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HUMAN CAPITAL MANAGEMENT 
FROM PSYCHOANALYTIC PERSPECTIVE

Abstract. The article presents a psychoanalytic interpretation of organizational hierarchy in the aspect of human 
capital, considering the positive and negative consequences for all organization members. Its aim is to present the 
psychoanalytic understanding of the capital which is constituted by organization members. It is them who decides 
about the effects of the operations of an organization, both its successes and failures. This article attempts at 
describing the psychological mechanisms which determine the complex phenomenon called ‘human capital’ of an 
organization. The concept of ‘human capital’ has been confronted with one of the key attributes of an organization, 
that is the hierarchy of the organization’s structure. The article presents a psychoanalytic interpretation of 
organizational hierarchy in the aspect of human capital, considering the positive and negative consequences for all 
organization members.
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In troduction. The article below is o f theoretical nature. Its overarching goal is to present an 
application o f psychoanalytic theories to the sciences of organization and management. The specific 
objective is an attempt at psychoanalytic interpretation o f the phenomena and processes that comprise the 
so-called human capital o f an organization. The application o f concepts that are derived from 
psychoanalysis to organizations lets us not only better understand the mechanisms of functioning o f the 
individuals forming an organization, but, most o f all, provides knowledge indispensable for more efficient 
management o f organizations, both o f the profit and non-profit type. The psychoanalytic perspective 
provides a deeper interpretation o f the motives for acting o f the individuals, as it reaches beyond the 
people’s declarations [Barabasz 2008].

This article presents an attempt at identification o f the psychological mechanisms which influence the 
shape o f the complex social object described as an organization’s ‘human capital.’ Members o f an 
organization determine its successes or failures, challenges taken up and defeats suffered; they also 
determine its value; they define the climate and culture of the organization, the ways o f coping with 
serious crises and everyday difficulties; they shape the process o f everyday communication and the way of 
finding an understanding in emergencies. Creating the relational capital o f the organization, people 
attribute to it intangible and priceless value. It is not without grounds that the definitions o f the concept of 
‘human capital’ emphasize the importance o f trust and loyalty towards the organization. In this article, the 
concept o f human capital is confronted with one o f the key characteristics of organizations, that is the 
hierarchy o f organizational structure. The concept is discussed based on its psychoanalytic interpretation.

L iteratu re  review. Learning about an organization requires focusing on its main actors, that is 
organization members, the management. It seems, however, that what is one o f the most fascinating
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features o f an organization as a social entity is the fact that it escapes full cognition, remaining, in a way, 
an unfathomed entity. It is a challenge for both theoreticians and practitioners of management to try to 
grasp what an organization is by means o f more general categories that describe its features, nature, and at 
the same time the uniqueness o f that living social entity. One o f such categories, which has become the 
basis for formulation of guidelines for organizational management, is the concept o f human capital.

The theory o f human capital was developed in the 1970’s by G. Becker [1993], based on the 
fundamental assumption that people are the most precious resource o f an enterprise [organization]. Then, 
the main characteristics of human capital are competitiveness and exclusiveness. The human capital model 
implemented in the practice o f management is based on the belief that human is a being that is capable, 
willing to learn and striving for self-fulfillment by self-development. This approach leads, among other 
things, to paying attention to employee’s psychological competencies. Thus, what an important asset 
during recruitment are the personality characteristics o f a job candidate. There are usually teamwork skills, 
willingness to develop, loyalty, as well as other characteristics, specific for the needs of a given 
organization.

According to L. Edvinsson [2001, p. 34] the term human capital comprises “ ...all skills, knowledge 
and experience o f employees and managers of an enterprise...

Human capital must also incorporate the creativity and innovativeness o f the organization.”
Then, B. Mikula [2006, p. 96] defines human capital as all resources, “which are carried by people, 

such as knowledge [explicit and implicit, declarative and procedural], abilities, values, norms, attitudes, 
believes, emotional intelligence, etc. Human capital forms configurations of those resources, which are 
directed at the other resources o f the organization, they activate the organization to create value. Its value 
depends on mutual adjustment and the structure o f links between all resources.”

Next, A. Szalkowski [2006, p. 19] writes that, with reference to the individual, capital is composed of 
abilities, health, knowledge, motivations and vital energy, as well as time. Human capital is a specific 
resource embodied in people and may be either increased or d e c re a se d .”. The author draws attention to 
the long tradition o f the category o f human capital, indicating that the concept o f human capital derives 
from the works o f Adam Smith, and it was developed into the human capital theory in the works of 
G. Becker and T.W. Schultz.

In some further definitions, M. Przybyla [2007, p. 91] emphasizes that “human capital is the abilities 
and entrepreneurship of employees, their interpersonal skills, competencies, knowledge, experience, 
involvement, emotional intelligence, morale, mutual trust and motivation.”

There is no doubt that all the above definitions refer to psychological qualities, desired from 
organization members. Despite numerous, similarly phrased definitions, the term ‘human capital’ remains 
multi-dimensional and happens to be understood in various ways. The differences are not surprising when 
we consider the fact that the term ‘human capital’ comprises two complex, ambiguous concepts, and its 
intuitive understanding draws attention towards the psycho-sociological aspects o f organization’s 
functioning. At the same time, in the sciences o f organization and management, a different term, cognate 
and close to human capital, is used, that is the concept of social capital. That term from the border of 
economics and sociology means the capital [as an element o f the process o f production and life in an 
organized society], the value o f which is based on mutual social relations and trust of individuals, which 
can therefore achieve better bene fits [from the economic and social points o f view]. The term ‘social 
capital’ was introduced into sociological literature also in the 1970’s by P. Bourdieu and was popularized 
by J. Coleman [1988]. J. Coleman’s approach has been taken over by R. Putnam, according to whom 
social capital means the totality of norms, networks o f mutual trust, loyalty, interdependencies in a given 
social group [Putnam, Leonardi, Nanetti 1995, p. 258]. This article employs the concept o f ‘human 
capital’ as closer to psychology, while the term ‘social capital’ seems to be closer to the sociological 
approach, although both terms concern the same phenomena to a high degree.

M aterials and methods. Psychologists who represent not only the psychoanalytic or psychodynamic 
approaches, point out that the perception and ideas concerning the social reality, including organizations, 
are not neutral [Vansina-Cobbaert 2008, pp. 20-27]. They remain under the influence o f current emotions, 
as well as prior life experiences, which shape the personality o f every individual. Looking at the actions of 
an organization only from the perspective o f rational knowledge, neglecting the emotional aspects and 
others which escape direct cognition or are hidden under the surface o f observable behaviors, does not
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guarantee full comprehension, thus adequate interpretation o f what is happening in an organization [cf.: 
Stapley 2013, pp. 19-20]. Failing to understand the internal processes that occur under the surface of 
consciousness, it is difficult to comprehend the mechanisms that govern the functioning o f a group and 
organization. The psychoanalytic theory seems, therefore, to be the most adequate tool for learning about 
and examining the complex intra- organizational processes. It has been used in the sciences of 
organizations and society for at least 50 years, although, in the Polish context, it is mostly applied in the 
area of psychotherapeutic interactions targeted at individuals. The use o f psychoanalysis in the context of 
organizations is, however, slowly developing in Poland. Its application to organization exceeds 
examination of pathologies or dysfunctions. Psychoanalysis provides, most of all, the concepts that 
facilitate understanding of the functioning o f an organization, also about the category as general, and at the 
same time as complex as human capital o f an organization. It is possible because the psychoanalytic 
conceptual apparatus enables interpretation o f the motives o f actions carried out by members o f groups 
and organizations, both at the level of individual behaviors, and behaviors observed in the context of the 
organization viewed holistically.

The central concept in the psychoanalytic theory is the unconscious, despite many changes that it has 
undergone over the decades. O f course, Z. Freud did not ‘invent’ the unconscious, but found a place for it 
within two models, a topographic one and a structural one, which describe the functioning of the human 
psyche. Z. Freud [1999] treated the unconscious as an aspect of human psyche which can be examined, 
and he proposed a system of analytic interpretations and constructs for assessment and examination o f the 
unconscious. According to the originator o f psychoanalysis, unconsciousness is a state which is made up 
by the thoughts and desires which have been repressed, that is forced out o f consciousness. W hat has been 
repressed, therefore, is the prototype o f the unconscious [Laplanche, Pontalis 1996].

Unconscious thoughts and desires do not operate in the same way as the conscious processes. 
Introspection does not, however, yield access to them; they cannot be changed by way of logical 
arguments or material evidence, supplied in an intellectual discussion. Above all, unconscious thoughts 
and desires are not subject to free discussion, as the immense powers o f the psyche keep them in the state 
of repression. People expends plenty o f energy while defending against disturbing, inconvenient desires or 
thoughts, trying to confine them in the area o f the unconscious [cf.: Freud 1997; Gabriel 2004; Stapley 
2013].

Beside unconsciousness, what is another concept that is extremely important for understanding the 
relations in organizations is the phenomenon of transference. Psychoanalysis, initially focused on 
understanding o f the behavior o f individuals, has become, as time passed, it has also become occupied 
with the relations in groups and organizations. Z. Freud and S. Ferenczi, and later their successors, sought 
to explain processes which lead to the formation o f a group, as well as described the way of functioning of 
group members, whether and how participation in the life o f the group affects individual behaviors o f its 
members. S. Ferenczi [1952] argued that transference, as a phenomenon key for the psychoanalytic theory, 
develops in the everyday life o f individuals, who constantly redirect their repressed feelings onto others. 
He developed a theory which combines two important phenomena, that is transference and projection. He 
has indicated that identification through projection [externalization] and through introjection 
[internalization] are of fundamental importance for the functioning o f groups, especially when we want to 
deal with the superior-subordinate relations. Z. Freud [1975] thought that the forces that bind a group 
together stem from the emotional relationships between its members, and every individual builds a 
positive tie with his or her leader, and a similar tie is formed with the other group members. One o f the 
mechanisms included in the libidinal processes is the identification mechanism, that is the process which 
makes a person want to be the same as someone else, important for that person. Identification is 
considered by psychoanalysis to be the most important form of emotional tie with a different person. In 
the process o f identification, the person who wants to be like someone else, makes an introjection o f that 
person into his or her own Ego. Z. Freud [quoted in: de Board 2003, p. 15] claims that “the basic group is 
a collection of individuals who substituted their ideal ego with one and the same object and, as a 
consequence, they identify themselves with one another in their ego” . The process then is responsible for 
creation o f group ties between the leader and the other group members and between specific people 
making up that group, team or organization.
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Another phenomenon which we understand thanks to psychoanalysis, important for interpretation of 
the actions of organization members, are defense mechanisms understood as unconscious ways of coping 
with difficult and undesirable emotional states, mainly coping with anxiety. Explanation o f the functioning 
of groups, organizations, and institutions in terms o f anxiety and defense against it has been initiated in 
1950’s, when E. Jaques [1951] stated that the social system supports the individual in his or her 
psychological defenses against anxiety. The significance o f the social system of defenses is similarly 
described by I. Menzies-Lyth [1988], according to whom individual defense mechanisms are inscribed 
into the system of social defenses. The task o f the system is to avoid anxieties and internal conflicts by 
organization members, especially those that concern the basic tasks implemented in the organization. 
Individuals shape and support those elements of the social system, which support the most rigid and 
primordial individual defense mechanisms. I. Menzies-Lyth [1988] calls the forms o f defenses that 
develop in an organization “defense techniques.” Subordination to the defenses in conditions of joint work 
facilitates identification o f individuals with the team, group, and organization. At the same time, each 
organization member unconsciously supports those defense mechanisms, which he or she applies him or 
herself. As a result, there form harmonized defense mechanisms within the group and organizations. 
Defense mechanisms typical for specific individuals [group members] are reflexively supported and 
reinforced. The participation o f specific people in the construction o f the social structure of the 
organization gains, therefore, the nature o f mutual exchange. The concept of human capital, from the 
psychoanalytic viewpoint, refers to precisely those processes and mechanisms. They are described through 
references to a deeper, unconscious level of functioning o f groups and organizations.

Discussion. The issue o f human capital in the psychoanalytic perspective invites the reference to one 
of the attributes o f the organizational structure, which seems to be particularly vital for the issue at hand. It 
is the organizational hierarchy, an attribute typical for all populations, not only those composed o f people, 
but characterizing all communities. Psychoanalytic interpretation o f the meaning o f hierarchical relations 
for human capital o f an organization refers to the commonness o f hierarchical relations in the world of 
living creatures. For already the order o f birth determines manifestation of privileges and obligations, 
which, sometimes explicitly, and sometimes implicitly influence the structure o f personalities o f children 
in the family [Freud 1999; Gabriel 2004, p. 85].

Pursuant to the definition provided by S iownik J^zyka Polskiego [Dictionary o f the Polish 
Language] [1996] hierarchy means an established order according to a specific criterion, such as 
importance, or a group o f people holding power, especially in Churches. As regards management sciences, 
hierarchy is defined as one o f the dimensions o f the organizational structure, beside centralization and 
formalization [Weber 1990, pp. 344-350]. Hierarchy is understood as a configuration o f various levels in 
the organization structure, at the top o f which there is the chief officer or a group o f officers, responsible 
for the operations o f the organization. What is a vital element in the process o f establishing the 
hierarchical structure is establishment o f such links which will not only define who reports to whom in an 
organization? Such ties are an element o f a broader concept, that is the organizational ties. The ties are 
relations o f interdependence existing between elements o f a given structure, which serve the purpose of 
implementation o f the goals o f the whole system. The nature o f organizational ties consists in the 
superior’s power to assign tasks to subordinates [Stoner, Freeman, Gilbert 1997, pp. 309-311].

Pursuant to the definition, organizational hierarchy refers to authority and responsibility o f the people 
occupying higher positions in the organizational structure. Within it, the superiors are vested with some 
rights, usually the right to give orders, to reward and punish. At the same time, they are responsible for 
both their own actions and the actions o f their subordinates. On the other hand, subordinates are obliged to 
act in accordance with the instructions of their superiors, submit to the system of principles and 
regulations, developed and binding in the organization. It is key that, from the perspective o f the 
organizational hierarchy, the authority and responsibility are not assigned a priori to an individual, they 
are attributed to a specific place in the intra-organizational structure.

Y. Gabriel [2004, pp. 85-87] writing on the organizational hierarchy, emphasizes that it is based on 
authority; he refers to the way, in which individuals cope with the authority o f their superiors, how they 
experience themselves in contact with people with authority, how they solve conflicts with people with 
authority resulting from the place occupied in the hierarchy o f power. According to the psychoanalytic
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theory, the aforementioned aspects o f the relation subordinate-superior reach to the child-father relation 
[the internal conflict phase, manifested in the form described as the Oedipus complex], as well as they 
refer to the conflict with the instance called Superego [in the structural model o f the psyche]. For it is 
owing to the development o f the Superego that we are able to submit, be subordinated to people with 
authority, be employees capable of respecting superiors and all other people who embody a similar kind of 
authority to the one we used to bestow on the father.

In accordance with the psychoanalytic theory, a person perceived as a leader has the power to 
reinforce self-acceptance and building self-confidence among organization members [Freud 1975]. On the 
one hand, loyalty and submission o f a subordinate ensures protection and gives a sense of safety to the 
subordinates; it makes the relation bilateral and mutual. At the same time, however, the organization’s 
hierarchical nature means for the employees [organization members] the requirement o f obedience and 
submission to the people who are appointed ‘officers,’ playing the roles o f people with authority, often 
only due to the place occupied in the organizational structure. Besides, it is known, that those people are 
just as susceptible to trauma, the experience stress and suffer defeats, in addition, they are subordinated to 
their superiors too. Y. Gabriel [2004, p. 86], writing about the relations based on hierarchical dependence 
emphasized that the power o f the superior to protect subordinates corresponds to his or her ability to 
maintain his or her position in the organizational structure. Some leaders shape the loyalty o f their reports 
by strengthening their formal authority by their personal authority. Unfortunately, it does not pertain to all 
people occupying managerial positions in companies. It can happen that the superior has neither personal 
competences, nor even professional ones; this makes it more impossible or at least difficult for them to 
reinforce loyalty and involve subordinates [Levinson 1991; Barabasz 2012].

In the process o f exercising power, individuals who do that as a result of the position occupied in the 
hierarchical structure o f the organization may experience various kinds o f limitations. Usually, they are 
consequences o f the fact that they are responsible for situations, over which they have no control; they 
experience their limitations also when the reality confronts them with unforeseeable situations. What is 
another source of discomfort, or even a strong stress causing factor, is the feeling o f being assessed by the 
superior, who does not have enough or any knowledge whatsoever about the work performed by the 
subordinate? The unfavorable mental distance between the superior and the subordinate develops 
whenever the superiors do not provide the subordinates with support and protection in the scope and o f the 
sort that the subordinates need. The distance is extremely easy to transform into lack o f trust and fear of 
the superiors. As a result, this may lead to intensification o f the process o f attacking authority by the 
subordinates.

Rivalry between organization members who compete for promotion, especially if  the promotion 
principles and criteria are unclear and ambiguous, is another aspect of hierarchy, important in the context 
of human capital. According to Y. Gabriel [2004, p. 87], promotion is a tool o f building the feeling o f self­
esteem, especially desired and appreciated by members of an organization with narcissistic personality 
structure. As regards the attitude of cynical distance, demonstrative the feeling o f superiority and 
idealizing the organizational past are typical forms o f coping with wounded vanity applied by people with 
narcissistic personality structure. These attitudes occur both among subordinates and superiors. Such 
people suffer when they do not occupy positions that they find satisfactory, and those should usually be 
positions appropriately high in the organizational hierarchy. These are some o f the reasons why promotion 
prospects are a strong and effective motivating factor. In an attempt to fully utilize the motivating power 
of organizational hierarchy, organizations keep looking for new possibilities o f luring employees with 
status markers. Thanks to those status markers and symbols, they build their employees’ conviction that 
they participate in a process o f constant development and ongoing change. This leads to strengthening and 
solidifying o f the incessant race for higher salaries, titles, positions, perks, status symbols, which in turn 
again incite in the organization members the feelings of jealousy or envy, as well as upset those who failed 
to fulfil their professional aspirations, obtain specific markers testifying to the occupied attractive position 
in the organizational hierarchy.
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Figure 1 - human capital management System

Hierarchy does not only cause negative psychological consequences for organization members. It also 
offers some benefits, which are psychologically significant for many members o f organizations. Firstly, 
appropriately high place in the hierarchy gives, in the long-term perspective, a feeling o f development, 
growth and progress. That feeling, even if  it turns out to be illusory, strengthens the organizational ties and 
have the power o f motivating organization members for trying and taking up challenges, at least for some 
time. The conviction o f participation in actions aimed at progress, especially with fair, mature form of 
competition, may be a strong motivational factor, especially for young employees; it may encourage them 
to put in a great deal of effort in order to achieve ambitious professional goals. Such employees, especially 
those with high aspirations, are likely to show a lot of involvement, even total dedication to the 
organization and implementation o f their own personal desires. Secondly, the hierarchical configuration of 
an organization facilitates quick satisfaction o f the employees’ need for power; even if  they do not have 
the right competences, they have a clearly laid path and specific conditions that they should meet if  they 
want to find legitimation o f their need to dominate. It eliminates the need of verification o f actual 
competencies, costly for the whole organization, as specific organization members get involved on their 
own imitative in the intense struggle for maintaining once occupied position. Therefore, despite the 
inconveniences described above, the hierarchical nature o f an organization means legitimation o f the 
existing power structure. It also means support and encouragement to exercise power granted by the 
position in the organizational structure. At the same time, it happens that it creates opportunities for the 
most talented individuals o f really quick progression, without the need to wait for leaving o f someone 
higher up in the hierarchy and without the necessity o f elimination o f competitors, who strive for the same 
position, in a way that would be aggressive and destructive for the whole organization. Thirdly, the 
hierarchical nature of an organization may protect the organization members against pressures coming 
from other sources than those that result directly from the reporting structure. It reduces the possibility of 
the occurrence o f conflicts o f loyalty, which usually concern employees subordinated to several superiors, 
as it happens in the matrix organization. Finally, the last important, psychologically positive consequences 
o f the hierarchy is the reduction of anxiety in organization members [Gabriel 2004, p. 89]. The effect is 
achieved thanks to the existence o f clear reporting and subordination principles, as well as the use of 
career paths in accordance with the adopted principles.

Conclusions. Direct influence o f superiors on the actions o f organization members subordinated to 
them is the essence o f organizational hierarchy. Each superior [manager, head, leader] has formal 
entitlements, which result from his or her position in the organizational structure. The entitlements are of 
no great significance if  they are not used properly or fully. Their effective use requires their acceptance by
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subordinates at every step o f the organizational ladder. Meeting this condition results in the fact that the 
relations between members o f hierarchically ordered organization become really [rather than just 
declaratively] bilateral and mutual, based on loyalty, involvement and responsibility, adequate for the 
position occupied by each organization member. Only then will the concept of ‘human capital o f an 
organization’ gain appropriate meaning and fill with the substance consistent with its definition. It stops 
being an abstract determination, very difficult to define in a satisfactory way, and even more difficult to 
operationalize in the everyday functioning o f an organization.

The interpretation o f human capital in the context o f organizational hierarchy presented in the article 
is based on the findings o f psychoanalytic theories. The approach assumes that, trying to understand an 
organization, one should reach beyond the rational level and to contents repressed, that is unconscious 
motives, feelings, desires, fantasies and imaginations. The contents, included in the mind o f every 
organization member, form his or her internal world, which determines the behavior in the external world. 
Knowledge o f the dynamics o f group processes, not only at the level o f interpretation o f behavioral acts, 
but also deep underlying mechanisms, seems useful not only for a narrow circles o f group analysts and 
experts, but also practicing managers. It enables drawing conclusions on the behaviors o f specific 
organization members, both at the level o f behavior of individuals, groups, and the whole organization. It 
sheds new light on the relations between members of an organization, at the same level of its structure, 
but, most of all, it permits a much better look at the relations based on dependence. For those relations are 
the essence o f the hierarchical order o f each organization. Therefore, if there are hierarchical 
organizations, the knowledge and conceptual framework enabling description o f complex relations 
between superiors and subordinates are needed. Some of those issues have been identified in this paper.
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ПСИХОАНАЛИТИКАЛЫЦ АДАМИ КАПИТАЛДЫ БАСЦАРУ

Аннотация. Макалада уйым мYшелерiне оц жэне терю салдарын ескере отырып, адами капитал 
аспектюшдеп уйымдык иерархияныц психоаналитикалык тYсiндiрмесi бершген. Оныц максаты -  уйым 
мYшелерi калыптастырган капитал туралы психоаналитикалык тYсiнiк беру. Накты максат -  уйымныц адам 
капиталы деп аталатын кубылыстар мен Yдерiстердi психоаналитикалык тургыда тYсiндiруге тырысу. 
Психоанализге негiзделген тужырымдамаларды уйымга колдану бiзге уйым куратын жеке тулгалардыц 
жумыс iстеу тетiктерiн жете угынумен катар, уйымды оцтайлы жэне коммерциялык емес баскаруды тиiмдi 
баскаруга кажеттi бшм бередi. Психоаналитикалык перспектива жеке тулга эрекетiнiц себептерiн терецiрек 
тYсiндiрудi камтамасыз етедi, ейткенi ол адам пшршщ шецберiнен шыкпайды [Barabasz 2008].

Макалада уйымныц «адам капиталы» репнде сипатталган кYPделi элеуметтiк нысан формасына эсер 
ететш психологиялык механизмдердi аныктау жолдары усынылган. ¥йым мYшелерi оныц жетюттн немесе 
сэтсiздiк, киындык жэне жещлген тустарын, сонымен бiрге оныц мацызын да аныктайды; олар уйымныц 
ахуалы мен мэдениетiн, кYPделi дагдарыстар мен кундеткп киындыктарды жецудiц жолдарын айкындайды; 
олар кYнделiктi карым-катынас Yдерiсiн жэне тетенше жагдай кезiнде тYсiну жолдарын калыптастырады. 
¥йымныц реляциялык капиталын калыптастыра отырып, адамдар оны материалдык емес, бага жетпес 
кундылык деп атайды. «Адам капиталы» тYсiнiгiнiц аныктамалары уйымга деген сешмдшк пен адалдыктыц 
мацыздылыгын керсетедi.

Макалада «адам капиталы» угымы классикалык тургыда карастырылады жэне аталган терминнiц тYрлi 
аныктамалары салыстырылады. Аныктамалардыц уйым мYшелерiнiц психологиялык сапасына катынасы 
керсетiледi.

Макалада «адам капиталы» угымы психология негiзiнде, ал «элеуметтiк капитал» угымы элеумет- 
танулык кезкарас аясында сарапталады, дегенмен екi термин бiр-бiрiне тыгыз байланысты болып келедi.

Фрейд сипаттаган бейсаналык жэне байыпталмаган жагдайды уйым мYшелерiнiц психоанализi негiзiнде 
карастырамыз. ¥йымныц эр мYшесi езi колданатын корганыс механизмдерiннен хабары болмай жатады. 
Нэтижесiнде топта жэне уйымда келгалген корганыс тетiктерiнiц нысаны пайда болады. Эдетте, жекелеген 
адамга (топ мYшелерiне) арналган корганыс механизмдерi рефлексивтi колдау негiзiнде кYшейтiледi.
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Адамдардыц курылымга катысуы -  езара алмасудыц сипатын бiлдiредi. Психоаналитикалык тургыдан «адам 
капиталы» угымы дэл осы Yдерiстер мен механизмдерге катысты болып келедi. Олар топ пен уйым 
жумысыныц жан-жакты жэне бейсаналык децгейi аркылы сипатталады.

Макалада адами капиталдыц уйымдык иерархия аспектiсi талданады. ¥йымдык иерархия уйым 
курылымын бiлдiредi. Онда бастыктарга бiркатар кукык бершген. Сонымен бiрге, олар ездерiнiц эрекетт^ 
Yшiн де, коластындагы адамдар Yшiн де жауап бередi. Екiншi жагынан, коластындагы адамдар оларды 
уйымдастыру ережелерше сэйкес эрекет етуi тиiс. Ец бастысы, уйымдык иерархия тургысынан алганда, 
екiлеттiк пен жауапкершiлiк уйымiшiлiк курылымда белгiлi бiр орынга белiнбейдi.

Макалада билжтщ уйым иерархиясына тiкелей эсерi карастырылады. 0рбiр жетекшi (менеджер, 
жетекш^ оныц уйым курылымындагы лауазымы бойынша пайда болатын ресми кукыкка ие. Дурыс немесе 
толык пайдаланылмаган кукык мацызды емес. Олардыц тиiмдiлiгi уйымдастырушылык сатыныц эр 
кезецiнде коластындагы адамдардан кабылдауды талап етедi. Бул шарттыц орындалуы уйым мYшелерi 
арасындагы жэне еш жак карым-катынасыныц мацызын арттыра тYседi. «Адам капиталы» угымы туралы 
корытынды тужырым -  аталган угымныц накты аныктамасын калыптастырады, ал оны толыктай аныктау 
мен оган CYЙенiп корытынды жасау ете киынга согады. Адами капитал угымы психоаналитикалык теория 
нэтижесше негiзделген уйымдык иерархия тургысында тYсiндiрiледi. Бул тэсiл утымды децгейден асатын 
уйымды тYсiнуге тырысу, ягни бейсаналык мотивация, сезiм, тiлек пен киялдау деп болжанады. Мазмуны 
сырткы элемдi курайтын уйымныц эрбiр мYшесiнiц санасына енедi. Топтык YДерiс динамикасын, сонымен 
катар тэжiрибе жетекшiсiн, терец механизмдердi бiлу -  жеке адам, топ жэне уйымныц мiнез-кулкы туралы 
корытынды жасауга мYмкiндiк тудырады. Бул уйым мYшелерiнiц арасындагы карым-катынасты бузганымен, 
карым-катынас Yшiн эр уйымныц иерархиялык тэртiбiнiц мэнi бiлдiредi. Ягни, иерархиялык уйымдарга бiлiм 
мен тужырымдамалык непз кажет. Макалада оныц кейбiр мэселелерi аныкталган. Сондай-ак «адам 
капиталы» угымы уйымныц басты белгiлерiнiц бiрi -  уйымдык курылымыныц иерархиясы аясында 
ашылады. Тужырымдама психоаналитикалык тYсiндiрмесi негiзiнде талкыланады.

ТYЙiн свздер: адам капиталы, психоанализ, иерархия, жобаны баскару.
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ПСИХОАНАЛИТИЧЕСКОЕ УПРАВЛЕНИЕ ЧЕЛОВЕЧЕСКИМ КАПИТАЛОМ

Аннотация. В статье представлена психоаналитическая интерпретация организационной иерархии в 
аспекте человеческого капитала с учетом положительных и отрицательных последствий для всех членов 
организации. Его цель -  представить психоаналитическое понимание капитала, составленного членами 
организации. Конкретной целью является попытка психоаналитической интерпретации явлений и процессов, 
составляющих так называемый человеческий капитал организации. Применение концепций, основанных на 
психоанализе к организациям, позволяет нам не только лучше понять механизмы функционирования 
отдельных лиц, образующих организацию, но, прежде всего, дает знания, необходимые для более 
эффективного управления организациями, как прибыльными, так и некоммерческими. Психоаналитическая 
перспектива обеспечивает более глубокое толкование мотивов действий отдельных лиц, поскольку оно 
выходит за рамки заявлений людей [Barabasz 2008].

В статье представлена попытка выявить психологические механизмы, которые влияют на форму 
сложного социального объекта, описываемого как «человеческий капитал» организации. Члены организации 
определяют ее успехи или неудачи, принятые вызовы и потерпевшие поражения; они также определяют его 
ценность; климат и культуру организации, способы преодоления серьезных кризисов и повседневных 
трудностей; они формируют процесс повседневного общения и способ найти понимание в чрезвычайных 
ситуациях. Создавая реляционный капитал организации, люди приписывают ему нематериальную и 
бесценную ценность. Недаром в определениях понятия «человеческий капитал» подчеркивается важность 
доверия и лояльности по отношению к организации.

В статье рассматривается понятие «человеческий капитал» с точки зрения классиков и сравниваются 
различные определения терминологии. И делается корреляция определений с психологическими качествами 
членов организации.

В статье используется понятие «человеческий капитал» как более близкое к психологии, в то время как 
термин «социальный капитал», по-видимому, ближе всего к социологическому подходу, хотя оба термина в 
высокой степени связаны с одними и теми же явлениями.
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Рассматривается бессознательное и неосознанное состояние, описанное Фрейдом, с психоанализом 
членов организации. Каждый член организации неосознанно поддерживает те защитные механизмы, которые 
он или она применяет самостоятельно. В результате в группе и организациях возникает форма 
согласованных защитных механизмов. Механизмы защиты, как правило, для конкретных лиц (членов 
группы) рефлексивно поддерживаются и усиливаются. Участие людей в строительстве, следовательно, 
характер взаимного обмена. Понятие человеческого капитала с психоаналитической точки зрения относится 
именно к этим процессам и механизмам. Они описываются через более глубокий, неосознанный уровень 
функционирования групп и организаций.

В статье анализируется человеческий капитал в аспекте организационной иерархии. В соответствии с 
определением, организационная иерархия относится к организационной структуре. В нем начальство 
наделено некоторыми правами. В то же время они несут ответственность как за свои действия, так и за своих 
подчиненных. С другой стороны, подчиненные обязаны действовать в соответствии с правилами своей 
организации. Ключевым является то, что с точки зрения организационной иерархии полномочия и 
ответственность не закреплены за определенным местом во внутриорганизационной структуре.

В статье рассмотрено прямое влияние начальства на иерархию организацию. Каждый руководитель 
(менеджер, руководитель) имеет формальные права, которые вытекают из его или ее положения в 
организационной структуре. Права не имеют большого значения, если они не используются правильно или 
полностью. Их эффективность требует их принятия подчиненными на каждом этапе организационной 
лестницы. Выполнение этого условия приводит к тому, что отношения между членами организации и 
отношения между двумя сторонами очень важны. Делается заключение о понятии «человеческий капитал» в 
его определении, что перестает быть абстрактным определением, его очень трудно определить 
удовлетворительным образом и еще сложнее оперировать. Интерпретируется понятие человеческого 
капитала в контексте организационной иерархии, основанной на результатах психоаналитических теорий. 
Подход предполагает, что, пытаясь понять организацию, которая должна быть за пределами рационального 
уровня и подавлять, то есть бессознательные мотивации, чувства, желания, фантазии и фантазии. 
Содержание включается в сознание каждого члена организации, который формирует внешний мир. Знание 
динамики групповых процессов, но и практикующих менеджеров, но и глубоких механизмов. Это позволяет 
делать выводы о поведении отдельных лиц, групп и всей организации. Это проливает на отношения между 
членами организации, но это не так. Для этих отношений суть иерархического порядка каждой организации. 
Таким образом, если существуют иерархические организации, необходимы знания и концептуальная основа. 
Некоторые из этих проблем были определены в этой статье.

В этой статье раскрывается, как концепция человеческого капитала сталкивается с одной из ключевых 
характеристик организаций -  иерархией организационной структуры. Концепция обсуждается на основе ее 
психоаналитической интерпретации. Концепция «человеческого капитала» столкнулась с одним из 
ключевых атрибутов организации, а именно с иерархией структуры организации. Представлена 
психоаналитическая интерпретация организационной иерархии в аспекте человеческого капитала с учетом 
положительных и отрицательных последствий для всех членов организации.

Ключевые слова: человеческий капитал, психоанализ, иерархия, управление проектами.
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