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3aKOHOMEepPHOCTEelN PacCMOTPEHbI
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OBPA3OBAHVE VI KAZIBE

B3aumMocBa3b
KOHKYPEHTOCNOCOOHOCTMH,
OpPraHn3aunoOHHOM CTPYKTYPbI
M YenoBe4YeCcKux pecypcos

Ilucomennas Anna bopucosna — dokmop
SKOHOMUHeCKUX HayK, npogeccop Mockosckoeo
20Cy0apcmeeHH020 yHugepcumema nymeti coooujeHus
(MHHUT), Mockea, Poccus.

Baactok laauna Buxkmopoena — kanduoam
COUUON0UMECKUX HAYK, O0UEeHM Kagheopbl
«Menedxcmenm u ynpaenenue nepcoHanrom
opeanusayuu» MUHUT, Mockea, Poccus.

LIIMPOKOM CMBICJIE OPraHU3alUOH-

Hasgd CTPYKTypa MOXET paccMaTpu-

BaTbCsl KaK €IUHCTBO CTATUYECKUX
XapaKTePUCTUK, (hOPMUPYIOIINX CTPYKTYPY
MONYUHEHUS, U IMHAMUYECKUX XapaKTepU-
CTUK (pOpMaTN30BaHHOTO U HEDOPMATU30-
BAaHHOTO B3aUMOJAEUCTBUS MEXIY OTHENb-
HBIMU aréHTaMu, COCTABJISIIOIUUMU CTPYK-
Typy B3anuMojieiicTBus 1 oOMeHa nHdopma-
uueii [1]. MHorouuciaeHHbIE UCCIeA0BAHMS
MOCJEHUX JIET TOKA3bIBAIOT HAJIUYUE BIIU-
STHUAS OPTAaHU3aLlMOHHOU CTPYKTYpHl Ha
KOHKYPEHTOCIIOCOOHOCTh OpraHu3aIu |2,
3]. B wacTHOCTH, pe3yabTaThl MCCIENOBa-
HUS, TIPOBEACHHOTO aBTOpaMH [4], TOKa3bI-
BalOT B3aMMOCBS3b U B3aMMO3aBUCHUMOCTD
CO3/IaHNSI KAYECTBEHHOU OPTaHU3aLIMOHHOMN
CTPYKTYPbI U KOHKYPEHTOCITIOCOOHOTO Mpe/I-
JIOKEHUS B MEHSIOIIECICS BHEIIIHEW CUTYya-
uuu. [Ipu 3TOM OCHOBHOU ymop AenaeTrcs
Ha TO, YTO MPU OTCYTCTBUU TOJKHOTO BHU-
MaHU$ K Pa3BUTHIO OPraHU3aLUU U €€ afarn-
TALIMOHHBIM CITIOCOOHOCTSM HAJIUYKUE KOH-
KyPEHTOCIMOCOOHOTO MPEIJIOXKEHUSI OTPAHU -
YEHO BO BPEMEHHU.

HWccnenoBaHue BbIMOTHEHO MpU (PMHAHCOBO MOIIECPXK-
ke PTH®, npoexT Ne 14-02-00095.
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C npyroii CTOpOHBI, TaKOU BJIEMEHT
OpraHM3alMOHHOMN CTPYKTYPHI, KaK BHY-
TPUOPTAHU3AILIMOHHBIE OTHOLICHMUS, STBJISI -
eTcs rmokasatesieM 3(pPEeKTUBHOCTH 1ieJie-
nonaraHus u ueiaenoctuxeHus [5]. Kon-
KYPEHTOCITOCOOHOCTh OpTaHM3allMU OIIPE -
JIeJISIeTCsI He TOJIbKO MPaBUJIbHBIM BUICHUEM
OM3HEC-TIPOIIECCOB, HO U YMEHUEM Me-
HeIXMeHTa OpTaHW30BaTh JOCTUKEHUE
1eJjieid, 3asBasseMbIX pykKoBoacTBoM. [lpu
3TOM CHUXXEHUE OCO3HAHUS COTPYTHUKAMU
WHIWBUAYAJbHBIX 1I€JIEl U 3aa4 B paMKax
JIOCTVKEHUST OPTaHU3allMOHHOM 1IeJI TTPH -
BOJUT K HU3KOW MHIAMBUIYATbHOMN MTPOU3-
BOJUTEJBHOCTH TpyAa. DTO KOCBEHHO
CBSI3aHO C HEBO3MOXHOCTBIO CBOEBPEMEH -
HOTO BBISIBJIEHUS TIPOOJIEM PYKOBOJICTBOM
OpraHm3aluu, CHUKEHUEM BEePOSITHOCTHU
MPaBUJIBHOTI'O YCTAHOBJIEHUST OpTaHU3AIIM -
OHHBIX 1eneii. KpoMe Toro, Bo3HUKaeT
BEPOSITHOCTh HEPAIITMOHATBLHOTO pacIpesie-
JeHueM GYHKIU cpeliu MCTIOJHUTENEeH,
CHUXEHUSI YPOBHSI KOOPAMHALIMM U CUH-
XpPOHU3AIUU MCTIOJTHUTEIbCKON NesITelb-
HocTH [6].

AHaynu3 paboThl MOE3AHbBIX OpuUraa, 00-
cayxuBatomux moesn « CTprx», Mo3BOJIUIT
HaM J10Ka3aTh, 4T0 3(P(HEeKTUBHOCTD TTOE3]I -
HBIX OpUTal MOXET OBITh CYHUIECTBEHHO
MOBBIIIEHA YK€ TOJIbKO 3a cueT nH(popMa-
IIMM O BBEJCHUM CAHKIIMI 32 HEIOCTATOYU -
HBII YPOBEHBb 00CITY)KMBaHUSI TACCAXKUPOB.
Pa3zpaboTaHHbIe aBTOpaMU CITOCOOBI MOJTY-
YyeHUsT aAMUHUCTpaleil nHpopManuu oo
ypOBHE OOCITYXMBaHUS (MHTEPHET-OTIPOC
maccaxupoB, UCITOJIb30BaHUE TEXHOJIOTUHN
«TallHBI TOKyMaTedb») MOAYEPKUBAIOT,
HACKOJIBKO BEJIMKO 3HaYyeHUe o0paTHOU
CBSI3M, KAKMM Ba>KHBIM BCTIOMOTATEJIbHBIM
WHCTPYMEHTOM OHa MOXET CTaHOBUTHCS,
0CO0EHHO Ha (hOHE «MSITKUX» YIIpaBIIeHUE -
CKMX BO3IeMCTBUI, OPUEHTUPOBAHHBIX Ha
WCITOJIb30BaHWE MH(GOPMAIIMOHHO-KOMMY -
HUKAIMOHHBIX TOTOKOB YIPaBJISIOIIMMU
cyobektamu [7].

ITpoBeneHHbBII aHATN3 TTOKA3bIBAET, UTO
CYLIECTBYIOT OCOOEHHOCTHU paclpoCTpaHe-
HUS MHGOPMAIIUY B 3aKPBITHIX M OTKPBITHIX
KOMMYHUKAIIMOHHBIX CETIX, CBSI3aHHBIE
C YCTAHOBJIEHMEM MEXIy 3JIeMEHTaMUu He
TOJIbKO (pOpMaIbHBIX, HO U He(hOPMaTbHBIX
BHYTPUOPTraHU3aIIMOHHBIX CBsI3elt. [Ipnuem
yCTaHOBJIeHUEe HeDOpPMaNbHBIX CBSI3EH
MEXy 2JIeMEHTaMU M3MEHsIeT 0COOEHHO-
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CTU MpOTeKaHUs WHGOPMAIIMOHHOTO IT0-
TOKa, TpaHCHOPMUPYST OTKPHBITHIE CETH
B 3aMKHYTBI€, UTO CBSI3aHO C BO3MOXHO-
CThI0 GOPMUPOBAHUS COOOILIEHUI, ATbTEP-
HaTUBHBIX opULIMATBLHBIM [8].

ABTOpaMu BBISIBJIEHO, UTO 0CO00€ BJIU-
sSHUe Ha mpoluecc ooOMeHa MHGoOpMaUUU
OKa3bIBaeT cuja (YacToTa) U OJIU30CTh
CBS3€M MeXAy OTIEeJbHBIMU 3JIEMEHTAMU,
YpOBEeHb JoBepus Mexkay HUMU. [1pu aTom
JIOBEpUE areHTOB K MoJiydaeMbIM UHMOP-
MalMOHHBIM COOOIIEHUSIM OTpPEaeasieTCs
«BJIM30CTHIO» MCTOYHHMKA, YTO TaKXKe Xa-
pakTepHo AJs HeopMasibHOI ceTu. Ilpu
9TOM areHThI CBSI3U, XapaKTepu3yloluecs
BBICOKOU CTE€MEeHbIO NJOBEPUTEIBbHOCTH,
SIBISIOTCS MPEANOYTUTEIbHBIMA, a UH-
dopMmanus, nepenaBaeMas Mo TakKUM Ka-
HajaM, BOCTIDpUHUMAETCSI MEHEee KPUTHUY-
Ho. Ha »To, B 4acCTHOCTHU, yKa3blBaeT
I1. HItomnka [9].

B 10 Xe BpeMs ompenesieHo, 4To cyle-
CTBEHHBIM (PAKTOPOM SIBJISETCS HE TOIBKO
YPOBEHB TOBEPHS MEXKIY KOHTAKTUPYIOII-
MU y3JIaMU B LIETTIOYKE nepenayu uHGopma-
LI, HO ¥ YPOBEHB TOBEPUS K €€ UCTOUHH -
Ky. [IpryeM MMeHHO YpOBEHb HOBEpPUSI
K MICTOYHUKY B KOMMYHUKAIIMOHHBIX CETSIX
pa3JIMYHOTO TUMA OKa3blBaeT 3HAYUMOE
BJIMSIHUE HA MOBEJAECHUE areHTOB, 00pa3y-
IOIIUX CeTh. DTO MO3BOJSET YTBEPXKIAATh,
YTO Y3JIbl, 3aMHTEPECOBaHHBIE B HOPMUPO-
BaHUU OOBEPUS K OTHPABIASICMBIM UMHU
COOOIIEHUSM, B IEPBYIO OYEpeb 3aHUMA-
[OL[M€ BBICOKHE MO3ULIMU B OPTaHU3ALIMOH -
HOU CTPYKTYpE, MOJXKHBI yIeasaTh ocoboe
BHUMAaHHE COOTBETCTBUIO O(PUIIMAIBLHBIX
coo01IeHU B POPMaIbHBIX CETSIX TEM UH-
GopMaIlMOHHBIM TPIOKaM, KOTOPbIE MOTYT
nepenaBaThcsl Mo HeopMaabHBIM KaHa-
naM. VIX cOOTBETCTBUE CYLIECTBEHHO IO-
BHIIIAET YPOBEHBb JOBEPUS K MCTOUHUKY
U, HA00OPOT, HECOOTBETCTBUE ODULIUAITB-
HBIX COO01IeHN I U HepopMaTbHOI UHMOP-
Malliy CYLIIeCTBEHHO CHMXAaeT 3TOT ypo-
BEHb [8].

B pamkax npeacrtaBieHuss 00 opraHu3a-
LIMOHHOU CTPYKTYpe KaK CETU B3aUMOME -
CTBYIOIIUX areHTOB BaXKHBIM TPEICTaBJIS -
€TCS BOMPOC O BJIUSHUU TOTO WJIU MHOTO
BUJa HEOTHOPOIHOCTH KOMMYHUKAIIMOH-
HOIi CeTH Ha XapaKTepPUCTUKU OpraHU3alM -
OHHOU 3(ppekTUBHOCTU opraHu3auuu [10].
ITprurHa HEOAHOPOAHOCTU MOXKET 3aKII0-
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4aThCs KaK B MHAMBUIYAIbHBIX 0COOEHHO-
CTSIX aT€HTOB — DPa3JUYHON CIOCOOHOCTU
K obpaboTke MH(OpMaUU, TaK U B OCO-
OEHHOCTSX B3aMMOCBSI3€ MeXIy areHTta-
MU — HaJUYMU TOTOJTHUTETbHOTO TOBEPUS
K nH(bOpMaIKu, MTOCTYITUBIIEH OT TaHHOTO
areHra.

PaccmoTpuMm nBe Moaenu, Haubosiee
OTJUYHBIE APYT OT Apyra: MOJeJb OpraHu-
3allMK, OPUEHTUPOBAHHOW Ha BHYTPEHHUE
B3aMMOOTHOIIIEHUsI, TaK Ha3bIBaeMasi MO-
JleJib KJIaHa, U MOJIeJIb OpraHu3aluu, Opu-
€HTUPOBAHHOUW Ha NTOCTUXEHUE palro-
HaJIbHBIX LIEJIei, TpeCTaBISIONIYIO U3 ce0s
COBOKYIHOCTbH CBSI3aHHBIX MPOEKTHBIX
koMmaHa. O6e Moaeau ObUIM MPEeITOXEHBI
B pabote P. Kyna [11], mocBsieHHO K1ac-
cudurKaMy BO3MOXKHBIX BUIOB OpraHn3a-
IIMOHHBIX CTPYKTYP, U B HACTOSIIIIEE BPEMSI
IIUPOKO UCTIONB3YIOTCS MPU aHAIU3E Opra-
HU3aLMOHHON 3(hdEKTUBHOCTU (CM., Ha-
npumep, o63op [12]). KyH BBeJ 1BE OCHOB-
HBbIE XapaKTePUCTUKH, IO KOTOPHIM KJlac-
cuUIUPYIOTCS BCe OpraHW3aluu, —
vepapxusi U OpuUeHTAIMs Ha BHEIIHUE
curHaibl. /IBa BBIOpaHHBIX HAMU BUIA OP-
raHW3allMOHHBIX CTPYKTYp MaKCUMalbHO
yIaJIeHBbI YT OT IpyTa B 'paHUIIaX YKa3aH-
HBIX XapaKTEPUCTUK.

KoMMyHUKallMOHHAs CeTh KJIaHOBOU
opraHu3aluu SIBJSETCS OMHOPOIHOM,
npeacTaBisgtonieid coboil COBOKYITHOCTh
CBSI3aHHBIX ITPOEKTHBIX KOMaHJI — «3BE3/1Yy»,
B LICHTPE 1 HA KOHIIAX JIy4eil KOTOpOW pac-
TTOJIOKEHBI TPYIITIBI TECHO B3aUMOCBSI3aH-
HBIX areHToB. PacmpocTpaneHue nHbop-
Malliu MOJEJUPOBAIOCh U3MEHEHUEM CO-
CTOSIHUS OJHOTO U3 areHTOB, KOTOpPOEe
B JaJibHEMIIEM pacopoCTPaHsIIOCh MO Op-
raHW3alMi B COOTBETCTBUM C UHAMBUIY-
AJIbHOI CIIOCOOHOCTBIO MEPCOHANTUN K yC-
BOCHUIO HOBOI MHpopMannu. B kauecTtse
Mephl 3(pPeKTUBHOCTU Mpolecca paccMar-
puBajoCh BpeMs nepexoja BCceil opraHu3a-
LIMA B HOBOE COCTOSTHUE.

PesynbraThl MoIeTMpOBaHUS TTOKA3bI-
BAlOT, YTO U3MEHEHME KOJIMYECTBA OTINYa-
IONIMXCSI WHAMBUAYaTbHOU 3(pheKTUBHO-
CTBHIO areHTOB M CTETEHU MX OTJIUYUS OT
CpeJIHEero ypoBHS MO OpraHu3aiuu mNo3Bo-
JIsIeT B 3HAUMTEJILHBIX ITpeiesiaxX yIpaBisaTh
e€ 93P PeKTUBHOCTHIO.

PaccmoTpuM BIusiHUE Ha OpTaHU3AIIUIO
MOJIOKUTEJIbHOM HEOMTHOPOTHOCTA KOMMY-
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HUKAIlMOHHOW CeTU — BO3HUKHOBEHUE
TPYMITbl aT€HTOB, OTJIMYAIOIIUXCS 60JIbIIEH
CIOCOOHOCTBIO K 00paboTKe MHMDOPMALIUH.
JJ1s KTaHOBOM CTPYKTYPHI B CUJTY €€ OTHO-
POOHOCTH, KOTAa KaXJblii areHT CBSI3aH
C KaXIbIM, MOsIBJIEHUE 00Jiee MPOU3BOIU-
TeJIbHBIX aT€HTOB TPUBOJIUT K TPAKTUIECKH
JIMHEMTHOMY pocTy 3¢ GbEKTUBHOCTU Opra-
HU3aluuu B uegoM. OgQHAKO MO Mepe pocTa
3P HEKTUBHOCTU OTIAEIbHBIX ar€HTOB UX
BJIMSTHUE HAa OPTAaHU3AIMIO YMEHBIIAETCS —
Mbl BUIUM aHaJOT 3aKOHa yObIBalollei
otnayu. Hanuuue yoObIBaromeil otnayu
BCETJa CBSI3aHO C HATUYUEM HEJIMHEeHHBIX
OrpaHUYEHUIl B CUCTEME, B HALllEM cilyyae
TaKUM OTPaHUYEHUEM CIYXKUT KOHEUHBII
pa3Mep opraHu3zauuu. BeIBoa, KOTOPHIHA
MOXKET OBITh CIeJIaH U3 PE3yJIbTaTOB MOJIe-
JIMPOBaHUs, 3aKJII0YaeTCsd B TOM, YTO MO-
BBIIIEHWUE WHAWBUAYAJIbHOW MPOU3BOIU-
TeJbHOCTU areHTOB IOJIXKHO COOTBETCTBO-
BaTh LIEJSIM, MMOCTABJIEHHBIM Iepea opra-
HU3allMel B TIaHEe MOBBILICHUS e€ obuei
addexkTuBHocTU. [IpU ocymecTBIeHUU
OpraHU3alMOHHBIX U3MEHEHU I HEOOXOIU -
MO TOYHOE OIpeieIeHNE TOTO, KAKHUX YPOB-
Hell 2(pGheKTUBHOCTU OpTaHU3allUU MBI
MJIaHUPYEM JOCTUYbD.

OCOOHSKOM CTOUT BapUaHT MOHUXKEH-
HOU 5D HEeKTUBHOCTU psila areHTOB B CIIy-
yae KJIaHOBOW cTpyKTypbl. HecMoTps Ha
HaJimyue O00JbIIOr0 KOJUYEeCTBA KaHAI0OB
JNOCTaBKU WHGbOPMallMU, BOSBHUKHOBEHUE
TPYIIB HU3K03(D(HEKTUBHBIX aTeHTOB ITPU -
BOJAUT K OJOKMPOBAHUIO MPOLIECCOB €€
pacnpocTpaHeHUs, MPexXae BCEro BHYTPU
caMoli aTo#l rpynnbl. OpraHu3sanus pacmna-
JlaeTcsl Ha ABa c1aboB3aMMOECTBYIOIIUX
nojapa3iesieHus, B mpeaee CBI3HOCTH
3G @EeKTUBHBIX aT€HTOB YMEHbIIAeTCH,
U COBOKYMHOCTb YCUJIMN CTaHOBUTCS He-
a¢pexTuBHOM. [Ipu 3TOM ciieayeT oTMme-
TUTbh, YTO CIA0OCTh CUCTEMBI OYIET JIUIIb
YCUJIMBATHCS MPU JIIOOOU CMEHE CTPYKTYPHI
MOAYMHEHUS.

TToBeneHue opraHu3alu, OCHOBAaHHOM
Ha MPOEKTHBIX KOMaHIaX, OTJIUYAETCS OT
ciayvyas kyaHa. [lepBoHavyalbHO Haluuue
BbICOKO3(h®dOEKTUBHBIX aréHTOB B paMKax
OTJEJIbHOM IPYNIbI HE 0KAa3bIBAET CUJIBHO-
r0 BO3IEMCTBUS HA OPTaHU3ALUIO B LIEJIOM,
CYIIIECTBEHHbIE U3MEHEHUS MPOUCXOAMT,
KOTJa BBICOKOO(M(MEKTUBHBIMU CTAHOBSTCS
HECKOJIBKO TPYII. 3aBUCUMOCTb MEHEe
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riaaakasi, 4eM B ciydae KjaHa, MOCKOJbKY
0COOEHHO CUJIbHOE BO3aelicTBUE Ha 3(]-
(heKTUBHOCTBH OpraHU3aluu HaJTUYUe CUJTb-
HBIX areHTOB OKa3bIBA€T B TOT MOMEHT,
KOT[a TaKue JIIOIU MOSIBISIOTCS B HOBOU
MPOEKTHOM KOMAHJIE.

HeoaHoponHOCTh MHAMBUAYAJTIbHBIX
XapaKTEPUCTUK ar€HTOB MPU UX CHUXEHUU
0 OTHOILIEHUIO K CpeAHEMY 10 OpraHu3a-
LIUU YPOBHIO MOXET pacCMaTPUBAThCS KaK
KOHGbJIUKTHAs 30HAa, TO €CTh 30HAa HECOB-
nageHusI UHTEPEeCcOB yMNpaBiasiouleu
U yIpaBJIsieMO CUCTeM, HETaTUBHO OTpa-
Karoujasicss Ha OpraHu3alMoHHON 2ddek-
TUBHOCTU. TakoW KOHMIUKT MOXET OBITh
OYEBUIHBIM WU CKPBITHIM, MOTEHIIUAIBLHO
00J1agaTh TOW UM UHOW CUJION pa3pacta-
HUS, OMHAKO U B TOM, U IPYTOM CJIydasix ux
3HAYUMOCTb AJISI OpraHU3alMOHHON (-
dexTuBHOCTU Benuka. [1o cyTu, OHU BBI-
CTYNaloT UHAUKATOPAMU Y3KUX MECT yIIpaB-
JIEHUSI, a UX NTUAaTHOCTUKA U yCTPaHEHUE
NpoOJeMHBIX 30H MOTYT MOBJAUATh Ha
KOHKYPEHTOCIOCOOHOCTh KoMMnaHuu [13].

XapakTep TaKUX 30H pa3HOOOpa3eH.
C OHOI CTOPOHBI, TO HECOBMAAEHUE 3a-
npoca COTPYIHUKOB B CTUMYJUPOBAHUU
U OTBETHOTO MPEAJT0oXEeHUs OpTaHU3alNu.
C npyroit CTOpOHBI, TOJO0OHBIE 30HbI OTpa-
KalT HECOBMaJeHUe KOMIETEeHTHOCTHOTO
MNpeaoXEeHUs COTPYAHUKA U 3ampoca op-
ranmzanuu [14].

TTogo6HbIe 2D DEKTHI TOSIBICHUS «TPOO-
JIEMHBIX 30H» ObUIM OOHApyXeHbI, B 4acCT-
HOCTH, B OpraHU3allMU, OPUEHTUPOBAHHOU
Ha paboTy «BMeCTe», OOJbIIMHCTBO COTPY/-
HUKOB KOTOPOMU JIOSJIbHBI K MECTHOMY DY-
KOBOJICTBY, HO HE KOHCOJIUUPOBAHbBI C HUM,
BO3HUKAIOT 30HBI HEOTHOPOAHOCTHU, OTPU-
1aTeJIbHO OTpaxalollluecs Ha CyMMapHoOU
addexkTuBHOCTU. [IpU 3TOM MOXHO TOBO-
PUTH O CHUXKEHUY KOHKYPEHTOCITOCOOHOCTH
(dopmupyemoro opraHusaiueir ypoBHs pa-
0OOTBhI, KOTOPBIf MOXKET ObITh TOCTUTHYT MPU
ycTpaHeHUUu peHOMeHa HEOJHOPOIHOCTH.
IlpuyeM cTUMYNBI-CBSI3U, TIpeAjiaraeMble
opraHu3salueil CBOUM COTPYAHUKAM, AOITY-
CTUMO OXapaKTepU30BaTh KaK YIOBJIETBO-
pUTeSIbHBIE. DTO MO3BOJISIET YTBEPKAATh, YTO
MOTEHIMAJ MOBBIIIEHUS 3(PHEKTUBHOCTU
OpraHu3allu CBSI3aH C U3BMEHEHUEM KOMII-
JIeKCa CTUMYJIOB-TipejioxeHuit. [Ipu atom
MaKCUMU3alUsl pe3ybraTa acCOLMUPYeTCs
npexae BCero ¢ YCUJIUSIMU MO KOHCOJIUAA-
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1IMY KOJUIEKTUBA, a CJIeI0BaTeJIbHO, TpeOyeT
CYIIECTBEHHBIX PECYPCHBIX BIOXEHUN OT
pykoBojacTBa [15].

HccnenoBanus moKa3bIBaloT, YTO OJHOM
U3 IPUYUH BO3ZHUKHOBEHMST OTPUIIATEIb-
HOI HEOMHOPOIHOCTH B KOJIJIEKTUBE STBJISI-
eTcsl JeMOTHUBaLMs nepcoHana [16], mo-
CJIeICTBUSI BOSHMKHOBEHMST KOTOPOI 3a4a-
CTYI0O HEIIOOILIEHUBAIOTCS PYKOBOJCTBOM.
HemotuBupytonue GakTopbl CHUXAOT
y COTPYJIHUKA YBEPEHHOCTh B ce0€, BBI3bI-
BalOT COMHEHUE B CTAOMJIBHOCTU CBOETO
CJIY>)K€OHOTO TIOJIOXKEHUSI, BO3MOXHOCTH
MPOJABUXEHUST U, HAKOHEIl, POPpMUPYIOT
IMOTEPIO0 MHTEpeca K TPYAy B MOJIb3y opra-
Huszauuu [17], To eCTh HeTaTUBHO OTpaxa-
I0TCSI Ha BHYTpeHHel MoTuBauu. [Ipuyem
JIJIST TIPEOI0JIEHUSI TIOCJIeICTBU I BO3SHUKHO-
BEHUSI I€MOTUBAIIMOHHBIX CUTYaIlUi HYX-
HBI TOCTAaTOYHO OOJIbIINE OOBEMBI TIEPCO-
HaJIbHBIX PECYPCOB PYKOBOIMTEN S, TeM
OoJsiee 3HaUMMBIE, YeM B OOJIbIIIeH CTENEHN
MPOSIBJISIETCS NECTPYKTUBHBIN MpoIecc.
ITpu aTom, mo mHeHuto P. [llnpenrepa [18],
YPOBEHb BO3ACUCTBUS NeMOTUBUPYIOIINX
CUTyalluii B HECKOJbKO pa3 BbIIIE, YeM
MOTUBUPYIOIINX, YTO MTO3BOJISIET TOBOPUTH
0 BBICOKOUW CKOPOCTH JAEMOTUBAIIMOHHBIX
MMPOIIECCOB M COOTBETCTBEHHO BBICOKOU
CKOPOCTH TIPUPOCTA JECTPYKTUBHBIX ITPO-
1eccoB. JIOrMYHBIM TIPECTABIISETCS MPE-
MMOJIOKEHUE, YTO HEeOMYIIIeHUEe JeMOTUBA-
IIMOHHBIX CUTyallMii pecypcHO OoJiee BBI-
TOAHO OpTaHU3aluu, YeM YCUJIUS IO
YCTpaHEHUIO UX MOCEACTBUI

Jpyroil npruyuHOM, onpeneasroniein
BO3HMKHOBEHUE OTPUIIATEIbHOW HEOTHO-
POJIHOCTHU B KOJIJIEKTUBE, MOXKET SIBJISITHCS
OTCYTCTBUE COLIMAIbHBIX HABBIKOB OT/IEJIb-
HBIX areHTOB, COCTaBISIOIUINX CTPYKTYPY
[19]. ITpoBeneHHBIE OMTPOCH MOKA3AIU, YTO
paboTomaTen N CUYUTAIOT, YTO COTPYIHUKHU
C HU3KMMHU MOKa3aTeJIIMU COLMATbHBIX
HaBBIKOB MEJIJIEHHO pa3BUBAlOTCS, 00Iana-
0T CHUXKEHHOUM MPOU3BOAUTEIbHOCTHIO,
a KpoMe TOT0, CO3/1al0T HET0OpOXKeTaTeNb-
HBII KJIMMAaT B KOMaHe. JKesraHue UCKIio-
YUTh BO3MOXHOCTb TTOSIBJICHUSI TIPOOJIEM-
HBIX 30H O0BSICHSIET CTPeMJIEHE PYKOBOJI-
CTBa MUHUMU3UPOBATH BKJIIOUYEHUE
B CTPYKTYPY «IIPOOJIEMHBIX» 3JIEMEHTOB.
OnHako, HECMOTpPS Ha TO, YTO BOTIPOC Ha-
JIMYUST U KadyecTBa COIMAIbHBIX HaBBIKOB
COBpeMeHHOMY OM3HECY MpeacTaBiIseTCs

MucbmeHHas A. B., Bnaciok I'. B. B3auMOCBS13b KOHKYPEHTOCMOCOGHOCTHN, OPraHN3aLMOHHOMN CTPYKTYpPbl
U YeJloBEeYECKNX PECYPCOB




3HAYUMBbIM, 3a4aCTYy10 PYKOBOACTBO CO3Ha-
TeJbHO UAET Ha CO3JaHUE «IIPOOJIEMHBIX
30H», IPUBJIEKAs COTPYAHUKOB CO CHUXEH -
HBIMU TTOKa3aTeJIMU COIIMAIbHBIX HaBBI-
KOB, OJJTHAKO 00JIafal0lIuX 3HAYUMBIM IJIs
KOMTIIaHWU MMOPTdeTeM KOMITETEHIIUA.

ITo MHeHUIO aBTOPOB, CYIIECTBYET 3Ha-
YyuMasi CBSI3b KOHKYPEHTOCIIOCOOHOCTU Op-
raHu3aluu U BOBJIEUYEHHOCTU MEpcoHaia
B hOpMUPOBaHNE OPTAHU3ALIMOHHOTO MTPe/ -
JoxeHust. [Ipy aToM MexaHU3MBbI (hOPMUPO-
BaHUS YIOBJIETBOPEHHOCTHU, JIOSUILHOCTHU
1 BOBJICUEHHOCTH TECHO CBSI3aHbI C CUCTEMOM
MOTHUBaIuu nepcoHana. CucremMa MaTrepu-
aJbHOTO M HEMAaTepUaIbHOTO CTUMYJIMPOBA-
HUS, TIOCTPOEHHAsl Ha COpaBelIMBOCTU pe-
CYPCHBIX 0OMEHOB, MOXET BBICTYITaTh OCHO-
BOI TIOBBIIIEHUS JIOSUTbHOCT U BOBJICUEH-
HOCTH, a HapylIeHUs CIPaBeJINBOCTHU
PECYpPCHBIX 0OMEHOB BEIYT K MX CHIKEHUIO.

HccnenoBanus aBTopoB nokaszanu [20],
yto npumeHsiemas B OAO «PXK/I» cucrema
HeMaTepuaJlbHOI MOTHUBAIIUM, MacIITaOHAs
U IeiiCTBEHHAs B paMKaX XOJIIMHTa, He YUM-
THIBA€T KOHKPETHBIX 3alIPOCOB pabouYmx
(cnecapeit 1-ii cMeHBI, ciiydyaiiHas BBIOOpKa)
neno PameHcKoe Mo peMOHTY MOTOPBaroH-
HOTO0 MOABMKHOTO cocTaBa. Ornpoc conepxkan
11 BOpocoB, AeCsITh U3 KOTOPIX OIPeaesi-
JI YPOBEHb MOTMBMPOBAHHOCTU PabOyYMX,
a TIOCJIeIHUI BBISIBJISIIT OTHOIIIEHWE K BUAAM
HemarepuaabHOTO MoTUBUpOoBaHUs. Corac-
HO TOJyYeHHBIM HaHHBIM, OpTaHU3ALIUS
JIOCTATOYHO XOPOIIIO MOTUBUPYET COTPYAHU -
KOB (80% oMpoIeHHBIX YTBEPXKAACT, UTO
XOpol1110, 1 ToJbKO 20% CUUTAIOT YPOBEHD
MoTUBaLUK cpeaHuMm). [TpudeM 60% pecrioH-
JIEHTOB CUUTAIOT YPOBEHb CBOEM 3apabOTHOM
TUIATHl COOTBETCTBYIOIIMM BBITIOJHSIEMOM
uMu padore, a 40% 3aTpyIHSIOTCSI OTBETUTD,
YTO MO3BOJISIET TOBOPUTH 00 OMpene e HHOI
YIOBJIETBOPEHHOCTU MAaTEPUATbHOM COCTaB-
gswoieir motuBanuu. [Ipu aToM paboune
JIET0 3aMHTEPECOBAHbl B UCITOJb30BAHUU
aIMUHUCTpallMell HeMaTepUaIbHbBIX CTUMY-
JIOB HAa HEMOHETapHOI OCHOBE, CPeAU KOTO-
PBIX: yUacTHe B BAXKHOM COBEIIAHUM, BKITIO-
yeHUe B OOCyXIeHHUEe TIJIaHOB KOMITAaHUM,
MpeACTaBJIeHNEe OPraHU3allMM Ha BHEIIHEM
MEepOIPUSITUN, YIaCTHE B KOHKYpPCaX U Tpe-
HUWHTaxX, MpU3HaHUEe YHUKAJIbHOCTU paboT-
HUKa, BbIIEJICHUE €T0 JeITeTbHOCTH, a TAKXKE
ITyOJIMKaLys CTaTe O TPYAOBOH JEATEIbHOC-
THU COTPYIHUKOB.
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JIoruuHO MPeATNoNIOXUTh, YTO peanunsa-
1S 3armpoca paboyux Aerno Ha yJyacTue
B TIEPEUYMCIICHHBIX MEPOTIPUSITUSIX TPUBEIET
K IMOBBIIICHUIO UX MHIAWBUIYaTbHOM TPON3-
BOJIMTEJILHOCTH TPYyJa, B TOM YMCJIE 3a CUeT
pPa3BUTHST COPEBHOBATEIBHOTO KOMITOHEHTA.
HecomMHeHHO M apyroe: opueHTalMsI Ha
JMOCTVDKeHUE MHIVNBUIYATbHBIX IIEIeil CTH -
MYJIMPYET JOCTUKEHUE OpraHU3allMOHHON
eI — MoBbIeHNe 9(PHEKTUBHOCTH CHUC-
TEeMBI.

AHanmM3 MHIVBUAYAIbHBIX MOTUBATOPOB
paboTHUKOB ofHOM U3 ciyxx0 OAO «P2XK]I»,
JesTeIbHOCTh KOTOPOi CBsI3aHa ¢ yIpaBJie-
HUEM TIEPCOHATIOM U COIIMATbHBIM Pa3BUTH -
€M, MoKa3aj, YTO OCHOBHBIC N3 HUX UMEIOT
KakK pa3 HeMaTepualbHYyI0 OCHOBY: MEXJTNY -
HOCTHBIE OTHOIIIEHUST B KOJUIEKTUBE, JINY-
HOCTb PyKOBOIUTEJISI, HOPMaJIbHBIE YCIIOBUST
pabothsl U uHTepec K Hei [21]. Onnako, Oy-
Iy4M NeWCTBEHHBIMU, HeMaTepUaJbHbIE
MOTHBATOPHI HE BCET/Ia TPaMOTHO UCTIOJb3Y -
[0TCS amMUHUCTpaleid. Tak, mpoBeNeHHBIN
OIPOC COTPYIHUKOB CIYXOBbI ITOKa3aji, 4To
YAOBJIETBOPEHBI CUCTEMOI HEMaTEpUATbHOI
MOTHUBALMU TOJBKO 45%, a 36% — He ya0B-
JEeTBOPEHBI, 18% — ymOBIETBOPEHBI Yac-
TUYHO.

OOBbsICHEHWE MHOTUM CYIIECTBYIOIIAM
31ech (pakTopam M 3aBUCUMOCTSIM JIa€T B CBO-
nx padotax E. A. Jlokk [22], noka3aBiuuii,
YTO MPOIECC YMpaBJIeHWSI B OpraHu3alumn
obecTieunBaeTCsl ypOBHEM JOCTHKEHUS 1IN
¥ YPOBHEM YIOBJIETBOPEHHOCTU COTPYIHM-
KOB B XOJI¢ peajn3aluy TPYAOBOU AesTeb-
HocTH. To ecTh yI0BIETBOPEHHOCTh PabOT-
HUKa CUCTEMO YIIpaBJIeHUS SIBJISIETCS 3aJ10-
TOM €ro MOTUBUpPOBaHHOCTU. [Ipu 3TOM
3HAYMMBIM MPEICTABIISIETCS BEIBOJ O TOM, YTO
JNEUCTBEHHOCTh Pa3JTUYHBIX MHCTPYMEHTOB
HeMaTepuaIbHOTO CTUMYJIMPOBAHNUS Bapya-
TUBHA U1 (DOPMUPOBAHUS U TIOJICPKAHUS
YIOBJIETBOPEHHOCTH, JIOSITBHOCTH, BOBJIE-
YyeHHOCTU. [IpuyeM yaoBIeTBOPEHHOCTh
MOXKET pacCMaTPUBATHCS KakK (hakT TOTO, YTO
KOMITaHUSI yCTpanBaeT pabOTHUKA, OH COTJia-
CEH B Heil HaXOIUThCS, a JTOSTTIBHOCTh — T10-
Kaszarejib TOro, YTO COTPYIHUKY HPaBUTCS
KOMIIaHUST, OH IPUHUMAET €€ 11eJT U HOPMBI,
TOTOB B HEM TPYAUTHCS H0JIToe BpeMsi. [0BO-
ps MHaue, JOSUIBHOCTh aCCOIMUPYETCs
C OIpeJeJIEeHHOW CTEIEeHbI0 MHTeTpalun
COTpPYJIHUKA B OPTaHU3ALINI0, THCTPYMEHTOM
KOTOPOW BBICTYITAET IMMOCTPOSCHUE «MOCTKOB
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0OJIM30CTH» KaK MOJOXUTEIbHON YyBCTBEH-
HoW cB3u [23].

OPheKTUBHOCTh OpraHU3allMOHHOM
CTPYKTYPBI TTOBBIIIAETCS MO Mepe Mepexoaa
COTPYIHUKA OT yOBJIETBOPEHHOCTH K JIOSITb-
HOCTHU M BOBJIeUeHHOCTU [24]. ABTOpamu
YCTaHOBJIEHAa BECOMOCTh HeMaTepUaJIbHOTO
CTUMYJUPOBAHUS KaK UMHCTPYMEHTA IMOBBI-
ILIEHUS BHYTPEHHE MOTUBALIMU /151 TOJ/IeP-
JXXKaHUS BOBJIeYeHHOCTU mepcoHana. Ilpu
5TOM MaTepUabHOE CTUMYJIUPOBAHUE, KO-
TOPOE BBICTYyMAET Kak Mepa CIpaBedIMBOTO
BO3HArpaXxneHus 3a BJIOXEHUE MepCOHab-
HBIX PECYPCOB, SIBJSIETCS HE TOJIBKO UHCTPY-
MEHTOM MOBBIIIEHUS YAOBIETBOPEHHOCTH,
HO Y MUHCTPYMEHTOM MOBBIILIEHUS] BHYTPEH-
Hell MOTUBaLMU COTpynHUKa. I HaobopoT,
CYIIIECTBYIOT 3aKOHOMEPHOCTHU HETaTUBHOTO
BJAUSIHUS HECNPaBEeIJIUBOCTU PECYPCHBIX
OOMEHOB Ha CTEMEHb BOBJIEUYEHHOCTU CO-
TPYJAHUKOB, AaXe MPU COXPAaHEHUU UX YAOB-
JIETBOPEHHOCTHU KOMITaHue [25].

Hoka3aHo, 4TO MOTEHIIMA] KOHKYPEHTO-
CMOCOOHOCTU OpTaHU3alUU CBSI3aH ¢ (Gop-
MUPOBAHUEM TAaKWUX MOTUBALIMOHHBIX CTUMY-
JIOB, KOTOPbIe COOTBETCTBYIOT 3aImpocam
KOJIZIEKTHBA, CO3JaHUEM MUKPOCPENbI, MO-
3BOJISIIONIEN peali30BaTh PECYypPCHbIE MOTEH -
nuanbl areHToB. [TogoOHas opraHuzanus
XapakTepu3yeTcs, ¢ OAHOU CTOPOHBI, OOII-
HOCTBIO L€, & C APYIrOM — TOTOBHOCTBIO
aAreHTOB COTPYAHUYATH 7151 €€ JOCTUXKEHUS.
B o101 cutryauunu achbeKTUBHOCTh pecypc-
HBIX BJIOKEHU OTIEJbHBIX aT€HTOB OIpe/e-
JISIeT KOHKYPEHTOCITIOCOOHOCTh OpTraHu3a-
UH.

B cBs13u ¢ TeM, UTO B peasbHbIX OpTaHU-
3alusgX KpoMe (hOpMaIbHBIX B3aUMOIEUCT-
BUI MEXy OpraHU3allMOHHBIMU €AUHULIAMU
Y1 BHYTPU HUX BCErmaa ecTb U Hepopmanuszo-
BaHHbIE, CYIIECTBEHHBIM CTAHOBUTCS BOIIPOC
0 TOM, KaK U3MEHSITCS XapaKTepPUCTUKU OP-
raHU3alMOHHOU 3(DHEKTUBHOCTU MTPU HATHU -
YUU MOoIOOHBIX B3aumoneictBuil. Konuue-
CTBEHHOE MOJIEJTMPOBAHNE MTOBENCHUS Opra-
HU3aLWM, TPeACcTaBsIoNIe COO0I COBOKYM-
HOCTb B3aUMOJEUCTBYIOIINX MPOEKTHBIX
KOMaH/, MTOKa3bIBaeT, YTO Haimyre Hedbop-
MaJIM30BaHHBIX B3aUMOAECHCTBUI TPUBOAUT
K CYLIECTBEHHOMY MOBBIIIEHUIO OpraHu3a-
LHUOHHOU 3(pDekTUBHOCTU. MexaHU3M BJIU-
SHUST He(hOopMaTu30BaHHBIX B3aUMOIENCT-
BUIl obecrneynBaeT WHAUBUIYAJIbHOMY
AreHTy JOIOJHUTEIbHBIA KaHaT MOJTYyYeHUS
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nH(opMaK 00 opraHu3alnu, MPeoaoeBas
OrpaHUYEHMUS, HAKJIaJdbIBaeMble CTPYKTYPO
noayrHeHus. BripoyeM, Halo 3HATh: 3HAYU -
TeJIbHOE KOJIMYECTBO HeOpMaTnu30BaHHBIX
B3aUMOJEUCTBUI MPUBOIUT K TOMY, 4YTO OpP-
raHu3alus MPUOOPEeTaeT YepThl KJIAHOBOM
CTPYKTYPbI, OTIEJbHBIN areHT MmoJiyyaeT
B KaKOW-TO MOMEHT KOJIMYECTBO MH(DOpMa-
LIMU, TOPOY TPEBOCXOSIIEE Er0 BOZMOXHO-
CTU K €€ 00paboTKe, U pocT 93DHEKTUBHOCTU
3amemisercs [26].

OO0111e 3aKOHOMEPHOCTH, BBISIBIEHHBIE
MpU aHAJIU3E BIUSHUS MPOLIECCOB BHYTPU-
OpPraHU3allMOHHOTO B3aUMOMAEHCTBUS Ha
2 PeKTUBHOCTH pabOTHI, SBISIOTCSI BeCbMa
CYIIECTBEHHBIMU JIJISI OpPraHU3alluil pa3iny-
HOI HampaBjeHHOCTU. Tak, Hampumep,
B paMKax uccijienoBaHus [27], mocBseHHO-
ro 3aJlayaM MOBBILIEHUS YPOBHS MOTUBALIUU
pabotHukoB CutyauuoHHoro neHtpa OAO
«P2K]l», ObLIM BBISIBIEHbI OCHOBHBIE TTPOO-
JIEMHBbI€ 30HbI, KOTOPbIE BKJIIOYAIU HEIO-
CTaTKU B MIOHUMAHUU CUCTEMbI HAUUCTIEHUS
KBapTaJbHOU MPEMUU, 3aBUCUMOCTH OILJIAThI
Tpyla OT pe3yJbTaTOB PadOThI, a TAKXKE OUe-
BUIHYIO HETOBOCTPEOOBAHHOCTD 2JIEMEHTOB
KOMILJIeKCa HeMaTepuaaibHOTO CTUMYJIUPO-
BaHWUs. IS MOBBIIIEHWS] MOTUBALIMU PabOT-
HUKOB LICHTpPA, yJIyYIIEHUS COLMATbHO-TICHU-
XOJIOTUYECKOTO KJIMMaTa B KOJJIEKTUBE,
CHUXEHUST YPOBHS HAMPSKEHHOCTH, ONTU-
MU3allMd BHYTPUOPTraHU3ALMOHHBIX CBSI3Ei
MpeaaoXKeHbl MEPHI, MPU3BAHHbBIE TOMOYb
MPEOI0JETh CYIIECTBYIOLIE MTPOOIEMBI.

Kpome Toro, nmpoBeneH KOMILUIEKCHBIN
aHaAJIU3 JeITeJIbHOCTU Y BHYTPUOPraHU3aLIM -
OHHBIX CBS3€il COTPYNHUKOB YMpaBieHUS
MEePCOHAJIOM U COLIMATIBbHOTO pa3BUTUs Mo-
CKOBCKOW TUPEKIIMU YIIPaBICHUS TBUKEHU -
eM [28]. bblLiu BbIACIEHBI CTPYKTYPHBI YIIPaB-
JICHUSI, XapaKTePHBIE JJISI CUCTEMbI ITPOEKT-
HBIX KOMaHJ, omnpenejeHbl popMalbHas
U HeopMaslbHas CTPYKTYPbl B3aUMOIEICT-
Bus. [lpeanoxeHbl BapuaHThl yJIydlIeHUS
BHYTPUOPTaHU3ALMOHHBIX B3aUMOJEHCTBUI,
Ha3BaHbl BO3MOXHBIE TPYIITbI COTPYIHUKOB,
BJIOKEHUSI B MOBBIIIIEHWE KBaTuhUKaAIIUU
KOTOPBIX ITaayT MakKCUMalabHbIA 2D deKT.
AHanu3 HehopMaJlbHON CETU OpraHu3aluu
MO3BOJIWJ BBISIBUTh MOTEHIUATBHO y3KHUE
MECTa YIpaBJIEHUS U CKOHLIEHTPUPOBATh
BHUMaHUE Ha UX JTUKBUJIALIUH.

OTH ABa MprUMepa MOATBEPXKIAIOT IeCT-
BEHHOCTb TPOJIEMOHCTPUPOBAHHBIX B UCCIE-
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JOBAHUAX ITOAXO0OJ0B, a CJI€I0BATCIbHO,
N NMEPCIICKTUBHOCTb 3asBJIEHHOM B CTaThe
TEMHBI.
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ABSTRACT

The authors examine the mutual influence and
interdependence of the human factor, the
structure and competitiveness of the organization,
the differences in the effectiveness of its individual
elements, the features of such characteristics as
the competencies of individual agents that make

up the organization. The problems of occurrence
of problem zones in the organization structure and
ways of their elimination are analyzed. On the
basis of the revealed regularities, the possibilities
of managing the efficiency of organizations,
including the example of the transport sector, are
considered.
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Background. /n a broad sense, the organizational
structure can be viewed as the unity of the static
characteristics that form the structure of subordination,
and the dynamic characteristics of formalized and
unformalized interaction between individual agents that
make up the structure of interaction and information
exchange [1]. Numerous recent studies prove the
existence of the influence of the organizational structure
on competitiveness of the organization [2, 3]. In
particular, the results of a study carried out by the authors
[4] show the interconnection and interdependence of the
creation of a qualitative organizational structure and
competitive supply in a changing external situation. At
the same time, attention is drawn to the fact that in the
absence of due attention to the development of the
organization and its adaptive abilities, the availability of a
competitive offer is limited in time.

On the other hand, such an element of the
organizational structure, as intra-organizational relations,
is an indicator of the effectiveness of goal-setting and
goal-achievement [5]. The competitiveness of an
organization is determined not only by the correct vision
of business processes, but also by the ability of
management to achieve the goals stated by executive
management. At the same time, the decrease in the
awareness of individual goals and tasks by employees in
the framework of achieving the organizational goal leads
to low individual labor productivity. This is indirectly
connected with the impossibility of timely identifying
problems with the management of the organization,
reducing the likelihood of the correct establishment of
organizational goals. In addition, there is a probability of
irrational distribution of functions among performers, a
reduction in the level of coordination and synchronization
of performing activities [6].

Objective. The objective of the authors is to consider
interrelation of competitiveness, organizational structure
and human resources.

Methods. The authors use general scientific
methods, comparative analysis, evaluation method,
analytical method.

Results. An analysis of the work of train crews serving
the Strizh train has allowed us to prove that the efficiency
of train crews can be substantially increased only due to
information about imposing sanctions for insufficient level
of passenger service. The methods developed by the
authors to get information about the level of service by
the administration (Internet interviewing of passengers,
use of technology «secret buyer») emphasize the
importance of feedback, what an important auxiliary tool
it can become, especially against the background of
«soft» management actions aimed at using Information
and communication flows by managing entities [7].

The analysis shows that there are peculiarities of
information dissemination in closed and open

The study was carried out with the financial support of the
Russian Research Foundation, project No. 14-02-00095.

communication networks connected with the
establishment between elements of not only formal, but
also informal intra-organizational links. Moreover, the
establishment of informal links between elements
changes the features of the flow of the information flow,
transforming open networks into closed ones, which is
connected with the possibility of generating messages
alternative to the official [8].

The authors found that the strength (frequency) and
the proximity of the links between individual elements,
the level of trust between them, exerts a special influence
on the information exchange process. At the same time,
the trust of agents to the received information messages
is determined by the «proximity» of the source, which is
also characteristic of the informal network. At the same
time for agents, communications, characterized by a high
degree of confidence, are preferred, and information
transmitted through such channels is perceived less
critical. This, in particular, is pointed out by P. Shtompka
[9].

At the same time, it is determined that the essential
factor is not only the level of trust between contacting
nodes in the information transfer chain, but also the level
of confidence in its source. And it is the level of trust in
the source in communication networks of various types
that has a significant influence on the behavior of the
agents that make up the network. This allows to assert
that the nodes interested in building confidence in the
messages sent by them, primarily those who occupy high
positions in the organizational structure, should pay
special attention to the correspondence of official
messages in formal networks to those information tricks
that can be transmitted through informal channels. Their
compliance significantly increases the level of confidence
in the source and, conversely, the mismatch of official
messages and informal information significantly reduces
this level [8].

Within the framework of the idea of the organizational
structure as a network of interacting agents, the important
question is the influence of one or another type of
heterogeneity of the communication network on the
characteristics of organizational effectiveness of the
organization [10]. The reason for heterogeneity can be
both in the individual characteristics of the agents — the
different ability to process information, and in the features
of the interrelations between agents — the availability of
additional confidence in the information received from
this agent.

Let’s consider two models that are the most different
from each other: the model of an organization focused
on internal relationships, the so-called clan model, and
the model of an organization aimed at achieving rational
goals, which is a set of related project teams. Both models
were proposed in the work of R. Kuhn [11], devoted to
the classification of possible types of organizational
structures, and are now widely used in analyzing
organizational effectiveness, (see, for example, the
survey [12]). Kuhn introduced two main characteristics,
according to which all organizations are classified, -
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hierarchy and orientation to external signals. The two
types of organizational structures chosen by us are as far
apart as possible within the limits of these characteristics.

The communication network of the clan organization
is homogeneous, representing a set of related project
teams — a «star», in the center and at the ends of the rays
of which are located groups of closely interconnected
agents. The dissemination of information was modeled
by a change in the state of one of the agents, which was
later distributed according to the individual ability of
personalities to assimilate new information. As a measure
of the efficiency of the process, the time of the transition
of the entire organization to a new state was considered.

The results of the simulation show that the change in
the number of agents differing in individual effectiveness
of agents and the degree of their difference from the
average level of organization makes it possible to manage
its effectiveness to a considerable extent.

Let’s consider the impact on the organization of a
positive heterogeneity of the communication network —
the emergence of a group of agents that are more
capable of processing information. For the clan
structure, because of its homogeneity, when each
agentis connected with each, the appearance of more
productive agents leads to a practically linear increase
in the efficiency of the organization as a whole.
However, as the efficiency of individual agents
increases, their influence on the organization
decreases - we see an analogue of the law of
diminishing return. The presence of diminishing returns
is always connected with the presence of nonlinear
constraints in the system, in our case this limitation is
the finite size of the organization. The conclusion that
can be drawn from the simulation results is that the
increase in the individual productivity of agents should
be in line with the goals set for the organization in terms
ofincreasing its overall efficiency. When implementing
organizational changes, it is necessary to determine
exactly what levels of effectiveness of the organization
we plan to achieve.

A variant for the reduced efficiency of a number of
agents in the case of a clan structure stands apart.
Despite the presence of a large number of channels for
delivery of information, the emergence of a group of
low-performance agents leads to the blocking of the
processes of its dissemination, primarily within the group
itself. The organization breaks up into two weakly
interacting units, in the limit the connectivity of effective
agents decreases, and the set of efforts becomes
ineffective. It should be noted that the weakness of the
system will only increase with any change in the structure
of subordination.

The behavior of an organization based on project
teams is different from the clan case. Initially, the
presence of highly effective agents within a single group
does not have a strong impact on the organization as a
whole, significant changes occur when several groups
become highly effective. The dependence is less smooth
than in the case of the clan, since a particularly strong
effect on the effectiveness of the organization is the
presence of strong agents at a time when such people
appear in the new project team.

The heterogeneity of the individual characteristics
ofagents as they decrease relative to the organization’s
average level can be viewed as a conflict zone, that is,
a zone of misalignment of the interests of the managing
and managed systems, which negatively affects
organizational effectiveness. Such a conflict can be
obvious or hidden, potentially have some kind of force
of expansion, but in both cases their significance for
organizational effectiveness is great. In fact, they act as
indicators of bottlenecks of management, and their
diagnosis and elimination of problem areas can affect
the company’s competitiveness [13].

The nature of such zones is diverse. On the one
hand, this is the discrepancy between the request of
employees in stimulating and the response proposal of
the organization. On the other hand, such zones reflect
the discrepancy between the employee’s competence
proposal and the organization’s request [14].
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Similar effects of the emergence of «problem zones»
were found, in particular, in an organization focused on
work «together», where the majority of employees are
loyal to the local leadership, but not consolidated with it,
the zones of heterogeneity arise that negatively affect the
overall efficiency. At the same time, one can speak of a
decrease in the competitiveness of the level of work that
the organization creates, which can be achieved by
eliminating the phenomenon of heterogeneity. Moreover,
the incentives-ties offered by the organization to its
employees can be characterized as satisfactory. This
allows us to state that the potential for improving the
efficiency of an organization is associated with a change
in the set of incentive-proposals. At the same time, the
maximization of the result is associated primarily with
efforts to consolidate the team, and therefore requires
substantial resource investments from management [15].

Studies show that one of the reasons for the
negative heterogeneity in the team is demotivation of
staff [16], the consequences of which are often
underestimated by management. Demotivating factors
reduce the employee’s self-confidence, cast doubt on
the stability of his official position, the possibility of
promotion, and, finally, form a loss of interest in work in
favor of the organization [17], that is, they negatively
affect internal motivation. Moreover, in order to
overcome the consequences of the emergence of
demotivational situations, rather large volumes of the
manager’s personal resources are needed, the more
significant the more destructive the process is.
Moreover, according to R. Shprenger [18], the level of
influence of demotivating situations is several times
higher than motivating, which allows us to speak about
the high speed of demotivation processes and,
accordingly, the high rate of growth of destructive
processes. It seems logical that the exclusion of
demotivational situations is more profitable for the
organization than the efforts to eliminate their
consequences

Another reason that determines the emergence of
negative heterogeneity in the team may be the lack of
social skills of individual agents that make up the
structure [19]. Surveys have shown that employers
believe that employees with low social skills are slowly
developing, have reduced productivity, and in addition,
create a malevolent climate in the team. The desire to
exclude the possibility of the appearance of problem
zones explains the management’s desire to minimize
the inclusion of «problem» elements in the structure.
However, despite the fact that the issue of the availability
and quality of social skills for modern business seems
to be significant, often management consciously goes
to create «problem areas», involving employees with
reduced indicators of social skills, but with a portfolio of
competencies important for the company.

According to the authors, there is a significant link
between the competitiveness of the organization and
the involvement of staff in the formation of the
organizational proposal. At the same time, the
mechanisms of formation of satisfaction, loyalty and
involvement are closely related to the personnel
motivation system. The system of material and non-
material incentives, built on the equity of resource
exchanges, can serve as a basis for increasing loyalty
and involvement, and violations of the equity of resource
exchanges lead to their reduction.

The authors’ research showed [20] that the system
of non-material motivation used by JSC Russian
Railways, large and efficient within the holding, does not
take into account the concrete demands of workers
(locksmiths of the 1% shift, random sampling) of the
Ramenskoye depot for the repair of a motorized rolling
stock. The survey contained 11 questions, ten of which
determined the level of motivation of workers, and the
latter identified attitudes to types of non-material
motivation. According to the data received, the
organization motivates the employees rather well (80%
of respondents say that itis good, and only 20% consider
the level of motivation to be average). Moreover, 60%
of respondents consider their salary level to be
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appropriate for their work, while 40% find it difficult to
answer, which allows us to talk about a certain
satisfaction with the material component of motivation.
At the same time, the workers of depots are interested
in using of non-monetary incentives on a non-monetary
basis by the administration, among them: participation
in an important meeting, inclusion in the discussion of
the company’s plans, representation of the organization
at an external event, participation in contests and
training sessions, recognition of the employee’s
uniqueness, singling out his activities, and publication
of articles on the work activity of employees.

Itis logical to assume that the implementation of the
request of workers of the depots to participate in the
listed events will lead to an increase in their individual
labor productivity, including through the development
of a competitive component. Undoubtedly, and another:
the orientation towards achieving individual goals
stimulates the achievement of the organizational goal —
increasing the effectiveness of the system.

Analysis of the individual motivators of employees
of one of the services of JSC Russian Railways, which
activities are related to personnel management and
social development, showed that the main ones have an
intangible basis: interpersonal relations in the team, the
personality of the manager, normal working conditions
and interest in it [21]. However, being effective,
intangible motivators are not always competently used
by the administration. Thus, a survey of employees of
the service showed that only 45% are satisfied with the
system of non-material motivation, and 36% are not
satisfied, and 18% are partially satisfied.

An explanation of many of the dependencies that
exist here is given in the works by E. A. Locke [22], who
proved that the management process in the organization
is ensured by the level of achievement of the goal and
the level of satisfaction of employees in the course of
realization of labor activity. That is, the employee’s
satisfaction with the management system is the key to
his motivation. At the same time, there is a significant
conclusion that the effectiveness of various tools of
non-material incentives is variable for formation and
maintenance of satisfaction, loyalty, involvement. And
satisfaction, can be considered as the fact that the
company arranges the employee, he agrees to be in it,
and loyalty is an indicator that the employee likes the
company, he accepts its goals and norms, is ready to
work for a long time in it. In other words, loyalty is
associated with a certain degree of integration of the
employee into an organization, the instrument of which
is the construction of «proximity bridges» as a positive
sensory connection [23].

The effectiveness of the organizational structure
increases with the transition of the employee from
satisfaction to loyalty and involvement [24]. The authors
established the weight of intangible incentives as a tool
to increase internal motivation to maintain the
involvement of staff. At the same time, material
incentives, which act as a measure of fair remuneration
for investing personal resources, are not only a tool for
increasing satisfaction, but also an instrument for
increasing the employee’s internal motivation.
Conversely, there are patterns of the negative impact
of resource exchange injustices on employee
involvement, even if they remain satisfied with the
company [25].

It is proved that the potential of the organization’s
competitiveness is related to the formation of such
motivational incentives, which correspond to the needs
of the team, the creation of a micro environment, which
makes it possible to realize the resource potentials of
agents. Such an organization is characterized, on the
one hand, by the commonality of the goal, and on the
other hand by the willingness of the agents to cooperate
to achieve it. In this situation, the effectiveness of
resource investments of individual agents determines
the competitiveness of the organization.

In connection with the fact that in real organizations,
in addition to formal interactions between organizational
units and within them there are always unformalized

ones, the question of how the characteristics of
organizational effectiveness will change in the presence
of such interactions becomes significant. Quantitative
modeling of the organization’s behavior, which is a set
of interacting project teams, shows that the presence
of unformalized interactions leads to a significant
increase in organizational effectiveness. The mechanism
of influence of unformalized interactions provides the
individual agent with an additional channel for obtaining
information about the organization, overcoming the
constraints imposed by the subordination structure.
However, one must know: a significant number of
unformalized interactions lead to the fact that the
organization acquires the features of a clan structure,
a separate agent receives at some point a quantity of
information, sometimes exceeding its capacity for
processing, and the efficiency growth slows [26].

Conclusions. The general patterns revealed during
the analysis of the impact of intra-organizational
interaction processes on work efficiency are very
significant for organizations of different orientations. For
example, in the framework of the study [27], devoted to
the tasks of increasing the level of motivation of the
employees of the Situation Center of JSC Russian
Railways, the main problem areas were identified, which
included shortcomings in understanding the quarterly
bonus system, the dependence of labor remuneration
on performance, and the obvious lack of demand for
elements of a complex of non-material incentives. To
improve the motivation of the center’s employees,
improve the social and psychological climate in the
team, reduce tension, and optimize intra-organizational
relations, measures are proposed to help overcome
existing problems.

In addition, a comprehensive analysis of the
activities and intra-organizational relations of the
Department of Personnel Management and Social
Development of the Moscow Directorate of Traffic
Management was carried out [28]. The management
structures characteristic for the system of project teams
were singled out, formal and informal interaction
structures were defined. Variants of improvement of
intra-organizational interactions are suggested, possible
groups of employees are named, investments in the
improvement of whose skills will give the maximum
effect. Analysis of the informal network of the
organization made it possible to identify potential
bottlenecks of management and concentrate attention
on their elimination.

These two examples confirm the validity of the
approaches demonstrated in the studies, and,
consequently, the promise of the topic stated in the
article.

REFERENCES

1. Pismennaya, A. B. The Influence of the
inhomogeneity characteristics of intra-organizational
interactions on the efficiency of various types of companies
| Vlijanie harakteristik neodnorodnosti vautriorganizacionnyh
vzaimodejstvij na effektivnost’ razlichnyh vidov kompanij.
Investicii i innovacii, 2014, Iss. 6, pp. 22—25.

2. Besley, T., Ghatak, M. Competition and incentives
with motivated agents. American economic review, 2005,
Iss. 95 (3), pp. 616—636.

3. Morris, S., Pandey, A., Raghuram, G., Gangwar,
R. Introducing Competition in Container Movement by
Rail. Indian Institute of Management. W.P., 2010, Iss. 2010-
02-02, 32 p.

4. Vlasyuk, G. V., Gruzdeva, S. E. Competitiveness of
a proposal as a factor of organization’s competitiveness
| Konkurentosposobnost’ predlozhenija kak faktor
konkurentosposobnosti organizacii]. Trendy i upravlenie,
2014, Iss. 1, pp. 62-73.

5. Vlasyuk, G. V., Kurguzova, A. V. Analysis of the
features of goal-setting and goal-achievement through the
prism of intra-organizational relations [ Analiz osobennostej
celepolaganija i celedostizhenija cherez prizmu

® WORLD OF TRANSPORT AND TRANSPORTATION, Vol. 14, Iss. 5, pp. 238—-248 (2016)

Pismennaya, Anna B., Vlasyuk, Galina V. Interrelation of Competitiveness, Organizational Structure and
Human Resources




vhrutriorganizacionnyh otnoshenij). Sovremennaja nauka:
aktual’nye problemy teorii i praktiki, 2014, Iss. 5—6,
pp. 65-73.

6. Leontiev, S. V., Masyutin, S. A., Trenev, V. N.
Strategies of success. Generalization of the experience of
reforming Russian industrial enterprises [Strategii uspeha.
Obobshhenija opyta reformirovanija rossijskih promyshlennyh
predprijatij]. Moscow, Novosti publ., 2000, 336 p.

7. Filimonov, G. Yu., Tsaturyan, S. A. Social networks
as an innovative mechanism of soft influence and
management of mass consciousness [Social’nye seti kak
innovacionnyj mehanizm mjagkogo vozdejstvija i upravienija
massovym soznaniem). Politika i obshhestvo, 2012, Iss. 1,
pp. 65-75.

8. Vlasyuk, G.V,, Pismennaya, A. B., Bestemyanova, A. A.,
Novoseltseva, E. V. Peculiarities of formation of
communication networks on the basis of intra-
organizational links [Osobennosti formirovanija
kommunikacionnyh setej na baze vnutriorganizacionnyh
svjazej|. Innovacii i investicii, 2015, Iss. 9, pp. 96—104.

9. Shtompka, P. Trust — foundation of society
| Doverie — osnova obshhestva]. Moscow, Logos publ., 2012,
441 p.

10. Yu, A. Y., Khalifa, M. A Conceptual Model for
Enhancing Intra-Group Knowledge Sharing.China: City
University of Hong Kong.— Working Papers on Information
Systems, 2007, Iss. 7(15). http://sprouts.aisnet.org/7—15.

11. Quinn, R., Rohrbaugh, J. A spatial model of
effectiveness criteria: towards a competing values approach
to organizational analysis. Management science, 1983,
Vol. 29, Iss. 3, pp. 363—377.

12. Yu, T., Wu, N. A Review of Study on the Competing
Values Framework. International Journal of Business and
Management, 2009, Vol. 4, Iss. 7, pp.37—42.

13. Vlasyuk, G. V. Methods of identifying problem
zones in the organization [ Metody vyjavlenija problemnyh
zon v organizacii). Sovremennaja nauka: aktual’nye problemy
teorii i praktiki, 2013, Iss. 7—8, pp. 53—62.

14. Vlasyuk, G. V. Modern methods of identifying
problem zones in the organization [Sovremennye metodiki
vyjavlenija problemnyh zon v organizacii). Proceedings of the
4" international scientific-practical conference «World
experience and domestic traditions of human resources
management». Moscow, Max Press publ., 2013, pp. 17-21.

15. Vlasyuk, G. V., Ivanov, Ya. G. Construction of
effective internal connections as a basis of competitiveness
ofthe organization [ Postroenie effektivnyh vnutrennih svjazej
kak osnova konkurentosposobnosti organizacii|. Obrazovanie
i nauka, 2014, Iss. 5, pp. 257—-262.

16. Vlasyuk, G. V. Personnel demotivation as a factor
of decreasing organizational effectiveness [ Demotivacija
personala kak faktor snizhenija organizacionnoj effektivnosti].
Sovremennaja nauka: aktual’nye problemy teorii i praktiki,
2015, Iss. 7-8, pp. 58—64.

17. Nadezhdina, V. The effectiveness of staff. How to
achieve the maximum result with a minimum of costs
| Effektivnost’ personala. Kak dobit’sja maksimuma rezul’tata
pri minimume zatrat]. Minsk, Harvest publ., 2007, 256 p.

18. Shprenger, R. Myths of motivation [ Mify motivacii].
Kaluga, Duhovnoe poznanie publ., 2004, 292 p.

19. Vlasyuk, G. V. Social skills as a reserve of
organizational effectiveness [Social’nye navyki kak rezerv

organizacionnoj effektivnosti]|. Sovremennaja nauka:
aktual’nye problemy teorii i praktiki, 2015, Iss. Ne 5—6,
pp- 63—69.

20. Vlasyuk, G. V., Skudareva, V. O. On the issue of
the features of non-material motivation [K voprosu ob
osobennostjah nematerial’nogo motivirovanijal.
Modernization vector of the development of science in XX1
century: traditions, innovations, continuity: collection of
scientific articles. St.Petersburg, KultInformPress, 2016,
pp. 122—125.

21. Pismennaya, A. B., Sharipova, M. R. On the
conformity of the personnel motivation system to the
organizational structure and company culture
[O sootvetstvii sistemy motivacii personala organizacionnoj
strukture i kul’ture kompanii|. Modernization vector of the
development of science in XXI century: traditions,
innovations, continuity: collection of scientific articles.
St.Petersburg, KultInformPress, 2016, pp. 263—265.

22. Locke, E. A., Latham, G. P. Building a
Practically Useful Theory of Goal Setting and Task
Motivation. University of Maryland, American
Psychologist, September, 2002, pp. 705—717.

23. Vlasyuk, G. V. Personnel involvement as a tool
for increasing organizational competitiveness
[Voviechennost’ personala kak instrument povyshenija
organizacionnoj konkurentosposobnosti|. Politika
i obshhestvo, 2015, Iss. 8, pp. 1044—1053.

24. Bryson, A. Working with Dinosaurs? Union
Effectiveness in Delivering for Employees. PST Research
Discussion Paper, 2003, Iss. 1 1. http://www.newunionism.
net/library/organizing/Bryson%20-%20Employee %20
Perceptions%200f%20Union%20Effectiveness%20
-%202003.pdf. Last accessed 15.07.2016.

25. Vlasyuk, G. V., Novoseltseva, E. V.
Competitiveness of the organization from the
standpoint of organizational effectiveness
|Konkurentosposobnost’ organizacii s pozicij
organizacionnoj effektivnosti|l. Innovative
transformations, priority directions and development
tendencies in the economy, project management, etc .:
collection of scientific articles. St. Petersburg,
KultInformpress publ., 2014, pp. 30—33.

26. Pismennaya, A. B. The Influence of informalized
intra-organizational interactions on the efficiency of
work of various companies [ Viijanie neformalizovannyh
vautriorganizacionnyh vzaimodejstvij na effektivnost’
raboty razlichnyh kompanij|. Agrarnyj nauchnyj zhurnal,
2015, Iss. 8, pp. 87—90.

27. Ivanov, Ya. G. The mechanism of growth of
competitiveness of the organization due to conformity
of the system of motivation to the organizational
structure and culture [Mehanizm rosta
konkurentosposobnosti organizacii za schet sootvetstvija
sistemy motivacii organizacionnoj strukture i kul’ture].
Sovremennaja nauka: aktual’nye problemy teorii
i praktiki, 2015, Iss. 7—8, pp. 19-25.

28. Novoseltseva, E. V., Pismennaya, A. B. Influence
of informalized intraorganizational interactions on
organizational effectiveness | Vlijanie neformalizovannyh
vhrutriorganizacionnyh vzaimodejstvij na organizacionnuju
effektivnost’]. Sovremennaja nauka: aktual’nye problemy
teorii i praktiki, 2015, Iss. 9—10, pp. 24—27.

Information about the authors:

Pismennaya, Anna B.— D.Sc. (Economics), professor of Moscow State University of Railway Engineering

(MIIT), Moscow, Russia, Anna_pismiennaya@mail.ru.

Vlasyuk, Galina V.- Ph.D. (Sociology), associate professor of the department of Management and
Personnel Management of the Organization of Moscow State University of Railway Engineering (MIIT),

Moscow, Russia, vlasjukgv@yandex.ru.

Article received 14.07.2016, accepted 05.10.2016.

® WORLD OF TRANSPORT AND TRANSPORTATION, Vol. 14, Iss. 5, pp. 238-248 (2016)

Pismennaya, Anna B., Vlasyuk, Galina V. Interrelation of Competitiveness, Organizational Structure and

Human Resources



