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ESSENCE, MODELS, TYPES

Introduction. At the present stage, issues related
to corporate culture and its phenomenon are receiving a
lot of attention in various scientific researches and the
business environment.

Today, more than 90% of executives say that
corporate culture is important to business. 92% believe
that improving corporate values will increase the
company's market value. 50% believe that culture also
affects creativity, profitability and growth rates.
However, only 15% are satisfied with the corporate
culture of their company. About 86% of companies in
the world call corporate culture the number one priority
in personnel policy. In Ukraine, the figure is slightly
smaller, but also quite significant [1].

Most companies understand the importance of
developing a corporate culture, but cannot build their
effective model. According to the results of a Deloitte
survey [2], 87% of respondents consider corporate
culture to be an important factor in business develop-
ment. However, only 19% of them feel that the
corporate culture of their companies is effective.

Based on a survey of managers of large companies,
McKinsey analysts [3] found that one of the key barriers
to business development is the imperfection of corporate
culture, namely the lack of customer orientation,
disunity in the team, lack of personnel, lack of
management support.

Evaluating the development of the corporate
culture of Ukraine, based on the results of sociological
research, it is possible to state the following: 55% of
modern Ukrainian managers believe that corporate
culture should ideally be at the enterprise: 40% of our
entrepreneurs try to form it with the help of Western
technologies; 35% recognize the need for it, but they do
not have enough time or resources for it; 25% generally
consider it unnecessary. Corporate culture determines
the company's strategy, as well as criteria for the
effectiveness of achieving the intended goals [4].

Analysis of recent research and publications.
General issues of corporate culture, its essence, forms of
manifestation, types and varieties are revealed in the
works of such authors as S. Abramova, V. Buzaeva,
S. Ivanova, Yu. Reznik and others. Individual signs of
corporate culture, such as the spirit of a united team,
organizational patriotism, image, etc., are revealed in
the works of G. Ilyina, D. Kononova, M. Magura and
others.

Elements of corporate culture — basic ideas, values,
artefacts — are highlighted in the works of E. Aleeva,
M. Krymchanikova, and I. Novosiolova. The works of
O. Ageev, V. Dubovtsev, K. Kim, R. Kuin, Yu. Ro-
manova, O. Kharitonova and others are devoted to the
issues of formation, support and change of corporate
culture in the context of strategic development. The
methodology of corporate culture research is formulated
in the works of M. Harutyunyan and V. Marach.

A significant contribution to the research of the
processes of stimulation and motivation of personnel,
the importance of the content of work can be observed
in the studies of E. Mayo, D. McGregor, L. Burganov,
A. Gastev, Yu. Krasovsky.

The issues of corporate culture of enterprises were
studied by: M. Dmytrenko, O. Synytskyi, M. Chepeliuk,
A. Burley, M. Armstrong, F. Harris, C. Handy, E. Sha-
ne, G. Hofstede, J. Morgan, K. Scholz, K. Gold. But the
importance of corporate culture in the enterprise
management system in new conditions, in particular the
COVID-19 pandemic, remains an unresolved problem.

The relevance of the studied topic is that in the
modern conditions of the information economy, the
problem of developing a system of relationships
between all employees of the organization is particularly
important. Corporate culture takes on new forms, which
lead to the emergence of additional tools of internal
corporate management.

This review gives reasons to claim that the issues
of features, structure and functions of corporate culture
have been fully studied, but the essence, mechanisms of
formation and management of the corporate culture of
enterprises have not been studied enough. This indicates
the public need for effective management of corporate
culture in the modern business environment, as well as
insufficient scientific development of the mechanisms
and technologies of such management, as well as the
study of the integrative essence of the phenomenon of
corporate culture, its main tasks and functions.

The purpose of this article is to study the genesis
and essence of the concept of “corporate culture” as an
effective tool of enterprise management.

Presentation of the main research material. The
dynamic development of the world economy,
globalization, integration and transformation of social
landmarks, intensifying competition in the domestic and
foreign markets require enterprises to identify the needs
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of the external environment in a timely manner and
adapt to them promptly as a necessary prerequisite for
ensuring the sustainable growth of the competitiveness
of the national economy.

According to the results for 2021 in The Legatum
Prosperity Index [5], Ukraine ranks 107th out of
149 places. This rating takes into account the state of
health care, the investment climate, education, respect
for rights and freedoms, the state of the economy, and
the organizational culture of enterprises.

In modern conditions, the need to develop
fundamentally new approaches to the corporate activity
of enterprises has become obvious, especially when it
concerns the organization's entry into international
markets. The main obstacle to the transformation of the
management of an industrial enterprise is the personnel
oriented, mainly, to passive forms of adaptive activity.
In this regard, the process of implementing such
transformations requires a comprehensive approach
using the strategic resource of the organization's
development — its corporate culture.

Understanding the genesis and development of
corporate culture is connected with the disclosure of the
transition process of the industrial world in the last third
of the 20th century into a post-industrial one with a post-
economic system [6].

For the first time, the phrase “corporate culture”
was used in the XIX century in military terminology by
the German Field Marshal Moltke, who characterized

the relationship in the officer environment with this
concept.

With the development of industrial relations,
scientific management is being improved. Already at the
end of the 19th century, representatives of the School of
Human Relations of Management began to study the
influence of human relations within the corporation. In
the second half of the 20th century, the first more or less
clear definitions of organizational culture began to
appear [6]. In Western sociology, the understanding of
the essence of corporate culture stems from the idea of
culture as the social memory of society. As the
American sociologist I. Mayer emphasizes, culture is
“what is preserved from people's past, influences their
present to shape their future” [7]. P. Shchedrovytskyi,
noting the translational role of culture, believes that in
society “there are certain ideas that are passed down
from generation to generation. Value systems are
associated with these ideas. They, in turn, determine the
behavior and activities of individuals and groups, their
ways of thinking and perception. This entire complex is
called culture” [8]. Summarizing the above, we can
speak of corporate culture as a set of basic values that
exist within society.

In connection with the diversity of views on the
interpretation of the concept of “corporate culture”,
several approaches to their systematization can be
distinguished (Table 1).

Table 1
Analysis of Views on the Category “Corporate Culture”
. Authors Definition of the concept Scope of
Main tasks « » o
and Years of “corporate culture application
1 2 3 4
Norms, values, beliefs, | J. Eldridge, The culture of the organization is a | Sociology of
patterns of behavior A. Crombie, 1974 unique set of norms, values, beliefs and | organization
[9] patterns of behavior that determine the
way to unite groups and individual
employees in the organization to achieve
the goals set by the enterprise
Basic assumptions E. Schein, 1992 Organizational culture is a set of basic | Organizational

[10]

assumptions invented, discovered or
developed by a group in order to learn to
cope with the problems of external
adaptation internal integration, which
functions long enough to confirm its
capacity, and is transmitted to new
members of the organization as the only
correct one

culture, leadership

A pattern of collective
behavior,
organizational vision,
values, norms,
systems, symbols,
language, assumptions,
beliefs and habits

Ph. Kotler, 1984
[11]

Organizational culture is the behavior of
employees. Culture encompasses the
organization's vision, values, norms,
systems, symbols, language, assump-
tions, beliefs, and habits. This is also a
pattern of collective behavior and
assumptions that teach new
organizational members how to perceive,
think and feel)

Marketing
management
(Internet business)

94
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Continuation of Table 1

1

2

3

4

A system of values,
convictions, beliefs,
ideas, expectations,
symbols, business
principles, norms of
behaviour, traditions,
rituals

H. Khaiet, 2003
[12]

Corporate culture is a system of values,
convictions, beliefs, ideas, expectations,
symbols, as well as business principles,
norms of behavior, traditions, rituals

Management

Values, goals,

N. Babina, 2006

Corporate culture is a system of material

Practice of hotel

principles, rules of [13] and spiritual values and goals, principles | enterprises
conduct and rules of conduct
A system of beliefs, 0. Stelmashenko, Corporate culture is a system of well- | Strategic

principles and 2006 [14] formed management beliefs, principles | management of

behaviour and behaviour that guides people in their | corporate culture
actions

The background of A. Voronkova, 2006 | Corporate culture is a certain background | Corporative

activity, which is [15] of the organization's activity, which is | management

revealed by dynamic especially evident during dynamic chan-

changes in the ges in the structure or type of activity,

structure or type of which contributes to the strengthening of

activity the vector of effectiveness

Rules, customs and S. Pasieka, 2006 Corporate culture is a set of rules, | Competitiveness

established practice [16] customs and sustainable practices in the | of banks

field of corporate governance

Subsystem of
organizational culture

M. Semykina, 2007
[17]

Corporate culture is a subsystem of an
enterprise's organizational culture, which
reflects a set of certain values, norms and
behaviour models that are declared,
shared and implemented in practice by
enterprise managers and their subordi-
nates (staff), proving their effectiveness
in the process of adaptation to the needs
of the organization's internal develop-

Development of
labour potential

beliefs, traditions and

[18]

ment and external  requirements
environment
The system of values, | V. Kyslynska, 2008 | Corporate culture is a system of | Competitiveness

collectively distributed values, beliefs,

of the enterprise

business, making

norms of behaviour of traditions and norms of employee
employees behaviour
Rules of conducting 0. Bala, 2009 [19] Corporate culture — business rules, | Development of

management decision-making, delega-

corporate culture

technologies of
relationships

[21]

management decisions, tion of authority, organization of the | of machine-
delegating authority, communication process, quality | building
organizing the commu- improvement, creation of a social climate | enterprises
nication process, im-
proving quality, creating
a social climate
Semantic systems in A. Zankovskyi, Organizational culture is acquired | Organizational
the form of natural 2009 [20] semantic systems, transmitted in the form | psychology
language and other of natural language and other symbolic
symbolic means means, which perform representative,

directive and affective functions
A system of leading O. Hrishnova, Corporate culture is a well-formed, stable | Management
beliefs, principles and | A. Naumenko, 2010 | system of leading beliefs, principles and | culture

technologies of relationships in the
enterprise's life. It manifests itself in
management philosophy and ideology,
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Ending of Table 1

3

4

value orientations of management and
employees, beliefs, expectations, norms
of behaviour. Corporate culture regulates
the behaviour of employees and makes it
possible to predict its change in critical
situations

A complex of
organizational
elements

T. Bashuk,
A. Zholudieva,
2011 [22]

Corporate culture as a complex of
elements of the organization that
distinguish it from others, aimed at the
formation of a favourable microclimate,
the image of the company and based on
the value system of employees, with the
aim of achieving maximum work
efficiency

Formation of
corporate culture

Social institute

O. Balyka, 2014
[23]

Corporate culture is defined as a social
institution, namely a relatively separate
set of norms and established values that
determine a special type of stable
regulation of social relations and various
organizational forms of social regulation
of the behaviour of subjects of social and
labour relations

Social and labour
relations

Ideology of the
enterprise

O. Kovtun, 2015
[24]

Corporate culture is an ideology that
includes shared values, a sense of
belonging to the organization, integration
of the goals of staff members and the
business organization, traditions,
organizational myths, and constitutes the
highest form of cultural development of
the organization

Corporate culture
of an economic
organization

Source: [9-24].

Summarizing the given definitions, it is worth
noting that corporate culture is a system of values,
certain convictions, beliefs, ideas, expectations,
symbols, as well as operating principles, norms of
behavior, traditions, rituals, etc., which have developed
over a certain period of time at the enterprise or in its
divisions during activity and are accepted by the
majority of employees.

American companies attach great importance to the
role of corporate culture as an additional opportunity to
increase competitiveness. Consultants Thomas J. Petere
and Robert X. Waterman in the process of analyzing the
"overachievements" of 62 American firms found out:

— 88% among highly profitable firms have special
units that are directly responsible for the implementation
of moral values;

— 74% popularize the institution's values program
to attract and entice the best personnel;

—65% of firms have programs to combine these
values with measures to increase profitability;

—58% of companies develop special programs of
cultural work among the staff.

In Ukraine, managers, sociologists, psychologists,
specialists in general cultural studies and management

addressed the problem of corporate culture in the
1990’s. M. Dmytrenko [25], H. Kolesnikov [26], and
0. Egorshina [27] can be named among them. There are
already the first signs of a civilized approach to defining
this phenomenon in Ukraine. According to the
definition of D. Zadykhail, “Corporate culture is a set of
rules and sustainable practices in the field of corporate
governance, which has not received normative
consolidation in legislation and is based on the general
cultural level of society, moral norms, business
practices, etc.” [28].

The purpose of corporate culture is to permanently
ensure high profitability of the organization by
improving the management of human resources in order
to ensure the loyalty of employees to the management,
to foster a positive attitude towards the company in
employees.

The subject of corporate culture is the formation of
the nature of harmonious relations both within the
organization and with the external environment, as well
as the formation of the main values of the organization.

Today, corporate culture belongs to complex
material and spiritual phenomena, systemic in nature.
Therefore, it is important to consider it comprehen-
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sively, from the positions of various fields of
knowledge. Like any culture, corporate culture is
formed and perceived by human consciousness, affects
human behavior and the way he feels and thinks.
Because of this, it is not enough to be limited to
organizational-economic ~ or  technical-functional
approaches.

The system of corporate views began to take shape
in the Middle Ages. Their characteristic features
included: solidarity of people of the same profession,
strict regulation of rights and obligations of professional
activity, etc. They received further development in the
bowels of the Roman Catholic Church and were
reflected in the social encyclicals of the fathers, which

appeared at the end of the 19th century as a reaction to
the rapid development of socialist teachings. In search
of an effective alternative, the church turned to the idea
of corporatism. This idea was first presented in the
encyclical of Leo XIII “Rerum Novarum” (1891). In this
concept, which received the name “social partnership”,
it consists in the cooperation of hired labor and capital,
which are considered as two interconnected and
complementary factors in the production process [29].
The idea of the essence of corporate culture and its
role in the enterprise (influence on employees, society)
has changed over the past two centuries. Therefore, the
following stages of the evolution of the development of
corporate culture should be distinguished (Table 2).

Table 2

Stages of the Evolution of the Development of Corporate Culture

Period

Characteristics of periods of development of corporate culture

19th century

The emergence of scientific views on corporate culture and its components. The
appearance of the term “corporate culture”, which was applied mainly to the
definition of external attributes in the clothing and communication of the military
(mainly applied to officer corporations). Representatives of this stage were
Helmut, Bernhard von Moltke, Taylor, Fayol, Sheriff, Jacus, and others.

From the beginning of XX
century until the end of the
70s of the XX century

Activation of research into the phenomenon of corporate (organizational) culture.
The term is actively spreading among young people (students) and professional
communities. In this period, the essence of CC becomes not only the difference
in the attributes of clothing, communication, but also the appearance of common
interests and causes, the main feature of this culture becomes the "corporate
spirit", which reflects the cohesion of the team in achieving a common goal.

80s of XX century — the end
of the 20th century

Activation of research into the phenomenon of corporate (organizational) culture.
Thanks to the scientific research of Peters, Waterman, Howstead and Turner, it
was found out that mostly the same management methods of influencing the work
team and their behaviour in different organizations show different reactions due
to different work traditions, values. Researchers Kennedy, Laffert, Harrison,
Handy and Shane — enriched the understanding of QC by investigating that it is
the main factor of organizational success and an important tool for personnel
development. Thanks to scientists, CC is increasingly beginning to be perceived
as a system of basic ideas, beliefs and aspirations, which are not just recorded and
described by a certain group of workers, but according to Shane (Shane) — exist
in the subconscious of people

The beginning of the XXI
century — these days

Domestic studies of corporate culture There is a change in the main priorities in
the development of CC in the direction of raising it towards the digital economy,
the person is the main factor in the effective development of the enterprise

Source: [30].

A holistic scientific approach to the phenomenon
of corporate (organizational) culture was first applied by
American scientists led by E. Mayo [30], who in 1927-
1932 conducted a study at the Western Electric company
called the Hawthorne Experiments. Their scientific and
theoretical significance lies in the discovery of the fact
of the existence of two types of structures — formal and
informal, which today is perceived as organizational
(corporate) culture.

However, the concept of organizational culture
was introduced into management theory only after the
Second World War by the British Institute of Human
Relations. The first narrowly specialized work on this

topic was Emil Jacques's book “The Diversity of
Factory Culture” in 1952, in which he defines culture as
a set of beliefs and expectations shared by members of
an organization and forming norms that largely
determine human behavior in an organization.

Today, we consider organizational culture as a
system of dominant values in the organization, rules and
norms of morality, traditions and customs, symbols and
rituals, certain patterns of behavior, actions and
relationships of employees within the enterprise.

E. Shane [10], describing the organizational
culture, singled out the following three levels:
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1) basic ideas — unconscious, self-evident beliefs
that determine the nature of employee behavior;

2) declared beliefs and values that are reflected in
strategies, goals, philosophy, general vision of the
organization's effectiveness;

3) artifacts — obvious structures, processes, signs,
characteristics

In the corporate culture, it is worth highlighting
twelve drivers of attraction (factors) of influence on its
activities: trust, justice, respect; consistency; communi-
cations; powers; effective processes; the organizational
structure; self-discipline; focus on quality and
satisfaction of consumer requirements; behavior of
leaders; quality of life; content of work; payment and
remuneration.

K. Cameron [31] singles out not only the
communicative aspects of the psychological climate in
the team, but also the employees' assessment of the
company's economic efficiency as parameters for
assessing corporate culture. Thus, the authors came to
the need to measure the results of the employee based
on his satisfaction, efficiency and level of staff retention.

A. Voronkova [15] considers corporate culture as a
certain background of the organization's activity, which
is especially evident in dynamic changes in the structure
or type of activity, which contributes to the
strengthening of the vector of effectiveness, depending
on the degree of manageability of the perceived values
of the organization. This background covers the set of
collective basic ideas of the participants of the
organization's activities. This interpretation of the
concept of culture shows its important role during the

implementation of changes in the organization and its
influence on the result of the achieved transformations.
The same interpretation of values by the collective of the
organization is important, which indirectly affects the
quality of organizational changes.

M. Semikina and I. Khymych [32] consider
corporate culture as a certain set of means for adaptation
to the requirements of the external environment and the
needs of the internal environment of the organization,
that is, the culture of the organization creates the
necessary conditions and facilitates the encounter of the
enterprise with the requirements of the environment.

H. Hofstede [33], not finding a generally accepted
definition of this phenomenon, made a list of signs
regarding which corporate or organizational culture:

— characterizes integrity, belonging to a whole that
is greater than the sum of its parts;

— historically determined, reflecting the history of
the organization;

—has to do with such things that anthropology
studies, such as rituals and symbols;

—1s the result of social construction, which is
usually created and protected by a group of people who
together created an organization;

—defined as flexible and difficult to adapt to
changes in the environment.

Corporate culture acts as a multi-element and
functional structure that actively affects the life and
development of the organization. The system of forma-
tion of organizational culture, in particular, of enter-
prises is designed to perform the following functions
(Table 3).

Table 3
The Main Functions of Corporate Culture
Functions Characteristics of the function
of corporate culture
1 2

Regulating Ensures compliance by employees with norms and rules of conduct

Adaptive Facilitates the process of adaptation of employees to the organization, to each
other and to the conditions of the internal environment of the organization

Protective Enables adaptation to the external environment with the help of strong
competitive advantages of the organization

Integration Makes it possible to unite the interests of all levels of the organization and its
employees; develops in them a sense of integral unity with the organization.

Indicative Directs the activities of production participants in accordance with the mission
of the organization

Motivating Creates the necessary incentives for employee activity

Optimizing It is aimed at using and combining the best options for actions and employee
relations within the organization

Formative Creating a structured formation of value orientations and moral and ethical
principles

Informational It is aimed at creating and preserving spiritual values

Cognitive It is aimed at learning and assimilating the principles of culture at the stage of
the employee's adaptation to the organization and, thus, promotes his inclusion
in the life of the team

Normative Establishes norms of acceptable behaviour in the organization

98
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Ending of Table 3

1

2

Educational and educational

It helps in the education of moral and ethical, economic, innovative norms and
dictates certain guidelines for the behaviour of employees

Stabilizing

Ensures the psychological stability of the organization's employees in crisis
situations

Selective

Provides psychological comfort in the organization through an effective
personnel policy (natural selection of employees who perceive the values of
corporate culture)

Communicative

Provides connection with other cultures through similar basic attitudes,
values, as well as connection with the external environment of the
organization

Economical

Fosters in employees a sense of participation in all processes, therefore, a
sense of ownership, developing a desire for high self-realization

Quality management

Ensures management of the quality of the organization's environment, and,
accordingly, this quality is transformed into the quality of work and the quality

performance of all employees of their functions

Evaluative and normative
negative actions,
development

Gives an opportunity to evaluate the employee, determine his positive and
progressive or conservative attitude to corporate

Control

Directs management processes to establish an ideal corporate culture

Source: compiled on the basis of [22-29].

The main tasks of corporate culture include:

— creation of a favorable social and psychological
climate in the organization's team;

—creation of a special philosophy of the
organization that will be able to balance the
requirements of the internal and external environment;

—a clear corporate philosophy should contain: a
concise description of goals, strategies, priority values
of the organization (mission), definition of social
responsibility;

— priority of the goal;

— virtue, knowledge;

— transparency in relations at all levels;

— systematic motivation of the organization's
employees for effective business activity;

—formation of a conscious attitude of each
employee to his role and place in society;

— formation of a type of relationship both within
the organization and outside it, built on ethical
principles, moral principles and high responsibility.

In many countries, sufficient attention is paid to the
study of the peculiarities of corporate culture, which is

quite important for the search for the application of
theoretical and applied developments in the formation
of corporate culture within the national economy in
general and in the civil service in particular.

Organizational culture was considered from the
standpoint of various scientific disciplines. Summari-
zing the research, it is possible to distinguish several
directions, in particular managerial, economic,
ethnocultural, psychological, and the criteria by which
the study of organizational culture was conducted in the
context of each direction.

Each of the directions, according to the defined
criteria, highlights the main factor of formation and the
personal factor of organizational culture, as well as its
main function and, in accordance with them,
investigates this phenomenon. It should be noted that
among them, the management direction has a key role.

The science of management updated the study of
organizational culture, which made it possible to
comprehensively consider this phenomenon in the
future (Table 4).

Table 4
Directions and Criteria for Studying Corporate Culture
Criteria
Directions Corporate culture function (CC) Tf}:) irg:iliﬁnﬁt)cf??}rlel%tge Personal factor CC
1 2 3 4
Administrative Innovative and anti-crisis internal factor | The manager is the | Management culture

of strategic ~management

delegation of powers

of
organization, generalized characteristics
of the level of its development: structure,
goals, formal and informal communi-
cations, methods of decision-making,

the | leader, the mission of

the organization

99
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Ending of Table 4
1 2 3 4
Economic The factor of increasing labour pro- | Market, profit Work culture

ductivity, competitiveness, introduction
of new technologies, adaptation to market
conditions, organization of production

Ethnocultural The factor of interrelationship of cultural | Ethnicity, ideology, | Employee mentality
and national characteristics and the | politics
efficiency of the organization

Psychological The factor of influence on the sub- | General human and | Psychological
conscious and consciousness of em- | professional  values, | culture, socio-
ployees, a set of psychological para- | goals, norms, rules, co- | psychological
meters characterizing the group activity | de of conduct, feelings, | climate

of people within the same team in

beliefs, attitudes, inter-

accordance with the goal
organization

of the | personal relationships,
ideas about methods of
management and joint

activities

Source: compiled on the basis of [34].

The formation of corporate culture involves taking
into account two main factors — the external and internal
environment of the enterprise (Figure). The factors of
the external environment that affect corporate culture
include: globalization processes; political factors;
economic  processes; innovative processes and
intellectualization of work; ecological condition; system
of legislation.

Among the internal factors of the environment that
have an impact on the corporate culture, the following
can be attributed: the internal state of the enterprise;
psychological readiness of staff and management for
changes; the management system adopted at the
enterprise; traditions of the enterprise; the history of the
enterprise's development; life cycle of the enterprise
[32].

Company

Culture of internal
communications

mission and
values

A

A 4

Peculiarities of the

~
el

Socio-
Corporate | psychological
culture h culture

organization and working
conditions

A

A

Information design

Figure. The Structure of the Enterprise's Corporate Culture

Source: built on the basis of [34].

Functioning of corporate culture at various stages
of the enterprise's life: recruitment; motivation and
evaluation of employees; formation of groups; corporate
culture and image of the enterprise [35-39].

Conclusions. The concept of “corporate culture” is
quite broad and complex, researchers who looked into
this area in more detail had various approaches to
studying this issue, so many models were built to
describe corporate culture.

In the changing environment of the economy,
today, in order to effectively manage the enterprise in
the current conditions, management and personnel
management specialists need to build such a corporate

culture that will enable employees to understand the
need for innovations. Company managers should focus
on the level and development of their own corporate
culture, a high level of which leads to effective
interaction and increased labor productivity.

Today, corporate culture is gaining more and more
importance in the management system of the enterprise
in the modern economic environment (which is
characterized by instability, turbulence, dynamism and,
as a result, crisis), on the one hand, and the growing
level of informatization of society, the level of
communications in all spheres of the economy, on the
other hand. A fundamental role in this is played by the

100
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general transition to the knowledge economy, which is Prospects for further research are researched
characterized by the dominance of information methodical approach to the assessment of corporate
resources, intellectual capital and intangible assets. culture.

Literature

1. Yepnyx M., Tpymkina H. Iludposa kynbTypa sk cydacHHI TpeH]| pO3BUTKY JIOTICTUYHHUX KOMMaHii. Modern ways of solving
the latest problems in science: Proceedings of the XXXVII International Scientific and Practical Conference (Bulgaria, Varna,
September 20-23, 2022). Varna: International Science Group, 2022. P. 97-105. DOI: https://doi.org/10.46299/1SG.2022.1.37.

2. Deloitte. (2020). The Importance of Corporate Culture. URL: https://www?2.deloitte.com/global/en/pages/about-
deloitte/articles/culture.html (nara 3BeprenHs: 15.09.2022).

3. McKinsey & Company (2019). Why Good Jobs Are Good for Retailers. URL: https://www.mckinsey.com/business-
functions/organization/our-insights/why-good-jobs-are-good-for-retailers (nata 3Bepuenns: 10.08.2022).

4. Kimax T. I'. BiTuusssHi peaiii cTaHOBJICHHS KOPIOPATHBHOI KyJIbTYypH Ha MimnpueMcrBax. E¢exmusna exonomixka. URL:
https://www.economynayka.com.ua (garta 3BepHeHss: 08.09.2022).

5.The Legatum  Prosperity Index. Creating the Pathways from  Poverty to  Prosperity. = URL:
https://www.prosperity.com/globe/ukraine (nata 3Bepuenss: 19.09.2022).

6. Uepnyx ., Tpymkina H. Tpanchopmauiiini 3MiHH KOPIIOPAaTHBHOI KYyJIbTYPH JIOTICTHYHUX KOMITaHid B yMOBax BilHH.
Multidisciplinary academic notes. Science research and practice: Proceedings of the XXIV International Scientific and Practical
Conference (Madrid, Spain June 21 — 24, 2022).

7. Mayr E. What evolution in. New York : Basic Books, 2003. 289 p.

8. lllenposunkuii I1. I'. OpraHu3anmoHHOE IPOEKTUPOBAaHWE B CHCTEME YIpaBIeHUYeCKoW naesTenbHOCTH. Cucmemuoe
ynpagnenue — npoonemol u peurenus. Mocksa: Konnenr, 1998. Bem. 9. C. 37-43.

9. Eldridge J., Crombie A. A Sociology of Organisations (RLE: Organizations). London: Routledge, 1974. 224 p.

10. Schein, E.H. The corporate culture survival guide. San Francisco, CA: Jossey-Bass, 1999.

11. Kotter John P. and Heskett, James L. (1992). Corporate Culture and Performance. New York: Free Press.

12. Xaer I'. JI. Kopnopatusna kynsTypa. Kuis : I{entp HaBuanbnoi giteparypu, 2003. 423 c.

13. badina H. I. KopmoparmBHa KymbTypa SIK cdepa MEHEDKMEHTY TOTENBHHX MIiANPUEMCTB. [Ipobaemu ynpagninna
306HIUHbOECKOHOMIYHOIO OIANLHICMIO 8 KOHmeKcmi pelionanvbHoi ekonomixu : 30IpHUK HAayKOBUX Ipanb AKaneMii yHnpaBIiHHS Ta
iHpopmaniitnux texuonorii «APIY» / 3a pen. a-pa exonom. Hayk I1. I'yass. bepasuesk : AVIT «APIV», 2006. C. 115-117.

14. Crenpmamrenko O. B. Cythicth Ta cnenudika CTpaTerivHOro yIpaBiliHHsS KOPIOPATHUBHOKO KYNBTYPOIO MiJIPHEMCTBA.
Tepcnexmusu po36umKky HAYKU 6 Cy4acHOMy cgimi : MaTepiajiu MiXHApoIHOI HaykoBO-mpakTHyHOi KoHpepenuii (Kpakis 29 — 31
6epesnst 2012 poky). Kpakis : Sp.zo.o. «Diamond trading tour», 2012. C. 28-29.

15. Kopnopauii: ynpaeninsst i kyasrypa / A. E. Boponkosa, M. M. Ba6sik, E. H. Kopewes, 1. B. Maxypa; 3a pen. A-p €KoH. HayK,
npodecopa A. E. Boponkosa. [Iporo6oud: Bumip, 2006. 376 c.

16. IMTacexa C. P. KopniopaTtrBHa KyjbpTypa B cicTeMi (akTopiB 3abe3rneueHHs] KOHKYPEHTOCIPOMOXKHOCTI OaHKiB. [Ipobnemu i
nepcnekmugu po3gumky bankiecvkoi cucmemu : 30. Hayk. mpainb. 2006. Ne 18. C. 96-100.

17. Cemuxkina M. B. EBosmrornist opranizariiHol KyJIbTypH Ha YKpaiHCEKUX MIANIPUEMCTBAX: IPOOIeMH Ta IpoTHupidds. Jleprkaa
ta perionn. Cepis: Exonomika Ta mignpuemuuurBo. 2009. Ne 6. C. 197-200. URL: http://dspace.kntu.kr.ua/
jspui/bitstream/123456789/3742/df (nara 3Bepuenns: 11.09.2022).

18. Kucimaceka B. O. KopmoparuBHa KynbTypa HifIpHEMCTBA — OAWH i3 (akTopiB Horo koHkypeHTto3matHocTi. URL:
http://www.rusnauka.com/CCN/Economics /10_kislins_ka%20v.o.doc.html (nara 3Bepuenns: 14.09.2022).

19. bana O. I. EkoHOMi4HE OL[iHIOBaHHS Ta PO3BUTOK KOPIIOPATHBHOI KyJIbTYypH MAIIMHOOYAIBHHUX MiANPHUEMCTB: aBTOped. muc.
Ha 3100yTTs HayK. CTyneHHs KaHj. ekoH. Hayk: 08.00.04 / Hauionansuuii yniBepcuteT «JIpBiBChKa momitexHika». JIbsis, 2009. 20 c.

20. 3ankoBckuit A. H. OpranusaunonHas ncuxosorus: y4ed. moco0. amst By30B Io cren. «OpraHn3anioHHas ICUXOJIOTHS.
Mockga : @nunTa ; MIICH, 2000. 648 c.

21. I'pimmuosa O. A. KoproparuBHa KyJIbTypa SK pecypc 3a0e3IedeHHsI CTpaTeriyHol CTiMKoCTi mianpueMctBa. Exonomika i
ynpasninna. 2010. Ne 1. C. 33-35.

22. bauyk T. O. HouineHicTh popMyBaHHS OpraHizaliiHol KyJIbTypH Ha i IPUEMCTBI. Mapkemune i MeHeoNcMeHmy iHHo8ayill.
2011. Ne 2. C. 179-184.

23. baymka O. I'. KopnopatnBHa KynbTypa SIK IHCTUTYT yJOCKOHAJEHHS COLIaJIbHO-TPYHZOBHX BIIHOCHH: aBTOped. ouc. Ha
3000yTTsI HAyK. CTyIeHHs Kaua. exoH. Hayk : 08.00.07 «/lemorpadisi, ekoHOMiKa Mpalii, colliaibHa eKOHOMIKa i ostiTHKay / KuiBcbkuit
HauioHanbHU yHiBepcureT imM. B. ['erbmana. Kuis, 2014. 20 c.

24. Kosryn O. C. ®opMmyBaHHs KOPIOPATHUBHOI KyJIbTYpH TOCHOJAPCHKOI OpraHizaiii B yMOBaxX TPaH3UTHOTO CYCIHiJbCTBA.
Yxpaiucoxuii coyiym. 2013. Ne 3. C. 54-62. DOI: https://doi.org/10.15407/socium2013.03.054.

25. murpenxo M. M. KoprnoparuBHa KynbTypa: GixeBiopaibHuii i mpakceonoriunmii acmekTH. Bicwux JKumomupcvkozo
Oeporcasnozo yuigepcumemy imeni leana @panxa. 2014. Bun. 5. C. 3-7.

26. Konecnikos I'. A. Konuenuist cydacHoi oprani3auiiiHol KyJIbTypu YIpaBiiHHS BHpoOHH4HX mimnpuemcts. JIynpk: BIEM,
1997.350 c.

27. Eropmmma A. II. DTHKa meNOBBIX OTHOMICHHMIl: y4el. mocodue mo crem. «YIpaBlIeHHE MEepCOHANIOM» U «MeHeIKMEeHT
opranun3auun». Hmwkuuit Hosropon: Hikeropoackuit nH-T MeHeDkKMeHTa 1 6usHeca, 2005. 404 c.

28. 3aauxaiino . B., Ki6enko O. P., Hazaposa I'. B. Koprioparusne ynpasninss: migpy4nuk. Xapkis: Ecmana, 2003. 687 c.

29. Kaninigenko T. I. TeopeTuuHi migxoau 10 TIyMadeHHs opraHisauiitnoi kynsrypu. Jepoicasa ma pezionu. Cepis: Exonomika
ma nionpuemnuymeo. 2010. Ne 3. C. 62-67.

30. Cemukina M. B. EBomrontist opranizamiiiHol KyIbTypHy Ha yKpaiHCBKUX MIAIPUEMCTBAX: MpoOJIeMH Ta NpoTupivuds. [epocasa
ma pecionu. Cepis: Exonomixa ma nionpuemuuymso. 2009. Ne 6. C. 197-200. URL: http://dspace.kntu.kr.ua/jspui/
bitstream/123456789/3742/df. (nara 3Bepuenns: 28.08.2022).

31. Cameron, Kim S. and Ettington, Deborah R. (1988). The conceptual foundations of organizational culture. Higher Education:
Handbook of Theory and Research. New York: Agathon. P. 356-396.

101
Exonomiunmii Bicuuk JJon6acy Ne 4(70), 2022



D. Chernukh

32. Cemukina M. B. CouianbHi npiopureTr npamiBHUKa i cHCTeMa KOPHOPAaTUBHHUX LIHHOCTEH mianpueMcTsa. Bicnuk Cxiono-
YVKPaiHCbK020 HaYioHANbHO20 YHieepcumemy imeni Borooumupa [ana. 2007. Ne 9 (15), 4. 2. C. 189-193.

33. Hofstede G. Culture's Consequences Comparing Values, Behaviors, Institutions and Organisations Across Nations. 2nd ed.
S. L.: Thousand Oaks, 2001. 211 p.

34. €sryxoBa T. L., Jlerensko 0. B., PomionoB O. B., Pynenko O. M. KopnopariBHa KyjibTypa: HaBYaJbHO-METOAUYHHI
nocionuk. Kuis: lepxasue mianpuemctso «LleHTp HaykoBo TexHiuHOT iH(OpMAIlii Ta COPUSHHS iHHOBALiiTHOMY PO3BUTKY YKpaiHU»,
2013. 186 c.

35. Trushkina N., Abazov R., Rynkevych N., Bakhautdinova G. Digital Transformation Organizational Culture under Conditions
of the Information Economy. Virtual Economics. 2020. Vol. 3. Ne 1. P. 7-38. DOLI: https://doi.org/10.34021/ve.2020.03.01(1).

36. Tpyukina H. B., Punkesuu H. C. MapkeTuHroBa ctpaTeris ynpasiiHHsS pO3BUTKOM OpraHi3awiitHOl KyJIbTypH MiIPUEMCTB.
TIpobnemu exornomixu. 2020. Ne 2(44). C. 303-311. DOI: https://doi.org/10.32983/2222-0712-2020-2-303-311.

37. Bezpartochna O., Trushkina N., Chernukh D. Influence of digital technologies on the development of the corporate culture
of logistics companies. Strategic imperatives of economic systems management in the context of global transformations: scientific
monograph / Edited by M. Bezpartochnyi, V. Riashchenko, N. Linde. Riga: Institute of Economics of the Latvian Academy of Sciences,
2021.P. 121-137.

38. Xapunmmua O. B., Tpymkina H. B. KilieHTOOpi€HTOBaHICTh SK KJIIOUOBHI NPHHIWI TpaHC(opMalii opraHizamiiHol
KyIbTypH mignpuemcrsa. Moderni aspekty védy: XI Dil mezinarodni kolektivni monografie. Ceska republika: Mezindrodni
Ekonomicky Institut s.r.o., 2021. Str. 128-139.

39. Kryshtanovych S., Prosovych O., Panas Y., Trushkina N., Omelchenko V. Features of the Socio-Economic Development of
the Countries of the World under the influence of the Digital Economy and COVID-19. International Journal of Computer Science
and Network Security. 2022. Vol. 22. No. 1. P. 9-14. DOI: https://doi.org/10.22937/IJCSNS.2022.22.2.2.

References

1. Chernukh, D., Trushkina, N. (2022). Tsyfrova kultura yak suchasnyi trend rozvytku lohistychnykh kompanii [Digital culture
as a modern trend in the development of logistics companies]. Modern ways of solving the latest problems in science: Proceedings of
the XXXVII International Scientific and Practical Conference (pp. 97-105). (Bulgaria, Varna, September 20-23, 2022). Varna:
International Science Group. DOI: https://doi.org/10.46299/1SG.2022.1.37 [in Ukrainian].

2. Deloitte. (2020). The Importance of Corporate Culture. Retrieved from https://www?2.deloitte.com/global/en/pages/about-
deloitte/articles/culture.html.

3. McKinsey & Company. (2019). Why Good Jobs Are Good for Retailers. Retrieved from https://www.mckinsey.com/business-
functions/organization/our-insights/why-good-jobs-are-good-for-retailers.

4. Kishchak, T. H. Vitchyzniani realii stanovlennia korporatyvnoi kultury na pidpryiemstvakh [Domestic realities of the
formation of corporate culture at enterprises]. Efektyvna ekonomika. Retrieved from https://www.economynayka.com.ua [in Ukrainian].

5.The Legatum Prosperity Index. Creating the Pathways from Poverty to  Prosperity. Retrieved
https://www.prosperity.com/globe/ukraine.

6. Chernukh, D., Trushkina, N. (2022). Transformatsiini zminy korporatyvnoi kultury lohistychnykh kompanii v umovakh viiny
[Transformational changes in the corporate culture of logistics companies in the conditions of war]. Multidisciplinary academic notes.
Science research and practice: Proceedings of the XXIV International Scientific and Practical Conference (Madrid, Spain June 21 —
24, 2022) [in Ukrainian].

7. Mayr, E. (2003). What evolution in. New York, Basic Books. 289 p.

8. Shchedrovitskiy, P. G. (1998). Organizatsionnoye proyektirovaniye v sisteme upravlencheskoy deyatel'nosti [Organizational
design in the management system]. Sistemnoye upravleniye — problemy i resheniya — System management - problems and solutions,
Issue 9, pp. 37-43. Moscow, Concept. [in Russian].

9. Eldridge, J., Crombie, A. (1974). A Sociology of Organisations (RLE: Organizations). London, Routledge. 224 p.

10. Schein, E. H. (1999). The corporate culture survival guide. San Francisco, CA: Jossey-Bass.

11. Kotter, John P. and Heskett, James L. (1992). Corporate Culture and Performance. New York, Free Press.

12. Khaiet, H. L. (2003). Korporatyvna kultura [Corporate culture]. Kyiv, Center for Educational Literature. 423 p. [in Ukrainian].

13. Babina, N. I. (2006). Korporatyvna kultura yak sfera menedzhmentu hotelnykh pidpryiemstv [Corporate culture as a sphere
of management of hotel enterprises]. Problemy upravlinnia zovnishnoekonomichnoiu diialnistiu v konteksti rehionalnoi ekonomiky
[Problems of management of foreign economic activity in the context of the regional economy], (pp. 115-117). Berdiansk, AUIT
«ARIU» [in Ukrainian].

14. Stelmashenko, O. V. (2012). Sutnist ta spetsyfika stratehichnoho upravlinnia korporatyvnoiu kulturoiu pidpryiemstva [The
essence and specifics of strategic management of the enterprise's corporate culture]. Perspektyvy rozvytku nauky v suchasnomu sviti
[Prospects for the development of science in the modern world]: Proceedings of the international scientific and practical conference
(Krakow, March 29-31, 2012). (pp. 28-29). Krakéw, Sp.zo.o. "Diamond trading tour" [in Ukrainian].

15. Voronkova, A. E., Babiak, M. M., Koreniev, E. N., Mazhura, 1. V. (2006). Korporatsii: upravlinnia i kultura [ Corporations:
management and culture]. Drohobych, Vymir. 376 p. [in Ukrainian].

16. Pasieka, S. R. (2006). Korporatyvna kultura v systemi faktoriv zabezpechennia konkurentospromozhnosti bankiv [Corporate
culture in the system of factors ensuring the competitiveness of banks]. Problemy i perspektyvy rozvytku bankivskoi systemy — Problems
and prospects of development of the banking system, 18, pp. 96—100 [in Ukrainian].

17. Semykina, M. V. (2009). Evoliutsiia orhanizatsiinoi kultury na ukrainskykh pidpryiemstvakh: problemy ta protyrichchia
[Evolution of organizational culture at Ukrainian enterprises: problems and contradictions]. Derzhava ta rehiony. Seriia: Ekonomika
ta pidpryiemnytstvo — State and regions. Series: Economy and entrepreneurship, 6, pp. 197-200 [in Ukrainian].

18. Kyslynska, V. O. Korporatyvna kultura pidpryiemstva — odyn iz faktoriv yoho konkurentozdatnosti [Corporate culture of an
enterprise is one of the factors of its competitiveness]. Retrieved from http://www.rusnauka.com/CCN/Economics
/10_kislins_ka%?20v.o.doc.html [in Ukrainian].

102

Exonomiunwmii Bicauk Jon6acy Ne 4(70), 2022



D. Chernukh

19. Bala, O. 1. (2009). Ekonomichne otsiniuvannia ta rozvytok korporatyvnoi kultury mashynobudivnykh pidpryiemstv
[Economic evaluation and development of corporate culture of machine-building enterprises]. Extended abstract of candidate’s thesis.
Lviv, Lviv Polytechnic National University. 20 p. [in Ukrainian].

20. Zankovskiy, A. N. (2000). Organizatsionnaya psikhologiya [Organizational psychology]. Moscow, Flinta; MPSI. 648 p. [in
Russian].

21. Hrishnova, O. A. (2010). Korporatyvna kultura yak resurs zabezpechennia stratehichnoi stiikosti pidpryiemstva [Corporate
culture as a resource for ensuring the strategic stability of the enterprise]. Ekonomika i upravlinnia — Economics and management, 1,
pp. 33-35 [in Ukrainian].

22. Bashuk, T. O. Dotsilnist formuvannia orhanizatsiinoi kultury na pidpryiemstvi [Expediency of organizational culture
formation at the enterprise]. Marketynh i menedzhmentu innovatsii — Marketing and innovation management, 2, pp. 179-184 [in
Ukrainian].

23. Balyka, O. H. (2014). Korporatyvna kultura yak instytut udoskonalennia sotsialno-trudovykh vidnosyn [Corporate culture as
an institution for the improvement of social and labor relations]. Extended abstract of candidate’s thesis. Kyiv, Kyiv National University
named after V. Hetman [in Ukrainian].

24. Kovtun, O. S. (2013). Formuvannia korporatyvnoi kultury hospodarskoi orhanizatsii v umovakh tranzytnoho suspilstva
[Formation of corporate culture of economic organization in the conditions of transit society]. Ukrainskyi sotsium — Ukrainian society,
3, pp. 54-62. DOL: https://doi.org/10.15407/socium2013.03.054 [in Ukrainian].

25. Dmytrenko, M. Y. (2014). Korporatyvna kultura: bikhevioralnyi i prakseolohichnyi aspekty [Corporate culture: behavioral
and praxeological aspects). Visnyk Zhytomyrskoho derzhavnoho universytetu imeni Ivana Franka — Bulletin of Zhytomyr Ivan Franko
State University, Issue 5, pp. 3—7 [in Ukrainian].

26. Koliesnikov, H. A. (1997). Kontseptsiia suchasnoi orhanizatsiinoi kultury upravlinnia vyrobnychykh pidpryiemstv [Concept
of modern organizational culture of management of industrial enterprises]. Lutsk, VIEM. 350 p. [in Ukrainian].

27. Egorshin, A. P. (2005). Etika delovykh otnosheniy [Ethics of business relations]. Nizhny Novgorod, Nizhny Novgorod
Institute of Management and Business. 404 p. [in Russian].

28. Zadykhailo, D. V., Kibenko, O. R., Nazarova, H. V. (2003). Korporatyvne upravlinnia [Corporate management]. Kharkiv.
Espada. 687 p. [in Ukrainian].

29. Kalinichenko, T. I. (2010). Teoretychni pidkhody do tlumachennia orhanizatsiinoi kultury [Theoretical approaches to the
interpretation of organizational culture]. Derzhava ta rehiony. Seriia: Ekonomika ta pidpryiemnytstvo — State and regions. Series:
Economy and entrepreneurship, 3, pp. 62-67 [in Ukrainian].

30. Semykina, M. V. (2009). Evoliutsiia orhanizatsiinoi kultury na ukrainskykh pidpryiemstvakh: problemy ta protyrichchia
[Evolution of organizational culture at Ukrainian enterprises: problems and contradictions]. Derzhava ta rehiony. Seriia: Ekonomika
ta pidpryiemnytstvo — State and regions. Series: Economy and entrepreneurship, 6, pp. 197-200 [in Ukrainian].

31. Cameron, Kim S. and Ettington, Deborah R. (1988). The conceptual foundations of organizational culture. Higher Education:
Handbook of Theory and Research. (pp. 356-396). New York, Agathon.

32. Semykina, M. V. (2007). Sotsialni priorytety pratsivnyka i systema korporatyvnykh tsinnostei pidpryiemstva [Social
priorities of the employee and the system of corporate values of the enterprise]. Visnyk Skhidno-ukrainskoho natsionalnoho universytetu
imeni Volodymyra Dalia — Bulletin of the Eastern Ukrainian National University named after Volodymyr Dahl, 9 (15), part 2, pp. 189—
193 [in Ukrainian].

33. Hofstede, G. (2001). Culture's Consequences Comparing Values, Behaviors, Institutions and Organisations Across Nations.
2nd ed. Sage, Thousand Oaks, CA.

34. Yevtukhova, T. 1., Lehenko, Yu. V., Rodionov, O. V., Rudenko, O. M. (2013). Korporatyvna kultura [Corporate culture:
educational and methodological manual]. Kyiv, State Enterprise "Center for Scientific and Technical Information and Promotion of
Innovative Development of Ukraine". 186 p. [in Ukrainian].

35. Trushkina, N., Abazov, R., Rynkevych, N., Bakhautdinova, G. (2020). Digital Transformation Organizational Culture under
Conditions of the Information Economy. Virtual Economics, Vol. 3, no. 1, pp. 7-38. DOI: https://doi.org/10.34021/ve.2020.03.01(1).

36. Trushkina, N. V., Rynkevych, N. S. (2020). Marketynhova stratehiia upravlinnia rozvytkom orhanizatsiinoi kultury
pidpryiemstv [Marketing strategy for managing the development of the organizational culture of enterprises]. Problemy ekonomiky —
Problems of the economy, 2(44), pp. 303-311. DOI: https://doi.org/10.32983/2222-0712-2020-2-303-311 [in Ukrainian].

37. Bezpartochna, O., Trushkina, N., Chernukh, D. (2021). Influence of digital technologies on the development of the corporate
culture of logistics companies. Strategic imperatives of economic systems management in the context of global transformations:
scientific monograph / Edited by M. Bezpartochnyi, V. Riashchenko, N. Linde. (pp. 121-137). Riga, Institute of Economics of the
Latvian Academy of Sciences.

38. Kharchyshyna, O. V., Trushkina, N. V. (2021). Kliientooriientovanist yak kliuchovyi pryntsyp transformatsii orhanizatsiinoi
kultury pidpryiemstva [Customer orientation as a key principle of transformation of the organizational culture of the enterprise].
Moderni aspekty védy: XI Dil mezinarodni kolektivni monografie. (pp. 128-139). Ceska republika: Mezindrodni Ekonomicky Institut
s.r.0. [in Ukrainian].

39. Kryshtanovych, S., Prosovych, O., Panas, Y., Trushkina, N., Omelchenko, V. (2022). Features of the Socio-Economic
Development of the Countries of the World under the influence of the Digital Economy and COVID-19. International Journal of
Computer Science and Network Security, Vol. 22, no. 1, pp. 9-14. DOL: https://doi.org/10.22937/IJCSNS.2022.22.2.2.

Yepuyx /1. B. KopnopaTtuBHa Ky/IbTypa NiANPHEMCTBA: CyTHICTh, MO/ €JIi, TUIIH

[TpoGneMu PO3BUTKY KOPIOPATHUBHOI KYJIBTYpH MiANPUEMCTB HAOyBarOTh yce OLNBIIOI aKTyalbHOCTI B Cy4aCHHX yMOBax
rocrojaproBatHs. Y 3B’SI3Ky 3 MM IMOJAJbIINX HAYKOBHUX JOCITI[DKEHb HOTpeOye TEPMiHOJOTIYHUIA amapaT MOA0 CYTi Ta 3MiCTy
nediHinii «kopropaTuBHA KyJIbTypay. Lle, y cBolo 4epry, 103BOINTH BHOKPEMHTH 00’ €KTHI BIIACTUBOCTI i 0COOIMBOCTI TpaHchopMmaii
KOPIIOPATHBHOI KYJIBTYPH TPAHCHOPTHO-JIOTICTHYHHX ITiINPUEMCTB Ta HAaCTh 0A3KC VIS BU3HAYCHHS 1HAUKATOPIB OLIHIOBAHHS PiBHS
1 pO3BUTKY.

Amani3 nitTepaTypy 3 MEHE[DKMEHTY Ta Teopii opraHisailiii CBiqUuTh, 110 HE ICHYE €IMHOr0 HAYKOBOTO MiAXOAY A0 TPaKTyBaHHS
TIOHSTTS. «KOPHOPAaTHBHA KyJbTypa». BcraHoBieHO, mo 3apyOiXHI Ta BITYM3HSHI BYEHI BHKOPHUCTOBYIOTH Pi3HI TEpMIHU IS
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BU3HAYCHHSI CMUCIIOBOTO 3HAYCHHS I[i€] KaTeropii, a came: opraHisauiiiHa KyibTypa, KyJIbTypa OpraHizailiid, opraHizauiinuii Kiimar,
KOpIOpaTHUBHi 3000B’s13aHHsI, OpraHi3auiitie 340poB’s. 31e01IbIIOro Mif KOPIIOPATUBHOIO KYJIBTYPOIO AOCIIJHUKH PO3YMilOTh: 00pa3
MHCIICHHSI NIEePCOHANTy KOMIIaHii, SIKMH yBIMINOB y 3BHYKY i CTaB Tpaauui€o; crocid Aill, SKuil MOAUIMIOTE yci CHiBPOOITHUKHI
IiAIPUEMCTBA; KOMILIEKC IIepEeKOHAHb 1 09iKyBaHb; Ha0yTi CMUCIIOBI CHCTEMH, 3[1aTHI CTBOPIOBATH KYJIBTYPHHI IPOCTip; (irocodchki
Ta iICOJOTIUHI YSIBICHHS, LIHHOCTi, CUMBOJIH, Mi(H, NMEPEKOHAHHs, OYIKyBaHHS i HOPMH, IIE€BHI MO3HMII, TOYKH 30py, MaHepu
MOBEIiHKH; AWHAMIUHY CHCTEMY HpaBUI, SIKUX JOTPUMYIOTHCS BCi MPaLiBHUKH KOMIIAHIi; iHTErpalbHy XapakTePUCTHKY KOMIIaHil
Toro. IcHyrO4i HayKOBI MiAXOJX YMOBHO CHCTEMAaTH30BaHO 32 TAKMMH rpyramu: (HYHKLUIOHAIBHUMN, IICHXOJIOTYHHI, HOPMATHBHUH
MMAXOIH.

V pesyibTaTi y3arajqbHEHHsS TEOPETHYHMX IiJXOMIB JO BUKOPHUCTAHHS BiJIOBIZHOTO MOHATIHHO-KATErOpialIbHOIrO arapary
yTOYHEHO JAeiHIIi0 Ta 3MiCT (OPMYIIOBAHHI KaTeropii «KOPHIOpAaTHBHA KyJIbTypa», LIO AO3BOJIE PO3MILSIATH 11 SIK CHCTEMY
LIHHOCTEH, IEBHUX IIEPEKOHAHb, BipyBaHb, YSBJICHb, O4iKyBaHb, CHMBOJIIB, & TAKOXK AIHOBUX IIPUHLHIIIB, HOPM MTOBEAIHKH, TPAAULIIH,
PUTYaJIiB TOILO, 11O CKIIAJIKCS 33 IEBHUH Mepiof Yacy Ha MiApUEMCTBI ab0 y HOro mifipo3ainax y mpoueci JisIbHOCTI Ta IPUHMAIOThCS
OUIBIIICTIO CITIBPOOITHHUKIB.

Kniouoei crosa. mianpueMcTBo, KOPIIOPATUBHA KYJIbTYPa, TEPMIHOJIOTiS, TEOPETUUHE y3arajJbHEHHsI, KOHLENTYalbHi MiIX0/IH,
CHCTeMaTU3aLlis.

Chernukh D. Corporate Culture of the Enterprise: Essence, Models, Types

The problems of the development of the corporate culture of enterprises are becoming more and more relevant in modern business
conditions. In this regard, the terminological apparatus regarding the essence and content of the definition of “corporate culture” needs
further scientific research. This, in turn, will make it possible to single out the object properties and features of the transformation of
the corporate culture of transport and logistics enterprises and will provide a basis for determining indicators for assessing the level of
its development.

The analysis of the literature on management and the theory of organizations shows that there is no single scientific approach to
the interpretation of the concept of “corporate culture”. It was established that foreign and domestic scientists use different terms to
define the semantic meaning of this category, namely: organizational culture, organizational culture, organizational climate, corporate
commitment, organizational health. For the most part, researchers understand corporate culture as: the way of thinking of the company's
personnel, which has become a habit and has become a tradition; a method of action shared by all employees of the enterprise; set of
beliefs and expectations; acquired semantic systems capable of creating a cultural space; philosophical and ideological ideas, values,
symbols, myths, beliefs, expectations and norms; certain positions, points of view, manners of behaviour; a dynamic system of rules
followed by all company employees; integral characteristics of the company, etc. Existing scientific approaches are conditionally
systematized according to the following groups: functional, psychological, normative approaches.

As a result of the generalization of theoretical approaches to the use of the appropriate conceptual and categorical apparatus, the
definition and content of the formulation of the category “corporate culture” have been clarified, which allows us to consider it as a
system of values, certain convictions, beliefs, ideas, expectations, symbols, as well as operating principles, norms of behaviour,
traditions, rituals, etc., which have developed over a certain period of time at the enterprise or in its divisions in the course of activity
and are accepted by the majority of employees.

Keywords: enterprise, corporate culture, terminology, theoretical generalization, conceptual approaches, systematization.
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