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In the conditions of the knowledge economy, the most important source of competitive
advantages of the organization is human capital. The human capital development is based on the
relevant management culture to provide proper material and technical prerequisites for motivating
both high activity culture standards and productive performance. Hence efficient organizational
culture of modern business environment affects almost all aspects of the organization activities and
is a must for human capital formation.

The need to understand the role of organizational culture as an effective strategic tool in the
management of organizational processes in the modern business environment actualizes the topic of
this study and determines the goal - to analyze the significance of organizational culture in
transforming human potential into human capital as a social resource that makes efficient
production and innovation possible.

The specified goal presupposes the setting of a number of tasks to identify the essence of
such concepts as "corporate culture”, "human capital” and "human potential” and to analyze their
interdependence in the process of functioning and development of modern business organizations.

Methodology. General scientific methods are used to substantiate the theoretical positions
and reasoning of the conclusions. The system method allows to consider the nature and instrumental
role of organizational culture for the manager to transform the human potential into the human
capital of the organization.

The results of the study indicate the complex nature of the organizational culture
phenomenon as a factor in the developing and managing human capital: on the one hand, it is a tool
for transforming human potential into the human capital of the organization, on the other hand, it is
an integral attribute of human capital itself.

Key words: human development, human potential, human capital, human capital
development, management, organizational culture, organization, organizational behavior.
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INTRODUCTION

In modern global innovation economy human capital is a decisive factor in ensuring social

and cultural progress. Human capital can be broadly defined as the knowledge, skills and health that
people accumulate over their lives that improves well-being, supports potential and helps people to
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build sustainable livelihoods. Unlike other types of capital (physical and material), human capital is
capable of self-development.

The use of the human capital phenomenon contributes to understanding such essential issues
of the modern economic world as the distribution of income, the development of human creative
abilities, the growth of the quality and standard of living, the achievement of a balanced
development of the economy, the accumulation of national wealth, the role of science and high
technologies in the general cycle of reproduction of common good, etc.

Being the most important source of the organization's competitive advantages, human
capital is determined by the ability to work as well as by innate qualities, talent, education,
knowledge, competence, skills, activity technology, experience, organization and managerial
abilities, personal moral qualities.

Successful human capital management involves not only the management of the company's
human potential as a combination of the abilities and needs of the individual. It also implies
person’s readiness to perform socially necessary functions in the organization. It is impossible
without effective organizational culture as the main factor in developing and managing the
organization human capital.

LITERATURE REVIEW

The theory of human capital is relatively new in social sciences. The formation of the theory
of human capital as an independent direction of world economic thought was due to objective
structural changes in the social and economic life of society, caused by scientific and technological
progress and the growth of knowledge and advanced technologies in the system of social
reproduction.

A significant contribution to the development and popularization of the basics of the theory
of human capital was made by world-famous scientists, particularly A. Marshall, P. Drucker, D.
Tobin, I. Fisher, J. M. Clark, E. Denison, R. M. Solow, J. W. Kendrick, S. Kuznets, R. E. Lucas, L.
Thurow, H.R Bowen, W. Kenton and others.

The importance of human capital theory is implied by its impressive record in the Nobel
distinctions. The relevance of the problem of human capital for modern society is evidenced by the
fact that over the past half century the Nobel Prize in Economics has been repeatedly awarded to
scientists whose research in one way or another concerned precisely various aspects of the essence
and development of human capital. Theodore W. Schultz and Sir Arthur Lewis - “for their
pioneering research into economic development research with particular consideration of the
problems of developing countries” (1979), Gary S. Becker - “for having extended the domain of
microeconomic analysis to a wide range of human behaviour and interaction, including nonmarket
behaviour” (1992).

Increasing importance of the theory in the 1980s gave rise to the works of Amartya Sen and
his Human Capabilities perspective that significantly influenced his receiving the 1998 Nobel Prize
in Economics “for his contributions to welfare economics”. As a result of his conceptualization and
modeling work using Human Capital as a key factor, the 2018 Nobel Prize for Economics was
jointly awarded to the founder of the modern innovation-driven approach to understanding
economic growth Paul Romer - “for integrating technological innovations into long-run
macroeconomic analysis” (All prizes in economic sciences).

In the last half century the problems of human capital have been considered by scientists in
the context of the effectiveness of economic and social development. Among the most important
findings regarding relevance of the quality of human capital for economic growth there can be
mentioned S. Kuznets who theoretically substantiated that it is pointless to make any efforts to
move to a higher level of economic development if the total human capital of a worker is not
accumulated on the scale of the national economy. A. Marshall assumed that a significant part of
capital is knowledge (as the most powerful engine of production) and organization, and if one part
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is privately owned, then the other is not. L. Thurow, the researcher of an employee’s qualification
abilities as a human capital, saw its essence in the ability to produce objects and services. J.
Kendrick refers to human capital the general and specific knowledge of an employee, as well as the
ability to work productively. E. Denison developed the author's classification of factors economic
growth, consisting of twenty-three interrelated elements, 4 of which are directly related to the
characteristics of the quality of an employee.

Notwithstanding different approaches to the interpretation of attributes and modes of human
capital it is commonly understood as a set of qualities, skills, abilities and knowledge of an
employee that contribute to the growth of his productive power, which are used by him either for
production (to generate income) or for consumer purposes. This capital is called human because it is
embodied in the personality of the individual. It is objectively capital, because it serves as a source
of both future income and future consumption, both of them together.

A more detailed summary of the general review of studies related to human capital around
the world will be offered below in the next part of the work.

PAPER OBJECTIVE

To analyze the significance of organizational culture in transforming human potential into
human capital as a social resource that makes efficient production and innovation possible.

METHODOLOGY

General scientific methods are used to substantiate the theoretical positions and reasoning of
the conclusions. The system method allows to consider the nature and instrumental role of
organizational culture for the manager to transform the human potential into the human capital of
the organization.

ANALYSIS AND DISCUSSION

Today’s economic academic community is mostly unanimous in their view on human
capital as the leading driving force in social development. Human capital is the most important
source of income and is determined not only by the ability to work, but also by innate qualities,
natural talent, good education, knowledge, professionalism, skills, technologies of activity,
experience, organization and managerial abilities, moral qualities of a person. The researchers of the
problem of human capital distinguish the following most important forms of investment in a person:
education (learning time); industrial training; health protection (medical care); migration (labor
mobility); selection and analysis of information on prices for the considered types of investments;
demographic aspects (birth and care of children), etc.

The development of individual potential opportunities, professional knowledge and skills,
their adaptation to market changes for profit is possible only in the course of socially necessary
labor activity due to the motivation mechanism to activate needs and abilities. The quality of human
potential in the process of economic activity is determined first and foremost by the level of the
development of its labor, innovation, entrepreneurial, competitive, scientific and technical,
managerial components. No less important is the degree of their relationship consistency as well as
the ramification of the systems of needs, abilities and readiness of potential subjects to adequately
perform professional roles including innovative, entrepreneurial, scientific, technical and
managerial activity. Among the qualitative characteristics of human potential there are the potential
bearer’s need, ability and readiness to ensure a coordinated use of these activities and provide a
creative purposeful process.
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Human potential and human capital conceptualization

Human capital is a loose term. The multidimensionality and ambiguity of the human capital
interpretation predetermine the complexity of the treatment of its substance.

The Oxford Learner’s Dictionary defines human capital as “the skills, knowledge and
experience of a person or group of people, seen as something valuable that an organization or
country can make use of. The greatest resource any country has is the creativity of its citizens: what
economists call human capital”. According to the Organization of Economic Co-operation and
Development (the OECD) human capital is “the knowledge, skills, competencies and other
attributes embodied in individuals or groups of individuals acquired during their life and used to
produce goods, services or ideas in market circumstances”.

The concept of human capital goes back at least to Adam Smith. In his fourth definition of
capital, he noted: “The acquisition of ... talents during ... education, study, or apprenticeship, costs a
real expense, which is capital in [a] person. Those talents [are] part of his fortune [and] likewise that
of society” (Goldin C., 2016). Essentially, the article "Investing in human capital and personal
income"” by Jacob Minser is the first test of the creation of the theory of human capital, the
depersonal distribution of income among individuals is explained exclusively as a result of the
professional training they themselves have taken away (Minser J., 1958).

Speaking about the essence of human capital phenomenon Theodore Schultz states that “all
the human resources and capabilities are either inherited or acquired. Every person is born with an
individual complex of genes which define his/her inherited human potential. Acquired human assets
strengthened with correspondent investment we call “human capital” (Schultz Th., 1971). Recipient
of the 1992 Nobel Prize in Economic Science, Gary S. Becker is a pioneer of applying economic
analysis to human behavior in such areas as discrimination, marriage, family relations, and
education. Human Capital is Becker’s classic study of how investment in an individual’s education
and training is similar to business investments in equipment (Becker G., 1994). Becker’s research
on human capital was considered by the Nobel committee to be his most noteworthy contribution to
economics.

Human capital may be viewed as the acquired knowledge, skills, motivations and energy
that human beings possess and that can be used over time to produce goods and services (Bowen
H., 1977; Thurow L., 1996). While capital is everything that can generate income over a certain
period of time a person as an individual is a part of capital. There is improved education of the labor
force or new advances in science and technology in a stable framework of accounting and
measuring for various sources of economic growth. Hence education is recognized as a major
source of economic growth (Denison E., 1962).

Human capital is a constituent of intellectual capital, which represents the key, long-term
knowledge of a company in the competitive environment. These pieces of knowledge are used in
the strategic management of a company while being created as a combination of pieces of
information and knowledge from the company’s external surroundings (Thomas A., 2013; Brooking
A.1997; Quintero-Quintero W., 2021). Similarly to other production inputs, human capital also
needs to be managed, and with the intention of strengthening the competitiveness, new ways in
which its effectiveness can be enhanced need to be sought after. This is what human capital
management is focused on (D’Angelo M., 2019; Kuchar¢ikova A., 2021).

Human capital can be broadly defined as the knowledge, skills and health that people
accumulate over their lives that improves well-being, supports potential and helps people to build
sustainable livelihoods (Forichon K., 2020; Kenton W., 2022).

The above attributes of human capital find their development in the definition that relies on
a comparative approach: “Human capital is the stock of productive skills, talents, health, and
expertise of the labor force, just as physical capital is the stock of plant, equipment, machines, and
tools. Within each type of capital, the performance, vintage, and efficiency can vary. The stocks of
human and physical capital are produced through a set of investment decisions, where the
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investment is costly in terms of direct costs and, for human capital investment, in terms of the
opportunity cost of the individual’s time” (Goldin C., 2016; Hickman E., 2021).

Notwithstanding the foregoing, it should be noted that there is no consensus among
economists on the composition of human capital (Fix B., 2018). There is an assumption according
to which it is necessary to allocate in human capital the capital of education (general and special
knowledge), the capital of health, training capital (qualifications, skills, work experience), capital
migration, as well as the possession of economically significant information and motivation for
economic activities (Becker G., 1994). L. Turow (1996) includes such features as “respect for
political and social stability” in human capital. Such a multidirectional interpretation of this concept
maybe lies in the fact that the authors do not differentiate between the concept of “potential of
human capital" and "human capital" itself. The concept of “potential of human capital” preceded the
concept of “human capital”. And alongside with the abilities used in economic practice, it also
envisages the possibilities for the development of human capital itself. Hence a modern employee is
characterized, first and foremost, by the potential.

Organizations face a challenge to be designed to adapt to continuous change through
enabling ongoing learning and development. The above allows some researchers to extend
interpretation of the essence of human potential: “This dynamic approach to work questions the
term “human capital,” which implies a static model for how people fit into roles and organizations.
By replacing that stale term with “human potential,” we shift our focus from maximizing efficiency
to maximizing potential (Berkes O., 2022).

It is important to emphasize that on the one hand, a qualitative “human capital” growth is
driven by “potential”, on the other, available potential does not always ensure its qualitative
reproduction. Today’s technology-driven world outlines key requirements for innovative economy.
First, increase in human potential in two aspects: each individual and the population as a whole.
Second, creation of conditions for the transformation of potential into human capital. Third,
implementation of this chain in relation to the special requirements of the innovation economy.

Notwithstanding formally logical interdependence between the innovative development path
and the transformation of human potential into human capital within the framework of wage labor,
the problem is still far from finally being solved. Conceptually human capital is hardly regarded as
possible to replace the concept of human being because natural capital is not synonymous with
nature. In both cases, a part of the object remains outside the field of view and responsibility and
can be destroyed uncontrollably, reducing its potential. Proceeding from the assumption that human
potential is a strategic component of human capital makes it possible to interpret the phenomenon
as one of the most important internal resources and key positions in the company value. It implies
the potential of individuals or social communities that make up the system of their needs, abilities
and willingness to perform socially significant activities in society, social roles and functions.

The phenomenon of the society cumulative human potential is typologically heterogeneous.
Being relatively independent of each other its constituents nonetheless can interact in certain
circumstances. On the level of a person human potential can be attributed only to the individual
qualities that are internal property and hence inalienable. Alongside with person’s potential there is
group potential that assumes the potential of social group activities within the organization in a
limited social space.

The potential of various social communities can be of demographic, territorial, professional,
class and other nature and is not subject to formal or informal regulations of any organizational
frameworks as it takes place in different points and fields of social space. There is also an
assumption that human potential of a country, state, society includes societal components, namely,
culture, education systems, various social organizations, different material and spiritual products of
human activity. The society cumulative human potential is a special kind of social integrity that
combines the human potential of the entire population of the country.
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Organizational culture in transforming human potential into the organization
human capital

The task to develop human potential into human capital inevitably actualizes the problem of
effective organizational culture building as the key to the organization excellence. There gradually
has come the realization that the main resource of socio-cultural and economic progress lies in
intellectual labor as imperative in the transformational activity of people. Therefore, the advanced
development of intellectual organizational culture has become a universally recognized cultural
tradition of successful corporations. The development of human capital as a vehicle of the social,
cultural and economic progress is undoubtedly among the problems of management culture. It
involves a systematic cultural analysis that envisages the assessment of the organization creative
potential and changing needs, the choice of effective technologies that form the basis for practical
actions for the corporate development.

Organizational culture is often defined as a system of values generally accepted in an
organization, shared by all or most of the organization's employees that establish guidelines for the
employees’ behavior. However, it would be misleading to limit the interpretation of the
phenomenon only to a set of values, since this significantly underestimates its real content. In this
regard, the definition proposed by E. Schein, a world-renowned expert on organizational culture,
seems to be more accurate: “Organizational culture is the pattern of basic assumptions that a given
group has invented, discovered, or developed in learning to cope with its problems of external
adaptation and internal integration, and that have worked well enough to be considered valid, and,
therefore, to be taught to new members as the correct way to perceive, think, and feel in relation to
those problems, thinking and attitude to specific problems™ (Schein, E., 1984).

Strong organizational culture is aimed at achieving the organization stability in favor of the
majority of employees. It fully corresponds with Schein’s definition of cultural strength as follows:
““The “strength” or “amount” of culture can be defined in terms of (1) the homogeneity and stability
of group membership and (2) the length and intensity of shared experiences of the group’” (Schein,
E., 2017).

Wherein it should be mentioned that immutability does not mean a complete rejection of
development over time provide the goal of the organization may change and organizational survival
may be at stake. New organizational forms to manage modern companies are supposed to meet the
challenges of the Fourth Industrial Revolution that has the potential to raise global income levels
and improve the quality of life for populations around the world. (Schwab K., 2016).

Originally related to technological companies it eventually expanded to other areas such as
marketing, creation of new products, human resource management. Among the key themes for
Revolution 4.0 is intellectual production to increase operational efficiency through interconnection
that implies the ability of machines, devices, sensors, and people to connect and communicate with
each other via the Internet of things, or the internet of people.

The difference between the traditional worker and the Industry 4.0 worker lies in the lack of
competencies and knowledge. The traditional worker was someone without experience and skills,
the new worker is seen as someone who is involved in management, not just production This is
exactly what the methodology of flexible adaptive management is aimed at. Flexible self-managing
teams are focused on innovations while interacting with their customers actively and introducing
current changes to meet their requirements promptly.

Modern companies need to invest in training and professional development of employees.
The working reality is becoming more and more a place of personal growth.

In conditions of intellectual economy the relationship between knowledge-friendly
organizational culture and organizational performance alongside with the impacts of other
contextual factors have been subjected to analysis by many researchers. Synthesizing the findings of
previous empirical studies allows to arrive at the conclusion that the knowledge-friendly
organizational culture is positively related to the overall performance—both financial and non-
financial—of firms. The knowledge-friendly organizational culture — overall organizational
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performance relationship is strengthened in restrained cultures, while the knowledge-friendly
organizational culture —financial performance relationship is strengthened in service industries
(Liva G., 2021).

Any organization that strives for being effective must have its value system. Organizational
culture is aimed at meeting one of the basic human needs - group membership. Proceeding from the
assumption that culture is found in groups it should be stated that among the key functions of
organizational culture there is one to develop in employees a sense of belonging to the common
cause (Garavan Th., 2001; Day D., 2021).

Organizational culture is sure to create collaborative environments where people make each
other better and provide personal and organizational development and learning due to shaping new
channels of communication and helps people learn from each other. It is difficult to overestimate
the role of organizational culture in developing such “a framework that fosters the sharing of
differing perspectives, encourages creative problem solving and fully utilizes each person’s unique
strengths. It’s important to allow individuals to shine, but equally important that individual
performances contribute directly to the entire team’s success” (Berkes O., 2022).

If the employees’ moral principles contradict to the organization's value system they are sure
to cause conflicts. This challenge drives organizational culture to arise moral and ethical values and
attitudes that enhance the realization of the employees’ intellectual and spiritual energy potential.
There can be mentioned such values as the value of an employee as a person, the value of a close-
knit team, the value of activities for the common good etc. A genuine passion of an employee for
what he is doing is undoubtedly among the most valuable attributes. Feeling passionate about your
work motivates you to seek opportunities to learn in the endeavors to be at the top of your field and
do cutting-edge work that matters to you.

Strong organizational culture establishes social partnership in the organization between
employees and management on the basis of solidarity of all labor process participants. It increases
responsibility for the quality of their activities and is manifested in consciously supported values,
norms, traditions while solving shared significant problems or determining common benevolent
environment. The latter is of the management special anxiety due to the fact that the organizational
culture values shaping is possible provided satisfaction with the working conditions, relations in the
team, secured social benefits.

Essentially organizational culture is regarded as a pattern of basic assumptions. They are
defined and developed by the group and approved of in the process of both the organization external
adaptation and internal integration. Long-lasting success of the organization is characteristic of a
company with a solidified culture based on time-tested valid values and therefore they are to be
taught to new members as a right way to perceive, think, and feel in relation to those problems
(Holden L., 2017).

This is exactly what another important function of organizational culture promotes - new
employees socialization. It is largely related to their ability to promptly share the prevailing values
and “fit in” with the existing culture. With the view to form and control proper attributes of the
human capital the organizational culture provides mechanisms of "rejecting” the behavior models
that do not correspond to the accepted patterns. In case there is hardly any correlation between
personal productivity increase on the one hand and the career or remuneration on the other then it
makes pointless to speak of any kind of partnership between managers and subordinates. And vice
versa provided the respect for personal merit is true rather than declared the sense of belonging
increases. Thus the consolidating role of organizational culture is valid if the individual interests
and orientations of employees are no less meaningful than those of the organization as a whole.

The process of transforming human potential into human capital is a success if employees’
creative activity becomes an important source of personal development on the one hand and on the
other — it maximizes the qualitative improvement of the organization as a whole. Herewith the
emphasis is shifted from production processes to motivation, incentives for people’s communication
while the philosophy is obvious both to all personnel and to the public.
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The consolidating role of the organization is provided by its mission that highlights the main
aim of the organization’s functioning in society. It develops collective consciousness, establishes
guidelines for the employees’ patterns of behavior in relation to the objects of the organization
interest, mobilizes to achieve organizational goals and defines the significance of the activities as
far as social aspect is concerned. Traditions play a huge role in transforming the human potential of
the organization into its human capital. It is the traditions that fill in people's lives with the meaning
of joining the whole (a working group, profession, society). They are necessary for the organization
to actualize its values.

Proceeding from the assumption that knowledge is an integral part of human capital
organizational culture should also be regarded as one of the relevant factors for effective knowledge
management. In this context the problem manifests itself in two ways. On the one hand it is
necessary to outline the properties of the organizational culture that contribute to the most effective
creation and use of knowledge. On the other, it is topical to determine the immediate characteristics
of the very knowledge creation culture. Among them, for example, there may be mentioned
providing the atmosphere of creativity as an indispensable characteristic of the organizational
culture of any innovative corporation.

Yet the corporate culture of an organization always exists, regardless of whether management is
involved in its formation or not. Haphazardly formed organizational culture is fraught with the values
that are contrary to the declared organizational goals and will surely spoil or even destroy the
atmosphere of cooperation and involvement consequently.

CONCLUSION

In today’s fast-paced world the quality and potential of human capital is sure to be crucial
for social well-being and quality of life of an individual citizen and the country as a whole. Being a
basic social and cultural resource human capital ensures productive and innovation activities and
thus provides social and cultural progress. It is regarded as the driving developing force of a modern
innovation economy, or "knowledge economy".

Human capital is the intangible economic value of a worker's experience and skills as a
consequence of education, training, intelligence, skills, health, loyalty and punctuality. In modern
globalized economy human capital is capable of responding to the challenges posed by dialectical
changes in space and time in the world civilization. Human capital shaping and developing directly
depends on investments in raising the level of organizational culture and the quality of working
conditions. Put another way, the bulk of such properties that result from various investments (both
personal and public) and (in certain socio-economic circumstances) can bring income, profit, benefits,
advantages to the owner of these properties or the society (its institutions, organizations) becomes
human capital.

Each organization in the process of formation, development and functioning acquires a specific
value-normative system relevant to its mission and vision. Such corporate values constitute the basis of
organizational culture as a system of material and spiritual values that interact with each other, inherent
in a given company, reflecting its individuality and perception of itself and others in the social and
material environment, manifested in behavior, in interaction with the environment. The culture of the
organization is predominantly the result of targeted managerial influence. Being essentially the
environment, a way of behavior and activity, the culture of the organization is the internal compass
that helps employees to gain a sense of conscious involvement in the common cause as well as
other things employers value such as loyalty and punctuality.

A high organizational culture is a powerful strategic tool to form human capital and
effectively invest in it. Therefore the level of organizational culture is not just a component of the entire
employee management system. It acts as the basis for it, to meet the challenges of the Fourth
Industrial Revolution in particular.
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Efficient organizational culture affects almost all aspects of business environment. It is an
intrinsic attribute of the organization human capital. It works as both — a primary goal and a
powerful strategic tool of human capital management.

To develop human potential into human capital the organizational culture must necessarily
pursue the following goals: (1) improvement of the dynamics within people belonging to the same
work team; (2) continuous improvement of the work organization while different teams interaction;
(3) development by each operator of his growing qualification skills and knowledge; (4) personal
development in general.

Organizational culture determines the management system of modern corporations as a
whole and becomes a powerful factor while transforming human potential into the organization
human capital.
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PO3BUTOK JIIOJICBKOI'O KAIIITAJIY B KOHTEKCTI OPT AHI3AIIIMHOI

KYJIBTYPU
IlaBkyH Ipuna I'puropisna JAudunHcbka SIlna CraniciaBiBHa
3anopizbkuti HaYioOHALHUL YHIBEpCUMem 3anopizvKuii HayioHaIbHUL YHIgepcumem
3anopixcacs, Yrpaina 3anopixcocs, Yrpaina

B yMoBax eKOHOMIKM 3HaHb HAWBAXIMBIIIMM JDKEPEIOM KOHKYPEHTHHX IIepeBar
oprasizaiii € JIOACbKUI KamiTajd. PO3BUTOK IIOJCHKOTO KamiTally IPYHTYETbCS Ha BIAMOBITHIN
KYJIBTYp1 YIIPaBIiHHS, M0 3a0e3Meduye HAJISKHI MaTepiaTbHO-TEXHIYHI IEPEyMOBHU JIJIsi MOTHBAIIIi
SIK BUCOKHMX CTaHAAPTIB KyJIbTYpH AiSUNIBHOCTI, TaK 1 IPOJYKTUBHHUX PE3yJIbTATIB.

HeoOximHiCTh OCMHCICHHS PO OpraHi3amiiHol KyIbTypU SK €()EeKTUBHOTO CTPATETIYHOTO
IHCTpYMEHTY B YIOpaBIiHHI Opra”i3aliiHUMU TpOIEcaMH CY4acHOro Oi3Hec-cepeloBHINa
aKTyali3ye TeMy JaHOTO JOCHI[UKEHHS Ta BH3HAYa€E METY — MPOaHANi3yBaTH 3HAYYIIiCTh
oprasizaiiiiHoi KyJabTypu B X0JlI TpaHc(opMaIlii JIIOJACHKOro MOTEHIaNy B JIOACHKUN KamiTal siK
COIIAIBHOTO pecypcey, 110 3ade3neuye eeKTUBHE BUPOOHUIITBO Ta IHHOBAIII.

3a3HaueHa MeTa 3yMOBJIO€ HHU3KY 3aBJaHb IOAO BUSBIEHHS CYTHOCTI TaKMX MOHSATH, K
«KOpPTIOpaTHBHA KYJIbTYpPay, «IOJCHKUN KalliTal» Ta <JIIOJCHKUAN MOTEHIlia» Ta aHali3y IXHBOI
B3a€MO3AJIKHOCTI B THpoleci (QYHKIIOHYBaHHA Ta pO3BUTKY CydyaCHHMX Oi3Hec-oprasizarii,
30KpeMa /ISl BUPIILIEHHS! BUKIIUKIB UeTBepTOi MpOMUCIOBOI PEBOJIIOLII.

Jns  oOrpyHTYBaHHS  TEOPETUYHHMX  TMOJIOKEHb  Ta  apryMeHTalii  BHUCHOBKIB
BHKOPHUCTOBYIOTBCS 3arajibHOHAYKOBI MeTo . CHCTEMHUN METOJ JTO3BOJISIE PO3TIISHYTH CYTHICTH
Ta IHCTPYMEHTAIbHY POJIb OPTaHi3alliiiHOl KyIbTypH IS MEHeIKepa B TpaHchopMallii JIF0ICEKOT0o
MOTEHIIIAaTy B JIOACHKUIN KalliTaa opraHizarii.

Pesynbratu gociikeHHsS cBiIYaTh MPO KOMIUIEKCHUH XapakTep ¢eHOMEeHa OpraHi3aliifHoi
K YMHHUKA DPO3BUTKY 1 YIPaBIIHHS JIIOJCHKUM KalliTalOM: 3 OJHOT0 OOKy, II€ 1HCTPYMEHT
MEePETBOPEHHSI JIFOJICHKOTO MOTEHITialy Ha JIFOJACHKUI KalliTan opraHizailii, 3 1HIIOTO — HEeB1JI’€MHHM
aTpuOyT caMOro JIOACHKOT0 KamiTay.

Kuo4oBi cjioBa: JII0ACHKHI PO3BUTOK, JIFOJICHKUI TTOTEHITIA, JTFOJICHKHUI KaIliTall, pO3BUTOK

JIOACBKOTO KamiTally, MEHE/DKMEHT, OpraHizaliiiHa KyJbTypa, OpraHisaiis, oprasizaiiifHa
MMOBEIHKA.
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