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MAIN IMPROVEMENT DIRECTIONS
OF CORPORATE CULTURE AND OPTIMIZATION
OF INNOVATIVE ACTIVITIES

In modern market conditions, every organization needs to improve the
development of innovative technologies of corporate culture. The proper
creation and implementation of this culture contributes to improving the
organization’s performance.

In this article, the authors analyzed the main directions for improving
corporate culture and optimizing innovative activities. An analysis of
innovative activities was conducted using the example of LLP «InterPress
Astanay, and various definitions of organizational and corporate culture
were presented that most fully describe their essence and content. The
article examines the services provided by LLP «InterPress Astana» and
outlines the main components of the organization’s corporate culture. The
authors of the article conducted a SWOT analysis, based on which the
potential for the development and implementation of innovative projects
was determined, and the results in the areas of innovation were discussed.
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The scientific research identified the main ways to improve the corporate
culture and optimize the innovative activities of LLP «InterPress Astanay.

Keywords: corporate culture, innovative activity, organizational
culture, innovation, optimization.

Introduction

The process of integrating innovation into corporate culture requires a deep
understanding of how cultural aspects influence the adoption and implementation of
new ideas and technologies including developing strategies to overcome resistance
to change, removing barriers between departments and levels of management, and
establishing a reward system to incentivize innovation. In addition, it is important
to recognize the role of leadership in creating and sustaining a culture that is open
to innovation, where leaders act not only as agents of change, but also as role
models in innovative behavior.

Thus, the study of the relationship between corporate culture and innovation
in an organization provides opportunities for the development of effective
management practices that contribute to the creation of a favorable innovation
climate. This, in turn, can contribute to increasing the competitiveness of the
organization and its ability to adapt and develop sustainably in a dynamically
changing world.

In today’s market conditions, every organization needs a corporate culture.
The correct creation and implementation of this culture contributes to the
improvement of the organization’s productivity. Thanks to the corporate culture,
the organization acquires a unique image in the minds of business partners and
consumers, with its help achieving competitive advantages.

Materials and methods

In the process of work, theoretical analysis of legislative and regulatory acts
on the research topic, descriptive and statistical method, comparative analysis,
dialectical method.

Results and discussions

Corporate values are enshrined in the norms of corporate conduct. There
are values that are in line with the company’s founding principles, and there are
ones which are at odds. They need to be distinguished and controlled because a
company that values and manages its corporate culture is more likely to use it as
its strengths.

Values can be material (profit growth, investments) and in some companies
they are paramount. There are also intangible values (image, quality of work,
etc.). In this approach, the values and elements of corporate culture are developed
by a limited group of people and “descended” to the rest of the participants in a
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compulsive form. The role of the “creator” is usually played by the management
staff or an authoritarian leader. In certain historical periods (for example, during the
revolution and civil war in our country), workers acted as an authoritarian group,
imposing new values on the management by force [1]. However, the culture of
«equality and justice» at that time had no economic and social justification, and
therefore the «reconquered» enterprises almost always became unviable. Table 1
presents the various definitions of organizational/corporate culture that we believe
best describe their essence.

Table 1 — Authors’ definitions of the concept of «Corporate culture».

Author

Definition

Schein E.

«Organizational culture is a system of collective basic ideas acquired
by the group when solving the problems of adaptation to the external
environment and internal integration, which have proven their effective-
ness and therefore are considered as a value and are transmitted to new
members of the group as the correct system of perception, thinking and
feeling in relation to these problems» [2].

C.Handy

suggested that corporate culture reflects the overall values and beliefs
of the organization, which influence how people behave at work [3].

G Hofstede

He investigated how workplace values are driven by cultural differ-
ences, and developed a model for measuring cultural dimensions that
influences corporate culture [4].

T.Y. Bazarov

«Organizational culture is a complex set of assumptions that are ac-
cepted without evidence by all members of a particular organization
and that set the general framework of behavior adopted by the majority
of the organization; It manifests itself in the philosophy and ideology
of management, value orientations, beliefs, expectations, norms of
behavior, regulates human behavior and makes it possible to predict
human behavior in critical situations» [5, pp. 86-93].

E.A. Kapitonov, G.P.
Zinchenko, A.E. Kapi-
tonov

«Corporate culture is a factor of innovative transformations that bring
human resources to the forefront» [6].

Y.M. Lotman

«Culture is a complex semiotic system, its function is memory, its main
feature is accumulation; Culture is something common to a collective, a
group of people living simultaneously and connected by a certain social
organization; Culture is a form of communication between people» [7].

Note: Source [2, 7]

Definitions of corporate culture proposed by various authors emphasize its
multidimensionality and importance in the context of organizational management
and innovation. Edgar Schein singles out corporate culture as a system of basic
collective ideas that are important for adaptation and integration within the group.
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Charles Handy focuses on the reflection of shared values and beliefs, Geert
Hofstede on the impact of cultural differences on work values, and T. Y. Bazarov,
E. A. Kapitonov, G. P. Zinchenko, A. E. Kapitonov, and Y. M. Lotman expand
the understanding of corporate culture, linking it with innovative transformations,
the semiotic system, and social organization. We consider the term «corporate» in
the sense of «unifying, connectingy», and «corporation» as a form of organization
of labor communities with its own specific features.

Corporate culture is not only the culture of corporations; it can be applied to
other organizations. It can be said that corporate culture is a way of life, thinking,
and acting of the team, and hence it is presented as an all-pervasive phenomenon
that directly affects the life of the organization as a whole. If we can say that an
organization has a «soul,» then that «soul» is the corporate culture. Thus, corporate
culture is a key factor that contributes to innovation and sustainable development
of organizations, emphasizing the importance of human resource management and
the internal social environment [8].

InterPress has been operating in the educational market of Kazakhstan since
1998. The company provides a wide range of services in the field of education
and training abroad Picture 1.

Picture 1 — Services in the field of education and training abroad

The organizational structure of InterPress Astana LLP, which specializes in
the distribution of educational materials and language education, is multi-level
and branched, which allows it to adequately respond to the requirements of the
educational market of Kazakhstan and Central Asia. The company is managed by
the CEO, who directs the strategic development of the company and coordinates
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the work of all departments. In his activities, the director is assisted by assistants,
who act as a link between management and other employees [9].

The management of educational programs occupies a key place in the
structure. This unit is responsible for the quality and relevance of educational
materials, interacts with international organizations to maintain global standards
of education. The methodical department within this structure is engaged in the
development and updating of programs and manuals, ensuring their compliance
with the latest trends in the field of foreign language learning. Distribution and
logistics are vital components that ensure the uninterrupted supply of educational
materials to all training centers and schools in the company’s network. Cooperation
with global publishers, quality control and timely delivery are on the shoulders
of this department. Marketing and promotion play an important role in attracting
new customers and maintaining interest in the company’s products. The marketing
department develops and implements advertising campaigns, while the events
department organizes participation in international conferences and exhibitions,
promoting the brand in the educational market. Customer support and service
ensure a high level of customer satisfaction by providing advice and assistance
in product selection. The finance department is responsible for accounting and
financial planning, while the human resources department handles the recruitment
and development of personnel. The IT department maintains internal systems and
develops new educational technologies.

Vertical management in InterPress Distribution is characterized by a strict
hierarchy and clear lines of accountability from the CEO to ordinary employees,
which in turn ensures an effective distribution of responsibilities and quick
communication between management levels [10].

InterPress-IH is the only language center in the Central Asian region that
received accreditation in 2007 as a training center. Our center offers courses for
internationally recognized teaching certificates, such as Cambridge CELTA (The
Certificate in English Language Teaching to Adults www.celta.kz), IHC (The
International House Certificate in Teaching English) On-line, IHCYLT (The
International House Certificate in Teaching Young Learners and Teenagers). In
addition to regular seminars for its own teaching staff, InterPress-IH conducts
professional trainings for teachers of English in Kazakhstan. Number of employees
of InterPress Astana LLP for 2018-2023 is shown in Picture 2.
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Picture 2 — Number of employees of InterPress Astana LLP for 20182023

As of January 1, 2024, the number of employees of InterPress Astana LLP
was 145 people, which indicates significant growth and development of the
company, which entails increased attention to the organizational culture and
internal environment. The corporate culture at InterPress Astana is focused on
creating a favorable atmosphere that contributes not only to the professional growth
of each employee, but also to the development of their personal qualities. The
basis of this culture is the company’s values: the desire for innovation, openness
to change, respect for each employee and client, as well as support for team spirit.

InterPress Astana LLP pays considerable attention to corporate culture
Picture 3.

Picture 3 — Main components of the corporate culture of InterPress Astana LLP
Note: compiled by the author
An important part of corporate culture is feedback between employees and

management. InterPress Astana LLP strives to create an environment where
everyone feels heard and their opinion is important, which is achieved through
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regular meetings between management and employees, surveys and questionnaires
to assess the level of satisfaction and identify potential areas for improvement.
The innovative activities of InterPress Astana LLP play a key role in its
strategic development and strengthening its position in the market of educational
services and products. In recent years, the company has significantly expanded
its range of offerings and introduced a number of advanced technologies aimed

at improving the quality of education and training.

Table 2 — Innovation activities of InterPress Astana LLP

Direction of innova-
tion

Description

Expected Results

Digital educational
resources

Development and imple-
mentation of electronic
textbooks, interactive as-
signments.

Improving the availability and quality of
education.

Interactive learning
platforms

Creation of platforms for
online courses with gami-
fication elements.

Increasing the motivation of students, improv-
ing the assimilation of the material.

Platforms for teachers

Developing tools for
teachers to create their
own materials.

Simplifying the preparation for classes, im-
proving the quality of teaching.

Analytics & perfor-
mance monitoring

Implementation of sys-
tems for analyzing and
tracking student progress.

Optimization of the educational process, per-
sonalization of training.

Artificial intelligence
in learning

The usage of Al to adapt
educational material to the
needs of the student.

Personalized approach to learning, improved
results.

International coop-
eration

Development of partner-
ships with leading educa-

Exchange of experience, improvement of qual-
ity standards of educational services.

tional institutions.
Note: Compiled by the author

The company is also actively engaged in social responsibility, participating
in educational and charitable projects in Astana, which not only has a positive
effect on the image of InterPress Astana LLP, but also strengthens the sense of
pride of employees in their place of work.

Innovation and corporate culture at InterPress Astana LLP are closely
interrelated, as the culture of openness, the encouragement of creativity and the
desire for continuous development are the foundation for innovative activities.
A corporate culture that supports the exchange of ideas and provides employees
with opportunities for professional growth creates a favorable environment for
innovation and continuous improvement of products and services. Thus, investments
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in the development of corporate culture strengthen the innovative potential of the
company, ensuring its sustainable development and competitiveness in the market.

In order to identify the main areas for improving the corporate culture and
optimizing the company’s innovative activities, a SWOT analysis of the corporate
culture and optimization of innovative activities of InterPress Astana LLP was

carried out:

Table 3 — SWOT analysis of the activities of InterPress Astana LLP

Strengths

Weaknesses

qualified personnel;

availability of highly qualified specialists
capable of generating and implementing in-
novative ideas;

experience in implementing innovative
projects;

growth in the company’s innovation costs;

A culture of mutual support, openness and en-
couragement of creativity among employees.

lack of systematic support for innovation;
inadequate funding and resources;

Existing culture is not always conducive to in-
novation;

employees fear failures, which inhibits their
activity;

the presence of gaps in internal communication that
prevent the effective exchange of ideas;

Staff resistance to innovation in favour of tradi-
tional ways of working;

lack of a well-structured system for collecting,
evaluating, and implementing new ideas.

Possibilities

Risks

implementation of training programs for pro-
fessional development;

development of partnerships with external
innovation centers;

reorientation of the budget to support innova-
tive projects;

introduction of a system of rewards for in-
novation;

Creating a clear system for employee sug-
gestions.

unpreparedness of part of the team for innovations;
rapid changes in market requirements and condi-
tions;

possible financial crises that reduce investment
opportunities;

the risk of rapid obsolescence of current decisions;
the problem of attracting and retaining talented
innovators;

Potential regulatory constraints.

Note: Compiled by the author

SWOT analysis of the corporate culture and optimization of innovation
activities of InterPress Astana LLP emphasizes that the company has significant
potential for the development and implementation of innovative projects, relying
on the creativity of employees and the experience of successful innovations in the
past. However, barriers to meaningful innovation include uneven management
support, limited resources, existing corporate culture, and a lack of competence in
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some areas. To overcome these weaknesses and minimize threats, the company will
have to pay attention to formalizing the processes of submitting and implementing
ideas, strengthening motivation and support for innovation at all levels, as well
as intensifying external cooperation and employee training. The development
and implementation of these areas will allow the company not only to strengthen
its strengths, but also to open up new opportunities for innovative growth and
improvement of its position in the market.

To improve the corporate culture and optimize the innovative activities of
InterPress Astana LLP, an educational institution, the following main directions
can be proposed (Picture 4):

The above areas can help InterPress Astana create a more innovative and
productive working environment, as well as strengthen the corporate culture that
contributes to the personal and professional growth of employees.

Picture 4 — Main improvement directions of corporate culture and optimization
of innovative activities

Conclusion

The process of innovation transition into corporate culture requires a thorough
study of the influence of cultural aspects affecting the adoption and implementation
of new ideas and technologies. The analysis of InterPress Astana LLP conducted
by the authors in detail shows that the company has a high-quality potential for the
development and implementation of innovative projects. Obstacles to innovative
activities are favorable support from administrative and management personnel,
lack of material resources, the existing corporate culture and the lack of meaningful
results in decision-making. To improve the corporate culture and optimize the
innovative activities of InterPress Astana LLP, an educational institution, the
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following main areas can be proposed: feedback culture, encouraging innovation
activity, involvement of external experts, development of corporate learning,
strengthening of internal communication, development of a corporate code,
workspace optimization.
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KOPIIOPATUBTIK MOJAEHUETTI ) KETIJJAIPYIH HETI3T'I
BAFBITTAPBI )KOHE HHHOBALIMSLJIBIK KbI3METTI
OHTAMUJAHIBIPY

Kaszipei napvikmulg grcazoaiioa apbip yivim KOpRopamuemix
MaOeHUemmiy, UHHOBAYUAILIK MEXHOI0LUSLIAPBIH 0amMblmyobl HCemindipyoi
Kaoicem emedi. Byn madenuemmi OYpuic Kypy JHcoHe eH2i3y YUbIMHbIY
muimoiniein apmmelpyea komekmeceoi.

Byn maxanada asmopnap xopnopamusemix maoeruemmi dcemindipyoiy
JICIHE UHHOBAYUSANBIK KbIZMEMIMi OHMAUIaHObIPYOblY Hezi3ei bagulmmapbsiH
Kapacmuipovl. «InterPress Astanay JKIIC unnosayusanvik Kvizmemine
manoay sHcypeizinin, onapovly MaHI MeH MA3ZMYHbIH OAPBIHUA MObIK
cunammaumoii YUbIMObIK JHCoHe KOPHOPAMUSMIK MIOeHUemmiy mypi
anvikmamanapuvl Kapacmoipoliovl. Convimen oipee «InterPress Astana»
JKUIC kepcememin Kvizmemmepze 3epmmey HCypeiziiin, YiblMHbIH
KOpRopamusmix MaOeHueminiy ne2izei Kypamoac 6eaikmepi YColHblIObL.
Maxkana asmopaapvr SWOT manoay scacan, oHblH He2i3iHOe UHHOBAYUSIBIK,
Hc06ANapObl OaMblmy AHCIHE ICKe acblpy aneyemi auKblHOANObl HCIHe
uUHHOBaYUa bazvimmapul 6ouviHWA HaMuUdIceaep Kapanowvl. Feinvimu
3epmmeyode KOpHOpAMUBMIK MaO0eHUuemmi sHcemindipyoiy dcaue
«InterPress Astanay» JKLLIC unHo8ayusAnblK Kbl3Memin OBmaiianobipyOblH
Hezi32l HCOoN0apvl AHLIKMANObL.

Kinmmi ce30ep: xopnopamuemix maoenuem, UHHOBAYUAILIK
benceHOINiK, YUbIMObIK MaOeHUem, UHHOBAYUS, OHMAUIAHObIDY.
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OCHOBHBIE HAITPABJIEHHSI COBEPHIEHCTBOBAHMUSA
KOPIIOPATUBHOM KYJbTYPHI H ONITUMU3ALIAU
WHHOBAIIMOHHOM JEATEJBHOCTH

B cospemennbix pulHOUHBIX YCA0BUAX KANCOAA OPSAHU3AYUSL
HyJ#coaemcsa 6 cO8epuleHCMeo08aAHUY PA3ZBUMUA UHHOBAYUOHHBIX
MexHoI02ull KOpnopamuerou Kyavmypul. Ilpasunvroe cozdanue u
6HeOpeHUe IMOtL KYIbmypsbl CHOCOOCMEYem NOGbIUUEHUIO I heKmugHocmiL
pabomwl opeanuzayuu.

B oannoii cmamwe asmopsl npoananuzauposanu OCHOBHbIE HANPAGTIEHU.
COBEPULEHCTNBOBAHUA KOPROPATNUBHOU KYIbMYPbL U ONTMUMUIAYUU
UHHOBAYUOHHOU OeAMenbHOCHU.

Bvin nposeden ananus uHHOBAYUOHHOU 0essMeNbHOCIU HA NpUMepe
TOO «InterPress Astana», npedcmagnenvl pasiuunsie onpeoeieHus
OP2AHU3AYUOHHOU U KOPROPAMUBHOU KYIbIMYPbl, KOMOpble HAuboiee NOIHO
ONUCHIBAION UX CYWHOCHb U coOepiicanue. B cmambe ucciedosansvl yenyeu,
oxaszvigaemvie 6 TOO «InterPress Astanay, 0anbl 0CHOSHbIE COCMABTAIOWUE
KOPHOPAMUBHOU KyIbmypsl opeanusayuu. Aemopamu cmamvu coenan
SWOT ananus, na ocHoge KOmMopo2o ObLL OnpedeneH NOMEHYUA PA3BUTNUSL
U peanu3ayuu UHHOBAYUOHHBIX NPOEKMOS U PACCMOMPEHbL Pe3YIbIMamyl Ho
HANPAGIeHUsAM UHHOSAYUU. B HayuHom ucciedosanuu 8bisigneHbl OCHOBHbLE
NYmMu COBEPUICHCTNEOBAHUS. KOPROPAMUBHOU KYIbINYPbL U ONMUMU3AYUL
unnosayuonnou oesmenvrocmu TOO «InterPress Astanay.

Knwowuegvle cnosa: kopnopamuguas Kyibmypd, UHHOBAYUOHHAS
0esAmenbHOCIb, OP2AHUSAYUOHHAS KYIbINYPA, UHHOSAYUY, ONINUMUZAYUSL.
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Tepyre 19.09.2025 x. xibepinmi. bacyra 30.09.2025 k. Ko KOWBLUTAEL.
DnekTpoHs! Oacna
34,01 Mb RAM
HlapTTe! 6acna Tabars! 17,4
Tapanemver 300 nana. baracer kemiciM OOHBIHTIIA.
Kommsiotepne 6erreren: A. K. MbIpxukoBa
Koppexropsr: A. P. Omaposa, 1. A. Koxac
Tamnceipeic Ne 4475

Cnano B Hab6op 19.09.2025 r. [Tognucano B neuats 30.09.2025 T.
DNEeKTPOHHOE U3JaHHE
34,01 Mb RAM
Venna 17,4. Tupax 300 k3. Llena noropopHasi.
Kommnsrotrepnas Beperka: A. K. MbipxukoBa
Koppexropaap: A. P. Omaposa, [I. A. Koxxac
3aka3 Ne 4475
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