124

©
ALMA

ALMATY MANAGEMENT

UNIVERSITY

I-START

«MHHOBaUMOHHOE NpeaAnpPUHMMATENbLCTBO:
nepesarpy3ka 3.0»

aKTU4YecKom




YO «Anmatbl MeHe:KMEHT Y HUBEPCUTE)

I-START

«IHHOBAIIMOHHOE MNPEINPHUHAMATEILCTBO:
nepesarpyska 3.0»

COOpHHMK MaTEpHAJIOB €KErOAHOH HAYYHO-TIPAKTHYECKOH KOH(pepeHInn
CTY/ICHTOB 1 MATHCTPAHTOB

14 anpenn 2017

Aamarnl, 2017



VJIK 005.511 (063)
BBK 05.290-93
110

PeaakuuoHHas KoJLJ1erus

Muipsarooca ][ A.
Vrxuoaes J[. K.
Hoxcaposa LLLA.

Apvin O.A.
Aboynnun PIK.

Ecnepeenoea JILP.
Myxyuiee A.B.

Jaypenberosa K.C.
Opoabaeea A.b.
Owuipcepix O.

Cayipoaeea O.T.

I 10 i-START «/HHOBaIMOHHOE NMPEeANPUHHUMATEILCTBO: nepe3arpy3ka 3.0» CO. mar. exeron.
Hay4.-mpak. koH(}. crya. m marumctpan., 14 ampens 2017 r. — Anmatel. Anmatel MeHEIKMEHT

J.X.H., AUPEKTOP VIIPABICHUS CTPATETUUECKOTO IJITAHUPOBAHUS U UCCICA0OBAHUN
pemaktop xkypHaia LlcHTpa HAyIHBIX HCCICIOBAHMI

k.(.H., goueHt kadeapsr «MHDOPMALIHOHHBIC TCXHOJOTHH H
0011e00Pa30BATEIBHBIC TUCIUTLTHHBI

MAarucTp 3KOHOMHYCCKUX HayK, 3aB. kadeapod «DUHAHCHL, YUET U ay TuT»

MAarHuCTP 3KOHOMHYCCKUX HAYK, CTApIIMK npenoaasateiab kadeapsr «DuHaHCH,
y4ET U ayAUT»

K.3.H., A0UCHT Kadeapol «DUHAHCHI, YUCT U ayIUT»

MAarHuCTP 3KOHOMHYCCKUX HAYK, CTApIIMK npenoaasateiab kadeapsr «DuHaHCH,
y4ET U ayAUT»

MAaruCTP 3KOHOMHYCCKUX HAVK, CTAPLIMK NPernoaaBaTeib kadeaprsr « IKOHOMHUKA
U CEPBUCH

MarucTp PUIHYCCKUX HAYK, CTAPIINH NpenogaBaTe/ib Kadeaps
«l'ocymapcTBeHHAs U OOIICCTBCHHAS MMOJIUTHKA U TPABOY

MAarucTp 3KOHOMHYCCKUX HAVK, CTAPLINH NpenoaaBaTeib kadeaper
«MeHe JKMEHT ¥ MAPKESTHHT

rnasHbii cricrpanuct LieHTpa HayuHBIX HCCaea0BaHuH, cekpeTaps OprrkoMurera

YHuusepcurer, 2017 - 519 c.

ISBN: 978-601-7470-72-2

Bce crateu mpouutn mpoBepky B cucTeMe AHTHIUIAruar.py (YHUKaJbHOCTb TEKCTa HE HHUXKE

70%).

VJIK 005.511 (063)
BBK 05.290-93

ISBN: 978-601-7470-72-2 © Anmatsl MenemxmeHT Y Husepcutet, 2017



10

11

12

13

14

15

16

17

18

19

20

21

CEKLIUA 1
MeHen:KMEHT KoHE MAPKETHHI: ChbIH-TereypiHaep MeH MyYMKIiHIIKTep
MeHeaKMEHT H MAPKETHHI: HOBbIE BbI30BbI H BO3MOKHOCTH
Management and marketing: new challenges and opportunities

Ibray Adilzhan, Mukhametaliyeva Zarina
Teamwork and corporate social responsibility

AbasikanbikoBa [ayxap /laynerosua

Ponv nepconanvrozo bpenounza 6 yugposom npocmpancmee

Aranutos Poman AnekceeBuu

Theories of leadership and motivation: interdependence and significance
AMpeKkynoBa AnMaryJib Y TeyJHeBHA

Ponv ghandpaiizunea 6 OeamenbHOCHIU HEKOMMEPYECKUX OPeaAHU3AYUTI
Ackap6exosa Maiipa CamaToBHA

Cucmema ynpasienus ka4ecmeom NPOOYKYUll 8 YCa08UIX KOHKYPEHMHOT cpedbl
AcxapoBa Canrtanat baybip:kaHoBHA

«Capagpannoe paouo» kax camviii 3¢phe kmueHviii 81L0 MAPKeMUHEA

Bareipxan Hazepke Bepikkbizbl

Vnpaenenue unxnosusnviv obpasosanuem 6 Pecnyonuxe Kasaxcman
BaxsiT:kanoBa Maauna OpasbexosHa

Kasipei sorcazoaiioagol kacinkepiix KypoLibIMHbIY He2i32i Macenenepi MeH mypaKmsl 0amMyOblH
HcONOAPL

BaxbiT:akanoBa Maauna OpasbexoBHa

AHMUKPUIUCHDITE MEHEOHCMEHHT 8 MEHCOVHAPOOHOM DU3Hece

BpoiTkoBa Ceernana Huxonaesna

Crneyugura 1 Memooura oyeHKU NPOSHOZUPOBAHU CHIPYKIMYPHBIX COBUEO8 8 IKOHOMUKE
pecuona

I'ykopa Enena ApcenoBHa

Pecynupoeanue pvinka o6pasosamenvHuix yciye 8 cepe gvicuieco 06paz08aHus

Murxanckas Apuna CepreeBHa
Mapremuneogvie ucciedoeanus kavecmea meouyunckux yeinye TOO «Iopoo 300poevs »

KakynbexoBa Anenn ByiaroBHa

Hetipomapremune kak mMemoo yeenudeHus npooaxc

Hrpynos Koncrantun KoncrantunoBuu

Tpumenenue peunscunupunea GusHec-npoyeccos npu paspabomsre cmpameui ynpagieHus
opzanusayuet

KanbimbetoBa Acen ATeHOBHA

Cmpamezuuecroe u maxmudecrkoe ynpasieHue: meopemudecKue adcnekmol

Kamunosa Kapuna BenbsinoBHa

Axmyansnocmos ucnonvzosanus peuwemxu I PHJ[ ona onpedenenus cmunsa pykogoocmed 6
Meneoddcmenme

Kapaesa Aiicyny Bbeiipexracoua, Jlu Muxaun Uropesuu

Teiimugpurayus xax s¢hghexmuervliit Memoo ynpasieHus cCoOmpyOHUKamu

Kaceimaxanos Kaceimekan dayapay bl

Opeanuszayus u 5mansl NEPCOHATbHBIX NPOOAHC

Kum Haranes Dayapaosna

Bruanue memooonocuu Scrum u Kanban na ynpaenexue npoexmamii it nepCoHaIom
Kopuer Bnagumup BaueciaBoBuu

Teumbi 2o0cyO0apcmeeHHbIX CAyHcauux: 0030p, Kiaccuurayus u npobiemol

Kypan6aepa Axcana TutoBkbI3bI
Cywgnocmo u 3HaueHue cmpamezui ynpagieHus 4ei08e4ecKUMiL Pecypcami

11

14

20

24

26

29

32

35

38

40

44

47

51

54

58

61

64

67

70

75

79



22

23

24

25

26

27

28

29

30

31

32

33

34

35

36

37

Mawmanosa bora, Kum Jannmni, Xampaes lllamuns

Kpamroe pyrxosodcmeo naxozcoenus ceos

Monuanos Baagumup Cepreesuu

Mapremune smoyuii

Myxkazkanos Kaiinap Kaiipatosuu

Modern problems of retaining talented employees in the companies
Myxartaesa bany Kann-PaxmaHkbi3bl

Hoevie mapremuneoevie uncmpymenmol 8 Ka30XCMAHCKOI UHOYCMPUIL 20CHENPUUMCEA
HoBuukoBa Banepusi AnexcaHapoBHa

Vnpaenenue asmodoposchoii cghepoii na ocHoge mexanuzma 14l
Hypranaues Quimakan Hypaanyibi

Mapremune na puinxe cepmupurayuu

Ordabekov Anuar

Economic efficient of cloud computing

Orebaui Hypryn BekeHKbI3bI

Hcuxonozus xonxypenyuu

Orebaumi Hypryn BexeHKbI3bI

Hccneooeanue koukypeHyuu poiHka mexnonozuyeckux obopyooeanuii na npumepe TOO
« KasTexIIpom-Cepeuc»

IHanacepuu Tatbsina CepreeBHa

Ocobennocmu npoosuceHus Mosapoe Ha puitke b-2-b ¢ Kasaxcmane
PricOexoBa AlibiM UHHIH3KBI3bI

Criteria for corporate culture

Capuesa Payman AzupamaHoBHa

Teopemuueckue 0CcHOGbI PA3GUMUS PUIHKA MAPKEUHE0EBIX KOMMYHUKAYUT
CappicranoBa [{luHapa QKAHKBI3bI

Pazeumue cucmemnl ynpaesjiernud kaiecmeom u obecneuvenue ee KOHKypeHWIOCI’ZOCO6HOcmu HA

npumepe eocmunuywt « Kazaxcman »

Cypraii Acenb AHyapKbI3bI

Hccneooeanue mapremuneo6oii OeamenvHocmu cemu uHmepHem uikoivt « 4WEB»
Tynunosa Bukropusi Buktoposna

Tepcnexmuent pazgumus YepHOU MEMANLIYPeUU HA OCHOBE 6HEOPEHUs UHHOBAYUOHHBIX
MEXHON02UT NPOU3BOOCHIBA 8bICOKOKAYECHBEHHO20 CHIPbS

IMakuesa FOnnana

Opeanuszayuonnvie opmvl MAPKEMUHL08bIX UCCIE008AHUI]

CEKLUA 2
Bearicizaik :kargaiibIHAaFpl KAPKbI 2K9HEe OyXraJITepJiK ecen: MyMKIHAIKTep MeH
Tayekesaep PuHaHCBHI H OyXrajJTepcKHii y4eT B yCJIOBHSIX HEONPeAeTeHHOCTH:
BO3MOKHOCTH H PHCKH
Finance and accounting in conditions of uncertainty: opportunities and risks

Axayaeyos Topexan OHraposuy
Mecmmuvie 610031cemul 8 pazeumuu pecuoHo8
ApbicTaH AiiskaH
Kasaxeman Pecnydnuxacvinoa aoamu kanumanovl KAPHCLUIAHOLIPYOblY Kelibip Macenenepi
Ackan0aeB 'anuGer EpGosiaToBuy
Ananuz popmupoeanue onmumanvroco nopmepens AO « EHIID »
Axmaaunes Cepux TbiHbIGeKOBHY
Hcnonvsosanue mooenu Brska-LLloynsa é pacueme epemenHOl yyeHbl ONYUOHA
Bakoepren Kagpa KomapTkbizbl
Hneecmuyuonnas npuenexamenvrnocms Kasaxcmana
Bumyparoe Epian Aiixanynbl
Cogeputencmeogarie ynpagnenus coocmeenuvim kanumaiom AO «Illecnabanx y

82

84

88

92

95

99

102

105

107

114

117

121

124

130

135

139

141

145

148

151

156

158



10

11

12

13

14

15

16

17

18

19

20

21

22

23

24

25

26

27

28

29

30

31

Bupmaramoéerosa FOus Tanrarosua, Jlyayeea Mapesam MyxtapoBHa
Huempymenmut 1 memoOout ananusa QuUHAHcO80H OM4emHOCHIL
Bbupmaram6eroBa IOausa Tanrarosna

Ilposusuu 6anroe

Jasbinosa Banentuna

Cyrwnocmo Qhunancoeoil cmpame2uu KOMIAHUY

Jasbinosa Banentuna

Buowr punarncoevix cmpame2uii KoMnaHuil

Hapmenos Azat KenucoBuu

Ananumuuecxue cucmemvl CMpPAmMeSUHecKo2o Ynpasienus 6 DaHKoeckol cgepe
Mapmenos Azar Kenucosuu

Cucmemvr ERP (Enterprise Resource Planning) ¢ 6anxax

Msxymaxanosa luana Mep:raHoBHA

Monumopune denoszummnoco nopmeeis u e2o coeeputeHCmeo8aHe
Enenosa /Iluana Capraesna

Heodxooumocmo OYECHKU cmoumMocnu KOMAQHUT U AHATTU3 COCMOSHUSA KA3AXCMAHCKO20 PolHKA

OYeHKU
Ecannesa Hazus ayieTKpI3bI

Memoowr ananuza gunancoeoti yemoiiuueocm npeonpuimiLs

Jneiu Epsxxan CaraTrkanyibl

MCDO 9 — noswiti 6b1306 0n bankoeckozo cexkmopa Kasaxcmana

Kakcarynosa I'ayxap Kyanbimesna

besycnogubiii 6a306b1ii 00x00: npobieMamura 66edeHus 6e3yciogH020 6A3068020 00X00d 8
Kazaxcmane

Kapobuikaran banayca Kacapankeisbl, Kamnaran Map:kan AMaHreagiKbI3bl
Kazaxcman Pecny6auxacoinvly uHeecmuyusaniviK KiumMamol

Kyman Agyneim Enrankeissl, Mambipxan Kancast AGaTKbI3bI

Kacinopwin backapy ecebinoeci 6aga benzineyodin keiibip aoicmepi

3uxaesa I'yab6ocTan [afipaToBHa

Oyenka Qunancoeoii yemotiuugocmu banxa 6mopozo yposus (Ha npumepe AO « ATDbarxk »)
KonosasioBa Asiexcanapa AHaTo/IbeBHA

Konconuoupoeannas ¢unancosas omuemuocmo

Kageip6eprenosa Afirepim OceTKbI3bI

Opeanusayus cucmemvl PUCK-MEHEOHCMEHMA 6 BAHKe 6MOPO20 YPOBHS

Jlynuna Tarbsana FOpbeBHa

Ananuz mexyujeco cOCMoSHUA U NePCREKMUBDL PA3GUMIUS MO0 U CPEOHE2O
npeonpunumamenncmea ¢ Pecnybnuxe Kasaxcman

Mycuna Kypanaii AckaposHa, BeremoeroBa Aiicysy AGaiikbi3bI

Dunarncosas omuemHocms - UHCHMPYMEHMAPUT OYeHKU 0essMenbHOCHIU OP2aHU3AYUL
Hypainga Meaaip Makcyrkpizbl, 90iamaxkin Auana Hypranatkeizbi

bencicizoix socaone mayexendinix Hca20ativiHOa OACKAPYULLUIBIK ueutimoep Kabwiioay.: éackapy

ecebiHil KO3KaApacyl

Caabixos Cepoxan banradaeBuu

baszenw III: npobnemvl nedpenus 6 banxoeckoii cucmeme Kasaxcmana
Centxacumon Canxap Hypianybl

Ananuz gpaxmopos, enusowux Ha unguayuwo 6 PK

CeiinaxmeroBa Kinapa Kaxuaxmerosna

Oppexmusnocmv deamenvHocmu banHK08 6mopoco yposusa 6 Kaszaxcmane
Cyneiimenoa Hazusi KenecapnieBHa

Ananu3z peinra cmpaxoeanus u nepecmpaxoseanus Pecnybauxu Kasaxcman
Cypraii JIa3uza MaMbITHEKKbBI3bI

Dopmuposanue cmpameauut 0eamenrbHOCMU KPEOUMHOU OPaAHU3AYUL
Tazeraunosa 3uda PyaroBHa

AHanuz puckoe nuaUUx Hd NIAMEHCeCNOCODHOCIb (HA npuMepe NPOU3800CMEEHHOTL
KOMNCH1LLL)

162

167

170

174

178

182

185

190

194

197

201

203

207

210

214

218

220

226

228

231

234

238

242

248

252



32

33

34

35

36

37

38

39

40

41

42

10

Tauposa Mexpubanym AMaHKAHOBHA

Buibop napamempos 0ist mecma nd d0eK6amHoCHb Pe3epeos no AHHYUmMemam Cmpaxoeans

PAOOMHUKA O HECUACIHBIX CILYHAEeE NPU UCNOJIHEHUY UM MPYOO08bIX (CyHCebHbIX)
obs3aunocmeil
Tankan6ait Komuiae Xa6aguiikbizbl

Preconditions of development of financial management in the Republic of Kazakhstan and its

main problems
TemepGexoBa I'ayxap /Kanbi6exoBHA

Bueutnuti 0one u ocobennocmu YHKYUOHUPOBAHUA (PuHAHCOB0TL cucmemvl Pecnyonuxu

Kasaxceman

TycnexoBa Acusi BakbIT:kaHOBHA

Ilymu ghunancoeozo 0300posieHs u npedomepaueHs 6AHKPOMCmEa npeonpusmuil
Yemanos Imuibs PapxaToBuy

Dopmupoeane 1 ONMUMUSAYUSL KANUMATLA KOMIAHUY 8 YCTO8USIX HEONPeOereHHOCHU
®pososa Mapuna OJierosua, CyJsieiimenoB Amupsan CaduroBu4
Cogeputencmeoganue ynpagienus 0edumopckoii 3a0onzxcennocmoio 8 PK

Xaun Anacracus BiagumuposHa

Ananusz 6HeUIHUX UCOYHUKOG DUHAHCUPOBAHIS KOMAAHUY

Xacen Aiiranbim AnubexkoBHa, AOquibauHa Aiiskan AlaapKbI3bI

AHanuz uHanco8020 NOI0HCEHU KOMIAHUY

Xucamytaunosa Manus, Epmax [Tonuna

Hanoe na sazpazuenue npupooroii cpedsvi

Uurmiaos Puasan MaxmynoBu4

Ananuz ocnogrvix s3xoHomuyeckux noxazameneti TOO « RIV UNION»

IlaiimapaunoBa Janaryn Baysipskankbizel, By:kykosa Ajicyry MapaTkbizbl
Kasakcmanubiy 6aHK cekMOopbIHOARbL HCY ML)y MEH KOCbLLY Maceienepi

CEKIUA 3
Kpi3meT kepceTy 9KOHOMHKACHIH AAMBITY: HETi3ri 0achbIMABIKTAPbI
PazBuTHe cepBHCHOI 3KOHOMHKH: KJII0YeBble MPHOPHUTETHI

Development of service economy: key priorities
AukokaeB AceT AcKaTyiibl
Pazeumue coyuanvrnozco npeonpunumamenscmed 8 UHOYCMputi 20CmenpuuMcmed
Bargarosa Jlapusi Achanausiposna
OcHogHble mpeHOvl pa3eumLs 2OCMUHUYHO20 DusHeca e. Aimamol
Banuuxnna TatbsiHa AnapeeBHa, bopay6aepa ['ynbmupa AxaHoBHa

Mexanuzmul e3aumooeticmest GyHKYyUOHUPOSAHUS UHOYCIPUATbHO-TOSUCHMUYECKUX NAPKOG 8

cemu mpanHcnOPMHBIX KOPUOOPOE

Kycun Kauncas Myparkpizbl

Coepemernvie menoenyuu pazeumus Kpeoumuozo poinka PK
HBnesa Onbra BuranbesHa

Opeanusayus yeneti NOCMAGOK HA NPeONPUIMUL
Kanam6aeBa Acesb BeficeH0eKKbI3bI

TenOenyuu npueneueHus UHGECMUYUL 8 MUpe

Kacen-teru Hypryns KaabipGekkbi3bl

Jocucmura ynpasnenue suanuamu Ha npumepe 00pazoeamenvruix yupexcoenui Pecnyouxu

Kaszaxcman
MamnacoBa AjizkaH JpKHHOBHA

Llymu noswiuieis KOHKYPeHMOCNOCOOHOCIIL TOSUCHIUYECKUX YOIy MPAHCHOPIMHON KOMAGHUY

Macumxanosa Hazeim Kaskmyparosna
Hnoycmpuanuzayus xax ¢paxmop obecneuenus KOHKYpeHMOCNOCOOHOCHIY IKOHOMUKIL
MaxamGeroB Maau Caytyasbl

Pazeumue nocucmuyeckux NOMoOKo8 6 cucmeme ZOpOOCKOZO naccaNCupecKko2o mpancnopmd

mezanonucoe Kasaxcmana

258

262

266

270

273

276

279

283

286

291

294

297

299

303

306

310

313

316

320

323

326



11

12

13

14

15

10

11

12

13

14

15

16

17

Hu Aptyp Anexcanapouyu

Dppexmusnvie cmpamezuis ynpasieHus 3anacamis

Hykeraesa Maaguna MyparosHa, balimyxamGeroBa Tamuia KenucosHa
T100x00v1 Kk CHUIMCEHUIO I02UCMUYECKUX 3GMPAM 8 CKIAOCKOT 0esmeabHOCmU
Hypo6aesa Mengip Cakabaiikpi3bl

Ocobennocmu puiHKa Mpyoa KaK 3KOHOMUYECKOT Kame2opulL

Hypo6aesa Meongip Cakabaiikbi3bl

Pecynupoeanue mpyooewix omuouteHuti: HeKOMopwvie 80NPOCHI

Conomuna Beponnka Huxonaesna

Tepcnexmugul pazeumus Mon104HO20 pwinka 6 Kazaxcmane

CEKLIUA 4
MemiiekeT, casicaT KoHe KYKBIK,
T'ocynapcrBo, mosiMTHKA H IPABO
State, politics and law
Adaynuna Cantanar Pumiarosua
O He0OCmOTIHBIX HACTeOHUKAX
A0bLIKacbiMOoBA MaauHa AGbLIKACHIMOBHA
Tpyoosas deamenvHoOCmb UHOCHPAHHBIX 2padxcOan PK

Arutaes Aymuiuep Tanratyibi

Ilpednoocenus no npucoeounenuo u pamuurayuu Pecnybruxoit Kazaxcman koneenyuu

OOH 0 002060pax mexcOyHaApoOHOT Kynau-npooaxcu mosapos 1980 é.
Aiirapaes Cyaran ApmMaHyibl

Ipoxypopckuii Hao3op 3a cobatooeHueM NPas u c0H00 YEI0BeKA U 2PANCOAHUNC, UHMEPECO8

FOpUOUYeCKUX Ul U 20CyOapcmeda

AiitkanoB Annbex Kanarouu

Cmanoenenue opearnos npoxypamypul 6 Kasaxcmane

Axenos Temupnan CepuxkoBuu

Boi306bi u yeposwr besonacnocmi cmpan Llenmpanvroti A3uu na cospemernHom smane
Aapacyrip Mbinzkan Bipakanynbl

Memnexemmiy MaOeHU-IKOHOMUKATBIK OAMY BARLIMMAPBIHGIY Oipi — UHMENTIEeKMYAI0bIK

MEHULIK KYKbI&bIH KODEAY

Auamar I'yabaapus Epukkbizbl

Compyonuuecmeo Kazaxcmana u ObBCE 6 éonpocax npomugooeticmeus He3aKOHHOT
muepayuu (unuyuamuest Kasaxcmara)

Amun Unkap Xaun

Oronomuueckas cmpyxmypa Pecnybnuxu Kazaxcman

Ancenberoa Cabuna CaburoBHa

IHpobremwr coyuanvroti nonumuxy Kasaxemana u nymu ux peutenus
Akhan Diana Esetkyzy

Lurasian Economic Union: expectations and reality

AxmeTtoBa Jlaypa lllepuzaroBHa

Ocobennocmu paspabomru coyuanvHuix PR npoexmos

Berdesh Assel Muratovna

Fight against HIV in Kazakhstan

Bboeuc Kpucrtuna BanepbeBna

Cryarcoa ceazeti ¢ 00U eCmeeHHOCHbIO U ee GIUAHUE HA 0eamMelbHOCHb OPEAHUZAYUY
Bacuxan ’Kantope KacynanyJibl

peeuonanvrvie omuouenus Kasaxemana u Kumas

I'anuenko bopuc Baagumuposuy

Yeonoenas omeememeennocms 3a axm meppopusma

TI'eopruaau Cennna Dayapaosxa

Hmuooic kommepueckoil opeanusayuu

329

332

334

338

343

347

350

352

354

356

358

360

363

365

367

369

371

373

375

377

379

381



18

19

20

21

22

23

24

25

26

27

28

29

30

31

32

33

34

35

36

37

38

39

40

41

T'onommnosa Kcenust Apryposna

Hnuooe 6 PR-0eamenvHoCmIL. 8AHCHOCb HYMPEHHE20 UMUONCA 8 KOMIAHUL
Jamuposa K.C.

Penucuosnvie ocobennocmu Kasaxcmana

Hinmyxameq CyHkap

Paccreoosanue yeonosenvix den, c6a3aHHBIX C HE3AKOHHBIM 060POMOM HAPKOMUHECKUX
cpedcme

Ecenmopaesa Anuna MypatoBHa

Paszeumus mpancnopmmuoti cucmemsr Pecnyonurxu Kaszaxcman

Karunaposa Asiena bepauesHa

OcHogvl cecmeHMUPOBAHUS

Karexanos Pycnan Yianosuu

Ilennocmo 3auumol SpaACOAHCKUX NPAB 8 COBPEMEHHOT CUCmeMe Npasd

Kanpnocos Topexan MyxuryJibl

Hanozcosoe peeynuposanue ¢ Pecnybnuxe Kasaxcman

Kanrenayos Adaii

Ilpoonema ymunusayuu, nepepabomxi. OMX0008 U CNOCo0bL ee peuleHus

Zeinullina Zhansaya Azamatovna

Outlook towards the confines and prospects of the grain transportation and it's crucial
expressed concern in the development

HNBHera Anna Cepreesna

Bruanue JIAUI na cmpanwl [{enmpanvroti Asuu

Hz6acaposa Curopa AcanausiposHa

ARmyansHoCmb UCNONBL3068AHUS 1 NPUMEHEHUS PA3IUYHbIX PR-mexnono2uii 6 npoexmuoi
0eamenbHOCMIL KOMAGHUY

Hmpamsuesa 3apuna SAaxyHoBHA

Cospemennoe cocmosaue coyuanbHO-IKOHOMUYECKO20 paseumis pe2iuonos Pecnydnuxu
Kazaxcman

Ka6biken Aiitnonnan ManukosHa

Cmoponsi.: nonamus, npoyeccyaibHvie npasd u 00sS3aHHOCHIL

KaubipxanoBa Aiirepum CepuxoBHa

Pecuonanvrvie menoenyuu pazeumus 0en06o2o mypusma 6 Kasaxcmane

Kaiipar Iuapa KaiipaTkbizbl

Hneecmuyuonnas nonumura Kasaxcmana

Kaiibip6ex Hypnan KaiibipOexynbi

Juckpeyuonnvie nOIHOMOYUS NPOKYPOPA 8 HOBOM Y2OI08HO-NPOYECCYANbHOM 30AKOHE
Kanapoga Acenp KemeHrepkpizbi

PR ¢ anmuxpusuctvix KOMMYHUKAYUIX

KanecoBa Aiirepum Kanarosna

Braao nayuno-npouzeoocmeennozo npeonpusmus « Mumeppun » 6 pazeumue 63pwvi6H020 0eid

8 Pecnybnure Kaszaxcman

Kepuméaesa Kamuna

Aodeoram 6 epasxcoanckom npoyecce, €20 NPoYeccyaibHOe NONOHCEHUE
Kynan6aesa lllaxuzaga ApmaHoBHa

Peanusayus cocyoapcmeeHHot MOLOOHCHOT NOTUMUKY 20p00a Amampl: aHAIU3 HEKOMOPBIX

CIAMUYECKUX OAHHBIX

JIu BukTopusa bosmHbesHa

Cpedcmea maccoeoti unopmayuu 1 cé43b ¢ 001 eCmMEEeHHOCHbIO
Maxkuna AceM AKNAHKBIZbI

Bruanue cucmemvl PR nHa ycneutHyo 0eameibHOCHb KOMAAHUL
Mawmaepa Aiirepum EpmexoBHa

Hoesutecmea uncmumyma camopeeynuposanust 6 PK

Munsiitnos Makcum Bragumuposn4

banrosckuti cuem u besHANUHBIE NEPEBOOb

383

385

387

390

392

394

396

398

400

402

404

406

408

410

412

414

416

418

420

422

424

426

428

431



42

43

44

45

46

47

48

49

50

51

52

33

54

55

56

57

58

59

60

61

62

Myxkeep Cynaran AUABLIHYJIbI

Oronomuueckuti nosc [llenxoeozo [lymu: pucku ona cocyoapems Ienmpanvroti Asuu
Hemuosa A.

Hoevie npoexmor ¢ CaspianUniversity, 632140 Ha HOGble MoOen 00y4eHUs: npobiemsl i
nepcnexkmuenl

Hypranueea Aiirepum MypaToBHa

Huempymenmot PR 6 hoprmuposanuu umuodica opeanuzayuis

Oun:xataes Jacran EpuxoBuy

Ocobennocmu PR-mexnonozuti @ kommepueckoli cghepe

Orazbekov Khantemir Zhasulanuly

One way and one belt

Ocnanos AsT

Veonosnas omeemcmeeHnocmo 3a 63AMOYHUYECMBO. 0NPOCHL KEATUDUKAYUL U HAKAZAHIUA
Poszyesa Maaguna baxrusiposHa

B3aumocenss mexncoy pocmom Muepayui it SIKOHOMUYECKOl AKMUeHoCcmL 20pooa Aimamot
PoicOexoBa AiibiMOuou TopexaHKbI3bI

Tomenyuanswie yepo3svl pecuonansnoti cmabunsnocmu Kasaxemana

Coxen I'ynrya CamMmuro1akbI3bl

Cogpemenrnoe cocmosanue mpybonpoeoonoii ungpacmpyrmypet Pecnybaurxu Kazaxcman
Camber Anmumep Kaiicapysbl

OmeemcmeeHHOCHb — OCHOBONONAAIOWAS KAME2OPUL 0020BOPHBIX OMHOULEHUTL
CyneiimenoBa Caysie Cepuxdaiikbizbl

Bosoeticmeue PR Ha umuoxc cmpaxoeoii KoMnaHu

Taupos Amupaan Epnanosuu

Daxmopul, eruAUUEe HA NOOPOCMKOBYIO NPECMYNHOCHb 6 Amambi

Tarumesa Maauka bayp:ranosna

Jenescnaa cucmema Pecnybnuxu Kaszaxcman

Tokymesa Anmuma Kanarosna

1 pasicoancrko-npagoeoii 002060p 8 MeXAHUIME Pe2yTUPOGAHUS MOBAPHO-OCHEHCHBIX
OMHOULCHUTL

Ty6bi Hapuman Kazusosuu

Cepmughurayusa Kax MeXanusM YiyuuieHus Ka4ecmed npooyKyuu

Typauepa 3yxpa Kypsanosna

IIpasoeoti pexcum umyujecmed cynpy2oe

YrembaeBa AnTbiHA AKHMOAHKBI3BI

Opeanusayus u nposeoeHue 8bICMABOK U APMAPOK 8 0eAMENIbHOCHU NO CEA3IM C

001 eCmEeHHOCBIO 8 NPOU3BOOCHBEHHBIX CIMPYKMYPAX

®pososa Mapuua OJjieroHa

Cogeputencmeosanue MexaHuamMos KOpRopamueHoil 0esmenvHOCHU U YPagieHus XOIO0UH2aMu

8 Kasaxcmare

Khissameddinov Eldar Timurovich

The nature and specificity of contemporty integration processes in the world
Xonoma Haranss Uropesna

SMM 6 Oessmenvrocmit ces13¢eil ¢ 001eCmEeHHOCMbIO

YepenanoBa Exarepuna BiaaaumuposHa, lllycroea Japbsa AnapeeBHa
Daxmopul, enusIOWUE HA PAOUKATUIAYUIO U IKempemusayuio 6 Kazaxcmarne

433

435

437

439

441

443

445

447

449

452

455

457

459

461

463

465

467

469

471

473

475



10

CEKIUA 5
KapaTbLibIcTaHy K9HE T'YMAHHTAPJIBIK FBLIBIMAAPIBIH 63€KTi Maceeepi
AKTyaJIbHbl€ BONPOCHI €CTECTBEHHBIX H TYMAHHTAPHBIX HAYK
Topical issues of natural sciences and humanities
Ametova Aiman Bekovna
Kazakhstan on the path to sustainable development
AxmagueBa BasgH AHTKAHKbBI3bI
AKMYyanbHOCMb CMENCHBIX NPAS 8 MY3bIKANbHON UHOYCHPULL
HMocran6aes Carn Tanraryasl, Tameno Aciian Marayusiysibi
AKemimoep magovipol
Kamanbex Anap bonarkbizbl
Kacnuiickuii pecuon kax apena ceononumuyecxkux unmepecos CLLIA u KHP: o630p
uccnedosamenbeKux npooiem
3aiinniosa Ungupa
Myseu Yzbexucmana xax yeHmp Mupogo2o mypusma
HranueBa AliskaH AHTKATHKBI3bI
bucenoe baxmuieanu — epau, nampuom, 4iex napmuu «Anauy (1889-1937)
Kanuepa I'ynkaiina
Tocyoapcmeennvie cumeonst Pecnyonuxu Kazaxcman (XX-XI 6s.)
Myp3zaranues Janusp
« OObIKHOBEHHBITI PAULUIM ». UCTMOPUS U COBPEMEHHOCHb (CIMAMbA-PEYeH3UL HA
doxymenmanwvHulil huiom M. Povma)
Tycinbex Carbinabik beitimbeTynbi
AR mexHono2uacwiHbiy MOOUIBLOI KOCLIMULANAD KYPYOA&bl MyMKiHOIZ
Capman6aii lllepxan Epaxanynbl
Buowi unmennexma u ux e1usgHue Ha HCU3HL HeI06eKd

CEKLIUA 6-7
KacinkepJik skoHe TexHOJIOrusiHbI KoMMepuusiIanabipy / KacinkepuikTi jambityna
HHHOBALHSIAPABIH POJIi
IlpeanpuHNMAaTeILCTBO H KOMMepLUHAJH3aLHS TexHoaoruH / Pons nHHOBanmii B
PA3BUTHH NPEeANPHHUMATEILCTBA
Entrepreneurship and technology commercialization / The role of innovation in
entrepreneurship

Hmanranues Ipuk

IIpobnema nueHeBwbIX KAHANO8 OMKPLINO20 MUNA U CNOCO0 €20 peuteHls ¢ NPUMEeHeHUeM
6MOPULHO20 CHIPbS

Kemnpex EpGosiat Baybipskanyibl

Dunancogoe obecneyeHue 4e108e4ecK020 KANUMAA

Kemnpex EpGosiar Baybipskanynbl

Yenogeueckuti Kanumai, OYeHka u napamempul

JloryHoBa Asiexcanapa EBrenneBHa

The use of project management for development of entrepreneurship
HInuiasxos Hukonaii Baaguciasosuy

Oyenka uHHOBAYUOHHOU AKMUGHOCMI KOMIAHUY

477

480

482

484

487

490

493

497

500

504

506

508

510

513

515



CRITERIA FOR CORPORATE CULTURE

Rysbekova A.C.
Almaty Management University, 6M050700-Management, 1-course, Almaty
Scientific adviser: Nikiforova N.V., Doctor of Economic Sciences, Professor

Most people in the field of business agree that organizations need to have their own culture. "Corporate
culture" as a term was first used in the last century by the German military theorist Moltke.

The foundations of behavior developed within communities in the Middle Ages, and violations of these rules
could lead to the exclusion of their members from communities.

Professional communities had already had their external criteria, which were associated with the form of
clothing, accessories, special symbols, behavior, according to which members of the communities could distinguish
"their people" from "strangers". To this day students at Oxford and Cambridge universities wear ties of certain colors,
and students at the University of Tartu - special caps.

The concept of "corporate culture” in the opinion of the German researcher L. Rosenstil reflects the norms that
determine the behavior of employees of this firm. American economists R.Paskale and E.Ethos understand by this
"higher goals" and "spiritual values", which in Japan, for example, have roots that go to Zen Buddhism. Anthropologist
M.Mid characterizes the corporate culture as the basis of a certain behavior, that people with a common past, pass on to
the new members of the team.

Thus, corporate culture can be defined as a complex of opinions, patterns of behavior, moods, symbols,
relations and ways of doing business that determine the individuality of the company. According to the modern Russian
businessman Ivanova AA: "Any organization, if you want is “the brain”. His left hemisphere: organizational structure,
staffing, job responsibilitics, management system. Right hemisphere is the culture of the organization: norms of
behavior, values, customs, rituals and taboos taken in the collective. This includes local anecdotes, legends, heroes and
outcasts, in short everything that is commonly called the system of relationships ". According to a poll of the magazine
"Money": the heads of commercial banks, trade and consulting firms determined that the corporate culture includes:

* Professionalism

* Devotion and loyalty to the firm

» Material and moral stimulation and encouragement of qualified specialists.

But the employees of these companies expressed their opinion about the corporate culture as follows:

* Friendly relationships with colleagues.

* Opportunities for professional growth.

» Material benefits and rewards [1].

Corporate culture includes:

Uniting and separating criteria are what members of the collective have in common, it is easy for them to
distinguish colleagues from employees of other companies.

Orienting and guiding criteria are what determine the functions of the collective, the attitude towards
colleagues and employees of other companies, equal, downstream and leaders, spiritual values, goals and ways of
achieving them, the criteria necessary to work in this team of knowledge, skills, Typical for this team ways of
communicating with people, etc.

In determining the criteria for culture, the manager of the enterprise plays a paramount role. Competent leaders
of successful enterprises view the corporate culture as a powerful strategic tool that allows them to lead all divisions and
motivate employees of the company for common goals and values, mobilize the team initiative, provide dedication to
the business and companies, facilitate communication and achieve mutual understanding [2].

The main sources of corporate culture are:

« Attitudes, views, values and ideas of the founders of the organization;

* Collective experience gained in the creation and development of the organization;

* The scope of the organization

There are two levels of corporate culture: internal spiritual values, norms and behaviors adopted in the
company and external attributes (visual codes, clothing, symbols, slogans, ceremonies, corporate style, etc.).

The main element of the corporate culture is its internal values. The system of internal values includes the main
philosophical positions and ideas adopted in the company.

American sociologists Thomas Peters and Robert Waterman, authors of the book "In Search of Effective
Management (Experience of the Best Companies)", based on surveys of companies such as IBM, Boeing, Dana,
McDonald's, Behtel and others, concluded that successful firms have strong Orientation to spiritual and social values.

The totality of values is reflected in the formulation of the motto of the organization. The motto of the
company includes the purpose of its activities, basic principles, style, certain obligations towards customers,
sharcholders, business partners, personnel, society. Clearly defined, formulated and documented, these principles and
obligations allow us to unite employees around unified clearly defined goals and spiritual values.

The company's business credo is the fundamental expression of its philosophy and policy, defined and
implemented by top management and shared by the firm's employees.
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One of the most important things that the company's founders gave the company, - says Nobuhiko Kawamoto,
the current president and CEO of Honda Motor Co., Ltd., referring to the founder of the company Soichiro Honda and
former vice president of the company T. Fujisawa-this is philosophy [3].

It is the philosophy that serves the company reliably today, forming the worldview basis for all the diverse
activities of the huge financial and industrial group Honda. N. Kawamoto believes that philosophy is meaningless if it
remains only in words, and does not translate into activity, does not take roots as the company's corporate culture.
Action without philosophy is a deadly weapon; Philosophy without activity are empty words "- as S. Honda said.

Organizational values are the most important structural clement of the enterprise, providing a strong
connection between emotions and behavior, between feelings and actions.

Thus, the American management theorist James Champi in his book "Restructuring Management" defines the
system of corporate values: "It is difficult to constantly keep the working spirit and kindness, being in the midst of
endless changes - unless this spirit is supported by the corresponding value system. When everything around us is
changing rapidly, we badly need something reliable and unchanging - the Polar Star or commandments, slogans or
aphorisms - to grab onto it, lean on, find our line of behavior and calm our nerves. The value system is our navigational
tool in the sphere of morality™ [4].

Spiritual values are also a fundamental tool in business. As a confirmation of this truth, let us cite an example
that went down in the history of American business as the "Tylenol Crisis". When poisoned Tylenol tablets led to a
number of deaths among Americans, Jim Burke, said that, in accordance with the strict principles that his company
adheres to, the company without the slightest hesitation withdraws from the trade and from warchouses all Tylenol
tablets. This act brought millions of dollars of loss to the comany, but the benefits it received were priceless. "This is the
system of values - the point of intersection of decency and big profits," summarizes J. Champion, "that's how the culture
of corporations is built”.

Take for example the international company "Schlumberger”, in Kazakhstan it has been operating for more
than 20 years. As its HR managers say, the main thing for the company is that every employee should feel part of the
team, working for the company's overall success, which is important to people than more than the recognition of
superiors.

The favorable atmosphere in the company helps people to overcome external hardships easier, general
difficulties in the country. This, as regards to morale in the company. Now about the material side. The Schlumberger
has a high prestige on the world market, in Kazakhstan it is not less successfull, so it does not have the right to treat its
employees by understated standards [5].

Let us turn to the experience of domestic companies. In the activities of the most famous - for example, the
largest Kazakh manufacturer of dairy products and juices "Food Master" - there is much the same as in Schlumberger.
Joint holidays and family trips outside the city, training and development programs, internships abroad, psychological
help. By the way, if children of employees come to work for "Food Master", this is also being welcomed. Since the
main thing for the corporation is to connect patriotic feelings of people for their enterprise in the single spirit of one big
team.

Form and content of goals and spiritual values are determined by a number of factors, in particular:

* certain content of a particular business;

» political and moral and social traditions of the country where the company operates;

* personal views and spiritual values of the organization's employees.

The punctuality of the Germans, the pedantry of the English, the temperament of the Italians are well known

P. Colet conducted a survey of 200 managers from six European countries. Respondents were asked to
determine their attitude to such categories as "punctuality”, "discipline", and also indicate what delay they consider as
forgivable and which as outrageous [6].

It turned out, for example, that the Germans, famous for their punctuality, do not irritate over 10-15-minute
delay, whereas the English consider it a bad form to wait for more than 8 minutes. The French have set the record for
the duration of the delays: they are ready to wait for up to 25 minutes!

According to Colet's definition, all nations are subdivided into monochrome (their representatives consider
time linearly, in the form of an infinite straight line) and polychronous (time seems to them in the form of a spiral).
Those who perceive time lincarly (Germans English, Scandinavians), usually show great punctuality and generally
adhere to the discipline of hours. Polihronists as Italians, Spanishs, French, Russians, Kazakhs perceive time
chaotically, freely reschedule meetings and are willingly late themselves and forgive another person’s delay.

Summarizing the abovementioned points, we can conclude that the creation of a system of corporate values is
the answers to the questions:

» What are we doing?

* What are we capable of?

» What are we striving for?

* What are our life goals?

» What is our plan?

* How interesting is our business for customers, employees of the company, our partners?

* My personal contribution to the overall development plan?



The organization's goals and values must meet the people's need to receive confirmation that the work they are
doing is important in the social and social structure of the state and goes beyond the scope of a particular business, a
specific position, specific colleagues at work, and a specific salary [7].

Corporate culture is a certain system of material and spiritual values, manifestations that interact with each
other, inherent in this organization, reflecting its individuality and perception of oneself and others in the social, social
and material environment, manifested in behavior, interaction, perception of oneself and the environment.

The main principles of corporate culture are:

1) Use of scientific achievements, having a human being as an object of a research, social communities,
organizations, labor;

2) Systemic perception of objects of research and factors affecting the behavior of objects and elements of
their culture;

3) Humanism, based on the recognition of the person as the highest asset, and spirituality - goal and means of
development of the individual and society;

4) Representation of the corporation as a part of society, as a collective member of the community;

5) Professionalism, supposing the education of the researcher and the leader, experience and practical skills,
allowing to effectively manage corporate culture.

The main features of the cultural corporation:

« cultural corporation is a modern material and spiritual and cultural organization;

+ It is a harmonious organization in which the level of culture is developed in all directions;

« It is an organization living in a civilized manner, according to the law;

* it is a socio-economic and technical system;

* it is an organization in which people are the main value and interaction between people and groups on a
psychological level, since the most valuable thing in a human being is his soul;.

» it is a developing organization building its relations with the subjects of the internal and external environment
on the basis of understanding, their system essence and uniqueness and sparing no effort on gaining new knowledge on
business partners and employees for their better understanding.

The main values and beliefs are expressed in codes of honor, program documents, codes of laws, books on
doing business, as well as mottoes, slogans that are one of the elements of a corporate culture and in a brief and concise
manner that emphasize the strongest, significant sides of one company or another [8].

"IBM - means service"; GE - "Our most important product is progress"; Du Pont - "The best products for a
better life through chemistry"; Cutterpilar tractor - "24-hour technical service in any part of the world"; ATT -
"Universal service"; Electrolux - "made with the mind"; Continental bank - "We can find a way out"; Delta airlines -
"Care of staff", LG - "Life is beautiful", Kazkommertsbank - "We are together", ATF-Bank - "We are growing together
with you".

The next element of the corporate culture is symbols. They are somehow connected with the system of
corporate values.

The social symbol of "Samsung" is a five-pointed star formed by people who have joined hands. It expresses
five programs: on social security, culture and art, scientific activity and education, nature protection and voluntary
social activity of employees.

In the famous American advertising company Leo Barnet, an example of a symbol expressing concern for the
welfare and interests of customers and emphasizing hospitality and friendly disposition was a bowl of ruddy apples, set
on a table in the waiting room. The purpose of this is to tell visitors: we are glad that you have come, while you are
waiting - eat an apple or take it with you when you leave, and come back soon "[9].

We know the three-pointed star "Mercedes" in the ring, the founders of the company "Daimler Benz", which
produces cars, treat it as "the prevailing position in the air, on the water and on the ground."

Thus, a certain sign and slogan expressing the company's philosophy are the strongest elements around which
the corporate culture is built.

Summarizing the above, we can conclude that the attributes of the corporate culture of the organization are:

* Professionalism.

* Devotion and loyalty to the firm.

» Material and moral stimulation and encouragement of qualified specialists.

* Friendly relationships with colleagues.

* Opportunities for professional growth.
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