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Organizational Culture Assessment: a Practical Guide

Guidelines for Students: Participants are encouraged to cultivate their professional
identity as experts and practice assessing organizational culture using the following
psychodiagnostic tools: Questionnaire: "Strength / Innovativeness of Organizational Culture” (20
questions); Methodology for Diagnosing Organizational Culture Types (18 questions).
Estimated time: up to 25 minutes.

Organization for Analysis (choice of one): Current place of employment; Former place of
employment; An organization where acquaintances work/worked.

Session Procedure

Students must complete both questionnaires and calculate numerical results for the following
scales:

Scale / Culture Type
Organizational Culture Innovativeness Index
Organizational Culture Strength Index
Learning Organization
Market-Individualistic
Market-Team
Technical-Team
Bureaucratic
Clan
During the session, active participants will act as Experts, evaluating the working conditions of
employees in their chosen organization. Report duration: up to 5 minutes.

Expert Public Presentation Rules

o Confidentiality and Anonymity: Use of specific organization names or names of
personnel is strictly prohibited. Use terms like "subject of research,” "the institution,” or "a
commercial firm operating in the Lviv region".

o Statistical Precision & Detail: Reports must be data-driven. Use the calculated
indices to support every point. For "Strong" cultures, specify details like high cohesion or
bonus systems.

e Professional Ethics: Present weaknesses as "areas for development" rather than
"verdicts”. If a culture is "Bureaucratic’ highlight how it affects competitiveness or
management efficiency.

Methodology 1: Strength / Innovativeness of

Organizational Culture

Instructions: For each statement, choose the option that best describes your workplace.
e Response 1: 0 points (indicates a weak culture).
o Response 2: 1 point (indicates a strong culture).
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Questionnaire

# Question Response 1 (0 pts) Response 2 (1 pt)

1 | Is the firm’s name well- No Yes
known and prestigious?

2 | Do employees use No Yes
corporate symbols,
apparel, or branded
items?

3 | What is the tone of Imperative/Commanding | Informative
internal announcements?

4 | How do colleagues react if | Complain about the Discuss how to
an employee falls ill? workload redistribute the work

5 | Reaction to a colleague's | Significant part reacts Most congratulate
promotion? skeptically sincerely

6 | Attitude towards As a chore or with With keen interest and
professional training indifference anticipation
(during work hours)?

7 | Would employees Box would likely remain There would be many
contribute to an empty suggestions
"Idea/Suggestion Box"?

8 | Employees... ...are only obliged to follow | ...can make independent

orders decisions

9 | Most employees... ...are more or less decent ...are high-level

executors specialists

10 | Salary structure... ...1s stable (base salary ...1s flexible (base +

only) bonuses/incentives)

11 | Meeting production ...requires personal ...does not require
standards... financial cost financial cost

12 | Constructive employee ...are mostly ignored by ...are supported by
suggestions... management management

13 | Attitude towards direct "I wish this monologue With interest and respect
supervisor’s instructions? | would end"

14 | Reaction to criticism from | Listen silently and Respond with
the supervisor? detachedly reasoning/arguments

15 | Behavior when the Embarrassed, try to avoid | Calm, as per usual
supervisor passes by? eye contact

16 | How are production Supervisor dictates orders | Supervisor involves key
meetings conducted? solo staff reports

17 | How often are staff Belatedly Regularly and in advance
informed of
plans/changes?

18 | Goals of the supervisor ...contradict each other ...are aligned in the same
and employees... direction

19 | Organizational cultureis |...management maintaining | ...the team achieving
primarily aimed at... control results

20 | Psychological climate in Unhealthy Constructive

the team...




To obtain the numerical results for the "Organizational Culture Innovativeness Index" and the
"Organizational Culture Strength Index," the Scoring Key is utilized.

To obtain the result, add the scores for each question (either "0" points or "1" point) to calculate
the total sum.

For the "Organizational Culture Innovativeness Index" scale, the sum should be multiplied by a
coefficient of 0.125. This provides the final resut.

For the "Organizational Culture Strength Index" scale, the sum should be multiplied by 0.05.
This provides the final result.

Scoring and Data Interpretation

To determine the numerical values for the "Organizational Culture Innovativeness Index" and
the "Organizational Culture Strength Index," please refer to the Scoring Key below.

Scoring Key

Scale Question Numbers | Coefficient | Result
Organizational Culture 7,8, 9,10, 12, 16,19, 20 | 0.125
Innovativeness Index
Organizational Culture Strength All 20 questions 0.05
Index

Interpretation of Results

Numerical results range from 0 to 1.

e If the index is less than 0.35, the result is very low: the organizational
culture in the organization is "weak" / "destructive, bureaucratic."

o If the index is between 0.4 and 0.65, the result is average: the
strength of the organizational culture / innovativeness is "moderate."

o If the index is greater than 0.7, the result is very high: the
organizational culture is "strong" / "innovative."




Methodology 2: Diagnosing Organizational Culture

Types

Instructions: Rate how much you agree with the following statements.

0: Disagree; 1: Hard to say / Partially agree; 2: Fully agree.

Questionnaire
# | Question DI Hard to
isagree say Agree
1 | Employee training is integrated into daily work, and skill
development is a constant process. 0 1 2
2 | All members of the organization participate in identifying
: : : 0 1 2
problems and solving them through experimentation.
3 | Professional development, systems thinking, and open o ) o
information exchange are encouraged here.
4 | The main goal of employees is to become a "star," gaining o . o
personal reputation and success.
5 | We work in conditions of high risk and immediate feedback
on the effectiveness of actions under the "all or nothing" 0 1 2
motto.
6 | Leaders in our company are aggressive and decisive o . o
"fighters" in external competition.
7 | Our main motto is "work hard, play hard," and the emphasis o ) o
is placed on teamwork.
8 | Success depends on persistence and a high volume of deals
: ) 0 1 2
with clients; successes are celebrated loudly.
9 | The leader is an active "recruiter" characterized by o X o
sociability, energy, and optimism.
10 | We make very risky decisions, the results of which become o ) o
known only after a long period.
11 | The primary goal is creating unique innovative products;
: o . 0 1 2
therefore, innovation is cultivated.
12 | The leader is an "innovator" who can foresee changes and
. : : 0 1 2
stimulates the team toward innovation.
13 | The organization's activities are strictly regulated by rules, o ) o
instructions, and procedures.
14 | The priority is adhering to schedules, stability of work, and o . o
formal rituals ("maintaining the appearance of work").
15 | Leaders perform the roles of "instructors" or "coordinators”
: 0 1 2
who monitor the work flow of events.
16 | The organization is like a large family where loyalty and the o . o
preservation of traditions are valued.
17 | We prioritize cohesion, good relationships, and collective o . o
task execution.
18 | Leaders are "mentors" (moral authorities) or "mediators" o ) o

who settle conflicts.




Scoring Key for the Methodology

For each scale, calculate the total sum of points (ranging from 0 to 6). The culture type that
receives the highest number of points is considered dominant within the organization.

Name of Culture Types | Question No.| Result
Learning Organization 1,2,53
Market-Individualistic 4,5, 6
Market-Team 7, 8,90
Technical-Team 10, 11, 12
Bureaucratic 13, 14, 15
Clan 16, 17, 18

Interpretation of Results
e (-2 points: This type of culture is practically not expressed.
e 34 points: Features of this type are present but are not defining.
¢ 5-6 points: A pronounced dominant type of organizational culture.

Characteristics of Culture Types (Based on Results)

Learning Organization: Your company views learning as a primary
competitive advantage. Employees are empowered, information is open, and
mistakes are perceived as a tool for improvement.

Market-Individualistic: Orientation toward aggressive success and
personal achievements. Teamwork is not valued; only the strongest "star players"
survive.

Market-Team: Emphasis on high activity and collective efforts in the field of
sales. A sense of belonging to a successful team and a high-spirited morale are
essential.

Technical-Team: A culture of innovators working for the future. A high
level of professionalism and readiness for long-term risks for the sake of innovation.

Bureaucratic: Priority on stability, order, and control. Personnel evaluation
is often based on compliance with formalities rather than real results.

Clan: Orientation toward internal support, the moral authority of leaders, and
a "family" atmosphere. The key factors are loyalty and cohesion.



Ekcneprusa opraHi3auinHOI KyNnbTypU: NPaKTUKYM

PexomeHpauii ans poboru: Cayxayam IIPOIOHYETHCS Ha6ym BAACHY €KCTIepPTHY
1A€HTIYHICTD, TIOTPeHyBaTll HaB/YKU AOCAi/PKEHHsI OpTaHi3alli/iHOI KyABTYPU B YCTaHOBL
TICVIXOAIQTHOCTVMHIMY METOAVIKAMIA:

¢ 3anumanvHuk «Cura / tHHo8AUIHICMb OP2aHI3aUiitHOL Ky abmypw» (20 3anumaHsy)

¢ Memoodukxa diazHoCMUKU muny op2aHizauiliHol kyabmypu (18 sanmumans)
TpuBazicTs orparFoBaHHs LVIX 3aITAABHVIKIB — A0 25 XB.

AAs1 aHaAi3y MO>KHa (Ha BAacHVI BIOip) oOpaTy yCTaHOBY:

e B kit cayxad CbOTOAHI ITPaLIOE;

e B sIKiii cayxad IparoBas B MVHYAOMY;
e B sKirt mparroroTs (IIparosaAy) ioro 3HaioMi AXOAN.

Tpouengypa NpaKruyHOro 3aHATTA

Ao npaxTyraHoTrO 3arsTTst 17 xsitrsa 2026 (12.25-1345) caia ipountaTy i ABa 3aIIATAABHIIKYA,
OTpMMAaTH Y¥IC/AO0B1 pe3yAbTaTy 3a TAKMM IIKaAaMIL:

IHIeKC IHHOBAITIFTHOCTI OPraHi3aIiHOI KYJIbTypH
IH/IEKC CHUT OpraHI3aIHOI KyJIETYPH
Oprasizartisi, slka CAMOHABYAETHCS

PrrKoBa IHIMBIyaTiCTHYHA

PurxoBa koMaHHa

TexriyHa KoMaHIHA

bropokpatruna

Kiranosa

Cayxaui, sIKi He BCTUIHYTb 1ie ITPaKTI4He 3aBAaHHsA 3poouTy Ha 17.04.2026, caia BUKOHATH Ha
29.04.2026.

I'lia yac IIpaKTMYHIX 3aHATh aKTVBHI CAyXadl BUCTYIIATVIMYTh B POl €KCIIePTIB, AaBaTVIMYTh
OLIIHKY YMOB ITpalli CIIIBPOOITHVKIB OOpaHOI AA51 eKCIIePTI3H YCTaHOBIL. TprBalicTh AOMOBiAl —
20 5 XB. (SIKIT10 OazKaro4rx Oararo).

INpasnrna nybrivyHoOI gonosigi ekcnepra

1. JloTpumaHHA NOBHOI KOH(IAEeHUIMHOCTI Ta aHOHIMHoOCTI. Ilis
Jac BUCTYIy KaTeTOpMYHO 3a00pOHEHO BXXMBaTU Ha3BM YCTAHOB, iMeHa KepiBHUKIB
4yl CHiBpoOiTHMKIB. IIpasuAro: BUKOpUCTOByViTe TepMiH «OO'€KT AOCAIAKEHH:»,
«yCTaHOBa», «(pipMa» ab0 BKasyliTe AnIlle cpepy AiLABHOCTI Ta perioH (HallpuKaad,
«koMmepUiliHa ¢ipMa, 110 mpaioe€ Ha /lbBiBIIMHI»). AOGcmpazyeéanus: 3aMicTb
«AupexTop IBaHeHKO» KaXKiTh «KepIBHMK OpraHisarii».

2. NMoepHaHHA CTaATUCTUYHOI TOYHOCTI 3 peTtanisauielo pwmc.
JomoBigb He MOBMHHa OyTM CyXOlIO, IpOTe KOXKHa Te3a Ma€ CIUpaTUC Ha
pospaxoBani iHagekcy, nudpu. Ilpasuro: Hasoapre «IHaekc cuanm» ta «IHAekc
IHHOBALIIVIHOCTI» OpraHi3aljiiiHOl KyAbTypU, IOACHIOIOYY, IIJO caMe 3a HUMMI CTOITb.
Aemanrizayin: SIKIo KyAbTypa BU3HadyeHa SIK «CUABbHa», AeTaAi3yiiTe lie 4epes
KOHKpPETHI IIpOSIBM: BUCOKY 3IyPTOBaHICTh, HasABHICTb OOHYCHOI CUCTEMH YU
BUKOPMCTaHH: (PpipMOBOI CUMBOAIKIA.



3. oTtpumaHHA npodecinHOl eTUKM NpM BUCBITNIeHHI «cnabkux
Micub». I[Ipodeciiinnii ekcrepr IOJa€ HeTaTMBHI pe3yAbTaTyl sK 30HU AAsd
pO3BUTKY, a He K BUPOK. IIpasuro: JIKio KyapTypa BU3Ha4YeHa sIK
«OIOpOKpaTH4Ha» (II0Cida€ OCTaHHE MicIie B YCHIIIHNX CTPYKTYpax), aKLIeHTYyITe Ha
TOMY, SIK Ile 3HIKY€ KOHKYPeHTO3JaTHICTh Oi3Hecy 4m e(PeKTUBHICTb poOOTH Ta
ynpasainua. Koucmpykmue: Bxaxitp, 110 HaBiThb CHAbHa KyAbTypa MOXe
«0A0KyBaTV IHHOBALIIMIHNI PO3BUTOK», SIKIIIO BOHA 3aHAATO KOHCepBaT/BHaA.

Metoguka 1.
«Cuna / iHHoOBaLIMHICTb OpraHi3auivHoI KyNnbTypyu»

3ammmraapHUK Mictuth 20 TBepAKeHb/3alMTaHb, Ha KOXHe 3 SIKUX
IIPOIIOHYIOTbCSI  ABI  Biamosigi. Bigmosiai 1 Maiote omiHky «0» ©0aaiB i
XapaKTepU3yIOTh CAa0Ky OpraHisalliliHy KyAbTypy. Biamosiai 2 MaroTh OIiHKy «1»
0a i xapaKTepu3yIOTh CUABHY OpraHi3alliliHy KyAbTypYy.

Yac pobotu 3 3alIMTaAbHUKOM HeoOMe>XeHUI. /As YHUMKHEHHs COLiaAbHO
Oa>KaHIX BigIIOBigell HEOOXiAHOIO YMOBOIO € aHOHIMHICTh pOOOTU PeCIIOHAEHTIB.

IHCTPYKLIiA: 10 KOXHOIO TBepA’KEeHHs BUOEpPiTh Ty BiAlIOBigb (BiamoBiab 1,
abo BiAIIOBiAb 2), s1Ka 0iABIIOI0 MipOIO OINCY€E CTOCYHKM Ha Barrint poOorTi.



3anuTanbHUK

3anumaHus Bionoeiow 1 Bionoseids 2
Ouinka «0» 6aaie Ouinka «1» 6aa
1 |HasBa dipmu € BiZIoMOIO i Hi Taxk
MPECTHKHOIO
2  |CriBpOOITHUKU KOPUCTYIOTHCSA Hi Taxk
(bipMOBOIO CMBOJIIKOIO, OASTOM 200
IHIITTMH
dbipmoBUMU peuamMu?
3 |fxa TOHAJIBHICTD OTOJIOIIEHD Haxka3zoBa [HDopMyOUa
B IPUMIIIIEHH]?
4  |[fIx ToBemyThCA CIIBPOOITHUKH, KO HapikaTUMyTh, o (OBGTOBOPATH K
iM IIOBIIOMJIATH, IO IX KoJIera MOOLIBIIAIO POOOTH  [POBIOAIIUTU HOTO
3axBOPIB ? 0b60Ty
5 Ak moBemyThCA CIBPOOITHUKYU 3HayHa YaCcTUHA BisbIIiCTD PO
CTOCOBHO iHdoOpMaTIlii mpo mocazoBe [Bijipearye [IPUBITAIOTh
TiIBUIIIEHHS 1X CKENITHYHUMU
KOJIETH ? eIUTiKaMu
6 Ik mocTaB/ATHCA CIIBPOOITHUKKM K /10 ueproBoi 3 )KUBUM IHTEpPECOM 1
110710 ITPOBEIEHHS TPEHIHTY TPY/OBO1 II0 BUHHOCTI (04l KyBaHHSIM
npodeciitHuX HaBUKIB (y pobounii  @bo 3
Jac)? Oak Ty KIiCTIO
7 [Hu BIATYKHYTbHCSI CIIIBPOOITHUKU CxkpuHbKa mBulIe 3a [[ncbMoBUX
[1I0Ch 3aIIPOIIOHYBATH Y IMIMCHMOBIN  [BCE 3aTUIITUTHCSA [IPOIIO3UIIIH Ta iAen
(opwmi y BUnajiky BjIauTyBaHH:A Mal>Ke IMIOPOKHBOI0  [0yzie Obarato
«CKpUHBKH iJ1eHl 1 MPOMO3UIILiii» ?
8 (CuiBpOOITHMKH... ...3000B’sI3aHi JIUIIIE  |..MOXYTb
BUKOHYBATH BKa31BKU (CAMOCTIHHO
KEPIBHUKA, 3BITYBaTU [IPUUMATH PillleHHS
PO 1IX BUKOHAHHS B Me’Kax CBOIX
TOCA/IOBUX
000B’sI3KIB
0 |BinpLIiCTh CIIIBPOOITHUKIB. .. ...€ OUTBIII-MEHII ...€ XOpOILINMU
moopumMu crierfiayrictaMu B
BUKOHABIIMU cBoil cdepi
10 BapruiaTa B IpaIliBHUKIB... ...cTabUIbHA, B PO3MIpi|...THYYKa,
[10CA/IOBOTO OKJIAJly  (CKJIAJIA€ETHCA 3
110CAaJIOBOTO OKJIAJTy
[JTIOC HaZI0aBKU
(boHycH) 3a
TOIATKOBUU BHECOK
11 Hase:kHe BUKOHAHHSI BUDOOHUYUX |...BUMAarae BiJ ...He BUMarae Bij
HOPMAaTHBIB... MpalliBHUKA 3HAYHUX [IPAlliBHUKA BUTPAT 3
BUTPAT 3 BJIACHOI BJIACHOI 3apIIaTH
3apIUIaTH
12 |[KOHCTPYKTUBHI IIPOIO3UIIi1 ...371€01TBIIIOTO ...[MITPUMYE
MpaIiBHUKIB 100 PillleHb ITHOPYE

KEPIBHUIITBO...




3anumaHHA

Bionoeaiow 1

Bionoeios 2

Ouinka «0» 0aaie

Ouinka «1» 6aa

13

Ak cTaB/IATHCA CIIBPOOITHUKH 10
BKa31BOK 0e3I10cepeTHHOTO
KepiBHUKA?

3 IyMKOIO «sIK Ou
[IIBUJIIIIE [Je1 MOHOJIOT
3aKIHYUBCH»

3 iHTEepecoM i
TOBATOI0

14

Ak criBpoOITHUKY pearyoTh Ha
KPUTHKY 3 OOKy KEpIBHUKA ?

BrCIyXOBYIOTH MOBUKU
1 BI/TUy?KEHO

BinmosiziaioTs 13
3acTepeKeHHAMH Ta
ApTyMEHTAIIE€I0

15

K MOBOAATHCS CITIIBPOOITHHUKH,
KOJIN TIOB3

HUX MPOXOJAUTH KEPIBHUK
(mampursiaz y Kopuaopi abo
ITiJT yac poboTu) ?

HisikoBirouw,
HaMaralmThCs He
[IOTPAITUTH KOMY Ha OYi

[IoBogATHCA
CIIOKIHHO K 3aBKIU

16

Ak mpoxoaAaTh BUPOOHMWYI HApaau?

KepiBHHK OTHOOCIOHO
JTOBOJIUTH JI0 BiJloMa
TI/IeTJINX
PO3MOPSA/IKEHHS 1
HOPMAaTHUBH, /1a€
OesaresIAIiiHy OIliIHKY
pe3yJIbTaTiB ix poboTH

KepiBHHK 3a/Iy4dac 3
MTOTIOBISIMU
BiZITTIOBIZTaJIBHUX 3a
OKpeMi HaIpAMKHN
poOOTH, TOTOBUI
TOYyTH
KOHCTPYKTUBHI
IIPOIIO3MUIIII 1[0
MO>KYTh BIUTHHYTH
Ha pillleHHs

17

Ak yacTo criBpOOITHUKIB
iIHOOPMYIOTH PO MJIAHU Ta
BMIHH?

I3 3ani3HEeHHAM

PeryspHo 1
3aBYaCHO

18

[{iHHOCTI Ta IiJTi KepiBHUKA 1

...CyniepedaTb OJIUH

...CKEPOBaHI B TOMY K

CIiBPOOITHUKIB< OHOMY HAMIPAMKY
19 |OpranizairiiiHa KyJIbTypa ...Ha TPUMaHHA ...Ha OTpUMaHHSA
Mepe0BCiM CKEPOBAHA... KEPIBHUIITBOM KOJIEKTUBOM
KOHTPOJIIO e3yJIbTaTy
20 [[Icuxosioriuna atmocdepa B He 310poBa KOHCTpYKTHBHA
KOJIEKTHBI
Aas OTpUMaHHs  YMCAOBUX  pe3yAbTaTiB  «iHAEKCY  IHHOBAlliMIHOCTI
OpraHi3aliiyiHOl  KyAbTYypU»,  «IHAEKCY CUAM  OpraHi3aljiifiHol  KyAbTYpuI»

BIIKOPVICTOBYEThHCSI Karou.

ITo6 oTpumary pesyabTaT A04A€MO IO KOKHOMY 3alMTaHHIO (a0o «(0» Daais,
abo «1» 6aa) i OTpPUMY€EMO CyMmy.

Aas mkaan «IHAeKC IHHOBALIIIHOCTI OpraHi3alliliHOI KyAbBTypU» CyMy CAif
IIOMHOXXMTH Ha KoedirrieHT 0,125. Orpumaemo pesyabrar.

Aas mkaan «Cuaa oprasisaljiiiHol KyAbTypu» cyMy caig nomHoxutu Ha 0,05.
OrpumyeMo pesyabTar.



Knou

IIkaaa NO zanumaHHa Koedgiuienm |Peayabvmam
IH/1eKC IHHOBAIIMHOCTI 7,8, 9,10, 12, 16,19, 20 |0,125
OpraHisariiHol KyJIbTypH
[HAEeKC cCUI OpraHi3aliiHol Yci 20—Tb 3aIUTAHb 0,05
KYJIbTypHU

IHTepnpeTauia oTpuMmaHUX pe3ynbTaTtiB

Uncaosi pedyabratt KoansBaloThcs Big 0 40 1.

e Akwo iHpekc meHwun 0,35 - pesyaprar AyKe HU3BKUIL: OpraHisalliliHa
Ky/AbTypa B OpraHisallii € «c1a0KoI0»/ «AeCTPYKTUBHa, OIOpOKpaTUIHa».

o flkwo inpekc Big 0,4 po — 0,65 — pesyabrar cepeaHint: cuaa opraHisariinHol

KYABTYpY / IHHOBALIIIHICTD - «IIOCEpPeAHsI».

o Axwo iHpekc 6inbwmm 0,7 — pesyapTarT Ay’Ke BMCOKMIL: OpraHi3allilfHa
KyAbTypa € «CIABHOIO» |/ «iIHHOBAIIIIHOIO».

10



MeToauka 2.
HdiarHOCTUKM TMNy opraHi3auinHOI KynbTypM

IHCcTpyKLia: [IpounTaiiTe HaBegeHi TBepA KeHH: Ta OLiHITh, HACKIAbKM BOHU
BIATIOBIZAIOThb A1VICHOCTI y Balllill OpraHisartii.

0 6aziB — He IOTOAKYIOCE;

1 6aa — Ba>kKo cka3aTy / 4aCTKOBO IIOTOAKYIOC;

2 6aAM — MOBHICTIO ITIOTOAXKYIOC.

JanurtanbHUK

He Baxxo

JanumaHnHn
no200XyKCb | ckazamu

Mozodxyrochb

1 HapuaHHs cIiBpOOITHUKIB BIZIETEHE B
MIOBCAK/IEHHY POOOTY, 4 PO3BUTOK HABUYOK € 0 1 2
MTOCTIHHUM MPOIIECOM.

2 | ¥Yci wrenu oprauisariii 6epyTh y4acTb B
imerTudikalii mpobseM Ta iX BUpIllIEHH] yepes 0 1 2
eKCIIEPUMEHTYBaHHS.

3 | Y Hac 3a0x0uyeThesa NpodeciiHUuN PO3BUTOK,
CHCTEMHE MHUCJIEHHS Ta BIAKPUTUU OOMIH 0 1 2
iHbopMarIliero.

4 ['osoBHA MeTa CIIBPOOITHUKIB — CTaTU
«31pKOI0», 37100yTH 0COOHMCTY pemyTallito Ta 0 1 2
yCITIX.

5 | Mu mpaiffoeMo B yMOBaX BUCOKOTO PU3UKY Ta
MHTTEBOTO OTPUMAaHHs iHGOpMAIIil Ipo

. o 0 1 2
edeKTUBHICTH Ai¥ mij racjioMm «Bce abo
HIYOTO».
6 Jlizepu B HamIiil KOMIaHil — I1e arpecuBHi Ta 0 1 5

pinryyi «BiiIli» y 30BHIIIHINA KOHKYPEHITil.

7 Haiire ocHOBHE racjio: «6araTo IpaiioemMo —
7I00pe BIIMOYUBAEMO», a aKITE€HT CTABUTHCA Ha 0 1 2
KOMaH/HIH rpi.

8 VYemnix 3a/1eXXUTh BiJ HAIIOJIETJIMBOCTI Ta
BEJIUKOI KIJIBKOCTI yTO/], 3 KJIIEHTAMU; YCIIXU 0 1 2
T'YYHO CBATKYIOTHC.

9 | Jlimep — Iie aKTUBHUU «PEKPYTEP», AKUU
BUPI3HAETHCA KOMYHIKa0OeJIbHICTIO, 0 1 2
€HEPrifHICTIO Ta ONTUMI3MOM.

10 | Mu npuiiMa€EMOo JIy>Ke pU3HUKOBaHI pillleHHs,
pe3yJIbTaTU SIKUX CTAIOTh BiJIOMI JIUIIIE Yepes 0 1 2
TPUBAJIMU Yac.

11 |TomoBHA MeTa — CTBOPEHHSA YHIKAJIbHUX
IHHOBAIINHUX TOBAPiB, TOMY KyJIbTUBYETbCS 0 1 2
HOBaTOPCTBO.

12 | Jlimep € «HOBATOPOM», IKUH BMi€ ITepe0avaTu
3MIHU Ta CTUMYJIIOE KOMAH/Iy /10 iIHHOBAITiM.

11



3anumaHHn 2 SR Moz200xyrochb
no200XyCb | cKkazamu

13 | lisyibHICTh OpraHizailii cyBopo
persiaMeHTOBaHa MpaBUJIaMU, IHCTPYKITIIMU Ta 0 1 2
IporeaypaMu.

14 | T'osmoBHe — AOTpUMaHHA rpadikisb,
cTabiIbHICTh pOOOTH Ta GOPMAIBHUX PUTYAJTIB 0 1 2
(«ImiaTpuMKa BUIUMOCTI POOOTH » ).

15 | Jlimepu BUKOHYIOTH POJIi «iHCTPYKTOPiB» ab0
«KOOPJIMHATOPIB», K1 CTEXKATh 32 pOOOUUM IJIMHOM 0 1 2
MO/,

16 | Oprani3sariis cxoa Ha BEJIUKY CiM 10, /ie IIIHYIOThCS 0 1 5
BiITaHICTh Ta 30epeKeHHs TPASUIIIH.

17 | Mu HaaeMo MepeBary 3rypTOBaHOCTI, 106pUM 0 1 5
BiJIHOCHHAM Ta KOJIEKTUBHOMY BUKOHAHHIO 3aB/IaHb.

18 | Jlimepu € «HacTaBHUKaMU» (MOpaJTbHUMU
aBTOPUTETaAMM) a00 «IIOCEPETHUKAMMU », III0 0 1 2
3aJIaTO/KYIOTh KOHQJIIKTH.

Knou o metToamkKkm
A KOXXHOI IIKaAu HeoOXigHO ImigpaxyBaTu cymy 0Oaais (Big 0 ao 6). Tun
KyABTYpPH, SIKMII HaOpaB HalOlABIIY KiAbKiCThb 0aaiB, BBa’Ka€TbCSl AOMIHYIOUMM B
oprasisariil.

HaszBa TuIis KyJIbTypH N°¢ nmuranHa | Pesyabrar
Oprasnisartiis, AKa CAMOHABYAETHCS 1,2,3
PuHKOBa iHUBIAyaTiCTHYHA 4,5,6
PuHKoBa koMaH/ HA 7,8,9
TexHiuHa KOMaHHA 10, 11, 12
bropokpartuuna 13, 14, 15
KitanoBa 16, 17, 18

IHTepnpeTauina pesynbraTtie
0—2 OaJsn: JaHuii TUII KyAbTYPU IIPaKTUIHO He BUPaKEHNI.
3—4 6asm: O3HaKM I1bOTO TUITY IIPUCYTHI, ale He € BU3HAYaAbHVIMIL.
5—6 O0aJtiB: BupaxeHni1 AOMiHyIOUMII TUIT OpraHi3aliiiHOI KyAbTyPI.

Xapakrepuncruka runis Kynbtyp (3a pe3ynbraramm)

OpraHizauif, fKa camMoHaB4Ya€TbCA: Bama koMmmahia posrasjae
HaBYaHHs sK TOAOBHY KOHKYpeHTHy Ilepepary. CIBpOOITHUKI MalOTb BAaAy,
inpopmariis BiAKpuTa, a IOMIUAKU CIIPUIIMAIOTBCS SIK IHCTPyMeHT BAOCKOHAAEeHH:].

PuHkoBa iHamBiayanictTuuHa: OpieHTallisl Ha arpecuUBHUII YCIIX Ta
ocobucti aocarHeHH:aA. KomaHgHa poOoTa He € IIHHICTIO; BVDKMBAIOTh AMNIIE
HaVICUABHIIII «TPaBLi-3ipKm».

PuHKOBa KOMaHAHA: AKIIEHT Ha BJ/COKIill aKTMBHOCTI Ta CIIiABHUX 3YCUAAIX
y cdepi 30yTy. BakaumsuMm € BiguyTTs HaA€XKXHOCTI A0 VCIIIIHOI KOMaHAU Ta
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OaabOpUIL AyX.

TexHiyHa KkoMmaHpHa: Ky bTypa HOBaTOPiB, IO MPalIOIOTh Ha MallOyTHE.
Buicokuit piBeHb npodecioHaai3My Ta IOTOBHICTb A0 AOBIOCTPOKOBMX PU3MKIB
3apaAayt IHHOBALIiA.

BropokparuuHa: [Ipiopurer cradbiapHOCTI, TTOPsAAKY Ta KOHTpoAIO. OIliHKa
IIepCOHaAy 4acTo 0a3y€ThCsA Ha AOTPMMaHHI (pOpMaAbHOCTel, a He Ha peaAbHUX
pesyabTartax.

KnanoBa: Opienraniss Ha BHYTpIIIHIO IIATPUMKY, MOPaAbHUII aBTOPUTET
Aiaepis Ta «ciMeliHy» atMocdepy. '040BHe — A05ABHICT Ta 3TYPTOBAHICTb.
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