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Abstract 

 

This research revealed what kind of organizational culture and values national transport and logistics 

holding JSC "NC "KTZ" proclaims for its employees, as well as for all contracting organizations, and 

compared it with the current situation on the Port Kuryk company. The research directed to measure 

employee job satisfaction, also studying the organizational culture from the point of view of the features 

of the socio-psychological impact on the effective activity of the company. Organizational culture as a 

system of values and beliefs shared by all employees of the company determines their behavior and the 

nature of the life of the company. The author's research methodology consists of a combination of tools 

of the following methods: probability sampling; quantitative method, social survey design. The data was 

collected by the questionnaire method, which was the main source of information on the topic under 

research. There were identified some areas of dissatisfaction of the employees of the Port Kuryk 

company, according to the results of the research. In the absence of changes in the field of human 

resources management of the Port Kuryk, it will lead to a further deterioration in the indicators of the 

labor potential and competitiveness of the company. The results of the analysis were displayed in the 

form of tables and scales. The options of possible solutions for improving employee satisfaction 

indicators are considered. 

 

Keywords: employee job satisfaction, socio-psychological impact, effective activity of the company, 

human resources management  
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1. Introduction  

This research revealed what kind of organizational culture national transport and logistics 

holding JSC "NC "KTZ" proclaims for its employees, as well as for all contracting organizations, and 

compared it with the current situation on the example of the Port Kuryk company. The research aims to 

measure satisfaction with 9 aspects of work: salary, promotion, leadership, additional benefits and 

benefits, dependent remuneration, conditions of performance, colleagues, the nature of the work and 

awareness. The individual's reaction to the work and its specific aspects were evaluated. The results of 

this research showed the job satisfaction of the company's employees, and also provided an opportunity 

for the director of the Port Kuryk to adjust the work of employees, improve the interaction of the 

manager with subordinates, using the correct internal documents. 

Common values and basic ideas about the collective culture of the enterprise allow us to identify 

phenomena that are important or unimportant for the main staff. Each company has a unique 

organizational culture. Organizational culture is a set of important rules that guide the behavior and 

actions of people in a particular organization, teach them to accept and implement common values and 

behaviors transmitted through the means of the spiritual and material "identity" of the organization. 

Modern Kazakh works on this topic sin with a simplified approach, based on recommendations to 

company managers in connection with the blind copying of foreign ideas. This research is focused on a 

thorough analysis of the above factors, the formation of effective analytical mechanisms for the 

development and transformation of organizational culture on the example of a particular company. 

Research questions: 

- What is the nature of the impact of organizational culture on the company's job satisfaction? 

- What measures should be taken to improve the company's productivity? 
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2. Literature review 

Organizational culture forms the motivation of long-term, stable employees, aimed at achieving 

the strategic goals of the organization, which is an integral part of strategic management. In addition, 

only on the basis of organizational culture can we jointly create a model (vision) of the future 

enterprise. 

Organizational behavior of members of the organization is formed under the direct influence of 

organizational culture. In this case, the organizational culture regulates all aspects of the organization 

(coordinates, unites, motivates, guides employees).  

While the concept of "culture" is one of the fundamental concepts in modern humanities, experts 

in the field of management say that any organization has its own culture as a nation. Culture - (from 

Latin cultura - means processing, upbringing, education, development, training) in the products of 

material and spiritual labor, in the system of social norms and institutions, in spiritual values, in the set 

of human relations to nature, to other people, to the life of mankind, specific approach to the activities 

and development of the organization. 

Modern sociological approaches to the study of organizational culture are often based on the 

understanding of it as a social institution.  After all, organizational culture has its own structure, 

functions, and norms, and combines important social values, norms, and traditions, meeting the basic 

needs of society.  

Research into the influence of organizational culture on the performance of various companies is 

becoming more widespread due to the rapidly developing labor market and the emergence of new 

business areas. As it has been described recently (Vafina, 2020) the sudden outbreak of the COVID-19 

pandemic not only called into question the readiness of companies in Kazakhstan to quickly adapt their 

operational processes to new conditions, but also showed business the importance of a less visible, but 

very important component – organizational culture. It is the strength and uniqueness of the 

organizational culture that can play a decisive role in the success of a company in a crisis situation.  
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Another sign of organizational culture as a social institution is its historical past and the process of 

formation, and the presence of the ultimate goal of existence - meeting the needs of a part of society in 

the effective organization of the labor process. 

Organizational culture went all the way to its formation as a social institution, starting with the 

emergence of a need, the satisfaction of which required joint actions to achieve a common goal. when 

forming an organizational culture in each organization, norms and rules appear in the course of 

spontaneous interaction at first, which are later formalized and formally fixed. The end point of the 

emergence of the social institution "Organizational Culture" is its perception by a certain group of 

people. As the main functions of organizational culture, the following can be distinguished:  

- educational-educational, which consists in the assimilation of the norms, values and features of 

functioning inherent in a particular company; 

- motivational function - is to encourage employees to work, increase the innovative potential of 

the company; 

- the stabilizing function allows employees to maintain balance during crisis states and situations; 

- the protective function is designed to establish cooperation between employees and the external 

environment of the company with the help of its competitive advantages; 

- an effective personnel policy ensures the psychological comfort of each employee;  

- the communication function is designed to establish a process of communication between the 

members of the organization and its external agents. 

As a result, the culture of the organization, with the use of all functions, combines its elements 

and contributes to the well-coordinated work of the team. Like every social institution, organizational 

culture has its own characteristics in common with others. It is worth noting that for an organizational 

culture, its features may differ depending on the company that they are inherent in, but their general 

characteristics are unchanged. 

The main features include:  
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- the presence of attitudes and patterns of behavior that are formed in accordance with the form 

and specifics of the company's activities, management style, working conditions and socialization of 

new employees; 

- the presence of cultural symbols, for example, a trademark or a company logo; 

- the presence of utilitarian cultural features, such as a room, a store; 

- the presence of prescribed or accepted standards of conduct without written confirmation, which 

are reflected in the charter and job descriptions; 

- the presence of a certain ideology is the last of the highlighted features inherent in organizational 

culture as a social institution. 

To identify the mechanism of influence of organizational culture on the processes of learning and 

adaptation of employees, it is advisable to pay attention to its levels and elements that relate to them. 

The classic three-level model can be considered the model of organizational culture of E. Shane (1985), 

which can be graphically represented in the form of a pyramid. This visualization most fully shows 

what is the basis and basis of organizational culture, and is characteristic of companies where the level 

of its development has crossed the "average" mark. 

This basis, and accordingly the first, deep level of organizational culture, is the level of "Behavior 

and archetypes". This level concerns only the internal component of the organizational culture and does 

not go beyond it. It is advisable to add that this level includes: the attitude of the team members to each 

other and to their duties, a common understanding of time, space and realities, as well as a common 

understanding of what is right and inherent in this structure. 

The attitude of the team members to each other is formed by the socio-psychological climate 

within the company. However, it is important to have certain prerequisites for its formation, such as 

freedom and compliance with the reality of information exchange, mutual support, trust and the level of 

friendly attitude to each other in the team. The company's activities are based on the values professed by 

its management and employees. В. Uttal (1983) defined organizational culture as "a system of shared 



11 
 
 

values (what matters) and beliefs (how things work) that interact with the organization's personnel, 

organizational structures, and control systems to develop behavioral norms."  

There are many values, and their characterization of the team depends on many factors, however, 

the study of existing scientific works of foreign and domestic scientists identifies four types of values 

that should exist in the company. The first type is the core values that govern all the processes that take 

place in the company. It is to this type that the values that the representative of the company and the 

management cannot give up even for economic benefit belong. This is no longer about finance, but 

about the brand philosophy. 

For example, in large global corporations, such values can serve as: an appropriate level of quality 

of goods and services, honesty, achieving team goals through teamwork, innovation, and so on. This 

type of values is formed when creating a company, is less flexible to changes and is usually laid down 

by the management.  

Desired values are the second type, the positioning of which is based on a vision of the future. 

This type of value has no overlap with the main ones, and its essence can be considered on the example 

of the situation. For example, the company wants to observe the values of the balance of work and 

personal life in its activities. But, since the company is only working for the second month, this value 

will not be too relevant, because the employees are presented as much as possible to consolidate the 

company in the market. However, this value is laid down for the future, when the uncertain position of 

the company in the market will be replaced by its stability and growth of financial indicators. 

This is actually a desirable value. The third type of values is those that new team members bring 

to the company. This is a reflection of the fact that social and behavioral characteristics are sought in 

candidates when applying for a job. These values may not be unique among competitors, but the main 

condition is that they must be unique for a particular organization. The last type of corporate values is 

secondary. 

This includes those unique manifestations of value orientations that will fundamentally 

distinguish the organization from its competitors.  For most companies today, it is here that the values 
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associated with the social responsibility of business are manifested, for example, the protection of 

nature, the protection of the rights of women or children, support for the development of sports in the 

region, and so on. It is important to take into account the fact that these values should not be based only 

on the beliefs of the management, but should be perceived by the team and fully supported by them. 

Each type of values is perceived by the members of the collective gradually, even from the period 

of adaptation, having a significant influence on it. After all, the perception of values depends on the 

possibility of entering a new member of the team, in an already established group and the time of its 

adaptation. The third level, which is called "Artifacts", is the most superficial and accessible to the 

external environment of the company, because it includes the external manifestations of the elements of 

the organizational culture. 

It is advisable to refer to this level: colors, logo and other manifestations of corporate style, the 

appearance of employees and the presence of mandatory corporate clothing elements, the emotional 

atmosphere that reigns in the company, the workplace of employees and the appearance of the building 

where the organization is located. It is also worth remembering the rituals, symbols and values, which 

are declared for the outside world, but may differ from those that are characteristic of the organization 

in its practical activities. 

It is the manifestation of this level that lays the foundation for new employees. After all, the 

external manifestations of the company form an idea of it, not only for potential customers, but also for 

future employees. That is why it is important to pay attention to the external manifestations of internal 

principles, forming the image of a modern, open company. The influence of organizational culture on 

the learning and adaptation of personnel is unconditional and forms the basis of the mechanisms of 

personnel motivation.  

So, the consideration of organizational culture in the sociological dimension allows us to assert 

that it is an important element of planning the work of the entire organization, has a direct impact on all 

the processes taking place in it, and is a social institution in which a large number of people and 

companies are involved. Organizational culture is fixed in the rituals, traditions, rules and norms of 
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behavior that operate in a particular organization, and is also one of the most important components in 

the process of socialization of personnel. For the effective use of organizational culture, it is necessary 

to take into account the economic, political and national characteristics of society, the specifics of the 

company's work and the relations that prevail in it. 

Today's leaders see their company's culture as a powerful strategic tool for aligning all 

departments and collaborators with common goals, engaging employee initiative, and facilitating 

productive communication between them. They strive to create their own culture so that all employees 

understand and adhere to it. 
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3. The definition of organizational culture 

In the works of scientists, the study of organizational culture is an independent area of research, 

the main issue of which is to assess the impact of culture on the functioning and effectiveness of 

companies. In the field of company management practices, managers see organizational culture as a 

powerful strategic tool that can unite employees around common goals and values that lead to increased 

economic efficiency of the organization. 

Today, there are many definitions of the concept of "organizational culture". The most adequate 

and classical point of view is the point of view of E. Schein: "Organizational culture is a set of 

collective basic ideas acquired by a group when solving problems of adaptation to changes in the 

external environment and internal integration, the effectiveness of which is sufficient to consider it 

valuable and pass it on to new members of the group as the correct system of perception and 

consideration of these problems." 

 

3.1 Values 

An analysis of the various definitions of the concept of "Organizational culture" allows us to 

identify common features inherent in most definitions.  

So, one of these features is the presence of values. From an axiological point of view, values are 

the property of an object or phenomenon to satisfy the needs of an individual or society. V. Kozlov 

(2009) noted that values are something that a person especially values in life, which has a positive 

meaning. Values, or as they are also called "value orientations", adjust the individual to what kind of 

behavior can be considered acceptable, given the existing social differences both in society as a whole 

and in a particular organization in particular. The values among the organization's staff are not 

distributed in equal parts. This is the basis of power and economic relations, friendship and partnership. 

D. A. Leontiev identified three main forms of the existence of corporate values:  

- ideals-developed, recognized by the management and the team, the idea of excellence within a 

particular organization;  



15 
 
 

- internal motivational systems of employees, in their own activities reflect the attitude to the 

goals and values of the company;  

- the embodiment of ideals because of the employee's behavior in the workplace. 

That is, we can say that values have an ideal nature, but they are realized and objectified only in 

the applied activity of a person. The inclusion of an employee in the work is the most important 

condition for the assimilation of the company's values. The personality is the object of sociological 

research from the position that it is the subject of social actions that occur on the basis of its personal 

qualities and typical behaviors. Personality is formed and developed in the course of both social 

experience and individual experience.  

For this work, it is important to understand that each person integrates the socio-cultural values 

inherent in their environment. In the sociological structure of the individual, it is appropriate to 

distinguish three key elements that play a role in the formation: social status, social role and orientation 

of the individual. Organizational culture arises and goes through the path of development that was 

inherent in the laws of the development of the culture of a human society, a group of people or an 

individual.  

 

3.2 The types of organizational culture 

There are three schools of organizational culture study, which differ in their understanding of its 

essence and direction of research. The first school is "behavioral". Representatives of this school in the 

study of organizational culture were based on the search and analysis of patterns of creation of common 

values, concepts, rules and norms of behavior by personnel in the course of their activities in the 

organization (for example, R. M. Sayert and J. G. March; D. Hampton) 

The second school, the" school of efficiency", focused on the impact of organizational culture on 

the effectiveness of organizations (T. Diehl and A. Kennedy; Thomas J. Smith). Peters and Robert 

Waterman, et al.). 
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Within the framework of the third school – the "school of modeling" – organizational culture is 

perceived as an independent object of research. Representatives develop models of its formation, offer 

methods of evaluation, classify types of cultures, etc. (E. Shane, C. Handy, K. Cameron and R. Quinn, 

etc.). A well-known professor at the London Business School in 1985, C. Handy, in the book "The Gods 

of Management", identified the main types of organizational culture and gave them a detailed 

description: 

- culture of Power, 

- Role Culture, 

- Task Culture 

- culture of the Individual. 

The first type of organizational culture, according to Handy, is the culture of power (the culture of 

Zeus, who, as we know from mythology, is the supreme deity). It is characterized by the fact that power 

belongs to the leader, who controls literally all the processes in the organization. Its structural image is a 

spider's web.  

Such a culture can develop around any powerful and competent leader, but most often its 

characteristics are observed in young firms, where the word of the founder, the business organizer is 

indisputable. This culture achieves its speed through a very unusual form of communication - empathy. 

Managing a culture of power is not expensive, as trust is cheaper than control procedures and empathy 

does not cost money. This type of culture is effective in situations where the speed of reaction is more 

important than the correctness of the details, or when procrastination is more expensive than an error 

that can be corrected later. The main problem of the culture of power is the growth of business. 

The most appropriate type of culture to overcome the problems of growth is the culture of role 

(the culture of Apollo, the god of reason and beauty, who claimed the rational principle in ancient Greek 

mythology). The Apollo culture is a bureaucratic culture in which the power belongs to laws, 

regulations. This culture graphically corresponds to the image of the Greek temple. 
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The culture of role as a core value has a multi-step hierarchy that organizes the relationships 

between employees, as well as the power of internal rules and procedures that allow you to manage 

many hundreds of people, reducing their activities to a clear performance of formal functions. 

Organizations with this structure function effectively in a stable, predictable external environment. 

Conversely, the role culture does not adapt well to change. 

The third type of organizational culture is the culture of the task (the culture of Athena, the 

goddess of wisdom and at the same time of war). Therefore, this type of organization culture is most 

effective in extreme conditions. Within this culture, the power belongs to experts, competent managers 

of individual projects. Graphically, this culture can be represented as a network. 

Power is within the cells of the network, not at the top, as in the culture of the role, or at the 

center, as in the culture of the club. An organization is a network of interconnected units-teams, each of 

which is largely autonomous, but has a certain responsibility within the overall strategy of the 

organization. This type of organizational culture symbolizes the highest stage of the organization's 

development in Handy. 

The fourth type of organizational culture is the culture of the individual (the culture of Dionysus, 

the god who embodies the emotional principle and impulsivity). The foundation of the organization is 

made up of creative individuals. In the culture of the individual (as opposed to other types of cultures), 

the organization exists to help individuals achieve their personal goals. It is the culture of a "commune" 

that exists to solve the problems of its members. The symbolic picture that represents such a culture is a 

swarm of bees or, as Handy suggested, a view of the starry sky. 

Organizational culture affects all aspects of the business, from punctuality and tone to the terms of 

contracts and employee benefits. When the workplace culture matches the employees of an 

organization, they are more likely to feel more comfortable, supported, and valued. Companies that 

focus on culture can also survive difficult times and changes in the business environment and become 

stronger. 
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Culture is a key asset when it comes to attracting talent and staying ahead of the competition. The 

culture of the organization is also one of the main indicators of employee satisfaction and one of the 

main reasons that almost two-thirds (about 65%) of employees remain in their jobs. The culture of each 

organization is individual, and it is important to preserve what makes the company unique. 

Next, consider the factors that shape the organization's culture. 

The influence of organizational leaders on the evolution and maintenance of organizational 

culture has been accepted as a fact in organizational life. The roles and challenges of organizational 

leaders are contingent upon the way organizational culture is conceived. In the traditional rational 

perspective, organizational culture is treated as an "instrument" or "function" that can and should be 

manipulated by leaders to help organizations adapt to the external environmental realities. In the 

symbolic-interpretive perspective, organizational culture is viewed as a "social phenomenon."  

 

3.3 HR practices for the development of culture 

The HR function is responsible for providing leadership to ensure that the organization attracts, 

motivates, and retains the best talent, acting as a custodian of organizational values to facilitate 

knowledge creation. Globalization and technological advances have influenced the processes of 

knowledge creation in organizations. 

The significant growth of information and communication technologies has led to a continuous 

flow of information. This implies the need to identify relevant information and mechanisms that will 

facilitate its processing and transformation into knowledge to improve the competitiveness and 

efficiency of the organization. Knowledge management emerged to provide organizations with a model, 

tools, methodologies, and strategies to address these impacts (Martensson, 2000). 

The HR function plays a role in this dynamic change, providing leadership to facilitate knowledge 

management through the flow of information and training to help employees manage these 

expectations. The HR function operates in a dynamic global environment of constantly changing 

expectations of key stakeholders (Sofo 1999). 
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The changing nature of work is characterized by a number of distinctive changes which include a 

number of structural and technological transitions in the use of power, ability, knowledge and 

information and using people. According to Sofo (1999), the transitions in the nature of work were from 

unskilled to mental work, from repetitive tasks to the use of imagination, from individual work to 

teamwork in groups and teams, from work that is narrowly defined in terms of skills, to work that 

requires uncertainty.  

Dave Ulrich (1997) challenged the HR function to determine the value they create in 

organizations, and subsequently developed the key components of the new HR organization, namely 

transactional HR, which includes e-HR, corporate HR, which involves creating a consistent culture and 

identity to serve external stakeholders such as customers, investors, and communities. 

Embedded HR, which includes participation in the strategy and learning about the impact of 

changes, as well as ways to implement HR practices that enhance the implementation of the business 

strategy. 

In addition to this work, Ulrich (1997) developed a model of multiple roles for the HR leader, 

namely strategic partner, administrative expert, employee advocate, and change agent. 

Thus, the HR function plays a leading role in creating knowledge within the organization, 

providing an influx of people with the necessary knowledge and experience. This includes purchase 

(recruit), build (develop), promotion (promote), binding (retain), borrowing (outsource), and 

abandonment (discontinue). The cumulative effect of the role of the flow of people is to ensure that 

knowledge is available and used to improve the competitiveness of the organization. 

The HR function also plays a leading role in managing the flow of performance to ensure that the 

organization measures the demonstration of knowledge by employees and their contribution to the 

organization's performance. 

The HR function also provides leadership in knowledge management by providing a flow of 

information, such as policies that guide the execution of business processes to ensure consistency in the 

management of organizational risks. 
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The HR function plays a key role in providing leadership in the management of data (symbolic 

reproduction), information (attribution of meaning), and knowledge (execution through learning). 

However, the extent to which the HR organization model and the multiple roles model of the HR 

leader provide value depends precisely on the culture of the organization. 

The process of socialization involves the assimilation and active reproduction of the socio-cultural 

experience gained in the course of its activities, which is reflected in the values, norms, traditions and is 

the basis of the daily activities of a team member. Today we can say that socialization is inherent in a 

person, not only at the social level, but also in various parts of it, including the professional one. 

Professional socialization is a system of measures aimed at entering, mastering and achieving the 

appropriate level of professional skill in a particular work activity. It is based on the general principles, 

but has certain differences. This process is extremely important for the consolidation of a person in a 

particular team, because without the perception and translation of the basic norms, traditions and rules 

of behavior, the individual will be in a certain way marginal for this social group. 

The process of socialization is characterized by five main stages: adaptation, identification, 

integration, reproduction and transfer of experience. The stage of social adaptation of an employee 

includes the period of assimilation of social experience that has developed for the inclusion of an 

individual in this group. 

The main model of behavior at this stage is imitation. This stage of passing the following sub-

stages: first of all, after the completion of the recruitment, each new team member must be introduced to 

the workforce and must know who exactly will be his mentor. 

The first stage is fundamental, and, therefore, involves the assimilation of basic norms, values and 

behaviors. That is why the employee should start his work with familiarization with the history of the 

company, its Charter, organizational structure and distribution of responsibilities. At this stage an 

employee perceives internal regulations, the remuneration system, office traditions, and physical 

locations of employees and things necessary to carry out its duties. 
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The second stage involves the desire of the employee to distinguish himself from others, to show 

personal characteristics. That is, the employee sets himself the task of combining what he learned at the 

first stage about the company with his own beliefs and what was learned in the process of general 

socialization of the individual. At this stage of mastering professional skills, the most active formation 

of understanding of the purpose of the employee's activity and his role in the company takes place. 

In addition to consolidating professional skills, the individual establishes contacts with team 

members and is included in its social life, which characterizes the next stage - integration. It is 

important for the successful completion of this stage is periodic monitoring by senior colleagues, timely 

adjustments and assistance, if required. This stage lasts from three to six months, and its success is 

measured by a person's understanding of their future path in the organization. 

The third stage - integration-has two main ways of development: successful integration or failed. 

Successful integration of the employee means that he is ready to carry out the tasks assigned to him 

without involving senior colleagues, and the quality of the tasks performed meets the needs of the 

organization. Established relationships with colleagues that contribute to the performance of assigned 

tasks. 

Whereas, integration can be considered a failure when, at the end of the allotted period, the 

employee has not established relations with the team and cannot begin to independently perform work 

duties. After the completion of this stage, the main stage begins - the stage of reproduction. In fact, it 

involves the performance of professional duties in full.  However, in today's changing business 

environment, simply fulfilling your responsibilities is no longer enough. The concept of lifelong 

learning, which is perceived and acquired, is becoming more and more widespread, also applies to 

professional development.  The essence of which is to change the personality as a professional, in the 

course of his activities. 

Professional growth is characterized and measured by changes in quantitative, qualitative and 

structural transformations, which should ensure not only the development of industry skills, but also 
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ensure the normal functioning of a person as a subject of professional activity. Such identification of the 

individual with professional life involves the penetration of professional skills in personal life. 

After all, the typical features of behavior and norms of activity determine the individual's attitude 

to the surrounding reality. The last stage of professional socialization of an employee is characterized 

by the transfer of the acquired experience to the next generations of employees. That is, to a certain 

extent, the employee returns to the first stage of professional socialization, but now acts not as someone 

who needs help, but as a mentor who provides it. 

So, professional socialization is a process that continues throughout the entire period of the 

individual's work in a particular organization. Its success depends on many factors, including the 

development of an effective organizational mechanism for managing the process of socialization. The 

absence of such a mechanism is thus one of the main reasons for the declarative management of the 

process of professional socialization. 
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4. General information about the holding  

To confirm this or that statement, we conducted our own research in a large Kazakh national 

company (JSC “NC "KTZ"), the results of which are shown in the next chapter. 

JSC "NC "KTZ" is a national transport and logistics holding that provides the infrastructure basis 

for the growth of the economy and the development of the transport and logistics system of Kazakhstan. 

The mission of JSC "NC "KTZ" is to provide safe and competitive transport services, provide a 

high-quality basis for the growth of customers ' business, create value for a Single Service Provider and 

society as a whole. 

JSC "NC" KTZ" sees itself as a highly efficient transport company operating in accordance with 

the best business practices. It sees itself as a reliable provider of transport infrastructure services, 

including freight and passenger transportation. He sees himself as a leader among similar companies in 

terms of sustainable development, quality and cost-effectiveness of services provided by improving 

business processes, improving skills and improving the professional level of employees. 

The immutable values of the corporate culture are sustainable development and mutual prosperity, 

including ensuring environmental protection, occupational health and safety, transportation process 

safety, information security and energy efficiency. 

Employees of the Company are the main value and the main resource, the level of their quality 

and safety depends on the efficiency of work and the cost of the Company. 

All employees of the Company (from ordinary employees to management) share the following 

values: 

B-Safety 

We are responsible for the life and health of our employees and passengers. This is our top 

priority, because our mistake can have a very high price 

Л-Leadership 

It is important for us to work together, because we are part of a single mechanism that works for 

the benefit of each of our clients and the country as a whole. We pass on the knowledge and experience 
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gained over the years to the next generation. We respect and value everyone, regardless of the level of 

position, profession, and n'is personal interest. 

A-Ambition 

We face all difficulties and challenges with dignity, persistently overcome any obstacles on our 

way, because we know that the well-being of our customers depends on us, whose interests and needs 

are our main priority 

Г-Pride 

We dedicate our entire life to the industry, as we deliver critical goods to the population, connect 

cities and states, and work even in the most remote regions of the country. We are proud of our 

profession and the fact that our grandfathers and fathers worked on the railway 

O-Responsibility 

We provide high-quality services for all our customers, because we are the flagship in the market 

of transport services. 

The acronym "БЛАГО" won more than 25% of the votes. 

Vision, mission and key values are at the heart of everything the Company does, defines the 

principles of management, implementation and relationships in the Company. In its work, the Company 

is guided by the following principles: 

Principle 1. Legality, transparency, openness and fair business conduct 

Principle 2. Economic efficiency 

Principle 3. Security of services 

Principle 4. Customer focus 

Principle 5. Guarantees of workers ' rights 

Principle 6. Zero tolerance for corruption 

Principle 7. Leadership 

Principle 8. Engagement 

Principle 9. Process approach to management 



25 
 
 

Principle 10. Continuous improvement and innovation. 

Principle 11. Social responsibility. 

Company Principles: 

 

Figure 1 - Company Principles 

Intensive communications-the main task for 2020-2021. 

To convey to the entire target audience in the project scope the values and competencies that 

correspond to the new culture. Provide a positive attitude to the new culture, values, and project.  

 

Figure 2 - Communication plan for the introduction of a new corporate culture 
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As part of the pilot project on monitoring industrial relations, it was revealed: 

- 20% of the surveyed employees are unable to communicate their suggestions, questions and 

complaints, as well as receive answers from managers 

- 20% of the surveyed employees answered the question "does the management inform the team 

about the prevention of corruption at work" in the negative. 

The number of complaints received in the 2nd quarter of this year: The total number of complaints 

– 62, the number of complaints increased by 58% compared to the 1st quarter. 

 

Figure 3 – The nature of requests-complaints from employees 
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Planned changes within the company External factors 

Fight against corruption and abuse Strengthening external criticism 

Staff reduction due to transformation The emergence of competitors in the market 

of railway carriers 

Measures to improve labor productivity Emergency and emergency situations 

Attracting foreign management services  

 

Table 1 – Risks for JSC "NC "KTZ" 

The main message of the HR Company: 

KTZ is ready to change, but without the participation of employees, the Company will not 

succeed 

 

Figure 4 – Company goals 

 The following types of internal communications are applicable in the Company 

Goal 1. Remove the company from the financial risk zone.

Goal 2. Increase customer satisfaction

Goal 3. Guarantee train safety at the level of the world's leading 
railway companies

Goal 4. Ensure the sustainable development of the Company

Goal 5. Raise the level of efficiency to the indicators of the world's 
leading analog companies
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Figure 5 –Types of internal communications in the Company 

Total communication channels -25 

 

Figure 6 – Feedback 

Consider the Company's detailed Communications Plan for 2019-2021. 

 

 

•General meeting of the staff of employees
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Event Initiatives Implementation 

period 

Leadership 

development 

Conducting workshops with the most active 

youth representatives on the topic of values 

"Implementation of the program" 100 young 

people of the company"". Leadership program 

for company managers - HR Academy 

October 2019 – 

October 2020 

 Introduction of self-learning principles 

Introduction of mentoring 

Leadership Program 

Full implementation of competitive recruitment 

for a group of companies 

December 2020 – 

June 2020 

 Full implementation of performance assessment 

for a group of companies  

August 2019 – 

December 2021 

Creating an 

infrastructure  

for values 

Implementation of the talent management system 

Implementation of the variable remuneration 

system based on 

performance evaluation results 

Implementation of a rotation system for effective 

employees 

May 2019 – 

December 2021 

 Implementation of the internal communications 

system 

Use of values at corporate, sports, youth and 

charity events 

May 2019 – 

December 2021 

Constantly 

Training  Constantly 

 

Table 2 - The Company's Communications Plan for 2019-2021 

Thus, now the Company has a main goal: 

1. Centralization and unification of key communication messages. 

2. Active communication for the target internal audience. 

3. Focus in the daily work of commitment to the communicated messages. 

Lecture hall: 

Source of communication – managers at all levels. 

The recipient of communications is the Company's employees. 

Expected results: 

• From the management side: 

Building a single information field 

Translation of key information with a single verified approach and content 
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• On the part of employees: 

Understanding and accepting the real state of the Company 

Understanding and accepting the need for implemented initiatives 

Increase loyalty (support) to management decisions and to the Company as a whole. 

The company develops corporate volunteerism. 

The company sets an ambitious goal – to accomplish 2020 noble deeds this year. 

- Every employee, regardless of their position, will perform noble deeds. 

- Launched a challenge for the implementation of good deeds, which received support in the 

regions 

- Every manager should actively support initiatives within the framework of volunteering. 

Thus, as we see, the Company's vision and strategy are focused on the future, which the 

Company strives for through consistent and continuous improvement and development of its activities. 

The Company's principles are applied in all operations, regardless of their size, and determine 

the standards of behavior that the Company's employees constantly follow in their activities. 

The Company's management is obliged to set an example, ensure that employees know and 

implement these principles. 

The application of these principles is based on rules and procedures designed to ensure that 

employees understand and use them in their work. 

The safeguards system implies management's responsibility to provide employees with safe and 

confidential channels to express their concerns and report cases of non-compliance with the principles. 

Employees, in turn, report cases of possible violations of the principles of activity to the 

Company. 

The Company has other functional policies that reflect aspects of the Company's internal 

activities (personnel policy, risk management policy, anti-corruption policy, etc.) that meet the 

Company's obligations to stakeholders. 
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5. Job satisfaction research of the Port Kuryk 

5.1 About Port Kuryk  

The Port Kuryk was created as part of the implementation of the message of the President of the 

Republic of Kazakhstan N. A. Nazarbayev dated November 11, 2014 "Nurly Zhol - The Way to the 

Future" in terms of becoming Kazakhstan's largest business transit regional hub, as well as in the 

framework of the "New Silk Road" project. The Port Kuryk is located on the eastern coast of the 

Caspian Sea, south of the Port of Aktau and is located in a natural bay, in a bay that provides favorable 

weather conditions for its operation. The port is able to receive road and rail ferries all year round. 

The potential of the Port Kuryk is quite high, it was launched for the purpose of transit and export 

potential of the republic. The Port Kuryk is included in the network of international transport corridors, 

it is connected to railway and automobile highways. Today, the port has four berths and can handle up 

to 8 ferries per day. The Port Kuryk is the most important part of the trans-Caspian international 

transport corridor, due to its efficient operation, the volume of international trade through Kazakhstan is 

growing, which is why the port management is tasked with ensuring its smooth operation, which means 

maximum productivity and job satisfaction of the company's employees. 

The main production activity of the port of Kuryk is to provide timely and high-quality handling of 

ferries, rolling out of railway cars, tank cars and wheeled vehicles, as well as timely and high-quality 

maintenance of sea vessels entering the port for the opening/closing of the state border. 

The company has 177 employees, of which 48 units are administrative and managerial personnel and 

129 are production and technical personnel. The structure of the divisions is shown below. 
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Figure 6 – Structure of the Port Kuryk 

5.2 The questionnaire as the main instrument of research 

Research methodology: 

The author's research methodology consists of a combination of tools of the following methods: 

probability sampling; quantitative method, social survey design. 

Employees of the “Port of Kuryk” were used as test subjects. A questionnaire was distributed to 

employees. Employees are selected as a sample based on data availability, cost, and distance of data 

collection. The data was collected by the questionnaire method, which was the main source of 

information on the topic under research. Each of the respondents was contacted by a researcher, and the 

data was collected using a questionnaire. They were asked to complete the questionnaire after carefully 

studying the instructions for each scale individually. They also made sure that their answers remained 

confidential, so that the answers to the questions were as truthful as possible. Finding respondents was 
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not difficult, because access to the respondents is carried out through a familiar friend-the head of the 

Port Kuryk company. 

The problem is the lack of research on organizational culture from the point of view of the features of 

the socio-psychological impact on the effective activities of the company. The object of research is the 

structural divisions, managers and employees of the Port Kuryk. The subject of the research was the 

organizational culture in general, subcultures at the level of the company's structural divisions. 

Research objectives: 

1. Analyze classical and modern theories and concepts of organizational culture and its impact on the 

company's performance. 

2. To identify the socio-psychological patterns of the influence of culture on organizational 

effectiveness. 

3. Determine the socio-psychological mechanisms of effective management of organizational culture. 

4. To study the relationship of organizational culture with the effectiveness of the company. 

5. Perform a comparative analysis of the results of the study of organizational culture and performance. 

6. Develop and test methodological techniques and tools that allow you to have a targeted impact on the 

effectiveness of the organizational culture in a real company. 

7. Formulate conclusions on the theoretical and methodological part of the dissertation and empirical 

research conducted within the framework of the dissertation work. 

Sampling: 

The sample included the head and employees of the Port Kuryk company. 

The research involved 18 structural divisions. 48 people were interviewed in 2021. 

The selected sample type meets the research objectives. 

Instruments used: 

Continuous survey of managers and employees of the Port Kuryk using the questionnaire of Spector 

aimed at measuring job satisfaction. Paul Spector is PhD, University of South Florida. This 

methodology reflects the satisfaction of employees with 9 aspects of the work: salary, promotion, 
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management, additional benefits and payments, dependent remuneration, conditions of performance, 

colleagues, the nature of the work and information. Each aspect is evaluated by 4 points. 

The 36-point Job Satisfaction Survey (JSS), developed by Spector (1985), evaluates an individual's 

affective response to work and its specific aspects. 

The structure of the questionnaire, the description of the subscales and the items related to them are 

given in the table. 

 

Table 3 - The structure of the questionnaire, the description of the subscales and the items related to 

them 

Facet Description Items 

Pay Satisfaction with pay and pay raises 1, 10, 19, 28 

Promotion Satisfaction with promotion opportunities 2, 11, 20, 33 

Supervision Satisfaction with person’s immediate supervision 3, 12, 21, 30 

Fringe benefits 

Satisfaction with monetary and non-monetary fringe 

benefits 

4, 13, 22, 29 

Contingent rewards 

Satisfaction with appreciation, recognition and rewards  

for good work 

5, 14, 23, 32 

Operating 

procedures 

Satisfaction with operating policies and procedures 6, 15, 24, 31 

Co-workers Satisfaction with co-workers  7, 16, 25, 34 

Nature of work Satisfaction with type of work done 8, 17, 27, 35 

Communication Satisfaction with communication within the organization 9, 18, 26, 36 

 

To evaluate statements, a six-point format is used to select responses from 1 = completely 

disagree to 6 = completely agree. Processing is performed for each subscale separately by averaging the  
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responses to the corresponding items. The overall satisfaction score is calculated by averaging all the 

items in the questionnaire. The questionnaire points are formulated in both directions. Therefore, the 

answers to 2, 4, 6, 8, 10, 12, 14, 16, 18, 19, 23, 24, 26, 29, 31, 32 and the 36th item should be converted 

to the reverse before processing. (Appendix 1) 

Data Analysis: 

The data collected is tabulated according to the research plan to achieve the research objectives 

and the relevant statistical tools. 

Hypotheses: 

Based on the theoretical developments, as a result of the preparation of the study, the following 

hypotheses were identified: 

1. There is a dependence of the company's performance on its organizational culture. 

2. The effectiveness of the company's activities implies a high degree of compatibility of the company's 

management strategy (planning, control, communications, human resources management) and 

organizational culture. 

3. The main parameters of the organizational culture that determine the effectiveness of the company's 

activities include: management system, motivation system, attitude to activity, attitude to the 

organization, level of development of the group, communication system, consistency in work, relations 

between departments, job satisfaction, salary satisfaction. 

4. The use of socio-psychological mechanisms for the formation, diagnosis, maintenance and change of 

organizational culture can effectively manage it. 

5. The effectiveness of organizational culture depends on the structure of motivation and its normative 

and value components. 

The choice of a company with a private form of ownership is explained by the fact that this form 

of ownership is the most common and promising, since the head of the company really forms the 

organizational culture. 
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Each commercial organization creates its own tradition, its own "rules of the game", which are 

not held back by anything but the goodwill of the management and the employee of the company. 

 

5.3 Results and recommendations  

The analysis of the results of the research conducted in 2021 is presented in several areas. Pay, 

promotion, supervision, fringe benefits, contingent rewards, operating procedures, co-workers, the 

nature of the work and communication. 

The results of the responses of the 47 employees are shown in Appendix 1. Since each aspect is 

evaluated by 4 points, the processing was performed for each aspect separately by averaging the 

responses to the corresponding points. The overall satisfaction score was calculated by averaging all the 

items in the questionnaire. 

A description of the results and recommendations for the company are given, starting with the 

aspects with the most dissenting employees and ending with the aspects with the least number. 

 

 

Figure - 7 

55%

45%

DISSATISFACTION SATISFACTION 

Promotion
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This is important factor that can have a significant impact on psychological satisfaction. In this 

case, we are talking more about young professionals who are beginning to move up the career ladder. 

Satisfaction with promotion opportunities is determined, on the one hand, by the characteristics 

of the work itself (routine, stress, level of responsibility, the need to make decisions, the need to contact 

people, etc.), on the other hand, by the correspondence of personal characteristics to the characteristics 

of the work (the issue of personnel selection). Finally, the attitude to the activity is determined by the 

presence of organizational and managerial procedures that allow you to compensate for some of the 

negative characteristics of the work itself. 

Many successful companies today fully practice creating and providing employees with schemes 

that clearly reflect the possibility of career growth for a specialist of each specific level. Such schemes 

usually contain not only a sequence of positions as they increase, but also a time period during which 

each position can be achieved. Also, the scheme can indicate the amount of possible income for each of 

the stages. Such visibility has a positive effect on the psychological state, increasing the degree of 

satisfaction of the employee, thanks to a sense of stability and confidence in the prospect of promotion. 

 

 

Figure - 8 
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Only half of the employees surveyed are satisfied with monetary and non-monetary benefits. 

The modern market, taking into account the protracted economic crisis, due to the coronavirus, 

dictates the mandatory need to develop measures to increase employee loyalty due to fringe benefits. 

Good non-financial incentives distinguish successful corporations that care about the job satisfaction of 

their employees from other companies in the labor market. These include: the organization of sports and 

cultural events, disease prevention, health insurance, the possibility of open interaction with managers 

of different levels, the organization of trainings and advanced training courses, etc. The system of non-

material Fringe benefits is an important component of employee satisfaction. 

In modern companies, intangible motivation is a rather complex tool, the importance of which is 

difficult to overestimate: "There are many examples of intangible motivation of personnel. This can be 

the prospect of acquiring new knowledge and skills; providing interesting work with prospects for 

official and professional growth; a sense of belonging to the company's business; creating conditions 

that contribute to the formation of professional pride, personal responsibility for work; the presence of a 

challenge, providing opportunities to express themselves in work. 

Another great example is the creation of the most comfortable conditions for an employee. "He 

should so "merge" with the corporate culture of the company that he will not have the idea to change his 

place of work. Give employees more freedom. 

At the same time, it is unacceptable to use only one of the methods of motivation. The methods 

of material and non-material motivation should be used together in a well-balanced proportion. 
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Figure - 9 

As it turned out, only 52% of employees are satisfied with the pay in the company, respectively, 

48% do not agree.  

Often, it is the pay that is the determining factor of employee loyalty, stimulating his interest in 

the most effective performance of duties. The most important point, first of all, is the satisfaction of 

primitive physiological needs according to the theory of the hierarchy of needs of Abraham Maslow. 

Dissatisfaction with wages is the main reason for excessive staff turnover, which, as is known, has a 

negative impact on labor productivity, hinders the formation of an effective working team, and also 

entails additional financial costs (Plastinina, 2011). As the main criterion for assessing wages, it is 

necessary to take into account - fairness. The fair distribution of wages is determined by its compliance 

with the average level in the labor market for the position taken into account and the specifics of the 

work. However, it should be taken into account that not every employee is capable of adequate self-

assessment, and therefore the employer needs to conduct a detailed analysis to assess the compliance of 

the pay level for this applicant. Also an important factor of fair remuneration is its size relative to 

colleagues and the distribution of responsibilities in the work. Despite the attempt of many employers 

not to make public the amount of employees ' salaries, in most collectives these figures become known. 

48%
52%

DISSATISFACTION SATISFACTION 

Pay
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On the basis of this information, discontent often arises, since people tend to evaluate the significance 

of their achievements higher than the achievements of others. In this situation, the main task of the head 

of the company is a fair assessment of the work of the team and the personal contribution of each 

employee. A very common situation is when an employee often stays after the end of the working day. 

At first glance, this demonstrates the hard work and dedication of the company. However, there is a 

possibility that the reason for the delay is the inability of the employee to cope with their duties during 

working hours due to a lack of professional competencies, as well as slow work in general. Therefore, 

the assessment of each employee should be carried out both on the quantitative and qualitative 

indicators of his activity. 

 

Figure - 10 

36% of respondents disagree with contingent rewards. 

A constant increase in salary is a very powerful tool, but it gives a temporary effect, and after a 

while it stops working at all. In addition, this is a costly way for the company. Standard benefits for all 

employees are not always effective: some employees may not feel that the company cares about them. 

The public recognition and reward of an employee's personal success can be a great incentive to 

work. In many ways, a professionally built system of non-material incentives for employees can 

36%

64%

DISSATISFACTION SATISFACTION 

Contingent rewards
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become a decisive criterion when choosing an employer company, especially if we are talking about 

extremely valuable employees.  

Each employee wants to receive an appropriate reward for the efforts made, and for each it has 

its own form. A specific result should be evaluated and rewarded. Thus, the task of an HR specialist is 

to create the necessary conditions for comfortable work of employees and provide them with the desired 

remuneration for their efforts. It is necessary to think carefully about such rewards as:  

- A certificate or a reward. 

- Thank you in words or an encouraging message in a corporate chat. 

- Entering the gratitude in the employee's personal file. 

- Corporate attributes (cup, T-shirt) with a special inscription of the type "Best employee". 

- Information board or corporate newspaper, where only the best employees are noted. 

- Special parking space. 

- Extraordinary leave. 

 

 

Figure - 11 
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Satisfaction with person’s immediate supervision was about 70%, accordingly, 30% were 

dissatisfied. 

Management oversight should be minimal, but should be carried out whenever necessary. 

Some managers strive to create too favorable psychological climate at work and improve 

relations with subordinates, so that they are surrounded by people to whom they can trust and delegate 

some of their powers. A warm and friendly atmosphere unites the team and increases the efficiency of 

work in the team. The manager expects that his subordinates will be more responsible for their work, 

but this does not always happen.  

A familiar relationship between a supervisor and a subordinate is completely unacceptable. The 

manager must always keep his distance. You should never show your warm attitude to certain 

employees at work, otherwise it can lead to a decrease in staff motivation and the effectiveness of 

collective work. 

In any team, people have to communicate with each other, but in the workplace, employees must 

comply with certain standards of behavior. In every company, there are unspoken rules by which 

interpersonal communication between subordinates and the manager is built. In the process of HR 

management, the manager must be polite and tactful with employees, be able to properly criticize and 

praise, encourage and motivate the staff in time, but at the same time he must constantly maintain a 

psychological distance that will allow him to manage the staff without difficulty. 
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Figure – 12 

A fairly high percentage (30%) was disagreement with the current prescribed operating 

procedures of the company. 

A policy is a collection of rules adopted by a company that it follows in its activities. In 

successful companies, policies are written and adopted by the board of directors or a meeting of 

executive managers, because these people are responsible for the entire company as a whole and each 

employee individually. A good policy, in addition to answering the question "how to act in a certain 

case", also gives an answer to the question "why it should be done". 

The prescribed rules of conduct in the policy may relate to different areas of activity. For 

example: 

internal communications policy, quality policy, customer service policy, information security policy, 

financial management policy, business process management policy, etc.  

Thus, a company can have many policies-for each area of activity. Policies are created for those areas 

that are key in terms of the company's strategy. And everyone has their own strategy. Therefore, only 

the company's management can determine the set and composition of policies. 

27%
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Operating procedures
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It is not necessary to create a policy for each key area. It is quite acceptable to use a single policy that 

will contain the necessary principles from different areas of activity. 

Procedures are instructions that tell you how to perform actions. The correct ones reflect how 

certain operations should be performed step by step. Procedures can be applied and managed locally, for 

example, within a single department or even a single position. There is no need to involve the board of 

directors to manage the procedures. However, interested representatives of the middle management 

should participate in the approval of the procedures. Procedures are linked to policies, so changing 

procedures may affect higher-level interests. 

 

 

Figure - 13 

Approximately the same result showed communication (26%). 

In order for communications to be at a high level, the company must function well: an electronic 

document management system, a management and evaluation system for key performance indicators, 

and more work on delegation of authority must be carried out. 
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The HR Department, together with the company's management, can develop a special project, 

the purpose of which is to inform all employees in a timely and regular manner about the company's 

activities, its strategy, social policy, new immediate tasks, and changes taking place in the company. 

To establish communication within the company, different methods are used, such as: feedback 

mailboxes, meetings at different levels, discussions, discussions of problems on the company's internal 

portal, etc.) 

 

 

Figure – 14 

Satisfaction with co-workers was 24%, compared to 76% satisfied with their work colleagues. 

The right atmosphere in the team is of great importance. Sometimes people leave a company just 

because their relationships with their colleagues are not good. Some highly qualified specialists, having 

tremendous knowledge in the business field, do not know how to communicate at all. In most cases, this 

is because all their attention is focused on moving up the career ladder, and they simply do not think 

about how to properly communicate with colleagues at work. That’s why you need to work constantly 

on the interaction in the team. This is the only way to create a comfortable atmosphere at work and 

avoid conflicts among employees.  
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A good atmosphere with colleagues is the result of long and hard work. In the modern business 

environment, there are many professionals in their field. However, it is not enough just to master your 

profession perfectly. If a person is unpleasant to others, he is unlikely to be able to work comfortably. 

To do this, you need to be able to communicate, maintain contacts, build relationships with the team. 

For a comfortable relationship with colleagues, it is recommended that you do not invade 

personal space without the consent of the other party, the same applies to the disclosure of personal 

information with colleagues. To interact with colleagues, it is enough to be polite and correct, to 

maintain a comfortable distance for everyone. The ability to control your emotions, admit mistakes, and 

ask for help when necessary is a skill of a reasonable employee. 

 

 

Figure - 15 

The highest result was shown by the aspect - nature of work. Dissatisfaction with type of work 

done is only 5%.  

Nature of work is a complex and ambiguous indicator. In fact, it reflects the difference between 

what a person wants from a job and what that job gives them. It includes working conditions, 

interpersonal relationships, the company's personnel policy, the specifics of the work itself. 

5%

95%
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Nature of work
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 The nature of work is a rather important aspect of the employment contract, which has an impact 

on the provision of special guarantees to the worker: on the mode of work and rest, on the division of 

the working day into parts, and so on. It is indicating the importance of this characteristic in the 

company's activities and its inclusion in the selection and evaluation criteria. The nature of the work is a 

mandatory condition of the employment contract. This does not mean that if the conditions are not 

specified, then such a contract is recognized as not concluded. However, the company-employer in the 

event of an inspection will face fines for violating labor laws. 
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Conclusion 

The absence of changes in the field of HR management of the Port of Kuryk will lead to a 

further deterioration in the indicators of the labor potential and competitiveness of the enterprise. 

Prevention of this is possible if the complex of interrelated measures presented in Table 4 is carried out 

at the enterprise, while it should be remembered that the maximum effect is achieved only if an 

integrated approach is used, which ensures the emergence of a synergistic effect. 

Event content Planned changes as a result of the implementation of 

the event 

Improvement of the planning system for 

prospective personnel needs, taking into 

account the development of the enterprise 

Timely provision of the company with employees of 

the required qualifications and specialization 

Activation of work on training, retraining 

and professional development of 

specialists 

Accumulation and transfer of professional 

experience 

Improvement of the system of 

remuneration and labor incentives, 

including: 

- transfer of the main employees to the 

accord system of remuneration with the 

creation of complex groups; 

- increase in the amount of remuneration 

for employees of the scarcest specialties; 

- improvement of the bonus system. 

- improvement of the promotion system 

- Reducing the time of work by improving the 

consistency of personnel of different specialties 

working on the processing of a single order; 

- Increase in labor productivity; 

- Increase the motivation of staff for high-

performance work; 

- Reduced staff turnover; 

- Increasing the level of quantitative staffing of the 

company's divisions; 

- Creating and providing employees with schemes 

that clearly reflect the possibility of career growth 

for a specialist of each specific level. 

 

Table 4 - A set of measures to improve the efficiency of the labor potential management system 

of Port Kuryk 
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The introduction of the proposed methodology for assessing the effectiveness of labor potential 

makes it possible not only to analyze and control the management process, but also to timely identify 

"bottlenecks" and develop measures to eliminate them, allows you to predict changes in the indicators 

of the labor potential of the company's personnel and assess the impact of these changes on the level of 

competitiveness of the enterprise. 

The organizational mechanism for implementing this methodology is proposed to be 

implemented as a regular monitoring of labor potential, which is most consistent with the principles of 

complexity and continuity of control, and is also determined by such properties of the human resource 

management system as openness and dynamism. 

An important area of development of labor potential, according to the recommendations, is the 

qualitative development of the labor potential of the organization, namely, the development of 

employee competencies both through targeted corporate and individual programs. 

The Port Kuryk company offers its own rules and norms of behavior to each new employee and 

controls the process of merging a person with the company. 

Organizational culture as a system of values and beliefs shared by all employees of the company 

determines their behavior, the nature of the life of the company. The success of the Port Kuryk company 

in solving the tasks of increasing productivity and quality of labor, introducing and developing new 

technologies, mastering new types of services, strengthening production and labor discipline, is largely 

due to the improvement of the human resource management mechanism. We can see this in the results 

of our research. 

The continuous improvement of human resource management in order to ensure the loyalty of 

the company's employees to the management and the decisions made by them, to educate employees to 

treat the company as their home, leads to maximizing the effectiveness of production management and 

to qualitative improvements in the company's activities as a whole. 

The main results of the applied research include the following: 
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1. The effectiveness of the company's activities implies a high degree of compatibility of the 

company's management strategy and organizational culture. 

2. There are the main parameters of the organizational culture that determine the effectiveness of 

the company. 

3. Using the socio-psychological mechanisms described in the work, it is possible to effectively 

manage the organizational culture and increase employee job satisfaction. 

4. Organizational culture significantly affects the value structure of the organization related to 

the attitude to the activity (attitude to the organization, attitude to the activity, consistency in work, 

consistency within departments, job satisfaction). 

5. The effectiveness of organizational culture depends on the structure of motivation and its 

normative and value components. 

6. When optimizing the management system and organizational culture, the interaction between 

the following variables should be taken into account: 

- employees of the organization, their capabilities and abilities, features of labor motivation; 

- the objectives of the organization and the behaviors that are necessary to achieve these 

objectives as effectively as possible; 

- the external environment of the organization and the requirements for creativity, flexibility, 

quality, imposed on the work of the staff. 

7. Responsibility for the formation and maintenance of the organizational culture, development 

of the strategy and mission of the organization is the main task of the company's management. If senior 

management is able to put the organizational culture at the service of the strategy, while the employee 

job satisfaction indicators for all aspects involved are at high levels - this will lead to brilliant results in 

improving the company's efficiency. 

Thus, as recommendations for the Management and HR of the Port Kuryk company, the 

following practical conclusions can be drawn: 
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First of all, it is necessary for the company in general to pay attention to the dissatisfaction with 

the staff in the company, you need to focus on the 3 most negative aspects: promotion, pay and fringe 

benefits.  

There is an important point here: if a company cannot change its payment, because it is 

bureaucratized by the higher-standing organization of KTZ, then the company can organize a fairer 

promotion and has the opportunity to increase the social package of non-material benefits.  

Secondly, we recommend the company to actualize and approve internal documents. For 

successful operations and increasing employee satisfaction in various aspects, it is recommended to use 

the “Code of Ethics” (Appendix 3), ‘Development of Corporate Culture” (Appendix 4), “Effective 

internal communications” (Appendix 5), developed and approved by the holding's head office, which 

implies compliance with the principles of business ethics, responsible behavior and the development of 

organizational culture in the company. The developed internal documents are guide for each employee 

when making the right decisions, acting on the basis of the company's values, the principles of 

conducting open and honest business and standards of responsible behavior. The main recommendation 

will be to carefully study and understand the importance of the requirements of these documents, as 

well as to ensure strict compliance with all its provisions in the performance of their official duties. 

Written values are the foundation of the company's organizational culture. These internal documents are 

aimed at developing the corporate culture and strengthening the company's reputation as a market 

participant. 
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Appendix 1: Questionnaire for Port Kuryk employees with the results 
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Appendix 2: Average values of the results of the survey responses as a percentage 

PAY Satisfaction with pay and pay raises 

1 = completely disagree 10% 

48% 2 = disagree 15% 

3 = rather disagree 23% 

4 = rather agree 21% 

52% 5 = agree 25% 

6 = completely agree 6% 

FRINGE BENEFITS Satisfaction with monetary and non-monetary fringe benefits 

1 = completely disagree 6% 

50% 2 = disagree 20% 

3 = rather disagree 23% 

4 = rather agree 25% 

50% 5 = agree 17% 

6 = completely agree 8% 

PROMOTION Satisfaction with promotion opportunities 

1 = completely disagree 5% 

55% 2 = disagree 29% 

3 = rather disagree 20% 

4 = rather agree 13% 

45% 5 = agree 22% 

6 = completely agree 10% 

SUPERVISION Satisfaction with person’s immediate supervision 

1 = completely disagree 5% 

30% 

2 = disagree 15% 
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3 = rather disagree 10% 

4 = rather agree 17% 

70% 5 = agree 31% 

6 = completely agree 22% 

CONTINGENT 

REWARDS 

Satisfaction with appreciation, recognition and rewards for good work 

1 = completely disagree 4% 

36% 2 = disagree 13% 

3 = rather disagree 19% 

4 = rather agree 24% 

64% 5 = agree 31% 

6 = completely agree 10% 

OPERATING 

PROCEDURES 

Satisfaction with operating policies and procedures 

1 = completely disagree 4% 

27% 2 = disagree 11% 

3 = rather disagree 12% 

4 = rather agree 28% 

73% 5 = agree 36% 

6 = completely agree 8% 

CO-WORKERS Satisfaction with co-workers 

1 = completely disagree 3% 

24% 2 = disagree 6% 

3 = rather disagree 15% 

4 = rather agree 25% 76% 
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5 = agree 35% 

6 = completely agree 16% 

NATURE OF WORK Satisfaction with type of work done 

1 = completely disagree 2% 

5% 2 = disagree 0% 

3 = rather disagree 4% 

4 = rather agree 16% 

95% 5 = agree 47% 

6 = completely agree 31% 

COMMUNICATION Satisfaction with communication within the organization 

1 = completely disagree 2% 

26% 2 = disagree 9% 

3 = rather disagree 15% 

4 = rather agree 20% 

74% 5 = agree 41% 

6 = completely agree 14% 
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Appendix 3: Code of ethics  

«Утвержден» 

решением Совета директоров АО «НК «ҚТЖ» 

от «20» сентября 2019 года, протокол №14 

 

 

 

 

 

КОДЕКС ЭТИКИ И ПОВЕДЕНИЯ АО «НК 

«ҚТЖ» И ЕГО ДОЧЕРНИХ         ОРГАНИЗАЦИЙ 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

г. Нур-Султан, 2019 год 
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Appendix 4: Development of corporate culture 
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Appendix 5: Effective internal communications 
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