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Abstract. The article exposes contemporary materials and structures for
sustainable development of organizational environment. Psychoanalytic
modeling of organizational behavior makes it possible to identify out
reflection, unconscious tendencies in individual, group and corporate
behavior. This enables to significantly increase the effectiveness of
measures for personnel management. Organizational Environment
Researches base on psychoanalytic theory of object relations.

1 Introduction
Sustainable development of organization depends on the quality of application of managing
function. And this issue in its turn depends on the functioning level and status of
organizational environment.
The present research offers a new level of understanding of problematics of
management decisions in organizations related to training, development, selection,
motivation, as well as issues of staff efficiency as a whole. At present, systematic character
have the problems which in general can be summarized as follows: the results of
organizational activities in the field of human resources management aimed at increasing of
activity efficiency do not match the initial requests.
Training and development staff programs, corresponded to organization standards, and
performed with high quality, do not reach the target level of development of competencies.
In turn, the results of personnel evaluation may also be in conflict with the results of
training activities, do not correlate with real image of organizational dynamics, do not
provide complete information to answer the most important management problems. The
revision of educational programs, organizational changes and personnel changes often do
not achieve significant results. Without answering remains the question about what
educational programs will bring the quality of organizational collaboration at the
appropriate level?
Psychoanalytic approach allows us to put forward the hypothesis that there are hidden
processes which affect the organizational environment, causing these contradictions,
despite the taken measures. But the failures of personnel policy are not random at all, but
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are due to underlying causes, and there is a cause-and-effect relation between the
manifestations of organizational culture and individual psychological reactions of
employees [1-29].

2 The psychoanalytic interpretation of the organizational
environment
Consideration of organizational processes reveals another contradiction: personnel
evaluation provides some information on the development of competencies, but on practice
of the organizational behavior it is translated its another level. Often there is a situation
where in spite of all taken measures appear a stable for a given organizational environment
patterns of destructive behavior. The paradox of destructive stereotypes is that they are
translated by employees that are different by their psychological characteristics. In such
cases, any measures will be ineffective unless they are based on the idea of hidden content
of organizational dynamics and do not include the tasks of identifying of the unconscious
nature of destructive reactions.
Let me illustrate as noted above through the example of personnel evaluation. The
results of personnel evaluation have revealed a certain level of necessary skills
development, but in reality the same employees don’t show the desired level of
competence, on the contrary, their organizational behavior is deformed by unpredictable
patterns of behavior and destructive influence on the surrounding activities. [2]
These facts go to prove that important aspects havent’t been taken into consideration of
personnel evaluation and were not displayed in its results. The lack of problems
understanding of similar cases is that competency is the basis of a rational level among
employees, its rational organizational behavior is modelled without notice of distortions
caused by the unconscious tendencies.
The psychoanalytic interpretation of unconscious tendencies in the organization
provides an opportunity to improve the quality of management decision making. Detection
and interpretation of these non-reflexive stereotypes of organizational behavior
significantly allows to improve the corporate governance as a whole.
The psychoanalytic research of social and group phenomena was proposed by Freud.
The development of psychoanalytic theory and practice was as a basis of the modern
psychoanalysis, where some fields of research were organizational processes. The
psychoanalytic researches in organizational context are the most effective to me that are
based on object relations theory [3, 4].
The psychoanalytic research of social and group phenomena is provided by means of
met psychological models, reconstruction of the latent content and quality of object
relations. The structure modeling from the perspective of the psychoanalytic approach
presents the organizational content from the perspective of structures like the ego, the
superego and the id. [5] The interaction between individuals and groups creates a specific
range of defense mechanisms for all organization, and formal and informal organizational
relationships get a certain quality. Analyzing communication skills, it becomes possible to
create such a model where the organizational behavior is described as a result of the
dynamic interaction between structures like the ego, the superego and the id.
Functioning of the organizational ego is simulated on the basis of information about the
nature of communication, translation mechanisms of information, the interaction with the
environment and the nature in organizational relationships.
Functioning of the organizational superego shows the organizational structure and the
way it is related to the communication system. The nature of the superego functioning is
found in the study of the incentive system and the system of penalties, methods and forms
of control of assignments at different levels of management.
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The id energy is manifested in traditions, communication affects. Conflict situations are
the most informative in this context. Applying the structure modeling in the organizational
context makes it possible to predict what organizational affects will be mobilized, what
defense mechanisms will be involved, what conflict trends will be engaged into a given
situation, and the most important thing is what hidden tendencies cause the distortion in the
organizational context and what ways it is advisable to reduce their impact.
The system psychoanalytic study of organizational communications allows for the
conclusion about the quality of object relations in the organizational context. Understanding
the quality of object relations allows to predict the consequences of certain organizational
measures to a high precision, to choose the optimal paths of implementing organizational
changes.
The psychoanalytic position in the organizational context can attribute a symbiotic,
separational or triad character of object relations. This view involves a range of
assumptions. The reference of the organizational context to one of these three types is
carried out by the fact what quality of object relations in organizational communications
and what defense mechanisms are mainly interpreted.
Symbiotic cultures are characterized by the lack of borders differentiation in the the
employee-organization system. The organizational context is marked by a number of
defense mechanisms. First of all, it concerns imagination. At multiple communication
levels you can view the prevalence of imagination (mostly about the future) than the
interpretation of the organizational reality. In addition to the above there is a total control of
information and activities.The discussion of innovations is accompanied by a primitive
idealization and devaluation. Most of organizational situations are resolved through
catharsis - rapid untested and unprepared appointments and dismissals, organizational
reorganizations and other such actions. They show the desire to obtain instant results by
radical and rapid problem resolution.
In the separation cultures you can trace diffuse boundaries in the employee-organization
system, object relations are manifested with the lack of integration, the diffusion of
responsibilities. It is clearly traced the perception of internal and external objects as
absolutely "good" or absolutely "bad". Among the defense mechanisms the extrajection
brings to the forefront. This defense mechanism is clearly appeared within the interaction
with different units, whereby the organizational behavior of employees is characterized by
instability and unpredictability.
The organizational context has the triode quality of object relations and shows mature
defense mechanisms, and the organizational culture has an integrated identity. Managerial
decisions are mainly thought out and widely discussed. The organizational conflicts of
interests get a complex nature involving many participants, they can exist for a long time in
a latent form.
In this article I want to fix on the most striking flashes, present a sort of sketch of object
relations, as a detailed psychoanalytic description of the typology of corporate cultures
requires the consideration of a considerable amount of facts that will be implemented in
future publications on the subject.
In practice the organizational consulting of psychoanalytic research is carried out
according to the request that the manager makes an inquiry.In some cases, the inquiry
covers the organizational dynamics as a whole, and there is enough information about the
psychoanalytic modeling in the organizational context.
In other inquiries the problem is specified, and the focus of the study is limited for this
problem ofinformation content. The research should be carried out exclusively in the
request scope, because the process of identification and interpretation of the hidden trends
inevitably meets resistance from the organizational context, even in cases when the
situation is complex and requires instant effective actions. At the moment the
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organizational context with a particular quality of object relations has a definite transfer of
resources of certain hidden trends on a conscious level. The existence of an inquiry to
change the organizational context does not indicate the existing availability to the realities
of these changes. The realization of latent tendencies, the interpretation of a cause-andeffect relationship of different organizational phenomena is one of the most important
working phases, but more difficult job is to change the current situation, its testing, the
consideration and the implementation into the organizational context.

3 Conclusion
In practice of organizational consulting stick to the following steps:
x the discussion of the original inquiry, the detection of the scope of activities, the
formulation of marking criteria results;
x the collection and analysis of information under the frame of the inquiry;
x the psychoanalytic modeling of an organizational context on the basis of provided
information and the interpretation of the latent content;
x the discussion of options for possible changes;
x the evaluation of changes and the study on resistance in the organizational context;
x the implementation of coherent changes in the form of personnel decisions,
development programs, and etc.;
x the feedback for the direction of this inquiry.
When applying the psychoanalytic approach, we can achieve the reduction of risks in
management decision making, staff recruitment and key appointments. The detection of
previously hidden cause-and-effect relationships makes it possible to clarify the
worthwhileness of organizational effects and exercise an option of these effects to a
qualitatively new level.
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