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B3auMocBsA3p 00pa3a OpraHM3allMOHHOM KYJbTYpbl U OpPraHU3alMOHHOM
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O0BeKT ucciieJoBaHus — 00pa3 OPraHu3aluOHHON KyJIbTYpPbl

IIpenmer wuccinenoBaHust — B3aUMOCBS3b oOpa3a OpraHM3allMOHHOU
KyJbTYpPbl U OPTaHU3ALMOHHON JIOSJIBHOCTH COTPYAHHUKOB C PA3JIMYHOM OLEHKOU
OpraHU3alMOHHON CIPaBEIJIMBOCTH

Henp wumcciaenoBaHMs —  OXapaKTepu30BaTh  B3aMMOCBA3b  oOpasza
OpPraHU3allMOHHON KyJIbTYpPbl M OpPraHU3allMOHHOM JIOSJIBHOCTH COTPYJHHMKOB C
Pa3INYHOM OLEHKOW OPraHU3allMOHHOM CIIPaBEIMBOCTH

OcHoBHBbIE pe3yJIbTaThl. YpoBeHb OLICHKHU CIpaBEeAJINBOCTU
B3aUMOJICUCTBHS Yy JKCHIIMH BbIIIE, YeM Yy MyXuunH. CyllecTByeT TEHIACHUUS
NOBBIIICHUS YPOBHS CIPaBEUIMBOCTH B3aUMOJICUCTBHUS C IOBBIIICHHEM CTa)a
paboThl coTpynHUKa. Tak ke CyIIeCTBYeT TEHIEHUUS O CHIKEHHUHU YPOBHS
OpraHU3allMOHHON CHPaBEAJIMBOCTH 1O MEpEe YBEJIMYEHUS KOMIIETEHTHOCTH
COTPYJHHUKA. IpU I[peodsiajaHuM B  OpraHu3aldd  KJIaHOBOro  oOpasa
OpPraHM3alMOHHON KYJBTYpbl U MEHEE BBIPAKEHHBIM OIOPOKPATHUYECKUM 00pa3oM
OpPraHU3allMOHHOM KYJIBTYPbl IOBBIIIAETCS YPOBEHb OLEHKM OPraHU3al[MOHHOU
cupaBeyInBocTH. Kpome TOro, npy NOBBIILIEHUN YPOBHS OLICHKU CIPABEMJIMBOCTH
pacupeneneHus IOBBIMIAETCA  OpraHU3allMOHHAs — JOsUIbHOCTh.  CymiecTByer
TEHJEHUMS, IPU KOTOPOM OPraHM3allMOHHAsl JIOSJIBHOCTh CUJIBHEE IPOSIBIISIETCS B
oOpa3ax KJIaHOBOM M aJXOKPAaTUYECKOM OpraHU3al[MOHHBIX KYyJbTypax W MEHEee
OpOSABIIATECS B 00pa3ax pHIHOYHONM M OHOPOKPATUYECKOM OpraHU3alUOHHBIX
KyJbTYpax MpHU MOBBILIEHUH YPOBHS OLIEHKU POLETYPHON CIPABEAJINBOCTH.
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The relationship of the image of organizational culture and organizational
loyalty among employees with different levels of organizational justice: summary
to the thesis work / Aliaksandra Paliashchuk; Faculty of Philosophy and Social
Sciences, Department of Psychology; scientific adviser G.A. Fofanova

Object of study - the image of organizational culture

Subject of research - the relationship of the image of organizational culture
and organizational loyalty of employees with varying assessment of organizational
justice

Purpose of research: to characterize the relationship of the image of
organizational culture and organizational loyalty of employees with varying
assessment of organizational justice



The results. Rating level of fairness interaction is higher for women than for
men. There is a tendency to increase the level of interaction with equity increasing
seniority of the employee. Also there is a tendency to reduce the level of
organizational justice as more competent staff. with the prevalence in the
organization of the clan way of organizational culture and way less pronounced
bureaucratic organizational culture increases the level of assessment of
organizational justice. In addition, organizational loyalty increases with an increase
in the level of equity allocation assessment. There is a tendency for the
organizational loyalty is more pronounced in the images of the clan and
adhokraticheskoy organizational cultures and less manifest in images of the market
and bureaucratic organizational cultures, with increasing levels of assessment of
procedural fairness.
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