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show that the process of human resource management has a sociocultural specificity, which must be
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as sociocultural management features preserved from the Soviet model of governance.
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AHHomayus. llesbio cTaTbU ABJSIETCS aHAJU3 COLMOKYJbTYPHBIX OCHOBAaHUM yIpaBJIeHUS
YyeJIOBeYEeCKUMHU pecypcamMu B COBPEMEHHOM POCCUMCKOM 061ecTBe. B KauecTBe MeTO/[0JIOTUU UCCIIe-
JIOBAaHHUS HCIOJIb3YeTCS KYJbTYPOJIOTMYECKUM MOAX0J K aHAIU3Y yIpaBJieHUs, a TaKKe KOHILENIUU
OPraHU3alMOHHON KyJbTYpbl. ABTOpPbl MOKAa3bIBAIOT, YTO MPOLECC YNpPABJEHHUS YeJOBEeYEeCKUMU
pecypcaMu 06J1aJlaeT COLUOKYJAbTYPHOU celUuPUKOH, KOTOPY HEOOXOAUMO YYUTHIBATH MPHU OCY-
IIECTBJIEHUH yIPaBJeHYECKOU AeATeNbHOCTH. CenndrKa yrnpaBieHUsT YeJOBeYeCKUMH pecypcaMu
B COBPEMEHHOM POCCUHCKOM 00IecTBe 06yC/JOBJEHa HECKOJbKUMHU PaKTOpaMH: HeO6X0JUMOCThIO
noBbIIEHUS 3QPEKTUBHOCTH AEeATEJbHOCTH OPraHU3aMi, 0COGEHHOCTSIMU MOJIMTHIYECKON CUTYyaIUH,
B KOTOPOW OCYIIECTBJISIETCS Pa3BUTHE POCCUHCKON 3KOHOMHUKH, a TAaKXKe COXPAHSKIUMHUCS COLHO-
KYJbTYPHBIMU 0CO6EHHOCTSMU YIIpaBJieHHUs], 06yCJI0BJIEHHBIMU COBETCKON MO/IEJIbIO YITPABJIEHHUS.
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Kalouegvle caoea: ynpajieHHe 4YeJOBEeYECKUMM pecypcaMM, OpraHU3alMOHHAs KYyJbTYpa,
MoO/JlepHU3allus, yIipaBjeHue nepcoHanoM, 3P GeKTUBHOCTb, MOTHUBALIUSA

Jaa yumupoeanus: Payuna A. B, A6asuesa K. I, Cambirun C. U. CouMOKy/JbTypHbIE OCHOBAHUS
yrnpaB/eHUs 4esJoBeYyeCKMMHU pecypcaMu B coBpeMeHHOH Poccum // TocygapcTBeHHOe M MyHMUIMNA/IbHOE
ynpaBJieHUe. YueHble 3anmucku. 2022. Ne 2. C. 43-49. https://doi.org/10.22394/2079-1690-2022-1-2-43-49

Introduction. Human resource management is the most important aspect of management activity, the
quality of which directly affects the productivity and efficiency of the organization.

The main components of human resource management of an organization are: hiring employees, their
selection and recruitment; adaptation of a new employee to the established norms, rules and require-
ments in the organization, familiarizing him with professional duties; employee performance assess-
ment; organization of personnel training, contributing to their professional growth; strategic and ca-
reer planning; incentives for employees; ensuring safety and social guarantees; coordination of labor
relations; work planning; control of labor activity, motivation of employees, etc. [1; 2].

Thus, the range of tasks carried out in the framework of human resource management of an enterprise
is quite extensive. It covers almost the entire sphere of interpersonal interactions within the organiza-
tion. Human resources are the employees of the organization, its human capital, which is able to bring
profit to the enterprise and to the employees themselves, with effectively established management
that combines the interests of the organization and the employees themselves.

There are many theoretical approaches in management based on the recognition of the importance of
the human factor. Starting with the theory of human relations proposed by E. Mayo, according to
which the efficiency of workers depends on the attitude of the leadership towards them, theoretical
management has been improving management practices. This has been facilitated by various theories
of motivation (A. Maslow, F. Herzberg, D. McGregor, etc.).

Materials and methods. Within the framework of the proposed topic, it is important to emphasize the
methodological significance of the culturological approach to management, which has become the ba-
sis of the theories of organizational culture.

There are many definitions of organizational (or corporate) culture, just as there are many definitions
of culture in general. Organizational culture is a part of the culture of the society in which it exists;
therefore, we can say that it is not a completely autonomous from the external environment system. Or-
ganizational culture includes values, ideas and perceptions, as well as the rules of conduct the organiza-
tion operates on [3]. Organizational culture is largely determined by the specific activities of the organi-
zation, its goals and functions. In addition, organizational culture directly depends on the culture of
the society where the organization operates. Human resources of the organization are themselves rep-
resentatives of a certain culture, and the effective work of the organization's personnel largely de-
pends on how the culture of the employees corresponds to the cultural standards accepted in the or-
ganization. This problem becomes especially noticeable in the case when management staff and other
employees belong to different cultural traditions - such a situation occurs in many large organizations of
the modern global world. The globalization of the modern world is, first of all, the globalization of the
economy, which means the global spread of market mechanisms and standards on a global scale.
These mechanisms, Western in origin, have long been universal, but this does not mean their complete
uniformity. The universal elements of the market organizational culture function in different cultural
contexts [4], which have an opposite effect on them. Therefore, it makes sense to talk both about the
sociocultural grounds of economic activity in general, and about the features of managerial activity
due to the sociocultural heritage of a particular society.

For several decades, modern Russian society has been in the process of market transition - the for-
mation of a market economy after the destruction of the socialist model of the economy. The modern
Russian management culture has a synthetic character, combining the universal requirements of mar-
ket efficiency with its own cultural heritage, which also determines real management practices. There-
fore, the task of studying the sociocultural grounds of human resource management in modern Rus-
sian society seems to be urgent.

Numerous studies show that organizational performance is directly or indirectly related to organiza-
tional culture. A healthy and stable organizational culture gives the company numerous advantages:
a competitive advantage through innovation and improved customer service; stable and efficient work
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of employees; team cohesion and high morale; strong focus of the company on achieving the goal [5].
Organizational culture can be a factor in the survival or ineffectiveness of an organization, although
this is difficult to prove empirically given that the required longitudinal analysis is unlikely to be feasi-
ble. However, the sustainable competitive advantage of firms such as IBM, Procter & Gamble and
McDonald's, may be at least in part, a reflection of their organizational culture.

A study conducted by the Harvard School of Business in 2003 [6] showed that culture has a significant
impact on long-term economic performance of an organization. The study looked at management prac-
tices in 160 organizations over ten years and found that culture can either increase productivity or be
harmful to it. Organizations with a strong performance culture showed better financial growth. In ad-
dition, research showed that cultural characteristics such as risk taking, effective internal communica-
tion and flexibility are important factors influencing the individual performance of employees. Moreo-
ver, innovation, productivity and the ability to cooperate, like other cultural factors, also have positive
economic implications.

Denison, Haaland and Geltzer [6] found that culture contributes to the success of an organization, but
not all aspects of organizational culture contribute to this success in the same way [7]. It was found
that the influence of different parameters is not the same in different regions of the world, which sug-
gests that organizational culture is influenced by national culture.

Organizational culture determines how people perform tasks, set goals, and manage the necessary re-
sources to achieve goals. Culture influences ways of making decisions, reacting to opportunities and
threats emanating from the external environment of the organization.

Job satisfaction is positively related to the degree of consistency between the general culture of per-
sonnel and the culture of the organization they work in [1; 3]. The mismatch between learned norms
of general culture and norms of organizational culture generated a number of negative consequences,
including lower job satisfaction, higher workload, general stress and staff turnover. It is suggested that
organizational culture could influence the creativity of employees, their motivation, the tendency of
employees to report unethical conduct. However, more research is needed to confirm these findings.

Organizational culture also influences staff recruitment and stability. People tend to be attracted to
organizations that they believe meet certain cultural standards and expectations, people tend to work
in such organizations, and high turnover can be related to the interaction of culture and the effective-
ness of the organization. The culture of the organization does not always respond to new challenges on
time, which results in a deterioration in performance and the desire of employees to change jobs.

An overly rigid organizational culture can hinder innovative activity, especially when employees get
used to the existing system, they are well aware of the requirements of their roles that they must fulfill
in the organization, they are focused primarily on stability and are not ready for change. Thus, the ex-
isting culture of employees can become a brake on the development of the organization. According to
Mar [8], 70% of all efforts to change the situation fail because of the culture of the organization staff.
One of the main reasons why these difficulties arise is that organizational cultures and the organiza-
tional structures they are embedded in often bear the "imprint" of earlier periods in the development
of the organization and society as a whole. This demonstrates the ability of culture to inertia.

A change in organizational culture may be necessary to reduce employee turnover, influence employee
behavior, improve the company, reorient company goals, organizational scale and structure, improve
customer service, achieve specific goals, and increase company performance. Culture change is influ-
enced by a number of elements, including the external environment and industry competitors, chang-
ing industry standards, changes in technology, the number and quality of staff, and the history and
management of the organization.

The most important aspect of organizational culture that affects the performance of personnel is the
aspect of understanding what people are working for. The study of organizational culture was signifi-
cantly influenced by the analysis of the experience of Japanese corporations, which reached an unex-
pected peak of growth in the 80s of the 20th century. It turned out that the values underlying their
activities were significantly different from the values underlying the activities of Western companies
at that time. It was important for Japanese workers to belong to the corporation like a large family,
and they linked personal success to the success of the company much more than Western workers.
At the same time, the approval of others and mutual responsibility were very important for Japanese
workers, which made them very disciplined. They preferred stability to rapid career growth, guaran-
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teed by hard work and exceeding normal labor standards. Japanese workers were much more relaxed
about the hierarchy, following its principles; they did not seek to emphasize inequality, but, on the con-
trary, outwardly demonstrated the closeness of top management and ordinary workers thanks to the
system of rituals. Western workers focused primarily on personal success and a personal career, achiev-
ing a high level of well-being, did not seek to identify their interests with the interests of the company as
a whole, they were guided by the spirit of individual rivalry and competition. Actually, in many respects,
it was from the study of the specifics of Japanese management (which over time lost its aura of superiori-
ty) that the analysis of the importance of culture for achieving corporate success and human resource
management began. At the same time, the importance of historical traditions for the development of
models of effective management was realized. Many typologies of organizational culture were developed
and proposed, negative and positive aspects of different models were highlighted; all this experience one
way or another found its expression in the management practice of different countries. In this regard, the
question of the sociocultural foundations of human resource management in Russian society seems to be
relevant. As well as the influence of specific Russian experience on the universal management models
developed over the years by analyzing the influence of cultural factors on human resource management.

Research results and their discussion. Specifics of management culture and human resource
management in Russian society.

Russian management models, in many respects, inherit the Soviet experience of management, very
specific, due to those tasks of the development of society determined by ideological tasks. The paradox of
the Soviet experience of management was that the main goals of management were a synthesis of the real
needs of economic development and ideological principles, which, in many respects, hindered the effective
solution of economic problems and created large-scale costs, and these costs concerned human resources.
The term “human resources” was used in Soviet official discourse along with the term “cadres” (personnel).
The importance of “cadres” and personnel policy was embodied in the well-known statement of 1. Stalin
“Cadres decide everything,” but the attitude towards cadres in Soviet society was utilitarian. What were the
specific features of the Soviet management model in relation to human resources?

The new Soviet state emerged as a result of the revolution was based on an ideology, the declared goal
of which was the emancipation of labor and people of labor, both the working class and the peasantry.
In practice, from the first years of Soviet power, real workers and peasants, as well as representatives
of other social strata, became a "resource” for building a fundamentally new and never-before-existing
socialist economy, which was supposed to surpass the capitalist one. In reality, the country faced a dif-
ficult and catastrophic path of mobilization development in order to catch up with the most developed
industrial countries, while many of the economic achievements of pre-revolutionary Russia were prac-
tically lost during the years of the civil war.

The mobilization type of development, which the Soviet state embarked on, presupposed strict cen-
tralized state management of the economy - from setting goals to attracting and distributing re-
sources. The state set advanced goals: it needed the development of industrial production, the Russian
countryside became a resource for the development of Soviet industry, from which both material and
human resources were withdrawn. In the 1920s and 1930s, even in developed capitalist societies, the
exploitation of hired workers and their weak security was a normal state of affairs, but in the Soviet state
this exploitation took on a state and repressive character, its methods were not only economic, but also
political. The results of the industrialization and collectivization of Soviet society in the pre-war period
are well known, and it is important for us to note here that at this time a specific model of human re-
source management was laid, which practically excluded the personal initiative of the employee, free
mobility of labor resources, the interest of workers in the growth of material well-being, centralization
and total bureaucratization of management and the constant use of the threat of reprisals as a mecha-
nism for maintaining labor discipline and meeting productivity standards descended from above.

If repression was a negative mechanism for managing human resources, then ideological education
should have become a positive mechanism forming labor motivation. Ideology was the main factor giv-
ing rise to various labor initiatives and supposedly spontaneous initiatives of workers to increase la-
bor productivity, as well as inspiring workers in socialist production to work not so much for their
own good as for the great goal of building a communist society. However, the communist society as an
ideal, and indeed the dominant ideology itself, meant improving people's lives. The weakening of the
repressive nature of the regime after the death of Stalin and the debunking of the personality cult, a
change in the social structure of Soviet society, scientific and technological development, and an in-
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crease in education led to the fact that management methods were gradually changing. In the last dec-
ades of the existence of Soviet society, a relatively high standard of living and social security was
achieved. However, the most basic features of the socialist management model remained: centraliza-
tion, bureaucratization, planning, lack of effective methods of stimulating labor productivity, lack of
space for initiative and innovation, to which were added low labor discipline, low labor motivation,
flourishing of informal relations and the informal economy, distortion of real information on the re-
sults of the activities of enterprises, etc. All these factors, along with many others, contributed to the
slowdown in economic growth and, as we know, led, ultimately, to the collapse of the socialist econo-
my and the Soviet state.

In the 90s, Russian society went through a period of a sharp economic recession and feverish econom-
ic reforms, accompanied by the reset of almost all social obligations by the state and the privatization
of state property. In the conditions of a normative, legal and ideological crisis, a post-Soviet market
society was formed, becoming a part of the global capitalist economy. In this situation, new forms of
organization management gradually began to develop, and taking care of qualified human resource
management was not their primary task. The remaining sizable sector of state organizations, in many
respects, was governed by practically old methods. We can say that the post-Soviet society has still been
combining different management models, including human resource management. The most advanced
enterprises are guided by new management theories, which is facilitated by the formation of a fairly
large layer of professional managers striving to master and apply Western models, including those fo-
cused on effective human resource management. At the same time, in recent decades, with the strength-
ening of the state in the economy, the old management problems associated with the use of the "ad-
ministrative resource”, the fusion of power and property, bureaucratization, and the restriction of
private initiative are again becoming relevant. The most influential and large players on the Russian
market are large companies associated with the explicit or implicit presence of the state.

Russian enterprises are characterized by peculiarities of human resource management, the roots of
which are in many ways connected with the Soviet past.

First of all, the directive and authoritarian style of personnel management should be noted [9]. It is
expressed in the adoption of individual management decisions - without any agreements or discus-
sions; a career growth within the organization is not so much based on professional qualities, but de-
pending on the relationship with the manager. Violations of labor legislation, taking advantage of the
fact that the majority of Russian workers do not know how or do not want (due to moral and material
costs) to defend their interests in the courts, and often do not even know that some norms regarding
them have been violated, and statutory obligations are not being met.

The directive management style is characterized by a rather primitive method of working with human
resources. It comes down to hiring (or firing) and maintaining the necessary documentation. Adapta-
tion of a new employee, his prospects, problems of professional development, employee motivation -
all these are not solvable or even set tasks. Naturally, in such conditions, the task of forming an effec-
tive corporate culture is not even posed. This situation is due to the fact that hired workers are seen as
relatively easy to replace and more interested in maintaining their jobs than the employer. A similar
situation takes place even in Russian universities, the resources of which, it would seem, should have
the necessary competence both to defend their rights and to participate in decision-making. Neverthe-
less, university workers, constantly showing dissatisfaction with the level of wages and workload, as a
rule, do not quit, but continue to fulfill their duties, resorting only to informal resistance in the form of
failure to comply with certain instructions and requirements. This is the situation in state universities,
but at the same time in commercial universities, of which there are very few left in Russia, employees
have even fewer rights and opportunities than in state ones.

More flexible and diverse models of human resource management can be observed in foreign compa-
nies operating in Russia, but not in all, adaptation to the peculiarities of the Russian market, power and
culture may be accompanied by the assimilation of accepted local rules. Moreover, there are not so
many foreign companies with foreign management in Russia. Although some Russian companies are
striving to introduce Western management practices.

Human resource management, like other elements of economic and entrepreneurial activity in Russian
society, is ultimately associated with cultural stereotypes assimilated by Russians in the course of their
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socialization and perception of the cultural experience of previous generations, formed in certain his-
torical conditions. The study of the cultural characteristics of Russian entrepreneurs of different levels
made it possible to identify the following set of qualities that affect their professional activities.

The high value of personal rather than professional qualities, the desire to build business relationships
based on personal characteristics, the desire for trusting relationships - and at the same time, a low
level of trust.

Conformity, dependence on the opinion of the group, and at the same time unreliability, lack of re-
sponsibility and professional integrity.

The tendency to bribe officials, evade taxes and hide income, which can partly be explained by the tra-
ditional distrust and dependence on the authorities. Thus, the need to bribe officials arises in connec-
tion with formalized and cumbersome regulatory mechanisms that control entrepreneurial activity.

Western researchers [10] distinguish among Russian entrepreneurs such properties as a deep gap be-
tween managers and subordinates (this also affects human resource management), anxiety, individu-
alism, and a desire to avoid uncertainty. The latter features are also understandable, given the specifics
of the development of the market economy in post-Soviet Russia.

According to researchers, the style of Russian managers is characterized by authoritarianism and, at
the same time, a desire to avoid responsibility for decision-making. The organizational culture of most
Russian enterprises does not provide for the participatory approach that underlies modern theories
of personnel management. This approach involves the perception of each employee as a conscious
and responsible individual, considering him as a partner who can potentially have valuable ideas that
are useful for improving the efficiency of the organization.

Interesting data are demonstrated by the results of a survey of Russian directors of enterprises [8].
From the point of view of the respondents:

- Western management models work only in a stable society - 58%);

- Western models can work at a different salary level - 54%;

- Western models do not correspond to Russian culture - 44%;

- Our staff is not qualified enough to implement Western models - 19%;
- Western models work with other buyers - 12%.

The survey results demonstrate not only a specific view of human resources, but also a negative atti-
tude towards developed and effective management techniques.

Conclusion. During the post-Soviet period, Russian society has gone through a rather difficult path of
reforms, as a result of which a Russian model of a market economy has developed, combining the uni-
versal features of a market economy with certain specific features due to the influence of the Soviet
management model. With regard to human resource management, the sociocultural foundations laid
down by the Soviet experience imply the predominance of authoritarian directive management and an
attitude towards the human resources of enterprises as a material resource rather than a creative poten-
tial responsible for the effective development of a company. However, Russian society is not a static sys-
tem, it is developing, and even highlighting some negative tendencies, it is necessary to remember that
this is only a part of reality, and along with rather rigid management models, there are others, and there
is recognition of the fact that, for effective development it is necessary to improve management practices.
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