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Ky3unenosa O.B.
IIpobsieMa KOHTPKYJIbTYP B COBPEMEHHBIX OPraHU3ANMAX

B cmamve  npoananuzupoeana  npobaemamuxa  eHomena
«OP2aHU3AYUOHHAS KOHMPKYILbIYPA», KOMOPAsl 6KI0Yaem 8 ceds 60npochl
onpeoenenusi 0aHHO20 (heHOMeHA, e20 POl 8 COBPEMEHHBIX OP2aAHUZAYUSIX,
cocywecmeoganue KOHMPKYIbmMypvl U obOwel Kyibmypul. B cmamve
8blOenenbl  (akmopwl, GIUAOWUEe HA NOSAGIEHUe KOHMPKYIbMYp 8
opeanuzayuu. Imo maxue haxmopuvl Kax coOCmMosHUe Op2aHu3ayul, Cmuib
PYKOBOOCMEA, UHUYUAMUBA PYKOBOOCMEBA, CMeENneHb JOAIbHOCMU U
NPUBEPIHCEHHOCMU K OpP2aAHU3AYUU, JTUYHOCMHBIU (akmop u ciusaHue
opeaHu3ayuil.

Knioueswvie cnosa: opeanuzayuonnas Kyibmypa, opeaHu3ayuUoOHHAs
KOHMPKYIbMypa, COCYU,eCcmeos8anue KOHMpKyIbmypsl U 0owell Kyivmypol,
G axmopul noseneHUss KOHMPKYAbMYP, KYJAbMYPHAS CO2NACO8AHHOCHb.

Hauunas ¢ 80 rr. 20 Beka U3BECTHBIE TCOPETUKM MEHEIKMEHTA U
opranuzanuonnble ncuxonoru J.1llein, JI.Cmupuny, I'.XoBumrene u ap.
oco00e BHHMAHHUE CTAIU YACNSTh OPraHU3ALMOHHON KyJbType, KOoTopas
cTaja «PEeBOJIIOIMOHHBIM MIPOPHIBOM B TEOPHUHU OpraHU3aIUi». ITO CBSI3aHO
C TeM, YTO [JIaHHBbIK (PEHOMEH SBISAETCS MOUIHBIM HHCTPYMEHTOM
BO3JICHCTBUS Ha TMOBEJEHUE MEpPCOHANAa U UrPAET CYIIECTBEHHYIO POJb B
noBbIieHUH 3G (PEKTUBHOCTU opraHu3anuu. Ha cerogusmHuii J1eHb B
3apyOeKHOM  TCHUXOJIOTMHM  CYHIECTBYIOT  pa3pa0OTaHHBIE  TEOPHH,
KOHLIENIMM M TMOAXOAbl K HW3YUYEHHUIO OPraHU3alMOHHON KYJbTYPBI
[1,6,10,15]. B Poccum untepec Kk JaHHOM Teme mosBuica B 90 IT. B CBA3U C
U3MEHEHUEM  COLMAJIbHO-DKOHOMHUYECKOW CUTyalud B CTpaHe U
MOSIBJICHUEM OOJBIIOT0 KOJUYECTBA MPEINPHUATHNA MaJIOr0 U CPEIHETO
Ou3Heca, KOTOpbIe 3auHTEPECOBaHbl B A((PEKTUBHOM (PYyHKITMOHUPOBAHUH
Ha pbiHKe. [ToaTOMy Bompock! hopMupoBanusi, MOIAEPKaHUS U U3MEHEHUS
OpPraHM3alMOHHOM KYJIBTYpPbl CTAHOBATCS aKTyaJlbHbIMM Uil Poccnn. B
MOCJIeIHEE BpEeMsI B POCCUUCKOM TICUXOJIOTMU TMOSBHIIUCH OTEJIbHbBIC
MHTEPECHbIC TEOPETUUECKUE, SIMITUPUUECKUE U MIPUKIIAIHBIE UCCIEAOBAHUS
stoii Tembl (AkxcenoBckas JI.H., JlmmatroB A.C., 3amkoBckuii A.H.,
Baxun A.A. u 1p.) [1, 2, 6,4] .

Ho, HecMOTpsi Ha JOCTAaTOYHYIO pPa3padOTaHHOCTh TEMbI, Ha Halll
B3IJISAJI, CYIIECTBYET HECKOJBKO YMPOUIEHHBIX TMpeACTaBIeHU 00
OpraHU3alUOHHON KYJIBTYpE, OJJHUM U3 KOTOPBIX SIBJSIETCS €€ MOHUMaHUE
KaK MOHOJIUTHOTO (peHoMeHa. M, XOTS MHOrMe ICUXOJOTH MPU3HAIOT
NOJIUKYJBTYPHOCTh TPEANPUATUA W (HUPM, OHM TPAAUIIMOHHO OOJBIIE



AaKLCHTUPYIOT BHUMAaHUE Ha JOMMUHUpYIOLIEH KyinbType. Ha camom nene
ar00asi opraHuzanusi COCTOMT W3 PA3JMYHBIX 3aKPBITBIX M OTKPBITHIX,
U30JMPOBAHHBIX W B3aUMOJACHCTBYIOIIMX, MHOTAQ KOH(MIUKTYIOLIUX
CyOKyJIbTyp, Cpeld KOTOPBIX 0CO00€ MECTO 3aHHMAET KOHTPKYJbTYpa.
OtoMy (EeHOMEHY JI0 CHX MOp YIENsIeTCsl HEI0CTaATOYHO BHUMAHMS, KaK B
pOCCHIICKOM, TaKk U B 3apyOeKHOM MCUXOJOTUH, XOTsI, Ha HAIl B3I, OH
UTpaeT BAXHYIO POJb HE TOJBKO B 3()(PEKTUBHOCTH, HO U B CTAOWUILHOM
CyLIECTBOBAHMM  CaMOM  OpraHU3alyH. 3HaHWEe  OCOOEHHOCTEM
KOHTPKYJBTYpP, UX (PYHKIMI U (aKTOPOB, BIMSIONIUX HA MX MOSBICHUE,
JACT BO3MOYKHOCTb PYKOBOJUTENSM HCHOJb30BaTh KOHTPKYJIBTYPHl Ha
0J1aro opraHu3aluu.

B opraHn3anuoHHOM IICMXOJOTHHM KpaWHE MaJl0 MCCIEIOBAHUN
KOHTPKYJIBTYP, YTO OOBSICHSIETCS HEIOCTaTOUYHOCTBHIO TEOPETUYECKUX U
AMITUPUUYECKUX UCCJIeI0BAHUM OpraHU3alMOHHBIX CyOKyJIbTYp,
TPYJHOCTSIMU B MX OpraHU3allid, HE pa3pabdOTaHHOCTHIO METOAMYECKOTrO
UHCTPYMEHTApUsi M CJIOXXHOCTBIO CaMOro IMpeAMeTa HCCIeAOBaHUS.
Hekotopble ydeHble CUMTAIOT, YTO KOHTPKYJbTYPHl B O0OILECTBE H, B
OpraHu3alii B YaCTHOCTH, BCTPEUAIOTCS HE TaK YacTO M CYIECTBYIOT HE
CTOJIb JUIMTENbHOE Bpems. l3ydeHwe HHAYCTpHAIBbHBIX KOHQIUKTOB,
KOTOpPbIE MOTYT MOPOJUTH JaHHBIA (DEHOMEH, MOKa3ajih, YTO Ha CaMOM
JieNie  TIPOTUBOCTOSTHUE paboYMxX HE TaK BEJIMKO, KaK OXHIAIoCh, U
BO3HUKAIOUIME KOHTPKYJIBTYPbl CYIIECTBYIOT HE JIOJT0 M BOBJIEKAIOT
HEOONIbIIOE KOJMYECTBO CTOPOHHUKOB. MccienoBaHusi MOJIOIEAKHOTO
IBwkeHus B 70-e TIT., BBIIBWJIIN, 4YTO TOJBKO 15 % mocinemoBaTenc
JBIKEHUS OTHOCWIHCH K KOHTpKyJIbType [13] . BepositHo, 3TO
00CTOSITENTLCTBO TaKKe MEIIAET AKTUBHOMY M3YUYEHHUIO TaHHOTO (heHOMEHa
B MOJEBbIX YychnoBusix. Ho, HecMOTps Ha TO, 4YTO KOHTPKYJBTYpbI
CYILIECTBYIOT HE JIOJIT0, OHU MOTYT OKa3aTh pa3pyLIUTEIbHOE BO3/IECUCTBHUE
Ha OpPraHu3alHrIo, YTO €UIe pa3 MOJYEPKUBAET HEOOXOJIMMOCTh M3YUYECHHS
3TOrO0 (hDeHOMEHA.

CymiecTByolIIMe UCCIEI0OBAHUS Yallle BCErO TOJbKO KOHCTATUPYIOT
caM (akT HAJIMYUsI KOHTPKYJIBTYp B OpraHU3allid U OCHOBAHbI HA aHAJIM3E
JUTEpaTypbl U KOHKpPETHBIX ciiydaeB [12,13,14,15]. Unorna ananu3upyercs
UX POJIb B PAa3BUTHUU OPraHU3alMH, HW3MEHEHHH OPraHU3allMOHHOU
KyJbTYpbl M BBEJACHUM HEKOTOPBIX AJIEMEHTOB HOBATOPCKOro miana. K
COXKQJICHUIO, TMPAKTUYECKHM HET JaHHbIX O MEXaHU3MaX BIMSHUS
OpPraHU3aLMOHHBIX KOHTPKYJBTYp Ha OPraHU3allMOHHOE pa3BUTHE, 00 HX
CYIIHOCTH M JINYHOCTHBIX OCOOEHHOCTEN X YJICHOB.

AHanmu3 paboT 3apyOeKHBIX U POCCHUMCKUX TICUXOJIOTOB MO3BOJISET
HaM BBIJICTIUTh CIEIYIOIIHE MPOOJIEMBbI:

1. [Tpobnema ompeneneHusi KOHTPKYJIbTYP B OpraHU3allMOHHOMN
MICUXOJIOTUH.

2. Ponb KOHTPKYJIBTYp B pa3BUTUU OpraHU3aLIUU.



3. @daxTopbl, BIUAIOIIAE HAa TOSBICHUS KOHTPKYJbTYD B
OpraHM3aLHu.

4. CocyiiecTBoBaHHE OOIIEH OpraHU3allMOHHON KyJIbTYPhl H
KOHTPKYJIbTYPBHI.

B opranuzannoHHy0 NCUXOJOTHI0 TEPMUH KOHTPKYJIbTYpa MPUILIEI
U3 COBPEMEHHOM KYJbTYpPOJIOTH U COLIMOJIOTHHU, T/I€ OH UCIIOJIb3YETCS 1JIs

0003HaueHus COLMOKYJIbTYPHBIX YCTaHOBOK, IIPOTUBOCTOSIIUX
byHIaMEHTAIbHBIM ~ TPUHIIMIIAM, TOCHOJICTBYIOIIMM B  KOHKPETHOM
KYJIBTYpE.

TepMuH KOHTPKYJIbTYpa MOSBWICS B 3amafgHou iureparype B 60 rr.
U TPUHAUISKUT comuonory T.Po33aky, KOTOpbI mombITancs oObeAUHUTD
pa3lIuuHbIE TyXOBHBIC BESIHUS, HAMPABJICHHBIE MPOTUB T'OCIOACTBYIOIICH
KyJIbTYphI, B HEKUW OTHOCUTEIHHO IEJIOCTHBIN (DEHOMEH — KOHTPKYJIBTypa
[3]. IlepBoHauanbHO TEPMHUH 3Bydaldl KaK KOHTPAKYJIbTypa, YTOOBI
u30exaTh accouualuid ¢ TEPMHHOM KOHTPPEBOIIOLHMSA, HO B SI3bIKE OH
3aKpenuiicd Kak KOHTPKYJbTypa. B cOBpeMEHHONl KyJIbTypoJoruu u
COILIMOJIOTUU CYUIECTBYET pPa3HOE MOHMMAaHHWE CYIIHOCTH KOHTPKYJIBTYP.
CHayana KOHTPKYJIbTypa paccMaTpuBallaCh KakK HETraTUBHOE SIBJICHUE,
paspyiarpolniee oO0IIecTBO M Hocsulee napasuTudeckuil xapaktep. [lo
mMuenuto FO.H. JlaBeiioBa [3] KOHTPKYJbTypa HE TOJBKO pa3pyliaeT
o01ecTBo, HO M pa3pymaer camy cebds. B coux paborax FO.H. /laBwioB
ONpeeIIIeT TUIl KOHTPKYJIbTYPHON JMYHOCTH KaK JIMYHOCTH, HE CyMEBIIEH
alanTUPOBaThCA B OOILECTBE, 3aHATh 3HAUYUMYIO JUIsI ce0sl COILMANIbHYIO
pOJIb U MCTAIIEH 3a 3T0 o0miecTBy. HekoTopeie uccneaoBareny, Hampumep
Jx IMHTep, CUMTaloT, YTO KOHTPKYJIHTYPa COOTHOCHTCA C IOHSATHEM
KyJbTypa M HaxOJIWUTCA B 3aBUCUMOCTH OT HEro, XOTd W HeratuBHOU [3].
CornacHo ero TOYKe 3peHHUs OHA HE SIBJISIETCS] HETaTUBHBIM OTHOILIEHUEM K
KyJbType BooOlIe, a pe3ko mnpoTuBopeddt ei. KoHTpkynbTypa — 3TO
KOMILJIEKC, HA0Op M KOH(UTrypauus HOPM M ILEHHOCTEW TPYIIIbI, PE3KO
IPOTHUBOPEYAIIMX HOPMaM M IIEHHOCTSM TOCHOJICTBYIOIIEH B OOIIECTBE
KyJbTYype, 4acTbl0 KOTOPOM 3Ta rpymma ssisgercs [3]. Ha noBegeHueckom
YPOBHE KOHTPKYJIbTYpa MPEACTACT KaK Takas KOH(Urypaius BEpOBaHUN U
LEHHOCTEH, KOTOpas MoOyXkJaeT IpyNiy pa3AeisioluX ee JAel BecTu
ce0s1 HOH - KOH(DOPMHUCTCKUM 00pa3oM, jenas MOCICIHUX CKIOHHBIMH K
BBINAICHUIO U3 00IecTBa. MIMHrep BhIICISET 1Ba BAPHAHTA KOHTPKYJIBTYD:
OTKpBITast KOHPPOHTAIHS C 3aKOHOM U YKJIOHEHHE OT €ro TpeOOBaHUH, T.€.
160 60prOa 3a Mpu3HAHWE OOIIECTBOM IMpaBa XKUTh MO CBOMM 3aKOHaM,
aubo0 KUTh 3a cueT oOlllecTBa, HE NMpPUHHUMAs Ha ceOst 00s3aTenbCTB. B
MIOCJIEJHEM BApUAHTE KOHTPKYJIbTYpa HOCUT Napa3uTUUYeCKuid xapakrep[3].
pyras Touka 3peHHs pacCMaTPUBAET KOHTPKYJbTYpY KakK CHOCOO
caMocoxpaHeHusi M  camoyTBepxkaeHus. Cuuraercs, 4YT0o B €€
(GYyHKUMOHUPOBAHUM €CTh J[Ba B3aMMOCBSI3AHHBIX MOTHBA: KOH(IHMKT C
JOMUHUpYIOIIEH  KyJbTypOH U  MOTHUB  CAMOCOXpPAaHEHHUs,  T.€.



KOHTPKYJIbTYpHasi HANpaBJICHHOCTh CYIIECTBYeT HE cama 1o cebe, a
MPOBOIUPYETCS OOIIECTBOM, OTPHUILAIOIIMM TPAaBO HAa ABTOHOMHOCTb.
KoHTtpkynbTypa OpocaeT BhI30B T€T€MOHHMHM OOIIECTBEHHOW HICOJIOTHH, U
OTBEPraeT TO, YTO MELIAET AAIbHEHIIEMY Pa3BUTHIO; TO, YTO CTAHOBUTCS
TopMO30M pa3ButHus obmiectBa [8]. CormacHo TpeTbel TOUYKEe 3pEHUs
KOHTPKYJIbTYpa BBIIIOJIHSIET WHHOBAMOHHYIO (QyHKIU0. [lo MHeHuro
Jlormana FO.M., KynbTypa, Kak CII0KHOE 11€JI0€, COCTABISETCA U3 IIACTOB
pPa3HOU CKOPOCTU Pa3BUTHSA, TOITOMY B OAHO U TO K€ BPEMS €€ DJIEMEHTHI
MOTYT HaXOAUThCA HAa pa3HbIX CTaausIX pa3BuTud. B KyabType
OJIHOBPEMEHHO IMPOMUCXOJAT B3PBIBHbIE U IOCTENEHHBIE IPOLIECCHI,
KOTOpPBIE  BBITIONHSIOT  BaXHBIC (DYHKOWH: OJHU  00ECIIEUYHUBAIOT
HOBAaTOPCTBO, JPYrue MNpPeeMCTBEHHOCTh. KOHTpPKYIbTypa BBICTYMAET B
JAHHOM CIly4ae KakK MEXaHU3M KyJbTYpPHBIX HHHOBAallUd W 00Jamaer
OTPOMHBIM MTOTEHIIUAJIOM OOHOBJIEHUS [7].

N3-3a paznuuuii B mnoOHUMaHMM (EHOMEHAa KOHTPKYJIBTYPhI
TPaKTOBKA JAHHOTO TEPMMHA HeoAHO3HauHa. Ilo Mmuenmio J[x. Munrepa
[3], ¢ OIHOW CTOPOHBI 3TO IPOJAMKTOBAHO CTPEMJICHHEM IPEACTABUTH
JTAHHOE SIBJICHUE IO BO3MOXKHOCTH 0o0Jiee IIUPOKUM U MOTYEPKHYTH €ro
POJICTBO CO BCEMHU OJIM3KMMHU SBJICHUSMH COBPEMEHHOM KYJIbTYphI, a C
JIPYrodl CTOPOHBI HAITPABJIEHO HA OTMEXKEBAHUE KOHTPKYJIbTYPhI OT APYTUX
SBJICHUU KYJIbTYpPbl, HA AKIIEHTUPOBAHUE MPONACTHU, MPOJIETAIOIIECH MEKIY
HEW W TPAIUIMOHHOMN KyIbTypol. Takum 00pa3oM, KOHTPKYJIbTYpPa MOXKET
MOHUMATHCS KaK

1. Kynbrypa KOH(JIMKTA, pas3pbiBa Cc LIEHHOCTSAMU
JOMUHHUPYIOLIEN KyJIbTYpbl, UX OTPULIAHUE U TPOTUBOCTOSTHUE UM.
2. Habop HOpM M 1leHHOCTEH COlManbHBIX TPy, HAXOAAIUXCS

B KOH(JIMKTE C TOCIOACTBYIOIIMUM 0011ecTBOM [3,9].

Heckonbko OTAMYAETCA OT 3TUX ONPENEICHUN TPaKTOBKAa TEPMHHA,
npemnoxenHas FO.H./laBsinoBeiM. OH paccMaTpuBaeT KOHTPKYJIBTYPY Kak
MHUPOBO33pEHUE, CO3HAHUE M YCTAHOBKH, OTPULAIOIIME CaM IPUHIUI
KYJIBTYPHOCTH, T.€. SIBJISIOIINECS HOBBIM aHTUKYJIbTYPHBIM BapuaHTOM [7].

Takum o00pa3oM, BcC€ MEpEUMCICHHBIE BBIIIE  OINpPEACICHUS
00bEeIMHAET MOHMMAHUE KOHTPKYJbTYpPhl KaKk Ha0Op YCTaHOBOK, HOPM U
LEHHOCTE, NPOTUBOpEYAIMX JOMUHHpYroUlel KyiabType. OpnHako,
JIx. VinHrep akneHTHpyeT BHMMAHHME Ha KOH(MIMKTHOM (IMHAMHYECKOM)
Hayajie, MOJPAa3yMEBAIOIIMM TOJYOK K PAa3BUTHUIO OOIIEH KyJIbTYpbl, a
HasbrnoB FO.H. ckopee paccMmarpuBaeT KOHTPKYJIBTYPY C TOYKH 3PEHUSA
pa3pymuTens oOe KyabTyphl.

B opraHu3aluoOHHBIA TICUXOJOTMM KOHTPKYJbTypa 4alle BCEro
paccMaTpuBaeTCs HE Kak OT/ACNbHBIM (DEHOMEH, a Kak oOCOOBId BHUJT
CyOKyJbTypbl, KOTOpasi JOCTaTOYHO YIOPHO OTBEpPraeT TO, YEro
opra’usaunys B LEJI0M XO4eT NOCTUrHyTh. Hampumep, [x. Maptun naer
ClIelyIolee OIpEACIICHHE: «ITO OCHOBHBIE LIEHHOCTH M IPEACTABIICHMS



KaKk TMpSAMOM BBI30OB OCHOBHBIM IIEHHOCTSIM W  IPEICTABICHUIM
JOMUHUpPYIOIEH KyIbTypbhi»[15]. OCHOBHBIM KpUTE€pUEM KiiacCU(DUKALIUU
KOHTPKYJIbTYp, KaK MPABUIIO, SIBISIETCA OTHOILICHUWE K JOMUHHUPYIOLIEH
KyJbpType. COrliacHO JaHHOMY KPUTEPUIO BBIAEISIOT CJIECIYOIINE BUBI:

I. npsmas OITIO3UIIHS LICHHOCTSAM JIOMUHUPYIOILIEH
OpraHu3alMOHHON KYJIbTYPHI;

2. OIMO3UIMS B CTPYKTYpE BJIACTH B PaMKaxX JIOMUHHUPYIOIIEH
KYJIbTYPBI;

3. ONMO3UIIMA K 0Opa3llaM OTHOIICHWH W B3aUMOJICUCTBUSA,

MOJAICP’KUBAEMBIX OPraHU3aIlMOHHON KyIbTypou [4].

AHalIU3 CYHIECTBYIOIIMX HCCIEAOBAaHUN KOHTPKYJIBTYpP MO3BOJISET
HAM TIPEMIOKHTh €IIe OAWH KpPUTepUid KiIacCHPUKAUA - TI0
BEITIOJHAEMBIM ~ (PyHKIUsIM. B COOTBETCTBHM C JTHUM KpUTEpPHEM
KOHTPKYJIbTYpPa MOXET ObITh:

1. WHHOBAILIMOHHA,
2. pedopmaropckas;
3. napasuTUpYyoIas;
4. JECTPYKTUBHAS,

5. U30JIIIIMOHHAS.

Takum 00pazoMm, MOHMMaHHE KOHTPKYJIbTYPbl B OpraHM3alMOHHOMN
IICUXOJIOTMM HECKOJBbKO OTJIMYAETCSl OT MOHUMAaHMs 3TOro ()eHOMEHa B
KyJIbTYpOJIOTUM M  COLMOJIOTMH. Bo-NepBbIX, KOHTPKYJbTypa HE
paccMaTpUBAaEeTCs TOJIBKO B HETaTUBHOM AacIleKTe, B OpPraHMW3allMOHHOU
IICUXOJIOTUM KOHTPKYJIbTYpa MUMEET U MOJOKUTEIbHbIE (DYHKIUH, TaKUe
KaK WHHOBallMOHHAas M pedopmaropckas. Bo - BTOpbBIX, pyKOBOICTBO
OpraHM3ald  MHOIAA  CIEHHAIBHO  JOIYCKaeT  CYILIECTBOBAHHUE
KOHTPKYJIBTYPBhl B LEJSAX OPraHW3allMOHHOTO W3MEHeHus. Ecin panblie
paccMaTpuBaiCs BOIIPOC O KOHTPKYJIBTYpPE KaK O BBI3OBE «CHUCTEMEY, C
KOTOpPOM OHa MOPBIBAET, TO cefyac HanboJiee aKTyaJeH BOIIPOC O TOM, Kak
KOHTPKYJIbTYpa BIIMCBIBA€TCS B OTy «cucremMy». Ha ocHoBaHuu
BBILIEU3JIOKEHHOIO  Mbl  NpeJJIaraeM  CJIEAYoUIee  ONpEeleNICHUE
OpraHU3alMOHHON KOHTPKYJIBTYPBI:

KoHTpkyJbTypa - 3TO 0COOBI BHI CYOKYJIbTYpBI, KOTOPBIH
pencTaBIseT co0oit HAOOp HOPM, IIEHHOCTEM | TPECTaBICHUH,
MPOTHUBOPEYAIIUX IIEHHOCTSIM, IPEICTaBICHUSM u HOpMaMm

JTOMUHHUPYIOMIEH OPTaHW3allMOHHOW KYJIbTYphl, HAXOJAIIUXCS JUOO0 B
KOH(MIUKTE C HEeH, MO0 CIIOCOOCTBYIONMINIA OPTraHU3AIMOHHOMY Pa3BHUTHIO.
Takum 00pa3oM, Mbl aKIIEHTUPYEM BHHUMAHHE HA TOM, YTO KOHTPKYJIbTYpa
B OpraHU3aIMM B JTIOOOM ClTydae MPUBOANT K U3MEHEHUsM B Hed. OmaHaKo
cleAyeT OTMETUTh, YTO JaHHas mpoOjeMa eimie TpeOyeT crheruaibHOro
M3YUYEHUs] U JIOTIOJIHUTEJIBHOTO  aHalu3a, T.K.  CYHIECTBYIOIIUX
HUCCIIENOBAHUN SIBHO HE JOCTAaTOYHO /JII OOOCHOBAaHHUA KaKuUX — JIMOO
TEOPETUYECKUX BBIBOJOB.



Bompoc 0 ponu KOHTPKYJIBTYp B Pa3BUTHH OpraHu3aluu 0OoJiee
noJKperyieH (aKTHYECKUM MaTepHualioM, XOTs, 3T0 B OCHOBHOM aHAJIU3
KOHKPETHBIX ciiydyaeB. M3yueHne ucTopuu M3BECTHBIX OpPraHU3aIMi, TAKKX
kak JIxenepan Motopc u bputanckas kommnanusi «Kenme3Hble HOpOTH»
M0Ka3aj10, YTO  KOHTPKYJbTYpbl  JCHUCTBUTEIBHO MOTYT  WIpaTh
MOJIOKUTENIBHYIO POJIb B OpraHM3allMd Ha PA3HbIX 3Talax €€ pa3BUTHUs
[12,13,15]. Ocobenno orMeudaercss TOT (HaKT, UYTO PYKOBOJCTBO
OpraHu3alliy, aHAJWU3UPYs CUTYalUI0 Pa3BUTHS KOMIIAHUH, IUJIAHUPYET,
KOHTPOJIUPYET  MpOoLEece oOpazoBaHuss ©U  (PYHKIIMOHMPOBAHUSA
KOHTPKYJbTYp. B oOHHMX ciyyasx 3TO  MpUIVIAILIEHHWE  HOBOWU
YIOPaBIECHYECKOM KOMAaHJbl, KOTOpasi TMOCTENEHHO BHEAPSET HOBYIO
KyJIbTYpy, HEOOXOMUMYIO IS YCTICIITHON pabOThl Ha PHIHKE, KaK 3TO OBLIO
B ciay4dae ¢ bpurtanckoir kommnaHuu <«KeyesHble AOpOTW»; B JAPYIUX
IIOAJEPIKKA HOBOI'O IIEPCHEKTUBHOIO Inpoekra B Jxenepan Motope. Ho B
J000M ciaydae JJIs TOro, 4ToObl KOHTPKYJIBTYPBI BBIIIOJHSUIA CBOU
GyHKUMM MHHOBaLMM H pedopmaTopcTBa, HEOOXOAMMO TMOHUMAHHE
camMoro »Toro ¢eHoMeHa CO CTOPOHBI PYKOBOJACTBA M YMEHHE UM
YOPAaBISATh, T.K. HEYNPAaBISIEMbIA MPOIECC 00pa30BaHUS KOHTPKYJIBTYP
MOXXET TMpUBECTH K mpoliemMamM BHYTpH opranuzanuu. [loaTomMy MbI
1oJiaraeM, 4To U3y4eHHE KOHTPKYJBTYP MOMOXKET PYKOBOIUTEISIM Ooree
3¢ (HEKTUBHO UCIOJIB30BaTh KOHTPKYJIBTYPHBIC TEHJEHIIMU B OpraHU3aIluu
JUISl €€ COBEPLIECHCTBOBAHUS.

OcoObIii WHTEpEC BBI3BIBACT BOMPOC O (PaKTOpax, BIUSIOMIUX Ha
MOSIBJICHUE KOHTPKYJLTYP B OpraHu3anusx. AHaIU3 CYHIECTBYIOIIMX
VCTOYHUKOB TIO3BOJISIET HAM BBIJICIIUTH IIECTh TAaKUX (DAKTOPOB:

1. CocTosiHue OpraHu3anum

Kak nokazanu qaHHble pa3IMyHbIX UCCIEAOBAHUI OpraHU3aluOHHOM
KYJbTYpbl TO COCTOSIHME, B KOTOPOM HAXOJMUTCS OpraHu3alusi, MOXKET
MPOBOIIUPOBATh  MEPEPOXKICHHE  CYOKYJIbTYp B  KOHTPKYJBTYPHI.
BriiensroTcs cneayromuye CoCTOSHUS:

Kpu3zucnoe cocmoanue

KpusucHoe cocTosiHue opraHu3alviy Wiv Mepruoibl HECTaOMIBHOCTH
CIIOCOOHBI TPUBECTH K TMOSABICHUIO KOHTPKYJIbTYyp. COrIacHO MHEHHUIO
Ceumiepa C. [11] opranu3anroHHas KyJbTypa CYIIECTBYET B JIByX THIIaX
cuTyanuii  crabmibHOM ®W  HecTaOuiabHOH. CTaOWIBHBIM  TEPHOJ
XapakTepu3yeTcsi TeM, 4YTO TPYINNbl COXPAHAKT CTAaTyC-KBO B
CYIIECTBYIOMIEH conManbHOM peanbHOCTU. [lepnox HecTaOMIBHOCTH,
CBSI3aHHBIM C YIPO30M CYIIECTBOBAHMS CYOKYJNBTYp, 3aCTaBISIET WX
aKTUBU3UPOBATHCSA U OpPOCATh BHI30B JOMUHHUpPYIOIIEH KyiabType. [loaTomy,
CTENEHb, C KOTOPOM KOHTPKYJBTYPHI 3asBIAIOT O ce0e, 4acTO CBS3bIBAIOT
CO CTENEHbIO CTAOMJILHOCTH OpraHu3alyy, MOKa CHUTyalus cTaOWJIbHa,
BIIMSIHUE KOHTPKYJBTYP MOKET OBbITh HE3aMETHO WM HE MPOSBISATHCA
aktuBHO. Hanpumep, B wuccinegoBanun baypa [x.m [oycona II.



MPOBEJIEHHOM B ABCTPAJMMCKOM MEIMIIMHCKOM IIEHTpE He ObUIO
BBIJICJICHO KOHTPKYJIBTYp KaK TaKOBBIX, OJIHAKO, ObUIM OOHApY>KEHbI
WHAKOMBICJISIIIIKE U OTCTPAaHEHHbIE CYOKYJbTYphbl, KOTOPbIE B CHUTyalluu
HECTAOMJIBHOCTU BIIOJIHE MOTYT MPEBPATUThCS B KOHTPKYJIbTYphl [11].
[TogoOHBIN TpuUMeEp, MBI MOXXeM HaOmojaTh B kommnanuu Jones Food
Company, Korjga CipoBOIIMPOBaHHAs CAMHUM BIIAJEIbLEM YIIPaBICHUECKAs
KOHTPKYJIbTYpa OKa3ajla HEraTUBHOE BJIIMSIHUE HA COCTOSIHHE OpraHHU3allli,
MPOTUBONIOCTABUB CBOE€ IMOHUMAaHUE KYJbTYpPbl, IPOBO3TIANIAEMbIM
1eHHoctsMm [10].
Cmaousn pazeumusn opzanuszayuu
B 3pensix u cTaperoumux oOpraHu3alusx, TI€ OYEeHb CHUJIbHBI
KOHCEpBAaTUBHbIC B3IJISJbI U OIOpOKpaTHuYECKas HalmpaBJIE€HHOCTb, IO
MHeHMIO  O.IlleliHa  Takke  CyIIECTBYeT PHUCK  BO3HUKHOBEHUSA
KOHTpKYJIbTYp[ 10]. Hamnune B Opra’u3anuu yCTapeBlIuX,
KOHCEPBAaTUBHBIX HOPM, OTCTAIONIUX OT Pa3BUTHUSI OKPYKAIOIIETO MHDA,
BBI3BIBACT OTTOPKEHUE Yy COTPYAHHMKOB. HauumHaOT MOSBIATHCS W
YKPEIUISIThCS  ajJbTEpPHATHBHBIE HAOOpPHI HOPM UM LIEHHOCTEH, OoJee
npUemMiieMble JJis YCIEIHOTO (YHKIMOHUPOBAHMS TMOApPA3ACICHUNA U
OTJAEJIBHBIX COTPYAHUKOB. Takue KOHTPKYJIbTYpbl, MO MHEHUIO JIXK.
Maptus, OyayT CyIIecTBOBaTb POBHO CTOJIBKO, CKOJIBKO €W TMO3BOJUT
CyIIECTBOBATh CHJIbHAS JOMUHUPYIOIIAS KyabTypa [15].
3axkpvimocmp op2anu3ayuu
Cama opraHu3alnMOHHas KyJbTypa MOXET CIIOCOOCTBOBATH
MOSIBIICHUIO KOHTPKYJIBTYp, €CJIM OHAa HE MPUBETCTBYET OTKPHITOIO
BBIPAKEHUS KPUTUKHU U CTPEMUTCS CKPBIBATh J€10Bbie KOHMIUKTHI [10].
2. CTiib pyKoOBOACTBA
JleficTBUS BBIIIECTOSIIIIETO PYKOBOJICTBA, BHI3BIBAIOIINE HACMEIIKH Y
COTPYJIHUKOB, OOECIICHHMBAIONIME MPOBO3TJIAIIA€Mble I[EHHOCTH W
CTaHJApPThl, U CO3/IAIOIIUE HEHYKHBbIE TPYJHOCTH B pabOTE COTPYIHUKOB
BBI3BIBAIOT COIPOTHUBJIEHUE IE€pcoHana. Bce 3TO MPUBOAUT K CO3IAHUIO
UCTOPUM U JIETE€H]l, MOJPBIBAIINX JAOMUHUPYIOUIYK KYyJIbTYpy, U
MOSIBJICHUIO KOHTPKYJIbTYp [15].
3. NuaunmuaTnBa pyKoBOACTBA
[{eHTpanu3oBaHHbIE OPraHU3allMk HA OMPEACICHHOM 3Tale CBOErO
pPa3BUTHSL MOTYT MO3BOJIUTh HEKOTOPBHIM MOAPA3JEICHUAM OTKIOHEHHUE OT
HOPM ¥ CIIOCOOCTBYIOT DPa3BUTHI0 HOHKOH()OPMHUCTCKUX TEHICHIUNA C
LEJIbI0 MOOILIPEHNS HOBATOPCKUX UJEH WIIU pa3rpaHUUYCHUs] TPUEMIIEMOTO
Y HEMIPUEMJIEMOT0 TIOBEJIEHUs B opranuzanuu [ 15].
4. CreneHb JIOSUIbHOCTH M MPUBEPKEHHOCTH K OPraHU3alnu
[TosiBieHME KOHTPKYJIBTYP MOKET OBITh TakXKe CBS3aHO CO
CTETMEeHbIO JIOSJIBHOCTH W MPUBEPKEHHOCTH K OpraHu3anuu. Beicokuii
YPOBEHb  JIOSUTILHOCTHM  O3HA4YaeT IMepexoJ K MPUBEPKEHHOCTH K
OpraHu3alii, TpH KOTOPOH 4YeNOBEeK HICHTUPHUIMpYeT celds C Hew,



IpeCTaBiIsIeT ce0s1 U OpraHu3alMI0 KaK €IMHOE LIEJI0E, U OTOKIECTBIIAET
ce0si ¢ ee KyJIbTYPOH.

B.JI. Ko3nmoB [5] BblIenser 4eTbIpe CTENEHU INPUBEPKEHHOCTH
OpraHM3aliu:

o KOHCEpBAaTUBHAs — TMOJJCPKHUBAIOIMIAS JIOMHUHUPYIOIIYIO
KyJIbTYDpY;

o pebopMuCTCKass — anbTePHATHUBHBIM HAOOp IIEHHOCTEH U
HOPM;

o KOHKYpEHTHasi — TpeJyiararoniasi MpOTUBOMOJIOXKHBIA Ha0Op
IIECHHOCTEH ¥ HOPM;

o uHanddepeHTHas - paBHOAYIIME K HOPMAaM M IICHHOCTSM
OpraHu3aIHH.

CoOOTBETCTBEHHO, OpPraHU3allMOHHbIE CYOKYJIbTYpbl, B MEHbIICH
CTENEHU NOJJIEPKUBAIOIIME MPUBEPKEHHOCTh K OpraHu3aluy (B JTaHHOU
KJ1accu(pUKau KOHKYpEHTHas: U MHAUPdepeHTHAas)

MOTYT IPOSBIIATh KOHTPKYJIbTYPHBIE TEHACHLMH [5].

BeposiTHO, cTeneHb KyJbTYpHOW HECOTIaCOBAHHOCTU TAKXKE BIMSET
Ha IOSBJIEHUE KOHTPKYJIbTYp, OHA MOKET JIE)KaTh B OCHOBE ONPENEIICHHON
COLMAJIbHOM  HANpPSXKEHHOCTH ~ BO  B3aMMOOTHOILEHUAX  MEXIY
CyOKy/nbTypaMH U MOSIBICHUU arpeccUBHbIX CyOKyinbTyp. K coxanenuto,
IMIUPUYECKUX UCCIIETOBAHUM, OATBEPKIAOLINX 3Ty TOUKY 3pEHUS SIBHO
HE JI0CTaTOYHO.

S. JInuHOCTHBIN (paKTOp

WuauBuayanbHble OCOOCHHOCTH, IIEHHOCTH, II€JM  OTAEIbHBIX
YJICHOB OPTaHM3AlMM TAaKKE OKA3bIBAIOT OOJIBLIOE BIUSHUE HA IMOSBICHHE
KOHTPKYJIBTYD.

Ilosagnenue xapusmamuueckozo auoepa, CMpemMaue2oca co30ams
C6010 CYOKy1bmypy

Takoll nuaep 3apakaer IPyrux CBOMM MOBEJECHUEM, JEMOHCTPUPYET
COBpPEMEHHbIC, WHHOBALMOHHBIE B3TJSAbl WM B3IJIAIbI, OTBEYAIOLIUE
OKHUJIAHUSAM COTPYAHUKOB. OTa HOBass KyJbTypa BHEIpSETCA 4epes
NOBEACHUE JIUJEpa, pe3yJbTaThl €ro JAEsTeNIbHOCTU, BBOJUMBIE UM
apTe(akTbl, UICTOPUH U JIETE€HbI, TOAJIEPKUBAIOINE €T0 B3IJISIIbI, KaK 3TO
npousonuio co ciaydaeM Jlxona J[lemopena B kommnanuum «/[xenepain
Mortopcy», onucanHbii B ucciaenoBanusax Ix. Maprtun [15].

JIuunocmmuuvie 0cobennocmu HOBbIX UIEHO8 OP2AHUZAUUN

MHorue wuccieoBaTeN CUYUTAKOT, YTO IMOSBJIEHHE KOHTPKYJBTYD
4acTO CBSI3aHO C HOBBIMU YICHAMHU OpraHu3aluy, HECYILIUMHU
3JIEMEHTBI JPYTroM KyJIbTYpbl, U CIOCOOHBIE CO3/1aBaTh  aJlbTEPHATUBHBIN
WIM Jla)k€ IPOTHUBOIIOJIOXKHBIM HA0Op HOPM M ILIEHHOCTEW, CIIOCOOHBIN
CJIOMUTh OpraHU3allMOHHbIE BEPOBAHMS B MPONUIbIE ycrexu. MHoraa 31o
JIEAeTCsl CO3HATENIbHO BBICIIMM PYKOBOJCTBOM OpraHU3alMM C ILEJbIO



NEePEOPUCHTAIIMA OPraHU3AIMOHHON KyJIbTYpbl Ha HOBYIO TPACKTOPHIO
pa3Butus [12].
Juunas neyooenemeopeHHOCmMb C6OUM NOJIONCEHUEM 6 0Oulecmee

[To muenuto [aBwpioBa FO.H. denoBek, KOTOpbIA HE CMOI 3aHSTh
3HAYMMOE JIJI1 HETO MECTO B 00IIecTBE, MCTUT 3a CBOIO HeyJady H
00BbEIUHSIET BOKPYT cebe momoOHbIX [3].

Heyooenemeopennocmp 41eH06 ZPYRNbL YCI08UAMU PADOMbL,

cmujiem pyKogoocmea, CHamycom Zpynnol, 3aujumsl C60UX
unmepecoe u m.o. [15]
/Jlesuanmnoe nogedenue

Hekotopeie CcyOKymbTypsl BHYTPH OpTaHHW3allid pa3padaThIBarOT
pa3iUyHble HOPMBI JIEBUAHTHOTO TOBEJCHUS, KOTOpPOE  SIBISETCS
KOHTPIPOAYKTUBHBIM JUIsl OPTaHU3ALMKU. DTU TPYNIbl Pa3BUBAIOT BHYTPU
ce0s1 KOHTPKYJIbTYpPHBIC DJIEMEHThI (caboTa)k, BOPOBCTBO, ajkorojib). Ho
KOHTPKYJIbTYpaMU CTAHOBSITCA TOJBKO T€, 4Yb€ JEBHAHTHOE IOBEJCHUE
npeArnoiaraeT OnpoBepKeHue 0a30BbIX IIEHHOCTEH KoMmaHuu. [13]

6. Ciusinve u 00beIMHEHUE

CnusgHre KOMIAHUKA 4acTO MPOBOLMPYET MOSIBIEHUE KOHTPKYJBTYP
B TOKynmaeMoil Qupme wu3-3a TOSBICHUS Yrpo3bl €€ KyJIbTypHOUH
UJEHTUYHOCTU. BeposiTHO, cTeneHb TOSBIEHUS KOHTPKYJbTYPHBIX
TEHJEHIMN OyJeT 3aBUCETh OT TOTO Croco0a WHTErpaluu, KOTOPBIN
BbIOEpET TOM-MEHEHKMEHT KoMmmanuu. CyliecTByeT TpH OCHOBHBIX
coco0a WHTErpaluu: TMOTJIONIeHHne, cuMOuo3 u aBToHOMUA. [lpum
MNOTJIONIEHUH  MPOUCXOAUT  TOJIHO€  BHEAPEHUE  OpraHu3alMOHHOU
KyJbTYypbl (DUPMBI-MIOKYIIATENSA, YTO, CKOpPEE BCEro, U OYAET BBI3bIBATH
MOSIBJICHUE KOHTPKYJIbTYp. [Ipy cuMOno3e mpoucxXomuT amantanus o0enx
bupMm, U Bce CWIbl OOBEIMHAIOTCS BOKPYr eAuHOW 1enud. B gaHHOM
CUTyalluu 00€ KyJbTYphl CYIIECTBYIOT JO TE€X IOP, MOKa HE MPOU30MUIIET
noyiHasi wuHTerpanusi. B TperhbeM ciyyae HoBas ¢GupMa 3aHUMAET
ABTOHOMHYIO TO3MLHUI0O U COXPAHSET CBOK KYJbTYpPYy, HAlpHUMEpP, KOria
dbupMa rokymaeTcs Jyis OCBOCHUS HOBBIX obJiactei OusHeca [13].

Te ke camble TEHACHIIMH, BEPOSITHO, OYIyT MPOUCXOAUTH IPHU
00BETMHEHUH OT/IETIOB, JICTIAPTAMEHTOB U (DHITHAJIOB.

Takum oOpazoM, MBI BBIICTWIM IIECTh (DAKTOPOB, BIMSIONIMX Ha
MOSIBJICHUE OPraHU3alMOHHBIX KOHTPKYIbTYp. Ho maHHbI Bompoc TpeOyeT
JATbHEUIIUX  AMIMPUYECKUX  HUCCICJAOBAHUM, KOTOpPhIE  IMO3BOJIAT
NOATBEPAUTH, YTOUHUTH U JOMOJHUTH JIaHHBIC BHIBOJABL. 3HAHUE MPUYUH
MOSIBICHUSI KOHTPKYJIBTYP TMO3BOJIUT PYKOBOAUTEISIM JIepkKaTh 3TOT
MpoIlecC MOJA KOHTPOJEM, MOATOMY JIaHHBIA BOMPOC HUMEET OOJIbIIOE
MPaKTUYECKOE 3HAUYCHHUE.

Cnenyromasi mpobjieMa - COCYIIECTBOBaHUE JOMHHUPYIOIIEH
KYJbTYPbl U KOHTPKYJBTYPHl B OpPTaHU3aLUKM TAKXKE SIBJISIETCS CJIIOXKHOW U
MaJIO U3YYEHHOM.



JloMuHMpyoLas KyJbTypa U KOHTPKYJIBTYPbl MOT'YT ObITh YACTHYHO
OTHaJeHbl JIpyr OT Jpyra, CyIIeCTBOBATh ABTOHOMHO B Pa3HbIX YacCTAX
OpraHu3alMy WIK Ha Pa3HbIX YPOBHSX, a TAKXKE CYLIECTBOBATh B CIOKHOM
«cuMOHM03e» ¢ JOMUHHUpYIoeH KyapTypoi [15]. [Ipuuem, 3T0 MOTYT OBITH
KOHTPKYJIBTYPhl Kak (QOpMajbHBIX TPYII, TaK M JAPYTHX COIHMATbHBIX
IpYII B OPTaHU3ALMK, HAIPUMEP TPYNIl JIFOJEH, OTHOCSIIMXCS K Pa3HbIM
nokojeHusM [14]. DOTu B3aMMOOTHOILIEHHS MOTYT pPa3BUBATbCS IO-
pa3HOMy, B 3aBUCHUMOCTH OT CHWJIbl JIOMUHUPYIOIIEH OpraHu3allMOHHON
KyJIbTYpbl W LE€JEH BBICHIErO0 pyKoBojAcTBa. Ha ocHoBaHuM aHamu3a
CYILECTBYIOIINUX HMCCIIEIOBAHUA MBI MOKEM BBIIEIUTH CIIEIYIOLIUE BUJIbI
COCYLIECTBOBAaHUS KOHTPKYJIBTYP U JOMHUHHUPYIOLIEH KYyIbTYpPHI.

1. KonpaukrHoe cocymectBoBanre. KOHTPKyJabTypa MOXKET
IOCTENEHHO 3aHATh MECTO JOMUHUPYIOUIEH KyJIbTYphl. DTO MPOUCXOIUT
npy OocinabieHUd OpPraHu3allMOHHOW KyJbTYpbl, B HEPHOJ KPU3HCOB B
KOMIIAHWH, HaJIM4YUsl CTOPOHHUKOB B psJax BBICIIET0 PYKOBOJCTBA,
KeJNaHusi COOCTBEHHMKOB WJIM BBICIIEr0 pPYKOBOACTBA. B  mepuonbl
HECTAOMJIBHOCTU KOHTPKYJBTYPbl OCOOCHHO AKTHUBU3ZUPYIOTCS M MOTYT
BECTH JOCTaTOYHO AarpecCUBHYIO TIOJUTHKY [0 JIOCTHKEHHIO CBOMX
uHTEepecoB [12].

2. KoHnTponupyemoe cocyniectBoBaHue. KOHTpKyJIbTypa MOXET
OBITh MCIIOJIb30BaHAa PYKOBOJCTBOM KOMIIAHHMHU B CBOMX LEJISAX, HAIIPUMED,
KaK MCTOYHHMK HOBBIX MAEH WM MOJUIOH JJIsi alipoOMpPOBaHUS HOBBIX HJCH.
Ecin Takodl ONBIT yAadeH, TO €ro BHEAPSIOT B OpraHU3allMM, a €CIu
HEyJa4yeH, TO 7100 pacopMHpPOBBIBAIOT OTAENT WJIM pPAcCTAIOTCS C
HOCUTEJISIMU U JIUJIEPOM ITOU KOHTPKYIALTYpbI[ 15].

3. JlecTpykTnBHOE cocymiecTBoBaHue. KOHTpKyIbTypa MOKET
pacmiaTblBaTh OPraHU3ALMIO U3HYTPHU, NaryoHo BIUATH HA 3(()EKTUBHOCTH
NEeSATENbHOCTH, aKTUBHO IPOTUBOIOCTABIATh, CBOM HAOOp LEHHOCTEH u
HOPM JIOMUHUPYIOILIEH KYJIbTYpe U CTPYKTYpPE BJIACTH, IPOBOLIMPYS KPU3ZHUC
B OpPTaHU3ALINH.

Bompoc 0 cocymiecTBOBaHMM KOHTPKYJIBTYp W JOMHHUPYIOLIEH
KyJbTYpbl TAaKX€ HYXIAeTCd B JalbHEHINEM W3y4YEHUH, T.K. JaCT
BO3MOXKHOCTb PYKOBOJMUTENSIM BBIOpaTh MpPaBWIBHYIO CTPAaTETHIO B
Pa3BUTUU CBOEH OPTraHU3ALNH.

B 1umenom ananm3 Kak pOCCHMCKUX, Tak U 3apyOeHBIX
MCCJIEIOBAHUI MTO3BOJISIET CAENATH CIAEAYIOIINE BbIBOJIBI:

Bo-niepBbIX, (eHOMEH KOHTPKYJIbTYp SBISETCS AKTyalbHBIM U
BaKHBIM I OpPraHU3alyH, T.K. 3aTParuBaeT BCE OCHOBHBIE ACIIEKTHI €€
3¢ deKkTuBHOTO  (QYHKUMOHHPOBAHHUS. BbIsBICHHE KOHTPKYJIbTYp U
NOHMMAaHUE €€ pOJIM U MecTa B O0IIel KyJlbType OpraHu3aluu, 3HaHHE
(akTOpoOB, BIMSIOUIMX HA €€ MOSBJIEHUE, AACT BO3MOXKHOCTh MEHEIKEPaM
NPaBUWJIBHO HCIONb30BaTh JaHHBIM (eHOMEH B wHelsix 3(PEGEeKTUBHOM
NESTEIbHOCTU OPTraHu3aliy, YTO UMEET O0JbIIOE TPAKTUYECKOE 3HAUCHUE.



Bo-BTOphIX, AaibHEHIINE HCCIIENOBAHUS KOHTPKYJIBTYp Ha Halll
B3IJIS/T JOJDKHBI BBIMTH 3a paMKU MPOCTOM KOHCTATalluM MX HalW4yus B
OpraHu3alii, U  COCPEJOTOUMUTHCS  HA  HU3YUYEHHH  COLMAIbHO-
NICUXOJOTUYECKUX MEXaHW3MaxX MX TNpPOSBICHUS B  OpraHMU3aluH,
B3aMMOCBSI3M C JIDYTMMH 3JEMEHTAaMU OpPraHU3allMOHHON KYJbTYDBHI,
JMYHOCTHBIX OCOOCHHOCTAX YJICHOB KOHTPKYJIBTYD, JIUJIEPCKOM BIUSHUH U
T.4. ccnenoBanue 3TUX BOMPOCOB MO3BOJUT MPOSICHUTH caM (DEHOMEH B
OpraHu3allMOHHOM KOHTEKCTE, AMIIMPUYECKH MOJATBEPAUTh WU BBIJIECIUTH
HOBBIEC (DAKTOPHI OSIBJICHUS KOHTPKYJIBTYD.
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Social psychology
Kuznetsova O.V.
Problem of countercultures in the modern organizations

In the article the problematic of «an organizational counterculturey
phenomenon which includes questions of defining of the given phenomenon,
its role in modern organizations, coexistence of counterculture and general
culture has been analysed. In the article the factors influencing on
countercultures’ occurrence in the organization have been distinguished.
These are such factors as a condition of the organization, a style of
management, an initiative of leadership, a degree of loyalty and adherence to
the organization, a personal factor and an amalgamation of organizations.

Key words: an organizational culture, an organizational
counterculture, coexistence of a counterculture and the general culture,
factors of countercultures’ occurrence, a cultural coordination.

Since 80-s of XX century well-known theorists of management and
organizational psychologists E. Shane, L. Smirchich, G. Hovshtede, etc. have
begun to give a special attention to the organizational culture which became
«a revolutionary break-through in the theory of organizationsy». It is connected
with that fact that the given phenomenon is a powerful tool of influence on
personnel’s behaviour and plays an important role in increasing efficiency of
the organization. Today in foreign psychology there are developed theories,
concepts and approaches to the study of organizational culture [1, 6, 10, 15].
In Russia interest to the given theme was generated in 90-s as a result of a
change of a social and economic situation in the country and occurrence of a
plenty of small and average business enterprises which were interested in an
effective working in the market. That is why the questions of formation,
maintenance and change of organizational culture are becoming urgent for
Russia. Recently in Russian psychology single interesting theoretical,
empirical and applied researches of this theme (Aksenovskaya L.N., Lipatov
A.S., Zankovsky A.N., Vakhin A.A., etc.) have appeared [1, 2, 6, 4].

But, despite of sufficient study of the themes, in our opinion, there are
some simplified notions about organizational culture, one of which is its
understanding as monolithic phenomenon. And, though many psychologists
admit poly-culture of the enterprises and firms, they traditionally focus their



attention on a dominating culture more. In reality any organization consists of
various closed and open, isolated and cooperating, sometimes conflicting
subcultures among which a counterculture has a special place. Up to now this
phenomenon has not got enough attention both in Russian and in foreign
psychology, though, in our opinion, it plays an important role not only in
efficiency, but also in stable existence of the very organization. The
knowledge of countercultures’ features, their functions and factors influencing
on their occurrence, enables the heads to use countercultures for the welfare of
the organization.

In organizational psychology there are too few researches of
countercultures what can be explained with insufficiency of theoretical and
empirical researches of organizational subcultures, difficulties in their
organization, inelaboration of methodical toolkit and complexity of the object
of research. Some scientists consider that countercultures in a society and, in
particular in an organization, can be found not so frequently and exist not so
long time. Studies of industrial conflicts which can generate the given
phenomenon have shown that in actual fact opposition of workers is not so
great, as it was expected, and arising countercultures do not exist long and
involve a small amount of supporters. Researches of youth movement in 70-s
have revealed that only 15% of movement followers belonged to a
counterculture [13]. Probably, this circumstance also prevents from active
study of the given phenomenon in field conditions. But, in spite of the fact that
countercultures do not exist long, they can exert a destructive influence on the
organization what once again emphasizes the necessity of studying of this
phenomenon.

Existing researches most often only establish the fact of countercultures
presence in an organization and are based on the analysis of literature and
concrete cases [12, 13, 14, 15]. Sometimes their role in development of an
organization, change of organizational culture and introduction of some
elements of the innovative plan is analyzed. Unfortunately, practically there
are no data about influence’s mechanisms of organizational countercultures on
organizational development, about their essence and personal features of their
members.

The analysis of works of foreign and Russian psychologists allows us to
single out the following problems:

1.  The problem of countercultures’ definition in organizational

psychology.



2. The role of countercultures in the development of an

organization.

3. The factors influencing on occurrences of countercultures in an
organization.

4. Coexistence of the general organizational culture and a
counterculture.

The term ‘“‘a counterculture” has come to organizational psychology
from modern culturology and sociology where it is used for a designation of
socio-cultural attitudes resisting to fundamental principles prevailing in a
concrete culture.

The term “a counterculture” appeared in the western literature in 60-s
and belongs to sociologist T. Rozzak, who has tried to unite the various
spiritual trends directed against the prevailing culture into a relatively integral
phenomenon — a counterculture [3]. Originally the term sounded as
contraculture in order to avoid associations with the term counterrevolution,
but in language it has been fixed as a counterculture. In modern culturology
and sociology there is a different understanding of essence of countercultures.
At first the counterculture was considered as a negative phenomenon
destroying a society and having a parasitic character. In JU.N. Davidov’s
opinion [3] counterculture does not only destroy a society, but also destroys
itself. In his works JU.N. Davidov defines the type of a countercultural person
as a person who did not manage to adapt in a society, to occupy a significant
for himself social role and take revenge for it upon the society. Some
researchers, for example G. Yinger, consider that the counterculture
corresponds with the culture concept and is in dependence on it, though it is
negative [3]. According to his point of view it is not a negative attitude to the
culture in general, but sharply contradicts it. The counterculture is a complex,
a set and a configuration of norms and values of a group sharply contradicting
the norms and the values of the culture prevailing in a society which part this
group is [3]. At a behavioural level the counterculture appears as such a
configuration of beliefs and values which induces a group of people sharing it
to behave in a non-conformist way, making the latter inclined to falling out of
a society. Yinger distinguishes two variants of countercultures: the open
confrontation with the law and evasion of its requirements, i.e. either a
struggle for recognition by a society for the right to live under one’s own laws,
or to live at the expense of a society, not taking any responsibilities. In last
variant the counterculture has a parasitic character [3]. The other point of view
considers a counterculture as a way of self-preservation and self-affirmation.



It is considered that in its functioning there are two interconnected motives: a
conflict with the dominating culture and motive of self-preservation, 1.e. a
countercultural orientation does not exist by itself, but is provoked by a
society denying the right to autonomy. The counterculture challenges
hegemony of public ideology, and rejects that prevents the further
development; that becomes an obstacle in a society’s development [8].
According to the third point of view the counterculture performs an innovative
function. In J.M. Lotman’s opinion, culture as a complex whole is formed
from layers of different speed development, therefore at the same time its
elements can be at different stages of development. In culture simultaneously
there are explosive and gradual processes which carry out the important
functions: ones provide innovation, the others provide continuity. In this case
the counterculture acts as a mechanism of cultural innovations and possesses a
huge potential of updating [7].

Because of differences in wunderstanding of a counterculture
phenomenon the interpretation of the given term is ambiguous. In G. Yinger’s
opinion [3], on the one hand it is d imposed by a aspiration to present the
given phenomenon wider whenever possible and to emphasize its relationship
with all close phenomena of modern culture, and on the other hand it is
directed on dissociation of countercultures from other phenomena of culture,
on emphasizing the precipice running between it and traditional culture. Thus,
the counterculture can be understood as:

e the culture of a conflict, of a break with values of dominating
culture, their denying and a confrontation to them.

e a set of norms and values of social groups which are taking place
in the conflict with the prevailing society [3, 9].

The interpretation of the term offered by JU.N. Davidov a little differs
from these definitions. He considers a counterculture as an outlook,
consciousness and attitudes denying the very principle of culture, i.e. being a
new anticultural variant [7].

Thus, all definitions listed above are united by the understanding of a
counterculture as a set of attitudes, norms and values contradicting to the
dominating culture. However, G. Yinger concentrates the attention on a
conflict (dynamic) basis, meaning an impact to the development of the general
culture, but JU.N. Davidov more likely considers a counterculture from the
point of view of a destroyer of the general culture.

In organizational psychologies the counterculture is most often
considered not as a separate phenomenon, and as a special kind of subculture



which persistently enough rejects what the organization as a whole wants to
achieve. For example, J. Martin gives the following definition: «These are the
main values and notions as a direct challenge to the main values and notions
of dominating culture» [15]. The main criterion of countercultures’
classification, as a rule, is the attitude to the dominating culture. According to
the given criterion the following kinds are distinguished:

1. the direct opposition to the values of the dominating
organizational culture.

2. the opposition in authority’s structure within the framework of
the dominating culture.

3. the opposition to samples of attitudes and interactions, supported
by the organizational culture [4].

The analysis of the existing researches of countercultures allows us to
offer one more criterion of classification — according to functionality. In
accordance with this criterion the counterculture can be:

1. Innovative
2. Reformative
3. Parasitizing
4, Destructive
3. Insulating

Thus, the understanding of a counterculture in organizational
psychology differs from the understanding of this phenomenon in culturology
and sociology a little. Firstly, the counterculture is not considered only in
negative aspect, in organizational psychology the counterculture has also
positive functions, such as innovative and reformative ones. Secondly, the
leaders of the organization sometimes specially allow the existence of a
counterculture for the purpose of organizational change. If originally the
question about a counterculture was considered as about a challenge to the
«system» with which it was breaking off, then nowadays the question about
how the counterculture is being entered into this «system» is the most urgent.
On the basis of the above-stated we offer the following definition of an
organizational counterculture:

The counterculture is a special kind of subculture which represents a
set of norms, values and notion s contradicting to values, notions and norms of
the dominating organizational culture, and taking place either in a conflict
with it, or promoting the organizational development. Thus, we concentrate
the attention on that fact that a counterculture in an organization leads to
changes in it in any case. However it is necessary to note that the given



problem still demands a special studying and an additional analysis, because
the existing researches are not obviously enough for the substantiation of any
theoretical inferences.

The question about countercultures’ role in development of an
organization is more supported by a practical material, though, it is basically
the analysis of concrete cases. The study of a history of well-known
organizations, such as “General Motors” and British company “Railways” has
shown that countercultures can really play a positive part in the organization at
different stages of its development [12, 13, 15]. That fact that leadership of an
organization, analyzing a situation of the company’s development, plans,
supervises the process of formation and functioning of countercultures is
especially marked. In one cases, this is an invitation of a new managerial
team, which gradually introduces a new culture, which is necessary for
successful work in the market, as it was in case of British company
“Railways”. In other cases, this is a support of a new promising project as in
“General Motors”. But in any case in order that countercultures operate as
innovations and reformations, the understanding of the very phenomenon from
the part of the leadership and skills to manage it are necessary, since an
unguided process of formation of countercultures can lead to problems inside
the organization. That is why we believe that the study of countercultures will
help leaders to use more effectively countercultural tendencies in the
organization for its perfection.

The question about factors influencing on occurrence of countercultures
in the organizations causes a special interest. The analysis of existing sources
allows us to single out six such factors:

1. State of an organization
As the data of various researches of organizational culture have shown
that state, which an organization is in, can provoke a regeneration of
subcultures into countercultures. The following states are distinguished:

Crisis
The crisis state of an organization or periods of instability can lead to
occurrence of countercultures. According to S. Svidler’s opinion [11]
organizational culture exists in two types of situations; they are stable and
unstable. The stable period is characterized by that fact that groups preserve
the status quo in an existing social reality. The period of instability connected
with threat to subcultures’ existence, makes them be more active and



challenge to the dominating culture. Therefore, an extent, with which
countercultures declare themselves, is frequently connected with an extent of
stability of the organization. While a situation is stable, the influence of
countercultures can be imperceptible or be shown inactively. For example, in
G. Blur and P. Dawson’s research, which has been carried out in the
Australian medical center, countercultures as such have not been found out;
however, otherwise-minded and dismissed subcultures, which can be entirely
converted into countercultures in situations of instability, have been found out
[11]. A similar example, we can see in Jones Food Company, when the
managerial counterculture provoked by the owner himself exerted negative
influence on a condition of the organization, having opposed its understanding
of the culture to proclaimed values [10].
Stage of development of an organization

In E. Shane’s opinion, in mature and growing old organizations, where
conservative views and bureaucratic tendencies are very powerful, there is
also a risk of occurrence of countercultures [10]. The presence in an
organization of outdated, conservative norms, which are falling behind
development of outward things, causes a rejection in employees. Alternative
sets of norms and values, more acceptable for successful functioning of
departments and separate employees, start to develop and become stronger. In
J. Martin’s opinion, such countercultures will exist as long as the strong
dominating culture will allow it to exist [15].

Closeness of an organization
The organizational culture itself can promote an occurrence of
countercultures if it does not tolerate an open expression of criticism and tends
to conceal business conflicts [10].

2. Style of leadership
Actions of leading superiors, provoking employees’ derision, lessening
the proclaimed values and standards, and presenting unnecessary problems in
employees’ work, run into opposition from the personnel. All of these lead to
creation of histories and legends undermining the dominating culture, and to
occurrence of countercultures [15].

3. Initiative of leadership
Centralized organizations at a certain stage of their development can
allow some departments a digression from norms and promote development of



nonconformist tendencies with the purpose of encouragement of innovative
ideas or differentiation of acceptable and unacceptable behaviour in the
organization [15].

4, Extent of loyalty and adherence to the organization

Occurrence of countercultures can be also connected with an extent of
loyalty and adherence to the organization. The high level of loyalty means a
transition to adherence to the organization, at which a person identifies
himself with it, considers himself and the organization as a single whole, and
equates himself with its culture.

V.D. Kozlov [5] distinguishes four levels of adherence to the
organization:

o the conservative level supporting the dominating culture;

o the reformist level having a set of alternative values and norms;

. the competitive level having a set of opposite values and norms;

o the indifferent level showing indifference to the norms and values

of the organization.

Accordingly, organizational subcultures supporting adherence to the
organization to a lesser degree (in the given classification they are competitive
and indifferent ones) can show countercultural tendencies [5].

Probably, the degree of cultural inconsistency also influences on
occurrence of countercultures. It can underlie a certain social tension of
cooperation between subcultures and occurrence of aggressive subcultures.
Unfortunately, empirical researches confirming this point of view are not
obviously enough.

5. Personal factor
Personal features, values, purposes of separate members of the
organization also exert powerful influence on occurrence of countercultures.

Occurrence of a charismatic leader, aspiring to create his subculture

Such a leader inspires others with his behaviour, displays modern,
innovative views or views meeting employees’ expectations. This new culture
is inculcated by means of the leader’s behaviour, results of his activity,
artifacts, histories and legends being introduced by him and supporting his
views; as it has taken place in John Deloren’s case in «General Motorsy,
described in J. Martin’s researches [15].



Personal features of new members of the organization

Many researchers consider that occurrence of countercultures is
frequently connected with the organization’s new members, having elements
of another culture, and capable to create an alternative or even opposite set of
norms and values, which can break down organizational beliefs in previous
success. Sometimes it is done wittingly by the organization’s top leadership
for the purpose of reorientation of the organizational culture to a new
developmental trajectory [12].

Personal dissatisfaction with the position in a society
In J.N. Davidov’s opinion, a person, who could not take a significant for
him place in a society, revenges for his failure and joins together similar to
him around him [3].

Dissatisfaction of a group’s members with working conditions, a style of
management, the group’s status, protection of their interests, etc. [13].
Deviant behaviour
Some subcultures inside the organization work up various norms of

deviant behaviour, which is counterproductive for the organization. These
groups develop within themselves countercultural elements (sabotage, theft,
alcohol). But only those become countercultures whose deviant behaviour
assumes a refutation of main values of the company [13].

6. Merger and integration

Companies’ merger frequently provokes occurrence of countercultures
in bought firm because of threat of its cultural identity. Probably, the degree of
occurrence of countercultural tendencies will depend on that way of
integration, which the top-management of the company will choose. There are
three main ways of integration. They are absorption, symbiosis and autonomy.
At absorption there is a full inculcation of organizational culture of the firm-
buyer that probably will cause occurrence of countercultures. At symbiosis
there is an adaptation of both firms, and all energies are joined together around
a single purpose. In the given situation both cultures exist as long as there will
be a full integration. In the third case a new firm takes an independent stand
and keeps its culture, for example, when a firm is bought for development of
new business areas [13].

The same tendencies, probably, will take place during integration of
departments and branches.



Thus, we have defined six factors influencing on occurrence of
organizational countercultures. But the given question demands further
empirical researches which will allow us to confirm, specify and add the given
conclusions. Knowing of reasons of occurrence of countercultures will allow
leaders to be in full control of this process, therefore the given question is of
great practical importance.

The following problem is coexistence of dominating culture and a
counterculture in the organization. It is also a complex and insufficiently
studied problem.

Dominating culture and countercultures can be partially removed from
each other, exist independently in different parts of the organization or at
different levels, and also exist in a complex «symbiosis» with the dominating
culture [15]. And it can be countercultures both formal groups, and other
social groups in the organization, for example, groups of people belonging to
different generations [14]. The cooperation can develop in different ways,
depending on power of dominating organizational culture and purposes of top
management. On the basis of analysis of existing researches we can define the
following kinds of coexistence of countercultures and dominating culture.

1. Disputed coexistence. A counterculture can gradually take place
of dominating culture. It occurs at the time of depression of organizational
culture, during crises in the company, in the presence of supporters among top
management, desire of proprietors or top management. In unstable periods
countercultures become especially more active and can pursue a
comparatively aggressive policy of their interests’ achievement [12].

2. Controllable coexistence. A counterculture can be used by
leadership of the company in its own purposes, for example, as a source of
new ideas and as a ground for testing of new ideas. If such experience is
successful, it is inculcated in the organization. And if it is unsuccessful, either
the department is disbanded or supporters and the leader of this counterculture
are dismissed [15].

3. Destructive coexistence. A counterculture can loosen an
organization from within, exert pernicious influence on activity’s efficiency,
actively oppose its set of values and norms to dominating culture and power
structure, provoking crisis in the organization.

The question of coexistence of countercultures and dominating culture
also requires further research because will give leadership an opportunity to
choose a correct strategy in development of its organization.



As a whole the analysis both Russian, and foreign researches allows us
to draw the following conclusions:

First of all, the phenomenon of countercultures is urgent and important
for an organization because it touches on all main aspects of its effective
functioning. Revealing of countercultures and understanding of their role and
place in general culture of an organization; knowing factors, influencing on
their occurrence, will give leadership an opportunity to use correctly the given
phenomenon for the purpose of effective activity of the organization that cab
be of a great practical importance.

Secondly, the further researches of countercultures, in our opinion,
should exceed the limits of simple ascertaining of their presence in an
organization, and concentrate on studying social-psychological mechanisms of
their display in an organization, cooperation with other elements of
organizational culture, personal features of members of countercultures,
leader’s influence, etc. Research of these questions will allow us to clear up
the very phenomenon in an organizational context, confirm it empirically and
reveal new factors of occurrence of countercultures.
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