HERALD OF THE KAZAKH-BRITISH
Vol. 23, No. 1, 2026 TECHNICAL UNIVERSITY

UDC 331.108
IRSTI 06.77.02

https://doi.org/10.55452/1998-6688-2026-23-1-454-465

'Abdykhalykov K.S.,

PhD, Chair, ORCID ID: 0009-0008-6525-100X,
e-mail: almatyalliance@gmail.com
?Chernykh D.V.,

MBA, Consultant, ORCID ID: 0009-0007-8619-1483,
e-mail: darya.v.chernykh@gmail.com
‘Taiyr A.A.,

MBA, Chief Business Analyst, ORCID ID: 0009-0003-7458-8791,
e-mail: altynaytaiyr@gmail.com
“Yessenzholova B.Zh.,

MBA, Junior Manager,

ORCID ID: 0009-0005-2139-7734,
e-mail: baljan83@gmail.com

'Almaty Civil Alliance, Almaty, Kazakhstan
’Deloitte Touche Tohmatsu Limited, Almaty, Kazakhstan
*Kommesk Omir Life Insurance Company, Almaty, Kazakhstan
“PBN Central Asia, Almaty, Kazakhstan

HUMAN CAPITAL MANAGEMENT IN A POST-INTEGRATION
ENVIRONMENT: RISK MINIMIZATION AND FORMATION
OF ATARGET CORPORATE CULTURE
IN “X” AFTER ACQUISITION BY COMPANY “Y”

Abstract

The contemporary global business landscape is defined by continuous consolidation, where mergers and
acquisitions (M&A) serve as a primary growth strategy for organizations aiming to secure technological leadership
and market share in emerging economies. However, empirical evidence suggests that a significant proportion of
these deals fail to realize their strategic intent due to the systematic neglect of human capital and cultural alignment
during the post-integration phase. This article examines the critical aspects of human capital management (HCM)
within the framework of a cross-border acquisition of a Kazakhstani telecommunications operator, Company
X, by an international conglomerate, Company Y. The research focuses on identifying and diagnosing HR and
cultural risks arising within the first 12 months post-deal, a period where deal value is most vulnerable to erosion.
Utilizing a mixed-methods approach that triangulates secondary data analysis, in-depth semi-structured interviews
(n = 23), and extensive employee sentiment surveys (n = 106), the study investigates the underlying socio-cultural
dynamics governing integration success. The results reveal three primary threats: a significant «brain drain» where
voluntary turnover rose to 15% (doubling the historical norm), a deep-seated cultural conflict between the «agile»
entrepreneurial spirit of the acquired firm and the bureaucratic, centralized structure of the acquirer, and a critical
communication vacuum that left 78% of frontline staff uninformed about integration milestones. A fundamental
finding is the strong negative correlation (r = —0.72) between the quality of internal communication and key
employee attrition risk, providing a quantifiable link between transparency and talent retention. Based on these
findings, a comprehensive integration model is proposed, incorporating data-driven tools such as a Retention Risk
Matrix and a Communication Heatmap, designed to foster a hybrid corporate culture that preserves local agility
while leveraging global scalability.
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Introduction

The global economy is currently experiencing a transformative wave of mergers and
acquisitions, driven by the dual imperatives of digital transformation and the need for rapid market
entry in high-growth regions [1]. In the telecommunications sector, M&A activity is increasingly
leveraged as a mechanism to consolidate infrastructure and acquire specialized technical expertise
necessary for transition into an Al-enabled environment [3]. Despite the immense potential
for value creation, the persistent paradox of M&A remains the high failure rate, with estimates
suggesting that between 50% and 90% of transactions underperform relative to their initial financial
forecasts [5]. Historically, M&A scholarship and practice have prioritized «hard» synergies —
specifically financial, tax, and operational efficiency — while treating the «soft» human and cultural
factors as secondary considerations [2]. However, contemporary management literature has begun to
recognize that human capital is not merely an auxiliary factor but the core arena where deal value is
won or lost, particularly in knowledge-intensive industries [9].

This research addresses a significant gap in existing M&A literature concerning the Central Asian
market, specifically the Republic of Kazakhstan. The Kazakhstani business environment presents a
unique institutional configuration that combines deep-rooted nomadic traditions of resilience and
adaptation, a persistent Soviet legacy of centralized authority and bureaucracy, and a rapid, state-
led modernization toward Western corporate governance standards [12]. When an international
conglomerate like Company Y enters this market through the acquisition of a local operator like
Company X, it encounters a socio-cultural landscape that often challenges Western-centric M&A
theories. Existing theories, such as Institutional Theory and Agency Theory, provide a foundational
lens through which to view these transactions, but they often fail to capture the nuanced «clash of
eras» inherent in the Central Asian context [5].

Institutional Theory suggests that organizations are deeply embedded in their local regulatory and
cultural frameworks, which dictate acceptable behaviors and management styles [5]. In Kazakhstan,
the high Power Distance Index (PDI) and the prevalence of «clanism» — informal trust-based
networks that operate alongside formal hierarchies create a unique set of expectations for leadership
and communication [12]. Western governance models, which emphasize individual accountability,
process transparency, and outcome-focused performance metrics, often encounter high institutional
resistance when imposed on a culture that values relationship-based hierarchies and centralized
control. This study seeks to explore how this interaction impacts post-merger integration (PMI) and
how companies can bridge the divide between local cultural realities and global corporate standards.

The primary objective of this study is to diagnose the specific human capital risks — specifically
talent attrition and cultural misalignment that emerged in Company X during the first 12 months
following its acquisition by Company Y. The research aims to move beyond retrospective analysis
by offering a real-time investigation of employee sentiment and management effectiveness. By
identifying the causal relationships between communication quality, psychological safety, and
turnover intentions, this work develops a strategic framework for risk minimization that is both
theoretically grounded and practically applicable. The significance of this research lies in its potential
to provide a blueprint for managing the «human side» of M&A in emerging markets, shifting the
integration paradigm from intuitive decision-making to a structured, data-driven methodology.

Early M&A research in the 1970s and 1980s was predominantly focused on financial drivers
and operational synergies [5]. Analysts evaluated relative firm size, payment methods, and market
valuations to predict the success of an acquisition. However, the consistent inability of these firm-
level variables to explain the variation in M&A outcomes led to a «behavioral turn» in management
scholarship. Researchers began to investigate the «human factor,» recognizing that mergers are
not just financial transactions but traumatic social events that disrupt organizational identity and
employee morale [6].

In the last five years (2020-2025), the literature has further refined this focus, positioning
Human Capital Management (HCM) as a strategic driver of organizational performance. The
current synthesis reveals four dominant themes that explain the performance effects of HCM during
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integration: competency development, organizational innovation, transformational leadership, and
performance infrastructure. Competency development is identified as the core mechanism through
which M&A adds value, particularly when the target possesses specialized knowledge that must
be transferred to the acquirer. Organizational innovation acts as both an outcome and a mediating
process, where the successful integration of two diverse knowledge bases can trigger a surge in
creativity — or, if mismanaged, an innovation stagnation [24].

Transformational leadership is positioned as a critical enabling condition. Visionary leaders who
utilize empathetic communication and empowerment are found to be significantly more successful in
reducing employee anxiety during transition. Finally, the importance of performance infrastructure —
the alignment of reward and appraisal systems cannot be overstated [24]. If employees perceive
that the new organization’s reward systems are unfair or culturally incompatible, they are likely to
disengage, leading to «merger syndromey» and subsequent turnover [27].

Kazakhstan represents a unique intersection of Eurasian geopolitical influences, resulting in a
business culture that is a blend of nomadic traditions, Soviet legacy, and modern global practices [12].
As a historically nomadic people, Kazakhs possess a high capacity for adaptation and resilience, often
being the first in the Central Asian region to adopt new international governance models and digital
solutions [13]. However, the legacy of the Soviet era remains visible, particularly in the preference
for rigid hierarchies, centralized decision-making, and a high reliance on formal rules even when
those rules are applied inconsistently.

This duality is captured in Hofstede’s Cultural Dimensions, which categorize Kazakhstan as a
high power distance society (estimated PDI of 88) [17]. This suggests that subordinates expect to
be told what to do and respect for authority is a primary cultural value.12 Furthermore, the culture
remains largely collectivist, where loyalty to «in-group» networks — such as university alumni circles
or regional affiliations — frequently overrides broader societal or organizational rules. This «clan-
based» networking provides a parallel power structure that can either facilitate or hinder M&A
integration depending on whether the international acquirer can successfully engage these informal
networks.

Recent studies indicate that while traditional hierarchical norms characteristically define Kazakh
leadership, there is a visible evolution toward more participative and pragmatic styles among
younger, internationally educated leaders. This generational shift creates a internal tension within
organizations like Company X, where a legacy «Agile» culture, driven by local innovators, must now
navigate the «Bureaucratic» standards of an international parent like Company Y. The interaction
between these local adaptive styles and Westernized corporate governance models creates a complex
integration dynamic that requires a culturally sensitive management approach.

Table 1 — Institutional determinants of M&A success in Kazakhstan vs. Western models

Determinant Kazakhstani Context | Western corporate governance M&A Theoretical impact
Decision-making | Centralized / Decentralized / Participatory | Clash of speeds; local managers
Paternalistic [12] feel disempowered
Hierarchy High Power Distance | Low Power Distance / Flat Resistance to «Agile» methods
(PDI 88) [17] if they disrupt status signaling
[19]
Social capital Clan-based / Informal | Formalized / Merit-based Integration failure if informal
networks leaders are not identified [18]
Communication Indirect / Context- Direct / Data-driven Information vacuum if Western
heavy [13] directness replaces relationship-
building
Regulatory Risk-averse / Rule- Outcome-oriented / «Compliance overkill» destroys
mindset focused [20] Risk-taking entrepreneurial speed
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The core challenge identified in Company X is the significant erosion of asset value through the
loss of critical technical talent during the first year of integration. Despite a strategic rationale based
on technical synergy, the acquisition by Company Y triggered a cultural «collision» that manifested in
a sudden spike in voluntary turnover to 15%. This attrition was most acute in technical departments,
posing a direct threat to the operational stability of the operator. Qualitative data suggests that this
«brain drain» was not a result of competitive salary poaching but was driven by internal factors: a
perceived loss of autonomy, a mismatch in management styles, and a significant communication
breakdown between the strategic center and the local workforce [16].

The aim of this research is twofold. First, it seeks to systematically diagnose the HR and cultural
risks that emerged during the post-integration stabilization period (0—12 months). Second, it develops
and proposes applied management tools — the Retention Risk Matrix and the Communication Heatmap
to minimize these risks and facilitate the formation of a target «hybrid» culture. By bridging the
theoretical gap between international M&A management and the specificities of the Kazakhstani
business culture, this article provides actionable insights for managers navigating similar transitions
in emerging markets.

Materials and methods

The research methodology for this study follows a mixed-methods single-case study strategy,
which is widely recognized as the most effective approach for analyzing complex, context-dependent
organizational phenomena like post-merger integration. The choice of a qualitative-dominant mixed
approach is driven by the need to uncover the «hidden» social dynamics — such as trust, organizational
identity, and psychological safety that cannot be fully captured through quantitative metrics alone.
The study adopts a «Real-time integration research» framework, capturing employee sentiment and
management dynamics as they evolve in the critical «first 100 days» and the subsequent stabilization
period (total 12 months post-deal).

To ensure the validity and reliability of the findings, the study employed the principle of data
triangulation, combining primary data from interviews and surveys with a comprehensive review of
secondary organizational documentation.

Secondary data analysis

A comprehensive review of internal organizational documentation from the pre- and post-
acquisition periods (2024-2025) was conducted. This included:

¢ HR metrics, such as Monthly turnover reports, exit interview logs, and absenteeism data to
identify objective trends in workforce stability.

¢ Strategic documents, including integration roadmaps and official «Town Hall» meeting
protocols, were analyzed to compare declared strategic intent with actual execution.

+ Corporate artifacts overview, analysis of internal codes of conduct and organizational charts
to map the formal structures of both Company «X» and Company «Y».

Primary qualitative data: In-depth interviews (n = 23)

Semi-structured interviews were conducted with a purposive sample of 23 participants,
representing three distinct hierarchical tiers:

* Top Management (C-suite), to understand the strategic intent and the challenges of leadership
alignment.

+ Middle Management, to identify the «bottlenecks» in the cascading of strategy and the local
friction points.

¢ Key Technical Leads, to capture the perceptions of those holding the mission-critical
knowledge that Company Y aimed to acquire.

The interview protocol was designed to elicit detailed narratives regarding individual lived
experiences of the integration, focusing on autonomy, shared identity development, and the
effectiveness of communication strategies [7]. Questions specifically addressed why employees
chose to remain or considered leaving, allowing for the identification of «meaning units» related to
organizational commitment [27].
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Primary quantitative data: Employee sentiment surveys (n = 106)

A structured survey was deployed to a cross-functional sample of 106 employees within Company
X. The survey utilized a 5-point Likert scale (ranging from «Strongly Disagree» to «Strongly Agree»)
to measure specific integration sentiments and the Employee Net Promoter Score (eNPS).

The survey instrument was developed based on validated scales for measuring employee
autonomy and communication effectiveness in M&A contexts. Key categories included:

Integration awareness — measures how well employees understand the «why» and «how» of the
merger.

Cultural congruence — evaluates the alignment between individual values and the perceived
culture of the merged entity.

Job security and safety — assesses the level of anxiety regarding potential redundancies.

Management support — quantifies the perceived effectiveness of immediate supervisors during
the transition.

Table 2 — Primary survey metrics and key items

Metric Category Sample Question / Statement Theoretical Basis

Communication quality « feel well-informed about the organization’s goals | Social exchange theory
and major decisions.»

Role clarity «I understand how the acquisition will impact my Uncertainty management
specific role and duties.»

Autonomy perception «I am given enough freedom to decide how to do Self-determination theory
my work following the merger.»

Cultural alignment «I can identify with the values of the merged Social identity theory
company.»

Loyalty / retention «How likely are you to stay with this company if Intent to leave
offered the same job elsewhere?»

Cultural diagnostics frameworks

The analysis utilized two established theoretical frameworks to map the cultural landscapes of
the two companies:

¢ Hofstede’s Cultural Dimensions was used for quantitative comparison of the national and
organizational cultural baselines of «X» (Kazakhstani/Agile) and «Y» (International/Conglomerate).

¢ Johnson and Scholes’ «Cultural Web” was employed for qualitative mapping of the paradigm,
rituals, stories, symbols, power structures, and control systems of both entities.

Statistical analysis was performed using Pearson correlation to test the hypothesis regarding the
relationship between communication effectiveness and staft retention intentions. GAP analysis was
then used to contrast the current state («AS IS») of Company X’s culture with the desired future state
(«TO BE») under the new ownership.

Results and discussion

The empirical research, utilizing the triangulation of survey data and interview transcripts,
revealed several critical human capital risks that emerged in company «X» during the post-integration
period.

The «Brain Drain» phenomenon and rising turnover

The analysis of HR metrics provided a stark quantification of the human capital risk. In the first
six months post-acquisition, voluntary turnover in Company X rose to 15%. This represents a critical
surge when compared to the historical organizational norm of 5-7%.

Qualitative insights from exit interviews and middle-management narratives suggest that this
turnover was not a generalized phenomenon but a concentrated loss of «high-value» human resources.
The attrition was most acute in technical and specialized departments, specifically IT, R&D, and

458



KA3AKCTAH-BPUTAH TEXHUKAJIBIK
YHUBEPCUTETIHIH, XABAPIIBICHI Tom 23, Ne 1, 2026

engineering where the primary competitive advantage of Company X resided. These findings align
with research by the MIT Sloan School, which suggests that acquired employees are twice as likely
to depart than direct hires in the first year post-merger.

A deeper investigation into the drivers of this attrition reveals that compensation was rarely
the primary factor. Instead, employees cited intrinsic motivators such as «strategic opacity» — the
feeling that leadership was not transparent about the company’s future direction and a «perceived loss
of autonomy». Under the new ownership, the «Agile» speed that defined Company X was replaced
by the multi-layered approval processes of Company Y, leading to a sense of professional frustration
and a perceived reduction in the value of their contributions.

Deep cultural conflict

The comparative profiling using Hofstede’s dimensions and the Cultural Web identified a
fundamental cultural contradiction that created a «clash of systemsy.

Table 3 — Cultural Web Profile — Company X vs. Company Y

Element Company X (AS-IS) Company Y (Acquirer) Integration impact
Rituals & Informal brainstorming, Formal committee meetings, | Slowdown in project delivery;
routines rapid prototyping, flat multi-stage sign-offs. frustration among technical

interaction. teams.
Stories «The startup that disrupted | «Global standards, reliability, | Identity loss; Company X
the giants,» local compliance, scaley. employees feel like «cogs in a
innovation. machiney.
Power Network-based; power Hierarchy-based; power Resistance to new management;
structures resides with technical resides with formal titles and | loss of expert influence.
experts. C-suite.
Control High trust, outcome- KPI-driven, rigorous Perception of
systems oriented metrics, flexibility. | reporting, centralized audit. «micromanagement» and
«compliance overkilly.

This conflict is more than just a difference in working styles; it represents a threat to the very
core of why Company X was an attractive asset. Company X employees perceive the new regulations
from Company Y not as professionalization but as bureaucratic barriers that destroy their key
competitive advantage: speed. This perceived «bureaucratization» is a primary driver of autonomy
erosion, which according to Self-Determination Theory, directly undermines intrinsic motivation and
long-term retention.

Communication gaps

The research identified a significant communication asymmetry that exacerbated the integration
crisis. Survey results indicated that 78% of frontline staff felt uninformed about the progress of
integration and, critically, about the safety of their jobs. The existing «top-down» communication
approach utilized by Company Y failed to dispel rumors, creating a fertile ground for «merger
syndrome» which is a psychological state of anxiety and resistance.

A pivotal result of the statistical analysis was the strong negative correlation found between
internal communication effectiveness and staff turnover intentions.

This empirical evidence proves that an information vacuum is a direct, quantifiable driver of
staff turnover in the M&A context. In the absence of official information, employees turn to the
«grapevine,» where negative rumors proliferate, leading to emotional detachment and disengagement.
This statistical result suggests that for every unit of decrease in perceived communication quality,
there is a significant increase in the probability of a key employee considering external opportunities.

The r = —0.72 finding provides managers with a clear mandate to treat communication as a
strategic retention tool rather than an administrative task.

* The strong correlation indicates that organizations that communicate effectively are 3,5 times
more likely to retain their top talent during a merger [33]. For Company Y, this means that investing
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in high-quality communication channels is more cost-effective than the multi-million dollar costs
associated with replacing specialized technical staff, which can reach 200% of an annual salary per
individual [8].

¢ Managing the «merger syndrome» through radical candor: the information vacuum s interpreted
by employees as a sign of instability or impending layoffs. To mitigate this, management must move
away from «positivity-only» corporate narratives toward «Radical Candor» sharing what is known,
acknowledging what is undecided, and providing clear timelines for future announcements [38]. This
transparency reduces the cognitive load on employees, allowing them to focus on operational tasks
rather than speculation.

* Formalizing two-way feedback loops — a negative correlation of this magnitude suggests
that one-way messaging is insufficient to build trust [34]. Successful managers must implement
participatory communication mechanisms, such as open forums, Q&A sessions, and digital feedback
channels. Involving employees in the decision-making process, even at a tactical level increases their
sense of belonging and perceived control over their professional future.

* Restoring the social exchange equilibrium: Social Exchange Theory (SET) posits that the
employee-organization relationship is a reciprocal exchange of loyalty for rewards [29]. In M&A,
this exchange is strained as employees face uncertainty about their roles. Effective communication
acts as a non-material reward (respect, trust) that reinforces perceptions of fairness and restores the
psychological contract.

The GAP analysis reveals that a simple «Assimilation» strategy — where Company Y’s culture
completely absorbs Company X is doomed to fail due to high institutional resistance and the risk of
technical talent loss. Instead, the study advocates for a «Managed Integration» approach aimed at
creating a «Hybrid Culture».

This model seeks to preserve the entrepreneurial spirit and local market knowledge of Company
X while successfully introducing the systemic scalability and resource-management standards of
Company Y. To achieve this, four strategic pillars were developed:

¢ Transparent communication atrategy — integration requires relentless communication to
combat the «fear of the unknown» [45]. Company Y should implement a multi-channel approach,
utilizing Town Halls for organizational vision and more intimate settings, like «office hours,» for
personalized role impact discussions. The narrative should not just announce change but enact shared
identity through joint successes.

¢ Targeted Talent Retention Program, using the Retention Risk Matrix, management must
segment the workforce into «criticality tiers». High-impact technical leads should receive
personalized retention plans that combine financial incentives (retention bonuses) with clear career
growth roadmaps within the global structure of Company Y.

¢ Cultural Integration through Ambassadors. Culture is shared, not imposed. The creation of a
network of «cultural ambassadors” respected employees from both organizations is vital for bridging
the gap between legacy norms. These ambassadors champion joint projects and serve as a feedback
loop for leadership to identify «friction hotspots» before they manifest as turnover.

¢ Harmonization of HCM Systems as perceived fairness is essential for engagement.
Management must gradually align compensation and performance appraisal systems. This process
should be transparent, ensuring that legacy Company X employees feel that their past achievements
are recognized and that the new KPIs are achievable and culturally relevant.

Limitations and generalizability

While this research provides an exhaustive diagnosis of the integration crisis in Company X,
several limitations must be acknowledged to avoid overstating the universal applicability of these
specific results.

The single-case study design, although providing significant depth and rich qualitative insight,
inherently limits the statistical generalizability of the findings to other industries or non-Central
Asian contexts. Furthermore, the study focuses specifically on the Kazakhstani business culture,
which is characterized by unique socio-cultural norms such as high power distance and clan-based
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networks. These findings might not translate directly to mergers involving Western entities or those
in cultures with flatter hierarchies.

The temporal scope of the data is another critical limitation, as it covers only the first 12 months
post-acquisition. While this period is essential for stabilization, long-term cultural evolution and
the ultimate financial success (ROI) of the integration remain outside the current scope. Finally, the
strong correlation between communication and retention (r = —0.72), while statistically significant,
suggests a strong relationship but does not definitively prove causality, as other exogenous factors
(e.g., industry-wide talent shortages or macroeconomic instability) may also influence turnover rates.

Conclusion

The conducted research confirms that M&A success in an emerging market context depends less
on financial injections and more on the ability to manage the «soft» human capital factors—culture and
people. The collision of Company X’s entrepreneurial «Agile» culture with Company Y’s systemic
«Bureaucracy» created an environment of high friction, leading to a critical turnover of 15% among
mission-critical staff. The research highlights that the systematic neglect of cultural alignment and
communication needs in the critical first six months leads to an irreversible loss of asset value.

A fundamental empirical contribution of this study is the identification of a strong negative
correlation (r =—0.72) between communication quality and turnover risk, providing a clear statistical
mandate for managers: transparency is not an option but a strategic retention tool. Successful
integration in a complex cultural landscape like Kazakhstan requires abandoning rigid assimilation
in favor of a hybrid model that respects local relationship-based hierarchies while implementing
global standards for scalability.

The practical significance of the research lies in the development of the Retention Risk Matrix
and the Communication Heatmap. These tools allow organizations to shift from intuitive, reactive
decision-making to a structured, data-driven approach to human capital management during M&A.
By proactively identifying flight risks and information gaps, Company Y can preserve the strategic
value of Company X and ensure the long-term realization of deal synergies. Future research should
aim to validate these findings through longitudinal studies tracking the success of «hybrid» cultures
over a 3—5 year horizon, potentially across multiple industries in the Central Asian region.
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Kasipri sxahaapik Ou3Hec TaHAmadTH Y3IIKCi3 MIOFRIPIAHYMEH CHIIATTANIAIbl, MYHIA KOCBLTY MEH CaThII ary
(M&A) Mmominenepi TEXHOIOT USUITBIK KOMIOACTITBITHIKKA YKOHE TaMYIITBl 9KOHOMHUKACHI Oap eep/e HapbIKTaFbl YIECTi
apTTBIPyFa YMTBUIATBIH YHBIMIAP YIIiH HETi3Ti ©Cy CTpaTerHsIChIHA aifHabl. AJaia SMIINPHUKAIIBIK MOJIIMETTED
HHTErpalUsIIaH KeHiHT1 Ke3eH e ajaM KaIlluTallbl MCH MOJICHU COMKECTIK MOCeIIeIepiHe KYHell Typae MOH oepMey
callapblHaH MYHJIall MOMIJICNEpPIiH eadyip Oeliri e3[epiHiH CTPATErHsUIbIK MaKCaTTapblHA KETe aIMalThIHBIH
kepcereni. by Makanaza xajbiKapasiblk KOHIIoMepaT (Y KOMIAHMSCHI) Ka3aKCTaHABIK TEIEKOMMYHHKAIHMSIIBIK
oreparopsl (X KOMITAHUACHI) CATHIIT aTybl asChIHA afaM KanuTaibH OackapynbiH (HCM) MaHBI3IBL acnieKTiiepi
KapacThIphIIaAbl. 3epTTey MOMiJe/IeH KeHiHTi anFamkel 12 aifna, SsFHI MoMisie KYHBIHBIH JKOFaly KayTli eH YKOFapbl
Ke3CH/E, TYBIHIAUTBIH KaJpPJIbIK JKOHE MOJICHU TOYeKeNIepZl aHbIKTayFa JKOHE JHarHOCTHKallayFa OarbITTajFaH.
ExiHIn geHrein MomiMeTTepai Tajimayldbl, TePEeHACTIINCH JKapThllail KypbUIBIMIBIK cyxOarTapabl (n=23) oHe
KbI3METKEPIIep apachlHIarbl ayKbIMJIbI CayalHaMasiap/ibl (n=106) OipiKTipeTiH apanac SicTi KoJiiaHa OTBIPBIII,
aBTOP/IAP MHTCIPALMAHBIH COTTUIINH aWKBIHAANTBIH QJICyMETTIK-MSJICHN AMHAMUKAHBI 3€PTTEHII. Hamxcenep
yLI Herisri KaTep):u QHBIKTAJIbl: KaJpJap/blH aI/ITapJ'ILIKTaI/I TYPAKCHI3IbIFBI (03 EPKIMEH KYMBICTaH KeTy JCHIeii
15%-ra meitin ecti, OyJ1 KaJbIITEI HOPMaJaH €Ki €Ce YKOFaphl), CAaThIN aJbIHFaH (pUpMaHbIH «agiley Kacimkepiik
PYXBI MEH CaTbIll aTyLIBIHBIH OIOPOKPATHSUIIBIK, OPTaJbIKTAHABIPBIIFAH KYPBUIBIMEI apaChIH/IAFbl TCPCH MOJICHH
KaWIIBUIBIK, COHAM-aK MaHbI3/(bl KOMMYHHUKALUAJIBIK BaKyyM (KaTap)IaFLI KI)ISMeTKCpHepJZ[IH 78%-b1 MHTErpaius
Ke3eHiepi TypasibI JKETKUTIKTI aKmapar anMaraH) Heriari TYIKBIPBIM — IIIKI KOMMYHHKaIMsI carackl MEH Heri3ri
KBI3METKEpIIep/IiH KYMBICTAH KeTy KayIl apachbHJarbl KyIITi Tepic koppemsuus (r = -0,72), Oy nponecrepain
AIIBIKTHIFBI MCH TAJIAHTTap/Ibl TYPAKTAHBIPY aPACHIHIAFbI CAHIBIK OalIaHBICThI JAJICNICH . AJIBIHFAH MATIMETTEP
Herizinge «TypakTaHABIPY ToyeKeIepiHiH MaTpHLackDy skoHe « KOMMYHHUKaIMsIIapAbIH JKbITY KapTachl» CHAKTHI

KYpaJgapasl KAMTUTBIH KEIICH 1 HHTETPaLUsIIbIK MOJISTb YChIHBIIA L.

Tipek ce3mep: Oipiry >koHE KOCBLIY, aJaMH KallUTajJbl O0ackapy, KOPIOPATUBTIK MOJICHHET, MHTErparusi,
TaJAaHTTapAbl YCTAIl KAy, TeJIEKOMMYHHKAIHSIAP.
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YIIPABJIEHUE YEJJOBEYECKHUM KAIIUTAJIOM
B IOCTUHTETPAIIMOHHOM CPEJIE: MUHUMM3ALIUS PUCKOB
U ®OPMUPOBAHUE IIEJTEBOM KOPIIOPATUBHOM KYJIbTYPBI
B KOMIIAHUH «X» MOCJIE MOITIOIEHUS KOMIIAHUEM «Y»

AHHOTAIUA
CoBpeMeHHBIH TT00ANBHBIA OU3HEC-TaHIIIA(T XapaKTepH3yeTCs HEMPEPhIBHOW KOHCOJMHMIAIMCH, TIe CIel-
Ku CiUsHUS U nortomeHuss (M&A) BBICTYIIalOT OCHOBHOM CTpaTeruell pocTa Jjisl OpraHu3aIii, CTPEMSIIUXCS K
TEXHOJIOTHYECKOMY JIHJCPCTBY M PACIIMPEHHUIO TOJH PHIHKA B CTPaHAX C Pa3BUBAOIICHCS dKOHOMUKOH. OqHAKO
SMIHUPUYECKHE TaHHBIC CBUIETEIBCTBYIOT O TOM, YTO 3HAUNTEIbHAS YaCTh TAKUX CIIEJIIOK HE JOCTUTAET CBOUX CTpa-
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TErMYeCcKUX IeJIel n3-3a CUCTEMAaTHYeCKOr0 UTHOPUPOBAHUS BOMPOCOB YEJIOBEUECKOTO KaluTala U KyJIbTYPHOTO
COOTBETCTBUS Ha 3Tale NOCTUHTErpanuu. B naHHOH cTaTbe paccMaTpUBAIOTCS KPUTHUECKUE aCTIEKThI YIIPABICHUS
yenoBedecknM kanuranoM (HCM) B paMkax TpaHCIpaHUYHOTO HOIJIOLICHUS Ka3aXCTAHCKOTO TEJICKOMMYHHKAIH-
OHHOTO oIeparopa (KOMIaHUs «X») MEKIyHApOIHBIM KOHIIIoMepaToM (kommnanust «Y»). HMccnenoBanue Harpas-
JICHO Ha BBIABJICHHE U JUArHOCTUKY KaJIPOBBIX M KyJIBTYpPHBIX PHCKOB, BOSHHKAIOUINX B TIEPBBIC 12 MecsIeB mocie
CHIENIKH — B TIEPUOJ, KOTJla LIEHHOCTh CHAEIKU HauOosee ysi3BUMa. Vcromb3ysl CMEIIaHHbI METO]] UCCIIeJOBaHuS,
00BEIMHSIONINI aHaJIN3 BTOPUYHBIX JIAHHBIX, NIYOWHHBIC TTOJIyCTPYKTYPHUPOBaHHbIE HHTEPBBIO (N=23) 1 MaciTad-
HBIE ONPOCHI COTPYIHHUKOB (n=106), aBTOPBI N3y4alOT COLMOKYIBTYPHYIO IMHAMUKY, OTIPE/IEIISIONIYI0 YCIIeX HHTe-
rpanuu. Pe3yasTarsl BEISIBIIIM TPU OCHOBHBIE YIPO3BI: 3HAUYUTEIBHYIO «YTEUKY MO3TOB» (POCT TEKy4eCTH KaJpoB
10 15%, 9T0 BIIBOE BBIIIIE HOPMBI), NTyOOKHH KyJIBTYPHBIN KOH(IUKT MEKY MPEAIPHHAMATEIBCKAM TyXOM «agile»
TOTITIONIaeMOi (PUPMBI U OIOPOKPATUICCKON HEHTPAIN30BAHHON CTPYKTYPOH MOKyMaTels, a TakKe KPUTHICCKUI
KOMMYHHUKAIIMOHHBIN BakyyM (78% JHMHEHHOTO nepcoHalia He ObUIM MPOHH(OPMUPOBAHBI 00 dTAlax UHTETPALUH).
KiroueBpIM BBIBOJIOM CTasa CHJIbHAsS OTpULaTelbHas koppemauus (r = -0,72) Mexay KadeCTBOM BHYTPEHHHX KOM-
MYHHUKALUH U PUCKOM YBOJIBHEHHUS KJIIOUEBBIX COTPYIHHKOB, YTO ITOJATBEPKAACT KOJINYECTBEHHYIO CBS3b MEXKIY
MIPO3PavHOCTHIO MIPOLECCOB U yAEep KaHUEM TalnaHTOB. Ha 0CHOBe MOIy4eHHBIX JaHHBIX NPENI0KeHa KOMIUIEKCHAs
MOJIETTh MHTETPALINH, BKITIOYAIOIIAs TAKUE HHCTPYMEHTHI, KaK MaTPHIIA PUCKOB yIEPXKAHUS 1 TEIUIOBAst KapTa KOM-
MYHUKaluii, IpeIHa3HaueHHbIE JUT1 (POPMUPOBAHHS THOPHIHON KOPIIOPATHBHOM KYJIBTYpPHI.

KuroueBble ci10Ba: CIUAHUS U TOTIOIICHHS, YIIPABICHAE YEIOBEUYSCKUM KAaITUTAJIOM, KOPIIOPATHBHAS KYIb-
Typa, MHTETpaIysl, yaepsKaHue TaTaHTOB, TEJICKOMMYHHUKALIH.

465



