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74  MEXJY BJIACTbIO U HAPOZJOM

ELENA VASILYEVA, MARIIA RUBTCOVA, OLEG PAVENKOV

STUDY OF VALUES IN SOCIOLOGY OF PUBLIC
ADMINISTRATION ON THE EXAMPLE OF PUBLIC
EMPLOYEES VALUES IN THE REPUBLIC

OF SAKHA (YAKUTIA)

Sociology of management borrows the concept of
“value” in philosophy disregarding the fact, that this con-
cept has come a long way of development and requires
a certain refinement to the tasks of empirical research.
Values have obtained a self-sufficient implication by the
end of the XIX century in Neo-Kantian philosophy (W.
Windelband, H. Rickert), being defined as the “things-in-
themselves” and should not be regarded as means to any
other purpose. M. Weber succeeding Neo-Kantian school
has associated values with “essence” as an insight to hu-
man actions and culture [Pavenkov, 2011].

Associated with pure sociology, the idea of the essence
of values of Emile Durkheim was set out in his report
“Jugements de valeur et jugements de réalité” (Value
Judgments and Judgments of Reality), where he describes
several approaches to determine the notion of value. Ac-
cording to the first approach, the value should be consid-
ered a “simple statement of the impressions produced by
the thing by virtue of its intrinsic properties” [Durkheim,
1995. P. 288]. So life is valuable by virtue of the fact that
people are living creatures, or bread has value as it serves
food and helps to maintain life. Scilicet, the value of things
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is described through their functions or the benefits they
bring. However, this approach leaves out the diversity
of human ideas and feelings. The postulate of value that
“consists in things and express their essence” is contra-
dictory to numerous facts of discrepancy between object
and value properties. For example, a square of cloth that
in the eyes of a patriot is perceived as a banner.

Therefore, Durkheim tends to the second approach,
according to which the value of things shouldn’t be asso-
ciated with the “intrinsic” properties, but with the collec-
tive ideal, because the value evolves by affecting collective
rather than individual subjects [Durkheim, 1995. P. 290].
Value judgments of individuals are determined by collec-
tive consciousness endowed with moral authority, and
beyond mental activity of individuals. According to Dur-
kheim, society is legislator; but at the same time it crates
and maintains all the benefits of civilization we are bound
heart and soul. It keeps order, but besides it brings good
and mercy [Durkheim, 1995. P. 291]. Eminently, accord-
ing to Durkheim, not things are criteria for assessing the
values and ideals, but vice versa.

Pitirim Sorokin regards values as the basis of his
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sociological system. Considering the socio-cultural dy-
namics, he comes to conclusion that value is the essence
of culture, so the components of an integrated culture
are interdependent [Sorokin, 1992. P. 429]. Therefore,
“every definition in its restricted sense is a value - cog-
nitive or any other. Any value assumes norms of its im-
plementation or rejection... On the other hand, any norm
- legal, ethical, technical or any other - is an immutable
definition, in positive or negative value” [Sorokin, 1992.
P. 200].

W.L. Kolb has developed and refined the concept of
“value” with the concept of value as function of social
control. This approach has been supported by Talcott
Parsons, who regarded values as patterns presuming cul-
tural reference as their signification and legitimization. In
“The System of Modern Societies”, he writes: “Value is a
normative pattern that defines desirable behaviour for a
system in relation with its environment without essential
change in functions of its units or particular causes. In
comparison to value, norm is a standard that defines the
desired behaviour for the unit or class of units in specific
contexts for them different of contexts associated with
other classes of units”. Both values and norms should
be institutionalized [Parsons, 2000]. Parsons writes: “In
order to achieve a stable institutionalization, groups and
roles should be “guided” by specific values and normes,
and values and norms themselves become institutional-
ized only in so far as they come to life «by specific groups
and roles” [Parsons, 2000. P. 17].

According to Parsons, values as normative patterns
are regulators of interchanges between the elements
of the system and with its external environment. Every
“moral act” is a realization of cultural values in particular
social situation including interactions with other social
actors, i.e. values regulate social interaction either on
micro level.

In fact, sociology of management applies the concept
of T. Parsons, perceiving values as regulators of interac-
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tions assigned to specific social roles [Borisov, Pruel,
2014; Volchkova, Pavenkova, 2002]. For example, the
manager should be loyal to staff, take care of knowledge
interchange, stand by his words, give lead in customer
relationships, select personnel not an acquaintance, but
in accordance with job requirements, adhere to the
principles of mutual respect, avoiding equality with em-
ployees. The tasks of senior executives should extend into
personnel education and training, including formation
of its value orientations [Martyanova, 2013. P. 136-140;
Rubtcova, Martyanova, 2014. P. 177-182]. In this regard,
of particular importance is how the values are actually
perceived and how they relate to various management
and administration concepts.

Value categories are particularly important for public
service as the main subject of the public administration
and management [Vasilyeva, 2014. P. 124-129]. Institu-
tionalnality of public service defines high importance of
axiological basis of the officials to ensure manageability
within the framework of public service, as well as in its
interaction with other actors of the field (politicians and
civil society institutions) [Kirdina, 2001. P. 54; Rubtcova,
2009. P. 57-59]. To determine the scope of values of pub-
lic officers of the Republic of Sakha (Yakutia), the study
of their motivations has been divided in two steps: (1)
expert in-depth interview and (2) questionnaire survey.
Thus, the expert interview has highlighted the core values
that, according, to experts affect the officials’ motivation.
The results of the interviews have been quantified by re-
sults of the questionnaire.

The survey involved 274 employees of public au-
thorities of the Republic of Sakha (Yakutia). The sample
is stratified by sex, age and occupational categories. Most
of respondents described their work as a “performance of
public functions” (42%), as well as “public administration
and management” was considered to be the main objec-
tive of public service (27.9%). Describing the structure
of working time, public employees have noted that their

Table 1: Value system representation in matching statements

Statement 1 Statement 2 Code

Main official task is to ensure public functions At work, the most important is self-improvement and professional FD
development

Labour efficiency can only be improved in awareness of high Best incentive is a material reward (increase in income) IM

importance of the tasks performed

Public officers are ranked higher Society reckon officials as a constraint for socio-economic RC
development

Employment in public service conduce to satisfaction of any material | Employment in public service can help to resolve socially Ml

needs important problems

Public officers deal with confidential information that shouldn’t be Public administration implies constant communication with the CT

available in open access public, so any public activity should be transparent

The primary task of the state is to ensure social welfare of the people | Public authorities must ensure compliance of regulations and PM
control over previous decisions and normative acts

Public officers should practice creative approach in implementation of | Primarily, public employees should carry on regulations and follow | CR

their duties established procedures

Public administration should be centralized and maximum distanced | Executive authorities must be represented in each locality CL

from the public

In public service, professional development and self-education is Employment in public service provides a constant intellectual DD

prerequisite development without going through additional courses

Public employees should be guaranteed decent (material) living The main thing on public service is stability MS




76 MEX/Y BJIACTbIO U HAPO/IOM
office time is allocated in most to administrative activi-
ties (29.2% of the working day) and standard regulations
processing (21.4%), while the normative work causes the
most of difficulties. Least of all time takes interaction with
federal bodies of executive power (10.2%) and work with
the municipalities (13.3%).

The level of employees’ contentedness with working
conditions and income is fairly high. Only 9.1% of re-
spondents intend to change job in a short time, and more
than 68% intend to work till retirement or reaching the
age limit. 5% of the respondents assess the level of their
wellbeing as low. The correlation between well being
and career planning assessment is residual (Pearson’s
correlation coefficient is 0.087), which allows to draw a

conclusion of non-financial motives prevalence among
employees of public authorities of the Republic of Sakha
(Yakutia).

To analyse the system of employees’ values, respond-
ents were asked to choose one statement from the pair,
in which the first statement coincides with the settings
of the classical model of rational bureaucracy, while the
second statement is related to the “New Public Manage-
ment”. Examples of statements are presented in Table 1.

Rational bureaucracy values include aspiration to the
accretion of power, focus on social status, preservation of
stability and formalization of activities. Employees shar-
ing these values have chosen the following pairs of state-
ments, indicative of:

Table 2: Distribution of answers of public officers by values shared

FD IM RC Mi CT PM CR CL DD MS
3 [22] 3 2] 3 2] 3 2] 3 2] 3 2] 3 2] 5 2] 5 (2] 5 (2]
5 (¢ |5 |8 |8 |8 |8 |& |5 |8 |8 |8 |§ |8 |8 |8 |§ |8 |8 |8
2 | |2 | |2 |E |32 |E |2 |E |32 |E |2 |E |2 |E |3 |E |B |E
Sex
Men 08 |02 |04 |06 |06 (04 (O |09 |02 |08 |03 |07 |07 (0,3 |02 |08 |0,1 [0,9 |04 |06
Women 07 (03 |03 |07 |05 |05 |01 |09 |02 |08 |04 |06 |08 |02 |02 |08 |00 |10 (0,4 |06
Age
Under 30 y.o. 07 |03 |04 |06 |05 |05 |01 (09 |02 |08 |03 |07 |07 |03 |03 |07 |01 |09 [0/4 |06
30 -39 y.o. 08 |02 (04 |06 |06 |04 (O |09 |02 |08 |04 |06 |08 |02 |03 |07 |00 [1,0 |04 |06
40 y.o. - till retiring age |09 |0,1 |03 |0,7 |05 |05 (0,1 |09 |01 |09 |03 |07 |07 (03 |01 |09 |01 |09 |03 |07
Past retiring age 0,7 |03 (0,2 |08 |05 |05 (02 |08 |01 |09 |04 |06 |08 |03 |02 |08 |01 [0,9 |06 |04
Work experience
Less than 1 year 08 |02 (06 |04 |06 (04 (O |09 |02 |08 |03 |07 |08 (0,2 |02 |08 |00 [1,0 |04 |06
1 -3 years 07 |03 |04 |06 |06 |04 |01 (09 |01 |09 |05 |05 |08 |02 |02 |08 |00 (1,0 (0,4 |06
4 - 5 years 0,7 |03 |03 |08 |05 |05 0,1 |09 |04 |O6 |02 |08 |07 (0,3 |03 |07 |01 [0,9 |03 |07
6 — 10 years 08 |02 |04 |06 |05 |05 |01 (09 |01 |09 |04 |06 |07 |03 |03 |07 |00 |10 (04 |06
11 — 15 years 08 |02 |02 (08 |05 |05 (0,1 |09 |01 |09 |04 |06 |09 (01 |01 |09 |00 [1,0 |05 |05
Over 15 years 08 |02 |03 |07 |06 |04 |01 (09 |01 |09 |03 |07 |07 |03 |02 |08 |01 |09 |04 |06
Rank
Director 08 |02 |03 |07 |07 |03 |01 |09 |01 |09 |03 |07 |07 |03 |02 |08 |01 |09 [0,5 |05
Deputy Director 08 |02 |02 |08 |04 |06 (O1 |09 |01 |09 |03 |07 |08 |02 |01 |09 |01 (0,9 |03 |07
Chief Specialist 08 |02 |03 |07 |06 |04 |01 (09 |02 |08 |03 |07 |08 |03 |03 |07 |00 |10 [0/4 |06
Leading Specialist 0,7 |03 |05 |05 |06 |04 |01 (09 |02 |08 |05 |05 |08 |02 (0,3 |0,7 |01 |09 [05 |05
Seniour Specialist 08 (02 |03 |07 |04 |06 |01 |09 |02 |08 |04 |06 |07 |03 |01 |09 |00 |10 (03 |07
Specialist 08 |02 |06 (04 |06 (04 (02 |08 |01 |09 |04 |06 |09 |01 |02 |08 |01 [09 |04 |06
By welbeing 07 |03 |04 06 |06 (04 |02 (08 |02 |08 (03 |07 |08 |02 |03 |0,7 |01 (0,9 [04 |06
Can afford almost 0,7 |03 |04 |06 (08 |02 (O,1 |09 |01 |09 |03 |07 |07 (0,3 |03 |07 |01 [0,9 |05 |05
everything
Can buy home 08 |02 |03 |07 |05 |05 |01 |09 |02 |08 |03 |0,7 |08 |02 |02 |08 |0,1 |09 (0,4 |06
appliances and furniture
Enough for food and 08 |02 |03 |0,7 |05 |05 (O |09 |02 |08 |03 |07 |08 (03 |02 |08 |00 [1,0 {03 |07
clothing
Enough for food 07 |03 |04 |06 |07 |03 |01 |09 |02 |08 |04 |06 |07 |03 |03 |0,7 |01 |09 (0,2 |08
Cannot afford even food (0,3 (0,7 |03 |0,7 |0,7 |03 |03 (0,7 |03 |07 |03 [0,7 |10 |00 |03 |0,7 |00 |1,0 [0,3 |0,7
07 (0,3 |03 (0,7 06 (04 |01 (09 |02 |08 |03 |07 |08 |02 |0,2 |08 |01 (09 [04 |0,6




Study of Values in Sociology of Public Administration on the example of public employees’ values in the Republic of Sakha (Yakutia)

Aspiration for authority, more than for increase in
personal income (IM);

Desire to increase personal revenue, more than to in-
fluence the social life (MI);

Tendency to secrecy of activities (CT);

Evaluation of employees’ activity as deserving public
recognition and respect (RC);

Intention to focus on job functions (duties) perfor-
mance than on self-development and improvement (FD);

Preference of employment stability to opportunities of
higher income (MS);

Priority of documentary turnover continuity over sat-
isfaction of people’s needs (PM);

Concentration on the implementation of regulations
(CR);

Propensity to support centralization of public authori-
ties (CL).

Au contraire, public officers sharing the values of the
New Public Management show the desire for self-im-
provement, perceive public service as a basis for further
education and personal connections, appreciate creativ-
ity and seek to maximize revenues, which is regarded as
main acknowledgement of employees’ achievements. In
foregoing pairs of statements they choose the ones that
show:

Desire to improve professional skills, other than pro-
gress in formal functions performance (FD);

Demand for access to educational programs, other
than practical experience (DD);

Desire to implement personal initiatives and dem-
onstrate creativity, other than fully and timely carry on
administrative regulations (CR);

Support for the idea of decentralization of public ad-
ministration (CL);

Preference of higher income to employment stability
(MS);

Desire to assist in public administration, even at the
expense of income (IM);

Comprehension of low confidence to executive au-
thorities in public consciousness (RC);

Consent to possible decrease in powers, provided in-
crease in income (MI).

The results of survey have shown the division of all
responses into two roughly equal groups: 49.3% support
the values of rational bureaucracy, while 50.7% choose
innovative model. Traditional model is mainly supported
by male employees of 30 to 39 years, 6 to 10 years of
public service experience, with a focus on social status,
and possibility to assist in public administration. Other
categories of officials are in general more likely to in-
novate.

The data was grouped in tabular form by sex, age,
work experience, and self-assessment of wellbeing (Ta-
ble 2). The coefficient (index) has been calculated as the
ratio of the number of employees dedicated to traditional
bureaucracy values to the number of employees who have
chosen the values the New Public Management.

Choosing between execution of administrative func-
tions and possibilities of self-improvement, public em-
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ployees have shown devotion to administrative func-
tions performance, which corresponds to the traditional
model. Women are more eager for self-improvement as
compared with men; young employees and employees
of past retiring age - more than those over 30 y.o. till age
of retirement; as well as employees with 1 to 5 years of
experience, working as leading specialists, and, finally,
those dissatisfied with their financial situation. This
can be explained by the fact that these categories of
public employees are experiencing anxiety at the pros-
pect of job retention, and therefore seek to confirm their
qualifications. Besides, those focused on social status and
career achievements have shown strong commitment
to professional development, perceiving it as a step to
promotion.

Choosing between income and authority as mo-
tivators, public employees of the Republic of Sakha
(Yakutia) have scoped out authority, which is related to
innovative model. Material values are mainly selected
by women, young employees and employees with less
than one year of public service experience, On the
material motives are more oriented women, young
workers and workers with less than one year in rank of
leading experts of specialists.

The majority of public officers, assessing their so-
cial status, have noticed public respect and recognition.
Therein (a) women are lass optimistic than men, (b)
disappointment in level of social acceptance reduces
with experience. Employees assessing their welfare as
poor (poverty or survival) have shown more confidence
in recognition of their social status, as well as employees
with a high level wellbeing. Besides, conviction in low
level of social recognition is peculiar for those focused on
self-development, employment stability, as well as on the
benefits and guarantees.

Obviously, authority and awareness of the importance
and high status of the achieved position in public admin-
istration serves as compensation for inadequate financial
allowance. However, disappointment of underestimation
of public employees to the level of servitory staff, might
lead to dropouts of those who have the characteristics
required in the new environment.

The analysis of employees’ preferences in the or-
ganization of state - citizens interaction has revealed,
that the requirement for openness and intensification of
communication between public service and civil society
institutions is mainly supported by public officers. Men in
this matter show conservative approach more often than
women, young people - more often than employees of re-
tirement age, those on lower-level positions - more often
than leaders, financially dissatisfied - more than the af-
fluent ones. However, given that most of the officials were
in favour of the decentralization (except for employees
under the age of 30 y.0.), we conclude that the intensifica-
tion of communications is generally assumed preserving
the principles of paternalism, though this might imply a
decrease in the influence of the federal government.

This is also reflected in distribution of the officials’
estimations as regards initiatives of their operational
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process reorganisation. Thus, the requirement of crea-
tivity has failed to find any support even among young
employees without significant experience public service.
Executives are slightly more likely to encourage creativ-
ity, but the other categories of employees prefer to carry
out the established rules and procedures to follow. At the
same time they recognize the value of a centralized train-
ing, as pointed out by experts, to obtain comprehensive
instructions.

And finally, when choosing between stability and
prospect of raising the level of income, as provided by
implementation of the new incentive scheme (payment
by results), public officers prefer welfare, although opin-
ion distribution on this matter was rather ambiguous.
Women and elder officers of retiring are choose stability,
as well as those completely satisfied with their financial
situation.

Based on the results of the analysis, we can conclude
that public officers of the Republic of Sakha (Yakutia) can
be divided into several groups:

Recently hired young employees (no more than 10% of
employees). Young employees are focused primarily on
career achievements and, in general, social status. This
group supports innovations in the organization of the
public administration system, expecting that it will ac-
celerate their career advancement. However, idealistic
officials are also represented within the group.

Elder employees (3-5 years of experience, more than
30%). Main advocates of traditional bureaucracy. Despite
the fact they might also be interested in career achieve-
ments, they tend to be conservative when reach a certain

authority. Noteworthy, in general they have a low level of
loyalty to the public service. If they get a good offer, they
might leave public service.

Experienced officials (over 10 years) can be character-
ized by the fact they are beginning to feel frustrated of
the career growth opportunities and progress in power.
However, they keep binding further life to public service.
Noteworthy, this group has mastered the new rhetoric
and translates the new values. For example, they like to
discuss the special value if meeting the needs of citizens,
social benefits, etc. At the same time, in daily activity this
group is guided by instructions and belongs to the sup-
porters of the traditional bureaucracy

Employees of retirement age with over 10 years of
public service experience. This group started its activities
before the reforms and shares the idea of the public ser-
vice objectives that correspond traditional bureaucracy
settings. It is important to note that contrary to expecta-
tions, the support many of the new settings associated
with transparency, focusing on the needs of the popula-
tion, and professionalization of the civil service.

The obtained results allow the conclusion that young
officers and employees of retirement age share many of
the new values of managerial model of civil service. How-
ever, these groups aren’t numerous and make about one
third of the staff. The other larger groups rather support
traditional values of rational bureaucracy, perceiving the
civil service as administrative machinery, endowed with
powers. At the same time, latter groups bind with this
power their opportunities for career advancement and
wellbeing.
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than 10 years share the values of classical bureaucracy. They are often disappointed in career prospects; however, seek to preserve the
existing social status, while employees with less than 5 years experience show a lower level of loyalty.

Keywords: public administration, values, sociology of public administration and management, bureaucracy, New Public Management.
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Teopust rpaxagaHCKoro O6LIECTBa - MEXAUCLUMNNMHAPHBIA YYeBHbIA KYpC, PEKOMEHLOBaHHbIA AN U3yYeHus!
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