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The analysis of innovations involves 11 stages ofkwresources and expenses of the enterprisanfmvation
activity; the dynamics of innovation processeshia enterprise and the duration of its individuahg#s; results and
impacts; efficiency and effectiveness; innovativdture and innovative climate; innovative potentiahalysis of
trends of the development of the market of inn@redj perspective analysis of innovative ideas anggsals.
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Corporate Culture: Technology of its Formation

The article investigates corporate culture as #ifaghich form a facilitate reliable performancerétatively unstable
environments. The study reviews the concept antbappes to the corporate culture. The researabwietl by methods,
such as comparative analysis, synthesis, sciealiitraction. Practical implications. The studgdithat an effective culture
must be aligned with moral and psychological gealibf the employer and employee of the comparsedeh implications. The
study shows that the corporate culture influeneeplrformance of the organization and productiaityts employees.
Further studies should examine the possible reksttips between corporate culture and the stratethe@ompany among
Ukrainian companies.

Key words: corporate culture, employee relations, organinatiperformance, productivity.

Introduction. The corporate world is becoming more and moreajlabd more and more international. It
demands the unique quality and style of organimatichich company forms through its corporate celtur
Companies with corporate values are strongly asttiwith superior performance over a long peribd o
time.

Literature Review. Based on the rewiews of the literature in thedfigl V. Kovalevsky, Yu. I. Paleh,
V.V Yurchenko, Yu. V. Melnik, N. V. Bogdanova, L. Skibitskaya, V. A. Savchenko, V. G. Voronkova,
A. G. Belichenko, O. M. Popov, M. Elvisson, D. B¢, A. Cromi and other scientists, it was hypoidexs
that corporate culture have contributed towardisiiand performance research.

Article Purpose and Obijectives.The purpose of the article is to investigate thedct of corporate
culture on the organizational performance and thedymctivity of its employees and to establish a
relationship between the goals of the organizadiuththe goals of employees.

During the study, the followingbjectiveswere achieved:

— to develop the definition of the concept of gmyate culture»;

— to study various directions of development opooate culture;

— to offer a list of moral and psychological qualtand competencies, which should have a suctessfu
manager for building an effective corporate culture
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The Main Issues Statement and the Obtained Resul@Grounding. Corporate culture is an important
link in the activities of the corporation, an intelgpart of a successful strategy for its developme is
based on the main benchmarks and values that thpasty follows when interacting with its employees,
partners and customers. To determine the essente abncept of corporate culture we must outlhee t
semantic model of the basic concepts of the fiéktudy.

We support the idea of synonymy about the use efdbncepts of «organizational culture» and
«corporate culture», proceeding from an understanadf culture as a set of tangible and intangibliéaats
of the company based on a system of values, nates and principles of behavior, which are assitad
and shared by the majority of its participants.

The definitions «organization» and «corporatiore sgecific in the interpretation. From the standpoi
of an interdisciplinary approach, «organization» aissystem of social interactions and management
technologies, organized by the content of formal exfiormal norms, rules, values and principles a@rae
achieving certain goals.

The notion of «corporation» has a more specifidcseconomic meaning. This is an association of
interacting producers (enterprises, units), whiah & single management system and is associatedheit
presence of common ideas and goals. In the cootexir research, the corporation is one of theetims of
the organization.

Thus, organizational culture is a universal andidafinition that defines the essence of the
phenomenon under study, and corporate cultureaactéskind of organizational culture, which is doghe
specifics of the investigated object the corporatio

Various scholars interpret the category of corponatiture differently. From the managerial point of
view, corporate culture is seen as a means toamerthe effectiveness of the organization, whicheseas a
catalyst for organizational changes [1, p. 116].

V. V. Yurchenko understands under this concept iguemset of norms, values, beliefs, patterns of
behavior, etc., which determine the way of unitgngups and individuals into an organization to ecaiits
goals [2].

M. Elvisson defines that culture as a product obwdedge, through which people interpret their
experience and manage their actions [3].

D. Eldridge and A. Cromby say the corporate cultisr@ unique set of norms, values, beliefs that
determine the way of uniting groups and individuate an organization to achieve its goals.

Consideration of the subject-object relations ef ¢brporation allows to distinguish the differesxdls
that form it:

» general level. These are, first of all, exampdshasic assumptions that every employee of the
enterprise adheres to in his behavior and actibesyalues that are taken by each individual, dbagehe
symbolism by which value orientations are passebyomembers of the corporation;

» the level of subjective-object relations in caide culture, realized through the motivational
structures of the personality of the employeeshef drganization, which prompts for the embodiment o
their behavior and activities of corporate values;

« the level of subjective-subjective relations. $kere the values that influence the management’'s
work and collective generalized ideas about pddicin various spheres of the organization’s atiigi
(philosophy, motto, myths, heroes).

Thus, in our opinion, corporate culture is a systerming component of management organization,
which includes a set of collective values, beliptterns of behavior of members of the organimatichich
give the general orientation of their actions andrdate towards the achievement of the goals.

L. G. Shmorgun considers four types of corporateucer clan, adhocratic, hierarchical (bureaucjatic
and market [7].

Under the established clan culture, according tensists, organizations are similar to large faesili
Heads or leaders of organizations are perceivediasators and, perhaps, even as parents. The zatani
keeps together due to devotion and tradition.duges on the long-term benefits of personal devedop, it
attaches importance to the high degree of teamstmmand moral climate. Success is defined in tefzs
good feeling for consumers and caring for people @rganization encourages teamwork and consdht, fu
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participation in the business. In clan culturey¢hare two types of leaders: the accomplice (tlegpewho
solves conflicts and seeks consensus) and the m@ntaring manager who understands others and take
care of the needs of individuals).

In adhocratic culture people are at risk, leadeescansidered innovators and people ready to take
risks. The communicative nature of the organizatsodevotion to experimentation and innovationtha
long run, the organization focuses on growing abthiaing new resources. The organization encourages
personal initiative and freedom. In adhocratic udf two types of leaders are distinguished: tinewator
(the person capable of predicting changes) andédke (the person who emphasizes the possibilitidseo
organization and evaluates the probability. Tha sifythis style of leadership is the strategic cimn and
continuous improvement of the current activity).

Hierarchical (bureaucratic) culture implies a véoymalized and structured workplace. Leaders are
proud to be rationally minded coordinators and oizgrs. The organization combines formal rules and
official policy. Long-term care of the organizatiamto ensure the stability and indicators of theseth
running of cost-effective operations. Success el in terms of reliability of deliveries, smoosichedules,
low costs, etc. The role of a leader in a hieraail{bureaucratic) culture is as follows: an instiou (a technical,
well-informed expert, a person who is tracking detand knows the case) and a coordinator (a petsn
maintains the structure and workflow. The basidisf influence is the engineering of the situatitre
management of the calendar Schedules, distribofiassignments, allocation of resources, etc.).

Market culture assumes that the main concern etaltroriented organization is the fulfillment bkt
task. People are purposeful and compete with ether.d_eaders are solid leaders and rigorous catopet
They are steadfast and demanding. The organizaombines the emphasis on the quest for victory.
Reputation and success are a common concern. The & the perspective is geared towards competitiv
action, the solution of the objectives and the eafiinent of measurable goals. Success is definenrirs
of penetration into markets and market shares. ttapb competitive pricing and market leadershipe Th
style of the organization is a tough line for comitpeeness. In market culture, there are two typés
leaders: a fighter (a person who actively solvesble@ms and targets, receives energy in competitive
situations), and the director is focused on solywmapblems and decision-making (the person who espo
the results through hard work. There is a perdisted reasonable argument in favor of bringingdhse to
an end. Productivity is actively encouraged).

It is indisputable that without a corporate culfutiee activities of any organization are impossible
since corporate culture is at least controlled, ®dupontaneous phenomenon, which will definitely be
formed where people are and where there is commtioicbetween these people. Corporate culturedn th
hands of a skilled manager can become a drivingneaté of strategic management and will ensure the
success of the company.

To build a positive microclimate in a team, it'spontant for a manager to have the following
competencies:

— purposefulness is the ability of a person to atibate their actions to the set goals. Purposeful
persons have clear and definite goals in life;

— perseverance is the ability to mobilize theirligbto sustain the struggle against difficultighe
ability to direct and control behavior in accordamdgth the stated purpose;

— determination is the ability to adopt and implemswift, well-grounded decisions. The decisive
person is able to throw back the vibrations andbt®at the right moment and resolutely to dwelltlos
concrete purpose and to determine the ways andswdats achievement;

— initiative is the ability to work creatively, &t initially;

— autonomy is the ability not to be subjected ® itifluence of various factors that can distraotrfr
achieving the goal, critically evaluate the advigel suggestions of others, act on the basis of timivs
and beliefs;

— courage is the ability to overcome fear and goafgustifiable risk in order to achieve the gaal,
spite of the danger to their own well-being;

— exposure is the ability to reject actions, fegdimnd thoughts that interfere with the implemémat
of the decision [4, p. 125].

For a manager, such personality traits as selfidente are relevant to the presence of a clearaywhl
ability to act and achieve results.
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Moral and psychological qualities give the lead®r dpportunity to influence people, without whith i
is impossible to build successful management dietévi This subgroup consists of:

— honesty and decency, truthfulness and sincenibglesty and simplicity;

— principledness, developed sense of responsitiligh demand for oneself and others;

— justice, benevolence, impartiality and respecteiations with subordinates, the ability to create
mood in a team that promotes productive activity;

— knowledge of human psychology and individual apph to subordinates, taking into account their
personal characteristics - character, temperametie orientations, ability to work with people and
knowledge of methods of effective influence on them

— readiness to establish contacts with subordingttesdesire to protect their legitimate interestsge
for their everyday needs;

— ability to empathy, identification (the ability thentally put yourself in the position of anotperson
and look at the problem from its positions);

— kindness, tact, recognition of the success afrgtHack of pettyness;

— objectivity, sober perception of criticism;

— tolerance and courtesy, prudence and balance;

— communicability, ability to listen and hear;

— developed sense of humor;

— sense of personal responsibility, reliability (p4,127].

Scientists in the field of management psychologse giractical recommendations for the formation of
self-confidence skills in managers. The main omesthe need to avoid negative emotions in thege®of
business communication, to express their thougdiotshe friendly and friendly, to be persistent and
determined in achieving the goals set, not to bechbf mistakes.

Implementation of a sustainable corporate cultuyredbmestic enterprises will make it possible to
improve the management process and prevent canfiictording to V. A. Savchenko, who also arguas th
the corporate culture of the competitive organmai is characterized by positive significance and
purposeful behavior of the personnel regardingpiieeption of changes and introduction of innovegjo
systematic mastering of new competences, knowleskijés and abilities [5, p. 50].

Corporate culture should promote the creation ofddivational system for personnel development,
shaping the needs, interests and motives of emgdoj@r training. It depends on the coherence of the
values, norms, rules of the game and the beha¥itheopersonnel with regard to the content, formd a
methods of training offered by the organizatioreducational institutions, the results that empleyegect
from the curriculum.

Therefore, when developing strategic plans andc&lgbrograms, one must take into account the type
of corporate culture prevailing among employeesel/designing a new corporate culture, material and
non-material incentives should be developed thdivaie the staff to accept change, to master tive ne
knowledge, skills needed to innovate.

In the design and management of corporate cultsignificant role belongs to communicative conroawi
Thanks to communications, information is exchangetiveen employees about values, beliefs, patterns,
rules of the game and dominant behavior and othiecudtures of the organization. Strengthening atista
between employees enables to overcome the psycdtaldggarriers to innovation, promotes industrial
adaptation, ensures the assimilation of values mpl@yees and the organization's norms, and thus
contributes to the self-fulfilment and developmehpersonnel.

The results of efforts to form the corporate cwtof the organization are easily captured by ezalern
manifestations: adaptation of new employees in tdam, internal organizational legends and rituals,
behavior of employees at meetings, uniforms, egtedesign of the office, etc. And if employees, reue
the rest of the day, discuss professional issudsvarious professional nuances, it turns out thaey tare
delighted with their business. It should be noteplasately that the formation or introduction ofcsporate
culture, which leads to a favorable psychologidahate in the team, becomes, in modern condititimes,
global strategic resource of the organization.

To form the corporate culture of an organizatioattivould support a strategy for organizational
development, management should develop an algotfihtris implemented at the following stages:

1) working out the mission of the organization, idiefy the strategy, the main goals and values
(priorities, principles, approaches, norms andrde patterns of behavior);
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2) studying the existing corporate culture. Detaerthe degree of compliance of the existing coigora
culture with the organization’s development stratddetection of positive and negative values;

3) the development of organizational measures amhd¢ite formation, development or consolidation of
the desired values and patterns of behavior;

5) assessment of the success of the impact onredepculture and making the necessary adjustments.

Conclusions and Perspectives of Further Researclorporate culture is a factor which influences
the performance of the organization and the pradtgctof its employees. Due to consideration of the
notion of «corporate culture» from the point of wief domestic and foreign scientists, the proper
interpretation of this term was proposed. Corpocatiéure has strongest positive influence on trgaor
zational performance. Companies that are consistaheir values, have a higher tendency to recosts,
to build an appropriative strategy and to probe issues.
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Oxcana Xinyxa, Anaroduiii Jlepuyk, Anapiii Makcumuyk. B kopnopaTuBHOI KyJbTypH Ha eeKTHBHICTH
¢pynkuionyBaHHs opraHizamii Ta mpoayKTHBHicTH mpauni il mpamiBHuUKiB. Po6oTa mpucBsueHa JOCTiIKEHHIO
KOpHOpPaTHBHOI KyJIBTYpH SIK (hakTopa BIUIMBY Ha e(EeKTHBHICTH (YHKLIOHYBAHHS OpraHizauii Ta NMpOJyKTHBHICTH
mpari ii crmiBpOOITHHUKIB. Y XOMi JOCHTIIKEHHsI OYJ0 PO3MIISHYTO TIOHSATTS «KOPIOPATHBHA KYJbTypa» 3 TOUKU 30py
BITUM3HIHUX 1 3apyODKHUX YUEHHX Ta 3alPOIOHOBAHO BJIACHE TPAKTYBAaHHs LLOTO TEepMiHy. BuBUeHO pi3Hi migxoau
JI0 BU3HAYEHHS KOPIIOPATHBHOI KYJIbTYpH. Y XOIi JOCTIIHUIIEKOI HAYKOBOT poOOTH OYJIO BCTAHOBJICHO B3a€EMO3B’ 130K
MDXK I[UISIMU OpraHi3ailii Ta HUIAMH MpaliBHUKIB. Y POOOTI 3aCTOCOBAHO TaKi METONIU: MOPIBHSUIBHOIO aHAI3y, CHHTE3Y,
HayKoBO1 abcTpakuii. [IpakTHyHe 3HAYSHHS AOCHIIKEHHS MOJATae y PO3BUTKY KOMIIAHISIMU 3alIPOIIOHOBAHMX KOMIIE-
TEHTHOCTEW NpaLiBHUKIB 111 (OPMyBaHHS SKICHOI KOPIOPATUBHOI KYJIBTYpH Ta IiIBUIIEHHS €()eKTHBHOCTI JAiSUTBHOCTI
xopropariii. [Toganbim gocipKeHHsT HaIiIeHi Ha pO3pOOJICHHST PEeKOMEHIAIli 1010 MOOYI0BH CTIHKOI KOPIIOPaTHBHOL
KyJIbTYPH OpraHizarii 3 ypaxyBaHHsIM O0COOJIMBOCTEH PO3BHUTKY il CIIBPOOITHHKIB T €KOHOMIYHUMMU LUISIMH ITiIIIPUEMCTBA.

KutrouoBi ciioBa: kopriopaTBHa KyJIbTypa, KOPHOPATUBHE YIPABIIHHS, KyJIbTYpa PO3BUTKY I€pCOHAITY, MOTHBALIHHA
cucrema.
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Oxcana Xwuayxa, AHatoaui JleBuyk, AHapeii Makcumuyk. BiausiHme KopnopaTuBHOW KYyJbTYpbl Ha
3¢ (peKTHBHOCTh (QYHKIHOHHPOBAHUS OPraHM3allM¥ W NPOM3BOAMTEIHLHOCTH TPyAa ee COTPyAHHMKOB. Pabora
MOCBSIICHA UCCIICIOBAHUIO KOPIIOPATUBHOM KYJIBTYphI KaK (pakTopa BIHsHUS Ha 3PPEKTHBHOCTH (DYHKIIMOHHUPOBAHUS
OpraHM3alK U MPOM3BOAMTEIBHOCTh TPYAA €€ COTPYJHHMKOB. B Xxone mcciienoBaHust ObUIO PacCMOTPEHO IMOHSTHE
«KOpHOpPaTHBHAS KyJbTypa» C TOYKH 3PEHHs OTCUECTBEHHBIX M 3apyOE)KHBIX YYEHBIX M NPEII0KEHO COOCTBEHHYIO
TPAKTOBKY 3TOr0 TepMHUHA. 3ydeHbl pa3nu4Hble MOAXO0Ab! K ONPEAEICHHUI0 KOPIOPaTUBHON KyIbTyphl. B xone ucciue-
JIOBATEIbCKOM YCTAaHOBJIEHA B3aMMOCBS3b MEXXAY LEISIMU OpraHU3alMK U LEIsIMH pabOTHHKOB. B paboTe npuMeHeHb
TaKye METO/bl, KaK CPaBHUTEIBHOTO aHANIN3a, CHHTE3a, HAYIHOW aOcTpakimu. [IpakTudeckoe 3HaUCHNAE UCCIICIOBAHAS
3aKJII0YAeTCs] B UCIOJIb30BaHNE KOMIIAHUAMH MPEIJIOKEHHBIX KOMIETEHTHOCTeH paOOTHUKAMHU IS (popMUpOBaHHS U
Pa3BUTHS KOPIIOPATUBHOM KyJIBTYPHI M MOBBIMIEHHUS 3()D(HEKTUBHOCTH AEATEIBHOCTH Koprioparwy. [lampHedmme neeiaeno-
BaHHUSA JIOJDKHBI OBITh HAICJICHBI Ha Pa3pabOTKy PEKOMEHIAIMH M0 TIOCTPOCHUIO YCTOWYNBON KOPIOPATHBHOW KYJIbTYPBI
OpTaHM3AINH C YIETOM OCOOCHHOCTEH Pa3BUTHA €€ COTPYTHUKOB U €€ IKOHOMHYECKIMH IIETISIMH MTPEIIPUSTHS.

KiroueBble ciioBa: KopHopaTUBHas KyJIbTypa, KOPIOPAaTHBHOE YIIpaBIEHHE, KyJIbTypa pa3BUTHs IEpCOHAIA,
MOTHBAIIMOHHASI CUCTEMA.
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YJK 330.1
BikTop Yemyxk —acmipant CXiTHOEBPONIEHCHKOTO
HaIllOHAJILHOTO YHiBepcuTeTy iMeHi Jleci Ykpainkwy,
Oxcana IlosiHKeBHY — JOKTOp €KOHOMIYHUX HAYK,
npodecop, 3aBigyBay Kadenpyu eKOHOMIKH,
0e3IreKu Ta IHHOBALliHHOT AIsITBHOCTI MiIPHUEMCTBA
CXiTHOEBPOIEHCHKOI0 HAI[IOHAJILHOTO YHIBEPCUTETY
imeHi Jleci Ykpainku

CyTb Ta 3HAYEHHSI EKOHOMIYHOI 0e31eKH MiANPUEMCTB Y HOBIil eKOHOMINLLi

VY craTTi po3rIsHYTO CyTh MOHSTTS €KOHOMIYHOI O€3MeKH MiNpHeMCTBA. 3a3Ha4YeHO, 10 BOHA BUCTYIAE KIIFOYOBOIO
TIepeyMOBOIO €(heKTHMBHOTO (DYHKITIOHYBAHHS ITiIIPHEMCTBA. YKa3aHO, IO CHUCTEMa EKOHOMIYHOI Oe3MeKH ITiIpUEMCTBA
TIOKJTMKaHa Mepei0aunTH, CIIPOrHO3YBATH, 3aro0IrTi KPH30BOMY CTaHy IiIPHEMCTBA, a OT)Ke — OYTH TOJIOBHUM €JIEMEHTOM
YIpaBIIiHAS TiIPHEMCTBOM Yy JOBTOCTPOKOBIHM mepcriekTrBi. Pearizaris oOrpyHTOBaHOI TOMITHKH y cepi eKOHOMITHOL
0e3MeKy IiMPHUEMCTBA — HA/I3BUYAIHO aKTyaJlbHE 3aBJIaHHS HAa CY4acHOMY eTami TpaHchopmarlii yKpaiHChKOT eKOHOMIYHOT
CHCTEMH Ta BUXOJy Ha MIXXHAPOIHI eKOHOMIYHI pUHKH. Bif3HaueHO, 10, 3aBSKH OIHII PiBHS €KOHOMIYHOI O€3MeKu
MiIIPUEMCTBA, MOXHA MPOAHANI3yBaTH BCIO €KOHOMIYHY MiSUTbHICTH MiAMPUEMCTBA, BU3HAYUTH €(OEKTHBHICTD,
BUSIBUTH ¥ HEHTpai3yBaTu BCi HasBHI BHYTPILIHI Ta 30BHILIHI 3arPO3H, a TAaKOX IMONEPEINTH MOXKIIMBI HEOE3MEKH, SIKi
MOXYTh BUHHUKHYTH B MallOyTHEOMY.

KarouoBi ciioBa: exkoHOMIYHA Oe3lieKa MiJIPHEMCTBA, PiBEHb €EKOHOMIYHOT O€3MeKH, MOXKIUBOCTI, BHYTPIIIHI Ta
30BHIIIHI 3aTPO3H, MIAXOIH 10 AOCHIIPKSHHS] CKOHOMIYHOT OS3MEeKH.

IMocTaHoBKAa HAyKOBOI nMpodjeMu Ta ii 3HaYeHHs. DYHKIIOHYIOUM B YMOBax Iio0aji3allii eKoHO-
MiKH, y TIepioJ MBHUAKOI 3MIHM PHHKOBOTO CEPEIOBHINA, Y MOMEHT IOCHJICHHS KOHKYPEHTHOI OOpOTHOH,
HecTaOlTbHUX 332 OCTaHHI POKHM PUHKOBHX BiJHOCHH, KOXEH Cy0' €KT TOCHOJapIOBaHHS CTaBUTh OCHOBHHM
3aBJaHHSAM 3aXHCT BJIIACHUX CKOHOMIYHHX IHTEpeciB. Y PHHKOBI €KOHOMIli B yMOBax HecTaOiIbHOCTI,
Hernepe0auyBaHOCTI Ta HEBU3HAYCHOCT] HA BITUM3HSHUX MiANPUEMCTBAX BUHUKAIOTh KPU30BI SBHINA, TaKi
SK CIaJ BUPOOHMIITBA, HEIOOPOCOBICHA KOHKYPEHIIis, KOPYIILIs, MIaXpaicTBO, pehaepCcTBO, OJirapxiuHe
3aXOIUICHHS BJIaAu U 6i3HeCy. 30BHINTHE CEPEAOBHIINE 3MYIITYE KEPIBHUITBO MiAIPUEMCTB IIBHAKO aqamTy-
BaTHCS J0 HOBHX YMOB, ITI0 BU3HA4Ya€ AS(iHIIMIIO TAKMX YAHHUKIB, SK HEBH3HAYCHICTH 1 HECTIMKICTh Y HOTO
BJIACHIN AiTIBLHOCTI. 3arpo3a MOTIpUICHHS DPiBHA €KOHOMIYHOi O€3MeKH BITYM3HSHUX MIiANPHEMCTB 3Yy-
MOBJICHA TIOTIPIICHHAM iXHBOI CTPYKTYpH BUPOOHHMIITBA, ITiBUIICHHIM (i3MYHOTO 3HOCY HasBHOTO
o0JaTHaHHS, TEXHOJIOTIYHOO BiJICTANICTIO, TOBHOIO BiJICYTHICTIO iHHOBAIii. BimoBigHO 10 11HOTO, Ha3pija
moTpeda TepMiHOBOIO PO3p0o0ICHHS e(heKTHBHUX METOIB HOCIIKCHHSI €KOHOMIYHOT O€3IIeKH.

AHai3 pociinkennb Hiei mpodsaemu. [Ipodiemy ekoHOMIYHOI Oe3MeKH MiAMPUEMCTBA AOCIIIKEHO B
Mpalsix BiIOMHUX BITYM3HAHUX Ta 3apyOiKHUX HAyKOBLIB. 3HAYHHH BHECOK y AOCHIIKEHHS EKOHOMIYHOI
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