment policy, formulated in Article 5 of the 

Law of the Republic of Kazakhstan «On Employment», may require some addition [21]. In our 

opinion, the principles of the state to form a rational employment structure should be added to the 

principles of state employment policy. This structure should meet the social needs and requirements 

of the market, and promote the achievement of a balanced supply of labor and workplaces. In 

addition, a rational structure of employment of the population involves the creation of new jobs, the 

development of labor and intellectual potential, the improvement of training and retraining systems. 

It should be noted that in all macroeconomic policies, the employment policy should remain a 

priority. The working population of the republic is the object of the state employment policy, and 

the Government and the Ministry of Labor and Social Protection of the Republic of Kazakhstan are 

the subjects of its practical implementation. 

Labor market policy as an integral part of the general employment policy of the population 

solves private tasks related to the elimination of emerging imbalances and imbalances in the labor 

sphere in the process of the market economy. Its main task is to minimize the socio-economic costs 

of unemployment and to increase the mobility and competitiveness of the workforce. The object of 

the state policy on the labor market is the unoccupied economically active population, and the 

subjects are the Government and the Ministry of Labor and Social Protection of the Republic of 

Kazakhstan. 

As it turned out, the individual researchers considered above concepts are perceived almost as 

synonyms. For example, when studying the problem of regulating regional labor markets, 

Baranenkova T. simultaneously addresses the regulation of employment, including in the context of 

the region [22]. Being engaged in the study of labor market policies, G. Slezinger speaks about the 

regulation of domestic labor markets at the regional level [23]. It remains unclear why in some 

cases the authors use the term «policy», and in another case – «regulation». Maybe this is due to the 

level at which the problem is being studied – at the state level as a whole or at the regional level. In 

his works, Katulsky E. points out that for the practical management of the processes of using labor 
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resources in the national economy, the national average is not enough. However, he emphasizes that 

the labor market needs state regulation [23]. 

According to the point of view of some scientists, «regulation» should be considered as a 

certain control function. In other words, regulation is an integral part of management. For example, 

Fatkhuddinov R. adheres to such a position in his works. He considers regulation to be a 

management function for studying changes in environmental factors. These factors affect the 

quality of management decisions and the efficiency of the company's management system [24].  

This approach is more consistent with the position we share. In our opinion, «regulation» is a 

narrower concept than «management». After all, it is more expedient to regulate individual 

processes of the system as a whole, for example, the duration of the working day, the duration of 

vacations, the development of self-employment, etc. At the same time, a system with a specific 

goal, based on the goals and objectives of its operation developed by the subject of management, 

should be managed but not regulated. 

Human resources management, as it seems to us, is an integral part of production 

management, aimed at ensuring employment of the working-age population, at its optimal 

distribution by sectors of the economy, at meeting the needs of the national economy for qualified 

personnel. The workforce management system consists of two levels. That is, in the external labor 

market, labor resources are managed at the level of the state (region), and at the internal one – at the 

level of an individual enterprise. The labor resources management system is formed from three 

interrelated subsystems: managing the process of forming labor resources, regulating the process of 

allocating labor resources, and managing the process of using labor resources (Figure 1). It should 

be noted that in the conditions of the market in the process of creating jobs and distributing labor 

resources, the value of the state somewhat decreases, since the state can manage only the processes 

of reproduction of labor resources and their use. And the processes of creating jobs and allocating 

labor resources by the state should be regulated. Because of this, the strengthening of state 

regulation in relation to the process of distribution of labor resources and the process of job 

creation, including for target groups of the population, is becoming highly relevant. Target groups 

are known to include young people under the age of 23; children from orphanages; orphans and 

children left without parental care; single parents and families with many children; repatriates; 

persons of pre-retirement age. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

Figure 1 – The recommended system of labor resources management in market conditions 

Note: compiled by the author 
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Based on a synthesis of the above, it can be stated that human resources management, both at 

the state level and at the enterprise level, should be considered as interconnected subsystems. These 

subsystems should be aimed at achieving optimal and efficient use of available labor resources. It is 

necessary to take into account the labor potential of the region. Such management of human 

resources will not only contribute to the development of the economy, but also ensure the 

achievement of a high quality of life of the population as the ultimate goal of the country's 

economic development. 

However, in modern conditions of the development of society, the relevance of the problem 

of labor resources management has decreased and somewhat transformed. Obviously, this is due to 

the fact that global changes occurring in the world due to industrial and technological revolutions 

cause governments to transform human resources management policies into human capital 

development policies. According to experts, the fourth industrial revolution will change not only 

what makes humanity but humanity itself. It will affect the identity of people and everything 

connected with it. Until 2030, according to experts, about 60 professions will disappear in various 

fields, and 180 new ones will appear at the same time. According to the ILO Chairperson’s Report 

on Human Development, over the next 5 years, more than a third of the knowledge and skills 

needed for work will change [25]. This is a serious challenge that necessitates strengthening efforts 

to improve human capital in all aspects: education, health care, development of the labor market, 

and social protection systems. 

 

Labor market as the main indicator of efficiency of use of labor resources 
 

In the conditions of market relations, the further development of the economy of the republic 

largely depends on the state of labor resources, namely on the quantity and quality of the population 

engaged in their labor activity. In this regard, the idea that the living labor of a given country or 

people is the main foundation that feeds every economic economy remains relevant. And any 

reduction or expansion of this fund has a huge impact on the overall rate of economic development 

[26]. 

The results of the study of domestic and foreign scientists have shown that labor, more 

precisely, a person’s ability to perform a certain job, is a specific product that is freely sold and 

bought on the labor market. On this basis, some researchers consider the use of such a term as 

«labor market» to be unlawful. According to the point of view of Sarukhanov E., the market is a set 

of economic relations that arise between the owner of labor (the seller) and its buyer regarding the 

workplace for the production of goods or services [26]. 

In other words, in the market, it is not labor itself that is offered to the owner of the workplace 

as labor, namely the ability of the worker to productive labor. It is not possible to sell labor on the 

market, because at the time of the sale of labor, labor as such does not yet exist. In this regard, 

Sarukhanov E. argues that, speaking of the market, one should not talk about the labor market, but 

about the labor market. 

A similar approach is observed in the works of other researchers. So, German scientists-

economists Merkel V. and Shenher G., describing the relationship between workers and employers, 

in a concrete form speak about the labor market [26]. Together with them, the compilers of a 

dictionary on a market economy believe that the system of relations concerning the conditions of 

sale and purchase of labor reflects only the term «labor market». The labor market includes the 

relationship between employees and employers. At the same time, the relations of each of them 

with other subjects regarding the transfer of part of their own functions are built on the basis of 

voluntary alienation in their favor of the part of the income that is received for the use of labor. 

It is necessary to take into account the fact that the owner of the labor force in the market has 

the opportunity to get a specific job. Here he can work, showing his abilities and earning money for 

the further reproduction of labor. While the owner of the workplace there are economic conditions 

for profit. This is how economic relations of employment arise between the seller of labor, on the 
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one hand, and the owner of the workplace and the means of production, on the other. By firm 

conviction Sarukhanov E., such relationships determine the true content of the labor market as an 

employment market. 

According to the point of view of E. Sarukhanov, it is not the labor that is sold on the labor 

market, but a person’s ability to work, and therefore not the labor market, but the employment 

market. In our opinion, the legitimacy of replacing the concept of «labor market» with 

«employment market» is very doubtful. The reason for this is the fact that the labor market reflects 

relationships areas of exchange, while employment is the process of consuming labor in production. 

Nevertheless, the question of goods sold in the labor market remains controversial. Speaking 

as an opponent in relation to E. Sarukhanov, Rofe A. tries to prove that it is the labor that is sold on 

the market, but not the labor force. His arguments in favor of his own point of view are as follows. 

Between the employee and the buyer is an agreement about the forthcoming work, payment and 

other working conditions. It is unlikely that the employer needs only the ability to work without 

realizing it, so he buys and pays for the upcoming work of the employee. When selling labor in a 

competitive market, an equivalent exchange takes place, since wages are wages for the use of labor, 

i.e. – for work. Ultimately, the employer becomes the owner of the results of labor, and the 

employee receives appropriate remuneration for his labor. In such a controversial question for 

theorists, Tkachenko A. takes about the same position [26]. 

The position stated above by E. Sarukhanov, in our opinion, is quite reasonable and fair. After 

all, such concepts as «labor market» or «employment market» are more accurate than the term 

«labor market» because they characterize the relationship between the owner of the workplace and 

the owner of the labor force during the bidding process for a particular person. 

Now let us dwell in more detail directly on the concept of «labor market». The definition of 

this term is given by many, both domestic and foreign researchers. For example, Kazakhstani 

researchers argue that the labor market as an economic category is a complex system of relations 

about the exchange of individual abilities to work for a fund of means of subsistence. These funds 

are necessary for a person to reproduce his labor force, to place an employee in the system of social 

division of labor. In the narrow interpretation of this term, the labor market is considered as one of 

the mechanisms for coordinating the demand for labor on the part of employers and the supply of 

labor on the part of people willing to become employees. According to B. Tatibekov's point of 

view, a labor market can be understood as a system that has such important characteristics as the 

emergence of competition among employers and workers, as well as the availability of appropriate 

infrastructure[27, p. 56]. Indeed, the labor market, performing the functions of a true connoisseur of 

labor, at the same time contributes to the development of competition between employers and 

between employees. 

At the same time, Tkachenko A. understands the labor market as the totality of all economic 

relations between supply and demand for labor [27, p. 65]. He believes that these relations are 

entered, on the one hand, by employers as economic units, on the other hand, by persons wishing to 

become employees and, on the third, by the state in order to implement their policies in the labor 

market and to regulate the public sector’s demand for labor. At the same time, in the given relations 

take part also associations of businessmen and hired workers who render direct influence on a 

condition of a labor market. 

A broader interpretation of the labor market is given by Bulanov V., who defines the labor 

market as a complex of social and labor relations regarding the conditions of employment and use 

of labor. The most important among them are the relations arising in connection with the exchange 

of a functioning workforce for the means of life, for real wages. Along with the fact that the labor 

market is an economic category, it should also be considered as a specific, historically established 

mechanism of self-regulation. This mechanism implements a certain range of social and labor 

relations on the basis of information received in the form of the price of labor; contributes to 

achieving a balance of interests between workers, employers and the state [27]. 
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A detailed description of the labor market in his works was given by Kashepov A. By the 

labor market, he understands the system of social relations and social norms and institutions. At the 

same time, they include in the social relations the relationships that arise between legally free 

workers and employers. Social norms and institutions, including legal ones, ensure reproduction; 

exchange, that is, the sale and purchase at a price determined mainly by the supply-demand ratio; 

and the use of labor. 

From the other, in our opinion, narrower definitions, this formulation of the labor market has 

a fundamental difference. In other words, in his definition of the labor market, the author refers to 

him not only the sphere of exchange (purchase and sale) of labor, but also the sphere of 

reproduction of labor potential (market mechanisms of education, vocational training), as well as 

the sphere of labor use (market mechanisms by production personnel). 

The development of the economy of the Republic of Kazakhstan has convincingly shown that 

over the years, one of the most important and at the same time particularly difficult problems of the 

socio-economic transformation of the country has been the formation of a mechanism for regulating 

the labor market. Developing this  mechanism is connected with the solution of many tasks of 

different content and form. In no country in the world is the labor market at the mercy of the 

elements. The mechanism of self-regulation, of course, is not able to solve the problems of the 

market by itself without government intervention. Therefore, the formation and formation of the 

labor market should be directly related to the regulation of ongoing processes. At the same time, 

along with market mechanisms, regulatory mechanisms exist within the framework of individual 

corporations, states, and also interstate entities that exist, develop and interact. The primary sphere 

of this regulation is the most important need of the population – employment, which ensures the 

formation of the main productive force of society. 

Regulation of the labor market and employment of the population of the Republic of 

Kazakhstan is possible with the formation of the following components: 

- creating and improving the regulatory framework in the field of employment; 

Determining the priorities of the national employment policy; 

Selection of the model of the domestic labor market; 

- development of a strategy for regulating the labor market for a medium- and long-term 

strategy; 

- formation of the organizational and economic mechanism of the labor market to ensure 

effective employment of the population on a national scale and at the regional level. 
 

Conclusion 

As of today, the labor market in the republic, it can be said, has already been formed, but the 

mechanisms for its regulation still need to be improved. In this regard, it is advisable to refer to the 

experience of countries with developed market economies in regulating the labor market and 

employment in order to determine the possibilities of applying this experience in the country. 

The state takes a very active position in the implementation of the state employment policy in 

Sweden, due to which the unemployment rate in the country has remained minimal for many years. 

The main focus of the labor market policy is not the promotion of those who have already lost their 

jobs, but the prevention of unemployment. 

Full employment in the country is achieved through the implementation of the following 

measures: 

- the implementation of restrictive fiscal policies aimed at supporting less profitable 

enterprises and restraining the profits of high-income firms. This reduces inflationary competition 

between firms while increasing wages. 

- the implementation of the policy of «solidarity» in wages. This policy is aimed at the 

implementation of the principle of «equal pay for equal work» regardless of the financial condition 

of certain firms. This encourages low-profit enterprises to reduce the number of employees and stop 

their activities, and high-profit firms to limit the level of wages below their capabilities; 
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- the implementation of an active employment policy through the creation of new jobs, 

employment, retraining, vocational rehabilitation of the unemployed, support for the disabled and 

young people. To increase the interest of employers, they are allocated significant subsidies; 

- support of employment in sectors of the economy that have low performance, but provide a 

solution to social problems. 
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