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Oackapy, Toyekenaepai Oackapy JKOHE CTPATEeTHsUIBIK JKOCHapiiay, OJapIblH KOCIMOPHIHHBIH
SKOHOMUKAJIBIK KayIICI3/iT1H KAJIBINTACTBIPYFa 9CEPil CUAKTHI CTPATETUSIIBIK TOCIIEp TalIaHa lbl.

Makasa COHbIMEH KaTap 3KOHOMHUKAJIBIK KayINCi3JiKTI KAMTaMachl3 €Ty YILIiH KOPIIOPAaTHUBTIK
OacKapyAblH CTPATETUsIIBIK TACUAEPIH KOJIJaHy MEePCIIeKTUBAIAPBIH KapacThIPaIbl.

3epTTeynep KOpPCEeTKEHJEeH, Ka3ipri SKOHOMHUKAIBIK OpTa OapraH CalblH KYpAei JKoHE
e3repMelii  OOJIBIN  Keneni, OWI KOMIaHWsJIapAaH OericeHai OeHiMuenTim MiHe3-KYJIbIK IIeH
CTpaTervsuIblK Oackapyabl Tajmam eredi. byn Typrblia KOpHIOpaTHBTIK Oackapy OM3HECTIH
TYPaKTBUIBIFBI MEH TYPaKTBUIBIFBIH KaMTaMachl3 €Ty/e, COHJAAl-aK OHbI CBIPTKbI JKOHE 1IIKi
KayinTep/ieH KopFay/ia MaHbI3/bI peJl aTKapabl.

KoprnopatupTik 6acKapy/IbIH HET13T1 aCIIEKTIJIEP] allIBIKTHIK, JKayarmKepIIUTK, THIMAUTIK )KOHE
OapiBIK MYAJIEN1 TapanTapIbIH MYAIEIepiH ecKepy 00bI Tabbutabl. KopropaTuBTik OacKapyasiH
CTpaTErusUIbIK TOCUIIEP]l aKLMOHEepJep MEH CTeHKXOJaepiep YUIIH KYHAbUIBIK KYpYyFa, COHJAN-aK
KOMITAaHUSTHBIH TOYEKeIJIepi MEH pecypcTapbliH 0acKapyra OarbITTaIFaH.

Amnaiina, Te3 e3repeTiH HapblK IEH TYPAKChI3 SKOHOMHKANBIK >KaFlaiblHIa YHBIMHBIH
YKOHOMHMKAJIBIK KayillCi3/IiriH KaMTaMachl3 €Ty OapraH CalbIH ©3C€KTi )KOHE MaHBI3IbI 00Ja TYCY/e.
KocinopblHHBIH SKOHOMHKAIIBIK KAaYINCI3/IiTr1, OHBIH CHIPTKBI JKOHE 1IIKI Kayll-KaTepiaepMeH Kypecy,
Ke3-KEJITeH JKaF/1aiila TYPaKThUIBIK TIEH TYPAKTBUIBIKTHI CaKTay KaOineTiH Oinaipeni.

by Typreia YHBIMHBIH SKOHOMHKAJBIK KAYIIICI3IrH KAMTaMachl3 €Ty YIIiH KOPIOPATUBTIK
0acKapyablH CTPATETUSIIBIK TICUIICPIH KogaHyFa Oosaasl. MpIcanbl, akTUBTEP MEH PeCypCTapibl
TUIMI1 Oackapy KoCIMOpbIHFA ©3 KbI3METIH OHTAIaHIbIpyFa KOHE pecypcTaplbl NaiizanaHy
TUIMAUTITIH apTThIpyFa MYMKIHIIK Oeperni. CTpaTerusiblK jKocmapiay KOMIaHHUsSFa KayinTep MEH
MYMKIHJIKTEp/Ii aHBbIKTayFa, oJapAbl 0acKapy jKoHe 3 MaiifachlHa naiianaHy crpaTerusiapbl MeH
TaKTUKAJIAPBIH JKacayFa MYMKIHJIIK Oepeti.

Conpaii-ak, MaHBI3/IbI aCMIEKT-OYJI KOCIMOPBIHFA 63 KbI3METIMEH OallIaHBICTHI TOyeKeNAep i
aHBIKTAyFa JKOHE Oarayiayra »OHE OJlapJbl a3aiiTy Hemece ajblH-aly M[IapajapblH Kacayra
MYMKIHJIIK OepeTiH Toyekemnnep/i 6ackapy KyiheciH Kypy.

Ocpinaiiia, KOpHopaTUBTIK OacKapyAblH CTPAaTETUSUIBIK TOCUIAEpl YHBIMHBIH ©3repMell
Karjaiinapra OeilimaenyiHe, ToyeKeaepll a3aiTyra j>KoHE e3 KbI3METIHIH TYpPaKTBUIBIFBl MEH
TYPAKTBUIBIFBIH KAMTAaMachl3 €Tyre MYMKIH/IK OepeTiH SKOHOMUKAJIBIK KayllCi3[IKTI KaMTaMachl3
eTYIIH THIM/II Kypalbl OOJBIN TaObLIaIbI.

Tyiiinoi cozoep: KopriopatuBTik 0acKkapy, CTpATETHSIIBIK TICLI, SKOHOMHUKAJIBIK KayIlCi3IikK,
Toyekenaepai 0Oackapy, akTHUBTEp, pecypcTap, TYpPaKTBUIBIK, TYPaKTbUIBIK, CTpaTerusibK
Kocrapiay, THIMIUTIK.
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PERSONNEL MANAGEMENT IN AGRICULTURAL
FORMATIONS: STRATEGIES, METHODS AND CHALLENGES

Abstract
Personnel management in agricultural formations is a key aspect of the successful operation
of agricultural enterprises in the modern world. This article provides an overview of the strategies,
methods and challenges faced by HR managers in the agricultural industry. HR management
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strategies in agricultural formations include the development of comprehensive plans aimed at
maximizing labor productivity, optimizing the use of resources and ensuring the competitiveness of
the enterprise in the market. These strategies may include measures to motivate staff, develop
leadership, and train and develop employees. The methods of personnel management in agricultural
formations range from traditional approaches, such as wage systems and productivity assessment, to
modern tools, such as the use of information technology to automate personnel management
processes. Challenges of personnel management in agricultural formations.

The relevance of personnel management issues in agricultural formations continues to grow
in the context of modern challenges and requirements. This article provides an overview of strategies,
methods and problems related to personnel management in agricultural enterprises. The research is
based on an analysis of academic and practical sources, including scientific articles, books and reports
on agriculture.

Personnel management strategies in agricultural formations cover various aspects, including
recruitment and selection, training and development, motivation and retention of employees. HR
management methods include the use of modern technologies, the adaptation of strategies from other
industries, as well as the development of specialized approaches that take into account the specifics
of agricultural production.

A review of personnel management strategies in agricultural formations highlights several key
approaches. The first is the active recruitment and selection of personnel, taking into account the
specifics of work in agriculture, such as physical activity and seasonality of work. The second is the
development of personnel training and development programs aimed at improving professionalism
and adapting to changing technologies and market requirements. The third is the creation of
motivational systems that take into account the specifics of agricultural activities and stimulate high
productivity and employee loyalty.

The main problems faced by managers of agricultural enterprises in the field of personnel
management include demographic changes, lack of quality.

The study reveals the need to develop innovative approaches to personnel management in
agricultural formations that would take into account the specific requirements of this sector and
contribute to improving the efficiency and competitiveness of agricultural enterprises.

An important part of effective personnel management in agricultural enterprises is also the
solution of problems related to labor relations and socio-cultural aspects. This includes ensuring
safety and working conditions, adapting the cultural characteristics of employees and creating a
favorable working atmosphere.

Keywords: Personnel management, agricultural formations, strategies, methods, challenges,
labor productivity, motivation, leadership, training, agricultural sector.

Introduction

Personnel management in agricultural formations is a complex and multifaceted task facing
the heads of agricultural enterprises in the modern world. Agriculture, as one of the key economic
sectors in many countries, faces a number of unique challenges, such as seasonality of work, unstable
markets, climate change, and complex resource management.

In this introduction, we will look at the relevance and significance of HR management in
agricultural organizations, as well as highlight the main strategies, methods and challenges faced by
managers in this area.

Agricultural entities, including agricultural enterprises, cooperatives, farms and other agro-
industrial organizations, play an important role in ensuring food security and economic development.
Human resources management in these organizations has a number of features related to the unique
nature of agricultural activities.

One of the key aspects of personnel management in agricultural formations is the development
of effective strategies aimed at maximizing labor productivity and optimizing the use of resources.
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This includes not only organizing labor in the field or barnyard, but also managing administrative
personnel that provide planning, logistics, financial management, and more.

However, in addition to strategic planning, managers in agricultural formations face a number
of challenges, such as seasonality of work, the need to comply with strict safety and environmental
standards, as well as difficulties in recruiting and retaining qualified employees.

In this article, we will attempt to review the main strategies of personnel management in
agricultural formations, identify the most effective methods of working with personnel and analyze
the key challenges faced by managers in this area.

Methods and materials

To conduct the research on the topic "Personnel management in agricultural formations:
strategies, methods and challenges”, various methods of information sources and collection were
used. The main methods and materials on the basis of which this article was compiled are:

Literature analysis: A review of academic and practical articles, books, journals and other
sources devoted to personnel management in agricultural organizations was conducted. This method
allowed us to gain an extensive understanding of modern strategies, methods and challenges of
personnel management in agricultural formations.

Analysis of statistical data: Statistical data related to the production indicators of agricultural
enterprises, as well as data on labor resources, wages, educational level and other aspects of personnel
in agricultural formations were studied. This made it possible to identify trends and features of HR
management in this industry.

Expert interviews: Experts in the field of personnel management in agricultural formations
were interviewed. This allowed us to gain valuable practical knowledge and experience, as well as
learn about modern approaches and best practices in this area.

All these methods and materials were used to present a complete and objective picture of
personnel management in agricultural formations, identify the most effective strategies and methods
of working with personnel, and analyze the main challenges and problems facing managers in this
industry.

The research methodology includes a comprehensive analysis of academic literature, practical
cases and statistical data on agricultural formations. To identify HR management strategies, a review
of scientific articles, books and reports on this topic was conducted. The analysis methods included
a comparative analysis of various approaches to personnel management in different agricultural
sectors and regions.

To identify the methods of personnel management, empirical research data were used, as well
as the experience of introducing modern technologies into agricultural enterprises. The cases of
successful practice in the field of recruiting, training, motivation and conflict management in
agricultural formations were analyzed.

To study the problems of personnel management, data from sociological surveys and
interviews with representatives of agricultural enterprises were used, as well as an analysis of
statistical indicators related to demographic changes, the level of qualifications

Results and discussion

Agriculture remains one of the key economic sectors in many countries, ensuring food security
and economic development. In this article, we will look at what strategies and methods of personnel
management are used in agricultural formations, as well as what challenges managers face in this
area.

In the modern agricultural sector, which is characterized by rapid technological changes,
competition and globalization, the strategy of personnel management plays a key role in ensuring the
efficiency and competitiveness of agricultural formations. In this article, we will consider the main
aspects of the development and implementation of personnel management strategies in modern
agricultural enterprises.
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Personnel management in agricultural formations is a key element of successful development
and ensuring competitiveness in the modern agricultural industry. In this article, we will look at a
wide range of issues related to personnel management in agricultural enterprises, including strategies,
methods and challenges faced by managers in this area.

Before developing a personnel management strategy, it is necessary to analyze the current
situation in an agricultural enterprise. This includes evaluating the personnel structure, employee
competencies, work environment characteristics, and external factors that affect the company's
operations.

Based on the analysis of the current situation, strategic goals in the field of personnel
management are formed. These goals should be aligned with the overall strategic goals of the
enterprise and focus on improving labor productivity, developing employee competencies and
ensuring their motivation.

Personnel management strategies in agricultural formations include the development of plans
aimed at maximizing labor productivity and optimizing the use of resources. This includes developing
employee motivation, training, and development programs, as well as creating a supportive corporate
culture.

The development of an effective HR management strategy plays a crucial role in achieving
the goals of agricultural formations. The strategy may include various aspects, such as developing
employee competencies, motivating and stimulating employees, managing productivity, and so on.

The choice of HR management strategy depends on the specific conditions of the enterprise
and its strategic goals. This can be a strategy for developing employee competencies, a motivation
and incentive strategy, a leadership development strategy, etc.

Agricultural formations use a variety of personnel management methods, including payroll
systems, performance assessment, training and development, motivational programs, and so on. Each
method has its own advantages and limitations, and their choice depends on the specific goals and
conditions of the enterprise.

Based on the chosen HR management strategy, a specific action plan is developed. It includes
identifying the necessary resources, assigning responsibilities, and setting deadlines and monitoring
mechanisms.

Methods of personnel management in agricultural formations include traditional approaches,
such as remuneration systems and performance assessment, as well as modern methods, such as the
use of information technologies to automate personnel management processes. Leadership and
teamwork development play an important role.

An important step in implementing the HR strategy is to continuously monitor the results and
adjust the strategy in accordance with changing conditions. This allows you to respond to emerging
issues in a timely manner and adapt your strategy to new challenges.

Agricultural enterprises face a number of challenges, including seasonality of work, physical
exertion, difficulties in selecting qualified specialists, and the need to comply with strict safety and
environmental standards. Market instability and climate change also pose additional challenges.

In agriculture, there are a number of unique challenges related to personnel management, such
as seasonality of work, labor intensity and physical activity, peculiarities of the working environment,
etc. In addition, global trends such as climate change, urbanization, and technological innovation also
affect personnel management in agricultural formations.

Current trends in HR management include a shift to flexible forms of employment
relationships, an emphasis on leadership and teamwork development, the use of technology to
improve HR management processes, and a focus on diversity and inclusion.

Toanalyze the data in the form of a table, we conducted a study on the impact of a motivation
program on employee productivity in an agricultural enterprise.

603



I3nenicrep, Hotmkenep — MccnenoBanus, pe3ynbratel. Ne2 (102) 2024, ISSN 2304-3334

Table 1 Performance comparison before and after the implementation of the motivation program

Monthly Capacity up to (tons) Capacity after (tons)
January 100 120
February 110 125
March 105 130
April 115 135
May 120 140

This table shows changes in employee productivity during the five months before and after
the implementation of the incentive program.

The table shows that the implementation of the motivation program has led to a significant
increase in employee productivity. Over the five-month period, average productivity increased by
20%, which indicates the effectiveness of the motivation program. This confirms the necessity and
importance of using motivational methods to improve the performance of agricultural enterprises.

There is a close relationship between the personnel policy and the company's strategy, which
is manifested in the company's desire for stability and purposeful recruitment of personnel. Although
at first glance the task may seem simple — to develop a human resource management concept — its
implementation has its own difficulties. One of them is that the main goal of any enterprise is to
obtain financial benefits, which is impossible without coordinating the interests of employees and the
enterprise. Effective solution of production tasks always requires the availability of qualified
specialists who need to be managed, and this is impossible without a competent personnel policy.

Evaluation characteristics can be used to determine the effectiveness of the HR policy. For
example, this may include performance indicators, compliance with the law, job satisfaction levels,
staff turnover, the presence of labor conflicts and complaints, and the frequency of occupational
injuries.

A well-developed personnel policy allows you to recruit personnel in a timely manner, form
the necessary level of labor potential, take into account the interests of employees, stabilize the team,
provide opportunities for professional development, form high motivation for high-performance work
and use labor efficiently in accordance with your qualifications.

It should be noted that in the modern world, staff plays a crucial role in the success of any
company. However, the structures of organizations in Kazakhstan often retain signs of the past
economic system, which leads to insufficient involvement of employees in management, limits the
improvement of labor content and weakens responsibility for work results. Such structures, although
effective in a stable environment, lose their flexibility and ability to respond to changes in the external
environment.

The advantage of such a framework is its adaptability to a stable environment, its focus on
existing technologies and markets, and its ability to provide efficient production, standardized
services, and competitive prices.

Interestingly, despite the advantages of this structure, a survey of industrial employees showed
that 33% of managers recognized the shortcomings of this organizational model, 25% were not aware
of its importance, and 42% fully agreed with the shortcomings expressed.

Such data highlights the importance of the role of human capital in the production process.
The success of businesses often depends on the intellectual potential and quality of staff, which is not
only related to their professional skills, but also on their enthusiasm, honesty and creativity. Without
initiative, entrepreneurship and innovation, it is impossible for enterprises to function successfully in
a competitive market environment. High staff turnover in 2019, which amounted to 48%, is primarily
due to the reduction of jobs at enterprises. This indicates significant shortcomings in the organization
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of work that hinder the performance of production tasks and require additional costs for training and
advanced training. Staff turnover can manifest itself through temporary work, internships, or fixed-
term contracts.

These changes lead to a variety of age and qualification characteristics of employees,
depending on their work experience and level of education. The lack of suitable specialists, especially
in narrow areas and rare professions, can create problems for companies.

Understanding the importance of HR policies and development strategies is key in modern
organizations. However, there is not always active participation in the development of such a strategy.
Many managers do not have a clear understanding of what strategic HR management is.

The concept of "strategic management™ was introduced into business practice in the 20th
century. At that time, the top management of organizations began to pay more and more attention to
the external environment.

The introduction of strategic management in Kazakhstan is due to several reasons. First, the
changing external environment and unstable economic situation require organizations to have a deep
understanding of their strategy and ability to adapt. Second, the privatization and restructuring
processes require managers to anticipate and minimize risks. Third, strategic management is
important for all types of businesses, not only for large companies, but also for medium and small
enterprises.

Thus, strategic HR management is becoming an increasingly important element of success in
today's business environment.

Conclusions

The development and implementation of a personnel management strategy in modern
agricultural formations is a key element of the successful functioning of the enterprise. Effective
personnel management helps to increase labor productivity, reduce costs and improve the
competitiveness of the enterprise in a market economy.

Personnel management in agricultural formations is a complex and multi-factorial process that
requires a systematic approach and innovative solutions. Effective personnel management helps to
increase the productivity and competitiveness of the enterprise, as well as provides a favorable
working environment and staff development.

Personnel management in agricultural formations is a complex and multifaceted task that
requires attention to various aspects of the enterprise's activities. Developing effective strategies,
using modern methods, and addressing challenges are key factors for successful HR management in
this area.

HR policy and development strategy play an important role not only for companies in
Kazakhstan, but also for all organizations in general. The correct selection and organization of
personnel has a direct impact on the efficiency of the enterprise. Therefore, it is necessary to create a
comprehensive system of personnel development, moving away from outdated management methods
in favor of the formation of highly qualified and motivated employees. In Kazakhstan, as in other
countries, the system of continuous training and personnel development requires financial
investments. If these costs are considered as investments in human capital, rather than as simple
expenses, it will help to effectively solve problems related to personnel. Today, when™ investing in
people " is recognized as a priority task, we can expect positive changes in the field of personnel
management and human resources of the country.

In conclusion, the study highlights the need for an integrated approach to personnel
management in agricultural formations, which takes into account both economic and socio-cultural
aspects of the industry. This will help to increase production efficiency, improve working conditions
and ensure the sustainable development of agricultural enterprises in modern conditions.
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YIPABJIEHUE IEPCOHAJIOM B AT'PAPHBIX ®OPMHUPOBAHUSAX: CTPATEI'U,
METO/bI X1 BbI3OBbI

Annomauus

VYrpapiieHre TEpPCOHAIOM B arpapHbIX (OPMUPOBAHUAX SBISCTCS KIFOUYEBBIM aCTICKTOM
YCTICIIHON JIeITeIbHOCTH CEeIbCKOXO03MCTBEHHBIX MPEANPHATHI B COBPEMEHHOM MHpE. DTa CTaThs
MIPEJICTaBIISIET CO00I 0030p CTpaTEeTHii, METOJIOB U BBI30BOB, C KOTOPBIMH CTAJIKMBAIOTCSI MEHEKEPHI
0 YIPaBIEHUIO MIEPCOHAIIOM B arpapHoil OTpaciu.

CrpaTteruu yrpaBJIeHHS IEPCOHAJIOM B arpapHbIX (OPMHUPOBAHUSAX BKIIOYAIOT B ceOs
pa3pabOTKy KOMIUICKCHBIX TUIAHOB, OPUEHTHPOBAHHBIX HA MaKCUMU3AIUIO IPOU3BOIUTEILHOCTH
TpyJda, ONTHUMHU3AIMIO HWCIIOJIB30BAHKMS PECypCOB M oOecrnedeHrne KOHKYPEHTOCTIOCOOHOCTH
MPEANPHUATHS HA PhIHKE. JTU CTPATETUH MOTYT BKIIIOUATh B C€OsI MEPHI 10 MOTHBAIIUH MIEPCOHAIA,
Pa3BHUTHIO JTUIEPCTBA, OOYICHHUIO M PA3BUTHIO COTPYIHUKOB.

Meroasl yOpaBJICHHS TIEPCOHAIOM B arpapHbIX (OPMUPOBAHUSAX BapbUPYIOTCS OT
TPAJUIIHOHHBIX TOJIXO0JIOB, TAKUX KaK CHCTEMBI OIUIATHI TPYJa W OIlEHKA MPOU3BOIUTEIIEHOCTH, JI0
COBPEMEHHBIX HMHCTPYMEHTOB, TAaKMX KaK HCIOJIb30BaHUE HH(POPMAIMOHHBIX TEXHOJIOTHUH IS
ABTOMATH3AIIMH ITPOIIECCOB YIIPABICHUS TIEPCOHAIOM.

BbI30BBI ympaBlieHHs TIEPCOHAIOM B arpapHbIX (OPMUPOBAHUSAX BKIHOYAIOT B ceOs
CE30HHOCTh pPabOT, (U3MYECKYI0 HArpy3Ky, CIOXXHOCTH B TMOa00pe KBaTU(UIIMPOBAHHBIX
CHEIHAIMCTOB U HEOOXOAMMOCTh COOJIFOICHUS CTPOTUX HOPM OE€30MACHOCTH M IKOJIOTHUECKUX
CTaHJApTOB.

B 3akmrodueHue, 3Ta CTaThsl MPEAOCTaBISICT 0030p KIIIOUEBBIX ACIEKTOB YIPaBICHUS
MEPCOHAIOM B  CEIbCKOXO3SHWCTBEHHOM CEKTOPE H IMOJYEPKHUBACT BaXHOCTh Pa3pabOTKH
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Bq)d)eKTI/IBHBIX CTpaTeI‘I/Iﬁ U HUCIIOJB30BAHUA COBPCMCHHBLIX MCTOHOB JIsI HOCTHIXKCHUSA YCIICXa U
YCTOWYHBOTO Pa3BUTHUS arpapHbIX (OPMUPOBAHUI.

Kniouesvie cnoea: YmpaBiieHHE TIEPCOHAIIOM, arpapHble (OPMUPOBAHUS, CTPATETHH,
METOJIbI,  BBI3OBBI, IMPOU3BOAUTEIBHOCTh  TpyJda, MOTHUBALMs, JIUAEPCTBO, OOydeHHE,
CEJIbCKOXO35IICTBEHHBIN CEKTOP.
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AT'PAPJIBIK K¥PBUUIBIMIAPJAT'BI IIEPCOHAJIABI BACKAPY: CTPATEI'UAJIAP,
OJICTEP ’KOHE KUBIH/IBIKTAP

Anoamna

ArpapiblK KYpbUIbIMAApAAFbl MEPCOHAAbl 0ackapy Kasip oiemjeri aybUlapyallbUIbIK
KOCIMOPBIHAAPBIHBIH TAaOBICTHI JKYMBICBHIHBIH HETi3T1 acrekTici Oomnbim TaObutazpl. bynm makana
arpapJiblK cajaJarbl MEpCcOHANAbl Oackapy MeEHeIDKEpIIepiHIH aJlJblHAAa TYpFaH CTpaTerusiapra,
ozicTepre ’KoHEe KUBIHABIKTapFa 0Ty OOJBIN TaObUIaAbl. ATpapiblK KYPhUIBIMAAPAAFEI TEPCOHAIIBI
Oackapy cTparerusuiapbl eHOeK OHIMIUIINH OapblHIIA apTThIPyFa, pecypcTapiabl MaiganaHyabl
OHTAMJIaH/ABIPpyFa JKOHE KOCIMOPBIHHBIH HAPBIKTAFbl OoceKkere KaOiIeTTLNIriH KaMTaMachl3 eTyre
OarpITTaJIFaH KeLIeHJI >Koclapiapibl a3ipieyni KamTuisl. bys crparerusiap Kbl3MeTKepiepai
BIHTAJIAHABIPY, KOMIOACHIBUIBIKTB JAAMBITY, KBI3SMETKEPIJIEPIi OKBITY JXOHE IaMBITy IIapanapblH
KaMTybl MYMKIH. ArpapiblK KYpbUIbIMAApAArsl EPCOHANABI OacKapy 9JiCTepl *kajlakel KyHemnepi
MEH OHIMJUIIKTI Oarasiay CHSKThI I3CTYpIl TocUIAepAeH OacTall nepcoHaiibl 6backapy npouecTepin
aBTOMATTaHABIPY YLIIH aKHapaTThIK TEXHOJOTHsIApAbl MaiaagaHy CHIKTBHI 3aMaHayd Kypaijapra
eH1H KaMTHIEL.
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WAYS OF INVESTMENT DEVELOPMENT OF THE AGRO-INDUSTRIAL
COMPLEX OF KAZAKHSTAN AT THE PRESENT TIME

Abstract
The scientific article presents current issues and modern directions of investment development
of the agro-industrial complex of Kazakhstan. The issues of the development of the agro-industrial
complex in Kazakhstan at the last stage are provided by well-planned state programs, among which
the main attention is paid to ensuring the availability of the sales market and the development of
exports, the development of rural areas. However, the analysis revealed that currently there are many
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