
Investments 
in human  
capital
We view our employees as a key asset and the great-
est value inherently linked to the Company's success. 
As part of our social responsibility principles, we 
continuously improve our HR management systems 
in order to create favorable working conditions, at-
tract and retain talented personnel, and ensure their 
social protection and stability.

We respect the interests of our stakeholders and 
comply with the requirements of labor laws and the 
principles of corporate and professional ethics. Our 
corporate culture strives to create equal opportunities 
in hiring and directly fulfillment of labor obligations, 
preventing any form of discrimination and protecting 
human rights. 

As at 31 December 2023,  
the headcount was as follows

17,892 

In 2023, the average salary of employees 
of the Group of Companies of Samruk-
Energy JSC amounted to

tenge a month

persons

487,399 
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Creating attractive working 
conditions

The Company's approach is in line with the principles 
of the UN SDGs, including improving the quality of life 
and well-being of people of all ages, providing inclu-
sive and quality lifelong learning, as well as achiev-
ing gender equality and creating decent working con-
ditions for all without exception. The key document 
aimed at developing human potential and meeting 
the needs for the development of employee compe-
tencies is the Human Resources Policy. The Compa-
ny's corporate culture emphasizes equal employment 
opportunities, prevention of discrimination and pro-
tection of human rights, which contributes to the suc-
cessful implementation of strategic initiatives. 

In order to ensure implementation of the Strategy, 
and by the decision of the Board of Directors dated 
July 28, 2023 (Minutes No.10/23), a new version 
of the Personnel Policy of Samruk-Energy JSC for 
2023-2031 was approved. The Policy of Samruk-En-
ergy JSC defines the management system, principles, 
and key directions of human resources management 
and is mandatory for all subsidiaries of the Group 
of Companies of Samruk-Energy JSC.

When developing the Personnel Policy, the requirements 
and opinions of stakeholders were taken into account, 
including the opinion of the Sole Shareholder, internal 
stakeholders, practices complying with international 
standards such as GRI and ISO 10018, among others, 
as well as the requirements of regulatory bodies.

The Company's HR policy is based on the principles 
of sustainable development — respect for the inter-
ests of stakeholders, human rights, openness, ac-
countability, transparency, legality, ethical behavior, 
personal example, intolerance towards corruption, 
inadmissibility of conflict of interest, equal employ-
ment opportunities, non-discrimination, prevention 
of sexual harassment and others.

The strategic role of the HR function is long-term plan-
ning of quantitative and qualitative aspects of human 
resources, including recruitment and training.

We regularly analyze the efficiency and effectiveness 
of HR management through monthly and quarterly re-
ports, taking into account the company's business pro-
cesses, goals and needs. Based on the data obtained, we 
improve the HR management system and develop new 
social programs for employees and their families. This 
approach contributes to the implementation of measures 
to achieve the UN Sustainable Development Goals.

As of December 31, 2023, the headcount was 17,892. 
The average length of service was 16 years. The aver-
age age of employees was 41 years. In 2023, the share 
of full-time personnel amounted to 100%.

In 2023, the organizational structure and headcount 
of the Corporate Center of Samruk-Energy JSC in the 
amount of 150 employees was approved.21

Headcount

Dynamics of the number of personnel, persons

Total number of personnel

2021

2021

17,645

17,849

2022

2022

17,650

17,834

2023

2023

17,892

18,007

GRI 2-7, 405-1, GRI 12: Coal Sector: 12.19.6

The total headcount of Samruk Energy JSC, including 
joint and affiliated organizations, as of the end of 2023, 
excluding employees hired under CLN contract and 
outstaffing contract, amounted to 17,892 persons. 
The headcount at the end of the period is determined 
by the number of employees in the staff of subsidiar-
ies and affiliated companies of Samruk Energy JSC 
as of December 31, 2023.

GRI 2-7с

21 Decree of the President of the Republic of Kazakhstan № 633 ‘On some issues of optimization of the limits of staffing of state bodies and subjects 
of quasi-state sector’ dated July 28, 2021, Instruction of the Fund of Samruk-Kazyna JSC №23-01-05.8/4701 dated August 20, 2021, Decision of the 
Management Board of Samruk-Kazyna JSC protocol №06/22 dated January 24, 2022, Decision of the Board of Directors of Samruk-Energy JSC protocol 
№02/22 dated February 25, 2022.
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As of December 31, 2023, Samruk-Energy employed 474 freelance employees. Relations with these employees 
are built in accordance with the terms and conditions of the agreement on purchase of personnel services of Sam-
ruk-Kazyna Corporate University.

The most common type of contractual relations among the personnel who are not the Company's employees 
is a Civil legal nature contract (CLN) and an outstaffing contract. The total number of personnel who are not the 
Company's employees but are controlled by Samruk Energy JSC is 474 people. Employees hired under the CLN 
and outstaffing contract are engaged for project or seasonal work.

GRI 2-8, GRI 12: Coal Sector: 12.15.2

GRI 2-8b

Number of freelance workers, persons

Indicator Outstaffing Civil legal nature contract Total

Headcount 0 474 474

Staff recruitment and turnover rate

Recruitment practices are based on the analysis of the 
Company's needs and strategic goals. The main cri-
teria for selecting candidates are their professional 
competence, performance, motivation and compliance 
with the Company's corporate values. Vacancies are 
published on the Company's website and the Sam-
ruk Qyzmet online recruiting platform (QSamruk.kz) 
in Russian and Kazakh languages. Based on the re-
sults of the competitive selection process, each can-
didate is provided with feedback and the results are 
published on the Samruk Qyzmet platform. When 
conducting competitive procedures, internal candi-
dates, including candidates from the Company's talent 
pool, have priority.

From 2021-2023

of the Company's vacancies  
were closed by internal candidates.

62% 

were women.
25%
2,818 people were hired in 2023,  
of which 

GRI 401-1, GRI 12: Coal Sector: 12.15.2

Case

Adaptation programs for 
new employees

We are constantly improving the mechanisms 
of adaptation of new employees to develop 
the human resources potential of Samruk-
Energy JSC. The Company has an Adaptation 
program, under which, through a special 
digital platform, new employees undergo 
an electronic adaptation course for 
three months, including theoretical and 
practical training. The program is designed 
to facilitate the process of employees' 
adaptation to a new working environment 
and create a basis for their professional 
growth. To develop human resources 
potential, Samruk-Energy JSC introduced 
a program aimed at facilitating the adaptation 
period of new employees. The program 
includes a three-month course on a special 
digital platform providing theoretical and 
practical training.
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Remuneration of labor

We pay special attention to ensuring fair labor remu-
neration. In 2023, the average salary of employees 
of the Group of companies of Samruk-Energy JSC 
amounted to 487,399 tenge per month. 

The Company regularly indexes salaries and intro-
duces bonus systems.

The Rules of labor remuneration and bonus payment 
to employees of Samruk-Energy JSC is a key internal 
document of the Company, which officially defines 
the main components of the packages on payment 
and incentives for employees' labor. 

The rules of Samruk-Energy JSC on labor remunera-
tion and remuneration of employees is a key internal 
document of the Company, which officially defines 
the main components of the employee remuneration 
and incentive package.

The overall employee turnover rate in 2023 was 
14%, which is within the industry average of ‘within 
range’ criteria.

In 2023, Almaty Power Plants JSC has developed 
an Employee Discharge Program in connection with 
the implementation of gasification projects at A. 
Zhakutov CHPP-2. This program provides support 
for employees to be released due to decommis-
sioning of power equipment of CHPP-2. Employ-
ment measures for the released employees include 
the search for new projects in the region, the possi-
bility of transferring employees to similar jobs at ‘re-
lated’ enterprises in the region, and the possibility 
of relocating released employees to other regions 
if there is a need for labor at specific enterprises.

A similar release program was approved at such 
subsidiaries and affiliates as: EGRES-1 named after 
Bulat Nurzhanov LLP, Shardara HPP JSC, Moynak 
HPP named after JSC and EGRES-2 JSC.

GRI 401-1, GRI 12: Coal Sector: 12.15.2

2021
62,924,977

2022
71,055,915

2023
98,570,478

Payroll, KZT ths.

2021
10%

2022
13%

2023
14%

Dynamics of employee turnover, %
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During 2023, in accordance with the Order of the 
Minister of Energy of the Republic of Kazakhstan  
No. 192 dated May 26, 2023, new marginal tariffs for 
electric power to the plants of Samruk-Energy JSC 
were approved with effect from June 01 of this year. 
Also, tariffs for regulated service of electric power 
transmission and heat generation were approved 
with effect from July 01 and August 01 of this year, 
respectively.

Expenses on payroll of SACs in the adjusted plan 
were brought in accordance with the approved tar-
iffs and wages were increased in EGRES-1 named 
after Bulat Nurzhanov LLP, EGRES-2 JSC, Almaty 
Power Plants JSC, Shardara HPP JSC and Moynak 
HPP JSC, Alatau Zharyk Company JSC by 10%.

Ratio of average salary in the Company to the 
level in the country, KZT

Minimum wage in the country

Average monthly salary of production 
personnel

2021

2021

42,500

292,092

2022

2022

60,000

383,307

2023

2023

70,000

467,325

GRI 202-1, GRI 12: Coal Sector: 12.19.2

Ratio of standard entry-level wages of women and men to the national  
level, KZT

Indicator

2023

Men Women Men Women

Salary of an entry-level employee of the company 186,000 170,000 257,000 248,000

Minimum wage in the Country 60,000 60,000 70,000 70,000

Ratio, % 310 283.3 367.1 354.3

2022
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In addition to the basic salary, in accordance with the 
Collective Agreement the Company provides for the 
following:

•• overtime pay, overtime work, work on holidays, 
weekends and at night;

•• allowances and additional payments;
•• Payments for employees engaged in heavy work, 
work in harmful (especially harmful) or hazardous 
working conditions;

•• additional paid annual vacation;

•• Compensation in the amount of three salaries is paid 
to employees upon termination of their employment 
contract or retirement.

The ratio of the minimum wage of women 
and men is 100%. Wages of men and women are 
equal. The amount depends on working conditions 
and remuneration. Thus, men may receive additional 
payments for especially harmful working conditions, 
for professional skills and other additional payments.

GRI 405-2, GRI 12: Coal Sector: 12.19.7

Ratio of salary and remuneration of women to men, %

Indicator Executive positions Specialists

Salary ratio 100 100

Remuneration ratio 100 100

Staff motivation and engagement

The current motivation system of Samruk-Energy JSC 
contributes to revealing the maximum potential of em-
ployees through the use of flexible bonus systems that 
take into account the individual contribution of each 
employee. In particular, lump-sum bonus payments 
are provided for state and national holidays, such 
as Power Engineer's Day, Independence Day, Min-
er's Day, etc., and non-material rewards and benefits 
(awards, letters of appreciation, certificates).

For example, employees who combine work and edu-
cation are granted additional leave for the period of ex-
aminations or installation sessions, preparation and 
defense of diploma projects, and final exams.

In addition, corporate awards and incentives are pro-
vided to incentivize employees. As part of the cele-
bration of the Day of the Republic of Kazakhstan and 
Energy Day, awarding ceremonies for outstanding em-
ployees of the Company were held, during which state, 
departmental, industry and corporate awards, as well 
as awards of Samruk-Kazyna JSC were presented. 
Based on the results of work in 2023, 266 employees 
of the Group of companies of Samruk-Energy JSC were 
presented for awards.

In 2023, the Center for Social Interaction and Com-
munications conducted an engagement survey among 
employees of the Corporate Center of Samruk-Ener-

gy JSC to assess the level of employee well-being 
based on four elements of well-being: health, engage-
ment, social well-being, physical and mental well-be-
ing, and financial well-being. According to the survey 
results, the overall Social Well-being Index of the per-
sonnel amounted to 43%, which corresponds to the 
‘satisfactory’ zone. The index of social peace of mind 
was 72%.

Based on the feedback received, the Company will 
form recommendations to improve the level of person-
nel well-being.

In addition, in 2023, the Centre for social 
cooperation and communications conduct-
ed a sociological survey among the pro-
duction personnel of Samruk-Energy JSC 
using the Samruk Research Services meth-
odology to analyze social stability. Accord-
ing to the survey results, the integral SRS 
indicator in our company amounted to 

59%
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Youth Policy

Diversity  
and inclusion  

To organize, improve and stimulate the activity 
of young specialists, the Company has a Youth Council 
‘Jas Energy’, which promotes their active participation 
in solving social and operational tasks, as well as con-
tributes to the development of corporate culture.

Within the framework of youth policy development, 
by the order of the Chief of Staff of the Chairman of the 
Management Board No. 12-P dated 24.01.2023, the 
Action Plan for implementation of the youth policy 
of Samruk-Energy JSC was approved and a number 
of volunteer events such as ‘Vitamin Day’ and ‘Shyn 
zhurekten’ were held. Also, within the framework 
of implementation of item 6 of the Action Plan of the 
Youth Council, ‘II Youth Forum of Samruk-Energy JSC’ 
was held on 14.09.2023, which was attended by 100 
employees of the Group of companies of Samruk-En-
ergy JSC.

Main objective: bringing together the youth of subsid-
iaries and affiliates for general organizational devel-
opment of Samruk-Energy JSC, a platform for social 
and professional development of personality through 
exchange of thoughts, experience and implementation 
opportunities.

Within the framework of implementation of the pro-
gram on development of youth policy in the Group 
of сompanies of Samruk-Kazyna JSC, 5 employees 
(CCs and subsidiaries and affiliates) completed par-
ticipation in the modular program for development 
of young leaders “Zheti Kadam”.

At the beginning of December of the current year, the 
youth activists of the Company and its subsidiaries 
and affiliates took part in the Youth Challenge of Sam-
ruk-Kazyna JSC. According to the results of this, the 
youth activists were invited to the II Youth Educational 
Forum of the Fund. At the forum, young participants 
were trained in leadership, self-diagnosis, and de-
veloped decision-making skills and emotional intelli-
gence, as well as were familiarized with the 4D-man-
agement system. 

Adaptation of newly hired young specialists

If necessary, young specialists without work expe-
rience are assigned a mentor from among the per-
sonnel of the structural subdivision. The mentor can 
be a direct manager of the structural unit or a super-
vising manager who trains no more than two new 
employees at a time. The role of a mentor includes 
informing about possible difficulties, the most com-
mon mistakes, familiarization with the procedure 
of interaction with the Company's structural subdivi-
sions and external organizations in accordance with 
the functional area of activity, explaining the norms 
of corporate ethics and rules of conduct, as well 
as providing practical assistance in work.

We adhere to the principle of equal opportunity and 
inclusion in the workplace as a key element of re-
spect for human rights. Our Company is committed 
to ensuring the socio-cultural diversity of our em-
ployees and Board members, with zero tolerance for 
any form of discrimination. Diversity and inclusion 
are critical to the long-term success of the Com-
pany, helping to attract, retain and develop talent, 
ensuring employees have the support they need 
to achieve optimal performance. An inclusive and di-
verse workforce enables us to adapt more effective-
ly to changing societal expectations and respond 
comprehensively to market changes.

We are categorically against any form of discrimina-
tion and strive to ensure respectful treatment of all 
employees and potential candidates. Samruk-Ener-
gy JSC works to create equal opportunities for ev-
eryone at every stage of career development.

Samruk-Energy JSC is guided by the principle 
of equality when hiring employees, trying to expand 

Youth councils

Youth Councils were established in the 
Group of companies of Samruk-Energy JSC 
to support the youth policy. The main 
purpose of Youth Councils is to provide 
conditions and guarantees for the 
development of youth potential in various 
aspects, including social, cultural, 
educational and professional. At present, 
youth councils operate in large subdivisions 
of the Company, such as Alatay Jastary, 
Bogatyr Komir LLP — the Council of Working 
Youth, Youth Active at EGRES-2 JSC, Almaty 
Power Plants JSC — Zharkyn Bolashak Youth 
Organization.

GRI 3-3, 406-1, GRI 12: Coal Sector: 12.19.8
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the diversity of attracted talents, and also guaran-
tees equality when promoting employees within the 
Company. This allows us to utilize different points 
of view, experience and knowledge of people of dif-
ferent genders, ages and backgrounds when imple-
menting innovative solutions necessary for business 
development. We pride ourselves on diversity with-
in our team and strive to create a positive working 
environment where every employee feels accept-
ed, respected and heard. Our employees know they 
can reach their full potential with us and feel safe 
to speak up about issues.

We strive to increase diversity at all levels of the 
Group of сompanies of Samruk-Energy JSC, includ-
ing the Board of Directors, top and middle manage-
ment. Appointments to the Board of Directors, and 
to top and middle management positions, are made 
on the basis of merit, experience, knowledge and 
skills of the candidate, which ensures balance and 
diversity of expertise.

The combination of educational backgrounds and 
professional experience, as well as the personali-
ties of the directors and staff, provides a diversity 
of opinions and a broader knowledge base.

In accordance with the Roadmap for Improvement 
of the Sustainable Development Management Sys-
tem22, the Company implemented a Non-Discrimi-
nation Policy in the first quarter of 2023.

Gender equality 

There are more men than women among our em-
ployees, which is due to the specifics of the industry 
and physical labor at the enterprises. Nevertheless, 
our Personnel Policy adheres to the seven principles 
of gender equality developed by UN Women and the 
UN Global Compact as a key element of sustainable 
development:

•• building active support for measures to ensure gen-
der equality;

•• equitable treatment of women and men — non-dis-
crimination on the basis of gender, equal treatment 
and access to training and development programs, 
career advancement and employment;

•• respect for and support of human rights and non-dis-
crimination;

•• ensuring health, safety and well-being for all em-
ployees;

•• promoting the education, professional development 
and professional growth of women in business, apply-
ing practices that promote women's empowerment;

•• promoting equality at the local community level;
•• evaluating results and publicizing successes 
in achieving gender equality.

 
We have developed an action plan and established 
Key Performance Indicators in the Sustainable De-
velopment Initiatives Plan to increase the number 
of women in the workforce and in the talent pool, 
to achieve an optimal number of women in leader-
ship positions.

In 2023, employees of the Corporate Center re-
ceived modular training under the Gender Equali-
ty Program. The program is aimed at increasing the 
share of women in management positions. In addi-
tion, employees took part in a business meeting with 
representatives of the KAZENERGY Women's Energy 
Club and a delegation from the Association of Wom-
en in Energy of Kyrgyzstan.

Also in the reporting period, work was carried out 
to appoint/elect women leaders who completed 
the Gender Equality Program to the BODs/EBs/SBs 
of subsidiaries and affiliates, as a result of which 3 
women were elected. 

On October 21, 2023, a meeting of the participants 
of the Program with the Chairman of the National 
Commission on Women's Affairs and Family and De-
mographic Policy under the President of the Republic 
of Kazakhstan Balaeva A.G. was held in Astana.

22 Decision of the Management Board of Samruk-Energy JSC Minutes No. 37 dated October 10, 2022

Employees by gender, persons

Men

Women

13,273

4,619

GRI 2-7, 405-1, GRI 12: Coal Sector: 12.19.6

Creating an inclusive environment 

We comply with all legal requirements regard-
ing the employment of persons with disabilities. 
In 2023, the Company employed 227 people with 
disabilities.
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Ensuring social guarantees and  
social stability 

Ensuring social security and creating comfortable 
working conditions for employees is one of the 
Company's key priorities. We offer our employees 
a wide range of programs aimed at improving the 
welfare and protection of employees and their fam-
ily members.

Social guarantees and benefits of Samruk-Energy JSC:

•• life insurance and voluntary medical insurance;
•• disability/disability compensation, temporary dis-
ability allowance, maternity allowance;

•• maternity/paternity leave, leave to care for a child up 
to the age of three;

•• provision of pension (in accordance with legislation);
•• financial aid for the birth of a child, for the burial 
of close relatives, as well as financial aid to relatives 
for the burial of a Company employee.

 
Voluntary health insurance programs

The Company has voluntary medical insurance pro-
grams for its employees, which include the follow-
ing:

•• 24-hour counseling and dispatch services;
•• medical coordinator;
•• round-the-clock ambulance service;
•• outpatient and polyclinic care;
•• house calls by a doctor or paramedic;
•• inpatient care;
•• additional services such as dental care and medi-
cines, therapeutic massages, insurance for citizens 
traveling abroad, and free attachment of fami-
ly members.

 
Support for pensioners and people with disabilities

Within the framework of the Sustainable Develop-
ment Policy of Samruk-Energy JSC, we assume ob-
ligations to provide social support to non-working 
pensioners and people with disabilities, including:

•• payment of lump-sum benefits to retiring em-
ployees;

•• providing financial assistance to non-working 
pensioners of the Company on national and state 

holidays of the Republic of Kazakhstan and on the 
Day of Power Engineer;

•• inviting non-working pensioners of the Compa-
ny to festive and celebratory events organized 
by the Company to provide moral and psycholog-
ical support;

•• payments, to the extent possible, of financial as-
sistance to disabled persons (who became dis-
abled while working for the Company and left 
labor activity) for medical treatment, additional 
nutrition, purchase of medicines, professional re-
training, if the disabled person needs these types 
of assistance and does not receive them free 
of charge.

 
Thus, the Company in every possible way supports 
retired employees due to reaching the age, however, 
in 2023, the Company's assistance programs, which 
are provided to facilitate continuation of employment 
and management of career completion as a result 
of termination of employment for the Group of com-
panies of Samruk-Energy JSC, were not approved.

Upon dismissal, the employer pays the employee 
on the day of dismissal in accordance with the Labor 
Code of the Republic of Kazakhstan wages up to and 
including the last day of work and compensation for 
any unused vacation. In the event of staff reduction, 
severance pay in the amount of one average monthly 
salary is paid.

Employees of the Company shall be paid a lump 
sum compensation in the amount of 3 (three month-
ly official salaries) upon termination of their employ-
ment contract in accordance with subparagraph 24) 
of paragraph 1 of Article 52 of the Labor Code of the 
Republic of Kazakhstan due to reaching the retire-
ment age established by the Law of the Republic 
of Kazakhstan “On Pension Provision in the Republic 
of Kazakhstan”.

Pension payments are made from the state budget 
and from the Unified National Pension Fund at the 
expense of their savings. The employer remits man-
datory pension contributions (MPC) payable to the 
UAPF in the amount of 10% of monthly income taken 
to calculate MPC. 

GRI 401-2, GRI 403-6, GRI 12: Coal Sector: 12.15.3, 12.14.7

Integrated Annual 
Report / 2023

16
4

164
/354

Performance 
indicators

3.Samruk-Energy 
today

1. Strategic  
report

2.



GRI 2-30, 402-1, GRI 12: Coal Sector: 12.3.2, 12.15.5

All employees of our Company are entitled to paren-
tal leave in accordance with the law. We attach great 
importance to family values and provide financial 
support to employees who have a child.

In order to analyze the level of social stability in Sam-
ruk-Energy JSC on the basis of Samruk Research Ser-
vices methodology, a sociological survey among pro-
duction personnel was conducted in 2023. According 
to the survey, the integral indicator of SRS in Sam-
ruk-Energy JSC amounted to 59%.

We provide additional days of paid annual leave for 
length of service to improve the health of our em-
ployees, actively promote a healthy lifestyle and 
partially reimburse the costs of sanatorium vaca-
tions and children's health centers to disabled and 
orphaned children of the Company's employees.

In particular, in 2023, more than 400 children of em-
ployees of the Group of companies of Samruk-En-
ergy JSC were recuperated at the sports and rec-
reation camp of power engineers in the foothills 
of Zailiyskiy Alatau at an altitude of 1,800 meters 
above sea level. In addition, the personnel of the 
Group of companies of Samruk-Energy JSC under-
went annual health improvement at the recreation 
center “Birch Grove” and in the best sanatoriums 
of Pavlodar, Kostanay and South Kazakhstan Oblast. 
Health resort treatment was also provided in vari-
ous medical and recreational complexes of the Re-
public of Kazakhstan.

We support active participation of employees 
in sports events. In the reporting period, the Public 
Association “Local Trade Union “Seriktes” held com-
petitions among the employees of Alatau Zharyk 
Company JSC in various sports, including togyzkum-
alak, chess, arm wrestling, streetball, volleyball, bil-
liards and tennis.

GRI 401-3

GRI 403-6

Collective agreement 

The Collective Agreement of Samruk-Energy JSC 
is a guarantor of protection of labor rights, economic 
and social guarantees of employees. The agreement 
regulates labor relations and promotes effective dia-
log between the Company and personnel. The min-
imum period of notification of operational changes 
under the Collective Agreement is one month.

Labor relations of employees not covered by collective 
bargaining agreements (if there is no Collective Bar-
gaining Agreement in subsidiaries and affiliates) are 
regulated by internal regulations on labor remunera-
tion and social benefits in accordance with the labor 
legislation of the Republic of Kazakhstan. Social pay-
ments and benefits provided for by collective bargain-
ing agreements include the following:

•• financial assistance for health improvement for va-
cations, childbirth, weddings, funeral expenses (for 
the employee and close relatives), treatment of pen-
sioners, emergencies, etc.;

•• financial assistance for loss of income (maternity 
leave, leave due to adoption of a newborn child);

•• material assistance due to loss of income (maternity 
leave, leave due to the adoption of a newborn child)

•• voluntary medical insurance;
•• health resort treatment for employees and children;
•• one-time incentives in connection with anniversa-
ries — 50, 60 and 70 years, expenses for festive, 
cultural and sporting events, New Year gifts for chil-
dren, etc.; 

•• loan repayment;
•• allowance for injury and loss of breadwinner.

of the Company's employees are covered 
by Collective Bargaining Agreements

97% 

Trade union organizations 

We respect the right of workers to freely choose their 
associations, join trade unions or other organizations, 
conduct collective bargaining and protect their interests 
without fear of negative consequences. The profession-
al, economic and social rights of workers are protected 
through social partnership with the participation of au-
thorized representatives. We ensure the right of em-
ployees to choose their representatives in accordance 
with the laws of the Republic of Kazakhstan. 

More than 15 thousand employees of  
the Company are trade union members
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Staff development and training 

We view personnel development and training 
as a holistic project that not only ensures the nec-
essary level of professionalism and qualification 
of employees to solve production tasks, ensure 
economical, accident-free and efficient operation 
of equipment, but also contributes to the develop-
ment of the Company's corporate culture. 

The current Rules of professional training and ad-
aptation of Samruk-Energy JSC employees deter-
mine goals, objectives, main types of training, the 
order of interaction of Samruk-Energy JSC struc-
tural subdivisions, responsibility, powers and du-
ties of employees, heads of structural subdivisions 
when organizing professional and internal training 
of employees. Implementation of employee training 
and development programs is aimed at supporting 
current and future business processes in accordance 
with individual employee development plans.

The Rules also systematize actions and procedures 
in the area of professional development of em-
ployees and efficient use of the Company's budget 
funds.

We adhere to the principle of “70-20-10” where: 
70% — self-training, 20% — internal training, 
10% — external training. The training system is fo-
cused on the effective development of skills, knowl-
edge, and competencies of employees in accordance 
with their job responsibilities.

Key areas of personnel development and training 
programs:

•• operation of coal-fired boiler/steam turbines of ther-
mal power plants;

•• “mentoring” and “training of internal trainers” train-
ings;

•• MBA and EMBA programs;
•• English language courses;
•• seminars, trainings and conferences on the func-
tional focus of personnel activities;

•• training and development of the Talent Pool.
 

Implementation of programs is provided both on-the-
job and off-the-job, with the issuance of a certificate or 
qualification certificate.

Total expenditures on employee 
training, thousand tenge

Employee training costs

Training costs per employee per year, tenge

2021

2021

306,428

22,088

2022

2022

305,137

17,373

2023

2023

440,080

24,949

Average number of training hours per 
employee in the Company on average,  
person/hour

2021
49.5

2022
35

2023
57

GRI 404-1, GRI 12: Coal Sector: 12.15.6

Average hours of training per employee by gender, person/hour

Indicator 2021 2022 2023

Men 39 41 59

Women 29 15 52
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Average number of training hours per employee by category, man/hour

Indicator 2021 2022 2023

Top Management 32.84 22.9 35

Administrative and management personnel 38.4 31.1 36

Production personnel 44.75 35.9 51

Service personnel 1.4 1.2 63

Talent and talent pool

In order to maintain and develop competitiveness, 
proactively respond to external and internal chal-
lenges, build up the potential of promising and highly 
professional employees, and nurture our own man-
agement personnel, we are developing a system 
of succession and talent management.

In 2023, there were 783 employees in the Talent 
Pool.

We form a unified personnel reserve based on the 
principles of objectivity, transparency, fairness, vol-
untariness, and efficiency and in accordance with the 
Talent Management Rules of Samruk-Energy JSC.

The Board of Directors of Samruk-Energy JSC and the 
Company's management bodies pay increased atten-
tion to formation and fulfillment of the succession 
plan for managerial positions.

The process of formation and development of the 
personnel reserve is closely integrated with the an-
nual evaluation of employees’ performance, car-
ried out in accordance with the Rules for Evaluation 
of Employees Performance of Samruk-Energy JSC, 
providing for:

•• comprehensive (summative) assessment of objec-
tives and competencies, including self-assessment, 
review of skills and capacities, evaluation and pro-
vision of directions for performance improvement 
and development opportunities;

•• quarterly interim performance review — monitor-
ing the degree of fulfillment of objectives for the 
reporting period.

Based on the assessment results, a Talent Map 
is formed, a talent pool is formed, and individual de-
velopment plans (IDPs) for reservists are developed, 
including mentoring, internship and succession pro-
grams are developed.

The results of the final assessment also serve as a ba-
sis for making appropriate decisions in the formation 
of changes in the official salary, as well as the payment 
of annual bonuses. In 2023, 121 people received per-
formance and career development assessment.

Talent Pool

In order to ensure the development 
of human resources potential in the 
Company, we implement the Talent Pool 
Program. The main objective of the program 
is to train management personnel to ensure 
continuity of management succession and 
provide employees with opportunities for 
career growth in the Group of companies 
of Samruk-Energy JSC. In 2023, six employees 
were trained on the topic “Awareness of the 
corporate value: “Fairness” according to the 
individual development plan.

Case
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Assessment of performance and career development of the Company's employees

Indicator 2021 2022 2023

Men (total) 80 69 307

Leaders 19 13 82

Managers 61 56 225

Women (total) 67 61 475

Leaders 8 5 21

Managers 59 56 454

Men (total) 54% 53% 39.25%

Leaders 24% 19% 10.48%

Managers 76% 81% 28.77%

Women (total) 46% 47% 60.74%

Leaders 12% 8% 2.68%

Managers 88% 92% 58.05%

Total number of employees who underwent regular performance and career development assessments

Percentage of total number of employees receiving regular performance and career development reviews

Interaction with the education system

In order to create a reliable talent pool, we actively 
cooperate with leading higher education institutions 
in Kazakhstan. We also participate in the develop-
ment of dual education. In addition, university stu-
dents and graduates are offered to undergo industrial 
and pre-graduation internships at the Company's en-
terprises with the possibility of subsequent employ-
ment. In 2023, 684 students underwent training and 
production practice at the Company, and 94 students 
underwent internships and apprenticeships.

Educational institutions with which the Company co-
operates:

•• Ekibastuz Mining and Technical College, State pub-
lic utility company;

•• Ekibastuz Polytechnic College, State public utility 
company;

•• Satbayev Ekibastuz College of Engineering and 
Technology Institute NJSC Ekibastuz;

•• College of Innovative Eurasian University;
•• Gumarbek Daukeev Almaty University of Energy 
and Communications NJSC;

•• Almaty State College of Energy and Electronic 
Technologies;

•• Saken Seifullin Kazakh Agrotechnical University 
NJSC; 

•• Abylkas Saginov Karaganda Technical University 
NJSC;

•• Toraigyrov University NJSC;
•• Gumilyov Eurasian National University NJSC;
•• Al-Farabi Kazakh National University NJSC; 
•• Nazarbayev University. 

In 2023

students underwent training and  
production practice at the Company   

684 

Republican Olympiad 
in physical and mathematical 
disciplines

We supported the Republican Olympiad 
in Physics and Mathematics in 2023 at the 
Almaty University of Energy and Communica-
tions. More than 60 students from 13 technical 
universities and applicants participated in the 
event. The competition included disciplines 
of electric power and thermal power engineer-
ing for students, as well as testing knowledge 
of physics and mathematics for schoolchildren. 
The winners received scholarships according 
to the established 

The winners received scholarships, according to the rules 
established 23

Case

GRI 404-3

23 Protocol of the Management Board of Samruk-Energy JSC No. 14 dated 15.10.2015
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Corporate culture and 
internal communications 

Corporate  
volunteering

We are actively working on implementing high ethi-
cal standards and creating an effective corporate cul-
ture based on the principles of mentoring, reliability, 
fairness, and professionalism.

In 2023, as part of strengthening the Company's 
corporate values, on November 29-30, 2023, train-
ing on “Effective Team Management” was held for 
26 CEO-1 and CEO-2 level managers. The main ob-
jective of this training was to realize and understand 
corporate values, form clear actions and measures 
to implement corporate values, and form a vision 
of the Company's future through joint teamwork.

In December 2023, we organized a meeting with 
the most promising employees from the Management 
Pool and the Functional Talent Pool. At this meet-
ing, they discussed issues related to the awareness 
and application of the corporate value “Fairness”. 
The meeting was attended by members of the Nom-
ination and Remuneration Committee of the Board 
of Directors.

Main channels of communication:

•• Corporate  internal portal;
•• Corporate newsletter;
•• Corporate pages in social media: Instagram, Face-
book, Twitter, YouTube.

 
Company news, information on projects and ini-
tiatives in the sphere of social policy of the Group 
of companies Samruk-Energy JSC is placed on the 
pages of social networks.

We actively develop and support various corporate 
volunteering programs to increase employee engage-
ment, strengthen the team, and achieve moral satis-
faction from doing good deeds.

Key events within the framework of corporate vol-
unteering in 2023:

•• environmental action on garbage collection — 
6 weekends (more than 24 hours);

•• charity event “Wishing Tree” for children with can-

cer — the collection was held for 2 weeks during 
New Year's Eve (more than 28 hours);

•• charity chess tournament — 3 days (more than 
20 hours);

•• “Jas Energy” youth council held a campaign “Road 
to School” — 2 weeks (112 hours);

•• collection of waste paper — 3 days (more than 
20 hours);

•• collection of food baskets for the needy as part of the 
“Shyn zhurekten” campaign during the Ramadan pe-
riod — 2 days (more than 8 hours).
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Plans for 2024 and the medium term

In accordance with our Development Strategy for 
2022-2031, we aim to become the key and most at-
tractive employer in the regions where we operate. 
Our main priority areas of development in the social 
aspect within the framework of ESG principles imple-
mentation will be as follows:

•• Conducting an engagement survey and “Samruk Re-
search Services” on an annual basis, and develop-
ing measures to increase the level of personnel en-
gagement;

•• Conducting an audit of HR processes of subsid-
iaries and affiliates in accordance with the action 
plan for implementation of the Personnel Policy of  
Samruk-Energy JSC;

•• Conducting IR audit of subsidiaries and affiliates;
•• Introduction, development and updating of adaptation 
programs for all personnel levels;

•• Introduction of mentoring for newly hired employees 
(Buddy programm);

•• Improvement of professional competencies of HR em-
ployees, including HR certification of HR employees;

•• Implementation of targeted HR processes in accor-
dance with the Corporate Standard;

•• In order to implement HR policy in the Group of com-
panies of Samruk-Kazyna JSC based on the results 
of the HR School program for implementation in 2024-
2025, the Company selected the project “Mentor” for 
implementation in 2024-2025. The Company selected 
the project “Mentorship”.

Our aspirations to systematically improve the level 
of social responsibility and management of Sam-
ruk-Energy JSC employees correspond to the princi-
ples of the UN Global Compact and include a number 
of activities:

•• increasing the level of social responsibility and fol-
lowing the principles of the UN Global Compact;

•• introduction of high ethical standards, development 
of a system of values and building a corporate cul-
ture based on trust, investment in human capital and 
professional development;

•• ensuring social guarantees and social stability in the 
Company (growth of personnel involvement, regula-
tion of social and labor relations based on the prin-
ciple of social partnership and social responsibility);

•• social security (avoiding discrimination, violations 

of human rights, observing equal rights and oppor-
tunities);

•• adherence to the principles of gender equality (in-
creasing the number of women among employees 
and in the personnel reserve, ensuring an optimal 
number of women in managerial positions);

•• controlling staff turnover, retaining internal talent 
and attracting highly professional staff (talent man-
agement, development of internal competencies);

•• development of HR branding, including introduction 
of an approach to EVP formation (employer value 
proposition) and approval of the Road Map (action 
plan) for building EVP of Samruk-Energy JSC;

•• improvement of the occupational health and safe-
ty management system and increase of its efficiency 
(transparency of reports on realized incidents in or-
der to prevent cases with more severe consequenc-
es — fatalities, accidents), increase of safety culture 
and efficiency of control of the management system.

 
Gender equality 

As part of the fulfillment of the above-mentioned 
order, we will carry out activities for women in the 
Group of companies of Samruk-Energy JSC in 2024.
This includes establishment of a women's club and 
approval of the training and development program 
for women included in the pool (women's club), in-
cluding on-the-job training (rotation, participation 
in projects, replacement of managers), professional 
courses, as well as leadership development cours-
es, work with a coach and psychologist, etc. It is also 
planned to hold conferences/information meetings/
trainings/production of social videos on prevention 
of harassment in order to raise awareness of the 
Company's employees and its subsidiaries and affil-
iates about types of pressure, harassment and other 
types of violence in the workplace.

Employment of people with disabilities

Within the framework of execution of the order of the 
Chairman of the Management Board of “Samruk-Ka-
zyna” JSC Zhakupov N.K., given at the staff meeting 
on January 29, 2024, concerning the work in the field 
of inclusion, by the end of 2024 we plan to carry out 
work on employment of 22 citizens with disabilities. 
Reports on the fulfillment of this order are sent week-
ly to the Fund.
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Mentorship

In order to implement the HR policy in the Group 
of companies of Samruk-Kazyna JSC according to the 
results of the program “HR School” for implementation 
in 2024-2025 we have chosen the project “Mentor-
ship is a mission”:

To implement the project “Mentorship is a Mission”, 
a meeting with the project team was held on January 
18, 2024. At the meetings, further stages of the pro-
gram implementation were discussed. Currently, work 
is underway to agree on a project program that pro-
vides mentoring for newly hired employees in order 
to minimize the adaptation period and training as much 
as possible.

The following phases of the program are planned 
to be implemented:

•• Identification of participants (identifying mentors 
and mentees willing to participate in the program 
according to the criteria);

•• Pair formation (formation of mentor-mentee pairs, tak-
ing into account the criteria for effective interaction);

•• Start-up session (introduction to participants, dis-

cussion of key stages of interaction and mentee de-
velopment goals);

•• Work with the mentor (regular sessions — once 
a month with a duration of 1.5 hours, interim feed-
back, support on request);

•• Summarizing the results (discussion of results within 
the pair, feedback from participants (online survey), 
“Best Mentor” contest).

The program will be implemented as instructed 
by the Fund over the next 2 years.

Rotation

During the reporting period, a meeting was held with 
the captain of the project team “Zheti Kadam”, where 
the issues of further implementation of the project 
“Staff rotation between portfolio companies of Sam-
ruk-Kazyna JSC” were discussed. At the moment, 
work is underway to develop draft rules for the or-
ganization of internal vertical rotation, which implies 
rotation within one company for further discussion 
with the project team. 
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