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Maructepckas padora Ha Temy: OPTAHU3AIIMOHHASA KVYJIBTYPA
VIIPABJIEHUA TPEAIIPUATUAMU C VJAJIEHHBIMU COTPY IHUKAMU
cocTouT U3 69 crpanuil, B ToM uucie 13 Ttabmui, 30 pucyHkoB, 43 cCbUIKH, 3
MPUIIOKECHUSL.

Ilens maHHOMW MarucTepcKoM auccepTalu — pa3paboTaTh OCHOBY s
VIIPABJICHUST OPraHU3alMOHHOM KYJIbTYpOM [UIA KOMIIAHUM C YJAJIECHHBIMHU
COTPYAHUKAaMHU, YTOOBI OHU paboTanu 3PPEKTUBHO.

OOBEKT: OpraHu3aloOHHAs KyJIbTypa OpTaHHW3alldd C COTPYJHUKAMH,
paboTaronM1 yaAaJIeHHO.

Tema: ynpaBiieHUE OPTaHU3ALUOHHOU KYJIbTYPOMU.

CtpykTypa paboTel: oOmiee omucaHue paOOThl, BBEJCHHE, TPHU TJaBHI,
3aKiIroueHue, oubdamorpadus, IPUIOKEHUSI.

Henu: paccMOTpETh COBPEMEHHBIE TEOPETUUECKUE ACIIEKTBI
OpraHU3allMOHHON  KYJIbTYpbl, MPOAHAIU3UPOBATH MPOOJIEMbl KOMIAHUN C
YAQJICHHBIMU COTPYJHHKAMHU C TOYKH 3pPEHUS OPTraHU3allMOHHOM KYJIbTYPHI,
MPEJCTABUTH MMOHATHE OCHOBBI YIIPABJICHUS OPraHU3allMOHHON KYJIBTYPOH ¢ y4eTOM
TEHJICHIIMH  yJajJeHHOM  palboThl,  OmucaTh  CTPYKTYpy  yHOpaBJCHUS
OpPraHu3allMOHHOW KyJIbTYpOM Uil KOMIIAHMM C YIAJCHHBIE COTPYJIHUKH,
aHAIM3UPYIOT MOCJEACTBUS BHEAPEHUs (PpeliMBOpKa, OLIEHUBAIOT 3 (HEKTUBHOCTH
(GpeiiMBOpKa C TOYKH 3pEHHUS 3a5BJIEHHBIX POOJIEM.

Mertoabl uccneaoBanus: cOOp v aHAIU3 BTOPUYHOMN HH(OpMaIuu (aHeIbHOe
uccienoBanue), cOOp W aHanu3 nepBudHOM HHGopMaruu ((HOKyC-TpyHIOBbIC
WHTEPBbIO, TJIIYyOMHHBIE MHTEPBBIO C COTPYJHUKAMU KOMIIAHUU, TIIyOWMHHBIC
MHTEPBBIO C SKCIIEPTAMU).

AKTYyaJbHOCTh TEMBbI pabOThl OO0YyCIOBJIEHA, NPEXKJE BCEro, TEKYIIeH
naHJeMueH U TEHACHIIUSIMU Ha pabdo4yeM MeCTe, BIUSIONIMMU Ha JIEATeIbHOCTh BCEX
KOMITaHWA Mupa. B mjaHe HaydyHOW LEHHOCTM paboTa JaeT HOBOE MOHHWMAaHHE
YPOBHEN OpPraHU3AIMOHHON KYJIbTYpPbl C TOUKH 3PEHUS CUTyallMU, KOTJIa HOCUTEIIN
KyJbTYPbI HE UMEIOT TECHOIO0 KOHTaKTa. C TOUKH 3peHUs aKaJJeMUYECKOM LIEHHOCTH
€ro MOKHO MCIOJIb30BaTh B KAayeCTBE OTIPABHOM TOYKH JUIsl JlajJbHEHIIEro
M3YUYEHHS] OPTraHU3alMOHHON KYJIbTYpPbl, KOTJa TPYIIIbl OJHOCTHIO M30JUPOBAHBI
WU KOTJa BHYTPU OJHOM KOMIAHWUW WM TPYNNbl KOMIIAHWM CYIIECTBYIOT
3HAYUTEJIbHbIE KOMMYHUKATHUBHBbIE Oapbepbl. C TOUKM 3pEHUS] MPAKTUYECKOU
IEHHOCTH 3Ta paboTa MpeajiaraeT XOpoIlo OMUCAHHYIO CTPYKTYpPY YIpaBICHUS
OpraHU3alMOHHOW KYyJbTYpOW, TOTOBYIO K MCIIOJIb30BAaHUIO KOMIAHUSAMH C
yAaJICHHBIMU PAOOTHUKAMU JUIsl TIOBBIIEHUS d(PPEKTUBHOCTU. DTO TAKKE MOXKET
ObITh YaCThIO TJI00ATBHOM MpOrpamMMbl TpaHCHOPMAIMH OTCTAIOMIMX MECTHBIX
KOMITaHUH.



Master's thesis on the topic: ORGANIZATIONAL CULTURE
MANAGEMENT FRAMEWORK FOR COMPANIES WITH
REMOTE EMPLOYEES: 69 pages, including 13 tables, 30 figures,
43 references, 3 appendices.

Keywords: FRAMEWORK, ORGANIZATIONAL
CULTURE, REMOTE WORK, MANAGEMENT, LEVELS OF
ORGANIZATIONAL CULTURE, COMPANY, EFFICIENCY.

The aim of this master's thesis is to develop a framework for
managing  organizational culture for companies with remote
employees so that they work effectively.

Object: organizational culture of the organization with
employees working remotely.

Subject: organizational culture management.

The structure of the work: general description of the work,
introduction, three chapters, conclusion, bibliography, appendixes.

Goals: review the current theoretical aspects of organizational
culture, analyze the problems of companies with remote employees
in terms of organizational culture, introduce the concept of a
framework for managing organizational culture given remote work
trends, describe the framework for managing organizational culture
for companies with remote employees, analyze the consequences of
implementing the framework, evaluate the effectiveness of the
framework in terms of the stated problems.

Research methods: collection and analysis of secondary
information (panel research), collection and analysis of primary
information (focus group interviews, in depth interviews with
company employees, in-depth interviews with experts).

The relevance of the topic of the work is justified primarily by
the current pandemic and workplace trends, affecting the activities
of all companies in the world. In terms of scientific value, the work
gives a new understanding of the levels of organizational culture
from the point of view of a situation when cultural carriers do not
have a close contact. From the point of view of academic value, it can
be used as a starting point for further exploration of organizational
culture when groups are completely isolated or when there are
significant communication barriers within one company or group of
companies. In terms of practical value, this work offers a well
described organizational culture management framework ready for
use by companies with remote workers to improve efficiency. It can
also be part of a global transformation program for lagging local
companies.



Maricrapckas  nmpiceprampis Ha  T™My: CTPYKTYPA  VIIPABJIEHHA
APTAHIBALIBIMHAUM KVJBTYPAM JUISI KAMIIAHIM 3 AJUIAJIEHBIM
CPAVHIKAM: 69 craponak, y TbiM Jiky 13 Ta6umin, 30 Mamonkay, 43 crachuiki, 3
JanaTKi.

Mbraii ratail MaricTapckai JbIcepTalibli 3'sSyIsieliia pacrpanoyka acHOBBI s
KipaBaHHsSI ~ apraHi3allbliHail KyJbTypaid [JIi KaMIlaHii 3  BbIJAJICHBIMI
cymnpaloyHikami, Kad siHbI IpanaBaji 3peKThIyHa.

AOG'exT: apraHizaupliiHast KyJabTypa apraHizallbli 3 CynpaloyHikami, siKis Mpaiyoib
NIBICTAHIIBIMHA.

[IpaameT: KipaBaHHE apraHi3allbliiHail KyJIbTypai.

CrtpykTypa pabOThI: aryjibHas XapaKTapbhICThIKa paOOThI, YBOA3IHBI, TPHI TJIABHI,
3aKIIOUdHHE, 010iarpadis, gamarTki.

MbThI: pasriieq3elb CydyacHbIsl TIAPATHIYHbISA aCMIEKThl apraHizalbliiHalil KyJIbTYyphl,
npaaHaii3aBallb MpadiieMbl KaMIlaHii 3 aaJajeHbIMl CyNpaloyHIKami 3 MYHKTY
TJIeJKaHHS apraHizalblitHai KyJIbTypbl, YBECIl KaHIMIIBIF0 aCHOBBI JIJIs1 KipaBaHHS
aprafizaibliiHail KyJbTypail 3 yiikam TAHJDHIIBIA ajjajieHaidl mpaibl, amicaib
acHOBY JUIsl KipaBaHHS apraHi3albliiHail KyJbTypail JJIs KaMIlaHiil 3 BbIIaJE€HBIX
CyNpaloyHikay, aHaji3aBallb HACTYNCTBbl YKapaHeHHs (peiMBOpKa, alPHbBallb
3¢ eKThIyHACHb (DPENMBOpPKA 3 IYHKTY TJICJIKAHHS 3asyJIEHBIX MTpadieM.

Mertanbl nacienaBaHHs: 300p 1 aHami3 JApyracHail iHdapmanbll (TaHAIbHAE
JacienaBaHHe), 300p 1 aHali3 nepiracHail iHdapmaribii (1IHTIpB'10 ¥ Pokyc-rpynax,
TJIBIOOKIST THTAPB'TO 3 CyIparioyHIKami KaMIiaHii, ribI00Kis IHTIPB'IO 3 IKCIIepTami).
AKTyasnpHaclpb TAMbI HIpanbl a0TPyHTOYBaellla § MEpIIy0 Yapry Cy4dacHbIMI
TOHPHIIBIAMI TTAHAMI1 1 PALOYHBIX Meclay, sKisl YIUIBIBAIOIh Ha JI3eHACIh YCiX
KaMIlaH1{ y cBele. 3 MyHKTY IJIe/I)KaHHs HaByKOBal KallITOYHACI Mpala j1ae HoBae
pasyMeHHE Y3pOYHsY apraHizalbliiHaidl KyJIbTYypbl 3 MyHKTY TJIEIKaHHS CITyallbli,
KaJi HOCBOITHI KyJbTYpbl HE MAroOIb IleCHara KaHTakTy. 3 MYHKTY TJeIKaHHS
aKaJdMIYHall KalTOYHACII, Sr0 MOKHA BBIKapbICTOYBAllb y SKacCLl aJarnpayHON
KPOTIKi JTsI AasiefIiara BIBYUSHHS apraHi3albliiHail KyJaIbTYyphl, KaJi TPYIIbI aJKaM
13ansBaHbIs 200 Kaii ICHYIOIb 3HAYHBISI KaMyHIKAIBIMHBIS Oap'epbl YHYTPBI aaHON
KaMIiaHii abo rpymnsl KammaHii. 3 MyHKTY TJIepPKaHHS MPaKThIYHAN KallTOYHACII],
raTas mpana mpamanye Ao0pa amicaHylo CTPYKTYpY KipaBaHHs apraHizallblifHaii
KyJIbTypaid, TaTOBYIO JJIsi BBIKAPHICTAHHS KaMIaHisMi 3 BbIIAJICHbIMI paboTHIKaMi
JUTSl TIaBBIIDHHSA 3(eKThIiyHacii. ['9Ta Takcama Moxa ObIlb YacTKail riadanbHai
nparpambl TpaHcpapMmalibli 1J1s aJICTAI0UbIX MSCIIOBBIX KaMITaHii.



