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Abstract – In this study, methodological paradigms 
and research aspects of the organizational culture of a 
scientific institution were considered, since such 
organizations have their own special specifics of work 
unlike commercial organizations, which is a little-
studied topic. It is figured out using cluster analysis 
procedures. The results of the analyses consist of the 
existing approaches to the definition of “organizational 
culture” and gave the author's definition of 
organizational culture for scientific institutions, has 
developed a multi - model of the organizational culture 
and proposed a mechanism for implementing. The 
main results has showed that to address this issue, 
companies need to transform the organizational 
culture in such a way as to take into account the 
current motivational needs of young people and labour 
involvement process.  
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1. Introduction

Presently, the key role of various types of scientific 
institutions and universities in society is not only to 
produce highly qualified specialists, but also to 
produce the scientific elite.  
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For these purposes, organizations should form their 
own individual corporate (organizational) culture, 
considering the specifics of the available scientific 
potential and resources.  

In this regard, the object of research in our work is 
the organizational culture of research institutions 
with its special character of functioning. 

The problem of this type of organization is related 
to the attraction, retention and motivation of 
scientific personnel. This is due to the difference in 
goals, objectives, mission, activities and features of 
the organizational culture formation. Unlike 
commercial organizations, where a corporate culture 
has primarily material motivation and forms of 
stimulation, scientific organizations’ culture has a 
number of specific features. Due to the special 
specifics of these organizations, this topic is little 
studied by scientists and researchers. The finding 
solutions to questions about organizational culture in 
science are relevant both for the whole society life 
and for science itself. 

Our research aims to address gaps in existing 
issues, develop and propose a mechanism to resolve 
existing and emerging situations, allowing research 
institutions to significantly increase their status and 
attractiveness for the integration of scientists and 
young workers. 

In this study, we focus on the problem of attracting 
young and talented scientists, as they will act as 
engines of scientific progress, science, or even 
become “world” leaders. The process of integrating 
young scientists into such organizations undergoes a 
number of difficulties. 

As for specific features, it is necessary to define 
some of the key elements of the internal 
organizational culture, such as a scientific institution, 
a young scientist (researcher) and scientific research. 

A research institution (scientific institution) is a 
legal entity, regardless of the form of ownership, 
which is established in accordance with the 
procedure established by law “On Science and State 
Scientific and Technical Policy” [1], and where 
scientific or scientific-technical activity is the main 
one.  
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According to [1] a young scientist is a scientist-
employee of a scientific organization who has a 
Candidate of Science degree up to 35 years old or a 
PhD degree up to 40 years old or is a graduate 
student, researcher or a teacher of a higher 
educational organization without a degree up to 30 
years old.  

Scientific research is the process of studying, 
experimenting, conceptualizing and testing a theory 
related to obtaining scientific knowledge [2]. 

The organizational culture of a scientific 
organization can be presented as a resource or tool 
related to the managerial function of managers and 
senior staff of universities, scientific institutions to 
attract and consolidate scientific personnel. It can 
have an impact when planning the career of 
researchers, which is especially important for 
potential young researchers and scientists. However, 
especially in science success depends on the 
individual abilities of scientists and the degree of 
their training. This complicates the process of finding 
and managing staff in scientific institutions. 

For the sustainable and successful functioning of 
scientific institutions and universities as well, when 
forming their special organizational culture and 
developing a General management concept, it is 
worth taking into account the priority task of creating 
the appeal of working in these companies. 

The main problem of attracting young researchers 
and involving them in the work process is a low 
prestige of scientific activity. If in the ranking of 
professions in Russia in the 1960s, the first place was 
occupied by the profession of a scientist in the field 
of physics, and the second - by a radio engineer, 
today scientists have moved to  9th place in prestige, 
losing the first places to lawyers, entrepreneurs, 
politicians, programmers, performing artists, writers, 
and journalists.  

The tempting offers of the modern market for 
young people aggravate the personnel situation in the 
system of science and education. Therefore, any 
scientific organization, regardless of the form of 
ownership, state or non - state, acts as a full 
participant in the marketplace and in particular 
scientific one. In order to survive in a highly 
competitive environment and successfully operate, 
scientific organization should attract young 
researchers who are able to generate and implement 
their ideas and scientific communities need to have a 
strong organizational culture. 
 
2. Literature Review 

 

Speaking about the organizational culture of a 
scientific organization and its structure, we need to 
give a clear definition of this concept, since the 
success of the organization's functioning directly 

depends on the understanding of the mission, goals, 
tasks, processes and values. 

According to a study covered the topic of moral 
responsibility and first of all, the problem of moral 
responsibility and developed the concept of 
organizational morality. This concept included such a 
complex of organizational postulates as moral, legal, 
and technical. Also in this research have been added 
professional and regulatory postulates of the 
organization later. Subsequently, it became the basis 
and impetus for further study of corporate culture. In 
the early 1930s, an empirical basis began to be 
developed for the organizational research conducted 
under the leadership of Mayo [3]. It is necessary to 
note [4] the important contribution of the research 
conducted on the basis of Western Electric 
companies. The aim of the experiment was to study 
the impact of various parameters on labor 
productivity. This experiment became known as the 
«Hawthorne Experiment».  

Professor H. Trice put forward his opinion 
regarding this process (Cornell University USA) that 
it was the first attempt at experimental research of 
organizational management culture [4]. 

This experiment served as the basis for a direct 
empirical study of the organizational culture 
phenomenon in the context of sociological and 
managerial discourses.  

Scientists [5] are studied some aspects of 
organizational culture already in the first third of the 
last century, but the first definitions of this 
phenomenon appeared only in the 1950s-80s. They 
have conducted a study of various opinions and 
approaches of such well-known scientists and 
researchers as Jakus (1952), Kombi (1974), Ouchi 
(1981), Smirsich (1983), Shane (1985), Scholz 
(1987), Hofstede (1991), Matsumoto (2002) and 
others.  

In keeping up with the result of their research these 
scientists offered their own different interpretations 
of the term “organizational culture” was interpreted 
as “enterprise culture”, “organization culture”, 
“corporate culture” and directly “organizational 
culture” [5], [6]. 

According to [7] approaches to the definition of 
organizational culture by scientists are of an 
evolutionary nature and differ in research directions 
and views. 

According to the research [8], the organizational 
culture of universities and scientific organizations 
should not be based only on material incentives for 
researchers, since the activities of scientists only with 
the help of external incentives can significantly 
reduce their motivation, since it reduces the inherent 
creativity and enthusiasm of a person only to material 
interest.  
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Let us consider the current existing approaches to 
the interpretation of the "organizational culture" 
concept, proposed by various researchers that have 
shown in Table 1.  
 
Table 1. Definitions of the concept of “organizational 
culture” from the point of view of well-known foreign and 
Russian scientists 
 

Foreign and 
Russian 

scientists 

The author's point of view on the 
concept of "organizational culture" 

M. Ivanov and 
E. Emel'yanov 

(1995) 

Staff pooling based on common goals 
and relationships, as well as the general 
nature of interaction [9]. 

А. Furnham 
and B. Gunter 

(1993) 

A general system of concepts that is the 
basis of communication processes in the 
enterprise [10]. 

V. Tomilov 
(2008) 

It’s based on the strategy of 
communicative interaction for 
organizations, which are based on the 
interaction of managers and managers 
of different levels in the work process 
and the performance of their respective 
functional responsibilities [11]. 

E. Morgunov 
(2010) 

Communication of personnel in the 
enterprise regardless of the form of 
ownership and goals of activity [12]. 

J. Ott (1989) 

Due to connection with the existence of 
contradictions in the essence of the 
culture of the enterprise in general, it is 
difficult to give a clear definition of this 
concept [13]. 

P. Harris and 
R. Moran 

(1991) 

The organizational structure includes 
the following components of the 
employee's awareness of himself and his 
place in the organization; the presence 
of a communication system and 
language of communication; habits and 
traditions and awareness of time, 
attitude to it and its use [14]. 

A. Naumov 
and 

O. Vikhansky 
(2005) 

The set of essential assumptions 
approved by the enterprise personnel, 
the values and behavior patterns that 
have certain spiritual and material 
orientations for actions [15]. 

 

As can be seen from the Table and the above data, 
many researchers have come to the conclusion that 
organizational culture has a more stable and long-
lasting characteristic, which is difficult to diagnose 
and evaluate. Since it, in their opinion, depends on 
such components as the material and spiritual point 
of view of "unwritten" norms, standards of behavior, 
traditions, goals of the company's mission, as well as 
on the interaction and feedback between management 
and managers-managers of different levels and 
directly employees of the company. 

In the course of the study, we identified differences 
in approaches to determination of the organizational 

culture for different types of scientific institutions 
and universities. These distinctions are set of 
different elements that formed under the passive 
influence of the members of such organizations, as 
well as the objective conditions of their activities, 
which do not depend on their management and 
employees, and thus determine its syncretic or 
unstable nature. 

 

3. Methodology of Research  
 

The analyses of data were conducted with methods 
of descriptive statistics and correlation analysis. For 
visual representation of correlations between the 
studied variables and their grouping, cluster analysis 
was used through the SPSS Statistics program. 

Based on the study [16], [17] cluster analysis is a 
common name for a variety of computational 
procedures used to create a classification. It is 
designed to split the source data into interpretable 
groups to make elements in the same group 
maximally similar and elements from different 
groups maximally different from each other.  

When analyzing the results of sociological research 
(surveys), it is considered more rational to apply the 
analysis using the methods of a hierarchical 
agglomerative family. One of them is the Ward's 
method. Based on the study [18] its essence and 
advantage among other existing methods is the 
process of unification that groups two clusters that 
provide a minimal increase in the intra-group sum of 
squared deviations.  

In general, objects can be grouped by a 
hierarchical method using various distance functions. 
In the present paper, the function "Euclidean 
distance" was used as the most implemented measure 
for calculating the distance on the plane between 
points. The main result of hierarchical cluster 
analysis is a dendrogram – a graphical result 
representation of the sequential clustering process in 
terms of the distance matrix. 

The variables that characterize the motives noted 
by respondents as the main ones when refusing to 
work in scientific institutions are shown in Figure 1, 
namely: 

 

Variable 1 - decent standard of salary, bonus, grants; 
Variable 2 - opportunity to gain practical experience      
in scientific organizations; 
Variable 3 - various social benefits; 
Variable 4 - the need to recognize; 
Variable 5 - comfortable working conditions, 
availability of infrastructure; 
Variable 6 - independence; 
Variable 7 - career in science; 
Variable 8 - self-realization, own research interest; 
Variable 9 - creative and innovative nature of work. 
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4. Results and Discussion 
 

In order to address existing gaps and develop 
recommendations, we conducted our own research 
and analysis of the responses of students and current 
researchers about research activities and their 
preferences. In the course of the survey and analysis, 
the following results were obtained: respondents are 
divided into 3 groups: A) students who are not 
spreading new ideas B) students who are engaged in 
research, C) university scientists, who are engaged in 
research. 

Figure 1 shows that the variables form 2 clusters. 
Clusters in the 3 groups of respondents considered 
differ in the composition of variables. 

In the first group, the cluster with the highest 
average scores for the significance of variables 
occupies cluster 2, which includes such motives as: a 
decent salary level, a career in science, the 
opportunity to gain work experience in scientific 
organizations, etc. (Figure 1, Group A). 

 

 

 

 
Figure 1. Dendrogram using the Ward method. 

Reasons noted by respondents as the main ones for 
refusing to work in scientific institutions. 

Source: own source. 
 

It can be concluded that for this group of 
respondents, the material component and career 
growth are essential when choosing a job. 

For the second group of respondents, cluster 2 is 
most important. It includes: self-realization, own 
research interest, creative and innovative nature of 
work, etc. (Figure 1, Group B). The analysis allows 
us to conclude that for this group of respondents, 
self-realization in the scientific field and the creative 
nature of work significantly determines the choice of 
work in a scientific institution. 

The third group (Figure 1, Group C) with the 
highest average scores on the significance of 
variables is cluster 2, the composition of variables is 
similar to cluster 1 of group B. For this group, the 
essential value when choosing a job in a scientific 
organization is the possibility of self-realization in 
the scientific field, professional development. Labor 
remuneration is not as high as for the first group 
(Figure 2). 

Figure 2 shows the distribution of the average 
values of the motives noted by groups of respondents 
as the main ones when choosing work in scientific 
institutions. For the second and third groups in 
general, the motives are the same, but significantly 
different from the indicators of the first group. Thus, 
for the first group, wages and social benefits are 
relatively more important when choosing a job in a 
scientific institution. Relatively, less important for 
the first group is their own research interest and the 
creative (innovative) nature of work. 
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Figure 2. Average values of motives noted by respondents 
as the main ones when choosing work in scientific 

institution. Source: own source. 
 
As a result of the analysis of the scientific research 

and materials, the ambiguity of approaches to the 
interpretation of the Organizational culture concept is 
established and existing gaps in this area are 
identified. The authors summarized the existing 
points of different authors as shown in Table 1. 

In our opinion, the disadvantages presented by the 
authors of the definitions is that they are referring to 
the definition of organizational culture organizations 
do not take into account the specifics features of the 
fields of contacts and build lasting relationships 
between staff and elements of corporate culture [11]. 
So, it is not clear: what exactly is the definition when 
building the connection of people in the environment 
of the organization and how the mechanism for 
implementing this connection is carried out [12]. In 
addition, in our opinion, there are no rules and 
recommendations for the formation of behavioral 
models and mission, principles for the formation of 
organizational culture [10], [13]. 

After considering the specifics of the scientific 
organizations’ work and carrying the research, we 
offer the following interpretation of the definition of 
“organizational culture”.  

Organizational culture of scientific organization is 
a unique system of values of a scientific 
organization, its beliefs, internal customs, traditions 
for setting of certain actions aimed at creating a 
stable and creating an organization with a strong and 
stable position, which is characterized by the division 
of categories of employees into researchers, 
scientists, faculty and students of the university, 
expressed in norms, patterns, standards and 
stereotypes characteristic of this type of organization 
in behavior, activity, thinking, which are expressed in 
the form of mutual expectations of managers, 
employees, students. 

 

Examples of such activation programs and projects 
can be school of entrepreneurship “School of 
business”, “Innovative entrepreneurship”, 
“Entrepreneurship in the field of high technologies”, 
“Youth entrepreneurial initiative”, “Technological 
entrepreneurship”, and “Cup of innovators”. As well 
as joint projects with various companies, such as: 
“program of network acceleration of scientific and 
technical, innovative and entrepreneurial youth 
initiatives aimed at socio-economic development”, 
“Outreach program of scientific, scientific-technical 
and innovative activities”. The surface stage is the 
process of involvement.  

At the first stage, the company's policy should be 
aimed at the maximally fast inclusion of a young 
specialist in the fully-fledged labor activity of a 
scientific institute with minimum material, 
emotional, psychological and other costs. The 
adaptation process should be focused on engaging in 
work responsibilities, a new team and a working 
environment. The successful implementation of this 
adaptation function largely determines the future 
career objectives of a young scientist; their readiness 
to continue or stop working in this scientific 
organization. In addition, it is preventing the 
possibility of resigning, leaving a scientific 
organization or changing the place of work after the 
employment contract expiration. 

The next stage is the process of integration of a 
young specialist. The next stage for the involvement 
of a young specialist is the integration process, which 
is activated after the implementation of the 
adaptation process. Here, this event is aimed at 
including a new employee in the direct scientific 
labor collective and helping to integrate into the 
processes of group dynamics, participation in 
organizational life and taking into account scientific 
specifics at two levels: formal and informal. 
Organizational culture directly affects the 
development of a scientific career by young 
personnel through its main functions, in particular 
through adaptation, integration and motivation, as 
well as within the framework of career promotion 
mechanisms that exist in a particular scientific 
organization. 

The third important function is the motivation. It 
has a huge impact on the existing goals and decision-
making process of a young scientist whether to work 
at a university or other scientific organization, 
continuing to build his career there. Building a 
motivation system is one of the fundamental 
functions of organizations and the priority tasks of 
the management of research institutions. 

There is government funding which has its own 
characteristics and limitations that are removed if an 
organization implements the extra-budgetary 
projects. Under conditions of limited material 
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incentives, the methods of non-material employee 
motivation should be activated. Such methods are the 
creative and innovative nature of work, independence 
and relative autonomy, the prospect of personal 
growth, self - realization, own research interest 
allowing a young scientist to plan their scientific 
career in a particular institution for a long period. 

The subsurface stage is the process of effective 
communication. The degree of involvement of a 
scientist in their work is determined primarily by 
their interest in high results. In order to ensure 
effective technology transfer and conduct a wide 
range of fundamental and applied research, as a rule 
a young scientist does not have sufficient knowledge 
and practical experience. 

In this regard, it is necessary for scientific 
organizations to consider this stage when building an 
internal organizational culture in providing 
mentoring or scientific guidance. This type of 
leadership refers to the close interaction of the 
researcher with a group of professionals: faculty 
members who have received grant support, leading 
researchers, scientific innovators who have 
successfully implemented their developments, and 
researchers who has the vast practical and proven 
experience and knowledge and can help young 
scientists in the implementation of projects and ideas. 

The deep level is the infrastructure support 
process. The final but important stage in the 
organizational culture is the full supporting of young 
scientists, their ideas and projects, including 
infrastructure support that will enable researchers to 
most deeply, effectively work their ideas and 
concepts, and then commercialize their activity to the 
scientific marketplace. Thereby, justifying the 
mission, goals, and objectives of scientific 
organizations remain an independent in its internal 
balance, stability and integrity. In our opinion, the 
organizational culture should focus on creating a 
mechanism of infrastructure support, consisting of 
the following elements: 

 

1. Open access to research infrastructure; 
2. Admission to the public access laboratories; 
3. Protection of intellectual property; 
4. Grants and financial support; 
5. Incubation services, consulting and information 

support; 
6. Programs, conferences, exhibitions in Russia and 

abroad; 
7. Tax and customs benefits; 
8. PR support; 
9. Business services. 

 

The presented elements in the complex can provide 
full assistance and support to researchers at all stages 
of the implementation of their ideas and projects. The 
company, when implementing an internal incentive 

campaign, provides access to research infrastructure, 
its facilities and logistics services, such as 
transportation and storage of equipment and material 
for conducting scientific activities in fixed 
geographical areas. Access arrangement to public 
access laboratory facilities, which must be specially 
equipped for conducting research, experiments, tests 
for industrial and scientific purposes. 

At the stage of commercialization or introduction 
of an intelligent product, technology into production 
(market launch), a scientific organization should: 

 

 Provide assistance in securing, recording and 
protecting the intellectual rights of the University 
and its employees, in particular young scientists; 

 To interact with the relevant departments of the 
University, third parties, as well as Federal 
Executive authorities, local governments and 
state corporations in the field of intellectual 
property; 

 Prepare draft agreements and contracts on the 
transfer of exclusive rights to intellectual 
property objects. 

 

As a result of this organizational policy, all 
intellectual property objects are considered as the 
property of scientific organizations, since in 
accordance with the current legislation, they have the 
ownership rights to money, property, and intellectual 
labor products that are the results of scientific 
activities. Scientific organizations act as investors in 
innovation activities. Various tax and customs 
benefits can be an additional incentive to create 
startups based on scientific institutions. 

The organizational culture of a scientific 
organization should be based on an important stage – 
material stimulation of researchers, since the activity 
of scientists only through the extrinsic rewards can 
significantly reduce their enthusiasm and inspiration 
to a purely material interest. To this end, scientific 
organizations should actively attract and use the 
opportunities to receive grant and financial support 
as an essential element of corporate formation and 
improving the economic efficiency of their activities. 

For researchers who have created an innovative 
product, there is an urgent need to create a startup. In 
order to support and stimulate innovation activities, 
organizations should create a platform, business 
incubators, technology parks and appropriate 
structural units, such as innovation and technology 
centers, involving students, postgraduates, doctoral 
students and researchers in innovative activities. 
Such centers can support startups that bring a 
scientific idea to commercial implementation, 
performing the function of an “idea incubator”, as 
well as provide information, consulting, 
methodological, PR support, business services, etc.  
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Creating extrinsic rewards to motivate young 
researchers to participate in various programs, 
conferences and exhibitions, including abroad ones, 
will help to increase the attractiveness and prestige of 
this organization, encourage scientists to create and 
implement new ideas and improve their skills. Thus, 
on the one hand, scientific organizations can 
strengthen their places and create additional appeal 
for potential employees, on the other hand-there is an 
opportunity to establish new cooperation in the 
research field, including international. In the future, it 
is the creation of new projects, joint grants and the 
opportunity to strengthen the social and economic 
situation. 

The presented multi-model of the organizational 
culture of scientific organizations will allow: 

 

1. To solve the problem of attracting and retaining 
young researchers in the field of science and 
innovation, as well as to make the most effective 
use of the existing scientific personnel potential; 

2. To determine the future career objectives of a 
young scientist by implementing the adaptation, 
integration and motivational functions of the 
organization, which will affect their readiness to 
continue working in this scientific organization 
and thereby cement its personnel positions; 

3. To implement their ideas and developments to 
young scientists through close interaction of the 
researcher with a successful group of 
professionals, which will activate the process of 
technology transfer and conduct a wide range of 
different research types and thereby significantly 
improve the scientific position of the scientific 
organization. 

4. Commercialize developments in the scientific 
marketplace by creating a strong infrastructure 
support for the projects of young scientists and 
thus justifying the mission, goals, tasks of a 
scientific organization and allowing it to 
maintain internal balance, stability and integrity 
and the opportunity to take leading positions in 
social and economic development. 

 
5. Conclusion 

 
 In the paper, the authors’ interpretation of the 

organizational culture of a scientific institution is 
presented for the first time, taking into account the 
specifics of the organization. This work was carried 
out in order to provide a clear understanding of the 
organizational culture of scientific institutions, 
considering the specifics of the construction and 
internal work organization, the available scientific 
potential and resources.  

 To create a strong and effective organizational 
culture stimulating the successful commercialization 
of ideas and developments, we developed the multi - 
model and proposed a mechanism for implementing 
this concept. The obtained results allow us to draw 

the following conclusions: to create a strong 
organizational culture, it is necessary to: 

 

1. Ensure the endurance and successful 
competitiveness in the scientific marketplace, 
especially in the context of changes in the global 
course towards the digital economy, post-
pandemic situation; 

2. Strengthen the weak organizational culture and 
internal policies of companies to eliminate the 
problems of attracting talented and intelligent 
youth and stable functioning in the existing 
market; 

3. Promote science and successful 
commercialization of projects, scientific ideas 
and intellectual activity results. Our multi-model 
will allow companies that have chosen such a 
complex but interesting progressive activity to 
achieve success since science is the engine of 
progress.  
 

The results of the research were implemented at 
the Belgorod State Technological University named 
after V. G. Shukhov (Russia) and Khajeh Nasir Toosi 
University of Technology (Iran). 
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