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Abstract. In the current reality, the higher education as the trajectory for the academic career 
faces particular difficulties. There is a downward trend regarding the number of young academic 
specialists — a negative factor for the entire educational system. The discussed problem may 
arise according to various reasons: changes in the law sphere or peculiarities of the educational 
organization activity. Both Western and Russian researchers conclude that the relations between 
an organization and its staff members are the key aspect of their loyalty. Thus, this article aims 
to examine the connection of a university organizational culture perception by the students with 
different types of identification demonstrated. The authors study the peculiarities of students’ 
perception of the university organizational culture. Altogether, 118 students participated in 
questionnaires that measure organizational culture with Organizational Culture Assessment In-
strument and four types of identification with the university. The findings show the gap between 
students’ current and preferred perception of the university organizational culture. Consequently, 
the dominance of market culture that contradicts the desired “clan” culture orientation with the 
values of friendly and close relations environment, may influence the choice of academic career 
and postgraduate studies.
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INTRODUCTION

Young scientists are a critical component of a university success and its further 
development. Nevertheless, the upbringing of scientific personnel encounters cer-
tain difficulties: Rosstat statistics [11] demonstrate a significant decrease in the 
number of applicants and postgraduate students (Fig. 1, 2) along with a decrease 
in the number of organizations conducting training (Fig. 3). This problem poses 
new challenges for the understanding of the reasons for the decline in the employ-
ment of scientific personnel, but at the same time it provides an opportunity for the 
innovative universities focused on active research activities to create a fundamen-
tally new approach to attract young scientists and become leaders in the sphere.

However, the question of what plays a key role in deciding whether to embark 
on postgraduate study or not remains open because, along with external structural 
factors, there are internal ones related to students’ motivation to academic and re-
search activities. We should also take into account the role of the research center 
with the totality of its resources and advantages.

The aim of this study was to measure organizational culture and its relationship 
with the university identification through the example of the National Research 
University Higher School of Economics campus in St. Petersburg (NRU HSE St. 
Petersburg campus).

Research hypotheses:
 — There are differences in the perceptions of the organization between its ex-

isting culture and the one that students expect.
 — There are differences in the level of the university identification among stu-

dents attending different schools.
 — Discrepancies between students’ expectations and reality may affect their 

commitment to the university resulting in a withdrawal or refusal to get in-
volved in research activities in this educational institution.

Fig. 1. Number of postgraduate students in the Russian Federation, 2000-2017
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THE PROBLEM OF SCIENTIFIC PERSONNEL  

UPBRINGING IN RUSSIAN REALITY
The situation associated with the upbringing of scientific personnel in modern 
Russia is accompanied by a number of problems at the state level, namely the re-
duction of budget places and the execution of scientific personnel training programs 
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Fig. 2. Admission and graduation rates for postgraduate students in 2000-2017
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Fig. 3. Number of organizations involved in the training  
of graduate students in 2000-2017
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exclusively in federal and research universities [3]. Nevertheless, the issue of at-
tracting young scientists and promoting academic careers is another side of the 
problem of staff reduction. If we are able to understand the motivations and factors 
guiding postgraduate students and future scientists and see the whole picture of 
this situation, we will be able to make a detailed and accurate strategic plan in-
creasing the university’s competitiveness and consequently ensuring its future 
success [9].

A number of important inferences were drawn from the case-study conducted 
in Nizhny Novgorod State University (NNSU) where we researched factors of 
students’ orientation toward an academic career and changes in their preferences 
during the postgraduate study [9]. First, the labor market characteristics and the 
specifics of intellectual labor induce engagement not only in academic activities 
but also such areas as business, public and municipal administration. As a result, 
the initial ideas about the nature of the academic career are changing, forcing re-
spondents to alter their behavioral strategies. Second, young postgraduate students 
find it difficult to build sustainable partnerships with representatives of other sci-
entific and educational centers due to lack of professional networking. Moreover, 
academic staff need special competencies requiring creation of special education-
al programs within the academic track. However, in recent years young scientists 
were given a great advantage of participating in funded research projects expand-
ing their opportunities for networking and building a fairly lasting motivation for 
research activities.

Apart from the factors leading to the choice of an academic career, it is also 
necessary to identify the conditions in which universities can train successful young 
researchers or university professors. Researchers [1] identified several significant 
criteria that distinguish the most successful training centers: availability of research 
laboratories, a large database of scientific resources with free access, and financial 
resources to fund research projects.

Thus, the decrease in the number of postgraduate students is not only the result 
of external conditions complicating the way of obtaining a doctoral degree, it is 
also associated with a decrease in motivation for academic activity as a profession. 
This dictates the need for scientific and educational centers to review the current 
state of affairs and form such a model for the reproduction of scientific personnel, 
which will take into account the realities and challenges of the 21st century.

SUCCESS FACTORS FOR RESEARCH UNIVERSITIES
Nowadays, universities are undergoing major transformations in connection with 
the global innovation trends [10]. Advanced universities are moving from the clas-
sical academic model to a new type of organization, combining the prioritized 
teaching function with research and striving to combine the needs of society and 
business. Close interaction with companies and cooperation with other higher 
schools requires finding ways of effective and well-coordinated collaboration. Such 
cooperation is impossible without international networking promoting cultivation, 
transfer, and advancement of scientific knowledge and experience. Entering the 
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international higher education market inevitably requires Russian educational 
institutions to change their typical business processes. Therefore, presently, suc-
cessful universities are seeking to create and implement organizational innova-
tions that can be defined as “new methods of organizing operations management 
for services” [10].

To successfully stand out among competitor universities, the educational insti-
tution needs a good strategic plan, favorable positioning on the market, and out-
standing services attracting investment and interest among applicants. Analysis of 
the NRU HSE St. Petersburg campus case showed that improvement in interna-
tional rankings, quality of student enrollment and successful accreditation of edu-
cational activities are the result of a planned approach and growth strategy combined 
with good understanding of the situation on the market of educational services [5].

Thus, schools of higher education today are organizations doing research for the 
benefit of society, actively collaborating with businesses, creating new solutions 
and establishing collaborations with other research centers and universities, both 
at the federal and international levels.

THE ROLE OF THE ORGANIZATION IN DECISION MAKING
Young scientists decide on a research career based on a number of factors. Un-
doubtedly, one of them is their research institution since its environment is famil-
iar and predictable. One of the primary tasks of research universities is to spark 
postgraduate students’ interest and keep it alive. It is logical to start with finding 
out the reasons why students might not want to continue doing research and what 
exactly increases the employer attractiveness of the institution. 

The image of an organization depends largely on its prestige consisting of a 
number of components: organizational culture (“a set of basic beliefs formed in-
dependently, acquired or developed by a certain group as it learns to solve problems 
of adaptation to external environment and internal integration – those which turned 
out to be effective enough to be considered valuable and therefore transmitted to 
new members as the correct way of perceiving, thinking and forming attitudes to 
specific issues” [13]), salaries and emoluments, project funding, scientific back-
ground, access to scientific and educational resources, social support, ability to 
ensure professional growth and development for young researchers. When research-
ing a university as an employer, one should consider a combination of its scientif-
ic, educational and managerial aspects.

Since organizational attractiveness is often associated with the effectiveness and 
prospects for its activities, precise planning, orientation towards the future and 
innovations implemented by the research center can serve as a necessary compet-
itive advantage. A flexible agile methodology, which appeared as a manifesto among 
software developers offering a completely new vision for solving problems and 
organizing business processes, can serve as an example of an innovative approach 
in the academic and research environment. One of the important approaches of the 
methodology is its recognition of human values, teamwork and maintaining rela-
tionships. This approach proposes to achieve flexibility due to the presence of 
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constant communication within the team, thereby improving the quality of the 
finished product since the process of its development is no longer a linear sequence 
of actions, but a complex structure that allows taking steps back or forth for the 
sake of continuous improvement.

Introduction of this methodology can serve as an example of a qualitatively new 
understanding of a young scientist’s significance. In this regard, involvement in 
research will be supported both financially and motivationally, and also indirectly: 
by the fact that the organization recognizes the scientist’s importance not only as 
a resource, but also as a person with his/her needs and characteristics. In this way, 
a new format of training and retaining young researchers can evolve [8]. Agile 
methodology definitely builds a unique organizational culture, which is complete-
ly different from the traditional academic environment. 

The degree of bureaucratization becomes greatly reduced, while the focus on main-
taining and recognizing the importance of human interaction and creating a high-qual-
ity and innovative product will undoubtedly form a different environment. Nevertheless, 
such an aspiration can encounter a serious obstacle in the form of dependence on state 
funding which demands strict accountability and adherence to plan. It is for this reason 
that postgraduate school today falls into a situation of uncertainty. On the one hand, it 
needs to break from outdated approaches to training. On the other hand, its structural 
and organizational features require acting according to the established routine. Thus, 
active interaction with businesses can significantly change this situation for the better 
[6] bridging the gap between the new reality and old traditions.

We consider an integral image of a particular university that can provide the 
necessary opportunities and resources for young scientists from the point of view 
of the factor of retaining its employees as well as their motivation to carry out re-
search projects.

RESEARCH PROGRAM
Based on the aforementioned, it should be concluded that the decision to continue 
training and begin a research career depends on external factors and students’ in-
ternal motivation. The organizational environment, in which the student exists, 
contributes to the decision to stay or leave. The gap between expectations and 
reality can lead to leaving the university. Accordingly, in the framework of this 
work, we raise the question if the discrepancy between the existing and the desired 
organizational culture of the university may be a factor in the students’ decision to 
continue studies and build an academic career.

The case of the St. Petersburg branch of the Higher School of Economics demon-
strates that university development is largely ensured by the effective market po-
sitioning of the research and educational center which offers a wide range of inter-
national opportunities. At the initial stages, the marketing strategy does lead to 
positive dynamics in the main indicators of the increase in the applicant and full-
time student flow, growing on all positions in international rankings and increasing 
the number of partners. However, these benefits do not necessarily work in the long 
run becoming the key drivers of employee retention.
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Having decided to enter the university, students go through personal experienc-

es of getting acquainted and relationship building with the organization. Learning 
and becoming involved into the culture demonstrated by the university contributes 
to the nature of these relationships. G. Kreiner and B. Ashforth [7] identified four 
types of identification that an individual can demonstrate in relation to an organi-
zation: neutral, disidentification, ambivalent, and direct identification. The present-
ed classification determines the nature of the individual-organization relationship 
regardless of the role of the individual in it.

Features of the organization influence the eventual choice made by poten-
tial candidates. While a paycheck is a hygienic “filter” when choosing a job, 
the organizational culture can become either a key advantage or a repulsive 
factor in deciding on further cooperation. Therefore, the experience of ob-
taining a bachelor’s or master’s degree in a particular university fits into a 
certain type of student-university relationship which may become the single 
decisive factor behind students’ decision-making whether to maintain or break 
this connection. 

The case-study of the relationship between students’ identification and or-
ganizational culture in the NRU HSE St. Petersburg campus raises the problem 
of the correlation of ideas about the existing organizational culture and the 
preferences students have. The very commitment to the organization, which 
manifests itself in the desire to contribute to its activities and development, is 
largely determined by the organizational culture. In this work, we assume that 
the differences in the ideas about the organizational culture that students would 
like to see and the one that really evolved in the university can affect not only 
their commitment to the organization, but also the decision to continue main-
taining relations with it.

STUDY SAMPLE CHARACTERIZATION
The study received 118 responses from 150 requests sent. The survey was distrib-
uted through the popular social network VKontakte; the questionnaire was designed 
using the Google Forms service.

The sample includes representatives of all the five schools included in the or-
ganizational structure of the St. Petersburg NRU HSE, the percentage ratio is pre-
sented in Table 1.

Online surveys do not have a high degree of completeness [2], therefore we will 
consider sufficient the percentage of students’ responses to draw up a profile of 
organizational culture. The characteristics of the sample by the year of study and 
gender are presented in Table 2.

The sample consisted mainly of 2nd- and 3rd-year students, which is an addition-
al advantage for assessing culture due to the students’ life cycle at the university, 
as freshmen are not yet so actively involved in this culture, and senior students are 
already less involved in student activities.
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Table 1. Distribution of students by school

School Name
Total number 

(2nd – 3rd- 

year students)

Number  
in the sample Percentage

School of Economics and Management 326 37 11.4%

School of Social Sciences and Area Studies 246 35 14.0%

School of Law 297 28 9.5%

School of Arts and Humanities 313 11 4.0%

School of Physics, Mathematics  
and Computer Science 24 6 25.0%

Table 2. Sampling distribution by year of study and gender
Characteristics Number of students Percentage

1st year 17 14.3%

2nd year 51 43.0%

3rd year 48 41.0%

4th year 2 1.7%

Male 42 35.0%

Female 76 65.0%

RESEARCH METHODS
The study was conducted using an online survey. We surveyed bachelor students 
enrolled in undergraduate programs at the Higher School of Economics in St. Pe-
tersburg. The questionnaire consisted of four sections.

The first section concerned the identification type [7]. It consisted of 24 items 
on a 7-point scale from absolutely disagree to absolutely agree.

Each of the described identification types represents a certain state in the indi-
vidual’s relations with the organization. Measures are reflected in the following 
characteristics:

 — neutral identification: when an individual demonstrates a neutral attitude 
towards the organization and its aspects, without either identifying him/
herself with its manifestations and activities or denying them;

 — disidentification means a state of alienation and denial of an organization 
and its aspects, often associated with negative perception of data;

 — identification is a state in which an individual experiences positive feelings 
and emotions towards the activities and aspects of the organization, demon-
strating his/her association with them;
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 — ambivalent identification implies the relationship in which an individual 

accepts part of the aspects, simultaneously experiencing both positive and 
negative feelings and emotions.

The second section concerns the current organizational culture of the university 
which was presented in four types of statements. Each of them corresponds to the 
six components of the organization: the most important university characteristics 
(distinguishing features of the organization and activities of its employees/students), 
leadership style used in the university, organization of the educational process for 
students and the management style, ties within the university (what unites activities 
of employees/students), strategic goals, success criteria (what exactly determines 
success). Respondents assigned a value from 1 to 100 to each statement about each 
of the four types of organizational culture: Bureaucracy, Adhocracy, Market and 
Clan, which together form the cultural profile of the organization [4]. Each type of 
culture involves its own set of values and orientations:

 — the bureaucratic type presupposes a strictly regulated and orderly style of 
doing business focusing on maintaining value stability by following a system 
of relationship hierarchies;

 — the adhocratic type means orientation toward innovative and creative activ-
ity emphasizing the importance of taking risks in creating fundamentally 
new products;

 — the market type presupposes a competitive environment in which individu-
als aim for the highest;

 — the clan type has its key feature of mutual trust and sharing interests and 
values between the members of the organization.

The third section included measuring students’ preferred organizational culture.
In the course of the study of the collected data, the following research variables 

were analyzed:
 — perception of the current and expected organizational culture in the four 

types (clan, market, adhocratic and bureaucratic cultures);
 — the level of identification according to the four components (disidentification, 

neutral, ambivalent and strong identification);
 — demographic characteristics (gender, age, year of study) (Table 2).

To test the hypotheses and identify possible patterns, we utilized R-Studio sta-
tistical tests: the non-parametric Kruskal-Wallis test and the ANOVA test (analysis 
of intergroup variance) for comparing average values of group identifications (be-
longingness to a particular school, see Table 1). The paired sample Student t-test 
was used to compare the perceptions of organizational culture.

RESEARCH RESULTS AND DISCUSSION 
UNIVERSITY ORGANIZATIONAL CULTURE

At the first stage, statistical processing of data by the type of organizational culture 
was carried out. The presented profile of the university (Fig. 4) indicates the dif-
ferences between the existing organizational culture and the one that students would 
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like to observe. It is important to note that the current culture is significantly biased 
towards the market type, and the preferred one is most close to the clan type. The 
paired t-test for comparing means in repeated measurements showed statistically 
significant differences in the two types between the preferred and the existing cul-
ture. Thus, for the clan culture at the moment (M = 24.99, SD = 11.36) and the 
preferred value of this type of culture (M = 36.24, SD = 14.12), the obtained cri-
terion t (117) = –8.2894, p < 0.05, which means striving for more pronounced 
family values, maintaining a warm and friendly atmosphere with an emphasis on 
the significance and value of a person.

The current indicator for the market type of culture (M = 29.28, SD = 10.36) 
and the preferred one (M = 21.51, SD = 9.31), with the criterion t (117) = 7.899, p 
<0.05 shows that students would like to lower the level of competition orientation 
and the constant need to prove individual excellence. Interestingly, students attach 
equal value to adhocracy as an aspect of the focus on research and innovation, both 
in the current and preferred culture. No statistically significant differences were 
found in the bureaucratic type of organizational culture. Thus, our first hypothesis 
about the differences in the perception of organizational culture by university stu-
dents is confirmed.

UNIVERSITY IDENTIFICATION
The next stage of the study was the analysis of the level of students’ identifi-
cation with the university. The organizational structure of the university under 
study involves division into five schools, each of which is tied to a specific 
location. This means that there is both structural and territorial division which 
can affect perception [13] of organizational culture by students enrolled in dif-
ferent educational programs. Comparison of the average identification values 
revealed that the predominant types of identification are either neutral (M = 
3.56, SD = 1.53) or direct identification (M = 3.75, SD = 1.36), which do not 
depend on belongingness to a particular school with a value of p> 0.05 for the 
Kruskal-Wallis test in all cases. Statistically significant differences were found 
for the average values for neutral identification and identification in comparison 
with the other types. 

Thus, the Student criterion for pairwise comparison of the average values of 
identification types proved to be reliable for neutral identification in comparison 
with disidentification (t (117) = 4.95, p <0.05) and ambivalent identification  
(t (117) = –4.78, p < 0.05), as well as for the case of identification in comparison 
with ambivalent (t (117) = 4.84, p <0.05) and disidentification (t (117) = 4.98, p 
<0.05). This indicates that these are the two prevailing types among HSE students 
in St. Petersburg. In other words, students tend to identify themseves with the 
university and its activities without experiencing negative emotions and feelings 
about the organization. Thus, our second hypothesis about differences in the 
levels of students’ identification with the university between different schools is 
confirmed.
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Fig. 4. Profile of organizational culture
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The study revealed that the current organizational culture at this university 
is different from the students’ perception. The study established prevalence of 
market relations; while students’ preferences gravitated towards the clan com-
ponent (Fig. 4). This situation suggests that these two polar types of culture 
may become the cause of the internal conflict between the students and the 
organization. While clan culture is a commonality of values and interests, 
market culture is about personal advantages and competition, which is sup-
ported, for example, by internal student rankings. However, students are in-
clined to demonstrate a high level of identification or its neutral type, regard-
less of the department they belong to. This fact means that generally they feel 
a certain degree of involvement in the university.

Nevertheless, the difference between the idea of which organizational cul-
ture should prevail and which one exists can contribute to the decision wheth-
er to continue relations with the organization or not. In other words, the choice 
of the academic career can be called into question due to this conflict of 
values which exists in relation to the real culture and the one preferred by 
students.
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CONCLUSION

Thus, the question of why there has recently been a decrease in the number of 
postgraduate students and young scientists can be associated, first of all, with 
the process of university transition to a completely new model of scientific 
and teaching activity which significantly changes both the nature of academ-
ic activity and structural and managerial features within the organization itself. 
Secondly, due to the growing need to maintain leadership in the emerging 
market of educational services, the changes occurring in innovative research 
centers often take shape of a specific organizational culture, as demonstrated 
by the St. Petersburg NRU HSE case. The university’s market positioning as 
an advanced organization with a corresponding market-oriented organization-
al culture (orientation towards high results) does not, in fact, meet students’ 
expectations. There is a preference for maintaining collective values, friend-
liness and mentoring in the student environment. Such gap is likely to influence 
their decision to embark on a research career within the university. In other 
words, organizational environment can influence students’ motivation for an 
academic career and the choice of this university as their employer.

ACKNOWLEDGMENTS
The research was supported by the Russian Foundation for Basic Research (project 
No 19-013-00560 “The social and psychological methods for studying the social 
capital of an organization”).

V. O. Pomyalova, N. V. Volkova, pp. 40-52



SIBERIAN SOCIUM

52 vol. 3  |  no 3  |  2019

SS
REFERENCES

1. Balabanov S. S., Bednyi B. I., Mironov A. A. 2007. “Factors of efficiency  
and quality of training in Ph.D. programs (sociological analysis)”.  
Universitetskoe upravlenie, no 5, pp. 56-65. [In Russian]

2. Benfield J. A., Szlemko W. J. 2006. “Internet-based data collection: promises 
and realities”. Journal of Research Practice, vol. 2, no 2, art. D1.  
https://files.eric.ed.gov/fulltext/EJ805689.pdf

3. Berezhnaya Yu. N., Gurtov V. A. 2017. “Postgraduate studies in a new reality”. 
Universitetskoe upravlenie: praktika i analiz, vol. 21, no 3, pp. 57-65.  
[In Russian]

4. Cameron K. S., Queen R. E. 2006. Diagnostics and Changes in the Organizational 
Culture. [In Russian]

5. Kadochnikov S. M., Fedyunina A. A. 2019. “Change management in Russian 
research university in a changing context. The case study of HSE branch  
in St. Petersburg”. Universitetskoe upravlenie: praktika i analiz, vol. 23, no 1-2, 
pp. 93-100. [In Russian]

6. Klyuev A.K. 2018. “Universities and business: prospects of development  
of diffused structures and processes”. Universitetskoe upravlenie: praktika  
i analiz, vol. 22, no 6, pp. 72-80. [In Russian]

7. Kreiner G. E., Ashforth B. E. 2004. “Evidence toward an expanded model  
of organizational identification”. Journal of Organizational Behavior:  
The International Journal of Industrial, Occupational and Organizational  
Psychology and Behavior, vol. 25, no 1, pp. 1-27.

8. Manokin M. A., Ozhegova A. R., Shenkman E. A. 2018. “Agile methodology  
in education”. Universitetskoe upravlenie: praktika i analiz, vol. 22, no 4,  
pp. 83-96. [In Russian]

9. Mironos A. A., Bednyi B. I., Rybakov N. V. 2017. “Academic careers  
in the spectrum of postgraduate students’ professional preferences”.  
Universitetskoe upravlenie: praktika i analiz, vol. 21, no 3, pp. 74-84.  
[In Russian]

10. Pakhomova N. V., Rikhter K. K. 2013. “Contemporary university  
and the innovation challenge”. Universitetskoe upravlenie: praktika i analiz, 
vol. 83, no 1, pp. 28-42. [In Russian]

11. RF Federal service of State Statistics.Research and Innovations. Accessed  
21 June 2019.  
http://www.gks.ru/wps/wcm/connect/rosstat_main/rosstat/ru/statistics/science/#/ 
[In Russian]

12. Shein E. H. 1985. Organizational Culture and Leadership: A Dynamic View, 
vol. 4. San Fransisco, CA: Jossey—Bass Inc.

13. Yablonskene N. L. 2006. “Corporative culture of contemporary university”. 
Universitetskoe upravlenie, no 2 (42), pp. 7-25. [In Russian]

V. O. Pomyalova, N. V. Volkova, pp. 40-52


