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Summary. This research explores the importance
of employees as key resources in building core
competitiveness for enterprises, analyzing the role
of corporate culture in this process through various
theoretical frameworks such as Resource-Based
View (RBV), Knowledge-Based View (KBV), and
Capability-Based View (CBV). RBV and KBV
underscore the significance of employees in knowledge
creation and competitive advantage, while CBV
identifies core, absorptive, and dynamic capabilities
that highlight the strategic role of employees in
adapting to environmental changes. Corporate culture,
a heterogeneous resource unique to each enterprise,
serves as a driving force in fostering innovation,
learning, and performance. The study divides corporate
culture into four levels: spiritual, institutional,
behavioral, and material. Each of these layers
contributes to shaping the overall competitiveness
of the firm. The spiritual layer, including vision,
mission, and values, is identified as the core of
corporate culture, which also influences institutional
rules, behavioral norms, and the company’s material
image. To enhance competitiveness, companies must
integrate employee values with the corporate culture,
improve learning and promotion mechanisms, and
foster leadership in managers. These strategies help
align employee goals with the company’s vision,
ensuring stronger organizational commitment and

enhanced market performance. The research
concludes that a well-structured corporate culture, led
by strong management, plays a crucial role in long-
term sustainability and success, especially for small
and medium-sized enterprises.

Keywords: core competitiveness, diversification
theory system, corporate culture, human resources,
behavioral culture, innovation and knowledge
creation, small and medium-sized enterprises,
competitive advantage, sustainability, employees.

Problem statement. With the continuous
advancement of economic globalization, the
competition among enterprises is intensifying.
All sectors are seeking ways to enhance their core
competitiveness. The formation and development
of enterprise core competitiveness is a highly
intricate process. Currently, numerous single-factor
models and multi-factor collaborative models with
complex theories have been developed [1-4]. From
an enterprise perspective, it holds great practical
significance to operate businesses by empowering
managers and employees in order to enhance core
competitiveness. However, precise models and
scientific management alone may not guarantee
optimal growth for enterprises. In face of market-
driven developmental challenges and opportunities,

25



HaykoBui BicHUK Mi>kHapoAHOTo rymMaHiTapHOro yHiBepcUTeTy

fostering a soft corporate culture has emerged as a
crucial approach for various industries to bolster
their competitive edge [5—7]. This study focuses on
how to strengthen enterprise core competitiveness
through the construction of corporate culture, which
holds significant value in terms of realization.

Analysis of recent research and publications.
The positioning of an enterprise's core
competitiveness refers to the analysis of its products
or services and the development of its own unique
competitive advantage that sets it apart from
industry competitors. According to Prahalad C.K.
et al., core competitiveness is the ability of
enterprises to integrate and allocate their resources
effectively, as well as coordinate various production
skills [1]. Building upon this concept, scholars have
discussed the connotation of core competitiveness
from different perspectives including R&D
and technological innovation, environmental
adaptability, corporate culture, internal resources
and capabilities, external networks, and information
technology. Xie C. et al. categorized these theories
into resource-based view (RBV), knowledge-based
view (KBYV), capability-based view (CBV), and
institutional-based view (IBV) [2]. The sustainable
competitive advantage for enterprises stems from
continuous innovation based on institutional norms
and resource heterogeneity. Shen et al., on the other
hand, believe that core competitiveness lies in an
enterprise's ability to formulate and implement
strategies such as differentiation and cost leadership
in response to complex external environments
[3]. Overall, core competitiveness encompasses a
collection of capabilities formed through the organic
integration of technological advantages, innovation,
and institutional strengths in order to navigate
internal changes and external circumstances
effectively. It serves as a crucial guarantee for
enterprises to excel amidst increasingly fierce
market competition.

The core competitiveness of enterprises
represents the theoretical framework that integrates
economics and management. Coombas argues
that it encompasses the specific combination of
enterprise capabilities and the accumulation of
experience derived from interactions between
enterprises, markets, and technology [8]. Javidan
M. highlights a four-tiered progression in
understanding core competitiveness: resources,

capabilities, competitiveness, and ultimately
core competitiveness. He asserts that core
competitiveness  involves  coordinating and

integrating various institutional competencies [9].
Zhongliang Ma et al., on the other hand, contend
that enterprise competition hinges upon technical

talent, emphasizing the importance for companies
to attract and retain key talents [10]. Rastogi P.N.
believes that it is impossible for senior managers
of enterprises to have all ideal solutions to the
increasingly complex and rapidly changing internal
and external situations faced by enterprises [11].
Under such a background, employees in enterprises
constitute the core resources of their sustainable
competitiveness. It is the core carrier of knowledge,
skills, creativity and technological innovation
needed by employees for enterprise development,
that is, the ability of employees to continuously
provide customer value results.

The purpose of the article. The purpose of
this paper is to promote the construction and
improvement of the enterprise's internal capacity
and strengthen the positive interaction between the
enterprise and the external environment from the
perspective of the construction of enterprise culture
in the complex and diverse theories and models of
improving the enterprise's core competitiveness, so
as to enhance the enterprise's core competitiveness
in multiple dimensions.

Presentation of the main material. Employees
are important resources and carriers of the core
competitiveness of enterprises

In RBV theory, Penrose E.T. insisted that an
enterprise is a collection of productive re-resources,
that enterprises also need to obtain human resources
and other resources when providing products or
services to the market, and that employees are
considered as important resources for the core
competitiveness of enterprises [12]. In KBV
theory, specialization in the production process can
enable employees at different levels to have rich
professional knowledge and skills, thus promoting
the professional production of enterprises. KBV
theory regards enterprises as heterogeneous
knowledge bodies, and the competitive advantage
of enterprises comes from the creation, acquisition
and application of knowledge, and the core carrier
of knowledge is employees at different levels [13].

In CBV theory, the unique capabilities
of enterprises are mainly divided into core
capabilities, absorption capabilities and dynamic
capabilities. Among them, core competence can
form heterogeneous resources, reflecting instability,
extensibility, value and difficulty in imitation.
Absorptive capacity refers to the ability of enterprises
to sensitively obtain industry information, identify,
transform and utilize external knowledge. Dynamic
capability is to always perceive the changes of
external environment and internal resources, obtain
favorable competitive position, constantly refresh
the capability model of employees and enterprises
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to establish core competitiveness, and highlight
the strategic flexibility of enterprises, especially in
small and medium-sized enterprises [14—15]. IBV
theory holds that managers are more likely to obtain
the heterogeneity of enterprises when deciding at
the institutional level under which opportunities to
make the best resource choice [16].

Among the above theoretical models, RBV,
CBYV and KBV theories all emphasize employees as
the core resources or carriers. Although IBV theory
emphasizes the heterogeneity of managers acumen
and institutional norms, the final implementation
of its strategy still needs employees to implement
it. Under the differences of external environment,
internal resources and self-ability of different
enterprises, especially for small and medium-
sized enterprises, the driving and realizing paths
of core competitiveness of different enterprises are
different. The formation of the core competitiveness
of enterprises is a complex process of multi-factor
synergy and linkage. Although the existing research
theories and models have found that the core
competitiveness of enterprisesistheresultof multiple
factors, it is generally assumed that the variables are
independent of each other and can't interact with
each other. This assumption leads to the existing
research being unable to test the configuration
effect of the interaction of multidimensional factors
on the formation of the core competitiveness of
enterprises, nor can it explain the diversified paths
of the core competitiveness of different enterprises
in reality.

1. The mechanism of corporate culture and core
competitiveness

Corporate culture refers to the joint force
formed by the promotion of internal management
mechanism and external identity under a specific
economic background or cultural background.
Enterprise culture is obviously different from
the products launched by enterprises, and it is
difficult to replicate. It belongs to the unique
heterogeneous resources of enterprises, that is,
competitiveness, which will also have an impact on
other resources. It is worth noting that in the above-
mentioned theories and models of enterprise core
competitiveness, corporate culture is regarded as a
seriously narrowed quantitative factor or index to
judge its influence on core competitiveness, such
as replacing corporate culture with one or several
rules and regulations, leaders values and even group
activities. Song’s research shows that the origin of
core competitiveness is the interaction between the
internal pursuit (corporate culture) and the external
stimulus (external environment) of enterprises [4].
Yangs C.C. research shows that “good corporate

culture” is the most important basic element
of an enterprise, which supports the successful
implementation of the core competitiveness and
core competence of an enterprise, but in this
research, corporate culture is characterized as the
values and attitudes of the management [17].

In its own research dimension, corporate
culture has four levels, including spiritual culture,
institutional culture, behavioral culture and material
culture. The above four levels can influence and
promote each other, and ultimately determine
the promotion of enterprise competitiveness. The
spiritual culture of the enterprise is the core of the
enterprise culture, including the vision, mission
and values of the enterprise, and can play an
important role in the fierce competition. The values
of corporate culture are not the values of corporate
managers. Excellent corporate values should be the
organic unity of the values of all members of the
enterprise, and give more feedback to the values
of employees. Besides the direct role of spiritual
culture, it can also influence the other three aspects
of culture, and influence the competitiveness of
enterprises through indirect influence.

The institutional layer of enterprise culture
includes rules and systems, organizational
structure, welfare, training and learning, etc. The
IBV theory of enterprise core competitiveness is
mainly realized by the institutional layer. Managers
formulate enterprise rules and regulations, and
then implement various decisions through perfect
enterprise organizations at all levels, promote
production progress, and supplement various
enterprise welfare, training and learning to promote
original innovation, enhance employees ability
and satisfaction, and stimulate employees work
efficiency. However, the institutional layer of
excellent enterprises is not static, and the rules
and regulations should be dynamically revised and
improved in combination with the actual situation
of external environment and internal resources.
Therefore, the institutional layer is the foundation
of enterprise value creation and plays a supporting
role in improving the core competitiveness of
enterprises.

The behavior layer of corporate culture includes
corporate image and corporate cohesion, and the
behaviors of corporate directors, senior management
and employees directly reflect the matching degree
of corporate values. As the largest group in an
enterprise, employees are an important resource
of the enterprise, and they are also the core carrier
of enterprise knowledge and ability. Under the
influence of enterprise values, they actively innovate
and learn from the existing enterprise resources, and
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cooperate tacitly with team members. Therefore,
the development of corporate culture behavior layer
needs to be guided by the spiritual layer, with the
institutional layer as the framework of restricting
behavior and the strategic support of ability and
knowledge improvement, clear behavior norms,
improve employees abilities from the spiritual layer
and strategy, and enhance the matching degree of
employee-corporate culture, so as to promote the
competitiveness of enterprises.

The material layer of enterprise culture is the
surface enterprise culture with material form as
the main research object, and it is the external
embodiment of spiritual layer. In the information
age, customers comparison of products is more
convenient and transparent, and the competition
of products in the industry has gradually changed
from the competition of price and quality to the
competition of brand and service. The competition
between brand and service is essentially the
competition of enterprise culture with enterprise
value, enterprise technological innovation,
enterprise positioning and image as the core.
The change of material demand has pushed the
overall optimization of spiritual, institutional and
behavioral layers, and the reputation and image
of enterprises will also be improved. A flexible
corporate culture will bring about a significant
improvement in corporate value, achieve stronger
sustainability of operations, and ultimately promote
the improvement of competitiveness. This is easier
to achieve for small and medium-sized enterprises.

2. Ways for corporate culture to enhance
corporate competitiveness

As shown in Figure 1, the four levels of
corporate culture can directly enhance the core

Directly Influence

competitiveness. With employees, managers,
products and customers as carriers, they can be
transformed into learning ability, ability, product
quality, management level, brand effect, service
level, etc., thus indirectly enhancing the core
competitiveness of enterprises. Taking the factors in
Figure 1 as the breakthrough point, corporate culture
should be built from the following perspectives to
enhance the core competitiveness of enterprises.

(1) Building multi-dimensional corporate culture

Enterprises have formed a unique spiritual core
and value orientation in long-term operations. On
the basis of the spiritual layer, the institutional
layer, behavioral layer and material layer are
gradually extended and enriched, forming unique
heterogeneous resources. This is the key factor to
promote the high-quality development of enterprises.
The core factors of development and sustainable
development can play an important guiding role in
the development process of enterprises. Corporate
culture is a relatively abstract concept, and it is
easily ignored or narrowed by managers. Therefore,
it is necessary to make a macro layout of corporate
culture, continuously promote the construction of
multi-dimensional corporate culture, and strengthen
spiritual resources. After the formation of basic
corporate culture construction, the development
of corporate culture will drive the improvement
of enterprise learning ability, enhance its created
value, and finally realize the improvement of
competitiveness.

(2) Improve the matching degree between
employees and corporate culture

Employees are the most important human
resources of enterprises, and they are also
important heterogeneous resources for enterprise
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Figure 1. Improving the core competitiveness of corporate culture from the perspective of employees

Source: compiled by the authors
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development. Many studies have shown that
employee satisfaction and customer satisfaction
are positively correlated numerically, and corporate
culture takes employees as the carrier to directly
or indirectly enhance the core competitiveness.
In the process of corporate culture construction,
especially the construction of the core spiritual
layer, we should not take the values of enterprise
managers as the leading factor, but fully refer to
the values demands of employees, and reshape the
institutional layer, behavioral layer and material
layer of corporate culture with the spiritual layer,
so that employees can fully identify with corporate
culture, enhance their organizational commitment,
cohesion and satisfaction, promote the creation
of value entities, and then enhance the core
competitiveness of enterprises.

(3) Optimize learning, training and promotion
mechanisms to enhance employees ability and
enthusiasm

With the continuous development of the times,
employees also need continuous learning and
innovation to improve their own value output,
improve product quality, optimize customer
service, and enhance brand effect. This requires
clarifying  training  mechanisms, learning
mechanisms, promotion mechanisms, etc. at the
institutional and behavioral levels of corporate
culture to improve their learning ability. Enterprises
such as Intel and Siemens have established perfect
learning organizations to provide technical support
for technological innovation and technological
innovation through continuous learning of
learning organizations; Google provides a relaxed
cultural atmosphere, fully stimulates employees
“hero” consciousness with more open soft cultural
management, and the creativity of employees has
been greatly developed. Therefore, if enterprises
want to survive in the increasingly fierce market
competition, they need to establishaperfectlearning
mechanism and promotion mechanism, fully
enrich employees knowledge reserves, stimulate
job competence and innovation ability, and ensure
that employees knowledge can be effectively
transformed into technological innovation and
market competitiveness, so as to realize the
“trinity” development of Industry-University-
Research.

(4) Improve managers leadership

According to IBV theory, the unique vision and
excellent scheduling ability of enterprise managers
can cope with the increasingly complex external
environment, and it is also very important for the
allocation and scheduling of internal resources.
Enterprise managers are the advocates, leaders

and executive models of enterprise culture, and the
leadership of enterprise managers is crucial to the
development of enterprises. The management
concept is integrated with corporate culture, the
values of the enterprise are promoted, and the
corporate culture is used as a link to enhance the
matching degree of values between employees and
the enterprise and shape the sense of ownership.
Use corporate culture to soften management,
guide employees behavior, enhance employees
independent awareness, so that employees can
truly become the carrier of corporate culture
implementation, and use this as a link to improve
the corporate image and further enhance the market
competitiveness of enterprises.

Conclusions and suggestions. The core
competitiveness of enterprises is the key indicator
for assessing the survival and development of
modern businesses, encompassing not only their
competitive position in the current market but
also indicating their future growth potential and
capacity for sustainable development. However,
different theoretical frameworks emphasize various
constituent elements, formation mechanisms,
evaluation methods, and promotion strategies of
core competitiveness, leading to diversified and
complex understandings of this concept. This
theoretical inconsistency not only increases the
challenge for enterprises to accurately identify their
core competitiveness but also poses significant
obstacles when formulating strategic planning.
Employees play an indispensable role as a resource
element within an enterprise's core competitiveness;
their importance lies not only in quantity but also in
quality, potential, and deep integration with corporate
culture. By influencing employees, managers,
products, and customers alike, multidimensional
corporate culture promotes internal capability
construction and enhancement while strengthening
positive interactions between enterprises and the
external environment. Consequently, it enhances
the overall core competitiveness of enterprises
across multiple dimensions.
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AHoTanis. Y JOCTIPKeHHI PO3IISIHYTO BaXKJIMBICTD TPALiBHUKIB SK KIFOYOBHX PECYpCIB Y MOOYI0BI OCHOBHOT KOHKY-
PEHTOCIIPOMOXKHOCTI MiAMIPUEMCTB, aHAJII3YFOYH POJIb KOPIIOPATHBHOI KYJIETYPH Y IIHOMY MPOIIECi Yepes pi3Hi TeOpeTHIHI
paMKH, Taki IK pecypcHo-opieHToBaHa Teopis (RBV), sHanus-opienToBaHa Teopis (KBV) i Teopis 3mibnocTeir (CBV).
Teopii RBV i KBV minkpecnoioTs 3Ha4ymIiCTh MPAIiBHUKIB Y CTBOPEHHI 3HAHb 1 KOHKYPEHTHUX Tepenar, Toai sk CBV
BU3HAYa€ OCHOBHI, a0COPOLiiiHI Ta AMHAMIYHI 3710HOCTI, IO MiIKPECIIOITh CTPATETIuHY POJIb MPALIBHUKIB Y ajanTaril
JI0 3MiH cepenouina. KopnoparneHa KynbsTypa, sika € TeTEPOreHHUM PEeCypcoM, NPUTAMaHHUM KOXKHOMY iIIPHEMCTBY,
BHCTYIIA€ PYLIIHHOIO CHIIOKO JUIsl CTUMYJIIOBAHHSI IHHOBAIlil, HABYAaHHS Ta €EKTUBHOCTI. J0CiiDKEHHS TTOiIIsie KopIiopa-
TUBHY KYJIETYpYy Ha YOTHPH PiBHIi: JYXOBHUH, IHCTUTYIHHUH, TOBENIHKOBUH 1 MaTepianbHuil. KoKeH 13 uX piBHIB CIIpHsIE
(hopMyBaHHIO 3arallbHOI KOHKYPEHTOCIIPOMOKHOCTI TinnmpruemMcTBa. CriBpOOITHUKA BiNIirpaloTh HE3aMiHHY POJb SIK eJe-
MEHT PeCypcy B OCHOBHIN KOHKYPEHTOCIPOMOXKHOCTI MiATIPUEMCTBA; iX Ba)KIHUBICTh MOJIATAE HE JIUIIE B KIJIBKOCTI, aje i
y SIKOCTI, TIOTEHIIIaJi Ta MMOOKIH iHTerpaiii 3 KOpIopaTuBHOIO KyJIBTYpOto. BriinBatroun Ha CriiBpOOITHHKIB, MEHEIDKEPIB,
MIPOYKTH Ta KJII€HTIB, OararoBUMipHa KOPIIOpaTHBHA KYJIBTYpa CIIPUSIE CTBOPEHHIO Ta BJOCKOHAJICHHIO BHYTPIIIHIX MOX-
JIMBOCTEH, 3MIIHIOIOUHM MO3UTHBHY B3a€EMOJII0 MK IIIIPHEMCTBAMH Ta 30BHIMIHIM cepenoBuiieM. OTxe, 1€ MiABHILYE
3arajibHy OCHOBHY KOHKYPEHTOCIPOMOXHICTb HiINPHEMCTB y 0ararbox BUMipax. JlyXOBHHI piBeHb, BKIFOYAIOYH OaueHHS,
MICIIO Ta I[IHHOCTIi, BU3HAYAETHCS K AP0 KOPIIOPATHBHOI KYJIBTYpH, IO TAKOK BIUIMBAE Ha IHCTUTYIIHHI paBHIIa, HOPMH
MTOBEIIHKU Ta MaTepialbHUH MK KommaHii. J{JIs miIBUIIeHHS KOHKYPEHTOCITIPOMOXXHOCTI KOMITaHii MalOTh 1HTErpyBaTH
LIHHOCTI NPAIliBHUKIB 3 KOPIIOPATHBHOIO KYJBTYPOIO, BIOCKOHAIIOBATH MEXaHI3MH HAaBYaHHS Ta MPOCYBAHHSI, & TaKOXK
PO3BUBATH JIIICPCTBO cepell KepiBHUKIB. Lli cTparerii momoMararoTh y3roJWTH 1T MPAIiBHUKIB 3 OaueHHSIM KOMIIAHIl,
3a0e3reyuyroun MilHINly OpraHi3aliiiHy BiJJIaHICTh 1 TOKPAIIEHHS PUHKOBOI JIISUTBHOCTI.

KorouoBi cioBa: 0CHOBHa KOHKYPEHTOCHPOMOXKHICTB, CHCTeMa Teopil nuBepcHikaiii, KOPIOpaTHBHA KyJbTYpa,
JONICBKI pecypcH, KylIbTypa TOBENIHKH, iIHHOBAIll Ta CTBOPEHHS 3HAHB, Majli Ta CEpeiHi MiAIPHEMCTBA, KOHKYPCHTHA
repeBara, CTIHKU| pO3BUTOK, CITIBPOOITHUKH.
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