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Abstract

Introduction. A contradiction which we are able to observe over a few recent decades between necessity to
participate in innovative processes and their natural stressogenic character has underlined the importance of
developing programs for proactive organizational socialization which will be capable of building up successful
behavior competences in VUCA environment in Industry 4.0. When self-actualization in labor is being devalued,
attitude to labor is now considered as a key competence. Purpose: to reveal features of attitude to labor as a basis
of professional socialization of learners studying at industrial colleges in countries which are now entering the
new technological reality with a different degree of success: Russia, China and Iran.

Materials and Methods. The analysis draws on the data obtained with WorkBAT method developed by J. Spence
and A. Robbins, and their correlation with the values of organizational cultures which are characteristic of indus-
trial colleges. The data on organizational cultures were obtained with OCAI method developed by C. Cameron
and R. Quinn.

Results. Russian students do not feel the changed nature of labor, their attitude to it is substituted by a wish to
strengthen clan-based and loosen hierarchical components of the organizational cultures. Iranian students have
a negative attitude to labor in a real hierarchical environment and a positive attitude to it in an innovative market
environment, which suggests that they would be engaged and emotionally satisfied. Chinese students, having
experienced specific organizational cultures of innovative companies in real life, have a positive attitude to labor
in a hierarchical environment of stability and certainty.

Discussion and Conclusion. The findings contribute to the development of scientific understanding of the role
of value-based work readiness in the turbulent environment of a modern enterprise and the psychological mecha-
nisms of proactive organizational socialization, taking into account socio-cultural country specificity.
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Annomayus

Beenenue. [IpoTrBOpedns MocueIHUX NSCATIICTHA MEKIY HEOOXOMMMOCTBIO yJacTHsl B HHHOBAIIMOHHBIX MPO-
[eccax U UX 3aKOHOMEPHOH CTPECCOTeHHOCThIO 00YCIOBIMBAIOT HEOOXOAUMOCTh pa3paboTKy MporpamMM yrpe-
JKJAIOIIeH OpraHu3alMOHHON COIMANIM3alliU JUIsl CTAHOBJICHHUS KOMIETeHUUH ycnemHoro noseaenus B VUCA
cpene nanyctpuu 4.0. OTHOLIEHNE K TPYAY B YCIOBHSIX J€BANbBAIIMY [IEHHOCTH CAMOpPEAIN3alid B TPyAE pac-
CMOTpPEHO B KaueCTBe KIII0ueBOii KomreTeHuu. Llenp ncenenoBanms — BSIBUTH 0COOCHHOCTH OTHOLICHHS K TPY-
JIy KaK OCHOBBI MPO(ECCHOHATBHON CONMANIN3AIMN CTYJICHTOB HHYCTPHAIBHBIX KOJUIC/DKEH CTpaH, ¢ pasHOU
YCHEIIHOCThIO BXOASAIIMX B HOBBIHM TexHonornueckuit ykian Poccun, Kuras n Upana.

Marepuajbl 4 MeTOAbI. AHAJIN3 NOCTPOCH HAa JAHHBIX ¢ IPUMEHEHHEM METOAUKHU OLEHKHU OTHOIIECHUS K TPyAY
WorkBAT JIx. Cnenca u A. Po60uHCca 1 HX COOTHECEHUS C IEHHOCTSIMH OPTaHH3aI[OHHBIX KYJIBTYp HHIYCTPH-
AIBHBIX KoJuTe/Ked. JlaHHbIe 00 OpraHU3aIlMOHHBIX KYIBTypax norydeHsl ¢ momornsio Meroga OCAI K. Kame-
pona u P. Kynnna.

Pe3yabTarel uccienoBanus. B pesynbrare MpoOBEICHHOTO HCCIICIOBAHUS OBUIO BBISBICHO, YTO POCCHIICKHE
CTYICHTHl HE OIIYIIAIOT M3MEHUBILIETOCS XapaKTepa TPYIOBOW NEATENFHOCTH, y HUX COXPAHSCTCS JKEIaHWE
YCHUJICHUS KJIAHOBOM U CHIDKEHUS MEPAapXMUYECKOM COCTABISAIOIIMX OPraHU3AlMOHHBIX KylbTyp. MpaHckue cTy-
JIEHTBl HETaTUBHO OTHOCSTCSI K TPYAY B PEAJIbHBIX UEPAPXUUYECKUX YCIIOBUSX U MO3UTHBHO — K MHHOBAI[MOH-
HO-PBIHOYHBIM YCIIOBHAM. Kutalickue ydarmecs, HCIBITaB B PEaTbHOCTH CIEHU(PHUKY OPTaHU3alHOHHBIX KYJb-
TYp UHHOBAIIMOHHBIX KOMIIAHUH, OJTOKUTEIBHO OTHOCATCS K TPYAY B HEPAPXUUECKUX YCIOBUSIX CTAOMIBHOCTU
U ompeieTICHHOCTH. Pa3paboTka mporpamMm yIpek/Iaroiiei OpraHu3almOHHON COUATU3AIMN CTPOUTCS C YIETOM
CTpaHOBOH crienn()UKN — OallaHCa IEHHOCTHOM TOTOBHOCTH K paboTe B OPTaHU3allMOHHBIX KYJIBTYypax ¢ JOMUHH-
PYIOIIMMH HHHOBALIMOHHBIMH LICHHOCTSIMHY, PACIINPEHHS 3HAaHUH 00 OpraHU3allMOHHBIX YCIOBUSAX COBPEMEHHO-
TO IPEANPUATHS U YMEHUHN BOJIEBOHN PEryJsiiy JesITeIbHOCTH.

O0cy:xaenne u 3ak/aw0denue. [lomydeHHBIE pPe3ybTaThl BHOCAT BKJAJ B Pa3BUTHE HAYYHBIX MpPEACTABICHUIN
0 POJIM IIEHHOCTHOM IOTOBHOCTHU K paboTe B TypOyJIIEHTHOW Cpelle COBPEMEHHOIO MPEANPHATHS U ICUXOJIOTU-
YECKHUX MEXaHM3MaX YIpexJalolel opraHn3alliOHHON COLMAIN3alii ¢ YYETOM COLMOKYJIBTYPHOM CTpPaHOBOI
CHCIUPUKH.

Knrouesvle cnosa: UHAYCTpUst 40, HHZ[yCTpI/IaHBHLIfI KOJUICK, CTYACHT, OpraHu3aliioHHas KyJibTypa, HE€HHOCTD,
WHHOBAINW, OTHOUICHUE K TPYAY, OPTaHU3AMOHHAsA COLIUATIN3alnA

Kongnuxm unmepecos: aBTOpsI 3asBIAI0T 00 OTCYTCTBUM KOH(INKTA HHTEPECOB.
Jna yumuposanus: OTHOUIEHWE K TPYAy CTYACHTOB MHAYCTpHAJbHBIX Koiemkedl Poccum, Kuras, Upa-

Ha / JI. H. 3axapoBa [u nap.] // WUnterpamus obpazosanms. 2022. T. 26, Ne 3. C. 418-432. doi: https://doi.
org/10.15507/1991-9468.108.026.202203.418-432

Introduction

An employee’s attitude to labor is be-
coming one of the key competences in ever-
changing technological world. Companies
increasingly need staff who are engaged to
work, who are psychologically ready for both
continuous and self-learning and who are ca-
pable of developing themselves together with
the company [1; 2]. Graduates of industrial
colleges, being at the forefront of industria-
lization, make no exception. High demand

for these qualities is explained by ongoing
organizational changes in companies which
aim at improving competitiveness and vitality
on the eve of upcoming Industry 4.0, causing
variability of external and internal organiza-
tional environments of companies, which are
becoming more and more unstable, uncertain,
complex and ambiguous [3-5]. These charac-
teristics of VUCA world are stressogenic by
nature and, therefore, if improperly handled,
they can disrupt activities with the level of
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damage being proportionate to the complexity
of these activities'. This explains why the list
of personal qualities necessary for a modern
young worker should include absence of fear
to make mistakes [6]. Thus, we are observing
a strong contradiction between the need to in-
volve an employee into VUCA organizational
environment and its stressogenicity that pre-
vents such involvement. This contradiction
becomes even more dramatic if we deal with
green employees who lack practical experi-
ence and special socialization training from
an educational institution. Such employees
are graduates of industrial colleges. The actu-
al task of modern education system at all le-
vels is to develop methodological approaches
and socialization technologies aimed at de-
veloping graduates’ competences for life and
professional activities in VUCA world and
VUCA organizational environment.

Literature Review

A number of studies reveal peculiarities
of graduates’ readiness/unreadiness to be-
have effectively in the modern labor market
which is full of innovative companies. Col-
lege graduates often fail even to reach their
workplace in the company, giving their pre-
ferences to other areas of employment, which
clearly indicates that educational process

failed to develop in them a feeling of readi-
ness to work in modern conditions. This is
further complicated by a growing trend when
young people are losing labor values. Thus,
modern Russia is characterized by the com-
mitment of the older generation, including
agents of organizational socialization, to the
values of stability and hope for state protec-
tionism. These values and attitudes are trans-
mitted to young people, restraining their in-
novation and self-realization potential [7; 8].
There are also global trends of labor devalua-
tion among young people [8; 9]. The existing
social conditions — breach of principle of so-
cial justice in the country, lack of ideological
unity in the society and ineffective state youth
policy — contribute to further devaluation of
needs for personal fulfillment in general and
at work in particular [10, p. 457]. Labor is in-
creasingly becoming a tool of meeting needs
of a consumer character which are more
subjectively important. Stressful VUCA en-
vironment does not increase attractiveness
of labor. The projection of the VUCA envi-
ronment characteristics onto work situations
faced by an industrial college graduate after
relative stability of educational process al-
lows us to see both its specific manifestations
and mental states caused by these manifesta-
tions (Table 1).

Table 1. VUCA organizational environment and the psychological costs which a young
employee from an industrial college has to pay (examples)

Characteristics of Deprivable
VUCA organizational Manifestations Irl)ee ds Mental states
environment

Instability Unstable position of the company in a competitive en- In security — Uncertainty in
vironment. Internal competition in work relations, in stability your own posi-
remuneration of work tion; mental ten-

sion, stress

Uncertainty Possibility of introducing new, unknown technolo- Homeostatic, Cognitive disso-
gies, artificial intelligence systems, automation and, as in safety nance, stress
a consequence, loss of jobs

Complexity Subjective complexity of new technologies, teamwork In high self Tension of cog-

relationships. Need to constantly improve qualification

esteem

nitive functions,

Ambiguity of tech- Need to make prompt decisions in the presence of al-

nological and social ternatives
situations

Source: The table was compiled by the authors.

fear of failure,
stress

In safety — in Stress
psychologi-

cal safety

! Kitaev-Smyk L.A. [The Psychology of Stress. The Psychological Anthropology of Stress]. Moscow: Aka-
demicheskiy proekt Publ.; 2009. 944 p. Avaialble at: https://www.studmed.ru/kitaev-smyk-la-psihologiya-stressa-
psihologicheskaya-antropologiya-stressa_6add072bd9f.html (accessed 10.10.2021). (In Russ.)
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These examples clearly show that VUCA
environment contributes to deprivation of all
deficient human needs. At the same time in
the global world countries may differ from
each other in terms of innovativeness and,
consequently, it grants us an opportunity to
compare attitude to labor among young peo-
ple — potential employees of industrial com-
panies, with different employment prospects
in VUCA organizational environment.

The issue of peculiarities of attitude to
labor, formed in the educational environment
of industrial colleges in the countries which
economies differ in terms of innovativeness,
has recently become actual. The answer to
this question can, firstly, contribute to sol-
ving the problem of matching the values and
personality of an employee with the speci-
fics of the company [11]. Secondly, there is
an increasing challenge to develop scienti-
fic foundations and new practices of proac-
tive organizational socialization to work in
a VUCA-organisational environment in dif-
ferent socio-cultural settings [12]. Finally,
enterprises need to develop approaches to
select candidates who are able to work effec-
tively in a VUCA environment [ 13—15].

Statistics show that while 31% of uni-
versity graduates in 2016-2018 do not work
according to their degrees, college graduates
show a more substantial percentage (43%)
while graduates of vocational schools hit
the mark of 50%. But mostly not because
of unemployment, its rate in early 2020 is
about 18% [16]. Assessment of graduates’
employment is an important indicator in the
college system. However, it seldom takes
into account that a request for training may
come from obsolete enterprises, in which
modern young people are unwilling to work,
while innovative industries fail to find work-
ers with the right qualifications, because the
educational system lacks both human and
material resources to train highly-qualified
personnel [17].

Research into how much employers are
satisfied with the quality of training in col-
leges showed that a mere 25% of managers
in domestic businesses feel rather dissatisfied
than satisfied with the level of qualifications
of young workers who joined their compa-
nies within the first year after graduation. At

the same time, 40% of respondents expressed
their strong dissatisfaction with the level of
their professional qualifications, while only
35% of employers were satisfied with it [18].
As we all know, workforce training has to
comply with federal educational standards
for colleges which, in their turn, might be
insensitive to current production conditions
in industries, innovations, results and plans
to modernize businesses. The issues of psy-
chological preparedness for work in the con-
text of innovation are not considered at all,
although researchers, reflecting the lack of
preparation of young people for study and
work in modern conditions, write about
the need to develop non-cognitive compe-
tences [19] and career adaptation skills as
a condition for meeting the changing needs
of the economy [20].

As it often happens, it is not work moti-
vation that prompts school students to enter
colleges as part of their educational trajec-
tory. The key trigger for a growing demand
for college programs is a fall in households’
real incomes, which together with growing
unavailability of higher education “push”
students with low socioeconomic status out
of the academic track [21]. At the same time,
so much sought-after qualities of involve-
ment and readiness which are necessary
for constant innovative changes cannot be
formed without motivation to realize oneself
at work, which gives a sense of subjective
well-being in VUCA environment, which
is emotionally responsible for accepting in-
novations in work [22]. Emotions relate to
the dominant motivation, so it is VUCA en-
vironment which may come as a challenge
in their work, and by meeting this challenge
promptly, employees could develop in them-
selves a sense of strong satisfaction which,
in its turn, might improve involvement and
a wish to learn further to keep up with chan-
ging demands.

The challenges that VUCA environment
throw at a worker have sparked in-depth
research to identify effective approaches to
live in such environment. Special attention
was paid to adaptation to VUCA environ-
ment and there were offered such approa-
ches, starting at school and far into lifelong
learning, as identifying features of VUCA
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world and ways to respond to its challeng-
es, building life and career design based
on a person’s own identity, using leader-
ship, counseling and training opportunities
to build and adjust dynamic life plans [23].
Researchers claim there are no universal life
hacks to live in VUCA world which justi-
fies the development of pedagogy focused
on developing human abilities for constant
self-reflection, responsibility and discern-
ment, which will ensure employees’ natural
universal readiness to dynamic and uncertain
conditions of life [5].

A model for navigating a person around
VUCA world has been proposed, and it
claims that most people do not see variable
solutions in a particular situation, instead,
they tend to take simplistic ones, which in
VUCA world seems dangerous enough [3].
We should also look at cross-border workers’
commitment. The task has been set to explore
the critical quality of commitment beyond
dyadic employer-employee relationships, but
commitment in multipurpose conditions, in-
cluding organizations, teams, professions and
customers [4]. Although graduates of indus-
trial colleges tend to work in one enterprise,
new forms of team and project work set new
tasks for the college system to teach students
to adapt to multiple goals and teams.

Some researchers focus on the factors of
organizational environment that contribute
to viability of a company in a dynamic inno-
vative world. Thus, it becomes important to
build an open, trustworthy and learning-ori-
ented organizational culture (OC), capable of
involving staff to work on anticipation which
could help those overcome threats and crisis
phenomena [24]. L. Zakharova shows a de-
cisive role of a supportive model of mana-
gerial interaction in achieving employees’
sense of subjective well-being under condi-
tions of innovative changes [22]. At the same
time, we see how much attentive and pro-
fessional a teacher or supervisor should be:
external motivation for proactivity increases

its stress-inducing effects, which manifests
itself in a sense of worker’s subjective unhap-
piness and, consequently, decreases intrinsic
motivation to work [25]. D. Yagil shows the
importance of service leadership for effec-
tive adaptation and high achievements of em-
ployees [26]. These data correlate well with
the conclusions made by S. Duchek, since
service leadership and supportive behavior of
managers lie at the basis of trustworthy cul-
ture and fulfillment of basic UC functions in
conditions of uncertainty: internal integration
and external adaptation®.

Briefly summarizing results of research
into development of readiness to live and
work in VUCA environment and trying to
apply these data to industrial college gradu-
ates’ attitude to labor and readiness to work in
organizational conditions of innovative com-
panies, we can conclude that this issue re-
mains actual and requires further research.
The obtained results may act as a starting
point in developing and implementing socia-
lization programs.

Attitude as a phenomenon was most thor-
oughly examined by outstanding Russian psy-
chologist V. Myasishchev. He claims that at-
titude is formed in personality as a result of
a person’s conscious reflection of the essence
of social objectively existing relations in the
society into their macro- and micro-world in
which they live. An obligatory component of
any attitude is an emotion. Without emotions
there is no attitude, only indifference’.

His thoughts directly steer the research-
er to analyze features of perception of ex-
ternal and organizational contexts in which
work is done or will be done, how workers
see abilities to position themselves in these
contexts, and what emotions this position-
ing is accompanied by. Studies show that the
most similar to VUCA environment is an or-
ganizational culture (OC) with dominating
innovative and market components* [27].
Therefore, it makes sense to study industri-
al college students’ attitude to labor through

2 Schein E.H., Schein P.A. Organizational Culture and Leadership. 5" ed. John Wiley & Sons; 2004.
416 p. Available at: https:/www.wiley.com/en-ie/Organizational+Culture+and+Leadership%2C+5th+Edition

-p-9781119212041 (accessed 20.09.2021).

3 Myasishchev V.N. [Psychology of Relationships]. 4" ed. Moscow: MODEK Publ.; 2011. 400 p. Availab-
le at: http://web.krao.kg/10 psihologia/0 pdf/10.pdf (accessed 20.09.2021). (In Russ.)

4 Zakharova L.N., Leonova I.S., Korobejnikova E.V. [Values Conflict and Psychological Vitality of Personnel
of Russian Enterprises: A Monograph]. Nizhny Novgorod: NNGU, 2017. 406 p. (In Russ.)
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organizational cultures of these colleges in
countries with different levels of involve-
ment in innovation processes: Russia (45"
place in the Global innovativeness rating),
China (12" place) and Iran (60" place)?,
which correspond to different OC models®.

Purpose of the empirical study — to iden-
tify characteristics of attitude to labor among
students from industrial colleges in Russia,
China, Iran and how these characteristics re-
late to organizational and cultural conditions
at their future workplaces which will form the
basis for developing programs of organizatio-
nal socialization. The organizational culture
of industrial colleges in the three countries
has been thoroughly analyzed and described
in earlier publications [28; 29]. Here we pre-
sent the results of students’ attitudes towards
work in these organizational cultures.

Materials and Methods

The methodological basis of our research
is V. Myasishchev’s theory of relations,
K. Cameron and R. Quinn’s concept and
typology of organizational culture’. V. Mya-
sishchev’s theory analyzes how relations
emerge taking into account challenges of
the social context in which students live and
study. The value approach to OC offered by
K. Cameron and R. specifies value determi-
nation of students’ attitude to labor, because,
according to their model, organizational cul-
tures differ at the level of their basic values.
Clan OC is based on relational values. Clan-
based OC is based on values of relations,
adhocratic — values of innovativeness, mar-
ket-based- values of success in a competitive
environment and hierarchical — values of fol-
lowing instructions, algorithms, order.

Organizational Culture Assessment In-
strument (OCALI) developed by K. Cameron
and R. Quinn and supplemented with two
questions for students — “What conditions
are likely to be in the enterprise where you
will come to work?”, “In an enterprise with

what organizational conditions would you
like to work?” [28].

Respondents. Male students of indus-
trial colleges in Russia (Nizhny Novgorod,
110 students), China (Guangxi, 110 students),
Iran (Tehran, 100 students), a total of 320 res-
pondents. Three colleges were represented
from each city. All respondents were informed
of the purpose of the study and expressed their
willingness (consent) to cooperate.

Attitude to labor was studied with Work-
BAT method developed by J. Spence and
A. Robbins [30] to identify the characteristics
of attitude to labor most demanded by Indus-
try 4.0: involvement, activity, satisfaction.
The method was adapted: conjugate scales
of non-involvement, passivity and aversion
to work were singled out. Commitment to
work was determined by equality or excess
of respondents’ score on each of three scales
of 3.5 points out of 5 possible. Laziness was
determined by equality or a lesser value of
2 points. Respondents answered the test
questions after they completed internship.

To process statistical data we used non-
parametric Mann — Whitney and Wilcoxon
criteria, Spearman’s calculation of rank cor-
relation coefficients.

The results are shown in Tables 2—6.

Results

Data in Table 2 show that students are
close to each other in terms of engagement.

Levels of activity demonstrate signi-
ficant differences in almost all compared
groups. Iranian students stand out from the
crowd as their activity index is minimal.

Of particular interest for us is indica-
tors showing pleasure from work, because
emotions associated with work are its most
important regulators. We can see that Ira-
nian students are the least satisfied with
labor, their emotions are mostly negative
(3.01 points). Scores of Chinese and Russian
students lie close.

5 Global Innovation Index 2021. Eds. S. Dutta, L.R. Leyn, S. Wunsch-Vincent. Cornell SC Johnson Col-
lege of Business; 2021. Available at: https://www.wipo.int/edocs/pubdocs/en/wipo_pub gii 2021.pdf (accessed

15.11.2021).

¢ Zakharova L.N., Leonova L.S., Korobejnikova E.V. [Values Conflict and Psychological Vitality of Personnel

of Russian Enterprises: A Monograph].

7 Cameron K.S., Quinn R.E. Diagnosing and Changing Organizational Culture Based on the Competing
Values Framework. 3" ed. San Francisco, CA: Jossey-Bass; 2011. Available at: https://webuser.bus.umich.edu/
cameronk/PDFs/Organizational%20Culture/CULTURE%20BOOK-CHAPTER%201.pdf (accessed 15.11.2021).
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Table 2. Attitude to labor among students from Chinese, Russian and Iranian industrial

colleges
Attitude to labor
Country — - — -
Involvement ‘ Activity ‘ Pleasure ‘ N of scores, total | Non-involvement ‘ Passivity ‘ Disgust
Russia 2.69 2.44 2.44 7.57 2.31 2.55 2.56
China 2.79 2.82 2.43 8.04 221 2.18 2.57
Iran 2.78 2.15 1.99 6.92 2.21 2.85 3.01
RY-C - T - - T -
U YC _ I _ kK sk _ * k
YR _ I _ k sk k * k

Notes. R — Russia, C — China, [ — Iran; Y — young men, U — the Mann — Whitney rank sum test, * —p < 0.05;
** _ p<0.01, T - trend; — no statistically significant differences.

Studying into data on the percentage of
students with high and low scores on attitude
to labor (Table 3) gives us more detailed in-
formation. These data signal significant diffe-
rences in attitude to labor among students in
all three countries. The number of Russian stu-
dents with high level of involvement is mini-
mal — 12.5%. Chinese and Iranian students are
much more involved and demonstrate approx-
imately the same quantity — 25%. In terms of
low involvement, Iranian male students are in
the lead — 54.2%. Russian and Chinese ones
have approximately the same low level of en-
gagement, which, with Chinese students hav-
ing double advantage in terms of high level of
engagement, means that most Russians show
an average level of engagement. Iranian stu-
dents are polarized, most of them demonstrate
non-involvement. Chinese students demon-
strate a healthy balance, with a slightly higher
proportion of moderately involved students
and a third of uninvolved ones. Thus, in terms
of high and middle-level engagement, Chi-
nese students are in the lead.

As indicators of activity clearly show,
low level of activity is characteristic of
all students. The largest number of active

students is in Russian colleges, but at the same
there are many passive students too — 43.8%.
Iranian colleges demonstrate the lowest
number of active students (6.8%). The acti-
vity of Chinese young people is represent-
ed by median values when compared across
countries: they have fewer active students
than Russians and significantly more than
Iranian students. Thus, Russian students are
quantitatively in the lead in terms of activity
with reference to labor.

To explain why students from all three
countries demonstrate different attitude to
labor one should start by analyzing their
perceptions of the future workplace, since
these perceptions make up a strong motivat-
ing factor, and then move to comparing these
perceptions with characteristics of their de-
sirable workplaces.

Table 4 presents data on how students
see organizational conditions of their real
and desirable workplaces.

Russian students see both real and future
place of work with dominating clan values and
moderate innovative and market values. Hier-
archical values are also moderate in the orga-
nizational conditions of their real workplace.

Table 3. Ratio of students with different levels of commitment to work values at colleges in

Russia, China and Iran, %

Involvement Activity Satisfaction
Country - - :
High Low High Low High Low
Russia 12.5 37.5 313 43.8 25.0 313
China 25.0 344 21.9 28.1 18.8 25.0
Iran 24.4 54.2 6.8 44.4 7.2 432
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Table 4. How college students from Russia, China and Iran perceive organizational culture of
their real and desirable workplaces

Perceptions of organizational culture of the company

Perceptions of real and desirable enterprise

Colleges Adhocracy

Clan (Innovativeness) Market (business) Hierarchy

Re ‘ Des ‘ W Re ‘ Des ‘ W Re ‘ Des ‘ W Re ‘ Des ‘ w
Russia 32.1 357 * 21.6 230 - 232 227 - 232 183 *
China 272 259 - 21.7 219 - 252 26.1 - 25.7 260 -
Iran 18.7  30.1 *x 23.6 276 * 26.8 17.6 o 31.1 247 *
UR-C * * - — _ * * s
U R-I * * _ * * * * Hk
U C71 * * _ % _ * * —

Notes. R — Russian colleges, C — Chinese colleges, I — Iranian colleges; Re — perceptions of OC of companies
where college graduates are most likely to work in the future, Des — perceptions of OC of companies where
college graduates would like to work, their desirable place of work; U — the Mann — Whitney rank sum test,
W — Wilcoxon criteria; * — p < 0.05; ** — p <0.01, T — trend; — no statistically significant differences.

In their desirable workplace, hierarchical va-
lues that determine, along with other things,
work discipline and respect for technologi-
cal regulations make up a mere 18%. This
is the lowest value among students in all
three countries. The prevalence of the clan
component in OCs of both real and desirable
workplaces explains both high level of acti-
vity and, in general, high level of pleasure,
which is connected, according to test data,
with work at a relatively poor level of stu-
dents’ engagement.

The respondents’ answers to test ques-
tions are likely to contain value associa-
tions with clan OC, which explains mana-
gement’s tolerance to violations of work
and technological discipline and possibility
to resolve conflicts through interpersonal

interaction. These expectations almost fully
coincide with the present and desirable OC
of the colleges in which they studied. Ac-
cording to data presented in Table 5, Rus-
sian students, unlike Chinese and Iranian
ones, have the most distinctive clan compo-
nent in college OC, and their expectations
are connected with bringing this component
to full dominance (to 36%) with a corre-
sponding decrease in the hierarchical com-
ponent (to 18% from the already low 22%).
Therefore, one should very cautiously treat
data showing high level of activity and
pleasure from work at a relatively low level
of involvement. Most likely, these indexes
can be explained by having an opportunity
to build interpersonal relations and commu-
nication through work.

Table 5. Organizational culture in colleges from Russia, China and Iran and students’

organizational and cultural preferences

Components of college organizational culture

Colleges Clan Adhoi:y acy (Innova- Market (business) Hierarchy
iveness)

AlD|[wl]lA]DbD]w ] Aa][D][]WI][]A]D]W
Russia 341 358 - 229 238 - 21.0 217 - 21.7 18,1 *
China 27.0 27.1 - 220 227 - 258  25.0 - 258 247 -
Iran 322 329 - 99 288 ok 9.1 10.7 o 40.0 26.6 ok
U R-C sk sk _ _ * * * *
U R_IC _ T % k - % k *

Notes. A — actual, D — desirable expression of the OC component; R — indexes in Russian, C — in Chi-
nese and I — in Iranian colleges; U — the Mann — Whitney rank sum test, W — Wilcoxon criteria; * — p < 0.05;
**_ p<0.01, T - trend; — no statistically significant differences.
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The data on Iranian students’ expecta-
tions and preferences for their future work-
places show that they are expecting a strong
deficit of clan values and the prevalence of
hierarchical ones in their future workplaces.
For them, this appears much worse than the
situation in colleges. In colleges, the clan
component is represented by 32%, which is
sufficient for good psychological well-be-
ing, although students are dissatisfied with
lack of innovativeness. And what is awai-
ting them, in their opinion, is a workplace
with 19% on clan values, a high level of
market and hierarchical values. Their ex-
pectations show a totally different picture:
hierarchical-clan OC with a distinctive ad-
hocracy component, but such OC seems un-
realistic. This explains low levels of activi-
ty and pleasure, as expectations demotivate
rather than motivate Iranian students. A re-
latively high level of engagement of every
fourth young men, with a very high level
of non-involvement of more than half of
the students, confirms these facts. Perhaps,
Iranian students are frightened by their un-
preparedness to work in existing enterpri-
ses. This fact becomes even more visible in
the context of innovative environment. In
colleges, they see the share of innovative
values at 10%, however, as they believe,
they need 29%. In enterprises, the level of
innovativeness, in their opinion, is signifi-
cantly higher than in their colleges. Even
in a real future workplace, this level is 24%

while at an unattainable desirable enterprise
it is already 28%, higher than in China and
Russia (according to Russian and Chinese
students’ assessments). Perhaps, Iranian stu-
dents do not understand it when they make
their emotional assessments.

China has developed a very balanced OC
model. The scores of OC about perceiving
real and desirable workplaces look similar,
and so do characteristics of OCs in their in-
dustrial colleges. Data from Chinese respon-
dents seem to be the most consistent with
their attitude to labor. Moderate activity and
emotional evaluations speak for good, con-
scious, will-powered self-regulation, which
is necessary in their work and which con-
tains many other things, not supported by
emotions of pleasure.

The analysis of correlations between in-
dicators of attitude to labor and the specifics
of organizational culture of their desirable
workplaces is presented in Table 6.

The level of involvement among Russian
students does not relate to value characteris-
tics of the OC of their desirable workplace.
It is important to note that the expected level
of clan values does not affect their engage-
ment to work. This fact once again under-
lines the importance of clan values in the re-
spondents’ non-employment relations, thus,
their potential employer should be aware of
it. Clan values create a high level of subjec-
tive well-being, but this does not affect work
either positively or negatively.

Table 6. Correlations between characteristics of the organizational culture of their desirable
workplaces and indicators of attitude to labor among industrial college students

Indicators of

Value components of the organizational culture of a desirable workplace

attitude to labor Country of Clan Adhogracy Mar ket Hierarchy
colleges (Innovativeness) (business)
Involvement Russia —-.033 136 .050 -.109
China —.186 -.518" —.049 565"

Iran —-.205 .200 -.197 -.107
Activity Russia —-.020 -.037 .050 .300"
China .007 —421" —-.043 386"

Iran .009 336" 304 .146

Pleasure Russia —-.010 .017 -119 157
China —-.109 -315" —.006 379"

Tran 156 3107 —-.176 —-.106

Notes. * — p <0.05; ** — p<0.01.
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It is interesting to note the negative cor-
relation between involvement and adhoc-
racy among Chinese students (» = —.518,
p <0.01). In an innovative economy, mas-
tering innovative technologies in produc-
tion and then adopting them in management
seem to be associated with high personal
costs for respondents. Chinese students’ in-
volvement depends on the level of hierar-
chy (r=.565, p <0.01). Certainty, although
largely associated with a loss of autonomy in
decision-making, significantly contributes to
engagement, although it deprives employees
of some positive emotions.

Iranian students, as well as Russian ones,
do not demonstrate significant connections
with the characteristics of OC.

We have revealed some connections bet-
ween activity and value components of the
OC of desirable workplaces, except for Rus-
sians. We have also discovered some intere-
sting data on Chinese and Iranian colleges.
Chinese students decrease their activity when
the adhocratic component of OC increases and
increase their activity when the hierarchical
component increases. This might be explained
by the fact that hierarchical OC requires obe-
dience. It is easier than to show your own ac-
tivity. Iranians demonstrate different connec-
tions. Unlike Chinese students, Iranians are
ready to increase activity as the adhocratic and
market components of OC grow which means
that Iranian students have more idealistic per-
ceptions about market-innovative OC. They
seem to treat it as a much more stimulating ac-
tivity as compared with Chinese students who
experience strong demand for such OC.

When analyzing correlations between
pleasure and OC of the desirable workplace,
it is worth mentioning that Chinese students
already demonstrate expected negative con-
nections between pleasure and adhocracy,
which confirms great psychological costs
associated with work in an innovative envi-
ronment. We have also found that pleasure
grows with an increase in hierarchicality,
which also confirms that Chinese students
choose the prevalence of the hierarchical
component in their desirable jobs, which
growth, manifesting itself in improved sta-
bility, predictability and certainty, will boost
their pleasure from work.

INTERNATIONAL EXPERIENCE IN THE INTEGRATION OF EDUCATION

Data on Chinese students, who are
more likely to encounter VUCA environ-
ment in industrial enterprises, proves how
much this type of environment may be psy-
chologically difficult for them and is not re-
jected just by understanding its necessity.

Data from Iranian students show that, un-
like Chinese students, they, on the contrary,
anticipate an increase in pleasure ( = .310,
p <0.05) along with an increase in the adho-
cratic component.

Discussion and Conclusion

Attitudes toward labor differ among stu-
dents in Russian, Chinese and Iranian indus-
trial colleges. It reveals the specifics of the
culture and development of the country’s
economy. Chinese colleges produce the high-
est quantity of highly and moderately engaged
students (65.6%). They combine involvement
with an average level of activity and pleasure
from work. As for Iranian students, 45.8% of
them are involved in work. They are charac-
terized by a low level of activity and pleasure
from work. In Russian industrial colleges the
quantity of highly and moderately involved
students is 12.5 and 62.5% respectively. Only
a third of the students interviewed demon-
strate high activity and a fourth enjoy plea-
sure from work. However, Russian college
students have poor knowledge about organi-
zational conditions of innovative enterprises,
they treat as such prevailing clan values and
weakening of hierarchical values. No signifi-
cant correlations between value characteris-
tics of the desirable workplace and indicators
of attitude to labor were found, which shows
that the data obtained with the questionnaire
most likely refers to interpersonal realities of
the clan model with a weakening hierarchical
component of OC.

Iranian students do not see prospects
of employment in innovative enterprises,
they evaluate their current OC in colleges
as unfavorable, with a strong deficit of in-
novativeness. They also link their attitude to
labor with the possibility to increase activity
if the market component of OC grows or if
they become more satisfied by participating
in strengthening innovative processes.

Chinese colleges have developed a har-
monious organizational culture rather than
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a market-innovative one. In terms of its cha-
racteristics, it is close to the OC of Chinese
students' desirable places of work. Chinese
students, when they describe organizational
conditions of their desirable workplace, do
not link increasing innovativeness of a com-
pany with an increase in their own engage-
ment and the degree of pleasure from work.
On the contrary, they associate both involve-
ment, activity and pleasure from work with
strengthening the hierarchical component in
the OC. This shows that VUCA environment
of an industrial enterprise, for which Chinese
students are preparing themselves and want
to work in, seems to them very uncomplica-
ted and probably stressful, as they consider
stability, certainty and strong managerial
control of the hierarchical component of OC
more suitable for them.

The results of the study showed that de-
velopment of proactive organizational so-
cialization programs is actual for students
in Chinese, Iranian and Russian industrial
colleges, however, one need to take into ac-
count the country’s specifics. Moreover, the
experience of training students in Chinese
colleges may be useful in Russian condi-
tions, where lack of both knowledge and
value readiness to work in a market envi-
ronment can result in a much stronger nega-
tive rejection effect than that of Chinese stu-
dents, who tend to be ready to follow a given

course and endure difficulties at the expense
of conscious self-regulation. Russian stu-
dents should be given opportunities to enjoy
self-actualization in a psychologically com-
plex market dynamic environment with cha-
racteristics of uncertainty. The experience of
training students in Iranian colleges signals
about one more possible problem. Reducing
uncertainty in today's environment leads to
a sense of futility due to lagging behind the
evolving reality.

Therefore, Russian colleges need to start
managing the level of technological and
psychological certainty in order to prevent
shocks from organizational environment at
would-be enterprises for psychologically
unprepared graduates. Relevant tasks in-
clude development and implementation of
programs to form not only value readiness
to work in the appropriate type of organiza-
tional culture, but also knowledge of orga-
nizational conditions of modern enterprise,
competencies of readiness to work in VUCA
environment, being able to anticipate the
difficulties caused by situations of natural
external and organizational uncertainty, to
learn and work in such conditions, as well
as to develop skills of conscious volitional
self-regulation. This, in turn, requires trai-
ning for teachers who should be able to solve
complex tasks of proactive socialization in
turbulent conditions.
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