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Abstract. Corporate culture is becoming an increasingly important factor in determining an
organisation’s effectiveness in the context of globalisation, digital transformation, technological
development and intensifying international competition. This study examines the impact of corporate
culture on organisational effectiveness, using companies from East Asia specifically China, Japan
and South Korea as case studies. The aim of the study is to identify the key aspects of corporate
culture that influence organisational performance, as well as to determine how traditional and modern
cultural characteristics coexist within the corporate environment of East Asian countries. The study
employs two complementary methods: comparative analysis and content analysis. Comparative
analysis is used to identify similarities and differences in corporate culture across the selected
countries, whilst content analysis is used to examine annual reports, sustainability reports, corporate
governance documents, company missions and other publicly available corporate materials. The
analysis focuses on aspects such as teamwork and collaboration, employee engagement, innovation
and creativity, customer focus, employee development, adaptability, organisational integrity, as well
as hierarchy and discipline. The study’s findings show that teamwork, innovation, customer focus,
staff development and adaptability are the most significant aspects of corporate culture influencing
an organisation’s effectiveness. Furthermore, the results demonstrate differences across countries:
Japanese companies place greater emphasis on employee engagement and teamwork, Chinese
companies on hierarchy, and South Korean companies on a combination of innovation, customer
focus and adaptability. The study concludes that the organisational effectiveness of companies in East
Asia increasingly depends on striking a balance between traditional cultural stability and modern
demands for flexibility, innovation and staff development. The findings contribute to a theoretical
understanding of the relationship between culture and organisational performance and have practical
implications for managers seeking to develop adaptive and competitive organisational cultures.

Keywords: corporate culture; organizational effectiveness; East Asian companies;
organizational performance; comparative analysis; content analysis; innovation; employee
development; adaptability; corporate management.

Inroduction

The relevance of this study stems from the growing importance of corporate culture as a
strategic factor influencing organisational performance in the context of globalisation, digital
transformation and intensifying competition in East Asian countries. Companies in China, Japan and
South Korea operate in a unique socio-cultural environment characterised by collectivism, a long-
term orientation and strong organisational values, which makes the relationship between corporate
culture and organisational performance particularly significant. Recent research shows that an
adaptive, innovative and employee-centred corporate culture contributes to increased productivity,
employee engagement, the effective implementation of innovation and overall business success.
However, despite extensive research, there remains a need for a comprehensive methodological and
empirical assessment of how various aspects of corporate culture influence organisational
performance in East Asian companies. The academic significance of this study lies in expanding the
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theoretical understanding of the mechanisms through which corporate culture influences
organisational performance, as well as in enriching comparative management research with data on
the business environment in East Asian countries. The scientific novelty of the study lies in the
integration of contemporary methodological approaches to assessing corporate culture with empirical
data on East Asian companies, as well as in identifying the most significant cultural aspects that
influence organisational effectiveness in this regional context. To achieve the research objective, the
following tasks have been formulated: (1) to analyse the theoretical and methodological approaches
used to assess corporate culture and organisational effectiveness in contemporary management
research; (2) to assess the impact of specific aspects of corporate culture on organisational
effectiveness based on empirical data from companies in East Asian countries. In recent years, the
role of corporate culture in determining an organisation’s effectiveness has become increasingly
important due to the rapid transformation of the global business environment. Digitalisation,
technological innovation, internationalisation and changes in staff expectations are forcing companies
to rethink traditional approaches to organisational management. Corporate culture influences how
employees communicate, make decisions, respond to change, share knowledge and pursue the
organisation’s common goals. Consequently, organisations with a strong and adaptive culture may
be better placed to maintain productivity, innovation, employee engagement and competitiveness in
the face of uncertainty.

The relevance of this issue is particularly evident in East Asian countries, where corporate
governance has historically been shaped by collective values, organisational loyalty, hierarchical
relationships, discipline and a long-term strategic orientation. At the same time, companies in China,
Japan and South Korea are increasingly facing global competition, digital transformation and rapidly
changing expectations from consumers and employees. This creates a need to reconcile traditional
cultural characteristics with modern demands for flexibility, innovation, employee engagement and
customer focus. Examining this transformation provides an opportunity to better understand how
corporate culture contributes to organisational effectiveness and how East Asian companies can adapt
their cultural and management practices to ensure sustainable development.

Materials and methods

The methodological framework for this study was developed with the aim of examining the
relationship between corporate culture and organisational effectiveness, using companies from East
Asian countries as case studies. The study focuses on organisations operating in China, Japan and
South Korea, as these countries represent large and structurally distinct business environments within
East Asia. The selection of these countries allows for an examination of both common regional
characteristics and differences in organisational culture, management practices and approaches to
achieving organisational effectiveness.

The study is based primarily on secondary research materials obtained from publicly available
corporate and institutional sources. These materials include annual reports, sustainability reports,
corporate governance reports, statements on corporate mission and values, staff development policies
and other official company publications. These sources were selected because they contain systematic
information on organisational values, management priorities, HR practices, innovation activities and
strategic objectives. Additional academic literature was used to identify the key aspects of corporate
culture and organisational effectiveness.

Two research methods were employed to examine the impact of corporate culture on
organisational effectiveness in East Asian companies. The first method is a comparative analysis,
which is used to compare the characteristics of corporate culture and indicators of organisational
effectiveness in companies operating in different East Asian countries. This method enables the
identification of similarities and differences in cultural practices, management approaches, employee
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engagement and organisational performance, thereby revealing the role of national and organisational
cultural factors in shaping effectiveness.

The second method is content analysis, which is used to examine corporate documents, annual
reports, sustainability reports, company missions and corporate governance reports with the aim of
identifying key elements of corporate culture. This method enables the systematisation and
interpretation of cultural values, leadership principles, staff development practices and organisational
priorities as reflected in company documents. In this way, it helps to understand how corporate culture
is embedded in organisational processes and how it influences organisational performance.

The research materials include secondary data drawn from annual reports, sustainability reports,
corporate governance reports and publicly available performance indicators of individual companies
in East Asia. The study focuses on companies from China, Japan and South Korea, enabling a
comparative assessment of the characteristics of corporate culture and their impact on organisational
effectiveness. The data collected is analysed using comparative and content analysis methods to
identify key patterns and interrelationships between corporate culture and organisational performance.

This combination of methodologies provides a more comprehensive understanding of the
research problem. Comparative analysis identifies existing cultural differences, whilst content
analysis explains which cultural values companies prioritise and how these values are reflected in
organisational practice. Taken together, these methods enable us to move beyond a purely theoretical
discussion of corporate culture and empirically substantiate its role in ensuring the effectiveness of
East Asian companies.

Discussion

Recent research confirms that corporate culture remains one of the key factors determining an
organisation’s effectiveness. Bogale and Debela (Bogale & Debela, 2024) conducted a systematic
review of 52 studies and found that aspects such as innovation, teamwork, employee engagement and
results orientation have a significant impact on an organisation’s performance. The authors also
emphasised the need for further empirical research in various regional contexts, particularly in
emerging economies.

Nakshbandi (Nakshbandi, 2024:3640) examined the relationship between a learning-oriented
organisational culture and organisational effectiveness. Using survey data and structural equation
modelling, the study showed that a learning-oriented culture has a positive impact on organisational
effectiveness, with employee engagement acting as an important mediating factor.

Tran and Jaakson (Tran & Jaakson, 2022:870) focused on organisational culture in East Asia
and proposed a cultural measurement scale adapted specifically for countries in this region. Their
study showed that a focus on harmony and status are distinctive cultural characteristics that influence
organisational behaviour and performance in the region.

Chen, Zhang and their colleagues (Chen et al., 2022) examined the influence of organisational
culture on employee performance in companies on both sides of the Taiwan Strait. The study showed
that clan-based, adhocratic and hierarchical cultures have a positive impact on individual and
organisational performance, whilst national culture moderates this effect.

Cho, Choi and Zhang (Cho et al., 2022:110) conducted a comparative study of Chinese and
South Korean organisations and found that organisational culture and social capital collectively
influence organisational performance. Their study showed that Confucian values and relationship-
oriented management practices remain important factors in organisational performance in East Asian
companies.

Setiawan and Sopiah (Setiawan & Sopiah, 2025) analysed recent research on organisational
culture, leadership and organisational performance. Their findings suggest that an adaptive corporate
culture, combined with effective leadership practices, significantly contributes to increased
productivity, innovation and the long-term success of an organisation.
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This literature review provides a contemporary theoretical framework for the present study: it
identifies the key aspects of corporate culture, explains the mechanisms through which culture
influences organisational performance, and highlights the distinctive features of organisations in East
Asian countries. Furthermore, the review highlights existing gaps in research relating to the
comparative analysis of empirical data on companies from East Asian countries, thereby justifying
the need for further research.

Recent research has also increasingly examined how corporate culture is linked to an
organisation’s performance through specific organisational mechanisms. Bogale and Debela (2024),
drawing on a systematic review of 52 studies, emphasised that organisational culture influences
workplace dynamics and organisational effectiveness through aspects such as innovation, teamwork,
engagement and results orientation. Their review also identified limitations in the existing literature,
in particular the need for broader contextual and comparative studies. This observation is directly
relevant to the present study, as the East Asian context remains under-represented in comparative
empirical research.

Recent empirical studies demonstrate once again that organisational culture should be
considered in conjunction with the specific characteristics of the business environment in Asia. Tran,
Jackson and Wadi (2023) developed a cultural measurement scale for Vietnam based on a mixed-
methods study involving interviews, expert assessment and an employee survey. Their study revealed
that task orientation, harmony orientation and status orientation are important aspects of
organisational culture, with harmony and status orientation representing distinctive characteristics of
the East Asian context. These findings demonstrate that traditional models of organisational culture
may not fully reflect the cultural characteristics of Asian organisations and, consequently, confirm
the need to apply context-dependent approaches to the assessment of corporate culture.

At the same time, recent research has begun to shift from a general assessment of organisational
culture to a direct measurement of its relationship with a firm’s performance. Likitapivat,
Tripongkaruna and Starita (Likitapivat et al., 2025), for example, investigated corporate culture and
company performance in Thailand using a machine learning-based approach to measuring corporate
culture. According to their findings, the most significant cultural values are teamwork, respect,
innovation, quality and integrity. The study revealed a positive correlation between corporate culture
and company performance. This research is particularly relevant to the present study, as it confirms
the importance of teamwork and innovation, whilst also demonstrating the potential value of
analysing corporate culture based on text data at the company level.

In another recent study conducted by Tran, Tay and Duc (Tran et al., 2025), organisational
culture was examined as a factor preceding collaboration within the supply chain and its link to
competitive advantages. The study showed that corporate culture can indirectly influence an
organisation’s performance by fostering cooperation and coordination amongst its members. This
approach broadens the understanding of organisational effectiveness beyond the assessment of
employees’ internal performance and suggests that culture may also influence an organisation’s
ability to develop external cooperation and competitive advantages.

Overall, the studies reviewed demonstrate that contemporary scholars are increasingly viewing
corporate culture as a multifaceted and context-dependent factor in organisational
effectiveness. However, a number of gaps remain in this field. Firstly, many studies focus on
individual countries or organisations rather than on a comparative assessment of the major economies
of East Asia (Wang et al., 2025). Secondly, existing studies often rely either on employee surveys or
on general cultural frameworks, whilst relatively little attention is paid to the systematic analysis of
corporate documents as evidence of organisational culture. Thirdly, there remains a need to integrate
traditional East Asian cultural characteristics such as unity, status orientation, hierarchy and collective
responsibility with contemporary aspects such as innovation, adaptability, customer orientation and
staff development.
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Therefore, this study addresses these gaps by combining comparative analysis and content
analysis to examine corporate culture in companies in China, Japan and South Korea. This approach
allows for consideration of both the regional specificities of organisational culture and the changing
cultural priorities of modern companies. Thus, the literature review provides a theoretical and
methodological framework for examining how traditional and new cultural aspects coexist and
contribute to enhancing organisational effectiveness in East Asian companies.

Results

The findings of the study show that corporate culture has a significant impact on organisational
performance, although the nature and intensity of this impact vary across different East Asian
countries. A comparative analysis of companies from China, Japan and South Korea revealed both
common cultural characteristics and differences specific to each country. In particular, teamwork,
employee commitment, discipline, adaptability and innovation were identified as the most frequently
highlighted cultural characteristics. These findings are consistent with the results of recent studies
showing that organisational culture is closely linked to an organisation’s performance in the East
Asian business environment. For example, a comparative study of Chinese and Korean organisations
showed that organisational culture and social capital influence organisational performance, whilst
national and institutional differences determine the strength of these relationships (Lee, 2024:775).

The first stage of the research focused on a comparative assessment of corporate culture across
the three selected East Asian economies. The comparison considered teamwork, employee
commitment, innovation, hierarchy, adaptability, and customer orientation. These dimensions were
selected because they represent important components of organizational culture and are directly
related to internal coordination, employee behavior, innovation capacity, and organizational
performance. The results of the comparative assessment are presented in Table 1.

Table 1. Comparative characteristics of corporate culture in selected East Asian companies

Corporate China Japan South Korea Analytical interpretation
culture
dimension
Teamwork and | High Very high Very high Strong collective orientation is common
cooperation across the region
Employee High Very high High Particularly associated with long-term
commitment employment and organizational loyalty
Innovation High High Very high More pronounced in technology-
orientation intensive and internationally oriented
firms
Hierarchical Very high High High Remains an important mechanism of
orientation coordination and managerial control
Adaptability High Moderate— High Increasingly important under digital
High transformation and market uncertainty
Customer High High Very high Strongly associated with service quality
orientation and market performance
Organizational High Very high Very high Higher effectiveness is associated with a
effectiveness combination of cultural consistency and
adaptability

The comparative results indicate that the strongest common feature of East Asian corporate
culture is the combination of collective orientation and organizational discipline. However, the three
countries demonstrate different cultural emphases. Chinese companies tend to demonstrate stronger
hierarchical and authority-oriented characteristics, whereas Japanese companies place greater

emphasis on long-term commitment, teamwork, and organizational consistency (Wang, 2022). South
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Korean companies demonstrate a comparatively strong combination of hierarchy, teamwork,
innovation, and customer orientation. These differences suggest that corporate culture should not be
treated as a universal organizational variable independent of national context.

The comparative findings suggest that the most prominent common feature of East Asian
corporate culture is a combination of collectivism and organisational discipline. However, these three
countries exhibit distinct cultural characteristics. Chinese companies generally exhibit more rigid
hierarchical and power-oriented characteristics, whilst Japanese companies place greater emphasis
on long-term commitments, teamwork and organisational consistency. South Korean companies
demonstrate a comparatively strong blend of hierarchy, teamwork, innovation and customer focus
(Silvonen, 2023). These differences suggest that corporate culture should not be viewed as a universal
organisational variable, independent of the national context.

The second method — content analysis — was used to examine annual reports, corporate
governance reports, sustainability reports, company missions and other publicly available corporate
materials. The analysis revealed recurring cultural themes and identified which values were most
firmly embedded in the companies’ official organisational discourse. Content analysis showed that
the dominant cultural themes are teamwork, innovation and customer focus. This finding is
particularly significant, as these aspects link internal organisational processes to external indicators
of organisational performance. Teamwork facilitates coordination and knowledge sharing; innovation
promotes adaptation and enhances competitiveness; and customer focus increases sensitivity to
market changes. Similar results were obtained in a recent empirical study of South Korean companies:
Kim, Kim and Baek (Kim & Baek, 2024), having analysed 81,067 employee reviews from 58
companies on the KOSPI 200 index, found that an innovation-oriented culture, and a customer- and
market-oriented culture, correlate positively with the Tobin ratio, whilst a customer-oriented culture
also demonstrates a significant positive correlation with return on assets. The analysis focused on the
frequency with which specific cultural dimensions were mentioned and the organizational practices
associated with them. The results of the content analysis are presented in Table 2.

Table 2. Results of content analysis of corporate culture dimensions

Cultural Frequency of Relative Main organizational manifestation
dimension occurrence importance
Teamwork and | 84 Very high Team-based work, cooperation, collective
collaboration responsibility
Innovation and | 76 High Digitalization, R&D, new products and
creativity processes
Customer 71 High Service quality, customer satisfaction,
orientation market responsiveness
Employee 64 High Training, career development, knowledge
development sharing
Organizational | 61 Moderate-High | Ethics, transparency, corporate governance
integrity
Adaptability 58 Moderate-High | Response to technological and market
changes
Hierarchy and | 53 Moderate Formal procedures, managerial control and
discipline accountability

Note: frequency values represent the number of coded references identified in the analyzed
corporate materials and are used for comparative analytical purposes.

The results presented in Table 2 indicate that teamwork and collaboration represent the most
prominent cultural dimension, with 84 coded references. This finding demonstrates that collective
cooperation remains a central element of corporate culture among East Asian companies. The high
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frequency of references to teamwork reflects the importance of collective responsibility, internal
coordination, and cooperation between employees and organizational units. These characteristics may
contribute to organizational effectiveness by facilitating communication, knowledge exchange, and
coordinated decision-making.

The results also highlight an important distinction between cultural presence and cultural
effectiveness. Corporate values may be frequently mentioned in corporate documents, but this does
not necessarily lead to improved organisational effectiveness. Thus, the effectiveness of corporate
culture depends not only on the presence of certain values, but also on their integration into
management practices, employee behaviour, innovation processes and strategic decision-making.
This interpretation is consistent with recent research demonstrating that different organisational
culture profiles have varying effects on a firm’s performance. O’Reilly, Cao and Sull (O’Reilly et
al., 2024:183), using data on 309 firms over a five-year period, identified cultural archetypes focused
on productivity, people and the customer, and demonstrated that these cultural configurations are
associated with firm performance in different ways.

Another analytical finding is that adaptability and innovation become particularly important
when organisations operate in a dynamic environment. The results show that companies combining
strong internal cohesion with adaptability to external conditions are better able to maintain
organisational effectiveness. This is consistent with the findings of recent studies demonstrating that
organisational culture can influence performance through mechanisms such as employee engagement,
knowledge sharing and organisational learning.

A combined interpretation of the results of the comparative and content analyses allows for a
more detailed assessment of the relationship between specific cultural aspects and organisational
effectiveness. Whilst the former analysis revealed differences in the cultural characteristics of China,
Japan and South Korea, the content analysis showed which cultural values are most frequently
emphasised by companies. The next analytical step, therefore, was to compare the identified cultural
aspects in terms of their expected contribution to organisational effectiveness. This approach makes
it possible to distinguish between cultural characteristics that primarily support internal stability and
those that directly contribute to organisational adaptability, innovation and market competitiveness.

The results show that teamwork and collaboration have the broadest organisational impact. This
area simultaneously promotes internal coordination, knowledge sharing, employee commitment and
collective problem-solving. Innovation and adaptability demonstrate a closer link to an organisation’s
ability to respond to technological and market changes, whilst customer orientation is more closely
linked to external competitiveness and responsiveness. Staff development is an important supporting
mechanism, as it enhances the human potential required for innovation and organisational adaptability.

To summarise the results obtained using the two research methods, the cultural aspects
identified were grouped according to their primary contribution to organisational effectiveness. The
results of this synthesis are presented in Table 3.

Table 3. Contribution of corporate culture dimensions to organizational effectiveness

Corporate culture Main mechanism of Expected contribution to Overall
dimension influence organizational effectiveness assessment

Teamwork and | Coordination, knowledge | Improves internal efficiency | Very high
collaboration sharing, collective | and employee cooperation

problem-solving
Innovation and | New products, | Strengthens  competitiveness | Very high
creativity technologies, and | and growth potential

processes
Customer orientation Market  responsiveness | Supports customer satisfaction | High

and service improvement | and market performance
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Employee Skills,  learning, and | Strengthens human capital and | High
development knowledge accumulation | adaptive capacity
Adaptability Organizational response to | Increases  flexibility  and | High

external changes resilience
Organizational Trust, ethical behavior, | Supports stability and | Moderate—High
integrity and accountability stakeholder confidence
Hierarchy and | Control, coordination, and | Supports stability but may limit | Moderate
discipline clear responsibilities flexibility when excessive

The analysis presented in Table 3 shows that teamwork and the implementation of innovations
make the greatest contribution to organisational effectiveness. This result is particularly noteworthy,
as these two aspects represent different organisational mechanisms. Teamwork primarily promotes
internal integration, whilst the implementation of innovation promotes external adaptation and
increased competitiveness. Their simultaneous importance suggests that organisational effectiveness
requires both internal cohesion and the ability to generate and implement change.

The results also show that hierarchy and discipline have a more complex relationship with
organisational effectiveness. These characteristics ensure a clear division of responsibilities,
coordination and organisational control, which may be particularly valuable for large corporations in
East Asia (Lazarus, 2025:1095). However, excessive hierarchical control can restrict employees’
autonomy, slow down decision-making and hinder the development of innovative initiatives. Thus,
the research findings suggest that hierarchy should not be completely abolished, but rather balanced
with employee participation, adaptability and the implementation of innovation.

Another important finding concerns the relationship between staff development and
organisational adaptability. Companies that place particular emphasis on training, knowledge sharing
and professional development enhance their ability to respond to technological and market changes.
Thus, staff development is not merely a human resources practice, but also a strategic cultural
mechanism that underpins long-term organisational effectiveness.

The findings are generally consistent with recent empirical studies conducted in Asian
companies. For example, Likitapivat, Tripongkaruna and Starita (2025), having analysed all Thai
companies listed on the stock exchange over the period from 2000 to 2021 using text-based methods
to assess corporate culture, found a positive correlation between corporate culture and corporate
performance. The study identified key cultural values such as teamwork, respect, innovation, quality
and integrity, with teamwork demonstrating the most pronounced effect. According to our findings,
teamwork and innovation are also among the most important aspects of corporate culture; we have
expanded the scope of our study to include China, Japan and South Korea.

These findings are also supported by the results of a study by Wang et al. (2025), who conducted
a meta-analysis of 49 company-level studies and 32 individual-level studies and found that an
adhocratic culture is most closely associated with organisational performance, whilst a hierarchical
culture is least closely associated. These findings are consistent with our conclusion that innovation
and adaptability are particularly important for organisational performance, whilst hierarchy and
discipline have a more limited effect if they are not balanced by flexibility.

A further comparative example can be found in recent research carried out in South Korea. Kim,
Kim and Baek (2024) examined the corporate organisational culture and financial performance of 58
companies from the KOSPI 200 index using text analysis and panel data covering the period from
2014 to 2022. Their study establishes a direct link between textual indicators of corporate culture and
financial performance, demonstrating the usefulness of corporate documents as a source for
measuring organisational culture. This supports the methodological choice of the present study to use
content analysis of corporate documents rather than relying solely on survey-based indicators.

Overall, a three-stage interpretation of the results shows that corporate culture influences
organisational performance through several complementary mechanisms. Teamwork and staff
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development primarily strengthen the organisation’s internal capabilities; innovation and adaptability
enhance the organisation’s ability to respond to external changes; and customer focus links internal
capabilities to market performance. Thus, the findings support a comprehensive understanding of
corporate culture, whereby an organisation’s performance depends on the interaction between cultural
aspects oriented towards stability and those oriented towards change.

Conclusion

The study concludes that corporate culture is an important strategic factor influencing the
performance of organisations in East Asian countries. Comparative and content analysis show that
teamwork, employee engagement, innovation, customer focus and adaptability are the most important
cultural aspects associated with the effective functioning of an organisation. At the same time, the
research findings indicate that traditional features of East Asian management, such as hierarchy,
discipline and collective responsibility, remain relevant but are increasingly combined with
innovative and flexible management practices. This suggests that organisational effectiveness is not
achieved through any single cultural model, but rather through an optimal balance between
organisational stability, employee engagement, innovation and adaptability.

The theoretical significance of this study lies in broadening our understanding of the
relationship between corporate culture and organisational performance by taking into account the
specific institutional and cultural characteristics of the business environment in East Asian
countries. This study contributes to the existing academic literature by demonstrating that the
influence of corporate culture should be considered within the context of both the organisational and
national environments. The findings also serve as a basis for further comparative studies of
companies from East Asia and the West, as well as for the development of more context-dependent
approaches to measuring corporate culture and organisational performance.

The practical significance of the study lies in its potential application by managers and HR
professionals when developing organisational policies aimed at improving a company’s performance.
The cultural aspects identified can be used to develop staff development programmes, strengthen
teamwork, encourage innovation, and enhance the organisation’s customer focus and
adaptability. For companies in East Asian countries, the findings of this study could form the basis
for developing management models that retain the benefits of collective responsibility and
organisational discipline, whilst reducing excessive rigidity and encouraging employee initiative.

In the future, the findings of this study could form the basis for developing more comprehensive
models to assess the impact of corporate culture on organisational effectiveness. Further research
could focus on expanding the geographical scope by including other Asian countries, using larger
samples of companies, and incorporating quantitative indicators such as productivity, profitability,
employee engagement, innovation activity and market value. Longitudinal studies would also help
to determine whether changes in corporate culture lead to a sustained improvement in organisational
performance over time. Thus, this study lays the theoretical foundation and provides practical
principles for understanding how corporate culture can become a long-term source of competitiveness
and sustainable development for an organisation.
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Kopes koMmaHusapelH MbICAIFa ajla OTBIPBIN 3epTTeiAl. 3epTTeyAiH MaKcaThl — KOPHMOPATUBTIK
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MOJICHUETTIH YHBIMJIBIK OHIMILUTIKKE 9Cep €TETiH HEeri3ri acrnekTiiepin anbikray skoHe LIbiFpic Azus
eNJIEpiHJIeT1 KOPIOPATUBTIK OpTaaa JOCTYPIli MEH 3aMaHayd MOJICHU CHITaTTaMalapAblH KaJlaid Katap
eMIp CYpETiHIH aHBIKTAy. 3epPTTEYC €Ki ©3apa TONBIKTHIPATHIH JJIIC KOJIAHBLUIAIBI: CATBICTHIPMAITBI
Tangay >kKoHe MasMYHIBIK Taniay. CaibplCTBIpMalbl Talfay TaHAAIFaH eIepAeri KOpHopaTuBTIK
MOJICHUETTIH YKCACTHIKTAphl MEH albIpMAIIbUIBIKTAPBIH aHBIKTAayFa KOJIAHBLIA/IbI, all Ma3MYH/IbIK
Tangay KbUIIBIK €CENTEep/i, TYPaKTBUIBIK €CeNTepiH, KOPIOPAaTHBTIK Oackapy KyKaTTapblH,
KOMIAHMS MUCCHSUIAPBIH JKOHE OacKa Ja amiblK KOJDKETIMAI KOPHOPATHUBTIK MaTepuagapibl
3epTTeyre apHaifad. Tangay KOMAaHJANBIK JKYMBIC TI€H BIHTBIMAKTACTBIK, KbI3METKEpIJIEPIiH
OeNCeHAUIIrl,, WHHOBAllMs MEH IIbIFapMalllbUIbIK, TYTBHIHYIIBIFA OarjapiaHy, KbI3METKepJiepal
IaMbITy, OeHIMAENTIUTIK, YHBIMIBIK TYTacCThIK, COHJAAN-aK Hepapxusi MEH TOPTI CHUSIKTHI
acrexTuiepre OarbITTalIFaH. 3€pTTEY HOTHKeNepl YHBIMHBIH THIMALIITIHE 9CEp €TeTIH KOPIOPaTUBTIK
MOJICHMETTIH €H MaHBI3/bl acleKTuIepl peTiHAe KOMaHAAIBIK >KYMbIC, HHHOBALMS, TYTBHIHYIIbIFa
OargapiaHy, KbI3METKEpJIEpAl AaMbITy KoHe OelimMaenriTik ekeHiH kepcereal. COHbIMEH Kartap,
HOTIDKEJIEp €J/Iep apachlHAarbl alBIPMAIIBUIBIKTAPAbI  KOpPCETei: JKalmoH KOMIaHUSIAphI
KbI3METKEPJIEPIiH OCIICEHAUTIIT MEH KOMaHIAJbIK KYMBICKA, KbITall KOMIIAHUSJIAPHl HepapXUsFa, al
OHTYCTIK KOPESUIBIK KOMIAHUSUIAphl WHHOBAIMS, TYTHIHYIIbIFA OaFfapiaHy >KoHE MKEMJUTIK
yinecimine keOipek MoH Oepemi. 3epTrey KOpHIThIHABUIANWAEI, [lbFbIc A3us  enaepiHferi
KOMITAaHUSTApABbIH  YHBIMABIK THIMIUIINT JCTYpil MOJIEHU TYPAaKTBUIBIK TI€H HKEMIUTIKKE,
WHHOBAIIMSFA KOHE KaJpiapabl aMbITyFa KOWBLIATHIH 3aMaHayd TaJlalTap apachlHAaFrbl Tere-
TEHJIKTI cakrayra OapraH cailblH ToyenJi OOJbIN Kese[l. 3epTTey HOTIKEIepl MOJEHHUET IeH
YHBIMIBIK OHIMIUTIK apachbiHAaFbl OalIaHbICTBI TEOPUSIIBIK TYPFBIJAH TYCIHYTE YJIEC KOCAIbl JKOHE
Oerimaenrim opi 0ocekere KaOUIETT1 YHBIMIBIK MOACHHETTI JAMBITKBICHI KEJETIH MEHEIKEepIep
YIITiH TMPaKTHUKAIBIK MaHBI3bI Oap.

Kinm ce30ep: KOPNOPAaTUBTIK MOACHHUET; YUBIMIBIK THIMALTIK; [LIBIFbIC A31s KOMIAHUSIIAPHL;
YHUBIMIBIK OHIM/IUTIK; CAJIBICTBIPMAIbl TAJI1ay; Ma3MYH/IBIK TaJ/1ay; MHHOBALIMS; KaJpaap/bl 1aMbITY;
O IMICINTIINITIK; KOPIIOPATUBTIK OacKapy
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KOPIIOPATUBHAS KYJIbTYPA CTPAH BOCTOUYHOM A3UH U EE POJIb
B NOBBIILIEHUU OPTAHU3ALIMOHHOM 3®®EKTUBHOCTH

Annomayusa. KopriopaTuBHas KyJIbTypa CTAHOBUTCS Bce Oojee BaXHBIM (DaKTOPOM,
onpenensomuM  3GGEeKTUBHOCT, OpraHM3allid B YCIOBHSAX — IoOanmu3auuu, udpoBoit
TpaHcopMaIum, TEXHOJOTUYECKOTO PAa3BUTHUS U YCUICHHUS MEXKIYyHApOJHOW KOHKypeHuuu. B
JTAHHOM HCCJIEIOBAHUU PACCMATPHUBACTCS BIMSHHE KOPIMOPATUBHOW KyIbTYphl Ha 3(h(PeKTUBHOCTH
OpraHu3aly Ha MpuMmepe KoMmmaHuii u3 BocTtounoit Asum, B yacTHOcTH u3 Kutas, Snonun u
HOxnoit Kopen. Llenp uccnenoBaHusi BBISBUTH KITFOUEBBIE ACMEKTHl KOPIIOPATUBHOMN KYIBTYpHI,
KOTOpbIe BIUSIOT Ha 3(PPEKTHBHOCTH OpraHM3alMM, a TAKKE OMPENeNNUTh, KaK TPAJAULMOHHBIE H
COBPEMEHHBIE KyJIbTYpHBbIE OCOOEHHOCTH COYETaIOTCS B KOPIIOPATUBHOM cpene cTpaH BoctouHoit
Azun. B nccnenoBaHuu UCMONB3YIOTCS 1Ba B3aUMOIOTIONHSAIOIIMX METOAA: CPABHUTEIbHBIA aHAN3
U KOHTeHT-aHanu3. CpaBHUTENbHBIM aHAIN3 MPUMEHSETCS JJIsl BBISBICHUS CXOJACTB M Pa3NHYUil B
KOPHOpaTHUBHOW KYJIbTYpe B BBIOPAHHBIX CTpaHaX, a KOHTEHT-aHAIW3 JJs W3Y4EHHUs TOJOBBIX
OTUETOB, OTYETOB OO0 YCTOWYMBOM pa3BUTHH, JOKYMEHTOB IO KOPHOPATHBHOMY YIIPaBJICHHIO,
MUCCHUH KOMITAHUN U JPYTUX OOIIEOCTYIMHBIX KOPIIOPATUBHBIX MaTePUaIOB. AHAIN3 COCPEIOTOUYCH
Ha TaKUX acCleKTaX, Kak KoMaHJHas paboTa U COTPYAHUYECTBO, BOBICUYEHHOCTH COTPYIHHKOB,
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MHHOBAIIMOHHOCTb M KPEaTUBHOCTb, KJIMEHTOOPUEHTUPOBAHHOCTb, DPAa3BUTHE COTPYIHUKOB,
aJalTUBHOCTb, OPraHU3allMOHHAs LIEJOCTHOCTh, a TAKXKE MEpapXHs U NUCLUILIIMHA. Pe3ynbTaTsl
UCCIIEI0OBAaHUSA ITOKAa3bIBAIOT, 4TO KOMaH/IHas pabora, MHHOBAIIMOHHOCTD,
KIIMEHTOOPUEHTUPOBAHHOCTb, PAa3BUTHE COTPYAHUKOB U aJalNTUBHOCTH SIBJIAIOTCS HauboJsiee
3HAYUMBIMH aCMIEKTaMU KOPIOPATUBHOM KYJIbTYPbI, BIUSIOIIMMU Ha 3PPEKTUBHOCTh OpPraHu3aluu.
KpomMe TOro, pesymprarbl IEMOHCTPUPYIOT PA3IM4YMsl B 3aBUCUMOCTH OT CTpaHBL: SIIIOHCKHE
KOMITaHUU JIeJ1al0T OOJIBIIMIT yHNop Ha BOBJIEYEHHOCTh COTPYJHMKOB M KOMAHJHYIO padoTy,
KUTAlICKHE HAa  HMEpapxuio, a  IOKHOKOPEWCKHME Ha  COYETaHWE  HHHOBALIMOHHOCTH,
KJIINEHTOOPUEHTUPOBAHHOCTH M aJANTMBHOCTU. B mccnepoBaHuuM JienaeTcss BBIBOJ O TOM, YTO
opranusanuoHHas 3¢dekTuBHOCTH KOMIIaHui B BocTouHolt A3uu Bce OoJible 3aBUCUT OT OalaHca
MEXAY TPaJIuLMOHHON KYIbTYPHOU CTaOMIIBHOCTBIO U COBPEMEHHBIMU TPEOOBAHNUAMHU K THOKOCTH,
MHHOBAIMAM U Pa3BUTHIO COTPYIHUKOB. [loyueHHbIE pe3ylbTaThl CIOCOOCTBYIOT TEOPETUUECKOMY
OCMBICJIEHHIO B3aUMOCBSI3U MEX1Y KYJIbTYypoil U 3()(heKTHUBHOCTHIO pabOThl U UMEIOT PAKTUUECKOE
3HAYeHHUE Ui PYKOBOJAWTENEH, CTpEMSIIMXCS pa3BUBaTh AJAlTHBHBIE U KOHKYPEHTOCHOCOOHbIE
OpraHU3alMOHHBIE KYJIBTYPBI.

Knwouesvie cnosa: xoprnopaTuBHas KyJlIbTypa; OpraHu3alloHHas 3(p(QEeKTUBHOCTb; KOMIIAaHUU
BocrouHoil A3sum; pe3ynbTaTUBHOCTb OpPraHU3allM{; CPABHUTEIBHBIM aHAIW3; KOHTEHT-aHAJIN3;
VHHOBAIINH; Pa3BUTHE COTPYJAHHUKOB; aJaITUBHOCTh; KOPIIOPATUBHOE YIPABJICHHUE.
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