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Abstract: A corporate culture reflecting the organization image and that facilitates the establish-
ment of mutual understanding between it and the environment, distinguishing one economic enti-
ty from another and predetermining their successful functioning has been explored. It was re-
vealed that corporate culture allows to provide high profit of the enterprise through the improve-
ment of management. Domestic business faces the need to use effective corporate organization
management. Its principles and factors, depending on corporate culture, are based on the com-
pany's strategy and structure. Livestock facilities, greenhouses, enterprises for processing agri-
cultural products, irrigation facilities, which need power supply, are being intensively built in Ka-
zakhstan. In this regard, the reliability of power supply in rural areas is an important component of
the country's industrial potential. KEGOC JSC together with regional electric grid companies will
develop the appropriate infrastructure for agricultural sector and as the system operator of the
PES of Kazakhstan is aimed at increasing the efficiency of its activities and a high final result. In
JSC "KEGOC" successful management of the enterprise is connected with the implementation of
the principles of corporate culture.

AHpaTna: Bip wapyauwbinblK cyb6beKTiHi eKiHwWwiciHeH epeKweneHAipin, onapAablH XYMbIC icTeyi
MeH HapbIKTa KanybliH angbiH-ana 6enrinenTiH, KopwaraH opTa apacblHAafbl ©3apa TYCiHYWIiniKTi
KanbINTacTbipyfa biKNan eTeTiH YWbIMHbIH MMUAOXIH KepceTeTiH KOpPMNOpaTUBTIK MageHMueT
KapacTbipbinFaH. KopnopatuBTik mMageHueT Oackapyabl XeTingaipy apkbiibl KaCiMOPbIHHbIH
)XOfapbl NampacbiH KamTamacbi3 eTyre MYMKiHAiK OepeTiHAiri aHbiKTanabl. OTaHAblK OuU3Hec
KopnopaTtuBTiK yWbiMaapabl TWiMAi 0ackapy KaxeTTiniriMmeH KakTbifbicagbl. KaMnaHusiHbIH
cTpaTernacbiHa XXoHe KYpPblbIMblHA HerisgeneTiH KOPNoOpaTUBTIK MdAeHUeTKe 6annaHbICTbl OHbIH
KarupaTTapbl MeH dakTopnapbl KapacTtbipbinfaH. KasakctaHga man wapyauwbinbiFbl KeweHaepi,
XblNbbkan chepmanapbl, aybifiliapyalbinbiK eHiMAepiH KaWTa eHOenTiH KacinopbiHOap, 3NeKTp
KyaTbiIMeH KaMTamacbI3 eTineTiH cyapy KOHAbIpFblNapbl KapKblHObl canbiHyga. OcbifaH
GannaHbICTbl aybiNAbIK Xepriepae 3NeKTPpMeH abablkray ceHimainiri - enimisgiH eHpipicTik
aneyeTiHiH MaHbI3abl Kypamaac Geniri 6onbin Tabbinagbl. «kKEGOC» AK eHipnik anektp xeninik
KOoMnaHusinapmeH Gipnecin arpapnblKk CeKTop YWIiH TUIiCTi MHpaKypbinbiMAbl AaMbiTagbl XoHe
KasakctaHHbIH B3X Xxynenik onepaTopbl ©3 KbI3MeTiHiH TUiMAINIriH apTTbipyFa XaHe >XOfapbl
TynKinikti HoTMxKere 6arbiTTanFraH. «KKEGOC» AK kacinopblHbIH TabbICTbl 6Backapy KOopnopaTuBTIK
MafeHUeT KaFuaanapbiH Xy3ere acbipyMeH 6annaHbicTbl 60MnbIin OTbIP.

AHHoTauua: PaccmoTpeHa kopnopaTuBHasA KynbTypa, oTpaxalwwasa UMUOX opraHusauuMm u cno-
cobcTBylOLas YCTAaHOBEHUIO B3aUMONOHMMAHNA MeXAY HEeW U OKPYKeHUeM, oTnuyarLwas oauH
XO3AIMCTBYIOLMIA CYOBEKT OT APYroro u npegonpepensiolias ycnex ux (yHKUMoHmpoBaHus. Bbl-
AIBMIEHO, YTO KOpNopaTMBHaA KyNnbTypa No3BoNsAeT 06ecne4ynTb BbICOKY NPUOLINbL NpeanpusaTus
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nocpeAcTBOM COBEpPLUEHCTBOBaHUSA ynpaBneHus. OTevyecTBeHHbIM GM3HeC CTarlKuBaeTcA ¢ Heob-
XOAUMOCTbLIO MCMONb30BaHUA 3¢ ¢heKTUBHOIro ynpaBreHUsA KOPNOpPaTUBHbLIMU OpraHU3auusiMu.
PaccmoTpeHbl ero npuHUMnbl U akTopbl, 3aBUCSALLME OT KOPNOPaTUBHOM KyNbTypbl, OCHOBaH-
Hble Ha cTpaTerum U CTpykType kamnaHuu. B KaszaxctaHe MHTEHCMBHO CTPOATCS XXUBOTHOBOAYE-
CKMe KOMMJIEKCbI, TENJIMYHbIE XO3ANCTBa, NpPeanpusaTUA No nepepaboTke CenbCKOXO3AMCTBEHHON
NPoAYKUMU, MPPUraLMOHHbIe OO6BLEKTbl, KOTOPbLIM HEOOXOAMMO 3NeKTPOo3HepreTuyeckoe obecne-
YyeHue. B cBA3K € 3TUM, HAOEXKHOCTb 3INEKTPOCHAOXEHUA B CENbCKUX TEPPUTOPUAX - BaXHasA co-
CTaBnAOLWAA NPOMBbILWSIEHHOro noteHunana crtpaHbl. AO «k KEGOC» coOBMeCTHO C perMoHanbHbI-
MU 3MeKTpoceTeBbIMM KamMnaHusiMu OyaeT pa3BvMBaTb COOTBETCTBYHOLLYIO MH(PACTPYKTYpy AnsA
arpapHoOro cekropa M Kak cucteMHbi onepatop EQC KasaxcrtaHa HaueneHo Ha noBbiweHue 3d-
(heKTUBHOCTU ero AeATeribHOCTU U BbICOKUN KOHe4YHbI pe3ynbTaT. B AO «KEGOC» ycnewHoe
ynpaBrneHue npeanpusaTUeM CBA3aHO C peanv3auven NPUHLUMNOB KOPNOPaTUBHOW KyNbTypbl.

Keywords: agricultural sector, enterprise, corporate culture, management, personnel, resources,
livestock facilities, processing of agricultural products, power supply, rural areas.

Tyningi ce3pep: arpapribiK CEKTOpP, KacinopblH, KOPNopaTUBTIK MageHWeT, 6ackapy, nepcoHan,
pecypcTtap, Man Lwapyauwbifbifbl KeleHaepi, aybiiwapyawbisiblK OHiMaepiH Kauta eHaey,
3NeKTPMEH XababiKTay, aybinabIk XXepnep.

KnioueBble cnosa: arpaprlﬁ CEeKTOop, npegnpusaTue, KopnopaTtMBHasA KynbTypa, ynpaBlieHue,
nepcoHan, pecypcbl, XXMBOTHOBOAYE€CKMEe KOMMNMEKChbl, nepepaGOTKa cenbxo3npoaykuunun, anek-

TpOCHabXeHue, cenibCKue TePpPUTOPUMN.

Introduction. Culture management as a
part of universal culture acquires special sig-
nificance in modern conditions, which involve
deep knowledge of the economy, flexibility of
policy, susceptibility to market conditions, abil-
ity to resist competition, constant updating of
production methods, mastering of scientific
achievements and best practices. The culture
of management includes: the professional
level of management personnel, which ap-
pears when solving problems and in other
managerial activities; economic culture; cul-
ture of organization, technology and man-
agement techniques; legal culture; culture of
working conditions; high level of technical
management tools; culture of information sys-
tems; ethics of relationships in the team, pro-
fessional ethics and etiquette. The culture of
management in combination with other factors
has a strong impact on the productivity of
workers, the effectiveness of problem solving,
so its increase is an indispensable condition
for improving the management of the enter-
prise and its divisions.

Material and research methods. Cor-
porate culture of organization is a set of views,
value orientations and norms of behavior that
members of the organization share: for which
people became members of this organization;
how relations are built between them, what
stable norms and principles of life and activity
of the organization they share; that, in their
opinion, it is good, and what is bad, what is
usually attributed to values and norms [1]. The
corporate culture reflects the image of the or-

ganization, it is seen as a means to promote
an understanding between it and the environ-
ment.

Corporate culture not only distinguishes
one organization from another, but also prede-
termines the success of its functioning and its
survival in the future.

It allows to ensure high profitability of the
organization by improving management, en-
suring employees’ loyalty to the leadership
and decisions made by them, developing a
relationship to the organization as to their
home, which leads to maximizing the effec-
tiveness of production management and gen-
eral qualitative improvements in activities.

Corporate culture includes a number of
components: an idea of the mission (purpose)
of the organization, its role in society, the main
goals and objectives of the activity; values
(concepts of permissible and unacceptable),
through the prism of which all actions of em-
ployees are evaluated; models of behavior
(response options) in various situations (both
ordinary and non-standard); style manage-
ment of the organization (delegation of author-
ity, the adoption of important decisions, feed-
back, etc.). The existing communication sys-
tem (exchange of information and interaction
between structural subdivisions of the organi-
zation and with the outside world, accepted
forms of circulation "boss-subordinate" and
"subordinate-boss") is of no small importance
in the organization; norms of business com-
munication between members of the collective
and with clients (other institutions, representa-
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tives of the authorities, the media, the general
public, etc.); ways to resolve conflicts (internal
and external); accepted in the organization of
traditions and customs (for example, con-
gratulation of employees on their birthday,
joint trips to nature, etc.); Symbols of the or-
ganization (slogan, logo, style of clothes of
employees, etc.).

At the same time, these components
should be accepted and supported by all
members of the collective (or the overwhelm-
ing majority).

Some managers view corporate culture as
a powerful strategic tool that allows to orient all
departments of the organization and individuals
to common goals, mobilize the initiative of em-
ployees, provide loyalty and facilitate commu-
nication [2].

The formation of a corporate culture
should be carried out purposefully and con-
sistently. Domestic business is aware of this.

Depending on the nature of the impact on
the final results of the organization's activities,
positive and negative corporate cultures are
singled out. Negative corporate culture, on the
contrary, hinders the normal functioning of the
organization and the fulfillment of its mission.

Distinctive features of negative corporate
culture: apathy and disinterest of employees
in the results of their work; lowering the level
of personal responsibility; a formal approach
to the performance of official duties; high turn-
over of staff, isolationism (both between struc-
tural units and the outside world); presence of
rumors and rumors around the organization,
undermining its credibility and reputation
among potential consumers, partners, the
general public [3].

The division into positive and negative
cultures occurs according to several criteria,
presented below (tablel).

Table 1- Positive and negative corporate cultures

Positive corporate culture

Negative corporate culture

democratic
stable
integrated
person-oriented

authoritarian
unstable
disintegrated
functionally oriented

It should be noted that each of the above-
mentioned corporate cultures has its ad-
vantages and disadvantages. So, there are
situations when the cultivation of a democratic
person-oriented corporate culture can lead to
serious problems (in particular, during critical
and critical moments for the organization,
when more rigid leadership and strict control
is required). Therefore, one of the key condi-
tions for the successful operation of the organ-
ization is the flexibility of all elements of man-
agement, including corporate culture, the abil-
ity to react promptly and adequately to the
changes occurring (both in the external and
internal environment), the optimal combination
(combination) of different styles leadership
with the predominance of one, the most ap-
propriate emerging situation.

In highly organized institutions during pe-
riods of stable development, the most prefer-
able is a democratic, integrated, personally
oriented corporate culture [4].

According to the author, a positive corpo-
rate culture should contribute to improving the
efficiency of work, optimizing all production
processes, the continuous development of the
organization and its personnel, the creation of
comfortable conditions and a friendly atmos-

phere in the team, increasing the public signif-
icance and status of the organization in the
relevant field of activity [5].

Results and discussion. Joint Stock
Company Kazakhstan Electricity Grid Operat-
ing Company KEGOC is a company estab-
lished in Kazakhstan, providing services for
the transmission of electric power, technical
dispatching of supply to the grid and electricity
consumption and services for organizing the
balancing of electricity production and con-
sumption in Kazakhstan.

At present, KEGOC JSC has 78 electrical
substations with voltage 35-1150 kV with the
total installed capacity of 36,660.05 MVA
transformers and 35-1150 kV power transmis-
sion lines with a total length of 25,596.58 km.
In general, the territory of Kazakhstan is ade-
quately covered by the electric power infra-
structure, but taking into account the annual
development of various sectors of the coun-
try's economy, in particular the industrial-
industrial and agrarian sector, the company
will constantly develop the power grid infra-
structure.

In recent years, livestock complexes and
hothouse farms, various enterprises for pro-
cessing agricultural products and water-
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irrigation facilities are being built on the territo-
ry of Kazakhstan, the implementation of which
is impossible without adequate power supply.
Therefore, the availability and reliability of
electricity in rural areas is also a particularly
urgent task today, along with the development
of the industrial potential of the coun-
try. Proceeding from this, KEGOC JSC to-
gether with regional electric grid companies
will develop the electric grid infrastructure,
including taking into account the development
of the agricultural sector in the regions. In this
connection, JSC KEGOC, as a system opera-
tor of the UPS of Kazakhstan, is aimed at a
continuous increase in the efficiency of its ac-
tivities, which is impossible without a well-
coordinated team of like-minded professionals
aimed at results and quality management.

Successful management of an organiza-
tion depends on a corporate culture based on
firmly entrenched and widely shared princi-
ples, which are appropriately established by
strategy and organizational structure. When
an organization has a strong culture, employ-
ees know how top management wants them
to react to a situation, and employees also
consider the management's expected re-
sponse the right one, and they know that they
will be rewarded with a commitment to the
values of the organization [6].

Culture basically determines the proper
way of behavior in the organization. Corporate
culture consists of general principles and val-
ues, cultivated by management and then dis-
seminated, and fixed by various methods, ul-
timately forming the employee's perception,
behavior and understanding. Corporate cul-
ture establishes co-factors for everything that
an enterprise does. Since industries and situa-
tions vary considerably, there is no "single"
template of corporate culture that would satis-
fy the needs of all organizations.

The Code of Business Ethics establishes
the general values, principles and rules of
conduct of employees of this company, in or-
der to create ethical, conscientious behavior
of employees and the company as a whole, in
relations with employees, business partners,
the state and society, developed on the basis
of moral and ethical values, missions and the
company's policies, its goals and objectives.

The principles of civilized business con-
duct are the basis of the company's activity
and are built on mutual respect, honesty, ob-
jectivity and compliance with the requirements
of the current legislation. Each employee of
the company not only makes a significant con-
tribution to the development of the company,
but is its person and guarantor of reputation

from business partners, the state and society.
Maintaining and developing a corporate cul-
ture, an atmosphere of trust, respect, decency
and rejection of any manifestation of unethical
behavior, identifying and preventing potential
risks and solving ethical problems is one of
the company's priorities [7].

The high professionalism of the Compa-
ny's employees is the key to its successful
operation. That is why the company creates
all the necessary conditions for comfortable
work and realization of the potential of each of
us, strives to ensure that all employees are
distinguished by adherence to its interests,
high professionalism, conscientiousness, de-
sire and ability to work in a team, aspiration
for development and professional growth.

Interaction in the company is based on
mutual respect and tolerance towards each
other, regardless of the position held.

The company supports the exchange of
experience and information with colleagues,
rendering assistance to each other in achiev-
ing the best result, rational use of their own
working time and time of their colleagues.

The company does not allow any form of
neglect or insult to one another, discrimina-
tion, persecution on the basis of national, sex-
ual, age, cultural or other grounds. In the
event of a conflict, staff should arrange for its
resolution through open negotiations.

Employees of the Company are its main
and most valuable resource. The company
strives to create an atmosphere that promotes
the disclosure of the best professional and
human qualities of employees. At the same
time, the company expects employees to fol-
low the rules and objectives, adherence to the
values of the Company. The company values
individuals who are capable of achieving
greater goals, despite possible difficulties or
temporary inconveniences.

The company creates conditions for the
professional development of employees, for
the exchange and dissemination of best prac-
tices, knowledge, ideas, projects and devel-
opments. The subsequent dynamic develop-
ment of KEGOC, the achievement of signifi-
cant production and financial successes, al-
lowed the company to provide material assis-
tance, compensation payments, medical in-
surance (health insurance) for the employees,
assistance in resolving housing issues, which
are appropriately established by internal doc-
uments.

Since July 2012, the Company has been
carrying out a comprehensive work to intro-
duce a dual system of training production per-
sonnel at the enterprise. To improve the level
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of professional knowledge, skills and skills of
young personnel of production personnel, as-
sist in their professional development, retain
the competencies of experienced employees
of production personnel, adapt to the corpo-
rate culture, assimilate traditions and rules of
conduct, KEGOC has introduced and oper-
ates a mentoring system. The Company ex-
pects from the employee to perform conscien-
tiously the duties, goals and tasks set, compli-
ance and implementation of the company's
policies, regulations, regulations, instructions
and other internal regulations. In solving con-
troversial and complex situations, employees
are guided by procedures and standards of
behavior, as well as logic, common sense,
and the highest ethical principles.

Corporate culture is inextricably linked
with the motivation of the staff, as its proper
formation influences the favorable atmosphere
within the company itself, as well as maintain-
ing a comfortable business environment in the
office. According to statistics, up to 85% of the
motivation of each employee depends on the
stability of the company, the place that a per-
son occupies in the organization, what oppor-
tunities for career growth, whether a person
values colleagues and leadership. The main
goal of creating a corporate culture is to form
a strong team, where each employee is happy
to do a common cause.

Corporate culture is formed on the basis
of the mission of the enterprise, the compa-
ny's philosophy, development plans, man-
agement styles of the enterprise, the motiva-
tion and incentive system of the collective, the
system of punishments and incentives. Not
always the motivation of employees should be
purely material, but it should be taken into ac-
count: if, mission, goals and image, as well as
corporate values are directly related to stimu-

lating non-material motivation. That is, people
can be just pleasant to work in a company,
because it is stable, there is a comfortable
office, etc.

Conclusions. The difficulty in forming a
corporate culture lies in the fact that this sys-
tem can not be managed directly, since it in-
cludes values, traditions and unwritten rules,
that is, informal moments. Therefore, in order
to streamline these elements, it is necessary
to clearly define the mission of the company,
the basic values, and bring it all to each em-
ployee.
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