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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?



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.



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:



- 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. B. Uttal (1983) defined organizational culture as "a system of shared
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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;
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- 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

JI-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

I'-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 "BJIAT'O" 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
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Principle 10. Continuous improvement and innovation.
Principle 11. Social responsibility.

Company Principles:

create public support

o
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celebrate even small prc.JV|d.e
L communication and
victories . :
information
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i i
build a system for implement not only
monitoring and process changes, but
recording results also symbolic changes
A L A
- -
create legitimacy for
change
o

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.
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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.
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Figure 3 — The nature of requests-complaints from employees

Let's highlight the main risks for the Company
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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 "KTzZ"
The main message of the HR Company:
KTZ is ready to change, but without the participation of employees, the Company will not

succeed

mmml  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

Figure 4 — Company goals

The following types of internal communications are applicable in the Company
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+ General meeting of the staff of employees

= g » Meeting of the management with employees of structural
O rg an |Zat| Onal divisions, branches
» Reporting meetings of branch management with employees
matters PRI J ¢ s

» Meeting of the management of JSC NC KTZ with the trade
union and the Corporate Ombudsman

» Annual message from the president of the company with
expectations from branches and subsidiaries

1 » Communication channels with feedback
Dialog Boxes

« Informal meetings of the company's management with
employees of the supervising structural divisions, branches and
subsidiaries

«infosessions, conference calls

I nfO rmatl on +thematic videos
SerV|CeS «printed and visual media

social network

Figure 5 —Types of internal communications in the Company

Total communication channels -25

ITHK personal reception of
employees

Ixanp employee's personal Ixaap informal meetings,
portal corporate mail, digests

I{npecc company website,
LIKC hotline category " question-answer",
social media pages (17), MASS
MEDIA

Figure 6 — Feedback

Consider the Company's detailed Communications Plan for 2019-2021.
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Event Initiatives Implementation
period
Leadership Conducting workshops with the most active October 2019 —
development youth representatives on the topic of values October 2020
"Implementation of the program" 100 young
people of the company™". Leadership program
for company managers - HR Academy
Introduction of self-learning principles December 2020 —
Introduction of mentoring June 2020
Leadership Program
Full implementation of competitive recruitment
for a group of companies
Full implementation of performance assessment | August 2019 —
for a group of companies December 2021
Creating an Implementation of the talent management system | May 2019 —
infrastructure Implementation of the variable remuneration December 2021
for values system based on
performance evaluation results
Implementation of a rotation system for effective
employees
Implementation of the internal communications May 2019 —
system December 2021
Use of values at corporate, sports, youth and Constantly
charity events
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
Satisfaction with monetary and non-monetary fringe
Fringe benefits 4,13, 22,29
benefits
Satisfaction with appreciation, recognition and rewards
Contingent rewards 5, 14, 23, 32
for good work
Operating
Satisfaction with operating policies and procedures 6, 15, 24, 31
procedures
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.

Promotion

DISSATISFACTION SATISFACTION

Figure - 7
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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.

Fringe benefits

DISSATISFACTION SATISFACTION

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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Pay

DISSATISFACTION SATISFACTION

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.
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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.

Contingent rewards

DISSATISFACTION SATISFACTION

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
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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.

Supervision

DISSATISFACTION SATISFACTION

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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Operating procedures

DISSATISFACTION SATISFACTION

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.
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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.

Communication

DISSATISFACTION SATISFACTION

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.)

Co-workers

DISSATISFACTION SATISFACTION

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.

Nature of work

DISSATISFACTION SATISFACTION

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.
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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 off
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

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

Activation of work on training, retraining/Accumulation and transfer of professional
and  professional  development  oflexperience

specialists

Improvement of the system of- Reducing the time of work by improving the
remuneration and labor incentives,iconsistency 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

16032021 Hogas hopwa - Google Dopae:

YkaxwTe saw non

A7 oteerton

® wyxcxon
® xencna

1. [yMaio, 4To 8 Nonyyaio Hennoxyio onnaty 3a Ty paboTy, KOTOPYIO A BLINOMHAIO

46 oreeToa

@ covepuienno He comacen
@ e cotnacen

@ cropee He cornace

® cropee comaces

® comacer

@ cosepuiesHo comaces

2. B 3ToM OpraHn3aLmmy y MeHs NPaKTUYecKu HeT LWaHCOS NonyYnTs NnoskilleHme

47 oraertos

@ coeepueHHo He Comaces
@ e cornacew

@ cropee He cornacex

@ cropee comaces

@ cornaces

@ coscpuienno comaces

hitps:/idocs google comoms/d' IeMIVsSILG2 1ex7ot96 842 13HITa2  Tpxebz QKPC3 TVU adit 7ve =08 c=08w= 1 8fir=(Wresponsas 2014
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16.03.2021 Hoaas dopma - Google dopme)

3. Y MeHA UCKMOYUTENBHO TONKOBLIA U FpaMOTHblﬁ pykosooutTene

46 orBeToB

@ cosepweHHo He cornacen
@ »e cornacen

@ cxopee He cornacen

@ cxopee comacen

® comacen

@ coseplwenmo cormnacen

4. MeHs He YyAOBNETBOPAET CUCTEMA AONONHUTENbHBIX BbINMAT, CYLWECTBYIOWas B 3Tou
opraHu3aumm

47 orperToB

@ cosepleHHo He CornaceH
® He cornacel

@ cxopee He comacex

@ cxopee cormnacen

® comacen

@ cosepwenHo comaces

5. Korga s xopowo BbiNONHSAO CBOO paboTy, 8 owylialo npusHaHne n GnarogapHocTb

47 orgeros

@ coseplieHno He cornaced
@ ne cornacen

@ cxopee He cornacex

@ cxopee comacen

@ comacen

@ coseplienno comaced

hitps //docs google com/forms/d/ 1eMVsSILGz 1ex7ofR68)2 13H7d2 J7pxebz QKPc3 TVo/edt ve =0 8c=08w=1&fir=0#responses
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16.03.2021 Hoaas opma - Google Sopme)

6. MHOrve 13 Halwmx NPaBun U UHCTPYKLMIA NPENATCTBYIOT HopMansHou pabote

47 orseros

@ cosepuweHro He cormnacex
@ e cornacen

@ cxopee He cornacen

@ cxopee comacer

@ comacen

@ cosepenmo cormacen

7. MHe HpaBaTca Mioau, C KoTopbiMu A paboTaio

47 oTBETOB

@ cosepwenno He cormacex
@ e cornacen

@ cxopee He cormacen

@ cxopee comacen

® comaces

@ cosepuwenro comaces

8. IHorpa MHe KaxeTcs, YTo Mos paGOTa He UMeeT HUKaKoro CMbiCna

47 orperon

@ coseplieHHo HE cornaceH
@ ve cornacen

@ cxopee we cornacem

@ cxopee cornacen

@ comacen

@ coseplwenHo comaces

hitps //docs google comiforms/d/ 1eMVsSILGz 1ex7of96812 13H742 J7pxebz QKPc3 TVd/edt ve =0 8c=08w= 1&fir=0#responses 414
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9. B 3701 OpraHu3aLmm Xopowo HanaxeHo MHGOPMUPOBaHUE CBOUX PaboTHUKOB

47 orseros

@ cosepuweHHo He cornaceH
@ e cornacen

@ cxopee He cornacen

@ cxopee comaceH

® comacen

@ cosepenmo cormacen

10. Mpubasky K 3apnnaTte oMeHb He3HauYUTeNbHbl U NPOUCXOAAT PeaKo

47 oTBETOB

@ cosepwenno He cormacex
@ e cornacen

@ cxopee He cormacen

® cxopee cornacex

® comaces

@ cosepuwenro comaces

11. Te, KTO XOPOWO CNPaBnAioTCA co cBoen paboTon, UMEIOT peanbHbIe WaHCh! Ha
NoBbiLLeHWe

47 orgeros

@ cosepleHno He cornaced
@ ne cornacen

@ cxopee He cornacex

@ cxopee comacen

@ comacen

@ coeeplienko cornacen

hitps //docs google comiforms/d/ 1eMVsSILGz 1ex7of96812 13H742 J7pxebz QKPc3 TVd/edt ve =0 8c=08w= 1&fir=0#responses 514
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12. MHe He HpaBUTCA TO, Kak CO MHOW 0BpalLaeTcs Mo PYKOBOBUTENb

47 orseros

@ cosepuweHro He cormnacex
@ e cornacen

@ cxopee He cornacen

@ cxopee comaceH

@ comacen

@ cosepenmo cormacen

13. [lononHuTencHble NblroThl U BeINNATLI, KOTOPbLIE Mbl 3QECh NOMYYaEM, HE XYXe, YeM
B 6ONbLUMHCTBE APYrvX OpraHu3aumin

47 orBeToB

@ coBepleHHD HE COMMaceH
@ se cornacex

@ cxopee He cormacex

@ cxopee comnacen

@ comacen

@ copepleHHo comaceH

14. A He BUXY, 4TOBbI TO, YTO A AENal, XOTb KaK-TO LeHUNoCh

46 orgeros

@ cosepuwenno He cornacen
@ ne cornacex

@ cxopee e cornacen

@ cxopee comacen

@ cornacen

@ coeeplienko cornacen

hitps /idocs googhe com/formsid/ 1eMIVsSILGZ 1ex7of368)2 13HI7d2 /7pxebz QKPc3 TVd/edt tve =0 8c=08&w=1&fir=0#mesponses 614
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15. Mow NonbITKK yNyuwnTs npouece paboTel He HaTLIKATCA Ha BIOPOKPaTH3M U

NPOBONOYKK

45 orperos

16. MHOr1e U3 MOMX KONner rpeLaT HeKOMNeTeHTHOCTLIO

47 orBerTos

@ cosepleHHo He carnacel
@ e cornacen

@ cxopee ne cornacen

@ cxopee comacen

@ comacen

@® cosepleHro comacey

@ cosepwEHHD HE COrNaceH
® He cornacel

@ cxopee He comacex

@ cxopee comnacen

@ comacen

@ cosepwenHo comaces

17. MHe nHTepecHo peluaTh 3afayu, BO3HUKaLme B Moen paboTe

47 orgeros

@ coeepleHHo He cornacen
@ e cornaces

@ cxopee He cornacex

@ cxopee comacen

@ comacen

@ coeeplienko cormnacen

hitps //docs google comiforms/d/ 1eMVsSILGz 1ex7of96812 13H742 J7pxebz QKPc3 TVd/edt ve =0 8c=08w= 1&fir=0#responses
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18. MHe HesicHbl Uenu, KoTopsbie nepen cobom CTaBuT 3Ta OpraHn3aLms

47 orseros

@ cosepuweHro He cormnacex
@ e cornacen

@ cxopee He cornacen

@ cxopee comaceH

@® comacen

@ coseplenmo cormacen

19. [lyMato, UTO MeHs HeQOCTaTOUHO LIEHAT B 3TOM OpraHn3auum, cyas no Tomy,
CKOMMbKO MHe NNaTaT

46 oraerToB

@ coBepleHHD HE COMMaceH
@ He cornacer

@ cxopee He cormacex

@ cxopee comnacen

® comacen

@ copepleHHo comaceH

hitps /idocs googhe com/formsid/ 1eMIVsSILGZ 1ex7of368)2 13HI7d2 /7pxebz QKPc3 TVd/edt tve =0 8c=08&w=1&fir=0#mesponses

JJI
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16.03.2021 Hoaas opma - Google Sopme)

20. WaHchl NpogBuHyTLEA MO KapbepHOW NECTHULLE 30ECH HE XYXe, YeM B APYTvX
MecTax

46 orseros

@ cosepleHHo He carnacel
@ e cornacen

@ cxopee ne cornacen

@ cxopee comacen

@ comacen

@® cosepleHro comacey

21. Mo pykoBoauTenb NPOsIBAAET Mano MHTEPeca K YyBCTBaM CBOMX MOAYMHEHHbIX

47 orBerTos

@ cosepwEHHD HE COrNaceH
® He cornacel

@ cxopee He comacex

@ cxopee comnacen

@ comacen

@ cosepwenHo comaces

22. Hawa opraHusaumsa obecneymeaeT XOpoLWni coumanbHbi NakeT

47 orgeros

@ coeepleHHo He cornacen
@ e cornaces

@ cxopee He cornacex

@ cxopee comacen

@ comacen

@ coeeplienko cormnacen

hitps //docs google comiforms/d/ 1eMVsSILGz 1ex7of96812 13H742 J7pxebz QKPc3 TVd/edt ve =0 8c=08w= 1&fir=0#responses
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23. Y Hac NoYTH He NomMy4yaroT MaTepuanbHbiX BO3HarpaxaeHun 3a xopouyko paboTy

47 orseros

@ cosepuweHro He cormnacex
@ e cornacen

@ cxopee He cornacen

@ cxopee comacer

@ comacen

@ cosepenmo cormacen

24. MHe npuxoanTcs BbINONHATE Maccy GopMarnbHbiX U HEHYXHbIX Belen

47 oTBETOB

@ cosepwenno He cormacex
@ e cornacen

@ cxopee He cormacen

@ cxopee comacen

® comaces

@ cosepuwenno comacey

25. §l nonyyao yaoBoNbCTBME OT paboThl CO CBOMMM KONNeramm

47 orperon

@ coseplieHHo HE cornaceH
@ e cornacen

@ cxopee e cornacen

@ cxopee cornacen

@ comacen

@ coseplenHo cormaces

hitps //docs google comiforms/d/ 1eMVsSILGz 1ex7of96812 13H742 J7pxebz QKPc3 TVd/edt ve =0 8c=08w= 1&fir=0#responses 1014
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26. MHe 4yacTo KaxeTcs, UTO § He 3Halo, YTo npoucxoout B Halew opraHusauum

47 orseros

@ cosepuweHHo He cornaceH
@ e cornacen

@ cxopee He cornacen

@ cxopee comaceH

® comacen

@ coseplenmo cormacen

27. 9 ropxycb paboToun, KOTOPYIO BoINOMHAO

47 oTBETOB

@ cosepwenno He cormacex
@ e cornacen

@ cxopee He cormacen

® cxopee cornacex

® comaces

@ cosepuwenro comaces

28. 4 YAOBNETBOPEH BO3MOXHOCTAMMU Ha NOoBbILLEHWE 3apnnaTel

46 oraeros

@ coBepwEHHD HE COrnaceH
@ ve cornacen

@ cxopee we cornacen

@ cxopee cornacen

@ comacen

@ cosepuiedko comaces

hitps /idocs google com/forms/d/ 1eMIVsSILGZz 1ex7of988J2 13H7d2 J7pxebz QKPc3 TVo/edt Pve =0 8c=08&w=1&fir=0#responses 1114
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29. Mbi He MeeM TOro colmanbHOro NakeTa, KOTOpblﬁ BOIMXHbI 661nu 66l UMETL

47 orseros

@ cosepuweHro He cormnacex
@ e cornacen

@ cxopee He cornacen

@ cxopee comacen

@® comacen

@ coseplenmo cormnacen

30. MHe oveHb HPaBUTCS MOW PYKOBOAUTENb

47 oTBETOB

@ cosepwenno He cormacex
@ e cornacen

@ cxopee se cormacen

® cxopee cornacen

® comaces

@ cosepuwenno comacey

31. Mos paboTa neperpyxeHa nucaHUHOM

47 orperon

@ coseplenHo HE cornaceH
@ e cornacen

@ cxopee e cornacen

@ cxopee cornacen

@ comacen

@ coseplienHo cormacey

hitps /idocs googhe com/formsid/ 1eMIVsSILGZ 1ex7of368)2 13HI7d2 /7pxebz QKPc3 TVd/edt tve =0 8c=08&w=1&fir=0#mesponses 1214
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32. 1 He WyBCTBYIO, YTOGbI MOM YCUIUA OLLEHUBANUCH TaK, Kak OHW TOTO 3aCNyXUBaKOT

47 orseros

@ cosepuweHro He cormnacex
@ e cornacen

@ cxopee He cornacen

@ cxopee comacen

® comacen

@ coseplenmo cormacen

33. ECnm a1 3aX0MY, Y MEHA CThb PearnbHble BO3MOXHOCTU NPOABUHY TLEA No cnyxbe

47 oTBETOB

@ cosepwenno He cormacex
@ e cornacen

@ cxopee He cormacen

@ cxopee comacen

® comaces

@ cosepuwenro comaces

34. MHe o4eHb HpasuTcs aTMocdepa Halero KonnekTuea

47 orperon

@ coBepwEHHD HE COrnaceH
@ ve cornacen

@ cxopee we cornacen

@ cxopee cornacen

@ comacen

@ cosepuenHo cormaces
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35. 9 nonyyaio yaoBonsLCTBUE OT 3ToM paboThl

47 orseros

@ cosepuweHro He cormnacex
@ e cornacen

@ cxopee He cornacen

@ cxopee comacen

@ comacen

@ coseplenmo cormnacen

36. MeHs He yposneTeopseT yposeHb MHPopMUpoBaHnsa paboTHUKOB B HalleM

nogpasaeneHuu

47 orBerTos

@ coBeplweHHo HE COrNaceH
® He cornacel

@ cxopee He cormacex

@ cxopee comnacen

@ comacen

@ cosepwenHo comaces
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Vv

14114



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%

2 = disagree 15% 48%

3 = rather disagree 23%

4 = rather agree 21%

5 = agree 25% 52%

6 = completely agree 6%

FRINGE BENEFITS

Satisfaction with monetary and non-monetary fringe benefits

1 = completely disagree | 6%

2 = disagree 20% 50%
3 = rather disagree 23%

4 = rather agree 25%

5 = agree 17% 50%
6 = completely agree 8%

PROMOTION Satisfaction with promotion opportunities
1 = completely disagree | 5%

2 = disagree 29% 55%

3 = rather disagree 20%

4 = rather agree 13%

5 = agree 22% 45%

6 = completely agree 10%

Satisfaction with person’s immediate supervision

30%

SUPERVISION
1 = completely disagree | 5%
2 = disagree 15%
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3 = rather disagree 10%
4 = rather agree 17%
5 = agree 31% 70%
6 = completely agree 22%
CONTINGENT

Satisfaction with appreciation, recognition and rewards for good work
REWARDS
1 = completely disagree | 4%
2 = disagree 13% 36%
3 = rather disagree 19%
4 = rather agree 24%
5 = agree 31% 64%
6 = completely agree 10%
OPERATING

Satisfaction with operating policies and procedures
PROCEDURES
1 = completely disagree | 4%
2 = disagree 11% 27%
3 = rather disagree 12%
4 = rather agree 28%
5 = agree 36% 73%
6 = completely agree 8%

CO-WORKERS Satisfaction with co-workers
1 = completely disagree | 3%

2 = disagree 6% 24%
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%

2 = disagree 0% 5%

3 = rather disagree 4%

4 = rather agree 16%

5 = agree 47% 95%

6 = completely agree 31%

COMMUNICATION

Satisfaction with communication within the organization

1 = completely disagree | 2%

2 = disagree 9% 26%
3 = rather disagree 15%

4 = rather agree 20%

5 = agree 41% 74%
6 = completely agree 14%
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Appendix 3: Code of ethics

«YTBepKIACH»
peweHunem Coseta anpeKTopoBAO «HK «KTH»
ot «20» centsaops 2019 rona,mporokon Nel4

KOJIEKC DTHKH 1 TOBEJEHUS AO «HK
«KT» U ETO JOYEPHUX OPTAHU3ALIAI

r. Hyp-Cyaran, 2019 roa
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OBPAUIHIEHHE PYKOBOJICTBA
Veamaemble KOJUIErH,

Cobmoaenne TPHHIINIIOB JIEJIOBOI 3THKH H OTBETCTBEHHOE TMOBEJICHHE ABIAIOTCH
OCHOBHBIMH 3JICMCHTaMH Ropnopamanoii KYJIBTYpPBI B Kommamim.

Kaxapiii u3 Hac eKeJHEBHO IPHHHMAET pelieHNs, KOTOpbie MOI'YT HMETh
(MHAHCOBBIE N PEeNyTAIHOHHBIE TOCAEACTRHA A KoMnanmi, a Takke RIHATH HAa
nrojieil 1 odbuiecTBo.

B o710ii cBa3n, Mer paspabotamm Kojekc 2THKH N NOBejeHHA, KOTOphii Oyaer
ABIATHCA OPHEHTHPOM JUIA KakAOro M3 HAc MpH NPHHATHH BEPHBIX pEINCHMHIl,
NeliCTBYS HAa OCHOBE HAINHX [EHHOCTEl, TNPHHIHIOB BEJCHHA OTKPBITOIO H
4eCTHOro OH3HECA, CTAHAAPTOR OTBETCTBCHHOIO MOBEACHHUA.

To, kak Komnanus BOCHPHHIMACTCA OKPYKAIOUMME, BO MHOI'OM 3aBHCHT OT
KaxKJ10ro 13 Hac.

ITosToMy MEI npH3BIBaEM BceX BHHMATENBHO H3IYUHTH H IOHATH BAXKHOCTH
tpeboBaunii Hactrosmero Kojekca, a takke obecnednTs HEYKOCHHTEIBHOE
cobmojieHnie BceX €ro IMOJOKEHWil TNpH HCIOJHEHHH CBOMX JIOMAKHOCTHBIX
00A3aHHOCTEI.

MBI BepHM, YTO NOCTOAHHAA NPHBEPKEHHOCTh HAIIMM LEHHOCTAM, CAEJOBAHHE
ITHYCCKAM HOPMaM H CTaHJapTaM IMOBEACHNA B MOBCEAHEBHOI paboTe MO3BOIHT
HaM [OJIY4HTh KPEHT JIOBEPHs CO CTOPOHBI BCEX 3aHHTEPECOBAHHBIX CTOPOH, YTO
ABIACTCA HEOOXOAMMBIM YCIOBHEM [UIS YCTOHYHBOIO passutis Hawmei Komnannm.

Penyrauns Komnaunm — B pykax Kaxiaoro us sac!

Ipencenarens Cosera IHpPeKTOPOB IIpeacenarens lpasiaenns
AO «HK «KTK» AO «HK «KTX»
K. Kyn C. Muinbaen
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KAKOBbBI HAHIH HEHHOCTH?

Kopnopamuenvie wennocmu - 3mo gynoamenm KopnopamueHoit Kyabmypul
Komnanuu - snavumwie, obwenpunsmeoie u pazoeisemvie 6cemu pabomuuxamu
yoescoenuna u NPUHWUNGLL, 3AKPENTEHHLIE 6 CManoapmax u HpasuIax
noseodeHun.

KopropatuBHbie IEHHOCTH SABIAIOTCA CBA3YIONMM 3BCHOM Mexay Bmaenunem n
Muccueii Kommammn u cnocoOcTBYIOT 3 eKTHBHOMY  IOCTHKEHHIO
CTPATErHYeCKHX 1 ONEPALMOHHBIX 1eeil.

MEl oXxHaaeM, 9TO IPOBO3IVIANICHHBIE HIDKe HeHHocTH KoMmmanmm, craHyT
OPHEHTHPOM Ul Kaxjaoro m3 Bac npum nocrpoeHmn OTHOMIEHHI €O BCeMH
3aHHTEPECOBAHHBIMH CTOPOHAMH H OOIIECTBOM, B KOTOPOM MBI KHBEM N
paGoTaem:

BeszonacnocTs - MBI HeceM OTBETCTBEHHOCTh 3a KH3Hb, 30POBBE H COXPAHHOCTH
KaXKJ10r0 Hamero paboTHIKa, maccakupa H Ipysa. JTO Hall IIIaBHBI HPHOPHTET.
Jake camas MayieHbKas olOKa MOKET HMETh OY4CHb BBICOKYIO LICHY.

JInaepcrBo - Ham BakHO paboTarh CIaKeHHO, Bejb MBI HacTh €HHOI CHCTEMBI,
KoTopas paboraer Ha GJaro KakJ10ro Halero KJIueHTa i CTpaHbl B LeJoM. 3HaHus
I OIBIT, HAKOIUICHHBIH TOJaMH, MBI IIepejiaeM CIeAyIomeMy MOKoIeHno. MEI ¢
YBaXKeHHEeM OTHOCHMCH H LIEHHM KaKJO0TI0, He3aBHCHMO OT YPOBHS JIOJDKHOCTH,
npodeccHn i IHYHOTO HHTEpECa.

AMOHnEH - MBI C JOCTOHMHCTBOM BCTpEdaeM BCE€ CIOKHOCTH H  BBI30OBEIL
HACTOIUNBO TIpeojiosieBacM MIOOBIE TIPENATCTBIA Ha HAIIEM NMYTH, MOTOMY YTO
3HaeM, OT Hac 3aBucHT Onaronoayyme HamHX KIMCHTOB, YbH HHTEPECH I
noTpeOHOCTH JUIA HAC — OCHOBHOIT MPHOPHTET.

Topaocts - Mpl nocesiaem or1pacin BCKO KH3Hb, IIOCKOJALKY JMOCTaBiIsSEM
KPUTHYHBIC JUIA HACEICHIA IPY3bl, COCAHHAECM IropoJia i rocyaapersa, n paboraem
JlakKe B CaMbIX OTAQJICHHBIX persoHax crpadbl. Mbl ropauMcs cBoeii npodeccueii
M TEM, YTO HAIIH A¢Abl H OTIBI paboTali Ha kKeJe3Holl Jopore.

OtBercTBeHHOCTH - MBI ofecneunBaeM KadeCTBEHHbIE YCIYIH V1M BCEX HAIIHX
KJIHEHTOB, Beb MBI (pjlarMaH Ha pHIHKE TPAHCIOPTHHIX ycayr. Mel jlobHBaeMcs
pe3ynsTaTa jake B CaMBIX CHIOXKHBIX CHTYAaIHAX, IOCKOIBKY SBIAEMCS
npogeccnonanaMi CBOETo Jie/ia H OMHpaeMcsA Ha ONBIT H 60raTyio HCTOPHIO.

Bamu obsizannocTu:

r OsnakoMuThes ¢ HenHocTaMn KoMnanmy, oco3sarts M NPHHATE pelieHne, B
KaKOil CTeNeHH OHH MOAXOAAT JIuHO Bam, rotoBs! i Bel HX pa3jiennrs:

> Kaxapiil pa3, npH BBINOJHEHHH CBoeil lOBCegHeBHOIT paborsl, upH
HOPHHATHI TOTO IUTH HHOT'O PEIleHHA, 33/]aBaThCA CIEAYIONIHIMH BOIIPOCAMIL:

- Iloyemy u 15 Yero # JO/DKEH C1€10BaTh 3THM LEeHHOCTAM?

- [Toyemy MHe Kak pabOTHHKY BEITOIHO CJIEIOBATH ITHM IEHHOCTAM?

- Yro Oyzer, eciin He CIeA0BATH ITHM HEHHOCTAM?

- Kak Oyzier yauThIBaTRCA Ta WUIH HHAS NEHHOCTE TTPH MTPHHATHH peIieHmii?

- Kak Hy:kHO ce0s BecT B COOTBETCTBIM € TOI HIH HHOI HEHHOCTLIO?
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JLUI31 KOT'O TPE/ITHASHAYEH KOJEKC 5THKH H ITIOBE/IEHH?

Honoscenun nacmosueco Kodexca nenocpedcmeeHno pacnpocmpanfiomca Ha
ecex doaycnocmuux auy u pabomnuxoe AQ «HK «KTK» u ezo douepnux
opeanusauuit (daree emecme — Komnanusn). Oopawenue «Buo», «nacy uiu
wece» & nacmosuwem Koodekce oznavaem obpamyeHue Ko ecem pabomuuxam
Komnanuu ene sasucumocmu om 3anumMaemoi 00IAMCHOCmMu.

JlenossiM napTHepaMm, KIHEHTaM, [OCTABIIMKAM M JAPYIHM TPeTbHM JIHLAM,
KOTOpeie B3auMojeiicTByioT ¢ Komnanmeit min mnpeacrasmsior Kommanuio,
HeOOXOAMMO NpHAEPKHBATECH 10J0KeHHiT Hacrosmero Kojgekca um HHBIX
aHATOTHYHBIX MoanTHK KoMnaHum mo BonpocaM KOMIUIAeHC.

Hacrosmuii Kozeke pasMernen na koprnopatHsaoM Beb-caifire www.railways kz.

3AYEM HAM HY’KEH KOJIEKC DTHKH H ITOBEJIEHH3?

Hawa cmpamezus saxmovaemesn 6 mom, umo Komnanus namepena eviitmu 6
Audepuvt cpedu KOMNAHUN-AHAN0206 NO YCMOUMUEOMY PA3SUMUIO, KAYecmey u
IKOHOMUMECKO  Iphexkmusnocmu  npedocmasinemMuix  yeaye 3a  cuem
COGEPUIEHCMB06AHUS  DUTHEC-NPOUECCO6, Wupposuzayuu OdesmeivHocmu U
NOGLIMIEHUS NPODeCcCUOHATUINA PABOMHUKOS.

HanmMu cTpaTerniecKuMH HeIaMH SRIAI0TCH:

v Iosiuenie yposus sbdexrnsaoctn Komnanmm;

v [loBBIIEeHHE Y0BIETBOPEHHOCTH KIMEHTOB;

v' T'apagmupoBanne 6e30MaCHOCTH JBIDKCHHS [10€3/I0B;
v' Obecnieyenne ycToitanporo paisntis KoMmanm.

be3 coxpanenns 11 NOBBIIICHHA I0BEPHA K HalIeil ACATEIBHOCTH CO CTOPOHBI BCEX
3aHHTEPECOBAHHBIX CTOPOH, Mbl HE CMOKEM JIOCTHIHYTh HALLIMX CTPATEI HYECKNX |
ONEPALHOHHBLIX [1eIei.

Hacrosmumit Kojteke Hanpapied Ha pa3BuTHe Hamiell KOPIHOPAaTHBHON KYJIbTYPBI i
yKperienne pernyranni KoMmaHum Kak OTKPBITOTO H 9€CTHOTO YUaCTHHKA PHIHKA.

Hacroammuii Kozekc nperaraer noapoOHble M KOHKPETHBIE YKa3zaHHA, Kak
JIeficTBOBATE B IOBCEAHEBHOIT paboTe ¢ yueToM mpopo3riameHHbIXx B KoMnanmm
IIEHHOCTEI.

B NOJIYYHTE OTBETHI HA KOHKPETHBIC, YWacTO 33/IaBacMBIC BOIPOCKI, a TAaKXKE
IIPpHMEPHI. HITIOCTPHPYIOMIHE., KAaK HNPHHITHIIBI HACTOAIICTO Koaekca a0IDKHEI
TMPHMCHATHCA Ha TIPAKTHKE.

Hacroammii Kogeke He 0XBaThIBaeT BECh CIICKTP PHCKOB, ¢ KOTOPBIMII MBI MOXKEM
CTOJIKHYTBCHA, MOTOMY, HE n30aBageT Hac OT HEOOXOAIMOCTH 3/1paBO paccyzxKaaTh
H ObITh OTBETCTBCHHBLIMH 3a CBOH JCiCTBHA B paMKax HCHOJHCHHA CBOHX
JIOJUKHOCTHBIX 00A3aHHOCTEI!.
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CJYAKEHHE OBIHIECTBY
[TPUBEPKEHHOCTH HAIIEN MHCCHH

Henasnce cucmemoobpasyiouieis mpancnopmuoi komnanuen Kasaxemana, mor
obecneuusaerM KauecmeCeHHYI0 OCHOSY YCMOUMUE020 pocma Ouineca Hawiux
KAUECHM OB, CO30aeM CmoumMocms 018 eOUHCMECHHO0 AKYHOHEPA, U NPUHOCUM
NOILIY nOMPeGUMEenAM U 0buiecmay 6 Jeaom, nocpeocmeom npedocmasienHus
De30NACHBIX U KOHKYPEHMOCNOCODHBIX NEPECOIOUHBIX YV,

D10 03HAYAET, YTO Haue OOLIECTBO I IOCYAAPCTBO BEpAT B HALLY CHOCOBHOCTH
BBITIOIHUTE 3TY BaKHYI0 MHCCHIO. YT0OBI COXpaHHTHL 10 0coloe JoBepHe, Mbl
00s3aHb! BRINOIHATL CBOH 3aJa4ll OCHOBBIBASCh HA NPHHIMHMIIAX CIIPaBEUIMBOIO
obpameHns co BCeMH 3aHHTEPECOBAHHBIMH CTOPOHAMH, B IeaAxX obecreveHus
ycroiiuBoro  pa3zeutHa  Komnanmm: mpospauHoctH  u d(eKTHBHOCTH
aearenbHocTH  KOMIanuu; mMocieloBaTeIbHOCTH, CBOCBPEMEHHOCTH NPHHATHA
peenuii B Hamwryyimx nurepecax KoMiauun; oTBeTCTBEHHOCTH, NOAOTYETHOCTH
H 3aKOHHOCTH.

Bamu obsizanHoCcTH:

r Oco3naiite oco0yi 00i3aHHOCTL  CIHYKHTH Hamemy ofuecrsy o
roCyIapcTBy MpPH OCYIIECTBICHHH JeATelbHOoCcTH 0T mMeHH Komnmanmn n
HPOSBIATE JIO/DKHYIO 3a00Ty, HPaBIUIBHO OCO3HABasg MHCCHIO M IEHHOCTH
Kommnanuu;

r Oco3naiite, uro Bamm o00A3aHHOCTH MOI'YT HMeTh HENOCPeJCTBEHHOE
BIIHAHHE Ha KaYeCTBO H YPOBEHH AH3HH 00IecTBa I rocy1apcTa;

r JloOpocoBecTHO BHINMOIHAITE CBOH 0043aHHOCTH B COOTBETCTBHH C MHCCHEH
Kommannn i He npHHAMAITTe Mep, BRIXOAAINX 3a paMKH Bammx JoJKHOCTHBIX
00A3aHHOCTEIT;

r He ykaseiBaiite, uro Bri odnmmansno npeacrasmsere Komnanmuio, npH
peIEeHNH CBOHX JIHYHEIX BOMPOCOB.

Ha aro Bam neodxoanmo odpaTuTs BHEManNe:

. [Ipu3nakn HapymeHuii CTaHapToB MMOBEACHHA CO CTOPOHBI JOJNKHOCTHBIX
auy # pabOTHHKOB, KOTOpPbIE MOI'YT HEraTHBHO IIOBIHATH Ha pelyTaiiio
KoMmnanmm.

VCTOHYNBOE PASBHTHE

Credys cmpameuiecKum Weaiam eOUHCMEEHHO0 AKWHOHEPa No 0OCMUNCEHUIO
YCHMOUYUBOZO DPAICUMUA, MbI CHIPEMUMCA K 00ecneyenulo coomeemcmeun
céo0eil 0esmeabHOCHU NPUHKUNAM YCIMOUNUE020 PAZEUMUSA, COZTACOSAHHOCMU
CEOUX IKOHOMUYECKUX, IKOTOZUYECKUX U COYUATLHBIX Henell.

Kommnauns paccMaTpuBacT )'CTOﬁ‘lIIBOC pa3BHTHE KaK OJHY H3 CTPAaTCrH4CeCKHX
3ajiav,
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Msu1 HaneneHml Ha ykpervieHne ¢uHaHcoBoro cocrosHua. llpm stom, kpuTepuun
HPOH3BOJCTBEHHbLIX, MHBECTHIHOHHLIX M JAPYrHX (HHAHCOBLIX pelleHuii,
npuHnMaeMeIX B KoMiannn, He ABIAIOTCA HCKIIOYHTEIBHO YKOHOMIMECKHIMH T10
cBOEH CYTH, OHH TaKXke NMPHHNMAIOT BO BHHMAaHHE CONHAIBHBIE, IKOIOTTYECKHE
MOKAa3aTe/IH | MPHHIMIL YCTOITMIBOIO pa3BHTHAL

\Y 3} CTPEMIIMCA OKa3bIBaTh MIHHMAJIBHOC BO3ICIICTBIE HA OKPYXKAWIIYIO Cpely B
peruoHax MpHCYTCTBHA HALICTro Onsneca nyreM OlOTHMAIBHOTO HCOOJL3OBAHIA
OTPaHHYCHHBIX pPECYpPCOB, TPHMEHCHHA SKOJOIHYHBIX, ')HCpl’OCﬁCpCI'aK)IIUlX
TEXHONOT' I, YTHAH3ZALHK OTXO010B IIPOH3BOJACTEA.

Mg connanbHo-oTBeTCTBeHHas KoMitanus 1 npoasuraem:

- KyasTypy OesonacHOCTH JBIDKeHus, obecreyeHne Oe30MacHOCTH Tpyaa H
OXpaHbl 30POBLS, BOBICKas BCceX pabOTHHKOB, MOAPAAYHKOB, a TAKKE HACEICHHE,
HPOKHUBAIOIIET0 B PErHOHAX, ¢ KOTOPLIMH CBA3aHa JesreibHocTs KoMnammn;

- CHOPAaBEUIMBOC  BO3HAIPAXKIACHHE M YyBaOKCHHE  [paB  paboOTHHKOB,
npopecCHOHATBHOE Pa3BHTHE NIEPCOHANA, PEaTH3alis COIHATBHBIX MPOrpaMM.

SRnAAChE OJIHHM W3 prnﬂeﬁumx paﬁoTonaTeneii CTpaHbl, MBI CTPEMHMCH K
COLHANBLHOI CTa0IILHOCTH I YPEryjaHpoBaHio TpYAOBLIX CHIOPOB H KOH(l)IlHKTOB.

Bammu obsizanHocTH:

r Voeaurecs, wro Bamm pemeHns #u JeiicTBHA HE HMEIOT HEraTHBHOIO
BJIMAHHA HAa 9KOHOMHKY, KOJIOI'HIO H 06IIecTBO;

r CrpemuTech NPHHHMATE MeEphl, HeoOXOAHMBIE I8  MHHHMI3AIHH
HEraTHBHOTO BO3JCiICTBHA HAa 3aHHTEPECOBAHHEIE CTOPOHEI C TOMKH 3pEHHA
IKOHOMHYECKHX, IKOJOTHYECKHX H COIHAILHBIX aCTIEKTOB,

r HeykocHuTensHO coOmiojaiiTe 3aKOHOJATENBHBIE M KOPIIOPATHBHEIE
TpeboBanis B 00JacTH SKOIOTHN, OXpaHb! TPY/Aa I NPOMBINIUIEHHOI Oe30mnacHocTH
NPH BRINOTHEHHH CBOHX TPY/IOBBIX 00A3aHHOCTEI;

r [Ipuetynaiire T016K0 K ToOlf pabore, /Ui BBINOJIHEHNA KOTOpoit Bbl 06yuens
H aTrTeCTOBAHBI, a TAKXKE NMPHIOJHBI 110 MEJMIITHCKIM IokazaHusM. [Ipekpamaiire
BbilIO/1He HITE J000IT paboThl B ciryyae, ecin OHa CTaHOBHTCS Hebe301acHoil;

r Ecnn Ber BuyiTe, 9T0 KT0-1H00 H3 pabOTHHKOB HapyllaeT YCTAHOB/ICHHBIE
npaBwia 1 rpeboBanus B 00JacTH KOJIOI'MH, OXpaHbl TpY/Ja H IPOMBIILICHHOIT
0e30MacHOCTH, HezaMe/UTHTEIBHO MpeaylpenTe HapymmTels H coodmmre o
HapyIIEeHHH CBOEMY HEMTOCPEACTBEHHOMY PYKOBOAHTENIO;

r He cxpeiBaiite 1 He Hckaxkaiite (axTel 1 0oOCTOATENLCTBA ABAapPHITHBIX
CHTYAIHIT Il HECYACTHBIX CIYYaeB Ha IPOH3BOJACTBE;

r IMpn m00BIX COMHEHNAX HAH Bonpocax odpamaiirech 3a peKOMEHAAIMAMH K
HENOCPEACTBEHHOMY PYKOBOIHTEIO IWIH B COOTBETCTBYIOLIHE CIYKObI.

Ha uro Bam neodxoanmo odpaTurs BHHMaHNe:

. Ilpu3pakn  mOOBIX  ABHBIX  WIH  [OTCHNHAJBHBIX  HapyIIEHHIT
3akoHojaTenbeTBa Pecybmukn Kaszaxcran B obnactn axonorun, 6e30macHoOCTH 1
OXpaHBI TPY/1a, TPY/IOBOTO 3aKOHO1aTENLCTBA.
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B. IIveer m KoMnanma Apyroil MOKYMEHT, SBIAAIONIHIICA PYKOBOICTBOM [0 YCTOIMMIIBOMY
pa3sBuTHIO?

0. Jla, Koziekc KOpriopaTHBHOIO YIIPaBJIeHHs npejocTasiaseT toee noapotHoe pyKoBOJICTBO TI0
yeroifupsoMy  passuTiio. KpoMe Toro, pekoMeHjyeM o3HakoMiTees ¢ Oruerom 1o
yeroimnsomy passutHio AO «HK «KTX», KoTopsiil dopMiIpyeTcs Ha €KeroaHoil 0cHoBe. ITH
JMOKYMEHTB! BBl MOXKeTe HallTil Ha KopnopaTHBHOM Bed-caiite www railways kz.

B. C KakuM H3 JIOKYMCHTOB B [CPBYK) OUepe/lb MHE HCOOXOMANMO O3HAKOMIITCA 1O BOIpOCaM
0e3011acCHOCTH B KeIe3HOIOPOAKHOIT oTpacan?

O. IlpaBuna Ge3onacHOCTH Ha KeI€3HOIOPOKHOM TPAHCNOPTE, VIBEPKIACHHBIC NPHKA30M ILO.
Mianctpa no smBecTHisM 1t pasBiuTHio PecmyGmixn Kasaxcran ot 26 mapra 2015 roxa
Ne 334.

STHYECKOE INHOBEJIEHHE

Penymauun - KTH0U€60I AKMUE Ko.ummuu, 00"08“80’0"{"!2(.‘1 Ha 0088}7"”.

KoMmnauus crpeMurcs 3aBoeBaTh JOBepHe IOCYAApCTBA, KIHEHTOB, CIOBBIX
NapTHEPOB, HHBeCTOpoB H  obmiectBa. JloBepHe BO3HHKaeT BCICJACTBHE
[OCIE0BATE/IBHON ~ UPHBEPKEHHOCTH K BBICOKHM 3THYECKHM HOpMaMm H
CTaHJAApTaM MOBEICHIA .

Bece Mbl sBisemcs HpeACTABHTC/IAMH Komnanuu, n Hamm aeiicreus Moryr
OKa3blBaTh BIHAHIE Ha €€ PpeIyTamHi. Kaxaeni u3 Hac J0DKeH NPOABIIATE
KOPPEKTHOCTE B NMOBC/ICHHI, YTOOB! COXPAHHTE PENYTAIHIO H HMITK Komnanmm.

BBICOKHE CTaHAAPTHI THYECKOrO MOBEACHIS MMOAPa3yMEBAOT CJICIOBAHHE BCEMH
paGotankamMin  KoMIaHHH  NOpHHINNAM — 9ECTHOCTH,  J0OpOCOBECTHOCTH,
OeCHpHCTPACTHOCTH, YBAKCHHA B OOIICHHN ¢ KOJUICraMi 1o pabote, KINCHTaMH H
om3nec-maptHepaMi  KoMmaumn, a Takke ¢ JAPYIHMH  TPETBHMH  JIMIIAMI,
IPHBEPKEHHOCTD K HY/ICBOI TEPIIMOCTH K B3STOYHHYECTBY H KOPPYIIIIHIL.

Bamm obsiz3aHHOCTH:

> Caenyiite oOMENPHHATEIM MOPAILHBIM H ITHYECKHM HOPMaM I CTaHJapTaM
MOBEICHA

r [Ipossnsiire yBakeHe K rocyapCTBEHHOMY I APYIHM A3bIKaM, TPaLHLIHAM
1 oOplyasM Beex crpas, paboras B Kazaxcrane u 3a rpannueii;

Ve Ipuaepxupaiitech 00X MOPaJbHBIX H ITHYECKHX HOPM HOBEJICHUS B
Hepaboyee BpeMs, He AonyckaiiTe aHTHOOIIECTBEHHOE IOBEACHIE, KOTOPOE MOKET
HaBpeauTs penyranun Komnanmm:

Ve Bosjgepxkusaiitech o1  nyOAMYHBLIX  BBICTYIUIGHHIT O  JAeSATEIbHOCTH
Komnannn, ecin Bel He HajieIeHBl Ha/UIe)KaMIIIMH ITOTHOMOUHAMII;

> [IpiepxuBaiitech aKKypaTHOro, A€I0BOIO H KOPIOPATHBHOIO CTHIS B
o/lek/le H BHENIHEM BHJE TpPH NCIOIHEHHH JIOJDKHOCTHBIX OOf3aHHOCTEll B

3aBHCHMOCTH OT YCIIOBHIl CITyKOBI.
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Ha wro Bam HeobxoanMo oOpaTHTL BHHMAaHHE:

* Hestnunoe mnoBejeHne paGOTHHKOB. KOTOpOE MOXKET NPHBECTH K IoTepe
pernyTarnn KoMnannm.

B. 51 nozo3pesato, 1T0 KoJera NPHXOJNT Ha padoTy B COCTOSHIN ONBSHEHMIA, H MOKET OBITh,
JdKe YIOTPeOnseT ankorois B oduce. 1o 8 JommeH aenars?

O. Bam cieyer HemewteHHO cooOnmms 00 sTroM Bamemy HernocpecTBEeHHOMY pPYKOBOIHTENIO,
KOTOPBIT MpeAnpiMeT HeoOX0MiMble Meph! TI0 PEleHINo MPoOIIeMsl.

BHEIIHAA KOMMYHHKAITHA

HAenasnce OondxcHocmuwm auyom uiu pabomuuxom Komnanuu, eciu Buot
edeme cetn HEIMUYHO 6 ODECEEHHBIX MeCMax, nPofKeIieme aKmueHoOCmMs 6
CONUATBHBIX cemAx, 20e obcyycdaeme acnekmut desmensnHocmu Komnanuu -
6ce ymo oacm noeod oan kpumurku Komnarnuu co cmoponu obwecmea.

Bel Bcerjga J0mKHBI HMOMHHTB, 41O mnpejcrapiasere Kommaumio jgaxke 3a ee
npesiesIaMu.

Jwobas HECAHKIHOHHPOBAHHAA BHEIIHAA KOMMYHHKAIIHA OT HMEHH Komnaunnn
BIIHNACT Ha €€ penyTaInHo.

ITpaoM MyGAHYHO BHICTYNATh, KOMMEHTHPOBATH COOBITHA KoMITaHHN HIN JlenaTh
Kakne-mnbdo 3agpiieHns B cpeacTtBax Maccopoil madopmanmn (CMH) n B
COIMATBHBIX CETAX BIpaBe TOJALKO YHNOTHOMOYEHHBIE Ha 3T0 Jmna Kommanmm.

Hacrosmmm Kojekcom He 3anpemiaercs OCBENaTh BONpPOCHl, TpedyeMmble IO
3AKOHY IUIH 110 CY1e0HOMY pelleHIo.

AKTHBHOCTh B COLHMAJIBHBIX CeTAX AOJIKHA HCIOIbL30BATHCH TOIBKO B JIHMHBIX
HesX, B CBOOOIHOE 0T paboThl BpeMs N He JIOJDKHA OHITh cBa3aHa ¢ Kommanneii.
BaMm Heobxoanmo cobmonath yreepkiacHasie [IpaBuia noseaenns paboTHHKOB B
CONMANBHBIX CETAX, MECCeH/Kepax W Ha Onor-miardgopmax, pa3sMmelieHHBIE B
CHCTEME ICKTPOHHOTO JOKYMeHTo000poTa.

Jhobas madopmaimd, packpeiBacMasg oT mMenn Kommanmm, Z0/mKkHa OBITE TOUHOT
BO BCeX CYIUIECTBEHHbIX AacleKTaX, I0IHO, KOPPEKTHOHl M COOTBEICTBOBATH
AeiicTByiomemy 3akoHogarenseTBy PecnyOamkn  Kazaxcraw u BHYTpeHHHM
noxymentam Kommanmm.

Bammu obsisanHoCcTH:
r Huxkoraa ne obpamaitrecs or umenn Komnauuu, ecym y Bac "er Ha s1o
ITOTHOMOYITIT;
r Hukorga He Hcnoapsyiire OTKpPLITO CBOe CAVKeOHOE MOJNOKEHHE IS
JTHYHOK BBITOJBI;
» He Bobipaxkaiite cBoe mmuunoe mHeHue o pabore Kommammm 8 CMIL B
COLMANBHBIX CETAX H T.IL.

8
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Ha wro Bam HeobxoanMo o0paTHTh BHHMAHKE:
. HeoduunansHas akImHBHOCTE B CONHAIBHBIX CeTSAX 110 acleKram
aesrensHOcTH KoMnanmm.

B. Inorja jpoma s nocemaro Onorn 8 cernn Hureprer. Heckonbsko aHell Hasajn 8 3aMmeriul
KoMMeHrTapiit o1 Obismiero pabotanka Komianmm, KOTOpIT OYeHb HEraTHBHO OMHCHIBAI CBOI
omeIT padorel B Kommarmu. 5 xoten Obl eMy OTBCTHTbL Ha €ro KoMMeHTapui., Mory mm g 310
caenarn?

O. Bol He nmeete npasa otBedarh o7 auna Kommanmn. Ojnako Bel MoxeTe BBRIPa3HTh CBOIO
JMMHEYI0 TOYKY 3peHns, vOeiuBUINCH, WTO He pacKphiBaeTe HHKAKOH KoH(HIeHIHaIbHOM
uHpopmarmn o Komnaaun, Bo3moxHo, KoMmmaang 1omxHa OQHINATEHO OTpearnposaTk Ha
JagBNeHIs B 2ToM O7ore, 4T00BI 3a0UITHTE CBOKO permyTamiio. [Toaromy Obi10 OB mpaBIIRHO
coobnmmTh 00 310M Baniemy HenmocpecTBeHHOMY PYKOBOAHTENI0, KOMIAEHC-KOHTPOIEpY H B

B JenapTaMeHT no pabote co CMIL

OTHOHMEHHE K CBOHM PABOTHHKAM

PABHBIE VCJIOBHSA HAIIMA 1 TPY]IA

Hauwiu mwoou - camwiit yennwviit akmué. Kadxcowiit pabommnuk npusnaemcs
CANCHLIM WieHOM Haweir muozoyucrennou Komnanuu. Ioymomny, Komnanus
npedocmasnnem pasHuie EOIMONCHOCMU 6CeM PADOMHUKAM, OXA pPa3eumMun
CROUX NPOPECCUOHATBHBIX CROCODHOCHEN U COBEPUIEHCNEOEAHUA HAGHIKOE.

Kommanua npujepAnBactcs NPHHIHNOB OOBEKTHBHOCTH M YECTHOCTH TpH
MPHHATHH KaJAPOBBIX pellieHHIT.

C 1ensio HCKTIOYEHNA KOMIUIAGHC-PICKOB TP HaiiMe, ONEeHKe, MPOIABIKCHIH N
YBOJIbHEHHH repcoHana, Komnauus sHeapser 3(QeKTHBHbIE KOHTPOJIbHBIE
NpOLEXYPHI.

Bamm obsizannocTu:

r Henonuare cson  obszaHHOCTH 11pOodeCCHOHAIBHO HAa OCHOBE HAIIX
HCHHOCTEH M NPHHIHIOB, NPHACPKUBAACH CaMbIX BBICOKHX ITHYCCKHX HOPM,
CTaH1apTOB HOBEICHHS:

r [punHuMarTs Kaxk1o0e pelieHie o HaiiMe, BO3HAIPAKACHUH H IPOABIKEHUH,
YMUTHIBAA 3aciayri, KBamipHKaIio, pe3yIbTaTHBHOCTE H IMPOH3BOCTBEHHYIO
HeOoOX0HMOCT;

r Hexmouats TH00YI0 BO3MOXKHOCTh TIPOSIBIICHUS HEIOTH3MA,
CYOBEeKTHBHOCTH HIII [IPeaYyOeRkICHI;

r CobmoaTh HOPMBI TPY/IOBOTO H aHTHKOPPYIIHOHHOTO 3aKOHOIATE/IhCTBA
PecnyGmikn Kaszaxceras, a Takke BHYTpeHHHX JokyMenToB Komnanmmy.

Ha uro Bam HeodxoaumMo 0dpaTHTh BHHMaHNE:

. [pu3nakn o6oro HENpHCTONHOTO WIH HECOOTBETCTBYIOIETO HOBCICHHS
Ha pabodeM MecTe;
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. Ilpnanakn moOBIX SBHBIX HapyIIEHHIl HIH [OTEHINATHHBIX HapyLICHHI
TPYAOBOTO H AHTHKOPPYITIHOHHOIO 3akoHoAaTenseTBa Pecniybankn Kaszaxceran.

B. O kaKiX CHTYAINAX, NPHHIMACMBIX B KauecTBe HApYIICHHS PABHEIX YCIOBHIT NpH HaliMe 1
IPOABILKEHII, f MOTY coo0mars?

O. Bomnpockl OTHOCHTEIBHO TOrO, MOYUEMY JApYyroil paGoTHHK mMeeT 00jiee BBICOKYIO
3apaboTHYIO 1JatTy, He Jonycrumsl, Pasmep 3apaboTHOI w1athl sBisercs KoxdHIeHIMaIbHOI
nHpopmanHeil. Bel MoxeTe coo0IaTs 0 ANCKPHMHHAINN B Ipolecce HaiiMa, IPOIBIDKCHIN 110
cyxoe i ee npexpamenini. Hanpivep, Boi ysHam, 910 HOBbI paboTHHK OTpa3iia B CBOEM
pe3sioMe OIBIT paboThl B TeueHHe 5 JieT B 01HOi KoMnaHint. Ho BBl yBepeHbl, 1TO Ha CaMOM Je7Ie,
OH 1/l OHA He padoTtai(a) B JaHHOI KOMIIAHHN, YTO O3HauaeT 0OMaH co CTOpPOHK pabOTHHKA I
TaKOE€ HEYeCTHOE NOBECHIIE HE JOIMYCTHMO.

3AITPET HA JITHCKPHMITHAIHIO H ITPHTECHEHHE

Komnanua cmpemumes cozdams maxkue ycioeus mpyoa u Kiumam 6
Kotlekmuee, 20e 6ce pabomHUKU CMPOAM  OMHOWEHUS HA  63aUMHOM
YEadcenuu opyz K opyzy, 6€0ym cebsn KoppeKkmmuo u npogheccuonaisio.

ITosromy, Komnanns He TepnuT HHKakoil GOpPMEBI JHCKPHMHHAIIIL, BKIKOYAasS
JHCKPHMHHALNIO 110  PEJIHIHO3HOMY, PpacoBOMY, OITHHYECKOMY, IOJOBOMY,
BO3PACTHOMY H JPYI'HM IIPH3HAKAM.

Kommannsa  sanpemaer nobyio  ¢opMmy noBeieHus, Koropas sBiIsercs
OCKOpOHTEMBHOI, arpeccHBHOIN N Bpax1eOHOI.

Bammu obszanHoCTH:

r OTHOCHTECH K CBOHM KOJUIEIAaM [IOYTHTEIBHO 11 CHPABEUIMBO;
r He zanyrusaiite i1 He ocKopOIAiiTE CBOHX KOJUIET:

r He Bricka3sbiBaiiTe HEYMECTHBIE KOMMEHTAPHI OTHOCHTEIBHO CBOHX KOJUIET
r He yrangaiite (pakTsl HapynieHnii 3J0poBOT0 MHKPOKJIHMATA B KOJUJIEKTHBE,
B TOM MHCIE, KOTZa NMOBeJACHHE KOJUIET NPHYUIHAET Heyao0cTBa, Korja paboTHHK
CTAaHOBHTCA CBHJETEJIEM HEJOCTOITHOTO TMOBEJACHHA KoJjlern Ha pabouem Mmecte,
Korza B ajgpec paboTHHKA MOCTYNAIOT YIPO3bl W/IUIH COBCPIIAIOTCH NPHTECHECHHUA
W/IIH HAacHuTHe.

Ha uro Bam nHeodxoumo odpaTHTh BHHMaHHE:

. [Ipn3nakn mo00ro HEMPHCTONHOIO WIH HECOOTBETCTBYIONIECTO MOBEICHHS
Ha pabouem Mecte;

. Ipisnaky moOsiX HapyleHuii Win NOTEHUNAILHBIX HapyLIeHIl TPYA0BOro
3aKOHOJaTEJIbCTRA.

B. Moii pykoBoauTensh HHOTZA MO3BOAAET cede MOBEACHHE, KOTOPOE 3acCTABIACT MEHA
qyBCTBOBATH Cebd HEKOM(OPTHO — OH MNPHITIAIAeT MEHA BHINHTL M 3aBOIHT JIMYHBIE
PAasroBOphL, KOIJ1a PAJIOM HHKOIO HeT. UTo MHe Jenars?

0. Ecom Bam He Hpasutcs nosejienne Banero pykoBojuiTeNs, TO Jydiie BCero JUIs Havaia
OTKPBITO CKa3aTh eMy/eil 00 31oM. Bo3moxHo, 1o Banl pyKoBoTEIb HE NOHHMAET, 4To ero/ee
noseaenne npuuHHgeT Bam neynoberso. Ecmi 210 He momoxeT, i Bl He MoxeTe o0cyanTh ©
HIM/C Heill 10T BOnpoc JH4HOo, Bal Mo&keTe oOpaTHTBCS 32 NOMOIBIO B BJIOK 10 VIIpaBJICHIIO
4eJIOBEUECKHUMII PECYPCaMH IUIH Ha ['opaTyio MHHHIO.
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B. 5 - 6epemennas padborauna KoMnanui, 1 Moit pyKOBOIHTE!Ib OKA3BIBACT JIABICHHE I IIPOCHT
NOKHHYTH pabory ©Oe3 Kakux-1nbo oOcHoBaHMil, 4roObl H30eKaTh JIONOTHITETBHBIX
KOMIICHCAIIHIT H CKOpee HAIlTH 3aMeHsIoNIero paboTHIKA,

0. Kak Gepemennas paGotunma, Bm inveete crienuaabisii craTyc o npasa, obecrieunsaemMple
Tpynosem Koxexcom PecmyOGimuxn Kaszaxcran. Ecmt Bam pykosojmTens okassiBacT Ha Bac
JaBieHne 0e3 Kakux-mmdo ocHopaHuii, Bel 10/DKHB! HEMEUIEHHO COOOUINTL 00 ITOM CHTYAINIT
KopriopatieaoMy oMOYZICMEHY, KOTOpBIl paccMaTpHBaeT BOMPOCH [0  YPEryIHpOBaHHIO
TPYAOBBIX CIIOPOB It KOH(IHKTOB HIN 00paTHTLCA Ha I'opaiyio THHI.

B3AHMO/JIEHCTBHE C 3AHHTEPECOBAHHBIMH CTOPOHAMM

Mzl 0CO3HAeM, ITO CTPEMACH K TOCTHARECHHIO MMOCTABJICHHBIX CTPATEeIrHIeCKHX
H oncpanHOHHBIX HeJeH u 3ajaati, Mbl 10/IZKHbI cobaoaaTes Haaanc HHTCpeCcoB
BCeX 3aHHTEePEeCOBAHHBIX CTOPOH.

3aHHTEPECOBAHHBIC CTOPOHBI MOIYT OKa3biBaTh KaK [OJOKHTCIBHOE, Tak H
HEraTHBHOE BO3JCHCTBHE Ha JAeATeNbHOCT: KoMmammm, a HMEHHO Ha poOCT
CTOMMOCTH, YCTOITUHBOE Pa3BHTHE, PEMYTAIINIO H HMHTK, CO3/1aBATh IIH CHIKATh
pucku. Mpl npugaem ocoGoe 3HAYCHHE OTBETCTBCHHOMY I HAUICKALIEMY
MOBEACHHIO NPH B3AHMOACIHICTBIN CO BCEMH 3aHHTEPECOBAHHBIMI CTOPOHAMIL

HATII KJIHEHTBI

ME1 HaneneHs! Ha JOAT OCPOYMHOE B3aHMOBBITOJIHOEC COTPYAHHHUCCTEBO € HaAIIHNMII
KITHEHTaMII.

Mer ﬁepeM Ha ceba o0s3aTeLCTBO 0OEeCceunBaTh YAOBJICTBOPEHHOCTE KIINCHTOB,
Ipe0oCTABIAA HM KQHCCTBEHHBIC YCIIYTIL

Komnanns OCYLICCTB/IACT CBOK ACATC/IbHOCTL CO BCEMII CBOHMH uorpe6n'remmu
YCIYT OAHHAKOBO HECTHO H CIIPaBE/IIINBO.

KoMnanns npejjoctaBifeT noapodHyo HHGOPMAIIHIO 0 CBOHX YCIyrax B periaMme,
MyOIHYHBIX 3a4BJICHHAX H NPEUIOKCHHAX.

Bauiu odsi3aHnoCTH:

> He pomyckaTe B ajgpec KIHEHTOB H HoTpeOHTeneil ycayr aeiicTsuii n
BbICKa3bIBaHHil, KoTopble MoOryr Hamectd yuepd Kommanun n  aenoBoii
penyTanuy,

> VBakHTEILHO OTHOCHTHCSH KO BCEM KIIHEHTaM He3aBHCHMO OT HX IIPaBOBOTO
H COLMUHAILHOIO CTaTyca, MaTepHaNbHOIO IOJOKEHHA, UINTEILHOCTH IepHoaa
obcnyxusauns 8 Komnannm;

- OGecneunTs MOTPEOHTENAM YCAYT NMOJHOTY M JOCTOBEPHOCTH 3agBJICHMIL,
coobIeHnil I Ipe3eHTanuiL
- BEMOMHATE CBOH JIOJDKHOCTHBIE O0A3aHHOCTH KayecTBEHHO H B CpPOK,

CTPEMHTBECA K TOHCKY ONTHMAABHOIO peIIeHHA, HECTH OTBeTCTBEHHOCTH 3a
pe3ynbTaT cBoeil paboTsl,
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> He ywacrBoBarth B KOPPYIINMOHHBIX CXE€MaxX HOPH OKa3aHHH YCIyr H He
HOKPBIBaTh TeX pabOTHHKOB, KTO B HHX 3aMellaH;

»  CBOeBpeMEHHO pa3pemaTh NPETeH3NH H JKaJ00Bl KINEHTOB, MOCTOAHHO
yIIyqmias KauecTBO Mpe0CTaBIAEMBIX YCIIYT,

- Ilpn3HaBaTe cBOH OMIMOKH H cOOOINATh O HHX PYKOBOAMTENAM B HEIAX
MHHIMH3A0IH BO3MOKHBIX HEFaTHBHBIX MOCACACTBHIT OT peaqn3alii KoMIUIaeHC-
PHCKOB;

> [omnepkuBarh  NOAOKATENbHBIT  uMpK  KoMmpammu, — yKpersTsb
penyTamnmo, codmogas KOpHopaTHBHbIE NEHHOCTH, ITHYECKHE NPHHIMIE |
HOPMBI IIOBEICHIA.

Ha uro BaM Heobx01uMo0 00paTHTbL BHHMAaHHE:

. JioOple HapyllleHuss UpH NPEJAOCTABACHHN JOCTYIIA HA MarHCTPaIbHYIO
KEJIe3HOJOPOXKHYIO CETh;

. JlioGple  HapymeHHs YCTAHOBJIEHHOTO MOPAJKA BBIAAYN  TEXHHYECKHX
YCJIOBIIT Ha IPHMBIKAHHE MI0AbE3AHbIX 1Ty Teil;

. Hapymenus npu okazaauin nmojaqn-yoopKi Ipy30BbIX BaroHoB;

. Hapymenne tpeborannii llpaBmn nepeBo3kn maccaxupos, Oaraka
rpysobaraxa KelIe3HOAOPOKHBIM TPAHCIIOPTOM;

. be3dmieTHeIl NPOBO3 NaccakupoR;

. Ilpemka u  nposoz HeodopmieHHoro Oaraxa, rpysobaraxka u
KOPPECIOHACHITNH.

HPHB/IEYEHHE TPETBHX JIHIY

Kommnanna paboTtaeT ¢ moCTaBmMKaMi, KOHCYJIBTaHTAMH, JACTOBBIMH MApTHEPAMH
H APYrHMH TPeTBHMH JIHIAMH HA OCHOBE I[PHHLHIIOB OTKPBITOCTH, [OIHOMH
NPHBEPAKCHHOCTH 3aKOHY, YeCTHOCTH H 3)(PEKTHBHOCTH.

Kommanns BO3lepKHBAETCA OT NPHBICYSHHS TPETHHX JHIl, COAAIOMIHMX PHCK
MOTEpH JETOBOIT PENMyTaIHH, MO3TOMY HCKIIOYAET COTPYHHYECTBO ¢ TEMH, KTO
HAMEPEHHO W/WIH TOCTOSHHO HapylmiaeT 3aKOHOJATelbeTBO Pecnybiankn
Kazaxcran, npHHIMIGL # TpeOOBAHHA AaHTHKOPPYIIHOHHOTO 3aKOHOMATEILCTBA,
BHYTPEHHHX KoMIIaeHe-momnTHK Komnanmm.

Kommanus YCTaHaBIMBACT 1A BCEX TPCTHHUX JIHIL Tpcﬁosamlc HEYKOCHHTECIBHOTO
coOuoteHs NPHMEHHMBIX 3aKOHOJAATCJIIbHBIX H HHBIX HOPDMATHBHBIX [IPaBOBBLIX
TPCGOBaHHﬁ H AKTOB, HMCIOIIHX OTHOIICHHE K HX JCATECILHOCTH U JAeI0BOIT cq;epe.

Mpl  ppHBeTcIBYEM IPUHATHE TPETBHMH JIMIAMH [OJOKCHHMIT HacTOALIErO
Kozekca, aHTHKOPPYIIIIHOHHEIX ITOJIHTHK H npoueayp. B cBoio ouepesab, TpeThH
LA OKMIAAIOT OT HAac NPHBEPAKEHHOCTH 1o10KeHHsSM Hactosero Kojgekca i um
NpeJIoCTaBAeHa BO3MOXKHOCTE coodmate o0 moOKX  (aKTHYECKHX  IUIH
NOTEHIHAIBHBIX HapymleHnax #Hactofmero Kozgekca nocpeacrsom [Iopsaueil
JTHHIH.
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Bammu obsizanHoCcTH:

r TiatensHo aHanu3ppyiire ACATENLHOCTh MOTEHUHAILHOIO [OCTABIINKA
W/IUTH NOAPAAMHKA (ONBIT. KBATH(HKAINA, pelyTaiii, KOHKYPeHTOCHOoCOOHOCTE,
cymecTBylone szanMooTHomenna ¢ Komnanneii),

> He coTpyaHHuaiiTe ¢ TPeTBHMH JHIIAMH, HMEIONIHMH COMHHTEIBHYIO
JIETIOBYIO PEIyTALIIO;

r IMpnnaraiite Bce YCHIINA JUIA CO3JIaHHA KOHKYPEHTHOI CPEJIb;

r ViocroseppTech, YTO TPeTbH JIMUA, € KEM Mbl  B3aHMOJCHCTBYEM,
OCBEJIOMJIEHBI O TONOKeHHAX Hacrogmero Kogekca ® Apyrnx KoMIUlaeHc-
IOJHTHK;

r Voeaurecs, 9TO  HAYHCICHHOE  BO3ZHArpakICHHE  COOTBETCTBYET
HpeIoCTaRIeHHBIM TOBapaM, paboTaM 1 yciyraMm;

r 3aodas  JIOTOBOP € TPETBHMH JIMIAMIH, BKIIOYHTE COIMAIICHHE O
KOH(HIeHIINAIBHOCTH H AHTHKOPPYHIIHOHHYI) OIOBOPKY.

Ha uro Bam neodxoaumo obpaTurs BHHMAHNE:

. Tpersn nMuia y9acTBYIOT HIAH OOBHHAUINCH B HeOIaroHaa&kuoil aenoBoii
HPaKTHKE;
. Tperbn JIMUa HACTAMBAIOT HA MOAYYCHHH KOMHCCHH HJIH BO3HAIDAMKICHHA

A0 3aKIIHOYCHHA KOHTPAKTa C HAMH.

Bonee moapobHo o BlanMmojeiicTBHH ¢ TpeThuMH aunaMu  Bwl  moxerte
03HAKOMHTBCS, H3YUHB ClIeVIONIHE BHYTPEHHHE JJOKYMEHTHI:

4 IMonnTnka npotusoaeiicTig koppymun B AO «HK «KTHK»;

v AuTukoppynmupnonsstii  craggapr AO «HK «KTK» 1 ero aogepuux
opraHm3anmii B cepe 3aKynoIHoil AeATeIRHOCTH.

B. B CMII pasmemena mmdopMamis, 4TO MOTEHINATbHBHT TOCTABINK, YYAaCTBYIOIIHIT B
OTKPHITOM KOHKYPCE, MOJ03peBaeTcs B YKOHOMITYecKOM mpecTymienni, Jomken mi g o6 aToM
coodnTs?

0. /la, Bam HeoOxomMo coodumith 00 31oM B KoMiaeHe-cayaOy win Ha ['opadyio JHHNIIO,

B. IOpiypiueckoe Muuo, ¢ kotopoii KoMnanns HamepesaeTcs COTPYAHHYATH, BXOANT B CIICKH
JANPENICHHBIX  IOPIIMYECKHX 1L,  ONVOIHKOBAHHBIE TOCYJAPCTBEHHBIMI  IUIH  HHBIMI
opradamit. Takoe cOTPYAHHYECTBO JOMYCKAETCA?

O. Her, Takoe COTPYAHHYECTBO He JOMYCTHMO, TAaK KaK IOPHIMYECKOe JHIO HBIAETCH He
OnaroHajexHsiM. Kpome Toro, B3anMoJeficTBie ¢ TAKHM JILOM OTPHUATEILHO MNOBJIHACT HA
AenoBylo penyramio KoMnanmm,

KOH®JIHKT HHTEPECOB

Vnpasnenue KouHpaukmom unmepecoe REAKEMCA OOHUM U3  GANCHEUUIUX
anmMuKoppynyuonnvix mexanuinos. Komnanus yoeasem ooavmoe sHumanue
npeoomepanien uio Peaiuiayuu pucKoes, C6AIANNBIX ¢ KOHPAUKMOM unmepecos,
W UX YPeyAUposanuio.
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Jomknoctaeie ymma u paborHnkn  KoMpmaHun npH  BBIIOAHEHHH CBOHX
cayxebubiX 00s3anHOCTell 0083aubl pyKoBOACTBOBaThCH HHTepecamn Komnamin
n m3berath CHTYaIil IWIH OOCTOATENLCTB, NPH KOTOPHIX HX JIIMHBIE HHTEPECH!
OyayT MpoTHBOPEYHTHL HATepecaM KoMnanmm.

B ciaydae BOZHHKHOBEHHA KOH(IHKTa HHTCPecOB (IIH BO3SMOKHOCTH €roO
BO3HHKHOBEHWA) JIOJDKHOCTHBIE mua ©  paboramkn Komnanunm o6s3aHsl B
nucbMeHHOH  QopMe  JoBecTH  JlaHHYK  HHGOPMAIIO 0 CBEJACHUA
HETIOCPEICTBEHHOT 0 pyKoBoauTeNs inbo B KoMmmiaeHe-cnyx0y.

Bamm obszannocTH:

> HaGeraitre npAMBIX HWIH KOCBEHHBIX OTHOIICHHIT «PYKOBOAMTENIL —
MOAYHMHEHHBII € JIIOABMH, ¢ KOTOpbIME Y Bac 6:m3Kkue oTHOMICHNS

r HaGeraiite curyanuii, korza Bamm mirneie cBs3n/00CTOATENBCTBA BIHAIOT
Ha Bau Gu3nec-peutenns 8 Komnauum;

r Packpoiite undopmamnio o Bammx dakTtHyecknx, MOTCHUHAILHLIX IH
BLIABJIEHHBIX  KOHQUMKTaX  HHTepecoB  BameMmy — HeNocpeACTBEHHOMY
PYKOBOAMTE/O HIH KOMILIACHC-KOHTPOJIEpY.

r He yuacrByiite B npHHATHH pemeHus, ecan y Bac ects dakTmyecknii,
HOTEHIHAIBHBII HWIH BHIAB/ICHHLI KOH(INKT HHTEPEeCOB, HAalIpHMep:

v npH HaiiMe Ha pabory MoAcil WM NPOABHKCHUH 10 KapbepHOIl JeCTHHIE
paboTHHKOB, ¢ KoTopeiMH ¥ Bac Gmiskie oTHOMISHNA, IIH OKA3aHHH BIMSHHA Ha
pasMep NpeOCTaBIAeMbIX HM KOMIICHCAIINIL, JIbIOT HN BO3MOKHOCTEIL, ec/i OHl
paboTatot B Kommanmm;

V' yuactue B cienkax Mexay KoMmanueil # MHBIMI IOPHAHYECKHMH JIHIIAMII,
coOCTBEHHHKaMHI HIIH pabOTHHKAMH KOTOPBIX ABIAIOTCH JTIOAH, ¢ KOTOphIMH ¥ Bac
OH3KHE OTHONICHHS

r He yuwactByiite B Kakoii-imbo pabore m Om3Hece (KOMMEpPUYECKOM HIIH
HeKoMMepyeckoM) 3a npejaenamu Komnanmm, ecan 310 nopimser Ha Bamy
JearenabHocTs B Kommanmm;

r Ecan y Bac ects kakue-mbo COMHEHHA OTHOCHTEIBHO TOrO, 3aTparuBaioT
an  Bamm musBle  obcrosTenscTBa Bamm  1o/KHOCTHEIE 00A3aHHOCTH B
Kommannu, oOparurecs 3a  coBeroM M pekoMeHZaumsmn &k  Bamemy
HEIOCPE/ICTBEHHOMY PYKOBOJIHTENIO IIH KOMIUIAGHC-KOHTPOIEpY.

Ha uro Bam Heobxoanmo oOpaTHTL BHHMAHNE:

. Y Bac wuan Bammx Koler ecTh WIEHBI CeMBH HIH  Jpyrue
agpumpoBanHbie A, KoTopele paboraior B KoMmanmn mmi B OpraHm3aiiiim,
KOTOpas #BJIAETCH MOTCHIHAJBHBIM WIH  (DAKTHYECKHM [ApTHEPOM N
nocrasumkom Kommanimi;

. YV Bac mmn Bammx komner ects jgons Biajgeer Gonee, wem | % xammrana
OpraHu3alliy, KOTopas ABAAETCH [MOTEHIHAILHLIM HIH (aKTHHEeCKHM [apTHEPOM
i noctaBmkoM Komnannm;

. VY Bac mwm Bammx xoswler ects padoTa mo COBMECTHTENLCTBY IUIH Apyras
jAeareasHocTh BHe Kommannm, kotopas MoxkeT norpebosars ot Bac mwin Bammx
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KOIler HcHonb3oBaHne pecypcoB Kommanun, Bnodas KOHOHISHIHAILHYIO
uudopMmaLio.

Iloapobuyo mapopmammo o0 koHpINKTe HHTepecoB Bbl Mokere MNOIVHHTH,
H3YYHB CIASAYIONNE BHYTPEHHHE JIOKYMEHTHI:

v llonuTHKa 1O YperyjIHpOBAHHIO KOH(IINKTA HHTEPecOB pabOTHHKOB H
JomKHOCTHRIX JTHIL AO «HK «KTXK»;

v [Moanrnka nporneoaeiicTena koppyma B AO «HK « KTH».

B. Moit 6am3K1il poJACTBeHHIK SB/ISeTCH JIOUKHOCTHRIM JHIIOM NOTEHIHAILHOIO NOCTABHNIKA,
KOTOPHII YJacTBYeT B OTKPHITOM KOHKYpce. S SBAAIOCH WIeHOM TeHJIepHOii KoMuccmi. Moxker
JTIE 3TO CUHTAThCA KOHGIIKTOM HHTepecos?

O. Mla, s10 cutyauns Kou(INKTa HHTepecoB, Bam HeoOXomMMO pacKpuiTh MOAPOOHYIO
cutyammno KommaaeHc-cmyxOe H He YYacTBOBaTh B IMpolecce NPHHATHA pelleHH B 3TOM
KOHKYpce.

HOJAPKH H 3HAKH IN'OCTEIIPHHMCTBA

Homururka Komunauum AONYCRACT CrapJaprHbie o IpHEMJIEMBIC 3HAKH
TOCTCHPHHMCTEA, OKA3AHHLBIC B OTHOHICHHH TPCTHHX JIHI HJIH HOJYYUICHHBIC
OT HHX.

OHaxo, MOJIyHEeHHE I Jape€HHE IIOJAapKOB, a TaKXKE OKa3aHHe 3HaKOB
FOCTENIPHHMCTBA MOXKET CO3/1aTh HeOOOCHOBAHHOE OXKIJIAHHE CO CTOPOHEI
TPETHEIO JIHIIa IJIH BIIEYaTJIICHHE TOro. HWIO Bri oOkazwiBaeTe NpeanovICHNE
TPETHhEMY JHIOY MO IpHYHHaAM JHYHOH BBRITOABI, a HE Mo 00OCHOBAHHBIM
KOMMEPHIECKHM cooﬁpaxemmm.

ITon nojapKkaMn H 3HakKaMil TOCTEHNPHHMCTBA TIOJIPAa3syMEBAlOTCA HE TOJIBKO
HAINYHBIC JCHBIH, HO H BCC HYTO HMECT HCHHOCTL, MNpeilaracMylo Il
MOJITYUYCHHYIO pa6onmxamn H JIOJDKHOCTHREIMH  JIHIaMIT 1IpH  OCVIICCTRICHITH
aesreaboctn B KoMnaum.

[louamie n TONKOBaHHE IIOIapKOB H 3HAKOB rOoCTCHpHHMCTBA BapbHPYETICA B
3aBHCHMOCTH OT pasHbIX TOMEK 3PCHHA, MO3TOMY, NOIYYEHHC ITIO/IaPKOB H 3HAKOB
FOCTCHPHHMCTBA HE JQOJDKHO HMETh NOTCHOHAIBHOIO BIHAHHA Ha MOponecc
TIPHHATHA PCHICHIA.

Bammu odsizaHHOCTH:

> C OCTOPOXKHOCTBK) OLEHHBAiITe THII, LEHHOCTH M CYMMY lpeiaraeMoro
HJIH MOAYYEHHOrO MoAapka HIH 3HaKa TOCTENpHIMCTBA,

r Huxorja He npejyiaraiite, He CTpeMHTECh HOJIYYHTL H He Oepure JeHbLIH,
JICHEKHBIC 3KBHBAICHTDI, [IEPCOHANBHBIC YCAYTH WK JII00ObIe ApyrHe He3aKOHHbIe
IUTH HeNpHeMJIEMBIE MOAapKH H 3HAKH IOCTEIPHIIMCTBA;

- Ecan nogapku, koropsie Bel npeuiaraere win noiyqaere, MOryr HOBIHSTH
Ha Ipolecc NMPHHATHA PelIeHHA, HHKOI/Ia He NMPHHHMAITE M HE JapHTe TaKHe
HOIapKHL.
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Ha uro Bam HeoOxoanMo 0OpaTHTL BHEMaHHE:

. Jlrobele HenpHeMIJIEMBIE MOJAAPKHI H 3HAKH TOCTENPHHMCTBA B HAIHYHBIX
JIeHbraX MM B JICHEXKHOM 9SKBHBAJECHTE, INpejiaracMpie HIH TMOIYYEHHBIC MpH
3aKyIKe TOBapoB, paboT u yciayr, npH Haiime Ha paboTy HIIN TPYA0YCTpOIicTBE;

. JlioOpie mojgapki M [PENOAHOMICHHA, KOTOPLIe MOIYT NOBIHATH Ha Baie
pemenne 1 00BEKTHBHOCTE HIH pelIeHine i 00beKTHRHOCTE Bamunx koser.

Bonpoc nosapkos it npeAcTaBHTeILCKHX pacxooB noapodno omucan B [MoxnTike
npotuBogeiicteus koppynimn B AO «HK «KTHA».

B. meloTcs mit Kakie-anto orpanimieHns B MOJydeHiTH NoapKos oT 6n3nec-napTHepon?

O. Vronorsslii Kojgeke Pecnydnukn KazaxeraH yeTaHapinsaeT, 4To [ONY4EHHE CYMMbI, He
NPEBBIMIAIONIETT IBYX MECATHBIX PacueTHLIX MOKazaTe/e JOIKHOCTHRIMI JIHIAMH, He ABIAETCA
BIATKOIL. B nenom, moboe 10aKHOCTHOR Mo 1w paboTHHK KoMnaHHN He J0JIAHBI M0Iy4aTh
LCHHOCTH, KOTOPRIE MOTYT OB/MIATH Ha HX pemeHns. JIxodoil no1apox MOKET paccMaTpHBATHCH
B KAYCCTBE B3ATKIL, CCIIH 3T0 HMCET BAUSHIE HA NPHHATHE PelIeHHs.

B: Oy M3 HAINNX NOCTaBIINKOB NMPEIIONIUT MHe OmieT Ha (PHHATBHBIT MAaTd UeMITIOHATa
Epponst o ¢pyréoay, KOTOPHIT MPOXOINT 3a pydexoM. Mory i 8 NPHHATS 3TH O1eTs?

O: Camoe yMecTHOE H NMPOCTOE B JaHHOI CHTYAIIN - 00BACHHTH MOCTABIIKY, YTO NPHHATIE
TaKoro  OpeploxeHns  sanpemeno  IloaurTukoil  nporusojelicTBHS  KOppYINImH B
AO «HK «KTXK».

3ABOTA O HAHIEIT KOMIIAHHH

3AIIHNTA AKTHBORB

Kaxcowiit pabomuux omsememeenen ia Hadaelcauiee ynpasieHue aKkmusamu
Obuwecmea. Haodneycawee ynpasienue axKmueamu GKIoNaem KOHMPOIL u
noodepicanue uHEECMUKUH, peiepeoe u cobcmeennocmu Komnanuu.

IMToa akrusamu KomiaHim HOoApasyMeBarwTCA [POHU3IBOJACTBCHHBLIC AKTHBBI,
TCXHOMOI'NH, HMVYILICCTBO, JICHCKHBIC  CpCJICTBA, lmtbopm ams, OOBEKTIh
HHT emxemyam,uoﬁ COOCTBEHHOCTH H Ap.

Henaanexamiee HCNONB30BAHHE AKTHBOB CO3/1aeT NPENATCTBHA B paboTe, HAHOCHT
ymepd Komnanmm.

Jioboe ncnonpzopanie akTHEOB KOMITaHHH B JIHYHBIX [EAAX HE AOITyCKacres.

Baumu obsizannoctu:
r bepernre akTneel 1 pMymecTso Kommannn kak Bame manoe:;

- Henonpayiite sddexrusuo, 3amumaiire o1 yrpars, Kpaxu, HCIOAL3OBAHUA
HE 110 HA3HAYCHHIO, a TAKXKE HE JOMycKaiiTe HX He3aKOHHOIO HCTIONB30BAHNIA,

- He pasrnamaiire cBejgeHus paloTHHKY, Y KOTOpOro Her ciayxkeOHoil

HeoOXOAHMOCTH B JOCTYIIE K JaHHOI HHOpMaLii;
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r ObGecneusTe COOTBETCTBYIONIEE pa3pellieHIe H TOYHYIO JOKYMEHTAIHIO JUIs
HCIIO/IB30 BaHUS aKTHBOB.

Ha aro Bam neobxoanmo obpaTHThL BHHMAaHHE:

. IIpHcBOCHNE WIIN pacTpaTa aKTHROB,
. Henauiexauee obecrieyerie COXpaHHOCTH aKTHBOB,
. JIoOple NpH3HAKH MOIICHHNYCCTBA, YiepOa M XHICHHS.

Bonpoc. S 3naro, uro KoMnanis npoaeT akTHBb! MO JaHIDKEHHOI ene B pamkax IIporpamms
NpPHBATH3AIMN, W A MOJAraio, 9T0 HeHa — HIDKe PHIHOYHOMN. (O3HauaeT JH 3T0, 4TO MBI HE
3aIIHIIaeM Halmt aKTHBR ?

Orser. [lpuBaTisaniig S8I8eTCS OJHIM H3 CHOCODOB Toro, Kak KoMMaHHA YIIpasIgeT CBOHMI
akriBaMu. JIyumas mena opmiipyercs myreM IMpo3padHOCTH I KOHKYpenmmn. [loatomy, ecmi
Brr y3namn o mobom ciydae HapymeHHA Nponeayphl NPHBATH3ANN ILTH JI00bIX MOI03PEHIAX,
coobumite  Bamemy —HenocpejcTBeHHOMY pykoBomnTeno, B KommiaeHc-ciayxOy, B
JlenapTaMeHT KOpHopaTHBHOI Oe3oracHoCTH WIN Ha ['opsauyIo MHIO.

INPO3PAYHOCTH ®PHHAHCOBBIX OTHETOB

Komnanua npedocmaensem mounyo u noauyw (Quuancoeyo uxpopmayuio.
Bee (unancoewe dannvie, sanucu u omuemuvi OOJNCHBI COOMEEMCMEOCAM b
Medicoynapodnvim Cmandapmam Dunancosoi Omuemnocmu,
sakonodameavemey Pecnybnurku Kazaxcman u sHympenHHum OOKyMeHmam
Komnanuu.

Bee caenku i cyera A0JKHBI ObITH 1OCHEA0BATEABHBIMH 1 KIACCH(DHIIHPOBAHBI
AOKHEIM o0pazoM. PemeHHs JOMAKHBI OCHOBHIBATHCH Ha MHONHEIX H TOYHBIX
naunbix.  [lpezocraBnenme  HEeTOYHOIN,  HENOJAHOIl,  NPOTHBOpEeMHBON M
HECBOCBPEMEHHOIT OTHETHOCTH ABJISETCHA HEJOIMYCTHMBIM.

3anpemaercs  moboe  ncKakeHne  (akToB, QanbcHpHKAMA  JOKYMEHTOB,
HCKaKEeHHEe HCTHHHOTO XapakTepa JI00BIX ONepalliii, HCI0IB30BaHIE He3aKOHHBIX
(GHHAHCOBBIX ONepanyii, OKa3anHe JaBJICHNA HA PaGOTHHKOB C HEIBIO HCKaKEHNA
(GHHAHCOBOIT OTYETHOCTH I YHETHBIX JOKYMEHTOB.

Bammu obszannocTH:

»  JlobpocoBecTHO perucTpHpyiiTe C/IeJIKH I J0TrOBOPHI;

r Bemare nonHelil, TOUHBI H CBOEBPEMEHHBII YUET BCEX JIEJTOBBIX ONepaIiHii;
»  He ncnone3yiiTe CKpBITHIE 3AMICH I He3aKOHHBIE (MITHAHCOBEIE OIEPALIHIL;

r OxaspiBaiiTe nMonHoe cojleficTBHE BHYTPEHHHM H BHEIIHHM ayaHTOpaM,
Npe/IOCTaRIANTe MM TOUHYK HHpOpMANHIO H, 10 HX 3anpocy M NPH HATHYHH
COOTBETCTBYIOIINX paspemennii, obecrneybTe MM JOCTYN K JOKYMCHTaM H
BO3MOKHOCTH NPOHHTEPBLIOHPOBATEH PabOTHHKOB.
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Ha wro Bam Heobxoanmo o6paTHTL BHHMAHHE!

. HenpapiuibHble H HEMOJHBIE OTYETHI C 3aBBIICHHBLIMH (DIHAHCOBBIMIL
MPOTHO3aMH 1 HENPaBHIBHBEIMH MTOKA3aTe/IAMH PaCcX0/I0B;

. [Ipr3Haky HeYecTHOI ACATEIBHOCTH, HANPHUMEP HCIOAB3OBAHME CPEICTB
ne-(hakTo B HHBIX HENAX, He 0D03HAMCHHBIX JAe-I0pe;

. Henonubie 0 HeTOUHBIC PACX0/1bl HA KOMAHAHPOBKH U HHBIC PACXO/1bI;

. HecoorBercTBiue  NPOM3BOACTBEHHOI  JCATE/NBHOCTH  (DHHAHCOBBIM
pe3yiabTaTaM.

B. Ceimac maer nociaeHdas HeAelns KBapTAIhHOIO OTYETHOro nepuoia. Moil pyKoBOJHTES,
CIpemMsch ODeCIeunTh JMOCTIDKEHIEe HeoOXOMMBIX MoKasareseil 3a KBapTal, MONPOCIUT MEHS
BHECTH B Y4eTHbl€ JOKYMEHTHI 3aICh O HENOATBEPKICHHON CIEIKE, KOTOpas 3aBEpLIITCH
TOBKO Ha ciaexyiomeil Hexene., Mue Kaxercss, HHKOMY He Oyzxer ot IToro spexa. Mory s
cjIeNaTh, Kak OH MHE ropopuT?

O. Her. Jloxoas! # pacXo/s! JOKHB! YYHTBIBATECA B COOTBEeTCTBYIOMMI nepuo. Clenka eme
He 3aBeplleHa, I BKIOYeHHe ee B 0ojee paHHHI MepHoi NPHBEAeT K HCKAKEHHI (hakToB H
pacleHnBaeTcs Kak MomeHHnYecTso. Bama 0043aHHOCTS B IAHHOM CIIyYae 3aKmouaeTcs B TOM,
1T00b! COOONIHTE 0 curvay OuHancosoMy Kortponepy/Ciyx0y BHYIPCHHETO ayaHTa.

VIIPABJIEHHE HH®OPMAITHE

Mut ucnonvzyem unopmayuio & nawieit nOECEOHEEHON OdeamensHocmu O0as
npunamun ouznec-pewienun. Hugopmayun npedcmaensem coboi axmue
Komnanuu, wacmo Komopoiu aeanemen KOHGpudenyuanvroi.
Konuguoenyuanvnas ungopmauun sxiouaem € cebs Hawie HOy-xay u Opyzyio
KOHKYPEHMOCNOCOOHYI0  uH(pOpMayuio, nepcoHarsiuie Oannvie U UHYIO
uHpopMauUIO, KOMOPAR HUKO20a HE DONNCHA PACKPLIBAMBCA MPEMbUM TUHAM
bes paspewtenus Ha ymo.

Bamn obsisannocTH:

r Hemurecs konduaenupansuoii nadopmanmeii 3a npexenamn Komnaunn
CTPOIo 10 HeoOXOAMMOCTH H TOIBKO IOCHe [MOJIYMeHHS COOTBETCTBYIOIIEIO
paspemieHns CO CTOPOHBI  YIOJHOMOYEHHBIX CTPYKTYPHBIX TOApa3/ieIeHHit

Kommnannu;

r CobmopaiiTe Bce BHYTpeHHHE TpeOOBaHHA 11 OTPAaHMYEHNA OTHOCHTEIBHO
packpeiTia KoHpuACHIHAILHOI HHbOpMALI;

r IpivuTe Mepsl UIA 3alATH KOHQUAeHIManpHoiT nuGopMmamy, ecan Bol
Y3HAIH 0 Kakoii-nnbo ee yreuke;

> [Moamumure obs3arenseTBO 0  HEpasMalleHHH  KOH(HACHIHAILHOIN
nHpOpMaLIH:

r ViocroBepbTech, YTO TPEThbH JIMIA [OMANMCAIH  KOHQHICHIHAILHOE

corfameHne 10 Toro, kak Bel packpoere nM KOHGHASHINATBHYIO HHPOPMALIHIO.

Ha uro Bam Heobxoaumo oOpaTHTL BHHMAHHE:

. Obcyxenne KoH(QHICHIHANBHOH HHGOPMAIMH C TPETBHMH JHIAMH B
00IMeCTBEHHBIX MeCTax:

. [osrnenne moboit koH(IAeHIHaTBHOIT HHpopMaimn B CMIL
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O roMm, Kak ofecreuiTs COXpaHHOCTHL KOHOpuIeHUanbHOH uubopmanun Bot
y3HaeTe, HIYIHB!

v Ilpagina  obecriedeHHA  COXPAaHHOCTH  KOMMEpYECKOil  TaifHBl  H
koHpHAeHIMansHOil HEGopMamnn AO «HK «KTH»;

v Homurnky magopmammonnoii 6ezonacuocTn AO «HK «KTA».

B: Ham OsiBunmi paboTHIK, KOTOPHKIL paHkIlle padoTan BMecTe ¢o MHOIl, obparuics ¢ npocsboii
nepenaTh eMy KON HEKOTOPLIX MaTEPIAIos, Hajl KOTOPLIMH MBI BMecTe pabotamn. S otBeTin
emy, 9To nojaymao. Yo Mue Teneps aenats?

O: Bml He mnMeeTe npaBa MPeAOCTaBIsTh KoHOHAeHIMaTbHYIO HHbopMmamno Kommamimn
Bamemy OwiBmiemy Komulere. HeMEUICHHO CBSUKHTECh € BalmM  HENOCPEACTBEHHBIM
PYKOBOIITENEM, KOTOPHIii, B CBOIO 04epelb, MOCTABHT 00 3TOM B H3BECTHOCTH JIEMapTaMEHT
KOPHOPATHBHOM 0€30MAaCHOCTH, KOTOpbIE peinar, KakuM o0paszoM KoMmaHHA MOKET 3alHTHIb
CBOIO KOHOIIEHIHANBHYIO HEGOPMAITITIO i COOCTBEHHOCTD.

B: 51 nonyqmnn sampoc o1 OH3Heca-TIapTHEPa O NPeJoCTaB/IeHIT HHPOPMAIIHI IO COBMECTHOMY
IPOEKTY, HO 8 He YBepeH, HMEI0 J1it S PaBo Tak nocrynars?

O: B J0mxHB VyOeMHTBCH, 9YT0 3Ta HHGoOpMamig He fBIdeTcs KOH(IUICHIHATBHOM
nHdopmaliieii B COOTBETCTBHII ¢ BHYTPEHHUME JokyMenTamn Komnanmm. Ecin y Bac Bee eme
IIMEIOTCA BOMPOCH, MoJKaiyiicTa, obpatnTech K BaneMy HermocpeicTBEHHOMY PYKOBOIHTETIO
HUTH NPeJICTABHTEIIO JIenapTaMeHTa KopropaTHsHoil Ge3onacHocTi.

B: Oxnasas! g padotan gonosgHa B oduce. Korja s samell B KONMHPOBATHHYIO KOMHATY, TO
Haorenl HeGONBIIYI0 MAYKy JAOKYMEHTOB MO MEPCOHATY B COPTHPOBOYHOM YcTpoiictBe, S
3aMeriul, 41O KONHH cojep&ar nHpopMmamio o 3apaboTHoil mwrare paboOTHHKOB 11 MHBIE
NepCOHaIbHbIC JaHHBIC, Sl He X04y, 9TOOBl Y KOTO-TO BO3HHKIN NpoOIeMbl, HO AVMaio, 4TO
TAKOro poja HHGOPMAINIKO He ¢lleAVeT OCTABIATS Ha Beeodmiee o0o3penne. Uto MHe Jenats?

O: Bbl 10/KHBI BepHYTH OyMaru /HIY, OTBEICTBEHHOMY 3a pacyeT 3apa0oOTHOIl IUIaThl,
HezaMeUIHTeNbHO N B KOHQIJICHIIAMLHOM Nopsixe. Bol Takke jomkHb cooduurms o0
oOHapy#eHHBIX BaMu JokyMeHTax 1 Bammx JeficTBHAX CBOEMY HEeNOCPEICTBEHHOMY
PYKOBOIHTEMO IUIM PYKOBOMHTENIO MHOJApPA3feNcHIs, OTBEHAOMEMY 3a pacdeT 3apaboTHOI
IIaTHL. 3almTa KOH(IISHIIHATBHOCTH I HeNMPHKOCHOBEHHOCTI HacTHOIT HHGOpMAINIH ABIfETCA
JUMHON  00S3aHHOCTRIO Kasgoro paborunka Kommnawun, Bel npasBwibHO nocryiiaere, 4ro
obpaniaere BHIIMaHNe Ha Takne (aKTsl 11 peInpiHIMaeTe COOTBETCTBYIONIIE AefCTBHS.

KAK OBECHEYHBAETCH COB/MIOJEHHE KOJEKCA STHKH H
HOBEJIEHHA?

Baxcro, umobui Kaxcowiit padomHuk uau OO0ANCHOCMHOE JUWO Yeadcanu
npososcnamwennsie 6 Komnanuu yennocmu, a maxsice credoeanu cmanoapmam
noeedenusn, uinodcennvim 6 nacmoswiem Kodexce npu ucnoanenuu ceoux
dondicHocmubx obazannocmeir. Hudce npueedens: nepevie 0CHOGHbIC AU

v IIpounraiire 1 ocmeicuTe 1ojioKeHns Hacroamero Kojekca;
v' Crporo mnpmjepxknBaiiTech nonoxennii Hactosmero Kojekca B CBOHX

CJ0BaxX H AeiCTBHAX;
v' Belpaxkaiite 06eCIOKOCHHOCTH 1 HHPOPMHPYIITE 0 KOMIUIAEHC-PHCKaX.
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Eciu 6w ne inaeme, Kak npasuivno nocmynums, iadaime cebe ciaedyiouiue
eonpocoi:

v CooTtBeTcTBYET JIH Moe JieficTBHEe HacTosAmeMy Kojekcy?

v CoOTBETCTBYET JIH 2TO NMPOBO3IJIANMIEHHBIM NeHHocTAM Kommanmn, mMonm
JIMYHBIM LEHHOCTAM?

v' Druvaso au 3107

v' 3akoHHO JH 3707

v Ecan 0 MoeM noBeIcHHH CTaHeT W3BECTHO OOIIECTBEHHOCTH, OYIeT JH Moe
noBejeHHe npuemiemo?

v Vyen (-1a) 1 4 Bee ANBTEPHATHBHBIC BAPHAHTHI JeicTBHIT?

JInunoe 0083aTE/ILCTBO NOCTYNATE NPABWILHO:
e BuHMaTeIbHO H3YHHTH, HOHATH, I JOOPOCOBECTHO CIICAOBATHL IPHHIMIIAM I
nonoxkenusm Hacrosuero Kojgexca;

r IIpn npuEATHH pemeHuil B Xoje CBOeil MOBCEJAHEBHON IEATEILHOCTH
PYKOBOJCTBOBATLCS  LEHHOCTAMH, JTHYECKHMH [PHHIMIAMI B HOPMaMH
MOBEACHUSA, MPEAYCMOTPEHHBIME HacToAM Koaekcom;

r IlposiBiaTe ocMmoTpuTENbHOCTE M H30erars NPH3HAKH HEHAUIEKallero
MOBCACHHSA

r Osnakomurecs ¢ lloawrukoit  npoTHROjAENCTBHA  KOPPYHIIHH B
AO «HK «KTXK» juist nmoHuManns HyJI€BOIl TePIHMOCTH K JIOOBIM [POSBIICHISAM
KOPPYIIHH BO BeeX chepax gearensHocTn KoMnanmm:

- Coobmars © HapylleHHsX, KOTOpble cTaHyr Bam u3BecTHbI, J1H00BIM
cniocobom HH(OPMHPOBAHHA, NpeyCMOTPEHHBIX ITomrmikoii
koHbuaeHnnansHOro HHGopMuposanust B AO «HK «KTHM:

r o0pamareca Mo BONpOCaM KOMIUIAGHC YNOJHOMOYEHHBIM imiam Komnannn
A0A npuHATHA cooTBercTBYIommx mep. Ilpu srom, KoMnanma rapantupyer, 4ro
npasa pabOTHHKOB He OYAYT YIIEMICHE], a HX aHOHIMHOCTH He OyzleT HapyIleHa B

cllydae Takoro odpaieHns.

Msi co Beeil cepbe3HOCTBIO OTHOCHMCS K Hactosmemy Kogekcy m cumraem ero
HCTIOIHEHHE OJIHOI N3 HamuX Hanbonee NMPHOPHTETHBIX 3ajiad, HO MBI TaKKe
MOHIMaeM, WTO HHOIJA CJIOKHO ONpeAeNiTh, HTO MPAaBIUIBHO, a 9YTO — HET.
HMEHHO 1O3TOMY MBI TIPH3LIBAEM BCEX K OTKPRITOMY OOIIEHHIO.

Ecau y Bac ecmb coOMHEHUA & NPpasuabHOCmMu mozo wik uHozo pewenusn, Bo
ecec0a moxceme odpamumucs K Bawemy nenocpedcmeennomy pykosodumenio,
6 Komnaaenc-caymncoy uau na I'opauyio aunuio.

Ecau Bu euoume, umo Baw eonpoc ocmaics be3 omeema, a npobaema ne

pewiena — nacmaueaime Ha noiydenuu omeema u pewernusn. He ocmasaimecs
pasrodyuinvim!
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B. A nyman o Tom, utoOBr oOpatiThes Ha [opsuyio JIHHHIO, HO HE YBepeH, Cleayer i MHe
aenarsb 310. Moii HenocpeCTBeHHbIT PYKOBOIHTENb NOPYIILT MHE CAENATh HEUTO, UTO KakeTcs
MHE HENpaBIIbHBIM I, BO3MOKHO, Jake He3aKOHHBIM. Sl Iymalo, 9T0 J0KEeH COOONUITh KOMY-
TO. KIO MOXKET paccMOTpeTh 3TOT BONpo¢, HO O0i0ch, YI0 MOl HEHOCPEICTBEHHBII
PYKOBOIHTENH OCIOARHHT MHE AIT3Hb Ha paboTe, ec 8 Tak noctyino. Yro mue tenars?

O. Ecimt Bel cuntaere, 410 BBISBIUIH HOTEHIHATBHO CePHE3HYIO 11podiemy, 1o 06 3ToM creayer
HezaMeUmTenbHo coodmuTh. Ecnn Bel cunraere HenenecooOpasHeM ofpamieHue K Bamemy
HenocpeJICTBeHHOMY pyKoBoanTeno, Bu Moxere obpatimees B Komiviaenc-caykOy miam Ha
Fopsuyio muuo. KoMDasmg paccMOTpHT CHTYAIK o He Jjonyerur, 4wrodsl Bauw
HEMOCPEICTBEHHBIT PYKOBOMTET: HIOH KTo-mibo eme npeciexopan Bac, [IpasmwibHEIM B
J@HHO cHTyaimn Oyjer 00s3arebHo coobTs 0 cBoeli 00ecioKOeHHOCTIH.

Hacrosnumii Kojeke Bo3araer JoNoIHNATEbHBIC 00A3aHHOCTH Ha PYKOBOAHTEICH
H JIOIKHOCTHBIX JIHIL, KOTOPBIE HECYT OTBETCTBEHHOCTH 3a MOIEPAKAHNE BHICOKHX
THYCCKHX CTAHAAPTOB noBejaenns B Komnanum,

[Tomuure: Bbl - nmiepsl, OTBeTCTBEHHbIE 3a co3gaHune armocdepsl, B KoTOpoit
pabotankam KoMmIaHmn npenocTaBRlIeHBI Bce HeOOXOIHMBIE BO3MOXHOCTH JUIA
sdpexTuBHOIl peanm3anmH IOCTARISHHBIX CTPATErMYeCKHX H OIepPallHOHHBIX
neneii.

3ajaua PYKOBOJMTENS — MOOMIPATE padory B CTPOrOM COOTBETCTBHH C
KOPHOPATHBHOH Ky/IbTYpoili 1 uenHoctsamu KoMiauun, He NpensIcTBoBaTh
OOCYAK/ICHHIO BO3HHKAIONMX TpobieM, 3a00THTBCA O pasBHTHH pPabOTHHKOB,
JIHYHBIM [IPHMEPOM JAeMOHCTPHPOBATH [IOBEICHHE, COOTBETCTBYIONICE [IPHHIIHITAM
Hacrosmero Kogekca i 3THaHOMY BeieHnIo Ou3Heca.

Pykosogcrso Kommanmn Takke HeCeT OTBCICTBEHHOCTH 3a  YIpPaBICHHE
KOMILIACHC-DHCKAMH, HANpPaBICHHOE Ha CBOCBPEMEHHOE IIpeJIOTBpAllleHHe H
s dexruBHOe pearupoBaHiie Ha BO3MOXKHbIC [POOJIEMHbIE 30HBI, HApYILICHHA,
YIIYIIEHHA H HECOOTBETCTBIA.

Bamu odsizaunocTu:

r Voeautecs B ToM, 4ro Bamm noAYMHEHHBIC NMOHHMAIOT H COOMIOAAIOT
TpeGoBanns Hactosmero Kojexkca i HHBIX BHYTPEHHHX KOMILIA€HC-TIOIHTHK:

r IlpoaBurars NOpPHHINMI HYJICBON TePpHHMOCTH K MOOBIM [IPOABJICHHAM
KOppYIIIHH Bo BeeX cdepax aestensHocTH KoMmannm;

r Co3aBath YCJIOBIS, LPH KOTOPBIX PAGOTHIKH FOTOBBI, OTKPLITO 3asBIATH O
TOM, UTO HX O€CNOKOHT;

r [oasepxuBarh MOMHTHKY O HEJAONYCTHMOCTH NPHHATHA OTBETHBIX MEp B
OTHOIIEHHH pabOTHHKOB, COOOMAIONTIX O HAPYIICHHAX,

> Ilpn oneske pabOTHHKOB YYHTHIBATE COOMIOACHHE HMH IOJIOXKEHHIT
Hacrosamero Kojekca,

r [oompsars n00pocoBecTHOE NOBeJCHHE PabOTHHKOB B COOTBETCTBHH C
noaokennamn Hacrosmero Kojekca,

r OcylecTBiIsTh  KOHTpOIb 1 obecredeHHe BbLINOIHEHHE IOMOKEHUIT
nacrosmero Koaekca it HHBIX KOMIUIACHC-TIOINTHK,

21
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X

»  He noompsts # He JaBaTh PacHOPsSKEHHIT MOAYHHEHHBIM MO JOCTIDKEHHIO
Pe3yAbTATOB LEHOIl HApyIUEeHUS 3aKOHOAATENbHLIX M HHBIX TpeboBaHuii, HOPM
ITHKH H NOBEJICHHA.

Ecau xk Bam obpamuiucs ¢ éonpocom uiu npobvaemout, Bui dorxcnu yoeiums
maxoit npobieme donxcroe snumanue. Ilpu naruuuu comnenuil, obpamumecs
3a koncyrvmayueit 6 Kovniaaenc-ciaymncoy.

ITpuBepKEHHOCTE W CcOOMOJICHHE 3THYSCKHX H KOMIUIacHC-TpeGoBaHmiT - 3TO
OTBETCTBCHHOCTh Kak0ro, kro paboraer B Komnanum wiam npeicrasiser ee
HHTEPECHL.

Hapymenne Hacrosinero Kojekca speaur penyrauun 1 padore nawmeii Kommannn
I MOXKeT HPHBECTH K JHCIHIUIMHAPHBIM HAaKa3aHHSM U YBOJIbHeHHIO. Baxkno
OTMETHTBL, YTO HecoO/noJeHHe Onpeae/IeHHbIX paztenoB Hacrosuero Kozgekca
MOMKET  SBIATBCA  HAPYUICHHEM  AHTHKOPPYILHOHHOIO  3aKOHOAATENbLCTBA
Pecniydrmkn  KasaxcTal W BHYTPEHHHX  KOIUIACHC-TIONIMTHK H  MOBACYH
[HEPCOHANBHYIO  OTBCICTBCHHOCTb, YCTAHOBJICHHYIO 3akoHamn PecnyOnukun
Kazaxcran.

Kommnaenc-cnyxba Oeper Ha cebs JuaepcIBo B pealH3alliil  HAacTOALEIO
Konekca.

Komnnaenc-cryx06a, B paMKax MOJTOTOBKH €XEKBAPTAIBHOIO OTHETa O CBOEil
aestrenbHocT Cosery aupekropos AO HK «KTK», Brmouaer undopmamino o
npakTike codmoaenns Hactoamero Kojekca.

Ecau Bam oyodym HeobX00uMbl peKoMeHOAUUU WU COBembl 6 OMHOUECHUN
nonoxcenuit  nacmosweco Koodexca, npocum obpamumvcs K - ceoemy
Henocpedcmeennomy pykosooumenio unu 6 Komnaaenc-caysxcoy.

Eciu Bam cmano useecmno o Hapyuwenuax nojoxcenui nacmosweso Kodexca
N OpyZuUX KOMNIAeHC-npoweoyp, HympeHnux xonmponeit, Ban neobxooumo
HEMEOTeHHO COODWUMb 0 HUX NOCPEOCMEOM KAHAT068 KOHPUOCHUUATLHOO0
unpopmuposanus, npedycmompennvix Ioaumuxou Kongpuoenyuaibnozo
unopmuposanus, Komopas  paiMew{eHa - KopnopamueHom  eeb-caiime
www.rathvays kz 6o exnadke «Ilpomusodeicmeue Koppynuuuy.

Konwmaxmut  T'opsaueit Junuu yKasanwul HA  KOpnopamuenom eeb-caume
www.railways.kz.
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Appendix 4: Development of corporate culture

PA3BUTUE KOPMOPATUBHOW
KYABTYPbI
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1
12
13
14
15
16
17

AOAKMOTTY

o, nepeoro 3amectitear Npeaceaareas NpasasHum

3amecnitess Noeaceaareas NMPAsASHIE NO ACMICTIKE

Jamecvreas Npeaceaareas NPasAeHsE No COMHOHTOM

3Jomecmreab lNpeaceaareas NMpasaesig no obecrese o

3omecmreas Npeaceaaresn MNPasASHts NO KOPNORATHEHLEIM Bonpocam it HR
KomnaaeHc-caywba

YNpaaAROuLE: AMPpexTop - TAQEHEIN WHxeHED

Ynpasaniouuw: apextiop no HR (Apextop no YNposasHeD NeEpCoHaAam)

YNpasARIOLUI AMPEXTOR MO BEIONCCHOCTH ABVXEHWE - AMDEXTOD AENORTOMEHTO
Ge30NacHOCTI AL XEMIA

YNGORANIOUUG AMPEXTOP - avpecTop doumanoaa AO «HK «KTXn - «LLAALL

YNpOeASIOLUt AMPERTOR - AMPEXTOR MAnACQ AO wHK «KTXKu - ol{TE»
AD oLTX - Mpyicese nepesoikim

AQ WfaCccoisipcre Nepenc3Kis

PrAnoA AD fHK «KTX» « sAMDOKLLIIA MOTHCTRAABHON CETiHN
AenapromenT crpareniit i KopNoPaMaHore PAasimia
Aenaprasmenr no patore co CMH

ALNQRTOMENT N0 YNPABASHINO DUCKOMM 1 BHYTDEHHEMY KOHTROAMD
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HRY A ATy
ALIEN - AUCT COrAQCOBaHMA

18 AVPEXToR NO PO3armed YY «KopnopaTHaHL yHUaspouTeT «Campyk-KaswHan

v.;éo_//
(N0 COrAQCOBaHMD) 7 7
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2019, anpeas

2019, mioAL

2020, norGps

94

O630p NPOEKTA U AGABHEHLLME WArK

OHAQHH-TOADCOBAHMM NPVHIAN YHOCTHE Doase
000 paBoTHMKOS rEYIMbE KOAMNaHIM KTX¥

akporias BAATO rabpaa Boaee 25% reAocos

b - BesonacHoCTs

A - Avaepcrao

A = AraBuLuim
F=TopAaoCTs

O - OrEeIcIBeHHOCTE

MHTEHCHEHLIE KOMMYHHKTUMM ~ TAQBHAR
3aaava Ha 2019 roa

» ADBECTH AO BCEIU LEASBON OYAMTOPRIMM B
OXBOTE NPOEXTA LEHHOCTH 1 KOMMEBTEHLLMM,
COOTBETCTRYIOUUME HOBOW KYALTYRE

+  Obecneyntb NOIMTIMEHOS OTHOLUEHNE K
HOBOW KYARTYDE, LUEHHOTTIM, NPOEXTY

Kaovesoin KPI:

2020 roaA - 40% POCOTHMKOB 3HOKT 1 NOHUMQIOT
HOBRLIS LLIEHHOCTH

2021 roA - 0% poGOTHMKOBR POIASATOT
UEHHOCTA



oy
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e

9

- Hawm ueHHoCcT!

& N\

BE3IONACHT OT1BETCTBEHHOLTH

EEED

) @

AMASDCTBI fopaoCTs
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- Hawu ueHHOCTH

BE3OMNACHOCTb

Mbl HECEM
OTBETCTBEHHOCTb 3Q
XWM3Hb U 3A0POBLE
HALLUMX PABOTHMKOB U
NACCOXMPOB,

370 HALL FACBHbBIM
NPUOPUTET, BEAb HALLA
OLLMOKO MOXET MMETh
O4EHb BBICOKYIO WEHY
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£ - Hawm LeHHoCTH

Ham saxHE POOBTRIE CAGXEHHD;
BeAb tAbl YOCTS EAMHOTO
MmEXIHMIMA, KOTOPLIM paboraer
#0 6AQr0 KOXAOro HaLLEero
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AV AT
AMBULLUN

i ARE

|
‘Mbl C AOCTOUHCTBOM |
BCTPEYOEM BCE CAOXHOCTA M
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FOPAOCTb |

MbI nocsaLcem oTRACAKBCID "‘Z .
XW3Hb, MOCKOAbKY

AOCTABASEM KPUTUYHLICAAA
HACSABHA rOY3bl, COEAMBAEM
FOPQAT 1 rOCYACRETBA, U
pabotaem ACKE B CaMBIX

OTACAEHHLIMIPETMOHOX

CTP Qb T333A-0273

Mbl FOPAMMCA CBOEM
npocheCccHen U Tem, §T0 —-
HQLLIX ABAbI 1 OTLLLI PADOTAAK -

HQ XEAE3HOU AOROrE
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) 8

. A AT
OTBETCTBEHHOCTb

| Mbl 0Becneivsaem
KQYECTBEHHBIE YCAYIU AAS
BCEX HALLVX KAMEHTOB, BEAb
MbI-CDAQTMOH-HA-PbiHKE
TOAHCIORTHXYCAYF«Mbl
AODVBOEMCH PE3YAbTATA
ACGXE B CAMBIX CAOXHBIX

CUTYQLMAX; TOCKOALKY

ABAFEMCH ,
NPOMECCMOHOATMK CBOETO

AEAQ W OMMPAEMCH HO ONBITH o
Doraryio NCTopuio

......
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AOPOXHAS KAPTA
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- Kak mbl ByAem MEHATLCAT

HALL NYTb:

KAKME MbI? KAKME ¥ HAC KAK M| HTO AARHAC KAK Mb:

, . YIPABASEM : . AOBHBAEMCH
WSS PAEOTHHKAMIL? CERILIBAET? YCIX YCNEXA?

VAR
SO AAOCH N
MU S 18 [CK O8N

KAKWE Mbi? KAKHE ¥ HAC KAK Mbi IO ; H1O AAR HAC KAK Mbl
AWAEPLI? YIIPABASEM CHRISIBAET? YCNEX? AOBHBAEMCS
FABGOTHHKAMM? YCTNEXA?

WCCe o8

DO AATON NOS Y,
ADCOALON Dty s n
HT Dave e, T feelN
FOMOMRD
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Hawu npuMHUMUNBI

HIMEHEHIR 1 NYSA MO

JAM YA
TAASHCIT ITDONMA e e
NODeAQX MIA ROMMO NO

BOLR

TR U

Colaasame

OrmemaTe AOXe
obwec TaemnHy 0

|, CODUNOAM KOTCAMVIC
CIODOMHINON MIMEa=EMHIN 1
Y RIEA

MOASASEAM HX NOAHDM
BORASKOEM NIIBOAM O
MBS [COIATEM YA QreEHTON
POAAL T N

Masse nobeast
ROAACDXXY

HEE DIOAEN

MO MO8 M RDEA

o
focTp TOBASTH
CHCTEMY
o KOMTPOAN M
yuert

w4l By

H ADHNLLIMTAE EOMMY MMEOLLMM
TLUIM TRMHLL o

HMEDOPMOLMIO

THRE TIOAX:

Al €D S0 HTTTN O OTHOCHMOY
DOROKPATHIN POIYAMTOTOR

Z My petyalpnd v uivpo
MCT MHEPORMOLUNE

Al
IMEDOC L/ a0y

"

paryARDHS pabionne cace
ACHANECT
A TDCHHGY

Ny

YOCCMAXQ] . MM SCoREs | TIES L
JOOLLIS A Oox
P NAOYNOM

ITEOTOCTM KX 2

Mgt TQBOLM A TOAD MDXRAY

Feamronate
HE TOALKD
MPOWESCCHLIR, HO M
CHMOOAMMNECKHE
WIMEHOMHA

POPMMPOROTH
FOTOBHOC TH K
NOREAEHOM

i SOTRD OC RIS

DOMMYLLIOCTIO DYAWVL
S K OALIH N BCINARAIND

IR HEAOCIONGH TTKaIa OF
MASHEIE L ST U YO0

TORAR, hetopem C

P |

PAIOT HOBWD

PIOMOX DIOT ADAM POITARASTE, TO

3. DOAMLINCTEO BIXHGIX
ARHOLIDX Yot
SONADOITN HAMEHMEHEM
TREMMMOR SETED
PN
WBOAM
TO 33
MMM CTOMT, DRODAAMDYET HDBEYK
MEMITA O

WAL Ky

T
conp
CHMRO AN

QNPAASAMTE CHMBOAR, KOT

LTYDY. i
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- Kak mbl GyAem MeHaTLCA?

Mbl MEHREMCR NYTEM:
U3MEHEHUA PABOTHUKOB

*  UeHHOCTM-MOAEAL KOMNETEHLLAM
— . MHTEHCHBHBIE KOMMYHMKOLUMM
«  OBparHas CBR3b
s Cucrema HEMAQTERMOALHOTO BOIHATROXASHMS
«  ObyveHhe
»  AMASDY XOK DOAGBLIE MOASAN

3AMEHbI PABOTHUKOB

*  Haim —noabop © yNETOM OUSHKK KOMNETEHLLM
*  [NpoagskeHme/ynpasaging NPeaeMCTEeHHOCTEO
«  Ouexxa COOTEeTTTERIMA [aTTecTalms)

»  OUBHKC ASITEALMOCTH — KCPRTO TOAGHTOB C
TIOKYCOM HQ DEIYARTOTEl ASRTEARHOCTTI
DQAIBATOCTE KOMNETEHLMIN

¢ YBOASHEHNE (NDUHLLAN HETEENUMOCTH] He
DEIYARTATUBHBLIX U HE COOTBETCTBYIOLLLAX
LLEHHOTTRM
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MAGH KOMMYHHKQLMA NO BHEAPEHUIO HOBOH KOPNOPATHBHOM KYALTYPbI

£ Moot ARMNHe OMPOC B8
MOCeRAS4E SRPOCOE OCIEATMASHHOT W
OCHIRAD WK KO PODDOMIE LEHOCTEN

Koaposca noantm o Comname, Coaess ABNDRER FIHEN,
A0 SO COMDDM IS M N

NEOBEASH
anpocos

I) Maow
KOMMY MO
"N
g Ny
g— \ COAZIee mayGranond 50T LEs-OCINN -

: COMYRC CaAN MCER POGOTWOR

-
{“)

e e I e AT

1O A N CORNODOTBMAL LEGITEN DM
RCEAEASH P4 EDDNORITIM S ASOONE I

QENOA S MOTEEUTAOR, NPOIGAS a0
OEWOCLI® KYDCOR NO UM E ADITOAMOCT
QUOMTMTHR type. noafiop

S aets B

Hro8pummune w0 POALITOWT 2 PAMOTreads
HITERSRAGE

HOHMBC AR ACTTITVOA GE-HDCTER KOMNOMIS
MO DEATO A MOTECMOADR (TON
FIDOBEAE S04 MEDTHWINS

LA

S DA O-KOMMYWME TSN

FOAMEA NO LEMHOCTRM, DDA C YIOCTIAM. 1O A\ //

AMEEARRDOS KOMITHAL JOMTYCK MOAOM S e
BHABCEAASHAM 10 ASMONCTEOLIMO NEMAEr s NS IPOHSON DOCCHAKD CO00LIoMR
LN OCTEE B NOBCR At st OEOD Ayss MAND s NOCTE0M. DOAMIN, CCOAMR saprovex thAATOaan0n
0O RN AS A DT RSN TNIMEIEAA C LAHHOC ISR
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aran (BHeApeHHe KOPNOpPaTHBHbIX LLEHHOCTEH)

AeTtansHbii NMaas kommyHukauui Ha 2019-2021 roas!

WHHLMaTHBSI | NepuoA peaAH3auA

BHeceHwe 0BHOBASHHBIX LIEHHOCTEN 8 KOAPOBYIO NOAMTAKY

o Cexmbps 20191,
BHeceHne 0BHOBASHHEIX LeHHOCTEH B CpaTento KomnaHim Cenmbps 20191,
e s BHeceHme 0BHOBAEHHbIX téeﬂuocrem KOAEKC ABAOBOM 3THKH Ce 20191
OMNQaKWM HTAOPS
pecypcos
COo3AQHME 1 HONDAHEHWE DAIAGAA N0 UEHHOCTAM HO
OCOULUGALHOM COMATE KOMMOHMN Oxm0ps 201Fr.
AAQMTOUMONHE KYRC HosGpb 2019r.
Poapabotka susyaasHoro 06poia uesHocTen Oxmbps 20197,
A0BQBAEH1E LIEHHOCTEN B MHAWBMAYOABHYIO NCATMCH
Sonean Oxrs6ps 20191
CrpuHceiseps [COIAOHUE JOCTABOK HA POBowMil IKPaH
KOMMBIOTERA) C HOBLIMM LLEHHOCTAMM OxnaGpe 201r.
KOMMYHUKOLIAW TOKCTORM KoNMyMIROLN
OBHOBABHHBIX POCCHIAKQ NO KOPNOPATMEHON NOHTE HOBbIX LIEHHOCTEN OxrsBps 20197
Lpnsaon Bymaxssie nocTeps (dopmars A3/A4/AS) ArS CTDYKTYPHbIX b 20201
MOADGIACABHUR, DVAMOAOS W AD, B TOM ACAE PErMOHLI Peapa '
MocTeps (80AHa 1) - HoBIE LUEHHOCTH ®espans 20201
Mocteps (B0AHA 2) - KOHKYDC #AMASDS! HOBOH KyABTY Db Mai 2020r.
Nocteps! (BOAHC 3) - MPAKTUKQ HOBOM KYASTYPS! = NOMTHBHBIE
oW Wioas 2020r,
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1_"_8";'7) 3 - aran (BHeApeHHe KOPNopaTHBHbIX LLEHHOCTEN)

AeTaAbHbii NAaH kommyHukaumin Ha 2019-2021 roast

NepoA peausauK

MocTeps! (H0AHD 4] — KOHKYDC ABTCKH PUCYNKOS 650AaYCH
Boaawan Ha Temy: tbAATO. LiersocTi KTXn ConmiGipes 2020r.
FoAAQN-NOCTEPS C HOBBMM LIEHHOCTRMM Daspoas 2020r.
CoaaHMe KOPNOPATHBHNX OTKEHITOK 1BAATOAGDICH Oxrabps 2019,
BHASOKOMMYHMKTLMM
BHASO-DOAMKI HE TEMY LOHHOCTSH HosGps 2019 - Anpeas 2020rr,
KOMMYHUKGLUMH
MUHI DOAMKS C YHACTHEM MEHBAXMENTO + NPAMOS PeYb
OGHOBABHHIX PABOTHHEOR KOMTNGHIN + KERC Mapr 2020,
UeHHocTen
POIAGTONHBIE MOTEPHOAR
Coiamme Benaxeln A pOBOTHUKOS © MCNOABICAOHIEM
UeHHOCTTER Oxmbpe 2019r.
AcBOBASHWE UEHHOCTEN HO ODMLOARHEIE Gatrai Oxmbps 20197,
ADBOBAEHME LIEHHOCTEN B HOCTOALHEIE, MOCTEHHNE KOAERAGDH
WG 2020-2021 1. Owtalps 2019r.
NCNOABIOBAHME LLEHHOCTENR HA XOPNCROTMBHEIX. CrIOPTHUEHSIX, Moct
MOADAEXKHNX 11 BAQIOTBODMTIEALHEIX MEPONPURTHAX
fpoReABHIE ONPOCO8 MoosessHHe r.:npocou OCDO::MAQHHOCTD_( OEHOBAGHMBIX HoR6ps 2020r.
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.?‘l;'{ 2 - aTan (BHeApeHWe KOPNOPATHBHBIX LLEHHOCTEH)
LA LY

AeTaabHbiv NMAaH xommyHukaumin Ha 2019-2021 roas!

MeponpuaTtue UHMLHOTHESI MepuoA pearnsaummn

NpogessHe BODKLIONOE C HOUDOASE QKTHBHBMI
NDEACTOBTEARMN MOACAENM HA TEMY LEHHOCTER Cxrsbpb 2019r.

A

PacAMIaUME NPOMPaMME * 100 MOAOABIX AL KTX" Asxabps 20197,
AVASDCKAR NDOMDAMMA AAR PYKCROAMTEASH Cesrsbob 20197.-MiosHs 2020r,
PassTie AMASPCTRO KK HR axaasmins Oxrs6ps 20191, — OKTHGPs 2020r,
BHEADEHNE MPUHLLNOR COMOOGYYEHUS Lexabps 2020r,
BHEADOHVA HOCTABHIMECTBO Aexobps 2021,
AMASDCKOA NPOIPOMMO Conmbpe 20191 -MioHs 2020r.
MNOAHOUEHHDE EPSADEHIE KOHKYPCHONO HAAMA Mo rpynne Mait 20157, - Wioss 2020r.

KOMIaHsE KX
MOAHOUEHHOS BHEAREHNE OLIEHION ASTTEALROCTH NO IPYNNE AsrycT 20197, - AaxoBps 2021r.

KomnoHl KTX
BHEADEHE TICTEME! YNIDABACHNA TGAQHTOMM Peaspass 2020r. - Aexabps 2021r,
Sanaiue BHEADEHWE CHCTEME! NARBMBHHOMD BOIROTPEIXASHWR NO
[ YR AAS .
“““":;Hm‘: PaIYALIAIOM OLIEHKN ABTEABHOCTH Anrycr 2019r. - AexaGps 2021r.

BHEADEHME CUCTEME POTOLL AAS SChThexTBHsIX poBonsikoe Mair 2019r. - Aexobps 2020r.
BHEADEHNE CHCTEMbI BHYTREMHMX KOMMYHINKOLIAA Mais 20191 - Aexabps 2021r.

MCNOALIOBOHME LUEHHOCTEN HO KORMODATHEMEIX, CNODTHBHMX flocros
MOACAEXHBX ¥ BACTOTEODMTEARMLX MBPOTIDHNETHAX
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- aran «BHEAPEeHHEe KOPNOPAaTHBHBIX LLEHHOCTEH)

AeTaabHbiit NAaH koMMyHMKauMK Ha 2019-2021 roas!

UHuumaTHasl Neproa peaAnIaumnm

)
s,nq
e

b

Q6y¥eH1e NO KOABKCY ABAOBDH ITHKH OxmBpes 20197, - Aexkabps 2020r,
O6ywaHHE N0 AHTMKOPPYNUMORHOR NOAMTUKE OxmGpe 20191, - Aexabpe 2020r.
OGydeHme 1o NPEACCTARAEHWO OODATHON CERIM Oxrps 20197, - Aexabps 2020r.
OBYHSHVE NO MOASAM KOMIETEHLSA OxmGps 20191, - Aexabps 2020,
OGyweHie OBWEHNE A OreHToR MimeHeHi Aexabpe 20191,
OBy4aH#e NO HOCTARHRNECTRY Wioks 2020r. - Aexabpe 20211,
DOBYNEHUE MHTEPSHIO 110 KOMNETEHLUIAM Cesrsbipe 20191, — Wions 2020r.
O6yseHne NO WAPOBhM HOBLEIM Cenmbpe 20197, « Aexobpe 2020r.
OGyYEHHE HA Temy “SDerTHBHME KOMOHAS" Ceanmape 20197, ~ AexaGps 2020r.
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Appendix 5: Effective internal communications

—_ JamecTureas lpeacesaraas
n n..::::.. NPanA@I#1% NO KOPNOEROTHMIHLIA
e DONPOCOM i HR
ASaeon C.C
L . 2019 roan

OPPEKTUBHLIE BHYTPEHHUE
KOMMYHUKALUU

Hyp - CyataH, 2019 1.

AHQAM3 TEKYLLLEW CUTYALIMK

|. CoraacHo oT4eTy HCCASAOBaHMIA MHABKCO COLUMOAbHON CTaBMAbHOCTH 3G 2018 roA KOMMYHUKOLLMM AOAXKHbI
BOWTH B 0COBYIO 30HY KOHTPOAS

He AP EKIVEHGIE BHYTREHHE KOMMYHHMKSLLAM

Huane noxoiarean No Npeaccrassese obparkon cessih pab

70% PObOTHMKSE AYMOIOT MX MHEHWA YNHTEIBC

MO TOARKD 445 1H0I0T O MEDONDMITMEX ME
CTONHOCTE OTHETHEX ACTREY € RPYXOA0ACTIOM [BCTLENM TOARKO NO NPAIAHMEOM)
Or1eyTcTame paIsicHenn Do COamM ONAQTE: TRYAQ, COwL NAaxeTa

CONPOBOXASNME De
fpHsie pelsHuwR/ped | HOCHMT B 30HY
y annapare

BEHMOIQ NePCOMOAL

CADD W yROBM)

ATADMELLICIN
WLLICIE MM TPV
y yill -

ITHOM

TEYAHMEDD
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HR2 e

AHQAM3 TEKYLLLEW CUTYALIMK

2. B pamkax peaAm3aLmm MUACTHOIO NPOEKTA MO MOHUTOPUHTY MPOM3BOACTEEHHbIX OTHOLLEHWH
BLISBAEHO

20% onpoLUeHHbIX PAQBOTHUKOS HE MOTYT AOHOCHTL CBOM
NPEeAAOXKEHWUS, BONPOCH 1 XaAobsl, G TOKXE NoAyyaTs
OTBETH! OT PYKOBOAUTEASA

20% onpoLUeHHbBIX PAQDOTHWKOS HA BONPOC (MHDOpMUPYEeT
AV PYKOBOACTBO KOAAGKTMB O HEAOMYLLIEHMM MPOKBASHK
KOPPRYNUWHM Ha pabore) OTBETHAK OTPULATEABHO

3. Koamyecrso obpaLLEeHUi, NOCTYNMMBLLIMX BO 2 KBAPTAAE TEKYLLIETO roAQ

Ha 58% YBEAUYMAOCH KOAMHECTBO XAA0D B

ObLLee KOAMMECTBO XKAAOD — 62
CPABHEHUU C | KBAPTAAOM

. B e c—— __ ———
| BICHAAOOTHOLLIEHMA C | COrTaO I TRYAD RO PCINACHIC TOYAOSKLD CNOPM NMHALELMNE ROMDOC K HHNE BONPROCN
PYRCAOMTEABM . ¥ By P - oo
XapasTen sonpoca | 4 | F/ ‘4 28 | 3

OCHOBHbIE PUCKKH

NAacHOBBI® MIMEHEHWUA BHYTPM KOoMNaHKK BrewnHme chbaktophbl
v N
BopaBa © KoppYNUWeH M IA0YNOTREBAD MMM / \ YERAOHHE BHOLINGH KDHTIHIN

MHPOpPMOLMOHHOR KOMNOHUE O HETERNTMMOCTH K
KOPPYILGK 1 IA0YNTOTRE0ASHNAM C NPHAEASHHEM
MPMMEDOR, KOFAQ NOAODHEE ACACTEME MOTYT NPMBECTH K
NOCASACTMARM

'I’ m @ .‘|
\ 3/ MeponprsTii NO NOBBILLISHMN0 ADSABHOCTH K
Nt Ko, OOuICHEHWE NPAHN HENOMYASDHLIX
POLUSHAA BHYTR#M KOMmNanum, Hanpasmep,
PECTRYKTYPAITUMA AOATOB KOMNOHWMM 30 CHET
TOCYAQPCTHO NOIBOAWT B AOABHERLLIEM YBEAN'STH
o POCXOAL HO COTPYAHMKOB

‘," { \‘-.k Coxpailuenne WTaTa & CRRIN C TPaKChopMmauWen
-4
| R 1 _
\ b ,,l MNOARODHLIA W HECTHLIR PACCKOS 00O BCEX MIMEHEHWSX §
\\____/‘ KQADOBOR NOAMTHKE, BADMANTAX COXPOHEHUN ROBOYEro e MNofRBASHME KOHKYPENTOR HA PaiHKEe
mecta (nepecbyierne, POTAUMA. NOBLILLEHWE BENAaTH TA) /[ A KEACIHOAOPOXHLIX NEPLBOINHKOS
s.i\; |
| = J
\, MeEpPONPASTAN NO NOBLILLIZI S0 ADRALMOCTH K
S’ Komnaret. NocTOSHHLIA MORKMTORMHT
MeEpPEl NO NOBSIWLEHHIIO NP OHIBOAKTEARHOCTH TPpyaQ AENTEALHOCTH KOHKYPEHION
HOODXOAMMO NDOABMIATE MASKD O NOBLILLIGHWK 8 HR-Carmen1e 1 pearnposamees No 1o
KOHKYDEHLMMW HO PBIHKE MAAB IHOACRORHLIX MIEPEROIOE B pPelyALTaram

KQaaxciane B UEeASX CTUMYAMDOBOHMA COTDYAHMKOR K
NOCTOMHOMY POIBATHIO
HpelssMaiHeIe M BHeLWTATHME CHTYOLLMM

PR
/"""-—4;\\\‘\ R e e { ' "\' Kamr YOHMA 11O NOBLLIEIIO CACAOBNAN TEXHIKE
(| ) . ¥ GEe10NACHOCTH M CODAOALHAD STMICCKHX HOPM
\ 1) / 3aNMCaTs C MHOCTROHHBIM KM MEHEAXEDGMI CEPWID SR OIKPRTOE PACCMOTREHHE NPWH KAXAoro 1,
NG POANKOB-MHTEDBLIO MAM MPEMBIX CORaILIEHMA K ONERGTHAHOA BHPABOTKA NO KAXAOMY CAYYRID
COTRYAHUKOM, NOKOIATE MX C YEADBEYECKDA A POKOMEHATLIMA 1O HEAONTYLLLOHMWIO TOKMX CUTY LM
NPROEHECTHOHOARMOA CIODOMM B Byayuiem
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HR2 e

COTPYAHWKM XOTAT CAYLLIQTH

O nepemeHox B O TOM, HTO 9 AMMHO AOAXEH AEAQTH MNO-
Komnanum (izaseme)) HOBOMY ((H4TO2))
70% 3%
or CEO, CEO-1 or CEO, CEO-|
5% 70%
OT HENOCREACTBEHHOMO OT HENOCPEACTEEHHOTO
PYKOBOAUTEASR PYKOBOAMTEAS

KPARHE BAXHO AOHOCHIb AO PABOTHMKOB BCE M3MEHEHWA W HOBOBBEAEHMA
HENOCPEACTBEHHO PYKOBOACTEOM KOMMNAHWU

COrAGEHE UCCABAOBGMUEM ODIGHMIaUMM Prosci u NPUHATCH PoMAOM P,asci i
METOADADTHUM YNPABAEHMI MIMEHEHRMIMM HO OCHOBE Mmoassan ADKAR vyt y

DS
AL AN =

KOMMYHUKQUMIM HE AAR OTHETHOCTH, Q AAR BOBAEYEHMA COTPYAHMKOB

3cpheKTUBHOCTD MEHEAXEPO HA MeCTaX BDyAET ONPEAEARTLCS CAGAYIOLLIMAMM
coakTopamm

= ¥ CA
=4 = ¥ 7

Obpawenun HHDPOPMUPOBOHHOCTS O6paTHas cBAss AocTynHocTe
pabGoTHMxon
ML e DO B A B4 TYe Mk e MO A BUCTRAVIOHWE

-l i CEOREDSEMEHM

IMOCTH

T4 ADCTIOKEHFAX M NACHOX HHTEDS

Kak Byaem mimepsats

TWKQ KTTA NO KOAMMeCTBY COUMCABHOM CTADUABHROCT

IO LI M

SO PHEKTUBHBIE KOMMYHMKALIMM 3TO TA KOMNETEHUMS, KOTOPAS chopmupyeT obLuee
NOPTEOOAMO PYKOBOAUTEAR 1 BYAET BAMATE HO AQABHEMLLIYIO €r0 Kapbepy
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i XN\ =

Haw raqsHbii MOCHIA:

«KTX rotos meHaTbCa, HO BEe3 y4acTUs COTPYAHMKOB Y KOMMNAHUU HUNETO HE NOAYYMUTCH)

1 Lleas 5 Ueas

MNoAHATE YROBEHD 3CHDEKTUBHOCTH AD
BbigeCT KOMNGHMIO M3 30HI

NOKOIATEAG BEAYLLMX MHMPOBRX
PUHOHCOBOIO PMCKA: KOMMNOHMH-OHQAOro8:
#30KPOeM ACATH — HOLHEM «EcAm paBoTaTs NO-CTAPOMY — HHHYETO HE
BKAGABIBATE B AICAGHN HIMEHHTCRR
2 Uenb 4 Uenb

MoBLICHTE YACBABTEOPEHHOCTS OCSecnesumrs yCTOMYMBOS POISUTHE

KAMEHTOB: o Komnasmen
(KAMEHT ACAXOH CKAIATE n3apabaTuinaeT KOMNAHKA —
«Cnacubon 3 Ueab 3apabaTeiBaOT COTPYAHMKMY

lapanmposaTs 6@IONACHOCTS ABMXEHWUA NOGIA0E HG YPOBHE
BEAYULMX MUDOBLIX XKEASIHOAOPOXKHBIX KOMNOHMA:
1be3oNacHOCTL APYIMX HaYHHaeTCR ¢ ceBan

Ars obecneverHus SAMHOIO NOAXOAC B NOCTH COASPXKAHWA KOMMYHMKOUMH Heobxoanmo colaaTe
PeAQKUMONKYIO KOAASIHIO, B KOTOPYIO BOMAYT PYKOBOAHTEAH/ PABOTHHMKN NPHYACTHLIX NOAPO3ASASHWA

A
e

T s
i XN\ =

B KomnaHum NpUMeHMMbl CAEAYIOLLIME TUMbl BHYTREHHMX KOMMYHUKALMA

O

A
>

OpraHm3aumroHHble

\s |

A~

Avaaorossie

obuiee cobpaHMe KOAAEKTVBD
paBomHmkos KTXK n AC

BCTPEYM DYKOBOACTBG KoMmNnaHum ©
PAGOTHUKOMM CTRYKTYRHBIX
noapaiaeseHmin, duanancs n AO, &
TOM SMCAS B RErMOHAX

OTNETHEIE BOTRENYM PYKOBOAMTEASH
huanaacs n AO PErMOHOABHOTO K

- - -
AMHBIHOTO YPOBHeh ¢ paBoTHMKkamit

scTpeym pyxosoacTsa KTX ¢
MNpodcoiom 1 KopnopaTHsHsim
omByAacmeEHOM

<

MHdbopmaumoHHble

exeroaHoe Ncemo U © oxmAQHMIMM
o1 chuanascs u AO

KQHAOALI KOMMYHMKQUMR
npeAocTaassiowme obparHyo cars
[pySpuxa wBoNpOC-OTBE™,
KOPNOPOTHEHOSR IASKTROHHAA NOYTA,
AMNHBIR NPUEM, CHKeTHPOBaKMe)

HEOOPMOALHEE BCTDEYM
PYXoB80ACTBG KomnoHuu ¢
PASOTHUKOMM KYPHUPYEMBIX
CTPYKTYPHbLIX NOAPO3IASASHMA,
huamaacs 1 AO

* UHAPOAHW, MHADOCECCHM,
CEAGKTOPDHbE COBELLICHMA

* TEMATHMNECKHE BMASOPOAMKHK

* NEMOTHLIE M BMIYTOABHLIE HOCUTEAM
|oTpacAesCs razerq, uHporpadbmka,
Adiaxect, Bpowiopa v Npoyue)

¢ COUHMQABHBIE CETH




BeicTpauBaHMe BHYTPEHHUX KOMMYHUKALIMIM DYAET OCYLLLECTBAATLCH CASAYIOLLIMAA
obpazom

CTRYKTYPHLIE NMOARGIAE A, Ao 30 aexabpn Ukaap dhopmupyet
cOrmanaan n AO 8 1everine 10 anei [TAGH BHYTREHHMX KOMMYMHMKTLLIWA

NOCAS IANPOCA NPeAOCTGRARIOT KOomiarme HO KAQABHAOPHEIM TOA,
wHChopMmalmo i Likaap KOTOpWR yrsepxacer (13K

Lxaap exeroano Ao X voabps,
HONPABARET JANPOC O

MHIPONOBOAQX, KOTOPGIE BOMAYT B
NAQH BHYTDEHHMX KOMMYHHKQLLA

MHh ONOBOAB AOAXHE COABDXATE MECDOPMOUMIC O IHAYUTEALHLIX ADCTHKEHUAX RYNNE KomnaHni KTK » ee
pPoBOTHHKOB, O WHUUMATHMBOX 8 poamxax WUWDPOoBON TRPOHCMOPMAUMMN, C TOKKE BOXHbIE
MHDOPMOLMOHHI® COBBITHR, OTCYTCTEME MHADOPMMPOBAHHOCT MO KOTOPLIM MOXET CrNpOosoUMPOBaTs
HErgrMaHeie NOCASACTEMY (Honpumep. HEMMQTMBHOE BAMSHME HA HMMMHMAK, HEAOBOALBCTEQ CO CTOPOHSLI
PoBOTHMKOB, HEBEPHOE TOAKOBCHME COCuiTia 1 T.A.)

MAQH BHYTPEHHUX KOMMYHUKQALIMIM BDYAET COAEPXATb MHCDOPMALMIO

lLleaesqas KAao4essie
TYAUTOPUS COoBULIEeHWR

410 AOAXHO BOMTU B [TAQH KOMMYHUKOLMIAS

llg \
T Meponpufive Hacrora MNepumearp

Obuwee cobparme koasexmea pabotHukos AO MK He mexee
«KTXn 1 ero AO 1 pa3c 8 roa Lttt
< = PaBotHikm KW pykosoauteam u
Bcipesn pykopoauteaen ypoess CEO-1 wm 2 ¢ g paboTHuk  cpraaaos M AO,
2 paboTHMKkamm KYPURYEMbBIX CTRYKTYPHBIX | pase 8 roa KYPVDYBABIX CTOYKTYPHX
noapasaeaenmi, dnanaaos u AO -
NOADQIASASHWA
3 Bol@iansie sCTpewM pykOBosUTessis yposus CEO-1 n2c Mo mepe Pykosoamreaun M paBotmkm
pPaBoTHUKOMK 8 peroHax HeobxoAMmoCTH chuanance 1 AO 5 peruoHax

OryerHsie sCIpeyYn pykosoamreasi comanasos n AO

4 PEMOHTALHOMD M AMHERHOTO YPOSHER C POBOTHMKaMM He metee 2 pai s foa  Paiotiimm chmanaacs u AOQ

5 Bepeun pyrosoactsa Komnanmm ¢ OTpocaessim Mo nwmumamse gp;yuom::: gz‘w’ e el ':::“ﬁ
Npoco3Iom i KoprnopataHsim omByscmeHom CAHOW M3 CTOPOH ' m'"’ po' 2 AOAp S
Exercanoe nucemo NMpeaceaates NpasaeHns © -

6 OXMACHWAMM OT chuanaros U AO 1 passroa TRMNG xomnaH KX
Hudboceccumu/mHcboarh € yHactmem CnoHcopos R PaBorumesm KU, pyxosoantean i

7 MPOeKTos B PAMKAX PEGAMIGLIMK NPOTRAMMbI HeoBk omzeocm paboTHnkm oranaacs i AC,
tlchposas TPOHCDOPMALLMRN BXOAILLINX B NODUMETD NPOBKICH
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HR2 O

NotpebrocTts 8 0BPATHON CBA3K BCTECTEEHHO AAR AOGOro YeAoBexo, ByAs TO TOM-MEHEAXKED MAM PRACBON COTPYAHMK. ASACIO AM
TO, NTO HYXKHO Komnarnne MpasuabHO uan He coscem? NpusHaIOT A momn yeuama? Otcyrctene obpaTHON CBRIM, POBHO KQK 1
HENPABUABHOR NOATHA MHEDOPMALMK, AMLLIGET Y@ACBEKT OPUENTUPOS B OPIGHMIOUMM UM CHWXKOEBT ero XeaaHne poborars

BCcero KQHOAOB KOMMYHMKOLIWIA - 25

ICIH M
¥ e
ONDOC-0ls

* Hoobxoamvo cosaan pyDpmcy aionpoc-0rsem ya
Q
HHYTDEHHEM NORTOAS _\\\
) all
= = ~DE
* Beaytcs pabotu o cosammio Aminoro nopraac o I 2

pPaOGOoOTHWUKO

Kak mbl Byaem MHDOPMMPOBATL KOAAET O HALLUMX HOBOBBEAEHMAX U MPOEKTAX

O AKGbIX UIMEHEHUAX Mbl FTOBOPUM KOAAETAM NO CPEACTBAM MNPOBEAEHUA
MHdboAHEN/MHMboCEeCCHI/CeABKTOPHBLIX COBELLaHMIA

Goooon]  AYHUWE OAMH PQ3 YBUMAETb, Y€M CTO Pa3 yCAbILIATH!
,7 D ( Bu3ayQabHbIE HOCUTEAM MHCDOPMAUMU U TEMATUMECKME BUAEODOAMKMU
L———j”‘ 3cdhchexkTuBHee BOCNPUHMMAIOTCS, YeM OOUMUMAAbHLIE NMMCbMA

Ha ooULMAABHBIX CTPAHULLGX COUMAAbHBIX ceTer KomnaHuu 50% NoANUCHUKOB
Ji, «.l OT OBLLLErD YUCAQ RBARIOTCSH €€ PADOTHMKN.

MonyAIpPHOCTE COLUMAAbHbBIX CETEN OBA3LIBAET HAC KOMMYHULIMPOBATL C
MCNOAB3IOBAHUMEM AGHHOIO MHCTRYMEHTA
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TromDa

MAaH kommyHMKaumin HR komarabl Ha 2019 roa

Ueaenan ayanTopus Kanaas! xommyHHKaumi
N2 e - - : & 3 TR ¢
njn Meponpusthe I g 38 :
1 Uxaap

Pyxosoanraam 4 HR
- “W"‘“’ 2 DhAnancs u AO
noAUTIKH KOMDIGHIK PyxoBOAWIEAM 14
a pensonaastme HR
chianaacs m AD
4 CosepuiencaoscHne Ukaap
npouecca Pyxosoamtend » HR
5 COHOTOPHO= hianaacs
XyPOpIHOIO p ;
i PEIMOHOANMIE ;R
é pabonsxos e a5
7 Lixaap
Pyrosoanieain n HR
8 KopnopansHie huananos
LEHHOC T KoM o p o
9 PeMOMaALILIO HR
manaacs

MAaaH kommyHukaumin HR komaHabl Ha 2019 roa

Ne
n/n

MeponpustHe

@u«\u:nel b AO -
Uraap
Ucnoanerme KA PYROBOAMTEAM 11
1 BSOS HR chisAraaon s
UImeHBHIA. AO
POILACHHATOABN AR

pabora no sonpocas  PYROBOAMIOAK 1
12 ONAQTH TRYAQ PETMOHOALHbIE

13 Lxaap

14 100 moaoanx am KTK HR dhiAMaAOS

15 PEINOHOALHIO
HR
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MaaH kommyHukaumn Nporpammsl (lldbposas Tpancchopmaumay Ha 2019 roa

| PUAVMCAL 1 A o £ o g z 3 -~ <
No £al8S ! f 2| =4 o
MeponpuaTue z HE o | R

n/n ponp ‘ I . g > .

MIHCHORMOLIMONH bR
\ Aot Nporpammis
ilscbposas
TROHCTRORMOUM
2 l'”lg:swm Komasaa LUTE

BueiaHue

[MTPUAOXEHNA
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rma - OprasU3aLMOHHbIE KOMMYHUKALIMK

Obuiee cobparue koarekmsa pabotHimnkos AO «HK «KTXX» n ero AO

MHdbopmuposarme paboTHUKOB © o O
AOCTWXXEHMAX U NAQHAX HA Byayuiee %% He meHee | pasza s roa
rpynnol KOMNaHmin KTXK

o P59 PabotHuku KL pykoBoAuTEAM U
(AL Pyxosoacteo KX ULK,_));&J\.& paBoTHMKM cOrAMAAOB 1 AO,
\/;V_) Ly ) pykosoaurean HOA n HXC
Crparermyeckme ueam u 30Aa44 "Q ] M LKP
KQAP, 1 NPMYOCTHBIE
MPOMUIBOACTBEHHO-IKOHOMMYECKHE [
nokasareau

Pe3yAbTatsl nporpammebl dlindbposas
TPAQHChopMaLmMa)

be3lonacHoCTs M OXpaHa TpyAQ

KaApoBAs M COLMAABHOSA NOAUTHKA

C )[‘))’(']9 iM3ALIMOHHBIE KOMMYHMKAQLIMA

BcTpeun pykosoamteAer yposHi CEO-1 1 2 ¢ paBotHMKaMKM KYPUPYEMbIX CTRYKTYPHbIX
NoApQa3sAeAeHui, comanaaos 1 AO

BosAaeyeHue paboTHMKOB KypHUpYyembiX -
NOAPQ3AEAEHMIA %% He meHee | pa3as roa

o 59 PabotHukm KLL pykosoAuTeAm
.rj) J,:m\(o PykosoamuTeAm yposHs CEO-1 1 2KL, U ()(__'));ﬁj\,& 1 paboTHuKu chuamanos n AO,
\/;v_) L ) KYPUpYeMbIX CTRYKTYPHbIX
NOARQ3AEAEHUHA
Bonpocs! hyHKUMOHOALHBIX CTRATEriA Q
( ] Mpu4aCTHLIE CTRYKTYPHbIE
MNoaseaeHue uroros paborTel, Kypupyembix r NnoApa3AeAeHNA
CTRYKTYPHbIX NOAPA3AEAeHNA, orAnanos n AO ]_[

Craryc 13 uanusmarms MNporpasmmel ilmdpposas
Tpancdoopmaums

OBcyxaeHWE NACHOB HO ByayLLEE, B TOM YUCAS
PQa3suTHEe CNAONEHHOCTH, BOBAEYEHHOCTH KU
MPOYUM BOMPOCAM, TREDYIOLLIMM BHUMOHIMA
paborH1kos 1 pykosoactsa Komnarumn
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rma - OprasU3aLMOHHbIE KOMMYHUKALIMK

Bble3AHbIE BCTPEYM pyKosoauTeaen ypoeHa CEO-1 1 2 ¢ paboTHMKaGMM B PErvoHaX

BoeAeuerue paboTtHMKoB permoHaasHoro (& 8

M AMHEHOTO YPOBHEW %% Mo mepe HeobxoAumocTH
TranTe AT
=4%  PykosoanTean yposHs CEO-1 1 2KLL '}L Yol ju PyKoBaAMTeAM M PAGOTHIKY

{ domananos u AO B permoHax
A 4_.n\_ _p,.

MNoaseaerue uroros pabortel, Kypupyemsix C

comamanos 1 AO MNpu4acTHBIe CTRYKTYPHbIE
UCNoAHEHME MPOM3BOACTBEHHBIX l j noApasaeaeHu1i
noxkasareaen

Peaamsaums 13 mHmumatme Nporpammbt
mdoposas TpaHcdropmaumsy
MNoayyeHme oBpaTHOM CBA3M BO BONPOCTM
YAOBAETBORPEHHOCTM PABOTHUKOB B 4QCTH
NPOM3IBOACTBEHHbIX OTHOLLUEHUIA

ro Opraru3aumMoHHbIe KOMMYHMKALLMK
AL AN
OT4eTHbIE BCTPEYM PYKOBOAUTEAEN COUAMAAOB U AQ PEMMOHAABHOIO U AMHEMHOIO YPOBHEN C
paboTHUKamm
NHOOPMUPOBAHUE O BbINOAHEHMM 8
NPOK3IBOACTBEHHbIX MOKQ3ATEAE U %% HE MeHee 2 pa3 B TOA
ofbecneyeHur COLUMAAbBHO-TPYAOBbIX
00R3aTEeALCTB
8) 0. O
O Y10 (Ve
.rr? = %, PykoBoauTEAM chUAMaAoE U AO [ I(,_));_j\.'& PQBOTHUKI COMAMAAOB 1 AO
" Y PEerMoHQALHOIO U AMHEMHOTO YPOBHEN (3%

~— U_RL

UNCnoAHEHWE NPOMIBOACTBEHHbIX Q

noKa3sareAem \ Mpu4acTHLIE CTRYKTYPHbIE
ObecneyeHne CouMaAbHO-TRYAOBbIX |~ noapasaeaeHni
0B33aTEeALCTB

Pa3bACHEHUA MO BONPOCAM ONAQTHI
TPYAQ ¥ COLL NaKeTa

NHDOpMUPOBAHUE 0D M3MEHEHMAX B
Komnaumu, couamane n AO
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rma - OprasU3aLMOHHbIE KOMMYHUKALIMK

BcTpeun pykosoAcTsa KomnaHum ¢ Otpacaesbim NPpodhCco3om

Ob6cyxaeHne BONPOCOB COLMAABHO- e Mo uHuumMaTse OAHOM U3
TPYAOBbIX OTHOLLEHMI NO rpynne %% CTOPOH
Komnanuin KTK E

rw“\?“o rgf}..)_(%l\l MNpU4acTHbIE PYKOBOAUTEAM
.C”)? FL\WJ Pykosoactso KTXK m Npodpbcoiia .'JL f(__));ﬁj\,& CTRYKTYPHbIX MOARQ3AEAEHWA,
\/; _) L pJ chuamnanos n AO
UcnoaxeHre oB33aTeAbCTB B PAMKAX ﬁ LIKQAD 1 NPMYQCTHBIE

KOAAEKTMBHOTO AOTOBOPA

KaApOBQS M COUMAABHOR NOAUTUKA

be3onacHOCTb M OXpPaHa TPYAQ

C )[‘))’(']9 iM3ALIMOHHBIE KOMMYHMKAQLIMA

BcTpeun pykosoAcTsa KOMNaHum ¢ KOprnoparmaHbim OMBYACMEHOM

ObBcyxaeHne Bonpocos obecneyerHms o Bommamanmenacoig
3GKOHHBIX MPAB U UHTEPECOB %% iy
PABOTHMKOB U KAMEHTOB Komnakrumn P

O

Mpu4acTHBIE PYKOBOAUTEAM
CTRYKTYPHbIX NMOARQ3AEAEHUA,

?;’-I

Y
raaY)

VD

LN
7

r%j,‘g% PykosoAcTso KTXK 1 KopnopaTusHbiit f

o )
.,_/‘- S\

Y =
N oMByACMEH {,n\___p, chuamnanos n AO
A >
HAAM3 OCKTOB HAPYLUEHMS 3AKOHHbIX , LKaAD, LIIO 1 npuiacTHble
npas U MHTEPECOB PADOTHUKOB U 1 ’
KameHtos Komnarum
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o3 - AMAAOTOBLIE KOMMYHMKQLIMU

ExeroaHoe nucemo Npeaceaaresn NPaBAEHU] C OXMAQHUIMM OT APMAMAACB M AO

PYyKOBOACTBO MHODOPMUPYET CDUMAMAADI £—8
M AO O CBOMX OXMAQHMUAX B 4OCTH % 1 pQ3 B roA
AOCTHMXEHUA CTPATETNYECKHX,
NPOM3IBOACTBEHHO-3KOHOMMYECKMX U
APYrUX nokasareaen
O’,f,' 0 A Mpu4aCTHBIE PYKOBOAUTEAM

L[l CTPYKTYPHbIX NOAPQ3AEAEHUNA,

v, [;:ifgj Npeaceaareas NpasaeHus
., dhrananos m AO

Lljl Likaap, UKP u npuyacTHbie
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e Yot

O TeeNtY A Tuce

" dve 2 C
Researen Ethay 20¢
. "~ .
L e'r s

Name of a Student
Degree Programme
Eﬂ‘jl

Supervisor's Name

e
et
e
¢ s
ettt
nvoived 48
fihg s .
5 Desre
LIS ‘ “ i

frmical Review Form

WV Narabeves KAJIG UL Univeruity i concerned 20cut otk g ") relets
P ShOUC review  ETRNCS N Research” secton (- Magter 't Dissertan ‘o Lrey
t™h s Ce egITDNG eThCH Conugeraten A retearch

8 10r= S50 De Shed pror 10 The 52271 2F Cata oNlecion. A supervadr should

dadedac 2 S JUDRTI0r Mgt CIntaCt Dalsphingry and Ethics committee n
THIEICH IO SDETY D0 W1 4 reguired

! Noes

TMOILIS - cHuman Resourcess

Karbenos takarguu a2

* Zhan-Tore Avazbehon

a . ¢ suirenabie groups ' NO
wavthve 20p¢s? NO
Farch gy potemtialy narm (pyvehologically/ pnyscally/financially, etc)
£1°
L Lot LR 31 your eyt
¢ s erra it e organuzanonal culture of the Port Kuryhk
Seeat o anatyze the current situation of the
) she fecommendations for improving employee

CIECH Qegr ANg Now NuMan parnLipants will be involved

ratit drvg VAtL Of 4 Lomboancn of tools of the following
sUV Ity sam L g Quantitative method, socal durvey design. The research
SLtural Sosons We distnibute a questionngire among the 48 employees
wotym to fing our the level of satisfaction in various aspects.

1080 ks Of Jout research 1D your Numan garficigants and how you are gong to

poterta o4 were posunie when disciosing the names of respondents, and this could

affect ther

*RASTN e

LTUrE work attivines on the part of management or colleagues. For this

J*vey s completely 3nonymous

e



7 Describe how anonymity of respondents will be ensured.

The questionnaire is completed online and the questionnaire does not require filling in
personal aata such as the name of the employee and his working department

8 Describe how nformed consent will be provided

|

fermed cansent will be provided in the questionnaire header,

9 Describe how you will ensure privacy of data collection

The overall satisfaction score is calculated by averaging all the items in the questionnaire.
The data collected is tabulated according to the research plan. The analysis will be based
on the overall results and will be provided directly to the company's CEQ,

10 Describe how data will be stored throughout and in the end of the project.

During the project, the data will be stored in electronic form on the author's personal
cemputer 4t the end of the necessary data will be printed out in the finished project
and submittes to the university according to the rules.

Student’s Name ! At "y

Student’s Signature X

Date

Supervisor’s Name

Supervisor’s Signature

For Supervisor's: Contact Disciplinary and Ethics Committee, if there are any ethical issues that seems
cortroversial and unclear Send this form and provide your explanation,

r






