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Editorial

We aЕe glad tВ intЕВduce ВuЕ ЕeadeЕЖ tВ neК iЖЖue Вf Organizational Psychology Journal. We aЕe ГleaЖed tВ cВntinue tВ acquaint ЕeadeЕЖ Кith the lateЖt deЙelВГmentЖ in ВЕganiНatiВnal ГЖМchВlВgМ.We aЕe glad tВ ГЕeЖent fВuЕ ЕeЖeaЕch ЕeГВЕtЖ in the “Research in organizational psychology” ЖectiВn. The aЕticle ǲDeciЖiВБ-АakiБg iБ ВЕgaБiНatiВБЖ ИБdeЕ ГВКeЕǳ ȋʏБtВliМ KaЕГВЙȌ ГЕeЖentЖ methВdВlВgical aГГЕВach tВ eЛГlanatiВn Вf deciЖiВn-making. The ГaГeЕ ǲPeЕЖВБalitМ ЕeЖВИЕceЖ aБd КВЕk 
АВtiЙatiВБ: A beБeficial ЖМБeЕgМǳ aimЖ tВ ЖhВК the mВtiЙatiВnal functiВn Вf ГeЕЖВnalitМ ЕeЖВuЕceЖ in the ВЕganiНatiВnal cВnteЛt. One mВЕe gЕВuГ ЕeЖeaЕch ǲCВБceГtИal fЕaАeКВЕk Вf cВgБitiЙe ЖВcial caГital 
iБ ВЕgaБiНatiВБЖ fЕВА a ЖВcial ГЖМchВlВgМ ГeЕЖГectiЙeǳ aimЖ tВ deЙelВГ a cВnceГtual mВdel Вf cВgnitiЙe ЖВcial caГital fВЕ ВЕganiНatiВnЖ. )n the ЕeЖeaЕch ǲReЖilieБce aЖ iБteЕБal ЕeЖВИЕce iБ the teachiБg ГЕВfeЖЖiВБǳ ȋʛaЕiБa FЕiНeБȌ authВЕ teЖted an aЖЖumГtiВn that the ЕeЖilience uЖed bМ teacheЕЖ at diffeЕent leЙelЖ Вf itЖ eЛГЕeЖЖiЙeneЖЖ, haЖ ЖГecificЖ in cВmГaЕiЖВn Кith dВctВЕЖ, the Гlace Вf ЕeЖidence and inЙВlЙement in the management КВЕk.)n the ǲOЕgaБiНatiВБal-ГsМchВlВgical ГЕacticeǳ )gВЕ GИЕkВЙ and EЙgeБiМ MВЕgИБВЙ ГЕeЖent ВЕiginal eЛГlВЕatiВn Вf ВЕganiНatiВnal ГhenВmenВn - ǲRitИalЖ Вf the fВЕАal ВГeБiБg Вf БeК RИЖЖiaБ ГlaБtЖ 
Вf fВЕeigБ cВЕГВЕatiВБЖ: the АeaБiБg, cВБteБt aБd АaББeЕ Вf ceЕeАВБieЖǳ.The quaЖi-eЛГeЕimental ЕeЖeaЕch ǲThe )БteЕЕelatiВБ Вf EАГlВМeeЖ’ CЕeatiЙitМ LeЙel aБd CВБflict 
BehaЙiВЕǳ ȋAБaЖtaЖia FedВЕВЙaȌ in the “First Steps” ЖectiВn aimЖ tВ eЛГlВЕe cЕeatiЙitМ in thЕee dimenЖiВnЖ: aЖ a diЙeЕgent thinking, a Жelf-actualiНatiВn cВmГВnent, and a flВК Жtate and ЖhВКЖ that cЕeatiЙitМ can ГЕedictЖ cВnflict behaЙiВЕ in ВЕganiНatiВn.)n the “Conferences” ЖectiВn theЕe aЕe tКВ ЖhВЕt ЕeГВЕtЖ abВut cВnfeЕenceЖ: The ʹ͹th cВnfeЕence Вf the NatiВnal )nЖtitute Вf CeЕtified Management CВnЖultantЖ ǲBИЖiБeЖЖ iБ RИЖЖia: ЕiЖkЖ aБd ГЕВЖГectЖ 
fВЕ deЙelВГАeБt iБ БeК cВБditiВБЖ», )X )БteЕБatiВБal ЖcieБtific aБd ГЕactical cВБfeЕeБce ǲOЕgaБiНatiВБal 
ГЖМchВlВgМ: ГeВГle aБd ЕiЖkЖǳ.And in the “Literary Guide” Кe annВunce the ГublicatiВn Вf a neК bВВk «Fifth leg. SИГeЕЙiЖВЕМ 
BВaЕd iБ the deЙelВГАeБt Вf ЖАall aБd АediИА bИЖiБeЖЖ. CatechiЖА» КЕitten bМ the fВundeЕЖ Вf the cВnЖulting fiЕm «STEP» — EИgeБe EАelМaБВЙ and SЙetlaБa EАelМaБВЙa.

PleaЖe EnjВМ Reading!
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DecisiВБ-АakiБg iБ ВЕgaБiНatiВБs uБdeЕ ГВКeЕ
Anatoliy V. KARPOV
Yaroslavl State University, Yaroslavl, Russia

Abstract. The АaiБ goal is tВ ideБtifМ aБd eЛГlaiБ the sГecific featuЕes Вf decisiВБ-АakiБg ГЕВcesses iБ ВЕgaБiНatiВБs iБ the teЕАs Вf ГВКeЕ iБflueБce. The ЕeseaЕch is based ВБ a methodological approach tВ the studМ Вf decisiВБ-АakiБg ГЕВcesses iБ АaБageАeБt activitМ, fЕВА the staБdГВiБt Вf Кhich theМ aЕe tЕeated as iБtegЕal ГЕВcesses Вf its АeБtal ЕegulatiВБ. AccВЕdiБg tВ this aГГЕВach, these ГЕВcesses aЕe based ВБ the cВАГЕeheБsive iБvaЕiaБt stЕuctuЕe Вf its АaiБ cВАГВБeБts, the iБtegЕatiВБ Вf Кhich deteЕАiБes its АaiБ featuЕes. The design of the studМ iБvВlved a cВАbiБatiВБ Вf ГЕВfessiВБВgЕaГhic activitМ-aБalМtical scheАes Кith the techБiДue Вf situatiВБal АВdeliБg aБd studМ Вf АaБageЕial decisiВБ-АakiБg. )Б additiВБ, it cВАbiБed tКВ aГГЕВaches tВ the aБalМsis Вf eЛГeЕiАeБtal АateЕials. OБe Вf theА had the chaЕacteЕ Вf stЕuctuЕal aБalМsis, aБd the secВБd Кas based ВБ ГheБВАeБВlВgical studМ. StЕuctuЕal aБalМsis iБvВlves cВАГaЕiБg these ГЕВcesses iБ teЕАs Вf ДuaБtitative aБd Дualitative ГaЕaАeteЕs Вf theiЕ АaiБ cВАГВБeБts ȋiБfВЕАatiВБ basis, cЕiteЕia, alteЕБatives, Еules, АethВds, etc.Ȍ. 
Findings. The АaiБ diЕectiВБs aБd ЕegulaЕities Вf cВБteБt tЕaБsfВЕАatiВБ chaЕacteЕistics Вf the АaiБ cВАГВБeБts Вf the decisiВБ-АakiБg ГЕВcesses aЕe Еevealed aБd iБteЕГЕeted. )t is shВКБ that such a tЕaБsfВЕАatiВБ is БВt ВБlМ cВАГleЛ, but alsВ cВВЕdiБated, siБce its vaЕiВus fВЕАs aЕe БatuЕallМ iБteЕcВББected Кith each ВtheЕ aБd, АВЕeВveЕ, АutuallМ deteЕАiБe each ВtheЕ. )t is ГЕВved that the dВАiБaБt vectВЕ Вf all these tЕaБsfВЕАatiВБs is deВГtiАiНatiВБ Вf ГЕВceduЕal chaЕacteЕistics Вf the decisiВБs aБd, cВБseДueБtlМ, a decЕease iБ its Дualitative ГaЕaАeteЕs. All discВveЕed tЕaБsfВЕАatiВБs aЕe alsВ iБteЕГЕeted iБ a АВЕe geБeЕal ВЕgaБiНatiВБal cВБteЛt. Value of the results. A БeК ГheБВАeБВБ, tМГical fВЕ decisiВБ-АakiБg ГЕВcesses is alsВ discВveЕed aБd iБteЕГЕeted. This ГheБВАeБВБ ȋthe ГheБВАeБВБ Вf ǲЕisk ГВlaЕiНatiВБǳȌ is tМГical fВЕ decisiВБ-АakiБg ГЕВcesses iБ hieЕaЕchicallМ ВЕgaБiНed gЕВuГs. )t is АВst tМГical fВЕ АaБageЕial decisiВБs iБ ВЕgaБiНatiВБs. FiЕst ideБtified aБd veЕified a БeК scieБtific the Еesult, cВБsistiБg iБ the ГЕВВf that the sГecificatiВБ Вf the decisiВБ-АakiБg ГЕВcesses iБ teЕАs Вf ГВКeЕ iБflueБce affects БВt ВБlМ theiЕ ГheБВАeБВlВgical АaБifestatiВБs, but the basic cВАГВБeБts Вf these ГЕВcesses. These cВАГВБeБts aЕe alteЕБatives tВ chВice, its cЕiteЕia, as Кell as its iБfВЕАatiВБ basis aБd iАГleАeБtatiВБ stЕategies.
Key words: decisiВБ-АakiБg, ВЕgaБiНatiВБal decisiВБs, АaБageЕial decisiВБs, iБvaЕiaБt chВice stЕuctuЕe, ГВКeЕ iАГact, a vВluБtaЕМ chВice, fВЕced chВice, shift the Еisk, the Еisk Вf ГВlaЕiНatiВБ.

ReferencesAdaiЕ, J. ȋʹͲͲͻȌ. Effecti ve Decision Making. The Essential Guide to Thinking for Management Success. PaБ MacАillaБ.BlackeЕ, K., McCВББell, P. ȋʹͲͳͷȌ. People Risk Management: A Practical Approach to Managing the 
(uman Factors That Could (arm Your Business. KВgaБ Page.BЕehА, J. W. ȋͳͻ͹ͲȌ. A theorМ of psМchological reactance. N. Y., MВЕЕistВКБ, GeБeЕal LeaЕБiБg PЕess.
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Abstra˔t. Purpose. The paper aims to show the motivational function of personality resources in the 

organizational context. Based on the Personality Potential model (Leontiev, 2011) and Self-Determination 

Theory (SDT), we hypothesized that personality resources facilitate productive motivation and 

engagement with the work environment, resulting in positive outcomes for the individual, as well as 

for the organization. We aimed to explore three research questions: 1) whether personality resources 

positively predict autonomous motivation and negatively predict controlled motivation, 2) whether 

work motivation mediates the effects of personality resources on well-being outcomes, and 3) whether 

personality resources and work motivation have synergistic effects on workplace well-being outcomes. 

Study design. We used data from two samples of employees of a Russian production enterprise using a 

cross-sectional design (Study 1, N = 4,708) and a longitudinal design with a two-year interval between 

measurements (Study 2, N = 372). The participants completed measures of personality resources 

(hardiness, dispositional optimism, generalized self-efficacy, tolerance for ambiguity), work motivation, 

and well-being outcomes (life satisfaction, job satisfaction, work-life balance, work engagement, 

organizational commitment). Findings. A single dimension of personality resources emerged as a 

positive predictor of autonomous motivation and a negative predictor of controlled motivation, both 

in the cross-sectional and in the longitudinal perspective. The change in well-being outcomes was 

mainly explained by autonomous motivation at Time 1. Using a moderated mediation model, we found 

that work motivation partially mediated the effects of personality resources on well-being outcomes 

and exhibited the theoretically predicted interaction effects on work-life balance, job satisfaction, and 

organizational commitment. Value of the results. The results are in line with the hypothesis about the 

motivating function of personality resources.

Keywords: Self-Determination Theory, hardiess, workplace well-being, work engagement, job 

satisfaction.

The study was supported by the Russian Foundation for Basic Research, project #15-06-
10933 “Personality, motivational, and organizational resources of psychological well-being in 
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Introduction

The concept of personality resources

The problem of personality dispositions underlying workplace well-being and performance 

has been the focus of attention in organizational attention for many decades. The term “resources” 

usually used to denote such dispositions came into psychology from economics and management 

theory, but nowadays plays an important role in the field. Modern theories take into account different 

kinds of resources: internal, external, economical, physical, labour, natural, cognitive, psychological, 

informational, etc. — virtually anything that can be used by human beings as means to be effective 

and to maintain life quality (Hobfoll, 1989).

According to resource theories (Hobfoll, 2011; Ivanova, 2013; Leontiev, 2016), resources of 

different types disposable by individual do not exist separately from one another, but are organized 

in a system. Resources of different types can be acquired or lost, exchanged or replaced by one 

another, and, finally, used with various degrees of efficiency. According to D. Leontiev (2016), any 

object or property is not by itself a resource, but only becomes a resource in the context of a certain 

goal or activity.

In the present paper, we focus on personality resources. We define personality resources at work 

as relatively stable personality dispositions that lead to optimal and sustained activity engagement 

and result in higher productivity and higher workplace well-being in most work situations. Unlike 

trait theory, which stresses the stable character of the personality core (Emmons, 1999), modern 

approaches to personal resources view them as relatively stable personality characteristics that evolve 

over one’s lifetime (Ivanova, Leontiev, Osin, Rasskazova, Kosheleva, 2018). This idea is supported 

by findings of various studies testing interventions aimed to develop personality resources, such 

as optimism (Seligman, 1998), hardiness (Maddi et al., 1998), psychological capital (Luthans et al., 

2006).

D. Leontiev (2014) described four groups of dispositions conducive to optimal and sustained 

activity engagement, including resources of stability (attitudes and values which provide a sense 

of support, sustainable self-esteem, and inner grounds for decision making), resources of self-

regulation (strategies of dynamic interaction with life circumstances), motivational resources 

(reflecting an energy supply available to the individual), and, finally, instrumental resources (such as 

abilities, skills, and competencies relevant for a specific activity). The term “personality resources” 

is typically only applied to the variables from the first three groups.

The functions of personality resources

A large number of studies focus on the role of personality resources at work showing that these 

variables are not only correlates, but also causes of well-being. Personality resources moderate the 

causal relationships between external circumstances and psychological outcomes (Wise, Stake, 

2002; Xanthopoulou et al, 2007; Luthans et al., 2008; Mastenbroek et al., 2014). In the organizational 

context, special attention is paid to the efficacy of individuals at high-level management positions 

(Kalimo et al., 2002; Kalimo et al., 2003; Xantoupoulou et al., 2007; McDougall, Drummond, 2010), 

where personality resources were shown to be key predictors of well-being and performance.

Personality resources are positively associated with work engagement (Hakanen et al., 2006; 

Saks, 2006; Xanthopoulou et al., 2007; Kuhnel et al., 2012; Mandrikova, Gorbunova, 2012), which 

mediates their associations to workplace well-being. High levels of personality resources enable 

employees to keep a sustained level work of engagement even under stress and even when the level 
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of well-being is low (Hobfoll, Shirom, 1993). Personality resources help to cope with stress (Nelson, 

Simmons, 2003) and emerge as important predictors of successful workplace adaptation (Hobfoll, 

1989; Judge, Bono, 2001). Emotional burnout is associated with low levels of personality resources, 

such as self-esteem, self-efficacy, and optimism regarding the future (Wells, Hobfoll, & Lavin, 1999; 

Garrosa et al., 2011). 

But despite the promising findings at the level of specific variables, the field still experiences 

a lack of coherent theory of personality resources (Ivanova, Leontiev, Osin, Rasskazova, Kosheleva, 

2018). Different studies use different dependent variables (well-being, motivation, performance) 

and fail to specify the “object” of personality resources or criteria for selection of candidate variables. 

This leads to a confusion, as the same variable, such as well-being, can be viewed as a resource and 

as an outcome variable in different studies (Fredrickson, 2004; Lubomirsky et al., 2005; Lebedeva, 

2012). In order to overcome these contradictions, the functions of personality resources need to be 

specified.

Another issue lacking theoretical clarity is the problem of dynamics of personality resources: 

are these dispositions supposed to be stable or dynamic? The answer to this question defines 

whether such variables as emotional states or IQ can be viewed as personality resources. Even 

though the majority of the resource variables can be developed during the lifetime, they are still 

treated empirically as stable dispositions. Future theoretical work needs to clarify the conditions 

when certain types of resources can be considered as “stable” or “malleable.”

Despite the systemic character of personality resources (Hobfoll, 2011), researchers keep 

trying to find the “best” variables in terms of explaining human success in different settings. For 

instance, optimism and hardiness are often said to be the best predictors of well-being and coping 

with stress (Leontiev, 2011), but “best” is defined as having the most shared variance with these 

criteria. However, the causality and even the direction of these associations is rarely demonstrated. 

On the other hand, there is a tendency to look for a general factor of personality resources, which is 

reflected in such integral constructs as psychological capital (Luthans, Youssef, Avolio, 2007) or core 

self-evaluations (Judge, Erez, Bono, 1998; Judge et al., 2002). However, a general factor is hardly a 

substitute for substantive theory: in our opinion, such data-driven models fail to fill this gap. The 

shared variance between different constructs may reflect similarities in their respective empirical 

operationalizations or measurement procedures. We believe that a theory describing the systemic 

interactions between personality resources is badly needed.

One pathway toward arriving at such a theory was suggested by D. Leontiev (2011), who 

proposed the concept of the personality potential. He defines the personality potential as an integral 

systemic characteristic of individual psychological properties which underlies the capability of a 

personality to act based on stable inner criteria, to maintain one’s orientation towards meaning, 

and to remain effective under pressures and in changing circumstances. Thus, personality potential 

describes the capacity for effective and flexible self-regulation. Unlike other models, the personality 

potential model states that psychological properties only become “resources” when they can serve 

as means for a certain activity. Hence, the specific list of personality resources and the structure of 

their associations are supposed to differ in different situations. 

The personality potential theory (Leontiev, 2011; Ivanova, Leontiev, Osin, Rasskazova, 

Kosheleva, 2018) suggests that personality resources may be linked to positive outcomes via different 

pathways. First, they sustain motivation for activity by facilitating engagement and interaction with 

the environment. Second, they buffer against the detrimental effects of stress and challenges (by 

reducing the evaluation of stressors, by improving the evaluation of coping resources, increasing the 

motivation for active coping, providing additional coping resources). Third, they are associated with 

more effective self-regulation at different stages of activity execution. Finally, certain personality 



Organizational Psychology, 2018, Vol. 8, No. 2. www.orgpsyjournal.hse.ru

30

resources may have specific instrumental functions relevant to specific activities or stages of their 

implementation.

The present study

In the present study, we aim to test the hypothesis about the motivating function of personality 

resources in the work context. Existing studies based on Self-Determination Theory (SDT) (Ryan, 

Deci, 2000), a leading research approach in the field, undertaken in the work context have mainly 

focused on the positive effects of autonomous and the negative effects of controlled work motivation 

on organizational outcomes, as well as the effects on job characteristics and management practices 

on autonomous work motivation (Ryan, Deci, 2017).

Within SDT, autonomous and controlled motivation is typically studied separately from 

personality dispositions that may be related to the emergence of motivation. One study (Ratelle, 

Vallerand, Chantal, Provencher, 2004) using a prospective design in a general population sample 

found that three variables reflecting constructive cognitions or cognitive adaptation (positive self-

perceptions, perceptions of control, and dispositional optimism) predict self-determined motivation 

in a one-year perspective and that motivation mediates the effects of these variables on well-being. 

We aim to test a similar hypothesis in the organizational context, bringing together SDT with the 

personality resource approach to investigate the relationships between personality resources, work 

motivation, and work well-being outcomes. We present two empirical studies aimed to explore three 

research questions: 1) Are higher levels of personality resources associated with more productive 

(more autonomous and less controlled) patterns of work motivation? 2) Does work motivation 

mediate the effects of personality resources on well-being outcomes? 3) Do personality resources 

and work motivation exhibit synergistic effects on workplace well-being?

We chose four personality resource variables, which reflect positive beliefs about oneself and 

the world and are not specific to the work context, dispositional optimism, hardiness, generalized 

self-efficacy, and tolerance for ambiguity. First, we expected that individuals high in these beliefs 

would be more likely to engage actively with the work environment and to be more selective in their 

choice of work situations and environments, resulting in higher levels of autonomous and lower 

levels of controlled motivation. Second, we expected that work motivation would mediate the positive 

effects of personality resources on well-being outcomes: this expectation was based on the idea 

that personality resources only exhibit their positive effects when they are utilized in activity, which 

is supported by motivation. Finally, we expected that the effects of work motivation on workplace 

well-being outcomes would be moderated by personality resources: on the one hand, resources may 

be instrumental in facilitating the pursuit of autonomous goals resulting in higher well-being; on 

the other hand, they may buffer against the detrimental effects of controlled motivation on well-

being by various pathways (e.g., by facilitating the choice of intrinsic goals and satisfaction of basic 

psychological needs in non-work activities).

Thus, the aim of our studies was to investigate the interplay of personality resources and work 

motivation in predicting subjective well-being of organization employees. Study 1 used a cross-

sectional design in a large sample. Study 2 used a prospective design based on a follow-up survey in 

the same organization two years later.

Study 1

The aim of Study 1 was to investigate the interactive effects of personality resources and work 

motivation in a large sample using a cross-sectional design.
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Methods

Sample

The sample was comprised by 4,708 employees of a large energy generating enterprise with 

20 local branches in six regions of Central and North-West Russia. The demographic composition of 

the sample is presented in Table 1. The average experience of work in the same company was 13.32 

years (SD = 10.21), the average experience of work in the same position was 9.88 years (SD = 9.30). 

Table 1. Demographic composition of Study 1 (N = 4708) and Study 2 (N = 372) samples

Demographic Value Study 1, N (%) Study 2, N (%)

Gender Male  3,106 (65.97%) 223 (59.95%)

Female  1,602 (34.03%) 149 (40.05%)

Age 18-29 732 (15.55%) 87 (23.29%)

30-39 1,146 (24.34%)  117 (31.45%)

40-49 1,344 (28.55%)  104 (27.96%)

50-59 1,220 (25.91%) 61 (16.40%)

60-75 259 (5.50%) 3 (0.81%)

Education Secondary, 9- or 11-years 741 (15.74%) 22 (5.91%)

Professional school 1,806 (38.36%)  103 (27.69%)

Degree / some university 1,983 (42.12%)  218 (58.60%)

Second degree / PhD 177 (3.76%) 29 (7.80%)

Position in company Blue-collar workers 2,570 (54.59%)  132 (35.48%)

White-collar specialists 1,236 (26.25%)  134 (36.02%)

Mid-level managers 612 (13.00%) 73 (19.62%)

High-level managers 290 (6.16%) 33 (8.87%)

Procedure

Data were collected using an anonymous computerized survey. HR managers of each division 

approached employees, asking them to participate in an anonymous research survey of psychological 

climate in the organization conducted by an independent research team. The survey was carried out 

on dedicated computerized workplaces, in isolated rooms. In order to control for position effects, 

the questionnaires were presented in random order to each participant. The response rate was more 

than 80% of permanent staff.

Instruments

We used four measures of personality resources:

Brief Hardiness Test (Osin, Rasskazova, 2013), based on PVS-III (Maddi, Khoshaba, 2001), a 

24-item measure with a four-point response scale, comprised by items tapping into three constructive 

beliefs, commitment (a preference for active participation in the whatever is going on), control (a 

belief that one is able to influence the outcome of events), and challenge (a tendency to view problems 

and adversity as learning opportunities rather than as threats to be avoided at all costs) (Ƚ = .91).

Dispositional Optimism Test (Gordeeva, Osin, Sychev, 2010) based on Life Orientations Test 

(Scheier, Carver, 1985) with eight items reflecting generalized positive expectations about the future 

and life in general. We used five-point response scale for this study (Ƚ = .86).

Brief Ambiguity Tolerance Scale, based on MSTAT-I (McLain, 1993; Lukovitskaya, 1998; Osin, 

2010), which measures acceptance of and attraction to ambiguous (new, unpredictable or complex) 

stimuli. Nine items (8, 10, 12, 14, 16, 17, 18, 19, 22) with high factor loadings reflecting different 

facets of the construct were chosen from the Russian version of MSTAT-I and administered with a 

five-point response scale. In the present sample, one item (16) failed to show a significant factor 

loading and was removed. After adding an error covariance for two reverse-scored items, a single-
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factor model fit the data well (MLM: χ2(19) = 244.72, p < .001, CFI = .963, RMSEA = .050 [.045–.056], 

SRMR = .026) (Ƚ = .77).

Generalized Self-Efficacy Scale (Schwarzer, Jerusalem, 1995; Schwarzer, Jerusalem, Romek, 

1996), a 10-item instrument with a four-point response scale measuring perceived belief in one’s 

ability to achieve one’s goals and cope with difficulties (Ƚ = .91).

To measure work motivation, we used the Professional Motivation Questionnaire (Osin, Ivanova, 

Gordeeva, 2013) based on Self-Determination Theory (SDT) with a five-point response scale and 

indices of intrinsic motivation (Ƚ = .93), identified extrinsic motivation (Ƚ = .86), external extrinsic 

motivation (Ƚ = .82), and amotivation (Ƚ = .64). According to SDT, intrinsic and identified extrinsic 

motivation are autonomous forms of motivation, whereas external extrinsic motivation is a controlled 

one. Amotivation can also be considered as a controlled form of motivation in situations when the 

activity is already being carried out by the subject without his/her conscious engagement.

Because of their simplex structure, questionnaires based on the SDT model permit three types 

of scoring (Sheldon et al., 2017; Osin et al., 2017): using the scales independently, calculating the 

general indices of autonomous and controlled motivation, or calculating the Relative Autonomy 

Index (RAI), which reflects the overall quality of motivation (a relative dominance of autonomous 

motivation over controlled motivation) and is complemented by the mean score across the scales, 

which may be interpreted as motivation strength or acquiescence. The latter two scoring models are 

mathematically equivalent in terms of the variance they capture.

To calculate the RAI, we first mean-centered the scores on the motivation scale based on 

individual mean and inverted the controlled motivation items; the resulting index was reliable 

(Ƚ = .91). The indices of autonomous motivation (Ƚ = .90) and controlled motivation (Ƚ = .81) were 

calculated as averages across autonomous and non-inverted controlled motivation items.

To measure workplace well-being, we used several measures:

Satisfaction with Life Scale (SWLS: Diener, Emmons, Larsen, Griffin, 1985; Russian version by 

D. Leontiev: see Osin, Leontiev, 2008). Includes five items reflecting a positive cognitive evaluation 

of one’s life as a whole, rated on a five-point scale (Ƚ = .83).

Utrecht Work Engagement Scale (UWES: Schaufeli, Bakker, 2003; Lovakov, Agadullina, Schaufeli, 

2017). The short version of the scale includes nine items rated on a seven-point scale and tapping 

into three dimensions of work engagement, vigor, dedication, and absorption. In the present study, 

we excluded one item (“I get carried away when I’m working”) at the request of HR specialists, 

because the Russian formulation was perceived literally by employees with low levels of education. 

We only used the general index of work engagement (Ƚ = .94).

Job Satisfaction Scale (JSS: Ivanova, Rasskazova, Osin, 2013). Comprised of 19 items rated on 

a five-point scale, this instrument measures satisfaction with salary (Ƚ = .86), work conditions and 

organization (Ƚ = .74), management (Ƚ = .66), colleagues (Ƚ = .76), and job process and content 

(Ƚ = .83). An overall index of job satisfaction can also be calculated (Ƚ = .88).

Organization Commitment Questionnaire (OCQ: Porter, Smith, 1970; Russian version by 

Dominyak, 2006). The measure contains 15 items rated on a seven-point scale (Ƚ = .85).

Brief Work-Life Balance Scale (BWLBS: Mospan, 2014; based on Hayman, 2005). This brief 

instrument includes seven items rated on a five-point response scale comprising two dimensions 

measuring perceived lack of work-life balance: work interferes with life, or work/life imbalance 

(Ƚ =  .90) and life interferes with work, or life/work imbalance (Ƚ = .83).
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Results

During the preliminary data quality checks we excluded the responses of individuals who gave 

the same answer to all the items of the Professional Motivation Scale (N = 73) or two or more measures 

of personality resources (N = 371), resulting in N = 4298. Next, we investigated the associations of 

personality resources with work motivation indices. The resulting correlations are shown in Table 2.

Table 2. Pearson correlations of personality resources and work motivation scales (N = 4,298)

Variables 1 2 3 4 5 6 7 8 9 10

1. Optimism

2. Self-Eicacy .45

3. Tolerance for Ambiguity .31 .42

4. Hardiness .59 .52 .35

5. Intrinsic motivation .27 .22 .16 .39

6. Identiied regulation .32 .23 .21 .38 .65

7. External regulation – .37 – .21 – .23 – .46 – .38 – .36

8. Amotivation – .32 – .15 – .12 – .43 – .43 – .38 .56

9. Autonomous motivation .32 .25 .21 .42 .85 .95 – .40 – .44

10. Controlled motivation – .39 – .21 – .21 – .50 – .45 – .41 .92 .83 – .47

11. RAI .42 .27 .25 .54 .77 .80 – .76 – .73 .87 – .85

Note: all the coeicients are signiicant at p < .001.

All the four measures of personality resources showed positive and significant intercorrelations. 

To test whether these four scales could be treated as indicators of a single factor, we tested a simple 

single-factor CFA model (Mplus 7.4, MLM estimator), which showed acceptable fit (χ2(2) = 118.23, 

CFI = .970, RMSEA = .115, SRMR = .030). Hardiness exhibited the strongest loading on the common 

factor (R2 = .63, λ = .80), followed by optimism (R2 = .51, λ = .71), self-efficacy (R2 = .44, λ = .67), 

and tolerance for ambiguity (R2 = .23, λ = .48). We used regression-based factor score estimates in 

subsequent analyses where we treated personality resources as a single dimension.

To confirm the validity of the Relative Autonomy Index (RAI), we tested a measurement model 

(model 1) with four first-order factors corresponding to different motivation types, an alternative 

model with a single second-order factor (model 2), and two bifactor models (Howard et al., 2016) 

with four uncorrelated specific factors corresponding to different motivation types and either a 

single global factor (RAI, model 3) or two correlated global factors (autonomous and controlled 

motivation, model 4).

The fit indices for all the models tested are shown in Table 3. Both bifactor models fit the data 

well with better practical fit indices than those shown by the measurement model and the alternative 

model. The parameters of the two resulting bifactor models are presented on Figure 1. The loadings 

of variables on the two global factors were statistically significant in both models, supporting the 

validity of the RAI and of autonomous and controlled motivation indices.

Table 3. Structural models for the 16-item Professional Motivation Questionnaire

Model χ2(df), p CFI RMSEA (90% CI) SRMR

1. Four irst-order factors 1305.91 (96), p < .001 .962 .052 (.050 – .055) .044

2. Single second-order factor 1886.88 (98), p < .001 .943 .063 (.060 – .065) .064

3. Bifactor model (4 + 1 factors) 1245.38 (86), p < .001 .963 .054 (.051 – .057) .055

4. Bifactor model (4 + 2 factors) 751.92 (85), p < .001 .979 .041 (.038 – .044) .036
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Personality resources showed weak to moderate positive associations with autonomous 

motivation, as well as the RAI, and negative associations of similar magnitude with controlled 

motivation (see Table 2). To investigate whether these effects of personality resources were due to 

their shared variance or peculiar to certain resources, we performed a series of multiple regression 

analyses comparing the variance explained by the general factor of personality resources and the 

four individual scales comprising it (the tolerance values were above .56 for all variables, suggesting 

acceptable amount of multicollinearity).

Note. IM — intrinsic motivation, IDM — identiied regulation, EM — external regulation, AM — amotivation, AUT — autonomous motivation, 
CON — controlled motivation, RAI — Relative Autonomy Index.

Figure 1. Standardized parameters of the bifactor models three (left) and four (right)

The results of these analyses are provided in Table 4. The amount of variance of autonomous 

motivation explained by the individual personality resources was comparable to that explained by 

the general factor. However, in the case of controlled motivation and the RAI individual personality 

captured a larger amount of variance, compared to the general factor. For these criteria we found 

a paradoxical effect of self-efficacy (discussed below). Consistent with its highest loading on the 

common factor, hardiness emerged as the strongest predictor of work motivation variables, but the 

contributions of the other three resource variables were also significant.
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Table 4. Personality resources as predictors of work motivation

Autonomous motivation Controlled motivation RAI

Model 1, R2 .19*** .28*** .31***

   β, Optimism .11*** – .17*** .16***

   β, Self-Eicacy .00 .12*** – .07***

   β, Tolerance for Ambiguity .06*** – .05** .06***

   β, Hardiness .34*** – .45*** .46***

Model 2, R2 .18*** .23*** .27***

   β, PR Factor .42*** – .47*** .52***

Note: *** p < .001, **p < .01.

We proceeded by investigating the associations of personality resources and work motivation 

with dependent variables. Because the effects of the two autonomous and of the two controlled 

motivation types were substantially similar, for brevity we only used summary indices of autonomous 

and controlled motivation. The resulting correlations are presented in Table 5.

Table 5. Zero-order correlations of personality resources and work motivation with outcome 

variables

PR Optimism Self-eicacy Toler. for ambig. Hardiness AM CM RAI

SWLS: Life Satisfaction .41 .36 .22 .13 .42 .41 – .28 .40

BWLBS: Work/life – .25 – .19 – .12 .02x – .32 – .24 .26 – .29

BWLBS: Life/work – .31 – .25 – .15 – .04x – .36 – .17 .33 – .29

OCQ: Commitment .41 .35 .23 .15 .41 .68 – .42 .64

UWES: Engagement .42 .33 .28 .21 .41 .56 – .37 .55

JSS: Salary .21 .18 .05 .07 .24 .45 – .22 .40

JSS: Work conditions .37 .33 .17 .13 .39 .54 – .34 .52

JSS: Management .40 .31 .20 .12 .45 .43 – .35 .46

JSS: Colleagues .41 .31 .31 .14 .40 .33 – .26 .35

JSS: Work process .49 .36 .33 .28 .46 .70 – .43 .67

JSS: Total .50 .41 .28 .21 .52 .71 – .45 .68

Note: all the associations, except for those marked x, are signiicant at p < .001. PR = personality resources factor, AM = autonomous motivation, 
CM = controlled motivation, RAI = Relative Autonomy Index.

The associations of various personality resources with the outcome variables were all in the 

same direction, consistent with the theoretical expectations (except for the two non-significant 

associations of tolerance for ambiguity with work-life balance). The effects for hardiness were 

generally the strongest and comparable in magnitude to the effects exhibited by the general factor 

of personality resources. Autonomous motivation and the RAI were consistently associated with 

well-being, whereas controlled motivation was consistently associated with ill-being. Predictably, 

the associations of work motivation with domain-specific well-being measures (organizational 

commitment, work engagement, job satisfaction) were stronger than the corresponding effects of 

personality resources.

Finally, to test the interactive effects of personality resources and work motivation we tested a 

series of moderated mediation models (Preacher, Rucker, Hayes, 2007) in Mplus. In these models (see 

Figure 2), the effect of personality resources on the outcome variable was mediated by autonomous 

and controlled motivation and two corresponding interaction terms between personality resources 

and motivation were entered (Preacher et al., Model 1). Predictors were centered prior to analysis 

and the error terms of autonomous and controlled motivation were allowed to covary with each 

other and with their respective interaction terms, resulting in saturated models.
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Figure 2. The prototypical moderated mediation model

The same prototypical model was tested for each dependent variable in turn. The standardized estimates of the effects oЕ peЕsonalitМ ЕesouЕces on autonomous and contЕolled motivation, βA and βC, weЕe .Ͷʹ and — .Ͷ͹, ЕespectivelМ, in all models. The standaЕdized estimates of the five effects of 
predictors on each dependent variable are shown in Table 6. To test the significance of the interaction 

effects we used Wald test comparing the saturated model with a more restrictive one, where both 

regression coefficients of the interaction terms were constrained to zero.

To evaluate the proportion of personality resource variance mediated by work motivation for 

each dependent variable, we calculated PM (see Preacher, Kelley, 2011), the ratio of the total indirect 

effect of personality resources on the DV (ȾA * ȾAM + ȾC * ȾCM) to the total effect (sum of the direct 

and all the indirect effects). The significance of the total indirect effect is given in the PM column.

Table 6. Parameter estimates of the moderated mediation models

Dependent variable
Predictor, β

R2 PM Wald test, χ2(2)
PR AM CM PR x AM PR x CM

SWLS .28*** .29*** – .01 .02 .02 .24*** .31*** 2.28

BWLBS: Work – .14*** – .13*** .13*** – .06** – .06** .10*** .46*** 11.76**

BWLBS: Life – .20*** .03 .25*** – .08*** – .09*** .15*** .34*** 27.65***

OCQ .13*** .59*** – .07*** .08*** .03 .49*** .68*** 26.45***

UWES .20*** .48*** – .07*** – .02 .04* .37*** .52*** 16.12***

JSS: Salary .02 .45*** – .01 .08*** .03 .21*** .90*** 21.65***

JSS: Condit. .17*** .46*** – .05** .05** – .01 .33*** .56*** 14.38***

JSS: Manag. .24*** .28*** – .11*** .07*** .03* .26*** .41*** 17.24***

JSS: Colleagues .33*** .19*** – .02 .03 – .01 .20*** .21*** 5.13

JSS: Process .21*** .58*** – .06*** – .02 .00 .54*** .56*** 1.91

JSS: Total .23*** .59*** – .06*** .06*** .01 .56*** .54*** 16.99***

Note: *** p < .001, ** p < .01, * p < .05. PR — Personality resources factor, AM — autonomous motivation, CM — controlled motivation. ΔR2  — 
diference in variance explained by the models with and without the two interaction terms.

Personality resources and work motivation characteristics emerged as significant independent 

predictors of all outcome variables, except for life/work imbalance and satisfaction with salary. 

Predictably, the effects of work motivation were generally stronger for domain-specific dependent 

variables (organizational commitment, work engagement, job satisfaction). The direction of main 
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effects of personality resources and work motivation was consistent with the expectations (positive 

effects for personality resources and autonomous motivation and negative effects of controlled 

motivation on well-being variables, and vice versa for the only two ill-being variables, namely, 

BWLBS subscales).

The interaction effects of personality resources and work motivation emerged as significant 

for most variables, except for satisfaction with life, colleagues, and work process. The effects of the 

interaction term of personality resources and autonomous motivation were positive for the well-

being variables and negative for ill-being variables, suggesting that employees with high levels of 

personality resources and high levels of autonomous work motivation in combination are more 

likely to be committed to the organization, satisfied with their salary, management, as well as work 

conditions, and tend to experience lower levels of conflict between the demands of their job and 

personal life. The effects of the interaction term of personality resources and controlled motivation 

were weaker and in the same direction (opposite to that of the main effects of controlled motivation), 

indicating that in employees with high levels of personality resources the negative main effects of 

controlled motivation on work engagement, satisfaction with management, and work-life balance 

are less pronounced.

Discussion

The findings of correlational analyses and confirmatory factor analyses indicate that personality 

resources are positively interrelated, with hardiness showing the strongest contribution to the 

common factor and tolerance for ambiguity being the most distinct from the other three variables. 

This finding is in line with the hypothesis about the systemic organization of personality resources 

proposed by the personality potential theory. Indeed, the very fact that different constructive beliefs 

tend to come together is not new and hardly surprising. However, it suggests that existing integral 

conceptions of personality resources (such as psychological capital or core self-evaluations) based 

on this empirical fact should only be seen as first steps towards more comprehensive theoretical 

models that would explain the similarities and the differences between various resource variables 

and their respective effects on well-being and performance in various contexts.

We found that personality resources are positively associated with autonomous work motivation, 

suggesting that employees with higher levels of hardiness, optimism, tolerance for ambiguity, and 

self-efficacy may find it easier to discover something of interest in their work process or to find a 

personal meaning of their work (i.e., integrate their work motivation). Another potential cause of 

these associations could be a selection effect: employees with higher levels of personality resources 

might be more likely to get promoted to higher positions based on their performance and might be 

more active in abandoning controlled and dissatisfying job settings to engage in more autonomously 

motivated and personally satisfying jobs. In contrast, individuals with lower levels of personality 

resources may be more likely to get stuck in jobs that they do not enjoy but lack the courage or 

motivation to change. Personality resources were positively associated with hierarchical position 

in company (r = .16, p < .001) and inversely associated with the number of years spent working in 

the same position (r = – .15, p < .001); these associations remained significant after controlling for 

employee age (r = .16 and r = – .08, respectively, p < .001), suggesting that both effects may take 

place. Longitudinal studies are needed to disentangle them reliably. We interpret these findings as 

evidence of the motivational function of personality resources.

Because we used existing measures of personality resources modelled as observed variables, 

differences in measurement reliability and in response bias, such as acquiescence, may have 

contributed to the picture. Thus, we believe that the paradoxical effect of self-efficacy on motivation 
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may be explained by response bias. The other three scales include a sizeable proportion of reverse-

scored items (70.1%, 50%, and 25% for the hardiness, optimism, and tolerance for ambiguity 

measures, respectively), whereas the self-efficacy scale is the only one to be comprised entirely by 

non-reverse-scored items; hence, its unique variance (non-shared with the other three personality 

resources) may also include the effects of response bias. Because controlled motivation items are, 

essentially, reverse-scored, it is not surprising that only the unique (acquiescence) variance of self-

efficacy shows a positive association here. Future studies could develop dedicated balanced measures 

of personality resources and of dependent variables in order to reliably separate the specific variance 

of different personality resources from item direction effects. Rigorous approach to data screening 

and measures to control for social desirability could further refine the findings.

The interaction effects of personality resources and work motivation suggest that variables 

from these two groups may have synergistic effects on workplace well-being outcomes. As a 

tentative causal interpretation, we believe that personality resources may be utilized more actively 

by autonomously motivated individuals, leading to more satisfying outcomes. In turn, personality 

resources may buffer against the detrimental effects of controlled motivation on well-being outcomes 

by enabling individuals to cope better even with work that is rather boring or meaningless. The effect 

sizes for these moderation effects were not strong: Cohen’s f2 ranged from .003 to .010 for significant 

effects (median f2 = .005). However these effect sizes even exceed those typically found in applied 

psychology studies (Aguinis, Beaty, Boik, Pierce, 2005) and suggest that large samples are needed to 

detect them with sufficient statistical power.

Study 2

Study 2 aimed to extend the findings of Study 1 by using a prospective design. We intended 

to explore two research questions: 1) Do personality resources predict sustained autonomous 

motivation? 2) Do personality resources and work motivation exhibit interactive effects in predicting 

well-being in the long term?

Methods

Sample and procedure

The sample was comprised by respondents who participated in a follow-up study two years 

later, following a change of company CEO and the management team. The second study had the 

same aims and procedure. Because the survey was anonymous, no identifiers were provided by the 

respondents and we matched individual scores across two occasions based on a combination of 

demographic characteristics. Only the data of respondents who could be matched unambiguously 

(N = ͵͹ʹȌ weЕe Еetained foЕ longitudinal analМses. Based on the same scЕeening pЕoceduЕe as in 
Study 1, data of 27 respondents were excluded, resulting in the remaining sample size of N = 345.

Instruments

The Time 1 (T1) instruments measuring personality resources are described in Study 1 above. 

Below we describe the scales used at Time 2 (T2). As the longitudinal design was not envisioned 

initially, some versions of the instruments differed at T1 and T2 and we only used subsets of items 

with exactly the same formulations at both measurement occasions. The reliabilities of all the 

resulting measures at both occasions are given in Table 7.

Satisfaction with Life Scale (SWLS: Diener et al., 1985; Russian version: Osin, Leontiev, 2008) 

and Utrecht Work Engagement Scale (UWES: Schaufeli; Russian version: Kutuzova) were the same 

as in Study 1.
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Professional Motivation Questionnaire. The revised version (Osin et al., 2017) of the measure 

contained only 3 intrinsic motivation (IM) items (“…because I like my work”, “…because I find the 

process of my work interesting”, “…because I enjoy working here”) and 2 external regulation (EM) 

items (“…because I have no choice but to work here”, “…because I am afraid I won’t find another job”) 

from the old version used at T1.

Organizational Commitment Questionnaire. Items 2, 5, 6, and 8 from the Organizational 

Commitment Questionnaire (Mowday, Steers, Porter, 1979) were chosen for the follow-up study 

based on their factor loadings and substantive content.

Job Satisfaction Scale. The revised version of the measure (Ivanova, Osin, Rasskazova, in 

preparation) contained 17 out of 19 items administered at T1. Two items were dropped from the 

subscale measuring satisfaction with job conditions.

Results

The scale reliabilities and differences between the scores at two measurement occasions are 

summarized in Table 7. The data reflected a decrease in intrinsic motivation, satisfaction with salary, 

management, and work process, combined with an increase in extrinsic motivation (attributed to 

background effects). The sizes of these effects, however, are small (d < .30).

Table 7. Reliabilities and descriptive statistics across two measurement occasions (N = 372)

Scale No. items
2011 2013

Student t Cohen’s d
α M (SD) α M (SD)

SWLS 5 .83 3.90 (1.03) .87 3.94 (1.11) .74 .04

UWES 8 .95 4.25 (1.60) .94 4.15 (1.51) 1.17 – .06

IM 3 .94 3.90 (0.96) .91 3.75 (1.01) 2.75** – .15

EM 2 .78 2.10 (1.09) .68 2.31 (1.04) 3.69*** .20

JSS: Salary 4 .88 2.90 (0.96) .92 2.77 (1.05) 2.75** – .14

JSS: Conditions 2 .67 3.28 (0.97) .74 3.28 (1.02) .11 .01

JSS: Management 3 .64 3.59 (0.84) .65 3.43 (0.87) 3.81*** – .20

JSS: Colleagues 3 .81 4.27 (0.54) .76 4.24 (0.56) .99 – .05

JSS: Work Process 5 .84 3.96 (0.69) .85 3.74 (0.73) 5.65*** – .30

Org. Commitment 4 .81 4.25 (1.12) .90 4.17 (1.30) 1.38 – .07

Note: *** p < .001, ** p < .01.

We proceeded by testing a series of multiple regression models. First, we tested the models 

where personality resources at T1 predicted change in motivation scores from T1 to T2. To do this, 

we entered the scores on dependent variable at T1 as a predictor at the first step, followed by the 

T1 latent score estimate for the personality resources factor at the second step, in order to see if it 

would capture additional variance.

The results are summarized in Table 8. Higher level of personality resources at T1 predicted an 

increase in intrinsic motivation and a decrease in external regulation at T2, as well as increase in work 

engagement, satisfaction with colleagues, and satisfaction with work process. Additional analyses 

revealed that these effects of personality resources on work motivation were mostly associated with 

hardiness.

At the next step we investigated whether personality resources and work motivation 

characteristics at T1 would exhibit interactive effects in predicting the same set of dependent 

variables at T2. We entered the T1 score on the dependent variable at step 1, followed by T1 

personality resources and work motivation variables at Step 2, and two interaction terms between 

personality resources and work motivation at Step 3. To avoid multicollinearity, the predictors were 

centered prior to calculation of the interaction terms.
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Table 8. Personality resources at T1 predicting change in dependent variables

Dependent variable (T2)
Step 1 Step 2

ΔR2 T1 DV, β ΔR2 T1 DV, β T1 PR, β

Satisfaction with Life .244*** .49*** .003 .46*** .06

Intrinsic motivation .246*** .50*** .020** .44*** .15**

External regulation .244*** .49*** .020** .42*** – .16**

UWES Work Engagement .244*** .49*** .010* .45*** .11*

Organizational Commitment .318*** .56*** .003 .54*** .06

JSS: Salary .273*** .52*** .000 .53*** – .01

JSS: Work Conditions .323*** .57*** .000 .57*** .01

JSS: Management .268*** .52*** .001 .51*** .04

JSS: Colleagues .150*** .39*** .036*** .30*** .21***

JSS: Work Process .249*** .50*** .010* .44*** .12*

JSS: Total .353 .59*** .000 .59*** .01

Note: *** p < .001, ** p < .01, * p < .05. DV = Dependent variable, PR = personality resources factor.

The results are presented in Table 9. In line with the previous analysis, personality resources 

predicted an increase in satisfaction with colleagues. Controlling for the differences in personality 

resources, autonomous motivation predicted increased work engagement, satisfaction with the 

process of work, and satisfaction with work conditions two years later. Because we failed to find any 

significant effects for the interaction terms, the results of Step 3 are not shown.

Table 9. Personality resources and work motivation at T1 predicting change in dependent variables

Dependent variable (T2)
Step 1  Step 2

ΔR2 T1 DV, β ΔR2 T1 DV, β T1 PR, β T1 AUT, β T1 CON, β

Satisfaction with Life .244*** .49*** .006 .44*** .06 .06 .02

Work Engagement .244*** .49*** .064*** .31*** .05 .28*** – .02

Org.Commitment .318*** .56*** .008 .49*** .03 .09 – .02

JSS: Salary .273*** .52*** .007 .49*** – .05 .09 – .02

JSS: Work Conditions .323*** .57*** .019* .51*** – .06 .14* – .05

JSS: Management .268*** .52*** .011 .47*** – .02 .04 – .11

JSS: Colleagues .150*** .39*** .044*** .28*** .16** .06 – .07

JSS: Work Process .249*** .50*** .043*** .27*** .07 .23** – .07

JSS: Total .353*** .59*** .007 .52*** – .02 .08 .06

Note: *** p < .001, ** p < .01, * p < .05.

Discussion

The findings of the longitudinal study corroborate the Study 1 results showing the motivational 

function of personality resources. We found that individuals with higher levels of personality 

resources at the outset were more likely to maintain their intrinsic work motivation in the long 

term and less likely to develop external regulation two years later. These individuals were also more 

likely to remain engaged into their work process and satisfied with it, enjoying their relationships 

with colleagues. These effects of personality resources were particularly evident against the general 

backdrop of decreasing workplace well-being due to organizational change and other potential 

background effects. These findings are reminiscent of the results obtained by S. Maddi in the Illinois 

Bell study (Maddi, 2002) and suggest that interventions aimed at the development of personality 

resources (in particular, hardiness) may indeed make employees more resilient in stressful settings.

Controlling for personality resources, we also found that employees who were autonomously 

motivated at Time 1 were more likely to remain engaged into their work and satisfied with it two years 
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later. These findings were limited by the modest measurement reliability of our reduced measures 

(particularly, some subscales of the Job Satisfaction Scale and external regulation scale based on 

overlapping items chosen from two different versions of the Professional Motivation Questionnaire). 

The fact that we failed to find any significant interaction effects of personality resources with work 

motivation is hardly suprising, given the relatively small sizes of these effects in combination with 

the modest Study 2 sample size. Unfortunately, these limitations were hardly avoidable, given that a 

longitudinal design was not envisioned at the outset.

Future studies could overcome these limitations by planning for longitudinal comparisons 

and utilizing more rigorous procedures to ensure respondent identification (while preserving 

anonymity). In order to test for the mediation of the effects of personality resources by work 

motivation, a longitudinal design with three measurements, albeit at shorter temporal intervals, 

would be preferable.

General discussion

The findings of the two studies described above indicate that personality resources may 

facilitate sustained and productive work motivation even under stressful settings associated with an 

overall decline of well-being. The measures of personality resources that we used are general, rather 

than domain-specific, like psychological capital. In Study 1 we found that hardiness, optimism, and 

generalized self-efficacy share 44 to 63% of their individual variance, with tolerance for ambiguity 

being more distinct.

The effects of these variables were typically similar and we focused on the general effects of 

personality resources by treating them as a single latent dimension. The differences in the effects 

of these variables that we discovered in multiple regression analyses can be explained either by 

differences in the constructs or measurement procedures. In order to reliably separate the common 

variance of personality resources from their specific variance, new, more refined measures are 

needed, to control for unequal reliability and response bias.

The specific mechanisms of these effects of personality resources on work motivation need to 

be clarified in future theoretical and empirical work. Does autonomous work motivation emerge as 

a result of more active interaction with the work environment facilitated by personality resources, 

enabling individuals to find more interest in their jobs and to satisfy their basic psychological needs? 

Can personality resources facilitate cognitive integration of work motivation, leading to a more positive 

functioning even under controlling settings? Do personality resources protect individuals from the 

harmful effects of need-thwarting factors by means of active coping or cognitive restructuring? 

These questions call for future research, placing the effects and variables described within Self-

Determination Theory into a larger nomological network of personality resource variables.The limitations of the studies include the use of self-ЕepoЕt measuЕes and, in case of StudМ ʹ, modest sample size, Еesulting in low poweЕ to discoveЕ the inteЕaction effects found in StudМ ͳ. 
However, we believe that the two studies presented constitute a sound preliminary evidence in 

favour of the positive effects of the combination of personality resources and work motivation 

and call for more investigation using various organizational settings, measures, and more rigorous 

research designs.
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CВБceГЗИal fЕaАeКВЕk Вf cВgБiЗiЙe ЖВcial caГiЗal iБ ВЕgaБiНaЗiВБЖ fЕВА a ЖВcial ГЖМchВlВgМ ГeЕЖГecЗiЙe
Ludmila G. POCHEBUT 

Vera A. CHIKER 
St. Petersburg State University, St. Petersburg, Russia

Natalia V. VOLKOVA
NaЗiВБal Research UБiversiЗМ (igher SchВВl Вf EcВБВАics ȋ(SE – SaiБЗ-PeЗersbИrgȌ, SЗ. PeЗersbИrg, RИssia

Abstact. PИrГВse. EЛГlВЕiБg Зhe cВБЗeЛЗ Вf ЖВcial caГiЗal iБ ВЕgaБiНaЗiВБЖ iЖ eЛЗЕeАelМ iАГВЕЗaБЗ fВЕ bВЗh ГЕacЗiЗiВБeЕЖ aБd ЕeЖeaЕcheЕЖ. VaЕiВИЖ ЗheВЕeЗical aБd ГЕacЗical iАГlicaЗiВБ aБd aГГlicaЗiВБ ЗhaЗ deАВБЖЗЕaЗe ГecИliaЕiЗieЖ Вf ЗhiЖ ГheБВАeБВБ aЕe ГЕeЖeБЗed iБ Зhe liЗeЕaЗИЕe. BИЗ, ЗheЕe iЖ a lack Вf deЗailЖ abВИЗ cВgБiЗiЙe aЗЗiЗИdeЖ Вf ЖВcial caГiЗal iБ ВЕgaБiНaЗiВБЖ. The ГИЕГВЖe Вf ЗhiЖ ГaГeЕ iЖ ЗВ deЙelВГ a cВБceГЗИal АВdel Вf cВgБiЗiЙe ЖВcial caГiЗal fВЕ ВЕgaБiНaЗiВБЖ. MeЗhВdВlВgМ. BaЖed ВБ Зhe ЖВcial-ГЖМchВlВgical aГГЕВach Кhich deЖcЕibeЖ ЖВcial caГiЗal aЖ a ЖМЖЗeА Вf eАГlВМeeЖ’ ЕelaЗiВБЖhiГ aАВБg ЗheА, ГaЕЗБeЕЖ aБd clieБЗЖ, a ЗheВЕeЗical fЕaАeКВЕk Вf ВЕgaБiНaЗiВБal cВgБiЗiЙe ЖВcial caГiЗal haЖ beeБ cЕeaЗed aБd ГЕeЖeБЗed. FiБdiБgs. FiЕЖЗ Вf all, dЕaКiБg ВБ a ЙaЕieЗМ Вf liЗeЕaЗИЕeЖ, iЗ iЖ aЕgИed ЗhaЗ ЗheЕe iЖ a cВБceГЗИal АВdel Вf ВЕgaБiНaЗiВБal cВgБiЗiЙe ЖВcial caГiЗal Кhich cВБЖiЖЗЖ Вf Зhe fВllВКiБg ГaЕЗЖ: ͳȌ cВАГВБeБЗЖ Вf cВgБiЗiЙe ЖВcial caГiЗal, ʹȌ ГВЖiЗiЙe aБd ͵Ȍ БegaЗiЙe facЗВЕЖ iБflИeБced ВБ Зhe deЙelВГАeБЗ Вf ВЕgaБiНaЗiВБal ЖВcial caГiЗal, ͶȌ ВbjecЗiЙaЗiВБ Вf ЖВcial caГiЗal eЛГЕeЖЖed ЗhЕВИgh ГЕВАВЗiВБ, ГВЖiЗiЙe АВЕale aБd cВЕГВЕaЗe cИlЗИЕe. SecВБdlМ, fВИЕ diАeБЖiВБЖ Вf ЖВcial caГiЗal aЕe ВИЗliБed iБ ЗhiЖ ГaГeЕ: ЕeЖВИЕce, БeЗКВЕk, ecВБВАic aБd ЖВcial-ГЖМchВlВgical. ReЖВИЕce aЖГecЗ cВБЖideЕЖ ЖВcial caГiЗal aЖ aБ aggЕegaЗiВБ Вf ГВЗeБЗial aБd acЗИal ЕeЖВИЕceЖ ВКБed bМ ГeВГle. EcВБВАic aГГЕВach ЖЗИdieЖ cВАГeЗiЗiЙe adЙaБЗageЖ Кhich gaiБ ГeВГle iБclИdiБg iБ ЖВcial caГiЗal iБЗeЕacЗiВБЖ. NeЗКВЕk diАeБЖiВБ highlighЗЖ Зhe iАГВЕЗaБce Вf ЖВcial БeЗКВЕkiБg. (ВКeЙeЕ, Зhe БeЗКВЕkЖ aЕe ВБlМ cВААИБicaЗiВБ chaББelЖ Кhich ЖhВИld be filled ИГ КiЗh АeaБiБgfИl iБfВЕАaЗiВБ. SВ, ЖВcial-ГЖМchВlВgical aГГЕВach eЛГlВЕeЖ a cВАГЕeheБЖiЙe cВБЗeБЗ Вf ЖВcial caГiЗal. FiБallМ, faceЗЖ aБd hieЕaЕchical leЙelЖ Вf ВЕgaБiНaЗiВБal ЖВcial caГiЗal aЕe aБalМНed. )АГlicaЗiВБЖ fВЕ ГЕacЗice. OЕgaБiНaЗiВБal cВgБiЗiЙe ЖВcial caГiЗal caБ be defiБed aЖ aБ iБЗegЕaЗed ЖeАaБЗic field Кhich jВiБЖ eАГlВМeeЖ ЗВ Еeach acЗИal ЗaЕgeЗЖ aБd bИildЖ ИГ cВАГaБМ’Ж iАage fВЕ Зhe iБЗeЕБal aБd eЛЗeЕБal eБЙiЕВБАeБЗ. )З iЖ baЖed ВБ Зhe ЗЕИЖЗ, iБЗeЕacЗiВБ БВЕАЖ ȋЕeciГЕВciЗМ, ЖeБЖe Вf eДИaliЗМ, faiЕБeЖЖȌ, cВААiЗАeБЗ ЗВ cВАГaБМ gВalЖ aБd ЙalИeЖ. OrigiБaliЗМ. The cВБceГЗ Вf ВЕgaБiНaЗiВБal cВgБiЗiЙe ЖВcial caГiЗal iЖ iБЗЕВdИced.
Keywords: ВЕgaБiНaЗiВБal cВgБiЗiЙe ЖВcial caГiЗal, ЗЕИЖЗ, iБЗeЕacЗiВБ БВЕАЖ, cВААiЗАeБЗ, ЖВcial caГiЗal, iАage.
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ReЖilieБce aЖ iБЗeЕБal ЕeЖВИЕce iБ Зhe ЗeachiБg 
profession

Marina FRIZEN 
Vitus Bering Kamchatka State University, Petropfvlovsk-Kamchatsky, Russia

Abstract. Purpose.The ЕeЖilieБce acЗЖ aЖ a ЖigБificaБЗ ЕeЖВИЕce iБ Зhe ЗeachiБg ГЕВfeЖЖiВБ ИБdeЕ Зhe cВБdiЗiВБЖ Вf a АВdeЕБ ЖiЗИaЗiВБ Вf ИБceЕЗaiБЗМ. )Б Зhe aЕЗicle ЗheЕe ЕeflecЗed Зhe ЕeЖИlЗЖ Вf Зhe geБeЕaliНiБg ЕeЖeaЕch Кhich ГИЕГВЖe iЖ ЖЗИdМiБg aБd Зhe deЖcЕiГЗiВБ Вf ЕeЖilieБce aЖ iБЗeЕБal ЕeЖВИЕce Вf Зhe ЗeacheЕЖ КВЕkiБg ИЖed cВБdiЗiВБЖ. WheБ ГlaББiБg ВИЕ КВЕk Кe Аade aБ aЖЖИАГЗiВБ ЗhaЗ Зhe ЕeЖilieБce ИЖed bМ ЗeacheЕЖ aЗ diffeЕeБЗ levelЖ Вf iЗЖ eЛГЕeЖЖiveБeЖЖ, haЖ ЖГecificЖ iБ cВАГaЕiЖВБ КiЗh ВЗheЕ ГЕВfeЖЖiВБal gЕВИГЖ aБd alЖВ haЖ diffeЕeБceЖ КiЗh Зhe Гlace Вf ЕeЖideБce, iБ cВББecЗiВБ КiЗh iБvВlveАeБЗ iБ АaБageАeБЗ КВЕk. Method. The daЗa cВllecЗed ВБ gЕВИГЖ Вf ЗeacheЕЖ, headЖ Вf Зhe edИcaЗiВБal iБЖЗiЗИЗiВБЖ aБd dВcЗВЕЖ liviБg iБ PeЗЕВГavlВvЖk-KaАchaЗЖkМ aБd/ВЕ VilМИchiБЖk ȋKaАchaЗka KЕaiȌ. DaЗa have beeБ ЖИbjecЗed ЗВ Зhe ЖЗaЗiЖЗical aБalМЖiЖ ȋclИЖЗeЕ, cВЕЕelaЗiВБ aБd cЕiЗeЕiaȌ. 
Findings. We have dЕaКБ cВБclИЖiВБЖ ЗhaЗ ЗeacheЕЖ КiЗh Зhe high level Вf ЕeЖilieБce ЕelМ ВБ iБЗelligeБce, ГlaББiБg, Зhe life eЛГeЕieБce, aИЗВБВАМ АВЕe, КheБ ЗeacheЕЖ КiЗh lВК level Вf ЕeЖilieБce aЕe АВЕe cВБceБЗЕaЗed ВБ eАВЗiВБal aБd fiБaБcial aЖГecЗ Вf ЗeachiБg ГЕВfeЖЖiВБ. The cВБclИЖiВБ iЖ dЕaКБ ЗhaЗ aЗ ЗeacheЕ-headЖ Зhe ЕeЖilieБce aБd ЗВleЕaБce ЗВ ИБceЕЗaiБЗМ iЖ iБvВlved baЖicallМ iБ a ЕaЗiВБal, cВgБiЗive keМ, aБd aЗ Зhe ЗeacheЕЖ КhВ aЕeБ’З iБclИded iБ Зhe АaБageАeБЗ iБ aБ affecЗive keМ. DВcЗВЕЖ have gЕeaЗeЕ ЕiЖk ЗakiБg iБ cВАГaЕiЖeБ ЗВ ЗeacheЕЖ; diЖЗiБcЗiВБЖ Вf ГaЕaАeЗeЕЖ Вf ЕeЖilieБce deГeБЖ ВБ Зhe Гlace Вf ЕeЖideБce. The cВБclИЖiВБЖ dЕaКБ bМ ИЖ deАaБd fИЕЗheЕ check ВБ АВЕe ЖiНable aБd veЕЖaЗile ЖaАГliБg. Value of the results. ReЖИlЗЖ caБ be aГГlied ЗВ ВГЗiАiНaЗiВБ Вf Зhe ГЕВfeЖЖiВБal eБviЕВБАeБЗ Вf Зhe ЗeacheЕ.
KeМКords: ЕeЖilieБce, ГeЕЖВБal ЕeЖВИЕceЖ, ЗeachiБg ГЕВfeЖЖiВБ.
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RiЗИals Вf Зhe fВЕАal ВГeБiБg Вf БeК RИssiaБ ГlaБЗs Вf fВЕeigБ cВЕГВЕaЗiВБs: Зhe АeaБiБg, cВБЗeБЗ aБd АaББeЕ Вf ceЕeАВБies
Igor GURKOV
National Research University Higher School of Economics, Moscow, Russia

Evgeniy MORGUNOV
Moscow School of Social and Economic Science, Moscow, Russia

National Research University Higher School of Economics, Moscow, Russia

Abstract. PИrГВse. The gВal Вf Зhe sЗИdМ is ЗВ geБeЕaЗe evideБce ВБ aБ ИБdeЕeЛГlВЕed ГheБВАeБВБ Вf iБЗeЕБaЗiВБal bИsiБess. SЗИdМ desigБ. The sЗИdМ is based ВБ Зhe aБalМsis Вf ГИbliclМ available videВs devВЗed ЗВ fВЕАal ГlaБЗ ВГeБiБg ceЕeАВБies bМ fВЕeigБ АИlЗiБaЗiВБal cВЕГВЕaЗiВБs iБ RИssia. )Б ЗВЗal, ͳͳͻ videВs devВЗed ЗВ ВГeБiБgs Вf ͷ͸ iБdИsЗЕial faciliЗies КeЕe sЗИdied. TВ Аake ГВssible Зhe ДИaБЗiЗaЗive aБalМsis Вf Зhe cВБЗeБЗ Вf Зhe videВs a sГecial gИide Кas develВГed iБ ВЕdeЕ ЗВ deЗeЕАiБe Зhe fЕeДИeБcМ Вf ГaЕЗicИlaЕ eleАeБЗs Вf veЕbal aБd БВБ-veЕbal cВААИБicaЗiВБs. FiБdiБgs. As fВЕeigБ iБvesЗВЕs aБd hВsЗ cВИБЗЕМ’s aИЗhВЕiЗies have diffeЕeБЗ eЛГecЗaЗiВБs ЗВКaЕds БeКlМ ВГeБed ГЕВdИcЗiВБ faciliЗies ȋfВЕeigБ iБvesЗВЕs aЕe iБЗeЕesЗed iБ ЗechБical efficieБcМ Вf БeКlМ eЕecЗed faciliЗies Кhile hВsЗ cВИБЗЕies aИЗhВЕiЗies aЕe iБЗeЕesЗed iБ lВБg-ЗeЕА fИБcЗiВБiБg Вf Зhe faciliЗМȌ, Зhe esseБce Вf Зhe cВААИБicaЗiВБ dИЕiБg fВЕАal ВГeБiБg ceЕeАВБМ is ГИblic assИЕaБce Вf Зhe ВЗheЕ side Вf acceГЗaБce Вf Зhe ВЗheЕ side’s iБЗeЕesЗs. CВgБiЗive, affecЗive aБd cВБaЗive eleАeБЗs Вf cВААИБicaЗiВБ aЕe Иsed ЗВ deАВБsЗЕaЗe Зhe siБceЕiЗМ Вf Зhe eЛГЕessed Аessages. Research liАiЗaЗiВБs. The АajВЕ ЕeseaЕch liАiЗaЗiВБ is ЕelaЗed ЗВ Зhe siБgle-cВИБЗЕМ desigБ Вf Зhe sЗИdМ. The АajВЕ iАГlicaЗiВБ fВЕ ГЕacЗice is Зhe iАГВЕЗaБce Вf ВЕieБЗaЗiВБ ЗВИЕs ВБ Зhe БeКlМ eЕecЗed ГЕeАises fВЕ ЕeГЕeseБЗaЗives Вf hВsЗ cВИБЗЕМ’s aИЗhВЕiЗies; as sИch ЗВИЕs seЕve as a fВЕАa ГЕeЗeЛЗ ЗВ eЛГЕess adАiЕaЗiВБ bМ Зhe ЗechБical level Вf a БeК faciliЗМ. OrigiБaliЗМ. The ГaГeЕ ГЕeseБЗs Зhe fiЕsЗ sЗИdМ Вf ГИblic ВГeБiБg ceЕeАВБies Вf ВveЕsea ГlaБЗs based ВБ aБalМsis Вf videВs. 
KeМКords: АИlЗiБaЗiВБal cВЕГВЕaЗiВБs, fВЕАal ceЕeАВБies Вf ГlaБЗ ВГeБiБg, ВЕgaБiНaЗiВБal ЕiЗИals, fВЕeigБ diЕecЗ iБvesЗАeБЗs.
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The )БЗeЕЕelaЗiВБ Вf EАГlВМeeЖ’ CЕeaЗiviЗМ Level aБd CВБflicЗ BehaviВЕ
Anastasia FEDOROVA
National Research University «Нigher School of Economics», Moscow, Russia

Abstract. )Б ЗhiЖ ГaГeЕ, cЕeaЗiviЗМ iЖ eЛГlВЕed iБ ЗhЕee diАeБЖiВБЖ: aЖ a diveЕgeБЗ ЗhiБkiБg ȋJ. GilfВЕdȌ, a Жelf-acЗИaliНaЗiВБ cВАГВБeБЗ ȋA. MaЖlВКȌ, aБd a flВК ЖЗaЗe ȋM. CikЖНeБЗАihaМiȌ. CeЕЗaiБ ГeЕЖВБal ГЕВГeЕЗieЖ Вf Зhe cЕeaЗive eАГlВМee caБ be aЖЖВciaЗed КiЗh cВБflicЗ behaviВЕ, ГЕВvВke iЗЖ ВccИЕЕeБce, iБЗeБЖiЗМ aБd ЕeadiБeЖЖ ЗВ cВГe. PuЕГВЖe. The АaiБ gВal Вf Зhe ЕeЖeaЕch iЖ ЗВ ЖЗИdМ Зhe ЕelaЗiВБЖhiГ beЗКeeБ eАГlВМeeЖ’ cЕeaЗiviЗМ eЛЗeБЗ aБd cВБflicЗ behaviВЕ. MethВd. A ДИaЖi-eЛГeЕiАeБЗ КaЖ cВБdИcЗed iБ Зhe ВЕgaБiНaЗiВБal eБviЕВБАeБЗ. AЗ Зhe fiЕЖЗ ЖЗage, ГaЕЗiciГaБЗЖ filled ЖeveЕal fВЕАЖ ВБ cЕeaЗiviЗМ aБd cВБflicЗ behaviВЕ. AЗ Зhe ЖecВБd ЖЗage, Зhe ЕeЖГВБdeБЗЖ ГaЕЗiciГaЗed iБ caЖe ЖВlviБg iБ Зhe dМadЖ. The ЕeЖГВБdeБЗ’Ж ГaЕЗБeЕ КaЖ Зhe eЛГeЕiАeБЗeЕ’Ж aЖЖiЖЗaБЗ, iБЖЗЕИcЗed ВБ iБdИciБg a cВБflicЗ ЖiЗИaЗiВБ. The ЖИbjecЗЖ КeЕe Аid-level АaБageЕЖ Вf laЕge cВАГaБieЖ ȋN = ͸ͺ͹, iБclИdiБg ͵ͷͺ АeБ aБd ͵ʹͻ КВАeБ, aveЕage age ͵͸ МeaЕЖȌ. FВЕ Зhe cЕeaЗiviЗМ eЛЗeБЗ aБalМЖiЖ КeЕe ЖelecЗed Зhe caЖeЖ iБ Зhe ИГГeЕ aБd lВКeЕ ͵Ͳ% Вf Зhe ЖaАГle. ReЖultЖ. CЕeaЗiviЗМ aЖ diveЕgeБЗ ЗhiБkiБg ȋGИilfВЕd, ͳͻͷͻȌ, a cВАГВБeБЗ Вf Жelf-acЗИaliНaЗiВБ ȋMaЖlВК, ͳͻͻͻȌ aБd a flВК ЖЗaЗe ȋCЖikЖНeБЗАihalМi, ͳͻͻͻȌ aЕe ЖЗaЗiЖЗicallМ ЕelaЗed. TheЕe aЕe ЖigБificaБЗ diffeЕeБceЖ iБ Зhe БИАbeЕ Вf aЗЗeАГЗЖ ЗВ ЕeЖВlve Зhe cВБflicЗ КiЗhiБ a higheЕ aБd lВКeЕ eЛЗeБЗЖ Вf cЕeaЗiviЗМ. TheЕe aЕe ЖigБificaБЗ diffeЕeБceЖ iБ Зhe facЗ Вf cВБflicЗ eАeЕgeБce КiЗhiБ a higheЕ aБd lВКeЕ eЛЗeБЗЖ Вf cЕeaЗiviЗМ. TheЕe iЖ a ЖЗaЗiЖЗical ВГГВЕЗИБiЗМ ЗВ ГЕedicЗ Зhe ЗМГe Вf cВГiБg ЖЗЕaЗegieЖ baЖed ВБ АeaЖИЕeЖ Вf cЕeaЗiviЗМ. The value Вf the ЕeЖultЖ cВБЖiЖЗЖ, fiЕЖЗ, iБ a ЕevieК Вf ГeЕЖВБal cЕeaЗiviЗМ aЗ ЗhЕee levelЖ; ЖecВБd, iБ cЕeaЗed aИЗhВЕ’Ж АeЗhВdВlВgМ fВЕ aЖЖeЖЖiБg Зhe flВК ЖЗaЗe, Кhich iЖ Вf valИe fВЕ cВБЖИlЗiБg ГЕacЗiceЖ iБ Зhe ВЕgaБiНaЗiВБ; ЗhiЕd, Зhe ЕeЖИlЗЖ Вf Зhe ЕeЖeaЕch allВК cЕeaЗiБg a БИАbeЕ Вf ГЕacЗical ЕecВААeБdaЗiВБЖ aБd edИcaЗiВБal cВИЕЖeЖ fВЕ АaБagiБg cЕeaЗive eАГlВМeeЖ.
Keywords: cЕeaЗiviЗМ, cВБflicЗ behaviВЕ, diveЕgeБЗ ЗhiБkiБg, Жelf-acЗИaliНaЗiВБ, flВК, cВГiБg.
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PЕВЖГecЗЖ Вf cВВГeЕaЗiВБ beЗКeeБ ИБiveЕЖiЗieЖ: ВБ Зhe ЕeЖИlЗЖ Вf Зhe )X )БЗeЕБaЗiВБal ЖcieБЗific aБd ГЕacЗical cВБfeЕeБce ǲOЕgaБiНaЗiВБal ГЖМchВlВgМ: ГeВГle aБd ЕiЖkЖǳ
Aida MUTALIMOVA 
Dagestan State University, Makhachkala, Republic of Dagestan, Russia

Abstract. The ЕeГВЕЗ deЖcЕibeЖ Зhe АaiБ ЕeЖИlЗЖ Вf Зhe ͻЗh )БЗeЕБaЗiВБal ScieБЗific aБd PЕacЗical CВБfeЕeБce ǲOЕgaБiНaЗiВБal PЖМchВlВgМ: PeВГle aБd RiЖkЖǳ, Кhich КaЖ held AГЕil ʹ͸-ʹ͹, ʹͲͳͺ aЗ Зhe PЖМchВlВgМ DeГaЕЗАeБЗ Вf Зhe SaЕaЗВv NaЗiВБal ReЖeaЕch UБiveЕЖiЗМ. The cВБfeЕeБce КaЖ ГЕeГaЕed aБd cВБdИcЗed bМ Зhe АaЖЗeЕ’Ж ГЕВgЕaА ǲOЕgaБiНaЗiВБal PЖМchВlВgМǳ, ИБdeЕ Зhe diЕecЗiВБ Вf Зhe DeaБ Вf Зhe FacИlЗМ Вf PЖМchВlВgМ, PЕВfeЖЖВЕ LiИdАila AkЖeБВvЖkaМa. PЕeЖeБЗed ЕeГВЕЗЖ aБd ЗheiЕ diЖcИЖЖiВБ ЖhВКed Зhe ГeЕЖГecЗiveЖ Вf Зhe ЕeЖeaЕch cВllabВЕaЗiВБ Вf ВЕgaБiНaЗiВБal ГЖМchВlВgiЖЗЖ Вf diffeЕeБЗ ЕegiВБЖ Вf Зhe cВИБЗЕМ, aЖ Кell aЖ Зhe ГВЖЖibiliЗieЖ Вf iБЗeЕБaЗiВБal cВВГeЕaЗiВБ.
Key words: cВБfeЕeБce; ВЕgaБiНaЗiВБal ГЖМchВlВgМ; ГeВГle aБd ЕiЖkЖ; ВЕgaБiНaЗiВБal cИlЗИЕe; ВЕdeЕ aГГЕВach; labВЕ ГЖМchВlВgМ; leadeЕЖhiГ; ГaЕЗБeЕЖhiГ; caЕeeЕ ВЕieБЗaЗiВБЖ; ЖЗaff ЕeЖeЕve.
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«BИsiБess iБ RИssia: Еisks aБd ГЕВsГecЗs fВЕ develВГАeБЗ iБ БeК cВБdiЗiВБs». PeЕsВБal iАГЕessiВБs Вf Зhe ГaЕЗiciГaБЗ Вf Зhe ʹ͹th cВБfeЕeБce Вf Зhe NaЗiВБal )БsЗiЗИЗe Вf CeЕЗified MaБageАeБЗ CВБsИlЗaБЗs
Larisa MALININA
LLC «Agency KUPRIM», Portal of professional consultants «Management issues», Moscow, Russia

Abstract. The Case CВБfeЕeБce ǲBИsiБess iБ RИssia: Еisks aБd ГЕВsГecЗs fВЕ develВГАeБЗ iБ Зhe БeК eБviЕВБАeБЗǳ Кas held iБ MВscВК ВБ AГЕil ͳʹ-ͳ͵, ʹͲͳͺ. CВБfeЕeБce, ГlИБgiБg bИsiБess eЛecИЗives aБd АaБageАeБЗ cВБsИlЗaБЗs iБЗВ a БeК ЕealiЗМ — ЗechБВlВgМ, bИsiБess, sВcieЗМ. EЛГeЕЗ ВГiБiВБs, cВБsИlЗiБg visiВБ, БecessaЕМ kБВКledge fВЕ ИБdeЕsЗaБdiБg Зhe vecЗВЕs Вf cВАГaБМ develВГАeБЗ.
Keywords: cВБfeЕeБce; АaБageАeБЗ cВБsИlЗiБg; case-cВБfeЕeБce.
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