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THEORETICAL AND METHODOLOGICAL BASIS OF RESEARCH
ORGANIZATIONAL CULTURE AS A FACTOR OF STRATEGY IMPLEMENTATION

Vlasenko T., Kozak K. Theoretical and methodological basis of research organizational culture as a fac-
tor of strategy implementation.

Culture is the way of organization, identity, and model of its dynamic relations. No management idea, no matter
how good, will not work in practice (implementation) if it does not match the culture. An organization can have a great
strategy, but the process will continue if its culture is aligned with and supportive. Culture establishes and maintains order,
structure, membership criteria, conditions for evaluating effective performance, communication patterns, expectations and
priorities, reward and punishment, the nature and use of power, decision-making practices, and management practices.
Every successful organization has a core culture that is central to the functioning of the organization, forming the core of
how that organization works to achieve success. The leadership culture must be aligned with the organization's strategy
and core leadership practices. A strong, consciously formed organizational culture ensures the achievement of organiza-
tional goals in the most effective, humane, and socially acceptable way. It contributes to implementing the organization's
strategy by creating an effective motivational mechanism that would encourage high initiative, effectiveness, and loyalty of
its personnel. This allows the organization to receive the so-called management profit. In connection with this, the task of
management becomes the creation of conditions for the realization of the individual's potential, which can be used only in
situations of goodwill, mutual understanding, support, and cooperation on the part of colleagues, which allows to reduce
many negative factors of the internal environment of the organization in the field of group dynamics, conflict, labor produc-
tivity, staff turnover, employee satisfaction. Effective management and control of the degree of compatibility of the organi-
zational culture with the organization's strategy reduces the risk of inconsistency in the decisions made. In organizations
with a weak corporate culture, there is a decrease in the degree of manageability and compatibility of the organizational
culture with the company's strategy. In cases of an increase in the degree of importance of the task of the strategy's success,

the risk becomes unacceptable.
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Introduction and statement of the prob-
lem. Organizational culture is a topic that is of-
ten discussed and has become the main frame of
reference for every manager and organization.
There are many definitions of this term. Each or-
ganization formulates and implements its pri-
mary path to success. To be successful, managers
need to understand their internal organizational
culture and the culture of their customers.

Analysis and research of publications. The
literature describes various approaches to analyz-
ing organizational culture and assessing its im-
pact on corporate competitiveness and strategy.
This problem was considered in their works by D.
Gibson, R. Griffin, and M. Pastei, R. Daft, D.
Ivantsevich and H. James, K. Cameron and R.
Quinn, D. Martin and K. Seal, D. Matsumoto,
F. Lutens, C. Michon and P. Stern, D. Newstrom
and K. Davies, W. Ouchi, X. Schwartz and S. Da-
vies, E. Shane, D. Hampton, R. Hall.

Research has shown that there is often a
mismatch between planned and implemented
strategy and, as a result, strategic human re-
source management, making this connection ten-
uous at best. In addition, research on strategy

and organizational culture faces problems of
level of analysis, as well as a lack of research that
examines factors that are unique to an organiza-
tion and that can lead to competitive advantage.

The purpose of the article. The article aims
to investigate the relationship between organiza-
tional culture and strategy, which is an effective
way of personnel management and helps to in-
crease the effectiveness of its work in accordance
with the company's strategy.

Presenting main material. In recent years,
organizational culture has gained wide ac-
ceptance to understand corporate systems. From
an "open systems" perspective, each aspect of or-
ganizational culture can be viewed as an essen-
tial environmental condition affecting the hu-
man system and its subsystems. Studying
organizational culture is also a valuable analyti-
cal tool to help managers succeed.

K. Cameron and R. Quinn claim that "...the
success of firms is determined more by the val-
ues of the companies than by the relationship to
market forces; rather by the commandments of a
personal attribute than by winning positions in a
competitive struggle; more concerned with
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understanding the situation than with issues of
resource superiority. Strictly speaking, it is even
difficult to name at least one prosperous com-
pany that would be perceived as a leader in its
field and would not have a noticeable organiza-
tional culture associated only with it" [1].

Organizational culture is a specific set of
values and norms shared by people and groups
within an organization that control how they in-
teract with each other and stakeholders outside
the organization. Organizational values are be-
liefs and ideas about what goals the members of
an organization should pursue and the appropri-
ate types or standards of behavior that members
of the organization should use to achieve those
goals. From organizational values, organiza-
tional norms, guiding principles, or expectations
are developed that prescribe the appropriate be-
havior of employees in specific situations and
control the behavior of corporate members to-
ward each other.

Milosevych N. V. notes that "a correctly
formed organizational culture (its value orienta-
tion, the norm of people's behavior and their ex-
pectations) is a kind of strategic tool that enables
managers of all levels to orient organizational
units, all industrial and production personnel to
the realization of the main the mission of the en-
terprise, to increase its economic and social initi-
ative, to ensure labor productivity of the labor
team, to facilitate the culture of relationships at
workplaces" [2].

Organizations are very similar to societies
and communities in that they are made up of
people clearly distinct from other work groups.
By working together, people gradually develop
their path — habitual or sometimes taken for
granted — in achieving common goals and by
adjusting to other people in the organization.

Edgar Schein, one of the foremost theorists
of organizational culture, gave this very general
definition of group culture: the pattern of shared
basic assumptions that a group has internalized
in solving its problems of external adaptation
and internal integration that have worked well
enough to be considered valid and, therefore,
teaching new ones the right way to perceive,
think, and feel about these issues [3].

As teams evolve, they face two significant
challenges: integrating individuals into a com-
pelling whole and adapting effectively to the ex-
ternal environment to create a firm advantage.
As groups find solutions to these problems over
time, they engage in collective learning that
makes a set of shared assumptions and beliefs
that we call "culture."

Leaders must learn to identify the most
critical issues and recognize that problems and

human behavior can quickly become a crisis if
not adequately addressed. The longer a problem
exists, the fewer options there are and the more
it costs, while early action allows for flexible,
adaptive, and creative thinking.

According to Schein, cultural analysis is
precious for dealing with aspects of organiza-
tions that seem irrational, frustrating, and intrac-
table: "The bottom line for leaders is that if they
are not aware of the cultures they belong to,
those cultures will rule them.". Importantly,
Shine uses multiple "cultures". Using open sys-
tems concepts, we know that members of a
group culture can also belong to subcultures
within an organization. Because organizations
share a history, there will usually be at least a few
values or assumptions shared by the system. But
sometimes, as in many organizations, subcul-
tures have had different experiences, and their
group learning has produced very different sets
of underlying assumptions.

An organization's members interpret oth-
ers' behavior and language through their own
cultural biases. Each member's (or subsystem's)
set of beliefs, values, and assumptions becomes
its unquestioned "reality"; they then perceive be-
havior that does not conform to their own biases
as irrational or malicious. The model of organi-
zational culture suggests rethinking such conflict
as a product of different sets of experiences. Ra-
ther than viewing conflict as "right" versus
"wrong," this approach indicates that subsys-
tems examine the assumptions underlying their
behavior, consider the experiences and
knowledge that led to those assumptions, and
then examine whether those assumptions are
correct. It still works well today.

Gareth Morgan [4] described culture as "an
active living phenomenon by which people
jointly create and reproduce the worlds in which
they live." Morgan suggests four strengths of
knowing organizational culture:

v" focuses on the human side of organiza-
tional life and finds meaning and knowledge
even in its most "mundane" aspects (for example,
the setting of an empty meeting room);

v articulates the importance of creating ap-
propriate systems of shared meaning to help peo-
ple work together to achieve desired outcomes;

v' requires members, especially leaders, to
be aware of the impact of their behavior on the
organization's culture. Morgan suggested that
people ask themselves, "What impact do I have
on the social construction of reality in my organ-
ization?" "What can I do to have a different and
more positive impact?";

* encourages the view that the organiza-
tion's underlying assumptions also influence the
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perceived relationship between the organization
and its environment. Morgan says, "We choose
and act in areas of the environment according to
how we construct concepts of who we are and
what we are trying to do... We act about these ar-
eas through the definitions we impose on them...
Organizations' beliefs about who they are, what
they are trying to do, and what their environ-
ment looks like have a much greater tendency to
be realized than is commonly believed".

A study by Rosabeth Kanter-Moss [5]
states that giant organizations such as IBM, Proc-
tor & Gamble, Omron, CEMEX, Cisco, and Banco
Real grow as quickly and creatively as smaller
businesses. She notes, "During my career study-
ing the organization of large corporations, I
learned how they typically manage and maintain
control over their large-scale operations. In re-
cent years, I have seen a different model than the
one that prevailed in the past. In today's most
powerful corporations, a foundation of values
and standards provides a well-understood,
widely shared system of leadership that enables
effective operations while allowing people to
make decisions appropriate to local situations.
This, rather than any traditional control system,
enables IBM or CEMEX to work as a single enter-
prise on projects that span many countries and
share a culture that brings internal and external
partners together as one big family."

A strong culture exists where employees
respond to incentives by aligning with organiza-
tional values. Conversely, there needs to be a
more robust culture aligned with corporate val-
ues, and control must be exercised through ex-
tensive procedures and bureaucracy. Where the
culture is strong, people do things because they
believe it is correct.

Think about organizations that are leaders
in a business or industry. What gives them a com-
petitive advantage - Cost? Quality? Technology?
Innovation in products and processes? Customer
service? Logistics chain? Talent? Or a brand? Each
of these can be a crucial factor that helps

organizations stand out. However, a much less
obvious and less tangible factor can also be a de-
fining source of competitive advantage. This fac-
tor is to have a solid and influential organiza-
tional culture.

You need answers to the following ques-
tions: Do all employees in the organization have a
common understanding of the purpose, strategy,
and goals? What are the organization's core val-
ues, and does everyone have a shared experience
of these values? Does the organization have team
spirit? Is everyone engaged and committed? How
do we define success? What forms of behavior in
the company are considered deviant?

The feelings of each participant about each
aspect of corporate life, when counted together,
make up the organizational culture. At a surface
level, culture can be presented as visible sym-
bols, slogans, languages, behaviors, stories and
histories, dress codes, heroes, legends, rituals,
and ceremonies. But underlying these visible
signs of culture are each employee's core values,
beliefs, and shared assumptions that help define
an organization's culture. Don't expect that the
culture of an organization can be easily changed
by introducing new logos or slogans, changing
the layout of the office space, or repeating heroic
stories to your employees. They may work to
some extent but are far from winning the hearts
and minds of your employees and the market. A
deeper analysis and reflection of staff's collective
beliefs and assumptions is needed. Only when
you gain a deeper understanding of this can you
identify the appropriate steps to strengthen your
organization's culture and effectiveness?

Organizational effectiveness requires
alignment of business strategy, culture, and lead-
ership practices. Once an organization has de-
fined a business mission, a supportive culture
must be created that best reinforces the business
goals, which filters down to the project level. The
organization's leadership requirement is to cre-
ate a unifying culture that supports achieving
business goals (Fig. 1).

Business mission and o
strategy

Organizational culture

» Leadership behavior » Organizational efficiency

Fig. 1. Alignment of business strategy, culture, and leadership practices

Culture, "we do something here to suc-
ceed," is the way, the organization's identity, the
model of dynamic relationships, the "reality". It
has to do with implementation and how success
is achieved. No management idea, no matter
how good, will not work in practice (perfor-
mance) if it does not correspond to the culture
[6]. An organization can have a great strategy,
but if its culture doesn't align with and support
it, it will stall or fail. Culture establishes and

maintains order, structure, membership criteria,
conditions for evaluating effective performance,
communication patterns, expectations and prior-
ities, rewards and punishments, nature and use
of power, decision-making practices, and man-
agement practices.

A strong organizational culture and its
close connection with the firm's strategy are po-
tent levers of personnel management to improve
its performance.
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Suppose the firm's culture contradicts the
principles of activity necessary for achieving
strategic success. In that case, changes are made
to it, and this is done as soon as possible because
a long and deep conflict between the main pro-
visions of culture and strategy weakens the firm
and can destroy all efforts of managers to imple-
ment the chosen strategy.

A close connection between culture and
strategy is an effective way of personnel manage-
ment, which helps to increase the effectiveness of
their work following the company's strategy. In
the organization, this can be achieved in two
ways:

- Working conditions, created considering
the full compliance of the company's culture
with the process of effective strategy implemen-
tation, provide employees with a system of rules
determining how to carry out activities within
the enterprise and how to work, understanding
their immediate tasks. Employees of a corpora-
tion with a reasonably highly organized culture
do not waste time figuring out what and how
they need to do it - their organizational culture
has a whole system of rules, habits, and apparent
attitudes that determine the behavior of employ-
ees in general. In organizations with poorly de-
veloped corporate culture, where there is no con-
nection between strategy and culture, lack of
apparent attitudes and an atmosphere of uncer-
tainty of work lead to employee insecurity and
wasted effort;

- a highly organized culture that supports
the strategy turns work into a way of life, edu-
cates and motivates employees; it has its struc-
ture, its norms, and its system of values, and it
also ensures the commitment of personnel to the
corporation's ideals. As a result, employees bet-
ter understand what they should and shouldn't
do and make every effort to achieve tremendous
success for the firm.

The culture must go parallel to the strate-
gic line of the corporation to implement the stra-
tegic plan. The optimal condition is a working
environment that functions with the organiza-
tional strategy in such a way that work on strate-
gic directions is conducted efficiently.

When creating an organizational culture
that significantly affects the implementation of
the organization's strategy, three factors must be
taken into account:

1. the presence of a strong leader who es-
tablishes principles defines fundamental values
and norms of behavior, which are fully justified
from the point of view of meeting the needs of
the buyer, competitive conditions, and strategy;

2. firm intention of the company's manage-
ment to act following the established traditions,

while decision-making is based on the principles
of corporate culture;

3. manifestation of constant concern for
customers and employees.

In the conditions of constant changes in the
market, the ability to quickly introduce new pro-
duction methods and change strategy is neces-
sary for the company to maintain leading posi-
tions for a long time. However, this requires an
organizational culture that helps the company
adapt to new market conditions.

Two distinctive features characterize an
adapted type of organizational culture:

— the presence of management that pays
more attention to business principles and to
those who are the natural capital of the organiza-
tion: consumers, company employees, and sup-
pliers, than to any specific strategy or business
practice;

— availability of managers capable of tak-
ing risks, experimenting, innovating, and chang-
ing strategy when necessary to satisfy the corpo-
ration's interests.

In the conditions of an adapted culture, all
team members must be sure that the manage-
ment will be able to use any opportunity that can
benefit the organization. At the same time, they
feel involved in all decisions made by the com-
pany and try to do everything necessary to en-
sure its prosperity. An adapted culture in every
possible way promotes the promotion of those
managers and employees of the company who
can generate new valuable ideas.

In the conditions of an adapted organiza-
tional culture, the company's management takes
care of all participants of the company's activities
- consumers, employees, and suppliers, while
striving to satisfy all their needs as fully as pos-
sible.

When the organization's strategy is de-
fined, the managers engaged in its implementa-
tion take care to bring the organizational culture
into strict accordance with the chosen design and
keep it in this state in the future, which is quite a
difficult task.

The first step is to determine which aspects
of the current culture are strategically supported
and which are not. Next, managers must hon-
estly and openly discuss with all stakeholders
the elements of the culture that need to be
changed. The combination of strategy and cul-
ture is long-term. It takes time for new beliefs to
emerge and settle in employees' minds. The big-
ger the organization, the bigger the unique
views, and the more time it takes to create a tight
relationship between strategy and culture. In
large companies, significant organizational cul-
ture changes take 3 to 5 years. Changing an
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established culture is much more complex than
creating new beliefs in a fledgling organization.

Effective management and control of the
degree of compatibility of the organizational cul-
ture with the organization's strategy reduces the
risk of inconsistency in the decisions made. In or-
ganizations with a weak corporate culture, there
is a decrease in the degree of manageability and
compatibility of the corporate culture with the
company's strategy. In cases of an increase in the
degree of importance of the design's success, the
risk becomes unacceptable. In turn, the higher
the compatibility between the adopted strategic
decision and the organizational culture, the
greater the possibility of achieving success in ful-
filling the strategic task.

Conclusions.  Organizational culture,
formed over many years, is an organization's
most stable cementing element. However, it is
also changing. First, organizational culture
evolves naturally under the influence of changes
occurring in the external environment. Second,
corporate culture can be deliberately changed by
management or another influential group of em-
ployees. The optimal option is to build a culture
parallel to the strategic line of the organization.
This process is complicated and time-consum-
ing, which requires extraordinary leadership
qualities, perseverance, patience, and strategic
thinking from the people managing it.
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AmHorarris.

Baacenxo T. A., Kosax K. b. Teopemuio-memo0do.102iuni ocHoBu 00caidxnenna opeanizayiitHoi Kyivmypu

AaK paxmopa peaaizayii cmpamezii.

Kyavmypa - ye wiasx opeanisayii, idenmuunicms, modeas ii ounamiunux Gionocun. XKoona ynpabaincoka ides, Axoro

0 eapnoto BoHa He bYyAa, He cnpayloe HA npakmuyi (peasizayis), Axuo Bona He Gionobioae kyavmypi. Opeanisayia Moxe
mamu 4yooBy cmpameziro, ate Axujo il KyAsmypa He Y3e00)KYemvcs 3 Yielo cmpamezieio ma He cnpuse itl, cmpameeis abo
synunumsca, abo npobasumsca. Kyavmypa Bcmanobaoe ma niompumye nopadok, cmpyxkmypy, kpumepii uiencméa,
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YyMobu 044 oyintoBanna epexmubroi pobomu, moleti cniakyBanua, ouikybanna ma npiopumemu, npupody Gunazopoou
ma NoKApaHHa, npupody ma BuxopucmanHs 64a0u, Npaxmuxy npuiHAMMmMa piuens i npaxmuxy ynpabainua. Koxua yc-
niuHa 0peanisayis Mae 0CHOBHY KYABIMYpY, AKA € YeHmpaivHolo 045 yHKYioHYyBanHa opeanisayii, ymBopiowuu ocHoBy
moeo, AK YA 0peanizayis npaytoe 04a docsaeHenns yenixy. dyxe 6axaubo, wjod npoBiona kysvmypa yseodxybaracs 3i cmpa-
meeieto opeanizayii ma ocHoBHuMu npaxmukamu aidepcmba. Cuavha, c6idomo cgpopmoBana opeanizayiling Kyivmypa 3a-
Oesneuye docsieHeHHA OpeaHi3ayitiHux yilel Haubiivul ehexmMuBHUM, eYMAHHUM i COYIANLHO-NPUTHATNHUM CHOCODOM.
Bona cnpuse pearisayii cmpameeii opeanisayii y 6ueaadi cmbopenns edpexmubroeo Momubayiiinoeo Mexanizmy, AKui ou
Mmab Bucoxy iniyiamuBy, pesysvmamubricme i A0AAbHICb Nepconary opearisayii . Lle 0o3Bose opeanisayii ompumybamu
max 36anuts ynpabaincexuti npubymox. Tomy 3a60annam meHeOxmenmy cmae crmpbopenns Ymob o4 peasizayii nomenuyi-
aay ocobucmocmi, AKUt Moxe Oymu 3a0ianuii Auwe 6 ymoBax 006posuusubocmi, B3a€MOPO3YMiHHA, NIOMpPUMKU MaA chib-
pobimuuymba, wjo 003604ae 3HU3UMU bAzamo HeeamubHUx akmopib Guympiuinvoeo cepedobuuya opeanisayii y cepepi
epynoboi dunamixu, KoHgaikmuocmi, npodyxmubrocmi npayi, nauHnocmi kaopi6, sadobosenocmi npayiruxi6. Epexmu-
Bre ynpabainta ma KOHMpOAb 34 CIYNeHeM CYMICHOCHI Op2aHi3ayiiHoi KyAbmypu 3i cnipamezieio opeanizayii Huxye
pusuK BUHUKHEHHA HEY3200KeHOCIE NPUTLHAMUX pilens. B opeanizayinx 3i cAadK010 0peai3ayiiinoio KyAbmypoio cnocme-
pieaentsea 3HUKEHHA CHTYNEHA KepoBAHOC 14 CYMICHOCITE OPeAHI3AUIHOI KyAbmypu 31 cpamezieio Komnanii, a y 6u-
naoxax 30iavuienHA cmynens Baxcaubocmi 3a60aHHA Ycnixy cmpamezii pusuiK cmae HenpunYycmuMuM.
Karouo8i caoBa: xysvmypa, cmpameeis, ynpabainms, kepibruk, nepcona.
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PV3VIKUA ITYBJITYHO-ITPUBATHOTI'O ITAPTHEPCTBA B PO3BUTKY
COLIAJIBHOTIO ITIOITPUEMHWUILITBA

Kob6mynu M.B. Pusuxu nybaiuno-npubamnoeo napmuepcmba 6 po36umxy coyiarbnozo nionpuemuuymeba.

ITobydoba coyiarvro-opienmobaroi exonomixu, 3adesneuenHs Bucoxux i cmiikux memnié po3bumy HayioHAAbHOT
eKOHOMIKU HeMOxXAubBe be3 pearizayii napmuepcmba nybaiunoeo cekmopy 3 npedcmaBHuxamu npubammuoeo 3a0is Gupi-
WeHHA COUIAABHO SHAUYWUX NUMAHb CYCHIALCMBA: 3HUNKEHHS COYIAAbHOT HAnpyeu, ni0BUIEeHHSA CYcnitbHo20 000podymy
HaceAeH A, BUPTUeHHA KYAbMYPHUX T exoA0eiuHuX npobaem. Haibisvuwi nonyaaprow popmorto 63acmodii 6aadu ma 6isHecy
€ nydaiuno-npubammue napmuepcmBo. Bnpobadxenns nybaiuno-npubammuoeo napmuepcmba 6 coyiasvHomy nionpuemMHu-
ymbi no6’a3ane 3 pusUKAMU Ma PO3POOAEHHAM MeXAHIZMIB Ynpabainua HUMU nid uac peasisayii napmuepcskux Gi0HOCUH
nybaiuno-npabobux ymbopeto.

Memoro nybaixayii € docaioxenHs pusukib nybaiuHo-npubamuoeo napmuepcméa y posbumxy coyiaivHoezo nionpu-
eMHuymba ma pospobxa Mexamizmy ix MiHIMI3ayii.

V cmammi docaioxero npupody BunukHenna pusuxié nio uac peasisayii nybaiuno-npubamuoeo napmuepcmoba y
po3bumxy coyiaibHoeo nionpueMuuymeéa. Busnauenutl xamezopiassHutl anapam noHAMs «nybAiuHo-npubamue napmuep-
cmbo» ([II1I1), «pusui», «coyiarvte nionpuemMuuymbo», «ynpabaintnsa pusukom». JoBedeno, ujo nydaiuno-npubamme nap-
muepcmbo 0036045€ 06’ eOnamu 3ycuiis depxabu i npubamnoeo OisHecy 3a045 BUPIUIEHHA 3HAUYUWUX COYIAABHO-EKOHOMI-
yHUX npobaeM 1 pearizayii npunyuni6 cmaioeo posbumxy cycnisscméa. Jocaioxero nioxoou 0o kaacugpixayii pusuxié 6
IIIIII. IIpoBedena oyinxa HAUOIAGIL NOWUPEHUX PU3UKIB 045 Bcix cmopin, axi € yuachukamu [T, Busnaueni cnisvHi
Bueodu nybaiuro-npubamuoezo napmuepcmba 6 posbumxy coyiasvnoeo nionpuemuuyméa. Pospobaeni Hanpamu 600ckoHa-
AEHHA MeXaHi3My YNpagAiHHA pusukamy nyosiuHo-npubammoeo napmuepcmba y posbumxy coyiasbHoeo nionpueMHuy-
méa. [1as posbumxy coyiasvHoeo nionpueMHuymeéa peaisayis npoekmi6 nybaiuHo-npubannoeo napmuepcmea 3aiexums
610 Minimizayii 6cix pusuKi6 wWAAXOM AHAAI3Y COYIAAbHOT | eKOHOMIUHOT 00YIiAbHOCTII, NpaBuAbHOCII | CIpYKMYpoBanocmi
ma cxoopouHoBaroi pobomu Beix 3ayikabaenux cmopi.

Karouo8i cao8a: nybaiuno-npubammue napmuepcmBo, pusuk, coyiaisHe nionpueMHUYmeo, KoHKYpeHmo-cnpomo-
JKHICTb, MEXAHI3M YNpabAiHHA pusukamu, depxaba, npubamuuii cexmop.

ITocranoBka nipo6sremm. Ha cboromsi ode- | mpencraBHMKaMmm IpmBaTHoOro OisHecy. Humi

BUTHVIM € TOV (PaKT, 10 00y 10Ba COLiayIbHO Opi-
€HTOBAHOI €KOHOMIKI Ta 3a0e3IIeueHHsI BYICOKMIX,
CTIVIKMX 1 epeKTVBHMX TeMIIiB pO3BUTKY HalliOHa-
JIbHOT eKOHOMIKM HeMOXJIMBUII Oe3 3allikasiie-
HOTO TMapTHepcTBa IyOiUHOrO CeKTopy 3

Jlep>KaBa, OpraHy MiCIIeBOTO CaMOBPSTyBaHHs Ta
Oi3HeC aKTVMBHO CIIBIIPAITIOIOTh Y BUpIIIeHHi Co-
IiaJIbHO 3HAYYIIMX IIPO0JIeM CYCIIUILCTBA B KOH-
TEeKCTIi SHIVDKEeHHS COITIaJTbHOL HaIIpyTIV,
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