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COMPETITIVENESS OF AN ENTERPRISE
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Abstract

Energy Sources Department,
Vinnytsia National Agrarian University
Vinnytsia, Ukraine

The article reveals the essence of the concept "organizational culture™ and substantiates the importance of this

factor in the development of competitiveness of the enterprise. Since as a result of underestimation of the value of
organizational culture sometimes at the enterprise spontaneously may be formed not the most favorable atmos-
phere for business from the accompanying phenomena: indifferent and irresponsible attitude to business, high
conflict and, as a consequence, a decrease in productivity, which leads to a decrease in economic efficiency of the

enterprise.

Keywords: organizational culture, company competitiveness, personnel, control mechanism.

At the turn of the XX and XXI centuries, managers
of developed countries note a new trend: the most im-
portant source of competitive advantages of firms and
corporations, flourishing, become not so much finan-
cial and logistical factors, as the development and pe-
culiarities of organizational culture, which are carried
by the staff and the head of the enterprise. At the same
time, the organizational culture of heads of enterprises
began to be considered as an indicator of formation of
progressive values and aspirations, norms and models
of behavior, which are supported by subordinates and
are effectively implemented in practice.

Processes of market transformations in Ukraine
not only have caused a number of transformations in
economy and management of the enterprises, but also
have put heads of the enterprises before a choice: to ad-
here to old and inefficient forms of organizational cul-
ture, to border with extensive development, or to form
more progressive organizational culture, demands acti-
vation of labour and creative efforts, development of
competences, assimilation of new knowledge and
skills, development and introduction of innovations.

Many enterprise managers do not yet realize the
crucial importance of such a choice, underestimating
the importance of organizational culture. As a conse-
guence, there is a contradiction between the existing
position of the organizational culture of enterprise man-
agers and the requirements of the market environment,
the needs of adaptation to market changes, accelerated
economic and innovative development.

Shortcomings in the formation and development
of organizational culture of managers have a negative
impact on their organizational behavior, staff motiva-
tion, labor efficiency, the state of social and labor rela-
tions, which, in turn, prevents the effective operation of
enterprises and the content of their competitive posi-
tions in the market. There was an urgent necessity in
search of ways of formation and development of organ-
izational culture of heads of the enterprises, adequate to
new conditions of management in Ukraine [2].

As a concept, concentrates the most important
postulates and treasures of management science, the
theory of organizational culture has established itself as
an important component of the modern management
paradigm.

All components of the modern management para-
digm are united by a common idea: ensuring the sur-
vival of the organization in the long term through the
effective use of human resources, the formation and im-
provement of knowledge, stimulating creativity and in-
novation, and the degree of aspiration of staff to obtain
new knowledge, the nature of behavior in non-standard
situations, attitudes to work and consumers are largely
determined by the parameters of organizational culture.
Therefore, the successful implementation of the five
basic concepts of modern management (knowledge and
intellectual potential management, strategic manage-
ment, quality management, strategic marketing and so-
cial responsibility of business) without substantial fill-
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ing of the main provisions of the theory of organiza-
tional culture would have lost an important part of its
economic essence.

The practice of large global companies confirms
that organizational culture directly affects the effi-
ciency of work, affecting both individuals and the ac-
tivities of the company as a whole. The organizational
culture is a powerful factor that determines the con-
creteness of an organization by disclosing the personal
potential of employees.

In recent decades, management practitioners and
theorists have been increasingly interested in the phe-
nomenon of organizational culture. And it is not acci-
dental - after all, organizational culture is an integral
part of any organization, it is called to provide effi-
ciency of its activity. Without a clear understanding of
what is the essence of the concept, it is impossible to
manage it productively.

The notion of organizational culture originates in
the theory of management. No unified interpretation of
the term "organizational culture” has yet been devel-
oped; the differences are based on the understanding of
culture (in a narrow or broad sense).

E.Shein writes about "a set of basic beliefs -
formed independently, learned or developed by a cer-
tain group as it learns to solve the problems of adapta-
tion to the external environment and internal integra-
tion, proved to be effective enough to be considered
valuable” [7].

F. Kotler notes that it is difficult to formulate this
concept clearly, because sometimes it is understood as
"the exchange of experience, the orders characterizing
the organization™.

V.R. Vesnin understands organizational culture as
a set of collective values that are shared by all team
members, symbols, beliefs, and behavioral patterns of
the organization members. In his opinion, organiza-
tional culture is manifested in the manner of their inter-
action with external attributes.

E. Dzhaus viewed the enterprise culture as a way
of thinking and a way of action, which has become a
habit and a tradition, to a greater or lesser extent shared
by all employees of the enterprise and which must be
assimilated or at least partially accepted by newcomers
in order for new team members to become "their" [10].

Stephan Robbins, author of a series of books on
the theory of organizations and general management,
believes that "corporate culture is a social glue that
helps to maintain the integrity of an organization by
creating acceptable standards of thinking and behavior.

Along with the term "organizational culture", the
term "corporate culture" is used in scientific environ-
ment. Although most of the works on both organiza-
tional culture and corporate culture are similar in con-
tent, individual scientists share these concepts.

Thus, A. Maksimenko believes that the size of the
organization shares them. He suggests the number of
thousands of employees as a "threshold" and argues
that a large organization lacks an internal informal
structure and dating at the status level.

I.Groshev and Y.Semenov say that the concept of
organizational and corporate culture are far from iden-

tical. 1.Groshev believes that the concept of "organiza-
tional culture" can be applied to a local industry organ-
ization, and "corporate” - to a diversified international
corporation.

Y.G.Semenov says that corporate culture is an or-
ganic part of organizational culture and reflects the spe-
cific character of the corporation as a group phenome-
non [3].

According to the majority of researchers, there are
two conditional concepts of organizational culture,
which represent the methods of its study:

1. Rational and pragmatic, which considers organ-
izational culture as an attribute of the organization (a
changing element).

2. Phenomenological, in which the organisational
culture is treated as the very essence of an organisation
(not as a property, but as what it (organisation) actually
is).

Representatives of the rational and pragmatic ap-
proach consider the organizational culture as an attrib-
ute of the organization, understanding it as different:
values and norms, unique characteristics as a part of the
organizational potential. Proponents of this approach
believed that the organizational culture can be directly
managed and the role of the leader (leader) is huge.
However, the disadvantage of this approach is that there
may be leaders who do not have a high culture.

"The most successful companies have become so
because of a unique set of cultural characteristics that
distinguish them from others," says Tom Peters and
Robert Waterman in "The quest for excellence. Lessons
from America's Most Successful Companies "(1982).
They see organizational culture as one of the seven in-
terlinked factors that make up the "smart way to create
an organization" [10]. Later on, the idea of distinguish-
ing a leading organization from a simple one, by means
of possession of "a clearly visible culture, such that it is
clearly recognized by its employees”, is supported by
other American scientists Kim S. Cameron and Robert
E. Quinn in their work "Diagnostics and Measurements
of Organizational Culture".

Scientists note that in some cases, the organiza-
tional culture is laid down by the founder of the firm,
sometimes formed gradually, as the organization ac-
cepts the challenges of the environment and overcome
obstacles that affect the organization from outside.

The culture of some organizations is consistently
developed by management teams, which aim to system-
atically improve the performance of their company.
Scientists believe that culture manifests itself in what is
valuable to the organization. In leadership style, lan-
guage and symbols, procedures and everyday norms,
and how success is defined. In other words, in every-
thing that reflects the uniqueness of an organization's
character. [8].

The phenomenon of organizational culture was
studied in the 1970s using the theory of social construc-
tion of P. Berger and T. Lukman's reality, according to
which the procedural dimension of society is a histori-
cal process of its evolution, in which the mechanisms
of institutionalization are fixed. The method of applica-
tion of these mechanisms makes it possible to establish
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socio-cultural specificity of each concrete society (in-
cluding organization) [4].

Stefan Robbins, notes that it is corporate culture
that "defines the image of the organization, that is, it
forms features that allow to distinguish one company
from another; influences the process of formation and
dissemination of corporate identity; contributes to rais-
ing awareness, ie increase in the number of obligations
voluntarily assumed by employees in relation to the or-
ganization, the establishment of a system of priorities
in which the personal benefit is not leading positions;
and finally, contains mechinisms of control, which de-
termine the nature and style of behavior with the com-
pany.

Based on these provisions, proponents of the phe-
nomenological approach consider direct management
of organizational culture impossible. Thus, O.Rodin
believes that culture cannot be arbitrarily manipulated
by the leadership, namely, it determines the style and
character of leadership. Transformation of organiza-
tional culture is a long process, the influence on which
is always mediated and requires from the management
of the organization a sufficiently deep reflection on the
peculiarities of its organization [5].

So, organizational culture can be considered from
two points of view: as a product of the organization's
functioning, and as the basis for its formation.

It is undeniable that organizational culture is a
complex and flexible concept. It is distinguished by the
complexity and interdependence of elements, by the
relative value of forecasts. Its role in the general strat-
egy of personnel development and the organization as
a whole is steadily growing. However, there are very
few organizations that have special services engaged in
forming and implementing corporate values. Other or-
ganizations have a wide field of corporate values for-
mation, so the management of Ukrainian enterprises
still need to realize the importance of corporate culture,
which is increasingly called the intangible basis for the
development and success of any organization. When re-
searching the concept of organizational culture, it
should be borne in mind that most often by this concept
is understood the culture of organizations as some ob-
jects, systems.

However, having investigated organizational cul-
ture not only from the point of view of personnel man-
agement, organizational behavior, etc., but also from
the point of view of organization theory, it becomes
clear that the essence of organizational culture is the
culture of organization of social and economic system.
The organizational culture is present in all spheres of
human activity in the organization, and its functions
should be realized in all functional blocks of the enter-
prise management system, including personnel man-
agement. Organizational culture, influencing each
functional block of the management system, reflects the
ideology of organization management. The organiza-
tional culture creates the foundation of the management
process - its ideology.

Management of the organization is carried out by
people, with both the subject and the object of manage-
ment being the personnel. It is also important that the

culture is a purely human category, and the organiza-
tional culture is formed in the consciousness of the per-
son - the enterprise personnel as its bearer and distribu-
tor. Therefore, the impact of organizational culture is
directly directed to the worker, and through him already
on the production process, product quality, etc. Person-
nel with high development potential compared to
equipment, technology, etc., which cannot be con-
stantly updated.

In the current conditions of rapid scientific and
technical progress, limited external resources, the op-
portunity for the enterprise to develop, using the inter-
nal potential, is one of the most important factors of
successful competition. As V.V. Usacheva "... the im-
portance of purposeful introduction of modern methods
of work with the personnel at the Ukrainian enterprises,
which allow to provide a higher level of coordination
of interaction of employees of enterprises ..." is grow-
ing, and also that "organizational culture and system of
work with personnel act for each other as factors of in-
ternal influence, as, on the one hand, changes of organ-
izational culture cause necessity of corresponding
change of work with personnel, on the other hand, di-
rections of work with personnel, developing organiza-
tional culture, in their turn, receive it as a basis of its
further perfection"[11].

Thus, the growth of labor productivity is achieved,
firstly, by better material support of production, and
secondly, by increasing the interest of personnel in bet-
ter performance of their work, social cohesion. The
most significant factors of efficiency, first of all, in-
clude the level of profit, quality of products and ser-
vices, but practitioners believe that the structure of in-
tangible assets increasingly pays attention to organiza-
tional culture, because "in the culture there is a great
competitive force" [9].

Thus, organizational culture can be considered as
a holistic and effective tool of personnel management
only in the conditions of the existing structure of dom-
inant values and the presence of a certain hierarchy of
values of the labor collective, and will constitute the es-
sence of the culture of the organization.

From the point of view of many researchers, "the
process of formation of organizational culture directly
depends on the identity of the process of creation of the
group itself, since the essence of the group, its mem-
bers' way of thinking, views, feelings and values are the
result of collective experience and collective learning,
which is expressed in the system of perceptions ac-
cepted by the group, and is the culture of the group.
Consequently, the structure of the problems that any or-
ganization and its staff face in the production process.
It is necessary to understand how leadership or leader
perceptions are manifested in the vision of the situation
that the group has adopted as its own. E.P. Pomer-
antseva in her work "Model of Personnel Management"
has defined the mechanisms of introduction by leaders
of cultural bases in a situation when the organizational
model of culture requires changes.

The mechanisms of introduction of cultural bases
are provided as effective means by which managers
(leaders) introduce their own ideas about the organiza-
tional culture. Secondary mechanisms can be effective
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means in forming organizational culture if the manager
(owner) is able to use them in a certain way. These
mechanisms for implementing culture create a so-
called corporate climate for the organization. At the
first stage of the organization's development, this cli-
mate is determined by the manager (leader); at the next
stages of the organization's existence, the climate is a
reflection and manifestation of common cultural ideas,
namely, the organizational culture, the quality of which
is formed by the personnel. The effectiveness of organ-
izational culture is its strategic direction and, conse-
quently, its ability to develop (adaptability level) can be
determined based on the extent to which its main goal
has been achieved.

The main objective of the culture is to ensure the
self-organisation of the socio-economic system through
the staff. The level of organizational culture develop-
ment can be determined by qualitative indicators: avail-
ability of a special group (service, HR manager, cul-
tural managers), developed system of encouragement
and stimulation of employees, suitable for forming and
developing corporate culture, etc. D. Leaders almost al-
ways play a leading role in the formation of organiza-
tional culture. As for the positive impact on an individ-
ual worker, organizational culture can be manifested in
the formation of values of professional activity, self-de-
velopment, self-actualization, self-learning, which are
signs of competitiveness of the company's personnel.

The main purpose of organizational culture is to
ensure the self-organization of the socio-economic sys-
tem with the help of the personnel. Achievement of the
main goal of organizational culture is possible due to
the increase of the level of development of labor poten-
tial of the organization. The labor potential includes the
following components: health, morality and teamwork
skills, creative potential, activity, organization, educa-
tion, professionalism, working time resources and pro-
fessional culture.

Professional culture is a function of an employee's
competence and work ethics, principles, values, etc.
The peculiarities of the personnel as a carrier of culture
have been established, which are the basis of their cul-
ture and the necessity of constant adaptation of their be-
havior to the changes in the conditions of enterprise
functioning. The methods of adaptation of the enter-
prise culture are consonant with the methods of culture
support. This is a change of attention on the part of the
personnel management manager, namely: ... change of
style of conflict or crisis management; redesign of roles
and change of focus in training programs; change of in-
centive criteria; change of accents in personnel policy;
change of organizational symbolism and ritualism"
[12]. That is why it is so important to know the main
factors influencing the culture of an enterprise as well
as the direction of their influence.

Among the factors of internal environment influ-
encing the organizational culture the following can be
singled out: personality of the founder of the organiza-
tion; time period of existence of the organization on the
market (stage of life cycle); size of the organization;
sphere of activity of the organization; level of education
and qualification of workers; available resources; tech-
nology.

The influence of the founder's personality on the
organizational culture is manifested in the fact that his
or her basic beliefs, worldview, ideals will be transmit-
ted to his or her employees and the entire organization,
and subsequently will be transmitted through genera-
tions of workers.

The impact of the level of education and qualifica-
tion of employees on the organizational culture is man-
ifested in the values that employees will be able to per-
ceive, as far as possible show creativity and initiative
on their part, which and in what quantity are necessary
measures for training, rotation, further training of em-
ployees, etc. If the staff does not understand, share (not
accept) the organizational culture created by manage-
ment, it will remain only as a declaration, and the actual
culture will be very different.

The organizational culture is formed in the process
of communication and joint problem solving to achieve
a common goal. As a result of these processes own val-
ues, criteria of achievement of the general purposes,
rules and norms of behaviour, forms of interaction with
external environment are made.

Hence, a necessary condition of formation and de-
velopment of organizational culture is joint activity of
people and presence of the common purpose. The sys-
tem of management of the formation and development
of organizational culture is a relationship between the
managing part (i.e. the subject) and the managing part
(i.e. the object).

It is important to note that many functions of the
organisational culture are closely related to the func-
tions of the personnel management system. Therefore,
the process of formation and development of the organ-
izational culture is in interrelation and interdependence
with HR management processes, and for effective im-
plementation of the organizational culture functions it
is necessary to support the HR management system.

In order for the process of formation and develop-
ment of the organizational culture to be successfully
implemented, for the purpose of effective management
of this process it is necessary to determine the compo-
sition of elements that are part of the management sys-
tem of formation and development of the organiza-
tional culture, and therefore the development of person-
nel. Most often, the system of management of the
process of formation and development of organiza-
tional culture is part of the HR department and reports,
respectively, to the Director of Human Resources Man-
agement. This is due to the specific functions and tasks
of the organizational culture related to the functions of
the HR management system, and their successful im-
plementation requires close cooperation between the
two units. When creating an organizational culture
management unit, it is necessary to bear in mind that in
modern organizations, more attention should be paid to
HR management, training and development.

Let us consider the model of values accepted in the
organization. (Fig.1).

The model is based on organizational values ac-
cepted unconditionally by all team members. The set of
values and philosophy adopted in the organization in-
fluences the formation of six basic elements that most
fully characterize the organizational culture.
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Muission, strategy, goals. The mission of an organ-
ization determines its main purpose in society, the
meaning of its functioning, its worldview and specific-
ity, strategy, goals. Defining the culture of work and

behavior, the mission reflects the value foundation of
the company.

Mission, strat-
egy, goals

Leadership and
Leadership Style

The culture of
work

Culture of qual-
ity

Symbolism

Fig. 1. The model of organizational culture through its values

Style of management and leadership. Culture is
usually created by the company's top management,
which is formed by cultural values, norms, climate nec-
essary for the mission implementation.

The culture of work. The culture of work is com-
posed of both internal factors (the level of the em-
ployee, his or her attitude to work, the degree of respon-
sibility and old age) and external factors, which form
the organization by providing working conditions and
means.

Symbolism. It is an external manifestation of or-
ganizational culture: mottos, slogans, logos, brands, rit-
uals, traditions, legends.

Organisational ethics. Includes norms, standards,
regulations, codes, etiquette adopted in the organiza-
tion, and the organizational climate.

Culture of quality. The culture of quality is based
on a common quality management framework that in-
cludes activation of the human resource, improved
quality of working life, reduced costs and increased
productivity of the organisation.

Elements of organizational culture constantly in-
teract, being exposed to factors both external and inter-
nal environment of the company [5].

The process of formation of organizational culture
begins with the manager's awareness of his own per-
sonal values and norms, motives of labor activity, as
well as the peculiarities of organizational culture of the
organization, its adequacy, strengths and weaknesses,
the possibilities of its transformation [1].

At definition of the basic purposes of formation of
organizational culture at the enterprise of administra-
tion it is necessary to realize that it, first of all, helps
workers to act reasonably, creates conditions for their
effective association in the form of integral system, at
the expense of effect of synergy helps to reach desirable
results.

The main task of the manager is the development
and implementation of the enterprise development pro-
gram, based on the solution of specific problems of his
team, among which is dominated by ensuring a high ad-
aptation of the enterprise to changing market condi-
tions. An undoubted condition of managers' activity is
the ability to manage the enterprise in conditions of risk
and uncertainty.

When developing the program of management ac-
tivity of a manager, an algorithm has been defined,
which, in turn, is a tool for the development of profes-
sional culture: to identify a set of activities, determine
the structure of activities, content of activities, deter-
mine the scope of responsibility, authority to achieve
results, to formulate requirements for managers, evalu-
ation criteria and identify the need to develop profes-
sional and personal qualities.

It is important to define the components of organ-
izational culture and justify the level of organizational
culture, which includes: corporate values and princi-
ples, company philosophy, game rules, group standards
and norms, behavioral stereotypes, type of thinking,
moral and psychological climate, practical experience.

To improve the level of organizational culture at
the enterprise it is recommended to: support creative
approach and implementation of new management
methods, development of documents and programs reg-
ulating formal and informal relations and communica-
tions of the personnel, assistance in strengthening the
moral and psychological climate of the team, codifica-
tion of knowledge, skills of personnel, will contribute
to the accumulation of experience for future genera-
tions.

It is recommended to use business success, market
share, profitability, sales growth, product quality and
the degree of personnel satisfaction as criteria for eval-
uation of the organizational culture efficiency.
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One of the main components of the organizational
culture is the level of management work organization.

In practical researches objective criteria of evalu-
ation of the manager's activity are used insufficiently
because researchers apply a descriptive approach, in-
stead of studying human subjective practice. As a re-
sult, a schematic, stereotypical, observational approach
dominates and does not allow for a comprehensive
evaluation of managers' activities. Any knowledge and
skills find themselves in real actions.

A healthy working atmosphere contributes to the
fruitful work of the group. In accordance with. An un-
healthy atmosphere - to its reduction. If the manager
behaves according to the well-known saying "the boss
is always right", i.e. makes inflated and unreasonable
demands, criticizes the employees in public and incor-
rectly, often torments and rarely encourages, does not
appreciate their contribution to the joint activity, threat-
ens, tries to intimidate by dismissal, deprivation of bo-
nus, etc.

Lack of mutual respect and trust leads to the fact
that workers are forced to take defensive positions, to
protect themselves from each other, the frequency of
contacts decreases, communication barriers, conflicts
arise, there is a desire to leave the organization and, as
a consequence, there is a decrease in productivity and
quality of work [6].

Among economic managers there are certain ste-
reotypes of behavior that hinder their effective activity.
Neglect of knowledge of methodology hinders strategic
vision of expected actions and conditions that promote
or hinder them (“elitism" associated with the feeling of
inviolability, inability to contain emotions; making de-
cisions based on temporary moods; rejection of criti-
cism). The aspiration to rational actions, the desire to
give each employee his or her own algorithm of actions
and to "clearly" control its performance do not produce
any effect, since economic practice and the life of soci-
ety are characterized by variability and require a certain
freedom of action of subordinates, especially those who
want to become an associate of the manager.

Taking this into account, many economic manag-
ers strive to be "aware" of everything, even taking pride
in the fact that nothing can be done without them. New
working conditions require other innovative ap-
proaches to the formation of working culture. Of
course, the leader's activity is hindered by objective and
subjective limitations: lack of own ideas and creative
approach, blurred personal values, lack of organiza-
tional flair, low ability to form a team, stopped self-de-
velopment, low level of work culture, inability to influ-
ence people.

Reasonably, inherent values (cultural, organiza-
tional, labor, moral), as well as their lack (underdevel-
opment, destruction) together with appropriate methods
of their approval in their totality always form an organ-
izational culture, which gives a certain positive or neg-
ative impulse to the development of the enterprise, a di-
rect impact on the implementation of its mission, the
effectiveness of activity, the further prospects of devel-

opment. Proceeding from this, it is proposed to distin-
guish positive and negative organizational culture of
the manager depending on the specific content of such
culture (a certain set of values, norms of behavior) and
consequences of influence on the activity of the person-
nel and the enterprise. The attention is focused on the
fact that the degree of progressiveness (positive) of the
manager's organizational culture will always be relative
depending on the stage of enterprise development, his-
torical conditions of society development, existence of
this or that economic system [2].

The general task of managers of all ranks and lev-
els is to achieve the goals of joint activity, increasing
intellectual achievements through collective efforts.
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