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ORGANIZATIONAL PSYCHOLOGY
Editorial board presents
We present our journal’s new edition. The journal continues to get familiar its readers with the
lat-est events in organizational psychology. In this edition, we congratulate German Nikiforov, Head of
the Department of Psychological Support for Professional Activities of St. Petersburg State University
on his anniversary.

Two articles present section «Research in organizational psychology». In article «Methodology
of organizational social capital research: paradigm and underpinning the concept» by L. G. Pochebut,
V. A. Chiker and A. B. Volkova, the authors methodologically substantiate the concept of «organization’s
social capital». Article «Activity–related experiences and their dependence on the type of activity» by
O. V. Mitina, I. L. Mozharovsky, M. M. Mirasaidov, and A. S. Bondarenko establishes that the differences of
experiences are mostly related to professional activity.

In section «Organizational psychology in practice» you will learn about the possibilities of the
Emotional Intelligence Test to diagnose the emotional intelligence level among employees of Russian
organizations from article «Development of an objective methodology for measurement of emotional
intelligence. Emotional intelligence and socio-demographics of employees in Russian organizations» (in
English) by E. S. Sergienko and E. A. Khlevnaya. You will also learn how to keep talents in the organization
from article «External and internal conditions for the implementation of talent retention practices in
organizations: a comparative analysis» by O. V. Mondrus. The results of research on organizational culture
and labor motivation in specific Russian organizations are outlined in articles «Representations of the
organizational culture of employees of trade enterprise: integration, differentiation or fragmentation
of representations» by Yu. I. Melnik and «The factors of labour motivation of a modern employee» by
T. Yu. Bazarov, A. B. Karpov. The question of why the position of aviation psychologist is needed is
answered by authors in article «Organizational and psychological aviation events in Russian commercial
aviation investigation effectiveness analysis» by N. N. Guziy, Yu. A. Mayorova, A. V. Mishin, D. A. Shiryaev.

Section «First Steps» presents two articles by our young colleagues. You will learn how job satisfaction, organizational commitment and autonomy in the workplace with transformational leadership are
related from article «The link between transformational leadership and positive work attitudes among
employees in Russian IT-companies: the mediator role of job autonomy» by Veronika Deminskaya. Article
«Adaptation of the Reysen’s Likeability Scale for Russian sample» by Lucia Bombieri is devoted to the
ex-pansion of organizational psychologist’s methodological tools.

The history of ergonomic concept formation in Russia, embodied in the personal memories of one
of its brightest representatives can be found in section «Organizational psychology in dialogues and
dis-cussions» in article «Ergonomics is my life» by Anatoly Frumkin.
In section «Conferences» you will find detailed stories about the international scientific-practical
conferences held at the end of 2019 with organizational and psychological topics: «Work Psychology for
Industry 4.0» (T. N. Lobanova, L. N. Zakharova) and «Development and prospects of business psychology»
(N. L. Ivanova).
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ORGANIZATIONAL PSYCHOLOGY
Reliability, professionalism, vitality: to the anniversary
of German Nikiforov
Sergey SHINGAEV
Natalia VODOPYANOVA
Olga GOFMAN

St. Petersburg State University, St. Petersburg, Russian Federation
Abstract. February 22, 2020 marks the 80th anniversary of German Nikiforov, Doctor of Psychological
Sciences, Professor, Head of the Department of Psychological Support for Professional Activities of St.
Petersburg State University, Honored Scientist of the Russian Federation.
Key words: anniversary; German Nikiforov; psychological support of professional activities; health
psychology; SPbSU.
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ORGANIZATIONAL PSYCHOLOGY
Methodology of organizational social capital research:
paradigm and underpinning the concept
Ludmila G. POCHEBUT
Vera A. CHIKER

St. Petersburg State University, Saint-Petersburg, Russian Federation

Natalia V. VOLKOVA
National Research University «Higher School of Economics» in Saint-Petersburg, Saint-Petersburg, Russian Federation
Abstract. Purpose. The main aim of this article is to underpin methodologically the concept of
“organizational social capital” as the unique semantic space that combines and unifies employees to
deal with the challenges, based on the trust, cooperation standards, commitment to organizational goals
and values as well as creating a reputation for internal and external environment. The methodology is
a field of knowledge about research approaches and methods, studying ways to unearth the objective
truth and accurate knowledge. The methodology is based on the scientific paradigm that identifies
the conceptual scheme both to set and challenge actual problems. Paradigm is particular exploratory
theories and concepts that can be a basis for new models, main basic definitions, and system of thought.
Psychology is multiparadigm science which gives researchers a unique opportunity to study individual’
psyche and social group involvement under various points of scientific knowledge. The methodology of
this article reflects the main paradigms for the concept of social capital in the organization. The findings
of scientific analysis let us emphasize two scientific paradigms — social constructivism (E. Husserl’s
phenomenology and symbolic interactionism developed by G. Mead) and cognitivism (the social
identity theory developed by H. Tajfel and self-categorization theory introduced by J. Turner). The
paradigm of social constructivism explains the social behavior of individuals based on common values
and meanings that underpin modern discourse and symbolic resources of the culture. Cognitivism
paradigm is that social interactions are based on cognitive constructs creating the sole semantic area.
Conclusions are that it is possible to describe the concept of “organizational social capital” based on the
above-mentioned theories. Originality is that there is a scientific underpinning of the studied definition.
Keywords: methodology research, scientific paradigm, underpinning the concept of organizational
social capital.
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ORGANIZATIONAL PSYCHOLOGY
Activity–related experiences and their dependence on
the type of activity

Olga MITINA
Igor MOZHAROVSKY
Mirjalol MIRSAIDOV

Lomonosov Moscow State U, Moscow, Russia

Alexey BONDARENKO
Jerusalem Service Psychology of Education, Jerusalem, Israel

Abstract. Purpose. Obtaining comparative data on the structure of experiences typical of various types
of activity (professional, leisure, educational) from representatives of several different professions that
are similar to each other in certain parameters, as well as representatives of the same profession with
different work experience or engaged in different areas of the same professional activity. This article
discusses studies in which the D. A. Leontiev’s method “Activity–Related Experiences Assessment”
(AREA) was used. The peculiarity of this study was that respondents representing various professions
evaluated their experiences not only in relation to their professional activities, but also to other
activities, including leisure, communication, and training. Study design. This study was conducted
on several independent samples, with a total number of 252 subjects. Since the respondents gave an
assessment of their experiences in different types of activities at the same time, we assume an implicit
comparison during the process of evaluating professional activities with other types of activities. The
respondents were programmers, actors, athletes, dancers, educators, and photo models. Results. In
professional activities, programmers, athletes, and actors (Research 1) come first with “meaning”, and
“emptiness” is also in last place. However, there are significant differences in the rating of “pleasure”.
For programmers and actors, “pleasure” and “effort” are estimated approximately the same and occupy
an intermediate position. The greatest pleasure from dancing (Study 2) is the representative of street
dances, followed by representatives of ballroom dancing. Dancers of classical and folk dances also get a
little less pleasure but put more effort. All respondents experience the least pleasure in the process of
socio–normative activity (work or study), but it is this activity that gives high meaning on the one hand,
but also emptiness, on the other. Starting to work in the modeling business, girls more enjoy, enjoy, and
enjoy their own professional activities than female teachers (Study 3). Findings. A comparison of the
results obtained in the samples representing different professions allows us to conclude that one of
the components necessary for immersion in flow states, namely, such as experiencing effort, is more
manifested in professional activity, while the remaining two, meaningfulness and pleasure manifest
themselves in social or leisure activities, respectively. Differences in experience among representatives
of different professions relate more to professional activities. Experiences in other activities that
people of different professions (study, recreational activities, communication with friends, etc.) are
less different. Negative changes in the emotional state and psychological well–being arising from a long
work experience lead to the fact that people are more likely to feel an emptiness in their professional
activities. The value of results. The method was first used not in Russia, but in the Russian–speaking
region (Uzbekistan), which has cultural specifics in various types of activities. Good consistency of
Address: 11/9 Mokhovaya, Moscow 125009, Russian Federation

E-mail: omitina@inbox.ru
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the scales was shown and their structure was similar to the results obtained in previous studies
conducted in Russia, which suggests the possibility of using this tool outside of Russia and the prospect
of conducting cross–cultural research in the territory of the CIS republics, in which many more people
continue to speak Russian.
Keywords: experience in activity, flow, pleasure, effort, meaning, professional activity, comparative
studies.
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Development of an objective methodology for
measurement of emotional intelligence. Emotional
intelligence and socio-demographics of employees in
Russian organizations
Elena SERGIENKO
Institute of Psychology of the Russian Academy of Sciences, Moscow, Russia

Elena KHLEVNAYA
Plekhanov Russian University of Economics, Moscow, Russia

Ekaterina OSIPENKO
EMOTIONAL Intelligence Lab, Moscow, Russia
Abstract. Purpose. Development of a Russian-language online method «Emotional Intelligence Test,
EIT» and determining the respondents’ emotional intelligence. Determination of important sociodemographic variables in emotional intelligence. Study design. Hypothesis: the EIT methodology is
valid and reliable, can be used to objectively measure emotional intelligence of employees of Russian
organizations within the framework of emotional intelligence as an ability. Study sample: 1043 people
aged 20-72. Respondents: Russian-speaking professionals working in Russian organizations. Results.
Women compared to men have significantly higher results in the strategic domain of Emotional
Intelligence, some sections of understanding emotions, tasks for managing emotions. Men show
significantly higher scores in understanding emotions, assessed using dynamic tasks. Comparisons of
age groups showed significant differences between younger and older respondents. Findings. EIT is an
objective and valid method of measuring emotional intelligence. EIT can be used to measure emotional
intelligence of employees of Russian corporations, which will allow better analysis of the activities of
employees and indicate future opportunities for the development of competencies. Women have higher
scores in most sections of the strategic domain of emotional intelligence, which is consistent with
previous studies. However, men have higher scores in the “dynamics” section, which may indicate a
higher ability of men to perceive and understand emotions in dynamic situations. These data have no
analog in previous studies, which indicates the need for further research. Variables were identified that
would be particularly important in future studies of the relationship between emotional intelligence
and professional performance. Value of results. The methodology of EIT can be used to establish the role
of Emotional Intelligence in the effectiveness and psychological well-being of a person and become a
reliable tool for assessing a person’s ability for social interaction and self-efficacy. Research in this area is
important to understand the role and place of emotional intelligence as a human resource of self-efficacy
and to create a reliable technology that contributes to organizational development.
Key words: emotional intelligence; Emotional Intelligence Test; EIT; TEI; MSCEIT; ability model;
organizational psychology.
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Introduction
The relevance of research on emotional intelligence in the organizational aspect
The current scientific interest in the subject of emotional intelligence can be explained by the
increasing level of uncertainty in the world with its destabilizing effect in the context of global changes
in the economic sphere. The scientific construct of emotional intelligence was first described and
conceptualized by J. Mayer and P. Salovey. In 1990, they jointly published a paper titled «Emotional
Intelligence», in which they have defined emotional intelligence (EI) as a cognitive ability to process
information contained in emotions (Salovey, Mayer, 1990). Over the following years, with the
acquisition and analysis of new data, J. Mayer and P. Salovey improved and refined their model of
emotional intelligence, and in 1997 they jointly published the updated concept of EI (Mayer, Salovey,
1997). In this updated version, EI was defined as a set of four discrete abilities or branches: 1) the
ability to identify or perceive one’s emotions and emotions of others and express them; 2) the
ability to use emotions in problem-solving and to facilitate thinking; 3) the ability to understand and
analyze emotions; 4) the ability to manage one’s own emotions and the emotions of others. In recent
decades, emotional intelligence has also been described by other researchers as a personality trait
(Schutte, Malouff, 1999; Schutte, Malouff, Hall, Haggerty, Cooper, Golden, Dornheim, 1998).
Emotional intelligence has justifiably gained popularity in recent decades, and since 1990, this
concept has attracted many practitioners and researchers. The reasons for such popularity are the
desire to more fully explain and evaluate the adaptive emotional capabilities of a person, allowing her
to interact with other people in an effective way, as well as the predictive ability of EI in various types
of social activities (Mayer, Salovey, Caruso, 2002; Lopes, Brackett, Nezlek, Schütz, Sellin, Salovey, 2004).
In the international research practice of organizations, it was found that the higher the level of
EI, the higher the person’s productivity in the workplace (O’Boyle, Humphrey, Pollack, Hawver, Story,
2011). Employees with a high level of EI have higher results in terms of job satisfaction, loyalty to
the organization and lower results in terms of «labor turnover» (Miao, Humphrey, Qian, 2016). The
higher the EI level of a person in college, the higher their salary level 10–12 years after starting their
career (Rode, Arthaud-Day, Ramaswami, Howes, 2017). EI is also associated with effective macrolevel decision-making (Azouzi, Jarboui, 2014) and team efficiency in high-cost management activities
(Farh, Seo, Tesluk, 2012). EI is positively associated with well-being, ability to cope with difficulties,
and competence of workers. It is negatively associated with perceived stress, which indicates that
people with high EI levels use more effective coping strategies for dealing with stress, which in turn
increases their subjective well-being (Por, Barriball, Fitzpatrick, Roberts, 2011). Researchers also
find empirical evidence of a positive relationship between EI and components of psychological wellbeing — self-esteem, life satisfaction, and self-acceptance (Carmeli, Yitzhak-Halevy, Weisberg, 2009).
Emotional intelligence is also interconnected with the communicative adaptation of employees.
M. Hendon, L. Powell and H. Wimmer conducted a study of the correlation between the level of
emotional intelligence and communication adaptation among information technology (IT)
specialists (Hendon, Powell, Wimmer, 2017). Using a sample of information technology specialists
from the United States who have been working in the field of information technology for two or more
years (N = 111, 55 women). The authors determined that there is a significant positive relationship
between emotional intelligence and communication adaptation of IT professionals (r = 0.658,
n = 111, p < 0.0005).
P. Dhani and T. Sharma also conducted a study on the impact of the level of emotional intelligence
on the performance of IT staff (Dhani, Sharma, 2017). In particular, they focused their attention
on gender differences in these relationships. The research sample consisted of 157 mid-level IT
46

Organizational Psychology, 2020, Vol. 10, No. 1.

www.orgpsyjournal.hse.ru

managers from Delhi, India. In the sample, there were 82 (52.2%) males and 75 (47.8%) females.
According to the results of statistical data analysis, a significant difference in the level of emotional
intelligence in men and women was found (t = –5.988, p < 0.001). Female employees were also more
productive and efficient in their work than their male counterparts. The results of this study indicate
significant gender differences, showing that female employees have a higher level of EI than their
male counterparts and that women are more effective than men in their professional activities in the
field of IT.
The level of EI as an ability across the four branches (perceiving, facilitating, understanding,
managing) is also differently associated with various indicators related to the effectiveness and
psychological well-being of a person. The higher level of EI in the “perceiving” branch, the higher
the level of social relations (Elfenbein, Foo, White, Tan, Aik, 2007), mental health and productivity
at work (Hall, Andrzejewski, Yopchick, 2009). For recruiters, a higher level in the “perceiving”
and “understanding” branches is associated with the achievement of greater joint benefits during
negotiations (Schlegel, Mehu, van Peer, Scherer, 2018), and the higher the levels of the “management”
branch, the higher the levels of cognitive control (Gutiérrez-Cobo, Cabello, Fernández-Berrocal,
2017). Inadequate cognitive control, in turn, is associated with impulsivity and forms of addictive
behavior (Volkow, Wang, Tomasi, Baler, 2013). Moreover, it was demonstrated that EI acts as a
moderator in stressful situations (Extremera, Rey, 2015; Limonero, Fernández-Castro, Soler-Oritja,
Álvarez-Moleiro, 2015; Peña-Sarrionandia, Mikolajczak, Gross, 2015; Slaski, Cartwright, 2003) and
is positively associated with physical (Martins, Ramalho, Morin, 2010), mental and psychosomatic
health (Schutte, Malouff, Thorsteinsson, Bhullar, Rooke, 2007).
Emotional intelligence is also positively associated with leadership, indicators of the
effectiveness of leadership behavior, and overall leadership effectiveness (Walter, Cole, Humphrey,
2011). Moreover, leaders have higher emotional intelligence than subordinates (Siegling, Nielsen,
Petrides, 2014; Siegling, Sfeir, Smyth, 2014). Emotional intelligence predicts loyal company behavior
and counterproductive working behavior even after taking into account other variables that are
associated with emotional intelligence (Miao, Humphrey, Qian, 2016; O’Boyle et al., 2011). A higher
level of EI is also associated with higher efficiency of managers, and research shows that EI explains
those increases in efficiency, that are not explained either by personal factors or by the individual’s
level of IQ (Rosete, Ciarrochi, 2005). For example, E. Altindağ and Y. Kösedağı conducted a study of the
relationship between emotional intelligence of managers, innovative corporate culture, and employee
productivity (Altındağ, Kösedağı, 2015). The survey sample consisted of 305 respondents. According
to the results of the statistical analysis of the data obtained, it was concluded that the emotional
intelligence of managers had a significant impact on employee productivity. It was revealed that
managers with high emotional intelligence had a direct and positive impact on company employees.
Results of factor, correlation, and regression analyses also showed that innovative corporate culture
is significantly interconnected with the productivity of employees.
In Russian psychology, emotional intelligence is researched in scientific and methodological
aspects (Andreeva, 2011; Lyusin, 2004; Sergienko, Vetrova, 2009) and the applied aspect in works
devoted to the study of emotional intelligence in organizations. Russian researchers established the
relationship of EI with the efficiency of activity (Khlevnaya, 2012), with leadership (Belokon, 2008), in
management activities (Petrovskaya, 2007), with burnout syndrome among doctors (Vasilyeva, 2016).
Studies on the relationship between EI and business performance look at the professional
activities of managers, teachers, doctors, military personnel, athletes, etc. For example, research by
T. A. Pankova led to the following conclusions: managers with a high level of EI are more satisfied
with their activities and less prone to emotional burnout, they are capable of more efficient work,
which is manifested in higher job satisfaction (Pankova, 2010). Physiotherapists and psychiatrists
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show an inversely proportional relationship between higher level of EI and the severity of emotional
exhaustion, depersonalization, reduction of personal achievements (Vasilieva, 2016). A positive
relationship was also found between the level of EI and individual effectiveness in management,
which is expressed in the degree of achievement of key performance indicators (KPI) (Khlevnaya,
2012).
However, the vast majority of Russian research on EI is carried out in the framework of mixed
models or trait models. Mixed models and trait models conceptualize EI as personal characteristics,
motivational traits, and other non-cognitive mental components. This view of EI implies that
measurement of the level of emotional intelligence should be carried out using self-report measures,
such as traditional personality questionnaires. According to this point of view of EI as a mixture
of a number of parameters, this construct is more similar to stable character traits (Petrides, Pita,
Kokkinaki, 2007) and, thus, is more resistant to change. Also, mixed models and trait models suggest
that a higher number of components, such as social skills or motivation, are taken into account in
the learning process, and it will probably be harder to learn them since they are mediated by already
established and crystallized personality traits to a greater extent. The limitations of these models
are “demarcation of versions of emotional intelligence from similar concepts and their theoretical
justification” (Sergienko, Vetrova, 2009, p. 25).
In general, it can be concluded that the results of both foreign and Russian research indicate
a positive relationship between the level of EI of people and the indicators of their professional
activities. A higher level of EI correlates with higher rates of satisfaction at work, productivity,
sociability, efficiency, etc. Consequently, emotional intelligence may be one of the key aspects of
developing organizationally important skills among corporate employees (Brackett, Salovey, 2006).
However, for a more accurate determination of the development opportunities for employees and
the organization as a whole, a methodology is needed to objectively determine the level of emotional
intelligence of employees, taking into account the organizational context of Russian corporations.
Such a methodology will allow not only to analyze the relationship of the emotional intelligence
of employees with organizational effectiveness, but also indicate future opportunities for the
development of their competencies.
Methods for Measuring Emotional Intelligence
An important place in modern scientific literature is taken by the discussion of methods for
measuring the level of emotional intelligence. As discussed above, several EI models are distinguished
in science: ability model, trait model, and mixed model. These models are classified according to the
measurement methods used in these approaches.
According to the point of view of EI as a mixture of different traits that is used in trait models
and mixed models, EI is more similar to stable traits (Petrides, Pita, Kokkinaki, 2007) and, thus, more
resistant to change. Mixed models and trait models use the tools of self-assessment and self-report,
which are based on the subjective feelings of people. In the following paragraph, we will consider the
measurements of the level of emotional intelligence which are based on self-report questionnaires
and currently available to the researchers and practicing psychologists.
One of the most commonly employed methodologies is the Bar-On Emotional Quotient Inventory
(EQi; Bar-On, 1997), which is widely used to measure emotional intelligence in terms of mixed EI
models. In Russian practice, a number of self-reporting methods were also created for measuring EI
as a character trait. For example, the method “EmIn,” proposed by D. V. Lusin, is also based on selfreport, which corresponds to the author’s ideas about the EI construct as a combination of cognitive
abilities and personal characteristics. The EmIn questionnaire consists of 46 statements, regarding
which the respondent expresses her degree of agreement or disagreement with the use of a four-
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point scale. These statements are distributed across five subscales: understanding other people’s
emotions; management of other people’s emotions; understanding of one’s own emotions; managing
one’s own emotions; expression control. These five subscales are combined into four scales of a
higher order: interpersonal EI, intrapersonal EI, understanding of emotions; managing emotions
(Lusin, 2004).
However, self-reporting techniques are not a suitable method for assessing cognitive-affective
abilities, since they are based on subjective assessments and are subject to greater social desirability
(Brackett, Rivers, Shiffman, Lerner, Salovey, 2006). Therefore, they cannot be used to evaluate
emotional intelligence as an ability. This requires methods based on tasks with correct and incorrect
answers.
The Mayer—Salovey—Caruso Emotional Intelligence Test (MSCEIT, V2.0; Mayer, Salovey, Caruso,
Sitarenios, 2003) is a standardized test with correct and incorrect answers for measuring the level of
emotional intelligence. MSCEIT is based on the model of EI as an ability and uses task-based, rather
than questionnaire, methods. The MSCEIT methodology includes two subtests for each of the four
branches of emotional intelligence.
The MSCEIT V2.0 is an objective method for determining the level of EI, which has a higher
degree of reliability in interpretation and analysis of the results in contrast to self-reporting methods.
The structure of MSCEIT V2.0 allows one to determine the overall indicator of the level of EI, which
consists of two domains: experiential EI and strategic EI. Experiential EI consists of the ability to
perceive emotions and the ability to use emotions in problem-solving. Strategic EI consists of the
ability to understand and analyze emotions and the ability to consciously manage emotions. The
structure of MSCEIT V2.0 and the types of tasks aimed at determining the level of development of EI
in each of the branches are described in Figure 1.

Figure 1. Structure of MSCEIT V2.0 (Mayer et al., 2003)

In 2010, researchers from Russia conducted the adaptation of MSCEIT V2.0 on a Russianlanguage sample. Adaptation of the methodology was carried out by E. A. Sergienko, I. I. Vetrova,
A. A. Volochkov, and A. Yu. Popov (Sergienko, Vetrova, Volochkov, Popov, 2010; Sergienko, Vetrova,
2009). The retest reliability of the total MSCEIT scores was quite high (r = 0.86; measured with an
interval of three weeks).
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However, during the adaptation and standardization of the MSCEIT V2.0 methodology for
the Russian sample, some problems were identified. Some test assignments showed a weak level
of validity, and, thus, need further refinement and adaptation in the Russian-language sample. In
particular, during the translation and reverse translation of MSCEIT V2.0 questions, linguistically
appropriate emotion names were used, rather than names that were logical to the context. Also, the
names of feelings were used instead of the names of emotions in some cases. Respondents, among
other things, indicated that part of the test questions was hard to understand, and the stimulus
material — faces and images — was not close to Russian-speaking culture.
Thus, in the process of standardization and adaptation of MSCEIT V2.0, it became apparent that
there was a need to create a Russian-language methodology for measuring the level of emotional
intelligence, taking into account the peculiarities of the Russian-speaking sample. As a result, the
decision was made to develop the online Emotional Intelligence Test (EIT) method (Sergienko,
Khlevnaya, Vetrova, Kiseleva, 2017).
Development of a Russian-language Online Method for Measuring Emotional
Intelligence
The concept of EI as an ability developed by J. Mayer, P. Salovey, and D. Caruso, on which the
MSCEIT V2.0 methodology is based (Mayer, Salovey, 1997; Mayer et al., 2003), as well as the psychoevolutionary theory of emotions of R. Plutchik (Plutchik, 1990), were used as the theoretical basis
for the EIT methodology. R. Plutchik’s theory defines emotions as evolutionary adaptation- and
genetically-based mechanisms of communication and survival. According to R. Plutchik, emotions can
be compared to each other in three main parameters — intensity, similarity, and polarity. Therefore,
a three-dimensional structural model can be used to represent the relationship between emotions:
intensity-similarity-polarity. Such a model assumes the existence of primary and mixed emotions.
The combination of the two theories allows the creation of a consistent theoretical substantiation of
the new EIT methodology — the emotional intelligence test.

Figure 2. The structure of the Emotional Intelligence Test (Sergienko et al., 2017)

Ordinary people, not actors, close and understandable to Russian-speaking culture, showing
one of the basic emotions according to the theory of R. Plutchik (Plutchik, 1990), were used to create
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the stimulus material of the Emotional Intelligence Test. In sections that use pictures and narrative
tasks to determine the level of EI, abstract pictures were used, and situations that were better suited
to Russian-speaking culture were described, respectively.
In addition to the eight main sections that make up MSCEIT V2.0 (Figure 1), the purpose of which
is to measure abilities across the four branches of EI separately, the ninth section was included in
the Emotional Intelligence Test methodology, aimed at measuring EI abilities across two branches
at the same time: identification of emotions and understanding of emotions. This section allows the
assessment of the level of connectedness and the degree of mutual influence of individual branches
of EI. The structure of the Emotional Intelligence Test and the types of tasks aimed at determining
the level of EI development in each of the branches are shown in Figure 2.
Since previous studies that used the English-language and Russian-language versions of MSCEIT
indicated no significant differences when administering the test using written and electronic versions
(Sergienko, Vetrova, 2017), the EIT methodology was created for use in electronic form. The objectives
of our study are to test the hypothesis that the EIT methodology is valid and reliable and can be used to
objectively measure the level of emotional intelligence of employees of Russian organizations within
the framework of the EI as an ability model, as well as to determine the socio-demographic variables
that will be especially important to pay attention to in future studies of the relationship of EI and professional activities.

Study Design
In our research, we consider emotional intelligence in terms of the ability model and hypothesize
that the level of emotional intelligence can be objectively measured using the Russian-language
online EIT methodology. Checking the EIT methodology for validity and reliability, as well as
establishing correlation between the indicators of the EIT methodology and the Russian-language
version of the MSCEIT V2.0 methodology, will determine if it is possible to objectively measure the
level of emotional intelligence of employees of Russian organizations. A statistical analysis of the
correlations between the level of emotional intelligence and socio-demographic data will allow us to
determine the variables that will be especially important to pay attention to in future studies of the
relationship between emotional intelligence and professional activity.
Research sample
The sample of the study consisted of 1043 people working in Russian organizations, aged
20-72 years (520 women, 487 men, average age 35.9 years). Respondents were Russian-speaking
professionals working in multi-branch Russian corporations in various positions from the level of
linear management to the level of top management.
Reliability assessment and validation of the psycho-diagnostic methodology
In assessing the reliability and validation of the psychodiagnostic methodology of the Emotional
Intelligence Test, we used data obtained from the testing results of 1043 people.
Analysis of the correlations between the level of emotional intelligence and sociodemographic data
To determine the level of emotional intelligence of the respondents, the Emotional Intelligence
Test was used. The methodology of EIT allows the determination of the general level of development
of EI, as well as the level of development of four components of emotional intelligence: perception of
emotions, facilitation of thought with the use of emotions, analysis and understanding of emotions,
and management of emotions (Sergienko et al., 2017).
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EIT data from 1043 people were used in the statistical analysis of correlations between the
level of EI and the socio-demographic data of the respondents. Summary data by gender and age of
respondents are presented in Table 1.
Study procedure
The Emotional Intelligence Test was presented to respondents in electronic format since the test
is an online method for determining the level of emotional intelligence. Analysis of the results was
carried out using the methods of mathematical statistics: correlation analysis, regression analysis,
factor analysis, cluster analysis.
Table 1. The distribution of the sample by age and gender (N = 1043)
Age, years

20—29
30—39
40—49
50 and over
Overall

Men, N
91
228
142
26
486

Men as
% of the overall sample
9
22.7
14.1
2.6
48.4

Women as
% of the overall sample
165
19.0
12.7
3.5
51.6

Women, N
166
191
128
35
519

Results
The results of testing the EIT method for validity and reliability
The results of evaluating the reliability and validity of the Emotional Intelligence Test
methodology showed that EIT has a high degree of reliability (Cronbach’s α of the general level of
EI = 0.93), structural and factor validity (χ2 = 39.87, RMSEA = 0.027 (0.001; 0.044), CFI = 0.99),
the theoretical validity of the method is confirmed by sufficiently high correlations between the
indicators of the EIT method and the MSCEIT V2.0 method (at the level of generalized indicators
rs = 0.51).
Table 2. Means of levels of emotional intelligence in groups of men and women (N = 1043).
Scale

Women
.363
.356
.321
.355
.305
.313
.419
.446
.379
.386
.398
.439
.392
.345
.373
.353
.400

Overall EI
Experiential domain
Perception
Faces
Pictures
Situations
Facilitation
Facilitation
Empathy
Strategic domain
Understanding
Changes
Blends
Dynamics
Managing
Emotion management
Impact on the emotions of others

Men
.360
.353
.318
.349
.308
.310
.417
.446
.372
.381
.399
.419
.379
.390
.361
.343
.385

Differences in Student’s t-test
t(1004) = 1.647, p = .100
t(1004) = 1.222, p = .222
t(1004) = 1.435, p = .152
t(1004) = 1.682, p = .093
t(1004) = -.831, p = .406
t(1004) = 1.823, p = .069
t(1004) = .698, p = .485
t(1004) = -.085, p = .932
t(1004) = 1.653, p = .099
t(1004) = 2.052, p = .04
t(1004) = -.252, p = .801
t(1004) = 3.788, p < .001
t(1004) = 3.456, p = .001
t(1004) = -8.290, p < .001
t(1004) = 3.951, p < .001
t(1004) = 3.197, p = .001
t(1004) = 3.374, p = .001

Note: highlighted bold are significant differences (according to the results of the analysis at the level of p < 0.05).
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Results of Gender and Age Differences in the Level of Emotional Intelligence
A comparison was made of the indicators of general emotional intelligence, as well as individual
domains, branches, and sections in groups of men and women. Significance of differences was
assessed using Student’s t-test for independent samples. The results are presented in Table 2.
As can be seen from Table 2, women have significantly higher results compared to men in the
strategic domain, as well as in some sections of understanding of emotions (changes and blends)
and in the sections of managing emotions (emotion management and impact on the emotions of
others). On the other hand, men demonstrate significantly higher results in understanding emotions,
assessed by the dynamic tasks.
The results of the comparison of the levels of emotional intelligence in respondents of different
ages are shown in Table 3.
Table 3. Age differences in emotional intelligence (N = 1043).
Scale

Overall EI
Experiential domain
Perception
Faces
Pictures
Situations
Facilitation
Facilitation
Empathy
Strategic domain
Understanding
Changes
Blends
Dynamics
Managing
Emotion management
Impact on the emotions of others

Age groups (N=1043)

20—29

30—39

40—49

Over 50

.358 (.036)
.352 (.039)
.317 (.034)
.348 (.061)
.310 (.052)
.307 (.034)
.416 (.063)
.445 (.071)
.373 (.072)
.378 (.044)
.392 (.054)
.428 (.087)
.380 (.065)
.354 (.090)
.361 (.051)
.337 (.054)
.392 (.069)

.362 (.034)
.355 (.037)
.320 (.031)
.353 (.058)
.306 (.053)
.312 (.029)
.418 (.066)
.444 (.078)
.378 (.074)
.385 (.041)
.400 (.049)
.426 (.084)
.388 (.062)
.374 (.087)
.367 (.050)
.350 (.052)
.390 (.069)

.365 (.027)
.358 (.030)
.322 (.028)
.355 (.057)
.307 (.052)
.315 (.026)
.422 (.053)
.453 (.063)
.374 (.066)
.388 (.037)
.401 (.049)
.430 (.088)
.386 (.060)
.376 (.089)
.372 (.046)
.355 (.047)
.395 (.069)

.361 (.028)
.353 (.036)
.320 (.030)
.352 (.058)
.299 (.055)
.315 (.029)
.412 (.060)
.437 (.080)
.374 (.062)
.387 (.030)
.400 (.045)
.449 (.080)
.393 (.060)
.336 (.088)
.373 (.036)
.350 (.044)
.404 (.046)

Note: Standard deviations are shown in parentheses. Highlighted bold are significant differences (according to the results of analysis of
variance at the level of p < .05).

Pairwise comparisons of age groups, with correction for multiple comparisons by the Tukey
method, showed significant (at the level of p < 0.05) differences in the section Situations between
the groups of 20–29 and 40–49 year old’s, in the section Dynamics between the group of 20–29
and the groups of 30–39 and 40–49 and between the older group and groups of 30–39 and 40–49
year old’s, in the section Emotion management between the group of 20–29 and groups of 30–39
and 40–49 year old’s. Differences in the understanding of emotions and the domain of strategic
emotional intelligence between groups of 20–29 and 40–49 year old’s were also obtained.
Thus, it is possible to talk about significant age differences only in sections Dynamics (the lowest
values are observed in the younger and older groups of respondents) and Emotion management
(due to the low score obtained by the younger group). Separate comparisons of age groups in men
and women showed no significant differences between groups of respondents of different ages.
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Discussion
Assessment of the validity and reliability of the methodology of the Emotional Intelligence Test
showed that the technique is valid and reliable and, therefore, is an objective method for measuring
the level of emotional intelligence of employees of Russian organizations. The EIT methodology,
as a task methodology, is built by analogy with intelligence tests, which allows for a more reliable
assessment of the respondent’s EI level than the questionnaire methods provide (Sergienko et al.,
2017).
Statistical analysis of the data revealed significant statistical differences in the level of emotional
intelligence between men and women. Differences between these groups are observed mainly in
relation to the strategic domain and its sections and branches. In women, in general, a higher level
of emotional intelligence was observed in the “emotion management” branch and the “changes” and
“blends” sections in the understanding and analysis of emotions branch. In men, a higher level of
emotional intelligence was observed only in the “dynamics” section in the branch of understanding
and analysis of emotions.
A higher level of emotional intelligence in women is consistent with the results of previous
studies. Most studies of emotional intelligence as an ability, which also consider the effect of
gender on the level of EI, indicate that women have higher emotional intelligence abilities than
men (Fernández-Berrocal, Cabello, Castillo, Extremera, 2012). Brackett et al. conducted a study of
emotional intelligence as an ability on a sample of 330 university students and found that women
had a higher level of overall emotional intelligence (Brackett, Mayer, Warner, 2004). Day and Carroll
conducted a similar study and also found that women have higher levels of emotional intelligence
(Day, Carroll, 2004).
Higher levels of EI of women in the strategic domain of emotional intelligence are consistent
with the results of only some previous studies (Goldenberg, Matheson, Mantler, 2006), and differ
from others. In contrast to our results, L. Castro-Schilo and R. W. Kee revealed that women had
higher rates in the experiential domain of EI than men (Castro-Schilo, Kee, 2010). Also, in a study
by H. H. McIntyre, mixed results were found — women received higher scores in identifying, using
and understanding emotions, but not in management (McIntyre, 2010). But N. Extremera and
P. Fernández-Berrocal revealed that women were ahead of men in all indicators of EI as an ability
(Extremera, Fernández-Berrocal, 2009).
Both biological and social factors can be used to explain this difference between men and women
(Nolen-Hoeksema, Jackson, 2001). The biological explanation suggests that women’s biochemistry is
better adapted to identify her own emotions and those of others. In support of this idea, some brain
structure research suggests that areas of the brain that are involved in emotional processing may be
better developed in women than in men (Baron-Cohen, 2003). Also, some studies have found that
the processes of the cerebral processing of emotions in men and women are different (Craig, 2009).
An explanation focused on social factors indicates that men are taught throughout life to minimize
certain emotions, such as sadness, guilt, and fear (Sanchez-Nunez, Fernández-Berrocal, Montañés,
Latorre, 2008). Moreover, women are more concerned with maintaining a positive tone in their own
and other people’s emotions, in order to prevent the deterioration of interpersonal relations and to
support the creation of positive social interactions (Nolen-Hoeksema, Jackson, 2001).
The fact that we have found a higher level of emotional intelligence in men in section “dynamics”
in the branch of understanding and analysis of emotions can be explained by the fact that tasks of this
type were first conceptualized and tested in the EIT methodology, and therefore have no analogues
in others tests of emotional intelligence as an ability. Our results may indicate that men cope better
with tasks aimed at identifying and understanding of emotional stimuli in dynamic situations.
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Analysis of data on the level of emotional intelligence, dependent upon the age of respondents,
showed that age differences are small and mainly relate to the components of the strategic domain
of emotional intelligence.
Younger and older respondents showed the lowest results in tasks on dynamics in the branch of
understanding and analysis of emotions. Lower rates among young respondents are consistent with
some previous studies indicating that EI develops with age and depends on a person’s experience.
For example, N. Extremera et al., in a sample of 946 respondents aged 16 to 58 years, found that
older people show significantly better results on all branches of emotional intelligence compared to
younger respondents (Extremera, Fernández-Berrocal, Salovey, 2006). On the other hand, low rates
in elderly respondents are also consistent with the results of some previous studies. Palmer and
colleagues, in a study of 431 respondents, found that older respondents received lower ratings for the
branch of identification of emotions (Palmer, Gignac, Manocha, Stough, 2005). This is consistent with
a meta-analysis that found that older people have age-related problems with identifying emotions
(Ruffman, Henry, Livingstone, Phillips, 2008). These results can be explained by the fact that tasks
on dynamics are aimed at identifying two branches of emotional intelligence at once: identification
and understanding of emotions. Thus, young respondents will receive lower results in this section
than older respondents, since understanding emotions requires experience, and older respondents
will receive lower results in this section than young respondents, as the ability to identify emotions
worsens with age (Ruffman et al., 2008).
Moreover, the analysis indicated that younger respondents had lower rates in the “emotion
management” section. This can also be explained by the fact that EI develops with age and depends
on the person’s experience and, therefore, older respondents will have a more developed ability to
control emotions (Extremera, Fernández-Berrocal, Salovey, 2006).

Conclusion
The Russian online methodology for measuring the level of emotional intelligence EIT showed
rather high correlations with the MSCEIT V2.0 methodology. Previous studies of emotional intelligence
in an organizational context using the MSCEIT V2.0 methodology showed that the overall level of EI
is significantly related to the quality of work of employees (Janovics, Christiansen, 2002), positively
correlates with job satisfaction (Miao, Humphrey, Qian, 2017). The results for the branches of emotion
management and understanding of emotions positively correlate with the positive perception of the
leader by her or his subordinates (Giles, 2001), the results for the emotion identification branch
show a positive correlation with leadership effectiveness (Kerr et al., 2006). Thus, it can be assumed
that the use of the EIT methodology for the study of emotional intelligence in Russian organizations
will also provide an opportunity to identify such relationships and, in future, to optimize managerial
activities and increase organizational effectiveness.
The obtained correlations between the sections of emotional intelligence and socio-demographic
data showed that women have higher rates in most sections of the strategic domain of emotional
intelligence, which is consistent with the results of previous studies.
However, it was also found that men had higher rates in the “dynamics” section, which may
indicate a higher ability of men to perceive and understand emotions in dynamic situations. These
data have no analog in previous studies, which indicates the need for further research in this area.
Variables that would be particularly important to pay attention to in future studies of the
relationship between emotional intelligence and professional activity were identified. These
variables are the gender of the respondent in the strategic domain of EI and the age of the respondent
in tasks of the “dynamics” section in the branch of understanding and analysis of emotions and in
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“emotion management” section. However, the study revealed that the gender of the respondent is a
more significant variable, which should be taken into consideration in future studies of emotional
intelligence.
Thus, it can be concluded that the Russian online methodology EIT provides ample opportunities
for use in organizations to establish relationships between emotional intelligence and significant
constructs that affect the quality of the professional activity. The methodology of the EIT can be
used to establish the role of emotional intelligence in the efficiency of activity and psychological
well-being of a person and is also a reliable tool for assessing a person’s levels of social interaction
and self-efficacy. It is important to conduct research in this area in order to understand the role and
place of EI as a human resource of self-efficacy and to create a reliable technology that contributes
to organizational development.
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Abstract. Purpose. The purpose of the paper is to identify the external and internal factors which lead
to the formation of talent retention practices in organizations operating in the territory of Russia. The
research involves 21 companies — representatives of eight industries and five countries. Methodology.
The research is based on a mixed methodology. In addition to theoretical analysis and identification
of external and internal factors that influence the formation of talent retention practices, the authors
conduct a multiple case study to evaluate an organizational context of talent retention practices in the
companies. To analyze the data, both qualitative and quantitative methods are used. Findings. As the
results of the research, it is shown that with respect to the talent retention practices, the role of the
innovative component in an organization’s business model or the role of the stability of the results lead
to the formation of two clusters of talent management system configurations. Companies which focus
on creating an innovative product / service demonstrate the talent-centered talent management system
configurations with blurred, fuzzy boundaries. In such organizations, the talent retention practice is
not distinguished as a separate one and does not have clear boundaries but manifests itself through
the other talent management practices. Companies that focus on the implementation of integrated
solutions and products restricted by sectoral, state and other standards, the talent management system
configurations are outlined, with predetermined performance indicators. In organizations of this type,
a clearer identification of the boundaries of talent retention practices might be observed, as well as
toolkit and criteria by which organization’s leaders determine and identify talents and the principles of
their retention. Value of results. As part of the research, the authors for the first time have introduced
a numerical scale for analyzing and interpreting the talent management system configuration. The
scale made it possible to distinguish two clusters of the organizations from the point of formation of
talent retention practices. The further usage the scale provides grounds for preliminary analysis of
the talent management system configuration in the company, makes it possible to determine practices
connected to each other, and to identify areas for the further development of talent management in the
organization.
Keywords: talent management, talent retention, configuration of a talent management system,
organizational context.
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Representations of the organizational culture
of employees of trade enterprise: integration,
differentiation or fragmentation of representations
Yuri MELNIK

Petrozavodsk State University, Petrozavodsk, Russia
Abstract. Purpose. The purpose of the study is to discover the representations of the employees of the
trading enterprise about the organizational culture, to determine the consistency of the representations
of the employees, and to specify the consistency of the representations of the employees and the
company managers. Methodology. The study involved 42 people: 40 middle managers of a trading
enterprise and two top managers. Research methods: socio-psychological diagnosis, interviews and
focus group. The results were processed with the help correlation analysis and content analysis. Results.
Employees of a trading company classify their company’s culture as market-based and closed, with
some disagreement regarding the type of culture among employees. The greatest degree of difference
in the assessment of organizational culture and management practices in the company is observed
between employees and company management. The employees of the trading company would like to
lower the influence of the market type and want to see the organizational culture in which the activity
is formed on the basis of mutual agreements. The company’s management adheres to authoritarian
positions and advocates tight control of personnel performance. Conclusion. The representations
about the organizational culture of a trade enterprise are differentiated — there are differences in
the interpretation of the company’s culture between management and employees. These differences
can be cause internal pressure in the company and require management efforts to reach a cultural
consensus. The value of the results. The results obtained allow us to see the consistency / inconsistency
of representations about the organizational culture and how this affects the internal integration in
the company. The prospect of development is study of the quality of organizational culture — what
parameters determines all possible manifestations of the working and civil behavior of personnel.
Key words: organizational culture, integration and differentiation of representations, cultural
consensus.
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Organizational and psychological aviation events in
russian commercial aviation investigation effectiveness
analysis
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Abstract. The subject of the research is the organizational, social and psychological problems of aviation
events with, Russian commercial aviation aircraft investigation. Purpose. The purpose of the study is
to improve the aviation events investigation effectiveness in the safety management system of civil
aviation. The article presents the results of organizational and psychological analysis of the most mass
aviation events type with aircraft investigation effectiveness — aviation incidents that are “harbingers”
of severe aviation accidents. Methodology. The analysis is based on the official reports on the aviation
events investigation in commercial aviation in Russia for 2009—2018. The investigation quality, depth
and results of the implementation of the inquiry commission’s recommendations were assessed.
Systemic shortcomings, that authors refer mainly to organizational ones are identified. The influence
of a subjective factors set on the course and results of the aviation incidents investigation is shown. The
reasons of low-quality investigation of aviation events in commercial aviation and, as a consequence,
— low efficiency of measures for flights safety level increase through an exception of “Photocopying”
dangerous situations and decrease in aviation events frequency are revealed. Implications for practice.
The article presents the organizational measures developed by the authors to improve the efficiency
of the investigation within the framework of the developed state safety management system and
developing safety management system of aviation service providers. Dependence of efficiency of
aviation incidents investigation on level of organizational flights safety culture development is shown.
Keywords: safety, aviation events, incidents, investigation, shortcomings, causes, measures.
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The link between transformational leadership and
positive work attitudes among employees in Russian
IT-companies: the mediator role of job autonomy
Veronika DEMINSKAYA

National Research University “Higher School of Economics”, Moscow, Russia
Abstract. Purpose. This study investigated the relationship between transformational leadership and
important job attitudes like job satisfaction and organizational commitment, and the mediator role of job
autonomy on this link. Study design. Data was collected from three IT-organizations. A sample included
232 employees (131 IT-specialists, and 101 workers from ancillary departments). Standardized survey
involved four methodical blocks: Manufactor Leadership Questionnaire (MLQ) (Bass, Avolio, 1990);
a three-component model conceptualization of organizational commitment (Meyer, Allen, 1991);
Employee Satisfaction Inventory (ESI) (Koustelios, Bagiatis, 1997); The Job Diagnostic Survey (JDS)
(Hackman, Oldham, 1975). Findings. The results indicated that there is the highest transformational
leadership level among IT-specialists (3.8) and there is a link between transformational leadership style
and job satisfaction (R = .620, p < .01) and organizational commitment (R = .582, p < .01). The study also
revealed the mediation between transformational leadership and job satisfaction (decreasing effect
from .62 to .42; Z = 3.79059508, 3.79 > 1.96 and organizational commitment (decreasing effect from
.582 to .386; Z = 3.61192280, 3.61 > 1.96) using Baron and Kenny four-steps method (Baron, Kenny,
1986) and Sobel Test. Value of the results. The obtained results demonstrated the existing importance
and effectiveness of transformational style among creative and intellectual specialists. Transformational
leadership practices and job autonomy have a positive influence on job satisfaction and, moreover,
organizational commitment. These results are significant for intellectual based companies, especially,
IT companies, and can be used to reduce IT employee’s turnover.
Keywords: transformational leadership style, management practices, job satisfaction, organizational
commitment, job autonomy, IT specialists.
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ORGANIZATIONAL PSYCHOLOGY
Adaptation of the Reysen’s Likeability Scale for Russian
sample
Lucia BOMBIERI

National Research University “Higher school of economics”, Moscow, Russian Federation
Abstract. Purpose. The Article is devoted to the description of the adaptation and validation of the
Reysen Likeability Scale (2005) among a Russian sample. The scale includes an assessment of several
likeability elements and additional questions about possible interactions with a new student (or
employee). Study design. The scale was translated into Russian using back translation and five cognitive
interviews were conducted using the think-aloud method (Van Someren et al., 1994). A total of 404
students were involved in the study: 210 girls and 194 boys (M age = 10.2). Findings. The results of this
socio-psychological survey were tested using confirmatory factor analysis and other tests to assess
the reliability and validity of the scale. According to the results of the tests, the Reysen Likeability
Scale can be considered reliable and valid. Implications for practice. The Reysen Likeability Scale can
be considered a useful tool for evaluating the attractiveness of an unknown potential classmate or
colleague in a Russian educational or organizational context. Value of the results. To date, the scale has
not been translated from English into any other languages.
Key words: likeability, students, attitudes, positive expectations.
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Ergonomics is my life (memories)
Anatoly FRUMKIN

Center for Ergonomic and Psychological Technologies, St. Petersburg, Russia
Abstract. I looked at the name and remembered the old joke, which is attributed to the late Nicholas
Pavlovich Akimov — the main director of the Leningrad Comedy Theater. They say that he once said
that the dream of his whole life was to write the book “My Meetings with Stanislavsky and Why They
Didn’t Make A Place”. I looked, looked again, but did not change the name.
Key words: ergonomics; A. A. Frumkin; V. P. Zinchenko.
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Work Psychology for Industry 4.0
Tatiana LOBANOVA

National Research University Higher School of Economics, Moscow, Russian Federation

Lyudmila ZAKHAROVA
National Research Lobachevsky State University of Nizhny Novgorod, Nizhny Novgorod, Russian Federation
Abstract. The psychology of labor is confidently entering a new stage. This is facilitated by a new type
of labor itself — more oriented to intellectual power than to production or muscle. Directions for the
development of organizational psychologists were identified at the conference “Psychology of personnel
management and social entrepreneurship in the face of changing technological structure”, which was
held at the end of 2019 at Nizhny Novgorod State University N. I. Lobachevsky. The article provides an
overview of labor psychology trends in industry 4.0, namely: assistance in overcoming mental barriers
between scientists and entrepreneurs, government officials; work with cognitive and behavioral
aspects of involvement in a poly-motivated environment, activation of intergroup adaptation; study
of the relationship between the subjective well-being of staff and organizational culture, including
various stereotypes, values, motivation, leadership; application of the theory of self-determination in
organizational psychology; emphasis on the labor interests of workers and professional motivation;
the formation of reflective critical thinking skills as the basis for managerial intelligence, etc. For the
labor psychology of industry 4.0, it is important to move into the future together with other sciences —
economics, sociology, law and concentrate on the development of a creative, inquisitive, active worker
— a citizen of his country.
Keywords: labor psychology, development directions, intergroup adaptation, self-determination, labor
interests, organizational and civil behavior, critical thinking.
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Development and prospects of business psychology.
According to the Results of the Sixth International Conference
“Business Psychology: Theory and Practice — 2019”
Natalia IVANOVA

National Research University Higher School of Economics, Moscow, Russia
Annotation. The article analyzes the current state, trends and prospects of the development of business
psychology based on the results of the Sixth international scientific-practical conference «Business
Psychology: Theory and Practice» (HSE, Moscow, Russia), which was held at the HSE from November
29 to December 1, 2019 of the year. The conference was prepared and held on the initiative of the
master’s program “Psychology in Business” of the Department of Psychology of the Higher School of
Economics in collaboration with the Association of Business Psychologists of Russia. The metalogical
basis of the conference is business psychology — an interdisciplinary area of applied psychology that
was created in the UK and has been actively developed at the Higher School of Economics in recent
years. Presented reports, their discussion, master classes showed a growing interest of researchers
and practitioners in research activities in the field of business psychology. The conference showed that
today the psychology of business is that area of applied science, which unites at the interdisciplinary
level specialists of various fields who strive for a common goal — to make business more efficient
and at the same time more “human”, contributing to the increase of subjective well-being all people
included in it, their personal and professional development. The reports and workshops presented
many interesting ideas and technologies for the psychological support of business at all levels: personal,
organizational, environmental. Among the trends in the development of business psychology, there is
a growing interest on the part of psychologists and practitioners in business psychological models
and technologies for working with the individual, organization, and external business environment.
A growing trend is growing interest in the theory and practice of business psychology from business
representatives, including company executives. The main strengths of business psychologists
become more understandable both to researchers and practitioners: an interdisciplinary approach,
professionalism and adaptability, efficiency in communications, systematic problem solving, and focus
on development. The tendency towards the growth of requirements to the personal and professional
level of a business psychologist as a professional, who works for the development of a leader, staff,
and organization, is consistently manifested. The main prospects for the development of business
psychology: the inclusion in the structure of business psychology of new subject areas of research
and practice; the emergence of new tracks in the structure of training of business psychologists; the
introduction of business psychology in various spheres of human activity; strengthening the influence
of business psychology on the development of psychological assistance methods.
Key words: conference, business psychology, business psychology, trends in the development of
business psychology.
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