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Abstract. In the context of deepening digitalization, globalization and the growth of
intercultural interactions, effective management of organizational behavior is becoming an essential
factor in increasing the sustainability and competitiveness of companies. This study is aimed at a
comparative analysis of business models of organizational behavior management in Kazakhstan and
China, which has significant practical and scientific significance for the development of cross-
border cooperation. The novelty of the research lies in a comprehensive study of the influence of
cultural, institutional and economic factors on management models in the two countries, as well as
in identifying complementary approaches applicable in a transformational economy.Scientific tasks
include: analyzing existing organizational behavior management models in Kazakhstan and China;
determining the impact of cultural and institutional characteristics on employee behavior;
comparing motivation strategies and corporate culture; developing recommendations for adapting
effective models for intercultural projects. The research methodology is based on comparative
analysis, case study, and an analytical review of the literature.The main results show that the
Chinese management model is characterized by a high degree of centralization, collectivism and an
emphasis on hierarchy, while the Kazakh system is characterized by hybridity, a combination of
Western approaches and national characteristics. In conclusion, it is emphasized that the mutual
adaptation of successful management practices contributes to improving the effectiveness of
international projects, strengthening corporate culture and the formation of competitive business
models.

Keywords: Business models, organizational behavior, personnel management, comparative
analysis, China, Kazakhstan, corporate culture, motivation.

Introduction

In the context of globalization, digital transformations and rapid changes in the labor market,
effective management of organizational behavior is becoming a key factor driving the development
of companies(Trenerry B. et al., 2021:3). Modern research considers employee behavior as policies
and actions shaped by internal and external factors. The company's ability to adapt, innovate, and
retain staff within its chosen management business model.

The relevance of the topic is due to the fact that there are no universal solutions in the
management of organizational behavior, and it is necessary to adapt management models to the
cultural, economic and institutional conditions of a particular country. Despite the growing interest
in organizational behavior, the scientific literature does not sufficiently cover the specifics of
national approaches and approaches that influence the attitude of managers and managerial
decisions in organizations. Of particular interest is the comparative analysis of Kazakhstan and
China: Kazakhstan is a country with a transitional economy and an emerging management system,
while China combines the traditions of centralized management.

The purpose of the study is to compare business models of organizational behavior
management in Kazakhstan and China, identify keywords and similarities in management
approaches, as well as identify the most effective practices applicable in a transformational
economy and cross-cultural environment.
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To achieve this goal, the following tasks were formulated: to consider the possibility of
conducting business models of organizational behavior management in Kazakhstan and China; the
influence of cultural, institutional and economic factors on organizational behavior in these
countries; compliance with approaches to personnel management and corporate culture, identifi-
cation of best practices for adaptation and stability; develop recommendations for optimizing
business processes.organizational behavior management models in multinational companies

The scientific novelty of the study lies in a comprehensive comparative approach to the
analysis of national business models of organizational behavior management in Kazakhstan and
China, with an emphasis on cultural and institutional features that affect the effectiveness of
management decisions. The work also contributes to the development of the theory of orga-
nizational behavior in the twentieth transformational and intercultural economies, and provides
practical recommendations for adapting successful management models.

Given the growing cooperation, both in Kazakhstan and China, especially in the framework of
large transnational projects and Belt and Road initiatives, the harmonization of management
approaches and the development of effective organizational behavior models is becoming
strategically important (Lee J. T., Lo W. Y. W., Abdrasheva D., 2021, 238). Understanding the
aspects of human resources management in our countries helps to reduce constraints, increase the
effectiveness of teamwork and create a sustainable corporate culture. Thus, a comparative analysis
of business models of organizational behavior management is important for making informed
management decisions and developing successful strategies for interaction between partners from
different countries.

Materials and methods

The research employed a combination of theoretical and empirical approaches. The theo-
retical framework was established through a comprehensive review of scholarly literature,
encompassing the work of domestic and international researchers in the domains of strategic
planning and organizational behavior management. The works of renowned authors such as I.
Ansoff (Puyt R. W., Antoniou P. H., Caputo A., 2024:513), H. Zhang (Zhang H. et al., 2022:1), T.
Haaker (Haaker T. et al., 2021:126) and contemporary studies on the distinctive characteristics of
governance in nations with diverse economic models were scrutinized. The analysis of the literature
allowed for the identification of pivotal strategies in management and the elucidation of the factors
that impact their efficacy in organizational settings.

The comparative analysis and the case study approach were employed as empirical methods.
The comparative analysis allowed for a comparison of approaches to strategic planning and
organizational behavior management in Kazakhstan and China, identifying similarities and
differences, as well as the validity of certain models. The case study method was applied to examine
the practices of specific companies — Kaspi.kz, Air Astana (Kazakhstan), and Huawei, Haier
(China). The characteristics of their strategic approach, the mechanisms employed, and the
outcomes achieved were analyzed. Additionally, methods of content analysis of strategic documents,
corporate reports, and expert publications were utilized. This enabled an objective evaluation of the
applied management models and the formulation of well-reasoned conclusions.

Discussions
In recent years, the literature has increasingly focused on how organizational culture and
appropriate management models affect employee motivation, employee engagement, company
effectiveness, and the ability to adapt to change. This is especially true in emerging economies,
where comparing national approaches can provide practical value.
The paper analyzes the corporate culture on the example of a Kazakhstani enterprise in the oil
and gas industry. The authors note that the development of corporate culture through unity and
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motivational measures is a key mechanism for improving the company's efficiency (Beisembayev
G., Akhmetkyzy A., 2025:18). And some authors claim that the methods and theories developed by
domestic experts remain insufficient, which makes it difficult to manage the development of
corporate culture and solve problems related to its change and improvemen t(Leso B. H.,
Cortimiglia M. N., Ghezzi A., 2023:152). The article "The Impact of organizational culture on
employee Motivation and its economic implications for business Performance" attempts to
determine how organizational culture affects employee motivation (Taizhanov L. T., Zhetibaev
Zh.K., Mutalieva A. A., 2025:461). Through empirical analysis, the authors come to the conclusion
that culture is not just a background, but one of the key factors shaping motivation, which in turn
affects economic results.

One of the recent studies — "The Explore of Knowledge Management Dynamic Capabilities,
Al-Driven Knowledge Sharing, Knowledge-Based Organizational Support, and Organizational
Learning on Job Performance: Evidence from Chinese Technological Companies" — examines how
organizational support, knowledge sharing through AI, organizational learning, and dynamic
knowledge management abilities influence labor productivity in Chinese technology companies(Cui
J., 2025:4). This indicates that in modern Chinese firms, organizational behavior and culture are
increasingly intertwined with digital, technological, and cognitive aspects.

In Kazakhstan, corporate/organizational culture and its impact on employee behavior are
increasingly being explored in the business sector and the public service. The main problems are:
insufficient theoretical base, weak institutionalization, lack of adapted cultural assessment tools.
However, research has already confirmed that culture influences a company's motivation, cohesion,
sustainability, and adaptability. In the Chinese context, along with traditional approaches, there is a
trend towards digitalization, knowledge management and the use of AI, which expands the
traditional framework of organizational culture and introduces new factors (technological maturity,
training, knowledge exchange). This indicates the flexibility and dynamism of Chinese companies,
their ability to integrate cultural traditions and modern business technologies. Comparative analysis
(Kazakhstan—China) shows: There are no universal models.; Successful management of
organizational behavior depends on the ability to adapt the model to national and industry specifics,
to take into account cultural, institutional and technological factors.

Results

Through a comparative analysis of the organizational behavior management approaches in
Kazakhstan and China, it has become evident that there are both similarities and differences due to
the historical, cultural, and institutional backgrounds of these two countries. The analysis revealed
that China predominantly employs centralized management models characterized by hierarchy,
discipline, collective responsibility, and Confucian values. In contrast, Kazakhstani companies tend
to adopt hybrid approaches that blend elements of the Soviet administrative system, Western
management practices, and local traditions.

The case study approach demonstrated that Chinese enterprises extensively employ stan-
dardized employee conduct, rigorous adherence to internal policies, and a robust managerial
oversight. This approach helps to minimize ambiguity, but it can also restrict employee autonomy.
In contrast, Kazakh businesses often adopt a more flexible approach to regulations and standards,
which, while fostering adaptability and individualized treatment for employees, can also lead to a
decline in discipline and control.

The comparative study revealed that the methods employed in managing organizational
conduct in Kazakhstan and China diverge considerably in a variety of aspects, such as leadership
style, employee incentives, the essence of organizational culture, and the extent of national values'
impact. These disparities are not solely attributable to cultural and historical factors, but also to the
level of business maturity and the strategic objectives of the organizations.
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To further explore this topic, specific examples of prominent companies in both countries. In
China, Huawei Technologies Co., Ltd. serves as a prime illustration of a centralized management
model, characterized by a strict hierarchy, a system of shared responsibility, and a highly regulated
code of conduct for employees(Hong J. F. L., Snell R. S., 2021:1045).

On the other hand, Haier Group is implementing a novel approach that combines the presence
of autonomous teams with the maintenance of overall corporate oversight[8]. This unique orga-
nizational approach fosters a unique style of behavior that seamlessly blends control and self-
direction.

In contrast, in Kazakhstan, there is a trend towards more flexibility and individualization. The
company Kaspi.kz, for instance, adopts a decentralized approach, emphasizing freedom of decision-
making, personal initiative, and a flat management structure(Nichkasova Y., 2024:570). This fosters
an open and innovative work culture.

Another example is Air Astana, which combines standardized processes required in the
aviation industry with personalized development programs and mentorship, promoting employee
loyalty and proactivity (Mizrak F., 2023:83).

Therefore, organizational behavior management practices in China and Kazakhstan vary from
strictly hierarchical to flexible and adaptive models. This highlights the importance of considering
national and industry-specific factors when developing effective business strategies. The
comparison demonstrates that there is no one-size-fits-all approach — each model must be tailored to
the unique socio-cultural context.

The findings demonstrated that Chinese companies prioritize teamwork, corporate allegiance,
and internal harmony, whereas in Kazakhstan, individual motivation, financial incentives, and
career advancement take precedence. This divergence influences the selection of business models:
in China, vertically integrated structures with a strong corporate culture are more prevalent, whereas
in Kazakhstan, many organizations opt for decentralization and horizontal distribution of
authority( in tablel).

Table 1. Comparative analysis of organizational behavior management models in Kazakhstan
and China

Comparison Kazakhstan China

Parameters
Management Hybrid, with elements of Western Centralized, hierarchical
approach management
Employee motivation H Individua, materially oriented H Collective, based on loyalty
Corporate culture Multi-level, adaptive Stable, anfuman,

conservative

Influence of national Moderate High
values
Managerial flexibility H Medium to high H Low to medium ‘
Teamwork H Developing, but not dominant H Key priority ‘

A comparison with previous studies conducted by various scientists shows that the identified
differences are confirmed by a variety of scientific sources.However, this work enhances our
comprehension by specifically contrasting behavioral patterns and personnel management practices
in real-world scenarios.
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The inclusion of case studies from organizations operating in a cross-border environment adds
to the practical significance of the findings.

The analysis has confirmed that national characteristics significantly influence the selection
and efficacy of business models for managing organizational behavior. In the context of
globalization and the deepening collaboration between Kazakhstan and China, it is crucial to
consider these differences when developing joint projects, implementing management decisions,
and formulating personnel strategies.

Beyond the fundamental aspects of business models, the research delved into the specific
instruments and methods employed by managers to govern organizational conduct in companies
operating in Kazakhstan and China. This examination not only revealed distinct national
preferences but also uncovered universal trends(table 2).

Table 2. Tools and practices for managing organizational behavior

‘ Management Tool ” Kazakhstan H China
. Bonuses, incentives, flexible Group rewards, moral incentives,
Motivation System :
schedule, career advancement performance evaluation systems

Corporate Training Skill upgrading, external training| In-house academies, mentorship-

programs based learning
Organizational Open meetings, HR feedback Vertical communication, limited
Communication channels direct criticism

Conflict Management Negotiations, informal meetings, | Conflict avoidance, reliance on

mediators hierarchical authority
Employee Behavior Supervision by mid-level Strict reporting, digital monitoring
Control managers systems
Loyalty Formation Corporat.e events, symbols, Collective ideology, “family-style
personalized approach corporate model
Influence of Cultural || Moderate (Western cultural Strong (Confucian values, respect for
Traditions adaptation observed) hierarchy)

As the table, in Kazakhstan, there is a preference for personalized methods of motivation and
more adaptable approaches to learning and communication, while in China, collectivism, for-
malized control methods, and hierarchical management remain central. This underscores the idea
that organizational behavior is shaped not only by external factors but also by cultural attitudes. The
use of these tools has varying impacts on employee motivation, organizational identity, and team
resilience. This is reflected in diagram 1(in Figure 1):
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Figure 1. — Key Management Aspects in Kazakhstan vs China

Therefore, the practices outlined in the table highlight the significance of a holistic approach
to selecting a business model for managing organizational behavior, particularly in a multinational
or cross-cultural setting.

The findings of the research indicate that the approaches to managing organizational behavior
in Kazakhstan and China differ significantly, both in terms of structure and meaning(in figure 2). In
China, a centralized management style based on hierarchy, strict adherence to rules, and collective
values is prevalent. This is evident in companies like Huawei and Haier, where formalized
procedures, digital monitoring, and a strong emphasis on corporate culture dominate. This approach
ensures stability and predictability in employee behavior, but it can also hinder innovation and
creativity.

In contrast, Kazakhstani enterprises adopt more agile management styles, prioritizing
employee motivation, horizontal communication, and individual accountability. Kaspi.kz and Air
Astana, for instance, employ practices that foster employee engagement, encourage open dialogue,
and cultivate loyalty through personalized approaches. This approach enhances the organizations'
adaptability to external changes, but it necessitates a sophisticated management culture and
substantial investments in human capital development. Consequently, the comparative analysis
underscores the significance of considering national, industry-specific, and corporate factors when
selecting an effective management model for organizational behavior.
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Comparison of Organizational Behavior: China vs. Kazakhstan

China: Centralized & Formal Kazakhstan: Open & Personal

China: Culture & Monitoring Kazakhstan: Flexible & Motivational

Figure 2. — Comparison of Organizational Behavior:China vs.Kazakhstan

Each segment of the chart(25% each) represents one of four key aspects of organizational
behavior, with two segments from each country. This even distribution helps visually compare the
approaches of China and Kazakhstan, without taking into account quantitative differences, for
simplicity and clarity. The organizational behavior of companies in these two countries
demonstrates two different, but effective, management approaches that reflect their cultural and
economic characteristics.

In China, centralized and hierarchical management is prevalent, as exemplified by companies
like Huawei and Haier. These companies emphasize strict adherence to rules and formal procedures,
ensuring a clear structure and stability. A strong corporate culture and digital control are also
notable, allowing companies to maintain high levels of discipline and consistent standards of
behavior. Stability, manageability, and predictability of employee actions are the main goals.

In contrast, companies like Kaspi.kz and Air Astana in Kazakhstan adopt a more flexible and
decentralized management approach. These companies focus on employee motivation, development
of personal initiative, horizontal communication, and open dialogue between management levels.
This promotes personalized interaction, engagement, and loyalty among employees.

Thus, China relies on control, discipline, and uniformity, while Kazakhstan focuses on trust,
adaptability, and the human factor. These strategies are not mutually exclusive - on the contrary,
each one can be effective depending on the context and the company's goals.

Conclusion

The research demonstrated that strategic planning frameworks are instrumental in enhancing
the efficiency of organizational governance. They enable the systematic formulation of objectives
and targets, guiding the efforts of all departments towards achieving shared strategic priorities, and
adapting to shifts in the external environment. Efficient strategic planning fosters collaboration,
resource optimization, and contributes to the long-term success of the company.

The examination of literary sources has demonstrated the significance of incorporating
strategic planning into the governance framework of enterprises across diverse sectors and sizes.
The authors emphasize that the utilization of contemporary techniques for strategic analysis and
forecasting can enhance the quality of managerial decisions and reduce the likelihood of risks.
However, the successful execution of strategic planning necessitates not only adherence to formal
procedures but also a shift in organizational culture, a focus on innovation, and ongoing employee
development.
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In practice, the research demonstrated that companies that employ integrated strategic plan-
ning models outperform their competitors. Case studies from Kazakhstan and China demonstrate
that adapting strategic approaches to national contexts, industry demands, and internal resources can
lead to sustainable success. Furthermore, the active participation of management and employees in
the planning and execution of the strategy is crucial.

However, the study also highlighted some challenges in implementing strategic planning.
These include inadequate training for staff, resistance to change, limited access to information, and
difficulties in aligning strategic objectives with operational activities. Overcoming these obstacles
requires a structured approach, the support of senior management, and the development of internal
communication channels.

Therefore, strategic planning is a powerful instrument for guiding an organization, enhancing
its performance and resilience. To fully realize its potential, it is crucial to tailor the strategy to the
organization's unique characteristics, foster managerial skills, and continuously assess the strategy's
implementation. The findings underscore the significance of strategic planning as the cornerstone
for the long-term success and competitiveness of contemporary organizations.
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KA3BAKCTAH MEH KbITAWIATBI BUSHEC-MO/IEJIBIEP I
BACKAPYJIATBI YIBIMJIBIK MIHE3-KYJIBIKTBIH
CAJIBICTBIPMAJIBI TAJIJIAYBI

Anoamna. Lndpranasipyasl TepeHaeTy, xahannany jkoHe MOICHHETApaIbIK ©3apa dPEKeT-
TECTIKTIH ©Cyl arJalblHAa YHUBIMABIK MIHE3-KYJIBIKTBl THIMII 0acKapy KOMIaHHUIApAbIH TY-
PaKTBUIBIFBI MEH Oocekere KaOiuIeTTLNIriH apTTHIPYAbIH MaHbBI3Abl (akTopblHA aiHamyna. by
3epTTey TpaHclIeKapalblK BIHTHIMAKTACTBHIKTBI JAMBITY YIIIH MaHbI3bl MPAKTUKAIBIK KOHE FhI-
aeiMH MaHb3BI O0ap Kazakcran meH Kpitalimarsl yibIMIacTHIPYIIBLIIBIK MiHE3-KYJIBIKTEI OacKapy-
JbIH OM3HEC-MOJIETIBACPIH CaIbICTRIPMAbl TajlAayFa OarbITTaNFaH. 3epTTEY/IiH KaHAIBIFbI MOJICHH,
WHCTUTYIIMOHAJ/IBIK JKOHE SKOHOMHKAIBIK (pakTopiapIblH €Ki enjeri 6ackapy YJriaepiHe acepiH
KaH-’)KaKThl 3epTTeyle, COHIail-aKk TpaHChHOPMALMAIBIK SKOHOMHKA/NA KOJIAHBUIATHIH OipiH-0ipi
TOJILIKTBIPATBIH TOCIIICPAl aHBIKTayaa Katbip. Feutbivu Minaerrepre Kaszakcran meH KpiTaiimarsr
YHBIMIACTBIPYLIBIIBIK MiHE3-KYJIBIKTBI 0acKapyAblH KOJIIAHBICTAFbl MOJAENBACPIH Tajlaay; MOIACHU
KOHE MHCTUTYLIHOHAIBIK CHUTIATTaMaJIapJIbIH KbI3METKEPJICPiH MiHE3-KYJIKbIHA OCEPiH aHBIKTAY;
MOTHUBALIMSIIBIK CTpaTerusilap MEH KOPHOPATHBTIK MOJEHHUETTI CaJbICThIPY; MOICHHETAPAIbIK
xobanmap YIIH THIMAI Mozenbaepai Oeifimyiey OOMBIHIIA YCHIHBICTAp A3ipiiey jKaTalubl. 3epTTey
olicTeMeci caJbICThRIpMabl TaljayFa, KeUCTep/l 3epTTeyre, 9/1e0MeTTepal aHATUTHKAIBIK [I0TyFa
HeriznenreH. Herisri HoTmwkenep kepcetkenaen, Keltaiiblk 6ackapy MoJeli OpTaabIKTaHABIPY AbIH,
YKBIMIACTBIPYIbIH JKOHE Hepapxusifa 06aca Hazap ayJaapyAblH >KOFapbl JIEHIeHIMEH CHUMaTTaajbl,
aJl Ka3aKCTAaHIBIK JKYHe THOpWATLIiKIEH, BaThICTBIK Tociaiep MEH YITTHIK EpeKIIeNiKTepIiH
yineciMiMeH cumartanansl. KopeITBIHABLIAK Kee, TaObICTBI Oackapy ToXIpuOECiHIH o3apa
OeliiMIenyl XaJlbIKapajiblK >KOOalaplblH THUIMAUITIH apTThIpyFa, KOPIMOPATHBTIK MOJECHHUETTI
HBIFaTyFa >koHE Oocekere KaOijaeTTi OM3HEec-MOoJAeNbIAepai KalbITaCThIpyFa BIKMAT €TETiHI aTarm
OTUII.

Kinm ce3oep: busnec-moznenbaep, YUbIMABIK MiHE3-KYJIBIK, IEPCOHANIBI 0acKapy, CaiabICThIP-
Maibsl Tasaay, Kerrail, Kazakcran, KoprmopaTUBTIK MOJICHUET, MOTHBAIIHS.
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CPABHUTEJIbHBINA AHAJIN3 BU3HEC-MOJIEJEN
YIIPABJIEHUSA OPTAHU3AIIMOHHbBIM ITOBEJAEHUEM
B KABAXCTAHE U KUTAE

Annomayun. B ycnoBusx pocra nudpoBH3aLuy, r100aIM3alud U pocTa MEXKKYJIbTYPHbBIX
B3aHMOJICHCTBHI 2P(EKTUBHOE YIIPABICHUE OPraHU3alMOHHBIM ITOBEJICHIUEM CTAaHOBHTCS BAKHBIM
(akTOpOM MOBBILIEHHUS YCTOWYMBOCTH M KOHKYPEHTOCIOCOOHOCTH KommaHui. JlaHHoe wuccie-
JIOBaHME HANpaBJICHO HA CPAaBHUTENbHBIN aHAIN3 OU3HEC-MOJIeIel YIIpaBlIeHNUs OpraHU3allMOHHBIM
noseneHreM B Kazaxcrane u Kutae, KOTOpBII MMeeT CyLIECTBEHHOE MPAKTHUECKOE M HAaydyHOE
3HAYEHUE JUIsl Pa3BUTUS TPAHCTPAHUYHOTO COTpyAHHYecTBa. HOBU3HA HMccaen0BaHus 3aKI04aeTcs
BO BCECTOPOHHEM H3YUYCHHMU BIIUSHUS KyJIbTYpHBIX, MHCTUTYLHMOHAIbHBIX M 3KOHOMHMYECKHX
¢)aKTOpOB Ha MOJC/IM YyIPaBJICHHUA B JIBYX CTpaHAX, a TAKKC B BBISABJICHHUH B3aUMOJOIIOJIHAIOMIUX
MOJIX0/I0B, IPUMEHUMBIX B YCJIOBUAX TpaHC(HOPMAIMOHHON 3KOHOMMKH.HayuHble 3aauu BKIIIO-
YaloT: aHajJu3 CYUIECTBYIOLIUMX MOJEJIEH yNpaBiIeHUs OpPraHU3alMOHHBIM IIOBEJCHUEM B
Kazaxcrane u Kurae; onpenenenue BIUsSHUSA KYJIbTYPHBIX U MHCTUTYLMOHAIBHBIX XapaKTEPUCTUK
Ha IIOBEJCHHUE COTPYJHUKOB; CPaBHEHHE CTPATETMH MOTHBALUU M KOPIOPATUBHOW KYJbTYpHI;
pa3paboTka pekoMeHanuil no ajantaunu 3pPEeKTUBHBIX MOJIENIEH Il MEKKYJIbTYpPHBIX IPOEKTOB.
MeTtonoiorus UCCIIEJOBaHUST OCHOBAaHA HAa CPABHUTEJIBHOM aHAIM3€, W3YYEHMH KOHKPETHBIX
CUTyallud M aHAJIUTUYECKOM 0030pe suTepaTypbl. OCHOBHBIE pPE3yJbTaThl I[OKA3bIBAIOT, YTO
KUTalCKass MOJEJIb YIPABICHUs XapaKTepU3yETCs BBICOKOW CTENEHBIO LEHTPAIN3ALUHU, KOJUIEKTH-
BU3Ma U aKIEHTOM Ha HEPapXHi0, B TO BpEeMs KakK Ka3aXCTAHCKas CUCTEMa XapaKTepu3yercs
TMOPUAHOCTBIO, COUETAaHUEM 3aIaJHBIX MOJIX0/I0B U HALMOHAJIBHBIX 0cOOeHHOCTeH. B 3akimoueHue
HOJJYEPKUBAETCS, YTO B3aUMHAs a/lalTallls YCHEIIHbIX MIPAKTUK YNPaBJIEHUS CIOCOOCTBYET MOBBI-
MIeHNI0 (P(PEKTUBHOCTH MEXKAYHAPOIHBIX NMPOEKTOB, YKPEIUICHHIO KOPIOPATUBHOW KyJIBTYpHI U
(OpMHUPOBAHHIO KOHKYPEHTOCIIOCOOHBIX OM3HEC-MOIeIIEH.
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