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Abstract

The current period of development of all countries, including Russia, is characterized by change from an industrial to a postindustrial society.  However, instead of a limited conception focusing on economic growth what is needed is change in organizations, psychology, society, and moral values as well.  All dimensions of human beings need to be considered. 

   Fifteen years of Russian market reforms have clearly shown that one of the most serious problems in educating Russian managers for the modern economy is to change the totalitarian style of thinking, when a person is considered only as a means to achieve economic goals. Totalitarian consciousness produces repressive forms of management, which cannot promote development of a modern, innovative economy in Russia, or its development will be based on physically and psychologically exhausting human resources.

   This paper describes the work of the Center for Business and Management at Siberian State University of Transport in Novosibirsk, Russia, in preparing young managers of the West-Siberian Railroads to work in the new, more open economy in Russia. The idea that the Center’s work is based on is that it is necessary not only to educate but to develop young managers, to assist them in forming a modern, democratic, innovative style of thinking. 

1 Introduction
Russia is currently moving from a command economy to a modern, innovative economy. The difficulties of working in a constantly changing environment are aggravated by changes of a more general nature, which are taking place in human society and are caused by computerization, more rapid dissemination of knowledge, universal interdependence and globalization. As a result, an employee has to work in an extremely demanding environment and to meet new requirements on the workforce, namely: learning to learn; communication and collaboration; creative thinking and problem-solving; technological literacy; global business literacy; leadership development; career self-management. [Meister, 1998]  There is a lack of professionals in some fields.  A crucial problem is the lack of managers capable of efficient operation in the new social and economic environment, which requires continuous innovation.  The success of the social and economic reforms in Russia depends on the competence of managers at all levels and in all specializations.

   This complexity of social-economic relationships and the dramatic growth of requirements for the workforce make it necessary to re-evaluate the existing system of advanced training of employees.  The current period dictates that priority be given to the development of a new mentality rather than to further development of existing skills. It is of primary importance to develop the ability to extend the scope of functions and roles performed in the workplace.  The systemic character of the problem requires fundamental changes rather than merely reforms.

2 The necessity of transforming the existing system of management training  
The concept of a corporate university is widely recognized by Western personnel training specialists and is gaining in popularity in Russia.  There are corporate universities at Severstal, AlfaStrakhovanie, Gazprom, and other large firms. A corporate university is an institution for corporate education, united by a common conception and methodology and developed for all levels of managers and specialists within the framework of ideology and strategy for a company’s development. Corporate universities pursue the strategic development of a company through the development of its employees. The contemporary, more innovative economy requires continuing education as a key process, which prepares people for necessary changes in production methods.  Indeed, education becomes one of the productive processes.
   If we compare the existing system of advanced training in most Russian firms and the system of corporate education practiced by Western and some leading Russian companies, it is possible to see essential differences (Table 1)
	Criteria of comparison
	Existing system of advanced training
	System of corporate training

	Philosophy of training
	Reactive: 

reactions to existing problems
	Proactive: strategic view on corporate goals and objectives and their implementation through staff development

	Approach to training
	Tactical 
	Strategic

	Goal of training
	Development of individual skills
	Solution of current production problems and improving quality of work performance

	Content of training
	Improvement of technical skills
	Development of key competences of specialists

	Methodology of training 
	Training through listening
	Training through action

	Audience 
	In-house employees of an organization
	In-house employees of an organization, consumers of products, manufacturers of products

	Instructors 
	University professors /consultants
	In-house senior managers and consortium of university professors and consultants

	Style of instruction 
	Instructor – expert: knows the right answers to all questions
	Consultative presentation of material:

Knowledge is created jointly by instructor and trainee

	Period of training
	Once in several years
	Continuous process


Table 1. Comparison of existing system of advanced training with the system of corporate training [Medvedeva, 2006]
The depth of differences suggests that changing from one system of education to another requires transforming the existing system of management training to a modern system capable preparing managers to operate in an innovative economy. 

   Reforming and transforming are not the same. [See, for example, Russell L. Ackoff, 2004] Reforming means changing the system of achieving goals. Transforming means changing both goals and the system of achieving goals. 

   What may we propose to a practicing manager? Some knowledge in economics and management? Management innovations, such as the theories of the human relations school, behaviorism, management by objectives, strategic management, total quality management, etc. were rarely discussed in Russia. And innovations in production management, such as just–in-time, kanban, lean production, etc. were missed as well.  Can a manager benefit from training in advertising? Practicing managers will never be able to use many management technologies in actual production in a transitional economy

   Socio-economic relations have changed radically. Probably the best that university centers that educate managers may propose to them is to assist in forming a new innovative style of thinking. Albert Einstein once said: Without changing our patterns of thought we will not be able to solve the problems we created with our current patterns of thought.

   In Russia it is common to speak about levels of management, automatically recognizing the priority of the government’s interests over the interests of people and specific organizations. Totalitarian consciousness is not only an effect or consequence, but also a cause of the emergence of totalitarian forms of management.  This “administrative mechanism” excludes using democratic methods in human resources management. The totalitarian and democratic approaches to management confront to each other as two conceptual and institutional systems with diametrically opposing views of a person and his/her place in society and the state. In totalitarian thinking government and its ideology, laws and institutions provide the basis for any organization. In totalitarian management systems a person must fit into standard schemes, deriving from the schema of government management, and this inevitably leads to depersonalization of management and its degeneration into abstract rules.   

   Currently Russian organizations are going through a transition, which requires the development of a new conception of management based on the study of the personal characteristics of workers, external and internal conditions of the organization’s work and essential organizational activities, such as improving the effectiveness of work.  The task of managing this dramatic transition in the style of management is aggravated by a lack of effective day to day management in Russian organizations.  

   Accordingly, the approach to management education has to be systemic. Programs of education should be complex, including all possible ways of working with managers during the time of training. 

3 Experience of the Center for Business and Management

Since September 2003 the Center for Business and Management of the Siberian State University of Transport (Novosibirsk, Russia) has been providing training for prospective managers of the West-Siberian Railroads. Our experience shows that one of the most effective forms of training modern managers is to organize centers, which synthesize the best practices of Russian education and the Western conception of corporate universities.  In the Russian case that would mean centers which create a developing environment of education.

   From the very beginning the Center’s specialists worked on the premise that it is necessary to develop rather than to educate young managers, using the principles of developing education, well-known and widely-used in Russia, and the concept of corporate universities. Development and education – are not the same. Education is (in the best case) storing up a certain volume of knowledge or (in the worst case) storing up only information. Development means creating competencies and increasing the number of them.

   Currently the Center for Business and Management focuses its activities on assistance for developing modern management of organizations and on social innovations.

The Center provides

· a modern business culture as a mean of creating a developing education environment 

· continuous process improvement of the Center’s activities on the basis of feedback

· technologies of corporate education  

· metaprograms of education
· innovative methods of education

· teachers, familiar with innovative education technologies

· a mechanism of adjusting to the external environment

The activities of the Center for Business and Management are based on  

· experience of scientific schools of the Siberian State University of Transport, which appeared as a result of interaction between the University and the West-Siberian Railroads
· corporate spirit of  a shareholder-owned company «Russian Railroads»: 

corporate values, corporate culture, corporate history and traditions.

   Accordingly, the model of the Center might be presented as shown in figure 1: 
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Figure 1. Model of the Center as a developing environment

3.1 Modern business culture 
Modern business culture is a means of creating a developing education environment.  Physical spaces and social processes work as a model of an innovative organization.  Students are immersed in this culture during the time of training.  This environment influences them every minute they are in the Center. A modern business culture recognizes that the way we implement our tasks and achieve our goals is as important as the content of the work.  Key beliefs and values are:

1. Respect for personalities and understanding that success of an enterprise, its reputation and viability depend primarily on its people; 

2. Understanding that the result of any work is the result of the joint efforts of the company’s employees and that employees should be able to work as a team;

3. Understanding that profit is a measure of efficiency of work and a source of development and that the service provided should be competitive;

4. Social responsibility as an indicator of the quality of interaction of individual and collective, individual and organization, individual and organization and society.

3.2 Continuous improvement of the Center’s activity on the basis of feedback
The methods of total quality management or continuous process improvement are means not only for improving the quality of goods and services but also for increasing worker skills and worker autonomy. These methods require that workers be more aware of the whole process in which they are involved, that they measure the performance of the process, and that they continually modify or redesign the process in order to improve performance. These methods are used in many cities, states, and countries. They are intended to reduce costs, reduce paperwork, and improve the services delivered to citizens. 

   In the Center continuous process improvement is realized by involving trainees of the Center and representatives of West-Siberian Railroads top management in creating and modifying or redesigning the Center’s activities and programs of education and development of trainees. Estimation of program quality, quality of teaching, quality of additional services (sport and culture events, quality of work notebooks, information assistance in searching for necessary literature, etc.) are made during the time that trainees are in the Center, using questionnaires. Results of the surveys, proposals for improving the educational process and quality of service are analyzed and discussed at the final conference. The programs of the Center are corrected in accordance with the proposals. The Center supports its graduates by information, analyses of their career development and supports their promotion.  


3.3 Technologies of corporate education  

Based on the concept of a corporate university, the Center’s development and programs of training are worked out in close collaboration with the personnel management service of the West-Siberian Railroads and other services interested in training. Deputy Director of the West-Siberian Railroads for Personnel and Social Issues E. N. Kulinich suggested that four levels of the hierarchy of the management reserve be determined and that each level be trained accordingly: first level - prospective management reserve from the most successful students (purpose-students); second level - young specialists with work experience up to 5 years; third level - deputy heads of enterprises, candidates for higher positions, and heads of enterprises with a record of service up to 2 years; fourth level – top management.         

3.4 Metaprograms of education
For each level there is a program of training and development. Programs are built in such a way that a trainee, going from one level to another one, accumulates knowledge of the discipline and develops the necessary competencies for this level of management.

   As a system, each program is organized in such a way that it contains 

· a part directed on development of already existing professional competencies, 

· a part directed on increasing competencies, 

· a part directed on forming a new motivation-intellectual basis.

   As the Center deals with young managers, the reserve, in other words with the future of the company, we aim at a proactive training philosophy so that the trainee will be able not only to respond to the current problems of the enterprise but also to envision strategic goals and objectives of the company and the ways to achieve them, and, in turn, enables them to manage task-oriented changes in the organization and motivate this employees for the necessary changes. Accordingly, each program of studies in the Center sets as its goals, first, the formation in young leaders of the ability of systemic, strategic and conceptual thinking and, second, the provision of essential knowledge, including the basics of innovative management.  An innovative view of competition, cooperation, and interaction of all interested parties will ideally form their new motivation-intellectual basis and later make them prepared to undertake the implementation of corporate objectives on a higher management level. Hence, the programs emphasize the issues of strategy, leadership, crisis management, Total Quality Management, management competencies, etc. This curriculum will in our view lay the foundation for a modern corporate culture, a culture that, while preserving the best of the existing culture, will trigger the processes of goal-oriented changes, since they are the demands of the times.

   Each program is an organic part of the four-levels of managers’ reserve training.  Each program focuses on corporate issues, develops a corporate culture, and provides the possibility for individual consultations on questions of economy, management and the psychological aspects of management. 

3.5 Innovative methods of education and teachers familiar with innovative technologies of education
The teaching methods used in the Center should be specifically recorded. Instructors are trying to reduce the number of classic lectures to the minimum and give preference to lectures-messages, interactive seminars, business and role-playing games and trainings. The Center’s instructors do not consider themselves to be the source of absolute knowledge.  They do not claim to know proper answers to all questions.  They try to present the material as advice when knowledge is jointly created by the instructor and trainees. It happens increasingly frequently that leading managers of the West-Siberian Railroads become instructors at the Center and participants in its graduate conferences.

   The teaching methods used are related to the goal of each part of the metaprogram.  Development of existing professional competencies is best achieved by training.  Increasing the number of competencies is achieved by a process of interacting with colleagues in analyzing situations, brain storming, and modeling of the task formulation and methods of its solution.  Forming a new motivation-intellectual basis of young managers is a process which includes classical lectures and seminars by highly-qualified teachers, round tables, development of a plan of innovations, conferences, as well as comprehension of whole program. 

   Probably the use of group facilitation methods is the Center’s most distinctive feature, its “business card”.  In the Soviet Union workers learned to wait for bosses to make decisions. People in the Soviet Union had to accept an authoritarian, repressive style of management, which suppressed individuality and initiative. As a rule, presently an authoritarian style of management continues in Russian organizations. This means that, when receiving a task, at the same time a person receives a “warning” about punishment for bad execution of the task. As a result, a person thinks about possible ways to avoid punishment but not about the quality of fulfilling the task. People came to believe that nothing depends on them in their country. The Soviet Union developed high technology but conserved the old style of social relationships among people, including a repressive style of management. But a market economy requires a faster rate of change and more initiative by workers. Workers need to learn teamwork, problem identification and problem solving skills. [Umpleby, Medvedeva and Oyler, 2004] Group facilitation methods release the creativity  of people.  They can be used to involve all employees at all levels in the continuous improvement of services.       

   In the Center each group of managers has an interactive seminar or strategic planning activity based on the Technology of Participation (ToP). In this way young managers become aware of a new type of leadership and new methods of management. In addition, they have the possibility not only to discuss actual problems of management with their colleagues but to create a strategy for overcoming these problems.  Frequently they see that another side of a problem is an opportunity to improve a process.  

   Based on the seminar results trainees create plans for innovations. A plan of innovation is an instrument of quality management. Trainees are assigned to find a solution (by management methods, which they learned while in the Center) of a problem which they face in real production. Then trainees defend their plans for innovations at the conference “Innovations in the workplace from the eyes of managers”. Participants in this conference are trainees, teachers, and representatives of top management of the West-Siberian Railroads.  

3.6 Mechanism of adaptation to the external environment 
Specialists and teachers at the Center constantly work on introducing new knowledge in programs of education, and in programs for the Center’s development. For this they use all possibilities: research on management problems (socio-economic, psychological aspects of management, management technologies, etc.) and training of the prospective management reserve.  They also participate in Russian and international conferences that allow them not only to have new knowledge, which they will bring to education programs, but to learn about the external environment and to analyze the possible consequences of new ideas and methods for the Center’s activities.
Conclusion
Russia is developing a modern, innovative economy.  This requires cultural changes, changes in mentality, and changes in worldviews and patterns of behavior. 

   Strict management is unrealistic in a situation when many solutions are possible, when there is a rapid rate of technological and structural shifts, and when productive relationships are becoming more dynamic and complicated. Management in the ХХI century needs to stimulate employees to produce innovations.  Specialists on all levels should have the capability to foresee necessary changes and to do everything that is possible for realizing the company’s goals.  Managers have to produce innovations and to learn new styles of management and leadership. [Mulej, Zenko, Potocan, and Medvedeva, 2007]
   The transition from the old to the new style of thinking is not complete.  There is great variety in thinking among people and confusion in the minds of many. But the main idea is quite clear – in order to succeed in an innovative economy countries in transition have to create a group of modern managers, who are ready for constant changes, capable of social innovations, understand the necessity of continuous innovation, understand that old management methods are insufficient and sometimes flawed, capable of effectively implementing the best world management practices into contemporary Russian society, and capable of bringing new quality to the  management system. As practice shows, executive education centers can be helpful for implementing such a task. 
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