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3ziono naxazy Minicmepcmea oceimu i nayku Yxpainu 6io 24.09.2020 p.
No 1188 srcypnany npuceoeno kamezopiro ""'b'" i3 zanyseit nayku:
oepoicagne ynpaenintsa, npaeo ma eKOHOMIKa

KATETOPISI 3ziono naxasy Minicmepcmea océimu i nayku Ykpainu 610 27.09.2021
Ne 1017 scypuany npuceocno kamezopito "'B'"' i3 ncuxonozii

Pexomenoosarno 0o opyxy Ilpeszudicio epomadcovroi Haykoeoi opeanizayii « Bceykpaincoka
Acambness 0okmopie Hayk 3 0epaicasnozo ynpasiinusy (Piwenns 6io 26.09.2023, Ne 6/9-23)

CB1IOITBO MPO AEPiKaBHY PEECTPAIIiI0 IPYKOBAHOTO 3ac00y MacoBoi iHpopmartii
Cepist KB Ne 24436-14376P Bix 09.06.2020 p.

KypHan Bunaetbes 3a minrpumku MixkHapomHOTO eKoHOMIgHOTO iHCTHTYTY (Ecenine, Yexis) Ta KHIT
"Kniniuna nikapas Nol5 IMoginscekoro paiiony m.Kuesa"

JKypHan sacnoeanuti 3 MEemoio po3eUmKy Simyu3HAH020 HAYKOBO20 NOMEHYIANY ma peanizayii Kpaujux
mpaouyil Hayku 6 Ykpaini ma 3a kopoonom. JKypran euceimiioe icmopiio, meopito, Mexanizmu opmyeanHs ma
@YHKYIOHY8AHHS, A, MAKOJIC, IHHOBAYIUHI NUMAHHS PO36UMKY 0ePICABHO20 YNPABILIHHI, NPABA, eKOHOMIKU,
ncuxonoeii, nedazoeiku ma meOuyuru. BudanHs po3apaxosano Ha 00CIIOHUKIE, BUKIAOAYIE ULYUX HABYUATILHUX

i 3axnadis, acnipanmis, mazicmpis, axieyie-npaKmuxis.
INDEX @COPERNICUS R‘ Resonag Goc ‘gle Hayxkose suoanms exiroueno 00 MisxcHapooHoi
P e e g nayxomempuunoi 6asu Index Copernicus (IC), misicnapoonoi
noutyxosoi cucmemu Google Scholar ma 0o miscnapoonoi naykomempuunoi 6azu danux Research Bible.

T'onoenuit peoakmop:
KaHAWIAT HayK 3 AE€P>KaBHOTO YNPAaBIiHHA, OOLEHT, AupeKkTop BumaBHudoi rpynu
«HaykoBi mepcriektuBm», qupekTop BceeykpaiHcbkoi acamOiei ZOKTOpIB Hayk 3
Kykopa Ipuna nepkaBHOro ymnpasiinHs, Jlaypear mpemii [Ipesunenta Ykpainu s Monoaux
BiraxiiBHa BUeHHUX, Jlaypeat npemii BepxoBuoi Panu Ykpainum monoaum yuenuM, Jlaypeat
mpemii iMeHi IBana @®panka y rtaimy3i iHopmMmariiiHol misuTbHOCTI, Jlaypear
Bceykpaincbkoi npemii «IHHOBatist B ocBitTi — 2018», M. Kuis, Ykpaina

3acmynnuxu I'onosnozo peoakmopa:

Anuyxk Aprem OJieKCaHAPOBHY — JIOKTOp IOPHIMYHUX Hayk, mpodecop, 3aciiykeHUui opuct
VYkpainu, 3acTynHuK kepiBHUKa Amapara BepxoHoi Panu Ykpainu (Kuis, Ykpaina);
Henomusimmiit  Onexcanap MuxaidioBHd — JOKTOP HAyK 3 JCp)KaBHOIO YIPABIIHHS, KaHIWIAT

eKOHOMIYHHX HayK, npodecop, JiiicHuii unen Akazgemii OyaiBHUITBa YKpainu, nmpodecop kadeapu apxiTekTypu i
MIPOCTOPOBOTO TUTaHyBaHHA HarioHanmpHOTO aBiariiiHoro yHiBepcutery (KuiB, Ykpaina). 3acimyxeHuil OyniBenbHUK
VYxpainn, [lodecHuii paniBHUK OY/IIBHHIITBA Ta apXITEKTYPH, Aep:KaBHUI ciryx0oBels 3 panry (Kuis, Ykpaina);

Janiii Onexcanap IBaHOBHY — JIOKTOp €KOHOMIYHUX HaykK, mpodecop, 3aciyKeHuil mpauiBHUK
ocBiTH YKpaiHu, 3aBilyBau Kadenpu ¢iHaHCiB, OAHKIBCHKOI Ta CTpaxoBoi crpaBu MixperioHaibHOI akajgemii
ympasiiHasg nepcoHanoM (Kuis, Ykpaina) ;

Ilomurkina Jlo0oe BiraniiBHa — [OKTOp NCHUXONOTiYHUX Hayk, Ipodecop, 3aBigyBau Kadeapu
aBianiitHoi ncuxonorii HamionansHoro aBiatiitnoro yHiBepcutery (Kuis, Ykpaina);
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Cinaniu Ipuna JleowiniBHa — JOKTOp menarorivHux Hayk, npodecop, 3aBimyBau Kadeapu
MeJIaroriky, aaMIHICTpYBaHHS 1 crerianbHoi OcBiTH HaBuanbHO-HAyKOBOTO I1HCTUTYTY MEHEIDKMCHTY Ta
ncuxoutorii JI3BO «YHiBepcuTeT MeHeKMEHTY ocBiTH» (KuiB, YkpaiHa);

Maxapenko Ougexcanap MukosaioBu4 — JOKTOp MEAMYHHX HayK, mpodecop, akagemik
MixHapoJHOT akaieMii OCBITH Ta HAYKH, Tpodecop Kadenpu 3araTbHOMEINYHIX AUCIUILTIH MixKperioHaapHOI
akazaeMil ynpasininas nepconanoM (Kuis, Ykpaina).

Peoaxuiiina xonezin:

Pomanenko €Bren OJiekcaHAPOBHY — JOKTOpP HayK 3 ICp)KaBHOTO YHpaBIiHHSA, mpodecop, 3aciyKeHHH FOPUCT
Vkpaiuu, nonkoBHUK [enepampHoro miraly 30poiiHHX cuHa YKpaiHH, Npe3nAeHT TIpOMaAChKol HayKOBOI oprasizarii
«Bceykpainceka acamOiiest JOKTOPIB HayK 3 JepikaBHOro ynpasiinasy (Kuis, Ykpaina);

Apomnze [Taata — nOKTOp €KOHOMIYHMX HayK, Ipodecop, AconifioBanuii npodecop JlepxaHoro yHiBepcUTeTy iMeH1
Iora Pycraseni (I'py3is);

AxmeroBa Jlaiina CeiiceM0ekoBHA — JOKTOp ICTOPHYHHX HayK, mIpodecop modmitoinorii, mpodecop kadeapu
IOHECKO, wmikHaponHol >XypHaJCTHKH 1 Mexia B CyCHiNbCTBI (akynpTeTy XypHanmicTuku Kasaxcekoro HamionambHOTro
yaiBepcurery (KazHY) im. anp-®apabi (Kasaxcran) ;

Baxos IBan CtenmaHoBMY — JOKTOp IEIAroriyHuX HayK, Ipodecop, 3aBimyBad Kadenpu iHO3eMHOI ¢imomnorii Ta
nepexay Mixperionanbaoi Axanemii ynpasninas nepconanoM (Kuis, Ykpaina) ;

Banaxrap Karepuna CepriiBHa — 3100yBau ctynens nokropa ¢inocodii (PhD) 3a cneniansnicTio 053. [Icuxomnoris,
crapuvii BUKJIaaad kadeapu iHozeMHux MoB B HamionaaeHoMy yHiBepeureti iM. O. O. Boromounsis (Kuis, Ykpaina);

Bypuk 3opsina MuxaiisliBHa — JOKTOp HayK 3 AEP>KaBHOTO YIIPABIIiHHS, CTApIINK BUKIaa4d Kadepy PerioHaIbHOTO
YIpPaBIiHHA Ta MiCIEBOrO CaMOBpPsAAyBaHHsS JIbBIBCBKOTO pETiOHAJIBHOTrO IHCTHTYTY AEpKaBHOTO ympaBiiHHS HamionambHOT
akazeMii epkaBHOTO yrpasiiHHS rpu [Ipesunentori Ykpainu (JIbBiB, Ykpaina) ;

Bameka Tersina BosioguMupiBHa - KaHANAAT MCUXOJIOTTYHUX HAyK, AOLEHT, JOLEHT Kadeapy aBialiiHOl MCHUXOIOril
HauionansHoro asiauiiinoro yHiBepcurery (Kuis, Ykpaina) ;

Boek BikTopis MukoJsiaiBHa - KaH1JaT eKOHOMIYHHX HayK, JOLIEHT Kadeapu eKOHOMiKU JIep>kaBHOTO YHIBEPCUTETY
iM. CranicnaBa Cramrina B [Timi (M. [Tina, [Tonsma) ;

Bnosina Onena OuiekcaHapiBHa — KaHIUIAT HAYK 3 COMIATFHIX KOMYHIKAIIii, JOIEHT Kadenpn yKpaiHO3HABCTBA, KYJIBTYPH
Ta JJokymMeHTo3HaBcTBa HarionansHoro yHiBepeutety «llonraBebka momitexHika iveni FOpist Konppartioka» (IToraBa, Yipaina);

I'6yp 3opsina BosioguMupiBHa — JOKTOpP HayK 3 A€PXKABHOTO YIpaBIiHH, podecop, npodecop kadeapu ynpaBiiHHS
OXOpPOHOIO 37I0pOBS Ta MyONIYHOTO aAMIHICTpyBaHHS HallioHAJIPHOTO YHIBEPCHTETY OXOPOHM 370pOB‘s YKpaiHH iMeHi
IT.JI.I0ynuka (Kuis, Ykpaina) ;

Hoarosa Onena MukojaiBHa — KaHAWAAT TCUXOJIOTIYHUX HAyK, IOLEHT, AOUEHT Kadeapy aBialiitHOI MCUXOJIOTii
HamionansHoro aBiamiiiHoro yHiBepcurety (KuiB, Ykpaina);

I'BokbkeBiY CHIIBBis — KaHIUIAT HAYK, Kadeapa aaMiHicTparii Ta HalioHanpHOI 6e3nexu JeprkaBHoi npodeciitnol
BuInoi mkonu im. Skyba 3 [apagmxky B ['oxysi-BenukononsCeromy (ITonbina);

Iososauy HaTtanis BacuiaiBHa — KaHIuIaT efarorivHuX HayK, JOIEHT, JOIEHT KadeapH yIpaBiIiHHS IepCOHAIOM Ta
eKOoHOMikH Tpari MixperioHanbHO1 AkaneMii ynpaBminas nepconanoM (Kuis, Ykpaina) ;

I'ynzenxo I'anna BosoguMupiBHA — KaHIUIAT MEOUYHHX HAyK, acUCTEHT Kadeapu HeBposorii HamionansHOTO
menuuHoro yHiBepcurety imeHi O.0. boromonsist (KuiB, Ykpaina);

I'ymennukoBa Tamapa Pynons¢iBHa — 1okTOp meparoriyHux Hayk, npodecop, mupekrop [Ipumynaiicpkol ¢imii
MixperionansHoi Akanemii yrpasiiHas nepconanoM (Kuis, Ykpaina) ;

I'eubais Baapi HomapoBiu — mokTop exkoHOMiuHHMX Hayk, mpodecop, AcormiiioBanuii mpogecop barymcskoro
nep:kaBHOro yHiBepcuteTy iMm. llloTa Pycraseni (I'py3is);

Herrsap Annpiii OsleroBHY — JOKTOp HayK 3 JEp)KaBHOTO yNpaBliHHA, mpodecop, mpodecop kadeapu mybrivHoro
YIpaBITiHHA Ta MiAnpueMHHANTBA HarioHanbHOTOo aepokocMidHOro yHiBepcurery iMeHi M.€. JKykoBcbkoro, 3acimyskeHUH Iistd
HayK¥ i TexHikH Ykpainu (XapkiB, YkpaiHa) ;

Herrsip Oser AHapiiloBUY — JIOKTOp HayK 3 JEP)KABHOI'O YIPABIIHHSI, JOLCHT, JOUCHT Kadeipud MEHEKMEHTY i
aaMiHiCTpyBaHHS XapKiBCHKOTO HAI[IOHAIIFHOTO YHIBEPCUTETY MichbKoro rocmogapctaa im. O. M. bekeroBa (XapkiB, YkpaiHa) ;

KypaBaboBa Jlapuca IlerpiBHa — JOKTOp ICHXOJIOTIYHUX HayK, Hpodecop, 3aBigyBad KadeapH ICHXOJIOTiT
Ionicekoro HanioHanbHOTO yHiBepeuTery (XKuromup, Ykpaina) ;

Iyancbka Onena MuxaiiJliBHA - KaHJUIAT TICUXOJOTIYHMX HAYK, JOICHT, JOLUCHT Kadeapu aBiamiiHOI MCHXOIOTii
HamionansHoTo aBiamiiiHoro yHiBepcurety (Kuis, Ykpaina);

KaiinameB Poman IleTpoBM4 — [IOKTOp OPHAMYHHUX Hayk, mpodecop, mpodecop kadempu aamiHICTPaTHBHOTO,
(inancoBoro Ta 6aHKiIBCHKOT0 NpaBa MikperioHansHoi akaneMii ynpasiinas nepconainom (Kuis, Ykpaina) ;

KoGenpr Imutpo JleoHTilioBHY - KaHIMIAT E€KOHOMIYHMX HayK (moktop ¢inocodil), noreHT XMeIbHUIBKOTO
HaIliOHAJILHOTO YHIBEPCHUTETY, IOLEHT KadeapH 00Ky, ayJUTy Ta OIoaTKyBaHHs (M. XMeIbHUIBKIH, YKpaiHa) ;

Kousinenko Hina BosioguMupiBHa — NOKTOp MEIUYHHMX HayK, JOIEHT, 3aBiayBad KadeApy METUYHOI MCHXOJOTIl
MixperioHanbHoi akanemii ynpasninas nepconaiom (Kuis, Ykpaina) ;

KomoBa Cgitiiana IleTpiBHa — KaHIMIAT HAYK 3 JeP)KaBHOTO YIPABIIHHSI, IOLEHT, JOUCHT Kadeapu ynpaBiliHHS
oxopoH¥ 3710poB’st HarioHanpHOT MenuHoT akaaeMii micisaumiiomHoi ocsity iMeHi 1. JI. Illynuka (KuiB, Ykpaina) ;

Jliroubkuii Anaroqiii OsekciiioBu4 — nOKTOp MeparorivHux Hayk, npodecop (Kuis, Ykpaina) ;

Jlnu (Ha3zapyk) Okcana MukojaiBHa — JOKTOp TICHUXOJIOTIYHHX HAyK, HOIEHT, WIEH-KOPECHOHACHT YKPaiHCHKOL
akazeMii akMeoJIorii, WieH rpoMaachKoi criiiky «HamioHaapHa MCHXO0IOTIYHA acoLialis», TOUeHT Kadeapu aBiamiiHOT MCHXOOTIi
HamionansHoro aBiamiiinoro yHiBepcurety (Kuis, Ykpaina);

. Bpykoasud mypian
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Mansues Jmutpo BanepiiioBuy — xaHIUAaT MeIUMYHUX HAyK, 3aBimyBad JadopaTopii iMyHoOIOrl i MoneKystpHOI Giomorii
Harionansaoro meauunoro yHiepcurety iMeHi O.0. Boromonbus (Kuis, Ykpaina) ;

Menbnuk Boaogumup CtenanoBHY — JJOKTOp MEIUYHHX HAYK, Ipodecop Kadenpu HeBpouorii HarioHanbHOro MEANYHOTO
yuiBepcutety iMeHi O.0. boromonsis, aekan meanunoro ¢akynsrery Nel (Kui, YkpaiHa);

Minenbcbknii Cepriii JIroasurosmy — npodecop, Axanemik, IIpesunent Perionanbroi Axanemii Menemxmenty (Kasaxcran);

Mixanbcbknii Tomai — nokTop Hayk, OLeHT Kadeapu reorpadii perionaabHoro po3BuTKy ['naHcekoro yHiBepeutety ([Tosbia);

Mosmura HaTtanist €BreniBHa - KaHINIAT ICUXOJIOTIYHUX HAYK, JOLEHT, TOLEHT Kadeapu Ge3neKku mparli Ta HaBKOJIHIITHEOTO
cepenosuia Harionansaoro TexHiuHoro YHiBepeutety «XapkiBebkuii [TomitexHiunuii [nctutyt» (Xapkis, Ykpaina);

Motpenko Tumodiii BanentnHoBuu — nokrop ¢inocoderkux Hayk, mpodecop, mpodecop kadeapu myOmidHOrO
aaMiHicTpyBaHHS MikperioHanabHOI AkazieMil ynpaBiliHHs nepcoHanoM, AkaaeMik HamioHanbHoi akaneMii negarorivyHux Hayk YKpaiHu
(Kuis, Ykpaina) ;

HikyabueB Mukosa OJiekcaHAPOBHY — JOKTOp OOrOCIOBCHKUX HayK, KaHAUAAT QiIoco(ChbKUX HayK, npodecop, TOLUEeHT
kadenpu icropii Ta nmpasa JIBH3 «/loHenpkuil HanioHansHUM TexHIYHUN yHIBepcuTeT» ([TokpoBCehK, JloHenbKa 06macTs, YkpaiHa);

Henb6anexk Kapen — nokxop ¢inocodii (PhD) B ramysi mpaBa, nouenrt, npodecop €Bpomeiicbkoro mnpodeciiHoro
nokropary,MBA, anBoxar (Uexis) ;
HoBak-KansieBa Jlapnca MukosnaiBHa — IOKTOp HayK 3 AEP)KaBHOIO YIpaBiiHHA, npodecop, mpodecop kadempu

JIep)KaBHOTO ympaBiiHHS JIBBIBCHKOTO pEriOHANBPHOTO IHCTHTYTY Jep)KaBHOTo ympaBiiHHS HamioHanbHOT akazgemii aepKaBHOTO
ynpasiinas npu [Ipesunenrosi Ykpainu (JIbBiB, Ykpaina) ;

Hocupes Oaexcanap OJiekcanapoBHyY — KaHIUIAT reorpadivyHUX HayK, JOLEHT, JOUEHT Kadeapu TYypu3My i FOTENbHO-
pecropanHoro 6i3Hecy HalioHaIbHOro TEXHIYHOTO yHiBepCHTETY «XapKiBChbKUI MOITeXHIUHMH iHCTHTYT» (XapKiB, YKpaiHa) ;

Open Mapist I'puropiBHa — JOKTOp HayK 3 AEpKaBHOTO yIpaBiiHHS, mpodecop xadenpu myOnivHOTO aaMIiHICTPYBaHHS
MixperionanbHOT AkazneMil ynpasiinas nepconaitoM (Kuis, Ykpaina) ;

IMasaoB KoctsinTiH Bos1oAMMHPOBHY — IOKTOpP EKOHOMIYHHUX HayK, Ipodecop, npodecop kadeapy aHamiTHIHOT EKOHOMIKU
Ta NPUPOAOKOpUCTyBaHHS CXiJHOEBPOIEHCHKOro HalliOHATBHOTO yHiBepcuTeTy iMeHi Jleci Ykpainku (KuiB, Ykpaina) ;

IMapxomenko-KyneBis1 Okcana IropiBHa — [0OKTOp HayK 3 JEp:KaBHOTO yMpaBiiHHS, npodecop, 3aBimyBau kadempu
IyOiYHOro aaMiHicTpyBaHHS MixperioHansHOI AkaneMil ynpasiinas nepconanoM (Kuis, Ykpaina) ;

Mepectiok Inra MukosiaiBHa — KaHIUIAT HAYK 3 JEPKaBHOTO YIPaBIiHHS, TOLEHT Kadeapu myOaiuHOro aaMiHICTPYBaHHS
MixperioHanbHOI AkaneMil ynpasininas nepconaitoM (Kuis, Ykpaina) ;

Homurkin Exyapn OnexkcaHapoBHY — [TOKTOP ICHXOJOTIYHUX HayK, mpodecop, MPOBIAHUA HAYKOBUH CHIBPOOITHUK
IHCTHTYTY TIearoriqnoi ocBiTH i ocBiTH fopociux iMeHi IBana 3s3tona HAITH Vkpainn (Kuis, Yxpaina);

I’sukiBcbka Jllonmuiaa BonopumupiBHa — KaHIUIAT MICHXOJIOTIYHUX HAYK, CTApIIMH HAYKOBHH CIIBPOOITHHK HAayKOBO-
JociinHoi 1aboparopii IcuxoorivHoro 3abe3nedcHus, JlepxaBHuii HaykoBo-gocinauil inctutyr MBC Ykpainu (Kuis, Ykpaina);

PamsixoBcbka Hatamisi CraHicnaBiBHAa — KkaHIuIaT MEIUYHHMX HayK, JIKap BHIIOI KaTeropii, 3aBiAyBau BiIUICHHIM
Hespodrorii KHIT "Kniniuna snikapas Nel5 IMoxinscskoro paiiony M. Kuesa'", acuctent xadenpu Hespoiorii HMVY imeni O.O. boromoinsis
(KwuiB, Ykpaina) ;

CaBenko OJjeHa AHATONIIBHA - KaHAUJAT CKOHOMIYHHMX HAayK, JOLEHT, IOLECHT KadeApd MEHE[KMEHTY 1 Ipasa
JIHIIPOBCHKOTO JEP)KABHOTO arpapHO-€KOHOMIYHOTO YHIBEPCHUTETY, WICHKHHS TIpOMaJAChKOi HaykoBoi opranizauii "diHaHcOBO-
eKOHOMi4YHa HaykoBa pana" (Kuis, YkpaiHa) ;

Curtnuk I'puropiii IlerpoBuy — 10KTOp HayK 3 JIep)KaBHOT'O yIIPaBIiHHA, KaHAUIAT TEXHIYHUX HAYK, Ipodecop, 3acimyKeHuH
JisT9 HAyK® 1 TexHIKH YKpainu, npodecop xadenpu AepkaBHOTO yrpaBIiHHA KHiBChKOro HaIioOHANIBHOTO yHiBepcureTy iMeHi Tapaca
IeBuenka (KuiB, YkpaiHa) ;

CroB6a Tersina AHaTo1iiBHA — KAaHIUAT eKOHOMIYHUXHAYK, TOLEHT Kadeapu eKOHOMIKH Ta MOPCBKOT'O IIpaBa X epCOHCHKOL
Jiep >KaBHOI MOPCHKOI akaneMii (XepcoH, Ykpaina);

Tumomenko Haranis FOpiiBHa — kaHIUIAaT CKOHOMIYHHX HAyK, JOICHT Kadenpu MbKkHapoaHoI ekoHoMiky HanioHansHOTO
TEXHIYHOTO yHiBepcuTeTy YKpainu « KuiBcbkuil mositexHiuHui iHCTUTYT iMeHi Irops Cikopcbkoro» (M. Kuis, Ykpaina);

Turko AHHa BacwiaiBHa — KaHAWAaT OPUAMYHMX HAyK, NPOBIAHMN HaykoBWil chiBpoOiTHHK HarionambHoi akagemil
BHyTpimHix crnpas (Kuis, YkpaiHa) ;

TypunnoBa I'anna BotogumupiBHa — KaHAUAT EJAarOri9HUX HAayK, JOIEHT, AeKaH (aKyIbTeTy IPUPOJHIIO-Teorpadiaaol
ocBiTH Ta exoorii HanionansHoro nenaroriusoro yHisepcurery imeHi M.I1. JIparomanosa (KuiB, Ykpaina) ;

Xoxiaina Ouiena IlerpiBHa — JOKTOp NCHXONOTiYHHMX HayK, mpodecop, mpodecop Kadeapu apiamiiiHOI ICHXOIOTil
HamionaneHoro apianiitHoro yHiBepcutery (Kuis, YkpaiHa) ;

Humbamok Pycian CrenaHoBUY — KaHIMAAT MEIUYHUX HAyK, TOUEHT Kadenpu 3araiubHoi Xipyprii Ne 1 Harionansaoro
MennaHoro yHiBepcutety iMeHi O.0. boromonsbls, nekan MeanuHoro dakynsrety Ne2 (Kui, YkpaiHa) ;

Yepuyxa Hanis MukonaiBHa — NOKTOp IefarorivHux Hayk, mnpodecop, mpodecop xadenpu comiaabHoi peadimiTamii Ta
couianpHoI neparoriku KuiBchkoro HarioHanbpHOro yHiBepceutety iMeHi Tapaca lllepuenka (Kuis, Ykpaina) ;

lanoBanoBa Ajiia MukoJaiBHa - KaHAUAT MOJTITHYHUX HAYK, OLEHT, TOLUEHT Kadenpu ¢inocodii ta icropii Tapiiickkoro
HalioHanbHOTO YHiBepcuTety imeHi B.1. Bepnancekoro (Kuis, Ykpaina) ;

Sxumuayk Anina FOpiiBHa — 0KTOp €KOHOMIYHUX HayK, podecop, mpodecop KadeapH AepKaBHOrO YIIPaBIiHHS, JOKYMEHTO3HABCTBA
Ta iHopmaniiHoi AisuTbHOCTI HallioHasHOTO YHIBEpCUTETY BOIHOTO rOCIIOAAPCTBA Ta pupookopucTyBaHHs (PiBHe, YkpaiHa) ;

SxoBunbka Jlaga CaBeniBHa — JOKTOp ICHXOIOTiYHUX HAayK, JIOLEHT, mpodecop Kadenpu apiamiifHoi mcuxoiuorii
HarionaneHoro apianiitHoro yHiBepcutery (KuiB, Ykpaina).

Cmammi po3miwjeni 6 agmopcokiii pedaxii. Bionogioansnicme 3a 3micm ma opghozpaghito nodanux mamepianie necymo agmopu.
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INFLUENCE OF CORPORATE CULTURE ON PERSONNEL
MANAGEMENT OF THE ENTERPRISE

Abstract. The article clarifies the essence and elements of corporate culture.
It is indicated that the analysis of the state of the enterprise's corporate culture should
be carried out periodically in order to assess the changes occurring at the enterprise
and clarify the impact of corporate culture on the development of personnel. An
assessment of the features of corporate culture at Agrifas Mashiner B.V. (Steenwijk,
Netherlands) was carried out, which testifies to the positive influence of corporate
values on the company's activities. The influence of corporate culture on the labor
activity and functions of the company was considered. Measures to stimulate the
development and support of corporate culture are proposed: preservation and
development of symbols, traditions, language of communication, development of
the company's development strategy. It was determined that the basis of creating a
positive corporate environment at the enterprise is a combination of a flexible
management philosophy, creativity, reliance on teamwork of personnel. It was found
that the high level of corporate culture of Agrifas Mashiner B.V. (Steenwijk,
Netherlands) is confirmed by the clarity of the planning system, the organization of
career growth and remuneration, as well as the orientation towards the final results
of the enterprise. It is emphasized that all candidates participate in the competitive
selection of candidates to fill vacant positions at Agrifas Machinery B.V. (Steenwijk,
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Netherlands), but the priority of choosing a vacant position remains for a specialist
who has proven himself through his professional activity and can reasonably prove
his understanding of the ways of development of a certain line of activity , which is
consistent with the values and norms of the company's corporate culture. Forms of
non-material and material stimulation and punishment of the company's personnel
are considered. The impact of the constituent elements of the corporate culture of
Agrifas Mashineru B.V. (Steenwijk, Netherlands) on individual constituent elements
of the motivation of the enterprise's labor activity was evaluated. The need to create
a department responsible for the development of corporate culture at Agrifas
Mashiner B.V. (Steenwijk, Netherlands) with the appropriate delegated powers and
regulations for their implementation is substantiated.

Keywords: personnel, labor activity, corporate culture, motivation,
stimulation.

I'apboap 7Kanna BoJsiogumupiBHA JOKTOp €KOHOMIYHUX HayK, JOLEHT,
JOLEHT KadeApu arpapHOro MEHEHKMEHTY Ta MAapKEeTUHTYy, BIHHUIBKUN
HalllOHAJIbHUI arpapHuil yHiBepcuteT, By CoHsuHa, 3, M. Binmawms, 21008,
ten.: (067) 984-74-14, https://orcid.org/0000-0003-3492-9224

Hoaimyk Irop BikTopoBu4 marictp, BiHHUIIbKUI HalllOHANIBHUI arpapHUii
yHiBepcuteT, Byl CoHsuHa, 3, M. Bimawmms, 21008, ten.: (097) 722-56-88;
kepiBauk, Agrifac Machinery B. V., Steenwijk, Netherlands, ten.: (050) 405-02-16,
https://orcid.org/0009-0001-1111-9205

BILJIUB KOPIIOPATUBHOI KYJbTYPU HA YIIPABJIIHHA
INEPCOHAJIOM HNIAITPUEMCTBA

AHoTanisi. Y cTaTTi 3’5COBaHO CYTHICTb T€ €JIEMEHTH KOPIOPATUBHOI
KyJabTypu. BkazaHo, 10 aHami3 CTaHy KOPHOPATHUBHOI KYJbTYPH ITiANPUEMCTBA
JOIIBHO TIEPIOAUYHO TPOBOJUTH JIs 31IMCHEHHS OLIHKU 3MiH, SIK1 B1JI0YBalOThCA
Ha IMAMNPUEMCTBI, Ta 3’SICYBaHHS BIUIMBY KOPIOPATUBHOI KYJBTYPH HAa PO3BUTOK
nepconainy. [IpoBeeHo OLIHKY 0COOIMBOCTEH KOPIIOPATUBHOI KyJIbTypu B Agrifac
Machinery B. V. (Steenwijk, Netherlands), sixka cBITUUTh PO MO3UTHUBHUYN BILJIUB
KOPHOPAaTUBHUX IIHHOCTEH Ha [IAJIBHICTh MIANPUEMCTBA PO3INISIHYTO BILTUB
KOPIIOPATUBHOI KYJBTYPU Ha TPYJOBY MISUIBHICT, Ta (QYHKINT MANPHEMCTBA.
3anponoHOBAaHO 3aX0/I 3 CTUMYJIFOBAHHS PO3BUTKY Ta MIATPUMKH KOPIOPATUBHOI
KYJbTYpH: 30€peKEHHS Ta PO3BUTOK CHMBOJIIKH, TPAJWIlii, MOBH CIIIJIKyBaHHS,
po3po0OKa cTparerii pO3BUTKY IMIANMPUEMCTBA. BU3HAYEHO, 1110 OCHOBOIO CTBOPEHHS
MO3UTUBHOT'O KOPIIOPATUBHOTO CEPEIOBUIIA HA IMiIMPUEMCTBI € TTOETHAHHS THYYKO1
¢inocodii ympaBiiHHS, TBOPYOCTI, ONOPY Ha KOMaHJIHY poOOOTy MepcoHaly.
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3’scoBaHo, 1110 BUCOKHI piBEHb KOpHopaTUBHOI KyIbTypH Agrifac Machinery B. V.
(Steenwijk, Netherlands) migTBepIKYy€eThCS UYITKICTIO CHUCTEMH IUIaHYyBaHHS,
Oprasizaili€ro Kap’€pHOro 3pOCTaHHs Ta OIUIATH Mpalll, a TAKOXX OPIEHTALIE€I0 Ha
KIHIIEBl Pe3yJIbTaTH JIIbHOCTI mignpueMcTBa. HaronomeHo, mo B KOHKYPCHOMY
B1100p1 KaHIWJATIB Ha 3aMillleHHs BakaHTHUX mocan Agrifac Machinery B. V.
(Steenwijk, Netherlands) 6epyTph yuacTh BCl KaHIUJATH, IPOTE MPIOPUTET BUOOPY
BAaKaHTHOI IOCaJM 3aJMIIAETbCS 3a (axiBUEM, SKUW TNPOSBUB ceOE CBOEIO
npo¢eCIMHOI0 ISUTBHICTIO Ta MOKE OOTPYHTOBAHO JIOBECTH CBOE PO3YMIHHS IUISX1B
PO3BUTKY IE€BHOTO HANpsMy [JiSUIBHOCTI, IO Y3TOJKY€EThCS LIHHOCTSMHM Ta
HOpMaMH  KOPIIOPATUBHOI  KYJbTYpH HiAnpueMmcrBa. PosriasHyto ¢dopmu
HEMaTePiaIbHOTO 1 MaTeplaiIbHOTO CTUMYJIIOBAHHS Ta TIOKapaHHS IEePCOHATY
nignpueMcTBa. [IpoBeieHO OIIHKY BIUTMBY CKJIAJIOBUX €JIEMEHTIB KOPIOPATUBHOI
kynbTypu Agrifac Machinery B. V. (Steenwijk, Netherlands) Ha okpemi ckiramoBi
€JIEMEHTH MOTHUBAllli TPyAOBOI [IiIbHOCTI mianmpuemcrBa. OOTrpyHTOBAHO
HeoOximHicTh cTBopeHHs Ha Agrifac Machinery B. V. (Steenwijk, Netherlands)
JemapTaMeHTy, BIiAMOBIIATBHOIO 332 PO3BUTOK KOPIOPATHBHOI KYyJNBTYpH 3
BiJINOBITHUMH J€JIETOBAHUMH TOBHOBAKEHHSIMU Ta PETJIAMEHTOM IX peasizailii.

KurouoBi cioBa: nepconan, TpyJoBa AisUIbHICTh, KOPIOPATUBHA KYJIbTYypa,
MOTHBAIIisI, CTHMYJTIOBaHHS.

Introduction. The experience of successful enterprises shows that corporate
culture is a factor in effective personnel management of the enterprise. In Ukraine,
corporate culture is underestimated, which narrows the possibilities of its competent
use in overcoming deformations in labor relations. The role of corporate culture in
personnel management of the enterprise is extremely important, because it ensures
the harmonization of collective and individual interests of employees, mobilizes
their initiative, fosters responsibility, improves communication processes and the
moral and psychological climate.

Literature Review. The problems of corporate culture are investigated by
such scientists as: O. Androsova [1], O. Apostoliuk [2], O. Varaksina [3], V. Zelich [4],
A. Polyanska [6], Z. Pushkar [7], O. Tarasova [10], V. Ustymenko [11], I. Khymych [13]
and others. At the same time, despite the work of scientists, it should be noted that
still some issues related to the assessment of the impact of corporate culture on
enterprise personnel management require further research and outlining ways to
solve them.

Objectives of the study. The purpose of the article is to clarify the essence,
elements and features of the enterprise's corporate culture and to justify measures to
stimulate the development and support of the enterprise's corporate culture.

Results of the study. There are many definitions of corporate culture. In
particular, V. Pylypiv and N. Volynets point out that corporate culture is a system of
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value orientations and beliefs shared by the company's personnel [5]. M. Semikyna
emphasizes that corporate culture is a set of norms, values, beliefs, behavior models
that are declared and implemented by the company's management and personnel [9].
H. Hayet defines corporate culture as a complex system of qualities, including
spiritual needs, moral traits, norms and rules, education, appearance, behavior, etc. [12].

Corporate culture is manifested in the ideology and philosophy of enterprise
management, value orientations, expectations, norms of behavior, beliefs. Corporate
culture regulates and makes it possible to predict human behavior in critical
situations.

Corporate culture is characterized by a number of features: historical
development, systematicity, social basis, connection with moral, cultural, mental
values of a certain nation, a certain region [9]. Neglecting the specified features can lead
to increased contradictions in labor relations, the emergence of conflict situations

It is appropriate to single out such elements of corporate culture:

— rituals and ceremonies, myths and legends, customs, traditions; values and
beliefs, convictions and views;

— appearance, clothing style (business style, uniform, business style, hairstyle,
cosmetics);

— language of communication (written, oral, non-verbal, gestures, jargon);

— manner of communication, mutual relations, mutual support, loyalty of
employees, psychological climate in the team;

— knowledge, professionalism, competence, activity of employees;

— culture of working conditions, culture of the management process, culture
of documentation, work ethics;

— quality of service provision, quality standards, etc.

Thanks to the corporate culture, it is possible to provide the following
advantages: dedication to the company, consistency and coherence of the actions of
the personnel, interest in the efficient operation of the company, high motivation of
employees.

Corporate culture mostly has a positive effect on the efficiency of the
enterprise due to the use of the managerial talent of the management and the
intellectual capital of the staff.

The practice of companies in developed countries has become the
establishment of the following requirements for personnel: the employee must be
hardworking, smart, pleasant to communicate with, and ambitious.

V. Semenenko emphasizes that the formation of corporate culture is largely
determined by the volitional decisions of the owner or manager; artificial formation
of corporate culture by responsible specialists; selection of the best rules, norms and
standards [8].

Analysis of the state of the company's corporate culture allows you to find out
which corporate values and norms need to be implemented, and which should be
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eliminated or at least mitigate their negative impact. In this context, it is necessary
to use the tools of material and non-material motivational influence to coordinate the
strategic goals of the enterprise and personnel, to adapt new employees of the
enterprise to positive corporate norms and values, to introduce a fair and transparent
evaluation of the labor efforts of the personnel, to constantly ensure the cohesion of
employees in the implementation of the enterprise’s strategy.

According to M. Semikina, changing the corporate culture is a long-term
process, and therefore, by order of the management, one cannot abandon negative
corporate values [9]. Changes and renewal of corporate culture are possible provided that
systematic corporate events are carried out and priority social goals and needs are met.

It is advisable to conduct an analysis of the state of the company's corporate
culture periodically in order to evaluate the changes taking place in the company and
to find out the impact of corporate culture on the development of personnel.

The results of the analysis of the state of the corporate culture of the enterprise,
carried out with the involvement of specialists on the example of Agrifas Mashiner
B. V. (Steenwijk, the Netherlands), are presented in the form of a description of the
features of corporate culture (Table 1).

The assessment of the features of the corporate culture at Agrifas Mashiner B. V.
(Steenwijk, Netherlands) proves the positive influence of corporate values on the
company's activities.

Table 1
Characteristics of corporate culture at Agrifas Mashiner B.V.
(Steenwijk, Netherlands)

Characteristics of business relations Characteristics of corporate values
Compliance with current legislation Compliance with the norms of the current legislation
Selectivity of business relations Formation of the code of corporate culture for the

personnel of the enterprise
Centralization of management Formation of teams with a unified corporate spirit,

functions and creation of social groups | extensive involvement of relatives, friends,
acquaintances, use of the recommendation

mechanism
Technocratism and paternalism of Readiness of the company's personnel for dialogue
leadership
Dedication to work Labor enthusiasm
Diversification of activity and The ability to show creativity, independence, and
increased susceptibility to risk courage in the activities of the company's personnel
Speed of reaction and a high degree of | The desire of the company's personnel for ingenuity,
adaptability creativity, the ability to make situational decisions,
the ability to compete
Attitude to charity Orientation to charity, orientation of the company's

personnel to the needs related to the preservation of
life and health

The value of the level of education The desire of employees to constantly invest in self-
development, attitude to education as a value

Source: built by the author based on [4; 13]
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In the table 2 schematically presents the influence of corporate culture on the
labor activity and functions of the enterprise. This relationship is illustrated on the
basis of the generalization of the organization of corporate culture on the example
of Agrifas Mashiner B.V. (Steenwijk, Netherlands).

Table 2 illustrates the influence of corporate culture on the formation of the
development strategy of Agrifas Mashiner B. V. (Steenwijk, Netherlands), the work
behavior and interaction of managers and subordinates, which exert an inverse
influence on the corporate culture of the enterprise. This situation is typical for the
process of making management decisions, personnel management, for communication
between employees (vertically, horizontally, formally, informally), etc.

As a result of the analysis of the features of the corporate culture of Agrifas
Mashiner B.V. (Steenwijk, the Netherlands), measures are foreseen to stimulate the
development and support of the corporate culture. It is about the preservation and
development of symbols, traditions, the language of communication, as well as about
the development of the company's development strategy.

The analysis of the features of the corporate culture at Agrifas Mashiner B. V.
(Steenwijk, the Netherlands) shows that the corporate culture has positive qualities
that allow it to be used as a social resource for progressive changes in the process of
personnel management.

Specialists who analyzed the factors that led to the success of Agrifas
Mashiner B. V. (Steenwijk, Netherlands) recognized that the basis of creating a
positive corporate environment at the enterprise is a combination of flexible
management philosophy, creativity, reliance on teamwork of personnel. The
creation of a positive corporate environment is primarily focused on the culture of
interaction between the participants of business processes, first of all, on the culture
of interpersonal communication of employees.

Table 2
The influence of corporate culture on labor activity and functions of
Agrifas Machiner B.V. (Steenwijk, Netherlands)

Corporate culture
Influence on the Processes taking place in the enterprise, business activity, structure and relations,

activity of the innovative climate, competitiveness

enterprise

Influence on Operational, tactical and strategic decisions, delegation of responsibility,
decision-making | delegation of authority, optimality, priorities of an employee or team

Impact on Establishing requirements for personnel, development and self-improvement of
personnel personnel, attitude to position status, compensation of labor costs

management

Influence on Level of specialization, production structure, production cooperation

attitude to work Technological culture: machines and equipment, the level of complexity and
economy, the level of wear and tear, the composition of the equipment park
Production culture: instrumental, transport, repair and warehouse infrastructure,
comfortable working conditions, cleanliness of premises and equipment
Scientific and research structure
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Impact on Horizontally: interpersonal relations, work ethics, rules of conduct, cooperation,
communication teamwork, rotation

Vertically; orders, orders, instructions, proposals, reports, responsibility, control
Formal: inspection and control of task performance, official duties

Informal: customs, traditions, language understanding and perception of
information, moral support

Source: built by the author based on [2; 6; 10]

Agrifas Mashineru B. V. (Steenwijk, Netherlands) creates conditions for self-
improvement and self-development of the individual, involvement in all spheres of
the enterprise, a sense of corporate commitment to the common cause.

For specialists analyzing the state of corporate culture of Agrifas Machinery B. V.
(Steenwijk, Netherlands), which is a global brand for the production of innovative
and resource-saving sprayers in accordance with the concept of NEED Farming,
there is no doubt that there is a connection between the degree of development of
corporate culture and successful activities enterprises. After all, thanks to the high
level of corporate culture, Agrifas Machiner B. V. (Steenwijk, Netherlands) is
developing dynamically.

A distinctive feature of the corporate culture of Agrifas Mashiner B. V.
(Steenwijk, Netherlands) is the manifestation of a culture of responsibility and
maximum trust, joining efforts to achieve the well-being of all interested parties.

The high level of corporate culture of Agrifas Mashiner B. V. (Steenwijk,
Netherlands) is confirmed, first of all, by the clarity of the planning system, the
organization of career growth and remuneration, as well as the orientation to the
final results of the enterprise. The company has created conditions for the free
exchange of information about the work of departments, divisions, and the company
as a whole. The successful activity of Agrifas Mashiner B. V. (Steenwijk,
Netherlands) is due to a combination of a democratic management style and
demandingness, purposefulness in actions, openness and economy, readiness in case
of need for social dialogue, which is a reflection of a positive corporate culture.

Agrifas Mashineru B. V. (Steenwijk, Netherlands) gives priority to three basic
principles in the development of corporate culture: development of competencies,
coordination of personnel development with the company's development strategy,
constant improvement of logistics. Increasing the level of development of corporate
culture is achieved by introducing a system of selection and evaluation of candidates
for filling vacant positions, adaptation of hired personnel, professional training and
familiarization with corporate values and traditions.

With regard to the competitive selection of candidates to fill vacant positions
at Agrifas Mashiner B. V. (Steenwijk, Netherlands), all candidates participate in it,
but the priority of choosing a vacant position remains for a specialist who has proven
himself through his professional activity and can reasonably prove his understanding
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of the ways of development of a certain line of activity , which is consistent with the
values and norms of the company's corporate culture.

In 2023, the enterprise held an event, which is planned to be held every
year —- DAU FAMILY. Among the invitees are all employees of the plant (without
exception of rank and position) with their relatives, families, and relatives. The
purpose of this event is communication within the company between all departments
and their employees: from the plant manager to the cleaner.

Another, no less important event held at Agrifas Mashiner B. V. (Steenwijk,
Netherlands) is the Open Day, which is aimed at for the opportunity to attract new
employees who are interested in the company and have a desire to work. The event
is held as a large interview (ranging from 150 to 450 people). Specialists from all
departments of the enterprise are involved in order to cover all persons. A
familiarization tour of the enterprise is conducted, information is provided on
vacancies that are available in real time, and working conditions. The event can last
up to several days. Registration of persons planning to attend the event is carried out
online in order to create an electronic queue and order at such events.

Agrifas Machiner B. V. (Steenwijk, Netherlands) has prepared a demo tour
for potential customers and dealers. This event takes place entirely in the production
workshops of the plant, where an explanation and review of technical solutions for
the production of sprayers is performed visually at each site. The inspection involves
a tour of several hours along specially designated paths so as not to disturb the
workers. The group can usually consist of 5-7 visitors. At the end of the tour, visitors
are treated to national dishes in the factory dining room.

Conceptual understanding of directions for the development of the corporate
culture of Agrifas Mashiner B. V. (Steenwijk, Netherlands) boils down to the
fulfillment of the following conditions: coincidence of personal interests of
employees with the goals of the enterprise; employees' understanding of
employment prospects; employees' perception and understanding of the enterprise's
goals; coordination of personal actions of employees with the final results of the
enterprise's activity; the ability of personnel to influence the formation and, if
necessary, the transformation of the goals of the enterprise.

Corporate culture is closely interconnected with the motivation of the
company's personnel for professional development, social interaction, innovation,
effective work, etc. Methods of motivational influence on labor activity should be
formed on the basis of social dialogue between employees and the administration
through collective labor regulation.

Motivation methods involve various forms of non-material and material
stimulation and punishment of the company's personnel:

— increasing or decreasing the amount of premiums, wages, social packages,
various benefits; demotion or promotion; determination of greater or lesser
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independence in work; provision of opportunities for internships and professional
development of personnel at the expense of the enterprise, etc;

— assistance to new employees with the opportunity to adapt at this enterprise
to the conditions of the implementation of labor activities and the efficiency of labor
employment;

— stimulating the manifestation of collective and individual responsibility for
the quality performance of tasks, primarily in the field of innovation.

The modern practice of corporate culture uses a wide range of tools to
influence the motivation of the labor activity of the company's personnel.

In the table 3 presents an assessment of the impact of the components of the
corporate culture of Agrifas Mashineru B. V. (Steenwijk, the Netherlands) on
individual components of the motivation of labor activity.

Table 3
Evaluation of the influence of the components of the corporate culture
of Agrifas Mashineru B. V. (Steenwijk, Netherlands) on separate constituent
elements of work motivation

Constituent elements of the work motivation system

Constituent Rotation Justice of Useful and

elements of High | Income o ’ the Labor Working interestin Possibility
corporate culture | salary | stability motivation| safety conditions 9| of recovery

growth work
system

Valuesand value| o | 4 0,9 08 08 0.8 0,9 07
orientations
Ethics 0,8 0,8 0,7 0,8 0,8 0,7 0,7 0,6
Behavioral 09 | 07 09 09 09 08 08 08
stereotypes
Work in a team 0,7 0,8 0,9 0,7 0,8 0,7 0,7 0,7
Social 07| 07 0,8 0,8 0,8 0,7 0,7 0,7
responsibility
Ability to support 0,7 0,6 0,7 0,8 0,7 0,7 0,7 0,6
Psychological | ¢ | g 0,7 0,6 0,7 0,8 07 07
climate
Traditions, ideas,| g5 | g5 03 04 03 05 05 0,6
symbols

Source: built by the author based on [9; 12; 13]

The greatest influence on «high salary» as part of corporate culture (value 0.9
on a scale from 0 to 1) is exerted by «behavioral stereotypes» and «values and value
orientations». The same power of influence (0.9) is acquired by the defined «values
and value orientations» for the motivators «useful and interesting work» and
«rotation, career growth». «Values and value orientations» have the least influence
on the motivator «possibility of recovery» — 0.7.

On average, the influence of «values and value orientations» on the
constituent elements of the work motivation system is estimated to be 0.85. This
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final result (integral indicator) is determined by the average weighted sum of points
for all components of corporate culture:

((0,9+1,0+0,9+0,8+0,8+0,8+0,9+0,7) / 8= 0,85).

«Traditions, ideas, symbols» exert the least influence (according to the
received data) on the constituent elements of the enterprise's work motivation
system: from 0.3 for «rotation, career growth» and «labor safety», to 0.6 for
«recovery opportunities».

On average, the influence of «raditions, ideas, symbols» on the constituent
elements of the work motivation system is estimated to be 0.45:

((0,5+0,5+0,3+0,4+0,3+0,5+0,5+0,6) / 8= 0,45).

The rating «on average» determines the following priorities according to the
strength of the influence of the components of corporate culture on the set of
elements of the motivation system of labor activity of Agrifas Mashineru B.V.
(Steenwijk, Netherlands): «values and value orientations» — 0,850; «behavioral
stereotypes» — 0,837; «social responsibility» and «norms of behavior» — 0.737,
respectively; «teamwork» — 0,750; «ability to support» — 0,687; «psychological
climate» — 0,675; «symbols, ideas, traditions» — 0,450.

In the same way (by averaging), we determine the priorities of Agrifas
Mashiner B. V. (Steenwijk, Netherlands) in relation to the influence of all
components of the company's corporate culture on the motivators of the work
motivation system: «rotation, career advancement» — 0,737; «high salary», «fairness
of the motivation system» and «job security» — 0.725, respectively; «stability of
received income» and «working conditions» — 0,712 respectively; «opportunity to
recover» — 0,675; «useful and interesting work» — 0,569.

So, among the constituent elements of the corporate culture of Agrifas
Mashineru B. V. (Steenwijk, the Netherlands), «values and value orientations»
prevail, among the motivators of labor activity «rotation, career advancement», The
specified elements can be attributed to tools that can positively influence the
motivation of personnel at Agrifas Mashiner B. V. (Steenwijk, Netherlands).

It is obvious that the influence of corporate culture on work motivation is
much wider, so the number of indicators that need to be measured can be greater.

Evaluation of the impact of corporate culture on the motivation of the staff of
Agrifas Mashiner B.V. (Steenwijk, Netherlands) should be carried out
systematically and regularly. At the enterprise, it is advisable to create a department
responsible for the development of corporate culture with appropriate delegated
powers and regulations for their implementation. The results of the conducted
assessment must be brought to the attention of the enterprise's administration and
taken into account in the process of making management decisions.

Conclusion. The formation of the enterprise's corporate culture should be
considered in the context of qualitative positive changes in the process of forming
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common goals, values, interests, norms of behavior to ensure interaction between
the enterprise's personnel and employers and the principles of partnership
cooperation and social trust. Corporate culture is an intangible resource that
harmonizes the interaction between employees and employers, provides social
communications and connections, and affects the efficiency of the enterprise. Under
certain conditions, corporate culture can become a guarantee of successful
development of the enterprise in general and the enterprise's personnel in particular.
For this, it is necessary to use a wide range of tools for its formation, support and
development, mastery of the methodology for assessing the impact of corporate
culture on the system of motivation of the labor activity of the company's personnel.
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