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Abstract. The objective of this research is to investigate the theoretical frameworks and
approaches for enhancing corporate culture, considering both Kazakhstani practices and
international best practices. The importance of this topic stems from the recognition of corporate
culture as a strategic asset that influences the performance, sustainability, and competitiveness of an
organization. The novelty of this study lies in its comprehensive approach to analyzing the factors
that determine the quality and effectiveness of corporate culture in various organizational
contexts.The research employed a variety of methods, including theoretical frameworks, content
analysis of corporate documents, a SWOT analysis of Kazakhstani practices, and a case study
analysis of three companies representing different cultural development models. The research
utilized methods such as analysis and synthesis, comparative analysis, and empirical data.The
primary goals of this research were to assess the strengths and weaknesses of existing approaches,
categorize models of corporate culture, and identify factors that enhance or impede its effectiveness.
The practical value of this article lies in the development of recommendations for businesses to
implement a strategically focused and adaptable culture.The findings indicate that formal cultural
models dominate in Kazakhstan, but a select few companies are undergoing a positive
transformation through the adoption of digital tools, open leadership, and the institutional
integration of values. The study confirms that enhancing corporate culture necessitates comp-
rehensive changes, encompassing leadership, employee engagement, communication, and strategic
support.
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Introduction

In the context of global competition and the rapid advancement of the digital economy,
corporate culture is emerging as a crucial element in ensuring the long-term viability and success of
organizations(Serafimova V., Vasilev V.,2024:210). It encompasses a set of principles, standards,
convictions, and behavioral patterns that define the internal environment of a company, influencing
the management approach, employee motivation, and the level of commitment to achieving
strategic objectives.

The challenge of enhancing corporate culture in countries with economies in transition, such
as Kazakhstan, is particularly pertinent, as companies must adapt to international standards and
navigate through constant institutional transformations.

A review of international case studies reveals that a robust corporate culture not only
enhances productivity and fosters innovation, but also helps to create a positive company image,
reduce employee turnover, and strengthen brand identity. However, universal implementation
models often fail to yield results without considering national, cultural, and organizational nuances.
Therefore, it is crucial to consider both local Kazakhstani practices and international approaches to
develop tailored strategies that can be effectively implemented in specific contexts.
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In contemporary enterprises, the corporate culture is not merely an internal resource, but a
strategic asset that directly impacts agility, the capacity to transform, and the ability to respond to
new obstacles. To implement innovative approaches and strategies for managing corporate culture,
a holistic approach is required, encompassing the evaluation of the current state, employee
involvement, leadership, and the monitoring of the effectiveness of changes. It is through the
systematic and evidence-based enhancement of corporate culture that organizations can create
sustainable business models and achieve long-term success.

The importance of this study stems from the necessity to establish a solid framework and
practical approaches for enhancing corporate culture, tailored to the demands of the present day. By
examining the Kazakh and international experiences, we can identify successful strategies for
managing corporate culture, which can boost organizational performance and competitiveness both
domestically and internationally.

Materials and methods

In this research, a comprehensive interdisciplinary approach, drawing on the methods of
systems analysis, comparative analysis, and structural-functional analysis. Our methodology
encompasses both general scientific and specialized methods, tailored to the study of corporate
culture in the context of enhancing organizational performance.

Research methods:

Comparative analysis was employed to discern the disparities and similarities in corporate
culture development strategies between Kazakhstan and foreign nations.

Content analysis was conducted on regulatory documents, development programs, and
corporate codes.

Qualitative analysis, including case studies and expert assessments, was used to interpret the
practices of corporate culture implementation in international and national companies.

The method of analysis and synthesis allowed us to consolidate the data and identify key
trends and performance indicators.

A SWOT analysis is employed to evaluate the strengths and weaknesses of existing strategies
for managing corporate culture.

This research draws upon the works of domestic and international scholars in the fields of
organizational behavior, management, industrial psychology, and corporate governance. Particular
emphasis is placed on the contributions of scholars such as E. Shane, G. Hofstede, C. Handy, as
well as Kazakhstani researchers who have explored the unique characteristics of the national
organizational environment.

The recommendations of international organizations like the OECD, the ILO, and the World
Bank, along with corporate governance and sustainability indices (ESG ratings), which assess the
impact of corporate culture on company performance, were also examined. Data from the World
Economic Forum, the Global Innovation Index, Statista, and official statistics from the Republic of
Kazakhstan (Bureau of National Statistics) were utilized.

The framework for this research was established by examining the provisions of the Labor
Code of Kazakhstan, the Law of Kazakhstan on Corporate Governance in the Public Sector, and
corporate standards from China, the United States, Germany, South Korea, and Singapore. These
standards emphasize the importance of corporate culture as a fundamental aspect of business ethics,
both in legislation and in institutional practices.

To provide a solid foundation for this research, we also consulted reports from international
companies, internal corporate documents, and analytical reviews from prominent consulting firms
such as McKinsey, Deloitte, PwC, and BCG. These sources offered practical examples and
strategies for developing corporate culture in various economic sectors.
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Discussions

The issue of organizational culture has been explored in academic literature since the mid-
20th century, when the first theoretical frameworks emerged, linking the culture of companies to
their performance. Edgar Schein, Gert Hofstede, Charles Handy, and Daniel Denison are considered
pioneers in this field (Marshev V.I.,, Marshev V.1.,2021:620). In their works, they developed
fundamental definitions and models of organizational culture, highlighting its multifaceted nature
(values, norms, artifacts) and its influence on employee behavior. For instance, E. Shane identified
the levels of organizational culture — artifacts, espoused values, and basic assumptions — which
serve as the foundation for contemporary methods of culture assessment.

Hofstede's work is particularly valuable as it explores the variations in corporate culture
across different nations, highlighting the impact of national mindset (Lin H., Lou L.,2024:653).
However, his cultural dimensions, such as individualism/collectivism and power distance, have
been criticized for being too universal and failing to account for the dynamic nature of cultural
change in the era of globalization.

In the Western academic community, corporate culture is often seen as a strategic element
that can contribute to a company's sustainability, innovation, and employee engagement. However,
some scholars, such as J. Burke and B. Gates, argue that excessive formalization and attempts to
"impose" culture from the top can lead to resistance and disrupt the natural processes of value
formation within a team (Wisner B. et al.,2025:297).

In the scientific community of the post-Soviet space, including Kazakhstan, the study of
corporate culture gained momentum in the 2000s. Researchers such as Maksymienko-Novokhrost
T., Stachowiak Z. primarily focused on adapting Western models to the realities of the transition
economy. However, many scholars emphasize the importance of considering traditional values, the
unique characteristics of Kazakh society, and the prominent role of hierarchy and authoritarian
leadership(Maksymienko-Novokhrost T., Stachowiak Z.,2024:90).

However, in some works, a formal approach is observed, where culture is seen as a collection
of slogans or statements rather than a dynamic system closely tied to the actual behavior of
employees.

Despite the abundance of research, there are still some shortcomings and gaps in the existing
literature:

The integration of corporate culture with digital transformations and changing generational
attitudes is not adequately addressed.

In Kazakh research, the empirical or case-study approach is rarely employed, which
diminishes the practical significance of the findings.

There is no standardized approach for assessing the success of corporate culture
transformation across industries. However, a review of international and domestic practices
indicates that corporate culture is a potent strategic asset, with its effectiveness contingent upon the
context, management awareness, and the ability to consider the human element. Contemporary
research is increasingly aimed at striking a balance between cultural distinctiveness and the
demands of global competitiveness.

Results

The thorough examination yielded substantial insights, encompassing both universal and
context-specific dimensions of corporate culture development and enhancement in Kazakhstan and
beyond. Each approach has enriched our comprehension of the issue.

A comparison of the approaches to the development and management of corporate culture in
Kazakhstan and advanced nations, such as the United States, Germany, Japan, the United Kingdom,
and South Korea, revealed significant disparities in the level of sophistication, depth of integration,
and the significance of culture in strategic decision-making.
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In advanced nations, corporate culture is recognized and implemented as a fundamental
component of an organization's strategy, deeply intertwined with key business processes, quality
management systems, employee motivation, and innovation. Culture is cultivated through clearly
defined organizational values, internal communication systems, leadership development programs,
and regular assessments of the organizational climate (Powell B.J. et al., 2021:5). Particular
emphasis is placed on the practical behavior of employees and managers, rather than mere dec-
larations. Additionally, advanced nations have developed mechanisms for monitoring the alignment
of corporate culture with evolving environmental conditions.

Conversely, in Kazakhstani companies, particularly those with local ownership, corporate
culture is often a mere formality (Zharkynbekova S., Aimoldina A., 2023:57). The fundamental
principles and values are often outlined in official documents, but they rarely translate into practical
application in day-to-day operations. There is a lack of a consistent approach to cultural mana-
gement, and corporate values are often not reinforced through managerial actions, leading to a dis-
connect between management and staff. Many organizations limit themselves to occasional HR
initiatives or symbolic gestures, without developing a comprehensive strategy for cultural
advancement.

Nevertheless, in companies with foreign investment or strong corporate governance practices
(such as individual banks, multinational corporations, and large manufacturing firms), there is a
tendency to adopt international standards. This is evident in the widespread use of codes of conduct,
regular training sessions on corporate values, and the evaluation of employee engagement and
satisfaction. These organizations typically exhibit stronger teamwork, employee loyalty, and more
effective internal communication.

Consequently, a comparative examination has revealed a dichotomy in Kazakh business
practices: while there is a substantial disparity between the professed and actual cultural practices in
most local enterprises, there is also a positive shift in those organizations that have integrated
culture into their management approach and have adopted international best practices. This suggests
that there is a possibility for the emergence of sophisticated, strategically focused models of
corporate culture in Kazakhstan, provided that corporate governance frameworks are established,
managers are educated, and cultural transformation initiatives are implemented.

The examination of corporate codes, sustainable development plans, human resources
documents, and corporate reports of companies in Kazakhstan and abroad has revealed substantial
variations in the content, format, and operational aspects of documents that govern corporate culture.

In Western corporations, such as Google, Siemens, Toyota, and Unilever, corporate
documents are meticulously organized and operationalize values (Majka M., 2024:2024). The codes
of conduct and internal policies clearly outline the behavioral standards that align with the
company's principles, such as inclusivity, innovation, teamwork, customer focus, and more.

To foster a culture of compliance, these companies employ specific strategies, including
regular internal training programs, standardized behavior evaluation procedures, a system for
promoting cultural leadership, and key performance indicators related to values. Additionally, they
actively utilize feedback mechanisms and conduct regular employee surveys to assess the
organizational climate and employees' perception of corporate values.

Conversely, in Kazakhstani companies, particularly those with a predominantly local capital,
the analysis revealed a predominance of a declarative approach. The documents often contain
general statements such as "respect for employees," "pursuit of innovation," and "corporate
responsibility," but there is no clear guidance on how these principles are implemented in practice.
Only in a few cases (more frequently in multinational and quasi-governmental entities) can one find
elements of assessing engagement, integrating values into human resources processes, and
references to international corporate governance standards (such as the OECD principles).

Furthermore, it was discovered that Kazakhstan's strategic documents do not sufficiently
address the issue of ongoing cultural monitoring and the mitigation of cultural risks. The practice of
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institutionalized feedback mechanisms, such as employee feedback tools, ethical hotlines, and
corporate pulse surveys, is rarely employed.

Based on the findings of the content analysis, the following key insights and innovations are
presented:

In Kazakhstan, there persists a disparity between the theoretical and practical aspects of
corporate culture management (Khamzina Z., Buribayev Y., Tileubergenov Y., 2025:4).

The absence of clear behavioral guidelines for values results in a decline in their effectiveness
and acceptance by employees.

It is imperative to implement practical cultural management tools, such as key performance
indicators, managerial checklists, and regular metrics for assessing the organizational environment.

It is recommended to enhance the integration of cultural standards into the regulatory
framework of companies, including adaptation programs, leadership development initiatives, and
staff evaluation processes.

These findings underscore the necessity for a comprehensive reevaluation of approaches to
corporate culture in Kazakhstan, moving from mere declarations to tangible actions, measurements,
and sustainable mechanisms for cultural transformation.

The study found that corporate culture in Kazakhstan develops differently depending on
various factors, such as industry, ownership structure, level of governance, and orientation towards
international standards. Through a case study of three companies, three main types of corporate
culture were identified: formal, hybrid, and transformational.

The first model, the formal one, is typical of large state-owned and quasi-state companies. A
prominent example is the KazMunayGas Joint Stock Company, a national oil and gas company
(Orazgaliyev S., 2021:325). Official documents of the company, including its development strategy,
environmental, social, and governance (ESG) reports, and code of corporate ethics, emphasize
values such as professionalism, responsibility, sustainability, and safety.

However, in reality, many employees see these values as formal and not directly related to
their daily work. The organization maintains a pronounced hierarchical structure, limits employee
initiative, and has a weak culture of open feedback. Training, organizational climate measurement,
and development of role models are either absent or done formally. As a result, the culture exists as
an external fagade, unsupported by values and behaviors within the team.

The second model, mixed adaptation, is often seen in commercial organizations with foreign
involvement. An example of this is Halyk Bank JSC, one of the largest banks in Kazakhstan
(Azharbayeva A. et al., 2023:9). It combines elements of Western corporate governance with local
practices. The bank actively develops employee engagement programs, motivational systems,
internal communication, and tools to assess the organizational climate.

At the same time, it preserves traditional Kazakh cultural values such as a high regard for
authority, respect for elders, and restraint in expressing disagreement. However, practice has shown
that adopting Western approaches in a local context can lead to sustainable results in staff
motivation, reduced staff turnover, and increased customer focus. This proves the effectiveness of a
flexible approach that balances cultural differences.

The third model, deep transformation, is represented by innovative private sector companies
that are actively focused on digitalization and flexibility. Beeline Kazakhstan LLP, part of the
international VEON group, is a striking example. The company has undergone a large-scale
transformation, emphasizing decentralization, internal leadership development, a digital environ-
ment, and initiative support. Values such as trust, openness, experimentation, and development are
not only reflected in corporate documents but also in daily management practices. The company
uses digital feedback tools, regular employee satisfaction surveys, career development, and
mentoring programs. Company leaders act as role models, and the performance evaluation system
considers not only results but also adherence to cultural values. This approach enables Beeline to
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not only effectively respond to changes in the external environment but also form a cohesive and
proactive team capable of continuous improvement.

Thus, the case study allowed not only to identify the characteristics of corporate culture
development in Kazakhstan, but also to categorize typical approaches in practice. It demonstrated
that:

- The traditional model is limited in effectiveness and requires a thorough restructuring of
management systems.

- The hybrid model is viable and enables companies to successfully balance global standards
with national peculiarities.

- The transformational model holds the most promise in the long run and shows that corporate
culture can be a key driver of sustainable company growth.

These findings confirm that enhancing corporate culture in Kazakhstan is feasible and
essential, especially given the increasing demands for agility, innovation, and strategic resilience in
business.

The analysis revealed that employee engagement is a key factor in shaping and sustaining
corporate culture. Companies that actively involve their staff in decision-making processes and
foster a sense of ownership over their work environment tend to have a more vibrant and resilient
culture.

3. Communication

Effective communication channels and practices are essential for the successful imple-
mentation and maintenance of corporate culture. Companies that prioritize open and transparent
communication, both internally and externally, tend to have a more cohesive and adaptable cultural
framework.

4. Training and development

Investing in employee training and development programs not only enhances individual skills
but also contributes to the overall cultural development of the organization. Companies that
prioritize continuous learning and growth opportunities for their staff tend to have a more dynamic
and innovative cultural environment.

5. Diversity and inclusion

The study demonstrated that embracing diversity and fostering an inclusive environment are
crucial for the success of corporate culture. Companies that actively promote diversity and create a
culture of inclusion tend to have a more innovative and adaptable cultural framework.

6. Rewards and recognition

The analysis revealed that a well-designed system of rewards and recognition is essential for
maintaining a positive cultural environment. Companies that recognize and reward exceptional
performance and contributions tend to have a more motivated and engaged workforce.

7. Adaptability

The study highlighted the importance of adaptability in shaping and sustaining corporate
culture. Companies that are agile and responsive to changes in the external environment tend to
have a more resilient and adaptable cultural framework.

8. Innovation

The analysis showed that fostering a culture of innovation is crucial for the long-term success
of organizations. Companies that prioritize innovation and encourage creative thinking tend to have
a more dynamic and forward-looking cultural framework.

The study revealed a clear correlation between the degree of employee involvement and the
success of implementing organizational values. In companies where engagement is fostered through
internal communication, encouraging initiatives, and skill development, there is a higher level of
commitment to the company's mission and a greater willingness to embrace change. This is
particularly evident in hybrid and transformational models, such as Halyk Bank and Beeline.
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3. Openness and bidirectional communication

One of the key factors is the presence of accessible feedback channels and ongoing internal
communication. Organizations with a rigid hierarchical communication structure, such as
KazMunayGas, tend to exhibit low levels of internal trust and a weak perception of corporate
culture. In contrast, companies with digital and flexible communication channels, such as surveys,
chat rooms, and town hall meetings, demonstrate stronger cultural integration.

4. Inspirational figures

The presence of managers and leaders whose behavior aligns with the stated values is a
crucial aspect in the development of a vibrant and sustainable corporate culture. In companies
where management demonstrates a personal commitment to values, employees are more likely to
embrace these norms as part of the company's identity.

The institutional context also plays a significant role. When values are embedded in the
company's strategy, HR policies, evaluation processes, and reward systems, corporate culture
becomes a tangible guideline, rather than an abstract concept.

Digital tools, such as internal platforms, climate assessment tools, e-learning platforms, and
communication systems, are essential in supporting culture(Zahra O. F. et al.,2024:132). Companies
that actively leverage digital technologies to disseminate and measure culture demonstrate greater
agility and resilience in the face of change.

The developed model allows us not only to assess the state of corporate culture but also to
create targeted strategies for its improvement in different types of organizations. This model is
particularly relevant for Kazakh companies that are undergoing transformation and integrating
international approaches into their national business environment(Issatayeva F. M. et al.,2023:6002).

The model can be used for:

- Conducting a corporate culture audit

- Designing employee engagement strategies

- Building leadership programs and role models

- Enhancing the company's digital and institutional maturity

In summary, the analysis of the data showed that only a comprehensive approach based on
cultural factors can lead to a sustainable improvement in corporate culture and organizational
performance.

A review of the current practices has revealed their strengths and weaknesses. The advantages
include the agility of young employees to adapt to change and the increasing focus on ESG issues
by businesses. However, the formal approach and the limited participation of middle-level
managers are among the drawbacks. The challenges include cultural resistance and a shortage of
qualified personnel for internal transformations. Nevertheless, there are still opportunities for
implementing flexible and digital work models, as well as collaborating with international experts
and institutions (table 1).

Table 1. SWOT analysis of corporate culture formation practices in Kazakhstan organizations

Strengths H Weaknesses

Dominance of a formal, declarative
approach without real implementation
mechanisms

Growing interest of companies in corporate
culture and ESG agenda

Openness of the younger generation of employees | Low engagement of middle management
to new corporate models and digital tools (department and unit heads)

Presence of successful cases (e.g., Beeline | Lack of systematic programs for evaluating
Kazakhstan, Halyk Bank) to serve as benchmarks || corporate culture and collecting feedback

304




«Kazakcman wivizoicmanyuty olisimu scypranvt Ned, mom 16, 2025 ISSN: 3007-0325

Strengths H Weaknesses

Expanded access to international experience
through  digital platforms, training, and
accelerators

Limited institutional support for cultural
change from regulators and industry bodies

Opportunities H Threats

Implementation of flexible, adaptive corporate | Cultural resistance to change from senior
culture models based on digitalization employees and frontline staff

Use of digital HR tools (surveys, analytics, e- | Shortage of qualified professionals capable
learning, internal communication platforms) of leading cultural transformation

Risk of formalization and symbolic
adoption of culture without actual
behavioral change

Cooperation with international consulting and
educational institutions on cultural development

Development of national standards or guidelines
for corporate culture improvement (at industry
level)

Economic and organizational constraints
that lower the priority of intangible assets

The SWOT analysis revealed that Kazakhstani enterprises possess substantial internal assets
and external prospects for enhancing their organizational culture. However, to fully capitalize on
these prospects, it is imperative to address structural deficiencies and socio-cultural obstacles, such
as resistance to change and a lack of qualified professionals. This necessitates a comprehensive
strategy that encompasses leadership, institutional transformations, and digital management
frameworks.

The SWOT analysis revealed that the corporate culture in Kazakhstani companies is in the
process of evolving from a purely formal approach to a more strategic and informed management
style. On the positive side, there is a growing awareness of the importance of internal culture,
successful examples of best practices are emerging, young employees are becoming more engaged,
and the influence of international standards is increasing. These factors suggest that there is internal
potential and favorable prospects for the development of corporate culture as a means to enhance
efficiency and competitiveness.

Conversely, there are still a number of weaknesses and obstacles that impede the process of
profound transformation. These include the declarative nature of many cultural initiatives, the lack
of engagement from middle management, institutional inertia, and cultural resistance to change. In
the context of limited resources and a reliance on traditional management models, these factors can
significantly hinder the effectiveness of cultural transformations (Leal-Rodriguez A.L. et al.,
2023:100409).

Therefore, the key to the successful development of corporate culture in Kazakhstan lies in
transitioning from mere declarations to meaningful actions, based on:

— conscious leadership,

— employee participation,

— transparent communication,

— digital technologies,

— and institutional support mechanisms.

The comprehensive and strategic implementation of these elements will enable Kazakhstani
companies to not only enhance their internal efficiency but also better position themselves to face
the challenges of the global market and the digital economy.

Based on the results of our analysis, which included comparative analysis, content analysis,
case analysis, analysis and synthesis methods, and SWOT analysis, it has been determined that the
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corporate culture in Kazakhstan is undergoing a gradual transformation from formal declarations to
strategically managed models.

Despite the remaining obstacles, such as hierarchical structures, the lack of institutionalization
of culture, and the limited involvement of middle management in some companies (for instance,
Halyk Bank and Beeline Kazakhstan), there are already instances of successful implementation of
flexible, digital, and value-oriented approaches.

The study's findings underscore the potential for enhancing the effectiveness of corporate
culture through the integrated implementation of key factors, including leadership, employee
engagement, transparent communication, digital maturity, and the integration of culture into
strategic management.

Conclusion

The enhancement of organizational culture is now the key to boosting the performance of
businesses both in Kazakhstan and internationally (Zhussipova E. E. et al., 2023:175). A thorough
examination of theoretical frameworks, international and domestic experiences, regulatory
frameworks, and case studies of Kazakhstani companies has revealed that a thriving corporate
culture necessitates a systematic approach that seamlessly integrates values into operational
practices.

In Kazakhstan, where formal models still dominate, the development of leadership, increased
employee engagement, the implementation of feedback mechanisms, and the use of digital tools to
support cultural transformation are particularly crucial. The examples of companies like Beeline
Kazakhstan and Halyk Bank demonstrate that prioritizing open communication, fostering trust, and
aligning behaviors with values yields tangible outcomes.. Therefore, a successful corporate culture
should be seen not as an afterthought, but as a vital asset for the long-term success, competitiveness,
and adaptability of an organization in today's business landscape.

In the future, fostering a strong corporate culture in Kazakhstani companies will require not
only internal efforts from businesses but also external support from the government and industry. It
is essential to establish standards and guidelines for corporate culture management, integrate these
principles into the training and development programs for managers, and create professional
networks and platforms for sharing best practices. Additionally, it is crucial to consider the cultural
nuances of Kazakh society, ensuring a harmonious blend of global management practices with local
cultural norms. Only through a comprehensive approach can corporate culture transform from a
mere statement into a genuine catalyst for the sustainable growth and advancement of domestic
enterprises.
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TUIMALJIIKTI APTTBIPY YIIHIH KOPIIOPATUBTIK MOJEHUETTI )KETIJLAIPY
IOJAICTEMECI MEH CTPATEI'UAJIAPBI: KASAKCTAH K9HE HIET EJIIEP
TIKIPUBECIH TAJIJIAY

Anoamna. Byl 3epTTeyliH MakcaThl Ka3aKCTAHJBIK KOHE O3BIK XaJIBIKAPAIBIK TKIpUOCHI
€CKepe OTBIPHIN, KOPIOPATUBTIK MOACHHUETTI JKETUIAIPYIIH TCOPHSIBIK HET137epl MEH TOCUIACPIH
3epaeney Oonbin  TaObuIanbl. Byl TaKbIPBINTBIH MAaHBI3ABUIBIFBl  KOPIIOPATUBTI MOJIEHHUETTI
VUABIMHBIH THIMJIUIITIHE, TYPAKTHUIBIFBIHA JKOHE Oocekere KaOlJIeTTUIrHE ocep EeTEeTIH cTpare-
THSUTBIK aKTUB PETiHAE TaHyFa OailmaHbICThl. Bysl 3epTTeyaiH KaHAIBIFbl OHBIH OpPTYPJIi YibIMIac-
THIPYIIBUIBIK KOHTEKCTTEP/IETT KOPIOPATUBTIK MOJACHHUETTIH carachl MEH THIMJUIITIH aHBIKTAWTHIH
(dakTopiapapl Tanmayra KeEMIeHIl Ke3KapachlHOa >KaThlp. 3epTTeylie TEOpUsUIBIK Heri3aepil,
KOPIOPATUBTIK KYXKaTTapabl KOHTCHT-TAJJAy/bl, Ka3aKCTaHABIK ToxkipuOoeHi SWOT-rangaybi
KOHE MOJICHU JaMyIbIH OPTYpJi YATUIEPIH YCHIHATHIH YIII KOMITAHUSHBIH HAKTBhl MBICATAAPBIH
Talgayapl Koca alFaHia, dPTYpPJll dficTep MalgalaHbUIIBL. 3epTTeyAe Talnay jKOHE jKajlbuiay,
CAJIBICTBIPMAJIBl  TAJNJAy JKOHE OHMIMPHUKAIBIK JSJIENAep CHSAKTHl JJicTep KOJNIaHbUIABL. by
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3epTTeY/iH HEri3ri MakcaTTapbl KOJAAHBICTAFbI TOCUIAEP/IIH KYIITI dKoHE dJICi3 KaKTapblH Oaranay,
KOPHOPAaTUBTIK MOACHUET MOJIEIBJAEPIH JKIKTEY KOHE OHBIH THIMJAUIILIH apTThIpaTblH HEMece
TOMEHJETETIH (akTopiaapbl aHbIKTAay OO0ybl. Byn MakamaHblH NMPAKTUKAIBIK KYHIBUIBIFBI KOCi-
MOpbIH/IapFa CTPATErusUIblK Oar/iapiiaHFaH JKoHe OeHIMIENeTiH MOJEHHUETTI €Hrizy OoibIHINIa
YCBIHBICTap 93ipsiey Oouibln TaObUIaAbl. AnbIHFAH AepekTep Kazakcranaa pecMu MOACHH MOAEIb-
nepaiH OacklM €KEeHJIrH KepceTenl, Oipak OipHelle TaHAAay/bl KOMMAHUAJIAp LUQPIBIK Kypai-
JapAbl €Hri3y, AIIBIK KeIOaCIIbUIBIK KOHE KYHIBUIBIKTAp/bl HHCTUTYIIMOHAIABIK UHTETrpalusiiay
apKachIHAa OH e3repicTepre YibIpayaa. 3epTTey KOPIOPaTHUBTIK MOJIEHUETTI KETUIIIpy Kelrdac-
IIBUTBIKTBI, KbI3METKEpJIepi TapTyJbl, KOMMYHUKALUSIHbI JKOHE CTPATETHsUIBIK KOJAAyabl Kam-
TUTBIH KEUIEH 11 ©3repicTep/il KaKET €TETIHIH pacTai/bl.

Kinm ce30ep: KOpPHOpATHBTIK MOICHHET, YUBIM THIMALUIN, KOMIOACHIBUIBIK, KbI3METKEp
OesiceHauiri, KOMMyHUKamus, MUGpiablK Tpanchopmanus, Kazakcran, Oackapy crpaTerwsuiapsl,
KOPIIOPATUBTIK KYH/IBUIBIKTAp, XaJIbIKapajblK TOKIpHOE.
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METO/IOJIOTUAA U CTPATETAU COBEPIIEHCTBOBAHUSA KOPIIOPATUBHOM
KYJbTYPbI IJIA IIOBBIINEHUSA S9OPEKTUBHOCTHU: AHAJIN3 KASAXCTAHA "
3APYBEXHBIX CTPAH

Annomayusa. 1lenpr0 TaHHOTO MCCIEOBAHUS SBISIETCS U3YYEHUE TEOPETUYECKUX OCHOB M
MOAXOJ0B K COBEPILIEHCTBOBAHUIO KOPIOPATUBHOU KYJBTYPhI C YUYETOM KaK Ka3aXCTaHCKOH, TaK U
MepeIOBOM MEXKTyHApPOJHOW MpPaKTUKUA. BakHOCTH 3TOW TeMbl OOyCIOBJICHA MpPHU3HAHUEM KOp-
MOPAaTUBHOM KYJIBTYPHl B KAUECTBE CTPATETUUECKOTO aKTHUBA, KOTOPHIN BIUsET HAa Y3PPEKTUBHOCTD,
YCTOWYMBOCTh M KOHKYPEHTOCHOCOOHOCTh OpraHm3anvu. HOBH3HA JaHHOTO MCCIIEOBAHUS
3aKJIF0YAeTCs B €r0 KOMIUICKCHOM IMOJAXOJIe K aHalu3y (akTOpOB, OMPEICISIONIMX KAa4eCTBO H
3¢ (HEeKTUBHOCTh KOPIOPATUBHON KYJIbTYpbl B pa3jIMYHbIX OPraHM3aIMOHHBIX KOHTEKCTaxX. B
HCCIIEOBAaHUU HCTIOIb30BAIMCH PA3IMYHBIE METO/bI, BKIIIOUAsl TEOPETUUECKHUE OCHOBBI, KOHTEHT-
aHallU3 KOPHOPATUBHBIX JOKyMEHTOB, SWOT-aHamu3 Ka3axCTaHCKOM TIPAaKTUKH M aHAJIU3
KOHKPETHBIX NPUMEPOB TPEX KOMIIAHUM, MPEACTABISIONIMX PA3IUYHBIE MOJAEIHU KYJIbTYPHOTO
pasButusa. B wHccrnenoBaHMM UCHONB30BAjIMCh TaKWe METOJbl, KaK aHauu3 U 00001eHue,
CPaBHUTEJIBHBIN aHAINU3 U dMOUpPUUYECKUE NaHHbIe. OCHOBHBIMU IEJSIMU JAHHOTO HCCIIEIOBAHUS
ObUTM OIIEHKa CHJIBHBIX U CJa0bIX CTOPOH CYIIECTBYIOUIMX IMOJAXOJIOB, Ki1accuukaius mojenen
KOPIOPATHUBHON KYJBTYPHI M BhISIBIICHHE (AKTOPOB, KOTOPHIE MOBBIMIAIOT WU CHUKAIOT e I dek-
TUBHOCTD. [IpakTryeckasi IEHHOCTh JaHHOW CTAaThU 3aKJIIOUAETCs B pa3paboTKe peKOMEeHAauui s
NpEANPUITHII 1O BHEIPEHUIO CTPATETHYECKH OPUEHTUPOBAHHOM M aJanTUPYEeMOM KYJbTYpBHIL.
[TonyueHHble JaHHBIE CBUAETENBCTBYIOT O ToM, 4To B Kaszaxcrane mpeoOnanaioTr (opmanbHbIe
KyJbTYpPHBIE MOJIEIH, HO HECKOJIBKO M30PaHHBIX KOMIIAHUI MPETEPIIeBAIOT MO3UTHUBHEIC Mpeolpa-
30BaHus Ojaroaapsi BHEIPEHHUIO HU(POBBIX HHCTPYMEHTOB, OTKPHITOMY JIUACPCTBY U MHCTUTYLIHUO-
HAJIBHOW MHTErpauuu LeHHocTel. MccnenoBaHue NMOATBEPKIAET, YTO COBEPLICHCTBOBAHUE KOP-
MOPAaTUBHOM KyJbTYpbl TpeOyeT KOMIUIEKCHBIX M3MEHEHHH, OXBaThIBAIOIIMX JIUIEPCTBO, BOBJIE-
YEHHOCTh COTPYIHUKOB, KOMMYHUKAIIMIO U CTPATETUYECKYIO MOAICPKKY.

Knroueswie cnosa: xoprnopaTuBHas KyJlbTypa, OpraHu3auoHHas 3¢ GeKTUBHOCTS, JIUIEPCTBO,
BOBJICUEHHOCTh, KOMMYHUKAIUH, IUQpoBas Tpanchopmaims, Kazaxcran, crpareruu yrnpaBicHHs,
KOpPIIOPATUBHBIE LICHHOCTHU, MEXAYHAPOIHBIN OMBIT
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