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Abstract: Infroduction. The novelty of the research lies in the study of organizational culture in con-
nection with the core values and the organization of personnel activities that is appropriate in the
current context of economic development and growth. The model of “competing values” is used,
which makes it possible to determine the orientation of organizational culture in two main dimensions,
each of which is located between two contrary positions: 1) freedom of activity, dynamism/control,
stability; 2) external focus, differentiation/internal focus, integration. Methods. The study involved em-
ployees of a regional company engaged in consulting and processing applications, 90 people aged
19 to 51 years. The authors used the following methods: Organizational Culture Analyze Instrument
by K. Cameron and R. Quinn; the Value Survey Module by G. Hofstede; personal values acmeologi-
cal test by A. V. Kaptsov. Multiple regression analysis was used to establish predictors of the types of
organizational culture appropriate for the current context of economic development. Results. Based
on the analysis results of the actual organizational culture profile in a regional company, a shift in
emphasis towards stability, order and control with a predominance of market culture with a slight
excess of the hierarchical one has been established. The clan organizational culture was preferred by
the company's employees, which is explained by the resistance of social individuals to the declared
values of consumer culture and the need for group solidarity and social support. Predictors of market—
type organizational culture are cultural values: a long distance of power, individualism, masculinity,
enjoyment of life and personal values of the family; adhocratic type — cultural values that actualize
subjective control in innovative achievements. Discussion. The conclusion is formulated that despite
entering market relations, management in modern regional organizations continues to rely on the
principles of control and stability — the basis of the old Soviet period management system with an
overwhelming preference for support and care from the leadership.

Keywords: modern regional companies, management, organizational culture, hierarchy, market
relations, clannishness, adhocracy, cultural values, collectivism, individualism

Highlights:
» The profile of the actual organizational culture of a modern regional company is shifted towards
stability, order and control in the segment of the market and hierarchical forms of organization.
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» The profile of the preferred organizational culture of a modern regional company focuses on
the quadrant of a clan organization focused on integration and assistance, social support and
assistance.

» In the current context of economic development and growth, the value predictors of the
market-type organization of a regional company are the values of individualistic orientation and
the adhocratic type - the values of subject control.

For citation: Khotinets, V. Yu., Kozhevnikova, O. V., & Baranova, N. A. (2022). Congruence of the real and
favored organizational culture of a modern regional company: Value predictors. Russian Psychological
Journal, 19(3), 232-245. https://doi.org/10.21702/rpj.2022.3.15

Introduction

Changes in the general paradigm in the Russian economy require a transition from an ad-
ministrative and command management format to a market one, which, in turn, stimulates the
orientation of enterprises to the introduction of innovative development models. Despite the
more than a thirty-year history of reforms aimed at supporting the innovative economy, the pace,
and results of transformations in the economic sphere are unsatisfactory (Saralieva & Zaharova,
2017). Along with the difficulties of legal and technological nature, a psychological component
associated with the organization of professional activity of personnel is highlighted, which at
least ensures the development of innovative processes (Mihajlova, 2021; Savchenko & Shkurenko,
2020; Salvato, 2009).

One of the functions of organizational culture is coordination, which focuses on the internal
integration of personnel and the formation of professional behaviour models in accordance with
core values (Buschgens et al.,, 2013; Schwartz & Cieciuch, 2021; Herbst & Houmanfar, 2009). A
sufficiently strong and developed organizational culture is the support of cohesion in understand-
ing significant problems, ensuring continuity, coordination, and prevention of conflicts within the
organization, which have a great impact on the attitude of employees to work, their professional
motivation with a sense of stability and loyalty on the part of management (Lizbetinova et al., 2016).

In the concept of Cameron & Quinn (2011), the whole variety of indicators of the effective-
ness of the organization's activities is reduced to two main dimensions (vectors): 1) flexibility
and discreteness as opposed to stability and control, 2) external orientation, differentiation and
rivalry as opposed to internal orientation, integration and unity. The quadrants formed by the
indicated vectors correspond to the following types of organizational culture: clan culture, built
on maintaining relationships within the organization, a high level of cohesion, orientation to the
individual development of employees; adhocracy culture, characteristic of dynamically developing
organizations, ready for risk, change and new challenges; market culture, typical for organizations
focused on achieving results and competition, following the rules of a market economy; hierar-
chical culture, characterized by a formalized and structured work environment in which formal
rules are the consolidating element.

According to Zhang et al. (2008), it is pointless to study the effectiveness of these four types
separately since each of them has its advantages that may be “beneficial” for the enterprise at a
concrete stage of its development (Szamely, 2020). Organizational culture should be considered
as an integral structure where cultural types exert their influence synergistically. According to
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Hakh et al. (2014), many organizations currently recognize that the only way to find a radical
approach to solving the company’s current problems is to change the existing organizational
culture. Indeed, it is quite difficult to reorient a person to the desired organizational culture, but
if there is a strategy for the transition to a more adaptive form of culture, the effectiveness of
the organization will increase (Groshev & He, 2020; Sulejmankadieva & Lisina, 2021; Trushkina &
Rinkevich, 2020; Jovanoska et al., 2020).

Understanding the importance of organizational culture encourages the organization to search
for the most suitable type of it for survival in the modern business environment. Following the
idea of balancing organizational culture, the ideal cultural profile would be a combination of all
four types proposed by Cameron & Quinn (2011). However, having an ideal cultural profile does
not guarantee that the organization will become more effective. By wanting to make changes in
organizational culture, companies hope to find a new paradigm based on values that can sup-
port their current activities (Anderson et al., 2010).

In practice, the most effective way to optimize the organized activities of any company is to
coordinate cultural (national) (Lebedeva et al.,, 2020; Dartey-Baah, 2011; Hofstede et al,, 2010),
individual (Herbst & Houmanfar, 2009) and organizational values (Khotinets, 2016; Khotinets &
Kozhevnikova, 2017b), the means of achieving effective personnel organization is the establish-
ment of predictive criteria of organizational culture (Leonova & Sultanova, 2018). Thus, the most
promising direction in the study of the organizational culture of modern companies is the study
of the connections of core values as ways to solve the problems of regulating human activity
with the organization of personnel activities that is appropriate in current conditions of economic
development and growth.

The purpose of the study is to establish value predictors of the types of organizational culture
of a regional company that are appropriate in the current context of a market economy.

Methods

Sample group

The study involved employees of a regional company of the Udmurt Republic engaged in consulting
and processing requests through voice communication channels, online chat mode and mail requests
in the interests of the organization (call center), a total of 90 people, of whom: 23 men and 67 women
(26 % and 74 % of the sample, respectively) aged from 19 to 51 years (M = 28 years).

Techniques

The Organizational Culture Assessment Instrument (OCAI) proposed by Cameron and Quinn
(2001) was used to assess organizational culture. The questionnaire consists of six parts, each
represented by four statements describing any characteristics of the organization's activities. The
respondent needs to distribute 100 points twice between these alternatives to describe the current
state of the organization ("now”) and the preferred development option of this organization, for
example, in the next five years, to succeed ("preferably”): A — clan culture; B — adhocracy culture;
C — market culture; D — hierarchical culture.

The fourth version of The Values Survey Module (VSM-13 version), developed by Hofstede &
Minkov (2013), was used to measure cultural values. It includes six “cultural meters” that deter-
mine the quantitative characteristics of cultures (Hofstede, 2014): ‘power distance index’ (PDI),
‘individualism/collectivism’ (IDV), ‘uncertainty avoidance index’ (UAI), ‘masculinity/femininity’ (MAS),
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'long-term/short-term orientation’ (LTO) and ‘self-indulgence/restraint index’ (IVR). These meters
are rated on a scale from 1 to 5. For the purposes of our study, individual indicators were needed
for each of the six scales, which were calculated according to the algorithm proposed by Tatarko
& Lebedeva (2011).

The personal values acmeological test by A. V. Kaptsov (2015) (the author’s version of ANL
4.6) was used to measure personal values. The methodology contains 49 statements, which the
respondent evaluates on an 8-point scale. The results of processing are presented in the form
of two groups of basic scales: life values (professional life, education and training, family life, so-
cial life, hobbies), personal values (others (sociality), spiritual satisfaction, creativity, vital activity,
achievements, traditions, material wellness, self (individuality)).

Methodology

To divide the selection into subgroups based on satisfaction and dissatisfaction with the type
of culture existing in the organization, a cluster analysis was carried out through the k-means
method using the coefficient of divergence between the estimates of existing and preferred
cultures calculated by us as a criterion variable.

Using the Mann-Whitney U-test, data analysis was carried out to identify significant differences
between the selected subgroups according to the analyzed indicators. Hypothesis H7 about the
difference in samples by the indicators severity level was tested first. Otherwise, hypothesis HO
was accepted — about the absence of differences between the desired indicators.

Multiple regression analysis (Linear regression, Backward (reverse step-by-step method)) was
used to establish value predictors of favored types of organizational culture. Dependent variables
were the types of market and adhocratic organizational culture favored in modern management,
and cultural and personal values were independent. Hypothesis H1 was tested about the pres-
ence of a connection between a "dependent” variable and a set of “independent” variables. In the
opposite version, hypothesis HO was accepted — about the absence of the desired connections.
In the course of explaining the data, the following values were taken into account: R (multiple
regression coefficient), R? (multiple determination coefficient), Fisher's F-test and its p-significance
level (p < 0.05). Data processing was carried out using the SPSS 22.0 for Windows program.

Results

At the first stage of the study, in order to analyze the measure of divergence between real
and preferred types of organizational culture, an additional coefficient was introduced. It was
calculated by the following formula:

C divergence = (|CCC — CCP| + |ACC - ACP| + [MCC — MCP| + |[HCC - HCPJ) / 4,

where: CCC — clan culture current; CCP — clan culture preferred; ACC — adhocracy culture current;
ACP — adhocracy culture preferred; MCC — market culture current; MCP — market culture preferred;
HCC - hierarchy culture current; HCP — hierarchy culture preferred.

This coefficient shows the degree of divergence between an employee's assessments of the
existing and preferred type of cultures. It allows one to make assumptions about the degree of
employees’ satisfaction with the current type of leadership, performance criteria, communication
rules, standard of behavior.
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For example, employee X evaluates current and preferred cultures’ types in the following way:
C divergence = (|56.50 — 56.67| + |[11.67 — 10.00| + |13.33 - 13.33| + |18.50 — 20.00|) / 4 = 0.83.
Another employee Y made the assessment differently, in particular:

C divergence = (|11.67 — 39.17| + |0.83 — 12.50| + |2.50 — 32.50| + |85.00 — 15.83|) / 4 = 34.58.

That is, employee X demonstrates a greater degree of satisfaction with the existing man-
agement culture in their organization, relationships in the team and with leader personnel,
a work evaluation system and behavior rules. On the contrary, employee Y is extremely dis-
satisfied with the current type of culture: it seems to them that the group cohesion and the
possibility of creative expression are insufficient; the tension is caused by strictly regulated
procedures for operational activities and formalism of relations; the management team's focus
on internal control.

The conducted analysis led to the need to divide the sample into two subgroups: those who
are satisfied and those who are not satisfied with a current type of culture in the organization.
For this purpose, the procedure for cluster analysis of indicators was carried out according
to the criterion of the calculated divergence coefficient. As a result, two clusters of company
employees were identified: “satisfied” (n = 67, final center of the cluster = 5.44) and "unsatis-
fied” (n = 23, final center of the cluster = 19.15) with the current type of organizational culture.

For significant differences identification in other analyzed indicators in the selected sub-
groups, data analysis was conducted using the Mann-Whitney U-test. The results of the analysis
revealed significant differences in the following indicators: ‘clan culture current’ (p < 0.001),
‘adhocracy culture current’ (p < 0.001), ‘market culture current’ (p < 0.05), 'hierarchy culture
current’ (p £ 0.001), ‘clan culture preferred’ (p < 0.001), ‘adhocracy culture preferred’ (p < 0.001),
‘market culture preferred’ (p < 0.05), 'hierarchy culture preferred’ (p < 0.001), ‘area of society’
(p £ 0.05). Overall, the main differences are primarily related to the indicators of current and
preferred types of organizational culture. Consequently, the samples formed based on the
results of cluster analysis can be considered homogeneous in terms of personal and cultural
values.

To solve the first empirical problem, the “competing values framework” model developed
by K. Cameron and R. Quinn was used. The constructed diagram (Fig. 1) shows the profiles of
the current and preferred types of organizational culture based on the entire selection.

The analysis of organizational culture profiles by employees of selected groups according to
the criterion of ‘satisfaction’ and 'dissatisfaction’ with the current type of culture in the organiza-
tion is of no less interest (Fig. 2, 3).

The ideal model for optimal management of an organization in the modern socio-economic
and cultural-historical context of the development of Russian society is the hypothetic model
(Fig. 4). There, the profiles of current and preferred types of organizational culture almost
coincide.
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Figure 1

Organizational culture profile (n = 90)

Note (here and elsewhere): A1/A2 - clan culture (current/'preferred’), B1/B2 — adhocracy culture (‘current/’preferred’),
C1/C2 — market culture (‘current/preferred’), D1/D2 — hierarchy culture (‘current/preferred’).

Figure 2

Organizational culture profile of a group of employees (n = 67) safisfied with current organizational
culture type
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Figure 3

Organizational culture profile of a group of employees (n = 23) dissatisfied with current organizational
culture type

Figure 4

Hypothetic organizational culture model
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At the next stage of the study, to solve the second problem, multiple regression analysis was
used. There, the dependent variables were market (Table 1) and adhocracy (Table 2) organizational
culture types that are viable from the standpoint of the modern economy, and the independent
variables were cultural and personal values.

Table 1

Results of multiple regression analysis: coefficients of independent variables of the final model
(dependent variable - preference for market type of organizational culture)

Independent variables in the model B St. error B t P
Power distance (PDI) 3.652 1.500 0.248 2.434 0.017
Individualism / collectivism (IDV) 3.809 1.502 0.268 2.535 0.013
Masculinity / femininity (MAS) 3.804 1.518 0.265 2.506 0.014
Self-indulgence / restraint index (IVR) 4,076 1.505 0.270 2.707 0.008
Sphere of family life (SFL) -0.694 0.254 -0.281 -2.737 0.008
Constant -21.426 11.198 -1.913 0.059

R?2=0.198, F =4.135, p = 0.002.

Therefore, the resulting model describes 19.8 % of the sample (R? is 0.198). The model is sig-
nificant with an F coefficient of 4.13 at a significance level of 0.002. According to the results of
the analysis, it became possible to construct a regression equation that reflects the predictors of
preference for the market type of organizational culture:
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Preference for market type of organizational culture prediction) = 3.652 * PDI + 3.809 * IDV +
3.804 * MAS + 4.076 * IVR — 0.694 * SFL — 21.426

Notes: PDI — distance of power; IDV — individualism; MAS — masculinity; IVR — Self-indulgence /
restraint; SFL — sphere of family life.

Table 2

Results of multiple regression analysis: coefficients of independent variables of the final model
(dependent variable — preference for adhocratic type of organizational culture)

Independent variables in the model B St. error B t p
Self-indulgence / restraint index (IVR) -3.320 1.523 -0.226  -2.181 0.032
Constant 30.242 5.026 6.415 0

R?2=0.051, F=4.755 p =0.032.

The resulting model describes 5.1 % of the sample (R? is 0.051). The model is significant with
an F coefficient of 4.75 at a significance level of 0.032. As a result, a regression equation was
constructed marking the predictors of preference for the adhocracy type of organizational culture:

Preference for the adhocratic type of organizational culture (prediction) = -3.320 * IVR + 30.242
Note: IVR — Self-indulgence / restraint.

Discussion

According to the analysis of the profile of the current and preferred types of organizational
culture in the entire sample (Fig. 1), it was revealed that in the studied organization there is no
absolute predominant type of culture. A large profile area describing the ‘current’ situation is
located at the bottom of the diagram in the stability and control segment with a predominance
of a quadrant with a current market culture with a slight excess in a hierarchy culture. We dare
to state that the insufficient readiness of the Russian society, economy and production for the
transition to market relations three decades ago is still reflected in the formation of a modern
market economy. It is characterized by the intentions to maintain stability and control of the
economy with the classic attributes of bureaucracy.

In the "preferred’ situation, the shift of the diagram towards the clan type of culture is fixed on
the background of a decrease in the area of the hierarchy culture, but with the preservation of
internal control and integration. Notice that clan-type forms are clearly imbued with values, goals,
cohesion, and social support, shared by all (Cameron & Quinn, 2001, pp. 73-76). It is well-known
that the foundation of Russian culture is the values of collectivism with the provision of group
solidarity, socially responsible behavior with group support (Vyatkin et al., 2022). The values of
individualism with predominance over the needs of other people, cultivated at the present stage
of development of Russian society. It causes a resistance characterized by nostalgia for the past
Soviet era.
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Comparing the obtained profiles of current and preferred types of organizational culture in the
‘'satisfied’ (Fig. 2) and ‘dissatisfied’ (Fig. 3) groups with current organizational culture, one can draw
several conclusions. In the ‘satisfied’ group, the organizational culture profile predictably does not
reflect the difference between existing and desired types of culture. It is predominantly located
in the integration and internal control segment. The profile of ‘unsatisfied’ with an organizational
culture (Fig. 3) is located in polar opposite parts of the diagram. If the current organizational
culture for them is hierarchy, then they select ‘clan’ culture as a preferred one. It is considered
that the shift in emphasis to the ‘clan’ quadrant is ensured by increased support for employees
and their involvement in business, psychological climate improvement in an organizational group
with concern for its members (Cameron & Quinn, 2001, pp. 127-128).

Without a real opportunity to radically rebuild system of established patterns of interaction
between employees and an employer, leader personnel can focus on changing system of em-
ployees’ ideas about the types of organizational culture. The ideas ensure an increase in the ef-
ficiency of organization's functioning in the context of economic development and growth. Let
us consider what cultural and personal values were the predictors of two economically viable
types of market and adhocracy organizational culture in the modern conditions.

According to the results of multiple regression analysis, it was found that the predictors of the
market type of organizational culture preferred in the modern conditions of economic develop-
ment of society are values at the individual cultural level: a large distance of power, individualism,
masculinity, indulgence in desires and values of family life. We agree that the market organiza-
tional culture is based on an unequal distribution of power between an owner of a company and
its employees, who are competitive with autonomy and independence from others, responsible
only for themselves with the right to privacy in the free satisfaction of basic human needs.

The predictors of the reality of the adhocracy type of organizational culture preferred in mod-
ern socio-cultural conditions include the cultural values of restraint. Innovative activity, which
ensures a qualitative increase in the efficiency of processes and results demanded by market,
requires high competence and cognitive abilities from a subject of professional activity. Thereby
the activity limit them in satisfying hedonistic needs, obtaining life's enjoyments and pleasures.

Conclusion

Based on the analysis of the profile of the current organizational culture of the regional
company, the shift in emphasis was established towards stability, order, and control, with a pre-
dominance of the market culture, and with a slight excess of the hierarchy culture. The obtained
data are explained by the specific conditions for the development of a market economy with
classical attributes of bureaucracy. It is made in accordance with the data obtained earlier in the
study of the contingence of organizational logic as a legitimizing principle of institutionalized
relations of power with the values of national culture with the participation of various organiza-
tions of the Udmurt Republic (Khotinets & Kozhevnikova, 2017b). The clan organizational culture
was preferred. It is explained by the resistance of social individuals to the entrusted values of
the culture of consumption and the need for group solidarity and social support. It is confirmed
by the study of organizational logic in the regional context (Khotinets & Kozhevnikova, 2017a).

The obtained results showed that employees' ideas about current and preferred types of or-
ganizational culture in the company diverge significantly. This is especially clearly observed when
analyzing the profile of the organizational culture of employees dissatisfied with management

241



Khotinets, Kozhevnikova, Baranova
Congruence of the Real and Favored Organizational Culture of a Modern Regional Company...
RussiAN PsycHoOLOGicAL JOURNAL, Vol. 19, No. 3, 232-245. doi: 10.21702/rpj.2022.3.15

SOCIAL PSYCHOLOGY

style and communication system approved in the company. If the current organizational culture
for them is hierarchy, then they select ‘clan’ culture as a preferred one.

According to multiple regression analysis, it was found that the predictors of the market type
of organizational culture, which is viable in the current conditions of economic development
and growth, are values at the individual cultural level: a large distance of power, individualism,
masculinity, indulgence in desires and values of family life. The predictors of the adhocracy type
of organizational culture include cultural values that actualize innovative achievements with high
subjective control, opposing hedonistic needs and enjoyment of life.

The obtained results are of practical importance for achieving the organizational effective-
ness of personnel of regional companies in the modern economic conditions. Harmonized core
and organizational values have a predictive ability in relation to the organizational culture that
is most appropriate in the specific conditions of economic development. The limitations of the
study extend to the choice of: 1) methodological tools, in particular, the use of a framework of
values of organizational culture, represented by only two dimensions of effectiveness; 2) building
groups strategies (sampling) that involve a real group of employees of the regional call center.
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