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Abstract

This article shows relationship of corporate culture influence on organization efficiency and relevance of this
topic, which is of great interest due to lack of development of this issue. The study of corporate culture of organization
is due to qualitative changes in approaches regarding the influence of corporate culture on organization effectiveness.
Organization efficiency requires that its culture, strategy, environment and technology are interconnected and aligned
with each other. There are two ways that corporate culture can influence the life of an organization. Firstly, culture
and behavior mutually influence each other. Secondly, culture affects not so much what people do, but how they do it.
In process of formation and implementation of corporate culture, in our opinion, factors such as leader’s culture and
national culture, organization’s mission, industry, external environment, structure and size of organization, etc. should
be taken into account. The ability to solve goals and objectives set for corporate culture determines its effectiveness.
In the study, authors revealed theoretical foundations of formation of corporate culture and its content, examined
methods of studying corporate culture of organization and identified best methods for developing corporate culture
of foreign countries. As a result of analysis and sociological research to improve corporate culture of BadysSidi
Company LLP, authors developed recommendations for further development. Corporate culture requires ability to
manage it in order to make changes effective. Effective management requires availability of appropriate management
tools and real assessment of state and level of development of corporate culture.

Key words: corporate culture, efficiency, analysis, strategy, optimal methods, problems, theoretical foundations,
national culture, manager's mission.

Corporate culture is a powerful strategic management and development tool that allows
employees to be oriented towards common goals, manifestation of initiative, personal effectiveness
and productive interaction. A correct assessment of the corporate culture of the enterprise will allow us
to develop optimal approaches to management and select the appropriate mechanisms for transforming
the corporate culture, and as a result improves the quality of products and the competitiveness of the
enterprise [1]. The impact on the activities of the organization of corporate culture is huge, so its study
is relevant.

The purpose of this research work is to substantiate the role of corporate culture as a decisive
factor in increasing the effectiveness of the organization and improving the mechanism of formation
and management of corporate culture on the example of BadysSidi Company LLP. The purpose of the
study involves solving the following problems:

¢ consider the theoretical foundations of the formation of corporate culture;

¢ identify the best methods for the development of corporate culture of foreign countries and
compare the experience of their application in the Republic of Kazakhstan;

¢ to analyze the formation of corporate culture on the example of the analyzed company;

¢ develop basic recommendations for improving corporate culture in BadysSidi Company LLP.

In studying the influence of corporate culture on the effectiveness of the organization, various
methods were used: abstract-logical, normative; economic-mathematical and graphic, a system of
comparisons and analysis of modern practice of forming corporate culture and methods of sociological
research [2].
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Modern managers are well aware of the role of corporate culture in competition and the need to
change it in connection with the implementation of new strategies. However, many companies have a
poor understanding of the practical aspect of managing organizational culture, i.e. they don’t understand
how to apply corporate culture in practice to achieve strategic goals, increase competitiveness, and
develop leadership potential [3].

Currently, in Kazakhstan, when considering the corporate management of large companies in
the real sector of the economy, there are conditionally several types of corporate culture. The first
type includes companies using traditional methods of organizing personnel. These include all
state monopolistic companies, national companies and companies with one hundred percent state
participation (KTZ, Kazakhtelecom, KEGOK, Kazatomprom).

The second type of companies is foreign and international companies, their branches and
representative offices opened in Kazakhstan, for example, Philip Morris Kazakhstan, Gallagher
Kazakhstan, Tengizchevroil, Parker Drilling Company, Petro Kazakhstan, etc. This type of company
practices a modern corporate culture system.

With a competent approach, culture can become a powerful motivator and tool to achieve the
goals of the organization. The corporate motivation system becomes part of the functioning of the
organization, which has a stimulating effect on employees in accordance with the norms and values
that form its basis and is formed on the basis of the existing corporate culture [4].

The content of culture affects the content of communication. In some organizations, openness
in communication is valued, while in others it is the other way around. A strong culture makes the
identification and feelings of the individual with respect to the organization strong.

Organizational culture can benefit the enterprise, create a favorable internal environment
and introduce a new external environment. But it can impede the strategic development of the
enterprise [5].

There are many diagnostic methods for corporate culture [6]. In our study, we used the methodology
of K. Cameron and R. Quinn, the essence of which is that on the basis of various criteria, we identify
the main types of corporate cultures and correlate the culture of our organization. C. Cameron and R.
Quinn examined the performance indicators of large companies in two dimensions. The first dimension
separates performance criteria, which emphasize flexibility, discretion, and dynamism, from criteria
that emphasize stability, order, and control. The second dimension separates performance criteria that
emphasize internal orientation, integration, and unity from those associated with external orientation,
differentiation, and rivalry. Both of these dimensions form four squares. These four groups of criteria
determine the core values by which a judgment is made about the organization [7].

The measurement of competing values in a model is done using “scaled” questionnaires. Six
cultural parameters are evaluated at their current and desired level. In this questionnaire, the parameter
“A” corresponds to the clan organizational culture, “B” — adhocratic, “C” — market, “D” — hierarchical.
In accordance with the data obtained, two profiles of the organization are drawn — the existing culture
and the desired one.

Comparison of diagrams of various parameters for the same culture or common profiles for
different departments allows us to conclude that the company is culturally or inconsistently. The
equilibrium state of various aspects of culture in various divisions leads to an increase in company
cohesion and the creation of a favorable social climate for managerial decision-making.

Another technique used to study the influence of corporate culture on the effectiveness of an
organization is a survey of express diagnostics of corporate culture. This test made it possible to
assess the direct impact factors, where a total score of over 175 points indicates a positive direction of
corporate culture and its impact on the organization

To diagnose the existing corporate culture of BadysSidi Company LLP and determine its type,
employees were offered a questionnaire by K. Cameron and R. Quinn and a small questionnaire for
rapid diagnosis of corporate culture. A total of 33 people participated in the survey, of which 42%
were women and 58% are men. The main age structure of the organization is people aged 20 to 30
years, which suggests that management attracts and in every possible way promotes the development
of young employees, seeing in them an active and proactive basis for panii [8]. The experience of
employees plays a significant role in achieving the effectiveness of the organization. The average
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work experience in the company is 7 years, which, with a general 12th history, indicates the stability
of the number of personnel and the values and traditions that exist in the organization.

The level of education in the company is quite high, where 65% of employees have a diploma of
higher education.

The first questionnaire evaluated six cultural parameters at their current and desired level: the
most important characteristics of the organization, leadership and leadership style, management
of employees, the essence of the organization, strategic orientation, and success criteria. In the
questionnaire, the parameter “A” corresponds to the clan culture, “B” — adhocratic, “C” — market,
“D” — hierarchical.

We evaluated and analyzed the existing corporate culture, then analyzed its desirable type, on the
basis of which a comparative characteristic of corporate culture was compiled [9].

Analyzing the existing, market type of culture in the BadysSidi Company LLP, we can conclude
that the organization’s culture is positive, as it contributes to the effective solution of problems and
productivity growth, stimulates the effectiveness of the enterprise and its development, is a source of
competent management decisions.

We have determined the effectiveness of the main components of corporate culture. Average scores
for each of the criteria fell between 7-9 points, which is a high level of corporate culture and indicates
its high level. Analyzing the factors among themselves, one can notice that they are all equally well
developed and are at approximately the same level, which indicates their effective interaction and
high-quality implementation.

This testing makes it possible to evaluate these factors directly, where a total score of over 175
points indicates a positive direction of corporate culture. The maximum value is 290 points, according
to the survey, this indicator amounted to 234 points, which tells us about the overall high rate of
corporate culture of BadysSidi Company LLP. Thus, the corporate culture of the company operates
efficiently. There is a clear strategy and mission of the organization.

At the present stage, when BadysSidi Company LLP has achieved its goals and objectives, it
has reached a new level of its development, dedication to experimentation and innovation should
become the connecting essence of the organization. For this organization, it is necessary to promote
the personal initiative and freedom of its employees. Thus, the main thing is to gradually change and
optimize individual functions and units, turning changes into a continuous development process.

Based on the analysis of the corporate culture of Badys Sit Company LLP, we proposed a number
of recommendations for improving the culture of the corporation and introducing its new type, the type
of adhocracy, which is characterized by a more flexible management system and an entrepreneurial
and innovative climate in the organization. Thus, when management takes action to implement these
recommendations, it will be one of the first steps towards improving the corporate culture and using it
to further increase the effectiveness of the organization.

The study allowed us to draw the following conclusions.

1. The work reveals the theoretical foundations and methods of studying the corporate culture of
the organization, its elements, functions.

2. Diagnostics and assessment of corporate culture in accordance with the requirements of
strategic management. The necessity of conducting research in the field of corporate governance and
the influence of corporate culture on the effectiveness of the organization’s functioning is proved.

3. The type of culture of the organization was determined, and its desirable development through
questionnaires.

4. Recommendations on the implementation and formation of corporate culture at the enterprise
are proposed, which may have practical significance and value in the management system of any
organization.

Thus, corporate culture is a tool in the hands of a manager, with which you can lead the company to
success, prosperity and stability, but with inappropriate or inappropriate use, directly opposite results
are possible. Therefore, the corporate culture should be adequate to modern requirements dictated by
economic and technological development, the specifics of Kazakhstani legislation and mentality, as
well as the specifics of a particular organization, to contribute to the achievement of goals and increase
the efficiency of the company as a whole.
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Kasax texHomorus »oHe OM3HeC YHHBEPCUTETI.'

Kazak eHOek ’oHe dJIeyMETTIK KaThlHACTAp aKaIeMUsIChI”

YUBIMHBIH, TUIMJILIITTHE KOPIIOPATUBTIK
MOJEHUETTIH 9CEP ETY EPEKHIEJIIKTEPI

AnjiaTna

Maxaraga KOPIOPaTHBTIK MOJICHUCTTIH YHBIMHBIH THIMIIIITIHE 9cepi MEH OCBHI TAaKBIPBHIITHIH ©3CKTLIIr 001-
MaWTBIHABIKTAH YIJIKCH KbI3BIFYIIBUIBIK TYIBIPATBIH OCBI TAKBIPBINTHIH ©3CKTUIIIT KepceTiireH. ¥HWBIMHBIH KOp-
TIOPATUBTI MOJCHUETIH 3epTTEy YHWBIMHBIH THIMAUIITIHE KOPIOPATHBTIK MOIEHHETTIH dcepiHe KATBICTHI KO3-
KapacTap/blH carajibl e3repyiHe OailylaHbICThl. ¥HBIMHBIH THIMIUIITT OHBIH MOICHHUETI, CTPATErHsIChI, KOpIIaraH
OpTachl MEH TEXHOJIOTHACHI Oip-0ipiMeH OaltaHbICTHI JKaHe O1p-OipiMeH calikec KenyiH Tanan etexi. Koproparusrik
MOJICHHETTIH YHBIM OMipiHe acep eTy/iH eKi xoibl Oap. bipiHmiieH, MoieHHeT NeH MiHe3-KYJIbIK Oip-Oipine acep
ereni. ExiHIIIZIeH, MOJICHUET agaMIaplIblH ic-dpeKeTiHe FaHa eMec, OHbI Kajlall jKacaiThIHIBIFbIHA 13 9Cep eTeli.
KoprniopaTtuBTi MoIeHHETTI KaJBIITACTHIPY JKOHE JKY3ere achlpy IpoIeciHme, Oi31iH OHBIMBI3IIA, KOIIOACIIH MJ-
JCHUETI MEH YITTBIK MOICHMETi, YWBIMHBIH MHCCHACHI, Calachbl, CBIPTKBI OpTAachl, YWBIMHBIH KYPBUIBIMBI MEH
MeJIIIepi )oHe T.0. CUAKTHI hakTopnapbl eckepy KaxeT. KoprnopaTuBTiK MOJICHUETTIH aJJibIHA KOMBUIFAaH MaKcaTTap
MEH MIHJETTep/i 1ene OuTy OHBIH THIMAUIITIH aHBIKTalabl. 3epTTey/ie aBTopiap KOpIOpaTHBTI MOJACHUETTIH Ka-
JIBIITACYBIHBIH TEOPHSUIBIK HETI3AEPiH JKOHE OHBIH Ma3MYHBIH alllThl, YHBIMHBIH KOPIOPATHBTIK MOJICHUETIH, OHBIH
AIIEMEHTTEPiH, PYHKIHSIIAPBIH 3ePTTEYIIH dAICTEPiH 3ePTTEIl )KIHE IIET MEMIICKETTEeP/IiH KOPIIOPATUBTI MOJICHHETIH
JaMBITY/IBIH €H JKaKChl OMICTepiH aHBIKTaIbl. KOpropaTHBTI MOICHHETTIH KaJlbIITACYBIH TaJay, COHBIMEH Karap,
TaJIaHATBIH KOMITAHWSTHBIH MBICAJBIH KOJJIAHYy apKbpUIbl KYyprizinmi skoHe «bameic Cumm xommanms» JKILC-me
KOPITOPATHBTI MOJICHUETTI )KaKcapTy OOWBIHIIA HET13T1 YChIHBICTAp JKacalibl. KopropaTiBTiK MOJICHUET 03repicTep/Ii
THIMJII €Ty YIIIiH OHBI OacKapy KaOUIeTTLIiriH Tanan etefi. OHbl THIMII OacKapy THICTI 0acKapy KypailapbIHBIH
0O0ITYbIH JK9HE KOPIIOPATHBTIK MOJACHHUETTIH jKali-KyHi MEeH JlaMy JIHIreHiH HaKThl Oaraiay/ibl Talal eTe.

Tipek cesnep: KOPHMOPATHUBTI MOIEHHET, THUIMAUIIK, Tajnay, CTpaTerws, OHTAWIBl oficTep, mpodiemainap,
TEOPUSIIBIK HET131ep, YWITTHIK MOJCHHET, OACIIBIHBIH MUCCHSCHI.
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OCOBEHHOCTH BJUSAHUSA KOPIIOPATUBHOM KYJIBTYPBI
HA 2O®EKTUBHOCTDb AEATEJBHOCTH OPTAHU3AIIUU

AHHOTAIHUA

B crarbe nmokazaHa B3auMOCBSI3b BIMSHHS KOPIIOPATUBHOM KyJIBTYPbI Ha ()(PEKTUBHOCTD JIESITENLHOCTH Opra-
HU3ALUH 1 aKTYaJIbHOCTbh JIAHHOW TEMBbI, KOTOpPasi PE/ICTABIISIET OOJbIION HHTEPEC M3-3a HEI0OCTATOYHON Pa3pabOTKU
JTAHHOTO BoIpoca. V3yueHne KOpIopaTHBHOM KyJIBTYyphl OPraHU3aIiK 00YCIIOBICHO KaueCTBCHHBIMU H3MCHEHUAMHU
B ITOJIX0/1aX, KACAIOIMXCS BIMSIHUS KOPIIOPATUBHOM KYJIBTYPBI Ha 3(PEKTHBHOCTD JIESITEIbHOCTH OpraHu3auu. J¢-
(EKTHUBHOCTH JCATEIBHOCTH OPTaHU3aIUK TPEOYET, 9TOOBI €€ KyIBTYpa, CTPATerus, OKPY)KCHUE U TEXHOJIOTHS ObLIH
B3aMMOCBSI3aHbI U MPUBEACHBI B COOTBETCTBHE NPyT ¢ npyroM. CyIIeCTBYIOT N1Ba MYTH BIHSHUS KOPIIOPATHBHOM
KyJIBTYpBbI Ha )KU3Hb OPraHU3alliu: TIEPBbIil — KyJIbTypa U MOBEJCHUE B3aUMHO BIUSIOT PYT HA Pyra; BTOPOH — KyJib-
Typa BIIHMSIET HE CTOJILKO Ha TO, YTO JIFOJIM JICNIAIOT, CKOJILKO Ha TO, KaK OHH 3TO JeNaioT. B mporecce GpopmupoBanus
U peau3aliy KOPIOPATHBHOMN KYJIBTYPBI, 10 HALIEMy MHCHHUIO, CIICAYCT YUUTBIBATh Takue (HakTophl, KaK KyJIbTypa
pyKoBOAUTEIS U HAUMOHAJIbHAS KYJIBTYpa, MUCCHUS OpraHU3alllid, OTPacib, BHELIHAS Cpela, CTPYKTypa U pasMep
opranu3aiuu u Jp. CriocoOHOCTh pa3peliaTh MOCTABICHHBIC TEPe]] KOPIIOPATHBHON KyJIBTYPOU LIEJIH U 331291 OIpe-
nerstroT ee 3 dekTuBHOCTE. B HcciieoBaHUN aBTOpaMU PacKPBITHl TECOPETUIESCKIE OCHOBBI (JOPMUPOBAHHS KOPIIO-
PaTHBHOM KyJIBTYpBI U €€ CO/IEpKaHUEe, PACCMOTPEHBI METOIMKH M3YyUeHHsI KOPIIOPATHBHOW KYJIBTYphl OPraHU3aIMN
W BBISIBIICHBI ONTUMAJIbHBIC METOJIbI Pa3BUTHsI KOPIIOPATUBHOM KyJIBTYpbI 3apyOeKHBIX cTpaH. B pesynbrare mpo-
BEJICHHOTO aHaJM3a U COIHMOJIOTHYECKUX HMCCIICAOBAHHIA 110 COBEPIICHCTBOBAHUIO KOPIIOPATUBHOM KynbTypbl TOO
«banpic Cun KOMITaHUWY) aBTOPaMU pa3padoTaHbl pEKOMEH/IAIMH 10 JalibHeleMy ero pazsutuio. KoprnoparusHas
KyJbTypa TpeOyeT yMEHUs YIPaBISITh €0 B HEJsIX 3P ()EKTUBHOCTH MPOBOIUMBIX U3MCHCHUN. DPPEKTUBHOC yIIpaB-
JICHHE €10 TIPEIoIaracT HaJTMIie COOTBETCTBYIOIINX HHCTPYMEHTOB YIIPABICHHUS U PEaTbHOM OIICHKH COCTOSIHUS U
YPOBHSI pa3BUTHUS KOPIIOPATUBHO#M KYJIBTYPBI.

KiroueBbie ciioBa: KOpHnopaTWBHAsi KyJIbTypa, 3(QQEeKTHBHOCTh, aHAJM3, CTPATErusi, ONTHMAIIbHBIE METOJIbI,
MpOOJIEMbI, TCOPETHUCCKUAC OCHOBBI, HALIMOHAJbHAS KYJIbTypa, MUCCHS PYKOBOIUTEIIS.
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