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The article summarizes the theoretical ideas of scientists about nature of corporate culture.
The main stages of its formation at the enterprise are determined. The importance of corporate
culture in the enterprises management is substantiated. The influence of corporate culture on the
labour activity motivation of the personnel at enterprises is considered.
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Statement of the problem
In Ukraine labor relations are developed under the influence of social, economic and political factors
and are accompanied by personnel’s mistrust and uncoordination Such contradictions can be resolved by
forming a corporate culture. Scientists state that the concept of “corporate culture” first appeared in the
United States of America, while studying the dimensions of the American companies’ activities. As the
experience of successful foreign companies proves, the corporate culture is a tool for enterprise
development by creating trusting, friendly relations between company’s managers and employees.

Analysis of recent research and publications
Some aspects of corporate culture, as the analysis shows, were studied by many foreign and
domestic scientists. The problems of formation and development of corporate culture have received
considerable attention in the works of such scholars as: G. Zakharchyn, L. Volyanska-Savchuk, I. Novak,
O. Androsova, T. Belyak, O. Dyakiv, O. Balyka, G. Kopets, N. Smolinska and others. However, despite
the high scientific interest in this topic, it should be noted that it is not enough investigated.

The formulation of objectives
The aim of the article is to study the impact of corporate culture on the labour activity motivation of
enterprises personnel. In order to achieve this aim, the following tasks are set:
— to consider the nature of the concept of corporate culture;
— to investigate stages of formation and development of corporate culture;
— to identify the role of corporate culture in personnel motivation and enterprise development.

Presentation of main materials

As the global experience of successful companies shows the introduction and development of
corporate culture is a necessary component of the effective functioning of any business entity. Corporate
culture should promote harmonious labour relationships and meet the demands of the times.

Corporate culture refers to significant assumptions that are considered by enerprise members as an
axiom and are manifested in certain values that set employees directions in their behaviour [1].

Volyanska-Savchuk L.V. interprets the term corporate culture as “a specific, for a given enterprise,
organization, firm, dynamic system of formal and informal rules, norms, values, customs and traditions,
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individual and group interests in their integrity and indissoluble unity, which are perceived by most of the
personnel, and set a vector of their labour behaviour for the successful performance of a corporate mission”
[2].

T. O. Belyak regards corporate culture as a system of three interrelated concepts [3]:

— it is a system of significant values that are determined through the formation of the mission and
strategy of the enterprise;

— it is a mechanism of application of enterprise values within professional activities;

— it is a system of values, which are respected by the enterprise managers and employees through
established standards of behaviour.

O. P. Dyakiv [4] gives such definition of the corporate culture “it is a system of interacting material
and spiritual values and manifestations, inherent in a given company, reflecting its individuality and
percepting itself and others in the social and material environment, that appears in the behaviour and
interaction, perception of itself and the environment”.

O. G. Balyka believes that corporate culture should be considered as a set of ideas approved in the
organization, priorities, norms and rules of staff behaviour, customs and thinking that are formed in the
process of joint activities in order to achieve the overall purpose of the separate organization [5].

Forming an effective corporate culture of the company and its influence on the personnel
motivation, it is necessary to apply a corporate culture of a progressive type, which is based on compliance
of labour values and creating a harmonious atmosphere and responsibility for the acivity results.

The corporate culture formation based on strategic management, organizational behaviour theory
and organization has begun in the United States of America since the 1980s.

Moltke was the first who applied the concept of corporate culture that characterized the relationship
in the officer environment. In the XIX century, representatives of the School of Human Relations began to
study the influence of employee relations on its development. Using the Hawthorne experiment cunducted
in the 1930s in the Chicago company, it was concluded about the need for understanding by individual
employee in the organization and development of group unity on the basis of shared values [6, p. 87].

In the 1930s, in Japan, the idea of ethical and moral rules of employee behaviour in the company
emerged in business circles, which was due to the improvement of enterprise management efficiency.
Subsequently, the idea of business development based on the culture of the organization was borrowed by
Americans. Since the second half of the twentieth century, the concept of “corporate culture” has began to
be formed by including joined spiritual and material values of employees' lives.

L. V. Volyanska-Savchuk [2] has systematized in her research works the stages of formation and
development of corporate culture and defined its role in the activity of enterprises at each stage.

The first stage of corporate culture the formation was from the end of the XIX century to the middle
of the XX century. This stage is based on production technology. The formation of an atmosphere at the
enterprise, which could help to increase labour productivity, is in the background. The methods of forming
the culture of the enterprise are superficial and formalized. The main role of culture in the enterprise is to
form a family atmosphere, to harmonize relations between employees. Autocratic culture is developing at
this stage.

The second stage of corporate culture formation and development is oriented to the standards of
management and was developing from the middle to the end of the XX century. The formation of
enterprise culture is based on standardized methods. Enterprise culture plays an important role in creating
value system and guidances for employees. This stage of corporate culture development has been
represented by bureaucratic culture.

The third stage of corporate culture development is since the end of XX century — beginning of XXI
century. It is oriented on creative. Corporate culture is based on the common values and mutual interests of
company employees. A key method of forming a corporate culture is the process of joint activity and
interaction between personnel. The role of corporate culture is crucial for the development of companies,
because the culture of the company is the key to a successful business operation that can unite the creative
team to achieve the corporate mission. Such kind of culture as innovative is developing at this stage.

The corporate culture formation and development is purposeful and must respond effectively to
various situations, including spontaneous ones. The culture of the enterprise should influence the
strengthening of the collective spirit of personnel. The main principles of the developed corporate culture
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of the enterprise should ensure successful result of its activities by loyal relationships between employees
with an individual approach to any person in the company [7].

According to Dyakiv O.P., during the creation of corporate culture, the management of the
enterprise should go through the following main stages [4]:

— defining the enterprise’s mission, strategy, key goals and values;

— studying the current corporate culture at the enterprise. Substantiating correspondence of the
current corporate culture with the strategy of company development, determination of values formed at the
enterprise;

— working out organizational measures aimed at developing and affirming the necessary values and
style of behaviour;

— studying impact of negative values and own guidelines formation and development on the
corporate culture that will contribute to the implementation of the developed enterprise strategy;

— assessing the success of influences on corporate culture with making necessary adjustments.

I. M. Novak suggests such sources of corporate culture as: a system of individual values and methods
of their realization; ways, principles of arranging enterprise’s activity and structure; a vision of the optimal
and acceptable model of personnel’s behaviour in the company. The mechanism of corporate culture
formation and development is an interactin of the above-mentioned sources that form values hierarchy. The
hierarchical system of grouped values forms the most acceptable set of means of their implementation, which
are introduced into enterprises’ activities thereby forming group styles of behaviour [§].

In Ukraine, corporate culture begins its implementation process in the economy of the country due to
the socio-economic transformation and carrying out a number of reforms [9].

Company’s corporate culture is formed and developed under the influence of both external and
internal factors. The corporate culture formation under the influence of external factors deals with the long-
term strategy of the enterprise, which results in the selection of optimal requirements and rules developed
by the executives and the team. The corporate culture formation under the influence of internal factors
deals with the system of priority values, mission and ways of their achievement [8].

L. V. Volyanska-Savchuk [2] grouped in her scientific work the following factors of influencing the
corporate culture formation and development in terms of external and internal environment. The author
concluded that external factors influence more on the corporate culture formation and development than
internal ones (Table).

External and internal factors of influence on the corporate culture formation and implementation [2].

Internal factors of influencig the corporate culture formation and implementation

Individualism of the personnel

Subcultures of subdivisions and their functions

Organizational behaviour the personnel

Priority of external or internal goals of the enterprise

Degree of adherence to strategic and operational plans

Advantage of group or individual decision-making forms

Complexity and formalization of corporate culture

Co-operation or competition between members of small groups

Awareness of corporation members in their roles

Social orientation of corporate culture

Dedication and loyalty to the company

Integration factor of enterprise members

Corporate mission, goals, strategy, norms, values, style, spirit

External factors influencing the corporate culture formation and implementation

Motivation and attitude to work

Attitude to risk, innovation, progress or stability

Personnel management technology and nature of enterprise activity

An effectively formed corporate culture is an effective tool for influencing staff motivation. The
corporate culture creates a friendly atmosphere in the enterprise. A well-established relationships within
the company is an integral part of a developed business.
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The components of corporate culture, such as goals, mission of the company, behavioural styles,
corporation values, principles of doing business, have influence on stimulating employees’ intangible
motivation. If in the company employees and executives have the same viewpoints on corporate culture,
then corporate culture plays a motivation role for employees. Corporate culture as a lever to influence the
motivation of employees' work promotes selflessness. As motivated workers are more energetic, they
selflessly perform their tasks and work productively.

The main directions of influence of corporate culture on the motivation of employees' work are: a
friendly atmosphere in the team, support for staff development (professional development, internships,
participation in grants, etc.), responsibility of administrative personnel and employees for the main goals of
company development, motivation of employees through tangible and intangible incentives, initiative,
creativity and innovation. According to the world leading companies experience, the main incentive to
retain experienced employees in the enterprise is to emphasize their importance in the team, to respect their
work and to encourage them with social benefits, etc. Small businesses should strive to create a friendly
atmosphere where individualism and initiative of the individual employee with his/her career promotion
are highly valued. Studies show that only 20 % of employees change their jobs because of low wages [10]

The role of corporate culture in the personnel motivational activity (Fig.).

Corporate culture
values formation

I

Correspondence of corporate values
of company and pesonnel

Increasing personnel No or reduction of
motivation personnel motivation
Increasing productivity Decreasing productivity

! }

Improving company Deteriorating company
performance performance

The role of corporate culture in the motivational activity of enterprises
Source: performed by the authors

According to Martyn Potter, those firms that want to reduce staff turnover should focus on the
intangible motivation of employees, rewarding creative and the most initiative employees. More than 70 %
of large corporations believe that employers should participate in the retirement savings of employees.
Another component of personnel motivating incentives is the reimbursement of employees' transportation
costs or the use of official vehicles [10].

The integration of corporate culture with the labour relations system is an innovative idea because
the developed and implemented corporate culture is a stimulant for business entities’ activities.

Thomas J. Peters and Robert X. Waterman’s research based on leading companies in the United
States, as well as domestic sociologists’ research works show that 88 % of the companies have certain
units responsible for the formation and development of corporate culture; 65 % of companies use programs
that provide combination of the corporation ethical and moral values with profitability measures; 58 % of
companies independently developed their own corporate culture programs adapted to their own business
strategy and applied them in their activities [6].

The conducted domestic sociological studies on the development and implementation of corporate
culture programs in Ukrainian companies have shown the following data: 55 % of domestic executives of
firms believe that corporate culture should be ideal; 40 % of Ukrainian entrepreneurs are eager to develop a
corporate culture focused on European technologies; 35 % of managers of Ukrainian companies believe
that corporate culture should be in the enterprise, but for its formation there is neither time nor resources,
and 25 % of the business entities management believe that corporate culture is not needed [6].
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The experience of successful companies proves that the corporate culture formation and
development is a significant task that contributes to their development. Firms such as Hewlett Packard,
Sony and Motorola adhere to unchanged core values, even when adjusting business strategy.

As R. Hashimoto stated, one can force to work, but one cannot force to think. Therefore, in order to
increase personnel productivity, it is necessary to create such conditions that would encourage labour
efficiency [3].

Corporate culture is a tool in enterprise management and is a componential part of the cultural
environment of society. Enterprise culture is a psychological incentive that promotes business growth.

Conclusions

Thus, corporate culture is an object of administrative management that plays an important role in its
system. A formed strong corporate culture should be based on ethical and moral values of doing business
processes, which is aimed on taking care of the personnel. An effective corporate culture is embodied by
top-level executives in order to gain team collaboration and achieve enterprise prosperity.

A productive corporate culture enables companies to reduce costs by reducing staff turnover and
increasing employees’ productivity level and consequently achieve a higher level of competitiveness.

Therefore, the formation of the company corporate culture should be based on international
standards, as well as on the company development strategy that will allow to create such labour conditions
in which employees wll be motivated and will work with higher productivity.

Prospects for further research
The substantiated theoretical foundations of corporate culture formation and its role in employees’
motivation will be applied in further studies to evaluate the impact of corporate culture on the motivational
components of personnel activities.
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I. B. ®apunoBuy, X. I1. lanuakis, B. 5. 'aBpan
Hanionanshuii yHiBepcuteT “JIbBiBChKa moniTexHika”

OCOBJINBOCTI PO3BUTKY KOPHOlfATI/IBHOi KYJIbTYPH TA ii BII/IUB HA MOTHUBAIIIIO
TPYAOBOI JIAJIBHOCTI TEPCOHAJIY

© Dapunosuy I. B., [Janunxie X. I1., I'aepan B. A., 2019

Y3araJbHeHO TeopeTHYHI YfABJEHHS HAYKOBIIB NP0 CYTHiCTh KOPHNOPATHBHOI KYJbLTYpPH.
Busznaueno ocHoBHi eramm ii (opmyBaHHa Ha nianpueMmcTBi. OOIPYHTOBAHO 3HAYMMICTH KOPIIO-
PaTUBHOI KYJbTYPH B YIPAaBJIHCBbKIiH AisibHOCTI mignpueMcTB. Po3r/jsiHyTo BIUIUB KOPNOPATHBHOI
KYJAbTYPH HA MOTHBAILiI0 TPYA0BOI AiSlILHOCTI MEPCOHATY HiAMPUEMCTB.

JJs cydyacHOro cycmijibCTBa, IO PO3BHBAETHCS B MIiHJIMBHX yYMOBAX, aKTYAJIbHMM € MOIIYK
HOi€eBUX MeETOMIB YNPABJIHCHKOI0 BIUIMBY Ha mepcoHajJ. OaHuUM i3 BaKIMBUX IHCTPYMEHTIB TaKoOro
BILUIMBY € (pOpMYBaHHS Ta PO3BHTOK KOPIOPATHBHOI KYJAbTYpPH, PO W0 CBiX4aTh ycmixu KOMIaHii
Pi3HHX KpaiH CBIiTy, fIKi JeKJApyIOTh OCHOBHi HOPMM, 3aCaJH Ta NPAaBHJIa KOPINOPATHBHOI KyJIbTYpH,
BU3HAI04M 1i MPOBiAHMM YHHHUKOM PO3BHUTKY Ta KOHKYPEHTOCHPOMOXKHOCTI Cy0’€KTa rocmoaapio-
BaHHsA. Polb YMHHMKA KOPHOPATHUBHOI KYJbLTYPH B COLiaJbHill cHCTeMi cTa€ BH3HAYAJIBHOIO, KOJIH
BHHHMKA€ HeoOXiIHicTh (popMyBaHHS HOBOI cTpaTerii ii MoxeJii 6i3Hecy Ta MOOy10BM Ha iX OCHOBI HOBOI
cucteMu niHHocteil. He3paskarouu Ha 10CHTh 3HAYHY KUIBKiCTh 3apyO0ikHUX | BITYM3HAHMX MyOaikaniii,
MOKeMO CTBEpPI:KYBaTH, IO €IMHOIO IOIJSIAy HA MOHATTH, TEPMIiHOJIOriI0 i MeTOoHO0JIOTiI0 i€l
TeMaTHku e He chopmoBaHo. Haiibinbury ckJaaHicTh 3yMOBJIIOE CTBOPEHHSI NMPAKTHYHOIO iHCTPY-
MeHTapilo (opMyBaHHA Ta PO3BHUTKY KOPIOPATHBHOI KYJbLTYpH. BuzHauarouum xapakrep JTIOACBKHX
B3a€MOJili, KOPNMOpaTHBHA KYJbTYpa CTAa€ HeoOXiAHOI mnepeaymMoBo0 ¢GopMyBaHHS e(eKTHBHOIO
YIpaBJIiHHA NEPCOHATOM cy0’eKkTa rocnoaapwosBanns. KopnopaTuBHa KyJbTypa siK BaKiib BIUIMBY Ha
MOTHBANiHY NiAVIbHICTH NPaliBHUKIB 3acayroBye ocoduBoi yparu. OnHak ii peanizauis 3a1eKuTh BiJ
ycix cy0’eKkTiB KOpPHOpPaTHMBHOI KYJBLTYpPH, a caMme KepiBHukiB xkommnauii, HR-meHemkepa, a Takoxk
npaniBHUKiB. OCHOBHI HANpsAMH BIUIMBY KOPHMOPATHBHOI KYJIbTYpPHM Ha MOTHBaLiI0 TPYAOBOI Miflyib-
HOCTi mpaumiBHUKIB: 100po3n4jmMBa aTtMocepa B KOJEKTHBi, NiATPHMKa PO3BUTKY IepPCOHATY
(minBumenHs kBagdidgikamii, cTa)KyBaHHs, y4acTb y IpaHTax Ta iH.), BiamoBiganbHicTh aamiHicT-
PATHBHOI0 NMEPCOHAJNY Ta NMPaliBHUKIB 32 OCHOBHI LI PO3BUTKY KOMIaHil, 320X0UeHHsI MPalliBHUKIB
yepe3 MaTepiajbHi Ta HemaTepiaJbHI CTHMYJH, iHINiaTHBHICTb, KpeaTHMBHICTL Ta HOBaTOPCTBO.
HigBumennsi motuBauii nNpamiBHUKIB BIUVIMBA€ HA 3POCTAHHSI NMPOAYKTHBHOCTI mpaui, 10 CBOEIO
Yepror NiABMILY€ piBeHb Pe3yIbTaTUBHOCTI AiIbHOCTI KOMIAHII.

Ki1o4oBi cjioBa: kopnopaTHBHA KyJbTypa, MOTHBALisA, TPYAOBi BITHOCHMHH, TPYAOBA AislJIbHICTB,
nepcoHaJj, GopMyBaHHS Ta peatizalis KOPIOPATUBHOI KyJbTYpPH.
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