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CORPORATE CULTURE OF COMPANIES
IN THE CONDITIONS OF TRANSFORMATIONS

Abstract. In modern economic conditions, enterprises function and develop as a complex
organism, the vital potential of which is provided by corporate culture. Corporate culture
determines not only the difference between organizations, but also determines the success of their
operation and survival in a transformational environment. The successful operation of the enterprise
also requires a solid foundation in material, financial and human resources, however, without a
well-established corporate culture, the organization will not be able to exist in today’s complex
environment. In this aspect, an important role is played not only by the approaches to the diagnosis
of corporate culture, which were developed by well-known scientists, but also the practical
adaptation of changes in corporate culture to business practice. Among the most significant results
of these studies are the method of clinical research by E. Schein, the method of diagnosing
corporate culture of the organization, proposed by K. Cameron and R. Quinn, and to some extent
the system of diagnostic and strategic management of the company, offered by D. Norton and
R. Kaplan.

The methodological basis of the study is a system of general and special methods, which
allowed to investigate the impact of the phenomenon of leadership potential on corporate culture.
The study was based on the use of: method of comparison, generalization — to clarify and
formalize the essence of the concept; method of correlation and regression analysis — to build
multifactor regression models, calculate predictive values of integrated indicators of leadership
potential for each subsystem, optimize subsystems, determine the degree of influence on type of
corporate culture; graphoanalytical method — to provide clarity of the material and schematic
representation of a number of theoretical and practical provisions of the study. Methods of
computer processing, analysis and display of information using Microsoft Excel, STATISTICA
were used for complex analysis. The information base is official publications of international
organizations, expert assessments of rating agencies, monographic literature, fundamental scientific
developments of domestic and foreign authors, materials of scientific conferences, domestic and
foreign publications, electronic resources of the Internet, etc.
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KOPIIOPATUBHA KYJbTYPA KOMITIAHI B YMOBAX TPAHC®OPMAIIIA

AHoOTaliAg. Y Cy4acHMX EKOHOMIYHMX YMOBaxX MiJNPUEMCTBA (YHKI[IOHYIOTH 1 PO3-
BUBAIOThCS K CKJIQJAHUN OpraHi3M, JKUTTE€BUN IOTEHILIaNd sKOro 3abe3lneuye KOpIOpaTHBHA
KyJibTypa. KoprnopatuBHa KylibTypa 3yMOBJIIOE HE TUIBKM BiAMIHHICTH MDK OpraHizamisiMu, a u
BH3HAUa€ yCmiX iX (PyHKIIOHYBAaHHA 1 BIJKMBAHHS B YMOBax TpaHc(opmariil. YcmimHa AisiibHICTh
HiANPUEMCTBA TAKOXK BHMMAarae€ MILHOTO MIJIPYHTS B MaTepialbHUX, (DIHAHCOBHMX 1 JIOACBKHX
pecypcax, mpore 0e3 YiTKO Hajaro/HKeHOI KOPIMOPATHBHOTO KYJBTYPH OpTraHi3amisi HE 3MOXe
BIDKUTH B CyYaCHMX CKJIaJHUX yMOBax. Y 3a3Ha4eHOMY acCHeKTi BaXJIHMBY poOJb BiAIrPalOTh He
JMIIE MiJXOAW JIarHOCTUKM KOPIOPATHBHOI KYJBTYPH, HaJ PO3POOJICHHSM SKHX MpalfoBaIn
BIJIOMI BY€HI, a ¥ MpakTU4YHA aJamnTalilis 3MiHH KOPIOPATUBHOI KYJbTYpU Y TPAKTHKY Oi3HECY.
Cepen HalOLIbII 3HAYHUX PE3YJIbTATIB IMX JOCIIIKEHb BAapTO BUAUIUTH METOJ| KIIHIYHOTO
nocmipkenns  E.  Illeitna, wmeTox  I1arHOCTMKM  KOPIOPATUBHOI  KYJBTYpPH  Oprasisailii,
3anponionoBanuii K. Kameponom i P. KyiHHOM, 1 IEBHOIO MipOIO CUCTEMY NMOKA3HUKIB 1arHOCTUKU
Ta CTpaTeriyHOro YMpaBIiHHSA KoMmmaHi€ro, 3amponoHoBaHy Jl. Hoptonom 1 P. Kammanom ta
IHIIAMU.

MeToa00TIYHOI0 OCHOBOIO JIOCHIDKCHHSI € CHCTeMa 3arajlbHOHAYKOBHX 1 CIEMiaJIbHUX
METO/IB, 10 JO3BOJIMJIO JOCTIAUTH BIUIUB ()EHOMEHY JIiI€PCHKOr0 MOTEHIaly Ha KOPIOPAaTHUBHY
KyneTypy. IlpoBeneHe mpocnikeHHsT Oa3yBaJlocss HAa BUKOPUCTAaHHI: METONIY TOPIBHSHHS,
y3arajlbHeHHS — JUIsl YTOYHEHHs Ta (popmalizaiii CyTHOCTI MOHSTTS, KOpesSIifHO-perpeciitHoro
aHanizy — s 1noOynoBH OaraTo()akTOPHMX perpeciiiHuX Mopenei, po3paxyHKy HPOrHO3HHX
3HaueHb IHTErpajbHUX IMOKA3HMKIB JiAEPCHKOr0 MOTEHIaly B KOXHIM MicHCcTeMi, ONTHMi3alii
MiJICHCTEM, BHM3HAYCHHS CTYINEHs BIUIMBY JIJIEPCHKOTO TMOTEHI[ialy Ha THUI KOPIOPATHBHOI
KYyJITYpH; IpadOoaHaTITHYHOTO METOAY — Ul HaJaHHS HAOYHOCTI MaTepialy Ta CXeMaTHYHOCTI
300paXEeHHS HU3KH TEOPETHYHHMX 1 MPAKTUYHHUX TIOJIOKEHb JOCHiKeHHsS. Jlis mpoBeneHHs
KOMIUIEKCHOTO ~ aHalli3y 3aCTOCOBYBAJIMCS METOAM KOMII'IOTEPHOTO OOpOOJIEHHS, aHali3y
1 BimoOpakeHHs iHpopmamii 3a momomororo mporpam Microsoft Excel, STATISTICA.
[ndopmaniiinoro 6a3ot0 € odimiiini myOmikamii MKHAPOJHUX OpTaHi3alliid, €KCIEepTHI OIlIHKH
PEUTUHTOBUX areHTCTB, MOHOrpadiuHa miteparypa, (QyHIAMEHTalbHI HAYKOBI pO3poOKH
BITUM3HSIHUX 1 3apyOiKHUX aBTOPiB, MaTepialy HayKOBUX KOH(EpEeHIIii, BITUU3HSIHI 1 3apyOikHI
nyOutikaiii, eTeKTpOHHI pecypcu Mepexi «IHTepHeT», TOIIO.

Knwuoei cnosa: xopnopaTuBHa KyJbTypa, JIAEPCbKUIM IMOTEHLIan, JlarHOCTUKA
KOPIIOPAaTUBHOI KYJIBTYPH.
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Introduction. Today, in times of great transformations, company management is looking
for a source of key success factors for companies. Some scholars highlight its innovation, someone
— depend on leadership potential of management, others call the key factor corporate culture. In
fact, the key to this search is the person, who is both the subject and the object of activity. The
company’s staff can be seen as a carrier of culture and knowledge of the organization, as a group of
people associated with certain relationships and one that has certain competencies. But, in addition
to all mentioned above, staff can and should be considered as one of the key resources of the
company. In the current difficult demographic and economic situation, the management of this
resource is receiving more and more attention. Managers of many companies are thinking about
improving personnel management processes, building them as a regular and regulated activity. One
of the key and most problematic managerial functions in personnel management is staff incentives.
A year ago, people believed that in the process of stimulation, almost everything is solved, in the
XX century, scientists of the humanistic theory of motivation and their followers [1—4]. But the
global pandemic requires a different perspective and new solutions from the management of
companies of different levels. Competition in the labor market is growing. It is a known fact that the
competitive situation in the labor market is an incentive to improve the skills of professionals and
can be used as a partial motivation of employees. But the real situation in the management of
companies is completely different. Communication with business representatives proves that there
is a certain «hunger» for motivated employees who do not just have the appropriate competencies,
but are willing to be responsible. In the labor market today, there are many candidates for various
positions who are not ready to take responsibility for the results of their activities and continue to
pursue a policy of infantile behavior acquired in the primary hereditary relationship. Thus, both
business representatives and educators who provide certain staff competencies notice a situation
where employees are not delayed in companies for more than 6 months, because they are not able
and not ready to face real business problems, on the other hand — businessmen can not ensure
efficiency of their companies because their teams lack motivated staff. Thus, the usual formula
«vacancy = experience + competence» no longer works, and participants in the business space are
forced to look for new approaches to personnel management that would ensure the result. One of
the ways to solve the problem by representatives of business structures is seen in the increasing
involvement of psychologists and sociologists in solving management problems. And of course, for
companies there is a problem of transformation of corporate culture, understanding of what happens
to it in the period of online communication and employee differentiation.

Analysis of recent research. The study of the theory of corporate culture allows us to
generalize modern views on corporate culture as a set of two components: the values shared by each
employee of the company and the rules of conduct of employees in different situations. We will not
cover the chronology of the formation of the term corporate culture, but it is worth noting the fact
that in the XX century, human resources, although they were studied, but were not considered key
to achieving goals [5; 6]. Therefore, not all developments have had such practical application and
dissemination. Human resources in the theory of strategic management and marketing strategies
were not put forward as a competitive advantage. Therefore, research is getting closer to the issue of
practical application of corporate culture knowledge in business. Increasingly popular are specific
methodological techniques and tools used in the psychology of management and managing to
improve business efficiency. Since the results of such studies are difficult to formalize, the
effectiveness of research is difficult to prove. In the 1990s, there developed approaches to the use of
corporate culture theory for internal organizational change. But now the issue is considered in terms
of leadership influence on the formation of the mission and values of the organization [7]. The main
question for companies of different levels today is to solve the problem: how to make changes so
that the business retains its identity and reaches a new level of development.

The aim of the study. The aim of the study is to highlight the results of research on
improving corporate cultures of companies in the context of transformational changes in societies
and economic environments.

Results of the research. The actualization of leadership as a new management paradigm in
the process of transformation of corporate cultures allowed as a study to identify the impact of
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leadership qualities of managers on the level of corporate culture of the organization. Studies of the
problems of transformation of corporate cultures of industrial enterprises of Ukraine and leadership
potential of managers of these enterprises in cooperation with the consulting company «3S» allow
us to state that the key object of corporate culture evaluation is staff evaluation in terms of
leadership potential. As a scientific problem, it is necessary to highlight the need to understand what
is meant by leadership potential and to clarify the methodological approaches of integrating the
assessment of leadership potential to the overall potential of the enterprise.

Analysis of leadership potential in terms of impact on corporate culture involves a
combination of methods of psychodiagnostics of leadership potential, namely: observation;
intuition, feeling; interview, and testing: * Test «Forma Mentis», * Test 6 pictures * Interview. The
study paid special attention to the factors that determine the level of influence of leadership on the
level of corporate culture. Based on the analysis of qualitative assessment of leadership potential,
the economic nature of leadership is used, which is characterized by intellectual, professional and
ambitious qualities that in their overall integrity and responsibility contribute to the mobilization of
individual and corporate interests to achieve common goals with higher economic performance and
lower costs comparing to competitors.

Possibility of use in consulting practice and management of business structures of
methodical developments, there is a necessity to develop such methodical recommendations of an
assessment which would meet the following requirements:

1) formalization of input data, availability and ease of obtaining them;

2) the possibility of use by business entities with different scales of activity;

3) a clear structure, accessibility and correctness of the characteristics of the influence of
factors on the definition of corporate culture of organizations;

4) identification of components of leadership potential and subsystems of influence.

Based on the above-mentioned requirements, the proposed methodological developments
will solve the following tasks:

- adjustment of the enterprise’s goals in the process of adaptation of corporate culture to
changing conditions;

- implementation of a comprehensive analysis of corporate culture and leadership structure
of the organization depending on the level of leadership potential;

- validity of decisions on operational, organizational and strategic changes in corporate
culture.

The above-mentioned requirements for methodological developments in assessing the level
of impact of leadership potential of enterprise leaders on the level of corporate culture, as well as
these tasks led to the following logical sequence of assessment (Fig. 7).

Analysis of the impact of leadership potential of managers on corporate culture 4 Eran

3 Etan

Formation of subsystems of influence on corporate culture of the organization

Structuring of leadership potential of the enterprise, definition of key 2 Etan

indicators, statistical evaluation

Conducting a survey and forming a statistical base for assessing leadership
1 ETan

potential by the following methods: observation; intuition, feeling; interview, and
testing: * Test "Forma Mentis". * Test 6 pictures * Interview

Fig. 1. Scheme of the methodological approach to assessing the impact
of leadership potential on corporate culture

544 ISSN 2306-4994 (print); ISSN 2310-8770 (online)



FINANCIAL AND CREDIT ACTIVITIES: PROBLEMS OF THEORY AND PRACTICE 2021 N2 4 (39)

The approbation of methodical developments was carried out on the basis of materials of
partners of the consulting agency «3S» and the enterprises which have been chosen as objects of
research. It is worth noting that the study of the structure of leadership potential and the study of the
peculiarities of its formation in the individual made it possible to structure it by the main constituent
elements, which are then integrated into the overall assessment of potential. Thus, testing the
management of each company made it possible to identify the three main blocks of leadership
potential:

- personality psychotype according to 16 classical psychotypes;

- values of orientation (natural level of leadership potential (NLP), focus on results (R),
development and improvement (Imp), independence (Ind), initiative (In), binding to traditions (T);

- potential opportunities of individuals (responsibility (Re), autonomy (A), will (W), focus
on problem solving (PS), ability to cooperate with others (AC).

The results of such studies are highlighted in the works of the authors [8; 9].

To assess corporate culture, the method of Cameron and Quinn was used [9]. The advantage
of this method is its compliance with the stated requirements. The authors propose a fairly reliable
method of assessing organizational culture, called OCAI (Organizational Culture Assessment
Instrument). In order to do the analysis of interaction, it is advisable to formalize different types of
corporate structures by translating them to a certain assessment. Since all quantitative estimates
were reduced to a scale of 0-1 [my monograph], the definition of a certain type of corporate culture
should be reduced to such a scale. When interpreting a certain level of scale value, the principles
defined by I. Adizes in his PEAI methodology are taken as a basis (Table 1).

Table 1
Ranges of value of the integrated indicator of the level of corporate culture

Range of values Evaluation characteristics
0.00—0.25 adhocratic corporate structure inherent in companies at the start, the main goal is

’ ’ development
0.26—0.50 bureaucr.atic. corporate structure inherent in the stabilization stage, a large company requires

’ i standardization, rules, rationing
0,51—0,75 market corporate culture, a stable company requires new victories, expansion by any means
0,76—1,00 a clan structure, a company that exists on the principles of a large family

Source: calculated by the authors.

Grouping and statistical processing of survey results made it possible to obtain generalized
values of indicators for enterprises as a whole (Table 2).
Table 2
The results of the study of the level of leadership potential of Ukrainian enterprises
by structural elements

Indexes P1 P2 P3 P4 P5
2. Psychotype 0,6 0,45 0,33 0,73 0,83
3. Value of orientation: 0,62 0,38 0,45 0,72 0,72
NLP 0,57 0,48 0,54 0,67 0,67
R 0,63 0,29 0,63 0,63 0,63
Imp 0,4 0,47 0,4 0,6 0,6
Ind 0,6 0,4 0,6 0,6 0,6
In 0,82 0,68 0,78 0,72 0,72
T 0,73 0,39 0,71 0,73 0,73
4. Potential opportunities: 0,79 0,47 0,74 0,79 0,79
Re 0,65 0,49 0,63 0,65 0,65
A 0,84 0,78 0,81 0,84 0,84
\\ 0,44 0,55 0,44 0,64 0,64
PS 0,65 0,5 0,62 0,7 0,7
AC 0,6 0,45 0,33 0,73 0,83
5. Leadership potential 0,62 0,38 0,45 0,72 0,72

Source: calculated by the authors.
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An important step in the study of the level of leadership potential is to establish the
closeness and direction of the relationship between indicators of the level of potential for change
and the components of leadership potential.

At this stage, the scientific interest is the closeness and direction of the relationship between
the indicators of the level of potential of the enterprise and the components of leadership potential,
which is carried out through the construction of a multifactor correlation model (method of
correlation galaxies). To better understand leadership potential, it is necessary to analyze in more
detail the essential characteristics of all components and the degree of interaction within each
group.

The aim of the study is to determine the significance of individual parameters both in the
subsystem of research of leadership potential and in the interaction of leadership potential on
corporate culture. Studying the experience of modeling, it was decided to use models of
longitudinal (panel) data. The results of the research are presented in the form of multidimensional
correlation matrices and graphs — correlation galaxies based on longitudinal data using the
statistical package Statgraphics Centurion (SPSS 22). The value of the correlation coefficient and
the closeness of the connection is traditionally determined by the «Chedoke Scale». Where the
correlation coefficient has the following values: 1.00 (functional relationship); 0.90—0.99 (very
strong); 0.70—0.89 (strong); 0.50—0.69 (significant); 0.30—0.49 (moderate); 0.10—0.29 (weak);
0.00 (no connection). As a result of correlation for management staff the following features are
revealed (Fig. 2):

- there are 14 important, statistically significant relationships between factors;

- seven relations have the opposite direction («Initiative» and «Development and
improvementy; «Focus on results» and «Binding to traditions»; «Development and improvementy
and «Independence»; «Initiative» and «Binding to traditions»; «Initiative» and «Independence»;
«Binding to traditions» and «Independence»; «Binding to traditions» and «Natural level of
leadership potential»), six factors have direct dependence;

- ten pairs of factors have a high and significant closeness on the Chedoke scale; it is a
positive point.

Correlation is significant at the level
of 0.01 (direct connection)

®®® Correlation is significant at the level
of 0.01 (direct connection)

Correlation is significant at the level
of 0.05 (direct connection)

Correlation is significant at the level
of 0.05 (direct connection)

Fig. 2. Graph of correlation galaxies of value orientations
of the enterprise’s management staff
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The most influential on the value orientations of management staff is the factor «Binding to
traditions», and all five ties that it forms are inverse, strong enough and significant. That means, this
factor has a negative context in terms of impact on the value orientations of management staff. The
most average of the potential capabilities of the personality of managers is the factor «Focus on
problem solving», this factor is dominant, as the crisis in the economy has intensified. Not less
significant influence on the potential of the individual have factors: «Autonomy», «Responsibility»
and «Willy», as the average values of these factors are above the median. Correlation analysis found
that the largest number of relationships with other factors was formed by the «Responsibility»
factor. The following results were obtained in the analysis of psychotypes: there are 56 important,
statistically significant relationships between psychotypes; almost all connections between
psychotypes, except the connection between the eleventh and twelfth psychotypes, are directly
dependent; there is a very close connection on the Chedoke scale between psychotypes: one and
two, two and three, three and nine, four and eight, four and nine, eight and nine, eight and ten. More
detailed research results are in the publications of the authors [8].

The study of managerial experience and practice of Ukrainian enterprises proves that the
level of corporate culture of enterprises depends on the effectiveness of leadership competencies of
managers. Accordingly, the activities of the enterprise will be effective when they are effectively
used in management practice, the leadership qualities of managers at different levels of
departments. Therefore, the search and study of personal factors that determine the effectiveness of
the activities and features of the functioning of managers in a changing external and internal
environment, are of particular importance.

The study found that the leadership qualities of managers have a greater impact on corporate
culture of the enterprise than on all other components of the overall potential of the enterprise. And
this conclusion is clear, because the system-forming element of managerial capacity consists of
quite important leadership components. The results of calculations for managers are presented in
Table 3.

Table 3
Descriptive statistics of the relationship between the level of corporate culture
and the level of leadership potential of individual psychological leadership qualities

of managers
The name of the factor Symbol Thevzrl(le;‘age Limits of fluctuations of factors

of the factor Lower Upper
Value orientations VO 0,58 0,49 0,67
Potential personality opportunities PP 0,63 0,35 0,7618
Personality psychotypes P 0,50 0,38 0,62
Corporate culture CcC 0,73 0,47 0,25
Leadership potential LP 0,56 0,35 0,74

Source: calculated by the authors.

Management characteristics have a strong functional relationship with leadership potential
(0.719). This is due to the fact that leadership is a certain stage in the growth of personality in the
management structure of the enterprise.

The type of corporate culture is strongly influenced by value orientations and potential
opportunities of the individual (0.872 and 0.801, respectively) (Fig. 3).
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1 LEADERSHIP POTENTIAL

Psychotype of
personality

Value orientations [I Personality potential

0,674

‘ CORPORATE CULTURE )

Fig. 3. Graphic interpretation of the correlation
of individual psychological leadership qualities
of managers with corporate culture of the enterprise

That means, understanding the role in the enterprise, clearly defined personal goals and
priorities, the possibility of career growth and participation in management, have a direct
relationship with the type of corporate culture.

Conclusions. Therefore, summarizing the psychological concept of understanding corporate
culture makes it possible to conclude that leadership potential as an integration basis of human and
social capital of society is one of the components of corporate culture. That is why companies
should focus on building leadership potential of company management and its effective use. The
increase of leadership potential through the development of human capital is facilitated not only by
quality education at all levels, but also by the opportunity to carry out research work and
cooperation with consulting agencies.
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