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organization. The author considers contemporary ways of personnel recruitment in the
organizations and stresses that the creation of a private, national management system. based on
the integration of features of the national mentality, using aspects of global management
experience is very essential poinl.

Introduction

Highlighting local determinants of value-systems ol good governance in
modern Kazakhstani organizations, it should be noted that the dominant factor
affecting the specificity of management, is the mentality of the nation [1], the
“code™ that determines the social behavior of the individual and the nation as a
whole. Interest in this subject has increased significantly after rcassessment reforms
of the early 1990s, and intensive discussion of the adequacy of application of
Western management systems in the management of post-Soviet companies has
raised, rational managers scarched for the optimal mindset management systems
(Korotkov, Kartavv, Nechamkin).

In their work was postulated the law of correspondence (identity)
management and mentality, which is, in fact, a continuation of thoughts about the
whole theorctical knowledge of Kluchevskaya to be transferred onto the post-Soviet
land. The imported science long remained barren because has met with everyday
concepts and rules, which were inconsistent with this science, and it did not touch
processes, while remaining elegant and luxury inactive thought of individual minds
[2]. In connection with this statement Yassina [3] claims that the nation has the
most productive system of values which is not correctly formulated.

Nehamkin states that mentality and identity management, and their
compliance with the contradiction emerges as the content and form, as the essence
of the phenomenon. They are inexiricably objectively determined, constantly
repeating the relationship, which can be described as “law compliance mentality
and Management”, which causes a relatively stable system of production,
smoothing the contradictions between the rulers and the ruled, helping to overcome
crisis situations. Correspondence between the management and mentality is one of
the fundamental features of the balance of social systems characterized by the
absence of social conflicts.

Korotkov [4] proposes to classify management theory in the degree of
adaptation to the post-Soviet mentality. So, unadapted version of “blind copying”
of Western management theory is a great danger, though atlracted ease of
implementation. The second option to adapt the western model of governance puts
before theorists and practitioners of managcment following question: Which
western management theories we will adapt? Since the control system in Japan, US,
Western Europe differ among themselves, and for any choice there is a risk to use
the theory that takes into account specific features, conditions for the functioning
of the cconomy, the level of socio-cconomic development of those countrics, the
mentality of their inhabitants. The third option involves the creation of a private,
national management system, based on the integration of features of the national
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mentality, using aspects of global management experience. In this case. a blind
imitation of Western or Eastern experience is denied. )
Value-rational approach can be seen in the works of Emerson [?].
proclaiming the true performance, which always gives the maximum results with
minimum effort. .
Bunkina [6] claims that national preferences confirm the presence of this
phenomenon: “The Englishman wants to turn the world into a factorv. a F renchman
— into a salon, a German - in the barracks. Russian - in the church. Enghsh-mup
involves extraction, a Frenchman - fame. German - power, and Russian — sacrilice™.
In Soviet times, the workplace for many Soviet people was not just a place
to make money. it assembled something more: the family members of stafl knew
cach other and communicated with cach other; women brought their children to
work, when kindergarten was closed, and ctc. A strict distinction betwveen
professional life and life out of work adopted in Western Lurope. did not exist in
the Soviet Union. Team, as already noted, has always held a high place on the scale
of values than the personality. Loyalty to the team was considered as an ex pression
of political maturity and cohesion of the group was hi gher than self-realization. The
main strategy of resolution of interpersonal conflicts was a strategy o avoid them.
In any organization, management was reduced to the implementation of control,
empowerment hardly practiced. Typically, the selection of new cmployees was
carried out not by merit. Jobs were often distributed among relatives and friends.
Top management was responsible not only for the professional and organizational

development of the labor process, but also for the reliability of the wor
consequently, for the income of employees.

The modern way of organization is not much different from the way of life
that took place in the Soviet era. We cannot ignore the impact of communicative
features in the USSR. This is due to the fact that in our communic
laid psychosocial rate at which if we are spouses, relatives, friends, colleagues, or
belong to the same socio-psychological group or organization, we should think
evaluate the world around us same as others [7].

Cross-cultural differences are found with regard to moncy also . In the business
world of the West, where people know how to make money and save them. lending
is not practiced. According to Kaesong, loan is not understandable, since it is not

giving or investing, it does not bring any thanks, and there is no chance to make a
profit. Those who borrow from friends are unreliable parasitic people, and self-

confident independent person will never let his friends know that he needs the
money. But in Kazakhstan, refusal to lend is pereeived more as greed and
callousness [8].

Commitment of the Kazakhstani
culture inherent to value-rational ty
accidental. The predomin

kplace, and.

ative tradition

population to the values of communicative

pe of social action (by M. Weber), and it is not

ance of this type of social action is natural for our country,
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as well as the prevalence of rational actions for Western Europe and North America,
the traditional East Asian and Latin America.

Over the past millennia through the territory occupied by Kazakhstan (and
other CIS countrics) now the communication took its placc between all parts of
Eurasia and therefore natural development of the population’s social qualities was
necessary for international trade and cultural mediation. However, such European
qualities as rationalism, practicality, resourcefulness, commitment to conduct all
business for the benefit of themselves and on this basis to achieve individual
success, were not widespread (although there is). Kazakh people are mainly
“focused” not on themselves, but on circle of contacts and accepted patterns of
behavior.

Max Weber noted that “‘value-rational action always subordinates to the
commandments or requirements. in obedience to which the individual sees his
duty” and that “value-rationality is always irrational, and the more it is irrational,
the more it overemphasizes the value at which oriented bchavior™ | 8].

The population of Kazakhstan emphasizes communicative values
(hospitality, good relationships with family, friends, neighbors, colleagues) to the
detriment of instrumental values (personal success, financial independence, etc.).
Lapin says that “the post-Soviet mentality is closer to communicative rationality,
rather than classical” [9]. According to the results of his studies of the dynamics of
value orientations of Russians conducted in the years 1990-1994 he concludes: “...
among the most valuable orientations of Russians consistently high ratings indicate
the following values: rule of law, communication, family.” These values can be
considered as a universal terminal and integrating the core basic values of the entire
space of the CIS.

Management model in the couniries of the former USSR is described
metaphorically by Prokhorov: “To put it simply, the control system is a sort of a
long leash. In the period of instability master pulls the leash, the dog takes just
around the collar. In the same stable, quiet period leash is released to the maximum
length, and those who it is, there is an illusion of total freedom. When the stable
period is delayed too long, the leash is pulled so that within a reasonable time frame
for the system it back is not fit. In these cascs, social catastrophes are irreversible,
particularly the revolution.” According to another well-known researcher and
practitioner Shekshina S, creating management systems in a variety of domestic
and foreign organizations, variability and the duality of behavior are the
characteristic features of post-Soviet countries’ managers [10].

She lists the most important elements of the relationship between the
employees and the organization:

o The existence of a huge power distance, and therefore, the adoption of the
cmployces of inequality in the distribution of powers, decision-making,
remuneration:
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o Hierarchical control with a huge concentration of power at the top of the
organization; L -
o ;dmost complete dependence of employees from arbitrariness of leadership;

o Confined or encloscd organization to the outside world, sincc there are
significant barriers between departments;

e Attraction, promotion and encourag

and organizational loyalty;

s Bureaucratization and formalization as
arbitrariness;

* The opacity of the decisions taken, secrecy,

organizational communication.
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Table 1 - values of the arameter “power distance” in different countries[14].
Country | USA Germany | Indonesia West Russia China
Africa
Power 40 (L) 35(L) 78 (H) 77 (H) 95(H) 80(H)
Distance

H is for High and L is for Low.
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of Russian managers. detailed by Prigogine and supplemented by a number of other
consultants:

1) Lack of readiness to move from management model “order-execution™ to the
management model “coordination of interests™;

2) Information protection;

3) The cult of material incentives, reduction of all motivation to surcharges.
premiums, bonuses, unwillingness to include a more complex motivation of staff;
4) Underestimation of potential employees;

5) Stingy with praise;

6) Mismatch of words and behavior of the head;

7) The constant threat of layoifs;

8) Oricntation is not for cmployees;

9) Informational greed;

10) Undue credulity and unfounded suspicions;

11) Unwillingness or inability to articulate the problem;

12) Unrealistic and useless task;

13) Involvement of employees to non-core activities;

14) Overload best employees on a principle “ship to the one who carries”.

Cross-cultural strategies to overcome periods of crisis in the company when

it comes to apply unpopular and harsh measures is illustrative. The Japanese
experience of anti-crisis management shows that during the recession, when profits
are reduced, all employees receive less. However, the unfavorable economic
situation management team receives a percentage of cut down payment ofworkers.
It is believed that workers always do its part trying to do it maximum high, and they
should not be punished with a decrease in profits.
The next barrier to the development of the system of values and rational
management in the organization is the tendency to typing qualities of a good and
loyal employee in the minds of managers of the company. Formalized ethics in
organization in such cases becomes the basis of rigid social control, pressure and
negative authorization. Types and forms of atypical employment and social
behavior are rejected in favor of a stereotype formed by loyal “good” employee.
Creative and unusual abilities and qualities of the worker are ignored. In turn, this
cannot be called an image of the ideal worker, since it is formed as a result of a
relatively extended periods of management experience in particular companies.

Conclusion
In Kazakhstan prevails company management model which focuses on

material factors - the exchange of employees for material resources. Teleology of
these companies is based on the critical factors - profit, so the practice of modern
managcment is dominated by the methods of administrative coercion. The “blind
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copying” of Western management theory is a great danger. though attracted ease of
;\I/Inell)r:ngefglez::tmpnl:actices which were not adopted taking im;o account the memalillz/
reduced staff job satisfaction, deal a blow to }abor rpotwaho_n and attitude to work.
which inevitably led to negative phenomena in the intra environmen
on the socio-psychological climate in 1th team. As.a result, the curre
system acts as an antagonist and a.sig{nhcant barrier to the formati
rational management in the organization. .

So, the management should create a private, national m

on the integration of features of the national mentality
management experience.

t and impacted
nl management
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