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Abstract. The article analyzes the results of an empirical study of the causes of destructive motivation of personnel in Russian commercial
organizations. The study was conducted by questioning two hundred employees of commercial organizations in Moscow. The purpose of
the research is to reveal the opinion of employees on the causes of destructive motivation of personnel and measures for their elimination.
The empirical study revealed the influence of organizational factors on the existence of destructive personnel motivation in organizations,
such as: labor organization; remuneration system, benefits and career management; control over the activities of employees; group
communications and organizational culture. The study revealed the impact of personal characteristics of employees on destructive
motivation. In the course of the survey, the degree of influence of various groups of reasons on the demotivation of employees in the
studied commercial organizations was revealed, as well as on the micro-political motivation of employees. In the course of the
questionnaire, assessments of the main forms of destructive behavior were obtained, which allowed for developing more detailed
recommendations for limiting this negative phenomenon. The practical significance of the research is the results of an analysis of various
factors of the internal environment of the organization and the personal characteristics of employees that are significant for the formation of
destructive motivation of employees of Russian companies in a transitional economy.
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1. Introduction

Historical experience convincingly demonstrates that the motivation of employees, including managers, their
desire for conscientious and initiative work is one of the key factors for the success and failure of any business
organization. Until recently, the main attention of scientists and practitioners-leaders was paid to constructive
motivation, searching for ways to increase it, with no proper attention to motivating the destructive, hindering the
achievement of the organization's goals. And, meanwhile, this type of motivation causes immense harm to the
organization generates a number of negative phenomena, such as protectionism, nepotism, internal dismissal of an
employee, sabotage and even economic crimes: corruption, theft, abuse of power, etc. The destructive motivation
of personnel leads to a decrease in the rate of production, profit, quality of products or services, conflicts in the
team, strained relations between employees and employers, and other negative consequences. All these threaten
the stability of the organization, and often its very existence. Managers of organizations are aware of the danger of
this negative phenomenon, but they note that the management of the destructive motivation of the personnel is
one of the most important and difficult tasks for them.

Indeed, the enormous negative impact of destructive motivation on the activities of organizations, the weak
scientific and theoretical elaboration of questions about the causes and consequences of the reproduction of this
socio-managerial phenomenon, and the lack of systematic recommendations in the scientific literature to limit
destructive motivation determine the relevance of the topic of this study.

The purpose of this article is to identify and systematize the main causes of destructive motivation of personnel in
commercial organizations, as well as the development of a set of recommendations for limiting this negative
phenomenon. This goal can be achieved by solving the following tasks: identifying key causes of destructive
behavior of personnel; investigating the degree of influence of the characteristics of the internal environment of
the organization on the existence of destructive organization of personnel; identifying the main forms of
destructive behavior of personnel in commercial organizations; developing a set of recommendations on
eliminating or limiting the causes of destructive motivation of personnel in commercial organizations of modern
Russia.

The study contained the following hypothesis: the main reasons for the destructive motivation of the personnel are
such characteristics of the internal environment of the organization as unfair and too low remuneration, as well as
imperfection of the system of control over the activities of employees.

2. Literature review

In the scientific literature, the destructive motivation of employees is investigated as a type of labor motivation
and contrasted with constructive motivation, the realization of which allows the organization to achieve its goals.
In the world scientific literature, the study of destructive motivation and destructive organizational behavior as its
manifestation was made primarily with respect to the identification of its various species and the construction
based on this classification. Thus, such types of destructive organizational behavior as aggressive behavior
towards colleagues in the work, poor performance of their duties, sabotage, including deterioration of the property
of the organization, theft, absenteeism, expressed in delays, deliberate increase in breaks, etc., were singled out
(Spector et al., 2006). In addition, there are developments in which destructive behavior is classified according to
the level at which its consequences are felt. Thereby two main such levels are distinguished: interpersonal, when
destructive behavior harms concrete employees working in the organization (aggression, insults, rumors, etc.),
and organizational, when the damage is done to the organization (absenteeism, sabotage, theft, etc.) (Bashir et al.,
2012).
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Currently, researchers of destructive motivation came to the conclusion that this phenomenon can be generated by
measures for the formation of constructive motivation. If earlier it was believed that such measures either bring
the intended result, or have no effect, now scientists have come to the conclusion that the result of such measures
can be negative, forming a destructive motivation. Thus, R. Faullant and G. Dolfus (2017) write that managers
“have to be aware that “Top Innovators” lists are a double-edged sword. On the one hand, they are a perfect
motivator for members to be constantly active; on the other hand, these lists create fierce competition among
contestants, inducing some of them to misuse interaction channels or even to sabotage other members™ (Faullant,
Dolfus, 2017).

In studies of destructive motivation, the internal environment of the organization is indicated as its main source at
the present time. Therefore, the study of this phenomenon is conducted in the direction of identifying elements of
this environment and their influence on the formation of destructive motivation and destructive behavior. “Toxic”
management practices are seen as one of such key elements. Authors investigating this factor, suggest building
strong ties between employees as an antidote: “By creating an environment that enhances and maintains adaptive
and safe interactions among employees, organizations can reduce employees’ overdependence on their supervisor
for the need to feel valued and help buffer the negative consequences associated with abusive supervision”
(Vogel, Mitchell, 2017: 2246). Similar recommendations are given by other authors investigating this
phenomenon (Indradevi, 2016; Vogel et al., 2016; Hommelhaft, 2017; Pink, 2013). The opportunistic behavior of
employees is studied both consequentially and in line with the determining influence of the internal environment
of the organization on the formation of destructive motivation (Auriol, Brilon, 2018; Ma, 2016; Neuberger, 2015;
Dhar, 2012; Brown et al., 2009; Blickle et al., 2006).

The Russian scientific literature sees the problematic of destructive motivation as relatively new. Its analysis can
be seen in several planes. First of all, the factors that form this kind of labor motivation among employees are
revealed. In particular, such factors as excessive regulation of labor and organizational behavior, personal
problems (family relationships, domestic difficulties, etc.), personal qualities negative for the labor process
(laziness, lack of internal discipline, irresponsibility, conflictness ), etc. (Snisarenko, 2017). It is noted that the
destructive motivation is investigated from the point of view of the effectiveness of the organization's objectives
as damaging this effectiveness (Duduyeva et al., 2016; Dudina, 2017; Rubtcova, Mart'yanova, 2016; Kharitonova,
2013). Simultaneously, a number of researchers analyze the influence of individual factors of destructive
motivation on the effectiveness of work collectives (Brazevich, Misyukevich, 2016, Pugachev, 2014, Khaliullina,
2010).

There is a layer of scientific literature in which studies of destructive motivation are carried out in various
professional groups, such as school teachers (Fedosova, 2016, Rakitskaya, 2015, Popova, 2014), civil servants
(Dan'kova, 2017; Vasilieva, Rubtcova, 2017; Rubtcova, Vasilieva, 2015), employees of the Ministry of Internal
Affairs (Zlokazov, 2014; Osintseva, 2013). This attention to these professional groups responds to the social
importance of their professional functions.

In addition, it is noted that in connection with the transition of Russia in the 1990s to a market economy, there is
an intergenerational difference in value systems, when the value system of the older generation, brought up under
the dominance of Soviet values, differs significantly from the value system of the younger generation. Moreover,
the younger generation is also not a homogeneous social group: the introduction of digital technologies into the
social life forms a system of values corresponding to the digital society in the generation that grew up in these
conditions (lvanov, 2016). Differences in value systems determine differences in motivation of work among
different generations of employees and, as a result, differences in conditions, causes and structure of destructive
motivation of labor activity (Rybianets, 2016; Skvortsov, 1999).
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As a result of the analysis of destructive motivation, a number of authors suggest models of such motivation
associated with models of self-development of an employee (Snisarenko, 2017) and models of labor potential of
an employee and organization (Simonenko, 2011; Mikheeva, 2005). It is noted that destructive motivation is a
phenomenon embedded in these models, which can accompany the labor process in any category of employees.
There is another aspect of the study of destructive motivation in Russian literature: an analysis of its forms
(Zmanovskaya, 2004; Spivak, 2006; Donskikh, Korolenko, 1990; Sackett et al., 2006; Boykov, 2004;
Kudryavtsev, 2007; Luneev, 2005; Bogdanova , 2010) and types such as demotivation and micro-political
demotivation (Belkin, 2009; Andreeva, Yurtaikin, 2002; Ivanova, 2013; Kuznetsova, 2012; Tkachenko, 2011;
Florovsky, 2011; Sprenger, 2007).

An important component of studies of destructive motivation is the search for restrictors of this phenomenon of
working life (Veselov, 2000). At the same time, focusing on the analysis of conditions, causes, social nature, the
structure of this phenomenon, the authors, as a rule, only state the existence of destructive motivation and the
necessity of its restriction. Some manuscripts give recommendations on overcoming a number of its negative
consequences. At the same time, social technologies for limiting destructive motivation are not sufficiently
analyzed in the scientific literature, which makes it urgent to study social practices of limiting destructive
motivation in Russian organizations and analyzing relevant technologies.

3. The method for studying the destructive motivation of the personnel

The purpose was to find out the causes of the destructive motivation of staff at the level of the internal
environment of the organization and at the level of the employee's personality. To reach this purpose, a
sociological survey was conducted in the form of a questionnaire survey of employees of such commercial
companies as ‘“Novard”, “Bovstr”, and “Protection” in Moscow. These companies represent different levels of
business: small (22%); medium (50%), and large (28%). They specialize in software development, educational
services, consulting, construction, and repair of banks and offices, as well as real estate sales. The total sample
size was N = 200 respondents. The sampling type is a non-random sample using the snowball sampling method,
which assumed that subsequent respondents were selected after reference to the initially selected respondents. The
study was conducted on a structured questionnaire, which was sent to respondents by e-mail for completion. The
method of questioning, developed by the authors, was used to make up the theoretical model of destructive
motivation of personnel. Accordingly, the questions of the questionnaire were put to respondents for each block
of identified factors (subsystems) that determine the destructive motivation: the organization of labor; rewards
and benefits; control over the activities of employees; group communications and organizational culture; personal
characteristics of the employee. The respondents were to assess the extent to which they affect the existence of
destructive motivation in the organization. The questionnaire included 11 questions concerning the essence of the
phenomenon under study, as well as 4 questions of the passport. The total number of questions was 22.

The formulation of the questions was simplified as much as possible in order to ensure their adequate
understanding by respondents who are not familiar with the main categories of the concept of destructive
motivation, although they regularly encounter such motivation in their practical activities. The obtained data
allowed for analyzing the most complex aspects of the problem, to justify the conclusions and make practical
recommendations. The object of the study is the destructive motivation of the personnel of commercial
organizations in Moscow. The subject of the research — is the interaction between the characteristics of the
internal environment of the organization and the personal characteristics of employees when determining the
destructive motivation of personnel. The main goal of the research is to reveal the opinion of employees on the
degree of influence of the theoretically determined groups of causes on the existence of destructive motivation of
personnel. The following tasks were set for this goal as defining:
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e Attitude of respondents to destructive organizational behavior in general, and to its various types (theft,
fraud, absenteeism, etc.), in particular;

e The most dangerous for the organization from the point of view of the respondents are the types of
destructive organizational behavior;

e The determinism degree of destructive motivation by the characteristics of the internal environment of the
organization, contained in the subsystems of the organization of labor; remuneration, benefits and career
management; control over the activities of employees, personnel assessment and punishment of violators
of organizational order; organizational culture; group communications;

o Degree of determinism of destructive motivation by personal characteristics of employees;

o Degree of influence of the causes of the destructive motivation of the internal environment of the
organization and the personal causes of destructive motivation for the implementation of various forms of
destructive organizational behavior. The study contained the following hypothesis: The main reasons for
the destructive motivation of the personnel are the following characteristics of the internal environment of
the organization: unjust remuneration in the opinion of employees, too low remuneration; imperfection of
the control system over the activity of employees.

The total sample size was 200 respondents. The sample is random. An empirical study of the problem of
destructive motivation of personnel in commercial organizations is associated with a number of difficulties that
significantly complicated its implementation. Certain restrictions on the conduct of the study imposed a sensitivity
of the topic; the respondents answered questions with caution, because they were afraid to appear in an
unfavorable light. Also, in spite of the fact that some aspects of destructive motivation are rather widely discussed
within the framework of management theory, on the whole, the very notion itself does not have a wide
distribution in the mass consciousness, and the respondents understood it with a significant degree of subjectivity.
In addition, until now there is no well-developed sociological toolkit necessary for data collection and subsequent
analysis of the destructive motivation of personnel. Despite the difficulties associated with the study of
destructiveness in specific organizations, the results obtained are of some interest for identifying the reasons for
the reproduction of destructive motivation, their configuration, and the degree of expression in modern Russian
companies. They also provide an opportunity to consider the problem of destructive motivation of personnel from
the organizational and managerial point of view, which makes it possible to develop comprehensive
recommendations to limit this negative phenomenon.

4. Results

When carrying out the questionnaire, respondents were asked to assess the degree of influence of the grouped
characteristics of the internal environment of the organization and the personal qualities of the employee on the
existence in the organization of destructive motivation of the personnel. The study was also focused at analyzing
the subordination of the causes of the destructive motivation of meso- and micro-level personnel.

At the first stage, the respondents were consistently asked questions about the significance of all the models,
modeled theoretically and reflected in the models developed by the author, the causes of destructive motivation,
which are characteristics of the internal environment of the organization.

Table 1 shows the results of determining the degree of influence of the characteristics of the labor organization
subsystem on the existence of destructive motivation in the organization (Table 1).
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Table 1. Influence of the characteristics of the subsystem of labor organization on the destructive motivation of personnel

Destructive motivation factors Answers (%)
Affects a lot Affects partially Does not affect
Unclearly formulated and (or) unknown to 525 375 10.0

employees goals, tasks and requirements of the
organization (employees do not exactly know what
results they need to achieve, therefore they act at
own discretion)
Lack of feedback when performing tasks (the 375 525 10.0
supervisor does not give comments, assessments,
advice when doing the work)

Unattractive working conditions (noise, insufficient 375 57.5 5.0
illumination, lack of air conditioning, etc.)
The content and characteristics of labor do not 425 275 30.0

correspond to the employee's expectations (work is
too monotonous, tedious, uninteresting, tasks do not
have significance, or, on the contrary, work requires
excessive responsibility, etc.)
Fuzzy division of functions, responsibilities and 40.0 52.5 75
powers between employees, allowing to act at own
discretion

52.5% of respondents think that the goals, tasks and requirements of the organization are vaguely formulated and
(or) unknown to employees, that is, the situation when employees do not exactly know what results they need to
achieve, which most strongly affects the existence of destructive motivation.

The result is explained by the presence of “gray zones” in a situation when the goals, tasks and requirements of
the organization do not fulfill their normative function, which provokes the spread of micro-policy. Also, this
situation can turn into a state of frustration for employees, which grows into demotivation, resulting in
absenteeism.

In addition to assessing the significance of the causes of the destructive motivation of the personnel, the
respondents had the opportunity to complete the characteristics that they believe also affect the existence of
destructive motivation of the personnel within each of the allocated subsystems. The availability of such
independent answers as “the absence of a sense of belonging to something important, significant, creative
component” became indicative; “lack of verification of psychological compliance with the workplace when
hiring”. These answers show a high level of consciousness of the interviewed employees who perceive work
activity as a need of the individual, as well as an interest in providing objective data for the ongoing research.

In the subsystem of remuneration, benefits and career management, the greatest impact on the existence of

destructive personnel motivation, according to respondents, is the injustice of remuneration - 87.5. In the second
place was too low remuneration of labor, its influence was noted by 77.5% of respondents (Table 2).
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Table 2. Influence of characteristics of a subsystem of compensations, privileges and management of career on destructive motivation of
the personnel

Destructive motivation factors Answers (%)
Affects a lot Affects Does not affect Difficult to answer
partially
Lack of career perspectives 35.0 425 20.0 2.5
Lack of possibilities for training and 20.0 45.0 325 25
advanced training
Lack of social package or its mismatch with 10.0 65.0 225 25
the expectations of an employee
Injustice of remuneration for the labor 87.5 12.5 0 0
Too low remuneration 775 225 0 0

As a result of the survey, a correlation was found between the age of respondents and the degree of their influence
that lack of career prospects on organizational behavior. A younger group of respondents identified this
characteristic as the cause of destructive motivation more often than a group of more mature respondents.

Among the characteristics of the subsystem for monitoring the activities of employees, assessing personnel and
punishing violators of the organizational order, the most significant, in the opinion of the respondents, is the
situation in which control over the activities of employees is weak or absent. 64.1% of respondents noted the
influence of this reason on destructive motivation of personnel.

The second place in importance among the characteristics of this subsystem went to the situation in which the
facts of destructive organizational behavior remain unpunished, or the punishment turns out to be excessively
mild. Its impact was noted by 51.3% of respondents (Table 3).

Table 3. Influence of the characteristics of the subsystem of control over the activities of employees in assessing personnel and punishing
violators of organizational order for the destructive motivation of personnel

Destructive motivation factors Answers (%)
Affects a lot Affects Does not affect Difficult to
partially answer
Absence or excessive softness of 51.3 43.6 2.6 2.6
punishment for destructive behavior
Control by fellow employees is absent or 10.3 30.8 51.3 7.7
extremely weak
The evaluation of employees, their work, 25.6 46.2 10.3 179
competencies and organizational behavior
is inadequate and is perceived as unfair
Control by management for the activity of 64.1 30.8 5.1 0
the employees is weak or absent

Thus, when developing recommendations for limiting destructive motivation, it is also necessary to give special
attention to building an optimal system for controlling the activities of employees.

The need to develop an effective monitoring system is also confirmed by the results obtained when answering the
guestion of how the situation in which employees are given ample opportunities to act at their discretion is
affected by the destructive motivation, their duties are not clearly regulated by rules and regulations, and their
control is weakened or absent. 68% of respondents believe that with insufficient level of external control and
regulation of the organizational process, destructive motivation will be widespread. Employees will work worse
and more often pursue only their personal interests to the detriment of the interests of the company. At the same
time, only 32% of respondents noted that a decrease in the degree of external control will allow employees to
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more effectively open their potential. The authors believe that the data obtained indicate a low level of internal
motivation of this part of the respondents, as well as an insufficient degree of their identification with the
organization and involvement in the work process. Theoretical analysis of the problem of destructive motivation
has shown that the characteristics of subsystems of group communications and organizational culture exert a
significant influence on the existence of destructive motivation. The respondents' opinion on the degree of
influence of the characteristics of these subsystems on the existence of destructive motivation of personnel in the
organization is reflected in Table 4.

Table 4. Influence of characteristics of subsystems of group communications and organizational culture on destructive motivation of the

personnel
Destructive motivation factors Answers (%)
Affects a lot Affects Does not Difficult to
partially affect answer
Organizational culture in which destructive 333 25.6 17.9 51
organizational behavior is acceptable is not
condemned
Unhealthy psychological climate in the team 53.8 35.9 10.3 0
(regular conflicts, acute competition, lack of
mutual assistance and support among employees)
Official (professional and managerial) 359 385 15.4 10.3
incompetence of the manager
Immoral, unjust behavior of the manager towards 51.3 33.3 15.4 0
subordinates
The role of an employee in an informal group 17.9 41.0 205 205
(leader, performer, adviser, expert, etc.) and the
functions corresponding to it do not meet his
inclinations and expectations

Among the causes of destructive motivation contained in these subsystems, the most significant, in the opinion of
respondents, has such characteristics as unhealthy psychological climate in the team (53.8%). It is significant that
the second most popular among the reasons for this subgroup was the factor of immoral, unjust behavior of the
manager towards subordinates (51.3%). The authors believe that the high degree of significance of this cause of
destructive motivation is associated with long traditions of authoritarian governance in the country, low moral
gualities of managers, and lack of managerial knowledge and competencies.

There are many people among the managers of Russian companies, who do not have professional knowledge of
how to manage subordinates and are not accustomed to reckon with them, respect their rights. This situation, in
turn, becomes a significant reason for the development of destructive motivation of personnel in organizations.
Noteworthy was one of the independent answers about the causes of the destructive motivation of this subsystem
of the organization, which was formulated as “non-observance of gender balance in the team”. Undoubtedly, the
specific nature of the sphere of activity of the organization, as well as the specific division, determines the gender
composition existing in them. Thus, if the organization is engaged in IT, then it is mostly men, who work there,
but, for example, women are mainly employed in the HR department. However, as shown by psychological
research, for the most productive activities, it is necessary to maintain a gender balance, since its impact on the
consciousness and behavior of employees is sufficiently significant.

A comprehensive analysis of destructive motivation and development of practical recommendations for limiting
it, in addition to investigating the causes of destructive motivation, which are characteristics of various
subsystems of the internal environment of the organization, also requires considering the causes of destructive
motivation associated with the personal characteristics of employees. In accordance with this, respondents were
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asked about the degree of influence of various personal characteristics of employees on the destructive motivation
of the personnel. Table 5 shows how the answers to this question were distributed.

Table 5. Influence of personal characteristics of employees on destructive motivation

Destructive motivation factors Answers (%)
Affects a lot Affects Does not Difficult to
partially affect answer
Properties that are a manifestation of certain 28.2 30.8 17.9 23.1
deviations in personal development, psychological
complexes, “strangenesses”, etc.
Insubstantiality, manifested in a tendency to cause 10.3 51.3 25.6 12.8
disposition and self-confidence in flattery, feigned
courtesy
Sufficiently developed intellect and self-awareness, 154 205 51.3 12.8
personal autonomy, independent judgments, critical
thinking
Increased predisposition to risk and adventurism 12.8 59.0 17.9 10.3
Low moral standards, lack of sustainable ethical 38.5 333 7.7 20.5
values, moral insensitivity
Predisposition to destructive behavior based on a 43.6 35.9 7.7 12.8
successful past experience
Individualism and selfishness 20.5 53.8 20.5 5.1
Lack of spirituality, orientation only on material 12.8 53.8 28.2 51
prosperity

According to respondents, such personal qualities of the employee as predisposition to destructive behavior on the
basis of successful past experience and low moral standards, the lack of sustainable ethical values, and lack of
principle have the greatest influence on the existence of destructive motivation. These responses got 43.6% and
38.5% respectively.

Independent answers of the respondents as per this group of factors are also interesting. Thus, they called
“laziness and unwillingness to work”, “active destructive inner beginning” - inducing their colleagues to
destructive behavior such as “let's skip a class altogether” - as the personal qualities of employees who determine
destructive organizational behavior.

An important, in our opinion, addition to the highlighted theoretically personal characteristics is the initiative
response of one of the respondents, according to whom the cause of destructive motivation can be the situation of
“the employee's capacity limit (inability of an employee to do work above a certain level)”. The following
characteristics correlates with the previous one: “the employee is employed not in accordance with the diploma
and received specialty”. That is, the shortage of the employee’s abilities is aggravated by managerial mistakes, for
example, by assigning tasks that require the employee to have the competence they do not have, or the super-
power for which they are not capable. In the end, this leads to destructive motivation.

5. Discussion

The study by E.N. Mikheeva (2005) is the one that mostly correlates with the tasks of this manuscript among the
empirical studies devoted to destructiveness in organizational behavior published in the recent years. She
conducted an analysis of the labor behavior of the employees of Lukoil-Volgogradneftepererabotka and Sibur-
Volzhsky in Volgograd, and one of the areas of analysis was the identification of factors that determine
destructive behavior at enterprises.
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According to the results of E.N. Mikheeva (2005), the key reasons for the implementation of destructive behavior
are the following: insufficient accounting of labor results (26.1% and 39.6%) - as of now and further brackets
contain the percentages of employees of enterprise-1 and enterprise-2, who noted this factor as determinative
destructive behavior; poor condition of the equipment (37.2% and 78.0%), unsatisfactory sanitary conditions of
work (22.9% and 47.4%), a system of moral and material incentives that does not meet the needs of employees
(42.7% and 73.4% ), lack of opportunities for professional growth (17.5% and 47.1%); unsatisfactory relations
with the head (44.0% and 43.0%), and low remuneration (45.6% and 88.5%).

As a result of her research, E.N. Mikheeva (2005) concludes that the factor of low remuneration is the most
strongly influencing the spread of destructive behavior of employees. However, this study shows that many other
factors of the organizational environment are approximately equally important determinants of destructive labor
behavior. This means that only a complex impact on the organizational system will minimize the destructive
motivation of personnel and reduce its manifestations in the form of specific forms of destructive organizational
behavior.

The study by E.N. Mikheeva (2005) considers a significant set of various characteristics of the organizational
environment that determine the destructive behavior of employees. However, its significant drawback is that
when identifying the causes of destructive behavior, various specific forms of this phenomenon are not
distinguished. The current study managed to overcome this drawback. The questionnaire identified forms of
destructive organizational behavior, which are the most dangerous for the organization, namely: absenteeism
(absence of an employee at the workplace without good reason, dawdle, deliberate increase in lunch and other
breaks in work, etc.); spreading rumors and deliberate slander; abuse of official authority; violation of
organizational regulations; protectionism, patronage by the leader only to “own people”: personally loyal
subordinates, relatives, friends, acquaintances, etc., in return for their unquestioning support in violation of the
norms of the organization and the rights of other employees; fraud; theft; sabotage; malicious destruction of
equipment, wasteful use of funds, raw materials, etc.

In the author's opinion, it is necessary to distinguish not only the essential determinants of the destructive
behavior of employees, but also to separate them depending on the type of behavior that they determine,
considering their danger to the organization. This idea is implemented in the author's empirical study. The
empirical study by V.N. Kharitonova (2013) researches one of the forms of manifestation of destructive
motivation - clientelism in state institutions. In accordance with the specifics of its goals, it identifies somewhat
different factors that determine the spread of clientelism than in the study by E.N. Mikheeva (2005).

The study of the determinants of the spread of clientelism by V.N. Kharitonova (2013) shows that the main ones
are the conflict of interests, as well as the personal qualities of the manager.

According to the results of the author's research, the most significant factors determining the destructive behavior
of personnel at the organization level are: injustice of remuneration (i.e., the absence of direct correlation between
the contribution of the employee to the company's results and the remuneration received) - 87.5%; the second
place goes to too low remuneration - 77.5% of respondents: the third reason for the destructive motivation is the
weakness or lack of control of the employees by the management - 64.1%.

As part of the discussion, the authors presented practical recommendations on limiting the destructive motivation
of personnel at the level of the internal environment of the organization: improvement of labor organization;
control over the activities of employees; remuneration, benefits and career management; group communications
and organizational culture; personal qualities of employees.
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Conclusion

Summarizing the results of an empirical study of the causes of destructive motivation of personnel in Russian
commercial organizations, we came to the following conclusions.

First, the study on the main causes of destructive personnel motivation is based on the results of research on this
problem by Russian and foreign scientists, as well as an empirical study conducted by the authors in 2017 in
Moscow. Based on the results of these studies, the causes of the destructive behavior of personnel in a number of
commercial organizations were established.

Second, the influence of intra-organizational factors on the destructive motivation of personnel was found out in
the course of the conducted research.

Third, an essential novelty of this work is to investigate the degree of influence of the characteristics of the
internal environment of the organization on the existence of destructive motivation of personnel. The study
showed that injustice of remuneration, too low remuneration of labor, weakness or lack of control by management
of employees is the main reasons for destructive personnel motivation.

Fourth, the main forms of destructive behavior of personnel were identified in the course of the research and the
degree of their danger for commercial organizations was determined as well.

Fifth, the research resulted in confirmation of the hypothesis that the formation of destructive motivation of
personnel in commercial organizations is a consequence of interaction of external, intra-organizational and
personal factors, the leading role among which is played by organizational reasons. In modern Russian
companies, the most important among them are the system of labor remuneration that is unfair from the point of
view of employees and an inefficient control system.

Further study of the destructive motivation of personnel, the development of appropriate measures to limit it and
their implementation would greatly enhance the efficiency of commercial organizations and would have a
significant impact on the positive development of our country as a whole.
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