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Abstract. The problem of the personnel’s influence on the productivity of enterprise has become more and more discussed
in recent years. In most cases, this is caused by the need for a deeper study of the human factor, which is the main driving
force on the way to achieving enterprise efficiency. The purpose of this study was to analyse the factors and components of
organisational culture that can influence the formation of a team, and by means of a comparison of features to determine
the points of contact between these concepts. The main scientific methods that were used for this are the methods of
analysis and synthesis, modelling, specification and system analysis. The importance of team building, its relationship
to organisational culture, and the possible benefits that can be achieved through the interaction of these components
have been analysed. In addition, the theoretical foundations of this topic, which were previously examined by scientists,
were considered, and some inconsistencies in the IPO model were revealed, which prompted the essence of this study
and the construction of the concept. It has been proven that internal and external factors of organisational culture affect
team building factors, and that with the help of successful team building it is possible to achieve higher KPIs and job
satisfaction. As a result, a study was conducted and conclusions were drawn that organisational culture does affect team
building due to some factors and that before creating teams, it is necessary to bring the culture to a high level. Otherwise,
all attempts will fail due to the lack of components and a clear understanding of how teams work. The research found
that not only team building can achieve higher KPIs and job satisfaction - it can also be achieved with a well-defined
organisational culture, prioritisation and clear organisation of work flow. The practical significance of the obtained results
lies in the possibility of their use at enterprises to improve organisational culture and team building
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¢ INTRODUCTION

The world’s economy is exposed by transformation due to
influence of different factors, such as: social, finance, cul-
tural, environmental and others. And because of this organ-
isations try always to implement different techniques which
will increase motivation of personnel and therefore produc-
tivity. Thus, competitive advantage will be increased and the
achievement of strategic goals will become more controlled.

And one of the most important factors which guide organ-
isation to success is the presence of strong organisational
culture which leads to stabilisation of internal relations
and increasing prosperity of external communications.

Actually, team formation is one of the components of
organisational culture, which exists as a part of behaviour-
al dispositions (Melnik et al., 2021). K.O. Barkova (2021)
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researched that organisational culture is considered as an
important strategic element that directs all units of the
enterprise to achieve common goals. To fulfil this influ-
ence, organisational culture implements two main func-
tions: internal integration and external adaptation. And
exactly internal integration is responsible for creating new
teams and their future developing as this function means
formation of a team and transformation of individuals into
an effective one.

When establishing a connection and influence between
organisational culture and team building it is very impor-
tant to speak about communication. In research (Beer,
2020) it was mentioned that it is a part of organisation-
al culture, but there is no data concerning its (and other
factors’) influence on team building. In the context of this
study, it should be mentioned that important components
of team building are not only organisational culture and
its elements, but also various reward systems. The princi-
ple of operation of such a system was described in detail
in the article (Blyznyuk et al., 2021), but in such a context
it was not clear if eventually job satisfaction was achieved
with the help of organisational culture. An item of employ-
ees’ relation to team building was considered in (Zhang &
Losekoot, 2021), but it was not discussed if organisational
culture took part in this. Other important issues were dis-
cussed in the article (Khymych et al., 2021), but among all
variety of assumptions, nothing was told about why organ-
isational culture played an important role in team building.
Recently, it has become important to investigate behaviour
of organisational culture and team building in multina-
tional organisations (Miao, 2022), and no less important
has been the understanding of why this is happening, for
example, the KPI (key performance indicator) is higher,
which is not always considered in the research. As it can be
seen, there are a lot of issues needed to be clarified.

In this case, the following hypotheses have been for-
mulated in order to fill in these gaps and delve into why
organisational culture is one of the most important factors
influencing team building and what additional conditions
can affect this connection.

Hypothesis 1: External and internal factors of organi-
sational culture can influence on team building.

Hypothesis 2: As a result of effective team building
the higher KPI is achieved.

These hypotheses proof will deepen knowledge about
how organisational culture is really a success factor and
what is a precondition for this.

The purpose of this study was to identify factors and
constituents of organisational culture which influence on
team building and lead it to success by building a corre-
lation model between these values. This will help to or-
ganise existing knowledge concerning this topic and make
some improvements according to modern requirements.

To achieve the purpose, it is needed to implement
such tasks:

The first task is to clearly understand (prescribe, for-
mulate) the leading values, priorities, attitudes designed
to support a promising organisational strategy.

The second task is to clarify which cultural values will
help (or hinder) the achievement of the strategic goals of
the organisation.
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The third task is to assess the existing gap, that is, the
degree of compliance of the existing organisational cul-
ture with the organisation (business) influence on other
enterprises’ factors.

o LITERATURE REVIEW

Today, there is no doubt about the importance of organi-
sational culture and its significance as one of the most im-
portant tools that allows building the most effective and
competitive teams at enterprises of all spheres of activity
and forms of ownership. Foreign experience shows that in-
stitutions, that pay attention to the issue of organisational
culture and look at it as a key link for team building, func-
tion more effectively than their competitors.

That is why it is necessary to pay weighty attention to
the organisational culture in order to prevent difficulties
in building an effective and strong team, which would be
comprehensively ready for any challenges and achieving
business goals in its environment.

A wide range of problems of studying the organisa-
tional culture and its significance as efficiency factor in
team building was considered in many works of foreign
and Ukrainian scientists.

The concept of organisational culture is comprehen-
sivelypresentedinthescientificliteratureinworks(Kubarie-
va et al., 2017; Bannikova, 2018; Melnik, 2021), the authors
paid consequential attention to the analysis of the concept
of organisational culture, for further deepening of its study.

T.Blyznyuk(2019),inherworkpaid compellingattention
to the main results of assessing the level and development
of a multinational company, and also determined the pecu-
liarities of personnel management of a multinational com-
pany according to the stage of the life cycle of the company.

V. Nikiforenko & V. Kravchenko (2017) defined their
interpretation of system-forming interrelationships of or-
ganisational culture and human resources management as
defining components of strategic management. The ap-
proaches of foreign and Ukrainian scientists regarding the
importance and place of organisational culture in achiev-
ing the goals of the organisation in the market environ-
ment were studied, as well as the important issue of the
system-forming interrelationship of organisational cul-
ture and human resource management as defining compo-
nents of strategic management was examined.

R. Waterman et al. (1980) studied the relationship be-
tween the success of the company as a whole and the cul-
ture that could lead the company to success and noted that
faith in action, connection with the consumer, autonomy,
flexibility and simplicity were the main factors for this.

O. Yatsenko & M. Horbunov (2020) substantiated the
use of technologies and team building methods for the
formation of the corporate culture of the organisation and
the improvement of team efficiency. They also emphasised
that the formation and development of organisational cul-
ture is an innovative tool for improving the quality of work
and managing human resources.

Ye. Makovoz & U. Storozhylova (2009), L. Nikiforova
& Ya. Bilokon (2012) generally described the importance
of team building and its magnitude in modern conditions.
Also, R. Zhang & E. Losekoot (2021) studied in detail the
attitude of employees to team-building activities.
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K. Cameron & R. Quinn (2011) clearly stated that or-
ganisational culture was manifested through leadership
style, symbols, and norms. H. Abuzid & M. Abbas (2017)
proved the effectiveness of influence on organisational
performance, as well as a positive relationship with organ-
isational support and the willingness of the team leader
to make teams effective, and ultimately improve organisa-
tional performance. Ye. Makovoz & U. Storozhylova (2009)
were engaged in proving the importance of team building
at all stages of collective development in their work, the
authors singled out measures related to team building as
the main ones for team cohesion.

M. Korner et al. (2015) analysed in detail the rela-
tionship between organisational culture, interprofession-
al teamwork and job satisfaction, which allowed to once
again confirm the importance of organisational culture for
building an effective team that would be satisfied with its
work, which would increase the main factors for decent
competitiveness in the modern market.

It is also worth paying attention to the importance of
team effectiveness and the role of the leader in the team
based on the IPO model (Input-Process-Output), noting
the effectiveness of the model, the authors were B. Gibbon
et al. (2002). It can be seen that a lot of scientists in differ-
ent periods of time considered and are still examining this
issue because some concepts have stayed unchangeable,
and some of them need to be improved due to changes in
internal and external factors.

e MATERIALS AND METHODS

In order to get qualitative research results different
methods were used. First of all, authors applied methods
of analysis and synthesis. Thanks to the analysis, it was
possible to gain knowledge about individual elements of
organisational culture in various aspects of their exist-
ence which helped to determine that team building was
an integral part of organisational culture. At the level of
synthesis, an idea of its structure and systemic character-
istics, the relationship of its essential characteristics was
formed. The next important method was modelling: visual
representation of the IPO model helped to understand
how organisational culture influenced team building,
their relationship and what could be got as a result of this
connection. As to specifications, they specified the tasks
which were necessary to achieve the goal; generalisation
of the collected data and their interpretation; setting the-
ses as the basis of this study.

The role of system analysis was to look at the object of
study as a set of elements that make up the system. That
is, organisational culture is a part of such a big concept as
management; team building, in turn, is impossible with-
out a stable and successful organisational culture. So, it is
also part of a large management system. Only having fully
understood all the constituent elements, it was possible
to form a unanimous opinion regarding the structure of
the system and to draw the right conclusion respecting
the research topic, as well as to achieve the goal and solve
the problems.

Moreover, one of the main research bases was in-
formational one. It consisted of articles in periodicals,
training manuals and dissertations on the presented top-
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ic, which helped fill our work with already existing facts
and identify gaps. Systematic study of the literature was
an integral part of this kind of work and the foundation
of successful research. Most of the resources used to write
this article were primary documents, which allowed the
authors to work with raw information that had original
data. Scientific publications which were used in this ar-
ticle came from different years which allowed to look at
the problem through the prism of time, and to understand
which directions had changed during this period and
which ones stayed the same. Besides, such an approach
helped to analyse changing the rhetoric of the established
problem through the years and set the direction towards
its solution.

e RESULTS AND DISCUSSION

The result of this research based on three main principles:
“organisational culture is a factor of effectiveness in team
building”; “other factors influence on organisational cul-
ture, so they should be displayed in this system”; “organi-
sational culture with effective team building can influence
on KPI”. They were formulated on the basis of previous
researches (Korner et al., 2015; Romanovskiy et al., 2017,
Bannikova, 2018) and presented statements that had not
been discussed earlier.

The importance of these topics is that a lot of man-
agers, CEOs and people who are in some way connected
with business underestimate significance and influence
of organisational culture on team building. In addition, it
can be argued that organisational culture potentially af-
fects all internal and external behaviour (reactions) of an
enterprise, and these enterprises respond to environmen-
tal changes taking into account their own cultural charac-
teristics. To achieve and maintain organisational success,
culture must be adapted to the changing environment. As
long as the teams and personnel ensure that, the enter-
prise adapts to the environment, the business continues
its life. So, the relationship between organisational culture
and team building is a phenomenon that is quite difficult
to see “on the surface”. As already has been mentioned,
many features are associated with organisational culture,
such as structure, behaviour, decision-making, etc., which
are directly related to team building. However, despite the
fact that this topic has been studied in various sectors,
both international and domestic societies, and it contin-
ues to develop, the specific relationship between variables
(organisational culture-team building) still remains in-
sufficiently disclosed. And this can be considered a gap in
terms of literature and research.

Hypothesis 1: External and internal factors of organi-
sational culture can influence on team building.

Hypothesis 1 claims that external and internal factors
of organisational culture can influence on team building.
In order to prove that it is necessary to mention that or-
ganisational culture performs two functions: external ad-
aptation and internal integration, which are fighting with
the influence from outside and inside. Summarised infor-
mation is presented in Table 1.

The next stage of proving Hypothesis 1 is to analyse
main functions of team building in order to show that
these two concepts are connected (Table 2).
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Table 1. Functions of organisational culture

Functions

Name

Functions of external adaptation

1 Innovative Constant search for innovations that provide a competitive advantage.
Formation of a positive image . . . ST .
2 P L. g Creating a favourable impression of the organisation in society.
of the organisation
3 | Orientation to the consumer Implementation of the principle “the customer is always right”.
Regulation of partnershi . . . . . .
4 g lati P P Formation of a respectful attitude towards business partners (including competitors).
relations
Adaptation of the organisation . . L. .
5 . Ensuring the organisation’s integration into social structures.
to the needs of society
Functions of internal integration
1 S ity The functioning of a specific system of organisational values, which recognises and rejects
ecuri . . .
negative values of the external environment that are harmful to the organisation.
9 Integrati Uniting the interests of the members of the organisation, forming a sense of belonging, identity,
ntegratin;
grating involvement in the organisation’s affairs.
3 Normative and regulatory Ensuring controllability and predictability of the behaviour of members of the organisation.
4 Substitute Functioning as a management tool and replacing formal and official management mechanisms.
P Adapti Acquisition of cultural values by new members of the organisation, involvement in the climate of
aptive
g the organisation and working environment.
. . Orientation of employees to continuous development and professional self-improvement to
6 Educational and cognitive . . .
increase the human capital of the organisation.
L. Development of a sense of belonging and involvement in the noble mission of the organisation,
7 Motivating L. s
which increases the level of work motivation of employees.
L Knowledge of norms of behaviour and means of communication, which will contribute to quick
8 Communicative . . . . . . o .
mutual understanding, perception of information and uniformity of its interpretations.
. Formation of a sense of responsibility for the quality of the product or service through a sense of
9 Quality Management . . .. .
involvement and belonging to the mission of the organisation.
10| Recreational (“therapeutic”) Helping to create psychological comfort and recovery of employees’ mental strength.

Source: prepared on the basis of research data O.H. Romanovskiy et al. (2017)

Table 2. Functions of team building

. Acquiring theoretical knowledge about team building; development of team interaction competencies;
Strengthening team . . L . . ;
1 icati improvement of inter-team communications; development of informal horizontal connections;
communications . . . . s
development of informal communications with clients and partners of an organisation.
Improvement of role . R . . . .
9 | di pt ibution (high Participants’ awareness of their roles and functions; development of delegation skills; development of
istribution (higher . . .
R & responsibility acceptance skills; development of skills to perform various roles.
efficiency)
Leadership development in extreme conditions; formation of responsibility of personal contribution to the
Development of L R R . L .. .
3 . . team’s victory; development of situational and distributional leadership skills; acquiring the skills of stable
leadership potential . . . o . . ..
and cohesive work in crisis situations; development of individual leadership potential among participant.
Increasin - I .
4 If-est § d Growth of self-esteem because of achieving results; obtaining information about yourself and
self-esteem an
characteristics of your interactions; getting information about strengths and weaknesses in team work.
self-awareness
Disclosure of internal | Finding hidden opportunities due to unusual circumstances and the opportunity to evaluate colleagues in
5 reserves of team a new way; formation of teams for ambitious projects; disclosure of team’s internal reserves, the brightest
members and most positive aspects of the participants; disclosure of employees’ internal individual reserves.
6 Optimisation of Development of non-standard search skills; development of risk-taking abilities and readiness for them;
decision-making development of conflict resolution skills; development of decision-making skills in stressful situations.
Increasing the . . . . .. S
fici g ¢ Higher efficiency of business teams; higher employees’ productivity; development of abilities to use the
efficiency o
7 int i cy th differences of team members for the benefit of teams’ higher effective vital activity; developing the skill of
interaction in the
accepting oneself as a team.
team

Source: prepared on the basis of research data O.H. Romanovskiy et al. (2017))
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From the tables above it can be seen that both organ-
isational culture and team building has similar functions
(highlighted in grey colour). This is primarily due to the
fact that team building is a part of organisational culture
and they operate in the same area of influence. So, it is an
important and approving fact: adaptation of the organisa-
tion to the needs of society influences on the optimisation
of decision-making in the way of building solutions based
on customer requirements. In this way, teams can react
on customers’ needs or ignore them and make decisions
based on their own preferences. Adaptive and communica-
tive functions influence both on strengthening team com-
munications and increasing the efficiency of interaction
in the team. In this case, these functions of internal inte-
gration affect team building’s functions directly through
leaders and managers, who deploy these processes. And
motivating function influence on strengthening team
communications, because if personnel is motivated then it

will be easier to assemble a team to achieve common goals.
Summarising, the conclusion can be made that hypothesis
1is true, and external and internal factors of organisation-
al culture can influence on team building.

Hypothesis 2: As a result of effective team build-
ing, the higher KPI (key performance indicator) has been
achieved.

Then it is needed to proceed to the justification of hy-
pothesis 2. And for this it is needed to show that KPI (key
performance indicator) increase has been achieved as a re-
sult of effective team building. It is important for current
research because the aim of each modern enterprise is to
increase profit and everything which can lead to this result
must be used on the way to achieving this goal. In order to
prove this, it is necessary to build IPO model (Input-Pro-
cess-Output) to illustrate this relationship.

Figure 1 shows a model of the impact of organisation-
al culture on team building and possible influence on it.

Structure

and strategy

Increasing of

> KPI
Leadership %A
\ drganisational Team building |- Job satisfaction
culture
;
INPUT PROCESS OUTPUT

Figure 1. Model of factors’ influence on organisational culture and distant reflection on team building
Source: developed by the authors on the basis of M. Korner et al. (2015)

Based on previous researches and according to this
figure it is clearly seen that as a result of effective team
building, the higher KPI (key performance indicator) has
been achieved. But also, a conclusion can be made that
not only after effective team building this result can be
achieved, but also only because of existing of working or-
ganisational culture, as not always teams are needed. The
same with job satisfaction: it can be achieved directly after
determination of organisational culture or after introduc-
tion of teams and providing team building. But it should be
noticed that according to world practices teams are useful
when a clear goal is set; all team members have their own
tasks; and responsibility is both collective and individual
(Romanovskiy et al., 2017).

Besides, it can be seen that structure and strategy,
and leadership have bilateral connection with organisa-
tional culture. It happens because they can influence on
each other: if organisational culture changes, so leader-
ship style can also vary; and changes in leadership lead
to transformation in some internal functions of organisa-
tional culture. And the same with structure and strategy:
shifts in the steady state can work in two directions. This
is due to the dependence of these organisation’s compo-
nents on one another.
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The results can expand knowledge in the field of or-
ganisational culture and team building, which gives advan-
tages in the field of personnel management. Despite the
fact that this issue was considered by a certain number of
scientific figures, it was not fully disclosed; and it was not
confirmed that organisational culture is a factor of success
in team building. This topic was revealed in more detail
in the work (Romanovskiy et al., 2017), where step by step
it was considered in detail what organisational culture is
and how team building is poured into this large system.
Despite the fact that the data is very superficial, it is able
to highlight the following significant mention: among the
main components of organisational culture, it is possible
to emphasise rituals, traditions and events. And it is pre-
cisely the conduct of different types of events that deter-
mines team building. The authors (Romanovskiy et al.,
2017) did not focus on this, but it could be allocated as the
main evidence that the organisational culture is associated
with commanding and has a significant impact on it. In this
work, this connection was analysed in more detail and was
provided with examples that team building really largely
depends on the organisational culture established at the
enterprise. But despite the completeness of the stated facts
regarding organisational culture and team building, there

Development Management. 2023. Vol. 21, No. 1
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is a statement in this work with which the authors do not
agree. Namely: a statement that organisational culture is a
part of corporate culture. From authors’ point of view, the
concepts of “organisational culture” and “corporate cul-
ture” are similar. Their main difference is the environment
of origin: the concept of “corporate culture” came from
America, where corporations rule and only they are con-
sidered as the highest object of power at the market, and
“organisational culture” is more about European concept,
where the market considers as various forms of manifesta-
tion of the organisation as a dominant object.

The next important contribution to this topic has been
made recently in the article (Miao, 2022). This work ex-
amines the fact that organisational culture is the core of
organisation and has an impact on various processes: man-
agement of a multinational company, an increase in labour
productivity, competitiveness, and takes an important part
in the adaptation and organisation of production. The cor-
rectness of these judgments is not in doubt. In this study,
the author considers organisational culture from the point
of view of different approaches: value, socio-psychologi-
cal aspect and economic one. And in each of them you can
trace the relationship with team building. It is also very im-
portant that the author, among all definitions, emphasises
the increase in labour productivity because this article also
talks about an increase in KPI. Despite the fact that the
question was not completely disclosed in relation to the
subject of this article, this study (Miao, 2022) has helped
to make sure that organisational culture has an impact on
commanding.

Also, the work (Zhang & Losekoot, 2021) should be
noted as one which revealed the topic of team building
from practical point of view. In particular, it can be not-
ed that the authors of this article considered a situation
where the organisation’s managers simply confronted the
fact that they would carry out a team building putting apart
the opinion of the staff. And despite the fact that this is not
the main theme of our study, it is quite interesting to con-
sider this from the point of view of organic culture. Thus, it
is possible to conclude that if the organisation has a poorly
developed organisational culture (this conclusion follows
from the fact that the leaders do not ask the opinions of
employees), then the expected effect of the team building
may not be achieved. And since the holding of such meas-
ures requires financial investments, then, in this case, the
organisation suffers a loss without the possibility of its
compensation (since the purpose of the event will not be
achieved at this outcome). And this is another confirmation
that a correctly configured organisational culture is the ba-
sis of the team’s cohesion.

Another work (Perwira & Widarnandana, 2022) has
considered such important hypothesis as “team building
is functioning only in effective organisations”. And as it
is known that effective organisations cannot exist without
successful organisational culture, so despite the fact that it
was not mentioned directly, such conclusion can be made:
“organisational culture and team building are two interde-
pendent factors in the organisation”. There is no proof of
that, but authors take it as a fact, although no research has
been done. This has become one of the reasons for writing
this article. Besides, they highlight that team performance

Development Management. 2023. Vol. 21, No. 1

cannot be avoided from task performance which, from our
point of view, also emphasises the importance of team
building at organisation.

It is important enough to note the work (Abbas, 2021)
where authors considered influence of teamwork on job
performance. The research was about the factors connect-
ed with the idea of cooperation in the workplace. Although
this work examined similar problem as ours, resources
which were the basis for it are rather old and in this way re-
sults cannot be fully reliable. Particularly, authors claimed
that collaboration of individuals increased chances for suc-
cessful work results, but this affirmation already had been
discussed during the last years. So, the problem of organi-
sational culture still influences team building and the rep-
resented hypothesis is open.

As it can be seen, there are different points of view
about the same subject, but still the main principles stay
alike. It is necessary always to be aware of modern direc-
tions in order to understand how management is changed
and which new principles can be implemented at the or-
ganisation.

e CONCLUSION

The result of the study of organisational culture as a factor
of effectiveness in team building has shown that both of
these concepts are interconnected and as team building is
a part of organisational culture, it is under the influence of
it. With the help of comparison of organisational culture
and team building functions it has been found that these
two concepts have some similar ideas which prove their
interconnection and dependence. This important finding
helps to understand how one of the key constituents of the
organisation works. Moreover, presented IPO model shows
that influence of leadership and structure and strategy on
organisational culture can be bilateral. That means that
they depend on each other and each of these concepts work
inextricably by one another, and when one part of this sys-
tem changes, others will change too. Beside this, eventu-
ally from the proposed model and proved hypotheses such
practical recommendations can be formulated:

1. When implementing team building the level and
condition of organisational culture should be taken into
account, as its internal and external factors directly influ-
ence on team building ones.

2. Team building directly depends on the level and
structure of organisational culture.

3. The higher KPI and job satisfaction depends either
on organisational culture or team building as organisations
can exist without teams.

These principles can be a foundation for the next re-
searches in the area of organisational culture and team
building. Particularly, further research of the authors is
aimed at a deeper study of team building as a component
of a modern organisation and the conditions of functioning
during the period of the online format of working.
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Auoranig. [IMTaHHS BIUIMBY I€PCOHAy Ha ITPOAYKTMBHICTH IiATIPMEMCTBA B OCTaHHI POKM CTajo Bce Gibil
IVCKYTOBAHMUM. Y Oi/IbIIOCTI BUITAKIB 1le BUKIMKAHO HEOOXiAHICTIO TIMOIIOTO BUBUEHHS JIIOACBKOTO (GaKTOpy, SIKUii €
OCHOBHOIO PYIIIiifHOIO CMJIOK0 HA HUISIXY JOCATHEHHS e(peKTUBHOCTI MigpueMcTBa. MeTa 1bOro JOCTiIKEeHHS Tojsraia
B a”ami3i (akTopiB i KOMIIOHEHTIB OpraHiszaniifHoi KyJabTypH, SIKi MOKYTh BIUIMBATM Ha (GOpMYyBaHHS KOMaHAM, i 3a
JIOTTOMOTOI0 TIOPiBHSIHHS 03HAK BM3HAUMUTYU TOUYKU AOTUKY MiX IMMU MOHATTIMMU. OCHOBHI HayKoBi MeTomu, ki 6yamn
BUKOPUCTAHI JJIs1 1IbOTO, 1Ie METOAM aHaJi3y i CMHTe3y, MOJeTI0BaHHS, KOHKpeTH3aIlii Ta CMCTEMHOTO aHasi3y. bymo
MPOaHasi30BaHO BaKIMBICTh KOMAaHAOYTBOPEHHS, 1OT0 3B’SI30K 3 OPraHi3alliifHOI KyJbTYypOIO Ta MOXJIMBI IepeBaru,
SIKMX MOYKHA JOCSITTY 3@ IOITOMOTOI0 B3a€MOIii X KOMITOHEHTiB. KpiM 11b0OT0, 6y/1M pO3I/ISIHYTi TEOPETUYHI OCHOBM JAHO1
TeMM, SIKi paHile po3misigaancs HayKOBISIMM, Ta BUSBJIEHO MesiKi Hey3romKkeHoCTi B mogenti [PO, 110 migIITOBXHY/IO A0
CYTi LIbOTO HOCTiIKEHHS Ta IMOOYI0BM KOHIEIIIii. By/io MoBeleHO, 1110 BHYTPIllIHi Ta 30BHIIITHI YMHHUKM OpTaHisaIiifHoi
KYJIbTYpU BIUIMBAIOTh Ha (aKTOPM KOMaHAOYTBOPEHHS, a TAaKOX, IO 3a JOMOMOIOK YCIIIHOTO KOMaHIOYTBOPEHHS
MOXKIIMBO JOCITTH migBumieHHs KPI Ta 3aoBoieHOCTi po60Tol0. B pesynbTati 6y/10 MpoBeIeHo AOCTiIKeHHS Ta 3p06/IeHO
BUCHOBKM, IO OpraHisaiiifHa KyJbTypa [iliCHO BIUIMBAE HAa KOMAaHAOYTBOPEHHS uepe3 MesKi YMHHUKM i 10 mepen,
CTBOPEHHSM KOMaH/, HeoOXiTHO BUBECTHM KY/JIbTYPY Ha BUCOKMIT piBeHb. B iHIIOMY BMUITagKy BCi CITpo6M GYIyTh HEBIATMMMU
yepe3 6pak KOMITOHEHTIB i 4iTKOTO pO3YMiHHSI TOTO, SIK IIPAII0I0Th KOMaHau. ITif yac JoCTiIskKeHHS 6Y/10 BUSBIIEHO, IO HE
TiJIbKY 3a IOTOMOT'0I0 KOMaHAOYTBOPEHHS MOXHA HOCSIrTH miaBuiieHHs KPI Ta 3a0BO/IEHOCTi pOOOTO0 — I[bOT0 TAKOX
MOJXHA JIOCSITY 3a JOTIOMOTOI0 106pe chopMy/TbOBAHOI OpraHisaliifHol KylIbTypu, BCTAHOBIEHHS MPiOPUTETiB i WiTKO1
oprauisaiiii po6ouoro mpoiiecy. [IpakTMyHa 3HaUYIIiCTh OTPMMAaHMX Pe3Y/IbTATIB MOJSATAE Y MOXKIUBOCTI iX BUKOPUCTAHHS
Ha MiJIPMUEMCTBAX 3315 BIOCKOHAJIeHHS OpraHi3aiiifHoi KylIbTypy Ta KOMaHIOyTBOPEeHHSI
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