Ne4/2024 Xalqaro ilmiy jurnal

STRATEGIK

ISSN 2992-9032

KUCH

Matchmaking practice
in Uzbekistan

BBl Yevropada zamonaviy
oliy ta’llimning rivojlanish
bosqichi




Ne4.2024 Xalqaro ilmiy jurnal

STRATEGIK
KUCH

ISSN 2992-9032

Bosh muharrir:
Q.Q Quranbayev

Ma’sul muharrir:

A.T. Jalilov
A.SH. Bekmurodov Muassis:
A.Z. Sa'dullayev O‘zbekiston Respublikasi Yoshlar ishlari
O.A. Xasanov agentligi huzuridagi Yoshlar muammolarini
X.T. Azizov o‘rganish va istigbolli kadrlarni tayyorlash
A.S. Begmatov instituti
A.T. Jalilov
A. Kawano Tahririyat manzili:
A. Ospanova 100066, Toshkent,
E. Elmurodov Islom Karimov, 45.
K.B. Qodirov Telefon: 71-232-61-31
A.B. Yunusov E-mail: info@yomi.uz
Z.T. Luxmanova
N.O. Shodiyev
Tahririyat jamoasi:
A.T. Onorov Jurnal O‘zbekiston Respublikasi Matbuot va axborot
N.F. Xalimova agentligi tomonidan 2022-yil 11-avgust 1696-son bilan
S.H. Diyorov ro‘yxatga olingan.
Maqgolalarda keltirilgan iqtiboslar, dalillar, ragamlar
Dizayner: va ma’lumotlarning aniqgligi uchun mualliflar javobgar.
S.S. To‘rayev Jurnaldan ko‘chirib bosilganda manba ko‘rsatilishi shart.
Guvohnoma N21696. 11.08.2022. Toshkent, Islom
Karimov, 45.

2022-yil asos solingan




VXULAVIOTHAWN

Aktam ZHALILOV.
MATCHMAKING PRACTICE IN UZBEKISTAN.........ccccviiiieeenn. 3

Mugimjon QIRG‘IZBOYEV
KAMBAG*ALLIKKA BARHAM BERISH — IJTIMOIY DAVLAT
QURISH SART YO L. 10

Sardorbek DIYOROV.
YEVROPADA ZAMONAVIY OLIY TALIMNING RIVOJLANISH
BOSQUCHI . ..o e 15

CaHxap AbaoypaxmoHOB.

DEMOKRATLASHISH SHAROITIDA GENDER TENGLIKNI
OILA INSTITUTIGA JORIY ETISH MUAMMOLARI VA UNING
AN’ANAVIY MUQOBILLARI: “GENDER TENGLIK” YOKI
“GENDER UYGUNLIK”......outiiiiiiiiiiiiiiiiiiiiiiiiieeieeeeeeeeeeeeeeeeeeeeees 21

Aziz QAYPOV.

BOSHQARUV TASHKILOTLARI TIZIMIDA KADRLAR
SIYOSATI VA PERSONALNI BOSHQARISHNING
RIVOJLANTIRISH YO'LLARI. ... 32

Muslimbek ANVARJONOV.
HR BOSHQARUVNING MAZMUNI VA MOHIYATIGA OID
QARASHLAR. ..o 37

'YITHAS XKOJNAACBAEBA.
PA3BUTUE PEYN YHALLNXCA HA YPOKAX PYCCKOIO
A3bIKA B HALUMOHATIBHbBIX KITACCAX ..o 42



STRATEGIK KUCH

Ne4/2024

Matchmaking practice in
Uzbekistan

The practice of matchmaking is one of the oldest
traditions in Uzbekistan, which is a very noble and
responsible mission. It involves mediation between
the girl’s family and the young man with the aim of
obtaining the consent of the girl and her family to
marry the person represented by the matchmaker.
This practice still remains relevant and, according to
the study of public opinion in Uzbekistan, will remain
in its traditional form for a long time to come.

This chapter examines matchmaking in the
classical sense and details the main motives, tasks
and difficulties in terms of family life education.

2.1. Defining Matchmaking

Matchmaking is the art of helping people to find
suitable partners for marriage. It is a wellestablished
practice in different societies, particularly in those
with traditional ways of life, such as in Central Asian
countries. Even today in many regions of the world,
families continue to use matchmakers to arrange
marriage. Despite cultural, social, and technological
changes that have impacted this practice over the
years, traditional matchmaking remains an essential
aspect of the marriage process.

As in many countries, internet technologies and
social networks are well covered in Uzbek society,
replacing the traditional type of matchmaking.
Impersonal digital type of matchmaking provides
general information about a girl or a guy looking for
a partner for marriage. Online platforms now provide
a means for individuals to present themselves
as potential partners for marriage, sharing basic
information about their preferences and goals.
Notwithstanding the convenience offered by digital
matchmaking, it is crucial to acknowledge that
technology alone is not a guarantee of successful
marital outcomes. In fact, research has shown
that individuals may not always be forthcoming in
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their responses to online matchmaking services,
potentially undermining the accuracy of matches.
Despite the difficulties of matchmaking practice and
controversies, the classical form is still interesting
for people.

This study does not aim to describe the culture
of the Uzbek people through an analysis of the
matchmaking institution, as would be the focus
of cultural anthropology. Rather, the objective
is to examine how matchmaking influences
the marital decisions of Uzbekistan’s young
generation. The research seeks to understand the
factors that motivate young individuals to utilize
matchmaking services, despite the potential lack
of comprehensive information about prospective
spouses. Furthermore, it investigates the reasons
behind the continued reliance on matchmakers,
notwithstanding the possibility of misinformation.

A matchmaker, as defined by the Cambridge
Dictionary, is a person who facilitates the formation of
a romantic relationship or marriage between others’.
This role usually involves evaluating the suitability of
two people and arranging meetings between them
with the end goal of helping to establish a romantic
partnership or marriage.

As can be seen from the definition, matchmaking
is a traditional institution that promotes the creation of
new families. While information exchange between
members of one community or between communities
is limited, matchmaking serves as a highly effective
and beneficial process. Despite strong social ties
in traditional societies, the community still does not
have complete information about future potential
grooms and brides. Matchmaking is a noble practice
even from a religious point of view, for it implies
good intentions. This is why the person chosen as
a matchmaker often has a positive attitude towards

" Meaning of matchmaker in English. Available from: https://dictionary.cambridge.org/dictionary/english/matchmaker [accessed 15 November 2024.].
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this role since Islam clearly indicates the need for
marriage for a Muslim. A religious person, for the
sake of serving religion, often accepts mediation
between families in the name of the marriage of two
people.

Some peoples of Central Asia or Eurasia
have a more unique matchmaking practice. For
example, in Russia, although matchmaker implies
the groom’s intention to marry the daughter of the
family where the matchmaker is going, but does
not declare it. In central Russia, it is observed that
the matchmaker may visit the girl’s house under
another pretext and collect information about the
girl, rather than openly expressing her true intention.
In some regions of Eurasia, the matchmaker often
had to ransom the bride?. Among the Karakalpaks,
Kazakhs, Kyrgyz, and some Caucasian peoples, the
mission of matchmakers have a different character,
since before the matchmaking they have a bride
kidnapped. Bride kidnapping is the act of taking
a woman by force to marry and includes actions
ranging from consensual marriage with a mock
kidnapping to rape and/or forced marriage®. If there
has been a kidnapping, the matchmakers make a
visit to the girl’'s house to obtain forced approval
from her parents. Here, matchmaking is connected
by mediation between two families, so that they first
make peace, then become relatives. Since the girl’s
family usually does not approve of the kidnapping
and therefore the marriage and the happiness of the
young may remain in limbo for a long time.

In Uzbekistan, the matchmaking process is
fraught with challenges, as the mediator assumes a
significantresponsibility from the outset, inheriting the
burden from the groom’s family. The matchmaker is
entrusted with gathering comprehensive information
about the groom, encompassing his personal
qualities, familial relationships, health, knowledge,
career prospects, and plans. Additionally, they must
acquire insight into his economic circumstances and
family dynamics to formulate an informed opinion
about the potential of a new family unit. Moreover,
it is crucial for the matchmaker to understand the
groom’s intentions in order to convey this information
to the bride’s family. As a result, the matchmaker
plays a pivotal role in assessing the viability of
creating a new family.

Once thorough information has been collected
from both families, the matchmaker undertakes an
analysis to evaluate their compatibility. However,
potential issues may arise during this process if
any discrepancies are discovered during visits

or inquiries. In such cases, prompt reporting is
essential to ensure transparency and fairness.

Traditionally, a close relative of the groom’s
family is often entrusted with this responsibility, as
they are assumed to be familiar with the groom’s
family dynamics. During visits to the bride’s home,
these matchmakers typically highlight only the
positive aspects of the groom’s family. However,
this approach has been criticized for its potential
drawbacks.

It has been observed that the bride’s family
may not always receive a comprehensive picture
of the groom’s family circumstances. Furthermore,
matchmakers have been accused of deliberately
omitting or concealing negative information about
the potential groom or his family life. This lack of
transparency can have serious consequences, as
it may lead to uninformed decisions and ultimately
contribute to the growing trend of divorces. It is
essential to recognize that matchmakers may
either intentionally neglect to disclose negative
information about the groom’s family or may not
possess complete knowledge about their client’'s
personal life.

During the initial visit of the matchmakers, it is
essential to address key concerns that are likely
to interest the bride’s family. The matchmakers
typically provide preliminary information about
the prospective groom, highlighting his favorable
economic status, higher education, or successful
career. They strive to portray him in a positive light,
even if he lacks formal qualifications or a profession.
In cases where the groom has no established
career, matchmakers often emphasize the success
of his family and his amiable disposition.

For instance, if the groom is a prosperous
businessman with substantial assets such as multiple
properties, vehicles, and retail establishments,
matchmakers may focus on his wealth while omitting
any mention of potential psychological issues or a
volatile temperament. If the bride’s family inquires
about his character, matchmakers may describe
him as strict but will avoid disclosing any negative
traits, such as being irritable or abusive.

In the context of marriage considerations, families
often prioritize university education and professional
accomplishments when evaluating potential suitors.
Such information serves as a critical indicator of
a suitor’s suitability, as it reflects his intelligence
and ability to provide for the family. In addition,
positive qualities associated with a potential suitor
may enhance his attractiveness and subsequently

2Kacumosa, B. E. (2020). Putopuka aBTobuorpaduyeckoro pacckasa o cBagbbax. COopHUK cTaTeit MonoapblX y4eHbIX, NOCBsALeHHbIA 150-netuto U.
A. ByHuHa, 80-netuto punonormyeckoro dakynerera, 5-netuto ByHuHckoro obuectsa YpdY. — EkatepuHbypr: Mspatenbckuin lom «Axyp». C. 178-184.

3 Whitaker, B., Carroll, A. (2013). Bride Kidnapping in Kyrgyz Republic. Women’s Studies, Research Paper, 30 April. Available from: https://www.
academia.edu/21973256/Bride_Kidnapping_in_the_Kyrgyz_Republic (accessed 07 October 2024).
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influence the perceptions of the bride’s family, often
resulting in a favorable reception and increased
likelihood of acceptance. Conversely, negative traits
may emerge after the marriage, indicating that initial
assessments can sometimes be misleading.

When searching for a suitable partner,
matchmakers may encounter negative information
about potential brides from neighbors who, driven
by malice or self-interest, may mislead those
seeking a daughter-in-law*. Such individuals can
significantly impede progress, leading some families
to wait for years for a matchmaker’s visit. These
families often remain unaware of the underlying
reasons for the matchmakers’ avoidance of their
households. It is only after many years that the truth
emerges: that malicious neighbors had dissuaded
the matchmakers from engaging with this family,
while the daughter had been unjustly waiting for a
prospective groom.

In certain cases, issues related to a prospective
bride or her family may arise, such as health
concerns, criminal history, or other troubling
associations. When matchmakers inquire about
a girl or her family, neighbors may provide subtle
indications of these challenges. Rather than
speaking openly, they often use a standard phrase:
“We don’t know much about this family, but it would
be prudent to gather more information.” This indirect
response serves as a delicate hint, alerting inquirers
to potential concerns without explicitly disclosing
sensitive information about the girl or her family.

In the central regions of Uzbekistan, particularly
within its larger cities, the practice ofmatchmaking
exhibits distinctive characteristics that warrant
attention. During the initial stages of matchmaking,
the process often involves a diverse group of
individuals, each tasked with specific responsibilities.
Notably, one subgroup comprises women whose
primary function is to gather detailed information
about the prospective bride, her family, and the
domestic environment.

These female matchmakers engage in thorough
assessments of the bride’s household during their
first visit. They strive to observe various aspects,
including cleanliness and household organization.
Eyewitness accounts reveal that in certain areas,
matchmakers may discreetly lift rugs to check floor
cleanliness, examine the walls behind furniture, and
scrutinize the tidiness of items such as napkins and
teapots. Such meticulous evaluations are believed
to yield significant insights into the potential bride’s
housekeeping abilities and upbringing, which are
considered crucial factors when selecting a future
daughter-in-law.

This comprehensive approach to matchmaking
underscores the cultural emphasis on domestic
aesthetics and the moral character of prospective
brides within these communities. Through this
process, matchmakers aim to ensure that the
chosen bride meets the expectations and standards
of the groom’s family.

In many regions, the process of matchmaking
begins with a preliminary inquiry by the groom’s
family to gather essential information about
the prospective bride’s family before the formal
introduction facilitated by matchmakers. Relatives of
the groom, such as sisters and aunts, often conduct
a remote investigation to assess the suitability of
the bride. In some central regions, this inquiry may
take the form of a direct telephone call to the girl’s
household, during which the groom’s family seeks to
obtain fundamental details regarding the prospective
bride’s health, as well as the health status of her
parents and extended relatives.

Assured that the girl meets their standards,
the groom’s family then proceeds to engage
the matchmakers. During discussions with
representatives from the local mahalla committee,
it emerges that the inquiries made by the groom’s
family over the phone often center on specific
physical attributes of the bride, including her height,
weight, hair color, skin tone, and, in some instances,
whether she wears a hijab. This preliminary
information-gathering is crucial in determining the
compatibility of the potential bride with the groom’s
family’s expectations and cultural standards.

2.2. Matchmaking Process

In Uzbekistan, matchmaking of girls usually
begins at the age of 17, this is typical in both urban
and rural areas. There are times when unofficial
matchmakers come for a girl even at the age of
16, at least to show the intention of the guy’s family
about the desire to marry this girl.

The matchmaking process can be conditionally
divided into three types. We can conditionally
call the first type blind matchmaking when the
matchmakers do not have any information about the
girl and her family. Such matchmaking often takes
place in large cities, when several close relatives of
the future groom simply walk through mahallas in
search of a girl of marriageable age. Having made
an inquiry about the girls of the mahalla, they can
take turns entering one or more houses. When they
receive information about a girl living in a mahalla
who meets their standards, they simply knock on the
house and announce their intention. Letting them
into the house means matchmakers were expected.

After the treat, happens information exchange,

4 OHycxoH yrnu O. (2012). KywHuumnuk xaknapu sa ogo6napu. Macbyn Myxappup X.Mynaouwxyxaes. TowkeHT: TOLKEHT UCAIOM YHUBEPCUTETH,

120 6.
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and further, upon approval from the girl’s family,
matchmakers will make subsequent visits to detail
the wedding procedures.

However, often they can visit several houses not
making any open promises, and ultimately choose
one of the girls. Although this type of matchmaking
is rare, it is common for people to search for a bride
in their own or neighboring areas with no information
about potential brides.

Thenexttype maybe called targeted matchmaking
when the matchmakers have primary information
about the girl and her place of residence. However,
the girl’s family, although they are constantly waiting
for matchmakers, do not know exactly who will
visit their house. In this case, the matchmakers will
have to clarify all the details about the girl’s family,
her qualities, appearance, education, etc. Such
matchmaking is also unexpected since neither the
girl nor her parents know the family of the future
groom.

In these two types, after receiving the primary
information, the matchmakers go to the girl’s house
in the composition of three or four women. The
first visit can be characterized as an exchange of
general information. In addition to the exchange
of information, usually, a girl is called for an
acquaintance, who serves dishes or pours tea
to guests. Every step, every movement, voice,
appearance, and clothing is put under the watchful
eye of the matchmaking commission. This is one of
the obligatory rituals, the meaning of which is the
physical demonstration of the girl. This procedure
is mainly limited to such a demonstration since the
matchmakers receive basic information about the
girl’s appearance.

Obtaining approval varies from region to region.
However, the refusal of the girl's family usually
occurs in approximately the same way in all regions
of Uzbekistan. Usually, in such cases it is announced
that the girl is not supposed to get married, she
is still very young, since she still has to study for
several years. Respect for the phenomenon of
matchmaking does not allow expressing a refusal
in an open form, as this can humiliate their dignity.

If the girl's family is inclined to approve the
marriage, they give a sign of consent, although they
do not openly express their willingness to continue
the visit of matchmakers. The girl's mother (aunt,
sister) usually gives a standard response of the
following content, even if they fully approve this

marriage: “We will inform the girl’s father (or the
elders of the family), if they approve, we will inform
you. «Allah is great, he knows» or «If Allah wills,
then we'll see.»

Here it is necessary to dwell on what the
matchmakers will carry with them when visiting
the bride’s house. The first visit of matchmakers
is made without a gift package called dastarxon®.
On the second visit, matchmakers in full force bring
dastarxon, usually a package full of sweets. In
some cases, on the first visit, matchmakers carried
a dastarxon with them without knowing whether
they would receive approval or refusal. The return
of the matchmaker’s dastarxon untouched means a
complete rejection. Such an act from the girl’s family
in some way offends the dignity of the groom and his
parents. That is why visiting without a gift bag on the
first visit has become a tradition.

Receiving approval looks different, but the
replacement of the contents of the dastarxon often
indicates a positive attitude of the girl's family. In
some regions, receiving sweets from the girl’s family
in dastarxon means approval. In some regions,
receiving sweets, cookies, handkerchiefs or cloth
means complete approval. Among Tatars, a giftin the
form of a towel means approval®. After the second
visit, upon returning home, the matchmakers, having
opened the dastarxon , discover the replacement of
the contents of the package, that their mission was
a success.

2.3. Complexities of Matchmaking

Upon receiving approval in the girl’'s house on the
first visit of the matchmaker, the second time they
study the girl and her family in more detail. In some
cases, matchmakers receive additional instructions
to examine the girl if they suspect that the girl may
be hiding some physical defects.

In modern conditions of Islamization in
Uzbekistan, wearing a hijab headscarf becomes a
kind of fashion (Alimkhanova Sh. Trends of modern
Uzbek women’s clothing)’. Most girls prefer to wear
a scarf that tightly hides not only the girl's head,
but completely covers her body. If a girl, wears a
hijab that covers her body, although rarely, there
are cases when the “examination” involves the
procedure of removing clothes and examining
some parts of the body. Of course, such a thorough,
sometimes offensive examination of the girl’s body
leads to the indignation of the girl’'s family. In this
case, the matchmakers argue that for some girls,

5 Dastarxon is the material to put food, usually spread on the table or on the ground. The second meaning is a package with food, and/or sweets to
bring as a gift during the visit to someone’s house. Milovanova, E. (2018). Borrowed words in the Russian newspapers. HayuHbIli xxypHan «ymaHuTapHbIn

TpakTaT». # 128. P. 46.

¢ MuwiypuHckas, J1. W. (2011). MonoteHue B cBagebHo 06psaHOCTY TaTap-MycynbMaH NoBomkbs 1 npuypanbs (XIX — Havano XX Beka). M3secTtus
Poccuiickoro rocynapcTBeHHOro negarormyeckoro yHusepcuteta um. A. U. Mepuera. C. 34 — 42.
7 AnnmxaHosa, L. (2021). TeHaeHUMM COBPEMEHHOW Y30EKCKOW XXEHCKON oAexapbl. AKTyanbHble Hay4Hble UCCreoBaHNsA B COBPEMEHHOM Mupe. #

6-4 (74). C. 7-14.
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the hijab headscarf is worn not because of religious
considerations, but to hide bodily defects. If a
girl or her family does not have low self-esteem,
they will not allow humiliation of their own dignity.
Nevertheless, if matchmakers represent rich family,
and the girl's family expects such a groom, they
can tolerate a thorough examination. On the other
hand, the girl and her family may allow a thorough
examination in order to prove the absence of any
physical defects on the body.

However, acquaintance is usually limited to
observing the girl’s appearance and, without special
instructions, the matchmakers will not insist on
a more thorough examination of the girl’s body.
Matchmakers cannot determine the state of health
of the girl, the presence of hereditary diseases.
Internal or hereditary diseases will be determined
by interviewing neighbors, familiar mahalla activists,
etc.

So why do matchmakers still sometimes carry
out such a humiliating procedure for examining a
gir's body? These seemingly technical aspects
come from the responsibility of the mission. If, after
the wedding, it is discovered that the daughter-in-
law has any bodily defects, illnesses, the groom’s
parents can blame the matchmakers for not being
prudent. Since the family and the wedding are one
of the main events of any Uzbek family, after the
discovery of a physiological defect or illness, the
groom’s family will remain in an impasse.

They may not wish to live with such a girl for
fear that she may give birth to an unhealthy child
and, most importantly, it is not easy to divorce her in
this position. In conversations with girls, it becomes
clear that if such a thorough examination is desired,
the girl’s family sometimes does not agree and send
the matchmakers back with a complete refusal®.

In confidential conversations, unmarried girls
expressed the unworthiness of such a humiliating
check of the girl’'s body. Although such a check is
rare, nevertheless, some believe that checking the
girl’s health in terms of her imminent motherhood
is still necessary. The need to check the girl’s
health and physical handicaps is beneficial for both
parties. One example given by an employee of the
Youth Agency of one of the districts of the Tashkent
region indicates the need for such a check. An HR
employee named Gulshan Tadzhibayeva told how
they married her husband’s brother to a girl with a
problem in the pelvic-femoral bones. Parents hid this
problem from matchmakers, and after pregnancy,
the daughter-in-law began to limp. Since they

realized that a woman cannot give birth herself, they
performed a cesarean. Nevertheless, the woman
gave birth to a disabled baby, whose hair still does
not grow, and his teeth broken; the child himself is
still like a baby and does not speak. Moreover, after
continuous crying, the baby found a fracture of both
legs from the hip.

After her husband filed for divorce, the girl's
parents accused him of the fact that excessive
physical activity in her husband’s house made
her disabled. However, after the husband’s family
applied for a medical examination about the origin
of the girl’'s disease, the girl’s parents had to admit
to having a bone disease from birth®.

After learning such cases we had additional
investigation revealed a general unwillingness
among girls to undergo a comprehensive health
check as part of the matchmaking process.

Since all people want having healthy daughter-
in-law, they need full information about the health
of a future bride. According to official guidelines,
polyclinics are tasked with issuing health reports for
future bride and groom prior to marriage. However,
the process is fraught with corruption, and the
polyclinics often issue certificates without proper
examination. To prevent the birth of countless
disabled children, there is an urgent need to
eradicate corruption within polyclinics’ health report
schemes for issuing certificates to future newlyweds.
Since matchmaking is irrelevant practice to official
wedding procedures, matchmakers cannot make
official health investigations in any way. They can
ask about the health condition of a girl or rarely can
make additional checks, which is unprofessional
and not easy.

Thus, we can conclude that matchmaking is a
very serious practice in countries like Uzbekistan,
and imposes a serious responsibility on the mediator.

After carrying out all the above-mentioned dating
procedures, with the full consent of both parties to a
marriage, the second stage of matchmaking begins.
This stage consists in sending the male team of
matchmakers to agree on the technical aspects
of the future wedding ceremony. Since the further
actions of the matchmakers are not included in the
purpose of this part of our work, we will not dwell on
them in detail.

2.4. Matchmaking in Urban and Rural Areas

In the countryside of Uzbekistan, as in other
countries of Central Asia, close relatives of the future
groom usually take on the role of matchmakers.
Relatives understand the desire of the groom’s

& Several female employees at the Institute for the Study of Youth Problems were surveyed regarding their perceptions of potential body inspections
by matchmakers. The participants expressed a unanimous and resolute refusal to engage in such practices.
°® This case is derived from an interview with the HR manager of Kuyi-Chirchik District in the Tashkent Region, and we have obtained her permission

to use specific details from our discussion.
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family and thus can exchange information with the
bride’s family freely, which in the end may allow an
objective assessment of the parties.

Social ties among residents of urban areas are
not so close compared to classical mahallas.

Modern society, especially in urban areas, places
more emphasis on individualism and isolation for a
variety of reasons. As a result, city mahalla leaders
and elders may not have in-depth knowledge of all
members and their individual characteristics in the
area. That is why in this matter more attention is
paid to relatives.

However, relatives as matchmakers cannot
guarantee the right choice of a girl. The main criterion
for the success of matchmaking is the successful
continuation of the family life of young people. In
case of unworthy behavior of the daughter-in-law,
disrespect for the groom and his relatives, hereditary
or other illness, other negative tendencies, the
matchmaker also bears a certain responsibility. The
groom’s parents can contact him/her and express
their indignation.

The tradition of matchmaking in Uzbekistan has
arich history, especially in rural areas of the country.
Like all over the world, modern matchmaking
technologies and dating sites are becoming popular
in this country. However, matchmaking remains
popular in finding suitable partners. The benefits
of this practice means having detailed information
about the two families. The role of matchmakers
in urban areas, where social bonds and bonds
are waning, has become more complex. The
urbanization of society has led to an increased
emphasis on individualism and isolation, and
mabhalla leaders and elders may not have the same
in-depth knowledge of all members of a district.
Thus, the practice of matchmaking continues to
evolve along with changing social dynamics.

In the cities, the parents of potential suitors
use different methods to find and study the girl.
Universities and offices where girls work are a good
source of reliable information. Vice deans at many
universities are the primary source of information
about all girls, photos, year, place of birth, etc. It is
not for nothing that on the doors of deputy deans in
many universities you can see the inscription - «We
do not provide information about female students.»
After collecting sufficient information unofficially, in
large cities, the mothers or sisters of the guys often
visit the girl’s house long before the matchmakers
are sent. The reason for the mothers’ visit is distrust
of matchmakers and post-wedding disappointment.

In almost all regions in rural areas, matchmaking
is carried out according to the classical scheme.
All people in the village know each other, and thus,
the mission of matchmakers is to mediate between

two families in conducting wedding ceremonies.
Since girls mostly marry local boys, the elders can
determine the correspondence between two families
to each other and foresee the future of marriage.
Before the matchmaking, the intention of the
boyfriend’s family is transmitted to the girl’s family
through women’s information channels, relatives,
neighbors, etc. When two families enter into an
agreement in advance, it can be a matchmaking
service. When it comes to two families that are
more economically suitable for each other and with
the consent of the girl and the guy for marriage, the
matchmaking service will be more procedural. Since
the two families know each other, the matchmakers
will not try to get the consent of the girl’s family,
but will talk more about the organization of the
ceremony.

This also means that, with the mutual consent
of the parties, matchmakers do not bear serious
responsibility. If the matchmaker was not the
main mediator in reconciling the parties, he is not
responsible for the preservation of the marriage.
Also, he is not responsible if any problems are found
after the wedding. That is, in rural areas, people
know the health status of girls and boys, what
each family does, and when looking for brides and
grooms, people usually bypass those girls and boys
who have health problems.

Of course, matchmakers, even in rural areas
for their own protection, far-sighted matchmakers,
when visiting the girl’s family, inquire about the state
of health of the girl and the groom through their own
unofficial channels. There were cases when it was
the matchmakers who were charged if they found
out that the girl was not a virgin or the groom was a
drug addict.

Here it is necessary to note the peculiarity of
choosing a person as a matchmaker. If a guy intends
to marry a girl whose family does not approve of this
marriage, the parents of the future groom choose a
person with authority in the village as a matchmaker.
Or the guy’s family will find such a person whom the
girl’'s parents cannot refuse. This may be a relative,
colleague, classmate, boss of the girl’s father, whom
it will be difficult for the girl’s father to refuse.

When it comes to matchmaking, it is difficult to
talk about romantic feelings between the spouses.
Since matchmaking implies a planned marriage from
the very beginning, there is no need to talk much
about love between the spouses. Undoubtedly, in
the process of matchmaking, the parties will talk
about the sympathy of the future couple. Antipathy
between young people can lead to rejection even
after matchmaking. If the guy and the girl liked each
other, after further meetings they can fall in love with
each other. However, it is difficult to talk about deep
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love through matchmaking, since matchmaking is a
full-fledged mediation between families. And love is
a deep feeling, and it often rejects any mediation.

Nevertheless, matchmaking in Uzbekistan,
acquiring new forms, is preserved and transformed,
and according to experts, it will continue for many
years to come.

Conclusion for Chapter 2. This chapter has
emphasized the significance of matchmaking in
the marriage process, revealing it as an important
component of marriage preparation. The main
purpose of this study was to identify the difficulties
faced by youngfamiliesthatarose frommatchmaking,
highlighting the limitations of the traditional system
and the need for the implementation of technological
developments to improve its quality.

Matchmaking, while integral to the marriage
preparation process in Uzbekistan, is not an
adequate guarantee of marital happiness for young
couples. Moreover, its inferiority, as a result of
flawed principles and isolation from the realities of
life, has the potential to harm future families. As
evidenced by this chapter, people often place a
greater emphasis on finding a daughter-in-law who
meets their expectations, often to the detriment
of overlooking her shortcomings. In this context,
the guy’s parents are psychologically prepared to
receive positive information from the matchmakers,
yet often overlook the need to identify potential
problems. Similarly, both parties tend to conceal
negative aspects of their families, only highlighting
the positive when seeking a partner. Furthermore,
matchmaking activity is often a delicate process,
requiring sensitivity and diplomacy to establish a
common ground and avoid lost or hidden issues.

Thus, it can be argued that matchmaking
activities should be accompanied by Internet
applications in which the girl and guy voluntarily
provide all information about themselves, including
photographs, physical characteristics, life plans,
priorities, habits (including bad ones), education,
and work, income, etc.

Since the tradition of matchmaking cannot
provide complete information about the parties to be
married, this indicates an obsolete phenomenon. It
must adapt to modern realities, as evidenced by the
growth of social networks abroad that provide this
service.

Thus, it can be argued that matchmaking
activities should be accompanied by Internet
applications in which the girl and guy voluntarily
provide all information about themselves, including
photographs, physical characteristics, life plans,
priorities, habits (including bad ones), education,
and work. , income, etc.

Since the tradition of matchmaking cannot
provide complete information about the parties to be
married, this indicates an obsolete phenomenon. It
must adapt to modern realities, as evidenced by the
growth of social networks abroad that provide this
service.

In Uzbekistan, there have been many attempts
to create formal matchmaking services in the form of
private firms, NGOs and social networks. However,
such services are not welcomed in the country
because officials are concerned about the possible
connection of such services with human trafficking
through the organization of fake marriages with
foreigners.

Thus, we can say with confidence that as long
as the institution of marriage and family exists in a
traditional society, matchmaking services will exist
in various forms. Only the mahalla has every reason
to coordinate the activities of this service. According
to our conclusion, the mahalla women’s committee
should be informed when visiting matchmakers
in houses on the territory of the mahalla. When
informing the mahalla committee about the
upcoming visit of the matchmakers, the latter will
have additional information about the family they are
visiting. In any case, the mahalla committee will be
an active participant in any wedding. In the event that
the mahalla committee is invited to the engagement
ceremony without prior knowledge, and they are
aware of the family’s problems, the chairman of the
mabhalla or the women’s affairs adviser will not be
able to interfere with the upcoming wedding. They will
simply contemplate the potentially ruinous wedding.
If they inform one of the parties about the problems
of the family, they can be accused of destroying the
happiness of the young people. In order to avoid
undesired outcomes among young families it is
necessary to work in developing Applications joint
activity women’s committee and matchmakers.
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KAMBAFATTIMKKA BAPXAM
BEPULL — MXKTUMOWWU OABNAT
KYPULLU CAPU YT

Mykumxon KWPFU3BOEB,
Y36eKUCMOH XypHanucmuka eéa OMMaguli KOMMy-
Hukayusinap yHueepcumemu Cuéculi  haHnap
kaghedpacu myodupu, cuéculi ¢paHnap OoKmopu,
npogeccop

AHHOmauus: Ywby makonada Y3bekucmoHdazu kambaraniuk dapaxacu ea yHaa eqyumsiap xakuoa
€é3ub ymuneaH. Makonada b6y2yHau KyHHUH2 0on3apb MyammonapudaH Oupu marnkuH 3Mmusi2aH.
Kambarannuk Oapaxacuea Mmyannugh momoHudaH baxo bepunadu xamda MyammoasiapHu Xani smuul

YYyH equmsiap makmnugh amusaou.

Kanum cysnap: Kambarannuk, MypoxaamHoma, Y36ekucmoH, Oasnam, yopa madbup, kam
mabMUHIaH2aHnuk 0apaxacu, BMT, kambaraniuk uHOeKcu.

Kambarannuk  MKXTUMOUA  xoamca  X03upru
Aaspra kenub ymymcarnépasuin Myammo cudatna
Awab kenmokaa. CyHITM YH nunnuknapaa xankapo
TAWKMNOTNap Ba pPUBOXIAHraH MamnakaTnap
TOMOHMAAH KambarannukHU KamauTupulira Jowup
ynkaH uvwnap amanra owwvpungn. 2000 nungax
bownab kambarannWKHUHI  Tapkanuwim  UKKU
MapTa Kamautupungu. JlekuH, LyHra kapamaw,
pUBOXNaHaéTraH Mamnakatnapga xap yH KawmvaaH
OuTTacu kambarannuMKHUHE Xankapo uJerapacuaH
Tawkapuga Typubamn (bolukya avtraHga, yrnapHUHr
kKyHnuk pgapomagmn 1,90 AKW ponnapupaH o3
6ynmokga). MunnuoHna® kuwwunap aca OyHOaH
XaM 03 Kynpok Mabnar xucobura TUPUKYMIKK
KUNMoKaa. LLapkun Ba Kanybuin-LLapkuin
Ocné wmamnakatnapuga Kambarannuk — aHda
yerapanaHraHn ©6unaH AdpukaHmHr Caxapacu
XaHybuaarn mamnakartnap axonucuHMHr 42 ounsu
KambaFannuKHVHI Xyaa Xam Ofup LuapouTnapu
ocTuaa swawra maxoyp ynmokaa.

MpesngeHt WM.  MwupsuéeBHuHr  Onun
Maxnucra MypoxaaTtHoMacuaa wunrapu cypunrat
AHa 6up wkTMMoMn mMyammo — Oy Kuwwnoknapga
AxONMVHUHI akCapusT KMCMUHUHT eTapnu gapomMag
MaHbawura ara amacnuru, xap KkaHgan mamnakatga
OynraHm kabu 6u3ga XxaM kKaMm TabMUHIMAHraH
axonu karnamnapu GUsHMHr MamnakaTummuaaa xam
MaBXyanuru, ynap TaxXMWUHaH axonuHuHr 12-15
HPOUINHN — aXONUMUIHUHT 4—5 MUNTTMOHHN TaLLKWN
3TULWWK, YMapHU WXTUMOUN XMMosinaiwira Joup

BasudanapHu nnrapu cypam [1.].

Kambarannuk — 6y wyH4yaku 6Gapkapopnuk
acocuaa TUPUKYUNUK KUMULWHKW Mabnarnap 6unaH
TabMUHMAWra Japomagnap Ba pecypcnap-HUHr
eTwMacnurn amac, Ganku ynap ounuk, Tynmb
okatnaHMacnuk, TabAMMAaH 4eknaHraH xonja
donganaHmw, WKTUMOUA  OUCKPUMMHAUMSA Ba
sAKkanaHnb Konuw, LWYHUHIOEK Kapoprap kabyn
KMNUwaa UWTUPOK 3TULL UMKOHUATUHUHE WYKAUMA
kabunapga xam HamMoéH 6GynaauraH xogucagup.
Xo3uprn gaespga kaxoHga 783 MnH.JaH OpPTUKPOK
ofgamnap kambarannukKHUHE Xankapo yerapacuiaH
nactga Typubau. [OyHEHuHr 11 dhoms axonucu
HUX0ATAA Kambarannuk wwapouTuga ympry3apoH-
NUK  KMNMOKAA, COFMUMKHM Caknawl, TabfiMM Ba
caHuTapua kab wxTtumoun OGonnuknapra ara
oynuwra ymug 6unaH swamokga. 160 mnHaaH
optuK 6onanapHuHr 2030 nunrada kambarannuk
MyxuTuaa dwawm 6aopar KunmHMokaa.

Kambarannukka 6apxam 6eput BMTHuHr 2030
nunrayva 6apkapop pUBOXKIaHULLHMHI KyH TapTMbuaa
0aéH kunuHraH 17 Ta Makcagaa myxaccamnallraH.
YHOa, XycycaH, WyHOan Basudpanap KyWumrad:
“pmBOXIaHraH Mamnakarnap, anHuKca Kam puBOX-
naHraH Mamnakatnapra kambarannuk Ba YHUHT
fapua waknnapura kapLuv Kypawumi gactypu Ba
cTpaTernsinapyMHuM amanra OLMpULLHK Mabnarnap
OvnaH TabMWHNALIHM  PUBOXMAHTMPULL  YYYH
XaMKOPMMKHU cbaonnaliTmpuLl, yHra Typnu maHb6a-
napgaH nMpuk pecypcrapHu cacgapbap kunumw”.
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BMT kabyn kunran A/RES/72/233 pesontouusicn
BMTHuHr kambaFannukHM TyraTuil YYMHYM  YH
nunnurnamn (2018-2027 7iA.) 9bnoH Kunub, yHaa by
coxafda WMKKMHYM YH nunnukgarm (2008-2017 i)
ycuw cypbatnapuHu caknab konuw Basudhanapwu
KynunraH agu [4].

By coxaga aHbaHaBWA Kapawnap Tapuxra
arnaHMokaa, kambarannuMKHWU aHUKNALLIHUHT SIHIN
nHaekcnapu waknnaHmokaa. Okcdopn yHuBep-
cuteTn Tawabbycum 6GunaH BMT  puoxnaHuLw
Nonmnxacy TOMOHMAAH 3bIOH KUINMHraH kaMbarannumk
Ba WMHCOH CaNOXUATUHU PUBOXNAHTUPULL MyaMMO-
napura oupg mabpy3aga kambarannukka aHbaHa-
BUA Tap3ga éHaaluw  TyraraHnurMHu  9brioH
KMNUHaW. AHrm MabnymoTnapaa Kypcatunuiiunya,
Mamnakatrnap, XaTTOKM OunaBui XyXanuknapHu
Oon Ba kambaranra OYnMW aH4ya t3aKUYUNUKLOAH
nbopar. 2019 wnunra ouwpg rnoban Kkyn ynyosnu
kambarannuk  uHgekcn  (KYKW)  HaTwxanapw
XaM MamnakaT mymga, xam kambaran ogamnap
ypTacuaa aH4ya TEHICU3NUKNap Maexy SKaHIUIMHN
Kypcatgu. by sHrM nHoekc gapomagHu kambaran-
NUKHUHI SITOHa KypcaTkuum cudatnga cudatnia
abTUpod STManan, Oanku kKambarannukHu Y9
ynyosAa aHvKnanmau: canomativk YY4yH UMKOHUAT
(oBkaTnaHuw, Gonanap ynumu), Tabnaum (Tabiavm
ONULLHX [aBOMIAWIMIM Ba MakTabnapra karTHalw)
Ba TasiH4 9XTUéxnap (EKUNFU, SMEKT IHEPrusicu,
CaHUTapus, MYUMIIMK CyBW, MYFKKa ¢organaHu
Ba aranuik Kunuw gapaxacw) [5].

By nanmtra kenu6 aHuknanvwmya, BMTHUHr
SIHrMAaH NWNao YkunraH metogonorusicura GMHoaH
2019 AMNHWHT nioNb oMnaa kambaran ogamnapHUHT
yyZiaH UKKU KUCMU, SbHU 886 MMH. KUK gapomMas
Japaxacu ypraya OynraH mamnakartnapga swa-
Mokada. AHa 440 mMnH. kMWW gapomMag Aapakacu
nact OynraH MamnakaTtnapra TYfpu kenagw.
Taxnunnap WyHW KypcaTanky, yptTadada gapaxaja
Aapomagra ara 0ynraH Mamnakatnap xammatugaru
KaTTa TEHrCM3NuKNapHn 6epkuTnG TypuLIm MyMKUH
3KaH.

BMT TomoHugaH ypraHunrad 5,9 mnpa. ogam-
nap sgwanpgurad 109 Ta pasnatga (2021 un
xonatu) 1,3 mMnpa. ogam (ynapgaH 644 wmnH
Tacn18 éwpaH knumk ogamnap) “kyn TOMOHMNama
kambaran” gapaxacuga siuamokaa. 67 dons axonu
ypTadya pJdapomajnap ornaguraH Mamnakartnapga
swamokga. 1 mMnpAa. ogaMm O3MK-OBKaT Tanépnalu
YUYYH KaTTuK ékunfnaad donganaHmMokaa, sHa
1 Mnpg. ogam é€MOH caHuTapust LapouTtuga
dawlamokada, aHa 1 mnpg. ogam Hokynam Ba €MOH
yn-xomnnapga swamokaa. 568 mnH. ogam cudatnm
WYMMIMK CYBU MCTebMON kunmanmam [6]. By kabwu
Taxnunnap Typnv gaBnatnapHuUHT kambarannunkka
Kapwy Kypawuw cuécatvHu benrunawga myxum
axamuaT kacb atagu.

Kambarannuk macanacu Y3bekucToHga WK
6op 2020 wnunga paenat cuécatv papaxacura
KyTapungu Ba by coxaga xankapo TaxpubanapaaH
Kennd umMkkaH xonga Kucka Mygaataa HopmaTtuB-
XYKYKUI acocrap kabyn KunuHou.  AXONUHWHT
MUHUManN MXXTUMOWI CTaHdapTnapu Ba kambarannmk
yerapacu 6enrunaHgun. XXaxoH 6aHkn akcnepTnapu
xamkopnvruga 2022 avn yyyH mamnakatumusga
KOH Oowmra MUHUMMaN MCTEBbMON Xapaxarnapu
kuiAmaTtn 498 MuHr cymMHM (45 $) Tawkun aTMLWK
xucobnanan. Ywby me3soHgaH kenub  umkumo,
pecnybnvkaga wnk 6op kambarannuk papaxacu
17 cousanurn aHuknanan. SAHrm Y36eKNCTOHHUHT
TapakkMET crpaternsicura myeBoduk, 2026 wnunra
Oopub MamnakaTumuaga kambarannuk aapaxa-
cMHM 2 OapaBapra KkuckapTuvpuw  Basudacu
Genrmnangn. Kam TabMuHMNaHraH ownanap CoOHu
2019 nunpgarn 595 muHr HadapgaH 2022 nunra
Kenub 2 munnuoH HadbapgaH owan ékm 4 Gapo-
Gapra kynangm [7].

CraTucTvKa areHTIIMIMHUHT MabilyM KUnuwnya,
Vabekuctonaa 2023 mn  ydyH  xucobniaHrad
MUHMMan MCTEBLMOI XapaaTrnapu kunmatm oup
onga kuwn 6Gowmra 568 MUHT CYMHM TalUKun
atgn, Oy kambarannuk 4Yerapacu caHanagu.
Oxupru cTtaTUCTMK MabiymoTiapra Kkaparanaa,
xo3mp Yabekuctonga 1 307,8 muHr kambaran
ouna MaBxyn 60ynub, kambarannuk Japaxacu
14,1 cdbomsHm Tawkun atagn. TabKknanail >KOU3KHU,
2022 nmunpa Oy kypcatkud 17 cous agn. AbHu
TerMwnu vopa Tagbupnap camapacu  ynapok,
kambarannmk MukoopuHu 6up nun nunga 3 domnasra
kamanTupuwra myesaddak 6ynmHraH. XXopuin iun
SIKyHWUraya aca kagap kambarannuk gapaxacu 14,1
dousgarH (1 307 muHr ouna) 12 comsra (1 180
MUWHI ouna) Tywmpunmnb, 130 MUHITa SKUH ounaHwu,
SbHU 1 MINH axonMHuM kKambarannukgaH 4YnkKapuL
pexanalwutmupunam [8].

V3beknctonga xam kambarannvk gapaxacu
Xankapo Mebepun xyxokatnap Ba Oy coxagaru
MUNUA cnécat Tabcupuaa acta-CekKMHNUK ounaH
nacanmb 6Gopmokaa. XymnagaH, 2017 nungaH
bownab Oy coxa [fgaBnaT CUECATUHWMHI YCTYBOP
NyHanuwn pgapaxacura kytapungu. 2018 nungaH
oownab “2030 wunradya KambarannMKHU UKKK
MapTa KuckapTupuw” gactypu acocuga Oy coxaga
cesvnapu yrapuwnapHu —amanra  owuMpuwira
IpULLIMNAN.

Mabnymku, YsbekuctoH 2015 iun ceHtabpaa
bowka BMT ab3onapu OunaH Oup KkaTopaa
“2030 imnraya moGan kyH TapTnbu Ba Gapkapop
pUBOXMAHULL  Makcagnapu’ra KywumnraH 9au.
AHa Wy Xxankapo XxyxkaT acocupa Ty3umnrad
mMaxcyc MyBOUKNALWITMPULL KEHrawm TOMOHUAaH
V36ekncToH wapoutuaa rmoban  Makcaanapra
Mocnallysra Jouvp MyaldH uvwnap  amanra
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owmpunaun, 6y coxagarum MUINNN Makcagnap cyropungu.
Ba Oapkapop puBOXNaHWW Basudanapu uwnad Mamnakatga aHa Wy Tapuka amanra

ynkmnau. by xyxokatnap nonnxacuaa 2030 nunraya
oynraH mypnatra 17 Ta makcagnap Ba 6apkapop
pUBOXMNaHWLW Basudanapu denrvnaHan. YnapHuHr
nampgarn OovpuHunm makcag — Oy 2030 nunrada
axONUHUHI KaM TabMUWHMAHIAHANK  gapaXkacuHu
WKKM MapTara kamanTupuil, Aed antungu.

Maskyp Makcagnap cudatvga acocaH Kynu-
aarnnap éenrvnaHau:

- 03MK-OBKaT XaBCU3MUIMHM MyCTaxkamnall,

OBKaTMaHULW pPaUMOHUHW  gaxXwunaw Ba  KWLL-
NOK  XyXanurmHn — Gapkapop  puBOXIaHMLWuMra
KyMaknaLiumL;

- COffiOM TypMyLl Tap3uHW TabMUWHMAW Ba
OapyaHM KkaHOam éwra KupraHnurMgaH KkaTbui
Hasap apOBOHIIMKKA 3pULLYBUra KyMaKknaLlumLL,

- KeHr KampoBnu, agornatnu Ba cudatnm
TabMMMHU TabMuHMNaW, O6apyaHuHr OYTyH XxaéTtu
JaBoMMAa TabfMM ONULL UMKOHUATNAPWHU paF-
GaTtnaHTMpuLL;

- reHgep TEHMMUMMHW TabMUHNALL, aénnapHUHT
XYKYK B8 UIMKOHUATNAPUHU KEHFaNTUPULL;

- ©Oapkapop PpMBOXNAHMLL  3XTUEXIapuAaaH
Kenmb 4mMknb cyB pecypcrnapviHu 3XTUET KUNUL Ba
ynapaH okuroHa doviganaHuil, 6apyaHuHr COFnmK
Ba TO3anUIMHW Caknawl Y4yyH CyB pecypcnapu-
HVHI JOVMMUI MaexXygnurira spvwmw Ba y 6unad
TabMUHNALL;

- 3aMOHaBMUW, WLIOHYNW, AOMMWA Ba ap30H
aHeprust maHbanapvaaH donganaHuwra  spu-
LWMLWHX TabMUHNALW Ba Golukanap.

Mamnakatoa gaenaTHUHT kambarannukka 6ap-
xam Oepull Ba YyHW KamMamTMpuwira Aovp 4opa-
TagOvpnapu KemuHrn UKk nin nuaunga lMpesngeHT
W.M.Mnp3anées Tawabbycu O6unaH aex onaw.
2018 wmun 7 woHaa YabekuctoH Pecny6rnvkacu
Mpe3ngeHTUHUHT “Xap Oup owna — Tapbupkop”
OacTypuHU amanra owmpuLl TyFpucuaa’tm kapopu
kabyn kunuHran agu. LUyHuHroek, maskyp gactyp
WKPOCMHN amanra OLMpULl YYyH Y36eKUCToH
Pecnybnukacu NpeangeHtuHuHr 2019 nun 7 maptaa
“Xyoyonapoa axonvHu - TagOupKOpIMKKa — KEeHr
Xanb kunuw Ba ovnaBuii TaaOMpPKOPIUKHU PUBOX-
naHTUpuLLra Joup KyLIMMYa Yopa-Tagovpnap TyFpu-
cuga’™ kKapopu kabyn Kununawu. Tagbupkoprivk
TawabbycnapuHm Kynnab-kyBBaTnaw yvyH XOpui
nunga Twkopar 6aHknapy opkanu 6,2 TpUNIMoH CyM
axpartungu[2]. Maskyp mabnafnapHu yanawwtupumi
KOHWKapCu3 Tallkun 3TunraHn yuyH [lpe3ngeHT
W.M. Mwp3néeB Tawabbycu 6wunaH “Xap 6up
ouna — Tagbupkop” gacTtypu kabyn kunuHau. by
0acTyp XankumusHu ¢apoBOH STULL, WKTUMOWUN
XUMOSIra MyXTOX onnanapHu WKTUMOUN-UKTUCOAMNN
XnxataaH kynnab-kyBeaTnall makcaanapuga kaoyn
KUIMMHUO, YHUHT PyXU MHCOHMapBapsvK fosicu bunax

owvpunaéraH kambarannukka kapLuin Kypaiugaru
Ty6 Oypunuw [Mpe3vgeHt L. M. Mup3anéeBHuHr
Onunii Maxnucra MypoxaaTtHoMacuaa Kynvgarmya
ndoganaHau: “kambarannukHn KaManTupuLL
— Oy axonvpga TagOUPKOPNUK PYXUHW YIAFOTULL,
WHCOHHWHI WYKM Ky4d-KyBBaTW Ba CanoxUATUHU
TYNMK pyébra YmkapuLl, SHIM UL YpUHNapu spaTtui
GynMnya KOMMMEKC WKTUCOAMM Ba WXTUMOWNA CUE-
caTHU amanra owwupuwl, aemakaup”. WyHuHrgek,
MypoxaaTHomaga KaxoH ©OaHku, BupnaiwraH
Mwunnatnap TawWwkunoTUHUHT TapakkMET facTypu Ba
Oollka xankapo TallkunoTtnap 6unaH Oupranukga
KambarannukHu kKamamTupuwl [acTypuHu uwnad
YMKUWHK Taknud aTungm, 6y Gopaga xankapo
MebEpnap acocuga 4ykyp YypraHuwnap yTtkasuo,
Kambarannuk TyLyHYacu, YHU aHUKnaLw Me3oHapuy
Ba Oaxonawl ycynnapvHu kampab onraH sHrm
METOOOMOMMSAHN  ApaTull  No3MMNurKM  Basudoacu
kynungm [1.3].

WyHuHrgek, [lNpesvgeHTt MypoxaaTHomacuaa
Xovnapgarv  WKTUMOMI  MyaMMOSapHM  Xan
aTMwra ouvg Tagbupkopnuk  TawabbycnapuHum,

alHvKca, €wnap Ba aénnap TagoupKOPIUIMHK
Kynnab-KyBBatnaiura ycTyBop axamusaTt 6epuil, wy
Makcaada axonu Ba Tagbvpkoprapra, MUKpOMOnS
Xn3Matnapu Ba MOSUSIBUA pecypcrnapra, gaenar
xXapugnapwvra KeHr nyn ound 6epuw kabu gactypun
BasucbanapHu wnrapy cypau. WyHuHrgek, axonum
numgaH 6y coxara monun kuwmnap 6unaH TMaMMnm
nw onmb Gopub, ynapHu kacbra kawta Tanépnail

opkanu ynapHu MyHocub MW xoum  BunaH
TabMuHMawW Basudacu kypcatmnub, by makcagnap
yyyH 700 wmMunnuvoH gonnap  axpaTtuivvHK

Tabkugnab, Basvpnap Maxkamacura WKKM OR
MyL[atoa WKTUMOWI TagbupKoprnvk acocnapu Ba
YHV parbaTnaHTMpULL Yopanapy TyFpucraa TErmLIm
KOHYH TOWMXacuMHU unwnabd YMKUL, LYHUHIOEK,
XyKymaTra gasnat gactyprnapuv govpacuaa xamaa
TagOUPKOPIMKHN PUBOXMAHTUPULL Xamaa SHIU uL
YPUHU SpaTULLIHX TabMUHAALLMra AOUP ULLNapHU
XafannawTnpu Basmdacu Tonwmpunam [1.3].

AnbaTTa, x03upry gaepga kaxoHgarum Gapua
Mamnakatnapga kambarannap coHu 700 MiH.
KAWWHM  TalKun  3TMO, YMapHWHT  akcapusaTh
y3 OowmnaaH OYNMKHU KeYnmpMokaa, WKTUMOMWN
MYXTOXINUK, TabfiMM OfWLL, CaHUTapusa LLapouT-
napv, WYUMAMK CyBM  WUCTEBMON  Kunuwaa
yeknaHuw, paenatnap  kapoprapuvHu - kabyn
Knnvwaa UWTMPOK 3Ta onMachnvk kabunapra gyyop
Oynmokaa. YnmapHuWHr  Kynpok kucmu  XKaHyoun
Ocné Ba AdpukaHuHr CaxapagaH xaHybgaru
Mamnakatnapia KeHr TapkanraH.

PuBoxnaHraH mamnakatnapga aca ypTtada
aapoMagHuHr  50-60 cousmgaH kam  Mabnar
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onaétraHnap kambaran xucobnaHaau. YTraH VH
nunnukga Oy kabw kambaran kuwunap Espona
UtTndokn pasnatnapuga 16 dousHn, AKLLaa aca
13,2 dousHn Tawkmn atouM. AnbaTta, kambaran
KALUMNAPHUHT  WKTUMOMWI  xonaTtu OGolwka 6Gapya
ofamIapHUHr  (DapOBOHMUIMHWA  yculnra canoumn
Tabcup 3TMWKM Mykappap. Kambaran axonuHuHr
YCULLM WKTUCOAMA PUBOXMAHULIIA KaTTa 3apap
KenTupaaum — axonuvHUHE TOBap Ba Maxcynotnapu
coTMG onuw KOBUNUATM Kamasau, XaMUSTHUHT
Ovpoamnurira 3apap etagm, CMECUA Ba MXKXTUMOWIA
TaHIMMKNap pyi Oepulin MYMKUH, XXMHOATYUINK
Kynanvuira onvb kenaam Ba xokaso.

JlekvH, wyHra kapaman 6y coxaga ymuabaxi
ysrapuwinap xam cesunmokda: 1990 wmnpa
XaxoHgarn Mamnakatnapga 36  MnH.  axonu
KyHUra 2 pJonnapgaH kam JapomMag  xucobura
AwaraH 6ynca, 25 nungaH kenuH Oy KypcaTkuy
10 cousra, 2018 nunra kennd aca 8,6 dowusra
nacaion. Ysbekuctonga aca dakaT yTraH 6up
nin namga spum cdousra kamangn. Mamnakatga
Mpe3ngeHT hapmoHnapu Ba XyKymaTt KapoprapuHu
WXKPOCWHM TabMWUHMNALL XapaéHuaa kaMbaranimkHu
KNCKAPTUPULLHWUHT  Typnu  Aynnapu  aHuKnaHgu.
YnapHvHr  mMymga 3Hr  acocuicn — axonura
TagoupKOPNMK OunaH LWyFynnaHuw y4YyH LWapT-
WwapouTtnap spatud 6epwiu.

2022 nvnHuHT y3npa kambarannuk gapaxacu
17 cdomsgaH 14 cpousra TywraH 6ynmb, OyHaoa
XOKUM épaamuunapu 1 MnH. Hadap axonuHM kacb-
XxyHapra ykuTnb, TanbupkopnvrmHi Golwnaiira
KyMaknaliraHu, apoMaanuy uw ounan 6ana kunraHm
Myxum omun 6ynan. OngmHrn nunga 200 muHrra
AKMH TagOVpKOPNUK CyObLEeKTU TallKUI KAMWMHOW,
10 MuHITa KOpXoHa (PaonuaTU KeHranTupungu,
11 MuHrTa KOpxoHa KyBBaTuM TuknaHgu. by
vwnap 2023 wWinga xam 0aBOM 3TTUPUIMOKAA.
KymnagaH, 2023 nunga 5 munnuoH Hadap axonu
OaHONUIVHN TabMWHMAL, LWy XymnagaH, 2 MIH.
Ta OOVMUA WU YPUHINApPUHW ApaTul Basudacu
kynungu. 2022-2026 wunnapra MyrkannaHraH
AHrn  Y36eKUCTOHHUHT TapakkuéT cTpaTterusicura
MyBoduk, 2026 nun oxupura kagap mamnakataa
kambarannuk  gapaxacuHu ukkn  Bapobapra
KaManTupuLL pexxanawTupunmokaa.

2023 nn 30 anpengaa Y36ekucTtoH Pecny6rnvkacu
KOHCTUTYLIMSIHWHT SIHTM TaxpUPUHA Kabyn KUIMHULLIN
HaTXacuga Mamnakatga WwKTUMoun —aasnat
KypuLlra ouna XyKykuii acocnap xow ongu. Amanga
Kambarannukka kapLiy KypawHUHr JaBnart cMécatu

fapaxacura KyTapunuwm — 6y YabekuctoHaa
WKTUMOUN [aBnat KypunaéTraHnurngaH aapak
Oepagu.

V3bekncton Pecnybnukacu  pe3naeHTUHUHT
2023 nnn 12 nioHga kabyn kunraH “KambarannmkHm
KMckapTupuaa TaabupKopnuk cyobekTnapu bunaH
y3apo MaHaaTnn XaMKOPMUK ypHaTulira Kapa-
TunraH Yopa-tagbuvpnap TyFpucuga’tmn hapMoHM
Mamrnakatga — kambarannukHU - KMckapTupuwira
nynuga Myxum axamuatr kacd otam Ba Oy
coxafarn pasnat cuécaTuHW amarra OLUMPULLHK
XagannawTupau.

Mpe3ngeHT dapMoHura OuHoaH kambararn-
MNNKHN KUCKapTUPULLHUHE acocui nynu cudatmia
TagOUPKOPIMK  KOpXOHanapHW kajan  pUBOX-
NaHTUpuwaaH kennb 4mknb, Maxannuim XoKuUaT
opraHnapvgaH 6ownab Basvpnuk papaxacurada
OynraH opraHnap 3uMMMacura  TagbupKoprivk
cybbekTnapyHn  Kynautupuw  mwnapu  6unax
WyFynnaHuw  Basudanapu kynungn.  Myxumu,
2023-2024 nunnapga 6y coxara xamu 1 mnpg AKLL
gonnapu mukgopuaa KpeauT FNUMHUSACK OYMMULLN
pexanalwutupunam [3].

2023 wungaH 9bTMbopaH XuTon Taxpubacu
acocumpa xap Oup Bunositaa GuTTagaH TyMaHHM
kambarannukgaH Yikapuv 6yrnnya anoxmaa gactyp
kabyn kunuHgou. Kambarannuk papaxacu okopu
O6ynraH TymaHnapga nyn-TpaHcrnopT, aMekTp, anoka
Ba TYpuM3M WHMPATY3UNIMaCUHU aXLIUNaLL, KUYUK
Ba ypTa LWaxaprapHu puUBOXMaHTUPULL, Maxan-
nanapHM caHoaTnawTuMpuvra kaftra 9bTubop
6epvna Gownanan 2023 AWMIHUHT y3uga ounasui
Tapbupkopnvkka 13 Tpn cym kpeguT Ba 1,5 Tpn.
cym cybcuauanap axpatungu. KambarannukHu
KMckapTMpuw Ba OaHOnMK BasUPIIUIMHK  XankK4ur
TManmra amnaHtupuw, 100 gaH OpTUK MXTUMOWUIN
Xn3mMaTnapHu 6eBocuTa MaxannaHuHr yaumga nynra
Kyiw  y4yyH wuwrnapy ©6ownangn. ®Pakat 2022
MANHWHP y3uga 1 MNnH. Hadpap axonu kambaran-
nvkaaH uvkapunoun. 2022 nunpga Yabekuctonaa
kambarannuk 17 cdounsagaH 14 dowmsra Tywam [10].

TaxnunnapgaH KYPUHMO Typmoamku,
MpesngeHT LW.M.MupaunéesHuHr MypoxaaTHOMa-
cvja wnrapu cypunraH Basudanap Ba KaxoH
Taxxpunbacmga kambarannvKkHU aHUKMaLWHUHE SHTU
METOAOMNOrMACUHM  Nango  6ynuMwm  MyHocabatu
BunaH Y3beknctoHaa 6y MKTUMOWIA TEHTCU3IMKHI
KamanlTupuLl, kambarannuk nHaekcnapu Ba siHrmda
TyLWyHYanapuHu aHuknawl gaenat cuécatu gapa-
xacura KyTapunau.
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YEVROPADA ZAMONAVIY OLIY
TA’LIMNING RIVOJLANISH
BOSQICHI

Sardorbek DIYOROV,
Yoshlar muammolarini o‘’rganish va istigbolli kadrlarni
tayyorlash instituti doktoranti

Annotatsiya. |[Ushbu maqolada oliy ta’lim tizimining rivojlanish bosqichlari tahlil qilingan bo'lib,
Platonning Afina Akademiyasidan boshlab, Yevropa universitetlarining shakllanishi, Napoleon davridagi
“Grandes Ecoles” modeli, Gumboldt tamoyillariga asoslangan nemis oliy ta’lim tizimi, Buyuk Britaniyaning

‘liberal ta’lim” konsepsiyasi ko'rib chiqilgan.

Maqolada turli mamlakatlardagi oliy ta’lim tizimlarining o‘ziga xos xususiyatlari solishtirilib, ularning
davlat boshqaruvi va iqtisodiy taraqqiyotga ta’siri o ‘rganiladi. Bu tadqiqot oliy ta’limning joriy tendensiyalarini

tushunishda nazariy va amaliy ahamiyatga ega.

Kirish

Oliy ta’lim insoniyat sivilizatsiyasining ajralmas
gismi bo'lib, uning tarixi gadimgi yunon falsafasidan
boshlangan va zamonaviy globallashgan ilmiy
tadqgigot  institutlarigacha  rivojlangan. Oliy
ta’'limning taraqgiyoti har bir jamiyatning ijtimoiy-
igtisodiy ehtiyojlari, siyosiy jarayonlari va madaniy
gadriyatlariga mos ravishda shakllangan.

Dastlabki universitetlar falsafa va ilmiy bilimlarni
tarqatish maqgsadida tashkil etilgan bo‘lsa, bugungi
kunda ular igtisodiyot va jamiyatni rivojlantirishning
asosiy omillaridan biri hisoblanadi. Oliy ta’limning
rivojlanish bosgichlarini o‘rganish orqgali, har bir
davlatda mavjud oliy ta’lim tizimining o‘ziga xos
xususiyatlarini anglash va global ta’lim tizimlari bilan
bog‘ligligini tushunish mumkin.

Mazkur magolada gadimgi Yunoniston, Yevropa,
Fransiya, Germaniya va Buyuk Britaniyada oliy
ta’lim tizimining shakllanishi, rivojlanish bosqichlari
va zamonaviy ta’lim jarayoniga ta’siri tahlil gilinadi.
Aynigsa, Platon akademiyasidan boshlab, Yevropa
universitetlarining Uyg‘onish davridagi yutuglari,
Napoleon davridagi oliy ta’lim islohotlari, Gumboldt
universitetining ta’limga qo‘shgan hissasi va Buyuk
Britaniyaning liberal ta’lim tamoyillari muhokama
gilinadi.

Zamonaviy oliy ta’lim tizimi, texnologik taraqqiyot
va xalgaro ta’lim standarti bilan uyg‘unlashgan holda,
XXI asr jamiyatining ijtimoiy-igtisodiy ehtiyojlariga
moslashmogda. Shu sababli, ushbu maqolada oliy
ta’lim tizimining rivojlanish bosqichlarini chuqur tahlil

qilish va ularning bugungi kunga ta’siri yuzasidan
xulosalar chigarish magsad qilib go‘yilgan.

Asosiy gqism

Birinchi universitet miloddan avvalgi 387-yilda
Afinada Platon tomonidan tashkil etilgan Platon
Akademiyasa deb taxmin qilinadi. Akademiyaning
asosiy roli Platon falsafasini aks ettirib, asosiy
e’tiborni “ma’lumotli, o'gimishli” afina fuqoralarini
tayyorlashga qaratgan va quyidagi 3 ta ta’lim berish
usulidan foydalangan:

“Savoir d’etre” — NIMA — nima mavjud, mavjud
narsalarni tushunish va ma’nosini anglash (“mavjud
narsalarni bilish”, “shaxsiy xulg-atvorni bilish”-ong
orqali);

“Savoir faire” - QANDAY qilish kerak — kasbiy
ta’lim, ya’'ni kasbga tayyorlash (“Nima qilishni bilish”
yoki “amaliy ko‘nikma”-qo‘l mehnati orgali);

“Savoir vivre” - NEGA biz buni qilamiz -
jamiyatdagi o'z o‘rnini anglash (“Hayot hagida bilish”
yoki “hayot madaniyatini bilish”-tuyg‘u orqgali).

Ushbu uchta tallim berish usuli o‘rtasidagi
muvozanat “donolikka” olib keladi deb hisoblangan.
O'quv dasturi “Trivium” va “Quadrium”ga bo‘lingan.
Birinchi o‘quv dasturi “Trivium’da Gramatika,
Logistika va Retorika o'gitilgan bo‘lib, shaxsning
o'zini vafikriniganday ifoda etishga e’tibor garatilgan.
Ikkinchisida, Arifmetika (moliya uchun), Geometriya
(geografiya uchun), Astronomiya (fazoda o'z o‘rnini
bilish uchun) va Musiqa (ichki uyg‘unlikka erishish
uchun) orgatilgan. Bu yunon falsafiy fikrlari (aynigsa,
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Aristotel g‘oyalari) Yevropa jamiyatida ming yildan
ortig hukmronlik qilib, Yevropa universitetlarining
rivojlanishiga bevosita va sezilarli ta’sir ko‘rsatgan.

Dastlabki Evropa universitetlari o‘rta asrlarga
borib tagaladi. Eng gadimgilaridan Italiyaning
Padova va Boloniya, Angliyadagi Oksford va Kembrij,
Ispaniyaning Salamanka tashkil topgan. Dastlab
barcha Yevropada tashkil etilgan universitetlarning
roli ruhoniylarni tayyorlash bo‘lgan va ular Rimdagi
katolik cherkovi tomonidan moliyalashtirilgan.

Fransiyada oliy ta’limning rivojlanishi. Butun
Evropada, Uyg‘onish davrida, mamlakatni bosh-
garish uchun asosiy e’tibor diniy boshgaruvdan
(Katolik va Provaslav) mahsus siyosiy institutlar
boshqgaruviga o'tdi. Fransiyada bu tendentsiya
Napoleon tomonidan qo‘llab quvvatlangan bo'lib, u
mamlakatni boshqarishida savodi bor, o‘gigan davlat
xizmatchilar foydalanishni xohlagan. Ushbu holat
hozirgi “Grandes Ecoles” (Buyuk Maktablar) ya’ni
zamonaviy fransuz eleta universitetlarining tuzilishi
va roliga sezilarli ta’sir ko‘rsatgan. “Grandes Ecoles”
universitetlari yaxshi moliyalashtiriladi, kichikroq
sinflarga ega bo'lishadi va yuqori darajadagi
o‘gituvchilar va ilmiy hodimlarni ishga oladi.
Talabalar armiya ofitserlari magomiga ega bo‘lishadi
va eng yaxshi “Grandes Ecoles” “Politexnika” bo'lib
har doim dunyoning eng yaxshi o‘nta universitetlari
gatoridan joy olgan. Bu maktablarda bo‘lajak
elitalar — ertangi kunning yuqori davlat xizmatchilari
(haut fonctionnaires), sanoat rahbarlari, eng
yuqgori darajadagi harbiy xizmatchilar, eng yaxshi
siyosatchilar, muhandislar, fiziklar, fan olimlari
va boshqalar tarbiyalanadi. Fransiya oliy ta’lim
tizimlari juda elita va nufzli hisoblanadi, chunki
bu maktablar juda tanlab olinadi. Masalan davlat
boshqgaruvi milliy maktabi (The Ecole Nationale
d’Administration) “Grandes Ecoles”lardan biri bo'lib
1960 yildan beri 5600 nafar yuqori lavozimli fransuz
davlat xizmatchilariga va 2900 nafar chet ellik davlat
xizmatchilariga ta’lim bergan. Ushbu maktabni
butiruvchilari ko‘pincha Fransiyadagi eng yuqori
siyosiy va davlat tashkilotlariga nomzod sifatida
garaladi. Emmanuel Makron, Jak Shirak, Fransua
Olland va Jan-Mark Sauve kabi shaxslar ushbu
oliygohda ta’lim olishgan.

Bu maktablarda odatda olti yillik “bakalavr” dastur
o'qitilgan bo'lib, biznes va sanoatga ko‘proq urg‘u
berilgan. Xorijiy va mahalliy o‘gituvchilar ishga jalb
gilingan va chet tillarini o‘rgatish muhim ahamiyatga
kasb etgan. Ko'pincha o‘quv dasturiga chet elda
bir vyillik stajrovka kiritilgan. 1990-yillarga qadar
mantiq, ilm-fan va biznes tadqiqotlariga katta e’tibor
garatilgan. Ushbu kasbiy ta’lim mamlakat darajasida
foydali bo‘lgan, ammo xalqaro muammolar uchun

etarli emas edi. Ushbu muammolarni hal qilish
uchun Grandes Ecoles til o‘rgatish, Fransiyadan
tashqarida ishga joylashtirish va xalqaro masalalar
bo‘yicha ta’limga katta sarmoya kiritdi".

Grandes Ecoleslarning hozirgi o‘gitish uslubi
ko'proq “savoir faire” va “savoir d’etreni’ga asos-
langan. Tadgiqotlar universitetlar va davlat tad-
gigot institutlarida, jumladan Milliy ilmiy tadqigot
markazi (CNRS-Centre National de la Recherche
Scientifique), Milliy gishloq xofjaligi tadqigotlari
instituti (INRA-Institut National de la Recherche
Agronomique ) va Milliy sogligni saqglash va tibbiy
tadgiqotlar instituti (INSERM-Institut National de la
Santé et de la Recherche Médicale)da olib boriladi.
Ushbu institutlarning nufuzi juda baland. Masalan,
CNRS ilmiy nashrlar soni bo‘yicha dunyodagi
yetakchi tadgiqot institutidir.

Germaniyada oliy ta’limning rivojlanishi.
Nemis oliy ta’limining asosiy vakili Vilgelm fon
Gumbold (1767-1835) bo'lib, u 1811-yilda Berlinda
Gumbold universitetini ochdi va Yevropadagi eng
ilg‘or universitetga aylandi. Gumboldt universiteti
san’at va fanni, nazariya va amaliyotni
birlashtiruvchi yaxlit tizimdan foydalangan. San’at
va musiga orqali ta’lim va tizimli o‘rganish ongni
tarbiyalash uchun matematika kabi muhim deb
garalgan. Tanqidiy fikrlash qobiliyati qattiq kasbiy
tayyorgarlikdan ko‘ra muhimroq hisoblangan.
Gumbold “Bilim - bu kuch va ta’lim — erkinlik” degan
iborani shior gilgan. 1835-yilda Gumboldt vafot etdi
lekin kelib chigishidan yoki oilasidan gatiy nazar,
bilimli, o‘ziga ishongan fugarolarni tarbiyalash
g‘oyasini qoldirdi. Gumboldning yuqori saviyali,
kosmopolit, liberal ta’lim falsafasi Germaniyada
yagona muhim ta’lim g‘oyasi bo‘lib golmogda va
mintaqaviy siyosiy manfaatlar va ko‘plab turli xildagi
o‘quv dasturlari paydo bo‘la boshlagan bo‘lsa-da,
hozirgi kun maktabi va ta’lim siyosati uchun namuna
bo'lib xizmat qilmogda. Gumbold universiteti
(hozirgi Berlin universiteti) Yevropaning yetakchi
universitetlaridan biridir. Nemis ta’lim modeli dars
jarayonlarida ham, dasturlarida ham, g‘oyasida
ham fransuz ta’lim tizimidan keskin farg giladi.
O'quv dasturida “savoir-vivrning” kuchli elementi
mavjud. Ta’lim modelining muhim omili o‘qgitish
va tadgiqotlarni birlashtirib, Lernfreiheit (fransuz
modelidan farq giluvchi mustaqil ta’lim) va Bildung
(gadimgi Yunonistonning savoir-vivre falsafasiga
asoslangan)ni targ‘ib qiladi. Universitetlar davlat
tomonidan moliyalashtirilishiga va akademik erkin
bo‘lishgan. Ta'lim islohotchilari orasida Fixte va
Shleyermaxer kabi faylasuflar hamda Gumboldt
bor edi va Berlin universiteti milliy madaniy tiklanish
markaziga aylandi. Ta’limning nemis modeli butun

' Lazuech, G. 1999. L'exception frangaise: le modele des grandes écoles a I'épreuve de la mondialisation. Rennse: Presses Universitaires de

Rennes (PU)

16



STRATEGIK KUCH

Ne4/2024

markaziy, sharqiy va shimoliy Evropada chuqur
ta’sir ko‘rsatdi?.

Berlin universitetlari Gegel, Marks va Veber
kabi tanigli mutafakkirlarning yetishtirdi, ularning
g‘oyalari byurokratiya, boshgaruv va davlat boshqga-
ruvining zamonaviy nazariyalarini shakllantirgan.
Germaniyani birlashtirgan va zamonaviy nemis
davlatini tashkil qilgan davlat arbobi Otto fon
Bismark (1815-1898), Kvant nazariyasini kashf
qilib, ilmiy yondashuv orqali davlat ilmiy siyosatiga
hissa go‘shgan Nobel mukofoti sovrindori, Max
Plank (1858-1947), Germaniya kansleri sifatida
igtisodiy bargarorlik va xalqaro hamkorlik siyosatini
muvaffaqiyatli boshqargan, davlat boshgaruvida
pragmatik liderlik uslubini namoyish gilgan
Angela Merkel (1954-yilda tug‘ilgan), Rim huquqi
va tarixiga oid tadqiqotlari bilan tanilgan, nobel
mukofoti sovrindori, ilmiy ishlari davlat boshqgaruvi
va huquqiy tizimlarni o‘rganishda asosiy manba
hisoblangan Theodor Mommsen (1817-1903), ilm-
fanga oid ishlari davlat sog‘ligni saglash tizimlarini
takomillashtirishga yordam bergan Hermann von
Helmholtz (1821-1894), Diniy falsafa va ta’limning
davlat boshqgaruvidagi rolini rivojlantirishda katta
hissa qo’shgan Friedrich Schleiermacher (1768-
1834), Kvant mexanikasi va davlat ilmiy siyosatida
ta’sir ko‘rsatgan, Nobel mukofoti sovrindori Werner
Heisenberg, sil kasalligi va boshqga yuqumli
kasalliklarni o’rganib, sog’ligni saglash siyosatini
shakllantirishda muhim rol o‘ynaga, Nobel mukofoti
sovrindori Robert Koch (1843-1910) kabi turli
sohalarda davlat siyosatiga o'z ta’sirini ko‘rsatgan
mutafakkirlarning barchasi Gumbold universiteti
bitiruvchilari hisoblandi.

Buyuk Britaniyada oliy ta’limning rivojlanishi.
Nyuman (1801-1890) “Universitet g‘oyasi” kitobi
orqali Buyuk Britaniyadagi universitetlarga katta
ta’sir ko‘rsatgan bo'lib, bu kitob hanuzgacha Buyuk
Britaniya ta’limiga ta’sir ko‘rsatib, Buyuk Britaniya-
ning xozirgi zamonaviy universitetlarining g‘oyaviy
asosi sifatida qaraladi. Nyuman universitetning
asosiy magsadini “liberal ta’lim”ni ta’minlash deb
ta'riflagan, uning so‘zlariga ko‘ra, ‘liberal ta’lim
- bu barcha sohalarda hagiqatga, fanning fanga
alogasiga, ularning o‘zaro bog'ligligi va tegishli
gadriyatlariga har tomonlama qarashdir’. U ongning

rivojlanishiga ishongan va uni “sezgilar orqali idrok
etuvchi to‘g‘ri tarbiyalangan va shakllangan aql”
deb ta’riflagan®. Nyuman grammatika, ritorika,
mantiq va matematikani (geometriya, arifmetika,
astronomiya va musigaga bo‘lingan) o'z ichiga
olgan o'rta asr ta’limining liberal san’atining klassik
yunon an’anasiga murojaat gilgan (Kardinal
Nyuman jamiyati, 22).* Nyuman ushbu fanlarni
o‘rganayotgan talabalar “aqliy tarbiyaning eng
yaxshi quroli va intellektual taraqgiyotning eng
yaxshi kafolati” ekanligini e’tirof etgan, chunki
bu sohalarni o‘rgangan talaba bilimning boshqa
sohalarini ham o‘zlashtira oladi, deb hisoblangan.
Talabalar liberal ta’limni tugatgandan so‘ng, san’at
darajasini beruvchi tibbiyot kabi professional
kasbiy darajani egallashi mumkinligiga ishongan.
Keyinchalik, “liberal san’at o'quv dasturlari’ning
ushbu versiyasi fan va ilohiyotni oz ichiga olgan
holda kengaytiriigan. Ushbu g‘oyalar Oksford,
Kembrij va Durham kabi eleta universitetlarni
kuchaytirdi. O'sha davrda ko‘pgina o‘quv dasturlari
klassik edi va ilmiy yo‘nalish yaxshi o‘rgatiimagan.
XIX asr oxirida yana sakkizta universitet tashkil
topdi. Bular Liverpul, Birmingem, Manchester, Lids,
Nyukasl, Sheffild, Reading va Bristol edi. Tizim ellita
bo‘lgan va 1950-yilda atigi 20 000 daraja berilgan
bo‘lsa, bugungi kunda bu ko‘rsatkich 500 000 taga
teng. Bu vagtda ingliz universitetlari akademik rolni
o'z zimmalariga oldilar va ularni tasvirlash uchun
ko‘pincha “fil suyagi minoralari” iborasi ishlatilgan.

Ikkinchi jahon urushidan keyin, xususan,
1970-yillarda politexnika shakllanganidan keyin
oliy ta’limning doimiy o‘sishi kuzatildi. Ro‘yxatga
olish 1950 vyildagi 3,4% dan 1970 yilda 8,4%
gacha ko‘tarildi (Bolton, 2012)°. Politexnika texnik
malakani ta’minlovchi sifatida ko‘rilgan va nemis
idealiga o'xshash edi. Ko‘pchilikda tibbiyot va huquq
maktablari yo‘q edi, lekin mahalliy hudud uchun
zarur boflgan ko‘nikmalarni o‘rgatuvchi ko‘proq
kasbiy rolga e’tibor garatdi. Sanoat bilan mustahkam
aloga bor edi. Ular mintaqaviy rivojlanish va
mahalliy igtisodiy o'sishda ishtirok etuvchi mahalliy
hamjamiyatning markaziy va muhim qismi sifatida
ko'rilgan va jamiyatda kuchli kasbiy rolga ega edi.
(1-rasm)

2 Anderson, R.D. 2004. European Universities from the Enlightenment to 1914. Oxford University Press, USA.
3 Newman, J.H. 2016. The idea of a University. Create Space Independent Publishing.
4 The Cardinal Newman Society 2019 “A Rekindling of the Light: The Past, Present and Future of a Catholic Core Curriculum”, Innovate UK.

September 2008 https://newmansociety.org

S Bolton, P. 2012. Education: Historical Statistics. Standard Note. Library of the House of Commons. SN/SG/4252.
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Karerani rivojlantirish, Ma’naviy tarbiyavi
Kasbiy treninglar Ragobatbardosh tashabbuslami
orqali shaxsiy =D ishehi kuchi =D | i aniish
rivojlanish K
UNIVERSITETLAR
MAHALLIY HAMJAMIYAT

Politexnika g‘oyasi (1-rasm)

Garchi  ko'pchilik politexnika universitetlarni
yaxshi g‘oya deb hisoblasada, hukumat siyosati
ularni transformatsiya bo'lishni talab qilgan va bu
1990-yillarda “yangi universitetlar” paydo bo‘lishiga
olib keldi. Keyinchalik universitetlar soni 1990-yilda
56 ta boflgan bo'lsa, 2019-yilda 150 tadan oshib
ketdi. Bu o‘zgarishlar “eski” universitetlar va
bugungi kunda mavjud bo‘lgan “yangi” universitetlar
o‘rtasida fargni vujudga keltirdi. Ko‘pgina yangi
universitetlar hali ham politexnika g‘oyalariga amal
gilishishmoqda.

Hozirgi vaqgtda ingliz universitetining rollari
tadqiqgot, ta’lim va bilim almashinuvi sifatida ifoda-
lanadi. Bilim almashinuvi - bu “universitetlar
va biznes, jamoalar, uchinchi sektor va hukumat
o‘rtasida g‘oyalar, tadqiqotlar, tajriba yoki ko'nik-
malarni uzatishdir’. Buyuk Britaniyadagi “bilimlar
almashinuvi’ning yaqqol namunasi Innovate
UK’s Knowledge Transfer Partnerships (KTPs).
Bu Buyuk Britaniya miqyosidagi dastur bo'lib,
so‘nggi 40 yil davomida Buyuk Britaniya bilimlar
bazasida o'z aksini topgan bilim, texnologiya
va ko‘nikmalardan yaxshiroq foydalanish orqali
korxonalarga raqobatbardoshligi va unumdorligini
oshirishda yordam berib kelmoqgda. Bilimlarni
uzatish bo‘yicha hamkorlik “asosiy strategik
ehtiyojni qondirishga va biznesning rivojlanishiga
yordam beradigan innovatsion echimlarni anig-
lashga xizmat qiladi” (UKRI, 29)".

1990-yillarda Buyuk Britaniyada universitetlar
ta’lim xizmatlaridan foydalanganlik uchun to‘lovlari
joriy qilinganiga qaramay, universitetlarda o‘qish
uchun talab o‘sishda davom etmoqda. Biroq, ba’zi
yangi universitetlar raqobat uchun kurash olib

borishmoqda.

AQShda oliy ta’limning rivojlanishi.

AQShning dastlabki universitetlariga ta’limning
Buyuk Britaniya modeli kuchli ta’sir ko‘rsatgan.
1636-yilda tashkil etilgan Garvard kolleji dastlab
yosh erkaklarni ruhoniylikka tayyorlashga e’tibor
garatgan. 1701-yilda Yel kolleji va 1747-yilda Nyu-
Layt Presviterian kolleji tashkil etilgan, keyinchalik
Prinston nomi bilan tanilgan. Xuddi shunday,
Braun universiteti, Pensilvaniya universiteti va
Rutgers universiteti ham shu davrda tashkil topgan.
Ushbu o‘quv maskanlarining barchasi kichik bo'lib,
cheklangan bakalavriat dasturiga ega bo'lib liberal
san’at fanlariga asoslangan edi. Talabalar gadimgi
yunonvalotintillari,geometriya, qadimgitarix, mantiq,
etika va ritorika bo‘yicha puxta o‘qgitilgan, muhoka-
malar kamdan-kam o‘tkazilgan bo‘lsa, laboratoriya
mashg‘ulotlari mavjud bo‘lmagan. Talabalardan
yangilik va ijodkorlik emas, balki yodlash va aniq
takrorlash talab qilingan. Talabalarning aksariyati
17 yoshdan kichik edi va ko‘pchilik kollejlar bir vaqt-
ning o‘zida tayyorlov maktablarini ham boshgargan.
Sport turlari yoki yunon harfli birodarlik uyushmalari
yo‘q edi, biroq adabiy jamiyatlar faol edi. Ta’lim
narxi juda past, stipendiyalar kam edi. Talaba-
larning ko‘pchiligi ruhoniylarning farzandlari bo'lib,
aksariyati kelajakda ruhoniy, yurist yoki o‘gituvchi
bo‘lishni rejalashtirgan.

1820-yillarga kelib, yunon va lotin tillarini
zamonaviy tillarga almashtirish bo'yicha talab
ortib bordi. Ammo islohotchilar muvaffagiyatga
erishmadilar va an’anaviy qat’iy o‘quv dasturining
markaziy qgismi bo‘lgan klassik tillar Fuqarolar
urushidan keyin ham davom etdi. Burke va Hall

¢ Sweeney, D. 2018. “Shaping university research and knowledge exchang” WonkHE, April 16. https://wonkhe.com/blogs/research-england-shaping-

university-research-and-knowledge-exchange/.

7 UKRI (Innovate UK) 2019 “Knowledge Transfer partnerships”, Innovate UK. May 2019 http://ktp.innovateuk.org
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tadqiqotlarini umumlashtirgan holda Katz (1983) 19-
asr haqida quyidagi xulosalarni keltiradi:

1.  Mamlakatdagi ko'plab kichik kollejlar yosh
erkaklarning qishloq xojaligidan murakkab shahar
kasblariga o'tishini osonlashtirishga yordam berdi.

2. Ushbu kollejlar ayniqsa  ruhoniylarni
tayyorlash orqali ijtimoiy harakatchanlikni rivojlantirdi
va mamlakatning turli burchaklaridagi shaharlarga
Jamiyat yetakchilari sifatida xizmat qiluvchi kadrlarni
yetkazib berdi.

3. Elita  hisoblangan  kollejlar ijtimoiy
harakatchanlikka nisbatan kam hissa qo‘shgan
bo'lsa-da, boy oilalar va bir nechta maxsus eleta
guruhlarning farzandlarini o‘qitishga e’tibor qaratdi.
Ayniqsa, Sharqiy elita kollejlari, jumladan, Garvard
universiteti,  shimoliy-sharqiy —hududlarda katta
siyosiy va iqtisodiy qudratga ega bo‘lgan elita
guruhlarning shakllanishida muhim rol o‘ynadi®.

AQShda 20-asr boshlarida 1000ga yaqin kollej
faoliyat ko‘rsatgan bo‘lib, ularda 160,000 talaba
tahsil olgan. Kollejlar sonining keskin o'sishi aynigsa
1900-1930 va 1950-1970 yillar oralig‘ida kuzatilgan.
Davlat universitetlari kichikrog, 1000 dan kam talaba
o‘gigan muassasalardan 40,000 dan ortiq talaba
sig‘diradigan yirik kampuslarga, shuningdek, shtat
bo‘ylab hududiy filiallarga ega tizimlarga aylangan.
Keyinchalik bu hududiy kampuslar bo‘linib, mustaqil
universitetlarga aylangan.

K-12 ta’'limi kengayishi tufayli har bir shtat
o‘gituvchilar kollejlarini tashkil qildi, bu jarayon
1830-yillarda Massachusets shtatidan boshlangan.
1950-yillardan keyin bu kollejlar davlat kollejlariga,
so‘ngra keng o‘quv dasturiy yo‘nalishlarga ega
davlat universitetlariga aylangan®.

Goldin va Katz tomonidan olib borilgan tadqi-
gotlarga ko‘ra, AQShda oliy ta’lim tizimining tarixiy
rivojlanishidan  kelib  chigadigan tendensiyalar
bugungi kunda ham davom etmoqda. Xususan,
xususiy ta’lim muassasalari ustun bo‘lgan shtatlar,
o‘tmishda davlat tomonidan kam qo'llab-quvvat-
langan bo'lsa, hozirda ham shunga o‘xshash
holatda qolmoqda. AQSh ittifogiga erta qo‘shilgan
shtatlar (masalan, Sharqiy Sohil shtatlari) 20-asr
boshlarida oliy ta’limga kam mablag‘ ajratgan va
davlat kollejlariga past qabul darajasiga ega bo‘lgan.
Ushbu tarixiy model hozirgi kunda ham davom
etmoqda, natijada ushbu shtatlar boshqga shtatlarga
nisbatan davlat tomonidan kamroq subsidiyalar
olmoqgda va davlat kollejlarida talabalarning kamroq
gamrab olinishi kuzatilmoqda.

Tadqigotchilarning ta’kidlashicha, tarixning ta’siri

oliy ta’lim tizimining hududiy ko‘rsatkichlarida katta
ahamiyatga ega. Shu sababli, dastlabki o‘rnatilgan
tizimlar va ularning rivojlanish dinamikasi davlat
miqgyosidagi hozirgi oliy ta’lim gamrovi va davlat
subsidiyalari migdoriga bevosita ta’sir ko‘rsatmoqda.
Tarixiy o‘zgarishlar va rivojlanish yo‘nalishlari
bugungi kunda AQSh oliy ta’limining mintagaviy
rivojlanishida hal qiluvchi rol o‘ynaydi.

Universitetning tadqiqotdagi roli (Savoir
D’etre) juda ham dolzarb masala hisoblanadi.
Insonlarning ilmga bo‘lgan izlanishlari hech gachon
kamaymaydi va ta’lim olishga, tadgiqot o‘tkazishga,
malaka oshirishga bo‘lgan talab, intilish, mavjudligi
tufayli universitetlarga bo‘lgan ehtiyoj oshib bora-
veradi, shuning uchun ham universitetlar o‘zida aqlli,
iste’dodli va yaratuvchan fikrlaydigan shaxslarni
jamlaydigan muhim bir ilmiy xazinalar ombori
sifatida garaladi. Bunday joyda ilmiy, intellektual
hamda madaniy rivojlanish uchun barcha sharoitlar
mavjud bo'lib, ular jamiyatning taraqgiyoti uchun
muhim ahamiyatga ega. Shuning uchun ham
universitetlar ushbu rolni saglab qolish, qolaversa
yanada rivojlantirish uchun raqobatga kirishishlari,
yangi innovatsiyalar joriy gilishlari kerak. Fransiyada
ko‘plab davlat va nodavlat ma’lum sohaga ixtisos-
lashgan ilmiy-tadgiqot institutlari mavjud. Buyuk
Britaniyada ko‘plab kompaniyalar o‘zlarining ilmiy-
tadqigot departamentini tashkil etmoqda, chunki o'z
tasarrufida bo‘lgan tashkilotni boshgarish va tartibga
solish osonroq deb hisoblashadi*'.

Xulosa

Zamonaviy oliy ta’limning rivojlanish bosqichlari
tarixiy va mintagaviy o‘ziga xosliklarga ega bo'lib,
har bir mamlakatning ijtimoiy, siyosiy va iqti-
sodiy ehtiyojlariga mos ravishda shakllangan.
Yunonistonning Platon akademiyasidan boshlab,
Evropa universitetlarining dastlab diniy markaz
sifatida tashkil topishi, keyinchalik esa ilm-fan va
kasbiy tayyorgarlikka yo‘naltirilishi ushbu rivojlanish
jarayonining muhim bosgichlarini tashkil giladi.

Fransiyada oliy ta’limning rivojlanishi davlat
boshgaruvi va sanoat rahbarlarini tayyorlashga
garatilgan elita universitetlari — “Grandes Ecoles”
tizimi  orgali shakllangan boflsa, Germaniya
Gumboldt modeli asosida akademik erkinlik va
tadqgiqotga katta urg‘u beruvchi universitet tizimini
yaratdi. Buyuk Britaniyada esa Nyuman g‘oyalari
asosida “liberal ta’lim’ni ta’minlashga yo‘naltirilgan
universitetlar rivojlangan bo‘lib, bu tizim keyinchalik
ilmiy tadqigotlar va sanoat bilan hamkorlikka
asoslangan universitetlar shakllanishiga olib keldi.

8 Katz, M. 1983. The Role of American Colleges in the Nineteenth Century. History of Education Quarterly, 23 (2): 215-223. doi:10.2307/36810.
° Wikipedia “Rise of US Universities” https://en.wikipedia.org/wiki/History_of higher_education_in_the_United_States.
% Goldin, C. and Katz, L.F. 1999. The shaping of higher education: the formative years in the United States, 1890 to 1940. Journal of Economic

Perspectives, 13 (1): 37-62.

" Moscardini, Alfredo O., Rebecca Strachan, and Tetyana Vlasova. “The role of universities in modern society.” Studies in Higher Education 47.4

(2022): 812-830.
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XX asrda oliy ta’lim tizimi texnologik taragqiyot va
globalizatsiya ta’sirida yanada diversifikatsiyalandi.
Politexnika universitetlari texnik va kasbiy ta’limni

ommaviylashishiga hissa qo‘shdi. Hozirgi kunda
oliy ta’lim tizimi global raqobat sharoitida yangilanib,
innovatsion yondashuvlar va xalqaro hamkorlik

kuchaytirgan  bo‘lsa, 1990-yillardan  boshlab
yangi universitetlar shakllanib, oliy ta’limning

orqali yangi bosgichga chigmoqda.
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AHHOmMauyusi: B cmamee aHanu3upyromcs amaribl pa3sumusi cucCmeMbl 8bICLIE20 0bpa3osaHus,
HadyuHasi ¢ AcpuHckol akademuu [lnamoHa, cmaHoerneHusi esporielckux yHueepcumemos, Mooesnu
«Grandes Ecoles» e arnoxy HarnoneoHa, Hemeukol cucmembl 8biclie20 0bpa3oeaHusi, 0CHO8aHHOU Ha
npuHyunax 'ymbone0ma, u KoHuenuyuu «ubepasnbHo20 obpaszogaHusi» 8 BenukobpumaHuu.

B cmambe cpasHusaromcsi 0cObeHHOCMU cucmeM 8bicuie20 0bpa3osaHusi 8 pasHbIX cmpaHax U
paccmMampusaemcs Ux 8/usiHue Ha 20Cy0apCcmeeHHOe yrpaesreHue U 3KOHOMUYeckoe pasgumue. [JaHHoe
uccriedogaHue UMeem MmeopemuyecKoe U MpaKkmu4yeckoe 3HayeHue Ol MOHUMAaHUS CO8PEeMEHHbIX
meHdAeHyul 8 cghepe 8bicuie2o 0bpa3osaHus.

Annotation: This article analyzes the stages of development of the higher education system, starting
with Plato’s Academy of Athens, the formation of European universities, the “Grandes Ecoles” model
during the Napoleonic era, the German higher education system based on Humboldt’s principles, and the
concept of “liberal education” in Great Britain.

The article compares the specific features of higher education systems in different countries and
examines their impact on public administration and economic development. This study is of theoretical
and practical importance in understanding current trends in higher education.
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[JeMokpaTnawuw lwapoutmaa reHgep
TEHINMUKHN OnNa MHCTUTYTUra XKOPUN
3TULI MyaMMOJapy Ba YHUHI aHbaHaBUM
MYKOOUnnapu: “reHaep TEHIMUK’ éKn
“reHpep yWryHnuK”

CaHxap AGaypaxMOHOB,
Ewnap myammonapuHu ypaaHuw ea ucmuk6omniu
kadpnapHu  malépnaw  uHcmumymu — masiHy
dokmopaHmu (PhD)

Annotation. YuwbymakonadamyannugnubepannawmupuwwapoumudazeHOep meHaaauwmupuliHUH:
ousna uHcmumymuea mabCUpUHU maxsaun amaodu. LllyHuHadek, ouna uHcmumymuaa HucbamaH eeHoep
meHanawmupuwHU XXopuld amuw MyaMMosapu ea yrnapHUH2 aHbaHasul MykKobunnapu KuécaH
ypeaHundu. Makonada “eeHOep Mygo3aHam” KOHUEMUUSICUHUHe “2eHOep meHenuk” KoHuenuusicuaa

MyKobus cugpamudaeca axamussmu maxsaus Smusou.

Kanut cys3nap: nubepannawmupuw, 2eHOep MeHamuK, ouna uHcmumymu, 2eHOep Mygso3aHam,
Kaldpusimnap mpaHcgopmayusi, ounna UHKUPO3U, aHbaHasul MyKoburinap

Knpuw. MyansaH gaspgarm TapakkMér 6ockuum
(MogepH Ba nocT mMogepH AyHE Tanabnapu OGup
OvpuaaH dapk kunagm) dakat wy 60CKMY yYyHrMHa
XoCc OynraH TanabnapHu unrapu cypagu. Ywoy
Tanabnap pYBOXMAHULLIHUHI MyalsiH Japaxacura
apuWraHnnkHn Genrnnab GepyB4n Me3oH xampa
Kypcatrudy moxusatura ara Oynagun. AnHu nantga,
TapakkMET Tanabnapu YHWHr ongupa TypraH Ba
MabllyMm Japaxkara 3puLLInLW YyYyH TYcuK bynaétraH
MyaMMOIapHW xan aTulira kapatunraH 6ynagu.

ByryHru rmoban  TapakkMéT  Tanabnapwu
(aemokpatnawTnpum, nubepannawTMpuLl, reHaep
TEeHrnuK, 6030p MyHocabatnapu) ymymbaluapui
Tamomunnap papaxacura ara 06ynub, ynapra
puos KunuW xaxoHgarn Oapya Mmamnakatnap
YY4YH YMyMMaxOypuii axamusT kach atagu. Xap
OMp MamnakaTHWHI >kaxoHZarn YpHW MaHa LWy
TanabnapHn GaXapuwHW  KaH4Yanuk  yaganan
onuwwura Gofnnk 6ynub kongw. bav3anpga OyHoan
Tanabnap aHbaHaBuiA WXTUMOUM MyHOocabaTtnap
Ba WHCTMUTyTNapra acocnaHraH mamrakartnap
ongura wyHaan MyamMmOnapHW Wirapu cypaguiku,
ynapHu aHbaHaBuMINUK 0asacmpa xan aTuL xyga
KECKMH Ba 3VAAMATIM MyaMMOSapHU xaMm Kentupuo
unkapagn. Amanga  MOoAepHM3auus  kapaéHu

aHa WyHOaM MyaMMOMapHUHI ONAuHWM onuLira
Ba xan aTvwra kapartunca-ga, wy 6wunaH ©Oupra
y KamMusT  GapkapopnUrMHM  TabMUHMALW  YYYH
MablyM Japaxaja aHbaHaBui MyHocabaTtnap Ba
WHCTUTYTNapHu caknab konvwra uHTunagu. Acnuaa,
MOZepHU3aLMsa aHbaHaABUNNK Ba 3aMOHaBUATMKHA
MyBO3aHaTra Kentupuiira kapaTuinraH xxapaénaump.
Bupok 3amMoHaBuN TapakkWMéT wunrapu cypaétraH
Tanabnap >xamusaTHW Ba YHUHI Gapya coxanapuHu
AHTMMNALWHK, Y3rapTUPULLHM XaM Tako30 3Taauku,
Oy MogepHM3aLWs XapaéHUHM amanra olmMpaéTraH
MamIrakaTnapga KeckmH 6axc maB3ycura annaHraH.

AHa wyHpa Gaxcrnap Mapkasuga, ly6xacus,
reHgep TEHIMUK Macanacu Typubau.

TagkukoT MeToanapwm

Yw6y Makonaga TapuXuMUNuK, Takkocnall,
AedyKuMs, WHOYKUMS,  XyXokaTnapHu  ypraHuu,

CTATUCTMK MablymoTnap Taxunu Kabu TagkukoT
ycynnapuaaH KeHr oornganaHungn.

TagKUKOT HaTuXanapu

“TeHgep TeHrMUK® KoHUenuusacy (PemMuHn3M)
MoZepHU3M Maxcynu 6ynub, Hasapun Ba amanui
XuxataaH pyUBOXITaHWULLAA OAaBOM STaéTraH xamaa
noctMogepH JAyHéga swab «kenaéTraH HOED
deHomeHaup. Y BGapya WMXTMMOWIA XapaéHnapra,
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Tapuxun  TapakkMétra MOepHU3M pyxuaa,
aHbaHaBUNITMKHN MHKOP 3TULI HyKTau HasapuiaH
éHgowaan. “feHagep TEHMMUK' KOHUEMUUACUHWUHT
WKTUMOUKN-hancapuin -~ MOXUATU  TapakKKUETHU
OyTKyn HoofaTWi Ba HOCTaHAAPT (aHTUNaTpuapxarn,
aHTU(apKak)MacKkynvH) kapawnap, Tamouunnap
TM3nMmMZa kypub uvmkMwn Ba kKanTa Oaxonawumga
HaMOEH 6ynno, dancadunn-meTog0n0rmK
XuxatoaH aHbaHaBWuA  KapalunapHuUHT - OyTyH
Oup Tu3MMMra kaplim nosvumsiga Typagu. Xyaau
MaHa LWy xonaTt reHgep MyamMMOCWUHWHI Ha3apuii-
dancaduin KOHTEeKCTAa MHCOHUAT onauaa Typrad
gon3apb MacananapugaH Oupura — annadraH-
nurnHn kypcatagn. Konaesepca, (heMnHUCTNapHUHI
dukpnya, y amanumétga WMHCOHUAT TapakKUETUHU
XapakaTnaHTUpyBYM acoCuii Ba Xan KUIyBYM,
xap Oup MamnakaT ydyH 3ca MogepHu3auus
KapaéHuVHUHr  TakaupuHu  Genrunab  Gepysum
eTakym omunnapgaH oupu 6ynub konmokaa. byTyH
MHCOHUAT, MammakaTtnap, MHCOHNap TakaMpu MaHa
LY OMWITHUHI WXTUMOUN XaéTaa akc aTull Japa-
Xacura 6ornuk 6ynnb konaw.

leHoep amManuMeTMHUHT xaxoHaa, XycycaH, Fapb
OyHécuaa apullraH KTYK Ba KaMuunuknapuaaH
kennb 4mMknub, aHbaHaBUKW XamusTrapga reHgep
MyHocabaTtnapHu WwaknnaHTMpuw 6opacuga 6abam
NyHanuwnapHu 6enrnnab onuw xam MeToaororuK,
XaM Hasapun-amanuim axammsitra ara.

WMxTumonn xaétaa renHgep MyHocabatnapHw,
XyCyCaH, reHfep TEHIMUKHW TabMWHAALL MYXUM
npuHUMnuan Moxusat kach stagu. AWHaH reHaep
TEHIMMK OEMOKPATMK TapaKKMETra 3puULLraHSTMKHUHT
Ba (PyKapomnuK XamMusaTWM  LUaKIaHraHIUIMHUHT
MyXMM  Me3oHNapugaH Oupn 6ynub  konaw.
LWyHUHr y4yH “OyryHrM KyHaa mnOCTCOBET MaKOHW
Mamnakatnapuaa, wy katopu Mapkasun Ocuéna
reHgep MyaMMOocCu Mypakkab WXTUMOWIA-
MKTUCOOUA Ba CMECUMMA Myammora avnaHaun. YHu
Xan aTvW WKTUMOWIN XaéTHUHT Bapya coxanapuHu
GapkapopnawTnpagu, ynapHu MyBadakuaTn
ModepHu3auus  kunuwra — épgam  Gepagn.™
Bupok MopepHuzauusa wapoutuga Ekum  yHAaH
Oowka xonatnapga reHgepra 0Oapya WXTUMOWIA
MyaMmmonapHuHr — “kanut”  cudatmga  Kapaw,
OM3HUHT  duKpUMKM3yYa, Oup TOMOHMaManuk Ba
coppanukanp. MyaMMOHUHI Mypakkabrnuk Xunxatu
LWIYHAAKW, XaMuAT xaéTuaa reHaep MyHocabatnapHm
amManga LWaknnaHTUpuL KyH TapTubura OFpuKnu
caBonnapHu Kymmokaa. ANTULL MYMKUHKK, OyHaan
CaBOMMNapHUHI  Mapkasuga reHgep  TEHMNuK
mMacanacu Typubau. [eHgep KOHTekcTAa Ba
topuank npouenypaga MacanaHuHr MOXUATU aHVK.
Bupok mxTmonn Gapkapopnuk KOHTEKCTMAA 3ca,

yMyMaH, bollkada maH3apa HaMoEH 6ynagum. Yoy
KOHTEeKCTAa reHaep TeHrMWKHU Kandan TYLYHMOK
Ba KaHOan KynnamoK kepak? YMyMmaH, WXTUMOUM
XaéTra ywoby TEHIMUKHU Snnu Ba TYMUK XOPUK
KnnuL kepakmn? bruonoruk oapknapra acocrnaHraH,
00beKTMB Tap3ga aman KunaguraH WKTUMOWN
MyHocabaTtnapHuUHr 6ab3n coxanapura xam YyHu
onunb kvpuw waptTMn? Y y3u kentupub udmkapran
MyaMMOMnapH1 xan aTtuwra kogupmm? Ekn reHaep
Fapb 6ynmaraH xxamuatnap (MacanaH, UCNOM AVHU
XYKMPOH BynraH >xxamusitnap) 6unaH komnpomuccra
apuwa onagumn? by kabw casonnapra xaBob
Gepuw gonsapb axamusTra ara.

By 6opagaPoccusanukcounonoronvma CeetnaHa
Moop y3uHur “3amoHaBuii  Xamuatoa reHagep
TagKukoTnapu” HoMnu Makonacuza AHMmuUanuk
onumMa bettn ®pupaHHUHT WyHAanm dUKpnapuHmi
kentupagun: “TeHrnuk” NpUHUUAN XKaMUSTHU ENFOH
Makcagnapra eTaknab, 9pkaknap Ba aénnap
ongura 6up-bupura yxwamaraH, KynrmHa xonnapga
aca xan atmb bynmanguran BasudanapHu kysgoun.”?
(MacanaH, 6030p MyHocabaTtnapu LwapouTugaru
MexHaT TakCMMOTU YW Xyxanuruga kaHgan aman
Knnagu €ku YFun Ba Ku3 OonanapHuWHI reHgep
WXTMMOMNNALLYBW XapaéHura yrnapHuVHI Gromnoruk
dapknapy Tabcuprapu kaHgah xan KunuHagn?
Exyn aénnap Ba spkaknap Maxcyc axpaTtunaauran
TysunManap(apmus, xasoHu yTalwl >xonnapu)
reHgep MyHocabatnap gonpacura xam KUpUTunmLmn
nosnmmun? Arapga ynap GyHaaH mycTtacHo 6ynca,
y xonga renfep TeHrnMukgaH He MabHo!?). XKyaa
fanaTtu napagokc: reHaep MyammMornapuHn “TeHrnuk’
npyvHUMNM acocnpaa xan atmb 6ynmaca, yHaa wy
namtraya amarnra OWWpuUNraH reHaep TaOKUKoT-
napwv HaTuxanapu Ba (peMnHN3M Fosinap Yunnakka
YMKMangnumuM,  “TeHrnmnK”  NPUHUMNUCK3  reHaep
MaBXyq 6yna onagMmun €kv yHU KaHgamn TyLyHMOK
Kepak?

Okopuparn casonnapra >xaBobnapHu beTtn
®pupgaHgaH Tonamms. Y reHgep MyammonapuHm
“TeHrnuK” nNpuvHUMNU acocuaa xan atmb Bynmac-
AMrMHN - Tabkuanab, YHWHT YpHura “myBo3aHaT”
NPUHLMMNM Ba YHra acocriaHraH y3 KOHUEeNUUSICUHU
unrapn cypub, wyHpam gengn: “Fenpep 6GanaHc
€K1 MyBO3aHaT’ KOHUenuuscu goupacupa resgep
CUECATVHN WHOUBUL XAETUHWHI ©Oapya TOMOH-
napuHM Kkampab OnyB4YM AroHa “TEHr XYKYKNnuiunk”
NpUHUUNM GunaH MyBOUKNUKAA LUAKIIAHTUPULL
MYMKWH amac. [eHaep MyBO3aHaTHW TaLUKWM STULL
Makcagnapuaa MHCOH Xa€Tuin aonUATUHUHT Typruv
XUn TOMOHNapura gudppepeHumanaTmpunran
éHaouwyBs Taknudg kunuHagu. bowkaya anTtraHga,
ran YywryH reHgep MakOHWHU LUaKNnaHTupuwra

" Wunpmatosa I dopMmnpoBaHUe reHaepHOro paBeHCTBa — Kak hakTtop MoaepHusaumm obuiectsal// Pancada Ba xykyk. 2008. Ne 1. 84-6er.
2 Moop C.M. leHaepHoe uccrefoBaHus B coBpeMeHHoM obuiecTtse// BesonactHocTb EBpasuun. 2001. Ne 1. 192-6er.
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NyHanTupunraH y ékun 6y MyammonapHu xan aTuLl
Makcagura SpULINLLHWHE TYpnu Xwun metoanapu

(nxyam  énpowysnap), BocuTanapu  xakuga
keTMokaa.” Mwucon yyyH reHaep TagkukoTyuna-
PUHWHI  JOMMUW  OMKKAT Mapkasuga TypyB4u

ouna muugaru Ba YHUHr Tallkapucuparm MyHoca-
Oatnapra reHgep TEHITIMKHW >KOpUW  Kunuwpa
tokopuaary KoHuenuusra acocnaHunca, macana
AHaga ounauHnawaan. YyHkum owuna ysura Xoc
XyCycusaTnapu, CTpyKTypacu, yHKUMUSCU, OUNaBun
MyHOCabaTnapHUHI Mepapxuk Ty3unuwra MOWuUI-
nurn Ba HucbataH OGapkapopnuri GunaH 6Goluka
WKTUMOWI MyHocabatnap Ba MWHCTUTYTRapgaH
Xnoamm papk kunagu.

Tabnum TMaMMMga MyHocabaTnapHWHI ropu-
30HTANNUIMM Ba JPKUHAUTU, WXKXTUMOWA MaBKe Ba
POMMapHUHT y3rapyBYaHNUIMHKU 3bTubopra oncak,
reHaep TeHIMUKHU MKKana TnusnMra guddepeHuman
Tapsga Kynnaw Makcagara MyBOUKMUMA - SIKKOS
HamoéH Oynagu. MaHa wy xonatga reHaep
3npouaTnap amac, OGanku  YWFYHIUK  MakoHura
annaHagu. bettn ®pugaHHUHT ywby KoHUenumsicu
XX| acp HeoheMMHUCTUK Kapalunapuga Ba reHgep
cnécatmga Ty6 Oypunuw  dcawm  mykappap.
YHUHI axaMusaTh WyHOaH nmbopaTky, y xamuatga
aHbaHaBMN  WXTUMOWIA MyHocabaTtnap Tu3umu
OvnaH rengep  ypracugarm - 3ugAMATNApHWU,
reHOEPHVHT  MUIIMA - WKTUMOMIW  MyHocabatnap
Ba Kapawnap TusUMKU (OUCKPUMWUHALUSHU Y3
nyura ornyBYM reHgep ctepeoTunnapgaH Tallkapu)
ra Kaplm KeckMH OOCMMMHM loMLIaTULIra xamaa
xap Oup Mamnakatga reHgep MypocabartnapHu
WXoOuNM yanawTupuira kapatunraH. by epga ran
MUNIMA  KagpusaTnap GwunaH reHgep myHocabart-
napH/ YUFYHNAWTUPULL Xaknaa KeTMasnTu. YyHku
Oy WKkM EeHOMEH Xam WKTMMOWA acnektga,
XaM MaJaHui acnektha Auametpuan  kKapama-
Kapwy nosvumsiga  Typubau. an  wxTumowun
xaéTaoa aHbaHaBui  WXKTUMOWW  CTpyKTypanap
TM3umMn GunaH reHgep MyHocabatnap ypracuga
MyBO3aHaTHM TabMUHMAL Xakuaa keTMmokaa. AbHu
reHgep MyHocabaTnapHW >KOpuiA ITULL XXaMuaT
Oapkapop pvBOXNaHawwura Taxaug — COnyBYM,
KECKMH CTPYKTypaBuh y3rapuwunapra, MUMAum
KaapuaTnap Ba WHCTUTYTNapHUHI TybaaH 6apbon
aTMAMLLIMIA XaMaa WXKXTUMOUMMAaLaHUN MHKMpo3ra
onub kenye4n canbuii TabcupnapHu xmucobra onui
no3nMnurK Hasapaa Tytunmokaa. QuddepeHuman-
nawtmpunrad EHAOLWYBHUHT MOXUSATU XaM LIyHAaH
nbopat. OHI acocuicK, YHWHI Makcagu reHaep
MyHOcabaTtnapvH1 KOpU 3TUW  TyxTatnb xam,
Ty3aTnb xam 6ynManguraH BanpoHKOp KapaéHra —
Kydyra annaHub KeTULMHWHT ONAMHN ONULLAKMP.

[eHoep MyamMmonapuvHM Xamn STULUHWHE  SHT
OFPUKMM TOMOHM Xam owunaBui MyHocabatnap
coxacura  Termwnuaup. YyHkm owvna uHOuBMA
XAETUHVHT reHAep TeHIMWK NPUHLMNN TYNNK Kampab
ononvamauraH, Kartbuin paBulga  ypHaTUAraH
HUCOWMIA  nepapxuk TU3UMNKM  (OTa-oHanap Ba
dap3aHanap, aka-ykanap, ona-cuHrunnap ypracu-
Jarv MyHocabatnap) myHocabatnapu LoupacuHu
y3 nuvra onagun. Opataa, 6yHoam myHocabatnap
WKTUMOMWIN MyHocabatnapHuHr Gollka Typnapura
KaparaHga KapuHOOLWIMK — anokanapu  GunaH
y3BuI GofnaHraH 6Ynub, yHUHr 3amupuga pyxun-
3aMoLMOHanN SKUHWK, JOUMUIA Ba Gapkapop 6ynraH
y3apo MLWOHY, yTa xyabuvHOHa kapawnap poupa-
CVMOaH 4eTra YMKMO KETYBYM CaMUMUIA Ba YMYyMWUWA
MaHdaaTtnapHu aHrnaw étragu. AKCuH4Ya, aedpnuv
xap naxaa o3 6epaguraH xa€T yuyH Kypall KyHaanmk
Xa€THW 3naansaTnap ynkoHura tynaupmod robopagu.
XXamuartga ysapo anokanap MaHdaaTnapHUHL
Japaxacu Ba aman Kunuw mygpatnapura 6ofnmk
Tapsfa Talkun aTunagu. Hatmxkana nHaneua pyxun
XuxatgaH “OeroHa” mMyxutaa, y3apo anokanapHUHT
HobOapkapop Ba y3rapyB4aH LWapouTuaa Y3uHu
EnFns xuc aTa bownanam xamaa ovna geb atanmuil
“‘naHoxrox’ra Kyunum axtnéx cesagu. dakat yHoa-
rMHa PyXUi XOTUPXKaMITMK, COKUHIAMKKA 3puLLam,
Y3UHUHT MHCOHWWA KaapuHu Tonagu. Mucon yudyH
Caucasus Barometer (CB) TomoHngaH 2013 vnga
yTKasraH TagkukoTnapra kypa, HWKoxu Oyaunrad
aénnap Ba OeBanap yanapuHu 6axTcu3 xuc
KunuwnapuHn éungmpradnap®. LyHuHroek, Golwka
Tagkukotnap xam OyHu Tacguknangu. MacanaH,
CIGNA rnoban cofnuk Xu3maTuh  KOMMaHusicu
ToMmoHuaaH 2018 nunpga AKLWaa amepukanuknapga
ENFN3NUKHM  KenTupub Yukapyeun cababnapHu
ypraHuLL yYyH yTKasunraH TaaKkMKOT HaTuKanapuaaH
Mabnym Gynuwmnya, ounacu GunaH kam MyrokoT
KnnaguraHnap Ba €nFM3  oHa/oTanap XaTToKu
cykkabolwnapgaH Kypa Y3uHW EnFnu3 XuMc Kunuwiap,
EnFnN3nuKaaH KynpokK asusT Yekap akaHnap®.

LWyHpan akaH reHgep TEHMMUK ownara onub
KMpunap aKaH, YHUHI pakaTtruHa AUCKpUMMUHALUS
6unaH OofnnKk Maxoponapu OunaH 4YeknaHuo,
KonraH “xyoyanap’ra reHgep MyHocabaTnapHWHE
3KCMaHUMSCKM TYXTaTunuwm xamga paxnicu3 neb
IBMOH KUNUHULLIM  Makcaara MyBoUKAMP. AbHU
ounaeui mMyHocabatnap coxacuHu bettn ®pugaH
unrapu cypraH “myBo3aHaT KoHuenuusicn” acocuaa
rengep kampab onuHaguraH Ba kampab OnuH-
ManguraH MyHocabatnap govpacura axpartuwl Ba
ynap ypracuga MyBO3aHaTHM caknaw HadakaT
“YUFYH reHOep MakOHU HY LWaKMnaHTMpuLIra xmsmar
kunagu, Ganku ywby wnyHanvwgarm Myammornap-

4 Ramazanova A. Divorce rates in Azerbaijan. Caucasus Research Resource Centers. June 09, 2014. http://crrc-caucasus.blogspot.com/2014/06/

divorce-rates-in-azerbaijan.html.

5 CIGNA U.S. Loneliness Index. Survey of 20,000 Americans Examining Behaviors Driving Loneliness in the United States. www.cigna.com.
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HAHF  camapanu edunuwimra  yrkaH  3amuH
xo3upnangun. Amanga 6yHgan uvran Ba 6up 6upura
XKyda MycTaxkam ©OofnaHraH MyHocabaTtnapHm
Toucbanawl OCoH uw amac. ByHUHr yyyH ywby
NyHanuwaa kynnab dyHaameHTan TagkukKoTnap
(kamuaTgarm pean LwapT-LWApPoOUT, WUHOUBUOHWUHT
MHOMBMAYyan MMKOHUSTNApPW Ba ournara XOoc Xycy-
CUAT  ypTacuparym  nponopumMOHaninkHK, y3apo
TabCUp OMUNNAPUHU Taxnun 3TUL WyHanuwunaa)
onnb  Gopunuwm  nosuvm. yHparmHa reHpep
CMécaTuHM 134nn amanra OWnpULL MMKOHUSTRapn
nango Oynagn. MaHa wy wmabHoga owna
couuonornap TankuHuaarm MKTMMOUMNaLlyB areHTu
Ba WXTUMOWA WHCTUTYT TyLUyHYacu MasMyHuAaH
XaM KEHrpoK Ba TepaHpPOK MOXMATra ara aKaHmuru
AKKON HaMOEH bynaaw.

demuHUCTNAp Xam ouna  TYFpuaaH-TyFpu
WXKTUMOWIA 3KCTMIepUMEHTNapHn Tagbuk atca 6yna-
BepaguraH o4MK OObEKT amacnurnHu, 6oluka
WXTUMOUIN WMHCTUTYTNapra KkaparaHga vHaveuayan
KOHYHUSATNapra ara 3KaHmuMruHu Ba OyHWU xumcobra
onuLLNapu NO3UMITUIMHK aHrnab eTuwwinapu Kkepak.
Bupok OyryHrM kyHga ouna y3 6owwmaaH keyu-
paéTraH ysrapuwinapHu xam 3bTubopaaH 4Yetaa
Kongvpmacnuvk nosum. mobannawwye wapouTuga
TYpnv XXamuaTnapaa ounaHnHr MagaHumn apknapm
nykonud Gopuwn — yHudbmKaumanallyB xapaéHu
to3 Gepmokaa. ByHoaH KypuHaguKkuv, OWM@HWUHE
MaZaHun Kuédacu MyarsH BakT adaBomuia
y3rapvm MyMKUH. JlekuH By y3rapuiunap ounnaHuHr
WKTUMOUIA MOXUSTU Ba POSNIUHWHI Y3rapuin ydyH
XU3MaT KUMacnuri kepak. Yoy xapaénaa Taluku
(6o3op MyHOocabaTnapu  TM3UMMZArM  MexHaTt
TakcumMoTn) Ba WykM  (AuddepeHumannallys),
cybbekTmB (heMnHN3M) Ba 06BEKTMB (ANCHYHKLMSA)
OMMITMIAPHMHI  MYBO3aHaTU Xyga MyXuUM XMcoO-
naHagn. Akc xonpa, TM3MMaa Kyydnu natanoruk
Oysunuwnap o3 6epaaw.

AllHaH OyryHrn KyHga MyBO3a@HAaTHUHI WYKOMu-
WM Ba OWUMA@HUHT WXTUMOWA MUHCTUTYT cudaTu-
garn  makomura OenuvcaHgnapya — MyHocabar
“‘ouna WHKMpo3n” oeb aTtanraH XOAMCaHWHI to3ara
kenuwwura cabab ©Oynau. byHpa demMrHUCTMK
FOSINAPHUHT xaM “xuamatn” 6eknéc oynam. LLyHuHr
YY4YH XaM owunaBuhn MyHocabatnap Jovpacuga
reHgep MyHocabatnapHu >KOpUM 3TUAa 3XTU-
éTkopnuk Tanabd oatunagu. LWy 6GwunaH Gup
KaTopda aHbaHaBWI XamuaTnapga Basuat Ompos
boLwkayapok. ByHaan xxamuaTnapaa ovna, xo3upya,
cesunapnu papaxagarm rnoban couuomazaHun
y3rapvwnapra gydop OynraHu nyK. AMMO reHgep
aknpacu xypou Fapbparn ovna atpodwmpa to3ara
KenraH Myammoriapra onub Kenye4u y3rapuinap
Y4yH newpaB BasndacuHM yTawm  MYMKMWH.
MacanaH, Fapb 6ynmaraH xxamuatnapga, XycycaH
V36ekuctoHaa ounaeuin MyHocabatnap coxacuaa

reHgep TEeHMMUMKHM  TabMUHNAW  y4yH OupuHum
HaBbaTaa MaBXy[ aHbaHaBuI — MafaHUn TaMoNuII-
napHu TybaaH ysraptvpuw kepak 6ynagu. by aca
MadaHUn MHKUIOO BunaH TeHr.

Bapuyamuara mawbnymku, OyHOan Tamonunnap
y30ek xanku swab KkenaéTraH MUHTakaHUHT reorpa-
UK Ba MKNUMUIN XYCYCUSTNaApU Xamaa LuyHra MocC
Tapsga TypMyLU Tap3vHU — XXaMOaBUNIUKHU TaLLKUI
aTULUra NYHaNTUpUIraH, LWYHUHIAeK, YyHU dhaon
Kynnab-kyBeatnaiura kapatunraH. emak, TypmyLl
Tap3vHU Ba WXTUMOWIA MyHOcabaTnapHu TallKui
STULLHWHT aHbaHaBUI yCynnapuHu y3rapTupMmacaaH
SHIMYa TaMOWMINapHU Xopui kunub oGynmangn.
VKkMHUMOaH, ounaBui MyHocabatnap wuepapxuk
T3uMra 6oFnVK xonaa aman kunaau. Y3 Hasbatnaa,
nepapxmk TU3UMHUHI FOPU3OHTannawysuM owna
OnchyHKUMacura, CTpyKTypasuii ysrapuiunapra sa
y3apo anokanapHuHr 3andnatlysura onmd Kenuim
axTumMonu opTub ketaau. Hatwkapa, aHbaHaBuin
TYLYHULLAAM OUA@HUHT TOM MabHOAaru y3 MasmyH
— MOXMATUHM NYKOTULIN ounara OynraH aXTUEXHM
KOHOMpULIra Ba YHWHT YpHWHM OocyB4M, amanga
aca OyHWHI yagacuaaH Yvka onmaraH coxta ouna
Ba VKKANAMyM WKTUMOMI MyHocabatnap nawngo
6ynuwura onnb kenagu. byHaan ouna, aHmMUANMK
NNoxuéTwyHoc onuMm TumoTn XK. YuHtep Tabbupm
OunaH anTraHga, “ymkyxoHanap’ra annanmb kongu.
ByryHrm kyHpoa pyHépa, acocaH, Fap6 xamusaTt-
napvga KkynrmHa éwnap owurna KypuwHu éxya
dap3aHa KypULLIHM UcTamasanTunap. Ynap Laxcui
XyKyKnapuHu ouna ged atanmuw mavbyara KypOoH
KUMULLIHW XOxlamasinTunapruHa amac, byHu mebep-
OaH ofFuLW Xxam ges kabyn kunmokganap.

Y3okka 6GopmacgaH Y3uHWHT  aHbaHanapwura
coauknurn OunaH >KaxoHra [OHr TapaTraH Ba
Kagpusatnapu Tyna-Tykucnurura wybxa owvngup-
MamguraH  AnoHnap éwnapuHuHr 6y Gopagaru
Kapawnapu y3rapub OGOpaéTraHMrMHn  MUcon
KMMb KeNnTUpUWMMU3 MYMKUH. AnoHusga 2011
nunga yTkasunraH CouMonornk  TagkukoTnapra
Kypa, Mamnakat éwnapuHuHr (18-34 éwparunap)
apMUaaH  Kynu owuna KypuwmaraH. fAHa  xam
axabnaHaprmcu, apkaknapHUHr YoparmaaH Kynpofu
Ba aénnapHuHr 23 cousn ysura ymp NynaoLm
TOMuWra xapakaT KWNMaciuri aHuknaHraH. Ada
bowka 6Gup mMucon. KOkopuaa HOMU 3UKP ITWUIraH
aHMUANUK  UMOXMETWYHOC onuM  Tumotn XK.
YuHtep y3unHuHr “XXI acpga mcnom. NoctmogepH
OyHéda kmbnaHu Tonuw” HOMMM acapuga “ovna
WMHKMpO3u’ra goup Gup KaTop AanunnapHu Kentu-
pagn:“ KelivHrmn nunnapga bputanusnuk 6up Heva
OVHUA ap6o6 ounaHWHr TapakkMeéT OunaH 6oFnuK
WHKUPO3KN dhoxeacu xycycuaa y3rnapuHUHT KynuHya
n3TMpobnum, ymyMaH, onraHga UWOHYNN Myroxasa-
napuHn oungvpuwaun. Jleepnyn enuckonu Ba
bow paBBMH yWwOy apaéH xycycupaa opatharu
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CTaATUCTMK MabllymoTnap épgamuga MaHa OyHpan
xXynocanap unkapubau: BputaHusga 6onanapHuHr
34 donsn HUKOXCU3 TYFUNMOKAA; TaXMUHaH, LLyHYa
MukKgopaarn katta éwnunap axpawuvw anamvgaH
asmnat  Jyekmokaa; kenrycum 20 wmn  gasomuaa
OpuTaHuANMK GonanapHUHr SpMUaaH O03pPOFUTrMHa
oTa-oHa TapbusicnHn ornagu Ba Xx.K. Xyga o3
KAWMnapruHa Kymugarm amanuin  dpanokarnapra
wybxa 6unaH kapawau: Mabnym  6ynuwiunya,
AKLpa kamanraHnapHuHr spmmugaH kynu oysunraH
ovnanap dapsaHgnapu 9KaHW, OTa-OHACUHWUHT
axpawraHm Tydannu eTkasuiraH Kyunm pyxui
3apba apkak Ba aénnapra ypra e, XaTTo Kekcarnmk
YyoFmaa xam canbum Tabeup Kypcatnb TypuLLIn aHNK-
naHraH. Enuckon xam, paBBWH xam OyryHrn Te3
y3rapub OGopaétraH gyHéna owna Oow naHacura
Sonanap katopwv kaTTanap xam xed ka4oH Oy kagap
MyXTOX OynmMaraHmgaH Ovpganm Tawsuw 4vekagw,
YHU TYHOXMAPHWHI 3HF OFUPU — XYOAOWHMMKKMHA
apbopg KMnuwmn MymKnH gengn.”e

Wy VypuHaoa wyHM anoxuga Tabkugnawl
Kepakku, tokopugarn daktnap dakat Fapb
Mamrakatnapy ydyHrvHa Termwnu 6ynmbruHa kon-
MacgaH OyTyH AyHémaru BasuATHM xaM wudoga
aTmwm wybxacusgmp. MoxmaTtaH ran Oy epga
opjaTthary TacaBBYpPHM, SAbHM “‘ouMna MHKUMPO3W”
TywyHyacu Fapb yyyH “nabHat Tamracu” cudatnga
KyNnaHWnMwy aHbaHacuMHu wybxa octura Kynmo,
yHM rnoban KoHTeKCTAa kawTa Gaxonaiira TypTKu
Oynagn. AnbGatta ouna WHKMPO3W >KyOoa KeHr
KamMpOBMY X04Mnca, NEKUH YHU MyalnsiH LMBUNn3aumns
KN MapaHusiTnap GunaH anHaHnawTMpUW Myam-
MOHUHI XYyCYCUA TOMOHIapura Xam Ky3 KUppWUHU
Tawnaw MMKOHMHU Oepagn. AHaH OyHOa WKTu-
MOWN-MKTUCOOUIA oMUNnapAaH Tawkapuy “0ysfyH4umn”
PEMUHUCTUK FOSANMAPHUHT TabCUP Ky4u OOUPACUHM
Senrvnaw  MyMkuH ©Oynagm.  XaTTokum acocumn
MacbynuaT EMUHUCTNAPHUHI 3UMMacura TyLUULWIn
MYMKMH.

KynuHya fFapb mamnakatnapuaa kypunaétraH
Macanara WKTUCOAMA MMKOHWATNAp Jerapacu Ba
WHOMBUOYyan Mann-ucraknap acocu cababnap
cnbatnoa  kentupwunca, Oolka kamusTnapga
ynap-HUHr  YPHUHU  “UMBUNN3ALMOH  TYKHaLLYB”,
SBHU OUNaBuin KaapuaTnap TyLyH4Yanapu xakuaarm
aHbaHaBUN Ba 3aMOHaBUW Kapalunap ypracugaru
3MOANATNap  UWHbMKOCKM  Jrannaman.  byHaan
xonaTHM ©OM3 KynuMH4Ya >Xamusatga KOHcepBaTvB
Kapawnap yctyBop OynraH Mamnakatnapga
Kys3aTamuns. bupruHa AdproHucToHga aénnapra
KapLUKX 3ypaBOHNUKNAPHN TabKUKNOBYM KOHYH rapyu
2009 nunpga lNpesnaeHT kKapopwu opkann MabKyn-
naHraHura kapaman 2013 wnunga [MapnameHT

TOMOHMAAH pag 3TUNau Ba LWy Kynu Konmb ketau.
LyHra kapaman Oy 6Gopaga o3rmHa 6yncaga
MyBadbakmaTra apuwmnan. Aénnap Xykyknapu
XMMOSYMNIapu abTMPOd STULLFAHUAEK, AroHa YrKaH
myBadpakmaT — Oy, AdFoH kamusaTura rengep
xycycuaTura ara ©OynraH 3ypaBoHnuk (gender-
based violence) KOHLENUUACUHUHT XXOPUA STUNULLN
6ynan. Xankapo KydnapHUHr Mamnakartra onut
kvpunraHugaH 6yéH cyHrrn 13 nmn MobanHuaaru
3Hr kaTTa MyBaddakusaT AdFoHUCTOHAA unrapu
MaBXyq GynmaraH aénnapra kapLiuv “3ypaBoHNuK’
aTaMacVHWHI XXOpWWA aTUnMWK  6ynmb, OyHrava
ynapra KapLuu KMrvHraH 3ynm KoHyHuin 4eb kapanap
aam, - genan AdroH napnameHTun pacmuicu Lykpus
Bbapak3ain. ¥ sHa MaHa wy paBp MobanHuza
aénnapra kapwu kang KunNuHraH 3ypaBoHNUKNap
xakugarm MypoxaaTnapHUHr Mukgopu yemub Gopa-
éTraHnuryn  aénnapHuHr Tobopa Y3  XxyKyknapwu
xakugarm oroxnumru  optub  GopaéTraHnMrmHUHT
WHBUKOCMANP Oes Tabkuanaman’.

Avmmo Oy epga, dUKpMMM34Ya, MYaMMOHWUHT
bowka Ousra KOpOHFU GYNMO KonaétraH TOMOHWU
abTMbopaaH 6up 03 Yetaa Kkonmbd keTMokaa. AliHaH
ApULLIMAraH ynkaH “mMyBaddakuaT” opTuaa yHra TeHr
o6ynraH “myBadpaknsaTcuanmuk” €TraHn Xxe4 KUMHMU
TalBULWNAHTUPAETraHN NYK. ANTUW  MYMKUHKM,
akcapuaT  xonnapga  OyHgam  Mypoxkaatnap
axpawuw 6unaH skyH TonaétraHy MyaMMOHWHI
Hekazap uuran akaHNurnHu kypcatagu. Pakamnapra
MypoxaaT kuncak, oupruHa 2013 nunga 997 Ta
3YpaBOHINUKKA yyYparaH aénnapHuHr Mypoxaatnapu
kang otunraH. 2014 AunHWHr anpen Ba Mau
onnapuaa Oy 228 TaHu Tawwkwn aTraH Ba Oy yTraH
nunnapgarura kaparaHga cesvnapnu gapaxagaru
lokopu pakam. AudmHapnuvcu, by pakamnap KyHaaH
KyHra optnb 6opmokaa.

BasuaTHM AKKON MOpOK 3TULL y4yH AHa Gup GoLwu-
Ka MyUCcOnra MypoXaar aTainmK. Y3uHUHT LwapuaTHi
KaTTUK TyTUWwKM BrunaH HOM KO30HraH OpoH Mcrom
Pecny0bnukacu xam H1UKkox 0y3mnuiinapu xonaTuHUHL
ycnb 6opuiunra pybapy kenub, yHUHT onguHu onuLu
YYYH KECKMH 4opanapHu Kypuwra Maxoyp 6yn-
mMokaa. bupruHa 2014 iunga SpoHaa axpanuiunap
mukgopn 21 dowusra etraH, TexpoHgoa xap 3Ta
HukoxaaH 1 Tacu (30 MUHr) MyBadbdakMATCUINUKKA
yupaantu. AxpanuwnapHuHr 90 dousn  y3apo
po3nnnK acocuaa amanra owwmpurnraH. BasuaTHuHr
OyHOanm pyMBOX OnMLUM KyTUnMaraH xonat bynman,
YHUHI 3amupuga Oup-Oupura umpmawmd KeTraH
TYpnu xun omunnap étméau.

Anbatta, 6y xonat Fapbgarvgek ommaBui
Tapsgarn ovna WHKMpo3ura Kuécnawura apsurygek
Tytonmacaza, MoxusiTaH ouna MHKMpo3n geHoMeHU

5 Tumotn XK. Yuntep. XXlacpaa vcrnom. MocTMoaepH AyHéaa kubnanm Tonuw. — T.: LWapk.,2005. 95-6eT.
" Tackling Gender Based Violence in Afghanistan. Institute for War and Peace Reporting. http://iwpr.net/report-news/tackling-gender-based-violence-

afghanistan
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Fapb6 mamnakatnapu OunaH kuécnaraHga Ooluka
XamuaTnapga — TypnaMda HaMOEH  BYnuwmnHM
kypcatnb Oepagun. LWyHuHroek, xanu  AdbFoH
Xamuatnga reHgep TEHMMUK  Xakuaa  ranvpui
3pTa SKaHMUIMMHM Ba YHWHI ywa yTa >Xuaoun
Myammora cababuvu OynMaétraHnurMHn xampga
aénnapra HucbartaH “HomagaHun” MyHocabaTHUHT
MaBXyasnMruHn  3bTUPOd aTraH xonja aviHaH
demMuHMCTNap (aHbaHara Kypa aénnap xykyknapwu
xumosiumnapn  “eMmHucT”  Uctunoxu  Gunad
aTanuMwmHn nHobatra onnb AdfoH aénnap xyKyku
XUMOSIHUNAPUHN, By KaHYanuk YpUHNU KN YPUH-
cu3 O6ynmacuH, LWyHaanl YMyMUn HOM oCTMAaa
aTawHu no3um peb Tonauk-myannud.) HuHr By
Oopagarn xuamatnapvHu TaH onuw nosmm. bolwuka
TOMOHAaH, PeMUHNCTNAp ONMOHEHTMAPUHUHT XaMm
XaBoTUpnapu ypuHnu: “‘reHgep crepeotunnap’
TylwyH4yacu y3umga aénnapra HucbataH wmxobun
MabHodarMn MadaHum MyHocabatnap TU3UMUHM
“HoMagaHun” yHcypnapgaH dapknamacgaH “toTmnd”
tobopraH.

dukprmmaya, OyryHrm kyHga “reHgep TeHrnuk’
TywyHyacu Fapbgary aHbaHa — a@énnapHuHr
apkaknapra xap KaHgam OOFMMKIUIMHM - YK
Knnuw  6unaH  y3ra kamusTnapgarv  aénnapHu
3ypaBoOHNUKNapAaH XUMOS KuUnuw ypTracugaru
HO3MK 4erapaHu papknamacgaH KynnaHuamwm
EMUHUCTNIAPHUHT  y3ra MagaHusiTnapgarn  be-
TakpoOprMKHW  aHrnmawja OXu3  Konuwinapura
onnb kengn. MacanaH, wcnomga aénnapra
HUcbaTaH yYNapHWHT XYKYKNapuHW XUMOST KUJULL
bopacuaa wyHaam myHocabaTtnap Tuanmm 6opku,
aénnapHuHr MaHdaatnapuHun wudoga asTvwaa
Xamaa XyKyKrnapuHu XMMos Kunuvil(macanaH, énfua
OHanuK)da YMapHUHT XaTTo AYHEHWHTr QHI WUNFOp
caHanraH (GeMUHUCTUK FosanapugaH xam ad3an-
POK 3KaHIUIMHWN TyBOXM OYynmb Typmubmus. Kususn
Oy anHaH FapOHuHr y3uaa pyn 6epmokaa. byryHru
KyHoa bputaHuaga uctukomat kunaétraH mycyn-
MOH aénnap KynxoTUHMW 3pKaknapra UKKUHYM EKU
YUYMHYM GYnub TypmyLlra YMKMLLIMOKAA®. DHI KU3WFU
ynap bputaHusgaru Hydyanu yHuBepcutetnapuaa
Taxcun onaéTraH Ba Kenaxak kapbepacu Xyaa
nopnok OGynraH, xynnac demMuHucTnap opay
KnnraH HabMyHagaru aénnap xammacugaH BO3
Keund wyHganm kunmokganap.  PemwuHucTnap
OyHra kaHgam wu3ox Oepagunap? Caopgcums-
NUKMN?  YNaPHUHT  KYMYUIUTMHUHE CaBOAM XaTTo
deMUHUCTNIApHMKMOAH tOKopu Oynca tokopuaup,
nekMH kKam amac. Wktncoanmin  KMAMHYUINKMN?
YRapHUHI UKTUCOONIA axBONN YHYaNuK xam asgHYmu
amac. OuHui myTaaccubnvkmn? Y xonga ynap
OYHEBUN UIMMHUN Tapfub KUIYBYM XXAXOHHUHI UIFOP

yHMBepcuTeTnapuga Taxcun —onmac  agunap!
By TyfpuaaH-TyFpu OyryHrn KkyHaa xap Wkkana
TOMOHHUHI XaMm ysrnapura owuna WHKMpO3ura Kum
cababun geraH oFpuknu caeomnra Gepuvwnapura Ba
aBoO Oepuwga OXu3 Konuiinapura onub kengu
Ba aéH Oynuwmya mkkana TOMOH xam OyHga Gup
OvpuvHM anbnawpaH Hapura ytmasntu. by xonat
YNapHUHT  MKKanacuMHU Xxam MabHaBUIA-FOSBUN
YCTYHNVKOAH Maxpym aTagn. Xap vkkanacu xam ys3
ad3annuknapuHn MyTnoknawiTMpuwira ypuHmokaa
Ba, okmbaTtaa, KaMuaT yuyH TaHnaw MMKOHUSITUHW
Nykka Yikapmokaa. Xamusat siHa 6up anpausitnap
ynkoHura Toptungn. by epga ronubnap 6ynmangn.
Fanaba marnybustra TeHr 6ynagun. ®akar yunHum
TOMOHrMHa byHaaH dorga onuwm MyMKUH.

Xa, OyryH OyHEBWA Ba OVMHUA Xa€T Tap3uHU
MyBOOMKNAWTpULLITa  YPUHAETIAH Kamusitnap,
acocaH axonuMcu wucrioMra 3bTUKOL Kuragurad
XamustTnap aca Tobopa 3amoHaBuMnawmb, VY3
ab3onapvra TaHnaw MMKOHUSTNIApUHU  KYMpoK
Japaxaa Takamm atmokaa. byHn Mapkasun Ocué,
Wumonun Adbpuka Ba Kanybu-wapkun Ocné
MamrakarnapyM Muconuaa KypuwnumMmn3 MYMKWH.
By MuHTakanapga WKTUMOWI Xa&THWHI nubepan-
nawTMpunuwim GunaH napannen pasuwga MUnmn
Ba UMBMIN3ALMOH Y3MNWKHW aHrmaw xam Yycud
bopmokga. LyHuHroek, ownaBuii MyHocabatnap
coxacuga MaxOypumnuk YpHUHWM OHIMW Tap3garu
UXTUEPUANUK Ba  MACbyUSATIUAUK  NPUHLUNK
arannamokga. bowka TomoHaaH, FapOHUHT ayumk
Taxpubacu acocuga ounaBui kaapuaTnap XamuaT
ab3onapyv TOMOHWAAH KaTbWUA XUMOSI 3TUO Xxam
kenMHMokaa. Yinawumunada, 6y xosupya SroHa
MaHTUKUA eunm Oynmb Typubau. JlekuH LwyHra
Kapamaiu yLia kamuatnapga omna coxacura Termnm
Myammornap 6apxamM TonraHu nyk. BupruHa mucon
tokopuaaru TaBscudra moc kenyeun OsapbomkoHaa
CYHITU WWNNapga HUKOXHWUHT  Oy3unuw  xonar-
napu kynaviraH. O3ap6owkoH [aenart cratuctvka
Kymmutacu Takaum aTraH Mabnymotrapra kypa, 1990-
2008 nunnap mobarHMaa Mamnakatga HUKOXHUHP
Oy3unuw xonnapu kamarrad 6ynca, 2008 nungaH
Oy Gopagaru pakamnap KeCKvH opTraH.

LyHWHroek, ByryHrm KyHaa eLnapHuUHr ouna Ba
HUKOXra MyHOCabaTUHUHT Y3rapuLLn ouna MHKMpo3un
YyKypnaLuyBu oMmunnapuaaH bupyHM Talwkun aTagu.
Xakukatga 6y xan kunyeyu omunnapgaaH 6upm 6ynub
konmokaa. Pew Research CenterHuHr >xaxoHgaru
MamriakaTnapza axnoku xonat 6opacugaru “Global
Attitudes Project” ne6 HomnaHraH cypoeaa amepu-
KanuknapHuHr gespnu 70 ousm  axpanuiiHu
axnokui xumxataaH kabyn kunca Oynagn neb
xpycobrawnapuHu Mn3xop aTraHnap Ekn axJokun

® The woman who dropped out of Cambridge PhD to enter into polygamous marriage to Muslim businessman with two other wives. Daily Mail.
17 September 2014. https://www.dailymail.co.uk/news/article-2757559/Woman-dropped-Cambridge-PhD-enter-polygamous-marriage-Muslim-busines-

sman-two-wives.html
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MyamMMmorap Katopura kuputmaraHnap. Yoy
TaOKMKOT MapkasvHUH Gowka (2014) TagkukoTura
Kypa, aMepukaga ELlnapHUHT HUKox Oopacuparu
Kapalunapu KeckvH ysrapuwinapra ydparaH. Ovna
Kypuw éwmparn éwnapHuHr 46 dcomnsn OyHaan
MyHocabatnapga Hukox Ba dap3aHgHu OGoluka
omMunnapgaH ycTyBop ges xucobnamgunap. Bup-
ranukaa HUKOXCU3 sillaétraH Ba dpaps3aHg Tapbus
KnnaétraHnap coHun optnb Gopmokaa. Xe4y kKadoH
TypMmylra uJukmaraH 25-34 éwparnnapHuHr 24
dousn aHa LWyHaam xaéT Tap3nMHU kedrpmokaa, 34
donsm aca ouna kypmacnuknapura cabab kunuo
MOMUSABUNA XUXatoaH Tanép aMacnuknapuHu Bax
Knnnd kentupuwraH 6ynca, 33 dousm OyHaawn
MyHOocabaTtnapra MabHaBU XuxaThaH Tanép
3MacnurMHn nsxop atradnap. Anbatra 6y pakam-
nap Fapb Bokenurmra MOC KenuILIMHM Xucobra
onuw nosum. bowka 6up TagkukoTaa Oy dhapk
AKKkon HamMoéH Oynaawu. lMeto MMoban TomoHuaaH
yTKasumnraH >xaxoHgaru mamnakatnapga axrokui
xonaT ©Oopacuparn cypoega 40 wmamnakataaH
nwtupok atraH 40117 Hadap pecnoHOeHTHUHT
78 doun3n HMKOXOaH Tallkapu anokanapra kapLum
3KaHnuknapuHn bunampradnap. ®anactuH (94%),
Typkusa (94%), Wopaanua (93%), Mucp (94%),
XnHOUCTOH (62%), Tlepmanunsa (60%), dpaHums
(47%) axonucu ByHgam anokanapHu kabyn kununo
oynwmac neb xucobnangunap.

Arapna 6u3 tokopuaaru MamnakaTtnapgarv silatu
cudpat gapakacuHmn KMécnacak, UKTUCOAN PUBOX-
naHraH Mamnakatnapgarv UKTUcoamm MMKOHUATNap
OvnaH ouna Kypuwigarm MKTUCOAMIN KNANHYNUKAP
BaXW ypTacuga HOMYBOMUKIUKHM  KYPULLUMU3
MyMKuH. PuBoxrnaHaétraH Mamnakatnapga aca
OYHWHI aKkcK: ourna KypuLira UHTUIMLIra MKTUMCoaui
KMAMHYMnuknap foB Oyna onmangu. MaHa Huma
YYYH (PEMUHU3M OMMOHEHT-Napy ouna WHKUPO3n
Xakuga ran KetraHga QEMWHUCTUK FOSINTApPHUHT
HekOuHnurira wybxa GunaH kapawagunap, SbHU
yLby nHKMpo3 GrunaH heMMHUCTUK Fosinap ypracuaa
TYFpUAaH-TYFPU anokagoprnvkHU Kypaaunap.

Xakukatoa aénnapHuHE  XyKyKnapuHu  XMMOS
Kunuwaga amanga xagaaH OpTUMK  9PKUHIMKKA
abTUBOpP KapaTUNMWM Ba y3ra mMagaHuaTnap KOH-
TEeKCTUra HOTYFpU Tagabuk KUMMHULIKM OkmbaTupa y
OVNaHWHI 3aBOJST TOMMLIMra ceaunapnu gapaxaga
cabab 6ynmokaga. YnapHuHr ounaeui MyHocabart-
nap xabxacuga reHgep TEeHIMWKHM TabMUHMAL
Oopacmparn Makcagnapyu KaH4yanuk agonatnm
oynmacuvH, amanga OyHuHr y4ogjacupaH —uvka
onmMasanTu. Herakn omnaHuHr MykoOunm nyk, yHra
Mykobun ©yna onaguraH OWMpPOH-OUP WXTUMOWIA
BapuaHT xanurada tonunmaraH. Tapuxga 6y 6opa-
parn ypunuwnap (VI acpga 3poHga Masgak, XV-
XVI acpnapga AHrmusgarm  couman-ytonucrtnap
Fosinapuaa avHaH ovna WHCTUTyTUra nyTyp eTka-

3yBUM Oy3ryHUM cbuKpnap mMaexyn 34u, SbHU ynap
dap3aHgnap xam ymymun OynuwnHu - Tapfub
KunraH agunap) MyBadddakuMsaCU3nMKKa ydparaH.
XaTrToku, coumnan-yTonuCcTnapHUHI aManuétyunapu
xam OyHra Kyn ypuwiraHmaa uHCoH Tabuartugarm ota-
OHaNWK XUCCUHWHI Hakadap eHrmb 6ynmac KyduHum,
OUINaHMHI XaMWUST Ba WHCOH onguaarn 6eknéc
axamusATMHU xucobra onmaaunap. Ananokubart
Tapuxaa LWyH4Yaku nyy Ba xaénum foanap cudatnia
Kongu Ba yHyTUnuG ketau.

Bupok cdemnHM3M xakuaa ranupraHummnsga
YHUHI couuman-ytonuamaaH myxum 6enrmcu 6unad
axpanud TypraHnmurmHu KypuwmMma MYMKUH Ba
alHaH yLwa Hapca YHUHT AWoBYaHIUIMHK 6enrunab
6epmokga. Y xam 6ynca couuan-ytonuctnap wn-
rapy cypraH ymymuin madHdaatnap npuHUMnuaaH
OyTyHnam 6olka 6up TU3UMHM — MHOUBMAYaN MaH-
haaTnapra TasHraHn YHUHT YCTYHNUIMHKU Genrunab
Oepaun, SbHU y nubepan LeMOKpaTuK Kagpuatnap
TM3UMM OGunaH 4Yambapyac OOfnUK MoxusATra
annaHgu. WyHra kapamacgaH ynapHuHr yptacuga
Xyda Myxum yxwialunmk 6op: nkkanacu xam KWk
XKaMUATU  TapakKkMETMHMHI  “OnTWMH  gaBpu” gesi
3bTUPO ITUMNAJUraH YPYFUMIUK Ty3yMU AaBpuaaru
WXTMMOMWIN MyHocabaTnapra kanTta »KoH baruinaiura
WHTUNraHnap, dakat ysra MakoH Ba 3aMoHAa.
Xakukatga ywa gaspaa ovna WXKTUMOWUA UHCTUTYT
cudbatmga Tyna-TyKMC LLaknnaHMaraH, ymymaH
WXXTUMOMI MyHocabatnap OyryHrudanuk Mypakkad
6ynmacaaH >xyga npumutvue Oynrad. LyHuHraoek,
OyryHrm  Gaxc maBsynapura cabab GynraH
XapaéHnap MaBxyq xam amac aau. leHaep TeHrnmk
mMe3oHuaa OaxonaraHga Oy gaBp demuHucTnap
yyyH wugean paesp 6ynub, aénnap apkaknapra
OyryHr1 KyHOarvaek mxTumouin myHocabaTnapHUHr
Mypakkab Tu3umm 6OunaH ©ofnab  KynunmaraH
3au. Ynap ypracupary HUMKOx Ba ouna MyHocabar-
napv Tacoamndumn Ba, WYHUHIOEK, K1UCcka Myoaatnu
6ynraH. YMymaH onraHga 613 6y faBpHM Ha XyKyKuii
Ba Ha ax/lokui mesoHnap OunaH ynyam onammas.
AliHaH OyryHr1 KyH beMUHUCTNapu MaHa LyHaan
WKTUMOWIM Ty3yMHM WCTaliMokganap Ba OyHWUHT
YYYH WKTUMOMIN XaETHUHr Oapya xabxanapuga
aHa LWyHOANW ME30HCU3MUKHU, KUEGACU3ITUKHN,
yMyMaH abCcypanvkHU Kapop TOMTUPULLHW Tapfub
knnmokaanap. byHoan  ypuHuwnap  dakatruHa
WHCOHMATIA Yekcu3 KyndaT KenTupuwimn TanuH.
ByryHrn 3aMOHHUHI Ha XYKYKUW, Ha WKTUMOWUN-
MKTUCOOUA Ba Ha MabHaBUN MexaHuamnapu OyHu
TabMUHNaLra koamp amac. AKCMH4Ya, ynap xosupya
(1) maBxXyd WKTUMOWNA TapakkuMér mogernnapuHu
daon kynnab-kyBBaTnawra Ba yHM caknab
Konuwira NyHanTupunraH xamga yHra €t o6ynraH
Gapya Mogennapra VYpuH Xam KongupmaraH.
ByHra ypuHuwnap rnoban mMukécgarm MKXTUMOWN
TaHas3ynra onub kenmangn oeb xed kum kadonat
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xam Gepa onmangu.

Lynpan akaH, heMmrHucTnap aénnapHuHL XyKyK-
napuHM xuMMosi kunuwpa owna Gopacuparn ©ouvp
TOMOHMaMa KecKkvH éHAollyBnapaaH YekmHnb yara
TapaHUHI XaM dukprapura Kyrnok COSULLHU Xam
ypraHuwinapu nosmm. YyHku aénnapHuHr onnagax
Talkapugarm mKTMMoun myHocabaTtnap govpacura
TYNUMK  Kan® KWMMHULWIKM - ynap  YunawraHugek
MyaMMOHW Xarn KunraHuya nyk. TyFpu 6up MyH4a
lOTYyKnap MaBxyd, nekuH Oy toTyknap optuaa
XamuaTra cbonganaH Kypa 3néHn optnd KeTMokaa,
AbHM OunaHu TOM MabHoga napdanab YHUHP
ypHura tokopvga Tabkngnab ytunraH TumoTu
YuHTep Tabbupu OunaH anTraHga “yrnkyxoHanap Hu
to3ara KentTupmokaa. YHUHI MUKECUMHM TacasByp
KAWL YYYH KyhAmgarym cTaTUCTMK MabilyMOTHapHu
KENTUPULIHWUHE  y3U  KUAOA  Kunagu:  KYNyunmk
aénnap Kedpok daps3aHg Kypmokganap €ku OyHu
HOaHbaHaBW ycynnapaa amanra owvpMokaanap:
HUKOXZAH ONAauH, HUKOXCU3 EKkn OYynaoK YpToFu
O6unaH. TyfanuwnapHuer 41 dousm  TypmyLl
KypmaraH aénnapra Tyfpu kenagu.

Pew Research CenterHnnr 2013 wnunpgarm
yTKasraH Ttagkukotura kypa, Kywma LTatnapgaru
GonanapHuHr 46 cousn OupUHYM  HUKOXZAru
OoTa-oHagaH ubopaT O6ynraH aHbaHaBuiA ournaga
Tapbus Tonmokaa, 34 dousn énFus ota € oHa Ba
5 ¢omnsn orta-oHacms Bosira etmokga. Ly Gouc
O6ynca kepak, CyHrrn nunnapga FapOHuHr y3uaga
OyHOaw >kapaéHra kKapwu KanuaT Lwakn-naHnb
b6opmokaa. By wyH4Yakn ovnaBuii KagpuaTiapHu
caknab konuwra UHTUNUW 6ynubrvHa KkonmMacgaH,
6ankn heMVHUCTNAPHUHT MaHTUKKa 3 Kenaaurax
abcyponawmb keTaéTraH fosanapura  acocnu
9bTUPO3 xamaup. Anbatta Oy 3bTMpO3nap YuYyH
XaBOTMPNY Xonatnap etaprvya Ba xatTo Kynanmob
xam 6opMokaa.

AénnnapHuHr daonnuriu WXTUMoun donganm
daonuAT coxanapvaaH Tawkapuga xam opTub
6opmokaa. opbec 2013 unga TypmanapHu Taakuk
knnuw Xankapo Mapkasu TomoHuaaH onnb 6opun-
raH TadkuMkoTaa [AyHE Oynmya KamokxoHanapga
caknaHaétraH axonu 6opacupa Kyniuaarum KUWMHK
n3TmMpobra conaguraH MabiymMoTNapHu KenTupaau.
YHra Kkypa, CYHITM nunnapga KamokxoHanapgaru
aén maxbycnapHuHr coHu opTud Gopmokaa.
Pynxatoa Taunang 14,6 douns GunaH etak4unuk
Kunran 6ynca, KevmHr ypuHnapHn BetHam (11,6%),
Kywma WraTtnap (8,8%), dunnunuH (8.1%), Poccus
(7.8%) arannaraH. buprnHa Kywma Ltatnap 2013
NUIHWHT Y31aa axoH 6yrnnda max0byc aénnapHuHr
1/3 knemmn(201200 Hadbapu)ra “aranuk” Kunrad.
YHUHr maxbycnapu coHun cyHrrn 30 run namaa 500
dowusra ycraH. WyHuHroek, ywby gasp mobaHuga
aén max0ycrnap COHW KapLuWn XUHcAarunap coHura
kaparaHga 1.5 mapTta opTraH.

By pakamnap kawFynu BOKenukHW udona
aTcaja, YHUHr opTuaa yHaaHda oxeanupok
xonat awupuHnb étmbam. MawbnymoTnapra kypa,
KaMOKKa OfvHraH aénnapHUHr cesurnapnu KUCMmnHU
xoMunagopnap Tawkun atraH 6ynca, 70 cdousgaH
OPTUFU 3ca Xed bynmaraHga ukku 6omaHnHI acocui
bokyBumcugmp. MaxBycnapHuHr  cbap3aHgnapu
Tapbusicn aca HomakOyn Liapoutnapga y3 Xor-
napura Tawnab kynunagw. LyHuHroek, OyHgan
Oonanap yanapuvHUHI TeHrgoLunapura kaparaHga
5 ©Gapobap KynpoK >KMHOAT Kunuwra MOWWn
6ynagunap. CeHTeHcuHr [MpoXeKT MabnymoTtna-
pura kypa, Maxoyc aénnapHvHI y3 myagatnapuHm
yTawl faBoMuAa XMHCUA 3YPaBOHNUK, Pyxui Ba
TMOOUI XxacTanuknapra gy4yop Oynuin xyaa rokopu
3KaH.

Xynoca

tOkopvparnnapgaH Wy Hapca aéH Gynaguku,
cu3-y 6us sawaétraH oyHEé Hakagap WKTUMOWUA TyLu-
KyHNMK Ba choxeanap rmpgobura Tywmnb Komrad.
ByHOaH YnkuMLL 3ca XeYd KUMHUHE Xaérnura kenaétraHu
MYK. YHUHTr YpHUra OMMaHu Kanganavp 6emabHu
Jormanap 6vunaH aBpall 6unaH WyrFynnaHunmMokaa.
Wy Tapuka demuHucTnap aénnapHu 30num
3pKaKHUHTI ourna Aeb atanMuw 3MHOOHWAAH XaMu-
ATHWHI yHOaHOa wacdbkatcmapok bynraH Ba dakaT
anamnu un3tMpobgaH Oolwka HapcaHu Takaum
aTa onManguraH OMMaBUIM 3MHOOHWTA MWTKUTUO
tobopan. AénnapHuHr, GeMNHUCTNAPHUHT Ha3omaa,
apkaknapgaH TopTMO ONMHIraH 3pKUHNUIM BENXTUEP
PEMUHUCTNAPHUHT Kynura yTnb ketou. Tawbbup
Xous bynca, WKTUMOWMA XuxatoaH MaHdaar-
nn OynraH ys3ra >kuHcra “mMyTenuk’ y3 >KuHcura
y30kka OopmariguraH Ba okubaTuM Xampnu siKyH
TonMamnguraH “myTenuk’ka anmawtupunan. Hatuxa
Xam aca LUyHra spalla: xap AOUMInaek MyKoTWLL-
nap tTyknapgaH YCTyH. XKaMUATHUHE CypyHKanu
“napou’ra demuHuctya OGepunraH “Tawxuc” Ba
“0abB0” MNNaTtHM gaBonamMan, akCUH4Ya KaMusaT
“TaHa’cupa nartanorvk oysunuwnapra cabab éynau.
Ly Tapuka aénnapHuHr ounagaH 3ypaBoHnap4a
“OeroHanalTMpUNUWN” XaMUAT YYyH Xam, UHOW-
BUA YYYH xam dpakaT kyndat kentmpam xonoc. Ly
Tapuka eMnHUCTNap TOMOHUAAH LUaxcuni Xy3syp-
xarnosarra KypOoH KUnMHraH ouna xaMuaTaaH MaHa
Wy Tapuka y4 onmokaa. Ouna KypboH KunmHraH xap
kaHganm wmysaddakusaT yHu Gow Oepuw ongupa
Xed Hapcara apsvmacnuru tobopa onguH 6ynub
bopaBepagn. Kacoc maHa wyHOam asiH4nM Ba
n3TMpobnu Tap3ga AaBom ataBepagn. PeMuHUCT-
nap amanra owwupaéTraH WLIapHUHT GaganvHu
XKaMUAT xaMm, Kernaxak aBnoj Xam MaHa LiyHaka
Tap3ga Tynawra maxoyp 6ynagu.

BupruHa cdheMUHUCTNapHUHT ouna MaxoypusiT-
NapuHM LWAaxcuUn Xxysyp-xanosatra KypOOH Kunuw
FOSICUHWM KEHr oMMara Tapfub KUNULWHKM TyxTatmac
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9KaH, Elnap HUKOXHW Mykapgpac aneb 6unmac
3KaHnap WXTUMOWIA unnatnap maHa LWy Tapuka
ypuuiiBepagn. bu3 xanoc OynuwHM ucTaraH
MyaMMO, aKkCWMH4Ya y3 OpTMAaH YyHOaH4a u4uran
OynraH MmyammonapHu Kentnpmo YmMkapmokaa.

KyxHa OyHEHUHr Myammonapu sHrucu OGunad
Kopuwmnb ketam. Bup 3amoHnap Y3uHuHr Tokatbap-
gownurn 6unaH mabnym 6ynraH NnoCTMOAEPH OyHE
OYyryH Y3VHUWHI HEYOFNMK MypOCaCU3IUIMHW, UHOW-
BUAyan XyKyK Ba 3pKUHIUKNAp opTura siluMpuHno
onraH XamuaT MaHdaatnapuvHM NoMMos 3TaéTraH
pagvkan xapakaTiapHuM OXM30Ha XXMM Ky3aTund
TypraH Ba OyHOan aBpunuvwiniapra Kyn cunrtaraH
TOMOLWAOWH 6ynubG KonmraHmMruHM HaMOEH IJTAMW.
V3 kyiHmga asannab ycTupraH Hapca 6yryH
YHUHT xanokatura cabab O6ynmokaga. ByryHru
nocTMOAepH AyHE MaHa LWyHAaW MaH3apara Ayd
kengu. ByryH nubepanuam fosinapu xed kangaw
TaMOMWN Ba ME3OHMapHW TaH onmanguraH Mypo-
cacus moaepHusMm pyxuparn OyTyH Oup GoLunu
aBnoj - pagvkan MagaHui WHKuMnoddmnap Tomo-
HuaaH abcypn Gup gormara annaHtTMpub Kynunam
Ba ybwy akmgaHu 3ypaBoHnapya OyTyH AyHéra
Xopulm aTtMmokaa xamga Oy ynat kabwu wwmpnar
6unaH Tapkanub 6opmokaa. Ewnap Tobopa mMaHa
WyHOanm Oy3fyHUM FosSMapHWHr  dhaon Tapad-
popura annaduwmokga. by y3 Hasbatmpa ycum3
xam rrnobannawye xapaéHnapuga y3apo WYKM
svgaunsTtnapra 6otmb kKomraH MagaHusTnap Ba
UMBMNM3aUMSNapHW  yHOaHOA HoYop  axsornra
conub Kkysiou, y3ura xoc OeTakpopnurmgaH Ba
XaéT MapomMnapu XunmMa-xunnuri ongmaa TaHnai
XyKykmgaH maxpym 9atagu. byHpan  BasuAtga
demuHmMaMra yxwaraH nubepan Tycgarn xap Xun
akcrnepumeHTan “rnmoban nonunxanap” €HNG TypraH
onoesra éf KynvmwpaH Oowka Hapcara sipama-
AnNTU. AKCMHYA XaMustoa WXKTUMOWUWA 3uaausaT Ba
MyaMMOapHUHI GaTTap EMOHnallyBura xmamat
KUriMmokaa xoroc.

BbuprvnHa ouna WHKMPO3M MaH3apacuga Enfus
OHaNWK  WMHCTUTYTUMHWHT  to3ara  KenraHmrmHu
onavnuk. YHWUHr opTMAaH MyamMmonap kanawmo
4nknb kenaeepaau. bBupuHumnpaH, énFu3 oHanap-
HUHT  WXXTUMOWM-XYKYKMA  XuMosicn.  HOkopuaa
Muconga ryBoxu  OynraHUMusgek,  UKTUcogui
KAAMHYMIIMKNAP  ¥3  OPTMAAH  KMHOSATYUIMKHU
KenTmpmd uJmkapmokoa. PEeMUHUCTUK KaMUST-
HUHT  KaMOKXOHamnapu >XWUHOSATYM EnFu3 oHanap
ounaH TynMb Gopmokaa. WKKuMH4YnaaH, ynapHUHP
dap3angnapu Tapbusicu. TagkukoTnapra kypa,
énFn3 oHanap kapamofmparn OGonanap Xxaét
Jasompuaa kynnab Hokynanm xonatnapra Ay
Kernagu: axnok bopacvupgarn myammMmoriap, MaktabHu

Tamomnaw, éku 6y Tomdagarn Gonanap ota-oHa
Kapamofuga ycraH Oomnanapra HucbartaH Kynpok
kambarannukga KyH keumpagunap.

MaHa OyryH ©1M3 WHCOH XyKyknapw, aénnap
XyKyKrnapu ycTyBop [.9a OyTyH [JyHéra >xap
conaétraHnMmn3 Maskyp LaBpHUHI acn Kuédpacu!
VIHCOH XyKYyKMapuHu XMMOSi KMnaétraH YoFrummnsaa
anHaH yrnapra 4aHr CcOonMmoKaamus: aénnapHuUHr
pocmaHa ounara 6ynraH xyKyKuHu, EnFu3 oHanmkaaH
XUMOSINAHULL  XYKYKUHW, dhap3aHanapHUHT €pKUH
Kernaxak op3ycu Ba TYNaKOHMW WHCOH ©Oynuod
yIFannULL XyKYKMHUW, OTa-oHara ara Oynui XyKyKuHm,
KYWWHIKM, XXyga Kynuunuk ounarnHa 6epa onaguraH
KyBOHY Ba fam TaluBULLNApHW Ovpranvkga 6axam
Kypuw nassatugaH maxpym 6ynub kongunap.
LyHoa xam xanuraya Ky3umMu3 ouumnraHuya Wnyk.
Xap kaHganm kypboHnuk aBasura 6yncaga, “cnécun
MakOynnuk”  HuMkoOMaa FaMpPUMHCOHMI  Fosinap
WHCOHWIITMKHM Tar-Tommpurada kynopub taunama-
ryHu4ya faBom ataBepamu3. Ba 6y bopaga mabHaBui
FaHUMINapMmn3 GunaH Kyp-kypoHa “XxaMKOPrMK’HU
JaBoM aTTMpaBepamu3. Acnuaa, WHCOHUATHUHT
xaMm doxeacu LWyHaaMmacMmkaH?!

LyHra kapamacgaH, OyryHrm kyHoa xam WHCOH
xaéTnga OWMaHUHr YPHUHU Xed Hapca OwunaH
anuwTupmn® GynMacnurHi  KynrmHa TagKuKoTym
onumnap  Tabkugnab  ytuwmokga.  ByryHru
rnoban-nawraH, Monusinawirad, nocTUHAycTpuarn
MyXUTAQ WHCOH KanuTanu wnrapura kaparaHga
Xyga Myxum axamudatra ara. by ovnanapHuHr
axamusATMHNU sHaga owwupunb rbopagu. Heraku
WKTUMOMWIN hbaHnap TagkMKOTYUNApUHUHT xap bup
aBrnogn (ynapHuWHr Kynpok >Xufura TeraguraHu)
ouna TOMOHMAaH y3aTunraH pecypcrnap maktab Ba
nw xxonnaarn MysadpdakMsaTNapHUHE onui fapa-
Xagarn 6enrnnoBYMCY IKaHNUITMHW KanTafaH kawwd
knnmokaanap. Mktucogumn ®penpux Xaek oup acp
onguH “O304MK  KOHCTUTYTUMACK A Tabkuanab
YTraHuaek, WMKOHUSATIAPHUHT  XaKUKUA  TEHIMNIM
YYYH acocui TYCUK LUYHOAKW, WUHTEnnekTyan oTa-
OHa éknm DGabMmaHu ounara anuwTtupca bynagurad
MYKOOWUIMHWHI  MaBXyd amacnurngmp. Wkrtucon-
yunap [lNNegpo KapHepo Ba >Kanmc XekmaH cy3u
OunaH anmTraHga, owna gapoMagu Ba yTMulumra
Kypa KOTHWTWMB (Ounu-ypraHvra oug >apaéH)
Ba KOTHWTMB GyrMaraH KyHUKManap gapaxacugarv
dapknap xyga apTa to3ara Kernagu Ba caknaHub
Konaau. Xap kaHgan xonartaa Tabnum Yy unk
dapknapHu KeHrantupagu®. HOkopuoarn Tabkua-
nap MaBXy[ BOKenuKAaH Kenuwb 4vkuiraH xynoca
6ynmMb EMMHUCTNAPHUHI KanTabuH 4Yakupurmra
HucbaTaH MyHocnb xaBob aecak xam bynaesepaaw.
Herakn OupruHa LWYHWHT y3W YyMapHUHT ongura
xap kangaw wybxanapgaH xonu 6ynraH pag atnb

° Jerry Z. Muller. Capitalism and Inequality:What the Right and the Left Get Wrong. Foreign Affairs. March/April 2013. https://www.foreignaffairs.com/

articles/2013-02-11/capitalism-and-inequality.
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6ynmac Kyunu ganunHu Takgum aTaau.

AnbGaTTa, tokopugary xonatnap ByXy4ra Kenu-
LWraa WKTUMOUN-UKTUCOAMI OMUNIap Ba MagaHUAaT
coxacuaarn rnobannawys TabCUPrapuHM WHKOP
aTM6 G6ynMangn. AMMO (PEMUHUCTUK Fosimap ycus
xam ouna 6owmaaH keumpaéTraH OFpuKIn Y3rapuiu-
napra KywmMm4ya YHUHI XarnokaTnu XapaéHu YyyH
mMadpkypa BasndacuHn ytanan. byHaaH Tawkapw,
ounasun MyHocabaTtnapga TYnuK reHgep TeHrnuK
YKOPUIM KUIMHAP 3KaH YHWHI GoLlKa TOMOHW AOMMO
abTMbopaaH 4YeTda konaeepagun. Y xam 6Gynca
MYaMMOHWHI  MabHaBUM-axMOKUN  Xuxatnapu.
AWHaH, MabHaBUI-axMoOKUM (naTpvapxan Kapatil-
napaarv KoHcepBaTUB YHCyprnap HyKTau HaszapuaaH
amac, 6anku yMyMMHCOHUIIINK Ba UHCOHMAT BaxT-
caogatv Tamowunnapu acocugaru) Macananap
reHgep MyHocabaTnapHuHr xamuaT Gapkapop-
NUrn Ba TapakkMETN Xakuaarn Xonuc KapaiunapuHu
wy6xa octura onagu.

YKaxoHpa aca Oy 6opaga MKKM Xun TeHOeHUUs
Kysatunagu: OupuHYMcK, ounasBun MyHocabart-
napga MyTroK reHaep TeHMMUKHU Tapfnb Kunuvwra
kapwu Fapb OynmaraH xamuatnap YHuHr Fap6
OyHécnaarn KypuHUMLIKM Ba Kentupub uYukapraH
canbuin okubatnapuaaH KaTTuK Xagukcupacanap,
MKKMHYM  TOMOHAaH, (eMUHUCTNap  OuNaHWHK
MabHaBUI-axrnokun >xuxatnapura wybxa 6wunaH
Kapavgunap xamga reHaep TEeHrNMKKa KapLlum
YMKyBYM Ba OapTapad aTunuwmM no3um Oynrad
CYHITW TycuK, Kyd (buprnHa pagukan demuHucT
CumoHe ge BeoBoHMHT “OHanmK MHCTUHKTU Gekop
KMNUHMaryHda, aénnap Kynnuruya konasepagu”
JeraH cyanapuvHu égra  onuw  kndos) aeb
Gaxonavigunap. MaHa Wy HyKTa reHgep Kkapalu-
nap Ba y3ra MagaHusATIapHUHT Mypocacu3 Gaxc
MangoHura annaHgu. Ywoy baxc-myHosapanapga
MOXMATaH KOHCEHCYCra 3pULLMLL MMKOHU MYK 6yn-
caja, KOMMNPOMUCCra 3pULLIMLL XKyaa MYXUM.

deMUHUCTUK ~ FoAnap xamulla aHbaHaBui

MagaHusiTnapra sHrMnNukK cudatnaa kupub kenap
3KaH MaBXyd TapTubnapHu TybaaH yarapTupuwira
UHTMNagu. Arapga y MaBxyd Taptubnap Ounad
accumunauusara KmpywiMaca éku Typnv MagaHu-
ATnapra agantauusiHM amanra oMpuLLl UMKOHUHK
bepmaca, y xonga (EeMUHU3M MOXUSiITAH KOM-
MYHUCTUK akupanapacTiMK CUHrapu WXTUMOUN
akmganapactivkka annaHub konagu. YnapHUHD
XaWpoH Komapnu papaxagarv yxwailunur LiyH-
Jaky, uMKKanacu xam Y3 KoHTekcTuaa “agyBun’
(mynkgopnap, apkaknap) Ba “masnymnap” (Mwyunap,
aénnap) OUXOTOMUSACK acocuaa WXTUMOUN BOKe-
NVKHW Taxnun atagunap Ba baxonanaunnap; Mynkin
TEHICUBMNUKHN  XaM, TreHOep TEHICU3NMKHU Xam
WHCOHHUHTI  TabuUUn-GMoNorMk  xycycusaTnapu Ba
MHOMBUAYan WMKOH-CANoXMATIapu Typrnu Xunmu-
rmgaH amac, Gankm WKTUMOWN BOKENUK Xxamaa
yHOarm maeXyn HykcoHnap OunadH Gofnavaunap;
MKKanacu xam TeHrcusnukHu baptapad kunuwiaa
KECKMH WXTUMOWA-MagdaHUN WHKMNobnapra Tas-
Hagunap.

AHa Wy HyKTaum HasapgaH kaparaHga demu-
HU3M wnrapu cypaéTtraH onmxaHob fosinap Ba
KagpusaTnap, apuwraH HTyknapu OunaH Ouvpra
xamga y OwunaH Owvpra xampox, 6ynub kenrad
UMBUNU3ALMOH  KagpuaTnap (LWaxc SpKUHNUMK)
HUHT  MOOEepHM3auMsanawTUpUWHN - y3  bowmnaaH
KeunmpaéTtraH kamusaATnap TOMOHMAaH Owupaan
TaHKMO KANMMHMLUUIG Ba MHKOP STunuwimra onmé
kenagu. byHgan TaHwkmpnap kynuHya FapOHWUHT
y3naaH uvukagun xam. MacanaH, Tumotu XK. YuHtep:
“llaxc xykyknapu owuna xykyknapugaH 6anang
Typagu, geraH byamakop TyLlyHYa MKKanacuHu xam
MHKMpo3ura cabab 6ynan. Ouna MHKMpO3W Kapa-
€HN KEeCKWMH WKTUCOOWM Ba WHCOHWIA okubaTnapHu
KenTupnd umkapmokgaku, Oy WMHKUPO3HW  TaH
ONnuLLI Ba KECKMH Yopanap Kypull BaKTW KerraHu
wybxacuns™®, nes TabkugnaraH sau.
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AHHOMauyusi: Aemop aHanu3supyem enusiHue uMrniemMeHmayuu 2eHOepHO20 pageHcmea Ha UHCmumym
ceMbu 8 ycrogusx nubepanusauyuu. A makxe cpasHUMErIbHO UCCiedyromcsi 80MpPoChkl 8HEOPEHUSs
2eHOepHO20 paseHcmea 8 UHCMUMym ceMbU U €20 mpaduyUOHHbIE arlbmepHamusebl. Anpobupyemcsi
ymeep>x0eHue MoHIMus «2eHOEePHbIU bariaHC» Kak aflbmepHamuebl MOHSIMUK «2eHOePHOE PaBeHCME0».

KnroueBble cnoBa: fubepanusayusi, 2eHOepHOe pageHCcma80, UHCMuUmMym cemMbu, 2eHOepPHbIU basaHc,
UeHHOCMHasi mpaHcgopMayusi, KpUu3uc cembu, mpaduyuoHHbIe arnbmepHamuebl.

Annotation: The author analyzes the impact of implementation of gender equality on family institution
in the condition of liberalization. As well as, issues of implementation of gender equality into family
institution and its traditional alternatives are studied comparatively. The establishment of conception of
“gender balance” as alternative to the conception of “gender equality” is tested.

Key words: liberalization, gender equality, family institution, gender balance, value transformation,
crisis of family, traditional alternatives
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BOSHQARUV TASHKILOTLARI
TIZIMIDA KADRLAR SIYOSATI VA
PERSONALNI BOSHQARISHNING

RIVOJLANTIRISH YO‘LLARI

Aziz QAYPOV,
Qoraqalpog‘iston Respublikasi Nukus tumani

hokimligi loyiha menedjeri

Annotatsiya. Ushbu maqolaning maqsadi boshqaruv tashkilotlarida kadrlar siyosati va personalni
boshqarishning rivojlantirish yo'llarini o‘rganish va amaliy tavsiyalar taqdim etishdan iborat. Maqolada,
kadrlar siyosati va personalni boshqarishni rivojlantirish yo'llari tahlil qilinadi. Usul sifatida tadqiqot va tahlil
yondashuvlari, shuningdek, rivojlantirish yo'llari, nazariyalari va tajribalariga asoslangan yondashuvlar
qo'llanilgan. Natijada, personalni boshqarishning rivojlantirish yo'llari innovatsion strategiyalarni amalga
oshirish tashkilotlarning samaradorligini oshiradi. Xulosa qilib aytganda, boshqaruv tashkilotlarida kadrlar
siyosati va 0°z personalni rivojlantirishda ilg‘or metodlarni joriy etish orqali muvaffaqiyatga erishishi mumkin.

Kalit so‘zlar: Boshqaruv tashkilot, kadrlari siyosati, personalni boshqarish, rivojlantirish yo'llari.

Kirish. Mamlakatimizda ro’y berayotgan
innovatsion jarayonlar avvalo, kadrlar siyosatida
ham o‘zgarishlarni talab giladi. Chunki, ushbu
atama amaliyotda anchadan beri go‘llaniladi, ammo
har bir boshgaruv tashkilotlarida uning ishlash
tartibi gandayligi, kadrlar siyosati o'z ichiga olgan
masalalar qay darajada olib borilayotganligiga
bog'lig. Boshqaruv tashkilot(korxona)larida
kadrlar siyosati va personlanning eng muhim jihati
rahbar toifasidagi xodimlar zaxirasi bilan ishlash,
rag‘'batlantirish va rivojlantirishdir. Davlatimizda
boshqgaruv tashkilotlarida xodimlarning kasbiy
(professional) lavozimi o‘sishi, xodimning kasbiy-
ishchanligi hisobiga uning mehnatini baholash
natijalariga asoslanadi.

Hozirda davlatimizning barcha tashkilot(korxona)
larida personal(xodim)larning kasbiy xusiysatini
baholash tadbirlari rasman o‘tkazilmaydi, Shun-
dan so‘ng personal: ishchilar, mutaxassislar,
xizmatchilar, xodimlarlarning professional o'sishi va
lavozimlarga ko‘tarilishi ko‘p hollarda tasodifan yoki
tanish-bilishchilik asosida amalga oshiriladi.

Kadrlar siyosatida personalning malakasidan

unumli foydalanish bu boshqgaruv tashkilotlarning
ish unumdorligini oshiruvchi omildir. Yaponiya
tajribasi buning yaqqol isboti. Yaponlar odatda,
personalni o'’zgartirmaydilar, lekin personalni o‘qgitish
va mehnatga rag‘batlantirish, ishni tashkil etish yoli
bilan boshgaruv tizimini yangidan tashkil etadilar.
Inson resurslari har gqanday jamiyatning asosiy
boyligi, davlat iqtisodiyotini harakatlantiruvchi
kuch. Inson resurslari boshga barcha resurslardan
ogilona foydalanishda strategik va hal qiluvchi rol
o‘ynaydi. Shu jihatdan inson resurslarini boshqarish
va rivojlantirishga bo‘lgan e’tibor dunyo migyosida
tobora ortib bormoqda. Shunday ekan, mavjud
davlatimiz amaliyoti va chet el tajriba asosida
tayyorlangan mazkur bitiruv malakaviy ishimda
barcha boshqgaruv tashkilotlari tizimida kadrlar
siyosati va personalni boshqarishda rivojlantirish
yo'llari bo‘yicha ishchan yondashuvlar o'z ifodasini
topgan. So‘nggi yillarda mamlakatimizda davlat
xizmatifaoliyatisamaradorligini oshirishga garatilgan
keng ko'lamli islohotlar amalga oshiriimoqgda®.
Ushbu islohotlar natijasida tashkilot(korxona)
larida kadrlar siyosati va personalni boshqgarishda

" O'zbekiston Respublikasi Prezidentining 3.10.2019-yil «O‘zbekiston Respublikasida kadrlar siyosati va davlat fugarolik xizmati tizimini tubdan

takomillashtirish chora-tadbirlari to'g‘risida»gi PF-5843-sonli Farmoni.
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jiddiy ravishda takomillashtiriimoqgda yani bir so‘z
bilan aytsak rivojlonmoqda. Yugoridagilardan
ko‘rinib turibdiki, kadrlar siyosatining tashkiliy-
huquqiy asoslarini, uning mexanizmini belgilab
beruvchi qonun va qarorlarning qabul qilinishi
davlatimizning rivojlanishida, yangi yetuk kadrlarning
tashkilot(korxona)larida samarali faoliyat yuritishida
juda muhim ahamiyatga ega hamda mazkur
sohadagi mavjud muammo bartaraf etishga xizmat
giladi.

Ushbumavzudacheteldavlatlarivadavlatimizning
olimlari o'z ilmiy ishlarida o‘rganishgan. Jumladan,
Inson resurslarini  boshgarish, xodimlarini har
taraflama qo'llab-quvvatlashni tashkil etish, hamda
moddiy rag‘batlantirish va tashkiliy madaniyat orqali
mehnat sifatini oshirish yo'llari, xorijlik olimlardan
S.V. Shekshnya, Robert L. Mathis, John H. Jackson
va M. Armstrong? va boshqalar.

Mamlakatimizda HR  menedjer, kadrlar
siyosati, mehnat resurslarini boshqarish, per-
sonalni boshqarish, kadrlar menejmenti,
xodimlarni  rag‘batlantirish, qayta tayyorlash,
malakasini oshirish va rivojlantirish muammolari
B.Umurzakov, Q.H.Abdurahmonov, X.X.
Abduramanov, M.Abdukarimov, N.T. Shoyusupova,
M.B.Ataniyazova® kabi olimlarning izlanishlari va
ilmiy ishlarini kiritish mumkin.

Maqolada, boshqaruv tashkilotlarida kadrlari
siyosati va personalni rivojlantirishning zamonaviy
yondashuvlari ko‘rib chiqiladi. Bu mavzu, nafaqat
rahbarlar, balki kadrlar bo‘limi xodimlari, tashkilot
strategiyalarini ishlab chigish bilan shug‘ullanuvchi
mutaxassislar, va personalni rivojlantirishga
giziggan har bir kishi uchun muhimdir. Maqola
davomida, kadrlari siyosatining samarali amalga
oshirilishi va personalni rivojlantirish bo‘yicha bir
nechta tavsiyalar beriladi, shuningdek, zamonaviy
yondashuvlar va strategiyalarni tahlil gilish orqgali
amaliy maslahatlar taqdim etiladi.

Asosiy qism. Kadrlar siyosati davlatimizning
kadrlar sohasida azaldan qo‘llangan tushuncha,
bu tashkilot(korxona)ning personalga munosabati
va anig magsadlarga erishish niyatida unga ta’sir
ko‘rsatish usullari majmui deb tushuniladi.Amalda
korxona kadrlar siyosatining turli ta’riflari mavjud
(personalni boshgarish siyosati, inson resurslarini
boshqarish siyosati, inson kapitalini boshgarish
siyosati)*.

Kadrlari siyosati — bu tashkilotning asosiy
faoliyatini amalga oshiruvchi xodimlar bilan bog'liq

barcha jarayonlarni tartibga soluvchi tizimdir.
Zamonaviy tashkilotlar uchun bu siyosatning
muvaffaqiyatli bo‘lishi xodimlarning motivatsiyasi,
salohiyati va ishga boflgan munosabatiga
bevosita ta’sir qiladi. Tashkilotning strategiyasini
shakllantirishda kadrlar siyosati va uning muhim
elementlarini  e’tiborga olish zarur. Xususan,
xodimlarning bilimini oshirish, individual rivojlanish
rejalari tuzish, va kompaniyaning magsadlariga
erishishda xodimlarni rag‘batlantirish muvaffagiyatni
ta’'minlaydi.

Motivatsiya va rag‘batlantirish kadrlar siyosa-
tining ajralmas qgismi hisoblanadi. Xodimlarni
faollashtirish, ular orasida ragobatbardoshlikni
yaratish, o‘zlariga bo‘lgan ishonchni oshirish uchun
samarali rag‘batlantirish tizimlari zarur. Bunday
tizimlar moddiy va ma’naviy mukofotlardan iborat
bo‘lishi mumkin. Xodimlarni muvaffaqiyatlari uchun
e’tirof etish, ular uchun maxsus mukofotlar joriy
etish nafagat ularning motivatsiyasini oshiradi, balki
tashkilotning umumiy muvaffagiyatiga ham ijobiy
ta’sir ko‘rsatadi.

Kadrlar siyosati davlatimizning kadrlar sohasida
azaldan qo‘llangan tushuncha, bu tashkilot(korxona)
ning personalga munosabati va aniq maqgsadlarga
erishish niyatida unga ta’sir ko‘rsatish usullari
majmui deb tushuniladi.

Amalda korxona kadrlar siyosatining turli ta’riflari
mavjud (personalni boshqarish siyosati, inson
resurslarini boshgarish siyosati, inson kapitalini
boshgarish siyosati) .

Ulardan ba’zilariga o'z ta’rifimizni berishimiz
zarur:

» Tashkilot(korxona)ning kadrlar siyosati —
korxonaning xodimlar faoliyati bilan bilan bog‘liq
umumiy qoida, tamoyil, munosabat va ustuvorliklar
tizimi orgali ushbu korxonada amalga oshirish uchun
asosiy va majburiy deb e’tirof etilgan va hokazoruv
tizimida qo'llanuvchi qadriyat mo‘ljallari, usullari,
shakllari, ko'p yillik an’analar majmuasi, baholash
usullaridan iborat.

» Tashkilot(korxona)ning kadrlar siyosati —
rahbariyat tomonidan belgilanuvchi va jamoaning
mavjud tashqi muhit sharoitda uzoq muddatli
rivojlanish magsadlariga eng samarali tarzda
erishish imkonini beruvchi, xodimlarni boshqarish
jarayonida qo‘llanuvchi mavjud sub’ektlar, ularning
xatti-harakat qoidalari, prinsiplar tizimi.

« Tashkilot(korxona)ning  kadrlar  siyosati
— xodimlar vazifalarining umumiy yo‘nalishi,

2 Shekshnya S.V. Upravlenie personalom sovremennoy organizatsii. — M.: ZAO “Biznes-shkola “Intel-Sintez””, 2007.; Robert L. Mathis. (University
of Nebraska at Omaha), John H. Jackson. (University of Wyoming) Human resource management. 2010., M. Armstrong. Human resource management.
* B.Umurzakov va boshqalar Korxonada kadrlar siyosati(O‘quv qo‘llanma. —T.; LESSON PRESS, 2018-y), Q.X.Abdurahmonov va boshqalar.
Personalni boshqarish (oliy o‘quv yurti talabalari uchun o‘quv go‘llanma), Q.X. Abdurahmanov, X.X. Abduramanov, Mehnat resurslarini boshqgarish :
o‘quv go‘llanma — Toshkent, M.Abdukarimov HR menedjer korporativ munosobatlar yaratuvchi — Toshkent: Mohirbek-Ziyo, 2023-yil N.T. Shoyusupova,

Ataniyazova M.B. Kadrlar menejmenti, o‘quv qo‘llanma, 2016-y.

4 B.Umurzakov, G.Abdurahmanova, S.Xolmuratov Korxonada kadrlar siyosati. O'quv qo‘llanma. —T.: «Fan va texnologiya», 2019.
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korxonaning strategik rivojlanishini hisobga olgan
holda doimiy o‘zgarib borayotgan bozor talablariga
o'z vaqgtida moslashish gobiliyatiga ega mas’uliyatli,
yugori malakali uyushgan jamoani tuzish magsadida
kadrlar salohiyatini rivojlantirish iqgtisodiy inqiroz
xavfi sharoitida jamoaning bir maromda ishlash
talablarini saglashga yo‘naltiriigan maqgsad, ishlab
chigish jarayonining tashkiliy mexanizmi,usullari,
shakl va tamoyillari yig‘indisidir.

« Tashkilot(korxona)ning kadrlar siyosati — jamoa
oldida turgan strategik maqgsadlarga erishish va
uning missiyasini ro‘yobga chigarish uchun zarur,
etarli migdorda va malakada bo‘lgan xodimlar
bilan ishlash sohasidagi muayyan ichki qoida va
tamoyillari to‘plami.

“Kadrlar siyosati” tushunchasining zamonaviy
ma’nosi quyidagilardan iborat.

Birinchidan, korxonaning zamonaviy kadrlar
siyosati ishlayotgan har bir xodimning vazifalari
va strategik maqgsadlaridan mantigiy kelib chigadi
va faoliyatning aniq natijalari hamda korxonaning
umumiy rivojlanish istigbollariga moslashadi. Kadrlar
siyosatining qulayligiga, egiluvchanligiga yuqori
talablar va uning ichki (boshqgarish va rahbarlik
uslubi, ichki tashkiliy madaniyat va hokazo) va tashqi
muhiti (mehnat bozori, igtisodiy ingiroz sharoitida —
moliya faoliyatini maqgsadli olib borish xususiyatlari,
gonunchilikning rivojlanishi, takomillashishi) ko‘p
omilli  ijtimoiy-igtisodiy =~ munosabatlar asosida
amalga oshiriladi.

Ikkinchidan, kadrlar siyosatining g'‘oyalarini
korxonadagi yuqori saviyadagi rahbarlar (ta’sischilar,
mulkdorlar, top-menejerlar) ishlab chigadilar.

Uchinchidan, kadrlar siyosatini asosan oliy va
o‘rta darajali boshgaruv bo‘g‘inida mehnat faoliyatiga
ega funksional rahbarlar, ma’lum tajribaga ega
bo‘lgan professional kadrlar xizmati ham anglab va
izchillik bilan mujassamlashtiribboradilar.

To‘rtinchidan, kadrlar siyosatini amalga
oshirishda yuqori professional malakaga ega
kadrlar xizmati muhim ahamiyat kasb etadi.
U maslahatchi, uslubchi, rahbar yordamchisi,
kadrlar siyosati monitoringini amalga oshiruvchi
koordinator vazifasida namoyon bo‘ladi, uning
faoliyat samarasi, zarurat tug‘ilganda esa bevosita
yangilash tashabbuskori sifatida ham yuzaga
chigadi. Korxonaning kadrlar xizmati aniq kadrlar
bilan bog'liq strategiyalar loyihalari, ssenariyalar,
vaziyatlar va kadrlar siyosati talablari bajarilishiga
yordam beruvchi personal texnologiyalar
mexanizmini  ishlab chigaradi. O‘zbekistonda
igtisodiy islohotlarni yanada chuqurlashtirish va
igtisodiyotni modernizatsiyalash jarayoni personalni
boshgarish sohasida ham tub o‘zgarishlar
gilinishini tagozo etadi. Bunday sharoitlarda har
bir korxonaning muvaffagiyatli faoliyat ko‘rsatishi

uning jamoasi, personali malakasi, bilim va tajribasi,
tashabbuskorligi, intizomliligi, mas’uliyatiga bog'liq
bolib goladi. Rivojlangan davlatlarda korxona
personallarida bu va boshqa sifatlarni garor toptirish
va rivojlantirishga boshqgaruvni takomillashtirish
hisobiga erishilishi ko‘pdan bo‘yon yaxshi ma’lum.
Bozor iqgtisodiyoti sharoitida korxonalar yuqori
samara bilan faoliyat ko’rsatishi, muvaffaqgiyatli
raqobat qila olishi fanda “Personal” atamasi
bilan nomlanadigan mehnat jamoasining tarkibi,
malakasi, salohiyati, ijodiy izlanishi, mas’uliyati kabi
juda ko‘pg‘ina sifatlari hal qiluvchi ahamiyat kasb
etishi amaliy isbotini topgan. Bugungi kunga kelib
mazkur masalalar bilan maxsus shug‘ullanuvchi
“Personalni boshqarish” tobora rivojlanib bormoqgda.

Personalni boshqarish - alohida xodim
va umuman korxona manfaatlarini ta’minlash
magsadida inson salohiyatidan samarali

foydalanishga garatilgan tashkiliy, ijtimoiy-igtisodiy,
psixologik, axlogiy va huqugiy munosabatlar tizimidir.
Personalni boshqarishning asosiy funktsiyalarini
o'zida aks ettiruvchi to‘rt tarkibiy gism mavjuddir:

1. Personalni tanlash.

2. Personalni rivojlantirish.

3. Personalni baholash.

4. Personalni rag’batlantirish.

Personalni boshqarish asosiy tushunchalari va
ularning mohiyati quyidagilardan iboratdir:

Kadrlar siyosati - personal bilan ishlash
tamoyillari, maqg-sadlari va strategiyasi. Korxonada
xodimlar bilan ishlash bo‘yicha barcha tadbirlar shu
magsadga yo‘naltiriladi.

Personal - korxona xodimlari: rahbarlar,
mutaxassislar, ishchilar, xizmat ko‘rsatuvchi kichik
personal.

Personalga ega bo‘lish - korxona uchun
xodimlarni ishga vyollash bilan bog’liq barcha
jarayonlar, shuningdek, vyangi xodimlarni o'z
vazifalarini bajarishga kirishishlariga tayyorlash.

Personalni rejalashtirish - personal bilan ish
olib borish barcha yo‘nalishlarini belgilab olish.

Personalni rivojlantirish - personalning yangi
bilimlarga ehtiyojlarini aniglash va bu ehtiyojlarni
gondirib borish, bosh-qaruv uslublarini muttasil
takomillashtirib borish, xodimlarga ularning faolligini
oshirishda har taraflama yordam berish.

Personalni bo‘shatish - shtatlarni qisqgartirish
va ortigcha xodimlarni ishdan bo‘shatish bilan
bog’lig barcha tadbirlar.

Personalni baholash - korxona yoki uning
bo‘linmasi ishlab chigarish pirovard yoki oraliqg
natijalariga  alohida  xodimlarning hissalarini
aniglash.

Personal ish sifatini baholash - xodimlarning
egallab turgan xizmat vazifalariga loyiqglik darajasini
aniglash.
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Personalga rahbarlik - personalni bevosita
rahbarlar — bo‘lim rahbarlari tomonidan boshqarish.

Personalni nazorat qilish - ishlab chigarish
nazorati tizimidan foydalangan holda rahbariyat
garorlari va ishlab chigarish topshiriglari ijrosi
nazoratini amalga oshirish.

Personalni boshqarishning asosiy magqgsadi
korxona personalini shakllantirish, rivojlantirish
va uning salohiyatidan eng samarali ravishda
foydalanishdan iboratdir. Bu - korxona har bir xodimi
bilan olib borilayotgan ishni muttasil yaxshilab
borish orgali uning o'z mehnat va ijodiy qobiliyatini
oshirib borishiga erishish va bu qobiliyatidan
korxona magsadlariga erishish uchun iloji boricha
to'la foydalanishni ta’minlash demakdir.

Personalni boshqarish konsepsiyasi korxona
xodimlar salohiyatini shakllantirish va rivojlantirish
bilan o‘zaro bog'lig.

Xodimlar salohiyatini shakllantirish - bu
personal mehnat munosabatlarini personalni
boshqarish xizmati tomonidan belgilangan tartib-
goidalar asosida tashkil etishdir. Mazkur kategoriya
boshgaruvning barcha funktsiyalari (masalan,
investitsiya menejmenti va personalni boshgarish,
ishlab  chigarish menejmenti va personalni
boshqarish) o‘rtasidagi alogadorlikni bog‘lovchi
jarayonlarni anglatadi. Bunda bog‘lovchi jarayonlar
sifatida kommunikatsiyalar va boshqaruv qarorlari
namoyon bo‘ladi®.

Personalni rivojlantirishda yangi yondashuvlar,
aynigsa, ragamli texnologiyalarning ta’siri bilan
amalga oshiriimoqda. Masalan, onlayn Kkurslar,
masofaviytreninglarvaboshqao‘rganishplatformalari
orgali xodimlar oz bilim va ko‘nikmalarini oshirish
imkoniyatiga ega. Bunday yondashuvlar xodimlarga
o'z vaqtlarini va resurslarini tejashga yordam beradi.
Bundan tashqari, tashkilotlar ko‘pincha boshqarish
tizimlaridan foydalanadilar. Bu tizimlar orqali
xodimlar o‘zgaruvchan ish sharoitlariga moslashish,
yangi bilimlarni egallash va o'z salohiyatini to‘liq
amalga oshirish imkoniyatiga ega bo‘ladilar.

Bugungi kunda ragamli texnologiyalar
boshqgaruv va personalni rivojlantirish jarayonlarini
sezilarli darajada soddalashtirdi. Xodimlar uchun
tayyorlanadigan o‘quv  modullari, simulyatsiya
tizimlari va masofaviy o‘quv dasturlari bu sohada
katta ahamiyat kasb etadi. Boshqgaruv tashkilotlarida
onlayn treninglar, vebinarlar va masofaviy kurslar
orgali xodimlarning professional o'sishini ta’minlaydi.
Bu texnologiyalar, shuningdek, tashkilotlarga global
migyosda yuqori malakali kadrlarni jalb qilish
imkonini beradi.

Hozirgi vaqtda dunyoda yuz berayotgan shiddatli
innovatsion o‘zgarishlar, ragamlashtirish jarayonlari,

sun’iy intellektning joriy etilishi har bir davlat oldida
yangi-yangi dolzarb vazifalarni go‘'ymoqgda. Bunday
sharoitda davlatlarning hamkorlik borasida hali
ishga solinmagan ulkan imkoniyatlaridan to‘lagonli
foydalanish tagozo etiladi. Kadrlar siyosati, inson
resurslarini  boshgarish va ularni rivojlantirish
borasidagi hamkorlik esa vaqt otgan sari ahamiyat
kasb etib bormoqda. Vazirlar Mahkamasining
22.09.2023-yildagi “Respublika va mabhalliy ijro
etuvchi hokimiyat organlarida inson resurslarini
boshqarish tizimini takomillashtirish chora-tadbirlari
to‘g‘risida’gi 492-sonli garori gabul qilindi®. Inson
resurslarini  boshqarishga oid ma’lumotlar va
hujjatlarni shakllantirish va yuritish uchun yuridik
shaxs maqomidagi davlat organlari elektron
platformadan foydalanuvchi hisoblanadi.

Barcha foydalanuvchilar elektron platformada
shaxsiy ERI kaliti orqali ro‘yxatdan o‘tadi, bunda:

- davlat organi rahbari shaxsiy ERI Kkaliti
yordamida davlat organining inson resurslarini
rivojlantirish va boshgarish boflinmasi mas’ul
xodimini belgilab, unga elektron platformadan
foydalanish imkoniyatini beradi; inson resurslarini
rivojlantiish  va boshqarish bo‘linmasi  xodimi
shaxsiy ERI kaliti yordamida elektron platformada
ma’lumotlar va hujjatlarni shakllantiradi hamda
yuritadi.

- Elektron platformada davlat organi tuzilmasini
uning shtat jadvaliga muvofiq bo‘linmalar va
ish ofrinlari haqgidagi ma’lumotlarni kiritish orqali
shakllantiriladi. Bunda har bir lavozim alohida
yaratiladi.

- Elektron platformada davlat organlarining ichki
idoraviy hujjatlari (buyruq, qaror va farmoyish) ERI
bilan tasdiglangan holda fagat elektron platformada
shakllantiriladi va gabul gilinadi.

- Elektron platforma orqali qabul gilingan ichki
idoraviy hujjatlar ijroga qaratish uchun edo.ijro.uz
axborot tizimiga avtomatik tarzda yuboriladi.

- Davlat organlarining ishga gabul qilish natijalari
bo‘yicha hujjatlarni  rasmiylashtirish,  tarkibiy
tuzilma, shtatlar, lavozimlar va xodimlar to‘g‘risidagi
ma’lumotlarni to‘plash va ularga ishlov berish.

- Davlat organlarining vakant lavozimlarini €’lon
gilishdan tortib, tanlov o‘tkazish va ishga qabul qilish
natijalari bo‘yicha hujjatlarni rasmiylashtirishgacha
bo‘lgan jarayonlar elektron platforma va vacancy.
argos.uz axborottizimining o‘zarointegratsiyalashuvi
asosida amalga oshiriladi.

Davlat organining inson resurslarini rivojlantirish
va boshgarish bo'linmalari tomonidan elektron
platformaga kiritilgan:

Xodimlar faoliyatining samaradorligini avtomatik
tarzda baholash, kadrlar bo‘yicha ma’lumotlarning

5 Abduraxmonov Q.X., Xolmo‘minov Sh.R., Zokirova N.Q., Irmatova A.B. “Personalni boshqgarish” (Darslik) — T.: TDIU, 2011. 579 bet.
¢ O'zbekiston Respublikasi Vazirlar mahkamasining 22.09.2023-yildagi 492-sonli garori.
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elektron arxivini yuritish, rahbar kadrlar uchun
belgilangan zaxiralarni shakllantirish hamda inson
resurslarini  boshqgarishga oid boshga faoliyati
elektron platformada amalga oshiriladi.

Davlat organlarining belgilangan rahbarlik
lavozimlari uchun kadrlar zaxirasini shakllantirish
va yuritish jarayoni elektron platforma orqgali amalga
oshiriladi.

Kadrlar zaxirasiga kiritilgan xodimlarning shaxsiy
ma’lumotlari elektron platforma va zaxira.argos.uz
platformasining o‘zaro integratsiyalashuvi asosida

yuritiladi.
Kadrlar siyosatini takomillashtirishning har
xil uslublarga ajratish mumkin. Ular tashkilot

rahbarining uslubi, tashkilotdagi tarkibiy bo‘lim-
dagi rahbarlarining vakolatlari, tashkilotdagi mada-
niyatning  xususiyatlari, tashkilotning xodimlar
xizmati va hokazolar kabi bir gator omillar bilan
belgilanadi.

Tashkilotning ~ kadrlar  siyosatidagi  inson
resurslarini boshqarish tizimida va innovatsiyalarni
joriy etish kadrlar siyosatini takomillashtirib borishda
korxonada albatta garshiliklar kelib chigadi. Har turli

darajadagi bo‘shliglar va tegishli menejerlari hamda
texnologik yo‘nalish xodimlarining birbirlaridan bilim
va tashkiliy tafakkurdagi farq bo‘lishligi uning eng
asosiy sabablaridan biri.

Hozirgi vaqgtda ragamli texnologiyalar albatta
boshgaruv tashkilotlarida kadrlar siyosati va
personalni boshqarish jarayonlarini sezilarli darajada
soddalashtirdi. Xodimlar uchun tayyorlanadigan
o‘quv modullari, simulyatsiya tizimlari va masofaviy
o‘quv dasturlari bu sohada katta ahamiyat kasb
etadi. Bu texnologiyalar, shuningdek, tashkilotlarga
global migyosda yuqori malakali kadrlarni jalb qgilish
imkonini beradi.

Xulosa. Boshgaruv tashkilotlarida kadrlari
siyosati va personalni boshqarishning rivojlantirish
yo'llari amalga oshirilishi nafagat xodimlarning o'z
salohiyatini oshiradi, balki boshqgaruv tashkilotning
umumiy muvaffaqiyatiga ham ta’sir giladi. Personalni
boshgaruvda ragamli texnologiyalarni qo‘llash,
motivatsiya tizimlarini yangilash va xodimlarning
individual ehtiyojlarini  inobatga olish orqali
tashkilotlar o'’z samaradorligini maksimal darajada
oshirishi mumkin.

FOYDALANILGAN ADABIYOTLAR:
1. B.Umurzakov, G.Abdurahmanova, S.Xolmuratov Korxonada kadrlar siyosati. O‘quv qo‘llanma. —T.: “Fan va texnologiya”,

2019

2. Abduraxmonov Q.X., Xolmo‘minov Sh.R., Zokirova N.Q., Irmatova A.B. “Personalni boshqgarish” (Darslik) — T.: TDIU, 2011.

579 bet

3. Q.X.Abduraxmanov va boshgalar. Personalni boshqarish (oliy oquv yurti talabalari uchun darslik) Toshkemt “O‘gituvchi” -

2006.- 345.b

4. V.Karimova, O.Xayitov, S.Djololova. Boshqgaruv psixologiyasi. O‘quv qo‘llanma. T.2008.

5. www.lex.uz
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HR BOSHQARUVNING MAZMUNI VA
MOHIYATIGA OID QARASHLAR

Muslimbek Anvarjonov,
Yoshlar muammolarini o‘rganish va istigbolli kadrlarni
tayyorlash instituti tinglovchisi

Annotatsiya. HR (Human Resourse) — inson resurslari boshqaruvi tushunchasi bo'lib, tashkilotning
asosiy boyligi bo‘lgan inson resurslarini boshqarish, rivojlantirish va ulardan samarali foydalanish jarayoni-
ni ifodalaydi. HR boshqaruvi zamonaviy korxonalar uchun strategik ahamiyat kasb etadi, chunki raqobat-
bardoshlik ko'p hollarda inson resurslarining malakasi, motivatsiyasi va innovatsion salohiyatiga bogliq.
Ushbu maqolada HR tushunchasining mazmun mohiyati yoritilgan bo'lib, kadrlar bo‘limi mutaxassislari,
xodimlarni boshqarish va HR o'rtasidagi farq va o‘zaro aloqadorlik aniq misollar bilan keltirilgan.

Kalit so‘zlar: HR, KTM, HR menejmenti, xodimlar, Kompensatsiya, HR mutaxassislari inson kapitali,

kadrlarni boshqarish, boshqaruv siyosati

HR tushunchasi korxona, tashkilot va muas-
sasalarda (keyingi o‘rinlarda KTM) ularning xofjalik
yurituvchi  sub’ekti  tashkiliy-huquqgiy shaklidan
gat’iy nazar ularda faoliyat yuritayotgan xodimlarni
boshgarish uchun ishlatiladigan strategiyalar,
jarayonlar va amaliyotlarni o'z ichiga oladi[1, 2]. HR
gisqartma bo‘lib, u inglizcha “Human Resources”
(“inson resurslari’) so‘zlaridan kelib chiggan va
xodimlarni boshqgarish sohasini anglatadi. “HR
menejmenti” va “Kadrlarni boshqarish” tushunchalari
sinonimdir. Bunda asosan, HR xodimlarning
gonigish va rivojlanishini ta’'minlagan  holda
tashkilot maqgsadlariga erishish uchun xodimlarning
ish faoliyatini optimallashtirishga garatiladi. HR
faoliyatining mazmuni quyidagilardan iborat [3] (1-
chi rasm):

- Ishga qabul qilish va tanlash: KTM ning
xodimlarga bo‘lgan ehtiyojni aniglash, eng yaxshi
iste’dodlarni jalb qilish, tanlash va ishga gabul qilish.

- Trening va rivojlantirish:  Xodimlarning
konikma va malakasini oshirish, seminarlar,
murabbiylik va uzluksiz o‘rganish orgali martaba
o'sishi imkoniyatlarini tagdim etish.

- Kadrlar boshqaruvi: Kadrlarning aniq umid
va maqsadlarni belgilash, baholash va konstruktiv
fikr bildirish.

- Kompensatsiya va imtiyozlarni boshqarish:
Adolatli va ragobatbardosh ish haqi tuzilmalarini
loyihalash, sog'ligni saglash sug'urtasi, nafaqa
rejalari va soglomlashtirish  dasturlari  kabi
imtiyozlarni taklif qilish.

- Ichki kommunikatsiyalarni shakllantirish va

korporativ.madaniyatni rivojlantirish: Mojarolarni
hal qilish va ish joyidagi ijobiy munosabatlarni
shakllantirish, KMT madaniyati va qadriyatlariga
moslikni ta’'minlash.

- Muvofiglik va huquqgiy masalalar: Mehnat
to‘g‘risidagi qonunlar va qoidalarga rioya qilish, ish
joyida xavfsizlikni ta’'minlash va kamsitishning oldini
olish.

- Ishchi kuchini rejalashtirish va tahlil gilish:
KMT da kelajakdagi ishchi kuchiga bo‘lgan ehtiyojni
prognoz qilish, kadrlar bo‘yicha garorlar gabul qilish
uchun ma’lumotlardan foydalanish.

- KTM HR siyosatini yuritish va boshgarish

HR ning asosiy mohiyati uning ikki tomonlama
yo‘naltirilganligidadir. HR faoliyatining mohiyati
quyidagilardan iborat:

- Birinchi tomondan insonga asoslangan
yondashuv bo‘lib, bunda kadrlarga gimmatbaho
aktivlar sifatida munosabatda bo‘lishni talab qiladi
va xodimlarning farovonligi, goniqishi va faolligiga
ustuvor ahamiyat berish zaruriyatida namoyon
bo‘ladi.

- Ikkinchi tomondan KTM faoliyatiga strategik
hissa go‘shish bo'lib, bunda inson kapitalini tashkiliy
magsadlarga moslashtirish, rahbariyat va xodimlar
o‘rtasida hamkorlik va innovatsiyalarni rivojlantirish
uchun ko'prik vazifasini o‘taydi.

HR ning yana bir asosiy jihati, bu ish beruv-
chining strategik magsadlariga xizmat ko‘rsatishda
xodimlarning ish faoliyatini maksimal darajada
oshirish uchun mo‘ljallangan[4]. Gap shundaki,
inson resurslarini boshqarish, birinchi navbatda,
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siyosat va tizimlarga e’tibor garatgan holda, tashkilot
ichidagi odamlarni boshqarish bilan bog‘liq [5].
Aytilganlardan kedib chigib, HR bo‘limlari xodimlarga
beriladigan imtiyozlarni loyihalash, xodimlarni
yollash, o'qitish va rivojlantirish, ish faoliyatini
baholash va mukofotlarni boshgarish, masalan, ish
haqi va xodimlarga nafaga tizimlarini boshgarish,
hamda amaldagi mehnat qonunchiligi normalari
talablarini buzulmasligini ta’minlash uchun mas’uldir
[6]. Ya’'ni HR, tashkiliy o‘zgarishlar va ishlab chigarish
munosabatlari yoki tashkiliy amaliyotni jamoaviy
bitimlar va hukumat qonunlaridan kelib chigadigan

Kadrlami izlash va
tanlash

Kadrar ishini yuritish \

Mehnatni baholash va I
atestatsiya

Motivatsia tizimini ishlab

chiqish

talablarini muvozanatlash bilan bog'liq [7].

HRning umumiy magsadi tashkilotning odamlar
orqali muvaffaqgiyatga erishishini ta’minlashdir[8].
Demak, HR mutaxassislari tashkilotning inson
kapitalini boshqgaradi, hamda u bilan bog'liq
jarayonlarni amalga oshirishga e’tibor qaratadi.
HR mutaxassislari barcha sohalarda ishlashi yoki
kasaba uyushma xodimlari bilan ishlaydigan mehnat
munosabatlari vakillari bo‘lishi mumkin. HR tashkilot
magsadlariga erishishda ham strategik hamkor, ham
xodimlar farovonligining saglovchisi bo‘lib, ikkalasi
ortasida uyg‘un muvozanatni yaratadi.

HR brendi
/ .

-
‘/ Ichki kommunikatsiya va
P korparative madaniyat
-—
Kadrlarni tayyorlash va
nivojlantirish
\\\ . o

~a Kadrlarni moslashtirish

1 — chi rasm. Umumlashtirilgan HR mazmun va mohiyati diagrammasi’.

HR  tushunchasi  kadrlar ishini  yuritish
tushunchasidan kengroq hisoblanadi, ya'ni kadrlar
bo‘yicha mutaxassisni kadrlar bo‘limi xodimi deyish
noto‘g‘ri.

Kadrlar bo'limi mutaxassisi birinchi navbatda
mehnat gonunchiligiga rioya qilish uchun xodimlarni
tayinlash, o‘tkazish, ta'tillar, kasallik ta’tillari va ishdan
bo‘shatish bilan shug‘ullanadi. HR mutaxassisi KMT
uchun kadrlarni gidiradi, bo'sh ish ofrinlari haqgida

€’lonlar chigaradi, suhbatlar o‘tkazadi, kadrga yangi
ko‘nikmalarni o‘rgatish uchun kurslar yoki ichki ish
o‘rgatuvchi topishda ko‘maklashadi, rahbariyat
bilan motivatsiya tizimiga oid g‘oyalarini muhokama
giladi, xodimlarning  sadoqati, bajarayotgan
ishidan qonigishi va faolligini o‘'rganadi. Xodimlarni
boshqarish va HR o‘rtasidagi farglarga misollar
1-chi jadvalda keltirilgan.

1-chi jadval. Xodimlarni boshqgarish va HRM o‘rtasidagi farqlarga misollar

Kadrlar ishini yuritishda
Boshqgaruv siyosati

Kadrlarni boshqarish uchun mas’ul bo‘lgan
xodimlar bo‘limi

KMT ichida o‘rnatilgan tartib asosida mehnatga
xaq to‘lanishini ta’minlaydi

KMT ga ishga gabul qgilish va kadrlarni tanlashda
ishtirok etadi

! Myannud TomoHuaaH TaképnaHau

HR da
Kadrlarni boshgarish siyosatini ishlab chigish,
amalga oshirish va boshqarishga yordam berish
Ishga olish va kadrlarni boshqarishning barcha
sohalarida ma’muriyat bilan hamkorlik giladi
KMT ichida o‘rnatilgan tartib asosida mehnatga
xaq to‘lanishini ta’'minlash bilan birga, KMT ning
foyda magsadlariga hissa gqo‘shadi
KMT ga ishga gabul qgilish va kadrlarni tanlashda
ishtirok etishdan tashqgari, KTM ning xodimlarga
bo‘lgan ehtiyojni aniglash va eng yaxshi
iste’dodlilarni jalb gilish bo‘yicha chora tadbirlar
ko‘radi
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HR xodimlari ishchi kuchini boshqarish va
tashkilotning uzluksiz ishlashini ta’minlashda muhim
rol o‘ynaydi. Ularning funksiyalari va vazifalari keng
ma’noda operativ, strategik va ma’muriy vazifalarga
bo‘linishi mumkin. Dastlab Dave Ulrich tomoni-
dan HR xodimlari fuksiyalari quyidagicha sanab
o'tilgan[9]:

- HR strategiyasi va ko‘rsatkichlarini biznes

strategiyasiga moslashtirish

- KMT jarayonlarini gayta ishlab chiqish

- Xodimlarni tinglash va ularga javob berish,

moslashishni boshqgarish va o‘zgartirish.

Yuqori darajada, masalan, davlat boshqaruvi
markaziy bo‘g‘inlarida yoki kompaniyalarini yuqori
boshqaruv apparatida, HR xodimlari tashkilot
rahbariyati va madaniyatini nazorat qilish uchun
javobgardir. HR xodimlari shuningdek, bandlik
va mehnat qonunlariga rioya qilishni ta’minlaydi
va ko‘pincha xodimlarning salomatligi, xavfsizligi
va xavfsizligini nazorat qiladi. Bunga sabab,
mehnat to‘g‘risidagi qonunlar bir yurisdiksiyadan
ikkinchisiga farq qilishi mumkin. Gap shundaki,
masalan, mehnatga haq to‘lash davlat tashkilotlarida
muayyan tarif setkalari asosida maosh to‘lansa?,
xususiy korxonalarda ularning imkoniyatlaridan
kelib chigib, amaldagi qonunlarga zid bo‘lmagan
holda mehnatga haq to‘lanishi bilan farglanadi.

HR xodimlarining yana bir muhim mas’uliyati
o'zlari faoliyat yuritayotgan KMT ning barcha qonun
va qoidalarga rioya qilishini ta’'minlash va shu bilan
uning yuridik javobgarlikdan himoya qilishdir [10].
Xodimlar jamoa shartnomalarini® tuzish bo‘yicha
muzokaralar olib borish uchun o‘zlarining gonuniy
vakolatlaridan foydalanadigan holatlarda, HR
xodimlari odatda tashkilot xodimlarning vakillari
(odatda kasaba uyushmasi) va KMT ma’muriyati
o‘rtasida asosiy alogachi bo‘lib xizmat qiladi.

Bugungi kunga kelib HR xodimlarining
funksiyalari inson resurslari bilan ishlashini [11]
inobatga olib quyidagi sakkiz qismga bo‘linadi
[masalan, qarang[11, 12]:

Ishga gabul qilish va kadrlar bilan ta’minlash.
Bunda, birinchi bosqgichda HR xodimlari ish o‘rni
tavsiflarini va spetsifikatsiyalarni ishlab chigadilar.
Ikkinchi bosqichda bo'sh ish o'rinlarini €’lon
gilish va nomzodlarni qidirish funksiyasini bajara
boshlaydilar. Uchinchi bosqgichda nomzodlar bilan
suhbatlar o'tkazish ishlarida faol ishtirok etadilar
va ishga gabul qilish jarayonini amalga oshirishadi.
Umumiy qilib aytganda yangi ishchilar uchun ishga
gabul qilish jarayonlarini boshgarish fuksiyasini
bajaradilar.

Ta’lim va rivojlanish. Yaxshi ma’lum, talab
darajasidagi malakali va tajribali xodimlarni ishga

yonlash o'ta murakkab masala. Shuning uchun
bunday xodimlarni tayyorlash kerak. Bu esa oz
navbatida HR xodimlari oldiga KMT dagi ta’lim
ehtiyojlarini baholash funksiyasini yuklaydi. Albatta
buning uchun, HR xodimlaridan ta’lim dasturlarini
ishlab chiqish va yetkazib berish talab etiladi. Ushbu
funksiyani bajarishni eng oson yo'li bu seminarlar,
treninglar va malaka oshirish kurslarini tashkil etish
yoki shunday kurslarni aniglab ularda xodimlar
ishtirokini ta’minlash hisoblanadi. HR xodimlari
albatta ta’lim sifati va samaradorligini monitoring
qilib borishlari talab etiladi.

Ish faoliyatini boshqarish. Yaxshi ma’lum, KMT
da faoliyat yuritayotgan xodimlar ish faoliyatlarini
monitoring qilib borish strategik ahamiyatga ega.
Shunday kelib chigib, HR xodimlaridan samaradorlik
mezonlari va magsadlarini ishlab chigish talab
gilinadi. Ishlab chigilgan mezon va magqgsadlar
asosida xodim ish faoliyatini baholash tizimlarini
joriy etish HR xodimlari zimmasida bo‘ladi. Tizimlar
joriy qilinganda xodimlarga fikr-mulohazalar va
maslahatlar berish yana HR xodimlari vakolatida
bo‘ladi. Xodimlari ish faoliyatini boshqarishda HR
xodimlarining eng asosiy va ta’sirli quroli bu xodimlar
yutuglarni tan olish va munosib taqdirlanishini
ta’minlash bilan belgilanadi.

Kompensatsiyalar va nafaqalarni qonunchi-
likka muvofiglashtirish. Amaliyotda xodimlarga
to‘lanadigan kompensatsiyalar va nafaqalarni
gonunchilikka muvofiglashtirish juda qiyin masala
hisoblanadi. HR xodimlariga aynan mehnatga haq
to'lashni gonunlar asosida boshgarish funksiyasi
gat’iy biriktirilgan. Bunda HR xodimlaridan amaldagi
gonunchilik asosida imtiyozlar paketlarini loyi-
halash va yangilashlari, hamda soliq qoidalari
va ularni mehnat qonunchiligiga rioya etilishini
ta’minlashlari talab etiladi. Ushu funksiyani amalga
oshirishga asos bo‘lib xodimlarning soliq goidalari
va kompensatsiya bilan bog'liq so‘rovlarini ko‘rib
chigish hisoblanadi.

Xodimlar o‘rtasidagi munosabatlar. KMT jamoasi
murakkab xarakterli tuzilma hisoblanadi, ya’ni
psixologik nuqtai nazardan har bir inson o‘z hulg-
atvori, dunyoqarashi va irqi, jinsi, millati hamda diniy
garashlari asosida madaniyatiga ega bo‘ladi. Bu
esa HR xodimlariga o‘ziga xos nozik funksiyani,
ya’ni ish joyidagi nizolar va kelishmovchiliklarni
xal gilishda vositachilikni  yuklaydi. Ish joyidagi
nizolar va kelishmovchiliklarni oldini olish eng
to‘g‘ri yo'l sanaladi. Buning uchun HR xodimlaridan
jjobiy ish muhitini targ‘ib qilish talab qilinadi.
Shu bilan birga xodimlar va rahbariyat o'rtasida
mustahkam aloqgalarni o‘rnatish aksariyat xollarda
ijobiy natija beradi va bunda HR xodimlari ko‘prik

2 O'zbekiston Respublikasi Innovatsion rivojlanish vazirining buyrug'i , 02.11.2020 yilda ro'yxatdan o‘tgan, ro‘yxat ragami 3104-2

3 O'zbekiston Respublikasining Mehnat kodeksi, Il bo'lim
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funsiyasini bajaradilar. HR xodimlarining to‘g'ri
xarakatlari pirovard natijada tashkilot madaniyati va
gadriyatlariga mos muhitni shakllantirish funksiyasi
paydo qiladi.

Muvofiglik va xatarlarni (risklarni) boshqarish.
Bunda KMT xodimlari faoliyatini mehnat to‘g‘risidagi
gonunlar va qoidalarga rioya qilishni ta’'minlash va
KMT uchun huqugiy xatarlarning oldini olish uchun
audit o‘tkazib borish HR xodimlari funksiyasiga
aylanadi. HR xodimlaridan muvofiglik va xatarlarni
boshqgarishda ish joyidagi xavfsizlik siyosati va
tartiblarini ishlab chiqish talab qilinadi. Shu jihatdan
xodimlarni ta’qib yoki kamsitish muammolarini
aniglash va hal qilish HR xodimlariga og'ir funksiya
bo'lib yuklanadi.

Ishchi  kuchini strategik rejalashtirish. Ishchi
kuchini strategik rejalashtirish nafagat muayyan
KMT, balki davlat miqqiyosidagi og‘ir masala
hisoblanadi. Ya’ni aytmoqchimizki, kadrlar ta’lim
berish orqali tayyorlanadi, misol sifatida O‘zbekiston

Respublikasining Ta’lim to‘g‘risidagi gqonuni* keltirib
o'tishimiz mumkin. Bunda HR xodimlariga ish kuchi
tendensiyalarini tahlil gilish va ehtiyojlarni bashorat
qgilish funksiyasi yuklatiladi. Bu esa HR xodimlaridan
strategik ish o'rinlari uchun kadrlar zahirasi va
vorislikni  rejalashtirish vazifasini bajarish talab
etiladi. KMT maqgsadlariga erishish uchun igtidor
strategiyalari bo‘yicha rahbariyatga maslahat berish
HR xodimlari zimmasiga tushadi.

HR xodimlarining tahlili va hisoboti. HR
xodimlariningajralmasfunksiyasibu KMT ma’'muriyati
qgaror gabul gilish uchun HR ma’lumotlarini to‘plash
va tahlil gilish orqali rahbariyat uchun muntazam
hisobotlarni tayyorlashdir. Hisobotlarni tayyorlashda
HR xodimlari o‘zlarining aylanma, jalb qilish va ishga
olish samaradorligi kabi ko‘rsatkichlarni monitoring
qgilish funksiyasidan foydalanadilar.

HR xodimlari funksiyalari va ularni aylanmasi 2
rasmda keltirilgan.

Ishga qabul qgilish va kadrlar

bilan ta’minlash

/
e

!

Ishchi kuchini strategik
rivojlantirish

\

\

N

Ta’lim va rivojlanish

\

Ish faoliyatini boshqgarish

J

"4

2-chi rasm. HR xodimlari funksiyalari

4 Qonunchilik palatasi tomonidan 2020 yil 19 mayda qabul gilingan
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Ta’kidlab o'‘tilgan funksiyalardan kelib chiqib
HR xodimlarining vazifalari quyidagicha tasniflash
mumkin:

» HR siyosati va tartiblarini yaratish hamda
amalga oshirish.

» Yangiishga qabul gilingan vaishdan ketayotgan
xodimlar uchun sillig o‘tishni ta’minlash.

» Xodimlar o‘rtasidagi nizolarini adolatli hal gilish
uchun vositachi sifatida harakat gilish.

» Bandlik, ishlash va o‘gitish bilan bog'liq aniq
yozuvlarni yuritish.

» Ish joyini targ‘ib qgilish.

» Amaldagi salomatlik va xavfsizlik standartlariga
muvofiglikni ta’'minlash.

» Xodimlar ma’naviyati va faolligini
uchun tadbirlarni tashkil qilish.

Xulosa.

Hulosa qilib aytganda HR xodimlari tashkilot va
uning ishchi kuchi o‘rtasida muhim bo‘g‘in bo‘lib
xizmat qiladi, o‘sish, samaradorlik va qonigishni
oshirish uchun xodimlarning ehtiyojlarini tashkiliy
magsadlar bilan muvozanatlashtiradi.

oshirish
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PASBUTUE PEYU YHALLIUXCA HA
YPOKAX PYCCKOI'O A3bIKA B
HALUOHAJIbHbIX KITACCAX

F'YNHA3 XXONOACBAEBA,
cnywamenss  MHcmumyma  usyyeHusi  ripobnem
Mosodexu u nod2omoeKU NMepcrieKmusHbIX Kadpos

AHHOmMauyus. B cmambe paccmampugaromcsi OCHO8HbIe MemoduyecKkue nooxoobl K pasgumuto peyqu
yqauwjuxcs HayuoHarbHbIX KITacco8 Ha ypoKax pycckoeo si3bika. Ocoboe sHUMaHue ydersgemcs rcuxonoeo-
rnedasoaudeckuM hakmopam, 6nuUsSWUM Ha OpPMUpPOBaHUE pedveeol KOMMemeHuuu, a makxe
UHMepaKkmueHbIM U KOMMYHUKamueHbIiM Memodam 0by4eHUsi, KOomopbie Criocobcmeyrom no8bileHUH
mMomueayuu u 3¢hgheKmueHOCMU OCB0€HUsI fi3bika. Ha ocHoee aHanuia cyuwecmsyruux Memolduk
onpedernieHbl Hauboriee aghghekmueHble crocobbl paseumMusi yCmMHOU U MUCbMEHHOU Peyu, BKJIHoYasi
OucKyccuu, MPOEKMHy0 OessimerlbHOCMb, aHau3 XyO0OXeCmEEHHbIX MEeKCmo8 U ayouosu3yaslbHble
Mamepuarbl. Paccmampusaromcsi ¢hakmopbl, enuswue Ha ycrnewHocmbs 00y4eHuUsi, makue Kak
memoOouka rpenodasaHusi, MPakmMu4yecKoe MpUMEHEHUE 5i3biKa, YPOB8EHb KylbmypHOU udeHmugbukayuu

ydawuxcsa u asMoyuoHalibHas eoer/ieHeHHOCMb.

Knrodeeble crioea: pasgumue peyu, PycCcKul si3biK, HAUUOHasbHbIE K/IacChl, KOMMYHUKamMUGHbIe

MemoOUKuU, fiekcu4yeckoe obozauwieHue, OUCKyccuu.

BBEOEHUE

B coBpeMeHHbIX YCNOBUAX MOMUKYLTYPHOIO
06pasoBaHUsA OQHOM 13 aKTyarbHbIX 3a4a4 ABnseTcs
pasBuTME  pedyeBOV  KOMMETEHLMU  y4yallumxcs
HaLMOHanbHbIX KNACCOB Ha ypOoKax PYCCKOro A3blKa.
Pycckuin 93bik BbICTYNnaeT He TOMbKO Kak CpeacTBo
O6LLEHUS, HO 1 KaK MHCTPYMEHT NO3HaHWS KyNbTYpbl,

UCTOPMM M MUPOBO33PEHUSA  PYCCKOA3bIYHOIO
NpoCTpaHCTBa.

Ong  yyawmxcs, Ona  KOTOPbIX  PYCCKWM
A3bIK  SABMNSETCA  HEepoOHbIM, OCOBEHHO BaXKHO

chopMNPOBaTL YCTOMYMBBLIE pEeYeBble HaBbIKK,
crnocobeTByOLWMEe CBOBOAHOMY BNadeHUIo S3bIKOM
B Pa3fnNYHbIX KOMMYHUKATUBHbBIX CUTyauusx. B atom
KOHTEKCTEe MeTodbl NpenogaBaHWsi, OCHOBaHHbIE
Ha KOMMYHMKaTMBHOM  MOAXO4E, MHTerpauuu
KyNbTYPHBIX ~ KOMMOHEHTOB W WUCMONb30BaHUU
WHTEPAKTUBHbLIX TEXHOMOMMWA, UrpatT peLuatoLLyto
porb.

Llenbto gaHHOM paboThl ABNSETCS UccrnegoBaHme
3(PHEKTUBHBLIX METOAOB Pa3BUTUS PeYn ydalmxcs
HaUMOHanbHbIX KMaccoB Ha YpoKax pPyCcCKOro
A3blka, BbISBIIEHWEe (PakTopoB, BNULAIOWNX Ha
dopmMMpoBaHUE peyeBOn KOMMETEHUUW, a Takke
paccMoTpeHue negarormn4ecknx cTparterun,

CMNocoBCTBYIOLMX YCNELHOMY OBIageHUo YCTHOW
N NMNCbMEHHOW peYbio.

Hopmbl s3blka, KOTOpbIMM OBRnageBaeT WHAM-
BMAOYYM - 3TO (OHETMYeckMe, B TOM uucne u
opdoanuyeckme, CroBapHble WKW NEeKCUYeckme,
Mopdhonornyeckne n opdorpadudeckme, CUHTakK-
CMYeCKMe 1 NYyHKTYauNOHHbIE 3aKOHbI NN NpaBuna;
KpoMe TOro, CyLIeCTBYIOT CTUIIUCTUYECKME HOPMbI
N NpuMembl MONb30BaHWUS CBA3HOW (KOHTEKCTHOW)
peybio.

Asblk  nmeeT  06LLECTBEHHO-UCTOPUYECKYHO
npvpoay. 'lioav Bceraa >Xnnm v xxvByT KONMMEKTUBHO, B
obuectBe. ObLLEeCTBEHHASs XN3Hb U KOMNEKTUBHBIN
Tpy4 ntogen Bbi3biBaOT HEOBXOAMMOCTb NOCTOHHO
obuaTtbes, ycTaHaBnNMBaTb KOHTaKT APYr C APYroMm,
BO34eNCTBOBaTbL Apyr Ha Apyra. 370 obueHune
OCYLLECTBMSETCA Mpu nomoLwm pedn. bnarogaps
peyn nogn oObMeHNBaTCA MbICAISMU U 3HAHUSIMMU,
pacckasbiBaloT O CBOMX YyBCTBaX, NepexunBaHusx,
HaMepeHusiX.

O6wasce Apyr ¢ Apyrom, noau ynotpednsior
CcrnoBa W MOMb3ylTCA rpammMaTMyecKuMu npasu-
naMu TOro UMK MHOTO si3blka. H3bIK €CTb cucTemMa
CMNOBECHbIX 3HAKOB, CPEACTBO, C MOMOLLbIO KOTOPOro
ocyllecTBnsieTC  ObOleHne  Mexay  Niogbmu.
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Peuyb - 39TO npouecc WCNonb3oBaHUS A3blka B
uensix odweHns noaen. SH3bik U pedb HepaspbIBHO
CBsi3aHbl, NpeacTaBnsaoT cobol eaMHCTBO, KOTOpoe
Bblpa)aeTcsl B TOM, YTO UCTOPUYECKU S3bIK Ntoboro
Hapoga cosgaBancs W pasBuMBancs B Mpouecce
peveBoro obuieHus niogen. CeA3b Mexay s3bIKOM
1 peYblo BbipaXaeTcs U B TOM, YTO A3bIK Kak opyane
o6LLeHNs CyLlecTByeT MCTOPUYECKM OO Tex mnop,
noka Itoan roBopsiT Ha HEM.

MATEPUATINbI U METO[ObI

OcHoBHas Uenb UccnegoBaHus — paspaboTka
M aHanu3 MeTOAMYECKMX MOAXOAOB K pasBUTUIO
peun yyalmxcs HaumoHanbHbIX KIacCcoB Ha ypoKax
pYCCKOro 3blka.

Ons poctmkeHna aTon
pewnTb criegyroLlme 3agaqu:

1. OnpepenuTb porfb pPYycCKOro s3blka B
¢dopMMPOBaHUM KOMMYHUKATUBHON KOMMETEHLUN
yyaLuuxcs.

2. WccnepoBaTb 3addeKTMBHbIE MeTOAbl W
npuembl, CrnocoOCTBYyIOLME Pa3BUTUIO PEYEBbIX
HaBbIKOB.

3. BbIIBUTb BRMSIHWE COLMOKYNLTYPHbIX U
NCMXONOrM4ecKnx akTopoB Ha NPoLIECC OBNaAeHNS
peuyblto.

4. [lpoaHanuaupoBaTb BNUAHNE
MYNbTUMEAUMHBIX TEXHOMOrnn Ha dopmMuMpoBaHue
peveBO KOMMNETEHLNN.

5. peonoxmtb NpakTU4eckne pekoMmeHgaumm
no onTumMm3aumm y4ebHoro npotecca.

Bce ntoan nonb3yloTcs S3bIKOM Kak opyauem
MbICNX W Torda, Korga OHW gymatoT npo cebs, He
NMPOU3HOCS BCINYX. DTO TaK Ha3blBaeMas BHYTPEHHSIS
peyb. OObIYHasA, BHELLHASI peyb NPUHUMAET hopMy
BHYTPEHHEN pedn Torga, Koraa, npexae uYem
BblCKa3aTb CBOWM MbICIM BCIyX APYruM FoasM, Mbl
cTapaeMmcs ux obgymartb, BblbpaTb Ans HUx Gonee
noaxo4silmMe crioBa M BbIpaXKeHusl, HAMETUTb NnaH
nanoxeHunsa. Tak kKak duamonorndeckas npupoaa
BHYTPEHHEN U BHELUHEW peyn ofHa U Ta Xe, TO B
OCHOBE TOW M [pyron rnexar KuHecTesndeckue
OoLlyLLleHNs OT ABMXEHUs opraHoB peudn. PasHuua
NUWb B TOM, YTO MNPU BHELLHEN pPeYN OBMKEHUS
OpraHoB peyn MpPOU3BOAAT 3BYKOBOW 3(PdekT, BO
BHYTPEHHEN peyun 3TN OABMKEHNSI 6e33BYYHbI.

BHYTpeHHsIS W BHELWHAS peyb OTnM4YarTCs
Opyr oT Apyra M no UCMNonb3yeMblM FEKCUYECKUM
MU rpammaTnyeckum cpeactBaM s3blka. OObIYHO
BHYTPEHHASA peyvb ObiBaeT Oonee CBEPHYTOW U
COKpaLLEeHHON: 06ayMbiBasi CBOK MbICIb, B3POCHbIN
M pebeHOK B MWHMMarnbHOE KONMYecTBO CIoOB
BKNaabiBaeT Oonblloe codep)aHue; Kaxagoe
ynoTtpebnsiemoe MM CINOBO CTaHOBWUTCS CBOETO
poda cMmbicnoBol «Bexony. [pu nepexoge xe BO
BHELLIHIO peyb «BexXm» 0OblYHO pa3BepThLIBAlOTCS B
uenble hpasbl M NpeanoxeHna. Takoe cokpalleHHoe

uenu Heobxoaumo

Bblpa)eHne MbICrer gaeT BO3MOXHOCTb ObicTpee
obbeanHATb UX, cxemartudeckn opMynMpoBaThb
W aenatb 0600LlEHMS N BbIBOAbLI, YEro He ObiBaeT
BO BHELWHen peyn, koTtopas Tpebyer OGonee
MosHoro, NocrneaoBaTenbHOrO U YreHopasaenbHOro
BblpaXxeHus1.

PE3YIIbTATbI U OBCYXOEHUE

PasBnTie peun y yvawmxcs HauMOHasrbHbIX
KNnaccoB SIBISIETCS MHOroacrneKkTHbIM MPOLIECCOM,
BKIIOYaIOLLIMIM OCBOEHME NEKCUKM, TPaMMaTUYECKMX
KOHCTPYKUMIA, WHTOHAUMM W HaBbIKOB CBSI3HOIO
Bbicka3biBaHus. CornacHo wuccnegoBaHusam J1.C.
BbIroTckoro, s13blk SIBNSIETCS HE TONbKO CPEACTBOM
OOLLEHNSA, HO W MHCTPYMEHTOM MBbILLIIEHNS, YTO
[enaet oBnageHne peybio BaXKHOW COCTaBMSOLWLEN
no3HaBaTenbHON AeATEeNbHOCTH.

KntoueBbiMu npuHUMnamn  pasBnuTna  pedun
ABNAKOTCA:
° CDOpMI/IpOBaHVIe aAKTMBHOIO  CrioBapHOro

3anaca — paclimpeHue crnosapHoro obbema
yyalmxcst Yepes UTeHne u obcyxaeHue TeKCTOB.

. Pa3BuTne rpamMmaTnyeckor KomneTeHumu
— OCO3HaHWEe WU TMpPUMEHEHMEe CUHTaKCUYECKNX
CTPYKTYP B YCTHOMN U NMUCbMEHHOW peYMu.

. CoBepLUueHCTBOBaHWE  MPON3HOCUTENbHBLIX
HaBbIKOB — paboTa HaJ MHTOHaLMER, apTUKYNALNEN,
pPUTMOM peyun.

. dopmunpoBaHme KOMMYHMKATUBHBLIX YMEHWI
— pa3BuTUE CNOCOBHOCTM CTPOUTL ANarnor, 3agaBaTb
BOMpPOCHI, Nogaepxusatb beceny.

PasHnua wMexgy YCTHOM W MUCbMEHHOW
peyblo, Npexae BCEro, 3akro4vaeTcs B TOM, 4TO
YCTHas peyb - 3TO 3BYKOBas peyvb, a NMCbMeHHas
peyb - pedvb rpaduyeckas. B nepBori OCHOBHYHO
porb  UrpaltoT  KUHECTE3UYECKUE U CryXOBble
OLLYLLIEHNS, BO BTOPOW - 3pUTENbHbIE U MOTOPHbIE,
CBsi3aHHble C ABWxeHvem nuwywen pyku. Oba
BMAA peyn cnyxart uensam oblieHus niogen apyr
C [APYroMm, OAHaKO Kaxgas M3 HUX BbIMOMNHSET
3Ty CBOK pOfib MO-pa3HOMY: YCTHasd peyb -
NpoLecc HenocpeacTBeHHOro obLieHus nogen B
KOHKPETHOM >KU3HEHHOW CuUTyauuu, nUCbMeHHasi
Xe peyvb 00bIYHO OTBrekaeTcs, abcTparvpyeTcst ot
HenocpeaCTBEHHON KOHKPETHON 0B6CTaHOBKN.

YcTHas peyb OObIMHO npoTekaeT B dopme
Gecenbl, Amanora (onA gete 0OCoOeHHO 3To
TUNMYHO). lMCbMEHHasn e peub obxoautcs 6Ges
MINYHOTO MPUCYTCTBUS uUTatensd M MNO3TOMYy Mo
caMOWn CBOeW Npupoge ABNAETCA MOHOMOrMYECKON,
CTPOrO  KOHTEKCTHOW, Tpebylolwen normyeckomn
NnocnefoBaTernbHOCTU U Pa3BEPHYTOrO U3MNOXEHNS,
He [JonycKarLwen nporyckoB, YMOMYaHUNA, MULLHUX
NOBTOPEHWUI. CnepoBarenbHo, nMcbMeHHas
peyb siBNsieTcA Ooniee CroOXHOM WM OTBIEYEHHON,
0COBEHHO ecnv MPUHATL BO BHMMAaHWE, YTO ONbIT
YCTHOM peyn y yyallmxcsl, 3HauuTenbHO GonbLuni,
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YeM OnbIT MUCbMEHHOWN peyn.

YcTHas peub — bopMa pedeBon 4eATeNbHOCTH,
BKMtoYalllass MNoHMMaHWe 3By4vallen peun U
OCYLLEeCTBMIEHME  peyeBblX  BbICKasblBaHWA B
3BYKOBOMN popMe (roBopeHue).

YCTHasg peyb MOXET OCYLLeCTBAATbLCA Mpu
HernocpeaCcTBEHHOM KOHTakTe  cobecegHWKOB
UM MOXeT ObITb onocpedoBaHa TEXHUYECKUM
cpenoctBoM (TenecdoHom W.T.M.), ecnu oOLleHne
NPONCXOOUT Ha 3HAYUTENBHOM PACCTOAHUMN.

[na ycTHOM peyun, B OTAMYME OT MUCbMEHHOWN,
XapaKTepHbl:

. N30bITOYHOCTb
YTOYHEHUIN, NOSACHEHUI);

. ucrnonb3oBaHme HeBepbanbHbIX CPEenCcTB
o6LLeHns ()KeCToB, MUMMKN),

. 3KOHOMUS peyeBbIX BbICKa3blBaHUN,
annuncucbl (rOBOPSILLUMA  MOXET He Ha3sblBaTb,
nponyckaTtb TO, 0 YeM MOXHO Ierko goragaTtbcs).

YcTHaa peyb Bcerga obycrioBneHa peveBOn
cuTyaumnen.

Pasnuyator:

. HEeMoaroTOBMIEHHYK YCTHYK pedb (Bece-
0a, WHTEpBbI, BbLICTYNNEHNE B OUCKYCCUM) U
NOArOTOBIEHHYO YCTHYKO pedb (nekuus, Aoknag,
BbICTYMNNeHne, OTYET);

. Onanornvyeckyo pevb (HenocpeacTBEHHbIN
OOMEeH BbICKA3bIBAHUAMW Mexay OBYMS UK
HECKONbKUMU NULaMKU) UMOHOMOIMMYECKY0 peyb
(Bug peyn, obpalléHHOM K OAHOMY WX rpynne
cnyLwiatenewn, nHorga - kK camomy cebe).

PasHbiMK ABASOTCA U Bblpa3uTernbHble CPEeacT-
Ba YCTHOW W MUCbMEHHOW peuyn. [loBbileHne u
NMOHWXEHME ronoca, nornyeckue yoapeHus npu
NOMOLLM BblAENEHNA rofocoOM OTAENbHbIX CroB
W BblpaXXeHWn, naysbl, 3aMearieHne n YyCKopeHune
TeMna peyn, XecTbl U MUMWUKA FOBOPSLLEro W.T.M.
ABMNAIOTCA XapakTepHbIMU NPU3HaAKaMn YCTHOW
peun. N aTn KavecTBa HaZo pasBuBaTb Yy AeTeln B
wikore. Mpy NOMOoLLM YCTHOW peyn OeTU rOTOBATCS K
NMUCbMEHHbBIM OTBETaM Ha BONPOCHI O NMPOYNTAHHOM,
O BWOEHHOM W MEPEeXuTOM, K U3INOXKEHUAM W
COYUHEHUSIM U T. .

Bblyunte €A3blK - 3TO 3HaA4MT nNpuobpecTn
npakTUYeckne HaBblKM WCMOMb30BaHUS ero B
HaLuen Xn3Hu. Mbl JOMKHbI NONb30BATLCS SA3bIKOM,
He 3ameyas ero camoro, Mbl [OMKHbl peluaTb
npakTUyecKkne 3agadm ¢ NOMOLLBIO A3blka, U OH He
OOMKeH HaMm mMeLlaTb npu 3ToM. Mbl JOMKHbI YMETb
ObICTPO M NpaBUIbHO cKa3aTb YErNoBeKy TO, YTO HAM
TpebyeTcs no cutyaumm.

Hapo nogonTuy K TakoMy YPOBHIO UCNOMNb30BaHUS
NPaKTUYECKMX HaBbIKOB, KOrda HaliuM CTyOeHTbl
He OyayT MNOHUMAaTb, Kak Xe 3TO OHWU TrOBOpPST,
nepeBogAT M NULLYT, cam npouecc byaeT npotekarb
aBTOMaTM4yeckn B MNOACO3HAHWW, a B CO3HaHWe

(Hanmqme NOBTOpPOB,

OynoeT BblgaBaThCs rOTOBbLIV pe3ynbrart.

Mpun nocTpoeHnn oby4eHnss Mbl paccMaTpuBaem
KOMMIMEKCHO  CriegylolimMe  KOMMOHEHTbI:  Lenb
00y4eHuss, oObekT obyyeHusi, MeToamka mnpeno-
OaBaHus, WHOPMaUMOHHAs CTpykTypa y4eBHoro
nocobus, npenogaBaTens - CyObeKT NpenogaBaHus.

Pabota no oby4eHu0 NPOU3HOLLEHWIO AOIMKHA
NPOBOAMTLCS HA KaXX4OM 3aHSATUN, TakK yCTONYMBbIE
NMPOU3HOCUTENBHbIE HaBbIKM MOTYT ObITb BbIpa-
OoTaHbl NUWb B MNpOLEecce CUCTEMATUYECKOW W
LeneHanpaBneHHo paboTbl B Te4YeHue Bcero
nepuoga oOydeHus. [puctynas Kk oTpaboTke
APTUKYNSALUMOHHBIX HaBblkoB  obyvawowwmn  gon-
)KEH MOMHUTL, YTO HET HW OZHOro 3ByKa, KOTOPbIN
npousHocuncs Obl, kak 3ByK pogHoro ssbika. He
crnepyet cynTaTb, YTO OAMHaKoBble OyKkBblI B 060MX
sA3blkax 0603HaYal0T TOXKAECTBEHHbIE 3BYKUN: B 3TOM
cnyyae y oby4yarowmxcs BbipabaTbiBatoTCA HaBbIKN
NMPOU3HOLLEHMST 3BYKOB POAHOro si3blka. OpHako
HeobOXoAMMO MOMHUTL, YTO Mepey4vmBaTb ObiBaeT
ropasgo TpyaHee, 4yem oOyyaTb Ha HayarnbHOM
aTane.

B HacTosilee Bpemsi npu 0By4eHUM npous-
HOLLEHUIO METOAMCTbI  UCMONb3YT  crneayolme
mMeToabl:

1) UMUTaUMSA, UK NogpakaHne NPOU3HOLLEHWIO
obyyatoLlero; AaHHbI MeTOo4 MCnonb3yeTcd Ha
BCEX aTanax obydeHus. MmuTaumsa - aTo npocToe
nogpaxaHve y4yutento. [lo3ToMy npou3HOLLEHNE
yumTens, ecTecTBEeHHO, [OIMKHO ObiTb 6e3yko-
pu3HeHHbIM. C Uenbl  YeTKOW [AeMOHCTpauun
yuuTenb HECKOMnbKO pa3 MpPOU3HOCUT CroBO C
n3y4yaembiM 3BYKOM (HE W30NUPOBaHHbLIA 3BYK, a
cnoBo wunu cnor). Ob6yvatLwmecs BHUMATENBHO
cnywatot, HabnogaT 3a apTUKynsaumen, a 3arem
NMOBTOPSAIOT Te Xe camble crosa (crorun). Yuutens
cneguT 3a UX MPOU3HOLUEHWEM, WUCMNpaBnsieT
owmnbkKn, 3acTaBnseT WX MPOU3HOCUTL CrloBa
(cnorn) pgo Tex nop, Moka OHU He Hay4aTcs.
VMmuTaums SBnsieTcs ogHMM U3 OCHOBHbIX METOL0B
00y4yeHUss  MPOM3HOLUEHMWIO, UMEHHO C MOMOLLbIO
3TOro Metoa MOXHO BblpaboTaTb y 0byyaroLimxcs
doHonornyeckun cnyx Aana  anddepeHumnaunm
3BYKOB 13y4aeMOro si3blka.

2) nokas wnnm oObsICHEHWe apTUKyNnAuuM Mpu
NMPOM3HOLWEHMN 3BYyKa; ApPTUKYNauua —  3TO
MOOXEeHNE OPraHoB PeYn Npu NPOU3HOLLEHUN TOTO
unn mnHoro 3Byka. CyLIHOCTb apTUKYNSILMOHHOIO
MeToda 3akfi4yaeTcs B TOM, YTO y4uTenb MoKa-
3blIBAeT M OOBLACHAET MOOXEHWE OPraHoOB peyun,
NX OBWXKEHME NMPU NMPOU3HOLLEHWUM ONPELENeHHOro
3ByKa. YyallMecs A0IMKHbIOCO3HaTb, YeM OTIYaeTCA
OOWH 3BYK OT [pYyroro, Kakue apTUKynsaumu
ABMAIOTCS, Hanpumep, obwumMu Ons OBYX-Tpex
3BYKOB, Kakue cnyxar ans auddepeHumanmm
3BYKOB. OMd@dEKTUBHbIM  SBNSAETCSA COYETaHWe
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UMUTaLMKN C apTUKYNSLMOHHLIM METOLOM.

O6y4yeHune pasHbiM Bugam YTeHust. M3yvarollee
yteHne obecneumBaeT BOyMYMBOeE, rnybokoe
NOHUMaHWE CoAEePKaHNs TEKCTA U NOSHbIA ero OXBaT.
OOHMM 13 OCHOBHbIX MPUEMOB, CMOCOOCTBYHOLLMX
OOCTWDKEHUIO 3TOW LIENK, SIBMSIETCS MOCTaHOBKA
BOMPOCOB MOCIE NPOYTEHUS TEKCTA LUKOSIbHUKaMMU,
nmnbo [0 NpodTeEHUs (NpeaBapuTernbHbIE BOMPOCHI).
Haunbonee addekTuBHa nocTaHOBKa npensapu-
TeNbHbIX BOMPOCOB, TaK Kak C UX MOMOLLbIO y4a-
LLMEeCs MOryT:

1. uenecoobpasHO M3MEHWUTb MIaH TeKcTa Mpu
ero nepeckase;

2. CpaBHUTb COAEPXaHUEe U3Y4EeHHOro TekcTa C
paHee YCBOEHHbIM MaTepuarnom;

3. yCTaHOBUTb MpPUYUHHbIE  CBA3U
ABMNEHUSMMU;

4. coBepLUEHCTBOBaTbL CBON YMEHUS paccyXaaTb
1 genaTb CaMOCTOSITENbHbIE BbIBOAbI.

Ha xapakTep 4TeHus1 CyLleCTBEHHbIM OOpa3oMm
BMUSIET LENeHanpasneHHbInl U npaBuibHO cdop-
MYITMPOBaHHbIV NpeaBapuTenbHbIA Bonpoc. CaMbim
3(PHEKTUBHBLIM CPEACTBOM YriyOrneHns MOHMMaHus
TeKcTa ABMNSETCA NPYEM CaMOMNOCTaHOBKM BOMPOCOB
K HemMy B TMpouecce 4YTEHUS W OCMbICIIEHUS
cofepXaHus 4uMTaemoro. JTOT NpuvemM Mo3BONSAET
paccMaTpvBaTtb YTEHME M MOHUMaHWe Yy4ebHOoro
TEKCTa KaK peLleHne MbICIIUTENbHOM 3afa4yu, CyTb
KOTOPOWM 3akmtoyaeTcsl B yMeEHMM OOHapyXuBaTb
M pewaTtb Te Mpobnembl, KOTOpble COCTaBMSOT
cogepxaHue TekcTa.

3AKNKOYEHUE

Mexay

PasButne peunm yvawmxcs  HauMOHanbHbIX
KNaccoB Ha YpoKax pycckoro s3blka Tpebyet
KOMMJIEKCHOro Noaxoda, BKYaloLWero CoBpeMeH-
Hble MEeTOAMKM npenofaBaHus, Y4eT MNCUXOroro-
negarormyeckmx  OcobeHHOCTeM U aKTUBHOE
NpYMeHeHVe A3blka B y4eOHOIN 1 BHEKITACCHOW Aes-
TENbHOCTN.

OcHOBHbIe BbIBOAbI MCCNeaoBaHNS:

1. PasButne peum — 3TO He TOMbKO
dopMupoBaHMe  rpaMmmaTUHecKm  MNpaBUNbHbIX
KOHCTPYKLWIA, HO U CO3laHuMe MOTMBaLUKU K U3yde-
HUIO A3bIKa.

2.  KoMMyHuKaTMBHble MeToAbl  ODy4YeHwus,
Takme Kak [UCKYCCUW, poreBble  Urpbl WU
NpoeKkTHas [OesATenbHOCTb, SABMSTCA Haunbonee
3P PEKTUBHBIMMU.

3. BaxHyto ponb urpalT COUMOKYNLTYpPHbIE
hakTopbl — Yem Gonblue y4alnecs cTankvMBarTcs
C XXMBOW peyblto, TeEM ObICTpee OHM ee OCBanBaloT.

4. Vcnonb3oBaHue MyNbTUMEAUMHbLIX TEXHO-
norvni, ayguomartepuarioB 1 MHTEePaKTUBHbIX
nnaTtopM MOBbLILLAET UHTEPEC K U3YHEHUIO A3blKa
1 cnocoOCTBYET Ny4lleMy YCBOEHUIO MaTepuana.

B panbHenwem wuccnegoBaHue OaHHOW TeEMb
MOXET ObITb HanpaBneHo Ha pa3paboTKy LMdPOBbIX
WHCTPYMEHTOB NS Pa3BUTUS peyn, a TarKke Ha
N3y4yeHne BIUSHUS OWNUHrBaNbHOM cpedbl Ha
npoLiecc oBnageHusi PyCCKMM A3bIKOM.
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