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AHOTALIIA

[Bssupmin Mso  Po3BuTOK  MexaHI3My — OpraHizamiiHoi  KyJbTypH
MyJbTUHAIIOHANBHOT opranizamii. — Ksamidikamiiina HaykoBa mpais Ha MpaBax
PYKOTIHCY.

Jucepraliiss Ha 3100yTTS HAyKOBOTO CTymeHs Joktopa (inocodii 3a
cnemianpHicTIO 073 — MeHemkMeHT. — XapKiBChbKUN HalllOHAIBHUNA E€KOHOMIYHUN
yHiBepcuteT imeH1 Cemena Kysuens, Xapkis, 2023.

JlucepTallito MPUCBIYEHO TMOMIMOJEHHIO TEOPETUYHUX 1 METOJUYHUX
MOJIOKEHb  IMOJO0  PO3BUTKY  MEXaHI3My  OpraHi3allidiHOi  KyJbTypH B
MyJIbTUHAIIIOHAJIbHIA ~ OpraHizamii, 1o (YHKI[IOHYe B yMOBaxX pPI3HOMAHITTA
HalllOHAIBHUX KyJIbTYp. OO’€KTOM [OCIIJKEHHS € TPOLEC PO3BUTKY MEXaHI3MY
OpraHizamiifHoi KyJabTypd B MYJbTHHALIOHAIBHIA opranizamii. [Ipeamerom
JOCIIJIKEHHSI € CYKYMHICTh TEOPETHYHUX IMOJO0KEHb, METO/IB, METOJIUYHUX
MIJIXO/MiB, METOJUYHOrO0 3a0€3MEUeHHs] Ta MPAKTUYHUX PEKOMEHJAIld 010
PO3BUTKY MEXaHi3My OpraHi3aiiiHOi KyJbTypH B MYJIbTHHAIIOHAIBHIN opraHizaiiii,
110 (PYHKIIIOHY€ B yMOBaxX PI3HOMAaHITTA HalllOHAJbHUX KYJIBTYD.

VY3aranpHEHO BH3HAYEHHS CYTHOCTI TIOHSATTS «OpraHi3alliiiHa KyJbTypa
MyJIbTUHAIIIOHAJIBHOT ~ Opradizamii» 3a JOMOMOTOI  METOAIB  TEOPETUYHOTO
y3arajJbHEHHS, aHai3y, CHHTE3Y Ta CTPYKTYpHO-JIOTIYHOTO aHalli3y. 3alpONOHOBAaHO
YTOYHEHE BH3HAYCHHS TOHSTTS «OprafizaiiifHa KyJbTypa MYJIbTHHAIIOHATLHOT
opraHizailii», HOBU3HOIO SIKOTO € TIO€IHAHHS I[IHHICHOTO MMiAXOAY JO CYTHOCTI
MOHATTSl «OpraHi3aliifHa KyJbTypa» Ta TMPUPOAU TOHATTS «MYJIbTHHAI[IOHAIbHA
opranizamisi». [IpoanamizoBaHo [1Ba KOHIIENTyaJdbHI TMIAXOAW JO BHU3HAYCHHS
CYTHOCTI TpPHUPOAY OpraHizaliiiHOi KyJbTypd Ha MIKpOpiBHI 3a 0a30BUMHU
XapaKTEPUCTHKAMU Ta CYTHICTh (EHOMEHY «OpraHi3alliiHOl KyJbTypw» depes
NpU3MYy XapaKTePUCTUK OpTaHi3alliiHoOi KyJabTypu (iCTOpUYHA BU3HAYCHICTD,
XOJIICTUYHICTh, PE3yJbTaT KOJEKTHBHOI B3aeMOJli, C(hOPMOBAHICTh Ha COIllaJbHIN
OCHOBIi, 0araTOpiBHEBICTh 1 0araTOBUMIPHICTh, BAXKKICTh 3MiH, €BOJIIOIIAHICTh Ta

E€MOIIIAHICTB).
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VY nucepranii cucTeMaTH30BaHO Ta MPOAHATI30BaHO (PAKTOPH 30BHIIIHBOTO Ta
BHYTPIIIHBOTO CEPEAOBHUIIA, SIKI BIUIMBAIOTh HA MPOIECH (POPMYBAHHS Ta PO3BHUTKY
OpraHizamiifHoi KyJIbTYpH MYJbTHHALIOHAJIBHOI OpraHizaiii. 3ampornoHOBaHa
knacudikaiis (akTopiB BHYTPIIIHBOTO CEPEIOBHINA IPYHTYEThCS HA PO3MEKYBaHHI
(dakTOpiB Ha 3arajlbHO-OpraHi3alliiiHi, ympaBIiHCBbKI Ta (aKTOpu, MOB'A3aHI 3
MIEPCOHAJIOM, 1110 JO3BOJIMJIO BUSHAYUTH HAMOUIBII BaXKIMBI CTPYKTYPHI KOMIIOHEHTH
MeXaHi3My OpraHi3aliiHol KyJbTypy MYJIbTHHAIIOHATIBHOI OpraHizarii.

3anponoHOBaHO  Kiacu(ikaiio  MAXOAIB O  BHU3HAYEHHS  CYTHOCTI
«oprasizaifiiiHa KyJbTypa MyJbTHHAI[IOHATLHOI OpTraHi3ailii», sika BKIOYA€ HACTYIIHI
MIJXOAU: IIHHICHHUM; COILIabHO-TICUXOJIOTIYHUI; €KOHOMIYHUM Ta HOPMATUBHUMU.
OcoOmnuBicTio 1i€i kimacuikaiii € BBEJCHHS I[IHHICHOTO MiAXOMY, SKUW BUCBITIIIOE
B3a€MO3B'A30K Ta B3a€MOBIUIMB MK OPraHi3allliiHOIO Ta HAI[IOHAJIBHOIO KYJIbTypaMu
MEepPCOHANly ~MYJIbTHHAIOHAJIBHOI ~ OpraHizaiii, ska (QYHKIIOHYye B yMOBax
PI3HOMAHITTS HAI[IOHAJILHUX KYJbTYP.

V3aranbHEHO BHM3HAYEHHS CYTHOCTI MOHATTA «MEXaHI3M OpraHi3aliiHol
KyJIbTYpHU MYJbTHHAIIOHATBLHOT OpraHizaiii», SKe € pe3yJbTaTOM CHHTE3Y
OaratoMmipHoro 1 0OaraTOpiBHEBOIO MIAXOMIB JO JOCHIIPKEHHS MEXaHI3MY
opraHizaiiiHoi KyJbTypu. HOBH3HOIO 3ampoONOHOBAHOIO MOHATTS «MEXaHI3M
OpraHizamiifHoi KyJbTYpU MYJIbTHHAIIOHAJIBHOI OpraHizallii» € po3risg WOro sk
OpraHi3aliifHO-€KOHOMIYHOTO  MEXaHI3My, SKUWA  peai3yeTbCsi B  CUCTEMI
MEHEPKMEHTY $IK CYKYHHICTh CTPYKTYPHUX €JIEMEHTIB: MPUHIMMIB, (QYHKIIH,
YUHHUKIB, SIKI BIUIMBAIOTh HA PO3BUTOK OpraHi3aliiHOi KyJIbTYypH, pPECYpCIB,
METO/11B, IHCTPYMEHTIB 1 3ac001B BIUIMBY Ha KaJpOBl MPOLECH, 5IKI 3aCTOCOBYIOTHCS
KEpPIBHUIITBOM OpraHizaiii BCIX 1€papXidYHUX PIBHIB 1 pe3yJbTaTOM BIIPOBAKCHHS
SKOTO € TIOBHA 1JICHTH(IKAIlIS CIIBPOOITHUKIB ce0e 3 opraHizaili€ro.

Y nucepramii  po3poOiieHO  MEXaHI3M  OpraHi3aliiHOl  KyJIbTYpH
MyJIbTUHAIIIOHAJIGHOT ~ OpraHi3aiiii, 1o  J03BOJSE  aJanTyBaTH  KIIFOYOBI
XapaKTePUCTUKN OpraHi3alllifHOl KyJbTypH BIAMOBIIHO J0 BIUIUBY (DAKTOPIB BILIUBY
30BHIIIHBOTO Ta BHYTPIIIHBOTO CEpPEAOBHINA 3 METOI0 OTPUMaHHS Oa)kaHoi

MOBEJIIHKYA TEPCOHANy ISl JOCSITHEHHS IIUIe MYyJIbTHHAIIOHAJIBHOI OpraHizarii.
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Moro mepesaraMu € pO3yMiHHS HOTO SK CYKYIHOCTi 3arajJbHHMX KyJIbTYpPHHX
MEXaHI3MiB, SKi BIUIMBAIOTh Ha €(EKTHUBHICTh MEPCOHATY OpraHisaimii, o €
pe3yJbTaTOM MOEHAHHS OaraToMipHOro (aHaji3 KyJbTYpPHUX 3MIHHHMX HalllOHAJIBHOI
KylIbTypu) 1 OaraTopiBHEBOTO (BHM3HAYCHHsS CYTHOCTI 3araJlbHUX MEXaHi3MiB
OopraHizaiiiHoi KyJbTYpH MYJIbTHHAIIOHAIBHUX OpraHizaiii) migxoaiB. Ha ocHoBi
JIOBEICHOTO B32€EMO3B’SI3KY M1 TUTIOM oprasizamiiaoi KyJIbTYpH
MYJIbTHHAITIOHAJIGHOT OpraHizamii Ta 3acTOCYBaHHSM KOHKPETHOTO MEXaHI3My
KOHTPOJIIO (SIK CKJIa/JI0BOi MEXaHI13My OpraHi3aIliiiHoi KyJIbTypH), IKUI BIAMOBIIAE SIK
TUITy OpraHi3aliiiHol KyJbTypy MYJbTHHALIIOHAJIBHOI OpraHi3allii Tak € pe3yJbTaToM
BIUIMBY HAI[lOHAJIbHOI KYJbTypH KOHKPETHOI KpaiHM, BU3HAYEHO OCOOIMBOCTI
MeXaHI3MIB i7ieHTu(IKaIli opraHi3alifHol KyJbTypd B yMOBaX KOHKPETHOI
HaIllOHAJIBHOI KYJIbTYPH.

3anponoHOBaHO Ta PO3POOJIECHO METOAMYHUMN MIAX1J 10 KOMIUIEKCHOI OIIHKU
OpraHizamiifHOi  KyJbTYpH TMEpPCOHAy  MYJIbTHHAIIIOHAJIBHOI  OpraHizamii 3
ypaxyBaHHSM HAI[IOHAJFHOTO KOHTEHTY, SKHH € pe3ylbTaTOM MO€THAHHS TPHhOX
MiIX0MiB 710 OIiHKK KynbTypu: RVS, PVQ Ta 6-D model. Horo nepeBaraM €
BU3HAYECHHS HASBHOCTI a00 BIJICYTHOCTI KOH(MJIKTY MK HAI[lOHAJBHOIO Ta
OpraHi3aliifHOI KYJIbTYpOIO TIEPCOHATy MYJIbTHHAIIIOHATIBHOI Oprafizamii Ta
dbopMyBaHHS KOHKPETHHX MPOMO3UIIINA MO0 PO3BUTKY OPTaHi3alliifHOi KyJIbTYpH B
MpoaHa i30BaHiil MyJIbTHHAILIIOHAJIBHIN OpraHi3aliii.

Bbyno mnpoBeneHO aHKeTyBaHHS  CHIBPOOITHHUKIB  MYJbTHHAIIOHAJIBHUX
oprasizaiii, siki yHKIIOHYIOTh B Hal[lOHAJIbHIM KynbTypl Kutato Tta Ykpainu, mio
JI03BOJIMIIO 3pOOMTH KOMILUIEKCHY OLIHKY OpraHi3aliiHOi KyJIbTYpH NMEPCOHATY LUX
MYJbTUHAIIOHAJILHUX OpraHizaiiil. byno Bu3HaueHo, 1110 Ha opraHi3auiiHy KyJabTypy
NEPCOHANy TMPOAHANI30BAaHUX KUTAWChKUX Ta YKPAIHCHKUX OpraHi3aliid 3Ha4YHUN
BIUIMB Ma€ HalllOHAJIbHA KyJIbTYypa MEPCOHANY, B AKil (YHKIIOHYE 1151 OpraHizaris, Ta
BCTAQHOBJICHO HAsBHICTh KOH(JIIKTY MIXK HallOHAJIBHOK Ta OpraHizauiiHoI0
KyJIbTYpPOIO MEPCOHANY IMX MYJIbTHHALIOHAIBHUX oOprasizamii. [Ins momonanHs
OT0 KOH(IIIKTY JJIs1 KOXKHO1 3 MPOaHali30BaHUX MYJIbTHHAIIOHAJBHUX OpraHizawii

3aMpOINOHOBAHO KOHKPETHI PEKOMEH/Ialli1 II0/I0 PO3BUTKY MEXaHi13My OpraHi3aiiiHoi
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KyJIbTypd B MYJbTUHAI[IOHANBHIA OpraHizamii 3 ypaxyBaHHSM HalllOHAJIbHOTO
KOHTEHTY, fika (YHKI[IOHY€ BIJIIMOBIAHO B yMOBaX KHTAMCbKOI 4M YKpaiHCHKOI
HaIllOHAIBHOI KYyJIbTypH. BrpoBamkeHHS HHUX pEKOMEHJAIId sl KOpEeryBaHHS
CKJIaIOBUX MEXaHI3My OpraHi3amiifHOi KyJbTYypH MYJIbTHHAIIOHAIBHOI OpraHizarii
BIIMOBITHO /IO BUMOT' HAallIOHAJBbHOI KYJbTYpU KpaiHWU, B SKiA (PYHKIIOHYE IS
oprasizaiiisi, I03BOJUTh BUKOPUCTAaTH KOHKYPEHTHI TIepeBaru, SKi CTBOPIOE
KUTalChKa Ta YKpaiHChKa HalllOHAJIbHA KYJIbTYpA.

VY nucepraiiii po3po0JIeHO MOCIIIOBHICTh PO3BUTKY MEXaHI3My OpraHizalliitHoi
KyJbTYpU B MYJIbTHHAILIOHAJBHIN OpraHizaili, sika J03BOJIMJIA CTBOPUTH BJIACHUI
HaJaro/pKeHWl  MEXaHI3M  OpraHi3aliiHOl  KyJbTypH  JUIsl  KOHKPETHOI
MYJIbTUHAIIIOHAJIBHOT ~ opranizaiii. HoBu3Ha 1i€i TOCHITOBHOCTI MOJsTae y
BpaxyBaHHI PIBHA CYMICHOCTI JOMIHYIOYOTO THIy OpraHi3aliidiHOl KyJIbTypu Ta
BUMOI' HAIIOHAJILHOT KYyJIbTYpH KpaiHW, B sKiH (YHKIIOHYE ISl OpraHizailis, Ta
MOJIMBOCTI ~KOpPEryBaHHS CKJIQJJOBUX MEXaHI3My Oprafi3aliifHoi KYyJIbTypHU
MYJIbTHHAIIIOHAIBHOT OpraHizallii BiAMOBIHO /10 IIUX BUMOT.

MeronosnoriyHe MIATPYHTA JOCHIDKEHHS CTAaHOBISTH  (yHIAaMEHTANIbHI
MOJIOKEHHSI Cy4YaCHUX TEOpid EKOHOMIYHOI Teopli, MEHEIXMEHTYy Ta Kpoc-
KyJIbTYPHOTO MEHEIKMEHTY. B SIKOCTI OCHOBHUX 3arajJbHOHAYKOBHX 1 CHEIllaTIbHUX
METO/IB OyJii BUKOPUCTAHI: METOJU TECOPETUYHOTO y3araJbHEHHS; METOJIU aHaIi3y
Ta CHUHTE3Yy; CTPYKTYPHO-JIOTITUHUNA aHaNi3; KOHTEHT-aHaJ13; METOAN MOPIBHSIBLHOIO
aHai3y; METOIU IHIYKII Ta MEAYKIlii; METOAU OMHMCOBOI CTATUCTUKH EKCIEPTHHX
JIAHUX Ta aHKETYBaHHSI; METOJ KAHOHIYHOTO aHai3y; rpadiyHuid METO/I.

[IpakTuHe 3HAYEHHA OJEpP’KaHUX PE3yJbTAaTiB TMOJNSATa€ B TOMY, IO
BUKOPUCTAHHA TEOPETUYHUX 1 METOAUYHHUX TOJIOKEHb JHUCEPTaIlliHOT poOoTH
JIOBEJICH1 /10 PIBHSA KOHKPETHUX METOAMK 1 PEKOMEHJAIN II0JI0 TEOPETHYHOIO 1
METOJMYHOTO 3a0e3MeueHHs] PO3BUTKY MEXaHI3My OpraHizauiiHol KyJIbTypu
MYJIbTUHAIIIOHAJIBHOT OpraHizallii, M0 O03BOJISIOTh aJanTyBaTH OpraHi3aliiHy
KYJbTYpY MYJIbTHHALIOHAJIBHOI oOpraHizaiii 70 O0COOJHUBOCTEH HaIllOHAIBHOL
KYJBTYpH i1 CIIiBPOOITHUKIB IIJIIXOM PO3BUTKY MEXaHI3My OpTaHi3alliiiHOi KyJIbTypu

3a BH3HAYCHUMMH CKIaJOBHMH, a CaMC€: HpaKTI/ILIHi peKOMeHIIaHi.l' moao pPO3BUTKY
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MEXaHI3My OpraHi3amiifHOl KyJIbTYpH, 3aCHOBaHI Ha pe3yjbTaTaxX JOCIIKCHHS
OCOONMMBOCTEN  HallIOHAJIBHOI Ta OpraHi3alliiiHOi KyJIbTYpH CHiBPOOITHHKIB
KUTalChKOT MYJIbTHHAIIIOHAJIBHOI ~ OpraHi3ailii; MpakTU4YHI MPOMO3HIIi  II0J0
PO3BUTKY MEXaHI3My OpraHi3amiifHOl KyJIbTypd Ta KOPETryBaHHS OCOOJMBOCTEH
OpraHizaliiHol KyJIbTypH yKpPaiHChKOi MYJIbTHHAIlIOHAJIBbHOI  opraHizamii 3
ypaxyBaHHSIM  HaIlOHAJIBHOI  KyJbTYypu 1ii  mepcoHamy. Tak, KuTalchbKa
MynbpTUHaIioHanpHa opraHizaiis Television Culture Media Co. Ltd, BnpoBanuna B
CBOIO  JIISUIBHICTH  MPAKTUYHI PEKOMEHJAIlli 100 PO3BUTKY  MEXaHI3MY
OpraHi3aliiHOl KyJbTYpPH, SAKI JO3BOJWIM TMIJBUIIWIA TMPOAYKTUBHICTH Ta
e(eKTUBHICTh CHIBPOOITHUKIB I1i€l opraHizamii (moBigka Big 23.05.2023 poky).
VYkpaincbka MynbTuHaioHanbHa opradizaiis TOB «BEHT-MEIUWUKAJ» Takox
BIIPOBAJWJIA B CBOIO JISUIBHICTh MPAKTHYHI MPOIMO3HIIII 010 PO3BUTKY MEXaHI3MY
OpraHizaiifHoi KyJIbTypH Ta KOpETryBaHHS OCOOJUBOCTEN OpraHizaiiitHOl KyJIbTypH 3
ypaxyBaHHSM HAI[lOHAJIILHOI KYJIbTYypU 11 MEpPCOHANly, SIKI JO3BOJIUIU aJanTyBaTH
opranizamiiny  kynetrypy TOB «BEHT-MEJUKAJI» 1o  ocobnuBocTeit
HAIlOHATBHOI KYJIBTYpH ii criiBpoOiTHUKIB (z10Bigka N 11/06 Big 26.06.2023 poky).
TeopeTnyHl MOJOKEHHS MO0 THUIMOJOTI3alli OpraHizauiifHOi KyJbTypU Ta
HAIllIOHATBHOI KYJBTYPH, SIKI JIO3BOJISIIOTH OIIHIOBATH OpPTraHi3alliiHy KYyJIbTYpY
MYJIbTUHAIIIOHAJIBHOT OpraHizaiii 3 ypaxyBaHHSM HAI[lOHAILHOTO KOHTEHTYy, Ta
METO/IMYHI MMOJOXKEHHS 1010 OLIIHKK OpraHi3aliiiHOl KyJbTypH MYJIbTUHALIOHATBHOI
opranizaiii, sika (YHKIIOHYE B KPOC-KYJIbTYPHOMY CEpPEIOBHII, BIPOBAIHKCHI B
HAaBYAJIBHUHN Mpollec XapKiBCHKOTO HAIlIOHAJBHOIO EKOHOMIYHOTO YHIBEPCUTETY
imeH1 Cemena Ky3Hens it miaAroToBky 0akanaBpiB Ha (akylbTeTI MEHEHKMEHTY 1
MapKeTUHTY 3a crerianpHicTio 073 «MeHemKMeHT» B OCBITHINM KoMmoHeHTI «Kpoc-
KyJIbTYPHUN MEHEIKMEHT)» Y MPOLEC] MPOBEACHHS MPAKTUYHUX 3aHATh y 2022-2023
HaBUYaJbHOMY porli (moBimka mpo BrpoBamkeHHsS Ne 23/86-02-33 Bim 13.06.2023
POKY).
Takox TEOpeTHYH1 IMOJIOKEHHS MI0J0 KOHIICMIli THUIOJOri3ali Ta OI[IHKH
OpraHi3alliiiHoi Ta HallOHAJIBbHOI KYJbTYp, SKI Oyld CTBOPEHI B KOHTEKCTI KpOC-

KYJbTYPHOTO MEHEPKMEHTY, 1 METOJMYHI MOJIOKEHHS 1100 OLIIHKKA OpraHi3aiiiHol
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KyJIbTYpU MYJIbTHHAIIOHAJIBHOI Oprasizailii, ska (pyHKIIOHY€ B KPOC-KyJIbTYpPHOMY
CepeIOBHILl, BIPOBA/KEHI B HaBYaIbHUN Tmpouec [lenaroriyHoro yHiBepCUTETY
Hewzsn (Neijiang Normal University), IlIkona ekonoMiku Ta MeHemxMeHTy (School
of Economics and Management) mig 9ac BUKJIaJaHHS AUCIUILTIH Hampsmy bizHec-
aJAMIHICTpyBaHHS (JOBiKa Mpo BIpoBaKeHHS Bia 25.04.2023 poky).
Knrouosi cnosa: opranizaniifHa KyJbTypa, MYyJIbTHHAIlIOHAJIbHA OpraHi3allis,
MEXaHI3M  OpraHi3aliifHOi  KyJIbTypH, HaIllOHaJIbHA  KyJbTypa, MeEXaHi3M
OpraHizaiifHoi KyJbTypH MYJIbTUHAIIIOHAJILHOI OpraHi3allli, HalliOHaJbHUN KOHTEHT,

NEPCOHAJI MYJIbTUHALIIOHAJILHOT OpraHi3allii, pI3HOMAHITTS HAIL[IOHAJIbHUX KYJbTYP.

ABSTRACT

Jianping Miao Development of the the mechanism of organizational culture of
a multinational organization. — Qualifying scientific work on manuscript rights.

Thesis for the degree of Doctor of Philosophy (Ph.D.) in specialty 073 —
Management. — Simon Kuznets Kharkiv National University of Economics, Kharkiv,
2023.

The thesis 1s devoted to deepening of theoretical and methodological
provisions regarding the development of organizational culture mechanism in a
multinational organization operating in conditions of diverse national cultures. The
object of the study is the development process of organizational culture mechanism in
a multinational organization. The subject of the research is a set of theoretical
provisions, methods, methodological approaches, methodological support and
practical recommendations for the development of organizational culture mechanism
in a multinational organization operating in conditions of diverse national cultures.

The author has defined the essence of the concept "organizational culture in a
multinational organization"by using methods of theoretical generalization, analysis,
synthesis, and structural-logical analysis. The work proposes a refined definition of
the concept "organizational culture in a multinational organization", the novelty of
which is the combination of a value approach to the essence of the concept

"organizational culture" and the nature of the concept "multinational organization".
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There is a detailed analysis of conceptual approaches to determining the essence of
organizational culture's nature at the micro level based on primary characteristics and
the essence of the phenomenon "organizational culture" examined through the prism
of organizational culture characteristics (historical determination, holisticity, result of
collective interaction, formation on a social Dbasis, multilevel and
multidimensionality, severity of changes, evolution and emotionality).

The thesis systematizes and analyzes the factors of the external and internal
environment affecting the processes of formation and development of the
organizational culture in a multinational organization. The proposed classification of
factors of the internal environment is based on the division of factors into general
organizational, managerial and personnel-related factors, which allowed the author to
determine the most important structural components of the organizational culture
mechanism in a multinational organization.

The author uses the classification of approaches to define the essence of
"organizational culture in a multinational organization". These are the following
approaches: valuable; socio-psychological; economic and normative. The peculiarity
of this classification is the introduction of a value approach, which highlights the
relationship and mutual influence between the staff in organizational and national
cultures in a multinational organization that functions in conditions of diverse
national cultures.

The thesis generalizes the definition of the concept "mechanism of
organizational culture in a multinational organization", which is the result of the
synthesis of multidimensional and multilevel approaches to the study of the
mechanism of organizational culture. The novelty of the proposed concept
"mechanism of the organizational culture in a multinational organization" is its
consideration as an organizational and economic mechanism, implemented in the
management system as a set of structural elements. These elements are principles,
functions, factors, influencing the development of organizational culture, resources,
methods, tools and means of influence on personnel processes, used by the

management of the organization at all hierarchical levels and the result of the
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implementation of which is the complete identification of employees with the
organization.

In the thesis, the author develops the mechanism of the organizational culture
in a multinational organization, which allows us to adapt the key characteristics of the
organizational culture in accordance with the influence of external and internal
environmental factors in order to obtain the desired staff behavior to achieve the
goals of the multinational organization. Its advantages are its understanding as a set
of general cultural mechanisms, influencing the effectiveness of the organization's
staff based on a combination of multidimensional (analysis of cultural variables of
national culture) and multilevel (determining the essence of general mechanisms of
organizational culture of multinational organizations) approaches. The thesis
determines peculiarities of the identification mechanisms of organizational culture in
the conditions of a specific national culture based on the proven relationship between
the type of organizational culture in a multinational organization and a specific
control mechanism (as a component of the mechanism of organizational culture),
which corresponds to the type of organizational culture in a multinational
organization and the result of the national culture's influence of a specific country.

A methodical approach to the comprehensive assessment of the organizational
culture of the staff in a multinational organization, taking into account the national
content, is proposed and developed in the work . This is the result of a combination of
three approaches to the assessment of culture: RVS, PVQ and 6-D model. Its
advantages are the determination of the presence or absence of a conflict between the
national and organizational culture of the staff in a multinational organization and the
formation of specific proposals for the development of organizational culture in the
analyzed multinational organization.

A survey of employees in multinational organizations that function in the
national culture of China and Ukraine has showed that it is possible to assess
comprehensively the organizational culture of the staff in these multinational
organizations. The organizational culture of the staff in the analyzed Chinese and

Ukrainian organizations experiences a strong influence of the national culture.
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Moreover, there is a conflict between the national and organizational culture of the
staff in these multinational organizations. To overcome this conflict, there are some
specific recommendations given for each of the analyzed multinational organizations
for the development of the organizational culture mechanism in a multinational
organization, taking into account national content, which functions in the conditions
of Chinese and Ukrainian national culture

The author has shown the sequence of the organizational culture mechanism
development in a multinational organization, allowing us to create its own adjusted
mechanism of organizational culture for a specific multinational organization. Its
novelty consists in taking into account the level of compatibility of the organizational
culture's dominant type with the requirements of the national culture of the country in
which the organization operates, and the possibility of adjusting its components in
accordance with these requirements.

The methodological basis of the research is the fundamental provisions of
modern theories of economic theory, management and cross-cultural management.
The main general scientific and special methods were used in the work: methods of
theoretical generalization, methods of analysis and synthesis, structural-logical
analysis, content analysis, methods of comparative analysis, methods of induction
and deduction; methods of descriptive statistics of expert data and questionnaires,
method of canonical analysis, a graphic method.

Practical significance of the obtained results is that the use of theoretical and
methodological provisions of the thesis work has been brought to the level of specific
methods and recommendations for theoretical and methodological support for the
organizational culture mechanism development in a multinational organization. This
allows us to adapt the organizational culture in a multinational organization to the
peculiarities of the national culture of its employees by developing the mechanism of
organizational culture according to certain components. The following components
are: practical recommendations for the development of the organizational culture
mechanism , based on the peculiarities of the national and organizational culture of

employees in a Chinese multinational organization; practical suggestions regarding



DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442

11
the development of the organizational culture mechanism and the adjustment of the
peculiarities of the organizational culture in the Ukrainian multinational organization,
taking into account the national culture of its personnel. Thus, the Chinese
multinational organization Television Culture Media Co. Ltd, implemented practical
recommendations for the development of the organizational culture mechanism into
its activities, which allowed them to increase the productivity and efficiency of
employees in this organization (sertificate dated 23.05.2023). The Ukrainian
multinational organization "VENT-MEDICAL LLC" also implemented practical
proposals for the development of organizational culture mechanism into its activities
and adjusted organizational culture features, taking into account the national culture
of its staff, thus adapting the organizational culture of "VENT-MEDICAL LLC" to
the characteristics of the national culture of its employees (sertificate No 11/06 dated
June 26, 2023).

Theoretical provisions on the typology of organizational culture and national
culture, allowing us to evaluate the organizational culture in a multinational
organization, taking into account the national content and methodological provisions
on the evaluation of the organizational culture in a multinational organization that
functions in a cross-cultural environment, were introduced into the educational
process of Simon Kuznets Kharkiv National University of Economics training
bachelors at the Faculty of Management and Marketing, on specialty 073
"Management" in the educational component "Cross-cultural management" in
practical lessons in 2022-2023 academic year (implementation certificate No. 23/86-
02-33 dated 13.06.2023 year).

Moreover, theoretical provisions regarding the concept of typology and
evaluation of organizational and national cultures, created in the context of cross-
cultural management,and methodological provisions regarding the evaluation of the
organizational culture of a multinational organization that functions in a cross-
cultural environment, were introduced into the educational process of Neijiang
Pedagogical University Normal University, School of Economics and Management in

Business Administration disciplines (implementation certificate dated 04/25/2023).
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INTRODUCTION

Relevance of research. Modern globalization processes and new challenges of
today: first COVID-19, and now the war in Ukraine, require the management of
organizations to pay more attention to the organizational culture of the organization,
especially if this organization functions in conditions of diversity of national cultures.
Since the organizational culture in multinational organizations can become both a
significant competitive advantage of such an organization, if it is adapted to the
requirements of the national personnel culture, and a significant problem and source
of conflicts between the national and organizational culture of the personnel in the
organization, if its influence is not taken into account. Therefore, the effectiveness
not only of the personnel in this organization, but also of the entire organization as a
whole, depends on the interaction between the national and organizational culture of
the personnel in a multinational organization and the presence of the organizational
culture mechanism in a multinational organization.

Theoretical and practical studies of organizational culture are highlighted in the
works of such famous Ukrainian and foreign scientists as D. Acker, O. Arefieva,
S. Arefiev, P. Anthony, K. Bannikova, T. Blyznyuk, C. Handy, G. Hofstede,
G.J. Hofstede, T. Lepeyko, S. Marinova, G. Monastyrsky, M. Minkov,
V. Nikiforenko, O. Kharchyshyna, H. Osovska, O. Osovsky, W. Ouchi, E. Schein,
L. Shymanovska-Dianych, L. Smircich, O. Tarasova and many others. A significant
number of works by both Ukrainian and foreign scientists, such as L. Beauvais,
V. Hevko, K. Lukasik, D. Morschett, E. Schein, R. Scholl, H. Schramm-Klein,
J. O'Neill, W. Ouchi, N. Rynkevych, G. Zakharchyn, K. Zentes, J. Weick and others,
is devoted to the study of organizational culture mechanism, its formation and
development.

However, proposals for the organizational culture mechanism' development in
a multinational organization have not yet been fully worked out. It is necessary to

clarify the definition of the essence of organizational culture's mechanism. The
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relationship and interaction between the national and organizational culture of the
personnel in a multinational organization 1s insufficiently substantiated.
Methodological assessment of the impact of national culture on the organizational
culture in a multinational organization requires clarification as well.. This determines
the need for further research on this issue, the choice of the goal and scope of
research tasks.

Connection of work with scientific programs, plans, topics. The dissertation
work was carried out in accordance with the plans of research work at Kharkiv
National University of Radio Electronics on the research topic "Organizational and
economic support of innovative development and economic security of economic
entities" (state registration number 0122U00510), which confirms the relevance and
value of the research results ,presenting a number of developments analysing
methodological approaches to the assessment of the organization personnel's culture.

The purpose of the study is to clarify the theoretical and methodological
provisions regarding the development of organizational culture mechanism in a
multinational organization operating in conditions of diverse national cultures.

The following tasks were set to achieve the goal:

to clarify the essence of the concept "organizational culture in a multinational
organization";

to generalize the definition of the concept "mechanism of the organizational
culture in a multinational organization", functioning in the conditions of the diverse
national cultures;

to systematize factors of the external and internal environment affecting the
processes of formation and development of organizational culture;

to improve the classification of approaches to defining the essence of the
concept "organizational culture" in the context of cross-cultural management;

to improve the mechanism of the organizational culture in a multinational
organization";

to clarify the development sequence of the organizational culture mechanism in

a multinational organization;
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to clarify the methodological approach to the comprehensive assessment of the

staff 's organizational culture at a multinational organization, taking into account the
national content;

to substantiate practical recommendations for the development of the
organizational culture mechanism in a multinational organization, taking into account
the national content.

The object of the study is the process of developing the mechanism of
organizational culture in a multinational organization.

The subject of the research is a set of theoretical provisions, methods,
methodological approaches, methodological support and practical recommendations
for the development of organizational culture mechanism in a multinational
organization operating in conditions of diversity of national cultures.

The author used the following research methods: to determine the essence of
the concepts "organizational culture in a multinational organization" and "mechanism
of the organizational culture in a multinational organization" — methods of theoretical
generalization, analysis, synthesis, structural and logical analysis; to improve the
mechanism of the organizational culture in a multinational organization — methods of
theoretical generalization, analysis, synthesis, content analysis; to improve the
classification of approaches to defining the essence of the concept "organizational
culture" — methods of comparative analysis, content analysis, analysis, synthesis; to
systematize factors of the external and internal environment that affect the processes
of formation and development of organizational culture — methods of comparative
analysis, induction and deduction; to check the limitations of using H. Hofstede's
approach for a comprehensive assessment of the organizational culture of the
personnel in a multinational organization, taking into account the national content — a
comparative analysis; to generalize approaches to the comprehensive assessment of
the organizational culture of the personnel at a multinational organization, taking into
account the national content — content analysis; to develop a questionnaire for the
staff at a specific multinational organization to assess comprehensively the

organizational culture of the personnel at a multinational organization, taking into
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account the national content — methods of comparative analysis, content analysis,
methods of descriptive statistics of expert data; to determine the consistency of the
employees' points of view at a multinational organization to assess comprehensively
the organizational culture of the personnel at a multinational organization taking into
account the national content — the method of canonical analysis; to analyze the value
structure of the organizational culture and the national culture of the personnel at a
specific multinational organization and determine the presence (absence) of a conflict
between the values of the national and organizational culture — comparative analysis,
content analysis; to improve the development sequence of organizational culture
mechanism in a multinational organization — methods of comparative analysis,
content analysis, analysis and synthesis; for visualization of research results — graphic
method.

Special software tools were used for modeling and calculations: MS Excel
2016, MS Excel 2010, Statgraphics Centurion.

The informational basis of the study was legislative and normative documents
on the management of the personnel's organizational culture in organizations; the
results of international research, ranking and indexing, published by international
institutions and international projects — GLOBE, Hofstede Insights, official statistical
data on the organizations' functioning, published on their official websites; scientific
works of domestic and foreign scientists, materials of periodicals, Internet resources,
results of the author's own research.

The scientific novelty of the obtained results lies in the improvement and
development of theoretical provisions and methodical approaches to the
organizational culture mechanism's development in a multinational organization
operating in conditions of diverse national cultures. As a result of the research:

have been improved:

the mechanism of the organizational culture in a multinational organization, the
basis of which are the principles, functions, resources, methods, tools and means of
influencing management processes, used by the management of the organization at

all hierarchical levels. This allows us to adapt the key characteristics of the
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organizational culture in accordance with the influence of external and internal
environmental factors in order to obtain the desired behavior of the staff to achieve
the goals of the multinational organization;

a methodological approach to the comprehensive assessment of the personnel's
organizational culture in a multinational organization, taking into account the national
content, the feature of which is to determine the presence or absence of a conflict
between the national and organizational culture of the personnel in a multinational
organization;

the development sequence of organizational culture mechanism in a
multinational organization, distinguished by considering the compatibility level of the
dominant type of organizational culture with the requirements of the national culture
of the country in which the organization operates, and the possibility to adjust the
components of the organizational culture mechanism in a multinational organization
in accordance with these requirements;

have been further developed:

definition of the essence of the concept "organizational culture in a
multinational organization", the feature of which is the combination of a value
approach to the essence of the concept "organizational culture" and the nature of the
concept "multinational organization". It is based on the adjustment of all employees'
behaviour (representatives of different national and regional cultures) to achieving
common goals of the organizations through the declared values of organizational
culture;

classification of approaches to defining the essence of the concept
"organizational culture", the feature of which is the introduction of a value approach,
highlighting the relationship and mutual influence between the organizational and
national cultures of the staff at a multinational organization that functions in
conditions of diverse national cultures;

systematization of the external and internal environmental factors that
influence the formation processes and development of organizational culture based

on the division of the group of internal factors into general organizational, managerial
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and personnel-related ones, which allowed to determine the most important structural
components of the organizational culture mechanism;

definition of the essence of the concept "mechanism of organizational culture
in a multinational organization ", which, unlike the existing ones, is the result of the
synthesis of multidimensional and multilevel approaches to the study of the
mechanism of organizational culture. By nature, it is an organizational and economic
mechanism implemented in the management system, and the result of the
implementation of which is complete identification of employees with the
organization.

Practical significance of the obtained results is that the use of theoretical and
methodological provisions of the dissertation work has been brought to the level of
specific methods and recommendations for theoretical and methodological support in
developing the organizational culture mechanism in a multinational organization.
This allows us to adapt the organizational culture of a multinational organization to
the peculiarities of the national culture of its employees through the development
mechanism of organizational culture according to certain components. The
theoretical, methodological provisions, conclusions and recommendations
substantiated in the dissertation can be used by the owners and managers of
multinational organizations to develop the mechanism of organizational culture of the
personnel in these organizations.

Practical value of individual results is confirmed by their implementation in
the activities of multinational organizations, namely: practical recommendations for
the mechanism of organizational culture development, based on the characteristics of
the employees' national culture at the Chinese multinational Television Culture
Media Co. Ltd. They are the result of this organizational culture analysis at
Television Culture Media Co. Ltd, leading to an increase in the productivity and
efficiency of Television Culture Media Co. employees. Ltd (certificate dated
23.05.2023). The author proposed recommendations regarding the development of
organizational culture mechanism and correction of the organizational culture

features in the Ukrainian multinational organization VENT-MEDICAL LLC, taking
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into account the national culture of its staff. The analysis of the organizational culture
features of the staff at VENT-MEDICAL LLC, implemented in activities of the
organization allowed to adapt the organizational culture of LLC "VENT-MEDICAL"
to the peculiarities of the national culture of its employees (certificate Ne 11/06, dated
26 June, 2023).

Theoretical provisions on the typology of organizational and national culture,
which allow to evaluate the organizational culture in a multinational organization
taking into account the national content, as well as methodological provisions on the
evaluation of the organizational culture in a multinational organization that functions
in a cross-cultural environment, are introduced into the educational process at Simon
Kuznets Kharkiv National University of Economics training bachelors at the Faculty
of Management and Marketing, on specialty 073 "Management" in the educational
component of "Cross-cultural management" in practical classes in the 2022-2023
academic year (implementation certificate No. 23/86-02-33, dated 13 June, 2023).

Theoretical provisions, regarding the concept of typology and evaluation of
organizational and national cultures, created in the context of cross-cultural
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CHAPTER 1
THEORETICAL BACKGROUND OF DEVELOPMENT OF THE MECHANISM
OF ORGANIZATIONAL CULTURE OF A MULTINATIONAL ORGANIZATION

1.1. Theoretical aspects of the formation and development of organizational

culture

Organizational culture is a complex social phenomenon formed within the
organization under the influence of a number of factors. Due to its social nature, it
has a strong influence on the individual but at the same time, the individual
influences the formation and change of the organizational culture itself, that is, there
is mutual influence and relationship between the organizational culture and the
individual.

According to O. Dragan [14], the uniqueness of organizational culture lies in
the fact that it is an achievement of the system of internal values and rules that prevail
in the organization. According to G. Skudar [33], the ability of organizational
structures to create key values, uniting all participants in organizational relations, is
one of the prerequisites for their successful activity. Therefore, the unification of the
labor team's efforts to achieve common goals of the organization is possible only in
conditions of a developed organizational culture.

The study of the definition “organizational culture” in modern economic
science occupies a leading place in theoretical and practical aspects of organizations’
activities. A significant number of scientific works of foreign and domestic scientists
are dedicated to the problems of the company’s organizational culture formation and
development, the search for ways to improve and transform it in the conditions of
modernization. The works of such scientists as D. Acker, O. Arefieva, S. Arefiev,

P. Anthony, T. Blyznyuk, V. Hevko, T. Lepeyko, G. Monastyrsky, V. Nikiforenko,
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O. Kharchyshyna, W. Ouchi, E. Schein, G. Zakharchyn, and others look into the
problems of formation and development of organizational culture.

E. Mayo in 1927-1932, conducted the first large-scale studies of organizational
culture, later known as the Hawthorne experiment on the impact of labor productivity
on “factory culture”. E. Mayo criticized the classical theory of organization and
management for a simplified view of human behavior’s nature in the organization,
minimizing the role of the "human factor", formalization of relationships, rigid
hierarchy and excessive specialization of labor. He suggested that the production
process, technological and physical working conditions have less impact on the
employee than his social status and mental state during work [117].

H. Moltke, is recognized as the author of the term “corporate culture”, used this
phrase in the 19th century, characterizing relations in the officer environment. At
first, the meaning of the concept “corporate culture” referred to the rules of conduct,
public and unspoken, developed within a certain professional environment. However,
with the advent of corporations in the second half of the 20th century, the term
"corporate culture" referred to the culture that had developed within the corporation,
that is, the organizational culture of the corporation [30].

In management research, many scientists and specialists, such as W. Ouchi
[130], R. Riittinger [137], E. Schein [142], and T. Deal [69] identify organizational
culture with corporate culture. They consider corporate (organizational) culture as a
set of basic assumptions developed to solve the problems of external adaptation and
internal integration. Herewith, scientists describe organizational (corporate) culture
by the same terms: “philosophy and ideology of the organization”, ‘“value
orientations”, “beliefs”, “expectation”, “norms”, “basic assumptions”, “artifacts”. At
the same time, corporate culture is a set of ideals, and values that are offered and / or
promoted by top managers and other groups responsible for their disposal.

According to P. Anthony [51], organizational culture deals with a “real”, more
selective interest in the cultural pattern of the organization. M. Alvesson [49] sought
to “erase” the difference between these concepts, considering organizational culture

as “a marker of a broader interest in the manifestations of culture in the
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organization”. At that time, corporate culture, in his opinion, referred to the problems
of business and management. In his opinion, these terms overlap each other, but he
took into account their connotative differences.

K. Weick [164] noted that the number of organizations with a “mechanistic”
leadership style is increasing at present. At the same time, the number of “organic,
contained as a whole, precisely by culture” organizations is growing proportionally.

Based on the peculiarities of international business development, we can
consider the concepts of organizational culture and corporate culture synonymous.

Organizational culture has a multi-purpose orientation [69]: it establishes and
strengthens the relationship, interaction between employees of the organization and
units; creates a favorable psychological climate in the organization; provides value
guidelines for the activities of employees, etc.

L. Smircich [155] distinguishes between two conceptual approaches to
determining the essence of the organizational culture at the macro level. Table 1.1
shows their comparative characteristics:

Table 1.1
Comparative characteristics of conceptual approaches to definition of the
essence of organizational culture

(formed on the basis of [46; 95; 113; 115; 121; 124; 155))

Basic characteristics

Organizational culture as a

Organizational culture as a

of approach means of achieving basic metaphor of the
organizational goals organization

The essence of the | “the organization has an | “organization is organizational

approach organizational culture” culture”

Basic paradigm functionalist interpretive

The role of | an element of a holistic system to | organization metaphor, the

organizational culture | ensure smooth operation of an | process of creating values,

in the organization organization and a  strategic | standards and rules that shape
resource for competitive advantage | human  behavior, including

organizational

Interaction of
organizational culture
with personnel

staff is a passive receptor of
organizational culture

staff is an active constructor of
organizational culture
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Continuation of Table 1.1

Basic characteristics Organizational culture as a Organizational culture as a
of approach means of achieving basic metaphor of the
organizational goals organization
Manifestation something independent of the | becomes visible through the
peculiarities of | members, the organization: visible, | actions of the members of the
organizational culture | tangible, measurable and | organization, through  their
autonomous processes of understanding and
interpretation of the
organizational world
The type of influence | homogeneous influence of | organizational culture is embodied
of organizational | organizational culture on personnel | through a subjective and active
culture on personnel procedures and behavior process of understanding
The influence of time | a variable or attribute that | develops through the joint,
on organizational | management uses to control and | accumulated experience of
culture influence the organization organization members, creating
new elements (assumptions, ideas,
values and norms)
The nature of | a dependent variable limited by a | is introduced and arises within the
organizational culture | set of predefined boundaries that | framework of social interaction of
exists only within an organization | organization members, and is the
result of their interaction

1. Organizational culture as an element of a holistic system ensures smooth
operation of the organization (a critical variable) and a strategic resource for
competitive advantage as something that exists in the organization [124]. This
conceptual approach is also called “the organization has a culture” [95]. In this sense,
organizational culture is seen as a rational and structured means to achieve
predetermined organizational goals, where members must behave in a certain desired
way [90]. The functionalist paradigm, which is positivist in nature and strives for
quantitative measurement, has an impact on this approach [141]. The basic
assumptions are that the social world consists of general and conditional relationships
in the form of variables that must be investigated using specific, structured, objective
tools. Therefore, the study of "models of relations across and within borders" allows
us to understand the essence of organizational culture [155]. This conceptual
approach assumes the presence of the following qualities of organizational

culture [141]:
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1) stability: the existence of a tendency to preserve the organizational culture
over time, even under the pressure for change;

2) sharing: organizational culture reflects the sharing of perceptions,
knowledge, feelings and experiences that even new members learn extremely
quickly;

3) template dimension of culture: there are visible regularities between
members of a specific organization that persist over time;

4) dynamics: culture is not seen as something static, it affects the way people
act;

5) comprehensive influence: culture includes all aspects of group life - it
affects the daily life of people in almost everything they do: the way they behave,
dress, talk, etc.

This conceptual approach involves the following assumptions [95]:

1) consideration of organizational members as passive receptors of culture,
regarding culture as something that can be taught and learned. Therefore, people are
not considered as bearers of culture or as active constructors of organizational
culture. Instead, one sees it as something external to them, which they adhere to
almost deterministically.

2) consideration of organizational culture as a phenomenon independent of the
members that make up the organization. At the same time, culture is visible,
accessible to touch, measurable and autonomous [155]. People realize this and begin
to act in accordance with the organizational culture, with little participation in it.

3) the definition of organizational culture as an asset managed by a higher level
of management (hierarchies) to ensure certain types of behavior, shaping the
appropriate behavior of organizational members [115]. Organizational culture is
“susceptible to human attempts to manipulate” [131] and is considered as a
dependent variable (attribute) that can be used to control and influence organizational
life;

4) the use of organizational culture as an important tool for increasing the

efficiency of personnel and the organization as a whole;
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5) organization and organizational culture must include two separate entities,
while the organizational culture is limited to a set of predefined boundaries and exists
only within the organization [131].

Thus, according to this conceptual approach, organizational culture is a means
(tool) by which the organization survives and ensures the achievement of
organizational goals. At the same time, organizational culture, as a connecting link,
ensures the consistency of all organizational beliefs, norms, values and codes of
conduct. Therefore, organizational culture is considered as an important means of
forming acceptable behavior of personnel in the organization. Therefore, it is
recognized primarily as a tool that shapes people's beliefs and behaviors and serves to
influence employees [131]. Consequently, it can be systematically changed by the
management to achieve its goals, such as increasing productivity, motivation, etc.
[115]. As organizational culture affects the way people treat each other, sharing the
same values, acting in a similar way, speaking the same language in an organization,
organizational culture has a homogeneous effect on the procedures and behavior of
the personnel of such an organization.

2. Organizational culture as a basic metaphor, 1.e. “culture for the organization
i1s a hidden but unifying entity that provides meaning, direction and mobilization”
[103], as something that the organization is [124]. This conceptual approach is also
called “the organization is a culture” [95]. Organizational culture serves as an
organizing metaphor between the concepts of organization and culture because
“culture is not something that can be imposed on the social environment as it
develops during social interaction” [121]. That is, organizational culture is a
metaphor for the organization, the process of creating values, standards and rules
shaping human behavior, including organizational behavior [84]. The formation of
this conceptual approach was influenced by the interpretative paradigm, stating that
organizational culture is a system that affects organizational life and is affected by it
[155]. This conceptual approach involves the following assumptions [95]:

1) consideration of members as active constructors and creators of what

happens in the organization, acting, reacting, sharing and cooperating with other
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members. This process of social construction simultaneously creates and shapes the
understandings of values underlying people's lives.

2) development of organizational culture “over time through the common,
accumulated experience of members of any social group, giving rise to such specific
elements of the system as assumptions, ideas, values and norms”.

3) organizational culture becomes visible through the actions of organizational
members in the processes of understanding and interpreting the organizational world.
Organizational culture is not an entity that exists by itself, independently of the
members that make up the organization, on the contrary, it is “a special form of
humans’ expression” [155], which forms the meaning of aspects vital for the
existence of the organization.

4) organizational culture is embedded in the members of the organization and
does not exist independently, it is socially constructed and reconstructed, influences
and is influenced by all aspects of organizational life.

5) organizational culture is introduced and emerges within the social
interaction of organization members, therefore, it is the result of such
interaction [112].

Thus, this conceptual approach to defining the nature of organizational culture
is based on the study and interpretation of the mechanism of organizational culture
(cultural variables) to “encourage critical reflection on beliefs, values and
understanding” [50] and seek to measure the impact of certain cultural orientations on
organizational outcomes, such as entrepreneurship and organizational performance
[46].

At the same time, it is important that organizations themselves are cultures, and
their essence is people who construct and reconstruct the meaning, share and create
knowledge, act and interact with others, discuss and negotiate mutual understanding.
It is this conceptual approach to defining the nature of organizational culture that is

used in this study.
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As T. Blyznyuk [9] defines in her work, the essence of the phenomenon

“organizational culture” can be understood through the prism of its qualities,

systematized and analyzed in Table. 1.2.

Table 1.2
Qualities of organizational culture

(formed on the basis of [8; 9; 30; 129])

Ne Qualities Essence
1 | Historical certainty | organizational culture reflects the historical development of the
organization, the formation and development of organizational culture
is a difficult and slow process
2 | Holisticity organizational culture is described as a certain integrity, and is
(integrity, system) something more than a simple collection of all components
3 | The result of The formation and development of organizational culture is influenced
collective by people who are inside the organization, this is the prerogative of the
interaction team itself, whose members are in close regular interaction, since
culture cannot be carried out by the means of individuals isolated from
each other
4 | Formed on a social | organizational culture is based on the conscious and subconscious
basis acceptance by the staff of specific group cultural patterns of behavior
(norms, symbols, rituals, standards) that they adhere to
5 | Multilevel and Organizational culture is a soft concept necessary to solve complex
multidimensionality | management problems in conditions of uncertainty
6 | Severity of changes | organizational culture is very difficult to change, because the more
widespread the culture is and the more its members accept its values,
and the stronger the culture, the more difficult it is to implement any
changes
7 | Evolutionary organizational culture undergoes changes throughout the history of the
organization, despite its apparent stability. Constituent cultures lose
their relevance over time, or disappear completely, or take a new form
in accordance with new conditions
8 | Emotionality the emotional coloring of cultural elements gives them great
importance in the life of the social community, since organizational
culture has great emotional power

We analyze in detail the peculiarities of the formation and development of

organizational culture in the context of a conceptual approach that defines

organizational culture as a basic organizational metaphor.

V. Hevko notes [12] that organizational culture can be formed in one of two

ways:
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1) spontaneously (unconsciously), only under the influence of factors of the
external and internal environment. This leads to the delay of this process in time
while the final characteristics of the organizational culture may partially or
completely not correspond to the conditions of the external environment and the
strategic plans of the studied enterprises [10].

2) realized, based on the organization's development strategy. Only constant,
planned work on the formation of organizational culture mechanism gives MNCs the
opportunity to obtain real competitive advantages, turning organizational culture into
an important strategic factor.

The process of forming organizational culture is connected with the
establishment of a certain type of relationship between the members of the
organization, finding ways to work together. [5, p. 47].

Thus, O. Rodionova [31] defines the organizational culture as organization
formed in the process of communication and solving joint problems to achieve the
single goal of the organization. In this way, the organization forms its own values and
traditions, establishes norms and rules of behavior, rituals, communication systems,
language of communication, motivation systems. It also establishes criteria for
achieving common goals, forms of interaction with the external environment, i.e. the
desired behavior of employees within the organization, contributing to the
achievement of the organization's goals which, as scientists note, [2] is the goal of
organizational culture. At the same time, it is important to remember the influence
and role of the head (owner, founder) of the organization in the process of forming
organizational culture. This person must clearly establish the values and goals of the
organization, in other words, “to establish the rules of the game” [27].

The model of managerial behavior, ability to self-development and ability to
apply the acquired competences when adapting to changes, maintain interest in
development and the system of interests of participants in social and labor relations
are important [2]. If the manager does not pay enough attention to this process, then

such a function passes to informal leaders, who, with their authority and behavior,
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can form and support a model of organizational culture that will contradict the
management's vision and (or) negatively affect work performance.

The processes of formation and development of organizational culture have
their own specificity in each organization, which determines the need to analyze the
factors influencing these processes. Thus, all factors that affect the processes of
formation and development of organizational culture can be divided into two groups
[5; 143], shown in Fig. 1.1.

As noted by scientists [5; 8; 143], one of the most important external factors
influencing the formation of organizational culture is a group of cultural factors.
After all, any organization functions in at least one cultural environment. Therefore,
sociocultural factors, among which attitudes, life values and traditions dominate,
affect the organization.

That is why an important aspect of organizational culture research [44, p. 122]
1s the relationship and interdependence of national and organizational culture. Thus,
organizational culture, like national culture, is formed in the process of joint activity
of people as carriers of this culture. However, the main difference between
organizational culture and national culture is that the former is created spontaneously
in the course of the development, life and activity of the country, while the latter is
usually formed with the help of conscious construction with further management of
its development.

As scientists [91] prove in their research, national cultures differ at the level of
values, while organizational cultures — at the level of symbols, national heroes and
rituals, that is, national and organizational cultures are of different nature, so the
employee himself determines the degree of his own immersion in the organizational
culture.

At the same time, organizational culture is easily manageable and can be
common to representatives of different national cultures, while national culture can
be perceived by management only as an existing fact. At the same time, it is

important to take into account the influence of regional culture.
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Factors affecting formation and development of organizational culture

v

External factors
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legal and legislative factors
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information technology development of
society

specificity of the organization activity
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Internal factors
- : .
General-organizational Managerial factors Personnel-related factors
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¥ ¥ ¥
history of the innovation policy; communication system;
organization (myths and management technologies; common language of
legends); personnel motivation system; employees and
form of ownership and establishing a creative || peculiarities of
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organization strategy; management and leadership || staff work;
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resource base of the

style;

goals and values of the top
management of the
organization, attitude to work
and type of response to critical
situations;
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organization;

informal leadership

boundaries of social
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entry and exit from these

groups;

personal values of all
members of the
organization;

presence of local cultures
and subcultures in units

Fig. 1.1. Factors affecting the formation and development of organizational culture

(formed on the basis of [5; 8; 11; 142])
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In addition, such an external factor as the specifics of the organization's sphere
of activity significantly influences on the formation and development of
organizational culture. Organizations engaged in different spheres of activity also
form different cultures, both in terms of main goals and values, the culture of the
organization of the labor process, communications, etc. Thus, for the sphere of
services (trade, transport, consulting) and the fuel and energy complex, a
characteristic emphasis is placed on personal authority and trust, on a high level of
specialized professionalism. Industry and the financial sphere require, in addition to
this, the ability to work in a team, to delegate authority and responsibility. The
demand for universalism and the ability of employees to work in various fields
prevails in the field of recreation and tourism. Personal authority and trust is an
insignificant factor in the field of communication and construction [5, p.51].

It is the relationship between the type of organizational culture and the
specificity of the activity type of the organization that is the basic typology of
organizational culture developed by the scientists [54].

According to this typology, we distinguish between the types of organizational
culture based on two parameters (the risk degree of certain activities and the speed of
feedback with the external environment), which describe four types of organizational
culture shown in Fig. 1.2.

Among the internal factors, significantly affecting the formation and
development of organizational culture, researchers [5; 11; 141] determine primarily
the size of the organization. Hence, priority goals (conquering the market, expanding
or maintaining market share) may differ for small, medium and large organizations
(by the number of employees).

The technological development of the organization, namely the production
technologies (providing services) used in the organization is also an internal factor
closely related to the organizational culture. So, if the organization uses modern
technologies, we can talk about an organizational culture oriented to the modern
requirements of the external environment, production of high-quality products,

satisfaction of consumers, creation of favorable working conditions, research and



DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442
37

development, compliance with measures on environmental safety and social

responsibility.
The degree of The speed of feedback with the external environment
risk of certain Fast Slow
types of
activities
High ""Cool Boys" Culture Betting culture
a culture of individualists who | decision-making culture with high risk
regularly operate in conditions of a | and a long decision-making process,
high degree of risk and receive a | while the reaction of the external
quick reaction to their actions from | environment regarding the effectiveness
the external environment of the company's actions is also very
slow
Field of activity:  securities,
advertising, entertainment industry, | Field of activity: investment banks, oil
police, army, construction, | companies, airlines, manufacturers of
management consulting industrial goods, utilities
Low A culture of hard work Process culture
culture, the basis of which is a culture in which the reaction of the
entertainment and performances, external environment regarding the
employees do not particularly take effectiveness of the companies' actions
risks, always receiving a quick is very weak or almost absent, therefore
reaction to their actions the main attention is focused not on the
result, but on the process, decisions are
made after careful evaluation, and the
motivation system is weak
Field of activity: trade, sale of real Field of activity: banks, insurance
estate, life insurance companies, companies in the field of
service and financial services

Fig. 1.2. Types of organizational culture depending on the field of activity of

the organization (formed on the basis of [70])

Another important internal organizational factor that affects the formation and
development of organizational culture is the existing resource base of the
organization. The available resources affect the organizational culture to the extent
they meet the requirements for quality and quantity [5, p. 55].

The majority of scientists [2; 5; 27] highlight the manager, his personality,

leadership style, presence (or absence) and status of a leader, goals and values of top
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management, his attitude to work and type of response to critical situations among
the internal management factors.

However, it is also important to consider the influence of informal leadership
as an internal factor of organizational culture's formation and development.
Therefore, it is important for the formation of organizational culture whether there is
an informal leader in the organization, what direction he has in relation to leadership,
whether he supports or criticizes it. The situation, if all actions of the management
(even the wrong ones) are unconditionally supported by the informal leader (or in his
absence by key figures), is very different from the situation when the manager and
the informal leader are in opposition [5, p. 54]. Informal leadership can both
contribute to the formation and development of organizational culture, and
complicate this process.

Personnel characteristics are also a fundamentally important internal factor.
Education and qualification of employees affect the organizational culture in what
values the employees will be able to perceive, to what extent it is possible to display a
creative approach and initiative on their part, what and in what quantity measures are
necessary for training, rotation, and improving the qualifications of employees.

Scientists emphasize [5; 11; 142] that the influence of the communication
system used in the organization has intensified in modern conditions. Thus, in some
organizational cultures, management often does not have information about what is
happening in the organization. Information exchange is complicated, management
does not receive information from places, and ordinary employees learn about
innovations by accident (for example, from their customers) [5, p. 55]. A
communication system can be both multi-level with fast feedback, and vice versa,
can have one level and slow feedback. All this affects the organizational culture, its
functioning and development.

In his work, E. Schein [143] identifies mechanisms that managers can use to
form and develop organizational culture. He proposes to divide these mechanisms
into two relevant groups: i.e., the first group of mechanisms is of a methodological

nature substantiating the process of organizational culture formation. The second is
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more focused on the development of organizational culture that has already been
formed (Table 1.3).
Table 1.3

Mechanisms of formation and development of organizational culture

(formed on the basis of [143])

Mechanisms of organizational culture
formation

Mechanisms of organizational culture
development

1) thoughtful role of modeling, training and
coaching;

2) application of criteria for distribution of
rewards and change of status;

3) application of criteria for hiring,
selection, promotion and  receiving
assignments;

4) consolidation of formed values

1) managers' reaction to important events and
crises;

2) introduction of action values through planned
actions;

3) provision of financial and non-financial
rewards for desired behavior, increased
productivity and rewards for teamwork,
development of a learning organization;

4) using the value system as a basis for reviewing
the performance of individual employees and
teams, assuming that employees will support the
organization's values;

5) ensuring that acquaintance with the
organization covers its key values and ways of
achieving them;

6) consolidation of entrance training at further
professional development courses, which is part of
the program of continuous development

The formation and development of organizational culture takes place in the
conditions of solving the problem of external adaptation and internal integration. That
1s, the organization must adapt to the conditions of the changing external environment
(the process of external adaptation) and the internal environment (the process of
internal integration).

Thus, the process of external adaptation is directly related to the adaptation of
the organization to the conditions of the external environment and survival in it [5; 9].

These are the following conditions: definition of the organization's mission,
goals and strategy; selection of methods for their achievement, including the
formation of an organizational structure and incentive system; formation of criteria
for measuring the results achieved by the individual and the group. The process of

internal integration is a process, ensuring the internal unity of its members through
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selection of communication methods; establishment of membership criteria in the
organization and its groups [5; 9].

Definition and distribution of statuses in the organization, establishment of
rules for obtaining, maintaining and losing power; definition of desirable and
undesirable behavior; establishing rules about the level and nature of social relations
in the organization are the components of the integration.

That is exactly why scientists [5; 9; 113] propose to divide all functions of
organizational culture into two groups depending on the influence of the external or
internal environment, as shown in Table. 1.4:

1) functions of external adaptation — a group of functions ensuring the
organization's adaptation to the conditions of the external environment and survival
in it;

2) functions of internal integration — a group of functions ensuring the integrity
of the organization and the internal unity of its members.

In his work, E. Schein [143] notes that during the formation and development
of organizational culture, there are two ways of teaching this culture to subjects who
are part of it:

1) a shock model, in which members of the organization learn to cope with
some threat by mobilizing a defensive mechanism.

2) the model of positive anchoring — processes that seem to work, are
remembered and rooted. “Learning occurs as people adapt to and cope with external
pressures as they develop successful approaches and mechanisms for solving
complex tasks and managing processes within the organization. It is difficult, if at all
possible, to change the culture quickly where it has been produced over a long period
of time and 1s firmly entrenched, unless some traumatic event occurs”.

That is, adaptation processes in the personnel management system of the
organization, on the one hand, help the subjects of the organizational culture to
establish certain norms, rules, regulations and forms of behavior, and on the other
hand, can become some kind of a barrier on the way to the hegemony of any one

subject in the development of organizational culture [5, p. 58].
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Table 1.4
Functions of organizational culture (formed on the basis of ([Functions of

organizational culture (formed on the basis of ([S; 9; 113])

Functions of internal integration Functions of external adaptation

to contribute to the understanding of the | to develop a common language and conceptual
mission and strategy of the organization and | categories ensuing prompt and understandable
the definition of the main goal of the | communication between employees;

organization by employees; to determine the boundaries of a specific social
to ensure the integration of employees; group, as well as the acceptance or rejection
to increase the number of ways to improve | criteria that create a sense of belonging and
work and reformulate goals if changes are | isolation;

needed, to satisfy the emotional needs of colleagues and
to define group (organizational) boundaries | promote friendly relations in connection with
and acceptance and rejection criteria to enable | shared beliefs and social experience;

to specify the rules of power and status criteria, to
avoid conflicts related to power, negative
emotions and aggressive actions;

to determine the way in which you can gain
authority;

to determine how and when you can criticize
people in power, their decisions and proposals;

to consolidate work ethics;

to strengthen the sense of duty and responsibility
in general

The organizational culture of organizations develops and stabilizes over many
years, is deeply rooted in organizational values. However, sometimes there is a need
of a change. The reasons for this cultural change are the following [12; 113]:

1) critical changes in the organization that come into conflict with the existing
organizational culture (for example, a technological breakthrough);

2) changes in key management positions of the organization, leading to
changes in basic values, norms and standards of behavior;

3) the organization is young and small, which contributes to the change of its
organizational culture due to incomplete or not yet fully consolidated organizational
values;

4) there is a so-called weak culture in the organization that needs to be
changed.

There are two ways of changing the organizational culture (cultural changes) in

the organization [113]:
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1) “cultural revolution”, when organizations that do not learn from their own
experience but solve problems in a traditional and routine way. The tension inside the
organization increases while efficiency decreases, leading to a vicious circle, because
the existing value system is radically changing. Such a cultural change requires a
change in personnel and the employment of more creative people.

2) an “evolutionary” path, when slow changes occur in the existing system of
values and standards, affecting the social subsystem. First, we diagnose the existing
culture; then develop a plan to improve the existing value system, preserving its
valuable elements and changing the unfavorable ones.

The process of changing the organizational culture from the moment of its
formation and at the initial stage of its activity (approximately the first five years of
the organization's work) deserves special attention [27]. Thus, in this period of the
organization's activity, we distinguish between the following types of mechanisms for
changing organizational culture [21]:

1. Natural evolution, which is characteristic of organizations that do not
experience significant influence of the external environment. Organizational culture
develops by assimilating the best experience gained over the past years. With this
type of organizational culture development, two processes take place: basic evolution
(diversification, complexity, high levels of differentiation and integration, as well as
creative synthesis of new and more progressive forms of management) and specific
evolution (adaptation of individual parts of the enterprise to their immediate
environment).

2. Self-directed evolution through organizational therapy. Under this
mechanism, the organizational culture of the organization is considered as part of a
protective mechanism, allowing you to avoid uncertainty and anxiety. At the same
time, it is necessary to help the organization identify the strengths and weaknesses of
the culture and change it for further survival and normal functioning.

3. Controlled evolution aided by hybrids. This mechanism implies that people,
who grew up in inseparable connection with the main culture of the organization and

accept it favorably, should be selected for key positions in the organization. However,
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their professional positions are slightly different from the main direction in which the
organization develops. With this approach, changes in the organization are initiated
and brought to the employees by persons of a related cultural environment.

4. Managed “revolution” aided by other persons. A young, dynamically
developing organization can invite highly qualified specialists to key positions if
there is a need for more professional management, i.e. modern management tools that
the founder does not possess are introduced into the organization.

The change of the organizational culture should also cover the diagnostics of
the organizational culture, since changes in its elements (values, rules, standards)
were allowed during the reorganization.

Therefore, it is proposed to divide the process of changing the organizational
culture (cultural changes) into six stages [113]:

1) development of the organization's strategy;

2) diagnosis of the current organizational culture

3) analysis of discrepancies between current and desired organizational culture;

4) development of selected methods of organizational culture's correction;

5) control of the new culture's conformity.

1.2 The essence and typology of organizational culture of a multinational

organization

In the conditions of business globalization, organizational culture is recognized
as quite a strong motivator, a regulator and indicator of personnel activity in an
organization, especially a multinational organization. Knowing the peculiarities of the
organizational culture of such an organization, allows one to assess the degree of its
stability, its competitiveness, to assume possible directions of management decisions,

as well as the ability to achieve the planned results.
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A number of foreign and domestic scientists and practitioners gave their
definition of the concept of organizational culture. However, there is still no
unambiguous approach to defining the concept of ‘“organizational culture” and
“organizational culture of a multinational organization”.

O. Kharchyshyna [41] and V. Hevko [11, p. 11] distinguish two such
approaches to the definition of the concept of “organizational culture”:

1) managerial. As O. Kharchyshyna [41] notes, this approach considers the
essence of organizational culture as a set of norms, values, rules for solving problems
shared by the majority of the organization members and contributing to the
achievement of its goals. V. Hevko also agrees with her [11, p. 11] that within the
framework of the managerial approach, we consider organizational culture as a set of
organization characteristics reflected in a system of rules, norms, regulations, etc.,
with some exceptions of a formal nature.

2) socio-psychological. As O. Kharchyshyna [41] notes, this approach defines
organizational culture as the atmosphere, psychological climate of the organization,
informal and invisible consciousness of the organization, affecting the behavior of its
members, formed under their influence. V. Hevko shares her opinion [11, p. 11] that,
within the framework of that psychological approach, organizational culture is
defined through the psychological microclimate and atmosphere in the team, based
on universal, personal, regional or national, environmental and other values.

In her work, L. Shymanovska-Dianych [39] identifies four interrelated areas
within which she studied the organizational culture:

1) managerial, in which organizational culture is considered as an innovative
and anti-crisis internal factor in the strategic management of an enterprise, a
generalized description of its development level: structure, goals, formal and informal
communications, methods of decision-making, delegation of authority.

2) economic, in which organizational culture is thought as a factor in
increasing labor productivity, competitiveness, introducing new technologies,

adapting to market conditions and organizing production;
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3) ethno-cultural, the factor of the relationship of cultural and national
characteristics and the effectiveness of the organization;

4) psychological, in which organizational culture is regarded as a factor,
influencing the subconscious and consciousness of employees, a set of psychological
parameters characterizing the group activities of people within the same team
according to the purpose of the organization.

K. Lukasik [113], in turn, singles out six approaches to defining the essence of
the concept “organizational culture”:

1) nominalistic approach — a group of definitions that are a classic form of
early ethnological definitions;

2) uniform diversity approach— a group of definitions that reconcile the unity of
the object with the diversity of its manifestations;

3) normative approach— a group of definitions emphasizing that the behavior of
personnel must comply with the standards, patterns and models that are the most
symbolically significant and developed in this organization;

4) psychological approach— a group of definitions that focuses on
psychological mechanisms of culture development (that is, mechanisms of learning,
habit formation or internalization of standards to be applied in a specific group);

5) structural approach — a group of definitions that emphasize the structure of a
particular culture and, accordingly, its primary elements as well as their internal
connections;

6) genetic approach — a group of definitions that focus on the problem of
culture origin and explanation of the nature of this origin.

In the study of the organizational culture in a multinational company, T.
Blyznyuk [8] proposes to use a value approach that considers the staff as a unique
carrier of their own culture and the study of culture takes place precisely at the level
of individual values. At the same time, we understand “organizational culture” as the
result of repeated interaction of the company’s personnel connected by the common
goal of finding ways to solve the problems of external adaptation, internal

integration. It is important to determine methods of interaction that correspond to the
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functioning characteristics and the ability of personnel to adapt according to the
values shared by all employees, representatives of different cultures.

A number of scientists [24; 35; 41; 45; 61; 79; 90; 125] view values as an
important component of organizational culture. Values guide the employee to the
behavior, which the society considers acceptable or inadmissible. Therefore, some
enterprises believe that “the customer is always right”. Thus, it is unacceptable to
blame the client for the failure of the members of the company. On the other hand, it
may be the opposite. However, in that and in another case, the accepted value helps
the employee understand how he should act in a particular situation.

As G. Hofstede, G.J. Hofstede and M. Minkov [91] remark, it is adaptive
behavior, instilled by organizational values and beliefs, associated with rituals, myths
and symbols of the organization, strengthening basic provisions of organizational
culture.

Therefore, within the framework of this study, the author proposes to single out

the following approaches to the concept of “organizational culture” (Fig.1.3):

The concept of “organizational culture”
|

v v v v
Socio- Value approach Economic Normative
psychological approach approach
approach
v v v v
based on the study and organizational the personnel of
mechanisms of assessment  of culture is a factor an  organization
culture development values as a key for  competitive must learn and
and understanding component of advantage comply with the
organizational organizational norms, standards
culture as a set of culture, analysis and models of
psychological of the wvalue behavior that are
parameters, structure formed by the
characterizing  the management  of
group activities of organization
people within the
same team

Fig. 1.3. Approaches to the concept of “organizational culture”

(developed by the author)
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1) socio-psychological approach, based on psychological mechanisms of
culture development (mechanisms of learning, habit formation or internalization of
standards) and understanding organizational culture as a set of unique psychological
parameters, characterizing the group activities of people within the same
organization;

2) value approach, based primarily on the study and assessment of values as a
key component of organizational culture, analysis of the value structure;

3) economic approach, in which organizational culture is a factor for
competitive advantage (increasing labor productivity and competitiveness,
introducing new technologies, adapting to market conditions, and organizing
production);

4) normative approach, in which the personnel of an organization must learn
and comply with the norms, standards and models of behavior that are formed by the
management (founders, heads) of organization.

To understand the concept of “organizational culture” in the context of the
socio-psychological approach, the author carried out its morphological analysis, the
results of the analysis are represented in the Table 1.5.

Table 1.5
Morphological analysis of the concept “organizational culture”:

the socio-psychological approach

Author Definition Key words
(source)

the distinctive norms, beliefs, principles and ways
J. Arnold [54] | of behaving that combine to give each
organization its distinct character

the distinct character of
organization

everything that is typical: its characteristic characteristic features,

D. Drennan [75] features, prevailing relationships, formed samples | prevailing relationships,

of accepted norms of behavior formed samples of
behavior
R. Goffee and | an outcome of how people related to one another an outcome of how people
G. Jones [87] related to one another
G. Johnson organisational culture is to an organisation what . ..
[101] personality is to an individual personality of organization

a system of shared meaning held by members, | distinguishing system of
distinguishing the organization from other | shared meaning held by
organizations members

N. Martins and
E. Martins [86]
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Continuation of Table 1.5

Author
(source)

Definition

Key words

H. Monastyrsky
[24]

a set of certain elements (symbols, values,
assumptions) and a set of methods and rules of
organization, as well as formation of relations
between groups of employees

symbols, values,
assumptions, formation of
relations between groups
of employees

W. Ouchi [130]

symbols, ceremonies and myths that communicate
to members of the organization important ideas
about values and beliefs

symbols, ceremonies and
myths

N. Rynkevych

a system of connections, relationships carried out
within the framework of a specific activity, as well

a system of connections,

think, reason, act, react and interact

[30] as ways of doing business relations
acquired semantic systems, transmitted through
o natural language and other symbolic means that
L. Smircich . 0 . . .
[155] perfom representational, directive and affective | acquired semantic systems
functions and are able to create cultural space and
a special sense of reality.
R. Tung. and | evolving set of shared beliefs, values, attitudes and evolving set of shared
D. Thomas logical processes, providing cognitive maps for | beliefs, values, attitudes
[159] people within a given societal group to perceive, and logical processes

roviding cognitive maps

J. Wagner III

an informal, shared way of perceiving life and

an informal, shared way of

and membership in the organization that binds perceiving life and
J. Hollenbeck | members together and influences what they think membership that binds
[163] about themselves and their work members together

As noted by B. Karlof [102] in the framework of the socio-psychological

approach, organizational culture, on the one hand, is a product of human relations
between the company's staff, connected by common goals. The organizational culture
gives the organization its unique character. Moreover, it can also be formulated both
as formal and informal behaviors [61].

To understand the essence of the concept of “organizational culture” in the
context of the value approach better, the author carried out a morphological analysis
of this concept, the results of the analysis are represented in the Table 1.6.

A. Brown [61] notes within the framework of the value approach, an
organization formulates its culture in order to influence on the way its members
should behave, keeping to this model of values, norms, beliefs, views, principles and

assumptions. R. Harrison [90] adds that organizational culture includes the qualities
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of an organization that make it unique. The distinctive qualities of an organization

can manifest in four dimensions: power, role, achievements and support.

Morphological analysis of the concept of “organizational culture”:

the value approach

Table 1.6

2.

Author (source)

Definition

Key words

D. Acker [45]

a set of shared values, beliefs, norms, symbols,
and symbolic actions

set of shared values,
beliefs, norms, symbols

M. Armstrong and
S. Taylor [53]

a set of beliefs, attitudes, norms of behavior
and values common to all employees of a given
organization

set of beliefs, attitudes,
norms of behavior and
values

T. Blyznyuk [8]

the result of repeated interaction of the company's
personnel, connected by the common goal of
finding ways to solve the problems of external
adaptation and internal integration, determining
methods of interaction that correspond to the
peculiarities of functioning and the ability of
personnel to adapt in accordance with the values
shared by all employees as representatives of
different cultures

the result of repeated
interaction of the
company's personnel,
the ability of personnel
to adapt in accordance
with the values

A. Brown [61]

the pattern of beliefs, values and learned ways of
coping with experience that have developed
during the course of an organization’s history,
and which tend to be manifested in its material
arrangements and in the behaviors of its members

pattern of beliefs,
values and learned
ways of coping with
experience

K. Cameron and
R. Quinn [62]

what is valued, the dominant leadership styles,
the language success that make an organization
unique

what is valued, the

dominant leadership

styles, the language
success

D. Denison [73]

underlying values, beliefs and principles that
serve as a foundation for an organization’s
management system as well as the set of
management practices and behaviors that both
exemplify and reinforce those basic principles

underlying values,
beliefs and principles

J. Eldridge and
A. Crombie [79]

a unique set of norms, values, beliefs, patterns
of behavior, etc., determining the method of
uniting groups and individuals into an
organization to achieve its goals.

set of norms, values,
beliefs, patterns of
behavior

A. Furnham and
B. Gunter [83]

shared beliefs, attitudes and values that exist in
an organization. In other words, culture is how
we work here

shared beliefs, attitudes
and values

R. Harrison [90]

distinctive constellation of beliefs, values, work
styles, and relationships that distinguish one
organization from another

distinctive constellation
of beliefs, values, work
styles, and relationships

V. Hevko [11]

psychological microclimate and atmosphere in
the team, based on universal, personal, regional
or national, environmental and other values

microclimate and
atmosphere in the team
based on values




DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442

50

Continuation of Table 1.6

Author (source)

Definition

Key words

J. Martin and
C. Siehl [114]

glue that holds together an organization
through shared patterns of meaning. Three
component systems: context or core values,
forms (process of communication, jargon),
strategies to reinforce content (rewards,
training programs)

glue that holds together
an organization: values,
forms and strategies

A. McLean and
J. Marshall [119]

the collection of traditions, values, attitudes,
beliefs and attitudes that create an overarching
context for everything we do or think about
while doing work in an organization

collection of traditions,
values, attitudes, beliefs

C. Michon and
P. Stern [120]

a collection of behaviors, symbols, rituals and
myths that correspond to shared values inherent
in enterprises and are passed on to each
member by word of mouth as a life experience

collection of behaviors,
symbols, rituals and
myths that correspond
to shared values

H. Monastyrsky [24]

a healthy psychological climate for uniting
employees into a single team, professing
certain ethical, moral and cultural values

climate based on certain
ethical, moral and
cultural values

L. Mullins [125]

set of traditions, values, beliefs

set of traditions, values,
beliefs

O. Kharchyshyna [41]

a set of norms, values, rules for solving
problems shared by the majority of members of
the organization and contributing to the
achievement of its goals

a set of norms, values,
rules for solving
problems

A. Kroeber and
C. Kluckhohn [106]

transmitted patterns of values, ideas, and other
symbolic systems that shape behavior of an
organization

transmitted patterns of
values, ideas, and other
symbolic systems

C. O’Reilly and
J. Chatman [128]

a set of norms and values that are widely shared
and strongly held throughout the organization

a set of norms and
values

O. Tarasova and
S. Marinova [35]

a system of material and spiritual values that
interact with each other and reflect the
individuality of the organization, manifested in
the behavior, interaction and communication of
employees among themselves and with the
external environment

A system of material
and spiritual values that
interact with each other

F. Trompenaars and
Ch. Hampden-Turner
[158]

the way in which people solved problems, is a
shared system of meanings, it dictates what we
pay attention to, how we act and what we value

the way in which people
solved problem, how we
act and what we value

B. Uttal [160]

shared values (what is important) and beliefs
(how things work) that interact with an
organization’s structures and control systems to
produce behavioral norms (the way we do
things around here)

shared values and
beliefs

A. Williams,
P. Dobson, and
M. Walters [166]

a shared, relatively stable beliefs, attitudes and
values that exist within an organization

shared, relatively stable
beliefs, attitudes and
values




DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442
51

To understand the concept of “organizational culture” in the context of the
economic approach, the author carried out its morphological analysis, the results of
the analysis are represented in the Table 1.7.

Table 1.7
Morphological analysis of the concept “organizational culture”:

the economic approach

Definition
organization's characteristic formed within the
framework of the society, environment, law
and norms
the part of the stock of knowledge that is
shared by a substantial portion of the
employees of the firm, but not to the general
population from which they are drawn
the unique characteristics of the perceived
features of an organization, what distinguishes
it from all others in the industry

Author (source)

G. Albayrak G. and
U. Albayrak [47]

Key words

organization's
characteristic

the part of the stock of
knowledge that is
shared

J. Cremer [66]

the unique
characteristics of the
perceived features of an
organization

K. Gold [88]

a set of organizational features reflected in the
system of rules, norms, regulations, etc., with
some exceptions of a formal nature

a set of organizational

V. Hevko [11] features

H. Osovska and
0. Osovsky [28]

certain parameters due to the specifics of the
organization's  activities, production and
management processes

certain parameters due
to the specifics of the
organization's activities

M. Pacanowski and
N. O’Donnell-Truyjillo

what organization is

what organization is

[131]

the sphere of material and virtual resources,
including the system of existing interpersonal
relations

the sphere of material

V. Pogrebniak [29] and virtual resources,

H. Osovska and O. Osovsky [28] note that any organization is people working
in it, being the bearers of its culture. At the same time, each organization has its
characteristic parameters due to the specifics of the activity, which is the
organizational culture. M. Pacanowski and N. O'Donnell-Trujillo [131] add that
organizational culture is what the organization is.

To understand the concept of “organizational culture” in the context of the
normative approach, the author carried out its morphological analysis, the results of

the analysis are represented in the Table 1.8.
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Table 1.8

Morphological analysis of the concept "organizational culture':

the normative approach

Author (source) Definition Key words
a habit that has become a tradition, a way of
thinking and a way of action, which to a greater a habit that has

E. Jaques [94]

or lesser extent is shared by all employees of an
enterprise and must be learned and at least
partially accepted by newcomers so that new
team members become “their own”

become a tradition, a
way of thinking and a
way of action

B. Karlof [102]

points of view, manners of behavior in which
values are embodied

points of view,
manners of behavior

G. Morgan [121]

one of the ways to carry out organizational
activities through the use of language, folklore,
traditions and other means of transmitting the
basic values, beliefs, ideologies that guide the
activities of an enterprise in the right direction.

one of the ways to
carry out

organizational

activities, transmitting

the basic values,

beliefs, ideologies that

guide the activities of
an enterprise

V. Sathe [139]

a set of important attitudes (often not
formulated) shared by members of a society

a set of important
attitudes (often not
formulated)

E. Schein [143]

a set of collective basic rules invented, opened,
or developed by a certain group of people as
they learn to solve problems related to
adaptation to the external environment and
internal integration, and are developed well
enough to be considered valuable.

a set of collective
basic rules invented,
opened, or developed
by a certain group of

people

M. Swartz and patterns of beliefs and expectations shared by | patterns of beliefs and
D. Jordan [156] members that produce norms shaping behavior expectations
S. Taylor, D. what is created from the messages that are

Sherman, H. Kim, J.
Jarcho, K. Takagi and
M. Dunagan [157]

received about how people are expected to
behave in the organization

how people are
expected to behave in
the organization

D. Drennan [75] notes within the framework of the normative approach that
organizational culture covers the phenomena of both the spiritual and material life of
the team, namely: moral norms, code of conduct, rituals, etc., which dominate the
team and society as a whole. On the other hand, culture is above the staff, i.e. it
directs and corrects the behavior of people in accordance with generally accepted

norms and manners of behavior [102].
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We will consider which of the identified approaches to defining the essence of
the concept ‘“‘organizational culture” best reveals the essence of the concept
“organizational culture of a multinational organization”. Therefore, we will analyze
in detail the essence and features of a multinational organization.

At present, scientists have no unified point of view on the essence of the
category ‘“multinational organization”. Thus, in her research, T. Blyznyuk [8]
underlines that there are different characteristics of a multinational organization:
financial and economic ones (the presence of the organization's sales abroad),
personnel management features (representatives of other national cultures in the
organization's personnel), features of property rights (presence of foreign assets),
geographical features (presence of representative offices or offices in other
countries).

However, we believe that the key to determining the essence of the
“multinational organization” definition is H. Perlmutter's point of view [135],
according to which a single criterion is not enough when defining multinational
organizations, neither are only quantitative indicators, such as the share of foreign
capital, etc. It is necessary to consider organizations for the presence of one of three
key features:

1) geographical feature — the organization carries out its activities outside one
country;

2) cross-cultural feature — presence of cross-cultural interactions in the internal
and external environment of the organization;

3) functional feature — presence of foreign assets in the organization.

That is, if at least one of these signs is present in the corganization's activities,
this organization can be considered multinational. However, the author agrees with T.
Blyznyuk [8], who notes that the most significant is a cross-cultural feature. If an
organization has a geographical or functional feature, consequently, a cross-cultural
feature appears over time.

Thus, within the scope of this study, in accordance with the approach [8], any

organization regardless of the form of ownership, size and type of activity, with a
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cross-cultural feature, the presence of cross-cultural interaction of personnel, is
recognized as multinational. In addition, if the personnel of the organization consists
of representatives of different national (regional) cultures, if the organization's
counterparties are representatives of other national (regional) cultures, it is also
regarded as a multinational organization. Moreover, signs of multinationality are
present in the activities of universities conducting active international activities both
in the direction of education (training of foreign students, international mobility) and
in the direction of research (participation in international scientific projects).

For a multinational organization, it is most appropriate to use the value-based
approach to understand the concept of ‘“organizational culture”. Within the
framework of this approach, organizational culture is the core of the organization
(value approach) and acts as the basis for stable organization due to the stability of
certain values, norms, principles, rules of activity, etc. This is very important for a
multinational team, which i1s much more difficult to manage in the dynamic
conditions of modern business than a mono-national team.

Some scientists [121; 130; 142; 153] emphasize that the organizational culture
is a set of components that can be observed (values, norms, beliefs, behavior) and
which are unprovable accepted and shared by members of a group or organization.
That is, organizational culture is the result of repeated interaction of employees, their
individual values, beliefs, and search for acceptable norms of behavior, distribution
of roles, development of techniques and methods of interaction. At the same time,
one of the manifestations of organizational culture dynamics is the successive
replacement of its existing elements (myths, rituals, values, stereotypes of behavior,
etc.) with new ones brought by the hired employees or arise in the process of the
organization's activities. There are constantly new stories, jokes, rituals that replace
old ones, those that have lost their relevance, are forgotten and are no longer used by
employees. This process is especially active in close-knit teams that hold corporate
parties, birthday celebrations, religious and professional holidays, etc. In such
conditions, the team becomes more cohesive and shows positive dynamics of

organizational culture development [27].
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In his work, E. Schein [141] explains that culture can be analyzed on several
levels, and the term “level” characterizes precisely the degree to which this cultural
phenomenon is visible to the observer. So, according to E. Schein [143],
organizational culture has three levels, the main characteristics and components of
which are systematized in the Table. 1.9.

Table 1.9
Characteristics and components of the levels of organizational culture

(formed on the basis of [8;9; 18; 142; 143])

Levels of Level characteristics Level components
organizational
culture
Surface artifacts that are visible but often not | the architecture of the physical
interpreted environment of the organization; the
language of the organization; the
technologies or goods of the
organization; the style of the
organization, embodied in the clothing
and manner of behavior of the personnel;
emotional manifestations; myths and
stories spread about the organization,
about the published list of values, rituals
and ceremonies of the organization, etc.
Subsurface declared values that are shared by all | philosophy and declared principles of
members of the organization and work, goals of the organization set by the
require deeper knowledge management of the organization (for
internal use) and strategies for achieving
the goals
Deep basic ideas that are accepted beliefs, peculiarities of perception,
unconsciously and without evidence, | thoughts and feelings, which are often
are of a hidden nature and guide the | difficult to understand even by the
behavior of personnel, helping to members of the organization themselves
perceive the attributes that
characterize the organizational
culture

E. Shein [143] notes that the study and knowledge of organizational culture
begins at the surface level, but the components of this level of culture that are easy to
observe cannot always be understood and interpreted correctly. That is, they can be
described, but it is not possible, relying only on this description to determine what
these or other phenomena mean for a given group, whether they generally reflect

important assumptions underlying culture.
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It is especially dangerous to try to draw conclusions about deeper assumptions
based on artifacts alone, since a person's interpretations will inevitably be only a
projection of their own feelings and reactions. In order to understand what the visible
part of the organizational culture means or symbolizes (i.e. the artifacts of the
organization), it is also necessary to analyze the declared values and basic ideas that
guide the members of the organization in their behavior [9].

Organizational values are a positive or negative perception of certain objects of
the material world, actions or phenomena for the organization as a whole and its
employees. Values are a guide for organizational behavior. The set of basic values of
the organization depends on the external environment, development strategy, type of
organizational culture and other factors. Organizational values are formed gradually
in the process of socialization at the workplace.

As noted by K. Komarova, [18, p. 15] a set of organizational values may
simply be formally proclaimed by management or shared by organizational members.
Proclaimed values, which remain ideal and are not embodied in the behavior of
managers, may not affect the behavior of employees. Values that are deeply rooted in
the culture of a given organization and are established by the behavior of
management, as a rule, influence the behavior of people.

So, if the manager can convince the staff to act according to his ideas, and this
decision works, the group begins to share the feeling of this success. Only then, the
perceived value begins the process of cognitive transformation. First, this value
becomes a shared value or belief, and ultimately a proclaimed value. Then it can even
become a core belief if the activity based on it continues to be successful. However,
not all values are amenable to such a transformation because a decision based on a
certain value may turn unreliable and inefficient. Only those values that admit physical
and social confirmation and continue to work reliably as the group to solve its
problems, will be transformed into proclaimed values and core beliefs (over time). At
the same time, values related to aesthetic or moral issues cannot be tested at all [9].

The deep level is created by basic ideas, assumptions and convictions, which

are understood as the general spiritual disposition of employees, the totality of their



DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442
57

thoughts, beliefs, attitudes, which create a general picture of the culture of the
organization itself and the behavior that regulates them. These basic ideas and beliefs
are so deeply rooted in the culture of the organization's members that they are
perceived by them at a subconscious level and cannot be questioned [18, p. 23].

Thus, based on the conceptual approach according to which the organization
itself is culture [155], most scientists [55] use the structure of culture levels proposed
by E. Schein [142]. This structure of culture levels describes organizational culture as
an interaction of various organizational phenomena, representing the levels at which
this culture is manifested. Moreover, the models of this organizational culture
develop over time and function as a social mechanism that sustains the organization
[155]. According to this approach, artifacts represent the outer layer and most
superficial manifestation of a culture, including all the visible products of that group
and the architecture of its physical environment, rituals, practices, language, and
myths [141]. A deeper level of organizational culture declares organizational values,
which encompass the invisible, deeply rooted ideas and assumptions that people have
about how things work in the organization [60]. These values are defined as “an
enduring system of beliefs about desirable behaviors or end states along a continuum
of relative importance” [136].

In a multinational organization, as noted by some scientists [5; 8; 9] it is
values, as a component of organizational culture, that have a significant impact on
both personnel management and the results of such an organization. This is because
each culture (national, regional) was formed and developed individually, including a
complex of interrelated values. In turn, values give rise to beliefs, expectations, and
patterns of behavior. Each culture develops its own system of values which later
manifests itself in the lifestyle and work activities of the bearers of this culture.
Employees with different value systems interact within the framework of one
organization [5, p. 95], while they often do not know or are not aware of the values of
the staff majority in this multinational organization. Therefore, these values must be

studied and taken into account in the process of managing a multinational company.



DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442
58

As K. Bannikova [5, p. 117] notes, the organizational culture of a multinational
organization is a set of various elements, including values, norms and rules of
behavior, a sign and symbolic system of the organization, as well as the process of
setting and implementing goals. This process is based on a combination of three main
levels of cultural interaction in the organization — the organizational culture of the
company, the national culture of the country and the culture of the personnel. It forms
a hidden system of roles that determines the nature of interaction in the organization.

Thus, based on the conceptual approach to the nature of organizational culture,
on the study and interpretation of the mechanism of organizational culture, and on the
value approach to defining the essence of the concept of "organizational culture",
considering the nature and essence of the concept of "multinational organization", we
propose the following definition of the essence of the concept "organizational culture
of a multinational organization".

The organizational culture of a multinational organization is a holistic result of
repeated social interaction of the organization's personnel, connected by the common
goal of finding ways to adapt to the conditions of changing external and internal
environment, being accepted by all employees (representatives of various national
and regional cultures) of the declared organizational values, norms and behavior
patterns to achieve the single goals of the organization.

As noted by K. Bannikova [5, p. 115], all components of organizational culture
are directly woven into the management processes of a multinational organization. At
the same time, the role of the organizational culture of a multinational organization is
that it “helps employees overcome general insecurity, promotes career and
professional growth, team cohesion and the formation of a sense of collective
responsibility, as well as maintains a balance in intercultural relations”.

Important conditions for organizational changes, in the process of which a
strong and competitive organizational culture is formed, is to understand the place
and importance of organizational culture for the success of achieving the strategic
goals of a multinational organization and the ability to form the desired profile of it.

A strong and competitive organizational culture is formed during this process.
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Therefore, as noted by V. Kravchenko [20], if the staff do not understand the
organizational culture created by the management, do not share (do not accept) it,
then it will remain only a declaration of values, norms and models of their behavior,
and the actual existing culture will be completely different.

It 1s important to understand the specifics of the personnel in a multinational
company, since the presence of employees - representatives of different national
(regional) cultures in one organization allows us to divide the personnel into groups
based on belonging to certain cultures. [5, p. 96]:

1. The base culture group is the employees who were born, raised, educated
and hired in the country in which the organization is established. The characteristics
of this group were formed under the influence of the national culture of the country in
which the organization operates. At the same time, the organization can be created in
another country, and a subsidiary or branch can be created in the country of the basic
culture. As a rule, this is the largest group of the organization's personnel.

2. The guest culture group is represented by employees who were born, raised,
trained and hired from abroad. The national and cultural characteristics of the
representatives of this group were formed in other cultural environments and may
differ significantly from the characteristics of the basic type of culture.

3. The group of analog culture is employees whose cultural type corresponds to
the culture of the country in which the organization is established, hired from abroad.
The characteristics of this group of personnel are similar to the characteristics of the
basic type of national culture. At the same time, similarity does not mean identity,
due to which there are rather strong differences determining the possibility of
organizations to gain advantages from the use of personnel of a given cultural type.

4. Adapted culture group — employees who were born abroad, may have
studied and been employed abroad, but have been living in the country of the base
culture for a long time (more than three years). In most cases, this group includes

employees who studied in the country of the basic culture and live there.
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It is these four groups of personnel that determine the specific methods of
personnel management in the organization and the peculiarities of the organizational
culture of such a multinational organization.

In addition, scientists [5; 8] single out the following features, specific to the
staff of a multinational organization:

1) representatives of various national (regional) cultures among the staff;

2) differences and similarities in the cultures of the organization's personnel,;

3) constant interaction of the organization's personnel with representatives of
different national cultures.

Influence of organizational culture on the effectiveness and efficiency of the
organization is partially and indirectly realized through the organizational structure
[72]. Multinational organizations experience this influence due to the level of power
formalization, required for the coordination of the organization's goals, and the
centralization level of management decisions.

Thus, the level of power formalization directly affects the manifestation of
such a cultural factor as "Uncertainty avoidance", defined in the study [91]. That is, if
the organizational culture of a multinational organization involves tolerance for
uncertainty, the level of the organizational structure formalization will be lower. If
the organizational culture of the multinational organization is intolerant and is in deep
opposition to uncertainty, the level of the organizational structure will be more
formalized and hierarchical.

The level of decisions' centralization affects the manifestation of the cultural
factor "power distance" [91]. That is, if the organizational culture of a multinational
organization involves a long power distance, the organizational structure will have a
high level of centralization of decision-making and an autocratic leadership style. On
the contrary, if the organizational culture of a multinational organization involves a
short distance of power, the organizational structure will face decentralization of

decision-making and a democratic leadership style.
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On the basis of the specified cultural factors "power distance" and "uncertainty
avoidance", scientists [91] proposed a typology of organizational cultures in the
national context:

1) "traditional bureaucratic pyramid of people" — organizational culture
characterized by both a long distance of power (PDI>50), and a high degree of
uncertainty avoidance (UAI>50);

2) "well-oiled machine" — organizational culture characterized by short power
distance (PDI<50) and maximum centralization (high degree of uncertainty
avoidance, UAI>50);

3) "family or tribe" — organizational culture characterized by a long power
distance (PDI>50), a hierarchy and a low degree of uncertainty avoidance (UAI <50);

4) "rural market" — organizational culture characterized by short power
distance (PDI<50) and a low degree of uncertainty avoidance (UAI <50).

The typology of organizational cultures proposed by C. Handy [89], based on
the process of power distribution in the organization as well as determination of the
value orientations of the individual and the structure of the organization, also
corresponds to the manifestations of these cultural factors ("power distance" and
"uncertainty avoidance"). According to this typology, organizational culture can be
defined as:

1) power culture of is a culture based on power, strict control, and the personal
qualities of the leader. The resources at the manager's disposal play an important role
as a source of power.

2) role culture is a culture characterized by bureaucratic procedures, clear
regulation of the rights and duties of all employees, and available programs for
gradual career growth.

3) task culture is a culture characterized by a clear focus on solving specific
problems. It uses team work methods and strict methods of control and reporting. As
a rule, the task culture is transitory and eventually turns into a power culture or a role

culture.
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4) people culture is a culture in which employees are not subordinates in the
full sense of the word, and the organization unites people so that they can achieve
their own goals. The structure plays an ensuring and coordinating role, while power
and control are only of a coordinating character. People culture is of unstable nature
and tends to change quickly enough into another type of organizational culture, it is
rarely found in an explicit form.

Thus, if we combine the specified typologies [89; 91], we get the following
typology of organizational cultures of multinational organizations according to the

level of power formalization and centralization of decisions (fig. 1.4).

The level of centralization of The level of power formalization /
decisions / Uncertainty avoidance
Power distance high Low

high Task culture _ Power culture
Pyramid T Family

low Role culture People culture

y

Machine Market

Puc. 1.4. Typology of organizational cultures of multinational organizations

according to the level of power formalization and centralization of decisions

According to the typology proposed by C. Handy [89], the organizational
culture is not static. It constantly changes during the development of the organization
in accordance with the changes in the stage of its life cycle. Thus, at the stage of
birth, the culture of power should dominate, at the stage of growth — a role culture, a
target or personal culture can be formed at the stage of maturity. At the stage of
decline, any of the four types of organizational culture can be used. The combination
of these two typologies allows us to combine three main levels of cultural interaction
in the organization: organizational culture (G. Hofstede's and C. Handy's typologies),
national culture (typology G. Hofstede) and personnel culture (typology C. Handy)

when determining the type of organizational culture of a multinational organization.
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1.3. Scientific-theoretical approaches to defining the essence of the concept

"mechanism of the organizational culture of a multinational organization"

V. Hevko [12] notes that an important component of the system of ensuring the
competitiveness of multinational organizations is the optimization of social and labor
relations, formation and further progressive development of organizational culture. It
1s the organizational culture of multinational organizations that should be a stable set
of formal and informal relationships, tangible and intangible values, rules and
methods, actions and communications between all participants in the organization's
activities, forming key competencies and ensuring the long-term competitiveness of
such an organization.

Thus, scientists [12; 43] note that the organizational culture of a multinational
organization is a system that includes the following subsystems, connected by close
links of a direct and reverse nature, which is given on Fig. 1.5:

1) a value subsystem, which includes: declared values, mission, philosophy,
declared principles of the organization's work;

2) a symbolic subsystem: heroes, myths, stories and legends spread about the
organization, rituals and ceremonies of the organization;

3) a regulatory subsystem: defined norms and rules of personnel behavior,
personnel interaction procedures, assessment, selection and hiring criteria, existing
organizational structure;

4) a communication and management subsystem: management and leadership
style, communication system, personnel management system;

5) an identification subsystem: corporate style, image, brand of the
organization as an employer and product brand.

O. Kharchyshyna [42] notes that the basic subsystem of the organizational
culture of a multinational organization is the value subsystem, the other four defined
subsystems are closely dependent, first of all, on the value subsystem of the

organizational culture of a multinational organization.
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Fig. 1.5. Organizational culture of a multinational organization

Based on the understanding that organizational culture is a system, the
formation process (as a primary process) and development (as a secondary process)
of organizational culture can be described as successive changes in the state of
organizational culture, that is, changes in the set of properties and characteristics that
it has in a certain period of time [12].

It is important to understand that when researching and analyzing the
organizational culture of a multinational organization, there is always a time factor,
since the research is at a specific moment in time, i.e. the object of the research is the
organizational culture in a certain state, while at the time of the research it is
conditionally static, i.e. no significant changes happen.

Statics i1s a balanced state of the system, in which it is independent of changes
(both positive and negative) occurring in the external environment. Dynamics is the
system development and its movement towards new goals under the influence of both
the internal and external environment [24].

As noted by O. Opolsky [27], the state of organizational culture is a set of
qualitative and quantitative characteristics of the organizational culture of an
organization, which are identified, investigated and evaluated at a specific moment in
time. Such studies of organizational culture are conducted with a certain periodicity
to identify development patterns of such organizational culture.

At a certain point in time, we determine the following basic characteristics of

organizational culture [9; 27]:
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1) components (elements) of levels of organizational culture: artifacts (legends,

myths, their perception and assimilation by new employees; declared values shared

by all members of the organization; appropriate model of employee behavior;

2) peculiarities of the socialization procedure;

3) group dynamics in the team,;

4) mentoring;

5) management and leadership styles;

6) development of the communication system in the team;

7) culture of service and work with clients;

8) development of the participatory management system;

9) loyalty and dedication of the organization's employees;

10) degree of resistance to changes, etc.

It is also necessary to clearly distinguish the difference between the statics of

the organizational culture and its stagnation.

Thus, O. Opolsky [27] notes that stagnation is a state of organizational culture

in which the development of its characteristics of organizational culture has not been

observed for a long period of time and any of its dynamics is absent. Such a situation

1s extremely undesirable for any organization and can lead to crisis phenomena.

O. Opolsky [27] proposes the following classification of organizational culture

states which is shown in Fig. 1.6.

States of organizational culture

v

General state of the
organizational culture

Crisis

Stable (normal)

—+ Development

Focus on dynamics

¥

propensity for reforms and
perception of
development

Transformation

Rest

— Reformatory state

conservative state

Fig. 1.6. Classification of states of organizational culture
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1) according to the general state of the organizational culture:

a crisis state of organizational culture, when we observe a stagnation in the
development of organizational culture; the values of the organization have lost their
relevance and need to be revised. The moral and psychological climate in the team
deteriorates, there is a great need for managerial influence on the part of the
management on the activities of the organization and the team. It often coincides with
an economic (or other) crisis in the organization's activities;

a stable (normal) state of organizational culture, when the organization is in a
stable state without the occurrence of conflicts and crisis situations, the parameters of
such organizational culture are evaluated positively;

the state of organizational culture development, when there is a noticeable
development of organizational culture, raising it to a qualitatively higher level and
acquiring new characteristics and developing values.

2) by focus on dynamics:

the state of rest of the organizational culture, when the stable state of the
organizational culture is noted in the organization without signs of crisis processes,
the organization's activity is stable. Organizational culture is considered fully stable if
the organization successfully solves all important tasks, survives and develops [21];

the state of organizational culture transformation when the organization and
organizational culture acquire qualitatively new characteristics. At the same time,
transformations can occur both in the direction of increasing the level of
organizational culture and in the direction of deterioration.

3) according to propensity for reforms and perception of development:

the reformatory state of organizational culture when the personnel of the
organization perceives all changes, are ready for the development of organizational
relations and support the policy of the management;

a conservative state of the organizational culture when the personnel of the
organization are not inclined to change, it is difficult to implement innovations, to
adapt new employees, replacement of vacant management positions is at the expense

of the internal reserve of the organization.
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A number of scientists [70; 113] believe that the strength of the organizational
culture is in its qualitative characteristic. Thus, the strength of the culture depends on
the manifestation of the following criteria of organizational culture [113]:

1) clarity means unambiguity and legibility of models and standards of
behavior. Employees have a clear idea of what behavior is desirable, what is
undesirable, and what standards and norms of behavior exist in the organization;

2) degree of prevalence means the extent to which organizational culture is
known to employees and shared by all employees of the organization;

3) the depth of rooting indicates the degree of assimilation and application by
members of the organization of its behavior models and symbols of this
organizational culture, as well as the time of their application.

Consequently, depending on the presence (absence) of these criteria in the
organizational culture, the organization has either a strong or a weak organizational
culture. At the same time, a strong organizational culture is characterized by a high
level of the listed criteria. However, it is important to keep in mind that a strong

organizational culture has both advantages and disadvantages, which are listed in

Table 1.10.
Table 1.10
Advantages and disadvantages of a strong organizational culture
(formed on the basis of [113])
Advantages Disadvantages
strong motivation of the organization's | closed organizational culture
personnel blocking new orientations
high loyalty of the organization's personnel significant barriers to development and change
better cooperation of the organization's | fear of change
personnel consolidation of traditional motivations for
little investment in personnel checks success
low number of conflicts among staff lack of flexibility and innovation

effective staff communication

fast information processing and decision-
making

faster problem solving and plan
implementation

stability and reliability
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As scientists [70] point out, many organizational problems arise precisely
because of a weak culture. A strong organizational culture can be a guarantee of
success, however, it can also create challenges for the organization in implementing
changes. A strong organizational culture in large organizations leads to a desire to
maintain the status quo and to conformity. Therefore, a strong organizational culture
can create barriers to innovation. In this case, it is better for the organization to have a
weak (soft) organizational culture. Such a culture is characterized by openness,
expressed in the degree of ease with which the organization accepts new ideas or
members [113].

Thus, it is necessary to take into account that open and weak organizational
cultures promote innovation and are more receptive to changes, while closed strong
organizational cultures hinder the flow of information and the implementation of
innovations. Therefore, the management of the organization should choose whether
to have a strong or weak culture in the given period of time.

Also, scientists [81] have identified four criteria of organizational culture that
contribute to increasing organizational effectiveness:

1) adaptability, that is, the level to which the organization has the ability to
change behavior, structures and systems to adapt to environmental changes;

2) consistency, that is, the extent to which all personnel of the organization
consistently adhere to the declared values and basic beliefs;

3) involvement, that is, the level of participation of all members of the
organization in making management decisions;

4) the mission refers to the existence of a common definition of the
organization purpose.

V. Hevko [12] notes that the highly organized culture of a multinational
organization is one of the most important vectors of economic competitiveness,
determining the success of functioning in the long term. Thus, the formation of an
effective organizational culture is a tool for ensuring the projected strategic
development of such organizations and a guarantee of high employee productivity.

One of the specific characteristics that distinguishes modern multinational
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organizations is the extreme importance of the human factor in achieving the target
level of economic performance, taking into account the organizational component.

In this context, we consider the findings of the survey on the leading trends in
the field of personnel management important. They indicate that not only certain
values are important for the company, but also the behavior that confirms the
effectiveness of these values. We believe that at the macro level, the organizational
culture of a multinational company is regarded not only as a tool for the development
of the organization, but acquires significance as a factor in the formation of the global
cultural space. After all, the globalizing society gives rise to new principles of
relations between social subjects, based on the interaction of different cultures;
contributes to the formation of new types of "players" in the professional labor field
of a new type [5, p. 116].

The term “mechanism” is mainly considered from a mechanical point of view
as a system of certain links and elements that set machines and devices in motion.
Interpretation of the concept of “mechanism” in management came from engineering,
as there was an urgent need to describe social and production processes in their
interaction.

As noted by N. Rynkevych [30], the term "mechanism" was introduced into
scientific circulation in the second half of the 1960s. In the conditions of a market
economy with changing management methods and ways of achieving the goals of
enterprises, the need arose to clarify and improve the essence of this concept.

Thus, a mechanistic approach to the management of economic systems was
proved as possible and needed. That is why firstly the essence of the concept
“mechanism” was analyzed.

Table 1.11 shows the main approaches to defining the essence of the concept
“mechanism”.

So, the mechanism is an interconnected set of socio-economic relations,
principles, methods, forms, approaches to managing the development of the

organizational culture of enterprises. The components of the mechanism include:
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means and tools; subjects, systems and means; methods, levers and tools; structure

and complex of forms and methods; methods [16].

Analysis of the essence of the concept “mechanism”

Table 1.11

The essence of the concept ""mechanism"

Key words

Source

a device that transmits or converts motion

device

internal structure, system of something

internal
system

structure,

[23]

a set of states and processes that make up any
phenomenon, a system of certain elements that are
interconnected and interact as a single whole

a set of states and
processes

[15]

the necessary relationship that arises between various
economic phenomena

necessary
relationship
between

phenomena

a system of interrelationships of economic phenomena
that arise under certain conditions under the influence
of an initial impulse

a system of
interrelationships
of phenomena

[30]

a complex, multifaceted system; however, only the
components of the mechanism are highlighted

a complex,
multifaceted
system

[1]

a system of certain elements that are interconnected
and interact as a whole

a system of certain
elements

[25]

a system of direct and indirect relationships between
economic phenomena and processes, primarily
between their opposite sides, as well as between
subsystems and elements that arise in different types of
economic systems and between them

a system of direct
and indirect
relationships
between
phenomena

[38]

a dynamic system that consists of a number of
elements and determines the order of any type of
activity

dynamic system of
elements

[13]

10

all that leads
implementation

to movement, i.e. to practical

all that sets 1in

motion

[3]

11

interaction between subjects and the center, which
consists of three stages: subjects send information to
the center; the center receives all the information and
calculates the future result; the center announces the
result.

interaction between
subjects and the
center

[92]

A breakthrough in the theory of mechanisms in economics took place in 2007,

when L. Hurwicz, E. Maskin and R. Myerson received the Nobel Prize in Economics

for “outstanding contributions to the theory of economic mechanisms”. This concept

is based on the understanding “economic mechanism” as a form of interaction
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between economic agents and the state in the process of producing goods to meet the
needs of society [92].

According to the results of the research of Ukrainian scientists [16] mechanism
as an economic category is a set of purposeful influences; relationship and interaction
of a set of factors; a set of measures and the sequence of their implementation; a set
of legal ties and relationships.

Some scientists [16] point out the following approaches to defining the essence
and content of the concept "economic mechanism":

1) a constituent part of the economic mechanism;

2) a set of economic resources;

3) the method of interaction of economic processes;

4) partnership.

T. Gordienko [13] understands the economic mechanism as an open, complex,
integrated, multi-level system of forms and methods of management, which is
constantly developing. It consists of a complex of interconnected elements, aimed at
the effective use of resources in the process of activity, ensuring sustainable
development. A. Semenova [32] determines the economic mechanism as a
component with specific, economic methods of the management subject's influence
on the object.

As N. Rynkevich proves in the investigation [30], most researchers do not
distinguish between the concepts of organizational and economic mechanisms. Some
authors understand it as a system of production regulation tools; others — as a system
of economic management; still others— as a method of management [16].

O. Shkolny [40] notes that the organizational mechanism is a management
mechanism, 1.e. a set of connections and relations between organizational units
arising in the management process.

O. Rodionova [31] understands the organizational mechanism as a set of ways
to ensure the interdependent activity of functional units within the framework of the
organizational structure to effectively use its capabilities and increase

competitiveness. The controlled part of this mechanism is socio-economic systems.
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There is a set of elements (structural subdivisions of the organization) in the middle
of the system. The governing part of the mechanism is a special unit (special working
group, line and functional managers) with certain rights and obligations regarding the
formation and development of organizational culture.

O. Rodionova [31] notes that the organizational mechanism of forming and
managing organizational culture is an interconnected unity of the managing and
managed part.

In their study, the authors [16; 30] understand the following by organizational
and economic mechanism:

1) an economic component and a part of the economic mechanism, which
reflects a set of organizational, financial and economic methods, forms, tools and
levers;

2) a synonym of economic mechanisms;

3) unity of state regulation and market self-regulation; organizational and
economic relations formed in the process of optimization of public work, relations of
activity exchange and management relations;

4) management tool, which is a set of management elements and methods of
their organizational, informational, motivational and legal support;

5) a system of forming goals and incentives that allow us to transform the
material and spiritual needs of society into means of production.

O. Rodionova [31] notes that the set of conditions, elements and requirements
for the mechanism allows us to build their logical relationship based on the use of
certain principles and criteria, as well as action tools, which act on the objects of
management.

As the study of N. Rynkevych [30] proves, expediency, timeliness, planning,
complexity, continuity, interaction, flexibility, dynamism and development are
recognized as the key principles of organizational and economic mechanism's
formation.

G. Zakharchyn [17] believes that the development of organizational culture

requires the development of a certain mechanism as an effective tool, "which



DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442
73

combines internal opportunities for the development of organizational culture with
external factors."

Thus, under the mechanism of organizational culture, we propose to understand
the organizational and economic mechanism of organizational culture, which
includes the following structural elements:

1)  purpose: the desired behavior of personnel to achieve the goals of a
multinational organization;

2)  principles: expediency, timeliness, planning, complexity, continuity,
interaction, flexibility, dynamism, development [30], adaptability, consistency and
involvement;

3)  management functions: planning, organization, motivation, coordination,
control [17];

4) management resources: material and technical, financial, social,
institutional. When using them, we implement the selected management method and
achieve the set goal;

5)  methods of influence: formal and informal, organizational and economic
methods and technologies;

6)  tools and means of influence: regulatory documents, software, digital
technologies, management tools;

7)  influence of factors of the external and internal environment: external
factors and internal factors;

8)  levels and elements of organizational culture: surface (the architecture of
the physical environment of the organization; the language of the organization; the
technologies or goods of the organization; the style of the organization, embodied in
the clothing and manner of behavior of the personnel; emotional manifestations;
myths and stories spread about the organization, about the published list of values,
rituals and ceremonies of the organization, etc.); subsurface (philosophy and declared
principles of work, goals of the organization set by the management of the

organization and strategies for achieving the goals); deep (beliefs, peculiarities of
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perception, thoughts and feelings, which are often difficult to understand even by the
members of the organization themselves);

9) qualities of organizational culture of organizational culture: historical
certainty, holisticity (integrity, system), the result of collective interaction, formed on
a social basis, multilevel and multidimensionality, severity of changes, evolutionary,
and emotionality;

10) functions of organizational culture: functions of external adaptation (to
develop a common language and conceptual categories ensuing prompt and
understandable communication between employees; to determine the boundaries of a
specific social group, as well as the acceptance or rejection criteria that create a sense
of belonging and isolation; to satisfy the emotional needs of colleagues and promote
friendly relations in connection with shared beliefs and social experience; to specify
the rules of power and status criteria, to avoid conflicts related to power, negative
emotions and aggressive actions; to determine the way in which you can gain
authority; to determine how and when you can criticize people in power, their
decisions and proposals; to consolidate work ethics; to strengthen the sense of duty
and responsibility in general); functions of internal integration (to contribute to the
understanding of the mission and strategy of the organization and the definition of the
main goal of the organization by employees; to ensure the integration of employees;
to increase the number of ways to improve work and reformulate goals if changes are
needed; to define group (organizational) boundaries and acceptance and rejection
criteria to enable);

11) group and social processes: socialization, mentoring, decision-making,
leadership, communication, group dynamics

12) type of organizational culture and organizational structure: level of
power formalization, level of centralization of decisions.

K. Lukasik [113] points out that organizational culture should be the source of
its success and integration of employees, strengthening human resources.

Therefore, the mechanism of the organizational culture is proposed to be a set

of principles, functions, tools, methods, means, resources, factors of influence on
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personnel processes and the organizational culture, its levels and elements, qualities,
functions and components, used by the management of the organization at all
hierarchical levels to achieve the goals of the organization (fig. 1.7).

This organizational and economic mechanism is effectively implemented in the
management system, that is, in a complex of organizational measures, operations and
methods aimed at increasing the level of the organization's competitiveness. The
result of the implementation of such a mechanism is the complete identification of
employees with the organization.

Functioning of the mechanism of organizational culture is an important
organizational component for companies, practiced in a cross-cultural
environment [123]:

1) The employees (or counterparties of the company) come from different
national and cultural groups. Thus, management cannot assume that they will all
automatically share common values and common norms;

2) the effectiveness of formal mechanisms of activities' coordination is often
limited, because employees can be long distances apart , so shared values become a
more powerful tool of coordination.

The importance and use of mechanisms of organizational culture in the process
of setting up organizational behavior to achieve the organization's strategic goals
depends on many factors. The most significant are [127]:

1) the level of difficulty of the tasks performed by the organization's
employees. Organizations in which employees perform complex tasks face
challenges that are quite different from those faced by organizations in which
employees perform simple and repetitive tasks;

2) geographical location of employees. Organizations with geographically
dispersed employees face challenges different from those faced by organizations
whose employees perform tasks in a closely shared environment. The difference
becomes particularly evident in cases where distinct organizational units are

interdependent or when they are highly mutually differentiated.
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Complex tasks and geographical dispersion of employees increase uncertainty
and lack of clarity, complicating the exchange of information between employees,
which accordingly affects the effectiveness of such an organization.

Thus, scientists [127] point out that the less information an organization
processes, the less likely it is that employees will behave consistently to achieve
strategic goals. Organizational structure and organizational culture are very important
mechanisms for reducing uncertainty and increasing clarity, which makes the actions
of employees in achieving strategic goals more efficient and effective. However,
despite the different nature of their influence, we should emphasize that
organizational structure and culture are not mutually exclusive.

Management must direct the behavior of its employees toward the achievement
of the organization's strategic goals because people (as personnel) come to an
organization with different motivations, experiences, and values that direct
organizational members to multiple and often different courses. This is achieved
through appropriate mechanisms minimizing differences between individuals to
direct their efforts toward common goals [127]. These are:

1) organizational culture as a mechanism that unites the efforts of employees
through coordination and control.

2) organizational structure as a mechanism that guides the behavior of its
employees through common shared values, norms and other essential elements.

At the same time, as noted by S. Jayantilal and S. Jorge [95], in order to study
the cultural aspects of organizational culture, it is necessary to observe, describe and
try to understand the interaction of people in general (and not only founders or
leaders) and their perception of social reality. Therefore, it is very important to
understand how the participants interact. At the same time, we see that the goals of
the members may correspond to, conflict with, or be neutral with respect to the goals
of the organization.

That is, the existence of an established mechanism of organizational culture
(presence of a strong organizational culture) does not automatically mean existence

of an effective organizational structure in the organization. However, at the same
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time, the organizational culture can become a mechanism for adjusting the behavior
of employees to the target course through the general declared values, as a key
element of the organizational culture.

Accordingly, the established mechanism of organizational culture will have a
positive synergistic effect on the effectiveness of the organization's activities.
Therefore, in addition to determining the dominant types of organizational culture, it
is necessary to define the level of their compatibility with the requirements of the
national culture of the country in which the organization operates.

W. Ouchi [130] offers three mechanisms of organizational culture that help
organizations solve this key problem of improving the effectiveness of personnel
interaction and control:

1) bureaucratic control is the use of rules, policies, authority hierarchies,
written documentation, reward systems, and other formal mechanisms to influence
employee behavior and evaluate their performance. Bureaucratic control can be used
when behavior can be controlled through market or price mechanisms.

2) clan control represents cultural values almost opposite to bureaucratic
control. Clan control relies on values, beliefs, corporate culture, shared norms, and
informal relationships to regulate employee behavior and promote organizational
goals. Organizations that use clan control require the trust of their employees. Given
the minimum guidelines and standards, employees are expected to perform well
because they participate in setting standards and developing control systems.

3) market control involves the use of price competition to estimate output.
Managers compare profits and prices to determine the performance of their
organization. There must be an acceptable level of competition in the field of goods
or services to use market control, as well as clearly defined requirements. Market
control is inappropriate for controlling functional departments, unless the price of
services 1s determined through competition and its representation of the true value of
the provided services.

In fig. 1.8 it i1s combined the typology of multinational organizations

(subchapter 1.2) with the appropriate three mechanisms of control (as a component of
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mechanism organizational culture) that help organizations solve this key problem of
improving the effectiveness of personnel interaction and control.

Thus, W. Ouchi [130] points out that such type of organizational culture as
clans is a form of cultural control most effective in aligning goals between
individuals. The clan mechanism for achieving goal congruence is the most complex
because it requires "social agreement on a wide range of values and beliefs and
demands a high level of individual commitment to these socially prescribed
behaviors" [130]. In this sense, the clan as a mechanism, like all means of cultural

control, can be considered precisely as a mechanism [76].

Bureaucratic control mechanism Clan control mechanism

Task culture Power culture
Pyramid Family
Role culture People culture
Machine Market

Market control mechanism

Fig. 1.8. Combining the typology of multinational organizations with the
appropriate three mechanisms of control as a component of mechanism

organizational culture

As scientists [123] note, multinational organizations use ‘“normative
integration” as a dominant mechanism of activity coordination, which is ensured by
the organizational culture, because the employees of the organization accept the
values and goals of this company and, thus, act in accordance with them.

W. Egelhoff [77] indicates that socialization (normative integration) is the
construction of a strong organizational culture with strategic goals and values known
and shared by employees. At the same time, a key aspect is the ability of the

organizational culture to form appropriate behavior in employees and a procedure for
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active and conscious socialization of the organization's members into a system of
shared values and goals.

V. Hevko [12] points out that the employee fully identifies with the
organization in the process of consciously forming the mechanism of organizational
culture. As a result, such an employee not only understands the goals of a
multinational organization and follows behavioral models, but also fully shares all the
values of the organization. positively perceives the procedures and artifacts created
on their basis.

Therefore, to study the mechanism of organizational culture, we should use
retroduction determined as "a method of inference in which events are explained by
identifying the mechanisms capable of generating them" [140].

In this context, mechanisms act as "engines of explanation" [132], thereby
attempting to provide an understanding of why and how certain causal relationships
and outcomes occur. According to this view, it is not a specific cultural orientation
per se, but the actual underlying mechanisms that contribute to entrepreneurial
behavior and the effectiveness of personnel in an organization. That is why we
propose the idea of mechanistic explanations as a way to identify specific patterns of
organizational culture, such as assumptions and values that operate under the general
level of cultural orientations. In addition, the proposal is to extract and synthesize the
mechanisms of OC into a multidimensional framework to understand the causal
relationship between OC and the improvement of personnel effectiveness in an
organization better.

There are different approaches to the study of the mechanism of organizational
culture. According to [55; 67]:

1) a multidimensional approach [74], which is closely related to the results of
the study of national culture, since organizational culture is of an anthropological
nature. Its advantage is to focus on specific cultural variables most important in that
culture (innovation, job satisfaction or values). However, this approach has
limitations related to cultural variables. Thus, research by scientists [91] proves that

the difference between national and organizational cultures is based on values and
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practices. Values are acquired in youth while practices are acquired through
socialization in the workplace. Thus, multidimensional approaches that focus only on
values and not on practices may be of little use in studying organizational culture.
However, one way to solve such problems can be a combined approach, as shown in
the GLOBE culture scale [86], in which a set of nine cultural dimensions is examined
at both the societal and organizational levels.

2) a multi-level approach [142], which considers organizational culture as a
complex phenomenon. This approach makes it possible to determine the essence of
general QA mechanisms used by modern companies.

3) typological approach, based on the content and description of culture. A key
drawback of this approach is the threat of stereotyping and moralizing culture. This is
ignoring the key principle which is the basis of culture at any level because from an
anthropological point of view, culture is a value-neutral concept. Therefore, there
cannot be good or bad, positive or negative culture [67].

Thus, the study of the mechanism of organizational culture is an understanding
of general cultural mechanisms influencing the effectiveness of the organization's
personnel. That is, it is necessary to determine the mechanisms of organizational
culture identification and synthesize multidimensional and multilevel approaches to

their study.

Conclusions to chapter 1

The first chapter of the research examines the main theoretical aspects of the
formation and development of organizational culture. Thus, the author has analyzed
and proved the synonymy of the concepts "organizational culture" and "corporate
culture". Two conceptual approaches to determining the essence of the nature of
organizational culture at the micro level are analyzed according to basic

characteristics. These approaches include: the essence of the approach, the basic
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paradigm, the role of organizational culture in the organization, interaction of
organizational culture with personnel, peculiarities of the organizational culture
manifestation, the type of influence of organizational culture on personnel, the
influence of time on organizational culture and the nature of organizational culture.

Within the conceptual approach, which defines organizational culture as a
basic organizational metaphor and is based on the study and interpretation of the
mechanism of organizational culture, organizations are cultures in themselves. Their
essence 1s people who construct and reconstruct meaning, share and create
knowledge, act and interact with others, discuss and negotiate mutual understanding.
The essence of the phenomenon "organizational culture" has been analyzed through
the prism of the characteristics of organizational culture, namely: historical
determination, holisticity, the result of collective interaction, formed on a social basis,
multilevel and multidimensionality, difficulty of changes, evolution and emotionality.
The author has systematized and analyzed all external and internal factors affecting
the processes of formation and development of organizational culture. The functions
of organizational culture are defined and systematized, taking into account the
conditions for solving the problem of external adaptation and the problem of internal
integration of the organization.

The author has analyzed the ways of changing the organizational culture
(cultural changes) in the organization, both revolutionary and evolutionary. It was
also determined that the change in the organizational culture should include the
diagnosis of the organizational culture, since changes in its key elements were
allowed during the reorganization.

Having analyzed various approaches to the defined concept "organizational
culture", the author proposes a separate classification of approaches to defining the
essence of this concept. It includes the following approaches: value based, based on
the study of values as a key component of organizational culture; socio-
psychological, based on the examination of the organizational culture of a set of
psychological parameters that characterize the group activity of people within the

same team. Economic, within which organizational culture is perceived as a certain
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set of indicators of the organization; normative, in which the personnel of the
organization must learn and adhere to the norms, standards and models of behavior
that are formed by the management (founders, managers) of the organization are also
part of the classification. It has been proven that the most suitable for a multinational
organization is the use of a value approach to understanding the essence of the
concept '"organizational culture". Within the framework of this approach,
organizational culture is the core of the organization (value orientation) and acts as
the basis, creating the stability of the organization due to stability of certain values,
norms, principles, rules of activity, etc.

The author has created a proper definition of the essence of the concept
"organizational culture of a multinational organization" based on the conceptual
approach to the nature of organizational culture, which considers the study and
interpretation of the mechanism of organizational culture. Moreover, the value
approach to defining the essence of the concept "organizational culture", taking into
account the nature and essence of the concept "multinational organization", is the
basis for this definition. .Therefore, the organizational culture of a multinational
organization is a holistic result of repeated social interaction of the organization's
personnel, connected by the common goal of finding ways to adapt to the conditions
of a changing external and internal environment. In this case, all employees
(representatives of different national and regional cultures) accept the declared
organizational values, norms and patterns of behavior to achieve the single goals of
the organization.

The author analyses specifics of the personnel of the multinational company as
representatives of different national (regional) cultures and determines specific
characteristics of the personnel in the multinational organization. It has been
determined that the influence of organizational culture on the effectiveness and
efficiency of the organization is partially and indirectly realized through the
organizational structure, which allows us to propose a unified typology of
organizational cultures of multinational organizations combining national and

organizational content.
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The organizational culture of a multinational organization is analyzed as a
system that includes value, symbolic, normative, communicative-management and
identification subsystems connected by close ties of a direct and reverse nature. The
work determines and analyzes the main characteristics of organizational culture at a
certain point in time.

The author has studied the strength of the organizational culture as its
qualitative characteristic, and defined the criteria, whose manifestation depends on
the strength of the organizational culture. There is an analysis of advantages and
disadvantages of a strong organizational culture in an organization and the conditions
when it is better for the organization to have a weak organizational culture.

Having studied the essence of the concepts "mechanism", "organizational
mechanism" and "economic mechanism", we propose a proper definition of the
concept "mechanism of organizational culture". The author regards it as a set of the
following structural elements: principles, functions, factors that influence the
development of organizational culture, resources, methods, tools and means of
influence on personnel processes, used by the management of the organization at all
hierarchical levels to achieve the goals of the organization.

The main provisions of the first chapter of the dissertation are published in the
author's works [96-100; 108; 110; 126].

References: [1-3; 5; 6; 8-18; 20; 21; 23-25; 27-36; 38-51; 53-55; 60-64; 66; 67;
69; 70; 72-77; 79; 81; 83; 84; 86-92; 94; 95; 101-103; 106; 112-117; 119-121; 123-
125; 127-132; 135-143; 153; 155-160; 163; 164; 166].
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CHAPTER 2
STUDY OF THE ORGANIZATIONAL CULTURE MECHANISM IN A
MULTINATIONAL ORGANIZATION

2.1. Analysis of the national culture's influence on the mechanism of
organizational culture and the type of organizational culture in a multinational

organization

National culture directly affects people's value system, their mentality, and
dominant management style. The culture of any organization is strongly influenced
by the national factor, which is extremely important when doing business with
partners. Numerous studies show that due to differences in attitudes and common
values in the same situations, representatives of different cultures behave completely
differently.

Managers of all companies feel influenced by the cultural context of the
country in which they work. Understanding the cultural characteristics of different
countries has a positive effect on the process of managing a company and the
effectiveness of its activities.

As it was defined in subchapter 1.1, it is the national culture that is one of the
key external factors, affecting the development of organizational culture. This
especially applies to multinational organizations.

Thus, as indicated in the study [91], national culture explains 50% of
differences in the relations and behavior of representatives of different national
cultures. This indicates a significant influence of national culture on the behavior of
employees of a multinational company and, accordingly, on the organizational
culture of such a company.

Another study [111] of the cultural influence on management in the three most

economically developed countries (USA, Germany, and Japan) determines that
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“cultural rules do not simply “influence” people's behavior, they determine the
meaning and identity of individuals and the patterns of the relevant economic,
political and cultural activity in which these individuals are involved™.

The study [8] has proved that the most comprehensive assessment of a national
culture's impact on personnel management in a multinational organization and,
accordingly, on the development of the organizational culture of this organization, is
a methodical approach.

When the organization functions in the conditions of the corresponding
national culture, it should use a methodical approach based on the approach
developed by a group of scientists led by G. Hofstede [85].

As proved in subchapter 1.3, the study of the organizational culture mechanism
1s an understanding of the general cultural mechanisms influencing the effectiveness
of the organization's personnel. This should be based on the synthesis of
multidimensional and multilevel approaches to the study of the organizational culture
mechanism. That is why we study the mechanism of organizational culture based on
these approaches.

The first approach to the study of the mechanism of organizational culture,
multidimensional, is closely related to the results of the national culture study.

The second approach to the study of the mechanism of organizational culture is
multi-level. It considers organizational culture as a complex phenomenon, allowing
us to determine the essence of general mechanisms of organizational culture used by
modern organizations.

Thus, we propose to combine the research results on the influence of national
values on organizational culture [85] with a combined approach, as shown on the
GLOBE culture scale [86], highlighting the influence of cultural variables on the
level of organizational culture [86].

The studies [8; 9] have analyzed in detail each of the six cultural dimensions
included in the model of cultural dimensions of G. Hofstede [85]. They include:

“power distance”;

“individualism versus collectivism™;
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“masculinity versus femininity”;

“uncertainty avoidance”;

“time orientation”;

“indulgence versus restriction”.

The author determined the influence of each of the cultural factors on the
peculiar development of the organizational culture in multinational organizations,
functioning in the conditions of the respective national cultures.

That 1s why, based on the results of these studies, we analyze the influence of
the national culture of China and Ukraine on the mechanism of organizational culture
in multinational organizations in the context of each of the cultural dimensions of H.
Hofstede and similar cultural dimensions of the GLOBE project.

The first cultural dimension, according to which we determine the peculiar
mechanism of organizational culture in multinational organizations, functioning in
the national cultures of Ukraine and China, is “power distance”.

Thus, in cultures with large distance of power, employees of the organization
are inclined to accept the power and authority of a higher official only on condition
that this official occupies a higher position in the hierarchical management system.

However, in cultures with a small power distance, employees of the
organization attach much less importance to the position of this or that official in the
hierarchical management system. In their opinion, it exists in order to solve problems
and organize the performance of tasks within the framework of this or that
organization.

J. Bing [58] notes that managers who want to achieve significant changes in
personnel performance in cultures with high power distance are recommended to
appoint older employees as chief communications officers, actively use legal
authority, and constantly communicate what must be done to subordinates.

In cultures with a low power distance, on the contrary, it is more important to
explain the reasons for the changes to the staff, involve employees in solving

problems and find out how to implement the desired changes.
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According to a study conducted among 76 countries, whose representatives
participated in surveys on the study of national cultures in the context of the cultural
dimension “power distance”, in 2010 [91], the lowest power distance was determined
in Austria (PDI = 11), and the highest power distance was determined in Malaysia
(PDI = 104).

According to the results of a study conducted in 2015 [85], the national culture
of China (PDI = 80) as well as Ukraine (PDI = 92) is characterized by a high power
distance, that is, it has a high level of internal inequality and respect for power.

The results of a study conducted in 2004 as part of the GLOBE [86] project
show that such cultural dimension as “power distance” was also determined as the
level of society's acceptance and support of power and status privileges.

Thus, among the 64 analyzed countries, the highest power distance (by values),
1.e. at the level of national culture, was determined in South Africa (3.56 out of 7.0),
and the lowest is in — Colombia (2.04 out of 7.0). However, this result in general
shows that all 64 analyzed countries are in the range of a low level of power distance
in terms of values.

The highest power distance (according to practices), that is, at the level of
organizational culture, was determined in Morocco (5.80 out of 7.0), and the lowest —
in the Czech Republic (3.59 out of 7.0). However, this result in general shows that all
the analyzed 64 countries are in the range of the average level of power distance
according to practices.

According to GLOBE 2004 [86], China has a relatively low power distance in
values (3.1) and a relatively high power distance in practices (5.04). That is,
compared to other countries, China is characterized by relatively high power distance.
Ukraine was evaluated in the GLOBE 2004 [86] project.

Table 2.1 shows the impact of power distance as a cultural variable on the
mechanism of organizational culture in a multinational organization.

Therefore, according to this cultural dimension “power distance”, the national
culture of China is similar to the national culture of Ukraine, characterized by a

significant inconsistency of organizational values. As the values of the management
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do not always coincide with the values of the staff, it means that the process of

realizing the intended goals is significantly slowed down, while there is a significant

influence of paternalism.

Influence of “power distance” on the mechanism of organizational culture

Table 2.1

in a multinational organization (based on [8; 9; 19; 58; 85; 86; 91; 142])

and the principle of "strong hand";

a significant  composition  of
management and controlling
specialists;

senior management is unreachable;
existing paternalism and oligarchic
leadership;

the leader demonstrates maximum
power, which corresponds to reality

Mechanism Large power distance Small power distance
peculiarities of (China, Ukraine)
organizational
culture
Surface level of organizational culture
organizational hierarchy is a natural, ever-existing | hierarchy is considered as a
structure inequality; temporary division of duties;
the structure of the organization is | the structure of the organization is
multi-level; flat; tendency to decentralization
tendency towards centralization
HR policy inequality and privilege are | minimal inequality among
recognized as the norm; employees;
deference and unavailability of | equality and availability of
management leadership
Subsurface level of organizational culture
Organizational the organizational values declared | the organizational values declared
values by the management do not coincide | by the management coincide with
with the values of the staff the values of the staff
Power power is centralized, official basis of power;
characteristics the basis of power - strength and | basis of power - legality and
charisma; advantage of the personal | competence;
basis of power; delegation of | power goes to the one on whose
authority through decentralization | side the law is
Leadership style | authoritarian style of management | democratic management style;

the composition of management
and controlling specialists is small;
in senior management is always
available  pluralistic  leadership
based on the choice of the majority;
the leader gives the impression that
he has less power than he actually
has

Staff relations with
management

agree with all decisions and
instructions of employees who are
at higher levels of this system

readiness to follow the
instructions of the manager, if
they consider his actions to be
correct or when these actions are
in their own interests;

hidden harmony between levels of
power;

the dependence of subordinates on
managers is limited by both

Features of
motivation

a large difference in privileges and
salary levels of employees of
different ranks, differentiation of pay
due to direct payments and privileges

the difference in the salary level is
small, the differentiation of
payment due to social benefits
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The second cultural dimension of the national cultures of China and Ukraine,
which was evaluated, is the “individualism versus collectivism”. Thus, the main
values of a culture with a significant influence of individualism are a developed sense
of self-worth and independence of actions and judgments. Representatives of this
culture in many cases put their own career above the interests of their company.

However, a system of values dominates in a culture with a significant influence
of collectivism. Here, an individual is primarily a part of a group, and only then — an
individual. There exists a clear social structure, which includes large families, clans
and labor groups of companies.

Moreover, in a culture with signs of individualism, the manager expects
effective work from his subordinates. The work should be organized so that the
interests of subordinates and the organization coincide, since such employees profess
the philosophy of the so-called “economic man”, based on individual needs. In
addition, in the culture of collectivism, the manager never hires an employee as an
autonomous individual, he always acts as a representative of a specific collective,
where suppression of personal interests is normal.

According to a study conducted among 76 countries, whose representatives
participated in surveys on the study of national cultures in the context of the cultural
dimension “individualism versus collectivism”, in 2010 [91], the greatest influence of
collectivism was determined in Guatemala (IDV=6), and the greatest influence of
individualism was identified in the USA (IDV=91).

The results of a study conducted in 2015 [85] indicate that national culture of
China (IDV =20), as well as that of Ukraine (IDV =25), is characterized by
collectivism.

According to the results of a study conducted in 2004 within the framework of
the GLOBE [86] project, it also determined a similar cultural dimension, called “in-
group collectivism”, defined as the degree of a person's expression of pride, loyalty
and cohesion as belonging to an organization or family.

Thus, among the 64 analyzed countries, the highest level of this indicator (by

values), that is, at the level of national culture, was determined in Colombia (6.25 out
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of 7.0), and the lowest in the Czech Republic (4.06 out of 7.0). This result in general
shows that all 64 analyzed countries are in the range of a relatively high level of “in-
group collectivism” in terms of values.

The highest level of “in-group collectivism” (according to practices), that is, at
the level of organizational culture, was determined in the Czech Republic (5.92 out of
7.0), and the lowest in India (3.18 out of 7.0). This result in general shows that all 64
analyzed countries are in the range from medium to high level of “in-group
collectivism” in terms of practices.

According to the GLOBE 2004 [86] project, China has a relatively high level
of In-group collectivism in values (5.08) and a high level of In-group collectivism in
practices (5.8). That is, compared to other countries, China is characterized by a
relatively high level of “in-group collectivism”. Ukraine was evaluated in the
GLOBE 2004 [86] project.

Table 2.2 systematizes the influence of “individualism versus collectivism™ as
a cultural variable on the mechanism of organizational culture in a multinational
organization.

Therefore, according to the cultural dimension of “individualism versus
collectivism”, the national culture of China is also similar to the national culture of
Ukraine, that is, in these cultures, the interests of the group are placed above the
individual's own interests.

The behavior of the individual is largely determined by a sense of shame, so
when a group fails, every member of this group perceives this failure as their own,
feeling a sense of shame. In addition, group members make every effort to ensure that
their interactions with other group members are harmonious, conflict-free, and
balanced.

The behavior of the individual is largely determined by a sense of shame, so
when a group fails, every member of this group perceives this failure as their own,
feeling a sense of shame. In addition, group members make every effort to ensure that
their interactions with other group members are harmonious, conflict-free, and

balanced.
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Table 2.2
Influence of “individualism versus collectivism” on the mechanism of
organizational culture in a multinational organization
(formed on the basis of [8; 9; 19; 58; 85; 86; 91; 142])
Peculiarities of the Collectivism Individualism
mechanism of (China, Ukraine)
organizational
culture
Surface level of organizational culture
Communication high importance of the context of | low importance of the
system communications; communications context ;
feedback communication through | feedback communications through
opening yourself to others self-realization
Subsurface level of organizational culture
Organizational the interests of the organization | own interests prevail over the
values prevail over their own interests interests of the organization

Identification of

moral involvement;

prudent engagement;

oneself in the emphasis on belonging to the | emphasis on individual initiative

organization organization and achievements

Power particularism; universalism,;

characteristics mainly status sources of power; mainly personal sources of power;
the relationship prevails over the | tasks take precedence over
task relationships

Leadership style management of a group of | personality management in the
individuals; group;
the ideal is to be a member of the | the ideal is to be a leader
organization

Staff relations with

similar to family relationships, the

have a contractual basis, wages

management leader must take care of the |are paid according to the work
subordinate in exchange for loyalty | performed
Staff relations relations with others as members of | working relationships are
among themselves | their group; exclusively business in nature;
the employee must focus on the | practical model of mutual
interests of the group, which may | relations - on a rational basis;
not coincide with his personal
needs; ethical model of mutual
relations - based on the principles
of morality;
conflicts - the reason for the
destruction of the group;
compromise - a way to resolve the
conflict
Staff development | taking into account the opinion of | consideration of  individual

the group;
career progression procedures are
informal and subject to change

abilities and skills;
career advancement procedures
are formalized

Features of
motivation

the reward is proportional to the
team's achievements

reward is proportional to personal
achievement
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Continuation of Table 2.2

Peculiarities of the Collectivism Individualism
mechanism of (China, Ukraine)
organizational
culture

Deep level of organizational culture
Values that should | training as an opportunity to | personal time, because work
be represented in | improve one's qualifications and | should leave enough time for

the organizational | acquire new skills while working; personal life;
culture of the good working conditions as having | freedom as the presence of a
organization good physical conditions at work | certain freedom in choosing one's
(ventilation, lighting, sufficient | own approach to work;
space, etc.); interesting work as an opportunity

use of competences and abilities as | to get a sense of self-realization
an opportunity to fully use one's | while doing work

knowledge, skills and abilities at
work

The third cultural dimension of the national cultures of China and Ukraine is
the “masculinity versus femininity”. Thus, traditional masculine values, such as
success, money, material values, ambition, career, competition and persistence in
achieving goals dominate in cultures with signs of masculinity.

However, in cultures with signs of femininity, harmony and a tendency to
compromise prevail in relationships with other members of society while quality of
life and care for others are of the greatest value.

According to a study conducted among 76 countries, whose representatives
took part in surveys on the study of national cultures in the context of the cultural
dimension “masculinity versus femininity”, in 2010 [91], the greatest influence of
femininity was determined in Sweden (MAS=5), and the greatest the influence of
masculinity was identified in Japan (MAS=95).

The results of a study conducted in 2015 [85] show that the national culture of
China (MAS=66) is characterized by masculinity, while the national culture of
Ukraine (MAS=27) is characterized by femininity.

A study conducted in 2004 within the framework of the GLOBE [86] project,
determined a similar cultural dimension called “gender egalitarianism” defined as the

degree of minimization of gender inequality in the team.
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Thus, among the 64 analyzed countries, the highest level of this indicator (by
values), that is, at the level of national culture, was determined in England (5.17 out
of 7.0), and the lowest in Egypt (3.18 out of 7.0).

However, this result in general shows that all 64 analyzed countries are in the
range from average to relatively high level of “gender egalitarianism” in terms of
values. The highest level of “gender egalitarianism” (according to practices), that is,
at the level of organizational culture, was determined in Hungary (4.08 out of 7.0),
and the lowest — in South Korea (2.50 out of 7.0). This result in general shows that all
64 analyzed countries are in the range from medium to high level of “gender
egalitarianism” in terms of practices.

According to the results of the GLOBE 2004 [86] project, China has an
average level of “gender egalitarianism” in values (3.68) and a relatively low level of
“gender egalitarianism” 1in practices (3.05), thus confirming the presence of
masculinity characteristics in China's national culture. Ukraine was not evaluated in
the GLOBE 2004 [86] project.

Table 2.3 systematizes the influence of the “masculinity versus femininity” as a
cultural variable on the mechanism of organizational culture in a multinational
organization.

Therefore, according to the cultural dimension of “masculinity versus
femininity”, the national culture of China is characterized by masculinity.

In this culture, a leader must have such qualities as assertiveness (the ability of
a person not to depend on external influence and assessments, to regulate his own
behavior independently and be responsible for it), decisiveness and even
aggressiveness (which in this culture does not have a negative connotation). A leader
usually makes decisions independently, analyzing the facts, regardless of the group's
point of view.

We can say that femininity is a characteristic feature of the national culture of
Ukraine, so the leader in such a culture 1s not so visible, he strives for consensus and

often relies on intuition.
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The fourth cultural dimension of the national cultures of China and Ukraine
that the author has evaluated is “uncertainty avoidance”.
Table 2.3
Influence of the “masculinity versus femininity” on the mechanism of
organizational culture in a multinational organization
(formed on the basis of [8; 9; 19; 58; 85; 86; 91; 142])

Peculiarities of Masculinity Femininity
organizational (China) (Ukraine)
culture mechanism

Surface level of organizational culture

Communication | an important verbal aspect; non-verbal aspect is important;
system directness and openness; prudence;
inability to listen ability to listen

Subsurface level of organizational culture
Leadership style | respect for strength, speed of | respect for the ability to organize
decisions, scale of approaches, | conflict-free group  work,

determination and rigidity; achieve consensus, develop fair
the  importance  of  expert | motivation;
knowledge the importance of relationships
Staff relations fierce competition; opportunity for communication
among themselves | resolution of conflicts by force | and mutual assistance;
methods (in a dispute, in a fight) conflict  resolution through
negotiations and compromise
Features of the basis of the motivation system: | the basis of the motivation
motivation material motivation, career growth | system: intangible motivation, a

good atmosphere in the team
Deep level of organizational culture
Values that should | earnings as an opportunity for high | relations as having a good

be represented in | earnings; relationship with management;

the organizational | self-realization as a desire for work | cooperation as work with people
culture of the that will give a sense of self- | who willingly cooperate with
organization realization; each other, a friendly team;

promotion as an opportunity for | place of residence as an
professional growth, performance | opportunity to live in a place that
of more complex work; is pleasant for you and your
interesting work as work, during | family;

the performance of which you can | employment guarantee as an

feel personal achievements; opportunity to work in your
life for work organization as long as you
wish;

work for life

If the culture has a high degree of uncertainty avoidance, then everything in
society that is not allowed is prohibited and illegal. However, a widespread violation

of laws and general legal nihilism is characteristic. If the culture has a low degree of
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uncertainty avoidance, then everything that is not forbidden is considered permissible
in society, but you cannot predict everything in life. Representatives of this culture
are more prone to risk, innovations, changes, autonomy and independence.

According to a study conducted among 76 countries, whose representatives
took part in surveys on the study of national cultures in the context of the cultural
dimension of “uncertainty avoidance”, in 2010 [91], Greece has the highest degree of
uncertainty avoidance (UAI=112), and Singapore has the lowest degree of avoidance
uncertainty (UAI=S).

A study conducted in 2015 [85] indicates that the national culture of China has
a low degree of uncertainty avoidance (UAI=30), while the national culture of
Ukraine has a high degree of uncertainty avoidance (UAI=95).

A study conducted in 2004 within the framework of the GLOBE [86] project
showed that the cultural dimension “uncertainty avoidance” was also determined as a
degree to which a society, organization or group relies on social norms, rules and
procedures to reduce the unpredictability of future events.

Thus, among the 64 analyzed countries, the highest level of this indicator (by
values), 1.e. at the level of national culture, was determined in Albania (5.37 out of
7.0), and the lowest — in Switzerland (3.16 out of 7.0). But this result in general
shows that all 64 analyzed countries are in the range from a relatively low average to
a relatively high level of “uncertainty avoidance” in terms of values.

The highest level of “uncertainty avoidance” (according to practices), that is, at
the level of organizational culture, was determined in Switzerland (5.37 out of 7.0),
and the lowest — in Hungary (3.12 out of 7.0). This result as a whole shows that all
analyzed 64 countries are in the range from relatively low to relatively high level of
“uncertainty avoidance” according to practices.

According to the results of the GLOBE 2004 [86] project, China has a
relatively high level of “uncertainty avoidance” in values (5.28) and a relatively high
level of “uncertainty avoidance” in practices (4.94), that is, it confirms the presence
of a high level of “uncertainty avoidance” in China's national culture. Ukraine was

not evaluated in the GLOBE 2004 [86] project.
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Table 2.4 systematizes the influence of “uncertainty avoidance” as a cultural
variable on the mechanism of organizational culture in a multinational organization.

Table 2.4

Influence of “uncertainty avoidance” on the mechanism of

organizational culture in a multinational organization

(formed on the basis of [8; 9; 19; 58; 85; 86; 91; 142])

Peculiarities of the

Low level of uncertainty

High level of uncertainty

mechanism of avoidance avoidance
organizational (China) (Ukraine)
culture
Surface level of organizational culture
Organizational flexible management structure; rigid hierarchical management
structure flexible business rules and | structure; standard business rules
procedures; and procedures;
priority of horizontal connections; | the  priority = of  vertical
a wide scale of controllability | connections with a large number
with a small number of levels; of levels;
one subordinate can have two | one subordinate should not have
managers two managers
Communication | low importance of context; high importance of context;
system the importance of listening skills | strong non-verbal aspect

Regulation of
personnel activities

a small number of flexible rules
and procedures that depend on the
situation

a significant number of clear rules
and procedures;

having an emotional need for staff
in the rules, even if they don't work

Subsurface level of organizational culture

against the wrong decision of the
manager

Identification of | as part of the general, as special;
oneself in the identifying subordinates is a | subordinates are required to
organization management problem identify themselves to
management using formal
symbols (cards)
Power manager for a subordinate; subordinate for the manager;
characteristics subordinates are ready to protest | subordinates remain silent when

they disagree with the manager's
decision

Management style

a slight difference in competence
between the manager and
subordinates; preference is given
to democratic management;

employees want to obey the
manager; participation in
management 1is considered as
assuming certain obligations

a large difference in competence
between the manager and
subordinates; rigid leadership is
preferred; subordinates more
depend on the manager and accept
it as the norm; subordinates'
pessimism regarding the
effectiveness of participation in
management

Leadership style

the leader is usually respected or
valued;

the leader's desire to do the right
thing

the leader is loved or hated;
a leader strives to do the right
thing
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Continuation of Table 2.4

among themselves

confidentiality, colleagues remain
friends when there is a difference
of opinion;

conflicts are allowed on an equal
basis for constructive use;

a small number of flexible rules
and procedures that depend on the
situation;

the staff's attitude to risk and
uncertainty is a positive, calm
attitude to situations of
uncertainty and risk

Peculiarities of the | Low level of uncertainty | High level of uncertainty
mechanism of avoidance avoidance
organizational (China) (Ukraine)
culture
Staff relations relations with colleagues: | relations with colleagues:

suspicion, differences in opinion
only increase mistrust;

conflicts are avoided or resolved
by force, because conflict causes
aggression;

a significant number of clear rules
and procedures, the presence of an
emotional need for staff in the
rules, even if they do not work;
staff's  attitude to risk and
uncertainty is negative, fear of
risk and uncertainty

Staff development

personal achievements are the
basis of career growth;
high level of staff -creativity,

ability to create new ideas

the existence of unwritten rules
regarding promotion with age; not
a high level of creativity of the
staff, but there is a nobility to the
introduction of new ideas

Features of
motivation

motivation for achievement, self-
respect and participation prevails;
diligent work on demand without
internal motivation for constant
activity

motivation for safety, self-respect
and complicity prevails;

the desire to work hard and
always be busy with something
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Cultures with a low degree of uncertainty avoidance (China) encourage

innovation and innovative ideas. However, effective implementation of these ideas

and innovations requires such personality traits as detail, accuracy, dimensionality,

which are characteristic of countries with a high degree of uncertainty avoidance

(Ukraine). Therefore, there is a need in a synthesis of these cultures to achieve the

maximum efficiency of innovative activity at the level of international business —

both, those who create and those who know how to implement them: some supply

ideas, others implement them.

The fifth cultural dimension of the national cultures of China and Ukraine is

“time orientation”. If there is a long-term orientation in the national culture, it

manifests itself in a view of the future and in persistence in achieving goals. In such

cultures, we value loyalty, hard work, persistence and savings.
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However, if there is a short-term orientation in the national culture, a
significant attention is paid to the past and the present, emphazising respect for
traditions and fulfillment of social obligations. The short-term orientation of the
culture is manifested in the desire for quick results of members of the society and a
high tendency to consume rather than accumulate.

According to a study conducted among 93 countries, whose representatives
took part in surveys on the study of national cultures in the context of the cultural
dimension “time orientation”, in 2010 [91], Puerto Rico has the most short-term time
orientation (LTO = 0), while South Korea has the longest-term time orientation (LTO
=100).

A study conducted in 2015 [85] shows that the national culture of China (LTO
=87), as well as the national culture of Ukraine, (LTO =86) both have a long-term
orientation.

The results of a study conducted in 2004 within the framework of the GLOBE
[86] project, show that the cultural dimension “future orientation” was also
determined as the degree of orientation to the future, manifested in postponing
gratification, planning and investing in the future.

Thus, among the 64 analyzed countries, the highest level of this indicator (by
values), i.e. at the level of national culture, was determined in Thailand (6.12 out of
7.0), and the lowest —in the Czech Republic (2.95 out of 7.0).

But this result in general shows that all 64 analyzed countries are in the range
from a relatively average to a high level of “future orientation” in terms of values.
The highest level of “future orientation” (according to practices), that is, at the level
of organizational culture, was determined in Singapore (5.07 out of 7.0), and the
lowest in Poland (3.11 out of 7.0). This result in general shows that all 64 analyzed
countries are in the range from a relatively low to a relatively high level of “future
orientation” in terms of practices.

According to the results of the GLOBE 2004 [86] project, China has a
relatively high level of “future orientation” in terms of values (4.73) and a mediuml

level of “future orientation” in terms of practices (3.75), i.e., this confirms the
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presence of a relatively high level of “future orientation” in China's national culture.
Ukraine was not evaluated in the GLOBE 2004 [86] project.

Table 2.5 systematizes the influence of “time orientation” on the mechanism of
organizational culture in a multinational organization.
Table 2.5
Influence of “time orientation” on the organizational culture mechanism
in a multinational organization

(formed on the basis of [8; 9; 19; 58; 85; 86; 91; 142]

Features of Short-term orientation Long-term orientation
organizational (China, Ukraine)
culture mechanism
Surface level of organizational culture
Communication | peer-to-peer communication; storage of hierarchy levels
system communication is more formalized; | during communication;
low context communication is more
informal;
high context
Subsurface level of organizational culture
Power respect for rights is the basis of | respect for formal status in the
characteristics power basis of power
Staff relations with | treating the manager as a partner treatment of the manager as
management senior in level
Deep level of organizational culture
Values that should | interest in finding the truth; patience;
be represented in | expectation of a quick result; saving face;
the organizational | willingness to obey with knowledge | feeling ashamed
culture of the of the matter
organization

It is this cultural variable “time orientation” that affects the process of agreeing
values in the organization within the framework of the organizational culture. Thus,
at an average level of time orientation, the values of all participants in the
organization's activities are taken into account practically proportionally, but to the
extent that it is necessary.

With a long-term orientation, there is a shift in value orientations towards the
external environment and the lower “levels” of the organization, in particular, the
interests of consumers and shareholders are increasingly taken into account. Short-

term orientation affects the organizational culture in the following way: it pays less
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attention to the values of the lower hierarchical levels of the organization but
proclaims the values of the top management. Such a situation is characteristic of
organizations in which the primary place in the mission is given to profit, that is, for
organizations that are not focused on the client.

The sixth cultural dimension of the national cultures of Ukraine and China is
“indulgence versus restriction”, which shows the level of solving problems of
children's socialization and the attitude towards control of desires and impulses as a
result of upbringing and socialization.

Indulgent cultures are cultures where there is a relatively free indulgence of
basic and natural human urges related to life and entertainment. Restrained cultures
are cultures characterized by suppressing the satisfaction of needs and regulating
them with the help of strict social norms. However, as studies [8; 58; 85] have
proved, this cultural change does not directly affect the organizational culture of
multinational organizations.

Thus, among the 93 countries that were studied in 2015 [91], the most
restrained culture is Pakistan (IVR=0), while the most indulgent is Venezuela
(IVR=100). According to the results of a study conducted in 2017 [85], the national
culture of both China (IVR =24) and Ukraine (IVR =14) is restrained and has an
orientation towards restrictions, which means a relatively strong controlling desires
and impulses within a culture.

As subchapter 1.2 defines and proves, the combination of G. Hofstede's
typologies and C. Handy's typology also allows three main levels of cultural
interaction in the organization: organizational culture (G. Hofstede's typology and
C. Handy's typology), national culture (G. Hofstede's typology) and personnel culture
(typology of C. Handy). We analyze the influence of cultural variables of national
culture on the type of organizational culture in a multinational organization.

So, if there is simultaneously a high power distance (PDI>50) and a high
degree of uncertainty avoidance (UAI>50) in the national culture, as we see it in
Ukraine, this indicates that the influence of the national culture contributes to the

formation of the “traditional bureaucratic pyramid of people” in organizations
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(according to G. Hofstede's typology) or task culture (according to C. Handy's
typology).

If the national culture simultaneously has a high power distance (PDI>50) and
a low degree of uncertainty avoidance (UAI<50), as we see it in China, this indicates
that the influence of the national culture contributes to the formation of “family or
tribe” in organizations (according to G. Hofstede's typology) or power culture
(according to C. Handy's typology).

If the national culture simultaneously has a low power distance (PDI<50) and a
high degree of uncertainty avoidance (UAI>50), as noted in Costa Rica, this indicates
that the influence of the national culture contributes to the formation of a “well-oiled
machine” in organizations (according to the typology G. Hofstede) or role culture
(according to the typology of C. Handy).

If the national culture simultaneously has a high power distance (PDI<50) and
a low degree of uncertainty avoidance (UAI<50), as noted in Denmark, this indicates
that the influence of the national culture contributes to the formation of the “rural
market” in organizations (according to typology G Hofstede) or people culture
according to the typology of C. Handy).

Table 2.6 systematizes the main characteristics of the organizational culture of
a multinational organization under the influence of such cultural variables of national
cultures as the level of power formalization (“uncertainty avoidance” cultural
dimension) and the level of management decision centralization (“power distance”
cultural dimension).

At the same time, it should be taken into account that there is a relationship
between the type of organizational culture of a multinational organization and the
control mechanism (as a component of the organizational culture mechanism), proved

in subchaper 1.3.
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Table 2.6

Influence of power formalization level and the level of management decisions centralization as cultural variables on

the type and mechanism of the organizational culture in a multinational organization

(formed on the basis of [8; 9; 85; 144]

Peculiarities of organizational
culture mechanism

Pyramid (G. Hofstede)
Task culture (C. Handy)

Family (G. Hofstede)
Power culture (C. Handy)

Machine (G. Hofstede)
Role culture (C. Handy)

Market (G. Hofstede)
People culture (C. Handy)

Surface level of organizational culture

PR policy

strict functional division of
powers and spheres of
activity, a high degree of

formalization and
standardization, everyone
should feel involved and

identify with the organization

a rigid hierarchical structure,
an insignificant degree of
bureaucracy, the actions of the
members of the organization
are clearly defined, there is a
single clearly defined
decision-making center

relevant  employees  and
relevant resources are united
for the sake of the fastest and
highest quality performance
of work, its progress is
monitored and constantly
improved, relations between
members of the organization
are built on the principles of
interdependence

there is no rigid internal
structure and hierarchy, there
is practically no control,
members of the organization
realize their own interests, act
based on their own goals

Subsurface level of organizational culture

Power characteristics

the source of power - position,

status, leadership sets the
context and purpose,
minimizing further

intervention, everyday work is
usually carried out "by itself"

the manager has all the power
and determines the policy of
the organization, the
atmosphere is competitive,
oriented towards power

leadership is based on
facilitating  contacts  and
cooperation, the manager acts
as a catalyst for group
interaction and cooperation

is based on proximity to
resources,  professionalism,
the strength of personal
qualities, abilities and the
ability to negotiate

D

eep level of organizational culture

Values to be represented in
the organizational culture of
the organization

synchronicity, parallelism,

prediction

group values are placed above
individual values, orientation
to the manager's values, his
ideas and expectations, "the
end justifies the means"

combination of individual
values with the values of the
organization

creativity, energy in setting
new goals and developing
projects, readiness for
changes and innovations,
individual values above group
values

€01
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That is, the type of organizational culture of a multinational organization

corresponds to the use of a specific control mechanism (as a component of the

organizational culture mechanism), which agrees with both the type of organizational

culture in a multinational organization, and the influence of the national culture in a

specific country (Table 2.7).

Table 2.7

The main characteristics of organizational culture control mechanisms

according to U. Ouchi (formed on the basis of [8; 130; 144])

Peculiarities of
organizational
culture

mechanism

Market control
mechanism

Bureaucratic control
mechanism

Clan control mechanism

Surface level of organizational culture

PR policy

organization is engaged in

business in order

to

strengthen its position in

the competition;

the main focus of activity

is  profitability;
external environment
hostile challenge

the
1S a

Symbols, role models and
ceremonies emphasize the
importance of cooperation,
tradition and compliance
with approved policies;

the main focus of activity -
internal integration and
cost-effectiveness;
regulation of all activities
in the form of rules,
instructions and
procedures

the staff is united by a
system of values shared by
all;

the main task of managers
is to delegate authority to
hired workers and facilitate
their working conditions,
create  opportunities  to
demonstrate their
dedication to the work and
the organization

Subsurface level of organizational culture

Proclaimed
values

preemption of rivals in

competition

and

leadership in the market

clear distribution of
decision-making powers,
standardized rules and
procedures, accounting
and control mechanisms

cohesion, moral climate,
personnel development; the
consumer is a partner

Leadership style

Strict
rivalry

supervision

and

Coordination and mentoring,
etc.

Education
supervision

and parental

E. Schein determined in his study [142] that the mechanisms of culture change

according to the level of organizational development have a cumulative property. It

means that all previous mechanisms operate at each subsequent stage, addicting new

ones. In addition, the technology of effective management is based on the

determination of optimal combinations of organizational culture elements effective in

one or another situation, since the main task of personnel management is to adapt the

development of organizational culture.
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Accordingly, in order to understand general cultural mechanisms affecting the
effectiveness of the organization's personnel, the author has analyzed the influence of
national culture and determined the peculiarities of organizational culture
identification in the conditions of a specific national culture based on the synthesis of
multidimensional and multilevel approaches to the study of organizational culture

mechanism.

2.2. Cross-cultural study of the national and organizational culture values in a

multinational organization

In the conditions of increasing globalization influence on business
development in all countries of the world, scientists and researchers in the field of
cross-cultural management study and analyses the culture of the national and
multinational organizations as an urgent problem.

As subchapter 1.1 defines, the main approach to the study of culture at
different levels is precisely the value approach, since it is values that are the key
component of culture.

Subchapter 2.3 proves that the basic subsystem of the organizational culture in
a multinational organization is precisely the value subsystem. The process of
formation and development of organizational culture can be described as successive
changes in the state of organizational culture, that is, changes in the set of properties
and characteristics inherent in a certain period of time.

Thus, according to the G. Hofstede's approach [91] to highlighting the levels of
culture, the basis for the national culture dominance is the values shared by the
bearers of this national culture. However, organizational culture is fixed on the basis
of the staff behavior, manifesting itself through the rituals, heroes and symbols

inherent in this organization. At the same time, it is important to obtain a competitive
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advantage in a multinational organization. This is possible when there is no conflict
between the national culture of the personnel and the organizational one [91].

National culture is a stable set of the following characteristics: values, beliefs,
norms, traditions and stereotypes, behavior patterns, customs and attitudes. On their
basis, one society (as a set of cultural representatives) differs from another and
acquires its national identity [8].

Therefore, national cultures differ at the level of values, while organizational
cultures —at the level of symbols, national heroes and rituals. At the same time, the
organizational culture is manageable and can be common for representatives of
different national cultures, while the national culture must be accepted as an existing
fact for each organizational culture [91].

Organizational culture is a tool for personnel management by maximizing the
alignment of the values inherent in organizational culture with the values of a
multinational team (their national culture), which is the basis and carrier of this
organizational culture. E. Schein notes that the technology of effective organizational
culture management is based on determining the sets of optimal combinations of
elements in the organizational culture [144].

Thus, since it is values, attitudes, and behaviors that form the value schemes
[136] of a person or a particular culture [145] to “perceive, think reason, act, react
and interact” [78], the author proposes to study and analyze the culture of the staff in
a multinational organization (national and organizational), using a value approach.

The value approach to culture affirms that the core of each culture is values [9].
Therefore, we determine the structure of these values to study culture.

By values, F. Kluckhohn, F. Strodtbeck [105] understand the most general
tendencies in preferring a certain state of affairs and the behavior of others,
considering it a good thing.

M. Rokeach [136] understands values as a type of beliefs that has a central
position in an individual belief system. Values are the guiding principles of life. They
determine how one should behave, what is the desired state or way of life, worthy or

unworthy meeting them and striving for them. Value orientations are understood as
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“abstract ideas, positive or negative, associated with a certain object or situation,
expressing human beliefs about types of behavior and desired goals™ [136].

S. Schwartz understands values as “desired goals that go beyond specific
situations, differ from each other in terms of significance and are guiding principles
in people's lives” [150].

N. Todorova [36] understands values as fundamental beliefs that either
determine what is right and wrong, or determine general priorities, and influence the
choice of available methods, means and results of action.

Some scientists [48; 80; 104; 122; 136; 149; 151] highlight the following main
characteristics of values within the framework of the modern values concept:

1. Values are beliefs (thoughts) inextricably linked with affects. When values
are activated, they are filled with feelings.

2. Values are goals desired by the individual and even a form of behavior
(motivation for action) that contributes to the achievement of these goals.

3. Values are not limited by certain actions and situations, they go beyond
them, that is, they are transcendental. This feature distinguishes values from norms
and attitudes, which usually belong to specific actions, objects or situations.

4. Values act as standards or criteria determining the choice or evaluation of
actions, people and events. Individuals decide what is good or bad, justified or illegal,
what should be done and what should be avoided based on the possible consequences
for their cherished values. However, the influence of values on everyday decisions is
rarely conscious. Values become conscious when the actions or judgments an
individual considers have conflicting consequences for the various values he
cherishes.

5. Values are arranged by importance relative to each other. An arranged set of
values forms a system of value priorities characterizing each person as an individual.
Different cultures also have a different system of value priorities. The presence of
such a hierarchy among values also distinguishes them from norms and attitudes.

6. Relative importance of multiple values guides action. Any attitude or

behavior usually has consequences for more than one value. The trade-off between
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relevant competing values determines attitudes and behavior [146; 147]. Values
influence actions when they are relevant in the context (hence can be activated) and
important to the actor.

In the structure of each personality, values are represented through value
orientations. Value orientations are elements of the internal (dispositional) structure
of a person, formed and fixed by the life experience of an individual in the processes
of socialization and social adaptation, when separating what is important (essential
for a specific person) from what is not important (insignificant), through the
acceptance or rejection of certain values by an individual, perceived as the limits
(horizons) of the ultimate meanings and main goals of life, and even the permissible
means of realization are determined [34].

Some scientists [93; 149] note that value priorities are influenced by the
individual's position in the social structure and the experience gained in this way
(education, age, gender, occupation, etc.). Moreover, each person has a unique
experience (trauma, relationship with parents, immigration, etc.) that also affects
value priorities [80].

Therefore, comparing the value priorities of groups and individuals can reveal
the impact of major social changes (changes in economic and political conditions)
and special experiences (emigration, disease) to which social subgroups are exposed.

Moreover, the main task of personnel management is to adapt the
organizational culture to conditions of the cross-cultural environment in a particular
multinational organization [91].

It is the national culture that sets the rules according to which organizations
operate in that country, determining the features of management models and styles,
depending on the religious, political, economic, climatic, historical, social and other
factors [91].

The main areas of value research in cross-cultural management are carried out

at two levels (Fig. 2.1).
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1) at the level of personality (individual differences). In this case, the unit of

analysis is the individual. For individuals, values are motivational goals that guide
their lives [136; 151];

2) level of culture (differences in social culture). When analyzing values at the

level of social culture (differences in social norms, customs and traditions of social

groups), social groups become units of analysis [9].

Contemporary research on values in
cross-cultural management

P \
at the level of personality at the level of culture
(individual differences) (differences in social culture)
studies based on the studies based on the <
M. Rokeach approach M Rokeach approach
studies based on the studies based on the
G Hofstede approach S. Schwartz approach «
——'I studies based on the

S. Schwartz approach

Fig. 2.1. Directions of value research in cross-cultural management

(systematized on the basis of [9; 91; 148])

The M. Rokeach's approach allows you to explore values both at the level of
the individual and at the level of social culture. In his approach, M. Rokeach
distinguishes two types of values [136]:

1) terminal values are beliefs that certain ultimate goals of individual
existence, from a personal and social point of view, deserve to be pursued (Appendix
A). At the same time, they are the main goals of the individual, reflecting a long-term
life perspective, and instrumental values can help to achieve them. These values are
formed during the socialization period of the individual (up to 14 years) and it is

almost impossible to change them in adulthood.
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2)  instrumental values are beliefs that a certain course of action is, from a
personal and social point of view, preferable in all situations (Appendix A). At the
same time, they are determined at each specific stage of a person's understanding of a
life situation. Therefore, they change whenever a person experiences a discrepancy
(contradiction) of these values.

According to M. Rokeach [136], it is belonging to a culture (national,
organizational) that determines the hierarchical structure of values, both terminal (a
manifestation of national culture) and instrumental (a manifestation of organizational
culture). Based on the results of the values ranking (terminal and instrumental),
hierarchical structures of these values are obtained for a particular social group (or
individual).

Each value group is structurally analyzed in detail based on the following
classification presented in Fig. 2.2.

In modern cross-cultural studies such as the World Values Survey (WVS),
European Social Survey (ESS) and European Value Survey (EVS), the research of
the values structure was done using the S. Schwartz methodological approach. This
approach to the study of individual values is based on the theory of M. Rokeach [136]
and that of S. Schwartz about the motivational goal of value orientation and the
universality of basic human values [150].

According to S. Schwartz [150], the nature of values and their structure is
universal but different social groups have a different value hierarchy (priority).
Values can be studied both at the level of the individual and at the level of culture.

Values are motivational goals for an individual, serving as guiding principles
of life [151].

The first tool is designed to measure values based on the theory of S. Schwartz
[150], known as the S. Schwartz Values Survey (SVS) [146; 149]. SVS presents two
lists of values:

1) 30 values describing potentially desired final states in the form of a noun;

2) 26 (27) items describing potentially desirable courses of action in an

adjective form. Each item expresses an aspect of the motivational goal of one value.
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Fig. 2.2. Classification of values (prepared on the basis of [59; 91; 136]
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Respondents rate the importance of each value in their lives. The importance
rating of each value is the average score assigned to the items, and the number of
items to measure each value ranges from three (hedonism) to eight (universalism),
reflecting the conceptual breadth of values. Only value items that have demonstrated
near equivalence of meaning across cultures, when analyzed using multidimensional
scaling [146-149] and confirmatory factor analysis [152], are included in the indices.

The second tool developed to measure values based on the theory of S.
Schwartz [150] is the Portrait Values Questionnaire (PVQ) [146; 149] as an
alternative to the SVS.

The PVQ is an instrument designed to measure ten core values that works
equally well with adolescents (11-14 years) and adults in nationally representative
samples. The PVQ also makes it possible to assess whether the theory of values is
valid regardless of the measurement method. The PVQ includes short verbal portraits
of 40 different people corresponding to the gender of the respondent [149].

Each portrait describes a person's goals, aspirations, or desires, which
implicitly indicate the importance of value. For each portrait, respondents answer:
“How similar is this person to you?” Answers ranged from “very much like me” to
“not at all like me” (Appendix A).

Respondents are asked to compare the portrait with themselves, not themselves
with the portrait. Comparing the other with oneself draws attention only to the
depicted aspects of the other. Thus, the similarity judgment will focus on these
important aspects of value. Verbal portraits describe each person from the point of
view of what is important to them. In this way, they fix human values without
explicitly defining values as the subject of research. The PVQ asks about similarity
with someone based on certain goals and aspirations (values), rather than similarity
with someone based on certain traits. The same term can refer to both a value and a
trait (ambition, wisdom, obedience). However, people who value purpose do not
necessarily have the corresponding trait; and those who detect a limit, do not

necessarily appreciate the corresponding goal.
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The number of portraits of each value ranges from three (stimulation,
hedonism, and power) to six (universalism), reflecting the conceptual breadth of
values. The importance score for each value is the average score assigned to those
items. All value items demonstrated nearly equivalent value across cultures when
analyzed, using multidimensional scaling [149].

A shortened version of the 21-item PVQ was developed for use with nationally
representative samples in large surveys when time was limited. Although
measurement reliability is not high due to reduced number of items, this instrument
also demonstrates reasonable equivalence of values across cultures and significant
predictive validity [68; 149].

Schwartz's theory of values defines ten general values according to the
motivation underlying each of them [150].

Comparative characteristics of motivational types of values in accordance with
their central goal are presented in Table 2.8.

Power values and achievement values focus on social respect. However,
achievement values emphasize the active demonstration of successful outcomes in a
particular interaction, while power values emphasize achieving or maintaining a
dominant position in a larger social system [146; 147].

The values of tradition and conformity are particularly close in terms of
motivation; they share the goal of subordinating themselves to socially imposed
expectations. They differ, first of all, in the objects to which a person subordinates
himself. Conformity entails subordination to people with whom a person often
interacts (parents, teachers and superiors). Tradition implies submission to more
abstract objects (religious and cultural customs and ideas). As a result, conformity
values call for responding to current, possibly changing, expectations. The values of

tradition require a response to the constant expectations of the past [149].
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Table 2.8

Comparative characteristics of motivational types of values (prepared based on S. Schwartz’s theory [149; 150])

Motivational Defining purpose The essence of value Components of value

type of
values

Self- independence of thinking | self-governance as a value derived from the organism's need for self- | creativity, freedom,

Direction and choice of methods of | control and self-governance [56], as well as from interactional needs for | independence, curiosity,
action, in creativity and | autonomy and independence [105] determination of life goals, self-
research activity respect, intelligence, privacy

Stimulation desire for experiences, | the value derives from the body's need for variety and stimulation to | courage, exciting life, varied
novelty, challenge to | maintain an optimal, positive, rather than threatening, level of activity | life
life [57]. Biologically determined variations in the need for stimulation,

mediated by social experience, lead to individual differences in the
importance of this value. This need is related to the needs underlying the
values of independence [71]

Hedonism enjoyment or sensual | the values of hedonism derive from the needs of the organism and the | pleasure, enjoyment of life,
pleasure (pleasures, | pleasure associated with their satisfaction. Many theorists [82; 166] | self-indulgence*
enjoyment of life) mention hedonism

Achievement | personal success through | competent activity that creates the resources necessary for the survival of | ambition, influence, success,
the manifestation of | individuals as well as for the achievement of goals by groups and | ability, self-respect, public
competence in | institutions. Achievement values emphasize the demonstration of | recognition®*
accordance with social | competence in terms of prevailing cultural standards, thereby gaining social
standards. approval.

Power social status and | the functioning of social institutions requires a certain degree of status | authority, social power, wealth,
prestige, control  or | differentiation [133]. In most cases, in interpersonal relations in different | maintaining one's public image
dominance over people | cultures, a combination of indicators of dominance - subordination is found. | and public recognition
and resources To justify this fact of social life and motivate group members to accept it,

groups must value power. Power values can also be transformations of
individual needs for dominance and control. When analyzing values, other
scientists also mentioned the values of power [48].

Security security for other people | security values derive from basic individual and group requirements | social order, family security,
and oneself, harmony | [105]. Some security values serve primarily individual interests, others | national security, cleanliness,
and stability of society, | serve broader group interests. However, they all largely express the goal | mutual service, health,
relationships and oneself | of security for oneself or those with whom one identifies. temperance, sense of belonging

148!



DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442

Continuation of Table 2.8

Motivational Defining purpose The essence of value Components of value

type of
values

Conformity curbing actions, | conformity values derive from the requirement that people suppress | obedience, courtesy, self-
tendencies, and | tendencies that might disrupt and undermine normal interaction and | discipline, respect for parents
impulses that might | group functioning. Conformity values emphasize self-restraint in | and elders, fidelity,
upset or harm others | everyday interactions, usually with loved ones responsibility
and violate  social
expectations or norms.

Tradition respect, adherence and | any social groups develop their rituals, symbols, ideas and beliefs that | respect for tradition, modesty,
acceptance  of  the | reflect their shared experiences and destiny. They symbolize the | piety, acceptance of one's share
customs and ideas that a | solidarity of the group, express its unique value and contribute to its | in life, moderation, spiritual
culture or religion | survival [133]. They often take the form of religious rites, beliefs and | life
provides norms of behavior

Benevolence | maintaining and | the values of benevolence come from the basic need for the normal | usefulness, responsibility,
enhancing the well- | functioning of the group [105] and from the need for belonging. The | honesty, fidelity, the ability to
being of those with | most important are the relationships within the family and other primary | forgive, true friendship, mature
whom a person is in | groups. Benevolence values are associated with voluntary concern for | love, loyalty, condescension,
frequent personal | the well-being of others helping others
contact (“home
groups”).

Universalism | understanding, the values of universalism derive from the survival needs of individuals and | broad outlook, social justice,
appreciation, tolerance | groups. But people do not realize these needs until they come into contact | quality, world peace, world of
and protection of the | with others who are part of the extended primary group and until they | beauty, unity with nature,
well-being of all people | become aware of the scarcity of natural resources. People may then realize | wisdom, environmental
and nature that failure to accept others who are different and treat them fairly will lead | protection

to life-threatening discord. They can also understand that failure to protect
the environment will lead to the destruction of the resources on which life
depends. Universalism combines two subtypes of concern — for the well-
being of those in the larger society and the world, and for nature.

Note: * happiness is an important value, it is not included in hedonism as people experience it by achieving whatever results they value [138];
** achievement values are distinct from achievement motivation [119]. Achievement motivation is associated with compliance with internal
quality standards and is expressed in the values of self-government.

Gl
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The values of benevolence and conformity promote cooperation and support
social relations. However, benevolence values provide an intrinsic motivational basis
for such behavior. And conformity values encourage cooperation to avoid negative
consequences and outcomes for oneself. Both groups of values can motivate the same
useful action separately or together [147].

The goals of universalism values contrast with the in-group focus of
benevolence values.

In the S. Schwartz’s approach [146], the criterion for the grouping of values is
precisely the desired goals, organized into several stable value “domains”, which in
turn are grouped into a circular structure universal for all cultures.

“The circular arrangement of values is rather a continuum of related motives,
more like a color spectrum than a set of individual motivations. It can be divided into
broader or narrower value constructs...” [68, p. 424].

The circular structure of values is presented in Fig. 2.3, depicting a general
picture of the conflict relationship and correspondence between values.

Tradition and conformity are located in the same sector because they pursue
the same broad motivational goal.

Conformity is directed more toward the center, and tradition — toward the edge.
This means that the values of the tradition conflict more strongly with the opposite
values.

Expectations associated with the values of tradition are more abstract and
absolute than those based on interactional expectations of conformity values.
Therefore, they demand a stronger and unequivocal rejection of opposing values.
Viewing values as organized along two bipolar dimensions, allows us to summarize
oppositions between competing values.

One dimension contrasts the values of “openness to change” and
“conservation”. This dimension encompasses the conflict between values that
emphasize independence of thoughts, actions, and feelings, as well as readiness for
change (self-governance, stimulation), and values that emphasize order, self-restraint,

preservation of the past, and resistance to change (security, conformity, tradition).
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The second dimension contrasts the values of “self-affirmation” and “self-
advancement”. This dimension captures the conflict between values, emphasizing
concern for the well-being and interests of others (universalism, benevolence) and
values, emphasizing the pursuit of self-interest and relative success as well as
dominance over others (power, achievement). Hedonism shares elements of both
openness to change and self-improvement [149].

At the basic level, values form a continuum of related motives, creating a
circular structure. To clarify the nature of the continuum, we consider the general
motivational accents of adjacent values [150]:

power and achievement — social advantage and respect;

achievement and hedonism — self-centered satisfaction;

hedonism and stimulation — the desire for affectively pleasant excitement;

stimulation and self-management— internal interest in novelty and mastery;

self-government and universalism — reliance on one's own judgment and
comfort in the diversity of existence;

universalism and benevolence — improving others and overcoming selfish
interests;

benevolence and traditions — devotion to one's group;

benevolence and conformity — normative behavior that contributes to the
establishment of close relationships;

conformity and tradition — subordination of oneself in favor of society's
imposed expectations;

traditions and security — preservation of existing social mechanisms, providing
certainty in life;

compliance and security — protection of order and harmony in relationships;

security and power — preventing or overcoming threats by controlling
relationships and resources.

In general, today, the circular arrangement of values is a motivational
continuum. The closer any two values are in any direction along the circle, the more

similar their underlying motives are; the further — the more antagonistic their motives.
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Understanding values as a circular motivational structure is important for
relating values to other variables. This means that the entire set of ten values is
related to any other variable (behavior, attitude, age, etc.) in an integrated way [150].

Value assessment studies using the SVS and PVQ measurement methods were
conducted in 82 countries around the world. The results showed that the ten types of
values respond differently in most cultures, but the broader value orientations
reflected in the adjacent values, are highlighted equally almost everywhere, which
supports the theory that human values form a motivational continuum [149].

Thus, S. Schwartz concludes that the structure of relations between values is
common to all social groups studied by him. Based on this, he has formulated the
following dynamic principles [150]:

1. Presence of an organized structure: correspondence and conflict between
different values that simultaneously participate in decision-making (Fig. 2.3).

2. Interests, which are the achievement of value. The values in the upper part of
Fig. 2.4 (power, achievement, hedonism, stimulation, self-governance) primarily
regulate how a person expresses personal interests and characteristics. The values on
the bottom panel (benevolence, universalism, tradition, conformity, security)
primarily regulate how a person socially relates to others and affects their interests.
Fig. 2.4 shows that the values of security and universality are marginal values. They
primarily concern the interests of others, and their goal is to regulate the pursuit of
one's own interests.

3. Attitude of values to anxiety (concern). The pursuit of values on the left in
Fig. 2.4 helps cope with anxiety due to insecurity in the social and physical world.
These are self-protective values. People tend to avoid conflict (conformity) and
maintain the existing order (tradition, security) or actively control the threat (power).
Values on the right (hedonism, stimulation, self-governance, universalism,
benevolence) express motivation free from anxiety. These are the values of growth or
self-expansion. Achievement values do both: successfully meeting social standards

can control anxiety and strengthen feelings of competence.
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Anxiety-based values Anxiety-free values
Prevention of loss goals Promotion of gain goals
Self-protection against threat Self-expansion and growth
Personal
focus
A Self-Enhancement Openness to change
Regulating how one Achievement Hedonism
expressed personal . )
interests and Power Stimulation
characteristics . .
Self-Direction
Regulating how one .
) Conservation Self-Transcendence
relates socially to
others and affects S ecurity Universalism
them
A4 Conformity Benevolence
Social Tradition
focus

Fig. 2.4. Dynamic foundations of the universal value structure (adapted from [149])
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Using a value-based rationale for benefit and anxiety can help predict and
understand the connection of values with various attitudes and behavior.

The importance of S. Schwartz's ten values is different in various national and
social groups. However, it always emphasizes the consensus of the hierarchical order
of values. In representative samples using different instruments, the ranks of the ten
values are very close. Such a cross-cultural hierarchical order of values provides a
basis for comparing priorities in any sample. Such a comparison is critical in
determining which of the value priorities in the sample, if any, are clearly high or
low.

Table 2.9 shows a general cultural hierarchical order of values in different
cultures. At the same time, the scientist [150] notes that there may be insignificant
differences with a certain hierarchical order of values in different cultures, depending

on their national characteristics, nevertheless, in general, they keep to the structure.

Table 2.9
The general cultural hierarchical order of values
(formed on the basis of [150])
Rank Value Explanation
1 Benevolence This 1s with the central role of positive, joint social relations in the family,

the basic setting of both primary and permanent acquisition of value.
They provide an internal motivational basis for such relationships. They
are strengthened and constantly modeled.

2 Universalism | They promote positive social relations and are functionally important
primarily when group members have to interact with those with whom
they have difficulty identifying, in schools, workplaces, etc. They may
even threaten intragroup solidarity during intergroup conflicts. Therefore,
the values of universalism are less important than the values of
benevolence.

3 Self-Direction | They promote creativity, motivate innovation and help cope with
difficulties. Behavior based on these values is intrinsically motivated
because it satisfies individual needs without harming others and rarely
threatens positive social relationships.

4 Security They promote harmonious social relations, help avoid conflicts and
violations of group norms. However, these values are usually bought in
response to demands and sanctions to avoid risks, control forbidden
impulses, and limit oneself. This diminishes their importance because it
conflicts with the satisfaction of egoistic needs and desires. Moreover,
these values' emphasis on maintaining the status quo is antithetical to
innovation in finding solutions to group problems.

6 Hedonism This is the result of the demand to legitimize the innate need for pleasure
and violation

5 Conformity
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Continuation of Table 2.9

Rank Value Explanation

7 Achievement | This is a compromise between the principles of the importance of values.
On the positive side, these values motivate people to invest in group tasks
and legitimize self-reinforcing behavior as long as it contributes to the
group's well-being. On the negative side, these values promote efforts to
achieve social approval, which can disrupt harmonious social relations
and hinder the achievement of group goals.

8 Tradition Promote group solidarity and thus group functioning and survival. But
these values find weak expression in daily behavior. They mainly concern
adherence to abstract beliefs and symbols.

9 Stimulation This is the result of the demand to legitimize the innate needs for pleasure
and excitement.
10 Power The pursuit of these values can harm or exploit others, and even harm

social relationships. However, they are of some importance because they
help motivate people to work for the benefit of the group. They also
justify the hierarchical social order in all societies.

In most cultures, hedonism and stimulation values are more important than
power values because, unlike power values, their pursuit does not necessarily threaten
positive social relations.

Values of autonomy are much less important while values of conformity are
much more important in cultures where the typical model is a large family (seven or
more children). To maintain order in large families, it is necessary to impose
appropriate behavior, not developing the unique interests and abilities of each
member.

G. Hofstede [85] notes that his approach (6-D model) is only a concept and a
framework for further development and the indices that underlie this approach are an
analytical tool for understanding intercultural differences. In his approach, Hofstede
[85] identifies some indices, as it was analyzed in subchapter 2.1.

Based on them, it is possible to assess the values of an individual as a
representative of a particular national culture. These indices are absolute, that is, in
any culture, there is a manifestation of both opposite values of the measurement, but
their ratio will be different. It is possible to assess the values of a person based on a
quantitative assessment of indices by comparing representatives of different national
cultures.

Fig. 2.5 systematizes the values characteristic of each of the extreme indices.
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Indices

Power distance

Large (51-100)

Small (0-50)

Tolerance for authority, obedience, comfort

equality, justice, freedom, independence

Individualism versus collectivism

Individualism (51-100)

Collectivism (0-50)

competition, rationality

independence, initiative, responsibility, self- | submission, care, mutual assistance, harmony,
esteem, independence, self-realization, | conflict-free, balance, respect, compromise,

morality, confidence, stability

Masculinity versus femininity

Masculinity (51-100)

Femininity (0-50)

materialism, independence, determination

perseverance, self-confidence, heroism, | compromise, modesty, concern for one's
success, ambition, career, competition, | neighbor, harmony, non-conflict, sympathy,

equality, solidarity, balance, prudence

Uncertainty avoidance

nomcr e <

High level (51-100)

Low level (0-50)

suspiciousness, control

accuracy, regularity, security, tradition, | riskiness, autonomy, independence,

innovativeness, confidentiality, delegation

Long-term versus short-term orientation

Long-term (51-100)

Short-term (0-50)

loyalty, diligence, perseverance, thrift

consumption, reliability, stability, traditions,
"saving face"

Indulgence versus restraint

Indulgence (51-100)

Restraint (0-50)

Enjoyment of life, enjoyment

restraint, severity

Figure 2.5. Values specific to each index (prepared on the basis of [8; 85; 162])

Comparative characteristics of the main approaches to the study of values, both

at the level of the individual and at the level of social culture, are given in Table 2.10.

Table 2.10

Comparative characteristics of approaches to the study of values

Advantages

Disadvantages

M. Rokeac

h approach

1. Universality, the technique can be applied in
various studies related to values.

2. Convenience, this is a completely ready-to-
use technique.

3. Profitability in the process of conducting,
processing and analyzing the results.

4. Flexibility, the presentation form of lists of
values provided may vary depending on the
conditions of the study.

1. The list of provided values is not complete,
only 36 values are allocated.

2. Openness, when conducting a survey, many
respondents can answer as "society suggests", as
from their point of view it will be correct, which
makes it difficult to obtain reliable results for a
particular respondent.




DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442

124
Continuation of Table 2.10

Advantages

Disadvantages

S. Schwart

z approach

Universality, the possibility of obtaining a
circular structure of values in all cultures makes
it possible to use this technique in different
countries.

2. Veiled values, values are presented in the
form of questions, characterizing them, which
contributes to more sincere answers

1. Measurement orientation to the attitudes
which are significant for the respondent in the
process of interpersonal relations, not affecting
the norms of the external environment, which
are considered automatically following from the
respondent's values.

G. Hofstede approach

1. Universality of using the technique in

different cultures

1. Limited list of values provided, does not
cover all aspects of life values

The author has analyzed the essence of the concept "value" as a fundamental

belief, which either determines what is right and wrong or general priorities, and

influences the choice of available methods, means and results of action.

The main characteristics of values within the framework of the modern concept

of values are also determined as a belief inextricably linked with affects, a desired

goal and even a form of behavior that contributes to the achievement of these goals.

They are not limited to certain actions and situations, are standards or criteria,

determining the choice or evaluation of actions, deeds, people and events. Values are

represented through value orientations in the structure of each personality Modern

studies of values in cross-cultural management are conducted at two levels: at the

level of the individual and at the level of culture. The work analyzes in detail and

highlights RVS, PVQ and 6-D features of model approaches to value research.

Thus, it is proposed to analyse the

value structure in the organizational and

national culture of the personnel in a multinational organization, using the three

analyzed approaches (RVS, PVQ and

6-D model).The combination of these

approaches' results allows us to combine multidimensional and multilevel approaches

to the study of the organizational culture mechanism, based on the value approach to

the assessment of culture as a basic subsystem of the organizational culture in of a

multinational organization.
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2.3. Methodical approach to the comprehensive assessment of the
organizational culture of the staff in a multinational organization, taking into account

national content

As defined in the studies [7; 22], there are some methodological approaches to
the diagnosis and assessment of the organizational culture of an organization.
Therefore, it 1s necessary to study them at the level of a specific multinational
organization. The study of the theoretical and methodological basis for the
assessment of the organization's culture leads to the conclusion that the assessment of
the organizational culture at the empirical level has no single universal
methodological models, since these approaches are designed to assess the
organizational culture within the organization with the signs of multinationality.

Since multinational organizations have their own characteristics, studied in
subchapter 1.2, the management of a multinational organization should choose a
methodology for measuring organizational culture, taking into account the influence
of national culture and the peculiarities of the organization's culture mechanism
(subchapter 1.3).

As some scientists mention [26], the organizational culture is a system of
theoretical and empirical, logically consistent methodological, methodical and
organizational-technical procedures, the main purpose of which is to obtain reliable
data about the state of the organizational culture in the organization, contributing to
obtaining new knowledge for solving specific tasks, and their further practical use.

The study [4] states that the purpose of assessing organizational culture is the
systematic interpretation of existing "cultural symptoms" with the help of certain
tools, leading to the visualization of the existing organizational culture and the
possibility of tracking its main components.

For a comprehensive analysis and assessment of organizational culture, it is
advisable to carry out a comprehensive assessment that takes into account the

influence of internal (components of the mechanism of organizational culture) and
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external factors (the influence of national culture) of organizational culture and is
based on a value approach.
Therefore, as proposed in subchapter 2.2, the organizational culture in a

multinational organization should be assessed based on the synthesis of three

approaches: RVS, PVQ and 6-D model.

All of the above makes it possible to develop a methodical approach to the

comprehensive assessment of the organizational culture of the staff in a multinational
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organization taking into account national content (Fig. 2.6).

Results

1. Verification of limitations of the - comparative Choosing G. Hofstede approach or alternative the
E Hofstede’s approach analysis GLOBE project approach

{[ 2. Summarizing th hes to . :

5 the cognr?ﬁle%lsijeagsreo;fn:;t of Methodical approach to the comprehensive

: the organizational culture in a content analysis assessment of the organizational culture based on
i S - the value approach

' multinational organization value app

survey,

! comparative

| 3 'Deve‘lopment ofa . analysis, content The survey results of questionnaire which fully
! questionnaire for the staffin a analysis, ke i he ch istics of the staff

: fic multinational methods of take into account the characteristics of the staffin a
! speCI0 teanization descriptive specific multinational organization

: statistics for expert

: data

i|4. Analysis of the value structure

5 of the orga}mzatlonal culture comparative The list of the most important values of a staff in
: and the national culture of the analysis, content - tinational o ati
personnel in the multinational analysis a spectlic multinationat organization

: organization

! 1\

| 5. Determining the presence

(absence) of a conflict comparative The presence (absence) of a conflict between the
; between the values of the analysis, content values of the national and organizational culture
5 national and organizational analysis of the staff in a specific multinational organization
5 culture

5 6. Ways for 'ghe gk:velopment N f . The specific proposals for the development of the
; the organizational culture in comparative - ational cul Fthe staffi £

: the analyzed multinational lvsi organizationa cu .ture of the §ta I'n a specitic

! organization analysis multinational organization

.................................................................................................................................................

Fig. 2.6. Methodological approach to the comprehensive assessment of the

organizational culture of the staff in a multinational organization taking into account

national content (developed by the author)
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The proposed methodological approach can be viewed as a set of six stages.
We consider the essence of each of these stages in detail, taking into account the

national content (fig. 2.7).

Stage 1. Verification of limitations of using the G. Hofstede’s approach or the GLOBE project approach

'

Stage 2. Generalization of approaches of the complex assessment of the organizational culture of a multinational
organization through the national content

v v

Stage 3. Study of the organizational culture of a multinational organization through the national content

' v !

Conducting a staff survey of a
multinational organization

Processing of the received results of
the a staff questionnaire of a
multinational organization

Development of the questionnaire

\ \

\4

Stage 4. Analysis of the value structure of the organizational culture and the national culture of the staff of a
multinational organization

v v v

List of values based on the
Hofstede’s approach

Hierarchy of values based on the
Rokeach’s approach

Motivational types of values based
on the Schwartz approach

\

\

\

terminal instrumental value profile for hierarchy of national organizational
values: values: the personnel values of the culture culture:
national organizational personnel type of culture
culture culture

The most important values of a staff in a multinational company

+

v

multinational company

Stage 5. The presence (absence) of a conflict between the national and organizational culture of a staff in a

v L
The presence of a conflict The absence of a conflict
v L v

Stage 6. Development of specific proposals for the development of organizational culture in a multinational

organization through the national content

Fig. 2.7. Stages of the comprehensive assessment of the organizational culture

of the staff in a multinational organization taking into account national content

(developed by the author)
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At the first stage of the methodological approach to the comprehensive
assessment of the organizational culture of the staff in a multinational organization
taking into account national content, we have to check verification of limitations of
the G. Hofstede’s approach. The use of G. Hofstede's approach has limitations,
because only 70-90 countries (according to different cultural variables) have been
investigated within the scope of the study [85]. Therefore, in case the country has not
been investigated by this approach, we can use the results of the GLOBE [86] project,
proved in paragraph 2.1, as an alternative.

So, since this study analyzes multinational organizations that function in the
conditions of the national culture of China and Ukraine, the approaches of M.
Rokeach, S. Schwartz and G. Hofstede (or GLOBE), defined and analyzed in
paragraph 2.2, allow us to investigate both the national and organizational culture of
these organizations.

At the second stage of the methodological approach to the comprehensive
assessment of the organizational culture of the staff in a multinational organization
taking into account national content, we summarize the approaches to the
comprehensive assessment of the organizational culture in a multinational
organization, taking into account the national content. This allows us to create a
methodical approach to the comprehensive assessment of the organizational culture
based on the value approach.

The third stage of the methodological approach to the comprehensive
assessment of the organizational culture of the staff in a multinational organization
taking into account national content includes the following steps:

1. Development of a questionnaire, which should fully take into account the
characteristics of the personnel in a specific multinational organization. Therefore,
we suggest dividing the questionnaire into three parts:

1) general information about the respondent (place of birth and features of
socialization, age, gender, work experience);

2) adapted questionnaire based on M. Rokeach's modified approach [8];
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3) adapted questionnaire based on the S. Schwartz approach, taking into
account the respondent's article [146], which is very important for respondents from
China and Ukraine.

The modified M. Rokeach's methodical approach [8] to values is based on the
direct ranking method of two categories of values (table 2.11, table 2.12), briefly
explaining the content of each value, lists of values are directly ranked by
respondents, while the lowest rank is assigned value, the most significant from the

point of view of a particular respondent, and the highest rank — the least significant

value.
Table 2.11
Modified list of terminal values [8]

Ne Value The essence of value

1 | Active and interesting life Abundant and emotional life

2 | Inner harmony Self-confidence, freedom from inner conflicts, doubts

3 | Wisdom Mature judgments and common sense, which can be obtained
with the life experience

4 | Health physical and psychological health

5 Interesting job

6 | Love Spiritual affinity and sex with the beloved person

7 | Financially = secured  and | Absence of financial hardships

comfortable life

8 | Real friendship Good and loyal friends

9 | Public recognition Respect from the public, colleagues

10 | Knowledge Ability to further education, personal enrichment, general
culture, intellectual development)

11 | Productive life The usage of the abilities and capabilities to the fullest

12 | Development Self-development,  life-long  physical and  spiritual
improvement

13 | Freedom Independence in views and actions

14 | Aspirations beauty Feeling the beauty in nature and art

15 Happy family life

16 | Happiness of others Well-being, development of other people, the whole nation
and humanity

17 | Art Ability for art

18 | Pleasure Entertainment, leisure time, absence of responsibilities

Assignment of the same ranks (the existence of “equivalent” values) is not
allowed. The most significant values correspond to the main principles that guide

specific respondents in their lives.
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The advantage of the proposed modified methodical approach to the
assessment of values (value orientations) is that the obtained ranked sequence of
values (from the most significant to the least significant) can be regrouped into

meaningful blocks on different grounds.

Table 2.12
Modified list of instrumental values [8]
Ne Value The essence of value
1 | Accuracy (cleanliness) Ability to keep order in things and affairs
2 | High demands High demands to life
3 | Manners and politeness Good manners
4 | Buoyancy Sense of humor and luck
5 | Intelligence and education Wide knowledge
6 | Diligence Discipline
7 | Independence Ability to act independently
8 Irreconcilability to shortcomings in themselves and others
9 | Responsibility Sense of obligation, ability to keep promise
10 | Rationalism Ability to think logically and to take rational decisions
11 | Self-control Restraint, self-discipline
12 Courage in views, opinions
13 | Strong will Ability to stand one’s ground, not to give up
14 | Tolerance Tolerant attitude to views and ideas of others, ability to
forgive the mistakes of others)
15 | Honesty Sincerity
16 | Liberality Ability to understand another point of view, respect the
likes, customs and habits of others
17 | Effectiveness in activities Hard work and effectiveness
18 | Keenness Thoughtfulness

The adapted questionnaire, based on S. Schwartzt’s approach, divides the
questionnaires by gender, the 40 statements given in the questionnaire are the same in
terms of content but linguistically reflect gender belonging.

1) The questionnaire developed in this way should also be linguistically
adapted to the native language used by the employees of this multinational
organization in order to understand the essence of the questions as accurately as
possible.

Examples of the developed questionnaires for multinational organizations that
function in the conditions of the national culture of China (in Chinese) and Ukraine

(in Ukrainian) are given in Appendix B.
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2. Filling out questionnaires by employees of the multinational organization
under study. When filling out questionnaires, it is important to clearly define the
purpose of this questionnaire for the employees in this multinational organization.
The purpose of this study is to identify intercultural characteristics and value
orientations of personnel in a multinational organization. The survey is anonymous,
all data received are strictly confidential, and your answers will not be shared with
third parties. It is also important that there are no right or wrong answers, only the
personal assessment of the respondent.
The survey is conducted online and requires about 20-30 minutes of your time.

Link to this questionnaire: https://leader.umk.pl/pages/Questionnaire/.

3. Processing of the received questionnaire results of the personnel in the
multinational organization. When filling out the questionnaire, according to the
structure of the questionnaire, respondents are asked to:

1) answer eleven questions regarding general information about them (place of
birth and features of socialization, age, gender, work experience);

2) arrange in a direct way 18 terminal and 18 instrumental values regarding
their importance in one's own life;

3) determine your own position regarding 40 statements given in the
questionnaire as follows:

very similar to me (6 points),

similar to me (5 points),

rather similar to me (4 points),

somewhat similar to me (3 points),

not similar to me (2 points),

not at all like me (1 point).

The procedure for processing the received survey results consists in the
analysis of completed questionnaires and in checking the reliability of the received
results.

The main analyzed components of terminal and instrumental values are [59]:


https://leader.umk.pl/pages/Questionnaire/
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analysis of terminal values and their significance in the relevant culture
according to the given structure (Table 2.13);
analysis of instrumental values and their significance in the relevant culture
according to this structure (Table 2.14).
Table 2.13

Analysis of the structure of terminal values [59]

The structure of terminal values by level of generalization

Specific values Abstract values
Active and interesting life Wisdom
Health Aspirations beauty
Interesting job Love
Financially secured and comfortable life Knowledge
Real friendship Development
Public recognition Freedom
Productive life Happiness of others
Happy family life Art
Pleasure Inner harmony

The structure of terminal values by role in life
Values of professional self-realization Values of private life
Active and interesting life Love
Interesting job Real friendship
Public recognition Freedom
Productive life Happy family life
Development Pleasure

The author has determined the significance of each group of relevant values
(terminal and instrumental) in the respective culture, allowing us to draw conclusions
about the structure of the system of terminal and instrumental values for the

corresponding level of culture.

Table 2.14
Analysis of the structure of instrumental values [59]
The structure of instrumental values by orientation
Ethical values Values of communication Values of the case
Responsibility Manners and politeness Accuracy (cleanliness)
High demands Buoyancy Diligence
Independence Irreconcilability to shortcomings | Intelligence and education
in themselves and others
Self-control Tolerance Rationalism
Liberality Keenness Courage in views, opinions
Honesty Strong will
Effectiveness in activities
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Continuation of Table 2.14

The structure of instrumental values according to the level of interpersonal recognition

Individual values Conformist values Altruistic values
Independence Diligence Tolerance
Irreconcilability to | Self-control Keenness
shortcomings n
themselves and others
Rationalism Liberality
Courage in views,
opinions
Strong will

The structure of instrumental values according to the purpose of assimilation
Values of self-affirmation Values of acceptance of others
High demands Self-control
Independence Tolerance
Irreconcilability to shortcomings in themselves and | Keenness
others
Intelligence and education Liberality
Courage in views, opinions Honesty
Strong will
Effectiveness in activities

To check the reliability of the answers, the author proposes to use the approach
[8] that determines the existence of a relationship between the ranked lists of terminal
and instrumental values of the respondents.

So, if the specified relationship between the ranked lists of terminal and
instrumental values is uncertain, this indicates the need to find other methodological
approaches to the study of organizational culture, taking into account the national
content. In this case, we should return to the 1st stage of this approach and review
methodological approaches for a comprehensive assessment of the organizational
culture in a multinational organizations, taking into account the national content.

The connection between the ranked lists of terminal and instrumental values is
determined on the basis of canonical analysis (method of canonical correlations),
which establishes the relationship between two groups of attributed values. Since
terminal values are elementary features, they affect the resulting features
(instrumental values).

It is possible to find the maximum correlations between two groups of random

variables by method of canonical correlations, using new variables. These are
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canonical functions, defined as linear combinations of initial features, divided into
two groups: explanatory features and resulting features, which accumulate the
consequences of the explanatory features’ impact.

Two linear combinations of the indicators of each group are formed according
to the characteristic representative of the groups. At the same time, the coefficients of
the linear combinations are determined from the condition of the maximum
correlation coefficient between the combinations. The resulting system of canonical
functions is a new coordinate system that describes the set of correlations between the
indicators of different groups [8].

The fourth stage of the methodological approach to the comprehensive
assessment of the organizational culture of the staff in a multinational organization
taking into account national content involves the analysis of the value structure of the
organizational culture and the national culture of the personnel in the multinational
organization, which consists of the following three stages:

1) formation and analysis of a hierarchy of values based on the approach of M.
Rokeach, which includes a hierarchy of terminal values characterizing the national
culture of the respondents and a hierarchy of instrumental values characterizing the
organizational culture of this multinational organization. The analysis of the obtained
hierarchy of terminal values allows us to determine the influence of national culture
by analyzing this hierarchy of values according to the level of generalization and their
role in the life of the staff in a multinational organization (as defined in
subchapter 2.2). The analysis of the obtained hierarchy of instrumental values allows
us to determine the peculiarities of the organizational culture by studying this
hierarchy of values according to the direction, the level of interpersonal recognition
and the purpose of assimilation of these values by the personnel in the multinational
organization (as defined in subchapter 2.2).

2) analysis of motivational types of values based on the approach of S.
Schwartz. Thus, based on the results of the PVQ analysis, we construct a value
profile for the staff of the analyzed multinational organization and study the

difference (if any) between the value profile by gender and the overall value profile
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of the staff in the analyzed multinational organization. In this case, a hierarchy of this
staff’s values of the analyzed multinational organization is also formed (by articles
and for all staff as a whole), compared to the universal hierarchy of motivational
types of values, determined in the study [150].

3) determination and analysis of values based on G. Hofstede's approach. This
1S how the values - the result of the influence of national culture, are determined.
Analyzing each cultural variable, described in detail in subchapter 2.1, we form an
aggregated list of values. The values of organizational culture are also determined by
the type of organizational culture.

That is, these are the so-called values that should be represented in a specific
type of organizational culture in a multinational organization, which are explored in
detail in subchapter 2.1.

Having analyzed the three steps of the fourth stage of the comprehensive
assessment of the organizational culture in the multinational organization, taking into
account the national content, we have formed a comprehensive list of the most
important values of the staff in the multinational company. This is the result of the
influence of the national culture and the organizational culture of the analyzed
multinational organization.

Thus, table 2.15 shows the logic of forming a comprehensive list of the most
important values of the personnel in the analyzed multinational company.

At the fifth stage of the methodological approach to the comprehensive
assessment of the organizational culture of the staff in a multinational organization
taking into account national content, we determine the presence (absence) of a
conflict between the values of the national and organizational culture. For this, we
have to analyze the values of the organizational and national culture of the staff in the
multinational organization.

The key factor, determining the presence of the specified conflict, is that the
values proclaimed in the organizational culture must correspond to the hierarchy of
values formed under the influence of the national culture of the personnel in the

analyzed multinational organization.
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Table 2.15
The most important values of a staff in a multinational organization

(developed by the author)

Levels of Hierarchy of values | Hierarchy of motivational List of values based on the
culture based on the types of values based on the G. Hofstede’s approach
M. Rokeach’s S. Schwartz’s approach
approach
National The most important Aggregated list of values
culture terminal values based on an analysis of each
(1-6 ranks) The most important of | cultural dimension
motivational types of values
Organizational | The most important (1-5 ranks) Values of the appropriate
culture instrumental values type of organizational
(1-6 ranks) culture: G. Hofstede’s and
C. Handy’s typology

At the sixth stage of the methodological approach to the comprehensive
assessment of the organizational culture of the staff in a multinational organization
taking into account national content, based on the results of the analysis of the values
of the organizational and national culture of the personnel in the multinational
organization, we form specific proposals for the development of the organizational
culture in the analyzed multinational organization.

In this way, we propose the methodical approach to the comprehensive
assessment of the organizational culture in a multinational organization, taking into
account the national content, which is a set of six stages. At the first stage is
verification of limitations of the G. Hofstede’s approach. At the second stage, we form
a methodological approach to the comprehensive assessment of the organizational
culture based on the value approach. This is based on the generalization of the
approaches to the comprehensive assessment of the organizational culture in a
multinational organization, taking into account the national content. We consider it as a
combination of three approaches to the assessment of culture: RVS, PVQ and 6-D
model (or GLOBE). At the third stage, we study organizational culture, taking into
account the national content, which consists of three stages: the development of a
questionnaire, the filling out of questionnaires by employees in a multinational

organization and the processing of the obtained results of the questionnaire of the
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personnel in this multinational organization. At the fourth stage, we analyze the value
structure of the organizational culture and the national culture of the personnel in a
multinational organization, which consists of three stages: the formation and analysis
of a hierarchy of values based on the approach of M. Rokeach, the analysis of
motivational types of values based on the approach of S. Schwartz, the definition and
analysis of values based on G. Hofstede's approach. The result of the fourth stage is a
comprehensive list of the most important values of the personnel in the multinational
company, being the result of the influence of the national culture and organizational
culture of the analyzed multinational organization. At the fifth stage, we determine the
presence (absence) of a conflict between the values of the national and organizational
culture of the personnel in the analyzed multinational organization. At the sixth stage,
specific proposals are formed regarding the development of organizational culture in

the analyzed multinational organization.

Conclusions to chapter 2

The study of the mechanism of organizational culture as a set of general
cultural mechanisms that affect the effectiveness of the organization's personnel was
conducted, which was based on a combination of multidimensional (analysis of
cultural variables of national culture) and multilevel (determination of the essence of
the general mechanisms of organizational culture of multinational organizations)
approaches. Thus, the results of the study of the impact of national values on
organizational culture were analyzed and combined with a combined approach based
on the GLOBE culture scale and the impact of cultural variables on the level of the
organization's organizational culture was highlighted.

The influence on the peculiarities of the mechanism of the organizational
culture of a multinational organization of each of the cultural variables of the

Hofstede and GLOBE approach was analyzed: “power distance” (in the GLOBE
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project “power distance” as well), “individualism versus collectivism” (in the
GLOBE project — “in-group collectivism”), “masculinity versus femininity” (in the
GLOBE project — “gender egalitarianism”), “uncertainty avoidance” (in the GLOBE
project — “uncertainty avoidance”), “time orientation” (in the GLOBE project —
“future orientation”) by levels of the organization's organizational culture. The main
characteristics of the type of organizational culture of a multinational organization
under the influence of such cultural variables of national cultures as “uncertainty
avoidance” and “power distance” were also systematized

On the basis of the relationship between the type of organizational culture of a
multinational organization and the use of a specific control mechanism (as a
component of the mechanism of organizational culture), which corresponds to both
the type of organizational culture of a multinational organization and the result of the
influence of the national culture of a specific country, the peculiarities of the
mechanisms of identification of organizational culture in the conditions of a specific
national cultures.

The essence of the concept of value, which is the key in the value approach,
was analyzed. The main characteristics of values are also highlighted, such as: values
are beliefs (thoughts); values — goals desired by a person and even a way of behavior
(motivation to act) that contributes to the achievement of these goals; values are not
limited to certain actions and situations, they are transcendent; values act as standards
or criteria that determine the choice or evaluation of actions, deeds, people and
events; values are ordered by importance relative to each other; the relative
importance of many values determines actions.

The main directions of research on values in cross-cultural management were
identified and analyzed at two levels: at the level of personality (individual
differences); at the level of culture (differences in social culture). Accordingly, M.
Rokeach’s, G Hofstede’s and S. Schwartz’s approaches to the study of values were
analyzed in detail and compared.

As a result of the analysis of the main directions of research on values in cross-

cultural management, it was determined that each of these methodological
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approaches to assessing values has advantages and disadvantages, while it is
important that all these approaches are characterized by universalism and therefore
can be used in this study in a comprehensive manner, since evaluate values at
different levels of culture. That is why it is proposed to analyze the structure of
values of the organizational and national culture of the personnel of a multinational
organization using RVS, PVQ and 6-D model approaches, since the combination of
the results of these approaches makes it possible to combine multidimensional and
multilevel approaches to the study of the mechanism of organizational culture.

The methodological approach to the comprehensive assessment of the
organizational culture of the staff in a multinational organization taking into account
national content is proposed. This approach is included six stages. At the first stage,
the possibility of using G. Hofstede's method or an alternative to the results of the
GLOBE study is checked. At the second stage, a methodical approach to a
comprehensive assessment of organizational culture is formed based on a value
approach as a combination of three approaches to assessing culture: RVS, PVQ and
6-D model (GLOBE). At the third stage, a study of the organizational culture of a
particular multinational organization is carried out, taking into account national
content. At the fourth stage, an analysis of the value structure of the organizational
culture and national culture of the personnel of a multinational organization is carried
out. The result of this stage is a comprehensive list of the most important values of
the personnel of a multinational company, because of the influence of the national
culture and organizational culture of the analyzed multinational organization. At the
fifth stage, the presence (absence) of a conflict between the values of the national and
organizational culture of the personnel of the analyzed multinational organization is
determined. At the sixth stage, concrete proposals are formed for the development of
organizational culture in the analyzed multinational organization.

The main provisions of the second chapter of the dissertation are published in
the author's works [37; 96-100; 107-109; 126].

References: [4; 7-9; 19; 22; 26; 34; 36; 48; 56-59; 68; 71; 78; 80; 82; 85; 86;
91;93; 104; 105; 111; 119; 122; 130; 133; 136; 138; 142; 144-152; 162; 166].
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CHAPTER 3
METHODOLOGICAL PROVISION OF THE ORGANIZATIONAL
CULTURE'S MECHANISM DEVELOPMENT IN A MULTINATIONAL
ORGANIZATION

3.1. Comprehensive assessment of the organizational culture of the staff in

Chinese multinational organizations

Subchapter 2.3 proposes a methodical approach to the comprehensive
assessment of the organizational culture in a multinational organization, taking into
account the national content. Thus, we comprehensively assess the organizational
culture of multinational organizations, functioning in the national culture of China
and Ukraine.

At the first stage of the methodical approach to the comprehensive assessment
of the organizational culture of the staff in multinational organizations that operate in
the national culture of China and Ukraine, taking into account the national content,
we check the presence (absence) of limitations in the use of G. Hofstede's approach to
assessing the national and organizational culture of multinational organizations that
function in the national culture of China and Ukraine.

Subchapter 2.1 determines that there are no such restrictions, so we proceed to
the next stage.

At the second stage of the methodical approach to the comprehensive
assessment of the organizational culture of personnel in multinational organizations
that operate in the national culture of China and Ukraine, taking into account the
national content, (subchapter 2.2) we propose a synthesis of three approaches to the
assessment of culture: RVS, PVQ and 6-D model, discussed in detail in

subchapter 2.3.
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At the third stage of the methodical approach to the comprehensive assessment
of the organizational culture of the staff in multinational organizations that operate in
the national culture of China and Ukraine, taking into account the national content,
we directly study organizational culture in the multinational organization, including
the development of a questionnaire for a specific organization, the survey process and
processing of the questionnaire results in a multinational organization.

The developed questionnaires for multinational organizations that function in
the conditions of the national culture of China (in Chinese) and Ukraine (in
Ukrainian) are given in Appendix B.

The survey was conducted in 2021 online using the link

https://leader.umk.pl/pages/Questionnaire/.

First, let us analyze how the survey process takes place in multinational
organizations that function in the national culture of China. We interviewed the
employees of two multinational organizations:

1)  Scholl of Economics and Management in Neijiang Normal University
(100 respondents, 32% of males, 68% of females). Age structure of respondents is
represented in the Fig. 3.1.

2)  NeiJiang JianXing Film and Television Culture Media Co. Ltd (20
respondents, 40% of males, 60% of females). Age structure of respondents is
represented in the Fig. 3.2.

Based on the approach to defining the essence of a multinational organization,
discussed in detail in subchapter 1.2, the School of Economics and Management in
Neijiang Normal University is a multinational organization, since the personnel of
this organization have multinational relations with other foreign universities
(representatives of other national cultures) and with students, among whom there are
also representatives of other national cultures.

Moreover, according to the results of the survey, all interviewed respondents of
the School of Economics and Management in Neijiang Normal University were

identified as representatives of Chinese national culture.


https://leader.umk.pl/pages/Questionnaire/
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Fig. 3.1. Age structure of respondents of Scholl of Economics and

Management in Neijiang Normal University

NeiJiang JianXing Film and Television Culture Media Co. Ltd is also
recognized as a multinational organization because the activities of this organization
are constantly connected with interaction with representatives of other national
cultures. In addition, according to the results of the survey, all the interviewed

respondents of NeiJiang JianXing Film and Television Culture Media Co. Ltd were

identified as representatives of Chinese national culture.
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Television Culture Media Co. Ltd
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For checking the reliability of the answers, the author proposed
(subchapter 2.3) to use the approach that determines the existence of a relationship
between the ranked lists of terminal and instrumental values of the respondents. The
connection between the ranked lists of terminal and instrumental values is determined
on the basis of canonical analysis (method of canonical correlations), which
establishes the relationship between two groups of attributed values.

Results of canonical analysis of relationship between the ranked lists of
terminal and instrumental values of the respondents is represented in Appendix C.

As a result of the canonical analysis of the results of the ranking of values by
the staff of Scholl of Economics and Management in Neijiang Normal University
linear combinations of the two sets of variables that have the highest correlation
between them were determined:

/2—4.725)(1 +25.109x%, + 26.655x3 + 21.291x4 + 21.836x5 + 28.539x¢ + 26.194x5
+ 24.171xg + 21.024x9 + 25.596x,9 + 26.473%x;; + 23.949x,, + 25.163x;3 +
18.989x14 + 29.577x15 + 23.217x16 + 23.413x17 + 23.569x3

210.539y, + 242.465y, + 191.605y; + 237.222y4 + 174.809ys + 223.745y, +
233.193y; + 260.78ys + 188.927ys + 201.395y10 + 216.866y1; + 210.191y;, +
215.078y13 + 194.759y, + 217.098y;s + 224235y, + 207.824y,; +
—241.168y15

where Xx;— 1 terminal value;

yi — 1 instrumental value.

At the same time, one of the P-values is under 0.05, so the obtained sets of
canonical variables have a statistically significant correlation at the confidence level
of 95.0%.

As a result of the canonical analysis of the results of the ranking of values by

the staff of NeiJiang JianXing Film and Television Culture Media Co. Ltd linear
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combinations of the two sets of variables that have the highest correlation between

them were determined:

T 98.266x; + 81.343x, + 79.475x5 + 58.597x4 + 72.491x5 + 93.348x%, + 80.671x7
+ 79.221xg + 90.602x9 + 72.229x,9 + 74.0081x1; + 73.983x;, + 85.175x;5 +
62.078X14 + 93.276X15 + 80.488X16 + 86.726X17 + 81.155X18

76.791y; + 78.735y, + 66.032y; + 84.60dy, + 63.2248ys + 56.224y +
68.617y; + 67.411ys + 69.147yo + 66.082y10 + 76.969y;; + 68.438y;, +
69.907y13 + 853.676y14 + 69.699y,s + 74.01 1y + 74.587y17 + 78.326y1s

~—

where x;— 1 terminal value;

yi — 1 instrumental value.

At the same time, one of the P-values 1s under 0.05, so the obtained sets of
canonical variables have a statistically significant correlation at the confidence level
0f 95.0%.

These results are proved the reliability of the answers of the respondents of
Scholl of Economics and Management in Neijiang Normal University and NeiJiang
JianXing Film and Television Culture Media Co. Ltd.

At the fourth stage of the methodical approach to the comprehensive
assessment of the organizational culture of the personnel in multinational
organizations that function in the national culture of China, we analyze the value
structure of the organizational culture and the national culture of the personnel of
these organizations, taking into account the national content.

First, we define and analyze the structure and hierarchy of values based on M.
Rokeach's approach.

As a result of a survey of the personnel in Scholl of Economics and
Management in Neijiang Normal University, we obtained the following hierarchy of

values (table 3.1) based on the Rokeach’s approach.
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Table 3.1
Hierarchy of personnel values in Scholl of Economics and Management in Neijiang Normal University:
Rokeach's approach
Group of Terminal values (national culture) Instrumental values (organizational culture)
values by Value by level of by the Value by by the level of by the purpose
importance generalization role in orientation interpersonal of assimilation
life recognition
The most 1. Health k - 1. Responsibility e km -
important 2. An active and interesting life k - 2. Intelligence and education s i sm
rates 3. Internal harmony a ps 3. Independence s i sm
(1-6) 4. Materially secured and comfortable life k - 4. Diligence s - sm
5. Love a - 5. Manners and politeness c - -
6. Life wisdom a pl 6. Self-control e km a0
Important but | 7. Knowledge a - 7. Accuracy (cleanliness) s - -
not required | 8. Happy family life k pl 8. Tolerance c a ao
(rates 7-12) | 9. Interesting work k ps 9. Honesty s - ao
10. Development a ps 10. Rationalism - i -
11. Freedom a pl 11. Courage in defending one's
12. Public recognition k ps opinion, views s i sm
12. Buoyancy c - -
Unimportant | 13. Productive life k ps 13. Irreconcilability to shortcomings
(13-15 rates) | 14. True friendship k pl in themselves and others c i sm
15.Satisfaction k pl 14. High rdemands e - sm
15. Liberality e Km ao
Rejected 16. Aspirations beauty a - 16. Keenness c a ao
(16-18 rates) | 17.Happiness of others a - 17. Efficiency in business s - sm
18. Art a - 18. Strong will S i sm

Note: Distribution of terminal values: 1) by level of generalization: k — specific terminal value; a — abstract terminal value; 2) by role in life: ps — the terminal value of professional
self-realization; pl — the terminal value of private life. Distribution of instrumental values: 1) by orientation: e — instrumental ethical value; ¢ — instrumental value of communication;
s — instrumental value of the case; 2) by the level of interpersonal recognition: i — individual instrumental value; km — conformist instrumental value; a — altruistic instrumental value;
3) by the purpose of assimilation: sm — individual value of self-affirmation; ao —individual value of adoption of other.

94!
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As a result of a survey of the personnel in NeiJiang JianXing Film and

Television Culture Media Co. Ltd, we obtained the following hierarchy of values

(table 3.2) based on the Rokeach’s approach. The following features are noted in the

structure of terminal values, characterizing national culture of the respondents of

Scholl of Economics and Management in Neijiang Normal University and NeiJiang

JianXing Film and Television Culture Media Co. Ltd (table 3.3):

Table 3.3

Structure of terminal values of the respondents of Scholl of Economics and

Management in Neijiang Normal University and NeiJiang JianXing Film and

Television Culture Media Co. Ltd

Terminal value

Rank of the value

University

Scholl of Economics and NeilJiang JianXing Film and
Management in Neijiang Normal Television Culture Media Co. Ltd

The structure of terminal values by level of generalization:

Specific values

Active and interesting life 2 | 3
Health 1
Interesting job 9
Financially secured and comfortable life 4
Real friendship 14
Public recognition 12
Productive life 13
Happy family life 8
Pleasure 15
Abstract values

Wisdom 6 7
Aspirations beauty 16 18
Love 5 5
Knowledge 7 6
Development 10
Freedom 11
Happiness of others 17
Art 18 16
Inner harmony 3 2

The structure of terminal values by role in life:

Values of professional self-realization
Active and interesting life 2 I 3
Interesting job 9
Public recognition 12
Productive life 13
Development 10
Values of private life

Love 5
Real friendship 14
Freedom 11
Happy family life 8
Pleasure 15
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Table 3.2
Hierarchy of personnel values in NeiJiang JianXing Film and Television Culture Media Co. Ltd:
Rokeach's approach
Group of Terminal values (national culture) Instrumental values (organizational culture)
values by Value by level of by the Value by by the level of | by the purpose
importance generalization role in orientation | interpersonal of assimilation
life recognition
The most 1. Health k - 1. Responsibility e km -
important 2. Internal harmony a ps 2. Manners and politeness c - -
rates 3. An active and interesting life k - 3. Independence s sm
(1-6) 4. Materially secured and comfortable life k - 4. Diligence c - -
5. Love a - 5. Intelligence and education s i sm
6. Knowledge a - 6. Self-control. e km a0
Important but | 7. Wisdom a pl 7. Accuracy (cleanliness) s - -
not required | 8. Happy family life k pl 8. Rationalism - i -
(rates 7-12) | 9. Interesting work k ps 9. Honesty s - ao
10. Development a ps 10. Tolerance c a ao
11. Freedom a pl 11. Courage in defending one's
12. Public recognition k ps opinion, views s i sm
12. Buoyancy c - -
Unimportant | 13. Productive life k ps 13. Liberty e km ao
(13-15 rates) | 14. True friendship k pl 14. High demands e - sm
15.Satisfaction k pl 15. Irreconcilability to shortcomings in
themselves and others c i sm
Rejected 16. Art a - 16. Keenness c a ao
(16-18 rates) | 17.Happiness of others a - 17. Efficiency in business s - sm
18. Aspirations beauty a - 18. Strong will s i sm

Note: Distribution of terminal values: 1) by level of generalization: k — specific terminal value; a — abstract terminal value; 2) by role in life: ps — the terminal value of professional
self-realization; pl — the terminal value of private life. Distribution of instrumental values: 1) by orientation: e — instrumental ethical value; ¢ — instrumental value of communication;
sp — instrumental value of the case; 2) by the level of interpersonal recognition: i — individual instrumental value; km — conformist instrumental value; a — altruistic instrumental
value; 3) by the purpose of assimilation: sm — individual value of self-affirmation; ao —individual value of adoption of other.

Ly
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1) there is difference in the structure of terminal values of the personnel in
Scholl of Economics and Management in Neijiang Normal University and NeiJiang
JianXing Film and Television Culture Media Co. Ltd, in the ranking of values
Wisdom and Knowledge. For the personnel in Scholl of Economics and Management
is Wisdom is belongs to the category of the most important values but for the
personnel in NeiJiang JianXing Film and Television Culture Media Co. Ltd value
Knowledge is belongs to the category of the most important values.

2) greater significance among terminal values, concerning the generalization
level of specific terminal values compared to abstract ones, while denying only
abstract values;

3) dominance of professional self-realization values over the values of private
life;

We note the following features in the structure of instrumental values that
characterize the organizational culture of Scholl of Economics and Management in
Neijiang Normal University and NeiJiang JianXing Film and Television Culture
Media Co. Ltd (table 3.4):

Table 3.4

Structure of instrumental values of the respondents of Scholl of Economics

and Management in Neijiang Normal University and NeiJiang JianXing Film

and Television Culture Media Co. Ltd

Instrumental value Rank of the value
Scholl of Economics and Management Neiliang JianXing Film and
in Neijiang Normal University Television Culture Media Co. Ltd
The structure of instrumental values by orientation:
Ethical values
Responsibility 1
High demands 14
Independence 3
Self-control 6
Liberality 11
Values of communication
Manners and politeness 5 | 2
Buoyancy 12
Irreconcilability to shortcomings in
themselves and others 13 15
Tolerance 8 10
Keenness 16
Honesty 9




DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442

149
Continuation of Table 3.4

Instrumental value Rank of the value
Scholl of Economics and Management NeilJiang JianXing Film and
in Neijiang Normal University Television Culture Media Co. Ltd
Values of the case
Accuracy (cleanliness) 7
Diligence 4
Intelligence and education 2 5
Rationalism 10 8
Courage in views, opinions 15 13
Strong will 18
Effectiveness in activities 17

The structure of instrumental values according to the level of interpersonal recognition:

Individual values

Independence 3
Irreconcilability to shortcomings in
themselves and others 13 15
Rationalism 10 8
Courage in views, opinions 15 13
Strong will 18

Conformist values
Diligence 5 | 2
Self-control 6
Liberality 11

Altruistic values

Tolerance 8 | 10
Keenness 16

The structure of instrumental values according to the purpose of assimilation:

Values of self-affirmation

High demands 14
Independence 3
Irreconcilability to shortcomings in
themselves and others 13 15
Intelligence and education 2 5
Courage in views, opinions 15 13
Strong will 18
Effectiveness in activities 17

Values of acceptance of others
Self-control 6
Tolerance 8 | 10
Keenness 16
Liberality 11
Honesty 9

1) there is no great difference in the structure of instrumental values of the
personnel in Scholl of Economics and Management in Neijiang Normal University
and NeiJiang JianXing Film and Television Culture Media Co. Ltd. Their ranks are
not similar but there is no differences in the structure of the groups of the
instrumental values by importance;

2) dominance in direction of ethical values over case and communication

values of communication;
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3) dominance in terms of an interpersonal recognition level (for equal
interpersonal recognition) of conformist values over individual and altruistic ones;

4) dominance for the purpose of assimilation the values of accepting others
over the values of self-affirmation.

The next stage of the fourth stage of the comprehensive analysis is analysis of
motivational types of values based on the S. Schwartz approach.

Based on the results of the staff PVQ analysis of Scholl of Economics and
Management in Neijiang Normal University and NeiJiang JianXing Film and
Television Culture Media Co. Ltd the author has built the value profile for the

personnel of these multinational organizations (fig. 3.3, fig. 3.4).

Conformity

Security 4. - Tradition

Power Benevolence

—@®—male

Achievement Universalism

female

Hedonism Self-Direction =—@— Average

Stimulation

Fig. 3.3. The value profile for the personnel of Scholl of Economics and

Management in Neijiang Normal University

Also at this stage of the fourth stage, the author analyzed the difference
between the value profile by gender and the general value profile of the personnel of

these multinational organizations.
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Fig. 3.4. The value profile for the personnel of NeiJiang JianXing Film and
Television Culture Media Co. Ltd

The analysis of the hierarchy of these values of respondents of Scholl of
Economics and Management in Neijiang Normal University (table 3.5) shows that
the difference in the hierarchy of values of female and male respondents is only in
such values as conformity, achievement, and tradition. This is how the influence of
the national culture of China is manifested:

1) A higher position of conformity value among female respondents (3 for
women, 6 for men) indicates the influence of national culture (masculinity and
restraint of Chinese culture), since conformity values are associated with restraining
actions, inclinations and impulses that can upset or harm others and violate social
expectations or norms (restraint of Chinese national culture), which is manifested
more specifically in women (masculinity of Chinese culture).

2) A higher position of the achievement value among male respondents (4 for

men, 8 for women) indicates a significant influence of national culture (masculinity
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of Chinese culture), since achievement values are associated with the desire for
personal success, which is more important for the male part respondents.

3) A higher position of traditional values among Chinese female respondents (6
for women, 10 for men) indicates the influence of the pragmatism of Chinese national

culture (long-term orientation).

Table 3.5
Hierarchy of personnel values in Chinese multinational organizations
Value Scholl of Economics and NeilJiang JianXing Film and
Management in Neijiang Television Culture Media Co. Ltd
Normal University
Male | Female Total Male | Female Total
Benevolence 3 4 3 1 4 3
Universalism 2 2 2 2 1 1
Self-Direction 5 5 5 4 5 5
Security 1 1 1 3 2 2
Conformity 6 3 4 6 3 4
Hedonism 7 7 6 7 7 6
Achievement 4 8 7 5 8 7
Tradition 10 6 8 10 6 8
Stimulation 9 10 10 9 10 10
Power 8 9 9 8 9 9

The analysis of the hierarchy of these values of respondents of NeiJiang
JianXing Film and Television Culture Media Co. Ltd (table 3.5) shows that the
difference in the hierarchy of values of female and male respondents is only in such
values as benevolence, conformity, achievement, and tradition. This is how the
influence of the national culture of China is manifested:

1) A higher position of benevolence value among female respondents (4 for
women, 1 for men) indicates the influence of the organizational culture of this
multinational organization because this value is not associated with dominant values
of Chinese national culture.

2) A higher position of conformity value among female respondents (3 for
women, 6 for men) indicates the influence of national culture (masculinity and
restraint of Chinese culture), since conformity values are associated with restraining

actions, inclinations and impulses that can upset or harm others and violate social
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expectations or norms (restraint of Chinese national culture), which is manifested
more specifically in women (masculinity of Chinese culture).

3) A higher position of the achievement value among male respondents (5 for
men, 8 for women) indicates a significant influence of national culture (masculinity
of Chinese culture), since achievement values are associated with the desire for
personal success, which is more important for the male part respondents.

4) A higher position of traditional values among Chinese female respondents (6
for women, 10 for men) indicates the influence of the pragmatism of Chinese national
culture (long-term orientation).

Also author analyzed the hierarchy of personnel values in Scholl of Economics
and Management in Neijiang Normal University and NeiJiang JianXing Film and
Television Culture Media Co. Ltd, which is compared with the universal hierarchy

[16] of motivational types of values (fig. 3.5, fig. 3.6).
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Fig. 3.5. Comparing the hierarchy of personnel values in Scholl of Economics
and Management in Neijiang Normal University with the universal hierarchy of

motivational types of values

The values hierarchy of the personnel in Scholl of Economics and Management

in Neijiang Normal University differs from the universal hierarchy identified by
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Schwartz, and these discrepancies are explained by the influence of national culture.
Thus, the security values, taking the 4th position in the universal hierarchy, are
ranked 1st by the staff of this Chinese multinational organization, which is a
characteristic of Chinese national culture and a manifestation of its collectivism. The
values of self-direction, taking the 3rd position in the universal hierarchy, are placed
in the 5th position by the staff of this Chinese multinational organization. The value
of benevolence, which occupy 1st position in the universal hierarchy, are ranked 3rd

by the staff of this Chinese multinational organization.
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Fig. 3.6. Comparing the hierarchy of personnel values in NeiJiang JianXing
Film and Television Culture Media Co. Ltd with the universal hierarchy of

motivational types of values

The values hierarchy of the personnel in NeiJiang JianXing Film and
Television Culture Media Co. Ltd differs from the universal hierarchy identified by
Schwartz, and these discrepancies are explained by the influence of national culture.
Thus, the security values, taking the 4th position in the universal hierarchy, are
ranked 2nd by the staff of this Chinese multinational organization, which is a
characteristic of Chinese national culture and a manifestation of its collectivism. The

values of self-direction, taking the 3rd position in the universal hierarchy, are placed
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in the 5th position by the staff of this Chinese multinational organization. The value
of benevolence, which occupy 1st position in the universal hierarchy, are ranked 3rd
by the staff of this Chinese multinational organization.

The hierarchy of personnel values in the analyzed multinational organizations
are given in table 3.6.
Table 3.6
Hierarchy of personnel values in Scholl of Economics and Management in
Neijiang Normal University and NeiJiang JianXing Film and Television Culture
Media Co. Ltd

Motivational type of value Value elements

Scholl of Economics and | NeiJiang JianXing
Management in Neijiang | Film and Television
Normal University Culture Media Co. Ltd

1. Security 1. Universalism Security elements: social order, family security, national
security, cleanliness, mutual service, health, temperance,
sense of belonging

2. Universalism 2. Security Universalism elements: broad outlook, social justice, quality,
world peace, world of beauty, unity with nature, wisdom,
environmental protection

3.Benevolence usefulness, responsibility, honesty, fidelity, the ability to
forgive, true friendship, mature love, loyalty, condescension,
helping others
4. Conformity obedience, courtesy, self-discipline, respect for parents and
elders, fidelity, responsibility
5. Self-Direction creativity, freedom, independence, curiosity, determination of
life goals, self-respect, intelligence, privacy
6. Hedonism pleasure, enjoyment of life, self-indulgence
7. Achievement ambition, influence, success, ability, self-respect, public
recognition
8. Tradition respect for tradition, modesty, piety, acceptance of one's share
in life, moderation, spiritual life
9. Power authority, social power, wealth, maintaining one's public
image and public recognition
10. Stimulation courage, exciting life, varied life

Despite small differences in the hierarchy of values of the analyzed Chinese
organizations by gender, in general, both organizations have an almost identical
hierarchy of personnel motivational values, which is the result of the influence of
both national and organizational culture.

Differences in the hierarchy of values of these organizations with the universal
hierarchy are a direct result of the influence of China's national culture. This confirms
the results obtained in the analysis of values based on the Rokeach’s approach. Since

we know that such a terminal value as freedom is important, but not required, the
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terminal value of creativity is generally denied, and this is also a manifestation of the
influence of national culture. It has been found that the instrumental values of
communication and instrumental altruistic values are less important for the
respondents, so a happy family life is not an obligatory terminal value, and true
friendship is an unimportant terminal value. Namely, these are the main elements of
the value of benevolence.

The next stage of the fourth stage of the comprehensive analysis is appointment
and analysis of values based on the G. Hofstede’s approach.

Therefore, we define values that are the result of the national culture's
influence, that is, forming an aggregated list of values based on the analysis of each
cultural variable, analyzed in detail in subchapter 2.1. Thus, table 3.7 shows the
formed aggregated list of values based on the analysis of each cultural variable of
Chinese national culture.

Table 3.7

Aggregated list of values based on the analysis of each cultural variable of

Chinese national culture and their features

Cultural Subsurface level of Deep level of organizational culture: values that should be
dimension [65] organizational culture: represented in the organizational culture of the organization
organizational values
Large power the organizational values
distance declared by the -
China (80) management do  not
coincide with the values
of the staff
Collectivism the interests of the | training as an opportunity to improve one's qualifications and
China (20) organization prevail over | acquire new skills while working;
their own interests good working conditions as having good physical conditions

at work (ventilation, lighting, sufficient space, etc.);
use of competences and abilities as an opportunity to fully
use one's knowledge, skills and abilities at work

Masculinity - earnings as an opportunity for high earnings;

China (66) self-realization as a desire for work that will give a sense of
self-realization;

promotion as an opportunity for professional growth,
performance of more complex work;

interesting work as work, during the performance of which
you can feel personal achievements;

life for work

Long-term patience;
orientation - saving face;
China (87) feeling ashamed




DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442

157
We also determine the values of organizational culture by the type of
organizational culture. That is, these are the so-called values that should be
represented in a specific type of organizational culture in a multinational
organization, explored in detail in subchapter 2.1.
Table 3.8 lists the values that should be present in the organizational culture of
a Chinese multinational organization according to its type.
Table 3.8
Values that should be present in the organizational culture of Chinese

multinational organization according to its type

Type of the organizational Deep level of organizational culture: values that should be
culture represented in the organizational culture of the organization
group interests are placed above individual interests;
Family (G. Hofstede) orientation to the manager's values, his (her) ideas and
Power culture (C. Handy) expectations;
"the end justifies the means"

Thus, the results of the analysis of the influence of Chinese national culture
based on G. Hofstede's approach are relevant to the organizational culture of Scholl
of Economics and Management in Neijiang Normal University and NeiJiang
JianXing Film and Television Culture Media Co. Ltd. Power culture (C. Handy) [89]
of is a culture based on power, strict control, and the personal qualities of the leader.

The resources at the manager's disposal play an important role as a source of
power and this type of culture is stable if there is no conflict of national and
organizational culture.

Having results of the three steps of the fourth stage of the comprehensive
assessment of the organizational culture in the multinational organization, taking into
account the national content, we have formed a comprehensive list of the most
important values of the staff in the multinational company.

Thus, table 3.9 and table 3.10 shows the most important values identified as a
result of the analysis of the personnel values in the Chinese multinational companies

based on the approaches of Rokeach, Schwartz and Hofstede.
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Table 3.9

The most important values of personnel values in organizational culture of

Scholl of Economics and Management in Neijiang Normal University

Levels of Hierarchy of values Hierarchy of List of values based on the
culture based on the motivational G. Hofstede’s approach
M. Rokeach’s types of values
approach based on the S.
Schwartz’s
approach
National 1. Health training as an opportunity to improve
culture 2. An active and one's qualifications and acquire new
interesting life skills while working;
3. Internal harmony good working conditions as having
4. Materially good physical conditions at work;
secured and use of competences and abilities as
comfortable life an opportunity to fully use one's
5. Love 1. Security knowledge, skills and abilities at
6. Wisdom 2. Universalism work;

3. Benevolence earnings as an opportunity for high

4. Conformity earnings;

5. Self-Direction | self-realization as a desire for work
that will give a sense of self-
realization;
promotion as an opportunity for
professional growth, performance of
more complex work;
interesting work as work, during the
performance of which you can feel
personal achievements;
life for work;
patience;
saving face;
feeling ashamed

Organizational | 1. Responsibility group interests are placed above
culture 2. Intelligence and individual interests;
education orientation to the manager's values,
3. Independence his (her) ideas and expectations;
4. Diligence "the end justifies the means"
5. Manners and
politeness
6. Self-control

At the fifth stage of the comprehensive assessment of the organizational culture
of the staff in a multinational organization taking into account national content, let us
determine the presence (absence) of a conflict between the values of the national and

organizational culture of these Chinese multinational companies.
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Table 3.10

The most important values of personnel values in organizational culture of

NeiJiang JianXing Film and Television Culture Media Co. Ltd

Levels of Hierarchy of values Hierarchy of List of values based on the
culture based on the motivational G. Hofstede’s approach
M. Rokeach’s approach types of values
based on the S.
Schwartz’s
approach
National 1. Health training as an opportunity to
culture 2. Internal harmony improve one's qualifications and
3. An active and acquire new skills while working;
interesting life good working conditions as
4. Materially secured and | 1. Universalism having good physical conditions
comfortable life 2. Security at work;
5. Love 3. Benevolence use of competences and abilities
6. Knowledge 4. Conformity as an opportunity to fully use
5. Self-Direction | one's knowledge, skills and
abilities at work;
earnings as an opportunity for
high earnings;
self-realization as a desire for
work that will give a sense of self-
realization;
promotion as an opportunity for
professional growth, performance
of more complex work;
interesting work as work, during
the performance of which you can
feel personal achievements;
life for work;
patience;
saving face;
feeling ashamed
Organizational | 1. Responsibility group interests are placed above
culture 2. Manners and individual interests;
politeness orientation to the manager's
3. Independence values, his (her) ideas and
4. Diligence expectations;
5.  Intelligence  and "the end justifies the means"
education
6. Self-control

The national personnel culture (Chinese)

significantly

influences the

organizational culture of the personnel of these organizations .This is primarily the

courage and restraint of Chinese culture (higher position of conformity value among




DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442

160
Chinese female respondents and higher value position of achievement among
Chinese male respondents). Pragmatism (long-term orientation) of Chinese national
culture also has a significant influence (higher position of the tradition value among
Chinese female respondents).

The research on the staff values at the School of Economics and Management
in Neijiang Normal University and NeiJiang JianXing Film and Television Culture
Media Co. Ltd, shows a conflict between the national and organizational culture of
the personnel in of these multinational organizations. As the value hierarchy of the
personnel in these Chinese multinational organizations, obtained by using S.
Schwartz's approach, differs from the universal hierarchy, defined by S. Schwartz in
his study [150], it indicates a significant level of personnel control in this
organization and greatly increases the importance of security values for the staff in
these organizations, thus reducing the staff's desire for creativity.

Since the conflict between the national and organizational culture of the
personnel of these multinational organizations was determined, therefore at the sixth
stage of the methodological approach to the comprehensive assessment of the
organizational culture of the staff in a multinational organization taking into account
national content we have to form specific proposals for the development of the
organizational culture in the analyzed multinational organizations.

The values hierarchy of the personnel in the analyzed Chinese multinational
organizations differs from the universal hierarchy highlighted by Schwartz. These
discrepancies are explained by the influence of national culture. Thus, the security
values, occupying the 4th position in the universal hierarchy, are placed on the 1st
and 2nd positions (respectively) by the personnel of Chinese organizations, which is a
characteristic of the Chinese national culture and a manifestation of its collectivism.
The values of self-direction, which take the 3rd position in the universal hierarchy,
were put on the 5th position by the staff of the Chinese multinational organization
(both organizations). This confirms the results obtained during the analysis of values
taking into account Rokeach's approach, since it has been found that such a terminal

value as freedom is important, but not required, the terminal value in creativity is
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generally denied, but it is also a manifestation of the national culture' influence. The
values of benevolence, taking the 1st position in the universal hierarchy, are ranked
3rd by the staff of Chinese multinational organizations. This confirms the results
obtained in the analysis of values based on Rokeach's approach. It has been found
that the instrumental values of communication and instrumental altruistic values are
less important for the respondents. An optional terminal value is a happy family life,
while true friendship is an unimportant terminal value. These are the main elements
of the benevolence value.

We propose to adjust the hierarchy of organizational culture values for these
multinational organizations. They should pay attention to the values of benevolence,
self-direction and security. It is necessary to raise the importance of benevolence
value of the staff in these organizations as these values provide the internal
motivational basis for positive, shared social relations and are the main guideline for
the continuous acquisition of values. In this way, the importance of security values,
which were acquired in these organizations in response to demands and sanctions to
avoid risks, control forbidden impulses and limit themselves, will decrease.

However, this reduces the effectiveness of innovations in the search for group
management solutions. The organizations should stimulate increasing importance of
self-direction values in the staff, as they promote creativity, motivate innovation and
help cope with difficulties. The behavior based on these values is intrinsically
motivated because it satisfies individual needs without harming others and rarely

threatens positive social relations.

3.2. Comprehensive assessment of the organizational culture of the staff in

Ukrainian multinational organizations

In subchapter 2.3, we propose a methodical approach to the comprehensive

assessment of the organizational culture in a multinational organization, taking into
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account the national content. Thus, we are going to assess comprehensively the
organizational culture of multinational organizations that function in the national
culture of Ukraine.

The first and second stages for the proposed approach of multinational
organizations that function in the national culture of Ukraine are discussed in detail in
subchapter 3.1.

Therefore, let us analyze how the survey process took place in Ukrainian
multinational organizations. We interviews the employees of two multinational
organizations:

1) Simon Kuznets Kharkiv National University of Economics (96 respondents,
27,1 % of males, 72,9 % of females). Age structure of respondents is represented in
the Fig. 3.7.

2) LLC VENT-MEDICAL (14 respondents, 28,6 % of males, 71,4 % of

females). Age structure of respondents is represented in the Fig. 3.8.

= 19-25
26-40

= older 41

Fig. 3.7. Age structure of respondents of Simon Kuznets Kharkiv National

University of Economics

Based on the approach to defining the essence of a multinational organization,

discussed in detail in subchapter 1.2, the Simon Kuznets Kharkiv National University
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of Economics is a multinational organization, since the personnel of this organization
have multinational relations with other foreign universities (representatives of other

national cultures) and with students — representatives of other national cultures.
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o
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Fig. 3.8. Age structure of respondents of LLC VENT-MEDICAL

According to the results of the survey, all the interviewed respondents of the
Simon Kuznets Kharkiv National University of Economics were also identified as
representatives of Ukrainian national culture.

LLC VENT-MEDICAL is recognized as a multinational organization because
the activities of this organization are constantly connected with interaction with
representatives of other national cultures: wholesale trade of pharmaceutical
goods [161].

Moreover, according to the results of the survey, all the interviewed
respondents of LLC VENT-MEDICAL were identified as representatives of
Ukrainian national culture.

For checking the reliability of the answers, the author proposed
(subchapter 2.3) to use the approach that determines the existence of a relationship
between the ranked lists of terminal and instrumental values of the respondents. The

connection between the ranked lists of terminal and instrumental values is determined
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on the basis of canonical analysis (method of canonical correlations), which
establishes the relationship between two groups of attributed values. Results of
canonical analysis of relationship between the ranked lists of terminal and
instrumental values of the respondents is represented in Appendix C.

As a result of the canonical analysis of the results of the ranking of values by
the staff of Simon Kuznets Kharkiv National University of Economics linear
combinations of the two sets of variables that have the highest correlation between

them were determined:

P

67.179x; + 60.646x, + 60.274x3 + 48.934x4 + 50.927x5 + 62.761x6 + 60.857x7
+ 61.315x3 + 61.48%x9 + 59.379x9 + 53.888x11 + 56.0248x1, + 62.542x;3 +
54.179x14 + 47.664x15 + 55.978%16 + 62.539x17+ 52.196x 3

212.798y, + 176.554y> + 198,501y; + 218.771ys + 172.956ys + 182.939ye +
212.391y; + 186.942y5+ 173.383ys + 198.473y10 + 193,045y, + 188.442y 1 +
187.021y1; + 199.177y1s + 167.882y1s + 200.121y16 + 185.691y17 +
220.613y15

where xi — 1 terminal value;

y1 — 1 instrumental value.

At the same time, one of the P-values i1s below 0.05, so the obtained sets of
canonical variables have a statistically significant correlation at the confidence level
0f 95.0%.

As a result of the canonical analysis of the results of the ranking of values by
the staff of LLC VENT-MEDICAL linear combinations of the two sets of variables

that have the highest correlation between them were determined:
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T 111.793x;, + 80.6051x, + 85.761x3 +49.434x, + 88.964xs + 85.042x¢ +
79.816x7 + 72.114xg + 101.905x9 + 66.5393x,9 + 72.726x;; + 78.339x;, +
90.536X13 + 71.632X14 + 105825X15 + 70.158X16 +85.193X17 + 100073X18

0.1546y, + 0.061y, — 0.191y; + 0.543y4 + 0.268ys + 0.019yc — 0.446y; +
0.124yg — 0.362y9 — 0.336y,9 + 0.478y;; — 0.062y1, + 0.123y;3 — 0.286y14 +
0.449}715 — 0-497}’16 + 0.165}’17 + 0.236}’18

__where xi — 1 terminal value;

y1 — 1 instrumental value.

At the same time, one of the P-values is below 0.05, so the obtained sets of
canonical variables have a statistically significant correlation at the confidence level
0f 95.0%.

These results are proved the reliability of the answers of the respondents of
Simon Kuznets Kharkiv National University of Economics and LLC VENT-
MEDICAL.

At the fourth stage of the methodical approach to the comprehensive
assessment of the organizational culture of the personnel in multinational
organizations that function in the national culture of Ukraine, taking into account the
national content, we analyze the value structure of the organizational culture and the
national culture of the personnel in these organizations.

First, we define and analyze the structure and hierarchy of values based on M.
Rokeach's approach.

As a result of a survey of the personnel in Simon Kuznets Kharkiv National
University of Economics, we obtained the following hierarchy of values (table 3.11)
based on the Rokeach’s approach.

As a result of a survey of the personnel in LLC VENT-MEDICAL, we
obtained the following hierarchy of values (table 3.12) based on the Rokeach’s
approach.
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Table 3.11

Hierarchy of personnel values in Simon Kuznets Kharkiv National University of Economics: Rokeach's approach

Group of Terminal values (national culture) Instrumental values (organizational culture)
values by Value by level of by the Value by by the level of by the purpose
importance generalization role in orientation interpersonal of assimilation
life recognition
The most 1. Health k - 1. Intelligence and education S i sm
important 2. Happy family life k pl 2. Honesty s - ao
rates 3. Love a - 3. Responsibility e km -
(1-6) 4. Internal harmony a ps 4. Independence s i sm
5. Materially secured and comfortable life k - 5. Rationalism - i -
6. An active and interesting life k - 6. Buoyancy c - -
Important but | 7. Interesting work k ps 7. Manners and politeness c - -
not required | 8. True friendship k pl 8. Strong will s i sm
(rates 7-12) | 9. Development a ps 9. Self-control e km ao
10. Knowledge a - 10. Courage in defending one's
11. Wisdom a pl opinion, views s i sm
12. Freedom a pl 11. Efficiency in business s - sm
12. Diligence s - sm
Unimportant | 13. Productive life k ps 13. Tolerance c a ao
(13-15 rates) | 14. Public recognition k ps 14. Liberality e km ao
15. Satisfaction k pl 15. Keenness c a a0
Rejected 16. Art a - 16. Accuracy (cleanliness) s - -
(16-18 rates) | 17. Aspirations beauty a - 17. High demands e - sm
18. Happiness of others a - 18. Irreconcilability to shortcomings
in themselves and others c i sm

Note: Distribution of terminal values: 1) by level of generalization: k — specific terminal value; a — abstract terminal value; 2) by role in life: ps — the terminal value of professional
self-realization; pl — the terminal value of private life. Distribution of instrumental values: 1) by orientation: e — instrumental ethical value; ¢ — instrumental value of communication;
s — instrumental value of the case; 2) by the level of interpersonal recognition: i — individual instrumental value; km — conformist instrumental value; a — altruistic instrumental value;
3) by the purpose of assimilation: sm — individual value of self-affirmation; ao —individual value of adoption of other.

991
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The following features are noted in the structure of terminal values,
characterizing national culture of the respondents of Simon Kuznets Kharkiv
National University of Economics and LLC VENT-MEDICAL (table 3.13):

Table 3.13

Structure of terminal values of the respondents of Simon Kuznets Kharkiv

National University of Economics and LLC VENT-MEDICAL

Terminal value Rank of the value
Simon Kuznets Kharkiv LLC VENT-MEDICAL
National University of
Economics

The structure of terminal values by level of generalization:
Specific values

Active and interesting life 6 ‘ 9

Health 1

Interesting job 7 ‘ 4

Financially secured and

comfortable life 5

Real friendship 8

Public recognition 14 ‘ 11

Productive life 13

Happy family life 2 7

Pleasure 15 16
Abstract values

Wisdom 11 \ 6

Aspirations beauty 17

Love 3

Knowledge 10 14

Development 9 10

Freedom 12

Happiness of others 18

Art 16 15

Inner harmony 4 2

The structure of terminal values by role in life:
Values of professional self-realization

Active and interesting life 6 9
Interesting job 7 4
Public recognition 14 11
Productive life 13
Development 9 | 10
Values of private life
Love 3
Real friendship 8
Freedom 12
Happy family life 2 7
Pleasure 15 16
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Table 3.12
Hierarchy of personnel values in LLC VENT-MEDICAL: Rokeach's approach
Group of Terminal values (national culture) Instrumental values (organizational culture)
values by Value by level of by the Value by by the level of by the
importance generalization role in orientation | interpersonal purpose of
life recognition assimilation
The most 1. Health k - 1. Intelligence and education S i sm
important 2. Internal harmony a ps 2. Responsibility e km -
rates 3. Love a - 3. Honesty S - ao
(1-6) 4. Interesting work k pl 4. Diligence S - sm
5. Materially secured and comfortable life k - 5. Manners and politeness c - -
6. Wisdom a pl 6. Tolerance c a ao
Important but | 7. Happy family life k pl 7. Buoyancy c - -
not required | 8. True friendship k pl 8. Self-control e km ao
(rates 7-12) | 9. An active and interesting life k - 9. Independence s i sm
10. Development a ps 10. Accuracy (cleanliness) s - -
11. Public recognition k ps 11. Liberality e km ao
12. Freedom a pl 12. Rationalism - i -
Unimportant | 13. Productive life k ps 13. Efficiency in business s - sm
(13-15 rates) | 14. Knowledge a - 14. Keenness c a ao
15. Art a - 15. Strong will s i sm
Rejected 16. Satisfaction k pl 16. Courage in views, opinions s i sm
(16-18 rates) | 17. Aspirations beauty a - 17. High demands e - sm
18. Happiness of others a - 18. TIrreconcilability to shortcomings in
themselves and others c i sm

Note: Distribution of terminal values: 1) by level of generalization: k — specific terminal value; a — abstract terminal value; 2) by role in life: ps — the terminal value of professional
self-realization; pl — the terminal value of private life. Distribution of instrumental values: 1) by orientation: e — instrumental ethical value; ¢ — instrumental value of communication;
sp — instrumental value of the case; 2) by the level of interpersonal recognition: i — individual instrumental value; km — conformist instrumental value; a — altruistic instrumental
value; 3) by the purpose of assimilation: sm — individual value of self-affirmation; ao —individual value of adoption of other.

891
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1) there is a difference in the structure of terminal values of the personnel in
Simon Kuznets Kharkiv National University of Economics and LLC VENT-
MEDICAL. Among the most important terminal values of personnel in Simon
Kuznets Kharkiv National University of Economics are defined interesting work (4™
rank) and wisdom (6" rank). Instead of them among the most important terminal
values of personnel in LLC VENT-MEDICAL are defined happy family life (2"
rank) and an active and interesting life (6™ rank);

2) greater significance among terminal values, concerning the generalization
level of specific terminal values compared to abstract ones, denying only abstract
values (only Simon Kuznets Kharkiv National University of Economics);

3) dominance of professional self-realization values over the values of private
life of the personnel in LLC VENT-MEDICAL. Conversely dominance of private life
values over professional self-realization values of the personnel in Simon Kuznets
Kharkiv National University of Economics.

We note the following features in the structure of instrumental values that
characterize the organizational culture of Simon Kuznets Kharkiv National
University of Economics and LLC VENT-MEDICAL (table 3.14):

Table 3.14
Structure of instrumental values of the respondents of Simon Kuznets

Kharkiv National University of Economics and LLC VENT-MEDICAL

Instrumental value Rank of the value
Simon Kuznets Kharkiv National LLC VENT-MEDICAL
University of Economics
The structure of instrumental values by orientation:
Ethical values

Responsibility 3 | 2
High demands 17

Independence 4 9
Self-control 9 8
Liberality 14 11

Values of communication

Manners and politeness 7 5
Buoyancy 6 7
Irreconcilability to shortcomings

in themselves and others 18

Tolerance 13 6
Keenness 15 14
Honesty 2 3
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Continuation of Table 3.14

Instrumental value

Rank of the value

Simon Kuznets Kharkiv National LLC VENT-MEDICAL
University of Economics
Values of the case

Accuracy (cleanliness) 7 10
Diligence 12 4
Intelligence and education 1

Rationalism 5 12
Courage in views, opinions 10 16
Strong will 8 15
Effectiveness in activities 11 13

The structure of instrumental values according to the level of interpersonal recognition:

Individual values

Independence 4 | 9

Irreconcilability to shortcomings

in themselves and others 18

Rationalism 5 12

Courage in views, opinions 9 16

Strong will 8 15

Conformist values

Diligence 2 4

Self-control 9 8

Liberality 14 11

Altruistic values

Tolerance 13 6

Keenness 15 14
The structure of instrumental values according to the purpose of assimilation:

Values of self-affirmation

High demands 17

Independence 4 | 9

Irreconcilability to shortcomings

in themselves and others 18

Intelligence and education 1

Courage in views, opinions 10 16

Strong will 9 15

Effectiveness in activities 11 13

Values of acceptance of others

Self-control 9 8

Tolerance 13 6

Keenness 15 14

Liberality 14 11

Honesty 2

1) there is a difference in the structure of instrumental values of the personnel in

Simon Kuznets Kharkiv National University of Economics and LLC VENT-MEDICAL.

Among the most instrumental terminal values of personnel in Simon Kuznets Kharkiv

National University of Economics are defined independence (4" rank), rationalism (5%

rank) and buoyancy (6™ rank). Instead of them among the most important instrumental
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terminal values of personnel in LLC VENT-MEDICAL are defined diligence (4" rank),

manners and politeness (5" rank) and tolerance (6™ rank);

2) dominance in direction of ethical values over case and communication
values of communication;

3) dominance in terms of an interpersonal recognition level (for equal
interpersonal recognition) of individual values (Simon Kuznets Kharkiv National
University of Economics) and conformist values (LLC VENT-MEDICAL) over
altruistic ones;

4) dominance for the purpose of assimilation the values of accepting others
over the values of self-affirmation for the personnel in LLC VENT-MEDICAL,
dominance the values of self-affirmation over the values of accepting others for the
personnel in Simon Kuznets Kharkiv National University of Economics.

The next stage of the fourth stage of the comprehensive analysis is analysis of
motivational types of values based on the S. Schwartz approach.

Based on the results of the staff PVQ analysis of Simon Kuznets Kharkiv National
University of Economics and LLC VENT-MEDICAL the author has built the value

profile for the personnel of these multinational organizations (fig. 3.9, fig. 3.10).

Conformity
4.75

Security Tradition

™ | Benevolence

Achievement Universalism

Hedonism Self-Direction

Stimulation

—male female Average

Fig. 3.9. The value profile for the personnel of Simon Kuznets Kharkiv

National University of Economics
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Also at this stage of the fourth stage, the author analyzed the difference

between the value profile by gender and the general value profile of the personnel of

these multinational organizations.

Conformity

Security Tradition

Power Benevolence

Achievement Universalism

Hedonism Self-Direction

Stimulation

male female —— Average

Fig. 3.10. The value profile for the personnel of LLC VENT-MEDICAL

The analysis of the hierarchy of these values of respondents of Simon Kuznets
Kharkiv National University of Economics (table 3.15) shows that the difference in
the hierarchy of values of female and male respondents is only in such values as
universalism, conformity, achievement, and tradition. This is how the influence of the
national culture of Ukraine is manifested:

1) a higher position of universalism among female respondents (2 for women,
3 for men) indicates the influence of national culture (femininity of Ukrainian
culture), since universalistic values are associated with social justice, quality, world
peace, world of beauty and as a result average rank is 2, because of the strong
influence of national culture;

2) a higher position of conformity value among male respondents (3 for

women, 2 for men) indicates the influence of national culture (restriction of
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Ukrainian culture), since conformity values are associated with restraining actions,
inclinations and impulses that can upset or harm others and violate social
expectations or norms;
3) a higher position of traditional values among Ukrainian female respondents
(6 for women, 7 for men) indicates the influence of the pragmatism of Ukrainian
national culture (long-term orientation).
However, a higher position of the achievement value among male respondents
(6 for men, 7 for women) indicates a significant influence of gender culture since
achievement values are associated with the desire for personal success, which is more

important for the male part respondents.

Table 3.15
Hierarchy of personnel values in Ukrainian multinational organizations
Value Simon Kuznets Kharkiv National LLC VENT-MEDICAL
University of Economics
Male Female Total Male Female Total

Benevolence 1 1 1 2 1 2
Universalism 3 2 2 1 2 1
Self-Direction 5 5 5 6 6 6
Security 4 4 4 4 4 4
Conformity 2 3 3 3 3 3
Hedonism 8 8 8 8 8 8
Achievement 6 7 6 5 7 7
Tradition 7 6 7 7 5 5
Stimulation 9 9 9 9 9 9
Power 10 10 10 10 10 10

The analysis of the hierarchy of these values of respondents of LLC VENT-
MEDICAL (table 3.15) shows that shows that the difference in the hierarchy of
values of female and male respondents is only in such values as benevolence,
universalism, achievement, and tradition. This 1s how the influence of the national
culture of Ukraine is manifested:

1) a higher position of benevolence among female respondents (1 for women, 2
for men) indicates the influence of national culture (femininity of Ukrainian culture),
since benevolence values are associated with honesty, fidelity, mature love, loyalty,

condescension, helping others;
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2) a higher position of universalism among male respondents (2 for women, 1
for men) indicates the influence of national culture (femininity of Ukrainian culture),
since universalistic values are associated with social justice, quality, world peace,
world of beauty and as a result average rank is 1, because of the strong influence of
national culture;
3) a higher position of traditional values among Ukrainian female respondents
(5 for women, 7 for men) indicates the influence of the pragmatism of Ukrainian
national culture (long-term orientation).
However, a higher position of the achievement value among male respondents
(5 for men, 7 for women) indicates a significant influence of gender culture since
achievement values are associated with the desire for personal success, which is more
important for the male part respondents.
Also author analyzed the hierarchy of personnel values in Simon Kuznets
Kharkiv National University of Economics and LLC VENT-MEDICAL, which is
compared with the universal hierarchy [150] of motivational types of values

(fig. 3.11, fig. 3.12).
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Fig. 3.11. Comparing the hierarchy of personnel values in Simon Kuznets
Kharkiv National University of Economics with the universal hierarchy of

motivational types of values
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The values hierarchy of the personnel in Simon Kuznets Kharkiv National
University of Economics differs from the universal hierarchy identified by Schwartz,
and these discrepancies are explained by the influence of national culture. Thus, the
self-direction values, taking the 3rd position in the universal hierarchy, are ranked 5th
by the staff of this Ukrainian multinational organization. The values of conformity
taking the 5th position in the universal hierarchy, are ranked 3nd by the staff of
Simon Kuznets Kharkiv National University of Economics, which is a characteristic
of Ukrainian national culture and a manifestation of its large power distance. The
values of hedonism, which occupy 6th position in the universal hierarchy, are ranked
8th by the staff of this Ukrainian multinational organization, is also result of the

influence of Ukrainian national culture and a manifestation of its restriction.
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Fig. 3.12. Comparing the hierarchy of personnel values in LLC VENT-
MEDICAL with the universal hierarchy of motivational types of values

The values hierarchy of the personnel in LLC VENT-MEDICAL differs from
the universal hierarchy identified by Schwartz, and these discrepancies are explained
by the influence of national culture. Thus, the self-direction values, taking the 3rd
position in the universal hierarchy, are ranked 6th by the staff of this Ukrainian

multinational organization.
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The values of conformity taking the 5th position in the universal hierarchy, are
ranked 3nd by the staff of LLC VENT-MEDICAL, which is a characteristic of
Ukrainian national culture and a manifestation of its large power distance. The values
of hedonism, which occupy 6th position in the universal hierarchy, are ranked 8th by
the staff of this Ukrainian multinational organization, is also result of the influence of
Ukrainian national culture and a manifestation of its restriction. The values of
tradition taking the 8th position in the universal hierarchy, are ranked 5nd by the staff
of LLC VENT-MEDICAL, which is a characteristic of the strong influence of

organizational culture of this Ukrainian multinational organization.
The hierarchy of personnel values in the analyzed multinational organizations

are given in table 3.16.
Table 3.16
Hierarchy of personnel values in Simon Kuznets Kharkiv National

University of Economics and LLC VENT-MEDICAL

Motivational type of value Value elements
Simon  Kuznets | LLC VENT-
Kharkiv National | MEDICAL
University of
Economics
1. Benevolence 1. Universalism | Benevolence elements: usefulness, responsibility,
honesty, fidelity, the ability to forgive, true friendship,
mature love, loyalty, condescension, helping others
2. Universalism 2. Benevolence | Universalism elements: broad outlook, social justice,
quality, world peace, world of beauty, unity with nature,
wisdom, environmental protection

3. Conformity obedience, courtesy, self-discipline, respect for parents
and elders, fidelity, responsibility
4. Security social order, family security, national security,
cleanliness, mutual service, health, temperance, sense of
belonging
5. Self-Direction | 5. Tradition Self-Direction elements: creativity, freedom,

independence, curiosity, determination of life goals, self-
respect, intelligence, privacy

6. Achievement 6. Self-Direction | Achievement elements: ambition, influence, success,
ability, self-respect, public recognition

7. Tradition 7. Achievement | Tradition elements: respect for tradition, modesty, piety,
acceptance of one's share in life, moderation, spiritual life
8. Hedonism pleasure, enjoyment of life, self-indulgence
9. Stimulation courage, exciting life, varied life
10. Power authority, social power, wealth, maintaining one's public

image and public recognition
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Despite small differences in the hierarchy of values of the analyzed Ukrainian
organizations by gender, in general, both organizations have an almost identical
hierarchy of personnel motivational values, which is the result of the influence of
both national and organizational culture. Only one difference is that in the list of the
most important values personnel of Simon Kuznets Kharkiv National University of
Economics includes self-direction, but personnel of LLC VENT-MEDICAL includes
tradition.

Differences in the hierarchy of values of Simon Kuznets Kharkiv National
University of Economics with the universal hierarchy are a direct result of the
influence of Ukrainian national culture. Therefore, self-direction values have the 3™
position in the universal hierarchy, are received the 5 position by the staff of Simon
Kuznets Kharkiv National University of Economics. This confirms the results
obtained from the analysis of values by M. Rokeach's approach, since it was found
that such terminal value as freedom (12™ rank) is important but not required, the
terminal value of art (16 rank) is generally rejected, and it is also a manifestation of
the influence of national culture.

The conformity values have the 5" position in the universal hierarchy, are
received the 3™ position by the staff of Simon Kuznets Kharkiv National University
of Economics. This also confirms the results obtained from the analysis of values by
M. Rokeach's approach, it was found that such terminal value as happy family life
(2" rank) is the most important and it is a manifestation of the influence of national
culture.

The hedonism values have the 6™ position in the universal hierarchy, are
received the 8" position by the staff of Simon Kuznets Kharkiv National University
of Economics. This also confirms the results of the analysis of values by
M. Rokeach's approach, it was found that such terminal value as satisfaction (15%
rank) is important but not required and this is also the influence of Ukrainian national
culture.

Differences in the hierarchy of values of LLC VENT-MEDICAL with the

universal hierarchy are a direct result of the influence of Ukrainian national culture.
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Therefore, self-direction values have the 3™ position in the universal hierarchy, are
received the 6 position by the staff of LLC VENT-MEDICAL. This confirms the
results obtained from the analysis of values by M. Rokeach's approach, since it was
found that such terminal value as freedom (12% rank) is important but not required,
the terminal value of art (15" rank) is unimportant, and it is also a manifestation of
the influence of national culture.

The conformity values have the 5 position in the universal hierarchy, are
received the 3™ position by the staff of LLC VENT-MEDICAL. This also confirms
the results obtained from the analysis of values by M. Rokeach's approach, it was
found that such terminal value as happy family life (7" rank) is important but not
required, the terminal values of public recognition (11™ rank) is also important but
not required and it i1s a manifestation of the influence of national culture.

The hedonism values have the 6™ position in the universal hierarchy, are
received the 8" position by the staff of LLC VENT-MEDICAL. This also confirms
the results of the analysis of values by M. Rokeach's approach, it was found that such
terminal value as satisfaction (16" rank) is required and this is also the influence of
Ukrainian national culture. The tradition values have the 8" position in the universal
hierarchy, are received the 5™ position by the staff of LLC VENT-MEDICAL.

This also confirms the results of the analysis of values by M. Rokeach's
approach, it was found that conformist, altruistic instrumental altruistic values are
more important for the staff of LLC VENT-MED than individualistic, and this is a
characteristic of the strong influence of organizational culture of this Ukrainian
multinational organization.

The next stage of the fourth stage of the comprehensive analysis is appointment
and analysis of values based on the G. Hofstede’s approach.

Therefore, we define values that are the result of the national culture's
influence, that is, forming an aggregated list of values based on the analysis of each
cultural variable, analyzed in detail in subchapter 2.1.

Thus, table 3.17 shows the formed aggregated list of values based on the

analysis of each cultural variable of Ukrainian national culture.
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We also determine the values of organizational culture by the type of

organizational culture. That is, these are the so-called values that should be

represented in a specific type of organizational culture in a multinational
organization, explored in detail in subchapter 2.1.

Table 3.17

Aggregated list of values based on the analysis of each cultural variable of

Ukrainian national culture and their features

Cultural Subsurface level of Deep level of organizational culture: values that
dimension organizational culture: | should be represented in the organizational culture of
[65] organizational values the organization
Large power | the organizational
distance values declared by the -

Ukraine (92) | management do not

coincide with the values

of the staff
Collectivism | the interests of the | training as an opportunity to improve one's

Ukraine (25) | organization prevail | qualifications and acquire new skills while working;

over their own interests | good working conditions as having good physical
conditions at work (ventilation, lighting, sufficient
space, etc.);

use of competences and abilities as an opportunity to
fully use one's knowledge, skills and abilities at work
Femininity - relations as having a good relationship with

Ukraine (27) management;

cooperation as work with people who willingly
cooperate with each other, a friendly team;

place of residence as an opportunity to live in a place

that is pleasant for you and your family;

employment guarantee as an opportunity to work in

your organization as long as you wish;

work for life

Long-term patience;
orientation - saving face;
Ukraine (86) feeling ashamed

Table 3.18 lists the values that should be present in the organizational culture

of a Ukrainian multinational organization according to its type.
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Table 3.18
Values that should be present in the organizational culture of a Ukrainian

multinational organization according to its type

Type of the organizational Deep level of organizational culture: values that should be
culture represented in the organizational culture of the organization
Pyramid (G. Hofstede)
Task culture (C. Handy) synchronicity, parallelism, prediction

Thus, the results of the analysis of the influence of Ukrainian national culture
based on G. Hofstede's approach are relevant to the organizational culture of Simon
Kuznets Kharkiv National University of Economics and LLC VENT-MEDICAL.

Task culture (C. Handy) [89] of is a culture based on a clear focus on solving
specific problems and used teamwork methods and strict methods of control and
reporting. This type of culture is not stable. If there is a conflict of national and
organizational culture it transitory and eventually turns into a power culture or a role
culture. This change depends on influence of organizational culture (type of control
mechanisms [150] as a component of mechanism organizational culture chosen by
management, that was analyzed in subchapter 1.3).

Having results of the three steps of the fourth stage of the comprehensive
assessment of the organizational culture in the multinational organization, taking into
account the national content, we have formed a comprehensive list of the most
important values of the staff in the multinational company.

Thus, table 3.19 and table 3.20 shows the most important values identified as a
result of the analysis of the personnel values in the Ukrainian multinational
companies based on the approaches of Rokeach, Schwartz and Hofstede.

At the fifth stage of the comprehensive assessment of the organizational culture
of the staff in a multinational organization taking into account national content, let us
determine the presence (absence) of a conflict between the values of the national and

organizational culture of these Ukrainian multinational companies.



DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442

181
Table 3.19

The most important values of personnel values in organizational culture of

Simon Kuznets Kharkiv National University of Economics

Levels of Hierarchy of values Hierarchy of List of values based on the
culture based on the motivational G. Hofstede’s approach
M. Rokeach’s types of values
approach based on the S.
Schwartz’s
approach
National 1. Health training as an opportunity to improve
culture 2. Happy family one's qualifications and acquire new
life skills while working;
3. Love good working conditions as having
4. Internal harmony good physical conditions at work;
5. Materially use of competences and abilities as
secured and an opportunity to fully use one's
comfortable life 1. Benevolence knowledge, skills and abilities at
6. An active and | 2. Universalism work;
interesting life 3. Conformity relations as having a good
4. Security relationship with management;
5. Self-Direction | cooperation as work with people who
willingly cooperate with each other,
a friendly team;
place of residence as an opportunity
to live in a place that is pleasant for
you and your family;
employment  guarantee as an
opportunity to work in your
organization as long as you wish;
work for life;
patience;
saving face;
feeling ashamed
Organizational | 1. Intelligence and group interests are placed above
culture education individual interests;

2. Honesty

3. Responsibility
4. Independence
5. Rationalism

6. Buoyancy

orientation to the manager's values,
his (her) ideas and expectations;
"the end justifies the means"

The national personnel culture (Ukrainian) significantly influences the

organizational culture of the personnel of these organizations.
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Table 3.20

The most important values of personnel values in organizational culture of

LLC VENT-MEDICAL

Levels of Hierarchy of values Hierarchy of List of values based on the
culture based on the motivational G. Hofstede’s approach
M. Rokeach’s approach types of values
based on the S.
Schwartz’s
approach
National 1. Health training as an opportunity to
culture 2. Internal harmony improve one's qualifications and
3. Love acquire new skills while working;
4. Interesting work good working conditions as
5. Materially secured and having good physical conditions
comfortable life at work;
6. Wisdom use of competences and abilities
1. Universalism as an opportunity to fully use
2. Benevolence one's knowledge, skills and
3. Conformity abilities at work;
4. Security relations as having a good
5. Tradition relationship with management;
cooperation as work with people
who willingly cooperate with each
other, a friendly team;
place of residence as an
opportunity to live in a place that
is pleasant for you and your
family;
employment guarantee as an
opportunity to work in your
organization as long as you wish;
work for life;
patience;
saving face;
feeling ashamed
Organizational | 1.  Intelligence  and group interests are placed above
culture education individual interests;
2. Responsibility orientation to the manager's
3. Honesty values, his (her) ideas and
4. Diligence expectations;
5. Manners and "the end justifies the means"
politeness
6. Tolerance

These are primarily femininity of Ukrainian national culture (higher value

position of universalism among Ukrainian female respondents) and pragmatism

(long-term orientation) of Ukrainian national culture (higher value position of
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tradition among Ukrainian female respondents). In addition, the staff of Simon
Kuznets Kharkiv National University of Economics, is feeling the influence of
restriction Ukrainian national culture (higher value position of conformity among
male respondents). In addition, the staff of these two Ukrainian multinational
organizations feel a significant influence of gender culture since achievement values
are associated with the desire for personal success, which is more important for the
male part respondents.

Having studied the staff values at Simon Kuznets Kharkiv National University
of Economics and LLC VENT-MEDICAL, we have found a conflict between the
national and organizational culture of the staff in these multinational organizations.
As the value hierarchy of the personnel in these Ukrainian multinational
organizations, obtained by using S. Schwartz's approach, differs from the universal
hierarchy defined by S. Schwartz in his study [150], it indicates extremely high
demands on the part of the organization's management in terms of self-discipline and
staff responsibility. This suppresses the desire for creativity, freedom and
independence of employees.

Since the conflict between the national and organizational culture of the
personnel of these multinational organizations was determined, therefore at the sixth
stage of the methodological approach to the comprehensive assessment of the
organizational culture of the staff in a multinational organization taking into account
national content we have to form specific proposals for the development of the
organizational culture in the analyzed multinational organizations.

The hierarchy of the personnel values in the analyzed Ukrainian multinational
organizations differs from the universal hierarchy highlighted by Schwartz, and these
discrepancies are explained by the influence of national culture. Thus, self-direction
values, which occupy the 3rd position in the universal hierarchy, rank 5th (Simon
Kuznets Kharkiv National University of Economics) and 6th (LLC VENT-
MEDICAL) by the staff in a Chinese multinational organization. This confirms the
results obtained during the value analysis, considering the Rokeach's approach. We

have found out that such a terminal value as freedom (12th position in both
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organizations) is important, but not mandatory, it is a manifestation of the national
culture's influence. Conformity values, which occupy the 5th position in the universal
hierarchy, were ranked 3rd by the staff in Ukrainian multinational organizations (both
organizations). This confirms the results obtained in the value analysis based on the
Rokeach's approach, as the terminal value of a happy family life (2nd position in
Simon Kuznets Kharkiv National University of Economics and 7th position in LLC
VENT-MEDICAL) is important for respondents. The values of hedonism, which
have the 6th position in the universal hierarchy, were put on the 8th position by the
staff in Ukrainian multinational organizations (both organizations). This confirms the
results obtained in the value analysis based on the Rokeach's approach, as the
terminal value of satisfaction (15th position in Simon Kuznets Kharkiv National
University of Economics and 16th position in LLC VENT-MEDICAL) is
unimportant and even rejected (LLC VENT-MEDICAL) for respondents.

Thus, we propose to adjust the hierarchy of organizational culture values for
these Ukrainian multinational organizations. We believe these organizations should
pay attention to the values of self-direction, conformity and hedonism. It is necessary
for them to raise the importance of the self-direction values of the personnel because
it 1s these values that provide foster creativity, motivate innovation and help cope
with difficulties. Behavior based on these values is intrinsically motivated because it
satisfies individual needs without harming others.

In this way, the significance of conformity values, which in these organizations
are the result of extremely careful control of discipline and obedience of the staff,
will decrease, reducing the effectiveness of innovation and creativity in these
organizations. Moreover, stimulating the self-direction values of the staff in these
organizations will increase the significance of hedonism values by enjoying creative

activities.
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3.3. Methodological recommendations for the development of the

organizational culture's mechanism in a multinational organization

Understanding the place and importance of organizational culture for the
success of achieving the strategic goals of a multinational organization and the ability
to form the desired profile of it are important conditions for organizational changes.
In this process, we form a strong organizational culture as a necessary condition for
the effective functioning of multinational organizations in the languages of different
national cultures.

As scientists [12; 52; 154] note, organizational culture is rather an inertial
object of management because achieving the ultimate goal — increasing efficiency
based on bringing the value attitudes of the staff into line with the organization's
value system involves more than just a superficial influence on the employee's
activity.

Chapter 1 shows the study results of the organizational culture mechanism in a
multinational organization determined as a set of principles, functions, tools,
methods, means, resources, influencing factors on personnel processes and
organizational culture, its levels and elements, qualities, functions and components
used by the management of the organization at all hierarchical levels to achieve the
organization's goals.

By its nature, it is an organizational and economic mechanism effectively
implemented in the management system that is, in a complex of organizational
measures, operations and methods aimed at increasing the competitiveness level of
the organization, leading to complete identification of employees with the
organization.

Therefore, in subchapter 1.3 gives the author's understanding of the essence of
the mechanism of organizational culture of a multinational organization. Therefore,
the main structural components of the mechanism of the organizational culture of a

multinational organization are:
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)  purpose;

2)  principles;

3)  management functions;

4)  management resources;

5)  methods of influence;

6)  tools and means of influence;

7)  influence of factors of the external and internal environment;

8) levels and elements of organizational culture;

9)  qualities of organizational culture;

10) functions of organizational culture;

11) group and social processes;

12) type of organizational culture and organizational structure.

The organizational and economic mechanism of the organizational culture in a
multinational organization is an interconnected unity of subjects and objects of this
mechanism.

The subjects of mechanism of organizational culture of a multinational
organization are all stakeholders of this multinational organization: owners, founders,
all levels of management of the organization (top, middle and senior), employees,
partners and consumers of this organization.

The objects of mechanism of organizational culture of a multinational
organization are all main processes and systems, connecting with mechanism of
organizational culture: business processes, communication system, financial flows,
HR policy and motivation system. The expected result of this mechanism is full
identification of the employees with multinational organization.

The main part of the mechanism of the organizational culture of a multinational
organization is precisely the organizational culture, its levels and elements, qualities,
functions and components. In addition, all these components and characteristics of
organizational culture are directly woven into the management processes of a

multinational organization.
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The organizational culture of a multinational organization is a holistic result of
repeated social interaction of the organization's personnel, connected by the common
goal of finding ways to adapt to the conditions of changing external and internal
environment, being accepted by all employees (representatives of various national
and regional cultures) of the declared organizational values, norms and behavior
patterns to achieve the single goals of the organization.

Multinational organization must adapt to the conditions of the changing
external environment and the internal environment through the formation and
development of the mechanism of organizational culture, which allows not only to
develop organizational culture, but also to achieve the unified goals of the
organization through full self-identification of all employees of a multinational
organization with this organization.

In each multinational organization, the mechanism of organizational culture
has its own specificity, which is the result of the influence of factors of the external
and internal environment, which were analyzed in subchapter 1.1.

So, external factors include competitors, investors, international environment,
political factors, legal and legislative factors, economic factors, social factors,
cultural factors, information technology development of society, and specificity of
the organization activity. One of the most important external factors of mechanism of
organizational culture of a multinational organization is a group of cultural factors,
especially the relationship and interdependence of national and organizational
culture. However, organizational culture is easily manageable and can be common to
representatives of different national cultures, but management only as an existing fact
can perceive national culture.

Internal factors include three groups of factors:

1)  general-organizational factors: history of the organization (myths and
legends); form of ownership and size of the organization; philosophy, goals and
objectives of the organization; organization structure; organization strategy; level of

scientific and technological development of the organization; information transfer
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system and organizational procedures; internal and external design of the premises of
the organization; resource base of the organization;

2)  managerial factors: innovation policy; management technologies;
personnel motivation system; establishing a creative atmosphere in the team,;
psychological climate in the team; the manager's personality and image; management
and leadership style; goals and values of the top management of the organization,
attitude to work and type of response to critical situations; power, status, definition
and distribution of statuses in the organization; informal leadership;

3)  personnel-related factors: communication system; common language of
employees and peculiarities of organizational processes; qualification, education and
general level of staff development; nature and content of staff work; boundaries of
social groups and criteria for entry and exit from these groups; personal values of all
staff.

That is why we propose the following sequence of the organizational culture
mechanism's development in a multinational organization, shown in Fig. 3.13.

At the first stage of the development sequence, work is organized to determine
the directions and priorities of the mechanism's development of the organizational
culture in a multinational organization. Here, we study the prerequisites for the
organizational culture mechanism's development in the organization by making
management decisions about the need, directions and priorities in the multinational
organization, as well as the experience of foreign and domestic organizations, tools
for the mechanisms of organizational culture and its elements, working out relevant
recommendations.

The first stage in the sequence of organizational culture mechanism's
development in a multinational organization includes:

1. Analysis of the influence of the external environment cultural factors in a
multinational organization.

The work at this stage includes: analysis of the national culture influence on
the components of the organizational culture mechanism in a multinational

organization: organizational structure; HR policy; communication system; regulation
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of personnel activities; identification of oneself in the organization; power
characteristics; leadership style; management style; staff relations with management;
staff relations among themselves; staff development and features of motivation and
the values of the organizational culture in a multinational organization, identification

of problems, unresolved issues and priorities for the development of the

organizational culture mechanism in a multinational organization.

Stage 1. Determination of directions and priorities for the development of the

— mechanism of organizational culture of a multinational organization
' |
Analysis  of  the Comprehensive Determination of the
influence of national assessment of the dominant type of
culture on the organizational culture organizational culture
components of the of the staff in a of the staff of a
mechanism of multinational multinational
organizational culture organization taking organization as a
of a multinational into account national result of the influence
organization content of the  relevant
national culture

y

Stage 2. Creation of the project for the development of the organizational culture
mechanism of a multinational organization

y

Stage 3. Implementation of the project for the development of the organizational
culture mechanism of a multinational organization

|

Stage 4. Implementation of specific measures for the development of the mechanism
of the organizational culture of a multinational organization

!

|| Stage 5. Control over the implementation of practical measures for the development
of the mechanism of the organizational culture of a multinational organization

Fig. 3.13. Sequence of the organizational culture mechanism's development in

a multinational organization
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The expected result of this stage is the identification of problematic issues, the
formation of recommendations for adjusting (if necessary) the components of the
organizational culture mechanism in a multinational organization in accordance with
the requirements of the national culture of the country in which this organization
operates.

2. Analysis of the current structure and type of dominant organizational culture
of personnel in a multinational organization.

The work at this stage includes: comprehensive assessment of organizational
culture that takes into account the influence of internal (components of the
mechanism of organizational culture) and external factors (the influence of national
culture) of organizational culture based on a value approach.

The expected result of this stage is the development of recommendations to
eliminate the conflict between the national and organizational culture in the
multinational organization (if necessary) by adjusting the structure (values) of the
organizational culture in the multinational organization in accordance with the
requirements of the national culture of the country in which the organization operates,
if there is a conflict between the national and the organizational culture in a
multinational organization.

3. Determination of the dominant type of organizational culture of personnel in
a multinational organization as a result of the relevant national culture's influence.

The work at this stage includes determination of the dominant type of
organizational culture of the personnel in a multinational organization as a result of
the influence of the corresponding national culture, determination of the dominant
type of organizational culture's influence on the components of the organizational
culture mechanism in a multinational organization: values, PR policy, power
characteristics.

The expected result of this stage is the development of recommendations to
eliminate the incompatibility (if any) of the dominant type of organizational culture
with the requirements of the national culture of the country in which the organization

operates, using appropriate control mechanisms.
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We design the mechanism of organizational culture at the second stage of the
development sequence of organizational culture mechanism in a multinational
organization. The work consists in creation of a project for the development of the
organizational culture mechanism, determining all types of activities, processes and
sub-processes, distribution of rights, responsibilities and powers, executors and
responsible persons involved in the project.

The second stage includes working out the project of the organizational culture
mechanism's development based on the integration of all the recommendations
formed at the first stage.

The expected result of the second stage is a project to develop the
organizational culture mechanism in the analyzed multinational organization.

The third stage of the sequence of organizational culture mechanism's
development in a multinational organization consists in the implementation of the
project.

The work at the third stage includes determination of a complex of
organizational and normative documents, namely, the composition and structure of
documents, approval of the schedule for the development of documents, formation of
groups of document developers.

The expected result of the third stage is documentation and the adoption of
appropriate management decisions regarding the implementation of the project for
the development of the organizational culture mechanism in the analyzed
multinational organization.

At the fourth stage of the sequence of the organizational culture mechanism's
development in a multinational organization, we implement specific measures for its
development in the activities of the multinational organization.

The work at this stage includes implementation of practical measures for the
development of the organizational culture mechanism in a multinational organization
by performing the specified tasks.

At the fourth stage, we expect to obtain the results determined at the second

stage, that is, to identify all the personnel of the organization with this organization
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and completely form the desired behavior of the employees within the organization,
which contributes to the achievement of the organization's goals.

So, the defined stages in the process of developing the organizational culture in
a multinational organization consist in a clear organization of the work and response
to the influence of the organization's internal and external environment. The influence
of these factors gives rise to the formation of the organizational culture functions,
means of support, priorities for the development of organizational culture and
directions of HR policy. By constantly controlling this sequence of mechanism
development, we implement the organizational culture in a multinational
organization.

The first stage of the proposed sequence of the organizational culture
mechanism's development in the multinational organization was implemented for
multinational organizations that function in the conditions of the national culture of
China and Ukraine. It is only necessary to separate the relevant recommendations for
each of the three stages.

As proved in chapter 2, the national culture of the country in which the
multinational organization operates has a significant impact on the behavior of the
employees of the multinational organization. Having studied the mechanism of
organizational culture by understanding the general cultural mechanisms, influencing
the effectiveness of the organization's personnel, based on the synthesis of
multidimensional and multilevel approaches, we understand that the national culture
affects the organizational culture and the mechanism of the organizational culture of
such an organization.

Table 3.21 gives aggregated recommendations for the development of
organizational culture mechanism in a multinational organization, taking into account
the national content (in accordance with the manifestations of cultural variables of a
specific national culture). This is the result of the first stage in the sequence of

organizational culture mechanism's development in a multinational organization.
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Table 3.21

Recommendations for the development of the organizational culture's mechanism

in a multinational organization: national content

Element / power distance individualism versus collectivism masculinity versus femininity uncertainty avoidance time orientation
Cultural large small collectivism individualism masculinity femininity low level high level short-term long-term
dimension
Surface level of organizational culture
o hierarchy is a | hierarchy is flexible management | rigid hierarchical
5 natural, ever- | considered as a structure; flexible | management
k3! existing temporary business rules and | structure;  standard
g inequality; the | division of - - - - procedures; priority | business rules and - -
= structure  of | duties; of horizontal connec- | procedures; the
g the organiza- | the structure of tions; a wide scale of | priority of vertical
g tion is multi- | the organization controllability with a | connections with a
E level; tenden- | is flat; tendency small number of | large number of
S, cy towards | to levels; one | levels; one subor-
) centralization | decentralization subordinate can have | dinate should not
two managers have two managers

inequality and | minimal

privilege are | inequality
§‘ recognized as | among
S the norm; | employees; - - - - - - - -
;’“ deference and | equality and
s unavailability | availability of

of leadership

management
° high importance | low importance | an important | non-verbal low importance of | high importance of | peer-to-peer storage of
s of the context of | of the communi- | verbal aspect; | aspect is | context; the | context; strong non- | communicatio | hierarchy levels
‘E’ % communications; | cations context; | directness and | important; importance of | verbal aspect n; during
= ‘i - - feedback feedback openness; prudence; listening skills communicatio | communication;
g 2 communication communications | inability = to | ability to listen n is more | communication
S through opening | through self- | listen formalized; is more informal;
© yourself to others | realization low context high context
“ a small number of | a significant number
° . flexible rules and | of clear rules and
S g 2 procedures that | procedures; having
= § s - - - - - - depend on the | an emotional need - -
589 situation for staff in the rules,
) & even if they don't

work

_ the organiza- | the organiza- | the interests of | own interests
g tional  values | tional values | the organization | prevail over the
£ 8 declared by the | declared by the | prevail over their | interests of the
SZ management management own interests organization - - - - - -
g5 > do not coincide | coincide with the
=4 with the values | values of the
© of the staff staff

€61
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Continuation of Table 3.21

Element / power distance individualism versus collectivism masculinity versus femininity uncertainty avoidance time orientation
Cultural large small collectivism individualism masculinity femininity low level high level short-term long-term
dimension
Subsurface level of organizational culture
moral prudent as part of the | as special;
E.E g involvement; engagement; general; identifying | subordinates are
3 = ° 5 emphasis on | emphasis on subordinates is a | required to identify
= §s E - - belonging to the | individual - - management themselves to -
‘g g 5y organization initiative  and problem management using
=% B achievements formal symbols
(cards)
power is | official basis of | particularism; universalism; manager for a | subordinate for the | respect for | respect for
centralized, the | power; basis of | mainly  status | mainly personal subordinate; manager; rights is the | formal status in
% basis of power | power - legality | sources of | sources of subordinates are | subordinates remain | basis of power | the basis of
= - strength and | and power; the | power; tasks - - ready to protest | silent when they power
= charisma; competence; relationship take precedence against the wrong | disagree with the
9 advantage of | power goes to | prevails over the | over decision of the | manager's decision
5 the personal | the one on | task relationships manager
S basis of power; | whose side the
o) delegation of | law is
g authority
~ through
decentralizatio
n
authoritarian democratic management of | personality respect for | respect for the | the leader is usually | the leader is loved
style of | management a group of | management in | strength, ability to | respected or valued; | or hated; a leader
management style; the | individuals; the | the group; the | speed of | organize the leader's desire to | strives to do the
and the | composition of | ideal is to be a | ideal is to be a | decisions, conflict-free do the right thing right thing -
principle  of | management member of the | leader scale of | group work,
"strong hand"; | and controlling | organization approaches, achieve
a  significant | specialists is determination | consensus,
composition of | small; in senior and rigidity; | develop fair
o management management is the motivation; the
= and controlling | always available importance of | importance of
@ specialists; pluralistic expert relationships
E‘ senior leadership based knowledge
£ management is | on the choice of
2 unreachable; the majority; the
8 existing leader gives the
paternalism impression that
and oligarchic | he has less
leadership; the | power than he
leader actually has
demonstrates
maximum
power, which
corresponds to
reality

vol
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Continuation of Table 3.21

Staff relations with management

instructions of
employees

who are at
higher levels
of this system

instructions  of
the manager, if
they  consider
his actions to be
correct or when
these actions are
in their own
interests; hidden
harmony
between levels
of power; the
dependence of
subordinates on
managers is
limited by both

the leader must
take care of the
subordinate  in
exchange  for
loyalty

basis, wages are
paid according
to the work
performed

partner

Element / power distance individualism versus collectivism masculinity versus femininity uncertainty avoidance time orientation
Cultural large small collectivism individualism masculinity femininity low level high level short-term long-term
dimension
a slight difference in | a large difference in
competence competence
between the | between the
- - - - - - manager and | manager and - -
subordinates; subordinates; rigid
L;\ preference is given | leadership is
7 to democratic | preferred;
g management; subordinates more
g employees want to | depend on  the
go obey the manager; | manager and accept
g participation in | it as the norm;
s management is | subordinates'
considered as | pessimism
assuming  certain | regarding the
obligations effectiveness of
participation in
management
agree with all | readiness to | similar to family | have a treating  the | treatment of the
decisions and | follow the | relationships, contractual manager as a | manager as

senior in level

S61
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Continuation of Table 3.21

Element / power distance individualism versus collectivism masculinity versus femininity uncertainty avoidance time orientation
Cultural large small collectivism individualism masculinity femininity low level high level short-term long-term
dimension
relations  with | working fierce opportunity for | relations with | relations with
others as | relationships are | competition; communication | colleagues: colleagues:
members of | exclusively resolution of | and mutual | confidentiality, suspicion,
- - their group; the | business in | conflicts by | assistance; colleagues remain | differences in - -
employee must | nature; practical | force methods | conflict friends when there | opinion only
6 focus on the | model of mutual | (in a dispute, | resolution is a difference of | increase  mistrust;
= interests of the | relations - on a | in a fight) through opinion;  conflicts | conflicts are
g group,  which | rational basis negotiations and | are allowed on an | avoided or resolved
2 may not compromise equal basis for | by force, because
0 coincide  with constructive use; a | conflict causes
g his personal small number of | aggression; a
=) needs; ethical flexible rules and | significant number
<
2 modgl of mutual procedures that | of clear rules and
RS relations - based depend on  the | procedures, the
= on the principles situation; the staff's | presence of an
g of morality; attitude to risk and | emotional need for
L‘Qg conflicts - the uncertainty is a | staff in the rules,
n reason for the positive, calm | even if they do not
destruction  of attitude to situations | work; staff's attitude
the group; of uncertainty and | to risk and
compromise - a risk uncertainty is
way to resolve negative, fear of
the conflict risk and uncertainty
taking into | consideration of personal the existence of
g account the | individual achievements  are | unwritten rules
g opinion of the | abilities and the basis of career | regarding promotion
§‘ - - group;  career | skills; career - - growth; high level | with age; not a high - -
L progression advancement of staff creativity, | level of creativity of
3 procedures are | procedures are ability to create new | the staff, but there is
% informal and | formalized ideas a nobility to the
3 subject to introduction of new
change ideas
a large | the difference in the reward is reward is the basis of | the basis of the | motivation for | motivation for
o difference in | the salary level | proportional to proportional to | the motivation | motivation achievement, self- | safety, self-respect
2 privileges and | is small, the the team's personal system: system: respect and | and complicity
s salary levels | differentiation achievements achievement material intangible participation prevails; - -
g of employees | of payment due motivation, motivation, a | prevails; the desire to work
g of  different | to social career growth | good diligent work on | hard and always be
k) ranks, benefits atmosphere  in | demand without | busy with
8 differentiation the team internal motivation | something
2 of pay due to for constant activity
S direct
- payments and
privileges

91
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Continuation of Table 3.21

life for work

Element / power distance individualism versus collectivism masculinity versus femininity uncertainty avoidance time orientation
Cultural large small collectivism individualism masculinity femininity low level high level short-term long-term
dimension

Deep level of organizational culture

° training as an | personal time, | earnings as an | relations as interest in | patience; saving
= opportunity to | because = work | opportunity having a good finding  the | face; feeling
b improve one's | should leave | for high | relationship truth; ashamed
L - - qualifications enough time for | earnings; self- | with - - expectation of

2 and acquire new | personal life; | realization as | management; a quick result;

3 skills while | freedom as the | a desire for | cooperation as willingness to

=z working; good | presence of a | work that will | work with obey with

= . . g

S working certain freedom | give a sense | people who knowledge of

§ conditions  as | in choosing | of self- | willingly the matter

= having good | one's own | realization; cooperate  with

go physical approach to | promotion as | each other, a

°c conditions at | work; an opportunity | friendly team;

<8 work interesting work | for place of

=R (ventilation, as an | professional residence as an

< ’g lighting, opportunity to | growth, opportunity  to

= 20 sufficient space, | get a sense of | performance live in a place

2 ° etc.); use of | self-realization | of more | that is pleasant

a competences while doing | complex for you and

2 and abilities as | work work; your  family;

8 an opportunity interesting employment

e to fully wuse work as work, | guarantee as an

3 one's during the | opportunity to

= .

2 knowledge, performance work in your

E skills and of which you | organization as

o abilities at work can feel | long as you

3 personal wish; work for

§ achievements; | life

L61
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These aggregated recommendations determine the actions to adjust (if
necessary) the components of the organizational culture mechanism in a
multinational organization in accordance with the requirements of the national culture
of the country in which this organization operates. The list of recommendations
makes it possible to determine the influence of national culture on the components of
the organizational culture mechanism in a multinational organization: organizational
structure; HR policy; communication system; regulation of personnel activities;
identification of oneself in the organization; power characteristics; leadership style;
management style; staff relations with management; staff relations among
themselves; staff development and features of motivation and the values of the
organizational culture in a multinational organization.

We have formed a specific list of recommendations to adjust (if necessary) the
components of the organizational culture mechanism in a multinational organization
according to the requirements of the national culture of the country in which this
organization operate, according to the manifestation of each of the cultural variables
in a specific national culture.

Table 3.22 defines recommendations for the development of the organizational
culture mechanism in a multinational organization, taking into account the national

content, which functions in the conditions of Chinese national culture.

Table 3.22
Development of mechanism of organizational culture in
Chinese multinational organizations: national content
Element | Influence of Chinese national culture
Surface level of organizational culture
Organizational hierarchy is a natural, ever-existing inequality; flexible management structure; flexible business
structure rules and procedures; priority of horizontal connections; a wide scale of controllability with a
small number of levels; one subordinate can have two managers
HR policy inequality and privilege are recognized as the norm; deference and unavailability of
management
Communication high importance of the context of communications; feedback communication through opening
system yourself to others; an important verbal aspect; the importance of listening skills; storage of
hierarchy levels during communication; communication is more informal
Regulation of a small number of flexible rules and procedures that depend on the situation
personnel activities
Subsurface level of organizational culture
Organizational values | the organizational values declared by the management do not coincide with the values of the
staff, the interests of the organization prevail over their own interests
Identification of moral involvement; emphasis on belonging to the organization; as part of the general;
oneself in the identifying subordinates is a management problem
organization
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Continuation of Table 3.22

Element Influence of Chinese national culture

Power characteristics | power is centralized, the basis of power - strength and charisma; advantage of the personal basis
of power; delegation of authority through decentralization; particularism; mainly status sources
of power; the relationship prevails over the task; manager for a subordinate; subordinates are
ready to protest against the wrong decision of the manager; respect for formal status in the
basis of power
Leadership style authoritarian style of management and the principle of "strong hand"; a significant composition
of management and controlling specialists; senior management is unreachable; existing
paternalism and oligarchic leadership; the leader demonstrates maximum power, which
corresponds to reality; management of a group of individuals; the ideal is to be a member of the
organization; respect for strength, speed of decisions, scale of approaches, determination and
rigidity; the importance of expert knowledge; the leader is usually respected or valued; the
leader's desire to do the right thing
Management style a slight difference in competence between the manager and subordinates; employees want to
obey the manager; participation in management is considered as assuming certain obligations
Staff relations with | agree with all decisions and instructions of employees who are at higher levels of this system;

management similar to family relationships, the leader must take care of the subordinate in exchange for
loyalty; treatment of the manager as senior in level
Staff relations among | relations with others as members of their group; the employee must focus on the interests of the

themselves group, which may not coincide with his personal needs; ethical model of mutual relations -

based on the principles of morality; conflicts - the reason for the destruction of the group;
compromise - a way to resolve the conflict; fierce competition; resolution of conflicts by force
methods (in a dispute, in a fight); relations with colleagues: confidentiality, colleagues remain
friends when there is a difference of opinion; conflicts are allowed on an equal basis for
constructive use; a small number of flexible rules and procedures that depend on the situation;
the staff's attitude to risk and uncertainty is a positive, calm attitude to situations of uncertainty
and risk
Staff development taking into account the opinion of the group; career progression procedures are informal and
subject to change; personal achievements are the basis of career growth; high level of staff
creativity, ability to create new ideas
Features of a large difference in privileges and salary levels of employees of different ranks, differentiation
motivation of pay due to direct payments and privileges; the reward is proportional to the team's
achievements; the basis of the motivation system: material motivation, career growth;
motivation for achievement, self-respect and participation prevails; diligent work on demand
without internal motivation for constant activity

Deep level of organizational culture
Values that should be | training as an opportunity to improve one's qualifications and acquire new skills while working;
represented in the good working conditions as having good physical conditions at work (ventilation, lighting,
organizational culture | sufficient space, etc.); use of competences and abilities as an opportunity to fully use one's
of the organization | knowledge, skills and abilities at work; earnings as an opportunity for high earnings; self-
realization as a desire for work that will give a sense of self-realization; promotion as an
opportunity for professional growth, performance of more complex work; interesting work as
work, during the performance of which you can feel personal achievements; life for work;
patience; saving face; feeling ashamed

So, it is very important for multinational organizations operating in the
conditions of Chinese national culture to use the following competitive advantages
created by Chinese national culture:

1)  combination of masculinity, collectivism and low level of uncertainty
avoidance gives the following advantages of the Chinese style of leadership: harmony
of relations and efficiency of interaction at all levels of management and between
them with practically no distortion of information; proportionality and coordination
of all divisions development as a result of the leader's development, allowing to avoid

an imbalance in the development of the company; staff cohesion and efficiency as a
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result of high moral principles that the leader transmits to his subordinates; constant
self-improvement of leaders brings new ideas for the company's development.

2)  combination of large power distance, masculinity and collectivism
creates an "exemplary leadership" characteristic. Managers of Chinese companies
often become the founders of the organizational culture in their organization. Since
the communication style of these leaders, their behavior and morals principles
become a model for their subordinates to follow, at the same time employees
voluntarily accept their style of behavior as a model; as a result, these leaders form a
unique organizational culture in such organizations. Therefore, Chinese leaders
should demonstrate a model of behavior that will increase the effectiveness of
multinational personnel organizations.

3) the combination of collectivism and low level of uncertainty avoidance
creates a condition of teamwork only. All team members work closely in cooperation
and close interaction with each other, make joint decisions and consult with each
other, listen to the opinions of others, listen to relevant thoughts before making
decisions, associate their tasks with the tasks of others, take on different roles and
regularly evaluate the effectiveness of the whole team, their strengths and weaknesses
in teamwork.

Table 3.23 determines recommendations for the development of the
organizational mechanism culture in a multinational organization, taking into account
the national content, functioning in the conditions of Ukrainian national culture.

Table 3.23
Development of mechanism of organizational culture

in Ukrainian multinational organizations: national content

Element | Influence of Ukrainian national culture
Surface level of organizational culture
Organizational | hierarchy is a natural, ever-existing inequality; the structure of the organization is multi-level,
structure tendency towards centralization; rigid hierarchical management structure; standard business rules
and procedures; the priority of vertical connections with a large number of levels; one subordinate
should not have two managers

HR policy inequality and privilege are recognized as the norm; deference and unavailability of management
Communication | high importance of the context of communications; feedback communication through opening
system yourself to others; non-verbal aspect is important; prudence; ability to listen; storage of hierarchy

levels during communication; communication is more informal

Regulation of | a significant number of clear rules and procedures; having an emotional need for staff in the rules,
personnel even if they don't work
activities
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Continuation of Table 3.23

Element Influence of Ukrainian national culture
Subsurface level of organizational culture
Organizational | the organizational values declared by the management do not coincide with the values of the staff;
values the interests of the organization prevail over their own interests

Identification of
oneself in the

moral involvement; emphasis on belonging to the organization; as special; subordinates are required
to identify themselves to management using formal symbols (cards)

organization
Power power is centralized, the basis of power - strength and charisma; advantage of the personal basis of
characteristics | power; delegation of authority through decentralization; particularism; mainly status sources of

power; the relationship prevails over the task; subordinate for the manager; subordinates remain
silent when they disagree with the manager's decision; respect for formal status in the basis of power

Leadership style

authoritarian style of management and the principle of "strong hand"; a significant composition of
management and controlling specialists; senior management is unreachable; existing paternalism and
oligarchic leadership; the leader demonstrates maximum power, which corresponds to reality;
management of a group of individuals; the ideal is to be a member of the organization; respect for
the ability to organize conflict-free group work, achieve consensus, develop fair motivation; the
importance of relationships; the leader is loved or hated; a leader strives to do the right thing

Management a large difference in competence between the manager and subordinates; rigid leadership is preferred;
style subordinates more depend on the manager and accept it as the norm; subordinates' pessimism
regarding the effectiveness of participation in management
Staff relations | agree with all decisions and instructions of employees who are at higher levels of this system;
with similar to family relationships, the leader must take care of the subordinate in exchange for loyalty;
management treatment of the manager as senior in level
Staff relations | relations with others as members of their group; the employee must focus on the interests of the
among group, which may not coincide with his personal needs; ethical model of mutual relations - based on
themselves the principles of morality ; opportunity for communication and mutual assistance; conflict resolution
through negotiations and compromise; relations with colleagues: suspicion, differences in opinion
only increase mistrust; conflicts are avoided or resolved by force, because conflict causes aggression;
a significant number of clear rules and procedures, the presence of an emotional need for staff in the
rules, even if they do not work; staff's attitude to risk and uncertainty is negative, fear of risk and
uncertainty
Staff taking into account the opinion of the group; career progression procedures are informal and subject
development to change; the existence of unwritten rules regarding promotion with age; not a high level of

creativity of the staff, but there is a nobility to the introduction of new ideas
a large difference in privileges and salary levels of employees of different ranks, differentiation of

Features of

motivation pay due to direct payments and privileges; the reward is proportional to the team's achievements; the
basis of the motivation system: intangible motivation, a good atmosphere in the team; motivation for
safety, self-respect and complicity prevails; the desire to work hard and always be busy with

something

Deep level of organizational culture

Values that training as an opportunity to improve one's qualifications and acquire new skills while working; good
should be working conditions as having good physical conditions at work (ventilation, lighting, sufficient
represented in | space, etc.); use of competences and abilities as an opportunity to fully use one's knowledge, skills
the and abilities at work; relations as having a good relationship with management; cooperation as work
organizational | with people who willingly cooperate with each other, a friendly team; place of residence as an
culture of the opportunity to live in a place that is pleasant for you and your family; employment guarantee as an
organization opportunity to work in your organization as long as you wish; work for life; patience; saving face;

feeling ashamed

Thus, it i1s very important for multinational organizations functioning in the
conditions of Ukrainian national culture to use the following competitive advantages
created by Ukrainian national culture:

1) a combination of femininity, collectivism and a high level of uncertainty
avoidance, gives the following advantages of the Ukrainian style of leadership: high
readiness to take risks and in conditions of uncertainty; creativity and innovation,

lack of stereotypes when making decisions; speed of decisions, simplicity, directness,
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accessibility and openness in communication; charisma and ability to establish social
connections; desire for development and developed intuition.

2) the combination of large power distance and collectivism creates such
characteristic as strong individualism of the manager, leaders concentrate decision-
making powers in their hands and demand loyalty and submission from their
employees in addition to professional skills.

3) a combination of large power distance, collectivism and high level of
uncertainty avoidance creates a phenomenon of combining formal and informal
authority of the manager. The power of the leader in the organization is reinforced by
both formal and informal signs, as there is great respect for official status of the
leader (informal power), and subordinates recognize his right to power (formal
power).

As subchapter 3.1shows, we have determined the existence of a conflict
between the national and organizational culture of the personnel at the School of
Economics and Management in Neijiang Normal University and NeiJiang JianXing
Film and Television Culture Media Co Ltd. as a result of a comprehensive
assessment of the organizational culture of the personnel in multinational
organizations operating in the national culture of China.

To overcome this conflict, School of Economics and Management in Neijiang
Normal University and NeiJiang JianXing Film and Television Culture Media Co.
Ltd proposed some recommendations to correct the hierarchy of organizational
culture values by increasing the importance of benevolence values for the
organization's personnel, reducing the importance of security values, and increasing
the importance of self-direction values. This is the result of the second phase of the
first stage in the organizational culture mechanism's development sequence for
School of Economics and Management in Neijiang Normal University and NeilJiang
JianXing Film and Television Culture Media Co. Ltd.

Having comprehensively assessed the organizational culture of the personnel in
multinational organizations operating in the national culture of Ukraine, we

determined the presence of a conflict between the national and organizational culture
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of the personnel at Simon Kuznets Kharkiv National University of Economics and
LLC VENT-MEDICAL in subchapter 3.2.

Simon Kuznets Kharkiv National University of Economics and LLC VENT-
MEDICAL proposed some recommendations to overcome this conflict by correcting
the hierarchy of organizational culture values while increasing the importance of self-
direction values for the organization's personnel, reducing the importance of
conformity values, increasing the importance of self-direction values and hedonism.
This is the result of the second phase of the first stage in the sequence of
organizational culture mechanism's development for Simon Kuznets Kharkiv
National University of Economics and LLC VENT-MEDICAL.

Subchapter 3.1 determines that the dominant type of organizational culture at
School of Economics and Management in Neijiang Normal University and NeiJiang
JianXing Film and Television Culture Media Co. Ltd is family (G. Hofstede) and
power culture (C. Handy). That is, a culture based on power, strict control and
personal qualities of the leader. Moreover, this type of culture is stable if there is no
conflict between national and organizational culture.

However, the values of this type of culture, which are defined in the table 3.24,
do not conflict with the values defined in the table. 3.22, which is the result of the
national culture's influence, so it is not necessary for these multinational
organizations to change the dominant type of organizational culture, thus enhancing
the specific advantages provided by the influence of Chinese national culture. This is
the result of the third phase of the first stage in the development sequence of the
organizational culture mechanism at School of Economics and Management in
Neijiang Normal University and NeiJiang JianXing Film and Television Culture
Media Co. Ltd.

Subchapter 3.2 determines that the dominant type of organizational culture at
Simon Kuznets Kharkiv National University of Economics and LLC VENT-
MEDICAL is pyramid (G. Hofstede) and task culture (C. Handy). That is, it is a
culture based on a clear focus on solving specific problems, using teamwork methods

and strict methods of control and reporting. This type of culture is not sustainable.
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Table 3.24

Recommendations for development of mechanism of organizational culture in

Chinese multinational organizations: dominant type of organizational culture

Peculiarities of organizational Family (G. Hofstede)
culture mechanism Power culture (C. Handy)
Surface level of organizational culture
PR policy a rigid hierarchical structure, an insignificant degree of

bureaucracy, the actions of the members of the organization
are clearly defined, there is a single clearly defined
decision-making center

Subsurface level of organizational culture
Power characteristics the manager has all the power and determines the policy of
the organization, the atmosphere is competitive, oriented
towards power

Deep level of organizational culture

Values to be represented in the | group values are placed above individual values, orientation
organizational culture of the | to the manager's values, his ideas and expectations, "the end
organization justifies the means"

If there 1s a conflict between national and organizational culture for these
multinational organizations, because the values of this type of culture, defined in the
table. 3.25 conflict with the values defined in the table. 3.22, this is the result of the
national culture's influence. Therefore, this type of culture is temporary and turns into
a power culture or a role culture over time.

Table 3.25
Recommendations for development of mechanism of organizational culture in
Ukrainian multinational organizations: changing dominant type of

organizational culture

Peculiarities of Pyramid (G. Hofstede) Family (G. Hofstede)
organizational Task culture (C. Handy) Power culture (C. Handy)
culture

mechanism

Surface level of organizational culture

PR policy strict functional division of powers | a rigid hierarchical structure, an
and spheres of activity, a high degree | insignificant degree of bureaucracy,
of formalization and standardization, | the actions of the members of the
everyone should feel involved and | organization are clearly defined, there
identify with the organization is a single clearly defined decision-
making center

Subsurface level of organizational culture

Power the source of power - position, status, | the manager has all the power and
characteristics | leadership sets the context and | determines the policy of the
purpose, minimizing further | organization, the atmosphere is

intervention, everyday work is usually | competitive, oriented towards power
carried out "by itself"
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Continuation of Table 3.25

Peculiarities of Pyramid (G. Hofstede)
organizational Task culture (C. Handy)
culture

mechanism

Family (G. Hofstede)
Power culture (C. Handy)

Deep level of organizational culture

represented in

Values to be | synchronicity, parallelism, prediction

the manager's values, his ideas and
organizational expectations, "the end justifies the
culture of the means"

organization

group values are placed above
individual values, orientation to the

This change depends on the type of control mechanisms as a component of the

organizational culture mechanism, which must be chosen by the management of the

organization (section 1.3).

So, according to the determined dominant type of organizational culture at

Simon Kuznets Kharkiv National University of Economics and LLC VENT-

MEDICAL, the dominant type of organizational culture should change to the culture

of family (G. Hofstede) and power culture (C. Handy), because the values of this type

cultures will allow us to overcome a certain conflict by using the clan control

mechanism (fig. 3.14).

The level of centralization of
decisions /

The level of power formalization /
Uncertainty avoidance

Power distance

high

Low

high Task culture  cms———— Power culture
Clan control mechanism
Pyramid Family
low Role culture People culture

Machine

Market

Fig. 3.14. Changing dominant type of organizational cultures of Simon

Kuznets Kharkiv National University of Economics and LLC VENT-MEDICAL

according requirements of Ukrainian national culture
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Such a change in the dominant type of organizational culture of Ukrainian
multinational organizations will allow us to solve the problem of improving the
effectiveness of interaction and control of the personnel in these multinational
organizations (Table 3.26), overcoming the conflict between the national and
organizational culture of the personnel in these organizations, and strengthening the

specific advantages provided by the influence of Ukrainian national culture.
Table 3.26

Recommendations for development of mechanism of organizational
culture in Ukrainian multinational organizations:

organizational culture control mechanism

Peculiarities of Clan control mechanism
organizational culture
mechanism
Surface level of organizational culture
PR policy the staff is united by a system of values shared by all;

the main task of managers is to delegate authority to hired workers and
facilitate their working conditions, create opportunities to demonstrate their
dedication to the work and the organization

Subsurface level of organizational culture

Proclaimed values cohesion, moral climate, personnel development; the consumer is a partner

Leadership style Education and parental supervision

This 1s the result of the third phase of the first stage in the sequence of
organizational culture mechanism's development at Simon Kuznets Kharkiv National
University of Economics and LLC VENT-MEDICAL.

In this way, the use of the proposed sequence of organizational culture
mechanism's development in a multinational organization will allow us to create its
own established mechanism of organizational culture for a concrete multinational
organization.

An established mechanism of organizational culture has a positive synergistic
influence on the effectiveness of the organization's activities, therefore, it is
necessary:

1) to analyze the national culture's influence on the components of the

organizational culture mechanism in a multinational organization;
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1) to adjust (if necessary) the components of organizational culture mechanism
in a multinational organization according to the requirements of the national culture
of the country in which this organization operates;

2) to assess the organizational culture of the staff in a multinational
organization comprehensively, taking into account the national content

2) to adjust (if necessary) the structure (values) of the organizational culture in
the multinational organization in accordance with the requirements of the national
culture of the country in which the organization operates, if there is a conflict
between the national and organizational culture in the multinational organization;

3) to determine the dominant type of organizational culture for adequate and
effective management of human resources to achieve organizational goals and
determine the compatibility level of the dominant type of organizational culture with
the requirements of the national culture of the country in which the organization
operates;

4) to adjust (if necessary) the type of organizational culture in a multinational
organization in accordance with the requirements of the national culture of the

country in which the organization operates.

Conclusions to chapter 3

Having comprehensively assessed the organizational culture of the staff in the
School of Economics and Management in Neijiang Normal University and NeiJiang
JianXing Film and Television Culture Media Co. Ltd, operating in the national
culture of China,we have determined that the organizational culture of the personnel
in the analyzed organizations is under significant influence of the Chinese national
personnel culture. Having studied the staff values of the School of Economics and

Management in Neijiang Normal University and NeiJiang JianXing Film and
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Television Culture Media Co. Ltd, we have found out a conflict between the national
and organizational culture of the personnel in these multinational organizations.

The hierarchy of the personnel values of the analyzed Chinese multinational
organizations differs from the universal hierarchy, and these discrepancies are
explained by the influence of national culture. To resolve the conflict between the
national and organizational culture of the personnel in these multinational
organizations, we propose to adjust the hierarchy of organizational culture values by
raising the importance of the personnel's benevolence values in these organizations.
This will motivate positive, joint social relations, serving the main guideline for the
constant acquisition of values. Accordingly, this will reduce the importance of
security values, simultaneously increasing the effectiveness of innovations in the
search for group management solutions.

Having comprehensively assessed the organizational culture of the staff in
Simon Kuznets Kharkiv National University of Economics and LLC VENT-
MEDICAL, functioning in the national culture of Ukraine, we have determined that
the organizational culture of the staff in the analyzed organizations is under
significant influence of the Ukrainian national staff culture. Moreover, the values of
the staff in Simon Kuznets Kharkiv National University of Economics and LLC
VENT-MEDICAL, show a conflict between the national and organizational culture
of the staff in these multinational organizations.

We have also determined that the hierarchy of staff values in the analyzed
Ukrainian multinational organizations differs from the universal hierarchies, and
these discrepancies are explained by the influence of national culture. To resolve the
conflict between the national and organizational culture of the staff in these
multinational organizations, we suggest adjusting the hierarchy of organizational
culture values by raising the importance of the self-direction values of the staff in
these organizations. In this way, it will provide an internal motivational basis for
positive, joint social relations, becoming the main guideline for the constant
acquisition of values. Accordingly, this will reduce the importance of conformity

values, while increasing hedonism values by enjoying creative activity.
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We propose the sequence of organizational culture mechanism's development
in a multinational organization to enable us to create its own well-established
mechanism of organizational culture for a concrete multinational organization. At the
first stage of the development sequence, the work is organized to determine the
directions and priorities of the organizational culture mechanism's development in the
multinational organization.

This stage consists of three phases: analysis of the cultural factors' influence on
the external environment of the multinational organization; analysis of the current
structure and type of dominant organizational culture of personnel in a multinational
organization; determination of the dominant type of organizational culture of
personnel in a multinational organization as a result of the relevant national culture's
influence. At the second stage of the development sequence of the organizational
culture mechanism in a multinational organization, the organization works on its the
design.

The third stage of the development sequence of the organizational culture
mechanism in a multinational organization consists in the implementation of the
project of its development.

During the fourth stage of the development sequence of the organizational
culture mechanism in a multinational organization, we implement specific measures
for its development in the activities of the multinational organization. The fifth stage
is the implementation control of this sequence of the organizational culture
mechanism's development in a multinational organization.

The author offers specific recommendations for multinational organizations
that function in the conditions of the national culture of China and Ukraine for the
development of the mechanism of organizational culture, which are the result of the
first stage of the proposed sequence.

These specific recommendations are proposed, taking into account the national
content, which functions in the conditions of Chinese and Ukrainian national culture.
The implementation of these recommendations for adjusting the components of the

organizational culture mechanism in a multinational organization in accordance with
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the requirements of the national culture of the country in which this organization
operates, will make it possible to use the competitive advantages created by the
Chinese and Ukrainian national culture.

The author proposes practical recommendations to correct the hierarchy of
values in the organizational culture of these multinational organizations to overcome
the conflict between the Chinese national and organizational culture of the personnel
at School of Economics and Management in Neijiang Normal University and
NeiJiang JianXing Film and Television Culture Media Co. Ltd.

There are also practical recommendations for correcting the hierarchy of values
in the organizational culture of these multinational organizations to overcome the
conflict between the Ukrainian national and organizational culture of the staff at
Simon Kuznets Kharkiv National University of Economics and LLC VENT-
MEDICAL.

We have determined that the dominant type of organizational culture at School
of Economics and Management in Neijiang Normal University and NeiJiang
JianXing Film and Television Culture Media Co. Ltd is family (G. Hofstede) and
power culture (C. Handy). Since the values of this type of culture do not conflict with
the values of the national culture, there is no need for these multinational
organizations to change the dominant type of organizational culture, reinforcing the
specific advantages provided by the influence of Chinese national culture.

The dominant type of organizational culture at Simon Kuznets Kharkiv
National University of Economics and LLC VENT-MEDICAL is pyramid (G.
Hofstede) and task culture (C. Handy). This kind of culture is not sustainable and
there is also a conflict of national and organizational culture for these multinational
organizations. Therefore, we recommend to change the dominant type of
organizational culture into a family culture (G. Hofstede) and power culture (C.
Handy), because their values will allow us to overcome a certain conflict by using the
clan control mechanism. This will also allow us to overcome the conflict between the

national and organizational culture of the personnel in these organizations and
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strengthen the specific advantages provided by the influence of the Ukrainian
national culture.

The main provisions of the first chapter of the dissertation are published in the
author's works [37; 96-100; 107-110; 126].
References: [12; 52; 65; 89; 130; 150; 154; 161].
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CONCLUSIONS

The dissertation solved an important scientific and practical task of further
development of theoretical provisions, methodical support and development of practical
recommendations for the mechanism of organizational culture in a multinational
organization operating in conditions of diverse national cultures. Based on the results of
the study, we have come to the following conclusions.

Having generalized the theoretical background, the author has further developed
the definition of the concept "organizational culture in a multinational organization",
characterized by the combination of a conceptual approach to the nature of
organizational culture. The study and interpretation of the organizational culture
mechanism being the basis for it, as well as a value approach to the definition of the
essence of the concept of "organizational culture", taking into account the nature and
essence of the concept of "multinational organization". The proposed definition
considers the organizational culture in a multinational organization as a holistic result of
repeated social interaction between the organization's personnel, connected by the
common goal of finding ways to adapt to the conditions of a changing external and
internal environment. This means the acceptance by all employees (representatives of
different national and regional cultures) of the declared organizational values, norms
and patterns of behavior to achieve the single goals of the organization.

Summarizing present-day scientific studies of the mechanistic approach in
management, made it possible to generalize the definition of the concept "organizational
culture mechanism in a multinational organization", which functions in the conditions
of the diverse national cultures, as an organizational and economic mechanism,
implemented in the management system. The result of the implementation is complete
identification of employees themselves with this multinational organization.

A retrospective study of scientific views and research on the nature and essence
of the organizational culture mechanism in a multinational organization made it possible

to substantiate it based on the principles, functions, resources, methods, tools and means
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of influencing management processes, used by the management of the organization at
all hierarchical levels. It also allows you to adapt the key characteristics of
organizational culture in accordance with the influence of external and internal
environmental factors in order to obtain the desired behavior of personnel to achieve the
goals of a multinational organization.

Generalization of the scientific output of modern research in the context of cross-
cultural management made it possible to systematize and analyze all external and
internal factors, affecting the processes of formation and development of organizational
culture. One of the most important external factors, influencing organizational culture,
i1s a group of cultural factors, as any organization functions in at least one cultural
environment. That is why an important aspect in the study of organizational culture is
the relationship and interdependence of national and organizational culture. Internal
factors are divided into general-organizational, managerial, and personnel-related
factors, which made it possible to determine the most important structural components
of the organizational culture mechanism.

The study of the theoretical basis for the definition of the essence of the concept
"organizational culture" in the context of cross-cultural management allows us to
improve the classification of approaches to this definition. It includes the following
approaches: valuable, based on the study of values as a key component of
organizational culture; socio-psychological, based on the examination of the
organizational culture of a set of psychological parameters that characterize the group
activity of people within the same team. Moreover, there is an economic approach,
within which organizational culture is perceived as a certain set of indicators of the
organization; normative, in which the personnel of the organization must learn and
adhere to the norms, standards and models of behavior formed by the management
(founders, managers) of the organization.

The most suitable for a multinational organization is the use of a value approach
to understanding the essence of the concept "organizational culture". Within the

framework of this approach, organizational culture is the core of the organization (value
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orientation) and acts as the basis that creates the stability of the organization thanks to
the stability of certain values, norms, principles, rules of activity, etc.

A justified methodological approach to the comprehensive assessment of the
personnel's organizational culture at a multinational organization, taking into account
the national content, makes it possible to combine multidimensional and multilevel
approaches to the study of organizational culture mechanism. This approach is based on
the combination of three techniques to the assessment of national and organizational
culture based on the value approach: RVS, PVQ and 6-D model.

Applying this methodological approach, we formed a comprehensive list of the
most important values of the personnel at a multinational company. This is the result of
the national and organizational culture's influence of the analyzed multinational
organization, determining the presence (absence) of a conflict between the values of the
national and organizational culture of the personnel in the analyzed multinational
organization.

Analyzing influence of national culture on the mechanism of organizational
culture and the type of organizational culture in a multinational organization, namely
the results of the study of the influence of national culture on the components of the
mechanism of organizational culture based on the approach of H. Hofstede and the
GLOBE scale, we highlight the influence of each of the cultural variables on the
components of the organizational culture mechanism. These results of the analysis and
the proposed methodological approach to the comprehensive assessment of the staff's
organizational culture in a multinational organization, taking into account the national
content, made it possible to specify the development sequence of organizational culture
mechanism in a multinational organization by considering the compatibility of the
dominant type of organizational culture with the requirements of the national culture of
the country in which the organization operates.

We also consider the possibility to adjust the components of the organizational
culture mechanism in a multinational organization in accordance with these
requirements. The implementation of the proposed development sequence of

organizational culture mechanism in a multinational organization will allow us to create



DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442

215
its own adjusted mechanism of organizational culture for a specific multinational
organization.

The author proposes and substantiates specific recommendations for the
development of organizational culture mechanism in a multinational organization,
taking into account the national content, functioning in the conditions of Chinese and
Ukrainian national culture. The implementation of these recommendations for adjusting
the components of the organizational culture mechanism in a multinational organization
in accordance with the requirements of the national culture of the country in which this
organization operates, will make it possible to use the competitive advantages created
by the Chinese and Ukrainian national culture.

Practical significance of the obtained results is that theoretical and
methodological provisions of the dissertation work has been brought to the level of
specific methods and recommendations for theoretical and methodological support for
the development of the organizational culture mechanism in a multinational
organization. This will help to adapt the organizational culture in a multinational
organization to the peculiarities of the national culture of its employees through the
development mechanism of organizational culture according to certain components.

The theoretical, methodological provisions, conclusions and recommendations
substantiated in the dissertation paper can be used by the owners and managers of
multinational organizations to develop the organizational culture mechanism of the
personnel in these organizations. Practical value of individual results is confirmed by
their implementation in the activities of multinational organizations, namely: practical
recommendations regarding the organizational culture mechanism's development,
considering the national culture of the staff at Chinese and Ukrainian multinational
organizations.

Theoretical provisions on the typology of organizational and national culture,
evaluating the organizational culture in a multinational organization, considering the
national content, as well as methodological provisions on the evaluation of the
organizational culture in a multinational organization, functioning in a cross-cultural

environment, are introduced into the educational process at Simon Kuznets Kharkiv



DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442

216
National University of Economics. They were introduced in training bachelors at the
Faculty of Management and Marketing, specialty 073 "Management" in the educational
component "Cross-Cultural Management" in practical classes in the 2022-2023
academic year. These theoretical provisions are also introduced into the educational
process at Neijiang Pedagogical University Normal University (China), School of

Economics and Management, while teaching Business Administration disciplines.
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Appendix A
Terminal values

Terminal values refer to desirable end-states of existence. These are the
goals that a person would like to achieve during his or her lifetime. These values
vary among different groups of people in different cultures.

The terminal values in RVS are:

True Friendship

Mature Love

Self-Respect

Happiness

Inner Harmony

Equality

Freedom

Pleasure

Social Recognition

Wisdom

Salvation

Family Security

National Security

A Sense of Accomplishment

A World of Beauty

A World at Peace

A Comfortable Life

An Exciting Life
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Continuation of the Appendix A
Instrumental values

Instrumental values refer to preferable modes of behavior. These are
preferable modes of behavior, or means of achieving the terminal values. The
instrumental values are:

Cheerfulness

Ambition

Love

Cleanliness

Self-Control

Capability

Courage

Politeness

Honesty

Imagination

Independence

Intellect

Broad-Mindedness

Logic

Obedience

Helpfulness

Responsibility

Forgiveness
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Continuation of the Appendix A
Table A.1
List of descriptions for males (S. Schwartz approach)
Description very much | like me | somewhat | alittle like | not like not like me
like me (6 (5 like me (4 me (3 me (2 atall (1
scores) scores) scores) scores) scores) score)

Thinking up new ideas and being creative is important to him. He likes
to do things in his own original way.

It is important to him to be rich. He wants to have a lot of money and
expensive things.

He thinks it is important that every person in the world be treated
equally. He believes everyone should have equal opportunities in life.

It's very important to him to show his abilities. He wants people to
admire what he does.

It is important to him to live in secure surroundings. He avoids
anything that might endanger his safety.

He thinks it is important to do lots of different things in life. He always
looks for new things to try.

He believes that people should do what they are told. He thinks people
should follow rules at all times, even when no one is watching.

It is important to him to listen to people who are different from him.
Even when he disagrees with them, he still wants to understand them.

He thinks it's important not to ask for more than what you have. He
believes that people should be satisfied with what they have.
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Continuation of Table A.1

Description

very much
like me (6
scores)

like me
(5
scores)

somewhat
like me (4
scores)

a little like
me (3
scores)

not like
me (2
scores)

not like me
at all (1
score)

He seeks every chance he can to have fun. It is important to him to do
things that give him pleasure.

It is important to him to make his own decisions about what he does.
He likes to be free to plan and to choose his activities for himself.

It is very important to him to help the people around him. He wants to
care for their well-being.

Being very successful is important to him. He likes to impress other
people.

It is very important to him that his country be safe. He thinks the state
must be on watch against threats from within and without.

He likes to take risks. He is always looking for adventures.

It is important to him always to behave properly. He wants to avoid
doing anything people would say is wrong.

It is important to him to be in charge and tell others what to do. He
wants people to do what he says.

It is important to him to be loyal to his friends. He wants to devote
himself to people close to him.

He strongly believes that people should care for nature. Looking after
the environment is important to him.

Religious belief is important to him. He tries hard to do what his
religion requires.
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Description very much | like me | somewhat | alittle like | not like not like me
like me (6 (5 like me (4 me (3 me (2 atall (1
scores) scores) scores) scores) scores) score)

It is important to him that things be organized and clean. He really
does not like things to be a mess.

He thinks it's important to be interested in things. He likes to be curious
and to try to understand all sorts of things.

He believes all the worlds’ people should live in harmony. Promoting
peace among all groups in the world is important to him.

He thinks it is important to be ambitious. He wants to show how
capable he is.

He thinks it is best to do things in traditional ways. It is important to
him to keep up the customs he has learned.

Enjoying life’s pleasures is important to him. He likes to ‘spoil’
himself.

It is important to him to respond to the needs of others. He tries to
support those he knows.

He believes he should always show respect to his parents and to older
people. It is important to him to be obedient.

He wants everyone to be treated justly, even people he does not know.
It is important to him to protect the weak in society.

He likes surprises. It is important to him to have an exciting life.

He tries hard to avoid getting sick. Staying healthy is very important to
him.
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Continuation of Table A.1

Description very much | like me | somewhat | alittle like | not like not like me
like me (6 (5 like me (4 me (3 me (2 atall (1
scores) scores) scores) scores) scores) score)

Getting ahead in life is important to him. He strives to do better than
others do.

Forgiving people who have hurt him is important to him. He tries to
see what is good in them and not to hold a grudge.

It is important to him to be independent. He likes to rely on himself.

Having a stable government is important to him. He is concerned that
the social order be protected.

It is important to him to be polite to other people all the time. He tries
never to disturb or irritate others.

He really wants to enjoy life. Having a good time is very important to
him.

It is important to him to be humble and modest. He tries not to draw
attention to himself.

He always wants to be the one who makes the decisions. He likes to be
the leader.

It is important to him to adapt to nature and to fit into it. He believes
that people should not change nature.
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Continuation of the Appendix A

Table A.2
List of descriptions for females (S. Schwartz approach)
Description very
much not
like me like somewhat | a little like like not like me
(6 me (5 | like me (4 me (3 me (2 atall (1
scores) | scores) scores) scores) scores) score)

Thinking up new ideas and being creative is important to her. She likes to do
things in her own original way.

It is important to her to be rich. She wants to have a lot of money and
expensive things.

She thinks it is important that every person in the world be treated equally.
She believes everyone should have equal opportunities in life.

It is very important to her to show her abilities. She wants people to admire
what she does.

It is important to her to live in secure surroundings. She avoids anything that
might endanger her safety.

She thinks it is important to do many different things in life. She always
looks for new things to try.

She believes that people should do what they are told. She thinks people
should follow rules at all times, even when no one is watching.

It is important to her to listen to people who are different from her. Even
when she disagrees with them, she still wants to understand them.

She thinks it is important not to ask for more than what you have. She
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Continuation of the Appendix A
Description very Continuation of Table A.2
much not
like me like somewhat | a little like like not like me
(6 me (5 | like me (4 me (3 me (2 atall (1
scores) | scores) scores) scores) scores) score)

believes that people should be satisfied with what they have.

She seeks every chance she can to have fun. It is important to her to do things
that give her pleasure.

It is important to her to make her own decisions about what she does. She
likes to be free to plan and to choose her activities for herself.

It is very important to her to help the people around her. She wants to care for
their well-being.

Being very successful is important to her. She likes to impress other people.

It is very important to her that her country be safe. She thinks the state must
be on watch against threats from within and without.

She likes to take risks. She is always looking for adventures.

It is important to her always to behave properly. She wants to avoid doing
anything people would say is wrong.

It is important to her to be in charge and tell others what to do. She wants
people to do what she says.

It is important to her to be loyal to her friends. She wants to devote herself to
people close to her.

She strongly believes that people should care for nature. Looking after the
environment is important to her.
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Description very Continuation of the Appendix A
much Continuation of Table A.2
like me like somewhat | a little like like not like me
(6 me (5 | like me (4 me (3 me (2 atall (1
scores) | scores) scores) scores) scores) score)

Religious belief is important to herm. She tries hard to do what her religion
requires.

It is important to her that things be organized and clean. She really does not
like things to be a mess.

She thinks it is important to be interested in things. She likes to be curious
and to try to understand all sorts of things.

She believes all the worlds’ people should live in harmony. Promoting peace
among all groups in the world is important to her.

She thinks it is important to be ambitious. She wants to show how capable
she is.

She thinks it is best to do things in traditional ways. It is important to her to
keep up the customs she has learned.

Enjoying life’s pleasures is important to her. She likes to ‘spoil” herself.

It is important to her to respond to the needs of others. She tries to support
those she knows.

She believes she should always show respect to her parents and to older
people. It is important to her to be obedient.

She wants everyone to be treated justly, even people she does not know. It is
important to her to protect the weak in society.

She likes surprises. It is important to her to have an exciting life.
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Description very Continuation of Table A.2
much not
like me like somewhat | a little like like not like me
(6 me (5 | like me (4 me (3 me (2 atall (1
scores) | scores) scores) scores) scores) score)

She tries hard to avoid getting sick. Staying healthy is very important to her.

Getting ahead in life is important to her. She strives to do better than others
do.

Forgiving people who have hurt her is important to her. She tries to see what
is good in them and not to hold a grudge.

It is important to her to be independent. She likes to rely on herself.

Having a stable government is important to her. She is concerned that the
social order be protected.

It is important to her to be polite to other people all the time. She tries never
to disturb or irritate others.

She really wants to enjoy life. Having a good time is very important to her.

It is important to her to be humble and modest. She tries not to draw attention
to herself.

She always wants to be the one who makes the decisions. She likes to be the
leader.

It is important to her to adapt to nature and to fit into it. She believes that
people should not change nature.
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Questionnaire for multinational organizations
Yacruna 1. 3araasHa iHpopmanis
1. Bam Bik *
Bama BignoBigs mosuaHA OyTH Big 10 10 99
V 11e mose MO>kHA BBECTH TiJBKH I[iJI€ YHCIIO.
Bynp nacka, HAUIIITE CBOIO BiAMOBIAB TYT:

2. Micne HapomKkeHHs (KpaiHa) *
Bubepits 0iHYy 3 HACTYIHUX BiANOBiAeH
Bynp macka, BuOEpiTh TUTBKH OHY 31 CIIHCKY IepepaxoBaHUX KpaiH:
* AnbaHis

* Axup

* Aunoppa

* Anrona

* ApreHruHa

* BipmeHis

* ABcTpaiis

* ABCTpis

* AzepOaiimxan
e banrmanem

* binopyce

* Benpris

* Bocwis i 'epreroBuna
* Bpazumis

* Bonrapis

» Kamepyn

* Kanaga

* Kurait

» Konro

* Xopsaris

* Kinp

* Yexis

* Jlanis

* lemokparuuna pecny0iika Korro
* €rumner

* EcTonis

o OigngaHais

» OpaHis

* I'pysis

» Himeuuuna
*'ana

* ['i6panTap

* ['perist
 ['pennanmist

* 'onkoHr

* YropuiHa

* [cnanmist

o [amis
 [Hnonesis

* Ipan

* Ipax

* [pmanmis

* [3pains

* ITamis

* Anonis

. ﬁopaaﬂiﬂ

» Kazaxcran

* Kenis

* KyseiiT

« JlatBis

244
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« JliBan Continuation of the Appendix B
* Jlibepis

« JIiBist

* JliXTeHIITEHH

e JIutBa

* JlrokcemOypr

* Makao

* Manarackap

* Maiaiizist

* ManbTa

* MaBpukii

* Mekcuka

* MongoBa

* Monako

* MoHromist

* YopHoropis

* Mapoxkko

* Hinepmanau

* Hosa 3emanmist

* Hirepis

« [TiBHiuHa MakeoHis
 Hopseris

* Oman

e [Takucran

« [TanecTuHa

* [Taparaait

o Oiminminm

« [Tonpmia

* [Topryramis

* Karap

* PymyHis

e Pocis

* Pyanna

* [liBnenna Kopes
» Can-Mapuno

* CaymiBcbka ApaBist
* Cep0ist

* Cigramyp

¢ CnoBayynHa

« CiioBeHist

* [liBnenna Adpuka
* [liBnennuii Cyman
* Icrianis

o [IIBemis

* [IIBetinapis

* Cupis

e TaiiBaHb

e TamKUKHUCTaH

» Tanszanis

e Tainang

e Toro

* Tynic

* Typeuunna

* OAE

* Yrauga

* Benuka Bputanis
* Vkpaina

* Ypyrsaii

« CIIIA

¢ V30ekucTan

* Barukan

* B'ernam

e €EMeH
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* 3imbabBe
* [HII12

3. Kpaina comiamizarmii (Miciie mpoXuBaHHs 10 14 pokiB) *
Bubepith 0HY 3 HACTYITHHX BiAIIOBiAeH
Byne nacka, BHOEpPITh TIJIBKH OJTHY 31 CHIMCKY NepepaxoBaHUX KpaiH:
e Anbaunis

o Amxup

» AHioppa

e AHrozia

* ApreHTuHa

* Bipmenis

* ABcTpais

* ABcTpis

* AzepOaiimkan
¢ banrmagem

* Bimopych

» Benbris

* bocHis i ['epuerosuna
* bpazunis

* Bonrapis

» Kamepyn

* Kanaga

e Kurait

¢ Konro

» XopBaTis

* Kimp

* Yexis

* Jlanis

* Jlemokparuuna pecnyoiika Konro
¢ €rumer

* EcTonis

o OiHIAHAIA

» OpaHiis

* ['py3is

* Himeyyuna

e ["aHa

* I'ibpanTap

* ['pemis

* ['pennangis

* ['OHKOHT

* YropumuHa

* [cnanmist

o [His

e [umoHes1s

* Ipan

* Ipak

* Ipnanmis

* [3pains

« [Tanis

« Snonis

+ Mopnawuis

» Kazaxcran

* Kenis

» KyBeiir

« JlaTBist

« JliBan

« Jlibepist

« JIiBist

e JIixTeHImTe il
e JIutBa

* JIrokceMOypr
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* Makao Continuation of the Appendix B

* Manarackap

* Maiaiizist

* MansTa

* MagBpukiii

* Mekcuka

* MojoBa

* Monako

e MoHromis

* YopHoropis

* Mapoxkko

* Hinepmanau

e HoBa 3emanmis

* Hirepis

« [TiBHiu"Ha MakeqoHis
* Hopgeris

* Oman

e [Takucran

* [TanectuHa

* [Taparsait

o Qininminu

e [Tonpmia

* [Topryranis

» Karap

* PymyHnis

* Pocis

* Pyanna

* [liBnenna Kopes
* Can-Mapuno

* CayniBcbka Apasist
* Cep0ist

* Cinramyp

« CiioBayumnHa

e CioBeHis

* [liBnenna Adpuka
* [liBnennnii Cyman
* [criaHis

« [IIBemis

* [IBetinapist

* Cupis

e TaiiBaHb

e TapKuKUCTaH

» Tanzanis

e Tainaung

* Toro

* TyHic

» Typeuunna
*OAE

* Vranmga

* Bennka Bpuranis
* Ykpaina

* Ypyraait

« CIIIA

* V30ekucTan

* Batukan

¢ B'ernam

* €Emen

* 3amOist

* 3iM0abBe

¢ [nmra
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4. KpaiHa, sika He € 0aThKIBIIMHOIO, 1 B SIKii BU NepeOyBaiy 3HaYHKUH 1epioa dacy (rmoHan 1 pik)
Bubepith 0HY 3 HACTYITHHX BiAIIOBiAeH
Bynp macka, BuOEpiTh TITBKK OHY 31 CIIMCKY IEpEepaxoBaHUX KpaiH:
* AnbaHis

* Axup

* Aunoppa

* Anroina

* ApreHTuHa

* BipmeHis

* ABCTpaiis

* ABCTpist

* AzepOaiimxan
* banrmanem

* Bimopych

* Benpris

* Bocwis i 'epreroBuna
* Bpazumis

* Bonrapis

» Kamepyn

» Kanana
 Kurait

» Konro
 Xopsaris

* Kinp

* Yexis

* Jlanis

* lemokpatuuna pecnyOiika Korro
* €rumner

* EcTonis

o OigngaHais

» OpaHiis

* I'pysis

» Himeuuuna

* ["ana

* I'i6panTap

* I'perrist

* ['pennangis

* ['oHKOHT

* YropuiyHa

o [cmannis

o [amis

e [umoHes1s

* Ipan

* Ipax

* [pmanmis

* [3pains

* [ramis

* SAnonis

. ﬁopuaﬂiﬂ

» Kazaxcran

* Kenis

* KyseiiT

« JlatBis

« JliBan

* Jlibepis

« JIiBis

* JlixTeHIITEHH
* JIuTBa

* JIrokcemOypr
* Makao

* Manarackap
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* MansTa

* MagBpuxiii

* Mekcuka

* MomngoBa

* Monako

e MoHromis

* YopHoropis

* Mapoxkko

* Hinepnanau

* HoBa 3enanzis

* Hirepis

« [TiBHiu"Ha MakeqoHis
» Hopgeris

e Oman

e [Takucran
 [TanecTuna

* [Taparaait

o Qininminu

e [Tonpmia

* [Topryranis

* Karap

* PymyHis

* Pocis

* Pyanna

* [liBnenna Kopes
* Can-Mapuno

* CaymiBcbka ApaBist
* CepOist

* Cinramyp

« CiioBayumnHa

e CioBeHis

* [liBnenna Adpuka
* [liBnennuii Cyman
¢ [cmanis

« [IIBemis

* [IBetinapist

* Cupis

e TaiiBaHb

¢ TapKuKUCcTaH

« Tanzanis

e Tainanp

e Toro

* TyHic

* Typeuunna

* OAE

* Vranmga

* Bennka Bpuranis
* Ykpaina

* Ypyraait

« CIIIA

¢ V30ekucTad

* Batukan

¢ B'ernam

e €EmeH

* 3amOis

* 3iM0a0Be

e [Hmra

5. KpaiHa, sika, Ha Bamry nymKy, cyTTeBo BIuiMHYNa Ha Bam ctuis jinepersa *
Bubepits oiHYy 3 HACTYIHUX BiANOBiAeH

Bynp nacka, BHOepiTh TIIBKH OJIHY 31 CHHCKY NepepaxoBaHUX KpaiH:

* Anbanist
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* Amxup

* Aanoppa

e AHromia

* Aprentuna
* Bipmenis

* ABcTpais
* ABCTpist

* AzepOaiimxan
* banrnmanem
* binopyce

* Benbris

* BocHis i ['epuerosuna
* Bpazumis

* Bonrapis

» KamepyHn

* Kanaga

e Kurait

¢ Konro

* Xopsaris

* Kinp

* Yexis

* Jlanist

* Jlemokpatuuna pecny6iika Konro
e €rumneT

« Ecronis

o OimgHIIs
» OpaHIis

* I'pysis

* Himeyuyuna
*[ana

* I'i6panTap

* I'pewtist

* ['pennannis
* ['OHKOHT

* YropmuHa
o [cmannis

o [amis

* [HoHE31s

* Ipan

* Ipak

* Ipmanmis

* [3pains

o [Tams

* SnonHis

« Mopnawuis

» Kazaxcran
« Kenis

* KyseiiT

« JlaTBis

« JliBan

« Jlibepist

« JIiBist

o JlixTeHIITEWH
¢ JIutBa

* JIrokcemOypr
* Makao

* Mapnarackap
* Manaii3ist

* MansTta

* Magpukiii

* Mekcuka

* MongoBa

* Monako

Continuation of the Appendix B
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* YopHoropis
* Mapoxkko

* Hinepmanan

e HoBa 3enannis

* Hirepis

« [TiBHiu"na MaxkeoHis
* Hopseris

* Oman

e [lakucran

* [TanectuHa

» [TaparBaii

o Oiminming

* [Tonpma

* [Topryramnis

» Katap

* PymyHnis

* Pocis

* Pyanna

* [liBnenna Kopes
» Can-Mapuno

* CayniBcbka Apasis
* Cep0ist

* Cigramyp

¢ CnoBayuyrHa

« CiioBeHis

* [liBnenna Adpuka
* [liBnennnii Cyman
* [criaHis

o [1IBemis

* [IBetitapis

* Cupist

* TaiiBaHp

e TapKkuKUCcTaH

» TanzaHis

e Tainang

e Toro

* TyHic

* Typeuunna

« OAE

e Yranga

* Benuka Bpuranis
* Ykpaina

* Ypyrsait

« CIIIA

* V30ekucTan

* Barukan

¢ B'ernHam

e €EMeH

* 3am0ist

* 3iM0abBe

¢ [nmra

6. Bam pix gisutbHOCTI *

BubepiTh 0HY 3 HACTYITHHUX BiAMOBiAeH

Bynp macka, BuOepiTh TiILKM OIHY BiIIOBiAb i3 3aIIPONOHOBAHOTO CITHCKY:
* CTYAEHT

* BUKJIa#aq

* Oi3HEC

7. Bynp nacka, BKaxiTh, Baury MaiOyTHIO crienianbHIicTh *
JaiiTe BiAMOBIb HA II¢ 3aIIUTAHHS TUTBKY MIPH JOTPUMAHHI HACTYITHUX YMOB:
Byna BiAMOBiAb «CTyneHT» Ha mUTaHHS «6 [M6]» (Bamr pix misapHOCTI)
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Bynp macka, HaNMMIIiTH CBOIO BiJTIOBIb TYT: Continuation Of the A Dpendix B

8. Bynp macka, BKaxiTh, SIKOIO € cepa Bammx HayKoBHX iHTEpeciB *

JaiiTe BiAMOBi HA 1€ 3aIIUTAHHS TUTBKH MIPU JOTPUMaHHI HACTYITHHX YMOB:
Byna BiamoBinp «Buxiagayy» Ha muTaHHA «6 [M6]» (Bam pin aisuteHOCTI)
Bynp macka, HAMUIIITE CBOIO BiATIOBiAb TYT:

9. Bynp nacka, BkaxiTth Barmry coepy pisuibHOCTI *

JaiiTe BiAMOBIG HA II¢ 3aMUTAHHS TUTBKY MPU JOTPUMAHHI HACTYITHUX YMOB:
Byna BiamoBinp «Oi3Hec» Ha muTaHHA «6 [M6]» (Bamn pia gisuibHOCTI)

Bynp nacka, HAMUIIITE CBOIO BiATOBIAB TYT:

10. Y maete Bu ocobucto nocBin mimgepcrsa *
Bubepith 0HY 3 HACTYITHHX BiAIIOBiAeH

Bynp macka, BuOEpiTh TITBKK OJUH 3 BapiaHT 31 CIIHUCKY:
* TaK

e Hi

11. Skuio Tak, TO SIK TOBTO, HAa MPOTs3i IKOTO Yacy: *

JaiiTe BiAMOBIb HA II¢ 3aMUTAHHS TUTHKY MIPU JOTPUMAHHI HACTYITHUX YMOB:

Byna BinnoBins «rak» Ha nutanHs «10 [M7]» (Ui maere Bu ocobucto nocBix nigepcrsa)
Bubepith 0/1HYy 3 HACTYIHUX BiANOBiAeH

Bynp nacka, BHOEPITh TiJIBKM OJUH BapiaHT i3 3aIPOIIOHOBAHOTO CIIUCKY:

* MEHIIIE POKY

* 1-5 pokiB

* 6-10 pokiB

* 6upmre 10 pokiB

YacruHa 2. AHKeTa 3 olliHkM BaromMocTi ninHocreii (PeiiTunr) - Cnucok A

JJ1st KOXKHOT 31 CIIECKY 3alpOITOHOBAHMX IIHHOCTEH (CIHCOK A), BU3HAUTe, OyIb J1acka, il 3HaAYYIIiCTh
(panr):

1) ocobucto mnst Bac (B Bamomy xuTTi) - IepIia 4acTHHA;

2) nns nigepa (Ha Bamry nymKy) - qpyra yacTHHa.

Busnaute HoMep paHry [uist koxHoI 1iHHocTI Bij 1 10 18 (1 - HaiiBaxiuBine, 18 - HaliMeHIT 3HaUY1IA).

12. P1. Jlns koxHOT 31 CIIMCKY 3alPONIOHOBaHMX LIHHOCTEH (cMcok A), BUu3HauTe, Oyb jacka, ii
3HavymicTh (paHr) ocoducro st Bac (B Bamomy »wuTti). BusHautre Homep paHry 1uist KOxKHOI IiHHOCTI Bij 1 1o 18
(1 - naiiBaxxsmBime, 18 - HaliMeHT 3HAYyINA). *

Bam noTpiOHO 3AiiiCHUTH paHKyBaHHS IHHOCTEH IO MOPSAKY, HE JOITyCKA€THCSI BCTAHOBJICHHS
OJTHAKOBOTO PaHTy JUIS Pi3HHUX HIHHOCTEH.

Byne nacka, Bubepits He Oinbre 18 paHris.

Bynp nmacka, HajaiiTe paHT KOKHOT IIHHOCTI B mopsAKy Bammx ymomo6ans Bix 1 1o 18

* AKTHUBHE, JisJIbHE 1 IiKaBe )KUTTA (TIOBHOTA Ta EMOIII{HA HACUYEHICTh KHUTTS)

* BHyTpiniHs rapmMoHist (BIEBHEHICTb B c00i, cB0O0/1a BiJl BHYTPIIIHIX CylepeyHOCTEH, CYMHIBiB)

* J)KutTeBa MyapicTh (3pUTICTh CYIKEHD Ta 3I0OPOBHHU TIIY3I, IO AOCSITAIOTHCS 3 KUTTEBUM JOCBIZIOM)

* 3nopoB's (pizuuHe i ICUXivHE)

« [lixaBa pobora

» Koxanns (qyxoBHa i (hi3ngHa ONMM3BKICTh 3 KOXaHOIO JIIOJUHOIO)

* MatepianpHo 3a0e3neueHe i KoM(POpTHE KUTTA (BiACYTHICTh MaTepialbHUX TPYIHOIIIB)

* CripaBxHs Ipyx0a (HasBHICTb JOOPHX 1 BIpHUX JIpYy3iB)

* CycninbHe BU3HaHHS (IIOBara OTOUYIOYHX, KOJIEKTHUBY, KOJIET 10 poOOTi)

* [TizHaHHA (MOXKIIMBICTH PO3MIMPEHHS CBOET OCBITH, KPYro30py, 3arajibHOT KYJIbTYPH, IHTEJIEKTyaIbHUI
PO3BUTOK)

* [IpotykTHBHA )KUTTS (MAKCHMAJIEHO IIOBHE BUKOPHUCTAHHS CBOiX MOXJIMBOCTEH, CHII 1 3110HOCTEH)

* Po3BuTOK (p0OOTa Ha/ COOOO, MOCTIHHE (Pi3UYHE 1 JyXOBHE BIOCKOHAICHHS)

* CB0oOO/A (CaMOCTIiHICTh, HE3aJICKHICTh Y CY/DKEHHAX 1 BUNHKAX )

* [IparHenss 10 kpacu (TepekKuBaHHS MIPEKPACHOTO B IPUPO/Ii i B MUCTEIITB1)

« [IJacouBe ciMEHE JKUTTS

* [Iacts inmux (100poOyT, PO3BUTOK 1 BAOCKOHAJICHHS 1HIIKX JIIOJIeH, YChOTO HAPOLY, JIIOACTBA B IIJIOMY)

* TBOp4icTh (MOKIIMBICTH TBOPYOT AISUTHHOCTI)

* 3a710BOJICHHS 1 po3Baru (po3Baru, MpueMHE, HEOOTSHKIIMBE MMPOBENCHHS Yacy, BIICYTHICTh 00OB'S3KiB)
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13. P2. JIns K0xHOT 31 CIIUCKY 3alPONIOHOBAaHMX LIHHOCTEH (CIIHCOK A), BU3HAUTE, OyAb J1acka, il
3HAYYIIiCTh (paHr) Ui Jigepa (Ha Bamry nymky). BusHaute HOMep paHry Uit KoskHOI IiHHOCTI Bix 1 mo 18 (1 -
HaliBaxnuBimie, 18§ - HalfiMeHIT 3HaTymIa). *

BaMm noTpiGHO 3miiiCHUTH paHKyBaHHS MiHHOCTEH IO MOPSAKY, HE JOIMYCKAETHCS BCTAHOBICHHS
OJTHAKOBOTO PaHTy UL Pi3HHUX HIHHOCTEH.

Bynp macka, Bubepits He OinbIme 18 paHris.

Bynp macka, HagaiiTe paHT KOXKHOI IIHHOCTI B opsAAKy Bammx ymomo6ans Bix 1 1o 18

* AKTHBHE, JIsUTBHE 1 [iKaBe )KUTTS (MOBHOTA Ta EMOILiiHA HACHYCHICTh YKHUTT)

* BHyTpiiHs rapMoHist (BHEBHEHICTh B c00i, cB000/1a BiJl BHYTPILIHIX CyIIEpPEeYHOCTEH, CyMHIBIB)

* XKurreBa MyzapicTh (3piIiCTh CyIDKEHb Ta 3J0POBHH TIIy3/, 110 AOCATAIOTHCS 3 )KUTTEBUM JOCBIIOM)

* 310poB's ((hizudHE i ICUXivHE)

* [lixaBa poboTa

» KoxanHs (nyxoBHa i (hiznuHa OJIM3BKICTH 3 KOXaHOIO JIFOAWHOIO)

* MatepiansHo 3a0e3nedeHe i KOM(POPTHE KUTTA (BIACYTHICTh MaTepialbHAX TPYAHOIIB)

* CripaB:xHs Apyxk0a (HasBHICTh JOOPUX 1 BIpHUX JpPYy3iB)

» CycninpHe BU3HAHHS (ITOBara OTOYYIOUHX, KOJIEKTUBY, KOJIET 10 POOOTI)

* [li3HaHHA (MOXKIIMBICT PO3IMINPEHHS CBOET OCBITH, KPYro30py, 3arajbHol KyJIbTYPH, iHTEIEKTYaIbHAN
PO3BHTOK)

* [IpotykTHBHA )XUTTS (MAaKCHMAJIBHO IIOBHE BUKOPUCTAHHS CBOiX MOXIIMBOCTEH, CHII 1 3a10HOCTEH)

* Po3BuTok (poboTa Hax co0oto, mocTiitHe Gi3uyHe 1 JyXOBHE BIOCKOHAJICHHS)

* CBo0OO/1a (CaMOCTIHHICTh, HE3AJISKHICTh Y CYJDKEHHSX 1 BUNHKAX )

* [IparnenHs 1o kpacu (IepeUBaHHS IPEKPACHOTO B MIPUPOAI | B MUCTEIITBI)

* [IlacuBe ciMeiiHe JKUTTS

* Macrs iHmuMX (100pOOYT, PO3BUTOK i BAOCKOHAJICHHS IHIINX JIOAEH, yChOTO HApO.Ly, JIOICTBA B LIJIOMY)

* TBOpYiCTh (MOKIIMBICTH TBOPUOI JisUTEHOCTI)

* 3a10BOJICHHS 1 po3Bary (po3Bary, mpueMHE, HEOOTSHKIINBE TIPOBECHHS Yacy, BIACYTHICTH O0OB'S3KIB)

14. P3. JIns K0XHOT 31 CIIFICKY 3aIpOINIOHOBaHUX I[IHHOCTEH (cricok B), Bu3HauTe, Oymp J1acka, i
3HAYyIIiCTh (paHr) ocobucTo anst Bac (B Bamomy xutti). BusHadute HOMep paHTy st KOKHOT miHHOCTI Bif 1 10 18
(1 - maitBaxxymBime, 18 - HalfiMeHIT 3HAYYIIA). *

Bam notpiGHO 31ifiCHUTH paH)KyBaHHS LIIHHOCTEH 110 MOPSIKY, HE JIOMYCKAETHCSI BCTAHOBJICHHSI
OJIHAKOBOT'O PAHTy ISl PI3HUX HIHHOCTEH.

Byne nacka, Bubepits He Oinbuie 18 paHris.

Bynp nacka, Hajalite paHr KOXKHOI I[IHHOCTI B nopsaky Bammx ynono6ans Bix 1 1o 18

* AKypaTHICTb (0XalHICTh, BMIHHS TPUMaTH Peyi HAJIGKHUM YHHOM, MOPSJIOK y CIpaBax)

* Bucoki 3anuTu (BUCOKI BUMOTH JI0 JKUTTS 1 BUCOKI JOMaraHHsl)

* BuxoBaHICTb i BBIWINBICTh (TapHI MaHEPH)

* XXutTepamicHICTS i JleTka Bjada (Io9yTTs TYMOPY)

* [HTENeKT i OCBiUCHICTH (MIMpPOTa 3HAHB, BUCOKA 3arajbHa KyJIbTypa)

* CTapaHHICTh (AUCIUILTIHOBAHICTb)

* HezanexxHicTh (34aTHICTD isITH CAMOCTIHHO, pilTyde)

* HempumupeHHicTh 10 HEAOMIKIB y c00i Ta iHIIHMX

* BinnmoBinanbHiCTh (MOYYTTS 000B'SI3KY, BMiHHS TPUMATH CBOE CIJIOBO)

* Pamionani3m (BMiHHS TBEpe30 1 JIOTIYHO MUCIIUTH, IpUHAMAaTH 00yMaHi, pallioOHaNbHI PIllIeHHS)

* CaMOKOHTpPOJb (CTPUMAaHICTh, CAMOIUCITUTLTIHA)

* CMITUBICTP y BiJICTOIOBaHHI CBO€ET TyMKH, TTOTJISIIB

* TBepna Boist (yMiHHS HAIOJSATTH HAa CBOEMY, HE BiJICTYHATH IEpe TPYIHOIIAMH)

* TeprmuMicTh (10 MOTJISIB 1 {yMOK iHIIUX, BMIHHS POIIATH iHIIAM IXHi TIOMUIKA Ta OMaHH)

* YecHicTb (IpaBAMBICTH, OIUPICTH)

* [lTupora nmorusiaiB (BMIHHS 3pO3YyMITH 9y)Ky TOUKY 30pYy, MOBa)KaTH 1HIII CMaKH, 3BUYai, 3BUYKHN)

* EQexTuBHicTh B cripaBax (IpanboBHUTICTh, IPOIYKTUBHICTE)

* YyiinicTs (n0aiinuBicTh)

15. P4. [Ins KOXHOI 31 CIMCKY 3allpOITIOHOBAHUX IIHHOCTEH (crucok B), Bu3HauTe, Oyap macka, ii
3HAYyYIIiCTh (paHr) i Jigepa (Ha Bamry nymky). BusHaute HOMep paHry it KoxkHOI IiiHHOCTI Bif 1 mo 18 (1 -
HaliBaxuIuBiIIe, 18 - HalimMeHnT 3Hauyma). *

Bam moTpiOHO 3MilCHUTH paHXyBaHHS IHHOCTEH IO MOPSIIKY, HE OITYCKAETHCS BCTAHOBICHHS
OJTHAKOBOTO PaHTy IS Pi3HUX IMIHHOCTEH.

Bynw macka, Bubepith He OinbIe 18 paHris.

Bynp nacka, Hajaiite paHT KOKHOT IIHHOCTI B MOpsAAKy Bammx ynogo6ans Big 1 qo 18

* AKypaTHicTb (0OXalHICTh, BMIHHS TPUMaTH Peyi HAJISKHUM YHHOM, IOPSJIOK y CIpaBax)
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* Bucoki 3anuTu (BUCOKI BUMOTH JI0 JKUTTS 1 BUCOKI JOMaraHHsl)

* BuxoBaHICTb 1 BBIWINBICTH (TapHiI MaHEepH)

* JXXutTepamicHICTB i Jlerka Baada (ogyTTs TyMOpY)

* [HTENEeKT 1 OCBiUeHICTH (MIMpPOTa 3HAHB, BUCOKA 3arajbHa KyJIbTypa)

» CTapaHHICTh (AUCIUIUTIHOBAHICTB)

» HezanexxHicTh (34aTHICTD HisITH CAaMOCTIHHO, pilTyde)

» HempumupeHHICTH 10 HEIOMIKIB y cO0i Ta iHIINX

* BignoBinaneHicTh (HO4YTTS 000B'SI3KY, BMIHHS TPUMAaTH CBOE CJIOBO)

* Parionanism (BMiHHS TBepe30 1 JIOTIYHO MUCIUTH, IPUIMaTH 00{yMaHi, pallioHajbHi PillIcHHS)
* CaMOKOHTPOJIb (CTPUMaHiCTh, CAMOIUCIUILTIHA)

* CMITUBICTb Y BiJICTOIOBaHHI CBOET TYMKH, MOTJISIIIB

* TBepaa Bouist (YMiHHS HAIIOJISATTH HA CBOEMY, HE BIJICTYNaTH Nepe]] TPYIHOIIAMH)

* TeprnuMicTh (O MOTIIAIB 1 AYMOK 1HIINX, BMIHHS POIIATH 1HIINM TXHI HOMHJIKH Ta OMaHH)

* YecHicTh (IpaBAMBICTH, OTUPICTH)

* [llupoTa morsiiB (BMIHHS 3pO3YMITH YKy TOUKY 30Dy, IIOBAKATH 1HIII CMaKH, 3BUYai, 3BUIKH)
* EdexkTHBHICTD B crIpaBax (IIpambOBUTICTh, IPOAYKTUBHICTB)

* UyitHicTh (10aMIHBICTB)

Yacruna 3. HinHicHUi onMTYBAJBHUK

16. Bkaxits Bamry cratp *

Byne nacka, BUOEPITh TiJIBKH OJJHY BiJIIOBI/Ib 3 HACTYITHOT'O CITUCKY:
* Kinka

* YonoBik

17. Hmwxue HaBeIeHI KOPOTKI OMHCH Pi3HUX pHC ocoducTocTi. bynp nacka, mpouynrtaiiTe Ko>KeH 3 OIMHUCIB i
moyMaiTe, HACKUTBKH IIeH OIMC 0COOMCTOCTI CXOXKUH a00 He cxoxuii Ha Bac. [ToctaBpre Xpectuk (X) B oaHil 3
KIIITHHOK TIPaBOPYY, SKa HAWOLIBII TOYHO OI[IHIOE HACKUIBKY OIMCaHa prica 0coOUCTOCTI mpuTaMaHHa Bam (orriaka
nmoBHHHA OyTH Bijx 6 10 1, Ipu mboMy OIliHKa 6 03HaYae HAWOUTBII TouHMiA 10 Bac ommc). *

JaiiTe BiAMOBiG HA Ii MUTAHHS TUTBKH MPHU JOTPUMAaHHI HACTYITHUX YMOB:
Byna Bignosines «Honosik» Ha nutanns «16 [Q5]» (BkaxiTe Bary crath)
Bynp nacka, BHOEpiTh BIANOBIHY BiJIIOBIIb Il KOXKHOTO OITUCY PHCH OCOOMCTOCTI:

nyxe CXO03Ke HA | CKopilme | Tpoxu He CX03Ke | 30BCiM He
CXO03Ke HA | MeHe CXOJKe HAa | CXO0JKe HA | HA MeHe | CXOKe Ha
MeHe (5 0axiB) | mene MeHe (2 6anu) | MeHe

(6 6a1iB) (4 6amm) | (3 6ayam) (1 6ax)

[TpuaymyBatH 10Ch HOBE 1 OyTH
BUHAXIIJTUBUM BaXKITHBO JJISI TAKOi
ocobucrocTi. BiH TFOOUTH YHHHUTH TI0-
CBOEMY, Ha CBIH JIal.

J11st Takoi 0COOUCTOCTI BaXKIIMBO OYTH
OaraToro JroIuHOI0. BiH X0ue, o0 y
HBOTO OyJ10 Oararo rpomei i Joporux
pedei.

Taka 0COOMCTICTh BBa)Kae, 110
BKIIMBO, 11100 JI0 KOYKHOI JIFO/IMHOIO B
CBITI CTaBHJIHCS OJTHAKOBO. BiH BipHTh,
110 y BCiX TIOBUHHI OyTH piBHI
MOYKJIMBOCTI B JKHUTTI.

Jliist Takoi 0COOMCTOCTI Ty>Ke BaXKITUBO
MoKasatu ¢Boi 3110H0CTI. BiH x0ue,
11100 JIFO/TM 3aXOTUTIOBAIINCS THM, IO
BiH POOUTB.

Jlist Takoi 0OCOOMCTOCTI BaXKIIMBO YKUTH
B Oe3neyHOMy OTO4YEHHI. BiH yHuKae
BCHOT0, 110 MOJKE 3arpOKyBaTH HOTO
Gesrerti.
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AyKe cX0e Ha | cKopillle | Tpoxu HE CX0ke | 30BCiM He
cX0Ke Ha | MeHe €XO0’Ke HAa | CXOJKe HA | HA MeHe | CXOxKe Ha
MeHe (5 6aqiB) | mene MeHe (2 6anu) | MeHe

(6 6aiB) (4 6aan) | (3 6a1m) (1 6ax)

Taka 0cOOMCTICTh BBa)Kae, 110
BaKJIMBO POOUTH OaraTo pi3HUX CIpaB
B JKUTTI. BiH 3a®xmu nparse 10
HOBH3HHU.

Taka 0COOHCTICTB BipHUTb, IO JTFOH
TOBUHHI pOOHTH T€, IO IM KaXKyTh.
Bin BBakae, 1110 JFOAM IOBUHHI
JOTPUMYBATHUCS TIPABUIT 3aBXKIIH,
HABITh KOJIM HIXTO HE OAYMTh.

oMy BaXTHBO BHCITyXaTH TyMKY
JIFOJICH, SIK1 BIIPI3HAFOTHCS BiJ HBOTO.
HagiTb SIKIIIO BiH HE 3rOZEH 3 HUMH,
BiH BCE OJTHO XOUe iX 3pO3YMITH.

Taka 0cOOMCTICTh BBa)Kae, 110
Ba)KJIMBO HE MPOCHUTH OLIBIIOTO, HiXK
Maenr. BiH BipUTS, 1110 JIFOAM TOBUHHI
3a70BOJILHATICS THM, IO Y HUX €.
Taka 0cOOHCTICTD 3aBXKIH IIYKAE
TIPUBI U1t po3Bary. J{is1 HeOro
BaKJIMBO POOUTH Te, 1110 IPUHOCUTH
JIOMY 3a/I0BOJICHHSL.

Jiist Takoi 0COOMCTOCTI BasKIIMBO
OJTHOOCIOHO BHPIIITYBATH, 1110 POOUTH.
Vomy nonoGaeThest GyTH BillbHEM y
IUTaHYBaHHI Ta BUOOPi CBOET
NSIIBHOCTI.

Jnst Takoi 0COOMCTOCTI JIy>Ke Ba)JIMBO
JIOTIOMaraTH oTouyrodnmM. Bil xoue
MIKITyBaTUCSA TPO iXHIH T0OpOoOyT.
Jist Takoi OCOOUCTOCTI [TyKe BaXKIIHBO
JIOCSITTH yCITiXy B XUTTi. Homy
M0I00A€THCS CIIPABISITH BPaXKSHHS Ha
IHIINX JTFOJIEN.

J1ist Takoi 0OCOOMCTOCTI [TyKe BaXKIIHBa
Oesmeka ioro kpainu. Bin BBaxkae, 1mo
Jiep>KaBa MOBUHHA OYTH TOTOBA JI0
3aXHUCTY BiJl 30BHILIHBOT 1 BHYTPIIIHBOT
3arpo3.

Taka 0COOMCTICTh JIFOOUTH
pm3uKyBaTy. BiH 3aBnu nrykae
TIPUTOIN.

JIiist Takoi 0COOMCTOCTI BOXKITMBO
3aBXK]TU TTOBOJIUTHCS HAJIC)KHUM
yrHOM. BiH X04e yHUKaTH Jiid, sKi
JIOI BBaYKaIu O XHOHUMU
(HenpaBUIILHUMHU).

J1ist Takoi 0COOUCTOCTI BaXKIIHBO OYTH
TOJIOBHHUM 1 BKa3yBaTH iHIIHM, III0
poOurh. Bin xoue, 1106 moan poounm
T, 110 BiH TOBOPHTb.

JIiist Takoi 0COOMCTOCTI BOXKIIMBO OyTH
BiJUTAaHUM CBOIM JIpy3sM. BiH xoue
TIPUCBSITUTH Ce0e CBOIM OJIM3BKUM.
Taka 0cOOHUCTICTB IUPO BIPUTH, IO
JIFO/TM TTIOBHMHHI J0ATH TIPO TIPUPO.TY.
TTikmyBaTHCS PO HABKOJIMIITHE
CEPENIOBHITIEC BOKIUBO JJISI HHOTO.
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AyKe cX0e Ha | cKopillle | Tpoxu HE CX0ke | 30BCiM He
CXO0Ke HA | MeHe CXO’Ke HA | CXOJKe HA | HA MEHe | CXO0iKe Ha
MeHe (5 6aqiB) | mene MeHe (2 6anu) | MeHe
(6 6aJiB) (4 6aan) | (3 6am) (1 6ax)

ByTu perniriiianM Ba)KIINBO 1T TaKOi
ocobwucrocTi. BiH Iyke CHITBHO
HAMaracThCsl BIAMIOBIIATA CBOIM
PETriiHIM MepeKOHAHHSM.

Jli1st Takoi 0COOMCTOCTI BayKJIUBO, 1100
pedi OynH y IOPSIIKY 1 B YHCTOTI.
Homy Hacripaezi He mog06aeThes
Oesnaj.

Taka 0COOHCTICTEL BBaKAE, 1110
BAXKJIMBO [IKABUTHCS OaraTbMa
peuamu. Momy moobaetsest GyTi
JIOTIUTIIMBHUM 1 HAMAraTucs 3p03yMiTH
pi3Hi pedi.

Taka 0coOHCTICTh BBa)Kae, 110 BC1
HapOJH CBITY TIOBHHHI JKUTH B
rapMoHii. CpHsTH BCTaHOBJICHHIO
MHpPY MK yciMa TpyTIaMH JIFO/IeH Ha
3eMJTi BaXKJIUBO JUISL HBOTO.

Taka 0COOHCTICTB TyMae, IO BaXKIIHBO
OyTH 4eCTOIFOOHUM (aMOITHHM).
ﬁOMy XOYETHCS M0KA3aTH HACKIJIBKU
BIH 3/1aTHUI.

Taka 0cOOHCTICTh TyMae, 110 Kparle 3a
BCE POOHTH BIiJINOBIITHO /IO YCTATICHUX
Tpaauiii. J[jis HbOro BayKIMBO
JIOTPUMYBATHUCS 3BHYAIB, 5K BIH
3aCBOIB.

JIiist Takoi 0COOMCTOCTI BaXKITHBO
OTPHUMYBATH 33/I0BOJICHHS Bill )KHTTSL.
Homy nonmobaeTrses «baryBaTm» cede.

J1nist Takoi 0COOUCTOCTI BaXKIIMBO OyTH
YyIHHUM /10 TIOTpeO iHIMMX Jrroei. Bin
HaMaraeThCsl MiATPUMYBATH THX, KOTO
3HaE.

Taka 0cOOMCTICTD BBasKae, 110 3aBXKIHA
MOBUHHA TPOSIBJISITH MIOBArY JI0 CBOIX
OaTbKiB 1 J1I0/1€H cTapioro Biky. s
HBOTO BAYKITHBO OYTH CITyXHSHHM.

Taxa ocobucTiCTh X04e, o0 3 ycimMa
MOBOMIINCS CIIPABEIMBO, HABITH 3
JIFOABbMH, IKUX HC 3HAE. I[J'lﬂ HBOT'O
BAKJIMBO 3aXUINATH CIAOKUX.

Taka 0cOOHCTICTB JTIOOUTH CIOPIIPHU3H.
J11s1 HBOTO BaXITHBO, MO0 HOTO JKUTTS
OyJ10 CIIOBHEHE SICKPaBUX BPayKEHb.

Taka 0COOHCTICTB JTy’Ke CTAPAETHCSI HE
3aXBOPITH. 30epEeIKEHHS 3I0POB'S
JTy’K€ BaYKJIMBO JUISI HHOTO.

[IpocyBaHHs Bepen y )KUTTI BaKIUBO
JuIst Takol ocobucTocTi. Bin nparne
pobuTH Bee Kpallle, HiX 1HIII.

Ji1st Takoi 0COOMCTOCTI BaXKIJIMBO
TIPOIIATH JIFOACH, sIKi 00pa3miM Horo.
Bin Hamaraetbest 0OaunTH 10 B HUX
JoOpe 1 He oOpaskaThCs.

JIiist Takoi 0COOMCTOCTI BAXKIIMBO OYTH
HE3aJIeKHO0 JTIoInHO0. Momy
110JJ00AETHCS MTOKIIAIATHCS Ha cebe.
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AyKe cX0e Ha | cKopillle | Tpoxu HE CX0ke | 30BCiM He
CXO0JKe Ha | MeHe CXOJKe Ha | CXOJKe HAa | HAa MeHe | CXO’Ke Ha
MeHe (5 6aqiB) | mene MeHe (2 6anu) | MeHe
(6 6aJiB) (4 6aqu) | (3 6aam) (1 6am)
Martu cTabinbHH ypsiT BaXKIIABO JUIS
TaKoi ocoducTocTi. BiH TypOyeThCs
1po 30epeKeHHS TPOMAJICEKOTO
HOPSIAKY.
J1ist Takoi 0COOUCTOCTI [TyKe BaXKIIHBO
BECh 4ac OyTH BBIWIMBUM 3 IHIIUMU
JoapMH. BiH HaMaraeTbest HIKOJIM He
JIpaTyBaTH i He TypOyBaTH IHIIUX.
Taka 0cOOHCTICTh NO-CIIPABKHBOMY
X04€ HACOJIO/KYBATHCS KUTTSIM.
JloOpe mpoBoauTH Yac JayKe BaKIUBO
JUISL HBOTO.
Jnst Takoi 0COOMCTOCTI BaXKITUBO OyTH
CKPOMHOIO JTIOIMHOK0. BiH
HaMaraeThCsl He TIPUBEPTaTH JI0 cede
yBarH.
Taka 0COOHCTICTB 3aBXK I X04e OyTH
THM, XTO TIpHiiMae pimenns. Homy
og00a€eThCs OYTH JTiISPOM.
JIiist Takoi 0COOMCTOCTI BasKITHBO
MPUCTOCOBYBATHCS JI0 IPUPOJIH, OyTH
4acTHHOIO 1. BiH BIpHTB, 1110 JIFOJM HE
TIOBUHHI 3MIHIOBATH PUPOJLY.
MaiiTe BiAMOBIAb HA I1i MUTAHHS TIIBKY MIPH JOTPUMAHHI HACTYITHUX YMOB:
Bbyna Bignosins «XKinka» Ha nutanns «16 [Q5]» (BxaxiTe Bary ctath)
Bynp nacka, BuOEpiTh BIANOBIHY BIAMOBIIb Il KOXKHOTO OIKCY PHUCH OCOOMCTOCTI:
AayKe CX0:Ke Ha | ckopille | Tpoxu He CX0ke | 30BCiM He
CXO0JKe Ha | MeHe CXO0JKe Ha | CXOJKe HA | HAa MeHe | CXO’Ke Ha
MeHe (5 6aniB) | mene MeHe (2 6anmu) | meHe
(6 6aJiB) (4 6amm) | (3 6asm) (1 6am)

[IpumymyBaTH mock HOBE i OyTH
BHHAXIJUTHBIM Ba)KJIMBO JUTS TAKOT
ocobwucrocTi. Bina moOuTh YMHUTH
M0-CBOEMY, Ha CBIiii JiaJl.

J1i1s1 Takoi 0COOMCTOCTI BaXKIIMBO OyTH
OaraToro JIIoIMHO. BoHa Xoue Matn
GaraTo rpoIei i Joporux peyen.

Taka 0COOMCTICTh BBa)Kae, 110
Ba)KITMBO, 11100 10 KOXKHOI JIFOANHOIO B
CBITI CTABUIINCS OQHAKOBO. BoHa
BIPHTH, 10 Y BCIX IIOBUHHI OyTH piBHI
MOSKJIMBOCTI B YKHTTI.

J11st Takoi OCOOUCTOCTI JTyKe BaXKIIHBO
MOKa3aTH CBOI 3/1i0HOCTI. BoHa xoue,
1100 JTFOJTH 3aXOTUTFOBAJIHCS THM, IO
BOHA POOHTb.

J1ist Takoi 0COOMCTOCTI BaXKIIHBO YKUTH
B Oe3neyHOMy OTOuYeHHI. BoHa yHuKae
BCBOT0, 1110 MOXE 3arpOKyBaTH il
Oesmerr.

Taka 0cOOMCTICTh BBa)Kae, 110
Ba)XJTIBO POOUTH 0ararto pizHUX CIpaB
B )KUTTi. BoHa 3aBxau nparse 1o
HOBH3HH.
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ayxKe
CXO0%Ke Ha
MeHe
(6 6aJiB)

CXO0Ke Ha
MCHE
(5 6anib)

cKopime
€X0%Ke Ha
MeHe

(4 6a1m)

TPOXH
CXO0’Ke Ha
MEHE

(3 6ann)

He CX0Ke
Ha MeHe
(2 6anm)

30BCiM He
CXO03Ke Ha
MeHe

(1 6am)

Taka 0COOHCTICTB BipHUTb, IO JTFOH
TIOBUHHI pOOHTH T€, IO IM KaXKyTbh.
BoHa BBaxkae, 110 JIFOIM TTOBUHHI
JOTPUMYBATHCS TIPABUI 3aBIKIH,
HAaBITh KOJI HIXTO HE 0AYHTB.

[t Ba>kiMBO BHCITYXaTH TyMKY JIOJIEH,
SIKi BiJIPI3HSAIOTHCS Bij Hel. HaBith
SIKIIIO BiH HE 3TrOJICH 3 HUMH, BiH BCE
OJTHO XOU€ 1X 3pO3yMITH.

Taka 0COOHCTICTEL BBaKAE, III0
BKJIMBO HE POCUTH OLIIBILIOTO, HIXK
Maeiil. BoHa BipHTS, 1110 JIFOIU
MOBHHHI 33/I0BOJILHSATUCS THM, 110
MaIOTh.

Taka 0cOOHCTICTD 3aBXKIH IIYKAE
TPHBI TSt po3Bard. J{iist Hel BaXKIMBO
POOHTH Te, 110 IPUHOCHUTH iii
3aJI0BOJIEHHS.

JIiist Takoi 0COOMCTOCTI BasKITHBO
OJIHOOCIOHO BHPIIITYBATH, 1110 POOUTH.
[it noyo6aeThest 6yTH BiTbHUM Yy
TUTaHYBaHHI Ta BUOOPi CBOET
NSIIBHOCTI.

J11s1 Takoi 0OCOOUCTOCTI TyKe BaXKIIHBO
JornoMarat OTO4yrO4uM. Bona xoue
MIKJIYBaTUCS TPO iX 100pOoOyT.

Jnst Takoi 0COOKCTOCTI JIy>Ke Ba)JIMBO
JIOCATTH YCIXy B 5KUTT. [if
1o00a€ThCsI CIIPABIIATH BPaXKCHHS Ha
IHIINX JTFOJIEN.

Jist Takoi 0OCOOUCTOCTI [TyKe BaXKIIHBa
Oesrneka kpainu. BoHa BBaxae, 1o
Jiep>kaBa IIOBHHHA OYTH TOTOBA JI0
3aXHMCTY BiJl 30BHINTHBOI i BHYTPILTHBOT
3arpo3su.

Taka 0cOOHCTICTh JIIOOUTH
pu3MKyBaTU. BoHa 3aBxau 1ykae
IPUTO M.

JIiist Takoi 0COOMCTOCTI BOXKITMBO
3aBK/IU TIOBOJIUTHCSI HAJISKHUM
yrHOM. BOHa X04e yHuKaTH! Jii, sKi
JIFOJI BBaYKaIu O XHUOHUMU
(TTOMHMIIKOBUMH).

Taka 0cOOHCTICTD 32BN IIYKAE
TPUBIJ U1t po3Bary. J{ist Hel BayKIIMBO
pOOUTH Te, O MPUHOCHUTB Tl
3a/I0BOJICHHSL.

[t Takoi 0cOOMCTOCTI BaXKITMBO OyTH
TOJIOBHOIO 1 BKa3yBAaTH 1HIIINM, IO
pobutn. BoHa xoue, 11100 Jiroau
pobwIH Te, 110 BOHA TOBOPHTH.

JIiist Takoi 0COOMCTOCTI BOXKIIMBO OYTH
BiJTAaHOO CBOIM Jipy3sM. BoHa xoue
TIPUCBSITUTH ce0e CBOIM OJIN3BKUM.

Taka 0cOOHUCTICTB PO BIPUTH, IO
JIFO/TM TIOBHMHHI J0ATH TIPO TIPUPO.Y.
TTikmyBaTHCS PO HABKOJIMIITHE
CEPEJOBHUIIE BaXKIJIMBO IS HE.




DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442

Continuation of the Appendix B 259

AyKe cX0e Ha | cKopillle | Tpoxu HE CX0ke | 30BCiM He
cX0Ke Ha | MeHe €XO0’Ke HAa | CXOJKe HA | HA MeHe | CXOxKe Ha
MeHe (5 6aqiB) | mene MeHe (2 6anu) | MeHe

(6 6aiB) (4 6aan) | (3 6a1m) (1 6ax)

ByTu perniriiiHo0 Ba)IIMBO I TAKO1
ocobucrocTi. Bona nyxe cHiIbpHO
HAMaracThCsl BIAMIOBIIATA CBOIM
PETriiHIM MepeKOHAHHSM.

Jli1st Takoi 0COOMCTOCTI BayKJIUBO, 1100
peui Gy y nopsaky i B uncrori. Tit
HACIIpaBJii He MOA00aEThCs Oe3a.
Taka 0COOHCTICTEL BBa)KAE, III0
BAXKJIMBO [IKABUTHCS OaraTbMa
peuamu. Tit nono6aeThest GyTn
JIOTIMTITMBOIO 1 HAMAraTUCS 3PO3YMITH
pi3Hi peui.

Taxa 0COOHCTICTh BBaXKae, 1110 BCi
HapOJIH CBITY TIOBHHHI JKUTH B
rapMoHii. CpusiTH BCTAHOBJICHHIO
MHpPY MK yciMa TpyTIaMH JIFO/IeH Ha
3eMJTi BXKJIUBO JIJIsI Hel.

Taka 0COOHCTICTB TyMae, IO BaXKIIHBO
6yTi aMbiTHOIO (decTomobHo0). Tif
XOYEThCS MMOKA3aTH HACKITIBKU BOHA
3[aTHA.

Taka 0cOOHCTICTh TyMae, 110 Kparle 3a
BCE POOKTH BIJINOBITHO /IO YCTAJIEHUX
Tpauiii. [y Hel BaxkuBo
JIOTPUMYBATHUCS 3BHYAIB, SIKi BOHA
3acBoia.

Jiist Takoi 0COOMCTOCTI BasKIIMBO
OTPUMYBATH 33I0BOJICHHS BiJ[ dKUTTSL.
{it momoGaeThest «OayBaTm» cebe.
J1nist Takoi 0COOUCTOCTI BaXKIIHBO OYTH
YyIHOO JI0 TIOTPEO 1HIIKX JIFO/ICH.
BoHa HamaraeThCs MiITPUMYBATH THX,
KOT'O 3HaE.

Taka 0cOOMCTICTD BBa)KaE, 110 3aBXKIHA
MOBHMHHA TPOSIBIISATH MOBAry JI0 CBOIX
0aThKiB 1 Jr0z1ei cTapiroro Biky. st
Hel BXXIIMBO OYTH CIyXHSHOIO.

Taka 0coOHCTICTh X0Ue, 11100 3 yciMa
MOBOMIIMCS CIIPABETMBO, HABITH 3
JIFOIIBMHU, SIKMX He 3Hae. JIyst Hel
BKJIMBO 3aXMIIATH CIAOKUX

Taka 0COOHCTICTD IFOOUTH CIOPIIPHU3H.
Jns Hei BaxumBo, 00 1i KUTTS OyII0
CIIOBHCHE SICKPABHUX BPAXKCHb.

Taka 0COOHCTICTB JTy’Ke CTAPAETHCSI HE
3aXBOPITH. 30epEeIKEHHS 3T0POB'S
JTy’K€ BKJIMBO JUIS Hel.

IIpocyBaHHs BIiepe]] y )KUTTI BaXKIUBO
JUTs Tako1 ocobucTocTi. BoHa mparse
poOHTH Bee Kpalle, HiX 1HIII.

Jist Takoi 0COOMCTOCTI BaXKIIHBO
TIPOIIATH JIFOACH, sKi i 00paswmiy.
Bona HamaraeTbcst 0a4nTH IO B HUX
JoOpe 1 He oOpaskaThCs.

JIiist Takoi 0COOMCTOCTI BOXKIIMBO OYTH
HE3aNeKHOIO MOIMHOIO. [ii
000a€THCS OKIIAIaTHCS Ha cebe.
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AyKe cX0e Ha | cKopillle | Tpoxu HE CX0ke | 30BCiM He
cX0’ke HA | MeHe €X0JKe Ha | CXO0)ke HA | HA MeHe | CXO3Ke Ha
MeHe (5 6aqiB) | mene MeHe (2 6anu) | MeHe
(6 6aiB) (4 6amm) | (3 6am) (1 6an)

Martu cTabinbHH ypsiT BaXKIIABO JUIS
TaKoi ocobucTocTi. Bora TypOyeThes
po 30epEeIKESHHST [POMAJICHKOTO
HOPSIIKY.

J1ist Takoi 0COOUCTOCTI [TyKe BaXKIIHBO
BECh 4ac OyTH BBIWIMBUM 3 IHIIUMU
moapMH. BoHa HaMaraeTbest HIKOJIM He
JIpaTyBaTH i He TypOyBaTH IHIIUX.

Taka 0cOOHCTICTh NO-CIIPABKHBOMY
X04€ HACOJIO/KYBATHCS KUTTSIM.
JloOpe mpoBoauTH Yac JayKe BaKIUBO
JULA Hel.

J11s1 Takoi 0COOMCTOCTI BaXKIIMBO OyTH
CKPOMHOIO JTFOIMHOI0. BoHa
HAaMaraeThCs He MPUBEPTATH 10 cede

yBarm.

Taka 0COOHCTICTB 3aBXK I X04e OyTH
THM, XTO TIpHAMa€ pilreHHs. [i
og00a€eThCs OYTH JTiISPOM.

JIiist Takoi 0COOMCTOCTI BasKITHBO
MPUCTOCOBYBATHUCS JI0 TIPUPOTH, OyTH
YacTUHOIO 1. BoHa BipUTh, 110 JTFOIH
HE TIOBMHHI 3MiHIOBATH IPHPOJTY.

JoaaTrkoBa inopmanis Ta kKoMeHTapi

19. lonaTtkoBa iHpopmallis, KoMeHTapi

Byne nacka, HanMIIiTH CBOT KOMEHTApI TYT:

Hanimutite cBoi pe3ysibTaTH ONMUTYBaHHS.
JIsikyeMo 3a HaJICWIIaHHS Pe3yJIbTaTiB [[bOTO ONUTYBaHHS.
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Part 1. General information
F 1D —RIER

1 .Your age % IK4E#E

(JE: BEZRLAAE 10 3 99 28], B Haem NEBHE. )
Your answer must be between 10 and 99

Only an integer value may be entered in this field.

—

2 .Place of birth (country) 1t A= Hh .

Choose one of the following answers

|‘ China LI Other:

—

3 145 Z AT K JE AT b
Country of socialization (residence place until 14 years old)

Choose one of the following answers

|‘ Please choose... ;I Other-

—

4 RITIEENMFHNERKHER (1ERUL)
The country where you stayed outside your homeland for the longest time (more than 1 year)

Choose one of the following answers

|‘ Please choose... vI

5 WRMASENEMERRHMERZ
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The country that has most influenced your leadership experience

Choose one of the following answers
|‘ China LI

6 TRIIHRM 2 -

Your occupance

Choose one of the following answers

. © student 24k

. ® teacher ¥
. © business professional %% %

7 ETERI LR

Please insert what is your major

—

8 f Ll A -

Please insert what is your field of expertise

—

9 .Leadership experience & &5 H NS LYK

=0
N

Choose one of the following answers

(INRFFEE “F” . NWEEFHF10# ; MEFEEE “F" , WAREZEEI0RA)

10. 1R FIRMEMEIEAN “&” , 1BO, EHEZKNEMINSET ? Ifyes, how long:
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Choose one of the following answers

i

. less than a year /b T 14F

. © 15 years 1-54F

e U 610years 6104

. © more than 10 years 104F KDL |

Part 2. Value Evaluation (Ranking) - List A

For each of proposed values (list A), please, determine their significance:

1) especially for you (in your life) - first part;

2) forleader (on your opinion) - second part.

Choose the ranking number from 1 to 18 (1 - the most significant value, 18 - the least significant

value).

HRGHE : MFEIRINME JIRA) , FREHLEEY

1) BESTENENTEES (EMALERED) HERE - F—859;
2) MEBTENENTAS (REMAEN) HEEN-F-8S.
EEM1LE 18R GS (1-REZE 18-RFEEE) .

FREZEFE 1IBIMER

12 .For each of proposed values (List A), please, determine their significance especially for you (in
your live) and choose the ranking number from 1 to 18 (1 - the most significant value, 18 - the least
significant value).

All your answers must be different and you must rank in order.

Double-click or drag-and-drop items in the left list to move them to the right - your highest ranking
item should be on the top right, moving through to your lowest ranking item.

Please select at most 18 answers

RYFEIMENME FIRA) , FAETEAXNEAD (EEHNEED) HWEEM, FEEM1E
18 (1-&EEE 18-HFEEE MBRET,

RATAMNERDATR, RBFURIAFHS, BREER 18 TMER

BN THRINE (FIRA) HITHFRF :
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Your choices & [11i%&+%:

. Active and interesting life (abundant and emotional life)
ERMABMETE (FEMBRMEMLETE)
. Inner harmony (self-confidence, freedom from inner conflicts, doubts)

RIDEFE (BE, MRIDAZEPER, M5

o Wisdom (mature judgments and common sense, which can be obtained with the life
experience)

BE (HARMHMIELR, "TLLBTAELNRS)

. Health (physical and psychological health) 28 (& iIMERER)
. Interesting job AR T/E

. Love (spiritual affinity and sex with the beloved person)

Z (BHLEPXEMANSLERANE)

. Financially secured and comfortable life (absence of financial hardships)
LT AREMEFENET CREZTEME)
Real friendship (good and loyal friends) EIEMIKIE (3 EHAMARR)
Public recognition (respect from the public, colleagues)

RINF] (ARX. RIEMEE)

5

. Knowledge (ability to further education, personal enrichment, general culture, intellectual
development)
A (RERE, TARE. —M8/XE. EHhREMEN)

. Productive life (the usage of the abilities and capabilities to the fullest)
ArEEE (ROFIARENIEESN)
. Development (self-development, life-long physical and spiritual improvement)

KB (BHEAKE ZESERNFEESRE)

. Freedom (independence in views and actions) B (W S4TSR %)
. Aspirations beauty (feeling the beauty in nature and art)

AEE (BREEANMZAHHIRE)

Happy family life E{B8RIRELE
Happiness of others (well-being, development of other people, the whole nation and
humanity) i ARISERR (1R, thAKE. BETPERMAZ)
. Art (ability for art) Z R (ZREEA)
Pleasure (entertainment, leisure time, absence of responsibilities)
MR (RER. RREE, X3E)
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. First choice &5 1%+

|‘ Please choose... vl

. Choice of rank 2 521 $%

|‘ Please choose... ;I

. Choice of rank 3 #53i% %

|‘ Please choose... 'I

. Choice of rank 4 4k #

|‘ Please choose... vl

. Choice of rank 5 & 5:%+%

|‘ Please choose... ;I

. Choice of rank 6 #56i% %

|‘ Please choose... 'I

. Choice of rank 7 7%

|‘ Please choose... vl

. Choice of rank 8 %581k %

|‘ Please choose... ;I

. Choice of rank 9 9%k %

|‘ Please choose... 'I

. Choice of rank 10 #10i%& %
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|‘ Please choose...

. Choice of rank 11 &11i%$%

|‘ Please choose...

. Choice of rank 12 5121 #

|‘ Please choose...

. Choice of rank 13 13k #

|‘ Please choose...
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. Choice of rank 14 5143+
|‘ Please choose... ;l

. Choice of rank 15 #5151&+#%
|‘ Please choose... ;l

. Choice of rank 16 #5161 $#¢
|‘ Please choose... ;l

. Choice of rank 17 $5171%&#%
|‘ Please choose... ;l

. Choice of rank 18 #5181k $%

|‘ Please choose... ;I



DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442

268
Appendix C
Results of the canonical analysis
Appendix C.1
Results of the canonical analysis for the personnel of Scholl of Economics and

Management in Neijiang Normal University

Canonical Correlations

Variables in set 1:
x1
x2
x3
x4
x5
X6
x7
x8
x9
x10
x11
x12
x13
x14
x15
x16
x17
x18

Variables in set 2:
yl
y2
y3

Number of complete cases: 100
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Canonical

Wilks

Number

Eigenvalue

Correlation

Lambda

Chi-Square

D.F.

P-Value

0,70683

0,840737

0,00396

444,985

324

0,0000

0,566536

0,752686

0,013582

346,211

289

0,0117

0,5231

0,3257

0,031278

278,918

256

0,1554

0,42606

0,652753

0,065877

219,312

225

0,5945

0,380766

0,617063

0,114281

174,612

196

0,8618

0,31704

0,563063

0,184553

136,03

169

0,9705

0,2913

0,540253

0,27022

105,334

144

0,9934

[ee] RN KoY RO, Y IE SN JUST § O o

0,19016

0,436092

0,381606

77,5511

121

0,9992

]

0,181434

0,42591

0,471221

60,5705

100

0,9994

10

0,120224

0,346734

0,575666

44,4543 81

0,9997

11

0,109168

0,330406

0,654333

34,1432 64

0,9992

12

0,0933445

0,305523

0,734519

24,8374 49

0,9984

13

0,090619

0,301035

0,810142

16,949 36

0,9971

14

0,0749826

0,273829

0,890875

9,30191 25

0,9981

15

0,0215893

0,146933

0,963089

3,02752 16

0,9998

16

0,012435

0,111515

0,984341

1,27055 9

0,9985

17

0,00300459

0,0548141

0,996736

0,263209 4

0,9921

18

0,0002531

0,016141

0,999739

0,029755 1

0,8848

Coefficients for Canonical Variables of the First Set

x1

24,7245

-28,6687

-69,6503

-29,6352

-37,4689

43,0757

-69,3658

-27,8411

-2,60099

-166,559

33,2783

x2

25,186

-28,9512

-69,646

-29,7157

-37,0521

43,4153

-69,0679

-26,7978

-2,91582

-165,573

32,8177

x3

26,651

-30,9844

-74,8725

-31,9287

-40,5045

46,309

-73,7235

-29,6315

-3,55861

-177,002

35,5659

x4

21,2901

-24,3133

-59,3659

-25,3881

-32,2628

37,1956

-59,2055

-23,4861

-3,16966

-141,92

28,6125

x5

21,836

-24,8899

-60,2036

-25,8105

-32,5841

37,6685

-60,4908

-23,962

-2,6404

-143,373

28,2559

X6

28,539

-32,863

-79,6775

-34,0768

42,4014

49,4456

79,5829

-31,6333

-3,85526

~189,259

37,4534

x7

26,142

-30,4099

-72,1639

-30,963

-39,4675

44,7834

-71,7983

-28,1644

-3,0736

-172,084

34,5623

x8

24,101

-27,9854

-68,3605

-29,2384

-37,082

41,879

-67,4783

-26,971

-3,1069

-162,173

31,9704

x9

21,0237

-24,691

-59,4168

-25,2436

-31,8672

37,0335

-59,0511

-23,141

-2,39452

“141,44

27,8134

x10

25,5955

-29,4951

-72,08

-30,5254

-38,5906

44,3172

-72,0505

-28,0327

-2,9427

-170,672

34,4532

x11

26,4726

-29,594

-71,9918

-30,4674

-38,6654

44,1546

-71,8095

-28,4824

-3,25865

-170,828

34,0946

x12

23,9498

-28,0949

-66,9946

-28,4727

-36,4911

41,8071

-66,6114

-26,2499

-2,9957

-159,655

31,6684

x13

25,163

-28,6885

-70,3566

-29,707

-38,0428

43,8774

-69,8886

-27,2216

-2,85382

-166,936

32,885

x14

18,9885

-22,2371

-53,205

-22,6585

-28,9369

33,4617

-53,4968

21,037

-2,3967

127,23

25,2748

x15

29,5773

33,7146

-82,1359

-35,5086

44,3264

50,7601

-81,5066

-31,8713

-3,34212

-195,378

38,9878

x16

232174

-27,476

-65,9481

-28,1696

-35,2723

40,7031

-65,6354

-25,916

-2,76534

-156,133

31,153

x17

23,425

-26,7061

-64,818

-27,529

-34,6502

40,221

-63,7011

-25,6729

-3,12899

-153,967

30,6499

x18

23,5694

27,4824

-66,2293

-27,8101

-35,3961

40,5482

-65,6922

-25,7099

-3,52717

-157,245

31,4064

71,9775

302174

46,0118 [-90,56

3 [-175,308

172,268

2,7079

71,6563

-29,9089

46,0719

90,1429

-175,231

172,03

2,21801

76,3898

-32,2413

49,1501 [-96,34

86 |-186,975

183,956

2,87623

61,577

-25,6053

39,759 [-77,05

91 |-150,286

146,976

2,29356

62,2286

-26,4497

40,0527 |-78,65

91 [-151,869

149,34

2,21917

82,1854

-34,359

51,7448 |-102,9

06 [-200,007

196,235

3,43555

75,2377

-30,8913

47,6136 [-94,02

58 |-181,97

178,811

2,79108

70,1357

-29,1606

44,6966 |-88,46

81 |-171,382

167,813

2,08744

60,8185

-25,4656

39,338 [-76,64

7 [-149,892

146,304

2,76393

74,0521

30,8707

46,983 1-93,59

54 |-180,865

177,128

2,8894

73,7668

-30,7664

47,2442

-92,8446

-180,356

176,897

2,69128

69,3871

-29,5319

43,969 |-86,77

16 |-168,581

165,017

2,20984

72,6943

-30,0768

46,3152 1-90,74

37 1-175,892

173,054

2,92735

54,7711

-22,6488

34,9464 [-69.47

56 |-133,678

131,51

1,70799

84,1597

-35,6099

54,888 [-106,6

2 205,625

201,844

3,06128

68,2708

-28,0169

43,857 |-84,98

9 |-165,228

161,938

2,48486

66,7931

-27,776

42,7024

84,4447

-162,519

159,158

2,67367

68,0771

-28,6077

43,8103

-85,7249

-165,818

163,176

2,69281
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Coefficients for Canonical Variables of the Second Set

yl (210,539 (31,4049 |-73,2592 |-67,3396 |24,2589 |-133,473 |-109,344 |-26,9294 |-58,3154 |6,86682 |7,83902

y2 (242,465 (35,3824 |-84,548 |-77,8333 |28,0753 |-154,45 |-125,307 |-30,9762 |-66,6789 |7,8771 |8,94133

y3 [191,605 (28,1199 |-67,203 |-61,8036 [22,6208 |-121,959 |-99,3943 |-24,2436 |-52,9067 |6,54918 6,818

y4 (237,222 |35,2598 |-82,9555 |-76,3317 |28,2163 |-151,084 |-122,565 |-30,3899 |-65,4341 |7,75333 |8,05101

y5 (174,809 (25,8411 |-61,7633 |-56,1418 |20,3252 |-110,873 |-90,3794 |-22,6789 |-48,299 6,04413 16,2727

y6 (223,745 (32,7906 |-78,7771 |-71,8023 |26,3942 |-141,783 |-115,952 |-28,5742 |-61,4239 |7,73281 |7,48714

y7 (233,193 (34,7517 |-82,0928 |-74,494 27,0598 |-148,12 |-120,995 |-29,155 |-63,8818 |7,8105 |8,10599

y8 (260,78 (23,5868 |-56,6607 |-51,8406 [19,052 |-102,444 |-83,4591 |-20,4558 |-44,1385 |5,49139 |5,57284

y9  [188,927 (27,9906 |-66,1775 |-61,0236 |21,8271 |-120,263 |-97,3633 |-23,692 |-51,9727 |6,44254 |7,08206

y10 {201,395 (29,5743 |-70,7265 |-64,7738 |23,6389 |-127,922 |-104,63 |-25,8841 |-55,077 |6,44624 |7,54936

yll (216,866 (32,1181 |-76,1857 |-69,2263 |25,5954 |-137,63 111,882 |-27,916 |-59,8632 |7,03586 |7,98433

yl12 {210,191 (30,8785 |-73,5419 |-67,1101 |24,009 |-134,216 |-109,411 |-26,6441 |-58,0851 |7,22699 |7,80253

y13 (215,078 (31,9785 |-75,3744 |-69,3324 |25,3367 |-136,72 |-111,718 |-27,8059 |-58,9408 |7,3483 |7,85594

yl14 194,759 28,7594 |-68,7087 |-62,5763 |22,4322 [-123,968 [-101,127 |-25,1248 |-54,0726 [6,92219 [6,8711

yl15 217,098 32,7024 |-76,079 [70,0169 [25,3237 [-138,345 [-112,659 |-27,9335 |-59,7047 |7,5676 [7,97529

yl6 224,235 33,2458 |-78,5669 |-71,5773 (26,6705 |-142,752 |-116,107 |-28,2775 |-61,8078 |7,55266 |8,62361

y17 207,824 30,7093 |-72,3285 |-66,4384 24,4417 |-131,801 |-107,587 |-26,3634 |-57,0862 |7,46094 |7,5409

y18 241,168 35,2131 |-84,8613 |-77,525 28,6275 |-152,927 |-125,345 |-30,4354 |-66,3963 |7,87169 |8,9029

-52,2947 1-120,351 113,973 [-10,5863 [166,854 [130,876 (105,362
-60,3623 |-138,517 130,939 [-12,4483 [192,15 (150,242 |121,663
-47,5645 |-110,742 104,197 [-10,0911 [152,356 [118,755 96,5669
-59,2174 |-135,895 128,128 [-12,3237 [187,904 (147,946 [118,968
-43,0018 |-100,261 94,0363 [-9,29301 [138,748 (108,83 87,5461
-56,175  |-128,062 121,023 [-11,4567 (177,235 [138,803 |111,776
-57,5925 |-133,706 126,165 [-12,0009 [184,695 (144,758 |117,141
-39,4229 1-92,2874 87,332 [-8,04569 (127,354 (100,174 |80,0934
-47,1269 |-108,34 102,162 |-9,53479 149,669 [117,964 (94,7245
-50,2164 |-115,746 109,278 [-10,8001 (159,133 {125,202 |100,962
-53,6476 |-124,293 117,043 [-10,6323 (171,37 (134,633 |108,881
-52,641 |-121,312 [113,791 [-10,7245 [166,786 (130,942 |105,684
-53,4695 |-123,077 |116,616 [-11,023 [171,184 (133,998 |108,52

-48,1675 |-111,77 [105,851 [-10,2539 [154,032 {121,529 |98,3529
-53,9264 |-124,326 117,327 [-11,0025 171,958 (134,499 |108,86

-55,8015 |-128,262 121,623 [-11,6868 (177,945 (139,252 |112,109
-50,9805 |-119,169 [112,274 [-10,791 [163,974 (129,441 |104,77

-59,8713 |-137,941 [129,844 [-12,3492 [190,793 (149,974 |120,947

The StatAdvisor
This procedure finds the linear combinations of two sets of variables which have the highest correlation between them.
In this case, 18 sets of linear combinations have been formed. The first set of linear combinations is

24.725x1 +25.109x2 + 26.655x3 + 21.291x4 + 21.836x5 + 28.539x6 + 26.194x7 + 24.171x8 + 21.024x9 + 25.596x10
+26.473x11 +23.949x12 +25.163x13 + 18.989x14 + 29.577x15 + 23.217x16 + 23.413x17 + 23.569x18

and

210.539y1 + 242.465y2 + 191.605y3 + 237.222y4 + 174.809y5 + 223.745y6 + 233.193y7 + 260.78y8 + 188.927y9 +
201.395y10 + 216.866y11 +210.191y12 + 215.078y13 + 194.759y14 + 217.098y15 + 224.235y16 + 207.824y17 +
241.168y18

where the variables have first been standardized by subtracting their means and dividing by their standard deviations.
The table shows the estimated correlation between each set of canonical variables. Since two of the P-values are less
than 0,05, those sets have statistically significant correlations at the 95,0% confidence level.
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18]
0,8 ;
0,2 ;
2]

2,2F

Table of Canonical Variables

Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable
Row |1-1 2-1 1-2 2-2 1-3 2-3 1-4
1 1,47705 1,70607 0,145009 0,0542813 -1,26166 -0,342468 -2,25264
2 -0,88692 -0,811275 -1,02306 -0,247869 -0,411408 0,760153 0,95944
3 -0,622589 -0,293238 0,440794 -0,966052 -0,71382 -0,450295 0,899829
4 0,274375 0,605449 0,116642 0,407562 0,717117 0,840916 0,0473461
5 1,71925 1,3751 -0,423106 0,946716 -0,765886 -2,25 -0,708995
6 -1,09209 -0,752467 -2,00562 -0,667819 0,898003 0,741089 0,483457
7 0,116184 0,613903 -1,44007 -0,197795 1,19268 0,842976 0,127779
8 -0,191342 -0,78556 0,304678 1,04677 -0,501693 -0,542564 0,861873
9 -1,30305 -0,95911 1,39022 0,827021 1,04582 0,378601 0,744435
10 0,370478 0,94572 -0,932709 -1,55126 -0,410719 -1,09855 -0,786929
11 0,377288 0,687987 0,0576018 |-0,77914 0,500256 -0,956462 1,00575
12 0,0369538 -0,819756 1,34648 1,5965 0,366569 0,901171 1,61769
13 -1,45703 -1,42529 -0,018471 0,314174 -1,26934 -1,38715 0,962504
14 -0,865487 -0,451338 -1,38138 -0,675987 0,338656 0,0688638 |-0,06847
15 -0,270633 -0,238301 -1,45349 -2,36485 -0,229232 -0,05667 0,306592
16 -0,53895 0,789612 -1,04839 -0,937234 -0,327041 0,374923 1,112
17 0,20044 0,652215 -0,466303 -0,250326 0,027281 0,859701 -1,46591
18 0,715295 0,31475 0,0433785 10,492453 -0,387617 -1,86249 -1,44257
19 0,292305 0,663048 0,299636 0,257727 -1,03872 -1,23946 -0,70202
20 0,455143 1,39988 1,25935 1,52255 -1,23797 -1,48792 -1,08264
21 1,07284 0,10379 -1,79681 -1,32058 0,763914 1,03139 -1,3195
22 -1,51155 -1,0706 -0,536114 -0,588859 -0,39504 0,385246 -1,45678
23 -0,192862 0,030195 0,262666 0,719345 1,26757 1,44669 -0,372566
24 0,957854 0,676451 3,32039 2,88549 -1,48267 -1,39976 -0,762817
25 0,522469 0,686787 2,51238 2,53494 -0,532428 0,78297 -1,85042
26 -0,355648 -0,161392 1,54447 -0,994275 -0,481937 0,803955 0,50673
27 2,47849 2,63339 2,38844 2,20073 0,815979 0,48157 0,516297
28 -0,0226433 0,820049 0,756812 0,924038 1,51384 2,20958 0,554781
29 0,843227 0,592577 0,146126 0,302667 0,50602 0,30438 1,78213
30 -0,482769 0,149239 0,211791 0,054167 -0,90894 -0,34233 1,51272
31 -0,96699 -0,601612 1,26497 1,04824 0,00969012 |-0,467441 1,67924
32 0,496476 0,883703 -1,26306 -1,77495 1,33745 0,773057 -0,767837
33 0,86895 0,57952 -0,465175 -0,151288 -0,0254273 |-0,243659 0,439342
34 0,116045 -0,165408 -0,922551 -2,0356 -1,42659 -0,853946 0,509506
35 -0,793947 0,195058 0,544361 -0,722616 0,0809856 |-0,025872 0,61855
36 0,701487 0,375049 1,02264 2,12683 1,38319 0,687235 -1,94788
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Set-Variable |Set-Variable |Set-Variable |Set-Variable |[Set-Variable |Set-Variable |Set-Variable
Row |1-1 2-1 1-2 2-2 1-3 2-3 1-4
37 -1,89992 -1,54664 0,82116 0,946606 -1,05514 -0,79424 -1,21234
38 -0,510962 -0,510031 -0,458215 -0,478965 -0,08187 0,296588 -0,0155995
39 -1,76597 -3,13641 1,11636 1,17808 -1,10428 0,119536 -0,646081
40 2,60587 1,85983 0,239264 0,150124 -1,03361 0,0535482 10,104399
41 1,27481 0,621606 -1,52759 -0,505646 2,65395 0,94759 0,291922
42 -0,689009 0,43951 -0,0148691 |-0,167634 -0,6692 -1,00597 -0,265375
43 -1,07283 -1,00896 -0,342167 0,0624589 -0,357056 -0,260196 -0,481892
44 -0,610666 0,262475 0,145754 -0,951294 -0,0953362 |-0,930489 -1,06752
45 -0,842604 -0,082085 0,345119 0,161604 -0,057252 0,26369 -1,15798
46 -0,000337335 10,517272 1,7143 1,58544 0,247735 0,83938 -0,0222308
47 0,531229 -0,0936303 |-0,745352 -1,48186 0,986654 -0,397308 0,11748
48 -1,40653 -0,410186 -0,166662 0,124165 -0,118905 0,285497 -1,11254
49 0,943182 1,08347 0,103348 -0,612301 -0,124033 0,305749 -0,511881
50 -1,72301 -2,36824 0,100538 0,497126 -0,698492 0,041893 -0,372417
51 -1,60299 -2,09115 -0,085623 1,24447 0,937355 -0,012051 0,60635
52 0,504186 -0,323763 1,76919 0,190004 0,962264 0,55957 0,698706
53 0,078937 0,0776168 |-0,987115 -0,74009 0,855542 0,929424 -1,73056
54 -1,95047 1,32712 1,86659 0,440025 1,3868 0,880277 0,726764
55 1,35301 1,0843 -1,58841 -1,56003 -0,174296 -0,399028 -0,71902
56 -0,980497 -0,439949 -1,41233 -0,309647 0,558217 1,24605 1,57992
57 1,21372 1,77408 -0,080914 0,192141 -1,07929 -0,419969 0,701799
58 1,24054 0,921452 -0,94796 -0,200153 -1,24586 -1,26545 0,404421
59 1,37382 1,57184 -0,385434 -0,894656 -0,173199 0,144211 0,237376
60 -0,208511 -0,411325 -1,23014 -0,991335 -0,0305008 |-0,49071 0,030984
61 -0,283308 -0,373653 1,85287 0,957195 2,29597 1,74924 -2,00158
62 -0,223745 -0,7771 -0,814041 0,309857 -0,0657354 |-0,301489 -0,291039
63 0,497293 0,534819 -0,028271 1,14548 -1,03584 -1,63242 -2,32388
64 1,39608 0,350194 0,235996 -0,46353 -0,102073 0,0484644 0,837448
65 -0,609447 -1,03834 0,592518 0,311628 -1,12131 -1,80744 1,24324
66 1,11251 1,43556 -0,066577 0,211519 1,52712 -0,148904 0,959765
67 -0,178565 -0,37067 -1,13413 -1,66832 1,79332 1,81453 -1,08316
68 0,982379 0,675074 0,281231 0,131136 -0,441992 -0,735463 1,18827
69 -1,2574 -0,883567 -1,51491 -0,90921 -1,19563 -1,33888 -1,01563
70 -0,3611 -0,531577 0,42178 -0,0005543 -1,28528 -0,714099 0,189836
71 0,522262 -0,010748 -0,116705 -0,757946 -2,1618 -1,36895 -0,6568
72 0,866164 0,838792 0,263472 0,147186 1,18847 0,115656 0,42291
73 -0,265358 -0,537641 0,479031 -0,37321 0,84963 0,131556 -0,168663
74 1,42176 1,2398 -0,854378 -0,397972 -0,735445 -0,856569 0,265137
75 2,34056 0,680104 0,643807 -0,967123 -0,0253522 10,891153 -0,160967
76 0,434875 0,13798 -0,622996 0,106483 0,729248 1,08589 0,318321
77 -0,69404 -1,04462 0,777262 1,48449 -0,417712 1,81525 -0,31543
78 -0,386409 -0,0966581 |-0,75143 -1,14843 -0,516645 -0,517853 -0,05237
79 -0,832412 -1,12706 0,433564 0,669886 -1,72085 -2,30927 -1,6152
80 -1,3359 -0,799902 0,0781013  [0,194846 -0,500064 -0,77618 0,743843
81 -0,324167 0,591567 -0,927266 -0,423244 -0,798834 -0,933273 0,797173
82 -0,109738 0,403011 0,709947 1,50959 0,471857 -0,493743 0,502043
83 -0,473567 -0,341105 -0,244118 -0,563019 -0,824418 1,3421 0,355258
84 -1,35279 -0,47628 0,881372 -0,154205 -0,0275944 [1,30865 1,1258
85 0,346251 0,661061 -0,103406 -0,212816 -0,797675 -0,366941 0,674676
86 -0,47166 -0,127959 -0,252984 -0,242508 1,23076 1,31325 -1,29314
87 0,341431 0,32609 -0,485989 -0,840655 1,15931 1,16193 -0,697084
88 0,00424078 -0,389664 -1,14601 -0,727204 0,300631 1,13073 1,19086
89 -0,723716 -1,80656 -0,0264014 |-0,433512 -1,33735 -1,91068 -0,414939
90 0,0159914 0,218387 1,22648 0,921817 0,437026 1,16957 0,912169
91 -0,034729 0,537543 0,709754 0,076107 1,01734 0,64267 -0,534479
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Continuation of the Appendix C.1

Set-Variable |Set-Variable |Set-Variable |Set-Variable |[Set-Variable |Set-Variable |Set-Variable
Row |1-1 2-1 1-2 2-2 1-3 2-3 1-4
92 -0,475547 0,0111387 ]0,323937 1,17128 0,4609 -0,190297 1,49797
93 1,27392 0,684813 -0,526796 0,123348 -0,98041 -0,333142 1,51655
94 -2,0705 -2,97102 0,738893 0,341852 1,13796 -0,250638 0,42755
95 0,70258 0,820601 -0,229335 -1,14776 0,37507 0,644038 0,44258
96 1,64045 1,42929 1,30975 1,80522 0,635752 1,13379 1,42113
97 -0,674033 -1,6147 0,218897 -0,942161 2,83117 2,06132 -1,96601
98 0,319063 -0,24831 -0,588975 0,343677 1,39694 1,15371 1,16921
99 0,430292 -0,168288 -0,124574 -1,21029 -1,52408 -1,36294 0,793033
100 [0,0960084 0,0648961 |-0,98485 -0,292601 -0,66169 -0,313528 0,23676
Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable
Row |2-4 1-5 2-5 1-6 2-6 1-7 2-7
1 -1,68109 -0,345798 -0,596107 -0,576179 0,433082 0,614856 -0,37161
2 1,68017 0,27459 0,108969 0,188566 -0,592432 0,667384 -0,278721
3 0,442085 0,800996 -0,206221 0,57123 0,140192 -0,540018 -1,00694
4 0,387288 -1,09638 -0,781465 0,666057 1,28726 0,731296 0,462399
5 -0,866731 0,647084 0,760382 1,23663 2,04314 -0,514207 0,010869
6 0,380178 0,633673 1,05978 -0,03355 -0,838821 2,61243 2,21849
7 0,980993 0,769541 -0,0426874 |1,1473 -0,121303 0,91372 0,632148
8 -0,687686 -0,126679 -1,25893 0,876785 1,56296 0,28307 0,255903
9 0,736759 -2,3047 -0,594104 -0,75976 -0,0286758 |-1,1841 -2,6464
10 -1,31964 -0,286599 0,343115 -0,920421 -1,22233 3,17125 1,05389
11 0,0695405 |0,439823 -0,4517 0,330468 2,4252 -0,318865 0,499064
12 2,10889 1,70282 0,853118 0,306562 -0,0880436 0,699772 1,4713
13 1,64742 0,441149 -0,04858 1,43261 2,7581 0,0971143 |-0,787407
14 0,168553 -0,77266 -0,135982 -0,516572 -1,83086 -0,10471 -0,634914
15 1,52368 0,427947 0,4159 0,670742 -0,412787 0,224318 0,632031
16 0,865509 0,52141 1,02983 -0,275179 -1,39161 -1,87868 -0,01586
17 -1,1749 1,30599 1,6261 -0,46776 1,91149 0,227139 0,676026
18 -0,56711 0,104332 0,26337 0,621098 -1,40795 1,38385 -0,45851
19 -0,196388 -0,709368 -0,715788 -0,456123 -0,72198 1,01336 0,264058
20 -1,14212 1,54345 1,06333 1,00602 0,34579 -0,129275 0,45036
21 -0,522461 -0,972326 -1,32614 1,59802 1,29224 0,00753181 ]0,584025
22 -2,3614 -1,03067 -0,0729872 10,362738 0,161211 0,800679 0,57185
23 -0,283463 2,22247 2,5551 0,381468 0,064012 0,212182 -0,199758
24 -0,742821 -0,388913 -1,65567 -1,60143 -1,39023 0,102146 0,683399
25 -1,32256 -0,361141 -0,136538 -0,892104 -0,317234 1,3254 1,10716
26 0,69474 -0,0963921 ]0,19969 -0,55377 0,914335 0,92733 1,09619
27 -0,763324 -0,195124 0,873841 -0,38111 0,434247 0,592395 -0,594469
28 -0,41341 -0,99137 -0,976371 0,48269 -0,656206 -0,100748 -0,822148
29 1,51673 -0,12891 0,303518 -2,17074 -1,53911 2,02237 1,18778
30 -0,879639 -0,432908 -1,34865 0,553788 -0,356439 -0,0547531 10,937073
31 0,661169 -0,0145315 |-0,871862 -0,522742 -0,226257 -0,811904 1,21813
32 -1,28668 -0,0532779 [-0,975438 -1,53248 -0,897596 -1,12168 -0,147201
33 1,5864 0,0464266 0,803676 0,430289 0,521781 -0,13356 0,302291
34 -0,47946 0,712463 -0,809954 0,794871 0,0218073  |1,15447 1,07788
35 1,00212 1,07106 -0,61656 1,36648 0,465522 -0,0808397 [-0,56098
36 -0,666505 2,63166 0,209111 -0,20083 -1,27248 0,0113417 [-1,21628
37 -0,77289 -0,616513 -1,52685 0,856098 1,34131 -0,851358 -0,770736
38 0,662845 -1,13612 0,00215445 10,0407851 {0,01483 0,779352 -0,612603
39 0,123378 -0,599712 -0,276591 0,369742 0,29767 0,766786 0,785436
40 1,02241 0,210105 -0,728839 0,73058 1,02443 -0,907329 -1,14237
41 0,887606 -1,0302 -0,783587 0,827269 1,43859 -1,23522 -1,04162
42 0,92291 -0,861905 0,415041 2,00778 0,269773 -0,636763 1,63633
43 0,706174 -1,48786 -2,56054 -0,101388 0,150349 0,874387 0,791423
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Continuation of the Appendix C.1

Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable [Set-Variable [Set-Variable
Row |2-4 1-5 2-5 1-6 2-6 1-7 2-7
44 0,023733 1,23461 -0,2236 0,612524 -0,29585 -1,92746 -1,95155
45 -0,659359 -0,553887 -1,50748 -1,50665 -1,74657 -0,176858 -1,40019
46 0,061262 -0,00542161 |0,747393 2,15898 0,708717 1,13884 0,041991
47 0,20138 0,540745 1,04164 -0,480663 -1,01283 -0,55198 -1,27594
48 -0,828912 -1,69054 0,7491 -1,49202 -1,87969 0,0872675 10,510779
49 0,393839 -0,37685 1,03085 -1,04545 -0,04197 -0,26058 0,579078
50 -1,55542 0,205044 -0,775695 -1,25356 -1,31118 -0,35359 1,06279
51 -0,607982 0,541788 -0,141598 -1,31256 -0,801964 -1,65766 -0,99894
52 -0,142887 -0,232393 0,0544052 12,16008 0,965852 -0,594784 -0,779591
53 -2,05353 -1,46886 -1,12019 -0,541608 0,849899 -0,775856 -0,0271805
54 0,722793 0,551805 1,84405 0,451298 1,75111 0,25353 -1,39712
55 -1,03632 1,1114 0,650137 -1,37108 -0,0145388 0,31525 -0,00452322
56 0,421321 0,23951 0,103642 0,130499 0,96901 -0,37664 -1,38069
57 0,196543 0,693708 1,03563 -1,14552 -0,334884 -0,150648 -1,14094
58 0,13857 -0,0963945 10,464095 -0,816054 -0,258382 -1,22517 -1,4981
59 -0,830739 0,00856196 |-0,275491 1,13852 1,19311 1,16497 1,91205
60 0,272 -0,47301 0,277767 -0,637721 0,675458 -0,532704 0,422085
61 -1,51071 -0,37485 0,109798 -0,0106758 |-0,969914 -2,58211 -0,225344
62 -0,480136 -2,09071 -1,34772 -0,561365 0,520632 -1,84882 -0,755323
63 -0,826125 1,16657 1,09709 0,163067 -0,646617 -1,6806 -0,984165
64 1,12504 -1,14639 -0,649414 0,95887 0,100868 0,304774 -1,6328
65 1,93382 0,621854 0,619872 -1,50969 0,15126 1,1497 -0,771443
66 0,0382603 |-0,923366 -1,53652 1,79121 0,881993 1,93206 1,25448
67 -0,243615 0,41141 -0,196908 0,588739 0,91034 0,96621 1,03795
68 0,846022 -1,15509 0,025525 -0,145087 -1,33214 0,610131 1,38991
69 -1,87765 0,866772 1,4693 0,0231728 10,864465 1,53346 0,057093
70 1,45982 -1,5181 -0,87699 -0,0682555 |-1,33172 0,7362 0,204168
71 0,00323292 |-1,06981 -0,642753 -1,24982 -0,547242 -0,872586 1,24361
72 0,417916 -0,061436 0,0242178 |-0,744041 -0,78692 0,0447181 ]0,835261
73 0,503049 -0,397615 -1,10819 -1,96336 -0,566891 0,741883 0,978679
74 -0,31351 0,851854 -0,29228 -0,272653 -0,0193253 |-0,320951 0,602694
75 -0,636744 1,85882 2,8256 -0,32916 -0,78878 -0,650755 0,8036
76 -1,23308 -1,29932 -1,35329 0,482671 -0,678626 -0,521159 -1,23038
77 -1,08787 0,974767 1,78052 2,40918 1,43817 0,099439 -0,494909
78 -1,49911 -0,179499 -0,134076 0,335657 -0,874097 -1,20312 -1,91871
79 -1,0342 0,715671 1,6606 0,254644 -0,435866 0,154767 0,418498
80 0,554984 1,01292 1,06876 -0,413042 0,402517 -1,49576 -0,34688
81 -0,32579 -0,320246 -0,992075 -0,175949 -0,574863 -0,119978 0,540795
82 1,59844 -1,38396 -1,26534 1,95503 1,12374 0,0215735 10,906359
83 1,23369 -0,189694 -1,08529 0,284152 0,707 -0,399745 -1,30758
84 0,369998 1,51151 -0,158875 -0,977062 -0,375913 1,29938 0,266348
85 1,24613 -0,0662491 ]0,345192 0,748922 -0,291745 -2,07082 -0,656874
86 0,198448 2,06983 1,48812 0,185727 1,03836 0,181161 0,225906
87 -0,157984 -1,04331 -0,0748641 |[-0,633215 -0,603978 -0,108993 -0,89988
88 -0,243572 2,67491 1,61651 -0,30785 -1,49727 -0,977674 -0,118599
89 -0,720472 -1,2113 -0,205255 1,34639 1,03184 0,463034 1,5962
90 2,05045 0,533989 -0,46156 -3,01347 -1,44448 0,31859 1,79426
91 -0,247264 -0,70472 -0,155822 0,289334 1,02858 0,563269 1,61386
92 1,10881 0,801659 0,852304 -0,966361 0,489837 -0,96856 -0,11266
93 1,27748 0,119102 -0,0579158 1-0,85991 -0,5432 -0,614745 -2,14632
94 -0,513736 1,76874 2,44973 -0,291684 0,0473888 |0,851045 0,248024
95 -0,0891461 |-0,225027 0,173055 0,0412924 |1,07804 -0,76058 -0,4696
96 -0,0949985 |-0,74117 -0,623151 0,0938494  10,0611681 [0,521271 0,49421
97 -1,39737 -0,184445 -1,50663 -0,0260533 |-0,07059 0,377482 -0,122483
98 1,56155 -0,502927 -0,0529246 |-0,941895 -1,68422 0,712943 0,799109
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Continuation of the Appendix C.1

Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable [Set-Variable [Set-Variable
Row |2-4 1-5 2-5 1-6 2-6 1-7 2-7
99 0,641086 -1,01567 0,45205 0,674002 -0,397401 -0,524782 0,224532
100 ]0,669348 0,756767 -0,22746 -0,149736 -0,83589 -1,33757 -0,83827

Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable
Row |1-8 2-8 1-9 2-9 1-10 2-10 1-11
1 -1,07205 -0,723212 -0,944033 -0,945697 -0,451089 0,159926 -1,06159
2 -1,27197 0,380869 0,327852 1,66894 -1,74601 -1,08575 1,46979
3 -0,853046 -1,00299 -0,618667 -0,06503 -0,492891 0,265062 0,535884
4 -0,732967 0,327549 -1,43683 -1,73478 2,88839 1,85361 0,93199
5 -0,586533 -0,148128 0,204618 -1,76296 -0,291555 -0,984657 -1,17094
6 -0,01732 -1,08323 0,45922 -1,49421 -0,0948728 |-0,607861 -0,67304
7 -1,41849 -0,292308 -2,43216 1,59836 0,846066 -1,7112 0,799161
8 1,22308 -0,531772 0,0196148 |1,88369 0,804249 -0,205168 -0,05532
9 -0,284688 0,572329 -1,38875 0,112423 0,8702 -0,362348 0,851167
10 0,1156 0,910344 1,98382 0,427148 0,923818 0,398989 1,16305
11 -0,61152 -1,58423 1,01482 1,34269 0,248349 -1,13378 0,829766
12 1,27281 1,04733 0,714644 1,4703 0,800953 -0,583171 -0,31831
13 1,31031 1,5063 0,30741 -1,0556 -1,4822 -0,621724 -1,2954
14 0,36188 -0,941506 0,576128 -0,775179 -0,335983 -1,98292 1,33879
15 1,12487 1,30521 -0,506655 -0,240618 0,668137 -0,002743 -0,388249
16 -0,075528 -0,416916 0,0726053 0,388272 -0,269185 0,436603 0,50353
17 0,203848 0,71656 1,47925 1,71742 0,484733 -0,989094 2,04835
18 0,716243 0,362939 0,0705463 1,43895 -1,61332 -0,502543 -0,706786
19 -0,345923 -0,086982 1,14631 0,094549 0,365193 0,853562 0,777559
20 -0,245981 -1,03097 -2,24493 -1,16326 1,1683 0,908082 1,35294
21 -0,148647 0,864819 -0,801861 -0,417074 0,205632 0,975735 -0,615231
22 -0,749292 -0,368603 0,923633 1,44892 -1,72842 -0,456153 1,72586
23 1,89938 1,58596 0,265858 -0,372053 -0,437245 0,301955 1,31145
24 -0,361201 -2,26679 -0,596909 -0,945062 -1,0324 -0,987425 0,656857
25 1,78834 0,596307 0,0462167 10,519244 -2,57537 -1,65694 0,694518
26 -0,306595 -1,37061 -0,246745 0,293742 -0,251723 0,43906 0,874971
27 0,052487 0,72808 2,01108 0,247726 2,18393 -0,0721731 [0,956104
28 -0,576991 -1,56396 2,45149 0,61079 -0,838347 1,06168 -2,51
29 -1,43973 0,735171 -0,645317 -0,330241 0,07048 0,118327 0,157019
30 0,338562 1,96943 0,275964 -0,123049 -1,2649 -1,5482 -1,00192
31 0,292282 1,02375 -0,604511 -0,992119 0,621964 1,01709 -0,75887
32 0,446307 0,484533 -0,136751 -0,167103 -0,834299 0,998529 0,669704
33 -1,10603 -0,0997449 11,03033 -0,148031 0,276769 0,974812 -0,57331
34 0,185309 -0,151204 -1,64318 -1,85096 0,535397 0,618683 -0,08886
35 -1,15852 1,08916 0,651473 -0,893726 -1,15264 -0,578421 1,67008
36 -1,32128 0,00857718 |-0,264953 -0,911289 -0,738666 -0,414754 -0,244926
37 -0,0457803 |-0,618316 1,29061 0,813873 -0,15028 -1,05756 0,811784
38 -1,11812 -1,46395 -0,482755 -0,559058 0,241682 0,498663 -0,675205
39 0,502192 0,365152 1,1131 -0,655252 0,539585 2,14168 0,499653
40 -0,627158 -0,30208 0,0581668 |[-0,258274 0,525414 -0,224585 -1,33259
41 1,85143 1,71554 0,385321 -0,404467 -1,56782 -1,79972 0,015121
42 0,409093 -1,71999 0,479052 0,227684 0,791825 0,634199 -0,31768
43 -0,223134 -0,677096 0,12204 -0,0761691 |[1,38175 -0,494874 -0,510387
44 2,25729 0,672432 1,50044 1,91941 0,562222 -0,0917661 |-1,08273
45 -0,4899 1,02887 -0,917886 1,09357 -0,536577 -0,840312 -0,990637
46 1,14044 1,77794 -1,17106 -0,568551 1,05819 1,58465 1,1843
47 1,05736 -1,21301 0,666302 -0,358428 0,277638 1,46326 0,268212
48 1,07221 1,42 -0,704554 0,452489 1,81134 0,0662173 -0,650762
49 0,529801 1,07531 -0,69036 -0,805501 -0,181236 1,1284 -0,98825
50 -0,74409 0,81143 0,257185 1,10615 0,907282 0,532521 -0,4554
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Continuation of the Appendix C.1

Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |[Set-Variable
Row |1-8 2-8 1-9 2-9 1-10 2-10 1-11
51 0,220736 0,160265 0,24158 -0,229816 1,28854 0,042882 1,08055
52 -0,555107 -1,15736 -0,747603 1,60417 0,26876 0,93263 0,53665
53 0,253863 0,35509 -0,744327 -0,0355933 |1,48502 0,587857 -1,33505
54 -0,973258 0,508813 -0,317733 0,249829 -0,997749 -1,64772 -0,966527
55 -1,1324 -0,0411567 |-0,539556 -0,502522 -0,290496 0,739117 -0,634545
56 1,11433 -1,21697 0,22822 -1,45919 0,251552 0,12237 -0,0476614
57 0,91853 0,509744 -0,224168 1,96528 -0,741432 1,00899 -0,00487879
58 2,75638 1,56999 0,732065 1,59893 -0,141575 1,05105 0,41454
59 -0,121962 0,69019 1,10079 0,592494 -0,660311 -0,10517 -0,505456
60 -2,12488 -1,22245 0,902972 0,909459 -0,83104 0,855149 0,507374
61 -1,01121 -0,83613 0,91935 -0,888048 -0,570475 -0,66033 1,3584
62 0,879685 1,55482 0,507742 0,939037 -0,743196 0,838963 0,379918
63 -0,6879 -0,580053 0,123519 1,14085 -0,156049 1,35429 -0,2547
64 0,266576 -0,695444 1,0675 0,485883 1,28305 1,56903 0,10044
65 -1,76708 0,032157 -0,288995 -0,325535 -0,596588 -0,533591 1,43569
66 1,02163 -0,691096 -0,49451 0,157402 -0,492153 -1,23636 1,5243
67 -1,08037 -1,00571 1,39889 0,997338 0,997779 0,0917549 -0,467108
68 -0,744234 -0,183787 1,17473 -0,209364 -3,12133 -1,72992 0,580269
69 0,426421 0,317925 0,0227113 ]0,144712 0,91493 -0,012031 -0,0190122
70 1,44214 0,895074 -0,0503358 |-0,36934 0,603714 0,576784 -0,51777
71 -0,531525 -0,107089 -1,15916 -0,523472 0,57773 -0,168411 1,43557
72 0,192215 1,49021 -2,15485 -1,67736 0,812957 -0,177934 -1,60177
73 -0,595215 0,098622 1,13993 1,78956 0,833568 1,02058 -1,1241
74 2,14641 2,19443 -0,1395 -0,130797 -0,70735 0,068326 1,7759
75 -0,322062 -0,477546 1,28333 -0,291941 1,72232 -2,19316 -0,138797
76 -1,59058 0,632174 0,993025 -0,75146 0,196919 0,682101 0,207482
77 0,980187 0,0943791 |-0,697733 -1,18071 0,37344 0,561567 0,204929
78 -0,794102 0,615799 -0,364624 0,117496 0,853674 -1,14027 -1,14087
79 -0,595733 -0,932235 -0,284609 0,569149 0,959729 -1,45532 -1,65833
80 -0,992749 -0,697015 0,465912 -1,10847 0,354956 0,983832 1,03945
81 -0,653455 -3,02164 -0,265829 0,004957 -0,0649429 10,35663 0,357733
82 -1,28507 -0,328459 -0,07977 0,40329 1,11452 2,01908 -0,121857
83 0,239847 -0,241177 0,355689 -0,147654 -0,738456 -2,01716 -1,50942
84 1,46401 0,839454 1,36384 0,340985 1,41269 1,71214 -2,0988
85 -1,20173 0,6876 1,15215 0,74891 0,150178 0,502579 0,486489
86 -1,27036 -1,12517 0,98966 0,584821 -0,739871 0,713726 -1,93065
87 1,63684 -1,10224 -0,841538 -0,988582 -0,936513 -0,411642 -0,91177
88 -0,172115 -0,01629 -1,54922 -0,491767 -0,385782 0,986943 -0,294594
89 0,591405 1,88615 -0,346409 -1,04532 -1,20056 -0,996154 -0,723401
90 1,81352 0,380985 -0,262569 -0,29257 0,11879 0,133984 1,11261
91 0,45947 0,0939318 |-2,72637 -2,62793 -1,61086 -0,179101 0,207752
92 -0,228693 -1,41989 -0,201727 -0,314235 -0,262456 -1,30625 1,15014
93 -0,150516 -1,01484 -1,40101 -1,83027 0,137141 0,277371 0,667524
94 -0,449812 -0,554744 -1,4178 -0,112766 -1,46506 0,956662 -0,985075
95 -0,0668625 |[-0,621678 -2,22384 0,260534 -0,971706 -1,07266 -0,764905
96 -1,09234 -0,284205 0,368804 2,20961 -0,272525 0,995233 -1,43984
97 1,19817 0,0640025 [-0,734404 0,11409 0,053629 -0,071353 2,11299
98 -0,28453 0,0675908 [0,563942 1,37324 0,038191 -1,05092 -0,614579
99 0,0483859 1-0,350968 -0,156951 0,640358 -0,942315 -0,668934 0,24533
100 ]0,18744 0,234302 0,036007 -0,798954 0,845496 -1,34192 -0,50648

Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable
Row |2-11 1-12 2-12 1-13 2-13 1-14 2-14
1 -2,50756 -1,14132 0,573778 1,22655 0,725727 0,443789 0,20534
2 0,585336 0,654085 0,729472 -0,12361 0,385143 0,55662 0,127598
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Continuation of the Appendix C.1

Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable [Set-Variable [Set-Variable
Row |1-8 2-8 1-9 2-9 1-10 2-10 1-11
3 0,729481 -0,585674 -0,576891 0,375548 0,989863 2,0391 1,98838
4 0,604541 0,614757 0,317857 0,40876 0,334692 -0,680027 1,19026
5 0,371033 -1,34612 -1,5044 -0,410685 -0,731994 1,42893 -0,013447
6 -1,19532 0,0129211 |-1,02586 -1,2782 0,789113 0,909943 0,049779
7 0,225902 0,368974 -0,526605 0,615353 -0,668436 0,923385 0,741575
8 -0,86495 -1,75267 -0,16899 -1,25687 -0,182129 -0,960019 0,451572
9 -0,79476 -1,84085 -0,217879 0,969653 0,265587 -0,907828 -0,739661
10 0,942162 0,821999 -0,49984 0,913462 0,576521 -0,709667 0,0360177
11 -0,159473 0,0826939 10,63366 1,34046 1,2865 -0,770419 -0,899231
12 0,96562 1,9455 0,673032 -0,83401 -0,221333 1,44947 0,839289
13 0,633067 0,785789 -1,16889 0,298714 -0,00129833 |-0,833705 0,368551
14 1,12666 0,627877 -1,12969 0,405836 0,130687 0,377777 -0,400758
15 0,745961 0,0899321 ]0,130611 -1,43485 -0,323374 0,715071 -1,32431
16 0,75718 -0,431613 0,115541 -0,740538 -0,834483 0,590079 -1,338
17 0,176193 0,709162 0,793146 0,923246 -0,229679 -1,69172 -0,590165
18 0,79229 0,629497 0,678659 1,85106 1,23319 0,999337 -0,542674
19 0,57986 -0,67729 -1,24527 -0,92266 -2,34701 1,02229 1,68163
20 2,07035 0,186244 0,663719 0,888562 -0,0650655 |-1,36554 -0,303197
21 -0,158892 0,965698 -0,528834 0,828819 1,1731 0,819904 0,10616
22 1,59684 0,26554 1,23928 -0,985005 1,21605 0,522777 1,47919
23 -0,914191 -0,399318 -1,73362 1,61384 0,846741 0,840303 0,491952
24 -0,309958 2,34587 0,017331 -0,0991833 |-0,740727 1,90494 1,06743
25 -0,352564 -0,648284 -0,11191 -2,19463 -1,44056 -1,0051 -1,23214
26 0,677417 -1,99395 0,988558 -1,53135 0,446106 1,22105 0,712011
27 2,30901 1,95495 1,18659 -0,273841 -0,115099 -0,0407097 |-1,67073
28 -0,0433414 |-2,03518 -0,506022 0,0583143 0,210704 -0,707107 1,57549
29 -1,27944 -0,920459 1,14739 0,187923 -0,692975 -0,578807 -1,03085
30 1,79184 0,566797 0,605088 0,231117 -1,73543 -0,474162 -0,218882
31 -1,87279 1,04979 -0,153034 0,079922 1,02953 1,1136 1,24982
32 -1,35409 0,516342 -0,634804 -1,29185 -3,58558 1,47699 1,09559
33 -0,289349 0,108186 0,221149 -0,531712 -0,0868953  |-0,489899 1,7312
34 -0,556812 0,68201 -0,867088 -0,298326 -0,504265 0,408175 -1,09811
35 0,100004 -0,273621 1,80847 0,025592 -1,27691 -0,150992 -1,73805
36 -0,446276 -0,0724444 10,707972 -0,397028 1,47436 0,869497 -0,669685
37 -1,32952 -0,448357 -0,92778 0,118416 -0,166546 0,337652 0,347217
38 -0,610116 -1,04515 0,309501 0,719098 1,04786 0,0518217 |-3,2469
39 1,73669 0,074268 1,62736 -0,068212 -0,0660725 |1,22174 -0,033598
40 -2,1128 -0,042856 1,0584 0,130412 -1,22215 0,79465 -0,641881
41 0,404971 -0,107143 0,986927 -1,32418 -0,423789 1,02021 -0,244892
42 -0,456561 0,277546 2,21059 -0,259072 -0,582915 0,796986 -0,289517
43 -0,572093 0,35897 0,315545 -2,17722 0,551143 0,734613 1,09119
44 -0,0140398 |-0,194099 -0,155017 -0,222302 0,462266 -0,635051 -0,102932
45 0,0484239 (0,992766 0,231965 0,360562 0,0466339 -0,494667 -0,120989
46 -0,545103 -0,259586 -0,743315 -0,635874 1,62893 0,493331 -1,15625
47 -0,246157 -1,58513 -0,802291 0,284087 -0,681928 0,185601 -0,413393
48 -1,53382 1,08374 1,51728 -0,400162 -0,971103 1,34737 0,387923
49 1,35496 -0,643447 0,932688 2,12231 -0,0780093 |1,56377 1,07284
50 -0,278962 -1,25158 -0,0738001 |[1,63677 1,95819 0,250427 0,698286
51 1,23994 -2,07391 -2,07858 0,730508 1,01506 0,935538 -0,584774
52 1,05566 1,42631 -1,08157 0,0703238 10,347476 1,6832 1,79902
53 -0,574302 0,788118 -0,451548 -1,10614 0,270527 0,815697 0,780834
54 1,01513 -1,09798 -1,12351 -0,780302 0,151453 1,15603 0,698458
55 0,485162 0,69324 -0,0844522 11,1749 0,815025 0,279168 0,644543
56 -0,565463 2,34918 1,52922 -0,429558 -1,03582 0,178199 -0,613492
57 0,369663 -0,70626 0,679319 -0,148109 0,66394 0,257798 0,82568
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Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable [Set-Variable [Set-Variable
Row |[1-8 2-8 1-9 2-9 1-10 2-10 1-11
58 -0,803512 1,88869 0,467637 -1,18286 0,402801 -0,358824 0,3041
59 0,955846 0,091458 -1,51698 1,13098 1,87117 1,01299 -0,687815
60 -0,209389 0,430263 -0,174718 0,119445 1,10302 0,00404575 [0,655344
61 -0,640606 0,0116036 [0,615416 0,0993662 1,36047 -0,177374 -1,33293
62 0,47568 1,191 -0,411437 1,74194 0,255605 -0,487433 -2,1797
63 0,56587 -0,769975 -1,38654 -0,242085 -1,17713 -0,256443 0,455516
64 -0,824392 0,557814 -0,55721 -0,638869 0,549409 -1,44708 -0,135973
65 -0,30307 0,926193 1,58966 -1,00932 -0,440312 0,303852 -0,616402
66 -0,11771 -0,970959 0,456334 1,40543 0,314658 -0,629616 1,48362
67 -0,37658 -0,503358 -0,354044 1,35698 -0,148297 -0,368535 -0,520339
68 -1,04298 0,217803 -1,1591 -1,2015 0,686871 -1,31411 0,0554435
69 0,0390185 |-1,16142 -1,43524 -1,56865 -2,09916 0,053002 0,0916883
70 0,487041 -1,59704 0,077586 1,12571 -0,512212 -1,02429 0,95802
71 2,75128 -0,335225 1,80057 -1,62939 0,39681 -0,0885299 (-0,127136
72 -0,989288 0,884644 0,752178 -0,823292 0,797608 -2,61052 0,943409
73 -0,366466 0,232689 0,461138 -0,222468 -0,14018 -0,778724 -0,782074
74 -0,827079 -1,40474 1,35042 0,195198 0,790353 -0,364132 0,969074
75 0,161623 -1,96633 0,151554 -1,12793 -1,0015 0,54772 0,975907
76 0,718029 0,743561 1,42958 0,0305742 |-1,01407 -0,32134 2,25831
77 -1,58022 0,584225 -0,57976 1,5088 -0,603752 -0,0717831 [0,485259
78 -1,37478 -0,907379 -0,703884 -0,53641 -0,733803 0,520315 0,82806
79 -0,864714 0,847705 0,167953 -0,120778 0,691421 -2,71945 -0,645155
80 0,329734 0,580446 -1,69428 -1,59409 -0,645468 -1,22277 0,289113
81 1,45892 0,554828 1,47139 1,17156 0,0714173 -1,1175 -2,10692
82 0,62584 -0,760006 -1,26441 0,88745 -2,17603 -1,05934 -1,51057
83 -0,580285 1,09992 -1,40756 1,32493 -0,108082 -1,6035 -0,567075
84 -1,52157 0,249465 0,992094 0,121649 1,53279 0,90881 -0,402266
85 -1,18163 0,245016 0,137748 0,302001 1,21414 -1,02368 -0,308553
86 -0,296155 1,70863 0,31807 0,230293 -0,598835 -1,43764 0,285154
87 0,06064 0,702911 -0,26316 -0,0140686 |[1,35726 -0,569947 0,269211
88 0,926674 0,007042 0,492651 -1,57735 0,314136 -2,86895 -1,55218
89 -0,536288 -0,380186 0,771653 0,279636 -0,940183 -0,691698 -0,816315
90 0,851652 -1,41377 2,58519 2,07546 -0,177565 -0,34870 -0,329498
91 0,909915 -1,07758 -0,696297 -0,386536 1,4854 -1,0221 -0,100842
92 0,552851 1,2189 1,80167 1,13019 0,58666 0,981125 1,83299
93 0,977509 -0,311445 1,13607 0,118997 0,0597611 -0,056799 0,0452928
94 -1,44991 0,814684 1,47184 0,542179 -1,9077 0,09639 0,354184
95 -0,252183 0,307997 0,0623156 [-0,560788 -0,434443 0,63956 -0,182282
96 -0,813636 -1,32142 -0,864564 -1,74292 -1,0417 0,0486605 [-1,70878
97 1,82867 0,424724 0,977635 -1,00076 -1,70778 -1,6927 -0,02465
98 -0,0827056 |[-0,598731 -0,609345 1,22665 -0,54337 -0,161283 -0,164983
99 -1,37549 0,672457 -0,760568 1,36164 0,31603 0,0645197 [-0,122473
100 ]0,178204 -0,599664 0,806651 1,02972 0,942844 0,476452 0,674202

Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable
Row |1-15 2-15 1-16 2-16 1-17 2-17 1-18
1 0,657606 0,13704 0,249581 -0,99601 -0,588824 -0,257001 -2,22622
2 -0,407803 0,366089 -0,60563 -0,98676 1,00511 -0,37678 -0,10858
3 0,31144 -0,651109 -1,12463 0,314379 0,417747 0,934201 1,1074
4 -0,81593 0,608775 -0,286739 -1,40822 0,692686 0,458718 1,33564
5 -0,37668 0,07106 0,008299 0,329234 0,130695 -1,92591 -0,671271
6 0,56349 0,418192 -0,190312 0,72182 -0,854194 -0,0282574 {0,925087
7 0,469264 0,779957 -0,364714 0,627452 1,25368 -0,769911 0,788752
8 -1,17425 0,601046 1,18215 -0,663594 -0,377708 2,04369 -0,0374973
9 0,4247 0,492749 -0,98996 -2,07558 0,302605 -0,081624 0,277702




DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442

279
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Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable [Set-Variable [Set-Variable
Row |1-15 2-15 1-16 2-16 1-17 2-17 1-18
10 0,691884 0,034456 -0,971071 0,7468 1,38595 1,97708 -1,3042
11 0,123253 -0,27488 0,905455 0,732763 -0,505457 -0,743971 -0,03036
12 0,160497 0,589317 0,469375 -0,10571 0,35144 0,479375 -0,452454
13 0,489516 -0,90382 -0,495833 0,894154 0,202594 -1,50447 0,813322
14 -1,59323 0,615033 1,4564 -0,979946 0,254343 0,238982 0,657446
15 -0,879955 -0,159602 0,30104 -2,30588 -0,593862 0,0352994 1-0,461035
16 -0,971607 -2,49675 -0,623322 -0,607592 1,47363 0,684067 -0,02158
17 -1,32579 0,277148 1,74199 0,383431 -0,980259 -0,676609 0,547522
18 0,481658 0,66908 0,122288 0,950511 -0,726184 -1,09354 1,62828
19 0,917945 0,450519 0,642202 -1,54663 -2,51304 0,545761 1,34899
20 0,885461 -0,730102 0,2113 -1,5907 0,262112 0,012478 0,78636
21 -0,42593 0,220347 0,264822 0,620722 1,61813 0,528769 0,450321
22 -2,41703 -0,783291 0,134818 -0,45153 -0,22806 -0,78916 0,15681
23 -0,664657 0,267515 -0,280574 1,84917 -1,4017 1,35321 1,21869
24 -2,40633 -0,510356 -0,322352 -0,641501 1,28241 -1,94064 -0,576688
25 2,47252 1,28416 -1,67306 0,0402248 |2,33341 2,77923 -0,007505
26 0,520695 -1,44765 -0,246574 -0,14972 -0,580796 -0,0447529 10,470125
27 -0,164032 -1,64475 -0,858048 0,323508 0,835062 0,192668 0,250492
28 1,1721 0,905205 0,251087 0,269189 1,56452 -0,815362 -1,31528
29 1,42751 -1,78905 2,1898 2,33789 -0,398822 0,482076 1,05796
30 -0,27304 1,83174 0,093445 0,0493093 |-0,464065 -0,388452 0,463641
31 -0,155494 -0,0448396 10,735181 1,3189 -0,446008 1,05682 0,0133871
32 -0,334033 -1,21564 -0,258733 0,141369 0,042033 0,43077 0,49669
33 -0,284324 1,1378 0,585351 -0,18682 -0,887936 0,665528 -2,00137
34 1,35748 1,03656 0,0286452 0,289373 0,468911 -0,694203 -1,27033
35 -0,143844 1,66745 -1,22561 -0,415098 -0,101247 1,00656 -0,62817
36 0,142229 0,0177085 1,4457 -0,799824 -0,475162 0,384009 -0,72271
37 -0,515017 -1,34082 1,36596 0,427811 0,806172 1,81489 0,994831
38 -1,02556 -0,584479 1,00514 0,777182 0,342615 -0,952484 0,490983
39 0,348443 0,88685 0,736706 -1,15429 0,632316 0,450208 2,30114
40 -0,195022 -0,0234758 |-1,15969 0,195779 1,67673 1,18775 1,55116
41 1,78862 -1,26695 -0,864308 -1,94346 -0,197608 -0,39025 -0,765547
42 -0,908706 -0,340337 -0,062946 2,28912 0,1146 -0,740982 -1,0657
43 -0,116401 0,681643 -1,20366 0,702216 -1,8488 -0,363064 -0,451099
44 1,75163 0,0410279 10,958706 0,210896 0,437876 -0,818223 2,74299
45 -0,678889 -0,427049 2,89481 -0,185721 -0,354225 0,0137583 |-0,254665
46 -0,707272 -1,0609 0,0410241 -0,146947 -0,270496 -1,28697 -1,93709
47 -2,22911 -0,146281 -0,004163 -0,336925 0,239567 -0,341827 0,194931
48 1,39732 -1,01386 -0,803191 0,124958 1,24587 -1,30118 1,18628
49 0,801933 0,5527 1,04944 -0,89636 -0,670368 1,86806 0,789392
50 0,123427 -0,651847 -1,57877 0,161875 0,640481 0,154384 -0,87187
51 0,656632 -1,36265 0,202542 0,00222 1,22618 0,831844 -0,978373
52 1,13503 -0,648936 -0,726731 -0,761919 -1,31488 1,04045 -1,11839
53 -0,204772 1,54396 1,07453 -0,556665 0,906016 -1,21338 -0,252304
54 -1,79215 1,17535 -0,116263 1,02561 0,907574 -0,476145 -0,711492
55 0,152187 0,53154 -1,7246 0,778206 0,790498 -0,0472042 (0,519626
56 -0,385541 0,877653 0,107492 0,423314 0,0251985 [1,89566 0,003535
57 -0,35957 -0,688053 0,52204 -0,12774 -1,67513 -0,134035 -0,358737
58 0,518856 0,203401 -0,569425 -0,344528 -0,282179 -1,47693 -1,60945
59 0,603286 -0,670037 2,16719 -0,648261 0,359836 1,3202 -0,532707
60 2,502 0,603079 -0,513969 -1,47269 1,35601 -1,03378 2,02538
61 1,88601 1,66115 -0,554756 -0,308651 -2,39017 -0,256554 0,0944493
62 -0,721159 1,25206 -1,93817 1,57781 -0,651666 0,885516 -0,66714
63 -1,58959 1,46185 -0,311053 1,00241 -0,194241 0,640689 0,587264
64 -0,739415 -0,644624 -0,05194 -0,276446 0,870788 -0,770483 1,64112
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Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable [Set-Variable [Set-Variable
Row |1-15 2-15 1-16 2-16 1-17 2-17 1-18
65 0,463939 0,544732 0,183387 1,71637 0,007085 -0,342104 0,149405
66 0,112672 0,583607 -1,42779 -0,290049 0,92971 0,129406 0,016262
67 -0,060997 0,760695 -0,972498 -1,07394 0,846109 0,629595 0,242367
68 0,005972 -0,833544 -0,8845 -0,576044 -0,68382 0,243224 1,43576
69 1,0121 1,371 -1,37908 -0,843555 -1,02862 -0,60533 -0,48244
70 0,292746 0,994607 1,57943 2,53091 1,03858 -0,473728 -1,49469
71 0,662927 -1,26522 0,103972 1,69716 -0,980585 1,16671 -0,502339
72 -0,673843 -0,33317 0,2509 -0,175175 -0,238385 0,981504 1,67842
73 -1,98349 0,591766 -1,40503 -0,130668 1,05962 0,301703 0,23981
74 -1,23621 -0,636496 1,13558 -0,42088 1,34186 0,0288822 1-0,983947
75 -0,668747 0,189404 -0,384715 0,566589 -0,222273 -0,547362 0,245563
76 -0,335833 -0,899884 -0,637331 0,426792 -1,55782 -2,38829 -0,100853
77 1,30524 0,207889 -0,147958 0,392281 -1,64817 -1,04143 1,45786
78 -0,214547 -1,02244 -0,285484 -0,06599 -0,50083 1,12763 0,289072
79 0,131404 -0,0202073 |-1,09964 -1,49447 -0,196738 0,700248 -1,46085
80 1,12491 1,78029 1,91812 -0,341531 2,66147 -0,773419 -0,038698
81 1,09712 -0,128748 0,449528 0,146458 -1,82986 0,129323 0,251905
82 -0,463293 -1,22307 -0,371878 -0,0719068 |[-1,1875 1,25003 -1,12613
83 -0,554402 -2,08398 -1,18052 -1,40009 -1,30481 -0,513041 -0,992419
84 0,51125 0,351086 -0,557295 -0,927327 -1,12609 -0,947607 0,764977
85 0,968219 0,829593 0,401451 1,47714 -0,132977 0,0455907 [-0,66927
86 -0,487735 -2,98134 0,28348 0,127775 0,45575 -0,341984 -1,07333
87 -1,74149 0,249983 0,022319 0,581647 0,239378 2,06457 0,311303
88 0,0192736 |0,633124 -0,535503 -0,28246 0,0677789  [-0,264292 0,327161
89 -0,759888 -2,15537 1,23028 -0,313598 -0,377895 -0,0842 0,970347
90 -0,259456 0,250252 -1,61282 1,3632 -0,810457 -2,71573 -0,420967
91 -1,06372 -0,240086 -1,3466 0,47816 -0,0307436 [-0,72236 1,7541
92 1,17629 0,163149 0,87887 0,121358 -0,164212 0,839197 -0,38789
93 0,227184 1,24374 0,0498566 -0,773669 0,230944 0,439171 -0,410802
94 -0,797468 -1,21159 -0,488724 -0,80445 0,774235 0,52824 -1,15869
95 0,881094 1,83385 1,39197 1,31824 -1,87234 -0,501538 0,297926
96 -0,604688 0,236521 0,63472 0,579686 0,270272 -1,21169 0,874167
97 1,73033 -0,633982 1,7179 2,54746 0,534151 -1,25203 -1,69633
98 -0,08296 0,405075 1,83803 -0,976548 -0,822797 -0,153758 0,486702
99 0,679415 1,1063 0,797867 -1,364 1,4279 -0,47039 -1,37682
100 |-0,385261 -1,08725 -1,48774 1,41322 0,474403 0,0892147 {0,07122
Set-Variable
Row [2-18
1 -0,22086
2 0,02152
3 0,20121
4 0,50932
5 0,12915
6 1,09019
7 -0,3212
8 -0,41659
9 -1,46702
10 0,43696
11 -2,0663
12 -1,0776
13 1,23039
14 -0,8676
15 1,40385
16 -0,33267
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17 |2,86803
18 |0,0818889
19 |-1,66632
20 |0,012463
21 |-0,769309
22 |0,47275
23 |-1,28919
24 |0,606135
25 |-0,500113
26 |-1,8387
27 |-1,59278
28 |-0,237891
29 |0,154422
30 |0,46384
31 |-1,48211
32 |-0,46564
33 |0,159745
34 |0,2836

35 [1,19687
36 |0,9713

37 |1,43115
38 |-2,65265
39 |-0,72436
40 |-0,715268
41 |0,813115
42 |-0,02146
43 [0,574731
44 |0,611293
45 |-1,02805
46 [0,906262
47 [0,06469
48 [1,70542
49 [0,96445
50 ]0,222291
51 ]0,720278
52 [0,00963
53 |-0,947499
54 |-1,52206
55 0,635497
56 |[1,30778
57 |-0,15308
58 |-0,24811
59 [1,20554
60 |0,27399
61 ]0,401506
62 |1,26441
63 |-0,58317
64 [2,31117
65 |0,187061
66  |-0,94314
67 |0,378012
68  |1,87795
69  |-0,959

70 |-0,081211
71 ]0,917572
72 |-1,13983
73 ]0,630533
74 ]-0,76771
75 ]0,296583

Continuation of the Appendix C.1
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76 -0,392437
77 -0,869563
78 1,21999
79 -0,282813
80 -0,286503
81 0,107512
82 0,947105
83 -0,14627
84 -0,12327
85 -0,00343
86 -2,00614
87 1,06297
88 0,166818
89 0,391008
90 0,622391
91 1,49663
92 0,603565
93 0,454491
94 1,24862
95 0,66494
96 1,9978

97 -0,75923
98 0,469641
99 0,275194
100 |[-0,11033
The StatAdvisor

Continuation of the Appendix C.1
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This table shows the values of each canonical variable when evaluated for each row of the data file. You can plot these
values by selecting Canonical Variables Plot from the list of Graphical Options.
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Results of the canonical analysis for the personnel of NeiJiang JianXing Film

Canonical Correlations

Variables in set 1:

x1
x2
x3
x4
x5
X6
x7
x8
x9
x10
x11
x12
x13
x14
x15
x16
x17
x18

Variables in set 2:

yl
y2
y3

and Television Culture Media Co. Ltd

Number of complete cases: 20

Canonical Correlations

Canonical |Wilks
Number |Eigenvalue |Correlation |Lambda Chi-Square |D.F. |P-Value
1 0,900228 0,948886 [0,000005823 391,101 323 [0,0063
2 0,857131 0,925991 0,000059596 316,152 288 10,1316
3 0,796432 0,892489  10,000176431 252,877 257 10,5444
4 0,739543 0,85973 0,00205143 201,156 224 10,8758
5 0,610356 0,781726  10,00787447 157,437 195 10,9862
6 0,599763 0,775444  10,0021252 126,788 168 10,9975
7 0,552793 0,743459  10,0505068 97,0379 143 10,9988
8 0,4343872 10,650339 ]0,1129579 70,874 120 10,9999
9 0,379196 0,616222  10,19970688 52,355 101 [1,0000
10 0,3083041 [0,555184 ]0,3220118 36,829 82 1,0000
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Canonical |Wilks
Number |Eigenvalue [Correlation |Lambda Chi-Square |D.F. |P-Value
11 0,236117 0,4868134 ]0,46554 2484165 |63 1,0000
12 0,1191 0,437038 0,6101615 16,05529 |48 1,0000
13 0,12764 0,357274 0,754221 9,167328 |35 1,0000
14 0,076974 0,277482 0,86459 4,72144 25 1,0000
15 0,040271 0,200796 0,936643 2,126555 15 1,0000
16 0,01774 0,121563 0,975954 0,7903863 |9 0,9928
17 0,0084667 (0,091471 0,990163 0,306347 |4 0,9914
18 0,0009126 {0,0306743 ]0,99057 0,030821 1 0,8611
Coefficients for Canonical Variables of the First Set
x1 (98,2162 [-92,311 (93,827 61,2452 |-61,174 |-42,954 175,445 |-82,606 95,849 |-87,241 |-202,963
x2 (81,3432 |-75,9817 (77,322 50,629 |-50,826 |-36,057 |144,416 |-68,002 |79,607 |-72,347 |-167,174
x3 [79,4756 |-74,0451 (75,104 49,036 |-48,652 |-34,267 |139,977 |-65,532 76,237 |-69,788 |-161,875
x4 [58,5967 |-55,3081 (56,232 36,662 |-36,949 |-25,573 103,738 |-48,927 |57,275 |-51,259 |-120,926
x5 (72,4922 |-67,9625 (68,903 45,074 |-44,891 |-32,025 129,514 |-60,496 70,425 |-63,673 |-149,875
x6 (93,3456 |-87,5076 (88,236 |58,123 |-57,796 |-40,358 165,237 |-77,974 190,744 |-82,644 |-192,482
x7 [80,6813 |-76,2385 (76,417 50,063 |-49,618 |-35,392 |144,187 |-68,014 |78,745 |-71,43 -166,698
x8 (79,2219 |-75,1254 |75,609 149,976 |-49,696 |-34,914 |141,643 |-66,067 |77,614 |-70,232 |-163,712
x9 (90,6022 |-85,3634 (85,862 56,338 |-56,537 |-39,108 |161,026 |-75,181 |88,728 |-80,486 |-186,506
x10 (72,2201 |-67,5996 (68,271 |44,835 |-44,536 |-31,637 |128,157 |-60,083 |70,074 |-63,002 |-147,825
x11 (74,0083 |-68,4286 (68,681 45,309 |-45218 |-32,531 |129,321 |-61,008 |70,977 |-64,363 |-150,234
x12 (73,9827 |-69,3885 (70,598 45,855 |-46,071 |-32,013 |131,723 |-61,254 |72,301 |-65,307 |-152,843
x13 |85,1761 |-80,1942 (81,622 52,597 |-52,899 |-37,344 (151,486 |(-71,643 (83,309 [-75,461 |-176,245
x14 62,0793 |-57,3724 (58,081 |38,031 |-37,828 [-26,032 (108,919 [-50,813 (59,861 [-54,605 |-125,566
x15 93,2778 |-87,8342 (88,477 |57,694 |-57,421 |-40,721 (165,169 |(-77,075 (90,382 [-82,688 |[-190,873
x16 |80,4892 |-75,4512 |76,723 50,714 |-49,648 |-35,121 (143,136 [-67,397 (79,001 [-70,939 |-166,682
x17 |86,7284 |-81,2525 (82,225 53,589 |-53,405 |-37,359 [15311 -72,135 |84,355 |-76,426 |-178,099
x18 |81,1558 |-76,6333 (77,312 |50,855 |-50,727 |-35,464 (144,762 [-68,361 (79,561 [-71,991 |-167,107
182,375 [-112,767 |-117,388 169,246 |28,742 (59,429 [-92,618
150,423 [-92,783 [-96,424 |140,184 (24,015 (48,613 |-75,481
144,742 |-89,757 [-93,207 134,914 (23,932 (47,273 |[-74,076
108,011 [-66,811 [-69,778 |101,011 |17,113 (35,874 [-55,055
134,557 |-82,143 [-85,933 |125,057 (21,457 43,966 [-67,463
172,058 [-106,478 [-110,027 |160,399 (27,996 (55,971 |-87,691
149,398 (-92,636 [-96,266 (139,209 (24,037 49,004 |-75,454
146,683 (-91,044 [-94,257 (136,824 (23,907 47,418 |-74,794
167,007 (-103,812 [-107,424 (155,153 (26,655 |54,393 |-84,744
133,627 (-82,092 [-85,152 (124,421 (20,925 |43,638 |-66,979
134,535 (-82,527 [-86,307 [125,157 (21,538 |43,699 |-68,279
136,295 (-84,599 [-88,192 (126,797 (22,711 |44,673 |-69,926
157,564 (-97,104 [-100,577 (146,616 (25,538 |51,263 |-80,056
112,574 |-69,780 [-72,425 (105,929 (17,958 |37,157 |-57,801
171,931 (-105,963 [-110,674 (160,046 (27,528 |55,747 |-87,209
149,138 (-92,058 [-95,953 (138,312 (23,335 [49,015 |-75,108
158,729 (-98,515 [-102,477 (149,033 (25,704 |51,267 |-81,158
151,068 (-92,327 [-96,759 (139,444 (23,991 |49,647 |-75,974
Coefficients for Canonical Variables of the Second Set
yl 176,701 (63,653 170,292 |187,495 |-252,178 |108,979 107,875 |117,068 |-35,092 |267,282 [5,1306
y2 |78,733 [65,211 |174,574 192,878 |-260,665 |111,336 |-111,132 |119,623 [-35,984 |274,478 [5,7852
y3 166,033 55,328 [146,701 [162,086 [-218,698 (93,207 |-92,789 (100,544 |-30,154 231,451 |5,6076
y4 |84,601 71,095 |189,189 (209,607 |-281,598 [120,526 |-120,325 |129,453 |-39,231 |298,082 |6,1841
y5 163,248 53,086 |140,097 [155,034 [-208,567 (89,487 |-89,447 (96,585 |-29,567 |220,741 |5,0096
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y6  [56,228 (46,338 |124,348 |137,837 |-185,279 179,604 |-78,965 85,271 |25,431 196,244 [5,1553

y7 [68,616 [57,732 |153,434 168,753 |-228,331 |97,618 |-97,317 [105,312 |-31,594 [241,393 [5,6733

y8 [67,408 [55,782 |148,977 165,145 |-221,208 195,197 [-94,368 102,614 |-30,773 |234,435 |5,185

y9  [69,148 [56,823 [153,266 |169,295 |-228,323 197,375 |-97,227 |105,601 |-31,647 |241,616 [5,4522

yl10 [66,087 (54,949 145,933 161,267 |-217,677 193,325 |-92,897 199,899 [-30,401 [229,757 4,972

yll (76,968 (64,202 |170,359 |188,738 |-253,404 |108,697 |-109,079 |117,098 |-35,137 |268,583 |5,908

yl2 (68,434 [56,991 151,973 |167,777 |-225,619 196,341 |-96,266 103,775 |-32,111 [238,549 |5,259

y13 [69,907 (58,393 |155,376 |172,019 |-232,167 199,459 |-98,957 106,667 |-32,219 [244,809 |5,029

yl4 (85,674 (69,785 186,434 206,432 |-277,721 |118,547 |-118,037 |128,185 [-38,266 [294,711 |7,169

yl5 [69,695 (57,898 155,625 |171,926 231,723 199,597 [-99,417 [107,145 |-32,265 [244,626 [5,4385

yl6 (74,011 (61,614 163,766 |180,877 |-243,426 (104,377 |-103,383 112,933 |-33,563 [256,634 [5,6363

y17 (74,583 (62,546 165,477 |183,089 |-246,829 105,268 |-105,434 113,382 |-34,291 |261,446 [5,2779

y18 [78,322 [64,433 |171,647 |189,038 |-254,627 109,047 |-109,211 |116,711 |-35,208 [269,053 |5,8274

-105,227 1-63,909 [-39,675 [-29,459 [-99,853 |-78,559 |-156,287
-108,634 |-65,717 [-40,525 |-30,247 [-102,394 |-79,958 |-160,618
-91,472  |-55,403  |-34,209 |-25,043 |-86,764 |-66,857 |-136,361
-116,898 |-71,247 |-44,021 |-32,235 |-110,813 |-86,768 |-174,433
-87,743 52,672 |-32,418 |-23,543 |-82,157 |-64,496 129,241

-77,517 |-46,833 |-28,733 |-21,304 |-73,173 |-57,899 |-115,118
-95,347 |-58,138 |-35,791 |-26,566 |-90,354 |-70,867 |-141,183
-92,665 |-56,787 |-35,136 |-25,572 |-88,026 |-68,464 |-137,557
-95,062  |-57,824 |-35,973 |-26,516 |-89,581 |-70,454 |-141,641
-89,893 |-55,115 |-33,661 |-24,631 |-86,146 |-66,923 |-134,257
-105,647 |-64,361 |-39,757 |-29,661 |-100,388 |-78,259 |-157,382
-94,147 |-56,821 |-34,651 |-25,927 |-89,568 |-69,693 |-139,824
-96,474 |-58,453 |-36,973 |-26,486 91,361 |-71,736 |-143,954
-116,443 |-70,342 |-43,628 |-31,497 |-110,253 |-85,898 |-172,114
-96,377 |-58,533 |-35,837 |-26,574 |-91,592 |-71,373 |-143,772
-101,111 |-61,476 |-38,045 |-28,578 |-96,345 |-75,887 |-150,887
-103,312 |-62,921 |-38,271 |-27,923 |-97,875 |-76,1279 |-153,245
-106,011 |-64,605 |-39,966 |-28,808 |-100,523 |-78,414 |-157,475

The StatAdvisor
This procedure finds the linear combinations of two sets of variables which have the highest correlation between them.
In this case, 18 sets of linear combinations have been formed. The first set of linear combinations is

98.266x1 + 81.343x2 + 79.475x3 + 58.597x4 + 72.491x5 + 93.348x6 + 80.671x7 + 79.221x8 + 90.602x9 + 72.229x10
+74.0081x11 + 73.983x12 + 85.175x13 + 62.078x14 + 93.276x15 + 80.488x16 + 86.726x17 + 81.155x18

and

76.791y1 + 78.735y2 + 66.032y3 + 84.604y4 + 63.2248y5 + 56.224y6 + 68.617y7 + 67.411y8 + 69.147y9 + 66.082y10
+76.969y11 + 68.438y12 + 69.907y13 + 853.676y14 + 69.699y15 + 74.011y16 + 74.587y17 + 78.326y18

where the variables have first been standardized by subtracting their means and dividing by their standard deviations.
The table shows the estimated correlation between each set of canonical variables. Since one of the P-values is less than
0,05, that set has a statistically significant correlation at the 95,0% confidence level.
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Plot of Canonical Variables #1
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Set1

Table of Canonical Variables

Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable
Row |1-1 2-1 1-2 2-2 1-3 2-3 1-4
1 -0,8561719 |-0,2300712 |[-0,0265926 |-0,0326686 [0,07204146 |0,1917634 |-0,0642945
2 0,5697488 10,5403844 |-0,153811 -0,6302439 |-0,9941235 [-0,435468 0,9365123
3 0,6606208 |1,1243 -0,934049 -0,523762 -2,05695 -1,63258 1,08013
4 -2,302589 -1,700149 -0,4793185 |-0,1281701 [0,9707323 ]0,1303109 |-0,7375142
5 2,388484 2,005121 -0,2008921 |-0,2421259 |(-1,513249 -1,263029 -0,8466592
6 -1,63391 -1,609253 0,1168343 0,8570372 [-0,5933376 |0,0963437 |0,4551325
7 0,7732573 |1,2711641 |0,404064 0,416459 0,4624403 10,3627476 [-0,074584
8 0,8992115 10,6793579 |1,171535 2,005451 0,2920599 |-0,1125051 [-0,463532
9 -0,6703828 |-0,335641 0,1262168 |-0,0694066 [1,269697 1,435336 -2,000466
10 -0,451406 0,203772 -0,8226977 |-0,7362897 (0,4395716 |-0,2748674 |1,3039797
11 1,547328 1,5443864 |-1,325997 -0,8951911 ]0,985229 -0,2535626 |1,8049032
12 0,2485368 0,18495896 (-1,297799 -1,971157 -0,218677 -0,4373885 |-1,6444985
13 0,710498 1,1147048 ]2,010001 1,4415031 |-0,219692 -0,2570885 |-1,09419
14 0,2536287 10,1473819 |0,494403 0,4903502 |-1,215605 -1,20584 0,654362
15 -0,0840184 |-0,416023 -1,063482 -1,17855 0,2916856 |-0,1162873 [0,1729529
16 1,241387 1,289391 1,648342 1,429582 0,5368686 |0,536385 -0,500963
17 1,255274 0,7495356 10,5262488 [0,838582 1,196366 1,848862 1,098399
18 0,244749 0,047651 0,7276145 |-0,362515 -0,667441 -1,225682 -0,141899
19 1,183665 1,304315 0,9154705 ]0,956599 0,6177318 10,3918685 [0,2833939
20 0,487871 0,601404 -1,43348 -0,9417596 10,6115487 |0,6748841 |-0,811598

Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable Set-Variable |Set-Variable
Row |2-4 1-5 2-5 1-6 2-6 1-7 2-7
1 0,3361063 [0,5985301 1,352515 0,1897401 0,7845768 0,1584028 ]0,620024
2 0,06907004 |(0,017333 0,4612105 |[-0,233358 -0,6139441 1,350107 1,311382
3 -0,9473264 |-0,738282 0,282539 1,003426 0,9412898 -0,069501 -0,133483
4 -0,748434 -1,119049 -0,845349 -1,169518 -1,4001126 -0,951507 -0,45169
5 0,3449656  |-0,2192955 |1,008553 0,1995306 1,552053 0,3889922  [-0,934887
6 0,8001926 |-2,05687 -1,666318 0,0384137 -0,4113378 1,322815 0,04172
7 0,450378 0,2869178 [0,2664744  (-1,202907 -0,8082234 -0,840724 0,1537372
8 -0,9478942 10,494069 0,8106822 0,7245806 -0,6608267 0,4206433  |0,24392
9 -2,071794 -2,821658 2,618894 1,380375 0,8730738 1,115861 0,60011
10 1,568909 0,4934481 10,4615052 [-0,9226255 ]0,00394403 1,133548 0,48899
11 1,648481 -0,9683954 |-1,096915 1,319583 1,464528 0,430307 0,28651
12 -0,82416 0,115209 -0,160072 1,988242 1,526608 -1,135621 -1,248338
13 -1,869074 0,3711148 0,4318929 (0,3714374 0,8595706 -0,8318179 |-0,196143
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Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable Set-Variable |Set-Variable
Row |2-4 1-5 2-5 1-6 2-6 1-7 2-7
14 1,663162 -1,016445 -1,205553 0,545753 -0,2633813 0,597052 1,405136
15 -0,4428272 10,5133916  [-0,2921622 |1,252965 0,7529989 0,8500126 |1,707111
16 -0,8413032 ]0,5528785 |-0,7067895 |-1,005312 -1,400035 1,25029 0,606281
17 1,354913 -0,1201662 |-0,6632889 [0,0694877 0,4601166 0,396329 0,6953163
18 0,2543653 10,4721157 |0,0161796 |-0,0483989 0,3254284 1,030456 0,0564273
19 0,3309549 |-1,104966 0,8001471 ]0,865246 0,818306 1,653512 1,532578
20 -0,756764 -1,489287 -1,460038 -0,748051 -1,236461 0,626748 0,0514567

Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable
Row |1-8 2-8 1-9 2-9 1-10 2-10 1-11
1 -0,0783509 |-0,5276176 |1,085793 1,7011615 1,2746003  |-0,2081647 |(-1,393023
2 0,415299 0,752903 0,5498457 |-1,283062 0,0719538 |-0,5006262 [-0,949068
3 -1,558305 -0,5032721 |-0,907712 -0,3732338 0,5208176 10,513355 0,1618718
4 -0,4957221 |-0,3850413 [0,5996216 |-0,0326232 -0,2467092 |-1,054044 -0,2887318
5 0,4056973 10,493245 -0,446506 -1,32724 0,4566783 10,7858401 1,156968
6 0,1011255 |-1,159342 0,230306 0,358508 -0,474559 -0,538621 -0,7756474
7 0,366464 -0,376989 1,182236 0,8704639 -0,4765414 |1,172977 0,0586946
8 0,0040333  |-0,0499776 (0,6714726 |0,8577717 0,0221366 0,5838616  [-0,993048
9 -0,0499925 10,3755138 |-0,8121828 |-1,463818 -0,1622103 |0,8719057 [-0,879722
10 -0,4991237 |-0,2204269 [0,4850051 |-0,0585909 0,4039148 |1,216005 0,2908045
11 0,7365043 |1,041005 -2,546935 0,2672161 1,017908 0,5656175 |-1,317868
12 1,202296 0,1955103 |-0,3538592 (-0,240127 -2,635942 -1,876271 -1,139946
13 0,2926884 |1,03283 0,305782 0,6932269 0,8718072 10,3083348 [0,5168865
14 -1,627372 -1,154354 0,2888026 10,3505355 1,638789 -0,4946192 |-1,767937
15 -2,017665 -0,171049 -0,2654663 |-1,18364 -0,1226299 |-1,015043 1,16685
16 -0,5945151 |-1,08502 -0,7194168 |-0,8595151 -1,206564 -0,7636441 ]0,498506
17 0,6468484 |1,23612 0,721231 0,9326011 0,6406988 |-0,3777364 |[1,010459
18 -0,194836 -1,39596 0,9822089 |1,979721 0,7053173 10,9948752 [0,4553709
19 0,6728233 |0,717975 0,8982109 0,6756981 -2,467225 -2,323966 0,156277
20 0,1601036 |-0,397188 -2,006917 -1,725095 1,657197 1,670747 2,478144

Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable
Row |2-11 1-12 2-12 1-13 2-13 1-14 2-14
1 -0,743144 -1,357783 -0,9047191 ]0,867882 0,7456798 0,6863777 10,9610781
2 -0,2457129 |-0,5767729 |-2,460108 0,02177624 10,7441031 0,8866983 |-0,3361352
3 -1,213379 -1,647638 -0,1715604 |-0,8348683 |[-1,316815 -0,1858947 |-0,0228772
4 0,3556749 |-1,753752 -2,398823 -0,4953725 |-0,6040582 |-0,9747855 |[-0,323738
5 0,4965955 |-0,0774485 1-0,9893653 [0,9904789 |-0,0416356 |-0,8903384 [1,594598
6 0,3147644 10,0505893 0,3647608 10,9508336 [0,00429043 [-0,3032617 |-1,6655183
7 -0,6958748 10,2942812 0,4599579 |2,056526 0,6699545 0,0289177 |-1,114618
8 -0,2183512 |-0,8719968 |-0,5129687 [0,9481541 |2,313638 0,9657099 |1,136567
9 0,1248994  |1,002406 -0,6922746 |1,140255 -0,150743 -1,533935 -0,164881
10 1,2991001 |0,947326 0,7668396 |-0,530895 1,026589 0,5532846 [1,775993
11 -1,54157 -1,344912 -0,9149953 |-0,0198314 (-0,4438567 |[-0,434785 -0,708197
12 0,024277 -0,459819 -0,4033836 |0,3318761 [-0,0253928 [2,202968 -0,0002028
13 0,4993325 |-0,624976 -0,2680361 |1,082336 2,001143 1,607572 1,382162
14 -0,7937439 |2,836093 1,859108 0,06754791 |1,0160043 0,1294856 0,5263734
15 0,9233544 |-1,358357 -0,480261 -1,490403 0,2735232 -0,1813494 |-0,1904133
16 -0,4864914 0,604308 1,399337 0,5483138 |-0,4633631 |-0,5849204 (0,00565932
17 0,7541077 10,0139732 -1,531284 0,0598202 10,2040515 0,2661455 |-1,832163
18 2,58932 -1,440274 -0,792541 -0,208261 -0,4215446  |-1,260036 -2,202747
19 -0,7205956 |1,02251 0,7926463 |-1,688924 0,1846086 -0,384968 -1,572886
20 2,4900363 10,0423004 0,5225779 10,1978968 [-0,4269783 |2,743862 0,0046994
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Set-Variable

Set-Variable

Set-Variable

Set-Variable

Set-Variable

Set-Variable

Set-Variable

Row |I-15 2-15 1-16 2-16 1-17 2-17 1-18

1 -0,9798233 10,4965115 10,178107 1,6221117  [1,309089 0,7463516  |-0,400996
2 0,190898 1,407324 -1,537398  |-0,1473297 |-0,771519 1,716207 1,008936

3 1,5879773  [-0,1613733 ]0,5980635 10,4712433 10,627384 -0,5323052  |-1,138256
4 0,778576 -0,4427413  [2,497957 0,2841244 |-1,930794 |-0,3141682 [0,9547317
5 0,1232059 10,2809533  |1,1909466 [1,2955505 |[-1,220886 |-0,0751213 |1,575663

6 -1,216404  |-0,1546528 |-0,258595 0,6676163 |-2,359356  10,3040612  [0,9511083
7 -0,1437339  |1,027334 -0,0304945 |-0,728679  |-0,057641 -1,788788  10,495423

8 -0,3598012  |-0,2602835 ]0,4386311  [0,3248981 [0,0428032 10,9998278 |-0,7439434
9 0,05041188 |-0,8494933 |-1,012266  [0,9190659 [2,072022 0,8592234 |-0,8216626
10 -1,2769105 |-1,962067  0,236311 -1,4168008 |[1,287149 1,287101 1,002103
11 0,2693319  [0,9061019  [-1,234018  [-1,553159  [-0,4620002 |-0,538419 1,470634
12 0,0799385  [-1,669201 0,670394 -0,6536217 [-0,7276959 [-0,8222452 [-1,208916
13 0,7177779 [0,7670329 [-0,1220888 [0,6742305 |-0,9030985 |-0,3161431 |-0,096893
14 1,836456 0,8792394 |-0,548277 10,5321949 |-0,1894095 |-0,9017409 |-0,103775
15 -1,710745  [-0,910875  [0,0427586 [1,675826 -0,4287689 ]-0,910546 1,771605
16 0,532954 1,691516 2,851785 0,9466647 [0,5227552 |-1,321641 2,165718
17 -0,0815538 [-1,010527 1,676594 -1,124597  10,5294944  10,4367735 [-0,2504265
18 -0,7925922 [0,9405585 [0,5440032 [0,3513838 |0,8526733 ]0,5458846 |-0,1467636
19 -0,6114006 [0,3782999 [1,176023 -0,4101905 [2,0422694 10,6329447 |-0,1628211
20 -0,6506018 [0,6324002 [0,520719 0,6914202 [1,5990118 ]0,4740042 ]0,2811619

Set-Variable

Row |2-18
1 -1,210941
2 -0,8318418
3 0,0201647
4 0,1055681
5 0,1715574
6 0,5229454
7 0,5396633
8 0,242279
9 -0,843126
10 -0,2026087
11 -0,244961
12 0,5628984
13 1,417317
14 0,9296759
15 -0,2451617
16 -0,924495
17 -0,793553
18 0,8303727
19 1,470151
20 1,578903
The StatAdvisor

This table shows the values of each canonical variable when evaluated for each row of the data file. You can plot these

values by selecting Canonical Variables Plot from the list of Graphical Options.
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Results of the canonical analysis for the personnel of Simon Kuznets Kharkiv

Canonical Correlations

Variables in set 1:

x1
x2
x3
x4
x5
X6
x7
x8
x9
x10
x11
x12
x13
x14
x15
x16
x17
x18

Variables in set 2:

yl
y2
y3

y18

National University of Economics

Number of complete cases: 96

Canonical Correlations

Canonical | Wilks
Number |Eigenvalue Correlation |Lambda Chi-Square |D.F. |P-Value
1 0,737314 0,8587785 0,00042717 |438,273 323 10,0000
2 0,688022 0,8305483 [0,00164846 (362,747 290 10,0026
3 0,64578 0,806165 0,0024593 (296,501 255 10,0413
4 0,53388 0,730467 0,0146213 237916 224 (0,2641
5 0,513034 0,769362 0,0317797 [194,824 198 [0,5121
6 0,44946 0,67024 0,0654804 |154,462 167 10,7836
7 0,378959 0,6151621 ]0,1188942 [120,543 144 10,9259
8 0,346362 0,583316 0,191307 93,425 123 10,9743
9 0,315173 0,561624 0,2910232 169,896 101 10,9903
10 0,2331386 0,4820842 ]0,4237276 |48,507 82 0,9924
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Canonical Wilks
Number |Eigenvalue Correlation |Lambda Chi-Square |D.F. |P-Value
11 0,1831084 0,427183 0,552649 33,5104 64 0,9993
12 0,1410316 0,37582 0,67558 22,0815 48 0,9996
13 0,09239119 0,303926 0,787628 13,4924 35 0,9997
14 0,0638188 0,252649 0,867686 8,01384 24 0,9994
15 0,0423462 0,2057575 |0,926876 4,29049 15 0,9982
16 0,0269677 0,1642612 [0,967871 1,84657 10 0,9936
17 0,0052482 0,072794 0,994643 0,30168 4 0,9895
18 0,0000776 0,0088801 ]0,999931 0,00472 1 0,9468
Coefficients for Canonical Variables of the First Set
x1l (67,178 57,825 |134,888 86,489 |75,471 [-74,248 (23,678 (82,666 |-89,803 95,387 |-147,099
x2 (60,662 51,818 122,631 |78,597 |68,753 [-68,465 (21,131 (74,442 |-81,541 |87,514 |-133,589
x3 [-60,237 (51,987 [122,677 |78,075 68,463 |-67,478 |21,568 (74,524 |[-81,069 (87,395 (-133,387
x4 (48,943 41,948 199,421 (63,356 54,726 |-55,034 17,496 60,861 |-66,893 |70,892 |-107,747
x5 (50,965 44,124 103,827 (66,032 57,979 |-57,877 17,916 63,778 |-68,644 |73,732 |-113,405
x6 (62,707 53,492 |127,068 |80,748 (70,373 [-70,001 (21,678 |[77,146 |-83,748 90,145 |-137,429
x7 160,879 52,508 |123,273 |78,569 (69,094 [-67,909 (21,105 (75,442 |-81,347 |86,622 |133,578
x8 (61,352 51,796 123,397 |78,876 169,489 [-68,526 (21,182 (75,123 |-81,679 |87,457 |-134,635
x9 (61,483 52,119 124,508 |79,464 70,294 |-68,763 |21,762 (76,089 [-82,561 (88,381 [-134,643
x10 (59,377 51,649 120,039 |77,062 [67,388 [-66,416 (20,969 (73,065 ([-79,986 (85,055 [-130,811
x11 |53,889 (46,435 (109,473 169,719 61,251 |-61,173 19,023 |66,642 |-72,602 |77,293 |-118,891
x12 |56,048 (47,527 |[113,539 |72,658 63,589 |-62,972 (20,315 69,439 |74,803 80,651 |-123,149
x13 62,543 53,345 |125,856 |79,833 70,336 |69,862 21,939 (76,889 |-83,531 (89,629 [-136,897
x14 |54,174 [46,557 110,037 |70,743 61,785 |-60,451 |18472 167,502 |-73,741 |77,933 |-120,226
x15 |47,666 (41,318 (96,599 61,525 |54,551 |-53,038 |16,475 58,734 |-64,279 |68,286 |-104,889
x16 |55,977 |47,464 |113,723 |72,285 62,672 |-62,052 20,014 (69,275 |[-75,014 |80,066 |[-122,845
x17 62,595 53,656 |127,153 |81,132 |70,818 |-70,508 21,577 |77,415 |[-83,694 (90,176 |-137,328
x18 52,155 44929 104,778 (67,102 (58,769 |-57,931 |[18,167 |64,497 |-69,617 |75,005 |-114,674
104,154 |-142,411 |-17,162 |-52,679 |[-245,693 (90,273 (19,418
94,632 -129,914 |-15,749 |-47,457 |-223,894 |82,197 |17,325
94,323 -129,966 |-15,557 |-48,359 |-223,067 |82,123 |17,806
76,316 -105,368 |-13,033 |-38,255 |-180,783 (66,492 14,579
80,445 -109,965 [-12,936 |-40,182 |-189,335 169,936 |15,421
97,287 -133,687 [-16,207 |-49,435 |-229,966 |85,504 |18,258
94,678 -130,921 |-15,313 |-47,376 |-224,224 |82,547 |17,821
95,029 -130,868 [-16,078 |-48,372 |-224,927 |82,552 |18,447
95,931 -131,116 |-15,816 |-48,056 |-226,377 |83,323 |17,975
93,025 -127,423 |-15,285 |-46,155 |-218,992 |80,827 |17,989
84,553 -115,927 |-14,623 |-42,797 |-199,118 |73,562 |15,768
86,817 -119,727 |-14,122 |-44,065 |-205,835 |75,781 16,797
97,483 -133,914 [-15,763 |-49,029 |-228,939 |84,595 |18,161
84,967 -116,716 |-13,875 |-42,984 |-200,287 |73,942 |15,582
74,412 -101,837 |-12,116 |37,287 |-175,207 163,693 |14,113
87,032 -119,497 [-14,695 |-43,168 |-205,496 |75,841 16,337
98,047 -134,619 [-15,938 |-49,564 |-231,206 |84,555 |18,712
80,862 -111,079 |-14,277 |-40,715 |-191,268 (70,321 |15,224
Coefficients for Canonical Variables of the Second Set
yl 212,778 |-100,566 |-152,929 233,617 |-56,587 |-74,3372 |-48,9761 |-107,267 |129,688 [-202,503 |-196,9
y2 |176,584 |-82,912 |-126,902 |193,728 |-46,465 |-62,564 |-40,446 |-89,084 |108,416 |-168,201 |-164,191
y3 198,509 |-93,894 |-142,909 |218,263 |-53,096 |-69,875 |45,149 -100,762 {122,122 (-188,899 [-185,223
y4 |218,701 |-103,555 |-157,779 240,744 |-58,678 |-76,989 |-50,329 |-110,897 |134,633 |-208,838 |-203,838
y5 |172,916 |-81,761 |-124,888 |189,935 |-46,091 |-60,952 |-39,841 |-88,138 |106,284 |-164,627 |-160,244
y6 |182,929 |-86,137 |-131,347 |200,666 |-48,315 |-64,379 |-42,486 |-92,951 |-112,555]|-174,066 |-169,465
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y7 (212,319 [-100,615 [-153,018 [233,835 [-56,288 [-75,059 [-49,223 [-107,612 {130,015 |-202,474 |-197,617
y8 [186,904 [-88,879 [-134,424 (205,184 |-49,697 |-65,111 [-42,978 [-94,626 (114,999 |-177,985 |-173,563
y9  [173,389 [-81,828 [-124,913 [189,523 |-46,187 |-61,111 |[-39,233 [-87,542 [106,768 |-164,488 |-161,643
y10 (198,483 [-92,859 [-142,614 (217,829 |-52,983 |-69,456 |-45,779 [-100,718 [121,843 |-188,648 |-184,205
yl1 [193,075 [-91,525 [-138,652 (212,211 [-51,195 [-67,979 [-44,211 [-98,182 (118,359 |183,386 |[-179,872
yl12 (188,446 [-88,929 [-135,836 (206,707 [-49,735 [-65,968 [-43,257 ([-96,013 (115,999 |-179,212 [-175,391
y13 [187,025 [-88,248 [-134,575 (204,919 |-50,183 |-66,355 |[-42,744 [-94,981 (114,57 |-178,134 |-173,223
y14 (199,147 [-94,542 [-143,587 [219,081 |-53,287 |-69,844 |-45,591 [-100,959 (121,873 |-190,087 |-185,235
yl5 (167,832 [-79,006 (-120,397 [183,707 |-44,982 |[-59,203 [-39,106 ([-84,975 (102,768 |-160,109 |-156,417
yl6 (200,122 [-94,485 |[-143,501 (219,567 |-53,113 |-70,451 |-46,209 [-101,579 [123,043 |-189,928 |-185,425
y17 [185,692 [-87,781 [-133,112 (204,252 |-49,589 |[-65,413 |[-42,487 (-94,097 (114,037 |-177,439 |-172,636
y18 (220,611 [103,975 |[-158,239 |242,425 |-58,227 |-77,638 |-50,894 |[-111,717 [135,287 |-209,367 |-204,897

163,127 [9,7352 |-6,4364 [161,4125 |-76,932 46,154 |-61,198
135,138 [8,3443 |-5,7171 [134,1528 |-63,353 38,868 |-50,292
151,949 (10,018 |-6,3507 [150,732 |-71,564 (43,159 |-58,184
168,653 [9,9496 [-7,6271 [166,1041 |-78,903 48,105 |-63,273
132,781 [7,9466 |[-5,4242 |132,2515 |-62,391 38,226 |-50,715
139,538 [8,2841 |-6,3591 [138,8683 |-65,333 39,763 |-53,459
163,396 [9,9573 |-6,1202 [161,5724 |-76,118 146,235 |-61,684
143,803 [9,1769 |-5,3887 [142,8182 |-67,372 40,837 |-54,363
132,626 |7,7911 |-5,6069 [131,5968 |-61,872 38,501 |-49,737
152,115 [9,4353 |-6,0026 [150,5402 |-71,131 43,153 |-56,484
148,224 [9,1753 |-6,6855 [147,1152 |-69,257 41,953 |-55,869
144,438 |8,5895 |-5,6647 [143,1525 |-68,594 140,992 |-54,518
143,443 [9,1872 |-6,7673 [141,6334 |-66,449 140,821 |-54,095
152,254 19,3548 |-5,5661 [151,4641 |-71,466 43,922 |-58,046
128,666 |7,8614 |-5,5952 [127,7569 |-60,374 36,907 |-48,247
152,876 (9,069 ]-6,2689 [152,2665 |-71,855 42,917 |-57,2954
142,756 |8,5794 |-5,3899 [140,8874 |-67,276 140,629 |-54,166
169,897 (10,395 |-6,9252 [167,0287 |-79,142 148,799 |-63,337

The StatAdvisor
This procedure finds the linear combinations of two sets of variables which have the highest correlation between them.
In this case, 18 sets of linear combinations have been formed. The first set of linear combinations is

67.179x1 + 60.646x2 + 60.274x3 + 48.934x4 + 50.927x5 + 62.761x6 + 60.857x7 + 61.315x8 + 61.48x9 + 59.379x10 +
53.888x11 + 56.0248x12 + 62.542x13 + 54.179x14 + 47.664x15 + 55.978x16 + 62.539x17 + 52.196x18

and

212.798y1 + 176.554y2 + 198,501y3 + 218.771y4 + 172.956y5 + 182.939y6 + 212.391y7 + 186.942y8 + 173.383y9 +
198.473y10 + 193,045y11 + 188.442y12 + 187.021y13 + 199.177y14 + 167.882y15 + 200.121y16 + 185.691y17 +
220.613y18

where the variables have first been standardized by subtracting their means and dividing by their standard deviations.
The table shows the estimated correlation between each set of canonical variables. Since three of the P-values are less
than 0,05, those sets have statistically significant correlations at the 95,0% confidence level.
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Set 1
Table of Canonical Variables
Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable
Row |1-1 2-1 1-2 2-2 1-3 2-3 1-4
1 1,8530058 |2,0820861 0,4498543 [0,0315808 [0,8553067 1,000798 0,75679441
2 0,3031713 |0,5340664 -0,0763452 [0,0555972 [0,6511551 0,8189867 [0,7666954
3 -0,0345021 |1,0221185 -0,8582309 [-1,465807 |[-0,5334542 -0,742942  10,0554559
4 -0,3383995 |-0,22219237 |1,044782 1,494605 0,9133341 0,2161183 |-0,4843122
5 -0,3488628 |-1,431323 -0,101307 [-0,510807 [0,7174279 1,209002 0,04657123
6 1,7795772 |1,41344 1,2860069 [1,419135 0,03814611 1,0720117 [0,9053168
7 0,0176676 |-0,1002552 -0,0853912 (-0,137251 |-0,7462009 -0,4660459 |-0,8219728
8 -0,0605564 |-0,3683861 -1,178938  [-0,4562349 |(-0,1389352 -1,063037 [0,7862828
9 -0,5434487 |-0,377644 -0,2691773 [-0,07324424 (0,4372278 0,08532879 (0,3543171
10 0,2265934 10,3635855 -1,704666 [-1,255038 [0,183178 0,05384323 [1,250166
11 -0,2742277 10,1342495 -1,720561  [-1,722666 [0,6836872 -0,05512429 |-0,3854217
12 -0,9441296 |-1,71298 -1,2654471 |[-1,356743 1,405399 0,9635149 |-0,6364495
13 -0,1101097 |0,03113432  |-2,5303331 |-1,856861 |0,4221477 0,4963276 (0,9213067
14 -1,156032 |-1,318228 2,3247227 12,539679 0,671643 0,6397032 |-2,524073
15 -0,1627502 |-0,1473456 -1,429521 [-1,016136 [0,1022241 0,8387865 ]0,1701673
16 -0,1667904 |-0,2324449 -0,7602226 |[-0,4870495 (-0,689741 0,1565931 [-0,919061
17 -1,299169 |-1,369534 -0,5829965 |[-1,178264 [-0,6830003 -0,419808 [1,415911
18 1,918876 1,531679 -0,315876 [-0,2041182 (-0,207904 -0,0951036 |-0,3380129
19 -0,9111673 |-1,179731 0,119487 -0,0173134 |[-0,00182513 |[-0,6743175 |(-0,7237309
20 0,9056867 |2,134683 -0,06286276 (0,5141243 [-0,568777 -0,7175927 |-1,033604
21 2,419546 1,847369 0,02259622 |-0,2165146 |[-0,1766776 -0,0215347 10,4564587
22 -0,6740478 |[-0,9102808 0,1181747 1-0,9257677 |-1,054552 -0,454667 |-0,1534684
23 1,813534 1,478204 -0,8333324 |-0,9107972 |[-0,1679426 -0,307571  |-0,093355
24 -0,6335255 |[-0,8815158 0,4472937 10,5398347 |[-0,5639667 -0,889998 10,323201
25 -0,4395101 |-0,2453251 -0,1822113 |-0,2719864 |0,8320233 0,9438997 |-1,053116
26 0,927354 0,572032 -1,461109 |-0,7590692 |0,8565156 0,9525966 |-0,877153
27 1,169554 1,010204 1,15359 0,978738 1,09617 1,253068 -0,213285
28 0,392557 0,618099 0,9966092 |1,06756 0,1827716 0,084055 0,111474
29 -0,979634 |-1,073061 1,203008 1,428646 0,38418 -0,021294 |-0,74557
30 0,898782 1,118209 0,6563066 |0,438753 -1,509498 -1,577083  10,554836
31 -1,091754 |-1,381998 -0,77017 -0,674703  [-0,41483 -0,53235 -0,30857
32 -1,122115  |-1,03771 -1,04019 -1,06233 0,1219285 -0,24201 -1,032671
33 -1,091754 |-1,381998 -0,77118 -0,674703  [-0,414283 -0,532235 |-0,30857
34 1,169554 1,010204 1,15359 0,978738 1,09617 1,253068 -0,213285
35 0,392557 0,618099 0,9966092 [1,06756 0,182771 0,084055 0,111474
36 0,867662 0,863328 -1,583173  [-1,29195 -0,945211 -1,25266 1,070891
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Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable [Set-Variable
Row |1-1 2-1 1-2 2-2 1-3 2-3 1-4
37 2,419465 1,563179 0,02296722 (-0,2041882 |(-0,1767736 -0,0913623 [0,45648887
38 -0,03445321]0,3763555 -0,8582609 [-1,250318 [-0,5335422 0,05318323 [0,0556759
39 -1,291369 |-0,9789463 -0,5829655 [-1,053221 [-0,683023 0,7438121 |1,41636511
40 -0,9712761 |-1,253045 -0,1147459 [-0,3541393 (0,9044716 -0,2921036 |-1,253439
41 0,524924 0,9015082 1,452359 0,6442196 |2,380-974 2,315495 -0,9004093
42 -0,0426788 |1,03912992  |0,842047 1,17405539 |1,8728976 2,2171191 ]0,22023812
43 -0,3627193 10,35022159 |0,13742536 |-1,3163263 |0,03178373 |-0,43524038 |-1,4761295
44 -0,9549669 |-1,14010079 |[1,8784127 |1,629799 0,08215707  [0,38232016 |0,79170064
45 1,3955218 |1,5589216 0,1101176 [-0,186686 [-1,007681 -0,7330325 [1,089592
46 -1,328448 |-1,3131167 0,8440172 [1,873913 0,1459854 -0,3473013 [2,285479
47 0,01423984 10,41373349 [0,6576105 |0,337089 -0,2281523 -0,384683 1,717076
48 -0,008688 |-0,8414456 1,647739 0,3513128 |-0,44807 0,4025517 ]0,3460551
49 0,4511427 ]0,6762354 -0,7445887 (0,104329 0,2133524 -1,487519 ]0,665556
50 -0,9440059 |-1,4321466 -0,019026  [0,3963128 |[-1,051284 -1,729692  |-0,2714518
51 0,3099346 ]0,8820171 0,7438575 [0,1541038 [-2,07711 -1,374734  |1,347397
52 -0,1081814 |-0,00587827 [0,6133766 [0,205977 0,6180137 0,4971893 (0,4339222
53 -2,154757 |-0,8638282 0,1859988 [0,8261001 (-1,783921 -0,9238997 |[-1,2711264
54 -0,1788661 |0,1588921 -0,7691406 [0,4987216 [0,7818792 1,006803 0,210012
55 0,9715251 ]0,5288303 -1,067352  [-0,7898864 (0,3366738 -1,380113  |-0,188712
56 0,6392444 0,5542154 1,487219 1,040922 -0,4213269 -0,002903  [0,549279
57 -1,023432  |-0,9790463 -1,651141 [-1,050321 [0,275069 0,7438212 |-0,79664
58 1,023232 0,1652238 1,284249 1,332412 0,167346 -0,6993352 ]0,669155
59 -0,559102 |-1,200319 -1,089467 [-0,183026 |[-1,922354 -0,423724  ]-0,60736
60 0,526476 -0,93214 -0,517702 |-0,67721 1,179041 -0,1488567 |-1,876078
61 -0,931672 10,339175 0,582458 0,64096 -0,26621 -0,0596618 [0,715719
62 -0,141861 ]0,027054 1,115698 1,053965 -1,04397 0,1655442 [1,949859
63 0,239666 -0,42541 -2,100401 [0,608495 0,72228 1,087344 1,162089
64 0,135492 1,84988 -0,753213  [-1,23993 -0,46923 0,731723 -2,247399
65 0,82666 -0,81643 -1,04282 0,760283 -0,25566 -1,853249 [1,273152
66 -0,71277 -0,46988 -0,620983  [0,352511 0,263347 0,5231167 [1,820356
67 1,619787 -0,735641 -0,459535  [-1,54606 0,256188 0,1848065 ]0,262835
68 2,89938 -0,042484 0,2405941 (0,272659 -0,560903 -0,529584  [0,5239298
69 -0,95849 -0,652329 0,7433045 [0,6715788 [1,153371 1,245877 -0,626243
70 1,124211 0,371114 -0,115623 [-0,447437 [-0,886012 -0,451502 |-0,0765303
71 -0,052933  |-1,39696 1,5240036 |-0,8307787 |1,150334 1,455259 0,087619
72 -0,98894 -1,490515 -1,348979 [-0,7568943 [1,303312 0,077034 -0,400106
73 1,115588 0,1037597 1,557888 -1,09287 -0,5349218 -2,483184 |-0,13159
74 0,6863857 |1,801089 0,5054267 [0,802378 -0,1051505 -0,13964 0,056865
75 -0,351963 |-2,051993 -0,1044605 |[-0,681229 [-0,079729 -0,056165 |-1,38297
76 0,239666 -0,42541 -2,100401 0,608495 0,72228 1,087344 1,162089
77 0,135492 1,84988 -0,753213  [-1,23993 -0,46923 0,731723 -2,247399
78 0,82666 -0,81643 -1,04282 0,760283 -0,25566 -1,853249 [1,273152
79 -1,172212  |0,0306341 0,2292768 |-1,06555 -1,385356 -1,20108 0,558344
80 0,7977481 10,2991294 1,150871 1,180576 -1,453439 -0,341916  |1,009632
81 1,3091917 |[1,3892291 0,4347662 |1,3792109 |1,1560207 -0,114578 |1,04418
82 -0,0268286 |0,4337383 -0,45975355 1-0,39250238 |-1,55199 0,047665 0,257825
83 0,64805578 10,0524147 0,7454442 |-0,694346 |-0,6698184 -0,146287 10,8011796
84 -0,8839427 |0,00850651 -0,78653311 |0,62324559 |-1,4575677 -1,170678 10,7775158
85 0,0916936 |-1,9936375 -1,2272423 [-0,4625311 [0,15664641 -0,1848394 10,1728456
86 1,2240267 |1,01976886 |-0,2221121 |1,2296064 |1,1335955 2,467094 -0,7682662
87 -0,6252194 |-1,872799 0,38289445 [-0,7760771 |[1,2141184 2,4181405 |1,627276
88 2,0394705 |1,0139803 -0,639263 [-0,7858842 (0,80838416 [0,3101865 [-1,9939117
89 0,9088129 10,3833199 -2,7139894 [-1,2275699 (-2,3324353 -1,7682372 10,4131077
90 0,107024 0,3926205 -2,6764487 [-2,6930053 (-1,0001299 0,97904723 |1,112988
91 -2,1190119 |-2,571375 0,5699476 [0,57661156 (-1,7022014 -0,8153216 |0,867795
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Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable [Set-Variable
Row |1-1 2-1 1-2 2-2 1-3 2-3 1-4
92 -1,172212  ]0,0306341 0,2292768 |[-1,06555 -1,385356 -1,20108 0,558344
93 0,7977481 10,2991294 1,150871 1,180576 -1,453439 -0,341916  [1,009632
94 0,239666 -0,425451 -2,1000401 [0,608497 0,722238 1,087244 1,160891
95 0,135492 1,849688 -0,7532139 |[-1,238993 [-0,469223 0,733723 -2,24739
96 0,82666 -0,816473 -1,042882  [0,7602983 [-0,255616 -1,85324 1,27312

Set-Variable|Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable
Row |2-4 1-5 2-5 1-6 2-6 1-7 2-7
1 1,7262 0,384662 0,1057576 [0,7437527 0,693057 -0,4828226 [-0,8699776
2 0,4062216 |-0,2523926 -0,187733 1,965468 2,105643 0,9996826 [-0,16401
3 1,4410411 ]0,1625334 0,7738966 [-0,143998 0,2214105 -0,118182 [0,358543
4 -1,221106 |-1,058255 -1,367141 |0,400157 -0,3558447 -0,5609201 [-1,349163
5 -0,573306 |-1,855962 -1,598847 [0,09753219  [-0,08371594 (1,3270055 [0,06329257
6 0,7064019 |1,813757 0,9166333 [0,0255395 -0,7494256 0,34222326 (0,73911515
7 -0,6778892 |-0,6048868 0,009721 0,5522441 0,2648195 0,6663982 [0,5724189
8 0,6541788 10,3293293 -1,822291  [-0,5205543 -1,4500018 -0,124692  |-1,215907
9 0,159796 0,3595013 -0,2312814 |[1,286467 2,479993 0,9153598 [0,2144877
10 0,5327776 |-1,214185 -0,6961052 [0,7577783 0,0194883 -0,4191601 [0,769687
11 -0,9255612 |0,0600235 -0,0251459 |[-0,2338818 -0,3930772 0,8324314 [0,671664
12 -0,9471666 |0,9513333 0,6602612 |-0,4059824 -1,249692 1,197415 1,75146
13 0,1633964 |-0,06731493 ]0,1710927 |-1,509032 -0,3254057 2,288863 1,654543
14 -1,189522 |-1,499154 -1,310975 [-0,9861682 -1,168484 0,7729076 [0,6450424
15 -0,1071622 |-1,82505 -1,165056 [1,610059 0,4365331 1,460491 1,333754
16 -0,077027 |-1,715708 -1,30217 -0,0740511 0,4792166 -0,404739 [1,330112
17 -0,432729 |-1,2729 -1,55498 -0,422892 -0,748302 0,0205359 [0,507066
18 0,257101 -0,476309 -1,1121 0,687464 -0,9698 -0,357153 |-0,781129
19 -1,96277 0,315602 -0,685724  10,438126 -1,42798 -1,78405 0,592068
20 0,775817 0,111882 0,822509 -0,0412512 -0,305586 0,611259 -1,04571
21 0,506501 -0,0883915 2,17267 -0,838051 -1,31229 -0,062870 [0,959435
22 -0,333854 |-1,14397 0,718041 -0,230372 0,163996 0,0740762 [0,969813
23 -0,242448 10,373658 -1,58105 2,06003 0,3128 1,64789 1,14077
24 -0,935194 |0,667401 0,0494619 [0,743305 0,723527 -2,05007 -0,0861904
25 -0,916328 |-1,17896 -0,29641 -0,578428 0,51129 0,805655 -0,108719
26 -0,00542687(1,69735 -0,228503  [0,334236 0,132048 0,662865 -1,38888
27 -0,0307304 |-1,1806 -0,868871 [-0,753949 -1,19147 0,961734 -0,685224
28 0,0950896 10,219868 -0,802732 [0,612137 0,20354 -0,0931857 [-0,77702
29 -0,0770227 |-1,71578 -1,3217 -0,074051 0,479166 -0,404739 [1,33011
30 -0,432729 |-1,2729 -1,55498 -0,422892 -0,748302 0,0205359 ]0,507066
31 0,257101 -0,476309 -1,1121 0,687464 -0,9698 -0,357153  |-0,781129
32 -1,96277 0,315602 -0,685724  10,438126 -1,42798 -1,78405 0,592068
33 0,775817 0,111882 0,822509 -0,0412512 -0,305586 0,611259 -1,04571
34 0,506501 -0,0883915 2,17267 -0,838051 -1,31229 -0,062870  [0,959435
35 -0,333854 |-1,14397 0,718041 -0,230372 0,163996 0,0740762 [0,969813
36 0,781248 -1,26194 0,369144 1,64599 0,235727 -0,0255689 [0,108593
37 0,660015 -1,14258 -0,956494  |0,240842 -1,06206 -0,199578 [-0,38043
38 -1,30282 -0,0778834 -0,0866644 |0,786463 0,836739 0,861111 0,314767
39 -1,34368 -0,129207 -0,217604 10,599961 -0,281058 -0,110372 10,720109
40 0,0891146 |-0,366075 -0,771792  |-1,79752 -0,537971 -0,431648 |-1,52761
41 0,57208 -1,18353 -0,622443  [0,735541 1,37498 -0,392345 1,68645
42 1,27368 2,35617 2,43501 -0,737292 0,44885 -0,25114 0,115703
43 -0,333854 11,9813 0,718041 -2,85522 0,163996 0,52089 0,969813
44 1,80553 0,391905 1,07251 -0,156235 -0,149652 -0,851386  [-0,540476
45 -0,592458 |-0,0906765 -0,109514  [1,97638 0,930476 -1,87352 -1,56263
46 1,46044 -0,914383 -0,90489 -0,562192 -0,823537 -1,01269 1,19227




DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442

295

Continuation of the Appendix C.3

Set-Variable |Set-Variable |Set-Variable |Set-Variable |[Set-Variable |Set-Variable |Set-Variable
Row |2-4 1-5 2-5 1-6 2-6 1-7 2-7
47 0,9705358 |0,6224997 2,0373884 |-0,07194274 |-0,529968 0,5551122 |-0,8025105
48 0,2966784 |-0,2980228 -0,05076715 [1,6300468 0,4996815 0,4926208 [0,3346613
49 0,5918661 |-0,0131278 0,49866676 [1,093104 0,9519782 0,5833346 |[1,085469
50 0,6722555 10,3412787 1,5775554  |1,5622701 1,110666 -1,094751  |-1,396044
51 -2,647435 1-0,3480371 0,7329429 [-1,033365 -0,7125474 -0,7760499 |[-1,200604
52 -0,7611384 |-1,114673 -1,031512  [0,8065417 1,8164316 2,118552 2,660622
53 -1,0722609 |0,8015518 -0,1439237 (0,315233 -0,5761236 1,887867 2,874627
54 1,1471194 1-0,392668 -0,7531222 [-0,5760703 -0,5114635 0,2037183 [-0,3730853
55 -1,30004 0,2097799 -0,6055011 |[-0,2177299 0,05206669 [-0,1688785 |[1,720426
56 0,2067114 |-0,5118692 0,0081928 |[-1,327887 -0,1521594 -1,345595  [0,4958147
57 -0,6351163 |0,973687 1,36419 -2,70041 -1,96897 -1,08112 -0,776266
58 0,239666 -0,42541 -2,100401  [0,608495 0,72228 1,087344 1,162089
59 0,135492 1,84988 -0,753213  [-1,23993 -0,46923 0,731723 -2,247399
60 0,82666 -0,81643 -1,04282 0,760283 -0,25566 -1,853249 [1,273152
61 -1,172212  10,0306341 0,2292768 [-1,06555 -1,385356 -1,20108 0,558344
62 0,7977481 ]0,2991294 1,150871 1,180576 -1,453439 -0,341916  [1,009632
63 0,239666 -0,425451 -2,1000401 [0,608497 0,722238 1,087244 1,160891
64 0,135492 1,849688 -0,7532139 |[-1,238993 -0,469223 0,733723 -2,24739
65 0,82666 -0,816473 -1,042882  [0,7602983 -0,255616 -1,85324 1,27312
66 0,867662 0,863328 -1,583173  [-1,29195 -0,945211 -1,25266 1,070891
67 0,135492 1,84988 -0,753213  [-1,23993 -0,46923 0,731723 -2,247399
68 0,82666 -0,81643 -1,04282 0,760283 -0,25566 -1,853249 [1,273152
69 -0,980846 |0,275019 -0,306104 [0,0180556 0,998309 -0,752945 [-0,10962
70 0,768281 -1,06465 -1,13368 -1,23867 -1,55982 1,41639 0,763559
71 -0,331234 |-0,88607 0,800615 0,598966 1,95699 -0,248784  [1,21581
72 -0,90136 -1,35868 0,865996 0,605393 1,09626 0,0565275 ]0,41956
73 0,829165 1,33504 0,8989 -0,659766 0,884009 0,896184 0,45934
74 0,506501 0,509146 2,17267 1,56981 -1,31229 -0,448301 [0,959435
75 0,107024 0,3926205 -2,6764487 |[-2,6930053 -1,0001299 0,97904723 [1,112988
76 -2,1190119 |-2,571375 0,5699476 [0,57661156  |-1,7022014 -0,8153216 [0,867795
77 0,64428077 10,518047 -0,533163  [-1,6832295 -0,179038 0,51844575 10,611168
78 -0,7201729 |1,3659023 -1,764583  [-1,643388 0,6688054 0,56565573 [1,001729
79 -0,0122986 |-0,0459468 -0,14347 -0,2464445 0,1382786 -1,4807656 [1,3296313
80 -0,339458 10,67390713  ]0,93025 -0,4586552 -1,15379 -0,44717789 (0,3035792
81 2,6049427 12,1834384 -0,120103  [0,07966651 -0,3466 -0,93700816 (0,051407
82 -1,566364 |-0,210958 -0,93968 -1,943779 0,045915 0,26730949 |[-1,37149
83 1,2525291 |1,2500395 0,654668 0,2783838 0,357049 0,41218173 [0,425763
84 1,49336841 |1,3391436 0,4782932 |-0,3976997 -0,475343 0,05000081 [-1,21882
85 0,273436 0,0404273 0,82507147 [1,2908003 -1,51227 -0,28923601 [0,9116014
86 1,2240267 |1,01976886 |-0,2221121 |1,2296064 1,1335955 2,467094 -0,7682662
87 -0,6252194 |-1,872799 0,38289445 |-0,7760771 1,2141184 2,4181405 |1,627276
88 2,0394705 |1,0139803 -0,639263 [-0,7858842 0,80838416 [0,3101865 [-1,9939117
89 0,9088129 0,3833199 -2,7139894 |-1,2275699 -2,3324353 -1,7682372 10,4131077
90 0,107024 0,3926205 -2,6764487 |-2,6930053 -1,0001299 0,97904723 |1,112988
91 -2,1190119 |-2,571375 0,5699476 10,57661156 [-1,7022014 -0,8153216 |0,867795
92 0,64428077 |0,518047 -0,533163 |-1,6832295 -0,179038 0,51844575 10,611168
93 -0,7201729 |1,3659023 -1,764583  |-1,643388 0,6688054 0,56565573 |1,001729
94 -0,0122986 [-0,0459468 -0,14347 -0,2464445 0,1382786 -1,4807656 |1,3296313
95 -0,339458 10,67390713  ]0,93025 -0,4586552 -1,15379 -0,44717789 (0,3035792
96 2,6049427 12,1834384 -0,120103  [0,07966651 -0,3466 -0,93700816 (0,051407

Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable
Row |1-8 2-8 1-9 2-9 1-10 2-10 1-11
1 0,86100735 10,05960214 [1,19241222 |1,4221346 |-1,4992214 |-0,7638176 0,4091067
2 0,25968105 |-0,05188213 ]0,24356248 |-1,2508243 [-0,9611633 |-1,6099197 0,15911115
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Continuation of the Appendix C.3

Set-Variable |Set-Variable |[Set-Variable |Set-Variable |Set-Variable |Set-Variable |[Set-Variable
Row |1-8 2-8 1-9 2-9 1-10 2-10 1-11
3 1,04019122 10,8531081 0,33181891 [0,0636991 |-0,472927 -1,25332 0,72313141
4 -1,0268007 |-1,000014 1,4786497 [0,46381013 |0,298716 0,215841 -0,33699
5 1,3091917 |1,3892291 0,4347662 [1,3792109 |1,1560207 [-0,114578 1,04418
6 -0,0268286 10,4337383 -0,45975355 (-0,39250238 |-1,55199 0,047665 0,257825
7 0,64805578 10,0524147 0,7454442 |-0,694346 |-0,6698184 (-0,146287 0,8011796
8 -0,8839427 10,00850651 |-0,78653311 |0,62324559 |(-1,4575677 |-1,170678 0,7775158
9 0,0916936 |-1,9936375 |-1,2272423 |-0,4625311 |0,15664641 |-0,1848394 0,1728456
10 1,2240267 |1,01976886 |-0,2221121 |1,2296064 [1,1335955 |2,467094 -0,7682662
11 -0,6252194 |-1,872799 0,38289445 (-0,7760771 |1,2141184 |2,4181405 1,627276
12 2,0394705 |1,0139803 -0,639263 [-0,7858842 ]0,80838416 [0,3101865 -1,9939117
13 0,9088129 10,3833199 -2,7139894 [-1,2275699 |-2,3324353 |[-1,7682372 0,4131077
14 0,107024 0,3926205 -2,6764487 |[-2,6930053 |-1,0001299 [0,97904723 [1,112988
15 -2,1190119 |-2,571375 0,5699476 [0,57661156 |-1,7022014 |[-0,8153216 0,867795
16 0,64428077 10,518047 -0,533163  [-1,6832295 |-0,179038 0,51844575 [0,611168
17 -0,7201729 ]1,3659023 -1,764583  [-1,643388 0,6688054 [0,56565573 [1,001729
18 -0,0122986 |-0,0459468 |-0,14347 -0,2464445 10,1382786 |-1,4807656 1,3296313
19 -0,339458 0,67390713 [0,93025 -0,4586552 |-1,15379 -0,44717789 (0,3035792
20 2,6049427 12,1834384 -0,120103  [0,07966651 |-0,3466 -0,93700816 [0,051407
21 -1,566364 -0,210958 -0,93968 -1,943779 10,045915 0,26730949 |-1,37149
22 1,2525291 1,2500395 0,654668 0,2783838 0,357049 0,41218173 ]0,425763
23 1,49336841 |1,3391436 0,4782932 [-0,3976997 |-0,475343 0,05000081 |-1,21882
24 0,273436 0,0404273 0,82507147 [1,2908003 |-1,51227 -0,28923601 [0,9116014
25 -0,81822 0,1689375 -1,2521206 [-0,661148 ]0,84218 1,0984249 0,932057
26 -0,6113 1,385443 -0,787398 [-0,2634023 |1,7922476 [-0,823508 0,6224468
27 0,296556 0,635914 -0,7288481 [-0,1286209 |2,139611 -0,4574062 -0,6437602
28 1,28329 2,010675 -0,3660738 [1,93405 1,620093 1,09831 1,52184
29 -1,13348 0,778881 0,388923 -1,70406 -0,335464 -0,046145 1,71367
30 0,697399 1,42087 0,97814 -0,02304 0,39637 0,252471 0,99766
31 -0,553696 0,43599 -0,940707 |0,135934 -0,963401 0,39333 0,344259
32 -1,41584 1,93413 2,00152 0,679702 0,00643437 |-0,157522 0,052652
33 2,14937 1,55785 -1,85704 -0,699702 1-0,336106 -0,482643 0,0132611
34 1,50502 -0,730122 1,11558 -0,404397 10,337221 0,209894 1,24479
35 -1,01936 0,53719 0,834037 -2,13566 -0,423513 0,358824 1,15669
36 -0,27686 -2,00059 -0,240715 1,2711 0,304704 -0,599671 -1,60108
37 -0,0307304 |-1,1806 -0,868871 [-0,753949 |-1,19147 0,961734 -0,685224
38 0,0950896 10,219868 -0,802732 (0,612137 0,20354 -0,0931857 -0,77702
39 -0,0770227 |-1,71578 -1,3217 -0,074051 |0,479166 -0,404739 1,33011
40 -0,432729 -1,2729 -1,55498 -0,422892 |-0,748302 0,0205359 0,507066
41 0,257101 -0,476309 -1,1121 0,687464 -0,9698 -0,357153 -0,781129
42 -1,96277 0,315602 -0,685724  10,438126 -1,42798 -1,78405 0,592068
43 0,775817 0,111882 0,822509 -0,0412512 |-0,305586 0,611259 -1,04571
44 0,506501 -0,0883915 (2,17267 -0,838051 |-1,31229 -0,062870 0,959435
45 -0,333854 -1,14397 0,718041 -0,230372  [0,163996 0,0740762 0,969813
46 -0,242448 0,373658 -1,58105 2,06003 0,3128 1,64789 1,14077
47 0,781248 -1,26194 0,369144 1,64599 0,235727 -0,0255689 0,108593
48 0,660015 -1,14258 -0,956494  10,240842 -1,06206 -0,199578 -0,38043
49 -1,30282 -0,0778834 |-0,0866644 [0,786463 0,836739 0,861111 0,314767
50 -1,34368 -0,129207 -0,217604 0,599961 -0,281058 -0,110372 0,720109
51 0,0891146 |-0,366075 -0,771792  [-1,79752 -0,537971 -0,431648 -1,52761
52 0,57208 -1,18353 -0,622443  [0,735541 1,37498 -0,392345 1,68645
53 1,27368 2,35617 2,43501 -0,737292  10,44885 -0,25114 0,115703
54 -0,333854 1,9813 0,718041 -2,85522 0,163996 0,52089 0,969813
55 1,80553 0,391905 1,07251 -0,156235 |-0,149652 -0,851386 -0,540476
56 -0,592458 -0,0906765 [-0,109514  [1,97638 0,930476 -1,87352 -1,56263
57 1,46044 -0,914383 -0,90489 -0,562192  |-0,823537 -1,01269 1,19227
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Continuation of the Appendix C.3

Set-Variable |Set-Variable |[Set-Variable |Set-Variable |Set-Variable |Set-Variable |[Set-Variable
Row |1-8 2-8 1-9 2-9 1-10 2-10 1-11
58 -1,0416185 |-0,62928186 |[1,6660538 |1,10446006 |1,3393395 [-0,003966 1,6272842
59 -0,242448 0,373658 -1,58105 2,06003 0,3128 1,64789 1,14077
60 -0,935194 0,667401 0,0494619 [0,743305 0,723527 -2,05007 -0,0861904
61 -0,916328 -1,17896 -0,29641 -0,578428 10,51129 0,805655 -0,108719
62 -0,00542687 |1,69735 -0,228503  [0,334236 0,132048 0,662865 -1,38888
63 -0,50629 -0,737504 -0,034253  [-0,373877 0,256696 -0,411179 -1,48845
64 -0,916775 -0,344106 1,39862 0,306576 2,18 0,411958 -1,6345
65 -2,27015 -0,0911983  [0,0039399 (0,20853 -0,689745 1,42336 1,26034
66 0,357359 0,482712 0,943689 0,428187 0,591213 -2,10393 -1,91703
67 -0,11846 -0,0217547 [-0,158856 [-0,685986 |-2,28066 1,44588 0,259369
68 0,738116 -0,223035 0,27873 0,148327 -1,81115 -0,362162 -1,5809
69 0,781248 -1,26194 0,369144 1,64599 0,235727 -0,0255689 0,108593
70 -1,36186 0,842161 -0,493059 [-0,528641 |-0,418625 -0,214424 -1,3949
71 -0,469768 0,125576 0,226407 -0,783794  |-2,09083 0,450825 0,46222
72 -0,342027 -0,163246 -0,144723 [-1,01671 -0,64271 0,405753 -1,33257
73 -0,342027 -0,163246 -0,144723 [-1,01671 -0,64271 0,405753 -1,33257
74 0,687354 -0,354491 -0,30825 -0,33949 -0,775229 0,491308 0,236412
75 0,321694 -1,19301 -1,95726 1,20805 -1,25878 -0,162597 1,01853
76 -0,98894 -1,490515 -1,348979 [-0,7568943 |1,303312 0,077034 -0,400106
77 1,115588 0,1037597 1,557888 -1,09287 -0,5349218 |-2,483184 -0,13159
78 0,6863857 |1,801089 0,5054267 |0,802378 -0,1051505 |-0,13964 0,056865
79 -0,351963 -2,051993 -0,1044605 |-0,681229 |-0,079729 [-0,056165 -1,38297
80 0,239666 -0,42541 -2,100401 0,608495 0,72228 1,087344 1,162089
81 0,768281 -1,06465 -1,13368 -1,23867 -1,55982 1,41639 0,763559
82 -0,331234 -0,88607 0,800615 0,598966 1,95699 -0,248784 1,21581
83 -0,90136 -1,35868 0,865996 0,605393 1,09626 0,0565275 0,41956
84 0,829165 1,33504 0,8989 -0,659766  [0,884009 0,896184 0,45934
85 0,506501 0,509146 2,17267 1,56981 -1,31229 -0,448301 0,959435
86 -1,52601 0,640222 0,0259843 [-0,365348 |-0,079531 1,22674 1,50639
87 0,932986 0,221879 0,719185 0,427468 -0,334488  [-0,444385 1,09538
88 1,24965 -0,0883915 |-0,30833 -0,838051 |0,080055 -0,062806 1,0281
89 -0,833423 -0,205317 1,12196 -1,48373 -1,78451 -0,375971 -0,104091
90 -0,980846 0,275019 -0,306104  [0,0180556 [0,998309 -0,752945 -0,10962
91 0,768281 -1,06465 -1,13368 -1,23867 -1,55982 1,41639 0,763559
92 -0,331234 -0,88607 0,800615 0,598966 1,95699 -0,248784 1,21581
93 -0,90136 -1,35868 0,865996 0,605393 1,09626 0,0565275 0,41956
94 0,829165 1,33504 0,8989 -0,659766  [0,884009 0,896184 0,45934
95 0,506501 0,509146 2,17267 1,56981 -1,31229 -0,448301 0,959435
96 -1,52601 0,640222 0,0259843 |-0,365348 |-0,079531 1,22674 1,50639

Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable
Row |2-11 1-12 2-12 1-13 2-13 1-14 2-14
1 -1,52601 0,640222 0,0259843 -0,365348 [-0,079531 1,22674 1,50639
2 0,932986 0,221879 0,719185 0,427468 -0,334488 -0,444385 1,09538
3 1,24965 -0,0883915 -0,30833 -0,838051 0,080055 -0,062806 1,0281
4 -0,833423 |-0,205317 1,12196 -1,48373 -1,78451 -0,375971 -0,104091
5 -0,980846 |0,275019 -0,306104 0,0180556 10,998309 -0,752945 -0,10962
6 0,768281 -1,06465 -1,13368 -1,23867 -1,55982 1,41639 0,763559
7 -0,331234 |-0,88607 0,800615 0,598966 1,95699 -0,248784 1,21581
8 -0,90136 -1,35868 0,865996 0,605393 1,09626 0,0565275 0,41956
9 0,829165 1,33504 0,8989 -0,659766  |0,884009 0,896184 0,45934
10 0,506501 0,509146 2,17267 1,56981 -1,31229 -0,448301 0,959435
11 0,0960088 |-0,933633 -0,48656 0,0457826 |-0,195089 -0,498258 -1,4142
12 -0,461302 |0,408184 0,753293 -1,67011 -1,51256 -1,35748 -0,840831
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Set-Variable |Set-Variable |Set-Variable |Set-Variable [Set-Variable |Set-Variable |[Set-Variable
Row |2-11 1-12 2-12 1-13 2-13 1-14 2-14
13 -0,0425074 |2,20962 0,308953 0,995881 -0,323921 -0,637787 -1,2815
14 1,17067 1,96126 1,49764 0,613234 -0,469377 0,021254 -0,0572823
15 1,29052 0,341167 -0,105515 0,53356 0,568072 2,69014 -0,127343
16 0,925153 -0,358247 0,849387 -0,863118 [-1,37864 -0,429055 -0,82121
17 1,7472 -1,14397 -1,51512 -0,230372  {0,0410806 0,0740762 0,328426
18 0,775817 0,315602 0,822509 0,438126 -0,305586 -1,78405 -1,04571
19 0,914398 -0,486695 0,817249 -1,26287 -0,356368 -0,740374 1,60384
20 -0,62527 -0,484176 -0,0460898 -1,10065 0,844556 0,751078 -0,80806
21 -1,96277 0,111882 -0,685724 -0,042512  [-1,42798 0,611259 0,592068
22 0,234341 0,248215 0,551949 0,499997 0,517569 1,7227 -1,67709
23 0,742654 -0,780741 -2,12827 -0,377752  [1,52708 0,00207114  |-0,380217
24 0,637846 0,208074 -1,7053 -1,3181 -1,56584 -0,0283977 0,022204
25 -0,160205 |1,46613 -0,0222979 -0,0127192 (0,375912 1,072 0,452253
26 -0,261828 |-0,901893 0,0621725 -0,664723  10,221957 -0,450151 -1,48809
27 -0,27009 -1,70284 -0,490373 -0,125519  [0,106977 -0,394793 -1,4396
28 0,286221 0,648389 -0,194177 0,553223 1,18705 -2,17144 -0,350848
29 -0,333854 0,156221 0,718041 1,61974 0,163996 1,71066 0,969813
30 -1,01552 -1,37258 -0,0503566 1,76377 0,662266 0,129922 -0,049308
31 -0,0307304 |-1,1806 -0,868871 -0,753949  [-1,19147 0,961734 -0,685224
32 0,0950896 10,219868 -0,802732 0,612137 0,20354 -0,0931857 -0,77702
33 -0,0770227 |-1,71578 -1,3217 -0,074051 [0,479166 -0,404739 1,33011
34 -0,432729 |-1,2729 -1,55498 -0,422892 [-0,748302 0,0205359 0,507066
35 0,257101 -0,476309 -1,1121 0,687464 -0,9698 -0,357153 -0,781129
36 -1,96277 0,315602 -0,685724 0,438126 -1,42798 -1,78405 0,592068
37 0,775817 0,111882 0,822509 -0,0412512 |-0,305586 0,611259 -1,04571
38 0,506501 -0,0883915 2,17267 -0,838051 [-1,31229 -0,062870 0,959435
39 -0,333854 |-1,14397 0,718041 -0,230372  ]0,163996 0,0740762 0,969813
40 -0,242448 10,373658 -1,58105 2,06003 0,3128 1,64789 1,14077
41 -0,935194 |0,667401 0,0494619 0,743305 0,723527 -2,05007 -0,0861904
42 -0,916328 |-1,17896 -0,29641 -0,578428 10,51129 0,805655 -0,108719
43 -0,00542687(1,69735 -0,228503 0,334236 0,132048 0,662865 -1,38888
44 -0,50629 -0,737504 -0,034253 -0,373877 10,256696 -0,411179 -1,48845
45 -0,916775 |-0,344106 1,39862 0,306576 2,18 0,411958 -1,6345
46 -2,27015 -0,0911983 0,0039399 0,20853 -0,689745 1,42336 1,26034
47 0,357359 0,482712 0,943689 0,428187 0,591213 -2,10393 -1,91703
48 -0,11846 -0,0217547 -0,158856 -0,685986 [-2,28066 1,44588 0,259369
49 0,738116 -0,223035 0,27873 0,148327 -1,81115 -0,362162 -1,5809
50 0,781248 -1,26194 0,369144 1,64599 0,235727 -0,0255689 0,108593
51 0,660015 -1,14258 -0,956494 0,240842 -1,06206 -0,199578 -0,38043
52 -1,30282 -0,0778834 -0,0866644 0,786463 0,836739 0,861111 0,314767
53 -1,34368 -0,129207 -0,217604 0,599961 -0,281058 -0,110372 0,720109
54 0,0891146 |-0,366075 -0,771792 -1,79752 -0,537971 -0,431648 -1,52761
55 0,57208 -1,18353 -0,622443 0,735541 1,37498 -0,392345 1,68645
56 1,27368 2,35617 2,43501 -0,737292  10,44885 -0,25114 0,115703
57 -0,333854 |1,9813 0,718041 -2,85522 0,163996 0,52089 0,969813
58 1,80553 0,391905 1,07251 -0,156235  |-0,149652 -0,851386 -0,540476
59 -0,592458 |-0,0906765 -0,109514 1,97638 0,930476 -1,87352 -1,56263
60 1,46044 -0,914383 -0,90489 -0,562192  |-0,823537 -1,01269 1,19227
61 -0,441507 |-0,690997 -1,67543 -0,232613  [-0,0137288 [0,122055 0,179581
62 -1,22406 0,163401 0,760377 1,59308 0,939726 0,470366 0,0810448
63 -2,6896 -0,0751314 -0,553198 -1,78083 0,551679 -0,91092 -0,76545
64 1,77812 -0,897068 -0,00636015 |-0,0930768 (0,922367 -0,210421 1,50162
65 0,974152 -0,729039 0,520798 1,02442 1,00315 2,13252 -0,545132
66 1,0136 -0,676595 -1,56704 0,329876 0,333794 0,523449 1,11061
67 1,2318 0,0129678 -1,43131 1,51678 -0,910581 -1,98672 -1,13278
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Set-Variable |Set-Variable |Set-Variable |Set-Variable [Set-Variable |Set-Variable |[Set-Variable
Row |2-11 1-12 2-12 1-13 2-13 1-14 2-14
68 1,69335 0,862371 -0,721255 -1,56797 0,0560063 0,000941742 [-1,3344
69 0,0978782 |1,84988 1,65525 -1,28206 -1,45044 1,42171 0,242632
70 -0,6113 1,38543 -0,787398 -0,263423 1,79476 -0,82308 0,622446
71 0,296556 0,63914 -0,728481 -0,128609 (2,13967 -0,457402 -0,643602
72 1,28329 2,01075 -0,366038 1,93405 1,62093 1,09831 1,52184
73 -1,13348 0,778881 0,388923 -1,70406 -0,335464 -0,046145 1,71367
74 0,697399 1,42087 0,97814 -0,02304 0,39637 0,252471 0,99766
75 -0,553696 0,43599 -0,940707 0,135934 -0,963401 0,39333 0,344259
76 -1,41584 1,93413 2,00152 0,679702 0,00643437 |-0,157522 0,052652
22 2,14937 1,55785 -1,85704 -0,699702  [-0,336106 -0,482643 0,0132611
77 1,50502 -0,730122 1,11558 -0,404397 [0,337221 0,209894 1,24479
78 -1,01936 0,53719 0,834037 -2,13566 -0,423513 0,358824 1,15669
79 -0,27686 -2,00059 -0,240715 1,2711 0,304704 -0,599671 -1,60108
80 -1,36186 0,842161 -0,493059 -0,528641 [-0,418625 -0,214424 -1,3949
81 -0,469768 10,125576 0,226407 -0,783794  [-2,09083 0,450825 0,46222
82 -0,342027 |-0,163246 -0,144723 -1,01671 -0,64271 0,405753 -1,33257
83 -0,342027 |-0,163246 -0,144723 -1,01671 -0,64271 0,405753 -1,33257
84 0,687354 -0,354491 -0,30825 -0,33949 -0,775229 0,491308 0,236412
85 0,321694 -1,19301 -1,95726 1,20805 -1,25878 -0,162597 1,01853
86 -2,131 -1,14919 -1,64764 0,428834 -0,561494 -0,422753 0,68639
87 -1,09605 0,316153 -0,432137 0,549199 0,0130644 -0,698354 -1,3496
88 -0,38778 -1,67459 -0,52064 -0,110243 |-0,866874 -1,80579 -0,626787
89 -0,601664 |-0,182942 -1,01224 -0,329964 [1,00116 -2,53429 0,746254
90 0,14564 1,25511 -1,01334 -1,52118 0,517464 -0,203236 -0,539866
91 1,45833 0,464604 0,752145 0,99813 0,110428 -0,092388 0,331716
92 -0,0775982 |-0,423893 0,286132 0,582119 -0,27692 0,38588 -0,033007
93 0,354471 -0,13288 0,0232123 0,162809 0,0661012 -2,03508 -0,317278
94 0,599106 0,430554 -0,834324 -0,518681 [-0,59488 1,48885 -0,46024
95 -0,822118 |-0,223728 0,109746 -0,887446 [1,51406 0,936263 1,31925
96 -0,973196 0,417891 0,0941769 -1,24073 0,702025 0,862406 1,7743

Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable
Row |1-15 2-15 1-16 2-16 1-17 2-17 1-18
1 -0,833022 1,720914 -0,4903285 0,802064 -1,268817 0,411787 -0,87544
2 -1,467661 -0,732827 10,1832935 0,887583 -0,090349 0,49436 -0,45487
3 0,3267064 -0,708357 [0,818141 -1,426341 |0,157544 1,100239 -0,39134
4 -2,643003 -0,924752  (0,022374 -0,455187 10,34764033 -1,251175 1,275072
5 -0,052933 -1,39696 1,5240036 -0,8307787 |1,150334 1,455259 0,087619
6 -0,98894 -1,490515 |-1,348979 -0,7568943 |1,303312 0,077034 -0,400106
7 1,115588 0,1037597 |[1,557888 -1,09287 -0,5349218 -2,483184 [-0,13159
8 0,6863857 1,801089 0,5054267 0,802378 -0,1051505 -0,13964 0,056865
9 -0,351963 -2,051993  |-0,1044605 -0,681229 |-0,079729 -0,056165 [-1,38297
10 0,239666 -0,42541 -2,100401 0,608495 0,72228 1,087344 1,162089
11 0,135492 1,84988 -0,753213 -1,23993 -0,46923 0,731723 -2,247399
12 0,82666 -0,81643 -1,04282 0,760283 -0,25566 -1,853249 |1,273152
13 -1,172212 0,0306341 ]0,2292768 -1,06555 -1,385356 -1,20108 0,558344
14 0,7977481 0,2991294 |1,150871 1,180576 -1,453439 -0,341916  |1,009632
15 0,239666 -0,425451 |-2,1000401 0,608497 0,722238 1,087244 1,160891
16 0,135492 1,849688 -0,7532139 -1,238993  |-0,469223 0,733723 -2,24739
17 0,82666 -0,816473  |-1,042882 0,7602983 |-0,255616 -1,85324 1,27312
18 0,867662 0,863328 -1,583173 -1,29195 -0,945211 -1,25266 1,070891
19 0,135492 1,84988 -0,753213 -1,23993 -0,46923 0,731723 -2,247399
20 0,82666 -0,81643 -1,04282 0,760283 -0,25566 -1,853249  [1,273152
21 -0,71277 -0,46988 -0,620983 0,352511 0,263347 0,5231167 |[1,820356
22 1,619787 -0,735641 [-0,459535 -1,54606 0,256188 0,1848065 [0,262835
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Set-Variable |Set-Variable [Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable
Row |1-15 2-15 1-16 2-16 1-17 2-17 1-18
23 0,927354 0,572032 -1,461109 -0,759692 |0,856556 0,952579 -0,872153
24 1,169554 1,010204 1,15359 0,978738 1,09617 1,253068 -0,213285
25 0,392557 0,618099 0,9966092 1,06756 0,1827716 0,084055 0,111474
26 -0,979634 -1,073061 1,203008 1,428646 0,38418 -0,021294  [-0,74557
27 0,898782 1,118209 0,6563066 0,438753 -1,509498 -1,577083  [0,554836
28 -1,091754 -1,381998 [-0,77017 -0,674703 |-0,41483 -0,53235 -0,30857
29 -1,122115 -1,03771 -1,04019 -1,06233 0,1219285 -0,24201 -1,032671
30 -1,091754 -1,381998 [-0,77118 -0,674703  |-0,414283 -0,532235 [-0,30857
31 1,169554 1,010204 1,15359 0,978738 1,09617 1,253068 -0,213285
32 0,392557 0,618099 0,9966092 1,06756 0,182771 0,084055 0,111474
33 0,867662 0,863328 -1,583173 -1,29195 -0,945211 -1,25266 1,070891
34 0,571183 0,476716 1,577911 1,61222 -0,120636 -0,567858 [0,52118
35 0,9273954 0,572032 -1,461109 -0,759692 10,856556 0,952579 -0,872153
36 1,16954 1,010204 1,15359 0,978738 1,09617 1,2530168 |-0,2132285
37 0,392557 0,618099 0,9966092 1,06756 0,182716 0,0840505 [0,1133474
38 0,327164 0,0849441 ]0,818145 -0,026858 |0,157449 0,5572922 [-0,394104
39 -0,120167 -0,09533 -1,006678 -0,2614 -0,023074 0,7918588 [-0,323245
40 0,526476 -0,93214 -0,517702 -0,67721 1,179041 -0,1488567 |[-1,876078
41 -0,931672 0,339175 0,582458 0,64096 -0,26621 -0,0596618 [0,715719
42 -0,141861 0,027054 1,115698 1,053965 -1,04397 0,1655442 [1,949859
43 0,239666 -0,42541 -2,100401 0,608495 0,72228 1,087344 1,162089
44 0,135492 1,84988 -0,753213 -1,23993 -0,46923 0,731723 -2,247399
45 0,82666 -0,81643 -1,04282 0,760283 -0,25566 -1,853249 [1,273152
46 -0,71277 -0,46988 -0,620983 0,352511 0,263347 0,5231167 |[1,820356
47 1,619787 -0,735641 |-0,459535 -1,54606 0,256188 0,1848065 [0,262835
48 2,89938 -0,042484  (0,2405941 0,272659 -0,560903 -0,529584  [0,5239298
49 -0,95849 -0,652329 10,7433045 0,6715788 |1,153371 1,245877 -0,626243
50 1,124211 0,371114 -0,115623 -0,447437 |-0,886012 -0,451502 [-0,0765303
51 -1,509237 2,282161 0,9757111 -0,05065 -0,813337 -0,0226455 [0,2466314
52 -0,000591 -0,81544 -0,816831 1,079545 -1,317445 0,1723885 [-0,17772
53 0,187644 -0,53154 -1,315409 -0,109943 |1-0,87014 0,9028548 [-1,092867
54 0,410446 -0,51924 0,3726118 -1,522265 |1,066537 0,9234057 [0,532696
55 0,1417251 1,053838 -0,121945 -1,941781 0,50722 1,683658 0,607056
56 -0,76246 -0,55827 0,082229 -0,458041 1,933378 -0,8237261 |[-0,354532
57 0,597883 -0,09183 -0,945352 -0,262192  |-2,66886 0,7915228 [-0,431166
58 0,282896 1,5986627 [-1,209486 -1,068987 |-1,31699 0,2177911 [0,775333
59 -1,365199 -0,95794 -0,6632567 1,111167 -1,247051 0,5178039 [1,074356
60 0,8117013 -1,264493  [0,5665317 0,230155 -1,791615 -0,340954 [-0,555534
61 -0,630451 0,9896333 [0,4285389 -1,329431 |0,963322 -0,36898 -0,002693
62 -0,245296 -0,532276  |-0,109966 -0,252784 1-0,1599 0,069694 1,178637
63 0,129213 0,183514 -0,2501595 -0,758434 10,6152893 -1,923799 [0,036873
64 -1,104224 -0,11305 -2,881556 -0,61292 -0,0019594 0,192696 2,254889
65 0,046264 -0,303995 12,269627 0,485118 0,091157 -1,103578 10,140538
66 0,042563 2,186698 0,9193706 0,0950991 (0,41548 0,402641 -0,022019
67 -0,351456 -1,047678 10,229473 0,2521857 [1,856425 -0,879863 1,093621
68 -0,091387 -1,12151 -1,008123 0,003797 -0,80756 -0,65229 -1,202362
69 0,612548 -0,70991 -0,233214 -0,463298 [0,265519 -0,42351 -0,584899
70 0,059481 0,748148 1,28446 -0,318821 [-0,663874 0,247004 -0,076386
71 0,4802253 -0,15853 0,20955 2,527463 -0,469301 1,563369 -0,592771
72 0,4531116 0,3662126 [1,278468 -0,09669 1,32389 0,180191 -1,328891
73 -1,074263 -0,126517 [1,189279 1,747665 1,777104 1,21281 0,7363932
74 -0,532733 -1,330838 ]0,371885 0,924964 0,351136 -0,112861 [0,095084
75 -1,083114 -1,179125  [-0,50249 -0,94035 -1,672214 0,6547781 |-0,373114
76 1,2965454 1,468288 1,018075 0,950734 1,1291333 -0,615627 [1,082251
77 -1,460916 -1,533781 ]0,305115 -0,07872 2,3584547 2,636538 1,573193
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Set-Variable |Set-Variable [Set-Variable |Set-Variable [Set-Variable |Set-Variable |Set-Variable
Row |1-15 2-15 1-16 2-16 1-17 2-17 1-18
78 -2,032126 -1,89336 0,341116 -0,136177 [-1,63685 -2,041124  [1,58534
79 0,401129 0,175476 0,701078 0,374846 1,588999 1,643543 0,066796
80 0,222829 0,11381 0,441001 0,490375 1,432067 1,272662 0,947106
81 -0,711774 -0,98435 -0,298107 -0,496423  [-0,902511 -1,04281 -1,722688
82 0,134774 0,762447 -0,419381 -1,056124  10,832342 1,73907 1,114419
83 0,578183 0,476746 1,5791771 1,612201 -0,120206 -0,567958 10,521258
84 0,5711783 0,476716 1,5771911 1,61222 -0,120636 -0,567858 10,521158
85 0,9273954 0,572032 -1,461109 -0,759692 10,856556 0,952579 -0,872153
86 1,169554 1,010204 1,15359 0,978738 1,09617 1,253068 -0,213285
87 0,392557 0,618099 0,9966092 1,06756 0,1827716 0,084055 0,111474
88 -0,979634 -1,073061 1,203008 1,428646 0,38418 -0,021294  [-0,74557
89 0,898782 1,118209 0,6563066 0,438753 -1,509498 -1,577083  [0,554836
90 -1,091754 -1,381998 [-0,770118 -0,674703  [-0,414283 -0,532235 [-0,30857
91 -1,1224115  |-1,037771 |-1,04019 -1,06233 0,1219285 -0,24201 -1,032671
92 -1,151139 -1,578774 [-0,0710131 -0,386112  [1,361023 1,170807 0,101082
93 -1,114111 -1,611166 |0,946149 0,510191 -0,05717 -0,19916 -0,290993
94 0,0887884 0,102252 -1,84218 -1,65304 0,688487 0,717846 -0,37266
95 0,867662 0,863328 -1,583173 -1,29195 -0,945211 -1,25266 1,070891
96 -0,4988478 |-1,188897 |0,469976 0,464889 -2,402546 -2,045787  [-0,5472811

Set-Variable
Row |2-18
1 1,283156
2 -0,337944
3 -0,525142
4 0,7313311
5 -0,953695
6 1,934525
7 0,578776
8 1,354406
9 -1,5232224
10 0,1137165
11 0,9361203
12 -1,690161
13 0,620154
14 -0,812748
15 2,3591276
16 1,034013
17 -1,61736
18 0,222125
19 1,596481
20 0,013614
21 -1,92781
22 -0,969825
23 -1,756121
24 0,777711
25 0,057862
26 0,231984
27 0,519199
28 -0,14642
29 0,3381316
30 -0,846451
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31 1,383761
32 0,548979
33 0,064501
34 -0,451343
35 -0,057643
36 -1,923786
37 0,229704
38 -0,1137672
39 0,338161
40 -0,0167308
41 -0,9384707
42 -0,9116017
43 0,5857787
44 0,2843282
45 -0,013181
46 -0,1912359
47 0,6578856
48 0,0516191
49 0,967677
50 -1,778745
51 -0,807811
52 1,1514478
53 -1,594787
54 -0,323762
55 -0,36787
56 -0,58797
57 0,33787
58 -1,23464
59 0,991225
60 0,412972
61 -0,52378
62 0,111828
63 0,48692
64 1,43464
65 1,62145
66 0,048797
67 1,278787
68 -0,187278
69 -0,616222
70 1,038019
71 -0,541185
72 0,046691
73 0,701179
74 -1,487707
75 0,901128
76 0,412253
77 0,707751
78 0,691565
79 0,523658
80 -1,56132
81 0,54385
82 -1,47122
83 -1,47122
84 0,638483
85 0,596109
86 -0,06708
87 1,98337
88 -2,9161

89 0,373583

302
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91 -1,34354
92 1,97387

93 0,237182
94 1,355253
95 0,717672
96 -1,49371

The StatAdvisor
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This table shows the values of each canonical variable when evaluated for each row of the data file. You can plot these
values by selecting Canonical Variables Plot from the list of Graphical Options.
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Appendix C.4
Results of the canonical analysis for the personnel of LLC VENT-MEDICAL

Canonical Correlations
Variables in set 1:
x1
x2
x3
x4
x5
x6
x7
x8
x9
x10
x11
x12
x13
x14
x15
x16
x17
x18

Variables in set 2:
yl
y2
y3

y18
Number of complete cases: 14

Canonical Correlations

Canonical |Wilks
Number |Eigenvalue |Correlation |Lambda Chi-Square |D.F. |P-Value
1 0,9059211 [0,952741 0,000003632 432,2111 (323 10,0001
2 0,8795121 ]0,936991 0,000038497 350,6787 1287 10,0078
3 0,814221 0,903386  [0,00035064 278,1311  |256 10,1637
4 0,7157115 ]0,845899  ]0,001698743 220,0803 |224 ]0,5811
5 0,6839132 [0,827012  ]0,00596365 176,6912  |198 10,8347
6 0,6382449 [0,799278 0,01887797 136,9513  |167 ]0,9678
7 0,4939145 [0,707921 0,0522643 101,8118 |145 10,9971
8 0,3675288 [0,606032 0,1034639 78,32019 |123 10,9911
9 0,3415617 ]0,584478 0,1632451 62,52939 [101 10,9992
10 0,3337153 [0,5776827 ]0,2479578 48,10949 |82 0,9984
11 0,2835931 ]0,5321135 |0,3721511 34,10176 |63 0,9993
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Canonical |Wilks
Number |Eigenvalue [Correlation |Lambda |Chi-Square |D.F. |P-Value
12 0,2435149 10,4935707 |0,514778 |22,59517 |48 0,99196
13 0,1617809 ]0,4022673 |0,681266 |12,96161 37 0,99909
14 0,07872805 ]0,2815638 |0,819781 |6,877313 |26 0,99906
15 0,0636284 10,2519129 |0,879845 |4,027216 17 0,99089
16 0,03533214 |0,1871972 [0,951614 |1,765444 |8 0,99147
17 0,0104164 |0,1024013 [0,981121 |0,524133 |5 0,97101
18 0,00465703 |0,0680196 [0,987562 |0,161251 1 0,68861
Coefficients for Canonical Variables of the First Set
x1 |111,793 137,971 |-10,4511 |-191,827 |137,127 |-16,3318 |119,744 |25,6285 |[-117,384 |-24,6241 |-181,273
x2 (80,6051 (99,182 |[-7,54837 |[-138,727 (98,3785 |-12,314 (86,9966 |18,722 |-84,5892 |-18,2457 |-130,627
x3 [85,7613 [105,115 |-7,6946 [-146,01 (103,967 [-12,4679 (91,9932 |19,1018 |-89,9417 |-18,8955 |-138,189
x4 (49,4338 (61,2576 |(-4,72832 [-85,1407 (60,3238 |(-7,4232 (53,3707 |11,6221 |-52,2593 |-11,0384 |-80,2447
x5 |[88,9635 (109,066 (-8,21549 [-152,864 108,806 [-12,6691 (95,631 (20,3136 |-93,7648 |-20,0262 |(-143,844
x6 (85,0416 (105,121 [-7,45993 [-146,131 (104,379 [-12,7695 (91,3896 (19,7278 |-89,054 |-18,9708 (-138,13
x7 (79,8164 (98,4735 |-7,65932 [-136,505 (98,0474 |-11,428 (85,7491 (17,8696 |-83,057 |-17,908 [-129,324
x8 (72,1138 (88,8128 [-7,46949 [-123,882 (88,2649 |(-11,1758 (77,6149 (16,7549 |-75,9227 |-16,1844 (-117,503
x9 [101,905 [124,691 [-9,6576 [-174,598 (124,263 |[-15,799 (108,659 23,3536 |-106,676 |-22,6589 |-164,458
x10 (66,5393 (82,184 |[-5,84116 [-113,986 (81,639 [-9,19741 (71,7844 |14,4917 |-69,0562 |-15,3339 |-107,729
x11 |72,7263 (89,4176 |-6,6332 [-123,981 |88,7621 |-11,05 77,8341 (16,3415 |-75,6814 [-16,3671 |-116,828
x12 |78,3385 (95,3546 |-7,12269 (-133,536 |94,7707 |-11,3439 |83,5527 |18,2067 [-81,4805 |-17,027 |-126,199
x13 190,364 111,438 |(-8,46447 [-155,829 110,092 |-13,3147 96,9634 |20,6779 (-94,9244 |-19,4915 |-146,34
x14 |71,6321 (87,6167 |-6,19472 [-122,639 |87,6756 |-10,9952 |76,4347 |15,9216 |(-75,2155 |-15,6451 |-116,263
x15 |105,825 (129,689 |[-9,72451 [-180,531 128,564 |-15,6409 |112,968 |23,7724 |-111,0 -24,0536 |-171,19
x16 [70,158 87,2829 |-6,44712 [-121,223 (86,5422 [-10,459 |75,6448 (15,7149 |[-73,8259 [-15,9562 |-114,087
x17 |85,1934 (104,855 |(-8,36052 [-145,336 |103,955 [-12,8385 90,9544 |20,3659 |[-89,5524 |-18,6141 |-137,264
x18 |100,073 (123,126 |-9,41771 [-172,148 122,349 |-14,5243 108,437 |21,8342 [-104,613 |-22,3266 |-162,281
-158,501 |-16,6911 |255,871 |-220,009 |-13,2372 [153,206 (-121,168
-113,824 |-11,9875 |185,402 |-158,991 |-9,9444 (111,409 |-87,9775
-120,674 |-13,3914 |195,399 |-168,341 |-9,79386 [117,6 -92,6186
-70,5817 |-6,93716 |113,577 |-97,3891 |-5,1697 (67,5541 |-53,3803
-126,18 |-13,7003 204,718 |-175,407 |-10,435 (122,489 (-96,8017
-120,956 |-14,0417 195,773 [-167,846 [-9,93846 |117,55 |[-92,8453
-113,307 |-12,1177 |182,747 [-157,043 {-9,12099 |110,328 [-86,89
-102,091 |-11,0829 166,044 |-142,649 |-8,54572 99,3163 |-78,7454
-143,804 |-15,9091 |232,372 |-200,075 |-11,6253 |139,951 |-110,351
-94,3629 |-10,2073 152,873 [-130,382 |-7,21173 90,8047 |-72,4395
-103,117 |-11,083 166,724 |-142,486 |-8,65936 99,3498 |[-78,895
-110,363 |-12,0622 178,147 |-153,668 |-8,7929 |107,344 |-85,014
-128,34 |-13,9515 208,057 |-178,364 |-10,708 |124,809 |-98,3937
-101,222 |-10,4685 |164,081 |-140,628 |-8,6284 98,6141 |-77,7032
-149,358 |-16,1045 |241,57 |-207,123 |-12,7551 |145,083 |-114,364
-100,314 |-10,5627 |161,68 |[-138,983 |7,84882 [96,9302 |-77,478
-119,688 |-13,4055 |194,724 |-166,631 |-9,8154 117,377 |-92,5818
-142,755 |-15,0282 229,311 |-197,201 |-11,7258 |136,963 |-108,924
Coefficients for Canonical Variables of the Second Set
yl 10,1546 0,528178 |-1,40517 [-0,5414 -1,36926 1,91329 |-2,4164 |2,93131 |5,15941
y2 10,069373 0,332117 |-0,683106 [0,12048 -1,33003 1,37451 |-1,8963 |3,23302 [4,79688
y3 [-0,19037 0,300795 |-0,468302 |0,366237 |-0,690661 2,17547 |-1,51274 12,16406 |3,59633
y4 10,542546 ]0,569408 |-1,10459 ]0,438783 ([-1,62532 1,70458 |-1,89326 |2,70298 |5,7381
y5 10,268417 ]0,421796 |-0,280808 [0,217839 |[-1,05471 1,28254 |-2,46229 |2,7199 (3,9457
y6 10,019287 [0,338599 |-1,02168 ]0,69665 -1,13201 1,44739 |-2,20915 |2,29234 (4,24252
y7 |-0,445415 10,295298 |-0,402076 |0,11319 -0,925169 1,81438 |-2,18301 |2,18565 [4,45629
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y8 10,124013 0,605494 |-0,918881 |-0,00833 |-0,1304 1,58604 |[-1,6841 |1,81851 |3,73323
y9 |-0,361246 (0,296736 |-0,894361 |0,457142 |[-1,24749 1,48142 [-2,30903 |2,1732 |4,44492
yl10 |-0,336036 [0,806032 |-0,654128 |-0,131187 ([-1,12892 0,96041 |-1,75205 12,8293 [4,24959
yll 0,47826 0,723414 |-0,634854 |0,225591 |-1,43644 1,43288 [-1,76809 |2,81592 |5,16673
y12 ]-0,06709 0,66834 -0,681427 10,558528 |-1,36719 1,73909 |-1,65158 |2,4417 |3,66524
y13 10,123337 [0,413507 |-0,890686 [0,22856 -0,692915 1,60877 |-1,4852 |2,41615 |5,45492
yl14 [-0,285884 (0,420063 |-1,34198 |[0,80781 -0,862451 2,27278 1-2,60343 (2,97357 |5,16331
y15 10,449703 -0,162724 1-0,73241 ]0,02801 -1,76565 1,66201 |-1,92871 |2,48698 |4,39317
yl6 [-0,496429 (0,181946 |-1,23631 |[0,104522 ]-0,992495 1,64653 |-1,57645 |2,74817 |4,76693
y17 10,164489 (0,452369 |-0,609033 (-0,237367 |-1,07518 1,67589 |-2,43953 |2,65882 |5,20451
y18 10,235819 1,43711 -0,805097 |-0,080377 |-1,35114 1,57026 |-2,16368 [2,99865 |5,47769
-5,1277 1-3,08865 |2,83053 |-3,46032 |-8,30639 (-10,1941 |-6,21665 |-10,5957 |2,21313

-4,94693 |-2,5087 |2,33365 |-3,37029 |-8,48165 [-10,6303 [-6,64712 |-10,5691 |1,54581

-3,94125 |-1,8726 |1,97196 |-3,16086 |-5,87451 |-7,75345 [-6,00878 |-7,79766 |1,44051

-4,23773 |-2,96347 |2,65448 |-3,85643 |-6,88086 (-10,6839 |-7,24985 |-10,2696 |1,66658

-3,96532 |-2,58581 [2,13244 |-3,04218 |-6,5152 [-7,85122 |-5,34094 |-8,04109 |1,90768

-3,96262 |-1,90354 |2,08943 |-3,55406 |-7,13031 [-8,0956 |-5,99799 |-8,8986 [1,79079

-3,70992 |-1,71241 |1,91558 |-2,84001 |-6,42067 (-7,7976 |-5,40608 |-8,73723 |1,09963

-3,98977 |-2,20718 |1,59556 |-2,87725 |-5,50307 [-7,59472 |-5,526 -8,29863 |1,1858

-4,76724 |-2,45791 |2,36417 |-3,17226 |-7,00061 (-9,45717 |-5,96681 |-9,21116 [1,0398

-3,45421 |-2,1282 |1,90699 |-3,55621 |-6,05798 |[-8,07226 |-5,76644 |-8,23606 |1,53215

-5,17493 |-2,32285 |2,26378 |-3,38454 |-7,12567 [-9,59536 |-6,40635 |-9,95995 [2,0518

-4,00108 |-2,67621 |1,72526 |-3,20449 |-6,59244 |(-8,65716 |-5,54255 |-9,04022 |2,01662

-4,06761 |-3,00968 |2,33035 |-3,47482 |-7,29256 (-9,40734 |-6,68874 |-9,04458 |1,43002

-4,6725 |-2,2084 |2,04241 |-3,32449 |-6,9921 [-9,67192 |-7,27291 |-10,0517 |1,69395

-4,83622 |-2,68477 |1,56567 |-3,53528 |-7,42398 |[-8,9469 |-5,67727 |-9,76331 |1,27787

-4,70099 |-3,0565 |3,07327 |-3,40675 |-7,79834 [-9,24286 |-6,61278 |-10,499 |1,69826

-4,47917 |-2,48154 |1,9862 |-3,50803 |-7,13269 (-10,1227 [-6,98592 |-9,68487 |2,75178

-4,47418 |-3,06243 |2,83586 |-3,76693 |-8,04018 [-10,5729 |-8,25966 |-10,4205 |2,24727

The StatAdvisor

This procedure finds the linear combinations of two sets of variables which have the highest correlation between them.
In this case, 18 sets of linear combinations have been formed. The first set of linear combinations is

111.793x1 + 80.6051x2 + 85.761x3 +49.434x4 + 88.964x5 + 85.042x6 + 79.816x7 + 72.114x8 + 101.905x9 +
66.5393x10 + 72.726x11 + 78.339x12 + 90.536x13 + 71.632x14 + 105.825x15 + 70.158x16 +85.193x17 + 100.073x18

and

0.1546y1 +0.061y2 — 0.191y3 + 0.543y4 + 0.268y5 + 0.019y6 — 0.446y7 + 0.124y8 — 0.362y9 — 0.336y10 + 0.478y11
—0.062y12 + 0.123y13 — 0.286y14 + 0.449y15 — 0.497y16 + 0.165y17 + 0.236y18

where the variables have first been standardized by subtracting their means and dividing by their standard deviations.
The table shows the estimated correlation between each set of canonical variables. Since two of the P-values are less
than 0,05, those sets have statistically significant correlations at the 95,0% confidence level.
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Table of Canonical Variables

Set 1

Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable

Row |1-1 2-1 1-2 2-2 1-3 2-3 1-4

1 -1,61181 -1,51454 0,182344 -0,904455 0,1361199 |0,375725 0,719341
2 -0,301176 -0,208975 -0,392109 -0,37579 -1,182485 -1,448439 1,042042
3 -1,24044 -1,177614 -1,350619 -0,754092 0,8513424 |1,3754461 |0,7400327
4 -0,28491 0,068425 0,101136 0,265212 0,7424297 10,6656819 [-0,50125

5 -0,86844 -0,836976 1,551814 1,682763 -0,8511128 |-0,9191316 |(0,15314
6 -0,59907 -0,675787 1,0601253 1,352505 0,8908063 |0,1004641 [-0,95342
7 -0,86545 -0,987526 1,558521 1,6320223 |-0,853213 -0,636114 0,153459
8 1,732146 1,7520812 |1,0736614 (0,801228 -0,355158 0,3315815 |-1,666727
9 -0,39778 -0,486123 0,09445 -0,1071291 |-0,681177 0,4744569 |-0,203671
10 0,281528 0,5019124 |1,3011255 [1,3702906 |-3,243312 -3,2960207 |1,146433
11 -0,39777 0,5190674 10,091254 0,4021287 |-0,68157 -0,9835814 |-0,203464
12 0,563754 0,3990406 |-1,260114 -1,664125 -0,31560 -0,042415 0,9212721
13 -0,506522 -0,5670402 10,5952189 [0,673465 0,362282 0,1080141 |-0,76626
14 0,633251 0,620122 0,7520764 10,3566194 [-0,162141 -0,113206 -2,035234

Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable

Row |2-4 1-5 2-5 1-6 2-6 1-7 2-7

1 0,711456 -0,771549 0,528716 0,306360 -0,63256 0,486812 0,726362
2 0,356156 0,5011912 1,003736 -0,633785 -1,02835 0,44475 0,947797
3 0,079712 0,921752 0,567577 -1,335845 -0,75373 0,322945 0,171991
4 -0,234113 0,765481 1,097709 -0,207175 0,0133887 |-1,717246 -1,378475
5 0,1616172 |-1,043642 -1,29077 1,3167825 |1,691674 -0,909786 -1,362346
6 -1,35477 0,566675 -0,816127 -0,23442 -0,1574751 |2,285119 0,96267

7 0,202576 -1,04475 -0,687509 1,316752 0,991475 -0,90918 -0,450627
8 -1,113123 0,5505412 0,7546379 -0,918937 -0,059648 -0,666711 -0,680134
9 -0,547541 -0,853774 -1,127321 -0,228475 0,324074 0,056945 -0,780005
10 0,732509 0,518736 0,424267 -1,106516 -0,17562 0,893278 -0,260304
11 0,2664664 1-0,851121 -0,26879 -0,228229 -1,279757 0,056966 0,582901
12 1,664541 2,816731 1,749751 1,6791157 |1,28865 0,440432 -1,02368
13 -1,08635 0,1144778 -0,261452 0,292146 0,0301151 ]0,846321 -0,28576
14 -2,046104 1,069976 1,050175 0,1043132 10,7484229 (0,87476 1,875175
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Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable
Row |1-8 2-8 1-9 2-9 1-10 2-10 1-11
1 -1,874597 -1,349587 -1,03712 0,661112 -0,47517 -0,73073 -0,83411
2 0,3373344 |-0,6527138 |-1,582137 -1,00712 0,708667 0,58454 -0,81277
3 0,2776391 |-0,446697 0,771184 0,577854 -0,84341 -1,06145 0,134575
4 -0,211412 0,7462571 1,094132 1,533138 1,147524 1,77715 -0,99863
5 0,6043534 |1,057265 0,747186 1,422672 -1,49434 -2,57188 -0,44548
6 -1,455833 -0,563434 -1,021245 -0,022407 -0,197485 -0,671176 -0,68778
7 0,6043514 |-0,020486 0,741786 -0,579259 -1,419347 -0,62111 -0,447575
8 0,0486614 |1,348934 -1,420618 -0,952285 0,5293111 [-0,981021 -1,011118
9 0,2544145 10,6644215 [-0,371648 -0,611138 -0,141777 1,571471 -0,26467
10 -0,141506 0,032697 0,34413 1,011696 -0,7315159 0,534445 -0,23454
11 0,25164437 |1,395276 -0,376118 -1,191408 -0,147717 -0,6382103 |-0,264567
12 0,5191192 ]0,898518 -0,067223 -1,763089 -0,201974 -0,641793 -0,11047
13 0,941428 -0,018011 0,283446 -0,046256 1,331149 1,845012 0,0955525
14 -0,571456 -0,7941344 |1,574551 -0,023981 -2,22116 -0,30178 -0,454443
Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable
Row |2-11 1-12 2-12 1-13 2-13 1-14 2-14
1 -0,01147 2,35117 1,147987 -1,44602 -0,88749 -0,445557 0,017891
2 -1,649977 0,36985 -1,142785 0,861812 0,39457 -0,987225 -1,06311
3 -1,203319 1,52617 1,38125 -0,63072 -0,31445 0,6211102 0,324569
4 -0,59553 0,562916 0,108772 1,54772 0,14785 -0,077798 0,523333
5 -0,97738 0,111055 0,179996 -0,27087 -0,64275 -0,79791 -2,622236
6 -1,11444 0,53144 0,497769 1,35577 0,119411 -0,924541 -1,12349
7 0,101146 0,150445 -0,567769 -0,2777 0,87979 -0,79787 0,414406
8 -1,23943 0,21099 -0,308793 -0,27784 -0,26740 0,0137 -0,81594
9 2,03125 -1,234447 -1,38744 -0,22777 -0,32434 0,247112 0,839291
10 0,44999 1,66072 2,09677 -0,247728 -1,35757 0,911773 1,444558
11 -1,0624 -1,234477 0,97798 -0,22999 -0,88881 0,247228 0,787878
12 -0,56186 -0,437712 1,089726 1,24545 -0,14558 -0,323861 0,834342
13 -1,7203 0,3424171 |0,25758 -1,01111 0,312255 0,424545 0,546462
14 -0,73875 0,743277 1,053114 0,98787 1,87552 -0,484449 -0,84757
Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable |Set-Variable
Row |1-15 2-15 1-16 2-16 1-17 2-17 1-18
1 0,41256 -0,04251 0,70555 0,41954 1,3524 0,14434 0,96015
2 -0,8741 -0,19883 1,4368 0,4246 -0,7788 -0,40101 -0,5945
3 0,2944 -0,36151 0,52405 0,88216 -0,6316 0,8308 -0,7213
4 -1,32153 0,59089 -0,29257 0,73874 0,45707 -0,42385 -0,3343
5 -0,8744 -3,4363 -0,39058 -1,9293 -0,2732 2,5785 0,1381
6 -0,819677 0,50632 -0,92732 1,3106 0,5623 1,397 -0,775
7 -0,8744 0,55057 0,39658 0,71568 -0,29732 1,5119 0,13219
8 0,68045 0,06362 2,87425 0,18192 -1,311 2,0251 1,5927
9 0,96144 0,65567 0,29096 -0,90173 0,3629 0,0859 0,73769
10 -0,70189 1,8992 1,10145 -0,84741 0,29825 -0,41753 1,9729
11 0,96144 1,0315 0,29896 1,9347 0,3029 -1,9176 -0,73969
12 0,22912 -0,58665 0,003703 0,6749 0,31148 0,92827 0,17445
13 2,3862 -1,0044 -0,92301 1,7139 1,0215 -0,89497 3,4489
14 1,3223 0,30937 -0,1699 0,46999 -1,3304 -1,156 -0,6649
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Set-Variable

Row |2-18

1 1,1962

2 -0,9515

3 1,51661
4 -0,5726

5 0,8744

6 -0,9334

7 0,04186
8 -1,066

9 1,83061
10 0,3558

11 1,90123
12 0,7561

13 -1,014

14 -0,8770
The StatAdvisor

This table shows the values of each canonical variable when evaluated for each row of the data file. You can plot these
values by selecting Canonical Variables Plot from the list of Graphical Options.
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LIST OF RECORDED PUBLICATIONS BY DISSERTATION TOPIC
Articles in scientific publications included in the list of
scientific publications of Ukraine
1. Jianping Miao Features of organizational culture of multinational organization.
Exonomixa ma cycninecmeo. 2022. Ne 39. (1.11 cond.-printed sheets).
URL.: https://economyandsociety.in.ua/index.php/journal/article/view/1365/.
DOI: https://doi.org/10.32782/2524-0072/2022-39-30.

2. Lepeyko T., Jianping M. Analysis of organizational and national culture values
of the personnel in a multinational organization: A case of China. Development
Management. 2022. Volume 20. No 2. P. 16-25. (1.16 cond.-printed sheets).

URL: https://devma.com.ua/en/journals/t-20-2-2022/analiz-tsinnostyey-

organizatsiynovi-ta-natsionalnovi-kulturi-pyersonalu-multinatsionalnoyi-organizatsivyi-

priklad-kitayu.
DOI: https://doi.org/10.57111/devt.20(2).2022.16-25.

3. Nemashkalo K., Jianping M. Mechanism of organizational culture in a
multinational organization: essence and components. Ukrainian Journal of Applied

Economics and Technology. 2023. Volume 8. No 2. P. 31-36. (0.85 cond.-printed sheets).

URL: http://ujae.org.ua/mehanizm-organizatsijnoyi-kultury-multynatsionalnovi-

organizatsivi-sutnist-i-skladovi/

DOI: https://doi.org/10.36887/2415-8453-2023-2-4

Articles in scientific periodicals indexed in the Web of Science Core
Collection and/or Scopus databases

4. JianPing Miao, Lepeyko Tetyana. Developing college teachers’ intercultural
sensitivity in a multicultural environment (Desarrollo de la sensibilidad interculturalde
los docentes universitarios en entornos multiculturales). Culture and Education
(Cultura y Educacion). 2023. Ne35:2. P. 450-473. (1.88 cond.-printed sheets).

URL.: https://www.tandfonline.com/doi/full/10.1080/11356405.2023.2177008

DOIL. https://doi.org/10.1080/11356405.2023.2177008
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5. I3sabmin M. AHanmi3 METOAMYHUX MiAXOJIB IO OLIHKH KYJbTYypH MEPCOHATY
koMmnadii. CyyacHi meHOeHyii cmanoeo po3sumKy. meopisi, Memooono2is, npaKmuka:
konexmuena monocpagia. Xapkis: XHYPE, 2022. 347 c. P. 326-331. (0.23 cond.-
printed sheets).

URL: https://openarchive.nure.ua/server/api/core/bitstreams/2d938b57-c51b-
441a-9396-c3bl671a73c3/content.

DOI: 10.30837/978-617-8254-05-6

Articles in periodical scientific publications of other countries (Poland)

6. Jianping Miao, Lepeyko Tetyana. Leadership in multinational organization:
China and Ukraine. Journal of Corporate Responsibility and Leadership. 2020. Volume
7. Issue 3. P. 7-18. (0.61 cond.-printed sheets).

URL.: http://www.repository.hneu.edu.ua/handle/123456789/30027

doi: http://dx.doi.org/10.12775/JCRL.2020.008.

Approbation works
7. Lepeyko T.I., Jianping M. Analysis of the factors influencing of organizational
culture formation. Cywacui npobremu ynpasninHs nionpuemcmeamu. meopis ma
npakmuka: MaTrepiall MIKXHAPOJHOT HayKOBO-IPAakTUYHOI KoH(epeHuii (XapkiB —
Topyns, 3-4 6epesns 2020 poky). Xapkis, 2020. P. 15-18. (0.27 cond.-printed sheets).
URL.: https://kmib.hneu.edu.ua/wp-content/uploads/2021/01/suchasni-

problemi.pdf

8. Lepeyko T.I., Jianping M. Features of Asian models organizational culture.
Exonomiynuii pozeumox i cnaowuna Cemena Kysumeys: wmatepianu V HayKOBO-
npakTUYHO1 KoH(pepeHIi / Te3u nonosinei (26-27 nucromana 2020 p.). Oneca, 2020. P.
318-320. (0.28 cond.-printed sheets).

URL: http://repository.hneu.edu.ua/bitstream/123456789/24669/1/Lepeyko-
Jianping_CED.pdf
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9. Jianping M. Features of Chinese leadership style. Egexmusni piwenns 6

eKoOHoMIYi, inancax ma ynpaeninni. Marepiaii MiKHaApOJIHOT HAyKOBO-IIPAKTHYHOI

koH(pepenii (Oxeca, 5 mororo 2021 p.). 2021. P. 158-159. (0.15 cond.-printed sheets).
URL.: https://researcheurope.org/wp-content/uploads/2021/02/re-05.02.21.pdf?

10. Lepeyko T.I., Jianping M. The essence of the organizational culture concept.
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MDKHApOJIHOT HayKOBO-TIpakTU4YHOi KoH(pepeHIii (XapkiB —Topyns, 16 kBiTHa 2021 p.).
Huernp, 2021. P. 15-17. (0.14 cond.-printed sheets).

URL:http://repository.hneu.edu.ua/bitstream/123456789/25281/1/%D0%9F%D0
%B0%D1%81 %D0%BA%D0%BE_%D0%9C. %D0%A2%D0%B5%D0%B7%D0%

B8.pdf
11. Jianping M. Methodical approaches of analyzing cultural levels of the

personnel in a multinational organization. Cyuacui cmpamezii eKOHOMIYHO20 PO3GUMKY:
Hayka, iHnosayii ma 6i3nec-oceima: Marepianu 11l MixHapogHOT HAYyKOBO-IPAKTUYHOI
koH(pepenmii (XapkiB, 1 mucronmaga 2022 p.). Xapkis, 2022. P. 9-12. (0.16 cond.-
printed sheets).

URL.: https://drive.google.com/file/d/IR-Y9rV9haHm8 MeVR -
tHHZ616HSIEPm/view
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http://repository.hneu.edu.ua/bitstream/123456789/25281/1/%D0%9F%D0%B0%D1%81_%D0%BA%D0%BE_%D0%9C._%D0%A2%D0%B5%D0%B7%D0%B8.pdf
http://repository.hneu.edu.ua/bitstream/123456789/25281/1/%D0%9F%D0%B0%D1%81_%D0%BA%D0%BE_%D0%9C._%D0%A2%D0%B5%D0%B7%D0%B8.pdf
http://repository.hneu.edu.ua/bitstream/123456789/25281/1/%D0%9F%D0%B0%D1%81_%D0%BA%D0%BE_%D0%9C._%D0%A2%D0%B5%D0%B7%D0%B8.pdf
https://drive.google.com/file/d/1R-Y9rV9haHm8_MeVR_-tHHZ6l6HSlEPm/view
https://drive.google.com/file/d/1R-Y9rV9haHm8_MeVR_-tHHZ6l6HSlEPm/view
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CERTIFICATE
on the use of rescarch results
Miao Jianping presented in the thesis for the degree
Doctor of Philosophy on the topic:
"Development of the mechanism of organizational culture of a multinational
organization"

in the specialty 073 "Management"

Miao Jianping analyzed the organizational culture of NeilJiang JlanXing Film and
Television Culture Media Co. Ltd and developed recommendations for mechanism of
organizational culture improvement based on the characteristics of the national culture
of the employees of NeiJiang JianXing Film and Television Culture Media Co. Ltd.
Miao Jianping's recommendations and practical proposals improved the productivity
and efficiency of the employees of NeiJiang JianXing Film and Television Culture
Media Co. Ltd.These recommendations and proposals were implemented in the

activities of the enterprise in 202272 :’3;?0 certificate was issued without financial
E - 7\ £

obligations of the enterprise tofhéa

President
NeiJiang JianXing Film and Tehyi 7 yréAMedia Co. Ltd.

23/05/2023
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CERTIFICATE
on the use of research results
Miao Jianping presented in the thesis for the degree
Doctor of Philosophy on the topic:
"Development of the mechanism of organizational culture of a
multinational organization”
in the specialty 073 "Management"

The main theoretical and practical provisions of Miao Jianping's thesis for
the degree Doctor of Philosophy are used in the educational process of
students of Neijiang Normal University, School of Economics and Management.
In particular, when teaching the discipline of Business Administration in 2021-22
academic year, the following are used:

the results of research and systematization of the essence of the concept
of "organizational culture" and the concept of typology and assessment of
organizational and national cultures, which were created in the context of cross-
cultural management;

a methodological approach to assessing the organizational culture of a
multinational organization that functions in a cross-cultural environment.

School of Economics and‘
Management of Neijiang Normal U_r{iversity

™ ’

e
25/04/2023
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VKPAITHA
MIHICTEPCTBO OCBITH I HAYKH YKPAIHU -
XAPKIBCbKMH HALIIOHAJIBHUM EKOHOMIYHWI YHIBEPCUTET

IMEHI CEMEHA KY3HEL[S

61166, m. Xapkis, np. Hayku, 9-A, Ten. (057) 702-03-04, daxc: (057) 702-07-17
E-mail: post@hneu.edu.ua, http://www.hneu.edu.ua
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JOBIJIKA
Npo BIPOBAI/KEHHS Pe3yJIbTaTiB AHcepTaliiiHol poboTH
I[3aupnia Mso, Ha Temy:
«P0O3BHTOK MeXaHi3My oprasizauifinol Ky1bTypH
MyJIbTHHAIIOHAJIBHOI Oprauizauii»

YV npoueci Hanucanns mucepraiiiinoi pobotu L[3supnin Mso Oyin OTpUMaHi
HAYKOBO-NPAKTHYHI Pe3y/IHTaTH, MO MOISTalTh B 00rpyHTYBanHi # pospobieHHi:

THIOJIOri3alii opranizamniiiHoi KyJIbTYPH Ta HalliOHAJIBHOI KyJBTYPH, siki Oyim
CTBOpEHi B KOHTEKCTi KPOC-KYJIBTYPHOrO MEHEUKMEHTY i J03BOJISIOTE OLIHIOBATH
opraisamiitny ~ KyIsTypy ~MyJbTHHAIiOHATBHOI —Opramisaiii 3  ypaxyBaHHAM
HALIOHAJILHOTO KOHTEHTY;

METOJOJIOTIYHOr0  TiAXOAy A0  OWIHKM  OpraHizamiiHoi  KyJBTYPH
MyJIBTHHALIOHAIBHOT OpraHizamil, ska QyHKIIOHY€E B KPOC-KYJIbTYPHOMY cepeIoBHIL,
11{0 € OCHOBOIO JUIs PO3POOKM NPAKTHYHHX PEKOMEH/IaLil 3 afanTauii oprauizauiiinol
KYJIbTYpH 10 0coOanBOCTE HallioOHABHOT KYIETYPH MEPCOHATY oprasizaii;

CYTHOCTi MOHSATTS «MEXaHi3M OpraHi3auiiiHoi KyJbTypu MyIbTHHAIIOHATBHOT
opramisarii» Ta #oro cKJIaJ0BHX, 1O JO3BOIMTEL YJOCKOHAJIMTH iCHYIOUHii MEXaHizM
OpraHi3alifiHOT KyJbTYpPH LUDIXOM [1i/IBUIICHHA foro piBHs cyMmicHOCTI 0 BHMOT
HAIlIOHANBHOT KyJIbTYPH KpaiHH, B AKii (pyHKIIOHY€e MyIbTHHALIOHAIBHA OpraHisarlis.

3a3HauyeHi 3700YTKM BIPOBA/UKEHI B HaBUaJbHMIl MNPOLEC [iATOTOBKH
GakanaBpiB Ha (aKyJbTETi MeHE[KMEHTY i MapkeTMHTy 3a creuiaibhicrio 073
«MeHeDKMEHT» B OCBITHiH KOMITOHEHTI «Kpoc-Ky/IbTYpPHHI MEHEKMEHT Y NPOLEc
NMpOBe/IEHHs IPAKTHYHUX 3aHATH y 2022-2023 HagyanbHOMY POIL.

Bacune OTEHKO




DocuSign Envelope ID: 9D49E659-0DDB-4BDF-AAEB-6D57AC323442

316

Ne 77/0% sin oC6. 06, Lol 3

OOBIOKA
Nnpo BUKOPUCTAHHS pe3ynbTaTiB Ta OKPeMUX Nponosmuin
Mso UzsHbniH, npeagcTaBneHnx y aucepradii Ha 3000yTTA HAYKOBOIo
CTyneHs gokrtopa dinocodii Ha Temy:
«P0o3BUTOK MexaHi3My opraHisauilnHoi KyNbTYpu MynbTUHALIOHaNLHOT
opraHisauii» 3a cneuiansHicTio 073 «MeHegxXMeHT»

lMpencTaenenuin y aucepTauiiiHiini poboTi MexaHisMm opraHisauiiiHol KynbTypu
MynbTUHALIOHaNLHO! opraxisauii po3pobneHo Ha niacTaei aHanisy ocobnueocTei
AifANsLHOCTI opraHisauiin Ykpainu ta Kutaw, y Tomy umcni i TOB "BEHT-MEQWKAIT".

Mso LissHbniH NnpoBeaeHo aHania ocobnuBoCTER OpraHi3auiiHoT KynbTypu Ta
po3pobneHo pekoMeHaauil Wwoao aganTauil opraHisauiiHol KynbTypy NignpuemcTea
Ao ocobnueocTel HauioHansHo! kynbTypu cniepobiTHukie TOB "BEHT-MEOWVKAI".
Ha nigctasi pospobneHoi Msio LI3siHbMiH METOAMKM OLIIHKM OpraHisauiinHol KynbTypw 3
ypaxyBaHHAM HaLioHanbHOI KynbTypW CRIBPOBITHUKIB NigNnpvEMCTBA BU3HAYEHO
npobnemu, 1o 3HWKYHTb ehEeKTUBHICTb NepcoHany nignpueMcTea.

MpakTn4HWUiA IHTEpeC BUKNWKaOTL 3anponoHOBaHI pekoMeHaauil Ta npakTuyHi
nponoanuii Woao PO3BUTKY MEXaHi3My opraHisauiiHol KynbTypu Ta KOperysBaHHSA
ocobnmeocTelt opradizauiiHol kynbTypn TOB "BEHT-MEAWMKAIT" 3 ypaxyBaHHAM
HauioHanbHOI KynbTypwu nepcoHany nignpuemctsa. 3asHadveHi pexkoMmeHpauii Ta
npono3anuii BNposagXeHo y QisnbHICTe nignpuemcTtea y 2022-2023 pokax.

Hosinky BuaaHo 6e3 iHaHcoBUX 30008'A3aHb NiANPUEMCTBA Nepes aBTopoM.

AwnpekTop /
TOB "BEHT-MEOW “_'1.-

B 93788405

= Bonogumup KO3/10B
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MIHICTEPCTBO OCBITU I HAYKH VKPAIHHU
XAPKIBCbKHMH HALLIOHAJIbBHUU YHIBEPCUTET PAJIIOEJIEKTPOHIKHA

up. Haykn, 14, m. Xapxis, 61166, ren. (057) 7021-016, daxc (057) 7021-013

e-mail: info@nure.ua web-caiit: https/nure.ua

Of 12 A2L y, 53.00/¢ — 49

na Ne

JIOBI/IKA
npo y4actsb
[3snbinin Mso

Y HAYKOBO-0CA1AHIH podoTi «OpranizailiiiHo-ekoHoMiuHe 3abe3neyeHHs iHHOBaLIIHOIO
PO3BUTKY Ta EKOHOMIYHOT Be3eKkn cyd eKTiR TOCnoaapioBanH»

(Hepaasunii peectpanifinuit nomep 0122U000510)

Bunana 3 niaTeepmkeHHAM [pPO Te, O OKPeMi [OJI0KEHHS HAYKOBOTO AOCHiMKEHHS
L3sanenin Mo npeacrasneni B konekTHBHIH MoHorpadii «CydacHi TeH/IeHNii CTANOro POIBUTKY:

TEOpisi, METONOJIOTIA, TpaKTHKA: KOJEeKTHBHAa MoHorpadis /

3a 4ar.

pei. ap.eH. tmpod.

T. B. [Tonososoi. Xapkis: dpykapus Maapua, 2022, 347 c., ISBN 978-617-8254-05-6», BHKOHaHOT
B MEKax HayKoBo-focHiaHol poboth «OpraqizaliiiHo-eKOHOMIuHe 3a0e3neueHHs IHHOBAILIHOTO
PO3BHTKY Ta ekoHomiunoi Gesnekn cy6'extis rocromaproanus» ([lepwasnuit peecrpauiitnuii

Homep 01220000510, 2022-2025 pp.).

Pesynpratu aocnimpkenus 113subnin Mfo «AHanis MeTOAMYHMX NIAXOAIB A0 OLIHKH
KYTLTYpH MEPCOHATY KOMMaHii» onpumoaHeHi Ha ¢. 326-330 3asnadenoi konextusHoi Mororpadii.

B.o. pextopa f
JAOKTOp TEXHIUHHX HAYK, I'I[')()l'i) 9
|
[ ]

z
2
. . dy 7,
KepisHuk HayKOBO-10CHIAHOT poﬁmm o,

FOJIOBHUI pelakTop KOMeKTHBHOT wtﬁolparfﬂﬁ%“ A
3aBinyBay Kadenpu eKOHOMIUHOT hmcpueﬂrm —

Ta YNpaB/iiHHA eKOHOMIYHOW Be3nexolo, 7
JOKTOp EKOHOMIYHMX HayK, npodecop - /{’

Trop PYBAH

Teraua [TOJTO30BA
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