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Introduction. Today’s dynamic business environment requires rapid response and the ability of an enter-
prise to adapt to changes, especially in times of war. An equally important aspect in this regard is the ability of
the staff to respond quickly, coherently and as a team to all situations. That is why every company should pay
attention to the corporate culture within it. Have we ever thought about the importance of the corporate culture
of an organisation, or attached importance to it, or focused on the effectiveness of its use as an important factor
in motivating and stimulating the work of the organisation’s personnel? Ukrainian business is only beginning
to address these issues, but it is necessary to emphasise the importance of this issue, as the formation of a
company's corporate culture is an important tool for increasing employee productivity, shaping its competitive
image and sustainable development.

Analysis of recent research and publications. The problems of formation and development of corporate
culture are addressed in the works of domestic and foreign scholars such as Varaksina O.V. and Shulga V.Y.,
Melnyk A.O., Davydenko N.V., Korolovich O.0., Myroshnychenko Yu.V., Pavlov O.l, Pigosh V.A.
Resler M.V., Donald Sull, Belle Wong, J.D., Deanna Debara, Jason Gordon, Jianping Miao, Kat Boogaard,
Kate Heinz, Lisa-Maria Hober, Rinaily Bonifacio, Tom Geraghty, Tom Jendriks, etc. Most researchers con-
sider the categories of corporate culture as a set of established models of staff behavior used to influence the
efficiency of the enterprise.

Corporate culture is a fairly new scientific issue, but there is a sufficient number of fundamental research
in the scientific field. However, this issue remains quite controversial, in particular, it requires a deeper study
of the peculiarities of corporate culture from the perspective of the most effective management, that takes into
account various aspects of international transformations.

Objectives of the article. The purpose of the article is to study corporate culture as an effective tool for
managing an organization in the context of international transformations.

The main material of the study. Economic transformation, as outlined in the 2030 Agenda, includes fun-
damental changes in the economy that increase the overall level of productivity while ensuring appropriate
quantity and quality of employment, fair distribution of income and wealth, access to quality public services,
and environmental protection. Modern processes of international transformations are fundamental and actually
lead to a paradigm shift in international business, which in turn generates a new stage in the evolution of the
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scientific foundations of international business and corporate culture [1]. The concept of "corporate culture” is
the subject of study in such fields of knowledge as management, philosophy, psychology, sociology, cultural
studies, organizational behavior, and law [2]. It is closely interconnected with business ethics, business philos-
ophy, and organizational behavior [3]. Corporate culture is a set of the most important provisions regarding the
company's activities, determined by the organization's mission and development strategy, which are reflected
in the social norms and values of employees. This culture allows to distinguish the organization, creates an
atmosphere of identification for its staff, strengthens social stability and is a controlling mechanism that guides
and shapes the relations and behavior of employees [4; 5]. According to the given data, corporate culture and
corporate legal relations are capable of transforming, moving from one state to another, changing the structure
of the constituent elements of influence on the behavior of personnel, changing the format of managerial and
administrative rights and responsibilities [2]. In the modern world, corporate culture is a very important part
of an enterprise.

The global experience shows that companies that take it into account as a subject of strategic management
function better, i.e, more effectively. According to the study, corporate culture includes: staff values; commu-
nication system and language of communication; time management; relationships between staff; staff develop-
ment and training; appearance and style of clothing. These elements are so closely interrelated that they need
be studied in a comprehensive manner.

Depending on the role and importance of corporate culture in the enterprise management system, there are
three types of it:

— rational and pragmatic — used to increase the level of competitiveness of the enterprise;

— phenomenological — used in enterprises that have special religious and cultural features and indirectly
affect the efficiency of the enterprise;

— situational and systemic — assumes that the basic principles of corporate culture change depending on the
goals and objectives of the enterprise and changes in the external environment [6].

Creating a strong corporate culture is a complex task that involves a number of aspects, and there is no one-
size-fits-all recipe for success. The business environment is constantly changing and evolving, and the chal-
lenge for management is to ensure that their organization is appropriately adapted and evolves, and that it is
ready for change. In addition, corporate culture is closely related to ethics and business protocol. For example,
ethical standards establish trust between parties doing business together, including both partners and custom-
ers. Organizations earn this trust by demonstrating a pattern of ethical behavior over time, gaining a reputation
for honesty and respect for human rights and social responsibility. Companies that conduct their international
business ethically earn higher profits by attracting business partners who share the organization's commitment
to ethics in international business. Analysts argue that the formulation and implementation of an ethics policy
in an international organization and among its business partners abroad poses a challenge to companies. Ensur-
ing that employees and partners meet the company’s standards for worker safety, human rights and fair wages
starts with creating a work culture of openness and care [7].

The main advantages of a strong corporate culture [8]:

— increasing labor productivity (a healthy work culture will motivate employees, increasing engagement
and productivity);

—image growth (will help create a more attractive company image for potential candidates);

— greater customer loyalty (an effective demonstration of corporate culture will be able to attract the atten-
tion of customers; customers who identify with the company's brand and its values will become more loyal to
the company);

— better communication and mutual understanding (uniting employees by common values and a common
goal strengthens the connection with the organization, increasing the likelihood that they will remain working
for the long term);

— higher satisfaction and well-being of employees (thanks to the right culture, employees will be happier,
healthier and will work with greater desire and efficiency).

The formation of corporate culture depends on many factors, both external and internal. It is important to
understand the impact of each of them and take them into account when forming and developing corporate
culture at the enterprise.

External factors include the current state of social development, economic processes, political process-
es, innovation processes, environmental conditions and the level of strengthening cultural trends. Modern
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international transformations include globalization, intellectualization of labor and socialization. Economic
processes, political processes and innovation processes also have an impact on the formation of corporate
culture. In addition, it is necessary to take into account the environmental situation and the strengthening of
cultural trends in both society and the economy. Internal factors include the company’s philosophy, leadership,
management style, communications, interpersonal relationships, employee-customer relationships, ethical
standards, professional development, demographics, and others. Leadership and management style determine
the sustainability of interpersonal relationships and relationships between employees and customers. Commu-
nications include all ways of exchanging information within an organization, including the common language,
the communication patterns, and communication formats. Ethical standards and professional development
reflect the company’s guidelines for interaction with employees and customers. Demographic composition has
an impact on the formation of corporate culture, as different generations have different values and approaches
to work [9].

The more well-known models of organisational culture are explored. These models offer different ap-
proaches to developing a healthy corporate culture, so it is necessary to highlight their pros and cons to help
choose the model that best suits the organisation. After all, corporate culture is not only a competitive advan-
tage, but also the key to long-term success. The most prominent organizational culture models are: "Schein’s
Three-Level Model", "Hofstede’s Cultural Dimensions", "Denison’s Organizational Culture Model", "Camer-
on and Quinn’s Competing Values Framework", "Handy’s Cultural Types". Table 1 shows the advantages and
disadvantages of each of these models.

Table 1
The most prominent organizational culture models: advantages and disadvantages

No Name Advantages Disadvantages
1 2 3 4

- — In-depth analysis; — Complex;
1 Schein’s Three-Level | _ differentiated view; — subjective;

Model

— precise analysis of the culture.

— time-consuming.

Hofstede’s Cultural

— Intercultural communication;
— instructions for management;

— Does not include individual variations;
— does not take change into account;

Dimensions — identifying and resolving conflicts. — does not cover all factors.
Denison’s — Holistic analysis; — Complex;
3 | Organizational — measurable criteria; — Dependent on surveys;
Culture Model — guidelines for improvements. — external factors not taken into account.

4 | Competing Values
Framework

Cameron and Quinn’s

— Versatile;
— clear cultural identification;
— strategic adjustment.

— Subjective;
— oversimplification of reality;
— does not take all factors into account.

— Subjective;
— oversimplification of reality;
— does not take all factors into account.

— Simplicity;
— can improve teamwork;
— clear cultural identification.

Source: [8; 10, 11; 12]

Handy’s Cultural
Types

The most common approach is the one proposed by the scientist Ed Schein, who identifies three levels of
corporate culture: the first level is visible artifacts, the second level is proclaimed values, rules and norms of
behavior, and the third level is the basis of external manifestations, i.e. basic ideas (Figure. 1).

Artefacts. These describe any overt, visible, describable aspects of the organisation. Think things like
branding and logos, office design, dress code, policies and tools. Things that you can see.

Espoused values. This is how people would describe the organisation, in current or aspirational terms.
These include missions, goals, value statements, and social contracts.

Underlying assumptions. These are unconscious, unspoken, hard to articulate elements of the organisation,
particularly from within [8].

Given the current international transformations, corporate culture is based on the key basic functions of
management and is carried out taking into account the following basic criteria [14; 15]: type, manifestation,
level of acceptance and level of formality of corporate culture, as well as the size of the company.

Type of corporate culture. When considering the various models of corporate culture described above, it
can be seen that they predetermine certain features of employee relationships within the organization, as well
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visible
artifacts

proclaimed values

basic concepts

Figure 1. Levels of corporate culture
Source: [8; 13]

as directions for determining strategic goals or performance standards, etc. For example: the "club" corporate
culture is characterized by a loyalty of employees to each other and to management, as favorable and stable
working conditions encourage and motivate the team to achieve the company’s goals. This type of culture
is characterized by a moderate growth strategy. In contrast, the "regulation culture" is more directive, thus
strengthening the effect of control, and involves a large number of approvals from managers at different levels
of management. This is an obstacle to communication between management and employees, resulting in a
slowdown in the process of achieving targets.

The level of manifestation of corporate culture. Corporate culture can be openly manifested, i.e. everyone
can see or hear its key statements, in particular, if there is a mission or vision of the company, a corporate code,
etc. However, it may not be recognised by employees, although it will exist, as corporate culture is formed as
soon as an organisation is established, i.e. when there is already a group of people.

The level of acceptance of the corporate culture by the company’s employees is of great importance. The
corporate culture is perceived differently by the organization’s staff, creating both obstacles to its development
and developing it. Acceptance of a certain type of culture ensures unity, team spirit, coordinated work, and a
favorable psychological climate, i.e. creates optimal conditions for the effective operation of the organization.
And vice versa.

The level of formality of the corporate culture. Often, the key postulates proclaimed in the corporate code
may be of a purely formal nature. In this case, such a corporate culture is less effective than one where the man-
agement thinks through each of its components, creating all the conditions for the values and rules it proclaims
to be accepted by the majority of employees, if not all, understanding that only then will the organization work
as a whole, achieving the goals it has set.

Company size. Obviously, the larger the company, the more effort should be put into ensuring that the
corporate culture has an impact on its operations. Small organizations are often more cohesive, organizational
norms are stable, newcomers either quickly integrate into the team, adopting existing values, improving them,
or leave. However, the larger the company, the more effort you need to put into maintaining or optimally
changing the key parameters of corporate culture and the perception of its tenets by all members.

Based on the generalization of studies [9; 16—18] it can be concluded that the main provisions of the modern
paradigm of corporate culture management in the context of international transformations are the following:

1) the success of an organization depends not only on its market position and availability of resources, but
also on the role of the human factor;

2) the organization is viewed as an open dynamic system based on common values of individuals;

3) the main emphasis of the management system shifts: from the point of view of modern management, the
goal plays a secondary role compared to values, and the organization is seen as an independent cultural entity;

4) the need for constant adaptation of the organization to the turbulent external environment reduces the
importance of constant strict control, requires changes in approaches to personnel management and emphasiz-
es the self-management and self-development of the individual, formation and dissemination of knowledge,
integrated use of normative-value, systemic and situational approaches to management;
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5) increased competition requires enterprises to carry out activities taking into account the long-term per-
spective, that is, based on the principles of strategic management;

6) oversaturation of the market with goods, strengthening of the tendency of rapid moral obsolescence of
goods requires wide use of marketing principles in the process of management;

7) formation of the concept of social responsibility of business.

Conclusions. International transformations have different forms of manifestation: intensification of inter-
national trade in goods and services; globalization of the financial and credit sector; dominance of globalised
firms, corporations, and alliances in all forms of international economic relations; regionalization of the world
economy; global investment boom; intensification of international labor migration. Thus, in the context of
international transformations, the management of an enterprise must take into account the company’s values
and the work environment, including any issues and concerns of employees. Corporate culture includes a set
of interrelated elements: staff values; communication system and language of communication; time manage-
ment; relationships in the company — between staff; staff development and training; staff appearance and style
of clothing. All components need to be studied as a whole.

In the conditions of international transformations, the corporate culture of a company is most influenced
by the following factors: a competent leader and a team of like-minded people; effective interaction with
counterparties; a long-term strategy and vision of the corporation; effective internal communications; conflict
resolution and teamwork support and the availability of mechanisms for involving staff in the decision-making
process. At the same time, corporate culture is based on the basic functions of management and is carried out
taking into account such basic criteria as the type of corporate culture, its manifestation, the level of acceptance
and the level of formality of corporate culture, as well as the size of the company.

The following basic principles should play a leading role in shaping the elements of corporate culture:
taking into account differences in social and cultural competence, staff development; taking into account the
impracticality of automatically transferring all problematic traditions of society; regulating labor discipline;
eliminating cultural barriers to cooperation to the maximum extent possible; understanding by members of a
multicultural environment of the essence of collective interaction; and focusing on the experience of highly
developed countries in management styles.

To create a healthy corporate culture, leaders, managers at various levels and other stakeholders must
come together to achieve a common goal, as corporate culture can stimulate the development and realisation
of each employee of an organisation as a highly moral individual. This requires a certain level of adaptability
and may involve adjusting or improving some of the company’s fundamental values, principles and visions. In
the context of international transformations, company leaders must apply innovations in practice. This affects
many aspects of the organization’s activities, from regular processes such as adaptation and training to the core
elements of business identity, such as its brand and mission statement, so management must constantly monitor
the state of corporate culture, as preventing negative consequences will cost the company significantly cheaper
than fixing the problem.
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The essence of the concept of "corporate culture" is considered, the components of corporate culture, its main
aspects are given, the key typologies of corporate cultures are presented, which are taken into account by business
practitioners during its formation and evaluation of the impact on the company's development. The priorities of the
company's corporate culture are reflected in the process of implementing management functions that ensure the
effectiveness of the company's activities, in particular for employees, consumers (clients), state authorities and busi-
ness partners. Factors that affect the level of influence of corporate culture on management processes or target groups
are summarized, in particular: type of corporate culture, level of its manifestation, acceptance by employees, for-
malities, size of the organization. It was determined that corporate culture, like every system, has specific elements
inherent only to it, in particular: values, leadership, communication, training and development, cooperation and
team building, rituals and symbols, systems and processes, response to changes. These elements interact, creating a
specific character of corporate culture, which determines the way of functioning and organization of interaction of
its members. It is substantiated that in the conditions of international transformations, corporate culture is important
for any organization, because managing it can influence the motivation of employees, the attractiveness of the en-
terprise as an employer; for each employee, his business reputation; on productivity and efficiency of labor activity;
quality of work of employees; the nature of personal and industrial relations in the organization; creative potential
of employees.

Key words: corporate culture, corporate ethics, international transformations, globalization, leadership, business.

YK 338;330.3

JELM12, M14, M54

Tutapenko JIlrwb6oB MuxaiisliBHA, KaHIUIAT SKOHOMIYHHX HAyK, JOICHT, MOUCHT KadempH MiKHAPOTHHUX
CKOHOMIUHMX BifHOCHH Ta TypusMmy. JleBuenko Ipuna BacwmaiBha, nokrop ¢inocodii, mouent kadempu
MIDKHApPOJTHUX €KOHOMIYHUX BifHOCHH Ta Typusmy. IloTbkano Katepuna OuseriBHa, crynenTka, HamionansHuit
yaiBepcuteT «llonraBchka momitexHika iMeni IOpis Konppatioka». IlpiopuTeTn KOpmnopaTuBHOI KYJbTYpH B
YMOBax MiXKHAPOAHHUX TpaHcdopMamiii.

Po3mstHyTO CyTHICTH TOHSTTS «KOPIOPATHBHA KYJBTYpa», HABEJACHO CKIIAJOBI KOPIIOPATUBHOI KYJBTYpH, il
OCHOBHI aCIIeKTH, NIPEJICTaBICHO KIIOY0BI THIIONOTI] KOPHOPATUBHUX KYJIBTYD, SKi OepyThCs 1O yBaru NpakTHKaMH
OizHecy mpH ii popMyBaHHI Ta OLIHIOBaHHI BIUTUBY Ha PO3BUTOK KoMMaHii. BinoOpaxeHo mpiopuTeTn KOpnopaTus-
HOI KyJIBTYpHY KOMITaHi1 y porieci peanisaiii ynpaBaiHChKUX (QYHKITH, a came QyHKIIiT m1aHyBaHHSA, OpraHi3yBaHHS,
MOTHUBYBaHHS, KOHTPOJIIOBAHHSI Ta PETYIIIOBAHHS, 8 TAKOXK 3a3HAYEHO 1i 0COOIMBHUI BIUIMB Ha LIIbOBI IPYyIIH BILUIUBY,
AKi 320€31euyI0Th e()eKTUBHICTh JTiIsITHHOCTI KOMIaHii, 30KpeMa Ha MpaliBHUKIB, CIOXUBAYiB (KII€HTIB), AepKaBHI
OpraHHy BJIaJU Ta JJIOBHUX MapTHEPIB. Y3arajabHEeHO KI0UO0Bi (aKTopH, SIKi BIUTMBAIOTH HA PIBEHb BILIUBY KOPIIOpa-
THBHOI KyJbTYpU Ha YIPABIIHCHKI IIPOLECH YH LiNBOBI IPYyIH, 30KpeMa: THI KOPIIOPATUBHOI KYJIBTYpH, PiBeHb Il
OpOsIBY, IPUHHATTS MpaliBHUKaMH, GopMaiIbHOCTI, po3Mip opranizaiii. 3a3HauyeHo, 10 KOPIOPAaTUBHA KyJIbTypa
ABIISIE COOOI0 KOMIUIEKC MEeBHUX 1/71ei, IIHHOCTeH, eTaloHIB MOBEIIHKN, HACTPOIB 1 cT0Cc00iB BeieHHS mpodeciitHoi
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JiSUTBHOCTI, IO MAIOTh MOALISATUCS BCIMA WiIeHAMH opraHizaiii. KoprnopariuBHy KyIbTypy MOXKHA TaKOXK PO3TISIaTH
SK IHCTPYMEHT CTPaTeriyHOro PO3BUTKY OpraHi3allii Ha OCHOBI CTHMYJIIOBaHHSI IHHOBAIlill Ta KEPIBHUIITBA BCepe-
nuHi Hel. HaromoreHo, o CTBOPEHHS TOTYKHOI KOPIOPATUBHOT KYJIBTYPH € CKJIQJHUM 3aBIaHHSM, 110 BKIIOYAE
HH3KY aCIIeKTiB, 1 He iICHY€ YHIBEpPCAILHOTO aIrOPUTMY JUISl TOCSTHEHHS YCIIXy B IIbOMY HamnpsiMKy. BusHaueHo,
1110 KOPIOPATHBHA KYJIBTYpPa K KOXKHA CHCTEMa Ma€ CrieHU(iuHi, IpUuTaMaHH] TUIbKHU i, CIEMEHTH, 30KpeMa: MiH-
HOCTI, JIIEPCTBO, KOMYHIKaIlisi, HABYAHHS Ta PO3BUTOK, CIIBIIpAlls Ta TIMOLIAMHI, PUTYalld Ta CHMBOJIH, CHCTEMHU
Ta NPOIIECH, pearyBanHs Ha 3MiHu. Ll eneMeHTH B3a€MOJIIIOTh, CTBOPIOOYM KOHKPETHHUH XapaKTep KOpIOpaTHBHOT
KYIBTYpH, SIKHH BH3Hauae crocid QyHKI[IOHyBaHHS Ta OpraHizaiii B3aemoii il wieHis. O0IpyHTOBaHO, 10 B YMOBaxX
MIDKHApOIHUX TpaHc(opMallii KopropaTuBHa KYIETypa BaKIIHBa JUisl Oy/Ib-sIKOT OpraHizallii, 0CKITbKY YIpaBIsoIn
HEH0 MOYKHA BIUTMBATH HA MOTHUBALIIFO PAI[IBHUKIB, HA TPUBAOIMUBICTH MIINPHEMCTBA sIK POOOTOIABII, 1110 Bi0KUBa-
€ThCS Ha TNTMHHOCTI KaJIpiB; Ha KOXKHOTO MPAaIliBHUKA, HOTO JIIIOBY PEyTallilo; Ha MPOTYKTUBHICTh Ta €)EKTUBHICTb
TPYZOBOT ISITEHOCTI; SIKICTh POOOTH TIpalliBHUKIB; XapaKTep 0COOUCTICHUX Ta BUPOOHMYMX BiIHOCHH B OpraHizailii;
TBOPYHIA TIOTEHITIaJ CITY>KOOBIIIB.

KurouoBi ciioBa: xopriopaTvBHa KyjibTypa, KOpIIOpaTHBHA €THKA, MIXXHApPOJHI TpaHc(opMmallii, rodaizarris,
JiaepcTBo, Oi3HecC.
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