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Y cmammi po3kpumo 3Ha4yumicmb Kopriopa-
musHux yiHHocmeli 8 Oisi/IbHOCMI  Cy4YacHoi
opeaHisayii, 3okpema momusayii repcoHasy.
JocnidweHo meopemuyHi nidxoou 00 momu-
Bayii' npayisHUKi8 Ha 6asi BUKOPUCMaHHS Kop-
ropamusHoi Ky/ismypu. B cydacHux ymosax
3pocmae  posib  YUHHUKIB ~ HemMamepia/ibHoi
momusayjii, fiki sriusatomb Ha npooyKkmus-
Hicmb ripayi, eqhekmusHicmb BUPO6HUYMBa ma
KOHKYPEHMOCIPOMOXHICMb. YCriwHa peasisa-
yis cmpameaidHux yineli opaaHizayji 3Ha4yHO
MIpOK BU3HAYAEMbLCST 30aMHICMI0 IX NEPCOHasTy
00 MPOOYKMUBHOI, SIKICHOI ma masopYoi rpayj,
2eHepysaHHs ma 3arposaceHHs1 Hosux ioel,
3006ymmsi HOBUX 3HaHb Ma BUPOB/IEHHS Hasu-
40K, WO y CyKynHocmi dae mo3umusHul pesy/ib-
mam ma 2apaHmosarul ycrix. Momusayisi ma
KopriopamusHa Ky/ibmypa € NomyXHumu ¢hak-
mopamu i0eHMUYHOCMI opeaHisayii, @ makox
IHCMpyMeHmamu ynpas/iHHs MosediHKoK rep-
COHasty. 3aB0siKU MOEOHaHHIO YUX IHCMpyMeH-
mig MOXHa niosuwumuU abo 3HU3UMU ehek-
musHicmb 0isi/TIbHOCMI op2aHi3ayji.

KntouoBi cnoBa: mMomusayisi, kopriopamusHa
Ky/Ibmypa, repcoHayl, opaaHisaujsi.

B cmamebe packpbima 3Hadumocmb KOpro-
pamusHbIX ueHHocmelj B8 OessmesibHOCMU

coBpemMeHHoli opeaHu3ayuu, B8 4YacmHocmu
Momusayuu repcoHana. ViccnedosaHbl meo-
pemuyeckue rMoodxodbl K Momugayuu paéom-
HUKOB Ha 6a3e UCro/b308aHUs Kopriopamus-
Holi  Ky/bmypbl. B COBPEMEHHbIX YC/I0BUSIX
Bo3pacmaem posib hakmopos HeMamepuasib-
Holi Momusayuu, Komopsle B/IUSOM Ha npo-
usgoduUMenbLHOCMbL mpyoda, aghghekmusHOCMb
npoussodcmsa U KOHKYPEHMOCNOCOGHOCMb.
YenewHasi  peanusayusi - cmpameauyeckux
yeneli opeaHusayuli 8 3HadumesibHOU cme-
reHu onpeodensemcsi CrioCOBHOCMbIO UX rep-
coHana K npodykmusHol, KayecmseHHol u
masopyeckoli pabome, 2eHepUPOBaHUI U BHE-
OpeHur0 HoBbIX udel, Mosy4eHUI0 HOBbIX 3Ha-
Hull u Bblpabomke HasblKoB, YmO B COBOKYII-
HOCMU daem MofoXUMe/bHbIU pe3ysibmam u
2apaHmupoBaHHbIl ycrex. Momusayus u Kop-
ropamusHasi Kysibmypa s/ omesi MOWHbIMU
chakmopamu udeHmuUYHoCMU opeaaHu3ayuu, a
makxe UHCMPYMeHmamu Yrpas/ieHus nose-
deHueM rniepcoHana. bnazodapsi coyemaHuro
3MUX UHCMPYMEHMOB MOXHO MOBbICUMb UAU
CHU3UMb  3ghghekmusHOCML  desimesibHocmu
opeaHu3sayuu.

KnioueBble cnoBa: Momusayusi, Kopropamus-
Hasi Ky/lbmypa, NepcoHa/l, opaaHu3ayusl.

In today's organizations, the problem is the inefficient use of human resources, which leads to reduced productivity, profitability and efficiency of the organi-
zation. For this reason, it is important to create the right conditions for the calm, rhythmic, productive work of individual employees and all personnel. At the
same time, it is important to discover and develop abilities and creativity. Relevance of the research is the problem of determining the most effective levers
of influence on the personnel, the development and implementation of incentive systems that establish a close link between the remuneration of the worker
and the effectiveness of his/her activity, qualifications, business qualities, personal initiative, make it possible to modify behavior in the direction necessary
for the organization. This is facilitated by the introduction of corporate culture principles into the activities of a modern organization, which will ensure the
achievement of high production results. At the same time, it is important to use corporate values in the activities of a modern organization, particularly in
motivating personnel. In today's context, the role of intangible motivation factors that affect labor productivity, production efficiency and competitiveness is
increasing. Successful implementation of the strategic goals of the organization is largely determined by the ability of the personnel to productive, quality
and creative work, generate and implement new ideas, acquire new knowledge and develop skills, which in the aggregate gives a positive result and guar-
anteed success. Motivation and corporate culture are powerful factors in the identity of an organization as well as tools for managing personnel behavior.
Combining these tools can increase or decrease the effectiveness of the organization. The corporate culture plays a motivating role only when it reflects the
true mission, values and goals of the company, shared by employees and supported at all levels of the organization's leadership. The existence of values,
norms and rules of conduct which are not recognized by the employees of other people, which are at odds with the actual practice of life of the organization

and existing only on paper, will not bring proper stimulating effect.
Key words: motivation, corporate culture, personnel, organization.

MocTaHoBKa npo6nemu. Iig vyac AOCNIMKEHHSA
HISINbHOCTI  CyyacHMX OpraHisaudil 3HauyHa yBara
NPUAINAETECA €KOHOMIYHUM YMHHUKaM Ta MeTodam
ynpaB/iHHSA, TOOTO HeAOCTaTHLO BPaxXOBYETbLCS TOM
dhakT, WO cy6'eKTOM rocnogaploBaHHA € anHA,
Ha TpyAOBY MOBeAiHKY Ta e(EKTUBHICTb Aisi/IbHOCTI
SAKOT 3HAYHWUIA BNANB 34IACHIOKTb YNHHUKN KY/ETYpU
Ta MoTuMBaLii. MOTMBYOUY pPosib KOPNopaTuBHa Ky/b-
Typa BUKOHYE TisIbkKM TOAj, KONMU BOHA BigoGpaxae
CNpaBXHIO MicCito, LiHHOCTI i Lini opraHisadii, ki pos-
[OiNsi0TbCA CNiBPOOITHUKAMKN Ta NiATPUMYE KEPiBHU-
UTBO, TOMY B&X/MBVMM UYMHHWKOM € 3aCTOCYBaHHS
NeBHOro MOTMBAUHOrO MexaHiaMy, SKWiA B 3MO3i
3a6e3neunTn NigBULLLEHHSA eDEKTUBHOCTI Ai/TbHOCTI
opraHisauii 3araniom. Taky po/sib MOXe BWKOHATU
3aCTOCyBaHHA KOPMNOpaTtuBHOI KynbTypu SAK erne-
MEHTY MOTMBaLii NpaLiBHUKIB.

Bunyck 37. 2019

AHani3 ocTaHHiX pocnigpkeHb i nyo6nikawii.
JocnimpkeHHo npoueciB  popMyBaHHA  Kopriopa-
TUBHOI KY/IbTYPW B OpraHisauii NpucBAYEHO Mpad;
M. ApmcTpoHra, ®. Xappica, Y. XeHai, E. WeiiHa,
I Xodhbctepe, k. MopraHa, K. Wonbua, K. Nlonga ta
iHWKNX HayKoBLiB. Baromuii BHECOK Y AOCAIAKEHHS
npoueciB CTMMY/IIOBaHHA 1 MOTMBaLji nepcoHany,
3Ha4YeHHs 3MicTy npaui 3aiicHunun E. Melio, 4. Mak-
perop, /1.A. bypraHos, A.K. lactes, HO.[l. Kpacos-
cbkuii, B.A. AnoB.

OpHak Ui BYUEHI HeAOCTaTHLO PO3r/ISAalTb BN/IMB
KOpNOpaTuBHOI Ky/IbTypW Ha MOTMBALil0 NpaLiBHUKIB
Ta ynpas/iHHS NOBEAiHKOK MepCcoHasly B CydacHil
opraHizaduji.

MocTtaHoBKa 3aBAaHHA. MeTa cTarTi nossrae B
TEOPETUYHOMY OOI'PYHTYBaHHI Ta HafaHHi NpakTud-
HUX pekomeHdauii wono po3pobneHHs Ta BnpoBsa-



B EKOHOMIKA TA YIPABJIIHHA M AMPUEMCTBAMUN

[DKeHHA cucTeMU MOTUBALLi MepcoHany opraHisadi,
BMSIB/IEHHS 3B'A3KY KOPMOPAaTMBHOI KynsTypu 3 chop-
MyBaHHAM e(EeKTUBHUX MOTUBALHNX MeEXaHi3MiB,
BMBYEHHS NPaKTUKN hOPMYBaHHSA €1eMEeHTIB fieBOi Ta
pe3ynbTaTMBHOI KOPNOPaTMBHOI Ky/bTypH, sika 3a6es-
neyye iMmigpk Ta NpnOYTKOBICTb Cy4acHOI OpraHisavii.

Buknag OCHOBHOro martepiasly AOCAiIKEeHHS.
JocnipkeHHs HayKoBLIB AOBOAATD, L0 34e6inblworo
HeBMCOKa NPOAYKTMBHICTb Mpaui Ha nmignpuemcTaax
i B opraHisauisix BUKMKaHa BiACTa/IMM MEXaHi3MOM
MOTMBaLil npali, a BXe NoTiM HeLOCKOHa/I0K Tex-
HIKOI /i TEXHOMOTIE Ta iHWUMKN dpakTopamu. JaHi
cBigyatb Mpo Te, WO Ha KOXHOMY po60o4OoMy MicCLi
MOXHa CTUKHYTUCS 3 Hee(EKTUBHMM BUKOPWCTaH-
HSAM Ta HEXTYBaHHAM pobo4yoro yacy. Lie BUKInkaHo
He3aujiKaBeHiCTI0 NpaLiBHUKIB Yy pe3ynbratax CBOET
npadi, BiACYTHICTIO YiTKOro B3aEMO3B’AA3KYy (0C06/IMBO
OCTaHHIM YacoM) pe3ynbraTis AisNbHOCTI Ta po3mipy
BUHaropogu [1, c. 70-77].

Buxogaum 3 npegmeta Haworo AOC/iMKEHHS,
MU ByAeMOo po3risafatv fimwe HemaTepianbHy, BHY-
TPILLHIO MOTKBALLiLO, SiKa € 6a30BMM, Ha Hally AYyMKY,
€/IeMEeHTOM KOPNopaTUBHOT Ky/bTYPU.

B cyuacHMx ymoBax 3pOCTaE po/ib UYUHHUKIB
HemartepianbHOI MOTMUBALLT, SKi BMAMBAOTL Ha Mpo-
OYKTUBHICTb npaui, edpekTMBHICTb BMpOOHMLTBA Ta
KOHKYPEHTOCNPOMOXHICTb. YCnillHa peani3auis cTpa-
TErYyHMX LiNIeil opraHisauii 3Ha4YHOK MIpPOK BU3HA-
YaeTbCA 34ATHICTIO X MepcoHasly A0 NPOAYKTUBHOI,
AKICHOI Ta TBOpYOI npaLji, reHepyBaHHs Ta 3anposa-
[DKEHHS HOBUWX ifeit, 30406yTTA HOBUX 3HaHb Ta BUPO-
GM1EHHST HABUYOK, WO Y CYKYMHOCTI Aa€ NO3UTUBHUIA
pe3ynbTar Ta rapaHToBaHuii ycnix. CUCTEMHICTb Y Uil
po60Ti Mae 3a6e3neunTu BignoBiAHWIA anropuTm 34ii-
CHEHHS HematepiasibHOT MOTUBALLT.

Bigomo, WO Ha noBefiHKy NOANHW B NPOLECI
TPYLOBOI AIANbHOCTI BNAMBAE KOMMNIEKC (PakTopis-
MOTMBATOPIB, L0 CMOHYKaloTb A0 AiANIbHOCTI, a came
30BHILLHIX (Ha piBHI AepXXaBu, rasnysi, perioHy, nignpu-
€MCTBA) Ta BHYTPILLHIX CKNaA0BUX CTPYKTYpU camoi
ocobucTocTi npaudiBHuka (NoTpebu, iHTepecwu, LiH-
HOCTI /I0AMHW, NOB’A3aHi 3 Tl 0COBUCTICTIO Ta coLjo-
KyNbTYpHUM cepefoBuLLeM, 0CO6/IMBOCTI TPYAOBOI
MEHTa/IbHOCTI TOL0). BHYTpILLHIO BUHaropogy 3abes-
neyye cama poboTa, 1i 3MICTOBHICTb Ta 3HAYYLLICThb,
MOX/MBICTb [OCATHEHHS BUCOKOro pesysnbraty. Hk
BHYTPILUHIO BUHAropogy MOXHa po3rnsgatv Takox
«PO3KiLll NIIOACHKOro CnisIkyBaHHS», WO Mae Micle B
npoueci poboTn, APYXHi BIZHOCWMHN 3 KONeramu, Big-
YyTTA «HaIEXHOCTI 0 KomaHam» [2, c. 39-43].

KopnopatuBHa KynsTypa — L€ BiAHOCHO HOBe
ABULLe, a 1T nosiBa Oyna nos’sA3aHa 3 nepernsagom
HayKOBO-MPaKTUYHNX MO3MLiiA BIAHOCHO JOACHKOrO
Kanitany, poni HaiMaHux NpauiBHUKIB 5K OCHOBHOTIO
cy6’ekTa BUPOOHUUYMX BIiAHOCUH, & TaKoX CUCTEMMU
ynpaeniHHA HumK. Llini 74 3aBAaHHs KopnopaTUBHOI
KyNbTypu SIK BHYTPILIHBOrO cepefosuila 6yab-sKol
opraHizauii nonarawTb Y QOPMyBaHHI NOYyTTS Npu-

YETHOCTI NepcoHany Ta oro conigapHoOCTI 3 MICIEw
i cTpaTerieto opraHisayji, oTxe, MOTUBALT Ha Jocsr-
HEHHS$ yCnixXy B A0ro AjisiNbHOCTI.

HaykoBLi BUAiNAIOTL Taki 3arasibHi NpUHUMNM Kop-
nopartmBHoOI KynbTypu [3, ¢. 54-55]:

— MPUHLMN coLia/IbHO-eKOHOMIYHOro Ta iHTenek-
Tya/lbHOro Po3BUTKY (KOPMOpaTVBHA Ky/ibTypa NoBu-
HHa OPIEHTYBATUCb Ha 3abe3neyYeHHs1 eKOHOMIYHOro
JOCTaTKy, couia/IbHOro Ta iHTeNekTyaslbHOro po3Bu-
TKY BCiX NpauiBHUKIB);

— MPUHLMN BCEOXOMNIEHOCTI Ta CUCTEMHOCTI, LU0
nepenbavae hopMyBaHHA Ta PO3BUTOK KopropaTuB-
HOT Ky/IbTYpU LLIOAO OXOMJIEHHA HEK BCiX npauiBHU-
KiB, IBULL, eNeMeHTIB Ta NpoLeciB, Lo 3abe3neyyoTb
LiSANbHICTb NiANPUEMCTBA,

— MNpVHUMN BMMIPHOCTI Ta KOPWCHOCTI (Kopno-
patMBHa KynsTypa MNOBUHHA BWKOHYBaTW (PYHKLiHO
KOPWCHOCTI SIK AN8 NI0AEN, Tak | 4nsa nignpuemcTaa);

— MPVHUMN BigKPUTOCTI Ta NOCTINHOIO BAOCKOHA-
NEeHHs, WO nepeabavae OpiEHTAL|i0 KOPNOPaTUBHOI
KyNbTypyM Ha BOOCKOHa/IEeHHA Ta CcTabifbHWii pos-
BUTOK (KOpropaTuvBHa Ky/nbTypa MOBWHHA OyTWU Bif-
KPWTO0, MOCTIAHO BAOCKOHaJIHOBATMCS, NparHytn go
HOBWX JOCATHEHb);

— MPUHLMN KOoOpAWHaLil, WO nonarae B TOMY,
L0 KopropaTMBHAa Ky/nbTypa nepll 3a Bce NOBUHHA
3abes3neyyBaTn Nopsgok y poboTi nignpMemcTea Ta
KOOpAMHYBATM NOBEAIHKY Mtogeli Ha NignpueMCTsi, a
TakoX Mo3a Mnoro Mexamu;

— nNpuHUUn 060B’A3KOBOCTI (KEPIBHULTBO KOM-
naHii mMae npaBo 3AiiCHIOBaTW KOHTPOJIOBAHHSA
Haj OOTPMMAHHAM HOPM i NpaBua KOpNopaTUBHOT
KynbTypm);

— NpUHUMN BUHaropoan (KopnopatuBHa Ky/ib-
Typa MOBUHHA 3abe3neunTy O4HaKOBY Ta CrnpaBefd-
IMBY BMHaropogy npauiBHUKam, L0 AOTPUMYIOTLCS
I HOpM);

— NPWHUMN BigNOBIAHOCTI YMHHOMY 3aKOHOAAB-
cTBY (NiANPMEMCTBO CaMOCTINHO BU3HaA4Ya€ HOPMKU Ta
npasuia KoprnopaTtusBHOI Ky/bTypu, CUCTEMY BUHAro-
poA Ta iX 4OTPUMAHHS, MeXaHi3M 34iACHEHHS KOHTp-
O/ Haf, X OOTPUMaHHAM, Mofesii po3BUTKY Kop-
nopaTuBHOI Ky/nbTypuW, NpoTe, BiANoOBIAHO A0 BMMOT
3aKOHOAABCTBA, Taki Ail MOXHa 3AjlicHIOBaTV NuLle
Ha MiAcTaBi YMHHUX 3aKOHOAABYMX Ta HOPMATMBHO
npaBoOBUX akTiB, He cynepeunTu im) [4, c. 86—-92].

MoTKMBYHOUY pOJib KOpNopaTnBHa Ky/ibTypa BUKO-
HYE TiNIbKM TOAj, KONU BOHA BifobGpaxae CnpaBXHIo
MICitO, LIHHOCTI M Wisi KOMMaHii, Wwo po3ginawTbes
cniBpobiTHMKaMN M NigTPUMYKOTLCA Ha BCiX piB-
HAX KepiBHMUTBa Opradisauii. ICHyBaHHA HeBMW3Ha-
HUX CMIBPOBGITHUKAMUN YYXMX M LiHHOCTER, HOPM i
npasu/ NOBELiHKN, WO PO3XOAATLCA 3 peasibHo
NPaKTUKOK XUTTEAIANBHOCTI opraHisaLii, Ta HasB-
HUX TiNIbKW Na nanepi HaseXHoro CTUMY/IHOKYO0ro
edekTy He npuHece.

BaxnvBow ANA po3BUTKY coOLiasibHOI Hemartepi-
a/bHOT MOTMBALLii CNiBPOBITHUKIB € MicCiS KOMNaHil.
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BoHa Bigo6paxae 3HauyLiCTb AiS/bHOCTI 4719 3a40-
BOJSIEHHS NOTPe6 cycninbCcTBa Ta 0AHOYACHO:

— BCE/ISIE TOPAICTb 3a CBOK OpraHisauito, novyTTs
NPUYETHOCTI A0 BUPILLEHHS BaX/IMBUX COLLia/IbHUX Ui
€KOHOMIYHWX 3aBAaHb;

— MiAKPECIOE BaX/IMBICTb MpaLi KOXHOro ii npa-
LjiBHYMKA, LLIO 3AiACHIOE CBIili BHECOK Yy 3arajibHy CripaBy
KOMIeKTMBY 3HaUYLLMX A/18 HbOTO NII04EN;

— BCTaHOB/IKOE CTaHAAPTU AOCKOHA/IOCTI, A0 AKUX
cnif nparHyT y CBOI NpOodueCiliHIi AisiNbHOCTI;

— BHOCWUTb 3pPO3YyMiNICTb B YABJIEHHA MpO Ui,
HanpsM po3BUTKY Ta YHiKa/lbHOCTI opraHisadii, Haga-
FOUN CEHC | 3HAYEHHS LWOAEHHIN, iIHOAI OCUTb PYTUH-
Hiil gisnbHOCTI Ana cniBpobiTHUKIB [5, c. 13-15].

Baxk/iMBUM iHCTPYMEHTOM BMNAIMBY KOPNOpPaTUBHOI
KyNbTYpU Ha HemarepianbHy MOTUBALi0 CMiBPOOGIT-
HWKIB € NOCTAHOBKA Ljifieit iXHbol po60oTu. B LboMy
pasi BOHa 3a/1eX1Tb He Tisibku Big, cnocoby dop-
MYBaHHS Uinei, ane ii Big iXHbOro 3micTy. [ns Toro
Wobu uini peasbHO MNigBULLYBann MOTMBALiO npa-
LiBHWKIB, BOHWN NOBWUHHI:

— BignoBsigatn 3asiBNeHiin Micii komMnaHii, He
CynepeynTy i | He cTaBuTU 1T NiJg CYMHIB;

— nepebyBat¥ Yy CMOJlyYeHHI 3 0OCOBUCTUMU
LiiIsMM cniBpOBITHWKIB (HE Tilbkn GyTWM cnpsiMoBa-
HAMMW Ha iHTepecy KOMMaHii, ane N 3aJ0BONbLHATU
OCHOBHI NOTPe6M KOXHOT KaTeropii cniBpo6iTHUKIB);

— BOJIOAITA ONTUM&/IbHUM PIBHEM [OCSXKHOCTI
(6yTn  3pjliCHEHHMMM  GINbLUICTIO  CMNiBPOGITHYMKIB
KOJIEKTMBY, a TakoX 3a/mLaruy iMm npocTip 414 niaBu-
LLIeHHS CBOET NPOdpeciiHOT MaicTepHOCTI);

— 3a/1eXHO Bif iHTEpEeCiB KOMNaHii MaTh KOHKpPEeT-
Huii abo cneumdiuHKli xapakTep ix dOpMy/IHoBaHHS
(BucnosnoBaTn CNPsIMOBaHICTb Ha PO3BUTOK Y npa-
LiBHMKAX AUCLMNMIIHOBAHOCTI Ta TOYHOCTI Y BUKO-
HaHHi 3aBAaHHA abo NPUIAHATTI KpeaTUBHWX, HECTaH-
[apTHUX CaMOoCTiiHMX piweHb) [6, ¢. 25-31].

B ocHOBY KOpNOpaTUBHOI Ky/IbTYpU LLOA0 HeEMaTe-
piasibHOT MOTMBALil 3aKnafeHo NpuUHUMN BOAAYHOCTI
CniBpob6iTHMKY 3a [06pe BUKOHaHY poboTy. BusHaHHA
MOXe OyTu K odpiuiiHMM, Tak i HeodiuiiHum. Ons
oro peanisauii MOXXHa BUKOPUCTOBYBATW hOpMasibHI
(36opw, Hapaawu, CBATKOBI 3axo4W TOLO) A Hedhop-
MaUibHi 3axoam (0cobucTe NpuBITaHHS Bifg, KEpiBHMKA
no TtenedoHy abo NUCToM ToOWO). [Ans 6arartbox
nogen 6yeBae BaXK/IMBO, KOW TM ASKYHOTb 3@ BMCOKI
pesynbrat B poboTi, Ny6/iYHO BpydalTb Haropogy.
Taka npakTuka fae npauiBHUKaM 3ac/y)XeHe BU3Ha-
HHA 1 NIATPMMYE BMEBHEHICTb Y TOMY, LUO XOpOLUY
po6oTy 6yae BUHArOpOLXKEHO.

3a3HauMMo, WO OCO6AMBICTIO MOTMBALT SIK CKNa-
[O0BOI YaCTMHM KOPNOPAaTUBHOI Ky/IbTYPU € 3aCTOCy-
BaHHS MeXaHi3my noc/ifL0BHOro NigsULLEHHSA MOTMBa-
LiiHOro NoTEeHLialy NpayiBHMKIB HA OCHOBI BUSIBNIEHHS
X MOTMBAUiHUX NOTPe6, TOMY NEPLUMM KPOKOM Y
MOTMBYBaHHI 3 ypaxyBaHHSAM MPUHLMMIB KOPNOpaTuB-
HOI KyNbTypn Mae 6yTu fiarHocTyBaHHA PiBHA 3aj0-
BOJIEHOCTI MOTMUBAaL,iliHMX NoTpe6b [7, ¢. 11-15].

Bunyck 37. 2019

Ha ocHoBi aHanizy cTyneHs peanisauii MoTvBa-
LifiHMX NoTpe6 34iCHIOTbL BUMIPIOBaHHA MOTVBA-
LiiHOro noTeHLujasly KOXXHOro OKPEMOTrO BUKOHaBLS,
nigpo3ainy ym opraHisauii 3arasiom, 3HaYeHHs AKOro
€ MOKa3HWKOM [/17 KepiBHWLTBA LWOAO0 3anposa-
[)KEHHS KOpnopaTuBHOI KynbTypu. LLLo6u cnoHykatm
npauiBHUKIB Jocaraty Uineli opraHizauii, HeobxigHo
BUSAIBUTU TX MOTUBALLIAHI NOTPEOU i BUMIPATU CTYNiHb
3a40BOSIEHOCTI LmMX NoTpeo.

MpoaHasnisyBasLLUN, MOXEMO Bif3HauYNTH, LLO KOp-
nopartvBHa KynbTypa — Ue cuctema marepiasibHuX i
HemaTepiasibHUX LiHHOCTEN, Siki MOB’si3aHi MiX co6010
Ta BiL06paxatoTb YHIKasIbHICTb OpraHisadii, LWo Bmpa-
XKAETbCA Y NOBeAiHL, CnisikyBaHHI i B3aemMogii npa-
LIBHMKIB OAWH 3 OAHMM Ta OTOYYHOUUM CEPEAOBULLEM.

Mig BNAMBOM KOPNOPATUBHOI KYNBTYpPU 3 OKpe-
MUX 7OAeiR cniBpoGITHUKM NEPETBOPIOTLCA Ha
€0UHY KOMaHA4y 3i CBOIMW 3aKkoHamu, npasamMu Ta
060B’A3kamn. Bci enemMeHTV KOpnopaTMBHOIO CTUASA
MOBWHHI 6yTW 4YiTKO onucaHi. OCHOBHUM €1EMEHTOM
KOpNopaTuBHOro CTU/ISE MOXe CTaTu eKOHOMIYHe 3ma-
raHHsa. OCHOBY EKOHOMIYHOrO 3MaraHHs CTBOPHE
cucTemMa OLIHIOBaAHHA npaui nepcoHany B KOMNaHii.
Taknii cTuNb poboTy 3abe3neyye sikHalikpalle posy-
MIHHS Linie i 3agay KomnaHii Bcima cniBpobiTHMKamu,
a TaKoX Ky/NbTUBYE BigYyTTS MPUYETHOCTI KOXHOIO A0
pes3ynbTaTiB npaLi BCbOro Kosnektusy. KopnopatneHa
coujasibHa nonituka, Gyayuyn enemeHTOM Koprnopa-
TUBHOT KyNbTypW, CApsMOBaHa Ha PO3pOOMEHHs i
BXWUTTSA 3axofiB i nporpam, siki 3a6e3nevyoTb couj-
a/lbHY 3aXWLLEHICTb Ta BUCOKUIA COLia/IbHUIA cTaTyc
npauiBHMKa KomnaHii. BoHa BM3Ha4yae ymoBW npadli,
KoprnopaTtusHi cBaTa, hipMOBWiIA cneuoaar, kopnopa-
TWBHI caHaTopil Ta 6a3un BigNo4YmHky [8, c. 29-32].

[ po3BUTKY KOPMOpPaTUBHOI KYNLTYPU MOXYTb
6y TV pO3pO6EHi Taki NPOEKTU, K MPOEKT-KOAEKC CNiB-
pOG6ITHMKA, NPOEKT-NOPTAE/b CNIBPOBGITHMKA, MPOEKT-
KepiBHMK. MNopTdiens cniBpobiTHMKA € Habopom BCiX
HeobXigHNX AN po60TM B KOMMAHIi AOKYMEHTIB, Micns
BMBYEHHS AKMX Ha BCi 3aNUTaHHA CriBpObGIiTHUKA MOXe
BiMNOBICTN MOr0 HaCTaBHWMK abo KepiBHUK. YyacTb B
OpieHTaUiiHUX Mporpamax Aae ChiBpPOGITHUKY MOBHY
KapTWHy (OYHKLiOHYBaHHS kommMaHii, Ti cTpateriii Ta
3aja4y, a TakoX MOro posi B HiA. Y KOXHI KoMNaHii
€ MI0au, WO 3irpany BupillasibHY posib Ha TOMY 4u
iHWOMY eTani pyHKLiOHYBaHHS KOMMaHii gns i ycnitwu-
HOCTI Ta po3BUTKY. B GiNbLLIOCTI 3axigHWX KOMMaHIA Ha
CTiHax BUCATb M/lakaTu 3 NOPTPETamMy BUAATHUX ChiB-
POGITHMKIB KOMNAHIi Ta iXHiMK BMCIoBaMK. Lie Takox
nigHiMae kopnopatuBHuiA Ayx. BaximBum 3acobom
peanizaLii KopnopaTMBHOI Ky/IbTYpPU € KOMYHiKawji.

KomyHikaLiio MOXHa TakoX po3rnsgaty sk ene-
MEHT KOPMopaTvBHOI Ky/bTypUu. KOMYyHiKaLilo MOXHa
peanizoByBaTu 3a [OMNOMOrOK €M1eKTPOHHOI MOLUTH,
KOpNOpaTuUBHOIO XXypHauly, Hapag, iHchopmaLiliHnx
MeMopaHaywmiB, BebcaiTy, IHTpaHeTy. OCHOBHUM
eneMeHToM edheKTUBHOI KOMYHiKaLlil € 3BOpoT-
HWIN 3B’A30K. [licna po3pobreHHs KopnopaTUBHOIO
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Kogekcy iioro Tpeba obroBoputn y CDOKyC-rpynax.
Ha ocHoBi 3ayBaxeHb iioro Tpeba goonpautoBartu i
TiNbkM TOAi BMAATU. UMM BuMLE CTax poboTu cnis-
po6iTHMKa B KOMNaHii 3 KapAuHasbHO iHLIOK Kop-
NMopaTuUBHOIKO KYNbLTYpOK, TUM TpuBanile agantais
[0 HOBOI. 3a3Buyaii NOBHa aganTauis AOCBiAYEHUX
CNiBPOGITHMKIB 3aliMaEe A0 POKY, a BUMYCKHMKM BH3
afanTylTbCs NpoTaroM micsus [9, c. 81-85].

BUCHOBKM 3 MNPOBEAEHOrO0 AOCAIMKEHHS.
TakuM 4YMHOM, MOXHa CrnocTepiraTh 3B’s130K MiXK Kop-
NOPaTUBHOK Ky/bTYPOK Ta MOTMBYBaHHSM Mepco-
Hany, Wo Aa€ 3Mory BUSIBUTM NOTPebU npauiBHMKIB,
HaNalwToBYeE iX Ha PO3YMiIHHA CBOET PoNi B opraHizawii
Ta CNpSAMOBYE Ha NigBULLEHHSA eDEKTUBHOCTI PO6OTH.
MiyHa KoprnopaTvBHa KynbTypa 6yayeTbcs Ha 3aca-
Jax eTUYHOro BeAEeHHs Bi3Hecy, /IIACbKUX (DaKTopIB,
BiAKPUTOCTI Ta couljasibHOI BiANOBIAa/IbHOCTI, TOMY
3aCTOCYBaHHS KOPMOPATVBHOT KY/IbTYPU SK €/TEMEHTY
MOTMBaLil NPaLiBHUKIB € Hara/lbHUM Ta BaXX/MBUM
AN cyyacHOT opraHisadii.
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ROLE OF CORPORATE CULTURE IN MOTIVATION OF PERSONNEL OF THE ORGANIZATION

Formulating the goals of the article. The purpose of the research is in theoretical adjustment and pro-
viding practical recommendations for development and implementation of the personnel motivation system at
the organization, determination of the corporate cultures relation to creating effective motivation mechanisms,
study of the formation practice of successful and effective corporate culture to provide reputation and profit-
ability of the modern organization.

Methodology. The researching methods used when drafting the article provide using of general scientific
and empirical procedures of the economic science, grounded in the system approach. Besides, the general
research methods, like generalization and comparison, were used in the course of work.

Results. The modern organizations’ problem is an ineffective use of human resources, which cause reduc-
ing of working efficiency, profitability and performance of the organization.

In this regard, creation of proper conditions for quite, rhythmic, productive work of certain employees and
the whole personnel is an important task. It is also significant to find and develop talents and creativity. There
is a relevance problem of distinguishing the most forceful levers of influence over the personnel, development
and implementation of incentive schemes to establish close links with labour remuneration and the employ-
ee’s work efficiency, qualification, business qualities, self-action, allow customizing behaviour according to the
organization’s trajectory. Implementation of principles of the corporate culture in the modern organization’s
activity supports achieving high production results.

The purposes and objectives of the corporate culture as the internal environment of any organization are in
a sense of personnel’s belonging and solidarity with the organization’s mission and strategy, and motivation to
achieve success in its activity in the result.

Practical implications. The role of incentive factors increase in the contemporary contest, they influence
the work, production efficiency and competitiveness. The successful realization of the organization’s strategic
targets is in large part determined of the personnel’s ability to work productively, qualitatively and creatively, to
generate and implement new ideas, to acquire new knowledge and skills, and collectively receive the positive
result and ensured success.

Motivation and corporate culture are forceful factors of the organization’s identity, and also the instruments
for personnel conduct management. In consequence of combining these instruments it is possible to increase
or decrease the organization’s work efficiency.

The corporate culture performs motivational role only when it reflects true mission, values and purposes
of the company, that are endorsed by the personnel and supported at any management level. The presence
of the alien values, norms and rules of conduct, unadmitted by the personnel, that exist only on paper and
disagree with real practice of organization’s activity, will not bring the stimulative effect.

Under the influence of the corporate culture the individuals transform into a united team with its laws, rights
and obligations. All the elements of the corporate style should be described. Main element of the corporate
style can be an economic competition. The basis of the economic competition is the performance management
process in the organization.

Value (originality). Thus, the relation between the corporate culture and personnel’s motivation is identi-
fies, it allows to reveal the needs of the personnel, make them understand their role in the organization and
turn to increase the work efficiency. The solid corporate culture is built on the basis of norms of business ethics,
human factors, openness and social responsiveness.
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