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In the face of a protracted management crisis, JSC «Ukrainian Railways» loses its
attractiveness to investors and its overall management. One of the directions of the strategy of the
situation is to use the labor potential effectively. The authors of the article consider the influence of
organizational culture on the activity of railway enterprises. The impact of corporate culture on
internal regulatory processes, decision-making processes, organizational behavior, competitiveness,
and overall performance of the organization. The authors describe a generalized scheme of the
influence of organizational culture on the global activities of organizations.
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Introduction
This is the third part of the study, which focuses on the justification of the necessities and essential
components of the organizational or corporate culture. All of the authors' three articles have been
published in the SUIT journal. The first article considered the necessity of scientific discipline -
organizational culture in the system of formation of future specialists of transport enterprises. The
second was about the impact of staff on the social and economic activities of transport units. This
article will focus on the effect of organizational culture on enterprise activity as part of the logistics
chain of transportation. The central leitmotif of the study is to increase the efficiency of the enterprise,
both in terms of its economic indicators and the attractiveness and comfort of staff. These are two
sides of one «coiny»: human interest and cost-effectiveness. For some people, the question may be what
corporate culture is possible in a company which is yet degrading. It may be premature! But after a
decline, there is a development under one brand or another. This is the nature of the activity of a
logistics company in the civilized world. Preparing future specialists in the transport and logistics
complex should be the stage of company development. Because degradation does not need to be
taught, it goes out. The primary purpose of this article is to analyze the areas of activity of the
enterprise, which have proved the influence of organizational culture.

Analysis of recent research and problem statement

Foreign researchers have widely considered the influence of the organizational culture on the
development and activities of the organization. After all, the high interest in the phenomenon of

corporate culture was caused precisely by the problem, which makes leading American
corporations so productive and successful.
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American researchers T. Peters and R. Waterman have identified several characteristics of
organizational culture that contribute to the success of organizations [1]:

— decisions are made even in the absence of information;

— central to corporate culture is consumer satisfaction;

— promotion of independence and initiative;

— the person is perceived as the most important value and asset of the organization;

— organization executives regularly visit the objects they manage and communicate directly with
their subordinates at their places of work;

— strict focus on core activities, diversification is not encouraged;

— the simplicity of organizational structure, a few management staff; a combination of flexibility
(at the expense of a minimum of control and management intervention) and firmness (at the cost of
shared values) in the organization.

V. Sate has created a model of the influence of organizational culture, in which he considers the
impact of culture on corporate life through six processes:

— decision making;

— control,

— communication;

— dedication to the organization;

— perception of the regulatory environment;

— justification of their behavior.

At the same time, V. Sate identifies two levels of organizational culture: surface (patterns of
organizational behavior) and subsurface (values) [2]. The first of three processes (decision making,
control, communication) relate to the surface level of corporate culture, and the next three to the
subsurface level. The effectiveness of the organization depends on how the processes above.

American sociologist T. Parsons has developed a generalized model of the relationship between
organizational culture and organizational performance - the AGIL model.

T. Parsons several a number of functions that any social system, including the organization, must
perform to survive and succeed:

— Adaptation;

— Achievement of goals (Goal achievement);

— Integration;

— Legitimacy.

To survive and be successful, an organization must be able to adapt to the environment, achieve its
goals, integrate its parts into a coherent whole, and be recognized by people and other organizations.

T. Parsons calls the values of the organization the most important means of fulfilling these
functions: for successful activities, the recognized beliefs and values in the organization must
contribute the adaptation, achievement of goals, unification and usefulness of people, and other
organizations [3].

The T. Parsons model was developed by R. Quinn and J. Rohrbach in their model, called
«Competing Values and Organizational Effectiveness» [4]. They viewed the impact of organizational
culture in three dimensions, which were called competing values:

1. Integration / Differentiation: the advantage of control (stability, order, predictability) or
flexibility (innovation, change).

2. Internal focus / External focus: preference for organizing an interest in internal issues (co-ordination
and employee satisfaction), or strengthening the organization's position in the external environment.

3. Funds / Tools — Outputs / Indicators: The degree of focus on processes and procedures (planning,
goal setting, etc.), and deliverables and performance (productivity, efficiency, etc.).

A Swiss researcher, D. Denison, has developed a model of organizational culture's impact on
organizational performance, based on a description of the interdependent influence on the
organizational performance of four factors of organizational culture: engagement, consistency,
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adaptability, and mission. In this model, an active organization is an organization capable of solving
the problems of internal integration and external adaptation.

At the present stage of research in the field of corporate culture, the following areas of research can
be identified.

Authors of publication [5] study the differences in perceptions of corporate or organizational
culture by different generations. The study was conducted based on European transport companies. It
has been established that after five years of working for the transport companies, loyalty and
teamwork go to the first level. This is due to the specifics of the transport industry. Based on the
results of the study, the authors state that there are no intergenerational problems in the corporate
culture among European transport companies.

OCTAPACE method was used in [6]. The technique uses eight indicators of Openness,
Confrontation, Trust, Authenticity, Proactive, Autonomy, Collaboration, and Experimentation. With
these indicators, you can determine the state of the organizational culture of the enterprise. This will
identify problems at the entry-level.

The article [7] analyzes the motivation of senior managers and blue-collar workers in small and
medium-sized transport enterprises. There is a large gap between the needs of these categories of
workers. The study was conducted on 30 indicators of motivation. The authors of the research could
not offer a single program of motivation. The authors also concluded that it is necessary to study the
state of motivation in enterprises constantly. Senior managers work with finance. Blue-collar workers
need a good team, a safe workplace, and a professional manager.

The interplay between organizational culture and knowledge sharing through socialization is also
important. There is a close correlation between socialization in the enterprise and the transfer and
accumulation of knowledge [8].

The study [9] analyzed the leadership style for employee motivation and satisfaction.

Canadian scientists [10] are looking at the relationship between stress and the organizational
culture of an enterprise.

Organizational culture is a factor that can result in the development of strategic thinking in
organizations [11]. The advantage of this study is that the authors do not examine each employee
individually, but the whole organizational level. The results showed that corporate managers should
pay attention to corporate culture to enhance and promote strategic thinking at corporate levels.
Because market culture has an impact on all aspects of strategic thinking, it is recommended that
managers encourage employees to be innovative and creative [11].

The paper [12] proposes two methods for improving the level of human capital management. The
first one is the increase of human capital through training, and the second consists of metrics for
assessing how effectively the enterprises use human capital.

As we can see, the issue of organizational culture is essential and relevant.

Basic research materials

Let’s establish the basic concepts and terms of this part of the study. Involvement is a condition in
which employees feel that their activities are closely linked to the goals of the organization, that they
are empowered, that teamwork is valued. Priority is given to the development of human capabilities.
Consistency is a high level of integration and coordination. Adaptability is a state in which an
organization responds flexibly to customer demands, takes risks, learns from its mistakes, and is
capable of change. The mission is a description of the goals and directions of strategic development of
the organization based on the formed on the organizations’ ideas of the future.

The impact of organizational culture on the activities of organization should be considered in one
direction, namely

1. on the processes occurring in the organization,
on the structure of the organization,
on the behavior of organizations,
on competitiveness,
on the overall performance of organizations.

arwn
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This approach will allow us to take into account and analyze the cumulative impact of
organizational culture on the enterprise, including all aspects of the activity and condition of the
organization, which will give a comprehensive understanding of it. Consider all five main directions.

a) The influence of organizational culture on internal regulatory processes.

The list of these processes is as follows:

1. communication;

2. decision-making, career, socialization;

3. production and labor processes.

1. The method of communication is the transmission of information and understanding using verbal
and non-verbal symbols. Communication activity is the activity of transferring data from the sender
(source) to the recipient. The influence of organizational culture on the communication process and
communication activities are presented in Fig. 1.
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Fig. 1. The influence of organizational culture on the communication process.
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2. The impact of corporate culture on decision-making, career, and socialization processes are
given in Fig. 2.

= Forms the priority of collective or individual decision making.

It eliminates uncertainty in decision-making: even when information is lacking, the
organizational culture answers the question of how to act in a given situation.

| | It gives an ethical assessment of the goals which are set when making a decision. alternatives
to the decision, means of achieving the goal.

Affects the chosen solution because it has to meet values, goals of the organization, etc.

| | Eliminates the problem of non-adopted individual decisions and his ethical beliefs, as ethics
officer must be in accordance with the organizational culture.

-making process

| | Shapes the attitude of the organization, if an employee is loyal to the company, it will seek to
taking a decision to comply interest of organization working to achieve its objectives

1S10n

| |[Forms internal organizational morality, work ethic, that is, answers questions that are possible
and what is unacceptable when making and implementing decisions.

The dec

Forms knowledge of the employee, that is, increases his / her competence in decision-making

Removes the need for direct and constant control, orders, because they are offset by the
overall organizational culture. This increases the possibility of independent decision making.

= Formulates employees' attitudes towards careers

Establishes criteria for promotion (decrease) in service

Forms attitudes towards social status, position, status symbols

| career
I I

Provides career opportunities for non-permanent or dying specialties through continuous
training, rotation

Accelerates socialization of individualization cultural adaptation

| Soclalization
[

Fig 2. The influence of organizational culture on the processes of career and socialization

In the general sense, socialization refers to the process of assimilation by the individual of the
system of knowledge, norms, and values that allow him to function as a full member of society [13].
Socialization is the norm of conformity and similarity. Socialization takes place in the process of entry
of an individual into the organization, the transformation of the individual from an outsider for the
organization in its part.

Thus, socialization is an activity undertaken by management to combine the goals of the
organization and the goals of the employees.

3. The influence of organizational culture on the production and labor process is given in Fig. 3.
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_ Attitude of workers to work, to the result of their work |

Culture of production (cleanliness of production
premises and equipment, adjustability of production
infrastructure (warehouse, instrumental, repair,
transport, etc. farms), air temperature, dustiness of
industrial premises, noise, etc. n.)

Manufacturing technology used: how advanced,
modern, economical, its complexity, etc .; used
machines and production equipment at the enterprise:
what is the composition of the equipment park,
modernity, the level of moral deterioration, what is the
structure of the equipment park, etc.

Production process

Production structure, the presence of cooperation
between workers in places and units, the level of
specialization, the degree of involvement of workers in
the entire production process, etc.

Process

si101ed1pu| 10edw| Aoy

Carrying out or lack of research and development as the
first stages of the research-production cycle

\ Work ethics and discipline \

Culture of the organization of work process (providing
special clothes, special food for workers, availability of
places of relaxation during the working day, musical
background, etc.)

Labor process

Qualification of employees at the enterprise

\ Level of automation and computerization of workplaces \

Fig 3. The influence of organizational culture on the production process and organization of
work processes

B) The relationship between the structure of the organization and corporate culture is given
in Fig. 4.

\ Characterist of organizatioal structure \

[Type of structure| [ Hierarchy | [ Centralization | [ Formalization |
‘ Value ‘
Functional: Minimal: Centralized High value:
Bureaucratic, Innovative, management: Bureaucratic,
Introverted, individualistic, Bureaucratic, introverted,
Collective introverted / collectivist collectivistic
extroverted
Matrix: Maximum: Decentralized Low value:
Innovative, Bureaucratic, management: Innovative,
Individualistic, collectivist, Innovative, individualistic,
Introverted / introverted / individualistic. introverted /
Extroverted extroverted extroverted

Fig 4. The relationship between organizational structure and organizational culture
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¢) Organizational culture is the basis for organizational behavior. That is, the culture of the
organization is manifested in its behavior. The influence of corporate culture on organizational
action is presented in Fig. 5.
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Fig. 5. The influence of organizational culture on organizational behavior

d) The influence of organizational culture on the competitiveness of the organization is manifested
in the formation of a positive reputation and attractive image of the company and the manufactured
product (product or service) among consumers, business partners, and the public. Organizational
culture, focused on innovation, enhancing the labor potential of employees, forms of the intellectual
property of the organization, which increases the competitiveness of the company due to the presence
of unique developments, technologies, products [14, 15].

e) The influence of organizational culture on the overall performance of the organization consists
of the totality of the areas of influence discussed above. In general, processes, structures, behavior, the
level of competitiveness of the organization, and shape the overall effectiveness of its activities.
Therefore, it can be said that organizational culture, in one way or another influences all performance
characteristics.

The influence of organizational culture on the activities of the organization is manifested in the
achievement of the primary purpose of corporate culture - ensuring self-organization of socio-
economic system with the help of staff, increasing the labor potential of the organization, which is a
part of the overall economic potential of the enterprise.
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Achievement of primary objective (purpose) of organizational culture — the increase of possible
labor results in growth of jurisdiction of personnel. In an eventual outcome, extension of authority is
meant by the growth of income, the profitability of the organization. It is related to the fact that as
more competent workers can work on sound equipment, after anymore by an ideal method, they can
generate ideas creatively to go near work. All of it will positively affect the quality of products, will
allow organizations to develop their own unique technologies, products, the same promoting
profitability.

The influence of organizational culture on the economic efficiency of activity of the organization is
represented in the financial results of the activity of an organization, especially in the growth of the
market value of a firm.

The generalized chart of influence of organizational culture on the activity of organizations results
in Fig.6.

| Organizational culture |

Siriictaié ~ Conduct . . General effectiveness
Processes Type Individual of Competitiveness ficaua
Lom_mumcu_npn Hicritchy organization Reputation Profitability
Making decision ¥ Fa Motivation Image Sales t
Socializations Centralization Soci sychological Quality of products S o
Socializations Forialization ocio-psychologica anty.ovprocucts Market value of company
climate Lew.:l of customers Goodwill
Group conduct Selvice Cost of human capital
Amount of users
Level of quality of products
Cost price
Feedback External Environment

Fig. 6. General chart of influence of organizational culture on the activity of the organization

An external environment influences both on organizational culture and on organization. Feedback,
which is very needed for a high-quality change, carried out precisely through organizational culture.
As a result of feedback there is an adaptation of corporate culture to the external environment, which
changed, which draws change in the different aspects of the activity of enterprises.

Results and conclusions

1. Of communication processes occupy a considerable place in the activity of propulsion JSC
«Ukrainian Railways» Difficulties that arise up as a result of their realization negatively influence on
the development of the company. An organizational culture allows minimizing the origin of such
complications.

2. Applying principles of organizational culture, the management of railway enterprises is formed
workers, encouraged, and explained on the increase of personal potential. The total growth of
individual possibilities brings to growth of potential labor enterprises over the whole.

3. The increase of labor potential positively affects the results of the economic activity of the
enterprise. In the conditions of the deep and protracted crisis of propulsion JSC «Ukrainian Railways»
an organizational culture can promote the competitiveness of the company.
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0esimenbHOCMb  NPEONPUSIMULL  JHCENLe3HO00POIICHOZO0 MPAHCNOpmMA. Bausnue opeanu3ayuonHol
KYIbMYpbl HA  OeAmelbHOCHb Op2aHUu3ayuy  Nposeisaemcs 6 o00ecnedeHul Ccamoopeanu3ayuul
COUUATLHO-DIKOHOMUYECKOU CUCHEMbI C NOMOWbIO NOBbLIUUEHUU MPYO08020 HOMEHYUANA OPLAHUIAUUL,
KOMOpYblll AGNAEMCS COCMABNAIOWEN 001e20 IKOHOMUYECK020 NOMEHYUand npeonpusimus. Aemopamu
npeonodiceHa 0000WeHHas cxemd GNUAHUSA OP2AHU3AYUOHHOU KYIbMYpsbl HA 0eameibHOCHb
opeanuzayuil.

Knwuesnie cnosa: opeanusayuonnas Kyavmypa, opeanuzayuonroe nogeoenue, I1AO « Yxpaincoka
3ANIZHUYAY, MOMUBAYUSL, COYUANUIAYUS, BOBTIEUEHHOCHIb

Camcouxkin B.M, 0.m.n., npogpecop

(npochecop Kaghedpu mexnon02ili mpancnopmy ma YHRPAGIiHHA HPOUECAMU NeEpPese3eHb
/Jlepotcasnozo ynieepcumemy ingppacmpykmypu ma mexHonoziii)

TI'opeuskuii O.A., K.i.H., Oouenm

(Oouyenm Kagedpu mexnoN02il mMpPAHCNOPMY mMa YNPAeiliHHA Rpoyecamu nepese3eHs
Jeprcasnozo ynieepcumemy ingppacmpykmypu ma mexHo102iii)

1llepouna P.C., k.m.n., 0oyenm

(Ooyenm Kagedpu mexHoNOCI MPAHCNOPMY mMA YNPAeIiHHA Rpoyecamu nepeee3eHs
Jepxcasnozo ynieepcumemy ingppacmpykmypu ma mexHoi02iii)

AHAJII3 HAIIPSIMKIB BILIMBY OPTAHI3AIIMHOIL KYJIbTYPH HA JISJIBHICTH
HIANMPUEMCTB TPAHCIIOPTY

Honpu 3naunuii nomenyian komnanisis AT « Ykpainceka 3aniznuysay 3anumiacmscsi HeNO8OPOMKOIO |
manoepexmusHow. Ane 600HOUAC BOHA € OOHIEN 3 HAUOLTLUUX OEPIHCABHUX KOMNAHIL MA OOHUM i3
HAUGANCIUGIUUX CIMpame2TuHUX akmusig y Kpaini. He 0odae ineecmuyitinoi npusabausocmi AT V3 i
KaneuodoCKon 3MiHU KepigHuymea ma Ha2ia008ux pad. B pezyiemami imioc komnauii naoae.

B maxux ymoeax cumyayis eumacae eghexmugHo uKopucmosysamu mpyoosull NOMeHYia.
Aemopu cmammi po3eisdames GNIUE OP2AHI3aYIUHOI Kylbmypu HA OULIbHICMb NIONPUEMCME
3ANIZHUYHO20 MPaHcnopmy. Bushauenus yvboeo enaugy posenadaemvcs SK CYKYRHICMb 6NIUSY HA
KOJICEeH HaAnpsamoK scumms i disabHocmi nionpuemcmea. Hazonoweno, wo opeauizayitina Kyaismypa
NO3UMUBHO BNIUBAE HA NpOYeC KOMYHIKayii 6 KOMNAHii, a MaKoxiC HA SUPOOHUYUL | MPYOOosul
npoyecu. Taxodxx KopnopamugHa Kyismypa onmumizye npoyec nputiHAmms piuleis.

Poszenauymo ennuse opeanizayiiinoi Kyiemypu Ha opeauizayitiHy noeedinky. Haeonoweno na
nidguWeHHsT Momueayii ma NOKPAWEHHS COYIANbHO-NCUXONI02IYHO20 —KIIMamy ni0  Nniueom
Op2aHi3ayitiHoi Ky1bmypu.
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Hazonowyemnocs, wo énnus opeanizayitinoi Kyriemypu 0038015€ 30inbuumu mpyoosutl nomenyian
nionpuemcme 3anizHuuHo20 mpaucnopmy. Lle, 6 ceow uepzy, 0036014€ NOKpAWUMU EKOHOMIUHI
pe3yromamu OianvHocmi ITAT V3.

Bnaue opeanizayitinoi kynemypu Ha OisiIbHICMb 0p2aHi3ayil NPOSAGIAEMbCS 8 OOCACHEHHI 201068HOT
yini opeaHizayilinoi Kyiemypu — 3abe3nedenti camoopeanizayii coyiaibHO-eKOHOMIUHOI cucmemu 3a
00NOMO2010 NepCoHANy, RNIOBUWEHHI MPYO008020 NOMEHYIANYy oOp2aHizayii, AKUull € CKIA00800
3a2a1bHO20 eKOHOMIYHO20 NOMEHYIANY NIONPUEMCINEA.

Aemopamu 3anponoHosana y3aeaibHeHa cxema 6NIUGY OpeaHi3ayitinoi Kyavmypu Ha OisibHicmb
opeaHizayiil.

Knrouoei cnosa: opeanizayitina xynemypa, opeanizayitina nosedinka, IIAT «Yxpainceka
3aNI3HUYAY, MOMUBAYIS, COYIANIZAYIA, 3ATYYEHICTIb.
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