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Abstract

Taghikilanidamavandi Liyousa. Transformation of Corporate Culture
Management: Inclusion, Integration, and Adaptation. — Qualifying scientific work
presented as a manuscript. Dissertation for the degree of Doctor of Philosophy (PhD)

in Management, specialty 073 — Management, 07 Management and Administration

“KROK” University, Kyiv, 2026. The dissertation provides a comprehensive
theoretical, methodological, and practical justification for transforming corporate
culture management in the face of socio-economic instability, dynamic
organizational changes, hybrid employment, and post-war reconstruction in
Ukraine. The relevance of the research is justified by the increasing need for
organizational sustainability and competitiveness in an uncertain environment,
where workforce displacement, social fragmentation, and reintegration of veterans
and vulnerable groups pose significant challenges for business and management
practice in Ukraine. Traditional approaches to corporate culture, developed in
relatively stable economic conditions, do not provide sufficient tools for corporate
culture management in protracted crisis conditions. Therefore, there is an objective
need to create an integrated system of corporate culture management, combining
ethical values with managerial tools. Grounded in the idea of corporate culture as a
value and behavioral system, as well as an instrument of strategic management, the
dissertation claims that corporate culture influences decision-making, leadership,
social climate, and organizational sustainability in an wuncertain business
environment. Inclusion, integration, and adaptation are presented as three
interconnected concepts of modern corporate culture, which play a vital role in
determining organizational capacity for innovation, retaining the workforce, and

sustainable development in an uncertain business environment.

Chapter 1, Concept, Structure, Functions, and Modern Features of Corporate
Culture, presents an overview of the evolution of scientific approaches to managing
corporate culture. The works of both Ukrainian and international authors, such as

Grishnova, Doronina, Mihus, Petrova, Bielova, Zakharchin and Schein, Denison,
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Hofstede, and Cameron & Quinn, are systematized and analyzed. The analysis
shows that the classical models can explain the depth of cultural phenomena and
their relationship with organizational performance but are still descriptive and not
focused enough on the context of crises, hybrid work, and structured social
inclusion. The chapter presents the arguments for an integrative approach, which
links cultural diagnostics with implementation cycles and provides tools for

quantitative assessment.

Chapter 2, Analysis of corporate culture management transformation in
Ukrainian companies, presents the empirical foundation of the work. The author
conducted a sociological survey among twenty-eight organizational units (cases)
with independent managerial authority in the energy, industrial, and educational
sectors. The analysis, which is based on the methods of comparison, correlation, and
structural analysis, reveals the relationship between inclusive leadership,
psychological safety, training intensity, and organizational stability. In order to make
the qualitative characteristics of the cultural climate observable, the author
developed original diagnostic tools and formulas, which are called: CEI — Corporate
Environment Index, RII — Resilience Integration Index, SEI — Social Environment

Index, TEI — Training Effectiveness Index.

Chapter 3 strategies for transformation of corporate culture management
introduces the author’s model: CIIRS — Cultural Integration and Inclusive Resilience
System. The author explains how the elements of diagnosis, alignment,
development, and evaluation are combined in a single cycle. The author also
describes the practical mechanisms used in the approach: inclusion-based training
programs, mentoring programs for veterans, leadership training programs,
motivational instruments, and feedback. The author also explains how the approach
was implemented in Ukrainian firms and how it was successful in improving social
cohesion by 28%, adaptability by 24%, and employee engagement by 30%. Firms
that implemented a systematic approach to inclusion and learning saw a 35-40%

higher retention rate and a 25-30% higher motivation rate compared to firms that
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had a more fragmented approach. The dissertation also offers scientific novelty with
the creation of the CIIRS model, where corporate culture is defined as a measurable
management system with ethical governance, social climate, and motivational
infrastructure included in a single transformation cycle. From a methodological
perspective, it is considered conceptually innovative in proposing the adaptive
inclusivity approach, which conceives inclusion as a moral and economic imperative
for organizational competitiveness. It is also considered innovatory in developing a
new set of diagnostic indices (CEI, RII, SEI, TEI) and proposing corresponding
formulas for quantitatively evaluating corporate culture transformation processes.
Lastly, it is considered innovatory in substantiating the strategic importance of
veteran integration as a structural element of corporate culture management in post-
crisis contexts.
Furthermore, this research demonstrates that veteran integration isn't just an add-on;
it i1s a strategic pillar of corporate culture management, especially when
organizations are rebuilding after a crisis. Practical value is presented in the form of
managerial tools verified in practice. The results were verified in practice at the
Beiken Energy Company and two more enterprises, where the recommendations
were positively rated by managers. The results were implemented in the curriculum
of the “KROK” University in the course of Corporate Culture Management and
Inclusive Leadership. A particular emphasis is placed on veteran integration as a test
case for inclusive transformation. Enterprises that implemented mentoring and
training for veterans showed much higher rates of adaptation and retention (35-40%)
than enterprises that did not implement any support systems, proving that inclusion

plays an essential role as a driver for resilience and innovation.

The results of the dissertation were reported at international and national
scientific conferences held in Austin (USA), Estonia, and Kyiv. The author has
disseminated 16 scholarly works, including seven articles published in peer-

reviewed journals (three of them sole-authored) and ten conference proceedings. The
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dissertation has an introduction, three chapters, conclusions, references, and

appendices.

The total number of pages is 243, including 24 tables, 34 figures, 8 formulas,
and 162 sources. The dissertation has a logical sequence from theoretical
foundations to validation and implementation, demonstrating that the transformation
of corporate culture management through inclusion, integration, and adaptation
forms the basis for the development of resilient, socially responsible, and

competitive organizations in post-crisis Ukraine.

Keywords: Corporate Culture Management, training and development,
motivation, Veteran Integration, Leadership Development, Strategies of inclusion

and adaptation, Human capital



AHOTAIIA

TarikinanigmamaBanmi Jliroca. Tpancdopmartis yrnpaBiaiHHS KOPIOPATHBHOIO
KyJIBTYPOIO: 1HKJII0314, 1HTerpallis Ta aganraris. — KpamidikariiiHa HayKoBa mparis
Ha IpaBax pykonucy. /[uceprairist Ha 3100yTTs cTyneHs qokTopa (inocodii (PhD) 3
MEHEDKMEHTY, cremianbHicTh 073 — Menemxkment, 07 VYnopaBmiHHS Ta

aZMiHICTpyBaHHs. YHiBepcuTeT ekoHoMikHU Ta mpaBa « KPOK», Kuis, 2026.

Hucepraiiiss 3abe3nedye KOMIUIEKCHE TEOPETUYHE, METOAOJOTIYHE Ta
IpaKkTUYHE  OOIPYHTYBaHHS  TpaHcopMmalli  yHOpaBIIHHS  KOPIOPATHBHOIO
KyJbTYpOI0O B YMOBaX COIaJIbHO-EKOHOMIYHOT HECTaOUIbHOCTI, JAMHAMIYHHX
OpraHizaniifHuX 3MiH, FIOPUIHOT 3aMHATOCTI Ta MICISIBOEHHOI BiI0OYI0BU B YKpaiHI.
AKTYaJIbHICTh JOCHIPKEHHSI 3yMOBJIEHAa 3pPOCTal0u0I0 MOTPeOor0 y 3a0e3MeyeHH1
OpraHizamiifHoi CTINKOCTI Ta KOHKYPEHTOCIPOMOXKHOCTI B YMOBaX HEBU3HAYEHOTO
cepelioBUIlla, i€ NEpeMIIIeHHs poOo4yoi CuiM, colllajibHa (parMeHralis Ta
peiHTerparis BETepaHiB 1 Bpa3jIuBUX I'PyI CTBOPIOIOTH CYTTEBI BUKIUKHU JIJIsl O13HECY
Ta YIpaBIIHCHKOI MPAKTUKKA B YKpaiHi. TpaauiiiHi MiAX0au JO0 KOPHOPATUBHOT
KyJbTYpH, C()OPMOBaHI B yMOBAaX BIJIHOCHO CTa0lIbHOI €KOHOMIKH, HE HAJalOTh
JIOCTATHIX IHCTPYMEHTIB JJI1 YIPABIIHHSI KOPHIOPATUBHOIO KYJIBTYpPOIO B YMOBaX
3aTSHKHOT KpU3W. Y 3B’SI3Ky 3 LIMM BHHHUKA€ 00’ €KTMBHAa NOTpeda y CTBOPEHHI
IHTETpOBaHOT CUCTEMH YIPABIiHHS KOPIMOPATHBHOIO KYJIBTYPOIO, IO TOEIHYE

€TUYHI IIIHHOCTI 3 YNPaBIiHCHbKUMHU THCTPYMEHTAMH.

bazyrounch Ha pO3yMiHHI KOPHOPAaTHUBHOI KyJAbTYpPH SIK  I[IHHICHO-
MOBEAIHKOBOI CUCTEMHU Ta BOJHOYAC IHCTPYMEHTY CTPATEriuHOrO MEHEIKMEHTY, Y
JUcepTanli CTBEPIXKY€EThCS, IIO0 KOPIOpAaTHBHA KyJAbTypa BIUIMBAaE€ Ha MpPOLIECH
OPUMHATTSA PillIeHb, JIiIEPCTBO, COLIATBHUI KJIIMAT Ta opraHizaliiHy CTIMKICTb Y
HEBU3HAYEHOMY Oli3HEC-CepelloBMINI. [HKIIO31s, 1HTerpamis Ta ajanTarlis
OpPECTaBICHI SIK TPU B3a€EMOIOB’S3aHI KOHIIENTH Cy4acHOI KOPHOPaTUBHOI

KYJIBTYpH, 110 BIJIrPalOTh KJIIOUOBY POJIb Y BU3HAUYEHHI 31aTHOCTI OpraHizaiii 10



1HHOBAIIM, YTPUMAaHHS MEPCOHANy Ta 3a0e3MEUeHHsI CTaJOoro PO3BUTKY B YMOBAax

HEBH3HAUYCHOCTI.

Y posmimi 1 «IloHsTTs, cTpykTypa, (yHKIT Ta cy4acHi OCOOJHMBOCTI
KOPIOPATUBHOI KyJABTYpW» TONAHO OIS €BOJIOLII HAyKOBHX MIAXOAIB [0
YIOPABIIHHS KOPIOPATUBHOIO KYIbTyporo. CHCTEMAaTH30BaHO Ta IMPOAHAII30BAHO
mpari SK yKpaiHChKMX, TaK 1 MIKHApOJHHUX aBTOpIB, 30KpemMa [pHIIHOBOI,
Hopowninoi, Miryca, IlerpoBoi, benoroi, a Takox Illeiina, [lenicona, Xodcrene,
Kemepona ta KBiHHa. AHami3 3acBifuye, M0 KJIACHYHI MOJEI 37aTHI MOSICHUTH
MOMHHI KYJbTYpHI ()EHOMEHM Ta iX 3B’SI30K 13 PE3YJbTATUBHICTIO OpraHizaiili,
OJTHAK 3aJIUIIAIOTHCS TEPEBAKHO OMUCOBHMHU 1 HEAOCTAaTHHO OPIEHTOBAHMMH Ha
KOHTEKCT KpH3, TIOpUAHOI 3aifHATOCTI Ta CTPYKTYPOBAHOI COLIABbHOT 1HKIIIO311. Y
po3aUIl OOTPYHTOBAHO HEOOXIJTHICTh IHTETPATUBHOIO MIAXOMY, SKHH IOEIHYE
KyJAbTYpHY JIarHOCTHKY 3 LHMKJIAMH BIPOBA/DKCHHS Ta HAJA€ 1HCTPYMEHTHU

KUTBKICHOT OI[IHKH.

Po3nin 2 «AHani3 ynpaBiiHHS KOPHOPAaTUBHOK KYJIbTYPOIO B JTWHAMIYHUX
KOMITAHISIX» MICTUTh EMIIPUYHY OCHOBY JOCHIIKEHHS. ABTOPOM IPOBEIECHO
COIIOJIOTIYHE ONMMUTYBAaHHA Y 28 Oprafi3aliifHuX OJUHUIIb (KEHCIB) 3 HE3AIC)KHUMHU
YIPABITIHCHKUMH TTOBHOBKCHHSIMU €HEPTETHYHOTO, ITPOMHUCIIOBOTO Ta OCBITHHOTO
CEeKTOpiB. AHa3, BHUKOHAHMM 13 3aCTOCYBaHHSIM METOAIB TOPIBHIHHS,
KOPEJSIIAHOTO Ta CTPYKTYPHOTO aHaI13y, BUSIBUB B3a€EMO3B’ I3KM MK IHKTIO3UBHUM
JJEPCTBOM,  TCUXOJIOTIYHOIO  O€3MeKor0, 1HTEHCHUBHICTIO  HaBYaHHS  Ta
OpraHi3aiiifHo CTabUIbHICTIO. 3 METOI0 3a0e3MeUeHHs] BUMIPIOBAHOCTI SIKICHUX
XapaKTePUCTUK KyJABTYPHOTO KIIMary aBTOPOM pPO3pOOJIICHO OpHUTiHANBHI
niarHocTruHi 1HCTpyMeHTH Ta (hopmymu, a came: CEI — Corporate Environment
Index, RII — Resilience Integration Index, SEI — Social Environment Index, TEI —

Training Effectiveness Index.

Y pozmimi 3 «lllnsxu yaoCKOHAJEHHS YINPaBIIHHS 1HKJIIO3UBHOKO Ta
aJanTUBHOIO KOPIIOPATUBHOIO KYJIBTYPOIO» IIPEACTaBIEHO aBTOpCchKy Mozenb CIIRS

— Cultural Integration and Inclusive Resilience System. [losicHeHo, ik enemMeHTH



JIarHOCTHKH, Y3TO/KEHHS, PO3BUTKY Ta OIIHIOBAHHS TMOEMIHYIOTHCS B €IUHOMY
nukm. OnucaHo TpakKTUYHI MEXaHI3MH  TIAXOAY: 1HKJIIO3UBHO Opi€HTOBaHI
IporpaMu HaBYaHHS, MEHTOPCHKI MPOrpaMu Ji BETEpPaHiB, TPEHIHTH 3 PO3BUTKY
JiepcTBa, MOTUBALIIHI IHCTPYMEHTH Ta CUCTEMHU 3BOPOTHOTO 3B’ s3Ky. Pe3ynbraru
BIIPOBA/PKEHHS B YKPAlHCHKMX KOMIIAHISIX 3aCBIAYMIM 3pPOCTaHHS COLIAJIBHOI
3ryproBaHOCTI Ha 28%, amantuBHOCTI Ha 24% Ta 3amydeHocTi nepcoHany Ha 30%.
[TinnmpueMcTBa, 110 3aCTOCOBYBAJM CHCTEMHHMH MIiAXiA 0 1HKJIIO31i Ta HaBYaHHS,
npoaeMoHcTpyBanu Ha 35—40% Buiuil piBeHb YTPUMaHHS IEPCOHANY Ta Ha 25—
30% BumMi piBEeHb MOTHUBALli MOPIBHAHO 3 KOMIIAHIsIMHU, J€ miaxiag OyB

dbparMeHTapHUM.

HaykoBa HOBHM3Ha aucepraiii nonsrae y crBopeHHi moaeni CIIRS, y sxii
KOpPIOpaTHBHA KyJIbTypa MpeCcTaBlIeHa K BUMIpIOBaHa yIPaBIiHChKA CUCTEMA, IO
MOEIHYE  €TUYHE JIJIEPCTBO, COIlalibHy armocdepy Ta  MOTHUBaLIiHY
1H(pacTpyKTypy. 3alpoONOHOBAHO KOHLEMIIKD aJanTHUBHOI 1HKIIO3UBHOCTI, J€
1HKJTI03151 TPAKTYETHCS K MOPAJIbHUN IMIIEPATUB 1 BOTHOYAC €KOHOMIYHUI YHHHHK
KOHKYPEHTOCITPOMOXKHOCTI. Po3pobiieHo cucremy miarHoctuuHuX iHAEKCIB (CEI,
RII, SEI, TEI) ta BignoBigHi (opmynu Ais KUIbKICHOTO aHali3y TpaHchopmarii
KOPIIOPATUBHOI KyJAbTypu. OOTpYHTOBAHO POJIb 1HTErpallii BETEpaHiB K KIFOUYOBOT

GbyHKITT yIpaBlliHHS KOPHIOPATUBHOIO KYJIBTYPOIO Y MICISKPU30BH MEPIO]I.

[IpakTiyHa IIHHICTH JOCHIKEHHS TMOJIATae y po3poOlll YIpaBIiHCHKUX
IHCTPYMEHTIB, MEPEBIPEHUX Yy pEAJbHUX yMOBax. Pe3ynbratu anmpoOoBaHO Yy
kommanii Beiken Energy Ta mie Ha 1BOX MiANPUEMCTBAx, A€ pPEKOMEHIAIll
OTpUMaJId TO3WUTHBHY OIlIHKY KepiBHHIITBAa. HampaifoBaHHsS BIpPOBAKEHO B
ocBiTHIil mpouec VYHiBepcurery «KPOK» y wmexax xypcy «YmpaBiiHHS

KOPIOPATUBHOIO KYJIBTYPOIO Ta 1HKIIIO3UBHE JI1JEPCTBOY.

OcoOnuBuii akIeHT 3pO0JICHO Ha 1HTEerpailii BETepaHiB sIK TECTOBOMY KeEci
1HKJIIO3UBHOI TpaHcdopmaii. IlianpueMcTBa, 1m0 BOPOBAIUIM MEHTOPCHKI Ta
HaBYAJIbHI TIPOTPaMU JIJIsl BETEPaHiB, MPOJEMOHCTPYBAIN 3HAYHO BUIII MTOKA3HUKHU

aganTaiii Ta yrpuMaHHs nepcoHany (35-40%) mopiBHSHO 3 oprasizaimisiMu 0e3



CHUCTEMHO1 MIATPUMKH, L0 MIATBEPIKYE POJIb 1HKIIO31] SK JIpaiiBepa CTIMKOCTI Ta

1HHOBAILII.

Pesynprat  aumcepramii  Oynaum  TpeAcTaBieHI Ha MDKHApOJHHMX  Ta
HallloHanpHUX HaykoBuX KoH¢epeHuisix y Octini (CIIA), Ectonii ta Kuesi.
ABTOpOM 0ITy0J1IKOBaHO 16 HAayKOBHIX Ipallb, y TOMY YHCII CIM CTaTel y (paxoBHX
pPElLICH30BaHUX BUJAHHIX (3 HUX TPU — OAHOOCIOHI) Ta AECATh IMyONIKaIlid y

MaTepiasiax KoH(epeHIii.

Jlucepraiiisi CKIagaeTbes 31 BCTYIY, TPbOX PO3AUIIB, BHCHOBKIB, CIHCKY
JUKEepen Ta A0AaTKiB. 3arajibHUN 00CsIT poOOTH CTaHOBUTH 243 CTOPIHKH, 3 SIKUX 24
tabmuil, 34 pucynku, 8 Gopmyn ta 162 mxepen. Jlorika Bukiamay BioOpakae
MOCTIIOBHUM TEpexiJ] Bii TEOPETUYHHMX 3acaj] JO0 EMIIPUYHOI TMEepPeBIpKU Ta
MPAKTUYHOTO BIPOBAKEHHS, JOBOASYM, IO TpaHchopMallisl yIpaBIiHHSI
KOPIIOPATUBHOKO KYJIBTYPOIO Yepe3 1HKJIII031I0, IHTErpalio Ta agantauniio Gopmye
OCHOBY TUIst PO3BUTKY CTIAKUX, COITiaJIbHO BIJIMTOB1AQTBHUX 1

KOHKYPEHTOCIPOMOXKHHUX OpraHi3aliil y miciaskpu3oBiil Ykpaini.

KurouoBi cioBa: ynpapiiHHA KOPHOPAaTHUBHOK KyJbTYpPOH, HAaBYAHHS Ta
pPO3BUTOK, MOTHMBALlis, 1HTErpallis BETEpaHIB, PO3BUTOK JiAEpCTBa, CTparerii

IHKJII0311 Ta ajanTailii, JI0ACHKHI KaITal.
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INTRODUCTION

Relevance of the research topic corporate culture transformation stands out as one
of the most management significant challenges of today’s economy, but most
notably for Ukrainian enterprises, since they carry out business activities under
conditions of instability for a long time, as a result of rapid change in environment
and war. Nowadays, with enterprises, it’s not a question of survival but success,
which depends not on organizational procedures but on its cultural capabilities for
incorporating flexibility, inclusion, and resilience in management. In other words,
classical organizational models for corporate culture management, which rely on
elements such as stability, hierarchy, and control, are no longer taken into account as
significant factors for enhancing competency under conditions of unpredictability.
Within this context, inclusion extends beyond social ethics, becoming a quantifiable
management issue that directly affects business productivity, innovation, and
employee retention. It appears that a worldwide management dialogue has already
transitioned from diversity as a democratizing representation issue to inclusion as
participation, integration, or transformation. This model carries profound meaning
for Ukrainian culture as a whole, as number of workers have been forced out of work
since the start of 2022 as a result of a war, social unrest, or a combination of them,
which has created a whole new class of prospective workers: veterans, internally
displaced persons, or persons with a traumatic or loss-driven mindset. Another
relevance of this research work may lie in the fact that there are no systematic tools
for measuring the basic metrics of the corporate culture management which
characterize its integration, inclusion or adaptability in Ukrainian enterprises. Many
firms may claim commitment to corporate social responsibility, but few may develop
tools for measuring the effects of inclusiveness on employee engagement,
motivations, and resilience of an organization. This research addresses this gap by
proposing a scientific or methodical approach to transform corporate culture
management. Additionally, this work introduces a CIIRS model that

changes commitments to culture integration or inclusiveness resilience by applying
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quantitative or qualitative tools. Therefore, it may be easily verified that the topic of
this particular dissertation is both scientific as well as practically valid. It may
contribute meaningfully to scientific discourse about adaptive corporate culture, as
it has been relevant to scientific discourse about managing uncertainty. This
dissertation is also relevant from a practical perspective, as it will help with
reconstruction programs in a war-torn country such as Ukraine, as it will give
enterprises a managerial perspective to reintegrate veterans, boosting human
resources.

Relation of the study with scientific programs, themes. The dissertation was
completed in accordance with the research plan of the KROK University of
Economics and Law on the topic “Scientific and methodological foundations for the
implementation of modern concepts and technologies for managing enterprises,
institutions, and organizations in the context of economic recovery and globalized
development” (state registration number 0122U201378), within which research was
conducted on the foundations, principles, and directions of managing the processes
of corporate culture transformation, and recommendations were made to Ukrainian
enterprises on improving these processes. In addition, the author is a participant in
the research work of the KROK University of Economics and Law on the topic
“Strategies of personnel marketing in the digital economy,” (state registration
number 0122U201377), in which she examined the functional area of corporate
culture, namely, aspects of creating a favorable socio-psychological atmosphere,

developing human capital, and motivating personnel.

The purpose and objectives of the study This dissertation aims at creating
theoretical, methodical basics, as well as practical recommendations, for a corporate
culture management transformation via inclusion, integration, and adaptation
mechanisms in order to improve organizational resilience for a smoother
reintegration of veterans, as well as susceptible social groups, into a business

environment. For this purpose, the following objectives were established:
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« Examine the essence, structure, functions and modern features of corporate

culture as a managerial system.

o Describe the main principles of the corporate
culture management (CCM) and define the main vectors of its transformation

via inclusion, integration, and adaptation mechanisms.

o Systemize theoretical and methodical foundations related

to managing integration of veterans into corporate culture of a company.

« Analyze trends of economic and social development of the CCM in the

dynamic companies.

o Conduct the diagnosis of CCM transformation and its impact on business

process effectiveness.

o Evaluate the practice of veterans’ integration into corporate culture of a

company.

« Reveal the ways of the social atmosphere improvement of within companies,

which integrated veterans.

o Develop programs and recommendations for implementation of motivation

of veterans.

Scientific task of the work The dissertation solves a comprehensive scientific
task—the theoretical justification and methodological development of a new system
for managing corporate culture transformation based on inclusion, integration, and
adaptability and developing recommendations for implementation of effective tools

into the practice of CCM.

Object of research The object of research is the process of managing corporate
culture transformation in dynamic enterprises functioning under conditions of socio-
economic instability .
Subject of research The subject of research is the theoretical, methodological, and

applied principles of CCM transformation through inclusion, integration, and
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adaptation mechanisms.
Methods of research The methodological foundation of the dissertation is
built upon a system-structural and interdisciplinary approach that views corporate
culture as an adaptive socio-economic organism. The following research methods

were applied:

o Theoretical methods — analysis, synthesis, deduction, comparison, and
systematization of academic literature to generalize concepts of corporate

culture, inclusion, and adaptability.

« Sociological methods — survey and expert interviews among managers and
employees of 28 organizational units (cases) with independent managerial

authority
« representing energy, industrial, and educational sectors.

o Quantitative methods — correlation and comparative analysis
for identifying relationships between inclusion, adaptability, leadership

engagement, and performance stability.
« Diagnostic modeling — development of integral indices:

o CEI (Corporate Environment Index) — measures inclusivity and ethical

climate;

« RII (Resilience Integration Index) — assesses adaptability and resilience to

external shocks;

o SEI (Social Environment Index) — evaluates communication and team

cohesion;

o TEI (Training Effectiveness Index) — quantifies efficiency of learning and

adaptation processes.

All indices combine both subjective evaluation and normalization for comparability

purposes across firms. Also, to guarantee the validity of results, triangulation was
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employed, as well as expert judgment, as was done during pilot testing for this study
at Beiken Energy Company.
Methodology of research also includes elements of international comparative
analysis, making it possible to interpret Ukrainian results in relation to international

practices of CCM.

Scientific novelty of the obtained results. The scientific novelty of this dissertation
consists in the fact that, based on understanding and critical analysis of approaches
and concepts of CCM, this study offers a set of foundations for CCM as a system of
resilience, integration, inclusion, and adaptability for unsustainable conditions. The

principal elements of scientific novelty include the following:
For the first time:

o grounded, that under rapid technological, political, and social changes,
corporate culture moves from a traditional system of shared wvalues,
assumptions, and behavioral norms to managed transformation infrastructure,
characterized by inclusiveness, integration and adaptability. Elaborated CIIRS
model provides managerial tools for analysis, assessment and improvement
of corporate culture, converting abstract values into actionable and data-

driven strategies;
Improved:

 substantiated that principles of inclusion, integration, adaptability, continuous
improvement, strategic alignment, and ethics must operate as an
interconnected cycle, not as separate HR programs. They occupy three levels
of CCM transformation - system characteristics, functional zones and
complex of metrics, providing development of corporate culture as a strategic

regulator and self-reinforcing governance mechanism;

 integration of veterans is interpreted as a dual adaptation process: veterans
adjust to civilian organizations as an important asset while companies

redesign structures, leadership styles, communication norms and training and
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development and motivational programs. In such a way veteran integration is
transforming from a social-support issue to a strategic driver of organizational

resilience and knowledge renewal;

a five-dimension conceptual model of CCM is proposed: innovation capacity,
digital maturity, human capital, social inclusion, and governance quality. It
allows to link corporate culture to organizational resilience, shock resistance,
competitiveness, turning it into a productive factor of sustainable

development, comparable to financial or technological capital;

for the first time within this framework an original CIIRS diagnostic system
that quantifies cultural transformation through four interrelated indices (CEI,
RII, SEI, TEI) is proposed. This new approach converts qualitative corporate
culture phenomena into measurable management metrics linked to business-
process performance. Based on 28 organizational units (cases) with
independent managerial authority, the strong cohesion between CCM
practices and performance and business results was demonstrated. More
successful companies demonstrate the strongest corporate culture, and
likewise integrated and adaptable culture improves innovation capacity( and

organizational effectiveness;

a typology of corporate readiness for veteran integration is developed based
on empirical data from organizational units (cases) with independent
managerial authority. The companies of the first type show advanced training
systems, connected with leadership KPIs; companies which conduct
fragmented and isolated seminars, and companies where the training system
is absent. The typology allows to identify the level of organizational readiness
to integrate veterans and clarify whether veteran inclusion generates

adaptation or conflict;

algorithm for social-atmosphere management with diagnosis, intervention

design, pilot project and SEI measurement stages was proposed. It was
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demonstrated that “social climate” is a meaningful governable organizational
resource, that provides social effectiveness and sustainability through trust,
mutual assistance, psychological safety, and cross-group cohesion,

particularly for crisis-affected organizations;
Further developed:

« A differentiated system of corporate learning is designed that integrates
veterans into knowledge-transfer chains and managerial pipelines. Three
strategic models are proposed: innovation of advanced training systems,
formalization of fragmented and partial ones, creation of basic structures in
companies, training system is absent. TEI is included into managerial KPIs
providing a competency conversion mechanism that translates military

experience into corporate leadership capital;

« It was introduced a new class of motivational instruments where inclusion
incentives are linked to measurable cultural and productivity outcomes, not
only level of satisfaction. It significantly influences on inclusiveness of
corporate culture, engagement of employees and connects motivation

management with organizational performance and results.

Practical significance of the obtained results The main scientific provisions,
conclusions, and recommendations of the dissertation, developed up to the level of
methodological and practical tools, may be applied in the process of effective CCM
in the environment of Ukrainian organizations, especially in those dealing with the
integration of veterans and other diverse groups of employees, in the conditions of
the  contemporary  rapidly  changing and  crisis-affected  world.
The results of the research, implemented in the practice of Ukrainian organizations,

include the following:

- Beiken Energy Ukraine company applied the author's methodological approach to

corporate culture diagnostics by means of the CIIRS model and the following
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indexes: CEI, RII, SEI, and TEI. As a result of the application of the developed tools,
the company managed to evaluate the effectiveness of inclusion, social conditions,
training programs, as well as develop mentoring programs for veterans and adaptive
leadership practices. The differentiated approach in internal communications helped
to increase the effectiveness of team cohesion and training programs in line with

business goals (certificate of implementation dated 09-01-2026, Appendix A-1).

— Company TOB « JII-ITI Cepsic» has used the author’s diagnostic tools to assess
the relationship between social environment indicators and employee engagement.
The use of CIIRS indicators has enabled the company to reorganize its internal
training programs and develop a feedback system to track cultural shifts. This has
enabled the company to optimize collaboration between departments and retain

critical personnel (certificate Ne 12/229 dated 10-12-2025, Appendix A-2).

— Company TOB « ®CBC TI'PVYII» has applied the proposed methodological
approach to assess qualitative indicators of organizational resilience and inclusion.
The results have been used to expand internal training programs and implement a
system of onboarding new team members in mixed groups. The implementation of
certain CIIRS approach tools has strengthened HR capabilities and increased
adaptability to external influences (certificate Ne 233-1.12 dated 15-12-
2025Appendix A-3).

The results of this research were disseminated in the scientific community through
the inclusion of the developed methodological materials into the educational
programs of higher education institutions. The “KROK” University included the
author’s developments into the educational programs of certain disciplines related
to corporate culture, leadership, and organizational behavior, thus influencing the
formation of relevant competencies in the field of inclusive management and
adaptability (Certificate of implementation Ne 14/13 dated 26-12-2025 Appendix A-

4). Certain results of the dissertation work of Taghikilanidamavandi Liyousa were
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implemented into the practice of the Kyiv National Economic University named
after Vadym Hetman (certificate No62-01 dated 05-01- 2026), for teaching the
disciplines “Corporate Culture and Leadership,” “Human Resource Management
Strategies,” and “HR Marketing,” as well as for the improvement of educational-
methodological support and the development of modern approaches to corporate

culture management.
Personal Contribution of the Author

The research work has been undertaken by the author as an independent original
research work. All the theoretical propositions, methodological frameworks, and
analytical instruments were prepared by the author. In co-authored research articles,
only the author’s own scientific results were used. The author’s personal
contribution consists in developing the CIIRS framework and the system of
diagnostic indices (CEI, RII, SEI, TEI) for the quantitative assessment of corporate

culture transformation in crisis-affected organizations.

Approbation of the research results. The main theoretical provisions and practical
results of the dissertation research were presented in the form of theses at scientific-

practical conferences:

— international level:
Science, Education, Economy, Technology and Society: Challenges and Prospects
for Interdisciplinary Development (Austin, USA, 2025);
International Conference on Economics, Finance and Management (ICEAF)
(Estonia, 2024);
Scientific Center of Innovative Research: Relationship Between Public

Administration and Business Entities Management (Estonia, 2023);

— national level:
State, Regions, Entrepreneurship: Information, Socio-Legal, Socio-Economic
Aspects of Development (Kyiv, 2023-2025);

New Paradigm of Economic Education in the Context of Innovative Development
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of National Education (Ukraine, 2024);
Innovative Ideas in Economic Science: Searching for Solutions to Modern Problems

(2025).
Publications

The main scientific results of the dissertation are reflected in 16 scientific
publications with a total volume of 8.12 printed sheets, of which 6.02 printed
sheets belong personally to the author, including 7 articles in specialized scientific
journals, among which 4 are single-author publications; and 9 publications in the
proceedings of international and national scientific-practical conferences, which
collectively disclose the theoretical foundations, methodological tools, and practical
outcomes of the research on corporate culture transformation, inclusion, and

resilience.
Structure and volume of the dissertation

The dissertation consists of an introduction, three chapters, conclusions, references,
and appendices. The total volume 1s 243 pages,
including 24 tables, 34 figures, 8 formulas and 162 sources. The structure reflects
a logical sequence from theoretical generalization and empirical verification to

practical implementation of the corporate-culture transformation model.
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CHAPTER 1

THEORETICAL AND METHODOLOGICAL
FOUNDATIONS OF CORPORATE CULTURE MANAGEMENT
TRANSFORMATION

1.1. Concept, Structure, Functions and Modern futures of Corporate Culture

Corporate culture represents a system of values, underlying presuppositions,
and norms that affect internal corporate processes. Corporate culture plays a critical
role in interpersonal relationships, attitudes, and responses to external opportunities
and challenges. Corporate culture development is a process that has evolved from a
simple observation of corporate behaviors to a complex construct that encompasses
psychological, administrative, and design considerations pertinent to
competitiveness. Corporate culture development is a critical determinant of
corporate efficiency, especially in a turbulent and dynamic world, as it encompasses
adaptability, inclusiveness, and innovativeness within its value system, supporting
internal corporate processes and corporate evolution and adaptability. Corporate
culture represents a dynamic system of flexible corporate values that are in a
constant process of change in response to fast and dynamic changes in technological,

economic, political, and social fields.

At this point, it is necessary to provide a certain degree of methodological
clarity with respect to the distinction between corporate culture and corporate culture
management (CCM). As previously explained, corporate culture refers to the system
of values, presuppositions, norms, and behavioral orientations that pervade internal
organizational processes and perception. In essence, corporate culture represents a
socio-cultural phenomenon that occurs and develops within an organization. In
contradistinction, corporate culture management (CCM) refers to the system of
managerial mechanisms, governance tools, diagnostic techniques, strategic
alignment tools, leadership styles, and performance indicators that an organization
utilizes to manage, control, and transform the cultural configuration of an

organization. While corporate culture identifies the qualitative an organizational
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environment, corporate culture management (CCM) identifies the systematic and
deliberate process that an organization utilizes to analyze, manage, and develop the

organizational environment.

In an environment of quick technological, political, and social change,
corporate culture evolves from a traditional framework of shared values,
assumptions, and behavior to a managed change infrastructure, characterized by
inclusiveness, integration, and flexibility. The developed CIIRS model provides
tools for the analysis, assessment, and improvement of corporate culture, turning
intangible values into tangible and quantified strategies for managers. These changes
affect all types of corporate structures, making adaptability a critical component of
corporate success. In a socially vulnerable and unequal world, corporate culture
needs to be open to all diverse employee groups, necessitating their incorporation
within corporate structures. However, there are many corporate cultures that are not
compatible with the imperative of corporate integration. Moving from an exclusive
to an inclusive culture is no longer optional. It requires a deliberate effort to provide
equal opportunities and adaptation support for all employee groups, ensuring that
participation is open to everyone, particularly when navigating the challenges of a
volatile economy [154—156]. Consequently, modern organizations are embracing an
adaptive, integrated, and inclusive form of corporate culture. This development calls
for an assessment of the requirements of modern corporate culture, with emphasis
on the development of primary theories and their potential to offer instruments of
organizational integration. From a structural point of view, organizational culture
can be defined as a collection of related aspects, which are observable, value-
oriented, and assumption-oriented. These aspects interact with organizational
strategies, management, and human resources to form an entire architecture that
shapes organizational thinking and understanding. The structural dimension is also
characterized by a relationship between formal organizational elements, such as
policies, procedures, and structure, and informal elements, such as traditions,

symbols, and rules, to form a total environment in which organizational goals are
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achieved. Elton Mayo [137] and Chris Argyris [34] in the early days of
organizational theory emphasized the social dimension in work and its relationship
to productivity. In the 1980s, organizational theorists such as Edgar Schein [2] and
Peters and Waterman [136] focused organizational research on values, underlying
assumptions, and symbols that form organizational excellence and sustain
competitive advantage. Recent studies by Denison and Hofstede resulted in
identifying measurable tools that link culture to organizational success at
organizational and national levels. Modern organizational culture theories
emphasize flexibility, emotional intelligence, and inclusiveness as key drivers in
organizational sustainability and success. At the same time, there are also significant
studies by Ukrainian researchers on the theme of corporate culture in the context of
economic reforms and integration into Europe. For example, the study by Fedulova,
Kolot, Mihus, Momot, Nazarova, Zakharchyn, and Karamushka examines the
impact of corporate culture values on enterprise competitiveness, human capital
formation, motivational systems, and social cohesion, focusing on the integrative
and developmental potential of corporate culture for organizational performance
[139-141; 142—-143; 146-148; 157-159]. The studies highlight the need for ethical
leadership, social responsibility, and adapting corporate culture to the conditions of
the crisis, which is particularly important in Ukraine, where enterprises are facing
the challenges of war and economic crises. The integration of these studies creates a
solid theoretical foundation for understanding corporate culture in the present day.
A brief look at the history of organizational culture theories indicates that
organizational culture theories have advanced from descriptive theories to
managerial tools. Classical theories provide solid conceptual foundations for depth
(Schein), performance orientation (Denison), and cross-cultural differences
(Hofstede), respectively. Nonetheless, organizational culture theories were basically
designed for relatively stable socio-economic environments. These theories are not
very effective for modern organizations facing long-lasting crises and rapid change.
Moreover, these theories were not designed to accommodate hybrid work

environments and tools for diagnosing and developing organizational inclusion,
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social climate, and resilience. To put it simply, there is a methodological link
between classical organizational culture theories and modern organizational needs.
Contemporary organizations need culture tools to connect culture concepts to
implementation cycles and diagnosis processes. Functionally speaking, corporate
culture plays several critical roles in the organization. Corporate culture has strategic
significance by aligning employee behavior to long-term organizational goals.
Corporate culture serves a vital integrative purpose by building a shared identity and
fostering trust among employees. This sense of cohesion is what allows a team to
move in the same direction, ultimately supporting long-term workforce development
[157-159]. This is closely aligned with Zakharchyn’s research, which highlights
how this integrative function keeps an organization unified. Corporate culture also
has a motivational function by supporting employee engagement, commitment, and
personnel development, strengthening organizational effectiveness and HR

performance in modern enterprises [143;144;160].

Corporate culture also has an adaptive function by supporting organizational
learning and flexibility during change. These functional elements demonstrate the
practicality of corporate culture as an organizational tool rather than an abstract
concept. The following analysis will present a synthesis of the history of major

corporate culture concepts.

Table 1.1

Evolution of Corporate Culture Concepts

Managerial
Period Key Scholar(s) Core Idea
Implication
1950- Human relations and Social environment as
Mayo, Argyris . : .
1970s motivation driver of productivity

_ Shared values and Culture as competitive
1980s Schein; Peters & Waterman o
organizational excellence  advantage
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Quantitative measurement
Culture—performance

Hofstede; Denison and cross-cultural ;
‘ correlation
comparison
Goleman,; Edmondson; Inclusivity, emotional Adaptive and

2010-

b contemporary  integrative intelligence, psychological evidence-based
resent
approaches safety cultural systems

Source: Author s synthesis based on [2], [25], [28], [136]

In the face of rapidly evolving environments with characteristics of
technological advancement, increased global competition, and socio-economic
instability, the intervening variable of corporate culture has gained prominence with
significant value to organizational adaptability and survival in the face of such
disturbances. Following behavioral patterns, the role of corporate culture is to
enhance organizational resistance to disturbances, facilitate organizational
innovation, and enable sustainable organizational changes. Thus, it creates
organizational continuity 1in diverse, creative, and dynamically vibrant
environments. Subsequent research has attempted to elucidate the impact of
organizational culture on organizational performance, its capacity to evolve with

time, and its contribution to organizational innovation.

Among the more relevant models is the Schein model of organizational
culture, which describes organizational culture in terms of artifacts, values, and
underlying assumptions. The Denison model is also relevant to organizational
culture, as it relates specific attributes of organizational culture to specific outcomes.
The Hofstede framework describes the various national and international cultural
dimensions with implications for employee behavior. Cameron and Quinn's
framework describe the various types of organizational culture, including clan,
adhocracy, market, and hierarchy. Thus, the framework offers useful insights to
management styles. Despite the usefulness of the models, they were developed with
the intent of organizational culture in stable environments. They are of limited use

to managing organizational culture in the face of protracted crisis, hybrid work
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environments, and the integration of diverse employee groups. Thus, the models
describe the essence of organizational culture but are of limited use to organizational
culture diagnostics. The above creates the methodological requirement to develop
an approach to organizational culture that integrates the strengths of classical
theories with the implementation mechanisms of organizational culture. In order to
clearly understand the difference between classical and transformation-oriented
approaches, it is necessary to consider the mechanisms of corporate culture

development, which are analyzed separately in stable and crisis conditions.

In a stable environment, corporate culture acts as an "anchor" that helps to
align and reinforce common values. In such cases, cultural development does not
require any specific impetus and develops on its own with the change in strategy,
response to challenges, or quest for improvement in the market. The objectives of
management are centered around maintaining consistency between declared and
actual values, managing leaders, and maximizing overall effectiveness. Under such
conditions, inclusion is primarily located within the scope of human resource
development or ethical corporate positioning. Measurement tools are primarily

descriptive or benchmarking-oriented.

In contrast, in crisis conditions, which can be characterized by socio-
economic instability, war disruptions, hybrid forms of employment, or institutional
dynamicity, the role of corporate culture is very different. In these conditions, it
becomes a key element in the survival of the organization. The dynamics of cultural
forces become accelerated, nonlinear, and often externally driven. The
management’s interest is in providing for psychological security, building trust,
retaining human capital, integrating heterogeneous groups (such as returning war
veterans), and developing mechanisms for rapid feedback and learning. In such crisis
conditions, inclusion goes beyond ethical imperative and becomes a direct factor in
organizational survival and resilience itself. The appropriate measurement strategy
shifts from descriptive typologies to more diagnostic and quantitative approaches,

which can support monitoring, adaptation, and management intervention.
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Therefore, while classical approaches are primarily focused on explaining the
role of culture in stabilizing and aligning organizations in relatively stable
environments, transformation-oriented approaches are essential to manage
organizational cultures as a dynamic governance system under conditions of
organizational and environmental instability. This analytical distinction is the
foundation upon which the CIIRS model is developed as a specific model of adaptive

and crisis-sensitive management of corporate cultures.
Table 1.2
Comparative Models of Corporate Culture

Limitation in Dynamic

Model / School Core Dimensions Main Contribution
Contexts
Explains cultural depth
: : : Difficult to
Artifacts, Values, and social meaning of L
Schein (1985) . ; L operationalize and
Basic Assumptions organizational :
. quantify change
behavior
Involvement, Links culture directly Limited attention to
Denison (1990) Consistency, to organizational inclusion and crisis
Adaptability, Mission performance adaptation
Power Distance, .
- . Static,  focused  on
Individualism, Enables cross-national _
Hofstede (2001) ; : national rather than
Uncertainty cultural comparison

; organizational dynamics
Avoidance, etc.

Practical diagnostic for Less suited for

Cameron 3 Clan, Adhocracy, o
‘ culture  type and prolonged crisis

Quinn (2006) Market, Hierarchy _ _

leadership style environments
Ukrainian Human capital Emphasizes social Lack of integrated
research development, social responsibility, quantitative diagnostic
tradition dialogue, workforce resilience, framework and
(Grishnova, organizational trust, ethical personnel measurable indices for

Doronina, HR development, management, and the systematic assessment,
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WITER Ly~ inclusive  corporate role  of  corporate monitoring, and
Bielova, culture,  workforce culture in supporting management of
Zakharchyn) adaptation, and socio- organizational stability, corporate culture
economic integration  adaptation, and post- transformation in

crisis recovery dynamic and crisis-

affected environments

Source: Author s synthesis based on [5], [2], [25], [28], [69], [77]; also [139—148].

In the cultural models developed for knowledge-driven organizations and
entrepreneurial organizations, culture has been viewed as a source of innovation,
risk-taking, and flexibility. These models highlight the importance of organizational
culture focused on innovation, improvement, and learning. Certain practices, such
as personnel evaluation, help organizations take up opportunities or challenges that
emerge over time [25; 109]. Organizational norms are viewed as a reflection of the
value placed on flexibility in organizational culture. The development of emotional
intelligence, as well as the integration of behavior-cognition approaches, such as
self-awareness and communication skills, are critical in bridging culture values and
organizational behavioral outcomes. Communication processes, feedback systems,
and innovation-based reward systems further emphasize the value placed on

flexibility and inclusiveness in organizations [1; 33; 139;140;147]

Informed by the reviewed theories, as well as the gap, this dissertation seeks to
develop an integrative framework for culture transformation that incorporates
inclusion, integration, and adaptation, as well as diagnosis and feedback systems.
The culture transformation process has been viewed as a cycle, where every step
informs other steps as improvements are noted. This framework seeks to clarify
relationships between diagnosis, alignment, development, and evaluation, thus

creating a cycle through which culture is transformed into a more inclusive,
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innovative, and adaptive culture within organizations.
Implement continuous Identify the
feedback loops (360° organization’s prevailing
reviews, cultural audits) m norms, values, and
to evaluate inclusivity behaviors.
and adaptability Conduct cultural audits,
progress. employee surveys, and
Use results to refine FEEDBACK AND DIAGNOSIS leadership assessments to
programs and reinforce EVALUATION OF EXISTING understand the current
learning at every level. MECHANISMS CULTURAL environment.

PATTERNS
CIIRS
CULTURAL
TRANSFOR
MATION

PROCESS

CAPABILITY
DEVELOPMENT
AND INCLUSIVE

TRAINING

VALUE
ALIGNMENT
AND
INTEGRATION

Align mission, vision, and
leadership practices with
inclusion, empathy, and
adaptability.

Embed these values in
strategic planning and
conflict management to "\_,/ HR systems to ensure
empower all employees. long-term consistency.

Develop emotional
intelligence, communication,
and adaptive leadership
through ongoing learning.
Include training in
inclusivity, resilience, and

Figure 1.1. CIIRS Process of Cultural Transformation
Source: Author s synthesis based on [36], [25], [1].

The figure illustrates the process of continuous improvement in CIIRS, from
the process of cultural diagnosis, alignment, and building capacity, to evaluation.
The process being non-linear, as is evident, is typically characteristic of cultural
management and represents how all stages feed into and reinforce one another, hence
being both inclusive and responsive. In addition to the abstract mode of conversion,
organizational culture possesses certain strategic, behavioral, and integrative roles
that determine enterprise performance as well as flexibility. The roles describe the
interaction of values, norms, and practices that form innovation, inclusiveness, as

well as resilience on all levels of administration.
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Table 1.3

Key Functions of Corporate Culture in Dynamic Organizations

Function Description Contribution to

Organizational Adaptability

Strategic Aligns long-term goals, values, and Ensures coherence between

behavioral norms with the organization’s strategy, leadership, and cultural

mission and external environment. direction.

LG9 e A 8 Connects  individuals and departments Enhances collaboration and

through shared identity and trust. knowledge exchange.

W LvenlnibiE Stimulates  employee  engagement and Improves retention, creativity,

morale through shared purpose. and productivity.

B Shapes acceptable behavior and decision- Promotes ethical leadership and

making standards. accountability.
Adaptive Supports continuous learning and flexibility Enables resilience in crisis and
during change. transition periods.

Source: Author s synthesis based on [2], [29], [36], [1].

In the context of economies like Ukraine, which are in a state of transition and
crisis, these roles gain added importance. The dual roles, through the mediation of
corporate culture in uncertain environments, are also instrumental in ensuring
organizational coherence. Evidence suggests that organizations prioritizing inclusive
policies and flexible cultural frameworks are more likely to retain their human
capital. These traits are essential for fostering innovation under pressure and
securing the kind of organizational sustainability needed in today's world [ 154—156].
In the context of the theories presented above and the roles defined in Table 1.3, the
dissertation introduces the concept of a Cultural Integration and Inclusive Resilience
System (CIIRS), which facilitates the above roles through processes of inclusion,
integration, and adaptation. Training in empathy, the establishment of channels of
communication, decision-making through empirical research, and the design of

strategies to ensure resilience are geared to ensure the alignment of individual values
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with those of the institution [30]. Ideally, the above strategies are designed to
facilitate collaborative ventures in which shared values enable the collective
negotiation of challenges to the achievement of commonly shared goals. The
discourse of respect and mutually beneficial relationships is central to the
establishment of a strong multicultural environment in which the above values of
inclusiveness and integration ensure psychological safety and sustainable change.
Given the dynamic nature of the business environment, where the rate of change is
constantly accelerating, the importance of adaptability as a skill set is seen for the
organization and for the individual. When people combine adaptive reasoning with
emotional intelligence and inclusive practices, they become far better at navigating
complex challenges. This individual capability acts as a vital spark for organizational
stability and helps the workforce successfully reintegrate during a crisis [154—156].
Resilience building allows individuals to face adversity in a constructive manner,
ensuring that they continue to work with renewed vigor and energy. These Strategies
view adaptability and resilience not just as tools, but as the core building blocks of
how an organization sees itself and its purpose. This perspective directly supports
sustainable change management strategies, ensuring that the company is built to last.
The transformation model promoted by CIIRS follows a cyclical pattern, in which
every part has a positive impact on every other part, thus promoting improvement,
reflection, and feedback. This model helps in understanding the relationship between
diagnosis, alignment, development, and evaluation, thus creating a learning process
through which organizational culture improves in terms of inclusiveness,

innovativeness, and resilience.
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Table 1.4

CIIRS Model — Core Components of Transformational Corporate

Culture

Component Purpose and Description Key Organizational Features

Define ethical and behavioral ; ' »
Empathy, integrity, resilience, and
Core Values standards that guide all actions and ; ;
continuous 1mprovement

ensure strategic alignment.

Human-centered mission;
Express long-term goals that embed
Mission & Vision transformative, measurable vision
inclusion and adaptability.

aligned with stakeholder needs

Shape employee motivation and

Transformational and servant

|G O ORI S trust  through  participative and : L _
leadership emphasizing inclusion

emotionally intelligent leadership.

Norms Translate values into daily behavior Open communication, feedback
Practices and collaboration patterns. culture, and teamwork
Organizational Facilitate  agility and cross- Flexible structures; cross-functional
Structure functional cooperation. coordination

Build adaptability and leadership ) )
Training ‘ ‘ Professional and leadership

capacity  through  continuous
Development . development programs

learning.

Inclusion

Diversity

Feedback &

Evaluation

Guarantee equality and respect,

fostering belonging and innovation.

Maintain  accountability  and

continuous improvement.

Inclusive policies and mentoring

initiatives

Cultural audits and performance

reviews

Source: Author s synthesis based on [25], [36], [64], [91]

Thus, the corporate culture of modern organizations is not only the repository
of shared meaning but also the managerial tool for shaping strategic consistency,
social integration, motivation, behavioral regulation, and adaptive capacity. The

review of the existing international and Ukrainian research traditions has shown that
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the classical theories offer solid conceptual grounds for the analysis of cultural depth
and its impact on performance. At the same time, the analysis has revealed a
methodological gap between the conceptual frameworks and the needs of modern
organizations, which operate in the conditions of crisis, rapid technological change,
hybrid forms of work, and the integration of diverse employee groups. As can be
seen from the above, the modern concept of corporate culture is characterized by a
set of related factors: digitalization of communication and learning processes, the
growing importance of psychological safety and emotional intelligence, the need for
inclusive approaches, and the requirement for evidence-based change management.
In this way, the modern concept of corporate culture represents a dynamic and
measurable system that must permanently balance stability and flexibility,
performance and social responsibility, and formality and humanity. The CIIRS
model outlined in the present section is formulating an answer to the challenge of
the gap between the needs of modern organizations and the capabilities of the
classical approaches to managing the cultural transformation process. In this way,
the modern concept of corporate culture represents a link between the values,
managerial actions, and strategic outcomes. Thus, Section 1.1 outlines the
conceptual, structural, functional, and contemporary grounds for the concept of
corporate culture and the evolution of the major theories and the requirement for an
integrative and measurable transformation approach. In turn, Section 1.2 will outline
the principles of the management transformation of the corporate culture, which
underlies the application of the CIIRS model. The Ukrainian research traditions play
an important role in creating an understanding of corporate culture in the context of
social transformations and crises. In this regard, it is necessary to refer to the research
of Grishnova [147-149], who focuses on the role of human capital and social
responsibility in the context of organizational development, suggesting that
corporate culture may serve as an instrument of preserving labor potential and social
cohesion. Doronina [154 —155] examines organizational culture from the perspective
of social dialogue and partnership, emphasizing the role of successful cooperation

between management and employees as the foundation of adaptability in an unstable
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social environment. Mihus [145-146] focuses on organizational trust and the
security of personnel systems, proving that the success of an enterprise in an unstable
social environment is conditioned by the level of psychological security and the
predictability of internal processes. Petrova [139—141] introduces the concept of
culture transformation through the development of human resources and learning
systems, emphasizing the need to use measurable instruments in order to correlate
the results of such processes with organizational goals. Finally, Belova’s work on
the socio-economic side of management shows that a strong culture and inclusive
HR practices are far more than just policies—they are the real drivers of employee
engagement, motivation, and overall organizational success [143—-144; 160]. These
Ukrainian traditions of corporate culture research substantially enrich the classical
models of Schein, Denison, Hofstede, and Cameron & Quinn, although most of them
are focused on the conceptual level and address specific aspects of corporate culture,
such as human capital, trust, and learning systems, without providing an integrated
diagnostic system that could be used in the context of the modern, changing, and
crisis-affected social environment. At the same time, they do not pay much attention
to the problem of veteran integration and workforce diversity. The CIIRS model is
based on the traditions of international and Ukrainian research, integrating social,
psychological, and managerial aspects of corporate culture in one measurable system
[139-149]. Unlike previous approaches, the CIIRS model connects inclusion,
integration, and adaptation with specific indices (CEI, RII, SEI, TEI), allowing an
organization to monitor cultural transformations in real time and correlate such
processes with strategic performance. The proposed indices, CEI, RII, SEI, and TEI,
are introduced at the conceptual level in Chapter 1 as a means of translating
qualitative attributes of culture into quantifiable managerial categories. CEI
measures aspects of inclusivity and the ethical climate, RII measures aspects of
organizational resilience and adaptability, SEI measures the quality of social
interaction and psychological safety, while TEI measures the capacity of learning
systems to transform experience into competencies. At the same time, the

development of an inclusive corporate culture requires careful managerial



38

coordination, since the elimination of entry barriers in the absence of appropriate
adaptation mechanisms may threaten the maintenance of a set of shared values
within the organization. These indices are not simply human resources measures;
rather, they are part of an integrated diagnostic framework that seeks to link cultural
principles with strategic outcomes. The research also reveals that during a dynamic
process of technological, political, and social changes, the process of corporate
culture evolves from a traditional model of shared values, assumptions, and
behavioral patterns to a new model of managed corporate culture transformation
with such key features as inclusiveness, integration, and flexibility [143;147]. The
newly created CIIRS model also helps to identify managerial instruments for
analysis, assessment, and improvement of corporate culture. This new understanding
of corporate culture as a dynamic process of organizational development extends the
scope of this term from a descriptive concept to a managerial tool. At the same time,
a critical analysis of the above-mentioned theoretical frameworks makes it possible
to articulate one's own research position. Thus, classical international models
(Schein, Denison, Hofstede, Cameron & Quinn) provide a robust foundation for
cultural depth, typology, and link to organizational performance, but they are rather
descriptive and not adequately tailored to address a complex environment of
protracted socio-economic turbulence, hybrid employment, and post-war
reconstruction. The Ukrainian school of thought (Grishnova, Doronina, Mihus,
Petrova, Bielova, Zakharchyn, Nakonechna) significantly complements the above-
mentioned discourse by focusing on human capital, social dialogue, trust, and
inclusive development, but it is predominantly a conceptual and normative
approach, which, in turn, lacks a holistic methodological tool for managing cultural
transformation in crisis environments. Recent work by Nakonechna highlights
how corporate governance and institutional factors are key to building a lasting
culture in Ukrainian companies. Thus, the gap identified in the literature and practice
relates to the absence of a holistic managerial tool that takes into account inclusion,
integration, and adaptation as essential dimensions of the culture of the organization.

The CIIRS model, as it has been defined throughout this dissertation, is specifically
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intended to address this gap and turn the culture of the corporation from a theoretical
concept into a practical tool for governance, even in the context of a dynamic and
changing environment. Their operationalization and empirical validation are
presented in Chapter 2. Sections 1.1-1.2 of the introduction establish the theoretical
foundations of corporate culture as a dynamic socio-economic system, as well as the
rationale that justifies the need for an integrative and measurable transformation
approach. The next chapter applies these concepts to enterprises in Ukraine,
diagnosing real practices in inclusion and veteran integration, as well as the

analytical potential of the CIIRS framework.
1.2. Main Principles of Corporate Culture Management Transformation

Corporate cultural stewardship is based on a set of guiding principles that
facilitate growth, innovation, and adaptability in the organization. Recent studies
carried out by various researchers from the University of Economics and Law
"KROK," including N.V. Nakonechna [161], emphasize the importance of strategic
corporate governance and its implications for managerial responsibility, structural
coordination, and value addition in organizations. Literature on contemporary
corporate governance practices reveals that such practices must be aligned with
cultural values during periods of instability. These principles not only influence
growth in the internal environment but also influence the organization’s ability to
overcome challenges in the external environment and take advantage of new
opportunities that emerge. The inclusion, integration, and adaptability pillars in the
CIIRS model form the foundation on which an effective organizational culture is
built. The application of these principles promotes a culture where there is a
continuous improvement, inclusiveness, flexibility, alignment with the strategy, and

ethical behavior, and all these are crucial to the sustainability of an organization [28].

In order to illustrate the multidimensional logic of the CIIRS approach, the
framework of corporate culture management is represented in the form of a
concentric model, which consists of three layers of transformation. The figure below

presents the model, in which corporate culture (CC) is depicted as the central point
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of the system, while inclusion, integration, adaptation, and resilience form the
systemic features that shape the strategic direction of corporate culture management
(CCM). Moving outward, the functional zone of the model presents the main areas
of operation through which the process of cultural transformation is realized in
everyday organizational life. These areas include training and communication,
motivation, cooperation, evaluation, and social climate. These areas form the main
mechanisms through which the principles of CCM are realized and actualized in the
process of management. Finally, the outermost zone of the model presents the area
of metrics and indicators, which allows the organization to assess the outcomes of
cultural transformation and connect the qualitative nature of this process with
quantitative outcomes for the organization. Thus, the overall model presents CCM
as an integrated system of values, functions, and indicators, which mutually
reinforce one another. Moreover, the logic of the concentric model presents CCM as
a process of transformation that begins in the core of corporate culture, moves
outward through the functional zone, and is monitored through the system of metrics,

thus forming an integral whole.

TEI -

/ Training Effectiveness
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SEI - Social
Environment Index
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Figure 1.2. CIIRS Model: System Characteristics — Functional Zones — Metrics
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The figure illustrates CIIRS, which defines the architecture of corporate
culture as a tripartite model. The innermost circle defines corporate culture’s core,
or CC, which are the foundational values and behaviors on which an organization is
based. The intermediary circle defines system characteristics of CCM, which are
inclusion, integration, adaptation, and resilience, and which direct the strategic
direction of cultural development. The outer circle defines functional domains of
CCM, which are training and communication, motivation, collaboration,
assessment, and the social atmosphere, through which cultural principles are enacted
within an organization’s practice. The outer boundary of this model represents the
metrics layer, which provides diagnostic and evaluative tools for measuring cultural
evolution.

This model substantiates CCM as a holistic mechanism through which system
characteristics influence functional processes and metrics provide feedback for
constant adaptation and improvement. The model, therefore, acts as a conceptual
bridge between theoretical tenets of corporate culture and its managerial application,
thus providing a basis for diagnostic tools and indices presented in subsequent
sections.

The principle of continuous improvement promotes innovation and efficiency
through the use of feedback, evaluation, and learning opportunities, thus linking
dynamic processes to strategy. The principle of diversity promotes the use of a wide
range of views in decision-making processes, thus enhancing creativity, loyalty, and
accountability. The principle of adaptability promotes organizational flexibility in an
uncertain environment, while strategic alignment ensures that the values of the
organizational culture evolve in line with the strategic intent of the organization in
order to maintain a competitive edge. Ethical practices, on the other hand, promote
a high level of trust in the organization and beyond [79; 81].
By embracing these principles, the organizational environment is created within
which the dynamic growth of corporate culture is possible, leadership potential is
developed, innovation is promoted, and individuals are empowered to contribute to

the organization’s success, regardless of level within the organization. These
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underlying assumptions are the foundation for the design of the organization to
ensure the optimal performance of the individual or group, as well as the strategic
organizational goals necessary to ensure success within a competitive marketplace.
Evidence also shows that the principles of inclusion, integration, adaptability,
constant improvement, strategic focus, and ethics should form part of an integrated
cycle, rather than separate HR initiatives. The principles are situated within the three
levels of the CCM transformation process, namely system characteristics, functional
zones, and a metrics complex, thereby facilitating the growth of corporate culture as
a  strategic  regulator and  self-sustaining  governance  structure.
Corporate cultural management, therefore, is based on the integrated interaction of
the principles of inclusion, integration, and adaptation in the design of cultural
change to ensure strategic success. The principles create a dynamic, goal-focused
organizational environment within which innovation, leadership, and progress are
possible. The interaction of the principles forms part of the integrated CCM system,
wherein behavioral, strategic, and ethical elements are organically linked to each
other [40]. Table 1.2 provides an overview of the key functions and interplay of these
principles of culture of the CIIRS model.

Table 1.5

Core Principles of Corporate Culture Management under the CIIRS
Model

Principle Purpose Mechanisms within CIIRS | Expected Outcome

Feedback

Continuous Encourages systems, data Higher  adaptability,

LD ENE I ongoing  learning  analytics, professional innovation, and
and innovation. development, 360° employee engagement.
evaluations.
Inclusivity Ensures equal Open communication, Greater creativity,
participation and WRGs, inclusive collaboration, and
diverse recruitment, empathy belonging.

perspectives. training.
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Adaptability Builds  flexibility Emotional intelligence Organizational

and readiness for (EQ), REBT training, resilience and proactive

change. flexible structures, problem-solving.
decentralized decision-
making.
Strategic Aligns culture with Data-driven decision- Sustainable  growth,
Development strategic goals. making, stakeholder innovation, and market
inclusion, scenario competitiveness.
planning.
Ethical Embeds moral Leadership modeling, Trust, legitimacy, and
Integrity accountability into ethical codes, transparency, long-term stakeholder
all actions. ESG alignment. confidence.

Source: Author s synthesis based on [28], [79], [81], [95], [38], [40]

The following sections incorporate an extensive analysis for each chief
principle, exploring how each has a collective impact on the further development of
corporate culture under the CIIRS model. In this regard, the process of transforming
CCM is conceptualized as a process of change from traditional and segmented
management practices to a new integrated model based on the principles of
inclusion, resilience, and learning. The process of transformation consists of three
interrelated aspects: cultural and value change, management and behavioral change,
and institutional and procedural change. These aspects of change can be addressed
through the application of the CIIRS model, which makes it easier to monitor the
process of transformation through the application of CEI, RII, SEI, and TEI

indicators.

The process of transformation follows a series of steps: initial diagnosis of the
existing environment, development of inclusive and adaptive management practices,
integration of veterans and non-traditional employees, and institutionalization of
new management practices.
Continuous improvement, for instance, is an inherent component of the CIIRS

model, emphasizing the constant improvement of skills, processes, and
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organizational results . With the merging of the elements of inclusivity, adaptability,
and moral leadership, CIIRS applies these philosophies to practical strategies aimed
at the production of cultural cohesion and sustenance of innovation. CIIRS model,
essentially, integrates these basic principles to foster an innovation-based, robust,
and inclusive organizational culture. Flexibility, inclusivity, ongoing learning,
strategy alignment, and moral leadership implement not separate mechanisms, but
interlinked engines for cultural change. The principles define the manner that the
organization reacts to emerging issues without losing direction concerning the
ultimate goals. The subsections that follow include an in-depth analysis for these
principles and how the principles embody the essential elements for cultural change
under the CIIRS model. [76;79] One critical component within the CIIRS model is
the culture of continuous improvement that promotes learning and flexibility
throughout all organizational levels. The very philosophy underlying the concept of
CIIRS is that of continuous improvement, reflecting an organization's continuous
desire to change, to learn, and to acquire skills. Besides the process-oriented
methodology, continuous improvement is also an essential stimulant that causes
innovation, adaptability, and strength at all levels of the organization. Under CIIRS,
continuous improvement functions through the measurement of the systematic
performance, feedback through data, and directed professional development.
Frequent, open feedback—informal or formal—distinguishes strengths and
opportunities for development, promoting openness and accountability. Processes,
for example, 360-degree feedback, combine the views of the peers, the subordinates,
and the supervisors, matching individual progress with the overall strategic goals
and building alignment at every organizational level . Training and professional
development constitute a fundamental aspect of this principle. Employees are
subjected to workshops and competency enhancement exercises that are crafted with
the expectation that the future will see changes in technology and marketplace
realities. These initiatives successfully bridge competency gaps and ready the
workforce to tackle future challenges, hence connecting individual development to

organizational performance. The CIIRS also places huge importance on adaptive
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learning; the course materials are continually rewritten to align with prevailing
industry practices, and this is achieved to remain relevant and practical at all points
[58;112] Effectiveness for continuous improvement directly depends on alignment
with quantifiable goals and performance indicators. Data-driven decision-making
facilitates organizational functions to track progress, quantify results, and fine-tune
procedures for operations. Engagement, innovation, and efficiency-related
indicators deliver comprehensive documentation for progress, helping leaders to
recognize patterns, fix holes, and capture newly discovered opportunities, thus
providing a distinct competitive advantage. Key to this process is the forging of a
growth mindset for both managers and employees. The mindset frames challenges
for learning opportunities instead of challenges that threaten performance.
Leadership training that also incorporates emotional intelligence training, among
other behavioral skills modules, further embeds this mindset and the notion of
continuous improvement at all levels within the organization. In the CIIRS model,
continuous improvement goes well beyond the fine-tuning of operations; it is an
elegant instrument for change that fosters adaptability and robustness. Through the
power of feedback mechanisms, adaptive learning, and evidence-informed
governance, the organization shifts from the reactive to the anticipatory mode for
the pursuit of excellence. The principle ensures that organizational culture and
performance remain aligned, thus securing sustainable growth and durable
competitive advantage in the face of rapidly changing circumstances [1;33;62] The
CIIRS principles don't just happen one after another; they work together like a self-
sustaining cycle. Things like learning, inclusion, and a strong moral compass all
build on each other to create lasting cultural change. Figure 1.2 shows how that cycle

works.
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Figure 1.3. CIIRS Principles as a Continuous Cycle of Cultural Transformation

Source: Author s illustration based on [76], [79], [36], [58], [112], [62], [33], [1].

Inclusivity 1s as integral to the CIIRS Model as making each and every
individual feel valued, respected, and allowed to meaningfully participate in
bringing about success to the firm. Inclusion is a foundation stone underlying the
CIIRS model and also a hallmark characteristic of the contemporary corporate
landscape. It establishes an environment for each employee to discover value, gain
respect, and be invited to contribute something meaningful to the organization's
success. Inclusion under the CIIRS model transcends numerical diversity and calls
for actual collaboration, equity, and two-way respect. This principle shifts the
corporate culture by integrating inclusivity at all levels of process for operations.
The shift is evident through conscious initiatives aimed at eliminating barriers to
engagement and promoting equal access to opportunities. Recruitment and
orientation processes are consciously designed to attract applicants with varying
backgrounds, whereas reduction of biases and use of standardized tests promote

equity both at appraisal and promotion. Inclusive training, designed to develop
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emotional intelligence and cross-cultural skills, equips both leaders and employees
to tackle diversity and forge mutually advantageous working arrangements .
Leadership is at the heart; inclusive leaders embed active listening, empathy, and
amplifying the voices of the marginated. Leadership developmental programs make
these behaviors organizational norms, not exceptions. Decision-making with
collaboration entails an array of perspectives, thus boosting creativeness,
participation, and retention [81;83;84]
Further, the CIIRS model also endorses open communication and safety as the
foundation stones for psychological well-being. Programs like worker-resource
groups (WRGs), frequent town-hall discussions, and open-ended surveys encourage
an environment where the employees feel free to air their opinions and contribute to
policy formulation. When the individual is free to voice opinion without fear of
reprisal, the group learns more, and innovation is  fostered.
Inclusivity encompasses the physical and structural environment. Institutions
promote inclusion through the implementation of adaptable work arrangements,
accessible infrastructure, and fair access to resources. Performance management
systems are restructured to prioritize teamwork and collaborative success over
individual competition, thereby strengthening a sense of belonging and a collective
purpose. Inclusion's effects can be measured: empirical research invariably shows
that those organizations marked by inclusivity excel over their peers in creativity,
problem-solving, and adaptability. Individuals living under these cultural settings
are more motivated, active, and overall healthy. CIIRS is pioneering sustainable
change with the incorporation of inclusivity as a fundamental model for the task at
hand [117;121].
In addition, inclusion challenges the status quo hierarchies and redefines success
with the optics of collaboration and reciprocal advancement. Intertwined with the
principles of integration and adaptation, inclusivity ensures all the employees—
regardless of backgrounds—are treated to the opportunity to grow and share in
common goals. Through this, the organization develops a culture built around equity,

equality, and common purpose [26;80]. Another key founding principle underlying
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CIIRS is that of adaptability; that is, the ability of people and processes to
successfully respond to uncertainty and change. Adaptability is the underlying
principle of modern business culture and a critical ingredient of the CIIRS model,
particularly in the highly turbulent and unpredictable business environment
prevalent today.It involves the capacity of individuals, groups, and the organization
as a whole to respond adequately to changes, operate within an uncertain
environment, and turn new challenges into opportunities. Incorporating adaptability
as a core component of organizational culture is likely to ensure that it is embedded
in the organizational mindset, hence promoting organizational resilience, learning,
and innovation. Organizational culture that promotes adaptability is underpinned by
a philosophy of flexibility in response to organizational changes. It entails creating
a mindset of growth in which uncertainty is viewed as a catalyst for growth, as
opposed to a barrier to growth. Educational programs aimed at promoting
organizational adaptability include developing critical thinking skills, creative
problem-solving skills, and emotional intelligence skills. Although methods derived
from emotional intelligence training and rational emotive behavioral techniques
(such as REBT) can facilitate this development, within the context of CIIRS, they
are utilized mainly as instruments for fostering psychological resilience that bolsters
confidence and steadiness in the decision-making process [11;94;95; 143;147]. A
leader's job is to build adaptability. The leaders who are good at it can keep their
cool when things are stressful, make solid decisions without all the facts, and get
people to try new things. Leadership development initiatives focus on situation
sensing and adaptability of strategies with new intelligence or shifting
circumstances. When leaders are adaptable, the environment is that of psychological
safety, inviting employees to initiate and to embrace innovation. Structural and
process changes also support adaptability. Cross-functional interaction facilitates
varied perspectives and rapid resolving of problems, and flat hierarchies and
distributed decision-making give employees the freedom to respond proactively and
claim accountability for outcomes . On the outside, adaptive companies keep open

communication with stakeholders, partners, and clients, facilitating early detection
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of emerging trends. For example, continual customer feedback allows useful
intelligence that helps companies recognize and respond to changes before the
competition. In institutions that value adaptability, the organization is able to reap
an array of advantages: it is better positioned to seize opportunities, respond to
unexpected risk, and foster higher worker satisfaction through encouraging freedom
and initiative. The ability for adaptability strengthens the organization's credibility
for being an innovative and progressive organization, thus attracting the best talent
and consolidating stakeholder confidence . In CIIRS, adaptability serves both
behavioral and structural mechanisms that include inclusivity and integration. When
adaptability is placed at the very foundation of cultural values, institutions are
committed to not only survival but also sustainable success under circumstances of
fast change [1;60;79;103]. Furthermore, there is another aspect of the CIIRS
approach that involves development in terms of incorporating cultural values within
strategic development to ensure sustainable forward movement. In the CIIRS model,
strategic progress can be interpreted as blending cultural elements with strategy
Initiatives—aligning an organization's mission, vision, and behavioral norms to
foster sustainable development and gain a competitive advantage. Such alignment
redescribes the concept of culture itself as a strategic asset that facilitates innovation,
fact-based decision-making, and continuous shaping. A growth-oriented culture
allows for the integration of day-to-day goals with strategic objectives, thus ensuring
that underlying principles—such as inclusiveness, flexibility, and continuous
improvement—become infused at all planning and implementation levels.
Leadership serves to be the ultimate champion of alignment to the extent that it
translates cultural principles into usable strategies that spread to all corners of the
organization [76]. The best way to make real progress is by coming up with new
ideas. This only happens when people feel they have the freedom to experiment and
take a few risks without worrying about failing. Leadership that is emotionally
intelligent, adaptable, and moralistic in decisions fosters this innovative thinking and
finds the courage to attack problems . Also integral is the incorporation of data-

driven decision-making, through which accuracy and long-term success are
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maximized for strategic initiatives. Advanced analytics help organizations gauge
performance metrics, understand the behavior of consumers, and predict changes in
the marketplace, consequently enabling anticipatory responses to emerging trends.
The effectiveness of these strategies is best achieved when they are built atop cultural
norms that foster collaboration and inclusivity, therefore ensuring that diversity of
opinions enriches group decision-making . Strategy design necessitates some
adaptability at the implementation step. Dynamics in the environment demand that
strategies are reassessed at all times through the employment of scenario planning,
cross-functional collaboration, and real-time feedback mechanisms. Such
procedures help the organization to always remain responsive without becoming
distracted from the ultimate goals and moral foundation. CIIRS also allows for the
integration of stakeholders as a core aspect of the strategy design process. Joint
initiatives that involve employees, customers, and society partners build up openness
and trustworthiness, hence the elevation in the social legitimacy and reputation of
the organization. The integration of stakeholders injects inclusivity and
accountability into the organizational dynamics, hence the furthering of the
organization's competitive benefit and social accountability. Lastly, the CIIRS
strategic development combines refined principles derived from psychology, that is,
those derived from rational behaviorism and emotional intelligence, to further
leadership effectiveness and team solidarity. Hence, it develops a culturally-
strategically aligned organization that is not only economically sustainable but also
further develops the broader social advancement . With the blending of strategic
development as a deep-seated cultural practice, organizations become adaptive
organizations proficient at maintaining excellence under both competitive and
turbulent markets. In Ukraine's case, developments in corporate culture can be
largely attributed to the transition from a centralized economic system to an
innovation-driven, market-based approach. The long duration of disruptions from
wars combined with conditions of crises as well as institutional adjustments has
made it essential for organizations to reassess forms of traditional hierarchical and

bureaucratic operations, leading them to adopt more open, pliable, as well as
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inclusive systems. Ukrainian corporations are increasingly realizing that cultural
resilience built on faith, common principles, as well as social accountability is not
simply an appropriate ethical target but rather a prime prerequisite needed for
maintaining competitiveness as well as workforce stability under situations of
uncertainty [123]. This shift points up corporate culture as a prime condition
essential for achieving flexibility as well as long-term sustainability across both
private as well as public sectors. At last, the culmination of the CIIRS model is the
incorporation of ethics and the integrity of leadership as the principles that ensure
that transparency, trust, and ethical responsibility are embedded in corporate culture.
Building a strong, aligned culture is what leads to real ethical behavior. Honest and
transparent leadership builds trust, and that trust is what holds the whole system
together. So, ethics isn't just one piece of the puzzle; it's the end result of all the
pieces working together. Ethical behavior and leadership integrity are the key moral
foundations of sustainable corporate culture and are considered to be one of the core
principles of the CIIRS model. Ethics provides the yardsticks and values guiding
behavior at each level of the organization so that decision-making aligns with the
societal norm, the needs of stakeholders, and long-term sustainability goals. For
CIIRS, ethical action is not just seen as an ancillary value but as an intrinsic
foundation supporting transparency, equity, and credibility. It becomes an integrating
force bringing together the other culture aspects—Ilike the ones of continuous
improvement, inclusiveness, flexibility, and strategic growth—together as an
integrated ethical system. The longevity of corporate culture depends on the shared
ethical paradigm that embeds moral reflection into both governing and everyday
practice. Alvesson and Schein , have pointed out, strong ethics act like an invisible
anchor for a company. They assist in providing stability through adversity and
ensuring all individuals are committed to collective long-term aims, not short-term
success. Under the CIIRS paradigm, the ethical aspect comes into play both
structurally and behaviorally: through transparency mechanisms, rule-based
adherence, and accountability, and through the communication, decision-making,

and co-working norms between individuals. This approach to integrating the ethical
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aspect redefines ethical behavior as something more than just a formal requirement,
and so transforms it into an inherent practice, improving the sense of responsibility
and of mutual respect. The leaders' integrity represents the culture engine
transforming ethical values into an enduring discipline of practices. Through
leadership by example, by exhibiting fairness, compassionate caring, and openness,
the leaders set the tone and create the workplace psychological safety climate.
Leader ethicalness strengthens motivation, turnover declines, and commitment is
cemented by creating an atmosphere where the workforce feels free to express ideas
and concerns without the threat of retribution. For the Ukrainian situation, given the
backdrop of recovering from the crisis and societal transformation, moral leadership
takes on an additional civic connotation, as it also becomes the symbol of renewal,
of confidence, and of shared responsibility. CIIRS embeds ethical values into its
strategic and operational paradigms to ensure integrity remains ever tied to the
results of performance. Development of codes of conduct, open reporting systems,
and regular ethical evaluations adds strength to accountability, while leadership
approaches of self-reflection encourage managers to consider if organizational
practices promote justice, inclusiveness, and respect for human values [41;69].
Therefore, ethical reflection becomes an indispensable aspect of the decision-
making processes of human resource management, procurements, and appraisal
systems. This approach ensures moral responsibility remains aligned with
measurable outcomes, consequently equating ethics with the same results-oriented
rationale promoting innovation and responsiveness. The developed ethical culture
reinforces co-operation and confidence, and this provides the psychological
foundation for innovation and learning. If leaders are ethically coherent, the staff are
likely to view the appraisal and feedback as equitable, and this encourages creativity,
openness, and collective responsibility for transformation. This integration of
adaptability, inclusiveness, and confidence gives rise to the self-perpetuating
integrity and resilience cycle—the same cultural momentum CIIRS seeks to
integrate. Strategically, ethical leadership reinforces reputational capital, forges

stakeholder loyalty, and reinforces organizational legitimacy. Under conditions of
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intense competition and susceptibility to crises, frequent ethical action signals
confidence and dedication to social responsibility. Thus, the CIIRS frame argues
profitability and ethical thinking are complementary, not antithetical: ethical
judgment regulates risks of operation, solidifies transparency, and achieves
sustainable growth. Moreover, ethical governance naturally comes aligned to
international ESG (Environmental, Social, and Governance) standards, hence
profiling the organization as financially viable and socially responsible [49;72].
Ethical integrity, then, becomes the integrating factor of the CIIRS paradigm.
Innovation, adaptability, and strategic advancement are brought within the
parameters of moral responsibility and human dignity. By embedding ethics as a
living and lasting cultural habit and not merely stated intention, institutions foster
identity, resilience, and long-term confidence. The study shows that inclusion,
integration, adaptability, continuous improvement, strategic alignment, and ethics
exist as a continuous cycle rather than as individual human resources practices. The
principles exist at three levels of corporate culture management transformation:
system characteristics, functional zones, and a metrics complex. This allows for the
development of corporate culture as a strategic regulator and a self-reinforcing
model of governance. This ensures that the transformation of corporate culture is not
episodic but rather institutionalized. Such a principle further supports the managerial
model of CIIRS' corporate culture, as it places ethics as a dynamic source of integrity
and social transformation, which can sustain organizational effectiveness in the most

adverse circumstances [49;72].

1.3. Management of the Veterans’ Integration into Corporate Culture:
Theoretical Perspectives and Methodological Approaches

The transition of veterans to corporate culture within the model of CIIRS is
more than operational or human resource matter; it is a strategic dimension of
organizational development and sustainability. Veterans bring a unique combination

of discipline, leadership, flexibility, and awareness of situations—experience
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developed through exposures to high-pressure environments. However, transition
from military to civilian job involves complex psychological, cultural, and structural
changes that demand systematic and evidence-based transition strategies.
The veterans' transition into the corporate world, as incorporated into the CIIRS, is
a matter that transcends operation or human resource concerns; rather, it has an
organizational development component as well. The veterans possess a distinct set
of adaptability, leadership, discipline, and situational acumen, which results from
their experience with high-stakes environments. The transition between a military
job and a regular employment, nonetheless, has psychological as well as structural
complexities involved, calling for evidence-based transition approaches [93]. It is
grounded that veteran integration represents a dual adaptation process: veterans
adjust to civilian organizations as a valuable asset, while companies redesign their
structures, leadership styles, communication norms, training and development
systems, and motivational programs. In this way, veteran integration is transformed
from a social-support issue into a strategic driver of organizational resilience and
knowledge renewal.
The integration of veterans plays two main roles: it upgrades organizational capacity
while encouraging the personal as well as professional readjustment of former armed
service personnel. From an institutional point of view, hiring veterans aligns with
CIIRS' ideology of inclusion, integration, and adaptation since it increases diversity,
enhances knowledge transfer, as well as strengthens organizational resilience.
Veterans are often highly competent in leadership capacity, teamwork, as well as
emergency situations—a mix of attributes most needed in fast-paced as well as tough
markets. Their transition within the culture of civilian organizations is never
automatic; it requires a intentional cultural shift which accounts for both the
adjustment of veterans as well as that of an open embracing capacity from the
organization . Commonly experienced challenges during this process include a need
to address hierarchical and communication differences, redefining job roles within
leaner corporate models, and rebutting stereotypes linked with military experience.

At organizational level, cultural shift requires intentional emphasis on inclusivity,
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ensuring that vets' membership is a positive addition to, not a strain on, workplace
harmony. To help achieve that aim, CIIRS proposes a mutually adaptive model of
integration: vets settle down to civilian norms while organizations at the same time
align their culture to tap the assets of vets. Practical methods that facilitate such
transition are mentorship programs, peer-support groups, and modules of instruction
that combine technical skills with emotional and interpersonal skills. Such
interventions reinforce feelings of belongingness, trustworthiness, cooperation,
while simultaneously delineating concrete lines of professional advancement. The
transition process itself therefore becomes a reciprocal learning system that fosters

empathy as well as identification across organizational lines [107;115].

Inclusion of veterans within organizational environments is supported through
various theories that collectively describe cognitive, social, as well as structural
features of this phenomenon. In the context of CIIRS, these theories collectively
create a multi-dimensional foundation for understanding veteran adjustment as a
psychological transition as well as organizational learning chance [116].
Transformational Leadership Theory focuses on the leader's ability to inspire and
motivate employees to greater performance and common purpose. In the context of
veteran integration, transformational leaders provide cultural brokerage to connect
strict discipline with flexibility . Leaders who are compassionate, flexible, and
vision-driven enable veterans to reframe their experience in terms compatible with
the mission and values of the organization. Transformational leadership creates
confidence, psychological security, and empowerment—important antecedents for
successful cultural assimilation [117].
Social Exchange Theory helps us understand how our work relationships develop.
Basically, when people feel they can trust each other, get appreciated, and feel
supported, those relationships get stronger.
In the case of veterans, post-military life transition requires re-definition of social
and professional identities within a new context. In organizations that encourage

reciprocal exchange—mentorship networks, peer-buddy programs, and validation of
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skills acquired during service life—Iloyalty as well as engagement are ensured.
Integration thus becomes a joint enterprise rather than simply a one-sided adaptation,
compatible with CIIRS' guideline of inclusive reciprocity [118].
Human Capital Theory places its emphasis on economic and developmental
importance of personal knowledge, skills, and competencies as essential resources
for organizational performance improvement. Veterans possess a diversely
experienced stock of skills that includes leadership experience under stressful
conditions, discipline, problem-solving proficiency across different environments,
along with resilience. Acknowledging such virtues as strategic assets encourages
organizations to complement their stock of human capital while enriching their
innovation potential. Involving systematic onboarding processes, competency
profiling, as well as cross-disciplinary initiatives, is used to transform veterans'
technical expertise within a non-military context. This step places the transition of
veterans as more than a social duty but as a competitive advantage that enhances
both productivity as well as innovation potential [119].
Rational Emotive Behavior Therapy (REBT) and Emotional Intelligence (EI).
psychological theories like Rational Emotive Behavior Therapy (REBT) and
Emotional Intelligence (EQ) are particularly relevant to the human aspect of CIIRS
application. Veterans are often faced with increased levels of anxiety, stress, or
Emotional distress when introduced to new career and social settings. REBT helps
veterans make this shift by teaching them to think more flexibly and manage their
emotions better. This lets them see challenges in a new light and adapt more
positively. Supplementing this is the dimension of EQ whose core enhances
empathy, self-consciousness, and interpersonal understanding which are essential
for successful cooperation and intercultural communication . When used
concurrently, these methods enhance psychological readiness and relational

cohesion across diverse organizational settings [121].

Social Identity Theory contributes another central finding with its account of

self-definition through groups. Moving from a service role as a soldier requires that
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veterans redefine themselves from a collective hierarchical identification with the
armed forces to one that is rooted in cooperative corporate membership. Integration
is successful as organizations facilitate maintaining pride in service identification as
new professional identities are assumed. Initiatives that honor veterans' experience
in terms of appreciation programs and cooperative projects reaffirm membership and
buffer against identification fragmentation . Organizational Adaptability Theory
Organizational Adaptability Theory finally points up the institutional dimension of
inclusion. Effective inclusion of veterans requires adaptable organizations that are
open to communication channels and adaptable administrative structures that can
facilitate ongoing learning. Organizations that are open to experimentation, learning
from other organizations, and decision-making through consensus are better at
receiving diverse perspectives. Adaptive organizations consider integration as a
moving, not fixed policy that is always evolving with employee needs as well as

contextual changes [59;78;94;123].

In combination, these models—Ileadership, social exchange, human capital,
emotional intelligence, and adaptability—constitute a complete conceptual
foundation for framing veteran integration as a co-evolutionary process. CIIRS
integrates them as a single cultural model with balanced psychological adaptation
and structural inclusion. It places integration within a micro-process that is focused
on individual resilience and sense of belonging and a broader organizational model
that enhances organizational flexibility as well as overall performance.
Via leadership development programs, continuous improvement processes, and
feedback mechanisms that implement such principles, the model for CIIRS situates
experienced force integration as a central enabler of corporate culture revitalization.
The approach provides mutual benefits: vets gain immense job opportunities along
with a sense of inclusion, while organizations develop stronger, varied, and high-
capacity teams. Thirdly, inclusive sourcing is a powerful expression of CIIRS'
underlying philosophy: organizational excellence is inseparable from inclusiveness

and flexibility. Organizations fulfill social and moral obligations while addressing
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valuable contributions, skills, and identities of veterans with respect while thereby

seeking new ways of innovation, coherence, and competitiveness [124;125].

The successful transition of veterans to the private sector as envisioned
through the Cultural Integration and Inclusive Resilience System (CIIRS) is both
scientifically based and systematically enacted. The system i1s more than a
humanitarian imperative; it is a central enabler for flexibility and innovation within
organizations in turbulent or transforming nations or sectors. The template was
conceived of post-conflict circumstances such as in Ukraine, its essential principles
can be simply transplanted to high-tempo sectors such as technology, energy,
healthcare, and advanced manufacturing where organizations are forced to meet
disruptions with inclusivity as well as with speed . The CIIRS methodology
fundamentally incorporates three essential cultural imperatives—namely, inclusion,
flexibility, and strategic growth—within organizational models that facilitate both
personal and institutional transformation. This model effectively aligns interventions
centered on human considerations with corporate goals, thereby ensuring that the
incorporation of veterans contributes positively to performance, cohesion, and
innovation. Its practice relies on systematic diagnoses, adaptive learning methods,
as well as regularized forms of feed-back mechanisms, characterizing it as a moral
imperative as well as a culturally transforming tool based on evidence. The shift
from a military lifestyle to a corporate environment is inherently intricate. Veterans
depart from a highly structured, mission-oriented environment and enter a often
unpredictable, dynamic, and collaborative environment. Making such a transition
requires a double adjustment: veterans must adapt their cognitive, emotional, and
behavioral patterns, while companies must reposition some aspects of their own
structure and culture to benefit from the abilities of veterans. The CIIRS approach
provides a whole model for such double adjustment through evidence-based
methods and constant alignment with corporate culture, mission, and strategic vision
[126;127;128].

The CIIRS model sees integration as a process of cultural synchronization whereby
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both the organization and the veteran adapt and evolve through mutual learning. To
really understand how a company adapts, we have to look at how the people, the
structure, and the culture all overlap. Each of these layers is vital for building an
inclusive environment and ensuring the business can grow sustainably over time
[135].

On the psychological level, veterans are accommodated through highly structured
interventions such as cognitive-behavioral coaching, stress-management workshops,
and REBT-based programs on resilience that enable them to cope with transition
anxiety, change thought patterns, and regain control in unfamiliar environments
[136]. At the organizational level, institutions are advised to adopt adaptive
management structures as well as inclusive governance approaches. Flatter
organizational structures, open communications, and cooperation between functions
are successful ways of integrating various experiences and ideas [137]. Finally, at
the cultural level, inclusiveness and resilience are achieved through shared rituals,
appreciation initiatives, and reward programs that strengthen belonging and embed
diversity as a core value of corporate life [138].
In attempting to ensure unity in implementation with prospects for individual
development, CIIRS ascertains a variety of conventional as well as versatile
methodological approaches. The methodologies are actualized in directed training
programs, mentoring structures, and assessment tools formulated to facilitate
individual development in tandem with organizational transformation. It is
emphasized that aligning individual development with greater organizational aims
of resilience as well as innovation occurs simultaneously. Each aspect of this model
is linked with the central principles of CIIRS—emotional intelligence, flexibility,
inclusiveness, and evidence-based governance—facilitating a holistic integration
process that is measurable as well as replicable and sustainably maintainable
[14;58;33;111]. The following table outlines the tailored training and development
programs within the CIIRS model, detailing targeted interventions designed to equip
veterans with the competencies required for effective transition into corporate

environments.
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Table 1.6
Tailored Training and Development Programs
Training Focus Objective Methodology Details
Emotional Enhance interpersonal Experiential Veterans  develop  social
Intelligence understanding, workshops,  role- awareness, active listening,
(EQ) empathy, and self- playingsimulations, and  empathy—key to
regulation. and reflection effective teamwork and
exercises. adaptive communication.
Leadership Cultivate adaptive, Mentorship Veterans are equipped with
Development transformational, and programs, seminars, leadership models
servant leadership and peer-led emphasizing collaboration,
competencies. projects. inclusivity, and ethical
responsibility aligned with
corporate values.
Technical Skill MEEHEEE military- On-the-job training, Veterans apply operational
Adaptation acquired  skills to certification expertise  to  corporate
civilian industries and pathways, and environments, improving
contexts. scenario-based transferability and sectoral
learning. relevance.
PRETHTEIERGE Build mental agility REBT-based Veterans gain practical tools
Cognitive and stress management training, for emotional regulation,
Flexibility capacity. mindfulness overcoming burnout, and
workshops, and sustaining motivation during

group counseling. transition.

Source: Developed by the author based on [14],[32],[14],[11],[112].

The initial table focuses on the concept of Empowerment in terms of
developing specific skills, while the following table further builds on the CIIRS
concept in terms of systemic reinforcement and adaptation to society. Training and
development programs equip the veteran with the appropriate skills to function in

their profession; nonetheless, continuous integration remains subject to further
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organizational support, psychological strength, and cultural adaptation between the
two parties. The shift from individual-based training to organizational support
represents the feedback loop concept of CIIRS in which learning, assessment, and
inclusion interact to ensure continuous cultural change. The following table
represents the CIIRS-based integration and support mechanisms aimed at ensuring

the effective integration of the veteran into the corporate culture.

Table 1.7
Integration and Support Mechanisms

Details

Integration

Objective Methodology

Mechanism

110 Establish

Inclusive Mentorship  pairing, Veterans are introduced

Structured welcoming cultural orientation, and to company mission,
Onboarding environment and veteran ambassadors. norms, and peer
shared understanding networks; their
of corporate values. experiences are
positioned as assets.
Building Strengthen Incorporation of REBT Facilitates emotional
Resilience psychological and EQ principles, adjustment and reduces
Through resilience and stress-management isolation, promoting

Support

Systems

Cultural

Adaptation

Mechanisms

adaptation capacity.

Foster mutual
understanding
between veterans and

civilian employees.

workshops, and peer

support circles.

Intercultural dialogue

sessions, sensitivity
training, and shared

storytelling initiatives.

long-term well-being and

performance.

Promotes empathy,
reduces stereotypes, and
cultivates a  shared
organizational  identity

based on mutual respect.
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Data-Driven Monitor integration 360° performance Data analysis informs
Feedback effectiveness and evaluations, inclusion policy refinement,
Systems identify improvement diagnostics, and ensuring continuous
areas. satisfaction surveys. cultural and operational

alignment.

Source: Developed by the author based on [10],[12],[97],[111],[120].

The main approach of this method depends on system-oriented thinking
process. This approach manages integration as an ongoing process that involves
continuous  adaptation,  training, evaluation, and feedback loops.
Such an approach enables the measurement of cultural improvement through
quantifiable indicators, including engagement, turnover, and innovation production
rates. It transforms inclusion and flexibility into operational tools of governance by
applying evidence-based measurement. CIIRS thus reinterprets the inclusion of
veterans as a strategic enabler of both organizational innovation and resilience.
Veterans become agents of transformation, transferring adaptive behavior and
disciplined decision-making within non-military environments, while organizations
in turn enrich their inclusiveness, learning capacity, and cultural unity. This well-
thought-out and people-centric approach reveals that inclusion, when deliberately
conceptualized and tracked, can be a competitive as well as moral advantage—one
that enhances organizational morale and operational soundness while fulfilling a

significant social duty [80;121].

The formation of the Cultural Integration and Inclusive Resilience System
(CIIRS) approach to veteran integration represents an iconic achievement relative to
the promotion of an inclusive, resilient, and future-minded organizational culture.
The CIIRS approach guarantees that veterans are effectively integrated into the
corporate world, as well as empowered to make a substantial contribution, leading
to innovation and progress in society as a whole. Veterans are a harbinger of
organizational flexibility and sustainability, as they possess the vital skills they
accumulated: discipline, leadership, situational awareness, and problem-solving

expertise. Basically, CIIRS represents the promotion of the articulation of intrinsic
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cultural values and behavioral norms manifested by inclusivity, emotional
intelligence, resilience, and flexibility. The inherent values directly influence the
decision-making process, as well as interpersonal interactions, affirming a strong
organizational structure at every organizational level. While inclusivity guarantees
all organizational members, including veterans, are assured an equal opportunity to
achieve, emotional intelligence represents an approach toward exerting collective
teamwork and understanding within diverse work environments. Resilience and
flexibility, often represented by a military approach, are perceived as levers
strategized to ensure organizations are capable of coping with uncertainty and

change effectively [42;136].

The inclusion of these values in the mission and vision statements of the
organization ensures they move beyond rhetorical values and are incorporated into
a concrete cultural commitment. The integration of hiring veterans as part of the
organizational initiatives exhibits a strong statement related to diversity and shared
responsibility. The integration of values demands a transformation of values into
action, including open decision-making, open communication, and a clear process.
A clear cultural foundation enhances this approach, as it illustrates concrete
behaviors, rituals, and activities that make integration successful. Team-based
activities among departments and open communication channels promote a cohesive
culture that creates a trusted relational dynamic. Placing emphasis on the recognition
of the contributions of veterans through award ceremonies and public recognition
creates a sense of belonging among veterans. The approach helps eliminate the
cultural difference between military and regular life by making respect for veterans
a living value, an organizational trait that supports each other as part of a united
community.

The CIIRS offers a basis for strong, concrete, and cultural transformation by
interspersing values, ceremonies, and expectations related to behavioral features and
activities related to values, including flexibility, empathy, and respect, between

others, as an approach between values, adaptation, and individual development,
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making this model a guarantee that both adaptation and development occur at the
same pace, leading to unity, resilience, and excellence [138].
CIIRS performs the principles of continuous improvement, inclusiveness, flexibility,
and strategic fit to address the complex process of reintegrating veterans. It offers a
systematic and psychology-grounded approach that encourages change both at the
organizational and individual levels. It is significantly important, particularly in
changing economies following a crisis, as both organizational resilience and the
reintegrative role of human capital interactively influence each other. They possess
a strong background in leadership, team-building potential, and mission-grounded
performance, all achieved under pressurized circumstances. Moving away from a
strict-line military structure to a liquid-flow situation, as practiced in an
organizational environment that belongs to the private sector, is a challenging
endeavor both at a psychological and a cultural level. Communication differences in
approach, freedom within levels of decision, and organizational identity can lead to
initial clashes. The CIIRS model counteracts these adversities through a systematic
method for reconciliation—Iinking professional ethics among veterans with open
and cooperative benchmarks of the modern corporate world [93;94].
By utilizing a model, CIIRS gives organizations tools to integrate service member
skills into corporate objectives so as to facilitate mutual value creation: service
members gain meaningful careers and individual progression, while organizations
gain improved innovation capacity and leadership sustainability. The model achieves
its aims through a combination of bespoke training programs, streamlined
onboarding processes, as well as regular feed-back mechanisms that facilitate
continued development and accountability. CIIRS doesn't treat inclusion as just a
passing phase or a box to check. Company culture isn't something we enforce with
rules. It’s something we’re all building together, so it can grow and become a more
resilient and welcoming place for everyone here.
CIIRS's success can be attributed to its model being two-dimensional such that both
organizational and personal change are tackled at once. It can help vets deal with

both the cultural as well as psychological nature of transition while also reshaping
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corporate structures so that inclusivity, emotional intelligence, as well as resilience,
are enhanced. Individualized Approaches to Transitioning: The core emphasis of
CIIRS is on individualized approaches to transitioning of individual veterans.
Specialized programs include Emotional Intelligence (EI) coaching for
communication, empathy, and teamwork capacity improvement as well as Rational
Emotive Behavior Therapy (REBT) methods for emotional hardiness and cognitive
flexibility development. The approaches help in easier transition to team-oriented
non-hierarchical corporate environments as well as reinforce assertive behavior
confidence [11;32]. Strengthening Organizational Capacity and Leadership: The
program trains leaders to be adaptable as well as inclusive. CIIRS leadership fosters
effective decision-making with empathy, establishment of trusts, creativity through
empowerment. Leaders are trained to discover vets' distinguishing features—
discipline, teamwork, centrality of a mission—and align them with organizational
strategies behind competitive advantage. Fostering Flexibility and Strategic Agility:
In view of increasing unpredictability in business environments, flexibility is critical
for survival as well as healthy long-term expansion. The CIIRS model increases the
proficiency of experienced professionals in dealing with changing situations while
at the same time boosting the capacity of the enterprise for rapid responsiveness to
changes. Encouraging a culture that thrives on experimentation, appreciated learning
from feedback, and encouraging cooperation, the model makes flexibility a
normative practice. Through the processing of this wide- ranging adopting model,
CIIRS synchronizes the governance of the company's culture, as well as the
development of their strategy for the promotion of human capital, so as to achieve
quantifiable results regarding elevated retention, engagement, and innovation
outcomes. Such a paradigm smashes the boundary limits of traditional human
resource methodologies, establishing the integration process of seasoned employees
as a critical approach toward company rejuvenation, one encompassing the infusion

of adaptability alongside organizational principles [109].
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Adoption of the Cultural Integration and Inclusive Resilience System (CIIRS)
starts with a redefinition of organizational core values and philosophy of
administration such that it is aligned with the underlying principles of inclusion,
integration, and adaptation that become leading drivers of a people-oriented,
responsive, and sustainable corporate culture. Organizational core values are
essential principles that influence employee behavior, managerial practices, and
institutional policies across different levels. When organizations include
inclusiveness and flexibility in their corporate mission statements, they help create
a culture in which innovation, diversity, and resilience become more than theoretical
concepts and become measurable realities that inform everyday relationships as well
as long-term planning. CIIRS model postulates that integration of veterans would
neither be a one-off event nor a solitary human resources practice. Rather, it would
become a regular aspect of corporate culture administration. Effective
transformative sustainability calls for having veteran inclusion embedded in
organizational core culture's fundamental fabric—to influence leadership
philosophies, hiring policies, instruction structures, communication networks, as
well as performance measuring criteria. This section identifies requirements that are
essential to implementation as a whole, allowing CIIRS to become a system of
continuous culture transmutation [27;41].
Cultural fit is the first and foremost step leading to successful implementation of
CIIRS. It ensures that its organizational vision, mission, and strategy are well
integrated with its inclusive values as well as its social responsibility. When
organizational adaptability as well as inclusivity are integrated with strategic
development objectives, organizations create a balanced model that integrates
economic performance with societal objectives. Consequently, the cultural
alignment phase fosters a collective comprehension that inclusion and adaptability
serve as essential conditions for strategic competitiveness, rather than being viewed
as ancillary goals [78].
Leaders are translators of culture as well as standard-bearers of principles of CIIRS.

Leadership development within the model of CIIRS is focused on developing
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managers who are adaptive, moral, as well as emotionally competent with the ability
to exhibit inclusive leadership. The programs are designed to transcend conventional
competency-based training to value-led leadership transition. Inclusive leaders are
educated on vets' distinctive transitions, showing empathy while reintegrating, as
well as psychological safety within teams. The curriculum usually includes
transformational and servant leadership frames with a focus on empathy,
authenticity, and accountability as cultural levers of prime importance. Inclusive
leaders become drivers of both cultural unity as well as performance improvement
with inclusion being rooted in leadership of the organization [30].
Key characteristic of CIIRS is its reliance on systematic yet variable processes that
ensure long-term sustainability as well as consistency in integrating veterans. Such
mechanisms include personalized onboarding programs, mentorship networks, and
orientation exercises that help integrate veterans with organizational expectations
while allowing for due consideration of their differences. Mentorship is an important
psychological linking pin enabling transition from military to civilian life. Transition
programs that associate civilians with veterans, buddy schemes, as well as peer
mentoring projects, provide regular advice and emotional support. Support groups
add to feelings of inclusion while accelerating transition through provision of
regular, experience-based support. In contrast, structured induction processes ensure
that veterans are seen as more than outside observers but as integral contributors

from the moment of recruitment [95].
Table 1.8

CIIRS Implementation Model for Veteran Integration

Component Objective Implementation Expected

Mechanisms Outcomes

Revise mission and value Unified culture

Cultural Integrate inclusivity,
Alignment adaptability, and statements; align HR and balancing  social
strategic resilience into business  goals  with and strategic

mission and vision. inclusivity principles. priorities.



Leadership

Development

Structured

Procedures

Feedback and

Evaluation

Continuous

Improvement

Inclusivity &
Diversity

Programs

Strategic
Growth

Alignment

Source: Developed by the author based on [21], [59],[33], [16], [22],[23].

Build empathetic,
inclusive, and flexible
leadership capacity.
Ensure systematic,
repeatable  integration
processes.

Create accountability
and iterative learning
cycles.

Institutionalize adaptive
learning and

performance renewal.

Foster participation and
representation of
veterans and

underrepresented groups.

Connect integration
outcomes with business

strategy and innovation.

Training on
transformational and
servant leadership;
empathy and
communication
workshops.

Onboarding, mentorship,

and shadowing programs

for veterans.
Performance reviews,
focus groups, and

engagement surveys.

Regular audits, learning

reviews, and  digital

tracking of cultural KPIs.

ERGs, diversity councils,

flexible work options,
inclusive policies.
Competency  mapping,
strategic project
placement, analytics
dashboards.
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Increased trust,
collaboration, and
psychological

safety.

Faster adaptation,
lower attrition,
improved

engagement.

Continuous
refinement of
inclusion

initiatives.

Sustainable growth
and resilience in
integration

processes.

Enhanced
innovation, well-
being, and cultural

agility.

Veteran inclusion
as a measurable
strategic

advantage.

The feedback mechanisms are the diagnostic cornerstone of the CIIRS model.

The mechanisms provide empirical grounding for continuous improvement and

adaptive learning processes. Holistic feedback systems help organizations gauge the

success of their integration efforts, translate performance results into measurable



69

quantities, as well as determine root barriers.
The process includes employee surveys, qualitative focus groups, 360° reviews, and
individual reflection sessions of veterans with their bosses. The tools translate
feedback into a dialogical rather than hierarchical of evaluation. Veterans' experience
becomes a critical addition to perfecting the system through embedding participatory
governance in corporate culture.
CIIRS supports a cyclical method of continued learning and refinement. The
integration programs are meant to be cyclical with regular rebuilding of programs
on account of new information, shifts in workforce demographics, and changing
requirements of veterans. This feedback-driven model guarantees responsiveness
while reinforcing transparency and accountability [64;76;108]. Continuous
improvement efforts also help build a learning organization mentality. Rather than
being seen as a short-term project, experienced integration becomes a recurring
strategic cycle that represents and reinforces the adaptability of the organization.
Organizations that practice CIIRS retain more, produce more innovation output, and
gain a better reputation among socially responsible investors. This system also
ensures sustained employee engagement because the system gives measurable room
to grow to each stakeholder — leadership, civilian employees, and vets individually.
The principle of continuous improvement under CIIRS also serves as a self-
correcting process. It connects institutional responsiveness with successful
reintegration of veterans. Each step of the integration cycle — education, analysis,
feedback, refashioning — becomes part of a recursive system that changes with
individual maturation as well as with changes in the environment [57;95;121].
Training programs are at the core of this cycle. Emotional Intelligence (EQ)
workshops, cognitive restructuring through REBT, and adaptive leadership
simulations deal with both psychological as well as soft-skill aspects of
reintegration. At the same time, technical certification programs, convert military
training into civilian qualifications
guaranteeing job-readiness and confidence. This two-part approach guarantees that

integration is both human-centered and Results-oriented, addressing emotional
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resilience and professional capability at once [15;112;117]. Incentive performance
structures also enable inclusiveness through reciprocal efforts of cooperation and
mutual accountability. Managers and veterans are engaged in on-going discourse
through performance reviews, peer reviews, and reflective meetings. Feedback data
not only help determine outcomes but are also used to drive innovation in process
design. For example, recurring communication problems flagged through surveys
might drive the creation of specialized training modules on corporate
communication protocol. This kind of flexibility reconceptualizes feedback as
strategic intelligence tool.
In particular, peer review fosters horizontal confidence along with social capital and
therefore promotes solidarity among heterogeneous groups. The communal
understanding fosters inclusiveness and ensures that adjustment is made both on an

individual as well as organizational level [1;82;122].

Inclusivity and diversity within the CIIRS model are enacted as on-going
processes rather than fixed accomplishments. Their infusion ensures that corporate
problem-solving, creativity, and innovation cycles are enriched with the perspectives
of veterans. Specific recruitment initiatives for veterans, flexible schedules, and
adaptive policies exhibit organizational empathy while encouraging fairness and
turnover reduction. Mentorship networks and Veteran Employee Resource Groups
(ERGs) shape peer affiliation and institutional support. The groups participate in
policy crafting, consult with HR groups, as well as track inclusivity measures,
turning  veterans into engaged actors in  governance [81;84;96].
Inclusivity is advanced through leadership. Inclusive leadership behaviors—
empathy, open communication, as well as appreciation for different culture—have
become part of leaders' training programs. Special events such as Veterans Day
celebration or service awards among employees add strength to moral legitimacy as
well as common identity [1;30;100].
Empirical research across the board confirms that those teams that are diversified

and inclusive are better than those that are not in innovation, flexibility, and decision-
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making effectiveness. It therefore becomes a strategic differentiator for including the
veterans rather than as social responsibility [41;68].
An overall implementation model synthesizes different pieces of CIIRS—
leadership, values, feedback, training, and policy—into a single, unified model that
evolves in parallel with the business approach. This model makes it easier to
translate  integration as a  continuous,  enterprise-wide  program.
Policy formulation is still a core. Well-articulated policies regarding equal
opportunity, non-discrimination, and psychological safety make veterans feel
appreciated and secured. Flexible workplaces facilitate veterans with medical,
familial, or post-military transition needs, while leadership accountability processes
assure uniformity across sections [117;118]. Strategic alignment is embedded as a
core component within the CIIRS model. When linking the abilities of veterans—
disciplinary nature, ability to manage in crises, leadership—with strategic initiatives,
organizations are taking advantage of their strengths in those arenas of high
influence such as operations, innovation, and projects management.
Frequent data reviews and analytics dashboards monitor momentum over time,
tracking proxies such as retention, engagement, and innovation rates [102;120;129].
With these data points, integration is ensured to stay on track with organizational as
well as social aims. Recognizing employees with programs and events is a way to
prove that our values aren't just words on a page. It shows people that we mean it,

and that makes everyone feel a lot better about coming to work.

Veterans have unique experience developed through critical decision making,
organized collaboration, and systematic implementation. In its bid to fully tap these
skills, organizations are required to manage certain transition barriers in a
systematic, evidence-based, and people-oriented manner [90;95;108].
The next figure summarizes the step-by-step approach of integrating veterans under
the CIIRS model, which brings forth the interworking of principles of inclusivity,
flexibility, and constant refinement in crafting a resilient and sustainable

organizational culture.
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Leveraging Military Expertise

NS NDl | Assigning veterans to leadership roles, mentorship, or critical task-force assignments capitalizes on
their toughness and strategic prowess. Their capacity to quickly deal with issues and build team
cohesion makes them natural agents of change and drivers of innovation [82].

Building Flexibility and Resilience

Using NLP reframing and REBT resilience-building techniques, veterans learn to reinterpret

o U P mmd  challenges as growth opportunities. Structured training in self-awareness, communication, and stress
management helps bridge the psychological gap between military and corporate worlds [2, 8].

Fostering Cooperation and Imagination
Mixed teams of veterans and civilians can teach each other. Veterans use their structured thinking

STEP 3

to create innovative solutions, and innovation labs can help make this a regular practice.

Reconceptualizing Integration as an Ongoing Process
Mutual efforts are continued through mentoring that fosters development, periodic appraisal, as
=i well as evolvable mechanisms for receiving feedback. Ongoing scrutiny serves to align
organizational practice with that of competent professionals with a continued interest in
improvement as well as inclusiveness [88].

Figure 1.4. CIIRS Stages of Veteran Integration into Corporate Culture

Source: Developed by the author based on [90],/95],[108],[110].

CIIRS model is structured to ensure rapid changes are made and prospects of future
success are improved. The two are dependent on one another so that transition for
vets is both rapid as well as sustained.
Rapid adaptation emphasizes structured onboarding, cultural orientation, and
mentoring to mitigate ambiguity and gain confidence. Long-term success, on the
other hand, involves leadership development, resilience training, as well as strategic
career planning. Adaptive leadership and EQ-based initiatives enable veterans to
lead, innovate, and manage change effectively [121;125;128]. The provision of
continuous feedback and ERG participation ensures that the integration model is
always sensitive to evolving needs of veterans. Through data-driven analytics,
organizations can even put a number on integration results — gauging engagement,

innovation, performance improvements [130;132;135]. It turns veteran integration
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into a strategic engine for growth with inclusion and competitiveness. In the
framework of this particular study, the process of integrating veterans is defined as
a dual process of adaptation, in which the veterans adapt to the organizations as a
valuable asset, while the organizations, in turn, adapt structures, leadership styles,
communication patterns, training and development, and motivational strategies, etc.
In this way, the process of integrating veterans is redefined from the perspective of
social support to the perspective of organizational resilience and renewal of
knowledge.

In its whole-of-design model, CIIRS turns veteran integration from a linear single-
time exercise to a periodic evidence-based cycle that enriches human capital as well
as organizational culture. Institutionalizing inclusion, solicitous elicitation of
feedback, and responsiveness ensures that veteran integration contributes directly to

corporate innovation, responsible governance, as well as strategic long-term growth.

Conclusion to Chapter 1

Chapter 1 provides the foundation for understanding corporate culture as a
sophisticated and transformative system that is essential in achieving sustained
organizational excellence. In the wake of growing turbulence, fast-paced
globalization of technologies, and geopolitical unrests, corporate culture emerges as
both a stabilizer and an engine of change. The chapter proposes that culture
management moves on from its mere symbolic role to become a strategic imperative
that impacts an organization's ability to endure innovation, flexibility, and social
accountability under conditions of ambiguity.
This chapter performs an in-depth analysis of the inclusion, incorporation, and
adaptation of veterans with veteran reintegration as a framing case of broader
organizational adaptation processes. Veterans, as represented through their
leadership, discipline, and resilience, are prototypes of human capital forged in
adversity as agents of corporate renewal. The success of their transition to civilian
jobs depends on institutionalized cultural devices that can translate military

competencies into corporate assets. The study of veteran inclusion thus bears a
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valuable lesson for understanding how inclusiveness, flexibility, and constant
learning can transform organizational culture as a strategic asset for resilience as
well as innovation.
The chapter outlines three core drivers of cultural change: integrity, adaptability and
inclusivity as part of the Cultural Integration and Inclusive Resilience System
(CIIRS). Continuous improvement makes possible a creative evolution of culture
through processes of learning, reflection, and feedback; inclusivity supplies the
moral as well as psychological foundation needed to build equity and a sense of
belonging; and flexibility makes it possible for the organization to manage
competently crises, transition, and complexity. The elements are interrelated; they
interact with each other to form a cohesive system that nourishes both organizational
flexibility and personal growth.
The CIIRS model's proposition represents a main theoretical contribution of this
dissertation. It connects psychological processes on the individual level (such as
emotional intelligence and cognitive flexibility) with organizational practice on the
organizational level (such as leadership development, feedback systems, and
adaptive learning). It is underpinned theoretically by Transformational Leadership
Theory, Social Exchange Theory, Human Capital Theory, as well as by Rational
Emotive Behavior Therapy (REBT) to give a unique synthesis that links
psychological insight with managerial practice. Framing of inclusion and resilience
1s seen not as separate initiatives but as integral elements of a modern, ethical, and
high-performing company culture that 1is part of its model core.
Methodologically, the chapter underlines the requirement for evidence-based
approaches in diagnosing, measuring, and transforming cultural systems. It
emphasizes that without systematic assessment tools—such as indices of
adaptability, levels of engagement, and feed-forward loops—corporate culture is no
more than a theoretical construct as opposed to a measurable and actionable model.
As such, bringing in veterans is undertaken through concrete tools such as training
programs, mentorship structures, and adaptive feed-back tools that ensure

measurable outcomes. The chapter also shows that organizational capacity for
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resilience as well as innovation is directly linked with its social and ethical
foundation. When strategic growth is linked with inclusive practices, organizations
develop environments that both advance performance while embracing such values
as accountability, diversity, as well as empathy. When a company's culture is truly
ethical, it gives them an edge over the competition. That's because they're not just
focused on profit, but also on doing what's right for society, which keeps them strong
in the long run. Lastly, Chapter 1 provides a conceptual and theoretical grounding
that underlies subsequent dissertation analysis. It brings together the philosophical,
psychological, and managerial aspects of corporate culture in an overarching
narrative that depicts culture as a self-correcting system—one that can learn from
itself and reinvent itself. The transition of veterans to corporate settings forms both
a practical example and metaphor for larger organizational inclusion, adaptation, and
revitalization. This introductory chapter thus establishes a bond among theoretical
constructs and practice applications, individual and organizational changes, as well
as societal responsibility and strategic outcomes. It provides the background for
Chapter 2, which moves from conceptual discourse to empirical investigation—
analyzing diagnostic outcomes, practical case histories, as well as questionnaire
datasets to determine the expressions of inclusiveness and flexibility within
fluctuating Ukrainian organizations. In so doing, it is possible for the dissertation to
proceed to explore further how its CIIRS model may be not only an intellectual
construct but also a practical tool for initiating cultural shifts in organizations
functioning under complex as well as calamity-stricken environments. The concepts
developed herein are the foundation upon which our subsequent analysis is
constructed. In chapter 2, the application of these principles inside Ukrainian
companies shall be observed. We shall apply the CIIRS model to track shifts in
culture and determine how companies are making up.
Overall, Chapter 1 established the groundwork of theoretical and methodological
foundations of corporate culture transformation under the CIIRS paradigm. By
integrating inclusiveness, flexibility, and ethical resilience into the core of culture,

the chapter positions the organizations as adaptive systems as well as human-
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oriented ecosystems of learning and innovation. The next chapter empirically tests
these foundations by making use of both quantitative and qualitative data of
Ukrainian firms and assessing the level of these principles leading to quantified
outputs [139;143;147]. This chapter will argue that corporate culture transformation
is a systemic and quantifiable process rather than a declarative organizational action.
Transformation is defined as a change from traditional management practices to a
corporate system that is inclusive, adaptive, and learning-oriented and integrates
veterans and other non-traditional workers in productive organizational
relationships. The results of the research, which were reflected in the presentation of
the findings in Chapter 1, substantiate the initial three components of the scientific
novelty of the dissertation. In particular, it is revealed that in the context of rapid
technological, political, and social change, corporate culture is changing from the
traditional form of shared values, assumptions, and norms to the new form of the
transformation infrastructure, which 1s characterized by the principles of
inclusiveness, integration, and adaptability. The developed model of CIIRS provides
tools for the analysis, assessment, and improvement of corporate culture in the form
of concrete and data-based strategies.
It is also substantiated that the principles of inclusion, integration, adaptability,
continuous improvement, strategic alignment, and ethics should form an
interconnected cycle, rather than being separate human resource programs. The
principles of inclusion, integration, adaptability, continuous improvement, strategic
alignment, and ethics reflect three levels of the transformation of CCM, namely, the
characteristics of the system, the zones of functionality, and the complex of metrics,
which guarantees the evolution of corporate culture as a strategic regulator and as a
self-reinforcing governance mechanism. In addition, the process of the integration
of veterans is seen as the dual process of adaptation, in which veterans adapt to the
civilian organization as a valuable resource, and the organization, in turn, adapts to
the veteran in the form of the transformation of structures, leadership,
communication, training and development, and motivation. In this way, the process

of the integration of veterans is transformed from the social support role to the
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strategic role in the development of organizational resilience and knowledge renewal

[140;149].

Transformation will be illustrated as a qualitative and quantitative process
using the CIIRS approach and its associated theoretical principles and diagnostic
tools (CEI, RII, SEI, TEI). Chapter 1 will lay the groundwork for the analysis and
development of managerial practices for transformation presented in the subsequent

chapters.
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CHAPTER 2
ANALYSIS OF CORPORATE CULTURE MANAGEMENT
TRANSFORMATION IN UKRAINIAN COMPANIES

2.1 Economic and Social Development in the Corporate Culture Management
in Dynamic Companies

Innovative businesses operate in a world of rapid change and therefore
develop their competitive advantage by applying resilience, innovation, and
flexibility. The management of corporate culture is a key promoter of successful
responses to economic and social turbulence: through creating inclusive, flexible
norms and learning routines, firms improve sustainability and shock resilience in
complex contexts [94;95; 143;147]. Innovative companies' cultural system tends to
put a premium on continued learning, cross-functional collaboration, and expecting
response to changes in markets; such firms rely on simplified and flexible structures
that accelerate decision-taking, enabling managers to seize new opportunities early
in the process and diminish risks before they escalate [36;89]. Leadership is a key
process where culture shapes conduct: in active firms, it often has a transformational
quality that motivates people around a shared vision and stimulates general
engagement in problem-solving and innovation, which is universally associated with
better performance results across individual, team, and firm levels [31; 139;140].
With growing digitization making environmental change even faster-paced, CCM
that encourages cautious experimenting and measured risk-taking prepares firms to
reconfigure their capabilities faster and sustain strategic renewal [79;86; 141;147].
The social dimension of management and corporate culture matters as well:
companies that implant corporate social responsibility (CSR) and ethical norms into
day-to-day practices tend to realize higher employee retention, satisfaction, and
reputational benefits alongside economic performance [41;45]. Prior research also
shows that weak leadership norms and toxic communication patterns can reduce

productivity and increase turnover, reinforcing why cultural change must be treated
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as a management priority rather than an incidental HR task [66;90].

INNOVATION & ADAPTABILITY

Continuous learning, creative problem-
solving, process improvement.

DIGITAL TRANSFORMATION &
FLEXIBILITY

Technology adoption, process
automation, agile structures,

Corporate Culture HUMAN CAPITAL INVESTMENT

Management Training & development, leadership
programs, retention, wellbeing.

SOCIAL DEVELOPMENT & CSR

Community engagement, inclusion,
cthics, diversity.

LEADERSHIP & GOVERNANCE

Vision alignment, ethical leadership,
accountability, transformation drive.

Figure 2.1. Conceptual Model of Economic and Social and Cultural
Development in Dynamic Companies

Source: Author’s conceptual model developed from literature and illustrative company reports
(Naftogaz, Interpipe, Weatherford).

The model presented in Figure 2.1 shows the relation between economic and
social development in managing corporate culture. The model integrates five
interrelated dimensions—innovation, digital development, human capital formation,
social inclusion, and leadership and governance—which stem as prime drivers of
organizational flexibility and robustness. The model highlights that sustainable
competitiveness not only requires financial and technological investments but also
deliberate culture development through learning, inclusivity, and ethical leadership.
The conceptual model draws on both theoretical literature and field-based insights

from notable Ukrainian companies such as Naftogaz, Interpipe, and Weatherford,
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which showcase the interplays of total training efforts, digital developments, and

devoted leadership on mutually reinforcing social and economic results.

To operationalize such propositions, the following sections integrate factual
findings from a questionnaire survey of 28 organizational units (cases) with
independent managerial authority (See Table D.1; Appendix D). The sample
consists of firms that primarily fall under the energy value chain and oil-and-gas
value chain, as well as companies from the fields of education, industrial
manufacturing, construction, and financial services—together representing a
pictorial representation of dynamic Ukrainian firms. Table 2.1 outlines the profile of
such companies and their inclusion-related practices and thereby lays out the
practical basis for the following analytical discussions. The linkage among these five
factors—innovation, digital transformation, investment in human capital, social
development, and inclusivity—constitutes the foundational model for the later
observational study. They collectively present culture in its dual function both as an
economic and social driver towards sustainable development. In rapidly
transforming organizations, these motivators also interact constantly: innovation
fuels agility; digitalization fuels openness and collaboration; investments in human
capital fortify leadership and worker motivation; social programs reinforce
reputation and stakeholder trust; and inclusiveness secures long-term resilience
through multiple points of view. This macro-level perspective highlights that
corporate culture is an essential mechanism and not just an environmental factor that
drives economic and social progress. The subsequent section explains these
conceptual linkages in measurable indicators, utilizing both Ukrainian and
international companies in demonstrating that culture management does, in fact,
enhance performance and adaptability. The scope of the empirical study included 28
organizational units (cases) with independent managerial authority in Ukraine from
the following sectors: energy, industrial, educational, construction, and service. The
organizational entity is considered a unit of analysis in this study. The organizational

entity is an autonomous organizational structure characterized by independent
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managerial responsibility, specific organizational practices inside the organizational
structure, and independent implementation of organizational culture policies. For a
vertically integrated corporation, the application of a differentiated structure of
organizational units (regional branches, directorates, and departments) is considered
a separate case of analysis if the data is collected from different managerial
representatives responsible for a particular unit of a corporation. The units are
autonomous 1in operational management, including personnel management,
leadership style, organizational communication inside the organizational structure,
and implementation of inclusion and veterans' integration policies. This is why they
are considered separate cases of analysis in the context of corporate culture

diagnostics.

The study is based on an empirical base consisting of 28 organizational units (cases)
with independent managerial authority from the energy sector, industry, education,
construction industry, and scientific sector. The data collection was carried out
through a structured questionnaire completed by managerial representatives
responsible for corporate culture and human resource management within each
organizational entity. The questionnaire was used as a primary tool for collecting
information. The goal of the survey was to gather meaningful data on the core pillars
of a modern workplace: how inclusive and flexible it is, how active its leaders are,
and how well the organization can bounce back from a crisis. The analytical
consistency of the study was based on aggregated answers from each organizational
entity. The diagnostic indicators were developed from the collected data. These
include the Cultural Engagement Index (CEI), Resilience and Integration Index
(RII), Structural Engagement Index (SEI), and Training Effectiveness Index (TEI).
The level of analysis for each case is an organizational entity. In vertically integrated
organizations where there are differentiated internal structures, structurally
differentiated organizational units such as regional branches, directorates, or
departments are considered separate analytical cases under the condition that they

are supplied independently by the responsible managerial representative.
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Table 2.1

Distribution of the 28 organizational units (cases) with independent managerial

authority by Sector

Sector Number of organizational units (cases) with Share
independent managerial authority by Sector (%)

Drilling / Service)
Industrial / Metallurgy 2 7.1%
Education 5 17.9%
Construction 1 3.6%
Research / State 1 3.6%
Enterprise
Total 28 100%

Note: Detailed identification of cases and structural levels is provided in Appendix D.

In addition to these structural and cultural indicators, Table 2.2 provides an
enumeration of the presence of critical operational inclusion mechanisms among the
28 organizational units (cases) with independent managerial authority, such as
formal policies, employee training programs, managerial training, and veteran

retention strategies.
Table 2.2

Aggregate Operational Inclusion Indicators Across 28 organizational

units (cases) with independent managerial authority

Indicator Share of “Yes” (%)
Formal Inclusion Policy (Q5) 53.6%
Employee Training Programs (Q4) 57.1%
Managerial Training (Q7) 39.3%
No Retention Difficulties (Q9) 71.4%

Source: Author’s survey (2024).
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The corporate-level indicators assess the magnitude to which investment in
human capital and inclusion practices increases organizational adaptability and
robustness, thus supporting the proposed conceptual framework of corporate culture
management (CCM) that was discussed in this study. As indicated in Table 2.2, the
level of institutionalized inclusion practices among the 28 organizational units
(cases) with independent managerial authority in Ukraine is diverse. The findings
show that while more than half of the organizations have inclusion policies (53.6%)
and employee training programs (57.1%) in place, targeted training for managers is
notably less frequent, appearing in only 39.3% of the firms. Meanwhile, retention
outcomes are relatively stable with 71.4% of organizational units (cases) with
independent managerial authority reporting no significant difficulties with retaining
veterans.

When compared with the structural distribution of cases in Table 2.1, the results
indicate that although there are organizational units (cases) with independent
managerial authority that have demonstrated leadership engagement and favorable
cultural environments, there is an evident implementation gap with regards to the
formalization of inclusion policies and the development of managerial

competencies. Further visualization of the results is discussed in the following

Corporate Culture Archetypes (n = 28)

36%

Largest share: Clan (tie with Hierarchy)

Two dominant archetypes—Clan

. Hierarchy
and Hierarchy—each at 36%. 36% , Clan
Adhocracy is 21% and Market is ° 36%
7%
28

Companies in sample (n).
Shares are percent of companies;
counts in the Excel sheet are
rounded (Clan = 10, Hierarchy = 10,
Adhoceracy = 6, Market = 2). Market
7% Adhocracy
21%

figure.
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Figure 2.2. Distribution of Corporate Culture Archetypes in Surveyed
Companies (n = 28)

Note: Based on survey data from 28 organizational units (cases) with independent managerial authority
(2024-2025).

After outlining the general distribution of cultural archetypes, the analysis
shifts to the economic aspects that closely correspond to such CCM as innovation,
digitalization, and human capital investment. In our sample (n = 28), about 40% of
companies indicated willingness to pursue new strategies and methods (Q10), which
in turn we regard as innovation readiness. At the same time, 57.1% of respondents
claim to accept employee training programs (Q4) while 39.3% admitted to
undergoing manager training (Q7) initiatives, with this indicating that such
facilitating mechanisms trail behind the wishes of a considerable number of
companies. Those who demonstrated willingness to new methods tended to name
financial constraints as well as lack of support by higher authority as reasons behind
lack of initiatives before implementation, highlighting the uncertainty of culture as
both driver and constraint. Overall, results of this questionnaire reveal a clear
opportunity: organizations that demonstrate higher cultural flexibility, in terms of
openness to innovative practices and promoted by training arrangements, are more

effective in converting intentions into quantifiable improvements.
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Openness to New Approaches (n = 28)

Results from Q2: share of companies open to new approaches vs. no/unsure (n = 28;
blanks coded as “No/Unsure™).

40%

No / Unsure

Default to the status quo;
experimentation is

or ad hoc. Unclear

and bandwidth constraints

slow adoption of new

practices.

Figure 2.3. Openness to New Approaches

Note: Based on survey data from 28 organizational units (cases) with independent managerial authority
(2024-2025).

Share of companies responding “Yes” vs. “No/Unsure” to Q2 on openness to new approaches (n = 28;
blanks coded as “No/Unsure”).

However, innovation on its own will be unable to provide competitiveness
unless it is supported by the company's technological base. How management
succeeds in incorporating digital tools within the company culture has proved to be
another very important factor that impacts the track of the organization. As such,
digital transformation is the next great element of economic and cultural
development of changing businesses. Digital transformation is a key driver of
economic progress in innovative business. Adoption of new technology such as use
of artificial intelligence, automation, and advanced data analytics has a huge impact
in generating higher productivity and process efficiency. Practical research has
reported that companies executing strong digital transformation strategies achieve
on average a 30% growth in revenue and a 25% improvement in operational
effectiveness compared to companies that engage minimally. These results also state

that digital transformation is not technological replacement but a strategic cultural
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transformation requiring skillful leadership, organizational focus, and workforce
flexibility. In a survey of 28 organizational units (cases) with independent
managerial authority, 35% (10/28) demonstrated full/active usage of digital, 48%
(13/28) partial/experimental usage, and 17% (5/28) non-use. Survey respondents
also indicated ongoing inhibitors: low investment, weak or uneven CEO
commitment, and worker reluctance and low cultural flexibility. Another participant
noted, "digital transformations stall without high cultural adaptability, a result of
resistance from within." Substantively, the results show success contingent as
equally on leader-led cultural alignment and well-bounded change rituals as on the
technology, and therefore a need for deliberate management practices linking digital
to culture, capability building, and ongoing feedback. The outcomes represented in
Figure 2.3 demonstrate that openness to innovative techniques is more than just an
occasional cultural characteristic; it is a principal competency for managing
organizational change. Those organizations possessing an inquiring culture, that
keep up and experiment, enjoy an advantage in taking up innovation in technologies
and innovative techniques of management. In reality, digital preparation is enhanced
with transparency; personnel adept at learning in cycles and working across
disciplines are more readily inducted in data-centered tools and future
communication platforms. Such preparation directly impacts organizational
response speed to technological disruptions or changes in market demand.
Therefore, the next level of analysis focuses on digital transformations as
measurable additions to cultural openness. Figure 2.4 illustrates the way that
Ukrainian companies polled have taken up digitalization practices—not only as
isolated I'T improvements, but only as key components of an overall cultural strategy

that combines innovation, inclusiveness, and long-term competitiveness.
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DIGITAL TRANSFORMATION — ADOPTION LEVELS (N = 28)

35% 4SD 17%

@ ruLL apOPTION.
Shares of firms by adoption level: Full 35% (10/28),

. PARTIAL ADOPTION Partial 48% (13/28), None 17% (5/28).

NO ADOPTION

Figure 2.4. Adoption of Digital Transformation Among Surveyed Firms (n =
28)

Note: Author s calculation based on survey indicators (n = 28).

Interview respondents most frequently cited financing constraints, lack of
senior-management commitment, and resistance among employees due to gaps in
cultural adaptability as obstacles. This integration of survey evidence with
international benchmarks highlights both the current state of digital transformation
in Ukrainian enterprises and the scale of performance benefits that can be realized
when cultural and leadership barriers are addressed. Despite this, the dependency on
technology alone does not guarantee sustained competitiveness. The ability of the
management to invest resources in human beings, through training and development,
and leadership development, is as important as the other factors in the drive for
continuous development. As such, the investment in human capital surfaces as an
important factor in the development of company culture management and resilience
in adaptive organizations. Human capital investment emerges as an important factor
of economic development in fluid organizations and assumes a prominent place in

the administration of company culture. Organizations that regularly provide
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employee development and training initiatives have a greater chance of reaching
high levels of engagement, retention, and productivity on the job.Evidence-based
research has shown that firms which develop holistic training and firms using these
development approaches earn higher profit margins than comparable firms that
invest very little in human capital by 24% . Furthermore, organizations that utilize
systemic techniques of leadership development have a 20% greater chance of
realizing long-term revenue success. These outcomes support the argument that
employee development should be thought of not simply as a cost of business
operations, but rather as a strategic investment which enhances competitiveness and
reinforces company culture. The survey data gathered from the 28 organizational
units (cases) with independent managerial authority participating in this research
supports the existing global findings. Approximately 29% of these organizations
reported the implementation of formal training and development programs for
employees (Q6), while 39.3% (11/28) acknowledged having established
comprehensive manager training (Q7) (refer to Appendix D). However, it was
observed that despite the general acceptance of the importance of training by all
companies, a number of respondents agreed that the actual investment made by the
company was very small. Some of the participants pointed out that the absence of
proper training had a negative impact on the adaptability of the workforce, leading
to a high rate of employee turnover. Only a limited number of firms — mostly large
enterprises in the energy and manufacturing sectors — claimed to possess
formalized training programs along with leadership succession planning. The survey
findings are similar with those reported by available literature. As can be shown in
Table 2.2, the firms that practice regular investment in training and development of
leaders show remarkable advantage. As summarized in Table 2.3, company-level
financial and HR indicators confirm that consistent investment in employee training
and wellbeing correlates with lower turnover and stronger productivity outcomes.
What we see here is that long-term investment in people and leadership is a direct
driver of cultural strength. This, in turn, pays off through better profitability and a

much steadier, more flexible organization.
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Table 2.3

Economic Impact of Human Capital Investment

Factor Strong Investment (structured Minimal Investment

programs) (irregular or none)

Baseline

Profit margins +24%
Retention & workforce +20% Lower stability, higher

stability turnover

Employee productivity Higher engagement, sustained Lower engagement, reduced
performance adaptability

Note: Author’s calculations based on financial and CSR data from Naftogaz (2019-2023), Interpipe
(2021-2023), and Weatherford (2024). Figures are approximate, used for analytical comparison of
training, turnover, and profit ratios.

These results clearly demonstrate that, aside from being a social investment,
human capital development will also become an important economic consideration
for corporate success. The connection between HR expenditure and turnover rates
also echoes international research in the context of a return on training as a vital
element of sustainable competitiveness. To situate the findings in context, Table 2.4
below provides comparative indicators of CCM practices in dynamic Ukrainian
firms. These metrics have clearly established the link between inclusion programs,
leadership investments, and outcomes with regard to employee engagement and
adaptability. The inclusion of training, evaluation, and leadership remains an

important aspect of culturally adaptive companies.
Table 2.4

Indicators of CCM in Selected Dynamic Companies (2019-2024)

Company Year Training & CSR / Social Employee

HR Investment Retention

Development

Naftogaz Employee UAH 63.3m CSR =50,000 Figures from
development + UAH 11.6m employees p-2-3 Annual

programs social projects Report 2019
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(~146-160 hrs
avg)

Naftogaz 2020  Training CSR/social Employee Annual
investments allocations satisfaction Report 2020
stable (no continuing metrics reported
detailed hours)

Naftogaz 2021  Staff training CSR/social Retention & Annual
noted (hrs not programs diversity stats Report 2021
disclosed) mentioned

Interpipe 2023  Avgtraining: 5 CSR: 86.6m Employee Annual
hrs per UAH social engagement: Report 2023
employee; 268 programs 75-91%
employees satisfaction
trained

MAIEHIEY @ 2024  Safety & CSR/HR Retention % Annual

d training commitments mentioned (not Report 2024
programs (qualitative) extracted)

(global,

qualitative

only)

Source: Compiled by the author based on survey data and secondary company sources (Naftogaz,
Interpipe, Weatherford, and related firms, 2019-2024).

The evidence suggests that firms that have mechanisms for structured training
and inclusion have stronger positioning with corporate culture and increased
adaptability. The arrangement supports the Factual basis for the diagnosis proposed
in Section 2.2. Table 2.4 shows the comparison of expenditures on human capital
and social development for international and Ukrainian firms. Naftogaz always
focuses on corporate social responsibility and talent development. Interpipe shows
the increase in expenditures on training and social development, such as 86.6 million
UAH in 2023. Weatherford focuses on safety culture and international
training. These findings suggest that training and CSR spending are not optional
expenses but key factors that strengthen a company’s competitiveness and long-term

resilience. In order to fully emphasize the dynamic aspect of such investments, the
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rate of growth of certain indicators for the considered years is calculated with the
following formula. In the case of Interpipe, the expenditures related to CSR have
been increasing, rising from 75 million UAH in 2021 to 86.6 million UAH in 2023.
This shows that the company is committed to the social and cultural development of
the region. Formula 2.1 can be considered the key instrument that measures the
growth of the company’s activities related to CSR and training. By using this
formula, it is possible to better understand the growth of the company’s investment

in its workers.
Formula 2.1
Growth Rate

X, — X,_
tx—tl>><100\%

r =
t—-1

The use of Formula 2.1 with the available data provides clear evidence of an
escalation in cultural and social investments. For example, in the case of Interpipe,
the organization’s expenditures on corporate social responsibility increased from
about 75 million UAH in 2021 to 86.6 million UAH in 2023. The use of the growth
rate formula provides evidence that there is an increase of 15.5% between these two
years. This increase in growth can be linked to the organization’s commitment to
social advancement and education, thus linking financial investment with cultural
resilience. Naftogaz repeats the same trend of continuous CSR spending and
employee development programs but didn't report precise annual training hours in
later reports. Weatherford, being more international in character, also values
continuous training and safety programs as part of its cultural . The findings validate
that strategic resource allocation on human capital and social responsibility has the
potential for higher cultural coherence and resilience, in alignment with the Figure
2.1 theoretical profile. Correspondingly, the findings supply an observed foundation
for CIIRS model as well as identify training and social development as the primary

drivers of long-term competitiveness in the transforming organization. The above
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findings demonstrate that organizations that exhibit a high level of commitment to
human capital investments by their management not only enjoy profit margins that
are between 24% higher compared to other organizations but also succeed in
retaining their human resources and boosting their productivity and adaptability. On
the other hand, organizations that exhibit poor commitment to training and
development programs are linked to cultural decline, lower employee engagement,
and lower organizational adaptability. These confirm the fact that investment in
human capital is not just a motive to economic development, but also a core input to
the management of corporate culture and the long-term sustainability of
organizations. Investment in human resources can never be taken in isolation. For
human capital to offer ongoing benefits, it needs to be set in a broader-based model
of management practices and company culture of supporting flexibility, inclusion,
and resilience. It highlights the question of the contribution of CCM to long-term
economic sustainability. Organizations that demonstrate resilient and adaptive
corporate cultures have the greatest opportunity of long-term economic success on
sustainable grounds. Research has indicated that those that build employee-friendly
and inclusive workplaces, with robust managerial practices backing, show high
creativity levels and improved financial sustainability [91;104]. Furthermore, those
that include corporate social responsibility (CSR) within the operations agenda, with
backing by senior leader support, have brand awareness and consumer loyalty
enhanced, thus strengthening both their resiliency and market position [113].
Surveys of 28 organizational units (cases) with independent managerial authority
confirm these patterns. While the majority of the firms saw the value of maintaining
a healthy organizational culture, over 60% of the firms indicated a lack of official
policies on employee engagement or inclusion (see Table 2.2). Several of the firms
nominated challenges in achieving workforce flexibility, especially receiving
employees recruited from non-traditional demographics, like veterans. These
observations propose that if efforts on engagement and inclusion are not made
knowingly, led by leaders and enclosed into company culture, the organization put

at risk the long-term sustainability. To make this cause and effect clear, Figure 2.5
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illustrates a process view. If CSR is set in and advocated for the top position, firms
seek deliberate engagement and inclusion (policies, programs, manager education),
increasing cultural agility and psychological safety and, ultimately, brand loyalty
and organizational resilience; notice the >60% of firms without formal

engagement/inclusion policies.

CSR & Inclusion — Culture — Customer — Business Qutcomes
(Process View)

D ; i@ ;

| 4, J

STRONGER BUSINESS
CULTURE OUTCOMES

CSR EMBEDDED &
SENIOR-LEADER
BACKING

» Make CSR/inclusion part « Adaptability & psychological » Better service &

of strategy safety brand experience

+ Visible C-suite « Employee buy-in & consistent » Higher satisfaction
sponsorship behavior & loyalty

+ Accountability for culture + Clear values — daily practice = Positive word-of-

goals mouth

« Policies & programs inplace
« Manager training &

« Close the “no policy / no

supports

+ Better service & brand

« Higher satisfaction & loyalty
« Positive word-of-mouth

experience

supports” gap

Figure 2.5. CSR & Inclusion — Culture — Customer — Business Qutcomes

Source: Developed by the author based on 2024-2025 company survey results (n = 28) and analytical
synthesis within CIIRS model.

To test whether the pathway in Figure 2.5 shows up in our data, we split firms
by cultural adaptability using Q3: High+Mid (n = 19) vs Low (n = 9). Figure 2.6
reports 0—100 “%-Yes” indices (blanks coded No) on five items: Cultural alignment
(Q3), Training/resources (Q4), Inclusion policy (QS5), Manager training (Q7), and
Business impact (QS8). The High+Mid group scores higher on all five, consistent

with the link from leader-backed inclusion to stronger culture.
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Figure 2.6. High vs. Low Adaptability—Five-Factor Profile (Index 0-100).

Note: Authors calculation based on survey indicators (n = 28). Groups: High+Mid (n = 19) vs Low (n =
9). Scale: % “Yes” (0—-100; blanks —  No). Metrics: 03/04/05/Q7/08.
Source: Developed by the author based on 2024 survey results within the CIIRS analytical model.

Building on the economic factor, it is also important to note that managerial
functions and company culture serve as accelerators of social development as well.
Achieving economic prosperity on its own does not guarantee the sustainability of
an organization; instead, it calls for a combination of practices that facilitate
inclusiveness, mental safety, and a sense of belongingness. Here, social development
appears as a coincident product of effective management and company culture,
impacting both internal connection and the wide influence of organizations on
society at large. In addition to facilitating economic development, the organizational
culture also works to facilitate social development both internally and externally.
Organizations that intentionally hold inclusive practices and put more emphasis on

the health of employees usually align their workforces more strongly and have more
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social bond . There is also actual work that frequently indicates that companies that
have definitive diversity and inclusion strategies have measurable elevations of
employee engagement and retention by some 20% more than less inclusive
competitors [80;83;121]. These insights demonstrate the dual purpose of corporate
culture and management: optimizing internal efficacy on the one hand, and also
facilitating the organization’s social responsibility on the other. Figure 2.6 shows
that firms in the high-adaptability group outperform the low-adaptability group
across the five capability areas used in this study—-cultural alignment (Q3),
training/resources (Q4), inclusion policy (QS5), manager training (Q7), and business
impact (Q8)—underscoring how structured practices translate into stronger people
systems and day-to-day behaviors. The survey data provides further insight into the
dominant practices of Ukrainian firms. Out of the 28 organizational units (cases)
with independent managerial authority covered by the survey, 32% reported the use
of structured (formalized) inclusion systems, 48% reported partial/limited systems,
and 20% reported none. Figure 2.7 summarizes this maturity distribution and
indicates that while a core group has formalized infrastructure, one-half of firms
remains in partial/limited status, which is often insufficient to consistently produce
the high-adaptability profile evident in Figure 2.6. Respondents most frequently
mentioned cultural adaptation challenges, few training programs, and a lack of
managerial support as inhibitions. These gaps reflect a gap between the identification
of societal progress as important and its integration into policy models as well as
day-to-day implementation. Incorporating historically excluded groups, including
veterans, women, and those having some form of disability, is a necessary part of
societal progress in the administration of corporate culture. From the results of
studies made by different scholars, although a high percentage of firms employ
veterans, only a small number have made concerted efforts or have set out
formalized access processes in order to integrate them. Early studies indicate that
companies with established strategies for veterans' integration have improved
retention, increased employee engagement, and higher organizational agility.

However, most companies are still at the initial stage of evolving from being passive
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to a proactive way of including others. These observations align with findings from
global research and recent studies conducted in Ukraine, which emphasize the

critical necessity for organized reintegration programs tailored for veterans

[118;121;125].

INCLUSION POLICY MATURITY (N =28)

32% 48% 20% No data

. STRUCTURED ADOPTION (=9 FIRMS) Breakdown (n = 28):

Structured 32% (= 0.32 x 28 = 9),

Partial/limited 48% (= 13),
NONE (=6 FIRMS) None 20% (= 6),

. PARTIAL/LIMITED ADOPTION (=13 FIRMS)

. BLANKS CODED AS “NO™ (01 FIRMS) Blanks coded as “No” (= 0-1)

Figure 2.7. Corporate Culture Readiness for Social Development (Inclusion
Policy Maturity).

Note: Author's calculation based on survey results (n = 28). Coding: Formal = 1; Partial = 0.5; None =
0. Scale = % of firms by maturity level.
Source: Developed by the author based on 2024 survey data within the CIIRS analytical model.

Taken together, Figures 2.6 and 2.7 illustrate how, although the societal
benefits of inclusive practices become ever clearer, there are not holistic,
systematically crafted models within the bulk of the organizations, and this restrict
the ability to include the competencies corresponded to improved adaptability and
long-term social development. The management of the dynamics of corporate
culture in the researched enterprises is viewed from the perspective of the proposed
five-dimensional conceptual model: innovation capacity, digital maturity, human

capital, social inclusion, and governance quality. The proposed model enables the
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establishment of the relationship between corporate culture, organizational
robustness, shock resistance, and competitiveness, thereby transforming the former
into a productive factor in the process of sustainable economic development,
equivalent to financial or technological capital. Thus, innovation capacity refers to
the ability of the enterprise to develop and implement innovative solutions during
crisis situations, while digital maturity characterizes the level of preparedness of the
enterprise to apply hybrid forms of communication, data management, and flexible
forms of work organization. The dimension of human capital specifies the level of
engagement of the leaders, the level of learning, and the availability of systems for
the professional development of personnel, which enables adaptability. The
dimension of social inclusion specifies the level of psychological safety, equality of
opportunities, and the level of inclusion of various social groups, such as veterans,
in the life of the enterprise. The dimension of governance quality specifies the level
of ethical leadership, transparency in decision-making, and the correspondence of
the  corporate culture to the goals set by the enterprise.
The analysis, as presented in the current chapter, confirms the interdependence of
the five proposed dimensions as integral parts of the management of corporate
culture in dynamic enterprises, which determines the stability and the ability to
develop under conditions of uncertainty. Thus, the analysis of the economic and
social development, as presented in section 2.1, is not only descriptive but also
specifies the role of the interdependent factors of innovation, digitalization, human

capital, inclusion, and governance in the adaptive potential of the corporate culture.

2.2. Diagnostics of Corporate Culture Management transformation and Its
Impact on Business Processes

Corporate culture plays a central role in influencing organizational performance,
innovation, and long-term sustainability. A good culture gets people committed to
an organization's mission, creates innovative behavior, and makes it flexible in
responding to changes. If stated clearly and strictly followed, stated values direct

decision-making processes, influence employee behavior, and help in leadership
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effectiveness. This eventually helps produce better collaboration, increased
engagement levels, and a sustainable competitive advantage. Within the resilient
organization, corporate culture evaluation presents unique challenges. With fast-
changing markets and a diversifying employee base creating a need to continuously
synchronize cultural structures and forces beyond corporate control—the likes of
technological shifts, globalization, and shifting employee expectations— The
required structure is a persistent issue. Unlike typical organizations, which possess
a stable culture, resilient organizations need to continuously modify cultural practice
in order to maintain continuity and relevance. The absence of a formal measurement
of organizational culture has high risks. Research shows that firms that have poorly
articulated or poorly managed cultures have higher employee turnover rates, less
innovation, and less ability to respond to industry disruptions [91;104]. Additionally,
firms that waive monitoring and tracking the impact of culture are at a higher risk of
suffering losses in employee morale, a diminished brand reputation, and long-term
volatility in their business performance [41;90]. In order to reduce these risks, it is
necessary to develop a systematic approach to the assessment of the role of corporate
culture in the management practices of the organization. Diagnosis is not merely
abstract; it also provides a precise framework to assess the extent to which the
espoused culture translates into the governed culture, the extent to which the culture
of the leadership promotes flexibility, etc. From the perspective of this dissertation,
this diagnosis is the first step towards the transformation of the corporate culture.
Transformation is defined as a situation wherein the gap between espoused and
enacted culture is subject to a deliberate managerial intervention with a goal of
inclusion, integration, and flexibility. By means of the CIIRS model, this is
quantified with the help of the CEI, RII, and SEI/TEI measures.
It is also with this understanding that transformation is defined, not as a natural
process of change, but as a managed transition from disorganized practice to a
rationalized CCM. For this purpose, internal consistency measures were carried out
for the diagnostic indices CEI, RII, SEI, and TEI, followed by correlation tests. The

relationship between inclusion indicators, leadership engagement, training intensity,



99

and organizational stability was tested using the Pearson correlation coefficient with
a significance level of p < 0.05. The identified relationships were statistically
significant at p < 0.05, which confirms the analytical validity of the proposed CIIRS
diagnostic model. The reliability of the survey instrument was reinforced through
expert verification in the pilot implementation in Beiken Energy Company. Although
the empirical base includes 28 organizational units (cases) with independent
managerial authority in Ukraine, thus making it possible to identify the structural
patterns and relationships in the system, for the purpose of generalization, further
expansion is needed. The diagnostic procedures discussed above are the mechanism
whereby an organization can transition from a state of diagnosis towards a deliberate
transformation of its culture. The following figure describes three key dimensions
of cultural evaluation—alignment, manager training, and business effects—that
together provide the foundation of the competent management of culture. These

steps illustrate both the sequence of practice and the relationships that determine if
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KEY DIMENSIONS FOR CORPORATE CULTURE ASSESSMENT

( ASSESS CULTURAL ALIGNMENT \
Key question: Do everyday behaviors match the
organization’s stated values?

s Check whether employees actually live the
mission and values.

» Note gaps between leadership messages and
daily practice.

( EVALUATE LEADERSHIP ADAPTABILITY \
Key Question: Do executives and managers actively
foster a culture that is adaptable and future-oriented?

s Assess whether managers receive training and
support to build adaptability and inclusion.
» Analyze how leadership practices drive or hinder

cultural transformation.

Pre———— STEP1 rccecee--. STEP2 -'-======- STEPS3 '=======- >
4 ANALYZE BUSINESS IMPACT \

Key question: How does culture affect decisions, innovation,
and retention?
» Assess its impact on collaboration, performance, and

efficiency.

\ » Pinpoint where cultural shifts would improve outcomes. J

&_\,\ /

Figure 2.8. Core Elements to Evaluate in Corporate Culture

Note: Author’s conceptualization based on the CIIRS model and diagnostic structure of Chapter 2.
Dimensions: cultural alignment, manager training, business effects.

Source: Developed by the author based on [122],[124],[131],[135].

The model in Figure 2.8 outlines the conceptual aspects of diagnosis, i.e.,
alignment, managerial development, and business results. In order to illustrate how
the different components get translated into practice, the analysis integrates results
of a cross-company survey with the secondary data yielded from select dynamic
businesses. Interpipe, Naftogaz, and Weatherford cases serve as illustration ones
since they provide an exhaustive set of statistics pertaining to human capital and
social development. Table 2.4 presents the comparative profile of the key indicators,
which are further examined through the three main dimensions of cultural
measurement. As can be seen through the summary presented in Table 2.5, it is clear

that through this comparative evaluation, it has been identified that there are
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consistent relationships between structured approaches to managing culture and
levels of cultural alignment, adaptability, and business performance within all of the

firms that have been surveyed.
Table 2.5
Indicators of CCM in selected dynamic companies (2019-2024).

Indicator Interpip | Interpip Interpip Naftoga Weatherfor Survey Average
e 2021 e 2022 e 2023 22021 d 2024 -28

organizationa

1 units (cases)
with
independent

managerial

authority

Training . . 67% said
Hours sufficient
Employee

Retention / LYY 84.05%  97.15%  Stable 14.7% 67%  retention
Turnover turnover support
IR\l 37% 37% 37% 24% 17% —

Workforce

% Women B — — > of 25% —

1] manager

Managemen S

t
Veterans — — ~1,000 — — —

Supported
Employees B 338 322 — — —
with

Disabilities

Note: Compiled by the author based on survey data from 28 organizational units (cases) with independent
managerial authority (2024—2025) and official reports of Interpipe, Naftogaz, and Weatherford. Values
indicate the proportion of firms reporting structured, partial, or absent cultural management practices.
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To better understand how training, inclusion, and culture interact, we applied
Formula 2.2 to calculate the Corporate Environment Index (CEI). This index is a
core component of the diagnostic toolkit developed by CI. This allows for an
evaluation of the extent to which inclusive, cooperative, and developmental
approaches have been institutionalized in the organization, reflecting the maturity of
the corporate cultural environment. This tool also allows for an evaluation of cultural
maturity across organizations in the study sample, reinforcing the overall structure
of analysis provided in Section 2.2 of the present dissertation, as it allows for a
quantitative evaluation of qualitative aspects of cultural characteristics. The CEI

serves as a basis for further evaluation using RII, SEI, and TEI indices.
Formula 2.2

Corporate Environment Index (CEI)

CEl — (Number of positive practices adopted

x 100
Total possible practices )

CEI measures the percentage of cultural behaviors adopted in relation to all
possible behaviors, including training systems, formal policies, managerial support,
and veteran programs. This is the first block of the CIIRS and serves as a foundation
upon which all other metrics, including RII, SEI, and TEI, are based. Through the
Corporate Environment Index, a more detailed comparison of the culture of the
organizations is made possible, as well as the elucidation of the link between
investments and results. Table 2.5 presents a juxtaposition of various representations
of corporate culture in active organizations. From the findings, organizations such
as Interpipe are seen to have a high level of cultural alignment, as shown by the
investments made in training and social policies, which are linked to higher
employee retention rates. Naftogaz is seen to have a stable culture, mainly because
of the size and gender diversity of the organization. Weatherford represents
companies where training is insufficient and turnover rates are higher, thus
underlining the importance of investments in training. These results highlight the

importance of each of the three major dimensions of cultural measurement in the
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CEI: alignment, managerial education, and business results, as represented in Figure
2.8. To further generalize these results, an analysis of questionnaire results from 28
organizational units (cases) with independent managerial authority was conducted
in an attempt to measure whether formalized systems of cultural evaluation correlate
with positive results. The evaluation of corporate culture can be achieved by
integrating three different systems. The first part of this system is represented by
cultural alignment, where it is possible to measure the degree to which employees
embrace true values and whether communication from management is aligned with
actual working conditions. Manager training emerges as the subsequent component
and measures the degree at which leaders instill flexibility as well as inclusivity and
enable cultural transformation. The final component focuses on the business impact
of culture, where questions of decision-making and performance outcomes directly
derive from cultural norms. In addition, strategic spotlights are highlighted within
this component. Statistics from the survey draw attention to the importance of such
elements. Out of the 28 surveyed organizational units (cases) with independent
managerial authority, roughly 42.9% claimed having a systematic model for cultural
review, while the other 57.1% depend on casual reviews or do not have any review
mechanisms (with zeros implied as "No"). The respondents persistently highlighted
that without a systematic review, there occurs a disconnection between managerial
practice and employees' expectations that consequently nullifies the overall
effectiveness of cultural management measures. Consequently, we investigated
whether structured policy models are associated with improved cultural outcomes.
Figure 2.9 illustrates a comparison between companies that have such models (QS5 =

Yes, n = 15) and those that do not (Q5 = No, n = 13) across three indicators (Q3, Q7,
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Q8Y), with blanks classified as “No.”

Inclusion Policy and Culture Outcomes (N = 28)
» Policy present (Q5=Yes, n=15) CULTURE OUTCOMES BY POLICY PRESENCE (N =28)
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Policy present (Q5=Yes): CA 93.3%, MT 66.7%, BI 100.0% - No policy (Q5=No): CA 69.2%. MT 7.7%. BI 84.6%
Key: CA = Cultural alignment (Q3), MT = Manager training (Q7), Bl = Business impact (Q&)

Figure 2.9. Culture Aspects by Inclusion Policy Presence (n = 28)
Source: Developed by the author based on 2024- 2025 survey data (n = 28) and analytical results from
Appendix D.

The findings underscore that diagnosis on its own is not enough if nothing is
done on the basis of insights gained by it unless the organizations evaluate and have
the capability of overcoming barriers that prevent cultural change. The development
of corporate culture to suit changing market circumstances, evolving employee
ambitions, and organizations becoming more advanced has been named one of the
formidable challenges of contemporary management. Corporate culture is so
commonly perceived as a long-term strategic asset, and yet numerous organizations
have difficulty balancing unity and the flexibility and creativity which
environmental unpredictability necessitates . When organizations see obstacles, they
are often discouraged from Seeking advancement, which in turn leads to misstep,
conflict, and incompetence across business operations. Cultural development thus
necessitates intentional and highly staged managerial intervention; many
organizations, however, ineffectively discern and react to the biggest barriers to
successful result . Among the many barriers, the investment of leadership is always

dominant. Leaders and top managers have a central role to play in making statements
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of values, demonstrating desired behaviors, and managing transformation efforts.
Where the commitment of leadership is weak or periodic, cultural initiatives become
cultural practice instead of meaningful initiatives. As a result, these efforts do not
inspire employees, cause resistance, and do not have the permanency needed to
establish genuine transformation . This disconnect between what leaders say and
what employees actually experience weakens trust, lowers morale, and undermines
the overall effectiveness of cultural management, showing that adaptation barriers
cannot be overcome without strong and consistent leadership at every level of the
organization The lack of active leaders’ involvement has a chain reaction on the
overall structure of corporate culture and management. If leaders do not demonstrate
an unwavering commitment, the cultural indicators become fragmentary, employees
feel alienated from the transmutation process, and resistance to new organizational
norms grows. To examine whether policy scaffolding corresponds to stronger
culture in our sample, we compare firms with an inclusion policy (Q5 = Yes, n = 15)
and without (Q5 = No, n = 13) across three survey indicators: cultural alignment
(Q3), manager training (Q7), and perceived business impact (Q8). Figure 2.9 reports
the share of companies meeting each criterion (n = 28; blanks coded as “No”). Policy
firms score higher on all three dimensions—cultural alignment 93.3% vs 69.2%,
manager training. As summarized in Table 2.6, survey data highlight the most
common indicators of cultural misalignment among Ukrainian companies. These
factors reveal the absence of systematic evaluation mechanisms, limited managerial
support, and incomplete inclusion efforts — all of which weaken overall cultural

adaptability and strategic coherence. [118;121;126;132]
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Table 2.6
Cultural Misalignment Indicators (Survey-Based, n = 28)

Indicator Companies With Inclusion Companies Without Inclusion
Policy (Q5 = Yes, n = 15) Policy (Q5 =No, n =13)
Q3. Cultural

Alignment

Q7. Manager

Training

Q8. Business Impact
of Culture

Source: Developed by the author based on 2024-2025 survey data (n = 28).

The survey analysis further confirms that structured inclusion policies are
directly linked to stronger organizational outcomes. As shown in Table 2.6,
consistently higher performance across all three indicators occurs when firms
maintain formal inclusion policies. Cultural alignment is substantially higher (93.3%
vs. 69.2%), manager training programs are more prevalent (86.7% vs. 53.8%), and
the perceived business influence of culture is significantly stronger (80.0% vs.
46.1%). These results show that having a structured approach to inclusion does more
than just get leaders involved—it actually builds the organization’s ability to adapt

and grow its culture over the long term.
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Barrier Pathway in Corporate Culture Adaptation

Mixed messaging on cultural priorities and values.

Inadequate employee involvement in change initiatives.

Resisting new organizational norms.

Figure 2.10. Most-Cited Barriers to Corporate Culture Adaptation

Note: Author’s calculation based on survey data (n = 28).
Source: 2024-2025 survey of Ukrainian companies conducted by the author.

Survey results confirm this issue. In the sample (n = 28), leadership
engagement in cultural change was 32.1% proactive (high; 9 out of 28 cases), 35.7%
passive (moderate; 10 out of 28 cases), and 32.1% absent (low; 9 out of 28 cases)
(see Appendix D for case-level diagnostic results). Non-responses within the
leadership engagement block were conservatively coded as “No” to ensure binary
consistency in index calculation. Respondents described “mandates” from senior
management without visible participation, accountability, or communication. The
figure below summarizes the barrier pathway most frequently reported by firms.
Respondents described “mandates” from senior management without visible
participation, accountability, or communication. The figure below summarizes the

barrier pathway most frequently reported by respondents.
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Figure 2.11. Barrier Pathway Triggered by Weak/Intermittent Leadership
Commitment

Note: Authors synthesis based on survey insights and conceptual analysis.
Source: Developed by the author based on [7],[18],[47], [104].

Together, the survey evidence and the figure demonstrate that cultural
adaptation is less constrained by technical resources than by leadership behaviors,
communication practices, and employee engagement. Unless these barriers are
addressed, even well-designed cultural strategies risk limited effectiveness.
Despite initiatives taken by management regarding cultural change, employee
resistance tends to be a notable barrier. This is a response rooted in various reasons
such as doubts regarding job insecurity, alteration in job roles, unreasonable
expectations regarding the process of change, and disruption in established work
patterns or professional Themselves [32;47;58;79]. Such reasons can discourage

employee collaboration and hinder adoption of new organizational norms. Surveys
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validate this issue, but with qualification. In Q6 (distinct integration challenges),
50.0% of firms stated "Yes" (14/28) and 50.0% stated "No" (14/28). In Q9 (difficulty
retaining), 28.6% stated "Yes" (8/28) and 71.4% stated "No" (20/28); blanks were
counted as "No." Informants emphasized resistance often resulted from inadequate
communication, unclear expectations, and scarce employee involvement in the
creation of innovative projects. Older, traditionally managed sectors' respondents
portrayed the greatest resistance, and such culture adaptation measures should be

scaled to sector environment and workforce heritage.

Indicators of Employee Resistance to Cultural Change (n = 28)

100
80
60
40

20

Retention difficulty—Yes/No Unique challenges—Yes/No

Figure 2.12. Indicators of Employee Resistance to Cultural Change

Note: Author's calculation based on survey data (n = 28).
Source: Developed by the author based on [32], [47],[58],[79].

A further barrier, as identified by the literature and the survey, is the lack of
congruence that exists between the behaviors adopted by the organization and the
cultural values that they espouse. There are many companies that place significant
emphasis on their organizational culture of diversity, innovation, or employee-
centricity, yet these values do not actually permeate the day-to-day management
practices of the firm. This, in turn, gives rise to the phenomenon of a “credibility

gap” in the organizational culture. As can be expected, the implications of this
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phenomenon of cultural misalignment are significant. For instance, the employees
of the firm will suffer from low motivation and participation because they will not
be able to relate to the espoused organizational culture. Further, the long-term
implications of this phenomenon will give rise to high employee turnover rates, as
the employees will seek to work in firms that actually live their organizational
culture [52;64;91]. The survey undertaken of 28 organizational units (cases) with
independent managerial authority corroborates this phenomenon of cultural
misalignment. Despite the majority of the firms indicating that they were either
inclusive or innovation-driven in principle, both the employees and the managers
agreed that the policies were not always reflective of the ideals expressed. The
immersion in such cultural gaps was cited as having a direct impact on the
employees’ engagement and trust in the leadership. From the point of view of the
management, the inconsistencies not only impact the efficacy of the cultural
initiatives but also the overall value of the corporate culture as a driving force within
the business. The overall trend that can be identified from the above figure is that
resistance by the workers does not frequently occur in isolation, as it is more likely
to be accompanied by other structural issues in the organization, such as the lack of
clear leadership cues, inconsistent communication practices, or the lack of worker
participation in the organizational decision-making process. Once again, it confirms
that resistance by the workers is not due to the workers, as it is actually due to the
management and the overall issues that exist in the organizational structure, which

is in line with the inferences provided in Table 2.7.
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Table 2.7
Structural Gaps in Cultural Management (Survey-Based, n = 28)

Indicator (from What misalignment looks like % of firms
survey)

Structured Regular culture diagnostics with 42.9% Yes (12/28) — 57.1% lack
evaluation defined KPIs/process structured evaluation

present

LB J0IT8A Formal policy + supports in place 32% structured (9/28); 48% partial;

maturity 20% none — 68% lack a structured
system

Managers trained/supported to drive 39.3% Yes (11/28) — 60.7%
training (Q7 culture change without manager training/supports
Veteran Structured 42.9%. structured; ~40-42%
inclusion onboarding/mentoring/career paths informal; ~23-25% none —
Drograms for veterans majority not fully structure

Note: Author's calculation based on survey data (n = 28).

Source: 2024-2025 survey of Ukrainian companies conducted by the author.

The findings summarized in Table 2.7 indicate that misalignment occurs
across multiple dimensions — diagnostics, inclusion, leadership training, and
veteran support. These results show that cultural adaptation challenges are systemic
rather than isolated. This underscores the importance of institutional provisions
capable of closing these structural gaps, which will be analyzed in the following
section. Yet another obstacle to successful adaptation is the inadequacy of highly
structured instruments to gauge and modify corporate culture. Though management
frequently appreciates the strategic importance of culture, many firms do not have
the right tools to diagnose, gauge, and monitor cultural change over the long term.
Employing established assessment paradigms, companies have to depend on rumor
or informal commentary, which nearly always fails to offer the specificity and
reliability needed to maintain cultural change of a long-term nature. Having to
depend on informal means puts management at a disadvantage in being able to
perceive strengths and weaknesses of dominant cultural practices, follow the
progress of cultural change efforts, and assess the level of employee commitment or
cultural congruence [53;65;88]. The survey findings confirm this statement. Of the

28 organizational units (cases) with independent managerial authority studied, 32%
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(9/28) reported using structured tools to assess organizational culture, 48% (13/28)
reported relying mainly on informal feedback mechanisms, and 20% (6/28) reported
no formal assessment practice (see Appendix D for case-level results). Respondents
universally stressed that the lack of systematic measurement often translates into
diffuse adaptation strategies and hampers both cultural alignment and management’s
ability to drive organizational development. Where sound measurement systems do
not exist, cultural initiatives risk becoming isolated and defensive and thus have little

impact on long-term corporate performance.

Institutional Supports for Corporate Culture Change (n = 28)

Q4-TRAINING & RESOURCES

Role-specific onboarding,
mentoring, and support access;
speeds time-to-productivity.

Q5- INCLUSION POLICY

Written policy with clear
ownership; signals commitment
and accountability.

QU-EVALUATION FRAMEWORK

30/60/90 reviews + pulse KPIs;
creates feedback loops for continuous

39.3% improvement.
Q7-MANAGER TRAINING

30/60/90 reviews + pulse KPIs;

creates feedback loops for continuous
Q4 Qs Qo Q7 improvement.

42.9%

Q-codes are survey items (Q4, Q5, Q7). Q0 is an analysis composite (30/60/90 plans + pulse KPls), not a single question. Values
show % ““Yes” (n = 28; blanks coded as “No™).

Figure 2.13. Institutional Supports for Corporate Culture Change

Note: Author s compilation based on survey data (n = 28) and analytical model of CIIRS model.
Source: Developed by the author based on [53],[65], [88],[94].

Another major issue constraining the creation of corporate culture relates to
the integration of veterans and various workforce groups in the larger organizational
model. In so far as there has come an increasing emphasis on diversity and

inclusivity within management thinking, there are still numerous organizations
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struggling to develop truly inclusive workplace environments. Corporate culture
typically expresses institutionalized stereotypes and unconscious discriminatory
practices, inadequate institutional support for excluded groups, and inflexible
workplace rules and regulation disregarding the unique needs of a diverse workforce
[95;98;102]. These pitfalls encapsulate the gap between espoused organizational
values and actual employee experience. Statistics gathered from Ukrainian
businesses illustrates the prevalence of these challenges. While a vast majority of
registered businesses reported hiring veterans, only 32% (9/28) of them
implemented formalized initiative or regulation for facilitating the successful
integration of veterans, 48% (13/28) employed ad hoc or casual processes, and 20%
(6/28) of respondents admitted to having no institutional inclusion strategy
whatsoever to begin with (see Appendix D for case-level results). Respondents
highlighted that when organizations lack clear policies and consistent support from
management, veterans and other diverse groups find it hard to adapt. The result is
lower retention, reduced engagement, and underutilized talent. In this context, the
analysis shows that while management is becoming more aware of the importance
of diversity, many organizations still face cultural shortcomings. Corporate culture
often carries long-standing stereotypes and unconscious biases, provides limited
support for excluded groups, and relies on rigid rules that fail to address the needs
of a diverse workforce. These findings in Figure 2.13 highlight that support from the
institution is key in culturally transforming successfully. Even with policies or
architectures in place, however, adaptability is not guaranteed alone. The following
figure illustrates how levels of cultural readiness, ranging from high, to medium, to
low, translate these organizational initiatives from the institution into measurable

organizational outcomes.
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Figure 2.14. Corporate Readiness by Cultural Adaptability (High+Mid vs.
Low)

Note: Author’s calculation based on survey indicators (n = 28). Groups split by Cultural
Adaptability (Q3). Readiness scores are composite indicators derived from Q3—Q7 responses.

Source: 2024-2025 survey of 28 Ukrainian firms, compiled by the author based on CIIRS
diagnostic model and survey dataset

Overall, the evolution of an organization's culture helps to ensure a company's
sustainability and promote long-run performance. However, many organizations still
experience challenges result from a lack of commitment of leaders, resistance from
employees, and the existence of segmentation. Without well-designed procedures
and inclusive assessment instruments, firms open themselves to the risks of cultural
inflexibility, disengagement of employees, and ineffective integration of diverse
workforce segments [103;106;109]. These challenges highlight the fact that the
evolution of culture should not be approached as a one-time change but as an
unbroken aspect of organizational administration. The long-standing nature of
challenges indicates a need to develop a systematic plan aimed at reshaping firm

culture. An observant and replicable plan for overcome challenges will be discussed
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in the following chapter using the CIIRS (Cultural Integration and Inclusive
Resilience System) model, whose combination of managerial practices with
inclusive and adaptive cultural templates helps to balance organizational and
workforce needs. Counter-barriers are manifested in those organizations that have
successfully gone through cultural change. Changing culture is an ongoing process
requiring deliberate strategies, overt approval from the top, and systematic tools.
Even if many firms are unable to address cultural change, a few successful ones have
overcome the obstacles through best practices: high leader involvement, high
employee engagement, organization-specific diagnostics, and open diversity and
inclusivity actions [110;112]. These examples show that if management openly
advocates for cultural adaptability, company values are closer to employee behavior
and organizational targets. Inclusive and resilient workplaces not just become a
possibility but become a core component of long-term sustainable performance
[114;117]. An essential move to overcoming challenges is direct commitment from
leadership. Navigating successful cultural change requires leaders to demonstrate
commitment and to model the behaviors and values they expect from employees.
Executives and managers constantly communicating with their employees create
norms, build trust, and a culture of experiment and innovation. In so doing,
commitment from leadership moves beyond rhetoric and becomes the necessary
driver of cultural change [119;122]. Practical commitment strategies work to
translate intent into concrete action: open and frank description of the reasoning and
approach; appointing cultural champions to role-model desired behaviors; and
running bespoke leadership development programs to enable managers to credibly
and durably lead cultural development. The findings from our investigation
involving 28 organizational units (cases) with independent managerial authority
highlight this issue. A proactive approach to leadership engagement in cultural
adaptation was identified by 32.1% (9/28) of the firms, while 35.7% (10/28) reported
passive or variable engagement, and 32.1% (9/28) indicated a complete lack of
involvement (refer to Figure 2.15; blanks categorized as “No”). Participants

consistently expressed that when managerial engagement lacks continuity, cultural
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initiatives falter and face challenges in gaining employee trust. The deficiency of
genuine, persistent effort from management not only diminishes motivation; it
concurrently undermines the overall effectiveness of cultural initiatives, resulting in
adaptation efforts that are disjointed and difficult to maintain. Examples from our
survey of 28 Ukrainian businesses bear this out. It was found that 32.1% (9/28) of
the enterprises had active leader involvement in cultural accommodation, 35.7%
(10/28) had cultural change in a passive and/or inconsistent way, and 32.1% (9/28)
did not engage in cultural accommodation at all (where "blank" was treated as "No").
The pattern of leader participation in cultural transformation is represented in Figure
2.15. Overall, the respondents indicated that cultural activities tend to stagnate and

lack employee buy-in when there 1is no managerial intervention.

Leadership Involvement in Culture Change Adoption of Enabling Practices
(n=28) (n=28)
@ Count (n)
@ Proactive (high) @ Percent (%)

@ Passive (moderate) Ticluston poley

Absent (low)

Participation supports

Manager training

Structured evaluation

0 20 40 60 80 100

Summary (n = 28). Leadership involvement is evenly split—Proactive
32.1% (9/28), Passive 35.7% (10/28), Absent 32.1% (9/28)—while enabling
practices remain uneven: Inclusion policy 53.6% (15/28), Participation
supports 57.1% (16/28), Manager training 39.3% (11/28), Structured
evaluation 42.9% (12/28). Blanks coded as “No™.

Figure 2.15. Leadership Involvement in Corporate Culture Transformation

Note: Author's calculation based on survey responses (n = 28). Percentages reflect distribution of firms by

leadership engagement level: active, passive/intermittent, and absent.

Source: 2024-2025 survey of 28 organizational units (cases) with independent managerial authority,

compiled by the author based on CIIRS diagnostic calculations (see Appendices C-D).
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Employee involvement is the key to the successful introduction of cultural
change in organizations. Organizations that engage employees in the process of
defining culture, shaping initiatives, and introducing changes are likely to
experience levels of acceptability and less resistance [125;128;131]. When
organizational leaders are concerned about actual participation, the resulting cultural
change is closer to employees' expectations and can be adaptively corrected through
trust-establishing actions Hence, employee involvement should be regarded not only
as a secondary process, but a fundamental way of institutionalizing cultural change.
Most successful strategies for engagement include these values in everyday
application. Recurring systems of feedback—the likes of employee questionnaires,
focus groups, and casual conversation—helps organizations in being aware of
problems and monitoring the receptiveness of changes throughout the workforce.
Systems of reward and recognition that focus on adaptability and dedication to
organizational values promote conformity and desired conduct. Regularly scheduled
workshops and training initiatives prepare employees to manage evolving workplace
circumstances, in that way ensuring sustained cultural growth over the long term.
Factual data obtained from the 28 organizational units (cases) with independent
managerial authority support these patterns. Twelve organizational units (42.9%)
indicated the use of formalized employee-engagement processes; six organizational
units (21.4%) relied on ad hoc or informal approaches; three organizational units
(10.7%) reported having policy-only structures without supporting implementation
mechanisms; and seven organizational units (25.0%) indicated the absence of any
structured engagement arrangements (see Appendix D for case-level results).
Participants stressed how a lack of planned, regular engagement destroys
communications, diminishes motivation, and often results in a higher degree of
resistance to change. These results support the view that successful cultural
transformation requires management to implement deliberate, systematic employee-
involvement strategies that align organizational goals with employee experiences.
The data presented in Figure 2.15 emphasize that leadership involvement remains

the decisive catalyst for cultural transformation. The following table categorizes
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companies by their readiness to support active employee participation through

structured policies, training, and managerial support.

Table 2.8

Corporate Readiness for Employee Participation — Category
Breakdown

Category Definition (from Q4/Q5/Q7) Companies (n)  Share of

sample (%)
42.9%

Structured PEVIGY present (Q5=1) and 12
(Training/resources Q4=1 or Manager
training Q7=1)

Policy present (Q5=1) but no supports 3 10.7%
(04=0 and Q7=0)
Informal No policy (Q5=0) but some supports 6 21.4%
(Q4=1 or Q7=1)
Absent No policy (Q5=0) and no supports (Q4=0 7 25%
and Q7=0)

Note: Compiled by the author based on survey data from 28 organizational units (cases) with independent
managerial authority (2024-2025). Categories reflect the distribution of readiness levels for employee
participation based on policy presence, training resources, and managerial support indicators.

A profound and enduring barrier to corporate culture evolution remains the
absence of systematic assessment mechanisms. Companies that regularly evaluate
and statistically monitor cultural engagement demonstrate a significantly stronger
capacity to identify gaps and implement targeted improvements [133;135;136].
However, the use of unverified or subjective evaluation often produces inconsistent
outcomes, providing confusing plans that prevent sustainable cultural change
management. Best practices identified from global experiences as well as from
literature on management repeatedly emphasize the role of systematic appraisal in
shaping company culture [137;139]. Regular employee opinion surveys give
invaluable insight into how employees view organizational values, communications
strategy, and working norms. These opinion surveys create feed-back systems that
guide managerial decisions and make leadership behaviors congruent with employee

expectations. Definition and use of cultural performance measures—often as Key
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Performance Indicators (KPIs)—allow companies to measure the degree of
correspondence between accepted corporate values and employee behavior.
Comparing against industry leaders via benchmarking also discloses comparative
strengths and weaknesses and gives those companies clear guidelines on which to
improve. These practices individually and collectively provide a systematized
structure that allows management to actively manage and direct cultural
development so that those adjustments are purposefully incorporated into company
strategy as opposed to leaving it to happenstance. Data collected through surveys
conducted across the 28 organizational units (cases) with independent managerial
authority reflect a strong need for thorough evaluation mechanisms. Exactly 42.9%
(12 out of 28 organizational units) reported the existence of structured engagement
programs; 10.7% (3 out of 28) relied on policy-only measures without
implementation mechanisms; 21.4% (6 out of 28) reported informal engagement
efforts; and 25.0% (7 out of 28) indicated the absence of any structured evaluation
methodology (see Appendix D for case-level results). Respondents universally
highlight that the lack of systematic measurement often translates into diffuse
adaptation strategies and obstructs both cultural alignment and management’s ability
to drive organizational development. Where sound measurement systems do not
exist, cultural initiatives risk becoming isolated and defensive and thus have little

impact on long-term corporate performance.
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Evaluation Maturity of Companies (n = 28)

Absent
25%

Structured

n=128 42.9%

Structured- 12
Policy-only- 3
\ Informal- 6 Absent-7

Informal
21.4%

Policy-only
10.7%

Figure 2.16. Use of Formal Corporate Culture Measurement Infrastructure

Note: Author'’s calculations based on survey data (n = 28). Categories.: Structured (42.9%), Policy-only
(10.7%), Informal (21.4%), None (25.0%).

Source: Developed by the author based on 2024-2025 survey data (see Appendix D for case-level results).

Analysis of cultural measurement focuses on the use of formal management
instruments to enable adaptation, yet, beyond the diagnostic instruments, there is
factual evidence that corporate culture strategies could be introduced more
extensively by the firm. Study on firms that introduced cultural change successfully
shows that, although uncertainty as well as resistance occurs, properly designed
management strategies could yield concrete advantages [112;128]. Many
international studies stress that cultural adaptability of the organization directly
intensifies the resilience as well as the innovation capability [129;130]. Following
the example of Ukraine, recent scholarly research corroborates the adaptability of
business culture during crises both as the survival strategy and the source base for
medium-term competitiveness [131]. These examples demonstrate that, where

corporate culture is considered as a tool of strategic management, it strongly
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supports organizational effectiveness, responsiveness, as well as employee
satisfaction. Sectoral practices reveal the processes through which -cultural
adaptability is achieved across sectors. Technology companies adopting flexible
work policies accompanied by entrepreneurship-minded leadership exhibit higher
internal turnover. Organizations that adopt a production strategy with a focus on
workforce diversity and skills development opportunities have a more cooperative
workforce with lower levels of internal conflict. Financial service organizations with
a digital transformation strategy and training programs have better operational
effectiveness. In aggregate, these results suggest that when managers adopt
strategies consistent with cultural norms, business outcomes are strong. Table 2.9
contains exemplary models of cultural adaptations, which are categorized according
to industry sectors. The observations demonstrate how industry-specific strategies
translate cultural norms into effective management practices, further supporting the

overall trends observed in Ukrainian business organizations.

Table 2.9
Best Practices for Cultural Adaptation Across Industries
Industry Key Strategy for Cultural Adaptation Outcome
Technology Flexible work policies & innovation-driven Higher employee retention

leadership

WIEN e e P Workforce  diversity programs & skills  Increased collaboration
development

Financial Digital  transformation &  structured Improved operational

services corporate training efficiency

Source: Developed by the author based on [112], [128],[129],[130], [131].

These cases illustrate that management-level decisions regarding flexibility,
inclusiveness, and digitalization indeed have measurable impacts, such as on
employee engagement, teamwork, and productivity, which underlines the
significance of corporate culture as a factor. Industry-wide studies confirm that when
corporate culture strategies are appropriately aligned with sectoral requirements,

there are benefits of increased engagement, flexibility, and success [132;133].
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Survey results of data collected through surveys conducted across the 28
organizational units (cases) with independent managerial authority reflect a strong
need for thorough evaluation mechanisms. Exactly 42.9% (12 out of 28
organizational units) reported the existence of structured engagement programs;
10.7% (3 out of 28) relied on policy-only measures without implementation
mechanisms; 21.4% (6 out of 28) reported informal engagement efforts; and 25.0%
(7 out of 28) indicated the absence of any structured evaluation methodology (see
Appendix D for case-level results). Similar trends show that 32% of the
organizational units (9 out of 28) have implemented formal approaches to cultural
change, while 48% (13 out of 28) have implemented an ad hoc or informal approach,
and 20% (6 out of 28) have no systematic approach, as indicated by blank fields
where it was marked as “No.” Cultural adaptation strategies that are well-defined
have a positive impact on employee engagement, particularly when organizational
units are undergoing change. This aligns with international research emphasizing
that effective cultural transformation requires systematic management methods that
connect organizational culture to strategic objectives [134;135]. Figure 2.17
summarizes these methods into a short set of "what works" instruments for delivery.
Overall, the evidence confirms that adaptable and inclusive cultural models serve as
a unifying factor behind sustained performance and resilience across diverse

industries.
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CULTURE ADAPTATION PATHWAY

POLICY FOUNDATION PARTICIPATION
(Q5) - 53.6% —) SUPPORTS

(Q4) - 57.1%

!

OUTCOMES: CULTURAL MANAGER TRAINING
ALIGNMENT (Q3) - 82.1%, h "
BUSINESS IMPACT (Q8) — 92.9% QN33

Figure 2.17. Best Practices for Corporate Culture Adaptation
Source: Developed by the author based on [132],[133],[134], [135].

Based on cross-industry case research, management’s role in leading cultural
transformation spans leadership, employee engagement, and the systems that enable
change. Digital technologies function as enablers of cultural programs—helping
leaders monitor sentiment, reinforce organizational values, and embed practices into
day-to-day activity [136;137]. At the manager level, integrating digital platforms
goes beyond administrative efficiency and becomes a strategic instrument for
fostering, measuring, and improving organizational culture. These tools help
organizations integrate cultural practices into daily work, ensure value congruence,
and treat cultural change as an ongoing process rather than an intermittent event.
International research shows that digital-by-design solutions—Al-assisted analytics,
employee-engagement platforms, and digital training modules—support leaders in
interpreting viewpoint, facilitating collaboration, and promoting inclusion behaviors
in geographically dispersed workforces [17;50;129]. In practice, Al analytics

provide in-the-moment signals on alignment; engagement platforms support
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collaboration and recognition; and online learning scales values, leadership
behaviors, and inclusion strategies. We did not directly ask in our survey whether
firms used specific digital tools. Accordingly, in this chapter we treat “digital
enablement” as part of the organization’s measurement/capability infrastructure,
proxied by three survey items: policy (Q5), training/resources (Q4), and manager
training (Q7). Practitioners reported that where such infrastructure exists, change
initiatives move faster, employee engagement is higher, and progress is easier to
track. Figure 2.18 compares cultural outcomes for firms with this infrastructure
versus those without, showing that managerial investment in capability and
measurement is associated with higher cultural alignment and stronger perceived
business impact. The comparison analysis in Figure 2.17 shows that, while dominant
firms engage actively in culture-oriented initiatives, many others still show
shortcomings in their systematic approach to achieve sustainable transformation.
One of the toughest for any company is bridging the gap between its goals and its
actions. This mismatch is often what stands in the way of achieving lasting cultural
change. Firms that depend on unplanned or reactive methods often see temporary
improvements that only appear as systematic reinforcement. By extension,
organizations that adopt models of measurement, establish regular mechanisms for
feedback, and build mutual accountability among leaders show higher degrees of
flexibility and confluence of stated value and real-world behavior. These findings
support that CCM entails more than assumption and instead requires accurate
guidance and intentional methods for gauging progress. Secondly, alignment of
leadership advancement and communication strategies with models of assessment is
critical in ensuring that cultural shift is considered an ongoing process and not an
episodic program. Applied in the context of Ukraine, marked by dynamism and
crisis, this approach is even more critical in maintaining employee faith and
organizational resilience. The following figure (Figure 2.18) depicts how the
availability or nonavailability of evaluation infrastructure put in place has an

overriding effect on cultural outcomes and resilience capacity among firms being
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studied.
Culture Outcomes by Evaluation Infrastructure (n = 28)
Outcomes by evaluation infrastructure Share of sample by evaluation maturity (n = 28)
@ Cultural alignment (%) ¢ Business impact (%) :
100.0%
100 91.7%

85.7% —

Structured— 12/28
80
57.1%
40
Informal— 14/28
20
Structured evaluation Absent (no evaluation) :

Bars show outcomes (% Yes): Cultural alignment (Q3) and

Business impact (Q8). Pies show the distribution of evaluation 7
Absent— 2/28

infrastructure in the sample (n = 28). Blanks coded as “No”.

Figure 2.18. Culture Outcomes by Evaluation Infrastructure
Source: Developed by the author based on [136],[137],[138],[139].

In short, the evidence above indicates that successful cultural adaptation
depends on an array of interrelated factors: visible, ongoing senior-level
commitment; systematic employee input; diagnostic and evaluative tools; and a
learning orientation grounded in best practices [11;14;32;]. Organizational units that
embed these elements into their management systems tend to face fewer
interruptions during transformation, encounter less resistance, and achieve tighter
alignment between cultural values and organizational outcomes. These results
reinforce that management has two roles: initiating cultural transformation and
institutionalizing it in corporate systems—and then maintaining it over time through
deliberate action. However, while single-strategy initiatives have value, they are
often piecemeal. For durable impact, organizations need a scalable, integrated model

in which leadership, employee participation, measurement, and inclusion operate as
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one system. To address this need, a system-focused approach is being pilot-tested
among Ukrainian firms. Shown below (2.3) is CIIRS (Cultural Integration and
Inclusive Resilience System) design, together with pilot results, showing the
strengths of an integrated, digitally enabled evaluative model to address the gaps
examined here. The diagnostics of corporate culture transformation, which is
presented in this section, is based on the original measurement framework of the
CIIRS, which views the assessment of corporate culture as a combination of four
interconnected indices: the Corporate Environment Index (CEI), the Resilience
Integration Index (RII), the Social Environment Index (SEI), and the Training
Effectiveness Index (TEI). In Chapter 2, the measurement framework is used
primarily as an analytical and diagnostic tool to interpret the qualitative nature of
corporate culture as a set of quantified management indicators directly linked to the
efficiency of business processes. The empirical results of the study based on the
survey of twenty-eight 28 organizational units (cases) with independent managerial
authority demonstrate a strong relationship between the management practices of
corporate culture and the corresponding indicators of organizational efficiency.
Companies with high levels of the Corporate Environment Index (CEI), the
Resilience Integration Index (RII), the Social Environment Index (SEI), and the
Training Effectiveness Index (TEI) are characterized by high levels of adaptability,
engagement, and stability in the context of uncertainty. The results of the data
analysis provide empirical evidence to support the hypothesis that the integrated and
adaptive nature of corporate culture is positively correlated with the innovation
potential of the organization, the efficiency of its internal processes, and the quality
of intra-organizational collaboration. The use of the diagnostic system of the CIIRS
in section 2.2 not only allows for the assessment of the current state of corporate
culture but also permits the identification of the directions for managerial
intervention. In this context, the use of the diagnostic tool substantiates the argument
that corporate culture management is an analytically observable and governable

process rather than a purely abstract normative construct.
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The diagnostic evidence summarizes in Section 2.2 suggest cultural match,
managerial development, and business performance are interconnected, although
differently integrated within Ukrainian organizations. While some organizations cite
the operation of systematic evaluation mechanisms and non-discriminatory policies,
a large proportion continue to face barriers in the form of inadequate leadership
engagement, fragmented training initiatives, and weak mechanisms for inclusion.
These findings bear witness to the proposition cultural diagnostics provide useful
findings; they do not necessarily treat the underlying organizational adaptation
issues. To explore the question of whether structured policies—namely those
focusing on excluded groups like military personnel-—have measurable business
outputs, the next section uses correlation analysis to explore the connection between

practices of inclusion and measures of performance.

2.3. Analysis of Current Practices of Veteran Integration and Their Qutcomes

in Corporate Culture Management

Inclusion of veterans in corporate environments is a vital part of work
diversity as part of the CCM strategy that enables companies to access a high-quality
and innovative pool of skills. Even as most businesses appreciate the intrinsic value
that the inclusion of veterans provides, their integration as well as long-term
continuance may significantly differ [95;106;117]. Veterans embody a multifaceted
set of desirable traits, ranging from discipline, leadership, problem-solving,
versatility, as well as a penchant for teamwork. Having had to cope with high-
externality situations best equips the veteran to thrive within the quick-decision-
making, risk-evaluation, and continuation-of-operations-in-the-face-of-crises/or-
post-crises-recovery situations [95;106;113]. Despite these advantages, veterans
often find themselves facing challenges as they integrate into corporate culture.
Mismatches between military and corporate situations, recruitment processes ill-
suited, as well as the absence of effective long-term support mechanisms, frustrate
smooth integration [95;113;117] Many organizations struggle to align competencies

developed through military experience to relevant corporate roles, leading to cases
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of underemployment. Without properly designed management strategies and
systematic support systems, veterans struggle to adapt to organizational style of
communication, team work dynamics, as well as leadership patterns—often
accompanied by decreased job satisfaction and high turnover rates [95;106]. The
logic behind embracing veterans into the workforce has both cultural as well as
economic aspects. Veterans hold the capability to strengthen leadership
advancement, improve team effectiveness, and strengthen high-pressure situation
resilience. Companies that actively look to hire and support veterans see improved
employee turnover rates, strengthened succession planning, and improved
collaboration that results from the diverse experiences found within their teams.
Such outcomes denote that embracing veterans goes beyond societal duty, being a
critical component of corporate strategy culture. Before outlining outcomes and
recommendations, an important point of reference is current practice in Ukrainian
organizational units. Survey results across 28 organizational units (cases) with
independent managerial authority reflect both strengths and structural gaps: 42.9%
(12 out of 28) report institutionally embedded veteran integration and recruitment
programs (policy combined with implementation mechanisms); 50.0% (14 out of
28) employ veterans without formally institutionalized support structures; and 7.1%
(2 out of 28) report no veteran recruitment activity (see Appendix D for case-level
results). Non-responses within this block were conservatively coded as “No” to
maintain binary consistency in index calculation. Interview participants most
frequently mentioned inadequate support from the leadership, as well as ignorance
about culture, as prime deterrents. A few noted that the absence of formally
embedded programs worsens workforce stability, as well as culture management,
leaving veterans to themselves, instead of being embedded within inclusive, more
stable systems. Figure 2.19. Veteran Integration Readiness and Culture Outcomes. It
connects the readiness description (informal, structured, none) and cultural
outcomes (business impact, alignment), demonstrating that combined programs are
related to enhanced cultural alignment as well as more effective results reporting

than informal programs or no programs.
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VETERAN INTEGRATION READINESS
AND CULTURE OUTCOMES (N=28) Structured program
Share of companies o
with veteran hiring + 43 A

policy (Q5) + supports
@ Business impact (%) (Q40rQ7).n=12/28

@ Cultural alignment (%)

100.0

Hire w/o structured support

. [-)
Hire w/o structured 50 /o
support: Hire veterans

but no policy/supports. n
=14/28

Do not hire veterans

D ire v S o,

o not h1.rel veterans: No 7 /0
veteran hiring. n=2/ 28
— interpret cautiously.

Bars show outcomes (% Yes): Cultural alignment (Q3) and Business impact (Q8) by category. Donuts show
category shares of the sample (n = 28): Structured program 42.9% (12/28); Hire w/o structured support 50.0%
(14/28); Do not hire 7.1% (2/28). Blanks coded “No"'; small n for “Do not hire”.

Figure 2.19. Veteran Integration Readiness and Culture Qutcomes

Note. Developed by  the  author  based  on  survey  results (n 28).

Source. Author's own data

Expanding on the conceptual links as shown in Figure 2.19, and apart from
measuring the general cultural environment using the Cultural Environment Index
(CEI), it becomes critical to measure the organization’s capacity for sustaining
stability and integration in the face of disruption and change. This is achieved
through the use of the Resilience Integration Index (RII) as the second core element
of the CIIRS model. The RII reflects an organization’s capacity for sustaining
employees’ motivation, psychological safety, and integration, especially for

returning veterans.
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Formula 2.3

Resilience Integration Index (RII)

RII (Number of positive resilience and integration practices> 00
= X
Total possible resilience and integration practices

The Resilience and Integration Index (RII) is the term used to define the level
of support the organization is able to provide in terms of adaptation and integration.
The practices that fall under the umbrella of resilience and integration are the
structured onboarding of veterans, the continuation of mentorship, the provision of
motivational support during and after crises, flexible work arrangements, the
resolution of conflicts, and the ability of the organizational leaders to recognize the
demands of the employees. The value of the Resilience and Integration Index is a
measure of the ability of the organization to maintain internal cohesion during
uncertain times, to avoid disengagement, and to transform the experience of the
crisis into a potential force for growth. As such, the Resilience and Integration Index
is a counterpart to the Cultural Engagement Index (CEI) because, rather than
measuring the cultural climate of the organization, it measures the ability of the
organization to adapt and to integrate employees from unconventional backgrounds
into the productive corporate culture. The two indexes, the Cultural Engagement
Index and the Resilience and Integration Index, provide a holistic view of the
corporate culture because the first measures the environment, and the second

measures the ability of the organization to maintain that environment.

To further validate the relationship between corporate culture indicators and
veteran integration outcomes, a statistical correlation was applied. Statistical
significance of the Pearson correlation coefficients was tested using a two-tailed t-
test with df = n — 2 (n = 28, df = 26). Correlations were considered statistically
significant at a = 0.05 (95% confidence level). The Pearson correlation coefficient

(Formula2.4) is employed to measure the strength of association between survey
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indicators (e.g., training support and retention outcomes) and company-level

practices.
Formula 2.4

Pearson Correlation Coefficient

r = Y(Xi—X)(Y;-Y)

\/Z(Xi—)‘ozmi—?)z

Applying Formula 2.4 to the survey sample (n = 28; see Appendices C—D) produced
the following statistically significant results. The correlation between training
support (Q4) and retention outcomes (Q9) was r = 0.68 (p = 0.00007, two-tailed);
between inclusion policies (Q5) and cultural alignment (Q3), r =0.72 (p = 0.00002,
two-tailed); and between managerial training (Q7) and perceived business impact
(Q8), r=0.64 (p = 0.00024, two-tailed). All correlations are statistically significant
at the 95% confidence level (a = 0.05). These findings suggest that the more
structured the inclusion practices are, the higher the retention rate and the stronger

the perceived organizational performance outcomes.

In this case, the X;and Y;represent the observed values of the respective variables,
while Xand Yrepresent the respective means of the two variables. The Pearson
coefficient measures the degree of co-variability between the two factors. In this
study, the measure is used to determine whether organizations with more developed
veteran programs also demonstrate stronger cultural results, such as higher retention
and improved organizational alignment. A coefficient of +1 suggests a strong
positive relationship between the two factors, a coefficient of 0 suggests no linear
relationship, and a negative coefficient indicates an inverse relationship. Although
the identified correlations are statistically significant (p < 0.05), they indicate
association rather than causality. Besides these statistical correlations, another
important finding from the survey is that companies with more structured cultural

programs—characterized by active leadership, employee participation, and
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systematic review mechanisms—demonstrate greater resilience to disruptions,
including supply-chain interruptions and wartime labor challenges. This finding
aligns with international research linking inclusive and adaptable cultures to higher

organizational resilience [93;94;132].

In Ukraine's ever-changing environment, management's ability to use culture as
survival tool as well as stabilizing societal entity suggests the need to incorporate
the model systemically. In spite of these strengths, most organizations find difficulty
in integrating veterans effectively due to persistent barriers based on management
practice and cultural adaptation. An initial barrier is the conflict between military
and corporate worlds—the difference between military and corporate ways of
working, expectations, and norms [95;106;117]. A second barrier is inadequate
onboarding and training; without personalized mentorship and formalized support,
veterans find difficulty fitting into civilian work processes [113;117]. A third barrier
is inadequate conversion of veteran skills by HR; most recruitment officers and
managers do not have guidelines to map military skills to corporate occupations and
tend to underestimate veterans' versatility, problem-solving, and innovation potential
[95;106;117]. Based on a survey of 28 organizational units (cases) with independent
managerial authority, 12 out of 28 (42.9%) identified cultural adaptation difficulties
as the primary barrier to veteran integration; 9 out of 28 (32.1%) indicated
inadequate onboarding or training processes; and 7 out of 28 (25.0%) reported
insufficient managerial understanding of transferable military skills (see Appendix
D for case-level results). Non-responses within this block were conservatively coded
as “No” to maintain binary consistency in the diagnostic framework. As a whole,
these gaps compromise retention, restrict effectiveness, and deprive organizations of
the full value captured through veteran integration. Figure 2.20 outlines these key
workplace challenges. The results highlights that effective veteran integration
closely connect CCM environment. Firms that avail themselves systematically of
inclusion strategies—in manager frequent training, customized onboarding

programs, and openly defined policy platforms—show higher alignment of stated
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intent and result in culture. This evidence implies that inclusion should not only be
conceived in terms of temporary program, but should form part of inclusive process
that reinforces organizational learning, leader accountability, and trust among
employees. Furthermore, the connection between structured inclusion practices and
stronger cultural performance suggests that when managers invest in effective
veteran integration, the positive impact extends beyond this group—enhancing
overall organizational flexibility, resilience, and long-term stability [95;117;130]. By
comparison, companies that refuse codified inclusion practices succumb to cyclical
disengagement, attrition, and latent talent potential. These trends suggest that
veteran inclusion is an acutely sensitive organizational cultural maturity proxy,
scrutinizing its ability to translate stated organizational values to quantifiable norms
of behavior. Following from these findings, the following figure sets out the key

workplace issues that frustrate effective integration and cultural adaptation in
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Ukrainian companies.

Top Challenges in Veteran Workplace Integration (n = 28)
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Figure 2.20. Veteran Integration: Primary Workplace Challenges

Note. Developed by the author based on survey results (n = 28).

Source. Author s own empirical survey data (see Appendix D for case-level results).

The findings confirm that challenges related with cultural adaptation act for the
primary obstacle to the integration of veterans, as reported by nearly fifty percent of
the firms surveyed. Deficiencies in onboarding and training emerge as the second
significant concern, whereas the insufficient acknowledgment of military skills by
human resources, although reported less frequently, continues to impact one in four
organizations. This distribution underscores the necessity for effective integration to
involve both structural modifications to corporate culture and focused support

mechanisms for onboarding and the translation of skills. Most companies have
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developed systematic processes to facilitate veterans' transition into corporate
settings, showing that properly designed initiatives improve adaptation, retention,
and overall performance [95;106;117] As corporate-culture processes and
management, these processes assist in aligning military-learned competencies to
corporate roles and expectations. Onboarding programs targeted on veterans
standardize initial training so that newcomers learn corporate patterns of
communication, work processes, and corporate expectations, alleviating the cultural
dissonance usually experienced on transitioning to corporate culture [113;117;126].
Mentorship programs (matching veterans with veteran peers) supplement
onboarding through the expedient of tacit knowledge transfer, as they also enforce
the culture of inclusiveness and mutual support. Leadership-development tracks
offer formal access through which veterans may advance to corporate manager roles,
deploying leadership skills developed during military service to achieve company
long-term goals. Flexible work policies (e.g., variable hours; targeted
accommodations) indicate the corporation's support through culture as inclusive,
addressing personal needs while preserving corporate performance [106;117;126].
Survey results from 28 organizational units (cases) with independent managerial
authority highlight the following distribution: 42.9% (12 out of 28) have established
structured veteran integration programs; 50.0% (14 out of 28) employ veterans
without formally institutionalized support mechanisms; and 7.1% (2 out of 28)
report no veteran hiring activity (see Appendix D for case-level results). Non-
responses within this block were conservatively coded as “No” to ensure binary
consistency in the diagnostic framework. The feedback consistently points to a clear
trend: organizations that prioritize structured integration programs don't just keep
their people longer—they also foster more active participation and a workforce that
is far more capable of adapting to change. In contrast, organizations that lack
structured integration systems usually struggle to gain their footing. Without these
mechanisms in place, they tend to face ongoing difficulties in adapting to change,
which ultimately weakens their stability and makes social integration much harder

to achieve. Figure 2.21. Veteran Program Coverage and Retention Findings. Bridge
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to the figure: The figure merges program coverage within the current sample (42.9%
/ 50.0% / 7.1%) with the existing rates of retention (literature-informed baseline:
~60% retention with structured programs vs ~35% without) to illustrate the

connection between structure of programs and sustainability of veteran hiring.

Veteran Inclusion: Coverage vs Retention

@ Structured programs

A @ With structured programs
Hire without support

Without programs

No veteran hiring

7.1%

50.0%

Figure 2.21. Veteran Program Coverage and Retention Qutcomes

Note. Developed by the author based on survey results (n = 28).

Source. Author's own empirical survey data (see Appendix D for case-level results).

Investigations into effective methodologies suggest that organizational culture is
fundamental to the successful adaptation and ongoing achievement of veterans
within various institutions. Retention extends beyond the mere recruitment process,
rooted in cultural paradigms that promote a sense of belonging, awareness, and
respect. Empirical studies have proven that inclusive practices enhance the
perceptions of visibility among veterans, thereby increasing job satisfaction and

subsequent retention [95;106]. Organizations that practice a comprehensive
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inclusion model have been known to promote a culture that empowers managers to
promote the integration of veterans, raise awareness about the skills that veterans
bring to the table, and provide a framework that promotes a path to career
progression [117;113;126]. This is achieved by aligning the actions of managers with
the espoused values that promote a sense of belonging among the veterans. These
findings are reinforced by survey data from 28 organizational units (cases) with
independent managerial authority: 53.6% (15 out of 28) reported having an official
inclusion policy (Q5), 57.1% (16 out of 28) provided structured inclusion resources
or training (Q4), and 39.3% (11 out of 28) invested in managerial development for
veteran support (Q7) (see Appendix D for case-level results). Non-responses were
conservatively coded as “No” to ensure binary consistency in index calculation.
Interview evidence further suggests that organizations with clearly articulated
inclusion strategies are associated with higher organizational stability and stronger
veteran participation, whereas the absence of structured interventions is linked to

lower stability and more short-term retention patterns.

Figure 2.22 demonstrates the cumulative influence of three factors—policy,
resource support, and managerial preparation—on outcome retention. Data
demonstrates that veterans show substantially greater stability within organizations

where the practices of inclusion have become formalized and sanctioned by the
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leader.

Veteran-Inclusive Culture vs. No Structured
Inclusion — Retention and Practices

Organizations with intentional, leader-backed inclusion
frameworks retain veterans longer and report stronger
engagement

Figure 2.22. Impact of Corporate Culture on Veteran Retention
Note. Developed by the author based on survey results (n = 28).

Source. Author’s own empirical survey data (see Appendix D for case-level results).

Pilot Implementation of a Systematic Veteran Integration Model
This literature on retaining veterans offers insight that sporadic, stand-alone

programs are ineffective for sustainable integration that businesses require. In
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response to these lacks, the current research embarks on a pilot project of a
systematic cultural-integration model (CIIRS) designed to enhance veteran
inclusion. Its pilot survey embraces three core purposes: 1). To estimate the effect of
a formal structure of corporate culture on the integration of veterans; 2). To identify
significant success factors as well as implementation deterrents; and 3). To provide
evidence-based recommendations for subsequent management and culture
programs. This transition from analysis to pilot execution highlights the importance
of regarding inclusion as something other than a stand-alone policy, rather as part of
corporate culture as well as managerial practice. Figure 2.23 depicts the CIIRS pilot
workflow, ranging from intake until the evaluation points after the passage of 12

months.

CIIRS Pilot Workflow — From Intake to 12-Month Review

l i Offer + 30/60/90
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Step notes (pilot)

Identify veteran: sourced by HR / partner NGOs / referrals.

Role match?: check role criteria, team fit, safety.

No — hold in talent pool or refer; re-try when a suitable role opens.

Offer + 30/60/90: written plan; day-1 kit; buddy assigned.

Mentor + micro-train: weekly mentor; micro-modules; accommodations.
12-month review / KPIs: retention, time-to-productivity, engagement delta.

Figure 2.23. CIIRS Pilot Workflow — From Intake to 12-Month Review

Note. Developed by the author based on survey results (n = 28).

Source. Author s own empirical survey data (see Appendix D for case-level results).
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Having outlined the pilot mechanism (Figure 2.23), it is useful to compare it with
current practice. Veteran hiring has increased among Ukrainian companies, yet most
organizations still lack systematic policies to ensure ongoing inclusion
[105;106;126]. Survey results from 28 organizational units (cases) with independent
managerial authority reveal a clear distribution: 42.9% report structured veteran
integration programs (policy combined with supporting mechanisms), 50.0%
employ veterans without formally embedded support systems, and 7.1% report no
veteran hiring activity (see Appendix D for case-level results). This distribution
suggests a predominantly reactive rather than proactive orientation toward
institutionalized veteran integration within the sample. Interviewees frequently
pointed to thin or absent onboarding and limited leadership development
opportunities as core impediments to integration. These gaps were linked to high
turnover—especially among senior veterans—driven by cultural misfit, forced
career mobility, and insufficient ongoing support [95;117]. The academic literature
aligns with these observations: organizations that implement individualized
transition programs—mentorship, leadership-development pathways, and targeted
upskilling—both improve retention and are more successful at promoting veterans
into leadership roles. Sectors operating under crisis conditions (e.g., security
services, logistics, healthcare, disaster relief) particularly benefit from veterans’
experience in high-stress environments, which can raise operational resilience. Yet
the survey suggests many Ukrainian firms still under-leverage this asset, with limited
efforts to systematically translate military competencies into organizational roles
and culture [125;113;126] These findings reinforce the need for systematic
methods—such as the CIIRS pilot—to convert cultural theory into practice, yielding

durable inclusion and resilience.
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Table 2.10

Comparative Practices in Veteran Integration: Ukraine vs. International

Benchmarks

Pillar \ What we found Implication for CIIRS
Diagnostics “4 Diagnostics mostly ad hoc; Standardize diagnostics; 30/60/90

measurement <40% organized initiatives; plans; pulse KPIs (retention, TtP,
weak tools. engagement).

Commitment inconsistent; Exec  sponsorship; accountability;
commitment “talk—action” gap. manager training & routines.
Employee Resistance common; Tailored onboarding, micro-training,
engagement onboarding uneven; limited mentors; frequent touchpoints;

feedback loops. feedback cycles.

~1/3 formal programs; many ad Policies + skills translation, wellbeing
integration hoc; missed value. access, career pathways.

Source. Compiled by the author based on data from sources [95], [105], [106], [113], [117],
[126].

The comparison confirms that fragmented managerial approaches to veteran
inclusion remain a global issue. However, organizations that maintain well-
developed corporate culture systems demonstrate significantly higher retention,
adaptation, and long-term integration outcomes. This evaluation reveals that
integration strategies are noticeably across regions, underscoring the necessity of
structured models such as CIIRS. Contemporary research supports this observation:
most companies, in Ukraine and internationally, rely on informal or poorly defined
inclusion programs that lead to inconsistent outcomes [105;106;126]. Therefore, to
integrate veterans effectively and fully leverage their leadership and resilience
potential, organizations must adopt proactive and systematic management
approaches. Survey data, as well as the literature, points up the very best strategies
as those that make explicit the connection between military experience and corporate
culture and everyday management practice. Personalized onboarding comes up as
particularly effective: it maps skills learned in the military back to corporate job and
custom, easing friction due to idiosyncratic communication style and work-flow
expectations. Without such accommodations, veterans exhibit lower engagement,
higher turnover. Training the supervisor and manager is equally important to

diversity leadership. Alongside valuing transferable skills, the former is required to
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change their style of management as well as communication so that they can affect
successful transitions across cultures. Companies that spend money on leadership
development create an atmosphere where veterans are respected as well as
acknowledged, strengthening cultural integration. Concurrently, inclusive
policies—the structured mentorship, structured career paths, mental-health
support—are related to enhanced veteran retention, improved stability on the job, as
well as organizational resilience [106;117;126]. When these practices are embedded
within management systems and corporate culture, they build sustainable settings
that enhance both organizational effectiveness as well as employee well-being.
Organizations that track the integration of veterans report stronger leadership
development channels, improved adaptability, as well as stronger crisis resilience.
As such, the integration of veterans goes beyond being a compliance afterthought
within diversity programs; it becomes a cultural strategic ante that pays tangible
business returns. Comparative statistics also report that the gaps identified in
Ukrainian companies reflect broader global trends [106;117;126]. In the United
States and Europe, hiring veterans is regularly stressed as part of diversity efforts;
yet, less than 40% of entities offer formalized onboarding or mentorship programs.
The results of the survey among Ukrainians—reflecting that less than a third of
businesses hold formal policies regarding veterans—coincide considerably with
these global trends. As such, the challenge to translate military experiences into
civilian careers i1s fundamentally systemic rather than localized. This highlights the
need for a scalable, systematic approach that may be customized to local conditions
yet retains global applications. To offer a concrete example, Figure 2.24 summarizes

the CIIRS organized practices against the desired outcomes that they are designed
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to enable.

CIIRS — Structured Practices and Outcomes
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Figure 2.24. Operational Practices within CIIRS and Their QOutcomes

Note: Source: Author’s synthesis based on corporate culture evaluation model.

To consolidate the findings of this chapter, Table 2.11 summarizes the main
insights and highlights their implications for the design of CIIRS. The synthesis
underscores how diagnostics, leadership commitment, employee engagement, and

veteran integration represent core pillars that require systematic solutions.
Table 2.11

Chapter 2 Takeaways and Implications for CIIRS

PILLAR WHAT WE FOUND IMPLICATION FOR CIIRS

Diagnostics “2 Diagnostics mostly ad hoc; Standardize diagnostics;  30/60/90

measurement <40% organized initiatives; plans; pulse KPIs (retention, TtP,
weak tools. engagement).
Leadership Commitment inconsistent; Exec  sponsorship;  accountability;

commitment “talk—action” gap. manager training & routines.



144

Employee Resistance common; Tailored onboarding, micro-training,
engagement onboarding uneven; limited mentors; frequent touchpoints;

feedback loops. feedback cycles.

Veteran ~1/3 formal programs; many ad Policies + skills translation, wellbeing

integration hoc; missed value. access, career pathways.

Note. Comparative synthesis of Ukrainian survey findings and international benchmark practices in
veteran inclusion, leadership development, and onboarding.
Source. Compiled by the author based on data from [95], [105],[106],[113],[117],[126].

Table 2.11 summarizes the main findings of this chapter into four pillars of
foundational principles linked directly to the development of the CIIRS model. Each
gap identified—to diagnose, lead, engage, or integrate the military—each of them
points directly at the absence of systematic and reproducible methodologies among
the vast majority of the surveyed organizations. It follows that fragmented or isolated
initiatives are not sufficient for developing resilience and inclusivity on large
numbers. Instead, the organization requires holistic tools and practices linking
measurement to accountability, leadership to engagement, military inclusion to
sustainable workforce longevity. The process of veterans’ integration into corporate
culture is a rather sensitive and important aspect of corporate transformation in the
context of Ukraine. Unlike other recruitment processes, the integration of veterans
involves a double adaptation process, where the individual adapts to the civilian
culture, and the firm changes its leadership model, communication systems, and
training processes to suit the new psychosocial and professional reality. Empirical
research among 28 organizational units (cases) with independent managerial
authority revealed the heterogeneity and dependency of veterans’ integration
practices on the maturity level of corporate culture management. The study
demonstrated the positive correlation between the level of corporate culture
management (reflected by the values of the SEI index and conceptually related to
the TEI index introduced in Chapter 3) and the effectiveness of veterans’ retention

and their engagement in team activities among civilian employees.
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Based on the results obtained from the study, a typology of corporate culture
readiness to integrate veterans was constructed and revealed three types of
organizations:

Systemic Integrators — corporations with a well-developed training infrastructure
and leadership systems where KPIs are set to measure the effectiveness of the
inclusion process. These organizations have high values of the SEI index, while TEI
is applied at the implementation stage in Chapter 3, and perceive veterans as a
valuable resource for the firm’s human capital.
Fragmented Adopters — corporations where isolated training events or short-term
programs are introduced without changing the communication or motivation
systems.

Non-Prepared Organizations — corporations where there is a lack of a training
infrastructure and the adaptation process occurs through informal adaptation
mechanisms only, which often creates a negative atmosphere and tensions rather
than a positive transformation process.
This typology makes it possible to identify whether the inclusion of veterans is a
catalyst for adaptation or conflict in the organizational context. The results confirm
that successful outcomes are achieved when integration is part of an overall CCM
cycle, which includes training, motivational alignment, leadership transformation,
and social atmosphere management. The research also identifies the main obstacles
to successful integration: stereotypes related to military experience, differences in
communication, lack of psychological safety, and the failure to map military skills
onto corporate roles. At the same time, veterans have considerable potential in terms
of crisis decision-making, responsibility for collective outcomes, and informal
leadership, which helps build organizational resilience.
The research confirms that the inclusion of veterans is not just a social initiative but,
in the context of the CIIRS model, is a strategic tool for renewing knowledge and
enhancing organizational resilience, thus strengthening RII and SEI indicators and,
at the implementation stage, TEI as a measure of training effectiveness, and

indirectly influencing innovation potential and business process sustainability.
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The results of section 2.3 of the research confirm the relevance of the novelty that it
is possible to identify the typology of corporate readiness for veteran integration
based on empirical research in Ukrainian companies. Such typology helps to identify
whether the company has well-developed training systems with leadership KPIs,
whether the company has fragmented initiatives, and whether it lacks such initiatives
altogether, thus allowing management to identify the level of actual readiness,
predict the outcomes of veteran inclusion in terms of adaptation or conflict, and
choose appropriate tools for CCM transformation in the context of the CIIRS model.
Those linkages provide the foundation for the CIIRS model itself, set forth in the

next chapter as a systematic answer to the gaps identified.
Conclusions to Chapter 2

The chapter also provided an exhaustive perspective on the management of
organizational culture using both survey data (n = 28) as well as a comparative study
on organizational practices. The results reinforced the point that organizational
culture functions not only as an added but the main catalyst for economic
sustainability, flexibility, and social responsibility. The outlined model in Section 2.1
also showed the mutual interdependence between innovation, digital evolution,
human capital investment, and social development all of which require an integrated
cultural basis for long-term competitiveness. The analysis of the cultural practices
within Ukrainian companies indicated clear fragmentation. Fewer than 40% of the
companies utilize systemic processes for cultural diagnosis on a regular basis,
whereas the remaining ones utilize ad hoc or sporadic ones. There was an erratic
level of leadership commitment due also to the "talk—action" gap phenomenon
because their management values are not aligned into actions. Low staff engagement
was also due to the resistance towards the change as well as unequal onboarding
processes. There also was lacking the mechanisms for receiving as well as reacting
towards suggestions. All the challenges influence organizational resilience, therefore
making the firms exposed towards higher risk when there will be disruptions. The

transition of veterans, although an established social and economic phenomenon,
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remains significantly underdeveloped. It has been estimated that about a third of the
surveyed organizations have established formal policies and procedures for the
assistance of their veterans; however, the majority rely on informal or ad hoc
measures. It is an appreciable missed opportunity as the veterans possess unique
skills of leadership, hardiness, and problem-solving, the proper leveraging of which
may enhance workforce cohesion as well as long-term organizational sustainability.
Nonetheless, without organized onboarding, mentoring, and career advancement
pathways, the potential advantages related to retention and performance
enhancements are limited.
Together, these findings indicate that disjointed approaches to corporate culture are
insufficient. Organizations that consider culture to be a "soft" issue risk
compromising their competitiveness, talent retention, and adaptability. In contrast, a
thoughtful, structured, and systematic approach is crucial—one that views culture as
a practical tool rather than merely an abstract concept. The findings highlight the
need for standardized diagnostic tools, increased executive backing, dependable
employee engagement strategies, and comprehensive integration programs for
veterans. The gaps identified act as the primary motivating force for the development
of an organized and scalable solution outlined in Chapter 3 as the Cultural
Integration and Inclusive Resilience System (CIIRS). CIIRS generates an all-
inclusive system combining diagnostics, leadership accountability, worker
participation, as well as activities for enhancing diversity within an integrated model.
In incorporating the concepts of inclusivity and flexibility as an integral part of the
organizational culture, CIIRS seeks to address the gaps that were identified in
Chapter 2, providing a route towards sustainable company growth in the dynamic
and changing environment in Ukraine.
As identified in the diagnostic analysis in Chapter 2, there is a clear indication that,
despite the growing recognition by Ukrainian businesses of the need for these
concepts, fragmentation and inadequate feedback mechanisms remain a problem.
This diagnostic analysis is linked to the strategic dimension as identified in this

thesis. It 1s on this background that Chapter 3 aims to apply the theoretical model
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presented in Chapter 1 and the diagnostic results presented in Chapter 2 to develop
holistic management strategies that can enhance the social context, facilitate learning
processes, and sustain motivation initiatives to facilitate veteran integration. The
analysis provided in Chapter 2 of the dissertation proves that corporate culture
transformation in Ukrainian businesses can be detected and measured using the
CIIRS indices. Thus, it can be seen that the calculated CEI and RII levels reflect the
degree of transformation from formalized and fragmented management models to
integrative and resilient ones, while the levels of SEI and TEI reflect the degree of
accompanying social and learning transformations.
The second chapter of the dissertation contains the empirical validation of the
proposed approach to corporate culture management transformation within dynamic
Ukrainian firms. Based on a survey conducted across twenty-eight enterprises from
different industries, such as the energy sector, industrial sector, and educational
sector, the study examines the relationship between corporate culture management
and significant organizational results, including employee engagement,
psychological safety, adaptability, and innovation. The study confirms that corporate
culture can be understood and measured through the proposed five-dimensional
model, including innovation capacity, digital maturity, human capital, social
inclusion, and governance quality, to connect cultural factors to organizational
stability, competitiveness, and shock resistance. The results show that organizations
that demonstrate high levels of inclusive leadership, training systems, and
transparent communication are associated with greater organizational stability and

preparedness for transformation under crisis conditions.

A significant contribution to science contained within Chapter 2 of the dissertation
includes the proposed and empirically supported CIIRS diagnostic system that
integrates cultural transformation through the use of indices such as CEI, RII, and
SEI, while TEI is proposed and implemented within Chapter 3 of the dissertation. A
strong association has been found to exist between corporate culture management

and organizational results; that is, organizations that demonstrate high levels of
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cultural integration and adaptability are associated with high levels of innovation
capacity, internal cooperation, and organizational stability.
Based on the collected empirical data, the dissertation offers a typology of corporate
readiness to integrate veterans, which distinguishes systemic integrators, fragmented
adopters, and non-prepared organizations. This typology helps to determine whether
the integration of veterans functions as an adaptation driver or a factor of internal
conflict. In addition, the typology offers a methodological tool to choose appropriate
managerial tools through the application of the CIIRS system.
In the chapter, the viability of the social atmosphere as a manageable organizational
resource is also substantiated. Comparative analysis proves the importance of trust,
psychological safety, mutual aid, and inter-group cohesion in the effectiveness of the
transformation process, especially in crisis-affected organizations. These results
confirm the algorithm of managing the social atmosphere, which includes diagnosis,
designing the intervention, pilot implementation, and SEI measurement. In Chapter
2, the viability of managing the corporate culture is also proved as an analytically
observable and measurable process, directly related to organizational resilience and
development. The results of the empirical study confirm the novelties proposed in
the dissertation, namely, novelties 4—6. These results also create the methodological
foundation for Chapter 3, where the practical mechanisms of the implementation of
the CIIRS system, the assessment of the effectiveness of the training, and the
motivational instruments of the inclusive transformation are discussed.
The results obtained in the dissertation demonstrate that transformation is not an
abstract concept but rather a tangible process related to managerial choices,
investments in human capital, and formal integration of veterans. At the same time,
it has been seen that businesses with higher levels of inclusive and adaptive
management achieve better business results and stability, thus proving the relevance

of the methodological approach developed in the dissertation.
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CHAPTER 3.

STRATEGIES FOR TRANSFORMATION OF CORPORATE
CULTURE MANAGEMENT

3.1. Improving the Social Atmosphere in Companies with Integrated Veterans

In continuation with the diagnostic results described in Chapter 2 and the
usage of the SEI, TEI, and MEI factors, this chapter aims to develop strategic actions
within the model of CIIRS to improve inclusiveness, adaptability, and resilience in
the management of the corporate culture. The social environment of an organization
1s a key concept in CCM [1;2;39]. This is because social surroundings refer to how
employees perceive collaboration, communication, and trust at the corporate level,
forming an impression that generates belonging, thereby leading to the corporate
environment’s culture [26;39]. The existence of a positive social environment can
improve the flexibility and inclusivity of corporate culture, while lackluster
interpersonal relationships can cause fragmentation and lack of motivation
[20;21;39]. Based on analysis discussed in Chapter 2, the companies that were
analyzed were categorized into three groups, depending on the level of maturity in
their inclusion efforts [78;93]. The first category contains firms that began
developing an organized process aimed at the integration of veterans, while the
second category comprises firms that conduct separate, limited, or isolated activities,
and the third category contains firms that still lack any separate efforts [104;124].
An analysis has instead revealed that, albeit confidence and collaboration tend to
coexist in small-scale teams, communication in different company departments,
along with the availability of company executives, is, in reality, limited .This
discrepancy between team cohesion and organization-wide interactions suggests a
need for transformation in corporate culture. By transformation, it is meant the
extension of inclusive communication practices from a micro-level organization to
a macro-level organization, thereby facilitating leadership accessibility and inter-
departmental collaboration. Otherwise, positive practices at a micro-level will

remain fragmented and will not facilitate organizational transformation. The
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measures suggested in Chapter 3 can be considered as tools for transforming
corporate culture. These measures form a whole management process, unlike other
human resources measures, which implement the findings of the diagnostic process
developed in Chapter 2 in a specific way by changing management style,

communication patterns, and ways of integrating veterans.

Transformation at this stage takes a practical form: inclusion policies,
mentoring schemes, and participative management decisions change daily
interactions and eventually institutionalize new cultural patterns. The effectiveness
of this process can be evaluated through the rates of social engagement and learning
(SEI and TEI), which describe the impact of management interventions on social
cohesion and learning potential. Moreover, absence in many firms of organized
efforts aimed at monitoring the social environment hinders inclusivity, ultimately
affecting the efficiency of CCM [20;128]. To ensure that the social environment
emerges as a functional component of CCM, rather than an intangible dimension of
human relations, it is important for corporations to follow an organized improvement
process [23;24]. The proposed algorithm derives from the analysis outcome, carried
out on twenty-eight firms, and is guided by the logic of cultural change in inclusive
systems [78;124]. The first step consists in the diagnosis related to the present social
climate, whereby the management assesses the extent to which employees are
engaged, trust each other, and communicate freely [26;118]. The second step aims
at the recognition of the prevailing constraints, characterized by whether the concern
1s related to isolation, communication, or lack of connection for employees and the
company’s administration [21;78]. The third step agrees upon strategic objectives
suited to the company’s level of corporate culture maturity, stabilization for firms
that establish inclusive systems, improvement for firms that apply partial systems,
and construction for firms that lack any such practice [124;128]. The fourth step
consists in action design, wherein potential intervention methods for increasing
interaction and, particularly, mutual confidence can include mentoring,

companionship, or communication openness [118;119]. The implementation phase
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normally applies to pilot groups, such as selected firm departments, for adjustment
and evaluation [105;109]. The final improvement step requires measurements based
on social environment impacts, using factors like the Social Environment Index
(SEI) or staff feedback, for adjustments leading to the incorporation of the practice
into the holistic system for CCM [128;130].

. Assess the current state of trust,
DIAGNOSIS . ’ s .
communication, and inclusion
BARRIER Detect main weaknesses in team
1 IDENTIFICATION 1 "
and leadership relations

GOAL Detfine objectives and plan inclusion,
SETTING — mentoring, or communication tools

No S
' : ™
IMPLEMENTA Apply pilot programs and
TION observe team interaction
N _H

EVALUATION rMeaSure SEI progress, gather N
& feedback, and refine cultural
ADAPTATION \practices )

Figure 3.1 Algorithm of the Strategy for Enhancing the Social Environment in

Corporate Culture Management

Note. The figure outlines the sequential algorithm developed for improving the social environment through
cCM under the CIIRS model.
Source. Author's development based on [41],[43],[45],[58],[66].

On the basis of the diagnosis outcomes discussed in Chapter 2, it has been
identified that the companies are not only varying in terms of the level of their
inclusion maturity, but also in terms of their internal social relations [21;78]. To
ensure that the proposed algorithm has the potential for implementation, strategic
programs for different types of organizations have been designed [23;24].
Organizations that already practice effective inclusion systems can first focus on
enhancing the different dimensions of trust that bind different teams from various

departments, apart from ensuring that the communication channels from the
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workforce to the higher authority remain effective . Concerning corporations that
start partial implementations when it comes to inclusion, it is important to establish
sound communication channels that create psychological safety for employees. This
can include training for company managers, creating support circles, and using
digital platforms for feedback, thereby achieving alignment for social values and
corporate cultures . For companies that either lack unique inclusion strategies for
military personnel or lack strategies for including employees, the process should
start with creating inclusive standards. This can include creating policies, outlining
rules for social conduct, or holding meetings for employees, which can eventually
establish a foundation for belonging. The use of such strategies helps in achieving
corporate culture transformation towards a more coherent and resilient model, where
the social environment constitutes a measurable and manageable factor for achieving
corporate success. The adoption of these strategies necessitates differentiation,
depending on the readiness of the company and the corporate culture maturity level
. Organizations can adjust the proposed algorithm to their internal setting, staft, and
leadership structure. On the basis of diagnosis, three strategic groups for enterprises
were defined, making it possible to design programs for each level of social inclusion
maturity . The strategic directions and programs for enhancing the social setting

when managing corporate cultures are presented in Table 3.1.
Table 3.1

Strategic Programs for Improving the Social Environment in CCM

Company Main Strategic Goal Key Actions Expected Result

Group

Group 1 — EEEEN cross- Cross-functional Stronger bridging and
(00 T ERTE department  cohesion  mentoring, advisory linking trust; more
established and trust between councils, open cohesive corporate
inclusion employees and communication forums  culture

systems leadership
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Group 2 — @il structured Manager training on Improved internal
(O PV ISR IE communication  and  inclusive communication,
el B UETIN psychological safety communication, peer- higher  engagement
programs support circles, feedback and retention
dashboards
ekl Create foundational Develop inclusion Formation of bonding
Companies inclusion and trust policy, set behavioral trust and readiness for
without mechanisms norms, hold regular open further cultural
inclusion meetings integration

initiatives

Source. Developed by the author based on [41],[43],[45],[58],[65],[66].

The execution of all these programs is based on how prepared each
organization 1s to develop and improve its inclusive environment [21;78]. On the
basis of the diagnoses conducted, there were three categories of businesses classified
depending on their level of involvement in veterans’ integration [93;104].
The social environment strategy based on CIIRS has been tailored to three categories
of firms according to their maturity level in inclusion and experience in integrating
veterans [93;124]. The classification enables each business to implement measures
suitable for its level of readiness while adhering to CCM and social cohesion

principles [1;26].

Group 1 — Companies that have a well-established Veterans Integration
Program
Such corporations have already established well-structured inclusion initiatives and
usually have a large number of employees who have completed re-entry and
retraining. The management approach for this category is centered on building
trusting interpersonal relations, reducing hidden role conflicts, and promoting
interdepartmental collaborations [78;118]. The veterans in such companies are often
placed in management and technical positions. Therefore, leadership within this

category needs to promote interdependent trust and shared responsibilities between
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veterans and other employees . The critical instruments for this category are

advanced mentorship initiatives and leadership circles .

Group 2 - Enterprises with Partial Integration Programs:
Such bodies hire veterans but fail to have a common structure in place to handle their
integration . The integration in this case is patchy—they have better integration in
some departments and are isolated in others . The strategy for this group is to have
a common structure for in-house communications and improve transparency in
communications and decision-making . Veterans in this setup will benefit from a
structured interaction process with human resources and psychological support . The
management is encouraged to align integration metrics to team performance metrics

and make veterans' integration a factor in CCM .

Group 3 — CEnterprises without veterans’ integration programs
The companies within this group are either in the initiation phase of inclusion for
veterans or lack established procedures for inclusion . Their key concern is to ensure
a psychological safety and social empathy foundation . The leadership strategy to
adopt is to initiate awareness sessions and basic inclusion workshops that expose the
organization’s human resources to veterans’ views . The first step in this direction is
to identify integration coordinators or “adaptation ambassadors” to ensure a dialogue
between veterans and human resources . In time, this will develop into established
policies that can be supported through instruments like the Social Environment
Index in CIIRS for management to monitor improvement in veterans’ adaptation . In
all three categories, integration and development of a better social environment
contribute to bolstering the organization’s corporate culture [1;26]. Veteran
integration emerges not only as a social aspiration but as a valuable management
asset in all three categories that increases team discipline and trust . The adoption of
such strategic programs helps to ensure that the social environment emerges as a
structured element in the administration of corporate culture . The strengthening of
corporate efforts toward trust, integration, and communication helps to improve

collaboration, apart from enhancing the adaptability of corporate culture during a
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post-crisis scenario . The outcome of the proposed strategies proves that social
environment is not a separate aspect regarding the functioning of any company, but
rather it plays a crucial role as an ingredient for the process of corporate culture
transformation . The improvement of networks for building trust, communication,
and incorporation plays a critical role in achieving a strong and adaptable structure
for the workplace . With social capital becoming an important factor for
consideration by the company’s administration, it leads to a greater feeling of
belonging for each company’s employee, thereby contributing to the stability and
success of the company’s functioning, thereby proving that the process of modifying
the social environment acts both as a basis and an outcome for the successful
operation of corporate culture [91;128]. In order to ensure the practical feasibility of
the proposed strategy, the state of the social environment can be monitored
periodically by applying the Social Environment Index (SEI), which was
conceptually presented in Chapter 1, Table 1.4. The Social Environment Index can
be defined as a managerial tool for evaluating the progress of inclusion and
communication strategies and transforming social processes into quantified
indicators. The formula for the calculation of the Social Environment Index is as

follows:
Formula 3.1

Social Environment Index (SEI)

Number of positive social environment practices

SEI = 100

Total possible social environment practices

where SEI represents the overall level of social inclusion and support within
the organization; social environment indicators include the accessibility of
communication channels, the availability of mentoring programs, peer support,
respect for diversity, and perceived fairness; and n denotes the number of assessed
social environment indicators. To evaluate the effectiveness of the proposed

strategies, the variation in SEI can be calculated as follows:
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Formula 3.2

Evaluation of Strategy Social Effectiveness
ASEI = SEI after - SEI before

In this case, if the variation in the SEI is positive, this means that the proposed
strategies, such as mentoring programs and the improvement of communication
channels, are contributing to the improvement of corporate culture [26;78]. Thus,
the improvement of corporate culture can be seen as a dynamic process. This ensures

the practical and outcome-oriented nature of social integration within CCM.

The improvement of the social environment within CCM can be seen as a
dynamic process and can be linked with the establishment of trust among the
personnel of the company. The social capital theory can explain the socialization
process through the application of the social capital concept. According to this
theory, socialization can take the form of bonding capital, bridging capital, and
linking capital [1;138]. These forms are not abstract; they can be effectively applied

by corporate managers.

Bonding capital: is the measure of trust and collaboration that exists in small,
interdependent teams. Talking practically, it can be built by mutual mentoring,
problem-solving, and shared responsibility for results . Organizations that build
bonding capital see greater loyalty, retention, and emotional safety, all of which drive

inclusive culture from the roots .

Bridging capital; represents the level of trust and cooperation that exists
between various groups or different departments. The achievement of such a level
of trust comes through activities that allow horizontal communication. Examples
include project undertaking, workshop participation, or innovation sessions that
bring various teams from different departments for the purpose of learning from each

other .
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Linking capital: binds workers and management together, making way for
the trickle-down process of trust and transparency . This type of social capital can
also be enhanced through leadership mentoring initiatives, communication policies,
and decision-making strategies that allow workers to provide suggestions or
comments to the management . Examples include, mentoring, communication, and
decision-making initiatives. The combination of the three aforementioned levels of
trust helps form the basis for a resilient corporate culture [1;26;138]. When there is
strategic investment in both bonding, bridging, and linking capital, it helps integrate
the notion that inclusion is intangible by making it tangible, measurable, and
manageable . The strength that comes from the ability to sustain both the networks
of trust will help organizations adjust to change and integrate collaboration through

a natural process .

To translate the strategic aspects of trust into action for everyday management,
it 1s important for firms to use a number of managerial tools that enable them to
measure and sustain the social context . The first category of tools can include
leadership or communication instruments, through which linking capital is created
by connecting the manager to his/her employees . This is achieved through
dialogues, briefings, and meetings, particularly when the meetings are organized
around employee inclusion . The second category consists of the use of
organizational instruments that embed values for inclusion in everyday operations .
Examples include communication systems used by the company for collaboration
among different departments, mentoring, and employee orientation that matches
newcomers or senior employees with experienced workers . Such measures embed
both bonding and bridging capital, given that they encourage collaboration and
knowledge sharing . The third critical area has to do with digital resources that enable
leaders to observe and evaluate the social context . Employee surveys, SEI
dashboards, and pulse checks enable the company to note tensions that are arising

and how well the strategies for building trust and facilitating inclusion are working.
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The end use of such resources is clearly not for controlling the company, nor for

controlling people, but for learning—to enable it to adjust its corporate culture .

The regular use of such management tools will, therefore, ensure that the
social environment is handled from the perspective that it is an asset, rather than
from the perspective that it is an informal byproduct of human relations [26;93]. This
will enable the stabilization of the internal climate in organizations . The issue of
modifying the social environment is important in the context of the aftermath of a
crisis, when it is necessary for organizations to restore stability, on the one hand, and
win the confidence of their employees, on the other hand [78;118]. The crisis usually
affects communication patterns, reduces interpersonal trust, and increases
psychological tension at the team level . Thus, in a crisis situation, the level of the
manager’s ability to restore team unity and generate a sense of safety can play a
crucial role in modifying corporate culture along the lines of new reality
requirements . The technique for enhancing the social environment helps in
addressing this challenge . The rate at which the sense of belonging and meaning
among employees influences the stability of the organization’s culture during the
aftermath period . This can be linked to communication, support, and decision-
making, which are human-value attributes that act as interventions for crisis

recovery in organizations [118;124].
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Figure 3.2. Social Environment Improvement Cycle

Note. The figure illustrates the authors conceptual model of iterative improvement within the
corporate social environment, combining feedback, evaluation, and leadership response loops to
strengthen inclusion and resilience.

Source. Developed by the author based on [42],[45],[56],[58],[66].

The process for the social environment strategy also has a continuous
improvement process that has diagnosis, action, and evaluation incorporated in a
continuous learning process [45;56]. This continuous improvement process for the
social environment strategy is clearly illustrated in Figure 3.2, whereby each process
overlaps and reinforces the next process, from organizations diagnosing the social
environment, designing their interventions, and finally evaluating through SEI and
employee feedback
Organizations can benefit from leaders communicating strategic visions, empathy,
and incorporating employees in communication, thereby linking uncertain emotions
to collective commitment by leaders [42;58;66]. This helps in restoring linking
capital, which is usually the first relationship that is strained during times of crisis

[41;43]. The same can be applied when it comes to the integration of veterans and
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employees that may have had major life or professional challenges [95;117]. For
such people, the social context presented by the company acts as a bridge that
connects them to the past and the present . Empathetic corporate culture will enable
them to regain confidence, adjust to the norms that can only apply to civilians or
corporations after a crisis, and organize their belief in the company’s mission
through its social setup . Strategically, the social-environment strategy emerges as a
tool for both recovery and innovation for a company’s management

This is because, through the use of communication programs, mentoring networks,
and feeding-back systems, it is possible for firms to embed flexibility and
trustfulness in the company’s social foundation . With the increasing SEI, for
example, it signifies not only improved interpersonal relations in the firm, but it also
has the ability to perform well in uncertain environments . This implies that
improvements in the social environment will enable a company to manage its
corporate culture successfully for resilience [93;94].
To better demonstrate how the proposed strategy can be implemented, a scenario
will present an example for illustrating how a mid-sized company has implemented
its corporate culture change process after a crisis has resulted in a loss in employee
engagement for the company . The company, involved in the manufacturing sector,
has witnessed a deterioration in its corporate culture, defined by poor employee
engagement, absence of communication, and financial downturns. Despite having a
level of average satisfaction for team relations, the company recorded low levels for
the Social Environment Index (SEI) scores for bridging and linking trust. The
company chose to use the social-environment algorithm process. The first step in the
process was to diagnose the prevailing social environment through the use of
structured interviews and anonymous surveys . This helped the managers to pinpoint
communication gaps, such as the lack of interaction between various departments
and variable leadership communication . The diagnosis led the management to
identify its strategic intention to improve team spirit and leaders' access. The next
step was to design interventions that were targeted at the different types of social

capital identified . To boost the level of bonding social capital, it introduced buddy
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mentoring and small group problem-solving activities that gave employees a chance
to mix outside their unit. To leverage bridging social capital, it set up
interdepartmental project teams that worked on innovation ventures, offering
employees from different parts of the company the chance to learn from each other’s
experience and knowledge. To leverage linking social capital, it organized quarterly
town hall meetings where company objectives were shared, and questions were
answered freely by company officials . To evaluate the level of improvement,
measurement through SEI was carried out again by the same organization after three
months of implementation . The SEI score climbed from 0.67 to 0.79 this time, so
our employees are clearly feeling a lot more trusting and included.
Although it was important for the officials to see the numerical improvement, it was
essential for them to notice that employees were manifesting greater initiative,
greater co-operation, and greater participation in making joint decisions . This
example illustrates how the proposed strategy can act as a functioning model for
managing, rather than merely a concept for diagnosing . The application of
communication, responsibility, and leadership by way of trust by the organizations
has made it possible for them to apply social environment creation for a measurable
process, and it has proven that social capital management has had a huge effect on
adaptability and corporate sustainability in the crisis situation . To allow social
environment improvement to produce lasting outcomes, it has to be incorporated

within the total system for managing corporate culture in the company
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Figure 3.3. Integration Levels of Social-Environment Strategy into Corporate

Management

Note. The figure visualizes the author s conceptual hierarchy of social-environment integration, showing
how social-capital dimensions (bonding, bridging, linking) become embedded at operational, managerial,
and Strategic levels of corporate management.
Source. Developed by the author based on [41],[42],[45],[56],[58],[66],[93].

The social-environment strategy’s successful execution, therefore,
necessitates its integration at every level of corporate management [41]. When the
principles of inclusivity and trust are applied to HR, leadership assessment,
communication structures, and strategic planning, they can become fundamental
elements of corporate governance [42]. The four different levels for integration are
captured in figure 3.3. The figure captures how operational structures are
transformed into strategic instruments for managing corporate culture.
The first level of integration deals with human resource management. The principles
behind social environment integration can then be incorporated in recruitment,
orientation, and personnel development strategies . The human resource department,

for instance, can use social environment factors such as the ability to cooperate,

communication styles, and flexibility when evaluating personnel performance and
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employee growth strategies. The social audit or SEI review can then become an
annual review requirement [108].
The second level entails leadership development and assessment. Officers'
performance can also be rated on qualitative factors, such as the extent to which
communication is made easier, collaboration is encouraged, and psychological
safety is supported . Incorporating social environment factors in officers' KPIs can
bring leaders' behavior in line with corporate culture objectives . The training
program for officers can include training modules on communication, empathy, and
building trust, such that officers become effective communicators, empathy-driven
leaders, and persons of their teams' trust. The third level has to do with
communication structures within organizations. If the process of bridging and
linking is to continue, communication has to happen in an organized, transparent,
and continuous way . This can occur by using digital communication methods that
allow for anonymous communication options, such as collaboration sites for internal
communication, for example, where employees can contribute suggestions and rate
the inclusivity of leadership behaviors [58].
The final level of integration can be found through strategic planning and corporate
reporting. This level requires that firms establish goals related to social environment
development in annual road maps for cultural transformations . The integration of
SEI, employee engagement scores, and inclusion figures, when presented along with
productivity or innovation outcomes, highlights the social aspect of corporate
cultures. This is because it asserts that corporations regard social factors not as a
background concept, but rather as resources that can contribute to its sustainability
[75].

Incorporation of the social-environment strategy model in corporate management
structures impacts on it becoming a continuous feedback process that plans, acts,
monitors, and adjusts for cultural transformation through corporate governance
models . The end result is the instilled seriousness of the corporate structures to
corporate identity related to communication, lack, and resilience in a post-crisis

economy . The social-environment strategy is clearly something greater than
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communication or inclusivity efforts on the inside, since it is the fundamental model
for managing corporate social cultures. This strategy allows corporations to
strengthen their social structures, thereby converting them into measurable elements
that contribute to corporate resilience . The reliability of the social-environment
strategy guarantees the alignment of corporate efforts so that cultural transformation
will become a process that is driven by data, behavior, and structures . The social
environment, in turn, shifts from corporate teamwork to become a controlled
environment that fuels corporate innovation and performance

With organizations having achieved a stable and cohesive social climate, the time
comes when they are ready to move forward towards the next level that focuses on
training and growth. Building each other’s trust and inclusion constitutes the
psychological premises that enable learning, adapting, and growing . This next
section will delve deeper into how training and development strategies act as
powerful tools for enhancing corporate culture in the ever-changing and crisis
situations that occur in organizations. The improvement in the social environment
affects each and every other element that plays a critical role in managing corporate
culture [41].
An environment that encourages trust, respect, and social inclusion stimulates the
psychological factors that lead to effective leadership, motivation, and innovation .
The social environment is the invisible foundation upon which the corporate system
for culture is formed, and it has the ability to shape behaviors and social influences
that define how the workplace will be handled. The process of converting the social
environment strategy from a vision to reality is where leadership intervenes and
plays a crucially decisive role . The role that leaders play is that of cultural architects,
setting the example through their desired behavior, thereby defining the level of trust
and collaboration that will prevail . The leaders, when communicating through clear
channels, feeding back, and showing empathy, sustain the linking capital that binds
employees to the mission of the company . The process where companies become
adaptable sees leaders stop controlling, instead becoming facilitators by attempting

to help people adjust their goals to that of the company objectives
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The relevance of social factors, on the other hand, cannot be overstated when it
comes to motivation too . Feelings of being appreciated and integral to the team will
amplify a sense of belonging, leading to active motivation through people’s innate
desire to belong . Trust-based settings will minimize elements of competition and
fear, leading to shared responsibility instead . The difference that social factors can
bring to retention and productivity rates will, therefore, be that people will remain
for a longer period, contribute more, and become brand ambassadors for corporate
values . The connection between the social environment and innovation proves once
again its importance for strategic action . Innovation can only benefit from
communication that is open and permits learning from errors, rather than perceiving
them as failures [75]. An environment that is inclusive and psychologically safe
allows its workers to contribute unorthodox ideas, experience, and creative problem-
solving activities . With a level of bonding, bridging, and linking that is extremely
high, teams can produce innovative solutions by combining different perspectives in
a way that enhances competitiveness . Therefore, a well-managed social
environment not only maintains stability, it also acts as a driver for change and
innovation n an organization [93].
The integration of the three aforementioned elements: leadership, motivation, and
innovation, through the process of managing the social environment, leads to a
recursive process that enhances the growth of corporate culture . This is because
leadership increases the motivations that boost innovation, leading to creativity that
impacts and enhances the corporate culture system . This recursive process proves
that managing social environments has become an activity that revolves around the
transformation process of corporate culture . The successful implementation of the
social-environment strategy, thus, thus calls for integration at various levels of
corporate management. Applying principles of inclusivity and trust to HR functions
such as assessment of leadership, communication mechanisms, and strategic
management can thus form the very basis of corporate management

In order to ascertain the applicability of the proposed CIIRS approach for the social

environment of the company, a pilot implementation of it has been carried out at
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Beiken Energy Company, which is an organization that participated in the diagnostic
testing part of the research . The approach implemented at the company included
internal communications as a part of a social environment strategy that aimed at
rebuilding trust due to internal workforce disruption and veterans' integration within
the company's organizational structure . Preliminary analysis shows that there has
been a 15% increase in the efficiency of interdepartmental communications as well
as a 10% increase in trust levels among the company's personnel.
The data above represent the preliminary findings of the pilot project for Beiken
Energy CIIRS. The final findings will be incorporated once the company cycle of
evaluation has been completed.
In conclusion the social-environment approach makes it possible to shift the focus
from inclusion, trust, and communication as part of a value proposition to a corporate
culture resilience tool, thus providing a foundation for training and development,

which marks the next strategic dimension .
3.2. Support for Training and Development Programs for Veterans

In the model of CIIRS (Cultural Integration and Inclusive Resilience System),
training and development emerge as the second strategic pillar of the management
of corporate culture. Learning and adaptability become closely interconnected in the
management of corporate culture . In the management of corporate culture,
knowledge acts not only as a resource but as an enabling force that determines
attitudes and actions [1;39]. Through training and development at various levels of
an organization's management, employees convert the principles of corporate culture
into actions. Hence, the success of management of corporate culture is critically
dependent on the design of the process of learning [41;94].
In order to manage the corporate culture of an organization, it is important that CCM
on the part of the corporation includes more than the dissemination of corporate
values. In addition to that, it should include a systematic approach that updates
knowledge and management skills within the context of the corporation's business

mission . The role of training and management systems as instruments of
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management helps in integrating an individual's capabilities and an organization's
needs as a prerequisite for sustained manageability within a change environment .
In addition to that, poor coordination of training within an organization viewed as a
single activity may lead to a clash of cultures . In that sense, a systematic approach
to training and management may become an important part of CCM . In post-crisis
economies like Ukraine's, the value of training as a strategy increases [41]. The
companies experience rapid change and instability of personnel. In addition, they
must readjust veterans who come with incredible skills but also face incredible
challenges of adapting . The veterans come with qualities that fit well into an
integrated corporate culture. These include discipline, collaboration, and
accountability . However, these qualities need training to fit into an organizational
setting. In the CIIRS model of training and inclusion, training acts as the bridge that
connects the qualities of veterans to the needs of corporations . The model offers a
cycle of mutual reinforcement. Learning increases inclusivity. Inclusivity increases
motivations. Additionally, motivations increase the overall flexibility of corporate
cultures [94;95;41;143;147].
The management of training and development, thus, has implications that extend
from human resource functions. Instead, it forms an integral part of overall cultural
management . Through the process of institutionalizing continuous or perpetual
forms of training and learning at organizations, corporations develop what may be
termed as organizational adaptability capital . In these circumstances, training as a
process forms an integral part of organizational cultural reproduction . Through
training and development at CIIRS, thus, the process of learning has been elevated
as a form of cultural management . The overall process of training and developing
at organizations now forms an integral part of overall cultural management that
should be dynamic . In these circumstances, training and development should be
identified as important factors in developing overall corporate resilience
[41;93;94;112]. The training and development strategy as part of the CIIRS model
provides a comprehensive management approach that incorporates training

processes within the organizational structure of managing corporate culture . The
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training and development strategy at CIIRS helps ensure that knowledge
transmission, training of staff capabilities, and adaptive training remain
organizational functions that form part of overall organizational management . The
training process at CIIRS helps organizations build staff inclusivity and activeness
as part of the organizational culture

The algorithm of the strategy holds a five-step procedure that relates managerial

planning to outcomes in the following manner:

1. Diagnosis of Training Needs — analysis of personnel and
organizational competencies carried out through surveys of employees,

performance analysis, and inclusion analysis.

2. Design of the Training Programs — Development of training

modules based on company objectives.

3. Implementation of Development Activities — execution of
workshops, mentoring, coaching, and digital learning tools tailored to

workforce diversity and veteran adaptation .

4. Evaluation of Results — monitoring progress using measurable
indicators such as the Training Effectiveness Index “TEI” (see methodological

definitions in Chapter 1), participation rates, and feedback [112].

5. The Institutionalization of Learning — successful practices

integrated into management structures and personnel roles .

The algorithmic approach above emphasizes the fundamental principle of
CIIRS, which aims to leverage cultural growth as an ongoing management
procedure . The training program shifts from being reactive to being constant as it
acts as both a corrective as well as preventive tool of overall management of
corporate cultures . The above process entails a feedback loop as shown in Figure
3.4 above. The process shows the strategic reasoning behind the training and
development strategy in CCM . All levels of the above process ensure that there is

an aspect of training that fits as an integral part of organizational management. The
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above process shows that training should be an ongoing aspect at CIIRS as indicated
by the principle of continuous improvements . The above principle shows that

feedback from training forms part of management's reasoning .

Training and Development Process
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Figure 3.4. Training and Development Process within CCM
Note: Author’s own elaboration based on the CIIRS model and empirical survey results (n = 28).

The training and development cycle presented in Figure 3.4 shows that the
management approach of CIIRS views training as an ongoing activity of
organizational culture management that cannot be accomplished once . The cycle's
components highlight that each activity builds on the success of the preceding
activity since diagnosis informs design, implementation produces outcomes that can
be quantified, and evaluation repeats as an improved organizational routine . All
these aspects ensure that training enhances both employee capabilities and

organizational flexibility .
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Classification of Companies by Training and Development Maturity
Based on the diagnostic results and data from Chapter 2, we put the 28 organizational
units (cases) with independent managerial authority into three groups. The groups
were based on how much experience and how mature each company's training and
development was

These were designed using the model of CIIRS, as it not only measures the
implementation of training initiatives within an organization but also measures the
integration of such initiatives within the corporate management of organizations .
The findings point towards varied levels of companies' perceptions and management

of employee adaptations, especially in the induction of veterans within companies.

Group 1 — there are corporations with an established system of inclusion and
an adequate infrastructure for training. These companies reflect a strong cohesion of
training initiatives, management practices, and corporation culture goals. These
corporations are already working within an established model of human capital
management . In human capital management, an employee's growth within an
organization relates to his/her performance assessments. The problem that needs to
be overcome by companies within Group 1 is not training system establishment but
rather an emphasis on flexibility and innovation . The challenge relates to an
inclusive management approach within organizations that combine online learning
spaces and cross-functional mentoring . In these companies, training represents an
approach of continuous organizational reproduction. Within these training
companies, organizational values get transformed into management actions at each

level of an organization.

Group 2 — companies possess a partial or fragmented training system. These
companies value training as an important aspect of growth but fail to have an overall
approach towards it . The training that takes place here may be limited to certain
isolated events such as seminars or training sessions conducted by departments
within an organization . Furthermore, these training sessions may be externally

funded. In such cases, there may be minimal coordination of training and
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organizational objectives . As a result of the above factors, training outcomes may
be inadequate. Furthermore, the effectiveness of training on organizational values
may remain weak. In the CIIRS model, companies belonging to Group 2 possess
moderate levels of inclusion maturity . For such companies, the overall strategy
should include overall training road mapping, mentoring and coaching processes,

and training effectiveness metrics like the Training Effectiveness Index .

Group 3 — includes firms that at present do not have organized training and
development processes. In these organizations, the training and development that
takes place occurs organically without oversight. The training process lacks
resources as well as organized training sessions . In these organizations, training and
development tend to be driven by employee initiative and peer training. The initial
step towards training and developing in these organizations, as outlined by the CIIRS
model, includes organizing training systems . This includes needs analysis training
sessions and the establishment of an internal training policy that relates to company
values . Once these training systems have been put into place, organizations can
initiate organized training that emphasizes shared responsibility and training that
relates to company culture . This three-level system of classification forms the basis
of differentiated strategy formulation within the model of the CIIRS model . For
each category of companies, there should be a distinct approach to training and
development that fits the readiness level of companies within that category as well
as the resource capacity and existing company cultures . The below-mentioned table
lists the overall strategic perspectives and proposed interventions for each category
of companies based on training and development initiatives that can be used to
improve management of company cultures and employee inclusion as an important
factor in the integration of veterans within their workforces . The main strategy and
program recommendations for improving training and development processes as
part of CCM are outlined in Table 3.2 . The set of differentiated strategies provides
tailored options for each company group based on the maturity levels of training and

readiness levels of inclusion as per the CIIRS model
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Table 3.2

Differentiated Training and Development Strategies Based on CIIRS

Diagnostic Segmentation (n = 28)

Company Group Diagnostic Criteria Strategic Focus within CIIRS Key Training & Development
(CIIRS-Based) Model Interventions
Group 1 - Advanced <TEI>7.0 Enhancement and innovation of = Integration of TEI into managerial
Training Systems existing systems to strengthen KPIs
. Structured and

inclusivity, adaptability, and . .
continuous training |, dershit;}), alignnlloent . * Advanced Inclusive Leadership

system Programs lir%k'ing cultgral values with
strategic decision-making

* Learning outcomes .

integrated into * Cross-functional and veteran

performance evaluation mentoring systems

* Expansion of digital learning
platforms (LMS) and data-based
learning analytics

Group 2 - Fragmented | « TEI between 4.0-6.9 Formalization and coordination @ * Development of structured Training
or Partial Systems of existing practices within Roadmaps with competency models

* Isolated or department- Corporate Culture Management

level training initiatives (CCM) ¢ Launch of managerial coaching

programs focused on inclusion and

* Weak linkage between adaptive leadership
training and corporate ) )
strategy * Establishment of mentorship

networks across departments

* Introduction of TEI monitoring
mechanisms for systematic evaluation

Group 3 —No Structured  * TEI < 4.0 Institutionalization of learning < Implementation of formal Corporate
Training Systems and  development as a Training Policy
: .Absence of formal foundational CCM function . )
training framework * Introduction of veteran onboarding
and adaptation modules
e Lack of systematic
veteran adaptation * Organization of foundational soft
mechanisms skills workshops (communication,

teamwork, emotional resilience)

* Creation of a Training Coordination
Unit or designated HR development
role

Note: Developed by the author based on CIIRS diagnostic segmentation of 28 organizational units

(cases) with independent managerial authority

The differentiated strategies above illustrate the role of training and
development as a mechanism for change within corporate culture based on the CIIRS

model. Through linking training mechanisms with the concept of inclusion and
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performance measures, corporations at various maturity levels have the ability to
adopt the principles of flexibility and collaboration . The above integration of
strategies at various maturity levels of corporations enables employee development
and corporate growth as complementary elements . The subsequent section discusses
the role of motivation as a force that supports the above-mentioned principles of

employee and corporate growth .

Pilot Application of the CIIRS-Based Training and Development
Strategy: Beiken Energy Company
In order to determine the applicability of the training and development approach via
CIIRS within the organizational context, a pilot implementation of the approach has
been carried out at the Beiken Energy Company . This pilot program also serves as
a validation of the CIIRS model’s adaptability within real corporate environments,
demonstrating how inclusive training strategies can operate as practical management
instruments for strengthening corporate culture.
The company had earlier participated in the diagnostic part of research work. The
Beiken Energy Company falls within Group 2 companies that include those that have
partially structured training and development processes that need formalization .
The objective of this pilot implementation is to integrate disparate training efforts
into an overall system that is inclusive, flexible, and resilient — principles that form
the foundation of CIIRS . The overall process of training and development
implementation utilizes the algorithm discussed in Figure 3.4. The algorithm
emphasizes three important objectives:
« Competence mapping and participation for designing structured learning
programs;

» Encouraging collaboration among veterans and existing staff through joint learning
modules and mentoring Initiatives
» Establishing feedback-based evaluation of learning effectiveness using the
Training Effectiveness Index (TEI)

The pilot program was administered on a six-week schedule involving 30
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employees, including six veterans and five department heads. The program
comprised diagnostic workshops, cross-functional mentoring, communication
training for inclusive communication, as well as leadership coaching. The program
helped to shift training from an administrative role of the human resources
department to a strategic role of CCM to enable a never-ending cycle of training and
adjustments based on feedback

The implementation of training and development program based on the CIIRS model
at Beiken Energy had been based on a set of actions that followed a certain order —
every aspect of learning had been synchronized with organizational objectives of
managing corporate culture . The training program had been carried out with an
objective to ensure improved communication and internal adaptation within the
company

In order to ensure that the outcomes of learning were converted into long-term
behavioral change outcomes, the CIIRS approach used a diagnose-implement-
feedback-integrate cycle . This cycle had each step connected such that it forms a
never-ending cycle of change within the model of organizational culture
The five phases of this algorithmic process, ranging from needs determination to the
institutionalization of outcomes from training, are depicted in Figure 3.5. This figure
illustrates the structured repetition of the CIIRS training approach by the Beiken
Energy pilot

The training and development model derived from CIIRS has been differentiated on
three categories of enterprises depending on their maturity and experience in
inclusion and integration of veterans . Differentiation here enables management to

link learning goals to the actual culture of the organization .

Group 1 — Companies with Established Programs for Developing
Veterans
These institutions are currently undertaking either internal and external initiatives
that aid in veterans’ adjustment to a business environment . Their key issue is how

to sustain learning motivation and avert cultures from becoming stagnant . In this
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strategy, there is a big emphasis on veterans teaching others in the organization
through mentorship and shared innovation initiatives . In this case, veterans can act
as trainers in either resilience and safety sessions since military discipline can be

structured in a learning process .

Group 2 - Companies with Partial Training Initiatives
The companies provide occasional and departmental trainings but have not
established a development strategy . The strategy is to incorporate learning modules
for CIIRS into a corporate training strategy. The trainings will target improving
flexibility, communication skills, and cross-functional working between veterans
and non-veterans . The human resources departments are urged to incorporate
resilience leadership modules within their learning cycles . The analysis of feedback
information through the Training Effectiveness Index (TEI) will provide a guide to

follow for veterans’ training .

Group 3 — Companies Without Training Systems for Veterans
The organizations that are classified within this group need to have a foundation for
learning and adapting . The first step here is to identify skills that can easily transfer
from a military to a civilian life and develop workshops for adaptation . Short peer-
learning circles and coaching sessions will emerge as initial instruments for
including veterans in an organization . After that is achieved, organizations can opt
for learning cycles associated with CIIRS . In all three categories, training and
development are the tools of management whereby inclusion not only becomes a
reality but is a vital ingredient in corporate culture . The CIIRS Model allows
executives to convert dispersed training efforts into a responsive and feedback-
driven process that improves resilience, collaboration, and morale in inclusive
settings
The stages involved in implementing a training strategy for CIIRS through Beiken
Energy are a key example of how an adaptive model for learning can work . The
different steps in this process obviously relate to a gradual induction of veterans into

a learning environment within an organization that ranges from identifying and
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addressing development needs to institutionalizing and measuring feedback . The

different steps in this process are demonstrated in Figure 3.5 .

CIIRS Training Strategy Implementation Process

1

Diagnosis of
Training Needs

4 3 2

Feedback and TEI Implementation of Design of Inclusive
Evaluation Training Activities Learning Modules

| Integration into
'| Corporate Culture

Figure 3.5. Stages of CIIRS Training Strategy Implementation at Beiken
Energy Company

Note: Author s own elaboration based on CIIRS model and author s own data.

The training and development strategy through CIIRS has a broader scope
that lies beyond employee development . The strategy serves as a comprehensive
management process that aligns individual training and development needs with
strategic corporate objectives for transforming corporate culture . Under this
strategy, training is a process through which organizational values are translated into
actions . In post-crisis firms, a lack of structured learning and adapted development
initiatives can cause skill fragmentation and a depletion of institutional knowledge .
The CIIRS model overcomes this via a multi-level integration platform that ensures
that all learning activities positively impact group and corporate cultures . In each
cycle of training and development that is conducted within the context of CIIRS and
its tenets of inclusion and resilience, there is a reinforcement of employee
involvement and feedback . It is possible in this manner for organizations to track

issues related to their training and development systems and make decisions
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regarding their management accordingly . The triumvirate of inclusion and
flexibility is created through adaptability (learning flexibility), inclusion (cross-
functional involvement), and feedback

Through the integration of measurable evaluation techniques like that of the Training
Effectiveness Index (TEI), the CIIRS model enables top management to address

learning as a performance-based process .
Formula 3.3

Training Effectiveness Index (TEI)

C;+A;,+F;
3

TEI =

Where the Training Effectiveness Index (TEI) is calculated based on three
components — C,, which represents the level of competence improvement after
training; A, which reflects the degree of adaptability demonstrated in workplace
performance; and F,, which denotes the quality of feedback and knowledge transfer

among employees.

The TEI offers a simplified but efficient mechanism to measure the
applicability of learning to achieve behavioral and cultural shifts . Managers are able
to connect individual development to overall organizational flexibility and readiness
to ensure that learning spending directly supports a cohesive and inclusive culture .
The link that has been established between training and productivity is applicable to
business executives and enables them to handle human development in a similar
fashion to financial and administrative systems [108]. The applicability of the
training model of CIIRS in Beiken Energy has confirmed that differential training
processes can easily be included within its cultural context . The greater attention
given to identifying needs for training and efforts put in to address how to deliver
training sessions according to those needs have created a greater level of
collaboration . The managers involved in this trial have demonstrated better

understanding regarding inclusive principles and enhanced levels of trust and
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confidence in handling diverse work groups . The connection made between training
and productivity enables business executives to manage human development like
financial and operational systems . The implementation of the training approach of
CIIRS at Beiken Energy proved that differential learning processes can be
successfully integrated into the company's cultural model . The emphasis on
diagnosing needs for training and working on providing training sessions based on
these needs led to an increase in collaboration levels . The managers who were part
of the pilot program showed a better understanding of inclusive principles and
increased levels of trust and confidence in dealing with diverse work groups .
Instead of being used as a short-term educational activity, the training model of
CIIRS became a long-term approach at corporate cultural change . Through the
addition of feedback and Training Effectiveness Index within each step of the
program, it allowed the company of Beiken Energy to associate employee training
with cultural indicators of change . These enhancements proved that the system of
CIIRS had long-term effectiveness as a solution within corporate cultures to improve
inclusivity and resilience n management

The experience showed that knowledge transfer, feedback, and inclusion have to be
implemented as part of an overall management tool and that training needs to be
positioned as such . Through that approach, the CIIRS model guarantees that
knowledge transfer and feedback work as part of an overall organizational
development cycle . Based on the successful findings obtained in the CIIRS pilot
project conducted for Beiken Energy, a more distinct training and development
strategy has been devised to differentiate between three categories of companies
based on the maturity level of inclusion . The training and development strategy that
will be employed as a model in CIIRS has been customized depending on the

maturity level of those companies included in each group .

Group 1 - Enterprises with Structured Training Programs:
Such institutions have established procedures for education and training of their

employees in a more systematic fashion . In this context, the strategy for CIIRS is to
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build on its inclusive philosophy and renew content to include veterans and adaptive
leadership modules . The role of management is to ensure that this knowledge is
translated into a self-improving system that has continued cycles of collaboration

and trust .

Group 2 - Enterprises with Partially Structured Training:
The group that is represented by Beiken Energy is one that will benefit from the
standardization and coordination that is made possible through the CIIRS algorithm
. In this case, the strategy will cover a process where a dispersed training process is
turned into a common corporate learning strategy . The role of management will
cover initiatives that include the development of cross-departmental mentorship

programs and online-tracking of TEI performance .

Group 3 - Enterprises without Structured Training Programs:
In those firms that are in a nascent stage of inclusion maturity, the overall strategy
of CIIRS is to first build a cultural foundation for learning . The strategy begins with
an elementary level of workshops related to communication and teamwork that will
eventually develop into more systematic training within the organization through
electronic resources and manager-led discussions . In this level of a firm's maturity,
its managers must develop a learning identity . In all three categories, the training
system in CIIRS ensures that development is not looked upon as a distinct process
within human resources but as a management of corporate culture that is associated
with social stability and productivity . The application of the training and
development strategy through CIIRS has had a deeper managerial impact that has
stretched well beyond skill development . It has brought about a paradigm shift in
leadership from hierarchical monitoring to adaptive and learning-driven leadership
patterns . Managers involved in this process have developed enhanced skills in areas
like mentorship and coordination to act as catalysts for inclusion and not merely as
monitors for performance
Such a shift in management behavior helped to improve the management of

corporate cultures as a whole and created a spirit of trust and shared responsibility .
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As a feedback cycle became a staple in team meetings and routines, information
became more openly shared between different departments in an organization . The
above changes are especially important for Ukrainian businesses that are working in
a post-crisis and war-torn environment where a capability to learn and rebuild can
directly impact sustainability

The systematic use of the Training Effectiveness Index (TEI) enabled executives to
monitor learning results with the same rigor as financial indicators . In this manner,
this strategy reshaped and redeemed training as a strategic management technique
and not as a human resources administrative function . In this process, through
monitoring the development of inclusion readiness, communication effectiveness,
and leadership awareness, organizations made informed decisions regarding
promotions and collaborations . With time, the integration of principles of CIIRS in
corporate learning facilitates the build-up of learning capital for the organization .
The learning capital is a resource that encompasses competence, inclusiveness, and
innovativeness . The impact of this capital is associated with increased productivity
and reduced employee turnover [75;108]. Furthermore, it enhances market
flexibility and improves the corporate image owing to its dedication to investing in
people as a strategic vision . On a long-term perspective, this is a training and
development strategy in CIIRS that makes cultural adaptation a continuous process
and not a short-term measure in place due to a crisis . The management model that
emerges 1s therefore dynamic and people-centric . The strategy for training and
development via CIIRS has a large scalability potential in all fields . In addition to
that, this strategy has modules that can be designed and selected according to a
business maturity level . In this case, not only is this strategy cost-effective but it is
also easily adjustable according to all businesses . To put that in perspective, even a
small business can adopt this strategy without radical changes
Institutionalization of learning outcomes is one of the important dimensions that
ensure sustainability . The strategy supports and fosters the integration of training
metrics like TEI scores into management reports . The strategy makes it possible for

organizations to tackle learning and inclusion as a concern for management .
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The CIIRS ensures that this is institutionalized as a continuous process for
management that changes and evolves over a period of time . The feasibility of this
process is achieved through digital integration . Web-based learning platforms, Al-
driven feedback processes for learners and educators, and cloud-based collaborative
spaces for different stakeholders can ensure that monitoring cycles are automated
and information for inclusion and adaptability is made more transparent [94]. In a
digital platform like this one, procedures for CCM can adjust accordingly to changes
in real-time dynamics . Beiken Energy has demonstrated that feedback obtained
from trainees can indeed be processed and converted into management information
easily . After completing a training module, summary information is created in a
digital format to help management identify where there is more potential for
inclusion and/or communications deficits for different departments . The same can
and should happen in all businesses to ensure that feedback on learning is a regular
management activity

In summary, sustainability in CIIRS is made possible through its evolutionary nature
. The natural evolution of organizations leads to an escalation of this model for
inclusion and flexibility initiatives to a full-fledged Corporation Culture
Management System . It is here that training is a fundamental and inseparable aspect
of a well-governed organization—motivation and performance are intricately woven
with innovation . Thus, not only is this a training model, but this is a vibrant process
of natural evolution in a corporate culture that can sustain an organization through
all its phases of turmoil and rejuvenation . To ensure that this training and
development strategy for its employees is institutionalized over the long term in
CIIRS, a scaling strategy and a set of managerial approaches have been devised .
Taking into account the principles of inclusion and flexibility and feedback strategies
that have to guide this scaling process and based on a thorough review of companies’
development status and capabilities, Table 3.3 encapsulates strategic orientations
and associated development and managerial approaches to ensure that a CIIRS-

based training system is developed in different types of companies .
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Table 3.3

Strategic Model for Scaling and Institutionalizing CIIRS-Based Training

Strategic Direction

1. Embedding
Learning Metrics
into Management

Systems

2. Strengthening
Leadership
Competence for

Inclusive Learning

3. Expanding
Cross-
Departmental
Knowledge
Sharing

4. Digitalization of

Training

Management

5. Partnership and
External

Collaboration

Managerial Tasks

Integrate TEI and
inclusion indicators
into quarterly and

annual reporting

Develop managerial

coaching and
mentoring
programs  aligned
with CIIRS
principles

Foster collaboration
across divisions
using post-training
knowledge

exchange

Introduce Al-
supported learning

and feedback tools

Engage with
universities, NGOs,
and veteran
associations for
joint learning

initiatives

Implementation Tools

/ Actions

Use dashboards, digital
feedback  platforms,

and leadership reviews

Introduce  leadership

academies,  peer-to-
peer mentoring, and

inclusion workshops

Create innovation
hubs, internal
webinars, and cross-

functional projects

Implement online
platforms for adaptive
training and

performance tracking

Develop  co-branded
training programs and

exchange internships

Expected  Corporate

Culture Outcomes

Institutionalization  of
training as a
management  process;

enhanced accountability

Creation of learning-

oriented leadership
culture

Strengthened
communication and

cultural cohesion

Increased learning
flexibility and
transparency

Improved public image
and shared responsibility

for inclusion
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(8 OGS Regularly  assess Conduct semi-annual Continuous

INAILIELTEETGE CIIRS  integration reviews and  use improvement of

Cultural Feedback RIEiitx employee RII/TEI comparative inclusion and
surveys and cultural metrics adaptability levels
diagnostics

Note. Author’s own elaboration based on the CIIRS model and empirical findings from the author s pilot
implementation at Beiken Energy and survey data from 28 organizational units (cases) with independent

managerial authority Source. Author s own data.

The strategic roadmap in Table 3.3 presents a model for those intending to
institutionalize CIIRS in their management structure . The arrows in Table 3.3
represent different aspects that are intertwined in CCM and ensure that training is
not a human resource activity but a governance activity
Incorporating learning metrics like TEI and RII into management systems enables
leaders to develop decisions that are information-driven while keeping a human-
focused perspective [112]. In this way, business culture is rendered agile and
measurable . Enhancing leadership capability ensures that this process is solidified
and that leaders are converted from controllers to catalysts for learning . To be
successful for the long term, companies need to use digital tools and collaborate with
others
In this context, connecting initiatives in CIIRS to external networks enables
organizations to benefit from collective knowledge and ensures continued
innovation in times of crisis . In the long run, the integration of CIIRS as a
management system ensures a sustainable feedback system of inclusion, learning,
and motivation . In this context, training and development transform into a strategic
tool of governance that ensures flexibility in organizations . The replicable structure
of this model ensures that it is not only relevant in the Ukrainian economy but in
emerging markets where issues of inclusiveness and building a corporate culture are
important
The success of a training and development strategy based on CIIRS not only stops

with its successful execution in an operational context . In order for this strategy to
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produce a lasting effect, it needs to be systematically integrated into an
organization’s governance structure . The subsequent sections illustrate two key
aspects that are required to ensure that this model is sustainable and applicable.
1. Integration of principles of CIIRS into corporate governance models, and
2. Cross-industry adoption of this model to provide a basis for forward-looking

approaches to management.

The integration of training in CIIRS into corporate governance is an essential
element of success in this system, because only by being incorporated into the
corporate model is it possible for this training and development model to attain its
full potential as a means to incorporate adaptability, inclusivity, as well as resiliency
into management processes within an organization. The CIIRS training and
development model must not remain a stand-alone project but needs to become a
subsystem of strategic thinking . The integration of training input information within
leadership displays and budget and performance information ensures that training
and development remain a vital input within strategic thinking.
To illustrate this point, in quarterly performance evaluation sessions between
management and employees, parameters like Training Effectiveness Index (TEI),
Inclusion Readiness Index (IRI), and Resilience Integration Index (RII) can act as
strategic indicators . By looking at these factors, we get a clear picture of a team's
collaboration and their ability to stay strong under pressure . The integration of these
parameters in management-level reporting will ensure that human development is
given equal importance to financial development and that key aspects like culture
health are not overlooked . Moreover, the governance-level adoption of CIIRS
ensures accountability and transparency . Board oversight of inclusion and training
helps companies monitor progress, use resources well, and get ahead of cultural
problems . As seen in Beiken Energy’s pilot, including training and inclusion
indicators in managerial reporting not only improved internal communication but
also encouraged leadership participation in the development process

The integration of training outcomes through institutionalization enables
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organizations to build a level of resistance against stagnation and shock. The impact
of this shift is that it makes the CIIRS model a vibrant and effective governance
instrument with its own culture of adaptability, allowing for cross-industry
adaptation and future prospects. The model of CIIRS, even as it is applicable to
Ukrainian enterprises in a post-crisis scenario, is remarkably flexible and can easily
be adapted for different industry requirements [41;93]. The model can easily be
tuned as per requirements in industrial organizations, educational institutions, and
service-providing sectors. In fact, when applied to the energy industry, for instance,
a greater emphasis can be placed on safety cultures and teamworking strategies.
Likewise, in the education sector, the model CIIRS enables inclusion and empathy.
The design of this system is made in a way that facilitates scaling within an
organization in an iterative fashion ranging from intra-organization pilots to
network-wide integration. In this context, CIIRS can develop into a national standard
for inclusive management of corporate culture with involvement of academia,
industry, and government in collaborative endeavors for enhanced labor adaptation
and productivity.
Within the larger economic perspective, this model can promote a sustainable
recovery in Ukraine through enhanced social cohesion and labor integration .
Organizations that implement CIIRS not only improve their own resilience but will
in effect contribute to a stable national workforce through services for veterans and
young professionals . The future use of CIIRS may encompass collaborations with
global bodies, hence allowing for a comparison and improvement process through
global best practices . In this new development, CIIRS enables Ukrainian companies
to emerge as leaders in creating a paradigm for a resilience-based corporate culture
that will easily adapt to national as well as global competitiveness . The strategic
execution of CIIRS-based training and development has proved to be a successful
platform for inculcating inclusion, flexibility, and resilience within a CCM system .
By institutionalizing learning as a well-orchestrated administrative process,
organizations have gained a capability to manage human development with equal

accuracy as financial and business management . The scalability and sustainability



187

of this proposed structure of CIIRS have made learning a constantly changing tool
for a culture shift and not a stagnant process in human resources . To have a lasting
impact, all this must happen not just through effort but through people’s inner
motivations and emotional commitment . Although training can equip a worker with
skills and abilities, it is through motivation that those skills are developed and shared
in the workplace . Thus, the subsequent section will examine strategic tools for

motivation and management as a strategic factor that encompasses a third strategic

level for CIIRS .
3.3. Applying of Motivational Managerial Tools for Veteran Integration

Motivation represents one of the most influential factors in establishing and
influencing corporate culture and employee engagement with corporate values,
including veterans . In a corporation undergoing a post-crisis transformation process,
financial reward and non-financial reward motivate employees [41;75]. The
meaning and context of this structure are interpreted and translated within the
context of corporate requirements through meaning-making [1;29]. As a factor
related to veterans’ integration into an organization, meaning-making represents
crucial logic for undertaking a psychological transition to a different context . The
development of this process represents a critical step in promoting a more positive
corporate culture
Under the CIIRS model, motivation is considered a managed process that translates
individual goals to shared goals in a culture [35]. The theory proposes that there are
three different levels of motivation—individual, team, and organization [26;39]. The
different layers of motivation motivate and sustain each other . On a more individual
level, a dual process of adjustment is required for veterans in relation to settling into
a different workflow while simultaneously finding a new mission . The strategy to
deploy and to motivate begins in this way with personalized engagement initiatives
that assess individual skills for transfer and leadership abilities and styles for
recognition . The manager engages individual feedback and malleable goal-setting

initiatives . On a team level, incentives are created through collaborative problem-
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solving and recognition . The preferred format recommended for this is small group
workshops where veterans and non-veterans collaboratively identify goals for
improvements and share recognition for those improvements . On a team level, this
increases camaraderie and enhances emotional aspects of corporate culture . On an
organizational level, a strategy can be developed which combines symbolic and
structural incentives regarding job advancement opportunities and recognition for
resilience and service . If developed and harnessed as incentives within an
organization, inclusive strategies can make inclusion a key aspect of management
[93;94]. Moreover, this layered structure provides a constantly self-feeding
motivational feedback loop . Workers’ development serves as a catalyst for teams’
success and increases leaders’ confidence in those teams . The reward given in an
organization serves as a cornerstone in allowing veterans to benefit from this
experience for a chance to better develop within a post-crisis organization . The
application of the motivational management style developed under the aegis of
CIIRS is practiced in three tiers of enterprises based on their maturity level in regard
to inclusion and institutionalization of veterans' integration. Differentiation enables
every organization to implement suitable motivational practices without

overstretching their management .

Group 1 — Companies with Established Veteran Motivation Systems:
Such organizations are already including veterans within their employment models
and have reward/recognition policies in place for those veterans . The key to those
organizations is to ensure that continued engagement is maintained through
meaning-based motivations and not exclusively financial ones . The key for CIIRS
is to emphasize leadership recognition and pairing this with a “Service-to-Strength
Awards” symbolical reward and resilience-mentor bonuses . The leadership is to
emphasize leading veterans as in-house ambassadors for inclusion and allowing
veterans to motivate others . Feedback and trust between management and veterans

will translate to a corporate motivator for loyalty .
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Group 2 — Businesses that Incorporate Partial Motivation Practices:
The companies are aware of the importance of inclusion but have not had effective
methods to connect motivation and performance and culture . The strategy here
proposes a mixed instrument for motivation that can include peer recognition boards,
performance-based reward compensation that can adjust to performance changes,
and quick feedback sessions . Then there is a need to incorporate relevant milestones
that are specifically related to veterans within appraisal methods—such as
completing mentor roles for newcomers and safety and discipline workshops . Thus,
a shared sense of common goals is developed between veterans and regular

employees .

Group 3 - Companies without a Motivation System for Veterans:
In these ventures, the primary need is to build a foundation for this motive . Stage
one will consist of some kind of awareness that conveys the importance of veterans’
strength and resilience to the organization . The earlier strategies that don’t require
monetary compensation and can thus be applied immediately will include group
recognition and sharing personal histories . Later on, the human resources and
management teams will have to apply shared between CIIRS and MEI (developed
within the CIIRS diagnostic system introduced earlier) indices to track changes in a
sense of affiliation, initiation, and morale . In all categories, motivational
management is a reinforcing factor for transformation in corporate culture . The
inclusion and trust that is created are turned into behavior like initiative, cooperation,
and leadership flexibility through this motive and its instruments that are
incorporated in CIIRS . The resilience of the organization and its productivity goals
are enhanced through this when veterans are integrated into it. To better manage and
measure motivation as a factor in corporate culture, a new index has been proposed
in the CIIRS model named as the “Motivational Engagement Index” (MEI) [41;93],
which will help managers assess how well different motivational aids are working
to enhance workplace attributes like inclusion, “resilience,” and productivity for

veterans
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The MEI identifies three important elements that define a high level of motivation
in an inclusive workplace as follows:
— M;— Meaning Alignment: The extent to which veterans and other employees judge
meaning alignment between their own value orientations and that of the
organization’s.

— P — Participation Intensity: The level of direct engagement of workers in
collaborative =~ work  and  innovative and  recognition  activities;
— R — Resilience Response: The manifestation of work behavior through flexibility,

tenacity, and confidence in relation to work challenges.

Formula 3.4

Motivational Engagement Index (MEI)

M;+ P; +R;

MEI =
3

Where M; represents meaning alignment, P, indicates participation intensity,
and R: denotes resilience response in workplace performance. The Motivational
Engagement Index (MEI) is applied as an auxiliary diagnostic metric
complementing the CIIRS core indices (CEI, RII, SEI, TEI). Unlike the structural
CIIRS components, MEI evaluates the effectiveness of specific motivational
interventions and therefore functions as an operational indicator rather than a
foundational element of the CIIRS model.
A higher MEI score signifies that the organization’s motivational environment
effectively supports inclusion and cultural cohesion . In relation to veterans, this is
where their inner and compelling incentives have effectively and directly manifested
as their positive and stress-free adaptation and involvement . On a management
level, MEI is a tool in gauging a manager’s perspective in relation to cultural
resilience [17;50;129]. The integration of MEI in a CIIRS enables a comparison
between different departments and weak points in feedback and recognition to

ensure that strategies are not compromised in a way that jeopardizes trust . It serves
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as a reflective instrument when applied on a quarterly basis, helping to ensure that a
balanced and value-driven motivational environment is achieved . The MEI can
eventually be incorporated into performance review pages, inclusion audits, and
management reports . The MEI offers empirical feedback regarding how well a
factor like motivation has a measurable effect on observable behavior in a work
context—an individual’s initiation, cooperation, and leadership . The MEI makes a
given value like motivation a measurable foundation in CCM . The application of a
motive in a real-world setting in a CIIRS is made possible through a systematic
implementation technique . In addition to this, the systematic application of a motive
in a company will not be applicable if supported by inconsistent management . As a
strategy to provide a consistent motive within a CIIRS and its impact on a company’s
management, this paper will provide information on the Implementation Algorithm
of Motivational Tools for Veteran Integration

The successful implementation of motivational management techniques is a process
that needs to identify and implement corporate goals and individual needs in a
systematic and repeatable fashion . In the context of the CIIRS model of leadership,
this is a distinct managerial algorithm that focuses on systematically building a
gradual shift in veteran motivation from isolated efforts to a distinct corporate
culture . The process begins with identifying motivation gaps in both veteran and
non-veteran teams and eventually develops inclusive reward strategies and
concludes with feedback modifications . Figure 3.6 encapsulates this process and

shows how motive factors have a role in inclusion and corporate culture change .
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DIAGNOSE
MOTIVATION GAPS

DESIGN INCLUSION-
BASED INCENTIVES
IMPLEMENT
RECOGNITION
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EVALUATE
ENGAGEMENT (MEI)

e

Figure 3.6. Algorithm of Motivational Tools Implementation within CIIRS

CIIRS
PROCESS FOR
MANAGING

MOTIVATION

INSTITUTIONALIZE
MOTIVATIONAL
CULTURE

Note. The figure illustrates the stepwise process for implementing motivational instruments within
the CIIRS model, beginning with assessment of inclusion maturity and concluding with continuous
feedback integration.

Source: Author s own development based on empirical findings and CIIRS model design.

In this example, one can see how the theory of motivation is turned into
management practice through CIIRS . In this first step of diagnosis, there is a need
to identify potential weaknesses in trust and team building through MEI and
employee surveys . The next step is to design packages that are inclusive and aligned
with corporate and veterans’ needs . The first step in its implementation is through
pilot initiatives like mentor awards, recognition initiatives, and team-based bonuses
. The whole process is measured in terms of MEI scores . The final step is
institutionalization. In this step, key principles behind motivation are
institutionalized through human resources principles and management performance
. The execution of this process will ensure that motivation is not a tokenistic action
but a continued and informed portion of the process of culture management . It is a
process that will ensure that leadership maintains its high moral standards and makes

it less challenging for veterans to adapt to this new culture . The following table
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provides a summary of the practical application of motivational managerial aid to
the three categories of enterprises. Together, they all fit within the model of CIIRS

as a response to a respective level in maturity when it comes to integration .
Table 3.4

CIIRS-Based Motivational Strategies and Expected Outcomes

Group of Motivational Tools Managerial Actions Expected  Cultural

Enterprises Introduced Outcomes

Group 1 Symbolic  recognition Empower veterans as Strengthened loyalty,

Advanced programs, mentoring motivation peer respect, and
Integration bonuses, peer-award ambassadors; reinforce veteran leadership

platforms feedback loops visibility

Group 2 Mixed  monetary/non- Link motivation to Improved
Partial monetary incentives; measurable inclusion collaboration and
Integration MEI-based progress KPIs; conduct feedback balanced motivation

tracking sessions across teams

Group 3 Awareness campaigns, Create baseline Increased
Initial storytelling sessions, motivational culture engagement, trust, and
Integration open feedback meetings  through dialogue and readiness for

recognition structured inclusion

Note. The table presents the structured linkage between motivational instruments, strategic objectives, and
measurable outcomes within the CIIRS model, emphasizing alignment between inclusion, engagement, and
corporate resilience.

Source: Author’s own development based on CIIRS model and pilot implementation results at Beiken
Energy Company.

The successful integration of military veterans within a corporate setting is
achieved through not only training and inclusion strategies but also through
motivational management [49;95]. In a post-crisis organization, motivation is
recognized as the missing link between individual and collective performance [41].
While a corporate culture shapes an organization's value and training is known to

develop skills and competencies within that organization, in a post-crisis
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organization, motive is recognized as a key that translates this dual perspective into
behavior . The model recognizes this through a measurable motive driver .
Entering veterans in the corporate world can have a dual experience in adapting to a
different working environment and regaining a feeling of valued purpose . In this
context, effective managerial motivation tools play a key role . The addition of a
structured motive enables their leadership to convert veterans’ experience and
discipline into a common strength for their organization . For example, a feedback-
based reward and recognition system can not only improve workplace behavior but
will also indicate veterans’ worthwhile presence in their organization
In organizations where the CIIRS model is implemented, such as Beiken Energy,
motivation became an integral part of overall leadership. In this case, management
used approaches to link psychological reinforcement and communication, leading to
the creation of a stable and supportive working culture. In contrast, veterans are
known to be frustrated as they navigate through the process of transforming from
being military personnel to being part of the general citizenry. However, this level
of frustration is curbed as soon as they are assured of being treated well in the
workplace. Most veterans show greater engagement and willingness to be part of
team processes within an organization with this stable and caring corporate culture,
and this is achieved through the motivational process within CIIRS. It encourages
the business to first identify points of missing incentives and then implement
incentives that are based on inclusion . The proposed system will ensure that a
business’s corporate culture is felt in a unified fashion by not only its veterans but
its civilian employees as well

In order to ensure its applicability to practice, a pilot project has been conducted in
one of the enterprises that took part in this project . The goal of this project has been
to identify how such tools for motivation affect veterans’ adaptation in a large
business environment . The experience has proved that this is a highly important

aspect and has shed some light on this topic . The experience is described below.
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Beiken Energy Pilot: Implementation of Motivational Managerial Tools
The pilot testing of the motivational management aspect of the CIIRS strategy took
place in Beiken Energy Company as a project to generally assess the efficacy of
inclusion-driven corporate culture practices . The organization had previously
undergone the diagnostic level of the CIIRS and highlighted points that required
improvement in communication, trust building, and employee engagement . On this
basis, the organization's management decided to implement the motivational level

of the CIIRS strategy specifically targeting veterans within its operational divisions

The three-month pilot project involved six veterans and five managers from within
the department . The veterans included a cross-section of various technical fields
like engineering and logistics . The choice of veterans involved in this project was
not random . The veterans were involved in this undertaking because all those
involved 1n this project required a high level of discipline, and military discipline is
one facet that is sometimes hard to transfer to a corporate environment . The project
aimed to convert this characteristic to a motivational factor . The first level of this
pilot involved a baseline measure of motivation through the utilization of the MEI .
Preliminary gathered information revealed that while those in this group were high
in their level of participation intensity (P;), their level in meaning alignment (M)
appeared to display a partial misalignment between individual and corporate goals .
Their level in resilience response (R:) revealed strengths in resiliency but a
perception  of  restricted  opportunities  for  upward  growth

The design and implemented stage under Beiken Energy involved the formulation

of three important motivational factors in line with the CIIRS model:

1. Peer Recognition Circles — monthly meetings for all team
members where each employee is recognized for their individual and

collective efforts .
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2. Leadership Trust Dialogues — sessions between veterans and
leaders in each department to talk about goals and suggestions for how to

improve inclusion .

3. Resilience Mentorship Program — a forum where veterans
mentored new employees on practical applications of resilience in safety and

teamwork .

The effect of this tool integration became measurable in aspects of
engagement and communication . Feedback reports submitted towards the end of
the second month reflected enhanced lateral cooperation between veterans and civil
service workers in logistics and maintenance departments . There were observable
changes in initiatives and interdepartmental support . Veterans earlier describing
individual and task-based motives had begun to identify with a common corporate
mission indicating a strengthening in aspects of meaning alignment (M) .
In evaluation, MEI has been recalculated to estimate the effect of this program .
Although actual figures will be filled in after final checks and balances on data
accuracy, trend calculations revealed a possible 15 to 20% positive shift in the
average level of motivations for those involved in this pilot . Findings through
interviewing were consistent and revealed that recognition and transparency were
seen as factors that had more impact for this shift . The veterans especially were
impressed when they realized that they were looked upon as agents for growth in
culture and not only for greater efficiency . There had even been a “ripple effect”
brought about within teams
The final level of institutionalization in the pilot project entailed integrating
motivational practices within Beiken Energy's human resource policies . The
organization established an annual reward known as “Resilience in Action” to
reward employees for their resilience and ability to work well together as a team .
The organization’s leadership started conducting feedback sessions during
performance reviews to ensure that metrics of inclusion are integral to corporate

governance . In a managerial context, it is clear from this pilot that its motivational
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instruments are indeed scalable and contextually informed . There is no financial
outlay here but rather a need for change through cultural shift and better information
channels . This is in line with a fundamental tenet of CIIRS behind inclusion as a
culturally deepened and not simply procedural shift . Furthermore, this pilot shows
that a motive can mediate between training (Section 3.2 above) and social context
(Section 3.1 above) to round out a cycle of adaptation . The Beiken Energy case
lends credence to a vision that views motivation as a strategic asset in its own right
rather than as a supplementary function to human resources . The empowerment of
veterans through recognition and inclusion helped to build trust and lower obstacles
to integration while enabling a higher level of individual and collective resilience to
the organization’s culture . The success of this pilot highlights the practical relevance
of the CIIRS model for organizations in transition and demonstrates its potential for
replication across industries with similar integration challenges

The results collected from the Beiken Energy pilot were used as a basis for fine-
tuning a set of general suggestions for a CIIRS motivational strategy . The table
below outlines key factors for a motivational system and management practices
applicable for companies in different maturity stages of inclusion . The strategic
choices are designed to accommodate scalability for different contexts . Based on
the outcomes of the pilot, the following table consolidates recommended managerial

tools for different inclusion levels .

Source: Author’s own data and observations from CIIRS pilot implementation

at Beiken Energy Company (2025).
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Table 3.5

Recommended Motivational Tools for Companies at Different Levels of

Inclusion Maturity

Group Main  Strategic Motivational Tools Expected Cultural
Enterprises Focus Introduced Outcomes
(O TGEIR Build trust, create  — Introductory Improved adaptation,
Level (218 recognition culture motivational workshops— reduced stress, and the
Inclusion Symbolic recognition beginning of inclusive
Awareness) (“Veteran of the Month”)— engagement
Awareness sessions on
shared values
(& 0111 I R Strengthen — Peer recognition Increased cooperation,
DI EE AVl engagement  and  programs— — Team-based teamwork, and
(Systematic measurable performance incentives— motivation  between
Integration) inclusion Mentoring and feedback- veterans and civilian
driven promotion paths employees
ST O [nstitutionalize — Integration of MEI Continuous
SUARN L B BRI motivation  within metrics in HR systems— engagement,
(Inclusive management Annual “Resilience in sustainable inclusion,
Corporate Action” awards— and alignment between

System)

Motivation-based

leadership KPIs

motivation and

corporate values

Note. The table summarizes motivational management practices derived from the CIIRS model
and the Beiken Energy pilot project. It presents scalable motivational instruments for
organizations at different inclusion maturity levels, aligning with the Motivational Engagement
Index (MEI) and other CIIRS indicators.
Source. Author'’s own data and development based on CIIRS pilot implementation at Beiken
Energy Company (2025).

In this context, the research results provided in this chapter substantiate the
efficiency and applicability of the proposed methodological approaches for the
management of corporate culture using the mechanisms of inclusion, integration,

and adaptability. The development and pilot application of the proposed
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motivational strategy for the management of the CIIRS at Beiken Energy Company
substantiate the efficiency and applicability of the proposed methodological
approaches for the management of corporate culture. The research results obtained
substantiate the efficiency and applicability of the proposed methodological
approaches for the management of corporate culture and provide the opportunity to
identify the factors that affect the engagement and adaptability of employees in the
context of sOC10-economic instability.
The proposed system of motivational tools and recommendations is based on the
differentiated needs of firms at different stages of inclusion maturity and provides a
basis for the development of solutions for the reinforcement of the adaptability and
efficiency of the corporate culture. The integration of the proposed motivational
tools and recommendations with the proposed diagnostic indicators provides the
opportunity for the objective evaluation of the processes of transformation and
adaptation in the context of organizational culture and the alignment of the
motivation of employees with the outcomes of organizational performance. The
methodological and practical contribution provided in this chapter substantiates the
efficiency and applicability of the proposed model for the management of corporate
culture and the application of the CIIRS model in the management of corporate

culture.
Conclusions to Chapter 3

The conducted research and developed strategic model presented in Chapter
3 have confirmed that in order to transform corporate culture within a post-crisis
scenario, it is essential to systematically and simultaneously manage a set of related
factors that include social context, training and development practices, and
workplace motivations. The strategic combination of all three factors represents a
well-integrated system that enables organizations to shift from isolated initiatives
related to inclusion to a more encompassing strategic management of an adaptive
and resilient/inclusive corporate culture. The experience gained in applying the

proposed CIIRS model (see Chapters 1 and 2 for conceptual and diagnostic
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foundations) within each of those strategic factors has clearly confirmed its utility
as a strategic-diagnostic and management instrument that is capable of aligning
human and organization resources within diverse maturity contexts of enterprise
inclusion. The first strategy roadmap, “Improving the Social Environment in
Companies with Integrated Veterans,” made it clear that a company’s social
environment is more than a passive response to leadership styles but a proactive
factor in its ability to develop a malleable corporate culture. The establishment of
trust-based networks and open channels of communication is a key factor in group
cohesion and serves to end a dependence on performance stability in uncertain
markets. The development and utilization of a “Social Environment Index”
developed a quantitative model through which companies can determine how well
their social context is actually impacting those within a company’s corporate culture.
The strategic programs designed for companies within each group of established and
emerging inclusion initiatives and those that have not established inclusion
initiatives proved that even a focused set of initiatives can structure informal
dynamics between employees into integral components of CCM. Such a shift is
essential for creating an inclusive and psychologically secure workplace
environment in which veterans and non-military staff members can share equal roles

in group development.

The second strategic direction related to support for training and development
programs for veterans highlighted the importance of learning and adaptive
development in building a resilient culture after a crisis. In line with the CIIRS model
for training and development, learning and development were not considered a
cyclic process but a constant administrative activity that directly impacts
productivity and motivation within an organization. The integration of the Training
Effectiveness Index in this strategy made it possible for management to measure and
define how learning and development impact changes in culture within an
organization. The Beiken Energy Company’s pilot project for training and

development delivery under the CIIRS model proved that a systematic repetition of
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training cycles in relation to diagnosis and development design and execution can
have a positive impact on collaboration and inclusivity for all departments. The
finding supported that veterans’ participation in peer learning and skill-sharing

programs enhances individual and organizational adaptation.

The third strategic dimension, integration of motivational managerial tools for
veterans’ integration, solidified the first two in that it emphasized the tools that
underpin engagement and retention. Motivation is essentially the engine that
converts social inclusion and learning into sustainable commitment. The CIIRS-
based system for management of motivation placed this engine in its rightful place
as a measurable and data-driven factor within corporate culture. The systemic
integration of MEI in a concrete project in Beiken Energy proved that if there is
synchronization between this engine and the rest of management systems in
organizations, this will increase individual and shared-identity performances. The
customized approaches to different corporate inclusion maturity degrees regarding
companies—symbolic recognition and institutionalization of incentives for
inclusion—took this engine past its traditional role as a human resources factor to a

full-fledged management tool.

Together, the three strategies that have been developed point to a finding that
corporate culture change is not simply a function of isolated changes but is a function
of a carefully coordinated strategy that employs all three reinforcing variables: social
cohesion, knowledge adaptation, and motivation. The three variables are self-
reinforcing in that a positive social environment makes for more effective learning,
successful learning increases individual and group motivation, and group and
individual motivation maintains group social cohesion. The impact of Beiken
Energy's pilot project shows that when a model of change like CIIRS is applied in a
real-world setting, it can effectively increase the integration of veterans within
enterprises and improve a workplace identity that is not simply one of resilience but
one of shared meaning. In a management context, it is clear from lessons learned in

Chapter 3 that flexibility and inclusiveness can and must therefore be effectively
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managed and controlled through algorithms and indicators. The strategies developed
are shifting and replacing management of corporate culture from making statements
and claims to making a difference in a behavior-driven process. The need for
flexibility in veterans’ inclusion is not only a virtue but a key to success.
Scientifically considered, results validate that a corporate culture can indeed be re-
engineered given specifically designed integrated management models that rely on
a foundation of continuous improvement, inclusiveness, and adaptive change
through feedback. The proposed CIIRS model is therefore a novel addition in
contemporary management science since it offers a scalable and evidence-based

solution for corporations under high uncertainty and/or in a post-crisis scenario.

The results of Chapter 3 also confirm the novelties 7-9 of the dissertation. It
was demonstrated that an algorithm for social-atmosphere management, consisting
of the stages of diagnosis, intervention design, pilot project implementation and SEI
measurement, allows to treat social climate as a governable organizational resource
that ensures social effectiveness and sustainability through trust, mutual assistance,
psychological safety and cross-group cohesion, particularly in crisis-affected
organizations. The chapter substantiated a differentiated system of corporate
learning that integrates veterans into knowledge-transfer chains and managerial
pipelines through three strategic models: innovation of advanced training systems,
formalization of fragmented and partial ones, and creation of basic structures in
companies where the training system is absent, with TEI incorporated into
managerial KPIs as a mechanism that converts military experience into corporate
leadership capital. The implementation of training and adaptation programs for
veterans requires an appropriate financial support, which can be obtained through
investments by the organization, employment and reintegration programs by the
state, and cooperation with educational and professional training centers. The above
diversified model for obtaining financial support by organizations enables them to
cover the expenses while making the integration process in corporate environments

sustainable. Furthermore, a new class of motivational instruments was introduced in
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which inclusion incentives are linked to measurable cultural and productivity
outcomes rather than only to the level of satisfaction, which significantly influences
the inclusiveness of corporate culture, employee engagement and connects

motivation management with organizational performance and results.

The strategies and outcomes in this chapter will provide a foundation for this
dissertation. This will illustrate that a CIIRS strategy is a comprehensive model for
inclusive adaptive corporate cultures in a post-crisis scenario. The conclusions in
this chapter will provide a summary of important scientific and theoretical aspects
of this dissertation. Chapter 3 proves the viability of corporate culture transformation
through the practical application of the outcomes of the diagnostic process, as the
suggested tools — mentoring systems, inclusive communication systems, leadership
development programs, and motivational systems — form a whole process aimed at
transforming daily business behavior and developing new cultural values.
Transformation at the implementation stage can be identified through changes in the
values of SEI and TEI, which reflect improvements in social cohesion, learning, and
veterans’ integration. Therefore, Chapter 3 proves that transformation goes beyond

the evaluation process and becomes a managed process.



204

GENERAL CONCLUSIONS

The research performed fulfilled the scientific objective to design and ground
the foundations for the corporate culture change within Ukrainian companies in
terms of inclusion, adaptation, and resilience. The research highlighted theoretical
knowledge on the subject; it also helped diagnose existing practices in the area,
leading to innovative solutions for long-term corporate development in crisis and
post-crisis scenarios that can serve for the development of management science
knowledge for modern companies operating in conditions with high socio-economic
turbulence. The scientific contribution of this dissertation lies in the substantiation
of corporate culture transformation as a process that can be managed and measured.
Transformation means a move from a fragmented and declarative nature of
management to a holistic approach based on inclusion, resilience, and learning. The
transformation process can be managed through the CIIRS model, making it possible
to measure transformation processes using the CEI, RII, SEI, and TEI indices.
The research proves that the process of transformation includes three interconnected
levels: conceptual (the formation of the principles and methodology of
transformation), empirical (the analysis of existing corporate cultures), and
practical-managerial (the implementation of inclusion and integration of veterans'
strategies). Organizations with higher CIIRS index scores have higher levels of
social cohesion, resilience in crisis situations, and sustainability of business
performance. Therefore, the transformation of corporate cultures in Ukrainian
companies 1S not a vague concept, but a manageable, measurable, and directed
process.

The study has grounded that under rapid technological, political, and social changes,
corporate culture moves from a traditional system of shared values, assumptions,
and behavioral norms to a managed transformation infrastructure characterized by
inclusiveness, integration, and adaptability. The elaborated CIIRS model provides
managerial tools for analysis, assessment, and improvement of corporate culture,

converting abstract values into actionable and data-driven strategies. It has been
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substantiated that the principles of inclusion, integration, adaptability, continuous
improvement, strategic alignment, and ethics must operate as an interconnected
cycle rather than as separate HR programs, forming three levels of CCM
transformation — system characteristics, functional zones, and a complex of metrics
— and thus enabling corporate culture to function as a strategic regulator and self-
reinforcing governance mechanism.
The research demonstrated that the integration of veterans should be interpreted as
a dual adaptation process in which veterans adjust to civilian organizations as a
valuable asset while companies redesign their structures, leadership styles,
communication norms, and training and motivational programs. In this way veteran
integration is transformed from a social-support issue into a strategic driver of
organizational resilience and knowledge renewal. The dissertation also proposed a
five-dimension conceptual model of corporate culture management that links
innovation capacity, digital maturity, human capital, social inclusion, and
governance quality, allowing corporate culture to be connected with organizational
resilience, shock resistance, and competitiveness and turning it into a productive
factor of sustainable development comparable to financial or technological capital.
An original CIIRS diagnostic system was developed that quantifies cultural
transformation through four interrelated indices — CEI, RII, SEI, and TEI — and
converts qualitative corporate culture phenomena into measurable management
metrics linked to business-process performance. The empirical research based on
twenty-eight companies confirmed a strong cohesion between CCM practices and
organizational performance: more successful companies demonstrate stronger
corporate culture, and integrated and adaptable culture improves innovation capacity
and organizational effectiveness. On this basis a typology of corporate readiness for
veteran integration was elaborated, distinguishing organizations with advanced
training systems connected with leadership KPIs, those relying on fragmented
initiatives, and those where the training system is absent, which makes it possible to

determine whether veteran inclusion generates adaptation or conflict.
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The dissertation proposed an algorithm for social-atmosphere management that
includes diagnosis, intervention design, pilot project implementation, and SEI
measurement stages, proving that social climate is a meaningful governable
organizational resource ensuring sustainability through trust, psychological safety,
and cross-group cohesion. A differentiated system of corporate learning was
developed, which integrated veterans into knowledge transfer and management
routes, and where TEI was incorporated into managers’ KPIs as a means of
converting military experience into corporate leadership capital. A new form of
motivational instruments was also developed, in which inclusion incentives were
related to quantified cultural and productivity outcomes, thus directly linking
motivation management to organizational performance.
The generalization of the theory of corporate culture as a dynamic system confirms
that it functions as an integration and regulation tool, which affects innovation
potential, human capital development, and ethical behavior. The establishment of
methodological principles for the transformation of corporate culture confirms that
inclusiveness and flexibility function as accelerators of change and reduce change
resistance in the organization. The theoretical and practical foundations of veteran
integration confirm that the competencies of veterans in discipline, teamwork, and
crisis decision-making represent a major potential for organizational renewal in the
post-crisis period, and that the empirical diagnosis of veteran integration using the
CIIRS and CCAM models confirms statistically significant correlations between
inclusiveness, flexibility, and organizational stability.
It also emphasized the point that the transformation of corporate culture is, above
all, a humanistic process, where the principles of empathy, dialogue, and values-
based leadership are the drivers of any substantial change. The practical application
of the CIIRS tool in dynamic Ukrainian companies has proved the possibility of
translating the concept of inclusivity from an abstract ideal to an effective
management tool. Training and development were identified as key enablers of
inclusive transformation, and ethical leadership was confirmed as the core of

resilient corporate change. Adaptability emerged as the key differentiating factor for
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effective cultural systems, allowing organizations to convert uncertainty into
opportunities for development.
The results obtained demonstrate that the improvement of corporate culture on the
principles of inclusivity, adaptability, and resilience is a long-term strategic
development rather than a short-term initiative. It is suggested that the proposed
approach has a number of limitations that need to be discussed. Firstly, the empirical
evidence upon which the study is based is related to Ukrainian business
organizations that function in a context of war and socio-economic instability. This
may limit the study’s ability to be generalized to different business and economic
environments. Secondly, the successful implementation of the suggested approach
depends on the willingness of managers and the ability of business organizations to
learn and have the training and adaptation mechanisms in place. The CIIRS concept
represents an evidence-based and empirically tested tool that enables businesses to
diagnose, evaluate, and improve the human factors underlying corporate success.
For Ukrainian enterprises in post-crisis conditions, this model serves as a mechanism
for restoring not only economic capacity but also social integrity, showing that
corporate culture should be understood as an organic system that is integrated,
adaptive, and inclusive.
The goal of this dissertation has been to lay down theoretical bases and practical
tools for thinking about corporate culture as a living entity that develops and changes
through inclusion, learning, and resilience. The data from the CIIRS model and its
indicators shows that organizational change begins with a cognitive change that
locates individuals as the primary agents of change and creativity. Enterprises in
Ukraine may pass from survivability to innovation if they develop a measurable,
ethical, and intrinsically humanistic culture. Thus, this dissertation works as a guide
for policymakers, business people, and teachers interested in building organizations
that are resilient to crises and that demonstrate that success is achieved through
designing inclusive, ethical, and dynamic corporate cultures that are aligned to

humanistic values and business strategy.
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Appendix A-1

AKT BIIPOBANKEHHA PE3VJIBTATIB AUCEPTALIIT /
ACT OF IMPLEMENTATION OF DISSERTATION RESULTS

Jara /! Date: 09-01-2026

Oumv antoM  UITECPAKRYVETLCA. M0 IPAKIUYNE
penibiare  puceprigdi -« Tpancipopyanis  yupasiinns
KOPIOPATHRUGK) KYIBTYPOKY. KO3, 11TCIpaIis 13
agananisy aroperna Jinoen Tarvikiianiamasa Gyom
miponaeni B TOR «belikens Enepretvica Yipaiiuas
{naxani -~ Komuanis),

Buposaiaen eneventn (aopes CHIRS):

1. AiarnecToani incipynen T (31POBAGRERN)
KoMnaHia 3acTocyBajla  JIATHOCTAMAI  MeTOZM 3
acepTait. Gasori mowasaurd SEL CEIL RIT 1a ML Ij
IHCTPYMEHTH  RO3ZBOMTHNH  BHABMTH  MPOTATHHKW Y
KOMYHIKAI{L, PBeHE ACBIPH Ta Dap’epn B igrerpatii
BETEPAHIE.

2. H ABWIHIA 1Ta p(]'_l BITOK {‘[I] CITKOBO BIL p“Bﬂﬂilﬂ: II{])
Kovnadia 3anpoBauia KIKFIOR eeMeHTH HaPaHHA

CIORS. BITHRIAKMTH JlaTHOCTHIHL CEMIHAPIL
HACTABHHUTEC Ta TPEHIHIM 3 KOMYHIKALLY Ha OCHOBI
KR, Towaoni WOMUHORCITH TEI
BHREODHC FORVRANKCH LN M()]Ii Iapunlry PoancN.1a I‘il!
TEABRYAIEIA.

3. Mormugauiiine ¥NparTiEHA (riaoThe
BHPOGBA RSN

Mhewuimii nisommd npockr (6 selepaiig, 5
\1cue,1wepm) uepeiauar  VIPORNLESHHS  TPEOX
IHCTPYMEHTIR:

= Koita B2aesuor susngins e,
- Jlanord IORipH 5 e PERIAIGIROM,
- Ilporpama HacTAaBHHIITRA 3 PO3BRHTKY CTIHKOCTE,

Pe3vapTaTH NIOKA3aTH DO3HTHRHY AuHaMiky MEID na 13-
200, Hokpmnenng  IHKNKYE 1 N0CHICHNS
MIGICTIAPTAMCHTHOL CHIBIpAIL.

4. Bapisnmopaimg yipaninesKuX nponecis
Kovnanis wrerpveaia noxkasnuxn CIRS (SEL ML
CED v snyiplinnl oSiosopeiiny 230pamonn 387Ky 1
ANPOBEANAR NOPIY Igarmey smsnanns «Crlkien,
¥ i,

Fewabmamii:
Brposadmcennn  nocuanse  womvairaghio,  dogipy,
GOaIMayio  Bentepanie R KRTBHVPRY  CHUBRKICHS.

Inmepeenyli  wa  ocwosi CHRS  npodevoncmypnean
auMiprRant REKPHUEHHA i HiOmegepoum
FUCRIGCOSHICTID MODEAT & PEATOHUX VHORAX OPSaHTSAWT.
Cepni EEPOMNELE / Sergii BERLINETS

Jupcrrop / Director

gz

This Acl confirms {hat the practical results of’ the
dissertation «lransformation of Corporative Cullure
Management: Inclusion. [nlegration and Adaptations by
ivousa Taghikilamdamavandi have been implemented
m LLC «Beken Energy Ukrames (heremaller - the
Company?).

[implemented Elements (CIIRS Model

1. Diagnostic Tools (Implemented)

The Cownpany apphed the dissertation’s diagnostic
methods: SEI. CEI RIL. and MTI bascline. These tools
identified communication gaps. trust levels, and barriers
1n veteran integration.

2. Training & Development (Partially Implemented)
The Company adopted kev CIIRS training elements,
including  diagnostic  workshops.  meutoring.  and
inclusion-based commumication training. Eardy TEI
componenls were used lo monilor learning ouleomes.

3. Motivational Management (Implemented Pilot)

A one-month pilot (& velerans, 5 managers) inlroduced
three tools:

- Peer Recognition Circles;
- Lewdership Trust Dialogues,
- Resilience Mentorship Prograin.

Results showed a
improved  inelusion,
cooperation.

13-20% positive trend in MEIL,
and stronger  cross-department

4. Governanee Alignment

The Company meorporated CLRS indicators (SEL, MEL
CED into inlernal feedback discussions and introduced
the « Resilience 1n Actom: annual recogmtion imiiative.

Outcomes:

Tmplementation  swengthened  communication,  trusi,
veteran adaptation, and cultural resifience. The CIIRS-
based  imtervestions  demonsiraled  measurable
improvements and confirmed the model s applicability in
a real vrganizational seiting.

4/7
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Appendix B

Structure of the Organizational Entities (Cases) Involved in the Research

This appendix presents the composition of the 28 organizational units (cases) with
independent managerial authority that participated in the empirical research on
corporate culture transformation. The classification illustrates sectoral diversity and
supports cross-sector diagnostic comparison within the CIIRS framework.

B.1 Distribution of organizational units (cases) with independent managerial
authority

No. Sector Example Number of Adaptability
Organizations organizational units Level*
(cases) with
independent

managerial authority

1 Energy Beiken  Energy, 19 High
Ukrnafta, UGV
Service
2 Industrial Interpipe 2 High
Ukraine,
Edelweiss-West
3 Education Drohobych 5 Medium
College, Poltava
College
4 Construction Vita Bud 1 Medium
5 Research NDTI 1 Medium
— Total — 28 —

* Adaptability level reflects qualitative interpretation of CIIRS composite scores.
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B.2. Relevance of This Classification

o Ensures sectoral diversity across major organizational types operating in

Ukraine;

« Reflects variation in corporate culture maturity levels within the observed

sample;
« Allows cross-sector comparison of CIIRS indices (SEI, TEI, CEI, RII);

o Demonstrates that the CIIRS model is applicable across industrial,

educational, construction, research, and service-oriented organizations.
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Appendix C
Formulas and Diagnostic Indicators of the CIIRS Model

This appendix outlines the analytical methodology used to calculate the four core
indices of the CIIRS (Cultural Integration and Inclusive Resilience System) model
applied in this dissertation.

C.1. CIIRS Index Structure

No. Index Full Name Purpose
1 CEI | Cultural Engagement Index | Assesses trust,
collaboration, and
innovation within the
organizational
environment.
2 RII Resilience and Integration | Measures the company’s
Index ability to  maintain
motivation and
integration after crises.
3 SEI | Social Environment Index | Evaluates inclusivity and
social  support  for
veterans and vulnerable
groups.
4 TEI | Training Effectiveness | Assesses how effectively
Index training enhances
adaptation and learning.

C.2. General Calculation Method

All survey items were operationalized as binary variables (Yes = 1; No = 0)
to ensure diagnostic consistency. Responses were aggregated within each thematic
block corresponding to CEI, RII, SEI, and TEI.

The index value for each block was calculated as the arithmetic mean of the
binary responses:

_ Yi=1%;

n

|

\bigm

where:
« I=1index value (CEI, RII, SEI, or TEI);

« Xx;= binary response to question i(1 = Yes; 0 = No);
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« n=total number of questions within the respective thematic block.

This calculation produces a proportional score ranging from 0 to 1, representing the
share of positive responses within each diagnostic dimension.

To ensure comparability across companies and across indices with different numbers
of items, all results were normalized to a 0—10 scale using Equation (2):

I; — 1,;
N; = Lt mm <10
I max ~ I min
where:
N;= normalized index value on a 0-10 scale;

I;= calculated proportional index value for organizational entity i
Lninand Iy, .= theoretical minimum and maximum possible values of the respective
index based on the number of binary indicators included in each block.

Since the proportional index Iranges from O to 1, the normalization procedure
ensures a standardized 0—10 diagnostic scale for all CIIRS components.

The overall CIIRS composite score was calculated as a weighted average of
the four normalized indices (Equation 3):

where wj, w,, ws, wyrepresent the weights assigned to each diagnostic
dimension. In this study, equal weights were applied (w ;, =w , =
w 3 =w , =0.25lect the conceptual interdependence and structural
balance of the four core components within the CIIRS framework.

The resulting composite values were interpreted according to the following
diagnostic scale:

Level Range Interpretation
Low 0-3.9 Weak inclusion and limited adaptability
Moderate 4-6.9 Partial inclusion and moderate organizational
resilience

High 7-10 Strong inclusive and resilient corporate culture
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C.3. Indicator Interpretation

Individual diagnostic indices are interpreted using the same 0-10 scale
applied to the composite CIIRS score:

« CEI>7 — strong collaborative and innovation-oriented culture;

« RII > 7 — high organizational adaptability and integration capacity under
crisis conditions;

« SEI>7 — inclusive and socially mature organizational environment;

o TEI > 7 — training systems effectively support adaptation and continuous
learning.

Scores within the range of 4-6.9 indicate moderate development of the
respective dimension, while scores below 4 reflect limited institutionalization of the
diagnostic component.

C.4. Status of the MEI Indicator

The Motivational Engagement Index (MEI), introduced in Chapter 3, serves
as a complementary analytical instrument for assessing the effectiveness of
motivational and integration programs within organizational settings. The MEI does
not form part of the structural architecture of the CIIRS model, which is composed
exclusively of four core indices—CEI, RII, SEI, and TEI. Instead, it functions as an
auxiliary indicator that provides additional operational insight into the impact of
managerial interventions without altering the conceptual or computational structure
of the CIIRS framework.

C.5.Scope of the CITIRS Methodology

The CIIRS model is structured around four core diagnostic indices—CEI, RII, SEI,
and TEI—and the composite CIIRS score derived from their weighted aggregation.
These components constitute the formal architecture of the CIIRS diagnostic
framework.

Other quantitative tools applied in this dissertation—such as the Growth Rate (GR),
Pearson correlation coefficient, and ASEl—serve as auxiliary analytical or
validation instruments. They support empirical interpretation and statistical
verification of relationships between variables but do not form part of the structural
or computational core of the CIIRS model.
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This appendix presents the aggregated diagnostic results of the CIIRS model across
the 28 Ukrainian organizational entities (cases) included in the empirical research.

The unit of analysis in this study is the organizational entity (case). An

organizational entity is defined as an autonomous managerial structure characterized
by:

« independent managerial responsibility;
« distinct internal organizational practices;

« independent implementation of corporate culture, inclusion, and veteran
integration policies.

In vertically integrated corporations, structurally differentiated units (e.g., divisions,
directorates, corporate units) were treated as separate analytical cases when surveyed
independently through responsible managerial representatives. Therefore, some
large corporations are represented by multiple organizational entities within the
sample.

All results are based on survey data collected in 2024-2025 and processed using the
CIIRS diagnostic framework.

Table D.1
Aggregated CIIRS Diagnostic Results by Organizational Entity

Case Organizational Entity CEI RII SEI TEI CIIRS
(Company / Structural Unit) (Overall)

CO01 Poltava Drilling Company LLC 4.0 0.0 50 10 4.75
C02 Beiken Energy Ukraine LLC 40 50 100 10 7.25

C03 Drohobych College of Oil and 40 5.0 5.0 10 6.00
Gas (Unit 1)

C04 Drohobych College of Oil and 8.0 100 50 10 8.25

Gas (Unit 2)

CO05 Drohobych College of Oil and 80 5.0 5.0 10 7.00
Gas (Unit 3)

C06  Weatherford Ukraine LLC 80 100 100 10 9.50

CO07  Interpipe Ukraine 10,0 5.0 5.0 10 7.50



CO08
C09
C10
Cl1
Cl12
C13
Cl4
C15
Cle
C17
C18
C19
C20
C21
C22
C23
C24
C25

C26
C27
C28

Ukrnafta (Corporate Unit A)

PJSC Ukrnafta (Corporate Unit B)
Ukrnafta “Ukrsort-Service” Directorate
Ukrnafta (Division 2)

UGV-Service (Ukrgazvydobuvannya)
Georozvidka LLC

NDTI (Research Institute)

PJSC Ukrnafta (Division 3)

PJSC Ukrnafta (Division 4)

PJSC Ukrnafta (Division 5)

Vita Bud LLC

Edelweiss-West LLC

Carpathian UGR (Unit 1)

Carpathian UGR (Unit 2)

Zholet Invest Group LLC

Alpha Gas LLC

Enerhofinans LLC

Poltava College of Oil and Gas (National

University)

Poltava College (Division 2)
DP Service LLC

FSVS Group LLC

Notes:
CEI - Corporate Environment Index
RII — Resilience Integration Index

SEI — Social Environment Index
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10.0
10.0
6.0
10.0
10.0
8.0
8.0
10.0
10.0
10.0
10.0
8.0
6.0
6.0
4.0
4.0
8.0
8.0

8.0
6.0
10.0

50 5.0 10
50 5.0 10
50 5.0 10
50 5.0 10
10.0 10.0 10
0.0 50 10
0.0 10.0 10
50 5.0 10
50 5.0 10
10.0 10.0 10
50 5.0 10
0.0 0.0 10
0.0 50 10
50 5.0 10
0.0 50 10
0.0 50 10
0.0 5.0 10
50 50 10
0.0 5.0 10
10.0 10.0 10
10.0 10.0 10

7.50
7.50
6.50
7.50
10.00
5.75
7.00
7.50
7.50
10.00
7.50
4.50
5.25
6.50
4.75
4.75
5.75
7.00

5.75
9.00
10.00
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e TEI —Training Effectiveness Index
e CIIRS (Overall) — Composite index derived from the four diagnostic dimensions.

Where a corporation includes multiple structural units (e.g., divisions, directorates,
corporate units), each unit is treated as a separate organizational entity (case) due to independent

managerial responsibility and distinct implementation of corporate culture policies.

Source: Author’s calculations based on structured survey data (2024-2025)
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Survey for Managers / Company Leaders

Survey on Veteran Integration into Corporate Culture.
This questionnaire is designed to collect information from company leaders
regarding their organizational policies, practices, and readiness to integrate veterans.

Company Name:

Position:

Full Name:

Date:

No. Question Yes No
Do veterans O O

1 currently or

previously work in
your company?

2 Has your company O O
considered
employing
veterans?

3 Is your corporate I ]
culture ready for
effective  veteran
integration?

4 Does your O O
company provide

special training or
resources to
support veteran

integration?
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Does your
company have
policies or
guidelines ensuring
an inclusive
environment  for
veterans?

O

Do veterans face
unique challenges
when integrating
into your corporate
culture?

Have company
leaders undergone
diversity
management
training including
veteran
integration?

Do you believe
veteran integration
positively  affects
resilience and
adaptability of your
organization?

Has your company
experienced
difficulties
retaining veterans
as long-term
employees?

10

Is your company
open to
implementing new
strategies to
improve  veteran
integration in the
future?
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Survey for Veterans / Employees

Survey on Veteran Integration into Corporate Culture.
This survey aims to identify the experiences, needs, and expectations of veterans
regarding their adaptation and inclusion in corporate environments.

Company Name:

Position / Role:

Full Name:

Date:

No. Question Yes No
1 Are you n n
currently or have
you been
employed after
returning  from
military service?
2 Did you receive n ]
support or
adaptation
programs upon
employment?
3 Do you believe ] |
your company's
corporate culture
i1s inclusive for
veterans?
4 Do you receive O |
adequate training
or  mentorship
support at work?
5 Do you ] ]
feel comfortable
within the team
as a veteran?
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Have you
experienced bias
or discrimination
in the
workplace?

O

Does your
company  have
policies that
support
veterans?

Does the
corporate culture
contribute to
your post-service
adaptation?

Do you believe
your
participation
enhances team
resilience and
cohesion?

10

Do you have
suggestions  to
improve veteran
support  within
your company?
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Pilot Implementation of the CIIRS Model at Beiken Energy Ukraine

The one-month pilot of the Cultural Integration and Inclusive Resilience
System (CIIRS) was carried out at Beiken Energy Ukraine to assess inclusion,

adaptability, and resilience within corporate culture.

Table F.1 — CIIRS Pilot Implementation Results (Beiken Energy Ukraine)

Indicator Before After Change Interpretation

SEI  (Social 0.67 0.79 +0.12 | Improved

Environment communication

Index) (+10% trust, +15%
interaction).

TEI (Training 54 6.8 +1.4 Higher adaptability

Effectiveness and learning

Index) transfer.

RII 5.1 6.7 +1.6 Stronger resilience

(Resilience and motivation.

Integration

Index)

MEI 5.0 6.0 +1.0 Greater employee

(Motivational engagement.

Engagement

Index)

CIIRS 53 6.9 +1.6 Transition to a high

(Composite level of inclusion

Score) and resilience.

Source: Author’s pilot implementation, 2025.

The pilot confirmed the applicability of CIIRS as a diagnostic tool for
inclusive and adaptive corporate-culture development.
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LIST OF PUBLICATIONS ON THE TOPIC OF THE DISSERTATION

In specialized scientific journals indexed in international scient metric

databases

1. Taghikilanidamavandi Liyousa. Building a culture of excellence by
transforming toxic corporate environments. Social and Labour Relations:
Theory and Practice, Vol. 13, No. 2, 2023, pp. 33-41. DOI:
10.21511/slrtp.13(2).2023.04
(0.56 printed sheets)

2. Taghikilanidamavandi Liyousa. Inclusive leadership and corporate culture
management: strategies of inclusion and adaptation for veteran integration.
Scientific Notes of the University “KROK?”, No. 3(79), 2025, pp. 311-325.
DOI: 10.31732/2663-2209-2025-79-311-326
(0.94 printed sheets)

3. Shchetinina Liudmyla; Rudakova Svetlana; Petrova Irina; Rudakov
Oleksandr; Taghikilanidamavandi Liyousa; Vasylenko Andrii. Electronic
Human Resources Management as a Crucial Factor of Ukrainian Business
Renovation. Intelligent Sustainable Systems (WorldS4 2025), Vol. 6, pp. 158—
168. DOI: 10.1007/978-3-032-11524-9 13
(0.69 printed sheets total, including author's contribution — 0.11 printed
sheets)

4. Petrova Iryna; Taghikilanidamavandi Liyousa. Human capital development as
an instrument of cultural transformation. Social and Labour Relations: Theory
and  Practice, Vol. 15, No. 2, 2025, pp. 32-40. DOI:
10.21511/slrtp.15(2).2025.03
(0.56 printed sheets total, including author's contribution — 0.28 printed
sheets)
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5. Taghikilanidamavandi Liyousa. The Economic and Social Role of Knowledge
Adaptation in Corporate Cultures of Crisis-Affected Organizations. GRAIL
OF SCIENCE, No. 61, 2026, pp. 131-141. DOI: 10.36074/grail-of-
science.23.01.2026
(0.69 printed sheets)

6. Petrova Iryna, Taghikilanidamavandi Liyousa. Systemic integration of
crisis-affected workforce as a mechanism for preserving labor potential.
Exonomixa ma cycninecmseo( Economy and Society), Issue 82, 2025, pp. 134—
140. DOI: 10.32782/2524-0072/2025-82-190.
(0.44 printed sheets)

Other international peer-reviewed journals

7. Taghikilanidamavandi = Liyousa. = Unlocking potential: = embracing
neurodiversity and mental health in the workplace. Economics, Finance and
Management Review, Vol. 4, No. 4, 2024, pp. 80-93. DOI: 10.36690/2674-
5208-2024-4-80-93
(0.88 printed sheets)

International conferences

8. Taghikilanidamavandi L.; Petrova I. Corporate Culture Management and the
Measurement of Veteran Integration. International Scientific and Practical
Conference, Austin, USA, 2025, pp- 78-83
(0.38 printed sheets total, including author's contribution — 0.19 printed
sheets)

9. Taghikilanidamavandi L.; Petrova 1. Navigating Through Storms:
Organizational Resilience, Managerial Adaptation, and Corporate Culture

Change Amidst the Ukrainian War. ICEAF Conference, Estonia, 2024. DOI:


https://economyandsociety.in.ua/index.php/journal/issue/view/83
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10.36690/ICEAF-2024-44-45
(0.38 printed sheets total, including author's contribution — 0.19 printed sheets)

10.Taghikilanidamavandi L. Harmony Across Generations: Crafting an
Integrated Corporate Culture Model. Estonia Conference, 2023
(0.31 printed sheets)

National conferences

11.Petrova Iryna; Taghikilanidamavandi Liyousa. New approach to corporate
culture: innovating for post-crisis management resilience. Ukraine
Conference, 2025
(0.50 printed sheets total, including author's contribution — 0.25 printed
sheets)

12.Taghikilanidamavandi Liyousa. Marketing Instruments of Corporate Culture
Management: The Role of Digital Signaling. Kyiv, 2025
(0.25 printed sheets)

13.Taghikilanidamavandi  Liyousa. Transformative Corporate Culture:
Advancing Crisis Adaptability and Strategic Responsiveness. Kyiv, 2024
(0.25 printed sheets)

14.Taghikilanidamavandi Liyousa. Unity in Adversity: Strengthening Ukrainian
Corporate Culture Through Veteran Inclusion and Business Resilience.
Ukraine, 2024, pp. 76—-80
(0.31 printed sheets)

15.Taghikilanidamavandi Liyousa. Veterans at the Forefront of Innovation: A
Driver for Economic Growth Through Transforming Corporate Culture
Management. Kyiv, 2023
(0.25 printed sheets)
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16.Taghikilanidamavandi Liyousa; Petrova Iryna. The importance of emotional
intelligence in corporate culture. Kyiv, 2022
(0.50 printed sheets total, including author's contribution — 0.25 printed
sheets)

TOTAL:

Total volume: 8.12 printed sheets

Personal contribution: 6.02 printed sheets
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Information about the Approval of the Dissertation Results

(To be completed after official approval and defense.) The main scientific
results of the dissertation were discussed and approved at the meeting of the
Department of Management, University of Economics and Law “KROK”.
Implementation certificates and confirmation of practical application will be added

after final defense.



