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I bIFpIHAAPABI 0AKBLIAY KOHE PeTTey MAKCAThIHAA 0J1apAbl
TaJAAyAbIH ddicTeMeliK Heri3aepi

Makanaia eHAipiCKe >XYMcalaThlH IUIBIFBIHAAP eceOi HbIcaHblHA aHbIKTama OepinreH. IlbFbIHAAPIBI
OJIapJbIH  KaJBIITAcy OpBIHAAPHI JKOHE JKayalKepLIUTK OpTaJbIKTapbl OoWbIHIIA Oackapy KaXKeTTiri
Herizaenred. [IIbIFbIHIAD OPTANBIFBI PECYpCTap JKYMCalyblH OaKbUIall OTHIPY YIUIH TaralbIHAAIATBIH XKOHE
HIBIFBIHAPBIH  QHATUTUKAIBIK eceOiH KyprizeTin Oacrayblml ys ekeHmiri aosiengenred. llIbFsiHgap
OpTaJIbIKTAPbIH KYPY OHIIPICTIK LIBIFBIHAAPIBI aFbIMABIK OaKplUIdy MaKCaTbhIHAA OJAP/BIH aHAJIHUTHKAJIBIK
erKeH-Ter kel ece0iH JKYprisy *oHe maiima 0oy OpbIHIAphIHA OalIaHBICTBI AXKBIPaTy Kypaibsl OOJIBITT
TaOBUIATHIHABIFE aUTHUFaH. «JKayanKepHIiliK OPTAIBIFBI» YFBIMBI KY3BIPETTEpre He apHaibl MEHEKep
GackapaThlH KoCINOPBIHHBIH Oip OeiiMmreci periHne KapacTelppurraH. JKayankepIiimik oOpTanbIKTapbIH
KYPYIbIH MarblHachl Oackapy (GYHKIMACH pETIHAEri IIBIFBIHAApABI 0acKapy MeEH peTTeymi. TYphIC
YUBIMIACTBIPY OOJIBIN TaOBUIATBIHABIFEI Typaibl KOPBITBIHABI jKacalFaH. OHAIPIC HIBIFBIHIAPBIH Oackapy
OeimMaepi MeH KbI3METTEPiHIH Heri3ri MiHAETTepi aXKbIPaThIIbIIT KOPCETIIIeH.
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Methodical bases of cost with a view to theircontrol and regulation

Determination of object of the cost accounting on production is given. Need of cost management in places of
forming and the responsibility centers locates. It is proved that the cost center represents primary cell of
analytical accounting of the costs, established for control of these costs. It is noted that creation of cost
centers is means of disaggregation of analytical accounting of production costs, their localizations in origin
places for the purpose of the organization of the current control. The concept «responsibility center» which is
treated as the division of the entity headed by the manager, possessing the delegated powers is considered.
The conclusion that sense of creation of the centers of responsibility — more accurate organization of control
and regulation of costs as management functions is drawn. Approximate obligations of departments and
services in cost management on production are differentiated.
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Factors influencing the development of leadership skills of Kazakhstani youth

Present time there has‘been increasing interest in the topic of leadership skills development of Kazakhstani
youth. The author considers globalization and set Strategy «Kazakhstan — 2050» as the most motivating fac-
tors to youth’s skills development. The researcher has conducted qualitative research in the form of in-depth
interviews to examining the factors that influence the development of leadership skills of Kazakhstani youth.
These are the education system represented by teachers and business involvement in youth’s life. Based on
the findings, the researcher has defined the skills gap in the context of demotivation of education and business
to be involved in every day youth’s life to cultivate values and leadership skills.

Key words: Strategy, globalization, Kazakhstani youth, education, business sector, development, motivating
factors, values, skills, youth problems.

Current changes in the economic, social and cultural environment in Kazakhstan, introduction of new
information technologies and focus on customer management have led to the changes in developing ap-
proaches of Kazakhstani youth. The present Kazakhstan leadership requires changes in the process of per-
sonal development of Kazakhstan young people. In this regard, many issues are reviewed in the upbringing
of the younger generation. As a result, the State sets certain missions and visions as well as objectives to de-
velop actively Kazakhstan youth as future leaders.
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Influence of Strategy — 2050 on Kazakhstan Youth Formation

Kazakhstan’s deepened integration into the world market, recognition of Kazakhstan as a leader in Cen-
tral Asia region as well as the world acknowledgement and international authority set Kazakhstan more
complex and responsible objectives. In this regard, the new direction of development proposed by President
corresponds to the mentioned challenges. Thus, the Strategy «Kazakhstan — 2050» is a document testifying
to the fact that Kazakhstan has moved to a new level of development. «Strategy — 2050» responds to differ-
ent nature of challenges and threats. It is to be implemented on the basis of innovative, economic and social
development of the country and the principles of the society. This is the main essence of the new policy of
Kazakhstan until the middle of the 21st century. However, the really ambitious part of the President’s mes-
sage is dedicated to social issues. Kazakhstani President Nazarbayev has set an objective to make a break-
through to an absolutely new level to Kazakhstani people, consisting of more than 130 ethnic nations that
differ by culture, religion and even the language of communication [1].

Nazarbayev in the Strategy «Kazakhstan — 2050» has a clear understanding of characteristics people of
the Republic of Kazakhstan: it is a society of educated and free people who speak three languages. They are
the citizens of the world. They travel. They are open to new knowledge. They are hard-working. They are the
patriots of their country. According to Strategy «Kazakhstan — 2050», this time Kazakhstan should be a soci-
ety of progressive ideals. The intelligence should provide the basis for modern views of society. There
should be the so-called «today heroes» that would lead Kazakhstani youth. Thus,the leader of the nation
highlighted the role of scientific and creative intelligence, its duty to educate, to lead the younger generations
by example. In this context, the concept of «science popularization» has a new understanding that incorpo-
rates both educational and pedagogical function [1]. Thus, the President believes that in order to implement
the Strategy «Kazakhstan — 2050», Kazakhstan people should follow the century values such as diligence,
hardworking and dedication.

How Globalization Affects Kazakhstan’s Development?

In order to implement the set objectives by President, it is. critical to understand the factors that influ-
ence the development of Kazakhstan youth. One of these factors are globalization, education system and
business involvement.

To grow the successful Kazakhstan youth, itiis important for them (youth) to correspond to the high
level standards set by globalization processes that requires from them to be multiskilled and constantly de-
velop the acquired skills and knowledge.

Globalization involves the circulation of'ideas, practices and technologies. It differs from internationali-
zation, universalization, modernization‘and westernization. As Giddens argues it involves a change in the
way people understand geography and experience localness [2]. As well as offering opportunity it brings
with considerable risks linked, for example, to technological change. Globalization, thus, has powerful eco-
nomic, political, cultural and social dimensions.

With consequent changes happening in all spheres of human life, considering external (national, eco-
nomic, technological, etc.) and internal (self-satisfaction, preferences, skills development, etc.) factors, today
people find the tendency to new approaches to organizing both the personal and organizational workspace
[3]. Thus, the change has the consequent implications for re-skilling, educating and motivating people in new
procedures, processes and organizational structures.

In this case, Kazakhstan can be considered as one of those countries that experienced differences be-
tween local’and western communication styles, has undergone fashion cultures, living standards, etc. Global-
ization has acertain effect on culture and people living in this country. In order to become successfully com-
petitive on international and local markets, companies must correspond to international standards. People
must possess such skills as critical thinking, negotiating, bilingualism and other skills, which would make
their (people’s) job performance more effective and efficient. Though, Kazakhstan is the country that re-
spects its history and follows set rules and standards since ancient and soviet times, that is why some cultural
issues, for instance hospitality, have remained and at the moment are not to be changed.

Moreover, in the context of globalization processes, the informational revolution has a great impact on
all spheres of life in Kazakhstan. As Gabitov et al. argue, there is a serious danger of losing national sover-
eignty and national ‘I’, individual essence and unrepeated traditional cultural values [4]. The tendency of
universalization is not profitable for national features of Kazakhstan. So, the accepted Western and globali-
zation models should be transformed. It is critical to mention, that any culture processes have the sign of sta-
bility and innovation. The stable sign of a culture is a cultural tradition. Through this cultural tradition human
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experience is gained and passed through generation to generation. Each new generation relies on the experi-
ence and heritage left by ancestors and made its significance more valuable [5,6].

Moreover it is important to understand that it is impossible to preserve the culture in absolute purity
without impact of other cultures. The main value and power is in its changeability, openness to innovations,
in saving its viability in real life [7].

Besides globalization factor the author has researched other factors that influence the development of
Kazakhstan youth. The author has found out the relationship between education system, Kazakhstani youth’s
attitude towards skills advancement and employers’ views on further development, perspectives and poten-
tial of young people in future career life.

Youth through the eyes of education and business sectors

The researcher has conducted in-depth interviews with teachers in Almaty. The sampling size of the re-
spondents consisted of 100 people. The main reasons for the sampling size are the following:

» Location criterion: Almaty is considered to be the student city. According to the National Agency of
Statistics, the majority of youth, particularly, students and graduates are located in Almaty: more than
200 000 of young people live in the biggest city of the Republic of Kazakhstan. Thus, Almaty as well as
Astana is the one which is the most prospective regions in developing leadership skills.

= Besides location criterion, the respondents were chosen according to the subject they teach. In order
to be more objective, it was decided to consider the business and social sciences, because teachers of these
disciplines could provide the reasonable answers, understanding the specifics of the research project.

Before defining a subject of the teachers, the researcher has conducted the pilot test. The investigator
has interviewed teachers of business, social, engineering, medical and humanitarian sciences and found out
that teachers of business and social sciences better comprehended the nature of the questions and could pro-
vide more full answers rather than teachers of other specializations. Moreover, the researcher has excluded
incorrect questions and defined the optimal number of the questions in conducting the in-depth interview.
Thus, the researcher has interviewed 100 teachers working in state and private universities, teaching business
and social sciences.

It was critical for the researcher to find out the work experience in education system, particularly length
of work, because this criterion has an impact on reliability of teachers’ answers. As the results of investiga-
tion suggest, the mean length of work in universities was 4, 17 years. According to Figure 1 the majority of
respondents were connected with universities mainly for five years. It means that teachers are experienced
professionals in working with young people and know their problems from within.

4years
19%

Figure 1. Length of work in universities (developed by author)

Another issue researched was the characteristics of Youth from teachers’ point of view. The findings
advocate that young people today are money oriented, open to new things, technology oriented and commu-
nicative as well as passionate (Figure 2).
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Figure 2. Characteristics of Youth (developed by author)

These characteristics are true for the generation Y born in the period between. 1983 and 2003. It means
that these people are easily trained; however, according to research results they were not as hardworking as
Generation X people. In other words, young generation could have a problem of the quality task execution
and deep understanding of the issue and problem resolution.

As for the problems the youth faces today, the teachers -have indicated the following issues (Figure 3):
unemployment, shortage of life experience, practical knowledge shortage, weak financial, economical and
legislative literacy and housing problems.
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Figure 3. Problems of Kazakhstani youth (developed by author)

In this case, the researcher understands that in regard to the problems identified, unemployment is a
consequence of such problems as practical knowledge and life experience shortage. According to Figure 3,
the biggest problem was the deficit of practical knowledge, meaning that youth did not possess necessary
skills of critical thinking or analytical skills, communication, negotiation and conflict management skills as
well as time management, in other words personal effectiveness skills.

The lack of these skills indicates that young people need more attention from teachers in terms of
providing them with practical knowledge to gain personal as well as professional effectiveness.

This may mean that teachers were not so motivated to work with students on developing additionally
required skills besides teaching their disciplines. Moreover, as the following Figure 4 demonstrates, teachers
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were not satisfied with working conditions, particularly working place, class equipment as well as salary of-
fered. It means that teachers prefer to teach in several universities, being freelancer that does not claim the
separate well-equipped working place and decent wage than being part of one university corporate culture
and thus feeling obligation to teach the required by labor market knowledge and skills.
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Figure 4. Satisfaction with working conditions (developed by author)

Nevertheless, teachers were motivated to work in education system and they were more motivated to do
research projects than working with young people (Figure 5). It means that teachers are still interested in
joining one university, but dissatisfaction with current working conditions does not let them to work at one
place.
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Figure 5. Motivation to work in the university (developed by author)

To sum up, in order to get qualified graduates, the society must take responsibility to build a strong ed-
ucation system in Kazakhstan. The following are the weak position the education system suffers from:

- Universities do not motivate teachers to stay with the university and be part of its culture. While, a
strong organization culture, according to Hofstede should be «maintained not only in the minds of its
members but also in the minds of its other stakeholders...» Moreover, strong culture causes positive
emotions. In other words, in regard to a university culture, the researcher understands it as a positive and
favorable working environment in respect of teaching and research activities; with necessary motivation
conditions, including both tangible (financial) and intangible (values and rules). As a result, such «healthy»
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environment ensures the quality of education process, including motivated highly qualified personnel and
reputation of a strong university that provides «higher quality» of education. Thus, universities do know
how to retain teacher staff. As a result teachers may work at different universities, teaching part-time.

Because the teacher staff is not retained, teachers do not motivate students to study.

Another reason for development is the low equipped classes in universities, where the students usually
study and have lectures. Thus, the study process is not interesting for both students and lecturers.

The library opportunities in universities also need to be developed. Some universities do not update the
books to students due to high prices of the good literature. The electronic library is available in most of the
universities, however there is a limited access to international well-known databases. Thus, the universities
narrow the students’ development in terms of developing critical thinking, analytical skills and writing skills.

Interaction of Employers with Kazakhstani Youth

In order to get the understanding of how employers cooperate with young people, the résearcher has or-
ganized the in-depth interview with employers, particularly, HR representatives, who are responsible for re-
cruiting the staff. The sampling size has been defined in the amount of 100 employers in Almaty district.
However, the researcher could interview only 57 employers. The other chosen respondents could not provide

the answer due to different reasons, such as:
1. Shortage of time to meet for interview,
2. Heavy bureaucracy procedures, in terms of getting information from the company representatives,
3. Reluctance to participate in the investigation.
As for the rest respondents, the researcher has received enough material forinvestigation and analysis.
As it is seen from Figure 6, all respondents used the «promotion from within» recruiting tool. Most of
them (87%) applied to private employment agencies to find the right candidate for an open vacancy. Only
half (47%) of respondents recognized the «direct recruitment from colleges and universities» and «job fairs

and career conferencesy.
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Figure 6. Popular Recruiting Methods (developed by author)

It was very critical for the researcher to understand if the employer tries to work with students and
graduates. According to results, 100% of respondents provided a positive answer: all of them work with
young generation. As for the form of interaction with students and graduates, the researcher has found out
different answers (Figure 7):

All of the employers provide internships and have partnerships with universities, particularly, partici-
pating in different events of university and providing some sponsorship in different ways. However, guest
lecturing is not as popular as visiting job fairs. The researcher assumes that guest lecturing needs more in-
volvement in young people’s lives comparing to job fairs and is less effective in finding talent people.
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According to results of in-depth interview, the majority of respondents, 78%, advocated that these
young talent people must possess «practical», so-called «background» competences, that will let them further
develop professional as well as personal skills, such as critical thinking, analytical, time management, con-
flict management, negotiations and presentation skills. The rest 22% of interviewees considered these skills
to be not obligatory because anyways the «newcomers» will be provided with required professional skills.

3

Figure 7. Interaction form with young people/(developed by author)

All interviewed employers agreed that today graduates lack the essential skills which need to be devel-
oped in order to meet necessary requirements of the employer, in terms of job effectiveness and efficiency.
Nevertheless, despite the opinion of the majority that young people must be prepared and skilled at the entry
level, 63% of the respondents — employers provided adaptation course of the business and some trainings
on improvement of the indicated skills. 37% of the/interviewees have had another understanding of this is-
sue. According to their opinion, the first on job year is critical for newcomers, when young people can polish
their competences and identify the problematic zones for further development. Moreover, the respondents
believed that the first year is a time of contacts’ establishment and right positioning among colleagues. That
is why the employers did not pay a lot of attention.on training of newcomers during the first on job year.

As for the last interview question; the respondents preferred to be «realistic» and tried to avoid the term
«to revise the education system». The interviewees agreed that they are not satisfied with present level of
skills development among young generation and that it is a problem of the university involvement in the de-
velopment of the necessary knowledge and competences that further would form the leadership skills. Ac-
cording to employers’ opinion; the colleges and universities should pay more attention to curriculum and
provide these skills as separate and obligatory courses for students.

To summarize, the employers were working with young Kazakhstanis in the different forms, however,
their desired demands during selection process are stringent enough, so that the majority of the graduates did
not meet the set requirements of employers.

Conclusion

According to research results, the author is arguing that education system regarding development of
Kazakhstani youth does not guarantee the level of skills acquired by young people at the graduation stage.
Moreover, business poorly cooperates with education system of Kazakhstan and much less involved in the
student life than it should be to attract the talented and skillful candidates and creating a pool of future lead-
ers. Nevertheless, this is not only education and business responsibility but society’s values and mentality for
developing required skills of Kazakhstani youth.

Since the Kazakhstan leadership, based on «Strategy 2050» is interested in developing highly potential
future professionals as well as leaders, it is on the way to forming national identity and Kazakhstan values.
Moreover, globalization processes dictate certain skills, including leadership skills to be acquired already
during study years and recognizes dynamic and active young leaders that can adopt to different cultural envi-
ronments and bring the best to the country [7].
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Ka3zakcTaH KacTapblHBIH KOIOACHIBLIBIK TAFAbICHI
AaMybliHa BIKHAJ eTyini akTopaap

Maxkanaga Ka3sipri yakeitTa. Ka3akeran >kacTapbIHBIH KOIIOACIHIBIIBIK JaFABIIAPBIH TAKBIPBINTHIK Cajlara
JaMBITYFa KbI3BIFYIIBUIBIFBIH apTTHIPY KO3AENreH. ABTOp KacTapAblH AAFAbUIAPBIHBIH AaMyblHa ceOerri
¢daxrop perinme «Kaszakeran—2050» Crpateruscsl MeH kahanmaHyzner 3eprremi.  OKbITymibLiap
TaHBICTBIPFaH OUIIM KyleciHe JKoHe jKacTap eMipiHaeri OM3Hecke KaThICYBIHIarb!l Ka3akcTaH skacTapbIHBIH
KOIIOACIIBUIBIK KACHETiH TaMbITyFa ocep eTeTiH (akropiapasl Tanaaasl. Ockiapisl Herisre aja OTHIPHIIL,
3epTTeylli KembacubUIbIK JaFAblIap MEH PyXaHH KYHABUIBIKTAPbl JOPINTey Il )KoHe JKacTapIblH KYHICTIKTI
eMipiHJie Ke31eCeTiH, OU3HECTi TaHBII OLITyre Tepic aCepiH THIi3eTiH ASHIeWIep i aHbIKTa bl

M.K.EpmekbaeBa

dakTopbl, BJAUAIOIIHE HA Pa3BUTHE JHIEPCKUX HABBIKOB
Ka3aXCTAHCKON MOJIOJEKH

B craThe oTMEUEHO, YTO B HACTOSINEE BPpEeMsI HAOIIOAaeTC YCUIICHUE HHTEpEeCca K TEME Pa3BUTHS JIHICPCKUX
HaBBIKOB MoJsiofiexkn Kaszaxcrana. ABTOpoM paccMoTpeHsl riobanuzanus u crparerus «Kaszaxcran — 2050»
Kak Hauboyiee MOTHBHUpPYIOIIHE (aKTOPbl Pa3BUTHs HABBIKOB MONOASKH. M3ydeHsl ciemyromume (HakTopsl,
BIIMSIIONIME Ha Pa3BUTHE JHUAEPCKUX KadecTB Moioxeku Kaszaxcrama: cuctema oOpa3oBaHUsI, NPEICTABICH-
Hasl TPEMOaBaTelsIMK, U ydacTre Ou3Heca B JKU3HU Mooaeku. OCHOBBIBAsICh Ha BBIBOJAX, MCCIICIOBATENb
OTIPEIENTUII CTETICHb pa3phiBa B OTHOIICHUU JEMOTUBAIMK 00pa30BaHus M OH3HECA, KOTOPBIC JODKHBI OBITh
BOBJICUCHBI B €XKEJJHEBHYIO )KU3Hb MOJIOJIC)KU U KYJIBTUBUPOBATH ICHHOCTH H JIUJCPCKHUE HABBIKH.
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