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ECOLOGY OF THE EMPLOYEE’S CAREER BASED ON THE CONCEPT OF TIME MANAGEMENT

Svetlana Sotnikova

Novosibirsk State University of Economics and Management

Professor of Department of Labor Economics and Personnel Management
DSc in Economics,

Nikita Sotnikov
Novosibirsk State University of Economics and Management
senior lecturer of Department of Labor Economics and Personnel Management

Abstract. Radical transformation of the sphere of work contributes to the fact that the employee
competitiveness depends on the use of scarce time resources. The achievement of economic and social
goals in the employee’s life, their future, place in the complex hierarchy of human relations depends on
the size and structure of time for the career. In Russian and foreign theoretical and practical works there
is a high theoretical-methodological and methodological uncertainty of the career time concept. In this
context, the need to identify the general nature of the temporary contribution of the employee to the
processes of ecology of the dual nature of a career increases. The objective of the article is to substantiate
the strategic imperatives of the ecology of the career dual nature on the basis of the concept of time
management. Such ecology of career creates conditions for the improvement of working life quality,
formation of competitive advantage of the employee in the labour market. The research methodology
is based on the theoretical analysis of the results of scientific works, which presents the main provisions
on the career dual nature, the employee’s work time and rest. The article analyses the empirical data
characterizing the size and structure of the employees’ career time at commercial banks in Novosibirsk
during six years. The scientific novelty of the article lies in the formation of the author’s conceptual
approach to the ecology of an employee’s career: the author’s interpretation of the career time concepts
and career harmony, the interpretation of their socio-economic content, the essence of the architectonics
of careertime, alsoasystem ofindicatorsforassessing careerharmony,justified methodologicalapproach
to career ecology has been proposed and tested. The study theoretical provisions and conclusions allow
us to understand the general nature and underlying causes, sources, driving forces of the processes of the
organization, development and destruction of the career. The applied results allow us to identify areas
and directions of the improvement of personnel policy at commercial banks targeted at the increasing of
the employees’ competitiveness, improving the quality of their life, boosting the image of the employer
organization.

Keywords. career harmony; ecology of a career; a business career; the duality of career; employee’s
career; personality career; time management.

3KO/10r NS KAPbEPbI COTPYAHUKA HA OCHOBE KOHLEENLUN TAUM-MEHE)KMEHTA

CesetnaHa CoTHMKOBa

HoBoCMbMpCKMIA rocyaapCTBEHHbIV YHUBEPCUTET SKOHOMUKM 1 yNpaBAeHUs!
Mpodeccop kadeapbl 3KOHOMUKM TPyAa U YNpPaBAEHUS NEPCOHANOM
[LOKTOP 3KOHOMUYECKUX HayK

Hukuta CoTHMKOB

HoBocnbUpCKMiA rocyaapCTBEHHbIV YHUBEPCUTET SKOHOMUKU W YIPaBAeHNS
CTaplumii npenogasaTtesib kKacdhenpbl SKOHOMUKM TPYAA U yNPaBieHUsi MepPCOHaNoM
KaHAMAAT SKOHOMMYECKMX HayK

AHHOTauusa. PagukanbHasi TpaHcdhopmauusa cdhepbl Tpyaa CMocobCTBYET TOMY, UYTO KOHKY-
PEHTOCMOCOBHOCTb COTPYAHWMKOB 3aBUCUT OT MUCMOMb30BaHUS AePUUNUTHBIX PEecypcoB BPEMEHMU.
[ oCTmKEHNE IKOHOMUYECKUX U COLMANbHBbIX LieNeN BXXM3HN paboTHMKa, ero byayliee, MECTO B C/TIOXHOM
Mepapxmnn YeIoBEYECKUX OTHOLIEHWI 3aBUCSAT OT pa3Mepa U CTPYKTYpbl BPEMEHU, OTBEAEHHOMO Ha



TPYZLOBYIO AeATENbHOCTb. B 0Te4eCcTBEHHbIX M 3apybBeXHbIX TEOPETUYECKUX N NPAKTUYECKMX paboTax
OTMEYaEeTCs BbICOKas TEOPETUKO-METOAO0NOrMYeckass M MeTOLONOornYecKkass HeonpeaeneHHoOCTb
KOHLEeNUMM BPEMEHUN Kapbepbl. B 3TOM KOHTEKCTe BO3pacTaeT HeobXoAMMOCTb BbisiBeHUs 0b6Lwero
XapaKTepa BPEMEHHOIO BK/1afia PaboTHUKA B NMPOLLECChl SKOOTMU LBONCTBEHHOW MPUPOAbI Kapbepbl.
Llenb ctaTby - 060CHOBaTb CTpPaTermyeckmne nMnepaTUBbl SIKONOrMN ABONCTBEHHON NPUPOAbI KAPbepbl
Ha OCHOBE KOHLENLMMN TaM-MeHeMKMeEHTa. TaKasi 3KONOrnsi Kapbepbl CO34aeT yC/I0BXS A/151 NOBbILEHNS
KayecTBa TPYAOBOWN XWU3HW, (DOPMUPOBAHUS KOHKYPEHTHOrO MpenMyllecTBa paboTHMKA Ha pbIHKe
Tpyga. MeTogmKa nccnefoBaHms OCHOBaHa Ha TEOPETMYECKOM aHaNM3e pe3ynbTaToB Hay4HbIX paboT, B
KOTOPOM MpeAcTaB/eHbl OCHOBHbIE MONOXKEHUS O BOVCTBEHHOM NPMPOE Kapbepbl, BpeMeHM paboTbl
N oTabixa paboTHUKA. B cTaTbe aHaNM3UPYOTCS IMNUPUYECKME AaHHbIe, XapaKTepusyLime pasmep
N CTPYKTYPY TPYROBOrO CTa)ka COTPYAHUKOB KOMMep4yeckmx H6aHkoB HoBoCMOGUPCKa 3a WecTb feT.
Hay4yHas HOBM3Ha CTaTbM 3ak/o4aeTcs B GOPMUPOBAHUN aBTOPCKOTO KOHLLENTYanbHOro noaxofa K
3KONIOTMW Kapbepbl paboTHMKA: aBTOPCKas TPAKTOBKA MOHATMIA KapbepHOro BPEMEHM U KapbepHOM
rapMOHMM, TPAKTOBKA WX COLMANbHO-3KOHOMUYECKOTO COAEPHKAHMWSA, CYLIHOCTU apPXMTEKTOHWUKM
Kapbepbl paboTHUKa. BpeMS Kapbepbl, a TakXKe CMCTeMa NoKa3aTesien OLEeHKM rapMOHMYHOCTU Kapbepbl,
060CHOBaAHHbIVIMETOAMNYECKU MOAXOA KIKONOrMN Kapbepbl. iccnegoBaHMe TEOPETUYECKUX OSTOKEHWI
1 BbIBOJIOB NMO3BOSIOT MOHATH 06LLYI0 NPUPOAY W FMYOUHHbBIE MPUYNHbI, UCTOYHUKN, ABVKYLLUE CUMbI
NpoLEeCccoB OpraHn3aLnu, pa3BUTUSA 1 PaspyLUEHNsS Kapbepbl. [pUMeHeHHble pe3ybTaTbl NO3BONSOT
onpefennTb HanpaBNeHWs M HAaNpaB/eHVS COBEPLUEHCTBOBAHUS KagpOoOBOMN MOMUTUKN KOMMEPYECKNX
6aHKOB, HanNpaB/IEHHOMN Ha NOBbILEHVE KOHKYPEHTOCMOCOOHOCTN COTPYAHUKOB, yyyLleHNe KayecTBa
NX KU3HW, NOBBILIEHNE UMUZ)KA OpraHu3auun-paborogartens.

KnioyeBble c/10Ba. KapbepHasi FapMOHMS; 3KOIOT NS Kapbepbl; ie/I0Bast Kapbepa; BONCTBEHHOCTb
Kapbepbl; Kapbepa COTPYAHMKA; Kapbepa NMMYHOCTU; TallM-MEeHEI)KMEHT.

Introduction:

Under contemporary conditions of VUCA economy, one of the cost-effective and long term solutions
to the problem of overcoming the staff alienation from the process and results of work, stimulating
responsibility for their competitiveness in the labour market, is implementation of a professional
approach to a career that allows employees to be more productive, free and economically independent
personalities.

At present, in Russian and foreign works an employee’s career is no longer defined as an informed
subjective judgment of the employee about their future employment, but as an awareness of it as a
common system development and human movement in various fields [Belyatsky, 2001, p.9], the process
of formation of an individual in social life, the progress in discovering their potential, carried out time-
sequentially, stage by stage [Romanov, 2003, p. 66], the way of life, providing stability in the flow of social
life [Buravcova, 2014, p.39; Sotnikova, 2014, p.143], etc. In other words, nowadays the career is regarded
as a way of self-actualization of the employee, defining it in a complex hierarchy of human relationships
and social roles in work, home, family, leisure.

In this context, an career is defined as an integrated formation of a business career and personality
career. Business career is a career in working life, in the market system of division of labor [Zaitsev, 2007,
p.15; Kibanov, 2015, p. 315]. Personality career is a off-duty career [Kozlova, 2010, p.31; Orel], derivative
[Kozlova, 2010, p.31], household [Kibanov, 2015, p.14], supporting [Kotomanova, 2013, p.102], “career in
a personal life” [Zaitsev, 2007, p.14; Sotnikova, 2014, p. 143]. The interaction of business and personality
careers in the “work-family-leisure” system is associated with the desire of the employee to achieve. On
the one hand, material well-being and competitiveness in the labour market. On the other hand, social
welfare, spiritual well-being in the personal life.

Both business and personality careers are important for the employee, which they want to enjoy,
control and manage to achieve personal goals. In an ideal world, equality is required between these careers: a
person strives for harmony and prosperity in the present and future in both personal and work life. However,
in real life, such equality is difficult to achieve. It is possible to develop a situation in which the business career
does not correspond, but contradicts the personality one.-In this regard, the focus of the research is to identify



the imperatives of achieving the harmony in business and personality career, allowing to improve the quality
of working life of the employee, increase their competitive advantage in the labour market.

To achieve this objective, the following research tasks were solved: career time architectonics
that allows us to understand its duality has been justified, a methodological approach to evaluating
the harmony of a employee’s career based on the concept of time management has been proposed
and tested; strategic alternatives to the ecology of careers based on individual employee choices of an
occupation, education, life partner, friends, children, etc. have been systematized.

The scientific novelty of the study is the development of theoretical and applied bases of
achievement of harmony of business and personality careers based on the concept of time management
in the conditions of informatization and digitalization of national economy.

The subject of the study is an individual career of an employee on the concept of time-management.

The object is commercial banks in the city of Novosibirsk in 2013-2018. The study was conducted
on a random quota multistage sample, which was used as a micromodel of the survey object, formed on
the basis of statistical data (quota parameters).

Methodology:

The reference to the concept of “harmony of the employee’s career” is not limited to the
terminological makeover of the existing concepts (work life balance [Clark, 2000, pp. 747-770; Greenhaus,
2003, pp. 510-531; Grzywacz, 2007, pp. 455-471], work and leisure (rest) [Demina, 2018, pp. 13-20],
“satisfaction with their functioning at work and at home” [Baslevent, 2014, pp. 33-43; Smotrova, 2017,
pp. 53-59], and suggests a methodological reorientation to its socio-economic value.

This reorientation is the fact that the harmony of the employee’s career is such an interaction of
opposite, mutually exclusive types of it, which allows the employee to receive personally significant
benefits in various life and work situations. It is an expression of will, conscious personal activity of the
employee, their vision of socio-economic value of business and personality career and to achieve social
sustainability in work and personal (private) life through investments (direct and indirect) into the career.
In other words, the achievement of career harmony involves not only “adjustment” (adaptation) of the
needs and resources of the employee to the market (current and strategic) goals, but also the formation
of a full-fledged career, desirable, bringing satisfaction and joy to work and into personal (private) life.

Considering that business and personality careers are carried out in time. Careers are measured
in terms of days, weeks, months, years. The harmony of career can be understood in the temporal
dimension of achieving social (personal and labour) stability. In this context, the understanding of career
harmony is associated with an objective assessment of the employee’s temporary contribution to the
management of their career.

To date, there are debatable provisions, important from the theoretical and methodological points
of view, related to the content and structure of time for the employee’s career. The existing studies do not
consider the concept of “career time”, its content and structure.

Career time should be understood as the time spent at the employee’s discretion on the
development and self-design of life activities, self-actualization of professional and personal potentials,
as well as self-destruction of the career. From this point of view it is necessary, first of all, to allocate time
of business career and time of personality career related to the development and use of physical and
mental abilities of the worker respectively in working hours, out-of-work and free time (table 1).

Time of business career is working (both fixed and overtime) and out-of-work time associated with
the preservation or acquisition of some desired “personal success in terms of clearly defined positions,
posts, statuses, roles, perceived as a result of achieving the demanded quality of working life” [Sotnikov,
2017, pp.86]. An employee, organizing and developing a business career, acts not only as a performer of a
socially prescribed professional role, but also as an autonomous, creative, responsible person capable of
self-regulation, self-determination and self-development [Sotnikova, 2019, pp. 1302-1315]. In this regard,
itis necessary to distinguish the time of work career and professional career.

The time of personality career is an out-of-work time connected with implementation by the person
of productive (efficient) and service work in a household, and with satisfaction of physical, intellectual



and social needs during free time. An employee, managing a personal career, achieves stability in the flow
of personal (private) life through the formation, firstly, of a certain system of principles of socialization
and self-realization associated with their life experience and activities in the household, i.e. mundane
career; secondly, personal, physical, spiritual development in their free time, i.e. leisure career.

Given the proliferation of artificial intelligence, virtualization of work processes, self-organization
of labour, distribution of electronic documents, replacing the leadership types of controls by a calculated
and reasoned solutions based on computer processing of information, BigData, etc., the boundaries of
classifying time for career groups do not have clearly defined contours, but rather the area of growth and
enrichment of one group characteristics at the expense of the other groups. Ultimately, the range of types
of business career and personality time is expanding.

For example, as the market for digital solutions and digital management services expands, “the
creative work of most modern employees extends beyond the normal working day and working week”
[Demina, 2011, p. 30]. This is the performance of official functions by an employee during out non-
working hours: completion of reports, urgent execution of tasks on weekends and holidays, discussion of
work issues on the phone with colleagues, etc.

Table 1.
The career time of an employee: types of time for the employee’s business and personality career

. Sphere Form of Kind of Economic
Type of Kind of . Examples of career
career career of.careel: c.areer ) time for contenf of time
manifestation | manifestation career career time
. Time of study
T'”];'e of thel agd prlofessional
. rofessiona evelopment.
Professional P abilities Self—educgtion time
Working | development Time of volunteer
hours (social) work
Time of
speqdlng of Fixed time. Overtime.
Productive physical and
) (efficient) mental forces
E:rselzress Working life work in the
organizational Performance of
structure official functions
Working outside the workplace
in the household:
consultations on
working issues by the
phone with colleagues,
revision of reports,
consideration of
projects, etc.
Out of work
Productive time Time to ”?ake
(efficient) h.ousehold items.
work in the Time of work.op a
household person?l subsidiary
arm
Personalit Personal
career 7| Mundane (private) life . .
Time for cooking,
Domestic celaning rooms and
service furniture, clothes
and shoes, laundry,
children, etc.




Leisure Leisure Free time Time to meet Time of study

activities physical, and professional
intellectual and development.
social needs Self-education time
Time of volunteer
(social) work.

Time of entertainment
(including visits to
cultural institutions,
communication with
family, friends, etc.).
Time for physical
education and sports.
Time for hobby
(amateur labour)

Compiled by the authors.

Results?

The achievement of a full-fledged career, desirable, bringing satisfaction and joy in work and in
personal (private) life, ultimately depends on the use of scarce resources - time. The amount of time for
business and personality careers are not arbitrary. In spite of the fact that each employee defines them
according to the abilities, motives, quality of life, but in general they depend on needs and opportunities
of society and the market, approach to the person, work and property. In other words, business and
personality careers have necessary market value.

In terms of time management concept, career is presented as a fusion of different types of career
into a unified whole, allowing a person to achieve the desired quality of life under the changing conditions
inside and outside organization realities so that the time for working career decreases, and the time for
personality career increases, but does so in such a way that the time for mundane career is reduced more
than increased time for professional and leisure career.

Since the harmony of the employee’s career has a versatile nature, it is difficult to name a single
indicator characterizing its measure. As its indicators, it is advisable to use indicators of balance,
independence, proactivity and career success (table 2).

The obvious indicator characterizing the quantitative agreement between the time for business

T, and personality T......, careers is the indicator of balance. ldeally, this figure should tend towards
1: (Cowmaa—1). This means that the employee pays equal attention to achieving both business
career goals and personality career ones. This career situation (table 2) is more or less typical for front
office workers in organizations with a strategy aimed at profitability (C,m.=0.95—1). Under other
organizational development strategies, there is a situation when business career is in conflict with
personality career (C,.....: <D, resulting in the hidden contradictions and disparities of career, problems

and barriers to socialization and self-realization.

! The main research methods are photography and self photography of work, out of work and free time, questionnaire survey.
The object are 15 federal and regional banks in 2013-2018, operating in Novosibirsk. The study was conducted on a random
quota multistage sample, which was used as a micromodel of the survey object, formed on the basis of statistical data (quota
parameters). Fairly stable characteristics of respondents, according to which quotas were set were used as the main parameters
of the sample population, namely: employment in the conditions of a certain organizational strategy, functional duties of the
employee (back or front office), work experience in the banking sector (up to 1 year, 1-3, more than 3). Based on the theory of
the question, the accuracy of the results of the quota sample can not be determined. According to scientific criteria, it is inferior
to random sample, which is considered to be the benchmark. A follow up panel study was conducted: in 2013-2015; 2016-2018



Table 2.
Indicators of harmony of business and personality careers depending on the strategy of the
banking organization (based on the results of the working day photographs), ratio
Banks with strategies

Indicators for assessing employee’s career entrepreneurial dynamic growth profitability
development Back Front Back Front Back Front
office office office office office office
The ratio of the employee’s career balance
Co .=_TP*’-'-‘°-'”='F' 0.50 0.68 0.55 0.86 0.53 0.95
manranas
Tﬁl.'_'r.".vae:s
Private business career independence ratio
I . = Ty isiness 0.67 0.59 0.64 0.54 0.65 0.51
brsiness _T + _T -
business personalip
Private personality career independence ratio
p y p
I _ Tper:om‘.l;.ft
personalit — B
T yyiness + Tpersonaiiy 0.33 0.41 0.36 0.46 0.35 0.49

Integral individual’s career independence

e Uyt D) 0.223 0241 |0229 |0.249 0.226 | 0.250
Career proactiveness ratio
Lt Ty 0.22 0.21 0.29 0.19 0.25 0.22
T working T Y —
Career success rat_io )
o oo 4 D™ 0.67 0.41 0.43 0.56 0.71 0.87
T personalit S —
Compiled by the authors.

In case of “business career is above all” (C,...... <Dan employee considers business career as a key
factor of social well-being and financial independence, sets strict restrictions in private life, consciously
chooses the infringement of personality career, primarily, leisure career, which is perceived by them as
a lack of freedom and discomfort resulting from this dependence. As can be seen from Table 2, this is a
typical career situation in banking organizations: (0.5 Coua < 086),

To characterize the quantitative side of an employee’s career harmony, a career independence
ratio can be used, characterizing the involvement of an employee in a particular type of career relative to
different periods of working life. The involvement of an employee in the business and personality career
depends on the obvious existing options to achieve their personally significant benefits through either
their professional development, positioning their influence, power, authority, status, competencies in
the professional environment in a specific inside and outside organizational realities 1, ., or meeting
physical, intellectual and social needs during working hours and free time in organizational structures.
I Under the law of equilibrium, to ensure career harmony, time resources must be equally invested

personaljt®
into business and personality careers, i.e. ;i 2 0.5), U psonar 20.5) and (£ = 0.25). In principle, the
career situation in terms of independence was favourable, allowing employees to solve the dual task of
material and social well-being: (0.223 < I < 0.25),

The relationship between business and personality careeris much more complex and contradictory
than the quantitative proportionality of time for a business career and time for a personality one.
“Career allows a person to achieve recognition of his uniqueness, significance for other people, for
society as a whole” [Karpov, 2012, p. 77]. In this regard, it is advisable to use the P proactivity ration as an
indicator of career harmony, reflecting the degree of employee responsibility for personal development,
competitiveness and quality of life.



It is obvious that the reactive career is the most common type of career among bank employees,
regardless of the organization strategy: (019 < P < 0.29) (Table 2). It is associated with an employee’s
preferential perception of theirbusiness careerasthe onlyexisting way of socialization and self-realization.
Business career, being the most significant, overshadows not only leisure, but also often mundane career.
Consequently, there is a narrowing of the circle of communication, restriction of personal relationships
and friendly contacts, lack of hobbies and entertainment, as well as an increased likelihood of forming
a dysfunctional climate in the family, the inability to arrange a personal life and other social problems.

The indicator of career success is an important subjective characteristic of career harmony. This
ratio reflects the subjective assessment of satisfaction with the time spent on career achievements

surcesgii suceesgiil

at work 7,_,... and in life .. . Front office employees at banks with a profitability strategy
consider their career to be the most successful (table 2) ($=087) and back office employees of banks
with an entrepreneurial strategy (5=041) think of their career as the least successful.

Analysis. Career ecology strategy is a long-term course of employee’s impact on the amount and
structure of time spent on career in order to achieve the desired quality of life in the changing conditions
of modern reality. This is a set of premeditated principles of behaviour, covering 4Ps of career marketing
complex: jobs (product), time investment (price), resources (place), brand (promotion). The following
strategies can be applied: strategy of personal strategy balance, double employment, double career of the

family, resource saving and career (business and/or personality) downshifting(Table3).

Table 3
Strategies to achieve harmony between business and personality careers (% of respondents)
Time spentona Time spent on a personality career
business career low average high
hich Strategy of a personality Strategy of adouble career | Double employment strategy
& career downshifting (23%) of the family (10%) (9%)
averace Career resource saving Double employment Strategy of a double career of
g strategy (7%) strategy (11%) the family (12%)
low Double employment Career resource saving | Business career downshifting
strategy (6%) strategy (5%) strategy (17%)
Compiled by the author

The strategy of double employment (typical for 15 % of the respondents) is based on the fact that
business and personality careers are designed to mutually balance each other: the employee is forced
to give their best both at work and in the household (“the employee is both the breadwinner, and the
householder”). In this context, “an employee chooses from a certain number of more or less acceptable
jobs and personal positions the one that allows him to obtain personally significant benefits in life and at
work” [Sotnikova, 2014, pp.46-52].

The strategy of career resource saving (typical for 12% of the respondents) assumes that the
employee, assessing the available resources (abilities, motives, time, money) and career opportunities
(market system of division of labour, competition), seeks to achieve a certain prolonged personal benefit
in their working or personal life depending on the stage of the life cycle.

The strategy of a double career of the family (typical for 22% of the respondents) involves
strengthening the autonomy of spouses and children, the importance of self-realization for each member
and building on this basis complementary relationships in the social cultural environment of the family,
facilitating self-development and certain personally significant benefits in various aspects of life to each
family member, without losing family integrity.

The strategy of career downshifting (typical for 40% of the respondents) assumes achievement of career
harmony by means of voluntary abandonment of self-realization in different socially significant spheres of life.

Thus, the theoretical significance of the study lies in the further development of the theory of
duality of an employee’s career on the basis of time management, namely: conceptual approach to
career time architectonics, reflecting its duality, is formed; socio-economic essence and concepts of
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“an employee time for career”, “career harmony” are defined; system of indicators to measure career
harmony is proposed and approved; methodical approach to formation of harmony strategy within the
concept of time management is justified. The theoretical provisions and conclusions of the study of
career duality allow us to understand the general nature and underlying causes, sources, driving forces
of the processes of its organization, development and destruction, alternatives to synchronization of the
interests of labour market participants.

Conclusions and suggestions:

The practical significance of the study is determined by the possibility of using the results of
the study for the formation of personnel policy in organizations with a focus on increasing personnel
competitiveness, improving the quality of life, boosting the employer’s image. Applied aspects of the
research are universal, i.e. they can be taken as a basis by any organization regardless of field of activities
and territorial affiliation, organizational and legal form, etc.

Many more issues remain unresolved, despite the fact, that the authors conducted in-depth
studies ecology of the employee’s career based on the concept of time management. One of the most
relevant researches in this area is to identify organizational and economic patterns of harmonization of
business and personal career, taking into account the differences in the magnitude and structure of time
for positioning of employees in the labor and personal (private) life.
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