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GENERAL CHARACTERISTICS OF THE WORK

Master's thesis: 61 p., 3 figures, 5 tables, 42 sources, 4 app.

CORPORATE CULTURE, HUMAN RESOURCE MANAGEMENT,
EMPLOYEE SATISFACTION, WORKING EFFICIENCY, MANAGEMENT
INSTRUMENT

The aim of the study is to figure out how to use corporate culture as a tool for
managing human resource of a company. Nowadays, there are some companies,
which ignore the building of corporate culture and employee satisfaction, claiming
that the two elements have nothing to do with the organizational performance. Here,
the dissertation will also challenge this idea and give some recommendations of
improving the working efficiency by promoting the corporate culture.

In order to achieve the above stated goal, the following objectives have been
developed:

Sort out and examine the concepts and essence of corporate culture as a part of
human resource management;

Analyze the specific effects of corporate culture on employees and human
resource management in a company;,

Make practical recommendations for managing corporate culture as a tool for
improving working efficiency and job satisfaction.

Object of the research: a Chinese Internet company, which is running an
online bookstore and publishing online novels, acting as a logical, organizational, and
profitable economic entity in the online publishing industry.

Subject of the research: corporate culture as a tool for managing human
resource management.

The results obtained and novelty of the study: nowadays, it is more and
more accepted that corporate culture is an important part of human resource
management. It can effect employees' attitude towards their jobs, which can improve
their job satisfaction. At the same time, it can promote the working efficiency of the
employees, so that the organizational performance could be promoted. It is for sure
that corporate culture, as a part of human resource management, can bring great
benefits for the organizational development. In other words, it is necessary to study
corporate culture in the span of human resource management.

Many experts all over the world have also studied about the corporate culture,
and they also clarified that forming elements, different dimensions, types, measuring
methodologies and many things related to the corporate culture. However, most of
these studies are carried out to investigate corporate culture from a very broad aspect,
while few could study some inner process of how some elements influence the
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corporate culture, and how corporate culture could effect the human resource
management. There are indeed some studies figured out the correlations between the
corporate culture and human resource management, but few could clarify something
inside it. And that is what I want to do.

Information about the structure of the master's thesis: in Chapter 1, I will
introduce important concepts in most studies about corporate culture, in which I
would mainly answer five questions related to the topic, namely, what is corporate
culture, what are approaches to classify corporate culture, how is corporate culture
formed, what are components of corporate culture, and how is corporate culture
related to human resource management.

In Chapter 2, a focused company will be taken as an example of studying the
correlations between corporate culture and human resource management. The major
purpose is to find out the success and potential problems in the human resource
management by analyzing its corporate culture. In this chapter, a research will be
done to figure out what type of corporate culture it is and how its corporate culture
effects on its performance of human resource management by using corporate culture
questionnaire (CCQ) and Minnesota satisfaction questionnaire (MSQ).

In Chapter 3, the recommendations for managing the corporate culture of the
company as an instrument for increasing work efficiency will be offered, which are
based on the previous analysis on corporate culture and human resource management.



OBIIAA XAPAKTEPUCTUKA PABOTbI

Marucrepckas pabora: 61 ctp., 3 pucyHkoB, 5 Tabnui, 42 uctouyHuka, 4
MIPUIIOKEHU .

KOPITOPATUBHAS KVJIBTYPA, YITPABJIEHUE JIIOJJCKMMU
PECYPCAMMU, VYJIOBJIIETBOPEHUE COTPYAHUKOB, 3®PDOEKTHMBHOCTDH
PABOTbBI, MHCTPYMEHT YITIPABJIEHUA

Ilens uccienoBaHus: BBISICHUTD, KaK MCIOIb30BaTh KOPIIOPATUBHYIO KYIBTYpPY
KaK WHCTPYMCHT YIIPaBJICHUS UYEJIOBCUCCKUMHU pecypcamMu KoMmaHWHM. B HacTosiee
BpPEMsI HEKOTOPbIE KOMITAHUU UTHOPUPYIOT (POPMUPOBAHHE KOPIIOPATUBHOMN KYIBTYPHI
U YIOBJICTBOPEHHOCTh COTPYIHHUKOB, YTBEpIXKIas, YTO ITH JIBa DJIEMECHTAa HE MMEIOT
HUYEro OOIIETO C MPOU3BOAMTEILHOCTRIO OpraHu3anuu. B nuccepranuy Takxke Oymer
ocriopeHa dTa WuAeSd W JaHbl HEKOTOpPhIE PEKOMCHJAIMHM 110 ITOBBIIICHHUIO
3¢ HEKTUBHOCTH pabOTHI MyTEM MPOJBIKEHUS KOPIIOPATUBHON KYJIBTYPHI.

JIJIsl TOCTHKEHHMSI TIOCTABJICHHOM 11ETM OBUTH ITOCTABJICHBI CJICTYIOIINE 3aauu:

Pazo0parbcss U M3yYUTh KOHICHIIMKA M CYIIHOCTHh KOPIOPATUBHON KYJIBTYPHI
KaK YacTH yNpaBJICHUS YEIIOBEUECKUMH PECypcamu;

[Ipoananu3upoBars crenuduueckoe BIUSHHE KOPIOPATUBHOW KYIBTYphl Ha
COTPYIHUKOB U yIPaBIECHUE YEIOBEYECKUMH pecypcamMu B KOMITAaHUU;

JlaBaThb TpakTHYECKHWE PEKOMEHJAIUM TI0 YIPABICHUIO KOPIOPATHUBHOM
KyJITYpOH  KaK HHCTPYMEHTOM  MOBBIIEHUS  AIP(EKTUBHOCTH  Tpyla U
YAOBJIETBOPEHHOCTH PabOTOMA.

OOBeKT uccienoBaHus: KUTaCKash MHTEPHET-KOMIAHUS, KOTOpas YIpaBisieT
KHIDKHBIM OHJIAWH-Mara3uHoOM U MYOJIMKYeT OHJIaH-POMAaHBbI, BBICTYTAsi B Ka4eCTBE
JIOTUYECKOTO, OPTaHU3AIMOHHOTO M MPUOBLILHOTO SKOHOMHUYECKOTO CYOBEKTa B
WHyCTPHUH OHJIAWH-TTYOTHMKAITHA.

[Ipenmer wuccrmenoBaHMs: KOPIOpATMBHAS  KyJIbTypa Kak HHCTPYMEHT
VIPaBICHUS Y€JIOBEUECKIMHU PECYPCaAMHU.

[Tony4yennbie pe3ynbTaThl 1 HOBM3HA WCCIIEIOBAHUS: B HACTOSIIEE BpPEMs BCE
OoJbIlle TPU3HAETCS, YTO KOPIMOpPATHUBHAS KyJIbTypa SBISIETCS Ba)XHOM YacCThIO
VIOpPaBICHUS YEJIOBEYECKUMH pPECypcaMu. ITO MOXKET TMOBIHATh Ha OTHOIICHHE
COTPYIHHUKOB K CBOEH paboTe, YTO MOKET MOBBICUTH UX YIOBIECTBOPEHHOCTh pabOTOA.
B To xe Bpems 3TO MOXET CIOCOOCTBOBaTh MOBBIMICHUIO d(HPEKTUBHOCTH padOTHI
COTPYIHHUKOB, TaK YTO MOXHO MOBBICUTH 3 (PEKTUBHOCTH OpraHu3anunu. HecoMmHeHHo,
KOPITOPATHUBHAS KYJIbTypa KaK 4acTh yMPABICHUS YEIOBEYCCKUMH PECYPCAMH MOXKET
MPUHECTH OOJNBIIYIO TOJB3y JUIsl Pa3BUTHsS OpraHu3anuu. JlpyruMu CJIOBaMH,
HEOOXOIMMO  M3ydaTh KOPIIOPATUBHYIO  KylIbTypy B cdepe  ympapieHUs
YEIIOBEYECKUMHU PECYPCAMH.



MHorue 3KcrepThl M0 BCEMY MUPY TaKKe U3ydaldd KOPHOPATUBHYIO KYIBTYpY,
U OHU TaKXe Pa3bsICHWIH, YTO DJIEMEHTHhl (POPMHUPOBAHUSI, PA3IUUYHBIC HU3MEPEHUS,
TUIIBI, METOMIOJIOTUM HW3MEPEHUST WU MHOTHE BEIM, CBSI3aHHBIE C KOPIOPATUBHOU
KyJIbTypoi. OJTHaKO OOJIBIIMHCTBO ATHUX HUCCIEAOBAHUN MPOBOAMUTCS ISl U3YUYEHUS
KOPIIOPAaTUBHOM KYJIBTYPhl B OYEHb IIUPOKOM AaCIEKTe, B TO BpeMs KaK HEMHOTHE
MOTYT HU3Y4YUTh KaKON-TO BHYTPEHHHUM MpPOIECC TOro, KaK HEKOTOPhIC 3JIEMEHTHI
BIIUSIIOT HA KOPIOPATUBHYIO KYIBTYPY U KaK KOPIOPATUBHAS KYJIbTYpa MOXKET BIUSATH
Ha YIOpaBJICHUE YEJIOBEYECKMMH pecypcaMu. [[efCTBUTENBHO, €CTh HEKOTOpbIC
UCCJIC/IOBaHUSI, B KOTOPBIX BBISICHSETCS B3aMMOCBS3b MEXJYy KOPIOPATUBHOU
KYJIBTYpOl W YIOPaBICHHEM YEIOBEYECKMMHM PECypCamMu, HO MaJO KTO MOXKET
MPOSICHUTH YTO-TO BHYTPHU. 1 3TO TO, UeM s1 XOuy 3aHHUMAaThCHI.

Nudopmanmisi o CTpyKType MarucTepckoll auccepraiuu: B 1iiaBe 1 s
MPEACTABII0 BaKHBIC KOHIIEMIIMU B OOJIBIIMHCTBE MCCJIECIOBAHUM KOPIOPATUBHOU
KYJBTYPbI, B KOTOPBIX 51 B OCHOBHOM OTBEUY Ha ISITh BOIIPOCOB, CBSI3aHHBIX C TEMOM,
a UIMEHHO, YTO TaKO€ KOPIMOPATUBHAS KYJIbTYpa, KAKOBBI MOAXObI K KIaCCU(DUKAIUH.
KOpIIOpaTHBHAsT KylbTypa, Kak (OpPMUPYETCS KOPIOpPATUBHAS KYJIBTYypa, KaKOBBI
COCTABJISIIOIIME KOPIIOPATUBHOM KYJIBTYpPhl U KaK KOPIIOpaTUBHAsS KyJIbTypa CBsi3aHa C
YIPABICHUEM YEJIOBEUECKHUMU PECYPCaMU.

B maBe 2 neneHanpapieHHas KOMIaHUS OyJIeT paccMarpuBaThCs KaK MPUMED
U3YYEHUs B3aWMOCBS3M MEXKIy KOPIOPAaTUBHOM KYJIBTYpOd M YIpaBICHUEM
YeJoBeUeCKUMH pecypcamu. OCHOBHAs LEJb - BBISICHUTH YCIIEXU U MOTEHIHAIbHBIC
npoOyieMbl B YNpaBICHUH YEJIOBEUECKUMHU pecypcaMu IIyTeM aHalii3a €ro
KOpPIIOpaTHBHON KYyJIbTYphl. B 3Tol mmaBe OyaeT MpoBEACHO HCCIAEAOBaHUE, UTOOBI
BBISICHUTB, KaKOM 3TO THUI KOPIOPATHUBHOM KYJIBTypbl U KaK €€ KOpIOpaTUBHAs
KyJIbTypa BiHseT Ha 3(PQPEKTUBHOCTH YNPABICHUS YEIOBEUECKUMHU peCcypcamu, ¢
MOMOILbIO AHKEThl KOPHNOPATHBHOM KYJIbTYpbl M OMNPOCHHUKA YIOBIETBOPEHHOCTHU
MUHHECOTBL.

B rmmaBe 3 OynyT nmpensioskeHbl PEKOMEHAIUH 10 YIPABICHUIO KOPIOPATUBHOM
KyJAbTYpO KOMIIAHMM KaK HWHCTPYMEHTa TMOBBIIEHUS 3()PEKTUBHOCTH pPabOTHI,
OCHOBaHHbBIE HA MPEIbIAYIIEM aHAJIM3€ KOPIIOPATUBHOW KYIbTYpPhl M YHpPABICHUS
YEJI0BEYECKUMU PECYPCAMMU.
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