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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.

Keywords: human capital, psychoanalysis, hierarchy, project management.

Introduction. The article below is of theoretical nature. Its overarching goal is to present an
application of psychoanalytic theories to the sciences of organization and management. The specific
objective is an attempt at psychoanalytic interpretation of the phenomena and processes that comprise the
so-called human capital of an organization. The application of concepts that are derived from
psychoanalysis to organizations lets us not only better understand the mechanisms of functioning of the
individuals forming an organization, but, most of all, provides knowledge indispensable for more efficient
management of organizations, both of the profit and non-profit type. The psychoanalytic perspective
provides a deeper interpretation of the motives for acting of the individuals, as it reaches beyond the
people’s declarations [Barabasz 2008].

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

Literature review. Learning about an organization requires focusing on its main actors, that is
organization members, the management. It seems, however, that what is one of the most fascinating
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features of 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 of more general categories that describe its features, nature, and at
the same time the uniqueness of that living social entity. One of such categories, which has become the
basis for formulation of guidelines for organizational management, is the concept of human capital.

The theory of human capital was developed in the 1970’s by G. Becker [1993], based on the
fundamental assumption that people are the most precious resource of an enterprise [organization]. Then,
the main characteristics of human capital are competitiveness and exclusiveness. The human capital model
implemented in the practice of 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 ofajob 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 of employees and managers of an enterprise...

Human capital must also incorporate the creativity and innovativeness ofthe 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 of the organization, they activate the organization to create value. Its value
depends on mutual adjustment and the structure of 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 decreased.”. The author draws attention to
the long tradition of the category of human capital, indicating that the concept of human capital derives
from the works of 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 of organization’s
functioning. At the same time, in the sciences of 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 of the process of production and life in an
organized society], the value of which is based on mutual social relations and trust of individuals, which
can therefore achieve better bene fits [from the economic and social points of 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 of mutual trust, loyalty, interdependencies in a given
social group [Putnam, Leonardi, Nanetti 1995, p. 258]. This article employs the concept of ‘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 phenomenato a high degree.

Materials 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 of current emotions,
as well as prior life experiences, which shape the personality of every individual. Looking at the actions of
an organization only from the perspective of rational knowledge, neglecting the emotional aspects and
others which escape direct cognition or are hidden under the surface of observable behaviors, does not
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guarantee full comprehension, thus adequate interpretation of 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 of 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 of 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 ofthe functioning of an organization, also about the category as general, and at the
same time as complex as human capital of an organization. It is possible because the psychoanalytic
conceptual apparatus enables interpretation of the motives of actions carried out by members of 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. Of 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 of the
unconscious. According to the originator of psychoanalysis, unconsciousness is a state which is made up
by the thoughts and desires which have been repressed, that is forced out of consciousness. What has been
repressed, therefore, is the prototype ofthe 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 of the psyche keep them in the state
of repression. People expends plenty of energy while defending against disturbing, inconvenient desires or
thoughts, trying to confine them in the area of 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 of the behavior of 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 of a group, as well as described the way of functioning of
group members, whether and how participation in the life of the group affects individual behaviors of its
members. S. Ferenczi [1952] argued that transference, as a phenomenon key for the psychoanalytic theory,
develops in the everyday life of 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 of 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 of 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. ldentification is
considered by psychoanalysis to be the most important form of emotional tie with a different person. In
the process of identification, the person who wants to be like someone else, makes an introjection of 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 of 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 ofthe functioning
of groups, organizations, and institutions in terms of 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 of 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 of 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 of defenses that
develop in an organization “defense techniques.” Subordination to the defenses in conditions ofjoint work
facilitates identification of 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 of specific people in the construction of the social structure of the
organization gains, therefore, the nature of 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 of groups and organizations.

Discussion. The issue of human capital in the psychoanalytic perspective invites the reference to one
ofthe attributes of 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 of people,
but characterizing all communities. Psychoanalytic interpretation of the meaning of hierarchical relations
for human capital of an organization refers to the commonness of hierarchical relations in the world of
living creatures. For already the order of birth determines manifestation of privileges and obligations,
which, sometimes explicitly, and sometimes implicitly influence the structure of personalities of children
in the family [Freud 1999; Gabriel 2004, p. 85].

Pursuant to the definition provided by S iownik J*zyka Polskiego [Dictionary of the Polish
Language] [1996] hierarchy means an established order according to a specific criterion, such as
importance, or a group of people holding power, especially in Churches. As regards management sciences,
hierarchy is defined as one of the dimensions of the organizational structure, beside centralization and
formalization [Weber 1990, pp. 344-350]. Hierarchy is understood as a configuration of various levels in
the organization structure, at the top of which there is the chief officer or a group of officers, responsible
for the operations of the organization. What is a vital element in the process of establishing the
hierarchical structure is establishment of such links which will not only define who reports to whom in an
organization? Such ties are an element of a broader concept, that is the organizational ties. The ties are
relations of interdependence existing between elements of a given structure, which serve the purpose of
implementation of the goals of the whole system. The nature of 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 ofthe 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 oftheir 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 of 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 of 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 of power. According to the psychoanalytic
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theory, the aforementioned aspects of 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 of the psyche]. For it is
owing to the development of 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 of 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 of obedience and
submission to the people who are appointed ‘officers,” playing the roles of 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 of 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 of 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 of exercising power, individuals who do that as a result of the position occupied in the
hierarchical structure of the organization may experience various kinds of limitations. Usually, they are
consequences of 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 of 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 of the
sort that the subordinates need. The distance is extremely easy to transform into lack of trust and fear of
the superiors. As a result, this may lead to intensification of the process of 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 of building the feeling of 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 of superiority and
idealizing the organizational past are typical forms of 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 ofthe 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 of luring employees with
status markers. Thanks to those status markers and symbols, they build their employees’ conviction that
they participate in a process of constant development and ongoing change. This leads to strengthening and
solidifying of the incessant race for higher salaries, titles, positions, perks, status symbols, which in turn
again incite in the organization members the feelings ofjealousy 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 of organizations. Firstly,
appropriately high place in the hierarchy gives, in the long-term perspective, a feeling of development,
growth and progress. That feeling, even if it turns out to be illusory, strengthens the organizational ties and
have the power of motivating organization members for trying and taking up challenges, at least for some
time. The conviction of 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 of their own personal desires. Secondly, the hierarchical configuration of
an organization facilitates quick satisfaction of 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 of their need to dominate. It eliminates the need of verification of 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 of an organization means legitimation of 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 of really quick progression, without the need to wait for leaving of someone
higher up in the hierarchy and without the necessity of elimination of 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 of conflicts of loyalty, which usually concern employees subordinated to several superiors,
as it happens in the matrix organization. Finally, the last important, psychologically positive consequences
of the hierarchy is the reduction of anxiety in organization members [Gabriel 2004, p. 89]. The effect is
achieved thanks to the existence of clear reporting and subordination principles, as well as the use of
career paths in accordance with the adopted principles.

Conclusions. Direct influence of superiors on the actions of organization members subordinated to
them is the essence of 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 of the organizational ladder. Meeting this condition results in the fact that the
relations between members of 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 of 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 of an organization.

The interpretation of human capital in the context of organizational hierarchy presented in the article
is based on the findings of 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 of every
organization member, form his or her internal world, which determines the behavior in the external world.
Knowledge of the dynamics of group processes, not only at the level of interpretation of behavioral acts,
but also deep underlying mechanisms, seems useful not only for a narrow circles of group analysts and
experts, but also practicing managers. It enables drawing conclusions on the behaviors of specific
organization members, both at the level of 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 of the hierarchical order of each organization. Therefore, if there are hierarchical
organizations, the knowledge and conceptual framework enabling description of complex relations
between superiors and subordinates are needed. Some of those issues have been identified in this paper.

>xeii HataH], C. LlanneBa2 b. baiicanoBa 3

1 CeHT-[kOHC YHMBepcuTeT” Hbto-Mopk, AKLL;
XKP BFM FK 3KoHOMMKa MHCTUTYTLI, AnMaTbl, KasakcTaH;
3an-Papabu atbiHgarbl Kasak ynTTelK yHUBepcuTeT Anmartsl, KasaxcraH

MCNXOAHANMUTUKANBIL ADAMN KATIMTANObl BACLAPY

AHHOTauua. Makanaga yiibiM MYLUeNepiHe OL >X3He Teplo cangapblH eckepe OTbIpbIn, afamy Kanutan
acnekTioLWaen YibIMAbIK WepapXMsHbIL NCUXOaHaIMTUKaNbIK TYCiHAipMeci GepureH. OHbIL Makcatbl - YibIM
mMYLenepi Ka/biNTaCTbipraH Kanutan Typasbl NCUXO0aHAMMTUKaIbIK TYCIHIK 6epy. HakTbl Makcar - yibIMHbIL, afam
KanuTanbl Aen aTtanaTblH KyOblbiCTap MeH Y[epicTepai MCUXOaHaIUTUKa/IbIK Typrbiga TYCIHAIpYre Thbipbicy.
McuxoaHanmuare HerisgenreH TyXXbipbiMAamanapabl yibiMra KongaHy 6isre yiibIM KypaTbiH )Keke Tynranapgbiy,
XYMBbIC iCTey TETIKTEPIiH XeTe YrbiHyMeH KaTap, YibIMAbl OLTaii/bl X3He KOMMEPLUUANbIK emec 6ackapyabl TUiMAi
Hackapyra KakeTTi 6wm Gepegi. McrxoaHaNMTUKabIK MEPCNEKTMBA XEKE Ty/ra 3peKeTiHIL cebenTepiH Tepewipek
TYCiHIpyAi KaMTamacbI3 eTeqi, eMTKeHI 011 afaM NwpLLy WwelbepiHeH Weiknangsl [Barabasz 2008].

Makanaga yibIMHbBIL, «afaM KanuTa/bl» penHge cunattanraH KYPoeni aneymeTTiK HbicaH (opmacbkiHa 3cep
eTETL MCMXOMOTUA/BIK MEXaHWU3MAEPAI aHbIKTay XO/Aapbl YCbIHbIUITaH. ¥biM MYLUENEpPi OHbIL XXETIOTTH HeMece
CITCI34iK, KMbIHAbIK X3HE XXELIreH TyCcTapblH, COHbIMEH Bipre OHbIL, MalbI3blH [a aHbIKTalfbl; 01ap YibIMHbIL,
axyasibl MeH M3JeHVeTIH, KYPaeni gargapbictap MeH KYHAETKN KUbIHAbIKTapAbl XeUyail, XXoNn4apbiH aiKbIHAaAab!;
onap KYHAeNiKTi KapbIM-KaTblHaCc YAEpiCiH X3He TeTeHLUe kardain KesiHAe TYCiHy XK0ngapblH KanbinTacTbipagpbl.
¥MbIMHbIL, PeNAUMAbIK KanuTa/blH KaibiNTacTbipa OTbIPbIM, afamap OHbl MaTepuaniblk emec, 6ara >xetnec
KyHAbIIbIK fen aTaiifbl. «Afam Kanutanbl» TYCIHIrHIL aHblKTamManapbl yibIMra fereH ceLMALK NeH afaniblKTbil,
MaLbI3AbIIbITbIH KepceTesi.

Makanaga «agam KanuTasibl» YrbiMbl KNaCCUKa/IbIK Typrblga KapacTbipbliagbl XX3He aTairaH TepMUHHIL, TYpAi
aHblKTamanapbl CanbICTbipbinagbl. AHblKTamManapably, YiibiM MYLLENepiHil, NCUXONOrMANbIK canacbliHa KaTblHACHI
KepceTinesi.

Makanaga «afjaMm Kanutanbl» YrbiMbl MCUXOMIOMMA HETi3iHAE, an «3MeyMETTIK KanuTasl» YrbiMbl 37eyMeT-
TaHy/IbIK Ke3Kapac asicblHfa capanTanafbl, JEreHMeH eKi TepMUH 6ip-6ipiHe Tbirbi3 6aiinaHbICTbI 60/bIN Kenegj.

®peig cunatTaraH GelicaHanbIK X3He GalibinTasimaraH Xargaiabl YibiM MY LWenepiHiL, ncuxoaHanusi HerisiHge
KapacTblpambl3. ¥MbIMHbIL, 3p MYLLUECI e3i KOMAaHaTbiH KOpraHbIC MeXaHu3MAepiHHeH xabapbl 60n1Maii xaTagpl.
HaTmxkeciHge TONTa X3He yiibIMAa KeNrasireH KOopraHbiC TETIKTEPIHIL, HbiCaHbl Naliga 60naabl. S4eTTe, dKeKenereH
afamra (Ton MYLUenepiHe) apHanraH KOpraHbiC MexaHu3MAepi pednekcvBTi kongay HerisiHge KYLUeTineai.
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Afamaappiy, KypbiibIMra KaTbICybl - €3apa anMacyAbll, cunatbiH 6ingipesi. MerxoaHaMTUKabIK TYprbiaaH «afav
KanuTanbl» YrbiMbl 371 OCbl Y/epicTep MeH MexaHu3mgepre KatbiCTbl 60nbin Kenedi. Onap TOM MeH YilbiM
XXYMBbICbIHBbIL, XXaH-XaKTbl )3He belicaHanblK AeLreii apKbiibl cunattanagbl.

Makanaga agamMu KanuTangbll YAbIMABIK MepapXus acnekTici TangaHafdbl. ¥WbIMAbIK MepapxXus yiibim
KypblnbIMbIH 6ingipesi. OHfa 6acTbikTapra 6ipkartap Kykbik 6epireH. CoHbIMeH Gipre, onap e3fepiHiy, apekeTT”
YwiH ge, KonacTbiHAarbl agamgap YLWiH ge »xayan 6epegi. EKiHWI >karbliHaH, KonacTbiHAarbl agamgap onapgpl
yibIMAACTbIPY epexenepLue Calikec 3pekeT eTyi Tuic. EL 6acTbiCbl, YibIMABIK Mepapxms TyprbiCblHaH airaHaa,
eKINeTTIK MeH XayankepLuinik yibIMilWinik Kypbibimaa 6enrini 6ip opbiHra 6eniH6eiai.

Makanaga 6WmDKTL, yilbIM MepapxusacbiHa TiKenen acepi KapacTbipbliagel. Op6ip >keTekwi (MeHempkep,
XeTeKW” OHbIL, Y/bIM Kypbl/bIMbIHAATbI Nayas3biMbl 60libIHLLIA Naiiga 60naTbiH PECMU KYKbIKKa ve. [ypbic Hemece
TONMbIK NaiifjanaHbiiMaraH KykblK Maupi3fbl emec. OnapAbll, TWIMAINITT  ylibiIMAACTbIPYLUbIbIK CaTbIHbIL 3p
KeseliHAe KonacTblHAarbl ajamfapfaH kabblngayfbl Tanan eTefi. byn wWwapTTbiy OpblHAANYbI YilbiM MYLLUenepi
apacbIHAarbl XX3He el XaK KapblM-KaTbIHACbIHbIL, MalbI3blH apTTbipa TYCemi. «AfaM KanuTasbl» YrbiMbl Typasbl
KOPbITbIHALI TYXXbIPbIM - aTa/iraH YrbIMHbIL, HaKTbl aHbIKTaMaCblH Ka/lbiNTacTblpafbl, &1 OHbl TO/bIKTal aHbIKTay
MeH oraH CYVeHin KOpbITbIHAbI Xacay eTe KublHra corafbl. Afami KanuTan yrbiMbl NCUX0aHaMTUKaNbIK Teopys
HITVDKECLUE HETI3fenreH yinbIMAbIK Mepapxus TyproicbiHAa TYCiHgipineai. byn Tacin yTeimabl geureiigeH acaTbiH
yiibiMabl TYCiHyre ThipbICy, ArHW GelicaHanblk MOTMBaLWS, Ce3iM, Tifek neH Kuangay fen 6omkaHagbl. MasmyHbl
CbIPTKbI 3M1EMAI KYPaiTbiH yibIMHbIL, 3pbip MYLLECIHIL, caHacbiHa eHeadi. TonTbik Y/epic AMHAMUKACBIH, COHbIMEH
KaTap TaXipnbe >XeTeKLiCiH, Tepew, MexaHn3maepai 6iny - Keke agam, TOM X3He YWbIMHbIL, MiHe3-Ky Kbl Typabl
KOpbITbIHAbI Xacayra MYMKIHAIK Tyablpaabl. Byn yiibiM MY LwenepiHiL, apacbiHAarb! KapbiM-KaTbIHACTbI Oy3raHbIMeH,
KapbIM-KaTbIHaC YLLUiH 3p YbIMHbIL, MepapXuaibiK TapTibiHIL M3HI Gingipegi. ArHu, nepapxusnbik yibimgapra 6inim
MeH TYXbIpbiMAamanblK Hen3 KakeT. Makanaga OHbIL, Kelibip Macenenepi aHblkTanraH. CoHAai-ak «afam
KanuTa/bl» YrbiMbl YWbIMHbIL, 6acTbl GenrinepiHiy, 6ipi - yWbIMAbIK KypbUIbIMbIHbIL, NepapXuscbl ascbiHAA
awbinagpl. Ty>XbipbiMAama NCUX0aHAMTUKANIK TY CiHAIPMECE Heri3iHae TankbliaHab!.

TYViiH cB3M€p: afam KanuTanbl, NCUX0aHanus, Mepapxius, XobaHb! 6ackapy.

xeli HataHl, C. KanueBa2 b. baiicanosa3

1YHusepcuTeT CeHT-pkoHe, Hbto-Mopk, CLUA;
MNHcTUTYyT 3KoHOMUKM KH MOH PK, Anmartbl, KasaxcTaH;
Kazaxckuit HauMoHabHBbIN YHUBEpCUTET M. Anb-dapabun, Anvartsl, KasaxctaH

MCUXOAHANNTUYECKOE YTMNPABNEHWE YEJTOBEYECKNM KAMNTANOM

AHHOTauma. B cTaTtbe MpeAcTaB/ieHa MCMXOaHAIMTUYECKAs MHTEPMNpeTaUms OpraHM3auvOHHOW Mepapxun B
acrekTe Ye/OBEYECKOrO KamuTasa C YYeTOM MOSIOKWUTENbHBIX M OTPULATENbHBIX MOCIeACTBUIA ANt BCEX YSIEHOB
opraHusaumn. Ero uenb - npeacTaBUTb NCMXO0AHA/IMTMYECKOE MOHMMaHWE KanuTana, COCTaB/IEHHOrO YfieHaMu
opraHu3aumn. KoHKpeTHOI LieNbio ABASIETCS MOMbITKA NCUX0aHaIMTUYECKOR MHTEpNpeTaLun SBNeHNIA 1 NPOLLECCOB,
COCTaBNSAOWMX TaK Ha3blBaeMbIii YeN0BEYECKMIA KanuTan opraHmsaumn. MpumeHeHe KOHLEMNLUIA, OCHOBaHHbIX Ha
MncyuxoaHann3e K opraHusaumsm, Mo3BOMSET HaM He TOMbKO flydlle MOHATb MeXaHW3Mbl (YHKLWOHMPOBaHMA
OTAENbHbIX NNL, 00pasyroLWMX OpraHW3auuio, HO, Mpexae BCero, AaeT 3HaHWs, HeobxofuMble Ans 6onee
3(bheKTUBHOIO YNpaBneHWs1 OpraHM3auysMmn, Kak npuobibHbIMK, TaK U HEKOMMEPYECKMMU. TlcuxoaHaMTuyeckas
nepcnekTmMBa obecrneunBaeT 6Gonee raybokoe TOMKOBaHME MOTMBOB AENCTBUI OTAENbHLIX fINL, MOCKOMbKY OHO
BbIXOAMT 3a paMKu 3asiBneHuii ntogein [Barabasz 2008].

B craTbe npeAcTaBneHa MoMbiTKA BbISIBUTb MCUMXOMIOTMYECKME MEXaHU3MbI, KOTOPblE BAMSAKOT Ha (hopmy
CNOXHOMO COLMaIbHOTO 06beKTa, OMMCLIBAEMONO KaK «4eIOBEYECKMIA KanuTal» opraHm3auun. YneHbl opraHmsayum
OMpefensitoT ee YCnexu Uan Heyaauu, NPUHATbIE BbI30BbI U MOTEPMEBLUME MOPAXKEHWS; OHW TaKOKe OMPEeAENStoT ero
LEHHOCTb; KIMMAaT W KynbTypy OpraHvsauuu, Crnocobbl NPeofoneHnsi Cepbe3HbIX KPU3MCOB W MOBCEAHEBHbIX
TPYAHOCTER; OHU (hOPMMPYIOT MPOLIECC MOBCEAHEBHOIrO0 OOLLEHUA 1M CMOCO6 HalTU MOHMMAaHWE B Ype3BblyaliHbIX
cutyaupsx. CosgaBas PensUMOHHBLIA  KamuTan OpraHvsauuv, gy MNpUNKCHIBAOT eMy HeMaTepuasibHY 1
GECLEHHYH LEHHOCTb. Hepapom B onpefeneHusX MOHATUS «4YeNoBeYECKUid KanuTan» MoAYePKMBAeTCs BaXKHOCTb
[0BEPVIS U NOSNIHOCTY MO OTHOLLEHWIO K OpraHu3auun.

B cTaTbe paccmaTpuBaeTCs MOHATUE «4YeNOBEYECKUA KanuTas» C TOYKU 3PEHWS KIAaCCMKOB M CPaBHUBAKOTCS
pasnnyHble OMPeAeneHns TepMrUHonorun. W genaetcs Koppenaums onpeaenieHunid ¢ NcMxonormyeckuMm KavyecTeamm
U/1IEHOB OpraHM3aLmu.

B cTaThe MCMOMb3yeTcs MOHATME «UEe/TOBEUECKMIA KanuTan» Kak 6o/ee 6/M3K0e K MCUXONOrK, B TO BPEMS Kak
TEPMUH «COLMabHbIA KanuTai», No-BUAMMOMY, GIIMKe BCEro K COLMONOrMUYECKOMY MOAXOAY, XOTS 06a TepMUHA B
BbICOKOIA CTEMEHM CBSA3aHbI C OLHUMMW N TEMI XKE SBNEHUSMM.
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PaccmaTpuBaeTcsi 6ecCO3HaTeNIbHOE W HEOCO3HAHHOE COCTOSHME, OMMCaHHOe MPPeigoM, C MCUMXOaHaN30M
UNIEHOB OpraHM3aLMn. Kaxaplii uneH opraHm3aLMm HeoCo3HaHHO NOAAEPXKMBAET Te 3aLLUTHBIE MEXaHW3MbI, KOTOPbIE
OH WM OHa NPUMEHSET CaMOCTOSTENbHO. B pe3ynbtaTe B rpynme W OpraHu3auusix BO3HMKaeT opma
COr/IaCoBaHHbIX 3aLUMTHBIX MEXaHM3MOB. MexaHW3Mbl 3aliUThbl, KaK MPaBUo, /15 KOHKPETHbIX vl (4ieHOB
rpynnbl) pediIeKCMBHO MOAAEPXKMBAIOTCA W YCUAVBAKOTCA. YuacTue /iloAeii B CTPOUTENbCTBE, Cref0BaTeNbHO,
XapakTep B3aUMHOro 06MeHa. [MOHATUE YeNOBEYECKOrO KanuTasa ¢ NCUxXoaHaIMTUYECKO TOUKM 3peHUst OTHOCUTCS
MMEHHO K 3TVM MpoLeccaM U MexaHusmaM. OHW OMKCLIBAKOTCA Yepe3 Gonee ryGOKWiA, HEOCO3HAHHbIM YPOBEHb
(hYHKLMOHMPOBAHUS TPYNN 1 OpraHn3aLuii.

B cTaTbe aHa/IM3MPYETCs Ye/IOBEYECKUI KanuTa/l B acreKTe OpraHv3alMOHHO nepapxun. B cOOTBETCTBUM C
OMpefe/neHeM, OpraHU3aLyOHHas Mepapxus OTHOCUTCS K OpPraHW3alMOHHOW CTPYKType. B HeM HauanibCTBO
HaJeNeHO HEKOTOPLIMM MpaBamMu. B TO »Ke BPemsi OHU HeCYT OTBETCTBEHHOCTb KaK 3a CBOW AE/CTBUS, TaK U 3a CBOMX
MofuMHeHHbIX. C APYroil CTOPOHbI, MOAYMHEHHbIE 06si3aHbl AeliCTBOBATL B COOTBETCTBMM C MpaBuIamMu CBOEN
opraHuzaumn. KrHoueBbIM SBISETCS TO, YTO C TOUKM 3PEHUS OPraHW3aLMOHHOW MepapXum MOMHOMOYMS W
OTBETCTBEHHOCTb He 3aKPEr/IeHbI 33 OMPeAeNEHHbIM MECTOM BO BHYTPUOPTaHWU3aLMOHHO CTPYKTYpe.

B cTaThbe pacCMOTPEHO MPAMOE BAWSIHME Hauya/lbCTBA HA MEPApXMI0 OpraHu3aumio. Kaxkablii pyKoBOAMTESb
(MeHemKep, PYKOBOAWTEML) UMEET (hOpMasibHble MpaBa, KOTOPbIE BbLITEKAIOT W3 €ro WAW ee TMONOXKEHUS B
OpraH13auyMoHHoOl CTpyKType. MpaBa He UMEHT BOMBLIONO 3HAYEHMS, ECAIN OHW HE UCMONb3YHOTCS NPaBUIBHO UMK
MOMHOCTBI. WX 3(htheKTUBHOCTL TPeGYeT UX MPUHATMS MOAUYMHEHHBIMU Ha KaXAOM 3Tane OpraHv3auyOHHOM
NECTHULbI. BBINOMHEHWE 3TOr0 YCMOBUS MPUBOAMT K TOMY, YTO OTHOLLUEHWS! MEXAy Y/ieHaMy OpraHusauuu u
OTHOLLIEHWSI MEXAY [BYMS CTOPOHAMM OYeHb BaXKHbI. [le1aeTCs 3aK/MOUEHNE O MOHATUM «Ye/IOBEYECKUIA KanuTan» B
ero OnpejeneHuu, 4TO MepecTaeT 6biTb aBCTPAKTHLIM  OMPEAENEHMEM, €ro OuyeHb TPYAHO OMpefenuThb
YOOBMETBOPUTENbHBIM  06Pa3oM U eLe C/IOXKHEe OrnepupoBaTb. VHTEPNpeTUpYeTCs MOHATUE Ye/IOBEYECKOro
KanuTana B KOHTEKCTE OpraHM3auyOHHON MepapXuu, OCHOBAaHHON Ha pe3ynbTaTax MCUXO0aHaIMTUYECKNX TEOPWIA.
Mogxog npegnonaraeT, YTO, MbITasiCb MOHSATL OPraHW3aLMi0, KOTopas A0/kHa GbiTh 3a Npefenamn paLmoHanbHoro
YPOBHS W MOAABNsATb, TO ecTb Geccos3HaTeslbHble MOTMBAUWK, YYBCTBA, >KENaHWs, (aHTasum 1 aHTasmu.
CofiepkaHue BK/HOUAETCS B CO3HAHWE KaXKAOro YjieHa OpraHv3auuun, KOTopblid (hopMUPYET BHELIHWIA MUp. 3HaHWe
AVHAMVKW TPYNMOBbIX MPOLECCOB, HO U NMPAKTUKYOLMX MEHEAXKEPOB, HO U FYGOKMX MEXaHW3MOB. 3TO MO3BOSISET
JenaThb BbIBOAbI O MOBEAEHWM OTAENbHBIX ML, TPYNN W BCEW opraHM3aumi. 3TO NPO/IMBAET HA OTHOLLEHWS MeXay
ufleHaMy OpraHM3aLyK, Ho 3TO He Tak. [11s 3TUX OTHOLLEHMIA CyTb MEPapXMYECKOro MOpsAKa KXol opraHusaumm.
Takum 06pa3omM, ecnvi CYLLECTBYIOT MEPapXMYECKMe OpraHM3aLyy, HeO6X0AMMbI 3HAHWS U KOHLENTYaslbHas OCHOBA.
HekoTopble 13 3Tvx NPoG/ieM GbiNv ONpefesieHbl B 3TOM CTaTbe.

B 370l cTaTbe pacKpbIBAeTCs, KakK KOHLEMLWS Ye/IOBEYECKOTO KanuTasa CTIKMBAETCS C O4HOW U3 K/HOUEBbIX
XapaKTepUCTUK OpraHu3auuii - vepapxveil opraHM3aLMOHHOW CTPYKTYpbl. KOHLUENLus 06CY)XAAeTCH Ha OCHOBE ee
MCMX0aHANUTUYECKON WHTepripeTauyuy. KOHLEMUMA «4YeNoBEYECKOro KanuTana» CTOMKHYNMach C OfHUM W3
K/IOYeBbIX aTPUOYTOB OpraHM3aumn, a WMEHHO C Wepapxvell CTPYKTypbl opraHusaumu. [peacTasneHa
MCMX0AHTNTUYECKas MHTEPNPETALMA OpraHM3aLMOHHOM MepapXumn B acreKTe YesI0BEYECKOrO KanuTasa ¢ Y4eToM
MONIOXMNTENBHBIX U OTPULATESbHBIX MOCAEACTBUIA A/ BCEX UNIEHOB OpraHM3auyu.

KntoueBble C/OBa: YeNOBEYECKMIA KannTasl, NCUX0aHaM3, UepPapXus, YrpaB/ieHne NPoeKTamu.
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