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AxademuyecKuli UHHOBAUUOHHbIU YyHUBepcumem

- MYTb B MPOBOE HAYYHO-OBPA30BATENIbHOE MPOCTPAHCTBO

I/IHHOBaIl;I/IOHHaﬂ KOpIIOpaTI/IBHaH Ky.III:Typa
) 5 | KOHKypeHTHaﬂ cpeaa yHnBepcheTa
B.A. MNyiwHbIX

IMymubx B.A.
JIUPEKTOP
MexayHapOAHOTO
LEHTPa IIPOTPaMM
MBA TITY

7ioBa "KOpIOpAaTHBHAsA KyJIbTypa' B IIOCJIEJHEE Bpe-

Ms1 BCe yalle TTOSIBJIAIOTCS Ha CTPAHMIAX MEPUOMIECKO Teva-
TH, CIIEUATbHOM JUTEPATYPhI, @ TAKXKE 3BYYaT B BHICTYIUICHUAX
MeHeKEPOB U TOINTUKOB. OJHAKO GOJBIIMHCTBO MEHEKE-
pOB U paGOTHHKOB BO BCEX Cepax AEATENbHOCTH, BKIIOUAL
YHUBEPCUTETCKOE 06pa3oBaHme, U JaKe MIMEHHO B yHUBEPCHTE-
Tax, B DIyOMHE [y CYMTAIOT STH PasroBOPbI aHBIO OYepes-
HOH MOJie, KAKMX MHOTO YK€ IOABJISJIOCH U MICUE3aJI0 B MEHE/K-
MEHTE.

Jlo Hauata 90-X rooB IPOLLIOro BeKa BhIcIIee 0OpasoBaHue
B Poccum 6bU10 IpenMyIeCTBEHHO LIEHHOCTHO-OPUEHTUPOBAH-
Hoit cepoit geareapHocTH. Ilocae Tak Ha3bIBaeMOH "TepecT-
poiiku" B 3T0¥ cepe Bee G0bIIYIO POIb UTPAET Le/Ie-OPUCHTH-
POBaHHBIN ITOIXOJ], XaPAKTEPHBIH /11 KOMMEPYECKUX OpraHu-
saruit. [ToaToMy AT aHAIM3a U IUIAHUPOBAHUSA JEATETbHOCTH
YHUBEPCUTETOB CTAHOBATCS yMECTHBIMU TOHATHS M METOJPDI,
NpUMeHsieMble B PBIHOYHOM Cpejie, KOTOpast, KaK M3BECTHO, 6Bl
CTpee pearnpyeT Ha HOBAllUM B Chepe MEHEDKMEHTA.

ITocMOTPUM KakoBa POJb KOPIIOPATUBHOM KyJIBTYpPBI Ha CO-
BPEMEHHbIX YCIEIHbIX Tpeanpusatusax. Oxuum u3 HaGopOB
PEATNOCHUIOK, ONPEJESIOMUX YCIEMHOCTh TOH WIN MHOM
KOMITAHMHU HA PbIHKE, SIBJISETCS CI€TYIOLMIA:

- UCKJIIOUUTEIbHAA cpepa AesTeNIbHOCTH,

- HEBO3MOKHOCTD IIOJIMEHBI IIPOAYKIIMH,

- 6osIbIIAst IOJIS PbIHKA,

- c1a60CTh MOKyIaTEeNEH,

- C1a6OCTh MOCTABIIMKOB,

- CONIEPHUYECTBO CPEAN KOHKYPEHTOB.
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AMEepUKaHCKMI ydeHBId J.
Pfeffer 8 1995 roay mpoananusu-
POBaJ BHINIOJTHEHUE 3TUX YCIOBUM
M1 Jy9IIIX aMEPHUKAHCKUX KOM-
NaHUH, CIHCOK KOTOPBIX €XKEroj-
HO INyOJMKyeTCs  IKYPHAIOM
"Fortune". Oxazanoch, 4yTo HanbO-
Jiee peyCIeBalomye KOMIIAHUH, a
MMEHHO!

- South-West Airlines - poct
npubsi 3a nocaexaue 20 yer -
21775%,

- Wal-Mart - poct npu6buia 3a
nocnezrue 20 et - 19807%,

- Tyson Foods - poct npu6sLin
3a nocieaaue 20 et - 18118%,

- Circuit City - pocT npu6sL1H 32
nocaexaue 20 ner - 16410%,

- Plenum Publishing - pocr

npubsun 3a mocnexnue 20 et -
15689%
HE IMEJIM HY OJJHOM M3 3TUX IpeJ-
nocelioK. JlanpHeWmuii aHaau3
T0KA3aJI, YTO UMEHHO 3TU KOMIIa-
HUH YAEISIA caMoe GOJIbIIOE BHU-
MaHue (POPMUPOBAHMIO U Pa3BU-
THIO CBOEH KOPIIOPATHUBHOM KyJIb-
TYPBL

ToBops o kopmopaTUBHOU
KyIBTYpe, BAXHO OIIPEAEIUTH
IPEAMET OOCYKAEHUS, TTOCKOIBKY
BBIOOD TOTO MJIM MHOTO OIIpezeJie-
HUSl OKA3bIBAET BJIMSHUE Ha BBI-
00Op METOOB MCCIEIOBAaHUSA KOP-
NOPATUBHOI KyJILTYPhI U METOZOB
pearu3ayy NporpaMm ee U3MeHe-
Hua. Onpezenenuii KOPIOpaTUB-
HOW KyJBTYpbl CYLIECTBYET OYEHD
MHOro. bosbmuHCTBO M3 HUX MO-
XKET OBITh CBEJIEHO K TPEM OIIpe/ie-
JEHUAM:

ITepBoe - 3T0 TO, YTO OpraHm3a-
IS IMEET - IOBE/ICHH S, CUMBOJIBI,
puTyanbl, MUGBI, LEHHOCTH, IIO-
HUMaeMble 1 pasjie/sieMble YieHa-
MU OpPraHU3aLIUY;

AND COMPETITIVE ENVIRONMENT OF THE

ENTREPRENEURIAL CORPORATE CULTURE
UNIVERSITY

V. A. Pushnykh The Director of International Center

for MBA Programs, TPU

Recently corporate culture has been in
the forefront of periodical press, special
literature and has been delivered in man-
agers and politicians' statements.
However, at heart the majority of managers
and employees in all fields and even at
universities consider all these talks a fash-
ionable trick, an apple of Sodom.

Up to the beginning of 1990, the high-
er education in Russia was a predominant-
ly motivated scope of activity. After the
so-called "perestroika" in this field, the
crucial role is now played by the deliberate
approach, typical for enterprises. Thus,
concepts and methods used in the market
environment responsive to entrepreneurial

innovations are becoming indispensable
for the analysis and planning of universi-
ties' activity.

The crucial role of the corporate cul-
ture in contemporary life can hardly be
overemphasized. The reasons, determining
a winning formula for any company in the
market, are the following:

- an extraordinary field of activity;

- the impossibility of commodity sub-
stitution;

- a relevant market interest;

- buyers' fragility;

- suppliers' fragility;

- competitiveness of rivals.

In 1995, J. Pfeffer, a well-known
American scholar, made an attempt to ana-
lyze the accomplishment of these condi-
tions for the best American companies, the
list of which is annually published in the
Fortune. It turned out that the most flour-
ishing companies, videlicet:

- South-West Airlines - the profit
growth for last 20 years - 21775 %,

- Wal-Mart - the profit growth for last
20 years - 19807 %,

- Tyson Foods - the profit growth for
last

20 years - 18118 %,

- Circuit City - the profit growth for last

20 years - 16410 %,

- Plenum Publishing - the profit growth
for last 20 years - 15689 %

did not have these premises. A subse-
quent analysis proved that these compa-
nies placed a great emphasis on the devel-
opment of their corporate culture.

Speaking about corporate culture it is
urgent to determine clearly the subject for
a discussion, because the choice of the
definition influences the choice of the cor-
porate culture itself and the investigation
methods for program implementation, as
well as methods for program implementa-
tion change. There are a great number of
definitions of the corporate culture. The
majority of them can serve as a "three-
track formula":

- The first definition involves behavior,
symbols, rituals, myths, values shared by
organization members.

- The second one is the organization
aim (what the organization function is and
how it is actualized).
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I/IHHOBaHI/IOHHa}I KoprnopaTuBHasi KyJabTypa
U KOHKYPE€HTHaA cpeaa YHUBEPCHUTETA

AKademuyecKull UHHOBAUUOHHbIU YyHUBEepcumem

- NYTb B MMPOBOE HAYYHO-0BEPA30BATE/IbHOE MPOCTPAHCTBO

Bropoe - 310 TO, 4YeEM OpraHu-
3anusa aBasgeTcs (KakoBa MUCCUS
OpraHM3aIMM U KaK OHa peainsy-
€TCsl OpraHu3anuel BHyTPYU U BHE
caMoii ce0s1);

TpeTrbe - 3TO KOJUIEKTUBHOE
[IPOrpaMMHUPOBAaHUE MO3ra CO-
TPYAHUKOB, OTIMYAIONIEE WICHOB
OJIHOI OpPraHU3aIUH OT JPYrO.

IlepBoe ompezeneHue sABIsET-
csl B HACTOsIIEe BpeMs Hanboee
JIETKO TIOHUMAeMbIM M YaCTO YIIO-
TpeOIsieMbIM B IIPAKTUIECKOH Jie-
SITEJIBHOCTH COBPEMEHHBIX POC-
cuiickux kommnaHuii. Pykosoaure-
JI MHOTUX TAaKUX KOMITAHUH yBJI€E-
yeHbl U300peTeHneM (Iaros, Je-
BU30B, YHU(OPMBI IS paboTHU-
KOB CBOUX KOMIIAHUM, COUNHEHU-
€M KOJEKCOB KOPIIOPAaTUBHOTO
[IOBEJCHUSI, OPTraHMU3AIMEN COB-
MECTHBIX BEUYEPUHOK U TypUCTH-
YecKUX Moe3joK u T.im. Bce 3T,
HECOMHEHHO, BeCbMa Ba)KHbIE Be-
U SABJIAIOTCS, TEM HE MEHee, He
CTOJIBKO CYTBIO, CKOJIBKO aTpuby-
TaMH OpraHU3aIUH.

CyTh JXe opraHu3alMM IpPO-
SAIBJISIETCSI B BOCIPHUATHM U pea-
JIM3aNHMU COTPYAHHKAMH CIIOCO-
60B B3aUMO/JENCTBHS B IpoIec-
ce JeJlaHMs TOTO JeJa, paju Ko-
TOPOro OHU M OG'beTHHUINCH B
opraHuzanuio. 3To BOCIpPHUsATHE
HaYMHAETCS C OCO3HAHUA M pas-
JeJIeHUsI COTPYAHUKAMU MHCCHHA
opraHm3anuy, Ha 6aze KOTOpOH
cTpouTcsa BCe JalbHeHInee
(yHKIHOHHPOBAaHUE OPTraHM3a-
IHH.

Bropoe onpenenenue aBiaseT-
cs1 6ojiee KOHCTPYKTHUBHBIM, OCO-
6eHHO, JUIsT OOJBIIUX, JOJIO CY-
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I[ECTBYIOIMX OPTaHU3AIMH, HAXO/SAIUXCS Ha dTare pedop-

MUPOBAHUs B CBA3U C PE3KUM M3MEHEHHEM BHEIIHMX YCJIO-
Buil. B 5TOM Cilyuae BaXKHBIMHU SIBJISIOTCSI HE XapaKTepuc:
THKM KOPIOPAaTHBHOM Ky/IbTYpbI CaMH 110 ceGe, a COOTBeT-
CTBHE 3TOM KYJIbTypPbl BHOBb (hOpMUPYEMBIM MUCCHH H Iie-
nsm opranmsanun. Kak npasuio, npu peopMUpOBaHN,
BBI3BAHHOM PE3KUM M3MEHEHHMEM BHENIHUX yCJIOBUMA, HOBBIE,
00BEKTUBHO AUKTyeMble BHENTHEH CPEIOM 11e/11, HE COOTBET-
CTBYIOT CJIOXKUBIIEHCS KOPIOPATUBHOM Kysbrype. Ecim pea-
JIU3AIMS 3TUX LleJed OCYIIECTBAAETCS PE3KO, PEUMyIIecT-
BEHHO BJIACTHBIMHM METOAAMH, TO B PaMKax CyIIECTBYIOLIE
KOPIIOPATHBHOM KyJbTYpbl BO3HUKAET OYEHb CHUJIBHOE CO-
NPOTUBJEHHE HOBAIMAM, KOTOPOE KPUTHUYECKMM OGpasoM
3aMeUIsieT JIOCTYIKEHUE IeJiel U MOXKET IIPUBECTH, B Kpaii-
HeM ciydae, K Kpaxy opranusanuu. C Apyroit CTOpOHBI, 10-
IBITKY IPOCTO BIIMCATH HOBBIE 1I€JIU B CYIIECTBYIOIIYIO KOP-
MIOPaTUBHYIO KyJIBTYPY PUBOAAT K GbICTPOMY 3a0BEHUIO HO-
BBIX IleJIell U BO3BPAIEHUIO K IIPUBBIYHOMY O6pa3y Cymiect
BOBaHMSI, YTO, B U3BMEHHUBIIMXCS BHEIHUX YCJIOBUSX, O3HAY
€T MeJUIEHHOE YMUPAHUE OPTaHU3ALIUHN.

MexaHU3MaMu, [TO3BOJISIONIMU U30€KaTh BbIIIECHA3BAH:
HbIX KpaifHOCTEH B IIpolecce COrIacoBaHUs HOBBIX LieJIei i
CyILIECTBYIOIEI KOPIIOPATUBHOM KYJIBTYPbI, SBJIAIOTCS:

- MEXAHU3M y9aCcTHUs - MAKCUMaJIbHO NIMPOKOE IpUBJIEYe:
HUE COTPYAHUKOB OPraHU3alMU K PEMIEHUIO BAXKHBIX BOIPO-
COB;

- MEXaHU3M CUMBOJIBHOTO yIIPABJIEHHUS - HATVISIHAS AEMOH:
CTpALMsi TOTO, YTO SABJISAETCS JKUSHEHHO BAKHBIM JUIS Opra
HU3AINUN;

- MEXaHU3M B3aMMOIIOHMMAHMS - MAKCUMaJIbHAsI OTKPhI-
TOCTh BEPTUKAJIBHBIX MHPOPMAIIMOHHBIX IIOTOKOB;

- cucTeMa MOOIIPEHNUH - IIOONIPEHNE BOCIIPUSTHS, PA3BH-
THsI ¥ BOCIIPOM3BO/ICTBA IIEHHOCTEW OPraHU3alUu.

TakuMm 06pa3oM, JTOGbIE 3HAUNTEIbHbIE U3MEHEHUS B Op-
raHU3AIMU JIOJDKHBI COIPOBOXK/AATHCS IleJI€HATPaBIEHHOM
paboTOii 0 N3MEHEHHIO €€ KOPIIOPATUBHOM Ky IbTyphI. Bee:
MHpHO W3BeCTHas KOHcanTuHrosas ¢upma Ernst&Young,
o6caenoBaB 584 KOMIaHUM U3 ABTOMOOMIBHON KOMIIBIOTED:
HOW 1 GAHKOBCKOM OTpac]eil U 3/[PABOOXPAHCHUS B CIIIA,
SAnonnn, lepmanun u Kanane, yctaHOBUJIA, 9TO OOJIBIIMHCT-
BO U3 HUX HE CMOIJIM B IIOJHOI1 Mepe BHEPUTD y cebs uien
BCEOBIIEro MEHEHKMEHTA Ka4eCTBAa UMEHHO IIOTOMY, YTO 3T0
BHEJPEHNE HE CONPOBOX/ANIOCh IPOTPAMMaMH 10 U3MEHE:




HUI0O KOPIOPAaTUBHOM KYJBTypbl
IPEAT PUATHH.

OzHako, mpekae 4YeM, Co3ja-
BaTh I PEAI30BBIBATH IIPOTPAMMY
H3MEHEHNUsI KOPIIOPATUBHOM KyJIb-
Typhl, OpraHU3aus JOJKHA OCO-
3HaTh ¥ ONMCATh CBOIO KYJBLTYPY.
YauTepiBas, 4TO KOPHOpAaTHUBHAs

KyJIBTypa SBJIAETCH YPE3BLIYANHO
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- The third one implies mutual pro-
gramming of the employees'
thought, distinguishing
one company member from another.

Currently, the first type of the corpo-
rate culture is easily implemented and fre-
quently used in modern Russian compa-
nies. The managers of such companies
have an insurmountable lure to invent
flags, mottos and uniform for their

Konxypenuus

Anxoxparus

Kak ectb (MHEHMS peKTOpaTa ¥ KOJUIEKTHBA COBIIAJAIOT)

CIOKHBIM (PEHOMEHOM, JJISI TaKO-
r0 OCO3HAHMSA M ONMCAHUS HEOO-
XOJUMa HEKasg MOJIENb, IpUYEM,
OYEBU/IHO, UTO BTA MOJED JOJIK-
Ha CTPOUTHCS B TEPMHUHAX, TECHO
CBSI3AHHBIX C HM3MEHEHUAMHU BO
BHENIHEN Cpefie, TUKTYIOIUMU 13-
MEHEHHE Il OPraHU3aIu1 U €€
KOPIOPATUBHOM KyJIbTYPbI.

Ha mam B3riaj, mojenbio onu-
CaHus kopnopaTnBHoﬁ KyJIbTypHI,
COOTBETCTBYIONIEH CTOAIIMM CETO-

JHA IEpeJ YHUBEPCUTETOM 3aJa-

Kak xoTesoch 6bI (110 pe3yibraTaM aHKETHUPOBAHMUS )
Kaxk xorenock 6b1 (MHEHHE peKTOpaTa)

LUMOHHBIE MPO®UAM YHUBEPCUTETA

employees, composing corporate behavior
codes, organization of mutual parties,
tourist trips, etc. All these, indubitably, are
rather relevant undertakings; neverthe-
less, they are not the gist, but only the
organization paraphernalia.

The organization gist is obviously seen
through comprehension and implementa-
tion of cooperation methods in business,
which unites all the organization mem-
bers. This comprehension starts with the
understanding and allotting of the organ-
ization aim, which determines further
organization functioning.

The second definition is more fruitful,

especially for large, long - term organiza-
tions that find themselves at a reforming
stage in connection with the drastic
change of outer conditions. In this case
corporate culture characteristics are not
predominant; the conformity of this cul-
ture with newly created organization aims
and purposes is pressing. As a rule,
reforms caused by the change of outer
conditions are not entailed by new, objec-
tive aims that correspond with the existing
corporate culture. If these aims are
achieved abruptly, predominantly by impe-
rious methods, within the framework of
the existing corporate culture, then there
is likely to be a very intense resistance to
innovations that impetuously retards the
arduous quest for aims and can result in
the organization flaw. On the other hand,
attempts to simply introduce new aims in
the existing corporate culture might result
in their rapid oblivion and returning to a
conventional woke of existence and in the
changed outer conditions is equaled to the
sluggish fading.

However, there are certain mecha-
nisms permitting to avoid the above-men-
tioned extremes during new aims and the
existing corporate culture concord:

participation - the highest possible
engaging of the employees in the solution
of crucial problems;

character control - visual demonstrat-
ing of what is vital for the organization;

mutual understanding - the highest
possible openness of vertical information
highways;
encouragement system - stimulation of
perception, designing and reproduction of
organization values.

Thus, any urgent organization changes
should be accompanied by a targeted
activity on its corporate culture change.
World famous consulting corporation Ernst
&Young, having analyzed 584 companies
from automobile, computer, banking
branches and public health services in the
USA, Japan, Germany and Canada, deemed
that the majority of them could not intro-
duce the idea of the universal quality just
because this adoption was not integrated
into corporate culture change programs.

However, before creating and imple-
menting the program of corporate culture
change, the organization should compre-
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AkadeMuyecKul UHHOBAUUOHHbLIU YHUBEepcUmem
- NYTb B MPOBOE HAYYHO-OBPA30BATE/IbHOE MPOCTPAHCTBO

HNHEHOBatnOHHAsI KOPIOPAaTUBHAsA KyJIbTypa
1 KOHKYpPeHTHas cpe/Ja YHUBEePCHUTeTA

yaM, SBJISETCA MOJIENb, IIPE/IIOIa-
rajomasi, 4YTO KOpIOpaTHUBHAS
KyJBTypa COCTOUT B HEKOTOPOH,
WHIUBUYaTbHOU ISl KaXKA0U Op-
raHU3AIMH, TPOTIOPIIMH U3 YEThI-
pex CyOKyJbTYp, Ha3bIBAEMbBIX
KyJbTYpaMH HE€pPapXuy, CEMbH,
aJIXOKPATUX U KOHKYPEHIIUH.
CMBICJI KOKAON U3 3TUX KYJIb-
TYP COCTOUT B CJIE/IOIIEM.
Kynerypa mepapxmm. Opra-
HU3AIMs COCPEJOTOYEHA Ha BHYT-
PEHHHX IpOoGIeMax, CTaGUIBHOC
TH, YIPaBISIEMOCTH, KOHTPOJE.
JleATebHOCTb CTPYKTYPHpPOBaHA
u opmanusosana. IlerocTHocTh
OpraHU3aIlUH IO/ AEPKUBACTCS
¢opmanbabIMU npaBmiamMu. I1po-
IEeJlyphl, NMPAaBUJIA, UHCTPYKIIMU
JUKTYIOT JIOJSM, YTO HYKHO Jie-
nath. IToompsieTcss BbICOKast HC-
MOJHUTENbHOCTh. PaboTHMKA MO-
TyT HE IOOIIPUTH 3a yCHeX, Jo-
CTUTHYTBIN C HApyIIEeHUEM IIpolie-
Zyp, ¥ He HaKa3aTh 3a ymepo, ec-
JIA BCE NIpONeAypbl (popMagbHO
BbINOJNHEHDbI. M3ameHneHns cpssa-
HBI, IIPEXKJI€ BCETO, C UBMEHEHHEM
npouenayp. Jlugepsr ropasarcs
TEM, YTO OHHM XOPOIINE OpraHu3a-
TOPBI U YMEIOT aHAJIU3UPOBATH U
npeJcKaspiBaTh 3P PEKTUBHOCTD
peleHu.
Kynerypa KOHKYpeHIHH
(perEKa). OpraHusamnus cocpejo-
TOYEHAa Ha B3aMMOJAEHMCTBUM, Ya-
me Bcero, 6opnbe, ¢ BHEIIHEN
Cpeoii, CTaGMIBHOCTH, YIIpaBJIs-
emMocTH, KOHTposie. OpraHusanus
OpPHUEHTHUPOBAHA HAa PE3yJIbTaT.
I'maBHas 3ajjaua opraHuM3anuu, B
I[€JIOM, ¥ KaXJOro pabOTHHKA, B
OTAENIBbHOCTH, - JAOCTIDKEHHE Ha-
MEYEHHBIX IleJeil B YCTAaHOBJICH-
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Hble cpoku. Ha 3To HanpaB/ieHbI BCA CUCTEMA CTUMYIMPOBA-
Hys. CTUIb OPraHU3AIMHY - )K€CTKas KOHKYPEHIIUS BHYTPH U
CHApyXHU. YCIEeX OINpeJeNseTcs B TEPMMHAX 3aBOEBaHHA
PBIHKA, KaK IIPaBHJIO, KOJMYECTBEHHbIX. JIugep HanesneH Ha
KOHKYPEHTHYIO 60pB0OY, ’KECTOK U TpeboBaTeIeH.

Kynerypa agxokparumm. OpraHusanus COCpefoTOYEHA
Ha BHENIHUX (PpaKTOpPax, C BBICOKOH CTENEHBbIO IMOKOCTU U
nHAuBUAyanuama. [ JaHHOM KyJbTyphbl XapaKTEPHbI JHHA-
MHYHBIE, TBOPYECKHE, IIOOMPSIONUE IPEANTPUUMUUBOCTD U
WHAUBUAYaTbHbIE€ PE3yJbTaThl ycaoBUS paboTsl. Jloau
CKJIOHHBI K MHUIATHBE U pucKy. [loompsiorcs He3aBucH-
MOCTb U CBOGO/Ia COTPYAHMUKOB. JIMa€ephl - HOBATOPBI, HKCIE-
PUMEHTATOPHI, IOJb3YIOTCS YBaKEHHEM 32 TBOPYECTBO.
IraBHAd 3aja4ya OPraHU3aIMH, B IIEJIOM, U KaXXJOr0 paboTHHU-
Ka, B OTJEJbHOCTH, - GBITh B aBaHTrap/e, 3aHUMaTh JIUIUPYIO-
myio nmo3unuio. [TIoTpeGHOCTD B CI0KHBIX, BBI3BIBAIOIIUX 32-
naudax. Kpurepuewm ycnexa sBisgeTcs 061aaHue YHUKATbHbI
MH TEXHOJIOTHSMH, IPOAYKTaMH WM ycayramu. bazosbivu
MIPEANIONIOKEHUAMH JIIsI TBOPYECKOM KYJIBTYpbI, ABJIAIOTCH
XaOTUYHOCTb U CJIOXKHOCTb OKPYXKEHHUS, IMOOIMPEHNE HHHO-
BaIlMii, a OCHOBHAA 33jlaya YIPaBJIEHUSA - JIEJEATb IIPETpU-
VMMYUBOCTb, TBOPYECKHH IIOAXOJA M GBITb Ha OCTPHUE HPO-
6seM. YTBEp:KaaeTCs, 9TO aflanTalis 1 HOBATOPCTBO BEAYT K
HOBBIM pecypcaM U NPUObUIBHOCTHU. AKIIEHTBI J€JIal0TCs Ha
CO3JJaHME BUMMOTO GyAyIIEro, OpraHU3allMOHHON aHAPXHUH
U TUCITUIUIMHE BOOOPaKCHUS.

Kynerypa cempu. CemeiiHasi, WIu KJIaHOBas, KyJbTypa
BOCIIPOU3BOJUT OPraHMU3AIMIO, KaK GOJbIIYIO CEMbIO C IO-
JKU3HEHHBIM HalIMOM, HEJJOCTATOYHO UEPAPXUYHOM CTPYKTY-
poii, HepOpMaTBHBIM ITOAXOJIOM K Pa6OTE U aKIEHTOM Ha YIF
paBieHYecKUX KomaHAax. OpraHusanus COCpe0TOYEHa Ha
BHYTPEHHUX NPOGJIEeMaXx, /I He€ XapaKTePHbI TMOKOCTb, 32
6oTa 0 MOAsX, YyBCTBUTEIBHOCTD K IIPOGIEMAM 3aKa34MKa,
KOTOpBIN paccMaTpuBaeTcs Kak naptHep. Ilo cymectsy, op-
TaHU3AIUs TPEJCTABIAET COO0H MHOTOUYMCIEHHYIO CEMbIO,
HEKOEe JIPYy’KECTBEHHO-OPEHTHPOBAHHOE MECTO IS PaGOThI,
I7ie JIIOAN OCTABJIAIOT YacTh cebs. Jlugep opraHusamuu Boc-
IIPUHUMAETCS KaK OTel] CeMEHCTBa, C HeOorpaHMYEHHbIMH
IIpaBaMH ¥ OTBETCTBEHHOCTHIO. L]eI0CTHOCTD OpraHu3anuy
MO//IEPXKUBAETCS TPATUIMAME U JOSIBHOCTBIO K CEMEHHBIM
nenHoctaM. Tloompsiorcs KoManaHas paGoTa, COydacTHe,
€IMHOJYIINE, MHOT/A, IIPOCTO MPUHAIIEKHOCTb K OPraHu3a:
uu. bospioe 3HaYeHMEe MPUIAETCA Pa3BUTHIO YEJOBEYEC-
KHX PeCypCoOB, CIZIOYEHHOCTH, MOPAJIbHOMY KJIMMAaTy. YCIelr




HOCTb OIIpeJensaeTcss 3a60TOi o
JIOASIX U YYTKOCTBIO K IIOTpeduTeE-
o, Jleknapupyercs, uro 6i1aropa-
3yMHasg CBOGOJAa U BOBJICUYEHUE
nepcoHana B GM3HEC BEAyT K 00s-
3aT€bHOCTU U MPUOBLIBHOCTH.

WUccnenopanue KopropaTus-
HOM Ky/sTyphl ToMckoro monurex-
HUYECKOTO YHUBEPCUTETA, BBIIIOJI-
HEHHOE B PaMKaX JaHHOM MOJeIn
T0KA3aJI0, YTO B HACTOSIIEE BPEMSI
BCE 3TU CYOKYJIBTYpPBI IIPHCYTCTBY-
oT B KOPIIOPATUBHOU KyJIBType
TIIY, npumepHO, B paBHBIX JOJISX.
JKenarenpbHBIM HaIlpaBIECHUEM U3-
MEHEHHS KOPIIOPATUBHOM KyJIbTY-
pbl YHUBEPCUTETA, IO YCPEIHEH-
HOMYy MHEHHUIO €rO COTPYAHHKOB,
ABJIAETCS YBEJTMYEHHUE JOIU KYJIb-
TypbI THIIA "'CEMbs".

Ho paBHOMEpHast KOpIIOPATUB-
Hasl KyJIbTypa, TAKXKe KaK 1 "ceMen-
HBI"' TUII KYJBTYpPBI, IJIOXO ACCH-
MUJUPYIOT II€JTM HaIpaBJIe€HHbIE
BOBHE, C(OpPMyJHMpPOBAHHBIE B
KOHKYPEHTHOM MM MHHOBALIMOH-
HOM mapaaurmax. Takue 1esm kak:

- 3aHATH JOCTOMHOE MECTO B
MEXJIYHApOJHOM 06pa3oBaTENb-
HOM IIPOCTPAHCTBE (B OCHOBE MBbI-
IIEHUS JIEKUT KOHKYPEHTHAs MO-
J€JIb - 3aHATH MECTO, JIOJIIO, BHINTHU
HA HOBBII PBIHOK, 1 MHHOBAIIOH-
Haf, MOCKOJBKY IPEAIIOJJaraeT
HHYIO, IPUHIUIINAILHO HOBYIO
KOHIIENIIUIO JI€SATEIbHOCTH);

- CO3JlaHME II€PEeNOBOI (MHHO-
BAllMOHHAA MOJEJb) M JIUAUPYIO-
meit (KOHKypeHTHAsI MOJIENb) CHUC-
TeMbI 06Pa30BaTEIbHBIX YCIIYT;

- (hOpMHMpOBaHUE UMUKA YHU-
BEPCHTETa BO BHEIIHEH cpexe
(koHKypeHTHast MOJieJIb)
OyIyT OTTOPraThCs JAHHBIMU THU-
IaMU KyJBTYpbI, ITOCKOJbKY (op-
MyIMPYIOTCA B YYKAOM I HUX
CTHJIMICTHKE.

Taxum o6pasoM, MMeeT MecTo

hend and describe its structure. Corporate
culture itself is an extremely perplexing
phenomenon and it is indispensable to
provide for a certain model for any com-
prehension and description and, obviously,
this model should be based on terms that
stand in close relation to the environmen-
tal changes that impose the change of
organization aims and its corporate cul-
ture.

In our opinion, the model used to
describe the corporate culture applicable
to the current university challenges
implies four basic types: hierarchy, fami-
ly, adhocracy, and competition.

Here are the detailed descriptions of
each type of the corporate culture.

Hierarchy. The organization is intend-
ed to impinge upon internal problems, sta-
bility, administration and control. The
activity is structured and formalized. The
organization integrity is supported by for-
mal rules. Procedures, rules, instructions
are obtruded on people. Zeal is of essential
relevance. The employee cannot come off
with flying colors if the procedures are vio-
lated and can come off cheap, if all proce-
dures are formally accomplished. The
changes are connected first of all with the
procedure change. The leaders are proud
of their excellent organization skills and
gifts to analyze and foresee virtues and
shortcomings.

Competition. The organization deals
with interplay, stability, administration,
control, and more frequently with the
struggle against the external environ-
ment. The organization is aimed at achiev-
ing impressive results. The main organiza-
tion function is the achievement of
designed aims in time. The whole stimula-
tion system is focused on this undertak-
ing. The organization style is the citadel of
competitiveness. Success is determined in
a quantitative sense. The leader is intend-
ed to impinge upon competitive strife, is
likely to be vinegar-hearted and a bit fas-
tidious.

Adhocracy. The organization is inter-
ested in external factors; a high scale of
flexibility and individualism can also char-
acterize it. It is typical for this type to pro-
vide for inspired, creative, enterprising and
individual results of the working condi-
tions. Employees are likely to crave for ini-

tiative and are intimidated by hazardous
conditions. Independence and freedom are
encouraged. Managers are innovators,
experimenters and their creativity gains
everyone's respect. The main organization
aim is to be on the top of the world. There
is a need for challenging aims. The win-
ning formula depends on the use of unique
technologies, products or services. The
basis for creativity includes randomness
and obstacles in the environment, innova-
tion encouraging, and the main adminis-
tration goal is to foster enterprise, creativ-
ity and to be on a brink of a precipice. High
adaptability and proneness to innovation
result in new resources and profitability.
Key points are highlighted on the forth-
coming prosperous future, organized anar-
chy and imagination discipline.

Family. The family or ancestral type of
the corporate culture embodies the organ-
ization as a large family with perpetual
hiring, insufficient hierarchy, spontaneous
working approach and accent on adminis-
trative demands. The organization is
aimed at internal problems, flexibility,
people's care and tenderness to the prob-
lems of the customer, who is thought to be
the associate. Indeed, the organization
subsists as an abundant family, a snug job,
where diligence is the mother of success
for employees; they even lay themselves
out. The leader of the organization is per-
ceived as the family trustee with unlimit-
ed rights and liability. The organization
integrity is supported by traditions and
loyalty to family values. Mutual activity,
complicity, unanimity, sometimes organi-
zation membership are encouraged. The
development of human resources, cohe-
sion, moral atmosphere come to the fore.
The winning formula is determined by peo-
ple's care and customer tenderness.
Reasonable freedom and staff devotion to
business result in amenability and prof-
itability.

The survey concerning the state of the
corporate culture at Tomsk Polytechnic
University accomplished within the frame-
work of the given model revealed that all
these types are currently engaged in TPU
corporate culture approximately in equal
proportions. An advisable direction of the
university corporate culture change is the
greater emphasis on the family type of the
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AKkadeMuyecKul UHHOBAUUOHHbLIU YyHUBEepcumem
- NYTb B MPOBOE HAYYHO-OEPA30BATE/IbHOE NPOCTPAHCTBO

HECOOTBETCTBHME Ps/ia HOBBIX Il€- IIPOMCXOJUT HEKOTOPOE HECOBMAJEHUE MMCCUN Ha Pa3HbIX
JIefi YHUBEPCUTETA €ro KOpIopa- YPOBHSX yHuUBepcuTeTa. Takoe HeCOBIaJeHNE MUCCUM YTpo-
THUBHOH Kyabrype. Ilpumumnoii JKAET IEeJJIOCTHOCTH YHUBEPCUTETA.

3TOTO SIBJISETCS HECOOTBETCTBUE IToaToMy nmepBoouepesHON 3ajadueii pasBUTUSA KOPIOpa:
OOBEKTUBHO JUKTYEMOIO BHEII- TUBHOM KyJIBTYpbl YHUBEPCHUTETA SIBJISETCS BBIPAOOTKA HO-
HEH CpeJioi Iele-OPUEHTUPOBAH- BOIl MHCCHM YHHUBEPCUTETA, YUUTHIBAIOIEH BCE€ HAa3BaHHbIE
HOTO, KOHKYPEHTHO-M€papXuyec- TeHAeHIMN. JlaTbHEMIIMM HalpaBJIeHueM paboTel, obecre:
KOro Mojxoja K A€ATEJIbHOCTU YUBAIOIUM yCIIENTHOe (PYHKIIMOHMPOBAHUE YHUBEPCHUTETA
YHUBEPCUTETA HA YPOBHE TOI-Me€- BO BPX/1I€OHOM BHENIHEH cpejie, ABISETCSA Pa3BUTHUE KOPIIO-
HE/DKMEHTA U UCTOPUYECKHU CJIO- PAaTUBHOI KYJBTYypbl THIIA "KOHKypEHIUA" IPHU IOJIEPKKE
JKUBIIETOCS M OIPaBJaBLIETO Ce- OIIpeIEJIEHHOTO YPOBHS KyJIBTYpPbI TUIIA "nepapxus”. B To xe

051 B T€YEHUE JUIUTEJIBHOI'O Bpe-
MEHHU II€HHOCTHO-OPHUEHTUPOBaH-
HOTO, aJXOKPaTHU4YeCKOIo IOJXO-
Jla Ha ypoBHE KadeJp U Hay4YHbIX
MoJipa3/1eICHUM.

B cpene TonmeHnekepoB Bce
GOJIBIIYIO POJIb UI'PAET B3IVISAJ Ha
YHUBEPCUTET, KaK Ha COJIMIHBIH
OusHeC ¢ OOJbIIMMU AKTUBAMU U
6iomxerom. Ilpu Takom Barsze
€CTECTBEHHBIMU U Ba)KHBIMHU CTa-
HOBSTCS XKECTKOE IULIAaHUPOBAHME,
KOHTPOJIb, HEIPEPBIBHBIE Iepe-
MEHBI U aJalTalusl K TpeGoBaHU-
SIM OKpYyXKalollel Cpejbl, XOpo-
U BHEIIHUM BHUJ U COCTOSHHE
MOMEIEHUH 1 T.II.

C zapyroii cTopoHsI, Kadeapbl
Y Hay4dHBbI€ IO/Ipa3/ieIeHUs, ToJIa-

rasi, 4YTO TOJIbBKO HCCJIE€JOBAHUA N

I/IHHOBaIII/IOHHaSI KOoprnopaTuBHaiA KyJIbTypa
H KOHKYPE€HTHAas Cp€Ja YHUBEPCHUTETA

obydeHUEe SBJISIOTCS OCHOBHBIM
JIeJIOM YHUBEPCUTETA, B KOTOPOM
HET MeCTa KOHKYPEHIIUH, CUMTa-
IOT, YTO IUTAHUPOBAHUE U OPraHU-
32U JAEeSITeIbHOCTU JOJDKHBI
IIPOU3BOAUTHCSA "CHM3Y BBEpX' U
4TO JESATEJHbHOCTh TOI-MEHEJKe-
POB JOJKHA ObITH OJYMHEHA UH-
TepecaM KadaeJp U HayYHbIX MOJ-
pas3zaeIeHuiA.

MosxHO JAaX€E€ CKa3aTb, 4YTO

Tomcxuu

ITOJIMTEXHHUK




BpeMsl JUIsl IOCTHKEHUS LieIeN UH-
HOBAL[IOHHOT'O Pa3BUTUsI YHUBED-
CUTETA B II€JIOM HEOOXOUMO KYJIb-
TUBUPOBAHNE Ha yPOBHE Kadeap 1
HO/pas/ieIeHHH aJXOKPaTUIECKO-
0, HHHOBAI[HOHHOT'O IIO0 OIIpeJie-
JIEHUIO, TUIIA KYJIBTYPBbI.

Baxxueiimeii 3ajaueii npu 3TOM
CTAHOBHUTCS pa3paboTKa MHTEP-
(eiica MexTy STUMU TUIIAMHU KYJIb-
Typ, IO3BOJIAIONIETO B TIOJTHON Me-
P€ HCIIOMB30BATh CUJIbHBIE CTOPO-
HBI KQKJOW KyJBTYpPbl M CIJIAXKU-
BaTh UX IPOTHBOPEYMS.
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Yaenvt Yuenozo Cosema TITY u npedcmasumenu Cosema Bemeparos, npogrxomos compyb
HUK08 u cmydenmos, cmapocmama u Opyeux noopasdenenuit ynusepcumema. 2003e.
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corporate culture.

But equally distributed elements of
the corporate culture, as well as the family
type, insufficiently assimilated external
aims, formulated in competitive or innova-
tive paradigms. Such aims include:

- winning a worthy place in interna-
tional educational space (on the basis of
thinking the establishment of the compet-
itive model, i.e. taking place, space, being
involved in the new market and the inno-
vation model, because it provides for
another, a fundamentally new concept);

- creation of advanced (an innovation
model) and leading (a competitive model)
systems of educational services;

- designing of the university image in
external environment (a competitive
model).

This is likely to be torn away by the
info of culture types, because it is formu-
lated in the alien stylistics.

Thus, there is some inconsistency in a
number of new university aims concerning
TPU corporate culture. The reason lies in
the discrepancy of the objective targeted
and a competitive hierarchic approach to
the university activity at the top-manage-
ment level and historically existing and
justified targeted, adhocratic approach at
the faculties and research departments.

The study of the university as a pros-
perous business with great assets and
budget is of great significance among top-
managers. In this case, stringent planning,
control, ceaseless changes and adaptation
to the environment demands, tiptop view
and condition of premises, etc. are urgent.

On the other hand, faculties and
research departments, supposing that only
research and training are the main univer-
sity activities, in which there is no room
for competition, assume that planning and
activity organization should be made
"from top to bottom " and that the activi-
ty of top-managers should be subjugated
to demands of the faculties and research
departments.

Itis possible even to tell that there are
some strategic discrepancies at different
university levels. Needless to say, such
flaws are likely to threaten the university
integrity.

Therefore, the development of the uni-
versity corporate culture should answer its
purpose at the very outset. The develop-
ment of the competitive corporate culture
together with the hierarchic one is the
next working trend that provides for suc-
cessful university functioning in the hos-
tile environment. At the same time, it is
indispensable to establish the cultivation
of the adhocratic and entrepreneurial
types at faculties and divisions for the
entrepreneurial university development.

The most prominent aim is the design-
ing of the interface between these types
permitting the use of advantages of each
type and smoothing of their divergence.




