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Introduction
The efficiency of the company is mainly shaped by the following factors: production capacity, technological capacity, staff, its qualifications, potential for development. In addition, the most significant issue is the organizational culture of the company. It includes a system consisting of a set of norms and standards that determine the interaction and communication of team members, management, business departments and key factors in the development of the company.
The purpose of the work is to identify the most important aspects of organizational culture and its impact on the efficiency of the organization.
The notion "culture", being often associated with music, painting, ancient civilizations, in modern life is used much more generally. Organizations, taken as communities with a general perception of their goals, meaning and place, their values ​​and behavior, created the concept of organizational culture.
Culture explains many of our actions. That is why, it is possible to transform anything in people's lives just taking into consideration this meaningful phenomenon. Culture is formed over the decades and centuries, so it is inertial and conservative. And many innovations are not anchored only because they confront with the cultural principles and values ​​that people have adopted.
By gaining individual and personal experience, employees have formed, followed and modified their cultural structure, which reflects their attitude towards various phenomena - the mission of the organization, quality of work, planning, productivity, motivational policy.
Those who are acquainted with different companies know that they differ in emotional environment, approaches to different activities, individual goals because all these details depend on the history of the organization, its traditions, its current position, technological capacity, etc.
The issue of organizational culture in companies is relevant today and its relevance will grow as companies advance in the world market.













[bookmark: _Hlk79484447]1. Essence, concept and structure of organizational culture.
1.1 Concept and content of organizational culture.
Organization is a complex system, the basis of the life potential that makes up the organizational culture. For that reason people become members of the company and relationships are built. Organizational culture determines balanced norms and principles of company activities which all the members share and consider valuable. Thus, the study of what exactly the culture of the company is, how it is formed and how it affects the success of the organization is very interesting and important.
To begin with, one should dwell on the definition of culture in general and corporate culture in particular. Each of us, day after day, creates the reality of the everyday world through a system of social norms and customs. And culture is an active process of creating reality. This deeper understanding of culture gives us more than a simple division between societies and organizations.
It is believed that the culture of the country largely shapes the nature of the organization. However, despite this, each organization has its own unique characteristics, which is called the phenomenon of "corporate culture". It grows and forms in the process of social interaction. The role of the leader is very important in shaping the values ​​that unite and guide the organization.
However, other members of the organization can also influence the process of shaping corporate values ​​and behavior, acting as informal leaders or remaining themselves. E. Shein gives the following definition to this concept: “Organizational culture is a pattern of norms, values and beliefs, assumptions and attitudes that influences behaviour within an organization. [1]
Organizational culture is the beliefs, norms of behavior, attitudes and values ​​that have the same unwritten rules that operate in accordance with certain rules of the organization.
Obviously, if the culture of an organization is consistent with its overall purpose, this is an essential aspect in the effectiveness of the organization. Many organizations see culture as a dominant and vital tool that helps them orientate all departments and employees to achieve goals, motivate employees to take initiative and ensure productive interaction. The modern management demonstrates and endorses the views and values ​​that contribute to the achievement of goals. In most cases companies develop the culture their leaders dictate.
It follows from this that culture is a set of norms and traditions that are supported by the subject of organizational power and establish a common basis for employee behavior agreed by the organization approach.
It includes universal norms and rules, but also the applicable operating rules. According to the type of activity, each company chooses and adopts its own characteristics. There are different types of organizational culture, such as bureaucratic, entrepreneurial, organic and others. According to Harris R. and Moran P., the organizational culture in various fields of activity establishing strong ties among customers and personnel on the basis of corporate ethics, concerning leadership style, employee satisfaction with working conditions, collective relationship and agreement of employees and development perspectives.[8]
Referring to F. Harris and R. Moran, the authors specify ten meaningful characteristics which are intrinsic in any organizational culture. Some of them are mentioned below.
· Realization of oneself and understanding one's place in the organization. For instance, in some cultures it is valued when the employee endures negative moments and hides his internal moods and issues. In other cultures, top managers encourage openness, require to provide positive emotional feedback and sincere demonstration of their experiences. In many cases, creativity is also needed within cooperation. To some extent, individualism is welcome.
· Language of communication and communication system. Language affects different spheres of human activity. Poor verbal, written and non-verbal interaction can be destructive. The ability to develop links with employees within the company as well as with customers leads company to establishing positive relations and achieving the goals set. The openness of communication may vary from organization to organization. The management of the company should carefully select the sort of language: professional jargon, sign language or abbreviations.
·  Appearance and presentation of oneself at work. People have a way of expressing themselves by means of clothing. While an employee id driven by the desire for freedom of choice, comfort and individuality, the employer needs to set rules so that nothing threatens his company’s reputation. There is a variety of business styles as well as norms of using make-up that should be thoroughly observed, because the lack of dress-code is a serious competitive advantage for the company in the eyes of the job-seeker.
·  Time-management, attitude towards the use of time. Due to the various factors, more responsibilities are assigned to staff. The number of tasks to be completed is increasing each year. The ability of efficient time management allows workers to do their job properly, and company itself can achieve its full potential. Good time-management help employees realize that wasted time is a loss for themselves and for the company in general.
· Relationships between people. Being one of the basic characteristics, interpersonal relationships have a great impact on individual career aspirations which, in their turn, depend on desires and behaviour of co-workers on the basis of certain phycological patterns, understanding with co-workers and with the management of the company. Skills and ability to build a career and a proper understanding of the style of management builds favourable psychological environment in the framework of each organization.
·  Development and self-realization of the employee. The availability of highly qualified specialists leads a company to success. Considering each co-worker as an individual, top managers attach great importance to the development of their company. Thus, he feels like a part of the team, understands his value and strives to devote himself to work.
· Motivation. The approach to motivation in large number of organizations is based on encouraging staff activity. Such kind of companies focus on personal success and high levels of well-being. Taking into consideration different methods of increasing staff loyalty, the management of the company provides higher quality output.
These characteristics of the organizational culture lie at the heart of the concept of organizational culture. The meaning of organizational culture is determined by general expectations, as well as their balance and correct shaping the profiles of certain cultures. These features can have structural and behavioral extent. Any company can be thoroughly analyzed using these characteristics. Summarizing the above-mentioned points, you can provide a larger definition and more complete idea of organizational culture.
Every single culture has its distinctive features standing at the forefront of the principles which prevail in case of a contentious situation between its different elements. In this case, there is no need to see the organizational culture as an indiscrete phenomenon. 
There are potentially many subcultures in a majority of companies. In practice, no matter which of these subcultures may become dominant, in fact a culture is as long as it is deliberately maintained and applied by the management of the company as a means of aggregating personal tasks to advance the overall purpose of the business. 
There may be a type of subculture within an organization that firmly denies what the company as a team wishes to achieve. Having studied all the organizational countercultures I found out the following types:
- straight confrontation with the principles ​​of the dominant organizational culture;
- confrontation to the management of the company in the context of the dominant culture of the company;
- confrontation to the models of interaction and cooperation that are promoted by the dominant culture.
Countercultures usually appear when some individuals or groups are in situation when they are unable to satisfy needs of the latter. In most cases, organizational countercultures become expressions of complaint and frustration of the way the management of the company budgets and shares organizational resources. In particular, that state of affairs generally appears especially when the organization undergoes crisis of reorganization. In these criteria, some "countercultural" groups can get dominant power and have major impact upon the others.















[bookmark: _Hlk79484722]1.2 The structure of organizational culture.
Having analyzed the structure of organizational culture proposed by E. Shein, I distinguished three levels: superficial, internal and deep. Acquaintance with organizational culture starts with the superficial level. It comprises some external organizational characteristics as follows: the goods or services produced by the company, the technology aspect of production, the design of industrial premises and buildings, slogans, the behavior of employees, the type of language interaction, and so on. At this level, you can easily detect phenomena, but it is difficult to interpret them in terms of organizational culture.[1]
The next level, the internal one, helps us to deeper understand the company’s organizational culture. At this level, the symbols and language are reflected in values ​​and beliefs, which in their turn are examined and shared by the members of company. People are aware of the existing values and beliefs and it fully depends on their will. 
The third, the deepest level includes general realization of duties and responsibilities. Sometimes it seems too difficult to assume them even for the members of the organization to realize without special concentration upon this issue. These assumptions design the behavior of the co-workers in the company. Among them Edgar Shein singled out the awareness and management of time and space, the common attitude to people and work.
Other specialists in this field offer another structure of organizational culture, having more details and highlighting the below-mentioned elements :
1.Worldview. It determines the nature of the relationships among the employees and customers, reflects their ideas about the world around, human nature and community, designs and directs the behavior of company’s members. The worldview is closely linked to the ethnic origin of the individual, the characteristics of his social position and religious affiliation. Momentous differences in the appearance of employees may seriously complicate their interaction. In these conditions, there is a reason for serious intra-organizational disagreement and tension. At the same time, the management of the company may realize that it is very difficult to drastically change the worldview of the employees. Though, considerable efforts are needed to reach understanding on some key issues and adopting of the position of people with various worldviews. Normally, some basic principles underlie a person’s behaviour, it is time-consuming and takes a lot of effort to explain. That is why it is hardly possible to express someone’s vision of world in clear verbal formulations. 
2. Organizational values, comprising objects and phenomena of organizational life, are essential, significant for the spiritual life of workers. Values ​​are the connection between the culture of the organization and the inner world of the individual. They ​​are reproduced in consciousness, shaped in value orientations, which in turn are subdivided into social values a person is aware of, but he does not always accept by them as his own goals and principles.
Values ​​can be cultivated even if significant staff changes have happened in the company. But an assertive change in principles ​​can be also carried out, which will affect the behavior of the organization’s staff. Organizational values ​​are closely linked to the organizational history, which is expressed in a row of stories, myths and even jokes that include some appropriate characteristics of a member of the company, which favorably differentiates him from many others.
3. Behavioural patterns. Working habits characterize the employees of a particular organization. Behavioural patterns of the employees also include specific rituals and ceremonies, the language used in oral and written interaction, together with symbols and signs that are of particular importance specifically for the company’s staff. An important element can be a character who has characteristics that are highly valuable to a given culture and serves as a role model for employee behavior. Control measures and various trainings have a positive impact on employee’s behavioral patterns. Thus, they can be successfully corrected. This works in case when the new behavioral patterns and habits are not confronted with the elements of the organizational culture mentioned above.
4. Norms. These are a certain amount of formal and informal instructions established by the company’s management in relation to its employees. Norms are divided into universal and private, imperative and indicative. Their main objective is to maintain and promote the structure and functions of the company. So far, the instructions can be called rules of the game, which a beginner must absorb to become a complete member of the company.
5. The psychological environment. A person interacts with other employees, faces the psychological climate within the working team. All the employees are jointly responsible. The members of the company are responsible of effective functioning and improving mental well-being at work. 
[bookmark: _Hlk79495314]Summarizing all the above-mentioned information, each of these constituents should be taken as whole to define the culture of the organization. Taken together, after all, they can provide the full and comprehensive picture of the organizational culture. A lot of its elements are difficult for an outsider to define and trace. One can work for some time in a certain field of business, but still not aware and able to follow the basic instructions that govern the overall interaction and communication. Each individual, getting a job and becoming the insider, goes through the organizational socialization process. Throughout this process, step by step he begins to comprehend all the smallest details that make up the organizational culture. [2]














[bookmark: _Hlk79484881]1.3 Functions of organizational culture.
Functions of organizational culture are as follows [1]: 
1. Security is about creating a barrier from adverse external factors. This function regulates the activity of the company by means of bans, prohibitions and other limiting rules, the formation of a specific logic of thinking.
2. Integrating - unites people and forms in them a sense of belonging to the organization, identification with it, pride. This causes the desire of outsiders to get involved in it, which is extremely important for solving personnel problems.
3. Regulatory - creates a general socio-psychological climate in the organization, maintains the necessary rules and norms of behavior and relationships of participants, contacts with the outside world, reduces uncertainty in difficult situations. This measure secures stability and mitigates possible negative situation.
4. Communicational – its main task is to establish communication touchpoints between people, taking into account their observations, events and establishing connections between them, providing mutual agreement. This accelerates the exchange of information and keeps costs of the management. 
5. Adaptive - contributes the reciprocal adjustment and socialization within the organization and outside it, with customers and competitors. This is done by means of general and regulatory norms of behavior and customs.
6. Orientational - guides the activities of the organization's employees to the required direction, provides the overall assessment of their behavior.
7. [bookmark: _Hlk79487556]Motivational - creates the necessary motives for action and inspires people to action. This is secured, for example, by the incorporating high goals in the cultural environment, towards which all normal people should strive.
The formation of the corporate culture is also greatly influenced by the history of the company, various circumstances of the past. The culture of an organization is expressed in its social processes, peculiarities of interaction between personnel, images, symbols and rituals. Observing, for example, how and in what conditions ordinary meetings are held, you can tell a lot about the corporate culture of the organization, about its values ​​and customs. G. Morgan identifies the following fundamental factors in the formation of corporate culture. [2]
- Management style;
 - Gender factor: focus on "male" values
 - rivalry, authority, status, result; orientation towards “female” values ​​- empathy, intuition, support, process;
- The presence of various groups of people, united by race, language, nationality, socio-economic or professional characteristics.
Thus, among the strengths of the approach to understanding the organization as a culture are the following:
-An emphasis on the symbolic significance of actually every aspect of the organization.
-Organizational activity is built on the basis of a single system of values, norms of behavior, which in its turn forms and controls the required organizational behavior. All this makes it clear to managers and employees what an important role they play in the formation of meanings, what real contribution they make to the functioning of the enterprise.
 Despite the understanding of the importance of the culture of the organization, it is possible to note some of its shortcomings. Many authors note that it is quite difficult to identify a culture, especially since it is constantly evolving and never stands still. To understand the essence of any organization as a cultural phenomenon, it is necessary first of all to find out which processes and events gave rise to a system of concepts and values ​​shared by each member of the company. To deeply understand the culture of the organization, you need to observe both simple banal situations and more vivid processes of building reality. It is sometimes difficult to identify these origins of organizational culture.
Cultural management, one way or another, seeks to intervene and control a person so that there is no distance between his personal goals and the goals of the organization. Very often, the company's management tries to impose some values, and the employee has to follow them, otherwise he will not last long in the organization. Thus, an employee falls into a rigid framework and violation of any rules of the organization's life may even threaten him with dismissal.
This is a kind of special hidden form of totalitarianism. For example, in Japanese companies, subordinates are respectful of the leader, unquestioningly carry out his orders. Even though there may be some unpleasant experiences at work, employees will humbly fulfill their responsibilities in order to achieve self-esteem and the respect of colleagues. And this is completely natural for them. Such a situation from the outside may seem very harsh, when employees sometimes, to their own detriment, without any resistance, act according to the laws of the organization's life. But this again gives its effect on the way to achieving goals.
This chapter deals with specifying the influence of organizational culture on the efficiency of the enterprise. The main idea was to identify the essence of the organizational culture, to present a clearly defined concept, to explain the main functions of the organizational culture that guide an employee on the workplace.
















2. [bookmark: _Hlk79485472]The Analysis of the Organizational Culture on the basis of “GENERAL DVG LTD”
As noted above, organizational culture means a collection of norms, principles and values, accepted by all employees of the company. It is quite clear that if the culture of any company is solid with its general purpose, it can be considered an important characteristic in the activities of the organization.
An effective organizational culture is one that is mainly solid with the characteristics of the business (field of activity) of a given company, the development level of the organization, strategic goals, the dominant style of its leaders, the interests of individuals, groups and the organization as a whole, regulatory and internal documents.
As an example, let us consider the features of organizational culture and its impact on organizational efficiency in the context of the personnel recruitment management system of General DVG Ltd .
Open Joint Stock Company “Genera DVG ” is engaged in all types of construction work in London. The mission of the company to do the work with high quality and in the near future it possible to meet the requirement and expectations of clients. 
" In its activities, the company adheres to the following fundamental principles: innovation, efficiency, responsibility.
The company's strategy assumes: regular construction of new buildings; building an effective sales and promotion system; growth through mergers and acquisitions; cooperation and joint projects with leading foreign construction companies.
Diagnostics of organizational culture at General DVG Ltd was carried out using the OCAI method (Organizational Culture Assessment Instrument) by K. Cameron and R. Quinn. This tool made it possible to determine the dominant type of organizational culture and the gaps between its current and preferred states.
 According to the results of diagnostics, at the moment the organization is dominated by bureaucratic and clan cultures. In such a situation, the organization focuses on the following points:
- Flexibility in making decisions within the organization, caring for people, cohesion, moral climate, human resource development;
- Profitability, timeliness, smooth operation;
- Stability, control, formalization of processes.
The preferred type of organizational culture has shifted towards the market and adhocratic with a predominance of clan culture. According to K. Cameron and R. Quinn, “... the task is not to place emphasis equally on all four types of cultures. Rather, it is imperative that the organization gains the ability to shift focus when the competitive external environment demands it.” [3]
The established culture of the enterprise also influenced the personnel strategy of General DVG Ltd. The company implements a strategy of both internal selection of managers and specialists for "top" positions, and external selection of young specialists for starting positions, which largely corresponds to the strategy of dynamic growth of the organization. However, attention is focused on the maximum possible correspondence of candidates to the requirements of the position and, above all, to formal requirements (specialized education, work experience), which is impossible in the context of a shortage of qualified specialists with the necessary recruitment. knowledge and skills in the pharmaceutical labor market.
Thus, there is a reassessment of the requirements for candidates in relation to the current external situation. A characteristic symptom in this case is an increase in the time it takes to hire staff compared to generally accepted averages and frequent revisions of the selection application in order to clarify the desired and mandatory requirements for applicants. In addition, recruiting ignores such an important organizational task as the introduction of new drugs on a regular basis.
Namely, no actions are taken to attract employees focused on continuous improvement to serve clients who have professional flexibility, the desire to constantly develop and learn. This moment is precisely explained by the predominance of bureaucratic and clan cultures, where the main values ​​are: strict adherence to rules, norms, instructions, as well as a favorable climate in the team, without focusing on external positions, maintaining the spirit of competition among employees and, in general, the innovative activity of the enterprise.
So, assessing the compliance of the organizational culture of the enterprise with the strategy of its development, we can conclude that the existing culture does not allow the enterprise to fully realize its goals. Their implementation in the enterprise will be facilitated by such features of a hierarchical culture as reliability, stability, discipline and order, since the enterprise has a great responsibility to consumers, producing vital and technologically complex products.
Thus, the organizational culture of an enterprise includes the following components: initiative, desire to win, determining success in penetrating the market and increasing market share, as well as the manifestation of creativity, innovation, which directly correlates with the main strategic goal of the enterprise. JSC General GVG Ltd.
The organization of communication platforms for discussing and analyzing the actual state of affairs in the management, its organizational culture and personnel management system is an important task on the way to realizing the high formalization of processes and the need for changes, since without solving this issue, it becomes meaningless to introduce other optimization changes.
Of course, every organization has its own unique organizational culture and value system. However, today such generally recognized values ​​as obedience, hierarchy, power are being replaced by others - creativity, self-realization of the individual, self-determination and freedom. Organizational culture must correspond to new conditions, adapt to the environment, otherwise the culture can hinder the development of the company, reduce organizational efficiency.
From all of the above, the main thing should be noted: a new form of organization and management can appear only when the culture itself changes, that is, ideas, beliefs, values, rules of behavior, etc. change. However, attempts to change the existing culture of any enterprise are quite a difficult task like the "cultural revolution". "Creating a new corporate culture is not just inventing new slogans or appointing a new leader, it is creating a completely new way of life." [2]
And no methods and techniques of "cultural revolution" will help here, if you do not realize how complex organizational culture is and what its nature is. This will require the creation of new meanings that are clear to everyone and shared by all.























Summary
The course work highlights the most important points of the issue of organizational culture and its impact on the effectiveness of the company, and an effort is made to assess the organizational culture of the ongoing business " General DVG Ltd" based on certain characteristics.
Drawing conclusions, using skillfully of organizational culture on the workplace, our company can succeed and reach well-being and stability. Consequently, the corporate culture must be studied and improved.
The organizational culture should be an organic component of the entire company and correspond to modern demands ordained by economic and technological progress, the laws and individual’s mindset. Organizational culture provides input to the accomplishment of the goals set, and, thus , increase the efficiency of our business.
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