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Problem statement. The problems of develop-
ment of the organizational culture of enterprises by dif-
ferent types of economic activity are being actualized,
taking into account their specificity. This allows for
greater flexibility and the ability to respond promptly to
changes in the internal and external environment, to
strengthen competitive positions in the markets that
meet the current conditions of management.

Against this background, the need for theoretical
substantiation and the development of practical recom-
mendations to improve the management effectiveness
of organizational culture of enterprises in the context of
corporate social responsibility have emerged.

Analysis of recent publications on the problem.
Over the past decades, foreign and domestic scientists
have paid considerable attention to substantiating con-
ceptual provisions and scientific and methodological ap-
proaches to improving corporate culture development
management. The evolution of development and es-
sence of organizational culture of enterprises from dif-
ferent points of view is investigated, its peculiarities and
differences from corporate culture are determined [1-
17]. The mechanisms of managing the organizational
culture of enterprises under changing environment are
substantiated [18-25]. The impact of organizational cul-
ture on the efficiency and level of competitiveness of
enterprises was evaluated and the relationship between
organizational culture and financial results was proved
[26-37]. Various methodological approaches have been
proposed, which allow to estimate the level of develop-
ment of organizational culture [38-44].

The author of this article in the previous researches
revealed the modern tendencies of development of the
organizational culture of the enterprises according to the
results of the expert survey [45]; features, barriers and
drivers of digital transformation of organizational cul-
ture of enterprises have been investigated [46]; syste-
matic existing scientific approaches to defining the
meaning of the term «customer orientation» by classifi-
cation groups, among which the component of organi-
zational culture, which means the key competence of the
enterprise, is highlighted; ability of the company; skill;
part of organizational culture, set of beliefs [47]; the
structural components of the organizational and eco-
nomic mechanism for managing the organizational cul-
ture of enterprises have been determined [48].

Based on this, despite such close attention to the
problem identified by scientists, it remains relevant to
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conduct scientific research in the field of evaluating the
development of organizational culture of construction
enterprises using economic and statistical methods. All
this largely determined the choice of the topic of this
study and its focus.

Setting objectives. The purpose of this article is an
empirical research of the organizational culture of con-
struction enterprises, identifying trends in its develop-
ment in modern conditions and improving the methodi-
cal approach to assessing the level of development.

Outline of the main results and their justification.
In the last decade there is a tendency of deterioration of
labor potential in the construction industry. Thus, the
analytical estimation of statistics shows that the number
of employed workers in construction enterprises de-
creased by 40.4% in 2010-2018, and their share in the
total number of employed workers by all economic ac-
tivities — by 1.2 percentage points, or from 4.8 to 3.6%.
The number of employed workers in construction enter-
prises decreased by 42.3% and their share by 1.3 pp or
from 5.8 to 4.5% of the total.

During this period, the number of employees in
construction enterprises decreased by 40.3%, and their
share in the total number of employees by all types of
economic activity — by 1.3 percentage points, or from
5.3 to 4%. The number of employees in construction en-
terprises decreased by 42.1% and their share by 1.2 pp
or from 5.7 to 4.5% of the total number (Table 1).

Table 1
Dynamics of employed and employees persons
at construction enterprises

Number of employed, Number of employees,
thousand people thousand people

Years from including from including
economic at the economic at the

entities enterprises entities enterprises
2010 524.0 472.1 477.7 462.8
2013 399.6 371.7 373.2 362.1
2014 318.5 286.1 288.1 278.2
2015 282.5 248.1 247.6 239.2
2016 283.9 247.0 252.8 241.7
2017 293.7 257.8 265.0 251.9
2018 312.3 272.2 285.1 268.0

Compiled by: [49, p. 21, 23].

As can be seen from the analysis, the proportion of
staff costs on construction enterprises negligible ends
to lowering spare. For the years 2010-20188 this figure
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decreased by 0.7 pp or from 3.9 to 3.2% of the total
Ukrainian personnel expenditures. Accordingly, the
share of labor costs at construction enterprises decreased
by 0.8 pp or from 3.9 to 3.1% of the volume of labor
costs at enterprises for all types of economic activity
(Table 2).

Table 2
Dynamics of personnel costs
at construction enterprises
Years Personnel costs — Including labor
total, million UAH costs, UAH million
2010 11024.4 8066.5
2011 12498.4 9140.3
2012 15197.2 11321.4
2013 13681.4 10008.6
2014 15182.8 11083.7
2015 11628.1 8625.4
2016 12612.7 10402.2
2017 18167.2 14925.3
2018 24325.0 19757.3

Compiled by: [49, p. 85].

In order to identify contemporary problems, barri-
ers, features, tendencies and ways of development of or-
ganizational culture of construction enterprises in
Ukraine, an expert survey was conducted as a method of
empirical research. This amounted to 5.2% of the total
number of experts in all economic activities (115 re-
spondents).

It is found that the formation of organizational cul-
ture of enterprises is influenced by top managers (1.7%
of respondents), the owner of the firm (0.9%); HR de-
partment (0.9%) and clients (0.9%). Some experts
(0.9%) said that organizational culture cannot be influ-
enced because it is a process that cannot be managed.

It is proved that organizational culture is usually
organized by company management (3.5% of respon-
dents). A number of experts (0.9%) noted that organiza-
tional culture was formed spontaneously in their enter-
prises. And some (0.9%) state that they have absolutely
no organizational culture.

Most surveyed companies do not impose corporate
values and rules (3.5% of respondents). It was found
that the corporate values and slogans stated by the com-
pany fully (3.5% of respondents) or partially (0.9%)
coincide with its real values.

Most experts (5.2%) believe that the organiza-
tional culture of companies is effective. Based on the ex-
pert survey, key obstacles were identified to change the
organizational culture of construction enterprises in the
conditions of digitalization of business processes.
Among them are: insufficient financial resources (1.7%
of respondents); underdevelopment of IT infrastructure
(0.9%); imperfection of the organizational structure
(0.9%); lack of clear vision and support of the manage-
ment (0.9%); low level of employee involvement
(0.9%).

It was found that the values and principles, on
which the organizational culture of the surveyed enter-
prises is formed, largely or partially, correspond to the
personal values and principles of employees (1.7% of
respondents each).

Experts say that organizational culture affects the
financial performance of enterprises (3.5% of respond-
ents). Successful organizational culture of construc-
tion companies can reduce costs and costs (2.6%); in-
crease the level of profitability (1.7%); to increase sales
volumes by improving the quality of logistics services
(0.9%).

Based on the expert survey, it was found that the
surveyed enterprises required complete (1.7% of re-
spondents) or partial (3.5%) transformation of organi-
zational culture. According to the respondents, the mod-
ernization of organizational culture should consist of up-
grading of employees (3.5%) and introduction of digital
technologies in order to optimize business processes
(1.7%). However, construction companies do not point
to the feasibility of transforming the relationship ma-
nagement system with consumers. This is mostly the
case with companies in services, education and science,
food industry, wholesale and retail trade.

The formation and development of the organiza-
tional culture of enterprises in the field of construction
are significantly influenced by endogenous factors,
which include the following: organization management
(scientific and technical and innovative activities, pro-
duction, personnel management, marketing and logis-
tics, financial status, communication policy, planning
and strategizing); employees of the organization (loy-
alty to personnel policy, personnel management, mis-
sion of the organization, work activity; observance of
interests of the organization, confidentiality of infor-
mation, value orientation). The above factors require the
use of certain techniques and tools that can succeed in
transforming the organizational culture of enterprises.

Therefore the author during the expert survey
was focus on internal factors that influence the develop-
ment of organizational culture of surveyed companies
(Table 3).

It is established that, as a rule, the key companies
are not formed on the construction enterprises and the
strategic direction of the companies’ activity is not de-
fined. Most experts pointed to a lack of consistent and
predictable approach to doing business and a clear over-
lap of goals across all hierarchical levels of the company
(Table 4).

In construction companies, insufficient attention is
paid to organizational training. For the most part, inno-
vative ideas are not supported, employees are not en-
couraged to be creative and constantly improve their
skills and knowledge (Table 5). It does not meet the
modern requirements of the functioning of enterprises.
This is especially true in the context of the intensive use
of digital technologies, when the personnel must have
digital competencies and the organizational culture of
enterprises is transformed.
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Expert assessment of the influence of endogenous factors on development

organizational culture of construction enterprises

Table 3

% to the respon-

Assertion
dents
1. The life of an organization should be guided by:
constant coordination and discussion of all employees of the organization 66.7
teamwork based on a common idea 333
2. The real leader (leader) must first of all:
possess various resources (image, money, connections, etc.) and enjoy recognition from subordinates 333
to initiate the process of creativity 66.7
3. Everyday work should:
to constantly improve 66.7
performed and changed by each employee in their own way, based on the ultimate goal 333
4. Desires and interests of individual employees:
individual and should be considered by the organization if it wants to achieve its goals | 100.0
5. The main task of management:
clearly structure business processes, create instructions, regulations, regulations and work with subordinates 333
with their help )
to set the general context of team movement and interaction, to provide employees with opportunities for 66.7
development )
6. Discrepancies and conflicts between employees are:
threat to the stability of the organization, which interferes with the work 33.3
productive expression of individual opinions and differences of opinion 66.7
7. Communication between employees should be based on:
open, comprehensive discussion of work issues 100.0
8. Working information and data:
it is a common knowledge that does not need to be brought out 333
must be controlled and restricted 66.7
9. Decisions in the organization should be made on the basis of:
roundtable discussion that allows you to see the problem from different angles 66.7
potential benefits (profits) and risks 333
10. It is preferable to do something:
focusing on the benefits to yourself and the organization 333
in line with the overall goals, objectives, and traditions of the organization 333
following the rules and instructions 334
11. The working environment should be:
harmonious, comfortable, and should like the staff 100.0
12. The basic principle of the organization should be:

«We are one family» 333
there are no limits to perfection 66.7

Prepared by the author according to the results of the survey.

Note: 114 experts in various economic fields were interviewed, including 3 (2.6%) in construction. The share of respon-

dents is calculated to the total number of experts of the respective type of economic activity.

Table 4
Answers to the question
«What do you think are the goals and principles of the company?»
Assertion Responses,% of experts

So No Part
There is a long-term purpose and direction of activity - 50.0 50.0
Our strategy causes other organizations to change their methods of competition 16.7 50.0 333
There is a clear mission that gives meaning and direction to our work - 50.0 50.0
There is a clear strategy for the future - 66.7 333
Our strategic direction to employees is unclear 333 16.7 50.0
Short-term thinking threatens long-term vision 50.0 16.7 333
Our approach to doing business is consistent and predictable 16.7 333 50.0
Employees from different departments share a common perspective - 16.7 83.3
It is easy to coordinate projects between different departments of the company 16.7 50.0 333
Working with someone from another company department is like working with 16.6 16.7 66.7
someone from another company ) ’ ’
There is a clear overlap of goals at all levels of the company - 66.7 333

Prepared by the author according to the results of the survey.

Note: the proportion is calculated to the total number of experts of the respective economic activity.
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Table 5
Answers to questions regarding the organization
of training while working at the company
Assertion Responses,% of experts

So No Part
We see error as an opportunity to learn and improve 16.7 - 83.3
Innovation and risk are encouraged and rewarded 16.7 66.7 16.6
Many things are «lost in the systemy 16.7 50.0 333
Learning is an important goal of our daily activities 16.7 50.0 333
Employees are encouraged to be creative - 66.7 333
We can introduce new ideas 16.6 16.7 66.7
New ideas are constantly being evaluated and improved - 50.0 50.0
It is ready to support the development of new ideas 333 50.0 16.7
Innovation is a «painfuly issue of our business activity 334 333 333

Prepared by the author according to the results of the survey.
Note: the proportion is calculated to the total number of experts of the respective economic activity.

Based on empirical research, it has been found that
construction companies do not implement corporate so-
cial responsibility mechanisms in the context of sustain-
able development. Most respondents noted that compa-
nies did not invest in the transformation of organiza-

tional culture, did not implement the concept of sustain-
able development, and did not develop corporate codes.
Organizational culture does not meet the goals and prin-
ciples of sustainable development (Table 6). Conse-
quently, construction managers tend to aim at reducing
costs and increasing profitability.

Table 6
Expert evaluation of organizational culture construction companies in the corporate social
responsibility system in the context of sustainable development
Assertion Responses,% of experts
So No Part
The company is investing in the modernization of its organizational culture 16.6 66.7 16.7
The company implements special programs ) 833 16.7
on the transformation of organizational culture within the Corporate Code ) )
The company does not pay due attention to the modernization of organizational cul- 334 333 333
ture, which leads to deterioration of the financial condition of the company ) ) )
The company implements the concept of sustainable development, one of the
L A - 66.7 333
elements of which is organizational culture
Issues of organizational culture development are clearly presented in the strategic ) 333 16.7
planning process of the company ) )
Issues of organizational culture development are presented in the company's mission
Lo . . - 66.7 333
or basic principles of doing business
When organizational culture development issues are clearly presented in the strate-
gic planning process of the company, the top management team makes cautious far- 16.6 333 50.0
sighted decisions
The staff influences the process of strategic management of organizational culture ) 333 16.7
development ) )
Organizational culture is an important component of corporate responsibility 16.7 50.0 333
The company has a Corporate Code, a key element of which is organizational culture - 66.7 333
Organizational culture is consistent with the goals and principles of sustainable de- ) 333 16.7
velopment ) )

Prepared by the author according to the results of the survey.

Note: the proportion is calculated to the total number of experts of the respective economic activity.

An important element of the organizational culture
of construction companies is the channels of internal
communication. Experts noted that most often they use
e-mail, the corporate website of the company, and some-
times the personal folder of the manager; corporate fo-
rum, chat; internal communication tools (video confe-
rences, seminars, trainings); personal blogs, chats. The
majority of respondents do not use personal blogs or
chats at all (Table 7).

Based on the expert survey, the level of develop-
ment of organizational culture of construction enter-
prises was estimated. For this purpose, indicators re-
flecting the characteristics of organizational culture
have been identified and calculated. Thus, changes in
the company, consumer orientation and organizational
training characterize the adaptability of the organiza-
tional culture; strategic planning, goal setting and vi-
sion —mission; coordination, agreement and values — in-
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teraction; ability development, teamwork, responsibility
and authority — involvement. In the Table 8 presents the

data of calculation of the level of development of organ-
izational culture of the surveyed enterprises.

Table 7
Definition of internal communication channels
and the frequency of their use in construction enterprises
Intensity of use,
Channels % of experts
Often Sometimes Never
Corporate site of the company 60 20 20
Email 80 20 -
Corporate forum, chat, email 40 60 -
Personal blogs and chats - 40 60
Internal communication tools (reception hours of executives, information
meetings, conferences, roundtables, meetings, conference calls, videoconfer- 20 60 20
ences, trainings, training programs, personal communication of employees,
corporate holidays)
Manager personal folder (for transferring information) - 80 20
Prepared by the author according to the results of the survey.
Note: 130 experts in various economic activities were interviewed, including 5 in the field of construction.
Table 8
Calculation of characteristics of organizational culture of construction enterprises
Features Name and value of indicators, points Character1§ tic
values, points
. Changes in the company Consumer-oriented Organizational training
Adaptability 019 034 047 0.33
. Strategic planning Goal setting Vision
Mission 037 0.38 0.25 033
. Coordination Consistency Values
Interaction 0.50 027 023 0.33
Capability development Teamwork Responsibility and authority
Engagement 020 043 037 0.33
In general 0.33

Compiled and calculated by the author on the results of the survey.
Note: 127 experts from various economic activities were interviewed, including 6 experts in the field of construction.

Calculations showed that the assessment of orga-
nizational culture surveyed is 0.33 points. According to
the scale (Table 9) the level of development of organi-
zational culture of enterprises in the field of construction
is low, because it is in the range of 0.26-0.5 points.

Table 9
The scale of assessment of the level of development
of organizational culture

Assessment of organiza-
tional culture, points

The level of development
of organizational culture

0-0.25 Very low
0.26—0.5 Low
0.51-0.75 Average
0.76-1.0 High

Compiled by the author on expert estimates.

To assess the level of development of organiza-
tional culture of construction enterprises, the technique

of D. Denison was used. The survey includes 60 ques-
tions, organized into 4 groups: adaptability, mission,
consistency and engagement. When filling out the ques-
tionnaire, 60 statements are evaluated on a five-point
scale (from 1 to 5 points), after which the respondents'
answers are translated into the average value of the eva-
luation of organizational culture characteristics. The
next step is to calculate the arithmetic average of the
scores on the survey items, for five questions for each
index, as well as the average of the indices for the cha-
racteristics of the organizational culture. The average
value of indicators of characteristics of culture is calcu-
lated. The average value of organizational culture deter-
mines the level of its development as a whole.

The calculations show that the organizational cul-
ture of construction companies is 0.69 (adaptability is
0.68; mission is 0.70; consistency is 0.72; engagement
is 0.67), it is within 0.51-0.75. This means that the level
of development of the organizational culture of the sur-
veyed enterprises is average (Table 10).
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Table 10
Calculation of characteristics of organizational culture of construction enterprises
Indicators Assertion Rating
1 2 3
The ability to adapt
The organization is very flexible and easy to change under the influence of external factors 0.50
An organization aware of what is happening to competitors and trying to respond to 075
The ability changes in the external business environment )
to change The organization constantly uses qualitatively new ways of doing work 0.75
(0.65) Changes in organization are rarely met with employee resistance 0.50
Various departments within this organization often collaborate to make the necessary 075
changes )
Customer comments and recommendations often lead to changes in the organization 0.75
Attention The customer's opinion directly influences our decisions 0.75
All employees of the organization have a deep understanding of the wishes and needs
to customers . 0.75
(0.75) of the client ' . _
We encourage direct contact with members of the organization 0.75
The interests of the end consumer are never ignored in our decisions 0.75
The organization encourages and rewards innovation and risk-taking 0.75
Organizational Train- | We see failure as an opportunity for learning and improvement 0.50
ing There are no major omissions in the organization 0.50
(0.65) Learning is an important goal of daily work 0.75
We try to be sure that «the right hand knows what the left does» 0.75
Mission
The organization has a clear mission that gives meaning and direction to our work 0.75
Strategic direction and | The organization has a long-term goal and direction 0.75
intentions The employee understood the strategic direction of the organization 0.75
(0.70) The organization has a clear strategy for the future 0.75
The organization's strategy forces other firms to change their competitive strategies 0.50
There is complete agreement about the goals of the organization between employees 0.75
and executives )
Goals The organization's leaders set far-reaching but realistic goals 0.75
and Objectives Leaders of the organization formally, publicly and openly speak about the goals we are 075
0.75) trying to achieve )
We are constantly monitoring our progress against our stated goals 0.75
Employees at the organization understand what needs to be done to succeed in the long run 0.75
The organization has a vision for the future 0.50
Vision Leaders in the organization are foward-looking . . _ 0.75
(0‘. 65) Short-term goals rarely conflict with the long-term orientation of the organization 0.75
Our vision of the future inspires and motivates our employees 0.50
We are able to accomplish short-term tasks without compromising our long-term prospects 0.75
Consistency
Our approach to doing business is very consistent and predictable 0.75
L There is a clear alignment of goals across the organization 0.75
Coordination - — - -
and integration Erpployees from Q1fferent f)rgan}zat'lonal units shgre common perspectlv'es ' 0.75
(0.65) It is easy to co9rd1nate proj ec.ts n dlfferenF functional umts‘of Fhe orgam'za.tlon . 0.50
It is much easier to work with someone in another organization than it is to work with 050
someone from another company )
When there are differences, we work hard to reach a mutually beneficial solution for all 0.75
parties to the conflict i
Consensus The firm has a strong organizational culture 0.75
power There‘is a clear agreement on the right and wrong approaches to performing work in the 0.75
0.75) organization )
It is easy for us to reach agreement even on difficult issues 0.75
We rarely find it difficult to reach agreement on key issues 0.75
The company has a clear and consistent set of values that determines how it does business 0.75
Er%gagement This company has a distinctive management style and a clear set of management methods 0.75
m((;} a71;4e Executives show an example of reinforcing words with cases 0.75
73) There is an organization code of ethics that defines employee behavior 0.75
Ignoring the core values of the organization can lead to trouble 0.75
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Ending of table 10

1 | 2 | 3
Engagement
Most employees in the organization are actively involved in their work 0.75
%rlganizational decisions are usually made at the level where the best information is avail- 0.75
able
Authorization The info'rmation is widely disseminated in an organization where anyone can access the 0.75
(0.65) information they nged _ '
Each employee believes that he can have a positive impact on the work of the entire organ- 0.50
1zation )
Business planning in the organization is ongoing and in one way or another attracts every 0.50
employee '
The organization delegates power to allow employees to act independently 0.75
People's abilities in an organization are seen as an important source of competitive ad- 075
Development vantage .
opportunities The organization continuously invests in the training of its employees 0.50
(0.70) The level of human capacity of the organization is constantly increasing 0.75
Problems rarely arise in an organization, so employees have the skills they need to work 0.75
Co-operation and collaboration of employees with different functional roles in the organi- 0.50
zation are actively encouraged '
Teamwork Working in an organization means being part of a team 0.50
orientation Work is organized in the company so that every second employee was able to see the link 075
(0.65) between their activities and goals of the organization )
Teams — primary «building blocks» of the organization 0.75
Organizations rely more on horizontal control and coordination than on a hierarchy position 0.75

Compiled and calculated by the author on the results of the survey.

Due to the fact that completing the Denison’s sur-
vey and assessing the level of organizational culture is
time consuming, the author has proposed an improved
methodology. The process of developing an integral
methodology for quantitative assessment of organiza-
tional culture consists of the following stages: prepara-
tion of a questionnaire of 24 statements regarding the
characteristics of organizational culture of enterprises;
development of methods of analysis and evaluation of
organizational culture.

The questionnaire consists of 24 statements based
on the techniques of Denison and Hofstede. As a result,
a new questionnaire is formed with 24 statements, as-
sessments of which determine the organizational culture
profile.

The assessment methodology is quantitative and
includes procedures for collecting and analyzing data on
the organizational culture of the enterprise. The proce-
dure of organizational culture research consists of the

2. The average arithmetic estimation of indicators
on the items of the questionnaire (total 24) is calculated.

3. The arithmetic mean of two questions for each
indicator is calculated (12 in total).

4. The average value of indicators on the characte-
ristics of culture (total 4) is calculated.

5. The average value of indicators of cultural cha-
racteristics is calculated. The average value of organiza-
tional culture determines the level of its development as
a whole.

Calculations on the example of construction com-
panies showed that the Alpha Cronbach's ratio is 0.999.
The coefficient of variation is 16.4%. In this regard, it is
possible to take the average values for analyzing the or-
ganizational culture of enterprises (Tables 12, 13).

Table 12
The arithmetic average of indicators
for the points of the questionnaire

following stages: filling in the questionnaires by ex- Questionnaire | Rating | Questionnaire Rating

perts; collecting and processing of received data; analy- points points
sis and evaluation of the organizational culture develop- 1 0.464 13 0.607
ment of the enterprise. The analysis and evaluation of 2 0.607 14 0.607
N . . . 3 0.679 15 0.679
organizational culture is carried out by calculating the 2 0.750 T 0.779
obtained indicators with the following steps: 5 O‘ 679 7 0'71 1
1. Translating respondents' answers from a five- 3 0.464 13 0.750
point rating scale to the average of the evaluation of or- 7 0.786 19 0.786
ganizational culture characteristics (Table 11). 3 0.607 20 0.607
Table 11 9 0.786 21 0.821
T f f Do in th fth 10 0.643 22 0.536
ransfer o ponnt§ in the answers of the respondents 11 0750 23 0.929
Answer values (points) 1 2 3 4 5 2 0571 24 0.750

Evaluation of answers 0 | 025 | 0.5 | 0.75 1
] Designed and compiled by the author.
Compiled by the author.
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Table 13
Assessment of organizational culture
characteristics of construction enterprises

Organizational Culture Characteristics / Average
Indicators Values
Adaptability 0.608
The capacity for organizational change 0.536
Focusing on consumers 0.715
Organizational training 0.572
Mission 0.691
Strategic direction and intentions 0.697
Objectives and perspectives 0.715
Vision 0.661
Consistency (consistency) 0.689
Key values 0.732
The ability to consensus 0.729
Coordination and integration 0.607
Engagement 0.739
Delegation of authority 0.786
Orientation to teamwork 0.840
Capability development 0.679
Overall score 0.682

Designed and compiled by the author.

Thus, the calculations of the integral index of or-
ganizational culture showed that construction enter-
prises have an average level of its development, since
the values are in the range of 0.5 to 0.75.

Conclusions. The results of the study allow us to
draw the following conclusions. Enterprises in the con-
struction sector have a fairly clear idea of their purpose
and direction (the value of the indicator «Strategic di-
rection and intentions» — 0.697). The mission statement,
understood by the management, is understood by all em-
ployees and gives their actions purposefulness (Goal
and perspective indicator — 0.715).

Companies have a sufficient level of employee
dedication, their own approach to doing business (Coor-
dination and Integration indicator — 0.607) and a clear
set of key values (Key Value Indicator — 0.732).

Enterprises in the construction industry have a suf-
ficient understanding of their customers' needs and
needs (consumer focus indicator is 0.715, but they are
not well adjusted to organizational changes and are not
adaptable to changes in the environment (Change ability
indicator 0.536; Organizational learning indicator —
0.572).

Employees of construction companies have a high
level of involvement: they are dedicated to their work
(the indicator «Development opportunities» — 0.679; the
indicator «Orientation to work in a team» — 0.840).

It should be noted that in modern conditions, con-
struction companies should focus on flexible develop-
ment and internal focus.

Prospects for further research in this area are to de-
velop a marketing strategy for managing the organiza-
tional culture of enterprises of different types of eco-
nomic activity, taking into account their specificity.
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PunkeBuu H. C. EMnipuune nocaigskeHHst oco0-
JIMBOCTEH PO3BUTKY OpraHizaniiiHol KyJbTypu Oyni-
BeJILHUX MiANPHEMCTB

Ha nanmii yac akTyaiizyloThcsi IpoOJIEMH PO3BHTKY
OpraHi3aliifHOl KyJbTYPH MIATIPHEMCTB Pi3HUX BUJIB €KO-
HOMIYHOI TisTFHOCTI 3 ypaXxyBaHHAM ix crienudiku. Le mo-
3BOJISIE JOCSTTH OLIBIIOI THYYKOCTI ¥ 3IaTHOCTI omepa-
THUBHO pearyBaTH Ha 3MiHM BHYTPIIIHBOTO i 30BHIIIHBOTO
CepeloBHINA, MOCWINTH KOHKYPEHTHI IO3MLIT Ha PUHKax
30yTy, IO BiAMOBIZAa€ Cy4YaCHUM YMOBaM TOCIIOJApIO-
BaHHS.

Merta 1aHOTO AOCIIIPKEHHS TOJIATAE B EMITIPHIHOMY
JIOCITIKEHHI 0COOJIMBOCTEH OpraHi3aiiiHoi KyJabTypu 0y-
NIBETbHUX TIANPUEMCTB, BUSBICHHI TEHACHIH i po3-
BUTKY B Cy4acHHX YMOBaxX Ta yJOCKOHAJICHHI METOIMY-
HOTO MIAXO0Y A0 OIIHIOBAaHHS PiBHS PO3BHUTKY.

VY pesynbraTi ITOCTiIKCHHS MPOaHANi30BaHO JWHA-
MIKy KUIBKOCTI 3afiHATHX 1 HaliMaHHUX TPaniBHUKIB y chepi
OyniBHHLTBa. BHUKIaneHo pe3ynabTaTH MPOBEICHOTO €KC-
MIEPTHOTO ONUTYBAHHS 3 METOIO BUSIBIICHHS Cy4acHHUX MPO-
OreM, Oap’epiB, 0OCOOTMBOCTEH, TCHACHIIIN Ta NUIIXIB PO3-
BUTKY OpraHi3alliifHOi KyIbTypH OyAiBEIbHHUX MiANpH-
€MCTB B YKpaiHi. BukoHaHO OLIIHKY piBHS PO3BHUTKY Opra-
Hi3aIiitHO1 KyJIBTYpH MigIPHEMCTB. 3alIpOIIOHOBAHO 1HTe-
rpajbHy METOJIWKY OIIHKH OpraHi3amiifHO1 KyJIbTypH Oy-
NIBETBHUX IMANPUEMCTB. Anpoobartis TaHOT METOTUKH TTO-
KazaJya, o o0CTexeHi MANMPUEMCTBA MAIOTh CEPEaHIH pi-
BEHb PO3BUTKY opraHizauiiiHoi kynbTypH (0,69), ockinbkn
3HAUEHHS IHTETPaJbHOI'O IOKa3HWKA 3HAXOJIUTHCS B Me-
xkax 0,5-0,75.

Krouosi cnosa: OyniBenpHE MiIIPUEMCTBO, OpTraHi-
3amiifHa KyJIbTypa, yIpaBIliHHSA pO3BUTKOM OpTraHi3amiiHOl
KyJIbTYpH, €KCIEPTHE ONMTYBAaHHS, METOAWKH OIHKH,
TEH/ICHIII1, €)EKTUBHICTb.

Rynkevich N. Empirical Research of Development
Features of the Organizational Culture of Construction
Enterprises

Currently, the problems of developing the organiza-
tional culture of enterprises of various types of economic
activity are being updated taking into account their speci-
fics. This allows you to achieve greater flexibility and the
ability to quickly respond to changes in the internal and ex-
ternal environment, to strengthen competitive positions in
the sales markets, which corresponds to modern business
conditions.

The purpose of this study is an empirical research of
the organizational culture of construction enterprises, iden-
tifying trends in its development in modern conditions and
improving the methodological approach to assessing the
level of development.

As a result of the research, the dynamics of the num-
ber of employed and hired workers in the construction in-
dustry is analyzed. The results of an expert survey are pre-
sented to identify current problems, barriers, features,
trends and ways of developing the organizational culture of
construction enterprises in Ukraine. An assessment of the
level of development of the organizational culture of enter-
prises. An integrated methodology for assessing the orga-
nizational culture of construction enterprises is proposed.
Testing of this methodology showed that the surveyed en-
terprises have an average level of organizational culture de-
velopment (0.69), since the value of the integral indicator
is in the range of 0.5-0.75.

Keywords: construction enterprise, organizational
culture, organizational culture development management,
expert survey, assessment methods, trends, efficiency.

Peinkesnuy H. C. DMnupuyeckoe mcciaeqoBaHHe
0CO0eHHOCTelH Pa3BUTHS OPraHN3alMOHHOI KyJIbTYpPhI
CTPOUTEJIBLHBIX NPEeANPUATHI

B Hacrosimiee BpeMsi aKTyaJIM3UPYIOTCST TPOOIEMBI
Pa3BUTHSI OPraHU3AMOHHOM KYIbTYphl IPEANPUITUI pa3-
JINYHBIX BUOB SKOHOMHYECKOHW NEATEITHFHOCTH C yIETOM
UX CIeU(UKH. DTO MO3BOJISET JOCTHYH OOJBIIEH THOKO-
CTH M CTIOCOOHOCTH OTIEPaTHBHO pearupoBaTh HAa MU3MEHE-
HUSI BHYTPEHHEH U BHEIIHEH Cpefbl, YCUINTh KOHKYPEHT-
HBIC TTO3UIMU Ha PbIHKaX COBITA, YTO COOTBETCTBYET CO-
BPEMEHHBIM YCIOBUSIM XO3SIHICTBOBAHUS.

Lenb maHHOTO MCCIEIOBAHMS 3aKIOYACTCS B SMITH-
pPUYECKOM HCCIEOBAaHUU OCOOEHHOCTEH OpraHM3alllOH-
HOW KYJIBTYPBI CTPOUTENFHBIX MPEANPUATHH, BBIIBICHHH
TEH/ICHIINI ee pa3BUTHI B COBPEMEHHBIX YCIOBHAX M CO-
BEPIICHCTBOBAaHUH METOAMYECKOrO IOJIX0/a K OIICHKE
YPOBHSI Pa3BUTHA.

B pesynbrare uccnenoBaHus NpoaHaIU3UPOBaHa JU-
HaMH{Ka KOJIMYECTBA 3aHATHIX W HAaeMHBIX PaOOTHHKOB B
cdepe crpoutenbeTBa. M310)KeHb! pe3yabTaThl IPOBEICH-
HOTO 3KCIIEPTHOTO OIPOCA C LENbIO BBISBICHUS COBPEMEH-
HBIX 1Tpo0JIeM, 6apbepoB, 0COOEHHOCTEH, TEHACHIIUH U ITy-
TEH Pa3BUTHS OPraHW3ALMOHHOW KYJBTYPbl CTPOUTEIb-
HbIX MpeanpusITHd B YKpaunHe. BrinonHeHa oOleHKa
YPOBHSI Pa3BUTHS OPTraHU3ALMOHHONW KyJIBTYpPHI MIPEAIpH-
stuil. [IpensioxeHa nHTerpaibHasi METOMKA OLICHKU Opra-
HU3ALMOHHON KYJbTYphl CTPOUTENBHBIX TPEANPHUATHH.
ArmpoOarus JaHHOH METOJMKH TOKa3aia, 4To 00Cleso-
BaHHBIC MPEANPUATHS UMEIOT CPETHUI YPOBEHb Pa3BUTHSA
opranu3aiuoHHoN KynbTypsl (0,69), MOCKOIbKY 3HaUEHHE
HMHTETPalbHOTO MOKa3aTels HaxoauTcd B mpenenax 0,5-
0,75.

Kniouegvie cnosa: cTpoutenbHOE TpEeNNpUsTHE, Op-
raHU3alMOHHAs KyJIbTYpa, YIpaBJICHHE Pa3BUTHEM Opra-
HHU3aIMOHHOHN KyJIbTYpHI, SKCIIEPTHBIH ONPOC, METOIUKA
OLICHKH, TeH/IeHIINH, 3P HEeKTHBHOCTD.
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