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Pedepar. Crarps mocssimena npodieme BEIBICHHS CTEIICHN BIUSHIS psiga GpakTopoB Ha (hOpMHUPOBaHNE HHHOBALIOHHOTO MTOBEICHHS
COTPY/ZIHUKOB OpraHU3alMi M X rpymnil. I10 MHEHHIO aBTOPOB, HHHOBAIIMOHHAS! aKTUBHOCTb COTPYIHHMKOB TPeOyeT, ¢ OHON CTOPOHBI,
X COOCTBEHHBIX CHOCOOHOCTEl M MOTHBALlMM, a C JPYroil CTOPOHBI, TOTOBHOCTH OPraHW3allMM M IPEJOCTAaBICHUS paOOTHHKaM
HEOOXOMMBIX PECYpCcOB Kak JUIl CO3WIAHWS, TaK W pealn3aly HAeil W MPOeKTOB. ABTOPHI HE OTPUIAIOT BIIMSTHHS HAIMOHAIBHON
JIEJIOBOH KyJIBTYPBI HA OCOOCHHOCTH MHHOBAIIMOHHOT'O TIOBE/ICHUS M YKa3bIBalOT HAa HEOOXOIMMOCTD y4eTa 3THX ocobeHHOCTel. OHaKo
OHH OTPHUIAIOT CYIIECTBOBAHNE HAMOHAIBHBIX YEPT, 3aBSJOMO JeJIAIONINX HHHOBAI[MOHHOE Pa3BUTHE OJJHOM CTpaHBI O0JIee JIETKIM, YeM
JPYTUX, U TIOTOMY CYUTAIOT OIBIT Pa3HBIX CTPAH JOCTOHHBIM H3y9IeHHS, HO IIPH 3TOM €0 BHEJJPEHHE CYUTAIOT BO3MOKHBIM TOJIBKO ITOCIIE
KPUTHYECKOTO MEPEOCMBICICHHUS UL CYIIECTBYIOIMX Pealiiil. ABTOPBI yKa3bIBAalOT, YTO MHHOBALIMOHHOE IOBEICHHE COTPYIHHKOB
(dopmupyercst ox Bo3aeHcTBHEM (HaKTOPOB, KOTOPHIE MOXKHO YCIOBHO pa3JeNUTh HA 3aBUCSINNE M HE 3aBUCAIIME OT JCHCTBHI
MEHEKMEHTa, TIPUYeM HMEHHO ITepBbIe MIPEICTaBILIIOT 0COOBIH HHTEPEC B CHITy BO3MOXXHOCTH YIIpaBiieHUst UMH. Cpelly HUX BBIIEIICHBI
(baxTOpBI, CBA3aHHBIE C OCOOCHHOCTSMH CTHJISL YIPABJICHHS; XapaKTePUCTUKH pabovero Mecra W JODKHOCTHBIX OOSM3aHHOCTEHH;
CBSI3aHHBIE C MEXKJINYHOCTHBIMA M MEXIPYIIIOBEIMH OTHOIICHHMSMH, a TAKKe OpraHW3alMOHHBIE (aKTOphl. BimsHHE OCHOBHBIX
(hakTOpOB KaXKIOH TPYIIIEI POAHATN3UPOBAHO U OLIEHEHO JIMOO0 C MO3MIMI MOJOKUTEIBHOTO WIH OTPHLATEILHOTO BO3ICHCTBHS HA
(hopMIpOBaHHE HHHOBAL[MOHHOTO MOBEICHHUS, JIMOO C TTO3ULMIT CHItbl BIHAHUSA. OTTaNKNUBAsCh OT OIBITa KUTAHCKUX KOJUIET, IPOBECHO
CPaBHHTENILHOE PAaH)KMPOBaHUE (haKTOPOB, ONPEACIIFOIINX WHHOBALMOHHOCTD ITOBENCHUS, MO CTENEHH HX 3HAYMMOCTH. [Ipu 3ToM
BBISIBJIGHO CXOJZICTBO (DAKTOPOB, ONMpENEIIONIMX HHHOBAIMOHHOCTh MOBEACHUSI COTPYIHHKOB KHTAaHCKUX W POCCHHCKUX KOMITAHHH,
OJIHAKO CYLICCTBEHHBIC Pa3in4Ms B CTCHEHM TAKOTO BIMSAHHSA. B pesynbrare KIIOYEBBIMH (haKTOpaMH ycrexa mpHu (GOopMHUpOBaHUM
WHHOBALIHOHHOTO TOBE/ICHHSI COTPYIHMKOB aBTOPBI HA3BallM IOJJICPKKY PYKOBOJACTBA; HAIMYUE PECYPCOB BCEX THIOB; CHCTEMY
BO3HATrPKACHUS 32 TPYJL; COCTAB M CTPYKTYPY KOJJIEKTHBA M KOOIIEPALHIO.
Ki1oueBble c/10Ba: MHHOBALMOHHOE IIOBE/ICHHE, CTpATerys, hakTopbl, CTUMYJIMPOBAHHE, OTHOIICHHS, KOPIIOPATUBHAS KYJIbTYpa
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Summary. The article considers t the problem of determination of the degree of influence of a number of factors on formation of
innovative behavior of employees and their groups in organizations. According to the authors’ opinion, innovative activity of
employees requires, on the one hand, their own abilities and motivation, and on the other hand, readiness of the organization and
provision of necessary resources for employees both for creation and implementation of ideas and projects. The authors do not deny
the influence of the national business culture on the features of innovative behavior and point out the need to take into account these
features. However, they deny the existence of national features that obviously make innovation development of one country easier
than others, and therefore consider the experience of different countries worthy of study, but at the same time its implementation is
considered possible only after a critical rethinking for existing conditions. The authors point out that innovative behavior of employees
is formed under the influence of factors that can be conditionally divided into those dependent and independent of management actions,
the former being of particular interest due to the possibility of controlling them. Among them the following groups of factors are
identified: (i) related to the peculiarities of management style; (ii) characteristics of the workplace and job responsibilities; (iii) factors
related to interpersonal and intergroup relations, and (iv) organizational factors. The influence of the key factors of each group was
analyzed and evaluated either from the standpoint of positive or negative impact on the formation of innovative behavior, or from the
position of the strength of influence. Based on the experience of Chinese colleagues, a comparative ranking of the factors that determine
the innovativeness of behavior was carried out, in terms of their significance. At the same time, the similarity of the factors determining
the innovativeness of the behavior of employees in Chinese and Russian companies was revealed, but significant differences in the
degree of such influence were detected. As a result, the authors’ named key success factors in the formation of innovative behavior of
the staff: (i) support from the company’s management; (ii) availability of resources of all types; (iii) system of labour remuneration;
(iv) composition and structure of the team, and (v) cooperation.
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BBenenue

JInst  OCYIIECTBJICHUS ~ MHHOBAIIMOHHOTO
npoliecca MPEANpUsITHE I0DKHO 00J1a1aTh ONpesie-
JICHHBIMH PECYpPCaMU M CTIOCOOHOCTSIMH, OCOOEHHO-
CTSIMH JISSITEIIBHOCTH WM Pa3BUTHA. B KOMILIEKce
MX XapaKTepU3yeT WHHOBAIMOHHBIM MoTeHImMan [3].
Cpeny TakuX pPecypcoB HEMATOBAXKHOE 3HAUCHHUC
MMEET M KaIPOBbIN MOTCHIINAN, OTHAKO YIIPABJICHUE
UM M CTHUMYJTHPOBaHHE MHHOBAIIMOHHOTO TIOBCICHHS
COTPYZHUKOB MOXKET OBITh COMPSHKEHO C OIpejie-
JICHHBIMH CJIO)KHOCTSIMH.

IHocTanoBka mpo0eMbI

JocTrxenne XOpoImx MoKa3aTeneii HHHOBa-
LIMOHHON JEATEIBHOCTH HEBO3MOXHO 0e3 Hamudus,
C OIHOW CTOPOHBI, CIHOCOOHOCTH pPaOOTHHUKOB
U TOTOBHOCTH CHCTEMbI, OPraHM3alldl K TaKou
JESTSILHOCTH, a C JAPYro — 0e3 CYIICCTBCHHOM
MOTHBHPOBAHHOCTH K HEH, Tak Kak irodas paboTa
M0 CO3/IAHWIO Y BHEIPEHUIO HOBIIECTB 00s3aTENIHLHO
CTaJIKUBACTCSI C TPYIHOCTSIMU U COIIPOTHBIICHHUEM U
HE MOKET MTHOBEHHO HauHMHATh IIPUHOCUTB OTadqy [5].

Heo6xonumo mpuHATE BO BHUMAaHHE, 4YTO
MHHOBAIIMOHHBIE KaJpbl — HauOoee KB UIIU-
poBaHHasE 4acThb TPYIOBBIX PECYPCOB CTpaHBbI,
JUIT KOTOPHIX OCHOBHBIM TpeOOBAaHWEM SIBIISIETCS
COBEPILLUCHCTBOBAHUE 3HAHUII Ha MPOTSDKECHUU
BCell HayuHo#t mestensHOCTH [1]. OmHaKo0, MOMIMO
CIIOCOOHOCTEH caMHX paOOTHHUKOB K OCYIIIECTBIICHHIO
TOW MJIM MHOM JIESITeNIbHOCTH (B TOM YHCJICH MHHO-
BAallMOHHOH) Ha TPeOYeMOM ypOBHE, OpraHHU3aIns
JIOJDKHA CTUMYJIMPOBATh UCTIONHUTEICH K MOJTHO-
LEHHOMY HCIIOJIb30BaHHUI0 3THX CHOCOOHOCTEN
cebe Ha Oyaro, a Takke CO3/aTh YCJOBHUS, NpPHU
KOTOPBIX MOJOOHOE HCIIONb30BaHUE OylneT He
TOJIEKO BO3MOYKHO, HO ¥ 9KOHOMUYECKH 3P ()EKTUBHO.

Bausinue ocodoeHHOCTEH HAIIMOHAJILHOH U
KOPNOPATUBHOI KYJbTYPbI HA
CTUMYJIMPOBAHUE MHHOBALIMOHHOTO MOBEIEHUSI

CTuMynMpoBaHHEe MHHOBALIIOHHOTO TTOBEICHUS
pabOTHHUKOB 3aHMMaeT Bce Oojiee BaKHOE MECTO
B pealM3alyy CTpaTeTuil Pa3BUTHS, JTOCTHKEHUH
KOHKYPEHTHBIX MPEUMYIIECTB U (HOPMHPOBAHHH
TaKTUYECKUX PEILICHUI MPEAIPUATHIA U OpraHU3aluii
1o BceMy Mupy. OcoOEHHO 3TOT acleKkT aKTyajleH
Uil T€X CTPaH W PBIHKOB, KOTOpblE H30UPaIOT
VHHOBAIMOHHBIA MyTh Pa3BUTHS, MPEINOaraiomit
WHTEHCUBHOE HCIIOJNIb30BaHNUE KOPIOPATHUBHBIX
3HAHUHN U HHTEIJIEKTYaJIbHOTO MOTEHIINANA, TAKHX,
Hanpumep, kak Kuraii [23], Manaiizus [14] u npyrue
aKTUBHO pa3BUBAroIIMecs cTpaHbl. Poccuiickoe
PYKOBOJCTBO TaKkKe 3asfBISIET O HAIMOHAIBHOU
OpHEHTAIIMM Ha MHHOBAIMOHHBIN MyTh Pa3BUTHS,
YTO BKJIIOYAET HallM KOMIIAHUM B KpYr TeX,
JUIE  KOTO CTHUMYJIHPOBAaHHWE HWHHOBAI[HOHHOTO
MOBEJICHUS COTPYAHUKOB BBIXOIUT Ha MEPBbIN IIaH
B 00€CIIEUeHHU CBOEH KOHKYPEHTOCIIOCOOHOCTH.

Jlnst csi3m ¢ penakuueit: post@vestnik-vsuet.ru

MHorue wuccnenoBaTeny paboOTarOT Hax
BBISIBJICHHEM (PaKTOPOB, OTPEACIISIONINX WU BIIH-
AIOLIMX Ha MHHOBALIMOHHOE TTOBEICHUE COTPYTHH-
koB [2, 9, 17]. OmHako OAHOBPEMEHHO MHOTHE
YUEeHBIE CXOJATCS BO MHEHHH, YTO TPEACTABUTENN
pPasHBIX CTpaH MOTYT TO-Pa3sHOMY pearupoBaTh
Ha OJIHM W T€ K€ YCIIOBHUS M OPTraHU3aI[MOHHBIE
CTUMYJIBI, B TOM 9YHCJIe B 00JIACTH MHHOBAITHOHHOTO
MOBENICHUS, B CHITy OCOOCHHOCTEHW HAIIMOHAIBHOM
kyabTyphl [10, 15, 19, 20]. OrpoMHoe BiusiHHE
Ha WHHOBAIIMOHHOE TIOBEJIEHIE OKa3bIBaET KOPIIO-
patuBHas KymnbTypa. KopmopaTtwBHas KymbTypa
MOXET OBITH OmpeleeHa Kak 00JIacTh SBIICHUH
QYXOBHOW M MaTepHanbHOW XHU3HMU TPYIIBl WIH
KOJIJICKTHBA, BKJIIOYAsi TOMUHHUPYIOLINE B HEM MO-
pasbHBIE HOPMBI U IIEHHOCTH, MPHHATBHIA KOAEKC
NOBE/ICHHSI M YKOPCHUBILUECS PUTYaJbI U T. 1. [4].
Ee MokHO Takxke paccMaTpuBaTh B BUIE JABYX cdep:
0a30BOl — HepapXusi UEHHOCTEH, JOMUHHPYIOIIAs
Cpely COTPYIHHKOB MPEANPHSITHS, U TPOU3BOJI-
HOW — COBOKYITHOCTH CITOCOOOB WX pealTu3allu,
MpeoOIaArONX B OpPraHM3aIlMi Ha OIMPEIeICHHOM
JTare ee pa3BUTHUS.

KopmoparuBHas KyabTypa SBISIETCS YaCThIO
HallMOHAJIBHOW KyJNbTYphl U B CYILECTBEHHOH
CTETNIeHH ompenenseTcss ee depramu. llocTpouts
MO3UTHBHYIO KOPIOPATHBHYIO KYIBTYpY 0e3 ydera
HAIMOHAIBHBIX ~ OCOOCHHOCTEH  pPaOOTHHKOB,
HampUMep, TOJBKO 3a CUET 3aMMCTBOBAHHUS UICH Y
KOMITaHUI U3 JPYTruX CTpaH Ju00 Ha MOJIHOCTHIO
CHUHTETHYECKOM 0Oa3uce, MPaKTUYECKH HEBO3-
MOJKHO, pEaJlbHBIX TMPHMEPOB B OHM3HECE OYEHb
Mmasio. OHaKo B JF000# HAIIMOHATIBHON KYIBTYpE
€CTb YepThI, KOTOpBIE O€3 TPY/1a MOYKHO UCTIONIb30BaTh
npu (popMHPOBAHUN KOPIIOPATHUBHOW KYIBTYPHI,
HampaBlieHHOW Ha 3((eKTHBHOE HOCTIDKEHHUE
eJie KOMIIaHUH.

Tak, coBpeMeHHas1 HalMOHAJTbHASI POCCHICKAS
KyJbTypa (XOTS B JaHHOM Clly4ae IpaBHIIbHEE
TOBOPUTh — MHOTOHAI[MOHAIbHAS) BO MHOTOM
SIBJISIETCS. CMEIIAHHOW, B HEH COYETArOTCS TpaJullv-
OHHBIE POCCHIICKME M 3aMMCTBOBAaHHBIC IIEHHOCTH,
B YaCTHOCTH, 3aI1aIHOEBPOTIEHCKIE 1 aMEPHKAHCKHE.
YacTb 3TOH CMECH MOXKHO JIOCTATOYHO 3(P(PEKTUBHO
WCIIOJIB30BaTh JJIsl pa3BUTHS OM3HECA, 3aKJIa IbIBast
B OCHOBY KOPIIOPAaTHBHOW KYJIbTYPHl KOMITAaHHH.
Cpenn  «IpOMEXYTOYHBIX» LEHHOCTEH W HOPM
POCCHICKOM N1€JI0OBOM M TPYAOBOW KYJIBTYpHI, Ha
HaIll B3IJIsi/I, MOYKHO BBIICIUTH cieayromue [18].

1. LleHHOCTH MaTepHATEHOIO BOZHATPLKIACHUS.
C onHo# cTopoHbl, TpyA B Poccun B 1ieom Heno-
OIJIaueH, 4YTO JEeNaeT MaTepUalbHBIE CTHMYJIbI
K TPyAYy OCOOCHHO BaXKHBIMH I PaOOTHHKOB.
C npyroii CTOpOHBI, B XapaKTepe HaIero Hapona
NPU3HABaTh W JaXe LCHUTb TPYL «3a HACION,
YyBCTBOBaTh YZOBJIETBOPEHHE OT caMOW paloTHI,
OT JIOCTHXKCHHUS IIeJIel, MPU 3TOM MPaKTUYECKU
HE 0XKHJIasi MaTepHAaIbHOM OTIauH.
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2. OTHOIICHUS «PYKOBOIUTEIIb—TIOUUHEH-
Hb». C OJJHOM CTOPOHBI, POCCUSIHE TPEINOYUTAIOT
COXPaHEHUE OMPEJCICHHON MTUCTAHIIMU MEXITY
Pa3HBIMH CTYICHSIMH HEPapXWU B OPTraHU3AIINH,
0ojiee TOTO, Takas NIWCTAHIMSA TPEACTABISACTCS
OJTHAM W13 OJ1ar, pajiv KOTOPBIX MPHJIAratoTCsl YCHITHA
Ui KapeepHoro pocta. C Apyroil CTOpPOHBI,
BHUMATEIIbHOE,  YBAKHUTEIHHOE  OTHOIIEHHE
PYKOBOAMTENS K TOJYMHEHHBIM PaCIIEHUBAETCS
Jake He Kak MpodecCHOHATbHOE KadecTBO, a KaK
«YEIOBEYHOCTH», TO €CTh [IEHUTCA OUY€HBb BBICOKO.

3. OrHomenne Kk Tpyay. Komewno, kpaii-
HOCTh, KOT/Ia 32 TYHESJCTBO MpeayCcMaTpUBajCs
TIOPEMHBIA CPOK, OCTajJach B MPOILIOM, OJIHAKO
OIIPE/ICIICHHAS CTCIICHh YBAXKCHUS K caMoMy (PaKTy
3aHATOCTH B oOmiecTBe coxpansiercsa. C apyroi
CTOPOHBI, COBPEMEHHbBIC TJI00ATBHBIC TCHICHIIUU
TOBBIIICHUS] IIEHHOCTH JIOCYTa, pacIIUpeHUs
BO3MOXKHOCTEH €ro IpOBEJEHUs, CTpeMJICHUE
K caMopealu3alii He B TPYJE, a B MHBIX BUAAX
JEeATENFHOCTH 3aTPOHYIH M POCCHICKOE OOIIECTBO.
Otcroma cTpemiieHHe, ¢ OMHOI CTOPOHBI, He pado-
TaTh CBEPX HEOOXOAMMOro (B YacCTHOCTH, MAJo
KTO Ha30BET IMPHUBIEKATEIBHBEIM pabodee MecTo,
TJIe TIOCTOSTHHO TIPUXOIUTCS paboTaTh CBEPXYPOUHO,
0COOCHHO 0e3 TMOBBIIICHHON OIUIATHI, MO0 OpaTh
paboTy Ha 10M), a C JApPyrod — MOTPEOHOCTH
3apabaThiBaTh HE TOJBKO HA MOIJNEPIKAHUE YKU3HU
U COIepKaHWE WKIUBEHIIEB, HO U HAa aKTHBHBIC
(hopMBI TIPOBEICHUS JOCYyTa: XO00HU, My TEIICCTBUSA,
3aHSATHUS CLIOPTOM H T. T.

4. CoOTHOIICHNE «UHIUBUIYAIU3M — KOJ-
JICKTUBU3M» ABJISIETCA B POCCHICKOW KYJIBTYpeE
TPYAOBBIX (J1a M JTIOOBIX MHBIX) OTHOIIEHUH OTHIM
13 caMbIX criopHBIX. C OJTHOW CTOPOHBI, [UISi MHOTHX
COBpPEMEHHBIX POCCHSIH XapaKTepHa BIIOJHE 3ariaIHast
YBEPEHHOCTh B COOCTBEHHBIX CHIIaX, YOEXICH-
HOCTh B COOCTBEHHOW IIEHHOCTH M CTpEeMIICHUE
K 3ammre cBoux mHTepecoB. C Mpyroil CTOPOHHI,
JKUBBI U TIIyOWHHBIE IIEHHOCTH TPHHAIEKHOCTH
K rpyme (ceMbe, OOIInHe, KOJUIEKTHBY), 3alIUThI
TPYIITOBBIX HHTEPecOB (BILUIOTH O KPYrOBOM
TIOPYKH, XOTSI HE BCEr/a 3TOT aCMEeKT MPUHUMAET
HETATHUBHBIM CMBICI), TOAAEPKKH CO CTOPOHBI
«CcBOMX». B 3TOM OTHOILIGHWH BHIOpaTh BEPHYIO
OCHOBY UTS TIOCTPOCHUSI KOPIIOPATUBHON KYJIBTYPHI
OBIBAaCT JIOCTATOYHO CIIOXKHO.

Ecnu He yuuTsiBaTh yKa3aHHBIC HATMOHATHHEIE
0COOEHHOCTH, MOXHO CTOJIKHYTBCSI C CYIIECTBEH-
HBIMH TPYJHOCTSIMH B OO€CIIEYeHHH TPOQECCHO-
HaJIBHOTO U JIMYHOCTHOTO pPOCTa pPabOTHHUKOB
B HanpaBJIeHHH, CTIOCOOCTBYIOIIEM UX MHHOBAITOH-
HOM aKTMBHOCTH U yCTIEXaM B 3TOM HarpasiieHuH [6].
C napyroif CTOpPOHBI, HEBO3MOXKHO OJHO3HAYHO
yKa3aTh, YTO OCOOCHHOCTH KYJIBTYPHl OJHOH
CTpaHBI WIH TPYIIBI CTPAH CTaBAT €€ B 3aBEIOMO
OoJiee BBITOIHBIC YCIIOBUS M CaMU 110 ce0e CTUMY-
JUPYIOT WHHOBAIIMOHHOE TIOBEICHWE B OTIMYNC
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OT Jpyrux cTpaH. TONBKO Yy4YeT BCEX CHIIBHBIX
1 ca0bIX HAIlMOHAJBHBIX YePT M XapaKTEPHCTUK
KOHKPETHOM KOMITaHUM M €€ TPYAOBOTO KOJUIEKTHBA
no3BoyiieT  cPopMUpOBaTH  KOPHOPATHUBHYIO
KyJNbTypy, CTUMYJIUPYIOIIYIO aKTUBU3ALIMIO HHHO-
BAaI[MOHHOM IESITEIbHOCTH.

BansiHue 4acTHYHO KOHTPOJIUPYEMbIX
opranu3anueii pakTopoB Ha HHHOBALIMOHHOE
NOBeJleHNe ee COTPYAHMKOB

VHHOBAIIMOHHOE TIOBEJCHUE COTPYIHHUKOB
OITMCHIBACTCA KaK IIEJICHANPABICHHOE CO3IaHMUe,
BHEJIPEHNE W TPUMEHEHNE HOBBIX HJIEH, MPOIIECCOB,
HPOIYKTOB WM YCIyT B MX JOJDKHOCTHOW pOJH,
rpynrne wii opranuzanuu [21]. OHo TecHO cBs3aHO
C KPEaTUBHOCTBIO, HO OTJIMYACTCS TEM, YTO SIBHO
BKJIFOYAET B ce0s1 pean3aliio uiei B IOMOTHECHHE
K MX reHepupoanuio [7]. Kpome Toro, mHHOBaIHM-
OHHOE TOBEJCHHE COTPYAHUKOB HAaMpPaBICHO
Ha o0ecreueHne KOHKPETHOW BBITO/IbI U, KAK 0XKH-
Jaercs, OyZieT crnocoOCcTBOBaTh (HOPMHPOBAHUIO HO-
BaTOPCKOM MpOAyKIWH JIMO0 TexHosmoruid [12],
4TO, B CBOIO O4Yepeab, NPSIMO HIM KOCBEHHO
HOPO’KAACT ACHEKHBIH TOTOK.

Paznmmunble  akTopel  KOHTEKCTYaJIbHOTO
ycrexa yKe M3yYaJHCh B JINTEpPAaType KaK BaKHbBIC
YCIOBHS VTSl pOPMUPOBAHMS U PA3BUTHS MHHOBAIIU-
OHHOT'O TIOBEICHHUS COTPYIHUKOB. Mcxoms u3 cyime-
CTBYIOIIMX HCCIICJIOBAaHUH, 3TH KOHTEKCTyaJlbHbIC
(akTopbl MOTYT OBITH OOBEMHEHBI B JIBE TPYIIIHI
(pucyHok 1). [lepBast mpeamonaraet NpsMyro 3aBUCH-
MOCTb OT OpPr'aHU3alMH, XOTs a0COJIOTHBIH KOHTPOIIb
3/1eCh, €CTECTBEHHO, HEBO3MOXKCH, KaK M B JIFOOOM
BOIIPOCE, CBS3aHHOM C yIpaBieHueM moasMu. Croza
OTHOCSITCSL Takue (haKkTopbl, KaK CTHIIb JIMICPCTBA,
cnerduka paboTel U pabouero Mecra, TPYIIIOBEIE
U CETEeBbIC B3aMMOJCHCTBHSA, a TaKkke (PaKkTopbl
OpraHu3anoHHOro yposHs. C Opyroil CTOPOHBI,
Takue (HaKTOpbI, KaK OKPY’Karollas U Makpocpena,
OTpaceBble 0COOEHHOCTH, TOCY/IAPCTBEHHOE BO3/ICH-
CTBHE M HEKOTOPBIE JIPYTHE, HE MOTYT CYILIECTBEHHO
KOHTPOJIMPOBATHCS CAMOW OpraHu3aluen.

$aKTOPLI, ONPEAENAIOWHE
HHHOBALUHOHHOE NOBEOEHHE

17
<5 <1

—| ONpegEnatTCA OPraHi3aLHed | | HE 3EBHCAT OT OPraHH3aLHK l—

W JansHee okpy =}

CTHAL PYKOBOACTEA um,u.epr:raaD E

TneundHka pabodero MecTa u
TpyA0ELIK obAzaHHOCTER

1 TpYNNbl W CBA3H
OpraHi3aUMoHHbIE $EKTOPLI

OTPACNEEEA CNEUKPHRE
BAHAHWE TOCYA3PCTBEHHBIX W
MYHHLMNEABHBIX BAGCTER
MERYHEDOIHbIE NOAMTUKO-
NpaBosble GakTopsl

HALHNOHENBHEA COLMO-
KYNBTYpHEA CpEaa

Pucynok 1. CuryaTuBHbIe (GakTOpsl (POPMHPOBAHUSI U
pa3BUTHS MHHOBAIIHOHHOTO TIOBEACHUS

Figure 1. Situational factors of formation and
development of innovative behavior
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YueHsle yIensaioT 3HAYUTEIPHOC BHUMAHNC
M3YYEHUIO CTWISI PYKOBOJCTBA, OTHOLICHUSM
MEXAy PpPYKOBOIUTENSIMH H ITOJYHHEHHBIMH,
a TaKXe HAI30pPHOMY IIOBEJICHHUIO B KadeCTBE
JBYDKYIIIEH CHITBI JUIT MHHOBAIIMOHHOTO TTOBEICHUS
COTPYIHUKOB. XOTsI JIO CHUX MOP HE CHOPMHUPOBAIOCH

YETKON KapTHUHBI TOr0, KAKOW CTUJIb PYKOBOJICTBA
HanOonee 3(Q¢dekTuBEeH B 3TOM HamNpaBIICHHUH,
WCXOJIS U3 TIPEMIIECCTBYIOMNX UCCIEAOBAHMN, MOTYT
OBITH chenaHbl HEKOTOPHIE KIFOYEBBIC BBIBOJBI
0 BIIMSIHAW CTWJIEH JTUAEPCTBA HA MHHOBAIMOHHOE
NOBEJICHHE COTPYIHUKOB (Tabuuia 1).

Tabmumna 1.

O630p PE3YJIbTAaTOB HUCCIICAOBAHUM BIMSHUSI q)aKTOI)OB, CBA3aHHBIX CO CTUJICM JIMACPCTBA,

Ha MHHOBAITMOHHOEC ITOBEACHUC IIE€PCOHAIIA

Table 1.

Review of research results on the influence of factors related to the style of leadership

on innovative behavior of staff

®daxkrop Bo3zaeHcTBUA | McTouHNK Onucanue Bustaue (+ iy -)
Impact factor Source Description Effect (+ or-)
PyKOBOZ[I/ITeJ'IL HC TOJIBKO Ja€T TOYHOC U KOHKPETHOC 3a-
JaHWUEC, HO U UHCTPYKIINHU 110 €TI0 BBITIOJIHCHUIO,
ABTOpPITapHLIﬁ THUII a TaK¥Xe OTCJIC)KUBACT KaK IMOJHOTY, TaK U TOYHOCTb U
J'II/I_,I[GRCTBa [15] CBOEBpEMeHH(_)CTL HUCIIOJTHCHUA . _
Authoritarian type of The Manager not only gives an accurate and specific
leadership task, but also instructions for its implementation,
as well as monitors both completeness and accuracy and
timeliness of execution
PyKOBO}lI/ITCJ’[L AKTUBHO COTPYAHHUYACT U
ITapTucumnaTuBHBIIA KOHCYJIBTUPYETCS ¢ HOAYNHEHHBIMU IIPU IPUHATUH
CTHUJIb J'[I/I_,Z[G_:pC”ljBa [14] pemeHm?I u np_opa60TI<e METOJA0B UX I/ICHOJ‘IHC_HI/ISI +/_
The participative The Manager actively cooperates and consults with sub-
style of leadership ordinates when making decisions and working out meth-
ods of their execution
PykoBoNTEE MOTHBUPYET PAOOTHHKOB M CTABHT
nepea HUMHU 3a/1adi U BbI3OBbI, OITPCACIISICT HpOGJ‘ICMLI u
CrpyKTypHOE oOYXAaeT K IOUCKY IyTel UX pelleHHs K o0ImeMy
JMIEPCTBO [16] YIOBJIETBOPEHHIO +
Structural leadership The Manager motivates employees and sets them tasks
and challenges, identifies problems and encourages them
to find ways to solve them to common satisfaction
OTHOLHCHI/ISI I103UTUBHBEIMH MOKHO CUHUTATh TaKUE OTHOLICHMA,
«PYKOBOIOUTEJIb- IPpU KOTOPBIX NPUCYTCTBYCT B3aUMHOC JOBEPHUC,
TIOJYMHEHHBIN» [21] YBaXCHUE U Ja)KE€ CUMITaTUA + mpu COOITIO/IEHUH YCIIOBUH
Manager-subordinate Positive can be considered such a relationship in which
relationship» there is mutual trust, respect and even sympathy
PyKOBO[lI/ITCJ'Ib HC TOJIBKO CTaBUT 3a/la41, HO U TCHEPU-
PYET HOBBIC UJICH, a TAKKE MPEAOCTABIIACT PCATIBHYIO I10-
Hoz[z[epm(a MOLIb B JOCTHXXCHUHN UX OINITUMAJILHOI'O PEIICHUA KaK Op-
PYKOBOJCTBA [12] TaHU3aLUOHHYIO, TaK ¥ MaTepUAIbHYIO +
Management support The Manager not only sets tasks, but also generates
new ideas, and provides real help in achieving
their optimal solution, both organizational and material
Ponepas monens .
PyKOBOZ[I/ITeJIL SABISIET cO00i NpUMEp NHHOBALTMOHHOI'O
JimaepcTBa
Role model [12] . TIOBGICHHA . . +-
of leadership The Manager is an example of innovative behavior
IloxBana, PykoBonuTens perynspHo XBaJIUT U MOOLIPSIET
TIOOIIPECHUEC NOAYMHCHHOI'O KaK CJIOBOM, TaK U ACJIIOM
: [17] - . +/-
Praise, encourage- The head regularly praises and encourages the subordi-
ment nate both by word and deed
+ eclii IOMHUMO yKa3aHus Ha
PYKOBOILI/ITQJ'H) IOCTOAHHO YKa3bIBa€T pa60THI/IKy HEAOCTATKHU CICAYET
Kputua Ha po0JieMbI B €T0 paboTe U MOJICKa3bIBAET IyTH MOZICKA3Ka 110 MOBOY X
Criticism [11] COBEPUICHCTBOBAHHS _ TPEONIONEHHUS
The Manager constantly points out to the employee the |if, In addition to pointing out
problems in his work and suggests ways to improve shortcomings, there is a hint
of overcoming
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Vka3auaele B Tabiune 1 OIEHKHU BIUSHUSA
ANIEMEHTA JIMZIEPCKOTO TIOBENICHHSI HA MHHOBAIIMOHHOE
MOBEJICHUE OTHIOAb HE SIBISTIOTCS a0COJIOTHBIMHU.
Hampumep, MbI He yTBEpKIaeM, 4TO B OpraHU3aIuN
C IOMHHHUPOBAHUEM aBTOPUTAPHOTO CTHIIS B yIIPaB-
JICHUH HE MOXKET JOCTATOYHO aKTUBHO MPOSIBIISATHCS
WHHOBAIIMOHHAS ~ WHUIMATHBA  COTPYIHHKOB.
OpHako Hallla OICHKa IMO3BOJISIET MPEAINOoJararh,
YTO B JIPYTHUX YCJIOBHSX B TOH e OpraHU3alvu
WHHOBAIIMOHHOE TIOBEJACHUE MOIJIO OBl OBITH
emie 0ojee aKTUBHBIM, JTHOO MPUHOCUTE OOJIBITIII
SKOHOMHYECKHH 3 PeKT.

ConepkaHne W OCOOCHHOCTH  caMoit
JEATSILHOCTH MOJAYMHEHHOTO CJICYeT MPHU3HATh

HanboJiee OYEBH/IHO BIMSIONIMMYI Ha €0 HHHOBAIU-
OHHOE MoBe/IeHHe (TabiHia 2), XOTs ObI y)Ke TOTOMY,
YTO OTAENBHBIC JOJDKHOCTH B  OINpEIETIeHHBIX
OpraHu3alMiax HampsAMyl MPEArnoNaralT, YTo
TeHepUpOBaHWE JHOO BHEOPCHHWE WHHOBAIMI
SBILSIETCS TIPSMOM O0SI3aHHOCTBIO COTpYAHNKA. OTHAKO
(hopMabHOE 3aKpericHrIe 00s3aHHOCTEH B 00IacTH
WHHOBAIIMOHHOTO TOBEJICHUS 32 KOHKPETHBIMH
paboTHHKaMH 3a4acTyi0 THOO HEBO3MOXKHO, JTHO0
HelenecooOpasHo. st obecriedeHns KOHKYPEHT-
HBIX TPEUMYIIECTB KOMIITAHUM HHHOBAIIMOHHOE
MOBEJICHHE JOJDKHO Pa3BUTHCS HA OPraHU3aIMOHHOM
YpOBHE, a HE TOJNBKO Ha YPOBHE OTACIBHBIX
JMYHOCTEH U pabouux MecT.

Tabnuna 2.

00630p pe3yIbTaToOB HCCIEAOBAaHUN BIUSHUS (DAaKTOPOB, CBSI3AHHBIX CO CIIEIM(UKONH PabOTH,

Ha MHHOBAITMOHHOC ITOBCACHHUEC UCITOJTHUTCIIA

Table 2.

Review of research results of the influence of factors related to the specifics of the work

on the innovative behavior of the contractor

CreneHb BIHSHUS
darop (S-cunbHas wam
BO3EHCTBH Hcrounuk Olmc_aH_Me W-cnabas)
Source Description Degree of Influence
Impact factor (S-Strong or
W-Weak
1 2 3 4
OOBIYHO U3JIHUIIHE JKECTKUE PaMKH IpU GOPMUPOBAHUHU 3aJaHUI
CHIDKAIOT NHHOBAIIMOHHYIO aKTUBHOCTb. OIIHaKO U CJIMIIKOM
Pa3MBITBIC 3aJaHUs MOT'YT OBITH OITACHBI: B 3TOM cliydae pa60THI/IK
E?gg&?ﬁ;g?ﬁ;& [17] TPATHT HHTEIICKTYa/IbHbIC CHIIbI HA KOHKDETH3ALMIO 33 /124K SIW
Usually too rigid framework in the formation of tasks reduce inno-
vation activity. However, too blurred jobs can be dangerous: in this
case, the employee spends intellectual effort to concretize the task
HOJ‘[)KHOCTH];IC B HEKOTOPLIX ClTydadX NHHOBALIMOHHAA NCATCIIbHOCTD SABJIACTCA
OCHOBHOH 0053aHHOCTBIO COTPYIHHUKA
0013aHHOCTH [21] ) A . - S
O - In some cases, innovation is the primary responsibility
Official duties of the employee
CBo0oj1a, mpeaocTapisieMas pabOTHHUKY B BbIOOpe criocoba
JIOCTHKEHMS LeJIel CBOEH NeATEIbHOCTH MOXKET CTUMYJIMPOBATh
CaMOCTOSTETBHOCTE €T0 K IOMCKY MHHOBAalITMOHHBIX l'[yTefI TaKoOIo JOCTHIXCHUA,
5 paboTe HO «MeTOJ IPo0 U OIHUOOK» MOXKET Tpf:60BaTb OouibIlIe BpEeMEHU
Independence [17] M CHJI Ha MCTIOJTHEHHE TOH ke paboThI ) W
in work The freedo_m given to gn_gmployee to choose how to achieve
the goals of his or her activities may encourage him or her to seek
innovative ways to achieve them, but the “trial and error method"
may require more time and effort to perform the same work
B03Hana>K)leHl/le, CucreMsl OIIATHI TpyAa, YHUTBIBAOIINE WHHOBAIIMOHHOCTD ITIOBE-
oTLIATa TPYIR JIEHUs], OKa3bIBAIOT CYIIECTBEHHOE BIMSHHE, OEu-laxo paspaboTka
Remuneration, [15] ux 6]:1]3_aeT 3aTPYHATEILHOM _ SIW
remuneration Pay systems that take into account innovative behaw_or.have
a significant impact, but their development can be difficult
O6y‘{CHI/IC B HarpaBJICHUHN Pa3BUTHUA MHHOBAIIMOHHBIX HaBbBIKOB,
6e3yciioBHO, o0eryaer (hopMHUpOBaHUE HHHOBAIIMOHHOTO
0 6yquHe TIOBE/ICHMS, O/THAKO HAJIMYNE KOMIIETEHIIUH He BCET/la TapaHTHPYET
Training [8] o HX aKTHBHOE NPUMEHCHHE SIW
Training in the development of innovative skills, of course,
facilitates the formation of innovative behavior, but the presence
of competencies does not always guarantee their active use
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[Mpomomxenue tabu. 2 | Continuation of table 2

3 4

Pecypchr Bcex
BUI0B

Resources of all
kinds

[17]

Hannune JAOCTAaTOYHBIX MaTCpUAJIbHBIX, I/IH(I)OpMaI_II/IOHHLIX U Bpe-
MEHHBIX PECYPCOB SIBIISICTCS BAXKHBIM YCIIOBHEM ()OPMHUPOBAHHS
MHHOBAIIMOHHOI'O ITOBCACHHA, OJJHAKO poccnﬁcxas{ KOpIiopaTuBHas
KyJIbTypa B OTJIMYME OT MHOTUX APYTUX 3a4acTylo GopMupyeT UH-
HOBAITHOHHOEC ITOBEACHNUEC BOIIPEKU OTCYTCTBHUIO

JUISL DTOTO MAaTEPUATIbHBIX MPEATIOCHIIIOK S
The availability of sufficient material, information and
time resources is an important condition for the formation
of innovative behavior, but the Russian corporate culture,
unlike many others, often forms innovative behavior despite
the absence of material prerequisites for this

Cy1ecTByIoIIMe UCCIAEA0BAHUS MTOKa3bIBAIOT,
YTO TPYIIOBBIC OTHOIICHUS W CBS3M BaXKHBI IS
COZICHCTBUSI MHHOBAIIMOHHOMY TTOBEICHUIO COTPYA-
HUKOB (TaOyuma 3). Xopolime MEKIMYHOCTHBIC
OTHOLICHUSI ¥ BBICOKMH YPOBEHb JIOBEPHs B TPYIIIE
NPUBEIYT K TOMY, YTO COTPYAHHUKU OyIyT 4yBCTBO-
BaTh cebs Oosee Oe30mMacHO, YTOOBI OTKPBITO
BBICKa3bIBaTh CBOM HJICH, HE 00SICh HE TOIBKO OCYXK-
JICHUSI, HO ¥ HEMPaBOMEPHOTO 3aMMCTBOBAHUA. JTO
CTUMYJIUPYET MHTCHCUBHBIN OOMEH 3HAaHUSIMU B Op-

He(OpPMAIbHBIC OTHOIIECHWS B TPYIIE MOTYT,
MPUBOUTL K KOJJIGKTHBHOMY COKPBITHIO OIpEJie-
JICHHBIX (DAKTOB OT PYKOBOJCTBA, (hOPMHPOBAHHIO
3aIPEeTOB Ha BBIXOJIIICE 32 PAMKH CTaH/AapTa MOBE-
JICHHE (TOPYAIIHi TBO3/(b OBIOT MO IIISIKE) U JaXe
NpsIMOMY cab0TaXKy ITPOU3BOJCTBEHHBIX 3a/1a4.
Hakoner BaoxHOW Tpymmoil (hakTopoB, BIHSIO-
IIMX Ha MHHOBAIIMOHHOE MOBE/ICHUE KOJUICKTUBA, SIBIISI-
IOTCSl OPTraHM3AIMOHHBIC, K KOTOPHIM MOYKHO OTHECTH
CTpaATETHIO, OPTCTPYKTYPY, MOPATBHO-TICHXOJIOTH-

TaHHU3aluu.

OnHako JpyKeckue

WJIn HHBIC

YeCKHUil KIIMMaT U MHOTHE Apyrue (Tadmuna 4).

Tabnuma 3.

0O0630p pe3ynbTaTOB HCCIEIOBAHUNA BIUSHUS (DAKTOPOB, CBSI3AHHBIX MEXINYHOCTHBIMHU U MEKTPYIIIOBBIMU

OTHOIICHUAMHU, HA HHHOBAIIMUOHHOC IMOBEACHUE IIE€PCOHAIA

Table 3.

An overview of the results of researches of influence of the factors involved in interpersonal and intergroup
relations on innovative behavior of the staff

®dakTop BO3IEHCTBHS Hcrounmk Onwcanne Brmsiave (+ witn -)
Impact factor Source Description Effect (+ or-)
Kaxxp1ii HCTIOTHUTENb 3HA€T CBOM (PYHKIIUH,
KoOTieparist H B3aHMO3aBH- B I'PYIIIIE IPUCYTCTBYET JOBEPHUE U B3aMHas
CHMOCTD B DAMKAX OAACPIKKA — 0e3 NOCJIIEAHUX 3aBUCUMOCTD B paMKax O~
. OI/ISBOZ[CTBeHII){LIX — HOM NTPOM3BOICTBEHHOM 3a/1a4u ITPUBOJUT + Tpu COONFOJICHUHN YCIIOBUI
P Cooperation and [22] K BO3HHKHOBEHHIO 3(dexTa «cadoro 3eHay | |
interde %n dence within Each performer knows his own functions, in the group subject to the conditions
r ogu ction tasks there is trust and mutual support - without the latter,
P ependence within the framework of one production task
leads to the appearance of the “weak link” effect
+ -
Ponessie Mozenu oTHOLIE- OTnenbHbIE KOJUIETH MOT'YT CTAHOBUTBCS IIPUMEPaMH MH- » GO HE BOIEMRACT 34
o BHUCTH U NHBIC HCTaTHUBHBIC
HHI{ C KOJIeraMi | [22] HOBALMOHHOT'O TTOBE/CHMS | -
Role models of relationships Individual colleagues can be examples if there is no envy and other
with colleagues of innovative behavior. .
9 negative phenomena
B OCJIOM HEraTUBHOC SABJICHHUEC, TCM HC MCHEC,
MOXKET UMCTh U MOJIOKUTCIIbHBIE CTOPOHBI,
HaIpuUMep, HECIIOCOOHOCTh OJTHOTO UICHA
prTOBaﬂ nopyka | KOJUICKTHBA K UCTTIOJIHCHUIO 3aJaHU CKPBIBACTCS U KOM-
Mutual responsibility i HEHCHPYETCA YCHIIMSMI IPYTUX | +-
In general, a negative phenomenon, however,
may have positive aspects, for example, the inability
of one team member to fulfill a task is hidden and
compensated by the efforts of others.
+
Hamaue B rpymiie ui ¢ pa3HbIME CIIOCOOHOCTSIMH, BO3- » CCJIH PasiTHis
PpaMOHAIIBHO COYETAIOTCA U
MOKHOCTSIMM, KOMIICTCHIWAMHU U JIMYHOCTHBIMHA ocobeH-
Crpykrypa rpymmsi | HOCTSMH | ITOJIHOLIEHHO HCIIOIb3YIOTCS
17 . . obuux uesneii | if the dif-
Group structure [17] The presence in the group of persons with Z?;?en?:g; arélrationlall com-
different abilities, capabilities, competencies bined and fully used f)c/)r en-
and personal characteristics y 9
eral purposes
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O630p PE3yIbTAaTOB HCCIICAOBAHMI BIMSHUS OpraHu3alMOHHBIX (baKTOpOB
Ha MHHOBAITMOHHOC ITOBCACHHUEC HCITOJTHHUTCIIA

Review of the results of studies of the impact of organizational factors
on the innovative behavior of the contractor

Tab6ununa 4.

Table 4.

CreneHb BIASHUS

®dakTop BO3AECUCTBUSA
Impact factor

Hcrounuk
Source

Ornurcanne
Description

(S-cunbHas wam
W-cnabas)
Degree of Influ-
ence (S-Strong
or W-Weak

Crparerus 6usHeca |
Business strategy

[17]

CTMMynMpy}omee BO3Z[€I710TBPI€ OKa3bIBaCT 3aKPCIIJICHUC

HOTpEGHOCTI/I KOMITaHMHW B THHOBAIITMOHHOM Pa3BUTHUH Ha
YPOBHE €€ CTpaTeru |

The stimulating effect is the consolidation of the company's

need for innovative development at the level of its strategy

OpraHuzalnuoHHast
CTPYKTYpA |
Organizational struc-
ture

[17]

OprcTpykTypa 3aKkperuisier 005S3aHHOCTH M pacipeenseT oT-
BETCTBECHHOCTH BO BCEX C(i)ean JACATEIIbHOCTH OpraHu3alii, B TOM
YHCJIC B I/IHHOBaI_II/IOHHOf/'I. OOBIYHBIM SIBJISIETCS MHCHHE, YTO
Uit 3 PEeKTHBHOTO HHHOBAIIMOHHOTO YIIPABJICHUS OHA
JIOJDKHA OBITH JOCTATOYHO YETKOW, HO HE PUTHUAHOM, CII0CO0-
HOM K MI3MEHEHHSIM U afalTaluu |
Organizational structure establishes responsibilities and distrib-
utes the responsibility across all areas of the organization, in-

cluding innovation. It is a common opinion that for
effective innovation management it should be sufficiently clear,
but not rigid, capable of changes and adaptation

SIW

BsaumoeiictBue
TIOIpa3IeIeHui |
Interaction
of departments

[13]

Takoe B3aHMOHeﬁCTBHe MOXKET HE TOJIBKO CTUMYJIUPOBATH CO-
31aHUC HOBBIX I/IZ[GI7[ 1 METOJ0B pa60T},1, HO U CIIOCOOCTBOBATh UX
pacmpoCTpaHeHHIO OT aBTOPA Ha BCIO OPTaHU3aIHIO |
Such interaction can not only stimulate the creation
of new ideas and methods of work, but also contribute to their dis-
semination from the author to the entire organization

MopainpHo-1ICHX0J10-

TMYECKHUM KIMMar |

Moral and psycho-
logical climate

[15]

MoskeT oKka3bsIBaTh OTPOMHOE BIHSIHUE, TOOIIPSIST 100,
HanpoTHB, MEIlIass MTHHOBAIIMOHHOMY IMOBEACHUIO, ITPUICM
KOHTPOJIb 3TOI'0 aCTI€KTa CO CTOPOHLI PYKOBOJCTBA BECbMa

3aTpyIHEH |
Can have a huge impact, encouraging or, on the contrary, in-
terfering with innovative behavior, and the control
of this aspect by the management is very difficult

KommyHukanum |

Communication tools

[15]

KOMMYHI/IKaHI/II/I TIO3BOJIAIOT OpraHU3allvi OCTaBaTbCA
€IMHBIM LIEJIBIM, 2 PYKOBOACTBY — IMIPOBOAUTH CAUHYIO
IMOJINTUKY. I/IHHOBaHI/IOHHOC IIOBCIACHUEC U C HpO6JIeMaMI/I BO
BHYTPHOPTIaHU3ALOHHBIX KOMMYHHKAIHAX MOXET OBITH 10-
CTaTO4YHO aKTHBHBIM, HO €I'0 3(1)(1)6KTI/IBHOCTL CHHMIKACTCA |
Communications allow the organization to remain a single en-
tity, and the management to pursue a single policy. Innovative
behavior and problems in internal communications can be
quite active, but its effectiveness is reduced

VYmpasnenue
YEJIOBCYCCKUMHU
pecypcami |
Human resource
management

(9]

Opraﬂmauym CHUCTEMBbI YIIPaBJICHUS YCJIOBECUCCKUMU
pecypCcaMn MOXET OKa3bIBATh OTPOMHOC BJIUSIHUC
Ha MHHOBAIMOHHOCTb MOBEJCHHUS Yepe3 MoJ00p nepcoHaa,
€ro CTUMYJIMPOBAHHUE, KOPPEKTUPOBKY KOPIOPATUBHON KYyIIb-
TYPBI U KJIMMaTa B KOJUICKTUBE U T. II. I

The organization of the human resources management
system can have a huge impact on the innovation of behavior
through recruitment, its stimulation, adjustment of corporate cul-

ture and climate in the team, etc.
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KoMmjiekcHBII MOAX0/ K HCCTIeT0OBAHUIO
¢akTopoB, BAuAIOIKX HA GopMUpoOBaHUe
HHHOBAIIMOHHOI0 MOBEJEHNUS B OPraHU3alluu

BonbIIMHCTBO YUTEHHBIX HAMH UCCIIC/IOBAHUI
CpPaBHHUTENBHO y3KH. OHM OPHUCHTHPOBAHHI Ha
paccMOTpeHHe KOHKPETHOW TpoOieMsl nipu Ghop-
MHUPOBaHUU U CTUMYJIMPOBAHUHM WHHOBAITMOHHOTO
MOBE/ICHNs, a HE Ha 0000IMIeHNEe BCEX BO3MOKHBIX
MyTeld TaKOTO CTUMYJIHPOBAHHUA W BBISIBICHHE
CUTYyaIUi, B KOTOPBIX T€ WM UHBIC HHCTPYMEHTBI
CTaHOBATCS MPEAMOYTUTEIFHBIMA HITH, HAIPOTHUB,
HeAOCTyNHbIMU. [IpoBOmIATCS W WCCICIOBAHUS,
CTaBSIIIHE CBOEH LIENTBI0 0000IIEHNE 1 TaKe KOJTYe-
CTBEHHYIO OIICHKY BIIMISTHUS BCEX WIIM OOJBITMHCTBA
yKa3aHHBIX ()aKTOPOB Ha pEaJbHO CPOPMHUPOBAB-
IWICS YpOBEHb HMHHOBAIIMOHHOCTH TIOBEICHHS
KOHKPETHOM OpraHn3aliiy WIY IPYIIIbI OpraHu3anuii,
O00BENMHEHHBIX M0 TOMY WM WHOMY IPHU3HAKY.
Tax, ucclteJOBaHMS OIbITa KUTAMCKIX KOMIIaHui [23]
MOKa3aJIi HAUOOJIbIIIEE BIIMSHUE Ha yereX (hopMupo-
BaHMs WHHOBAIIOHHOTO TIOBEIEHHS COTPYIHHUKOB
Takux (PaKTOpPOB, KaK CHUCTEMa BO3HATPAXKICHUS
3a Tpy.1; 00y4YEHHE; COCTAB U CTPYKTYPa KOJUICKTHBA;
noxgasia 1 noompeHue. K cymecTBeHHbIM hakTopam
B YIOMSHYTOM HCCJIICAOBAHHMU OTHECCHBI CTUJIb
nauaepcTBa (MpUYeM MPEIIOYTHTEILHBIM Ha3BaHO

CTPYKTYPHOE JIUJICPCTBO); TUI OTHOIICHUN MEXKIY
PYKOBOJUTENEM U IOAYMHEHHBIM; IOAJEPIKKa
PYKOBOJCTBa; HaJHM4YUE PECYpCOB BCEX THUIIOB;
WHHOBAIIMOHHASl ~ CTpaTeruyeckas OpHEHTalus
KOMITAaHUM ¥ KOOIEepalysi Kak MKy COTPYAHUKaMU,
TaK ¥ MKy NOApa3aeICHUSIMH.

CoOcTBeHHBIE HAOTIOACHHUS aBTOPOB 3 JesI-
TEJIbHOCTBIO OPraHu3alLuii, B TOM YHCIIe JaXe TeX,
IZI€ CaMU aBTOPBI 3AHSTHI, AAIOT JOCTATOYHBIE
OCHOBaHUsI COTJIAIIATHCS C IEPBOCTETIEHHOW BaKHO-
CTBIO UMEHHO 3TUX (DaKTOPOB ISl CTUMYJIUPOBAHHS
WHHOBALIMOHHOTO MoBeAeHMs. OIHAKO paHXKUpOBa-
HHE YKa3aHHBIX (D)aKTOPOB MO CTETICHH WX BIIHSHHS
JUISL POCCUMCKHX PealIui MPEICTaBIIETCS HECKOIIBKO
UHBIM (Tabmuia 5). MBI yke YIIOMUHAIH, YTO HHHO-
Bal[IOHHOE TOBEACHUE COTPYIHHKOB MHOTHX
OpraHu3al|ii 3a4acTyi0 pa3BUBAeTCs HE OJaromaps,
a BOIIPEKH OIpesieNieHHbIM ycoBusM. Kpome Toro,
HECMOTps1 Ha HEOCTIOPHMYIO B&XKHOCTb MATEPUAIIBHOTO
CTHUMYJHUPOBAHUSI HHHOBALIMOHHOTO TIOBEICHMS,
9TOT (akTop €IBa JM MOXHO CTaBUTh B Poccun
Ha MepBOE MECTO, TaK KaK IPH NMPU3HAHUHU €TO Hep-
BOOYEPEAHOT0 3HAYEHMSI NPHUICTCA aBTOMATUYECKU
OTKa3aTbCsl OT CaMOM HAECH HMHHOBALIMOHHOIO
pa3BUTHS TaKUX cep AeSITETBHOCTH, KaK CEIbCKOEe
XO3SICTBO, MEIUIIMHA, O0pa3oBaHue (BKIIIOYAs
BBICIIICE), KYJIbTypa U HEKOTOPBIX JIPYTHX.

Tab6nuna 5.

CpaBHHUTENBHOE PAaHKUPOBAHUE (PAKTOPOB, ONPEIEISIOIINX HHHOBALIMOHHOCTD ITOBEICHHS,
10 CTENEHN UX 3HAUMMOCTHU

Table 5.

Comparative ranking of factors that determine the innovativeness of behavior, according to their importance

CrerieHb BAKHOCTH Kurait [23] Poccust (aBTOpcKast onieHKa)
Degree of importance China Russia (author's Rating)
1 2 3

— o0yueHue;

Hawubosee BakHbIC
Most important

— IOXBaJIa ¥ MMOOLIPEHUC
Training

— Praise and encouragement

— CUCTEMaA BO3HATrpaXXJICHUS 3a TPY,
— COCTaB U CTPYKTYpa KOJUJICKTHUBA,
— System of remuneration for work;

— Composition and structure of the team;

— NOAZCPIKKA PYKOBOACTBA,
— HaJIMIUE PECYPCOB BCEX TUIIOB,
— CUCTEMa BO3HArpaXkIeHUs 3a TPy,
— COCTaB U CTPYKTYpa KOJIJICKTHUBA,
— Koorepanus
-management support;
— Availability of resources of all types;
— System of remuneration for work;
— Composition and structure of the team;

" IIOAYNHCHHBIM,
— NOAACPIKKA PYKOBOACTBA,

Baxnrie
Important

— Koonepauus
— Leadership style;

-management support;

— Cooperation

— Cooperation
— o0yueHue;
— CTWIb JINJIEPCTBA;
o — [IOXBaJia ¥ MOOLIPEHUE,
— TUIl OTHOIICHUH MEXIAY PYKOBOAUTECIIEM
— KPUTHKA;

— HAJIMYUE PECYPCOB BCEX THIIOB;
— CTpAaTeTUYCCKast OpUCHTAIUA KOMIIAaHWH,

— The type of relationship between the
manager and the subordinate;

— Availability of resources of all types;
— Strategic orientation of the company;

— JOJDKHOCTHBIC O65[33.HHOCTI/I;
— THIT OTHOIIICHUI MEXAY PYKOBOOUTEIIEM U TMOJYNHEHHBIM;
— MOp&J’IbHO-]‘ICHXOJ’IOFH‘{CCKHﬁ KJIIMMAaT,
— YIpPaBJICHUC YCITOBEUYCCKUMU pECYpCaMu
Training
— Praise and encouragement;
Criticism
— Job responsibilities;
— The type of relationship between the manager and the
subordinate;
-moral and psychological climate;
-human Resource Management
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IMpomonxenue Ttabn. 5 | Continuation of table 5

1 2

3

— KpUTHKA,

-setting of tasks;
Organizational

Communication

— JOJIKHOCTHBIC 06$I3aHHOCTI/I;

— IIOCTAHOBKaA 3a1a4, — CTUJIb JIMACPCTBA,
— CaMOCTOSTCIIbHOCTD B pa60Te; — CTpaTreruicCKas OpUCHTAINA KOMITAHUH,
— OPICTPYKTYpa; — TIOCTaHOBKA 33/1aY;
— MOpaHLHO'HCI/IXOHOFI/I‘IeCKI/Iﬁ KJIMMart, — CaMOCTOSTCIIbHOCTH B pa60Te;
— KOMMYHMKAIUH; — OPICTPYKTYpa,
Brustromie — YIIpaBJICHHE YEIIOBEUYECKUMHU PECYPCaMU — KOMMYHMKaIUU
Influencing Criticism — Leadership style;

— Job responsibilities;
— Independence in work;
-moral and psychological climate;

-human Resource Management

— Strategic orientation of the company;
-setting of tasks;
— Independence in work;
Organizational
-communications

Cpenu BaXHEHIIMX YCIOBUN UIsI pOCCHM-
CKMX pEaJMii HaM BUJATCA HAJIUM4YUE PECYpPCOB
(B HEKOTOpBIX Ciy4asX Cpeau HUX Hauboliee
BaXHBIMH  HPU3HAIOTCA  HH(DOpMaIMOHHBIE,
4acTO — MaTepHajbHbIe, 3 BO MHOTHX CIIydasx —
BpEMEHHbIE, TaK KaKk MMEHHO Haubojee Croco0-
HbIE K TBOPYECKOW MHUIMATUBE COTPYAHHUKU
B POCCHHCKMX OpraHM3alUsX 4Yalle BCEro
HaunOoJiee 3arpy>KeHbl, IPUYEM 4acTO — PYTHHHON
paboToii), a TakKe MOJJIepPKKa PYKOBOJCTBA,
NpUYeM HE CTOJNb Ba)KHO, OCYHIECTBIISIETCSI 3TO
PYKOBOICTBO B aBTOPUTAPHOM UJIN ITAPTUCUITATUB-
HoM crtmiie. K BaxkHbIM (hakTOpaM, 0COOEHHO
B KPYIHBIX KOMIIAHUSIX, Mbl OTHOCUM KOOIEPALHIO,
noapasyMmeBasi oA Hel Kak (opMaibHbIE, Tak
u HedopMalbHBIE CBSI3M, MMEIONIME B HalleH
KyJbType Ba)XHOE 3HaU€HHE: POCCHUSHE 3a4acTyIO
HE YMEIOT M HE XOTAT pa3ieisiTh paboune u
JUYHBIE OTHOILEHMS, YTO MOXET CKa3bIBaThCA
Ha JIOCTW)KEHHHM KOPIIOPaTUBHBIX LEJNeH Kak
OTpULIATCIbHO, TaK U MOJIOKUTCIIBHO.

C napyroit CTOpPOHBI, BONPOCH OOYYECHHS
MBI CYHTAEM BaKHBIMHU, HO HE OCHOBHBIMH, TaK KaK
npuaaeM OrpoMHOE 3HAa4YEHHE CamMOOOpPa30BAHUIO
U CaMOCOBEPIICHCTBOBaHHIO, KOTOpoe Tpelyer
JIUIIIb 3aMHTEPECOBAHHOCTH CYObEKTa U 110 3P deK-
TUBHOCTH MOXXET HE YCTYINaTh NPO(eCCHOHAIb-
HBIM TPEHUHTaM, a MHOTJa — M MPEBOCXOAMTH HX,
KayecTBO K€ 3aBUCHT 0ojiee OT MOTHBAIHH,
4eM OT crocoOHocTel cyObekTa. [loxBany u Kpu-
THKY MBI CTaBUM B OJHY I'PYIITy 10 3HAYUMOCTH,
cuyuTad HMX ABYyMsSA CTOpOHaMH OAHOr0O MW TOTO
ke Merofa ynpasineHus. K BakHbIM (axTopam
MBI TaK)X€ OTHOCHM MOPaJIbHO-TICHXOJIOTHYECKUN
KJIUMAaT, TaK KaK POCCHSHE BECbMa 3aBHCHUMBI
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OT MHCHHMS OKPYXKAIOUIMX — HMHOTJA B OOJIBIICH
CTCIICHU, YEM OT MHCHUA PYKOBOJICTBA.

CTpaTern4eckyr0 OpPHUEHTALMI0 KOMIIAaHUU
Ha MHHOBALIMOHHOE Pa3BUTHE Mbl HE MOYKEM OTHECTH
K HanOoJiee BaXXHBIM (DakTOpaM, Tak KaK 3a4acTyIo
HaOJroaeM Ciydal KPUTHYECKOTO PACXOXKICHUS
MIOJIOKEHUH, JEKJIapUpyeMBIX B JOKYMEHTax
CTPAaTETHYECKOr0 IUIAHUPOBAaHHUS U YIPaBICHUS
OpraHU3aLMA, U pealbHbIX JEHCTBUNA PYKOBOACTBA
u TeM OoJiee KOJIJICKTHBA.

3akiIouyeHue

KnroueBbiMu  akTopaMu  GpopMUpOBaHHUS
Y Pa3BUTHUSI THHOBALIMOHHOTO MOBEIECHUSI TPYAOBBIX
KOJUIEKTUBOB, Pa00YMX TPYII U MHIUBUIYATBHBIX
PabOTHUKOB MBI CUMTAEM TOIJIEPIKKY PYKOBOJICTBA,
HaJM4Me PECypCcoB BCEX THUIIOB; CUCTEMY BO3Ha-
TPAXKIACHUS 34 TPYH; COCTAB U CTPYKTYPY KOJLIEK-
THBAa U Koomepauuio. MlHaye uX MOXHO Ha3BaTh
(hakTopamu ycriexa B cepe HHHOBAIIMOHHOTO pa3-
BUTHUSI OPTaHU3aIINH, TTO3BOJISIFOIIAMHU CPOPMHUPO-
BAaTh €€ KOHKYPEHTHBIE IIPEUMYILIECTBA B COBpE-
MEHHOM 3KOHOMUKE. BoBlleUeHHE MIMPOKOro Kpyra
3aHATHIX B WHHOBAallMOHHYIO JEATEIBHOCTH Kak
B (opMe TEeHepUpOBaHWS HOBBIX WJIEH, TakK
u B QopMe UX PacIpOCTpaHEHUS W BHEAPEHUS,
KpaliHe Ba)XHO HAa COBPEMEHHOM 3Talle 3KOHOMH-
yeckoro passutus. lloHMMaHue 3HaAYMMOCTH
TeX WIA HHBIX (PaKTOPOB, BIUSAIOMNIMX Ha OTH
MIPOLIECCHI, MOXKET CTATh OMOPOH JIIsI MEHEKEPOB
NpY NPUHATHM U OOOCHOBAaHUM YNPABICHYECKUX
pelleHuit kak B oOysactH  QOpPMHPOBAHUS
WHHOBAIlMOHHOW CTPaTeTMM M TaKTHUKH, Tak
U B YIOPAaBICHHH YEJIOBEYECKUMHU peECypcaMu
Y KOPIIOPaTUBHBIMH 3HAHUSIMU.
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