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Introduction. In contrast to the national economy of Ukraine, which has the objective of becoming part
of the European Union, the energy industry can be considered an integral part of it as of March 16, 2022.
Atthe outset of the full-scale invasion of Russia on Ukrainian territory, the national energy system was promptly
integrated with the European network of electricity transmission system operators, ENTSO-E. The integration
of domestic energy companies into the European market necessitated the establishment of a more transparent
national energy market and the implementation of compliance management at all levels of management.

It can be seen that the main advantages of a compliance-oriented approach in Ukrainian energy companies,
in particular, Poltavaoblenergo JSC , in the context of strategic change management are as follows:

Ensuring transparency and business continuity, as compliance management helps to identify and effectively
minimise risks that increase significantly in wartime;

— improving trust and reputation among partners and the public, as adherence to high ethical standards,
norms and legal requirements will help to increase the level of trust among customers, investors, partners and
other stakeholders;

— protection from legal and financial sanctions, as a compliance-oriented approach helps to introduce
transparent business, which is especially important in wartime, when regulatory requirements can change quite
quickly;

— improving the efficiency of management, as the implementation of the compliance policy helps to
improve and optimise business processes and procedures, which increases overall efficiency;

— maintaining a transparent and responsible corporate culture that facilitates strategic changes, reduces
resistance to change among employees, and maintains their unity and high level of motivation;

— ensuring security and data protection, as this approach includes measures to protect personal data and
information security, which is critical and strategically important in wartime;

— support and adherence to international standards and best practices in energy compliance management,
which will help energy companies remain competitive in the EU market and attract international partners.

In light of the aforementioned advantages, it can be posited that the implementation of a compliance-
oriented approach to the management of an energy company, particularly during the enhancement of corporate
culture, may serve as a pivotal measure to guarantee the resilience and growth of energy companies in Ukraine,
both during wartime and in the post-war era.

Analysis of recent research and publications. In the context of contemporary Ukrainian energy companies,
a compliance-oriented approach to management is a pertinent consideration, given the historical circumstances
ofits emergence. Consequently, during the 1960s and 1970s, the fundamental tenets of compliance management
were established in the USA as a primary instrument for combating corruption at all levels of organisational
governance. As part of this approach, the US Foreign Corrupt Practices Act/FCPA was adopted at the national
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level. This legislation introduced strict rules for controlling the activities of companies, including increased
requirements for accounting and financial reporting, as well as regulating relations between public officials
and the state. As for Ukraine, compliance management entered its business environment only in the 2000s, and
only in 2011 the Law of Ukraine "On the Principles of Preventing and Combating Corruption" was adopted,
which was renamed the Law of Ukraine "On Prevention of Corruption" in 2025 [1], which defined the main
strategic goal in implementing it in business — ensuring transparency and overcoming corruption risks at all
levels of management.

For the first time, the concept of "compliance" was defined at the legislative level in Ukraine, initially
only for banks as a component of monitoring their activities [2]. At the same time, the Compliance Institute
in Ukraine is at the stage of implementation and is in demand not only among financial institutions, but
especially among corporations and large companies with foreign capital, especially energy companies [5].
For such legal entities, the application of global compliance experience in the formation of corporate culture
and in management is a guarantee of successful business. This is achieved by minimising the number of risks
that can harm the financial condition of the company, its business reputation and the implementation of the
development strategy. The implementation of compliance provides businesses with enhanced opportunities
and mechanisms for identifying potential risks that could negatively impact their activities and impede the
implementation of necessary changes, particularly those pertaining to strategic decision-making. It is therefore
evident that a compliance-oriented approach can facilitate the creation of a stable and transparent energy
market in Ukraine, which is of paramount importance for the integration of the national economy into the
European Union.

To date, the topic of a compliance-oriented approach to the management of domestic companies is
quite widespread among Ukrainian researchers: V. Plaksienko [3], O. Mykhaylenko, H. Ryshtun [4],
K. Bereziuk [5], I. Paltsun [7] , Ovsienko O. [8], Braun F., Kos D., Vinnikov O., Okunev O. [9] and others.

In turn, it is worth noting domestic scientists who deal with this issue: Aloni G. [11], Bogutska N. [12],
Halchak Kh. [13], Hryshchuk V. [14], Komarova K. [15], Korneva 1. [16], Melnyk S. [17], Mishchuk 1. [18],
Topishko 1. [19], Fursa M. [20] and others.

Objectives of the article. The aim of the study is to generalise the theoretical foundations and develop
practical recommendations for implementing a compliance-oriented approach to improving corporate culture
in the context of managing strategic changes at Poltavaoblenergo JSC.

The main material of the study. The corporate culture of an organisation, which is a complex phenomenon,
exerts a significant influence on the functioning of the organisation itself and its development. This is particularly
pertinent in the context of the introduction of strategic changes and the establishment of a change management
system. The difficulty in establishing a corporate culture that facilitates the achievement of these objectives
lies in the fact that, in order to maximize profitability, management must recognize the importance of aligning
the corporate culture with the desired direction. This culture is the intangible foundation upon which the
organisation's development, strategic development and continuous improvement, and, when necessary, the
introduction of strategic changes, are based.

Inaddition, the formation of'this type of corporate culture for energy companies, in particular Poltavaoblenergo
JSC, which has both individual behaviour and common values, is possible only as a result of the consistent
formation of a holistic system of views, beliefs and norms of such professional behaviour, which includes a
personal internal culture of orientation of the company's management and all personnel to the introduction
and implementation of strategic changes in the context of creating an appropriate change management system.
Thus, improvement of the existing corporate culture of Poltavaoblenergo JSC in the context of its contribution
to the fulfilment of these tasks should start with each employee, and this culture should be humanistic and
responsible in its principles.

This paper presents the author's definition of corporate culture, which serves as the foundation for the
proposed approach to its enhancement. Corporate culture can be conceptualised as a fundamental aspect of
an organisation's internal environment. It facilitates optimal internal integration and external adaptation, and
it represents an integral feature of the organisation's developmental stage. It is constituted by the adherence
to the principles and constitutes the outcome of the interpersonal interaction of the organisation's members in
the process of its evolutionary development and purposeful influence of the management. It encompasses both
implicit (beliefs, values, principles, socio-psychological climate) and explicit (documentary and regulatory
support for management, symbols, traditions, image, brand) components. As for the main stages of the process
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of improving the corporate culture of Poltavaoblenergo JSC in accordance with the compliance-oriented
approach proposed by the author, they are as follows.

The first stage of improving the corporate culture of Poltavaoblenergo JSC should be a qualitative and
quantitative assessment of the existing and desired corporate culture. For the qualitative and quantitative
assessment of the corporate culture of Poltavaoblenergo JSC, the following hypothesis will be used: the
corporate culture of a company is a complex phenomenon that has a corresponding structure and cannot be
fully attributed to only one type of corporate culture.

Following an in-depth examination of a range of literary sources, the author proceeded to delineate
a multidimensional typology of corporate cultures, with a particular emphasis on the role of distinct
characteristics. However, in this proposed approach, the typology of corporate culture, developed by two
American researchers, Kim Cameron and Robert Quinn, is the focus. This typology is based on a competing
system of values, which allows for the distinction of four types of culture. As outlined in the study conducted
by K. S. Cameron and R. E. Quinn, as detailed in their publication, "Diagnosing and Changing Organizational
Culture", the emergence of contrasting values gives rise to dualities such as flexibility and stability, as well
as an internal and external orientation. These dualities were identified as the most pivotal in determining the
success of an organisation. The polarities form a quadrant with four types of culture: clan (or paternalistic);
adhocratic (or venture); hierarchical (or bureaucratic); market (or entrepreneurial) [10]. The expert method
was used to quantify and qualitatively assess the structure of the existing and desired corporate culture of
Poltavaenergo JSC. The evaluation of the components of the corporate culture of Poltavaenergo JSC was
carried out on the basis of the developed questionnaire and evaluation tables, which provide for filling in the
scores for six points. Each item has four alternatives (A, B, C, and D), among which 100 points are distributed.

In general, the current corporate culture of Poltavaoblenergo JSC is characterised by a pronounced
dominance of a hierarchical culture with clearly formalised and structured workplaces. Employees are managed
through formalised procedures. Managers and supervisors are rational coordinators and organisers who are
critical to maintaining the smooth running of the business and continuity of work with suppliers. In addition
to the hierarchical type, the corporate culture of Poltavaoblenergo JSC is characterised by an average level of
expression of the clan and market types of culture. The adhocratic type of corporate culture is the weakest,
which corresponds to the company's orientation towards introduction and implementation of strategic changes,
as well as overcoming resistance to these changes.

Thus, the corporate culture of Poltavaoblenergo JSC is heterogeneous and unbalanced, since all four types
of corporate culture have different strengths. At the same time, the corporate culture of Poltavaoblenergo JSC
needs to be compatible with the requirements of the external environment in which it operates.

Subsequently, a comparison was conducted between the prevailing and desired corporate cultures of
Poltavaoblenergo JSC (Table 1).

Table 1
Comparative analysis of current and desired corporate culture profiles of Poltavaoblenergo JSC
Profile of the current corporate culture Profile of the desired corporate culture
of Poltavaoblenergo JSC of Poltavaoblenergo JSC
1 2
1. The dominant type of corporate culture and its features
Market type of corporate culture:
Hierarchical type of corporate culture: - The company is result-oriented, and the main concern
- A formalised and structured workplace, with the work should be the fulfilment of the task;
of hired staff managed by formalised procedures; - the company's executives and managers are strong
- managers and leaders are rational coordinators managers and fierce competitors, unwavering and
and organisers; demanding;
- the company is united by formal rules and official policies; | - the company is united by a focus on the desire to win;
- success is defined in terms of reliable deliveries, clear - success is defined in terms of market penetration
schedules and low costs; and market share gains, important competitive pricing
- managing employees is about providing job security and market leadership;
and long-term predictability; - employees should be motivated and compete with each
- the company's long-term plans are to ensure stability other;
and uninterrupted profitable operations. - the focus of a long-term strategy should be
on competitive actions and solving tasks.
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1 | 2

2. The strength of corporate culture types in the profile
1. Hierarchical type — 50 points; 1. Market type — 41 points;
2. Clan type — 22 points; 2. Clan type — 22 points;
3. Market type — 20 points; 3. Hierarchical type — 22 points;
4. Adhocratic type - 8 points. 4. Adhocratic type - 15 points

3. Homogeneity of corporate culture

Today's corporate culture is somewhat heterogeneous The desired corporate culture is characterised by
and unbalanced, as all four types of corporate culture have |homogeneity and balance, as attention is focused
different strengths. on each of the four types of culture.

4. Consistency of corporate culture

Corporate culture is coherent because strategy, leadership style, reward systems, success criteria, dominant company
characteristics and approaches to human resources management tend to emphasise the same set of cultural values.

5. Performance criteria that are focused on according to the dominant type of corporate culture
- Internal control and integration;
- control and stability;
- profitability;
- timeliness;
- smooth operation.

- External positioning and differentiation;
- control and stability;

- market share;

- achievement of goals.

6. Competing values of total quality management (TQM)

- Measure consumer preferences;

- increase productivity;

- to carry out a creative partnership;
- increase competitiveness;

- attract consumers and suppliers.
Source: compiled by the author

- Detect and measure errors;

- control processes;

- systematically solve problems;
- apply quality tools.

The analysis of the corporate culture profiles of Poltavaoblenergo JSC revealed a certain discrepancy
between the profiles of the current and desired culture, which in turn gives a clear idea of what issues should
be focused on.

Therefore, the next stage of improvement is to identify the necessary areas for improving the corporate
culture of Poltavaoblenergo JSC, which would facilitate the implementation of strategic changes (Table 2).

The next stage is the development of specific measures to improve the corporate culture of Poltavaoblenergo
JSC, which, in author's opinion, will direct it to the introduction and implementation of strategic changes
and should be based on three classical principles of compliance: regulatory documents (codes of conduct,
policies, procedures, etc.); training and communication work aimed at shaping the corporate culture; control
and audit of the implementation of strategic changes. Therefore, in accordance with the above list of necessary
areas for improving the corporate culture, a list of alternative measures to improve the corporate culture of
Poltavaoblenergo JSC was formed to facilitate the development and implementation of strategic changes.
In total, 10 alternative measures were formed, which primarily reflect the management culture, production and
sales culture, personnel development culture, and information policy.

In the subsequent phase, the mean value of the expert evaluations for each alternative was determined, as
illustrated in Table 3.

It was thus determined that alternatives 3, 1 and 10 were the most suitable among the priority alternatives.
The priority measures were subdivided into two categories: those pertaining to the management of personnel
in the context of organisational change and those aimed at ensuring compliance in order to safeguard the
enterprise from established risks.

Conclusions. The formation of this type of corporate culture for energy companies, in particular
Poltavaoblenergo JSC, which is characterised by both individual behaviour and common values, is possible
only as a result of the consistent formation of a holistic system of views, beliefs and norms of such professional
behaviour, which includes both the personal internal culture of orientation of the management and all company
personnel to the introduction and implementation of strategic changes in the context of creating an appropriate
change management system. Thus, improvement of the existing corporate culture of Poltavaoblenergo JSC in
the context of its contribution to the fulfilment of these tasks should start with each employee, and this culture
should be humanistic and responsible in its principles.
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Table 2

Proposed directions for improving the corporate culture of Poltavaoblenergo JSC

Clan culture

Adhocratic culture

m Increase;
— decrease;
—remain at the current level.

m Increase;
— decrease;
—remain at the current level.

Envisages the following:

- Creation of a better moral climate;

- preservation of the values of the collective spirit

- demonstration of management's concern for employees
- more tangible recognition of employees' merits;

- development of the personality of each employee;

- the need for management to meet with employees;

- encouraging teamwork, participation, involvement
and personal initiative of employees;

- creation of a high level of trust;

- encouraging self-management;

- more communication at parallel levels of management.

Envisages the following:

- Return of dynamism;

- creation of conditions in which it is safe to take risks;
- encouraging creative alternatives

- building flexibility and adaptability

- testing new ideas;

- transition of the enterprise to the rank of innovator;

- directing the team towards a dynamic, new, innovative
direction of work;

- encouraging innovation, creativity and innovation
among employees;

- tolerance of mistakes made for the first time;

- listening more attentively to customers and studying
their needs.

Hierarchical culture

Market culture

m Increase;
- decrease;
- remain at the current level.

m Increase;
- decrease;
- remain at the current level.

Envisages the following:

- Improvement of the organisational structure to reduce its
"excessive bureaucratisation";

- elimination of unnecessary formal rules and procedures,
their qualitative and quantitative change;

- improving the existing regulatory framework on corporate
culture by reviewing and amending the Code of Corporate
Culture, Code of Business Conduct for Employees,

Code of Relations with Customers and Business Partners;
- elimination of unnecessary reporting;

- reduction in the number of inspections and bureaucratic
red tape;

- elimination of bureaucratic paperwork;

- weakening of micromanagement;

- elimination of unnecessary restrictions;

- more decentralised decisions.

Envisages the following:

- Management's focus on achieving results and fulfilling
objectives;

- focus on competitive pricing and market leadership;
- adjustments to the external focus and differentiation
combined with the required level of stability

and control;

- adjustment of the focus of the long-term strategy
on competitive actions, solving tasks and achieving
measurable goals;

- maintaining the desire to win;

- focus on key objectives;

- development of a system of effective employee
motivation;

- encouraging employees' commitment.

Source: compiled by the author

Table 3

Alternative measures for the formation of a corporate culture that will facilitate the implementation
and realisation of strategic changes at Poltavaoblenergo JSC

Results of calculations
Alternative by criteria, Poin?s.
Importance . Simplicity .
of implementation
1 2 3

Improving the work of the company's Training Centre to create a system of
staff training to prepare them for work in the new environment and in the 2,75 2,375
context of strategic changes.
Updating information on the corporate website. 2,125 2,125
Improvement of the company's overall management system with the formation
of a change management system and a team of change leaders - like-minded 2,85 2,5
people who support the intention to implement strategic changes.
Conducting explanatory work on certain strategic changes in the company - 2375 1.625
organising seminars and meetings. ’ ’
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Involve opponents of change in the planning of the strategic change process. 1,625 2,75
Analysis and classification of the causes and types of resistance. 2,25 2,875
Developing measures to overcome various types of resistance to strategic 2,25 2,625
change.
Determining the philosophy and developing the company's Strategic Change

. 1,375 2,75
Policy.
Developing a programme to adapt staff to strategic changes. 2,35 1,75

Implementation of compliance principles for the implementation of strategic
changes through the introduction of internal control, which monitors
compliance with the requirements of legislation, regulations, rules and 2,65 1,5
standards of supervisory authorities, industry associations, codes of conduct
and risk management.

Source: compiled by the author
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Oleksandr Pavliy, Postgraduate student, Poltava University of Economics and Trade. Compliance-
oriented approach to corporate culture improvement in the context of strategic change management at
Poltavaoblenergo JSC.

The article considers the advantages of implementing a compliance-oriented approach to improving the corporate
culture of JSC ‘Poltavaoblenergo’ in the context of managing strategic changes of the company. The results of the
expert quantitative and qualitative assessment of the corporate culture of JSC ‘Poltavaoblenergo’ are presented.
It has been established that the current corporate culture of JSC ‘Poltavaoblenergo’ is characterised by a pronounced
dominance of the hierarchical type of culture with clearly formalised and structured workplaces. The work of
hired personnel is managed by means of formalised procedures. The article compares the features of the dominant
types of corporate culture in the current and desired profiles of the company's culture. Alternative measures for
the formation of corporate culture, which will facilitate the implementation and realisation of strategic changes of
JSC ‘Poltavaoblenergo’, are proposed. It is concluded that the improvement of the existing corporate culture of
JSC ‘Poltavaoblenergo’ in the context of its contribution to the implementation of these tasks should begin with each
employee, and this culture should be humanistic and responsible in its principles.Keywords: changes, compliance
management, strategic changes, corporate culture, strategic change management, compliance-oriented approach to
management.
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Magaiii Onekcanap BsiuectaBoBuy, acmipant, [lontaBcbkuii yHiBepcuTeT eKOHOMIKH 1 Toprisii. Kommiaene-
Opi€eHTOBaHMIi MiIXi/X 10 YI0CKOHAJIEHHS] KOPIOPATHBHOI KYJIbTYPH B KOHTEKCTi YIIPABJIiHHS CTpaTeriaHAMA
3minamu AT «IlosraBao0neneproy».

VY crarri po3mISHYTO MepeBard BIPOBAKEHHS KOMIUIAE€HC-OPIEHTOBAHOTO MiAXOAY [0 BIOCKOHAJIEHHS
kopriopatuBHOi KynsTypu AT «llonraBaoOneHepro» B KOHTEKCTI YNpaBIiHHS CTpAaTETiYHUMHU 3MiHAMH KOMIIaHii.
3anponoHOBaHO PO3POOICHUI Y CTATTI KOMIUIAEHC-OPIEHTOBAHUH MiJX1[], SKMH HA OCHOBI NIPUHLMIIIB KOMIUIAEHCY
ZI03BOJIMB CHOPMYITIOBATH KOHKPETHI 3aBAaHHSI, HATIPSAMH Ta 3aX0/H 100 BIOCKOHAJICHHS iCHYI0Y01 KOPIIOpaTHBHOT
kynsTypu AT «[lonTaBaobieHepro» 3 METOIO CIpSMYBaHHS il Ha BIPOBA/KCHHS Ta peaizalito CTpaTerquHx 3MiH.
3arpoOroHOBAHO BH3HAYCHHS KOPIIOPATHBHOI KYJIETYDH, AKE Oyze MoKIaiecHo B OCHOBY PO3pOOIICHOTO HAMU MiAXOY
70 11 BIOCKOHAJICHHS - 1ie 0a30BUil eJIeMEHT BHyTleJHLOFO cepesIoBHIIa oprasizamii, sKui 3a6e3neqye ONTHUMAJIbHY
BHYTPILIHIO iHTETPALiIO Ta 30BHILIHIO aaNTalilo 1 BUCTYIIA€ IHTEIPAIBHOIO XapaKTEPUCTHKOIO PiBHA ii PO3BUTKY;
(opMyeTbCS HAa OCHOBI HOTPUMAHHS MPUHIMIIB 1 € PE3yJabTaTOM MIXKOCOOMCTICHOT B3a€MOZI{ WiIeHIB opraHizawii
B Mpolieci i eBONONIHHOr0 PO3BUTKY Ta LIIECHPIMOBAHOIO BIUIMBY KepiBHHLTBA. Y MyOmikamii MpeacTaBiIeHO
pe3yNbTaTh KUTbKicHOI Ta sKicHOT oLiHKK KopropaTuBHOi KynbTypH AT «IlontaBaobienepro, 30iiCHEHOT eKCIIEPTHIM
MeTtooM. AHaii3 npo¢inis koprnopatuBHoi KyabsTypu AT «IlonraBaoOneHepro» BHSBHB IEBHY PO30DKHICTH MikK
npoQUIsIME TOTOYHOI Ta OaKaHOi KyJIBTYpH, 110, B CBOIO YEPTY, A€ YiTKE YSABICHHS PO Te, Ha IKUX MUTAHHSIX CIIiJ
30CEpEIUTH yBary. BeTaHOBIIEHO, 1110 TOTOYHA KOPIOpaTHBHA Ky/1bTypa AT «[lonTaBaobieHepro» XxapakTepu3y€eThCs
SICKPABO BUPAKCHHM JOMiHYBaHHSM 1€papXidHOTO TUITY KYJABTYPH 3 4iTKO (JOpMaIi30BaHUMH Ta CTPYKTYPOBAaHUMHU
POOOUMMH MiCISIMHL. yl'[paBJ'[lHHi[ poboToto HaiiMaHoro nepcoHaiy 3MIHCHIOETBCA 32 IOIOMOT0I0 (popMai3oBaHUX
npouenyp. [IpoBeaeHo mopiBHIHHS 0COOIMBOCTEH JOMIHYIOUMX THIIIB KOPHOPATHBHOI KYJIBTYPH B MOTOYHOMY Ta
OaxaHOMy IPOQIIAX KyJABTYpHU KOMITaHii. 3arpooHOBaHO ajbTePHATUBHI 3aX0IH 1010 GOPMYBaHHS KOPIIOPaTHBHOT
KYIBTYpH, SIKi CHOPUATUMYTh BIPOBA/LKEHHIO Ta peanizauii crpareriunux 3Mmin Ha AT «llonraBaoOneneproy.
3po0ieHO BICHOBOK, 1110 BAOCKOHAJICHHS 1CHYI0401 KopriopaTuBHOi KynbTypH AT «IlontaBaoOnenepro» B KOHTEKCTI
ii BHECKy B peaiizallilo 3a3Ha4CHUX 3aBAaHb MA€ MMOYMHATHCS 3 KOKHOTO TpaliBHHKA, 1 I KyJIbTypa Mae OyTu
T'YMaHICTHYHOIO Ta BiIOBIAAIBHOIO 32 CBOIMHU MPUHIUIIAMH.

Kuo4oBi ciioBa: 3MiHH, KOMIUIa€HC-MEHEIKMEHT, CTpATeriyHi 3MiHHM, KOPHOpPATHBHA KYJIBTYpa, YIpPaBliHHSI
CTpaTeriyHUMH 3MiHaMH, KOTUIA€HC-OPIEHTOBAHNH MiAXi/ A0 YIPaBIiHHS.
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