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Abstract. Such traditional methods of labour efficiency maximization as rationalization,
automation of business processes, and head hunting, do not often yield better
competitiveness of human resources in the context of modern “transparent” world market
development and high uncertainty and dynamism of Russian socioeconomic environment.
Itisnecessary to create proper conditions for the employees to continuously and consciously
work towards long-term superiority over competing employees and to increase their
professional competences in order to be competitive in the labour market. The objective
of this research is to identify the organizational and economic patterns of business career
created by differences in the competitive position of banking organizations. The study
encompassed the analysis of business careers of the employees of fifteen federal and
regional banks quoted in the Russian market during the past six years. The results of the
research prove that the type and intensity of business career determine the mechanisms for
localization and establishment of the competitive advantages of both the employee and
the bank in the market situation. The business career studies made it possible to identify
the presence of a socioeconomic conflict between professional and organizational (intra-
and inter-organizational) career. The business career conflict solutions generate strategic
alternatives for the integrating the professional and organizational types of career, in
order to maintain and increase the competitiveness of human resources of the banking
organization.

Keywords: banking organization, staff competitiveness, business career.

Research area: economics.

Citation: Sotnikov, N.Z., Sotnikova, S.I., Mikhailova, E.M. (2020). Business career of Russian banking
organizations’ employees: priorities and opportunities. J. Sib. Fed. Univ. Humanit. Soc. Sci., 13(7),
1182-1194. DOI: 10.17516/1997-1370-0530.

© Siberian Federal University. All rights reserved
* Corresponding author E-mail address: n.z.sotnikov@edu.nsuem.ru, s.i.sotnikova@nsuem.ru, e.m.mihajlova@nsuem.ru
ORCID: 0000-0002-6406-8683 (Sotnikov); 0000-0003—1723-9387 (Sotnikova); 0000-0002-4597-754X (Mikhailova)

-1182 -



Nikita Z. Sotnikoy, Svetlana I. Sotnikova... Business Career of Russian Banking Organizations’ Employees...

Introduction

For many years, business career has been
in the focus of studies carried out by Soviet,
Russian and foreign researchers. The interest
to the process, its scale, intensity and factors
is not a coincidence: it clearly manifests many
important and regular processes of social mo-
bility of the work force, and reflects the dyna-
mism of the labour market.

In scholarly literature, business career is
presented as a complex, open and holistic sys-
tem, illustrating the highest degree of unity of
three interrelated substances.

First, business career becomes a factor in
achieving personal success and outperforming
other competing employees who are pursuing
identical goals (Sotnikov, 2015; Hassell, 2017,
Masie, 2017; etc.). The result of personal suc-
cess and outperforming the competitors in the
social life stream is maintenance and improve-
ment of the working life quality, achieved by
the employee. It is associated “with an increase
of wages, the level of official rights and duties,
the degree of autonomy and responsibility”
(Miliaeva, 2016).

Secondly, business career appears as a
function of social mobility (Eriomina & Toder-
ash, 2016; Sillaste, 2004; Hall & Mirvis, 1995;
Savickas, 1992).

Social mobility manifests itself as “a sys-
temic phenomenon that reflects the objective
side of an individual’s socialization process
(the content and directions of socioeconomic,
educational, cultural policies, as well as func-
tions, principles, objectives in the management
of society, legislative, regulatory, organization-
al, behavioural and other conditions of social
being) and subjective (the complex of basic per-
sonal qualities that also determine the content
and direction of social mobility)” (Shpektoren-
ko, 2013).

Thirdly, business career is presented as
an activity of positioning an employee in the
hierarchical stratified labour division system
(Beliatskiy, 2010; London & Moon, 1987; Noe
et al., 1990; Bersin, 2015; Schein, 1986; Sot-
nikova, 2018, etc.). To our best knowledge,
positioning of an employee in the labour mar-
ket can be personal-professional, representing
the localization (fixation) and consolidation

of a certain status (position) and role of the
employee in the professional field of activity,
with regard to his/her knowledge, skills and
attitudes. It can also be status-official, find-
ing the social and material achievements in
specific non-organizational and intra-orga-
nizational realities, perceived as an objective
status set and clearly defined positions, roles,
states of financial well-being, etc.

Thus, the modern business career con-
cept is associated with awareness of the fact
that freedom of career generates competition,
creating obstacles for everyone on the way to
achieving personal success and outstripping
competitor employees, working towards the
same goals. The elevation of one’s professional
life quality is the result of achieving personal
success and surpassing competitors in social
life. Business career becomes a priority (lead-
ing) factor in the competitiveness of human re-
sources in the labour market.

Problem Statement

The re-industrialization vector in Rus-
sian economy is associated with a shift of the
banking sector development paradigm. Such
changes imply improving quality of bank-
ing assets against the intention to expand the
banking business through aggressive market-
ing technologies, product concept against cus-
tomer-oriented ideology. The most important
economic challenge in creation of competitive
commercial bank personnel is caused by fun-
damental transformation of values, worldview
and ideological settings all over the world. It
is impossible to improve the quality of assets,
to reduce the share of dubious operations in
troubled banks in a short term, to prevent a
full-scale crisis of confidence against the
background of the unstable economic situa-
tion without professionally trained and loyal
staff.

In this context, business career represents
a process of competitive positioning of an em-
ployee in the labour division market system. It
contributes to the preservation or improvement
of the working life quality due to labour mobil-
ity in the changing conditions of intra-organi-
zational and non-organizational realities.

In essence, business career (Fig. 1):
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Fig. 1. Modern triad system of business career: Qwl - quality of working life,
ML - labour mobility, Plm - labour market positioning

a) models the system of principles for
achieving the desired quality of working life in
the context of labour mobility;

b) specifies the conditions and forms of
labour mobility, which allows to support or im-
prove one’s competitive position in the labour
market;

¢) determines the parameters of com-
petitive positioning in the labour market that
contribute to the improvement of the quality of
working life.

Constant changes in legislation, unstable
market conditions, severe competition, rapidly
developing preferences of employers expand
the range of business career strategies that com-
bine different options for employee relocation,
depending on the ratio of the three substances
of business career. The simplified stereometric
business career model (Fig. 1) clearly demon-
strates the variability of strategies, including
increasing (in sectors 1, 2, 3, 4) and preserving
(in sectors Qwl, Ml, PIm) the competitiveness
of the employee.

Sector 1 is the combination of such two
business career substances as quality of work-
ing life and labour market positioning. This
business career dyad determines the strategy
of a contender for market leadership. Such sit-
uation is typical for employees, seeking to im-
prove the quality of their working life through
reinforcement of their competitive position in
the labour market, based on the actual condi-
tions of socioeconomic development of the
households, organizations, regions, etc.

Sector 2 is the combination of quality of
working life and labour mobility substances.
This dyad defines the professional niche strat-
egy. It characterizes the career of those em-
ployees, who manage to improve the quality
of their working life in a particular segment of
the labour market through the development and
usage of their professional skills, awareness of
the importance of their professional compe-
tence and confidence in it, high motivation in
achieving results in one way or another.

Sector 3 is the intersection of labour
mobility and labour market positioning sub-
stances. This business career dyad determines
the strategy of a market follower. The career
of the employees, who form this segment, is
characterized by the necessity for creative in-
volvement in management and production, in
searching for development potential, not only
by increasing qualification requirements, but
also through discipline. For these employees,
the priority belongs to functional flexibility,
focus on expansion and enrichment of the job,
reinforcement of creative aspects.

Sector 4 is a combination of all three sub-
stances of the business career triad, namely,
quality of working life, labour mobility, labour
market positioning. This segment unites the
careers of those employees, who harmonious-
ly and totally achieve the personal-profession-
al and status-official positioning in the labour
market, thereby ensuring business success.
This segment is distinguished with competitive
leadership strategy.
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Qwl Sector is the quality of working life
sector. This substance means avoiding direct
competition strategy. This is a strategy of fo-
cusing one’s career on maintaining the achieved
quality of working life, certain pliability to the
stricter requirements of the employer in order
to preserve the job and all existing and future
benefits associated with it.

MI Sector is the labour mobility segment.
It implies implementation of rotation strategy
of a specialist being a professional in his or her
field, but easy enough to being training for an-
other job within his or her organization. The
career of such employees is focused on diver-
sification of knowledge, skills, abilities, en-
abling them to adapt to the changes in working
technique and technology, as well as culture
of behaviour. These employees are flexible in
reacting to production and market changes or
demand fluctuations.

Plm Sector is the labour market position-
ing segment. It features a peripheral profes-
sional strategy. It is normally implemented by
the employees who have the proper profession-
al, but not organization-specific skills. It unites
the careers of those employees, who aim to pre-
serve the sovereignty of their social status and
role, a certain autonomy and independence in
the professional life.

Thus, career is a dialectical system. Emer-
gence, formation and resolution of inherent
contradictions between the three substances
(quality of working life, labour mobility and
labour market positioning), which allow the
employee to have sustainable competitive ad-
vantages in the labour market, create the driv-
ing force and resource for business career de-
velopment.

In this context, there is a growing need for
understanding the general nature and underly-
ing causes of the business career commence-
ment, development and destruction processes,
with due regard to the competitive position of
a banking organization and its strategy trans-
forming capacity. Theoretical and methodical
comprehension of a business career model as
a metamodel of bank personnel competitive-
ness will make it possible to understand the
parameters, conditions and characteristics of
a business career strategy capable of forming

a strategic potential for the banking labour
market.

Research Questions

Despite a significant contribution current-
ly made to the development of certain aspects
of the investigated problem and, particularly,
the sociopsychological ones, there is a shortage
of conceptual studies of business career as a so-
cioeconomic mechanism for the banking per-
sonnel competitiveness development. In this
context, the present article covers the following
questions:

— In what types of business career and
to what extent can they achieve a higher level
of banking personnel competition in the labour
market in the changing environment?

— What are the possible strategic alter-
natives for maintaining a competitive position
in the labour market, given the development
strategy of the banking organization?

Purpose of the Study

The objective of the research is to devel-
op an organizational and economic foundation
for banking personnel career as a mechanism
for improving competitive positions in the la-
bour market: (a) to identify the determinants of
business career, allowing to achieve a higher
level of competition in the labour market in the
changing conditions; (b) to analyse various stra-
tegic alternatives of business career by building
two-dimensional matrixes, estimating the pros-
pects of a particular method of bank personnel
positioning in the labour market. The organiza-
tional and economic regularities revealed in the
business career studies and conditioned by the
differences in the competitive position of bank-
ing organizations, allow us to identify and fore-
cast the favourable opportunities and threats
that may arise on the way to gaining competi-
tive advantages in the labour market.

Research methods

Hypothesis development

Correlation between business career
and employee competitiveness

A business career predefines one’s individ-
ual conscious way of forming a competitive po-
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sition in the labour market in order to achieve
the desired quality of working life. In its turn,
competitiveness as such is the basis of a career,
in which new positions in the labour division
are developed. Therefore, it determines the op-
portunities and conditions for the development
and satisfaction of the physical, spiritual and
social needs of an employee.

H1: Business career is an employee com-
petitive development mechanism based on the
principle of changing one’s competitive posi-
tion in the labour market in order to cater their
need for a better quality of working life.

Duality of business career

Duality of business career is a philosoph-
ical comprehension of the harmony between
two types of the argumentation of competitive
positioning in the labour market: subjective-
ly irrational and objectively rational. On one
hand, the dual approach to business career
analysis allows considering it as a subjective-
ly irrational career activity, associated with
identification and satisfaction of the employ-
ee’s needs for competitiveness and wellbeing
throughout their working life. On the other
hand, such approach describes business career
as limited and objectively defined by the exist-
ing rules and status-role prescriptions, existing
in the stratified labour division system of the
market, i.e. considered as an objectively ratio-
nal career activity.

H2: The dynamics of objectively ratio-
nal activity and the dynamics of subjectively
irrational activity obey to the different laws.
Therefore, they do not coincide in time and
change trends. As a result, there occurs an eco-
nomic and organizational conflict between pro-
fessional and organizational careers, including
the conflict between intra-organizational and
inter-organizational careers.

Targeted business career

Career is always targeted. The goal of a
career should be considered from two perspec-
tives, two subjects: the employer and the em-
ployee. The basis for a common career target is
the establishment of proper conditions for the
coordination of individual and organizational
goals.

H3: Business career depends on the way
an employee is positioned in the labour market,
but not so much on the organizational needs of
the labour force. This way, it is determined by
the employee’s intrinsic need for improving the
quality of work life, desire for self-expression
in the outside world and among other com-
peting employees, who are pursuing the same
goals.

Data collection procedure

The statistical data of all-Russian statisti-
cal reporting, analytical reviews, and primary
personnel documents of commercial banks,
banking sector regulations, press information,
the Internet data, along with the results of the
author’s survey of bank employees served as
the information and empirical base for the re-
search.

Fifteen federal and regional Russian banks
were observed.

The study consisted of several levels.

The first level implied specification of the
indicators to be used to assess objectively ra-
tional career activity. Thus, on this level, the
career system was studied as a holistic complex
of resources used to achieve a higher level in
the competition of bank personnel in the labour
market (Fig. 2). The main method of the re-
search was statistical data analysis. The study
was conducted by quota multistage sampling
(basic characteristics: location of the organiza-
tion, corporate strategy, bank personnel head-
count).

It is noted that over the years 2010-2018,
increase in the career activity of bank employ-
ees was observed as national economy sta-
bilized after the 2008 recession. At the same
time, the dynamics of activity strongly depends
on the development strategy of the banking or-
ganization: entrepreneurial strategy provides
the greatest opportunities for a business, cycli-
cal strategy and profitability strategy provide
the least potential, while dynamic strategy of
growth and liquidation strategy offer moderate
opportunities (Fig. 2).

The second level of the research was based
on the first level. On the second level, the sub-
jectively irrational career activity was speci-
fied, as personal expectations of the employee,
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Fig. 2. Business career intensity depending on the strategy of the banking organization
over the period 2010-2018, %

Table 1. Distribution of answers to the question “What does the term of ‘business career’ mean to you?”

Business career is .. Answers (%)

achieving decent and increasing material wellbeing for myself and my loved ones 67.8
having comfortable working conditions (working in a clean healthy environment, having a 40.5
personal office, personal car, etc.)

development of good personal relations with managers, colleagues, subordinates 447
respect and prominence in the organization 53.4
professional competence development 57.8
achieving success and prominent position in society and in the professional world 68.3
achieving superiority over other people 70.1
non-standard, creative, innovation work 454
employee development, that does not conflict with his/her lifestyle 432
activity of unleashing one’s labour potential 55.6
recognition of professional achievements 521
guarantee of a constant job, stable position 44.6

regarding material well-being, self-affirmation,
self-esteem, public recognition, economic in-
dependence, success, power, etc. These expec-
tations were associated with self-assessment
not only in the context of needs and motivation
of the employee, but also in the socioeconomic,
organizational conditions of self-positioning in
life and work.

The questionnaire survey was the main
research method used on this level (Table 1).
The study was conducted by quota multistage
sampling (basic features: corporate strategy,
functional responsibilities of the employee and

work experience of the employee at the bank-
ing organization).

During the research, it was noticed that for
most bank employees, career is a process of of-
ficial professional positioning in the reality of
their organization: achieving superiority over
other people (70.1%), a way to success and a
prominent position in society and in the profes-
sional world (68.3%), recognition of profession-
al achievements (52.1%).

It is also rather typical for bank employ-
ees to perceive career as a personal-profes-
sional positioning in the environment of their
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Table 2. Differences in understanding the meaning of business career among employees
of banking organizations with different development strategies
(based on the survey results), in per cent of the total number of respondents

Business career is
Type of strategy . . o a personal-professional a way to cater one’s
a job-official positioning positioning material needs

Entrepreneurial 18 61 21
Profitability 28 25 47
Dynamic growth 67 22 11
Cyclical 24 54 22
Liquidation 25 23 52

organization: professional competence devel-
opment (57.8%), which does not conflict with
the lifestyle (43.2%) in order to carry out their
professional tasks in a non-standard, creative,
innovative way (45.4%), unleash their labour
potential (55.6%) and increase their value and
reputation in the organization (53.4%).

Career is often regarded as a way to ca-
ter material needs, such as material well-being
(67.8%), better working conditions (40.5%),
good personal relations in the team (44.7%),
guarantees of a permanent job and stable po-
sition (44.6%).

It is not difficult to notice that business ca-
reer is associated with achieving some personal
success in the form of more or less clearly de-
fined positions, statuses, roles, perceived as a
result of maintaining or improving the quality
of working life by getting a sense of superiority
over other employees. At the same time, there
are differences in understanding the meaning
of business career among employees, depend-
ing on the corporate strategy (Table 2).

Thus, in banks practicing the dynamic
growth strategy, employees normally consider
career in the context of job-official positioning
(67%). For these employees, career appears as a
series of promotions from one job (position) to
another, development of their influence, pow-
er, authority, status in the company. Career
growth, functional expansion in the organiza-
tion is harmonized and accelerated by means of
training in the use of new technologies, requal-
ification and career orientation.

Career means mastering a variety of skills
and competences that complement and develop

a professional for the employees of the banks,
implementing the entrepreneurial (61%) and
cyclical (54%) strategies. For them, their ca-
reer path is directly related to personal-profes-
sional positioning. Often, such employees are
“focused” on the training aspect of career and
make the typical mistake, considering training
as a target, not as a tool for improving their
intra-organizational positioning and advance-
ment of their competitiveness.

Employees in banks with the profitability
(47%) and liquidation strategies (52%) often
perceive their careers as a way to protect their
own status and income, associated with their
activity in the organization. These employees
are quite loyal to the organization. Their main
problem is the threat of the so-called “career
plateau” or “career downshifting” the situa-
tion when employees professionally “outgrow”
their official positions.

Findings
Economic expediency of the business career
of employees

Business career is the highest criterion of
qualification assessment and self-motivation to
achieve sustainable (organizational or person-
al) competitive superiority over other employ-
ees with the least career investment: 7C—min.
Career investment is a long-term investment
of capital into the positioning of an employee
in order to preserve or overcome (elevate) the
achieved quality of working life.

Economic expediency of an employee’s
career is determined by comparing the values
of marginal income MR and marginal invest-
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Fig. 3. Dynamics of marginal income and marginal investment in a career, depending
on the level of employee competitiveness
(using the example of a bank with entrepreneurial strategy), thousand RUR

ment MC, associated with the dynamics of
the quality of working life, determined by the
competitiveness of the employee (including in-
vestment in personal MC1 and corporate MC2
types of competitiveness) (Fig. 3).

As can be seen from Fig. 3, employees
seek to acquire a certain share of the domestic
labour market and secure it for themselves in
the situation MR<MC. The employee is focused
on reimbursement of costs, associated with the
achievement of a career position in the labour
market as any owner of economic resources.

The employee seeks to get a target prof-
it from his/her positioning in the situation
MR=MC. But in this case, the employee en-
joys personally significant benefits from better
competitive advantages, yielding the growth
of their total income and improvement in the
quality of working life. At the same time, an
additional increase in one’s competitiveness re-
duces the growth rate of their marginal income
according to the law of diminishing returns.

The employee gets his/her income from
the career in accordance with his/her com-
petitiveness, when MR=MC. This is when the
formula “from each according to his ability, to
each according to labour” finds its real mean-
ing.

The employee considers investing in a
professional career as a way to improve his/her

status-official positioning in the labour market,
when MC =MC.,.

The employee is focused more on posi-
tioning his/her influence, power, authority, sta-
tus in the professional environment in a specif-
ic inter-organizational and intra-organizational
reality, when MC=MC.,.

Economic-organizational compromise
between professional and organizational,
inter-organizational

and intra-organizational careers

During the research carried out in banking
organizations, business career was found to be
perceived as a way to achieve competitiveness
in the labour market. Among the mechanisms
involved in this process, there is, first of all, the
professional career mechanism, which creates
conditions for professional development and
implies continuous reproduction of compet-
itive advantages throughout the working life
of each employee. The second mechanism de-
ployed is intra-organizational career, associat-
ed with the professional and official positioning
of the competitive advantages of the employee
in a stratified labour division system, with due
regard to the inter-organizational and intra-or-
ganizational realities. Thirdly, the inter-organi-
zational career mechanism is used, focused on
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the transition of an employee from one organi-
zation (branch) to another in order to change
the professional or official position, and the lev-
el of competitiveness of the organization itself
or its territorial location.

At the same time, the processes of forma-
tion, development and destruction of profes-
sional and organizational (intra-organizational
and inter-organizational) careers are regulated
by different laws, namely, internal unity and
interpenetration. The mismatch between their
timing and change trends generates an eco-
nomic and organizational conflict between
them (Table 3), which contributes to changes
in the competitive position of employees and
banking organizations in the labour market. In
the perfect scenario, this conflict shall be re-
solved in order to protect the intellectual cap-
ital of a banking organization from stagnation
in business activities, and to identify new de-
velopment opportunities.

The dynamic growth strategy is applied to
achieve the dialectic coordination of opportu-
nities for professional and intra-organizational
career. The employee gets a unique opportuni-
ty to unleash his/her potential and to enrich his/
her experience and thereby to speed up their
further promotion. The employer organization
minimizes their risks by hiring responsible and
successful people, respecting the corporate
culture, to get predictable results from the ca-
reer of such employees

In the context of the cyclical corporate
development strategy, it is professional career

that is in the focus of attention. Such strategy
allows the employer to improve the skills of the
loyal employees, to diversify their competen-
cies by accumulating and using their new com-
petitive advantages, to maximize their contri-
bution to the organizational development of the
bank and to adapt to the changing environment
with the lowest economic and social costs due
to the multi-functionality of manpower at hand.
In turn, there is a real opportunity for employ-
ees to improve their competitive position in the
labour market, to expand their prospects for
promotion and to increase incomes from em-
ployment, mastering the new market segment
of employers.

Compromise between inter-organizational
and intra-organizational careers in entrepre-
neurial and liquidation strategies for the de-
velopment of banking organizations, as well as
profitability strategy, is possible when sustain-
able competitive advantage in the labour mar-
ket is being achieved by stimulating employees
with a frequent rotation from one organization
or one level of the company to another, retain-
ing their official position.

In the organizations practicing the cyclical
development strategy, the compromise is being
achieved to guarantee further operation of the
employer in business management, to ensure
their safety by means of filling the key posi-
tions with loyal and proven people, who know
the specifics of business and organization, and
encouraging them to professional self-develop-
ment.

Table 3. Business career strategy depending on its intensity: “strategy - career” matrix, coefficient

Intensity of business career s = (s°/; s™; s*)

Type of strategy dominant high natural favourable favourable
(I<sr<s°) (s7<s°<1) (s°=s") (s°<sP<I) (1< s°<s?)

Entrepreneurial (1,99; -2,

Dynamic growth (0,2; 0,69; 1,21)

Profitability (0,58: 70,83)

Liquidation (1,02; 0,34; 0,68)

Cyclical (0,43; 0,42; 1,0)

Note: s - intensity of business career; s° = (st + s") - intensity of corporate career; s°** - intensity of inter-organiza-
tional career; s - intensity of intra-organizational career; sP - intensity of professional career.

"1 Natural business career.
[ Intensive business career.
[ Extensive business career.
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With the dynamic growth strategy, the
subjects of the domestic banking labour mar-
ket form a competitive space, which naturally
brings business career to the state of self-de-
velopment and self-regulation, contributing,
according to the competition laws, to the full-
est satisfaction of the diverse interests of the
economic actors in improving their working
life quality.

Thus, business career operates like a dia-
lectical system. Its driving force and source of
development are the processes of emergence,
formation and resolution of the intrinsic con-
flict between professional and organizational,
inter-organizational and intra-organizational
careers.

Social expediency of the business career
of employees

The indicator of the career’s social expe-
diency is success. It is subjective assessment
of the conditions and results of the achieved
personally significant benefits from self-posi-
tioning in the organizational labour division
system.

Career success is a relative concept. It re-
flects individual assessment of work success
(determined by the dynamics of personally
significant achievements in the career compar-
ative to different time periods of working life)
and social success (determined comparative to
the achievements of other employees, seeking
the same career goals). In fact, it is functionally

dependent on the effectiveness and career sat-
isfaction (Table 4).

Commonly, employees understand assess-
ment of career satisfaction as a degree of satis-
faction of their needs. For that purpose, they re-
alize to what extent the conditions provided by
a particular position in the organization allow
them to improve the quality of their working
life by satisfying their needs for recognition,
development, self-fulfilment, dominance over
other employees, power, material well-being,
and independence.

In this context, career efficiency is its eco-
nomic value, determined by comparing person-
ally significant benefits from the career to the
cost of achieving them, i.e. comparing the need
for a career with the capacity of getting it. The
employees normally assess career efficiency
through the prism of the personally significant
needs for development, recognition, perfection,
providing the opportunity to improve the qual-
ity of life, and the market opportunities to meet
such needs. This assessment sets the employ-
ees’ career preferences based on the principle
of “easy/difficult”, “achievable/unachievable”,
“acceptable/unacceptable”, etc.

A career is recognized as successful if it
enables the employee to achieve a competitive
position in the labour market, and if this posi-
tion is achieved in the most rational way, name-
ly, at minimal socioeconomic costs.

Thus, business career depends rather on
the way an employee is positioned in the la-

Table 4. Classification of business career models depending on success S, = f(S,, E ), coefficient

Career effectiveness (E)

Career satisfaction (S)

Adaptive career model

low high
high Banks with Banks with Dynamic growth strategy
Profitability (52; 33) and Cyclical (58; 34) | (54; 61)
strategies
Segment D Segment A
Humanistic model Marketing model
low Banks with Entrepreneurial strategy (35; | Banks with Liquidation strategy
30) (41; 53)
Segment C Segment B

Technocratic career model

Note: S - career success; S_ - career satisfaction; E_- career effectiveness.
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bour market, due to his/her intrinsic need for
better quality of working life, the desire for
self-expression in the surrounding world and
overcoming other employees seeking the same
goals, than the right to work guaranteed by the
state.

Conclusion

Business career is a dialectic system, driv-
en by the processes of emergence, development
and resolution of the intrinsic contradictions
(conflicts) between professional and organi-
zational (intra-organizational and inter-or-
ganizational) careers. These contradictions
are resolved with the purpose of maintaining
or improving the competitive position of the
bank in the labour market. In this context, four
strategic alternatives should be distinguished,
depending on the organizational development
strategy of the bank: A — marketing, B — tech-
nocratic, C — adaptive, D — humanistic (Table
4).

The marketing strategic alternative busi-
ness career (A) is typical for banks with a
dynamic growth strategy. It focuses on the
dialectical coordination of opportunities for
professional and organizational careers. The
employee gets a unique opportunity to unleash
his/her potential and enrich his/her experience,
thereby promoting their promotion. The em-
ployer organization minimizes their risks by
appointing proper specialists to the vacant po-
sitions. Rationally connected with the business
strategy, career is built with great regard to the
objective criteria for assessing professionalism,
education background, creativity and commu-
nication skills of the employee.

The technocratic strategic alternative
business career (B) is typical for banks adher-
ing to the liquidation development strategy. It
looks up to the interests of the employer, stim-
ulating the employee to work for a social and
professional status for the sake of the status
itself, or the process of movement in the orga-
nizational system of division of labour for the
sake of the process itself. The goal is presented
either as a certain position within the company
or an activity to be carried out by the one occu-
pying the position. Such focus creates a fierce
competition for more favourable conditions of

professional activity. In this model, career is
made not only by the professional experience
and activity of the employee, but also through
protectionism.

The adaptive strategic alternative business
career (C) is typical for banks practicing the
entrepreneurial strategy. It allows the banks
to react to the processes occurring in the out-
er world, finding a compromise between the
personal-professional and the status-official
positioning of the employees to meet the con-
sumer demand for labour. It implies creation of
the conditions for employees to master related
professions, including the duties performed by
the colleagues superior or inferior in the cor-
porate hierarchy, and, consequently, allows for
mechanical movement of employees from one
workplace to another inside and outside the or-
ganization, depending on the changing work-
load requirements.

The humanistic strategic alternative
business career (D) is popular in the banks,
deploying the profitability or cyclical strate-
gies. The humanistic focus is expressed in the
consideration of the social and professional
environment in terms of benefits, especially
for employees, which is manifested in meeting
their personal needs (including healthcare and
financial stability) through self-improvement,
training in new technologies, requalification,
new experience in professional trainings and
geographic mobility, change of social circle,
lifestyle in general. The interests of individu-
al employees prevail over the interests of the
organization.

Based on the above, business career, which
in the modern conditions acquires a new socio-
economic meaning, appears to be a mechanism
for interaction between the professional and or-
ganizational (intra-organizational and inter-or-
ganizational) careers, contributing to the im-
provement of one’s competitive position in the
labour market for catering their needs for better
working life. The knowledge of strategic alter-
natives of business career can be used to make
a comprehensive impact on the competitive
advantages of employees, to identify specific
functions and regulatory capabilities of each
type of positioning to improve the employees’
competitive positions, to find the connections
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between other professional phenomena and competitiveness of each individual employee,
processes, to monitor the dynamics of the re- the personnel of the organization and entire
lations between the quality of working life and  economically active population in general.
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Hosocubupckuii cocyoapcmeeHHblil yHUgepcumem
IKOHOMUKYU U YNPAGLEHUs
Poccuiickaa @edepayus, Hosocubupck

AnHoTanms. B ycioBusX BBICOKON HEOIPENEIEHHOCTU U JUHAMUYHOCTU POCCHICKON
OKpYXAaIOIIeH COLMAIbHO-3KOHOMHUECKOM  Cpelbl, CTAHOBICHUS «IIPO3PAYHOI0)
MHPOBOTO PBIHKA TAaKHUE TPAIULMOHHBIE METOBI MOBHIMCHNUS 3()(HEKTUBHOCTU TPYyAa,
KaK palliOHANN3aIMs U aBTOMATH3aLUsl OU3HEC-TIPOIIECCOB, MOUCK TATAHTOB, 3a4acTYIO
HE MPUBOIST K MOBBIIIEHUIO KOHKYPEHTOCIOCOOHOCTH YEIOBEYECKUX pecypcoB. s
TOr0 YTOOB! OBITH KOHKYpPEHTHBIM, HEOOXOIMMO CO3/aHHE YCIOBHH IUIS ITOCTOSHHOTO
CTpeMIICHUS paOOTHHKA K OCO3HAHHOMY (POPMHUPOBAHHIO IOITOCPOUHOTO MPEBOCXOICTBA
Hal pabOTHHUKAMU-KOHKYPCHTAMH, TIPEYMHOXCHUS KOHKYPEHTHBIX KOMIICTECHIMN
Ka)JIOT0 TIOCPEICTBOM JICIOBO Kaphephl. B 3TOM KOHTEKCTE BO3pacTaeT HEOOX0MMOCTh
MO3HAHUS O0IIEro XapakTepa U NTyOMHHBIX IPUYHMH MPOLIECCOB OPraHNU3aIlH, Pa3BUTHS
U pa3pylLIeHUs] AEJIOBONH Kapbephl, BOZMOXHOCTU TpaHC(HOpPMAIMU €€ CTpaTeruii ¢
Y4eTOM KOHKYPEHTHOW MO3MIMK OaHKOBCKOW opraHmsanuu. lLlemb wnccienoBaHus
COCTOMT B BBUIBICHHM OPTraHU3aIlMOHHO-3KOHOMHYECKHX 3aKOHOMEPHOCTEH IeIoBOH
Kapbepbl, OOYCIOBICHHBIX pPA3IHUYMSIMA B KOHKYPEHTHOW TIO3MIMH OaHKOBCKUX
opraHmsanuii: (a) BEISIBUTH ACTEPMHUHAHTHI JIEJIOBOH Kapbepbl, MO3BOJSIOMINE TOCTHYb
Oosee BBICOKOTO YPOBHS B KOHKYPEHIIMH Ha PHIHKE TPY[a B U3MEHSIOIIUXCS YCIOBUAX;
(6) mpoaHaMU3MPOBATh BO3MOKHBIE CTPATETMUYECKHE aJBTEPHATHBEI ICTIOBON Kaphephl
IIyTEM IOCTPOCHUSI IBYXMEPHBIX MAaTpUII, MO3BOJSIONINX OICHUTH IEPCIEKTUBBI TOTO
WIIM MHOTO clloco0a MO3UIMOHUPOBAHUS OaHKOBCKOTO IepcoHaa Ha peIHKE Tpyna. Ilo
COAEPKaHMIO IMPOHCXOANT aHAJM3 JENOBOH Kaphephl MepcoHana 15 denepanpHBIX U
PETHOHATBHBIX OAHKOB, KOTUPYIOIIMXCS Ha POCCHIICKOM DBIHKE B T€UCHHE IIECTH JICT.
Pe3ynpraTel MOKa3bIBAIOT, YTO BUA M MHTCHCHBHOCTH JEJIOBOW Kaphephl ONPEICIISIOT
MEXaHU3MBl JIOKAJIM3alMHM W YTBEP)KACHUS KOHKYPEHTHOTO IIPEBOCXOACTBA Kak
paboTHHKa, TaKk M OaHKOBCKOI OpraHU3alyy B PEIHOYHOH cuTyanun. I1o3HaHne nenoBoi
Kapbepbl MMO3BOIMIIO BBEISIBUTH HATMYHE COIMANBHO-3KOHOMHUYECKOTO KOH(MINKTa MEXIY
poheCCUOHANTBHOM Kaphepoil U OPTaHU3aIMOHHON (BHYTPU- U MEKOPTaHU3alIMOHHOMN ).
Crioco0bI pa3penieHus] KOH(IUKTA [EI0BOM Kapbephl (OPMHUPYIOT CTPAaTETHUYCCKHE
ANBTCPHATHBEl B3aUMONCHCTBUS IPOPECCHOHANBHOTO W OPTaHU3AIMOHHOTO BHIIOB
Kapbepbl, HANpaBICHHBIC HA TONAEP)KAaHWE M ITOBHINICHHE KOHKYPEHTOCIIOCOOHOCTH
YEJIOBEUECKUX PECYPCOB OAHKOBCKOI OpraHU3aIny.

KuroueBble ci10Ba: KoMMepuecKkuii 0aHK, KOHKYPEHTOCIIOCOOHOCTh MEpCoHaa, Aea0Bas
Kapbepa.

Hayunas cnenmansaocts: 08.00.00 — skOHOMUYECKHE HAYKH.



