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Summary 

The purpose of the present investigation was to describe the shared values and 

beliefs that are related with the strengthening and generation of engagement in 

the employees of the GUDSR company, located in Yekaterinburg, Russia. The 

population for this research is formed by one executive, three top managers 

and 8 upper-middle-range employees of the company in general. The data 

collection was divided into two phases: the first consisted of an interview with 

the human resources manager to find out her point of view and opinion on the 

relevant issues touched on in this project, with a total of 17 items, the 

interview was open and semi-structured. In the second phase, the 

questionnaire “Ultrecht Work Engagement Scale-17” was applied with 17 

items, the purpose of this instrument was to know the level of commitment 

towards the company, the instrument was used in its validated international 

version in Russian. As a result of the research, it was to determined that the 

engagement does not depend on or is not related to the corporate shared values 

and beliefs, but it was concluded that the presented level of engagement in the 

workers is related to the shared values and the beliefs of Russian culture in 

general. Different recommendations were made, according to the results 

obtained, some of them will help the company to strengthen and increase the 

level of engagement of its employees in a healthy way and with it, the 

development of a stronger organizational culture oriented to work well-being. 
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CHAPTER I 

Introduction 

 

1.1. Problem statement 

 

The organization is that system made up of the intersection of human 

beings, resources and machines with a view to achieving certain objectives; it 

is the most dynamic institution in post-industrial society (Omil, 1997). The 

company is an institution not alien to the evolution of history and the 

dynamics of sociological processes. If the world changes, the company 

changes. This ability to read history, to adapt to it, even to know how to build 

it by changing its course, is one of the greatest tests of leadership (Contreras et 

al., 2012). 

It is important to mention the basic characteristics of this new world, 

which is shaping itself under an outstanding epistemological crisis, because it 

affects the company and every institution with governance functions.  

The company is responding to this new complexity, in many ways, and 

not always holistically: 

a)  In the first place, we see that contemporary companies are becoming 

more and more institutionalized, forced by mainly external legal and 

regulatory issues, which end up influencing the internal organization of the 

same company, consolidating a technocratic and systemic reality. 

b) Secondly, the contemporary company adapts to the complexity of the 

current world, recognizing that, in a globalized world, the company cannot be 

exclusively self-referential but rather relational (Corró and García, 2013), that 

is, an open system where knowing how to listen to the market, customers and 

employees, is more important than the fact transmit messages in one direction, 

from top management down. This is evidenced by the theory of "stakeholders" 
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as generators of value and therefore as a fundamental part of the strategic 

management of the company (Argandoña, 2011). 

c) A third way of responding to the complexity of the current world, by 

companies, has to do with the motivational factor (Carralón Pital, 2012; 

Abello and Wilhelm, 2014). The company today must face two great profiles 

of people, one that responds to a possessive individualism that seeks the 

satisfaction of exclusively personal objectives, a type of radical individualism 

that is disruptive and sometimes depersonalized and destructive; and a second 

profile, which conceives the workplace as a meeting place and personal 

fulfilment, where motivation is not only individual but also and fundamentally 

gregarious and social (Meng and Juurikkala, 2008) channelled into a 

motivating business activity. 

d) A fourth way that the company can respond to the demands of today's 

world is with a new conceptualization of business management, where ethics 

is not a separate reality but rather integrated into specific performance criteria, 

thus illuminating decision-making (Ramiz, 2011). If before business and 

ethics were separate or autonomous realities, today they begin to be more and 

more united, not yet in an integral way, but through a pragmatic or utilitarian 

paradigm, which responds more to the will to behave well, not so much 

because I want to be good, but because it is convenient for me to be: the 

effects of being unethical can be dramatic, from all points of view, that is why 

I would not consider doing evil. The main problem with utilitarian business 

ethics is that it is not always functional because the good cannot always be 

quantified as it claims (Fumás, 2012). 

 

The gaps or blind spots of utilitarianism can be filled by classic 

business ethics, which bases its action on virtue, that is, on good operating 

habits, which allow a better and prudent management of complexity, avoiding 

falling into superficiality or precipitation. , because it has its sights set on the 
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vision, that is, in the medium and long term (Cortina, 2009). The values 

enunciated by a company in its declaration of identity, when they are 

incorporated into the daily reality of the company, when they are consolidated 

in customs, are nothing other than the virtues as understood by the classics. 

 

In this sense, 21st century organizations must understand that people's 

involvement, commitment and loyalty are no longer achieved through orders, 

and most important of all, they cannot be bought either. Today, people seek to 

connect with their environment on various levels (rational, motivational and 

emotional), and of course they expect this from their workplace. Shared values 

and beliefs are located in the 2nd dimension according to the organizational 

culture model proposed by Schein (2016). 

 

According to Durán (2008), the values will be those that define the 

fundamental character of each organization, they are the ones that create an 

identity and give that sense of belonging to its members. The values set the 

guidelines to implement the policies, procedures and practices in the day-to-

day life of each organization and with this, giving it meaning (beliefs). They 

establish a framework to evaluate the effectiveness of their implementation 

and undoubtedly provide both direction and motivation, and are the factor to 

reduce confusion and bad guesses of an entire system (Robbins, 2017). 

 

Therefore, we must consider that human talent is clear about the shared 

values and beliefs that, directly and through culture, permeate in order to 

promote the generation and strengthening of work engagement (Salanova & 

Schaufeli, 2004). 

Although it is true that engagement (contract or psychological 

commitment) in collaborators represents positive results for organizations, 

according to a study carried out by the Gallup organization (2013), only 15% 
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of workers in the entire world have managers who allow engaged behaviors. 

 

A good organization based on shared values will allow each of the 

collaborators of any entity to identify with them and maintain positive 

behaviors and beliefs within it; Likewise, thanks to them (values), they will 

give a good image of the place where they work, that is, a successful employer 

branding (management system of the company's brand to attract talent to it) of 

the business will be achieved in the market and it will strengthen the 

engagement in the collaborators. 

 

However, if the shared values and beliefs do not constitute rules of the 

game, principles, axes or guides for action; Strategic choices of ways of 

thinking and acting to achieve what matters most to us in life, giving meaning 

to the objectives and instructions in the interaction, if they are not specified in 

observable habits and behaviors, they are nothing more than words (Durán, 

2008 ).  

 

One might ask, then, what are the elements that combine in the 

construction of appropriate shared values and beliefs? In what way are they 

being expressed? How are they articulated? and, above all, with special 

emphasis, how are they being transmitted? Since the incorrect construction of 

these, leads to the validation of incongruous and even contradictory messages, 

which instead of promoting the generation and strengthening of engagement 

would achieve the opposite. 

 

From the aforementioned questions, the following research question is 

derived: how do shared values and beliefs are related in generate and 

strengthen engagement in the employees of the GUDSR organization in 

Russia?  



11 

 

1.2. Hypothesis 

 

Shared Values and beliefs generate and/or strengthen Engagement in 

the collaborators of the GUDSR corporation in Russia. According to Daft 

(2010), culture provides people with a sense of organizational identity and 

generates in them a commitment to beliefs and values that are greater than 

themselves. 

 

1.3. General objective 

 

Describe the shared values, beliefs and processes that generate and 

strengthen engagement in the employees of the GUDSR corporation in Russia. 

 

1.4. Specific goals 

 

a) Identify the type of organizational culture of the GUDSR organization in 

Russia, and its level of development. 

b) Identify which are the shared values and beliefs of the previously identified 

organizational culture that promote and strengthen engagement in the 

collaborators of this organization. 

c) Analyse the results and describe if there is relationship between variables 

according to the results. 

 

1.5. Justification of the investigation 

The potential importance of this research is structured based on: 

a) Your convenience 

This research will be useful and beneficial for organizations in general, since 

it contributes to the attention of the following points: 

● Trust in values as an important strategy to generate or strengthen work 
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engagement, ensuring that organizational success lasts. 

● Understand the multiple benefits of positive engagement in employees and 

their contribution to the organization. 

b) Social relevance 

Organizations today operate at international levels in a dynamic context 

and in an extremely competitive environment, which thanks to globalization 

are faced with the challenge of generating and creating competition strategies 

that give them a competitive advantage. The organizations studied, at present, 

are betting on the power of human talent, as an aspect that manages to 

determine that success lasts and that it is a sustainable differential factor that 

leads them to achieve the established goals and main objectives. 

 

Organizations today operate at international levels in a dynamic context 

and in an extremely competitive environment, which thanks to globalization 

are faced with the challenge of generating and creating competition strategies 

that give them a competitive advantage. The organizations studied, at present, 

are betting on the power of human talent, as an aspect that manages to 

determine that success lasts and that it is a sustainable differential factor that 

leads them to achieve the established goals and main objectives. 

c) Practical implications 

This research has the potential to contribute to finding solutions to one of 

the most current problems faced by organizations, the lack of commitment or 

disengagement in employees. In this research, the need arises to consider the 

importance of shared values and beliefs as the key in generating and 

strengthening employee engagement inside and outside an organization; in 

order to place an emphasis on good practices and that these in turn bring 

positive changes in organizations whatever their nature, also promoting 

motivating, healthy and challenging work climates that allow employees to 

develop the necessary skills to achieve their objectives and that these in turn 
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achieve the organization's objectives, creating virtuous circles. 

d) Theoretical value 

The theoretical lines of this research are: 

Shared values and beliefs, Engagement, Culture and Workplace Well-

being. 

The information obtained from this research Will serve as a guide to 

review, develop and/or support the theoretical lines presented; likewise serve 

to further learn behaviors by mixed methodology implemented.  

e) Methodological utility 

It is carried out through a mixed type of ECLECTIC study, using a 

semi-structured interview to identify the type of corporate culture, its 

development and, on this, what are the shared values and beliefs that generate 

and strengthen engagement, using the tool of Ultrecht (Schaufeli et al., 2003); 

with descriptive, experimental, transversal scope, as well as the analysis of 

their characteristic aspects in order to determine their relationship as 

transforming agents. 
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CHAPTER II 

Theoretical statements 

 

2.1. Organizational culture  

 

Organizational culture is a subject that has been widely studied; there 

are multiple definitions and approximations regarding it. It has been worrying 

the different leaders of organizations for a long time, since, on the one hand, 

they have wanted to give due importance and focus on highlighting the 

psychological and social aspects of people and their relationships within 

organizations and, for on the other hand, the cognitive aspects of culture, such 

as artifacts, shared values and beliefs, and assumptions, according to Schein 

(2017). 

 

From this, the distinction between the tangible and intangible 

components of culture arises. However, like it or not, it is always present, 

even when you don't know how to manage it. The organizational culture must 

be strong or dominant, in such a way that it integrates and surpasses the 

culture of its members, or better said, that the members of the organization 

integrate their characteristics into their own culture (VA. VA., 2016).  

 

In general, it can be said that the study of culture allows a better 

understanding of the hidden and complex aspects of life in groups at different 

levels: national; regional; generational; social and organizational class; among 

many others. 
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2.1.1. Definitions of organizational culture 

 

 There are multiple definitions, this time Schein (2017) provides several 

ways to define “culture”, within which he shows that any definition covers 

almost everything that a group has learned while evolving. He defines the 

culture of a group as accumulated and shared learning, since it solves its 

problems of external adaptation and internal integration; that it has worked 

well enough to be considered valid and therefore to be taught to new members 

how to correctly perceive, think, feel and behave in relation to those problems. 

 

All of this accumulated learning is a pattern or system of beliefs, values, 

and norms of behavior that are taken for granted as basic assumptions and 

eventually drop out of consciousness. 

 

On the other hand, Daft (2010), defines culture as the set of values, 

norms, guiding beliefs and understandings that serve as a guide and that are 

shared by the members of an organization and taught to new ones, as the 

correct way of thinking, feel and behave; and it is understood as the unwritten 

part of the organizations. 

 

Both authors have several points in common, and they conclude that the 

organizational culture in general provides employees with a sense of identity 

and generates in them a commitment to beliefs and values that are greater than 

themselves. Although the ideas that become part of a culture may come from 

any part or level within the organization, it begins with the founder or first 

leader who articulates and implements different ideas and particular values 

such as a vision, a philosophy or a business strategy. 

 



16 

 

Robbins (2017) states that organizational culture is difficult to describe, 

intangible, implicit. But every organization develops a core set of knowledge 

and rules that govern people's behavior in the workplace. 

 

From the interpretive-symbolic perspective; “Organizational culture is 

considered a vision of the world full of networks of meanings and is defined 

by means of interpretations of symbolic expressions, and the representations 

of the deepest planes of meaning, also, it is considered a universe full of 

circular relationships between interpretations and meanings that are built 

through the interaction between people both inside and outside the 

organization ”(Schultz & Hatch, 1996, p. 540). 

 

The symbolic school maintains that the members of a community have 

a shared system of cognitions, expressed in symbols, which allows them to 

interpret what is happening around them and act in accordance with their 

interpretations. 

 

Finally, Allaire & Firsirotu (1992) define organizational culture as a set 

of symbolic meanings that brings together the affective and expressive aspects 

of the organization, being the product of emotional experiences shared 

throughout its history and potentiated by key members such as the founders. 

and leaders. For these authors, organizational culture is made up of myths, 

values and ideology and is expressed through artifacts; In addition, it interacts 

with society, history and contingencies derived from technological advances, 

the market, competition and the rules of the sector to which it belongs. 

From the generalities set out above, in our research, we will start from 

the definition of organizational culture as those “patterns of beliefs and basic 

assumptions that a group creates, discovers or develops while solving 

problems of external adaptation and internal integration, endowing them with 
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validity by their past experience and therefore, consider worthy of being 

transmitted to the new members as the correct way to perceive, think and feel 

in relation to these problems ”(Schein 1992: 12).  

 

This definition has an evolutionary perspective, which integrates beliefs 

and assumptions as components of culture and which are the basis of the 

behaviors and actions undertaken, which –in turn– reinforce the culture. Such 

perception serves as the basis for an organization's management system and 

practices (Denison and Fey 2003, Schein 1992). 

 

2.1.2. Approaches to Organizational culture 

 

Cultural anthropologists have developed complex theories about culture 

from different perspectives, grouped in various schools. Allaire and Firsirotu 

(1992) offer a typology of the concepts of culture based on two approaches, 

the one that takes it as part of a socio-structural system and the one that 

recognizes it as an independent system for the formation of ideas. 

 

The first approach affirms that culture is linked to the social and cannot 

be studied separately, since between the cultural and the social there is 

harmony, coherence and isomorphism. For example, Schein (2004) takes this 

approach by including organizational structure, processes, strategies and 

objectives within the levels of organizational culture. 

 

The second approach holds that the study of culture is concerned with 

issues related to values, norms, knowledge, beliefs, and forms of expression. 

In this regard, Geertz (2003) affirms that culture and social structure, even if 

only conceptually, should be studied separately, since the integration of both, 

or isomorphism, is only one of the ways in which their components can be 
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related. being necessary to investigate the other relationships to have a 

complete picture and achieve better interpretations of cultural phenomena.  

 

Thus, what was said by Geertz, allows to argue that the second 

approach studies culture in greater depth and leads to obtain relevant 

knowledge about the variables that compose it and their relationships with 

other topics. For example, Allaire and Firsirotu (1992) take this approach by 

including myths, values, and ideology within the cultural system of an 

organization, setting aside the socio-structural system and context. 

 

One of the main representatives of this school, defines culture as “a 

historically transmitted system of meanings represented in symbols, a system 

of conceptions inherited and expressed in symbolic forms by means with 

which men communicate, perpetuate and develop their knowledge and their 

attitudes towards life” (Geertz, 2003: p. 88). In this case, the term symbol 

refers to any object, act, fact, quality or relationship that serves as a means of 

transmitting meaning (Geertz, 2003). 

 

On the other hand, one of the main models to which the study of the 

literature on organizational culture refers is the model of Hofstede (1997) who 

directed his effort to evaluate how the basic values of each country influence 

national behavior. 

 

Towards the end of the 1970s he published the results of his worldwide 

survey on diverse cultural patterns, carried out in 50 countries with more than 

116,000 IBM employees as study subjects, detecting four very specific 

dimensions, as shown in figure 1 below: 
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Figure 1. Hofstede’s model “Dimensions of the national corporate culture 

Source: Own research based on the Hofstede’s model (1997). 

 

Hierarchical-distance was defined as the degree to which less powerful 

members of groups accept power inequalities; While that of individualism-

collectivism, reflects the belief that people seek themselves and their close 

relatives against the priority given to the group (often the extended family); 

Regarding masculinity-femininity, this is defined as the cultural distinction 

between men and women because masculine cultures emphasize stereotypical 

gender behaviors and dominant masculine values such as success, money, 

competition and assertiveness; while the feminine ones, mark less the 

difference of the gender role, are not competitive and value the cooperation 

and the care of the weak; Finally, the avoidance or cancellation of uncertainty 

corresponds to the level of threat that people feel due to fear of the unknown 

or ambiguous situations that they try to ignore through strict codes and beliefs. 

In the investigations carried out by Hofstede and Minkov (2010, cited in 

Herrera, 2014), the moral circles from which national societies are 

constructing rules on which people base their behavior are highlighted; Thus, 

in this study new variables are postulated as assertiveness against modesty and 

tolerance or ambiguity; Basically these dimensions, the authors emphasize, 

can be applied to the study of organizations and described in terms of their 

Hierarchical -
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Individualism -
Collectivism

Masculinity -
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values; regardless of the way it could be diagnosed, comparing the 

perspectives of the people who make it up, against those of those outside the 

institution. 

 

Meanwhile, the observer could notice the physical environment from 

outside; what the organization says about itself, through different types of 

communications, its stories, how people spend their time at work and how 

they interact; while from the inside, one could understand the professional 

trajectory of the collaborators, the time spent in certain positions and; the 

analysis of anecdotes plus the stories that give life to the cultural network. 

 

2.1.3. Types of Organizational culture 

 

 According to Chiavenato (2007). “To get to know an organization, the 

first step is to know its culture, since being part of it means assimilating it. 

Living in an organization, working in it, taking part in its activities and 

making a career is to participate intimately in its culture” (p. 72). 

 

This idea highlights what the organizational culture is today. In a 

similar context, Schein (2017) relates it to the assumptions and basic beliefs 

shared by the members of an organization. He mentions that "they operate 

unconsciously, and that they reflect part of his personality and occupation" (p. 

7). 

 

Another model that has been given the task of studying the 

organizational culture and establish a taxonomy is the one proposed by Deal 

and Kennedy (1982, cited in Herrera, 2014), stating that it is possible to 

classify four different types of cultural dimensions as presented in Table 1 

below: 
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Table 1. Taxonomy of the corporate culture by Deal and Kennedy 

Types of Culture 

- Male culture 

- Culture of “Hard Work – Hard Play” 

- Culture of “Betting on the company” 

- Process culture 

Source: Herrera (2014). 

 

This taxonomy refers to the fact that the male culture is characterized by 

individualistic traits, it is adventurous, with the ability to take risks without 

having knowledge of the results immediately; it is impregnated with a 

philosophy of risks and profits, the orientation of its actions is short-term; 

culture encourages immaturity and distrust of peers, colleagues or comrades. 

 

The culture of hard work-hard play implies a high level of activities but 

which, in reality, are not very risky; the most rewarding thing is persistence in 

the nature of the work that is aimed at creating and satisfying customer needs. 

Heroes are affable, friendly, practice meeting frequently, direct action to quick 

and tangible feedback, prioritize quantity over quality, so oversights and 

mistakes are frequent. So, the lack of long-term planning makes present 

earnings misleading as to their future assurance. 

 

The culture of betting the company is about analytical companies and 

emphasizes that good ideas can be successful, but decisions are made slowly 

and after being agreed vertically; although there is respect for authority and 

technical competence, they are vulnerable to the short-term demands of the 

environment. 
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Finally, the process culture corresponds to the classic bureaucracy 

where the collaborators concentrate on the forms that are too structured and 

regulated regardless of the results; for this reason, the drafting of agreements, 

memoranda, and policies are common rather than to understand how to 

perform the functions, rather than to protect those who perform them. Here 

people become extremely careful, disciplined and punctual so disciplinary 

jargon abounds, as well as rituals to frame the processes. 

 

On the other hand, Williams, Dobson and Walters (cited by Furnham, 

2006) identified four types of culture that are cited in Table 2 below: 

 

Table 2. Cultural taxonomy of Williams, Dobson and Walters. 

 

 

 

 

 

 

 

Source: Herrera (2014) 

Thus, power-oriented cultures are described as those that have the 

purpose of dominating both their environment and collaborators; that is to say, 

its domain focus is the exterior and the interior, regardless of the values or at 

the company or individual level; they become marketers of organizations and 

people. His spirit is competitive and inordinate, regardless of going over 

people. 

 

Role-oriented cultures, for their part, are characterized by being 

bureaucratic, acting under strict adherence to norms based on legality, 

Types of Organizational Culture 

- Power-oriented cultures 

- Role-oriented cultures 

- Task-oriented cultures 

- People-oriented cultures 
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legitimacy, and responsibility; their daily life is regulated by systems and 

procedures, in such a way that its values rights and obligations, giving 

relevance to hierarchy and status. When there is excess control, an apparently 

stable environment of certainty is created. 

 

In the case of task-oriented cultures, they are outlined to act and be 

evaluated based on the structures and functions that each position requires, 

being positive those that perform to the extent that they contribute to the 

achievement of the proposed objectives. The professional development of 

people is a function of their skills, so training is a common practice. 

Teamwork and project performance are common. 

 

Finally, the people-oriented culture is aimed at satisfying the needs of 

its members; What is expected are the interrelationships and from these, 

achieve a process of influence to promote collaboration, positive appreciation 

and, therefore, good performance. There is an authority that fosters the spirit 

of trust and collaboration, with a clear service orientation. Positions are 

assigned through personal prospects and learning is valued during growth and 

development processes. 

 

2.2. Values and beliefs in organizational culture 

 

In organizational culture, according to Daft (2010) there are two levels, 

as shown in figure 2 below: 
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Figure 2. Graphic representation of Organizational Culture by Daft. 

 

 

 

 

 

 

  

 

 

 

 

Source: Daft (2010). 

 

This model, represented with an iceberg, shows on the surface the parts 

of the organization that are visible and observable called artifacts and, for Daft 

(2010), at that level are the observable behaviors, the way people dress and 

act, the type of control systems and power structures used by the company; the 

symbols, stories and ceremonies shared by members of the organization. 

Therefore "the visible elements of the culture reflect the deepest values in the 

minds of the members of the company" (Daft, 2010: p. 375). 

According to Schwartz and Davis (cited by Méndez, 2001), the system 

of shared values and beliefs that are interspersed between the subjects of the 

organization, the structures and the control systems, is necessary for the 

production of behavioural norms. 

 

Symbols, ceremonies, stories, 

slogans, behaviors, way of 

dressing, observable physical 

scenarios. 

Underlying values, 

assumptions, beliefs, 

attitudes, and implicit 

feelings 
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Deal and Kennedy (1982) tell us about the values and beliefs that: “they 

are a sum of values, myths, heroes and symbols that have come to represent 

something very important for the people who work in that company” (p. 4). 

 

For Schein (2017) they are “the forms - taken for granted, shared and 

tacit - in which it is perceived, thinks and reacts to different contexts” (p. 231); 

and represents them in the following model as expressed in figure 3: 

 

Figure 3. Levels of Organizational Culture exposed by Schein. 

 

 

 

 

 

 

 

 

Source: Own research based on Schein (2017). 

 

2.2.1.  Definition of the organizational values 

 

García and Dolan (1997) mention that the word "Value" is polysemic 

since, valuing has the same root as evaluating and is related to the words 

appreciate, recognize and accept. Valuing is giving value to something or 

someone. Like the polyhedron, it has multiple faces and can be viewed - 

defined - from various angles and visions. 

 

Culture

•They are visible and tangible structures and 
processes.
•They are not 100% decipherable.
•This is not purely Culture.

Artifacts

•Ideals, goals, values, aspirations, 
everything intangible.
•Personal and collective perceptions 

about artifacts.

Beliefs and 
values

•Assumed beliefs that affect 
behavior.
•Completely intangible.

Assumptions
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According to Gini (2004), values direct our choices and actions, since 

they consciously or unconsciously mobilize and guide the way we make 

decisions and the type of decisions we make. Alas, Ennulo and Türnpuu 

(2006) comment that this makes values, in one way or another, permeate our 

behaviors, becoming motivators of our actions and, therefore, important 

entities when studying organizational culture. 

 

 For Schein (2017), the values of the company or organization reflect the 

underlying assumptions around which its cultural paradigms are formed: the 

relationship of the human being with nature; the nature of reality and truth; the 

nature of the human race; the nature of human activity and the nature of 

human relationships. The values adopted are the reasons to explain why we do 

what we do. In the organization, they are the motives that explain the way 

things are done, which places them in the second level of the organizational 

culture. 

 

Drucker (S / F) points out that organizations, like people, have their 

own values. Organizational values are distinctive or fundamental belief 

systems that an organization raises and that unify and inspire people as a result 

of experience (learning), visualizing themselves in attitudes and determining 

behavior in certain situations. They are thus constituted in internalized beliefs 

about how we should act, based on human freedom and the perceived results 

(consequences), both in the personal and organizational spheres. 

 

2.2.2.  Definition of the organizational beliefs 

  

The belief system or ideology is one that explains, sometimes 

mythically, social reality, justifies the organizational structure and invites 

collective action. According to Abravanel (1992), ideology serves to define 
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the organization, achieve certain objectives and establish a global control 

system, often unconscious, that represents the interests of the dominant group. 

It is important to highlight the dual role of organizational ideology. On the one 

hand, it signals acceptable behavior (what it should be); and on the other hand, 

it guides towards the achievement of the objectives and goals through certain 

means (what it is).  

 

 Next, in figure 4, we can observe Abravanel's (1992) proposal; where 

he mentions two dimensions of ideology: the fundamental and the operational. 

The first, defends the simplicity of moral principles (what should be); the 

second defends the practical and immediate considerations that contribute to 

the survival of the organization.  

 

Figure 4. Basic structure of an ideological belief system 

 

Source: Abravanel (1992). 

 

It should be noted that these two dimensions do not always coexist in 

harmony, since contradictions inevitably occur and that is where myths come 

to play an important role. Organizational Culture describes the system of 

What 

should 

be 

What 

it  

is 

Fundamental dimension 

 

- Ethical considerations of what must be done. 

- Principles that determine the objectives and 

goals that the organization wants to achieve. 

Operational dimension 

 

- Technical considerations for efficacy and use 

- Principles that sustain the policies put into 

practice 
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shared values (what is important) and beliefs (how things are), to create norms 

of behavior, that is, the way things should be done within the company, in 

order to guide the activities of the members of the organization. It is 

constituted in a knowledge system that allows to build behaviors and interpret 

experiences in a given organizational context. 

 

Then they can be seen as a means that gives cohesion, meaning, direction 

and distinctive character to organizations, and as a paradigm specifically, the 

axis lies in the complex and related set of an institutionalized and habitual 

behavior based on the basic convictions, shared beliefs of the members that 

give them a sense of belonging and identity (O'Toole, 1996); in such a way 

that, the more members accept them and the greater their commitment to 

them, the stronger the culture (Andrade, 1996).  

 

There are several authors who support these principles: 

 

 Scholz (1987) who tells us that “it is the implicit, invisible, intrinsic, and 

informal consciousness of the organization that guides the behavior of 

individuals” (p. 80). 

 Siliceo (1999): “the set (system) of values, traditions, beliefs, habits, norms, 

attitudes and behaviors that give identity, personality and destiny to an 

organization for the achievement of its economic goals” (p. 48). 

 Ouchi (1981): “they are the symbols, ceremonies and myths that 

communicate the values and beliefs of the organization to its employees” 

(p. 75). 

 Mintzberg (1989): “it is a belief system that surrounds the organization, 

shared by its members and that distinguishes it from other organizations” 

(p. 53). 
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2.2.3.  What behaviors do the values and beliefs seek to generate? 

 

Organizations do not exist without people. For this reason, it is relevant 

to know and understand the actions of people, their motivations and the 

aspects that influence decision-making, since these factors affect the behavior 

of a company and are reflected in its organizational climate (Durán, 2011). 

 

According to Chiavenato (2009) the behavior of the worker, in its 

context, is the result of the way in which it perceives, structures and organizes 

its environment. Thus Chiavenato, part of the basic principles of individual 

behavior, which are derived from the characteristics of people and 

organizations; the author assumes that human nature includes biological, 

psychological and social factors within a given historical context.  

 

In order to understand behavior as such, Robbins (2017) tells us that it 

is necessary to understand attitudes, and defines them as statements of 

evaluation –favorable or unfavorable– of objects, people or events; these 

reflect how the person feels about something.  

 

For this, Breckler (1984), Crites, Fabrigar, Petty (1994) comment that 

attitudes have three components: cognition, affect and behavior; and that these 

are closely related; They explain that the cognitive component of an attitude is 

the description or belief of how things are. The most critical part of an attitude 

is the affective component, which is the emotional or sentimental segment of 

it, and this brings us to the third, behavior, which refers to the intention of 

behaving in a certain way towards someone or something. 
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Conceiving that attitudes have three components - cognition, affect and 

behavior - is useful to understand their complexity and the potential 

relationship between them and behavior (Robbins, 2017). 

 

Continuing and according to Robbins (2017), a person has thousands of 

attitudes, but in terms of OB (Organizational Behavior) the focus is on a very 

limited number of those that are related to work, which are positive 

evaluations or negative that employees have about certain aspects of their 

work environment. Brooke, Russell and Price (1988, cited in Robbins, 2017: 

p. 79) "most of the research in OB has been devoted to three attitudes: job 

satisfaction, job involvement and organizational commitment." 

 

The table below presents a summary of these three attitudes studied by 

the OB and their relationship with the behaviors that shared values and beliefs 

can expect from them. 

Table 3. Attitudes studied by the OB and their translation into behaviors. 

Organizational Factors 

Terms Description 

Desirable behaviors 

within the 

Organization 

Job 

satisfaction 

It is defined as a positive feeling 

about one's own work, which 

arises from the evaluation of its 

characteristics. A person with 

high job satisfaction has positive 

feelings about it. When people 

talk about the attitudes of 

employees, they are often 

➔ Greater productivity 

➔ Less absenteeism 

➔ Better performance 

➔ Mayor loyalty 

➔ Rotation decrease 

➔ Increased interest in the 

organization 

➔ Reduced labour 
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referring to their job satisfaction. 

Actually, the two concepts are 

interchangeable. 

abandonment 

Job 

involvement 

It is the degree to which a person 

identifies psychologically with 

his job and considers the level of 

his performance perceived as 

beneficial to him. Employees 

with a high level of involvement 

at work identify with the kind of 

work they do and really care. 

➔ Clear vision 

➔ Active participation 

➔ Flexibility and 

adaptability 

➔ Constant innovation 

➔ Motivation 

➔ Feedback to the 

organization 

➔ Sense of belonging 

Organizationa

l commitment 

It is defined as the degree to 

which an employee identifies 

with a particular organization 

and its goals, and wishes to 

maintain a relationship with it. It 

is the identification of the 

individual with the organization 

that employs him. 

➔ High sense of 

belonging 

➔ Employees with a high 

level of engagement 

➔ Emotional bond with 

the organization 

Source: Own research based on Robbins (2017) 

 

Organizational culture according to Phalen (2000) and Serna (1997) has 

an emotional component that results from group learning that has a significant 

impact on it and through which the individual knows forms of behavior that 

guide their behavior and generate expectations regarding the of other members 
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of the organization, reducing uncertainty, solving their problems and 

reaffirming security in their relationships. The above, Bower in 1966 (cited by 

Deal and Kennedy, 1985) synthesizes in the following expression "the way we 

do things here" (p. 4). 

 

2.3. Cultural attributes of organizational excellence 

 

Given the changes so abrupt and profound in working conditions and 

the nature of organizations, it assumes that psychological traits required to 

face work no longer remain the same. One of the classic exponents of 

humanistic psychology, Maslow (1943) studied human motivation for a long 

time, and although his studies were carried out a long time ago, it seems that 

he describes the corporate needs of today's company. 

 

According to Maslow (1943), a sense of identity, success in some 

activity, and commitment to a value system are as essential to psychological 

well-being as security, love, and self-esteem. If we develop a Maslow 

hierarchy of corporate needs, we find a roadmap of what companies are 

looking for and what they aspire to.  

 

The basic proposal of García and Dolan (1997), is the "Triaxial Model 

of Values", it arises as a response to the current challenge of moving 

efficiently, ethically and emotionally in a context of growing competitiveness, 

which require high levels of performance, trust, engagement, belonging and 

creativity on the part of all the people that make up the organization. It is a 

new business management proposal of a humanistic and inclusive nature, 

where the person is at the center of administrative thought. 
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But then, what would the ideals of an organization be? In 1971 Maslow 

coined the term eupsychia to name ideal and human-oriented societies and 

communities; He believed in the possibility of an ideal society composed of 

healthy and self-actualized individuals from the psychological point of view 

and, all the members of this community would seek development and 

satisfaction both in their work and in their personal life.  

 

As well as nationalities, all different, with a changing environment, with 

a different language and customs, as well as them, there are types of 

organizations, therefore, looking for an ideal that meets all the generalized 

requirements is almost impossible. However, today any organization that is 

congruent with the values it preaches, that validates positive values and beliefs 

in its employees and that the end is the person, will be the ideal organization. 

 

In this sense, Peters and Waterman (cited by Griffin et al., 2010) relate 

the culture of the organization and performance based on a group of successful 

companies where the best management practices made it possible to position 

them at the highest level. The cultural attributes or these excellent 

distinguishing values are found in Table 4 below: 

 

Table 4. Peters and Waterman framework 

Atributos de una organización Excelente 

1. Bias towards action 5. Practical administration 

2. Stay close to the customer  6. Stick to your thing 

3. Autonomy and entrepreneurial 

spirit 

7. Simple form, little personal 

4. Productivity through people 8. Flexible and rigid organization 

at the same time 

Source: Herrera (2014). 
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According to Peters and Waterman (cited by Griffin et al., 2010), 

companies with cultural values geared towards action outperform compared to 

those that remain reactive to the environment. They consider the client as their 

main focus and source of information about products, price and service, 

coupled with a greater entrepreneurial spirit that positions them with superior 

productivity, where the manager has a practical and very active vision in 

administration, adding value to and from , your area of expertise with a more 

personal way regarding your relationship, avoiding inaccessible administrative 

layers and, therefore, from a flexible and consistent organization.  

 

 Thus, various investigations (Planas, 2000) have proven that companies 

that favor a culture based on values and with a transcendent vision, contribute 

to society through individuals who have the potential to serve the country and 

the world, which of course means building well-being for all. 

 

2.4. Engagement 

 

2.4.1. Definition of work engagement 

 

The translation of the word "engagement" into the Spanish language is 

complex, because there is no term that covers the entire concept, since it 

represents a multidimensional affect-cognitive state. Research on engagement 

is still in full development and shows the influence of positive psychology 

based on the positive and motivational aspects of the human being in the work 

context (Grau et al. 2000, Schaufeli et al. 2005).  

 

Unlike the focus on the deficits of people, this trend tries to find the 

strengths and virtues of people to achieve greater productivity at work and a 

better quality of life. Within this context, engagement stands out as a key 
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concept of positive psychological capital (Grau et al. 2000; Bakker et al. 

2006). In general terms, we can understand engagement as the force that 

motivates employees to provide an additional voluntary effort at a 

psychological, physical and emotional level in their work, which leads to 

better results (eg Hayday et al. 2004). 

 

Although there are different definitions of engagement, authors such as 

Schaufeli, Salanova, González-Roma and Bakker (2002), consider work 

engagement as a motivational construct defined as a positive mental state of 

work-related performance, which has three characteristics: vigor, dedication 

and absorption. The former denotes high levels of energy and mental stamina 

while working, and a desire to put forth effort in the work that is being done. 

The second refers to the feeling of significance, enthusiasm and pride in work. 

Finally, absorption is characterized by the concentration and immersion of the 

employee in his work. 

  

According to Robbins (2017), employees with a high level of 

involvement at work identify with the kind of work they do and really care. A 

concept that is closely related to the previous one is that of granting decision-

making power in a psychological way, which consists in the belief of 

employees in the degree to which they influence their work environment, 

competence and significance of their position, and the autonomy they perceive 

in their work. 

  

According to Salanova et al. (2008) suggest that engaged employees are 

energetically and effectively connected to their work. When people invest all 

their energy in their work roles, they should display behavior that goes beyond 

what is formally required in their job. Work engagement is considered an 
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indicator of the employee's willingness to make a discretionary effort to help 

the employer. 

 

"Other researchers agree that engagement refers to a positive, 

satisfactory and work-related mental state, characterized by the dimensions of 

absorption, vigor and dedication" (Bobadilla, 2015: p. 7). 

 

2.4.2. Possible causes that influence work engagement 

 

The antecedents of employee engagement have not been specifically 

identified. However, some research has shown that there are possible factors 

at the individual, organizational and contextual levels that drive engagement 

in employees (Suharti et al., 2012). 

Work engagement is positively associated with characteristics of the 

task that could be labeled as resources, motivators, or energizers such as social 

support from colleagues, immediate superior, performance feedback, 

coaching, autonomy in performance, variety of tasks and training (Demerouti 

et al., 2001; Salanova et al., 2001, 2003; Schaufeli, Taris and Van Rhenen, 

2003; Schaufeli and Bakker, in press). Sonnentag (2003) showed that the level 

of work engagement experienced is positively associated with the degree of 

recovery that employees present the day after a working day. Furthermore, 

work engagement is positively related to self-efficacy (Salanova et al., 2001), 

and may even appear as a precedent or as a result of engagement (Salanova, 

Bresó & Schaufeli, 2003). 

The basis of Maslow's (1943) hierarchy is survival needs: food, water, 

shelter, sleep, etc. From there, in order of importance, we look for security, 

relationships (love, friendship, belonging), status / achievement, and finally 

personal growth and satisfaction. (also known as self-actualization). 
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When this hierarchy is observed within the context of what a person 

needs to develop and achieve positive engagement within an organization, it 

gives the feeling that the author did it with that specific objective. Employees 

must meet their basic needs before they can do anything else. The most basic 

need as a collaborator is linked to survival: money. Once you have the money, 

the next objective is job security, employees need to know that their work will 

be there tomorrow, and if they are not sure of that, it will be very difficult for 

them to focus on something else. However, once these levels (1 and 2) are 

satisfied, most collaborators will look for something else and, if more is not 

possible, neither will engagement.  

It is surprising how many organizations feel that money and job security 

are all that employees can demand of them. The best organizations know and 

understand some fundamental principles that employees need. So, what 

factors could be the cause of employee engagement? Next, in figure 5, the 

graphic representation of Maslow's pyramid is presented with a focus on work 

engagement. 

Figure 5. Maslow's Hierarchy of Needs: Applied to Employee Engagement. 

 

 

 

 

 

 

 

 

 

 

 

Source: Own research based on Maslow (1943) 
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As can be seen, at level 3 (Belonging) is when engagement begins to 

have life, people satisfied at that level are called “almost-engaged” since, the 

commitment exists, although it is not very strong, a factor that influence at this 

level is to recognize that they are part of "something", but sometimes.  

 

From level 4 and 5, there is already positive and observable 

engagement, which means that the 3 levels below are completely covered; the 

DNA of these levels is "to make things happen", which means that people 

know that their work is vital to the organization, there is a sense of 

transcendence, and people's values and beliefs are aligned with those of their 

organization. 

  

From the point of view of the organizational factors that are part of 

labor resources (Deshpandé and Webster, 1989; Hobfoll, 2001; McBain, 2007; 

Siehl and Martin, 1984; cited in Bobadilla, 2015) they concluded that 

organizational culture is a Driver of engagement, given that the actions and 

behaviors of individuals are not determined individually, but, on the contrary, 

are the product of a given culture, determined by shared values, norms and 

beliefs. 

 

These authors and several others agree that organizational culture 

predicts the level of engagement, since it impacts the extent to which 

employees demonstrate or create a consensual engaged environment as part of 

a powerful value system that can be transmitted to members of the 

organization. 

 

According to Durán (2008), it starts from the reflection on the final and 

instrumental values of the company incorporated in its strategic approach 

(mission, vision and business philosophy), clarifying real values, in use and 
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those that are desirable or exposed. Organizations with a strong and 

convincing vision, with a clear and transcendent mission that allows 

employees to feel that they can make a difference and leaders to be consistent 

between what they say and what they do, will be more likely to have highly 

engaged staff.  

 

According to Salanova et al. (2009) engagement in collaborators does 

not arise spontaneously, but is promoted by an organizational context that 

moves away from the traditional to the entrepreneurial. Thus, there will be a 

dialectical reciprocity between engaged employees and healthy organizations. 

The levels of engagement in employees are reinforced in specific work 

environments, and these are provided by healthy organizations, while engaged 

employees become active agents that, in turn, reinforce the healthy 

organization. 

 

2.4.3. Engagement models  

 

From the synthesis presented above, an evolution of the engagement 

construct is evidenced from a perspective that studies factors related to 

working conditions to the most recent research, which exposes an integrative 

approach oriented to the individual (Bakker and Demerouti 2013, Hobfoll et 

al., 2003). 

 

Next, table presents a summary of the evolution of the models related to 

the engagement construct: 
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Table 5. Comparative table of Engagement Models 

Evolution of Engagement Models 

Autor Model Description 

Khan 

(1990) 

The Role 

theory 

(1990) 

 

Establishes a relationship between the 

individual and the characteristics of the task, 

considering the interpersonal, group, intergroup 

and organizational contexts as factors that 

mediate the levels of motivation and the 

significance of the Work. 

 

Maslach 

y Leiter 

(1997) 

Structural 

model 

(1997) 

Engagement represents a desired objective to 

implement interventions to burnout managing 

positive results in the compatibility between the 

characteristics of the individual and the specific 

work performed (job-person fit). 

 

Sacks 

(2006) 

Model of 

Social 

Exchange 

(SET) 

(2006) 

It maintains that collaborators present different 

levels of engagement in response to the 

resources they receive from the organization 

(economic and socio-emotional resources); In 

this way, employees feel obliged to give back to 

their organizations with high levels of 

engagement. 

Demerou

ti et al. 

(2001), 

Bakker et 

al. (2006) 

JD-R 

demand 

theory and 

labor 

resources 

Following the JD-R model, the authors 

considered that labor resources have a 

motivational role and are more beneficial if it is 

desired to maintain engagement in conditions of 

high work demands. 
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(2006) 

Hobfoll 

(2001) 

Hobfoll’s 

Model  

(2001)  

This model explains how individuals cope with 

stress, through resources. It presents the 

individual as a manager of their own resources, 

understood as those objects, personal 

characteristics, conditions or energies that are 

valued by individuals, and that can be 

potentially motivating in themselves through 

creation, maintenance and accumulation 

(Hobfoll 2001) 

Bakker y 

Oerlema

ns (2011) 

Circumfle

x Model 

of 

emotions 

(2011) 

This model suggests that there is a difference 

between the engagement construct and the job 

satisfaction construct, because engagement 

combines pleasure from work (dedication) with 

high activation (vigor, absorption), according to 

the model of Schaufeli and Bakker (2010) 

explained above; meanwhile, job satisfaction is 

a passive form of well-being at work. 

Ouweneel 

et al. 

(2012) 

Model of 

Personal 

Resources

' Impact 

on the 

engageme

nt (2012) 

This model poses a reciprocal relationship 

between positive emotions and personal 

resources; that is, employees who experience 

positive emotions develop better job-related skil 

Source: Own research, 2021. 
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Psychology today has focused almost exclusively on a pathology that is 

very easy to observe, "what goes wrong" in people, groups, organizations and 

societies. For Salanova, Llorens and Martínez (2016) the reality is different, 

the human being is complex and to attend to this complexity a psychology is 

necessary that not only attends to problems, but goes further, that is, that 

allows to enhance and promote the strengths of people in all areas of their life 

including the work context. 

 

The authors consider that modern organizations favor that this positive 

approach has an increasing meaning and applicability and that positive 

organizations know that in order to survive, a change of chip and an openness 

towards the positive are necessary. 

 

These positive organizations are those that seek organizational 

excellence and financial success; But they go further because they have a 

physically and psychologically healthy workforce that is capable of 

maintaining a positive work environment and organizational culture, 

particularly during periods of turbulence and change, and they are capable not 

only of surviving these critical periods but of learn lessons and come out even 

stronger (Salanova et al., 2016). 

 

2.4.4. Relationship between organizational culture and engagement 

 

 Currently, for organizations to develop and be sustainable over time, 

workers need to demonstrate a series of attitudes and behaviors that contribute 

to its success. Hence, the importance of having engaged workers arises, since 

it has been shown that workers with high levels of engagement are those who 

show greater emotional, intellectual and physical involvement with their work; 

greater positive attitude; and greater predisposition to perform their tasks or to 
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generate better results and customer satisfaction, among others (eg Harter et 

al. 2002, Sacks 2006, Schaufeli et al. 2002, Schaufeli 2013). 

 

This is how the organizational culture will provide support for the 

creation of engagement in employees, which makes it a driving factor (Krog 

2014, McBain 2007, Robinson et al. 2004). It should be noted that studies 

have shown positive relationships between organizational culture and 

engagement. Engagement is understood to be the result of a healthy 

organizational culture, while maintaining that organizations with strong 

cultures have highly engaged personnel (Denison 2010). 

 

Organizations with a compelling vision, with a clear mission that allows 

employees to feel that they can make a difference and leaders to be consistent 

between what they say and what they do, will be more likely to have highly 

engaged staff. When the organizational culture provides workers with 

motivating resources - such as the opportunity to be autonomous and 

innovative, typical of cultures of support, appreciation and innovation - the 

organization contributes to creating engagement in employees (Bakker et al. 

2007; Crawford et al. al. 2010, Denison 2010, Hackman and Oldman 1976, 

Saks 2006, Suharti and Suliyanto 2012). 

 

2.5. Characteristics of the company 

 

The GUDSR company, is located in Yekaterinburg, Russian Federation, 

this company was founded in May 2004 (through the merger of two road 

construction companies in the city of Yekaterinburg: LLC "Dorstroy", formed 

in 1946 and "Gordormoststroy ", formed in 1943). The company has licenses 

for the construction of roads of all categories, specializes in the construction, 
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reconstruction and repair of roads, highways and streets in Yekaterinburg and 

the Sverdlovsk Oblast region.  

 

The company structure includes: a construction company, an asphalt plant 

and a design institute. In the park of the enterprise there are more than 110 

units of construction equipment of Russian and foreign production, in which 

highly qualified specialists work, which allows you to carry out work of any 

complexity. 

 

To preserve and improve the quality of the work carried out, GUDSR has 

created its own certification laboratory, which makes it possible to evaluate 

compliance with the standards established in all stages of production. The 

main activity directions of this company are: 

 

• Act as a general contractor. 

• Road works of any complexity using modern technologies. 

• Construction of overpasses and bridges. 

• Excavation. 

• Improvement and landscaping. 

• Development of design documentation. 

 

Next, a brief analysis of the main characteristics of the organization as a 

management object is presented in table 6.  

 

Table 6. Characteristics of GUDSR Company 

Analysis 

parameter 

Criteria Description 
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Type of 

organization 

 

In relation to the 

government 

Non-governmental, since it was 

established by a private person 

without the participation of official 

(governmental) institutions and does 

not have a special status as an official 

form of government. 

 

According to the 

main objective 

Economic, since it satisfies the needs 

of the individual and society through 

economic and productive activities. 

According to the 

level of 

formalization 

Formal, since it is registered in the 

established order of public and 

economic organizations and is bound 

by an agreement on its rights and 

obligations. 

According to the 

size and number 

of employees 

Great, since the number of employees 

according to the latest data is 420 

people. 

According to the 

form of 

interaction 

Corporate, since the objectives of the 

organization prevail over the 

individual objectives of the 

employee, and there is also a domain 

of hierarchical power structures, the 

interests are coordinated by the 

leaders. 

Organizational 

Structure 

 

Type Linear-functional. 
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Organization’s 

Mission 
If there was one Absent 

Organization’s 

Vision 
If there was one Absent 

Source: Own research, 2020. 

 

2.5.1. SWOT analysis of the organization 

 

Strengths: 

• Fame of the company 

• The company’s experience in the Russian market is more than 10 years 

• The company has its own asphalt manufacturer with high productivity, so 

there is no shortage of material. 

• Establishment of alliances with suppliers that supply goods under favorable 

conditions for the company. 

 

Weaknesses: 

• Most of the work is seasonal, they are only active in the spring and summer 

period, due to the climatic and natural conditions of the Russian Federation. 

• Lack of experienced managers. 

• Lack of communication. 

• High staff turnover. 

 

Opportunities: 

• The unsaturated Russian market offers unlimited growth opportunities. 

• Development of the regional market. 

• Attraction of new clients. 

• Expansion of services by the organization. 
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• They have the possibility of hiring highly qualified and experienced personnel 

in construction areas. 

 

Threats: 

• The amount of work depends directly on the number of orders and the period. 

• In case of poor-quality work, the company assumes full financial 

responsibility for 3 years. 

• Minimum barriers to the entry of new companies to the market. 

• Strengthening the positions of competing companies. 
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CHAPTER III    

Methodology 

 

3.1. Description of the research 

 

The study that supports this thesis is of a Mixed nature, therefore, it has 

qualitative and quantitative support, this research is focused on positive 

psychology, it is descriptive in scope, and it is aligned to the paradigm of 

symbolic-interpretivism; focuses on describing the relationship between 

shared values and beliefs and the generation and strengthening of employee 

engagement at the GUDSR company located in Yekaterinburg, Russia. The 

data was collected in three different phases. 

 

According to Hernández-Sampieri (2014), research with a mixed 

approach consists of the systematic integration of quantitative and qualitative 

methods in a single study in order to obtain a more complete “photograph” of 

the phenomenon, it can be said that they arose from the complexity of some 

phenomena: human relationships, diseases or the universe. 

 

According to Creswell (2013), Teddlie and Tashakkori (2012) and 

Hernández-Sampieri (2008), mixed methods have the following 

characteristics: 

 

• Methodological eclecticism (multiplicity of theories, assumptions and 

ideas). 

• Paradigmatic pluralism. 

• Iterative and cyclical approach to research. 

• Orientation towards the problem statement to define the methods to be used 

in a given study. 
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• An approach that starts from a set of analytical designs and processes, but 

which are carried out according to the circumstances. 

• Emphasis on diversity and plurality at all levels of inquiry. 

• Consideration of continuums rather than dichotomies for making 

methodological decisions. 

• Tendency to balance between perspectives. 

• Pragmatic rationale (what works, "the tool we need for the task: hammer, 

sandpaper, saw, screwdriver ..., or a combination of tools"). 

 

3.2. Sample 

 

In the present study, the sampling was non-probabilistic because all the 

workers were selected, a decision made by the human resources management, 

which according to Johnson (2014) Hernández-Sampieri et al. (2013) and 

Battaglia (2008), in non-probabilistic samples, the choice of elements does not 

depend on probability, but on causes related to the characteristics of the 

research or the purposes of the researcher. 

 

  The sample consisted of 2 directors, 1 deputy director and 9 

department heads, 12 tests and 12 surveys were sent, of which 12 were 

returned. 

 

3.2.1. Demographic data of the sample 

 

 Of the 12 participants in this research, 85% are men, of which their age 

range is between 36 and 55 years old, 51% are married and 49% are single, 

85% of them have higher education and / or specialized, 100% of them are in 

high command positions, being managers, directors and department heads; 

100% of them have work experience between 5 and 10 years, and have been 
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part of the organization between 5 and 10 years. All of them have Russian 

nationality. 

 

On the other hand, 15% of the participants are women, of which their 

age range is between 34 and 45 years old, 100% of them are married, 50% 

have higher education and 50% have level education. Master's degree, 100% 

of the participants are in high command positions, being managers and 

directors, have work experience of between 0 and 6 years and have been part 

of this organization between 0 and 6 years. All of them have a Russian 

nationality. 

 

Table 7. Demographic data of the sample 

 GEN. AGE SINGLE MARRIED 
HIGHER 

EDUCATION 
DIRECTORS MANAGERS 

HEAD 

OF 

DEP. 

YEARS IN 

THE 

COMPANY 

MALE 85% 
36-

55 
49% 51% 100% 9% - 91% 5-10 

FEMALE 15% 
34-

45 
- 10% 100% 50% 50% - 0-6 

Source: Human resources management, GUDSR, 2021. 

 

3.3. Instruments  

 

The data collection was carried out in three phases, which have their 

respective instruments according to the needs of each stage and the objective 

of this research project. 

 

3.3.1. Qualitative method of research 

 

The first method used in this research is a semi-structured interview 

with 17 questions. In this first stage it was to obtain a clearer picture about the 
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current situation of the organization with respect to the organizational culture 

and the level of development and openness with which the human resources 

department has to be able to have a clearer way to continue with regarding this 

research. Therefore, this instrument provides us with first-hand information on 

what is the position of human resources management on this particular issue, 

if there is an organizational development plan, how values and beliefs are 

observed within the organization and of vital importance, if you consider that 

employees, through observation, live the organizational values and have the 

behaviors of engaged people. 

 

The semi-structured interview presented to the human resources 

management consisted of 17 items, all open; with the main objective of 

getting the personal point on these topics in GUDSR. The first part of this 

interview consists of a description of your background and work experience, 

important data to know your strengths and level of openness and 

understanding about the subject. With this method of collecting empirical 

data, he gave an initial and exploratory investigation on the situation of the 

company. 

 

The second and third part of the interview has to do with personal 

opinion about the values that are lived within the organization, their opinion 

about the level of engagement that employees may present based solely on 

observation, and knowing what the position is of management before the 

possibility of using tools for their development and what strategies they have 

or have in mind to achieve these objectives, how they would use the skills 

they already have. 
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3.3.2. Quantitative method of research 

 

To investigate in depth and know the level of engagement of each 

experienced worker within the organization and workplace, it was evaluated 

using the Russian version (Salanova et al., 2000) of the Utrecht Work 

Engagement Scale (Schaufeli et al., 2002) It is made up of 17 items divided 

into three factors: 1) vigor (6 items, eg, "In my work I feel full of energy"), 2) 

dedication (6 items, eg, "My work makes sense") and 3) absorption (5 items, 

eg, "When I'm working I forget everything that happens around me"). A 

seven-position Likert scale was used (from 0 = "never" to 6 = "always"). 

 

This instrument was developed by Wilmar Schaufeli and Arnold Bakker 

(2003) and the international validation was carried out in 2009, where Russia 

was included for its application. The UWES takes approximately 5-10 minutes 

to complete, and can be applied individually and in groups. The UWES can be 

used for both an individual or group assessment or even as part of an 

employee satisfaction survey, or a psychosocial risk assessment. 

 

The instructions provided in the format at the top of the UWES are self-

applicable, but if it is deemed necessary, it can be verified whether the subject 

or subjects understood the indications. In order to avoid inducing or 

suggesting the direct relationship of the responses with work engagement, this 

term is not used as the title of the questionnaire. Instead, a more neutral term 

is used "Survey of well-being and work" with the acronym UWES in 

parentheses. 

 

The average score of the three subscales of the UWES is obtained by 

adding the scores of each particular scale and dividing its result by the number 

of items of the respective subscale. Therefore, the UWES can yield three 
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partial scores, corresponding to each subscale and a total score within the 

range of 0 to 6 points. 

 

3.4. Process 

 

 According to Hernández-Sampieri (2008), there is not really a single 

mixed process, but rather that in a hybrid study several processes concur. It 

also tells us that “the stages in which quantitative and qualitative approaches 

are usually integrated are fundamentally: problem statement, research design, 

sampling, data collection, data analysis and / or interpretation procedures 

(results)” (p. 540). In mixed methods investigations, the collection and 

analysis of information are carried out using quantitative and qualitative data 

to arrive at meta inferences beyond the statistics and beyond the quantitative 

categories. 

This work is framed within the so-called instrumental studies, following 

the nomenclature proposed by Montero and León (2007). Basically, these 

studies refer to empirical works that were developed with the purpose of 

evaluating the psychometric properties of an evaluation instrument or 

psychological test. 

 

3.4.1. First Phase: Semi-Structured Interview 

 

The interview was held with the human resources management during 

regular working hours, with prior authorization from the company authorities. 

The main objective of this first phase, as mentioned above, is to obtain a 

clearer picture about the current situation of the company with respect to the 

organizational culture, the level of development and openness with which the 

human resources department has to be able to have a clearer way of following 
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with respect to this investigation, data obtained through the personal point of 

view of management. 

 

It should be noted that the participation was completely voluntary, the 

objective of the study was explained, ensuring the confidentiality of this 

information, the interview began, which did not take longer than 40 min., At 

the end of this the disposition was appreciated and collaboration with this 

research, reiterating the confidentiality of this information. 

 

3.4.2. Second Phase: Work and Welfare Questionnaire (UWES) 

 

The scale was administered during regular working hours with prior 

authorization from the company authorities. The administration was carried 

out in a small group made up of the total sample (n = 12), providing the 

participants with some general considerations to answer the questionnaire; the 

objective of the study was explained to all participants and doubts were 

clarified if necessary. It should be noted that participation was voluntary and 

the workers were assured of the confidentiality of the data and the anonymity 

of their responses, at the end they were thanked for their collaboration. 
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CHAPTER IV 

 

Analysis of data 

 

4.1. Qualitative results of the interview 

 

For a better interpretation of the interview carried out, four categories 

were established with their corresponding subcategories and a number of 

items related to them; the following table establishes items corresponding to 

each category: 

Table 8. Interview categories 

CATEGORY 
SUB-

CATEGORY 
ITEM QUESTION 

ORGANIZAT

ION 

Organizati

on  

1 
What do you think about the mission or 

objectives of the company? 

2 

What do you consider to be the next step 

that the organization has to take to create 

a stronger organizational culture? 

Processes 3 

What do you consider to be the competitive 

advantages that the inclusion of values in 

the system will provide to the 

organization? 

Culture 

4 

We know that this company has a low level 

of turnover, therefore it is difficult to 

recruit new talents, what would be your 

strategy to attract the attention of new 

talents? 

5 
Do you think that the creation of corporate 

values would increase the level of 
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engagement in current employees? 

6 

What do you think that the company has to 

change or what plan does the HR 

department have to implement so the 

company can successfully carry out an 

organizational development? 

ORGANIZAT

IONAL 

CLIMATE 

Org. 

Environm

ent 

7 

What is it for you to be the Human 

Resources Manager of this company and 

what skills have made you excel in the 

position? 

8 

As a Human Resources Manager, how do 

you think corporate values are lived in the 

organization? And what do you think is 

necessary to improve? 

Relationsh

ips 

9 

Do you consider that current employees 

have the behavior of people who are 

engaged in the organization? 

10 
What strategies would you use to increase 

the level of engagement in the company? 

11 
How would you describe the organization 

you currently belong to? 

WORK 

TEAM 

Communi

cation 
12 

Tell us about your education and your 

experience in the position of Human 

Resources Manager. 

Responsib

ilities 
13 What is your professional background? 

Tasks 14 
And finally, for you, what is the future of 

the human resources manager in this 
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company? 

INDIVIDUAL 

Beliefs 15 

From your experience, what actions would 

you take to motivate the people on the 

company to start living the values? 

Attitudes 16 

Based on your experience, do you consider 

that the staff is currently motivated to 

continue in the organization? 

Motivatio

n 
17 

What are the necessary behaviors and 

skills that employees need to develop in 

order to conclude that they are people with 

a high level of engagement? 

Source: Own research (2021) 

 

The interview was articulated in order to extract information about three 

variables proposed for the research:  

 

a) The profile of the company in terms of DNA or corporate identity (mission, 

vision, values, objectives, etc.) and the impact of these in the organization. 

b) The current situation of the organizational culture of the company and its 

management. 

c) The communication skills that the organization has to identify behaviors 

related to engagement that are perceived as necessary within each company. 

 

The responses obtained bring us closer to a more comprehensive 

understanding of the GUDSR company, in the first question, the employee 

consider that road construction and road building is what they do, she 

understands that the main mission is the high quality of roads and a high 

effectiveness. About objectives the HRM said that one of them is the business 

development, from regional to federal company as they are making use of new 
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technologies and high-quality standards in production of asphalt concrete 

mixtures, quality control. 

 

In the second item, the question is: What do you consider to be the next 

step that the organization has to take to create a stronger organizational 

culture? The answer was that she considers that a vertical and horizontal 

communication are the key to a stronger organizational culture. 

 

Question number three refers to whether the human resources 

department considers that organizational values are able to represent a 

competitive advantage for the organization; the response to this particular 

question was very positive, since she answered that the values in the 

organizational system have the capacity to help the company achieve the 

major objectives of the organization by helping them with the opening of the 

business and achieving growth from a regional to the federal company. 

 

According to the question number four and the SWOT applied in the 

organization, we know that GUDSR has a low level of turnover, therefore it is 

difficult to recruit new talents, we asked “what would be a strategy to attract 

the attention of new talents?” The answer was:  

 

“Build the talent pipeline and attract students (road college, university 

student’s specialty road building), start from base positions and climb the 

career ladder”. 

 

The following question was asked with the purpose of knowing the 

department's belief about corporate values within the organization would 

increase engagement, as a result she said us that the addition of values to the 
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system would serve to attract precisely what she calls "the right people" who 

share them and help the company to achieve goals with the right behavior. 

In question number six: “what do you think that the company has to 

change or what plan does the HR department have to implement so the 

company can successfully carry out an organizational development?” The 

answer was: 

 

“Effectiveness increase through automatization, employee’s loyalty and 

engagement, implementing the new technologies”. 

 

To continue with the dynamic of the interview, the interviewee was 

asked "what is it like for you to be the Human Resources Manager of this 

company…" and above all to emphasize the skills that make her excel in the 

position; she answered:  

 

“Being the HRM is to establish Communications, increase employee’s 

effectiveness, productivity and loyalty… and based on skills, I am 

communicative, with organizational orientation, controlling, change 

management and I have the ability to work with objections and resistance”. 

 

In question eight, she answers that “values are present in the behavior of 

senior managers, and that the company applies a motivation system to 

employees” and for the improvement part she points four things that GUDSR 

needs according to her personal view: 

 

 Increase employee loyalty and engagement. 

 Establish corporate values 

 To advertise values 

 Promote the achievement of values 
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For the next question: “do you consider that current employees have the 

behavior of people who are engaged in the organization?” the answer was: 

 

“The appropriate percentage of employees is committed to the company. 

Employees are honest and they trust managers. They are ready to talk and to 

discuss. I believe that they are ready for changes, therefore we need to 

promote the correct behavior to support loyal employees and achieve results 

with right behavior”. 

 

On the other hand, for the question ten: “what strategies the HR 

department currently use to increase the level of engagement in the 

company?” The answer was vague and the department did not share if there is 

currently a strategy. 

 

From the answer to the following question, we know that for the 

GUDSR’S HR department and according to her own words the organization is 

"the organization is in development and is dynamic”.  
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4.2. Results of the Well-being and Work Questionnaire (UWES) 

 

In order to interpret the scores of a particular group of employees in a 

certain dimension of the UWES, the average scores of the UWES database 

can be used to evaluate the representativeness of the difference between the 

specific group to be evaluated and the database scores. 

 

For the purposes of this research and to be able to locate the level of 

engagement that employees experience, we will use the scale proposed in the 

following table, the same that the instrument recommends for a better 

analysis. 

 

Table 9. UWES values 

How often did employees experience engagement? 

0 a .99 1 Once a year or less. 

1 a 1.99 2 At least once a year. 

2 a 2.99 3 At least once a month. 

3 a 3.99 4 At least twice a month. 

4 a 4.99 5 At least once a week. 

5 a 6 6 A couple of times a week or daily. 

Source: Schaufeli y Bekker, 2003. 

 

Next, figure shows the general percentages by category that were found 

by the UWES “Welfare and Work Survey” instrument. 
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Figure 6. Experienced engagement (source: own research, 2021) 

Within the GUDSR company, 66% of workers experience engagement 

at least once a week, while 17% only experience it at least twice a month, 

followed by 17% who say they experience it a couple of times a month. 

weekly or daily, based on the UWES barometric chart. 

 

Although the company does not show the absence of commitment, most 

workers do not usually commit more than necessary. Below are the vivid 

participation percentages per employee in the GUDSR company. 

 

Figure 7. Engagement of worker 1 (source: own research, 2021) 

66%
17%

17%

EXPERIENCED ENGAGEMENT

At least once a week

A couple of times a week or daily

At least once a month

V I G O R  D E D I C A T I O N A B S O R P T I O N E N G A G E M E N T

27.5% 27.1% 25.5%

80.0%

WORKER 1
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The first worker present in 27.5% vigor, 27.1% dedication and 25.5% 

absorption; which is equivalent to 80% of engagement experienced through 

work and daily activities. 

 

Figure 8. Engagement of worker 2 (Source: own research, 2021) 

 

In this case, worker 2 presented 30.4% in vigor, 31.8% dedication and 29.4% 

absorption, this is equivalent to 91.6% of engagement experienced at work 

and their daily activities, a total of 11.6 points more than the first worker. 

 

 

 

 

 

 

 

 

 

 

Figure 9. Engagement of worker 3 (source: own research, 2021) 

V I G O R  D E D I C A T I O N A B S O R P T I O N E N G A G E M E N T

30.4% 31.8% 29.4%

91.6%

WORKER 2

V I G O R  D E D I C A T I O N A B S O R P T I O N E N G A G E M E N T

27.5% 25.9% 26.5%

79.8%

WORKER 3
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The third worker presented 27.5% in vigor, 25.9% dedication and 26.5% 

absorption; which is equivalent to 79.8% of engagement experienced through 

work and daily activities. 

Figure 10. Engagement of worker 4 (source: own research, 2021) 

 

The fourth worker presented 19.6% in vigor, 22.3% dedication and 23.5% 

absorption; which is equivalent to 65.5% of engagement experienced through 

work and daily activities. 

Figure 11. Engagement of worker 5 (source: own research, 2021) 

V I G O R  D E D I C A T I O N A B S O R P T I O N E N G A G E M E N T

19.6% 22.3% 23.5%

65.5%

WORKER 4

V I G O R  D E D I C A T I O N A B S O R P T I O N E N G A G E M E N T

21.6% 25.9% 27.5%

74.9%

WORKER 5
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The fifth worker presented 21.6% in vigor, 25.9% dedication and 27.5% 

absorption; which is equivalent to 74.9% of engagement experienced through 

work and daily activities. 

Figure 12. Engagement of worker 6 (source: own research, 2021) 

 

The sixth worker presents 28.4% in vigor, 30.6% dedication and 27.5% 

absorption; which is equivalent to 86.5% of engagement experienced through 

work and daily activities. 

 

Figure 13. Engagement of worker 7 (source: own research, 2021) 

V I G O R  D E D I C A T I O N A B S O R P T I O N E N G A G E M E N T

28.4% 30.6% 27.5%

86.5%

WORKER 6

V I G O R  D E D I C A T I O N A B S O R P T I O N E N G A G E M E N T

24.5% 25.9% 24.5%

74.9%

WORKER 7
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The seventh worker presented 24.5% in vigor, 25.9% dedication and 24.5% 

absorption; which is equivalent to 74.9% of engagement experienced through 

work and daily activities. 

Figure 14. Engagement of worker 8 (source: own research, 2021) 

 

The eighth worker presented 27.5% in vigor, 30.6% dedication and 30.4% 

absorption; which is equivalent to 88.4% of engagement experienced through 

work and daily activities. 

 

Figure 15. Engagement of worker 9 (source: own research, 2021) 

 

V I G O R  D E D I C A T I O N A B S O R P T I O N E N G A G E M E N T

27.5% 30.6% 30.4%

88.4%

WORKER 8

V I G O R  D E D I C A T I O N A B S O R P T I O N E N G A G E M E N T

24.5%
30.6%

23.5%

78.6%

WORKER 9
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The nineth worker presents 24.5% in vigor, 30.6% dedication and 23.5% 

absorption; which is equivalent to 78.6% of engagement experienced through 

work and daily activities. 

Figure 16. Engagement of worker 10 (source: own research, 2021) 

 

The tenth worker presents 28.4% in vigor, 28.2% dedication and 27.5% 

absorption; which is equivalent to 84.1% of engagement experienced through 

work and daily activities. 

Figure 17. Engagement of worker 11 (source : own research, 2021) 

 

V I G O R  D E D I C A T I O N A B S O R P T I O N E N G A G E M E N T

28.4% 28.2% 27.5%

84.1%

WORKER 10

V I G O R  D E D I C A T I O N A B S O R P T I O N E N G A G E M E N T

22.6% 24.7% 23.5%

70.8%

WORKER 11
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The eleventh worker presents 22.6% in vigor, 24.7% dedication and 23.5% 

absorption; which is equivalent to 70.8% of engagement experienced through 

work and daily activities. 

Figure 18. Engagement of worker 12 (source: own research, 2021) 

 

The twelfth worker presents 21.6% in vigor, 25.9% dedication and 21.6% 

absorption; which is equivalent to 69.0% of engagement experienced through 

work and daily activities. 

 

 

 

 

 

 

 

 

 

 

 

V I G O R  D E D I C A T I O N A B S O R P T I O N E N G A G E M E N T

21.6% 25.9% 21.6%

69.0%

WORKER 12
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CHAPTER V 

Discussion and conclusions 

 

5.1. Conclusions 

 

It is important to emphasize that despite the fact that several 

investigations ensure that the engagement of workers are influenced by the 

corporate environment and by more flexible and clan-style organizational 

cultures or that engagement is more frequent in companies with more flexible 

and charismatic leadership styles; this is not always the case, since in GUDSR 

culture according to Cameron and Quinn theory is market, the workers do not 

show a direct relationship dependence between the shared values and beliefs 

(promoted by a specific corporate culture) and engagement. However, it was 

observed that the levels of the variables of engagement are in average levels 

but not high to have the best performance of each worker. 

 

It is interesting to see how it is not necessary for workers to have the 

organizational culture or values established on paper. This contrasts with 

companies that already including big posters or tabloids inside the facilities 

with the mission, vision and values written that the company promotes in the 

organization, or with companies that are already adding spaces dedicated 

exclusively to the development of their organizational culture. I think that the 

results of this research are due to the natural way of being of the Russians, of 

the values and beliefs that are within society and lifestyle. It is characteristic 

that some Russian businessman do not know or unfamiliar with the techniques 

or concepts of business management, engagement, etc. therefore organizations 

do not use them and are not used to that western-style of management. 
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The lack of information on the subject can be observed in response 

since it is only the manager’s job and obligation to carry out strategies that 

support employees. As mentioned above, the levels of engagement can 

increase every time employees are invited to participate and contribute in 

important decisions for the organization, as well as generate and strengthen 

the relationship of employees with the organization through the sense of 

belonging. 

 

The conclusion of this research is that the hypothesis is accepted, since 

it is verified that indeed the shared values and beliefs are related to the 

engagement in the workers, in this particular case, the relationship is not 

within the corporation but in the social environment, the social values and 

beliefs within the Russian culture allows them to maintain an average level of 

engagement within their jobs. 

 

5.2. Limitations 

 

- The resistance of the workers to tell the truth in the surveys. 

- The number of employees who do not show a clear relation between the 

variables. 

- The lack of knowledge about the work well-being and engagement of the top 

members of the company. 

- The lack of current strategies to promote higher levels of engagement. 

- The project will only be a proposal and its implementation will depend 

exclusively on the company. 
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5.3. Recommendations 

 

According to the results of the applied instruments, GUDSR company 

workers do not have an acceptable level of engagement, however the idea is to 

keep these levels as high as the company needs and acknowledge the 

corporate values. So, below are presented several strategies and tips that can 

be put into practice so that the levels of this variables can increase within the 

organizational culture. The action plan is carried out separately for each 

variable since the relation between both variables is not strong enough. 

 

5.3.1. Corporate culture recommendations 

 

Systems relate to each other and they are immersed in various 

applications of change, organizations are a system and they must change in 

order to survive. The organizational culture helps to permeate the members of 

the organization with a dynamic of constant change, which must extend to all 

levels (Guízar, 2013). 

 

Throughout this research, and with the theoretical support, it is easier to 

understand that when a company has a corporate culture it is much easier to 

implement dynamic actions to adapt more easily to changing situations in the 

environment. The corporate culture should be the goal of every company to be 

able to reach all levels with a set of factors that will help make the change 

process that you want to promote among employees much easier to achieve. 

 

A main recommendation is to define the mission of the company, which 

constitutes its reason for being and which, in addition, must be shared by all 

members of it. 
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To determine which are the basic elements that constitute the mission of the 

company, should be considered: 

 

1. What does the company do? (It should be clarified what is the key or 

fundamental activity that it develops). 

2. Products or services that it generates. 

3. Market that satisfies. 

4. Social commitment. 

5. Economic commitment. 

6. Sustainable and sustainable value creation. 

 

To achieve all of the above, the first step is to define a global proposal 

shared by all and that is aligned with the key objectives of the company, doing 

the exercise of promoting and emphasizing in a balanced way the objectives of 

the organization and engagement with a particular focus on improving the 

organizational environment, along with productivity. 

 

Then, it is very important to dedicate time and effort to explain to all 

employees the reasons, the objective and the benefits that will be obtained. 

This may be possible in meetings with the workers, a first meeting in the form 

of a team building dynamic is recommended to generate impact.  

 

We have to be clear and objective that it will not be an easy task and that it 

will not be enough with the construction of the mission, it will be necessary to 

pay attention to the vision, in order to establish the corporate culture more 

clearly, ensuring that all employees will be aware of all the changes that this 

may entail. Therefore, it is vitally important to give employees a space where 

they can express their opinion and positively propose their thoughts or ideas, 
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and that all of them are noted in front of the rest to invite them to not stop and 

keep continue contributing. 

 

According to Guízar (2013) “the organization must not only adapt to the 

environment, it can also proactively create that environment; for example, 

spreading a culture of quality or continuous improvement in the company that 

allows all members of the organization to assimilate that culture” (p.281). 

Following it is presented an action plan, and as is known, the action plan 

requires a procedure, which is proposed below. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 19. Action plan strategies (source: own research, 2021) 

 

On the first phase, it is necessary that the team select the problems to be 

solved and analyse it and identify the different variables such as: employee 

profile, individual and organizational behavior, together with the conditions of 

each variable. 

Organizational Diagnosis 

Proposal for intervention 

Define the strategies and alternative 

priorities 

Define objectives and priority criteria 

Presentation of the selected strategies 

and set tasks  

Put the plan into action 

Monitor and evaluate each task and 

strategy 
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On the second phase, the team is recommended to organize itself 

through brainstorming or a focus group, to obtain in a comprehensive way 

different alternatives for intervention within the company, with the different 

points of opinion it is much easier to find innovative ways of resolution , and 

in this way, include for each proposed alternative a specific and clear 

objective, the actions and the evaluative indicators. 

 

On the third phase, the team has to define through which criteria it is 

going to prioritize the alternatives and strategies previously identified in phase 

2, addressing the following categories (number of employees benefited, a 

balance between benefits and effectiveness, obstacles, resources and 

implementation costs). 

 

The fourth phase consists of using the prioritization criteria, the 

proposed strategies and alternatives should be reviewed, one by one in order 

to identify the 2 or 3 most effective and viable ones that will be developed and 

will be presented as proposals to the management of the company, from this 

point on, the strategies to be followed to achieve the objectives must be 

specified. These should show the path to be followed during the development 

and execution of the action plan. 

 

In the fifth phase, it is necessary to choose 3 alternatives. These three 

strategies will be presented to the top management of the organization, 

qualifying them as high, medium and low level in accordance with each of the 

criteria previously proposed and developed in phase 3 and adding some 

considerations that the team deems necessary. Then, the steps to follow or 

tasks of each of the proposed strategies must be proposed. Tasks should be as 

specific and detailed as possible, reflecting each necessary step. 
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The seventh phase, once the strategies are selected, the team will 

prepare a calendar of activities for the implementation of the proposed 

intervention. The team must proceed to the execution of the action plan, for 

this step each person in charge already knows the tasks that they must execute 

to fulfil the proposed strategies and achieve the final objective. 

 

The final phase involves the monitoring and evaluation of each activity 

of the intervention, generally in this process the adaptation cycles are involved 

through organizational learning and continuous improvement. It is highly 

recommended that the team in charge of this intervention do not hesitate to 

include different employees.  

 

Throughout this research and with the help of the theories reviewed in 

the previous chapter, it becomes easier to know that high levels of engagement 

in workers may be due to the culture the company carry out. Here are some 

tips to maintain a strong and fruitful organizational culture: 

 

 

 

 

 

 

 

 

 

Table 10. Tips to promote a good corporate culture (source: own research, 

2021) 

 

Tips to promote a good corporate culture 

1. Manifests a clear mission. 

2. Promote a social environment. 

3. Make way for new ideas 

4. Reward excellence 

5. Encourage teamwork 

6. Develop good communication 

7. Manage flexibility 
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1. In order for the members of GUDSR company to contribute to its success, 

they must first understand its mission. Therefore, it is necessary to express, 

clearly and concisely, the values that function as the axis of your company, so 

that the employees can take them as a guide in all the activities they carry out. 

2. Celebrations always provide an opportunity for members of a company to 

socialize with each other, especially with those who are not part of the same 

department. Cultivating a social environment will help boost the motivation of 

your workforce, in addition to increase their engagement to the company. 

3. As part of a good organizational culture, there is acceptance of ideas from all 

levels of the hierarchy. If the directors and top managers encourage the 

participation of the entire team in the development of ideas, they will be able 

to keep the company at a level of continuous innovation. In the same way, 

encourage the workers to experience different perspectives and to take 

initiative. 

4. By rewarding and celebrating the efforts of all level’s employees, the 

managers will be motivating them to feel proud of their work and to develop a 

higher level of engagement in the company. 

5. When the members of your company connect to work together for a common 

goal, the results can be surprising: from strengthening the loyalty to improving 

the performance and quality of projects. 

6. Effective communication is essential to create a good work environment. By 

developing communication channels in the company, the messages, as well as 

those of others, will always be heard and understood by the rest of the 

members of the organization. 

7. By promoting flexibility, you will help the workers to feel safe. Likewise, an 

environment can be developed that allows them to continue innovating and 

improving their skills. 
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When you work to improve the culture of the company, the obvious results. In 

the same way, the benefits can be multiple: from employees more committed 

to the company, as well as to their work and their productivity levels, to 

operations that are constantly improving. 

Benefits obtained by putting these recommendations into practice: 

 

 Improves the work environment. 

 Promote teamwork. 

 Sensitize the rest of the staff. 

 Work absenteeism decreases. 

 Generate greater engagement. 

 Efficient workers in specific activities. 

 Improve corporate reputation. 

 Attraction of new talents. 

 

5.3.2. Engagement recommendations 

 

According to the engagement results presented by the GUDSR 

organization, the company's employees have an average level. However, the 

relationship that this variable is dependent on organizational values as such is 

not too strong, which means that there are other elements within the 

organization that go beyond the company that directly affect engagement, 

keeping them at an average level. 

 

As a result of this study, they come off practical implications for 

management from human resources. Commitment affective and work 

engagement are essential aspects that the management HR can’t overlook.  
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Consequently, it seems advisable that organizations stay away from the 

traditional human resource management that considers employees as simple 

instruments to achieve organizational purposes and approach the positive 

organizational psychology that considers the psychological well-being and 

health of workers as a goal in itself and a legitimate goal to consider when 

strategies for human resources are developed. 

 

In other words, the direction of human resources should not only try to 

optimize human capital, but also the psychological capital in which 

engagement at work constitutes a dimension important. The greater 

explanatory capacity of the work engagement variable in the development of 

positive behaviors allows to conclude that engaged employees can be a source 

of differentiation considerable that the all type of organizations should 

empower to achieve excellence. 

 

For this reason, it is convenient to have meetings with the workers in 

which the opinions of each one, regardless of their level of commitment 

within the company, are considered. This openness and level of participation 

will not only increase the effectiveness of the intervention but will also build a 

sense of shared responsibility in the management of a healthier environment 

that can guarantee compliance and sustainability of the intervention.  

 

It is possible to take an instrument of the field of human resources and 

Implement it as a game because the objective is always the same to unite all 

the tools to create a strategy that allows to make the attraction of the 

evaluation of the training of talent something alive practical and fun (Gugel, 

2018). 
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There are many ways to achieve engagement and at the same time 

motivation within the organization, these are some of the recommendations 

for promoting engagement within the company: 

 

a) Trust employees 

Trust in employees is one of the keys to engage them with the company. 

Part of this point is actively listening to the opinions of all employees 

regardless of their hierarchical level, finding solutions to problems and giving 

feedback when necessary, this generates trust so that people feel identified 

with the values and objectives of the company. Many companies are reluctant 

about the prospect of granting more autonomy to their workforce. The truth is 

that the freedom to organize schedules and tasks is valued very positively by 

workers. In addition, their confidence increases because the company trusts 

them. 

 

b) Have safe work environments 

It is an element closely related to leadership. Employees must be sure that 

they can express their opinions and ideas without fear of being reprimanded 

for it or that their initiatives will be the object of ridicule or contempt on the 

part of their immediate superiors. 

 

c) Make the objectives of the company common 

It is known that one of the most common causes in which there is a 

dissociation between the company and the work team is precisely that the 

employees do not share the corporate objectives. The company must "sell" its 

business philosophy to employees, encouraging them to participate in it and to 

propose possible improvements. 

 

d) Close the gap between managers 
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Another common cause is that many workers have the feeling that those 

responsible for the company (top managers) are deliberately placing 

themselves above the workforce, opening a gap that is difficult to overcome. 

For this, the directives and top managers of the company cannot live in a kind 

of watchtower, it is convenient that they strengthen ties with the employees 

and take an interest in their tasks and department situations. This is of great 

help, reinforces confidence and makes sure to have a competitive but healthy 

environment within the company, it is also vitally important for the change 

from a traditional management to a more modern one, this is due to the fact 

that senior managers are in the position where it’s easier to identify those 

talents and agents of positive change. 

 

e) Encourage teamwork 

Although some professional profiles offer better performance when they 

work alone, it has been shown that the more cohesive workforces are, they 

present higher levels of job satisfaction and, therefore, they are engaged to the 

company. All the more reason to encourage teamwork. Finally, we must not 

forget that collaborative work is also a learning process. By pooling the skills 

and knowledge of each worker, this may cause some imitation effect by the 

group or entire organization. The result is a more competent squad. 

 

f) Adapt incentives to the needs of each worker 

It is recommended to develop an incentive program to reward 

extraordinary results; many companies have an incentive program that have 

resulted in a good investment and have visibly improved commitment to the 

company. However, there is no reason to think that all workers have the same 

motivations. There will be those who prefer financial compensation but others 

will prefer more free hours or a different position within the company. 
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g) Recognition 

Good professionals are concerned with achieving the best results without 

the need for anyone to urge them to do so or recognize their efforts. However, 

it is always positive that the company values the role of its best staff and 

shows interest in the results of its employees, the recognition of the effort for 

the achieved goals is key to make the employees feed satisfied and motivated 

with their work. Nowadays it is well known that the economic aspect it’s no 

longer the only one that retains and motivates employees. The modern 

organizations understand that there is an emotional salary and that this is an 

additional value for them to strengthen the connection and relations between 

them and the employees, which actually guarantees the engaged behaviours. 

 

5.3.2.1 Engaged Behavior Assessment 

 

According to Ulrich (1997, cited in Salanova et al., 2009, p.64) there are 

two highlights of the transition from traditional to modern organizations which 

show the specific psychosocial competencies that employees currently require 

to do their job properly, he also refers that human capital is more important for 

organizations and today organizations need employees who are capable and 

willing to invest psychologically in their jobs. 

 

With all of the above, it is recommended that the company goes one step 

further and seek the development of the competencies that are summarized in 

the following table which can also be used as a check list to assess whether 

employees have these skills, at what level are they developed and, in the same 

way, assess whether it is necessary to develop them, these psychosocial 

competencies are recommended for the increase of engagement in 

collaborators, since consequently the development of these will achieve a 

more optimal performance in their jobs and materialize their full potential. 
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PROFILE OF COMPETENCIES IN ENGAGED EMPLOYEES 

EMOTIONAL 

COMPETENCIES 

Emotional intelligence 

Empathy 

Optimism/hope.  

Confidence. 

Self-esteem. 

COGNITIVE SKILLS Vigilance 

Attention/concentration 

Creativity and innovation. 

MOTIVATIONAL 

SKILLS 

Curiosity 

Openness to new experiences 

Willingness to learn and develop 

Open mind to change 

Flexibility 

Self-efficacy 

Self-control 

Personal initiative/proactivity 

Energy 

BEHAVIOURAL 

COMPETENCES 

 

Time management skills 

Negotiation skills 

Social, interpersonal and 

communication skills 

Table 11. Profile of competencies and behaviors in engaged employees 

(source: own research based on Salanova, 2014) 

 

The table above summarizes the psychosocial competencies that, 

turning it into a check list, is much easier to associate with a profile of 

engaged people, which are vitality and energy, dedication and intrinsic 
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motivation, and full immersion or absorption in their work. From there it can 

be deduced that modern organizations need engaged employees who mainly 

show a great willingness to learn and continuous development. 

 

This not only benefits the organization, but also the employee because 

engagement fosters personal growth and ultimately the realization of full 

potential. Obviously, worker’s engagement and the consequent psychosocial 

competencies do not arise spontaneously, but are and should be promoted by 

an entrepreneurial organizational context. In this sense, there is a reciprocity 

or dialectical relationship between engaged employees on the one hand and 

healthy organizations on the other. 

 

The level of engagement, as I have previously commented, is reinforced 

by a specific work environment provided by the healthy organization, while at 

the same time the engaged employees are active agents that reinforce the 

healthy organization, becoming a virtuous cycle of development. 

 

5.4. Scopes 

 

The scopes achieved during this research were to describe that shared 

values and beliefs at an organizational or corporate level are related to the 

worker’s engagement in the organization, although the relationship is not with 

the corporate environment, it is with the social environment thanks to their 

general culture. This research proposes different strategies to make workers 

who have an average engagement with the organization maintain it and make 

it possible to increase and strengthen it but with the help of a stronger 

corporate culture. Thanks to this, the company GUDSR will have the 

opportunity to choose to implement the recommendations described in this 

project during the months of June/July of this year 2021, they have already 
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scheduled the application of these recommendations, so that their workers can 

achieve better performance, show more traits of engaged people and, above 

all, general organizational development.  
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Appendix I 

UTRECHT Work engagement scale. 

 

 



90 

 

Appendix II 

Interview format with the HR Magnager. 

 

ITE

M 
QUESTION 

1 What do you think about the mission or objectives of the company? 

2 
What do you consider to be the next step that the organization has to take 

to create a stronger organizational culture? 

3 
What do you consider to be the competitive advantages that the inclusion 

of values in the system will provide to the organization? 

4 

We know that this company has a low level of turnover, therefore it is 

difficult to recruit new talents, what would be your strategy to attract the 

attention of new talents? 

5 
Do you think that the creation of corporate values would increase the level 

of engagement in current employees? 

6 

What do you think that the company has to change or what plan does the 

HR department have to implement so the company can successfully carry 

out an organizational development? 

7 
What is it for you to be the Human Resources Manager of this company 

and what skills have made you excel in the position? 

8 
As a Human Resources Manager, how do you think corporate values are 

lived in the organization? And what do you think is necessary to improve? 

9 
Do you consider that current employees have the behavior of people who 

are engaged in the organization? 

10 
What strategies would you use to increase the level of engagement in the 

company? 

11 How would you describe the organization you currently belong to? 

12 Tell us about your education and your experience in the position of Human 
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Resources Manager. 

13 What is your professional background? 

14 
And finally, for you, what is the future of the human resources manager in 

this company? 

15 
From your experience, what actions would you take to motivate the people 

on the company to start living the values? 

16 
Based on your experience, do you consider that the staff is currently 

motivated to continue in the organization? 

17 

What are the necessary behaviors and skills that employees need to 

develop in order to conclude that they are people with a high level of 

engagement? 

 

 

 


	Abstract
	For final qualifying: “Descriptive study of Shared Values and Beliefs related to the generation and or strengthening of Worker’s Engagement in the Construction Industry in Yekaterinburg, Russia”.
	Master thesis is performed on 91 sheets (A4 format, font Times New Roman, font size 14, 2 line spacing), excluding attachments.
	Number of tables – 11 (excluding attachments).
	The number of figures – 19 (excluding attachments).
	Key terms: Human resources management, organizational culture, shared values and beliefs, work engagement, labor welfare.
	Final qualifying work consists in Summary, Abstract, Introduction, 5 chapters, proposal recommendations, conclusion, bibliography and appendix.
	In the theoretical part it presents the definition of organizational culture, values, engagement and the importance of them.
	The practical part describes the general characteristics of the investigated company, the analysis of employees and its results.
	Based on these results, there was several proposals of organizational culture development and to arise the level of engagement in employees of GUDSR company.
	In conclusion there are explained findings and how the objective was achieved.
	 
	Summary
	CHAPTER I
	Introduction
	1.1. Problem statement
	1.2. Hypothesis
	1.3. General objective
	1.4. Specific goals
	1.5. Justification of the investigation

	CHAPTER II
	Theoretical statements
	2.1. Organizational culture
	2.1.1. Definitions of organizational culture
	2.1.2. Approaches to Organizational culture
	2.1.3. Types of Organizational culture

	2.2. Values and beliefs in organizational culture
	2.2.1.  Definition of the organizational values
	2.2.2.  Definition of the organizational beliefs

	2.3. Cultural attributes of organizational excellence
	2.4. Engagement
	2.4.1. Definition of work engagement
	2.4.2. Possible causes that influence work engagement
	2.4.3. Engagement models
	2.4.4. Relationship between organizational culture and engagement

	2.5. Characteristics of the company
	2.5.1. SWOT analysis of the organization


	CHAPTER III
	Methodology
	3.1. Description of the research
	3.2. Sample
	3.2.1. Demographic data of the sample

	3.3. Instruments
	3.3.1. Qualitative method of research
	3.3.2. Quantitative method of research

	3.4. Process
	3.4.1. First Phase: Semi-Structured Interview
	3.4.2. Second Phase: Work and Welfare Questionnaire (UWES)


	CHAPTER IV
	Analysis of data
	4.1. Qualitative results of the interview
	4.2. Results of the Well-being and Work Questionnaire (UWES)

	CHAPTER V
	Discussion and conclusions
	5.1. Conclusions
	5.2. Limitations
	5.3. Recommendations
	5.3.1. Corporate culture recommendations
	5.3.2. Engagement recommendations
	5.3.2.1 Engaged Behavior Assessment


	5.4. Scopes

	Bibliography
	Appendix I
	Appendix II

