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 ABSTRACT:  This study aims to adapt corporate culture 
transformation (CCT) models developed for Fortune 500 
companies to small business operations, considering their 
specific characteristics. Using analysis, synthesis, abstraction, 
induction, and deduction methods, the following CCT models 
were examined: leader values-based models, integrated 
communication model, employee engagement models, 
training and development models, and flexible organizational 
process models. The study identified the impact of internal 
(leadership, organizational structure) and external (competitive 
environment, technological changes) factors on CCT model 
adaptation. Recommendations were formulated for 
implementing adapted CCT models, emphasizing micro-
leadership development, employee involvement in decision-
making processes, and fostering innovative culture to enhance 
organizational adaptability. 
KEYWORDS:   corporate culture transformation, model 
adaptation, small business, leadership, organizational structure, 
employee engagement, innovative culture, organizational 
development, internal organizational communication, 
organizational flexibility. 
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Introduction 

In today’s dynamic business environment, the transformation of corporate culture (TCC) is one 
of the determining factors of organizational success regardless of scale. Models developed within 
large companies, including Fortune 500 firms, may appear poorly suited to small businesses; 
however, with appropriate adaptation, their potential is substantial. Corporate culture is understood 
not as a formal set of rules, but as an integrated system of interaction among employees that shapes 
shared values, defines behavioral orientations, and creates a foundation for innovative development. 
Rudachenko et al. (2025) demonstrate that corporate culture shapes values, management style, and 
the motivational climate. The authors propose a systemic transformation model that includes 
analytical and diagnostic, conceptual and goal oriented, strategic planning, implementation, and 
monitoring and corrective stages. This model emphasizes adaptability and strategic relevance under 
conditions of digitalization and globalization challenges. Chobitok and Kostrova (2025) note that 
corporate culture is a strategic resource for enterprise development. The researchers emphasize the 
need to modify existing models for small and medium sized enterprises, with particular attention to 
the integration of values into daily activities and effective internal communication in the Ukrainian 
context. Shymanovska Dianych and Lakhyzha (2025) show that the development of the IT business in 
Ukraine is driven by intellectual potential, workforce qualifications, and an effective corporate culture. 
Corporate culture contributes to the psychological resilience of teams under challenging conditions 
and ensures a balance between productivity and employees’ mental health. 

Under current conditions, the study of TCC processes in small businesses becomes particularly 
relevant. Rapid changes in the market environment create a need for prompt responses and high 
adaptability, which are critically important for small enterprises. In this regard, attention is focused on 
examining how principles that have proven effective in large organizations can be adapted to the 
specific characteristics of small businesses. The results of the study make it possible to deepen the 
understanding of TCC processes and to outline ways of their practical application in the managerial 
activities of small enterprises. This approach provides the study with both scientific and practical 
significance, creating a foundation for further research and the implementation of effective methods 
for managing corporate culture in small businesses. 

Research Purpose and Research Questions 

The purpose of the study is to analyze the adaptation and modification of TCC models applied 
in Fortune 500 companies for their effective implementation in small businesses, taking into account 
the specific characteristics and constraints of small enterprises. 

In accordance with the research purpose, the following objectives are defined: 

1. To examine existing TCC models used by Fortune 500 companies and to identify their key 
elements and implementation mechanisms. 

2. To analyze internal organizational and external environmental factors that facilitate or hinder 
the transformation of corporate culture in small enterprises. 

3. To formulate recommendations for implementing an adapted TCC model in small businesses. 
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Research Results 

Under current conditions of globalization, digitalization, and increasing competitive pressure, 
corporate culture is increasingly recognized as a key intangible asset of organizations. The practices 
of leading Fortune 500 companies indicate that TCC is viewed not as a supportive process, but as a 
strategic tool for enhancing innovation, adaptability, and long term business sustainability. At the 
same time, small enterprises, despite their inherent organizational flexibility and close interaction with 
employees, generally lack systematized approaches to the formation and development of corporate 
culture, which reduces their capacity to respond effectively to changes in the external environment. 

Table 1 presents an overview of corporate culture transformation models applied by Fortune 
500 companies, with a focus on their potential adaptation for small enterprises. 

Table 1 

Fortune 500 Corporate Culture Models for Application in Small Businesses 

Model Name Approach Description Adaptation for Small Business 

Values-Led Model Culture is shaped through the 
behavior and values of top 

management 

In small businesses, the owner/manager 
demonstrates values through their actions, 

thereby shaping the culture 

Integrated 
Communication Model 

Focus on transparent, regular 
communication 

Periodic meetings, feedback sessions, small 
group discussions 

Employee Engagement 
in Change Model 

Employees actively participate in 
defining values and processes 

Small groups/teams collaboratively propose 
solutions and model values 

Learning and 
Development Model 

Systematic training to implement 
cultural changes 

Short training sessions, mentoring sessions, 
knowledge sharing within the team 

Flexible Process Model Focus on rapid market 
responsiveness 

Implementation of short planning and 
performance evaluation cycles 

Source: Author's own development 

The analysis results presented in Table 1 demonstrate the potential for effective adaptation of 
Fortune 500 corporate culture models to small business conditions while preserving their conceptual 
foundation. The Values-Led Model indicates that company culture is shaped by leadership behavior. 
In small enterprises, this is implemented through the direct example of the owner or manager, who 
demonstrates desired values and norms (Shpileva et al., 2025). Integrated communication ensures 
transparency and regularity in information exchange. In small business practice, this is achieved 
through meetings, feedback sessions, and small group discussions, which foster trust and team unity. 
Employee engagement in change transforms staff into active participants in shaping values and 
processes. In small businesses, this is accomplished through work in small groups and collaborative 
problem-solving (Kokhaniuk, 2025). The Learning and Development Model emphasizes the 
importance of systematic competency enhancement. In small organizations, this is realized through 
short training sessions, mentoring sessions, and knowledge sharing, integrating cultural changes into 
daily operations (Rynkevich, 2020). The Flexible Process Model cultivates readiness for rapid response 
to market changes. In small businesses, this is ensured by implementing short planning and 
performance evaluation cycles, establishing adaptability as an integral characteristic of corporate 
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culture. 

Thus, all models are interconnected and complement each other, creating a comprehensive 
approach to forming a sustainable and developmental culture under conditions of limited resources. 
Further analysis of internal and external factors affecting small business corporate culture allows for 
deeper understanding of the conditions for implementing these models. Among internal factors, 
owner leadership plays a decisive role, as their managerial position and readiness for change 
determine the direction and pace of cultural transformation. In this context, adaptation of the "lead by 
example" principle, characteristic of Fortune 500 companies, serves as an effective mechanism for 
influencing organizational behavior. 

The organizational structure of a small enterprise also significantly impacts transformation 
processes. On one hand, its simplified nature facilitates rapid implementation of changes; on the 
other hand, it requires clear role distribution to avoid managerial inconsistency. Equally important is 
the level of employee engagement, which, in the presence of trust and openness, can become a 
catalyst for change, yet in the absence of appropriate support mechanisms may become a source of 
hidden resistance (Dyyak, 2024). Resource constraints remain a significant limitation for small 
enterprises, necessitating an orientation toward low-cost cultural initiatives. In this context, 
formalization of mission and values is essential, as it enables alignment of daily management practices 
with long-term development objectives. 

The external environment, characterized by high competition, rising customer expectations, and 
technological shifts, further intensifies the need for cultural adaptability. Borrowing customer-oriented 
and innovative approaches from Fortune 500 companies, along with consideration of social and 
regulatory requirements, contributes to forming a corporate culture capable of maintaining business 
sustainability without losing flexibility. 

Recommendations for implementing an adapted corporate culture model in small enterprises 
emphasize the importance of integrating modern management approaches into daily practice. 
Transformation is viewed as an interconnected process where changes in management, 
communications, and personnel development mutually reinforce each other. The central element is 
owner micro-leadership, which builds employee trust and engagement. Employee involvement in 
value formation, effective communication, and development of the innovative component of culture 
promote organizational adaptability. Critical aspects include training, non-material incentives, and 
digitalization, which enhance transparency and efficiency of management processes. 

Therefore, integration of these recommendations contributes to forming a holistic corporate 
culture oriented toward development, engagement, and adaptability, which increases operational 
efficiency and competitiveness of small businesses. 

Conclusions 

The research results demonstrate that Fortune 500 corporate culture transformation models 
contain core elements and implementation mechanisms that can be adapted to small business 
conditions. Their success depends on internal factors, such as owner leadership and employee 
engagement levels, as well as external conditions, particularly competition and technological 
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changes. 

The study has established that integration of management approaches into daily practice, active 
employee participation in value formation, flexibility, training, and innovation implementation ensure 
effective corporate culture transformation and enable small enterprises to respond promptly to 
business environment challenges. 

The scientific novelty lies in developing an adapted model that accounts for the specifics of small 
enterprises and emphasizes the role of micro-leadership and collective participation. The model 
opens prospects for further study of the impact of technological innovations and market trends on 
corporate culture development, while also providing practical recommendations for small business 
managers. 
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