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Introduction

Corporate culture plays a key role in organizational effectiveness, influencing
employee performance, motivation, and ability to adapt to changing market conditions.
In today’s competitive environment, it is essential for companies to pay attention not
only to technological innovations, but also to the way their corporate culture supports
collaboration, creativity, and long-term stability. This study focuses on analyzing
companies such as Microsoft, IBM, Adobe, and Netflix that have undergone significant
cultural transfermations, focusing on their strategic approaches, identifying key success
factors, and proposing recommendations for improving corporate culture in
organizations. Methods and methodology. The analysis focuses on the impact of
corporate culture on organizational performance, employee turnover, and adaptation in
different companies. The research will be based on a synthesis of theoretical knowledge
and practical case studies, comparing the strategic approaches of Microsoft, IBM,
Adobe, and Netflix. The methodology used is based on secondary research, which
includes professional publications, case studies and research focused on corporate
culture. These sources will allow us to identify factors contributing to the success of
corporate culture and its impact on organizational management. The aim of the paper is
to analyze how corporate culture contributes to achieving the strategic goals of the
company and to identify key factors that enable its successful development.

1. Corporate culture and its importance in the organization

Corporate culture represents a set of values, beliefs and norms that shape the
internal environment of the organization. Author Armstrong (1) defines it as "a set of
shared values, beliefs and norms that influence the behavior of employees"”. Corporate
culture is therefore not only manifested in the internal relations of the organization, but
also in its relationship with customers and business partners. According to LukéaSova
(9), corporate culture functions as an "invisible glue" that unites values, norms and
symbols. The concept of corporate culture began to take shape intensively in the second
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half of the 20th century, when scientists observed its impact on the efficiency and
satisfaction of employees. Edgar Schein (11) defined corporate culture as "deep sets of
shared beliefs and values that guide the behavior of organizational members". Toyota is
a well-known example of a strong corporate culture, where the principles of kaizen
(continuous improvement) and collective responsibility have fostered efficiency and
competitiveness (8). Deal and Kennedy (4) distinguished between "strong"” and "weak"
corporate cultures. IBM in the 1970s and 1980s emphasized discipline and
collaboration, which led to long-term competitiveness. Corporate culture comes in many
forms, and theorists classify it into different models:

e Schein's model divides culture into three layers: artifacts (visible elements),
values (stated principles), and deep beliefs (ingrained norms).

e Deal and Kennedy's typology includes cultures based on speed of response and
risk-taking (e.g., "Tough-Guy, Macho Culture” for industries such as advertising and
investment).

e Hofstede's model focuses on dimensions such as individualism versus
collectivism and the degree of acceptance of authority.

e Kotter and Heskett (7) emphasize the adaptability of culture to external changes.
Internal factors that influence corporate culture include leadership and management.

Armstrong (1) emphasizes that managers shape corporate culture through
openness and participation. Flat organizational structures support creativity, while
hierarchical organizations are less flexible. The author Bedrnova (3) states that properly
set systems motivate employees to the desired culture. In the context of external factors,
Armstrong (2) says that during economic growth, organizations invest more in
development. Social factors and technology also play an important role: e.g. Nordic
countries support work-life balance. Digitalization changes the way work is
communicated and organized. A strong corporate culture is a competitive advantage (7).
For example, Google supports an innovative environment, which is why it maintains
high employee engagement. IBM changed its corporate culture to be more flexible in
the 1990s, which contributed to its transformation into a technology solutions provider
(6). Companies such as Microsoft and Adobe have implemented a "growth mindset”
(10), which encourages adaptability and creativity. Google introduced a 20% time
system for own projects, which led to the emergence of products such as Gmail. There
is also an emphasis on transparency and collaboration (5).

Corporate culture is a key factor in strategic development. For its effective mana-
gement, it is necessary to combine analytical approaches and practical implementations.
A strong corporate culture allows companies to gain a competitive advantage, motivate
employees and effectively adapt to external changes. Companies that invest in a positive
corporate culture have a higher probability of long-term success and stable growth.
Therefore, it is essential that the organization's management pays special attention to its
formation and maintenance.

2. The impact of corporate culture on innovation performance: A comparative
analysis of case studies

Case Study: Microsoft — Transformation

e Microsoft underwent a significant cultural shift under Satya Nadella, who focu-
sed on transforming from a conservative and hierarchical culture to one that
was open, innovative, and collaborative. Key steps included fostering
collaboration, diversity, and a focus on cloud solutions. The result was higher
employee engagement and financial growth for the company.

e Case Study: IBM — Responding to Technology Change
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e IBM, led by Lou Gerstner, underwent a transformation that included a focus on
services, innovative solutions, and an open corporate culture. This shift helped
the company regain its market position and improve internal collaboration.

e Case Study: Adobe — Fostering Creativity

e Adobe refocused on cloud services and fostering creative thinking through
programs like “Kickbo6

e x.” Transparency and employee engagement contributed to steady growth and
innovative products.

e Case Study: Netflix — A Culture of Freedom and Responsibility

e Netflix emphasizes employee autonomy, transparency, and rapid adaptation.
This approach has led to the expansion and maintenance of high creativity in
content production.

Comprehensive analysis of case studies. Each of the companies mentioned
demonstrates that an effective corporate culture supports innovation and organizational
performance. The case studies provide valuable lessons for companies looking to
improve their strategic approach. Strategic planning, fostering creativity, and investing
in learning are essential to effectively developing an innovation culture. Organizations
should:

Ensure that the innovation culture is part of the company’s long-term vision and
goals.

e Management should encourage openness to change and new ideas.

e Create space for brainstorming, valuing ideas, and implementing digital collabo-
ration tools.

e Provide training in design thinking, agile management, and new technologies.

¢ Organizations face obstacles such as resistance to change, limited resources, and
lack of support from leaders. Possible solutions include:

e Improving communication — regular meetings, reviews, and open dialogue
between management and employees.

e Flexibility in the work environment — hybrid work models and support for work-
life balance.

e Diversification of teams — cultural and generational diversity supports innovative
solutions.

e Digital transformation — automation and new technological tools will make emp-
loyees’ work easier.

Improving corporate culture is a long-term process that requires active employee
involvement, leadership support, and flexibility in implementing innovation strategies.

Conclusion

The results of the analysis showed that corporate culture is not just a supporting
element, but a key factor in the long-term competitiveness of companies. Companies
that have successfully transformed their corporate culture have seen positive changes in
innovation, employee satisfaction, and business performance. Based on the experiences
of companies such as Microsoft, IBM, Adobe, and Netflix, organizations can implement
specific strategies to strengthen their innovation culture, improve their work
environment, and adapt to dynamic market changes. The recommendations presented in
this study provide useful tools for managers and leaders who want to build a stable,
motivating, and progressive corporate culture. Improving corporate culture requires
long-term efforts, openness to change, and consistent involvement of employees and
management. If properly shaped and supported, corporate culture can become a key
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driver of innovation and business success.
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Pe3zrome
Euea Xeuszooea
Hozeqp Konux

Kopnopamusnasa Kynbmypa Kak Kniouegoil gpakmop ycnexa:
aHanu3z cmpamezuii MpancPopmayuu 2100a1bHbIX KOMRAHUI

OpraHu3anyoHHYIO KYJIbTYpY YacTO ITOHMMAIOT KaK MPEAMET SKOHOMUKHU W NMPUKIAJHON STHKH.
Ero ponp mmeer pemaromiee 3Ha4€HHE B NPSAMOM NMPUYUHHO-CIEACTBEHHONW CBA3HM C 3(P(EKTHBHOCTHIO
JEATEBHOCTH XO3SHCTBYIOIIEro CyOBeKTa. MOXKHO YTBEp)KIaTh, YTO OpraHM3alMOHHAsA KYIbTYypa
OKa3BIBa€T HEMOCPEACTBEHHOE BIMSHHE HAa THOKOCTh PBHIHOYHOTO MOBENeHMS, 3(PPEeKTUBHOCTH pabOTHI
JIo/ie B KOMITAaHMH, a TaKkKe Ha MOTHBALIMIO COTPYAHHMKOB KoMmmaHuW. CyIIecTBYeT psi IOKa3aTelneH,
KOTOpBIE SIBJSIFOTCS YCTONYMBBIMHE JJISI CTAOMIBHONM paOOThl OpTraHM3alMy B PHIHOYHOW M KOHKYPEHTHOU
cpene. K HUM, B 9aCTHOCTH, OTHOCHTCS CBSI3b CaMOIl OPTaHM3alMOHHOW KYJIBTYPBI C COTPYIHHYECTBOM
BHYTpHY KoMnaHuu. [IoMUMO MHBECTHIINIT B MHHOBAIMH, OPTaHU3aNs TOMYIHT TTOMOXKHUTEIBHYIO BBITOLY
OT CIIOCOOHOCTH COTPYAHHKOB K COTPYAHMYECTBY M TBOpuecTBY. Oco0oe BHMMaHHE B HCCIEIOBaHHUU
yzensercss OTAeNbHBIM KOMIIAHUAM. ABTOPBI BHIOpaIM OTHOCHUTENHHO aBTOPUTETHBIE OpPraHMU3aIlii. DTO
HE KOMITAaHWH, KOTOpPBIE TOJIBKO OOECTIEUMBAIOT MOAAEPkKaHUE PabOTHl U €€ ECTECTBEHHOE HEMPEPHIBHOES
¢yakmonnpoBanme. VMccnenoBanne He QOKyCcHpyeTCs Ha ONHMCATENBHBIX MOKa3aTelnsax 3(QPEKTHBHOCTH
BBIOpPAaHHBIX KOMIAHMA. B HeM mNpeanpuHATAa MONBITKA ONPEAENUTH TE TOKAa3aTeNH, KOTOPhIE aBTOPHI
CUHUTAIOT CYIIECTBEHHBIMHU. B TO ke BpeMs 3TO OTpakeHHEe JOITOCPOIHOrO Mporiecca NMPUHATHS PEIIeHNI
B paccMaTpuMBAaEMbBIX OpraHm3aiwmsx. lccienoBaHue Takke BKIIOYAeT HAOOp yOeKaAeHWH, KOTOpbIE
SIBIISTFOTCSL BRXKHEHWIIMMH 3JIEMEHTAMH OPTaHW3aIMOHHON KyJIBTYPBI IJISI JTONTOCPOYHOM YCTOHYMBOCTH.
ABTOpBI paboTarOT, HMCHONB3YS AHATUTUYECKUH METON, OTMedas CBs3b MEKAY 3((EeKTUBHOCTBHIO W
OpTaHW3ALMOHHON KYJIBTYPOH, a Takke KOPPENSAIHIO 3TOW KYJIBTYPHI C TEKy4eCThIO KaapoB. ABTOPHI
CUMTAIOT OPraHM3AIOHHYIO KYJIbTYPY OCHOBHBIM KJIIOYEBBIM IIOKa3aTelieM C TOYKH 3pEHHA
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YCTOWYHMBOCTH OpPraHU3aliK B KOHKYPEHTHOH cpeme. KIFo4eBBIM MOMEHTOM B 3THX ACMEKTax SIBIISIETCSI
MPaBUIIbHOE MpeoOpa3oBaHUE OPraHU3aNUOHHOW KyJAbTypbl. XOTS YIAy4IllEeHHE OpraHU3allMOHHON
KYJBTYPBI — 3TO JUTUTENILHBIH MPOLECC, OH MPUHOCHT ITOJIOKHUTEIBHBIE PE3YIbTATHI.

Knrwouesvle cnoea: Kopnopamusnas Kyibmypa, memMamuyeckue Uccied08anus, @axmopoi
KOPHOPAMUBHOU KYIbHYPbL.
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Jozef Copik
Korparativ madaniyyatin ugur faktoru kimi:
qlobal sirkatlarin transformasiya strategiyalarimin tohlili

Toskilat modoniyyati tez-tez iqgtisadiyyat vo totbiqi etikada bir mévzu kimi gobul edilir. Onun
rolu, biznes qurumunun somoaroliliyi ilo birbasa sobabiyyot olagosindo holledici shomiyyat kosb edir.
Bildirmok olar ki, togkilat modoniyyati bazar foaliyyotinin gevikliyino, sirkot is¢ilorinin performansina vo
homginin sirkot omokdaslarinin motivasiyasina birbasa tosir gostorir. Bazar vo rogabot miihitindo
toskilatin sabit foaliyyot gostormasi ti¢iin dayanigli bir nego gostorici mévcuddur. Bunlara xiisusilo togkilat
modoniyyatinin  oziiniin sirkot daxilindo omokdashigla olagesi daxildir. Innovasiyalara sormays
goyulmasinin yaninda, togKilat, is¢gilorin amokdasliq etmo vo yaradici olma gabiliyystindon miisbat sokilda
faydalana bilor. Arasdirmanin xiisusi diqqst morkazi secilmis sirkotlors yonslib. Miislliflor nisboton
niifuzlu toskilatlar1 segiblor. Bunlar yalniz faaliyystlorin davamini tomin edsn va tobii davamli amoliyyat-
lar1 tomin edon sirkotlor deyil. Arasdirma, secilmis sirkstlorin deskriptiv performans gdstaricilorino
fokuslanmayib. Magsad, mislliflorin vacib hesab etdiyi gostoricilori miisyyanlosdirmokdir. Homginin, bu
aragdirma, miivafiq toskilatlarda uzunmiddoatli gorar gobul etmo prosesinin bir oksidir. Arasdirma
homg¢inin togkilat modoniyystinin elementlori ¢argivasinde uzunmiiddotli davamliliq {igiin vacib olan
inanc sistemini do ohato edir. Miolliflor analitik metoddan istifado edorok, performans vo toskilat
madaniyysti arasindaki slagoni geyd edir, hamginin bu madsniyystin dovriyys ils slagesini analiz edirlor.
Miialliflor togkilat madaniyyatini, raqabat miihitinds toskilatin davamliligi baximindan asas agar gostorici
hesab edirlor. Togkilat madaniyyatinin diizgiin monada transformasiyasi bu aspektlords asasdir. Hatta tos-
kilat modoniyyatinin yaxsilagdirilmasi uzunmiiddstli bir proses olsa da, miisbat naticolor gatirir.

Acar sozlor: Korporativ madaniyyat, niimuna tadqgiqatlar, korporativ madaniyyat faktorlar
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