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Editorial

We are glad to introduce our readers to new issue of Organizational Psychology Journal. We are
pleased to continue to acquaint readers with the latest developments in organizational psychology.

The article “Outline of Industrial and Organizational Psychology Development in Yaroslavl” (in
Russian, in English) by Alexander Karpov continues our project «Organizational Psychology in the
world”. The paper presents the main stages in the history of industrial and organizational psychology
in the Yaroslavl region (Russia). Analysis of the historical development of these scientific disciplines is
carried out in the context of the history of the development of the Yaroslavl school of psychology (YaPS)
in general.

In the “Research in organizational psychology” section we offer three articles. The article
“Professional motivation of Russian employees: assessment and associations with well-being and
performance” by the Russian research group presents three studies aimed to develop a new version
of Work Motivation Questionnaire (WMQ) with 20 items operationalizing the relative autonomy
continuum described in Self-Determination Theory by E. Deci and R. Ryan. The results of theoretical
and methodological analysis of the middle group concept — the key concept of social and organizational
psychology have been presented in the article “Is the “Middle group” basic concept of organizational
psychology? A substantive and methodological analysis” by Anatoliy V. Karpov. The research “Intention
to Quit and Determinants of Employee Engagement: an Empirical investigation among the Banking
Professionals of Guntur Region (India)” (in English) of our Indian colleagues Asi Vasudeva Reddy and
Gummadi Anjali has been carried to check effect of employee engagement determinants on the employee
attitudinal level of attrition in different private sector banks in Guntur Urban area.

In the «Organizational psychology in practice» section Mikhail Ivanov shares his invaluable
experience on management consulting in the article “Strategic Organizational Communication: Client-
centered Consulting Experience».

In the “First steps” section the article “Labor activity and community in non-professional way of
life (on the example of Russian lifestyle travelers)” by Pavel Balov and Vladimir P. Serkin describes labor
activity and communities among people, leading a non-professional way of life.

Vladimir A. Tolochek shared his thoughts on the fate of Russian organizational psychology in the new
section «Organizational psychology as the persons, dialogues and discussions” and pay his attention
to the polemical article “Has Industrial-Organizational Psychology Lost Its Way?” (Translated to Russian,
2017. Vol. 7. No. 2. p. 126-136). His paper “Domestic (Russian) Industrial Organizational Psychology:
Paradoxes of Development” critically examines the complex and undesirable aspects of the development of
[OP discipline, formulates possible and affordable ways to optimize the development of IOP.

A review entitled «Empathetic consulting» on a new book by Mikhail Ivanov («Consulting the
company’s top executives: a client-centered approach») from Takhir Yu. Bazarov is presented in the

«Literary Guide» section.

Please Enjoy Reading!
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ORGANIZATIONAL PSYCHOLOGY

Outline of Industrial and Organizational Psychology
Development in Yaroslavl

Alexander KARPOV

Yaroslavl Demidov State University, Yaroslavl, Russia

Abstract. The paper presents the main stages in the history of industrial and organizational
psychology in the Yaroslavl region (Russia). Analysis of the historical development of these scientific
disciplines is carried out in the context of the history of the development of the Yaroslavl school of
psychology (YaPS) in general. Specific time stages have been identified, the main achievements of
each of them have been presented. The article also assesses the role of scientific research and the
personal contribution of the Yaroslavl psychologists in the each time period. Information about the
main scientific events, publications, important historical events, as well as rare historical facts have
been provided. The author’s view regarding the comparison of distinctive features of the national
(and specifically, Yaroslavl) and abroad research in organizational psychology has been described.
The article highlights the main reasons for these differences and the factors decisively contributing
to the formation of the original developmental path of industrial and organizational psychology in the
national conditions. The possible background to the synthesis of popular psychological disciplines in
the Soviet period (engineering psychology, labor psychology, industrial psychology, social psychology)
into a single integrated macrodiscipline of organizational psychology is presented in the paper. The
paper outlines the analysis of the current state of organizational psychology in the Yaroslavl region,
the desctiption of the specific features of scientific, practical and administrative work of the Yaroslavl
organizational psychologists, the prospects of further development of organizational psychology in the
Yaroslavl region. The article also presents an overview of the most important scientific and educational-
methodical works of Yaroslavl psychologists, describes special features of the YaPS and organizational
psychology as its part.

Keywords: organizational psychology, yaroslavl psychological school, labor psychology, industrial
psychology, engineering psychology.

The Stages of Organizational Psychology Development in Yaroslavl

The formation and development of psychological science in the Yaroslavl region is inextricably
linked to the formation of distinctive scientific schools, known in Russia today as «the Yaroslavl
Psychological School». However, for quite a long time nor the overall logic of its formation and
development, nor its most distinguishing and specific features were not subjected to proper
retrospective-historical analysis. But that’s one of the most important conditions not only to
understand its content, but also to define prospects of its development in the future. Of course, such
an analysis in full it is an independent and very ambitious task that requires special attention and

Address: 14, Sovetskaya Str., Yaroslavl 150003, Russian Federation E-mail: karpov.sander2016@yandex.ru
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integrated development. The study of the origin and evolution of the Yaroslavl psychological school
(YaPS) should be done on the basis of existing philosophical and scientific criteria, approaches, and
standards, as well as the study of the dynamics of any other scientific schools.

Because of this, in this article among the whole range of problems studied under YaPS will be
allocated only those associated with the development of industrial and organizational psychology. It
is known that these areas of psychological knowledge largely determine modern applied psychology
asawhole. They are one of the mostimportant in theoretical and practical terms, are crucial «drivers»
of development of psychological science in Russia and abroad.

At the same time, it is important to note significant differences in the development of national
and foreign organizational psychology, objectively arising because of the known socio-economic,
socio-political, ideological and other factors. A considerable period of time (up to 1990-s) the kind
of alternative of organizational psychology and all the disciplines meaningful within its framework
in our country were social psychology, psychology of labor and engineering psychology. However,
quite obvious is the fact that this kind of «replacement» (or rather «substitution») is not exhaustive.
A large range of issues associated in particular with the organizational consulting, organizational
behavior, and the like, were left without due consideration in the national psychology.

At the same time, one cannot argue that these shortcomings have led to the backlog of
foreign organizational psychology. On the contrary, an independent and largely an original way of
development of the considered scientific field has made possible the formation of new paradigms,
approaches and scientific views that have become, to a certain extent, the «hallmark» of the entire
national psychology. Subsequently, at the turn of the century was created appreciable background
due to socio-economic transformations in society and aimed at the integration of engineering and
social-psychological research and the qualitative shift in the direction of overall organizational and
psychological orientation, which now, as in other countries, is a large, complex scientific discipline.

Also, the development of organizational and applied psychology in the national psychology is
repeated naturally within the framework of APS. This trend is the «similarity» of certain stages of
development and the similarity of the logic of their change in historical perspective with general
trends of their development. Of course there were specifics, due to the specific conditions (including
the regional-specific conditions), which took place in the development of Yaroslavl organizational
psychology. In common, in our opinion, it is necessary to differentiate the following main stages of
the development and their sequence.

Stage 1. 1930-s — the development of psychotechnical trend in Russia and the emergence of the
first works in the Yaroslavl region.

Stage 2. 1950-1970-s. — the formation and development of labor psychology, the peak of the
popularity of research in the field of engineering psychology.

Stage 3. 1970-1980-s — priority research deployment of a big group of Yaroslavl scientists in
the field of social psychology.

Stage 4. 1990-s — the modernization of scientific research in the direction of synthesis of labor
psychology, industrial and engineering psychology, psychology of ctivity, etc. in a conceptual integrity,
that is, in organizational psychology per se. Formulation of new methodological approaches to its
development.

Stage 5. 2000-s years — the trend towards the development of areas related to the practice of
organizational psychologist, the intensive development of such disciplines as personnel management,
organizational consulting, and others.

16



Organizational Psychology. 2017. Vol. 7. No. 4. www.orgpsyjournal.hse.ru

The Yaroslavl Labor Psychology Laboratory

Decisive role in the formation and development of organizational and industrial psychology and
psychology in General in the Yaroslavl region belongs to the time interval 1950-1970s. In this case a
prominent role in the “historical turning point” to psychology, but also in gaining it an independent
status and giving a distinct applied orientation played activities of Viktor Karpov, the founder and
scientificdirector of the firstlaboratory of labor psychology (Karpov A.V,,2001; Mazilov, 2015; Shikun,
2007). This raises an interesting historical analogy of the two, although, of course, very different in
historical scale, but somewhat similar events. Just as the emergence of experimental psychology
(and the selection of psychology as a whole as an independent science of philosophy) is associated
with a basis of W. Wundt's first experimental psychological laboratory in 1879, the emergence of
the Yaroslavl school of psychology (and at the same time, the beginning of the development of the
considered studies) is also associated with the foundation of independent scientific laboratory. This
is the laboratory of labor psychology.

During this period, formed a group of associates working at the Department of psychology
of Yaroslavl state pedagogic Institute (YSPI, now, YSPU), which are among the founders of YaPS
(N. P. Erastov, V. V. Karpov, M. Knyazev, A. V. Filippov, V. D. Shadrikov and others). Many of them later
became famous scientists, the specialists in various branches of psychological science, including labor
psychology and engineering psychology. Among these researchers singled out Vladimir D. Shadrikov
— one of the followers of V. S. Filatov, and later — the eminent Russian psychologist, academician,
Deputy Minister of education and science of the USSR. His dissertation work is devoted to the problem
of optimization of information processes in the automated systems management, made at the time,
was one of the major events in the development of the Yaroslavl school of psychology. However, very
large and in many ways decisive role for the current state of research in the Yaroslavl psychological
school, played the concept of system Genesis of professional activity, as well as his theory of general
and professional abilities developed by V. D. Shadrikov.

The foundation of the laboratory of labor psychology was a catalyst for further research in
organizational, industrial and engineering psychology in the Yaroslavl region. High interest in these
disciplines has stimulated the appearance of entire scientific fields within YaPS, which, in turn,
drew the attention of other prominent psychologists of the country at that time. In a few years (in
the period from 1966 to 1978) was organized the important scientific conferences, including the
all-Union level. The results of these conferences were published in collections of scientific papers,
carefully stored now in the Museum of the faculty of psychology of the Yaroslavl state University
(YSU). Among such research activities should be allocated the following. First and foremost, it’s
all-Union conference «Scientific organization of labor and management» (1966), organized and held
in one of the major centers of defense industry of the USSR — in the city of Rybinsk (Karpov, V. V.,
2001). It is important that its organization and conduct was directly supervised by the Yaroslavl
regional Committee of the CPSU and opened it, and led a plenary meeting of the first Secretary of the
Regional Committee F. I. Loshchenkov. This is the First scientific-practical conference on industrial
psychology (May 24-26,1972), conducted under the auspices of the Ministry of higher and secondary
special education of the RSFSR, Yaroslavl state University and the Yaroslavl branch of the society of
psychologists of the USSR. This is all-Union conference on engineering psychology (1974), plenary
session of which was opened by the report of one of the founders of AYaPS V. S. Filatov. In addition,
it is important to note that in these years, the boundaries of the Yaroslavl industrial psychology,
labor psychology and engineering psychology has been significantly expanded at the expense of
their «promotion» abroad. Some scientific events began wearing already not regional or all-Union
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character, but international. So, in 1978 in a famous district center of the Yaroslavl region (Rostov
Veliky) hosted a Conference of psychologists of the Danubian countries, which presented the results
of researches of national scientists and experts from Czechoslovakia, Romania, and Bulgaria. In
1971-1972s published collection of scientific works of the leading specialists at that time «Problems
of engineering psychology», which consisted of three big parts (issues) and published jointly by
YSPI, Society of psychologists of the USSR and the Institute of General and pedagogical psychology
of NPA of the USSR.

The Emergence of the Faculty of Psychology at Yaroslavl University

It should be noted another historic date, which refers to the considered time interval which is
largely influenced on the development of organizational psychology in the Yaroslavl region. Probably,
this milestone has determined largely what in general is a modern organizational psychology in
Yaroslavl. In 1970 psychology in Yaroslavl gets a completely different than ever before, organizational
status, a different institutional design, and, of course, other boundaries and the level of influence. It
is connected with the formation of the first branch and then of the faculty of psychology at Yaroslavl
State University. A prominent role in its creation was played by the multifaceted scientific and
organizational activity of the largest representative YaP$S, now the academician Vladimir Shadrikov,
as well as other well-known Russian social psychologist Viktor Novikov (the first Dean of the Faculty
of psychology). In this regard, it is important to remember noted earlier, the overall pattern of
development of domestic industrial psychology compared with foreign industrial-organizational
psychology. For a long time, research in social psychology (issues related to large and small groups
and teams, power and leadership, socio-psychological climate of organization, etc.) were successful
alternatives to organizational psychology in the West countries. 1970-1980-s associated with the
development of new socio-psychological trends in YaPS that substantially laid the foundations for an
effective transition to modern stages of historical development of general organizational psychology
in the city of Yaroslavl. In particular, deployed a major research on the organization of psychological
service at the Ministry of oil and chemical industries, organized by V. V. Novikov.

The Current State of Industrial-Organizational Psychology in Yaroslavl

It's safe to say that this transition was carried out in the period 1990-200-s and was dictated
mainly by changes in the social, political, economic and other spheres. A new political system, the
beginning of formation of market economy in the country, intensification of development of the
various branches of production and, importantly, the high technologies in the industry set new goals
for national and Yaroslavl psychologists. In many ways, the integration and total merging of industrial
psychology, labor psychology and engineering psychology, which was popular until the early 1990-s
in a single, integrated industry (organizational psychology) was due to some «adjustment» to certain
Western scientific models and patterns that have proven effective abroad and is now spreading
its influence and even its expansion in the Russian science. In these circumstances, it is extremely
important to preserve the characteristic features of the national psychological school, not losing its
old traditions and augment what has already been created during the second half of the twentieth
century.

Due to these reasons, the general situation has developed in such a way that along with the
introduction in national studies of academic and practical developments of foreign authors, required
the establishment of own national theoretical concepts and research areas. This task is largely
complicated by the fact that the psychological environment and conditions of implementation of
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professional activity in domestic companies in an obvious way different from the same in foreign
organizations due to the nature of the organizational structure, culture, leadership styles, mentality
and more.

In the circumstances, representatives of APS was successfully solved most of these problems,
and organizational psychology in Yaroslavl confidently took the leading position among other
psychological disciplines. Indeed, over the past two decennaries Yaroslavl psychologists have
developed anumber of original concepts and new methodological approaches. One ofthe mostnotable
among them was developed by Anatoly Karpov transformational concept of management (Karpov,
2000). Its basic meaning lies in the evidence of the multiple and very deep, although quite implicit
transformations of many basic patterns of the so-called «reference» (normative) management of
established and interpreted in foreign organizational and psychological research. It again and even
more urgently raises the question of the correctness and legality of their transfer to the conditions
of the Russian economy, the national organizations. It is also shown that there is a very large number
of factors causing this kind of transformation (both internal and in the external environment of
organizations). Thus, according to the author, in relation to practical research and development in
the field of organizational psychology in Russia as a specific and necessary methodology can and
should be transformational concept of management (Karpov, 2000).

Itis also important to note that in addition to problems of a purely scientific plan of the Yaroslavl
scientists also successfully resolved the issues pertaining to educational activity and administrative
work directly related to organizational psychology. In 2012, a group of authors (employees of the
faculty of psychology of Yaroslavl state University) published one of the most complete and modern
academictextbook for bachelors «Organizational psychology» (Karpov,2012). The obvious advantage
of this book is the description of not only the existing foundations of organizational psychology, but
also the consideration of issues relating to other areas in the structure of organizational psychology,
but in recent years significantly separated from it, (organizational consulting, organizational
behavior, organizational development).

Of course, these works range of interests of Yaroslavl organizational psychologists, is not limited,
and the total number of publications is increasing every year. This largely contributes to the fact that
for over thirty is successfully running a special structural subdivision in YSU — the Department of
labor psychology and organizational psychology. This fact convincingly testifies to the consolidation
of the official status of organizational psychology in the Yaroslavl region, in particular, and also as a
“classical” science. This is the key to its further development as a major factor in learning of future
scientific personnel with special and advanced University education.

Conclusion

The current stage of development of the Yaroslavl Psychological School in General and Yaroslavl
organizational psychology as one of its essential components, and possibly embody it largely as such,
is determined by two main features and trends. The first feature is the diversification of scientific
research, expanding the range of their perspective, orientation, style, and methods. Speaking of YaPS
in general, itis necessary to indicate that it is the work of researchers in various fields of psychological
knowledge (general psychology, pedagogical psychology, developmental psychology, psychology of
personality, etc.). As for the diversification in relation to the Yaroslavl organizational psychology, it
should be noted that this same trait is evident in the substantial expansion of the area of research,
ranging from theoretical and methodological issues to organizational consulting, organizational
conflicts and other practical aspects. The second feature is the theorization and fundamentalization
of the whole school (Karpov, Subbotina, 2011) and organizational psychology in particular.
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Maintaining and deepening their initial practical focus, YaPS and, specifically, the Yaroslavl industrial
and organizational psychology, has long been one of the leading in Russia in terms of a theoretical
level of its research. In this regard, it is also important to note another interesting characteristic
of the research carried out under YaPS. It is traditionally a wide range of groups, methods and,
primarily, complex mathematical and statistical procedures underlying the specific to YaPS method
of structural-psychological analysis of activity. Its implementation opens up great opportunities of
obtaining accurate and adequate organizational-psychological research results.

Currently, organizational psychology in Yaroslavl, having passed all stages of formation and
development, have acquired their specific and largely original features and characteristics; it
uses a fame and prestige in Russia and abroad. Perhaps the development of YaPS in general and
organizational psychology, in particular (as a psychological field, the most relevant today on a global
scale) will lead in the near future to the next, new phase of its development. Its effectiveness, as well
as determining of new directions and new scientific challenges will need to be carried out on the
basis of the principle of historical continuity, implying a reliance on the results and achievements of
previous generations of Yaroslavl psychologists.
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Abstract. We present three studies aimed to develop a new version of Work Motivation Questionnaire
(WMQ)with 20itemsoperationalizingtherelativeautonomy continuumdescribed in Self-Determination
Theory by E. Deci and R. Ryan. Using confirmatory factor analysis (CFA) in two large samples (N =
3,614 and N = 10,913) of Russian production enterprises we confirmed the validity of a structure
with 6 scales measuring intrinsic motivation, integrated, identified, introjected, and external forms of
extrinsic motivation, as well as amotivation. The internal consistency of the scales ranged from .62 to
.91. The second-order factor structure supports the indices of autonomous and controlled motivation
(alpha 91 and .80, respectively), as well as relative autonomy index (alpha .84) based on bifactor
rotation. Using multigroup CFA we found scalar invariance of the instrument with respect to employee
position and test administration format (paper-based vs. computerized). Predictable associations of
autonomous and controlled motivation with work engagement, boredom, emotional exhaustion, and
self-reported performance indicate the validity of the new measure. Relative autonomy was associated
with work intensity and difficulty, job autonomy, support from colleagues and supervisor, availability
of feedback, as well as positive socio-moral climate (justice, respect, open discussion, collective
decision-making). Employee position and education were the strongest demographic predictors of
autonomous motivation. In a separate sample (N = 69) we found positive associations of autonomous
motivation and negative associations of controlled motivation with expert ratings of competencies
based on competence interviews. The findings indicate that the WMQ is a reliable and valid instrument
for organizational research based on Self-Determination Theory.

Keywords: work motivation, intrinsic motivation, extrinsic motivation, autonomy continuum, relative
autonomy index, simplex.
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Abstract. The article presents the results of theoretical and methodological analysis of one of the most
important but simultaneously the least explored concepts of social and organizational psychology —
the concept of the middle group. A new approach to the interpretation of this concept and its role
in the conceptual system of organizational psychology have been presented. There were suggested
decisions of some key problems of psychology of groups: the phenomenology of the middle groups,
their structural organization, criteria for their differentiation from the small and large groups, group
dynamics. There was substantiated that the concept of the middle group can and should be regarded
as the leading concept for synthesis of social and organizational psychology. The specific role of this
concept in the organizational psychology theory were discussed in the article. The theses about the
fundamental heterogenea of medium-sized groups and their hierarchical organization were formulated
and developed.
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Abstract. Purpose. A descriptive cross-sectional study was carried to check effect of determinants of
employee engagement on the employee attitudinal level of attrition in different private sector banks in
Guntur Urban area. Four determinants, supervisory support, training and development, reward and work
environmentforemployee engagementand three determinantsjobsecurity, promotionand compensation
benefits for attrition were considered. Methodology. A structured questionnaire was developed for the
survey. A stratified random sampling based on the age group was adopted and 320 employees between
23 and 56 years participated in the survey. A total of 283 fully filled in questionnaires received from
218 male and 65 female respondents with 88.4% response rate. Correlation and regression tests were
applied for analysis. Findings. The treatment on the data collected shows a significant negative relation
between employee intention to quit and the determinants of employee engagement (-.069 to -.670).
The R? value from the regression analysis depicts that only 18.4% of variability can be explained by the
determinants of employee engagement such as work environment, supervisory support, training and
development and reward on employee intention to quit from the organization. Values of the results. The
study provides thought provoking managerial idea to reduce attrition levels by improvising employee
engagement in the organizations. This paper also throws light for the researchers to carry out the study
with other socio and psychological attributes influencing employee intention to quit.

Keywords: attrition, banking Industry, employee engagement, intention to quit, reward, supervisory
support.

Introduction

Employee engagement has become a widely used and popular term with most of what has been
written about employee engagement can be found on the basis of practice rather than theory and
empirical research (Robinson, Perryman, Hayday, 2004). Several authors have worked on the topic of
employee engagement within their academic community. Of all the researchers, W. A. Kahn becomes
the first to coin the term engagement as he described how people can “use varying degrees of their
selves, physically, cognitively, and emotionally in work role performances” (Kahn, 1990). While the
other academic researchers have conceptualized employee engagement with different approaches of
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well-being, burnout, and job involvement (Park, Gursoy, 2012). A recent study on ensuring well-being
of the employees across the organization treated as a greatest challenge (Zigarmi et al., 2009). To
ensure this, the organizations should be agile and ready for transforming the organization structure
thus, providing a way for the highly engaged and satisfied employee.

A minimal research has been carried out on the constructs of employee engagement projecting
the determinants like, training and development (T&D), reward (R), supervisory support (SS), work
environment (WE) with employee intention to quit from the organization (EIQ).

Contextual Dimensions

Industry selected for the purpose is banking sector. India’s Rs. 128 trillion (US$ 1.97 trillion)
banking industry is well at par with global standards and norms. Prudent practises and conventional
framework adopted by the regulator, Reserve Bank of India (RBI), have insulated Indian banks from
the global financial crisis. The country has 87 scheduled commercial banks with deposits worth Rs.
100.63 trillion (US$ 1.54 trillion) as on 29 December, 2016. Of this, 26 are public sector banks, which
control over 70 per cent of India’s banking sector, 20 are private banks and 41 are foreign banks. Of
the total, 41 banks are listed with a total market capitalisation of US$ 181.2 billion as per the recent
statistics (Report from IBEF.org, 2017).

For the purpose of this study, six private sector banks were selected for the survey. As the data
to be kept confidential as it relates to sensitive factors like reward and employee satisfaction the
categorization of the banks on the said factors was not disclosed.

Purpose of the Study

W. A. Khan (1990) stated that, to promote healthy work environment, it is the responsibility
of the top management to ensure the employees are highly engaged so as to maintain the stability
in achieving high productivity. Research has shown that work engagement affects work related
outcomes such as job satisfaction (Harter, Schmidt, Hayes, 2002). Previous research has shown that
work engagement affects work- related attitudinal and behavioral outcomes, such as job satisfaction,
intention to leave and job performance (Park, Gursoy, 2012). As employees become more engaged,
they find their work more meaningful, self-fulfilling and inspirational and in turn, become more
dedicated and concentrated in their jobs leading to superior job performance.

Thus, enhancing the growth of job related attitudes and effectiveness of the employees in the
organizations. Subsequently, the concept of employee engagement and its implications towards
intention to quit appreciated and widely accepted in the present corporate world. The study is aimed
to evaluate the relationship of determinants of employee engagement (T&D, R, SS, and WE), and
employee intention to quit from the organization (EIQ).

Literature Review

Literature review includes definition of factors, earlier works, theories, and relationship
of employee engagement (EE) with its determinants will be discussed in preceding paragraphs
considering each variable one by one.

Employee Engagement (EE)

R. Wellins and ]. Concelman (2005) defined as “Employee engagement is the illusive force
that motivates employees to higher level of performance. This coveted energy is an amalgam of
commitment, loyalty, productivity and ownership”. D. Robinson and others define “engagement as a
positive attitude held by the employee towards the organization and values. An engaged employee is
aware of the business context, works with colleagues to improve performance within the job for the
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benefit of the organization” (Robinson et al., 2004). It has variously been conceived as a psychological
or affective state (e.g. commitment, involvement, attachment etc.), a performance construct (e.g. role
performance, effort, observable behaviour, organisational citizenship behaviour etc.) or an attitude
(Macey, Schneider, 2008).

Engagement is all about having a psychological commitment towards the assigned task, which
is clearly reflected in his/her dedication towards the work. Employee engagement is the level of
commitment and involvement an employee has towards the organization and its values. An engaged
employee is aware of the business context, and works with colleagues to improve performance within
the job for the benefit of the organization. Finally, engagement may be thought of as an antecedent to
job involvement, in that individuals who experience deep engagement in their roles come to identify
with their jobs. Engagement is a state where an individual is, not only intellectually committed, but
also has a great emotional attachment with his/her job that goes above and beyond the call of duty,
so as to further the interest of the company. Engaged employees care about and are loyal to the
future of the organization. They are willing to put in extra efforts to ensure that the organization is
led to growth and development.

Employee intention to quit (EIQ)

T. J. Kalliath and R. Beck (2001) opined that the individual who may be thinking about quitting
a job, and for the manager who is faced with lack of employee continuity, impacts organizational
productivity. While actual quitting behaviour is the primary focus of interest to employers and
researchers, intention to quit is argued to be a strong surrogate indicator for such behaviour.

T. Oberlechner and A. Nimgade have confirmed that the level of employee mental stress increases
with the reduced job security leading to occupational stress. This negative feeling on the jobs and
organization result in employee withdrawal either from the job or organization or sometimes both
(Oberlechner, Nimgade, 2005).

M. E. Echols (2007) confirmed that the likelihood of getting good promotion and incremental in
salary, exert a strong retention activity and reduce intention to quit among employees which was also
confirmed as a motivator from Hertzberg’s two factor theory of motivation. B. C. Holtom et al. (2008)
opined that the sense of belongingness to the job and organization with a long term association can
be achieved with promotion opportunity in the organization.

A well-structured compensation and benefits plan lead to commitment to the job and
organization, J. L. Cotton and J. M. Tuttle (1986) have identified compensation benefits as one of the
dampening forces for the employees with the intentions to withdraw themselves either from the
job or organization. Attractive pay showing inverse relationship reduces employee intention to quit
from the organization.

Job engagement and lack of job satisfaction are among the factors that contribute to people’s
intention to quit their jobs (Moore, 2001). However, it is important both from the manager’s and the
individual’s perspective to understand the factors that mediate the relationship between employee
engagement and intention to quit.

Training and Development (T&D)

The word training is used to explain the effort by an organization to promote learning among
the employees (Snell, Bohlander, Vohra, 2010). Experts by and large agree that training is more
related to immediate and short term performance needs; and development is more inclined
towards improving an individual’s skills for future assignments, (Snell et al., 2010). Researchers also
explained that the phrase, “training and development” is to recognize the combination of activities,
organizations put in place to enhance the skills of their employees which in turn creates more affinity
towards the job and the organization. Due to technical advancements and realization about the

75



Organizational Psychology. 2017. Vol. 7. No 4. www.orgpsyjournal.hse.ru

multidimensional advantages of training and development, employers in many developed countries
are offering implicit deals to their employees. With these implicit deals, an organization may have to
let the employee go due to extreme business constraints, but will help the individuals to develop the
marketable skills necessary to find the alternate job (Farell, Rusbult, 1981; Mathis, Jackson, 2002).
Training and development methods contribute to increased motivation, job satisfaction and morale
among employees. This improves the employee attitude to continue with the organization for long
tenures. Methods, if effectively implemented imply that organizations are more employee-centric in
order to improve the skills as well as increase their satisfaction in the ongoing jobs, resulting into a
win-win situation. Hence a negative relationship between T&D and employee intention to quit the
organization is being considered in this study.

Reward (R)

Reward is defined as intrinsic or extrinsic compensation on completion of a project or meeting
performance objectives. Intrinsic reward often includes praise, while extrinsic reward is tangible and
can beinthe shape of direct or indirect compensation. Former includes base pay and variable pay; and
later can comprise of life insurance, medical insurance, and retirement pension. For quite some time,
employee’s thinking of reward and its equity was considered as one of the key factors influencing
degree of job involvement. Thus, the involvement of the employee reduces the intention to leave the
organization. This supports the work by lot many researchers who established a decent relationship
between reward and employee intention to quit from the organization (Judge, Welbourne, 1994;
Lawler, 1971). In line with these studies of the renowned scholars, reward is hypothesized to have
negative and inverse relationship with employee intention to quit the organization.

Supervisory Support (SS)

B.].Jawarski and A. K. Kohli (1991), the nature of supervisory support influences the perception
of employee about the work place and engagement at work place. With the increased monitoring
tools and supervisor’s influence on the reward, employee is more concerned about the relationship
with the supervisor. Different aspects like fair treatment by the supervisor, feedback on performance
and trust in the manager/supervisor have positive correlation of organizational loyalty and employee
engagement. As the influence of supervisory support on employee engagement implies positive
employee behaviour towards performance, and loyalty defies the employee intention to quit from
the organization. On the basis of these studies, it has been hypothesized that, SS has negative impact
on employee intention to quit from the organization.

Work Environment (WE)

A. S. Taiwo (2010) asserted that the ability of employees of an organization to share knowledge
throughout the system depends on the conditions of their work environment. However, the survey
revealed that many organizations do not fully leverage their physical work environment to enable
increase collaboration, innovation and improve work effectiveness. Intention to quit also depends
on the working environment, as the research states that employee quits the organization. It is
also observed that employees tend to be more productive in a well-facilitated work environment.
The quality of comfort derivable from work environment determines the level of satisfaction and
productivity of workers. Whereas, workers productivity cannot be optimal, if the conditions of
work environment are not favourable. Hence, improved work environment will enhance employee
productivity and involvement towards the job entitled.

Objectives of the study

To understand the importance of determinants of employee engagement on attrition levels.
To deduce empirical relation between the determinants of employee engagement and employee
intention to quit from the organization.
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Hypotheses

H1:Training and Development (T&D) reduces the employee intention to quit from the organization (EIQ).
H2: Reward (R) reduces the employee intention to quit from the organization (EIQ).

H3: Supervisory Support (SS) reduces the employee intention to quit from the organization (EIQ).
H4: Work Environment (WE) reduces the employee intention to quit from the organization (EIQ).

Research Methodology

Sample
A sample size of 283 from six different banks was taken for the study.
Sampling Technique

Convenience sampling technique has been used as only six banks have been surveyed for
limitation of time and resources. A detailed description of participants from each bank and response
rates were discussed in results and analysis section.

Instrument Development

The variables framed as Training & Development (TD), Reward(R), Work Environment (WE) and
Supervisor Support (SS) on Employee Engagement (EE) have been tested by 32-items questionnaire
including 5 demographic items and 12 items on employee Intention to Quit (EIQ) the company. [tems
relating to these variables have been adapted after changes to suit the requirements of study in hand
and the local environments.

The survey questionnaire has three parts. First part is on demographics with questions
about gender, age, education, marital and position. Second part of the questionnaire focus on four
independent variables comprising of 15 items on a Likert Scale of one to five, with strongly disagree
as one, and strongly agree rated as five. Whereas the third part of questionnaire consists of questions
on a R. Likert’s Scale of one to five, with strongly disagree as one and strongly agree as five for
Employee intention to quit.

Methods

The determinants of employee engagement were measured by adopting four items from
S.Y.Lee (2006) on Work Environment. Statements such as “My workplace is open enough to see
my colleagues working” and “In general, my workspace is flexible” Employees were asked to choose
a number on a five-point scale ranging from “1 — strongly disagree” to “5 — strongly agree” for
each statement. Five items on Supervisory Support from S. Fukui et al.,, (2014), such as “Feel more
positively about your job?” (.780); “Feel as if you're part of the team?” (.745); “Feel that your work
was acknowledged?” (.737); Items were anchored using a 1-5 scale (“1 = Less than 10 % of the
time” to “5 = 91 % and more of the time”) with 5 signifying a higher percentage of time the worker
perceived receiving support in supervision. Three items on Training and Development from R. A. Noe
(2010) such as “I can see why the organization is interested in providing the training”; “I know
enough about the training to support me when I return to work” on a five-point scale ranging from
“1 — strongly disagree” to “5 — strongly agree” for each statement. Three items from M. Armstrong
(2012) on reward, statements such as “I am not paid fairly in comparison with other people doing
similar work in the organization”; “I feel that my pay does not reflect my performance”; “The job
evaluation scheme works fairly” on a five-point scale ranging from “1 — strongly agree” to “5 —
strongly disagree” for each statement.

A total of 12 items were adopted with three items from L. Firth and others (2004), such as “How

often do you think about leaving the job?”; on a five point R. Likert’s scale “1 — Rarely” to “5 — Very
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» «

often” “How likely are you to look for a new job within the next year?” on a five point R. Likert’s scale
“1 — Very Unlikely” to “5 — Very Likely” with Cronbach’s alpha at 0.75. Two items from R. T. Mowday,
C.S. Koberg, W. A. McArthur (1984), such as “All things considered, I would like to find a comparable
job in a different organization” (.70); “I will probably look for a new job in the near future (.58)” were
measured on five-point scales ranging from «1 — Strongly Disagree» to «5 — Strongly Agree». Three
items from ]. Greenberg and R. A. Baron (2008), such as “I am able to express my views about my
job” and “I received the evaluation that I deserved” were measured on five-point scales ranging from
«1 — Strongly Disagree» to «5 — Strongly Agree». Four items from N. Magner, G. G. Johnson, |. Elfrink
(1994). Examples of the items on the scale are “For me this is the best of all possible institutions for
which to work”; “I am proud to tell others that [ am part of this institution,” and “This institution
really inspires the very best in me in the way of performance” with Cronbach’s alpha 0.91. were
measured on five-point scales ranging from «1 — Strongly Disagree» to «5 — Strongly Agree», and
the items were summed for measuring employee intention to quit from the organization.

Data Collection Procedure

Data was collected through the above mentioned 32-item survey questionnaire, which was
explained to the nominated representatives of the companies and got the questionnaires filled.
Confidentiality of the companies and respondents is being maintained.

Data Analysis Technique

For the analysis of data, software of SPSS (version 21) has been used. Correlation and regression
tests were applied for evaluation of data.

Reliability of Scale
Reliability Testing

A survey of 283 respondents from six commercial banks was conducted for confirming the
reliability of scale.

Table 1. Reliability Statistics

Scale Cronbach’s Alpha N of Items
Work Environment .667 4
Supervisory Support .838 5
Training and Development .859 3
Reward 746 3
Intention to Quit 773 12

The minimum value of Cronbach’s alpha came out to be 0.667 for work environment (WE) and
all other variables stand over and above 0.7, against minimum acceptable limit of 0.6. Hence the
scale was found reliable and fit for use.

Results, Analysis and Discussion

A total of 320 questionnaires were floated in six banks and 283 fully filled-in responses were
received, with response rate of 88% mentioned in Table 2.

For analysing demographic variables, descriptive statistics, correlation and regression
techniques were applied to find out the required results for analysis.

Demographic Analysis
As give in Table 3, male are 77% and female only 23% of the total respondents.
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Table 2. Response Rate

Bank No. of Participants  No. of Responses Response Rate
Axis Bank Ltd 60 53 88%
HDFC Bank Ltd 60 55 92%
ICICI Bank Ltd 50 44 88%
Yes Bank Ltd 50 41 82%
Kotak Mahindra 50 43 86%
Karur Vysya Bank Ltd 50 47 94%
Total 320 283 88%
Table 3. Demographics
Age Marital Status
Frequency Percent Single 93 32.9
<25yrs 55 19.4 Married 190 67.1
26-30 yrs 67 23.7 Total 283 100.0
31-35yrs 52 18.4 Gender
36-40 yrs 15 53 Frequency Percent
41-45 yrs 43 15.2 Male 218 77
> 46 yrs 51 18.3 Female 65 23
Total 283 100.0 Total 283 100.0
Tenure Education
<5yrs 127 45.0 Graduation 113 39.9
6-10 yrs 47 16.7 Post-Graduation 137 48.4
11-15yrs 9 3.3 Professional 33 11.7
16-20 yrs 14 5.0 Total 283 100.0
21-25yrs 28 10.0
>26 yrs 57 20.0
Total 283 100.0

Employees in age group 25-35 are in majority with 61.5% and those over 45 years are just
18.3%. In level of education, post graduates are leading with 48.4%, graduates with 39.9% and
professionals are just 11.7%. Whereas, the service with the current organization leads to very less
as 45% of the total respondents have less than five years of service with the current organization.
Subsequently 20% of the respondents have more affinity towards the organization in terms of their
tenure.

Descriptive Analysis

As shown in Table 4, mean is 2.9 or more for all variables except reward, which shows 3.6 on
R. Likert’s Scale of 1—05. It shows that most of the respondents are in agreement to the questions
asked in the instrument. For data to be normal and free of negative or positive skewness, value
of skewness should be between +2 to -2. In the said table all values are within range, hence no
skewness is found in the data.

Table 4: Descriptive Statistics

Variables N Mean Std. Deviation Skewness Kurtosis
Statistic  Statistic Statistic Statistic Std. Error  Statistic  Std. Error
EIQ 283 2.9632 .51975 -.749 .145 742 .289
WE 283 3.9028 .60238 -.336 .145 204 .289
SS 283 4.0219 .62406 -.867 .145 1.651 .289
TnD 283 4.0018 70144 -.306 .145 -.313 .289
R 283 3.6042 1.10234 -.467 .145 -.580 .289
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Similarly, for data to be normal, value of kurtosis should be positive. As values of four variables, less
T&D and reward are positive; hence data is mostly in the range of normality.

Correlation

To find out the correlation of variables, Kendall’s tau correlation test was run as the data was
found to be normal from, skewness, and kurtosis. The strongest correlation is between R and EE at
0.663 and weakest between EIQ and WE at -0.670. All correlations are significant with p <.01(two
tailed).

From the table 5 it is evident that there exists negative correlation between the determinants
of Employee Engagement and intention to quit from the organization. The negative correlation
observed denotes the impact of employee engagement on intention to quit. As they are negatively
correlated, the increase in employee engagement and the organizational practices reduces the
employee’s intention to quit from the organization.

Table 5: Correlations

Variables Correlations EIQ EE R WE SS TD
EIQ Correlation Coeflicient 1.000 —378%* -.069 -.670%*  —577%* —-.305*%*
Sig. (2-tailed) — .000 120 .000 .000 .002
EE Correlation Coefficient -.378%* 1.000 .663%* A417%* .585%* .624%*
Sig. (2-tailed) .000 — .000 .000 .000 .000
-, R Correlation Coefficient -.069 .663*% 1.000 144 4267 379
§ Sig. (2-tailed) .120 .000 — .002 .000 .000
‘% WE Correlation Coefficient -.670%* A417%* 144%* 1.000 278%* .328%*
E Sig. (2-tailed) .000 .000 .002 — .000 .000
Z SS Correlation Coeflicient -.577** .585** 426** 278** 1.000 337+
Sig. (2-tailed) .000 .000 .000 .000 — .000
TD Correlation Coefficient -.305%* .624*% .379%% .328%% 337%% 1.000
Sig. (2-tailed) .002 .000 .000 .000 .000 —
N 283 283 283 283 283 283

** Correlation is significant at the 0.01 level (2-tailed).

Whereas, the correlation between reward (R) and intention to quit (EIQ) stands at -.069, which
can be termed as weak negative correlation, deduces that reward may not be the major contributor
for employee’s intention to quit from the organization.

Regression

To test the hypothesis, linear regression was applied. From the table 6, value of R? is .184, which
means that model is 18.4% fit.

Table 6. Model Summary

Model R R? Adjusted R? Std. Error of the Estimate
1 429° .184 173 47278

a — Predictors: (Constant), TD, SS, WE, R

R? reflects the effect of Independent Variables on the Dependent Variable and is 18.4%. It
means that all four Independent Variables combined (T&D, R, SS and WE) have only 18.4% effect
on the Dependent Variable (EIQ). Adjusted R square is for total population, for which effect of all
Independent Variables combined reduces to 17.3%.

Hypotheses Testing

Hypothesis 1 (H1): Training and Development (T&D) reduces the employee intention to quit
from the organization.
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Table 7. Regression Coefficients (Dependent Variable: EIQ)

Unstandardized Coefficients Standardized Coefficients .
Model T Sig.
B Std. Error Beta

(Constant) 2.360 226 10.435 .000

R .032 .032 .068 994 321

1 WE -.156 .055 -.181 -2.824 .005
SS -.306 .059 -.368 -5.221 .000

TD -.031 .049 -.042 -.640 523

From the Table 7, itis evident that the value of p is 0.523; hence the relationship is not significant
at p <.05. Value of t is -0.640. As t < 2, relationship is indicated as weak and negative, and shows
that relationship between TD and EIQ is negative. Beta value indicates the effect of T&D on EIQ, and
is —0.041. It means that T&D brings a chance of -0.031 in EIQ. All combined, the results reflect that
relationship of TD with EIQ is not significant, negative and weak. Hence H1 is rejected. This indicates
that in banking industry, the concentration on training patterns improves employee engagement
and reduces employee’s intention to quit from the organization.

Hypothesis 2 (H2): Reward (R) reduces the employee intention to quit from the organization.

On the lines explained for testing H1, table above shows that there exist no significant
relationship at.321 (p <.05), and weak, can be treated as negligible with value of t as .994 (t <2), and
R effecting EIQ at .032. This concludes that relationship of R with EIQ is not significant (p <.05), and
weak leading to mere -0.031 chance of influence on EIQ. Hence HZ can be rejected with its negligible
percentage influence of Employee Engagement on intention to quit.

Hypothesis 3 (H3): Supervisory Support (SS) reduces the employee intention to quit from the
organization.

This hypothesis like the previous two is about positive relationship of SS and EIQ. In Table above,
we observe that relationship is significant with value of .000 (p <.01). Value of t at -2.824 shows a
strong and negative relationship (¢ < 2) of SS and EIQ. Effect of SS on EIQ is -.306, which confirms
the negative relationship. Hence the Hypothesis 3 is accepted. This means employees of banking
industry having good relationship with their supervisors show greater Employee Engagement and
low intention to quit from the organization and vice versa.

Testing of Hypothesis 4 (H4)

This hypothesis is regarding positive relationship of WE with EIQ. Again referring to Table 5,
relationship is significant at .005, (p < .01), strong and negative, with value of t as -2.824, (t < 2).
Value of beta is -.181. It confirms the strong negative relationship and effect of .156 of WE on EIQ.
With this analysis, H4 is accepted, meaning that employees with better WE are more engaged at
work with low intention to quit from the organization than those how have lower WE. With highest
effect of -.156, WE become most significant and important determinant of EE for the employees who
have been surveyed.

Regression Equation

EIQ =2.360 + 0.032 *R-0.156 * WE - 0.306 * SS - 0.031 * TD. We see that R? is 18.4% and that
the regressors reward (R) and training and development (TD) are insignificant with p>0.05, whereas
work environment (WE). We see that R? is 18.4% and the regressors Reward (R) and Training
and Development (TD) are insignificant with p > 0.05, whereas, Working environment (WE) and
supervisory support (SS) are significant with p < .05 in this model, with Employee Intention to Quit
(EIQ) decreases for rise in acceptable work environment (WE) conditions and supervisory support
(SS) also with employee training and development (TD) process in the organization. Whereas,
Reward (R) is directly proportional to employee intention to quit (EIQ) from the organization this
is confirmed by Cognitive evaluation theory (Deci, Koestner & Ryan, 1999) confirms rewarding may
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be experienced as highly controlling, pressuring and stressful, and therefore will decrease intrinsic
motivation leading to exit from the organization.

All Hypotheses except Hypotheses 1 and 2 have been accepted, and summary of Hypothesis
Testing is as under (Table 7).

Table 7. Hypothesis Status

No Hypothesis Statuse

H1: Training and Development (T&D) reduces the employee intention to quit from the organization. Rejected

H2: Reward (R) reduces the employee intention to quit from the organization. Rejected

H3: Supervisory Support (SS) reduces the employee intention to quit from the organization. Confirmed

H4: Work Environment (WE) reduces the employee intention to quit from the organization. Confirmed
Discussion

Employee engagement, the most thrust area of research with complex literature and empirical
evidence encouraged researchers to develop sound theoretical platform with empirical support for
conceptualising. In addition to this, the present research attempt to support its contribution towards
theory development with reference to Indian banking context. Employee engagement, with its focal
point on engaging employees with the job and positive attitude towards job related outcomes by
empowering them the required support, pathway to move on without hassles.

Mostly the results of the study have been discussed under relevant table of analysis or with
each hypothesis testing. Reliability of scale for all factors and instrument as a whole is .836 which
is greater than .7. It means that the scale is fit for use. Results of correlation showed significant
relationship amongst of all the variables at p <.01 (two tailed). The strongest correlation is between
R and EE at .663 and weakest between EIQ and WE at -.670. All correlations are significant with
p <.01(two tailed). Later in multiple regressions this weak relationship of R and EIQ and also EIQ
and T&D at-0.032 and -0.031 respectively failed to be significant with (p >.05).

The study reveals that the employees are highly engaged when there are adequate conditions
related to work environment, supervisory support, reward and training & development. Thus
lessening the level of employee intention to quit from the organization. The survey supports that
two out of four factors to include SS, and WE have positive and direct relationship with EIQ in the
banking industry and two related hypotheses stand approved. This is in line with the earlier studies
on the subject, where positive relationship of supervisor support and work environment with the
construct of employee engagement has been established a low employee intention to quit from the
organization. However R and T&D showed very low influence on EIQ and hypothesis got rejected.

India being an extensively diversified country in cultural perspective, shows different sets of
people and variant styles provides support in the existence of practicing employee engagement to
improve employee job satisfaction in Indian Banking Industry.

An engaged employee, thus, develops an environment where the employees work with utmost
responsibility, supportive nature, understanding the requirements of the team members, valuing
one another through collaboration can achieve mutual growth in the organization for longer tenure.

Conclusions and Recommendations

Managerial Implications

Management of banking industry should find out the reasons for low influence of Reward
(R) and Training and Development (T&D) on Intention to quit (EIQ). There may be many more
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reasons behind mere increase in the pay and benefits for employees to give their best and optimum
productivity. In addition, to draw maximum advantage of significant relationship of SS and WE with
EIQ, management should lay enhanced emphasis on these determinants so as to be employee centric.
This will lead to more satisfied engaged employees, which increases involvement, commitment and
increased productivity which decreases the intention to quit from the organization.

Limitations of the Study

Employee Engagement has lot many determinants, but only four of them are included to keep
the study manageable. Secondly, the population includes the only six of the available banks only in
the urban area of Guntur district.

Future Research

Hypothesis relating to negative relationship of Reward (R) and Training and Development (T&D)
with Employee Intention to quit from the organization (EE) have been rejected, shows contradiction
to earlier theories and studies. Further research can be carried out with a larger sample to explore
the relationship of R and T&D on EIQ.
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Abstract. This article describes labor activity and communities among people, leading a non-
professional way of life. We have conducted this qualitative research on the sample of Russian lifestyle
travelers, for whom the main life activity is not a work, but a journey. The sample included Russian-
speaking lifestyle travelers — one woman and seven men aged from 25 to 41 years with experience
of lifestyle travel in different countries from 1.5 to 21 years long and with homes in the territory of
the Russian Federation or Ukraine. We interviewed each respondent, and then used theory-based
thematic analysis with pre-specified categories based on the parameters of the professional way of life.
In addition, we analyzed several books written by lifestyle travelers, and their collective and personal
Internet resources. Finally, we have made participant observation on several gatherings of the lifestyle
travelers’ community in the Moscow region. We have found that labor activity in the non-professional
way of life of free travelers is episodic and serves only to ensure their existence during journey. They
take local jobs and work intensively for a limited period of time, or earn money online permanently
and not actively. While working locally lifestyle travelers are limited by local laws, so they often get
jobs unofficially, and their pay is usually lower than for locals. However, online jobs among lifestyle
travelers have no specific legal restrictions or lower payment rates. In addition, we have found out that
communities of lifestyle travelers are similar to professional and amateur communities - they also have
a culture of special knowledge sharing. They share it on live collective gatherings or through creating
information sources — books, videos, travel reports, etc. Such communities, in mostly, are formed
around Internet sites or social media group. Further, lifestyle traveler have specific communities -
temporary communes (enclaves) and permanent communes. These findings are giving ground for
creating new models describing non-professional way of life.

Keywords: labor activity, non-professional way of life, lifestyle travelers, ways to earn money,
communities
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Institute of Psychology, Russian Academy of Sciences, Moscow, Russia

Abstract. The goal is a constructive discussion of the problems of the development of industrial
organizational psychology (IOP) in Russia. The reason for the discussion was the content of the article:
Ones, D, Kaiser, R., Chamorro-Premusik, T., Svensson, S. Industrial-Organizational Psychology: Deadlock
or a New Stage of Development? Organizational Psychology, 2017, 7(2), 126-136". Design. The article
critically examines the complex and undesirable aspects of the development of discipline, formulates
possible and affordable ways to optimize the development of IOP. The history of the formation of the
scientific and practical discipline, social and personal determinants of this formation (discontinuities
in evolution, separation and subsequent delimitation of the “theory” and “practice”, “theorists” and
“practitioners”, features of the professional work of the first and second) have been analyzed. There
were discussed factors that influence for the formation of discipline and associated “troubled nodes”
(the spontaneous beginning of the formation of discipline, distancing in the relations of “practitioners”
and “academic psychologists”, short time plans for work, the problem of universalism, the typical
organization of work, the phenomenon of “Russian government”, understanding the content of the
social order, the difference in the understanding of the subject and the methods of his cognition, etc.).
There is a crucial in the difference in understanding the subject of the discipline — “theorists” operate
with concepts and describe “ideal theoretical objects” and “ideal empirical objects” (according to V.
S. Stepin), whereas “practitioners” — with “real empirical objects” cognized through the method of
hermeneutics, which leads to a difference and the languages of the description of objects and subjects
of research (transformation). Methodical problems of describing complex social objects (questions of
sample homogeneity, the apparatus of mathematical statistics, results of analysis, typical models of
fragments of reality, limitations of the existing factual base) are considered. Conclusions. There are
opportunities and available means to improve the efficiency of scientific research and scientific and
practical work in industrial organizational psychology. The following are the “sufficient and necessary”
initial conditions for optimizing the prospects for the development of discipline: an active correction
of the contents of the social order by psychologists, the formation of a new type of teams as the
integration of different professionals, adequate temporal parameters of the expected transformations
in the organization, the creation of a bank of empirical data.

Keywords: industrial organizational psychology, crisis, relations of “practitioners” and “academic
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psychologists”, “problem node”.
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Book review: Ivanov M. A. Advising first persons of the company: client-centered approach,
Moscow: Olimp-Biznes, 2018. — 432 p. The publisher’s abstract: Mikhail Ivanov is a Russian
professional management consultant, working in business more than 20 years. He is convinced:
external professional assessment of the organization, feedback are useful and necessary for any leader.
The book covers all the main stages of consulting: marketing, the first contract with the client, the
diagnosis of the organization, the methods of working with the first persons in companies on typical
requests. The author formulates the principles of his approach to counseling, suggesting a shift from
organization-centeredness to client-centeredness. This means that the consultant needs to work with
leaders — people who have the authority to set goals and carry out organizational changes. The book
is addressed to both novice and experienced consultants and management practitioners. The book is
necessary for everyone who is interested in making effective management in our country and facing
the new business challenges.

Keywords: M. A. Ivanov; C. Rogers; management consulting; trans-professional counseling paradigm;
strategic management; client-centered approach; the human dimension of the organization.
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