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KnoueBbie cioBa

TUNbI KOPMOPATUBHOW KYTbTYPbI
KNACCMOUKALIA TPYAOBOTO MOTEHLIMANA
KOHCTPYKTBHAA CUCTEMA PABOTHIUKA
OLIEHKA KOPMOPATUBHOW KY/bTYPbI
CEPBUCHAA OPTAHU3ALINA

B cTaTbe paccmMoTpeHa poab Pas3iuyHbIX TH-
MOB KOPMOPaTUBHOM KyNbTypbl B GOPMUPOBAHWK
1 PacKpbITUM TPYAOBOrO MOTeHUMana paboTHUKa.
OnpeaeneHo BAUSHUE KOHCTPYKTUBHOW CUCTEMbI
paboTHMKa Ha Pa3BUTME KOPNOPATUBHOM KynbTy-
pbl. [peacTaBneHbl pesynbTatbl MCCNEL0BAHMM,
OTpaalolLMx B3aMMOCBS3b KOPNOPATUBHOM Ky/b-
Typbl ¥ TPYAOBOTO NOTEHLMANA PAaGOTHHUKA.

B3aumocBa3b

KOPNOPaTHBHOMU KYNbLTYPbI
M pa3BUTHSA TPYAOBOro NoTeHyuana
PaGOTHUKA CepBHMCHOM OpPraHu3aLuM

KOpI‘IOpaTVIBHaﬂ KynbTypa, ABAAACH
3HauUVIMbIM 3/1EMEHTOM OpraH13aLm-
OHHOW CUCTEMBI, UMEeT 6OMbLIOe 3HaUeHNe
Aana 3$deKTVBHON [eATeNbHOCTU NepCoHa-
na opraHusauuu. MockonbKy opraHusaum-
OHHaA KynbTypa BAMAET Ha pe3synbTaT fe-
ATENbHOCTW  OpraHM3auuM, HeobXoAMMO
yAenaTb BHUMaHWe ee NOAAEPXKaHNIo.

Mpr3HakomM 3GpdeKTUBHON LeATeNbHO-
CTW CEPBUCHON OpraHM3auny 1 Kaxporo
ee paboTHWKa ABNAETCA CTEMeHb yaoBneT-
BOPEHHOCTN KnneHToB. MocnefHee onpe-
[ENUTb OYEHb CII0XKHO, HO €C PaboTHUK
yMeeT HabniofaTb, TO OH CMOXET pearnpo-
BaTb Ha MOTpPeOHOCTW KnmeHTa. Bonpoc,
XOYET /M PabOTHWMK MpPOABNATL TaKylo
BHUMATENIbHOCTb K KJIMEHTY W UTO 3TOMY
CNocobCTBYeT, YaCTO BO3HUKAET Y PYKOBO-
gutenein. OTBET Ha AaHHbIN BOMPOC MOXeET
AaTb aHanM3 KOPMopaTUBHOW KyNbTypbl B
opraHu3aumu.

KopnopaTuBHaa KynbTypa — CNOXHbIN
KOMM/IEKC MpefnonoxeHun, 6esgokasa-
TeNbHO NPUHMMAeMbIX BCEMI YTIEHaMU Op-
raHv3auyu 1 3afaloLwmx paMKm NoBefeHuns,
NPUHUMaeMble GonbLUEN YacTblo PaboTHM-
KoB. KopnopaTuBHas KynbTypa NposABnseT-
ca B dunocodumn 1 ngeonorum, LEHHOCTAX,
OpUEeHTaLUUAX, BepOBaHUAX, OXWAAHWAX,
HOpMax MOBefeHVsA; pernameHTMpyeT no-
BefieHMe paboTHUKa CePBUCHON OpraHu3a-
LMW 1 BaeT BO3MOXHOCTb MPOrHO31poBaTh
€ro peakuun B KPUTUYECKUX CUTYaLmax
[1.C.154].

Hocntenamm opraHu3aunoHHOW Kynb-
Typbl ABRAOTCA gy, paboTaolwme B
opraHu3auuu. B nosegeHnn paboTHUKOB
COBPEMEHHbIX CEPBUCHbIX OpraH13aLui
HabMIOA0TCA HeraTUBHbIE TEHAEHLMM:

© BbICOKMIN YPOBEHb TEKYUECTN KafipoB;

© HeAMCLMNIIMHUPOBAHHOCTD;

© Hey[lOB/IeTBOPEHHOCTb MaTepuanb-
HbIM U HemaTepualibHbIM BO3Harpa-
LeHvem;

® KpU3nC MOTUBALMK;

® OTCYTCTBUE KOMAHAHOCTY;

© MpeBblLLEeHe CBOUX MOTHOMOYNI;

o nepeKnagbiBaHye OTBETCTBEHHOCTY;

© COMepHUYECTBO;

o paboTa «Mog faBneHeM;

© HapyLUeHNe NHCTPYKLNI;

© BOPOBCTBO;
 1eCTPYKTMBHOE PYKOBOACTBO.

Mo Hawemy MHeHWIo, TaKoW TWM KOPMo-
PaTVBHON KyNbTYpbl MOXHO OMPeAenuTb
Kak «pearvpylowuiny (no Knaccupukawmm
Jl. HenbcoHa n @. bepHxca). [aHHbin TMn
KOPMOPATMBHOW  KyNbTYpbl,  XapakTepu-
3YIOWMNIACA  «HEYCTOMYMBOWN  HeraTuBHOW
cpegoi» [2. C. 235], He no3BonseT paboT-
HUKaM B MOJTHOW Mepe pacKpbiBaTb CBOW
noTeHUManbHble BO3MOXHOCTW. CTpax 3a
COXpaHeHWe cBoero pabouero mecTa, He-
YBEPEHHOCTb, LMHU3M, MOAJABNEHHOCTb U
MOAO3PUTENBHOCT, HaNPAXEHUE He Crno-
CO6CTBYIOT  MpodeccioHanbHOMY — POCTy
(motvBauma pocta no A. Macnoy). Ctunb
paboTbl Ha TaKuUX NPeANPUATUAX XapaKTe-
pu3yeTca Kak «3alUTHbI, 060POHMTEND-
HbIN»: PabOTHUK HAXOAWTCA B MOCTOAHHOM
MOMCKe MeXaHW3MOB 3alUuTbl OT YCIIOBUIA
opraHusaumu (cTeneHb NPUHATMA CaMo-
CTOATENbHbIX PELIEHN HU3KasA, PaboTHIK
He PUCKYeT, HeT NPOABNEHUS VHULMATMBBI,
OLLYLEHNA efVMHEHUA W NPUYACTHOCTH).
CoxpaHeHue CBOEro NONoXeHUs B OpraHu-
3aumu, a He pa3BUTMe - MaBHaA Lenb pa-
6OTHUKa.

Heobxogumo cKasaTb, U4To TeHAeHuwuA
npropuTeTa «pearmpyloLero» Tina kKopno-
paTUBHOWN KYNbTYpPbl OTMEYAETCA MHOMMMK
nccnegosatenamm B chepe yenoBeyeckunx
pecypcos (X. Buccema, IN. CeHere, A, Mpu-
roxuH, A.M. KoueTkosa). Habniopatotca Tak
Ha3blBaeMble yllepOHble ynpaBneHyeckme
MpaKTVKK, NPUBOAALLME K MOABNEHWIO Ta-
KX pabouux MecT, KoTopble B 3amnagHoli
MpaKTKe HOCAT Ha3BaHWNe TOKCUYHDIX, a B
POCCUIACKO/ MNpaKTUKe — HebnaronpusT-
Hbix. OBHVM 13 OTpULIaTENbHBIX MPU3HAKOB
HebnaronpuaTHOro paboyero mecta ABNA-
eTCA CTpemyieHne PYKOBOACTBA MonyyaTb
pe3ynbTaThl (MpU6bIIb) B ylwep6 (ncuxono-
FMYECKNIA 1 GU3nNYecKuin) paboTHIKY.

PaccmaTtprBas KopnopaTtviBHYIO KyJib-
TYpy Kak CuUCTeMy, OfHUM W3 MPU3HAKOB
KOTOPOW ABNAIOTCA pecypcbl (MoTeHuuan
paboTHMKa — 3TO pecypc), MOXHO CKa3aTb,
yTO «pearupyowwminy TUN KOpropaTuBHON
KYNbTYpbl BbICTPaUBAeT OTHOLWEHUA C pa-
OOTHUKOM B MO3MLMKN «HEBO30OHOBVMOTO
pecypca» [3. C. 122] (noTeHymana pabot-



The Interrelationship

between Corporate Culture

and Employee Labour Potential
in a Services Sector Organization

eing a vital element of an organiza-

tional system, corporate culture is
of great value to the efficiency of personnel
activities. For organizational culture influ-
ences company performance it is necessary
to pay meticulous attention to its mainte-
nance.

Customer satisfaction is the main crite-
ria to judge how efficient a services sector
organization and its employees are. It is very
difficult to measure the satisfaction but if an
employee is observant he/she will be able
to respond to all of the customer needs. The
question whether an employee wants to ex-
ercise such care to a client and what favours
this is often phrased by supervisors. The
analysis of corporate culture in an organiza-
tion may represent a good answer to it.

Corporate culture is a complex set of as-
sumptions accepted without any proof by
all members of an organization and setting
limits to their behaviour. Corporate culture
is mirrored in philosophy and ideology, val-
ues, orientations, beliefs, expectations, be-
haviour patterns; it regulates behavior of an
employee in a services sector organization
and provides an opportunity to predict his/
her reaction in tense situations [1. P. 154].

The bearers of corporate culture are the
people who work in the organization. In the
behaviour of employees in today’s services
sector organizations there can be observed
some negative trends:

o high staff turnover;

e indiscipline among personnel;

o staff dissatisfaction with monetary
and non-monetary reward;

e motivation crisis;

o lack of team work;

e misuse of powers;

e buck passing;

e rivalry;

o work under pressure;

e violation of instructions;

o theft;

o destructive management.

In our view, such type of corporate cul-
ture can be referred to as “reactive” (accord-
ing to L. Nelson and F. Burns’ classification).
The given type of corporate culture which
features “unsustainable negative environ-

ment” [2. P. 235] does not allow employees
to unlock their potential to the full. Fear of
being fired, lack of confidence, cynicism,
emotional tension, melancholia and incli-
nation to be suspicious do not favour pro-
fessional development (Maslow’s motiva-
tion of development). Working style in such
companies is characterized as “protective,
defensive”: an employee is in continuous
search of defence mechanisms to protect
him/herself from the working conditions in
this organization (the scale of independent
decision-making is very small, the worker
avoids taking risk and initiative, there is no
sense of unity and belonging). The primary
goal of an employee is to retain the position
in the organization rather than to ensure
development.

Itis worth saying that the trend of domi-
nance of “reactive”type of corporate culture
is pointed out by many researchers in the
field of human resources (H. Vissema, P. Se-
nege, A.l. Prigozhin, A.l. Kochetkova). There
are observed the so called poor manage-
ment practices that lead to creation of such
jobs which in the West are named “toxic’,
and are known in Russia as “adverse work-
ing conditions”. One of the negative traits
of a toxic job is the management'’s desire
to gain results (profit) to the disadvantage
(psychological or physical) of a worker.

Regarding corporate culture as a sys-
tem with certain attributes one of which is
resources (employee potential is considered
as a resource) it is possible to argue that the
reactive type of corporate culture builds the
relationships between company and its em-
ployee from the position of a “non-renew-
able resource” [3. P. 122]. As result, employ-
ees are worn out earlier, and “unsustainable
negative environment” is getting stronger,
whereas the period of time spent by person-
nel in the organization is shrinking.

This situation can be explained by many
reasons:

e supervisors' erroneous idea of the
management content;

e organization'’s inability to adapt to ex-
ternal changes;

e devaluation of human resources in an
organization;

Labour e Cadres ¢ Education

P> Galina R. KORNOVA
Cand. Sc. (Ec.), Assistant-Prof.
of Travel Business and Hospitality Dprt.

Urals State University of Economics
620144, RF, Ekaterinburg,

ul. 8 Marta/Narodnoy Voli, 62/45
Phone: (343) 221-27-42

D> Ekaterina V. LOGINOVA
Sr. Lecturer of Travel Business
and Hospitality Dprt.

Urals State University of Economics
620144, RF, Ekaterinburg,

ul. 8 Marta/Narodnoy Voli, 62/45
Phone: (343) 221-27-42

E-mail: cat.log@yandex.ru
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A SERVICES SECTOR ORGANIZATION

The paper considers the role of different types
of corporate culture in the formation and realiza-
tion of the employee labor potential. The impact of
the employee system of constructs on the corpo-
rate culture development is revealed. The results
of the research on the interconnection between
corporate culture and employee labor potential
are shown.
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(opmupoBaHHbIii BHeLLHeil cpepoit . (opmupoBaHHbIii KynbTypoi
[0 NPUX0Aa B OpraHu3aLyio JIHHOGTHBIH NOTEIAN © opraHu3aumm
Mpumensembiit noteHuman <] TpynoBoli noTeHuman > Pe3epBHblii noteHyman

. . CKpbITbIid,
Boctpe6oBaHHbiii - YacTnyHo ucnonb3yembiii TpeGylowyii aKTyanM3aLM

Puc. 1. Buabl TpyaoBoro noteHumana paborHuka

HUKa). Kak cnepcTBue U3HOC paboTHMKa Ha-
CTynaet 6biCTpee, 1 UeM CUNIbHee «HeyCTol-
uMBaA HeraTMBHasA cpefa», TeEM MeHblue
BPEMEHHO CPOK MPUCYTCTBIA PaboTHMKa
B OpraHu3aLum.

MpWuMHy Takon CUTYyaLMK MOXHO 06b-
ACHWUTb MHOTUMU daKTopamu:

© HempaBUbHOe NpefCcTaBneHne pyKko-
BOAMTENA O COfepXaHUN ynpaBieHYecKo
JeATenbHOCTY;

© HecnocobHOCTb opraHu3aumK agan-
TMPOBATHCA K BHELIHUM U3MEHEHUAM;

o obecLieHBaHNe YenoBeYecKnx pe-
CypCOB OpraHu3aumy;

© HernbKoCTb ynpaBneHus;

© OTCYTCTBME yyeTa LUKINYHOCTY pa3-
BUTUA OpraHv3auuu B npoLecce ynpasne-
HUWA (M3HOC NepcoHana);

© HefloNoHVMaHne opraHu3auuen cBo-
el coumanbHon ponu.

CornacHo knaccudukaumm J1. HenbcoHa
n O. bepHca [2], cywecTByoT gpyrue Tunbl
KOPMOPATUBHOW KymbTypbl, KOTOpble, Ha
HaL B3rAg, MOrAM 6bl CNacTU CUTyaLmio B
COBPEMEHHbIX CEPBUCHBIX OpraHW3aLuAXx.
OpraHn3auuam HeoOXOAMMO NepexoauTb
Ha «OT3bIBUMBbINY, «AKTUBHDBIA» U «BbICO-
K03 dEKTUBHDIA» TUMbl  KOPNOPATUBHOM
KYNbTypbl. KaXzaplin M3 3TyX TMMNOB CNoco6-
CTBYeT NnocniejoBaTeNbHOMY Pa3BUTHIO TPY-
[OBOro noTeHuuana paboTHuKa.

M3 Bcero mHoroobpasua onpepene-
HUIA NOHATWA TPYAOBOrO NOTEHLMana Hamu
6bin0 BblbpaHO onpepeneHne H.M. WaTta-
NIOBOWA: «TPYLOBOW MOTeHUMan paboTHMKa
- 3TO Mepa ero HalMyHbIX PeCypCoB 1 BO3-
MOXHOCTel, HenpepbiBHO $opMMpyembIx
B NpoLecce BCEN CcoLManu3aLm, peanmsy-
eMbIX B TPYAOBOM MOBEAEHUM U onpepe-
NAIOWMUX ero peanbHyl MIOAOTBOPHOCTbY
[4. C. 80].

MimeHHo TpygoBon nmpouecc (ycnosua
Tpy#a) peanusyeT TPyLOBOW NoTeHUWan
paboTHMKa, a TpyaoBoe mMoBefeHue fe-
MOHCTPVPYeT  LIeHHOCTHO-OPUEHTALIMOH-
HOe HampaBneHue TPyAOBOro NoTeHUmana.
TpypoBoe noseaeHne paboTHMKa paccma-
TPMBAETCA HaMU Kak HampaBlieHHble Kop-
NOPaTUBHO KyNbTYPOI OpraHm3aLny, iny-
HOCTHO U COLManbHO 3HauYMMble JeNCTBYA,

WCTOYHMKOM KOTOPbIX ABMAETCA CaM pa-
60THYK. Takum 06pa3om, NpocnexnBaeTca
B3aVMOCBA3b KOPMOPATUBHOW KyNnbTypbl,
noTeHumana paboTHVKa W TPyLoOBOro no-
BefeHuA.

Ha puc. 1 npepcTtaBneHa knaccuduka-
LA BMAOB TPYLOBOro NoTeHuMana, B 0CHO-
BY KOTOPOW nonoxeHa metogmka C.B. Pauek
[4.C.82].

MoTeHUmMan NUYHOCTM — 3TO CMOCO6-
HOCTb YenoBeKa K YMHOXEHWIO CBOUX
BHYTPEHHUX BO3MOXHOCTEW, B MepByio
ouepefb CNOCOOHOCTb K Pa3BUTUIO 1 NPO-
BYKTUBHOCTU [5]. «[IpumeHAeMbIn TPYAOBOW
noTeHUMan - 370 Te CNOCOBHOCTM, KomMe-
TEeHUMN, KOoTopble PaboTHUK peanusyeT B
HacToALLee BpeMA Ha CBOM pabouem mecTe»
[4. C. 82]. Pe3epBHbIii TPyAOBOW MOTEHUMAN
- 3TO NOTeHUWan cnocobHOCTeN, He peanu-
30BaHHbIN B HacToALLee Bpema, Tpebytowwnii
akTyanu3aumn: o6pa3oBaTenbHbIX Mep N
obyueHna. lpumeHsembll MoTeHUMan W
YaCTNYHO WCMONb3YeMblii Pe3epBHbIA No-
TeHuman dopmupyioT BocTpeboBaHHbIN No-
TeHUMan, KOTopbiM paboTHWK Monb3yetca
eXe[JHeBHO 1 KOTOpPbIN [0 onpefeneHHoro
MOMEHTa BpemeHU CrnocobCTByeT yaoBneT-
BOPEeHUI0 pPaboTHMKa CBOUM TPYAOM.

PackpbITviio NprMeHAeMoro noteHuua-
na, Mbl Obl Ha3BaM ero akTyanbHbIM, Cro-
COBCTBYIOT YCNIOBMA, KOTOPbIE CO3AaET «OT-
3bIBUMBBIA» TUM KOPMNOPATUBHON KYNbTypbl:

© KOHL|EHTpaLA Ha COBMECTHO paboTe;

© MIaHNPOBaHMe TONMbKO Ha OGnuxai-
Lee BpemA C Lenblo JOCTUYb MaKCUMallb-
HOro pe3ynbTaTa;

© BbICOKMI YPOBEHb COTPYLHUYECTBA,
npy KOTOPOM PabOTHMKN 3HAIOT, UTO OT HUX
oXupaercs;

© UyBCTBO 3aLLMLIEHHOCTY;

© MMOKOCTb B KOOPAMHaLMK paboTbl.

MpasunbHoe noBefeHne paboTHMKa B
CUTyaumsX, C KOTOPbIMU OH CTaNKK1BaeTCA B
CBOel NpodeccroHanbHON AeATENbHOCTH,
ABNAETCA CBWLETENbCTBOM TOrO, YTO 3TOT
paboTHUK - HOCWTENb LEHHOCTel, HOPM,
NPVHLMWMNOB «OT3bIBYUMBOrO» TWUMa KOPMo-
paTUBHOM KynbTypbl. K coxaneHuio, cam no
cebe faHHbIA TMN KOPMNOPaTUBHOMN KyNbTy-
pbl He CMOCODBCTBYET PacKpbITUIO pe3epB-

HOro noTeHUMana paboTHuKa. Ycnosua
opraHu3aumy, cpopmMMpoBaHHbIE «OT3blB-
YMBbLIM» TUMOM KOPMOPATUBHON KyNbTYpbI,
He pa3BKBalOT B PabOTHMKE CMOCOOHOCTD
6patb Ha cebs WMHMUMATMBY, NMPUHUMATbL
PELLEHNS N HECTY 3@ HUX OTBETCTBEHHOCTb,
TaK KaK 3TO He NoAJep»KMBaeTCA PyKOBOA-
CTBOM BCNE[CTBUE MepapXnUUYecKol CTPYK-
Typbl ynpaBneHus, rae CylwecTsyeT ofjHo-
CTOPOHHAA 06paTHasn cBA3b (PyKOBOAMTEND
- paboTHMK). TakM 0bpa3om, KoprnopaTis-
HasA KynbTypa MOXeT Cnoco6CTBOBaTb pas-
BUTMIO Pe3ePBHOrO MoTeHUMana paboTHu-
Ka, @ MOXET NPenATCTBOBATD.

Ycnosus ansa pasBuUTUA pe3epBHOTo Mno-
TeHUMana Co3faeT «aKTUBHbI» TWM KOPMo-
paTUBHOM KyNbTypbl. PAGOTHUK C pa3BUTbIM
pe3epBHbIM NMOTEHLMANOM NMEET BO3MOX-
HOCTb:

© MOHMMATb, YTO NMPOUCXOLUT B OPraHu-
3auum;

® BIATb Ha CTpaTermyeckoe Hamnpas-
NeHue pa3BUTUA OpraHn3aLnn.

[laHHble BO3MOXHOCTU CNoco6CTBYOT
COOTBETCTBUIO ByayLLero opraH13aLmm ero
oxugaHuam. NMpuoputetom ana paboTHMKa
B TaKO OpraHM3auumn ABNISETCA BHUMaHMe,
MOHMUMAHWE 1 KaueCTBO B3aIMOOTHOLLEHWI
C Konneramu, CTpemieHre pyKoBOAMTenei
co3patb atmochepy oBepuUsA 1 B3aUMHON
noanepXKu, 060toaHas NOANbHOCTL U B3a-
MMHOe yBaXeHve. JTo, B CBOK ouepefb,
NPUBOANT K CO3[aHWI0 HOBOFO KayecTBa
UenoBeyYeCKHX LIeHHOCTel, Fy6oKoMy uyB-
CTBY JINYHOM 3HAYUMOCTU 1 YLLOBNETBOPEH-
HocT. QopmupyeT COBepLIEHHO HOBbIN
TMN pabOTHUKa, ApYrie B3aMOOTHOLIEHUA
BHYTPW oOpraHu3auuu. Takoil Tin Kopno-
paTUBHOWN KyNnbTypbl B COBPEMEHHBIX POC-
CUNCKNX CEPBUCHBIX OpraHM3aumsax — 3T0
Oynyuiee, Kak U cnefyowmii, «BbICOKOId-
GEKTUBHBINY, TUM.

MpoCTpaHCTBO OpraHuM3aumu, co3paH-
HOe «BbICOKOIhGEKTUBHBIMY TUMOM KOp-
MopaTUBHOIA KyNbTypbl, NPeAOCTaBNAET pa-
6OTHMKY BCE BO3MOXXHOCTM ANA BbIABNEHUA
€ro noTeHLUWana, a KoNNeKTUB 1 Konnerun
3ToMy crnocobcTByioT. [NaBHasA Lenb — pas-
BUTME, NPOCTOP Ana pocta. Ho poct gon-
XeH ObITb KOHTPONMPYEMbIM.

BesycnosHo, TUNbI  KOPNOPATUBHbIX
KynbTyp no knaccudukauum J1. HenbcoHa
n O©. bepHca ABNAOTCA, B Pa3HOi CTeneHN
NPOSABNIEHMA, YACTbIO OPraHM3aLMmM Kak cu-
CTeMbl: C OIHOM CTOPOHbI, KOpropaTVBHas
KyNbTypa — 3T0 3IeMEHT OpraH13aLMOHHON
CUCTEMBI, C APYroii CTOPOHbI, 3TO OTAEeNb-
Has cucTema.

[ina noHMMaHWsa pPonu KopnopaTMBHON
KYNbTYpbl B Pa3BUTUM TPYAOBOTO NOTEHLM-
ana paboTHKKa PacCMOTPUM e€ XapaKTepu-
CTUKM (puc. 2).
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Fig. 1. Types of the employee labour potential

e not taking into account the cyclical
character of the organization development
in the process of management (personnel
wearing out);

e organization’s misunderstanding of
its social role.

L. Nelson and F. Burns’ classification [2]
lists other types of corporate culture, which
to our view could help the situation in
modern services sector organizations. The
organizations should switch to “respon-
sive, “active” and "highly effective” types of
corporate culture. Each of these types pro-
motes consistent development of the em-
ployee labour potential.

Out of a vast range of the definitions to
the concept “ labour potential” we stick to
the one given by N.I. Shatalova: “employee
labour potential is a measure of his/her re-
sources and abilities which are constantly
being shaped in the process of socializa-
tion, fulfilled in labour behaviour and deter-
mine his/her actual productivity [4. P. 80].

It is the working process (working con-
ditions) that realizes the employee labour
potential, and labour behaviour that shows
value orientation of the labour potential.
Under labour behaviour of a worker here
we mean socially and individually signifi-
cant actions directed by corporate culture
of an organization and performed by an
employee. Thus, we can see a clear interre-
lation between corporate culture, employ-
ee potential and labour behaviour.

Figure 1 presents the classification of
labour potential based on the S.V. Raichek’s
methodology [4. P. 82].

Personality potential is a human ability
to multiply his/her inner capabilities, espe-
cially the capability for development and
productivity [5]. “Applicable labour poten-
tial includes those abilities and competenc-
es which an employee currently uses in the
work”[4. P. 82]. Reserve potential consists of
prospective abilities which are not applied
at the present and require realization often
with the help of preceding training. Appli-
cable potential and partially used reserve
potential make up demanded potential
which a person exploits daily and which

until a certain moment ensures satisfaction
of an employee with his/her work.

Conditions that favour realization of the
applicable potential are created by “respon-
sive” types of corporate culture:

e focus on team work;

e planning only for the near term so as
to achieve maximum results;

e high level of cooperation, when em-
ployees are aware of what kind of perfor-
mance is expected;

e personnel feels protected;

e work coordination features flexibility.

Proper behaviour of an employee in
the situations he/she encounters in his/her
professional activities witnesses that this
employee is a bearer of values, norms and
principles of “responsive” type of corporate
culture. Unfortunately, this type of corpo-
rate culture does not facilitate the realiza-
tion of the reserve potential. The working
conditions generated by “responsive” cor-
porate culture do not foster such abilities
as abilities to take initiative, make decisions
and assume responsibility, since they are
not supported by supervisors because of
hierarchal management structure which is
characterized by one-way communication
(supervisor - employee). Consequently,
corporate culture may both encourage and
impede the development of employee re-
serve potential.

Conditions for realization of the reserve
potential are created by “active” type of cor-
porate culture. An employee with a well de-
veloped reserve potential can:

e understand what is happening in the
organization;

e exercise influence on organization de-
velopment in terms of strategy;

The above-mentioned opportunities
help an organization satisfy the expecta-
tions of its personnel. The list of the em-
ployee’s priorities in such an organization
comprises attention, mutual understand-
ing, support and respect between col-
leagues, aspiration of senior management
to maintain comfortable and welcoming
atmosphere of trust. In turn, this leads to
establishing completely new quality of
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human values, deep feeling of self-sig-
nificance and satisfaction. Self-evidently,
this shapes an entirely different type of a
worker and different relationships inside an
organization. It is necessary to mention that
such type of corporate culture for modern
Russian services sector organizations is the
future as another type of corporate culture
called “highly effective”

The environment formed by “highly ef-
fective” corporate culture provides person-
nel with all opportunities needed to unlock
their potential, and the collective of an or-
ganization also favours this. The principal
goal is development and space for growth.
But the growth must be controlled.

The analysis of the types of corporate
culture in L. Nelson and F. Burns' classifica-
tion shows that on the one hand, corporate
cultureis a part of an organizational system,
on the other hand, it is a separate system.

To assess the role of corporate culture in
the enhancement of the employee labour
potential let us examine its characteristics
(Figure 2).

As we see in the Figure 2 the employ-
ee potential is a resource of the corporate
culture. Actually, corporate culture in the
organization results from the established
sociocultural space, the mission of which
is to integrate “subcultural ways of thinking
and behaviour of the company employees”
[4. P. 205]. Subculture is a set of values and
traditions accumulated by certain groups
of people united by their outlooks and in-
terests. Subculture is a sovereign holistic
formation; in an organization corporate
culture is a part of social culture [5].

Itis essential to point out thatin modern
organizations various types of subcultures
may be formed: “unique subcultural phe-
nomena as well as phenomena of counter-
culture (theft)" [6]. For services sector orga-
nizations this aspect is of great importance
since the phenomenon of subculture may
emerge spontaneously as a consequence
of organizational structure split up into dif-
ferent subdivisions of a company. That is
why one of the tasks of the corporate cul-
ture in such organizations is to generate
common landmarks: mission and strategy
soundly supported by employee potential
(personality and labour potential).

The use of potential abilities of person-
nel to support, preserve and enhance cor-
porate culture is kept to a bare minimum in
today’s services sector organizations. This
can be explained by the fact that managers
sometimes find the concept of employee
potential too complex to understand, and
owing to this employee labour potential
is not regarded as a resource of corporate
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KopnopatuBHas KyAbTypa OpraHusauum
KaK cucTeMa, oKpyXarLas paboTHuKa

AAEMEHTbI

B3AMMOCBA3U

WUAeoAorHsA, LEHHOCTH, OPHEHTALMUA,
BEPOBaHHUA, 0OXKHAAHHA PaOOTHHKOB

CTHAb paboTbl, cnoco6 o6weHus
pa6oTHUKOB ApYT C Apyrom

~ PABOTHHK o -

BanaHCHpyIOWMHA LIUKA \\

\ - U
\ ANY o6patHoii cBA3M 7

\MYHOCTHDIA U NPodeCcCHOHAABHBIH (TPYAOBOI)

®opmupoBaHHe U NoOAAEPXKKa

noTeHuHan paboTHuKoB CTpaTeru U MUCCHH OpraHusauuu
PECYPCbI LENDb

Puc. 2. CUCTeMHbIe XapaKTEPUCTUKM KOPIOPATUBHOMH KYALTYPbI OpraHu3aunn
Kak oKpyxatoLLed cpeabl paboTHUKa

Tabnnuya 1 — Pe3ynbTaTbl OLEHOK KOPNOPaTUBHOM Ky/bTypbl 0 LKaAe «HaCTPOEHMUI»

pPabOTHMKaMK CePBUCHbIX OpraH13aLmni

(reneHb
COr/IacoBaHHOCTI

Lkana

Konnuecteo
BblOOPOB, %

NOKWUHYTb OpraHu3auuio

MaHuka: NpUKpu3snce, paspyLeHinn KoMnaHum us-3a owwnbok PYKOBOACTBA, BHE3anN-
HbIX pe3KnX yXyaLleHuax B cpeae, Koraa paﬁOTHI/IKI/I (TPEMATCA Kak MOXHO CKopee 1

YHbIHue: yCTanocCTb OT HeyAay, AEMOTUBUPYIOLLEro CTUNA PYKOBOACTBA, 69Cﬂ€pCﬂ€K-
TUBHOCTU M Beccunna paﬁOTHVIKOB U3MEHWUTb YTO-NN60

Huzkas

TpEBO)KHOCTbZ npu HeonpeaeneHHOCT, CnyXaX 0 HEMOHATHbIX peopraHn3aumnax, ne-
PEMELLEHNAX NN N3MEHEHUAX B ONNaTe, YXKeCTOUEeHUN TpeﬁOBaHMﬂ K paﬁOTHMKaM

BO3MOXHOCTU

PaBHOﬂ,yUJI/IEZ Kaxpaoro paﬁOTHI/IKa WNHTEPECYET TONbKO €70 o6cTBEHHOE noJioxeHue,
HET BHMaHMA K 06U.|,e0praHVI3auMOHHbIM henam U pgenam Konner; 60bLUMHCTBO
paﬁOTHI/IKOB He AepXatca 3a (BOW MeCTa U roToBbl NOKMHYTb UX NpK noaxoAALLei

22

Hapexza: 0TnnuaeTca 0XmaaHnemM HoBbIX LUAHCOB, HACTPOEHHOCTbIO Ha ynyullueHue
B JieNnax opraHu3auum u, Kak npaBuno, B NONOXeHUN MHOTUX COTPYAHUKOB; NOAB-
NAETCA OT NPUHATBIX K peanu3auni NO3UTUBHLIX MHULUATUB pyKOBOJlVITeﬂeVI nnu
nonpamenenm?l, BANATENbHDBIX paﬁOTHMKOB

Bbicokan

yBepeHHO(TbZ CMOKOIHAA feNoBUTOCTb, YyBCTBO A0CTATOYHOIO 6nar0n0nyu|/|ﬂ, 6na-
rONPNATHOE OTHOLLIEHWE K 6ynymemy OpraHu3auumn u ceoemy mecty B Heit

Mogbem: SHEPrnyHaA aKTUBHOCTb NepPCoHana B pa60Te, NO3UTUB B OTHOLUEHUAX,
MHOro npennomeHMVl N0 NHHOBaLMAM

IHTy3Ma3M: BO36YeHMe IMOLMIA N0 NOBOAY PafOCTHOTO COBBITA MK MHOroo6e-
LatoLLeil NepeneKTMBbI; FOTOBHOCTb Aenatb 60blue 06bIYHOTO AaXe LieHOl Hanps- 8
KEHHbIX YCUINIA, XePTBOBATb IMYHBIM BPEMEHEM

Kak BupHO 13 puc. 2, noTeHuuan pabot-
HIKOB ABNAETCA PECYPCOM KOPMOPATUBHON
KynbTypbl opraHu3saumn. QakTnyeckn kop-
nopaTuBHas KynbTypa opraHu3auum ¢op-
MupyeTca bnarogaps CO3AaHI0 COLMOKYIb-
TYPHOTO NMPOCTPAHCTBA, M CCUEN KOTOPOTO
ABnAeTcA oObefuHeHNe «CYOKYNbTYPHbIX
06pa3oB MbllneHns 1 nosefeHnsa pabot-
HukoB» [6. C. 205]. CybKynbTypa — CBOA Ha-
KOMNEHHbIX  OMpefeNeHHbIM  MMPOBO3-
3peHneM LieHHOCTell 1 MOPAAKOB IpynMbl
nofen, obbeAVHEHHbIX CcreLmdruyecknmi
VHTepecamut, OMpeAensioWwMA UX MUpPO-
Bo33peHue. CybKynbTypa — CyBepeHHOe Lie-

noctHoe obpa3oBaHKe, YacTb 0OLieCTBEH-
HOW KyNbTYpbl, B paMKax OpraHu3auum — 37o
KoprnopaTtuBHasa KynbTypa [5].

Heobxoanmo ckasaTb, UTO B COBPEMEH-
HbIX OpraHu3aumax MoryT GopmmnpoBaTbca
pasHble TUMbl CYOKYNbTYp: «yHWKaNbHble
cybKynbTypHble GeHOMeHbl, a Takxe ¢e-
HOMEH KOHTPKYNbTYpbl (BOPOBCTBO)» [6].
[inA cepBUCHBIX OpraHM3aLuin STOT MOMEHT
0YeHb 3HauuMm, Tak Kak GpeHoMeH cy6Kynb-
TYypbl MOXeT OpraHMW30BaTbCA CMOHTAHHO
BCELCTBME pa3feneHns OpraHu3aLnoH-
HOW CTPYKTYpPbI B Pa3HbIX NOAPa3AeneHnax
npegnpuaTua. Mostomy 3agavein Kopropa-

TMBHON KyNbTypbl B TaKWUX OpraHm3auuax
ABnseTcs  GOPMMPOBaHME  OObEAMHSIO-
LMX OPUEHTUPOB — MUCCUW W CTpaTernm —
C MOAJEPXKOWM WX noTeHuuanom (Tpypo-
BbIM 1 JINYHOCTHBIM) PaBOTHUKOB.

Vicnonb3oBaHne noTeHUManbHbIX BO3-
MOXHOCTE  pabOTHMKOB B  Mpolecce
MOAREPKKYM, COXPAHEHUA WAU pPa3BUTMA
KOPMOPaTMBHOW Ky/bTypbl B MPaKTUKe CO-
BPEMEHHDBIX CEPBUCHBIX OpraHM3auuii Mu-
HUMAJNbHO. 3TO MOXHO OODBACHWTb CIOX-
HOCTBIO [N1A MOHUMAHUA PYKOBOAWTENEN
MOHATWA MOTeHUMana paboTHWKa, Bcied-
CTBME YEro TPYyAoBOW MoTeHUMan pabot-
HUKa He pacCMaTpMBAEeTCA Kak pecypc
KOpnopaTuBHOM KynbTypbl. K coxaneHuto,
BOMPOC CBA3M KOPMOPATUBHON KYNbTYpbI
1 TPYZOBOrO MOTEHLMana NpakTUYeckn He
pa3paboTaH. Mbl cunMTaem, Yto Heobxogw-
MO CO3/aBaTb HOBbIV MOHATWIHbIN annapar,
06beAnHAIOWNIA B cebe KaTeropum NCrUxoso-
iy (TEOPWM IMYHOCTM) 1 KaTeropum ynpas-
NEHNA B YCNIOBUAX OpraHu3aLum.

KopnopaTuBHasa KynbTypa oOpraHu3a-
UMM ans paboTHUKOB ABMSIETCA OKPY»Kalo-
Wwen cpepoit (cm. puc. 2), cnegosaTenbHo,
paboTHMK MOXeT NpUHMMaTb (OblITb OT-
KpbITbIM) UM HE MPUHUMAaTL (HaxoauTbCA
B COMPOTMBAEHMM) NpaBuia U HOPMbI Mo-
BefeHUA, KOTOPble JOMKHbI MOALEPXKIBATH
KOpMopaTuBHYO Ky/bTypy OpraHusauuu.
MpuHATME UM HenpUHATME KOpMopaTMB-
HOW KyNbTYpbl OpraHM3aLuy paboTHUKOM
NPOUCXOAUT Ha YPOBHE WHTepnpeTauui
W TONKOBAHUI COOLITUI WAN CUTYaLWiA,
KOTOpble MPOUCXOAAT C HUM B Npouecce
TPyAoBON AeATenbHOCTU. [laHHbIN npoLecc
aKTyanu3mpyeT JINYHOCTHBIA MoTeHUMan
paboTHMKa. AKTyanu3aumio JMYHOCTHOTO
noTeHUMana paboTHVKA B YC/IOBUSX B3au-
MOLENCTBMA C KOPNOPaTUBHOWN KynbTypon
OpraH13aLmmy MOXHO OObACHWUTb, UCMOMb-
3yAa MofeNb COrNacoBaHHOCTM B pPaMKax
Teopuin anyHoctn (O.A. Kennu, . Mak-
Knennaug, C. Magaw).

[aHHaa mopenb «nogyepKuBaeT Bax-
HOCTb MHPOPMALMN 1 IMOLIMOHANIBHOTO
OnbITa, NONYYaeMbIX YeNIOBEKOM B pe3yb-
TaTe B3aUMOLENCTBUA C OKpYXKatoLei
mupom» [7. C. 125]. CornacHo [.A. Kennu,
NpoJyKTOM MpoLecca WUCTONKOBaHWUA AB-
NAETCA KOHCTPYKT — upaes Uiam abcTpak-
uMA, OUXOTOMMYHAA MO CBOEN npupoge
[7.C.130]. KoHCTpYKTbl B CBOIO OYepedb
CO3[al0T KOHCTPYKTUBHYK CUCTEMY Yeno-
Beka. KOHCTPYKTMBHaA cucTema yenoBeka
— 3TO TEOPUA MUPaA €50 >KU3HEHHOTO Ofbl-
Ta [7.C.133]. VIMEHHO KOHCTPYKTUBHbIE
cucTeMbl PabOTHUKOB CO3AAIOT CYOKYbTY-
pbl B opraHu3auuax. Mcnonb3oBaHue no-
HATUIA KOHCTPYKTa aKTyalbHO W NiA KOp-
nopatmsHon KynbTtypbl. (0.[. KpacoBckun



Characteristics of corporate culture in an organization
as a system surrounding an employee

ELEMENTS
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Fig. 2. System characteristics of corporate culture as a working environment

Table 1 — Results of the survey to assess corporate culture
in the services sector organizations using the “sentiment” scale

Degree of , Number of
Scale’s name .
coherence choices, %

Panics: employees seek possibilities to leave the company as soon as possible should
crisis, company destruction or sudden dramatic worsening of the working environ- 1
ment take place;
Gloom: exhaustion from failure, demotivating management, hopelessness and help- 4
lessness to change anything;

Low Anxiety: uncertainty arising from rumors about the incomprehensible reorganization 1
and movements or changes in pay, stricter requirements for workers;
Indifference, lack of interest or concern: each worker is interested only in his own po-
sition, there is no organization-wide attention to other business affairs and the col- ”
leagues, most employees do not hold on to their seats and are ready to leave at the
first suitable opportunity;
Hope: means expectations of new opportunities, sentiment towards improvements
in the company performance and, logically, in the life of most of employees; it ap- 13
pears when positive initiatives of senior management or departments or influential
employees are approved;
Confidence: calm efficiency, sense of sufficient well-being, positive attitude towards 30

High company and employee personal perspectives;
Emotional high: vigorous activities of the personnel at work, healthy and harmonious 1
relationships, lots of suggestions on how to innovate;
Enthusiasm: excitement at the prospect of happy events and promising future, will-
ingness to sacrifice personal time, do more than usual, even at the cost of strenuous 8
effort

culture. Regrettably, the issue of relations
between corporate culture and employee
potential has not yet been addressed and
examined properly. We think that it is nec-
essary to establish a new conceptual frame-
work which will combine the concepts of
psychology (personality theories) and the
concepts of organization management.
Corporate culture represents the en-
vironment for an employee, hence an em-
ployee may follow and accept (be open) or
not (be resistant) the rules of conduct and
behaviour patterns which are designed to
back up corporate culture in the organiza-
tion. An employee accepts or rejects cor-
porate culture through interpreting events

and situations that he/she faces during his/
her professional activities. This process un-
locks personality potential of a worker. The
process of unlocking of employee person-
ality potential in conditions of interaction
with corporate culture may be described
applying the coherence model within the
frames of personality theories (D.A. Kelly, D.
McClelland and S. Maddie)

This model “highlights the importance
of information and emotional experience,
obtained by people as a result of commu-
nication with the environment” [7. P. 125].
D.A. Kelly says that “the product of the in-
terpretation process is a construct — an idea
or an abstraction dichotomous in nature”
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[7. P. 130]. In turn, constructs form an in-
dividual system of constructs. “Individual
system of constructs is a theory of the in-
ner world of individual life experience”
[7. P. 133]. It is this individual system of
constructs that shapes subcultures in the
organizations. The concept of construct
is applicable for corporate culture as well.
Yu. D. Krasovsky defines corporate culture
as “a set of ideological constructs” [6] in-
cluding mission, strategy, rules of conduct,
client-oriented service. Obviously, the co-
herence/incoherence here means the ex-
tent to which corporate culture conforms
to employees’ expectations (to constructs,
to system of constructs). Incoherence trig-
gers changes in the employee system of
constructs. Developed corporate culture
("responsive’, “active”, "highly effective”) has
a chance to unlock employee labour po-
tential through improving and enhancing
the employee system of constructs on the
basis of organizing a positive feedback for
him/her. Thus, corporate culture is revealed
through employees' attitude towards it:

e positive attitude of the employees
means the highest level of corporate cul-
ture development, possibilities to enhance
labour potential;

e ambiguous (negative) attitude signi-
fies lower level of corporate culture, ab-
sence of the opportunities to enhance la-
bour potential.

To identify the degree of coherence
of corporate culture in the service sector
organizations and personnel attitude to-
wards it we have conducted the research.
The degree of coherence was measured at
a “sentiments” scale the characteristics of
which were formed by constructs. There
were interviewed 89 employees of services
sector organizations in Ekaterinburg. We
assessed the coherence as high and low. As
we can see from the Table 1, 38% of respon-
dents perceive corporate culture negative-
ly, the degree of coherence is low, hence
the labour potential is unlikely to have an
opportunity for development. 51% of the
interviewed have a positive attitude to cor-
porate culture, and point out a high degree
of coherence what enables us to conclude
that here corporate culture contributes to
the employee labour potential develop-
ment.

To specify the type of corporate culture
in the services sector organizations the
quality of a workplace was evaluated. 116
employees of the services sector organiza-
tions were interviewed. The results of the
poll are given in the Table 2.

The analysis of the obtained data re-
vealed a larger number of positive answers
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Ta6nuua 2 — PeaynbTaTbl OLIEHKU Ka4yecTBa paboyero Mecta paboTHUKaMM CEPBUCHbIX OpraHu3aLmnm
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Puc. 4. PacnpeaeneHue oLeHOK paboyero MecTa «0T3bIBYABOr0» TUIA KOPMOPaTUBHON KYALTYPbI

onpeaenseT KOPNOPaTUBHYIO KYNbTYPY Kak
Habop «MOEONOrMYECKNX KOHCTPYKTOBY [6]:
MWCCKA, CTpaTerus, npaBuna MoBeAeHus,
OpueHTauuA Ha KnueHTa. VI KoHeuHo, mo-
MEHT COrfacoBaHHOCTU WM Paccornaco-
BAHHOCTU 3aKMIOYAETCA B TOM, HAaCKONbKO
COOTBETCTBYeT KOpPMopaTuUBHaA KynbTypa
OpraHu3aumn OXuaaHuAM (KOHCTpYyKTaM,
KOHCTPYKTVBHbIM ~ cUCTeMaM)  PaboTHU-
KoB. PaccornacosaHue cnocobcTeyer u3-
MEHEeHUAM B KOHCTPYKTMBHON cucTeme
paboTHMKa. Y pa3BUTON KOPMNOpPaTUBHON
KynbTypbl  (<OT3bIBUMBOMY»,  «aKTUBHOMY,
«BbICOKOIQGEKTBHON») €CTb  BO3MOX-
HOCTb PaCKpbITUA TPYAOBOro MoTeHuMana
paboTHMKa NyTem pa3BuUTUA ero KOHCTPYK-
TWBHOWN CUCTEMbI, Ha OCHOBE NONTyYeHUsA UM
onbita  GOPMUPOBAHMA MONOXKUTENbHOM
obpaTHoii cBA3N. Takum obpa3om, Kopno-
paTuBHasA KynbTypa NpoABAETCA Yepes oT-
HOLLEHWe K Hell pabOTHUKOB:

© MO3UTMBHOE OTHOLUEHME — BbICLIMWIA
YypOBeHb Pa3BUTWA KOPMOPATUBHOMN Kyllb-
TYpbl, BO3MOXHOCTb Pa3BUTWA TPYAOBOro
noTteHyuana;

® HeOAHO3Ha4YHoe (HeraTMBHOE) OT-
HOLUEHMEe — HW3LWIA YPOBEHb, OTCYTCTBUE
BO3MOXHOCTW Pa3BUTWA TPYAOBOrO NOTEH-
umana.

[na onpegeneHna cTeneHu cornaco-
BAHHOCTN KOPMOPATUBHOWM KynbTypbl cep-
BUCHbIX OPraHM3aLnii N OTHOWEHNA K Hen
paboTHMKOB Hamm Oblo NpoBefeHo UC-
CnefoBaHMWe B3aMMOCBA3W KOPNOPaTUBHOMN
KYNbTYPbl 1 OTHOLLEHNA K Hell pabOTHUKOB.
YpoBeHb COrnacoBaHHOCTM M3MepsAeTCa
WKaNoW «HaCTPOEHMU», XapaKTepUCTUKN
KOTOpON (GOPMUPYIOT KOHCTPYKTbI. Bbino
onpoweHo 89 pabOTHUKOB CEPBUCHbBIX
opraHu3auwii EkatepuHbypra. CreneHb co-
rMacoBaHHOCTU HaMu onpefenanacb Kak
BbICOKaA 1 HU3KaA. Kak BUAHO 13 Tabn. 1,
38% ONpOLUEHHbIX BOCMPUHMAIOT KOPMo-
paTUBHYIO KynbTypy HeratmBHO, CTerneHb
COrnacoBaHHOCTU HU3KasA, COOTBETCTBEH-
HO, BO3MOXHOCTb Pa3BUTUA TPYJOBOro No-
TeHUMana Takxe Hu3Kan. 62% onpoLeHHbIX
BOCMPMHUMAIOT KOPMNOPATUBHYIO KyNbTypy
NO3WTUBHO, OHW OLIEHMBAIOT CTeMeHb CO-
rMacoBaHHOCTU KaK BbICOKYI0. 3TO AaeT Ham
NpaBo CKa3aTb, YTO KOPMOPATVBHAA Ky/b-
Typa CnocobCTBYeT Pa3BUTUIO TPYLOBOrO
noTeHuMana paboTHUKOB.

[na onpegeneHna TMnonoruy KOpnopa-
TWUBHOW KYNbTYPbl CEPBUCHBIX OPraHu13aLmnii
OLieHMBaNoOCb KayectBo pabouero Mecrta.
Boino onpoweHo 116 paboTHMKOB cep-
BUCHbIX OpraHu3aumii. Pesynbtatbl onpoca
npeAcTaBneHsbl B Tabn. 2.

AHanm3 nonyyeHHbIX pesynbTaTtoB Mo-
Kasan 6onbllee KOMMYECTBO MONOXKUTENb-
HbIX OLIEHOK MO BOMpOCaM, OTpaXatoLum



Table 2 — Results of the workplace evaluation by employees in the services sector organizations

z Number of choices, %
§ Questions g‘ § § P % %é_
5 | 1.Dolknow what s expected from me at work? 3 2 7 20 68
g 2.Do I have all necessary materials to perform my job competently? | 0 28 66
= | 3.Dolhavean opportunity at work to do what | can do the best? 8 12 20 29 31
4. For the last seven days have | met with approval for the compe- 2 1 1 )1 35
tently done work?
5.Do I have the feeling that my immediate supervisor or somebody
L 18 n 13 19 39
else at work takes care of me as an individual?
6. Do 'I have anybody at work who encourages my personal and ) 9 13 3 %
professional growth?
3 7.Do | have the feeling that colleagues value my opinion? 6 7 10 39 38
g 8. Do the company tasks/goals allow me to feel the importance of 6 9 u | 2 n
g | mywork?
(==
9.. Are my colleagues committed to do their job properly and 3 9 2 35 3
reliably?
10. Does anyone among my friends work in my organization? 55 10 6 9 20
11. For the last six month has anyone at work talked to me about % 15 8 3 38
my progress?
12. For the last year have | had any opportunities to get training 7 4 8 27 5
and grow professionally?

Fig. 3. Distribution of the answers to evaluate working conditions in “reactive” type of corporate culture
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Fig. 4. Distribution of the answers to evaluate working conditions

in “responsive” type of corporate culture
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received during the interview and signify-
ing the “responsive” type of corporate cul-
ture:

© 88% of respondents understand what
is expected from them at work;

0 94% of the interviewees have mate-
rials and equipment needed for adequate
performance of their duties;

© 60% of employees believe that work-
ing conditions in their organizations favour
competent performance of the work (Fig-
ure 3).

To the questions related to the “respon-
sive” type of corporate culture the number
of given negative responses is larger than
the number of negative answers related to
the questions characterizing “reactive” cor-
porate culture:

¢ 30% of respondents are not praised
for good work;

® 29% of respondents do not feel being
interested in as a personalities;

® 30% of respondents do not feel being
encouraged to grow professionally;

© 65% of respondents do not develop
friendships at work;

© 41% of respondents have not had any
kind of interviews about their professional
growth for the last six months (Figure 4).

As we can see from the survey results,
in the services sector organizations there is
observed a trend of transition from the “re-
active” corporate culture to the “responsive”
corporate culture. This means that the cur-
rent situation does not much contribute to
the development of the employee labour
potential. The survey witnesses that com-
panies’ management is interested in the
employees, and personnel generally tend
to feel their value for the organization, but,
unfortunately, all this often appears to be
just aformal side. In addition, there is a wor-
rying sign that 65% of the interviewed do
not have friendships at work, and to certain
extent this evidences that “reactive” corpo-
rate culture predominates in the services
sector organizations of Ekaterinburg. Poor
quality of service in hospitality industry
of Ekaterinburg proves that it heavily de-
pends on the type of corporate culture. For
this reason the owners and managers of the
companies operating in the services sector
should pay serious attention not only to
organizing workplace and providing neces-
sary equipment and materials, but also take
care of corporate culture so as to shape cor-
porate values and form desirable behaviour
of their personnel. m
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cofiepxaHune «pearmpylowero» Tna Kop-
NopaTUBHO KynbTypbl (puc. 3):

© 88% ONpPOLUEHHbIX MOHUMAIOT, 4TO OT
HUX OXWMJaeTcA Ha paboTe;

© 94% nmeloT 060pyROBaHNE 1 MaTepy-
anbl, cnocobCTByoWMe NPaBUIbHOMY Bbl-
MONHEHMIO PaboTbl;

© 60% cuMTaloT, YTO YCII0BUA OpraHu3a-
LMK cnocobCTBYIOT KaueCTBEHHOMY BbIMOS-
HEHWUIO NX 06A3aHHOCTEN.

Mo Bonpocam, KacaloWmMmcA coaep-
XaHWA  «OT3bIBUMBOrO» TUMa Kopropa-
TUBHOW KY/bTypbl, KOAMYECTBO OTBETOB
C OTpuvUaTenbHbIM 3HaueHVeM 6osblue,
yem OTpULaTENbHbIX OTBETOB Ha BOMPOCHI,
XapakTepusyiolwme «pearvipyowminy - Tun
KOpnopaTUBHOM KynbTypbl (pyc. 4):

¢ 30% He nonyyaioT 6narogapHoOCTb U
0f06peHMe 3a XOPOLLO BbIMOJHEHHYIO Pa-
6orty;

0 29% He OLLYLLAIOT 3aMHTEPeCOBAHHO-
€T B cebe Kak B IMYHOCTY;

© 30% He 4yyBCTBYIOT NOOLYPEHNA NPO-
deccroHanbHOro pocTa;

© 65% He NMEIOT JPYXKECKNX NPUBA3aH-
HOCTel Ha paboTe;

© 41% onpoLueHHbIX He yyacTBoBan B
6ecepe 0 cBoeM mporpecce 3a nocnegHue
6 mecALeB.

AHanusnpysa nonyyeHHble pe3ynbrathl,
MOXHO CAenatb BbliBOA O npeobnagaHuu
B CEPBUCHbIX OpraHM3auMax TeHAeHUun
nepexoda OT «pearupylowen» Kopnopa-
TUBHOW KyNbTYpbl K «OT3bIBUMBOIY», YTO He
B MONHON Mepe CrnocobCTBYeT pPa3BUTUIO
TpyLoBOro noteHunana pabotHukos. W3
onpoca cnefyeT, YTo PyKOBOACTBO MHTepe-
cyeTca cBovMM paboTHUKaMW, @ paboTHUKN
UYBCTBYIOT CBOIO 3HAUYMMOCTb, HO Mbl MO-
Xem npegnonaraTb, YTO 3TO HOCUT OTHYACTH
dopmanbHbIli  xapakTep. Hactopaxusaer,
yto y 65% ONPOLIEHHbIX HET APYXKECKNX
npuBA3aHHoOCTeln Ha paboTe, BO3MOXHO,
3TO FOBOPWUT O TOM, YTO BCe-Taku MPOAB-
NeHne «pearupylowero» Tuna Kopnopa-
TUBHON KynbTypbl Npeobnagaet. Huskuii
YpOBeHb CepBUCa Ha NPeANPUATUAX rocTe-
npumumcTsa 1. EkatepuHbypra aemoHcTpu-
pyeT 3aBUCUMOCTb €ro COCTOAHUA OT TUNa
KOpPMNOpaTMBHON KynbTypbl. Mo3ToMy co6-
CTBEHHUKaM 1 PyKOBOAWUTENAM CEPBUCHBIX
opraHu3aumii HeobxoaMMo 3a60TUTbCA He
TONbKO O MaTepuanbHOW COCTaBAAILLEN
KauecTBa, HO TaKXe YAenATb BHWMaHue
KOprnopaTuMBHOWM  KynbType,  dopmupys
LIEHHOCTY 1 XenaTefbHbI TN NoBefeHuna
nepcoHana. |



