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KOPIIOPATUBHA KYJIbTYPA SIK CKJAJIOBA MOTUBAIIIMHOT' O
MEHE/JUOKMEHTY

The personnel of the enterprise is the main resource of the organization, because the efficiency of
entrepreneurial activity depends on the result of the activity of workers and employees. It is
possible to increase labor productivity and make full use of human resources by building an
effective system of staff motivation. The corporate culture of the organization plays a significant
role in the development of motivational management. Therefore, the issues related to its formation
and successful use are of great importance. Thus was formed the purpose of the article: a
theoretical study of the process of formation of corporate culture and ways to adapt it to the
activities of the organization. The purpose of the article is a theoretical study of aspects of the
formation and implementation of corporate culture in the system of motivational management of the
organization. To achieve this goal, the following tasks are set and solved in the article: the stages
of development of the concept of "corporate culture" are considered and generalized; the existing
points of view on the essence of the concept of "corporate culture" are analyzed; the components of
corporate culture are considered; the purpose and tasks of corporate culture are formed; the
principles and functions of corporate culture are listed; the existing classification of corporate
culture is generalized.To achieve this goal, the following research methods were used: theoretical
generalization, analysis and synthesis - to clarify the concept of "corporate culture" and to
generalize the classification of corporate culture. System approach - to determine the relationship
between corporate culture and the effectiveness of motivational management. Historical method - to



identify stages of development of corporate culture. The main findings of the article are the five
stages of corporate culture. From the first use of the term to the scientific substantiation of
corporate culture models. The study showed that corporate culture should be considered as part of
the management system of the organization. To facilitate understanding of the content and role of
corporate culture, its types were considered and generalized into a single classification.

3uauny ponv 6 po3GUMKY MOMUBAYILIHO2O MEHeONCMeHmy 6idicpae KOpnopamueHa Kyibmypa
opeanizayii. Tomy numanns, nog’a3ami 3 it popmyeanHam ma yCRiHOMY UKOPUCTIAHHI MAIOMb 8elUKe
3HauenHa. Tak 6y10 cgpopmosano memy cmammi: meopemuyHe O0CIOHNCEHHs NPoyecy GopmyEaHHs.
KOpNopamueroi Kyibmypu ma cnocooig ii aoanmayii 6 OisnbHicmy opeawnizayii. J{na O0ocseHenHs.
nocmaeneHoi memu  OYI0  GUKOPUCMAHO HACMYNHI  MemMOOU  OOCHIONCEHHS:  MeopemuiHo20
V3A2aNbHEeHHs, aHANi3y ma cuHme3y — O/ YWMOYHEHHs] NOHAMMS <KOPNOpaAmueHa Kylbmypa» ma
y3aeanvHenHa Kuacugixayii kopnopamusnoi Kynemypu. Cucmemuuil nioxio — 01 GUHAYEHH:
83AEMO38 A3KY MIJHC KOPNOPAMUBHOIO KYJIbIYpPOio Ma eekmusHicmo MOMUBAYItIHO20 MEeHeOHCMEHM).
Iemopuunuii MemoO — 0151 BUOKPEMAEHHS. emanie po3eUmKy KOpnopamueHoi Kyibmypu.

Cmamms npucesueHa OO0CHIONCEHHIO KOPNOPAMUBHOI KYyIbmypu ma ii eniusy Ha e@exmusHicmb
MOMUBAYIUHO20 MeHeOdCMeHmy. B cmammi po3enanymo noHsAmms «KOpHnopamueHa Kynbmypa» ma
«Kopnopamuenuti 0yx». Haseoena esomoyin yux nowsme. Buokpemneno n’smv emanié po3eUMKY
Kopnopamueroi Kynomypu. llpeocmagneHo po3medcyeanHs NOHAMb «OpPSaHi3ayitina Kyibmypa» ma
«KOPNOpamueHa Kynemypa». Pozenamymo cknadosi kopnopamueHoi Kyiemypu ma po3Kpumo ix 3micm.
Busnaueno micye kopnopamughoi Kyiemypu 6 cucmemi MOMUBAYIUHO20 MEHEOHCMEHM) OpeaHi3ayil.
Bcemanoeneno memy ma  ocumosmi  3a80amms  kopnopamuenoi Kynemypu. Posenanymo  @yukyii
KOpnopamueroi Kyavmypu. Buoxkpemneno 06i epynu @yukyiti kopnopamusHoi Kyiemypu, a came:
cneyughiuni ma 3aeanvHi. Jlicmanu nooanbuioco po3sUmKy IiCHYOYl Kiacugikayii KopnopamueHoi
KYIbMypu, w0 Ha GIOMIHY 6i0 ICHYIOUUX 8pAXO8YE HACMYNHI O3HAKU: 3d 00 €EKMOM BNIUBY; 34 Pi6HeM
NIOMPUMKU, 30 PI6HEM NI3HAHHSA, 3a cneyudikor eudy JisibHOCMI; 3a HADOPOM YiHHOCMeEl, 3a pieHeM
NOWUPEHHsL 8 Opeanizayii; 3a OUHAMIKOIO OP2AHIZAYILIHUX 3MIH, 3a CMYNeHeM OpPeaHi3ayiliHOT MIYHOCHIL.
Jloseoeno, wo 6 3anedxcHocmi 8i0 cmpamezii po36UMKY Opeanizayii HeoOXIOHO 3MiHosamu abo
adanmyeamu cucmemy momusayii nepcouany. Ilpusedeno npunyunu KOpnopamuseHoi Kyibmypu ma
PO3Kpumo ix snavenHs ma 3micm. Haoano pexomenoayii wjooo niosuujeHns epekmuerHocmi cucmemu
MOMUBAYIUHO20 MEHEOHCMEHMY 6 OP2aHIi3ayii 3a paxyHOK YAPAGIIHHA KOPHOPAMUBHOIO KYVIbIYPOIO.

Key words: motivational management; corporate culture; organizational culture; components of
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Knrwowuosi cnosa: momusayitinuiti MeHeONCMeHm, KOPNOpPAMueHa Kyibmypd; OpeaHizayitina
KYIbMypa,; CK1ad06i KOpnopamusHoi Kyibmypu, cucmema MOmueauyii.

INTRODUCTION. The experience of developed countries shows that the presence of corporate culture in the
organization can be a tool for forming effective motivational mechanisms. Which in turn can increase the level of job
satisfaction, increase productivity, enhance the creative abilities of employees and the desire to work for results.

LITERATURE REVIEW. Many works of domestic and foreign scientists are devoted to the issues of
motivational management and corporate culture, namely: G. Hofstede [10], Bala O. [1-2], Zakharchyn G. [17], Hayet
G.[9], Otenko I. [12], Polyanska A. [13] etc.

Despite the large volume of existing publications, some issues need to be addressed.

LENS PAPER. The purpose of the article is a theoretical study of aspects of the formation and implementation
of corporate culture in the system of motivational management of the organization.

METHODOLOGIES. To achieve this goal, the following research methods were used: theoretical
generalization, analysis and synthesis - to clarify the concept of "corporate culture" and to generalize the classification
of corporate culture. System approach - to determine the relationship between corporate culture and the effectiveness of
motivational management. Historical method - to identify stages of development of corporate culture.

RESULT AND DISCUSSION. For the first time the concept of "corporate culture”" and "corporate spirit" falls
on the end of the XIX - beginning of the XX century. For example, in the scientific literature it is noted that the term
"corporate culture" (in the original language - Organisationskultur) was first used in military terminology in the XIX



century. German Field Marshal Moltke (Helmuth Karl Bernhard Graf von Moltke) to determine the relationship of
cohesion in the officer environment. [14].

The founder of the School of Scientific Management, Frederick Taylor, drew attention to corporate culture,
highlighting the role of corporate rules, standards in the organization of work and the system of staff incentives. [17].

In the management of "employee cohesion" in the early twentieth century Henri Fayol, the founder of the school
of classical management, became interested in the book "General and Industrial Management". Thus, among the basic
principles of management, he singles out the corporate spirit. [6].

In 1936, M. Sheriff defined the concept of social norms of behavior of workers, which meant certain models and
rules of conduct. [13]

The beginning of the study of the term "corporate culture" is considered to be Max Weber. He saw it as the basis
of self-organization of corporations, the relationship of moral and ethical principles and socio-economic well-being of
individual corporate structures, and developed a model of "rational organization of free labor" that required strict
discipline, accuracy, responsibility and stability. [15].

W. Ouchy also considers corporate culture as a component of the motivational theory "Z", which is based on the
unity of people and their sense of belonging to the organization. [15].

The intensification of the processes of analysis of corporate culture is considered to be the 80's of the twentieth
century. And the greatest interest of scientists falls on the beginning of the XXI century. this is due to research on
human capital, the formation of an innovative economy and the growth of global competition in world markets.

Thus, we can distinguish the stages of evolution of the concept of "corporate culture", which is shown in Fig. 1

Stage | XIX century - the emergence of the term “"corporate culture" (Moltke)
Stage2 early twentieth century, - awareness of scholars-practitioners in the

need for corporate spirit in the organization
(F. Tavlor, A. Fayol. M. Weber)

v

Stage 3 70-80s of the XX century. - scientific understanding of the
relationship between culture and management {management)
(G. Hofstede, P. Turner, T. I. Peters)

v
Stage 4 1982 - introduction of the scientific term "corporate culture” of the
oreanization (T. Dela. A. Kennedv)
L]
Stage 5 the beginning of the XXI century - research of models of corporate

culture

Figure 1. Stages of evolution of corporate culture development
Source: compiled by the author after [15]

Today, interest in understanding the nature and feasibility of corporate culture in the organization is only
growing. This is evidenced by publications and scientific works of scientists. [1] Thus, in particular, attention is paid to
the distinction between the concepts of "organizational culture" and "corporate culture". Despite the common
characteristics of these concepts, which include values and norms of human behavior, scientists have different views on
the identity of these concepts. Thus, there are the following points of view on this issue [8]:

the concept of "corporate culture" is identical to the concept of "organizational culture";

the concept of "organizational culture" is more capacious and includes "corporate culture";

corporate and organizational culture are different concepts.

Based on the analysis of the stages of development of "corporate culture", we can conclude that with the
evolution of managerial thought, the essence of the concept has changed. Thus, initially the organization was
characterized by some goals: a focus on increasing production, and then others: a focus on quality and innovation.
Therefore, from the beginning they used the concept of "organizational culture", and later "corporate culture", because
they differed in content, namely in the target feature. Today in the scientific literature there are different interpretations
of these concepts.

Today there are a large number of interpretations and points of view on the interpretation of the essence of
corporate culture. Thus, Hayet G. believes that this is a system of values, beliefs, beliefs, ideas, expectations, symbols,
as well as business principles, norms of behavior, traditions, rituals, etc., which have developed in the organization and
its units during the activity and which are accepted most employees. [9]. The author focuses on the value system of the
organization and cites its components.

And, Bala O., understands corporate culture: "rules of doing business both nationally and internationally, making
management decisions, delegating authority, organizing the communication process, improving quality, creating a
social climate, etc." [1]. Pays attention to the external environment as a factor influencing the formation of corporate



culture of the organization. A similar approach to interpretation in M. Semikin and I. Khimich, the authors understand
corporate culture as a set of tools to adapt to the requirements of the external environment and the internal environment
of the organization, organizational culture creates the necessary conditions and facilitates the collision of the company
with environmental requirements. [14].

Kovtun O. states the following: "corporate culture is an ideology that encompasses common values, a sense of
belonging to the organization, the integration of goals of staff and business organization, traditions, organizational
myths, and is the highest form of cultural development of the organization." [11]. Considers corporate culture in the
management system of the organization.

And, for example, G. Hofstede does not provide his own definition of corporate culture, but identifies its
components, Fig. 2.

Components of corporate culture
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is flexible, but difficult to adapt to
change

reflects the history of the organization

F 3
Y

> is flexible, but difficult to adapt to

Takes into account rituals and symbols
change

F 3

Figure 2. Components of corporate culture according to G. Hofstede
Source: compiled by the author after [10]

However, domestic scientists distinguish other components of corporate culture. Thus, Veremchuk R. includes:
worldview, organizational values, styles of behavior, norms and psychological climate in the organization. [16]

In turn, Chernyshova A. and Nemchenko T. to the constituent elements of corporate culture include personality
qualities: the desire to compete, the ability to persuade; the desire to play the role of an informal leader; tolerance to
routine administrative work. [4]

Fisenko E. to the constituent elements of corporate culture includes: mission, values, image, main goals and
strategic vision, rules and norms of behavior, traditions, code of ethics. [7]. Thus, the author emphasizes the importance
of corporate culture in managing the organization.

Therefore, corporate culture should be considered as part of the management system of the organization. That is,
in its formation it is necessary to take into account the strategy of the organization and the impact of corporate culture
on the system of staff motivation.

The purpose of corporate culture is to form the behavior of staff taking into account the vectors of the system of
motivational management, which contributes to achieving the goals of the enterprise.

To achieve this goal in the process of personnel management of the enterprise it is necessary to solve the
following tasks [5]:

development of the staff's sense of involvement in the affairs of the enterprise;

encouraging the involvement of staff in joint activities for the benefit of the enterprise;

strengthening the stability of the system of social relations; support of individual initiative of employees;

assisting staff in achieving personal success; creating an atmosphere of unity of managers and staff at the
enterprise;

delegation of responsibility;

strengthening the corporate family (congratulating staff on family, work holidays, events, etc.).

Tasks are performed through the functions of corporate culture. According to Zakharchin GM, the functions of
corporate culture reflect not only its essential characteristics, areas of research, but also its importance in the
management system. [17]. Domestic scientists divide the functions of corporate culture into two groups: specific and
general. Thus, the specific functions of corporate culture include [8; 17]:

creative (creation and preservation of spiritual values);

evaluation-normative (based on the comparison of real human behavior with the accepted norms, the employee
is evaluated, his positive and negative actions, progressive or conservative attitude to organizational development are
determined);

regulatory and regulatory (based on a preliminary assessment and analysis of the creation of corporate standards
and their inclusion in internal regulations, as well as monitoring compliance with these provisions by employees);
cognitive (acquisition by employees of new knowledge, knowledge of new sensations, participation in new forms of
learning and social work, gaining spiritual and social experience);

semantic (participation of culture in the definition of man and society of the meaning of life, the meaning of their
existence, ie personal and social mission);



communication (through the values accepted by a society, norms of behavior and other elements of culture
mutual understanding of members of the organization and their interaction is provided);

function of public memory (preservation and accumulation of experience of human relations in the organization
and humanity as a whole.

The general functions of corporate culture include:

protective (educational), which is to create a certain "barrier" or barrier that protects the organization from
unwanted and threatening external influences; education of employees in the spirit of devotion to the organization;

integrative or compensatory, which forms a sense of belonging to the organization, pride in it, provides a sense
of unity; encourages other people who are not employees of the organization to become its full members;

regulatory or normative-regulatory, which supports (controls) the established norms and rules of conduct of
members of the organization, their relationships with each other, with representatives of other organizations and in
general with the outside world; all this is a condition for maintaining the stability of the organization, reduces the
possibility of conflicts;

guiding, which is manifested in the direction of employees and the organization to achieve the goals and
objectives;

motivational, which consists in creating incentives for the orientation of employees in the right direction;

cognitive and informational, providing the process of forming a system of knowledge of the organization;

game and symbolic, which contribute to the formation of the system of internal communications in the
organization;

adaptive, which facilitates the process of adaptation of employees to each other and to the organization through
established norms and rules of conduct, traditions, participation in joint activities; promotes the socialization of new
employees;

the function of forming the image of the organization, which is to create a certain image of the organization in
the social environment.

To facilitate understanding of the content and role of corporate culture, it is necessary to consider its types. In the
scientific literature there are classifications on various grounds.

The generalized classification of corporate culture is presented in table. 1.

Table 1.
Classification of corporate culture
Classification feature View

power culture

role culture
task culture
personality culture

By object of influence

strong
By level of support weak
subjective
By level of knowledge objective

culture of trade

administrative culture

According to the specifics of the activity -
speculative culture

investment culture

clan culture

aphtocratic culture

By set of values - -
y hierarchical culture

market culture

dominant

By level of distribution in the organization subculture

counterculture
revolutionary

According to the dynamics of organizational change -
evolutionary

inflexible
flexible
progressive

According to the degree of organizational strength

Depending on the development strategy regressive
borrowed
Source: compiled by the author after [3; 16; 17]




To develop and implement a corporate culture, it is necessary to follow a number of principles, fig. 3

Principles of corporate culture
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- employee
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P P g The principle of the standard .
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legislation

Figure 3. Principles of corporate culture
Source: compiled by the author after [2]

Thus, compliance with the principles of corporate culture should ensure the orientation of the motivational
system on economic prosperity, social and intellectual development of all employees of the organization. Also take into
account the interests of both workers and the organization as a whole. According to these principles, corporate culture
should be flexible and change depending on the external environment. The role of management in monitoring the
implementation of corporate culture is important, namely in analyzing its impact on the system of staff motivation and
compliance with established norms for employees.

CONCLUSION. One of the main tools for building an effective system of motivation is corporate culture. The
theoretical analysis showed that corporate culture has certain components, namely: values, behavioral styles, norms and
psychological climate in the organization and so on. When forming a corporate culture, it is necessary to adhere to
certain principles, which will provide a positive effect after its implementation.
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