AHOTAIIA

Menvnux A.O. MoTuBarliiiHi acieKTH (OpPMYBaHHS Ta PO3BUTKY OpraHizamiiHol
KyaeTypH. — KBamidikariiina HaykoBa mparlis Ha IpaBax pyKOIIUCY.

Hucepraiiiss Ha 3100yTTS HAyKOBOTO CTyMeHs JoKTopa itocodii 3a
cunemianpHicTiIO 073 «Menemxment» (07 — YmpaBmiHHS Ta aAMIHICTpYyBaHHS). —
XapKiBChKUI HalllOHATBHUI eKoHOMIuHUM yHiBepcuTeT imeHi Cemena Kysnens,
Xapkis, 2021.

JlucepTariito MPHUCBIYEHO OOTPYHTYBaHHIO HAyKOBO-TEOPETHYHUX 3acaf,
METOJAMYHUX 1 TPAKTUYHUX PEKOMEHJaliil 1moA0 (opMyBaHHS Ta PO3BUTKY
OpraHi3aliifHoi KyJIbTypy Ha MOTHBALIMHUX 3acajax.

Y nepmomy posnini  «Teopetuuni ocHOBH (OpPMYBaHHS Ta PO3BHUTKY
OpraHizamiifHoi KyJbTypH Ha 3acajiax MOTHUBAII» YyTOYHEHO TEOPETUYHI OCHOBHU Ta
KAaTeropiHUI amapar MpeAMETHOI raidy3l MOTHBALIMHUX acleKTIB (OpMyBaHHS Ta
PO3BUTKY OpraHi3alliiHOl KyJbTypH. Y3araJlbHeHHS HAyKOBO-TEOPETUYHUX MIAXOMIIB
70 BU3HAYEHHSI CYTHOCTI MOHATTS OpraHi3aliiiHa KyJbTypa J03BOJHIO C(HOPMYBATH
KOMITJIEKCHUM MIAX1J, SSKUi 0a3yeThcs Ha MOEJHAHHI COIIaTbHO-TICHXOJIOTIYHOTO Ta
yOpaBMHCHKOTO  miaxomiB.  I[IpoBeneHo  MopdoJsioriuHMN — aHaAM3  TMOHSATTA
«opratizamiiiHa KyJibTypa» Ta cGOPMYJIbOBAaHO BJIACHE BU3HAYCHHS YHIKAJIbHUM
HaOlp BaXJIMBUX HOPM, LIHHOCTEH, MpaBWJ, pPUTYalIiB, CHMBOJIB, TPAIUIlIH, MOpal
TOIIO, SIKUW NpUINMAEThCS BCiMa YICHAMH OpraHisailii, CTBOPIOE€ KJIIMaT Ta
0COOJIMBOCTI MI)KOCOOMCTICHOT MOBEIIHKK B Oprasizaiii, GopmMyeTbcs Mij] BINIUBOM
30BHINIHIX Ta BHYTPINIHIX YWHHUKIB Ta Ma€ OMNOCEPEAKOBAHUN BIUIMB Ha
B3a€MOBIIHOCHHM OpraHi3allii 13 30BHIIIHIM CEPEIOBUILIEM.

OOrpyHTOBaHO, 1O cepel QYHKINN OpraHi3aiiifHoi KyJabTypu O0COOJIUBY POJh
BiJlirpae MoTUBAaIIIHA QyHKITisA. JloBeeHO, IO CKIIaJOBOIO OpraHi3aliiftHOl KyJIbTypU
€ cUcTeMa MOTHBALlli MepCOHaIly, sIka Ma€ BPaXOBYBaTH 1HAMBIAYaJbHICTh KOKHOTO
MparfiBHUKA Ta T€, 0 WOTO il 3yMOBIIOIOTHCS TIEBHUMHU MTOTPEOAMHU.

Busnadeno, 110 opraHizaiiifHa KyJbTypa Ta MOTHBAllsl TIEPCOHANTY B

oprasizaiii MarOThb NPSMUNA B3aEMO3B’A30K, OCKIJIbKHA 3aCTOCYBaHHS €(EKTUBHOI
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CUCTEMHM MOTHBAIlll MPAIiBHUKIB CTBOPIOE TMEPEAYMOBH JJsl  3pPOCTaHHS
IPOAYKTUBHOCTI Tpalll B OpraHizallii Ta Mae MO3UTUBHUIA BILUTUB Ha OPMYBaHHS Ta
PO3BUTOK  OpradizamiiiHoi  KyaeTypu. Peamizamiss  mMoTuBamiitHoi  (yHKINT
OpraHi3aliiHoi KyJIbTypH niepeadayae BUKOPUCTAHHS MOHETapHHX (3apo0iTHA TUIaTa,
peryJIipHi TPOIIOBI MpeMii, HEperyJsapHi TPOIIOBI Mpemii, MOJAPYHKH, OOHYCH,
COIIIAJIbHUH MMaKeT, CTpaxXyBaHHS XHUTTS Ta 3JI0POB’s, 1HIII T'POIIOBI 3a0XOYCHHS) Ta
HEMOHETapHHUX (BIIKPUTICTh T4 MOXJIMBICTH JIAJIOTy 3 KEPIBHULITBOM, MOKIUBOCTI
JUISL O3/IOPOBJICHHSI Ta 3alHATTA CIOPTOM, MOXJIMBICTH HaBYaHHS, PO3BUTKY,
MO>KJIUBICTh Kap €PHOr0 3pOCTaHHS, KOM(OPTHI YMOBH Ipalll, BU3HAHHSI OCOOMCTHX
JIOCSITHEHB, METO/IIB MOTHBAIIIi.

Hpyruit po3nin pobotu «JlocmiKeHHsT BILTUBY MOTHUBAIlli Ha (opMyBaHHS Ta
PO3BUTOK OpraHi3alliiHOI KYyJbTypH» HPHUCBIYEHUN PO3POOJICHHIO aHaJITUYHOTO
IHCTpYMEHTApII0 Il OI[IHKKA OpraHi3amiiiHoi KyJbTypH Ta BMOTHBOBAHOCTI
MpaIliBHUKIB.

AHani3 cyyacHUX TEHJACHIIN B YKpPaiHCBKOMY CYCHIJIbCTBI IOKa3aB, IO
HaWOLTBIIMM MOTHBATOPOM ISl TIPAIliBHUKIB € MaTepiajlbHa BHHAropoja, OJHAaK,
yepe3 HasiBHI KPU30BI MPOLIECH B €KOHOMIIl Cy0’€KTH TOCIOJAPIOBAHHS HE 3aBXKIU
MOXYTb BHUKOPHCTOBYBaTM MOHETAapHI MeToad MoTuBauii. Bwusnaueno, 1o
OCHOBHMMH MOTHMBAaTOpaMu TpAIIBHUKIB B YKpaiHi, OKpiM MaTepialbHOI
BUHATOPOAM, € XOPOILIE CIIBBIAHOIIEHHS MK POOOTOIO0 Ta MHUTTSIM; XOPOIIl KOJIETH,
SIK1 MOTHUBYIOTh OJIMH OJHOTO; Tojska Bij meda. Cepell OCHOBHUX JEMOTHBATOPIB
BIJI3HAYEHO BIACYTHICTh Kap €PHUX MEPCHEKTHUB, MOTAHUN 3B’A30K MK KE€PIBHUKOM
Ta OJIETIMMHU Ta BIJCYTHICTh PEryJsipHUX BHUHAropoi. TakoX BCTaHOBIJIEHO, IIO
Mepesik MOTHUBATOPIB Ta JEMOTHUBATOPIB BIJIPI3HIETHCS B 3aJEKHOCTI BiJl BIKY Ta
rajysi, B AKii Mpaioe oprasizaiisi.

3anponoHOBAaHO  TOCHIOBHICTH  e€TamiB  (opMyBaHHS Ta  PO3BHUTKY
OpraHizamiifHoi KyJabTypH — JIarHOCTMKA OpPTaHi3aIliiHOl KyJIbTYpH 1 MOTHBAIIIi;
OLIIHKA PIBHIB OpraHi3aliiHOl KyJbTYpd Ta BMOTHBOBAHOCTI; CITIBCTABJICHHS
pE3yNbTATIB OI[IHKH; PO3pOOKa pEeKOMEHaliid 1070 (OpMyBaHHS Ta PO3BUTKY

oprasizauiiHoi KyJnbTypu. JJis IpoBeIeHHS OLIIHKY PIBHIB OpraHi3aliiiHol KyJIbTypHu
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Ta BMOTHMBOBAaHOCTI TMPAIIBHUKIB OyJ0 BHUKOPHCTaHO METOJ EKCIIEPTHOTO
OLIIHIOBaHHSI, B IKOMY MPUNHSIN y4acTh NPEICTABHUKHU 3aKJIaIB OXOPOHHU 3/10pOB’Sl.
Bubip merony OyB oOrpyHTOBaHHUM 3a JIONMOMOIOK0 METOJYy aHaji3y i€papxiidi Ha
OCHOBI TaKUX KPUTEPIiB K MOXJIUBICTh MOPIBHSIHHS PE3yJbTaTiB, KIJIbKICHA OLIIHKA,
IIMPOTA OXOTUICHHS 1 MOBHOTA JaHUX.

JIns OIIHKM OpraHi3aliiiHoi KyJIbTypH OYJI0 3ampOlOHOBAHO METOJIMYHMIMA
miaxig, fAKid 0a3yeTbcs Ha OIUHII MapaMeTpiB BHYTPIIIHBOTO (KOMYHiKallii,
yIpaBJIiHHs, MOTHBALlis, poOOTa) Ta 30BHIMIHKOTO (aJalTUBHICTh, CTPATEris 1 MiCis)
CepelloBHUIIA, i JO3BOJIAE€ BUSHAYUTH PIBEHb OpPraHi3aliifHOi KyJbTypH (TOH, 110 Ma€e
TEHJICHI[II0O JI0 Jerpajaiii, cepeaHidi, BUCOKHH, Ay>K€ BHUCOKHMII) Ha OCHOBI
PO3paxyHKY Yy3arajabHIOIOYOro moka3zHuKa. OIllIHKa OKpPeMHX IapaMeTpiB TaKOX
J03BOJIMJIa BU3HAYUTHU CTAaH B KOJIEKTUBI (Y4yJOBHI CTaH, M XOPHUM CTaH, MOMipHA
3HEBIpa, 3aHENAHUIILKUN CTaH).

Po3po6iieHo MeToauyHM TiAXid A0 OLIHKA BMOTUBOBAHOCTI MPALIBHUKIB, SIKUT
BKJIIOYA€ BU3HAYEHHS pIBHA BMOTMBOBAHOCTI NPALIBHUKIB (HU3bKHUIL, JIOCTATHIN,
BUCOKHI{) Ta aHaJli3 OCHOBHMX MOTHBATOPIB Ta JIEMOTHMBATOPIB, SKI MAIOTh BIUIUB Ha
piBEHb OpraHizaliiHOi KyJbTypH. Bu3HaueHo, 0 MaTepiaJibHa BHHAropoja €
HANOLIBIINK MOTUBATOPOM B POOOTI sl IPAIIIBHUKIB Y BCIX JOCHIKYBAaHUX 3aKJIaaX
oxopoHu 370poB’s. Cepen HemarepiaJbHUX MOTHBATOPIB HAWOUIBII 3HAYYIIUMU €
YMOBH Tpalli; COLIAJIbHUN MaKeT, HOPMaJbHE CIIBBIIHOIIEHHS poOOTa/miM, moBara Ta
JIOBipa B KOJICKTHBI, BISYHICTh Ta CIPABEUIMBICTh KEpIBHHKA. B SKOCTI OCHOBHHX
JEMOTUBATOPIB OyJI0 BU3HAUYEHO HE3a/I0BUIbHY 3apOOITHY IJIATy, HE3aJ0BLIbHI YMOBH
mpaili Ta HETATUBHUM KJIIMAT B KOJICKTHUBI.

VY tperbomy pozaii «3axoau moa0 GOpMyBaHHS Ta PO3BUTKY OpraHi3ariiitHol
KYJbTYPH 3aKJIaJiB OXOPOHHU 370pOB’s» MPOBEACHO OI[IHKY PiBHIB OpraHizaiiiiHOl
KyJIbTYpH T4 BMOTHMBOBAHOCTI MPAIIBHUKIB; BCTAHOBIIEHO B3a€EMO3B 30K MIK HUMH
Ta 3alpONOHOBAHO METOJWYHI peKOMeHnamii moa0 (GopMyBaHHS Ta PO3BUTKY
OprasizauiifHoi KyJbTypH.

Ha ocHOBI 3anponoHOBaHOTO METOAMYHOTO MiAXOMy OyJIO MPOBEIEHO OLIHKY

PIBHIB OpraHi3aniiiHoi KyJbTypyu Ta BMOTHBOBAHOCTI MPALIBHUKIB 3aKJIa/11B OXOPOHU
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3n0poB’st. s nporo Oyno mMpoBeAE€HE EKCIEepTHE OMMTYBAaHHS y TPbOX 3aKiagax
OXOpPOHHM 3JI0pOB’sl, B Akux Oyno omutano 340 pecmoHAeHTIB. Y poOOTI HaBEAECHO
NepelliK NMUTaHb aHKETH, SKa MICTUTh 3allUTaHHS 3arajibHOro XapakTtepy (BIK, CTaTh,
OCBiTa, IOCBiJ poOOTH) Ta MUTAHHS LIOJ0 OLIIHKU PIBHS OpraHi3aliiHoi KylIbTypH U
BMOTHMBOBAHOCTI TMpAIIBHUKIB; PO3PaXxOBaHO TOKA3HUKU Y3TOJKEHOCTI JTYMOK
eKCIepTiB. AHaI3 NOKa3aB, 0 B JOCIIKEHUX 3aKJIaJaX OXOPOHU 3/I0pOB’Sl piBEHb
OpraHi3alfiifHoi KyJIbTypH XapaKTepU3YEThCS SK BUCOKHI Ta CepeaHid, a piBEHb
BMOTHMBOBAHOCTI SIK BUCOKHMW Ta JocTaTHii. Takox OyJI0 MpPOBENEHO OIIHKY 3a
napamMeTpaMHM OpraHi3aliiHOi KyJbTypM Ta BH3HAY€HO OCHOBHI MOTHBATOpU
(MaTepianbHa BHWHAropoja, YMOBH TIpalli; COIIAJBHUA IaKeT, HOPMAJbHE
CHIBBIIHOIIEHHS pPoOOTa/IiM, ToBara Ta JOBipa B KOJIGKTHBI, BJISYHICTH Ta
CHpaBeUIMBICTh KEpPIBHHKA) Ta JEMOTHBATOpPH (HE3aqoBUIbHA 3apo0iTHa ILIaTa,
HE3aJ0BUIbHI YMOBH IIpalli, HEraTUBHUN KJIIMaT B KOJIEKTHBI) MpAIliBHUKIB 3aKJI1a/IiB
OXOpOHH 3/10pOB’Sl.

Byno oOrpyHTOBaHO MaTpHII0 B3aEMO3B 513Ky PIBHS OpPraHi3alliiHOl KyJIbTypHU
Ta BMOTHBOBAHOCTI MEpPCOHANY, sfiKka MOOyJ0oBaHA HAa OCHOBI CITIBCTABJICHHS PIBHIB
OprasizauiiHoi KyJbTypyd Ta BMOTMBOBAHOCTI MpaliBHUKIB. L[ MaTpuis go3Bosimia
MO3UIIIOHYBATH JOCIIKYBaH1 3aKJIaJl OXOPOHHU 370POB’ Sl y TIEBHUN KBaJIpaHT cepell
JBAaHAMIATA MOXJIMBUX Ta o0paTu 1uiax (opmMyBaHHS Ta/abo PO3BUTKY
OpraHizauiifHoi KyJbTypH B 3aJIEKHOCTI BIJ KBaJIPAHTY.

B po6oTi 3ampornoHoBaHO METOAWYHI pEeKOMEHMaIli moao (GopmyBaHHS Ta
PO3BUTKY OpraHi3aliiHOI KyJbTypH, sIKIi 0a3ylOTbCAd Ha BH3HAUEHUX MapaMeTpax
OpraHizaliiHoi  KyJbTypu. TakoX  3ampolOHOBAHO  BIAMOBIAHI  MEPEIKU
pEeKOMEHJAId 1100 MOTHBAIll MPAIiBHUKIB MOHETAPHOTO Ta HEMOHETAPHOTO
XapakTepy MO0 3IMWCHEHHsS 3axoAiB Mmig dYac (QOopMyBaHHS Ta PO3BUTKY
OpraHi3amiifHoi KyJbTypH. 3aCTOCYBaHHS MIEBHOTO HA0OPY HABEEHUX PEKOMEHIAITI
JT03BOJIMTH M1IBUILYBAaTH PIBEHb OpraHi3aliiHoOl KyJIbTYpH.

[IpoBeneHe MOCHIMKEHHS] OTIOMOTJIIO TPAKTUYHO MIATBEPAUTH BUCYHYTI
riNoTe3W CTOCOBHO BaKJIMBOCTI BpaxyBaHHS MOTHUBAI[IMHUX acCIeKTIB MMiJa dac

(dbopMyBaHHS Ta PO3BUTKY OPraHi3aliiHOl KyJIbTYpH.
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[IpakTuuHe 3HA4YeHHS OJEPKAHMX PE3YJbTATIB TMOJSTAaE B TOMY, IO
TEOPETUYHI Ta METOJIWYHI TMOJOXKEHHS IUCepTalii MOBEACHI JO PiBHA KOHKPETHHUX
MPaKTUYHUX pEKOMEHJAalid 1oa0 (QopMyBaHHS Ta PO3BUTKY OpraHi3auiiHoOl
KyJIbTYpH 3 ypaxyBaHHSM MOTHBAIlIMHMX acCIEKTiB, OIIHKK PIBHS OpraHi3amiiHoi
KyJIbTYpH Ta PIBHS BMOTHMBOBAHOCTI, BHU3HAYEHHS OCHOBHHUX MOTHBATOpIB Ta
JIEMOTHUBATOPIB, [0 MAlOTh BIUIUB Ha OpraHizalliiHy KyJbTypy, Ta IOCIIJIOBHICTbH
etamB (GOpMyBaHHS Ta PO3BUTKY OpraHi3alliifHOI KyJIbTypH 3a paxyHOK
BIIPOBA/DKCHHS 3aXOJIB IIOAO 3MIHM PIBHS OpraHi3amiiiHol KyJIbTypu Ha
MOTHUBALIIMHUX 3acaaax.

OOGrpyHTOBaH1 B AUCEPTAIlli TEOPETUYHI, METOJIUYHI TTOJIOKEHHS, BACHOBKH Ta
peKOMEeHIaIlli MOXKYTh OYTH BUKOPHUCTAHI B CHCTEMI YIPABJIIHHS 3aKJIaJiB OXOPOHU
310poB’si. Pesynbratu nucepraiiiiHoi poOOTH BIPOBAIXKEHO B MAISUIBHICTH B
nismpHICT  HaykoBO-ZOCHITHOTO  1HCTUTYTY Till€HM TMpaii Ta MHpodeciiHux
3axpoproBanb XHMY (moBinka Ne 01-17/31 Bix 15.07.2021 p.) — pekoMeHa1ii mo;10
PO3BUTKY OpraHi3aliiiHoi KyJbTypHd Ha OCHOBI PiIBHS BMOTHBOBAHOCTI IIEPCOHAITY Ta
pIBHS OpraHi3aiiiHol KyJbTYpH 3aKiiany; B ASUTBHICTE CTOMATONOTIYHOTO LEHTPY
XHMY (mosigka Ne 12-m Big 17.05.2021 p.) — KOMIUIEKC METOJUYHUX MIAXOAIB J10
OIIHKY PIBHS OpraHi3amiifHOl KyJbTypH Ta OI[IHKK BMOTHUBOBAHOCTI MPAI[IBHHUKIB.

[Ipomo3wuilii m0/10 CHCTEMHU MOTHUBATOPIB 1 IEMOTHUBATOPIB, [0 MAalOTh BIUIMB
Ha Oprafi3aliiiHy KyJbTypy, Ta METOJUYHOrO MIJXOIy O OLIHIOBAaHHS pIBHSA
BMOTHMBOBAHOCTI  TEPCOHANy BUKOPUCTOBYIOTHCS Yy  HAaBYAIBHOMY  TIpOIIECi
XapKiBCHKOI'0 HaIlIOHAJIBHOTO €KOHOMIYHOTO YHiBepcuTeTy iMeHl Cemena KysHers
MiJl Yac BUKJIAJaHHS AUCIUILIIHU «MeHeMKMEHT» Il MiATOTOBKU OakaaBpiB 3a
cnemianpHicTio 073 «MenemkMmeHnT (oBinka Ne 21/86-21-89 Bin 29.06.2021 p.).

KuarouoBi cioBa: opranizamiiiHa KyiabTypa, MOTHUBAlis, (OpMyBaHHS Ta
PO3BUTOK OpraHi3aIliiiHOl KyJbTypH, PIBE€Hb OpraHi3aIliiHol KyJIbTYPH, MOTUBATOPH,
JI€EMOTHUBATOPH, PIBEHb BMOTUBOBAHOCTI, B3a€EMO3B’SI30K OpraHi3aliiiHOi KyJIbTypU Ta

BMOTHBOBAHOCTI MTPAI[iBHUKIB.



ABSTRACT

Melnyk A.O. Motivational aspects of organizational culture formation and
development. — Qualified scientific work on the rights of the manuscript.

Thesis for a scientific degree of Doctor of Philosophy on a specialty 073
“Management” (07 — Management and administration). Simon Kuznets Kharkiv
National University of Economics, Kharkiv, 2021.

The thesis is devoted to substantiation of scientific and theoretical bases,
methodical and practical recommendations concerning formation and development of
organizational culture on motivational bases.

Scientific and theoretical approaches to the definition of "organizational
culture” are generalized. It is determined that for the interpretation of organizational
culture in the work it is advisable to apply a comprehensive approach, which is based
on a combination of socio-psychological and managerial approaches.

The thesis defines that organizational culture as an unique set of important
norms, values, rules, rituals, symbols, traditions, morals, etc., which is accepted by all
members of the organization, creates a climate and features of interpersonal behavior
in the organization; is formed under the influence of external and internal factors and
has an indirect impact on the relationship of the organization with the external
environment.

It is substantiated that among the functions of organizational culture a special
role is played by the motivational function. One of the components of organizational
culture is a system of staff motivation, which should take into account that each
employee is an individual and any actions of subordinates are determined by certain
needs.

It is proved that the relationship of organizational culture with motivation
creates the preconditions for increasing work motivation and increasing its
productivity. Implementation of the motivational function of organizational culture
involves the use of traditional (tangible and intangible) tools, as well as specific tools

of motivation.
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Given the current economic situation in Ukraine, it is established that non-
monetary incentives need to be increasingly included in the place of monetary
methods of motivation. However, when choosing non-monetary methods of
motivation, it should be clearly understood that it is impossible to create a single
motivational approach to all employees in the enterprise. A mechanism for
combining monetary and non-monetary methods of motivation can be considered
effective, which could cover the areas of interest and needs of each employee,
because all people differ in their needs.

It is established that to study the impact of motivation on the level of
organizational culture, it is necessary to identify the main motivators and
demotivators of employees. Using the method of hierarchy analysis, it is justified to
use the method of expert survey to assess the organizational culture and motivation of
employees, which will provide information on the following criteria: the ability to
compare results, quantification, breadth and completeness of data.

It is proved that to assess the motivation of staff it is necessary to determine the
composition and structure of personnel, determine the characteristics of the
organization, find out the respondents' own opinion about their sense of motivation
(lack of motivation) and identify its causes.

The study proposes methodological support for the formation and development
of organizational culture, which, unlike existing ones, is based on a combination of
approaches to assessing the level of organizational culture and staff motivation using
the method of expert survey, which allows to choose the optimal way of forming and
developing organizational culture.

In the study it is developed the methodological approach to assessing the level
of organizational culture based on the proposed method KUMRAS, which is based on
assessing the parameters of internal (communication, management, motivation, work)
and external (adaptability, strategy and mission) environment. The application of this
approach will determine the level of organizational culture (one that tends to degrade,
medium, high, very high).

A methodical approach to assessing the level of employee motivation has been
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developed. It includes determining the level of employees’ motivation (low,
sufficient, high) and analysis of the main motivators and demotivators that have an
impact on the level of employee motivation. It is determined that the material reward
is the greatest motivator in the work of employees in all investigated health care
facilities. Among intangible motivators there are the most significant: working
conditions; social package, normal work / home ratio, respect and trust in the team,
gratitude and fairness of the leader. Unsatisfactory wages, unsatisfactory working
conditions and a negative climate in the team were identified as the main
demotivators.

The dissertation builds a matrix of the relationship between the level of
organizational culture and staff motivation, which is based on the ratio of the level of
organizational culture and the level of employee motivation. The application of this
matrix will allow to determine a set of measures for the formation and / or
development of organizational culture based on the motivational aspects.

Ways of formation and development of organizational culture are offered.
They are based on development of the list of recommendations on formation of
organizational culture and list of recommendations on development of organizational
culture. A list of recommendations for motivating employees is also proposed. It
takes measures during the formation and development of organizational culture. The
use of a set of recommendations will increase the level of organizational culture.

The practical significance of the results is that the theoretical and
methodological provisions of the dissertation are brought to the level of specific
practical recommendations for the formation and development of organizational
culture based on the motivational aspects, assessing the level of organizational
culture and motivation, determining the main motivators and demotivators that have
an impact on organizational culture, and methodological support for the formation
and development of organizational culture through the implementation of measures to
change the level of organizational culture.

Theoretical, methodical provisions, conclusions and recommendations

substantiated in the dissertation can be used in the management system of health care
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institutions. the results of the dissertation are implemented in the activities of the
Clinic of the Research Institute of Occupational Health and Occupational Diseases
(Ne 01-17 / 31 from 15.07.2021) — recommendations for the development of
organizational culture based on the level of staff motivation and organizational
culture of the institution; in the activities of the University Dental Center of KhNMU
(Ne 12-d from 17.05.2021) - a set of methodological approaches to assessing the level
of organizational culture and assessing the motivation of employees. Proposals on the
system of motivators and demotivators that have an impact on organizational culture,
and a methodological approach to assessing the level of staff motivation are used in
the educational process of Kharkiv National Economic University named after
Semyon Kuznets during the teaching of "Management” for bachelors in 073
"Management" (Ne 21 / 86-21-89 from June 29, 2021).

Key words: organizational culture, motivation, types of organizational culture,
level of organizational culture, motivators, demotivators, level of motivation, the

relationship of motivation and organizational culture.
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biznec Ingpopm. 2021. Ne6. C. 245-250.
4. Menbuuk A. O. MoTuBaliifHa ckj1aioBa pO3BUTKY OpraHi3aIliiHOl KyJIbTypH

3aKJIa/iB OXOPOHH 3M0pPOB’S. Vkpaincvxuii swcypuan npukiaouoi exonomiku. 2021.

Tom 6. Ne 1. C. 280-2809.

Ilyonixauii 3a mamepianamu Kongpepenyii:

5. Mensauk A. O. Ponp mMoTuBariitHoi (yHKIlI B OpraHi3aiiiHii KyJbTypi
Cyuacni npobiemu ynpasiinHsa RIONPUEMCIMEAMU: Meopis ma NPaKmuka : MaTepialiv
Mixnap. Hayk.-nipakt. koH}. (M. Xapkis, 29-30 6epe3. 2018 p.). Xapkis : Bunasenp
®OIT Mesina, 2018. C. 74-76.

6. MenpHuk A. O. AHani3 migxoaiB O BU3HAUCHHS MOHSATTS «OpraHi3alliifHa
KynbTypa». Exonomiunuil possumok i cnaowuna Cemena Kysneysa : matepianu V
HAYKOBO-TIPaKTH4YHOI KoH(epeHuii (M. Xapki, 31 tpaBHs—1 uepBHs 2018 p.).
Xapki : XHEY imeni Cemena Kysuens, 2018. C. 101-102.

7. Menpauk A. O. AHani3 Cy4acHMX MIJXOJIB /0 MOTHBAIll MEpPCOHATY.
Cyuacni npobnemu ynpaeniHHsa NiONPUEMCMEAMU. meopis ma npakmuxka : MaTepiajiv
Mixuap. Hayk.-mipakT. KoH(. (M. XapkiB — M. TopyHs, 18—19 Gepes. 2019 p.). Xapkis
: ITanoB A. M., 2019. C. 78-82.
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8. Jlemeiiko T., Menpuuk A. BrimB MoTuBamiiHux (akTopiB Ha
OpraHizailiiiHy KyJabTypy MIANPUEMCTBA. EKOHOMIUHUL PO36UMOK | CcnaowuHa
Cemena Kysneys : Te3u IONOBIAEH MI>KHAPOJAHOI HAYKOBO-TIPAKTHUYHOI KOHGEpEeHIIT
(M. XapkiB, 30-31 tpaBus 2019 p.). Xapkis : XHEY imeni Cemena Kysuens, 20109.
C. 27-32.

Ocobucmuii  8Hecok  3000y8aua:  NpoB8eOeHO  NOPIGHANbHUL — AHAI3
MOMUBAYIUHUX NOKAZHUKIB, SIKI MAIOMb 8NIIUE HA OP2AHIZAYIUHY K)IbMYD).

9. Menpuuk A. O. MeToauuHi acmeKkTH OLIHKK OPraHi3aliifHOi KyJbTYpH.
NEW ECONOMICS : wmarepianu MixHapomHoro HaykoBoro ¢opymy «NEW
ECONOMICS - 2019» (M. Kuis, 14-15 mucromana 2019 p.): B 2-x Tomax. T. 2; HAH
VYkpainu, [H-T exkoHOMIKK TTpoM-cTi. Kuis, 2019. C. 155-159.

10. Mensuuk A. HemoHeTapHa MOTHBAallis MEPCOHATY B KPHU30BUX yMOBaXx.
CyuacHi npobnemu YnpasniHHa niONpuUEMCmMeamu. meopia ma npakmuxa : MaTepiaiu
Mixunap. Hayk.-mpakT. KoH(p. (M. XapkiB — M. Topyss, 3-4 Oepesns 2020
poky). XapkiB : [lanos A. M., 2020. C. 45-46.

11. Mensauk A. Posb maTepiaJibHOI MOTHBAIll B CYy4aCHUX EKOHOMIYHHUX
ymoBax. CyuacHi npobnemu YnpasniHHsa NiONpUEMCMEamu. meopisi ma NpaKmuxa '
Matepian MixHap. Hayk.-npakT. koH(]. (M. XapkiB — M. Topynb, 16 kBiTHs 2021

poky). Juinpo : Cepennsik T. K., 2021. C. 41-42.



