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AHHOTALUA
C opraHu3anMoHHON KyJIBTYpOil CBS3aHO MOBbIIIEHHE 3()D(HEKTUBHOCTA OpTraHu-
3allny, BOT OYEMY KpailHEe BayKHBIM SIBJISIETCS M3HAYAIBHBIN MOIXO0M K BEIOOPY
TUIIA OPTaHU3ALMOHHON KYJIBTYPbL. JTO B IOJIHON MEPE OTHOCUTCS U K PEJIUTH-
O3HBIM OPraHU3aLMsIM ITPOTECTAHTCKOTO HAIPABJIEHUS1, KOTOPBIE SIBIISTFOTCSI HEOT-
HEMIIEMOI YacThI0 POCCUMCKOTO 00IIecTBa. B JaHHOI cTaThe MPOBOIUTCS aHa-
JIN3 THTIOJIOTUM OPTaHMU3ALMOHHON KyJIBTYpBbI, CYLIECTBYIOIINX B COBPEMEHHOU
TEOPHUH U MPAKTUKE YIPABICHUS, U OMPEIEIIIeTCS Hanboee MOAXOsIIas TUIIO-
JIOTHS 1715 pabOThI HAJl CO3JaHHEM OJIaronpUsTHOM OPraHW3allMOHHON KYJIBTYPbI
B IIPOTECTAHTCKUX OPraHU3aIIUsAX, KOTOPbIe 001 at0T CBOMMH OCOOCHHOCTSIMU
110 CPaBHEHUIO C KOMMEPUYECKUMH OpraHu3alusaMu. Takxe B padoTe mokazaHa
POJIb BHEJIPEHHSI MTHCTPYMEHTOB YIIPABJICHUS OPraHU3AIIMIOHHOMN KYJIBTYpPbI B HE-
KOMMEPUYECKUX OPTaHM3ALMSIX B LIEJIOM M PEIUTMO3HBIX OPTaHM3ALMAX B YaCT-
HOCTH B YCIJIOBUSIX ILTIOPAJIM3MA LIEIEBbIX YCTAHOBOK UX JIEATEIBHOCTH.

JJIsi UMTHPOBAHKMS B HAYYHBIX MCCJICI0BAHUAX
Ckpoiniuii B.A. Tlogxone! K BIOOpY (OpMBI OpraHU3aIIMOHHON KYJIBTYPHI: Ha
IpUMEPE PETUTHO3HBIX OPraHU3AMI NPOTECTAHTCKOTO HanpaBieHus // DKo-
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KiaroueBbie cjioBa
Opranu3zaiiioHHasi KyJabTypa, PEJIUTHO3HBIE OpPTaHU3allUuM, TUIIOJIOTHs, TPO-

TE€CTaHThI, HAIMOHAJIbHAS KYJIBTYypa.

BBenenue

Penurunosnbie opraHu3aluu MpOTECTAHTCKOTO HAMPABIICHUS SIBJISIIOTCSI HEOThEM-
JIEMOM JacThio poccuiickoro obmecta. Ha koner; 2012 roma, mo 1anHpIM MuHIOCTa
P®, B Poccun HacuuthiBaioch okono 4 500 opranusanuii nogooHoro tuna [Ckpsel-
nuid, 2015]. B nociennue aecaTuiieTusi OpraHu3aloHHas KyJlbTypa paccMarpuBa-
€TCS KaK Ba)XKHbIM MHCTPYMEHT yIpaBiieHUsl. BecbMa MHTEPECHBIM SIBIISICTCS MPHU-
MEHEHHE 3TOT0 MHCTPYMEHTA K Pa3JIMYHbIM BUJAM OpraHu3aluid, B TOM YHUCIE K
PENUTUO3HBIM OpraHU3alUsIM, 00JaJal0IUM 0COOEHHOCTSIMU, 3aKJIF0YAIOLIUMUCS B
HaIM4uK OoJiee IMMUPOKOTO CIIEKTpPa IeJIeH 0 CPaBHEHHUIO ¢ KOMMEPUECKUMU Opra-
HU3AIUSMU.

B03MOXXHOCTH HCMOIB30BaHUSI OPraHU3AMOHHON KYJIbTYPBI ISl TTOBBILICHHUS
3¢ PeKTUBHOCTH OpPraHU3alMK CBSA3aHbI C U3HAYATIBHBIM BHIOOPOM IMOIX0/1a K TUIIO-
JIOTUUY OPTaHU3aIlMOHHON KybTyphl. [Ipoananu3upyem Hanbosee n3BECTHBIE U3 HUX
JUISl OTIpe/iesIEeHUs MOAX0a K BbIOOpY Hanboliee MOoAXOAAIIe METOAUKN B KaUECTBE
0a30BOI1 MPU CO3/IaHUM OJIATONIPUSATHON OPTaHU3AIMOHHON KYJIBTYPBI B PEJIMTHO03-

HOU opraHu3aluvu MPOTCCTAHTCKOT'O HAITPABJICHMUA.

TumnmoJsiorun opraHu3aMOHHBIX KYJIbTYP: 0COOCHHOCTH,

BO3MOKHOCTH NMPUMEHEHHUS U KJIACCHPUIUPYIOLIHE MPU3HAKH

PaccmoTpum Hambosnee pacnpoCTpaHEHHbIE TAKCOHOMHUHU OPraHU3aIlMOHHBIX
KyaeTyp. lomnanackuii yuensiii I Xodcerene B Hayane 80-x pa3paboras TUIONO-
ruto [Hofstede, 2011], momy4uBiryro ero uMsi, UCXOs U3 JaHHBIX MACIITAOHOTO HC-
CIEI0BaHMs, B KOTOpoM MpuHsuio yuyactue 116 000 corpynHukoB komnanuu IBM
u3 50 ctpan mupa. [llupokas uccnenoBarenbckas 0a3a MO3BOJIMIA €My MPOBECTH

aHaJIM3 HalMOHAJBHBIX KyJIbTyp Oomnblioro konuudectBa ctpad [Hofstede, 1983].
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N3mepenus poccuiickoit KyinbTyphl mo Metoauke I. Xodcrene ObuIu mpoBeneHBI
A.H. Haymoseim [Haymog, 1996] u O.C. CtpykoBoii [CtpykoBa, 2004].

I'. Xodcrene BbLACINI MIECTh ACMIEKTOB, XapAKTEPU3YIOIIUX OPraHU3alUIo U e
KYJIbTYpPYy: AUCTAHUWIO BIIACTH; WHAWBUIYAJIN3M — KOJUIEKTMBU3M; CTPEMIIEHUE K
U30€raHuio HEeOoINpPEeAeICHHOCTH; MY>KECTBEHHOCTh — JKEHCTBEHHOCTh; BPEMEHHOM
TOPU30HT OPUEHTAIMU Ha Oymymiee (KOPOTKHUM — JJIMHHBIN); TTIOTBOPCTBO JKETAHH-
M — cliep>kaHHOCTh. Habop moka3zareneil B 3TUX 1IeCTU nmapaMeTrpax u GopMUpYeT
ONPEAEIEHHBIE TUIIBI KYJIBTYD.

[lepBbIil KIacCU(PUKALUMOHHBIN MPU3HAK — JUCTAHIUS BIACTH — ONpPEACIIIeTCS
CTETIEHBIO IPUHATUS PSAOBBIMHU COTPYIHUKAMU OPraHU3allMy HEPABHOTO pacupee-
JIEHUA BIAacTU. B KylbTypax ¢ BBICOKOM AMCTAHLMEN BIACTU MOJYMHEHHBIE CHIIBHO
3aBHUCAT OT HAYAJILCTBA, BEJIMKA 3MOLMOHAJIbHAS JUCTAHLINS, IIPU 3TOM B KYJIBTypax
C HU3KOM AMCTaHIMEN BIACTH IIEHSATCS PAaBEHCTBO B OTHOLIEHUSX M CBOOO/A, OTHO-
IIEHUST MEX Y Ha4aJIbCTBOM U COTPYJTHHKAMU MeHee (hOpMaIIbHBI.

[TapameTp «MHAMBUIYAIN3M — KOJUIEKTUBU3M» OIMCHIBAET YPOBEHb MHTETpa-
MY JTIIO/IeH B Tpynibl. B o0mecTBax, rae mpeobiagacT MHANBUIYATN3M, COITUATBLHO-
TICUXOJIOTHYECKHUE CBSA3U MEXKTY JIIOIbMU CI1a0bl, BO INIaBy YIJla CTABATCSI HHTEPECH
JUYHOCTHU. KOJUIEKTUBU3M XapaKTepU3yeT BBICOKHM YPOBEHb MHTErPALlUA B IPYI-
IIbl, THTEPECHI TPYNIIbI JTOMUHHUPYIOT.

[TapameTp BoCTIpUSTHSI HEONIPEACICHHOCTH OOHAPYKMUBAET CTENEeHb KOM(OPT-
HOCTH, UCIIBITHIBAEMOM WI€HaMH OOIIECTBA B HEMPEICKa3yeMbIX cuTyanusax. Kyib-
Typbl, H30erarolne HEOMPEIeTIEHHOCTH, (POPMHUPYIOT CTPOTHE TOBEACHUYECKHE
MOJIEJIN, 3aKOHBI, IPABUJIA, CHUYKAIOIIUE HEONIPEAEIEHHOCTh. KynbTyphl, MpuHUMa-
IOIIME HEONPEIETIEHHOCTh, 00JIe€ TOJIEPAHTHBI K IPYyTOMY MHEHHUIO, MEHEE IMOIINO-
HaJbHBI, MEHEE (POpMaTM30BaHHbI.

KoHTHHYYM «MyXECTBEHHOCTH — >KEHCTBEHHOCTH» XapaKTEPU3YET MNPUCYT-
CTBHE B OOIIECTBE WJIM OPraHU3aLMU YCIOBHO MYXKCKHUX UJIU KEHCKUX LIEHHOCTEH.
[Ton my»xckumu TIeHHOCTSIMU Xo(CcTene MOHUMAET HAMOPUCTOCTh, COCTSI3aTENb-
HOCTb, MO/ )KEHCKUMHU — CKPOMHOCTh, YMEPEHHOCTh, 3a00TYy.

BpemeHHol rOpU30HT OpUEHTAIMU Ha OyIy1liee ONpPeIesieT CTENEHb, B KOTOPOil
IPEJICTaBUTEIISIM Pa3HbIX OOIECTB CBOMCTBEHHBI KPATKOCPOUYHBIE WJIU JIOJITOCPOU-

HbI€ BUJIbI Ha Oynyiiee. B KynpTypax ¢ KpaTKOCPOYHON OpHUEHTalUEN BaKHEHUIINe
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COOBITHS TIPOU3OILIN B IPOIUIOM, LIEHITCS TOCTOSHCTBO U CTa0MIIBHOCTD, YBaXe-
HUE K TPAJULUSAM U BBIITOJIHEHHE 0053aTeIbCTB MEpe]] 00IIECTBOM, KyJIbTUBUPYETCS
HOTPEOUTENBCKUI CIIPOC. B MPOTHBONOI0AKHOCTD ATOMY B KYJIBTYPaxX C JOJATOCPOU-
HOM OpHEHTAIMel IIEHUTCS aJanTanus K 00CTOSITeIhCTBaM, OEpPEXKINBOCTh, BaXK-
Heiire coObITHS JOJDKHBI IIPOU30MTH B OyayLIEM.

[TapameTp «IIOTBOPCTBO KEJIAHUSAM — CAEPKAHHOCTBY B THIIOJNIOTHU XodcTene
nosisuics B 2010 roxy B pe3yaprare COTpyJHUYECTBA C OOIrapcKUM HCCIe10BaTe-
nem M. MunkoBeiM [Hofstede G., Hofstede G.J., Minkov, 2010]. «IToTBopcTBO *e-
JaHUSIM» OIHUCBIBAET OOIIECTBA, B KOTOPHIX CBOOOJHO YIOBJIETBOPSIFOTCS YEJIOBE-
YecKue MOTPEOHOCTH, CBS3aHHbIE C MOITYYCHHEM YIOBOJILCTBHUS M HAClaXICHUEM
AKU3HBIO. «CHepkaHHOCTb» XapaKTepHa Ul COLMyMa, B KOTOPOM OOIIECTBEHHBIE
HOPMBI CTPOTO KOHTPOJIUPYIOT YAOBIECTBOPEHUE OTPEOHOCTE.

JlaHHas TUIIOJIOTHS XOPOLIO MOAXOAMT JUIS aHAJIM3A Pa3jIudMiii HallMOHAJIbHBIX
KYJIBTYp, HO €€ NPUMEHEHHE JJIs aHAJIN3a KyJbTYpbl KOHKPETHOW OpPraHHU3aluu C
LENbI0 JAJIBHEHIIEr0 COBEPIICHCTBOBAHUS OHOM BecbMa OrpaHnyeHo. Mcnoimb3o-
BaHue tunonoruu I. Xodcrene 66110 Ob HHTEPECHBIM JJIS1 AaHATTU3a PETUTUO3HBIX
OpraHM3aluil O1HON KOH(pecCcuu, OCYLIECTBIIAIOIINX CBOO I€ATENbHOCTD B Pa3HbIX
CTpaHaXx, ¢ LEJIbI0 M3YUYEHUS B3aUMHOIO BIIMSHUS BEPOYUECHHS M HALMOHAIBHOU
KYJIBTYPBI.

T.E. leiin n A.A. KeHHe 1M BBIIETSIOT YETHIPE THIIA KOPIIOPATUBHBIX KYJIBTYp Ha
OCHOBE aHAJIM3UPYEMBIX [1APAMETPOB YPOBHS PUCKA U CKOPOCTH IOJIy4EHHUs1 00pat-
Hoii cBsi3u [Deal, Kennedy, 2000]. O1u Tumsl 0003Ha4ar0TCs Kak KyJIbTypa «KPYThIX
napHen», «ycepaHOoN paboThl», «KPYIHBIX CTAaBOK» U «Ipolecca» [['allHyTAuHOBA,
2010].

KynbTypa «KpyThIX IMapHENH» — 3TO KyJbTypa SIPKHUX JIMYHOCTEHN, KOTOPBIE HIYyT
Ha PUCK U OBICTPO BUASAT MOCIEICTBUS CBOMX AeicTBUil. UHaycTpun criopta, pas-
BJICUCHUI U PEKJIAMBI SIBJISIIOT SIPKHAE IPUMEPBI TAKUX KYJIbTyp. JJOMUHMpYET UHIN-
BUyaJIU3M U KOHKYPEHIIMS.

Kynberypa «ycepaHoil paboTbl» coueTaeT HU3KUE PUCKU U OBICTPYIO 0OpaTHyIO
peakuyio. OCHOBHAs LIEHHOCTD KYJIBTYPbI BEIPAKAETCS B CTPEMIIEHUH IPEJOCTABUTH
HNOTPEOUTENIO BEICOKOKIIACCHBIN CEpPBUC U KadyeCTBEHHbIE TOBaphl. BaxkHa paboTa B

KOMaHI€ U BBICOKHUI YPOBCHbL aKTUBHOCTH.
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Kynbrypa «KpynHBIX CTABOK» XapaKTEPU3YETCSA BBICOKMM PUCKOM U MEJIEHHOM
oOpaTHOl CcBA3bI0. Takas KyJbTypa BCTPEYAeTCs B OpraHU3alMsIX, KOTOPBIE OCY-
HIECTBIISIOT MPOEKTHI, TPEOYIOIIKE JIIUTEILHOTO BPEMEHH U OONbIINUX (PUHAHCOBBIX
3arpar, HarpuMep B GapMareBTHUECKUX WA CTPOUTEIHHBIX KOMMaHUsIX. B Takoi
KyJAbType O0JbIlIOe 3HAYEeHUE UMEIOT COBEIIAHMS 1 MHEHHSI SKCIIEPTOB, IOTOMY YTO
1IeHa HEBEPHOTO pellleHus KpaiiHe Bbicoka [Madu, 2012].

Kynerypa «mpouecca» BOZHMKAET B OpraHU3alusX, TAE€ HEBBICOK PUCK U MEN-
JeHHasi oOpaTHas CBsi3b. bonbime puteiniepsl, 0aHKH, CTPaxOBbIe KOMITAHUHA 00BIY-
HO HaxoJATcs B 3T0M rpynne. [1o mpuunHe OTCyTCTBUSL HEMEJIEHHON pPEaKIUH Ha
MIPUHSATHIE pEeIIEHUs] pA0OTHUKHU COCPEIOTAYMBAIOTCS HA KaYE€CTBE MPOLIECCa U TeX-
HUYECKOM coBepuIeHCTBE. HEKOTOpBIMU HCCIIEIOBATENS MU 3TA KYJIbTypa Ha3bIBACT-
csl OIOPOKpATHEN.

Tunonorus T.E. Jlelina u A.A. KeHHeau ONMMUCHIBAET KYJIbTYPbl, BOSHUKAIOIIINE
B Pa3HbIX UHAYCTpUsX. ba3oBbie moka3arenu, Takhe Kak YpOBEHb PUCKa U CKOPOCTh
noJlydeHusi oOpaTHOW CBSI3U, OMPENEISIOTCS BO MHOTOM BUJIOM OCYIIECTBIIsIEMOM
NeATeNbHOCTU. Tak Kak JJIsi PEJIMTMO3HBIX OpraHu3aluil BUJ NESITEIbHOCTU YKE
OTIPEJIENICH, TO U THUII KYJIBTYPHI ykKe 3a()UKCUPOBaH, U1 U3MEHEHHUE KYJIbTYPhI B paM-
Kax JIAaHHOM THUIIOJIOTUU KpParuHEe 3aTPYJHUTEIIBHO.

P. Axodd uccrnenosan KyabTypy Ha OCHOBAaHUU JPYTUX JIByX IMapaMeTPOB: CTe-
MIeHb MPUBJIEYEHUSI PAOOTHUKOB K YCTAHOBJICHHUIO 1I€JIEH B TPYyIIE U CTENEHb MpPHU-
BJI€UEHHUs PAOOTHUKOB K BBIOOPY CPEICTB JUIsl TOCTUXKEHUS MMOCTABJIECHHBIX LieNel
[Axodd, 1985]. C momoupi0 CpaBHEHUS ITHX MapaMETPOB OH BBIAETSIT YETHIPE
TUMa KynbTyp: KopnoparuBHbii [[llanupo, 2011] (0o6a mokazarenss HU3KKE), KOH-
CYJIbTaTUBHBIN (PaOOTHHUKHU OMPEAEIISIIOT 11€J1b, HO HE CPEJCTBA), «MAPTU3AHCKUIN)
(paOOTHUKH OIPEACIISIIOT CPEICTBA, HO HE 11€JIb), IPEANPUHUMATEILCKHUM (00a 1mo-
Ka3arens BbicokH) [["ankuna, 2001].

KoprioparuBHbI# THUI KYJIBTYphI IPEACTABISIET COOON «aBTOKPATHIO 1IEJIeH 1 aB-
TOKPATHUIO CPEACTB». Takol TUI NPUCYTCTBYET B KPYIHBIX TPAAUIIMOHHO YIIpaBJisie-
MBIX KOPIOPALUAX C NEHTPAIU30BAHHON CTPYKTYPO U €IMHOHAYAIIUEM.

KoHcynbraruBHas KyapTypa ¢ «JI€MOKpATHUEU LEJIe U aBTOKPATUEN CPEICTB
IIPUCYTCTBYET BO MHOTMX OpraHM3alUsAX, MPEAOCTABISIOMINX COUUAIBHBIE YCITy-

ru: JiedeOHbIe 3aBe/IeHs, 00pa30BaTEeIbHBIC YUPEKICHHSI; HO HE TOJHKO. XOPOIIIO
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NIEPENAOT ITIABHYI0 MJICK0 3TOM KyJIBTYpPbl OTHOILLEHUS «JIOKTOp — nmanueHT». Llenp
B 3TUX OTHOILIECHUSX YCTAHABIIMBAETCS MAallUEHTOM, HO OH HE 00JIalaeT KOHTPOJIEM
HaJ| CPEACTBAaMU JICUEHUSI, KOTOPBIE ONPEIEIISIFOTCS JOKTOPOM.

«ITapTn3aHckas» KyJabTypa XapakTEpHa «aBTOKPATHEW LIEJIEW U JEMOKpATHEU
cpeacTB». B Takux opraHuzanusax Lenu JUisi HUKECTOAUIMX PaOOTHUKOB yCTaHAB-
JUBAIOTCS «HABEPXY», HO MPEAOCTABIsAETCS CBOOOIA B BBIOOPE CPEACTB AJIS UX JI0-
CTHKCHHS.

[IpennpuHUMaTENbCKUAN TUIT KYJBTYPBI PEACTABISET COO0M «IEMOKPATHIO 1ie-
JIeN — IEMOKPATHUIO CPEACTB». Tak MOCTPOEHBI MHOTME OPraHU3alliy, y4acTue B Jie-
ATEIIBHOCTU KOTOPBIX OINPEAEISAETCS KETAaHUEM UX YICHOB, HAIIPUMEDP TBOPUYECKHE
CO03Bbl, KIIyObl. PyKOBO/ICTBO ITOJIOTUETHO B CBOEH JEATENIBHOCTH CBOMM PaOOTHHU-
KaM M JICMCTBYET B UX UHTEPECAX.

BO03MOXHOCTH MCIOJIB30BaHUs JTaHHOW THUIIOJIOIMM HEOAHO3HauHbl. C OIHOMN
CTOPOHBI, YPOBEHb IIPUBJIICYEHN YWICHOB PEJIUTHO3HONM OPTraHU3alHN MIPOTECTAHT-
CKOI'O HaIpaBJICHUs K IIOCTAHOBKE LI€JIEH JNEHCTBUTEIBHO MOYKET BapbUPOBATHCS B
3aBUCUMOCTH OT CTHJIA ynpasieHus. C Ipyroil CTOpOHBI, CTaTyC HEKOMMEPUECKOU
OpraHU3alliy U OTIIMYUTENBHBIC YEPThI BEPOYUEHHUS IPOTECTAHTU3MA HAKJIAIbIBAIOT
orpeneneHHbIe TPeOOBaHMSI Ha PYKOBOACTBO OPTaHU3AIMU O MOJAOTUYETHOCTH YJie-
HaM opra"usauuu. Ha Mo# B3IIsi 1, JaHHAs TUIIOJIOTHS HE BIIOJIHE TIOAXOIUT IS pe-
JUTUO3HBIX OPraHMU3AIlHi, TOCKOJIbKY M30paHHBIE MMOKA3aTeNn Ui Ki1acCu(uKaum
KYJIBTYP HE SIBJISIFOTCSI KJIFOYEBBIMU JJIL JAHHOTO THUIIA OPTaHU3aLUi.

Conmonor C. XaHau NpeIOXKUI pa3iesiaTh KyJbTypy Ha YEThIpE THMA: KYJb-
Typa BJIacTH, KyJIbTypa poJid, KyJbTypa 3a7a4u U KyasTypa quuHoctu [Cacciattolo,
2014]. Ilpuuem, Mo ero MHEHHIO, B UCTOPUM OJHOM OpPraHU3AIMU MOKHO IIPOCIie-
JUThb BCE YETHIPE TUIA KYJIbTYDP, HAUMHAS C KYJIbTYpPbI BIACTH IIPU 3aPOKIECHUU Op-
TraHU3aLHH.

KynbeTrypa Bnactu MOKeT ObITh CUMBOJIMUYECKH OTpa)keHa B 00pa3e MayTUHBI, YTO
nepesaeT Uaet KOHTPOJISI, PaCpOCTPAHSIONIErocs U3 IeHTpa K nepudepun opra-
Hu3anuu. Takas KyapTypa yacTo IPUCYTCTBYET B HEOOJIBLINX TOPTOBBIX WK (PUHAH-
COBBIX OPraHU3ALMAX NPEANPUHUMATENBCKOrO ThNHa. Korna Kommanus npuHUMaeT
KyJIbTYpY BJIACTH, IPaBUjIa U OIOPOKPATUUECKUE POLEAYPHI CHIXKAIOTCS 10 MUHHU-

MyMa.

Skrypiy V.A.


http://publishing-vak.ru/economy.htm

Economics and management of a national economy 205

Kynberypa ponu xapakTepusyeT BBICOKOCTPYKTYPUPOBAHHBIE OpPraHU3ALNH, B
KOTOPBIX PAOOTHUKHM MMEIOT YETKO MPOMUCaHHbIe (PyHKIMH. XaHIU OMUCKIBAI TO-
JTOOHYIO KYJIBTYpY KaK «TpPEYeCKU Xpam», B KOTOPOM BCE MOAYUHEHO JOTUKE U pa-
nMoHaNbHOCTH. Crjla OpraHu3alyil 3TOro TUIA 3aKJI0YAETCS B «KOJIOHHAX), YETKO
OTPEJIEIICHHBIX POJISX U cPepax KoMneTeHIIMU. ICTOUHMKOM BIAacTH SIBISIETCS 3aHU-
Maemasi B OpraHu3alliy JT0JKHOCTb, a HE OMBIT WK npodeccuonanusM. [loqoOHbie
OpraHu3alii OYeHb MEJIEHHO OCO3HAIOT HEOOXOAMMOCTh B U3MEHEHHUSAX U TaK Ke
MEJUIEHHO UX OCYIIECTBIISIOT.

Kynbrypa 3agauu, HanpoTUB, MOCTPOEHA BOKPYT BHITIOJIIHAEMOW padOThI U MPH-
CYTCTBYET B OpraHU3alUsX, I[7Ie CUIbHA KOMaH/IHas paboTa U BIAaCTh UCXOIUT TOIBKO
OT OIbITa U KOMIETEHIIMU B JaHHOU oOnactu. OpraHuzaius ¢ 3Toi KyJbTypoil 60-
Jie€ OCTaJIbHBIX CKOHLIECHTPUPOBAHA Ha JOCTH>KEHHUH IMOCTABICHHON LEIH, TO3TOMY
cTapaeTcsi coOpaTh MOAXOASILYI0O KOMAaHy U PECYPChI, YTOOBI TOOUTHCS XOPOIIEro
pe3yabTara.

KynbTypa TM4HOCTH JOBOJIBHO HEOOBIYHA U OTpa)KaeT OpraHu3anuu, paboTHU-
KM KOTOPBIX OLIEHUBAIOT CBOE 3HAYEHHE U POJIb BBIIIE, HEKEIU caMy OpraHu3aluIo.
KoHTpoJ1b CO CTOPOHBI PYKOBOACTBA OYEHB CIIOKHO OCYLIECTBUM, BO3MOXKEH TOJIBKO
B ciIy4ae 000I0IHOTO comtacus. B ee ocHOBe siexar ycrnex, KOMIeTEeHTHOCTh U JIN4-
HBIE IOCTUKEHUS paOOTHHKA.

JlaHHasT THUMOJOTUS XOPOILIO OIKCHIBAET XApAKTEPUCTHKU KYJIbTYp Ha pas-
HBIX ATallax CyLIECTBOBAaHWS OPraHU3allid, B TOM 4YHUCJIE peauruo3Hou. Ilosto-
My, Ha MOW B3IVISIJI, €€ NMPUMEHEHHE BO3MOKHO M B PEJIMTHO3HBIX OpraHU3alusIX
IIPOTECTAHTCKOTO HAIPaBJIEHUs, HO UMEET HEKOTOpbIe orpaHnyeHus. Kaxnplii u3
TUIIOB KYJIBTYpHI LI€NI€CO00pa3eH MpU OMPEIENIEHHBIX OOCTOATEIhCTBAX, CHUCTE-
MaTH3allksg U JIMarHOCTHKA KOTOpBhIX HE paszpaborana. MuauBuayanbHbIE 4epThl
PYKOBOJZICTBA, SIPKOCThb JIMYHOCTEN PAOBBIX YYACTHHKOB OpPraHU3ALMM, BHEIIHHE
YCIIOBUSI — BCE ATO SIBISIETCS (DaKkTOpaMu IMpU BBIOOpPE KYJIBTYphl B JAHHOM THUIIO-
aoruu. IlosToMy ee HMCHONb30BaHUE AJI JUATHOCTUKU U YIYUIICHHS KYJIbTYpPBI
KOHKPETHOW OpraHu3aliu TpeOyeT ydyeTa OrpOMHOI0 KOJIM4YecTBa (PAaKTOPOB, KO-
TOPBI BO3MOXEH TOJIBKO MPU JIMYHOM IPUCYTCTBUH, XOPOILIEH OCBEAOMIIEHHO-
CTH 00 YCIOBHUSX CYLIECTBOBAHUS KOHKPETHOM OpraHu3alud U MHTYUTHBHOM

MBIITJICHHWH.
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Awmepukanckumu yueHbiMu K. Kameponom u P. KynnHoMm Takske paszpaboraHa
THUIIOJIOTHSI, KOTOPasi, HA MOM B3IVISA, JIyUIIMM OOpa3oM MOAXOAUT JJII HACTOSALLIEH
paboThI O COBOKYIHOCTH XapaKTEPUCTUK, OIHA U3 KOTOPBIX — YI0OCTBO aHAIU3a
KYJIBTYpbl OpraHU3aL1H.

OmnpeneneHue TUIOB KyJbTYpP OCHOBBIBAETCS HA aHAJIM3E€ MApaMETPOB JIBYX
u3MepeHuit: 1) ruOKoCTh, AUCKPETHOCTh WM CTAOMIBHOCTh U KOHTPOJb, 2) BHY-
TPEHHSIS1 WJIM BHEUIHSI OpUEHTalUs opranu3anuu. Ha ocHoBaHMM 3THX TapaMeTpoB
CTPOUTCS paMOUYHast KOHCTPYKLMS KOHKYPUPYIOILUX LIEHHOCTEH (puc. 1).

I'nbxocTh M TUCKPETHOCTH
A

Kuaan Anxokparusi
BuyTpennuii Buemnmii
(poxkyc n < > (okyc u qug-
HHTerpanus (epenunanus
bropokparust PoiHoxk

\

CTaOtnIbHOCTH H KOHTPOJIb

Pucynok 1. Pamo4yHasi KOHCTPYKIMSA KOHKYPHPYIOLIHX
nenHocren [Kamepon, Kyunsn, 2001]

BaxxHOl 0COOEHHOCTBIO ATOM KOHCTPYKIIUU SIBISIETCS OTPUIIAHUE CTEPIKHEBbI-
MH LEHHOCTSAMHU, JEKANMMHA Ha Kpasx KaKJI0ro KOHTHHYyMa, Ipyr apyra. B pe-
3yJbTaTe JBa U3MEpPEHUs 00pa3yroT KBAJAPAHThI, XapaKTEPU3YIOIIUE OT/ICTbHBIN THIT
KYJIBTYPBI 1 KOHKYPUPYIOLIUE APYT C IPYTOM IO THATOHAJIN.

Takum 00pa3oM, BBIICISIOTCS Yemblpe muna KyJibmypbl.
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1. Uepapxuueckas. Kectkas neHTpaIn3oBaHHasl CTpyKTypa. ljis paOOTHUKOB
[JIJABHOE€ — BHYTPEHHUH (DOKYC, CTaOUIBHOCTh M KOHTPOJIb. Pa3paboTaHbl siCHBIC
CTaHJApThl W TNpaBUJIA, Pa3BUThIE MEXaHW3Mbl KOHTpOJsS U ydera. Yacto momao0-
Has KyJIbTypa HaroJIHSET rOCYIApCTBEHHbIE OPraHU3alny, KPYIHbIE TPEIPUATUS
BIIK.

2. Pvinounas xynsmypa — OpUEHTHUPOBaHA HAa NPUOBUIBHOCTb, BBITIOJHEHUE 3a-
naun Jrooon nenoi. [lpeanonaraer JoCTaTouHO aKTUBHOE TMOBEICHHME OpraHU3a-
LMY Ha PBIHKE, BBICOKYO HHTEHCUBHOCTH pa3BUTHs. DOKYC HANPABJIEH HA BHEILIHEE
OKpY’XEHHE, a HEe Ha CBOM BHYTpeHHue Jena. [Ipeobnanaer B TOProBbIX KOMITAHUSX,
JNEUCTBYIOIIMX HA CBEPXKOHKYPEHTHOM PBIHKE.

3. Knanoeas kynemypa CTpOUTCS IO MOI0OMIO CEMbH, TJI€ Ha TIEPBBIN IJIaH BbI-
XOJIUT Ka4e€CTBO YEJIOBEUECKUX OTHOIIECHU, B3aUMHas MOAJepKKa 1 3a00ta. Bme-
CTO CTaHAAPTOB U MPABHII UEPAPXUH WU KOHKYPUPYIOIIUNX MPUOBUIHHBIX LIEHTPOB
PBIHKA XapaKTEPHBIMU 0COOEHHOCTSIMH TPy KJIAHOBOTO THIIA SIBJSIOTCS MPOTpam-
MBI BOBJICUEHHUS HAEMHBIX paOOTHUKOB B OM3HEC M KOPIIOpPATUBHBIE 00s3aTEIbCTBA
nepes HUMU. DTOT TUI CBOMCTBEHEH MHOTUM HAUYMHAOIIUM U CEMEWHBIM MPEaIpH-
STUSAM, KOTJIa KOJUIEKTUB €IMHOMBIIIJICHHUKOB JIeJIaeT o0IIee Ie0.

4. Aoxokpamuueckas KynbTypa OPUEHTUPOBAaHA HA TBOPYECTBO U MHHOBALMU.
OcHOBHOE BHUMaHUE yAENIeTCs] TeHepalii HOBbIX, MHHOBAIIMOHHBIX UJeH. [aB-
Has 3aJa4a MEHEIPKMEHTA BUJUTCA B MOOIIPEHNUN MPEAITPUHUMATENIBCTBA, TBOPYE-
CTBa. AKIIEHT JieIaeTcsl Ha MHAUBUAYaJIbHOCTh, HOBAaTOPCTBO, IKCIIEPUMEHTHUPOBA-
HUE, IPOrHO3UPOBAHKE OyITylIEro.

OpraHu3aiMoHHas KyJabTypa UMEET MHOKECTBO U3MEPEHUMN, TOITOMY IS JTyU-
IIEr0 MOHUMAHMS Pa3IMuvs B THIAX KYJBTYpPhl Mbl UX KOcHeMcs. KaxaoMy tumy
KYJBTYpbl CBOMCTBEHEH CBOM THII JIMJEPCTBA, CTEPKHEBBIE TEOPUH MEHEKMEHTA U
kputepuu d3pdextuBHoCTH. Ha prc. 2 npencraBieHsl 3TH XapaKTePUCTUKH.

CormnacHo 3TOMY pUCYHKY MbI BUIUM, YTO 3((HEKTUBHBIMU JIUJEPAMHU B PHIHOY-
HOH KyJbType, 110 UCCIEeN0BaHuAM, NpoBeaeHHbIM Kameponom u KyuHHOM, sIBIis-
JIUCh JKECTKUE HAJCMOTPIINKHU, KOTOPBIE MOOMIPSIN KOHKYPEHIIMIO BHYTPU OpraHU-
3alliy ¥ TONMWIN KOHKYpEHTHbIE (GUpMbI. B anxokparuu BO IiaBy yriia CTaBUJIOCH
HOBAaTOPCTBO, Jake KpUTepusiMU 3(H(HEKTUBHOCTHU B OOJIBIIICH CTETIEHH ABIISITUCH HE

JIOXO/Ibl, a JEHCTBUS Ha NEPEOBOM HAYYHO-TEXHUYECKOro nporpecca. Kianosas
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BHyTpeHHHE KOHTPOJIbL H HHTErPaIus

I'néxocTh M MHIUBUHAYAJIBHOCTH

Tun kyabrypsi: KiianoBas
Tun aungepa:
MOCOOHUK, BOCIIUTATEIb, POIUTEb;
Kpurtepun 3¢ pexTuBHoCTH:
CIIOYEHHOCTh, MOPAJIbHBIN KIIMMAT, pa3Bu-
THE YEJIOBEYECKUX PECYPCOB;
Teopusi MeHeIKMeHTA:
y4acTHe YKpeIUIsieT IpelaHHOCTb JeTy.

Tun KyJIbTypbl: AIXOKpaTU4eCcKUil
Tun augepa:
HOBATOP, NPEIIPUHUMATEIb, IPOBUICLL;
Kpurtepuu 3¢ pexTuBHocTu:
pe3yibTaT Ha epeoBOM pyOeske, TBOpUe-
CTBO, POCT;
Teopusi MeHeIKMeHTA:
HOBaTOPCTBO BHIHAILIMBAET HOBBIC PECYPCHI.

Tun kyaerypsi: Mepapxuueckas
Tun augepa:
KOOPAMHATOP, HACTABHUK, OPraHU3aTOoP;
Kpurepun 3¢ppextuBHOCTH:
PEHTa0EIBHOCTD, CBOEBPEMEHHOCTb, TIA/I-
Koe (PYyHKIIHOHHPOBAHHKE;
Teopust MeHeAKMeEHTA:
KOHTPOJIb CIIOCOOCTBYET PEHTA0EIBbHOCTH.

Tun kyaeTypsbl: PeIHOYHAsA
Tun auagepa: KeCTKUN HaJICMOTPUIUK,
COIIEPHHUK, [IPOU3BOAUTEID;
Kpurepun 3¢ppextuBnocTH:
JIOJIs1 PBIHKA, JIOCTHKEHUE LN, TIOPaKEHUE
KOHKYPEHTOB;
Teopust MeHexKMEHTA:

KOHKYPEHIIUS CIOCOOCTBYET MPOYKTUBHOCTH.

KOHTpOJI]) H CTA0MJILHOCTD

Pucynok 2. KoHkypupywoime HeHHOCTH JUAEPCTBA, 3P PeKTHBHOCTH
U opranusanuoHHoii teopuu [Kamepon, Kyunn, 2001]

BUNHIAd Y 1 onHedodMHOUNTMEOT JIHITIIHY

KyJbTYpa UCXOUT U3 MPUHITUTIA «YUACTUE YKPETUISICT MPEAaHHOCTh JAeTy», dpdek-
TUBHOW CUMTAETCs paboTa, CIUIOTUBINAS KOJUIEKTHB. Mepapxus TpeOyeTr oT auaepa
BBICOKHX OPTaHU3aTOPCKUX CIIOCOOHOCTEH JJIsl CTAOMIILHOTO peHTa0eIbHOTO (DyHK-
IIMOHUPOBAHUS OpPTraHU3aIUH.

Paznmuunbie TUTIBI OpraHU3aIMOHHON KYJIBTYPhI IPOSBIISIOT CKIIOHHOCTH K Pa3-
JUYHBIM CTpPaTeTUSIM MEHEDKMEHTA KauecTBa. MEHEKMEHT KaueCTBa BHOCUT 3Ha-
YUTEJBHBINA BKJIAJl B YCIIEXH (PUPMBI, HO HE BCE MPOTPAMMBI OKAaHYMBAIOTCS YCIIEIII-
Ho. [IprunHa KpoeTcs BO (pparMeHTApHOCTH HCITOJIb3yeMbIX MeTonoB. Ha puc. 3
M300paKeHbI CTPATETUN KaueCTBa, HAMOO0JIee TTOIXOMAIINE TUIIAM KyIbTypbl. [Ipu-
OpUTETHOE HCIIOIB30BAHUE CTPATETHH KavyeCTBa, MPUCYIIUX IPYrOMYy THUIY KYyJlb-
TYpbI, HEXEI CYIICCTBYIOIIMA B OpPTaHU3AINH, YaCTO 3aKAaHYMBACTCS MPOBAJIOM.
B TO ke Bpems1, eclii METO/IBI MOBBIIIICHUS KaueCTBAa IPUMEHSIOTCS B KOMIUICKCE C
Pa3BUTHEM KyJIbTYPBI, OHU MOTYT OBITh yCHENIHBI. TakuM 00pa3oM, KOHCTPYKIIUS
KOHKYPHUPYIOIIHUX [ICHHOCTEH, KaK BAYKHCHIIIMX 3JIEMEHTOB OPTaHU3AIMOHHON KYJTb-

TYPbI, IOMOKCT HAWTHU KOMILJICKCHBIMN IIoAXo4 K ITIOBBIINICHHWIO KAa4C€CTBA.
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I'uOxocTh M MHAUBUAYAJIBHOCTH

KJIAH

Crpareruu kavecrna:
— HA/IeJIATh OJTHOMOYHUSIMH;
— €03/1aBaTh OpUrajbl;
— BOBJICKATh HA€MHBIX PA0OTHHKOB;
— pPa3BUBATh YeJI0BEYEeCKHeE Pecypchl;
— o0ecneunBaTh OTKPBITOCTH

o0IIeHUS.

BHyTpeHHHH KOHTPOJIb

U HHTEerpanus

HNEPAPXUSA

Crparernu Kayecrna:
— 00HApPYKUBATH OIIUOKHU;
— HU3MepATh;
— KOHTPOJIUPOBATH MPOLECCHI;
— CHCTEeMATHYeCKH peliaTh
npoodeMbl;
— MIPUMEPATH HHCTYMEHTbI
Ka4ecTBa (HAPUMep, IMarpaMMbl
IHapeTto, AuarpaMMsbl NPUYMHHO-
CJIeICTBEHHBIX CBS3€H,
AHATPAMMBI CXOICTBA, JTUATPAMMbI

OTKJIOHEHHUH).

AIXOKPATHUA

Crpareruu kavyecrna:

— YAUBJISATH U BOCXUIIATH;
— €03/1aBaTh HOBbIE CTAHIAPTHI;
— NMpeABU/EeTh MOTPEOHOCTH;

— IIPOAOJIZKATH COBEPIICHCTBOBAHME.

BHemHee mo3uLMOHMPOBaHHE

U JupPepeHuuanms

PBIHOK

Crparernu kaiecrna:
— U3MEPATH NPeInoYTeHust
NnoTpeduTeIeH;
— MOBBIMIATH MPOAYKTUBHOCTb;
— OCYLLECTBJISITh TBOPYECKOe
MAPTHEPCTBO;
— MOBBIIATH KOHKYPEHTOCIOCO00-
HOCTh;
— BOBJIEKATH NOTpeOuTe el

H NMMOCTAaBIIUKOB.

KoHTposib ¥ cTA0MJIBHOCTD

Pucynok 3. KOHKypeHTHbI€ IEeHHOCTH MEHEIKMEHTA
BceoOmero kayecrsa [Kamepon, Kyunn, 2001]

The approaches to choosing the model of organizational culture...



210 Economics: Yesterday, Today and Tomorrow. 2°2016

Tunonorus Kamepona u KynHHa, HeCMOTpSI Ha OIIMCAaHUE YETHIPEX MICAIBHBIX
TUIIOB KYJBTYpbl, NpeIIaracT IMIMPOKUN IUANla30H HACTPOEK OPraHU3allMOHHOU
KYJIBTYPBI, TAK KaK YYUTBIBACT CYLIECTBOBAHUE KAKIOTO U3 TUIIOB BO BCEX OpraHU3a-
LUSX, JUIIb B Pa3HbIX MPONOPUHUAX. XOPOIIO pa3padOTaHHbIE METO/IbI TUArHOCTUKU
HO3BOJISIIOT BUJETh HE TOJIBKO MPe00Ialatoluil TUIl KYJIBTYPbl, HO U COOTHOILIEHUS
BCEX THUIIOB, YTO OCOOCHHO Ba)KHO MPH UCCIEJOBAHUN PEIUTHO3HBIX OpraHu3alui
OJTHOTO HAIPABJIEHUs, CO CXOJHOU CTPYKTYpOH M yCTaBOM, TaK KaK pa3HULA MOKET
IIPOSBIIATHCS JIMILB B COOTHOIIEHUSIX BTOPOCTENEHHBIX TUIIOB KYJIBTYP, IPU OJHOU
JoMUHUpYIouel kyasrype. [Io MoeMy MHeHUIO0, JaHHas TUIoJOrus 0ojiee BCEro

nmoaAxXoAnT AJisk AMArHOCTHUKH KYJIBTYP PCIUTMO3HBIX OpFaHI/I3aI_[I/II7L

3aKJIoueHue

Kaxxnast U3 onmvcaHHBIX THUIIOJIOTHI OpraHU3aIMOHHBIX KYJIBTYp 00JIalaeT YHU-
KaJIbHBIMHM XapaKTEPUCTUKAMU, U KaKJas U3 HUX BHOCUT CBOM BKJIaJ B CUCTEMHOE
MOHUMAaHUE 3TOTO COMMATBHOTO siBiieHus. Tunonorus I'. Xodcrene 00beKTHBHO OIH-
ChIBaeT HAIMOHAJIbHBIE 0COOCHHOCTH OPraHU3allMOHHBIX KYJIBTYp, IPU 3TOM 4acTO
KPUTUKYETCS 32 HEJIOCTATOK MHCTPYMEHTAPUS JJI OTIMCAHUS pa3HOOOpa3usi BHYTPH
HanroHanbHOU KynbTypbl. Tunonoruu T. Jleitna — A. Kennenu u P. Akodda onuce-
BAIOT CIieNU(DHUKAIMN KYJIbTYP, BO3HUKAIOIINX B PA3IUYHBIX MHAYCTPUSX M THUITAX
opraHuzanuii (Hanpumep, GapmalieBTUYecKasi MPOMBIIUIEHHOCTb, KPYIHbIE CTpa-
XOBBIE KOMIIAHUU, OOJIBLHUIIBI, TBOPUECKHUE COI03bI). [IpH 3TOM OHU IIPEIOCTABIIAIOT
HE TaK MHOTO BO3MOXXHOCTEHW ISl UBMEHEHUS THUIA KYJIbTYpPbl B paMKaX OIHOIO U
toro e npeanpusaTus. Tunonorun C. Xanau u K. Kamepona — P. Kyunna ne 06-
Jaa0T 60raTbIM MHCTPYMEHTApHEM JJIS ONUCAHMS HAlMOHAIBHBIX 0COOCHHOCTEN
KyJIBTYp, HO XOPOILIO OMHUCHIBAIOT YHUKAIbHBIE 0COOEHHOCTH KYJIBTYP KOHKPETHBIX
npennpusituii. [Ipu stom Tunonorust K. Kamepona u P. Kynunna Oonee Bcero noju-
XOIUT JJIs1 U3yUYE€HUs OPraHU3alMOHHON KYJIBTYpbl KOHKPETHOW PEJIMTHO3HOM Opra-
HU3ALMK [TPOTECTAHTCKOTO HAMpaBIICHUS C JallbHEWIeH pa3paboTKON MepCreKTUB

€e yJIy4lICHHS.
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Abstract

The organizational culture is often linked to the organization efficiency
enhancement. For this reason, an approach to selecting a suitable model of
culture seems to be of the utmost importance. The above statement refers in
full to the Protestant religious organizations which are the essential part of the
Russian society.

This study analyses the organizational culture typologies developed within
the scope of the modern management theory and practice. Further, it suggests
the most suitable typology for the purpose of creating a favorable organiza-
tional structure in the Protestant organization which displays unique charac-
teristic features when compared with the for-profit companies.

In addition, the study shows the role of implementing organizational cul-
ture management instruments in not-for-profit companies including religious
organizations with a broader spectrum of goals in their activity.

The study concludes that Cameron and Quinn's typology is best suited to
the culture of religious organization. It offers a wide range of instruments; the
diagnostic methods reveal both a dominating culture type and correlation be-
tween other types. That proves to be particularly important when conducting

a study on the religious organizations that represent same denomination, share
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similar structure, statute and one dominating culture, the difference lying in
correlation between the secondary culture types.
For citation
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na primere religioznykh organizatsii protestantskogo napravleniya [The ap-
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Keywords
Organizational culture, religious organization, typology, Protestants, na-

tional culture.

Introduction

Protestant religious organizations constitute an essential part of the Russian so-
ciety. Based on the data of the Ministry of Justice of the Russian Federation there
were 4500 organizations of the type by the end of 2012 [Skrypiy, 2015]. During
the last decades an organizational culture has revealed itself as an important tool of
management showing interesting results when applied to different types of organi-
zations. Religious organizations can serve as a good example featuring the broader
spectrum of goals compared to the commercial type.

To improve the efficiency of an organization from the organizational culture
perspective it seems relevant to select an approach to the culture typology first. This
study analyzes the most prominent ones with a view to determining a model suitable

for creating a basic organizational culture in a protestant religious organization.

Typologies of organizational culture: features,

application and classifying elements

There is a multitude of organizational culture typologies developed in the
last decades. In the early 1980s the Dutch researcher Geert Hofstede created a
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model [Hofstede, 2011] now bearing his name based on data of a large-scale re-
search that he collected among 111 600 IBM Corporation employees in 50 countries
worldwide. The large research database provided for the analysis of many nation-
al cultures across the world [Hofstede, 1983]. A.N. Naumov [Naumov, 1996] and
O.S. Strukova [Strukova, 2004] proposed the dimensions of the Russian culture us-
ing Hofstede methodology.

Hofstede identified the six aspects describing an organization and its culture:
power distance; individualism vs. collectivism; uncertainty avoidance; masculin-
ity vs. femininity; orientation towards future (long-term vs. short-term); indulgence
versus restraint. Index scores of those six dimensions form the certain types of orga-
nizational cultures.

The first classifying feature is defined as the extent to which regular staff members
of the organizations accept inequality in a power distribution. In cultures with the large
power distance the subordinates strongly depend on the management, the emotional
distance is clearly high. The cultures with a lower index of power distance value equal-
ity and freedom, relations between employees and their leaders are less formal.

The dimension "individualism vs. collectivism" is the degree to which people
are integrated into groups. In the societies where individualism prevails, social and
psychological ties between people are loose; interests of the individual come first.
Collectivism describes a society of people tightly integrated into groups which in-
terests dominate.

Uncertainty avoidance index indicates a degree of comfort members of the soci-
ety feel in an unstructured situation. The cultures avoiding the uncertainty form strict
behavioral codes, laws, rules to minimize the ambiguity. Uncertainty accepting cul-
tures are more tolerant of different opinions, less emotional, and less formalized.

Masculinity vs. femininity characteristic refers to the presence of men's or wom-
en's values in the society or an organization. By Hofstede, men's values imply asser-
tiveness, competitiveness; women have modest, caring, and moderate values.

The long-term vs. short term orientation aspect defines how the members of
different societies view their future. In short-term-oriented cultures the most impor-
tant events occurred in the past; the values are steadiness and stability, respect for

tradition, reciprocating social obligations; a consumer demand is cultivated. The op-
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posite cultures with the long-term orientation value adaptation to the circumstances,
thrift; the most important events will occur in the future.

The indulgence versus restraint dimension was added to the Hofstede typology in
2010 as a result of a co-operation with the Bulgarian researcher M. Minkov [Hofstede,
Hofstede, Minkov, 2010]. "Indulgence" stands for a society that allows free gratifica-
tion of human desires related to having fun and enjoying life. "Restraint" characterizes
a continuum where social norms strictly regulate gratification of needs.

Though the above typology provides a valuable methodology to further analyze
the differences among the national cultures, its application to improve the perfor-
mance of a specific organization is limited. It appears to be interesting to use Hofst-
ede typology for analyzing the religious organizations within the same denomina-
tion that carry out their activities in many countries in order to explore the reciprocal
influences of national culture and religious beliefs.

Terrence E. Deal and Allan A. Kennedy outline four models of the corporate
culture based on the risk level and feedback timing parameters they analyzed [Deal,
Kennedy, 2000]. These models are defined as "tough-guys", "work hard", "bet-your-
company" and the "process" types [Gainutdinova, 2010].

The "tough-guy" type is the culture of "star" personalities that take high risks and
see the results of their actions fast. Clear examples of this culture include the sports in-
dustry, entertainment and advertising where individualism and competition dominate.

The "work hard" culture combines low risks and fast feedback. The main value
of this type of culture is expressed as an effort to provide the customers with the first
class service and high quality products. Team work and active involvement are of
utmost importance.

The "bet-your-company" culture is characterized by high risk taking and slow
feedback. This culture type is often seen in the organizations that carry out projects
requiring long-term and high volume investments, for example, in pharmaceutical
and construction industries. Corporate meetings and experts' opinions play an impor-
tant role in such culture since the impact of the wrong decision might be extremely
high [Madu, 2012].

The "process" culture mostly occurs in the organizations with a low risk and

slow feedback. As a rule, large retailers, banks and insurance companies belong to
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this group. For the lack of immediate response to the decisions made, the employ-
ees focus mostly on the quality of the process and technical perfectionism. Some
researchers refer to this model as bureaucracy.

The typology developed by Terrence E. Deal and Allan A. Kennedy describes
cultures that can appear in various industries. Their basic indicators such as risk
level and feedback speed depend on the type of activity to the large extent. Having
the established type of activity, the religious organizations already assumed certain
type of culture and changing it within the given typology framework is highly com-
plicated.

Russell Ackoff studied the culture based on the other two parameters: level of
employees' involvement in establishing the group goals and the level of their par-
ticipation in selecting the means for achieving these goals [Ackoff, 1985]. Having
compared those parameters, he outlined the following four types of cultures: corpo-
rate [Shapiro, 2011] (both indicators low), consultative (employees define goal but
not the means), "partisan" (employees define the means but not the goal) and entre-
preneurial (both indicators are high) [Galkina, 2001].

The corporate type of culture is the "autocracy of goals and autocracy of means".
This type of culture dominates in large traditionally managed corporations with a
centralized structure and one-man leadership.

The consultative culture with "democracy of ideas and autocracy of means" pre-
vails in many organizations that provide social services but is not limited to them.
The main concept of this culture is best described by the "doctor-patient" relation-
ship. A patient establishes the goals but cannot control the means of achieving them
because they are defined by the doctor.

The "partisan" culture is characterized by "autocracy of goals and democracy of
means". In these organizations goals are defined by the upper management but the
lower ranking employees have the freedom to select the means of achieving them.

The "entrepreneurial" type of culture represents "democracy of ideas and de-
mocracy of means". Many organizations like artistic unions, sports clubs, etc. built
around individual's willingness and commitment to participate in their activities,
implement this type of culture. Leaders of those organizations account for their ac-

tivity to the members and act in their best interests.
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The possibility of implementing the above classification is ambiguous for our
purpose. On the one hand, the members' level of involvement in setting up the goals
for a protestant religious organization may vary depending on the style of manage-
ment. On the other hand, charity status and characteristic features of Protestant be-
liefs require the leaders to report to its members. In my view, this typology cannot
fully apply to religious organizations because the parameters chosen for the cultures
classification are not the key ones for this type of organization.

The researcher Charles Handy suggested that cultures be divided into four types:
power culture, role culture, task culture and person culture [Cacciattolo, 2014]. More-
over, all four culture types can be observed during the life cycle of one organization
starting from power culture at the organization's emergence.

A power culture can be symbolized by a web rendering a concept of control
that spreads out from the centre to the rest of organization. Such cultures are often
present in small commercial trade companies and financial organizations. When a
company adopts a power culture, rules and bureaucracies drop to the minimum.

A role culture exists in highly structured organizations where employees
have clearly defined functions. Handy [Handy, 1993] described the culture of this
type as a "Greek temple" where everything works by logic and rationality. The
strength of the organization of this type is in their "pillars", specified roles and ar-
eas of expertise. Power is derived from an individual's position and not accord-
ing to the experience or professionalism. Organizations with this type of culture
are slow recognizing the need for change and it takes a long time to implement
this change.

A task culture, on the contrary, is job oriented. It is present in organizations
where individuals work as a team and power originates from the expertise in a given
field. An organization with this type of culture puts more emphasis if compared to
the others on a goal achievement, and hence, makes an attempt to assemble the suit-
able team and resources to get the job done.

A person culture is quite unusual and reflects organizations where employees
estimate their role and value to be superior to the organization that employs them.
Management control is hardly achievable except by mutual consent. The culture

base is success, expertise and individual achievements of an employee.
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The above typology successfully describes characteristics of cultures in different
stages of the life cycle organizations, including religious organizations. Therefore,
the model is applicable to the protestant religious organization though there are limi-
tations to the approach. Each type of culture is suited to the specific circumstances
that need further systematization and evaluation. The major factors for selecting the
organizational culture from given typology include management individual quali-
ties, uniqueness of employees on the staff, external conditions. To evaluate and im-
prove the culture of any specific organization it is essential to take into account a
wide range of factors which may become known only to an insider with knowledge
of an organization's life and intuitive thinking.

The American scientists Kim S. Cameron and Robert E. Quinn presented a typology
that in my view is best suited to the current study based on a scope of characteristics, the
major one being a convenient instrument for an organizational culture analysis.

The types of cultures are described based on the analysis of two dimensional param-
eters: 1) flexibility and discretion or stability and control; 2) internal or external focus of

an organization. These parameters construct a framework of competing values (Fig. 1).

Flexibility and discretion
A

Clan Adhocracy
Internal External
focus and <« > focus and
integration differentiation
Hierarchy Market

\
Stability and control

Figure 1. Competing values framework [Cameron, Quinn, 2001]
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A notable feature of the above framework is that the core value on the end of
each continuum represent opposite, mutually exclusive assumptions. As a result,
two dimensions produce the quadrants each representing a type of culture and com-
peting on the diagonal.

Thus, four types of culture emerge.

1. Hierarchy. Highly centralized structure. The concerns of the employees
are internal focus, stability and control. Clear standardized rules and procedures,
strong control and accountability mechanisms govern the organization. The cul-
ture often exists in government agencies and large Military industrial complex
enterprises.

2. The market culture drives the organization towards profitability; it is a re-
sults-oriented workplace. It assumes proactive behavior in the market, and high
intensive development. Its focus is on external rather than an internal environ-
ment. Dominates in the large trading companies operating in an ultra-competitive
marketplace.

3. The clan culture is structured similar to a family where qualitative human
relationships, mutual support and care prevail. Instead of the procedures and rules
of the hierarchy and competitive profit centers of market, typical characteristics of
clan-type groups are employees' involvement programs and corporate commitment
to the employees. This type describes the developing or family businesses when em-
ployees share the same values and goals.

4. The adhocracy culture features innovations and creative development. The
main focus is to produce innovative ideas. The major goal of management is promot-
ing an entrepreneurial spirit and creativity. The emphasis in personality, innovation,
experimentation, forecasting the future.

The organizational culture implies a multitude of dimensions outlined below in
order to better understand the differences between the culture types. There are the
leadership roles, the core management theories, the effectiveness criteria that most
closely associated with each type. Fig. 2 shows the characteristics.

Based on Cameron and Quinn research the above figure reflects that in a market
culture the most effective leaders are hard drivers promoting internal competition

and striving to exceed the competitors' performance. In adhocracy the innovations
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Flexibility and discretion

Leader type:

coordinator, monitor, organizer;
Criteria of effectiveness:
efficiency, timeliness, consistency
and uniformity;

Management theory:

control produces efficiency.

Leader type:

hard driver, competitor, producer;
Criteria of effectiveness:

market share, goal achievement,
exceeding competitors' performance;
Management theory:

competition enhances effectiveness.

Culture type: CLAN Culture type ADHOCRACY
Leader type: Leader type:

facilitator, mentor, parent; innovator, entrepreneur, visionary;
= | Criteria of effectiveness: Criteria of effectiveness: E
£ | cohesiveness, morale, human results on the cutting edge, creativity, S:E
gn resources development; growth; =
g Management theory: Management theory: é“
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Stability and control

Figure 2. The competing values of leadership, effectiveness,
and organizational theory [Cameron, Quinn, 2001]

prevail; among criteria of effectiveness activity on the cutting edge is valued more
than a profit. A clan culture is consistent with the principle "participation empow-
ers commitment", the performance is effective once it enhances the cohesion. The
hierarchy requires the leader to be good at organizing to maintain the efficiency of
the organization.

The different organizational culture types tend to correlate with specific quality
management strategies. Quality management significantly contributes to a compa-
ny's success but some of those strategies fail. Fig. 3 uses the culture types to high-
light a set of the corresponding strategies. One of the most common reasons for a
failure is employment of quality management strategies corresponding to the other
culture types. At the same time, if applied in an integrated manner as the culture
changes, the success rate increases significantly. Thus, the framework of competitive
values as the major elements of an organizational culture provides for a creation of

an integrated approach to quality enhancement.
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Flexibility and individuality

CLAN
QUALITY STRATEGIES:
— empowerment;
— teambuilding;
— employee involvement;
— human resources development;

— open communication provision.

Internal focus

ADHOCRACY
QUALITY STRATEGIES:
— surprise and delight;
— create new standards;
— anticipating needs;

— continuous improvement.

External focus

and integration

HIERARCHY
QUALITY STRATEGIES:
— detect errors;
— measure;
— control process;
— systematic problem solving;
— quality tools application (Pareto
charting, fishbone diagrams, affinity

graphing, variance plotting).

and differentiation

MARKET
QUALITY STRATEGIES:
— measuring customer preferences;
— improve productivity;
— creating external partnerships;
— enhance competitiveness;

— involve customers and suppliers.

Control and stability

Figure 3. The competing values of total quality
management [Cameron, Quinn, 2001]
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Even though Cameron and Quinn created four rather ideal types of culture their
typology offers a wide range of instruments to regulate organizational culture. It im-
plies that each of four culture types exists in an organization but in different propor-
tions. The well-developed diagnostic methods reveal both a culture type that domi-
nates and correlation between all four types. It proves to be particularly important
when conducting a study of the religious organizations that represent same denomi-
nation and share similar structure, statute and a dominating culture, the difference
lying in a correlation between the secondary culture types. In my opinion the given

typology is best suited to diagnose the culture of religious organization.

Conclusion

Each of the described typologies of the organizational cultures has its own
unique characteristics and makes its own contribution to the systemic understand-
ing of this social phenomenon. Hofstede model objectively describes the national
characteristics of organizational cultures though it has been criticized for the lack of
instrumental means to describe the varieties within one national culture. The models
of Deal, Kennedy and Ackoff reveal the specifics of cultures that occur across vari-
ous types of organizations and industries (pharmaceutical industry, large insurance
companies, hospitals, artistic unions). Yet they fail to provide enough instruments
for changing the type of culture within one enterprise. The typologies of Handy and
Cameron, Quinn are not very instrumental in describing the national specifics of cul-
tures but they provide good description of the unique features of the cultures within
particular enterprises. The typology developed by Cameron and Quinn is best suited
for studying the organizational culture of the Protestant religious organization with

the perspective of its further improvement.
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