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EditorialWe aЕe glad to intЕodИce oИЕ ЕeadeЕЖ to neК iЖЖИe of OЕganiНational PЖМchologМ JoИЕnal. We aЕe pleaЖed to continИe to acqИaint ЕeadeЕЖ Кith the lateЖt deЙelopmentЖ in oЕganiНational pЖМchologМ.The aЕticle ǲOИtliБe Вf )БdИstrial aБd OrgaБiНatiВБal PsМchВlВgМ DeЙelВГАeБt iБ YarВslaЙlǳ ȋin RИЖЖian, in EngliЖhȌ bМ AleЛaБder KarГВЙ continИeЖ oИЕ pЕoject «Organizational Psychology in the 

world”. The papeЕ pЕeЖentЖ the main ЖtageЖ in the hiЖtoЕМ of indИЖtЕial and oЕganiНational pЖМchologМ in the YaЕoЖlaЙl Еegion ȋRИЖЖiaȌ. AnalМЖiЖ of the hiЖtoЕical deЙelopment of theЖe Жcientific diЖciplineЖ iЖ caЕЕied oИt in the conteЛt of the hiЖtoЕМ of the deЙelopment of the YaЕoЖlaЙl Жchool of pЖМchologМ ȋYaPSȌ in geneЕal.)n the “Research in organizational psychology” section Кe offeЕ thЕee aЕticleЖ. The aЕticle 
ǲPrВfessiВБal АВtiЙatiВБ Вf RИssiaБ eАГlВМees: assessАeБt aБd assВciatiВБs Кith Кell-beiБg aБd 
ГerfВrАaБceǳ bМ the RИssiaБ research grВИГ pЕeЖentЖ thЕee ЖtИdieЖ aimed to deЙelop a neК ЙeЕЖion of WoЕk MotiЙation QИeЖtionnaiЕe ȋWMQȌ Кith ʹͲ itemЖ opeЕationaliНing the ЕelatiЙe aИtonomМ continИИm deЖcЕibed in Self-DeteЕmination TheoЕМ bМ E. Deci and R. RМan. The ЕeЖИltЖ of theoЕetical and methodological analМЖiЖ of the middle gЕoИp concept — the keМ concept of Жocial and oЕganiНational pЖМchologМ haЙe been pЕeЖented in the aЕticle ǲ)s the ǲʛiddle grВИГǳ basic cВБceГt Вf ВrgaБiНatiВБal 
ГsМchВlВgМ? A sИbstaБtiЙe aБd АethВdВlВgical aБalМsisǳ bМ ʏБatВliМ V. KarГВЙ.  The ЕeЖeaЕch ǲ)БteБtiВБ 
tВ QИit aБd DeterАiБaБts Вf EАГlВМee EБgageАeБt: aБ EАГirical iБЙestigatiВБ aАВБg the BaБkiБg 
PrВfessiВБals Вf GИБtИr RegiВБ ȋ)БdiaȌǳ ȋin EngliЖhȌ of oИЕ )ndian colleagИeЖ Asi VasИdeЙa ReddМ and 
GИААadi AБjali haЖ been caЕЕied to check effect of emploМee engagement deteЕminantЖ on the emploМee attitИdinal leЙel of attЕition in diffeЕent pЕiЙate ЖectoЕ bankЖ in GИntИЕ UЕban aЕea.)n the «Organizational psychology in practice» section Mikhail )ЙaБВЙ ЖhaЕeЖ hiЖ inЙalИable eЛpeЕience on management conЖИlting in the aЕticle ǲStrategic OrgaБiНatiВБal CВААИБicatiВБ: ClieБt-
ceБtered CВБsИltiБg EЛГerieБce».)n the “First steps” section the aЕticle ǲLabВr actiЙitМ aБd cВААИБitМ iБ БВБ-ГrВfessiВБal КaМ Вf 
life ȋВБ the eЛaАГle Вf RИssiaБ lifestМle traЙelersȌǳ bМ PaЙel BalВЙ aБd VladiАir P. SerkiБ deЖcЕibeЖ laboЕ actiЙitМ and commИnitieЖ among people, leading a non-pЕofeЖЖional КaМ of life.

VladiАir A. TВlВchek ЖhaЕed hiЖ thoИghtЖ on the fate of RИЖЖian oЕganiНational pЖМchologМ in the neК 
section «Organizational psychology as the persons, dialogues and discussions” and paМ hiЖ attention to the polemical aЕticle ǲ(aЖ )ndИЖtЕial-OЕganiНational PЖМchologМ LoЖt )tЖ WaМ?ǳ ȋTЕanЖlated to RИЖЖian, ʹͲͳ͹. Vol. ͹. No. ʹ. p. ͳʹ͸–ͳ͵͸Ȍ. (iЖ papeЕ ǲDВАestic ȋRИssiaБȌ )БdИstrial OrgaБiНatiВБal PsМchВlВgМ: 
ParadВЛes Вf DeЙelВГАeБtǳ cЕiticallМ eЛamineЖ the compleЛ and ИndeЖiЕable aЖpectЖ of the deЙelopment of )OP diЖcipline, foЕmИlateЖ poЖЖible and affoЕdable КaМЖ to optimiНe the deЙelopment of )OP. A ЕeЙieК entitled «EАГathetic cВБsИltiБg» on a neК book bМ Mikhail )ЙanoЙ ȋ«ConЖИlting the companМ’Ж top eЛecИtiЙeЖ: a client-centeЕed appЕoach»Ȍ fЕom Takhir YИ. BaНarВЙ iЖ pЕeЖented in the 
«Literary Guide» section.PleaЖe EnjoМ Reading!
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OИЗliБe Вf )БdИsЗЕial aБd OЕgaБiНaЗiВБal PsМchВlВgМ DevelВГАeБЗ iБ YaЕВslavl
Alexander KARPOV
Yaroslavl Demidov State University, Yaroslavl, Russia

Abstract. The ГaГeЕ ГЕeseБЗs Зhe АaiБ sЗages iБ Зhe hisЗВЕМ Вf iБdИsЗЕial aБd ВЕgaБiНaЗiВБal ГsМchВlВgМ iБ Зhe YaЕВslavl ЕegiВБ ȋRИssiaȌ. AБalМsis Вf Зhe hisЗВЕical develВГАeБЗ Вf Зhese scieБЗific disciГliБes is caЕЕied ВИЗ iБ Зhe cВБЗeЛЗ Вf Зhe hisЗВЕМ Вf Зhe develВГАeБЗ Вf Зhe YaЕВslavl schВВl Вf ГsМchВlВgМ ȋYaPSȌ iБ geБeЕal. SГecific ЗiАe sЗages have beeБ ideБЗified, Зhe АaiБ achieveАeБЗs Вf each Вf ЗheА have beeБ ГЕeseБЗed. The aЕЗicle alsВ assesses Зhe ЕВle Вf scieБЗific ЕeseaЕch aБd Зhe ГeЕsВБal cВБЗЕibИЗiВБ Вf Зhe YaЕВslavl ГsМchВlВgisЗs iБ Зhe each ЗiАe ГeЕiВd. )БfВЕАaЗiВБ abВИЗ Зhe АaiБ scieБЗific eveБЗs, ГИblicaЗiВБs, iАГВЕЗaБЗ hisЗВЕical eveБЗs, as Кell as ЕaЕe hisЗВЕical facЗs have beeБ ГЕВvided. The aИЗhВЕ’s vieК ЕegaЕdiБg Зhe cВАГaЕisВБ Вf disЗiБcЗive feaЗИЕes Вf Зhe БaЗiВБal ȋaБd sГecificallМ, YaЕВslavlȌ aБd abЕВad ЕeseaЕch iБ ВЕgaБiНaЗiВБal ГsМchВlВgМ has beeБ descЕibed. The aЕЗicle highlighЗs Зhe АaiБ ЕeasВБs fВЕ Зhese diffeЕeБces aБd Зhe facЗВЕs decisivelМ cВБЗЕibИЗiБg ЗВ Зhe fВЕАaЗiВБ Вf Зhe ВЕigiБal develВГАeБЗal ГaЗh Вf iБdИsЗЕial aБd ВЕgaБiНaЗiВБal ГsМchВlВgМ iБ Зhe БaЗiВБal cВБdiЗiВБs. The ГВssible backgЕВИБd ЗВ Зhe sМБЗhesis Вf ГВГИlaЕ ГsМchВlВgical disciГliБes iБ Зhe SВvieЗ ГeЕiВd ȋeБgiБeeЕiБg ГsМchВlВgМ, labВЕ ГsМchВlВgМ, iБdИsЗЕial ГsМchВlВgМ, sВcial ГsМchВlВgМȌ iБЗВ a siБgle iБЗegЕaЗed АacЕВdisciГliБe Вf ВЕgaБiНaЗiВБal ГsМchВlВgМ is ГЕeseБЗed iБ Зhe ГaГeЕ. The ГaГeЕ ВИЗliБes Зhe aБalМsis Вf Зhe cИЕЕeБЗ sЗaЗe Вf ВЕgaБiНaЗiВБal ГsМchВlВgМ iБ Зhe YaЕВslavl ЕegiВБ, Зhe descЗiГЗiВБ Вf Зhe sГecific feaЗИЕes Вf scieБЗific, ГЕacЗical aБd adАiБisЗЕaЗive КВЕk Вf Зhe YaЕВslavl ВЕgaБiНaЗiВБal ГsМchВlВgisЗs, Зhe ГЕВsГecЗs Вf fИЕЗheЕ develВГАeБЗ Вf ВЕgaБiНaЗiВБal ГsМchВlВgМ iБ Зhe YaЕВslavl ЕegiВБ. The aЕЗicle alsВ ГЕeseБЗs aБ ВveЕvieК Вf Зhe АВsЗ iАГВЕЗaБЗ scieБЗific aБd edИcaЗiВБal-АeЗhВdical КВЕks Вf YaЕВslavl ГsМchВlВgisЗs, descЕibes sГecial feaЗИЕes Вf Зhe YaPS aБd ВЕgaБiНaЗiВБal ГsМchВlВgМ as iЗs ГaЕЗ.
KeyКords: ВЕgaБiНaЗiВБal ГsМchВlВgМ, МaЕВslavl ГsМchВlВgical schВВl, labВЕ ГsМchВlВgМ, iБdИsЗЕial ГsМchВlВgМ, eБgiБeeЕiБg ГsМchВlВgМ.
The Stages of Organizational Psychology Development in YaroslavlThe fВЕАaЗiВБ aБd develВГАeБЗ Вf ГsМchВlВgical scieБce iБ Зhe YaЕВslavl ЕegiВБ is iБeЛЗЕicablМ liБked ЗВ Зhe fВЕАaЗiВБ Вf disЗiБcЗive scieБЗific schВВls, kБВКБ iБ RИssia ЗВdaМ as «Зhe YaЕВslavl PsМchВlВgical SchВВl». (ВКeveЕ, fВЕ ДИiЗe a lВБg ЗiАe БВЕ Зhe ВveЕall lВgic Вf iЗs fВЕАaЗiВБ aБd develВГАeБЗ, БВЕ iЗs АВsЗ disЗiБgИishiБg aБd sГecific feaЗИЕes КeЕe БВЗ sИbjecЗed ЗВ ГЕВГeЕ ЕeЗЕВsГecЗive-hisЗВЕical aБalМsis. BИЗ ЗhaЗ’s ВБe Вf Зhe АВsЗ iАГВЕЗaБЗ cВБdiЗiВБs БВЗ ВБlМ ЗВ ИБdeЕsЗaБd iЗs cВБЗeБЗ, bИЗ alsВ ЗВ defiБe ГЕВsГecЗs Вf iЗs develВГАeБЗ iБ Зhe fИЗИЕe. Of cВИЕse, sИch aБ aБalМsis iБ fИll iЗ is aБ iБdeГeБdeБЗ aБd veЕМ aАbiЗiВИs Зask ЗhaЗ ЕeДИiЕes sГecial aЗЗeБЗiВБ aБd 
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iБЗegЕaЗed develВГАeБЗ. The sЗИdМ Вf Зhe ВЕigiБ aБd evВlИЗiВБ Вf Зhe YaЕВslavl ГsМchВlВgical schВВl ȋYaPSȌ shВИld be dВБe ВБ Зhe basis Вf eЛisЗiБg ГhilВsВГhical aБd scieБЗific cЕiЗeЕia, aГГЕВaches, aБd sЗaБdaЕds, as Кell as Зhe sЗИdМ Вf Зhe dМБaАics Вf aБМ ВЗheЕ scieБЗific schВВls.BecaИse Вf Зhis, iБ Зhis aЕЗicle aАВБg Зhe КhВle ЕaБge Вf ГЕВbleАs sЗИdied ИБdeЕ YaPS Кill be allВcaЗed ВБlМ ЗhВse assВciaЗed КiЗh Зhe develВГАeБЗ Вf iБdИsЗЕial aБd ВЕgaБiНaЗiВБal ГsМchВlВgМ. )З is kБВКБ ЗhaЗ Зhese aЕeas Вf ГsМchВlВgical kБВКledge laЕgelМ deЗeЕАiБe АВdeЕБ aГГlied ГsМchВlВgМ as a КhВle. TheМ aЕe ВБe Вf Зhe АВsЗ iАГВЕЗaБЗ iБ ЗheВЕeЗical aБd ГЕacЗical ЗeЕАs, aЕe cЕИcial «dЕiveЕs» Вf develВГАeБЗ Вf ГsМchВlВgical scieБce iБ RИssia aБd abЕВad.AЗ Зhe saАe ЗiАe, iЗ is iАГВЕЗaБЗ ЗВ БВЗe sigБificaБЗ diffeЕeБces iБ Зhe develВГАeБЗ Вf БaЗiВБal aБd fВЕeigБ ВЕgaБiНaЗiВБal ГsМchВlВgМ, ВbjecЗivelМ aЕisiБg becaИse Вf Зhe kБВКБ sВciВ-ecВБВАic, sВciВ-ГВliЗical, ideВlВgical aБd ВЗheЕ facЗВЕs. A cВБsideЕable ГeЕiВd Вf ЗiАe ȋИГ ЗВ ͳͻͻͲ-sȌ Зhe kiБd Вf alЗeЕБaЗive Вf ВЕgaБiНaЗiВБal ГsМchВlВgМ aБd all Зhe disciГliБes АeaБiБgfИl КiЗhiБ iЗs fЕaАeКВЕk iБ ВИЕ cВИБЗЕМ КeЕe sВcial ГsМchВlВgМ, ГsМchВlВgМ Вf labВЕ aБd eБgiБeeЕiБg ГsМchВlВgМ. (ВКeveЕ, ДИiЗe ВbviВИs is Зhe facЗ ЗhaЗ Зhis kiБd Вf «ЕeГlaceАeБЗ» ȋВЕ ЕaЗheЕ «sИbsЗiЗИЗiВБ»Ȍ is БВЗ eЛhaИsЗive. A laЕge ЕaБge Вf issИes assВciaЗed iБ ГaЕЗicИlaЕ КiЗh Зhe ВЕgaБiНaЗiВБal cВБsИlЗiБg, ВЕgaБiНaЗiВБal behaviВЕ, aБd Зhe like, КeЕe lefЗ КiЗhВИЗ dИe cВБsideЕaЗiВБ iБ Зhe БaЗiВБal ГsМchВlВgМ.AЗ Зhe saАe ЗiАe, ВБe caББВЗ aЕgИe ЗhaЗ Зhese shВЕЗcВАiБgs have led ЗВ Зhe backlВg Вf fВЕeigБ ВЕgaБiНaЗiВБal ГsМchВlВgМ. OБ Зhe cВБЗЕaЕМ, aБ iБdeГeБdeБЗ aБd laЕgelМ aБ ВЕigiБal КaМ Вf develВГАeБЗ Вf Зhe cВБsideЕed scieБЗific field has Аade ГВssible Зhe fВЕАaЗiВБ Вf БeК ГaЕadigАs, aГГЕВaches aБd scieБЗific vieКs ЗhaЗ have becВАe, ЗВ a ceЕЗaiБ eЛЗeБЗ, Зhe «hallАaЕk» Вf Зhe eБЗiЕe БaЗiВБal ГsМchВlВgМ. SИbseДИeБЗlМ, aЗ Зhe ЗИЕБ Вf Зhe ceБЗИЕМ Кas cЕeaЗed aГГЕeciable backgЕВИБd dИe ЗВ sВciВ-ecВБВАic ЗЕaБsfВЕАaЗiВБs iБ sВcieЗМ aБd aiАed aЗ Зhe iБЗegЕaЗiВБ Вf eБgiБeeЕiБg aБd sВcial-ГsМchВlВgical ЕeseaЕch aБd Зhe ДИaliЗaЗive shifЗ iБ Зhe diЕecЗiВБ Вf ВveЕall ВЕgaБiНaЗiВБal aБd ГsМchВlВgical ВЕieБЗaЗiВБ, Кhich БВК, as iБ ВЗheЕ cВИБЗЕies, is a laЕge, cВАГleЛ scieБЗific disciГliБe.AlsВ, Зhe develВГАeБЗ Вf ВЕgaБiНaЗiВБal aБd aГГlied ГsМchВlВgМ iБ Зhe БaЗiВБal ГsМchВlВgМ is ЕeГeaЗed БaЗИЕallМ КiЗhiБ Зhe fЕaАeКВЕk Вf APS. This ЗЕeБd is Зhe «siАilaЕiЗМ» Вf ceЕЗaiБ sЗages Вf develВГАeБЗ aБd Зhe siАilaЕiЗМ Вf Зhe lВgic Вf ЗheiЕ chaБge iБ hisЗВЕical ГeЕsГecЗive КiЗh geБeЕal ЗЕeБds Вf ЗheiЕ develВГАeБЗ. Of cВИЕse ЗheЕe КeЕe sГecifics, dИe ЗВ Зhe sГecific cВБdiЗiВБs ȋiБclИdiБg Зhe ЕegiВБal-sГecific cВБdiЗiВБsȌ, Кhich ЗВВk Гlace iБ Зhe develВГАeБЗ Вf YaЕВslavl ВЕgaБiНaЗiВБal ГsМchВlВgМ. )Б cВААВБ, iБ ВИЕ ВГiБiВБ, iЗ is БecessaЕМ ЗВ diffeЕeБЗiaЗe Зhe fВllВКiБg АaiБ sЗages Вf Зhe develВГАeБЗ aБd ЗheiЕ seДИeБce.SЗage ͳ. ͳͻ͵Ͳ-s — Зhe develВГАeБЗ Вf ГsМchВЗechБical ЗЕeБd iБ RИssia aБd Зhe eАeЕgeБce Вf Зhe fiЕsЗ КВЕks iБ Зhe YaЕВslavl ЕegiВБ.SЗage ʹ. ͳͻͷͲ–ͳͻ͹Ͳ-s. — Зhe fВЕАaЗiВБ aБd develВГАeБЗ Вf labВЕ ГsМchВlВgМ, Зhe Гeak Вf Зhe ГВГИlaЕiЗМ Вf ЕeseaЕch iБ Зhe field Вf eБgiБeeЕiБg ГsМchВlВgМ.SЗage ͵. ͳͻ͹Ͳ–ͳͻͺͲ-s — ГЕiВЕiЗМ ЕeseaЕch deГlВМАeБЗ Вf a big gЕВИГ Вf YaЕВslavl scieБЗisЗs iБ Зhe field Вf sВcial ГsМchВlВgМ.SЗage Ͷ. ͳͻͻͲ-s — Зhe АВdeЕБiНaЗiВБ Вf scieБЗific ЕeseaЕch iБ Зhe diЕecЗiВБ Вf sМБЗhesis Вf labВЕ ГsМchВlВgМ, iБdИsЗЕial aБd eБgiБeeЕiБg ГsМchВlВgМ, ГsМchВlВgМ Вf cЗiviЗМ, eЗc. iБ a cВБceГЗИal iБЗegЕiЗМ, ЗhaЗ is, iБ ВЕgaБiНaЗiВБal ГsМchВlВgМ ГeЕ se. FВЕАИlaЗiВБ Вf БeК АeЗhВdВlВgical aГГЕВaches ЗВ iЗs develВГАeБЗ.SЗage ͷ. ʹͲͲͲ-s МeaЕs — Зhe ЗЕeБd ЗВКaЕds Зhe develВГАeБЗ Вf aЕeas ЕelaЗed ЗВ Зhe ГЕacЗice Вf ВЕgaБiНaЗiВБal ГsМchВlВgisЗ, Зhe iБЗeБsive develВГАeБЗ Вf sИch disciГliБes as ГeЕsВББel АaБageАeБЗ, ВЕgaБiНaЗiВБal cВБsИlЗiБg, aБd ВЗheЕs.
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The Yaroslavl Labor Psychology LaboratoryDecisive ЕВle iБ Зhe fВЕАaЗiВБ aБd develВГАeБЗ Вf ВЕgaБiНaЗiВБal aБd iБdИsЗЕial ГsМchВlВgМ aБd ГsМchВlВgМ iБ GeБeЕal iБ Зhe YaЕВslavl ЕegiВБ belВБgs ЗВ Зhe ЗiАe iБЗeЕval ͳͻͷͲ–ͳͻ͹Ͳs. )Б Зhis case a ГЕВАiБeБЗ ЕВle iБ Зhe ǲhisЗВЕical ЗИЕБiБg ГВiБЗǳ ЗВ ГsМchВlВgМ, bИЗ alsВ iБ gaiБiБg iЗ aБ iБdeГeБdeБЗ sЗaЗИs aБd giviБg a disЗiБcЗ aГГlied ВЕieБЗaЗiВБ ГlaМed acЗiviЗies Вf VikЗВЕ KaЕГВv, Зhe fВИБdeЕ aБd scieБЗific diЕecЗВЕ Вf Зhe fiЕsЗ labВЕaЗВЕМ Вf labВЕ ГsМchВlВgМ ȋKaЕГВv A. V., ʹ ͲͲͳ; MaНilВv, ʹ Ͳͳͷ; ShikИБ, ʹͲͲ͹Ȍ. This Еaises aБ iБЗeЕesЗiБg hisЗВЕical aБalВgМ Вf Зhe ЗКВ, alЗhВИgh, Вf cВИЕse, veЕМ diffeЕeБЗ iБ hisЗВЕical scale, bИЗ sВАeКhaЗ siАilaЕ eveБЗs. JИsЗ as Зhe eАeЕgeБce Вf eЛГeЕiАeБЗal ГsМchВlВgМ ȋaБd Зhe selecЗiВБ Вf ГsМchВlВgМ as a КhВle as aБ iБdeГeБdeБЗ scieБce Вf ГhilВsВГhМȌ is assВciaЗed КiЗh a basis Вf W. WИБdЗ’s fiЕsЗ eЛГeЕiАeБЗal ГsМchВlВgical labВЕaЗВЕМ iБ ͳͺ͹ͻ, Зhe eАeЕgeБce Вf Зhe YaЕВslavl schВВl Вf ГsМchВlВgМ ȋaБd aЗ Зhe saАe ЗiАe, Зhe begiББiБg Вf Зhe develВГАeБЗ Вf Зhe cВБsideЕed sЗИdiesȌ is alsВ assВciaЗed КiЗh Зhe fВИБdaЗiВБ Вf iБdeГeБdeБЗ scieБЗific labВЕaЗВЕМ. This is Зhe labВЕaЗВЕМ Вf labВЕ ГsМchВlВgМ.DИЕiБg Зhis ГeЕiВd, fВЕАed a gЕВИГ Вf assВciaЗes КВЕkiБg aЗ Зhe DeГaЕЗАeБЗ Вf ГsМchВlВgМ Вf YaЕВslavl sЗaЗe ГedagВgic )БsЗiЗИЗe ȋYSP), БВК, YSPUȌ, Кhich aЕe aАВБg Зhe fВИБdeЕs Вf YaPS ȋN. P. EЕasЗВv, V. V. KaЕГВv, M. KБМaНev, A. V. FiliГГВv, V. D. ShadЕikВv aБd ВЗheЕsȌ. MaБМ Вf ЗheА laЗeЕ becaАe faАВИs scieБЗisЗs, Зhe sГecialisЗs iБ vaЕiВИs bЕaБches Вf ГsМchВlВgical scieБce, iБclИdiБg labВЕ ГsМchВlВgМ aБd eБgiБeeЕiБg ГsМchВlВgМ. AАВБg Зhese ЕeseaЕcheЕs siБgled ВИЗ VladiАiЕ D. ShadЕikВv — ВБe Вf Зhe fВllВКeЕs Вf V. S. FilaЗВv, aБd laЗeЕ — Зhe eАiБeБЗ RИssiaБ ГsМchВlВgisЗ, acadeАiciaБ, DeГИЗМ MiБisЗeЕ Вf edИcaЗiВБ aБd scieБce Вf Зhe USSR. (is disseЕЗaЗiВБ КВЕk is devВЗed ЗВ Зhe ГЕВbleА Вf ВГЗiАiНaЗiВБ Вf iБfВЕАaЗiВБ ГЕВcesses iБ Зhe aИЗВАaЗed sМsЗeАs АaБageАeБЗ, Аade aЗ Зhe ЗiАe, Кas ВБe Вf Зhe АajВЕ eveБЗs iБ Зhe develВГАeБЗ Вf Зhe YaЕВslavl schВВl Вf ГsМchВlВgМ. (ВКeveЕ, veЕМ laЕge aБd iБ АaБМ КaМs decisive ЕВle fВЕ Зhe cИЕЕeБЗ sЗaЗe Вf ЕeseaЕch iБ Зhe YaЕВslavl ГsМchВlВgical schВВl, ГlaМed Зhe cВБceГЗ Вf sМsЗeА GeБesis Вf ГЕВfessiВБal acЗiviЗМ, as Кell as his ЗheВЕМ Вf geБeЕal aБd ГЕВfessiВБal abiliЗies develВГed bМ V. D. ShadЕikВv.The fВИБdaЗiВБ Вf Зhe labВЕaЗВЕМ Вf labВЕ ГsМchВlВgМ Кas a caЗalМsЗ fВЕ fИЕЗheЕ ЕeseaЕch iБ ВЕgaБiНaЗiВБal, iБdИsЗЕial aБd eБgiБeeЕiБg ГsМchВlВgМ iБ Зhe YaЕВslavl ЕegiВБ. (igh iБЗeЕesЗ iБ Зhese disciГliБes has sЗiАИlaЗed Зhe aГГeaЕaБce Вf eБЗiЕe scieБЗific fields КiЗhiБ YaPS, Кhich, iБ ЗИЕБ, dЕeК Зhe aЗЗeБЗiВБ Вf ВЗheЕ ГЕВАiБeБЗ ГsМchВlВgisЗs Вf Зhe cВИБЗЕМ aЗ ЗhaЗ ЗiАe. )Б a feК МeaЕs ȋiБ Зhe ГeЕiВd fЕВА ͳͻ͸͸ ЗВ ͳͻ͹ͺȌ Кas ВЕgaБiНed Зhe iАГВЕЗaБЗ scieБЗific cВБfeЕeБces, iБclИdiБg Зhe all-UБiВБ level. The ЕesИlЗs Вf Зhese cВБfeЕeБces КeЕe ГИblished iБ cВllecЗiВБs Вf scieБЗific ГaГeЕs, caЕefИllМ sЗВЕed БВК iБ Зhe MИseИА Вf Зhe facИlЗМ Вf ГsМchВlВgМ Вf Зhe YaЕВslavl sЗaЗe UБiveЕsiЗМ ȋYSUȌ. AАВБg sИch ЕeseaЕch acЗiviЗies shВИld be allВcaЗed Зhe fВllВКiБg. FiЕsЗ aБd fВЕeАВsЗ, iЗ’s all-UБiВБ cВБfeЕeБce «ScieБЗific ВЕgaБiНaЗiВБ Вf labВЕ aБd АaБageАeБЗ» ȋͳͻ͸͸Ȍ, ВЕgaБiНed aБd held iБ ВБe Вf Зhe АajВЕ ceБЗeЕs Вf defeБse iБdИsЗЕМ Вf Зhe USSR — iБ Зhe ciЗМ Вf RМbiБsk ȋKaЕГВv, V. V., ʹͲͲͳȌ. )З is iАГВЕЗaБЗ ЗhaЗ iЗs ВЕgaБiНaЗiВБ aБd cВБdИcЗ Кas diЕecЗlМ sИГeЕvised bМ Зhe YaЕВslavl ЕegiВБal CВААiЗЗee Вf Зhe CPSU aБd ВГeБed iЗ, aБd led a ГleБaЕМ АeeЗiБg Вf Зhe fiЕsЗ SecЕeЗaЕМ Вf Зhe RegiВБal CВААiЗЗee F. ). LВshcheБkВv. This is Зhe FiЕsЗ scieБЗific-ГЕacЗical cВБfeЕeБce ВБ iБdИsЗЕial ГsМchВlВgМ ȋMaМ ʹ Ͷ–ʹ͸, ͳͻ͹ʹȌ, cВБdИcЗed ИБdeЕ Зhe aИsГices Вf Зhe MiБisЗЕМ Вf higheЕ aБd secВБdaЕМ sГecial edИcaЗiВБ Вf Зhe RSFSR, YaЕВslavl sЗaЗe UБiveЕsiЗМ aБd Зhe YaЕВslavl bЕaБch Вf Зhe sВcieЗМ Вf ГsМchВlВgisЗs Вf Зhe USSR. This is all-UБiВБ cВБfeЕeБce ВБ eБgiБeeЕiБg ГsМchВlВgМ ȋͳͻ͹ͶȌ, ГleБaЕМ sessiВБ Вf Кhich Кas ВГeБed bМ Зhe ЕeГВЕЗ Вf ВБe Вf Зhe fВИБdeЕs Вf AYaPS V. S. FilaЗВv. )Б addiЗiВБ, iЗ is iАГВЕЗaБЗ ЗВ БВЗe ЗhaЗ iБ Зhese МeaЕs, Зhe bВИБdaЕies Вf Зhe YaЕВslavl iБdИsЗЕial ГsМchВlВgМ, labВЕ ГsМchВlВgМ aБd eБgiБeeЕiБg ГsМchВlВgМ has beeБ sigБificaБЗlМ eЛГaБded aЗ Зhe eЛГeБse Вf ЗheiЕ «ГЕВАВЗiВБ» abЕВad. SВАe scieБЗific eveБЗs begaБ КeaЕiБg alЕeadМ БВЗ ЕegiВБal ВЕ all-UБiВБ 
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chaЕacЗeЕ, bИЗ iБЗeЕБaЗiВБal. SВ, iБ ͳͻ͹ͺ iБ a faАВИs disЗЕicЗ ceБЗeЕ Вf Зhe YaЕВslavl ЕegiВБ ȋRВsЗВv VelikМȌ hВsЗed a CВБfeЕeБce Вf ГsМchВlВgisЗs Вf Зhe DaБИbiaБ cВИБЗЕies, Кhich ГЕeseБЗed Зhe ЕesИlЗs Вf ЕeseaЕches Вf БaЗiВБal scieБЗisЗs aБd eЛГeЕЗs fЕВА CНechВslВvakia, RВАaБia, aБd BИlgaЕia. )Б ͳͻ͹ͳ–ͳͻ͹ʹs ГИblished cВllecЗiВБ Вf scieБЗific КВЕks Вf Зhe leadiБg sГecialisЗs aЗ ЗhaЗ ЗiАe «PЕВbleАs Вf eБgiБeeЕiБg ГsМchВlВgМ», Кhich cВБsisЗed Вf ЗhЕee big ГaЕЗs ȋissИesȌ aБd ГИblished jВiБЗlМ bМ YSP), SВcieЗМ Вf ГsМchВlВgisЗs Вf Зhe USSR aБd Зhe )БsЗiЗИЗe Вf GeБeЕal aБd ГedagВgical ГsМchВlВgМ Вf NPA Вf Зhe USSR.
The Emergence of the Faculty of Psychology at Yaroslavl University)З shВИld be БВЗed aБВЗheЕ hisЗВЕic daЗe, Кhich ЕefeЕs ЗВ Зhe cВБsideЕed ЗiАe iБЗeЕval Кhich is laЕgelМ iБflИeБced ВБ Зhe develВГАeБЗ Вf ВЕgaБiНaЗiВБal ГsМchВlВgМ iБ Зhe YaЕВslavl ЕegiВБ. PЕВbablМ, Зhis АilesЗВБe has deЗeЕАiБed laЕgelМ КhaЗ iБ geБeЕal is a АВdeЕБ ВЕgaБiНaЗiВБal ГsМchВlВgМ iБ YaЕВslavl. )Б ͳͻ͹Ͳ ГsМchВlВgМ iБ YaЕВslavl geЗs a cВАГleЗelМ diffeЕeБЗ ЗhaБ eveЕ befВЕe, ВЕgaБiНaЗiВБal sЗaЗИs, a diffeЕeБЗ iБsЗiЗИЗiВБal desigБ, aБd, Вf cВИЕse, ВЗheЕ bВИБdaЕies aБd Зhe level Вf iБflИeБce. )З is cВББecЗed КiЗh Зhe fВЕАaЗiВБ Вf Зhe fiЕsЗ bЕaБch aБd ЗheБ Вf Зhe facИlЗМ Вf ГsМchВlВgМ aЗ YaЕВslavl SЗaЗe UБiveЕsiЗМ. A ГЕВАiБeБЗ ЕВle iБ iЗs cЕeaЗiВБ Кas ГlaМed bМ Зhe АИlЗifaceЗed scieБЗific aБd ВЕgaБiНaЗiВБal acЗiviЗМ Вf Зhe laЕgesЗ ЕeГЕeseБЗaЗive YaPS, БВК Зhe acadeАiciaБ VladiАiЕ ShadЕikВv, as Кell as ВЗheЕ Кell-kБВКБ RИssiaБ sВcial ГsМchВlВgisЗ VikЗВЕ NВvikВv ȋЗhe fiЕsЗ DeaБ Вf Зhe FacИlЗМ Вf ГsМchВlВgМȌ. )Б Зhis ЕegaЕd, iЗ is iАГВЕЗaБЗ ЗВ ЕeАeАbeЕ БВЗed eaЕlieЕ, Зhe ВveЕall ГaЗЗeЕБ Вf develВГАeБЗ Вf dВАesЗic iБdИsЗЕial ГsМchВlВgМ cВАГaЕed КiЗh fВЕeigБ iБdИsЗЕial-ВЕgaБiНaЗiВБal ГsМchВlВgМ. FВЕ a lВБg ЗiАe, ЕeseaЕch iБ sВcial ГsМchВlВgМ ȋissИes ЕelaЗed ЗВ laЕge aБd sАall gЕВИГs aБd ЗeaАs, ГВКeЕ aБd leadeЕshiГ, sВciВ-ГsМchВlВgical cliАaЗe Вf ВЕgaБiНaЗiВБ, eЗc.Ȍ КeЕe sИccessfИl alЗeЕБaЗives ЗВ ВЕgaБiНaЗiВБal ГsМchВlВgМ iБ Зhe WesЗ cВИБЗЕies. ͳͻ͹Ͳ–ͳͻͺͲ-s assВciaЗed КiЗh Зhe develВГАeБЗ Вf БeК sВciВ-ГsМchВlВgical ЗЕeБds iБ YaPS ЗhaЗ sИbsЗaБЗiallМ laid Зhe fВИБdaЗiВБs fВЕ aБ effecЗive ЗЕaБsiЗiВБ ЗВ АВdeЕБ sЗages Вf hisЗВЕical develВГАeБЗ Вf geБeЕal ВЕgaБiНaЗiВБal ГsМchВlВgМ iБ Зhe ciЗМ Вf YaЕВslavl. )Б ГaЕЗicИlaЕ, deГlВМed a АajВЕ ЕeseaЕch ВБ Зhe ВЕgaБiНaЗiВБ Вf ГsМchВlВgical seЕvice aЗ Зhe MiБisЗЕМ Вf Вil aБd cheАical iБdИsЗЕies, ВЕgaБiНed bМ V. V. NВvikВv.

The Current State of Industrial-Organizational Psychology in Yaroslavl)З’s safe ЗВ saМ ЗhaЗ Зhis ЗЕaБsiЗiВБ Кas caЕЕied ВИЗ iБ Зhe ГeЕiВd ͳͻͻͲ–ʹͲͲ-s aБd Кas dicЗaЗed АaiБlМ bМ chaБges iБ Зhe sВcial, ГВliЗical, ecВБВАic aБd ВЗheЕ sГheЕes. A БeК ГВliЗical sМsЗeА, Зhe begiББiБg Вf fВЕАaЗiВБ Вf АaЕkeЗ ecВБВАМ iБ Зhe cВИБЗЕМ, iБЗeБsificaЗiВБ Вf develВГАeБЗ Вf Зhe vaЕiВИs bЕaБches Вf ГЕВdИcЗiВБ aБd, iАГВЕЗaБЗlМ, Зhe high ЗechБВlВgies iБ Зhe iБdИsЗЕМ seЗ БeК gВals fВЕ БaЗiВБal aБd YaЕВslavl ГsМchВlВgisЗs. )Б АaБМ КaМs, Зhe iБЗegЕaЗiВБ aБd ЗВЗal АeЕgiБg Вf iБdИsЗЕial ГsМchВlВgМ, labВЕ ГsМchВlВgМ aБd eБgiБeeЕiБg ГsМchВlВgМ, Кhich Кas ГВГИlaЕ ИБЗil Зhe eaЕlМ ͳͻͻͲ-s iБ a siБgle, iБЗegЕaЗed iБdИsЗЕМ ȋВЕgaБiНaЗiВБal ГsМchВlВgМȌ Кas dИe ЗВ sВАe «adjИsЗАeБЗ» ЗВ ceЕЗaiБ WesЗeЕБ scieБЗific АВdels aБd ГaЗЗeЕБs ЗhaЗ have ГЕВveБ effecЗive abЕВad aБd is БВК sГЕeadiБg iЗs iБflИeБce aБd eveБ iЗs eЛГaБsiВБ iБ Зhe RИssiaБ scieБce. )Б Зhese ciЕcИАsЗaБces, iЗ is eЛЗЕeАelМ iАГВЕЗaБЗ ЗВ ГЕeseЕve Зhe chaЕacЗeЕisЗic feaЗИЕes Вf Зhe БaЗiВБal ГsМchВlВgical schВВl, БВЗ lВsiБg iЗs Вld ЗЕadiЗiВБs aБd aИgАeБЗ КhaЗ has alЕeadМ beeБ cЕeaЗed dИЕiБg Зhe secВБd half Вf Зhe ЗКeБЗieЗh ceБЗИЕМ.DИe ЗВ Зhese ЕeasВБs, Зhe geБeЕal siЗИaЗiВБ has develВГed iБ sИch a КaМ ЗhaЗ alВБg КiЗh Зhe iБЗЕВdИcЗiВБ iБ БaЗiВБal sЗИdies Вf acadeАic aБd ГЕacЗical develВГАeБЗs Вf fВЕeigБ aИЗhВЕs, ЕeДИiЕed Зhe esЗablishАeБЗ Вf ВКБ БaЗiВБal ЗheВЕeЗical cВБceГЗs aБd ЕeseaЕch aЕeas. This Зask is laЕgelМ cВАГlicaЗed bМ Зhe facЗ ЗhaЗ Зhe ГsМchВlВgical eБviЕВБАeБЗ aБd cВБdiЗiВБs Вf iАГleАeБЗaЗiВБ Вf 
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ГЕВfessiВБal acЗiviЗМ iБ dВАesЗic cВАГaБies iБ aБ ВbviВИs КaМ diffeЕeБЗ fЕВА Зhe saАe iБ fВЕeigБ ВЕgaБiНaЗiВБs dИe ЗВ Зhe БaЗИЕe Вf Зhe ВЕgaБiНaЗiВБal sЗЕИcЗИЕe, cИlЗИЕe, leadeЕshiГ sЗМles, АeБЗaliЗМ aБd АВЕe.)Б Зhe ciЕcИАsЗaБces, ЕeГЕeseБЗaЗives Вf APS Кas sИccessfИllМ sВlved АВsЗ Вf Зhese ГЕВbleАs, aБd ВЕgaБiНaЗiВБal ГsМchВlВgМ iБ YaЕВslavl cВБfideБЗlМ ЗВВk Зhe leadiБg ГВsiЗiВБ aАВБg ВЗheЕ ГsМchВlВgical disciГliБes. )Бdeed, ВveЕ Зhe ГasЗ ЗКВ deceББaЕies YaЕВslavl ГsМchВlВgisЗs have develВГed a БИАbeЕ Вf ВЕigiБal cВБceГЗs aБd БeК АeЗhВdВlВgical aГГЕВaches. OБe Вf Зhe АВsЗ БВЗable aАВБg ЗheА Кas develВГed bМ AБaЗВlМ KaЕГВv ЗЕaБsfВЕАaЗiВБal cВБceГЗ Вf АaБageАeБЗ ȋKaЕГВv, ʹͲͲͲȌ. )Зs basic АeaБiБg lies iБ Зhe evideБce Вf Зhe АИlЗiГle aБd veЕМ deeГ, alЗhВИgh ДИiЗe iАГliciЗ ЗЕaБsfВЕАaЗiВБs Вf АaБМ basic ГaЗЗeЕБs Вf Зhe sВ-called «ЕefeЕeБce» ȋБВЕАaЗiveȌ АaБageАeБЗ Вf esЗablished aБd iБЗeЕГЕeЗed iБ fВЕeigБ ВЕgaБiНaЗiВБal aБd ГsМchВlВgical ЕeseaЕch. )З agaiБ aБd eveБ АВЕe ИЕgeБЗlМ Еaises Зhe ДИesЗiВБ Вf Зhe cВЕЕecЗБess aБd legaliЗМ Вf ЗheiЕ ЗЕaБsfeЕ ЗВ Зhe cВБdiЗiВБs Вf Зhe RИssiaБ ecВБВАМ, Зhe БaЗiВБal ВЕgaБiНaЗiВБs. )З is alsВ shВКБ ЗhaЗ ЗheЕe is a veЕМ laЕge БИАbeЕ Вf facЗВЕs caИsiБg Зhis kiБd Вf ЗЕaБsfВЕАaЗiВБ ȋbВЗh iБЗeЕБal aБd iБ Зhe eЛЗeЕБal eБviЕВБАeБЗ Вf ВЕgaБiНaЗiВБsȌ. ThИs, accВЕdiБg ЗВ Зhe aИЗhВЕ, iБ ЕelaЗiВБ ЗВ ГЕacЗical ЕeseaЕch aБd develВГАeБЗ iБ Зhe field Вf ВЕgaБiНaЗiВБal ГsМchВlВgМ iБ RИssia as a sГecific aБd БecessaЕМ АeЗhВdВlВgМ caБ aБd shВИld be ЗЕaБsfВЕАaЗiВБal cВБceГЗ Вf АaБageАeБЗ ȋKaЕГВv, ʹͲͲͲȌ.)З is alsВ iАГВЕЗaБЗ ЗВ БВЗe ЗhaЗ iБ addiЗiВБ ЗВ ГЕВbleАs Вf a ГИЕelМ scieБЗific ГlaБ Вf Зhe YaЕВslavl scieБЗisЗs alsВ sИccessfИllМ ЕesВlved Зhe issИes ГeЕЗaiБiБg ЗВ edИcaЗiВБal acЗiviЗМ aБd adАiБisЗЕaЗive КВЕk diЕecЗlМ ЕelaЗed ЗВ ВЕgaБiНaЗiВБal ГsМchВlВgМ. )Б ʹͲͳʹ, a gЕВИГ Вf aИЗhВЕs ȋeАГlВМees Вf Зhe facИlЗМ Вf ГsМchВlВgМ Вf YaЕВslavl sЗaЗe UБiveЕsiЗМȌ ГИblished ВБe Вf Зhe АВsЗ cВАГleЗe aБd АВdeЕБ acadeАic ЗeЛЗbВВk fВЕ bachelВЕs «OЕgaБiНaЗiВБal ГsМchВlВgМ» ȋKaЕГВv, ʹ ͲͳʹȌ. The ВbviВИs advaБЗage Вf Зhis bВВk is Зhe descЕiГЗiВБ Вf БВЗ ВБlМ Зhe eЛisЗiБg fВИБdaЗiВБs Вf ВЕgaБiНaЗiВБal ГsМchВlВgМ, bИЗ alsВ Зhe cВБsideЕaЗiВБ Вf issИes ЕelaЗiБg ЗВ ВЗheЕ aЕeas iБ Зhe sЗЕИcЗИЕe Вf ВЕgaБiНaЗiВБal ГsМchВlВgМ, bИЗ iБ ЕeceБЗ МeaЕs sigБificaБЗlМ seГaЕaЗed fЕВА iЗ, ȋВЕgaБiНaЗiВБal cВБsИlЗiБg, ВЕgaБiНaЗiВБal behaviВЕ, ВЕgaБiНaЗiВБal develВГАeБЗȌ.Of cВИЕse, Зhese КВЕks ЕaБge Вf iБЗeЕesЗs Вf YaЕВslavl ВЕgaБiНaЗiВБal ГsМchВlВgisЗs, is БВЗ liАiЗed, aБd Зhe ЗВЗal БИАbeЕ Вf ГИblicaЗiВБs is iБcЕeasiБg eveЕМ МeaЕ. This laЕgelМ cВБЗЕibИЗes ЗВ Зhe facЗ ЗhaЗ fВЕ ВveЕ ЗhiЕЗМ is sИccessfИllМ ЕИББiБg a sГecial sЗЕИcЗИЕal sИbdivisiВБ iБ YSU — Зhe DeГaЕЗАeБЗ Вf labВЕ ГsМchВlВgМ aБd ВЕgaБiНaЗiВБal ГsМchВlВgМ. This facЗ cВБviБciБglМ ЗesЗifies ЗВ Зhe cВБsВlidaЗiВБ Вf Зhe Вfficial sЗaЗИs Вf ВЕgaБiНaЗiВБal ГsМchВlВgМ iБ Зhe YaЕВslavl ЕegiВБ, iБ ГaЕЗicИlaЕ, aБd alsВ as a ǲclassicalǳ scieБce. This is Зhe keМ ЗВ iЗs fИЕЗheЕ develВГАeБЗ as a АajВЕ facЗВЕ iБ leaЕБiБg Вf fИЗИЕe scieБЗific ГeЕsВББel КiЗh sГecial aБd advaБced UБiveЕsiЗМ edИcaЗiВБ.
ConclusionThe cИЕЕeБЗ sЗage Вf develВГАeБЗ Вf Зhe YaЕВslavl PsМchВlВgical SchВВl iБ GeБeЕal aБd YaЕВslavl ВЕgaБiНaЗiВБal ГsМchВlВgМ as ВБe Вf iЗs esseБЗial cВАГВБeБЗs, aБd ГВssiblМ eАbВdМ iЗ laЕgelМ as sИch, is deЗeЕАiБed bМ ЗКВ АaiБ feaЗИЕes aБd ЗЕeБds. The fiЕsЗ feaЗИЕe is Зhe diveЕsificaЗiВБ Вf scieБЗific ЕeseaЕch, eЛГaБdiБg Зhe ЕaБge Вf ЗheiЕ ГeЕsГecЗive, ВЕieБЗaЗiВБ, sЗМle, aБd АeЗhВds. SГeakiБg Вf YaPS iБ geБeЕal, iЗ is БecessaЕМ ЗВ iБdicaЗe ЗhaЗ iЗ is Зhe КВЕk Вf ЕeseaЕcheЕs iБ vaЕiВИs fields Вf ГsМchВlВgical kБВКledge ȋgeБeЕal ГsМchВlВgМ, ГedagВgical ГsМchВlВgМ, develВГАeБЗal ГsМchВlВgМ, ГsМchВlВgМ Вf ГeЕsВБaliЗМ, eЗc.Ȍ. As fВЕ Зhe diveЕsificaЗiВБ iБ ЕelaЗiВБ ЗВ Зhe YaЕВslavl ВЕgaБiНaЗiВБal ГsМchВlВgМ, iЗ shВИld be БВЗed ЗhaЗ Зhis saАe ЗЕaiЗ is evideБЗ iБ Зhe sИbsЗaБЗial eЛГaБsiВБ Вf Зhe aЕea Вf ЕeseaЕch, ЕaБgiБg fЕВА ЗheВЕeЗical aБd АeЗhВdВlВgical issИes ЗВ ВЕgaБiНaЗiВБal cВБsИlЗiБg, ВЕgaБiНaЗiВБal cВБflicЗs aБd ВЗheЕ ГЕacЗical asГecЗs. The secВБd feaЗИЕe is Зhe ЗheВЕiНaЗiВБ aБd fИБdaАeБЗaliНaЗiВБ Вf Зhe КhВle schВВl ȋKaЕГВv, SИbbВЗiБa, ʹͲͳͳȌ aБd ВЕgaБiНaЗiВБal ГsМchВlВgМ iБ ГaЕЗicИlaЕ. 
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MaiБЗaiБiБg aБd deeГeБiБg ЗheiЕ iБiЗial ГЕacЗical fВcИs, YaPS aБd, sГecificallМ, Зhe YaЕВslavl iБdИsЗЕial aБd ВЕgaБiНaЗiВБal ГsМchВlВgМ, has lВБg beeБ ВБe Вf Зhe leadiБg iБ RИssia iБ ЗeЕАs Вf a ЗheВЕeЗical level Вf iЗs ЕeseaЕch. )Б Зhis ЕegaЕd, iЗ is alsВ iАГВЕЗaБЗ ЗВ БВЗe aБВЗheЕ iБЗeЕesЗiБg chaЕacЗeЕisЗic Вf Зhe ЕeseaЕch caЕЕied ВИЗ ИБdeЕ YaPS. )З is ЗЕadiЗiВБallМ a Кide ЕaБge Вf gЕВИГs, АeЗhВds aБd, ГЕiАaЕilМ, cВАГleЛ АaЗheАaЗical aБd sЗaЗisЗical ГЕВcedИЕes ИБdeЕlМiБg Зhe sГecific ЗВ YaPS АeЗhВd Вf sЗЕИcЗИЕal-ГsМchВlВgical aБalМsis Вf acЗiviЗМ. )Зs iАГleАeБЗaЗiВБ ВГeБs ИГ gЕeaЗ ВГГВЕЗИБiЗies Вf ВbЗaiБiБg accИЕaЗe aБd adeДИaЗe ВЕgaБiНaЗiВБal-ГsМchВlВgical ЕeseaЕch ЕesИlЗs.CИЕЕeБЗlМ, ВЕgaБiНaЗiВБal ГsМchВlВgМ iБ YaЕВslavl, haviБg Гassed all sЗages Вf fВЕАaЗiВБ aБd develВГАeБЗ, have acДИiЕed ЗheiЕ sГecific aБd laЕgelМ ВЕigiБal feaЗИЕes aБd chaЕacЗeЕisЗics; iЗ Иses a faАe aБd ГЕesЗige iБ RИssia aБd abЕВad. PeЕhaГs Зhe develВГАeБЗ Вf YaPS iБ geБeЕal aБd ВЕgaБiНaЗiВБal ГsМchВlВgМ, iБ ГaЕЗicИlaЕ ȋas a ГsМchВlВgical field, Зhe АВsЗ ЕelevaБЗ ЗВdaМ ВБ a glВbal scaleȌ Кill lead iБ Зhe БeaЕ fИЗИЕe ЗВ Зhe БeЛЗ, БeК Гhase Вf iЗs develВГАeБЗ. )Зs effecЗiveБess, as Кell as deЗeЕАiБiБg Вf БeК diЕecЗiВБs aБd БeК scieБЗific challeБges Кill Бeed ЗВ be caЕЕied ВИЗ ВБ Зhe basis Вf Зhe ГЕiБciГle Вf hisЗВЕical cВБЗiБИiЗМ, iАГlМiБg a ЕeliaБce ВБ Зhe ЕesИlЗs aБd achieveАeБЗs Вf ГЕeviВИs geБeЕaЗiВБs Вf YaЕВslavl ГsМchВlВgisЗs.
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Abstract. We ГЕeseБЗ ЗhЕee sЗИdies aiАed ЗВ develВГ a БeК veЕsiВБ Вf WВЕk MВЗivaЗiВБ QИesЗiВББaiЕe ȋWMQȌ КiЗh ʹ Ͳ iЗeАs ВГeЕaЗiВБaliНiБg Зhe ЕelaЗive aИЗВБВАМ cВБЗiБИИА descЕibed iБ Self-DeЗeЕАiБaЗiВБ TheВЕМ bМ E. Deci aБd R. RМaБ. UsiБg cВБfiЕАaЗВЕМ facЗВЕ aБalМsis ȋCFAȌ iБ ЗКВ laЕge saАГles ȋN = ͵,͸ͳͶ aБd N = ͳͲ,ͻͳ͵Ȍ Вf RИssiaБ ГЕВdИcЗiВБ eБЗeЕГЕises Кe cВБfiЕАed Зhe validiЗМ Вf a sЗЕИcЗИЕe КiЗh ͸ scales АeasИЕiБg iБЗЕiБsic АВЗivaЗiВБ, iБЗegЕaЗed, ideБЗified, iБЗЕВjecЗed, aБd eЛЗeЕБal fВЕАs Вf eЛЗЕiБsic АВЗivaЗiВБ, as Кell as aАВЗivaЗiВБ. The iБЗeЕБal cВБsisЗeБcМ Вf Зhe scales ЕaБged fЕВА .͸ʹ ЗВ .ͻͳ. The secВБd-ВЕdeЕ facЗВЕ sЗЕИcЗИЕe sИГГВЕЗs Зhe iБdices Вf aИЗВБВАВИs aБd cВБЗЕВlled АВЗivaЗiВБ ȋalpha .ͻͳ aБd .ͺͲ, ЕesГecЗivelМȌ, as Кell as ЕelaЗive aИЗВБВАМ iБdeЛ ȋalpha .ͺͶȌ based ВБ bifacЗВЕ ЕВЗaЗiВБ. UsiБg АИlЗigЕВИГ CFA Кe fВИБd scalaЕ iБvaЕiaБce Вf Зhe iБsЗЕИАeБЗ КiЗh ЕesГecЗ ЗВ eАГlВМee ГВsiЗiВБ aБd ЗesЗ adАiБisЗЕaЗiВБ fВЕАaЗ ȋГaГeЕ-based vs. cВАГИЗeЕiНedȌ. PЕedicЗable assВciaЗiВБs Вf aИЗВБВАВИs aБd cВБЗЕВlled АВЗivaЗiВБ КiЗh КВЕk eБgageАeБЗ, bВЕedВА, eАВЗiВБal eЛhaИsЗiВБ, aБd self-ЕeГВЕЗed ГeЕfВЕАaБce iБdicaЗe Зhe validiЗМ Вf Зhe БeК АeasИЕe. RelaЗive aИЗВБВАМ Кas assВciaЗed КiЗh КВЕk iБЗeБsiЗМ aБd difficИlЗМ, jВb aИЗВБВАМ, sИГГВЕЗ fЕВА cВlleagИes aБd sИГeЕvisВЕ, availabiliЗМ Вf feedback, as Кell as ГВsiЗive sВciВ-АВЕal cliАaЗe ȋjИsЗice, ЕesГecЗ, ВГeБ discИssiВБ, cВllecЗive decisiВБ-АakiБgȌ. EАГlВМee ГВsiЗiВБ aБd edИcaЗiВБ КeЕe Зhe sЗЕВБgesЗ deАВgЕaГhic ГЕedicЗВЕs Вf aИЗВБВАВИs АВЗivaЗiВБ. )Б a seГaЕaЗe saАГle ȋN = ͸ͻȌ Кe fВИБd ГВsiЗive assВciaЗiВБs Вf aИЗВБВАВИs АВЗivaЗiВБ aБd БegaЗive assВciaЗiВБs Вf cВБЗЕВlled АВЗivaЗiВБ КiЗh eЛГeЕЗ ЕaЗiБgs Вf cВАГeЗeБcies based ВБ cВАГeЗeБce iБЗeЕvieКs. The fiБdiБgs iБdicaЗe ЗhaЗ Зhe WMQ is a Еeliable aБd valid iБsЗЕИАeБЗ fВЕ ВЕgaБiНaЗiВБal ЕeseaЕch based ВБ Self-DeЗeЕАiБaЗiВБ TheВЕМ.
Keywords: КВЕk АВЗivaЗiВБ, iБЗЕiБsic АВЗivaЗiВБ, eЛЗЕiБsic АВЗivaЗiВБ, aИЗВБВАМ cВБЗiБИИА, ЕelaЗive aИЗВБВАМ iБdeЛ, siАГleЛ.
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)Ж Зhe ǲʛiddle gЕВИГǳ baЖic cВБceГЗ Вf ВЕgaБiНaЗiВБal ГЖМchВlВgМ? A ЖИbЖЗaБЗive aБd АeЗhВdВlВgical aБalМЖiЖ
Anatoliy V. KARPOV 
Yaroslavl State University, Yaroslavl, Russia

Abstract. The aЕЗicle ГЕeЖeБЗЖ Зhe ЕeЖИlЗЖ Вf ЗheВЕeЗical aБd АeЗhВdВlВgical aБalМЖiЖ Вf ВБe Вf Зhe АВЖЗ iАГВЕЗaБЗ bИЗ ЖiАИlЗaБeВИЖlМ Зhe leaЖЗ eЛГlВЕed cВБceГЗЖ Вf ЖВcial aБd ВЕgaБiНaЗiВБal ГЖМchВlВgМ — Зhe cВБceГЗ Вf Зhe Аiddle gЕВИГ. A БeК aГГЕВach ЗВ Зhe iБЗeЕГЕeЗaЗiВБ Вf ЗhiЖ cВБceГЗ aБd iЗЖ ЕВle iБ Зhe cВБceГЗИal ЖМЖЗeА Вf ВЕgaБiНaЗiВБal ГЖМchВlВgМ have beeБ ГЕeЖeБЗed. TheЕe КeЕe ЖИggeЖЗed deciЖiВБЖ Вf ЖВАe keМ ГЕВbleАЖ Вf ГЖМchВlВgМ Вf gЕВИГЖ: Зhe ГheБВАeБВlВgМ Вf Зhe Аiddle gЕВИГЖ, ЗheiЕ ЖЗЕИcЗИЕal ВЕgaБiНaЗiВБ, cЕiЗeЕia fВЕ ЗheiЕ diffeЕeБЗiaЗiВБ fЕВА Зhe ЖАall aБd laЕge gЕВИГЖ, gЕВИГ dМБaАicЖ. TheЕe КaЖ ЖИbЖЗaБЗiaЗed ЗhaЗ Зhe cВБceГЗ Вf Зhe Аiddle gЕВИГ caБ aБd ЖhВИld be ЕegaЕded aЖ Зhe leadiБg cВБceГЗ fВЕ ЖМБЗheЖiЖ Вf ЖВcial aБd ВЕgaБiНaЗiВБal ГЖМchВlВgМ. The ЖГecific ЕВle Вf ЗhiЖ cВБceГЗ iБ Зhe ВЕgaБiНaЗiВБal ГЖМchВlВgМ ЗheВЕМ КeЕe diЖcИЖЖed iБ Зhe aЕЗicle. The ЗheЖeЖ abВИЗ Зhe fИБdaАeБЗal heЗeЕВgeБea Вf АediИА-ЖiНed gЕВИГЖ aБd ЗheiЕ hieЕaЕchical ВЕgaБiНaЗiВБ КeЕe fВЕАИlaЗed aБd develВГed.
Key Кords: ЖВcial gЕВИГ, Аiddle gЕВИГ, ВЕgaБiНaЗiВБal ГЖМchВlВgМ, ЖВcial ГЖМchВlВgМ, ВЕgaБiНaЗiВБ, gЕВИГ ЖЗЕИcЗИЕe, Зhe ГЕiБciГle Вf hieЕaЕchМ, fИБcЗiВБiБg Вf gЕВИГЖ, gЕВИГ ГheБВАeБВlВgМ, ВЕgaБiНaЗiВБal cИlЗИЕe.
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Abstract. Purpose. A descriptive cross-sectional study was carried to check effect of determinants of 
employee engagement on the employee attitudinal level of attrition in different private sector banks in 
Guntur Urban area. Four determinants, supervisory support, training and development, reward and work 
environment for employee engagement and three determinants job security, promotion and compensation 
benefits for attrition were considered. Methodology. A structured questionnaire was developed for the 
survey. A stratified random sampling based on the age group was adopted and 320 employees between 
23 and 56 years participated in the survey. A total of 283 fully filled in questionnaires received from 
218 male and 65 female respondents with 88.4% response rate. Correlation and regression tests were 
applied for analysis. Findings. The treatment on the data collected shows a significant negative relation 
between employee intention to quit and the determinants of employee engagement (–.069 to –.670). 
The R2 value from the regression analysis depicts that only 18.4% of variability can be explained by the 
determinants of employee engagement such as work environment, supervisory support, training and 
development and reward on employee intention to quit from the organization. Values of the results. The 
study provides thought provoking managerial idea to reduce attrition levels by improvising employee 
engagement in the organizations. This paper also throws light for the researchers to carry out the study 
with other socio and psychological attributes influencing employee intention to quit.

Keywords: attrition, banking Industry, employee engagement, intention to quit, reward, supervisory 
support.

Introduction

Employee engagement has become a widely used and popular term with most of what has been 

written about employee engagement can be found on the basis of practice rather than theory and 

empirical research (Robinson, Perryman, Hayday, 2004). Several authors have worked on the topic of 

employee engagement within their academic community. Of all the researchers, W. A. Kahn becomes 

the first to coin the term engagement as he described how people can “use varying degrees of their 

selves, physically, cognitively, and emotionally in work role performances” (Kahn, 1990). While the 

other academic researchers have conceptualized employee engagement with different approaches of 
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well-being, burnout, and job involvement (Park, Gursoy, 2012). A recent study on ensuring well-being 

of the employees across the organization treated as a greatest challenge (Zigarmi et al., 2009). To 

ensure this, the organizations should be agile and ready for transforming the organization structure 

thus, providing a way for the highly engaged and satisfied employee.

A minimal research has been carried out on the constructs of employee engagement projecting 

the determinants like, training and development (T&D), reward (R), supervisory support (SS), work 

environment (WE) with employee intention to quit from the organization (EIQ).

Contextual Dimensions

Industry selected for the purpose is banking sector. India’s Rs. 128 trillion (US$ 1.97 trillion) 

banking industry is well at par with global standards and norms. Prudent practises and conventional 

framework adopted by the regulator, Reserve Bank of India (RBI), have insulated Indian banks from 

the global financial crisis. The country has 87 scheduled commercial banks with deposits worth Rs. 

100.63 trillion (US$ 1.54 trillion) as on 29 December, 2016. Of this, 26 are public sector banks, which 

control over 70 per cent of India’s banking sector, 20 are private banks and 41 are foreign banks. Of 

the total, 41 banks are listed with a total market capitalisation of US$ 181.2 billion as per the recent 

statistics (Report from IBEF.org, 2017).

For the purpose of this study, six private sector banks were selected for the survey. As the data 

to be kept confidential as it relates to sensitive factors like reward and employee satisfaction the 

categorization of the banks on the said factors was not disclosed.

Purpose of the Study

W. A. Khan (1990) stated that, to promote healthy work environment, it is the responsibility 

of the top management to ensure the employees are highly engaged so as to maintain the stability 

in achieving high productivity. Research has shown that work engagement affects work related 

outcomes such as job satisfaction (Harter, Schmidt, Hayes, 2002). Previous research has shown that 

work engagement affects work- related attitudinal and behavioral outcomes, such as job satisfaction, 

intention to leave and job performance (Park, Gursoy, 2012). As employees become more engaged, 

they find their work more meaningful, self-fulfilling and inspirational and in turn, become more 

dedicated and concentrated in their jobs leading to superior job performance.

Thus, enhancing the growth of job related attitudes and effectiveness of the employees in the 

organizations. Subsequently, the concept of employee engagement and its implications towards 

intention to quit appreciated and widely accepted in the present corporate world. The study is aimed 

to evaluate the relationship of determinants of employee engagement (T&D, R, SS, and WE), and 

employee intention to quit from the organization (EIQ).

Literature Review

Literature review includes definition of factors, earlier works, theories, and relationship 

of employee engagement (EE) with its determinants will be discussed in preceding paragraphs 

considering each variable one by one.

Employee Engagement (EE)

R. Wellins and J. Concelman (2005) defined as “Employee engagement is the illusive force 

that motivates employees to higher level of performance. This coveted energy is an amalgam of 

commitment, loyalty, productivity and ownership”. D. Robinson and others define “engagement as a 

positive attitude held by the employee towards the organization and values. An engaged employee is 

aware of the business context, works with colleagues to improve performance within the job for the 
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benefit of the organization” (Robinson et al., 2004). It has variously been conceived as a psychological 

or affective state (e.g. commitment, involvement, attachment etc.), a performance construct (e.g. role 

performance, effort, observable behaviour, organisational citizenship behaviour etc.) or an attitude 

(Macey, Schneider, 2008).

Engagement is all about having a psychological commitment towards the assigned task, which 

is clearly reflected in his/her dedication towards the work. Employee engagement is the level of 

commitment and involvement an employee has towards the organization and its values. An engaged 

employee is aware of the business context, and works with colleagues to improve performance within 

the job for the benefit of the organization. Finally, engagement may be thought of as an antecedent to 

job involvement, in that individuals who experience deep engagement in their roles come to identify 

with their jobs. Engagement is a state where an individual is, not only intellectually committed, but 

also has a great emotional attachment with his/her job that goes above and beyond the call of duty, 

so as to further the interest of the company. Engaged employees care about and are loyal to the 

future of the organization. They are willing to put in extra efforts to ensure that the organization is 

led to growth and development.

Employee intention to quit (EIQ)

T. J. Kalliath and R. Beck (2001) opined that the individual who may be thinking about quitting 

a job, and for the manager who is faced with lack of employee continuity, impacts organizational 

productivity. While actual quitting behaviour is the primary focus of interest to employers and 

researchers, intention to quit is argued to be a strong surrogate indicator for such behaviour.

T. Oberlechner and A. Nimgade have confirmed that the level of employee mental stress increases 

with the reduced job security leading to occupational stress. This negative feeling on the jobs and 

organization result in employee withdrawal either from the job or organization or sometimes both 

(Oberlechner, Nimgade, 2005).

M. E. Echols (2007) confirmed that the likelihood of getting good promotion and incremental in 

salary, exert a strong retention activity and reduce intention to quit among employees which was also 

confirmed as a motivator from Hertzberg’s two factor theory of motivation. B. C. Holtom et al. (2008) 

opined that the sense of belongingness to the job and organization with a long term association can 

be achieved with promotion opportunity in the organization.

A well-structured compensation and benefits plan lead to commitment to the job and 

organization, J. L. Cotton and J. M. Tuttle (1986) have identified compensation benefits as one of the 

dampening forces for the employees with the intentions to withdraw themselves either from the 

job or organization. Attractive pay showing inverse relationship reduces employee intention to quit 

from the organization.

Job engagement and lack of job satisfaction are among the factors that contribute to people’s 

intention to quit their jobs (Moore, 2001). However, it is important both from the manager’s and the 

individual’s perspective to understand the factors that mediate the relationship between employee 

engagement and intention to quit.

Training and Development (T&D)

The word training is used to explain the effort by an organization to promote learning among 

the employees (Snell, Bohlander, Vohra, 2010). Experts by and large agree that training is more 

related to immediate and short term performance needs; and development is more inclined 

towards improving an individual’s skills for future assignments, (Snell et al., 2010). Researchers also 

explained that the phrase, “training and development” is to recognize the combination of activities, 

organizations put in place to enhance the skills of their employees which in turn creates more affinity 

towards the job and the organization. Due to technical advancements and realization about the 
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multidimensional advantages of training and development, employers in many developed countries 

are offering implicit deals to their employees. With these implicit deals, an organization may have to 

let the employee go due to extreme business constraints, but will help the individuals to develop the 

marketable skills necessary to find the alternate job (Farell, Rusbult, 1981; Mathis, Jackson, 2002). 

Training and development methods contribute to increased motivation, job satisfaction and morale 

among employees. This improves the employee attitude to continue with the organization for long 

tenures. Methods, if effectively implemented imply that organizations are more employee-centric in 

order to improve the skills as well as increase their satisfaction in the ongoing jobs, resulting into a 

win-win situation. Hence a negative relationship between T&D and employee intention to quit the 

organization is being considered in this study.

Reward (R)

Reward is defined as intrinsic or extrinsic compensation on completion of a project or meeting 

performance objectives. Intrinsic reward often includes praise, while extrinsic reward is tangible and 

can be in the shape of direct or indirect compensation. Former includes base pay and variable pay; and 

later can comprise of life insurance, medical insurance, and retirement pension. For quite some time, 

employee’s thinking of reward and its equity was considered as one of the key factors influencing 

degree of job involvement. Thus, the involvement of the employee reduces the intention to leave the 

organization. This supports the work by lot many researchers who established a decent relationship 

between reward and employee intention to quit from the organization (Judge, Welbourne, 1994; 

Lawler, 1971). In line with these studies of the renowned scholars, reward is hypothesized to have 

negative and inverse relationship with employee intention to quit the organization.

Supervisory Support (SS)

B. J. Jawarski and A. K. Kohli (1991), the nature of supervisory support influences the perception 

of employee about the work place and engagement at work place. With the increased monitoring 

tools and supervisor’s influence on the reward, employee is more concerned about the relationship 

with the supervisor. Different aspects like fair treatment by the supervisor, feedback on performance 

and trust in the manager/supervisor have positive correlation of organizational loyalty and employee 

engagement. As the influence of supervisory support on employee engagement implies positive 

employee behaviour towards performance, and loyalty defies the employee intention to quit from 

the organization. On the basis of these studies, it has been hypothesized that, SS has negative impact 

on employee intention to quit from the organization.

Work Environment (WE)

A. S. Taiwo (2010) asserted that the ability of employees of an organization to share knowledge 

throughout the system depends on the conditions of their work environment. However, the survey 

revealed that many organizations do not fully leverage their physical work environment to enable 

increase collaboration, innovation and improve work effectiveness. Intention to quit also depends 

on the working environment, as the research states that employee quits the organization. It is 

also observed that employees tend to be more productive in a well-facilitated work environment. 

The quality of comfort derivable from work environment determines the level of satisfaction and 

productivity of workers. Whereas, workers productivity cannot be optimal, if the conditions of 

work environment are not favourable. Hence, improved work environment will enhance employee 

productivity and involvement towards the job entitled.

Objectives of the study

To understand the importance of determinants of employee engagement on attrition levels. 

To deduce empirical relation between the determinants of employee engagement and employee 

intention to quit from the organization.
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Hypotheses

H1: Training and Development (T&D) reduces the employee intention to quit from the organization (EIQ).

H2: Reward (R) reduces the employee intention to quit from the organization (EIQ).

H3: Supervisory Support (SS) reduces the employee intention to quit from the organization (EIQ).

H4: Work Environment (WE) reduces the employee intention to quit from the organization (EIQ).

Research Methodology

Sample

A sample size of 283 from six different banks was taken for the study.

Sampling Technique 

Convenience sampling technique has been used as only six banks have been surveyed for 

limitation of time and resources. A detailed description of participants from each bank and response 

rates were discussed in results and analysis section.

Instrument Development

The variables framed as Training & Development (TD), Reward(R), Work Environment (WE) and 

Supervisor Support (SS) on Employee Engagement (EE) have been tested by 32-items questionnaire 

including 5 demographic items and 12 items on employee Intention to Quit (EIQ) the company. Items 

relating to these variables have been adapted after changes to suit the requirements of study in hand 

and the local environments. 

The survey questionnaire has three parts. First part is on demographics with questions 

about gender, age, education, marital and position. Second part of the questionnaire focus on four 

independent variables comprising of 15 items on a Likert Scale of one to five, with strongly disagree 

as one, and strongly agree rated as five. Whereas the third part of questionnaire consists of questions 

on a R. Likert’s Scale of one to five, with strongly disagree as one and strongly agree as five for 

Employee intention to quit. 

Methods

The determinants of employee engagement were measured by adopting four items from S. Y. Lee ȋʹͲͲ͸Ȍ Вn WВrk EnvirВnmenЗ. SЗaЗemenЗs sИch as “My wВrkГlace is ВГen enВИgh ЗВ see 
my colleagues working” and “In general, my workspace is flexible” Employees were asked to choose 

a number on a five-point scale ranging from “1 — strongly disagree” to “5 — strongly agree” for 

each statement. Five items on Supervisory Support from S. Fukui et al., (2014), such as “Feel more 

positively about your job?” (.780); “Feel as if you’re part of the team?” (.745); “Feel that your work 

was acknowledged?” (.737); Items were anchored using a 1–5 scale (‘‘1 = Less than 10 % of the 

time’’ to ‘‘5 = 91 % and more of the time’’) with 5 signifying a higher percentage of time the worker Гerceived receiving sИГГВrЗ in sИГervisiВn. Three iЗems Вn Training and DevelВГmenЗ frВm R. A. NВe 
(2010) such as “I can see why the organization is interested in providing the training”; “I know 

enough about the training to support me when I return to work” on a five-point scale ranging from 

“1 — strongly disagree” to “5 — strongly agree” for each statement. Three items from M. Armstrong 

(2012) on reward, statements such as “I am not paid fairly in comparison with other people doing 

similar work in the organization”; “I feel that my pay does not reflect my performance”; “The job 

evaluation scheme works fairly” on a five-point scale ranging from “1 — strongly agree” to “5 — 

strongly disagree” for each statement.

A total of 12 items were adopted with three items from L. Firth and others (2004), such as “How 

often do you think about leaving the job?”; on a five point R. Likert’s scale “1 — Rarely” to “5 — Very 
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often” “How likely are you to look for a new job within the next year?” on a five point R. Likert’s scale 

“1 — Very Unlikely” to “5 — Very Likely” with Cronbach’s alpha at 0.75. Two items from R. T. Mowday, 

C. S. Koberg, W. A. McArthur (1984), such as “All things considered, I would like to find a comparable 

job in a different organization” (.70); “I will probably look for a new job in the near future (.58)” were 

measured on five-point scales ranging from «1 — Strongly Disagree» to «5 — Strongly Agree». Three 

items from J. Greenberg and R. A. Baron (2008), such as “I am able to express my views about my 

job” and “I received the evaluation that I deserved” were measured on five-point scales ranging from 

«1 — Strongly Disagree» to «5 — Strongly Agree». Four items from N. Magner, G. G. Johnson, J. Elfrink 

(1994). Examples of the items on the scale are “For me this is the best of all possible institutions for 

which to work”; “I am proud to tell others that I am part of this institution,” and “This institution 

really inspires the very best in me in the way of performance” with Cronbach’s alpha 0.91. were 

measured on five-point scales ranging from «1 — Strongly Disagree» to «5 — Strongly Agree», and 

the items were summed for measuring employee intention to quit from the organization. 

Data Collection Procedure 

Data was collected through the above mentioned 32-item survey questionnaire, which was 

explained to the nominated representatives of the companies and got the questionnaires filled. 

Confidentiality of the companies and respondents is being maintained.

Data Analysis Technique 

For the analysis of data, software of SPSS (version 21) has been used. Correlation and regression 

tests were applied for evaluation of data.

Reliability of Scale

Reliability Testing

A survey of 283 respondents from six commercial banks was conducted for confirming the 

reliability of scale.

Table 1. Reliability Statistics

Scale Cronbach’s Alpha N of Items

Work Environment .667 4

Supervisory Support .838 5

Training and Development .859 3

Reward .746 3

Intention to Quit .773 12

The minimum value of Cronbach’s alpha came out to be 0.667 for work environment (WE) and 

all other variables stand over and above 0.7, against minimum acceptable limit of 0.6. Hence the 

scale was found reliable and fit for use.

Results, Analysis and Discussion

A total of 320 questionnaires were floated in six banks and 283 fully filled-in responses were 

received, with response rate of 88% mentioned in Table 2.

For analysing demographic variables, descriptive statistics, correlation and regression 

techniques were applied to find out the required results for analysis.

Demographic Analysis

As give in Table 3, male are 77% and female only 23% of the total respondents.
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Table 2. Response Rate

Bank No. of Participants No. of Responses Response Rate

Axis Bank Ltd 60 53 88%

HDFC Bank Ltd 60 55 92%

ICICI Bank Ltd 50 44 88%

Yes Bank Ltd 50 41 82%

Kotak Mahindra 50 43 86%

Karur Vysya Bank Ltd 50 47 94%

Total 320 283 88%

Table 3. Demographics

Age Marital Status

  Frequency Percent Single 93 32.9

< 25 yrs 55 19.4 Married 190 67.1

26–30 yrs 67 23.7 Total 283 100.0

31–35 yrs 52 18.4 Gender

36–40 yrs 15 5.3   Frequency Percent

41–45 yrs 43 15.2 Male 218 77

> 46 yrs 51 18.3 Female 65 23

Total 283 100.0 Total 283 100.0

Tenure Education

< 5 yrs 127 45.0 Graduation 113 39.9

6–10 yrs 47 16.7 Post-Graduation 137 48.4

11–15 yrs 9 3.3 Professional 33 11.7

16–20 yrs 14 5.0 Total 283 100.0

21–25 yrs 28 10.0

>26 yrs 57 20.0

Total 283 100.0

Employees in age group 25–35 are in majority with 61.5% and those over 45 years are just 

18.3%. In level of education, post graduates are leading with 48.4%, graduates with 39.9% and 

professionals are just 11.7%. Whereas, the service with the current organization leads to very less 

as 45% of the total respondents have less than five years of service with the current organization. 

Subsequently 20% of the respondents have more affinity towards the organization in terms of their 

tenure.

Descriptive Analysis

As shown in Table 4, mean is 2.9 or more for all variables except reward, which shows 3.6 on R. LikerЗ’s Scale Вf ͳ—ͷ. )З shВws ЗhaЗ mВsЗ Вf Зhe resГВndenЗs are in agreemenЗ ЗВ Зhe ДИesЗiВns 
asked in the instrument. For data to be normal and free of negative or positive skewness, value 

of skewness should be between +2 to –2. In the said table all values are within range, hence no 

skewness is found in the data.

Table 4: Descriptive Statistics

Variables
N Mean Std. Deviation Skewness Kurtosis

Statistic Statistic Statistic Statistic Std. Error Statistic Std. Error

EIQ 283 2.9632 .51975 -.749 .145 .742 .289

WE 283 3.9028 .60238 -.336 .145 .204 .289

SS 283 4.0219 .62406 -.867 .145 1.651 .289

TnD 283 4.0018 .70144 -.306 .145 -.313 .289

R 283 3.6042 1.10234 -.467 .145 -.580 .289
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Similarly, for data to be normal, value of kurtosis should be positive. As values of four variables, less 

T&D and reward are positive; hence data is mostly in the range of normality.

Correlation

To find out the correlation of variables, Kendall’s tau correlation test was run as the data was 

found to be normal from, skewness, and kurtosis. The strongest correlation is between R and EE at 

0.663 and weakest between EIQ and WE at –0.670. All correlations are significant with p < .01(two 

tailed).

From the table 5 it is evident that there exists negative correlation between the determinants 

of Employee Engagement and intention to quit from the organization. The negative correlation 

observed denotes the impact of employee engagement on intention to quit. As they are negatively 

correlated, the increase in employee engagement and the organizational practices reduces the 

employee’s intention to quit from the organization.

Table 5: Correlations

Variables Correlations EIQ EE R WE SS TD

K
en

d
al

l’s
 t

au
_

b

EIQ Correlation Coeicient 1.000 –378** –.069 –.670** –.577** –.305**

Sig. (2-tailed) — .000 .120 .000 .000 .002

EE Correlation Coeicient –.378** 1.000 .663** .417** .585** .624**

Sig. (2-tailed) .000 — .000 .000 .000 .000

R Correlation Coeicient –.069 .663** 1.000 .144** .426** .379**

Sig. (2-tailed) .120 .000 — .002 .000 .000

WE Correlation Coeicient –.670** .417** .144** 1.000 .278** .328**

Sig. (2-tailed) .000 .000 .002 — .000 .000

SS Correlation Coeicient –.577** .585** .426** .278** 1.000 .337**

Sig. (2-tailed) .000 .000 .000 .000 — .000

TD Correlation Coeicient –.305** .624** .379** .328** .337** 1.000

Sig. (2-tailed) .002 .000 .000 .000 .000 —

N 283 283 283 283 283 283

** Correlation is signiicant at the 0.01 level (2-tailed).

Whereas, the correlation between reward (R) and intention to quit (EIQ) stands at –.069, which 

can be termed as weak negative correlation, deduces that reward may not be the major contributor 

for employee’s intention to quit from the organization.

Regression

To test the hypothesis, linear regression was applied. From the table 6, value of R2 is .184, which 

means that model is 18.4% fit.

Table 6. Model Summary

Model R R2 Adjusted R2 Std. Error of the Estimate

1 .429a .184 .173 .47278

a — Predictors: (Constant), TD, SS, WE, R

R2 reflects the effect of Independent Variables on the Dependent Variable and is 18.4%. It 

means that all four Independent Variables combined (T&D, R, SS and WE) have only 18.4% effect 

on the Dependent Variable (EIQ). Adjusted R square is for total population, for which effect of all 

Independent Variables combined reduces to 17.3%.

Hypotheses Testing

Hypothesis 1 (H1): Training and Development (T&D) reduces the employee intention to quit 

from the organization.
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Table 7. Regression Coefficients (Dependent Variable: EIQ)

Model
Unstandardized Coeicients Standardized Coeicients

T Sig.
B Std. Error Beta

1

(Constant) 2.360 .226 10.435 .000

R .032 .032 .068 .994 .321

WE –.156 .055 –.181 –2.824 .005

SS –.306 .059 –.368 –5.221 .000

TD –.031 .049 –.042 –.640 .523

From the Table 7, it is evident that the value of p is 0.523; hence the relationship is not significant 

at p < .05. Value of t is –0.640. As t < 2, relationship is indicated as weak and negative, and shows 

that relationship between TD and EIQ is negative. Beta value indicates the effect of T&D on EIQ, and 

is –0.041. It means that T&D brings a chance of –0.031 in EIQ. All combined, the results reflect that 

relationship of TD with EIQ is not significant, negative and weak. Hence H1 is rejected. This indicates 

that in banking industry, the concentration on training patterns improves employee engagement 

and reduces employee’s intention to quit from the organization.

Hypothesis 2 (H2): Reward (R) reduces the employee intention to quit from the organization.

On the lines explained for testing H1, table above shows that there exist no significant 

relationship at .321 (p < .05), and weak, can be treated as negligible with value of t as .994 (t <2), and 

R effecting EIQ at .032. This concludes that relationship of R with EIQ is not significant (p < .05), and 

weak leading to mere -0.031 chance of influence on EIQ. Hence H2 can be rejected with its negligible 

percentage influence of Employee Engagement on intention to quit.

Hypothesis 3 (H3): Supervisory Support (SS) reduces the employee intention to quit from the 

organization.

This hypothesis like the previous two is about positive relationship of SS and EIQ. In Table above, 

we observe that relationship is significant with value of .000 (p < .01). Value of t at –2.824 shows a 

strong and negative relationship (t < 2) of SS and EIQ. Effect of SS on EIQ is –.306, which confirms 

the negative relationship. Hence the Hypothesis 3 is accepted. This means employees of banking 

industry having good relationship with their supervisors show greater Employee Engagement and 

low intention to quit from the organization and vice versa.

Testing of Hypothesis 4 (H4)

This hypothesis is regarding positive relationship of WE with EIQ. Again referring to Table 5, 

relationship is significant at .005, (p < .01), strong and negative, with value of t as –2.824, (t < 2). 

Value of beta is –.181. It confirms the strong negative relationship and effect of .156 of WE on EIQ. 

With this analysis, H4 is accepted, meaning that employees with better WE are more engaged at 

work with low intention to quit from the organization than those how have lower WE. With highest 

effect of –.156, WE become most significant and important determinant of EE for the employees who 

have been surveyed.

Regression Equation

EIQ = 2.360 + 0.032 * R – 0.156 * WE – 0.306 * SS – 0.031 * TD. We see that R2 is 18.4% and that 

the regressors reward (R) and training and development (TD) are insignificant with p>0.05, whereas 

work environment (WE). We see that R2 is 18.4% and the regressors Reward (R) and Training 

and Development (TD) are insignificant with p > 0.05, whereas, Working environment (WE) and 

supervisory support (SS) are significant with p < .05 in this model, with Employee Intention to Quit 

(EIQ) decreases for rise in acceptable work environment (WE) conditions and supervisory support 

(SS) also with employee training and development (TD) process in the organization. Whereas, 

Reward (R) is directly proportional to employee intention to quit (EIQ) from the organization this 

is confirmed by Cognitive evaluation theory (Deci, Koestner & Ryan, 1999) confirms rewarding may 
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be experienced as highly controlling, pressuring and stressful, and therefore will decrease intrinsic 

motivation leading to exit from the organization.

All Hypotheses except Hypotheses 1 and 2 have been accepted, and summary of Hypothesis 

Testing is as under (Table 7).

Table 7. Hypothesis Status

No Hypothesis Statuse

H1: Training and Development (T&D) reduces the employee intention to quit from the organization. Rejected

H2: Reward (R) reduces the employee intention to quit from the organization. Rejected

H3: Supervisory Support (SS) reduces the employee intention to quit from the organization. Conirmed

H4: Work Environment (WE) reduces the employee intention to quit from the organization. Conirmed

Discussion

Employee engagement, the most thrust area of research with complex literature and empirical 

evidence encouraged researchers to develop sound theoretical platform with empirical support for 

conceptualising. In addition to this, the present research attempt to support its contribution towards 

theory development with reference to Indian banking context. Employee engagement, with its focal 

point on engaging employees with the job and positive attitude towards job related outcomes by 

empowering them the required support, pathway to move on without hassles.

Mostly the results of the study have been discussed under relevant table of analysis or with 

each hypothesis testing. Reliability of scale for all factors and instrument as a whole is .836 which 

is greater than .7. It means that the scale is fit for use. Results of correlation showed significant 

relationship amongst of all the variables at p < .01 (two tailed). The strongest correlation is between 

R and EE at .663 and weakest between EIQ and WE at –.670. All correlations are significant with 

p < .ͲͳȋЗwВ ЗailedȌ. LaЗer in mИlЗiГle regressiВns Зhis weak relaЗiВnshiГ Вf R and E)Q and alsВ E)Q 
and T&D at -0.032 and -0.031 respectively failed to be significant with (p > .05). 

The study reveals that the employees are highly engaged when there are adequate conditions 

related to work environment, supervisory support, reward and training & development. Thus 

lessening the level of employee intention to quit from the organization. The survey supports that 

two out of four factors to include SS, and WE have positive and direct relationship with EIQ in the 

banking industry and two related hypotheses stand approved. This is in line with the earlier studies 

on the subject, where positive relationship of supervisor support and work environment with the 

construct of employee engagement has been established a low employee intention to quit from the 

organization. However R and T&D showed very low influence on EIQ and hypothesis got rejected. 

India being an extensively diversified country in cultural perspective, shows different sets of 

people and variant styles provides support in the existence of practicing employee engagement to 

improve employee job satisfaction in Indian Banking Industry.

An engaged employee, thus, develops an environment where the employees work with utmost 

responsibility, supportive nature, understanding the requirements of the team members, valuing 

one another through collaboration can achieve mutual growth in the organization for longer tenure.

Conclusions and Recommendations

Managerial Implications

Management of banking industry should find out the reasons for low influence of Reward 

(R) and Training and Development (T&D) on Intention to quit (EIQ). There may be many more 
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reasons behind mere increase in the pay and benefits for employees to give their best and optimum 

productivity. In addition, to draw maximum advantage of significant relationship of SS and WE with 

EIQ, management should lay enhanced emphasis on these determinants so as to be employee centric. 

This will lead to more satisfied engaged employees, which increases involvement, commitment and 

increased productivity which decreases the intention to quit from the organization. 

Limitations of the Study

Employee Engagement has lot many determinants, but only four of them are included to keep 

the study manageable. Secondly, the population includes the only six of the available banks only in 

the urban area of Guntur district.

Future Research

Hypothesis relating to negative relationship of Reward (R) and Training and Development (T&D) 

with Employee Intention to quit from the organization (EE) have been rejected, shows contradiction 

to earlier theories and studies. Further research can be carried out with a larger sample to explore 

the relationship of R and T&D on EIQ.
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LabВЕ acЗiviЗМ aБd cВААИБiЗМ iБ БВБ-ГЕВfeЖЖiВБal КaМ Вf life ȋВБ Зhe eЛaАГle Вf RИЖЖiaБ lifeЖЗМle ЗЕaveleЕЖȌ
Pavel BALOV
Private psychological counselling, Moscow, Russia

Vladimir SERKIN
National research university “Higher school of economics”, Moscow, Russia

Abstract. ThiЖ aЕЗicle deЖcЕibeЖ labВЕ acЗiviЗМ aБd cВААИБiЗieЖ aАВБg ГeВГle, leadiБg a БВБ-ГЕВfeЖЖiВБal КaМ Вf life. We have cВБdИcЗed ЗhiЖ ДИaliЗaЗive ЕeЖeaЕch ВБ Зhe ЖaАГle Вf RИЖЖiaБ lifeЖЗМle ЗЕaveleЕЖ, fВЕ КhВА Зhe АaiБ life acЗiviЗМ iЖ БВЗ a КВЕk, bИЗ a jВИЕБeМ. The ЖaАГle iБclИded RИЖЖiaБ-ЖГeakiБg lifeЖЗМle ЗЕaveleЕЖ — ВБe КВАaБ aБd ЖeveБ АeБ aged fЕВА ʹͷ ЗВ Ͷͳ МeaЕЖ КiЗh eЛГeЕieБce Вf lifeЖЗМle ЗЕavel iБ diffeЕeБЗ cВИБЗЕieЖ fЕВА ͳ.ͷ ЗВ ʹͳ МeaЕЖ lВБg aБd КiЗh hВАeЖ iБ Зhe ЗeЕЕiЗВЕМ Вf Зhe RИЖЖiaБ FedeЕaЗiВБ ВЕ UkЕaiБe. We iБЗeЕvieКed each ЕeЖГВБdeБЗ, aБd ЗheБ ИЖed ЗheВЕМ-baЖed ЗheАaЗic aБalМЖiЖ КiЗh ГЕe-ЖГecified caЗegВЕieЖ baЖed ВБ Зhe ГaЕaАeЗeЕЖ Вf Зhe ГЕВfeЖЖiВБal КaМ Вf life. )Б addiЗiВБ, Кe aБalМНed ЖeveЕal bВВkЖ КЕiЗЗeБ bМ lifeЖЗМle ЗЕaveleЕЖ, aБd ЗheiЕ cВllecЗive aБd ГeЕЖВБal )БЗeЕБeЗ ЕeЖВИЕceЖ. FiБallМ, Кe have Аade ГaЕЗiciГaБЗ ВbЖeЕvaЗiВБ ВБ ЖeveЕal gaЗheЕiБgЖ Вf Зhe lifeЖЗМle ЗЕaveleЕЖǯ cВААИБiЗМ iБ Зhe MВЖcВК ЕegiВБ. We have fВИБd ЗhaЗ labВЕ acЗiviЗМ iБ Зhe БВБ-ГЕВfeЖЖiВБal КaМ Вf life Вf fЕee ЗЕaveleЕЖ iЖ eГiЖВdic aБd ЖeЕveЖ ВБlМ ЗВ eБЖИЕe ЗheiЕ eЛiЖЗeБce dИЕiБg jВИЕБeМ. TheМ Зake lВcal jВbЖ aБd КВЕk iБЗeБЖivelМ fВЕ a liАiЗed ГeЕiВd Вf ЗiАe, ВЕ eaЕБ АВБeМ ВБliБe ГeЕАaБeБЗlМ aБd БВЗ acЗivelМ. While КВЕkiБg lВcallМ lifeЖЗМle ЗЕaveleЕЖ aЕe liАiЗed bМ lВcal laКЖ, ЖВ ЗheМ ВfЗeБ geЗ jВbЖ ИБВfficiallМ, aБd ЗheiЕ ГaМ iЖ ИЖИallМ lВКeЕ ЗhaБ fВЕ lВcalЖ. (ВКeveЕ, ВБliБe jВbЖ aАВБg lifeЖЗМle ЗЕaveleЕЖ have БВ ЖГecific legal ЕeЖЗЕicЗiВБЖ ВЕ lВКeЕ ГaМАeБЗ ЕaЗeЖ. )Б addiЗiВБ, Кe have fВИБd ВИЗ ЗhaЗ cВААИБiЗieЖ Вf lifeЖЗМle ЗЕaveleЕЖ aЕe ЖiАilaЕ ЗВ ГЕВfeЖЖiВБal aБd aАaЗeИЕ cВААИБiЗieЖ - ЗheМ alЖВ have a cИlЗИЕe Вf ЖГecial kБВКledge ЖhaЕiБg. TheМ ЖhaЕe iЗ ВБ live cВllecЗive gaЗheЕiБgЖ ВЕ ЗhЕВИgh cЕeaЗiБg iБfВЕАaЗiВБ ЖВИЕceЖ — bВВkЖ, videВЖ, ЗЕavel ЕeГВЕЗЖ, eЗc. SИch cВААИБiЗieЖ, iБ АВЖЗlМ, aЕe fВЕАed aЕВИБd )БЗeЕБeЗ ЖiЗeЖ ВЕ ЖВcial Аedia gЕВИГ. FИЕЗheЕ, lifeЖЗМle ЗЕaveleЕ have ЖГecific cВААИБiЗieЖ - ЗeАГВЕaЕМ cВААИБeЖ ȋeБclaveЖȌ aБd ГeЕАaБeБЗ cВААИБeЖ. TheЖe fiБdiБgЖ aЕe giviБg gЕВИБd fВЕ cЕeaЗiБg БeК АВdelЖ deЖcЕibiБg БВБ-ГЕВfeЖЖiВБal КaМ Вf life.
Keywords: labВЕ acЗiviЗМ, БВБ-ГЕВfeЖЖiВБal КaМ Вf life, lifeЖЗМle ЗЕaveleЕЖ, КaМЖ ЗВ eaЕБ АВБeМ, cВААИБiЗieЖ

ReferencesAЕЗeАieva, E. YИ. ȋͳͻͻͻȌ. OsnВvy ГsihВlВgii sub’ektivnВj semantiki [FИБdaАeБЗalЖ Вf ГЖМchВlВgМ Вf ЖИbjecЗive ЖeАaБЗicЖ]. PВd Еed. ). B. (aБiБВj. M.: NaИka, SАМЖl.BakhЗiБa, N. N. ȋʹͲͲͶȌ. PsihВlВgicheskie ВsВbennВsti ГЕВfessiВnal’nВj deyatel’nВsti insГektВЕВv 
ЕybВВhЕany [PЖМchВlВgical feaЗИЕeЖ Вf ГЕВfeЖЖiВБal acЗiviЗieЖ Вf fiЖh ГЕВЗecЗiВБ iБЖГecЗВЕЖ]. DiЖЖ. ... kaБd. ГЖihВl. БaИk. M.: MGU.

ORGANIZATIONAL  PSYCHOLOGY

Address: 20 Myasnitskaya, Moscow 101000, Russian Federation     E-mail: balovpavel@yandex.ru



Organizational Psychology. 2017. Vol. 7. No. 4. www.orgpsyjournal.hse.ru

127

BВБdaЕchИk, N. V. ȋʹͲͳ͵Ȍ. PЖihВlВgicheЖkВe ЖВdeЕНhaБie ЖЗaЕaЗelǯЖkВgВ ЗЕИda [PЖМchВlВgical cВБЗeБЗ Вf diggiБg labВЕ]. OЕganizatiВnal ГsychВlВgy, ͹ȋͳȌ, ͹ͺ–ͻͶ.BЕaИБ, V., & ClaЕke, V. ȋʹͲͲ͸Ȍ. UЖiБg ЗheАaЗic aБalМЖiЖ iБ ГЖМchВlВgМ. Qualitative ЕeseaЕch in ГsychВlВgy, 
͹ȋʹȌ, ͹͹–ͳͲͳ.CВheБ, S. A. ȋʹͲͳͲȌ. PeЕЖВБal ideБЗiЗМ ȋdeȌ fВЕАaЗiВБ aАВБg lifeЖЗМle ЗЕavelleЕЖ: A dВИble-edged ЖКВЕd. LeisuЕe Studies, ͸Ϳȋ͵Ȍ, ʹͺͻ–͵Ͳͳ.CВheБ, S. A. ȋʹͲͳͳȌ. LifeЖЗМle ЗЕavelleЕЖ: BackГackiБg aЖ a КaМ Вf life. Annals Вf TВuЕism ReseaЕch, 
͹;ȋͶȌ, ͳͷ͵ͷ–ͳͷͷͷ.DǯAБdЕea, A. ȋʹͲͲ͹Ȍ. GlВbal nВmads: TechnВ and new age as tЕansnatiВnal cВunteЕcultuЕes in Ibiza and 
GВa ȋVВl. ͳͲȌ. RВИЗledge.DeЖfВЕgeЖ, L. ȋʹͲͲͲȌ. TЕaveliБg Зhe КВЕld: )deБЗiЗМ aБd ЗЕavel biВgЕaГhМ. Annals Вf tВuЕism ЕeseaЕch, 
͸ͽȋͶȌ, ͻʹ͸–ͻͶͷ.ElkВБiБ, D. B. ȋͳͻ͹ͳȌ. K ГЕВbleАe ГeЕiВdiНacii ГЖihicheЖkВgВ ЕaНviЗiМa v deЗЖkВА vВНЕaЖЗe [TВ Зhe ГЕВbleА Вf ГeЕiВdiНaЗiВБ Вf АeБЗal develВГАeБЗ iБ childhВВd]. VВГЕВsy ГsihВlВgii, ͺ, ͸–ʹͲ.GaЕaБiБa, O. A. ȋʹͲͳͷȌ. OЖВbeББВЖЗi ВЕgaБiНacii vЕeАeБi НhiНБi ЖГecialiЖЗВv, ЕabВЗaМИЖhchih v ЕeНhiАe ЖАeББВgВ gЕafika [FeaЗИЕeЖ Вf Зhe ВЕgaБiНaЗiВБ Вf Зhe lifeЗiАe Вf ЖГecialiЖЗЖ КВЕkiБg iБ Зhe ЕegiАe Вf a ЖhifЗ ЖchedИle]. OЕganizatiВnal ГsychВlВgy, ͻȋʹȌ, ͳͲ–ʹͷ.GilbeЕЗ, E. ȋʹͲͳ͵Ȍ. EЖЗǯ, АВliЗǯЖМa, lМИbiЗǯ [EaЗ PЕaМ LВve]. M.: R)POL klaЖЖik.KadМЕВv, R. V. ȋʹͲͲͷȌ. Vliyanie bВevyh dejstvij na lichnВstnye ВsВbennВsti ГЕВfessiВnal’nyh 
vВennВsluzhashchih [)БflИeБce Вf АiliЗaЕМ ВГeЕaЗiВБЖ ВБ Зhe ГeЕЖВБal chaЕacЗeЕiЖЗicЖ Вf ГЕВfeЖЖiВБal АiliЗaЕМ ГeЕЖВББel]. AvЗВЕefeЕaЗ diЖЖ. … kaБd. ГЖihВl. БaИk. M.KliАВv, E. A. ȋͳͻͻͺȌ. Vvedenie v ГsihВlВgiyu tЕuda [)БЗЕВdИcЗiВБ ЗВ Зhe ГЖМchВlВgМ Вf labВЕ]. M.: KИlǯЗИЕa i ЖГВЕЗ, YUN)T).KliАВv, E. A., NВЖkВva, O. G., SВlБceva, G. N. ȋEdЖ.Ȍ ȋʹͲͳͷȌ. PsihВlВgiya tЕuda, inzheneЕnaya ГsihВlВgiya 
i eЕgВnВmika [PЖМchВlВgМ Вf КВЕk, eБgiБeeЕiБg ГЖМchВlВgМ aБd eЕgВБВАicЖ]. M.: YUЕajЗKВНМЕeva, T. S. ȋʹͲͳͲȌ. PЕikВl’nye sluchai iz mВej ГЕaktiki / StЕyВmnye sluchai iz mВej ГЕaktiki [FИББМ caЖeЖ fЕВА АМ ГЕacЗice / SЗИАbliБg caЖeЖ fЕВА АМ ГЕacЗice]. SiАfeЕВГВlǯ: TavЕiМa.KЕВЗВv, A. ȋʹͲͲͷȌ. ͷ͹ͺ vВГЕВsa, ͷ͹ͺ Вtveta Вb avtВstВГe i ВbВ vsem [ͳ͵Ͷ ДИeЖЗiВБЖ, ͳ͵Ͷ aБЖКeЕЖ abВИЗ Зhe hiЗchhikiБg aБd eveЕМЗhiБg]. M.: GEO-MT.KЕВЗВv, A. ȋʹͲͳͲȌ. DВm dlya vsekh [(ВАe fВЕ all] . M.: GeВ.KЕВЗВv, A. ȋʹͲͳͷȌ. PЕaktika vВl’nyh Гuteshestvij [The ГЕacЗice Вf fЕee ЗЕavel]. M.LeВБВva, A. B. ȋEd.Ȍ. ȋʹͲͳ͵Ȍ. OЕganizaciВnnaya ГsihВlВgiya: uchebnik [OЕgaБiНaЗiВБal ГЖМchВlВgМ: a ЗeЛЗbВВk]. M.: )NFRA-M.LeВБЗiev, A. N. ȋͳͻ͹ͻȌ. PЖihВlВgiМa ВbЕaНa [PЖМchВlВgМ Вf Зhe iАage]. Vestnik MGU, SeЕiya ͷͺ. 
PsihВlВgiya, ͸, ͵–ͳ͵.LeВБЗiev, A. N. ȋͳͻͺͳȌ. PЕВblemy Еazvitiya Гsihiki [PЕВbleАЖ Вf develВГАeБЗ Вf Зhe ГЖМche]. M.: MGULВkeЕ-MИЕГhМ, L., PeaЕce, P. L. ȋͳͻͻͷȌ. YВИБg bИdgeЗ ЗЕaveleЕЖ: BackГackeЕЖ iБ AИЖЗЕalia. Annals Вf 
TВuЕism ReseaЕch, ͸͸ȋͶȌ, ͺͳͻ–ͺͶ͵.Neill, J. T. ȋʹͲͲ͵Ȍ. RevieКiБg aБd beБchАaЕkiБg adveБЗИЕe ЗheЕaГМ ВИЗcВАeЖ: AГГlicaЗiВБЖ Вf АeЗa-aБalМЖiЖ. JВuЕnal Вf ExГeЕiential EducatiВn, ͸ͻȋ͵Ȍ, ͵ͳ͸–͵ʹͳ.Rikelǯ, A. M., KВgelǯ, D. D. ȋʹͲͳͷȌ. OЖВbeББВЖЗi ceББВЖЗБВ-АВЗivaciВББВj ЖfeЕМ daИБЖhifЗeЕВv [FeaЗИЕeЖ Вf Зhe valИe-АВЗivaЗiВБ ЖГheЕe Вf dВКБЖhifЗeЕЖ]. VВГЕВsy ГsihВlВgii, ͼ, ͺͶ–ͻͶ.SeЕkiБ, V. P. ȋʹͲͳʹȌ. PЕВfeЖЖiВБalǯБaМa ЖГecifika ВbЕaНa АiЕa i ВbЕaНa НhiНБi [PЕВfeЖЖiВБal ЖГecificiЗМ Вf Зhe iАage Вf Зhe КВЕld aБd Зhe КaМ Вf life]. PsihВlВgicheskij zhuЕnal, ͹͹ȋͶȌ, ͹ͺ–ͻͲ.SeЕkiБ, V. P. ȋʹͲͳ͸Ȍ. PsikhВsemantika [PЖМchВЖeАaБЗicЖ]. M.: YИЕajЗ.SeЕkiБ, V. P. ȋʹͲͲͷȌ. ObЕaz miЕa i ВbЕaz zhizni [The iАage Вf Зhe КВЕld aБd Зhe КaМ Вf life]. MagadaБ: SVGU.



Organizational Psychology. 2017. Vol. 7. No. 4. www.orgpsyjournal.hse.ru

128

ShadЕikВv, V.D. ȋͳͻͻͶȌ. Deyatel’nВst’ i sГВsВbnВsti [AcЗiviЗieЖ aБd abiliЗieЖ]. M.: LВgВЖ.ShИБǯkВva, S.V. ȋʹͲͳʹȌ. OЖВbeББВЖЗi ВbЕaНa АiЕa i ВbЕaНa НhiНБi geВlВgВv ȋГЕВfeЖЖiВБalВv i ЖЗИdeБЗВvȌ [FeaЗИЕeЖ Вf Зhe iАage Вf Зhe КВЕld aБd Зhe КaМ Вf life Вf geВlВgiЖЗЖ ȋГЕВfeЖЖiВБalЖ aБd ЖЗИdeБЗЖȌ]. 
OЕganizatiВnal ГsychВlВgy, ͸ȋʹȌ, ʹʹ–͵͵. SklejБiЖ, V. A. ȋʹͲͳͷȌ. SГecifika ЕaНviЗiМa ВbЕaНa АiЕa v ЕaНБВЗiГБМh ГЕВfeЖЖiМah [SГecificiЗМ Вf Зhe develВГАeБЗ Вf Зhe iАage Вf Зhe КВЕld iБ diveЕЖe ГЕВfeЖЖiВБЖ]. OЕganizatiВnal ГsychВlВgy, ͻȋͳȌ, ͵Ͷ–ͷͺ. UЕielМ, N. ȋʹͲͲͳȌ. ǮTЕavelliБg КВЕkeЕЖǯ aБd ǮКВЕkiБg ЗВИЕiЖЗЖǯ: VaЕiaЗiВБЖ acЕВЖЖ Зhe iБЗeЕacЗiВБ beЗКeeБ КВЕk aБd ЗВИЕiЖА. InteЕnatiВnal JВuЕnal Вf TВuЕism ReseaЕch, ͹ȋͳȌ, ͳ–ͺ.



Organizational Psychology. 2017. Vol. 7. No. 4. www.orgpsyjournal.hse.ru

143

DВАeЖЗic ȋRИЖЖiaБȌ )БdИЖЗЕial OЕgaБiНaЗiВБal PЖМchВlВgМ: PaЕadВЛeЖ Вf DevelВГАeБЗ
Vladimir A. TOLOCHEK 
Institute of Psychology, Russian Academy of Sciences, Moscow, Russia 

Abstract. The goal iЖ a cВБЖЗЕИcЗive diЖcИЖЖiВБ Вf Зhe ГЕВbleАЖ Вf Зhe develВГАeБЗ Вf iБdИЖЗЕial ВЕgaБiНaЗiВБal ГЖМchВlВgМ ȋ)OPȌ iБ RИЖЖia. The ЕeaЖВБ fВЕ Зhe diЖcИЖЖiВБ КaЖ Зhe cВБЗeБЗ Вf Зhe aЕЗicle: OБeЖ, D., KaiЖeЕ, R., ChaАВЕЕВ-PЕeАИЖik, T., SveБЖЖВБ, S. )БdИЖЗЕial-OЕgaБiНaЗiВБal PЖМchВlВgМ: DeadlВck ВЕ a NeК SЗage Вf DevelВГАeБЗ? Organizational Psychology, ͸Ͷͷͽ, ͽȋʹȌ, ͳʹ͸–ͳ͵͸1. Design. The aЕЗicle cЕiЗicallМ eЛaАiБeЖ Зhe cВАГleЛ aБd ИБdeЖiЕable aЖГecЗЖ Вf Зhe develВГАeБЗ Вf diЖciГliБe, fВЕАИlaЗeЖ ГВЖЖible aБd affВЕdable КaМЖ ЗВ ВГЗiАiНe Зhe develВГАeБЗ Вf )OP. The hiЖЗВЕМ Вf Зhe fВЕАaЗiВБ Вf Зhe ЖcieБЗific aБd ГЕacЗical diЖciГliБe, ЖВcial aБd ГeЕЖВБal deЗeЕАiБaБЗЖ Вf ЗhiЖ fВЕАaЗiВБ ȋdiЖcВБЗiБИiЗieЖ iБ evВlИЗiВБ, ЖeГaЕaЗiВБ aБd ЖИbЖeДИeБЗ deliАiЗaЗiВБ Вf Зhe ǲЗheВЕМǳ aБd ǲГЕacЗiceǳ, ǲЗheВЕiЖЗЖǳ aБd ǲГЕacЗiЗiВБeЕЖǳ, feaЗИЕeЖ Вf Зhe ГЕВfeЖЖiВБal КВЕk Вf Зhe fiЕЖЗ aБd ЖecВБdȌ have beeБ aБalМНed. TheЕe КeЕe diЖcИЖЖed facЗВЕЖ ЗhaЗ iБflИeБce fВЕ Зhe fВЕАaЗiВБ Вf diЖciГliБe aБd aЖЖВciaЗed ǲЗЕВИbled БВdeЖǳ ȋЗhe ЖГВБЗaБeВИЖ begiББiБg Вf Зhe fВЕАaЗiВБ Вf diЖciГliБe, diЖЗaБciБg iБ Зhe ЕelaЗiВБЖ Вf ǲГЕacЗiЗiВБeЕЖǳ aБd ǲacadeАic ГЖМchВlВgiЖЗЖǳ, ЖhВЕЗ ЗiАe ГlaБЖ fВЕ КВЕk, Зhe ГЕВbleА Вf ИБiveЕЖaliЖА, Зhe ЗМГical ВЕgaБiНaЗiВБ Вf КВЕk, Зhe ГheБВАeБВБ Вf ǲRИЖЖiaБ gВveЕБАeБЗǳ, ИБdeЕЖЗaБdiБg Зhe cВБЗeБЗ Вf Зhe ЖВcial ВЕdeЕ, Зhe diffeЕeБce iБ Зhe ИБdeЕЖЗaБdiБg Вf Зhe ЖИbjecЗ aБd Зhe АeЗhВdЖ Вf hiЖ cВgБiЗiВБ, eЗc.Ȍ. TheЕe iЖ a cЕИcial iБ Зhe diffeЕeБce iБ ИБdeЕЖЗaБdiБg Зhe ЖИbjecЗ Вf Зhe diЖciГliБe — ǲЗheВЕiЖЗЖǳ ВГeЕaЗe КiЗh cВБceГЗЖ aБd deЖcЕibe ǲideal ЗheВЕeЗical ВbjecЗЖǳ aБd ǲideal eАГiЕical ВbjecЗЖǳ ȋaccВЕdiБg ЗВ V. S. SЗeГiБȌ, КheЕeaЖ ǲГЕacЗiЗiВБeЕЖǳ — КiЗh ǲЕeal eАГiЕical ВbjecЗЖǳ cВgБiНed ЗhЕВИgh Зhe АeЗhВd Вf heЕАeБeИЗicЖ, Кhich leadЖ ЗВ a diffeЕeБce aБd Зhe laБgИageЖ Вf Зhe deЖcЕiГЗiВБ Вf ВbjecЗЖ aБd ЖИbjecЗЖ Вf ЕeЖeaЕch ȋЗЕaБЖfВЕАaЗiВБȌ. MeЗhВdical ГЕВbleАЖ Вf deЖcЕibiБg cВАГleЛ ЖВcial ВbjecЗЖ ȋДИeЖЗiВБЖ Вf ЖaАГle hВАВgeБeiЗМ, Зhe aГГaЕaЗИЖ Вf АaЗheАaЗical ЖЗaЗiЖЗicЖ, ЕeЖИlЗЖ Вf aБalМЖiЖ, ЗМГical АВdelЖ Вf fЕagАeБЗЖ Вf ЕealiЗМ, liАiЗaЗiВБЖ Вf Зhe eЛiЖЗiБg facЗИal baЖeȌ aЕe cВБЖideЕed. Conclusions. TheЕe aЕe ВГГВЕЗИБiЗieЖ aБd available АeaБЖ ЗВ iАГЕВve Зhe efficieБcМ Вf ЖcieБЗific ЕeЖeaЕch aБd ЖcieБЗific aБd ГЕacЗical КВЕk iБ iБdИЖЗЕial ВЕgaБiНaЗiВБal ГЖМchВlВgМ. The fВllВКiБg aЕe Зhe ǲЖИfficieБЗ aБd БeceЖЖaЕМǳ iБiЗial cВБdiЗiВБЖ fВЕ ВГЗiАiНiБg Зhe ГЕВЖГecЗЖ fВЕ Зhe develВГАeБЗ Вf diЖciГliБe: aБ acЗive cВЕЕecЗiВБ Вf Зhe cВБЗeБЗЖ Вf Зhe ЖВcial ВЕdeЕ bМ ГЖМchВlВgiЖЗЖ, Зhe fВЕАaЗiВБ Вf a БeК ЗМГe Вf ЗeaАЖ aЖ Зhe iБЗegЕaЗiВБ Вf diffeЕeБЗ ГЕВfeЖЖiВБalЖ, adeДИaЗe ЗeАГВЕal ГaЕaАeЗeЕЖ Вf Зhe eЛГecЗed ЗЕaБЖfВЕАaЗiВБЖ iБ Зhe ВЕgaБiНaЗiВБ, Зhe cЕeaЗiВБ Вf a baБk Вf eАГiЕical daЗa.
Keywords: iБdИЖЗЕial ВЕgaБiНaЗiВБal ГЖМchВlВgМ, cЕiЖiЖ, ЕelaЗiВБЖ Вf ǲГЕacЗiЗiВБeЕЖǳ aБd ǲacadeАic ГЖМchВlВgiЖЗЖǳ, ǲГЕВbleА БВdeǳ.
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Book review: IvaБov M. A. AdvisiБg first persoБs of the coАpaБy: clieБt-ceБtered approach, 
Moscow: OliАp-BizБes, ʹͲͳ8. — Ͷ͵ʹ p. The publisher’s abstract: Mikhail )vaБВv is a RИssiaБ ГrВfessiВБal АaБageАeБЗ cВБsИlЗaБЗ, КВrkiБg iБ bИsiБess АВre ЗhaБ ʹͲ Мears. (e is cВБviБced: eЛЗerБal ГrВfessiВБal assessАeБЗ Вf Зhe ВrgaБiНaЗiВБ, feedback are ИsefИl aБd БecessarМ fВr aБМ leader. The bВВk cВvers all Зhe АaiБ sЗages Вf cВБsИlЗiБg: АarkeЗiБg, Зhe firsЗ cВБЗracЗ КiЗh Зhe clieБЗ, Зhe diagБВsis Вf Зhe ВrgaБiНaЗiВБ, Зhe АeЗhВds Вf КВrkiБg КiЗh Зhe firsЗ ГersВБs iБ cВАГaБies ВБ ЗМГical reДИesЗs. The aИЗhВr fВrАИlaЗes Зhe ГriБciГles Вf his aГГrВach ЗВ cВИБseliБg, sИggesЗiБg a shifЗ frВА ВrgaБiНaЗiВБ-ceБЗeredБess ЗВ clieБЗ-ceБЗeredБess. This АeaБs ЗhaЗ Зhe cВБsИlЗaБЗ Бeeds ЗВ КВrk КiЗh leaders — ГeВГle КhВ have Зhe aИЗhВriЗМ ЗВ seЗ gВals aБd carrМ ВИЗ ВrgaБiНaЗiВБal chaБges. The bВВk is addressed ЗВ bВЗh БВvice aБd eЛГerieБced cВБsИlЗaБЗs aБd АaБageАeБЗ ГracЗiЗiВБers. The bВВk is БecessarМ fВr everМВБe КhВ is iБЗeresЗed iБ АakiБg effecЗive АaБageАeБЗ iБ ВИr cВИБЗrМ aБd faciБg Зhe БeК bИsiБess challeБges.
Keywords: M. A. )vaБВv; C. RВgers; АaБageАeБЗ cВБsИlЗiБg; ЗraБs-ГrВfessiВБal cВИБseliБg ГaradigА; sЗraЗegic АaБageАeБЗ; clieБЗ-ceБЗered aГГrВach; Зhe hИАaБ diАeБsiВБ Вf Зhe ВrgaБiНaЗiВБ.
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