MEHEAAKMEHT TA NIAIIPUEMHULTBO: TPEHAU PO3BUTKY
BUIIYCK 1 (03) 2018

NNYBJIIYHE YIIPABJITHHA TA AAMIHICTPYBAHHA

YIK: 005 : 316.72 : 005.57 : 334.722

MANAGING CULTURAL DIVERSITY AS CHALLENGE OF ORGANIZATIONAL
CULTURE IN MULTINATIONAL BUSINESS ENVIRONMENT

IRYNA SHAVKUN, Doctor of Philosophy, Professor, Dean of the Faculty of Management,
Zaporizhzhia National University, Zaporizhzhia, Ukraine.

YANA DYBCHINSKA, PhD in Philology, associate professor, Head of the Chair of Business
Communication, Zaporizhzhia National University, Zaporizhzhia, Ukraine.

Purpose. Global intellectualization of the economy actualizes the urgency to work out a new
model of the human resources development and use. The study is aimed at analyzing the essence
and purpose of organizational culture as a factor of optimizing cross-cultural relations in multina-
tional business context. The specific paper objectives are: to review the core approaches to the con-
ceptualization of organizational culture; to analyze the concepts of cross-cultural management and
cognitive management from the point of view of their common and specific attributes; to outline the
possible variations in local operating practices to improve business performance of multinational
corporations.

Design/methodology/approach. The research can be defined as executing an investigation to
acquire an additional knowledge or idea to add to an existing understanding and knowledge as far as
the problem of managing cultural diversity in multinational business context is concerned. The pro-
cess for this study has involved a combination of research, synthesis and analysis.

Findings. The subject matter of this paper is cultural diversity in multinational business context.
The study is conducted to explore how companies manage workforce diversity and its consequences
to the company’s efficiency as well as to examine how companies deal with challenges that come
with employees from diverse cultural backgrounds. Cultural diversity refers to most problematic
aspects of multinational companies operating. Successful adaptation managing can result not only
in gaining congruence in the various cultures where they operate. Such business practice is probable
to convert cultural diversity itself into a source of advantage.

Managing adaptation implies ensuring compliance with cultural and other types of inconsisten-
cy.

Research limitations/implications. Managers in today’s multicultural global business commu-
nity frequently encounter cultural differences, which can impede the successful completion of or-
ganizational goals. The internationalization of socio-economic processes puts forward the task not
only to correctly identify differences in the national cultures, but also to adequately use them to
overcome intercultural barriers while developing relations with foreign partners. Optimizing cross-
cultural relations becomes essential to the organization’s functioning and is the main task of cross-
cultural management.

Originality/value. Ensuring compliance with cultural inconsistency in global business context
is closely related to defining ways of optimizing needs for such variations and their costs. The solu-
tion of the task may entail two approaches. One of it refers to business practice on territories with
more similar cultures. Another can be implemented through promoting strong organizational cul-
ture. In case it is really powerful it is able to cultivate staff and customers and thus softening nation-
al cultural discrepancy.
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Problem setting. Culture is one of the most
powerful forces in our world due to its signifi-
cance for a person as far as world perception
and self-actualization are concerned. On the
other hand cultural discrepancy causes a clash
of values. The latter is among most widespread
motives of misunderstanding and discord that
can even result in devastating conflicts. The ex-
pansion of international relations in the global-
ized economy and overcoming contradictions in
new social and cultural conditions due to differ-
ent patterns of thinking, when traditions, values
and norms of one society affect the perception
of the other culture, is impossible without man-
aging inter-ethnic communication. The interna-
tionalization of socio-economic processes faces
the manager with the task not only to correctly
identify peculiarities of national cultures, but
also to adequately use them to overcome inter-
cultural barriers while developing relations with
foreign partners. Optimizing cross-cultural rela-
tions becomes essential to the functioning of the
organization and is the main task of managing
cultural diversity.

Recent research and publications analy-
sis. The problem of organizational culture in
scientific literature is actively developed in for-
eign and domestic studies, most of which are
aimed at studying the totality of various ele-
ments of the phenomenon. The analysis of the
existing theories of the organization allowed to
highlight the works of the scholars (J. Coleman,
Ch. Argyris, K. Levin, P. Drucker, A. Adle, R.
Perrin, M. Watkins, E. H. Schein, N.J. Adler, F.
Laurent) that are crucial for understanding the
role and place of organizational culture in the
life of modern organization, its structure, stages
of formation and problems of organizational
culture management.

There is a fairly complete description of a
variety of dimensions and attributes of organiza-
tional culture. Notable contributors to the use of
typologies include R. D. Lewis, G. Hofstede, F.
Trompenaars, E. T Hall, R. E.Quinn, K. S.
Cameron [2; 6; 7; 11; 13]. Insofar as national
cultural differences remain fairly stable over

time the management researchers and culture
experts convincingly proved that dealing with
them therefore requires not only knowledge
about adequate behaviors. The answer to the
question why certain behaviors are more appro-
priate than others roots in the awareness of val-
ues that represent deeper-level assumptions.

However, in modern society, organizational
culture is considered not only as a tool for or-
ganization developing, but it also becomes im-
portant as a subject of global cultural space
forming. On the one hand global values change
the functions of organizational culture, on the
other - organizational culture under the impact
of globalization becomes a subculture and trans-
fers its norms, values, rituals to the society [1; 3;
12]. Thus two simultaneous processes occur in
the activities of organizations in the globaliza-
tion context. First, it is new emphasis the organ-
ization performance acquires under the influ-
ence of external impacts and global changes.
Second, the significance of the basic compo-
nents of organizational culture remains relevant.

Consequently, the need for fundamental re-
thinking of the essence of the culture of the or-
ganization and its compliance with the objec-
tives of the society, both global and national
businesses, as well as related problem of con-
vergence-divergence of cultures, actualizes the
research topic.

Paper objective. The study is targeted on
analyzing the essence and purpose of organiza-
tional culture as a factor of optimizing the pro-
cess of managing adaptation in multinational
business environment.

The specific paper objectives are:

- to review the core approaches to the
conceptualization of organizational culture;

- to analyze the concepts of cross-cultural
management and cognitive management from
the point of view of their common and specific
attributes;

- to outline the possible variations in lo-
cal operating practices to improve business per-
formance of multinational companies.
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Paper main body. The solution of the
above-mentioned tasks is expedient to start with
the conceptualization of the “the culture of or-
ganization” phenomenon. Notwithstanding the
terminological diversity (“culture of entrepre-
neurship", "economic culture”, "corporate cul-
ture”, "organizational culture™), there is a gen-
eral consensus among organizational research-
ers that it refers to the shared meanings or as-
sumptions, beliefs and understandings the group
is committed to. More comprehensively, Schein
defined organizational culture as, “a pattern of
shared basic assumptions that the group learned
as it solved its problems of external adaptation
and internal integration that has 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” [12]. There can be regarded as very
close to the above mentioned another interpreta-
tion of organizational culture as “the pattern of
shared values and beliefs that help individuals
understand organizational functioning and thus
provide them with norms for behaviors in the
organization” [4].

Organizational culture begins in the minds
of people and the essence of this sociocultural
phenomenon is their spiritual life in the condi-
tions of the business environment or organiza-
tion, their morale, thinking and actions. A sense
of belonging to the culture of the organization is
not something inborn, but acquired. Various
manifestations of cultures in organizations are
related, all members of the society are charac-
terized by common cultural values and it is cul-
ture that defines the boundaries of different so-
cial groups. Hence its main semantic compo-
nents are values and procedures.

In other words: “Organisational culture
could be defined as a set of values that are share
in the organisation, which reflects on the com-
pany’s activities. There are five components to
organisational culture that involves its practices,
vision, value, people, place, and its history.
Each organisational culture is unique and differ-
ent from any other company’s, therefore any
decision made my a company about workplace
diversity is based on the company’s beliefs and
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norms, and must therefore reflect on that com-
pany” [3].

According to the structure, organizational
culture is a multi-layered socio-cultural phe-
nomenon. If at the level of a certain organiza-
tion the intrinsic characteristics of organization-
al culture can be identified with the corporate
culture, the next level is the combination of the
corporate cultures of organizations in the
branch. Finally, organizational culture can also
be treated as ideology of business in general that
is based on capitalist thinking and specific val-
ues. If the first two levels of organizational cul-
ture aim at solving specific socio-economic ob-
jectives, at the level of business ideology it is
able to penetrate into various cultural forms and
spheres of life and influence them. Bearers of
organizational culture are the staff of the organ-
ization (firm, company, industry) that, through a
shared system of values and a sense of belong-
ing to the team, self-identify as a member of the
professional community. Therefore, organiza-
tional culture becomes an important subculture
in the culture of society.

There can be traced two main approaches to
conceptualizing organizational culture: rational-
pragmatic, and phenomenological.

The rational-pragmatic approach proceeds
from the direct interdependence between the
transformation in the culture of the organization
and real changes in the organization: organiza-
tional culture as one of the organization subsys-
tems must be subject to control, and, therefore,
is the result of the activities of the organiza-
tion’s leader and his team. The practice-
oriented, rational-pragmatic school is based on
the idea that necessary positive changes can be
achieved through influencing the culture of the
company.

Given the phenomenological approach, or-
ganizational culture has an active impact on the
processes in the company, its foundations are
laid at the level of the organization's mission. It
therefore serves as a reference point in deter-
mining goals and strategies, as well as in as-
sessing the activities of the enterprise. Hereby
the employees’ performance acquires additional
significance and suggests the level of consisten-
cy between stakeholders. Herewith the person-
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nel acts as subject and object at a time. If at the
initial stage the people themselves are carriers
and source of forming organizational culture,
the latter eventually acquires the features of a
sustainable phenomenon and becomes an attrib-
ute of the organization that affects its staff
through determining their behavior and relation-
ship.

The task of managing cultural differences in
multinational business context envisages refer-
ence to the phenomenon of national culture. If
the national culture means to shape the national
identity, the organizational culture creates the
uniqueness of each organization with its own
system of values, beliefs, attitudes and norms of
behavior that are studied by a new member of
the institutional community and subject to
change. By assimilating the individual to organ-
izational norms the organization provides his
identification. It is important to emphasize that
national identification is ensured through un-
conscious assimilation of values and standards
in early childhood. Organizational values are
usually consciously perceived and internalized
by an adult.

The ambiguity of the interpretation of this
ratio is confirmed by the opinions of the most
eminent researchers. So in Shein’s opinion the
impact of organizational culture on company’s
employees is as mighty as the influence of na-
tional culture on people's lives [12]. While Lau-
rent questioned the influence of organizational
culture on such a deep level through the invin-
cibility of the national culture in conflict with
organizational [10]. Proceeding from under-
standing the nature of the organization as some-
thing peculiar and different from the social sys-
tem of nation, Hofstede insists that the employ-
ee himself determines the degree of self-
immersion in the organizational culture [7].

However vast majority of scientific investi-
gations have in common the idea of the business
culture mission as follows: to build a cohesive
team, develop team spirit, provide consensus
and loyalty of the staff as far as their organiza-
tion is concerned, define common standards of
conduct for staff, establishing mutual communi-
cations. Creating common organization's brand
as a tool of organizational culture building is

guaranteed to result in leveling, or even elimi-
nating differences between the economies and
cultures of different countries, and thus, organi-
zational culture contributes to the process of
globalization. It is common knowledge that in
culturally kin countries, organizational cultures
are not notably different from each other. But in
current cultural heterogeneity there may occur a
relatively slow process of "fusion”, that requires
the involvement of both parties. So, the Japa-
nese company as an owner of foreign companies
creates hybrid, problem-permissive culture: the
new culture reproduces the atmosphere of the
Japanese company and is not typical of the local
national culture. Practical experience shows that
the fusion of cultures has been effectively used
in automotive companies, high technology busi-
ness, while it is less prevalent in food and
pharmaceutical industry and the least successful
- in research organizations that are too individu-
alistic by their nature.

Managing the company’s values by interna-
tional and interregional corporations is provided
(among others) through external communication
and envisages the interaction of professional
business subcultures. It couldn’t but evoke the
cross-cultural management. As a sphere of aca-
demic research it focuses on the organizational
behavior of people in different countries and
cultures, compares different models of this be-
havior and strives for understanding and im-
proving the interaction between employees, cus-
tomers, suppliers and partners from different
countries and cultures [1]. The relevant scien-
tific discourse suggests another term - "manag-
ing diversity" that aims at improving the interac-
tion of people belonging to different ethnic
groups, cultures, races, religions in a homoge-
neous environment. The main threat to cross-
cultural management is ethnocentrism.

Holden, in his belief that cross-cultural man-
agement is the management of many cultures
within the organization and in its external rela-
tions, justifies its new understanding as a form
of cognitive management (knowledge manage-
ment) [8]. This differs substantially from the
traditional understanding of cross-cultural man-
agement as the management of cultural differ-
ences and ability to deal with cultural shock.
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The author offers a fundamentally new ap-
proach to cross-cultural management as a sphere
of practical activities that implies operating with
knowledge as the most valuable resource of the
company in competitive struggle in the era of
globalization and geo-economics. Hence the
tasks of cross-cultural management is the devel-
opment of global networking, organizational
learning and cognitive management. In contrast
to the traditional understanding of culture in
terms of specific "entities" and antagonistic
"differences,” Holden interprets it as a form of
organizational knowledge and competence of
the company. Herewith the emphasis is on per-
sonal knowledge: the images of professional
and organizational reality that occur in the
minds of managers, as well as the ways of its
identification, preservation and transfer. Actual-
ly, Holden was the first to comprehensively ana-
lyze the phenomenon of cross-cultural manage-
ment taking into account three characteristics of
the organization: self-learning, knowledge shar-
ing and developing interactive networks at local
and global levels. It is the combination of these
components that allows the use of a variety of
cultures not as an obstacle but as a resource of
the organization. The axiom of cross-cultural
interaction suggests: cultures are learned in
comparison; there are no bad cultures, there are
just different cultures; all cultures are different
but equal.

The interaction and collision of different cul-
tures are highly likely traced in business prac-
tices that tackle with marketing and human re-
source management.

For example, unlike Japanese multinational
companies American and European ones in their
foreign affiliates usually prefer to recruit local
managers, not expatriates, especially when it
comes to positions of top management. It is due
to purely cultural factors. As a rule, the Japa-
nese manager more often than American or
Western European strives for avoiding uncer-
tainty. Hence the responsible assignment of the
countryman with the same mother tongue and
culture code minimizes the possible risk of mis-
understanding and enhances credibility.

Globalization as an objective process unifies
the organizational forms of people’s joint activi-
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ty (the contractual relationship, uniforms, RR-
stock companies, development of corporate
style, a statement of goals and objectives the
mission of the enterprise, standardization of
meals, joint stay etc.). The trend towards eco-
nomic universalization is associated primarily
with the emergence of transnational corpora-
tions (TNCs) with their worldwide share over
80%. TNCs were the first to use standardized
forms of production management. Today it has
become common place to use the organizational
culture discourse while shaping management
policies.

However unification does not diminish the
significance of some variation in local operating
practices because operating in ways that are
congruent with their cultural contexts can im-
prove business performance. Such promotion of
variations by multinational companies almost
inevitably causes decentralization of deci-
sionmaking and indigenization of in-country
management teams and supports a company’s
ability to be responsive to local conditions [5;
9].

Alongside with marketing and human re-
source management, communication is another
business operating domain that demands manag-
ing diversity. Each culture forms its own ideal
model of communication. It consciously or un-
consciously is used by the natives in particular
while transferring, receiving and interpreting
information from bearers of another culture.
Thus one and the same text (verbal or nonver-
bal) is decoded in different ways across differ-
ent sociocultural contexts. For example,
straightness as characteristic attribute of the
American style of communication does not
seem an effectual factor for the representatives
of such collectivist organizational culture as
Japanese. So, in Japanese there are 16 different
ways to express the idea of "no" to avoid a di-
rect statement of facts and possible confronta-
tion. Quite significant differences between these
types of organizational cultures occur when
making group decisions. In collectivist cultures,
as a rule, consensus-building, harmonization of
interests of all parties takes much more time
than in individualist cultures. Nevertheless such
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collectively approved decision is practically im-
possible to change.

Here it is expedient to emphasize that modi-
fying practices for the sake of enhancing con-
gruence may result in the domination of the lo-
cal over the international and as a consequence
may cause the decrease of potential internation-
al interaction effect. Managing adaptation im-
plies ensuring compliance with cultural and oth-
er types of inconsistency. It is closely related to
defining ways of optimizing needs for such var-
iations and their costs. The solution of the task
may entail two approaches. One of them refers
to operations on locations with more similar cul-
tures. Another can be implemented through
promoting strong organizational culture. In case
it is really powerful it is able to cultivate staff
and customers and thus softening national cul-
tural discrepancy.

The increasing interdependence of states,
economies and cultures due to the global inte-
gration of the world community entails under-
standing of organizational culture not solely as
an effective tool for organization development.
It is obvious to become an important driver of
building global cultural space. On the one hand,
global values significantly modify socio-cultural
functions of organizational culture. In particular,
the organizational culture of the firm (corporate
culture) under the influence of globalization be-
comes a very important factor of bringing peo-
ple together at different productive and social
levels due to the shared values and norms as
well as through forming similar to all partici-
pants of the world picture.

Conclusions of the research.

Among the essential attributes of the
postindustrial society is the formation of global
economic space that requires common methods
and techniques of human capital management.
This function is intended to ensure that organi-
zational culture as the quintessence of centuries-
long experience refers to the organization of
economic activities. Moreover, the impact of
globalization on the nature of organizational
culture is of dual character: on the one hand,
globalization is a significant factor in the pro-
cess of its transformation, on the other - organi-

zational culture itself acts as a determinant of
global processes.

Cultural diversity refers to most challenging
aspects of multinational companies operating.
Efficient adaptation managing can result not
only in gaining congruence in the various cul-
tures where they operate. Such business practice
is probable to convert cultural diversity itself
into a source of competition advantage.

Managing cultural diversity encounters a
whole range of obstacles, most problematic of
which can be defined in terms of difficult ob-
serving and measuring. Among possible de-
structive consequences of their underestimation
may be embarrassing blunders, strain relation-
ship, and dragging down business performance.

Being an integral part of the overall concept
of management, cross-cultural management, as
an ability to manage different attitudes, culture,
religions and habits of people with the aim of
achieving the best results in business, is one of
the effective tools of organizational culture on a
global scale. The formation of new consumption
patterns, values and norms of interpersonal
communication, implementation of modern
managerial technologies set the task of ensuring
in an unknown or mixed cultural environment a
consistent behavior to achieve the goals of the
organization through the comprehension of both
national and corporate cultural differences and
developing related actions. Only such organiza-
tional culture can be effective that integrates
basic values of different cultures in the practice
of management, combines the recognition of
cultural differences with the global strategic
priorities of the organization.

The awareness of a particular culture peculi-
arities, ability to take into account and apply
these peculiarities in practice help the company
to establish relations with partners faster and at
lower costs, to fight more effectively with com-
petitors. A universal recipe for success while
adapting cultural differences in global business
environment consists in the manager’s aware-
ness of the necessity to focus on what unites us
rather than what separates us. To achieve the
goals and avoid cultural misunderstanding, the
manager should be culturally sensitive and pro-
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mote creativity and motivation through flexible
leadership.
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L. I'. laBKYH, doxmop ¢inocogcokux Hayx,
npogecop, oexkan ¢haxynvmemy MeHeONCMeHmy,
3anopizebkuii HayioHaNbHUU YHiGEpcumem, M.
3anopidcarcs.

A. C. [dubumHCcbKa, xanoudam ¢hino-
JIO2IYHUX HayK, Ooyewm, 3asidyeay Kageopu
0ino6oi KomyHikayii, 3anopizbKuti HayioHalb-
HUl YHigepcumem, M. 3anopirHclcsl.

YIPABJITHHA KYJIbTYPHUM PO3-
MAITTSIM SIK BUKJIUK OP-
TAHIBAIIIMHOI KYJIbTYPH B KOH-
TEKCTI BATATOHAIIIOHAJIBHOI'O
BI3HECY

I'moGanbHa iHTENeKTyali3alis €KOHOMIKU
aKTyasi3ye pyx J0 HOBOI MOJIeJIl PO3BUTKY 1 BH-
KOPHUCTaHHA JIOACBKUX pecypciB. JlocmimkeHHs
CIpsIMOBaHE Ha aHaji3 CYTHOCTI 1 MeTH Op-
raHi3aiiHoi KyJIbTypH K YUHHHKA ONTUMI3allii
MDKKYJIBTYPHUX BITHOCHH Y KOHTEKCTI Oararo-
HaI[lOHALHOTO Oi3Hecy. JlocATHEHHIO MeTH
CIpHs€ BHPINICHHS HACTYITHUX 3aBJaHb: TPO-
aHalli3yBaTH OCHOBHI MIAXOIW 10 BU3HAYEHHS
CYTHOCTI1 OpraHizauiiHol KyJIbTypH; PO3TISHYTH
KOHIIEMNI[il KPOC-KYJIbTYPHOTO Ta KOTHITUBHOTO
MEHE/DKMEHTY Ha TPeIMeT 3arajibHoro i cre-
U(pIYHOT0; OKPECIUTH BapiaHTH poOounx
MPAKTHUK IS TBUIIEHHS €(DEKTUBHOCTI JisIb-
HOCTI OaraToHalioHATBHUX KoMMaHii. [Ipenme-

TOM JIOCHIJDKCHHS € KyJIbTypHE pPO3MAiTTS B
KOHTEKCTI TTpo0JIeM yMpaBJIiHHSA B YMOBax TJIO-
OanmpHOTO OaratoHaIlioHaIBLHOTO Oi3HECY.

JlocmiKeHHsT TTPOBEACHO 3 BUKOPHCTAHHIM
TpagUIiMHUX  (OPMATBHOTO-JIOTIYHOTO  Ta
MOPIBHSUTBHOTO METOMIB. 3 ypaxyBaHHSIM TOTO,
0 KyJIbTypHE pPO3MAITTSI BIJHOCUTHCA [0
HAWOUIBII CKJIAAHUX aCHEKTIB MisUILHOCTI Oara-
TOHAIIOHATHHUX KOMITAHIN, TMiIKPECIIOEThCS,
o e(peKTUBHE YIPaBIiHHSA KYJIbTYpHOIO ajarm-
Talielo rnepeadadae HE TIUIBKH JOCSITHEHHS
Y3TOKEHOCT] PI3HUX KYJIBTYp, ajie 1 311aTHE I1e-
PETBOPUTH 1Ie KYJIbTYPHE PO3MAITTS Ha KOHKY-
PEHTHY TiepeBary.

YrpaBiiHHA KyJIbTYpHOIO aJallTaIll€l0 CTH-
KAa€ThCSA 3 IUJIOK HU3KOK MEPEIIKO, TOB's3a-
HUX 31 CKJIQOHICTIO IXHBOI'O BIJICTEXEHHS Ta
BUMipIoBaHHsA. Cepel MOXIMBHX JECTPYKTHB-
HUX HACHIAKIB IXHbOT HEJIOOLIHKU MOXYTb OyTH
npukpi 300i B poOOTi, MOTIpIIEHHS MiXKOCO-
OMCTICHUX BIIHOCHH, 3HWKEHHS MPOJYKTUBHO-
cTi Oi3HECY B IIJIOMY.

VcBigoMIIEHHS 0COOIMBOCTEN Ti€l YM 1HIIOT
KyJIbTYypH, BMIHHS BPaXOBYBaTH 1 3aCTOCOBYBa-
TH I OCOOJIMBOCTI Ha MPAKTHIIl JTONIOMArarTh
KOMIIaHii MIBUJIIE 1 JCMICBIIC HAIAroKyBaTH
CTOCYHKH 3 mapTHepamH, eekTuBHiIIe 60pOoTH-
cs 3 KOHKypEeHTaMHu. YHIBepCaJlbHUH perent
yCIiXy B aJanTalii KyJbTYpHUX BIAMIHHOCTEH y
I00abHOMY  OI3HEC-KOHTEKCTI TMOJisirae B
YCBIJIOMJIEHHI MEHEJKepOM HEOOXiTHOCTI 30ce-
peauTHCs Ha TOMY, IO Hac o0'€qHYye, a HE Ha
TOMY, 110 Hac po3ainsge. [Ins qocarHeHHs uinei
1 3anmo0iraHHs KyJabTYpHUX HEMOPO3yMIHb Me-
HE/PKepH TIOBHHHI BpPaxOBYBaTH KYJbTYpHI
0COOJIMBOCTI 1 3a0X0YYyBAaTH TBOPYMM MIAXiJ 1
MOTHBAIIIIO IIJISTXOM THYYKOTO JIiJIepCTBa.

KuouoBi cioBa: opranizaiiiiHa KyJbTypa,
rnodanpHui 013HEC-KOHTEKCT, Kpoc-
KYJIBTYPHHH MEHEPKMEHT, KYJIbTYpHE PO3-
MaiTTs, KyJbTypHA aIarTarlis.
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MANAGEMENT AND ENTREPRENEURSHIP: TRENDS OF DEVELOPMENT

N.I'. llaBkyH, Ookmop ¢unocoghckux Hayk,
npogeccop, oexan ¢hakyibmema MeHeONCMeH-
ma, 3anopodcckuli. HAYUOHATbHLIU YHUBEPCU-
mem, 2. 3anopoaicwe.

A.C. AbiduuHCcKas, xanouoam gunonocu-
YecKux Hayk, 0oyeHm, 3asedyioujas Kagheopou
0€1060U KOMMYHUKAYUU, 3AN0POAHCCKUL HAYUO-
HANbHBLU YHUGEpCUMem, 2. 3anopoiicse.

YHPABJIEHUE KYJbTYPHBIM PA3HO-
OBPA3HUEM KAK BbI3OB OPI'AHU3A-
IIMOHHOU KYJbTYPE B KOHTEKCTE
MHOI'OHAIIMOHAJIBHOI'O BU3HECA

['moGanbHas WHTEIUIEKTyaau3alysi 3KOHO-
MHUKH aKTyaJIM3UPYET IBUKEHHE K HOBOM MOJe-
JTM Pa3BUTHS U HCIOJIb30BAHUS YEITOBEUYCCKUX
pecypcoB. HccnenoBanue HampaBlieHO Ha aHa-
JIM3 CYIIHOCTH U IIEJT OPraHU3alMOHHON KYJIb-
TYpHI KaK (pakTopa ONTUMH3AIHNNA MEXKKYIbTYP-
HBIX OTHOIICHWH B KOHTEKCTE MHOTOHAIIHO-
HaJgpHOTO OM3Heca. JloCTHXKEHHIO eI CrIoco0-
CTBYET PEUICHUE CICIYIOIIUX 3aa4: MpoaHalu-
3UPOBATH OCHOBHBLIC MMOAXOABI K OIIPCACIICHHIO
CYIIHOCTH OPTaHU3aI[MOHHOW KYJbTYpBI; pac-
CMOTPETh KOHLCIIIHUU MCEKKYJIBTYPHOI'O M KO-
THUTUBHOTO MEHEDKMEHTA Ha TPEeJMET 00IIero
u CHGHI/I(i)I/I‘-IeCKOFO; OYCPTHUTH BapUAHTHI OIICpa-
TUBHBIX TPAKTUK I MOBBIIIEHUS 3(PPEKTHB-
HOCTHU NCATCIIbHOCTU MHOTOHAIITMOHAJIBHBIX
koMmmanuil. [Ipeamerom mccrnenoBaHus sBIsET-
csl KyJIbTYPHOE pa3HOo00pa3ue B KOHTEKCTE MPO-
OmeM ympaBieHHs B YCJIOBHUSX TIJIOOATBHOTO
MHOT'OHAIIMOHAJILHOTO OM3Heca.

HccnenoBanue npoBeneHO ¢ UCMOIB30BaHU-
€M TpaJuLUOHHBIX (HOPMATBLHOTO-IOTUYECKOTO
U CpaBHHUTENHHOTO MeTofoB. C y4eToM TOrO,
9TO KYyJBTYpHOE pPa3HOOOpa3We OTHOCUTCS K
HamOoJee CIOXKHBIM acleKTaM JesTelbHOCTH
MHOT OHAIITMOHAJIbHBIX KOMHaHI/II\/’I, IMoAYCPKHUBaA-
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ercs, 4To 3(h(HEeKTUBHOE yIpaBICHUE KYIbTYp-
HOHM ajanTainyei mpearosaraeT He TOJBKO J10-
CTIDKEHHE COTJIACOBAHHOCTH PA3JIMYHBIX KYJIb-
TYyp, HO U CIICOCOOHO MPeoOpazoBaTh ITO KyJb-
TypHOE pa3HoOOpa3ue B KOHKYPEHTHOE TIIpe-
UMYIIECTBO.

VYrpaBieHue KylIbTYpPHBIM pPa3HOOOpazueM
CTAJIKUBACTCA C IENBIM PSJIOM TPEMSTCTBUH,
CBSI3aHHBIX CO CJIOHOCTBIO MX OTCIIC)KUBAHUS H
u3Mepenusi. Cpean BO3MOXKHBIX JECTPYKTHB-
HBIX TIOCJICJICTBUN MX HEIOOLEHKH MOTYT OBITh
JocajHbie cOou B paboTe, yXyaIIeHue MeKInY-
HOCTHBIX OTHOIICHUH, CHIDKCHHE TPOU3BOIHU-
TEJIBHOCTh OM3HECA B LIETIOM.

Oco3HaHre OCOOCHHOCTH TOW WM WHOM
KYJIBTYPBI, YMCHHE YYUTHIBATH U MIPUMCHSTH X
Ha MPAKTUKE TOMOTAIOT KOMIIAHHH OBICTpee W
JIeIIeBJIC HaJaKMBAaTh OTHOILIEHUS C MapTHEpa-
MU, d(hPexTuBHEE OOPOTHCS C KOHKYPEHTAMH.
YHuBepcanbHbId pelenT ycrnexa B aJanTaluu
KYJIBTYpPHBIX pa3jMuuii B 1JI00aIbHOM OW3HEC-
KOHTEKCTE - OCO3HaHHE MEHEKEPOM Heo0Xo-
JUMOCTH COCPEIOTOYUTHCS HAa TOM, YTO HAacC
o0BbeIMHSCT, a HE Ha TOM, YTO HAC pas3felserT.
Jiss MOCTYOKEHUS TeNiell M YIpexkIeHHUs KYJb-
TYpPHBIX HEIOPa3yMEHHH MEHEIKEPbl TOJDKHBI
YUUTBIBATh KYJIbTYPHBIC OCOOCHHOCTH W TOOIII-
PATH TBOPYECKUH TIOAXOJ W MOTHBALHIO IIO-
CPEICTBOM T'MOKOI0 JINJIEPCTBA.

KiawueBble  cjoBa:  opraHM3alMOHHAS
KYJIbTYpa, T100aIbHbBII OM3HEC-KOHTEKCT, KPOC-
CKYJIBTYPHBI MEHEKMEHT, KyJIbTYpPHOE pas3-
HOOOpa3ue, KyIbTypHas aJanTaiusl.
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