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CozepxkaHue

Ot pegakuumn
ITpencrasisgeM HOBBIT HOMEP
ViccnepmoBanus B OpraHmn3anyiOHHONM IICUXOTOT NI

CoryanbHO-IICUXOIOTNYECKIe 0COOEHHOCTY COLMANTBbHOTO KAIIUTA/a B POCCUIICKMX JIeTOBBIX
OpraHM3aLMAX
Iloue6ym JI. I, Quxep B. A., Bonkosa H. B., Hedowusuna M. A.

Pasnuuns B mpefcTaBieHnax o Gpusnyecknx 3a60neBaHNAX ¥ JUCKPUMIHAINA Ha pabodyeM MecTe
E¢pumosa JI. A.

B3anMocCBs13b MEX1y TOTOBHOCTBIO K OOIIEHNIO 1 COMMAAPHOCTHIO B POCCUIICKIX OPTAHM3ALVISIX
(na aurn. s13.) banesuna E. A., Ilepmaxosa T. M.

OTuveckoe MMAEPCTBO ¥ HAMEPeHNe YBOMUTBCS C TOUKM 3PeHMs COLMAIbHOrO OOMeHa: M3y4yeHue
MOfie/M ABOJHOTO Iy Ty (Ha aHIL. A3.) Youn Y.

OpraHN3aIMIOHHO-NICUXOTOTNYeCKasA MPAKTUKA

Ynpasnenue usMeHEeHUAMN: SMOLMOHATbHO-CMbICIOBbIE KOHCTPYKTBI B OpraHM3alIOHOM
ocmbicnienuu Epmonaes M. O.

0O630pbI

BoBneyéHHOCTD NIepcoHaa 1 €€ B3aIMOCBA3b C TPYHAOBOJ MOTUBALIMEN

Kapnos A. b.

IlepBble marn

Heomnpenenénnocts pomu 1 mpodeccuoHaIbHBIN CTPecC KaK MPeANKTOPHI YAOBIETBOPEHHOCTI
paboToit mencectép (Ha aHr. 513.) Anu IO., Kasmu C. .

Omnocpepnyromas ponb pabodero cTpecca B CBA3U MEX/Y OPTaHU3AIVIOHHBIM K/IVIMaTOM U Y/IOBJIET-
BOPEHHOCTBIO paboToit y MefcecTép (Ha aHIL. a3.) Bepymy M. b., Mnvxamu C. [I.

I[IpennprHuMaTeIbCKOE MBIIUIEHVE KaK IIPEANKTOP BHYTPU(PUPMEHHOTO IPeAIIPYHIMATE/IbCTBA
COTPYHMKOB B YCTIOBMSAX IICUXOJIOTMYECKOT 6€30I1aCHOCTY M BOBJIEYEHHOCTM B paboTy (Ha aHII. 513.)
Banvustonw L., Ilanuxaposa C. B., Yrcuroans J1.

Kak cerogHs o6cToAT fea ¢ OpraHM3alOHHBIM I'PAXX/JAHCKUM IIOBEfIeHNeM Y Y/IOBIeTBOPEHHO-
CThIO pabOTOIT B KOMITAHWAX POSHUYHON TOProsu B VIHoHe3un? (Ha aHITL. 513.)

Xaxum A. P, Pymuowcamu A., Mypcuou M., Po3 K.

Bxaji MeX/TMYHOCTHOTO KOHQIVIKTA 1 OPraHM3aLMOHHOI CIIPAaBeIMBOCTY B KOHTPIIPOAYKTUBHOE
pabouee oBeieHNME ¥ POIb SMOLMOHA/IBHOTO MHTE/UIeKTa (Ha aHII. 513.)

Aoxa A., Hypmasaumu C., Cypoanu .

Posb aBTOHOMHOCTY PabOTHI U BOBIEYEHHOCTH B paboTy B 6amaHce MeXAY paboTo 1 IMYHON
YKM3HBIO CPEIV COTPYAHMKOB CeKTOpa MH(OPMAIVIOHHBIX TeXHOIOTN (Ha aHrI. 513.) [eti Y.
OprannsanyoHHaA NCUXOIOTUA B TUIAX, AUATOTAX, AMCKYCCUAX

CeMmeitHas Kapbepa: CyLUIHOCTb, OCHOBAHMS /Il TUIIOJIOT MM ¥ METO/IbI IOMOLIY B
IpodecCHOHAIBHOM U CeMeTHOM CaMOOTIpeie/leHNN
Ipsmnuxos H. C., Kamnesa E. B., Kysneyos K. I, ITonesas M. B., [lonumamuou M. A.

OKOHOMMYECKas STHOIICUXO/IOTHA U M30MOP(U3M KaK UCTOYHUKIU PECYypPCOB OpPraHU3aIM 1
COO0OIIeCTB ¥ MHCTUTYTOB MHOTONosspHOro mupa Kapuouues A. 1., Mearnosa E. A.

Kondepenumm
XXV ScnHckas (Ampenbckas) MeXXAyHapOgHas HaydyHas KOH(epeHIys 110 IpobieMaM pasBUTHA
SKOHOMUKIU 1 0011lecTBa

JIntepaTypHblit rUp,
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Differences in perceptions of physical illnesses and workplace discrimination (in Russian)
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OT peagakuuu

MpsI npescTaBIisieM BaM o4epeHOM HOMeD »KypHasa «OpraHu3alMOHHas ICUXOJIOTUSI».

B pybpuke «HcciegoBaHus B OPraHU3alMOHHOM INCUXOJIOTUU» YUTATENU HAUAYT 4YeThbIpe
CTaTbhU. B TpEX U3 HUX 0OCYK/AAI0TCS Pa3/IMYHbIe ACTEeKThI )KU3HU B POCCUMCKUX JI€JIOBBIX OpraHU3a-
[[USIX: COLUAJIbHO-TICUX0JIOTUYECKHE 0COOEHHOCTH COLMAIbHOTO KaNuTaJlla, TOTOBHOCTb K 00IIeHUI0 B
e€é CBSI3U C COJIMAAPHOCTDIO, a TAKXKe NMpe/ICTaBIeHUsI 0 PU3NUECKHX 3a60/IeBaHUSX U IMCKPUMUHAI[UU
Ha pabouyeM MecTe. CBSI3b MEXK/ly 3STUYECKUM JIMIEPCTBOM U HaMepEHUEM YBOJIUTHCS CPeJU COTPY/HHU-
KOB M3y4aeTcCs B CTaTbe UHIOHEe3UKCKOro aBTopa.

Py6puka «OpraHu3anMOHHO-NCUX0JI0rMYeCcKas NIPaKTUKa» fpescTaBiieHa ctatbed M. O. EpMo-
JlaeBa, B KOTOPOW ONKCHIBAETCS peasu3alys U 00CY>K/AATCA UTOTH JIBYX MeX/AYHApOAHbIX KOHCAJI-
THUHTOBBIX IPOEKTOB OPraHU3alMOHHBbIX U3MEHEHUN HAa OCHOBE CO3JlaHUS 3MOILMOHAJIbHO-CMBbICJIO-
BbIX KOHCTPYKTOB.

B py6puky «0630pbI» Bolia ctaThs A. B. KapnioBa, nocssiéHHas 0630py TeEOpeTHUYECKUX U TPAKTU-
YeCKUX MyOJIMKAI[Mi HA TeMy BOBJIEYEHHOCTH MTepCOHA/IA B KOHTEKCTE eé CBSI3U C TPYA0BON MOTHUBAIHEM.

[Tox pybpukoil «IlepBble mIaru» B JAHHOM HOMepe pa3MelleHbl cpa3y LIecTb CTaTel 3apyoex-
HbIX aBTOPOB. B IByX U3 HUX pedb B HUX UJAET 0 NPpoPeCcCUOHATBHOM CTPecCe U YA0BJIETBOPEHHOCTHU
paboToi y MejacecTep. TeMa B3aMMOCBSI3M MeXAY NpeANPHUHAMATENbCKUM MbILILJIEHUEM U BHYTPU-
bUpPMeEHHBIM NpeANPUHUMATENBCTBOM MOJHUMAETCS B CTaThe KUTAWUCKUX acUMpaHTOB. Enié B AByX
CTaThsAX B GOKYyC BHHMaHHUS WHJOHE3UHWCKUX aBTOPOB MOMNAJAAIOT JBe NMPOTUBOIMOJOXHbIE GOPMBbI
OpPraHM3alMOHHOTO MOBEJeHUS1 — TPaKJAHCKOE U KOHTPIPOJAYKTUBHOE — U HU3Yy4yalOTCS BO B3au-
MOCBSI3U C y/I0BJIE€TBOPEHHOCTbBIO PabOTOM, C OJHOM CTOPOHBI, U C OPTAaHU3ALMOHHOW CIpaBeAJIMBO-
CTbIO, C IPyrO¥ CTOPOHBL. POJIb aBTOHOMHOCTH pabO0Thl U BOBJIEYEHHOCTH B PabOTy B 6ajlaHCE MEXAY
paboTON M TUYHOU KU3HBIO CPeJU COTPYAHUKOB CeKTOpa MHGOPMALMOHHbBIX TEXHOJIOTUH IPUBJEKJIA
BHHUMaHHE UHAUNCKOTO HCCie[j0BaTe .

BHuUMaHUIO YMTaTes el MpeAaraloTcs JiBe CTAaThY, BbllIe/LINe N0 pyopruKkol « OpraHu3anuoH-
Has MCHUXO0JIOTUSA B JIMIAX, AUAJIOraX, AUCKyccusax». Ko/lsIeKTUB MOCKOBCKHX aBTOPOB 06CYXK/JAIOT
CEMENHYI0 Kapbepy U €é poJib B NpodecCHOHaJbHOM U CeMEeMHOM CaMOONpe/e/ieHUH JIUYHOCTH.
UpKyTCKHe MCUXOJOTH AENSITCS CBOUMH Pa3MbIIIJIEHUSIMU 06 UCTOUHHUKAX PeCypCcoB OpTaHU3aIUU
COOO1EeCTB U UHCTUTYTOB MHOT'OMOJISPHOTO MUpa.

B pybopuke «KoHdepeHuum» pasmeniéH aHoHc XXV fAcuHckas (Anpesibckasi) MexJyHapoHasi
Hay4YHasi KOHpepeHIUs Mo NpobJieMaM pa3BUTHUSI 3KOHOMUKH U 0611[eCTBa.
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ORGANIZATIONAL PSYCHOLOGY

Editorial
We present our journal’s new edition Issue No. 4, 2024.

In the section «Research in Organizational Psychology» readers will find four articles. They
discuss various aspects of life in Russian business organizations: socio-psychological features of social
capital, readiness to communicate in its connection with solidarity, as well as ideas about physical
illnesses and discrimination in the workplace. The relationship between ethical leadership and the
intention to quit among employees is studied in the article by an Indonesian author.

The section «Organizational Psychological in Practice» is represented by the article by M.O.
Ermolaev, which describes the implementation and discusses the results of two international consulting
projects on organizational changes based on the creation of emotional-semantic constructs.

The section «Reviews» includes an article by A.B. Karpov, devoted to a review of theoretical and
practical publications on the topic of personnel engagement in the context of its connection with labor
motivation.

The «First Steps» section of this issue features six articles by foreign authors. Two of them
focus on professional stress and job satisfaction among nurses. The topic of the relationship between
entrepreneurial thinking and intra-firm entrepreneurship is raised in an article by Chinese postgraduate
students. Two more articles by Indonesian authors focus on two opposing forms of organizational
behavior — citizenship and counterproductive — and study them in relation to job satisfaction, on the
one hand, and organizational justice, on the other. The role of work autonomy and work involvement in
work-life balance among IT employees attracted the attention of an Indian researcher.

Readers are offered two articles published in the «Organizational Psychology in Dialogues,
and Discussions» section. A group of Moscow authors discuss family careers and their role in the
professional and family self-determination of an individual. Irkutsk psychologists share their thoughts
on the sources of resources for organizing communities and institutions in a multipolar world.

The «Conferences» section contains an announcement of the XXV Yasinskaya (April) International
Scientific Conference on Problems of Economic and Social Development.

Please, enjoy the reading!
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CouuraJibHO-IICUX0JIOTHYECKHE 0COOEHHOCTHU
COIMAJIBHOT'O KaluTaJja B POCCUMCKUX eJ0BbIX
opraHu3anusax’

ITOYEBYT HIOI[MI/IHa reOpFMGBHa (aBTOp /151 MIEPETICKIA)
ORCID: 0000-0003-4390-1442

YNMKEP Bepa AnekcanipoBHa
ORCID: 0000-0001-7444-6898
Canxm-ITemep6ypeckuii 2ocyoapcmeennoiii ynusepcumem, Canxm-Ilemep6ype, Poccus

BOJIKOBA Hartanbs BiaaumupoBHa

ORCID: 0000-0002-9045-4393

HayuonanvHolii uccnedosamenvckuii ynusepcumem «Buicuias wikona skoHomukuy, gunuan 6 Cankm-Ilemep6ypee
(HNY BII3 — Cankm-Ilemep6ype), Cankm-Ilemep6ype, Poccust

HEJOHIVIBMMHA Mapusa AnekcaHgpoBHa
ORCID: 0000-0001-7422-0055
Canxm-Ilemep6ypeckuii 2ocyoapcmeennviii ynusepcumem, Canxm-Ilemep6ype, Poccust

AHHoTanm4. CTaTbs NPOAOKAET CEPUIO CTATEH, TOATOTOBJIEHHBIX aBTOPAMH 110 TEOPUU U METOZ,0J10-
MU COLMAJIbHOIO KaluTasa OpraHusalnui. [jess cmambvu — NpoaHaJIU3UPOBATh MeTOANUYECKoe obe-
CrieyeHue UCCAeJOBaHUM COLMANbHOTO KanuTala opraHusayui. JlocTuxkeHue JaHHOU LiesIU NpeAIo-
JlaraeT pellleHHe CJIeAyOIMX 3a4a4y: 1) Ha OCHOBe aHa/IMU3a 3apyOeXKHOM JUTepaTypbl pacCMOTPETh
METO/IUKY, Tpe/ijaraeMble 3apybeXHbIMU aBTOPaMHU; 2) I0Ka3aTh BaJIMAHOCTb aBTOPCKON METOUKHU
«KOMIIOHEHTHI COLMAJBbHOIO KanuTajla OpraHu3alnuu». Mbl paccMaTpuBaeM OpraHM3aluio KakK KoJI-
JIEKTUBHOTO Cy0'bEKTa COLIMAJbHOT0 KaluTasla, 00'beAUHEHHOTO B3aUMHBIM JI0BEpHEM, OBIIHOCTHIO
HOpM, Liesiel ¥ LieHHocTeld. COTpyJHUKM OpraHM3aliMy, BKJIIOYEHHbIE B JeATeJbHOCTb OPraHU3allH,
ABJISIIOTCA UHAVBUAYAJbHBIMU Cy6'bEKTAMU COLMAIBbHOrO KanuTasa. ColyanbHbIA KalUTaa OpraHu-
3alMM OMpeJesseTcs KaKk CUCTeMa MEXJUYHOCTHBIX CBsI3eH, B KOTOPOUM 06be/JUHEHNE COTPYAHUKOB
OCHOBAHO Ha B3aMMHOM YBa)KeHUH, €/[UHCTBE [EHHOCTEH, 1ieJ1ed, COBJII0IEHNU KOPIIOPAaTUBHBIX HOPM
Y CTpPEMJIEHHH K TNOAJEPKaHHUIO0 pelnyTalliyd CBOed opraHusanuu. Memod. BelGOpKy Hccie0BaHUs
coctaBuIM 235 pecrnoH1eHTOB, U3 HUX 97 MyunH U 138 >xeHmuH. CpeJHUN BO3paCT PECIIOH/IEHTOB
cocraBui 40 JieT. B ucciieoBaHUH UCII0/Ib30BA/INCh: pa3paboTaHHAsA HAMU MeToAuKa « KOMIOHEHTHI
couMajsbHOro KamnuTtasa opraHusaupuu» (KCKO); onpocHuk «OpraHusalnMOHHAs NPUBEPXKEHHOCTD;
MeTo/iuKa «KOMIIOHEHTBI penyTanuy OpraHu3alu»; OMPOCHUK «YPOBEHD JJOBEPHS B OPraHU3AIUNY;
«llkasa conuaJbHOM >KeJaTeJbHOCTU». Pezysbmamul. B utore o6HapykeHa crnenuduKa COLyalb-
HOTr0 KallhUTaJja B pPa3/IMYHbIX OPraHU3alMUsX, BbIIBJIEHO HajJuyMe 3HAaYMMbIX B3aMMOCBSI3€H MEXAY
KOMIIOHEHTAMH COL[Ma/JIbHOTO KalWTala OPraHu3alid U MEeTOAMKaM{, pa3paboTaHHBIMHU APYrUMHU
aBTopaMu. Bwigod. KoHconmnganus o6beAUHAET KOJJIEKTUBHBIX WM HWH/AWBU/YATbHBIX CyOBEKTOB B
€IMHbIM KOHCTPYKT — COLMa/IbHBIM KalWTaJ opraHusauuu. [isd co3fgaHus yCJIOBUHA KOHCONMUJALUU

1 Cratbs ony6nukoBaHa B paMKax [IporpaMmbl « YHMBEPCUTETCKOE APTHEPCTBO»
Appec: 199034, CaukT-IleTepOypr, YHUBepcuTeTCKas Hab., 4.7 /9. E-mail: ludmila.pochebut@gmail.com
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COLIMA/JILHOI'0 KalUuTasla Heo6X0AMMO NPOBOJUTh paboTy CO BCEMU €ro KOMIOHEHTaMH U MUCIOJIb-
30BaThb HOBbIE LieJIeHallpaBJeHHble MEeTOAUKHU. LJeHHocmb pe3ysibmamos. [losydeHHble pe3yibTaThbl
NOATBEP/UIN BaJIMAHOCTb pa3paboTaHHOM HaMM MeTOJAWMKH M3MepeHUs] KOHCOJHJALUK COLUallb-
HOTO KaluTaJsla OpraHu3alyy, oKas3alu Heo6X0JAUMOCTb UCI0JIb30BaHUs KOMIIJIEKCHBIX METO/|0B
vccnenoBaHus. OpUrHHAIBHOCTb WCCIeJl0BAaHUSA 3aKJ/0YaeTCss B CTPOrOM HayYHOM OGOCHOBAaHUH
CoJlep>KaHHUA U CTPYKTYPbI COLMAJIbHOIO KalluTa/la OpraHu3alyy, NOATBEepKAEHHONW 3MIIUPUIECKUM
My TEM.

KioueBble C/I0Ba: COIMA/IbHBIA KalWTaJ OpraHu3aluy, METOJAUKH, CIelUPHUKa COIHaIbHOTO
KamnuTasaa.

BBegeHue

B HacTosi1lee BpeMsi 0COGEHHO aKTya/IbHbIMU CTaJIU UCCJIe[J0BaHUSA COLLMAJIbLHOTO KalluTaaa B
Pa3JIMYHBIX OpraHU3alnusx. B 3apy6exxHol HaydHOU JiUTepaType 3a nocaeaHue 20 jeT onyo6/aHuKo-
BaHO 60Jsiee 700 cTaTel Ha 3Ty TeMy. PeHOMeH COLMa/ILHOTO KanuTaJja SABJSAETCI MeX/AUCLUTIIHU-
HapHOU npo6JieMoit. I1. Byp/ibé paccMaTpuBas puiocopckre ¥ SIKOHOMUYECKHE aCIIEKThI COLMab-
Horo kanuTana (Bourdieu, 2001). P. [laTHaM riiy6oko npoaHa/iu3upoBaJl OJUTHYECKHE TIPO6JIEMbI
BJIMSIHUS COLMAJIbHOTO KallKMTaJla Ha 3KOHOMUYeCKoe pa3BuTHe cTpaHbl (Putnam, 1996). M. Bysnkok
NOHMMaJl COLlMaJIbHbIM KalWTajJ Kak pecypc akoHoMHU4eckoro pasButus (Woolcock, 1998). [lx.
KoysiMaH M3y4as B3aMMOCBSI3b COLMAJIbHOTO M YeJI0BEYECKOT0 KallMTaJloB B CEMEWHBIX OTHOLIe-
HUsX (Coleman, 1998). C Touku 3peHUs COLMOJIOTUH, COLJUAIbHBIN KallUTal pacCMaTPHUBAETCSA KaK
ob61uectBeHHoe 6Js1aro (Alecu, 2022; Campbell, 2020). [Ipo6sieMbl colMaJbHOTO KanuTala UHTEH-
CUMBHO M3y4alOTCs U B oTeuecTBeHHOU ncuxosioruu (biok, l'onosun, 2015; JlaitHeko, LlTpoo, 2022;
UrymHos, 2021; TaTtapko, 2022).

0630p nmy6JMKaLUK 3apyOeXKHbIX aBTOPOB IOKa3aJ, YTO CyleCTByeT MHOI'0 Hepa3peuléH-
HBIX /10 CUX MOp BonpocoB. Tak, HapuMep, y4€Hble — COLIMOJIOTH U COLjHUAJIbHbIE ICUX0JIOTH — HE
JIOCTUTIJIM KOHCEHCYCa 10 COJIeP’KaHUI0 MOHATUS «COIMaNbHbINA KanuTan» (Oksanen et al.,, 2913).
B HEKOTOpBIX KOHIENIUAX COLMAJbHOrO KalKTajJa He YYUTHIBAIOTCS TaKHWe ero COCTaBJISIOLIUE,
KaK HOpMbI B3aUMHOCTU WJIU ceTeBble B3auMogencTBus (Pejtersen et al, 2010; Ommen et al,,
2009). HekoTopble aBTOpPbI pacCMaTPUBAIOT COLMAIbHBIM KallMTaJl TOJbKO B KOHTEKCTE COlMallb-
Hoil noadepxku (Meng, Borg, Clausen, 2019). OTcyTcTBHe Hay4YHOTO KOHCEHCYyCa OTHOCUTEJBHO
OCHOBHBIX COCTABJISIOLMX COLIMAJbHOTO0 KallhUTasla OTPaXKaeTcsl Ha Noi60pe U pa3paboTKe MeTOA M-
4YeCKOT0 UHCTPYMeHTapus JJis ero uaMepeHus. Pa3Hoobpa3sre U HECOTJIaCOBAaHHOCTb Pa3JIMYHbIX
METOJMK HM3MepeHUs1 COLMAJIbHOTO KalUTasa MNPEeNnsTCTBYeT MNPOBEJEHUID CPaBHUTEJbHOIO
aHaJIM3a COCTOSIHUS M YPOBHA Pa3BUTHA COLLMAJIBHOrO KallUTaja B pa3JIMYHbIX OpraHU3alyax U B
pa3HbIX CTpaHax MUpa.

B Hayke NpHUHATO paccMaTpuUBaTh TPU BHJA COLMAJBHOIO KalMTaJja: CTPYKTYPHBIM, KOTHU-
TUBHBIM U peJIILMOHHBIN, UM OoTHoleHYeckul (Bain, Hicks, 1998). CTpyKTypHBbIH coliMaibHbIN
KalluTas MoJpaszeseTcd Ha TPU TUIA B 3aBUCUMOCTU OT TOr0, KaK paclpese/sloTC pecypcChl
MeX/ly 4JeHaMH Cpynnbl. ABTOPBI, M3ydaloljde COLMAJbHbIM KamuTasj, 0003HAYalT 3TU THUIIbI
caeaywomuM obpasom: 1) casbiBarouui (linking) couyanbHbli KanKTas peJHa3HavYeH /Jisl 00'be-
JIUHEHHUS COTPY/IHUKOB Pa3HbIX OT/EJIOB C LieJIbl0 NPeJI0CTaBJeHHs UM JIOCTyIa K pecypcaM Jpyr
Jipyra; 2) oxBaTbIBawIUK (bonding) opueHTHPOBAH HAa HAKOILJIEHUE PeCypCOB COTPYAHUKAMU,
KOTOpble 6epyT Ha cebsi 06513aTe/IbCTBA 0OMEHUBATHCSl pecypcaMu JipyT C ApyroM; 3) coeUHsI0-
it (bridging) ciy>UT MOCTOM MeX/ly pa3HbIMU MoJpa3/esieHUusIMUA opraHusauuu. OH HalesleH
Ha YCTaHOBJIEHUE U MOJJlepKaHue CBSI3ed, 3TOT THUIl Ha3bIBAKOT €l «MOCTOBOM» COLMAJIbHbIN
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kanuTaJ (cm.: Burt, 1997; 2000; Chen, Meng, 2015; Ferlander, 2007; Harpham, Grant, Thomas, 2002;
Szreter, Woolcock, 2004).

K popmam corpaibHOIr0 KanuTasla OTHOCAT: IO3UTUBHBIN KaluTaJl, OBbIIALHAN 3 PeKTUB-
HOCTb [JleITeJIbHOCTH OPraHM3al iy, U HeraTUBHbIN KalUTaJl, IPUBOAAIIMNA K KOHQJIUKTAM MeXAy
rpynnamy. HeraTuBHbBIN coljia/ibHBIMA KanuTal MOXKET BO3HUKHYThb B TeX CIydasx, Korja mnojpas-
JleJleHHsl opraHu3anuu, o6jajaole BbICOKUM YPOBHEM COLIMA/IbHOTO KanuTasla, KOHQJIUKTYIOT
MeXJy CO60M, YTO CIOCOOCTBYET CHUXKEHHUIO pab0TOCIOCOOHOCTU OopraHu3anuu B 1iesioM (Graeff,
Svendsen, 2013). C. ®epsianaep npeaJaraeT pacCMaTpUBaTh FTOPU30HTAbHbIA U BEPTUKaJIbHbIN
THUIIbI COLLMAJIbHOTO KanuTaJsa. [lepBblid TUIl BO3HUKAET B pe3yJibTaTe B3aUMO/IeCTBUSA COTPYAHU-
KOB OpPraHM3aliy, a BTOPOU THUI OTPaKaeT OTHOLIEHUS COTPYAHUKOB C MEHe/)KepaMH Pa3IUYHbIX
ypoBHel (Ferlander, 2007). OcHOBHOM Ha ceroiHs iBJsieTCA 3a/4a4a pa3paboTKU HaA&KHbIX U allpo-
OMpPOBAHHBIX COLIMAIbHO-IICUXOJIOTUYECKUX METO/0B U3yUYeHUs] COLlMAJIbHOIO KanuTana. MHorue
MEeTO/IMKH, pa3paboTaHHble 3apyOeKHbIMU U 0OT€YeCTBEHHBIMHU YYEHBIMH, YCIIEIIHO NPUMEHSATCS
B HUCCJIE/JOBAHUSIX.

MeToauyecKkue NoAX0Abl K U3MEPEHUI0 COLIUA/IbHOI0 KaluTa/1a OpraHu3anui

MHOTOYUC/IEHHbIE UCC/eJ0BAHUS B 00JIaCTH U3Y4YEeHHUs COI[MAJIbHOTO KaluTasa MO3BOJIUIN
YCTAaHOBUTb HECKOJIBLKO ero QyHKIMM:

e TOOYX/IeHHEe COTPYAHHUKOB K KOJIJIEKTUBHOMY MOBeJIeHHIO U 06ecriedeHre ONTUMATbHOTO

dyHKUMOHUpOoBaHsA opranusauuu (Tsounis et al.,, 2023);

e [peJoCTaBJIeHUE AOCTyMa K AO0NOJHUTeAbHBIMU pecypcaM (Adler, Kwon, 2002);

e BOBJIEYEHHOCTH NepcoHasa B paboty (Clausen, Meng, Borg, 2019);

e TOBbIIIEHHE YI0BJETBOPEHHOCTH COTPYAHUKOB TPY/IOM U B3aUMOoOTHolIeHUsAsMU (Ommen

etal., 2009).

BMecTe ¢ TeM, B HAy4YHOU JIMTepaType OTMEYaeTCs, YTO CHHUXKeHHE YPOBHS COI[MAJTBHOTO
KanuTasa MOXeT MPUBECTU K SMOLIMOHAJIbHOMY MCTOILeHHI0 coTpyAHMKOB (Kowalski et al., 2010)
Y NlepeXUBaHUIO cTpecca Ha paboueM MecTte (Firouzbakht et al., 2018).

[IpuBeiéM KpaTKoe ONMCaHUe pa3pabOTaHHbIX B 3apyOeXKHOW OpraHHU3alMOHHOM MCUXO0JI0-
rMY MeTOJIMK U3MepeHUs COLMAJIbHOrO KaluTajla opraHu3anuu. Tak, /k. [lenTepceH cCOBMeCTHO
C COTPYAHUKAMHU NPeJJIOKUJ METOAUKY, KOTopasi uU3MepsieT YPOBEHb JJ0BEpPUs B OpraHU3aLUU U
COCTOUT U3 TPEX UIKaJ: a) Jl0BEpUe MeX/1y COTPYJHHKAMU; 6) JloBepUe K PyKOBO/JCTBY; B) OLleHKA
crpaBeJJIMBOCTU Ha pabouyeM MecTe (Pejtersen et al., 2010). [lIkasna O. OMMeH COCTOUT U3 LIECTH
IIYHKTOB U OLlEHUBAET YPOBEHb COIUAIbHOU MO/JIEP>KKU U I0BEPUSs], TPUBEPKEHHOCTD IIEHHOCTSIM
opranusanuu (Ommen et al., 2009). lllkasna, paspabotanHasg A. KoyBoHeHOM c KoJuJieraMu, npej-
Ha3HaveHa /ISl OlleHKH JI0BEPHUS, HOPM B3aUMHOCTH, YYBCTBA COJIUJAPHOCTH, HATPABJIEHHOCTH Ha
KOJIJIEKTUBHBIE JIeHCTBUS U KOHCEHCYCHOe npuHsaTHe pelieHui (Kouvonen et al,, 2007). B mkaite,
npeasoxxeHHoW T. MaHr ¢ COTpyAHUKaMHU, OLEHHWBAETCS YPOBEHb CBSA3YHOIIEro COLUAJbHOIO
KanuTasa B opraHusauud. OHU HM3y4aloT CTPYKTYPHBIA COILMAJIbHBIA KamuTal U OCOGEHHOCTH
CBsI3€eM JIto/ieH ¢ pa3JIMYHBIMU I'PYIINaMHU, OPTaHU3AUSAMHU U HHCTUTYIIMOHAJBHBIMU CTPYKTYPaAMH,
o6samaromuMu Biaacthio (Firouzbakht et al., 2018). /I>x. HaxanueT u C. l'owian cocpeoTOYHIN CBOE
BHHMaHHe Ha peJIIMOHHOM KalHWTaJe, U3ydasi KaueCcTBO, HaIEXKHOCTh U XapaKTep OTHOIIEeHUH
JiIoZieH, BKJIIOYEHHBIX B conuanbHble ceTH (Nachapiet, Ghoshal, 1998). A. 3kBHUYM TpeAJIOKUI
HIKaJy, U3MEPSIOILYI0 YpOBeHb JoBepus U B3auMHocTu (Eguchi, 2017), a H. Muganeton — Tpéx-
MepHyto mikany (Middleton et al., 2018).

A. llyHuC ¥ ero KoJiJiery NpoBeJid HappaTUBHBIN aHAIM3 HAYYHOU JINTepaTyphl 10 MpobieMam
COLIMAJIbHOTO KallMTaJla U BbISIBUJIM OCHOBHbIE €ro u3MepeHus: 1) JoBepre — B3aUMHbI€e OKU/jaHUS
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YeCTHOI'0 U NOAAeP>KUBAIOILEro NoBeJleH!s]; 2) HOPpMbl B3AaUMHOCTHU — MOMOLb APYTHUM JIIOJSAM B
3KCTpeMaJIbHOM cCUTyaluu; 3) 06’beJUHEHHUE B COLlMA/IbHbIE CETU — FOPU30HTa/IbHbIE U BEPTUKAJIb-
Hble CBA3W MEXAY JIIO[bMHU, TPyNIIaMH, OpraHu3anusaMy; 4) rpaxkjaHcKkast akTUBHOCTb — y4acTHe B
pPas3/IMYHBIX 001 eCTBEHHbIX 00'beJUHEHUSIX, BOJIOHTEPCKOE ABUKEHHE; 5) IPUHATHE COLMATbHbIX
HepOopMa/IbHbIX HOPM U LIeHHOCTEH, 0611e KyJbTYpHble YOexX/AeHUs1, CTpeMJIeHre K ClipaBe/iJiu-
BOCTH; 6) coljda/ibHasl CIJIOYEHHOCTb, 06eclevyrBarias YyBCTBO 6€30MaCHOCTH BHYTPU CBOETO
coo611ecTBa; 7) TOJAePaHTHOCTD K pa3Hoo6pa3uto (Tsounis et al., 2023).

TakuM 06pa3oM, 6OJBIIMHCTBO aBTOPOB B KaueCTBE OCHOBHbIX KOMIIOHEHTOB COLIMAJIbHOIO
KalluTaJla pacCMaTPUBAKOT JJ0BEpUe, BOBJIEYEHHOCTb B COLlMa/JIbHbIE CETU U HOPMbI B3aMMHOCTH.
Y4éHble coryiacHbI C IpeAJIOKEHHbIM pa3/ie/ieHheM COLMaJbHOTO KanuTasla Ha TPU BUAA: pesisiliu-
OHHbIH (OTHOLLIEHYECKU), CTPYKTYpPHbIN U KOTHUTUBHBIN (Bain, Hicks, 1998; Nachapiet, Ghoshal,
1998). [Ipu 3TOM B Hay4YHOU JIUTEPATYpPE OTCYTCTBYET COTJIaCcHe O MIPUHA/IJIEXKHOCTU TeX UJIU UHbBIX
NoKa3aTeJiell COLMa/IbHOTO0 KanuTasia K KoHKpeTHoMY BuAy. Tak, M. ®upys6axTt (Firouzbakht et al.,
2018) u A. Maur (Meng, Borg, Clausen, 2019) c coaBTopaMu paccMaTpUBAalOT KOTHUTUBHbIHN COLU-
aJIbHBIA KallUTaJl, KaK HeMaTepHa/IbHbIM pecypc, NpHU3HaBasgd OCHOBHBIMU U3MEPEHUSIMHU HOPMBI
B3aUMHOCTH, LIeHHOCTH, JjoBepue. B To ke BpeMms, o MHeHuU1o T. Xapdama u coaBTOpPOB, Ka4eCTBO
COLIMaJIbHBIX OTHOILEHUH OTpaXkaeT CTPYKTYPHbIN copaibHbli kanuTasa (Harpham, Grant, Thomas,
2002). 3To cBsA3aHO C TeM, YTO CETEBOE B3aUMO/elCTBUE TPebyeT B3aUMHOT0 JOBEPHUS U OIpe-
JleJIEHHBIX HOPM MoBeseHud. [logBoaa UTOr, MBI CYMTAEM, YTO JleJIeHHMe COLIMa/IbHOTO KaluTasa
Ha KOTHUTUBHBIY, CTPYKTYPHbIN U PeJISIUOHHBIN SIBJSETCA LOBOJIBHO YCJA0BHBIM, IOCKOJIbKY BCE
npeaJioKeHHble U3MepeHUs IPUCYTCTBYIOT B KaXKJJ0M BU/le COLMAJIbHOTO KalluTasla.

Cepbé3HbIM METOAUYECKUI aHAIM3 U3YyUYEHUs COLMAJIbHOTO KanuTasa npojesanu A. llynuc c
KoJiieraMu. ConjaibHbIM KamuTa/l OpraHU3al My OHU 0603HaYal0T KaK KanuTas, OpMUPYIOILUICS
Ha paboyeM MecTe COTPYAHHUKOB (workers social capital, WSC). ABTopbl onpenensioT colyaib-
HbIM KanuTasl, Kak pecypc, BO3HUKAILUH Ha OCHOBe J10BepUs (0KUJAaHUE YeCTHOIO MOBELEHUS),
HOpPM B3aUMHOCTHU (0OMEH MO/ ePKKOM U BbITOIaMU) U CETEBBIX B3aUMOJEUCTBUIN COTPYAHUKOB,
3aHUMMAaIOLIMX pa3/IMyHble JOHXKHOCTU B OpraHU3aluu (co3/jlaHue, pacliMpeHue U UCI0JIb30BaHue
MEeXJIUYHOCTHBIX oTHolleHu) (Tsounis et al, 2023). B cBoto MeToauky A. LlyHuc c koJssneramu
BKJIIOYAJ/IA IYHKTBI, U3MePAILIHAe CTelleHb YBaXXEHUS KOoJIJIeraMy APYT Apyra, U MyHKTHI, onpeje-
JISII0IIMe 4YaCcTOTy U Ka4yeCTBO KOHTAKTOB MexJy KoJsiieraMu. ONPOCHUK BKJIIOUaeT 24 yTBepxe-
HUSA U COCTOUT U3 NATH LIKaJ:

1) noBepue Mex Ay KoJlJleramMu;

2) B3aUMHas O epKKa;

3) dopMuUpoOBaHUE KOMAaHJHOTO AyXa;

4) 3a60Ta pyKOBOAHWTEJIEN O COTPYAHUKAX OpraHU3al1H;

5) cOTpyAHUYECTBO C APYTUMU OpraHU3aLUIMHU.

C nomolbl0 JAaHHOM MeTOAMKU OblLIM ompolleHbl 376 COTPYAHUKOB 14 yHUBEPCUTETOB
['peuunn. B pesynbraTe pakTOpHOro aHaju3a COOPAHHBIX MEPBUYHBIX JAHHBIX ObLJIU BbISBJIEHbI
yeTbipe ¢akTopa. [lepBbiii $paKTOp OTpaka/l KOTHUTHUBHBIM COLMAJbHBIM KallMWTas, BKJOYalo-
1M JoBepre U HOpMbI B3auMHOCTH (Harpy3ka oT 0,59 o 0,88). Bropoii pakTop cOOTBETCTBOBAJ
CTPYKTYPHOMY COLlMAJIbHOMY KalWTaJy, 06 beUHSA CETb B3aUMOOTHOIIeHUH (Harpy3ka oT 0,55
no 0,72). TpeTuit pakTop oTparkaa COeJUHSIOIIMMN, UJIM MOCTOBOM COlMa/IbHbIN KanuTas, GopMHu-
pyoluics Ha paboyeM MecTe COTPYAHUKOB Ha KOTHUTUBHOM ypoBHe (Harpysku ot 0,53 o 0,94).
B yeTBEpThIN daKTOp BOIIEJN COEJUHSAIOIIMH, UM MOCTOBOM COLlMAJIbHBIN KanuTaJj, GopMUpPYIO-
1Uica Ha paboyeM MecTe COTPY/JHUKOB Ha CTPYKTypHOM ypoBHe (Harpy3ku ot 0,71 o 0,94).

TakrM 06pa3oM, OblyIa 0OTYACTU OATBEPKAEHA Bbl/leJIeHHAs TEOPETUUECKUM MYTEM CTPYKTypa
COLIMAJIBHOTO KanuTajJa. BaJugHOCTP M HaAEXKHOCTb METOJUKHM OLIeHUBaJach C IOMOILBIO
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a-KpoHb6axa 1 MHAeKca w. Pe3ysbTaThl UcC/lel0BaHUS MIOKA3a/H, YTO B OPTaHMU3aLUAX C BBICOKUM
YPOBHEM JI0BEpUS, IOBbILIAETCS MOTUBALS, JHEPTHS, aKTUBHOCTb COTPYJHUKOB, X BOBJIEYEHHOCTh
B paboTy, 4YTO COCOOCTBYET JOCTHMIKEHUIO 1eJlell OpraHu3aliu Y NpeoTBpallaeT 3MOLMOHAIbHOE
v npodeccuoHa/sbHOE BbIrOpaHue. McciejoBaHUe MTOKa3asio, YTO JOBEPUE U B3AUMHOCTD SIBJISIIOTCS
OCHOBHBIMU 6a30BBIMHU MTOKa3aTesIMHU KOTHUTUBHOTO cOliMa/bHOr0 KanuTasa (Tsounis et al.,, 2023).

H. Bynanaxapu ¢ cOTpyAHUKaMU COCPe[0TOYU/IM CBOE BHHMaHHE HAa U3YYEHUU POJIM COLHU-
aJIbHOT0 KanuTasa B OpMHUpPOBAHUHU YCTOMYMBOIO COTPYJHUYECTBA B OpraHu3auusax MHAoHe3uun
(n3y4asiach paboTa CeJibCKUX KOONEepPaTUBOB). YCTOMYMBOCTb — 3TO CIIOCOOHOCTb OpPraHU3al U1
IPOTHUBOCTOATH KPU3MCaM U aZaITUPOBATHCA K HOBOW CUTYalMU. ABTOpBI ONlpe/ie/IIIoT OpraHu3a-
JUOHHYI0 yCTOMYMBOCTb KaK CIOCOOHOCTb BOCCTAaHABIMBATLCS OCJIE COOEB, COXPAaHATh UHAMUYE-
CKYI0 LIeJIOCTHOCTD B YCJIOBUAX JJIMTEJBHOTO CTPecca U JOCTUTraTbh SKOHOMUYECKHUX U COLUAJIbHBIX
nesiert (Wulandhari etal,, 2022). OHu paccMaTpUBalOT COLMa/IbHbIN KallMTaJl KaK pecypc COTPYAHU-
yecTBa U yCTOMYMBOCTHU. B ucciejoBaHUAX ObLJIO 0OHAPYKEHO, YTO UMEHHO PeJISLMOHHbBIA COLU-
aJIbHBIA KallWTa/l UrpaeT BaXXHYI0 POJib B 00ecredeHUr aJalnTallMOHHOW YCTOMYMBOCTU OpTraHU-
3alMi, a CTPYKTYPHBIM KalMUTaJl MOBbIIAeT aKTUBHOCTb COTPYAHUKOB. ABTOpPbI OTMEYalOT, YTO
pessiMOHHOE U3MepPEHUE COLMATbHOTO KalKTasa B 60Jbllel CTENeHU 3aTparuBaT CaeAyoliue
MexaHU3Mbl YKpenieHUs condanbHoro kanutasia (Wulandhari et al.,, 2022):

e yJOBJIETBOPEHUE IOTPEOHOCTEN COTPYAHUKOB OpraHrU3alLuy;

e OBblIIEHUEe KBaJUPUKALUU COTPYJHHUKOB, YCBOEHHE MUMH 3HAHWUM, HEOOXOAUMBIX JJisl

pPa3BUTHS CBOETO JIMUHOCTHOIO MOTEHLUAJa;
e [IOJIHONPABHOE y4yacCTHe COTPYLHUKOB B COOOLIECTBAX U BKJIIOUEHHE B COLJUAJIbHbIE CETH;
e CBOEBpPEMEHHOE U MOJIHOLlEHHOe obeclieueHue MepcoHasa MHopMalel o paboTe opra-
HU3aLUY;

* COTPYAHUYECTBO MEXJYy PaOOTHUKAMU BHYTPH OpraHU3aLUH;

* CIOCOGHOCTb OpraHU3al U KOPPEKTHUPOBATb CBOU PECYPChI B 3aBUCMMOCTH OT U3MEHEHHUS
CUTyalLUH;

* TOJIEPAaHTHOCTb COTPYAHUKOB U OTCYyTCTBHE JUCKPUMUHALUY B OTHOLIEHUHU JAPYT ApYyTa.

W. Mer, ¢ cOTpyAHUKaMU UCCe0BaJIM B3aUMOCBSI3b 4YeJIOBEUECKOTO U COLIMa/IbHOI0 KannuTajla
Y UX BJMSIHHE Ha 4YYBCTBO BKJ/IIOYEHHOCTHU B JleITeJIbHOCTb opraHusauuu (Metz, Stamper, Ng,
2022). Ouu usyyanu npodeccruoHalbHble aKaZleMUieckue accouuauuu B ABctpanuu U Kanage.
Ecay yesoBeyeCcKMM KanmuTal — 3TO 3HAHUS M HaBbIKM, IOJIyYeHHble B Mpolecce 06pa3oBaHus,
npodeccuoHaJIbHOM NOATOTOBKHU M ONIbITA PabOThI, TO COLMAIbHBIN KalUTaJl NIpeACcTaBAseT COO0U
CMOCOGHOCTb aKTOPOB NMOJIYYUTh BITOAY O6J1aroZiaps 4jeHCTBY B colpaibHbIX ceTsx (Portes, 1998,
c. 8-9). YennoBeveckui KanuTaa NIPUBOJUT K yCIeXy B Kapbepe U MOBbIIIAeT IPOU3BOJUTENbHOCTD
IpY pelleHUr pa3JIMYHOro poza 3aAad. TakuM o6pa3oM, npodeccuoHaIbHbIN yCIeX J0CTUraeTcs
ObICTpEee U JIeTue, eCIU K YeJIOBeYeCKOMY KaluTasly 400aB/sieTcsl KaluTasl COLUaIbHbIN.

Kak M3BeCcTHO, COLlMa/IbHbIA KaluTal UMeeT U «TEMHbIe CTOPOHbI», TaKHe KaK KOPPYMIHs,
KYMOBCTBO, YCTaHOBJIEHUE HEPAaBEHCTBA MEXKY IPyIIaMHU, He BXOJALIMMU B COOOLIECTBO, UX JTUCKPU-
MHHaLMA U Tak fgajee. JIloq¥ MOTYyT CTPEMHUTBCA OFPAHUYUTDH YI€HAM 4Yy)KOW TpyHIbl JOCTYH K
pecypcaM. YesioBeuecKui KaMTal UrpaeT BaXKHYIO POJIb B Pa3BUTHHU COLIMAJILHOTO KanuTaJja. Jlroau
CO3/]al0T COLUA/IbHBIN KaKTaJl C IOMOLLbI0 TPEX OCHOBHBIX NPOLECCOB: a) BO3MOXKHOCTH COLUA/Ib-
HOU ceTH; 6) MOTHBUPYIOLUX UX HOPM U LIeHHOCTeH; B) ciiouéHHOCTH (Metz, Stamper, Ng, 2022).

IMIUPHUIECKOe UCCIEeJ0BAaHUE COLUAILHOTO KAaMUTa/Ia OpraHu3aIui

Hacrosiiee vcciaenoBaHue CTPOUTCS WUCXOZs U3 MpPeJICTaBJeHUNM O COIMAJIbHOM KamnuTale
OpraHu3alUu KaK CUCTEME MEXJUYHOCTHBIX CBSi3ed, B KOTOPOW OObeJMHEHHE COTPYAHUKOB
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OCHOBAHO Ha B3daWMMHOM YBa*X€HHWH, €eJUHCTBE L[eHHOCTeI‘/JI, LleJIef/'I, CO6JI}OAEHI/II/I KOPIIOPATHUBHBIX
HOPM M CTPpEMJIEHHH K IIOAAEPHKAHHUIO PEeNnyTalluu CBOeu OpraHU3al . Opraﬂnsauym paccmMaTpu-
BaeTCs HAMM KaK KOJIJIEKTUBHBIN CY6’beKT COLIMaJIBHOT'O KallMTaJia. COpr,LLHI/IKI/I OpraHu3aluy,
BKJIIOUEHHBIE B AeATEeJIbHOCTb OpraHru3aluH, ABJAKTCA MHAUBUAYAJIbHBIMHU CY6'I)eKTaMI/I coguvaJib-
HOTI'O KallkuTaJia. I[[I/IaJIEKTI/IKa B3aMMOOTHOIIIEHHH KOJIJIEKTUBHOTO U NHAWBUAYAJIbHOT'O CY6’beKTOB
OpraHU3aly NIPOoABJIAETCA B KOHCOJINAAlIUH COHMAJIbHOT'O KallkuTaJla.

OGBbEKT U MpeJMeT UcC/IeJOBaAHUS

OOBbEeKT HCCleJOBaHUS — COTPYAHUKH PpPa3/JIMYHBIX OpraHU3aldii B pa3HbIX Topojax
Poccuiickoit ®enepanuu. [IpeameT vccie0BaHUs — KOMIIOHEHTHI COIIMAJILHOTO KalKuTasa opra-
HU3aIUU.

ue.ﬂb Huccjaea0BaHusA

LIEJIb — BBIABUTbL COLMAJIbHO-IICUXOJIOTHMYeCKHue 0COOEHHOCTH COLMaJIBHOT'O KallkuTaJila B
pOCCHﬁCKHX OpraHu3anuAax.

I'minmoTe3nl

1. YpoBeHb KOHCOJIMJALIUM COLMAJIbHOIO KalMTaJla OpPraHu3aluu onpejessseTcs MoKasaTe-
JIIMU B3aMMHOTO JJ0BEpHs, IPUBEPKEHHOCTH LeJIIM U LLleHHOCTSIM OpraHMU3alyH, COOII0AeHueM
HOPM M NpaBUJ OpTraHU3aLUH, HANPAaBJIEHHOCTbI COTPYAHUKOB OpPraHU3allUM Ha CO3JjlaHue U
nojajepkaHue eé penyraydu. Mexay 3TUMH COZepKaTeJbHbIMU I0Ka3aTessIMU CYLeCTBYIOT
3HaYMMble B3aHMOCBSI3H.

2. Belpak€HHOCTb KOMIIOHEHTOB COLMA/IbHOTO KaluTaJ/la OpraHu3aluy CBsA3aHa C JJOJDKHOCT-
HbIM CTAaTyCOM PeCIIOH/,eHTOB, YTO CBU/IeTEJbCTBYET O BKJaJie UHAUBU/YaIbHbIX CYO'bEKTOB COLIHU-
aJIbHOT0 KaluTaJla B pa3BUTHE KOJIJIEKTUBHBIX CYyObeKTOB.

3. YpoBeHb Pa3BUTHUA COLMAJbHOIO KalUTasa CBSI3aH C PEXUMOM TPYAOBOW JeATebHOCTH.
CoTpyAHMKM OpraHu3aluy, OCYLIeCTB/AKLME TPYLOBYIO [AeATeJbHOCTb B JUCTAHLMOHHOM WJIH
CMeILlaHHOM PeXUMe, IEMOHCTPUPYIOT MEHBLIYIO BOBJIEYEHHOCTD U IPHUBEPX)KEHHOCTb 1ie/IIM OpraHu-
3al 1y, IPOABJISIOT MeHblee JJOBEPUE U B MeHblIeH CTelleHH CTPEeMATCA K NOAJepKaHUIO penyTaluy
OpraHM3alMy, YeM NOCTOSHHO PaboTawllyie Ha TEpPUTOPUU OpraHU3alMU-paboToaTe .

3aJa4yu MccaeJ0BaHUSA

JlocTHKeHUe MOCTaBJIeHHOH 1eJIU NpeJIoJaraeT pelueHue caeyouyx 3a1au:

1) OLleHUTH BbIPAXKEHHOCTh KOMIIOHEHTOB COI[MAJIbHOTO Kal1TaJa COTPYAHUKOB OpTraHU3alUi;

2) U3MEepUTh YPOBHU HUX OPraHU3AIMOHHOW NPUBEPXKEHHOCTH (JIOSJILHOCTH), pemnyTaluu
OopraHu3salui, BBIpRXKEHHOCTH B3aHMHOTO JJOBEPUS;

3) npoBecTH aHaIM3 B3aUMOCBSI3ed MeX/ly pacCMaTpUBaeMbIMHU [TOKA3aTeIsIMU;

4) paccMOTpeTh CTPYKTYPY COLIMAJIbHOIO KalnuTaJjla OpraHM3aluu B CBSI3U C JOJPKHOCTHBIM
CTaTyCOM PECIOH/IEHTOB;

5) U3Y4YUTh YPOBEHb COLMAJBLHOTO KalKTasia MPU Pa3HbIX peXMMax paboThl (AUCTAHIIMUOHHOM
Y CMelIaHHOM).

Bbi6opka

B uccnepnoBannu npuHsau yyactre 300 yesioBek, )KuUTesel pa3HbIXx ropofoB Poccuu B Bo3pacTe
ot 19 o 71 roja (cpegHuit Bo3pacT 40 JieT), paboTawIUMX B OpraHU3aLUAX Pa3/IMYHON Hamlpas-
JIEHHOCTH U He SIBJISIIOLIMXCA cCaMO03aHATBhIMU. UcnibITyeMble He OblJIM 3HAKOMBI MeX/ly COO0M U He
paboTasi BMECTe, B MCC/IeIOBAHUM HE PACCMAaTPUBAIUCh KOJIJIEKTHBBI COTPYAHUKOB M UX MOKa3a-
TeJIY, CBSI3aHHbIe C KOHKPeTHOW opraHu3anyeil. Hanbosipliee 4110 y4aCTHUKOB ObLIO TPYAOYCTPO-
eHbI B CJIe/IyI0LUX cPpepax 3aHATOCTH: IPOMBIIIJIEHHOCTbh U MPOU3BO/ACTBO (62 yei.), Toprosus (32
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yeJ1.), obpasoBaHue (25 4eJs1.), CTPOUTENBLCTBO U apxXUTEKTypa (24 4yes.), rocylapcTBeHHas CayxKb6a
(20 4en.), duHaHcoBas chepa u 3koHOMHUKa (15 4des.), cpepa o6cayxuBanud (15 yes.), MApKETHHT,
pekJiamMa, CBsI3U C 06111eCTBEHHOCThIO (12 yest.), ~HpopMalMOHHbIE TexHOI0TKHU (11 yes.), MeULIMHA,
3apaBooxpaHeHue (10 yes.), Tpancnopt (10 4es.), npeAnTprHUMATENBCTBO (9 yes.) u gpyrue. OTBBETHI
pecnoHZieHTOB ObLJIM MOJY4YeHbl MOCPEACTBOM pa3MellleHHs OOLIero ONPOCHHUKA, COAeprKalllero
NYHKTBI NIepeYrCIeHHbIX HUXKE METO/JUK, B ceTH UHTepHeT Ha oHJsIalH-TIaTGopMe «AHKETOJIOT».
Bri6opka 6bL71a co6paHa MyTéM ONpoca Y4aCTHUKOB OHJIAH-TIaHe/ N PeCIOH/IeHTOB, 3aperucTpUpo-
BaHHbIX Ha nopTasie. TakuM 06pa3oM, yAaa0Ch MOJYYUTh LIMPOKYIO MAHOPAMY COCTOSIHUS COLUAIb-
HOT'O KaluTasla B pa3/INYHbIX 0T€YECTBEHHBIX OPTaHU3aLUX.

MeToau4YeCKU HHCTPYMEHTapHui

B 06111eii aHKeTe ObLJIM UCI0JIb30BaHbI NATh JUAarHOCTUYECKUX METOIUK:

1) MeToarka «KomnoHeHmul coyuaibHO20 KanumaJia op2aquzayuu» (KCKO), Bkitoyaronias
16 yTBepx/JeHUH, 00'beIMHEHHBIX B YeTbIpe liKaJbl «/loBepue», «[IpuBepxxkeHHOCTb», «HOpMbI»,
«PenyTtanusa» (I[louebyT, Ynkep, BoskoBa, 2018). PecnoH/leHTY HEOOXOJMMO OLIEHHUTb CTelNeHb
CBOETO COIJIaCHs C Kbl yTBEPKJeHUEM 0 5-6a/ibHOM iKase P. JIukepTa;

2) omnpocHUK «Op2aHU3ayuoOHHAs1 Npueep’ceHHOCMb (/0A/AbHOCMb)», COCTOSILUN U3
18 yTBepk/JieHUH, CTeNeHb COTJIacusl C KOTOPbIMU OLleHUBAET Mo 7-6ainbHOMW wKaze P. Jlukepra
(JdomuHsk, 2004). OnpocHUK NpeacTaB/sieT co60i MogubuLMpoBaHHyo «llIkany opraHu3anuoH-
HOU npuBepkeHHOCTU» k. Meliepa v H. Annen (Organizational Commitment Scale, 0CS-93) (Meyer,
Allen, Smith, 1993);

3) metoguka «Komnonenmul penymayuu op2anusayuu» (Ilocoxosa, Yukep, 2011);

4) MeToJiUKa «YpoeeHb dosepusi 8 Op2aHU3ayuUU», KOTOpas U3MepsieT KaK O6LIUi ypOBEHb
JloBepusi B OpraHusallUd, TaK W €ero KOMIOHEeHThl: «/loBepue COTPYAHUKOB JpYyr APYTy»,
«PesynbTaTuBHOCTBY, «[lopsagodHoCcTb», «IIposiBaeHue 3a60Tbi» (Illo, 2000). MeTo1iKa COCTOUT
13 32 NapHbIX CYyKJEeHUH, KaXK/10€ U3 KOTOPBIX HY?>KHO OLleHUTb B 5-6a/sibHOM 11KaJse P. Jlukepra;

5) coKpaluéHHBIN PyCCKOSI3bIYHBIA BapUaHT MeTOAUKH «llIka1a coyuaabHoll dcesnamenbHo-
cmu» (Ray, 1984).

KoadodunueHTt HagéxxHocTH a KpoHbaxa okaszascs Beiie 0,8 a5 Bcex mkas ([IouedbyT u coaBT,,
2022). O6uiaa aHKeTa 3aBepliajach bMorpapruyeckoi aHKeTOU JJisl BbISICHEHUS JeMorpadUuiecKux
XapaKTePUCTHUK PECIIOH/IEHTOB U IapaMeTPOB, CBSI3aHHbIX C UX TPOdEeCCUOHANTBbHOM J1eSITE/IbHOCTBIO.

CraTucTuyeckas o6paboTkKa

[locne mepBMYHOW MaTeMaTH4YeCKOM O0OpabOTKM MOJy4YeHHBIX JAHHBIX [0 JaJbHeWIlIero
aHa/iM3a ObLIMU JONYyIlEeHbl pe3yabTaTbl 235 pecrnoH/IeHTOB, U3 HUX 97 My>X4UH U 138 KeHIWH.
OTBeThI 65 UCNIBITYEMbIX ObLIM IPU3HAHBI HEe BaJIM/IHBIMU 110 IPUYKMHE HEBHUMATEJILHOTO 3aM0JI-
HEeHUsl aHKeT y4aCTHUKaMH (CJAMILIKOM OBICTpble OTBEThl, OTCYTCTBHUE AUCIIEPCHU B OTBETAX Ha
BOIIPOCHI METO/IMK) UJIM BBICOKOT0 6asiJia, I0Jy4eHHOTO I10 IKaJle JKH/COLlMalbHOM KeJlaTe/bHO-
cTU. Pe3ynbTaThl, nosiyyeHHbIE 110 3TOU 1IKaJle, JeMOHCTPUPYIOT, YTO HEKOTOPbIE UCIBITYeMbIE He
BCer/la TOTOBbI MCKPEHHE OTBEYATh Ha BOMPOCHI aHKETHI U Pe3YJIbTAaThl IO3BOJISIIOT YCOMHUTBCS B
VX OTKPOBEHHOCTH IIPY 3all0JIHEHUU ONPOCHHUKA, YTO ABJSAETCA KPUTUUECKU BaXKHBIM [IPU aHa/IM3e
MHOTHUX «4YBCTBUTEJIbHBIX» TEM.

Jns1 6osiee r/1y6b0KOM CTATUCTUYECKOM 00PabOTKHU M 00€ecriedeH s JOCTOBEPHOCTHU MOJYYEHHbIX
pe3y/IbTaTOB ObLJ1 UCNOJb30BAaH METO/, KOPPEJISAIIMOHHOTO aHa/Jiu3a C IPUMEHEHUEM I'-KPUTEpUs
[Tupcona u aucnepcroHHbIM aHanmu3a (ANOVA), a Takke MeTo, KOHPUPMATOPHOro GpaKTOPHOIrO
aHaJ/IM3a, MOATBEPX AN BaJIMITHOCTb pa3paboTaHHOM aBTopamMu MeToAauku KCKO.
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OnucaHue pe3y/JbTaTOB

[lepBas rumoresa ucciefoBaHUA Oblia NMoATBepxkAeHa. OOHapyKeHO, YTO MeXJy pas3Jiny-
HbIMHU KOMIIOHEHTAMHU COLIMa/IbHOTO KaluTa/la OpraHu3alnuy, M3MePeHHOr0 C MOMOILbI0 METOJUKU
KCKO (ITouebyT, I'ypueBa, Yukep, 2023), cyliecTBYIOT 3HaYUMble KOpPpEJISLIMOHHbIE CBSI3U. bbLia
BbIsIBJIEHA NIOJIOKUTEJIbHAsA KOppeIsAlus MeX/y YPOBHEM JJOBEPHS U CTENEeHbI0 IPHUBEPXKEHHOCTH
1eJIIM U leHHOCTAM opranu3anuu (r=0,53, p < 0,01), cobstofeHreM HOPM U MPaBUJ OpraHU3aLuu
(r=0,47, p < 0,01) u noaaep>kaHueM penyTauuu opranusauuu (r = 0,57, p < 0,01).. Ha Pucynke
1 HMXXe NPOJEMOHCTPUPOBAaHbI MOJIOKUTE/NbHbIE B3aUMOCBSI3M, OOHApy>XeHHble MeXJy CoJep-
»KaTeJbHbIMM KOMIOHEHTAaMU COLMAJIbHOTO KalMWTajla OpraHU3alUH, OlleHEHHble MPU MOMOLIU
Metoauku KCKO, p < 0,01.

r=0,47
CobarogeHue
JloBepue
HOPM M NpaBUI
on
L)
(=]
n
I
»\\?
O
[IpuBepxeHHOCTD [lopgpepxanne
LeJIsiM U pemnyTanuu
L[EHHOCTSIM OpraHu3anuu

PI/ICYHOK 1. B3auMocBs3u Mexay coAepxaTeJbHbIMU KOMIIOHEHTAMU COLIMAJIBHOI'O KalliTaJla OpraHnusanmu

Bblin 0OHapyKeHbl TaKKe CTaTUCTUYEeCKU 3HauyMMble B3aMMOCBSI3U MeEXJY KOMIIOHEHTaMU
KCKO u nokasaTeasiMH, OLleHEHHBIMU C IMOMOIIbIO KCII0Jb30BaHHBIX B MCC/AEJ0BAaHUU METOJUK.
O6HapyxeHbl 3Ha4nMble Koppeasauui (p < 0,01%) Mexy NpUBep>KeHHOCTBIO LieJIIM, LIeHHOCTAIM U
OpraHu3alMOHHOM JIosIbHOCTBIO (1 = 0,603), cTpeMJieHMeM COTPYHUKOB K CO3JJaHUIO0 penyTaluu
OpTraHMU3alMM U penyTayuoHHbIMU I1aTPopMamu (r = 0,719), npossBaeHUAMHU JOBEPUS U OLLEHKOU
JloBepus B opranusanuu (r=0,353), HOpMaTUBHOCTBIO [TIOBEe/IEHUS U CTUJIEM yripaBJieHus (r=0,416).
BrisiB/1IeHHBIE KOppeSLMOHHbIe CBSA31 NOATBEPAUIIN HaZleXKHOCTb pa3pab0TaHHOW HAMU METOUKH.

[Iponiecc KOHCOMMAALHUKU COLMANBHOIO KalMUTalla OLleHUBAJICA N0 «MHJEKCYy KOHCOJIWAALUU
coyMasibHOro Kanutaja opranusanuun» (MKCK) u paccuuTsiBasics no popmyuie:

HUKCK=(Y,(d+p+n+r)/(80*K);

rae Y.(d + p + n + r) — cymMMa peasibHbIX 6aJIJIOB 11O BCeH TpyIine, MOJyYeHHbIX M0 NOKa3aTe-
J9M foBepus (d), npuBepkeHHOCTH (p), co61104eHus HOpM (n) U penyTauui (r); K — KosnyecTBo
onpouleHHbIX; 80 — cyMMa HaWBBICIIMX OLEHOK 110 BCEM BONPOCAM METOAMKH.

BblJ1 BBICYMTAH MH/EKC KOHCOJIMAALMU COLMaIbHOr0 KanuTasa. OKa3asock, YTO HE3aBUCUMO
OT cdepsbl AeATeNbHOCTH, KOHCOJUJALMA COLMAJbHOr0 KanuTala B POCCUUCKUX OpraHU3alusax
BbICOKa U paBHsieTcsa 0,78 npu MakcuMasibHOM 3HadeHUU 1,0. Pe3ynbTaThl Uccief0BaHUS CBU/Je-
TEeJIbCTBYIOT, YTO COTPYAHUKU OpPraHU3al UM eMCTBUTEJbHO SABJSIOTCH KOJJIEKTUBHBIMU CyObeK-
TaMU, OHU 00'be/JUHEHbI Ha pellleHhe COBMeCTHBIX 3a/iay.
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BbisiBJIEHBI pa3/IM4YKs B BBIPAXKEHHOCTY KOMIIOHEHTOB COLIMAJIbHOTO KanKuTaJla B 3aBUCUMOCTHU
OT CTaTyca COTPYAHUKA OpraHMU3aluy, YTO NOATBEPAXIIO Hallly BTOPYIO runoTesy. B xone aHanusa
JlaHHBbIX OBbLJ1 IPUMEHEH METO/| JUCcIepCuOHHOro aHanu3a (ANOVA). O6HapyxeHo, YTO pyKOBOU-
TeJIU OpraHu3al i, KOTOpble OTHEC/U cebs K IpyIiNe BbICIIEro MeHeJ)KMeHTa UM MeHePKMEeHTa
CpeJlHEro ypoBHS, ObLJIM CKJIOHHBI Bblllle OI€HHWBATh CBOIO MPUBEPXKEHHOCTh OpraHU3alUU
(M=15,68,5D =2,13), u3MepeHHoM c noMo1nbio MeToauku KCKO, mo cpaBHEHUIO C peClIOHAeHTaMU,
3aHUMAKUIMMU MO3ULMHU CIIEIUAJUCTOB, CTAPIIUX CIEI[UATUCTOB UJIU MeHeIKePOB/pyKOBOAUTE-
Jiey muaaero ypoBHs (M = 14,60, SD = 2,47) (F (2,234) = 4,57, p = 0,01). AHasioru4YHbIE pe3yJib-
TaThbl MOJIyYeHbl U IPU PACCMOTPEHUHU PE3YJbTAaTOB METOAUKU «OpraHu3aliMOHHAs NPUBEPKEH-
HOCTb (J10s/1bHOCTB)» (JoMuHsk, 2004), pyKOBOAUTENU NMPOJEMOHCTPUPOBaAIU OOJiee BbICOKYIO
JIOSIILHOCTb 11eJISIM M LeHHOCTSAM opranusauuu (M = 4,54, SD = 0,75), 4yeM COTpyAHUKH, 3aHUMAIO-
1ve 6oJiee HU3KUM CTATyC B OpraHvM3alMoHHoM uepapxuu (M = 4,09, SD = 0,89) (F (2,234) = 5,82,
p =0,003) (Puc. 2).

* PykoBojuTesNH

[IpuBepxeHHOCTE M=15,68
OpraHHsalliH * He pykoBoguTeu
M= 14,60

* PykoBoguTeN N

OpraHM3a1oHHas M = 4,54
JIOAJIBHOCTB ¢ He pyxkoBoguTenu
M=4,09

PI/ICYHOK 2. Cneuudmxa OpFaHI/ISaL[PIOHHOI;'I JIOAJIbHOCTU U IPUBEPKEHHOCTHU COTPYAHUKOB, 3aHUMAarOINX
pyKoBOoAAIIME OJOJIXKHOCTHU

TpeTbsi rumote3a He NoATBepAUach. B pe3ysbTaTe NpOBeLEHHOrO HCC/AeOBAaHUS ObLIO
BbISIBJIEHO, YTO B3aMMHOEe Jl0OBepHe B OpraHMU3alMU OLleHHWBAJOCh Ha 6oJiee BbICOKOM YpOBHE
KaK pa3 B IpyIe pecloHJEeHTOB, paboTawlux B cMellaHHOM ¢opMmarte (M = 16,66, SD = 2,36)
110 CpaBHEHUIO C TEMH, KTO paboTaJl HelocpeiCTBEHHO Ha pabouyeM Mecte (M = 15,96, SD = 1,87)
(F(1,228) = 4,49, p = 0,03). /ln1s1 oueHku ucnosb3oBanacb Metoguka KCKO. 'padudecku nosyyen-
Hble 3aKOHOMEePHOCTH 0TO6paxeHbl Ha PucyHke 3.

dosepue 16,66 CMellaHHbIH
dopmar
paboThl

o dosepue 15,96

pabodeM
MecTe

PucyHok 3. B3anMHoe fjoBepre B OpraHU3aLUaX CO CMELIaHHbIM U TPaJULIMOHHBIM PEXXHMOM PaboThl
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06cyxaeHue pe3y/bTaTOB

1l U3y4YeHUs1 COLMaZIbHOTO KalmKUTa/la B OpraHM3alusax ObLIU MPOBeJeHbl METOAUYECKOE U
aMIUpUYecKoe uccaegoBaHusl. [losiydyeHHbIe pe3ybTaTbl CBUAETENBCTBYIOT O HAJIMYHUU 3HAYMMBbIX
B3aUMOCBSI3el MeX/ly B3aUMHbIM [IOBepUEeM, IPUBEPKEHHOCThIO 1ieJISIM U LIEeHHOCTSM OpraHu3a-
UM U OPTraHU3aLMOHHOM JIOSIJIBHOCTBIO, @ TaKXKe OLIEHKOW penyTalyuu opraHusaunuu. U3ydyenue
COIMAJIbHOTO KaluTasJla OpraHu3aliyd He OrpaHUYMBAETCS PabOTON C KaXKJbIM M3 3TUX KOMIIO-
HEHTOB, a MOJIyYeHHbIe Pe3yJIbTaTbl OTKPbIBAIOT HOBble BO3MOXKHOCTHU /151 6oJiee 3G PeKTUBHOM
Y NpPULEJbHOW MHTEPBEHLMU 10 KOHCOJUJALMU COLUAJIBHOr0 KanuTana. AKTyaJbHOU 3ajadyen
ABJIIETCS WCIIOJIb30BaHHE KOMILJIEKCHBIX METOA0B MaTeMaTHYeCKOro aHa/iu3a, a TaKXKe IOMCK
COIMAJIbHO-TICUX0JIOTHYECKUX TPEIMKTOPOB COI[MAJIbHOr0 KalyTala OpraHyu3aluH.

['unoresa o pas3/jU4YUAX B BbIPA>KEHHOCTU KOMIIOHEHTOB COLIMAJIbHOTO KaluTajla B 3aBH-
CUMOCTHU OT OYHOTO WJIM AUCTAHIMOHHOTO ¢opmaTa paboThl OblLIa ONPOBEPrHYTa, HANpaBJEH-
HOCTb pa3JIMYMM 0Ka3aJ0Ch MPOTUBOMOJIOKHOW M3HAYAJIbHBIM MpeAnooKeHussM. OGHapYKeHO,
YTO COTPYJAHHUKHU OpraHU3allu{, OCYILECTBJSAIONIIME TPYAOBYIO [eSTeJbHOCTb NPEUMYIECTBEHHO
B CMeNIaHHOM peXHMe, JIEMOHCTPUPOBa/JM 06oJiee BbICOKUH YpOBEHb B3aHMHOTO JOBEpUS IO
CpaBHEHUIO C TEMHM, KTO paboTa/l MPEeUMyIlleCTBEHHO Ha paboyeM MecTe, pacHOJI0KEHHOM Ha
TEPPUTOPUU OpTaHU3aAlUU-paboToAaTe d. [losyyeHHble pe3y/abTaThl MO3BOJSIOT PaACHIUPHUTH
KapTHHY MpeJCcTaBJeHUl o0 cnequduke yJaiéHHOW pabOThbl U €€ 3HAUYEHUH MPU KOMILJIEKCHOM
aHa/IM3e COLMaJIbHOTO KaluTaJia OpraHu3anuu. B cBI3W ¢ 3TUM AONOJHUTE/NbHBIM NIapaMeTpPOM,
CBSI3aHHBIM C COIMAJIbHBIM KaIlMTAJIOM, MOXKET ObITb OpraHu3alysi paboyero MecTa IepcoHaJsa,
ONTHUMHU3AIMSA CMeIIaHHOT0 popMaTa paboThl, U3yYeHHE ero MO3UTUBHbBIX U HETATUBHbBIX CTOPOH.

BoJiblilyl0 NPUBEPXKEHHOCTDh LeJSIM U LIEHHOCTSIM MPOSIBJSIJIA PECHOH/AEHTHI, 3aHUMAlOIUe
PYKOBOZASIIME MO3ULIMU B CBOUMX OpTaHU3anusax. Pe3ysbTat, npeacTaBIslOLUKACA HA IEPBbIX B3I/
0’KM/IaEMbIM, OTKPbIBAET BaXKHYI0 NMEPCIEKTUBY [Js JaJbHellel paboThl COljMalbHbIX TCUX0JI0-
rOB C COLMAJIbHbIM KallMTaJIOM B OpraHU3alusx.

Pe3ysbTaThl UcCCAeA0BaHUSL MPEOCTABJSIOT BO3MOXXHOCTHU [Jis JaJibHEHIIEero paccMoTpe-
HUSI KOMIIOHEHTOB COLIMAJIbHOTO KalMTaJsla OpraHM3aluU KaK IeTEPMUHAHT €ro KOHCOJIMJAlUY, a
TaK>e MO3BOJISIIOT NPOJOJ/KUTb PabOTy M0 YTOYHEHUIO MOJIEJIA OPTaHU3aLMOHHOI'0 COLIMaIbHOTO0
KalnuTaJjia U JaJibHelllleld pa3paboTKe CTpaTeruil paboThl COLMAIbHBIX ICUX0JIOFOB B OpraHu3a-
nuu. KoHconuaanusi couuanbHOr0 KamnuTajsa oO0beJUHSeT KOJJIEKTUBHBIX U WHJUBU/YaJbHBIX
Cy6O'bEeKTOB B €/JUHbIN KOHCTPYKT — COIMAJIbHBIN KalUTaJ OpraHU3aI[UH.

3akK/JIl0oueHue

CoyuasibHBIM KaluTaJ OpraHrU3aluyd MOXXHO 0XapaKTepU30BaTh KaK FApMOHUYHYIO0 CUCTEMY
MEXJIUYHOCTHBIX CBSI3€H, BKOTOPOM 06 beIUHEHHE COTPYIHUKOB OCHOBAaHO Ha B3AMMHOM YBaXKEHUH,
e/IMHCTBE LIEHHOCTEH, 1eJIed U IPUOPUTETOB, COOJII0/IEHUN KOPIOPATUBHBIX HOPM U CTPEMJIEHUHU
K MOJiIepKaHHI0 penyTalMyd CBOed opraHu3aluu. beuin o6Hapy»KeHbl 3HAaYKMMble B3aUMOCBSI3U
MeX/ly KOMIIOHEHTaMU COLMaJIbHOTO KanuTaJja opranu3anuu. Tak, ypoBeHb JI0BepHUs TECHO B3au-
MOCBSI3aH CO CTeNeHbI0 MNPUBEPXKEHHOCTH LieJISIM U I[eHHOCTSIM OpraHU3aliH, a COBJII0/jeHHe opra-
HU3ALMOHHbIX HOPM CHOCOOCTBYET MOJJEP>KAaHUI0 BBICOKOTO YPOBHSI penyTalMy OpraHu3alUu.
PykoBoguTe/ M B GOJIbIIEN CTENEHU CKJIOHHBI MPOSIBASAThL NPUBEPXKEHHOCTD 11eJIsIM U LIEHHOCTSIM
CBOEM OpraHu3aliyMy, YeM COTPYAHUKH, He 3aHUMMalolllue PyKoBoAsdlUe no3uluu. COTpyaHUKHU
OpraHusalui, MPaKTUKYOIIUe CMellaHHbIA ¢opMaT paboThl, TO €CTh COYeTaHHe PAabOThI U3
oduca 1 IoMa, KaK IpaBUJIO, JEMOHCTPUPYIOT 60Jiee BbICOKMU YPOBEHDb 10BEPHUS APYT K JPYTY, YTO
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SIBJISIETCS] BAXKHBIM 3JIEMEHTOM HAKOILJIEHHUs COI[MAJIbHOTO KaluTala OpraHU3al[uu U BKJIKYEHHUS
TaKUX COTPYAHUKOB B cpepy KOJJIEKTUBHOTO CYObEKTA.
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Abstract. The article continues a series of articles prepared by the authors on the theory and
methodology of the organization’s social capital. Purpose. To analyze the methodological support for
the study of the social capital of organizations. Objectives: 1) on the basis of the analysis of foreign
literature, to consider the methods proposed by foreign authors. We consider an organization
as a collective subject of social capital, united by mutual trust, common norms, goals and values.
Employees of the organization involved in the activities of the organization are individual subjects of
social capital. The social capital of an organization is defined as a system of interpersonal relations
in which the association of employees is based on mutual respect, unity of values, goals, compliance
with corporate norms and the desire to maintain the reputation of their organization. Method. The
sample consisted of 235 respondents — 97 men and 138 women. The average age of respondents was
40 years. The following methods were used: “Components of the Social Capital of an Organization”
(CSCO) questionnaire; questionnaire “Organizational commitment”; methodology “Components of
an organization’s reputation”; questionnaire “Level of trust in the organization”; “Social Desirability
Scale”. Findings. The specificity of social capital in various organizations is revealed, the presence of
significant relationships between the components of the organization’s social capital and the methods
developed by other authors is revealed. Conclusion. The consolidation unites collective and individual
subjects into a single construct — the social capital of the organization. To create conditions for the
consolidation of social capital, it is necessary to work with all its components and use new purposeful
methods. The value of the results. The results showed the need to use comprehensive research methods.
The originality of the study lies in the strict scientific substantiation of the content and structure of the
organization'’s social capital.
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Paznn4us B npeacTaBJeHUAX 0 PU3NYECKUX
3a00JIeBaHUSAX U JUCKPUMHHALMS HAa pabo4eM MeCTe

EOVIMOBA JIrogmuna AHipeeBHa
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HaquHaﬂbelﬁ uccnedo8amenvcKuil yHuBepcumem «Buicwas wixona akoHomuxu», Mockea, Poccust

AnHoTaumsa. [Ipo6sieMa AUCKPUMHUHALMM Ha paboyeM MecTe COXpaHseT CBOI aKTYyaJbHOCTb KakK
3apy6exoM, Tak ¥ B Poccuu. [Jess uccsie0o8aHus: CpPaBHUTD MeK/ly COO0M CyllleCTBYIOIHE COLjHalbHbIe
YCTaHOBKH 110 OTHOLLIEHUIO K JIFOJSM C pa3HbIMU GU3NYECKUMU 3a60JIeBaHUSIMHY, & TAKXKE ONpeJIeIUTh
pasjMyus B JUCKPUMMHALUU JIIOJed ¢ KOHKPeTHbIMU PU3NYecKUMH 3ab60jieBaHUAMU Ha paboyeM
MecTe. Ju3aiin. Boui mpoBenén onpoc (N = 1238 yesnoBek, U3 HUX 51.6% xeHmuH, 48,1% myxuunH, 0.3%
PeCIOH/IEHTOB He yKa3a/lu cBok o, M, =36,5D, = 11.8).79.3% pecnoH/1eHTOB He UMEIOT PO/ICTBEH-
HUKOB WJIH GJIM3KUX JIIOJ el ¢ ”HBAIUAHOCTBIO, 20.7% — umetoT. [Ipe/icTaBieHus o GusndecKux 3a6o-
JIEBAHUSX U COLMA/IbHbIEe YCTAHOBKH 110 OTHOIIEHHIO K JIIOZSAM ¢ GU3NIECKUMU 3a00J1eBaHUSIMU Olle-
HUBAJIMCh IIPU MOMOILY MSATH BONPOCOB, CO3/IaHHBIX C ONIOPOM Ha ucciesoBaHue CuabBUM BoHayuno
1 coaBTOpoB (2020). Ha nepBoM 3Tane 06paboTKU JaHHbBIX ObLJI IPOBEEH KOPPETALMOHHBIN aHATHU3.
Jasiee mpoBo/iMJICS HellapaMeTPUYEeCKUM aHa/IM3 C UCI0JIb30BaHWeM KpuTepus PpuzpmaHa U TecTa
Jyp6buna — KoHoBepa, nocJe yero 6611 npoeféH aHanu3 ANOVA c nonpaBkoii BoudeppoHu Ha MHO-
»KeCTBeHHOe CpaBHeHUe. Pedyibmamul. He3Ha4uMMOM AABJISIeTCS TOJIBKO KOPPeJISUA MeX/y «3aMeTHO-
CTBIO CO CTOPOHBI (BUAUMOCTBI0)» 3a00/IeBaHUsI U TOTOBHOCTBIO paboTaTh C KOJIJIETOH, B TO BpeMs
KaK OCTaJIbHbIE [lepeMeHHble 3HAYMMO CBAA3aHbl MexAy co60i (p <.001 nau p <.01. cOOTBETCTBEHHO).
CylecTBYIOT 3HaYMMble pa3JIM4yMsi B BOCHPHUATHUU 3a60/1eBaHUM KaK 0 MapaMeTpy JOMYCTUMOCTH UX
obcyxaenus (x?=260.19,df=9,p <.001), Tak ¥ 10 napaMeTpy UX 3aMETHOCTH CO CTOPOHBI (BUJUMOCTH)
(x? = 419.53, df = 9, p <.001). Pe3ynbTaThl NonapHbIX CPaBHEHUH C UCIOJb30BaHUEM TecTa Jyp6uHa
— KoHoBepa no3BOJIM/IM BbIAEIUTh PYNIbI 3a00JIeBaHUM, CpeJlHUE M0 KOTOPBhIM pa3/IM4yalTCs He
3HayuMo. OHOGaKTOPHBIN JjUcIiepcMOHHbIN aHaM3 ANOVA 65611 mpoBe/1éH ¢ nonpaBkoi bondepponu
Ha MHOXeCTBeHHoe cpaBHeHHUe. PesysnbraTbl ANOVA 4B/IAIOTCA CTaTUCTUYECKH 3HAYUMMBIMHU [0 Napa-
MeTpaM J0NyCTUMOCTH 06CYXJeHHUsI U BUAUMOCTH /IJIs1 BOIIPOCAa O BO3MOXXHOM HEraTUBHOM BJIMSTHUU
3abosieBanud Ha pa6oty (F(3; 946) = 9.06, p < 0.001, n% = 0.03 u F(3; 946) = 18.98, p < 0.001, n?= 0.06
COOTBETCTBEHHO), /111 BOIIPOCA O TOTOBHOCTH MPHHSATH YeJI0BeKa C oNpesie/I€EHHbIM 3a60/1eBaHUEM B
kauecTBe koJseru (F(3; 946) = 90.40, p < 0.001, n?= 0.22 u F(3; 946) = 8.41, p < 0.001, n? = 0.03 coort-
BETCTBEHHO), a TaK>e /JIsI BOIIPOCa 0 FOTOBHOCTHU NPUHSATH YeJIOBeKa C ONpe/ieIEHHbIM 3a60/1eBaHUEM
B KauecTBe HavanbHuKa (F(3; 946) = 149.39, p < 0.001, n?=0.32 u F(3; 946) = 8.80, p < 0.001, n*=0.03
COOTBETCTBEHHO). Bb1800bl. B paboyeM KOHTEKCTE «BUUMOCTb» 3a60JI€BaHHUs I0JIOXKUTEbHO CBsI3aHa
C HEraTUBHBIMH YCTAaHOBKAMHU 110 OTHOIIEHHIO K JIIOJSM C JaHHBIMU 3260/1eBaHUSIMHU, UTO COOTHOCUTCS
C npeApIAyImuMHy uccaefoBaHusaMy (Dunn, 2015). OTHoIeHUsT MeXAy NPUEMJIEMOCTbIO 06CYKeHUs
3a60JsieBaHUsl U HEraTUBHBIMU YCTAHOBKAaMH I10 OTHOIIEHHUIO K JIIOJASIM C JIaHHBIMU 3a60J1€BaHUAMU
HeJb3s1 Ha3BaTb OJHO3HAYHBbIMU. JII0/IU C pa3IMYHBIMU PU3NYECKUMU 3a60JIeBAHUSIMU MOTYT ObITh
Mo/iBep>KeHbl AUCKPUMHUHALMKM Ha pabodyeM MecTe B Pa3HOM CTeleHH, NPUYEM BEPOSITHOCTb JHC-
KPUMHHAIMOHHBIX HaMEePEHUHM He CBs3aHa OJHO3HAYHO HU C BHUJAMMOCTBIO, HU C NPHUEMJIEMOCTBIO
o6cyx/ieHus 3a6osieBaHus. [JJaHHbIe pe3y/bTaThl NO3BOJISAIOT CAEeJaTh BbIBOJ, O TOM, UTO C BOCHpPHSI-
THEM TeX MJIM UHbIX QU3NYeCKUX 3a60J1eBaHUH 60Jiee TO3UTUBHO MM HEraTUBHO U, COOTBETCTBEHHO,
C TMocJIeAyOLed AUCKPUMHUHALIMEN HA pabodyeM MecCTe JIIoZAEeN C JaHHBIMU 3a60JIeBAHUSMU CBSI3aHbI
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JlpyTrue CBOMCTBA 3a60JIeBaHUH, KOTOPbIe He ObLIM PACCMOTPEHBI B paMKax JJaHHOH paboTel. HayyHas
HOBH3HA JJAHHOTO UCCJIEZ0BAaHUS COCTOUT B CPABHEHHUH CYIECTBYIOIMX COLHUAIbHBIX YCTAHOBOK 110
OTHOLIEHUIO K JIIOJSAM C pa3/JIMYHbIMU GU3UYECKUMU 3a00JIEBAHUSAMU C YYETOM KOHTEKCTA JUCKpH-
MHUHALMY Ha paboyeM MecTe.

KiroueBble c10Ba: JMCKpUMHUHALMS Ha paboyeM MecTe; MpeJCcTaBaeHns o pu3ndecKux 3aboseBa-
HUSX; IPeiyOexAeHHs.

BBegeHue

[Ipo6sieMa AUCKpUMUHALIMU Ha paboyeM MecTe NPOA0J/KaeT ObITh akTyalbHOU — B2022rony 8,8
MUJIJIMOHOB YeJIoBeK (5,2 MUJIJIMOHA XKEHITMH U 3,6 MUJIJIMOHOB MY>KYHMH ) YYBCTBOBAJIU ce651 IUCKPU-
MUHUPyeMbIMHU Ha pabodeM mecTe (Eurostat, 2022). Jlrogu noaseprawTcs AUCKPUMUHALMY 110 TOJTY,
BO3pacCTy, HALlMOHAJILHOCTU U JIPyTUM XapaKTepPUCTHKaM, B TOM YHCJIe IO COCTOSIHUIO 310pOBbsil.
Pe3ynbTaThl Mccel0BaHUN IEMOHCTPUPYIOT aKTya/IbHOCTh JAHHOM Npo6JsieMbl U B Poccuu: B 2022
roay 9% pecrnoH/IeHTOB 0Npoca, B KOTOPOM NPHUHSIK yyacThe 1640 paboTarllmx YeJ0BeK, paccKa-
3aJI1 0 NepeHecéHHON UMU JMCKPUMHUHALMY U3-3a UX OTPAaHUYEHUH 10 cOCTOsIHUIO 3710poBbs (TACC,
2022). OgHako B McCIe,0BaHUSAX, pacCCMaTPUBAIOIIMX JUCKPUMHUHALIMIO HA paboyeM MecTe B CBSI3U C
COCTOSIHHEM 3/J0POBbS, He YTOYHSETCS, KaKhe HMEHHO 3a60J1eBaHUs MOTYT BbICTYIIaTh OCHOBaHHUEM
JUIs1 IMCKpUMUHaLuu. Bosiee Toro, uccieoBatenn GoKyCUPYOTCS B OCHOBHOM Ha U3YYEHUH COLM-
aJIbHBIX YCTAHOBOK 10 OTHOUIEHHUIO K JIIO/ASIM C UHBAJIMHOCTBIO (OrpaHUYeHHbIMU BO3MOXXHOCTSAMU
3/10pPOBbs) UJIU ICUXUYECKUM 3a00JIEBAHUSIMU B 1€JI0M, OCTaBJIsIs1 OTKPBITHIM BOIIPOC 06 OTHOLIEHUH
K JIIO/ISIM C KOHKpeTHbIMU ¢pusndeckuMu 3abosieBanusaMu (TACC, 2022; Hanys, 2018; Bonaccio et al,,
2020; Premeaux, 2001; Russinova et al,, 2011; An et al,, 2011).

Ancxpnmnnaunﬂ A CTUIMAaTHU3aluA

dusuyeckre 3ab60/ieBaHUsI MOXXHO OIpeJeJUTh KaK COCTOSIHWE, MPU HaJWYUU KOTOPOIo
«Tesl0 4esoBeKa (QYHKLMOHUPYeT BHe OIpeJieIEHHbIX aHAaTOMHYECKUX U (PU3HNO0JIOTMYECKHUX
HopM» (Mehmood et al,, 2021, p. 79). [IpyuunHO¥M OTpULLATEIBHOTO OTHOLIEHUS K JIIOAAM ¢ dusnye-
CKMMHU 3a60/1eBaHUAMHU (M UX NOCJAeAyIoLleld JUCKPUMUHALMK) MOXeT SIBJIATbCA CTUTMaTHU3alus
— BOCHpPUSATHE YeJI0BEKA WJIM TPYNIbI KaK OTVIMYAIOLIET0 OT APYTHUX B OTPULATENBHYIO CTOPOHY
(boBuHa, boBuH, 2013). CTUrMa MOXKeT ObITh BHELIHEN, IPU KOTOPOMH Y€JI0BEK UCIIbIThIBAET CTUT-
MaTH3al{I0 CO CTOPOHBI APYTrUX JIIOJel, BOCHPUHUMAaeMON — KOTJa YesJ0BEK OXUJAEeT, YTO IO
OTHOILEHHIO K HeMy OyZleT NpOsABJIATbCA CTUTMAaTHU3alMsl CO CTOPOHBI APYTUX JIOZEeN, U UHTepHa-
JIU3UPOBAHHOM (MHa4e roBOpsl, CAaMOCTUIMaTH3alMel), Korja CTUrMaTU3upyoliue colyaabHble
YCTAaHOBKHU IO OTHOILEHHIO K CBOEMY COCTOSIHUIO IPUHUMAIOTCS U NMOJJepPKUBAIOTCH YeJI0BEKOM,
OTHOCSIIUMCS K CTUrMaTu3rpoBaHHoU rpymnne (Idemudia et al.,, 2018). OcHoBaHu#A /1 CTUTMATH-
3alMM MOTYT ObITb KaK BUJUMBIMHU, TaK U HEBUJUMBIMHU (HeCKpbIBaeMas U CKpblBaeMasi CTUIMa
COOTBETCTBEHHO), KOHTPOJIMPYEMBbIMU WJIM HEKOHTPOJMPYEMBIMH, a TaKKe ObITb CBSI3aHHBIMU
C BHEIIHUMMHU NpPU3HAKaMH, NOBeJleHueM WJM NPUHAAJIEXKHOCTBIO K CTUTMAaTHU3UPyeMOH TrpyIIe
(Major, O’Brien, 2005).

1 ClI0BO «AMCKPMMMHAIA» VCXOLHO MMENO COBEPIIEHHO MHOE 3HaYeHMe, YeM cerofHs (Cyu. nmar. discriminatio — pasnudeHne,
CIIOCOOHOCTD K pasimueHnio; OT Iar. discriminare — 060COOMATD, pas3fensTh, Pa3nnyaTh), a MMEHHO: pas/ndeHe sBIEHNUI, IPeIMeTOB,
JTIOfieit, COLMAIbHBIX TPYIIII 110 KaKOMy-/160 061ieMy npr3HaKy. CpaBHNTE (B IICUXOIOTUHM 1 MEFULIMHE): JUCKPUMUHALVS — «CIIOCOOGHOCTD
Ppas3menbHO BOCIPUHMMATD BAa OAVHAKOBBIX pa3NpakKeHNA, BOS}ICﬁICTByIOH.U/IX OJHOBPEMEHHO Ha ABYyX 6]'[]/[31(0 PaconoXeHHbIX y‘{aCTKaX
KOK1». CerofiHs 9TO C/IOBO IIOBCEMECTHO YIIOTPeO/IAeTCsl UCK/TIOUNTENBHO B HETATYBHOM 3HAY€HNM — Kak IpeJHaMepPeHHOe yIleMIeHe
IIpaB U 3aKOHHBIX MHTEPECOB OJHUX JINL], COVATbHbBIX I‘pyHH, OpI‘aHI/I3aLU/Iﬁ II0 CPAaBHEHUIO C I[PYI‘I/[MI/I, OCymeCTBHHeMOe 110 IIpU3HAKaAM
BO3PACTa, MOJIa, PAChl, HALVIOHATIBHOCTH, IMYILIECTBEHHOTO MTOIOKEHNsI, IOTIMTUYECKNX VIV PEIUTMO3HBIX YOEXKAEHUIT U TOMY MOLOGHOTO.
IIpum. peo.
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BocnpusiThe CTUTMbI 10 OTHOLLIEHHIO K JIO/ISIM C QU3UYECKMMU HapylIEHUSIMH BJIMsIeT Ha 3MOLIU-
OHAJIbHYIO peaKIMi0 M0 OTHOIIEHHUIO K YieHaM cTUrMaTtusupyeMmor rpynnbl (Weiner et al., 1988).
CyuiecTByeT TeHJEHIMS MPOSIBJSAThL MO OTHOLIEHHUIO K JIIOJAM C QpU3UYECKUMU 3a00JI€BaHUSIMU
TaKue 3MOLIMHY, KaK aJIOCTb ¥ CUMIIATUIO, B TO BpeMsl KaK NPOSBJ/ISATh THEB I10 OTHOLLEHUIO YJleHaM
JlaHHOH rpynnbl He npuHATO (Weiner et al,, 1988). [IposiBjieHMe a/l0CTU WJIM CUMIIATHH, a TaKXKe
HeNnposiBJIeHHWe THEBA MOXKET 00 bSCHATBHCSA COLUAIbHOM KeJIaTeJbHOCTbIO, KOTOpas TaKXKe MOXKET
00bSCHUTDb TEH/IEHLIMIO K TOMOTaIleMy MOBEJIEHUIO B OTHOILIEHUHU JIIo/iel ¢ GU3NYeCKHMU 3a60J1€e-
BaHusMHM (Weiner et al., 1988). /[Ipyrue uccieloBaHUs A€MOHCTPUPYIOT, UTO JIIOAA MOTYT U36eraThb
B3aMMO/IeNCTBUSA C JIOJbMHU ¢ GU3nYecKkuMu 3abosieBaHussMu (Park et al, 2003). Takoe nmoBeseHue
MOKET OBITh CBSI3aHO C BOCIIPUSAATHEM YI'PO3bI CO CTOPOHBI JIt0Jiel ¢ PU3nYeCKMMU 3a00J1eBaHUSIMHU.

CoyuasibHble YCTAHOBKM MO OTHOIIEHUIO K TEM UM UHBIM QU3UUYECKHUM 3a00JIeBaHUSM KaK
NpUYMHA CTUTMAaTU3alu MOTYT OBbITh CBI3aHbl C 0OCOOEHHOCTSAMU UX MPOSBJIEHUS — «HAJIUYUA
BU/IUMbIX CUMIITOMOB» (B C/Iyyae Takoro ¢pu3nyecKoro 3abojieBaHUs, Kak CUH/ipoM JlayHa) Wiu ux
OTCYTCTBHS (B C/lydyae rurepToOHUH). «BUAMMOCTb 3a60J1eBaHUS» NTPe/CTaBJIsIeT COG0M CTENEHb, B
KOTOPOW HaJIMYKe TOr0 MJIM MHOTO 3a60/1eBaHus 3aMeTHO co cTopoHbl (Dunn, 2015). /lig 3a6oJie-
BaHUU C BUJUMOW CUMIITOMAaTUKOW CTUTMa fIBJISIETCS HECKPBIBAEMOU U CBSI3aHa KaK C HEKOPPEKT-
HbIMU NPeEJICTABJIEHUSAMHU 0 3a60/I€eBaHUU UJIU HeOCTATOYHOU HHGOPMUPOBAHHOCTBIO O HEM, TaK
u c npeayo6exgeHussmu (Gilmore, Wotherspoon, 2021; Rodriguez et al.,, 2016).

[ToMmuMo 3TOrO, cpeayr 3aboJjieBaHUU 6e3 BHUAMMBIX CUMITOMOB yCJIOBHO MOXHO BbIJEJUTH
rpynny MHQEeKLUOHHBIX, TO eCThb XapaKTEPU3YIOUIMXCA BO3MOXKHOCTBIO Iepejadud 3abo0seBaHUsA
ApyruM noaam (HanpuMmep, BUY), 1 HenHeKMOHHBIX 3a60/1eBaHUl (HanpuMep, actMa) (Dunn,
2015). Jlrogu ¢ HeMHPEKIUOHHbIMU 3a060/1eBaHUSIMU 6€3 BUJUMbIX CUMITOMOB IOJIBEPTralOTCs
B OCHOBHOM BOCHPUHMMAaeMOUN CTUIMaTH3alUH, a JIOJU C UHPEKIIMOHHbIMU 3a00/1IeBaHUSAMU —
KaK BOCHPUHHMMAeMOH, TaK U BHelllHel cturMatusanuu (Ahmad et al,, 2020; Johnson et al,, 2016;
Idemudia et al., 2018; Hansen et al., 2020; Ahmad, Ismail, 2015; Monaghan, Gabe, 2019; Cotton,
McCaddon, 2023). CturmMaTu3sanys 4eHOB IPyMibl C K<HEBUJUMbIMH» 3a00JIEBAHUSIMU CO CTOPOHbBI
JIPYTHUX JII0JIel MOXKET ObITh CBsiI3aHA KaK CO CKPbIBAEMOCTbHI0 CTUTMbI, TAaK U C BO3MOXXHOW HETIPUEM-
JIEMOCTBIO 00CYK/IeHUS HaJIMYUS TOr0 UJIU UHOTO 3a6osieBaHus (Ahmad, Ismail, 2015; Monaghan,
Gabe, 2019; Cotton, McCaddon, 2023). Undek1iMoHHbIE 3a60JiIEBaHUS, B CBOIO OUEPE/b, MOTYT pa3/ie-
JIITbCS Ha 3a00JieBaHMs, HAJIMYMe KOTOPBIX Oy/leT paccMaTPUBAThHCA KaK MOKa3aTeslb MOpPaJIbHbIX
kavyecTB yesioBeka (BUY, cuduiauc), u 3abosieBaHUM, He NOANAAAIOIIUX 110/ JaHHYI KaTeropuio
(Ty6epkynés). Jlrogu c 3a60/1€eBaHUSAMU U3 IEePBOM KaTEropyMu MOTYT MOJBePraTbCcsl CTUrMaTU3a-
nuu cuibHee (Earnshaw, Kalichman, 2013; Neal et al,, 2010), Tak kak HaJIM4Yle KOHKPETHbIX GU3U-
yeCKHUX 3a060/1eBaHUM MOXKeT BOCIIPUHUMATBCA KaK OTpaXKeHUe aMOpaJIbHbIX KauyeCTB YeJ0BeKa U
BOCIIPHUHUMATHLCSA 6oJiee oTpuliaTesbHo (Best, Arseniev-Koehler, 2023).

3aboJieBaHUSA TaKXe MOTYT pas/dyaTbCAd MO CTEeNeHUW HEeNpUeMJIEMOCTH HUX OOCYXJeHUS.
HMudeknoHHble 3a60/ieBaHUS MOTYT ObITb OJHOW U3 HauboJiee TabyHPOBAHHBIX TEM: B ps/ie
CTpaH He NPUHATO 006CcyxJaTh BUY u3-3a cyuiecTBoBaHUS Ky/JAbTypHBIX Taby (Gwadz et al., 2018;
Stutterheim et al., 2011), BAUSAHUIO CYLECTBYIOLUUX COLIMATBbHBIX Ta0y TaK¥Ke M0/|BepTaloTCs JIOAU
c Ty6epkysnésom (Mason et al.,, 2015). Taby MokeT ObITh CBSI3aHO C KOHKPETHbIM 3a60JIeBaHHUEM
(Mason et al.,, 2015) uau ¢ ApyruMU TeMaMH, He IpUeMJIEMBIMU i1 06CY>K/leHHUsl B 06LecTBe
(Gwadz et al.,, 2018). CyuiecTByOT Taby Ha 06CykAeHHe U HeMH(DEKIIMOHHBIX 3a60/1eBAHUU — caMo
006Cy/leHue TaKoro 3abo/ieBaHUs 6e3 BUAMMbIX CAHAMIITOMOB MOXET BOCIPUHUMATbHCSI KaK HENPU-
eMJIeMoe J1aXke CO CTOPOHBI JIoZler ¢ 3TUM 3abosieBaHueM (Monaghan, Gabe, 2019).

TakuM 06pa3oM, Oomupasicb Ha JlaHHbIE UCCJAEIOBAHUS, MOXXHO YCJIOBHO BbIZIEJUTH TaKHe
rpynnbl pusanvyeckux 3ab6osieBaHUM, Iie CTUTMaTHU3alUs IPOSBJSETCA B pa3HOM CTelleHU: UHEeK-
IJUOHHbIEe 3200/1€BaHUSs, KOTOPbIE SABJISIOTCSA HAub0J1ee CTUrMaTU3UPYeMbIMU, U HEUHEKIIMOHHbIE
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3ab6oJieBaHUA (C BUAUMBIMUA CUMIITOMAaMH U 6€3 BUJUMbIX CHMIITOMOB), KOTOpPbl€ CTUTMAaTU3UPY-
I0TCs B MeHbliel cteneHu (LoBue et al.,, 2022).

JAMCKpUMHMHaLUA HA pa6oyeM MecTe

CnefcTBUEM CYLIECTBYIOLIEW CTUCMaTU3alUU JoJed ¢ ¢(U3uYeCKHMMHU 3a60JieBaHUSIMU
apseTcsa guckpuMuHauusa (Major, O’Brien, 2005), B ToM yHc/ie U AUCKPUMHUHALUS Ha paboyeM
MecCTe, KOTOpasi MOKeT IPOSIBJASTHCS B BU/le 0TKa3a B IpUéMe Ha paboTy, B BU/ie 0TKa3a OT CO3/jaHUs
Heo6X0ZIMMbIX YCJIOBUM Ha paboyeM MecCTe JJis COTPYAHUKA U B BU/le ITHOPHUPOBAHUS PYKOBO-
auTesieM paKTa HETraTUBHOTO OTHOLIIEHHUS K COTPYAHHUKY CO CTOPOHBI KoJiier (Bonaccio etal., 2020;
Chan et al,, 2005; Fevre et al., 2013). HeraTuBHble npeAcTaBaeHUs 0 NPodeCcCUOHAIbHbBIX CIOCO6-
HOCTSX JIIOJeH C TeMU UK UHBIMU 3a060J1EBaHUSIMU UMEIOT HEraTUBHbIE NOCJIeACTBUS /151 KaH -
JlaTOB KaK NpHU Mpuéme Ha paboTy, Tak U BO BpeMs paboyero npouecca (Bonaccio et al., 2020).

Onpocel 06LIECTBEHHOTO MHEHHMS IOKa3bIBAlOT, YTO MNpobJjeMa JUCKPUMUHALUHK JIOJAeH
110 COCTOSIHHIO 3/I0pOBbsl HAa paboyeM MecTe aKTyaJbHa B Poccum — HampuMmep, IPUHUMATh Ha
paboTy JitoJiell 1o KBOTaM 60Jiee CBOMCTBEHHO KPYIHbIM M CPeJJHUM KOMIIAHUSM (KBOTHI Cyllle-
cTBYIOT B 97% 1 75% npepnpusaTtuil coorBeTcTBeHHO) (BIIMOM, 2016). B To ke BpeMs TOJIBKO B
19% koMnaHuM TPYA0yCTPOEHbI MHBAIU/IbI C 3a60/1eBAaHUSIMU ONIOPHO-/IBUTATEJbHOTO anmnapara,
B 13% 1 B 5% npeanpuAaTUN — UHBAJIU/JBI 110 CIYXy U 3peHHUI0 cooTBeTcTBeHHO (BLIMOM, 2016).

Jltoau ¢ MHQEKIIMOHHBIMU 3a060/1EBAHUSIMU MOTYT M0O/|BEPraThCs JUCKPUMUHALIMU HAa paboyeM
MecTe B 60JIbIIIEN CTEleHU — KaK U3-3a CYIeCTBYIIINX HETaTUBHBIX COIMAIbHBIX YCTAHOBOK IO
OTHOIIIEHUIO K JIIOASM C JaHHBIM 3ab6oJsieBaHueM (Idemudia et al., 2018), ero npuyrHe (Hanpumep,
¥3-3a BOCHPUATUS UHPEKIMU KaK pe3yJsibTaTa aMopasbHoro nosegeHus) (Neal et al, 2010), Tak
M u3-3a cTpaxa 3apakeHus (Smith-Palmer et al., 2020). Pa6oTogaTesin MOryT 6€CIOKOUTHCS He
TOJIbKO M3-32 BOCIIPUHHUMAEMOW OMACHOCTH 3apa’KeHHUs, HO U H3-3a BO3MOXXHOTO HEraTUBHOTO
BJIMSIHUSA JItoJleH ¢ 3a60JieBaHUSIMU HAa MOpaJIbHble KauecTBa U OBeJileHue JPYTUX COTPYAHUKOB, a
TaK»Xe Ha UX coljanbHbli ctaTyc (Rao et al., 2008).

Hasnunve BUJUMBIX CUMITOMOB 3aboJieBaHUsl siBJsieTcsl GAKTOPOM, KOTOPbIA MOXKET ObITh
CBsI3aH C JUCKPHMUHALIMEN HA 3Tarne npuémMa Ha pa6oTy. C. BoHau4Mo ¢ KoJsieraMmu mpe/irnoJIodKuIu,
YTO COTPYJIHUKH, TPOBOAsLIMEe cobeceJ0BaHUS 3allOMUHAIOT MeHbIlle HHGOpMaLuu 06 UHTEPBbIO C
JIIOJIbMH C BUJJUMbIMH 3a00JIeBAaHUSMH, TaK Kak GOKYCUPYIOTCSA Ha BUJUMBIX CUMIITOMAax 3a60./1eBa-
Hus (Bonaccio et al,, 2020). Ha pemieHue 06 0TKa3ze MOXKET BJAUAThL HE TOJILKO caMO Haju4yue 3a60-
JIEBaHUSI, HO U 0CO6EHHOCTH JI0/DKHOCTH, HAa KOTOPYI0 YCTPAUBAETCS YeI0BEK C «BUAUMbBIM» QU3U-
YyeCcKHUM 3a00JsieBaHUEM (HanpuMep, eIy paboTa BKJIOYaeT B cebsi KOHTAKThI C KiMeHTaMHu) (Stone,
Wright, 2013). Jltoau ¢ HeMHPEKIIMOHHBIMU 3260JIeEBaHUSIMU 6€3 BUJUMBIX CHMIITOMOB, Ubsl CTUTMa
CKpbIBaeMa, MOTYT M30eraThb pasrjauleHuss MHPOpMalL U O CBOEM COCTOSTHUM U3-3a CTpaxa JUCKPH-
MUHALIMY WU HeXXeJITaHUs OTJINYaThCs OT cBoux KoJuier (Lindsay et al.,, 2018; Bonaccio et al.,, 2020).

T. Bpearaapa u /Ix. Canago-PacMycceH 06GHAPYKUJIH, UTO JaXke MPU HAJIUYMHU Y paboToaaTe-
JieH TMOJIOXKUTEJIbHBIX COLMAJIbHBIX YCTAHOBOK 10 OTHOIIEHUIO K COTPYJHUKAM C TEMU UJIM UHBIMU
3a60J1eBaHUSMH, TOJIbKO YacTh M3 HUX F'OTOBBI IPUHUMATh Ha paboTy Jytofiel ¢ 3a60JieBaHUSIMU.
JlaHHbBIE pe3y/IbTaThl MOXKHO HHTEPIPETUPOBATH IBYMS CIOCO6AMU: BO-TIEPBBIX, BO3MOXHO, M10JIO-
YKUTEJIbHBbIM COIlMa/IbHbIM yCTAaHOBKaM paboTojaTesiell He CBOMCTBEHHO OKa3blBaTh 3HAYUMOIO
BJIMSIHUSL HA WX NOBeJileHHe. Bo-BTOPBIX, CyI[eCTBYeT BEPOSTHOCTb TOTO, UTO PabOTO/JaTesNu He
IPUHUMAIOT Ha paboTy YI€HOB JJAHHOM IPYIIbI M3-3a OTCYTCTBUS UHKJIIO3UBHBIX NOJIUTUK B chepe
Tpyzaa (Bredgaard, Salado-Rasmussen, 2021).

WccnenoBaHus colMalbHbIX YyCTAHOBOK 10 OTHOIIEHHUIO K JIIOAAM ¢ pU3UUeCKUMU 3a60J1eBaHU-
SIMU ¥ UX JUCKPHUMHUHAIUU Ha paboyeM MeCcTe MaJIOUMC/IeHHbI, TAK KAK B OCHOBHOM M CCJIe/I0BATEU
$OKyCcHpyIOTCS Ha M3yYEHUHM COLMAIbHBIX YCTAHOBOK K JIIOASM C MHBaJIMJHOCTbIO (OTpaHUYEH-

29



OpraunusaunonHas ncuxonorus. 2024. T. 14. Ne 4. www.orgpsyjournal.hse.ru

HbIMHW BO3MOXHOCTAMH BAOpOBbH) HNJIKM ME€HTaJIbHbIMHA 3a6OJIeBaHI/IHMI/I, d He K JInAAM C ollpeje-
JIEHHBIMU (l)HBId‘{eCKI/IMI/I 3abosieBaHUSAMH. OTJIMYMS B BOCIIPUATHUHA mo,qeﬁ C pa3HbIMH JHUATrCHO3aMHU
MOTyT OBITH 000CHOBaHbI 0COOGEHHOCTSIMU KOHKPETHBIX 3a00JIeBaHUH U [10-pa3HOMY NIPOABJIATbCA
B II0OB€/J€HHHU 110 OTHOLIEHHWIO K 3TUM JIIOAAM, HAlIpUMeEp, B AMCKPUMHUHALIKMKU HA pa60qu MecTe.

IIpo61eMa U Leab UCC/IeJOBAHUA

TakuMm o6pa3omM, npobJsieMa HCCIeL0BaHUA COCTOUT B TOM, B COBPeMEHHOM Hay4yHOM I0Jie
M3Yy4yalTCs CTUTMaTH3alUs U AUCKPUMUHALUSA J0/led ¢ U3niecKMMU 3a60/1eBaHUSIMH, OJJHAKO
MCC/eJOBAaHUSl CTUTMATHU3aLMU JIIOJlel ¢ KOHKPeTHbIMU GH3UYeCKHMU 3a60/1eBaHUAMHU He POKy-
CUPYIOTCS Ha CPAaBHEHHUHU CTENleHU CTUTMATU3alMU B 3aBUCUMOCTH OT IPHUHA/JIEXKHOCTH 3a60J1€Ba-
HUA K TOM WM UHOM rpynne (HanpyuMep, K BUJUMbBIM UJIU «KHEBUJAUMbIM» 3a60/1€BaHUAM).

[lenb uccnedosaHuss — CPaBHUTb MeX/Jy COOOM CyILeCTBYIOLHE COLlMAJIbHbIE YCTAHOBKH IO
OTHOILEHUIO K JIIOJSM C Pa3HbIMU PU3NYECKUMHU 3a00J1eBaHUAMHY, @ TaKXKe ONpese/IUTh Pa3indus
B IUCKPMMHHALIMU JIIOJell C KOHKPETHbIMU QU3NYECKHMMU 3a00/IeBAaHUSMU HA paboyeM MecTe.

BbL1M BBIIBUHYTHI C/1eAyIOL/e TUIIOTEe3bl.

Coyua/ibHble YCMAHOBKU NO OMHOWEHUI0 K J00AM C 3060/1e8aHUAMU, KOmopble 06cyidamb
Hedonycmumo, 6ydym 60./1ee He2amue8HbIMU, YeM COYUA/IbHble YCMAHOB8KU K JH00SIM ¢ 3a601€8aHU-
MU, Komopble donycmuMo ob6cyxicdame.

CoyuabHble ycmMAaHOBKU NO OMHOWEHUIO K /IH00AM C 8UOUMbIMU 3a601e8aHUSIMU 6ydym 6o/1ee
He2amueHbIMU, YeM COYUaNbHble YCMAHOBKU K /IH00SIM C «He8UAUMbIMU» 3a601e8aHUAMU.

ITo omHoweHU K 110051M € 3a60/1e8AHUSAMU, KOMOpble 06cyHcdamb Hedonycmumo, OUCKPUMUHA-
YUOHHble HAMepeHUsl Ha paboyem Mecme Nposi8AsomMcs 4awe, Yem no OMHOWEHUK K J005M ¢ 3a60-
J1e8aHUSAMU, KOmopble donycmumo 06¢cyxcdams.

Ilo omHoweHU0 K /N1005IM C «BUOUMbBIMU» 30601€8AHUSIMU OUCKPUMUHAYUOHHbIE HAMEPeHUs Ha
pabovem mecme nposi8AsIOMCS Hawje, Yem N0 OMHOWEHU0 K H00AM € <HeBUOUMbIMU» 3A60.1€8AHUSMU.

IIpoueaypa u MmeToabl

HccnenoBaHue MPpOBOAMIIOCH B KAUECTBE YaCTH MPOEKTA [0 U3yYEeHHUI0 CTUTMATU3aLUH JIIoJ el
C pa3HbIMU 3a60JieBaHUSIMH, B paMKaX KOTOPOTO M3y4asoCh, KaK JIIOJAU NOHUMAKOT COJlep:KaHUe
3abosieBaHui. Hamu 6b11 BbiOpaH crnucok M3 10 ¢usnueckux 3abosieBaHUM, KyJjla BXOJST BUPYC
uMMyHozedunuta denoBeka (BUY), cudunuc, Ty6epkynés, NeTCKUU LiepebpasbHbIM Hapaauy
(ALII), orpaHuyeHHass NMOJABUXKHOCTb, CUHAPOM JlayHa, racTpUT, TUNIEPTOHUSA, AUAOET U acTMa.
JlaHHble 3a60/1€eBaHUsI MOKHO YCJIOBHO pa3/ieJIuTh Ha TPU I'PYINbl: UHPEKIUOHHbIEe 3a60/1eBaHUSA
(BUY, cudpunuc, Ty6epkynés), HeuHPeKIMOHHbIEe 3a60/ieBaHus 6€3 BUAMMBbIX CAMIITOMOB (FacTPUT,
TUIIepTOHUSA, AUabeT, acTMa) U ¢ BUAUMBbIMU cuMnToMamu ([ILIl, orpaHrYeHHass NOABUKHOCTb,
cuHgpoM JlayHa).

BbiGopka

B onsaiiH-onpoce npuHsaau ydyactue 1238 yesnoBek (51.6% »xeHuuH, 48.1% myxuuH, 0.3%
peCcrnoH/IeHTOB He yKa3aJlu CBOM I0JI, M, = 36, SDage = 11.84). PecrioHZieHTBI OBLIU NpIVIALIEeHbI
K Y4acTHUIO B OINpOCe C MCNoJb30BaHUeM cepBuca fAHpekc.Tonoka, rae B 3a/jlaHUM Oblia yKa3aHa
CCbLJIKA Ha 3aloJIHeHHWe aHKeThbl Ha SurveyMonkey, u mosydanyd He6GoJiblIOe BO3HArpax/JeHue 3a
MPOXOXKAEeHUe ONpoca MocJie 3aBeplueHus 3a4aHusa Ha Axgekc.Tonoke. HauunoHasnbHOCTh: 93.13%
PECOH/IEHTOB OmNpejie/nan cebsi Kak «pycckue». O6pasoBaHue: 27.71% pecnoHAEHTOB UMEJU
cpefiHee crenuasbHoe obpa3oBaHue, 10.74% pecnoHZieHTOB — cpefHee obpa3oBaHue, 10.99%
PECNOH/IEHTOB 00y4Ya/IMCh HA MOMEHT 3all0JIHEHUS ONpoca Ha NMporpaMme 6akasaBpuaTta/cnenu-
anuteTa, 45.15% pecrnoHieHTOB MMeJIU OJJHO 3aKOHYEeHHOe BhbIclliee obpa3oBaHue, 4.03% pecnoH-
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JIeHTOB — JIBa U 6oJiee. BepoucnoBeganue: 45.80% pecnoHAEHTOB He HUCIOBEJYIOT HUKAKOU
penuruy, 48.71% — wucnoBeAyloT npaBociaBue, 5.49% pecnoHEHTOB yKasa/d, YTO HUCIOBe-
AYIOT Jpyryue peJIMruy. YpoBeHb [0X0Za: PU oTBeTe Ha Bompoc o goxoze 0.01% pecrnoHAeHTOB
OTBETUJIH, YTO MOTYT N03BOJUTH cebe Bce, 0.06% pecnoHEHTOB OTMETUJIHU, YTO UM He XBaTaeT
JeHer faxe Ha eny, 14.78% pecnoHeHTOB yKa3aJiy, YTO UM XBaTaeT JeHer Ha efly, HO He XBaTaeT
Ha MOKYNKY ofeX/1bl U 00yBY, 24.80% pecnioHAeHTOB OTMETUJIY, YTO UM XBaTaeT JIEHET Ha OJ XAy
¥ 00yBb, HO He XBaTaeT Ha MOKYIKYy MeJKOW ObITOBOM TeXHUKH, 35.14% pecroHAeHTOB XBaTaJslo
JleHer Ha pasJ/IMuHble MOKYIKY, HO MOKYyINKa JJOPOTUX Belllel (KOMIbIOTePa, CTUPAJIbHOU MalllUHbI,
X0JIOJIUJIbHUKA) TpeboBasia KpeauTa, a 17.53% pecnoH/IeHTOB OTBETHUJIU, YTO UM XBaTaeT JeHer
Ha BCE, a Ha MOKYINKY KBapTUPbI, MallIMHbI, laul HEOOXOAMMO HAaKaIllJIMBaTh JeHeXXHble Cpe/iCTBa.
78.51% pecnoHAeHTOB HE UMEIOT POACTBEHHUKOB WJIM OJIM3KHUX JIIOAEN C MHBAJIUAHOCTbIO, 21.48%
— uMeloT. 3.39% pecrnoHAeHTOB SBJISIJIUCh COLlMAJIbHBIMA PabOoTHHKAaMHU (BOJIOHTEpaAMHU, paboT-
HUKaMU XOCIKca), B TO BpeMs Kak 96.61% pecrnoHieHTOB YKa3aJiu, YTO paboTasiu B Apyrou chepe
JeaTeJIbHOCTH.

lpoueaypa

HUccnepnoBanue npoBoauioch B popMe onpoca Ha oHJIahH-cepBuce SurveyMonkey. Kaxxgomy
pPECHOH/IEHTY MPeJOCTaBJ/IS/IMCh NSATh BONPOCOB O TPEX 3ab60JI€BAaHUSAX, KOTOpPble B CAy4YallHOM
nops/ike BbIOMPaIUCh U3 UMeoLerocs cnucka. [locsie 3Toro pecnioHieHThl OTBeYayd Ha BONIPOCHI
CollMa/IbHO-ZeMorpaduiecKoro 6Ji0Ka.

H3MepuTeNbHBIA HHCTPYMEHTAPUM

[IpeactaBiieHus 0 GU3UYECKUX 3a00JI€BAaHUSAX U COLMAJIbHbIE YCTAHOBKU MO OTHOLIEHHUIO K
JI0ASIM ¢ GU3MYEeCKUMU 3a60/1eBaHUSAAMH OLLeHUBAJIMCh MPU MTOMOLIY NATH BONPOCOB, CO3JaHHBIX
c onopoi Ha uccienoBanue C. boHayuuo c kossieramu: 1) «Kak Bbl cunTaeTe, HACKOJIbKO MIPUHSATO
B POCCHUUCKOM 06111eCTBE TOBOPUTH O TOM, UTO ¥ TeOs (3aboseBaHue)?»; 2) «Ilo Bamemy MHeHH1O,
HACKOJIbKO 3aM€eTHO CO CTOPOHBI HAaJIMYKE TaKoTo 3ab0J1eBaHus, Kak (3a6osieBaHue)?»; 3) «Kak Bel
CUMTaeTe, Kak yacTo Jiogu B Poccuu aymaroT, uto (3ab6o/1eBaHHEe) HETAaTUBHO BJIMSET HAa Ka4eCTBO
BbINIOJIHEHUST PaboThi?»; 4) «[lo BaumeMy MHeHHIO, HACKOJIbKO OGOJIBLIIMHCTBO JIIOJENH TOTOBBI
paboTaThb C KoJJIeroi ¢ (3a6osieBanue)?»; 5) «CkaxkuTe, MOXKaIyHCTa, HACKOJIBKO, 10 MHEHUIO 60JIb-
IIMHCTBA JIloJled, Oy/1eT NpUeMJIEMO, eCJIM JOCTATOYHO KBaJIMPHUIIMPOBAHHbBIN YeJIOBEK C (3aboJie-
BaHUeE) CTaHeT UX HayaJbHUKOM?» (Bonaccio et al., 2020). [Ipu oTBeTe Ha nepBble YeThIpe BOIpoca
pecrnoHieHThI BbiOUpaiu nudpy Ha ukase ot 1 g0 6, rae 1 03Hayaso «B MUHUMAJIbHOM CTEIEHUY,
6 — «B MaKCUMaJIbHOW CTelleHU»; IPU OTBETE Ha MOCJAeJHUM BONpoc — Ha wkKaJje ot 1 go 10, rae
1 — «abcoyIIoTHO HenpueMJieMo», 10 — «aGCoOIIOTHO MPUEMJIEMOY.

OnucaHue pe3y/JbTaTOB

Ha nepBoM aTane 06paboTKU JJaHHBIX ObLJI IPOBEAEH KOPPEJISLIMOHHbIN aHa/Iu3 CBSI3el MeXAy
nepeMeHHbIMH. Pe3ysibTaThl pe/cTaB/eHbl B Tabule 1.

3aMeTHOCTb 3a60/1eBaHUs MOJIOXKHUTENbHO CBSI3aHA C JONMYCTUMOCTbIO 00CYK/JJeHUs TaHHOTO
3abosieBaHud (p = 0.13***). BocnpusaTue 3a60/ieBaHUSI KaK CIIOCOOHOTO HETaTHBHO MOBJUSATh Ha
KayecTBO pabOThl MOJIOKUTENBHO CBSI3aHO C 3aMeTHOCTbIO 3aboJsieBanuda (p = 0.51***) u otpu-
I[aTeJbHO — C JIOMYCTUMOCTbIO 0OCYK/JeHUsI JAaHHOro 3abosieBaHusa (p = -0.10**). ToToBHOCTH
paboTaTh C KOJIJIETOM C KaKUM-JIM60 3a00JIeBaHUSIM IMOJI0KHUTEJNbHO CBSI3aHA C MPUEMJIEMOCTbIO
o6Cy/IeHusl JaHHOTOo 3abosieBaHud (p = 0.45***) u oTpuLaTe/IbHO — C BOCIPUATHEM 3a60JieBa-
HUS KaK CIOCOOHOT0 HETaTUBHO MOBJIUAThL HA Ka4eCTBO paboThl (p = -0.18%**).
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I9TU pe3y/abTaThl NOKA3bIBAIOT, UTO CBSI3b MEX/Y BUAMMOCTbIO 3a60/1eBaHUS U TOTOBHOCTbIO
paboTaTh C KOJIJIETOM C JAAaHHBIM 3a60JIeBaHUEM SIBJISIETCSI HE3HAYUMOU. [OTOBHOCTH NMPUHSATH
yeJsioBeKa C onpejie/i€HHbIM 3a00/ileBaHMEM B KauecTBe HayaJbHUKA IMOJIOXKUTEJbHO CBsI3aHa C
JIONYCTUMOCTBIO 00CYX/AeHus AaHHOro 3abosieBanusd (p = 0.41***) 1 c roToBHOCTBIO paboOTaTh C
KOJIJIETOU € JaHHBIM 3a60sieBaHueM (p = 0.60***), a oTpU1laTeIbHO — € 3aMETHOCTbI0 3260/1€BaHUS
(p = -0.15***) 1 c BocnipusiTUEM 3a60J1eBaHHUS KaK CIOCOOHOT0 HEFAaTUBHO MOBJIUSATH HA KaUeCTBO
pa6oTsl (p = -0.28%**),

Jlasee HaMHu ObLI NMPOBENEH HelmapaMeTPUUECKUH aHa/IM3 C HCIOJIb30BAaHUEM KpPUTEpPUs
®puamana u Tecta JlypbuHa — KoHoBepa [yii monapHbIX CpaBHeHUU. Pe3yabTaThl aHaiu3a
C UCNOJIb30BaHUeM KpuTepusi PpuamaHa ykasaju Ha CYUIEeCTBYIOIIMe 3HAYMMble PA3/IUYHs B
BOCHPUSATHUH 3a60/I€EBaHUM KaK M0 MapaMeTpy AOMYyCTUMOCTH UX 06cyxaenus (x? = 260.19,df=9,p
<.001), Tak 1 10 MapaMeTpy UX 3aMEeTHOCTH CO CTOPOHBI (BUAMMOCTH) (¥? =419.53,df =9, p <.001).

Tabauna 1. KoppensiiinoHHbIN aHa/IW3 NepeMeHHbIX

Ilepemennas M SD 1 2 3 4 5
1. IIpuHATO TOBOPUTD 2.88 1.61 —
2. 3aMeTHOCTD 3a060/IeBaHNA 3.31 1.73 130 —
3. HeratusHoe BiusiHVe 3a007IeBaHMs Ha Ka4eCTBO PabOTHI 3.58 1.60  —.10"* .51 —
4. ToTOBHOCTDB paboTaThb ¢ KOJUIEToii ¢ 3ab0/1eBaHmeM 3.33 1.68 .45 .00 -.18*

5. ToTOBHOCTD IPUHSATH YeloBeKa ¢ 3a00/ieBaHNeM B Ka4eCTBe
HavaTbHMKA

6.30 3.18 A4 150 280 .60** —

Ilpumevyanue: ** — p <.001,* — p <.01.

Pe3ynbpTaThl nonapHbIX CPaBHEHHUU C MCIIOJIb30BaHKWeM TecTa [lyporiHa — KoHoBepa mo3Bosiniau
BbI/IEJIUTh IPyNIbl 3a60/1eBaHUM, CpeJjHUE 10 KOTOPbIM pa3/inyaroTcs He 3HauuMo ([IpusioxeHue,
tabsnua 10). Ha ocHoBaHMM napaMeTpa JONyCTUMOCTH 00CYyX/eHUs1 3a00/1eBaHUS BbIJIEJISIOTCS
TaKue I'PyIbl, Kak: 1) orpaHM4YeHHas NOoJBMXXHOCTb U acTMa; 2) AL u cungpom /layHa; 3) runep-
TOHMSI, TaCTPUT U ArabeT; 4) Ty6epkynés, BUY u cuduavc. Ha ocHoBaHMM napamMeTpa BUAUMOCTH
3abo0JieBaHUsA BbIZEJNAIOTCA Takuve rpymnnbl, kak: 1) BUY; 2) runeptoHus, acTMa U TyOepKy-
J1€3; 3) orpaHuyeHHas noABwxHOCTb, JAUIl v cunapom [layHa; 4) racTpuTt, AUabeT U CUPHUIIKC.
OnucaTesibHbIE CTATUCTUKHU JAHHBIX IPYII NpescTaBieHbl B Tabaunax 2 u 3.

Ta6sinua 2. OnucaTesbHbIE CTATUCTUKU OTBETOB 10 TPYIIaM, Bbl/[eJIEHHbIM Ha OCHOBAaHUH
napameTpa J0NyCTUMOCTH 006CYyK/ieH!s 3a60/1eBaHUs], HAa BONPOCHI, CBSI3aHHbIE C paboTOMN

Heratusnoe emusine  ToToBHOCTD pa6oTarh TOTOBHOCTD IPUHATD
3a6oneBanns Ha C KONIeroii c 3a6ome-  4enoBeka c 3a00neBaHmneM B

Tum 3a6onesanus KauecTBo pa6oTpl BaHueM KayecTBe Hada/lbHMKa
M SD M SD M SD
OrpaHuyeHHas TOJ[BUKHOCTD, aCTMa 3.80 1.52 3.60 1.33 7.44 2.46
TILIIT, cumnpont Mlayia 4.65 1.36 2.83 1.44 447 2.93
[MnepToHus, racTput, guabet 2.83 1.37 4.54 1.46 8.69 1.80
Ty6epkynés, BUY n cudunmuc 3.48 1.60 2.28 1.41 4.36 2.85

Jlasiee 6bLJI0 TPOBEJIEHO CPAaBHEHUE CPEeJIHUX 3HAUEHUH T'PYII, BbleJeHHbIX 110 TapaMeTpy
JIOMYCTUMOCTHU 06CYX/IeHUSI U BUAMMOCTU 3a60JieBaHUs B pe3y/ibTaTe HelmapaMeTPUYeCKOro TecTa
Jyp6una — KoHoBepa /s monapHbIX cpaBHeHU. CpaBHUBAIMCh CpeJJHUE OTBETHI 10 IPyInaM Ha
Bonpockl 3, 4, 5 (0 mpejnosaraeMoM BJIUSHUHW 3a60JieBaHMs HA Ka4yeCTBO pPabOThl U TOTOBHOCTHU
NPUHSATD YeJIoBeKa C JJaHHbIM 3a60JIeBaHUEM B KaueCTBe KOJIJIETH UK HAa4YaJIbHUKA).
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Ta6ﬂHHa 3. OnucaTtesbHble CTATUCTUKU OTBETOB I10 rpymnmiam, BbiA€JIEHHbIM Hd OCHOBAHHWUH
IMapaMeTpa BUAUMOCTH 3360JIeBaHI/IH, Ha BOIIPOCHI, CBA3aHHbIE C pa60T0171

HeratusHoe Bimsanne ToroBHOCTD padoTarh ToToBHOCTD IPUHATD
3a00/IeBaHIsA HA € KO/IIeroii ¢ 3a6ore- Ye/0BeKa ¢ 3a00/eBaHIeM B
Tum 3a6onepanms KauecTBO paboTs BaHMeM KauyecTBe HayambHIKa
M SD M SD M SD
BUY 3.32 1.53 2.12 1.12 4.87 2.99
[uneproHns, acT™a, TyOepKynés 3.38 1.49 3.39 1.74 6.73 3.12
OrpanndeHHas NOABMKHOCTD, [JIITI,
cunppom [layna 4.59 1.33 2.99 1.36 5.24 2.96
Tactpur, guabet, cudunc 2.87 1.50 4.01 1.76 7.40 3.01

OaHodakTOpHBIN AMciepcuoHHBINA aHaiKM3 ANOVA 6611 TpoBei€H ¢ monpaBkoi boHdeppoHu
Ha MHOXeCTBeHHoe cpaBHeHUe. Pe3ysbTaTbl ANOVA BASIOTCA CTaTUCTUYECKHM 3HAUMMbBIMU IO
napameTpaM JONYCTUMOCTH 0OCYXK/JIeHHUSI U BUAUMOCTH [iJIs1 BOIIPOCAa O BO3MOXKHOM HEraTUBHOM
BJAMAHMM 3a60sieBaHus Ha pa6oty (F(3; 946) = 9.06, p < 0.001, n% = 0.03 u F(3; 946) = 18.98, p <
0.001,7%=0.06 cOOTBETCTBEHHO), ZJI BONPOCAa 0 TOTOBHOCTH NPUHATH YeJI0BEKa C ONpe/ie/IeHHbIM
3abo/ieBaHMeM B KadecTBe KoJuieru (F(3; 946) = 90.40, p < 0.001, n% = 0.22 u F(3; 946) = 8.41,p <
0.001, n?=0.03 cOOTBETCTBEHHO), a TaKe /i1 BOIIPOCa 0 FTOTOBHOCTH MPUHATH YeJoBeKa C onpe-
JleJIeHHBbIM 3a60JIeBaHHEM B KauecTBe HadaJbHuKa (F(3; 946) = 149.39, p < 0.001, n? = 0.32 u F(3;
946) = 8.80, p < 0.001, n? = 0.03 COOTBETCTBEHHO).

Ha ocHOBaHMM momapHOro cpaBHeHHUs C NMonpaBkod BoHdeppoHU ObLIO BBISIBJIEHO, UTO IO
napameTpy [AONYyCTUMOCTU OO6CYXJeHUs1 3a60/ieBaHUs B KOHTEKCTe BOCIHPUHHMAeMOro Hera-
TUBHOTO BJIMSIHUS 3a00JiIeBaHUSI HAa KAaUeCTBO pabOThbl HET 3HAUMMbIX Pa3/IMUUN MeXAy TaKUMU
rpynnaMu 3aboJjieBaHuM, Kak: 1) orpaHdyeHHasl MOABHXXHOCTb U acTMa; 2) Ty6epkynés, BUY u
cuduauc (p = .116) (Tabauna 4). Paznnuusa Mexay cpelJHUIMH OCTaJbHbIX Py 3a60JieBaHUN
SIBJISIIOTCS 3HaYUMbIMU (p < 0.001) (Tabauua 4).

Ta6avua 4. HeraTuBHOe BJMsIHUE 3a60JieBaHUSA HAa Ka4eCTBO paboThl, CPaBHEHUE IPYIII MO
napaMeTpy AONyCTUMOCTU 06CyK/ieHus 3a60/1eBaHUsA

Ipynna Ipynna MD SE df t  pbonferroni Cohen’sd
OrpaHnyeHHas MOABIDKHOCTD, actMa  JJIII, cuappom JayHa -85 .15 946 -5.61 <.001 -.58
[nnepToHMs, racTpuT, grabeTr 97 14 946 7.03 <.001 .66
Ty6epkynés, BUY u cupmmic .32 .14 946  2.34 116 22
JIII, cunppom Jlayna [nnepToHMs, racTpuT, ArabeTr 1.82 .14 946 13.17 <.001 1.23
Tybepxynés, BU9 n cupmmme  1.17 .14 946  8.49 <.001 .80
[nnepToHus, racTput, guaber Ty6epxynés, BUY u cucdmmic -.65 .12 946 -5.24 <.001 -.44

[lo mapaMeTpy BUAMMOCTH 3a00JiIeBaHUSI HET 3HAYMMbIX pas3inuuid Mexay BHUY u Takoi
rpynmnoi 3a6oJsieBaHUM, Kak TUIIEPTOHUs, acTMa U Tybepkyé3 (p = 1.00), a Takxke Mexxay BUY u
TaKOM Trpymnmnou 3aboseBaHUM, KakK racTput, AuadeT u cuduauc (p =.061) (Tabauna 5). Pazanuus
MEeXy CpeIHUMHU OCTAIbHBIX FPYII 3a00/1eBaHUH ABAAIOTCS 3HaYUMbIMU (p < 0.001) (Tabauna 5).

[lo napamMeTpy [ONyCTUMOCTU 06CYXJeHHUs1 3a60/1eBaHUsI B KOHTEKCTE TOTOBHOCTU PECIIOH-
JlEHTOB paboTaThb C KOJIJIETO! C oNpe/ie/IEHHBIM 3a00/IeBaHUEM pa3/Inuus MeXAy CpeJHUMU TPyl
3ab60J1eBaHUU ABAAIOTCA 3Ha4UMMbIMU (p < 0.001) (Tabauua 6).
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Ta6avua 5. HeraTuBHOe BiMsiHUE 3a60JieBaHUS HAa Ka4eCTBO paboThl, CPaBHEHUE I'PYIII MO
napaMeTpy «BUAUMOCTb 3a00/1€eBaHUA»

Ipynna 3a6oneBanmii Ipynna 3aboneBanuit MD SE df t  pbonferroni Cohen’sd
B4 Tunepronus, acTma, Ty6epKyés -06 .17 946 -.35 1.000 -.04
Orpamiennan nogswknocts, /UL~ om0 170 g4 740 <001 -.88
cunppom [layna
Tactpur, nuaber, cudunc 44 17 946 2.57 .061 .30
I‘MH?pTOHI/Iﬂ, actMa, Tybep- OrpaHnyeHHas MOABYKHOCTD, [T, 121 12 946 -9.97 < 001 _84
KYIE3 cunppom [layna
Tactpur, guaber, cudumc S50 12 946 4.13 <.001 0.35
OrpaHnyeHHas IOABKHOCTD,
p Tacrpur, maber, cudmmc 1.71 .12 946 14.10 <.001 1.18

JIII, cunppom JJayHa

Ta6sua 6. [0TOBHOCTH paboTaTh C KOJLJIETOM C ONpesieIEHHbIM 3a00J1€eBaHUEM, CPAaBHEHHUE TPYIII
110 NapaMeTpy AONYyCTUMOCTH 06CyieHus 3a60/1eBaHUsA

Ipynmna Ipynma MD SE df t pbonferroni Cohen’s d
OrpaHndeHHasA NOABIDKHOCTD, JUII, cunppom [Jayna 77 15 946 5.29 < 001 54
acTMa

Iunepronms, ractpur, guaber  -94 .13 946 -7.07 <.001 -.66

Ty6epkynés, BUY n cupmwmc  1.32 .13 946 9.98 <.001 .93
JIIII, cunppom JlayHa Iunepronms, racTpur, guaber -1.71 .13 946 -12.86 <.001 -1.20

Ty6epkynés, BUY u cudumc 550 13 946 4.18 <.001 .39
[MnepToHus, racTput, fruabet Ty6epxynés, BUY u cubummc 226 .12 946 19.05 <.001 1.60

[Io napameTpy BUAMMOCTU 3a60/1eBaHUs OOJBIIMHCTBO Pa3jM4YMK MeX/Jy CpeJHUMHU TpymnIl
3a00JieBaHUU fABJIAIOTCA 3HAaYUMbIMUA Ha ypoBHe p < 0.001, ogHako pasiuyusg MexAy TaKUMHU
rpynnamy 3abo/ieBaHui, Kak 1) runepToHus, acTMa, TyOepKy/é3 U 2) orpaHU4YeHHas MO/ BHX-
HocTb, JILUII, cunapom JlayHa, 3HauyuMbl Ha ypoBHe p = 0.016 (Tabsuua 7).

Ta6snua 7. [oTOBHOCTB paboTaTh € KOJIJIETOH C oNpe/ieIéHHBIM 3a60/IeBaHNEM, CpaBHEHH e TPy
10 NapaMeTpy BUAMMOCTHU 3a60J1eBaHUs

[pymnma 3aboneBanmit [pymna saboneBanmit MD SE df t pbonferroni Cohen’s d

B4 [unepronus, act™a, Ty6epKyiés -1.28 .19 946 -6.79 <.001 -.80
OrpanndeHnHas noaBIDKHOCTD, 1T,

-88 .19 946 -4.67 <.001 -.55
cungpoM [layna
TacTpur, nuaber, cudpunnuc -1.89 .19 946 -10.08 <.001 -1.19
I‘I./FHepTOHI/IH, actMa, Ty0epky-  OrpaHndeHHas MOABVKHOCTD, 1T, 40 13 946 3.0l 016 25
né3 cuHzipoM [layHa
TacTpur, guaber, cudumnmc -62 .13 946 -4.65 <.001 --.39
OrpaHyuyeHHast NOLBIDKHOCTD, lacTpurt, auaber, cudumuc 2102 13 946 -7.65 < 001 64

JIUII, cunppom JlayHa

[lo mapamMeTpy /[JONMyCTUMOCTH OOCYXJeHUsl 3aboJieBaHUS B KOHTEKCTe TOTOBHOCTH
pPeCloH/IEHTOB NPUHATDL YeJIoBeKa C Ollpe/ieJieHHbIM 3a00JieBaHUEM B KayeCTBe HadyaJlbHUKA HET
3HAUMMBbIX pas3/IMYMi MeXJy TaKMMM Irpynnamu 3abosieBaHui, kak 1) JUII u cunapom [layHa, u
2) ty6epkynés, BUY u cudunuc (p = 1.000) (Tabauua 8). Paznnunsa Mexay cpeJHUMHU OCTaJbHbIX
rpynn 3aboJieBaHUH ABASAOTCS 3HayuMbIMU (p < 0.001) (Tabauna 8).

[lonapameTpy BUAMMOCTH 3a60JIeBaHUS HET 3HAYMMbIX pa3induu Mexx 1y BUY u Takoii rpynnou
3ab0J1eBaHUM, Kak orpaHrM4yeHHas noaBmwxHocTh, JILII, cungpom JlayHa (p = 1.000), a Takxe MexAay
TaKMMU TpynnaMu 3ab60JieBaHUM, KaK 1) rUnepTOHHUSA, acTMa, TyOepKy/sé3 U 2) racTpUT, AUabeT,
cudunuc (p = .050) (Tabsuna 9). Pazniuuusa Mexay cpelJHUIMH OCTaJbHbIX FPYNI 3a60JieBaHUN
SABJISAOTCSA 3Ha4MMbIMU (p < 0.001) (Tabauna 9).
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Tab6suna 8. loTOBHOCTH paboTaTh C HAYAJbHHUKOM C ONpe/ie/IEHHbIM 3a00/IeBaHUEM, CDABHEHHE
I'PYIII 110 TapaMeTpy J0MyCTUMOCTH 06CyAeHus 3a60JieBaHUS

Ipynmna 3aboneBanumii Ipynna 3aboneBaHuii MD SE df t pbonferroni Cohen’s d
OrpaHndeHHasA NOABIDKHOCTD, actMa I, cunpgpom [layna 297 26 946 11.49 <.001 1.18
[unepronus, ractpur, fuaber -1.25 .24 946 -5.28 <.001 -.49
Ty6epkynés, BUY u cupmmmc  3.08 .24 946 13.06 <.001 1.22
JIIII, cunppom JlayHa [Mnepronus, ractput, guaber -4.21 .24 946 -17.87 <.001 -1.67
Tybepxynés, BUY n cupmmme .11 .24 946 .48 1.000 .04
[nnepTonms, racTput, guaber Tybepxynés, BUY n cupmmme  4.33 21 946 20.51 <.001 1.72

Ta6smua 9. [0TOBHOCTB paboTaTh C HAYaJIBHUKOM C ONpe/ieIEHHBIM 3a00/1eBaHUeM, CpPABHEHH e
IpyII 10 TapaMeTpy BUAUMOCTH 3a60JieBaHUA

Ipynma saboneBanmii Ipynma saboneBanmii MD SE df t  pbonferroni Cohen’s d
B4 Iunepronms, actMa, Ty6ep1<y11é3 -1.86 .36 946 -5.18 <.001 -.61
OrpaHndeHHasA NOABIDKHOCTSD, 1T, _36 36 946 -1.02 1.000 12
cunppoM [layna
Tactpur, nuaber, cudmc -2.53 .36 946 -7.05 <.001 -.83
[uneproHus, acTMa, Ty6epkynés OrpaHnueHHas MOABIDKHOCTSD, JIITT, 149 25 946 5.88 < 001 49
cuHppoM [layna
Tactpur, gnaber, cudunmc -.67 25 946 -2.64 .050 -.22
OrpaHnYeHHas MOABIDKHOCTb,  [acTput, anaber, cudmmmc 216 25 946 -8.53 <001 _71

JIII, cunppom [Jayna

06cyxaeHue pe3y/bTaTOB

3aMeTHOCTb 3a60/1eBaHUs MOJIOXKHUTENbHO CBSI3aHA C JONMYCTUMOCTbIO 00CYK/JeHUs JTaHHOTO
3a60JieBaHHs, YTO B KAKOU-TO Mepe COOTHOCUTCS C MPeAbIAYIIMMHU UCCIeJOBAaHUSIMH, I7ie PeCloH-
JIeHTaMU C acTMOH OblIa OTMeYeHa HelNpUueMJIEMOCTb OOCYX/[eHHsI acTMbl KaK «HEBUJHUMOTO»
3abosieBaHus (Monaghan, Gabe, 2019). BocnpusiTue 3a60/1eBaHUSI KaK CIIOCOOHOTO HETaTUBHO
MOBJIMSTh HA KA4eCTBO PabOThI MOJIOKUTEJBHO CBSI3aHO C 3aMeTHOCThIO 3a60JIeBaHUs, YTO 06'bsIC-
HSIETCS MOCJeJCTBUSAMU HECKPbIBAEMOM CTUTMbl 3aMETHbBIX CO CTOPOHBI 3aboseBaHui (Gilmore,
Wotherspoon, 2021; Rodriguez et al,, 2016).

MOXHO MPeANoJ0XKUTb, YTO TAOYUPOBAHHOCTb 0OCYKJAeHUsI UHPEKIIMOHHbIX 3a00JieBaHUN
(Gwadz et al.,, 2018; Stutterheim et al., 2011; Mason et al., 2015) u cyujecTByO1Ie HEKOPPEKTHbIE
npezactaBaeHus o HUX (Huang et al., 2019; Jaramillo, 1999; Baral et al.,, 2007), ofHUM U3 cJieCTBUN
KOTOPBIX MOXKET ObITh BOCIPUSTHE 3a60J1€BaHUSI KAaK CIIOCOOHOTO MOBJIMSTh HA KAYeCTBA YeJI0BEKa,
MOTYT 06'bSICHATb OTPUIATEIbHYIO CBSI3b JONMYCTUMOCTH 00CYX/IeHHsI 3a060/1eBaHHS U BOCIPUATHUSA
€ro Kak CriocO6HOr0 HEraTUBHO MOBJUATh Ha Ka4eCTBO PaboThl.

[ToJ10KUTENbHYIO CBSI3b TOTOBHOCTH PabOTaTh C KOJIJIETOW UM HAavyaJbHUKOM C KaKUM-JIHUO0
3ab0JieBaHMEM U JONYCTUMOCTBIO 00CYX/IeHUs 3a060/1eBaHHsl MOXKHO O0O0'bSICHUTb Yepe3 OO0JIbIIYIO
CTUrMaTH3alMI0 3a60/IeBaHUM, KOTOpPble He MPUHATO 0O0CYXJAAaThb, @ UMEHHO — HWHQEKIMOHHBIX
3abosieBaHuil (LoBue et al.,, 2022). UTo kacaeTcsi OTpULlaTeJbHON CBSI3b FTOTOBHOCTU PabOTaTh C
KOJIJIETOU UJIM Ha4aJIbHUKOM C KAKUM-JIM00 3a60JIeBaHHEM U BOCIIPUSTHS 3a60J1eBaHUSI KaK CIIOCO0-
HOT'0 HETaTHUBHO MOBJIUATh Ha KA4YeCTBO PabOThbl, MOXKHO BbIIBUHYTb MPEAIOJI0XKEeHHEe O TaHHOU
B3aMMOCBSI3U KaK pe3y/IbTaT HEKOPPEKTHBIX HETaTUBHbBIX MPeICTaBJeHUN 0 TPodecCHOHATbHBIX
CIOCOOHOCTSX JIIOJIe C TEMU UJIM UHBIMU 3ab60s1eBaHUsIMU (Bonaccio et al.,, 2020). [TosioxkuTesibHY10
CBSI3b TOTOBHOCTH NMPHUHSATH YeJIOBEKa C OnpeieIEHHbIM QU3HYECKMMU 3a60/ieBaHHEM B KaueCTBe
HavyaJIbHUKA U TOTOBHOCTU PabOTaTh C KOJLJIET'OM C TEM Ke 3a00JieBaHHEM MOXKHO 00'bSICHUTDb Yepes
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BJIMSIHUE CTUTMAaTU3allUM Ha BOCIIPUATHE YeJIOBEKA, CX0Kee B JAHHOM C/y4yae U3-3a OJJMHAKOBOIO
KOHTEeKCTa — B3aUMO/IeHCTBUS HA paboyeM MecTe.

Ha ocHOBaHMM napaMeTpa JL0NyCTUMOCTH 06CyX/jeHUsI 3a60JieBaHUsA ObLIY Bbl/ieJIeHbl TaKUe
rpynIbl, Kak 1) orpaHMyeHHast NOABWXKHOCTL U acTtMa; 2) AU u cunapoM [layHa; 3) runepToHuUs,
racTpUT U fuabeT; 4) Ty6epkynés, BUY u cupunuc. MoxkHO NpeS/IoKUTH Clefyollee 0600CHOBaHUE
N0A06HOMY rPpyNIIUPOBAHMIO 3a00/1€eBaHUI: IepBas rpynmna (orpaHMYeHHas NOABUKHOCTb U aCTMa)
BKJIIOYAEeT B cebs1 NpuobpeTEHHbIe 3a60/1eBaHus, BUHA 3a NOSIBJIEHHE KOTOPBIX MOXKET MPUIHChI-
BaTbCA JIIOJSAM C JaHHbIMU 3aboseBaHusAMU (Bogart et al., 2019), B pe3ysnbTaTe 4ero roBOpUTh O
HUX MOXET ObITh He MPUHSTO U3-3a COLMATIbHOM esaTebHOCTU. BTopas rpynna (LI u cungpom
[layna) BkJito4aeT B cebs 3ab0JieBaHMs, KOTOPbIe SBJSIOTCA BPOXKAEHHBIMU U BUHA 32 KOTOpbIE
MOXKEeT MPUIUCBIBATbLCA He JIIOJSIM C JaHHBbIMU 3aboJsieBaHussMU (Bogart et al., 2019), B pe3yJib-
TaTe 4Yero MoXKeT ObITb IPUHATO 00CYykK/JaThb UX. TpeThbs rpynna (runepToHus, racCTPUT U JUabeT)
BKJIIOYAeT B cebs1 3a60JieBaHMs], 0 KOTOPbIX MOXET ObITh HE MPUHSATO TOBOPUTH M3-3a 0COOEHHO-
CTel KyJbTypbl (Tak, HaIpyUMep, eCTb CBU/eTeJIbCTBA HEIIPUEMJIEMOCTH 0OCYX/eHUsl AuabeTa B
ZApyrux Kkyaetypax (Lin et al.,, 2008)). YeTBépTas rpynna (Ty6epky.sés, BUY u cuduinc) BkaoyaeT
MHQpEKIMOHHBIEe 3a00J1eBaHUS, ABJIAOIINECHS OJHUMHU U3 HAUMeHee IPUeMJIeMbIX JJiSl 00CyXKeHUs
B o6uiecTBe (Gwadz et al., 2018; Stutterheim et al,, 2011; Mason et al., 2015).

Ha ocHoBaHMM mapamMeTpa BHAMMOCTU 3a00JieBaHWS ObLIM BblJleJIeHbl TaKue IPYNIbI, KakK:
1) BUY; 2) runepToHUs, acTMa U TyOepKy/€3; 3) orpaHuYeHHas NoABWKHOCTD, LIl u cuHapoM
JayHa; 4) ractput, guabet U cuduiuc. /laHHoe pacnpefesieHre 3a60/ieBaHUM 110 TPyIaM MOXXHO
060CHOBATh caeAyo UM 06pa3oM: BUY Mor 6bITh BblZieJieH B OTZAEJbHYI0 IPYIINY M3-3a TOrO0, YTO
ero BUAUMble CUMIITOMBI OTCYTCTBYIOT, U Hainuue BUY MoKHO onpefieIMTh TOJIBKO NOCPEACTBOM
TeCTUpPOBaHHUA. 3ab0JieBaHHUs, OTHOCALIMECS KO BTOPOU rpynne (FUnepTOHMs, acTMa U TyOepKy-
JI€3), MOTYT BOCHPUHUMATbCS KaK 3aMeTHbIe TOJIbKO B C/Iydyae MPUCTYNOB (B c/iydyae TMIIePTOHUHU
Y aCTMbl) WJIM CXOXKHX 3MU30/0B. 3a60/ieBaHUSA TpeTbel rpynnbl (orpaHM4eHHass NOABUXKHOCTb,
AUIT u cungpom /JlayHa) o6s1aal0T BUAUMBIMA CUMITOMaMH, U O3TOMY 3aMeTHbI CO CTOPOHBL.
YeTBépTasa rpynna (ractTput, AuabeT U cUUINC) BKJKOYaeT 3abosieBaHUs, He obJsajaroliue
BUJIUMBIMU CUMIITOMaMH.

[Ipy paccMOTpeHUM HEraTUBHOIO BJAMAHUSA 3a60/ieBaHMSA Ha KayeCTBO pabOThI CpeAu rpyn,
BbIJleJIEHHbIX Ha OCHOBAaHMM MapaMeTpa JAOMYCTUMOCTHU O0OCYXJeHHs 3aboJsieBaHUs, MOXHO
oTMeTuTh ciaeaywoitee: JAUI u cungpoM /layHa BOCHPUHUMAIOTCA Kak 3ab0J1eBaHUsl, CIOCOOHbIE
HeraTHMBHO MOBJIUATb HA Ka4eCTBO paboThI B 60J1bIlIEN CTENEHU [0 CPABHEHUIO C IpyrMMHU 3aboJie-
BaHUAMM (Tabsiuua 4). OrpaHrYeHHas NOABUKHOCTb U aCTMa BOCHPUHUMAIOTCA B 9TOM KOHTEKCTE
aydiue, yem JUIT u cunapom JlayHa, HO Xy»Ke, YeM TMIIEPTOHUS, TaCTPUT U AUabeT. TybepKynés,
BUY u cuduirc Takxke BOCIPUHUMAKOTCS, KaK CIOCOOHble HEraTUBHO MOBJIMATH Ha KadyeCTBO
paboThl 3a60sieBaHUsl B MeHblel cTenenu, 4yeM JUII u cungpom JlayHa, HO B 60JIblIEN CTEINEHH,
yeM rMIepTOHUS, TacTPUT U JuabeT. [[py 3TOM HEBO3MOXKHO CJies1aTh BbIBO/J] O BOCIIPUATHUM OTpa-
HUYEHHOU MOABUKHOCTH U aCTMbl OTHOCUTEJIbHO TpyInbl Ty6epkynésa, BUY u cudunnca ms-3a
TOTO0, YTO pa3J/InyMe SBJSETCS He3HAYUMBbIM. TakuM 06pa3oM, MOXKHO MPEATIOI0XKUThb, YTO OJHUM
Y3 OCHOBAHHUM [Jis BOCHPUATHUSA 3a00JieBaHUSA KaK CIOCOOHOro 60Jiee HEFaTUBHO MOBJUATH Ha
KauyecTBO paboThbl MOIJIa ObITh €r0 BPOXKAEHHOCTb. M3-3a TOTO, YTO JIIO/AAM C JaHHBIMU 3ab60J/1eBa-
HUSIMU MOXKET He NMPUIIUCHIBATbCSA BMHA 32 UX HAaJIMYMeE, BO3MOXKHO BOCIIPUATHE PECHOHEHTAMU
3a60J1eBaHUM C CYLIITHOCTHOM TOYKHU 3pEHUSI — a UMEHHO, pacCMOTpPeHUe 3ab60JIeBaHUSA KaK onpe/ie-
JIFI0IeN XapaKTepUCTHUKHU s JII0J el ¢ JaHHBbIM AuarHo3oM (Bogart et al,, 2019).

[Ipy paccMOTpeHUM HEraTUBHOIO BJAMAHUSA 3a60/ieBaHMSA Ha KayeCTBO pabOThI CpeAu rpyn,
BbIJleJIEHHbIX HAa OCHOBAaHHM MapaMeTpa BUAUMOCTH 3ab0JieBaHUS, MOXKHO CJeJlaTh CAeAyloliue
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BbIBO/bI: OrpaHM4eHHas noABwxHocTb, JAUIl, cuHapoM /JlayHa BOoCnIpHHMMAIOTCA Kak 3aboJieBa-
HUs, CIOCOOHbIE HaWbOJiee HEraTUBHO MOBJIUATh HA KayecTBO paboThl (Tabauna 5). UyTs 60see
NO3UTUBHOE BOCHPUSITUE CYLIECTBYET OTHOCUTEJbHO TaKUX 3ab0JieBaHUM, KaK TUIIEPTOHHS,
actMa U Tyb6epkynés. l'acTput, auabeT ¥ cuPUINC BOCIPUHUMAIOTCS, KaK CIIOCOOHBIE TTOBJIUATH
Ha KauyeCcTBO paboTbl HaUMeHee HeraTMBHO. O BOCIpMHHMMaeMOM HeraTUBHOM BiussHUKM BUY Ha
KayeCcTBO pabOThl HEBO3MOXKHO CJie/1aTh OJJHO3HAUYHble BbIBO/bl M3-32 HE3HAYUMOCTH pas/InuUuid
BUY co Bcemu rpynnamMu 3abojieBaHUM, KpOMe TpylIibl 3a00JieBaHUM OrpaHUYeHHas MO/ BHX-
HocTb, JILII, cunapom /layHa, no cpaBHeHHMIO ¢ kKoTopoul BUY BocnpuHuMaeTcs Jsyyiue. [loaBoas
WTOT, 3aMeTHOCTb 3a60JIeBaHHS CO CTOPOHbI UTPAET BAXKHYI0 POJIb B BOCIIPUATHU 3a00/IeBaHUS KaK
CIIOCOOHOI0 MOBJIUAThL Ha Ka4eCcTBO paboThl: 3a60JieBaHUS C BUJUMBIMUA CUMIITOMaMHU BOCIIPUHU-
MaloTcsl HauboJsiee HEraTUBHO B KOHTEKCTE WX BO3MOXKHOT'O BJIMSIHUSI HA Ka4yeCTBO pabOThl, B TO
BpeMs Kak 3ab0JieBaHUS, Y KOTOPBIX CYLeCTBYeT BEPOSATHOCTb BUJUMBIX IPUCTYIOB, BOCOPUHU-
MaloTCcs Jiydllle, 4eM 3a60J/ieBaHUs C BUAMMBIMU CUMIITOMAaMH, HO Xy»e, Y4eM OCTaJibHble 3aboJie-
BaHUs. Pe3ybTaTbl MOTYT OBITH 00'bSICHEHBI HECKPbIBAEMOM CTUTMOM 3a00/1€eBaHUM C BUJUMBIMU
cumntomamu (Gilmore, Wotherspoon, 2021; Rodriguez et al., 2016), koTopasi MOXXeT BBbICTYNaTh
NPUYMHOM OA00HOT0 BOCIIPUATHUSA JAHHbBIX 3a00/IeBaHUH.

[Ipy paccMOTpeHUH TOTOBHOCTHM pabOTaTh C KOJIJIETOM C oOmpejieJleHHbIM 3ab60JeBaHUEM
cpeZiu rpynIl, BblJeJIeHHbIX HA OCHOBaHUM NapaMeTpa JONYyCTUMOCTH 00CYyX/AeHUs1 3ab01eBaHus,
MO>XHO OTMEeTHUTH ciefyolee: Ty6epkynés, BUY v cudpuinc BocnpruHUMaOTCA B 3TOM KOHTEKCTe
HauboJiee HEFAaTUBHO MO CPAaBHEHHUIO C APYTrUMHU 3abosieBaHusAMU (Tabsuna 6). AL u cuugpom
JlayHa BOCIpUHMMAIOTCA JIIABMU 60Jiee MO3UTUBHO, yeM TyOepkysé3, BUY u cuduinc, Ho MeHee
NO3UTUBHO, YeM JpyTrue rpynnbl 3abosieBaHu. OrpaHMyeHHass MOABUKHOCTb U acTMa BOCIpU-
HUMAIOTCSI B KOHTEKCTEe TOTOBHOCTM pPabOTaTh C KOJIJIErOW C omnpejie/IEHHbIM 3a060JeBaHUEM
60J1ee NO3UTHUBHO, 4YeM Tybepky/ané3, BUY u cudunuc, a Takxke AUIl u cunapom JlayHa, Ho 6oJiee
HETaTMBHO, YEM TUNEPTOHUS, TaCTPUT U AWabeT — rpymnna 3abo/ieBaHUN, BOCOHPUHUMAEMbIX
HauboJiee MOJ0XKUTENbHO. TAKUM 00pa30M, MOXKHO CZieJIaTh BbIBOJ, O TOM, MHQEKLMOHHBIe 3ab0Jie-
BaHUs, Ybe 00CYK/IeHUEe HeJIONMYCTUMO, BOCIIPUHUMAIOTCS HauboJiee OTPULIATENbHO, YTO COOTBET-
CTBYeT pe3yJibTaTaM MpeabIAyIux uccaegoBanuil (LoBue et al., 2022). HeraTuBHOe BOCIpUSATHE
AUIT v cungpoMa JlayHa v HanboJiee NO3MTHBHOE BOCIPUATHE TUIIEPTOHUM, racTpUTa U AuabeTa
MOXeT OBbITb 00'bSICHEHO BJIMSIHUEM TAKOTO MapaMeTpa, Kak BOCIIpMHUMaeMas TSKeCTh 3aboJieBa-
HUs (uau eé orcytctBue) (Dunn, 2015).

[Ipy paccMOTpeHHMH TOTOBHOCTHM paboTaTh C KOJIJIEFOM C ONpeZie/IEHHbIM 3ab0JieBaHUEM
cpeAy TpyIi, BblJleJIeHHbIX HA OCHOBAaHUH MapaMeTpa BUJUMOCTU 3abosieBaHusi, BUY BocnpuHu-
MaJicsl peclioH/leHTaMu HauboJsiee HeraTUBHO (Ta6sivua 7). [unepToHus, acTMa U TyOepKy/€3 Kak
BO3MOXKHbIe 3a00JiIeBaHUS y KOJIJIETH BOCIPUHUMAJIUCH Jiydllle, yeM BUY, HO Xy»Ke, 4eM ocTaJibHble
rpymnnel 3a6osieBaHui. OrpanvyeHHas noAaBwxHOCTb, JUII u cunapom /JlayHa BOCIPUHUMAIMCh
nosuTHBHee, 4eM BUY, runepToHus, actMa U Ty6epKyJ1€3, HO 60J1ee HEraTUBHO, UYeM I'aCTpUT, UabeT
Y CUPUIJIMNC, KOTOpPble BOCIPHUHMMAJINCh HauboJjiee TOSUTUBHO 0 CPaBHEHUIO C APYyTrUMHU 3aboJie-
BaHUSIMU. TakMM 006pa3oM, 3aMeTHOCTb 3a00JIEBAaHUSI CO CTOPOHBI UT'PAaeT BaXKHYIO POJib B OIlEHKE
TOTOBHOCTH paboTaThb C KOJIJIETOM C ONpeJiesIEHHbIM 3ab0sieBaHMeM: 3a00JieBaHUA C BUAMMbBIMU
CUMIITOMaMH BOCIIPUHUMAIOTCS 60Jiee MO3UTUBHO, YeM 3a00JIEBaHUS, Y KOTOPBIX CYLIECTBYET BEPO-
ATHOCTb BUJIUMBIX IPUCTYTIOB, U 060Jiee HEraTUBHO 110 CPaBHEHMIO C 3a00/1eBaHUAMU € 6€3 BUJMMbIX
cuMmnToMoB. OiHaKo, yuuTbhIBas, 4To BUY BocnprHMMaeTcs B 3TOM KOHTEKCTe HauboJjiee HeraTUBHO,
NPUYUHOM MeHbllleld TOTOBHOCTH paboTaTh C KOJIJIEFOM MOXKET ObITb He BUJUMOCTb 3a00JIeBaHUSA
KaK TaKOBas, a ero BOCIpUHHUMaeMasl TsSKeCTb (BbIBO/Ibl O KOTOPOH JIIOAW MOTYT JielaTh Kak U NpU
HaJIMYUU BUJIUMbIX CHMIITOMOB 3260J1€eBaHUs, TaK NPHU UX OTCyTcTBUM) (Dunn, 2015).
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[Ipy paccMOTpeHUM TOTOBHOCTM MNPUHATH 4Yes0OBeKa C OlNpe/ieJiéeHHbIM 3ab0JieBaHUEM B
KayecTBe HayaJlbHUMKa CpeAu TpyII, BblJeJeHHbIX Ha OCHOBAaHWM MapaMeTpa [JONYyCTUMOCTH
o6cyxeHust 3a60/1eBaHus], MO)KHO OTMETHUTb cieAywollee: Ty6epkynés, BUY u cuduiuc, a Takxke
AUIT v cungpom /layHa BOCIPUHUMAKOTCH B 9TOM KOHTEKCTe HeraTUBHee 10 CpaBHEHHIO C Orpa-
HUYEHHOU MOABUKHOCTBIO U aCTMOH, a TaKXe C TUIepTOHHEeH, racTpUuToM U guabetoM (Tabsuna
8). OrpaHnyeHHasi NOABUKHOCTb U acTMa BOCIIPUHUMAIOTCS B KOHTEKCTe TOTOBHOCTHU pPaboTaTh
C HayaJIbLHUKOM C OmNpefie/IéHHbIM 3abojieBaHMEM 0OoJsiee MO3UTUBHO, YyeM Ty6epkysnés, BUY u
cuduauc, JUIl u cunapom JlayHa, HO 6oJiee HETaTHBHO, YEM TMIIEPTOHMS, FAaCTPUT U AUabET —
rpyiina 3aboJieBaHUH, BOCHpUHMMaeMbIX HanboJiee MoJ0KUTeNbHO. [10 aHa/soruu c pe3yjabTraTaMu
0 TOTOBHOCTU paboTaTh C KOJIJIErOW C ONpe/esieHHbIM 3a00/eBaHUEM, TOJYUYeHHbIe pe3yJibTaThbl
MO>KHO 0G'bSICHUTb BOCIIPUHUMAEMOH TAKECTbIO, KOTOPOWX MOTYT 06/1a/laTh AaHHbIE 3a00/1€BaHUs
(Dunn, 2015). Kpome Toro, Mo>kHO MpeAIoJI0KHUTb, YTO BOCIIPUSTHE YeJ0BeKa C KaKuM-3aboJie-
BaHMEM B KaueCTBe Haya/JbHUKA (a He KOJIJIerd Ha TOM e YPOBHE WJIU MOJYUHEHHOT0) 06J1aziaeT
cBOel creliuUKOM, B pe3ysibTaTe KOTOPOU pa3inuus MexXJy TaKUMU I'pyNnaMu, Kak TyOepKy/1és,
BUY u cuduuc, a Takxke LI u cungpom /layHa, ABASJINCh HE3HAYUMbIMHU.

[Ipy paccMOTpeHHMH TOTOBHOCTH NPHUHSATH 4YeJIOBeKa C ONpeJesiéHHbIM 3aboJieBaHHEM B
KauyecTBe HavyaJlbHUKa CpeJiu TPy, BblJeJIEHHbIX HA OCHOBAaHUHM NapaMeTpa BUAMMOCTH 3a60-
seBaHus, BUY, a Takxke orpaHuyeHHas noaswxHocTb, JILII u cungpom /layHa BOCIpUHUMAJIUCh
HeraTHBHee, YeM I'MIePTOHUS, AaCTMa U TYOepKYJI€3, a TaKXKe racTpUT, iuabeT u cuduiuc (Tabauna
9). TakuM 06pa3oM, MOXKHO MPE/IOJ0XKUTD, YTO TOTOBHOCTb NPUHSATH YeJI0BEKA C ONpeAeIEHHbIM
3aboJieBaHMEM B KayeCcTBe Haya/lbHUKA CBSI3aHAa B OCHOBHOM CO CTUTMAaTU3WPOBAHHOCTbIO TOTO
WJIM UHOTO 3ab6osieBaHusA. Cief0BaTesNbHO, JIOAU C 60Jiee CTUrMaTU3WPOBAaHHBIMU 3a00JIeHHUBa-
saMu — ¢ BUY (MH)eKIMOHHBIM 3a00/1eBaHUEM, HAJIMYKME KOTOPOT0 MOXET BOCIPUHHUMATbLCSA KaK
NoKasaTeJib aMOpaJbHbIX KauecTB y yesioBeka (Best, Arseniev-Koehler, 2023)) u c 3a6os1eBaHusIMY,
o6s1afialIMMU BUAMMbIMU cuMnToMaMu (Gilmore, Wotherspoon, 2021; Rodriguez et al., 2016) —
BOCIIPMHUMAIOTCS HeTaTUBHEE B POJIM Ha4YaJIbHUKA, YeM JIFOJIU € 3a060JIeBaHUSIMU, He BUJUMBIMU CO
CTOPOHBI, MJIU C UHPEKIMOHHBIMU 3a00JIeBaHUSIMU, HAJIMUKHE KOTOPBIX HE aCCOLUUPYETCA Y PYTUX
C HaJINYMeM aMOpaJIbHbIX KauecTB (HanpuMep, TyOepKyI€30M).

BbIBO/bI

[TofBOJSI UTOTH, PACCMOTPHUM C ONOPOM Ha 06CYK/€HHbIe HAMU Pe3y/IbTaThl, KaKHe U3 0CTaB-
JIEHHbIX TUN0TEe3 ObIJIM NOATBEPXK/JEHbI UM ONTPOBEPTHY THI.

1. TunoTesa o0 TOM, YTO COLlMA/IbHbIE YCTAHOBKH 110 OTHOUIEHUIO K JIIO/SIM C 3a60/1€eBaHUSIMH,
KOTOpble 0OCY>KJlaThb HEJOMYyCTUMO, OyAyT OoJiee HEraTMBHbIMH, YeM COLUAJIbHble YCTaHOBKHU
K JIIOJSM C 3260JIeBaHUSIMH, KOTOpbIE JI0NYCTUMO 06CYJaTh, He NOATBepAUIach — ObLJIO yCTa-
HOBJIEHO, YTO 3a00JIeBaHUS, O KOTOPbIX MOXET ObITb HE NPUHSATO FOBOPUTH M3-3a 0COOEHHO-
CTel KyJbTyphbl (TUIEPTOHUS, TaCTPUT U UabeT), pacCMaTPUBAJIUCh KaK HaMMeHee CIIOCOOHbIE
HeraTUBHO MOBJIUATb HA Ka4eCTBO paboThbl — U, CJIe[J0BaTebHO, HA paboyeM MecTe ColiMalbHble
YCTAaHOBKHU K JIIO/ISIM C JIaHHBIMU 3a60JIeBaHUSIMU MOTYT OBbITb HaMMeHee OTPHLATeNbHbIMU (110
CpPaBHEHHUIO C COLIMAIbHbIM YCTAaHOBKAMH K JIOJSM C IpyTMMHU 3a60/1eBaHusAMHU ). KpoMme Toro, 3a60-
JIeBaHUS1, 0 KOTOPBIX MOIJIO GbITh HE IPHUHATO TOBOPUTD M3-3a COLIMAJIBHOM KeslaTeJIbHOCTH (orpa-
HUYEHHas MOJBMXKHOCTb U aCcTMa), U UHQEKIMOHHbIe 3a60JieBaHUs, Ube 00CyX/JjeHre B 0011ecTBe
HenpuemsaeMo (Tybepkysnés, BUY u cudunuc), Bcé ke BOCIPUHUMANKUCH Jiydllle, 4eM 3aboJieBa-
HUS, KOTOpbIe SIBJSIOTCS BPOXKJAEHHBIMUA U BHHA 3a KOTOPbIe MOXKET NMPUNUCHIBATHCS HE JIIOASAM
C JlaHHBIMM 3a00JIeBaHUSIMU, B pe3y/bTaTe Yero MOXKeT ObITb NPUHATO obcyxaaTh ux (ALIl u

cuHpoM JlayHa).
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2. 'mnmoTre3a 0 TOM, YTO COLiMaJIbHble YCTAHOBKW MO OTHOLIEHHUIO K JIIOAAM C BHUJAUMbBIMHU
3a60J1eBaHUAMU OyAyT 6oJiee HEraTUBHBIMH, YeM COLiMAJIbHblE YCTAHOBKU K JIIOJAAM C «HEBU/U-
MBbIMU» 3200JIEBaHUSIMH, IOATBEPAUIACh. 3a60/1eBaHUsA, 06/1a/jat0liue BUAMMbIMYA CUMIITOMaMHU, U
II03TOMY 3aMeTHBbIE CO CTOPOHBI (OrpaHuYeHHasd noAsuxHoOCTh, I u cungpoM JlayHa), BOoCIpHUHU-
MaJIUCh KaK HanboJiee CIOCOOHbIE HETaTUBHO MOBJUAThL HAa KaueCTBO paboThl, U, C/1e/J0BaTE/bHO,
Ha paboyeM MecTe coLMa/IbHble yCTAHOBKH 10 OTHOLIEHUIO K JIIOJSAM C JaHHBbIMU 3a60J1eBaHUAMU
MOTYT ObITb 60Jiee HeraTUBHBIMU. boJsiee TOro, conManbHble YCTAHOBKM MO OTHOIIEHUIO K 3a60-
JIeBaHMAM, BOCIIPMHUMaAlOLIMecs KaK 3aMeTHbIe TOJIbKO B C/Iydae PUCTYNOB (B cly4yae TrMIlepTo-
HUM U aCTMbl) HUJIM CXO0KHUX 3MMU30/0B (TUNIEPTOHUS, aCTMa U Ty6epKyJi€3), OblIM 60Jiee MOJ0XKH-
TeJIbHBIMHU, YeM COLMaJIbHble YCTAHOBKH 10 OTHOILEHHUIO K JIIOJAM C 3a00/1€eBaHUAMHU C BUAUMbIMU
CUMIITOMaMH, HO MEHee M0JIOKUTEJNbHbIMH, UYEM COL|HAJIbHbIE YCTAaHOBKHU 110 OTHOIIEHUIO K JIIOASAM
¢ 3a60J1eBaHUAMHU, BUZMMble CUMIITOMBI KOTOPBIX OTCYTCTBYIOT (TMIIEPTOHHUSA, aCTMa U TyOepKy-
JIE3) U HaJIMYKe KOTOPbIX MOXKHO OIpeZieJIUTh TOJIbKO B pe3y/ibTaTe TecTupoBaHus (BUY).

3. I'mnoTte3a 0 TOM, 4TO 10 OTHOUIEHUIO K JIIOAAM C 3a00JIeBaHUSIMH, KOTOPbIe 00CYX/JaTh
HeJI0NyCTUMO, JUCKPUMHHALMOHHblE HaMepeHHs Ha pabodyeM MecTe MPOSIBJSIOTCA 4Yalle, YeM
II0 OTHOIIEHUIO K JIIOAAM C 3a00JIeBaHUSIMH, KOTOpbIe JJOMYCTUMO 00CYX/JaThb, MO TBEPAUJIACh
4acTU4HO. B TOM ciiy4dae, eciv y yesioBeKa MMeeTcs 3ab0J1eBaHue, OTHOCsIeecs K UHPEKIMOHHbIM
(u, cefpoBaTesbHO, ABJISAIOLIEECS OJHUM U3 HaUMeHee NIpHeMJIeMbIX 3a00JIeBaHUH [/l 06Cyx/ie-
HUs B o611ecTBe) (Tybepkyé3, BUY u cuduinc), pecnoH/ieHThI ObLJIM MEHee BCEr0 TOTOBbI IPUHATh
JIAaHHOT 0 YeJIOBeKa B KayeCTBe KOJIJIery UM Hada/llbHUKa. Heo6X0MMO OTMETUTD, UTO B HAUMEHb-
el CTeNeHU pecnoHJEeHTbl TaKKe rOTOBbl NPUHATH yesioBeka ¢ JUII wau cunapomom /layHa
(Bpoxx€HHBIMU 3a60JIeBAaHUAMHU, KOTOPble MOXXHO 0OOCYX/J|aThb, TaK KaK BHMHA 3a 3a00JieBaHUA
MOKeT INPHUIMUCHIBATHCSA He JIIJASM C JaHHbIMU 3a060JIeBaHUSIMHK) B KaueCTBe HavyaJbHUKa. boJee,
4YeM C KoJJleraMu ¢ MHQEeKIIMOHHBIMU 3a00/1eBaHUSAMH, HO MeHee, YeM C KOJIJIeraMU C JAPYrUMH
3a60J1eBaHUAMHU, PECIIOH/EHTHI ObIJIM FOTOBBI Pab0TaThb C KOJIJIETaMU C BPOXKJAEHHBIMU 3ab0.Jie-
BaHUSMH, KOTOpPble MOXKHO 00CYk/1aTh, TAK KaK BUHA 3a 3a00JIeBaHUS MOXKeT NIPUIIACBIBATbCA He
JIIO/ISIM € laHHbIMU 3a60s1eBaHusAMU (LI u cunapom JlayHa), a pyruM obcrosiTenbcTBaM. Jlroaen
€ 3a60J1eBaHUSAMHU, FOBOPUTDH O KOTOPBIX MOXKeT ObITh He NIPUHATO U3-3a COLLMAJIbHOM KeJlaTe/IbHO-
CTU (OrpaHHUYeHHas MOJBMXXHOCTb U aCTMa) UJIM 0COOEHHOCTEHN Ky/JbTYpbl (TMIIEPTOHUS, TaCTPUT
Y iMabeT), peCloHAeHThI OblIM 60Jiee TOTOBBI IPUHUMATh B KayeCTBe KOJIJIET UJIM Ha4aJIbHUKOB.

TakuM 06pa3oM, B COOTBETCTBUM C IOCTaBJE€HHOW THUIIOTE30H, AUCKPHMHHALUOHHbIE
HaMepeHHd Ha paboyeM MecTe MPOSABJAKTCA 4allle 10 OTHOLIEHUIO K JIIOAAM C 3a60/1eBaHUAMH,
KOTOpble 00CYXK/JaThb HeJONyCTUMO (TO eCTh K JIIOASAM C UHQPEKIMOHHBIMU 3a060JIeBaHUSIMMU).
['unortese, olHAKO, IPOTUBOPEYUT TO, YTO 10 OTHOILIEHHIO K JiroaaM ¢ JILUII u cungpomom /JlayHa
(3a60s1eBaHUSAMH, KOTOpPblE MOXKET ObITh IPUHATO 06CY>/1aTh U3-3a TOTO, YTO JIKO/ASAM C IaHHbIMU
3a60/1IeBaHUAMU He NPHUIIMCbIBAeTCA BHHA 3a UX HaJW4Me), AUCKPHUMHUHALMOHHble HaMepeHHUs
NpPOSIBJSIIOTCSA Yallle, YeM 110 OTHOLIEHHUIO K JIIOJAM C 3a060JIeBaHUSIMH, KOTOpPble MOXET ObITh He
INPUHATO 06CY>/AaTh M0 TOU UJIM MHOU IPUYMHE (OrpaHWYeHHas MOJBUKHOCTb U aCTMa; UIepTO-
HUS, TaCTPUT U JHabeT).

4. 'unoTesa 0 TOM, YTO N0 OTHOLIEHHUIO K JIIOJAM C BUJAUMbBIMU 3a60/1eBAaHUAMU JUCKPUMMU-
HallMOHHble HAMepeHHUs Ha pabodyeM MecTe MPOSABJSITCA Yallle, YeM 10 OTHOLIEHHUIO K JIFJASAM C
«HEeBUJMMBIMHU» 3a060/1IeBaHUAMHU, NOATBEpAMIACh YAaCTUYHO. B HavMeHblIed CTeNeHU pecrnoH-
JIeHThI OBbLJIM TOTOBBI MPUHATH YesioBeKa ¢ BUY («HeBUAMMBIM» 3a60JieBaHUEM, HAJIUUHE KOTOPOTO
MOXXHO ONpeJleIMTh NMOCPEACTBOM TECTUPOBAHMA) B KadyeCTBe KOJIJIETM WJIM HadyaJbHUKA, YTO
IPOTUBOPEUYUT MOCTaBJIeHHOM rumnorese. Heob6XxoJuMO OTMETUTb, OFHAKO, UYTO PECHOH/EHTHI
Tak)e ObIJIM FOTOBBI IPUHATH YeJ0BeKa C BUJUMBIM 3a060/1eBaHUeM (OrpaHUYeHHOM MOJABHUXKHO-
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ctbio, ALl uau cunpoMoM /layHa) B KayecTBe Hauya/lbHUKA B MEHbLIEN CTENEHU 10 CPAaBHEHUIO
C 4eJIOBEKOM C 3ab60JieBaHUEM, KBUJUMBIM» TOJIbKO B CJy4yae NPUCTYIOB (TUIEPTOHHUS, acTMa U
Ty6epKy/€3), UM C «KHEBUJUMbIM» 3ab60jieBaHUEM (racTpuT, AuabeT U cuduauc). Yto KacaeTcs
TOTOBHOCTH paboTaTh C KOJIJIETOU C onpe/ie/lIeHHbIM 3a00J1eBaHUEM, JIIOJ U C 3a00/1eBaHUAMH Oe3
BUJIMMBbIX CUMIITOMOB (racTpuT, AuabeT U cudUIMC) BOCHPUHHUMAIUCh HAUb0Jiee MOJI0KUTENbHO.

TakuM 06pa3oM, HECMOTpPsSI Ha TO, UYTO «HEBHUJUMOCTb» 3a60/ieBaHUsA (UM €ro 3aMeTHOCTb
TOJIBKO B C/Iy4ae IPUCTYIOB UJIM CX0KUX 3MHU30/0B) Yallle COOTHOCUTCH € 60jiee peJKUM NpOsIB-
JIeHHeM JJMCKPUMHHALMOHHbIX HAMEPEHUH 110 OTHOLLEHHUIO K JIIOAAM C JAHHBIMU 3a00/1€eBaHUAMHU
Ha pabouyeM MecCTe, CylIeCTBYIOT UCKI0YeHus (HanpuMmep, BUY kak «HeBUAMMOe» 3a60/ieBaHuE),
KOTOpbIE, BO3MOXHO, HE0OX0JUMO 00bACHATD, ONIUPAsACh HAa Jpyrue CBOMCTBa 3ab0JieBaHUA (Kak,
HanpuMep, ero cepbe3Hoctb) (Dunn, 2015).

3akK/JIloueHue

[logBoAss UTOTH, MOJIyYEHHbIE Pe3y/bTAThl JOMOJHSIOT TeOPETUYECKOe MoJie, NOATBeP:KAas
TO, YTO 3aMETHOCTb CO CTOPOHBI («BUAUMOCTb») 3a00/1€BaHUS MOJIOXKUTEJbHO CBSI3aHA C HETATHUB-
HbIMU COLMAJIbHBIM YCTAaHOBKaMH [0 OTHOULIEHUIO K JIIOASM C AAHHbIMHU 3a6osieBaHusAMHU (Dunn,
2015), 1 4yTO AAHHAsA 3aKOHOMEPHOCTb COXPAHSETCS B TOM YHCJIe U B paboueM KOHTeKcTe. Kpome
TOTO, ObLJI0 OOHAPYKEHO, UYTO OTHOIIEHUS MEXAY NMPUEMJIEMOCTbIO 00CyX/eHUs1 3a00/1eBaHUS U
HETaTHBHBIMM COLIMAJIbHBIM YCTAHOBKAMM [0 OTHOLIEHUIO K JIFO/JISIM C JAaHHBIMU 32060J1€BaHUSIMHU
HeJIb3sI Ha3BaTh OJJHO3HAYHBIMH.

B paMKax 3TOro uccjie/joBaHHs OblJIO TaKXe YCTAaHOBJIEHO, YTO JIIOAHW C PA3JIMYHBIMU pU3HYe-
CKMMHU 3a60JIeBaHUSIMU MOTYT ObIThb MOJBEPKEHBI JUCKPUMUHAIIMM HA paboyeM MecTe B pa3HOU
CTeNeH!U, MPHUYEM BEPOSTHOCTb JUCKPUMHUHALIMOHHBIX HAMEPEHUN He CBsi3aHa OJJHO3HAYHO HHU C
BU/JIUMOCTBI0, HU C IPUEMJIEMOCTbIO 006CyXK/jeHUs 3a60/1eBaHUsl. JlaHHbIe pe3yJibTaTbl N03BOJISAIOT
clieslaThb BBIBOJ O TOM, YTO C BOCHPUSITUEM TeX WM HUHbIX QU3UYECKHUX 3a00JeBaHUN OoJiee
NO3UTUBHO WJIM HEFaTUBHO W, COOTBETCTBEHHO, C MOCAEAYIOIEN NJUCKPUMUHAIIMEN HA pabouyeM
MecTe JIIo/IeN C JAaHHbIMHU 3a00JIeBaHUSIMU CBSI3aHbI APyrhe CBOMCTBA 3a60JIeBaHUN, KOTOpPhIE He
ObLJIM PACCMOTPEHbI B paMKaxX JAHHOU pabOThI.

TakvM 06pa3oM, OJJHUM U3 OrPAaHHUYEHUM JAaHHOU pPabOThl SBJSETCA TO, YTO B UCCJIeN0BAHUU
ObLIM 3aTPOHYThI TOJIBKO JjBa M3 MHOXeCTBa (PaKTOPOB, OT KOTOPbIX MOXKET 3aBUCETb CTEINEHb
JUCKPUMMHAIIMU HAa paboyeM MecTe — MPUeMJIEeMOCTb 06CYXAeHUS1 3a00/1eBaHUsI U er0 BUUMOCTb.
CBf13b COLMa/IbHBIX YCTAHOBOK MO OTHOLIEHUIO K JIIOJISIM C ONpeie/IEHHbIMU GpU3NUEeCKUMU 3a60J1€e-
BaHUSIMH U GAKTOPOB, Bbl/IEJIEHHBIX B UCCJIEJOBAHHUSIX paHee — HAMPUMeD, C 3apa3HOCThIO, peJicKa-
3yeMOCTbI0 U CepbE3HOCTHIO 3a60sieBaHus (Dunn, 2015), — B JaHHOM paboTe He pacCMaTpPUBAJIACh.
M3y4deHue TOTo, KaK JJaHHbIe PAaKTOPbI CBSI3aHbI C BOCIPUSATHEM TeX UJIU UHBIX 3a00/I€eBaHUHN, MOXKET
ObITb OJHUM W3 HalpaBJIEeHUU AJs1 OyAylLIUX MCCAe/JlOBaHUM B JaHHOM ob6JiacTd. B manbHeuux
M CC/Ie/IOBAaHUSIX TAKXKe MOXKHO 0O6paTUTh BHUMaHHE HAa KOHTPOJIUPYEMOCTb (MIPHUOOPETEHHOCTD UJIH
BPOX/IEHHOCTB ) 3260/IEBAaHUSI KAK BO3MOXXHBIM PAaKTOP, CBSI3aHHbIH C COI[MaIbHBIM YCTAHOBKAMHU MO
OTHOLIEHUIO K JIIO/JAM ¢ PU3UUYECKUMU 3a60/IeBaHUSIMU — TaK KaK B CIy4ae BOCIPHUSTHS 3a60JeBa-
HUSl KaK KOHTPOJIUPYEMOTO YeJI0BEKY MPHUIMCHIBAETCS OTBETCTBEHHOCTDb 32 €ro HaJIMyue, a 60Jib-
IIMHCTBO PH3UUECKUX 3260JIeBaHUM BOCIPUHUMAIOTCSA KaK HEKOHTPOJIUPYEMbIe, 1J151 yCTAaHOBJIEHUS
TOTO, KaK JJaHHbli pakTop BocnipuHumMaeTcs (Chan et al, 2005; Dunn, 2015).

B kauyecTBe BTOPOTO OrpPaHUYEHHS] MOXKHO BbIJIEJIUTh TO, YTO 3HAYUMbIH BKJAJ B CTHUT-
MaTU3aLU0 Joged ¢ GU3niYecKUMU 3ab0JieBaHUAMU (M, C/Ie[l0BaTeJbHO, B UX MOCIAEAYIOILYI0
JUCKPUMUHAIMIO) TaKXKe MOXKeT BHOCUTb He PAaCCMOTPEHHYIO B paMKax JAHHOIO MCCJe0BaHUS
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yOeXAEHHOCTb B TOM, YTO T€ UJIU MHbIE YeJ0BeYeCKHe KauyeCcTBa SIBJISIIOTCS HEM3MEHHbIMHU, OCHO-
BOMOJIarallUMU U ONpeeslMMU COLMaJbHY0 UJEHTUYHOCTh UHAMBUAA (Bastian, Haslam,
2006). Tak kak B JAaHHOM HCCJIe[JOBAHUU HE PAaCCMAaTPUBAJIMCh CYyIIIHOCTHbIE BEPOBAHUSI PECIIOH-
JIEHTOB B OTHOIIEHWHM (PU3HUYECKUX 3a00JIeBaHUH, HEBO3MOXHO CJleJIaThb BbIBOJbI O CBSI3U 3TOTO
dakTopa c AMCKpUMUHALMEN JtoZier ¢ PU3UIeCKUMU 3a60/1eBaHUSAMU. ITO SIBJSIETCS OrpaHUYe-
HUEM, TaK KaK CyUIHOCTHbIe BepPOBAaHUS CBSI3aHbl C pa3HULEW B BOCIPUATHUU 3abosieBaHui. Jltoau
C BPOXAEHHBIMU 3200JIEBaHUSIMU B 11€JIOM MO/ BEPTAIOTCS 60JIbIlENH CTUTMATHU3ALMH, YEM JIIOJU C
NpUOOGPEeTEHHBIMU 3a00J/IeBaHUSIMHU, OJHAKO CYIECTBYIOT Pa3JiMyvs B TOM, KaK 3CCEHIMAINU3M U
CTUTMaTU3allMs CBSI3aHbl MEX/ly COO0M B KOHTEKCTe BPOXK/JEHHBIX U TPUOOPETEHHBIX 3a060J1eBa-
Hul (Bogartetal, 2019).

CTUrMaTHU3aIyIo M0 OTHOLIEHHUIO K JIIO/ISIM C BPOXK/IEHHbIMM 3a60/IeBaHUSIMU NPe/ICKa3bIBaeT
3CCeHIMaJU3M U TEHJEHIMSl NPUNKChIBATh YeJIOBEKY BUHY 3a ero 3aboJieBaHMe, B TO BpeMsl KakK
Ha CTUTMaTH3aIUI0 10 OTHOIIEHUIO K JIIOASAM C MIPUOOPETEHHBIMU 3a60/IEBAHUSIMU BJIUSIET TOJbKO
npunuceiBaemasi BuHa (Bogart et al., 2019). 3xecp, ofHaKo, HE06XOAUMO OTMETHUTH CIAEAYIOIUN
MOMEHT: B TOM CJiy4yae, ecjJii 3a60JieBaHHsl pacCMAaTPUBAIOTCS He C CYIIHOCTHOW TOYKU 3peHHs,
Joay, obyajamuiie NpuoOpeTEHHbIMUA 3a00/€BaHUSIMH, MOTYT NOJBEPraThbCs CTUTMaTU3aLUU,
TaK KaK OHU SIBJISIFOTCS IPUMEPOM TOTO, YTO MOJJ06HOE MOXKET CAYIYUThCS ¢ KakAbiM (Bogart et al.,
2019). HanpoTus, py pacCMOTPEHUH NPUOOPETEHHBIX 3a60/IeBaHUs C MMO3UIUU ICCEHIIMATU3MA,
JIIOJIU CKJIOHHbI BOCTIPUHUMATh UX KaK HEUTO, IPOUCXO/slIee C APYTUMH, a He YTPOXKaIee JUIYHO
¥M, YTO CBSI3aHO C MeHbIlIed BEpPOSITHOCTbIO TOTO0, YTO YeJOBEKY OyAeT MpUIMCaHa BUHA 3a €ero
3abosieBaHue (Bogart et al., 2019).

OrpaHuyeHUEeM SBJISIETCS TaKXKe TO, YTO B JJaHHOM HCCJeJ0BAaHHWM He Obljla paccCMOTpeHa
BO3MOXKHasl CBSI3b COLMAJ/IbHO-AeMorpadpudeckux GakToOpoB C NMpeACTaBIeHUSIMU 0 GU3UYECKUX
3a6o0sieBaHUsAX. ColpasibHO-AeMorpadpruueckrie GpakTopbl He SBJSIOTCA 3HAYMMbIMU IIOKa3aTe-
JIIMH, TpeJICKa3bIBAOIIMMKU COIlMaJ/IbHblE YCTAHOBKU K MHOT006pa3uio Ha pabo4yHxX MecTax, HO
TaK KaK OHM NpeJiCKa3bIBAIOT COllMa/IbHblE YCTAHOBKU B OTHOLUIEHWU K MHBAJUJHOCTH, BO3MOXKHA
MX CBSI3b C COIIMAJIbHBIM YCTAHOBKAMHU 10 OTHOIIEHHUIO K JIIOASAM ¢ PU3UYECKHMU 3200/1€BaHUSIMU
(Anglim et al., 2019; Dunn, 2015).

[IpyHrMas BO BHUMaHUe JJaHHblEe OTPaHUYEHHS, MOXKHO BCE Ke MPeAI0JI0XKHUThb, UYTO Pe3yJib-
TaThl JAHHOTO MCCJIe[O0BaHUS B OYAyIleM MOXHO HCIOJb30BaThb AJis Pa3pabOTKU MpOrpamw,
HalpaBJIEHHbIX Ha CHI)KEHWE CTUIMaTH3alldu M, KaK CJe/ICTBHE, JUCKPUMHHAILUK Ha pabouyeM
MecCTe, B TOM YUCJIe IPOrPaMM MPOCBEIeHHs O TeX UJIM HHbIX PU3NUYECKUX 3a060J1eBaHUSX C 1[eJIbI0
yMeHbllIeHHs X TabyHPOBAaHHOCTHU B 0OI1IECTBE.
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IIpuoxenue

Ta6anua 10. [TonapHble cpaBHeHUs ([yp6uH — KoHoBep) no 0NyCTUMOCTH OGCYX/AEHUSA U
BUJIMMOCTH 3a00JIeBaHUU

HJonmycTumocTn Bupumoctpb
3abonesanne 3abonesanne
CraTtucTuka P CratucTuka p
Ivnepronus Tactpur 85 396 3.10 002
[unepTonusa OrpaHnyeHHas MOABVKHOCTD 4.90 <.001 11.41 <.001
[vnepronus O 8.62 <.001 12.21 <.001
[nnepronus Tybepxynés 1.09 <.001 .62 .536
[vnepronus Act™a 3.51 <.001 1.08 278
[vnepronus B4 11.80 <.001 6.42 <.001
Ivnepronus Iuabet 1.37 171 1.43 153
Innepronusa Cunpgpowm JlayHa 6.88 <.001 1.88 <.001
[unepronua Cudmnmmc 11.97 <.001 1.98 .048
Tactpur OrpaHndeHHasA NOABYKHOCTD 4.05 <.001 14.51 <.001
Tactpur JIITI 7.77 <.001 15.31 <.001
TacTpur Tybepkynés 9.24 <.001 2.48 .013
TacTpur AcT™a 2.66 .008 4.18 <.001
Tactpur B4 1.95 <.001 3.32 <.001
Tactpur Iuaber .52 .603 1.67 .095
TacTpur Cunpgpowm JlayHa 6.03 <.001 13.98 <.001
Tactpur Cudmmic 11.12 <.001 1.12 .263
OrpaHudeHHas IOABIDKHOCTD HOLIT 3.72 <.001 .79 429
OrpannyeHHas HOBIDKHOCTD Tybepxynés 5.19 <.001 12.03 <.001
OrpaHnyeHHas MOABYDKHOCTD AcT™a 1.38 167 1.33 <.001
OrpaHnyeHHas MOABYDKHOCTD B4 6.91 <.001 17.84 <.001
OrpaHnyeHHas MOABYDKHOCTD Huabet 3.53 <.001 12.84 <.001
OrpaHnyeHHas MOABYDKHOCTD Cunppom Jlayna 1.98 .048 .53 .594
OrpaHnyeHHas MONBYDKHOCTD Cudmmic 7.07 <.001 13.39 <.001
OIT Ty6epxymnés 1.47 141 12.83 <.001
JLIT Actma 5.11 <.001 11.12 <.001
JLIT B4 3.19 .001 18.63 <.001
JLIIT Iuaber 7.25 <.001 13.64 <.001
HOLIIT Cunpgpowm JlayHa 1.74 .082 1.33 .185
JLIT Cudumuc 3.35 <.001 14.19 <.001
Ty6epxynés Acrma 6.58 <.001 1.70 089
Ty6epxynés B 1.71 087 5.80 <.001
TyGepxynés AnatGer 8.72 <.001 81 419
TyGepxynés Cunppom Jlayna 321 001 11.50 <.001
Ty6epkynés Cudmmmc 1.88 .061 1.36 174
ActMa B4 8.29 <.001 7.51 <.001
ActMa Iuaber 2.14 .032 2.51 .012
AcTMa Cunpgpowm JlayHa 3.36 <.001 9.80 <.001
Actma Cudmmmc 8.45 <.001 3.06 .002
B4 Juabet 1.43 <.001 4.99 <.001
BIY Cunpgpowm JlayHa 4.93 <.001 17.30 <.001
B4 Cudumuc .16 .870 4.44 <.001
Iuabet Cunpgpowm JlayHa 5.51 <.001 12.31 <.001
Iuabet Cudmnmmc 1.60 <.001 .55 .582
Cunppom JJayna Cudmmic 5.09 <.001 12.86 <.001
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Abstract. Purpose. The general goal of this study is to compare the existing attitudes towards people
with different physical illnesses and also to identify differences in workplace discrimination against
people with specific physical illnesse. Study design. A survey was conducted. N = 1238 (51.62%
women, 48.06% men, 0.32% of respondents did not indicate their gender, M, =36.00,5D, = 11.84).
79.32% of respondents do not have relatives or close people with disabilities and 20.68% do have
them. Perceptions of physical illnesses were measured using five questions that were based on a study
by Bonaccio et al. (2020). First, a correlation analysis was conducted. Second, the Friedman test and
Durbin — Conover post-hoc test were performed. Next, ANOVA was conducted using the Bonferroni
test for multiple comparisons. Results. Only the correlation between the visibility of the illness and
willingness to work with a colleague with this illness is insignificant, while correlations between the
other variables are significant (p <.001 or p <.01, respectively). There are significant differences in the
perception of physical illnesses both in regard to visibility of an illness (¥ =419.53,df=9, p <.001) and
to acceptability of discussing an illness (x? = 260.19, df =9, p <.001). The Durbin — Conover post-hoc
test indicated that it is possible to identify the groups of physical illnesses in which the means do not
differ significantly. The ANOVA results indicated that according to acceptability of discussing an illness
and visibility of an illness, there are statistically significant differences in the possible negative impact
of an illness on work (F(3; 946) = 9.06, p < 0.001, n? = 0.03 u F(3; 946) = 18.98, p < 0.001, n? = 0.06,
respectively), in willingness to accept a person with a certain illness as a colleague ((F(3; 946) = 90.40,
p<0.001,7%=0.22 u F(3; 946) = 8.41, p < 0.001, n? = 0.03, respectively)and in willingness to accept a
person with a certain illness as a boss (F(3; 946) = 149.39, p < 0.001, n?=0.32 u F(3; 946) = 8.80, p <
0.001, 7%= 0.03, respectively). Findings. The visibility of an illness is positively associated with negative
attitudes towards people with these illnesses, which corresponds with previous studies (Dunn, 2015).
The relationship between the acceptability of discussing an illness and negative attitudes towards
people with these illnesses is ambiguous. People with various physical illnesses may be discriminated
against in the workplace, and the likelihood of discriminatory intentions toward people with physical
illnesses is not unambiguously related to either the visibility or the acceptability of discussing an
illness. To conclude, other characteristics of illnesses that were not considered in this work may be
associated with the more positive or negative perception of certain physical illnesses and, respectively,
with following discrimination of people with these illnesses in the workplace. The scientific novelty
of this study consists in comparing existing attitudes towards people with different physical illnesses,
while taking into account the context of workplace discrimination.

Keywords: workplace discrimination, perceptions of physical illnesses; prejudice.
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Abstract. Purpose. The purpose of the study is two-fold: first, to translate the interpersonal solidarity
scale and willingness to communicate (WTC) scale and adapt these measures to the Russian context;
second, to investigate the relationship between WTC and peer-to-peer solidarity and supervisor-
subordinate solidarity on a Russian sample. Methodology. Stage 1 involves: forward translation,
synthesis, back translation, cognitive interviews, revisions, and pilot data sampling. Stage 2 employs
factor analysis to group the scales’ items into distinct categories of solidarity and WTC and correlations
to analyze the relationship between the elements of WTC and peer-to-peer solidarity and supervisor-
subordinate solidarity. Data collection method involves formalized questionnaires with employees
across various occupations and organizations in the Russian Federation. The sample includes 220
people (37% male, 63% female), representing various Russian organizations. Findings. We revealed the
relationship between the elements of WTC and peer-to-peer solidarity: higher level of willingness to
communicate corresponds to a higher level of peer-to-peer solidarity (Somers’ D =.179 at p <.05). WTC
does not relate to supervisor-subordinate solidarity. So, we suppose that the employee can be unwilling
to communicate, or it does not matter whether he or she has to communicate with their leader. The link
between the variables of age and interpersonal solidarity in relation to the supervisor (Somers’ D =.124
at p <0.05) requires further investigation and explanation. The older the employee, the higher their level
of solidarity with the supervisor is. Young employees are less engaged in work and corporate culture in
Russian organization even when itincludes events and induction programs to young specialists, activities
to retain and attract them. Value of results. Applications may indicate the possibilities of managing and
influencing the interaction between supervisors and subordinates at workplace.

Keywords: communication at workplace, interpersonal solidarity, willingness to communicate, peer-to-
peer solidarity, supervisor-subordinate solidarity.

Introduction

Communication among employees and communication between supervisor and subordinates
is an important element of the production activity of any organization. The efficiency of the
organization depends on how workers interact and communicate. It has become imperative for all
employees to possess strong communication skills to carry out daily job responsibilities. The failure
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to communicate effectively within an organization is detrimental to the success of that organization
since poor communication or the lack of it may create corporate stress, which is likely to lead to
lower productivity (Fulmer, 2010; Pierce, Gardner, Dunham, Cummings, 1993). On the contrary,
specific organizational outcomes might be fostered because of willingness to communicate effects
(Richmond, Roach, 1992).

Today the study of communication processes in the organization is becoming in demand for
a number of reasons. The pandemic caused the rapid transition into the online space. First, these
changes reduce the interaction between colleagues (Lal, Dwivedi, Haag, 2021). Second, they increase
psychological stress and job dissatisfaction (Kaur, Sinha, Chaudhary et al., 2021). Third, they expand
the individual responsibility of the employee for the work performed. Under such circumstances,
the interaction between employees, the ability of the leader to form a team and maintain a high
level of interaction in it, become especially valued. Moreover, although teamwork is an important
professional quality of a modern worker, due to enhanced individualism, employees are increasingly
avoiding communication. This means it is more difficult for employees to work in a team. This
challenge as a transition to work from home and the emergence of remote forms of work requires
new study approaches to communication at the workplace.

To communicate with colleagues and managers, the employee must be internally prepared,
i.e. his or her shyness should be less than the desire to enter into communication to solve certain
work issue. Willingness to communicate (WTC) is a psychological characteristic of a person’s inner
desire to communicate with the people around them (Syed, 2016). Therefore, WTC is a prerequisite
for entering communication at workplace. In addition, the established relations of interlocuters
(employees) influence the communication process in a group or team — the more employees feel
similarity with each other and the more similarities they find, the sooner they begin to communicate.
This provides interpersonal solidarity in communication. Also communication between a leader
(supervisor) and a subordinate influences organizations because subordinates’ involvement in work
and openness to communication depends on what communication strategies the leader chooses and
forms (Kelly, MacDonald, 2016).

Thus, we have identified two essential elements of communication in the workplace: solidarity
and willingness to communicate. These two characteristics can explain why employees can or cannot
communicate with each other at work. However, since the involved internal feelings are very personal
and difficult to assess, measuring communication has become a critical, yet challenging task. The
purpose of this paper is to approach this task by employing two generally accepted measures of
communication at workplace — willingness to communicate and solidarity — at a sample of Russian
employees.

Willingness to communicate

The impact of a good psychological environment and interaction between employees are
found to be significant, hence, they can be measured by economic results using indicators such as
quality, productivity and profitability (Rathee, Rajain, 2020). Many researchers, who investigate
how communication influences organizational effectiveness, find a direct link between effective
communication and organizational productivity (Farmer, Slater, Wright, 1998; Uka, 2014; Musheke,
Phiri, 2021).

However, communication is important not only for organization. Employees feel communication
and understanding as a crucial element of work. Workplace communication can mitigate conflict,
enhance employee engagement, create better client and partner relationships, and make work more
productive and less stressful (Boljanovi¢, Stankovi¢, 2012; Deep et al., 2016; Mishra et al., 2019).
Moreover, studies in supervisor-employee communication also find positive outcomes. Effective
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organizational communication is directly linked to the increased employees’ trust in management
and the organization and is indirectly related to the satisfaction of employees’ psychological needs
“for competence and relatedness” (Men, Qin, Jin, 2021). Also, during the COVID-19 pandemic, with
the demands for work from home, the employees’ need for supervisor support, care and trust has
increased (Lee, 2021; Sutarto et al,, 2021).

Initially, ]J. K. Burgoon considered the negative side of WTC, i.e. unwillingness to communicate
(Burgoon, 1976).]. C. McCroskey and J. E. Baer adapted this category on the positive side and renamed
it to a willingness to communicate (McCroskey, Baer 1985). P. D. MacIntyre argued that these two
concepts could be seen as opposite sides of one trait (Maclntyre, 1994). Therefore, willingness to
communicate can be defined as the likelihood for a person to decide to initiate communication, or a
person’s intention to communicate (McCroskey, Baer, 1985; McCroskey, 1992). It has been suggested
that a willingness to communicate functions as a personality trait, demonstrating stable individual
differences over time and in different situations (Maclntyre, 1994). Nevertheless, WTC is also
determined by situational variables, precisely “WTC is a disposition, similar to a trait that can be
influenced by situational factors” (McCrosky, Richmond, 1990; Roach, 1999). From the intercultural
perspective, willingness to communicate measure is found to produce mixed results, also in terms
of validity (Sallinen Kuparinen, McCroskey, Richmond, 1991). In this respect, Russian population is
under-investigated in terms of communicative behavior. Only a small fraction of international students
of Russian background was questioned about WTC (Kassing, 1997). The purpose of this study is to
fill the gap by applying the measure of WTC to a sample of employees in Russian organizations.

Solidarity

The paper considers the features of interpersonal solidarity as one of the important aspects
of mutual understanding of employees in the workplace (Morgan, Pulignano, 2020). Interpersonal
solidarity is a sense of closeness between people that develops as a result of shared feelings and
similarities. Interpersonal solidarity is an affective (emotional) area of interpersonal relationships.
Solidarity is viewed from different angles and has different definitions. For example, it may refer
to intimacy in relationships, psychological intimacy, and rapport and understanding (Baus, Allen,
1996; Gremler, Gwinner, 2000; Wheeless, 1976). P. MacDonald with colleagues proposed the model
of solidarity in workplace between the supervisor and the subordinate (MacDonald et al., 2019).
It considers the influence of solidarity between a manager and a subordinate on job satisfaction,
motivation and burnout of subordinates. Perceived solidarity in organizational peer relationships
examined the correlation with self-disclosure and trust (Myers, Johnson, 2009). Following this
overview, the construct of solidarity in this study includes solidarity between colleagues and
supervisor-subordinate solidarity.

For instance, in the workplace, where subordinates feel low solidarity with their supervisors,
there is less frequent supervisor-subordinate communication and the fear of the leader (Diefendorff,
Morehart, Gabriel, 2010; Milliken, Morrison, Hewlin, 2003). In addition, the dynamics of solidarity
in supervisor-subordinate relationships is unique. The legitimate power of superiors gives them
complete control over formal or informal communication in their relationship with subordinates
(MacDonald et al., 2019; Sanders, Schyns, 2006). This means that even if the subordinate wishes
to build solidarity, often they cannot take the first steps towards it. On the contrary, a subordinate
should wait until their supervisor reduces the formality of their interaction, allowing interpersonal
conversation to take place. Thus, the assessment of the degree of solidarity of a subordinate with
their leader is regarded as an assessment of the interpersonal communicative behavior of the leader
(Kelly, MacDonald, 2016).

Furthermore, solidarity affects the workplace. Lack of solidarity between co-workers reinforces
impoliteness in the workplace and leads to dissatisfaction with the organization (Itzkovich,
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Heilbrunn, 2016). P. MacDonald, S. Kelly with colleagues found that executive solidarity leads to
increased job satisfaction, which ultimately reduces subordinate burnout (MacDonald, 2019; Kelly
et al,, 2018). Organizational culture determines the level of solidarity. This is most powerful when
leaders encourage informal communication. An organization that encourages upward and downward
communication among its members increases positive relationships within and promotes solidarity.
Consequently, solidarity is positively associated with perceived closeness between members of an
organization (Wheeless, 1978; MacDonald et al.,, 2019).

Colleagues who are mutually dependent, formally and informally, within the organization
perceive greater solidarity with each other. Organizational teams that share responsibility for tasks
among all team members have higher inter-member solidarity than teams that do not promote
a culture of interdependence (Koster et al.,, 2007). While how well team members work together
does not equate to workplace solidarity, adding extra hours to work is positively associated with
employees’ perceptions of vertical solidarity (Sanders, Emmerik, 2004; Sanders, Schyns, 2006).
Colleagues with a high level of solidarity relate better to their bosses (Hodson, 1997).

Moreover, solidarity has an impact not only on employees. Organizational success depends
on solidarity between supervisors and subordinates, characteristics of solidarity perceived by
subordinates, because solidarity dictates open communication (Sanders etal., 2006). Supervisors are
influencers/sources of power for solidarity in the boss-subordinate relationship (Sanders, Schyns,
2006). Low solidarity causes subordinates to withhold negatively perceived emotions, such as anger,
while subordinates with a high degree of solidarity feel encouraged to openly display positively
perceived emotions, such as happiness (Diefendorf, Morehart, Gabriel, 2010). This openness and
comfort of communication is likely to be related to the job satisfaction of subordinates.

From the intercultural perspective, the level of interpersonal solidarity is influenced by the
different emphasis on oral communication in low and high context cultures, and by different norms of
communication within groups and with outside groups. Interpersonal distance, predisposition toward
communication, communicative understanding and communicative competence of the interlocutors
depend on solidarity (Allen, O’'Mara, Long, 2014). When interacting interculturally, self-reported
communication competence decreases alongwith confidence and solidarity. Furthermore, the published
research on applied WTC and solidarity models supports established theoretical correlations in public
and state institutions, public sector at a regional level, tourism and hospitality industry (Ansari, 2023;
Zalivanskiy, Samokhvalova, Golikova 2018; Daskin, Pala, 2023; Saniyat, Leyla, 2024).

Interpersonal solidarity measure consists of different definitions and items. L. R. Wheeless
considered the concept of solidarity as a psychological intimacy with nine items (Wheeless, 1976).
P. MacDonald with colleagues deal with the role of supervisor communication in the workplace, as
subordinates are unable to initiate solidarity (MacDonald et al., 2019). Furthermore, researchers
revised Wheeless’ Solidarity Scale and used a 12-items measure with a seven-point Likert-type
response scale ranging from Disagree Strongly to Agree Strongly.

Peer-to-peer solidarity and supervisor-subordinate solidarity for Russian organizations

After the collapse of the Soviet Union, great socio-economic changes had a significant impact on
organizations and organizational culture in Russia. Previously, the Soviet economy had centralized
state planning and administrative decision-making. As a result, the Soviet system assumed an
authoritarian leadership style, and employees had to share responsibility for the operation of the
enterprise (Temniczkij, 2003). Today we see two types of organizational culture in Russia.

The first group of enterprises have values and attitudes characteristic of the Soviet system,
such as long-term stability and job security. Employees of these companies are more concerned
about friendship, social contacts and equality at work. The management of companies relies on
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the solidarity of subordinates, close personal relationships between employees. Often this group of
enterprises includes large companies in metallurgy, chemistry, energy, etc.

The second group consists of companies with open communication and democratic values.
Employees possess shared values, individual rivalry and clear personal interests. This group includes
the service and consumer goods sectors, including IT and communications, retail, banking and
recreation (Yaremchuk, 2020). Overall, solidarity in the first group of organizations is the solidarity
with company while the second group represents interpersonal solidarity among co-workers.

Organizational culture in Russia has some specific features because of the national culture. For
example, Russians prefer to work in groups rather than individually and they have been taught to
value group loyalty and the protection it offers, and to avoid standing out (Puffer, 1994). Another point
is that companies have traditionally been very hierarchical, and Russian business is characterized
by vertical coordination. However, lateral coordination can become a problem if employees do not
see their role and are never explained organizational goals. As a result, employees cannot see the
whole picture and their role in achieving the organizational goals. Also, the flows of information
in the organization depends on the degree of perception of the hierarchy. A diluted information
environment indicates a lack of trust in superiors. Subordinates are often left in an information
vacuum or with dosed (fragmentary) information for security reasons. Similarly, upstream messages
sometimes intentionally distort or embellish the data out of fear. As a result, misunderstanding can
lead to mutual distrust, psychological stress and moral dissatisfaction.

To sum up, there is a conflicting type of Russian organizational culture, since it combines
competing values such as openness and closeness, collectivism and individualism. As soon as
solidarity among employees depends on hierarchical organizational structure and the degree of
trust, it is important to study supervisor-subordinate solidarity vs peer-to-peer one in their relation
to WTC. Both WTC measure and solidarity measure have not been applied to the Russian context
before. That is why the purpose of this study is two-fold: first, to translate the interpersonal solidarity
scale and willingness to communicate scale and adapt these measures to the Russian context; second,
to investigate the relationship between WTC and two kinds of solidarity — peer-to-peer solidarity
and supervisor-subordinate solidarity on a Russian sample.

Methodology

The study includes two stages: cultural adaptation stage and the main study of the link between
WTC and solidarity. We used two empirically derived scales in the questionnaire: willingness to
communicate (WTC) and interpersonal solidarity. Surveys were prepared first in English and then
translated into Russian. Native speakers of Russian translated it, followed by bilingual speakers
conducting back-translation. The English version of the interpersonal solidarity and willingness
to communicate scales was translated into Russian. Adaptation process was used to translate
the interpersonal solidarity scale from English to Russian: forward translation, synthesis, back
translation, cognitive interviews, revisions, and pilot data sampling.

Stage 1. Cultural adaptation

The interpersonal solidarity scale questionnaire

The interpersonal solidarity scale questionnaire consists of 13 items, divided into subscales
of distance / closeness (“We are very close to each other”), trust / disclosure (“I trust this person
completely”) and frequency of interaction (“I interact / communicate with this person much more
than with most people | know”) (MacDonald et al., 2019). Two statements are binary and opposite.
All items have a seven-point rating scale (“1” — “Disagree” to “7” — “Agree”). In the Russian version
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we have slightly changed the last sentence in the directions — “Please indicate how much you
agree that the following statements describe you” into “Please indicate how much you agree that
the following statements” (“YkakuTe, HACKOJIbKO BbI COIVIACHBI CO CJEAYIOIIMMU YTBEPXKAEHU-
aMu”), omitting “statements describe you”. Following the instructions and reading the statements,
contextually referring to self-description in the statements provided is excessive and does not fit the
standards of the Russian language.

The cross-cultural adaptation process

A six-stage translation and adaptation process was used to adapt the interpersonal solidarity
scale from English into Russian: forward translation by two different translators, synthesis, back
translation, cognitive interviews, revisions, and pilot data sampling.

Forward translation. The forward translation of the scale and directions, statements, and
the poles of responses, was performed by two independent translators. The translators were all
officially diploma qualified, both translators were bilingual, with Russian as their native language.
Each translator provided a written translation, containing highlights of challenging phrases and
uncertainties, and considerations regarding their word-choice and phrasing.

Synthesis. The results of both translations were compared by three researchers and difficult
issues were discussed until consensus among the researchers was reached. Examples of difficulties
included “I love this person”, “We do a lot of helpful things for each other” and “We share some
private ways of communicating with each other”. The verbs of affection such as “love” in the Russian
language may bear the different degree of intensity, not suitable for the context. Translating idiomatic
phrases “to do things” and “to share private ways” require the search for exact words, which means
going back to the papers describing the theories behind the development of the scale. This should
have ensured that the theoretical constructs were not altered. At the synthesis stage discrepancies
between the English and translated versions were identified and discussed. Also, semantic, idiomatic,
experiential and conceptual equivalences were evaluated. Again, a written record documented the
discussion and consensus process, the discrepancies, and how the discrepancies were resolved.

Back translation. One Russian questionnaire of the interpersonal solidarity scale was then
back-translated into English by two other independent translators. Both translators were bilingual,
with English as their native language. One translator is professionally certified, the other translator
has many years of experience in communication and language research. Each translator provided
a written translation, containing challenging phrases and uncertainties, and considerations for
their decisions. The results of these two translations were compared by three researchers. The two
translations from Russian into English were found to be very similar to each other, with few and
minor discrepancies.

Harmonization. The Russian version was then scrutinized by the authors, and three independent
researchers checked for discrepancies, typos, grammatical and content issues. The translation was
also formatted in a way to match the standards of the Russian language. At the harmonization stage
the decision was to accept the pre-final Russian translation of the scale.

Cognitive interviews. The pre-final Russian version of the scale was then tested on twelve
participants that had no previous knowledge of the interpersonal solidarity scale or the translation
process. The scale was assessed for comprehensibility and each participant was asked by the authors to
complete the translated questionnaire. Thereafter the respondents were asked if they had understood
each of the questions, response options and directions to the questionnaire. In addition, they were
asked to describe in their own words what the questions meant and suggest alternative wording
and phrasing for any statement that were not quite clear. Testing the questionnaire’s usability, the
results indicated that all twelve participants understood the meaning and content of the directions,
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instructions, statements, and response options in accordance with the researchers’ intentions. The
participants found the questionnaire easy to fill in and the amount of time to fill in was short enough.
The layout, introduction, instructions and response alternatives were seen as clear and straightforward
by the participants. Although the participants in the test understood the questions, they all commented
and reflected on the questions and the questionnaire itself and shared their own experiences. The
questions were perceived as stimulating discussion and self-reflection. Some of the phrasing of
individual questions and some words were interpreted as too personal. Alternative wordings were
offered by five participants. These suggestions were summarized by the authors.

Revision. Based on cognitive debriefing two statements, 13 items were subject to alterations.
In Item 11 (“We do a lot of helpful things for each other”), the wording “to help” was perceived
as too narrow. In Item 12 (“We share some private ways of communicating with each other the
respondents had difficulties understanding the meaning of “private ways of communicating”. Slight
wording changes to clarify the questions were made after consideration and discussion at the
research seminar.

The procedure and the participants in the pilot testing

The final version of the questionnaire was administered to two groups of employees in two
selected organizations in Perm region, one — in higher education for non-academic positions and
another — in service industry for a variety of positions in organizational ranking. All data were
collected using online forms in January 2020. A total of 30 people participated in the pilot test on the
online form, to estimate the completion.

Ethical statement. Before the pilot test data collection, all participants were informed
about the aims of the study and the protection of personal data and confidentiality guarantees,
non-discrimination, without remuneration, and the right to withdraw from the study. They were
informed that participation in the pilot was voluntary and that the individual responses would be
treated in confidence and anonymized. The study uses aggregated results only. These steps comply
with the code of ethics in HSE University.

Stage 2. Main study

The willingness to communicate theoretical construction derives from work by J. K. Burgoon
on unwillingness to communicate, C. D. Mortensen, P. H. Arntson, and M. Lustig on a predisposition
to verbal behavior, and J. C. McCroskey and M. P. Richmond on shyness (Burgoon, 1976; McCroskey,
Richmond, 1982; Mortensen, Arntson, Lustig, 1977). All the measures are based on an assumed
propensity for communication. Willingness to communicate scale contains 15 items, each item was
rated from “1” — “totally disagree” to “7” — “totally agree”. The scale has shown high reliability in
this study: Cronbach’s alpha =.95 (Croucher, Kelly, in progress).

Interpersonal solidarity is the psychological result of the holistic perception of interpersonal
communication and the self-disclosure of another person (MacDonald et al., 2019). While solidarity
itself is not a form of communication, it is a psychological result of interpersonal communication
and self-disclosure, which develop trust and a sense of synchronicity between communicators
(Kelly, MacDonald, 2016). Solidarity Scale consists of nine, seven-interval Likert-type statements
(Wheeless, 1976). These are developed on the basis of their content validity for measuring the
criterial attributes of the construct (Wheeless, 1976). Reliability for the solidarity measure in this
study was .89.

Data collection

In the sample of 220 people, 37% are men (n = 81) and 63% are women (n = 139). An online
questionnaire was administered to subjects across various occupations and organizations in Russia.
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All the participants are the employees of Russian organizations. The age of the respondents is from
18 to 66 (mean = 35.8) years, and the average length of service (tenure) for the sample is 8.6 years.
The main employment domains are represented as follows: sales (21%), medicine (19%), skilled
work (13%), education (13%), technology (6%), agriculture (4%), heavy machinery (4%), military
(3%), service (2%) and others (14%). 56% of respondents got higher (university) education and
44% got secondary (high school) and vocational (college) education.

Data analysis
Analytical procedures involve descriptive statistics, correlation and factor analyses.

Results

Statistical analyses of the data were carried out using SPSS 27. We used factor analysis to group
the questionnaire items into distinct categories of solidarity and willingness to communicate.
Confirmatory factor analysis (CFA) was used to assess each unidimensional measurement model.
Items were tested for both internal consistency and parallelism. All problematic items have been
removed from all subsequent analyses. All items of willingness to communicate scale were included
in factor analysis. We deleted one item of solidarity scale from factor analysis: “I seldom interact/
communicate with this person”.

Willingness to communicate

The Kaiser — Meyer — Olkin (KMO) measure verified the sampling adequacy for the analysis,
KMO = .920. Bartlet’s test of sphericity, x2 = 2786.863, indicated that correlations between items
were sufficient for factor analysis. Scree plots suggested a two-factor solution. The two-factor
solution was interpretable. The two-factor solution, comprising 15 items, provided the most
coherent interpretation, accounting for 60.21% (eigenvalue = 9.032), 8.46% (eigenvalue = 1.269) of
the variance, respectively.

Factor structure of willingness to communicate is given in Table 1. Factor 1 comprises 12 items
and expresses the employee’s desire to enter discussion and all other forms of communication.
Factor 2 clearly shows employees’ projected opinions towards communication (three items).

Table 1. Factor structure of willingness to communicate items

Factor 1 Factor 2
Item . . . . .
enter discussion projected opinion
B uenowm, s ¢ oxoToit ob1arch ¢ apyrumu aoopbmu [In general, I am willing to 794
communicate with others]
O61eHne ¢ ApyruMM JIIOAbMY He KaxkeTcsa MHe oOpeMeHnTenbHbIM [Communicat- .830
ing with others does not feel like a burden to me]
MHe Ka)keTcs, 1 0XOTHO 0OMEHMBAIOCh UjjesIMu ¢ ApyruMu mopgbMu [I consider 872
myself to be willing to exchange ideas with others]
MHe Ka)keTcs, 5 OXOTHO JIeTIOCh CBOMMMY MBIC/IAMU € pyrumu monbmu [I consider 797
myself to be willing to share with others]
MHe KaXKeTcs, g OXOTHO BbICTyIINBao Apyrux mopeit [I consider myself to be 621
willing to listen to others]
A crapaloch cIylmaTh APYIMUX CTOMbKO XKe MM Aaxke 60/blie, yeM cebs [I try to 577
listen as much as or more than I share]
51 ¢ oxoToOi BCTYMAI0 B AUCKyccuu ¢ Apyrumu mopbMu [I am eager to have discus- .660
sions with others]
MHe HpaBuTCa 001maThCA ¢ fpyrumu monbmiu (I enjoy socializing] .765
S ayBcTBYyIO cebst KOM(OPTHO, KOI/a AeII0Ch MbICTsIMI € Apyrumu [I am comfort- .781

able sharing my thoughts with others]
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I cTaparoch 6BITH OTKPBITHIM IpH 06IeHNN 51 Apyrumu mofbmiu (I try to be open .626

minded when I communicate with others]

51 mo cob6¢cTBEeHHOIT MHMIVATVBE BCTYIAI0 B pasroBopsl ¢ mopgbMu [I voluntarily .652

initiate conversations with others]

S nerxo o6marock ¢ fpyruM U TIOAbMI, JaxKe KOrfia s He B HacTpoennu [I am will- .583

ing to communicate with others even when I do not feel social]

Jpyrue moan cYUTAIOT MeHs BeXIUBBIM cobecenumnkoM [Other people consider .885
me to be a respectful communicator]

JIpyrye mony canTaoT MeHA 0XOTHBIM cobecenHuKoM [Other people would de- .896
scribe me as a willing communicator]

Ipyrue mony cunraoT MeHA obmuTenpHbM [Other people would describe me as .850
social]

Peer-to-peer solidarity

Using factor analysis to evaluate the results (explanatory reliability of model is 93%), we get
two groups of factors. The Kaiser — Meyer — Olkin (KMO) = .932. Bartlet’s test of sphericity, y* =
1760.914, indicated that correlations between items were sufficient for factor analysis.

The two-factor solution, comprising 12 items, provided the most coherent interpretation,
accounting for 58.93% (eigenvalue =7.071), 8.98% (eigenvalue = 1.078) of the variance, respectively.

Factor structure of peer-to-peer solidarity items is presented in Table 2. The first factor is
cohesion, trust and closeness that an employee finds important in frequent peer-to-peer interaction
and close interactions in a formal and informal setting.

The second factor consists of two items and describes the similarity between the communicators.

Table 2. Factor structure of peer-to-peer solidarity items

Item Factor 1. Factor 2.
Cohesion Similarity

Mb1 o4eHb Onu3Ku Apyr ¢ apyroM [We are very close to each other] 793
DTOT YenoBeK O4YeHb CHIIBHO BIIUsET Ha Moe noBeneHue [This person has a great deal of influence .649
over my behavior]
51 mOTHOCTBIO TOBEPSII0 ATOMY 4YeloBeky [I trust this person completely] .836
51 oxoTHO pacckasbiBaro 3ToMy denoBeky o MHorux [I willingly disclose a great deal of positive .836
things about myself, honestly and fully (in depth) to this person]
51 mo6uro aToro yenoseka [I love this person] 739
51 moHUMal0 3TOTO YelloBeKa M KeM OH (0Ha) mo-HacTosiiemy siBisiercs [I understand this .706
E{e]rg(a)lrp} Is{lgd who he (/sl%e) reallgl is]

JICHCTBYI0/00IIAI0Ch C STHM YEJI0BEKOM ropasio 00JIbIile, 4eM ¢ OOJIBITHHCTBOM .848
JPYTHX U3BECTHBIX MHe Jtojieid [I interact/communicate with this person much more than with
most people I know] .
51 9yBCTBYIO, YTO 1 OUCHB ONM30K/-Ka ¢ 3TUM desioBekoM [I feel very close to this person] .802
Y MeHs Mano obmiero ¢ 5tuM yenoBekoM [I have little in common with this person] -.956
V mac muoro oomuiero [We share a lot in common] .642
Mpe1 MHOTO fenaeM apyr i apyra [We do a lot of helpful things for each other] 789
VY Hac ecTh 0c00bIe, TOJILKO HaM MOHSTHBIE, CIoco0bI 00ueHus [We share some private ways of .689

communicating with each other]

Supervisor-subordinate solidarity

The Kaiser — Meyer — Olkin (KMO) =.938. Bartlet’s test of sphericity, y* = 1954.634 indicated
that correlations between items were sufficient for factor analysis. The same solidarity scale was
used to measure supervisor-subordinate solidarity but factor analysis demonstrates different
results. While SPSS forms one factor; still we decided to form two factors because the eigenvalue of
second factor is significantly lower than one. Two-factor solution accounts for 61.22% (eigenvalue =
7.347), 8.32% (eigenvalue =.999) of the variance, respectively.
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Table 3. Factor structure of supervisor-subordinate solidarity items

Item Factor 1. Factor 2.
Closeness Dissimilarity

Mbr ouensb 6musku gpyr ¢ gpyrom [We are very close to each other] 863
OTOT Ye/OBeK OYeHb CUIBHO BusAeT Ha Moe nosefeHne [This person has a great deal of 696
influence over my behavior]
Sl monHOCTBIO HOBeEpsiio 3TOMY YenoBeky [I trust this person completely] 796

1 . .884
51 oxoTHO pacckaspiBao aTomy denoBeky o MHorux [I willingly disclose a great deal of
positive things about myself, honestly and fully (in depth) to this person]
S mro6rio atoro wenoseka [I love this person] 863

.685

I moHuMaro 9TOro YesloBeKa 1 KeM OH (OHa) mo-HacTosmeMy sBasgetcs [I understand this
person and who he (she) really is]

51 B3anMopeiiCcTBY0/0061ar0Ch C ITUM YeTOBEKOM ropaszio 6osblile, 4eM ¢ GOIBIINHCTBOM .805
IPYIUX U3BeCTHBIX MHe miofieit [I interact/communicate with this person much more than

with most people I know]

A 9yBCTBYIO, YTO A OUeHb 6/M30K/-Ka ¢ 5TuM denoBekoM (I feel very close to this person] 873
Y MeHs Mao obiero ¢ aTuM yenoBekoM [I have little in common with this person] 851
¥V Hac mHOro o6miero [We share a lot in common] 846
Mb1 MHOTO menmaeM fpyr mia gpyra [We do a lot of helpful things for each other] 831
Y Hac ecTb 0CO0bIe, TONMBKO HaM MIOHSATHBIE, cIOCOObI 061eHnst [We share some private 690

ways of communicating with each other]

Table 3 shows factor structure of supervisor-subordinate solidarity items. Overall, these factors
match the factors of peer-to-peer solidarity. However, if the first factor is quite similar, i.e. closeness
is stated when an employee demonstrates trust to the supervisor, the second factor is dissimilar i.e.
an employee assesses the distance and dissimilarity with their supervisor.

Link between solidarity and willingness to communicate

We revealed the relationship between the elements of WTC and peer-to-peer solidarity:
higher level of willingness to communicate corresponds to a higher level of peer-to-peer solidarity
(Somers’ D =.179 at p < .05). WTC does not relate to supervisor-subordinate solidarity. So, we
suppose that the employee can be unwilling to communicate, or it does not matter whether he/she
has to communicate with their leader. Solidarity cannot be formed between leaders and subordinates
unless the leader offers the level of interpersonal disclosure necessary to establish it. Interpersonal
communication must be present to form solidarity (MacDonald et al., 2019). In general, employees
show higher interpersonal peer-to-peer solidarity (Mean = 4.1), compared to solidarity towards the
supervisor (Mean= 3.4). It means that informal horizontal communication with such features as
attentiveness and understanding contributes to the development of peer-to-peer solidarity.

We need to understand how the employee solidarity changes with the age factor. The link
between the variables of age and interpersonal solidarity in relation to the supervisor (Somers’ D =
124 at p < 0.05) requires further investigation and explanation. The older the employee, the higher
their level of solidarity with the supervisor is. Young employees are less engaged in work and
corporate culture in Russian organization even when it includes events and induction programs to
young specialists, activities to retain and attract them (Sysoeva, 2017). Moreover, as supervisor-
subordinate solidarity is connected with satisfaction and work engagement, older employees
show statistically significant higher work engagement than younger employees (Roberts, 2020).
Supervisor-subordinate solidarity may be connected with the organizational level of solidarity as
well when employees can unite in various associations and groups to realize their interests and
defend their rights before the leadership of the organization (Morgan, 2020).
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Discussion and conclusions

The study provides an assessment of solidarity and willingness to communicate among Russian
employees and the difference between these indicators for the employee-employee and supervisor-
subordinate groups. The results confirm previous findings thatinformal peer-to-peer communication
and the two factors of peer-to-peer solidarity are connected with cohesion and mutual trust (Kelly,
MacDonald, 2016).

However, factor analysis indicates one specific feature of Russian employees’ solidarity,
namely a strong negative relation between dissimilarity in supervisor-subordinate solidarity and
willingness to communicate. In addition to the previously established supervisor-subordinate
solidarity influence to supervisor-subordinate communication and positive workplace outcomes for
subordinates, Russian employees can trust their supervisor and still feel the distance between them
(MacDonald, 2019).

The results are novel in the fact that interpersonal solidarity at workplace is a new focus of research
in the Russian context. Traditionally, organizational communication research dwells on various factors
of employees’ satisfaction ranging from the nature of the job to wage level. In the meantime Russian
employees refuse to acknowledge the impact of solidarity or mutual assistance, relationships with
supervisors as well as moral and psychological atmosphere at workplace (Blinov etal., 2008). Therefore,
the obtained results from validated instruments such as measures of communicative behavior of
employees explain how and why certain work satisfaction problems may persist.

The results of the study are also of applied significance, as the data can be included in the training
and educational course content on organizational management, HR professional development, etc.
In order to increase staff job satisfaction, organizational management may particularly consider
employees’ perception of distance onasubordinate-supervisor continuum while buildinginteractions
between colleagues with the account of their willingness to communicate.

Limitations and further study

The study is not devoid of limitations that could be addressed in future research. First, the since
it was the one testing communication measures on a Russian sample, increasing the sample size
and adding criteria for the respondents’ selection, such as type of business and (or) organizational
belonging, regional and ethno-national affiliation, will deepen the knowledge gained. Another
limitation derives from the fact that the work at home and online communication were not the
focus in this study. Hence, if the research includes the variables of online and offline communication,
the results on willingness to communicate and solidarity measures would vary to provide more
comparative analyses. Also, additional items like frequency and features of contact with the manager
were not measured in the study, however, they are significant to be accounted for in future studies.

From the applied point of view, the verified measures can be used to assess the level of solidarity and
willingness to communicate among employees of Russian companies with the purpose to offer the directions
of managing and improving communication between supervisors and subordinates at workplace. From
the theoretical perspective, the results can be used to perform a comparative cross-country analysis on the
Russian sample and to provide more evidence to refine communication methodology.
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B3anMoCBsI3b MeX /1y TOTOBHOCTBIO K OOIII€HHIO U
COJIMJAPHOCTBIO B POCCUMCKHUX OPraHU3alysIX

BAJIE3VIHA Exarepuna AHfpeeBHa
ORCID: 0000-0002-2456-0913

I[TEPMAKOBA Tarbssna MuxaiioBHa

ORCID: 0000-0003-4960-5038
HayuonanvHoiii uccnedosamenvckuti ynusepcumem «Boicuas wikona skonomuxu», Ilepmckuii punuarn, Ilepmo,
Poccus

AHHoTaums. lJesws. llesb npecTaB/IEHHOTO HMCCIe0BAHUS 3aKJ/II0YAETCs: BO-NIEPBBIX, B NepeBosie
Y aJjalTalid K POCCUHCKOMY KOHTEKCTY LIKaJ MEXJIMYHOCTHOW COJIMJAAPHOCTH M TOTOBHOCTH K
o6ueHnto (['KO); Bo-BTOPBIX, B UCCJIEJOBAaHNH B3aUMOCBSI3U MEX /[y TOTOBHOCTBIO K OGIIIEHH IO U IBYMSI
YPOBHSAMH COJIU/IAPHOCTU: FOPU30HTAJbHOU (MeX/Ay KoJlJeraMu) U BepTUKaJIbHOW (HadaJbHUKA U
MOAYMHEHHOr0) HA OCHOBE OMPOCAa POCCUUCKUX PabOTHUKOB. Memodosozus. TlepBbId 3Tan paboThl
BKJIIOUAET: NMPSIMOX MepeBo/i, CHHTEe3, 0OpaTHbIN NepeBo/i, KOTHUTUBHbIE UHTEPBbIO, IEPECMOTP U
BbIGOPKY NMUJIOTHBIX JaHHBbIX. Ha BTOPOM 3Tamne GbLIM MCI0Jb30BaHbl GAaKTOPHBIA aHATU3 [ TPYII-
MMPOBKHU 3JIEMEHTOB ILIKaJIbl B OT/e/bHble KaTeropuu conugapHocty U 'KO, a Takxke Koppeasinuu
JIJIS1 aHa/IM3a B3aUMOCBsS3U Mex /1y asieMeHTaMu ['KO 1 conuzapHOCThIO MeX Ay Kosieramu (peer-to-
peer solidarity) u cOMUapHOCTBIO MEXAY PYKOBOAUTENEM U MOAYUHEHHBIM (supervisor-subordinate
solidarity). MeTomoM c6opa JaHHBIX BBICTYNHJIO GOpMasn30BaHHOE aHKETHPOBAHUE COTPYLHUKOB
pasnyHbIX Npodeccuil 1 opraHusanuii Ha TeppuTopuu Poccuiickoit ®enepanuu. B BbI6GOPKY BOLLIN
220 yenoBek (37% myxunH, 63% >KeHILIMH), TPe/CTABJSIIINX pa3JIUYHbIe POCCUUCKUE OPraHu3a-
nuu. Pe3ysibmameol. B pe3sysbTaTe onpoca BIepBble aipOOUPOBAHBI MIKAIbl MEXJIUYHOCTHOU COJIU-
JIapHOCTU ¥ TOTOBHOCTH K OOIIEHUIO B OPTaHU3AIMOHHOU cpejie. BrisiBJieHO, 4YTO 6oJjiee BHICOKUU
YPOBEHb FOTOBHOCTH K OGIIEHHUI0 COOTBETCTBYET 60J1e€ BBICOKOMY YPOBHIO B3aUMHOM COJIMIapPHOCTH
Y He MMeeT NPSIMOI'0 OTHOIIEHHsI K COJIMJaPHOCTH HayaJlbHUKA U NOJYMHEHHOTO. [JeHHOCmb pe3y/b-
mamoe. [losiydyeHHbIE 0J1I0XKeHHsI M BbIBOJIbI MOTYT yKa3bIBaTh HA BO3MOXXHOCTH MOBbILIEHUS 3 dek-
TUBHOCTH yIpaBJIeHUs COTPYAHUKAMU Ha paboyeM MecTe B CBSI3H C Bbl/leJIeHHbIM BJIUSIHUEM I'OTOB-
HOCTH K OGILIEeHHIO U COJTMJAPHOCTH Ha B3aUMOJeNCTBYE PYKOBOJUTEIEN U OAYUHEHHBIX.

KiouyeBsble cj10Ba: KOMMYHHKallUA HAa pa6oqu MecTe, MEXKJIMYHOCTHAaA COJIMJAaPHOCTDb, TOTOBHOCTD
K O6LLIEHI/I}O, COJIMAAPHOCTDb MeXy KoJljleraMHy, COJINAAPHOCTb PYKOBOAUTEJIA U MOAYUHEHHOTO.

duruHaHCOBas NOAAEPKKA

[ly6ivkanusi HOATrOTOBJEHA B pe3y/bTaTe MNpoBeJeHUs1 uccaenoBaHuss Ne 25-00-020
«CaMonpoABMKEHHE W KPUTHYHOCTh B aKaJleMHUYeCKOW MNpodecCUMOHATbHOM KOMMYHHKAIUU»
B paMkax [Iporpammbl «Hayunbiii ¢oHz HanpoHasbHOTO MCCaeI0BaTENbCKOTO YHHUBEPCHUTETA
«BpIcias mkosia akoHoMuku» (HUY BILI)».
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Abstract. Purpose. Based on social exchange theory, this study aims to test the contribution of ethical
leadership in employee turnover intention through the mediating roles of job satisfaction and work-life
balance. Methodology. A total of 110 employees who work at the private hospital in Indonesia are
registered as the research respondents. The proposed model was examined using structural equation
modeling with Smart PLS 3.2 software. Findings. The empirical evidence showed that ethical leadership
has a positive relationship with job satisfaction and work-life balance, as well as negatively relationship
with employee turnover intention. Further, this study also revealed that work-life balance is positively
related to employee turnover intention. In addition, the results from two mediation analyses found
that work-life balance positively mediates the contribution of ethical leadership in employee turnover
intention, whereas job satisfaction has no mediating effect. Value of the results. In the framework of
social exchange theory, ethical leadership plays a pivotal role in shaping the dynamics of employee
turnover intention within organizations, particularly through its contribution in work-life balance.
Ethical leaders prioritize employees’ work-life balance, recognizing the importance of harmonizing
professional responsibilities with personal well-being. By implementing policies and practices that
support flexibility, ethical leaders mitigate the strain of work-related stressors, thereby enhancing
employees’ overall quality of life and reducing the likelihood of turnover.

Keywords: social exchange theory, ethical leadership, job satisfaction, work-life balance, turnover
intention.

Introduction

Since the emergence of the “ethical scandal” carried out by the leaders in some of the largest
international organizations in recent times, the issue of ethical leadership becomes very crucial to
be implemented in both public and private organizations (Benevene et al., 2018; DeConinck, 2015;
Qing, Asif, Hussain, Jameel, 2020; Udin, 2023). Employing ethical leadership in organizations is able
to diminish the gap between leaders and their employees, which in turn recedes employee intentions
and turnover rates (Belete, 2018; Nannyanzi, 2023).

An ethical leader is a moral person who enlivens and instils ethical values into the organization
to be followed by all members, including their employees (Shakeel, Kruyen, Van Thiel, 2019). Ethical
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leadership is more focused on the greater impact for the welfare of the organization as a whole,
by demonstrating caring traits for others, kindness and honesty to build their credibility as well
as influencing employee attitudes and behavior (Ete et al.,, 2020; Brown, Trevifo, Harrison, 2005;
Nassif, Hackett, Wang, 2021; Zhu, Zheng, He, Wang, Zhang, 2019).

Empirical pieces of evidence prove that ethical leadership has a significant impact on the
sustainable performance of business organizations as well as improves employees’ trust and loyalty
in organization, and reduces employee turnover intention (Dey, Bhattacharjee, Mahmood, Uddin,
Biswas, 2022; Nannyanzi, 2023; Saleh, Mehmood, Khan, Jan, 2022; Torlak, Kuzey, Din¢, Glingormiis,
2021). Additionally, through their empirical investigation in the Kurdistan Region of Iraq, R. A. Shareef
and T. Atan provided insights into the significant role of ethical leadership in shaping employees’
behaviors and reducing turnover intention (Shareef, Atan, 2019). Ethical leaders operate with high
integrity and honesty, fostering trust among employees. When employees trust their leaders, they
are more reasonable to remain committed to the organization and less likely to consider leaving.
However, the extant studies revealed that ethical leadership positively affects turnover intention
(Beshr, Wahba, Ragheb, Amara, 2022; Yaqub, Mahmood, Hussain, Sohail, 2021). The stronger the
ethical leadership is applied in the organization, the higher the employee’s desire to leave. Employees
subsequently leave the organization and their jobs due to very strict ethical rules implemented by
ethical leaders within the organization.

Given the limitations and inconsistent findings of previous studies regarding the role of ethical
leadership on employee turnover intention in the social exchange perspective, this study seeks to
offer an alternative path by examining the effect of ethical leadership on employee turnover intention
as well as the mediating effect of job satisfaction and work-life balance (WLB). The great hope in
the findings of this study is to develop knowledge both theoretically and practically, in the areas of
ethical leadership, job satisfaction, WLB and employee turnover intention.

Literature review and hypotheses development

Social exchange theory

Social exchange theory (SET) is a widely recognized framework used to understand social
relationships within organizations (Cropanzano, Anthony, Daniels, Hall, 2017). SET focuses on the
exchange of resources, benefits, and costs between individuals in social interactions and emphasizes
the idea that individuals engage in relationships based on a cost-benefit analysis (Blau, 1964).
Individuals compare the inputs (such as effort, time, and skills) they invest in an exchange with
the outcomes (such as rewards and benefits) they receive (Lambe, Wittmann, Spekman, 2001). If
perceived inequity arises from individuals, it can lead to feelings of dissatisfaction, which may impact
their social exchange relationship.

According to P. M. Blau and also to R. Cropanzano and M. S. Mitchell, SET emphasizes the following
key concepts including social interactions (i.e., the interactions between individuals or groups),
rewards and costs (i.e., rewards can include tangible benefits like money, as well as intangible
rewards like social support, love or emotional well-being, and costs refer to sacrifices that individuals
may experience during the interaction), norm of reciprocity (i.e., individuals feel obligated to repay
others for the rewards they have received), equity and fairness (i.e., individuals tend to seek fairness
and balance in their relationships, expecting that the rewards they receive are proportional to the
costs they incur in similar situations), and comparison level of alternatives (individuals compare the
rewards and costs of their current interaction with the potential rewards and costs of alternative
options) (Blau, 1964; Cropanzano, Mitchell, 2005). In summary, SET provides insights into how
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individuals navigate social relationships and make decisions based on the perceived rewards and
costs associated with those relationships (Cook, Cheshire, Rice, Nakagawa, 2013).

Turnover intention

Turnover intention refers to an employee’s inclination to leave their current organization (Jiang,
Liu, McKay, Lee, Mitchell, 2012). When employees experience high turnover intention, it means
they are considering leaving their current job and organization as well as seeking employment
elsewhere in the near future (Karatepe, Shahriari, 2014). Also, when employees experience high
turnover intention, it can have negative consequences for the organization, such as costly to achieve
organizational goals, decreased productivity and loss of valuable talent (Owens Pickle et al., 2017;
Stroo et al., 2020).

Several factors contribute to turnover intention in organizations, including job satisfaction (for
example, dissatisfaction with various aspects of the job) and organizational commitment (such as
feeling disconnected from the organization’s goals) (Ampofo, Karatepe, 2022), WLB (for example,
lack of flexibility and long working hours), and leadership (for example, lack of support from leaders
and ineffective management practices) (Yu, Lee, Na, 2022). It is, therefore, crucial for leaders to
monitor the factors that contribute to turnover intention. By understanding these factors, leaders
can reduce turnover intention and retain valuable employees within organizations.

Ethical leadership

Ethical leadership in organizations refers to the practice of leading with integrity, honesty, and a
strong commitment to ethical values and principles (Brown etal., 2005). Ethical leaders set a positive
example for their employees by making decisions that are morally right and socially responsible. They
prioritize the well-being of their employees and strive to create a conducive culture that promotes
ethical behavior and accountability (Al Halbusi, Ruiz-Palomino, Williams, 2023).

Ethical leaders demonstrate ethical behavior and make decisions that are consistent with moral
standards (Sosik, Chun, Ete, Arenas, Scherer, 2019). Key elements of ethical leadership, according to
M. E. Brown with colleagues, include (1) integrity (i.e., leaders act with honesty, trustworthiness, and
consistency in their words and actions), (2) empathy and respect (i.e., leaders demonstrate empathy
and respect for well-being of others, (3) ethical decision-making (i.e., leaders consider the moral
implications and potential consequences of their decisions, and (4) accountability (i.e., leaders
take responsibility for their actions and decisions for upholding ethical standards and promote a
culture of accountability within the organization) (Brown et al., 2005). Ethical leadership ultimately
contributes to the long-term success and sustainability of the organization (Dey et al., 2022).

Ethical leadership plays a vital role in influencing employee turnover intention within the
framework of SET. SET suggests that individuals engage in a social exchange relationship where
they exchange resources and benefits with others, and this relationship affects their attitudes and
behaviors, including turnover intention (Harden, Boakye, Ryan, 2018; Strom, Sears, Kelly, 2014).
Ethical leaders establish trust with their employees by consistently demonstrating integrity, fairness,
and transparency (Ruiz-Palomino, Linuesa-Langreo, 2018). When employees perceive their leaders
as trustworthy, they are more likely to reduce turnover intention and develop a sense of commitment
to the organization (Kim, Jeong, Seo, 2022). In addition, when leaders demonstrate ethical behavior
and create an ethical work environment, it can positively impact employee satisfaction (Wamlawati,
Serang, Arminas, Junaidi, 2023). Ethical leaders prioritize creating a supportive work culture where
employees feel valued and treated fairly. They encourage open communication and recognition
(Brown etal,, 2005) and ensure equal opportunities for growth and development to reduce employee
turnover intention (Saleh, Mehmood, et al., 2022). Thus,

H1: Ethical leadership is negatively related to employee turnover intention.

67



Organizational Psychology, 2024, Vol. 14, No. 4. www.orgpsyjournal.hse.ru

H2: Ethical leadership is positively related to employee job satisfaction.

In the workplace, employees exchange their time, effort, and skills in return for various rewards
and benefits from their organization. Ethical leadership influences this exchange process and impacts
WLB based on the principles of SET. By setting an example and implementing flexible work policies,
ethical leaders create a good environment (Al Halbusi et al., 2023) where employees are supported
in maintaining a healthy WLB. Ethical leaders understand that employees have responsibilities and
commitments outside of work (Neubert, Carlson, Kacmar, Roberts, Chonko, 2009). They promote the
types of flexibility available, such as remote work options and flexible schedules, to accommodate the
diverse needs of their employees. By offering these options, ethical leaders enable their employees to
better balance their personal and professional lives (Gardner, Cogliser, Davis, Dickens, 2011). Thus,

H3: Ethical leadership is positively related to work-life-balance.

Job satisfaction

Job satisfaction is defined as an individual’s subjective evaluations and feelings towards their job
(Wright, 2006). It reflects the level of happiness and contentment an employee experiences in their
work (Velasco Vizcaino, Martin, Jaramillo, 2023). Job satisfaction is a critical factor in the overall
well-being of employees and has several important implications for organizations. For instance,
satisfied employees tend to be more committed to their work, leading to higher levels of productivity
and better performance outcomes (Djastuti, Rahardjo, Irviana, Udin, 2019; Velasco Vizcaino et al.,
2023). They are more likely to contribute innovative ideas and willingly invest their time and effort
in achieving organizational goals (Koo, Yu, Chua, Lee, Han, 2020).

The job characteristics model (JCM) posits that certain job characteristics can lead to higher job
satisfaction (Anjum, Fan, Javed, Rao, 2014). JCM identifies five core job characteristics (such as skill
variety, task identity, task significance, autonomy, and feedback) (Hackman, Oldham, 1974). When
jobs are designed to include these characteristics, individuals experience higher levels of satisfaction
(Alietal,, 2014).

Job satisfaction within the context of SET influences turnover intention through factors such as
perceived equity and alternative job opportunities. When employees are satisfied with their jobs and
perceive a fair and positive social exchange relationship with their organization, they are more likely
to experience lower turnover intentions (Chung, Jeon, 2020; Koo et al., 2020). In addition, employees’
job satisfaction mediates the relationship between ethical leadership and turnover intention (Nejati,
Brown, Shafaei, Seet, 2021). Thus,

H4: Job satisfaction is negatively related to employee turnover intention.

Hb5: Job satisfaction mediates the link between ethical leadership and employee turnover intention.

Work-life balance

Work-life balance (WLB) refers to the ability of employees to manage their work responsibilities
and personal life obligations effectively (Felstead, Jewson, Phizacklea, Walters, 2002). WLB involves
allocating time and energy to work-related activities, family and personal life, and other activities
that bring fulfillment and satisfaction (Ninaus, Diehl, Terlutter, 2021).

Some dimensions that contribute to WLB include time management (i.e., efficiently managing
and prioritizing time), flexibility (i.e., having flexible work arrangements helps in accommodating
personal commitments, such as family obligations or pursuing hobbies), boundaries (i.e., establishing
clear boundaries between work and personal life helps prevent work from encroaching on personal
life and vice versa), and relationships and social connections (i.e., spending quality time with loved
ones, engaging in social activities, and maintaining a support system contribute to a fulfilling personal
life) (Phipps, Prieto, 2016).
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Promoting WLB in an organization is important for several reasons (Ashley, Empson, 2016): (1)
employee well-being (i.e, when employees have time for rest and relaxation for activities outside of
work, they can recharge and maintain good mental and physical health, (2) attraction and retention of
talent (i.e., employees seek organizations that value their personal well-being and provide flexibility and
support to achieve work-life integration), (3) flexibility and adaptability (i.e., flexibility enables employees
to manage their work schedules and personal obligations more effectively) (Ray, Pana-Cryan, 2021), and
(4) enhanced productivity and performance (i.e., when employees have a healthy balance between work
and personal life, they are more likely to be motivated and focused on their tasks).

SET provides insights into how WLB can influence an employee’s decision to leave or stay with
an organization. When employees perceive that the organization supports their WLB needs, such as
flexible work arrangements or wellness programs, this fosters a sense of reciprocity from employees
to commit to the organization and reduces their turnover intention (Ahmad Saufi et al., 2023; Yu et
al,, 2022). In addition, the employee’s individual type (such as self-interest and friendship) mediates
the link between ethical leadership and turnover intention (Saleh, Sarwar, Islam, Mohiuddin, Su,
2022). Thus,

H6: WLB is negatively related to employee turnover intention.

H7: WLB mediates the link between ethical leadership and employee turnover intention.

Research methods

By exploring the mediating roles of work satisfaction and WLB, this study used a quantitative
approach to examine the impact of ethical leadership on employee turnover intention. In order to
ensure suitable respondents, the data were gathered from 110 employees working in the private
hospital in Kuningan regency, West Java province — Indonesia, using a cross-sectional approach and
a self-administered questionnaire.

One hundred and ten respondents made up the study’s sample. Of the respondents, 70.9% (78
individuals) were female, and 29.1% (32 individuals) were male. Most respondents were between
31 and 35 (27.3%, 30 individuals) years old and between 20 and 25 (26.4%, 29 individuals). In
terms of marriage status, 69.1% of respondents were married. Furthermore, 37.4% of respondents
have over ten years of work experience with their present organization.

A systematic five-point scale questionnaire (i.e., “1” = “strongly disagree” to “5” = “strongly
agree”) is developed based on the research framework depicted in Figure 1 to gather data from
employees working in private hospitals in Indonesia. The six-item scale adapted from M. E. Brown
with colleagues, M. ]J. Kim and B. ]. Kim, and also U. Udin is used to measure ethical leadership (Brown
et al.,, 2005; Kim, Kim, 2020; Udin, 2023). The sample item is “My leader sets an example of how to
do ethical things the right way.” The six-item scale adapted from M. M. Shafig and M. U. Manzoor,
E. Voltmer with colleagues is used to measure job satisfaction (Shafig, Manzoor, 2011; Voltmer et al,,
2012). The sample item is “I have a respectable nature of work.” The six-item scale adapted from L.
Wu with collegues and S. Haider with colleagues is used to measure WLB. The sample item is “There
is a good fit between work life and my personal life” (Wu et al., 2013; Haider et al., 2018). Moreover,
turnover intention is measured using three items adapted from B. Yu. ]. Koo with colleagues, R.
Kaymakci with colleagues, ]. Yin with colleagues such as “ I have been seriously concerned about
my job since joining the organization, I am not sure about staying to work in this organization until
retirement, and [ want to get a better job than my current one” (Koo et al., 2020; Kaymakci, Gorener,
Toker, 2022; Yin, Bi, Ni, 2022).

The proposed model of this study was examined using structural equation modeling (SEM) with
Smart PLS 3.2 software. As compared to other path modeling tools (such as AMOS and Lisrel), Smart
PLS has a big advantage because it can evaluate small amounts of data (Hair et al., 2019).
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Results

PLS-SEM approach with Smart PLS 3.2 software is used for data analysis because it can predict
the variance of the dependent variable (Hair, Sarstedt, Ringle, Gudergan, 2018) as well as utilised
for analyzing a relatively smaller sample size of participants. Also, PLS-SEM enables the analysis
of multi-construct, multi-indicator and multi-relationship in complex models (Ringle, Sarstedt,
Mitchell, Gudergan, 2020). Table 1 displays all the scale items of the investigated constructs.

Table 1. Factor loadings

Items

Ethical leadership

Job satisfaction

Work-life balance Turnover intention

EL1
EL2
EL3
EL4
EL5
EL6
JS1
]S2
JS3
]S4
JS5
JS6
WLB1
WLB2
WLB3
WLB4
WLB5
WLB6
TI1
TI2
TI3

.759
.839
.883
.845
.893
905

731
775
.765
.852
.844
.784

.176%
.144*
.684
.873
.837
.781

.800
.854
.882

Note: * — not valid item.

Based on the result of factor loadings in Table 1, WLB1 and WLB1 should be dropped from the
proposed model because the loading value of these items is lower than 0.60 (Chin, 2010; Moores,

Chang, 2006).

Table 2. Reliability and convergent validity

Constructs Items Factor loading CA CR AVE
Ethical leadership EL1 758
EL2 .838
EL3 .883
.92 942 732
EL4 .846 926 ? 73
EL5 .894
EL6 .906
Job satisfaction JS1 731
JS2 775
JS3 .765
.882 910 .629
]S4 .852
JS5 .844
JS6 .784
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Constructs Items Factor loading CA CR AVE
Work-life balance WLB3 .694
WLB4 .856
817 .87 .647
WLB5 .846 8 879 6
WLB6 813
Turnover intention TI1 .808
TI2 .847 801 .883 716
TI3 .882

Note: CA = Cronbach’s a, CR = Composite reliability, AVE = Average variance extracted

Table 2, after excluding WLB1 and WLB1, shows a standardized factor loading of = 0.60 on its
construct, confirming the recommended criteria of T. T. Moores, ]. C.-]. Chang and W. W. Chin (Moores,
Chang, 2006; Chin, 2010). Furthermore, the values of CA and CR are between 0.8 and 0.9, indicating
the internal reliability of the constructs, as recommended by ]. F. Hair with colleagues (Hair, Hult,
Ringle, Sarstedt, 2021). Moreover, the AVE values of constructs are above the threshold value of 0.50,
thereby confirming convergent validity, as the recommended value of M. Sarstedt with colleagues
(Sarstedt, Ringle, Hair, 2022).

153
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\
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o731 0773 0844 0754

EL1 Job Satisfaction
-0.169
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mm
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Figure 1. Research framework

Table 3 depicts the Heterotrait-Monotrait ratio of correlations (HTMT) criterion and For-
nell-Larcker criterion. It is recommend that the HTMT criteria range from -0.85 to 0.85 to determine
how the constructs differ from each other (Henseler, Ringle, Sarstedt; 2015). The analysis’s findings
demonstrate that the research construct falls within the suggested range, further demonstrating the
discriminant validity. Also, the Fornell — Larcker criterion results show that the constructs’ square
roots of AVE are higher than their correlations for the remaining constructs.
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Table 3. Discriminant validity

Constructs Ethical leadership  Job satisfaction  Turnover intention  Work-life balance
Heterotrait — Monotrait ratio (HTMT)
Job satisfaction .844
Turnover intention 317 268
Work-life balance .582 735 .084
Fornell — Larcker criterion
Ethical leadership .855
Job satisfaction 772 .793
Turnover intention -.279 -.232 .846
Work-life balance 521 .633 -.020 .805

Table 4. Path coefficients

Hypotheses Original sample Standard deviation T statistics

Direct effects

Ethical leadership -> Job satisfaction 772 .050 15.476
Ethical leadership -> Turnover intention -.267 127 2.106
Ethical leadership -> Work-life balance .521 .065 8.007
Job satisfaction -> Turnover intention -.169 154 1.099
Work-life balance -> Turnover intention 227 A11 2.046
Indirect effects

Ethical leadership -> Job satisfaction -> Turnover intention -.131 120 1.093
Ethical leadership -> Work-life balance -> Turnover intention 118 062 1.918

As shown in Table 4 and Figure 1, the results of the path coefficients for a two-sided test are
significant at the 90% confidence level with t-values more than 1.65. Explicitly, ethical leadership
has a positive effect on job satisfaction (f = 0.772, t-value = 15.476) and WLB (f = 0.521, t-value =
8.007) as well as negatively impacts employee turnover intention (= -0.267, t-value = 2.106). Thus,
these results reveal that H1, H2 and H3 are significantly supported. Besides, the influence of job
satisfaction on employee turnover intention is insignificant (f = -0.169, t-value = 1.099). In addition,
WLB demonstrates a positive and significant impact on turnover intention (8 = 0.227, t-value =
2.046). Therefore, these results confirm the rejection of H4 and Heé.

To examine the mediation roles of job satisfaction and WLB in the link between ethical leadership
and employee turnover intention, the significance of the indirect effect should be tested (Nitzl, Roldan,
Cepeda, 2016). The results, as shown in Table 4, confirm that the indirect effect of job satisfaction
(8 =-0.131; t-value = 1.093) is found to be not significant, while WLB (f = 0.118; t-value = 1.918)
significantly mediates the link between ethical leadership and employee turnover intention. Thus,
these results indicate rejecting H5 and supporting H7. As a result, this study thereby supports the
idea that WLB’s mediating role is helpful in rendering ethical leadership towards employee turnover
intention.

Discussion

This study revealed that ethical leadership is positively related to job satisfaction and WLB as
well as negatively related to employee turnover intention. When leaders prioritize ethical behaviour
and demonstrate a high level of integrity (Al Halbusi et al., 2023), more surprisingly based on the
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SET, it enhances the trust of employees in their leaders, which in turn leads to promoting employee
satisfactionin their jobs. Also, ethical leaders demonstrate genuine concern for their employees’ well-
being by prioritizing the importance of WLB, such as flexible work arrangements and discouraging
overworking. By valuing WLB, leaders contribute to reducing turnover intention levels and creating
a foundation for a healthy and satisfying work environment.

This study also found that WLB positively influences employee turnover intention, whereas
job satisfaction has no effect. When employees experience a high level of WLB, it may increase
their likelihood of seeking alternative employment opportunities to support their overall well-
being. In addition, employees have a lot of time and energy to engage in activities outside of work,
such as pursuing hobbies or taking care of personal responsibilities, to contribute to their overall
happiness and contentment (Ninaus et al., 2021). In contrast, according to JCM, when jobs possess
certain characteristics, such as skill variety, autonomy, task identity, task significance, and feedback,
employees are more likely to experience higher levels of job satisfaction (Anjum et al., 2014). Further,
satisfied employees are less likely to want to leave their jobs, whereas dissatisfied employees are
more likely to seek alternative employment opportunities. However, in JCM, employees may have
high job satisfaction but still consider leaving if they perceive attractive alternatives outside their
current job (Staelens, Desiere, Louche, D’Haese, 2018; Dam van, 2008).

This study further showed that WLB positively mediates the impact of ethical leadership on
employee turnover intention, whereas job satisfaction has no mediating effect. When employees
have the opportunity to focus on their personal lives and maintain a healthy WLB, they are more
likely to be productive during their working hours. Moreover, ethical leaders prioritize the well-
being of their employees (Sarwar, Ishaq, Amin, Ahmed, 2020), not just in terms of work-related
tasks but also in their overall health and happiness. Ethical leaders may also provide resources
and support for managing stress, promoting mental health, and maintaining a healthy lifestyle to
promote sustainable work practices for employees.

Conclusion

This study, based on empirical evidence, concluded that ethical leadership has a positive effect
on job satisfaction and WLB, as well as negatively impacts employee turnover intention. Further,
this study also revealed that WLB positively related to employee turnover intention. In addition, the
results from two mediation analyses found that WLB positively mediates the influence of ethical
leadership on employee turnover intention, whereas job satisfaction has no mediating effect.

The findings of this study provide theoretical and practical information to help formulate a
framework within organizations that ethical leadership is capable of promoting job satisfaction
and WLB as well as reducing turnover intention. Ethical leaders create an environment where open
communication is welcomed (Kim et al., 2022). Ethical leaders encourage their employees to discuss
their WLB concerns without fear of judgment. By fostering an atmosphere of trust, employees
feel comfortable sharing their needs and seeking support when necessary. In the context of SET,
organizations that prioritize ethical leadership and support WLB are more likely to foster positive
employee attitudes and reduce turnover intention.

Along with the important findings presented, this study also has some limitations. First, ethical
leadership in this study is not measured from the leader’s point of view, but only from employees’
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perceptions of ethical leadership. As a result, multiple interpretations of ethical leadership emerge.
Thus, future research needs to measure ethical leadership based on dyadic leader-follower
perceptions (Mo, Shi, 2018) to obtain more comprehensive results. Second, job satisfaction in this
study does not affect employee turnover intention. This finding is very different from previous
studies which concluded there was a significant link between these two variables, both positively (Alj,
Anwar, 2021) and negatively (Alam, Asim, 2019). Therefore, increasing attention to various aspects
such as positive work environment, job design, competitive compensation, warm relationships with
colleagues, and opportunities for growth and development may influence employees’ decisions to
stay within organization.
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ITUYeCKOe JIMJEPCTBO U HaMepPeHUeE YBOJIUThCA C
TOYKH 3PEHHS COLIMaJIbHOTO0 OOMeHa: U3ydeHue MOoJeiv
JIBOMHOTO MYTH

YIVIH Ynunu
ORCID: 0000-0002-5491-9085
Yrusepcumem Myxammaouu 8 Jxcaxapme, Jucaxapma, Vndonesus

AHHoOTanmsa. lJesab. ITO Wccle0BaHUWe HAMpPaBJIEHO HA OCHOBE TEOPUU COIMAJBHOTO OOMeHa Ha
NPOBEPKY BKJIaZa 3TUYECKOTO0 JINJePCTBA B HAMEPeHHUe YBOJIUThCS, ONIOCPEeCTBOBAHHOTO Y OBJIET-
BOPEHHOCTBIO paboTOH 1 6GaslaHCOM MeX/y PaboToN U JUYHOH KU3HbIO. Memodosiozus. B kayecTBe
pPEeCHOH/IEHTOB UCCJel0BaHUs BbICTYIMJIN B 061el cioxHOCTH 110 coTpyHUKOB, paboTaloIUX B
yacTHOH 6osbHULE B UHA0He3uU. [IpeiokeHHAsI MO/ie/Ib Obljla IPOBEpPeHa C UCII0JIb30BAHUEM MO/Ie-
JINPOBAHUS CTPYKTYPHBIMHU YPaBHEHUSIMH C TOMOIIBI0 TPOTPaMMHOTO o6ecnedyeHus Smart PLS 3.2.
Pe3ynemamul. IMNUpUYecKre JaHHble T0Ka3aJy, YTO ITUYECKOe JIMIePCTBO NOJIO)KUTENTbHO CBA3aHO
C yJIOBJIETBOPEHHOCTBIO PaboTOM U 6aslaHCOM MeX/Jy paboToM M JIMYHOM KU3HBIO, a TAKXKe OTPHU-
LaTeJIbHO CBSI3aHO C HAMEepeHUeM COTPYAHUKOB YBOJINTLCA. KpoMe TOro, 3To ucciaefoBaHue TaKxke
[I0Ka3aJIo, YTO GaJlaHC MeX/Jy pPaboTOH M JIMYHOM >KU3HBIO MOJIOKUTEJNBHO CBSI3aH C HAMEpeHUEM
YBOJIUThCSL. KpoMe Toro, pe3ysibTaThl BYX IPOLeAYyp MeJMallMOHHOTO aHa/IM3a 0Ka3aJiy, YTo 6aaHC
MeX/Jy paboToM M JIMYHOM >KU3HBIO MOJIOXKUTEJbHO OINOCPEAYET CBSI3b 3TUYECKOIO JIMJEepPCTBA U
HaMepeHHe YBOJIUThCS, B TO BpeMs KaK yZI0BJIEeTBOPEHHOCTb PAaGOTON He 0Ka3bIBAET OMIOCPEAYIOIIETO
addekTa. 3HaueHue pe3ysbmamos. B paMkax TEOPUM COLMAIBHOIO OGMeHa 3THYeCKOoe JINAEPCTBO
WrpaeT KJII0YEBYIO PoJib B POPMUPOBAHUU JUHAMUKHA HAMEPEHUS COTPYAHHUKOB YBOJUTHCS U3 Opra-
HH3aI1MHM, 0COGEHHO IpeJiCKa3bIBasi 6a/laHC MeX Ay paboTON M JUIHOH KU3HBIO. DTUYECKUE JIU/epbl
BBI/IBUTAIOT Ha [lepBOe MECTO HasaHC MeXAY paboTOM M JIMYHOH KU3HBIO COTPYAHHUKOB, IPHU3HaBast
BaXKHOCTb COTIJIaCOBaHUs NpodeccroHalbHbIX 0053aHHOCTEN C JIMYHBIM GJsiaronosyuveM. Peanusys
MOJIMTUKU U NMPAKTUKH, KOTOPbIE NMOAAEPKUBAIOT 'MOKOCTh, 3TUYECKUE JUJEPDI CMArYaT HANps-
JKeHUeE, BbI3bIBAa€MO€e CTPECCOPAMHU, CBSI3aHHBIMU € pab0TOM, TeM caMbIM MOBBILIAs 00Ilee KaueCTBO
’)KU3HU COTPYAHUKOB U CHUXKAsA BEPOSATHOCTb TeKYy4eCTH KaJ|pOB.

KiloyeBble cj0Ba: Teopusli COLMAJbHOTO OOMeHa, 3TUYECKOe JIMAEPCTBO, YAOBJETBOPEHHOCTH
paboToii, 6asaHC MeXAY Pab0oTON U TUYHOU KU3HbIO, TEKYYECTb KaJJpOB.
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AHHoTanmsa. lJeav uccaedosarusi. UsydeHue 3MOLIMOHATIBHO-CMBICIOBBIX KOHCTPYKTOB OpraHU3ald-
OHHOM CyOKYJIbTYPBI /AJ151 IPUHATHUS OPTaHMW3aLMOHHBIX U3MEHEHUH B KOHTEKCTe yIpaBJIeHUs COIpO-
TUBJIEHWEM IepcoHasa. Memodosozusi uccaedosanus. IlpuKJaiHOe 3MIMPUYECKOE HCCJIe0BaHUE
MIPOBEJIEHO B /IByX Pa3HbIX POEKTAaxX. B mepBoM ciydyae paccMaTpUBaeTCsl HU3MeHEHUEe CYyOKY/IbTYpPbl
JlenapTaMeHTa NMpoJaXX pO3HUYHOro 6aHka B MHauu. Bropoil ciydail MocBsAIEH U3MEHEHUIO TPOU3-
BOJCTBEHHON QYHKIIMOHAJBHOM CYOKY/IBTYphl Ha rocy/JapCTBEHHOM 3ayeKTpudeckoi ctanuuu (I'3C)
B Kasaxcrane. UcciegoBanue nMeeT onucaTe/bHbIA JU3alH U COCTOUT U3 JABYX 3TanoB. Ha nepsoM
3Tare OCyIeCcTBJIsJICS CO0p IMIMPHUYECKOT0 MaTepHrasla, CBI3aHHOI'0 C 0COOEHHOCTSMU paccMaTpHUBa-
eMbIX CyOKYJIbTYP U BbISIBJIEHHS NPUYHUH CONPOTHUBJIEHUS U3MeHeHUsIM. C60p nepBUYHON HHPOpMa-
LU OCYLIECTBJISJICS C TOMOLILbI0 HabJII0/IeHUS, B TOM YK CJIe BKJIOYEHHOT0, a TAKXKe MOJIYCTPYKTYPHUPO-
BaHHOI'0 UHAUBUAYAJBHOTO U TPYNIIOBOr0 UHTEPBbIO. AHAIM3 COOPAaHHON HHPOPMALMU TPOBOJUIICS
C IIOMOIIIbI0 KOHTEHT-aHa/M3a, peHOMEHOJIOTMYEeCKOT0 aHa/IN3a, aHa/Iu3a pa3srOBOPHOM pevyu U BU3Y-
aJibHOTO aHasiu3a. Ha BTOpoM sTare 6bliM pa3paboTaHbl 3MOLMOHAJIbHO-CMbICIOBbIE KOHCTPYKTHI,
Y NpOaHaJM3UPOBAHO UX BO3JeMCTBHE HAa CONPOTHBJEHHE NepcoHasla. B kauecTBe MeToAUYECKON
OCHOBBI IPOEKTOB UCI0JIb30BaHA MO/ieJIb yIIpaBseHUs usMeHeHUsIMU «Oco3HaHue, XesraHue, 3HaHue,
Cnoco6HocTs, 3akperieHue (02K3C3)» (ADKAR). Pezysbmameul uccaedogarus. Pe3ynbTaToM 3MIUPHU-
YecKoro uccje/joBaHus spjsieTcs [IporpamMa ynpaBJsieHHsI COIPOTHMBJIEHHEM IIEPCOHAa OpraHU3a-
LIMOHHBIM M3MeHEHHUSM. Mcnoib30BaHNE 3MOLMOHAIbHO-CMBICTIOBBIX KOHCTPYKTOB B KOMOWHALIUU C
KO-3BOJIIOLIUOHHOM MO/IeJIbl0 OPraHU3aljMOHHOI'0 OCMBICJIEHHUsI U MO/Ie/IbI0 YIIpaBJeHUs] U3MEeHEeHU-
SIMU IPOJIEMOHCTPUPOBAJIO MYJIbTUIIZIMKATUBHBIN MO3UTUBHBIN 3QPEKT, BBIPAa3UBLIMKCS B IPUHATHH
Y OTKPBITOCTH NepCOHaJa OpPraHU3alMOHHbIM U3MEeHEHHUsIM, a TaKXKe TpaHcHOopMaLlUu OpraHU3alu-
OHHOM CYOKY/IBTYPbI B KYJIBTYDY, I0/leP>KMUBAIOLIYI0 U3MeHeHUs. OpusuHa16bHOCMb U 8KAA0 asmopa.
HWcnosib3oBaHue MoJiesiu yripaBieHuss uaMeHeHUssMU «02K3C3» 1 KO-3BOJIIOLIMOHHOM MO/JI€/IM OpTaHU-
3aLMOHHOT'0 OCMBIC/IEHUS [T03BOJISIET IIPEJIOKUTh YHUKa/IbHYIO [I[porpamMMy BHeJpeHHs1 OpraHru3alu-
OHHBIX U3MEHEeHHUsI, KOTOpasi BKJI0YaeT CBsI3b 3MOLMOHAIBbHO-CMbICJOBbIX KOHCTPYKTOB C IPUHATHEM
nsMeHeHuH. [lanHasa [IporpaMma siB/sieTCS BKJ1aZ|0M B pa3BUTHE MEXAMCLUIJIMHAPHOW TEOPUM Opra-
HU3aIlMOHHBIX U3MEHEHUH C TOUKU 3PEHUS MeHePKMEHTa U COLIMaIbHON IICUXO0JIOTHH.

KiroueBble c10Ba: reHepalysi CMbIC/I0B, IMOILMOHA/IBHO-CMBICJIOBOW KOHCTPYKT, OpraHU3alMOHHas
CyOKyJIbTYpa, OpraHM3allMOHHbIe U3MEHEeHUs], COIPOTUBIEHUe nepcoHasa, 0XK3C3.

Appec: 101000, Mocksa, yi1. Msicuunkas, 20. E-mail: moyermolayev@hse.ru
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BBegeHue

OpraHu3allMOHHbIEe U3MEHEHUS YaCTO BbI3bIBAIOT CONMPOTUBJIEHHE MEPCOHAJA, YTO 00YCI0B-
JIUBaeT Heo6X0AMMOCTb HOBBIX O/IXO/I0OB K YIIPaBJeHUI0 U3MeHeHUssMU. COBpeMeHHble MO/X0/1bl
BKJ/IIOYAIOT He TOJIbKO pallMOHaJIbHbIE aCleKThbl, HO U 3MOLIMOHAJ/lbHble KOMIIOHEHTbI, KOTOpPbIE
BJHMSIIOT Ha Mpoliecc opraHusanydoHHoro ocMmbicienusi (Weick, Sutcliffe, Obstfeld, 2005). Posb
3MOIMOHAJIbHBIX GAaKTOPOB B U3MEHEHUSX, TAKMX KaK TPEBOTra, HajeX/Ja U MOTHUBAIlYs, CTaHO-
BUTCA Ba)XXHBIM 3JIEMEHTOM B yIpaBJe€HUWU U3MEHEHUSMHU, YTO MOATBEPKAAIOT UCCIAe0BAHUA
(Loewenstein u ap., 2001; Steigenberger, 2015). PykoBoACTBO KOMIIAaHWM 3a4aCTYyI0 BOCHPUHUMAET
CBOUX MOJYUHEHHBIX KaK eJJMHYI0 COLMAJIbHYIO I'PYINy C 06lied OpraHrW3alMOHHON KYJIbTYPOH,
O/IHAKO Ha/IMuMe OPraHMU3alMOHHBIX FPYII C COOCTBEHHBIMU CyOKYJIbTypaMu TpebyeT nudpdepen-
IIUPOBAHHOTIO MOAX0/a K ynpaBJsieHUto u3amMmeHeHussMu (Collins, 1998). B cBs3u ¢ 3TUM, BO3HUKAET
Ycclie[l0BaTe/IbCKUIM BONPOC: KaK NPOTEKAeT JIMUHAMHUKa OPTaHM3alMOHHbBIX CYOKY/JIbTYp B HaNpaB-
JIEHUU CHWXKeHUS Ux JuddepeHnpanuu u ¢parMmeHTaluu?

C y4éToM HEOJHOPOAHOCTH OPraHU3alMOHHOU KYJIbTYPbl KOMIIAHUH 3MOLIMOHAJbHO-CMbICJIO-
Bble KOHCTPYKTbI MOTYT IOMOYb [€PCOHAJy NPUHATh U3MEHEHUS U NMOBJUATh Ha AUuddepeHIiu-
aJIbHYI0 U pparMeHTapHYI0 AUHAMUKY cyokyabTyp (Martin, 2002; Dana, Mukaj, Vishkurti, 2016).
JlaHHOe Ucciej0BaHKWe HallpaBJIEeHO Ha UHTerpanyio MoJesiv ynpasjeHus usMmeHeHUAMU ADKAR u
KO-3BOJIDIJMOHHOMN MO/IeJIU OPraHU3allMOHHOT'0 OCMbIC/IEHUS, UTO 03BOJISIET YYUTHIBATb IMOLUO-
HaJ/IbHbIE U CMBICJIOBBIE aCEKTHI B YIIPaBJI€HUN U3MEHEHHUSIMU.

[Ipo6sieMbl BHYTpEHHEN WHTEerpanuy OpraHU3alMd pacCMaTpPUBAIOTCS NpeACTaBUTENSIMU
Pa3/IMYHbIX HAYYHBIX AUCHUIIMH. ITH BOIPOChI 0COGEHHO aKTyaJIbHBbI /IJIs1 OpraHU3alMi B IEpUO/]
TpaHcdopmanuu. Kak npaBusio, opraHM3alMOHHbIe U3MEHEHUS SIBJISIIOTCS OTBETOM Ha BO3/l€HICTBUE
BHelllHeU cpe/ibl. B u3BecTHoU ctaThe «Differentiation and Integration in Complex Organizations»
(Lawrence, Lorsch, 1967) onuceiBaeTcs auddepeHnnans GpyHKLUOHAIbHbBIX TPy OpraHu3anuu
Y HE0OXOJUMOCTD YBEJMYEHUS YCUJIUN MeHe/PKMEHTA /151 o6ecriedeHUs1 BHYTPEHHEN HHTerpanuu
B Nepuo/, BJAUSHUSA BHELIHEW cpefibl Ha opraHusanuio. CyliecTBylolas NpakTUKa peaKTHBHOTO
NOBeJleHUsl B NepHOo/, OPTaHU3aLMOHHbIX U3MEHEHHUH NPUBOAUT K HEOOXOJAUMOCTHU NPOBeJeHUs
KOMILJIEKCA MEPONPUATHUMN MO CHUXKEHUIO COMPOTUBJIEHUS mepcoHala. Kpome Toro, Heo6xoAuMo
YUYUTBIBATh HaJIMYKE Pa3/JIMYHbIX TUMOB CYOKY/JbTYp, TAKUX KaK MOJAJepP>KUBAIOIIMX, OPTOTOHAJIb-
HbIX U KOHTPKYJbTyp (Martin, Siehl, 1983), a Takke ux AuHaMuUKy (MHTerpajbHyto, GparMmeHTap-
Hy1o U 1uddepeHyuanbuyo) (Martin, 2002).

PaHee mpoBefeHHble UCCAELOBAHUSI XOPOLIO JEMOHCTPUPYIOT, UTO NMPHU BHEAPEHHUU oOpra-
HU3ALMOHHbIX U3MEHEHUUN HeKOTOopble NpodeccruoHaslbHble U QYHKLIMOHA/TbHbIE CYOKYJIbTYPHI
OKa3bIBAalOT COMPOTUBJIEHHWE OPraHMW3alMOHHBIM u3MeHeHUsM (EpmosnaeB, ®unoHoBuy, 2024;
Yermolayev, 2024; Aldhobaib, 2022; Martin, 2002; Raelin, 1985). KpoMe Toro, BbISIBJIEHO, YTO
BHe/IpeHHe OpraHMU3allMOHHbIX U3MEHEHUU TEeCHO CBSI3aHO C NMPOIECCOM OCMBICJIEHUSI UX HEOOXO-
JAUMOCTH MeHe/KepaMH U TPaHCJIALMUA CTeHEPUPOBAaHHBIX CMBICJIOB B OpTaHU3allMOHHYIO FPyIITy
st npuHATUSA ee yieHaMu (Cristofaro, 2022; Kumar, Singhal, 2012; Luscher, Lewis, 2008; Weick
et al., 2005). BMecTe ¢ TeM mpoljecc reHepaldu CMbICIOB SIBJASETCS OJHUM W3 BOKHEUIINUX JJis
dbopMHpoOBaHUSA JIUOO HW3MEHEHUs] OPraHHW3aALUOHHON KYJbTYpPbl, ONpeessiolled OTHOIIEeHUE
JiIoZiel K opraHu3alMoHHbIM u3MeHeHusaM (OaurctulH, Makagam, 2022; lleiin, 2002; Dana et al.,
2016; Hofstede, 1998).

B cooTBeTcTBUM ¢ HauboJsiee pacnpocTpaHEHHON GOPMYJIMPOBKOM OpraHU3alMOHHON
KyJbTypbl, fanHou J. llleitHoM: «KysbTypa rpynmnbl MoxKeT ObITh ONIpeZiesieHa KaK CUCTeEMa KOJIJIEK-
TUBHBIX 6a30BbIX IP€/ICTAaBJI€HUN, IPUOOpEeTaEMbIX IPYIIION NPY pa3pelieHuH NpobJieM afanTaluu
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K BHEIlIHEeW cpeJie U BHYTPEHHEeW UHTerpaluy, KOTopble JJoKa3aau CBOI 3G PEeKTUBHOCTb U IOITOMY
paccMaTpUBAIOTCA KaK LIeHHOCTh U NepejaloTCcd HOBBIM YJleHaM IpyNibl B KauecTBe NPaBUJIbHON
CUCTEeMBbI BOCIIPUATHS, MbIIIJIEHUS U YyBCTBOBAHUS B OTHOLUEHMU Ha3BaHHbIX Npobsiem» (IleiH,
2002). TakuM 06pa3oM, KOJIJIEKTUBHbIe 6a30Bble YOexAeHNU U NPeJ0JI0KeHNs 06 OTHOIIEHUAX
C OKpY’KaloLIMM MHUPOM, O MeTO/axX U NpaBUJax OlpesesieHus] UCTUHBI, O IPUPO/ie YeJI0BeYeCKOM
JleITeJIbHOCTH U OTHOILEHUH JIeXKaT B OCHOBE OPraHM3alMOHHOM KYJIbTYpHI.

OfiHaKo 0co3HaHUe 6a30BbIX MPEJN0JI0KEHUHN U YOexK1eHUHM IPUXOAUT He BCerjia B CUJIy HaMe-
pPEHHOro JIMO0 HEeHaMepeHHOr0 COKPBLITHUA OPraHU3alMOHHOI'0 3HAHUA YJeHaMHW OpraHM3allH.
B pe3ysibTaTe BO3HMKaeT KOHTPNPOAYKTUBHOE NOBeJeHUe MHAMBHAYYMa (Serenko, Bontis, 2016),
dbopMupyOILee COOTBETCTBYIOILYIO CyOKY/IbTYPY OPTOrOHAJIBHOTO JIMOO KOHTPKYJIBTYPHOI'O THIIA.
KpowMme Toro, opranusanyonHas npodpeccuoHalbHask KOHTPKY/JIbTypa MOXeT ObITh CPOPMHUpPOBAHA
B CMJIy TaKUX MPUYHMH, KaK CI0co6 NpodeccHoHa/IbHOTO 00y4YeHusl, OCylleCcTBJIeHUs Npodeccro-
Ha/IbHOM J1eATeJIbHOCTH, IpodeccuoHalIbHas COLMAJAN3aLUsA U APYyTrux crnenuduyeckux GakTopos
(Deiinbepr, 1992; Raelin, 1985).

B 0CHOBY JlaHHOW CTaThbU JIeIJIM [iBa UCCJeJOBAaHMS OCHOBAHHBIX HAa peasibHbIX MPOEKTax
ylpaBJleHUs U3MEHEeHHUSAMH 10CpeCTBOM pOPMUPOBAHUSA 0A30BbIX yOeXKJeHUU U IPeAN0I0KEHUH
B OpraHU3alMOHHBIX CyOKY/JbTYypaX, IepCOHa] KOTOPBIX OKa3blBaJ CONMPOTHBJIEHHWE BHEJPEHUIO
OpraHU3alMOHHbIX U3MeHeHUH. [lepBbIl NPOEKT NOCBALLEH U3MEHEHUIO CYOKYJIbTYPHI AenapTa-
MeHTa NPoJia*k pO3HUYHOT0 6aHKa B MHAMY, o jep>)KUBatoled HOBbIM GU3HeC-IPoLecC MPOoJaKU
KpeJUTHOTO NPOoJyKTa. Bropo npoeKT 6b111 HalpaBJ/ieH Ha U3MeHeHHe IPOU3BOCTBEHHON QyHK-
UOHAJIbHOM CYyOKYJIbTYpPbI 3JIEKTPUYECKOU cTaHLIMU B KazaxcTaHe, noaep>KUBatollel BHeIpeHUE
IPOLECCHOr0 yNpaBjeHUA. B KayecTBe MeTOAMYECKONM OCHOBBI NPOEKTOB OblJIa MCIOJb30BaHa
Mozesb ynpaBieHus uaMeHeHusaMu 0XK3C3 (ADKAR). B kauecTBe OCHOBHOTO 1MoJxo/a K ¢popmu-
POBAaHUIO OPTaHU3ALMOHHOI'0 OCMBICJIEHUS UCII0JIb30BaHa KO-3BOJIIOIMOHHAA Mozeb (Cristofaro,
2022). Ucnosib30BaHWE KOMOWHAILIMU JIBYX YIIOMAHYTBIX MO/ieJied U ClleliMaJbHO CIPOEKTUPOBaH-
HbIX 3MOLIMOHA/JIBHO-CMBICJIOBBIX KOHCTPYKTOB I03BOJIMJIO U3MEHUTb CyOKY/JBTYpbl YKa3aHHBIX
OpTraHU3aLMOHHBIX Py, J0OUTbCA OT COTPYJHUKOB NPHUHATHE OPraHMU3allMOHHBIX U3MEHEHUH,
BOBJIeYb COTPYAHHUKOB B BBINIOJIHEHHME WHAWBU/Ya/JbHOM U KOJIJIEKTUBHOM paboThl. B ogHOM U3
c/1y4aeB ObL/IM IIOJY4Y€eHBbI 10TIOJIHUTE/IbHbIEe COLjUa/IbHble 3QPEKTHI.

MeToa0/10rusa Mccjie0BaHUSA

OnucaTe/ibHbIN IU3alH SMIIUPUYECKOT0 UCCJIeJOBAaHUSI BKJIKOYaAJI /iBa 3TAra. DTOT IM3alH ObLJI
peas30BaH JBAX/Abl — B pO3HUYHOM OaHKe (MHUs1) U HA 3JIeKTpUdYecKo cTaHIuu (KasaxcraH).

IlepBbIii 3Tan

Ha nepBoM aTamne 6b1J1 OCyIlleCTBJIEH CO0OP 3IMIUPUUYECKOTO MaTeEpPUaIa, CBI3aHHOTO C 0COOEH-
HOCTSIMM paccMaTpUBaeMbIX CyOKYJbTYpP U BbISIBJ€HUS NPUYUH CONPOTUBJIEHHUS HW3MEHEHUSM
(MupoukuHa, 'epuikoBuy, 2016). C60op nepBUYHON HUHPOPMALUU OCYLIECTBJISJICS C MOMOUIbIO
HabJIt0/ieHUs], B TOM YHCJIe M BKJIIOYEHHOTO, a TAKXe M0JyCTPYKTYPUPOBAHHBIX UHMBU/Iya/IbHBIX,
IPYIIOBBIX MHTEPBbIO U GOKYyC-Ipyni. AHAJIN3 10 Ty4YeHHOW HHGOpMaL U TPOBOJMJICS C TIOMOLIbIO
KaueCTBEHHOI'0 KOHTEHT-aHa/1u3a, peHOMEeHOJI0rM4eCcKoro aHa/lu3a, aHa/iu3a pasrOBOPHOM peyuu U
BHU3yaJIbHOTO aHaJIM3a.

CyOKy/NbTYypbl aHAJMU3UPOBAJUCh C TPEX TeOpeTUYeCKUX NO3ULMH, NpeJJoKeHHbIX
J/bx. MapTuH: uHTerpasbHol, AuddepeHMaIbHON U GparMeHTapHOW. AHA/IU3 UHTErPaJbHOCTU
HalpaBJieH Ha BbIsIBJIeHHWEe OOIMX CMbICJOB M NpPOSIBJEHUH, MOAAEPKUBAIOIUX JOMUHAHTHYIO
KyabTypy. uddepeHnpanusa cyoKynbTyp XxapaKTepru3yeTcs He3aBUCUMOCTbIO CYyOKY/IbTYp U (KJIH)
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UX KOHQJIHUKTAMHU U OTCYTCTBUEM MOAJEPKKU UHCTUTYIMOHAJIbHOM JIOTUKW Pa3BUTUSI OpraHu3a-
nuu (Paurcrul, Makagam, 2022). AHanu3 ¢pparMmeHTaln Uy Obl HalpaBJieH Ha BbISBJIEHUE IBYC-
MbICJIEHHOCTH, UPOHUU U HENOCJ/Ie/[0BATETbHOCTH, IPOSIBASIEMON PEACTABUTENSIMHU CYyOKYIbTYPbI
(Martin, 2002). B cny4yae BbIsiBJIeHUS] TPU3HAKOB JUdPepeHIMal UK U GparMeHTalliu CYyOKY/Ib-
TYp MPOBOJIUJICS aHAJNIU3 NPUYMH TAaKOU JUHAMUKU U €€ NPOsIBJIEHUH, YTO 0Ka3bIBaJIOCh B POKYyce
BHMMaHU4 uccaenoBares (Epmosiaes, dunonosuy, 2024).

BTopoii 3Tan

Ha BTOpOoM aTaIle 66111 pa3paboTaHbl 3MOLMOHAIbHO-CMbICJI0BbIX KOHCTPYKTHI C UCII0JIb30Ba-
HUEeM NPUEMOB «TeHepalus cMblicaa» (sensemaking), KOTOpble 3aTEM OLleHUBAIKCh C TOUKU 3pEeHUS
UX BO3/IeMCTBHUA Ha CONpPOTHBJIEHME IepcoHasa. B kadyecTBe MeTOAMYECKONW OCHOBBI HCIOJIb-
30BajlaCb MoJie/ib ylpaBjeHUs HU3MeHeHUsIMHU «Oco3HaHue-KenaHnue-3HaHue-CoCOOHOCTb-
3akpensienue; 0XK3C3» (Awareness, Desire, Knowledge, Ability, Reinforcement; ADKAR), koTopas
obL1a npegJioxkeHa Jpkedpdpom XallaTTOM U MHOTOKpPATHO MpoBepeHa Ha npakTuke (Hiatt, 2006).

Mogens ynpasieHusa usmeHenussMu 02K3C3 (ADKAR)

Trica4n KOMNAHWH, BHEAPAIOLUX OPTraHU3alMOHHbIe U3MeHeHus, TepnAaT HeyAady. OCHOBHas
IpHUYMHA Hey/lad CBs3aHa C CONPOTUBJIEHUEM llepCOHa/Ia uU3MeHeHUAM. [Ipex/ie Bcero cyuecTByeT
TPY OCHOBHBIE IPUYUHBI CONNPOTUBJIEHUS [lepCoHa/Ia: HU3Kasg MOTUBALUS, OTCYyTCTBHUE CIOCOOHO-
CTel M OTCYyTCTBHME UHGOPMHUPOBAHHOCTH O peajnu3alii OpraHU3alMOHHbIX U3MEHEHUH U UX LleJIfX
(Ali et al,, 2021). Kpome Toro, paHee nNpoBeJéHHbIE UCC/IeJ0BAHUS BHEAPEHUSI OPraHU3alMOHHbIX
M3MeHeHUH MoKa3a/l CylleCTBOBaHHWE NMPOTHBOPEYUI MeX/Jy OpraHU3alMOHHBIMHU CYOKYJIbTY-
paMu, CBA3aHHBIX C HAJIMYWEM NPOPeCCUOHA/IbHOU UepapXUH U OTCYTCTBUEM NPOdeCcCuOHATbHOU
3aMHTEPeCOBAHHOCTHU B NOAJIeP:KKe opraHru3alMoHHoM TpaHcdopmauuu (Epmonaes, duioHoBuyY,
2025; Aldhobaib, 2022; Martin, 2002; Raelin, 1985).

ColnpoTHBJIEHHE HOBBIM CII0CO6AaM paboThl — 0JjHA U3 CAMbIX PACIPOCTPAHEHHBIX IPUYMH HeyAa4y
BHE/IpEHUS1 OpraHU3alMOHHbIX M3MeHeHUM (Ali et al, 2021). Mogesnb ynpaB/ieHHMs U3MEHEHUSIMU
02K3C3 (ADKAR) siBasieTcs NOMY/IAPHBIM UHCTPYMEHTOM, IOMOTAI0LMM YIPaBJAATb TAKUM COIPOTHUB-
seHreM. ADKAR — 3To ab6peBuaTypa aHIVIMACKHX CJI0B — Ha3BaHWM OCHOBHBIX OJIOKOB MO/I€JIU:

Awareness — Oco3HaHHEe HEOOXOAUMOCTH U3MEHEHUH;

Desire — Xenanve noasepKUBaTh U y4aCTBOBAaTh B U3MEHEHUSX;

Knowledge — 3HaHue Kak IPOU3BOJUTb U3MEHEHUS;

Ability — Cnoco6HOCTb BHEAPSATh HE0OXOJUMble HABbIKH U NTOBEJIEHUE;

Reinforcement — 3akpenyieHue YCTOWYUBOCTH U3MEHEHUH;

Kaxxb1ii M3 6JI0KOB MOJles1v IIpe/iCTaB/sieT OO0 onpe/ie/IEHHBIN 3Tall B IPOLecce CHUKEHUS
CONPOTHUBJIEHUS IEPCOHAJIA, HA KOTOPbIN BJAUAIOT pa3inuHble GpakTopsl (Tab. 1).

Tabnuna 1. @akTopsl, Bausoiue Ha aieMeHThl Mogeau 0XK3C3 (Mctounuk: Hiatt, 2006)

JNeMeHT MO eny DakTopbl
OcosHaHue * B3IJIAAJ] Ye/IOBEKA Ha TeKylllee COCTOSHUE;
Heo0XOoMOCTH ¢ KaK 4elI0BeK BOCIIPUHMMAET IIPOOIeMbI;
V3MEHEeHU e HaIé)KHOCTD OTIPABUTENSI NHGOPMAIIIOHHBIX COOOIIEHNI;

e pacIpocTpaHeHue ge3nHGOpPMAaLIN VI CTTyXOB;
¢ OCIIAPMBAEMOCTD IIPUYVH M3MEHEHIS;

Kenanue o XapaKTep M3MeHeHUs (YTO TO 3a M3MeHEeHe Vi KaK OHO ITOB/IMsET Ha KaX/[Or0 YeloBeKa);
IIOANEP>XKMNBATDH N y‘laCTBO— ° OpI‘aHI/I3aHI/IOHHbII7[ VT 9KOJIOTUYECKUI KOHTEKCT M3MeHEeHN s (BOCHPI/IHTI/IG COTPYHHI/IKaMI/I
BaTb B IBMECHCHUAX OpraHm3anny VI Cpenbl, KOTOpas IMOAJIEXXNUT I/I3MeH€HI/IIO);

e JIMIHAA CUTYallVA KaJKA0Tro Y€/10BEKA;
¢ 9YTO MOTUBMPYET Y€TOBEKA (BHyTpe}mme MOTUBATOPbI, KOTOPbIE YHMUKAIbHDI /1A ‘-IEIIOBeKa);
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3nanue o TeKyljast 6a3a 3HAHWIT OTHEIbHOTO YeTOBEKa;
KaK IPOM3BOANUTH ¢ BO3MO>XKHOCTb 3TOTO Ye/IOBEeKa ITOTYYUTD JOIOTHNUTEIbHbIE 3HAHNS;
M3MEHEHUA o peCypchl, ROCTYIIHbIE /11 06pasoBaHMs ¥ OOYUEeHNS;
o Ha/IM4Me HeOOXOAVMBIX 3HAHWIT VIV JOCTYII K HUM;
CnocobHocmo o IICKXOJIOIITYecKIe 6apbepsl;
BHEIPSATHb HEOOXOAUMBIE o GU3MUIECKIE CTIOCOOHOCTIL;
HaBBIKU I TTOBEIEHIIE o MHTE/IEKTYa/IbHbIE CIIOCOOHOCTI;

o BpeMs, IOCTYIIHOE [JIA pa3BUTVA HeOOXOAVIMbIX HaBBIKOB;
o HaJIM4Ve PECYPCOB A/IsI IIOAAEP)KKI PasBUTISI HOBBIX CIIOCOOHOCTETT;

3akpennerue e CTETIEHb, B KOTOPOI MOKPEIUIEHIEe 3HAYMMO U CIEUPUIHO [ YelI0BEKa, Ha KOTOPOTro
YCTOWYMBOCTY MU3MEHEHWII TIOBIMATIO MI3SMEHEHNE;
o CBSI3b MMOAKPeEIIEHSI C GAKTIIECKI TIPOIEMOHCTPUPOBAHHBIM IIPOIPECCOM VTN JOCTIIKe-
HIEM;
e OTCYTCTBUE HETATUBHDBIX IIOC/IEICTBUI;
e CHICTEMA IIOLOTYETHOCTY, KOTOPasl CO3[aeT IOCTOSHHBIN MEXaHU3M JI/IA 3aKpeIIeHNA
M3MEHEHUI;

TakyuM 06pasoM, nocsiefoBaTebHasA peaju3alys 3TalloB MOJie/IM YIpaB/ieHUsI U3MeHeHUAMHU
C BO3/IeiCTBHEM Ha COOTBETCTBYIOLIMe paKTOpbl GOpMUPYET y TepcoHala He06X0JUMble 6a30Bble
npe/iCTaBJeHUs U OTHOLIEHUEe K U3MEHEeHHUAM, KOTOpbIe 3aTeM 3aKPeIJISIOTCA B KOPIIOPAaTUBHOM
KynbType (cy6kyapType). OTMeTHM, 4YTO KaK CaMO OpraHM3allMOHHOE U3MeHeHe TpebyeT onpe/e-
JIEHHOTO OCMBICJIEHUS], TaK U MEPONIPUATUS, IPOBOLUMBIe B paMKax Mogenn 0XK3C3, npuBoaAaT K
MaJIbIM M KPYIIHBIM COOBITUAM B opraHusanuu. CiiejoBaTe/IbHO, BOSHUKAIOT 3allJIaHUPOBAHHbIE U
He3allJIAHMPOBaHHbIe COOBITHUS, KOTOPbIE 3allyCKAlOT MeXaHU3M OPraHU3allMOHHOTO OCMBIC/I€HUS
(Weick et al., 2005).

Kawuessle acnekmul KoHYyenyuu zeHepayuu cmuicaa K. Belika

HUccnenoBanus, ony6iikoBaHHble B 2014 1. koMmnanueilt McKinsey, nokasasiu, 4To MOJIHOW peasiu-
3alMM 3allJIAHMPOBAHHbBIX U3MEHEHUM JOCTUIIK TobKO 21% opraHusanui. [Ipyu aToM, U3 4yucia He
BbISIBJISIIOIIUX CTeNleHb MU3MEHEHUH B MbIIIJIEHUH KOMIIAHUH, ycIlexa IOCTUTJIN ToJIbKO 5%. A U3 TeX, KTO
TaKy0 paboTy npoBoAua — 52%, U3 TeX, YTO MPOBEJ TaKylo paboTy yacTU4HO, — 25%. B cBsI3U € 3THM,
Ji1s1 GOPMUPOBAHUS COJleprKaHUsl, HAlpaBJIeHHOT0 Ha GOpPMHUPOBaHKE 6Aa30BbIX YOEXKIEHUH U MPEIN0JI0-
YKEHHU Ha KaxKJI0M 3Tarie peasusauuu Mmogenu 0XK3C3, ucrnosib3oBasiach KOHIENLMSA M'eHEPaLUY CMbIC/IA.

[loHAaTHe «reHepanus cMmbicaa» (sensemaking) B Teopuio opraHusauuil BBéa Kaps 3aBapn
Belik, 0003HaYMBLIUN NOp0OJIEMy HEOOXOAMMOCTH OCMBICIAEHUS] WHAWBUJAMH COOBITUS WU
CUTYyalU¥ B OpTaHU3al[MOHHOM Mpoliecce. [[0Tpe6GHOCTh B OCMBICJIEHUH, UJIM B TEHEPALIUU CMbICJIA,
BO3HHUKaeT BCSAKUW pas, KOrJa BO3HUKAeT HeONpeesl€éHHOCTb WJIM [BYCMBICIEHHOCTb. TaKuUM
o6pa3oM, reHepalys CMbIC/a SBJASETCS KJYEeBbIM MOMEHTOM B OpPraHU3allMOHHOM TeOpuH, TJie
VH/JWBU/, UHTEPIPEeTUPYET NPOUCXOJsillee U NpeJIPpUHUMaeT onpe/ie/IéHHbIe 1elCcTBUS. B cBsA3un
C 3TUM, OpPraHU3aLlMOHHble U3MEHEHUs W MPOLLeCcC yInpaBJieHUs COMPOTUBJIEHHUEM IMepCOHasa
JIOJ>KHBI pacCMaTPUBATbhCS KAK UCTOUYHUKU FeHepaluy CMbICJa.

OTMeTHM, 4YTO B COBPEMEHHOM PYCCKOSA3BIYHOU HAYYHOM JINTepaType aHIJIMMCKUHA TepMHUH
«sensemaking» 0GbIYHO MMeeT HeyJlauHbIK NepeBoJ, B BUJEe «IIPOU3BOJACTBO CMbIC/IA», «CMbBICJIO-
NpOU3BO/ICTBO». BMecTe ¢ TeM, B JaHHOM CTaTbhe NpeAJaraeTcs UCH0JIb30BaTh TaKWe TEPMHUHbI
Ha PyCCKOM $I3bIKe, KAaK OCMbICJIEHHE, TO eCTh NpUJaHue cMbIcyia' 4eMy-160, a TaK)Ke reHepanus
cMbicaa. C/ioBa «reHepanusi» U «IIPOU3BOJICTBO» SIBJISKTCS CHHOHMMAaMU?, 0JTHAKO B Pa3JIMYHOM

1 VIMeHHO 5T0 BbIpaKeHMe («IpUaHe CMBIC/IA» ), Ha HAlll B3IJLAJ, IT03BOJIAET Hanbojiee TOYHO MepeBeCTy Ha PYCCKMI A3bIK TePMUH
«sensemaking». A BOT CTIOBO «OCMBIC/ICHIE» IIPOVCXOJNUT He OT CI0BA «CMBIC/I», @ OT CJIOBA «MbIC/Ib» U IO CYTU O3HAa4aeT «0OfyMbIBaHIe,
HpUBOJALLee K IOHMMAHUIO», «<IIPOHMKHOBEHNE B CyThb». IIpum. peo.

2 9TO He COBCEM TaK. Y CI0Ba «T€Hepalis» BO MHOTUX €BPOIEICKUX A3bIKaX €CTh CAMOCTOsATENbHOE 3HaYeHMe, IepeBOoiuMoe Ha
PYCCKMIT A3BIK KaK «IIOKOJIeHNUe». I109TOMy B JaHHOM KOHTEKCTe ©0/ee TOUHBIM CHOHMMOM C/IOBA «I€HepalyiA» B PYCCKOM fA3BIKe CKOpee
OyaeT «BOCIpou3BefeHIe» WK «BOCIIPOUSBOACTBOY. IIpuM. per.
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KOHTEKCTe MOTYT O3HayaThb pasHoe. K mpuMepy, cJI0BO «reHepalus» MOXKeT MCIO0JIb30BaTbCS B
HayKe, MCKYCCTBe, TEXHOJIOTUH, Ile CO3/laeTCsl HeYTO HOBOEe U YHHKajbHOe. Hampumep, ujey,
TEOPHUHU, NPOU3BEJIeHHUSI UCKYCCTBA. B TO ke BpeMs CJIOBO «IPOMU3BOJACTBO» B OOJIbIIEN CTENEeHU
acCcoLMUPYeTCs C MaCCOBBIM, CEpPUMHBIM CO3JJaHUEM NPOAYKTOB C UCM0JIb30BAaHKMEM MallWH U aBTO-
MaTU3UPOBAHHBIX CUCTEM. B CBSI3U € 3TUM A/ TEpMHUHA «sensemaking» B JaHHOM CTaThbe, r/ie OyAeT
W/ITU pedb O CMbIC/AX, IpeJCTaB/sieTcs 60Jiee IPaBUJIbHBIM B KaueCTBe MepeBo/ia UCM0JIb30BaTh
TEPMUH «T'eHepaLusl CMbICJIa».

K. Beiik oxapakTepu3oBaJl reHepallMi0 CMbICJa KaK MPoIecc, 0TBeYawlui Ha Bonpoc «4To
NPOUCXOAUT?». ITO LIUKJIUUECKUH TPOLECC, KOTOPbIM UMeeT CEMb OCHOBHBIX XapaKTEPUCTHUK.

Social context — couMabHbIN KOHTEKCT NPOUCXOASA1ero. UHAUBU/ HE MOXKET UCKIIOYUTD cebsl
M3 0611eCTBa, IO3TOMY OH BbIHYK/I€H IIOCTOSIHHO NepepabaThiBaTh pa3MuHy0 HHGOpMaL U0 —
COOOILeHUS, CIYXH, Aie3MHOpMaLMIo U TaK AaJiee.

Identity — uaeHTUYHOCTb. Peub B GoJiblliel cTeneHU UAET 00 UJeHTHPUKALUW cebs 1o
OTHOILEHUIO B OKPY>KaIleMy MUPY U ONpe/ieJieHre CBOero MecTa B 3TOM MUpE.

Retrospect — peTpPOCIEKTUBHOCTb, CBSI3aHHAsA C ONbITOM MHJAMBUJA U €ro CIOCOOHOCTBIO
COOTHECTH MPOUCXOJSIIEee C TEM, YTO YKe IPOU3O0LLIO.

Salient cues — 3aMeTHble CUTHaJIbl, KOTOpbIe SIBJSETCS 3HAYMMbIMM NPU3HAKaMU HayaJa
COOBITHS WM €r0 3HAaUUTEJNbHOTO U3MEeHEeHHs, KOTOpble 3allyCKaIOT MPOLecC TeHepaliu CMbIC/Ia
WJIU MEHSIOT €ro.

Ongoing projects — HelpepbIBHOCTb pa3BOpaYMBaeMbIX AEWCTBUN MOAYEPKHUBAET XapaKTe-
PUCTHKY MPOLLECCHOCTH NpPOUCXoAsAlero. MHbIMU c/10BaMH, IpUJaHue CMbICJa — 3TO NPOLECC,
BJIMSIIOIIMU HAa OpraHU3al {10 KaK Ha MPOLECC, @ He CTPYKTYPY.

Plausibility — npaB0onof06HOCTb. ITa XapaKTePHUCTHUKA SABJISIeTCS TI0Ka3aTeseM JJOCTOBEPHO-
CTH, 3[JpaBOTr0 CMbICJIa U JIOTUYHOCTH, YTO JJAET BO3MOXXHOCTb T€EHEPUPOBATD CMbICJ B OTPAaHUYEH-
HbIX paMKax BApUaTUBHOCTH, HE UCKJ/II0YAI0Iel HeonpeelEHHOCTH U ABycMbIceHHOCTH (Weick,
2015), xorga obpeTeHUe CMbICJIOB POUCXOAUT «CTUXUUHO». UMEHHO M03TOMY NpPU NMPOBEJEHUU
OpTraHMU3aLMOHHbIX U3MEHEHUHN areHTaM M3MeHeHHWH Heo6X0JUMO reHepHpOBaTh MaKCHMMaJIbHO
4YETKHE U KOHKPETHbIE CMBIC/Ibl, COOTBETCTBYIOIIME ONIpe/ieJIEHHOMY YPOBHIO KYJIbTYPbl — HaILUMO-
HaJIbHOM, OpraHM3alMOHHOM, NpodecCUOHaIbHOM.

Enactment — wvcnosiHeHUe, BaXKHEWIIMKA MOMEHT B FeHEPUPOBAHUM CMbIC/IA, TOCKOJIbKY OH
CBSI3aH C PeaKTUBHbIM IMOBeJEHHUEM WHAUBU/IA, BbI3BAHHBIM MOCTOSIHHO MEHSIOIIeNcs BHEUIHEN
cpeZioll. B cBfI3W € 3TUM, B MOMEHT WCIOJHEHUS], UHAUBUJ, KOHIIEHTPUPYETCS Ha ONpeeEHHbIX
dakTopax U mNpeAnpUHUMAET JAeWCcTBUS. IMEHHO AeWCTBUSA OTJUYAIOT MPUJAHUS CMbICJIA OT
MHTepnpeTauuu coosiTuil (I'ynosa, 2020).

Ko-380.1104uoHHas Modess 2eHepayuu op2aHu3ayuoHHozo cmoicaa M. Kpucmoghbapo

M. Kpucrtodapo npeasioxkua Ko-3BOJTOLUOHHYI0 MOJe/Ib OPraHU3allUOHHOT'0 OCMBIC/IEHUS U
ero 3akpeljieHle B OpraHM3allMOHHOHN KyJbType. BaxkHo, YTOOGBI 3TOT NpoLecC MHULIMHMPOBAJICA
WHJIMBUJOM, MMEIOLUM BJIACTb B opraHusanui (Cristofaro, 2022). B TakoM cjiydyae MOXXHO TOBOPUTb
0 TOM, YTO TeHepUpyeMble CMbIC/IbI Oy T COOTBETCTBOBATb UHCTUTYLMOHAJIbHOW JIOTUKE OpraHu-
3auuu (PaurctulH, Makagam, 2022) (Puc. 1).

CorJyiacHO NpeJJI0’KeHHOM MOJieJ Iy, IPOLeCC OPraHU3aLMOHHOI'0 OCMBICIEHUS COCTOUT U3 IBYX
noamnpoueccoB. [lepBbiil 3aki04aeTcsd B MHAUBU/yaJbHOM OCMBICJIEHUM MeHe/Kepa, NPOXOAUT
yepes atansl [IpuHsaTre — Bapuanusa v Bei6op — YaepkaHue. B xoze aToro npouecca, MeHepKep,
NpUHUMas OINpeJe/éHHbI KOHTEKCT CBOEro (QpyHKIMOHUPOBAHUSA, WAEHTUPULHUDPYeT CHUTHaJ,
KOTOPbIHN TPaKTyeT U GOpPMUPYET IMOIMOHATbHBIA KOHCTPYKT B BU/Jle HApPATUBA, TEKCTA UJIW UHOU
¢dopmsl (Ivanova-Gongne, Tornroos, 2017). Bropo# nognponecc cBs3aH € lepeayeld 00peTEHHOTO
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CMbICJIa B BU/I€ 3MOI[MOHAJIBHOT'O KOHCTPYKTA OT UHJMUBHU/IA, TO €CTh MeHeKepa, K KOJIJIEKTUBY.
B KO/IJIEKTUBHOM 3aKpelJIeHUU CMbIcjia GQUKCHUpPYyeTcs [Ba 3Tana: Bapuauusa v BbIOOD, a TaKxke
Ynepkanue. B xone BToporo noanponecca MeHeKep repefaéT CBOM CMBICJ B TPyIIy Ha IPYNIIOBOE
OCMBICJIEHUE, BO BpeMs KOTOPOT0 YYaCTHUKM PYNIIbl 3aMyCKAIOT LUKJIbl IPOBEPKU NepeJaHHOTO
CMbICJIa HA MPaBJONOA00He, YTOUYHEHUE PABUJIBHOCTU 3HAYE€HHUU C JPYTUMU NpPeACTaBUTENSIMU
rpynnsl U npuHATHe 3Toro cMoicaa (Weick et al,, 2005). B ToMm ciyuae, eciy B rpynne aBTOPUTET
MeHe/Kepa 0/ABePTalTCsl COMHEHMUIO, OH TePsIET CBOI PaKTHUUYECKYIO BJAACTh, KOTOpas NEPEXOqUT
K TOMY UHJIUBU/Y, YEW CMBbICJI ObLJI IPUHAT KoJL1eKTUBOM (Cristofaro, 2022). Eciiu xe nepejaHHbIN
CMBbICJI KOJIJIEKTUBOM MPUHSAT U MPUCBOEH, BJIACTh MEHeKepa 3aKpeIisieTCs, a CMbICa TpaHcdop-
MUPYeTCs B KyJIbTypHble apTePaKThl JINO0 B 6a30Bble YTBEPKAEHUS UJIU IPEJIIOT0XKEHUSI.

ﬂpMHﬂTme Bapwauwﬂ Hn BbISOp yﬂepmaHme
A v o o E— o o o o E— o — o — r m—
MocTtpoenwue u
NuyHoCTh; (+,-) (€2) CpaBHEeHUWE (c1)
TeRyLLMA KOHTEKET - TenecHble ¥ T T T T e e e e e SMOLWOHANBHBIX -I -} CoxpaHeHue
adderTBHbIE + -
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Yaepauue Bapuauma v Boibop

PucyHok 1. Ko-3BosiroLiioHHAas MO/ieJIb OpraHU3aloHHOro ocMbicieHuss M. Kpuctodapo (Cristofaro, 2022)
(ITepeBog aBTOpA)

KomOunamus Mmoaesei

B naHHOM Hcce0BaHUM UCIOb3yeTcsl KoMbuHanusa Mogeneld 02K3C3 1 Ko-3BOJIIOIMOHHOM
MOJleJIU TeHepaluuud opraHus3anuoHHoOro cmbicaa. O0XK3C3 saBssgeTca MoAesblo yhnpaBJeHUA
M3MEHEHHUSIMU B MX «4eJ0BEYEeCKOW» 4acTH, KOTopas NpejcTaBJsieT CO60M NMporpamMMmy MOATO-
TOBKM NEepCOHa/a K NMPUHATUI0 M3MEeHEeHUUN U (U/d) yIpaBJieHUsl CONPOTHUBJIEHUEM IMepPCOHAJIA.
Onpepesisii OCHOBHbIEe 3Tallbl YoeXXJAeHUs1 B BUJe MHOOPMHUPOBAHHS, MOTHBAILUU, 00y4YeHHs, a
TaK>Xe ompe/ieJieHUsI CHOCOOHOCTHY peasiM3alii U3MEHEHUHN U 3aKpelJieHHWsl B OpraHU3alMOHHOU
KyJIbTYpe, caMa MojieJib M IIporpaMMa eé HCIoJib30BaHUs He 0O0'bSCHSAIT MEXaHHW3M BO3HUKHO-
BeHUs 0A30BbIX MPE/NONOXKEHUN, HEOOXOAUMbIX /IS IPAaBUJIbLHON HUHTepHpeTaldd U OCMbICJie-
HUs COOBITUH, CBSI3aHHBIX C OPraHU3alMOHHbIMU U3MeHEeHUSIMU. Takol MeXaHU3M, XOTb U HeJo-
CTATOYHO MOAPOOHO, HO ONMMCAH B KO-3BOJIIOIIMOHHOW MOJE/JU OPraHU3alMOHHOTO OCMbICEHUS.
Takum 06pa3om, ucnosb3ys B peanusanuu mogeau 0XK3C3 npuHIMIIbI MOJIe/IU TOPOXKAEHHUS opra-
HU3aLMOHHOrO CMbICJIA, Mbl [10JIy4aeM BO3MOXXHOCTb BJIMATh HAa KOHKpPEeTHblE MPUYHMHbI BO3HHUK-
HOBEHMS COMPOTUBJIEHUN, KOTOPble MOTYT ObITh BbISIBJIEHBI C TOMOIIbI0 HAGJII0/IEHHS, OMIPOCOB,
VHTEPBBIO U [PYTUX Ka4eCTBEHHBbIX METOAMK U3 apCeHaia OpraHU3allMOHHOM IICUX0JIOTHUH, COLU-
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0JIOTUU U MeHeDKMeHTa. Ha kaxxaom atane mojiesid 02K3C3 Heo6X0JMMO MOCTAaBUTh BOMPOCHI JJis1
OCMBICJIEHUSI HEOOX04UMOIr0 U3MEHEHUS U POPMUPOBAHNS HEOOXOAUMBIX YOEXKJeHUH Y PSAJ0BOTO
IepcoHasia, COOTBETCTBYIOLHE PAKTOpPaM, BJAUSIOIIMM Ha CONMPOTHUBJEHUE W3MeHEeHHUSIM. TakuM
06pa3oM 6bl/1a 06ecrieueHa KOMOWHAIMSA MO eJIeM.

[locTaBsieHHBIEe BONPOCHI JJil TPYINIOBOTO OCMBICJEHHUS MNPEeANOoJaraloT MCIO0Jb30BaHUE
KO-3BOJIIOIJMOHHOU MOJiesIu Ha KaxJoM 3Ttarne Mogeau 0XK3C3. UHbIMU cii0BaMU, pyKOBOJUTEJb
KOHKPETHOM I'pynibl JOJ’KEH OTBETUTD /Il ce6s1 HAa COOTBETCTBYIOUIUM Bompoc, cpopMUPOBATH
CMBICJIOBOU KOHCTPYKT, I10CJIE Yero MepeaTh ero Ha rpynnoBoe ocMbicjaeHue (Ta6ur. 2).

Ta6bsauna 2. Borpockl rpynnoBoro ocMbicjieHUs: Ha ocHoBe Mozesin 02K3C3 ¢pakTopoB, BAUSIOLIUX

Ha npuHATUSA udMeHeHul (Mctounuk: Yermolayev, 2024)

Jran Mogenn

(I)aKTOPI)I, BINAOLINE HA CONPOTUBICHNE NU3SMEHEHNAM

BOHPOC LA TPYNIIIOBOTO OCMBICTIEHNA

0K3C3

OcosHaHue « B3IJISAJL Ye/IOBEKa Ha TEKYIlee COCTOSIHIE; Yro npoucxoput u novemy? Kax
HEeOOXOIMMOCTY ¢ KaK YelIOBEK BOCIIPUHMMAET IIPO6IeMbl; copmynmposarh nHGOPMALKIO,
U3MEHEHUIT  HaZ&>KHOCTD OTIIPABUTEIS MHPOPMALIVIOHHBIX COOOIEHNIT; KOTOPYIO HEOOXOMMO JOHECTH 0

* pacripocTpaHeHye e3nHPpOPMALI VN CTYXOB; neneBoit ayauropun? Kro gomken

o OCIIAPMBAEMOCTD IPUYNH U3MEHEHVIST; ClienaTh HeOOXOMUMbIe COOOIEHA?
JKenanne e XapaKTep M3MeHeHNns (ITO 9TO 32 U3MEHEHNE U KaK OHO YT0 HOOYANUT [IEPCOHA BBIIIOTHSATD
MOAIIEP)KMBATh  IIOB/IMSIET HA KQX/[OTO YeTOBeKa); paboTy HeoOXORMMBIM 06pa3oM,
J YIaCTBOBATh B ¢ OPTaHM3AIVIOHHBII VJIU 9KOJIOTVMIECKIIT KOHTEKCT M3MEHEHVsI HECMOTPSI Ha BbISIB/IEHHBIE OTPaHIe-
U3MEHEHMAX (BocmpusiTIe COTPYHMKAMI OPTaHU3ALNY VIV CPEbl, KOTOpasi Hus?

3HaHMe KakK

IIOOIEXKUT I/ISMeHeHI/I}O);

e JINIHAA CUTYal Vs KaXXIOTO Y€/IOBEKa;

® 9YTO MOTUBMIPYET Y€TOBEKA (BHyTpeHHI/Ie MOTHMBATOpPBI,
KOTOpPbI€ YHMKA/IbHDI [T ‘{eHOBeKa);

e TEKyIIasd 6a3a sHaHUI OTAE/IbHOI'O Y€/IOBEKA;

Kaxk IIpUAATHh BaXKHOCTh HOBBIM

IIPOM3BOAUTD o BO3MO>KHOCTD 9TOTO 4eJIOBeKa IOTYYUTD JOIIOTHUTEIbHBIE croco6am paboTHI B I7Masax
M3MEHEHNA 3HAHNS; mepcoHara?

o PeCypChlL, JOCTYIIHbIE /L1 00pa3oBaHMs ¥ 00YUeHN;

o Ha/IM4ye HeO0OXOIVMMBIX 3HAHWIT VJIM JOCTYII K HUM;
Croco6HOCTD o TICUXOJIOTIYeCKMe 6apbephl; Kax nomMoub nepcoHaty nposiBUTH
BHEIPATD o pusmyeckye cioco6HOCTY; CBOIO CIIOCOOHOCTD BBITIONTHSTD
HeoOxopu- o MHTE/IEKTYa/IbHbIE CIIOCOOHOCTI; paboTy HOBBIM CIIOCOOOM?
Mble HaBBIKM M ¢ BpeMsd, JOCTYIIHOE JIA Pa3BUTH HEOOXOVIMbBIX HaBbIKOB;
IIOBefIeHNe HaJI/4yie PecypcoB IS IIOAAEP>KKI PasBUTIsI HOBBIX CII0CO0-

HOCTE;
3akperieHne o CTeIIeHb, B KOTOPOI NOfKpeIUIeHne 3HaYnMo 1 crienuduyno  Kaxue apredakTbl He06X0m1MMO
YCTOMYMBOCTM IS 4eJIOBEKa, Ha KOTOPOTO IIOBJIVAJIO M3MEHeHNE; IIPeJloCTaBNTD TIEPCOHAITY /A 3aKpe-
M3MEHEHU o CBA3Db MOAKPeIVIeHNsA ¢ GaKTUIeCKI IIPOeMOHCTPUPOBAHHBIM IUICHNUA CHOCOOHOCTY BBIIIOHATD

IIPOTPeCCOM VIV JOCTIDKEHIEM;
e OTCYTCTBUE HETaTVBHBIX ITOCTIENCTBIIL;
e CIICTEMA TTOIOTYETHOCTH, KOTOpas CO3aeT IIOCTOSHHBIN
MeXaHU3M Ji/Is1 3aKpeTUIeHN ISMeHEeHNIA.

paboTy HOBBIM crroco6oM 1 popmu-
pOBaHMsI 6230BBIX HPECTABIEHNUI
un y6e>1<11eH1/1171 B COOTBETCTBYIOLIE
OPraHM3aI[MOHHOI CyOKyIbType?

[Ilpy aTOM oco60e BHHMaHHE YAesaseTCd 3MOIMOHAJbHOM COCTABJISIONIER KOHCTPYKTAQ,
KOTOPBIN JIOJDKEH BbI3bIBAaTh HAZIEXKY U YBEPEHHOCTDb B MEPCOHAJNbHBIX U TPYNIIOBbIX MO3UTHUB-
HbIX U3MEHEHHUsX, a TaK)Ke BOOAYUIEBJIATh HA MPUHATHE U3MeHeHHUU. [10/I0KUTeIbHbIE IMOIUU
IPYIIIbI, IBJISIOTCA BRXKHBIM GAKTOPOM B pacpoOCTPAHEHUH CMbIC/IA U €r0 3aKpeIJIEHUH B TPYIIIIE.
JTO CBSI3aHO C TeM, YTO I'PYNIIOBOE OCMbICJeHHE MPOUCXOAUT B pe3ysibTaTe BHYTPUTPYIIIOBOIrO
06CYy>X/IeHUsI U OOMeHa CMbICJIaMU YYaCTHUKAMH TPyMNINbl. B TakoM ciy4dae aMouusl SIBJSETCS
dakTOopoM, BAMUSIOIUM Ha mpouecc ocMmbicieHus (Steigenberger, 2015). BoJsiee Toro, ycTaHoB-
JIEHO, YTO KOTHUTUBHbBIE U 3MOI[MOHA/IbHbIE OIlEHKH U3MEHEHUH MOTYT pa3JinyaThCs, U B TAKOM
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cJlydae 3MOIIMOHaJ/IbHbIE OlleHKU UMeIoT 6oJiblini Bec (Loewenstein et al.,, 2001). Takum o6pazom,
KpaliHe BaKHO CHOPMHUPOBATh HEOOXOAHMbIE MOJIOKUTEJNbHbIE 3MOIMU, CIIOCOGHBIE MOBJHUSATH
Ha BbIOOP CMBICJIOBOUM KOHIENIUH, KOTOpasi 6yAeT pa3BUBATbCS Yy UHAWBUAA U PYNIbI B LiEJOM
(Steigenberger, 2015).

HemasnoBakHbIM (paKTOPOM, BJAMSIOINIMM HA 3MOILMOHAJIbHYI COCTAaBJSIONYI0 KOHCTPYKTA,
SIBJISIIOTCSI OCOOEHHOCTH HALMOHAJIbHOW KYJIBTYPbl, B KOTOPOU QYHKIMOHUPYET OpraHU3aIHUs.
[IpeaJioxkeHHbIE B JAHHOU CTaThe KOHKPETHBIE C/Iy4au MPeJCTaBJ/SIOT COBEPILIEHHO pa3Hble HAIU-
OHaJIbHbIE KYJbTYPbl — HHAMWCKAsd M Ka3axCTaHCKas. HaluoHa/bHasi KyJbTypa MOXeET ObITh
OlleHeHa KaK C TOMOIIbI0 THIIOJIOTUHU KYJbTYPHBIX H3MepeHUH, npeaaoxkeHHbIX [epToMm XodcTee,
TaK U CAaMOCTOSITEJIbHO, IyTEéM HCCIeIOBaHUs TPAJUIIMNA U YCTOEB COOTBETCTBYIOLIEr0 006IecTBa
(Xodcrene, 1980). OcobeHHOCTH HALlMOHAJIBbHOM KYJAbTYpPbl JO/DKHBI ObITh YYTEHBI J1J151 GOPMUPO-
BaHMUS ayTEHTUYHOW 3MOIMOHAJIbHOU COCTABJISIOLIEN pa3pabaTbIBaeMOro KOHCTPYKTa.

KpoMe Toro, He06X0AMMO YYUThIBATh 0COGEHHOCTU NMPOdECCHOHANBLHOM Cpe/ibl, AJisi KOTOPOH
paspabaThIBaeTCs 3IMOIMOHANbHO-CMBICIOBOM KOHCTPYKT. [IpodeccuoHanbHOe o6pa3oBaHue U
nocjieAymwas AesaTeJbHOCTh GOPMUPYIOT crieludrieckrue npodpeccuoHalbHble CyOKYAbTYpPHI, B
KOTOPBIX GOPMUPYIOTCA MPodeccCHOHANbHbIE CIIOCOOBI MPUHATHS pelleHUH, MpodeccuoHaTIbHOM
JIOTUKH U UHTYULUU. [laHHble GaKTOpPbl MOTYT OKa3aTh CylleCTBEHHOE BJHSIHHUE HA afileKBaTHOE
BOCIpUATHE KOHCTPYKTOB (PeitHbepr, 1992; Raelin, 1985). TakuM 06pasom, AJis1 KaXK/A0r0 3Tamna
Mogenn 0XK3C3 npepsaraetcsa cGopMUPOBATH IMOLMOHAIBHO-CMbICIOBOM KOHCTPYKT, KOTOPBIX
MOXET ObITh HAllOJIHEH COOTBETCTBYIOIIUM KOHTEKCTOM B KaXK/JOM OT/€JIbHOM CJiydae C COOTBET-
CTBYIOLIEN SMOIJMOHAJIbLHOW COCTABJIALIEH.

IMOLMOHAJIBHO-CMBbICJIOBbIE KOHCTPYKTHI AJ1 KaXA0ro 3tana moaean 0K3C3

Oco3HaHUue Heo6xodumocmu U3MeHeHUll

BaxkHeHmIMM (paKTOpOM OCO3HAHUS HEOOXOJAMUMOCTH MPOBEJEeHUS WU3MEHEHWH SIBJISETCS
CHCTeMa KJII0YEeBbIX COOOINEHHH, KOTOpble AO/KEH MOJYYUTb KaXKJbIH COTPYAHHUK, 3aTPOHY-
ThIA U3MeHeHUsIMH. [lJi1 3TOro HE0O6X0JUMO Pa3paboTaTh KOMMYHUKAIMOHHBIM IJIaH, KOTOPBIN
BKJIIOYAeT B cebsl COOOIIeHUsl OT Ki4eBbIxX Jiul (Puc. 2). [Ipu 3aToM cieayeT pasaessiTbh THIIbI
CO00I1eHUI Ha OM3HeC-Co00IeHus /1J1s BCel OpraHyu3aluy U Ha IepcoHa/IbHbIe CO0bIeHUs], 06pa-
1éHHbIe K coTpyAaHuKy (Ball et al., 2020).

B busnec-coobuienme M [lepcoHansbHoe coobuleHme

45%

leHepanbHbii AupekTop/Tpe3naeHT
Ynpasnawlui MeHesKep

Crapwuii meHemep

PykoBOAMTENb AENAPTaMEHTA
HenocpeAcTBEHHBIM PYKOBOAWTENL COTPYLAHWKA
CneuMandcT no KOMMYHUKALMAM

67%

MNpencrasurens YnpasneHus nepcoHanom
YUYaCTHUK NPOEKTHOM KOMaHaB!
PYKOBOAMTENL NPOEKTHOM KOMAHABI

YuacTHK KOMaHAbl YNPas/AeHWA M3MEHEHHMAMM
Jlnaep komanapl ynpasneHUa M3MeHEHUAMM
LOpyrue

0% 10% 20% 30% 40% 50% 60%  70%

PucyHok 2. [IpeAnouTUTENbHBIN OTIpaBUTENb coobiieHui (McTounuk: Ball et al.,, 2020)

UccnepnoBaHusd, mNpoBeJEHHble KOHCAJTHHIOBOM KOMIaHUeW Prosci, Moka3bIBalT, 4YTO
COO00ILeHUSs], aZi[peCOBaHHbIE KO BCeH OpraHU3allvy, BbI3bIBAIOT y EpCOHA/Ia HAauboJIblilee J0BEpHeE,
eCJIU cJieJlaHbl NePBbIM PYKOBOJUTEJEM OpraHu3alyu. B To ke BpeMs, CO0OlleHUs], UMeOIUeE
NepCOHaJIbHbIN XapaKTep, HallpaBJIeHHble KOHKPETHOMY KPYTY JIUL, COTPYAHHUKaMH Jiy4llle BOCIPHU-
HUMAKTCA OT HENOCPeLCTBEHHOTO PyKOBOAUTEJIA.
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Ucxoas U3 3TOro, KOMMYHHUKAI[MOHHBIHN MJIaH J[0JP)KEH BKJIIOYATh B Ce0s1 [1eJIOBOE COODIeHUe
OT IeHepasIbHOTO JUPEKTOopa KOMIIAHWM, a TaKXKe KJ/IoUeBble COOOIEHHS OT MEeHe/KEPOB BCeX
YPOBHEM, HallpaBJIEHHble COOTBETCTBYIOIEMY KpPYTy MNOJYUHEHHBIX JIUL A0 YPOBHS PSAAOBOTO
coTpyZHHUKa. [les10Boe cO0bIeHME NOKHO COAEePKaTh KA04YeBy0 MHOpPMaLMI0 0 HE0OX0AUMOCTH
HM3MeHEeHHU U BBINOJHATh BepUPULMPYIOLIYIO POJIb AJisl IepCOHATBbHBIX co061IeHH. KpoMe Toro,
JleJIoBOe Co00lIeHre aHOHCUPYeT Havyaslo MpOoeKTa yIpaBJeHUsI U3MEeHEHUSIMU U 33JJaéT TOH [JJIs
OyAyLUX MEPCOHATbHBIX COOOLIEHUH. ITO MOXKET ObITh peajM30BaHO C UCMOJIb30BAaHUEM 3MOIU-
OHaJIbHO-CMBbICJIOBOT'0 KOHCTPYKTA, a UMEHHO: Ha3BaHUS NPOEKTA, CMbICJ KOTOPOTO JI0/XKEH OBITh
pa3bscHéH. [lepcoHasbHbIE COOOIEHUS MOAAEP!KUBAIOT JIOTUKY JIeJI0BOTO CO00IeHUs. BMecTe
TEeM, 10 CTUJII0 U POpPMeE OHU JI0JKHBI CIOCOOCTBOBATh OJHO3HAYHOMY IOHUMAaHUIO COOTBETCTBYIO-
el rpynmnoi COTPyAHUKOB, K KOTOPOM OHO HallpaBJieHO, HE0O6XO0AMMOCTHU M3MEHEHUH U 6J1aronpu-
ATHBIX OCJEICTBUU [IJI1 KK 0r'0 psiIOBOr0 COTPYAHUKA, yYaCTBYIOILETO B IPOEKTE.

[IlepBUYHbBIE COOOIEHUS 3aMYyCKAIOT IUKJIbl OPraHU3aLMOHHOT'0 OCMBIC/IEHUS B KaXK/IOU opra-
HU3ALMOHHOU TPYIINE, B CBA3U C 3TUM BaXKHO, YTOObI KaXK/|bli1 HENIOCPEICTBEHHBIN PYKOBOJUTEb
cliesiaJl TaKoe COOOIleHHe C YBEPEHHOCTbI0O B HEOOXOAMMOCTU NMpPOBeJieHHsl M3MeHeHUu. Kpome
TOTO, 9MOLMOHAJIbHbIN TOH J0/KEH ObITh BOOJYLIEBJISIIOIIMM U BbI3bIBAIOIIMM HaeXK/1y Ha MO3U-
THBHbIE U3MEHEHUs], KOTOpble KOCHYTCS He TOJIbKO OPTraHW3allMM, HO U MePCOHAJbHO KaXKJ0ro
COTpPYZIHMKA. JTa CMbICJI0Basi KOHLENIMS J0/KHA MOJyYUTh POJODKEHNE U MO TBEPXK/AEHUE Ha
cJle[yILUX dTanax peaausanuu mogenn 0K3C3.

KenaHue noddepicueams u yyacmeosams 8 U3MeHeHUSsIX

IMOLIMOHAJIbHO-CMBICJIOBOM KOHCTPYKT, MCIIOJIb3yeMbld MeHeJpKepaMu Ha [JaHHOM 3Talle,
Jl0JDKEeH NOMOYb COTPYAHUKY He IPOCTO NPUHATH HEOOXOAUMble M3MEHEHHS, HO U YKPEeNuThb
YBEpPEeHHOCTb, YTO [P OCYLCTBJIEHUH OPraHU3ALMOHHbBIX U3MEHEHUH, JOCTUKEeHM e JIMYHBIX LieJleH
CTAQHOBUTCH peasibHee. Ha JaHHOM 3Tane BayKHO NIOHMMATh JIMYHbIEe YCTPEMJIEHUS U LieJIU COTPY/-
HUKOB. ITO MOXET ObITh BBISIBJIEHO, HAIPUMeEP, C MOMOIbI0 TPEHUHI'OB JIMUHOCTHOI'O POCTa, MO
pe3ysibTaTaM peryJsipHON OLleHKH IepcoHasla U060 UCX0AA U3 IVIAHUPOBAHUSA KapbepPHBIX TPaekK-
TOPUH COTPYAHUKOB. IMOLMOHA/IbHO-CMbICIOBOM KOHCTPYKT, HallpaBJeHHbIXM Ha popMUpOBaHUe
CBA3U MEXJY «peajM3aleld OpraHU3alMOHHbIX U3MEHEHUN» U «LOCTHXKEHUEM JIMYHBIX LieJier»
Jl0JDKEH BbI3bIBaTh TaKHeE IMOLIMY, KaK HaJieXK/la M yBepeHHOCTh (Steigenberger, 2015). [Ipumepamu
TaKUX KOHCTPYKTOB MOTYT IOCJYXHUTb He TOJIbKO pacCKa3bl-IOBECTBOBAHUSA, HO U KOMIIAKTHbIE
Har/sHble GOpPMBbI, TaKMe KaK TeMaTH4yeCcKHe MJIaKaThl U IOCTEPHI, a TaKKe 3MOLIMOHAIbHO 3aps-
»KeHHble BU/JleoMaTepHasibl (MOTUBALMOHHbIE BU/I€0-POJIMKH, BUJIe0-UHTEPBBIO, QUJIbMBI).

3HaHue Kak npou3e0dums u3MeHeHUs!

3HaHUs 0 HOBBIX MpoIieccax, cnocobax UX peajusalvy U Apyrue HeoO6XoJAUMble 3HAHUSA JJis
BBINOJIHEHHUS] pa60Thl B HOBBIX peasvsx JOJKHBI ObITh MPEeOCTaBIeHbl KaXK/A0MY COTPYJHHUKY. B
CBSI3U C 3TUM, HE0O6X0IUMO pa3paboTaTh CUCTEMY 0Oy4YeHHUs1, KOTOpas J0/KHA B ce6s1 BKJIIOYATh HE
TOJIBKO Pa3’bsiCHEHUSI HOBOTO MPOILecca BhINOJHEHUSI PabOT, HO U 3JIEMEHTHI Pa3bsiCHEHUS 3aBU-
CUMOCTH JJOCTWXKEHUS JIMYHBIX LieJled OT peajiM3aliMi OpraHU3allMOHHbIX MU3MEHEHHUH, a TaKxe
Pa3BUTHS HaBbIKOB KOMMYHUKaUUU. [[py 3TOM nporpamMMbl 060y4yeHUs AJis1 pSAA0BbIX COTPYJHUKOB
Y MeHe/KepOB JI0JKHbI pa3/inyaThCsl, C yYETOM TOrO, UYTO NOCJAEJHUM HEOOXOJUMO MOAJEPKH-
BaThb CUCTeMy 00y4YeHUs B MaJbIX rpynnax. [Iponecc o6yyeHus 10/IKeH UMeThb BOOAYLIEBJISIOIIUNA
3MoLMOHa/NbHBIN GoH. Llesib 06yueHHs 3aK/I0YaeTCsA He TOJbKO B 3aKpeIJieHUU 3HaHUH 0 HOBBIX
Croco6ax BINOJIHEHUS PabO0Thl, HO U B GOPMUPOBAHUMU YBEPEHHOCTH B CBOUX JIEMCTBUSX, B BO3MOXK-
HOCTHU OOMeHa ONbITOM C 6oJiee YCHEIHbIMU KOJIJIETaMy U MPUJJaHUU PELIMMOCTH NepCcoHaly B
JIOCTHXKEHU U NOCTaBJIEHHbIX 1]eJIeN.
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Cnoco6HOCMb 8HEIpPsIMb HE06X0dUMble HaBbIKU U NogedeHue

Ha pganHoM 3tane mogenu OX3C3 kKomaHza ynpaBjeHUS W3MEHEHUSAMM JOJKHA MOMOYb
MeHe/KepaM pa3BUTb CIOCOOHOCTHU NepCcoHasa BbINOJIHATL HOBBIM NPOLECC, UCTOJIb3ysl HOBbIE
nogxozmbl. [Ipy aToM cnoco6bl peany3alvy npolecca JoKHbl COOTBETCTBOBATb GOPMUPYEMOMY
OpraHu3alMOHHOMY CMbICJI0BOMY KoHIenty (®aurctud, Makagam, 2022), nogaep:KrBaeMoMy
3MOLMOHA/JIbHO-CMBICJIOBBIMU KOHCTPyKTaMU. OiHAKO JJis1 3TOr0 y COTPYAHHUKA JOJKHBI ObITh
CIOCOOHOCTH BBINOJIHATH PaboTy HOBBIM crnoco6oM. PakTopaMy, BAMSWOIIMMU Ha 3Ty CHOCO6-
HOCTb, MOT'YT BBICTyIIaTh IICUX0JIOTMYeCKHe 6apbepbl, pU3ndecKue U UHTeJIJIeKTyaIbHbIe C10Cco0-
HOCTH, a TaKXKe BpeMs, JOCTYIHOe /IJI1 pa3BUTHUA U NOJJlePKaHU HOBBIX HAaBbIKOB.

[l Ipeojo/1eHNs 3TUX 6apbepOB HeJL0CTATOYHO TOJIBKO »KeJIaHUsA COTPYAHMUKa, 6a3upymole-
rocsi Ha BO3MOXXHOCTH peau3aluu JMYHOU Lesid. Heo6xo UM 1es1eBOM 3MOLIMOHA/IbHO-CMbICJIOBOM
KOHCTPYKT, IOMOTAOLUI HHTepIIpeTUPOBATh COOLITHE, TO €CTh OIIPaB/AaTh YCTPaHEHHUE IPUYHUHBI
IICUXO0JIOTUYECKOT0 6apbepa, IM60 MOTUBUPOBATh Ha pa3BUTHE PU3UYECKUX WU UHTEJIJIEKTYallb-
HBIX CIOCOOHOCTEN, U GOPMUPOBATH COOTBETCTBYIOILEE [IEPCOHAIbHOE U IPYIIIIOBOE OCMbICJIEHHE.

Jl1 3THUX LieJilell MOTyT OBbITh MCII0JIb30BAaHbl pa3paboTaHHbIE peyeBble ClleHapHUH, UHCTPYK-
1Y, TPEHUHTH U CEMUHApPBI, KOTOPble J0KHbl GOPMUPOBATDH ¥ YYaCTHUKOB YYBCTBO YBEPEHHO-
CTU B CBOEH CIIOCOOHOCTU COOTBETCTBOBATb HOBBIM TPEOOBAHHUAM.

3akpenseHue ycmoiivugocmu u3meHeHull

[lepexo/1 U3 OHOI0 3TAla MPOEKTA M0 YIPaBJeHHUI0 U3BMEHEHHUSIMHU B APYTOM JI0JI’KEH OCYILeCT-
BJISITHCS IIJIABHO, C OTIOPOM Ha SMOIMOHA/IbHO-CMbIC/IOBbIE KOHCTPYKTHI TPe/iblAy1ero sTamna. BMecre
C TeM, Ha 3Tale MJIaHUPOBAHHUS POEKTa 10 YIPABJIEHHUI0 U3MEHEHHUSIMHU U 110 X0y ero pear3anuu
pa3pabaThIBAIOTCS 3MOIMOHAIbHO-CMbICTIOBblE KOHCTPYKTbI, CIIOCOOHbIE CTAaTh KYJIbTYPHBIMU apTe-
dakTaMHu. 3TO MOXKET OTHOCHUTBCS K peueBbIM KOHCTPYKTaM, TAKUM KaK JIeBU3bI, CJIOTAHbI, PeYEBKH,
KOpIopaTUBHble MUDBI U JJaXke MAaHTPhbI, TUMHbBI, pJiary, putyasbl, popMa o€ /bl, IOCTEPHI, BUIE-
oMaTepHaJibl ¥ MHOToe jJpyroe. BakHo, 4TOObI CMbIC/IOBasi «HAaUMHKa» 3THUX apTedaKTOB Obljia
HamnpaBJ/ieHa Ha BHYTPEHHIOI MHTETPALUI0 U pean3aldio 1jeJiel opraHu3anuyd. IMOLMOHa/bHAsA
COCTaBJISIIONIAs KOHCTPYKTOB JI0JI?)KHA GOPMHUPOBATH FOPAOCTD 3a MPHUHA/JIEXKHOCTb K OpraH13aliuy,
YBEPEHHOCTH B JIOCTU>KEHUU MOCTABJIEHHBIX 1[eJIEH, BEPY M HAJIEXKAY Ha JOCTHKEHHUE JIMYHbIX LieJiei
COTPYAHUKOB. B TakoM cJiydyae, MOXKHO FOBOPHUTh O IieJieHaNnpaBJIeHHOM GOpPMHUPOBAHUHN 6A30BBIX
yoexxaeHu u npeanosioxkeHuit (Cristofaro, 2022; Loewenstein et al., 2001).

KoHkpeTHbii c/iyyaii 1. Po3HM4YHBIN 6aHK B UHAMM

JlaHHBIM MPOEKT ObLI peajn30BaH B OJHOM W3 KPYNHEWIINX PO3HUYHBIX O0aHKOB MHauwy,
KOTOPBIM BXOJUT B MeX/yHapo/JHYI0 (pUHAHCOBYIO IpyIIly, UMEIOILY0 CBOU QUIHaAJbI IO BCEMY
mupy. bank B Unguu (fanee — unauickuid bank) uMmeet mwrtab6-kBaptupy B ['ypraone, pacmnoJo-
»keHHOM B 30 kM oT Hbto-/lesiy, v dunmasnsl B 44 KpynHbIX rOpojax cTpaHbl. McciaejoBaHue peanu-
30BaHO B JlenapTaMeHTe npojaxx baHka o61eld yucaeHHOCTbo okosio 8000 4yesioBeK, BKJIKOYAs
pPAAOBBIX COTPYAHUKOB (fanee — PC), pykoBojguTesiell HU3IIEro 3Be€Ha, PaMOHHBIX, TOPOACKUX
Y pervuoHaJibHbIX MeHeKepoB 1no Bced MHauu. CpeaHUN BO3pacT nmepcoHasia COCTaBJsa 25 seT.
[lepcoHas cCOCTOUT B OCHOBHOM M3 MY>XYMH. KOJIM4eCcTBO COTPYAHUKOB KEHCKOTO 110J1a HUYTOXXHO
Masio (okoJio 30 yesroBek Ha 8000).

OZHUM U3 IVIaBHBIX KpeJUTHbBIX NPOAYKTOB 6aHKa (fanee — KII) sBssieTcs 1jesieBoe 6ecrnpo-
LIeHTHOe KpeJWTOBaHME HacesJeHUs Ha MpuobpeTeHHe MOOUIbHOro TesedpoHa (cMapTdoHa)
Ha BBITOJHBIX YCJI0BUAX. McciefoBaHue nponecca NpoJax MoKas3aso, YTO pPsAJOBble COTPYAHUKHU
JlelapTaMeHTa NpOoAaX, 3aKpelJIEHHble 328 KOHKPEeTHbIMU CaJIOHAaMU MOOMJIbHOW CBSI3U, HE MOTHU-
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BUPOBaHbI U He cTpeMATcA 3¢pdekTuBHO npogaBaTh KII noTeHnManbHbIM KJaMeHTaM. bosiee Toro,
MHOTHE COTPYJHUKH MMeIT paboyee MeCTO B CaJlOHe CBA3M, He Jalolijee NPsAMOro KOHTAKTa C
noceTUTeNAMHU. Bce 3TO oTpuLiaTe/IbHO BJIMAJIO HA Nlepexo/ ToCeTUTe el cajloHa CBA3U B CTATYC
KJINEHTOB OaHKa.

PerieHue, NpUHATOE 10 pe3y/abTaTaM ayAuTa, ObLJIO O4eHb IPOCTHIM U COCTOs/10 B BbIBOZle PC
«HA3 TEHU» KO BXOJY B CaJIOH CBA3U. KaXKbIM COTPYAHUK OaHKA UMeeT OpeHJUPOBAHHYIO OZeXKAY,
YTO JieJlaeT ero y3HaBaeMbIM M IPHBJIEKAalOLUIMM BHUMaHue. TakuM o6pa3oM, eciu PC HaxoauTcsa y
BX0/]a BHYTPH CaJIOHA CBSI3H, KOX/bIM BXOAAIIUN KJIUEHT IIOHUMAaeT, YTO B 3TOM TOPrOBOW TOYKe
MOXeT OBbITh Mpe/JIoKeH OeClpoLeHTHbIA KpeAUT Ha OKYNKY cMapTdoHa. ITa He3HAYUTebHas
Mepa Jlasa okoJ10 15% yBesiMueHHe MpoJax KpeAuTHOro npoaykTa (Yermolayev, 2024).

BmecTe ¢ TeM, ayauT, NpoBeEHHBIM [T0CJIe U3MEHEeHHU NIpoliecca, nokasas, 4yTo MHorue PC He
CO6JIIOAIOT HOBble TPEOOBAHUA M NPOAOJ/DKAT HAXOAUTBHCA B MaJlo3aMeTHOM MeCTe TOProBOro
NoMelleHUd caJloHa CBsA3M. MiccejoBaHNe TaKOTO CONPOTHBJIEHMS N3MEHEHUIO IPOLecca BbISIBUJIO
HECKOJIbKO IIPUYHH:

e HU3Kasd TPyAOBas MOTHUBALUS;

e CMylLleHHe COTPYJHUKA IPU OOLEeHUH C KJIMeHTAMU CaJIOHA CBA3H;

e CoLlMaJIbHble OTPAaHUYEHUS U 6apbephl, CBAI3aHHbIE C TPAAULMOHHBIM YCTPOUCTBOM UH/UN-

CKoro obuiecTBa (kacToBas cucteMa). Jlasee 6yAeT AaHO KpaTKoe NOsICHEHUe.

[lo pe3ysbTaTaM ayAiuTa MeHeJpKepbl 6aHKa U JlelapTaMeHTa NpOoJAaX NPUHSAJIU pelleHue O
HeoOXO0ZMMOCTH yIIpaBJIEHHUS CONPOTHBJIEHHWEM IepCOHa/Ia HOBOMY NPOLECCY MPOJAAX, a TaKXke
3aKpenJIeHUI0 B CYOKYJbType JenapTaMeHTa HOBbIX apTe(daKTOB KyJbTYpbl, CIOCOOCTBYIOIIUX
YCTPAaHEHUIO COLMAJIbHO-TICUX0JIOTUYECKUX OapbepoB M IOBBILIEHWI0O MOTHUBALMHA IE€pPCOHAJA,
YTO U CTaJI0O OCHOBHOM LieJIbI0 NIPOEKTa, K peasiM3aldi KOTOPOro ObLIM NpUBJIeYeHbl CTOPOHHUE
KOHCYJIBTaHTBHI.

B pacnopsikeHUM rpynnbl KOHCYJIbTaHTOB, COCTOSIBLIEN U3 TPEX YesI0BeK, ObLJIM TPU LUTATHBIX
OousHec-TpeHepa. PYKOBOJCTBO AenapTaMeHTa PO aKTUBHO N0/ leP>KUBaJI0 BCe HUHUIIMATHUBBI,
npejaraemble KOHCyabTaHTaMU. [IpoekT oxBaTtua 8000 yesioBek B 44 ropogax no scer Uuaum c
MCII0JIb30BaHMEM LIEeCTH CaMbIX PACIPOCTPAHEHHBIX A3bIKOB, UCII0JIb3yEMBIX B CTPaHe.

B KOHTeKCTe opraHU3alMOHHbIX U3MEHEHUH 3a/jaya UCCej0BaTebCKOTO IPOEKTa COCTOsIa
B pa3paboTKe 3MOLMOHAJIBHO-CMBICJOBBIX KOHCTPYKTOB AJA Kakgoro arama Mmogenn 0XK3C3.
Pa3paboTaHHble KOHCTPYKLMH NPOILJIM allpoOMpOBaHMe Ha TPEX pa3HbIX Ipylnax N0 BOCEMb-
JlecAThb YeJI0BeK B pa3HbIX paloHax ['ypraoHa. [lasee, U3 yuc/ia BHYTPEHHUX OM3HEC-TPEHEpOB U
MeHe/>KEPOB IropoioB, O6bl1a cGopMUPOBaHA KOMaH/la BHEJIPEHUS, KOTOpasi Mpollia 06yyeHue 1o
MCII0JIb30BAHMIO KOHCTPYKTOB U CIIOCOOAM JJOHeCeHUs UHPOpPMaLUHU 10 PALOBBIX COTPYAHUKOB.
CrenyrolyM 3TanoM cTaja nepejada pa3paboTaHHBIX 3MOLMOHAJbHO-CMbICOBbIX KOHCTPYKTOB
Ha IpyNnInoBOe OCMBIC/€HUe NepCoHaly JenapTaMeHTa NpOoAaXk U 3aKpellJleHHe B CyOKyJbType
JlelapTaMeHTa HOBBIX apTe(daKTOB, CHOCOOCTBYOLIMX TO3UTUBHOMY OTHOILIEHHUIO OpraHU3alOH-
HBIX TPYIII lenapTaMeHTa K [pe/iJIOKeHHUI0 00 MU3MeHeHHUHU IpolLecca NPoJaX (OpraHU3alMOHHOMY
M3MEeHEeHHUI0) U, KaK CJ1e/ICTBUE, K IPUHATHUIO U3MEHEHHU.

[TockoNbKYy AJi1 TpUIVIAaLIeHHBbIX KOHCYJIbTAaHTOB HalMOHaJbHAasA Ky/abTypa WHauu ObL1a
He 3HAKOMa, B NEepBYI0 o4yepe/ib, MIOTPe6OBA/IOCh MOTPYy»KeHUe B Heé, u3ydyeHHe 0COOEeHHOCTeH
CTPYKTYPBI MHAMMCKOr0 0011leCTBa, B3AaMMOOTHOILIEHUH MeXAy NpeJCTaBUTE/ISIMUA Pa3HbIX CJI0EB
WH/MKCKOI0 06111eCTBa, a TaK)Ke 3HAKOMCTBO C HALlMOHAJIbHbIM 3110COM. O/1HOM U3 IJIaBHbIX IPUYKH
CONPOTHUBJIEHUS NePCOHAJIA, CTA/IM COLMaIbHble 0COOEHHOCTU UHAUMCKOro obiecTBa. HecmoTps
Ha yCUJIMA rOCy/lapCcTBa [0 MHTerpalyu o011 ecTBa, KaCTOBas CUCTEMA, OAepKMBaeMasi BEKaMH,
BCE ellé MMeeT OrPOMHOEe BJMAHME. B 4acTHOCTH, NpeACTaBUTENN «HU3IIUX» KACT NPOSABJAIU
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HepeluTe/bHOCTh B KOMMYyHUKALUSAX C IPeCTaBUTENISIMU BbICIIUX KacCT, a OCJe/JHUE, HEOXOTHO
06LIa/MMCh C NMEePBbIMU. YYUTBIBAsA TaKyl0 OCOGEHHOCTh OOIlecTBa M 3aKPBITOCTb COLUAIBHBIX
IpyI, 3aljUIALIIMX CBOU KYJbTYpHble Tpaguuuu (Sankaran et al, 2017), Heo6x04KMMO OBLIO
BbISIBUTb OOLIYIO KYyJIbTYPHYIO OCHOBY, KOTOpasi TI03BOJIUT 06palllaThCsl C HOBBIMU CMbICJIaMU MTPeJI-
CTaBUTeJSIM Jito601 KacThl (Yermolayev, 2024).

Y4uThIBasi COLMAJIBbHO-IICUX0JIOTUYECKHE GJIOKM, CTaBIIME OCHOBHOW MPUYMHON CONPOTUB-
JIeHUs IepcoHaJia, ObLJIO MpeJIo’)KeHO Ha3BaHUe npoekTa «M3MeHeHHe paju cyacTbs!». [Ipuyém
MMeJIOCh B BUJIy HE TOJIbKO CYacTbe COTPYJHUKA, HO U cYacTbe BceX okpyxatouiux. C onopoi Ha
ob1Me HalMOHaJ/IbHble KYJbTypHble YOexJAeHUsA U apTePaKThl, ObLJIM CIPOEKTUPOBAHbI 3MOIIH-
OHAJIbHO-CMBICJIOBble KOHCTPYKThI € Y4€TOM (PaKTOpOB, BJIUSIOLMX HA NMPUHATHE U3MEHEHUU
(Tabsinua 2), HanpaBJeHHbIX HA TO3UTUBHOE BOCIIPUSTHE IIpeiJlaraeMblX M3MeHeHU . PaKTHUYeCKH,
OHM GbLJIM HallpaBJIeHbl HA MOTUBALMIO IEPCOHAJIA, a TaKKe GOPMHUPOBaHHUE OTKPBITOCTH U F'OTOB-
HOCTU K PaBHOINPAaBHOMY OOLIEHUIO NpeJCTaBUTeJell BCeX COLMaJbHbIX rpynn. KoMmmiekcHoe
MCI0JIb30BaHUEe pa3paboTaHHbIX 3MOLMOHAJBbHO-CMBICIOBbIX KOHCTPYKTOB Ha KaX/jOM I3Talle
peasu3anyy, a TakXe 3aKpelyeHhe B 6a30BbIX NMPEJIOJI0KEHUAX CYOKYJbTyphl AeNapTaMeHTa
IPOJIaXK MO3BOJIMJIM JOCTUTHYTh 60JibLIel OTKpbITOCTH PC HE06X0AMMBIM U3MEHEHUSAM IpoLiecca.

[IpoBeiéHHBIN ayAUT MOCJIE peajn3alui akTUBHOU Ppa3bl IPOeKTa yIpaBJeH!s U3MEHEHUSIMU
NoKasaJl JJOCTUTHYThle 3 PeKThl U 00J1aCTU OYAYLUX YIyUIleHUH, 1151 KOTOPbIX ObLI pa3paboTaH
IJIaH MePONPUSATUNA U HeoOXoauMble oby4darliye Kypchl. [IpegcTaBuM KpaTKUi 0630p pa3pabo-
TaHHbIX 3MOLMOHAIbHO-CMbICJIOBbIX KOHCTPYKTOB B CBSI3U C COOTBETCTBYIOIUM 3TAllOM peasin3a-
LMY NIPOEKTa.

Oco3HaHue H606XO,Z[HMOCTPI W3MEeHEeHU

Ha pganHoM 3Tane 6bl1a chopMHUpOBaHA CUCTeEMa KOMMYHMKaIMH, BKJOYawuias B cebs
OCHOBHOE JleJIOBOe COOOIleHHe C pas3bsCHEHHEM CMbIC/Ia Ha3BaHUA NpoeKkTa «M3MeHHCb paau
cyacThs!», a TakKe HEOOXOJMMble COOOLIEHUS [/l IEPCOHAa KaX/J0ro YPOBHS, KOTOPbIE ObLIX
aJlallTHPOBaHbI CynepBal3epaMu U JJOHECEHbI J10 KaXK/A0W IPyINbl HA COOTBETCTBYIOLEM A3BIKE U
HapeyuH.

KenmaHue MNoAAECPKHUBATD U YIdCTBOBATb B UBMEHEHUAX

IMOLMOHAJIbHO-CMBICJIOBOW KOHCTPYKT, MCIOJIb3yeMbld MeHeJpKepaMu Ha JaHHOM 3Tarle,
JlOJDKEH TOMOYb COTPYAHUKY He NPOCTO NPHUHATbH HeOOXOAMMble M3MEeHEHHUs, HO W INpUAaATh
YBEPEHHOCTb, YTO IPU OCYLIECTBJEHHUU OPraHU3aLlMOHHBIX U3MEHEHHUH, JOCTHKEHHE JIMYHBIX
LeJiedl CTaHOBUTCA peaJibHee. /[ BbIIBJ€HUs] 3aBUCUMOCTU JIMYHOIO ycIlexa OT peasid3alyH
OpraHU3alMOHHbIX U3MEHEHUH OJHOU U3 NIepBbIX aKTUBHOCTEH, COBMEILEHHBIX C IEPBBIM 3TAINOM,
NOCBALLEHHBIM [IEPBUYHBIM COOOILEHUAM, CTa/l KOPOTKHUU JUCTAHLMOHHBIA TPEHUHT 110 onpe/e-
JIEHHUIO JINYHBIX LieJIel U pacyéTa UxX JOCTHXKEeHUU. YYUThIBasA JeMCTBYIOLLYI0 CUCTEMY MOTUBALUH,
PAA0BOMY COTPYAHUKY BIIOJIHE PeaJbHO JAOCTUYb JIMYHYIO Liesb. [l 3TOoro Heo6xX0AMMO oA ep-
»KaTb OpraHM3alMOHHbIe U3MEHEeHUS U IepeUTH Ha HOBBIM NpoLecc npojax. TakuM oo6pa3oMm, yepes
dbopMHpoBaHUE TAKOU IMOIMHU, KaK HAZeX/1a, y abCOJIOTHOT0 GOJIbIIMHCTBA PAAOBBIX COTPYAHU-
KOB CTaJI0O BO3HMKATb [IOHMMaHHWe TOTr0, YTO HECMOTPS Ha JIMYHbIE NICUX0JIOTUYEeCKHe WJIM yCTa-
peBlLIMe collMalbHble 6apbephl, PALOBOM COTPYAHUK, IOCPEACTBOM CJIeJOBAHHUA HOBOMY IIPOLLECCY
NpoAaX, MOXKeT JJOCTUYb JIMYHYIO LiesIb, YTO GOPMUpYeT KeJlaHue noAJepxaTb nusMmenenus (Hiatt,
2006, Steigenberger, 2015).

Kpome npoBeiéHHOro 06y4eHus, MOCBALEHHOI0 GOPMHUPOBAHUIO JIMYHOM L|eJIU U Ccrlocoba eé
JIOCTU>KEHU S, KOMaH/I0M yNpaBJ/ieHUs] U3MEHEeHUSMU OblIM NOATOTOBJIEHBI /jBa MOTUBALMOHHBIX
posivka. ComepaaHue IepBOro poJivKa OblJI0 HallpaBJeHO Ha MOTUBALUIO K POPMHUPOBAHHIO aMOH-
LJMO3HOU JINYHOM LieJIM U €€ OCTHXKeHHUI0. BTopoi posiuk 6b1J NOCBAILEH GOPMUPOBAHHUIO YBEPEH-
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HOCTU B BO3MOXKHOCTH JIOCTU>KEHHUSA JIMUHOU 11eJIM MMOCPEACTBOM MOJJEPXKKHU OPraHU3allMOHHbBIX
U3MEHEeHUH.

3HaHHe KaK MNpPOU3BOAUTH U3BMECHEHUA

Jl/1s1 pacnpocTpaHeHUs1 3HaHUS O HOBBIX Cllocobax paboThl, Obla pa3paboTaHa nmporpamMmma
JVICTAaHIIMOHHBIX CeMUHApOB. llesib ceMMHApPOB cOCTOsJIa B MoAJepxKe Kaxaoro stana 0X3C3,
00yyeHUH pabOTe MO HOBOMY Mpolieccy MpoAa U GpopMHUPOBAHHIO HEOOXOAMMOIO OpraHu3a-
UUOHHOTO CMbICJIa, MOAJEPKUBAIOILEr0 OpraHW3allMOHHble M3MeHeHHUs. [I[porpamMma obyyeHuUs
BKJIIOYAJIa B Ce0s1 CieAyIolIve pa3paboTaHHble ceMHUHAPhI: «MeuTa U eé JocTUXKeHue»; «[IpoBeeHue
eXXeJHeBHbIX yTPEHHUX BCTPeY C KOMaH101»; «Kak HacTpanBaTbhCs Ha HOBBIM pabouuii ieHb»; «Kak
BCTpeYaThb MMOCETUTEJIEN CAJIOHOB CBSI3W»; «KaK ycTaHaBJIMBATh JPY>KECKHe OTHOILIEHHUS C MapTHE-
paMu (mpojaBIaMH cajioHa CBsI3U)»; «Kak ycTaHaBJIMBAaTh 3MOIMOHAJIBHYI CBSI3b C HOBBIMH
KJIMEHTaMU G6aHKay.

Ob6yuyeHHe KOMaH/bl CTaJ0 OJJHOM U3 [VIaBHbIX 3a/ja4 pallOHHbIX MeHekepoB (PM), B moguu-
HEHUH KOTOPbIX HAXOASATCS PsZ0Bble COTPYAHUKHU. OTAe/IbHbINA ceMUHap AJsd PM 6b1j1 MOCBAIEH
NPOBE/IEHUIO €XXeIHEBHBIX YTPEHHUX BCTpPeY C KOMaH/0M, KOTOpbIe J0JKHbl UMETh BOOJAYIIEB-
JISIOIIMHU 9MoLMOHa/IbHBIN GOoH. OCHOBHAs 1eJib eXXeJJHEBHOTO 00y4YeHUSs 3aKJII0UaeTcs B 3aKpe-
IJIEHUY 3HaHWU HOBOTO Mpoliecca Npo/iaxk U yBEPEHHOCTU B CBOUX JleMCTBUSX, 0OMeHe ONbITOM C
6osiee 3pPEeKTUBHBIMU KOJIJIETAMU U NPUJAHUU PELUIUMOCTH Mepej; HOBbIM Pabo4uM JHEM.

CroCco6HOCTh BHEAPATDb H806XOAHMbIe HABBbIKHM U IIOBEJE€HHUE

BaxkHeHIMM $aKTOpPOM, BIUSIOIIUM Ha CIOCOOHOCTh Pa3BMBATh HOBble HAaBbIKU, B JJAHHOM
IIpOeKTe CTa/Iu NCHUX0JIOTUYecKhe OJIOKH, CBSA3aHHbIE C TPAAULUOHHBIMU YCTOSIMU HMH/AUNCKOTO
o6uiectBa. [IpeficTaBUTEIAIM pa3HbIX KACT 3a4aCTYI0 ICUXOJOTUY€ECKH TPYAHO MPEO00JIeTh KOMMY-
HUKaTUBHBIA 6apbep. OTMETHUM, UTO 3TOT Gapbep BO3HUKAJ y MHOTUX COTPYAHUKOB B OOLIEHUU
He TOJIbKO C MOCETUTEJISIMU CaJIOHOB CBSI3H, HO U C pabOTHUKAMHU caMoro casioHa. /ljiss npeojoJie-
HHUA 3TOro 6apbepa ObLIM pa3paboTaHbl TPU LieJeBbIX 3MOLMOHAIBbHO-CMBICIOBBIX KOHCTPYKTA,
HalpaBJIEeHHbIX HA peasiM3aliio MPoILecca U YCTAaHOBJIEHUE IMOIMOHANbHBIX CBS3€H C JPYyrUMHU
y4acTHHKaMHM Npolecca.

Ilepeviii kKoHcmpykm «becnaamuas ycayza». PC npejiaraioch BCTpedaTh MOCETUTEJEH
MarasvHa Y npejJjiaraTb 6ecCIJIaTHYIO YCIYTy 10 YHUCTKe TesepoHa. BaxkHo, 4TOOBI moceTHUTE b
IOJIyYUJI MOJIOKUTEJNbHbIE 3MOLIMU OT MPEeAOCTaBJIeHHONW GecryaTHOW ycayrd. TakuM o6pasom,
PC He To/IbKO OKa3blBaeTCs BO3Jie BXO/a B CaJIOHE, UTO SIBJSETCA OJHUM U3 [VIaBHbIX U3MEHEHUH
nporecca NpojaxK, HO U HayMHaeT GOPMUPOBATH IMOIMOHAJBHYIO CBSI3b C MOTEHLHAJTbHBIM
KJIMeHTOM O6aHKa. Takod 3MOLMOHAJIBbHO-CMBICJIOBOM KOHCTPYKT COOTBETCTBYeT Ha3BaHMUIO
NPOEKTa M0 YIpaBJeHUI0 U3MeHeHUsAMU «Vi3MeHeHHe pajiu c4acThbs!»

Bmopoii koHcmpykm «/loGpbie dpy3bsi». JlaHHBIN KOHCTPYKT SIBJISIETCSI BCIIOMOTATEJbHBIM
JUIsl yCTpaHeHUsi KOMMYHUKATUBHBIX 6apbepoB C COTPYAHHWKAMH CaJioOHA CBSI3U. 3/leCb TaKXKe
MCI0JIb30BaJICS NMPUEM INpeAOoCTaBJeHUsl MOJIOKUTeNbHON aMouuu. [isa satoro PC fomkeH ObLI
KaXK/l0oe YTPO MO0 MPUXOAY B CAJIOH CBSI3U OECIJIATHO YrollaTh COTPYAHUKOB CaJloHa KOHPETaMH.
s aToro bank noués Ha 3aKynKy 60J1bII0M MAapTHUU KapaMeJiu B OpeHJUPOBaHHOM 06epTKe.

Tpemuii koHcmpykm «Cuacmaugsl 8ce 80Kpyz». [lis 3aKpenyieHus MOJOXKUTENbHBIX
aMouui, kotopble PC nmpefocTaB/isieT MOCETUTEIO CaJIOHA, TEM U3 HUX, KOTOPble BOCIOJIb30Ba-
JIUCb YCJYTrod OaHKa MO MpPeOoCTaBJEHHUI0 OeCNpOLEeHTHOro KpeJuTa, NMpeJJarajaoch MepBbId
3BOHOK COBEPIIUTb GJHM3KOMY POJACTBEHHHUKY, NPEeANOYTUTENbHO MaTepu U cKasaTb ¢ppasy «f
Tebs J1t00J110». /laHHOE yc/I0BUE ObLIO COTJIACOBAHO C OPUAUYECKOH CyK00M baHka M BHeCEHO Kak
Heo0s3aTeJIbHOE YCI0BHe JOTOBOPa O NpeJocTaBJeHNH 6eclipolieHTHOro kpeauTa. Takoi aMmonu-
OHAJIbHBI KOHCTPYKT MO3BOJIMJI BbIHECTH BO3HHKAWIYI 3MOLMOHAJIBHYIO CBS3b 32 NpeJeJbl
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caJloHa COTOBOM CBSI3U U HayaTb pOPMUPOBATH C€Th IMOIMOHATBHBIX CBSI3eH C 6GoJsiee NIUPOKUM
coobuectBoM (Yermolayev, 2024).

OcHOBHas 1eJib TPEX OMUCAHHBIX KOHCTPYKTOB Oblla COCTOsJIa B YCTPAaHEHUU TMCUXOJIOTU-
YeCKUX 6apbepoB, B YaCTHOCTH KOMMYHHUKATHBHBIX, KOTOpble PC [0/KHBI ObLIU NPEOOJIETh B
0OIIEHUHU C COTPYAHUKAMHU U TOCETUTESIMU casioHa. Onrpasicb HA OCHOBHOM CMbIC] «M3MeHeHue
paau cyactbsi», PC cTanu ourywath cebs JIOAbMHY, AAPSIIUMU CYaCThe OKPYKAaKLKUM 6Jiarofapsi
M0JIOXKHUTEbHbIM 3MOIUSIM, CBSI3aHHBIM C 6€CIIJIATHOM YU CTKOU TesiePpoHA MOCETUTEJIS, YTOLlleHUEM
KOHpeTaMHu COTPYJHUKOB CaJI0OHA, NpeoCcTaBIeHre 6eClpOoleHTHOr0 KpPeAuTa, a TaKKe Npejio-
CTaBJIEHHE TOJIOXKUTEJbHBIX 9MOLUK GJIU3KUM POACTBEHHHUKAM KyMeHTa 6aHKa. PC, mposiBuBIIME
CNoco6HOCTb CHOPMUPOBATH U PA3BHUBATb 3TH HABBIKH, MOJIYUYUIH JOMOJHUTEJIbHYI 3MOIHO-
Ha/IbHY0 MOTHBAIMIO BBIMOJHSATH MPOLECC MPOAAXK HaAJIeXKalMM 06pa3oM.

3akpenieHue YyCTOHYMBOCTH U3MEHEHN I

Ha 3Tane nsilaHupoBaHUsA NPOEKTA U IO XOAY ero peajar3alyy, ObIM pa3paboTaHbl IMOLMO-
HaJIbHO-CMBbICJIOBble KOHCTPYKTBI, CTaBIIKE KYJbTYPHbIMU apTedaKTaMU JenapTaMeHTa IPoJax.

Ilepsuiii apmedhakm «Manmpay. [loJy TEPMUHOM «MaHTpPa», YTO PEJIEBAHTHO JJIsl KYJbTYPbl
HapoJl0B MH/MH, NOHMMaeTCcs peyeBOM KOHCTPYKT, 6a3UPYIOIHUIc Ha OCHOBHOM TPAHCJIMPYeMOM
B IIPOEKTE CMbIC/Ie «I3MeHeHue paJiy CHaCThs!» C KJII0YEBOW POJIbIO PSZI0OBOr0 COTPYAHUKA GaHKa.
ManTpa npesjHasHaueHa [Jil CAaMOMOTHMBALlMM U 3MOLIMOHAJIBHOIO HACTpos Ha paboyuil JieHb.
OCHOBHOM TEKCT ObLJ HAMIKCAH Ha aHIVIMMCKOM f13blKe. 3aTeM OTHOLIEHUE K TEKCTY ObLI0 MPOSICHEHO
Ha QoKyc-TrpynIe, nocje 4ero oH OblJ NepeBe/léH Ha 11ecTb HauboJjiee pacCpoOCTPaHEHHBIX A3bIKOB
WUupauu. IpuMepHbId TeKCT MaHTpBHI:

A — eouH

[1o6aavHOU KoMnaHuu,

B 601bwoll cembe,

B yeaneycmpemaenHotl komaHde,

B sesukolii cmpate.

A nosoH 3Hepauu npagdbl,

A obewjaro, u 51 UCNOAHSIO,

A udy k ycnexy u docmuzaro cou Me4mbvl.

JTIrodu ysascarom meHs, u s cuacm.us,

U a denaro cuacmausvimu 8cex 8okpye!

IJTOT KOHCTPYKT CIOCOOCTBYeT MepeXKMBaHUI0 TAaKHUX 3MOLMH, KaK rOpAOCTb, YBEPEHHOCTD,
HaJlexJly M BOOJyllIeBJeHUe, UYTO 06J1erdyaeT JIUYHbIA BbIOOp MOAJEPKKU U OTKPBITOCTH U3MeHe-
HUAM. [laHHBbIN apTedaKT B 60JIbllIel CTeNleHU OKa3bIBaeT 3BYKOBOE BJIMsIHUE, I03TOMY ObLI pa3pa-
6oTaH nojAepKUBaOLUK apTePaKT B popMe TaHLaA /i KHHECTETUUECKOTO BOCIPUATHSA CMbICJIO-
BOI'0 KOHCTPYKTA.

Bmopoii apmeghakm «TaHey». TaHen «Uxay» — TpaJUIIMOHHBIA TaHel BOMHOB BeHrasuu.
Jl/1s1 BbIOOpA OT/Ae/IbHBIX BU>KEHUH TaHLla U 000CHOBAHUSA UX HCII0JIb30BaHHUs, Obl/Ia IPUBJeYeHa
B KaueCTBe 3KcnepTa npuMa 6aseTHOW Tpynnbl ['ypraosna. Beli 3anvcad BU/eOpOJIMK, B KOTOPOM
JKCIePT M0 HallMOHAJbHBIM TaHLAM pacckasaja 06 MCTOPHUM TaHLA U 3HAUYEeHUH HCII0JIb3yeMbIX
ZBr>XeHUU. TakuM o6pa3oM, MaHTpa, HAYMHAKOIAACS CO CJI0B «fl — BOUH...», IOJy4YUJia O LEPXKKY
3JleMeHTapHbIX TaHIeBaJbHbIX JABWXXEHUH, KOTOpble IpeACTaBJAAIT COO0W 3MOLMOHAIbHBIN
KOHCTPYKT, OKa3bIBAIOLUN KUHECTETUYECKOE BJIHUSHUE.

Tpemuil u uemeépmulii apmedakmsl — [Ba BUAEOPOJIMKA, paHee YIOMsHYTble Ha JTale
«Kenanue» (Tabsuna 3). AnUTeNBHOCTD KaXJ0T0 BUJIEOCIOKETA COCTABUJIA OKOJIO TPEX MUHYT
JJ1g obecniedeHUsl TOJIHOTO INpocMoTpa. Kaxablil posiMK BKJ/0O4Yal B cebs BbIIEONHCAHHbIE
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3MOIMOHA/JIbHbIe KOHCTPYKTHI, a TakKe apTePaKTbl — IPYNIIOBOE UCIIOJHEHWE MAHTPhI U TaHLA
(Yermolayev, 2024).

Pe3ysibTaTOM BHeJpeHUS MPeJI0KEHHBIX IMOILMOHAIbHO-CMbICJIOBbIX KOHCTPYKTOB, CTaJIO B
1[eJIOM IPUHSITHE HOBOTO MpoIiecca MpoJiaK, 3aKPeIJIEeHHI0 B CyOKY/IbTYpe JieapTaMeHTa HOBBIX
apTedaKTOB KYJIbTYPbI, CIOCOOCTBYIOIIUX YCTPAHEHUIO COIIMAIbHO-TICUX0J0THYECKUX OAPbEPOB U
NOBbIIIEHUIO MOTHBALIMY MTepCOHAJIA.

Ta6smua 3. PopMel UCNIO/IB30BAaHHBIX IMOLMOHAIbHO-CMBICJIOBBIX KOHCTPYKTOB NPOEKTA
«M3MeHeHue paay cyacTtba!»

Iran Mojenu

(DaKTOPbI, BINAKONINIE HA CONPOTUBICHNE

Bonpoc pnsa rpynnosoro

@opMbI 11 KaHATIBI EPeAAdN IMOIIIO-
HATIbHO-CMBICTOBBIX KOHCTPYKTOB Ha

0)K3C3 M3MEHEHUAM OCMBICTIEHNA B JleNlapTaMeHTe
OpraHN3aNOHHOE OCMBICTIEHNE

OcosHaHne  B3I/IAJ] Y€/IOBEKA Ha TEKYIlee COCTOsIHME Yro nmpoucxoaut u mouemy?  DopMupoBaHMe TOHNMAHIIA
HeO6XOJII/IMOCTI/I e KaK Ye€JIOBEK BOCHPI/IHI/IMaeT HPO6IICM])I KaK C(i)OpMy]II/IpOBaTb HeOéXOI[I/IMOCTI/I OPI‘aHI/ISaLU/IOHHI)IX
M3MEHEHN o Haﬂé)KHOCTI) OTHpaBI/ITeTIH ]/IHq)OpMaLU/IOH— ]/IHq)OpMaLU/IIO, KOTOpyIO MI3MEHEHUI.

HBIX COOOLEHIIT Heobxonmnmo poHectu? Kro VIHCTPYMEHTBL: Ie/I0BOE COOOIeHe;

e pacrpocTpaHeHme fesHPOpMaLy UIN IO/DKEH CHeNaTh HeOOXO#M-  HaMMeHOBAaHIE [IPOEeKTa; IIePCOHAb-

CITyXOB Mble COOOIeHms? HbIEe COOOIEH M.

o OCHaPI/IBaeMOCTB HPI/I‘-II/IH M3MEHECHUA
JKenmanme o XapakTep n3MeHeHM:A (4T0 910 3a u3MeHeHre YUro mo6yaut PC BeinonHATs  PopMupoBaHIe IePCOHANTbHBIX
TIOIIePXKUBATH J KaK OHO ITOB/IMSAET Ha KaXKOT'O Y€IOBEKA) IIpoLiecC MPOfaXX HeOOXOAM-  >KeTaHMII Ha OCHOBE YBEPEHHOCTH B

7 y9aCTBOBATb B
M3MEHEHUAX

3HaHMe KaK
MPOV3BOAUTH
U3MEHEH S

Croco6HOCTD
BHEPSTH HE06XO0-
JOVIMbI€ HaBbIKU! 1
HOBeJIeHIe

3akpeneHue
YCTOMYMBOCTHI
M3MEHEHUI

o OPTaHM3ALMIOHHBII MM SKOTIOTMYeCKIIt
KOHTEKCT M3MeHeHM:A (BOCIPUATIE COTPYH-
HYIKaMJ OpPTaHM3aLMI WU CPENibl, KOTOpas
MOJI/IEXKUT U3MEHEHMIO)

o JIMYHASA CUTYAIVA KaX/[OTO YeIoBeKa

* 4YTO MOTVMBUpYeT 4Ye/oBeKa (BHyTpEeHHNE
MOTMBATOPbI, YHUKA/IbHbIE JI/IA YelOBeKa)

o TeKyIas 6a3a 3HaHUI OTHEIBHOTO YeloBeKa
* BO3MOXXHOCTD 9TOTO Ye/I0BEKa MOMYYUTD
IOTIO/THUTENbHbIE 3HAHUA

e Pecypchl, JOCTYIIHBIE /11 00pa3oBaHMA 1
00yueHMA

o Ha/IM4Me HeOOXOMMMBIX 3HAHMI MU JOCTYII
K HUM

o IICHIXO/IOTHYECKIIe Gapbepbl

o bu3MUeCcKIe CIIOCOOHOCTN

o MHTE/IEKTYa/IbHBIE CIIOCOOHOCTI

o BpeMs, JOCTYIHOE [/Is1 Pa3BUTIS HEOOXOAM-
MBIX HaBBIKOB;

o Ha/IM4Me PeCyPCOB IS MOIEPIKKIA
PasBUTHS HOBBIX CIIOCOGHOCTEIT

e CTEIIeHb, B KOTOPOIT MOKPEIUIEHIe 3HAYNMO
u crietiuUIHO [/Is YeJI0BEKA, Ha KOTOPOro
IOBJIVSIIO M3MEHEHE

o CBSI3b IOAKpeEIUIeHNs ¢ GaKTUIeCKN
[IPOZEMOHCTPUPOBAHHBIM [IPOIPECCOM UIIN
IOCTIDKEHVEM

o OTCYTCTBIUE HETAaTUBHBIX TOCTECTBHII

o CHICTeMa IOOTYETHOCTI, KOTOPAs CO3AéT
[IOCTOSIHHBIIT MEXaHVU3M JIJIsI 3aKpeTIeHNs
VM3MEHEHNI

MBIM 00pa3oM, HeCMOTpsI Ha
BbISIB/IEHHBIE OTPAHNIEHIST?

Kax mpupmaTh BaKHOCTD
HOBBIM CIIOCO6aM paboThl B
rnasax PC?

Kax nomoup PC mpossuTthb
CBOIO CITOCOOHOCTD
BBIIIO/IHATH pa60Ty HOBbIM
crioco6om?

Kakne apredakrsl He06X0-
muMo mpegocTaButh PC s
3aKpeI/IeHNsI CIIOCOOHOCTH
BBIIIOIHATD PabOTy HOBBIM
criocob6oMm 1 popmMupoBaHus
0a30BbIX IIpeACTaBICHNUIT 11
yOeKIeHIIT B COOTBETCTBY-
I0IIel OpraHM3alMIOHHON
Cy6KynbpType?

BO3MOXHOCTU TOCTVDKECHUA MUYHDBIX
1LieJ1elt, peanusys OpraHM3alIOHHbIE

VISMEHEHUA

VHCTpyMeHTBI: CeMMHAP; MOTUBALIN-
OHHBIE BUJIE0-POVKIL.

DopmmpoBaHye BOOAYLIEBICHNA
U YBEPEHHOCTY B IIPABU/IbHOCTY
BBIIIO/IHEHMA ITPOLIeCCa MPOfIaxK.
VHCTpyMeHThI: CeMMHAPBI,
€XKe[[HEeBHbIE YTPEHHIE BCTPEY.

®opmupoBaHye KOHCTPYKTOB,
CrIoco6CTBYIOMNX GOPMUPOBAHMIO I
Pa3BUTHIO HEOOXOAMMBIX HABBIKOB.
VIHCTpyMeHTBL: HeOOXOaVIMbIe
MHCTPYKIIVM ¥ pedeBble ClieHapu;
TPEHMHTHY JJI1 OTPAOOTKM HaBBIKOB;
CeMMHAPBI.

dopmupoBaHMe KyIbTYPHBIX
apTedaxToB: ManTpa; Taners;
MoTuBalOHHBIE BUEO-POINKIL.
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KoHkpeTHBbIX c/1ydyai 2. dieKTprudeckas ctaHuua B Kazaxcrane

Cienyromyii IpoeKT ynpaBJieHUsI COPOTHUBIEHHEM ITlepcoHasia ObL peasin3oBaH B KazaxcTtane
Ha aJiekTpudeckol craHuuu ('P3C?) B pamMkax BHeipeHHU s MPOLIECCHOTO yIpaBJieHUs. Y CIeHHOCTD
npeanpuaTusa cocrasaseT 1400 yes10BEK, B TOM YMCJie OCHOBHOW MPOU3BOICTBEHHO-PEMOHTHBIN
nepcoHaJi coctapJjseT 1190 yesioBeK, afMUHUCTPATUBHBINA nepcoHal — 200 yesioBek U 10 yesnoBek
BXOJAT B MEHe/PKMEHT cTaHUUU. CpeJHUU BO3PACT COTPYAHUKOB cocTaBsAeT 42 roja. KeHIUH —
okoJio 17%. B cTpykType npeanpusaTus 12 npou3Bo/CTBEHHO-PEMOHTHBIX [[€XOB U BOCEMb a/IMU-
HUCTPATUBHBIX OT/,EJIOB.

B nocneanue roael 'P3C HaxoauTCA B Ipouecce peajiv3alii HECKOJbKHUX BaXKHbIX UHUIUATUB.
K HUM MO>XHO OTHECTH BOCCTAaHOBJIEHHE paboTOCIOCOOHOCTH OJIHOI0 U3 SHEPTeTHUYECKUX 6JIOKOB
CTaHLMH, BHEeJ[peHUe CTaHJApTOB KOPIOPATHBHOrO yIpaBJIeHHUs, a TaKXKe BHeJpPEHUEe CUCTEMBI
IJIAHUPOBAHUS pecypcoB npeanpusitus (enterprise resource planning, ERP). BMecTe ¢ TeM, ynpas-
JIS0IeN KOMIIaHUEN NPUHATO pellleHhe 0 HeOOXOJAUMOCTU BHeApPEHUs] MeTOJ0J0TUH Ipolecc-
HOro ynpaJieHusi (business process management, BPM). TakuMm 06pa3oM, BeCb ylpaBJeHYeCKUH,
aIMUHUCTPATUBHBINA U IPOU3BO/CTBEHHbIN NlepCOHaJ NpeANpUsATHS ObLI 33/leMICTBOBAaH B peasiu-
3allMU TeX WM UHBIX CTPAaTEernyeCcKMX MUHUIUATUB. [Ipy 3TOM NpoU3BO/ACTBEHHbIN IIepCOHA nepe-
Ipy»KeH HeCBOMCTBEHHbIMU QYHKIUSIMH, U3-32 Y€r0 BOSHUKAET HEJ0BOJILCTBO M Cab0TaXX NpoeKTa
BHe/IpeHHs NPOLeCCHOro ynpasyeHus. HabitonaeTcs le3sMHTerpanys KOMIaHUY Ha yPOBHE yIIpaB-
JIeHYeCKOH, aJIMUHUCTPATUBHON M MPOU3BOACTBEHHON QYHKIIMOHANBHBIX CyOKY/JBTYp, a TaKXKe
3aMe/lJIeHHe OpraHU3alMOHHbIX U3MEHEHUH B CBSAI3U C IEPEXO/IOM Ha NPOLIECCHOE YIIpaBJIEHUE.

[lo MHULMATUBE YNpPaBJAKILEA KOMIAHUM, MPUBJEYEHHBIM KOHCYJbTAHTOM Ha CTAHLUHU
ObL1 NIPOBEAEH KYJbTYPOJOTMYECKUIN aHA/IU3 C UCIIOJIb30BaHHUEM NOX0/10B /JlxkoaHH MapTuH, npu
KOTOPOM paccMaTpUBaeTCs AMHAMHUKA CYyOKY/NbTYp C TPEX TEOPETUYECKUX TOUEK 3peHUs] — UHTe-
rpajsibHOM, ¢pparmMeHTapHoU U JuddepennanbHont (Martin, 2002). B xoae npoBejéHHOTO HcCJie-
Jl0BaHUs1, ObLIO BBISIBJIEHO, YTO OCHOBHBIMU NMPUYUHAMU JUdepeHIIMalbHON AUHAMUKA MEXAY
NPOU3BO/ICTBEHHON U a/IMUHUCTPATUBHON QYHKIMOHAJBHBIMU CyOKYJIbTypPaMH CTaJU YCTAJOCTh
IPOM3BO/ICTBEHHOTO NEPCOHAJa OT Meperpy30K U BO3HUKILIASA HA MPeJINpUATUHN podeccuoHal b-
Has vepapxus. B JaHHOM KOHTeKCTe npodeccruoHaibHasi uepapxus npejnosaraeT BO3MOXKHOCTb
CHeLHaJuCcTOBOAHOU NpodeccuoHalbHOM (QYHKIMOHANBbHOM ) TPyIIIbI BJUATH HA e HCTBUSA IPyToi
npodeccruoHasbHOM (QYHKIIMOHANBHOM) IPYNIibl, a TAKKe NPU3HAHUS BaXXHOCTU Npodeccruu Jis
npeanpustus (Epmosnaes, Punonosuy, 2024; Raelin, 1985).

[IpusHakamu ¢pparMeHTapHOU AMHAMUKU CYyOKYIbTYp CTa/IM TaKKE IPOSIBJIEHUS, KaK JJBYCMbIC-
JIEHHOCTb, pa3/JiMyHasg UHTepIpeTanus cOObITUM U HECOBMECTHMOCTH, CBSI3aHHbIE C MyTaHULEH,
VPOHHEN, HE,OCTATKOM 3HAHUHM U APYyruMu npudyrHamu (Martin, 2002). B cBs13u ¢ 3TUM B x0/€
yccaeloBaHUsl ObLIM BbISIBJIEHbl TaKHWe acleKThbl, KaK HeOoJJHO3HAaYHOe MOHUMaHHe 3HayeHUs
npejJiaraeMblX UHULIMATUB B IPOU3BO/JICTBEHHOW YHKIIMOHAJIbHOU CyOKy/nbType. HecMoTpsi Ha
TO, YTO BC€ OpraHU3allMOHHble U3MEeHEeHUs UHUIMUPYIOTCS YIpPaBJsOIlleld KOMIaHUEH, Jaxe B
cpefie MeHeKMeHTa QYHKIUHU NMPUCYTCTBYET UPOHUS U CONPOTHUBJIEHME HOBBIM UHUIMATHBAM.
ITO 0O'bSICHSIETCS HEJLOCTATKOM HHGOPMALUU 0 HEOOXOJUMOCTU BHEIpEHUs IPOLIeCCHOr0 yIpaB-
JIEHUSI U XOJle ero peaju3alvy, a TakKKe pas/iMyusMU MeX/y TYMaHUTAPHbIMU U TEXHUYECKUMU
npodeccusiMu B 4YacTH CI0cOO60B 06ydyeHUsi, GOpMUPOBaHUSA TPodeCcCUOHANbHON JIOTUKH, OINbITA,
MHTYUL WU U C1I0CO60B NpUHATUA pelieHUl (EpMmosiaeB, @unonosuy, 2024; @eitnbepr, 1992; Raelin,

3 I'PIC — «rocygapcTBeHHas pajlOHHAs 97IeKTPOCTAHIMS» (TaKas ab6peBraTypa CoOXpaHmIach ¢ 1920-X rogoB, XOTs TaKue CTAHINI
y>Ke JaBHO He TOCYJapCTBEHHBIE JI OOCTY)XMBAIOT HE PAJiOHbI, a Iie/ble perionbl). IPOC — 3T0 Takke TeIIO3MeKTPOCTAHINA, IIpeHa-
3HaueHHas TOJbKO JI/I TIPOM3BOJICTBA 9ME€KTPOIHEPTUM, U, KaK ITPABMTIO, OHA SABJIAETCA OYEHDb KPYITHBIM €€ MpousBouTeneM. B HacTosIee
BpeMs TepMyH «I'POC» BCE vallle 3aMEHAIOT TEPMIHOM, ONMCBHIBAIOIMM IIPUHIUIT €€ paboThl, — «KOH/IEHCALMOHHAA 37IeKTPOCTAHIINA»
(K9C). Ucmounux: opuyuanvuuviii catim ITAO «Iaznpom».
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1985; Maanen van, Barley, 2011). [Io pe3ysbTaTaM KyJbTypOJIOTUYECKOT0 aHaJIM3a B pacropsixe-
HHe KOHCYJIbTaHTa OblJ NPUJAH OTJeJ M0 YIPaBJIeHUI0 PUCKAMH, COCTOSAILUM U3 NATH Yes0BeK,
ISl peaJu3aldu NpOeKTa IO YNpaBJIeHUI0 CONPOTUBJIEHHWEM IPOU3BOACTBEHHOrO IepcoHasa
(IpoM3BOACTBEHHOU CYOKY/IBTYPHI).

[lo paHee omMCaHHOM MeTOJAMKe, LeJIbI0 IPOEKTa YIpaBJeHHUS CONPOTHUBJIEHUEM CTaja
pa3paboTKa 3MOLIMOHAJIBHO-CMBICJOBBIX KOHCTPYKTOB JJi Kaxzjoro stama mozennd 0XK3C3.
TecTupoBaHHe KOHCTPYKTOB NMPOBOJMJIOCH HA MPOEKTHOW KOMaH/ie 110 BHeJJpeHUI0 IIPOLLeCCHOrO0
yIpaBJleHUs. IMOLMOHA/JbHO-CMbIC/IOBble KOHCTPYKTHI ObIJIM CIPOEKTUPOBAHbI C YYETOM HaLU-
OHaJIbHOW KYJIbTYpPbl, UMeIOLIelcs ynpaBieHYeCcKOW MPaKTUKU B KOMIAHUHY, a TakKe GaKTOpOB,
BJMAIOLIMX Ha NpUHATHE u3MeHeHUU (Tabsuua 2), HanpaB/JeHHBIX Ha O3UTUBHOE BOCIIPUATHE
BHeJIpeHHUs MPOLLEeCCHOTOo ynpasyeHUs. Jlasee npejcTaBiseTcss KpaTKUU 0630p pa3paboTaHHBIX
3MOLIMOHAJIBHO-CMBICJIOBBIX KOHCTPYKTOB B CBSI3U C COOTBETCTBYIOIIMM 3TallOM peaju3aluy
IpOeKTa yIpaBJeHUs CONPOTUBIEHUEM.

Oco3HaHue H606XO,Z[HMOCTPI W3MEeHEeHU

[ToCKOJIbKY NMPOEKT BHEeJAPEHUs MPOILECCHOTO yNnpaBJieHHUs B MPOU3BOJACTBEHHOU QYHKINHU
3aTparvBaeT JIMHENHbIX MeHePKEPOB, KOTOpPble B OPraHU3allMOHHbBIX TPyNIax BJAMUSAIT Ha opra-
HU3AIMOHHOE OCMbIC/IEHHE, B JAHHOM MPOEKTe, OCHOBHOU 11eJIeBOM TPYIION CTa/IM Ha4aJbHUKU
1exoB U ux 3amectuTesu (Cristofaro, 2022). [loaToMy crucTeMa COOOIIEHHUHM BKJOYala B cebs
JleJlIoBoe Co0bIeHrne 0 HeO6XOMMOCTH BHEAPEHUS MPOLIECCHOTO yIpaBJeHUs OT TeHepaJibHOT0
JIUPEeKTOopa CTaHIUH, a IEPCOHa/bHbIE COOOLeHUS ObLIN aZpeCOBAHbI OT COOTBETCTBYOUIUX QYHK-
I[MOHAJIbHBIX PYKOBOJUTEJIE — 3aMeCTUTeJ el TeHepabHOTO0 JJUPEKTOpAa — HavyaJIbHUKAM I[€X0B
U Ux 3aMecTuTe M. KpoMe npoyero, fieJioBoe co061eHHe pa3bsACHAIO CMbICJ Ha3BaHUS POEKTa
«Camray» (B mepeBo/ie C Ka3aXCKOro — MapeHure, HallpuMep, 0pJia), YTO aCCOIMUPOBAIOCH C yIpoliie-
HHUEM MHOTHUX [IPOLECCOB, YaCTUYHBIM BbICBOOOXK/J€HHEM MEHE/XKEPOB OT PYTUHBI U MOBbILIEHHUEM
OpraHU3aMOHHON 3 PEKTUBHOCTU. TaKOM KOHCTPYKT BbI3bIBAET YYBCTBO T'OPAOCTH U YBEpEH-
HOCTU B peasiM3aldu npoekTta. [loMUMoO 3TOro, AJjisi yCTpaHeHUs ABYCMbICEHHOCTH, Pa3IM4YHOM
VMHTEpPINpEeTALUN COObITUNA U IPYTUX MPOSIBJIEHUNA PparMeHTapHOW AUHAMHUKU CYOKYJbTYp, ObLI
BBe/IEH NOPAA0K MHPOPMUPOBAHHUS IIepCOHAA U X0/ie TPOEKTa.

Kenanue noAAECPXKKHUBATH U YIACTBOBATH B UBMEHEHUAX

Ha naHHOM 3Tamne, y4acCTHUKAM LieJIeBOW IPyIIbl HEOOXOAWMO OblIO NPUJATh YBEPEHHOCTH B
He0OX0IMMOCTH BHEeJIPEHUs MPOLLECCHOTO YIpaBJIeHUsI U MOJIOKUTEJbHOI0 BJIMSHUS NPOEKTa Ha
JINYHBIE 1|eJI1 IMHEUHBIX MeHepKepoB. B CBSA3U € 3TUM, 0ITMpasach Ha BbIsIBJIEHHbIE IPUYHUHBI Audde-
peHLHaJIbHON JMHAMUKU CyOKYJIbTYp, ObIM NpeAIPUHATHI Mepbl 10 BOCCTAHOBJIEHUIO NTpodeccu-
OHAJIBHOTO CTaTyca NMPOU3BO/ACTBEHHOr0 MepCOHa/la Yepe3 4eCTBOBaHWE OTIWYMBIIUXCA COTPYA-
HUKOB, a TaK)Ke U3MeHeHHe POJIM NpeJiCTaBUTe el NIPOU3BOJCTBEHHOMN CyOKYJIBbTYpPbl C yYaCTHUKA
IIPOEKTHOM KOMaH/ibl Ha BHYTPeHHUX 3KkcnepToB (EpMosiaeB, ®unonosuy, 2024; Raelin, 1985).

KpoMme Toro, 6611 pazpaboTaH U NMPOBeJEH ClelMaJbHbIi CEMUHAp MO MPOLeCCHOMY YIIpaB-
JICHUIO JI/I1 MeHeKepOB, AAlLUK Npe/cTaBJIeHre 0 NperuMyllecTBaxX NpoLecCHOTO yIpaBJeHNs
1 GOpPMHUPYIOIIMHN TaKHe 3MOLMH, KaK HaJlek/la U YBEePEeHHOCTb B IMOBbILIEHUH MPO3PavYHOCTH
CUCTEMBI YIIpaBJIeHUs, ICHOCTU OTBETCTBEHHOCTU U YAaCTUYHOM BBICBOOOXKJEHUH MeHeKepOB
oT pyTUHBI. [loMUMO 3TOro, KOMaH/A0M yIpaB/JeHUs1 U3MEeHEeHUAMHU OblJIM pa3paboTaHbl MOCTEPHI,
NpH3bIBalOLIMe K BHEJPEHUI0 NMPOLecCHOro ynpaBieHHs. OJHUM W3 IVIaBHBIX JIUTePaTYPHBIX
3MOILMOHA/IbHO-CMbICJIOBBIX KOHCTPYKTOB CTaJl CJIOTaH, Npe/JIoKEHHbIM 0JJHUM U3 BBICIIUX PYKO-
BoauTeseld — «060py0BaHUe Y HAC XKeJle3HOoe, a JIIoAU — 30J10Tble!». Tako# coraH y NpousBoOJ-
CTBEHHOI'0 IepcoHasia BbI3bIBaeT 3MOLMU TOPAOCTH 3a NPHUHAJJIEXKHOCTb K npodeccuu sHepre-
THKa. Takoe OTHOLIEHUEe PyKOBO/CTBA KOMITAHWUU K IPOU3BO/,CTBEHHOMY IIEpPCOHAJLY CTaJI0 MEHATH
CUTYal1I0 C HETaTUBHBIMU N1OC/IeACTBUSAMU GOPMUPOBaHUS IPOdeCcCHOHATbHON UepapXUH.
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3HaHUe KaK MNpoOrU3BOAUTDb UBMEHECHUA

/11 00y4eHusl mepcoHasa HOBBIM MeTOZAaM paboThl C MOMOLbI0 IPOLECCHOr0 YIpaBJeHHUs,
OblJ1 pa3paboTaH Kypc CEMUHAPOB, HallpaB/JIeHHbIX HAa OpPMHpPOBaHUE NPUBEP)KEHHOCTH IEpCOHAIa
MeTO/,0JIOTUH NIPOLeCCHOTO YIPaBJIeHHUs C UCII0JIb30BAHMEM MHTEPAaKTUBHOI'0 00y4eHHs, [eJIOBBIX
UTp U NpaKTHU4YecKOM paboThbl. OTAe/NbHbIN aKLleHT B 00y4eHUH Jesiajicsi Ha BHyTPeHHeN UHTe-
rpalyy OpraHu3aluy U NpPOLEeCCHOW MHTerpanuy, B 4acTHOCTH. [IporpammMa Kypca BKJIIOYasa
B cebs cjeAyloliMe CeMUHApbl U NMpaKTUYeCcKUe 3aHATUSA: «MeTo/0JI0rus NpoLecCHOro ynpas-
JeHust»; «Hortauum mopenupoBaHus»; «ONTUMHU3aLUsg U aBTOMaTHU3aLUs OW3HeC-NPOLLECCOBY;
«Hcnonb3oBanue [10 «Business Studio» /11 MojiesiipoBaHUsl OM3Hec-TIpoleccoBy; «[IpakTuyeckas
paboTa mo MOJAEJUPOBAHHUIO OU3Hec-poleccoBy; «DYHKIMOHAIbHO-CTOMMOCTHOM aHaJu3 U
VMHUTALMOHHOE MOJIeJINPOBAHUEY.

B nporpamMe o6ydeHus1 6bl1 noAaAep:kaH ciaorad «0O60pyZoBaHUe Y HAC »KeJIe3HOe, a JIIAHU
— 30J10TbIe!», a TaK)Ke MOJIy4UJl pa3BUTHE KOHCTPYKT «B 4ncTOM ropose — 4ucras cTaHuus!».
JlaHHBIN KOHCTPYKT HanpasJsieH Ha OPMUPOBaHMe 6epexHOI0 OTHOILIEHHA K 9KOJIOTHH, oA epKa-
HUe NOopsA/AKa M0 YTOJbHOW 3JIEKTPOCTaHLIUK, OPMHUPOBaHUe YYBCTBA OTBETCTBEHHOCTHU 3a Npe/J-
npuAaTye. Takve 3MOLMOHAIbBHO-CMbICJIOBble KOHCTPYKTbI GOPMUPYIOT y epCOHaJIa OTHOILIEHHEe K
obecrnieyeHUI0 HaLEXKHOCTU U becriepe60HHON paboThl CTaHLUU.

Cnnoco6HOCTDb BHEAPATD H806XOAI/IMLIC HAaBbIKHM U IIOBEJAE€HHUE

BaxkHeH1IMM (QaKTOpOM, BJHMAKOUIMM Ha CIOCOOHOCTb pa3BUBAaTh HOBbIe HAaBbIKH, B
JIAHHOM MPOeKTe CTa/yd npodeccuoHabHble PA3JIUUYUs, O KOTOPbIX TOBOPSAT TaKue aBTOPbI, KaK
E.JI. ®eitn6epr u k. A. PaliivH, KOTOpble 00bSICHAIOT NPUUYMHBI CONPOTHUBJIEHUS YUYaCTUIO TPOU3-
BO/ZICTBEHHOI'0 IepCOHAJIa B MPOEKTaX OpraHMW3alMOHHOT0 Pa3BUTHUSA Yepe3 0c06eHHOCTH npodec-
CHoHa/ibHOTO ob6pa3oBaHus (PeitHOepr, 1992; Raelin, 1985). OcHOBHOU Te3uWC MPOU3BOACTBEH-
HOTO0 MepcoHaJsia B TAKHUX CUTYalUSAX 3aKJ0YAETCSA B TOM, UTO «f y4uJcs He HAa 3TO, MHE 3TOT BHU/]
JlesITeJIbHOCTH He HpaBUTCA. f yunsics Ha uHxeHepay. Te ke crioco6bl 06yueHUs1, paHHss podeccu-
OHaJ/IbHas coliMasiM3alus, npopeccuoHasbHas JIOTUKA, CIOCOOBI MPUHATUS pellleHUH 3aBeplaloT
dbopMHpOBaHUE OTCYTCTBUS B3aMMOIOHUMAHUS MeXJy MPOU3BOACTBEHHBIM U aIMUHUCTPATUB-
HbIM M€PCOHAJIOM.

B cBfi3M Cc 3TUM, HeCMOTps Ha O0OydYeHHe, OUyIlaJOCh HeXXeJaHUe MPOU3BOLACTBEHHOTO
nepcoHasia y4acTBOBaTh B MPOEKTE BHeAPEHHUS MPOIEeCCHOTO ynpaBjeHus. B cBA3U ¢ 3TUM, npHU
NOAJeP>KKe paHee YINOMSHYTBHIX 3MOLIMOHAJbHO-CMBICJIOBBIX KOHCTPYKTOB OblJ OpraHU30BaH
TPEHHUHT 10 ONMKUCAHUI0 OHU3HeC-Npoliecca, ero ONTUMHU3AL UK U pa3bopy U3MeHeHUN. B TpeHuHTre
VCIIOJIb30BaJIach JleJI0Basl Urpa, Ha NpuMepe KOTOPOM Obljia MPOJAEMOHCTPUPOBAaHA B3aUMOCBSI3b
OpraHu3alMOHHON 3P(EKTUBHOCTU OT PA3JIMYHBIX PYHKIHOHAIbHbIX rpynn. [lomumo 3Toro,
KOHCYJIbTAaHThl 00pPaTHU/IMCh B KPYNMHENIIMN TexHU4YeCcKUH By3 KazaxcTaHa ¢ MOTMBHMPOBaHHBIM
npeaJio’)keHHEM O JONOJIHEHHWU B 0Opa3oBaTeJibHble MPOTPaMMbl [IJISI UHXKEHEPHbIX CIeldalib-
HOocTel Kypca «OpraHusallMoOHHOe NoBeJeHUe». JJaHHbIM Kypc HanmpaBjeH Ha popMUpOBaHUE Yy
HOBOTO TOKOJIEHUSI MHXXEHEPOB PACIIMPEHHOTO0 UHTErpaJibHOTO NpeJjCTaBJeHHUS O NMPOU3BOJ-
CTBEHHOM KOMINaHUU. By3 NpUHSJ 3TO Npe/yiockeHe U BHEC COOTBETCTBYIOLME U3MEHEeHU .

3akpensieHHe YCTOMYUBOCTU U3MEHEHUN

B xozie uccaejoBaHus JUHAMUKH QYHKIMOHAJIbHBIX CyOKY/JbTYp Ha CTAHLIMU, ObLIU OmpeJe-
JieHbl 6a30BbIe MPEANOJI0KEHUS U YOeXAeHUs, KOTOpbIe JIETJIK B OCHOBY GOPMUPOBAHUS OPraHU-
3allMOHHBIX LleHHOCTeH. K HUM ObLTM OTHeCceHbI: «Mbl — eJlMHast KOMaH/ja»; «{eCTHOCTh — OCHOBa
ZfoBepus»; «[IpopeccroHanram npruobpeTaeTcs Ha CTAHLIMKUY»; «McOJTHUTeIbHOCTD (IToobeman —
caenail)»; «CTaTyc NpUHAAJIE)KHOCTH K NIpodeccur U KOMIIAHUU (3HEPTETUK — 3BYUYUT ropAo!»).
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JlaHHble KOHCTPYKThI HallpaBJieHbl HAa CHUXKeHUe AuddepeHnManaibHON U pparMeHTapHOM
JIMHAMHUKU OPraHU3alMOHHBIX CYOKy/AbTyp. O6palleHrne K HUM CI0CO6CTBOBAJIO MPUHSTUIO METO-
JlOJIOTMU MPOLLECCHOr'0 yIpaBJieHUsl NMPOU3BOACTBEHHbIM NepcoHasoM. Kpome Toro, oHu ObLIU
NPUHSATHI AJis popMasin3aluu [eHHOCTel KoMnaHuu. Kpome Toro, ciioransl «060py/joBaHUE ¥ HAC
»KeJie3Hoe, a JIIJW — 30J10Tble!» U «B 4ucToM ropojie — 4MucTash CTaHUUA!» ObIJIM NPUHATHI KaK
OpUEHTUPHI B QOPMUPOBAHUH PEIJIAMEHTOB MPU BHEJPEHUH MPOLIECCHOTO YIIPaBJIEHUSs], KOTOpPbIe
CTAHOBATCSA apTedpaKkTaMU KOPNOPATUBHOU KyJabTyphl. 06111as nHGOopMaLKs 110 UCI0JIb30BaHHBIM
B IPOEKTE 3MOI[MOHAIbHO-CMbIC/JIOBBIM KOHCTPYKTaM NpuBeeHa B Tabsuie 4.

Ta6.111/1ua 4. CDOprI HCIIOJIb30BAHHbIX 3MOIIHMOHAJIbHO-CMbICJIOBBIX KOHCTPYKTOB IIPOEKTAa
«CamMray»

Bompoc pid rpynmosoro
OCMBICTIEHNA B [lenapTa-

(DOPMI)I ¥ KaHAJIbI Iepegaan SMOL-

Jran Mogenn
OHA/IBHO-CMBICTTOBBIX KOHCTPYKTOB

(DaKTOPbI, BIIAIOUINE HA COIPOTUB/ICHNE

0K3C3 W3MeHEeHUAM
MeHTe Ha OPraHNM3aIMIOHHOE OCMBICTIEHIe

OcosHaHMe e B3IVIAJ] Ye/IOBEKA Ha TeKylllee COCTOsAHNe UTO mponcxXoauT u dopmupoBaHye HOHMMaHN He00-
HeOoOXOfIIMOCTH o KaK 4elOBEeK BOCIpUHMUMaeT Ipobmemsl  modemy? Kak chopmy- XOJIMMOCTY OPTaHM3alIOHHBIX
M3MEHEeHU o HaI&KHOCTD OTIPaBUTENA MHGOPMALM- IMPOBATh MHPOPMALVIO, M3MEHEHMI.

OHHBIX COOOIIEHNIT KOTOPYIO He06X0AMMO VHCTpyMeHTHI: iennoBoe

o pacrpocTpaHenue ge3uHpopMaryy win  goHectu? Kro gomxen cooblIeHNe; HAMMEHOBA-

CITyXOB clenaTh Heo 6X0auMble HIle TIPOEKTa; IepCOHA/IbHbIE

* OCIIApPMBAEMOCTb IIPUYVH VI3SMEHEHVIA coobeHna? CoObIIeH M.
Kemanue o XapaKTep M3MeHeHUs (ITO 3TO 3a Yro nmobynut muHeliHpIx  PopMMpoBaHIe OXXUIAHUA O
MO/Iep)KMBATh  M3MEHeHMe M KaK OHO IIOBJIVAeT Ha MeHEeIPKEePOB IIPONU3- YACTUYHOM OCBOOOXKIEHUN OT

" y9aCTBOBATb
B UISME€HEHUAX

3HaHMe KakK

Ka)KJOTO YeJIOBEKa)

o OPTaHM3AI[MOHHBIIT VIV 9KOTIOTYECKII
KOHTEKCT M3MEeHEeHMsI (€T0 WM ee BOCIIPH-
SITVE OPTAHUSAIN VIV CPEJIBI, KOTOPast
MTOIJIEKUT U3MEHEHMIO)

o IMYHASI CUTYAIVs KXX/OTO IeJI0BEKa

e 9TO MOTUBUPYET YeI0BeKA (BHYTPEHHIE
MOTVBATOPBI, YHVKA/IbHBIE [IS1 Y€/I0BEKA)
* TeKyIIast 6a3a 3HAHMIT OT/E/IBHOTO Y€TI0BEKa

BOJCTBEHHOV (PYyHKIVN
MPUHSATH METOI0IOTHIO
IIPOIIECCHOTO yIIpaBIIe-
HUS?

Kaxk IpNAATh BaXXHOCTDH

IIEPETPYy3KY, IPMHYIMAA HOBbIE
METO[bI YIIpABICHNA
MHCTPYMCHTI)II MOTI/IBa]_[I/IOHHI)II‘/'I
CEMIHap; C/I0TaH 1.

DopMupoBaHue TPUBEPKEH-

IPOM3BOJUTD e BO3MOXKHOCTD 9TOTO YeJIOBEKA IIONYYUTh HOBBIM CIIOCOOaM HOCTM U IPUHATHS METOOIOT N
U3MEeHEeHMA TOTIO/IHUTEIbHble 3HAHMA paborsr B riasax PC? MIPOLIECCHOTO YIIPaBIeHNUA.

e PECYpCBI, JOCTYIHbIE A1 00pa3oBaHmA VHCTpYMEHTBI: CeMUHAPBDI;

U 00y4eHns crnorassl 1 u 2.

o Ha/IM4Vie HEOOXOMMBIX 3HAHMIT VTN

JOCTYII K Hell
CrocoOHOCTh  » IICUXOJIOTMYECKIIe Oapbephl Kak nmomous PC ®opmupoBaHye KOHCTPYKTOB,
BHEIPATD o pusnueckme crocobHOCTN IIPOSIBATH CBOIO CIIOCO6-  CIIOCOOCTBYIOIMX (OPMIPOBA-
HEeoOXOfIMble o MHTE/UIEKTYa/IbHbIE CIOCOOHOCTH HOCTD BBITIOTHATH HUIO U Pa3BUTHUIO HEOOXOIMMMBIX
HaBBIKI U o BpeM, IOCTYIIHOE [/I1 pasBUTUA He0O-  paboTy HOBBIM HaBBIKOB.
TIOBeZIeHEe XOZVIMBIX HaBBIKOB; croco6om? VHCTpYMEHTHI: TPEHVHT I

* Ha/IM4JE PECYPCOB [/ MOATEPIKKIA OTPabOTKM HABBIKOB; [IETOBAs

PasBUTUA HOBBIX CIIOCOOHOCTEI WTIpa; CAOranbl 1 u 2.
3akperneHue e CTETICHD, B KOTOPOJI MOAKpPeIJICHIe Kaxkne apredaxTnr DopmupoBaHme KyIbTyPHBIX
YCTOMYMBOCTY  3HAYVMMO U CIeNMIIHO [/IsI 9eTI0BEKA, Ha HEeOOXOMMO IIpefo- LIeHHOCTe 1 apTeaKTOB:
V3MEHEeHU KOTOPOTO MOBJIMAJIO U3MEHEHIIe craButb PC myis sakpe-  KynbrypHble eHHOCTH;

o CBSI3b HOZIKpEIUIeHNsI C PaKTUIECKN IUIEHNA CIIOCOOHOCTI Crorausl

MIPOAIeMOHCTPUPOBAHHBIM IIPOTPECCOM BBINIOTHATD paboTy IMocrepnr

VN OCTV>KEHUEM

. OTCYTCTBI/IG HETraTMBHDBIX HOCIIGIICTBI/Iﬁ
e CHICTEMA IOJOTYETHOCTH, KOTOPAs
co3maeT IIOCTOSHHBIN MeXaHN3M Jiv)oss
3aKpenIeHns U3MEeHEHUN

HOBBIM CITOCOOOM 1
dbopmmpoBaHmst 6a30BBIX
TIpeJCTaBIeHNI U
yOeXK/IeHNII B COOTBET-
CTBYIOLIEN OpraHu3anu-
OHHOII CYOKy/IbType?

HcTpyKumy 6usHeC-IPOLIECCOB
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KoMmmiekcHoe Hcmosib30BaHHEe pa3pabOTaHHBIX 3MOLMOHAJIbHO-CMBICIOBBIX KOHCTPYKTOB
Ha KaXX/IOM 3Talle peasu3aldy, a TaKXKe pPeKOMEHJALHUH M0 yCTpaHEHHI0 NpodecCHOHATbHOH
Vepapxuu MO3BOJIUJIN AOOUTHCS MPUHATHS MPOU3BOACTBEHHBIM MEPCOHAJOM HOBBIX IOJXO/0B
METOJO0JIOTUM MPOLECCHOTO YIpaBJeHUs], U 3aKpelyieHHUs] B KOPIOPATUBHON Ky/JIbType HOBBIX
6a30BbIX YOEXKJeHUN U IPEeIN0I0XKEHUH.

Pe3ynbTaThl HCC/IE€A0BAHUS U UX 06CY K/ eHUE

Ob6a mpejcTaB/JeHHbIX MPOEKTAa MOJIYYUJIU BBICOKYH OLlEHKYy OT PYKOBOJCTBA KOMIAHHUM.
JlupekTop 1o npojakaM WHJUKUCKOr0 pPO3HUYHOTO OaHKa CKasaJ cieaymwllee: «M3MeHeHue paau
cyacThs!» — 3TO BbIAAIOIIMKCA NPOEKT, BIEPBble peajM30BaHHbIA B MHUpPe B TaKOM MacuiTabe U
TaKue KOPOTKHe CPOKU. B utore BooayieBseHbl U MOTUBHPOBaHbl 8 000 yesoBek no Bcer UHauY,
NpUYEM He TOJIbKO B JlenapTaMeHTe NPOoJax, HO U B IPYTUX JlellapTaMeHTax. Mbl U3MeHUIU cebs,
VM3MEHMJIM KOMIIAHHUIO Y MOBJIMSJIN Ha BClO UHAMI0». OTMe4YaeTcCs, YTO MOCJie peasn3aliu NpoeKTa
B OaHKe NPOJaXXU KPeJUTHOTO POAYKTA YBEJUUUJIUCH JONOJHUTENBHO K IAITHA/ILLATH IPOL|eHTaM
nocJie U3MeHeHHs Mpoliecca NpoAax elé 6osiee yeM Ha 10 MpPOLIEHTOB.

PyKoBO/CTBO Ka3axXxCTaHCKOM 3JIEKTPHUUYECKOM CTAHIIUU OTMETHUJIO OJIOXKHUTENbHYI0 IMHAMUKY
B OTHOILEHUSX MEX/y NPOU3BOACTBEHHbIM U a/IMUHUCTPATHBHBIM NI€PCOHAJIIOM MPU BHEAPEHUHU
NPOLIECCHOTO YIIPaBJIeHUS U MOJTrOTOBKE K PEMOHTHOU KOMIAHUM cjefytollero roga. Tak, pyko-
BOJIUTEJIb IHEPTETUYECKOT0 MPEeANPUATHUS OTMETHII: «ITO ObLIU Jebe/b, PaK U IIyKa, IPOU3BOJ-
CTBEHHbIM U aJJMUHUCTPATUBHbIN MepcoHa/. A Mocjie NpOBeAEHHbIX MEPONPUATUNA Mbl BUAUM
M3MeHeHUs. MHe 04eHb NPUSATHO, YTO JIFOJIU BOBJIEKJIUCh, U COBMECTHBIMH CJIQ>KEHHBIMU J|€MCTBU-
SIMM TI0JIy4YeHbl IO3UTHUBHbIE U3MEHEHHS B paboTe KOTeJIbHOT'0 060PY/I0BaHHUS».

3HauUTebHbIE U3MEHEHUSI TPOU3OIIJIM B OMUCbIBAEMbBIX CyOKYJIbTypax KoMmaHui. [losydyus
3MOIMOHAJIbHO-CMbICJIOBble KOHCTPYKTbI B BU/l€ LIEHHOCTENW U apTedaKTOB, HANPaBJIEHHbIX Ha
dbopMHpoBaHUE 0XKH/IAEMOT0 MOBeJeHUs, COTPYAHUKU MPHUHSJIU OpraHU3allMOHHbIE U3MEHEeHHH,
YTO W CO3JaJI0 yCJAOBUS /il JOCTUXKEHUS OpraHU3alMOHHBbIX Liejiedl. TakuM 06pa3oM, MOXKHO
C YBEPEHHOCTbIO CKa3aThb, YTO MPOEKThI MO YNpPaBJEHUIO CONPOTHUBJIEHUEM IEpCOHaIa HUMeJHr
N0JIOXKHUTeNbHbIN 3 deKT. bosiee TOro, MO)XHO OTMETHUTD, YTO NPOEKTHI OKa3aJu MOJIOXKUTEJIbHOE
BJIMSIHME HAa 00pa3bl KOMIIAHUKA B MECTHOM COOOIECTBE U HAa KOPNOPATHBHYI YCTOWYUBOCTH B
IJIaHe COLMaIbHOM OTBETCTBEHHOCTH.

Mopenb BbICTYNIMIa METOAAYECKUM OCHOBAaHHUEM YIIPaBJIEHUS CONPOTHUBJIEHUEM COTPY/IHUKOB,
BOBJIEYEHHbIX B OpraHM3alMOHHbIe U3MeHeHUs. [loCKOIbKY pOoLiecC OCMBICJIEHUSI — 3TO CIOCOO,
C IOMOLbI0 KOTOPOT'0 MeHe»Kepbl NPUJAIOT CMbICJ U B&XKHOCTb OPraHU3allMOHHBIM U3MEHEHHUSM,
TO, CJIeAysl JIOTUKE KO-3BOJIIOLIMOHHOW MOJ|eJIM OpTaHU3allMOHHOT0 OCMbIC/IEHUS, HA KaX/[OM JTale
NpOeKTa ObLJIM UCI10/1b30BAHbI SMOIIMOHAbHO-CMbIC/IOBbIE KOHCTPYKThI, pa3paboTaHHbIE KOHCYJ/Ib-
TaHTaMU U HallpaBJIeHHbIE Yepe3 HEMOCPeACTBEHHBIX PYKOBOAWTEIEN HA TPYIIIIOBOE OCMbICTIEHUE
(Cristofaro, 2022; Kumar, Singhal, 2012).

OAuH U3 TEPMUHOB, UCI0JIb3yEMbBIX B KO-3BOJIIOIMOHHOUN Mozenu M. Kpuctodapo, siBasieTcsa
«3MOLIMOHa/IbHAasA cxeMa». boJsiee TOro, HEKOTOpble Y4E€Hble TOBOPSAT O 3HAYEHUU SMOLIMHU B
npoliecce opraHM3alMOHHOTO ocMbIcieHus (Steigenberger, 2015). OfHaKO TEPMUH «39MOLIMOHAJIb-
Hasl cxeMa», Ha Halll B3IVIs1/], He OTpakaeT MOJIHOCThIO CYyTh Mpoliecca UHAWBUIYaJIbHOTO OCMbICJIE-
HUs B MoJiesnin M. Kpuctodapo. ITo cBSI3aHO € TeM, YTO KpOMe 3MOLMOHAIbHOW HAarpy3ku, Gopmu-
pyeMbIil KOHCTPYKT BKJIIOYAET B Ce0sI COCTABJISIOLIYIO, IBJASIOIIYIOCS HOCUTEEM ONpeieIEHHOTO
CMbICJIa. ITO MOXET OBbITh BU3yaJibHbIA 00pa3 (mocTep, BUJe0, aHUMaIllMOHHOE JIeCTBUE), pacCcKas
(Bugeo, muTepaTypHas ¢opma, yCTHOE NMOBECTBOBaHME), My3blKaJibHasA ¢opMa, KOTOpbIe, KpoMe
onpe/ie/IEHHbIX 3MOLUH, SABJASAIOTCA HOCUTEJNSIMU HHTepHpeTaldu COOBITUU. B Takom ciyudae,
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BBO/IUMbIH B JJAaHHOM CTaThe HOBbI TEPMUH «3MOILMOHAIbHO-CMbICJIOBOM KOHCTPYKT» B O0JIbIlIEN
Mepe OTpa)kaeT pe3y/bTaT MEPCOHAJbHOTO OCMBIC/IEHHS, KOTOPbIM MOCJEe HWHAUBU/AYAJIbHOTO
NPUHSATHUA U NPUCBOEHUS NepesaeTcsl PYKOBOAUTENEM PSALOBbIM COTPYAHUKAM B MPOLECC rpyI-
IIOBOTO OCMBICJEHUS. JTa KOHCTPYKLUS JOJ/PKHA BKJIOYATh B Ce051 MHTEPNPETALUI0 COOBbITUS U
OTHOLIEHUE K HEMY, IECTBUE, HAlIPAaBJIEHHOE HAa IPUHSATHE UHTEPIPETALIMH, a TAKXKE 3JIEMEHTHI,
WCIIOJIb3YIOIlMeE OlNpe/ie/IEHHble KaHaslbl BOCOPUATUS MHOpPMaAlMU 4eJIOBEKOM W BbI3bIBaIOIUeE
Heob6X0AMMble 3MOIUK. IMOIMOHAIbHASA COCTABJSIONAsA, OKa3biBasi CylleCTBEHHOE BJHSHHUE HA
NO3UTUBHOE BOCIIPUATHE OPTaHU3alMOHHBbIX U3MEHEHUH, BaXKHA /1J151 yCTPAaHEHUSsI COIPOTUBJIEHUS
IepcoHasia, KOTOpoe MOXKEeT BOSHUKHYTb HA TOYBE TPEBOTU U 3al[UTHOH peakiiyuu (Loewenstein, et
al,, 2001; Luscher, Lewis, 2008; Steigenberger, 2015).

BMecTe ¢ TeM B Xo/ie UCC/ie[JoBaHUS ObLIY 3aPpUKCHPOBAHbI €JUHUYHbIE COOU B UCIIOJIb30BAaHU U
3MOLIMOHA/IbHO-CMBbICJIOBBIX KOHCTPYKTOB. Tak, HanpuMep, B npoekTe «M3MeHeHUe pajid c4acThbs!»,
HEKOTOpble TOCETUTEJNIM CaJloOHAa CBSI3M MOIVIM OTKa3aTbCsl OT pasbIlPbIBAaHUS MpeAJaraeMoro
cueHapus KOHCTpyKTa «becriaTHas ycayra». B TakoM ciiydae ycTaHOBJIEHME SMOLMOHA/IbHOW CBA3U
He npoucxouno. OAHAKO eCr MOCEeTUTEb CTAHOBUJICS KJHWEHTOM OaHKa, B JleMCTBHE BCTymNas
KOHCTPYKT 3 «CYyacT/INBbI BCe BOKPYT», KOTOPbIM TaKyl0 3MOLIMOHAIBbHYIO CBSI3b yCTAHABJIMBAJ.

Jlpyroii npo6JsieMoi, ¢ KOTOPOH CTOJIKHY/JaChb KOMaH/ia YIpaBJeHUs] U3MEHEHHUSMH, CTaJIo
BbIlIaZleHUe OMNpeJileJIEHHOTO YPOBHSI MEHEe/KepPOB M3 NpPOeKTa ylpaBJeHUs HW3MeHEeHUSIMHU.
CTpykTypa JlenapTaMeHTa NPOoJaXK COCTOUT U3 IIEeCTH YPOBHEMN. 3TO 060CHOBAHHO YMCJIEHHOCThIO
HaceseHus1 UHauu (6os1ee 1,5 Muainapaa 4yesioBek), a TakKe OOJIbIIUM KOJUYECTBOM I'OPOJCKUX
W palioHHbIX ¢uamnanoB. lllecToll ypoBeHb OCYILIECTBJIsIET HENOCPEACTBEHHOE PYKOBO/CTBO
pPAZIOBBIMY COTPyAHUKaMU. Mcxoasl U3 3TOr0 OCHOBHOE BHMMaHKe KOMaH/bl yIIpaBJeHUs U3MeHe-
HUSIMU ObLJIO HANIPABJIEHO HA PYKOBOJUTEJIEH leapTaMeHTa IepBOro-BTOPOro YPOBHS M HA HENo-
Cpe/ICTBEHHBIX PYKOBOJUTEJEU PsJOBBIX COTPYAHUKOB (L1ecTOM ypoBeHb). B Takoil cuTyauuu
CpelHUN MeHePKMEHT OKa3asics c1abo BOBJIEYEHHBIM B IPOEKT yIpaBJIeHHUs] U3MEHEHUSMU. ITO
He KMMeJIO NPSMOro OTPUILIATEJbHOTO BJIMSIHUSA Ha MPOEKT, OJHAKO, IOCKOJbKY 3TH MeHeIKepbl
He CTa/Id YYaCTHHKAMU MPOEKTA, UX YIpaBJsiolee BO3/leCTBHE HA MTepCOHAJM B OYAYIEM MOIJIO
0KasaTb HeXeJlaTeJIbHbIN 3G PeKT. BMecTe c TeM cCBoeBpeMeHHOE BbisiBJIeHHE TPO6JIeMbl TO3BOJIMJIO
CKOPPEKTHUPOBATH NPOEKT U MPUBJIeUb MEHEKEPOB CPEeJHEr0 YPOBHA K AeSITeJIbHOCTU KOMaH/bl
ylpaBJieHUs U3MEHEHUSIMU B KauyeCTBe BHYTPEHHUX OM3HeC-TPeHEepOoB [/ 00y4eHUs1 epcoHasia
110 pa3paboTaHHBIM B IPOEKTE CEMUHAPAM U TPEHUHTaM.

B npoekTte «Camray» OblJ1I0 0OHapy»KeHO, YTO HEKOTOpble GOPMbI 3MOLMOHATbHO-CMbBIC/IO-
BbIX KOHCTPYKTOB Ha MpeANpPUATUAX 3HepreTUKU B KazaxcTaHe HempUMeHMMbI B CUJIy XapaKTepa
NPOU3BO/ICTBA, HALLMOHAJIbHOW U OTpac/eBOM KyJabTypbl. K npuMepy, BU3yasibHble U JIUTEPATYP-
Hble KOHCTPYKThbI IEPCOHAJIOM BOCIIPUHUMAIOTCS XOPOIIO, B TO K€ BpeMSI KOHCTPYKTbI COBMECTHBIX
JIeUCTBUM, COBMECTHOTO UCIOJIHEHUE MAHTPbI U MOJJ0O6HBIX aKTUBHOCTEH MOAJAEPKKHA He HAaXOIsT.
JTo AAaéT OCHOBaHMeE /i1 60Jiee MPUCTATbHOIO BHUMAHMUS K TUIIOJIOTUH KYJbTYPHbIX U3MepPEeHUN
[ Xodcrene, 0c06EHHO B KPOCC-KYIBTYPHbIX OpraHU3aLlUsIX.

OTMeTHM, YTO NpeAbIylire PaboThl, MOCBSIIEHHbIE UCCIEI0BAHUIO BJIMSIHUS OpraHU3alMOH-
HbIX CyOKYJIbTYp Ha OpraHW3allMOHHble U3MEHEHUS], B OCHOBHOM HalpaBJ/ieHbl Ha UX UJIEHTUDU-
KallMIo U HUccie/loBaHWe Ux B3aumozectBus (['yabkoBa v ap., 2017; Mutuna, 2020; Huang, et al,,
2003; Kok, et al,, 2017; Ogbonna, et al., 2015). [Ipu 3ToM YacTb aBTOPOB He pacCMaTpPHUBAET TEMY
pa3paboTKH METO/I0JIOTHHU YIIPABJIE€HHUS CyOKYJIbTypaMH, OCTABJIASA 3TO OYAYIIUM UCCIeI0BATESAM,
B TO K€ BpeMsl HEKOTOpble aBTOPbl PEKOMEHAYIOT NpPOBeJeHUEe 00 beJUHSIOIIUX MEPONPUATUN
(TpeHUHroB KOMaHA006pa30BaHKsl) AJisl yCTAHOBJIEHHUSI BHYTPEHHHUX KOMMYHHUKAI[UN MeX/1y opra-
HU3aLMOHHbIMU rpynnamMmu. TakuMm o6pa3oM, B JaHHOU cTaThbe, npejJaras [[porpaMmmy no Koppek-
THUPOBKE OPraHU3aLMOHHBIX CYOKYJIbTYP C MOMOILbI0 3MOIIMOHAJbHO-CMbICJIOBbIX KOHCTPYKTOB
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¢ ucnosbzoBanueM Mozeau 0XK3C3, aBTop AesiaeT caeAyHOLUUA LAl B MCCJEJOBAaHUU BJIUSIHUA
CyOKyJIbTYp Ha OpraHU3alMOHHblE U3MEHEHUS U YIIPABJIE€HHUS UMHU.

3akK/JIl0ueHue

B naHHO# cTaThbe NpeACTaBAeHO OMUCAHUE 3aMbICJIa, OCYLIEeCTBJIEHHS U IJIaBHbIX UTOTOB ABYX
NPOEKTOB N0 YIIPAaBJIEHUIO U3MEHEHUSMH, peaJIM30BaHHbIX B iellapTaMeHTe NPo/iaXK PO3HUYHOTO
6aHka B UHAMU U Ha 3/1eKTpUUeCcKOM cTaHUK B KazaxcTaHe. YUYUTbIBasi IEPMaHEHTHO TYPOY/IeHT-
HYI0 BHELIHIOIO Cpe/ly B HACTOsIllee BpeMsl, KOMIIaHUHU 110 BCEMY MUPY BXOASAT B IEPUO/], KOT/la opra-
HU3aLMOHHbIE U3BMEHEHUS CTAHOBATCS NOCTOSIHHBIM MPOLeCCOM. B TaKMX yC/10BUSAX BBIXKMBAEMOCTD
OpraHu3al Ui HaMPsSIMYyI0 3aBUCUT OT CIIOCOOHOCTH a/JallTUPOBATHCS K U3MEeHeHHUsIM. B 3ToM Kittoue
B HAay4YHOM COOOLIeCTBe 0OCY»JAl0TCs MpoO6JieMbl YIIpaBJeHUsl CONPOTHUBJIEHUEM MepcoHasa U
OpraHU3aIlMOHHBIX CYOKYJIBTYP HEOOXOAMMBIM H3MeHeHHsIM. OnMpasich Ha CyIeCTBYIOIIME HCCle-
JlOBaHUS MP06JIeM yIipaBJieHUs U3MEHEHUSIMU, 3HAYEH U Npoliecca reHepaluy CMbICJia AJis yIpaB-
JIEHWS CONPOTHUBJIEHUEM MEPCOHAJIA, @ TaK)Ke BJUSAHUS 3MOLMK Ha NMPOLECC FreHepalidu CMbICJIOB,
ObLIM pa3paboTaHbl MPOEKTbl C YYETOM KOMMYHMUKALMOHHOIO IJIaHA, MPOTrpaMMbl 00y4YeHUs,
KOMILJIEKCA 3MOI[MOHA/IbHO-CMBICJOBbIX KOHCTPYKTOB U apTe(daKTOB LieJIeBbIX OPraHU3al[MOHHBIX
CYOKYyJBTYP.

B xoJle aHa/siM3a UTOTOB peasiM3al[iu MPOEKTOB aBTOPOM OBLIO MPEJJIOKEHO U 060CHOBAHO
VCII0JIb30BaHUE TEPMHHA «3MOIMOHAIbHO-CMbICJIOBOM KOHCTPYKT» KaK pe3yJibTaT Ipolieccanepco-
HaJIbHOT'O OCMbICJIEHHUSI C HEOOXO0JUMOM 3MOIIMOHA/JbHON TOHAJIbHOCTBIO, KOTOPBIN Nepe/laeTcs B
NpOLIECC TPYIIOBOT0 OCMbICJEHUS HEOOXOAMMOCTU OpPraHU3allMOHHbIX U3MeHeHUH. Pe3ysibTaThl
JIAHHOTO MCCJIeJOBaHUsl TNOKa3biBaloT, 4To UHTerpanus mogenan O¥K3C3 U KO-3BOJIIOLUOHHOU
MOJieJId TeHepalMd OpPraHU3alMOHHOTO CMbICJIA CIOCOOCTBYeT CO3JaHUI0 O6JIarONpUSTHOTO
BOCIPHUATHS OPraHU3aLMOHHBIX U3MEHEHUH MyTEM YCUJIEHUS MO3UTHUBHBIX 3MOIIMOHAJbHBIX
peakUUi y nepcoHaja. IMOIMOHAJIbHO-CMbICJIOBble KOHCTPYKThI, pa3pab0oTaHHble JJisl KaX/JO0ro
atana mozesau 02K3C3, cnocoOGCTBYIOT Y/IyUIllEeHUI0 BOCIPUSATUSI UBMEHEHUN HA YPOBHE OpraHu3a-
UUOHHOM CyOKYJIbTypbl. TakOM MOAXOA MOXKET NPUMEHSAThCS /151 TOAJI€P>KKY U3MEHEHU N B JIIOOBIX
OopraHu3anusx.

Byayuium nosib3oBaTe 1M IPE/JIOXKEHHOTO B CTaThe N0AX04a HE0O6X0AMMO YUUTHIBATb 0COOEH-
HOCTH HAaIlMOHAJIbHOU KYJbTYPbl, B KOHTEKCTE KOTOPOU QYHKIIMOHUPYET OpraHU3aliys, a TaKXKe
npodeccruoHaNbHbIX CyOKYAbTYp. OTMETUM, YTO B TaKHUX OOJIBLIUX CTpaHax, Kak Poccus, Uuaus,
Kutaii, Kazaxctan u apyrue, perioHajibHble CYOKYJbTYPbl MOTYT UMETb CBOM OCOGEHHOCTU. B
CBSI3W C 3TUM, HauboJiee CJ0KHBIM B MpejJaraeMoM MoAX0Je BUAUTCS MpUAAaHHE NPaBAUBOUN U
HWCKPEHHEN 3MOIIMOHAJILHOCTU CMbICJIOBOMY KOHCTPYKTY. IMOIUH, BbI3bIBa€Mbl€ KOHCTPYKTOM Y
npeACcTaBUTe/NEd OPraHU3aLMOHHON CYOKY/BTYPhl B COOTBETCTBYIOLEM PETHUOHE, NOKHbI OBITh
CUJIbHBIMM U MOTHUBUPYIOUIMMH K MPUHSATUIO HEOOXOJUMbIX U3MEeHEHUH. B pasHbIX pervoHax
OJIHOW CTPaHbI 3TO MOTYT OBITh pa3Hble PaKTOPBI.

[ToMuMo 3TOrO, CyllecTBEHHbIM (aKTOpPOM SBJSETCA TO, B KakKoW MpodecCHoHATbHOU
cpejie OCylLIeCTBJISIeTCSI UCIO0JIb30BaHHWE 3MOLIMOHAJIbHO-CMbBICIOBOTO KOHCTpYKTa. Heob6xoamumo
YYUTBIBATh Pa3/IUuMsi B MPoPeCcCUOHATbHOM O00YYEeHUH, MIPUHATUM pPElIeHHH, JIOTUKe U APYTUX
acrnekTax pasJiM4vil npodeccuoHalbHbIX CYOKynAbTYp. KpoMe Toro, npu paspaboTke KOMILJIEKca
3MOI[MOHA/JIbHO-CMBICJIOBbIX KOHCTPYKTOB HEOOX0/JMMO MCII0JIb30BaTh pa3Hbie GOpPMbI Nepejadu
MHbOpMaLMU U 33/1eICTBOBATh KaK MOXXHO 6o0Jiee UPOKUH psij| MepLeNTUBHbIX MO/IaJIbHOCTEM.

B OyayieM ucciaenoBaTe/d MOTYT 0OpaTUTh BHUMaHUEe HA BJMsSHHE HAIMOHAJBHBIX KYJib-
TYpHbIX GAKTOPOB HA BOCHPUSATHE U3MEHEHUH, UTO MMeeT 3HAYUMOCTb [Js MeXJyHapOJHbIX
KOMITaHUH, pabOTaIUX B MHOIOHAIIMOHAJIbHOU cpejie. KpoMe TOro, ucCnoJib30BaHHE 3MOIMO-
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HaJIbHO-CMBICJIOBbBIX KOHCTPYKTOB /Jid IOBBIIIE€HHUA BOBJIEYEHHOCTHU INepCcoHasia U MNOoAAEPIKKHU
OPraHHU3alMOHHbIX H3MeHEHHﬁ, OTKPbIBAET IIE€PCIIEKTUBbI AJIA 6YAYLHHX PICCJIG,Z[OBaHI/Iﬁ B cc])epe
OpFaHHSHL[HOHHOP’I IICUXOJIOTHUHU U YIIPpABJIEHUA U3MEHEHUAMMU.
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Abstract. The purpose of the study. To study the emotional-semantic constructs of the organizational
subculture fortheadoption oforganizational changesinthe contextof managingstaffresistance. Research
methodology. The empirical study was conducted in two different projects. The first case examines the
change in the subculture of the sales department of a retail bank in India. The second case is devoted to
the change in the production functional subculture at a state-owned power plant (SPP) in Kazakhstan.
The study has a descriptive design and consists of two stages. At the first stage, empirical material was
collected related to the characteristics of the subcultures under consideration and the identification of
the causes of resistance to change. Primary information was collected through observation, including
participant observation, as well as semi-structured individual and group interviews. The collected
information was analyzed using content analysis, phenomenological analysis, conversational speech
analysis and visual analysis. At the second stage, emotional-semantic constructs were developed and
their impact on staff resistance was analyzed. The ADKAR (Awareness, Desire, Knowledge, Ability,
Reinforcement) change management model was used as a methodological basis for the projects.
The result of the empirical study is a Program for managing personnel resistance to organizational
changes. The use of emotional-semantic constructs in combination with the co-evolutionary model
of organizational sensemaking and the change management model demonstrated a multiplicative
positive effect, expressed in the acceptance of and openness of personnel to organizational changes,
as well as the transformation of the organizational subculture that supports changes. Originality and
contribution of the author. The use of the ADKAR change management model and the co-evolutionary
model of organizational sensemaking allows us to offer a unique approach that includes a connection
between emotional-semantic constructs and acceptance of changes. This approach is a contribution
to the development of an interdisciplinary theory of organizational change from the perspective of
management and social psychology.

Keywords: sensemaking, generation of meanings, emotional-semantic construct, organizational
subculture, organizational changes, staff resistance, change management, ADKAR.
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AnHoTaums. B nocsie/jHee BpeMsi BOBJIEYEHHOCTD IePCOHAJIA CTajIa OJJHUM U3 HauboJiee OljeHUBaeMbIX
napaMeTpoB B paboTe MepcoHasa opraHusanui. KoprnopaTUBHBIMH IICUX0JIOTAMHU U PYKOBOAUTENSMHU
BBICILIETO 3B€HA CTPOATCA NPEeANOJI0KEHUSA O TOM, KaK pa3BUBaTh BOBJI€YEHHOCTh, KaK €€ U3MepATb U
OLeHUBAThb. B TO e BpeMs, Ha CeroAHSAIIHUN JJeHb He CYLIeCTBYeT eJMHOr0 ONpe/ie/IeHUs KOHCTPYKTa
«BOBJIEYEHHOCTb», KaK U HET YHUBEPCAJbHOTO NOAX0/Ja K eé oueHkKe. [Jesb. Llesb JaHHOTO HCCIe0-
BaHHA — M3YYUThb PA3/IMUHYIO JIeJIOBYI0 M HAy4yHYIO JIUTEPATYypy M NpoaHaJIM3UpOBaTh HauboJiee
3HAYMMble OIpejiesleHUs] KOHCTPYKTa, YTOObl Ha 3TOH OCHOBe CHOpMysMPOBATh aBTOPCKY TOYKY
3peHusi, 06beJUHUB CUJIbHbIE CTOPOHBI Pa3HbIX MOJAX0L0B U Teopui. KpoMme TOro, 1je/bl0 sIBJIsIETCS
onpeieJleHMe TEPMUHOJIOTUYECKOW B3aUMOCBA3U MeX/ly BOBJI€YEHHOCTBIO U TPYAOBOM MOTUBALMeEH,
MIOCKOJIBKY B GOJIBIIMHCTBE TEOPUM He B MOJHOW Mepe PacKpbITO TO, KAK COOTHOCSATCS 3TH JiBa KOH-
cTpyKTa. Memodosio2us. ABTOp NPOBOJUT aHAJIN3 MHOTOYMCIEHHBIX TEOPUI BOBJIEYEHHOCTH, PacCMO-
TpPeB UCCJIe/I0BAaHUSA KaK 3apy6OeXHbIX, TaK U POCCUHUCKUX YYEHBIX, 00'beIUHMUB UX B YeThIpe I'PYIIILI.
[locnenoBaTesIbHO paccMaTPUBAETCA aAKTYaJbHOCTb M Hay4yHas LIEHHOCTb KaXJOro M3 MOAXOJO0B.
Pezyabmamol. B npoBeJéHHOM aHa/IM3e JIUTePaTypbl 06HApYKeHbI YETKHE 3aKOHOMEPHOCTH B $op-
MYJIMPOBAaHUU ONpeJieIeHUH BOBJIEUEHHOCTH, KOTOPBIE MPEACTaBJIeHb]l B CTaThe, a TaKXXe HaWJeHbl
B3aMMOCBSI3M BOBJIEYEHHOCTH M MOTHBALMM, ONMCAaHA 3BOJIIOLUA MOAXOJ0B K U3yYEHUIO TPYAOBOU
MOTHBALUH, I/le HAUBBICUIUM €€ NPOosIBJIeHUEM SIBJISIETCSI BOBJIEYEHHOCTD B paboTy. [JeHHOocmb pe3y/b-
mamos. CucTeMaTU3UPOBaB JaHHble HAYYHOU JINTepaTyphl, aBTOP IpejjaraeT OpUruHajJbHOe Olpe-
JleJleH’e BOBJIEYEHHOCTH, KaK HAWBBICIIETrO IOJIOXKUTEJbHOTO NPOABJIEHUS TPYAOBOW MOTHBALUHY,
KOTOPOE 3BOJIIOLIMOHUPYET, JOMOJHAA KOHCTPYKTHI JIOSJIBHOCTH U YAOBJETBOPEHHOCTH. B 3akioye-
HUM HaCTOsIIero 0630pa IMTepPaTyphbl aBTOP OTMEeYaeT, YTO B COBPeMEHHON OpraHU3aliOHHOM I1CHUX0-
JIOTUH CYIecTByeT HEOOXOAMMOCTb B HOBOM IO/X0/le K TOHUMAHUIO TPYA0BOM MOTHBALUH, KOTOPBIX
06beJMHU OBl IOCTH>KEHHsI B 06J1aCTH M3Y4YeHUs] BOBJIEUEHHOCTH PaGOTHUKOB C TEOPUSMH TPYL0BOH
MOTHBALUU.

Kiro4yeBbie €/10Ba: BOBJIEYEHHOCTD, TpyAoBad MOTUBALMA, OpraHu3allMOHHAaA MCUXO0JIOTrUd, YA0BJIET-
BOpéHHOCTb, JIOAJIbBHOCTD, IPOU3BOAUTEJIBHOCTDb TPyZa.

AKTyaJIbHOCTb €AUHOrIo onpeacjiCcHuA NOHATHUA «BOBJICYEHHOCTb»

B TeueHue mociaeqHUX JeCATUIETUNA BOBJIEUEHHOCTb IlepCOHAJa CTaja OJHUM M3 HauboJiee
rM3y4aeMbiXx pEHOMEHOB B KayecTBe 00'beKTa HCCAeJOBAaHUM KakK [Jisi TeOPETUYECKUX MOWCKOB B
OpraHM3alMOHHOM MCUXO0JIOTUH, TaK U JJisl pelleHrs MPaKTUYECKUX 3a/1a4 PYKOBOAWTe el coBpe-
MEHHBIX TPeANPUSATHH 110 MOBbILIEHUIO TPOU3BOAUTENBHOCTH TPYAA paboTHUKOB (bapabaHIIMKOR],
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Knumosa, 2015; Yernakosa, KabanuHna, 2016; Tutosa, 2021; Barrick, Thurgood, Smith, Courtright,
2014). B 3apy6e:xHOM OpraHU3allMOHHOW IICUXOJIOTUM HHTepec K BOBJIEYEHHOCTHU IepcoHasa
BO3HHUK € KOHI@ 1980-x rooB, IpU 3TOM B POCCHMCKOM NpaKTUKe yIpaBJieHUS MONYJASPHOCTb
JlaHHOE CJI0BO MpUo6peio Jiulib ¢ Havyasa 2000-x rr.

Bo MHOTHX HCC/IeJ0BaHUAX U pa3/IMYHbIX KOHIENIASAX BOBJIEYEHHOCTb MIepCOHasIa 10 CUX IOp
OCTaeTCsl OTKPBITHIM BOMPOC O €€ ICUXO0J0TMYeCKON NPUPO/iEe, O TOM, K KAaKHMM acleKTaM JIMYHOCTHU
OHa OTHOCUTCA — K BBICOKONPOAYKTHBHOMY IOJIOXKUTEJbHOMY 3MOLIMOHAJIBHOMY CyO'bEKTUB-
HOMY COCTOSIHHUIO, IMOO MPOSIBJIEHUSIM MOTHBALMOHHBIX MPOIECCOB, 00YCJ0BJIEHHBIX OXKUJaHUEM
YZIOBJIETBOPEHUS NOTPEOHOCTEN UJIM OTpaXXKeHHeM peasin3aluu norpebHocre. Kpome Toro, He 70
KOHLIa ONpe/ie/IEH KPYT MHCTPYMEHTOB, BO-TIEPBBIX, O3BOJISIOLUX U3MEPUTD U OLIEHUTb BOBJIEYEH-
HOCTb COTPYZHUKOB, BO-BTOPbIX, CHOCOOCTBYIOLINX €€ MOHWKEHUIO UJIU MOBBIIIEHUIO, B-TPETHUX,
NPOBOASAIIMX MOHATUWHbIE TPAHUIIBI MEX/Y BOBJEUYEHHOCTbIO U JIOSIJIBHOCTbIO, KOPIIOPATUBHOMU
WJIEHTUYHOCTBIO, YA0BJIETBOPEHHOCTHIO paboToaTesIeM, TPYLOBOW MOTHBALUEN.

HauyuHada ¢ 1980-x IT. B TeOpUAX MeHePKMEHTA, OTTAJKUBasACh OT MOTHBALMOHHBIX TEOPHUH,
B OCHOBEe KOTOPBIX JieXka/l IPUHLUI Y 0BJI€TBOPEHH NOTPEOHOCTEH, MONYASAPHOCTb NpUObGpen
Mccie[JoBaHMS Y/I0BJIETBOPEHHOCTU COTPYAHUKOB paboToil. OCHOBHAs HUziesi: YeM 60JIblie YeJI0BEK
JIOBOJIEH CBOeM paboToH, TeM Jiy4llle oH paboTaeT. OfJHAKO N03Hee ObLJIO YCTAHOBJIEHO, YTO y/I0B-
JIETBOPEHHOCTb CcaMa MO cebe He BJIUSIET HA CTPEeMJIEHHWE MOBBICUTb KAaueCTBO BbINOJIHIEMOU
pa6oTs! (Eroposa, 2023; Kapnos, CMupHoBa, 2020; MovanuH, 2022;). PakTUYECKH B 3TO K€ BpeMs
HNOMNYyJIAPHBIMU CTAJIM UCCTAEIOBAHUSA JIOSAJbHOCTH. 3ydyeHus JIOSIIbHOCTU ObLIM HalpaBJIEHbI Ha
BbISIBJIEHUS FPYNIbl pUCKA — COTPYAHHUKOB, KOTOpPbIe MOTEHUAJbHO MOTYT NOKMHYTb OpraHu3a-
LMI0 B OJIM>Kailliee BpeMs, IPU 3TOM, HACKOJIbKO 3¢ PeKTUBHO paboTaeT OCTaBlIeecs JIOSJIbHOE
60JIbIIMHCTBO, JJaHHbIE UCCeJ0BaHUsl He noka3biBaiu (Kapnos, basapos, 2024; JleoHoBa, 2021;
FOcymnoBa 2022).

Ha sToM ¢poHe BO3MOXKHOCTb U3y4aThb QAKTOPbI, CTUMYJUPYIOLHE COTPYLHUKOB He MPOCTO
WCIOJIHATh JOPKHOCTHYH MHCTPYKIMIO, @ OBbITb OTBETCTBEHHbIMH, NPUYEM HepOpMaJbHO,
NpOSABJATH UHULIMATHUBY, CTPEMUTBCS B CBOEX paboTe K BbIAAIIMMCS pe3yibTaTaM, ObICTPO CcTajla
BOCTpe60BaHHOU. CTaHOBATCA NONYJASPHbIMHU UCCAEI0BAaHUS BOBJIEUEHHOCTH COTPYAHUKOB Opra-
HU3aLMH, [JIaBHOM 3a/jadyell KOTOPBIX CTa/I0 U3ydyeHUe PaKTOpPOB, CTUMYJUPYIOLUUX COTPYAHUKOB
CTPEMUTBCS B CBOEM paboTe K BbIJAIOLUMCS pe3yabTaTaM. Bce aTU uccieloBaHUSA 00'beIUHSAIO
NOHMMaHMe TOrO, YTO YIIpaBJeHHe BOBJIEYEHHOCTHIO [0/ pa3yMeBaeT He TOJbKO COBEpILIEeHCTBOBA-
HUE YCJIOBUM TPy/la U CUCTEMbI BO3HATPaXK/AE€HU S U MOOILPEHMS, HO M Pab0OTY C UH/IUBU/1YaJIbHOCTbIO
COTPYAHHMKA, UICTOUYHUKAMU ero BHyTpeHHel MoTuBanvu (MBaHoBa, CaxkaeBa, 2020; KamTaHoBa
U Ap., 2023). IlepBble paboThl B 06/1aCTU BOBJIEYEHHOCTH ObIIM OTMEYeHbl B OPraHM3allMOHHOM
IICUXOJIOTHH, CTaJM NOSBJATBHCA HOBble TEOPHUM M NOAXOAbI, YYE€Hble NBbITAJUCh Pa300paThCH,
rJie JieXaT MCUX0JIOTHUYECKHMEe OCHOBbI BOBJIEUEHHOCTH, B UEM €€ OT/IMUMS OT JABHO CYlIeCTBYIO-
muX (YTO He 03HAYAeT, «IMOJHOCTbIO U3YUYEHHBIX») MOHATUH, TAKUX KaK «TPyA0Bas MOTHBALUsI»,
«JIOSILHOCTDb K OPTaHU3aIlMK», «YI0BJIETBOPEHHOCTh pabOTOM».

B To ke BpeMs Takoe pa3HOOOpasue MOJX0J0B OTPA3UJIOCh HAa MIOHUMaHUU BOBJIEYEHHOCTHU
crenyaaMcTaMU-NPaKTUKAMU, TPeX /e BCET0 PYKOBOAUTENSIMU OpraHU3alui, 1/ KOTOPhIX CTajia
Ype3BblYalHO UHTEPECHOM M NepCNeKTHBHOM OTMe4YeHHas UCCAe0BaTessIMU CBSI3b BOBJIEYEH-
HOCTU COTPYJHHUKOB C MPOU3BOJUTENBbHOCTBIO UX TpyZa (KosecHukoBa, 2024; Pe6pukoBa, 2024;
CosioBbeBa, 2019). OgHAKO OTCYTCTBUE YETKHUX ONpefesleHUH U eJUHOTO0 ONHWCAaHHS [JAaHHOTO
dbeHOMeHa NPUBOAUT K HEOJHO3HAUHOCTH M HECUCTEMHOCTH B MpPaKTH4YeCKOH paboTe B chepe
ylpaB/eHus IMEepPCOHAJOM C BOBJIEYEHHOCTbIO pPabOTHUMKOB opraHusauuu. [logobHas Heompe-
JIeJIEBHHOCTb B TOJIKOBAaHWM, HEIOHMMaHHWE MPUYUHHO-C/IE/ICTBEHHbIX CBSI3€l BOBJIEYEHHOCTH C
JIpyTMMH ONKMCAaHHBIMY paHee U y>Ke MPU3HAaHHbIMU B [ICUXOJIOTHUU SIBJIEHUH, IpUBeJia K yTBEPXK-
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JIEHUI0, UTO «KOHIIEMIMsl BOBJIEYEHHOCTU COTPYJHUKOB J0J/KHA OBITh OMpe/iesieHa 6oJiee YETKO...
WJIY OT Heé HY»KHO oTKa3aTbcsi» (Guest, 2014, p. 149). CkenTUKU YyTBEPXKAAJH, YTO TEPMUH «BOBJI€E-
YEHHOCTb» BbIHJIET U3 YyNOTPEOJIEHUSI B KAKON-TO MOMEHT, IOCKOJIbKY €My He XBaTaeT CojlepiKa-
TEeJIbHOTO HAIOJIHEHHS U YHUKAJIBbHOCTHU 3TOrO cozepkaHus. [IoMMMO TOro, 4To BOBJIEYEHHOCTD
OCIapyBaJiM M3-3a OTCYTCTBUS YETKOrO OMNpeJiesieHUs, eé TaKKe CUMTa/Id MeperMeHOBaHUEM
CYLLeCTBYIOLIUX SIBJE€HWUH, U, CJeJ0BaTeJbHO, U3JIUIIHUM KOHCTPYKTOM. C Tex Mop, Kak ObLIx
cbopMyIMpPOBaHbI TaKUe MPOPOYECTBA, NpoULIo yxe 6osiee 10 JieT, 0HAKO UHTEPEC TEOPETUKOB
Y IPAaKTUKOB K M3yYE€HHIO BOBJIEUEHHOCTU B pabOTy COTPYAHUKOB He TOJBbKO He COKPATHJICSH, HO
u ycunuics. [IpoBeaénHbiit K. Beltyiu ¢ KosiieraMu aHa/iu3 akaJieMUyecKuX 6a3 JaHHbIX, TOKa3all,
yT0 TOJIbKO ¢ 1990 no 2014 roj 6b1/1M ony6MKoBaHbl 5771 Hay4yHasl CTaThs HA TEMY BOBJIEUEH-
Hoctu (Bailey, 2020). UcciegoBanusa mocjiefHUX JieT, B TOM 4YMCJie, ONMUCAHHbIE POCCUNUCKUMU
aBTopamu (BoponuoBa, Yymauenko, 2017; KabanuHa, MakapoBa, 2022; JiunaTtos, 2015; JlykbsiHOB
U p., 2020) cBUAETENBCTBYET O PACTYILeM HHTEepece U BbICOKOW aKTYaJIbHOCTH JJaHHOT O SIBJIEHUS.
B koprnopaTMBHOM MHpe OlleHKe U yIpaBJeHHIO BOBJIEYEHHOCTBIO TaKkKe yZesseTcs 6oJiblioe
BHUMaHUE, OTTECHSISI U 3aMeHSS CTOJIb MONYJISIPHbIE paHee HalpaBJieHUs 10 paboTe C Y/ 0BJIeTBO-
PEHHOCTBIO U JIOSIJIbHOCTBIO COTPYAHUKOB.

OCHOBHBIE TeOpeTUYEeCKHe KOHIeNNI MU BOBJI€eYEHHOCTH

PazsinyHble onrvcaHus BOBJIEUEHHOCTH U €€ MPOsIBJIEHUU 3a/10J1T0 0 GOPMYJIUPOBAHUS COOT-
BETCTBYIOLIETO MOHATUS MOXKHO BCTPETUTh BO MHOTUX TEOPHUSX KaK IMUYHOCTHOH, TaK U TPYA,0BOH
MoTHUBaLMU. HayyHbIli MHTepec K BOBJIEYEHHOCTU B pabOTy Mpoc/eXuBaeTcs ¢ Hadasa 1970-x
roZloB, KOT/1a MCC/Iel0BaTeM Ha4a/lk U3y4aTh 3SMOIIMOHAJIbHOE BbIFTOpAaHHME — HeraTUBHOE MCHUXO-
JIOTU4eCcKoe COCTOSIHUE, CBSI3aHHOE C paboTOoM, KOTOpPOe XapaKTepu3yeTcsl UCTOLeHUEM U MeHTaJlb-
HbIM JMCTaHLMpoBaHHeM OT paboThl (Freudenberger, 1975; Maslach, Schaufeli, 1993). Panuue
Ycclie[JoBaHUs ObLJIM COCPEIOTOUYEHBI HA XapaKTEPUCTUKE SIBJI€HUS U 00bSCHSJIN BbIFOPaHUE KaK
GYHKIMIO YyBCTB, KOTOPbIE COTPYAHUKU UCIBITHIBAJIM M0 OTHOLIIEHHIO K CBOE paboTe.

C MOMeHTa MOosIBJIeHUSs MOHATHUS «BOBJIeUEHHOCTb» B 1990 r. mporwio 6osee 30 J1eT, oJHAaKO Ha
CEroJIHSIIIHMM JleHb He CyIeCTBYeT YETKOTO U eJJMHOr0 ompejiesieHUs1 BoBjedyéHHOCTU. B 2009 .
. Maxknieoq v H. Knapk B pamkax ucciefjoBanus «BoBieyeHue pajiu ycnexa» Halwiu 6osiee 50 onpefe-
JIEHUU MOHSITUS KBOBJIEUEHHOCTb», CyIl[eCTBOBABIIMX HA TOT MOMEHT. [I[poaHa/IM3MPOBAB U 00'beTUHHUB
pa3Hble B3MISA/bl, OHU Jald CBOK JePUHULIMIO: «Iy4Wull cnocob6 pabomovl, NPUHOCAWULU NO/1b3Y
omadeabHbIM COMPYOHUKAM, KOMAHAAM U YyeabiM opeaHuszayusim» (MacLeod, Clarke, 2009, p. 33).

HecMoTps Ha BBICOKYIO BaXKHOCTb yIpaBJIeHHUs] BOBJIEYEHHOCTbIO COTPY/IHUKOB, B TEOpPETHYE-
CKUX KOHI[ENIUAX HeT YETKUX 00'beIUHAIOIIUX OTIpeieJIeHUH, a CylieCTBYoIMe AepUHUIIUU HEMHO-
TOYMCJIEHHBI U COiEPKATEIbHO JIa/IeKU IPYT OT Apyra. boibMHCTBO U3 1ePUHULIUN HE OTAEAI0T
NPUYUHBI OT CJIEJICTBUH, IICUXOJIOTUYECKHME OT OPraHU3alMOHHbIX NEPEMEHHbIX, BHYTPEHHHUE OT
BHEIIHUX MeXaHU3MOB. KpoMe Toro, B moJxo/jax HeT 0JJHO3HA4YHOT'0 OTBETA O B3aUMOCBSI3U BOBJIE-
YEHHOCTb C TpyZ0BoM MoTuBauuei. Tak, /. /IptonHr u b. MakKopMak oTMe4aroT B INTepaTypHOM
00630pe, YTO «CJI0KHO HAWTHU JJOCTATOYHOE COZlePKaHUE UJIN YETKOe oNpe/iesieHue JJisl KOHLeNLUU
BOBJIEUEHHOCTD... KpoMe TOro, HesICHO, KaK 3Ta KOHCTPYKIUSI COOTHOCUTCS C IPYTUMHU CylLleCTBY-
IOLUMU CXOXKUMHU KoHLenuusamu...» (Dewing, McCormack, 2015, c. 2). [loTpe6bHOCTb B KOHIEeMN-
TYaJIbHOW SICHOCTH OCOOEHHO OCTpa JJisl KOHIeNIMU BoBJedéHHOCTH. [lo MHeHuto b. lllHakaepa
C KOJIJIeTaMH, HEMHOTHE OU3HEC-KOHIENIUU BbI3BAJU TAKOW CUJIbHBIM pE30HAHC, KaK BOBJIEYEH-
HOCTb cOTpyZiHUKOB (Schneider et al, 2009).

[To MHeHU1O P. BprHep, HEKOTOpbIE TEOPETUYECKUE U TIPAKTUYECKHUE UCCIeJOBAHUS MOCTeJHUX
JieT OKYCUPYIOTCS B oNpe/ie/IeHUY BOBJI€YEHHOCTU Ha MOBEJIeHUU COTPY/IHUKOB, HEKOTOpPbIe — Ha
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OTHOLIEHUHU COTPYAHUKOB, HEKOTOPblE — Ha YYBCTBAaX COTPYJAHUKOB, HEKOTOpPble — Ha YCJOBUSAX
paboThl U HA TOM, YTO JieJlaeT OpraHu3aliys, HEKOTOpble — Ha Pa3/IMYHbIX KOMOWHALUAX 3TOTO, a
Jipyrue onpejessiioT BOBJIEYEHHOCTb KaK MPOsIBJIEHUE TPYA0BOT0 MOBEJeHUs], BbBI3BAHHOTO OTHO-
meHueM K pabore (Briner, 2014). B novcke eguHoOro onpezesieHust BOBJIE€4EHHOCTU COTPYAHUKOB,
b. lllak moApo6HO paccMOTpeJ pa3JIuiyHble TEOPUU U BbIJ €N YeThIpe JJOMUHUPYIOLUX UCCIE0-
BaTeJIbCKHUX HanpaJsieHus (Shuck, 2011):

1) noaxon Y. KaHa — opraHu3alMoHHOe MOBeJieHHWe U 33/ieCTBOBAaHHE CBOEro pecypca B
pa6oTe (Kahn, 1990);

2) noaxon K. Macsiak ¢ KoJijieraMu 0 MO3MTHBHOM NPOTHUBOIOJIOXKHOCTU BbiropaHus (Maslach,
Schaufeli, Leiter, 2001);

3) moxaxopn /hx. K. XapTepa c KoJsijieramMu, ONUpAlOLIMICA Ha cojeprKaTesibHble TEOpUH
MOTHBAIMHY, «yA0BJIETBOPEHHOCTD = BOBJIeuéHHOCTb» (Harter, Schmidt, Hayes, 2002);

4) mHOTOMepHbIHN oaxoA A. M. Cakca, B KOHTEKCTe pa3/iesieHUsI 001ero MOHSATUS «BOBJIEYEH-
HOCTb» Ha «BOBJIEYEHHOCTh B pab0OTYy» U «BOBJI€YEHHOCTh B opranusanuio» (Saks, 2006).

PaccMoTpuM no/ipo6Hee 0OCHOBHbIE TEOPUU B paMKax Ka</I0T0 U3 BblJleJIEeHHbIX HallpaBJIeHUH.

BOBJIEYEHHOCTb KaK y4yacTHue COTPYAHHUKA B OpraHUu3aluuu

Yunbsam Kan B 1990 1. BriepBble BBEJ NOHSTHE «BOBJIEUEHHOCTb B PabOTy» KaK COCTOSIHHUE
paboTHHKA, XapaKTepu3ylolleecs CTeNeHbl0 peaju3alUy JUYHOTO MOTeHIMasa B Ipolecce
BBINOJIHEHHUS €Tr0 TPYAOBOU POJIM, a TaKKe 33/leiCTBOBAaHUSI ero GU3UYeCcKOro, KOTHUTUBHOTO U
3MOIIMOHAJILHOTO pecypca B Ipoliecce TpyAoBoH aesaTenbHocTy (Kahn, 1990; cTp. 694). [lpyrumu
CJI0BaMHU, BOBJIEUEHHOCTb MPOSIBJSETCA TOIAA, KOTAA JIOU IIPUBHOCAT» CBOI JIMUHOCTD B CBOIO
pa6oty. CorsiacHo TeopuH Y. KaHa, pusnueckrii KOMIOHEHT BOBJIEUEHHOCTH ONpe/iessieT YPOBEHb
du3nyecKor 3IHEPTrur, KOTOPYO COTPYAHUKHU BKJIAJbIBAlOT B BbINOJIHEHUE CBOUX PAOOUYUX POJIEH;
KOTHUTHUBHbBIM KOMIIOHEHT BOBJIEUEHHOCTH KacaeTcsl yOexJeHUH COTPYAHHUKOB O CaMOM opraHu-
3alMy, 0 eé PyKOBOJAUTEJISIX, 00 YCJOBUSIX TPY/JA; IMOLMOHANbHBIA KOMIOHEHT BOBJIEUEHHOCTHU
KacaeTcsl TOTO, KaKkoe OTHolLIeHHe (MOJIOKUTE/IbHOE UM OTPULAaTe/bHOEe) COTPYJHUKH UMEIOT K
OpraHu3alUu U e€ pyKOBOJUTEJISIM.

llenpld psapx ucciaenoBaTesied NPUHAJU UM CTaJU aKTUBHO pa3BuBaThb ujeu Y. Kana. Tak,
K. V. Tomac npe/nosioxkusi, 4YTO BOBJI€UYEHHbIE COTPYAHUKHU OYyyT POKYCUPOBATbHCS HE TOJIbKO Ha
NOBeJIeHUH, HO U Ha KOTHUTUBHOM 00paboTKe, a /Jl. P. Maii ¢ ko/sileraMu 3asiBUJIH, YTO MblIILJIEHUE
VMMeeT pelialllee 3Ha4eHUe [Jisl BOBJIEYEHHOCTH B KOTHUTUBHYIO paboTy, 0OHAPYKUJIU NPSIMYIO
3HAUUMYIO CBSI3b MEX/ly BOBJIEUEHHOCTbIO U CaMOCO3HaHUeM U pecypcamu (May, Gilson, Harter,
2004; Thomas, 2009). Bce Tpu NCUXOJIOTUYECKHUX YCJAOBUS: OCMBICIEHHOCTb, 6€30MaCHOCTb U
JIOCTYIIHOCTb, 10 MHEHHUIO UCCJIe[l0BaTeeN, COCTABIAT BOBJIe4€HHOCTD. Y. [ Malicu u b. llHanzep
CUMTAIOT, YTO «BOBJIEYEHHOCTb YEPT» BKJIIOYAET B Cebsl MOJOXKUTENbHBIA apPeKT, U 4TO MOJI0-
YKHUTeJIbHAsl 3MOLIMOHAJIbHOCTh MOXET ObITh OXapaKTepHu30BaHA YyBCTBOM 3HTy3ua3Ma (Macey,
Schneider, 2008).

B konnenuuu A. b. bakkepa u M. 1. J/leiiTepa oTMe4aeTcs, YTO MOBeJjleHYeCcKasi BOBJI€YEHHOCTh
NPOSIBJISIETCS B TOM, YTO COTPYAHUKU TPATAT S9HEPTUIO HA BbINOJIHEHHe cBoer paboThl (Bakker; Leiter,
2010). IMoaxon b. JI. Puya ¢ KoJuieraMy Take OMUpaAETCs HA U0 00 UHTEHCUBHOCTU U 4acToOTe
3HEPTrUU U YCUJIUH, KOTOPble TPATAT COTPYAHUKU Ha paboTy. ABTOPbI YTBEPXK/AIOT, YTO BOBJIEUEH-
HOCTb SIBJISIETCS OTAEJIbHOM KOHCTPYKIMeH, He UMelolel cBsA3U ¢ 3QPeKTOM ycTpaHeHUs MPUYUH
Bbiropanus (Rich, LePine, Crawford, 2010). P. A. /lomxeHKo, pa3ByBasi JJ@HHbIN MOJX0/, ONpe/iessieT
BOBJIEYEHHOCTb KaK «yCTOMYMBBIM aTTUTIOM, XapaKTepPHbIN /A1 pabOTHUKA, KOTOPBIN MpeJnoJia-
raeT JJINTEJbHYI0 KOHIEHTPAalMI0 pabOTHHKA Ha pPelleHUH 3a/ia4, IPUHOCALUX JOMOJTHUTETbHBIN
addeKT A opraHM3alUy, HAxXOAALMA CBOE BbIpa)KeHUE B JOMOJHUTEJbHOW 3MOIMOHAJbHON
NPUBA3aHHOCTU PabOTHHUKA K LIeJISIM U LIeHHOCTSIM opranusauumn» (Jomkenko, 2014, c. 161).
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B noaxone Y. Kana BoB/Ie4€HHOCTD B pabOTY SIBJISIeTCSA HE3aBUCUMOM KOHCTpyKLel. HecMoTps
Ha TO, YTO COTPYAHHUKHU MOTYT BbIpa)XaTb CBOK BOBJIEUEHHOCTb TpeMs Pa3HbIMU CHOCOOAMMU:
dU3MYeCcKy, yMCTBEHHO U 3MOLMOHAJIbHO, IPOSIBJIEHUS] UX BOBJEYEHHOCTHU MOTYT BApbUPOBAThCS
OT OTCTPaHEHHOro (HU3KUW YpOBEHb) [0 MOJHOCTbIO BBIPA)KEHHOI'0 (BBICOKUH YPOBEHB), UTO
JlesiaeT e€ OHOIOJIAPHBIM U3MEePEeHUEM.

BOBJIEYEHHOCTb KaK MNPOTHUBOMOJ/JIOXKHOCTDb BbITOPAHHUIO

[Togxon, pazpaboTanubiil K. Maciak ¢ koJisieraMu, oMCbIBaeT BOBJIEUEHHOCTb B PaboTy Kak
IPOTUBOIOJIOXKHOCTb BbIF'OPAHUs, BOCIPUHUMAs 3Ty CBSI3b B BH/le JUXOTOMHUYECKOH ILIKaJbl, /e
BbITOpaHUE SIBJISIETCS KpaWHUM OTPUIATEbHbIM 3HAaUeHUEM, A BOBJIEYEHHOCTh B pabOTy — I0JIO-
»kuTesbHbIM (Maslach, Schaufeli, 1993; Maslach, Leiter, 1997). BoBjieuéHHble COTPYAHUKH UMEIOT
noJioXKHUTesbHOe adpPeKTUBHO-MOTHBALIMOHHOE COCTOSIHUE YA0BJIETBOPEHUS Ha paboTe, TOT/Ia KaK
BbITOpEBLINE COTPYJAHUKHU — OTpHULlaTesbHOe. B 3TOM ke soruke O. CBepryH JaeT onpejesieHne
BOBJIEYEHHOCTH Yepe3 0C060e 3MOLMOHATIbLHOE COCTOSIHUE PabOTHUKOB. [10 eé mpeAnosiokeHHUO,
«BOBJIEUEHHOCTD 3aKJ/I0YAETCS B SIMOLMOHATIbHOM U UHTEJJIEKTYaJIbHOM COCTOSIHUM, IpebbIBasi B
KOTOPOM, COTPYAHUKH CTPEMSATCS BbINMOJHATH paboTy Kak MoxHO Jjiy4uie» (CBepryH, 2012, c. 58).

UccnenoBaHusi, MpoBeléHHbIE B paMKaxX JaHHOTO MOJXOJA, CBHU/ETEJbCTBYIOT O TOM, 4YTO
BbITOpaHUE MPeJCTABJSIET COOOM CMeCh MCTOUIEHHS, I[MHU3Ma UM 4YBCTBA He3)PEKTHUBHOCTHU
B paboTe, XOTSA 3IMIUPUYECKH He JI0Ka3aHO, ABJSIOTCA JIU LIMHU3M U HeapPEeKTUBHOCTb OT/eJb-
HbIMHU MEepPeXKUBAHUSMU UM OHU SIBJISIOTCS MPOU3BOJAHBIMHU OT 60Jiee BCEOOBEMJIIOIETO ONbITA
ucroienus (Maslach, Schaufeli, Leiter, 2001). CyiiecTBeHHbIe OTpaHUYEHH S 3TOTO MOAX0/1a B Ipe/-
NOJIOXKEHUH, UTO COTPYLHUK MOKET ObITh JINOO BHITOPEBIIUM, IMOO BOBJIEUEHHBIM B pabOTY, HO He
TEM U IPYyTUM OJJHOBPEMEHHO.

B. b. lllaydenu u A. b. bakkep yTBep»JaJu, YTO CyIECTBYET ABa U3MeEPEHUS /i KOHTUHY-
yMa BbIFOPaHUsI-BOBJIEYEHHOCTh: aKTUBALMsl, KOTOpasi BapbUpPYyeTCs OT UCTOILeHHUs 10 60IPOCTH,
U uJleHTUPUKaLUs], KOTopass BapbUpyeTCs OT JelepcoHaau3anuu o npeaaHHocTu (Schaufeli,
Bakker, 2004). Ux ucciefoBaHHe TNOKasalo, 4YTo ¢opMa HU3KOW aKTHUBALUKM U UAeHTHUPHKa-
I[MY yKa3blBaeT HA BbITOPAHUE, B TO BpeMs Kak popMa BbICOKOW aKTHUBAIUU U UJEeHTUDUKAIUU
yKa3blBaeT Ha BOBJIEUEHHOCTb B paboTy. BoB/e4éHHOCTbL B paboTy omnpejesseTcs B JpyroM UX
WCC/Ie/IOBaHUHY KaK MO3UTUBHOE, IPUHOCAIIEe Y/I0BJIETBOPEHHE, CBSI3aHHOE C Pab0TON COCTOSIHUE,
XapaKTepu3ylollleecss 3Hepruen, camootaader u mnoroiméHHocThio (Schaufeli, Salanova et al,
2002). /lanHoe ompejie/ieHHEe BOBJIEYEHHOCTH U €8 TPEX COCTABJISIIOIIMX CTaJ0 OCHOBOIOJIAra-
IOUIMM JJI1 MHOTHX NOcCJeAyomux Teopul. [lepBasi moJsioBMHaA 3TOro omnpejesieHUs NpezmnoJa-
raeT, YTO BOBJIEYEHHOCTh — 3TO MO3UTUBHOE U Y/IOBJIETBOPSAOIEe IMOIMOHATbHOE COCTOSTHUE,
II0X0Kee Ha Y/I0BJIETBOPEHHOCTb paboToi. BTopas mosioBUHA omnpejiesieHUs nepefjaéT IHepruy-
HO€e COCTOsIHWEe JeMCTBHUS. JHeprus, ABJsIasgcad (aKTUYeCKH, TOMJIMBOM MOTUBUPOBAHHOIO
NOBeJleHUs], OTHOCUTCS K BBICOKOMY YPOBHIO yMCTBEHHOM YCTOMYMBOCTH BO BpeMs paboThl, TOTOB-
HOCTH BKJIQIbIBATh YCUJIUS B PA3JIMYHbIE ACIEKThI CBOEH PabOThl U HACTOMYUBOCTH MEPE]] JIUIOM
TpyaHocted (Bakker, Demerouti, 2017). Bosibliasi 4acTh 3HEPTUU, KOTOPYIO COTPYAHUKH HCIOJIb-
3YIOT B TPYAOBOH JIeSITEJIbHOCTH, OTIPeJeJsIeTCs MOJ0KUTENbHBIM (UJIU OTPUIATEIbHBIM ) IMOIU-
oHasbHBIM onbITOM (Green, Finkel et al., 2017).

[IpefaHHOCTD MPOSIBJISETCS B CUJIBHOW CONMPUYACTHOCTH CBOeH paboTe, YYBCTBAX 3HAYUMO-
CTH, BAOXHOBEHHS, FOPAOCTH U BbI30Ba. B JAHHOM KOHTEKCTE 3TO 6JIM3KO K COZlepKAaHHI0 JI0SI/IbHO-
cTu. B ucciieoBaHUSAX BOBJIEUEHHOCTH B NIOC/IEJHUE TO/Ibl, IPEeJAaHHOCTD BCE Yallle 006CyKjaeTCs B
KOHTEKCTe TEOPEeTHYECKHUX KOHCTPYKTOB B3aUMHOCTH, 00513aTeJIbCTBA, []0JITa, JIOSJIbHOCTH U FPax-
JIAaHCKOTO MoBeJileHus. Ha MHAMBUIya/IbHOM YPOBHE 3TA MPUBEPKEHHOCTb MPUHIMIIAM BKJIOYAET
YyBCTBO JIMYHOM NMpPeJaHHOCTH U JAoJira nepej opranusanuei (Gifford, Young, 2021).

112



OpraunusaunonHas ncuxonorus. 2024. T. 14. Ne 4. www.orgpsyjournal.hse.ru

[1or7I0IEHHOCTD OTHOCUTCA K COCTOSTHUIO BBICOKOM KOHLIEHTPALMK U MOJIHOW NOTrPY>KEHHO-
CTHU B CBOIO paboTy, IpU KOTOPOM BpeMs MPOXOAUT ObICTPO, U YeJIOBEKY TPYJHO OTOPBATHCH OT
pa6oTel. [IprMeyaTesbHO, UTO NPAKTUYECKH BO BCEX MOAXO0JaX K BOBJIEUEHHOCTH, HECMOTPS Ha
pas/inyusl, UMEHHO INOIVIOWEHHOCTD (XOTA ONpejiesieHUs MOTYT pa3J/iMdaTbhbCA) ABJSAETCA 001el
XapaKTepUCTUKOU BoBae4yéHHOCTU. Kak ormeTnan A. M. Cakc u Jx. A. 'lpymaH, «ec/y eCTb OAMH
OOLMI KOMIIOHEHT BO BCeX OIpeJesIeHUSAX BOBJIEYEHHOCTb, TO 3TO NMOHATHE IMOIVIOLEHHOCTH
cBOel paboToi U poJibto» (Saks, Gruman, 2014, p. 166). HeyauBuTeNbHO, YTO /ISl ONUCAHUS 3TOU
KOHCTPYKLIMH UCII0JIb3YeTCA MHOXECTBO Pa3/IMYHbIX TEPMUHOB, KOTOPbIE, KaK [IPaBUJIO, OTHOCATCA
JIN60 K KOTHUTHUBHBIM, JIM60 K 9MOLUOHAJIbHBIM, JIN0O K I0BeJleHYeCKHUM JleCKPUIITOPaM.

BoBJ/Ie4EHHOCTD KaK Y/ 0BJIETBOPEHUE PA3TUYHBIX MOTPEGHOCTEH paGOTHIKA

Pa3zBuBas Teopuio Y. KaHa, a Takxke npoo/nKas TpaJULMHY, CI0KMUBLIMECH B COZlepKaTe IbHbIX
Teopusax MotuBauuy, /x. K. Xaprep chopMyirpoBas opurriHaabHbIN NOAXO0[ K BOBJIE€YEHHOCTH,
paccMaTpuBas e€ Kak CJe/ICTBHe yJIO0BJE€TBOPEHHOCTH PaA3JIMYHBbIX NOTPEOHOCTEN COTPYAHUKA.
[To ero npe/o/0’)KeHUI0, IPH YA,0BJI€TBOPEHUHN CBOUX TOTPEOGHOCTEN COTPYAHUK JeMOHCTPUPYET
BBICOKYI0 BOBJIe4€HHOCTb. CorsiacHo Teopuu Jlx. K. XapTepa, cOTpyAHUKY MaKCUMaJIbHO BOBJI€YEHBI
dr3nyecKy, yMCTBEHHO U 3MOLIMOHAJIbHO, KOT/]Ja OHM 3HAIOT CBOM 00513aHHOCTHY B OpraHU3alyu U
OXXU/JAHUS PYKOBOJCTBA OT UX pabOThl, UMEIOT BCe UHCTPYMEHTHI JI1 JJOCTHXKEHUSA Pe3y/IbTaToB,
YYBCTBYIOT ce0s1 4aCTbI0 KOMaH/bl, B3aUMO/JEUCTBYIOT C KOJIJIETAaMH, MOTYT pacTh npodeccuo-
HaJIbHO, COBEPLIEHCTBOBATHCS U pa3BUBaThcA B kKoMmnaHuu (Harter, Schmidt et al., 2002).

B onpezesneHuax psaa oTe4eCTBEHHBIX UCCe0BaTe/leld BOBJI€YEHHOCTb CBA3aHa C Y/ 0BJIeT-
BOpeHHEeM IOTPeOHOCTeN: «<BHYTPEHHEeE COCTOsIHME YeI0BeKa, BbI3BaHHOE BHEIIHUM UJIM BHYTPEH-
HUM BO3/IeICTBHUEM, CBSI3aHHOE C ero NoTpPeOGHOCTSAMH, KOTOPOe aKTUBU3UPYeT, CTUMYJUDPYET U
HalnpaBJIsieET ero AeUCTBUSA K OCcTaBJeHHOH Lenn» (MenuxoB, Manyes, 2014, c. 15); «cTpeMyieHue
pabOTHHKA y/IOBJIETBOPUTbL CBOM NOTPEOHOCTH (MOJIyYUTh OlpejiesIéHHble 6Jara) nocpesCTBOM
TpyZAoBo# aesaTesbHocTU» (lllaTanosa, 2012, c. 71).

He yauBUTE/IBHO, YTO UMEHHO 3TOT NOAXOJ, K U3yYEHHUIO BOBJIEYEHHOCTU OblI HAWJIyYLIUM
06pa3oM noAzep:xaH CO CTOPOHBI IPAKTUKOB B 06J1aCTH yIIpaBJ/IeHUs IePCOHATIOM U PYKOBOJUTe-
JIel OpraHu3alui, a TaKXKe yrnpaBJeHYeCKUX KOHCYJITaHTOB JJIl CO3aHHUA UHCTPYMEHTApHUA 110
OLleHKe U YIIPaBJIEHUI0 BOBJIEYEHHOCThI0. PaKTUUEeCKU BCe CyIleCTBYIOIIUE U YaCTO UCII0JIb3yeMble
B KOPIIOPATUBHBIX LieJIAX METOAUKH U3MepPEeHUs BOBJEYEHHOCTH OCHOBAHbl HA NIOCTYyJIaTe O TOM,
YTO Yyepe3 y/OBJeTBOPEHWE OpraHU3alMUeld onpefeéHHbIX NOTPeOHOCTEN COTPYAHHUKA MOXKHO
BJIMAITh Ha €r0 BOBJIEYEHHOCTD. B cBoeli paboTe 110 aHa/1M3y ONPOCOB Ha OCHOBe MeTOAUKH «Omnpoc
BOBJIEYEHHOCTH cOTpyAHUKOB Gallup, 1992-2002» (Gallup Q12) [Ixk. K. XapTep, ®. JI. llImuaT u K. JI.
Xelic UCN0JIb30BaIM COOGCTBEHHBIN ONPOCHUK U Ha3Ba/IM €0 «YA0BJETBOPEHHOCTb — BOBJIEYEH-
HOCTb» JIJ11 U3MEPEHUS «BOBJIEUEHHOCTH U YL0BJIETBOPEHHOCTH YesloBeKa paboTOH, a TaKKe IHTY-
3Ma3Ma 1o OTHolleHUIo K Hei» (Harter, Schmidt, Keyes, 2003, c. 269). Poccuiickuii ucciaeioBaTes b
[1. C. CMUpHOB nlpeAJiaraeT TeOPeTUYECKYIO0 MO/JeJib, KOTOpasi ONUChIBAET, KaK NPAaKTHUKHU yrpaBJe-
HHUA N1IepCOHAJIOM BJIMAKT Ha BOBJIEYEHHOCTb COTPYJHUKOB U €€ Nepexo/; B KOHKypeHTHbIe Npeu-
My1ecTBa opranusanuu (CMupHos, 2019).

B Mozenyn, pa3apab0oTaHHON KOHCAJITUHIOBOM KoMnaHUel «Tayspc BaTcoH», IpUBSA3aHHOCTD K
KOMIIAaHWH, UHAUBU/ya/IbHble YCJI0BUA TPyZAa U aTMocdepa BbIEJATCA B KauecTBe GpaKTOpOB,
YA0BJIETBOPEHHOCTb KOTOPbIMU pOPMHUPYET BBICOKYIO BOBJIEYEHHOCTB. Jlpyrasi KOHCaJTUHIOBas
KoMIaHUsA AoH XIOUTT (B Jlaj/ibHellleM CMeHUBIIasi CBO€ Ha3BaHUe Ha KuHceHTpuk (Kincentric),
npezactaBiaeHHass B Poccuu kommnaHued Akcec MeHemxmeHT (Axes Management), nmpuMeHSIET
MOJieJib, MCIIOJIb3YIOILYyI0 B CBOEM Ha3BaHUM DPYCCKOA3bIYHYH abbpeBuatypy «['OCT»: BOBJe-
YEHHBIN COTPYAHUK IMOJIOKHUTEJNBbHO OT3bIBaeTcs 0 KoMNnaHUU ([oBOpHUT), Ji0slleH KOMIIAHUU U
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CTPEMUTCS ObITh €€ YaCThIO JaXke B Tpy/Hble BpeMeHa (OcTaéTcs), a TakXKe MpUJIaraeT CBepXycu-
JIUs 151 JOCTUKEH WS KOMIIaHWEN BbICOKUX pe3ynbTaToB (CTpeMuUTCs). B aHHOUM MeToiUKe TaKKe
OIleHHWBAETCS YA0BJAETBOPEHHOCTb OPraHU3AIMOHHBIMU (AKTOPAMH, CIIOCOOCTBYIOIIMMH BbICOKOM
BoBJieuéHHOCTHU (baszapos, Kapnos, 2020; Osiep, 2018).

JlaHHBIN TMOJX0J, KPHUTHKOBAJM MHOTHE UCCJAe[OBaTeJH 33 OTOXAECTBJEHHE BOBJIEUEHHO-
CTU Y Y[IOBJIETBOPEHHOCTH, a TaKXe 3a aKLeHTUPOBAaHUE JIUIIb OTJeJbHbIX OpraHM3allMOHHBIX
¢dakTopoB. be3yc/10BHO, B 3TOM eCTb onpe/ieJiEHHAs JIOTHUKA — €CJIM COTPYAHUK Y OBJETBOPEH, OH
OyzneT BoBJIeuéH B paboTy. OgHako 3Ta popMysia paboTaeT He BCera: COTPYJHUK MOXET ObIThb y/10B-
JIETBOPEH pabOTOM, HO HAXOAUTCS B 30He KOMPOPTA, He MPOSBJSET IHTY3UA3Ma, OTPAHUYUBASICh
BBINIOJIHEHHWEM JIMIIb JIO/DKHOCTHBIX 00s13aHHOCTeN. JIM60 HA ero BOBJIEYEHHOCTb BJIHSIOT COBEP-
IIEHHO Jipyrue GaKTOpbl, KOTOpPble He BKJIIOUEHbI B YUCJIO OleHHMBAeMbIX. B CBSI3U € 3TUM MOAXOJ
k. K. XapTepa c koJisieraMu Takke He MpeCTaB/IsIeTCcsl yHUBepcalbHbIM. B KauecTBe a/lbTepHATUBDI
JlaHHOMY mozxoay T. IpUKCOH yKasaJs, YTO BOBJIEYEHHOCTDb «BbIlIe U BbIXOJUT 32 paMKH MPOCTOrO
y/I0BJIETBOPEHHS COTJIallleHUeM O HaillMe WM 6a30BOW JIOSJIBHOCTU pabOTOJaTeslo... 3TO TOTOB-
HOCTb MHBECTUPOBATH CEOS1 U TPATUTh CBOU AUCKPELIMOHHbIE YCUJIHS, YTOOBI IOMOYb Pab0OTOAATEIO
nooutbcd ycnexa» (Erickson, 2005; c. 14). P. C. YannuHc, [1. BepuTan u M. @ennc npeAnonoXuay, 4To
BOBJIEUEHHOCTb B PabOTy — 3TO «CTeleHb, B KOTOPOH JIIOAU MOJIYYaloT YI0BOJbCTBUE OT TOTO, YTO
OHHU JIeJIaloT, BEPSAT B 3TO U YYBCTBYIOT, YTO UX L]eHAT 3a 3To» (Wellins, Bernthal, Phelps, 2011, c. 2).

KoHuenuuu BOBJIe4EHHOCTH, OCHOBAaHHbIE HA MHOrOMepHOM noaxoze A. Cakca

Anan Cakc npe/ioJIoKUJI, UYTO BOBJIEYEHHOCTD B PabOTY OTpaXkaeT «IICUX0JI0TUYeCKOe IPUCYT-
CTBHEY», TO €CTb COTPYJHUKHU HCIBITHIBAIOT YYBCTBO PUYACTHOCTHU K CBOeH paboTe U OpraHu3a-
I[UHM, KOTOpble MOTYT cZieJIaTh UX 6oJiee mpoAyKTUBHbIMU (Saks, 2006; c. 608). Cpeau dbakTopoB,
BJIMSIIOLIMX HA BOBJIEYEHHOCTD, B cBoel MoJiesnu A. Cakc BblJiesieT cleylolye: XapaKTepUCTUKH
paboThl, BOCOPpUHUMaeMasl OpraHMW3allMOHHAsA MO/ JepXKKa, BOCIPUHUMaeMas NOAJep:KKa pyKo-
BOJMTeJIS, HarpaXkJleHue W NMpU3HaHMe, NpolefypHas CIpaBeJJIMBOCTb, CIpaBeAJIMBOe pacrpe-
JlesieHye 6Jiar. B ero vccieoBaHUM NPOBOAUTCSA pas/iesieHre BOBJIeYEHHOCTH Ha /lBe KaTeropuHu:
OpraHu3alMOHHasl BOBJIEYEHHOCTb U BOBJIEYEHHOCTh B npodeccuto. [lepBast kaTeropus npeano-
JlaraeT BBICOKYIO NPUBEPXKEHHOCTb U JIOSJIBHOCTb OpPraHU3alluy, XKeJlaHHWe cJesaTb KOMIIAHHUIO
Jly4lile, COBEPLIEHCTBOBATh €€ MPOLEeCChl U CIIOCOOCTBOBAThL €€ pa3BUTUIO. BTopas kaTeropus —
YBJIEYEHHOCTb COTPYAHUKA JIIOOMMBIM JleJIOM, JKeJlaHUe J0CTUraTh NpodecCHOHaNbHbIX YCIEXOB,
COBEpLIEHCTBOBATLCSA B CBOeH chepe leATeIbHOCTH. /laHHbIe onpe/iesieHUsl MaKCMMaJlbHO OJIN3KU
K XOpOIIO M3BECTHBbIM paHee NMOHATUAM, llepBas KaTeropusa — «IOAJBbHOCTb K OpraHU3aLMU»,
BTOpasi — «y/A0BJIETBOPEHHOCTb PabOTOM».

B pamMkax JaHHOro IOJAXO0JA HEKOTOpble Y4YEHble YKa3blBAlOT Ha BAXXHOCTb pas/esieHusd
pabouel U opraHu3alnMOHHOU BoBJieuéHHOCTH. [lo MHeHuUto /. T'ecTa, noBbilieHHEe 3P PEKTUBHO-
CTU JAeATeJbHOCTH W yJy4YllleHHWe 3KOHOMMYECKHX IOKas3aTe/led OpraHu3aluy B3aUMOCBA3aHO
1o 60JibIIEeN YAaCTH C OpraHU3alMOHHONW BOBJIEYEHHOCTHIO, B TO BpeMsl KaK MPOosIBJIeHUs pabouei
BOBJIEYEHHOCTH BJMAIOT IPEUMYLIeCTBEHHO Ha 6J1aromnoJydyve camoro pab6ornuka (Guest, 2013).
Psap y4€HBIX yTBEPKAAIOT, YTO KpalHe BaXXHO yYUTHIBATh TO, Y4€M BOBJIeUEHbI COTPYAHUKH — OHHU
MOTYT 4yBCTBOBATb Ce0s1 BOBJIEUEHHBIMU B CBOIO ITOBCEJHEBHYIO pabOTy, CBOIO OpraHU3al{Io B
1eJI0M WU U To, U Apyroe (Farndale, Beijer et al., 2014; Truss, Shantz et al., 2013).

B soruke noaxoga A. Cakca koHcaaTUHroBoil komnaHued «IKOIICH» paspaboTaHa oTeue-
CTBeHHas MoJieJib BoBe4yéHHOCTU (OHy4uuH, 2013). B 1aHHOM Moze/iu BOBJIEYEHHOCTh paccMaTpU-
BaeTCs KaK MHTeTrpasbHbIM [T0Ka3aTesb, XapaKTepU3YIOIUI BHYyTPeHHee COCTOsSIHHe pabOTHHKA.
K ¢akTopam, yA0BI1eTBOPEHHOCTb KOTOPBIMU BJIMSIET HA BOBJIEYEHHOCTb, OTHOCATCS: IPUBEPKEH-
HOCTb OpraHu3aluu (COTPYAHUK JIIOOUT KOMIIAHUIO, YyBCTBYeT CONPUYACTHOCTD K HeM, Nepexu-
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BaeT eé ycliexXyd U HeyJayu KaK COOCTBEHHbIe, TOTOB BbINOJHATD JIIOOYI0 BaXKHYIO /I KOMIIAaHUHU
paboTy); yBJI€UEHHOCTb PaboTOMN (COTPYAHHUK JIIOOUT CBOIO MPOPeCcCUIo, HAXOAUT CMbICJ B CBOEH
paboTe ¥ TOTOB 3aHMMAThCS €10 B JIDOOW OpraHU3alvu); MHUIMATUBHOCTD (COTPYHUK MPOAKTH-
BEH, CTPEMUTCA JeaThb 00Jiblile, YeM TpebyeTCs, BUAUT MPOOJIEMbI U NpejiaraeT pelleHUs Jaxe
3a npejieJlaMM CBOEro yyacTka paboThl).

MHoroMepHbId MOAXOJ K BOBJIEYEHHOCTHU IMOJABEPrcsl KPUTHUKE B HAYYHBIX U yIpaBJieHue-
CKHUX Kpyrax. BMecTo Toro, 4To6bl yTBEpPAUTDb €JUHOE TIOHUMaHUe BOBJIEUEHHOCTH, IPUMEHSETCS
MeTO/0JIOTHS, MpeJnoJarawlias pasjejieHue JaHHOTO SIBJIEHMs, BBOASALIAs [ONOJIHUTEJbHbIE
NOHATHS U TEPMUHBI, HE BHOCS ICHOCTb, I/ie IPOXOAUT I'PaHb MEXy HUMH, a CO3/jaBasi IOMOJTHU-
TeJIbHbIE CJIOXKHOCTHU B OllpeJieJIeHUH pa3/Inuvil B OLleHKe NpodaBJeHUuN Kaxoro. Tak, Y. I. Meilicu
v b. [llHaligep npeAnoI0K1JIH, YTO COCTOSIHHME BOBJIEYEHHOCTH SIBJISIETCS BCEOOBEMJIIOIIMM MCUXO-
JIOTUYECKHUM COCTOSIHUEM U YTO APYTHUE, CBSI3aHHbIE C ITUM, KOHCTPYKTHI, TaKHe KaK OpraHu3alu-
OHHasi IPUBEP>XKEHHOCTb, YBJIEUEHHOCTb PAOOTOM, ABJISIOTCS «TPAHSIMH» BOBJIEYEHHOCTH B paboTYy,
TO €CTb KaXK/JIbl U3 3THUX OTZAEJIbHbIX KOHCTPYKTOB, KaK U JAPYTrUX NPOsSBJE€HUN BOBJIEYEHHOCTH,
BXOAUT B eé coctaB (Macey, Schneider, 2008). C gpyroi cTOpoHbI, OCHOBBIBASICh HAa pe3yJbTaTax
aMnupuyeckoro ucciaenoBanus, C. A. Jlunatos npejiaraet 06’b€IMHUTH NPUBEP!KEHHOCTH K Opra-
HU3AILMU U YBJIEYEHHOCTh B paboTy B 6oJiee 061lee MOHATHE «BKJIIOUYEHHOCTb PAOOTHUKOB B Opra-
Huzanuto» (Jlunatos, 2016). UccienoBaTenb npeanosaraeT, YTO BKJAOYEHHOCTh B OpraHU3alMIo,
KaK ¥ B pPaHHUX Olpe/leJIeHHUSIX BOBJI€YEHHOCTH, COCTOUT M3 TPEX KOMIIOHEHTOB: KOTHUTUBHbBIN —
uaeHTUdUKaALMA C OpraHU3alMel KaK 0CO3HaHUe U caMoolpe/ie/ieHre paboTHUKOM cebsl 4ieHOM
opraHusanuy; apPeKTUBHbIA — MNPUBEPKEHHOCTb OpPraHU3allMU KaK MPUHSATHE PAaOOTHHUKOM
KOPIOPAaTUBHBIX IIEHHOCTEM, KeJIaHUe 0CTaBaThCsl B KOMIIAHWU U CIOCOOCTBOBATD €€ yCIiexy; noBe-
JIeHYeCKM — yBJIEYEHHOCTbh PaboTON KaK aKTUBHOE BbINOJIHEHUE PAOOTHUKOM CBOel paboyeit
pOoJIN.

Kak BOB/Ie4EHHOCTH CBsSI3aHa C TPYAO0BOM MOTUBaLUen?

3HayMTeJIbHOE YHCJIO OTeYeCTBEHHBIX Y 3apy0eKHbIX UCCJIeJOBaHU M IOCBALEHbI B IOCIeJHUE
ro/ibl 060CHOBAaHUIO CBSI3U BOBJIEUEHHOCTH U MOTHUBaLUM. CyllecTByeT HECKOJIbKO B3IVISIIOB Ha
JlaHHYI0 B3aUMOCBf3b: 1) BOBJIEUEHHOCTb U TPY/l0Bas MOTUBALUA — 3TO OT/eJibHble, He3aBUCH-
Mble JpYyT OT Jpyra siBJleHHus; 2) BOBJEUEHHOCTb MOTUBUPYET COTPY/IHUKOB paboTaTh Jiyulle; 3)
BOBJIEYEHHOCTb SIBJISIETCS IPOSIBJIEHUEM TPy/Z0BoM MoTuBanuu (Kapnos, 2020).

Y. I. Mejicu u bB. lllHaiijlep onuChbIBAlOT BOBJIEYEHHOCTb COTPYAHHUKOB Kak GOpMy MOTHUBALUU
M COOOLIAIOT O IIMPOKOM HCIOJIb30BaHUM CHUHOHMMOB MOTHMBaLMU B JuTepaTtype (Macey,
Schneider, 2008). P. Yaanuuc u [)x. KoHcesibMaH Ha3bIBaeT BOBJIEYEHHOCTb «IIPU3PAYHOM CHUJIOH,
KOTOpasi MOTHBUPYET COTPY/IHUKOB K 60Jiee BbICOKOMY (KUK 60Jiee HU3KOMY) YPOBHIO POU3BO-
JUTENBHOCTH. ITO COCTOSIHME 00'beUHSIET UYBCTBO MJIEHTUYHOCTH, JIOSIIbHOCTH, COOCTBEHHOU
npoayktuBHoctu» (Wellins, Concelman, 2005, p. 3). A. E. KoaibepT ¢ koJijieraMu XapaKTepU3yloT
BOBJIEYEHHOCTb KaK BbICOKOE BHYTpeHHee MOTHUBalMoHHoe cocTtosiHue (Colbert et al, 2004). B
MHTerpaTUBHOM 0630pe utepaTtypsl b. [llak npessiaraeT oueHb NOX0Xee Olpe/ieJileHre BOBJIEYEH-
HOCTU COTPYAHUKOB «KaK MO3UTHUBHOI'O MCHUX0JIOTMYECKOT'0 COCTOSIHUS MOTUBALUU C NOBeJleHYe-
ckuMu nposiBiaeHussMu» (Shuck, 2011, c. 2). [lo mHenuto B. [. KoHoBa/10BOH, BOBJIEYEHHOCTb — 3TO
3MOLIMOHA/TIbHOE U UHTEJIJIEKTYaIbHOE COCTOSIHUE, KOTOPOE MOTHUBUPYET PAaGOTHUKOB BbINOJIHATH
UX paboTy kak MoxHo Jjy4uie (KoHoBasioBa, 2014). /Ixk. /l. [luHKyc npejnosiaraet, YTO BOBJIEYEH-
HOCTb U €CTb TPYy/l0Basi MOTHBALUS, U IPeJJI0KUJ 060CHOBaHUE TOX/eCTBEHHOCTH 3TUX MOHATHUH
B BU/ie Tabsunpbl (Ta6.1. 1) (Pincus, 2023).
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Ta6snua 1. XapakTepuCTHKU BOBJIEUEHHOCTU U TPYJ0BOM MOTHUBALMU (MCTOUYHUK: Pincus, 2023)

IIpunATaA XapaKTepUCTIKa Bosneyénnocrs  Tpymosas MoTmBaImmsa
MH]IMBMI[yaHbeIﬁ[ TICUXO/IOTUYeCKU KOHCTPYKT + +
CKprTaF[ oT Opr)KaIOHH/IX, BHyTpeHHHH IepeMeHHaAa + +

AKTVBHOCTbD, OCHOBaHHAs Ha IIPEIIECTBYIOLIEM OIIbITE, BBIPA)KAeTCA B
TPYAOBOM IIOBEJIeHNN

PaccmarpuBaerca B epByto odepe/ib KaK COCTOAHME, a He KaK yepTa Xapakrepa + +
MHOroMepHBbIN, CYUTAIONIIICA IPENMYIIeCTBEHHO adeKTUBHBIM, KOHCTPYKT
C KOTHUTUBHBIMY, SMOLIVIOHATTbHBIMM ¥ IOBEJIeHYECKMI U3MePEHNAMNI
Omnpepensiercs Kak ahpQeKTUBHO 3apsHKEHHOE, LieTIeYCTPeMIEHHOE COCTOSIHIE I
9acTO MpsAMO 0003HAYAETCSI KAK MOTUBALIVSI

+ +

Ero nojaxo/i 6/1M30K MiesIM HEKOTOPBIX OTedecTBeHHbIX UccaenoBaTesnell. Tak, T. 10. bazapos
CUMTaeT, YTO BOBJIEYEHHOCTb — 3TO COBOKYNHOCTb BHYTPEHHUX M BHEIIHUX JABWXKYILUX CHUJI
(MOTHBOB), NOOYXJAIIMX YeJ0BEKA K JesTeJbHOCTU [Jisl JOCTUXKEeHHUS MOCTaBJEHHBIX Liejied
(basapog, 2015). B. M. MacsioBa onvchiBaeT BOBJI€YEHHOCTh, KaK MOOYXJAeHHe YesloBeKa K TPYAY,
ABJIAIOIEeeCs pe3yJbTUPYIOLIEeN CUCTEMOW BHYTPEHHUX MOOYAUTEbHbIX 3JIEMEHTOB, TAKUX KaK
NOTPeOHOCTH, UHTEPECH], LIeHHOCTHblE OPUEHTUPHI, C OJAHOW CTOPOHBI, C APYTrOd CTOPOHBI, —
oTpakaeMble U GUKCHpyeMble CO3HAHUEM 4YeJsioBeKa GaKTOpbl BHELIHEN Cpe/ibl, TO €CTh BHELIHUE
CTUMYJIbI, MOOYXJawiiMe K AedTesbHocTH (MacsoBa, 2012). ComiacHo ompefenenuto H. H.
[[laTas0BOM, BOBJIEYEHHOCTh — 3TO CTPEMJIEHHME PAOOTHHUKA y/IOBJETBOPUTH CBOU MOTPEOHOCTHU
NoCpeACTBOM TpyAoBo aeaTesbHocTH (LllaTanoBa, 2012).

[Io MmHeHHut0 A. OHyYMHa, CyLIeCTBYeT 3BOJIIOLIMOHHAs MPEEMCTBEHHOCTb KaK MOJAXOJ0B K
yIpaBJeHUI0 COCTOSIHMEM NepCOHaJa, OXXKUJAHUM OT TpyZad, TaK U TPYAOBOU MOTHUBALUH, TAe
BOBJIEYEHHOCTh HAaXOJUTCSl HAa HaWBbICIIEW cTyneHU 3Bosonuu (Puc. 1.) (Onyuun, 2024). Ilo
MHEHHI0 aBTOPa, 3BOJIIOLUS MOTUBAL U CTPOUTCSA He Ha OTPULIAHMU HXKHUX YPOBHEH, a Ha onope
Ha HUX: BbDKMBaHUeE, 6€30MacHOCTb, IPUHA/IJIE)KHOCTh U caMopeasiu3alys — Bce 3a/1eiCTBOBAHO
B KOMILJIEKCE.

YposeHb mpydoeoil momusayuu  [108x00 K yripagneHuio cocmosiHuem nepcoHana  OxudaHus om mpyda
BoBneyeHHocTb nepcoHana (Employee Engagement) - | Tpya Kak ocHoBa

BoBneueHHOCTb KOMIM/IEKCHAsA XapaKTEPUCTMKA OTHOLIEHUI MeKAY MAEHTUYHOCTH N
COTPYZAHWKOM W opraHu3aupeit. Msmepaetca ¢ 2000-X.  camoBbipaMeHus

OpraHW3aLWoHHbINA kKaumar (Organizational Climate) -  Tpya Kak
BocnpuATHe paboTHMKOM NCUXONOTMUYECKOTO BAUAHUA  MPOCTPAHCTBO
paboyen cpegpbl Ha 6aarononyyne. Mayyaerca c 1980x.  OTHOWIEHUM

OpraH13auMOHHbIH1
KAUMart

NoanvHocTb pabotogartenio (Employee Loyaty) - npu  TpyA Kak rapaHTna
NoanbHoCTb HanWumMM BbI6OPa, COXPAHEHME TEKYLLEH KOMNAHWK. couManbHOW
W3yyaetca ¢ 60-x, ¢ 90-x o6HOBNEHHbIV Noaxod - eNPS.  noaAepKu

YnosnersopeHHocTb paboroii (Job Satisfaction) -
MOJIOKMTE/IbHOE IMOLMOHANbHOE NEepeKMBaHNE B
oLEeHKe paboTel B komnaHuu. Mamepsaetca ¢ 1930-x.

Tpya, Kak cpeacTeo
CYLLLeCTBOBAHKA

Pucynok 1. 3Bosironusi TpyA0BOM MOTUBALLMU, OX)KUJAHUHM OT TPy/ia U MOJX0/[0B K YIIPaBJIEHUIO COCTOSTHUEM
nepcoHasa (Mcrouynuk: Ony4uH, 2024)

PaccmaTpuBas BOBJIE4UEHHOCTb KaK HauboJiee pa3BUTY0 GOopMy TPy 0BOU MOTUBALUU, MOXKHO
CleJIaTh BBIBOJ, YTO B paboTe € MepCOHAJIOM B OpPraHU3alMd ONTHUMAJIbHBIM CJeJyeT CYUTATh
KOMOMHALMI0 MeTO/0B U MoOJiesleld M3 pa3HbIX YPOBHEH TPYAOBOW MOTHUBALMU (OpraHu3alMoH-
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HOrO KJIMMAaTa, JIOSJIbHOCTH, YA0BJIETBOPEHHOCTH), a AJis yIpaBJeHUsA U pa3BUTHUA 3PpPeKTUB-
HOCTH COTPYAHUKOB, HEOOXOAMMO CO3/aBaTh W pa3BUBATb CHUCTEMY YIpaBJeHHS BOBJIEUEHHO-
CThI0 PAaOOTHUKOB KaK HauboJiee 3HaYUMOI'0 U3 U3BECTHBIX HA CETOJHSIIHUMN JleHb MPOsIBJIEHUN
TpynoBoil motuBauuu (Kapnos, CmupHoBa, 2020). B npoBejéHHOM paHee uccC/leL0BaHUUA HaMHU
ObLJIO MOKA3aHO, YTO MoJApa3/iesieHus], B KOTOPbIX COTPYJHUKU BbBICOKO MOTHBHUPOBAHbI KaK Ha
paboTy, TaK ¥ Ha y4acTUe B KOPIOPATUBHOU KU3HH, BbICOKO YZ0BJIETBOPEHBI YCIOBUSIMU PAOOTHI
Y pa3JIMYHBIMHU aClleKTaMHU CUCTEMbI MOTHUBALIMY, MHULMATUBHBI U JIOSIJIbHBI, B UTOTE J€EMOHCTPU-
pYIOT Jly4ylide OU3Hec-oKa3aTeJH, YTO, 0YeBUJHO, SIBJISETCS MNPSIMbIM NPOSIBJIEHUEM BbICOKOU
BoBJieuéHHOCTb (Kapmos, 2020).

[IpoBeaa cucTeMaTU3aLMI0 PA3/IMYHbIX UCCAeL0BaHUM BOBJIEYEHHOCTh, TEOPUU, KOHLENILIUU
Y TMOJX0/I0B, CO3/lJaHa 00'beIMHEHHAS MOJIe/Ib ONpejie/ieHus1 BOoBJAe4éHHOCTh (Puc. 2), B koTopoi
npezcTaBjaeHbl GaKTOpbl, CIOCOOCTBYIOLIME BOBJIEUYEHHOCTU: 1) MpeAnoChblIKM BOBJIEYEHHOCTH,
OHU OMpeJIeISIOT YPOBEHDb U JIMOO MOBBIIIAIOT, TIMO0 CHUXKAIOT BbIPAXKEHHOCTb BOBJIEYEHHOCTH; 2)
NpOsIBJIEHUS] BOBJIEUEHHOCTU KaK KOTHUTHBHBIE, 3MOILIMOHaA/TIbHbIe, QU3NUYECKHE XapaKTEPUCTUKHU
BOBJIEUEHHOCTH, NPOABJISAIOIIMECA B Pa3HbIX HaNpaBJEeHUSAX TPYAOBOrO MOBeJEHUS U COLMUAb-
HOUM aKTUBHOCTH COTPYAHUKA B OpraHu3anuu; 3) pe3y/bTaTbl BOBJEUYEHHOCTH, KOTOPblE MOXHO
OLI€HUTH 10 OPTaHU3AIMOHHBIM [TOKa3aTeJIsIM, KOTOpbIe Yy4llatTcs, 6J1aroiaps BbICOKOH BOBJIe-
YEHHOCTH (U, pa3yMeeTcs, yXyAILAITCS B C/Iydyae HU3KOM ).

lMpegnocbiNKK \ MpoAaBneHuUA
EOB/IeYEeHHOCTH BOB/IEYEHHOCTH

BoeneyeHHOCTb
NpUBOAMUT K

JHEepPruyHoCTb

[Mpon3BOAMTENBHOCTH

¢  JIW4YHOCTHbIE OCOBEHHOCTH MornoueHHocTb paboToi OANBHOCTH KNEHTOR
*  (OTHOLWEHWA C KOIEramu MNpeaaHHOCTL OpraHU3aLru YI0BNETBOPEHHOCTH
* BosHarpamggHue BrmoyeHHocTb B paboty R O

* CTWNb pyKOBOACTBA CounanbHaa akTUBHOCTb
* YcnoBuAa Tpyaa M aeHTUDMKALUA C

; ' i opraHu3auMen
[papoaHCcKoe noBefeHuWe
JI0ANbHOCTb KOMMNAHWK

bnarononyuuio
Bblcokoit aucumnanHe
CHMKEHHIO TEKYUYECTH
YmeHblueHue Opaka

COKpaLLEHUIO OTCYTCTBUHA

PucyHok 2. 06'befHEHHAS MO/ieJ1b BOBJIEYEHHOCTH HA OCHOBE aHa/IM3a HayYHO! JiuTepaTyphl (M cTouHUK: aBTOp)

3ak/iloueHue

AHanu3 JUTepaTypHbIX [aHHBIX IO3BOJIIET YTBEPX/AATh, YTO BOBJIEYEHHOCTb B pabOTYy
SIBJISIETCS TIOBEJIEHYECKUMM MPOSIBJIEHHWEM TPYAO0BOM MoOTHBAIKMU. CIO0XKHO NpPEACTAaBUTH cebe
BbICOKO MOTUBUPOBAHHOTO COTPYAHUKA C HU3KOW BOBJIEUEHHOCTBIO B pabOTY, KaK U HEBO3MOXKHO
NpeACTaBUTh BICOKO BOBJIEYEHHOTO U HU3KO MOTUBUPOBAHHOTO. TH /i]Ba TEPMHUHA TECHO CBSI3aHbI
Ha MpPaKTHUKe, XO0TH, YIJIyO/ssCh B TEOPUIO, MOXKHO HAWTH HMX CeMaHTUYeCKUe T'PaHUIlbl, 3HAYU-
MOCTb KOTOPBIX B KOHTEKCTE OPraHHW3al[MOHHOTO YIIpaBJieHUs HecylecTBeHHa. [[poaHau3MpoBaB
CYLLeCTBYIOLME ONpe/iesleHUs] TOHATHS «BOBJIEYEHHOCTb» U ONMUPasiCh HA CPOPMYyIMPOBAHHbBIE B
00beIMHEHHON MO/IeJIM 3aKOHOMEPHOCTH, NpeJJaraeTcs cjieAywllee onpejesieHue: BOBJIEUYEH-
HOCTb €CTh HAaWBbICIIEe MOTHBAIMOHHOE COCTOSIHUE, MOJIOXKUTEJbHO BbIPa)KEHHOE B TPYJLOBOM
NOBeJIEHUH U OTHOLIEHWM PabOTHUKA K OpTraHU3al[MH, CIIOCOOCTBYIOIEe BbICOKOW MPOU3BO/U-
TEeJIbHOCTHU TPYAA.
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[logBOAA WTOr MpPOBELEHHOMY aHAIM3y CYLIeCTBYHOUIMX MCCIeJ0BAaHUN BOBJIEUEHHOCTH,
MO>KHO Pe3I0MHUPOBATh, YTO BOBJIEYEHHOCTD AABJISIETCH HaUBBICLIEW GOPMOM TPYAOBOW MOTHUBALUH.
HecMoTpst Ha NONBITKY B HEKOTOPBIX TEOPUAX IPOBECTH I'PaHb U HAUTU pas3InuUs MeX/y BOBJe-
YEHHOCTbI0 U TPYAOBOW MOTHBAILMEH, CyLeCTByeT MHOIO NOATBEpPXJAEeHHUH TOro, YTo 06a 3TH
KOHCTPYKTa B3aMMOCBfI3aHbl. B npe/icTaB/leHHOM aHa/iM3e BOBJIEYEHHOCTb ABJSETCS HauboJiee
APKHUM NpOSIBJIEHUEM TPYJ0BOU MOTHUBALMH, Ollepexkas TaKHe MpOosiBJIeHUs, KaK «yJ0BJIeTBOPEH-
HOCTb TPYA,OM» U «JIOSIJIbHOCTb K OpraHu3alum».

B 60JIbIIMHCTBeE yNpaB/ieHYeCKUX TEOPUU MOTUBALIMH, B TOM YHCJIE, TPYA0BOW, paOOTHUK BOCIIPU-
HHMaeTcs, Kak 00beKT BO3/IelCTBUSA U3BHE, HAIIpUMep, PyKOBOAUTEJIs], OpPraHU3aLUH, KOJLJIET, B LieJIAX
TII0JIy4Y€eHHU 7KeJIaeMOoro NoBeJleHUs. ITO BO3/eMCTBHe IPOUCXOAUT IIOCPECTBOM CTUMYJIOB, Y/IOBJIET-
BOPAKOLIMX Te WIU UHble NOTPEOHOCTH pabOTHUKA. B KOHLleNIMsAX BOBJIEUYEHHOCTU COTPYJHUK CaM
ynpaBJ/iieT CBOUM MOTUBALMOHHBIM COCTOSIHUEM, BBIOMPAsA U3 OKPYXalOIIMX YCJIOBUM, B TOM YUCJIE,
IPaKTHK YNpaBJeHUsl [IePCOHAJIOM B OpraHM3aly, UMEeHHO Te, KOTOpble NOBBIIAIT UJIW CHUXKAIOT
€ro 3MOLMOHAJIbHYIO CBA3b C KOMIIAHUEHN U TPOdeCCUOHANBHOM [eATeIbHOCThIO.

CerogHsi B OpraHM3alMOHHON MCHUXOJIOTUX BO3HHUKJIA NOTPEOHOCTH B pa3paboTKe COBpe-
MEHHOTI0 Mo/AX0JAa K TPYAOBOW MOTUBALMH, KOTOPBIX MO3BOJIUT 00beJUHUTh Hapab0TKX MHOTUX
TEOPUUA MOTHUBALMU C pe3yJbTaTaMH HUCCJIeJOBAaHUU NOCTeJHUX JIeT B 00J1aCTU BOBJIEUEHHOCTH
paboTHUKOB. Cpe/id OpraHU3alMOHHBIX [ICUX0JIOTOB, a TAKXKe CIelMaJIMCTOB 10 paboTe ¢ nepco-
HaJIOM U PyKOBOAUTEJIeN MPOTPECCUBHBIX OPraHU3alui CyLeCTBYyeT BbICOKAas BOCTPeOOBAaHHOCTb
B IPMMEHEHUH JaHHOr0 NOAXOoJa JAJA ynpaBjeHUd 3QPeKTUBHOCTBIO U MPOU3BOJUTETBHOCTHIO
TPyZa COTPYAHUKOB.
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Abstract. Employee engagement has become recently one of the most evaluated parameters in
organizations. Corporate psychologists and managers make assumptions about how to develop
engagement, how to measure and evaluate it. At the same time, today there is no single definition of
engagement, as well as no universal approach to its assessment. Purpose. The purpose of this study,
through the analysis of business and scientific literature and having considered the most significant
definitions, is to formulate the author’s definition, combining the strengths of different approaches
and theories. In addition, the goal is to determine the terminological relationship between engagement
and labor motivation, since most theories do not fully disclose how these two constructs are related.
Methodology. The author analyzes numerous theories of engagement, having considered the studies
of both foreign and Russian scientists. Combined them into four groups, the relevance and value of
each of the approaches is consistently considered. Findings. In the conducted analysis of the literature,
clear patterns in the formulation of definitions of engagement were found and presented. Also, the
relationship between engagement and motivation was found, the evolution of approaches to labor
motivation was described, where engagement in work is the highest manifestation. Originality of
results. Having systematized the data of scientific literature, the author offers an original definition of
engagement as the highest positive manifestation of labor motivation, which evolves, complementing
the constructs of loyalty and satisfaction. In conclusion of this literature review, the author notes that
in modern organizational psychology there is a need for a new approach to labor motivation, which
would combine developments in the field of employee engagement with the achievements of theories
of labor motivation.

Keywords: employee engagement, work motivation, organizational psychology, job satisfaction,
loyalty, labor productivity.
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Abstract. Purpose. Purpose of the study is to investigate the relationship between role ambiguity and
occupational stress for nurses’ job satisfaction in developing country. Study design. The study design is
quantitative and cross-sectional. The approved scales’ consents were taken from authors to administer
in Pakistan’s one private and one public hospital. Sample of 240 nurses were drawn from private and
public sector hospitals. “Role ambiguity” (Rizzo etal., 1970), “Occupational stress” (Yang et al., 2011) and
“Job satisfaction” (Carbonell, Escudero, 2013) were used as instruments of measurement. The survey
was conducted with informed consent from participants. Descriptive statistics were calculated using
SPSS v.23 and Confirmatory factor analysis (CFA) was carried out through AMOS v.23. Findings. The
study reported no significant differences of role ambiguity and occupational stress on job satisfaction for
nurses. Qualitative reasoning suggests nurse personality and hospitals’ culture to be conducive for long
term job stay with extrinsic motivation. Nurses find their roles clear that makes them less occupationally
stressed. Presentnursing shortage drives the regular salaries to be comparatively higherin a safer medical
environment. Hence, job satisfaction does not significantly differ for the sample. Research limitations.
The limitations of the study include strict focus of two variables to one variable for validation. Covariate
and inclusion of other variables like nurses’ personalities, nurse practice environment, and nurse stress
management skills can be important to assess further dimensions to the study. Moreover, cross-country
comparative analysis between nursing professions in developing country with developed country can
further add value to the study. Value of the results. Studying is valuable for health occupational psychology
literature. In applied settings, hospital administration can delve into further factors to improve nursing
profession in Pakistan.

Keywords: role ambiguity, occupational stress, job satisfaction, nursing, developing country.

Introduction

The societal impact of this study will help us to realize the potential struggles nurses face on day
to day basis in hospitals. For this purpose, this study takes into account different variables that can
affect nurses’ job satisfaction levels. The job satisfaction of nurses has been particularly studied in the
context of developing nations as it plays a major role in the functionality of public and private sector
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hospitals. It is essential to note that what are the factors that contribute the most and the least to
nurses’ job satisfaction and what impact can those factors have on the ultimate outcomes. Socially,
the issues of nurses have not been explicitly discussed; however some studies do approach problems
that are posed to this portion of service sector. The background included review the literature for
job satisfaction of nurses, the ambiguous roles they face and the occupational stress they encounter.

Job satisfaction

Job satisfaction is defined as the job characteristic that takes into account all satisfying and
unsatisfying elements (Lalani et al, 2012). Job satisfaction is determined as the most common
outcome of emotional exhaustion research (Churchill et al., 1974). Job satisfaction is also defined as
the active direction the worker covers for his job (Spector, 1997). A range of findings have suggested
thatjob satisfaction of a an occupation relates to patients’ colleagues (workers) interaction with each
other, fulfillment with appraisal and recognition, feelings of control and responsibility and different
leadership styles link with organizational policies (Hinshaw, Atwood, 1985). In Asian countries, and
particularly South Asia faces issue of union membership for nurses. The moderation of union ship
impacts job satisfaction levels (Shim, Park, 2022). Countries face a global shortage of nurses which
is alarming, but Asian countries that lack motivational programs is where nurses find soft skills to
manage their nursing jobs (Milutinovi¢, Dragana, 2023). Almost 60.6% nurses report satisfaction
in their job in a study despite pressure to perform in surgical wards (Dirdjo, Marsan, 2023). In
another study of Jordan, nurses’ job satisfaction remains a question to resolve (Hasan, Mohammad,
2023). If communication is healthy and a nurse has an optimal work life balance, it is then that she
remains satisfied at job (Nilda, Huaman, 2023). If nurses feel that they are satisfied in their life that
takes into account many aspects such as home life, salary expectations being met and sound work
culture; then they are likely to report high life satisfaction that leads to acceptable job satisfaction
levels (Kuppusamy et al., 2023). Furthermore, academic nurses are more likely to stay in Canadian
hospitals as they can have more avenues to learn from (Emory et al., 2023).

Role ambiguity

Role ambiguity is the worker’s improper knowledge regarding rules of job performance.
Ambiguity usually results from lack of communication and poor training. The workers face a poor
linkage between their duties and how they contribute to overall organizational performance (Price,
2001). Hence, empirical evidence suggests that role conflict and role ambiguity positively relate to
each other. Higher the levels of role conflict, greater will be the role ambiguity (Mattson et al., 1979).
Lower levels of role ambiguity has been reported in the findings of South Korea but the research
conflicts with the study conducted in USA. There are factors in nursing practice environment and
occupational stress that may differ from country to country. For example, Belgian nurses leave nursing
profession due to single factor of work-related occupational stress (Behrman et al., 1984). Similarly,
nurses in Missouri consider occupational stress as the dominant factor that makes nursing work
tough. In another study carried out in Jakarta, nurses if have enough incentives would proactively
solve role confusion (Andarusito et al., 2023). In a study;, it reports that nurses who are newly hired
would feel role ambiguity but with a passage of time, their roles are understood in organizational
context (Maddox, Shermel, 2023). Furthermore, roles are perceived ambiguous when nurses would
practice home-calls and would work within nursing homes and not in hospitals (Stewart, Cal, 2023).
Nurses that feel ambiguous about their roles are mostly the ones working in medical-surgical units
and not in general ward (Nazon et al., 2023). Recent studies have shown the mediation effect of
rumination and worry that nurses without coping systems tend to have, report greater levels of
stress and burnout (Bisht et al., 2023).
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Occupational stress

Occupational stress is deemed as tension that can spread to physical and social spheres of
worker’s practicing life. Job satisfaction is the positive view of an individual towards job in such a
way that makes the worker feel at ease with the working environment. Studies indicate that there
are various reasons of occupational stress that includes workload and organizational settings.
Occupational stress also varies according to the nature, experience of nursing staff. Nurses are burnt
out due to extra workload and shortage of nurses that can impact job satisfaction levels. However,
intrinsic motivation’s presence helps nurses to balance work stress (Swedana, Nyoman, 2023).
Nurses who feel pressurized by their peers will report occupational stress as when they encounter
workplace bullying (Hosier et al., 2023). Moreover, if nurses receive adequate training to reinforce
their professional identity, it helps them to deal with occupational stress in a proactive manner
(Ammari et al., 2023) When nurses feel confident about delegated responsibilities, they eventually
practice creativity in their work with intervention of enough organizational support as presented
in one study (Saad, Rabou, 2023). Moreover, the nurses working in different wards have significant
differences in reported stress levels (Dopelt et al., 2023). Nurses with different personalities tend to
take stress differently, depending on Type A or Type B personality type. Nurses, who are between the
ages of 26-35 have a proactive personality and would report less anticipated turnover with minimal
stress levels (Hussein et al., 2023).

Methodology

The statistical analyses were assessed on AMOS v.23 to predict if nurses in hospitals had
ambiguous roles and were stressed. This could lead to problematic societal outcomes if this situation
is present at it can disturb patient and hospital organizational outcomes. For this purpose, Unit
of analysis of this study involved public and private sector nurses from GangaRam and Avicenna
Medical Hospitals, Pakistan respectively.

Multi-item variables have been assessed and only the most valid and reliable of the items have
been retained according to the cut-off points. The content validity has been checked and the range
of expert opinions from notified journals have been taken into account. The study was conducted
using paper and pencil questionnaires. Written informed consent was taken from the participants.
Permission was taken from the authorities of the hospitals. After running descriptive statistics on
SPSS, the data was interpreted for a Confirmatory Factor Analysis. The convergent validity has been
assessed through Average Variance Extracted along with Construct Reliability and discrimination.

Sample

This study took into account 240 as the sample size from AviCenna Medical and Ganga Ram
Hospitals (Table 1).

Hypotheses
HO1. Role ambiguity has no significant correlation with job satisfaction.
HO2. Occupational stress has no significant correlation with job satisfaction.

Table 1. Demographics tests have been performed through descriptive statistics in IBM SPSS v.23

Age Education Years of experience
22-25 25.8% Matric 27.9% Fresh graduate 57%
25-30 51.3% FA/FSc 56.7% 1-2 years 15.8%
30-35 17.9% Bachelors 10.8% 3-6 years 23%
35-40 .8% Masters 3.8% 7 years or more 2%
40 years and above 4.2% Others .8% -
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Measures

Role ambiguity
Role ambiguity has been measured by the four items with a five-point Likert scale (Rizzo et al,, 1970).
Occupational stress

Occupational strain (stress) scale has been used to measure occupational stress with four items
on a five-point Likert scale (Yang et al., 2011).

Job satisfaction

“Job satisfaction questionnaire” designed to check nurses’ job satisfaction with a four-items on
five-point Likert scale (Carbonell, Escudero, 2013).

Results

Confirmatory factor analysis

The confirmatory factor analysis (CFA) approach has been employed because the data structure
of the model is known unlike in exploratory factor analysis (EFA). This method further helped in the
specification of the variables that needs to be loaded with factors. Lower loadings (less than 0.4);
which are not related to a given factor are given the value zero.
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Figure 1. Illustration of a three-factor model.
Constructs of role ambiguity and occupational stress as predictors of job satisfaction

Table 2. Model fit indices

Symbol CFA result Model fit parameters
NPAR 47 [0 o]
DF 89 [0 o]
CMIN 525.201
P value .028 Needs to be insignificant
CMIN/DF 1.305 Close to 1
RMSEA 036 [0 -.10]
PCLOSE 912 PCLOSE > .5: good fit
NFI (better use CFI) 934 Close to 1
RFI 911 Close to 1
IFI .984 Close to 1
TLI =rho_2 978 Close to 1
CFI =RNI .984 Close to 1
GFI .943 Close to 1
HOELTER N =240 N >= 200: satisfactory fit with p = .05 or with p = .01
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The model tested in this study the number of factors and their intercorrelations are specified
in Figure 1. The item loadings along with any error term relations are also used in the method of
test. Furthermore, the maximum likelihood result approach has been considered that explains the
model through item loading significance; model fit indices, co variances and correlations between
constructs (Table 2).

According to the above-mentioned results; the model is overall a good fit. The CFI (comparative fix
index) that has a value near 1 shows that the model is of good fit. The model generates a CFI value of
0.984 (Santos et al., 2003). The NFI (normed index) greater than 0.9 suggest model fit hence the model
generates an acceptable value of 0.934. The RFI (Relative Fit Index) also requires to be closer to 1 to
show model fitness, hence model generates the value of 0.911. However, the model suggests RMSEA
value of 3.6% which is less than 5% and is suggested as a good borderline fit (Hu, Bentler, 1999).

Table 3. Factor loadings of each item per construct

Items Role ambiguity Occupational stress Job satisfaction

RA1l 498

RA2 .659

OS1 993

082 404

OS3 .836

054 901

JS2 429
JS3 .829
]S4 572

Construct reliability

As far as reliability measures are concerned, the figure of Average Variance extracted for first
order fits needs to be greater than 0.5 and construct reliability be greater than 0.7 (Rizzo, et al,
1970) .Loadings for construct reliability that ranges from 0.5 to 0.6 which are the outer loadings are
taken into account especially in the cases when the research is new.

The construct reliability of occupational stress at 0.88

The construct reliability of role ambiguity at 0.5

The construct reliability of job satisfaction at 0.65

Convergent validity

The convergent validity is tested to assess how significantly each indicator is linked to the latent
variable. The Average Variance Extracted ranged from 0.34-0.95. AVE of occupational stress at 0.665;
AVE of role ambiguity at 0.341; AVE of job satisfaction at 0.399.

Table 4. Correlyation analysis

Construct xelation Correlations Squared correlations
Role ambiguity — Occupational stress -.035 .001225
Role ambiguity — Job satisfaction 137 .018769
Occupational stress — Job satisfaction -.061 .003721
ASV = .007905

For testing the HI, role ambiguity with estimate of 0.039 had no significant effect on job
satisfaction as the p value was 0.961, which was statistically insignificant at 0.05. Hence, it is claimed
that role ambiguity has no significant impact of job satisfaction. Thus, H1 is rejected.

131



Organizational Psychology, 2024, Vol. 14, No. 4. www.orgpsyjournal.hse.ru

For testing HZ2, occupational stress with estimate of —-0.058 has no significant effect on job
satisfaction as the p value was 0.419 which was statistically insignificant at 0.05. Hence, it is claimed
that nurse practice environment has no significant impact on job satisfaction. Hence, HZ is rejected.

The societal impact is far reaching for this study (Table 2). It has been examined that there is
no significant and linear relation between nurses’ job satisfaction and the relation within work role,
work expectation and role confusion (Cordes, Dougherty, 1993). Another reason for an insignificant
result may be due to the fact that majority of the nurses find clear job descriptions (a greater number
of sample being distributed to private hospitals where job description is well defined). Moreover,
there is a greater need for the evaluation of different roles that nurses may consider that could
relate to job satisfaction levels. Moreover, the ‘low participative’ decision making corresponds role
ambiguity.

The study suggests that in low participative decision-making roles, the role ambiguity is not
significant; hence does not significantly impactjob satisfaction (Lin etal.,2013).Ithas been suggested
that the nature of nurse’s job is pre-designed and is inflexible to decision making. The study also
shows that occupational stress does not share a direct and significant effect to each other backed up
by the author (Mitchell 1994).

Occupational stress can only impact job satisfaction if it is truly because of depression or
psychological ailments. Furthermore, the direct and strong relation of rejection fear leads to greater
effect on job satisfaction and no other factors of generic stress levels (Table 4). Hence, the limitation
of the study is the absence of variable consideration of depression. Furthermore, occupational stress
has no significant relation with job satisfaction unless and until the role of occupation referents exist
(Equity Theory) (Aiken et al., 2002).

Hence, occupational stress can only have a negative and significant relation with job satisfaction
if the worker believes that his or her comparison in the competitive organization is dealt better in
terms of rumination (Packard, Motowidlo, 1987).

Moreover, socio demographics of education and age are important to discuss positive significant
relationship with job satisfaction this study shows that 51.3% of the nurse age lies between the age
bracket of 26-30 years of age and 56.7% constitute as graduate nurses. It is established that younger
nurses (26-30 years of age) are more prone to leaving although report high job satisfaction levels
(Wallace et al., 1999). According to the U-shaped graph between job satisfaction and age: highest job
satisfaction is reported in young nurses and in older nurses. But as nurses approach the age of 30,
job satisfaction falls (Adam, 1965). As the sample consists of 51.3% of young nurses, greater is the
job satisfaction.

Discussion

The present study shows that role ambiguity and occupational stress do not significantly
contribute towards job satisfaction. Economically, extrinsic motivation is evident for nurses to opt
for the job. Since it is a gender specific profession in a conservative culture; it helps them to integrate
well. Most nurses discuss problems informally with peers as nurse unions are not functional in
Pakistani settings. Similarly, young and fresh nurses find it difficult to manage roles, however the
study has a mean age of 40+ years pertaining to middle adulthood.

Itis to be noted that nurses take into account primary care, dental, auxiliary, professional and all
personnel nurses. According to the World Bank statistics with the most recent year (2019) denotes
a value of 0.5 (Figure 2) (The World Bank, 2019).

132



Organizational Psychology, 2024, Vol. 14, No. 4. www.orgpsyjournal.hse.ru

1992 - 2019

Figure 2.

Conclusion

According to the study, that is set in public and private hospitals of Pakistan; suggests that de-
spite nurse shortage, nurses are clear about the roles and duties they have to perform. There can be
variation in results depending upon covariates such as ward type, work-life balance and intrinsic
motivation levels. If nurses are paid well, they have a conducive nurse practice environment and are
supported through supervision will eventually depict high job satisfaction levels.

Recommendations

Personality assessment of nurses is integral. Different theories of personality with inventories
can help assess nurses’ role ambiguity and occupational stress better in regard to job satisfaction.
Mindfulness, burnout, stress management, rumination and nurse practice environmental is integral
to study across countries and during different conditions such as the pandemic and medical
emergencies.
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HeonpeseséHHOCTH PO ¥ NPOPECCHUOHAIbHBIN
CTPECC KaK IPeIMKTOPbI YI0BJIETBOPEHHOCTH PabOTOHU
MeJiCecTep

AJIV IOmHa
ORCID: 0000-0002-5364-5238

KA3MI Cuepa @apxana
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Ynusepcumem Xasapa, J]xoouan Mancexpa, Ilakucman

AHHoTauma. [Jeaw. Uenpo uccaeoBaHUSA SIBJSIETCS W3y4YeHHE B3aUMMOCBS3U HeONpesesl€EHHOCTHU
poJsiu ¥ TpodeccCHOHANTBHOTO CTPecca KaK NPeUKTOPOB YZ0BJIeTBOPEHHOCTH PabOTON Y Me/ICeCTED B
pa3BUBAOILIMXCS cTpaHax. Ju3atliH uccaedosaHrusi. JusaH uccae0BaHUS ONEePeYHO-CPEe30BbIH, TUII
vccneioBaHUs KosndecTBeHHoe. Corsiacusi Ha MpoBeJieHHe ONpoca ObIIM MOJy4eHbl aBTOPaMHU OT
OJIHOM YaCTHOM U OJJHOM rocyZilapCcTBeHHOM 60/1bHUILEI [lakucTaHa. B BeI6opKy Bouiu 240 MezicecTép.
B KayecTBe MHCTPYMEHTOB M3MepeHusl MCMoJb30Balrch «Heonpeaenénuoctes poau» (Rizzo et al,
1970), «[IpodeccuonanbHbli cTpece» (Yang etal., 2011) u «YroBieTBopéHHOCTB paboToii» (Carbonell,
Escudero, 2013). Onpoc npoBozuics ¢ MHPOPMHUPOBAHHOTO COTJIACHs YYaCTHUKOB. OmnucaTesibHast
CTAaTUCTHKA PacCYMTHIBAJIACh C UCNIOJIb30BaHMeM NakeTa SPSS v.23, a nogTBepxkAatouil GakTOpPHBIN
aHaJIM3 IPOBOAMJICA C UcnoIb30BaHUeM nakeTta AMOS v.23. Pesyibmamot. UcciejoBaHNe He BBIIBUIIO
CYlIeCTBEHHBbIX pa3JUYUU MeXJy HEeOAHO3HAYHOCTbIO pPOJIM, NpodeccCHOHaNbHBIM CTPECCOM U
yJIOBJIETBOPEHHOCTBI0 paboToi y MezcecTép. KauecTBeHHOe 06OCHOBaHME IMpeAINoJiaraeT, 4To
JINYHOCTb MEJCECTPbl M KyJbTypa OOJIbHULBI CIOCOOGCTBYIOT JOJIOCPOYHOMY NpPeObIBAHUIO Ha
paboTe ¢ BHeUIHEeH MOTHBaLMel. MeACECTPbI CUMTAIOT CBOIO PAabOUyI0 pOJIb SICHOW, YTO JlesIaeT UX
MeHee I10/IBepP>KeHHBIMU NpodeccroHaJlbHOMY cTpeccy. Tekylas HexBaTKa Me/ICECTED MPUBOJUT K
TOMY, UTO CpeZiHUE 3apIIaThl CTAHOBSITCS CPABHUTEJILHO BhIIIE B 60Jiee 6€30IaCHON MeJUITUHCKON
coepe. CiieroBaTeNbHO, YAOBJETBOPEHHOCTh PabOTOM CYILIECTBEHHO HE Pa3/iM4yaeTCs 1O BHIOOPKE.
Ozpanuuerus uccaedosarus. OrpaHUYEHUs UCCIe,0BAaHUS BKJIIOYAIOT CTPOryI0 GOKYCHPOBKY [JIBYX
NepeMeHHbIX Ha OZJHOW NepeMeHHOW A/ NpoBepku runores. KoBapruanus M BKJOYEHHE JPYTUX
NepeMeHHbIX, TAKMX KaK JIMYHOCTHble 0COGEHHOCTH MeJ/icecTép, pabouee OKpyXeHHe M HaBbIKH
ynpaBJIeHHs] CTPECCOM Y MeJICECTEP MOTYT ObITh Ba)KHBI /JIs1 OLEHKH JIONOJIHUTEJbHbIX CBS3€eH.
BoJiee Toro, cpaBHUTEIBbHBIN aHa/IN3 TPodeccuy MeJCeCTPhl B Pa3BUBAOLIMXCS U Pa3BUTHIX CTPaHaX
MOKET JIONOJIHUTEJIbHO MOBBICUTb LIEHHOCTb JAHHOTO HCCJIeJoBaHus. lJeHHocmb pe3yabmamos.
UccnenoBanue 06/1alaeT [EHHOCTBIO /ISl IMTEPATypPhl 10 IICUXO0JOTUH TPyZa B 3/ipaBOOXPAHEHUH.
B KOHKpEeTHBIX Cjydassx af[MUHUCTpaLUs 60JbHULBI MOXKET Y/eJIUTh BHUMaHHE JIONOJHUTENbHbIM
daxTopam A1 yaydllieHusl YCJI0BUM TpyAa MeacecTép B [lakucTaHe.

KiloyeBble cj10Ba: HEOJHO3HAUYHOCTb pPOJIM, NMPOPEeCcCHOHAIBHBIA CTpecc, YAOBJETBOPEHHOCTH
TPYZOM, CECTPUHCKOE J1eJ10, pa3BUBAOILAsICS CTPaHa.
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Abstract. Purpose. This study aims to investigate the role of job stress in the relationship between
organizational climate and job satisfaction of nurses in hospitals. Organizational Climate plays
an important role in creating nurse job satisfaction because it's one of the main factors shaping the
attitudes and behavior of nurses in the hospital. Methodology. The study used saturated sampling
techniques, namely 90 nurses who are working at the XYZ Hospital in Kediri, East Java. Data collection
techniques were carried out using questionnaires to respondents. Technical data analysis using
PLS-SEM. Findings. An organizational climate has a positive and significant effect on job satisfaction.
However, the organizational climate has a negative relationship with job stress. Job stress has no
influence on job satisfaction. Job stress cannot play a role as a mediating variable in the relationship
between organizational climate and job satisfaction. Value of the results. The data obtained is used by
the hospital management to increase the satisfaction of nurses by creating a conducive organizational
climate therefore nurses can work more comfortably. Besides that, creating a conducive can reduce the
stress that is felt by nurses. The findings of this study can also contribute to increased understanding
related to organizational behavior and human resource management practices, especially in hospitals.

Keywords: nurses, hospital, organizational climate, job stress, job satisfaction.

Introduction

In Indonesia, the number of hospitals has increased significantly every year. This increase was
driven by the demand for health services from the community which experienced a sharp increase.
Many entrepreneurs are starting to look at the health industry as a business area by opening clinics
and hospitals. With increasingly fierce competition, hospital management must prioritize the quality
of services provided.

The increase in the number of public requests for health services is not matched by adequate
service quality. Based on the data collected, Indonesia ranks 87th out of 167 countries included
in the Global Health Index (Legatum Institute, 2023). This indicator shows an improving trend
compared to previous years. This means that the implementation of health services is increasingly
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improving towards excellent service quality. The Indonesian state must pay attention to the health
services provided so that they can improve and enter the higher quality health category, good health
management is needed. Policy from the Indonesian government with health services through the
provision of health insurance or the term BP]S (Badan Penyelenggara Jaminan Sosial) [Social Security
Organizing Agency]. The BP]JS policy was formed by the Indonesian Government at the beginning of
2014. BPJS is a state-owned enterprise that functions as the body providing health insurance for the
community (Ratnawati, Kholis, 2020).

BP]JS users are people from various segments, from the top to the bottom of society, who can
enjoy BP]JS services. Existing research shows that patient satisfaction using health services is still
not satisfied (Aminingsih et al., 2023). The cause of the emergence of a sense of dissatisfaction
was triggered by one of them being concerned for patients. Nurses do not provide excellent health
services to patients, which is the main cause of patient dissatisfaction.

In health services, the key to the success of services lies with the nurses. Nurses are the spearhead
in the health services industry. Hospital management needs to pay attention to nurse satisfaction
(Akinwale, George, 2020). When the nurses in the organization feel a feeling of satisfaction, it
becomes one of the factors that determine individual well-being, because through these feelings of
satisfaction employees will determine decisions regarding leaving or remaining in the organization
(Ugwa et al., 2014). The perceived low job satisfaction will make it easier for employees to change
jobs (Zhang et al.,, 2020).

Job satisfaction can encourage the emergence of various positive behaviors that are reflected
by nurses. A high level of job satisfaction will encourage employees’ efforts to be more productive
(Akinwale, George, 2020). This can develop nurse behavior in creating patient satisfaction. Job
satisfaction felt by nurses has various impacts that will increase the value of the hospital such as
increasing patient satisfaction and providing optimal health services (Anaba et al., 2020).

Organizational hospitals must consider nurse job satisfaction because several previous studies
have found that job satisfaction felt by each individual can be different from other individuals in the
workplace, so it is necessary to determine the factors driving job satisfaction that are appropriate
and suitable for individuals and groups (Choi et al,, 2012). Many examinations have been made by
researchers regarding job satisfaction felt by nurses which is related to emotions, remuneration,
religiosity, authentic leadership, and organizational climate (Asiamah et al,, 2019; Lee, Jang, 2020;
Mensah et al,, 2019; Shahnavazi et al,, 2021; Wong et al., 2020).

One of the reasons for nursing job satisfaction can be triggered by a conducive organizational
climate. Several researchers have been able to prove that job satisfaction can increase along with the
formation of a conducive organizational climate carried out by the organization (Ahmad et al., 2018;
Appelbaum et al., 2019; Faramarzpour et al., 2021; Y. Li et al., 2020; Natawijaya et al., 2018; Rezaee
etal,, 2020; Shahnavazi et al., 2021; Tsai, 2014). However, not all research indicates that a conducive
organizational climate will create high job satisfaction. Existing research shows that the formation of
climate is not able to increase the job satisfaction felt by the employees (Lan et al.,, 2019; Mahendra,
Suwandana, 2020).

The different findings related to the correlation arising from the formation of organizational
climate and job satisfaction is a research gap that can be re-examined by linking it to the mediating
variables that affect this relationship. In this study, the job stress variable is chosen as a mediating
variable. The research show that job stress can play a role in mediating the relationship related to
organizational climate (Ningsih, Sarianti, 2022; Pradoto et al., 2022).

Several studies have been able to prove that the organizational climate in an organization can
cause job stress for employees. If the organization is unable to create a conducive climate, job stress
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will increase (Pecino et al., 2019). Besides that, high job stress can also trigger job dissatisfaction felt
by employees. Previous research has explained that stress can be a driving factor in job satisfaction.
If someone has a low level of job stress, job satisfaction will increase (Darmody, Emer, 2016; Dartey-
Baah et al., 2020; Pindek et al., 2020).

This study tried to present a comprehensive model by presenting a mediating variable of job stress
that is associated with the effect of organizational climate on nurse job satisfaction. This research was
based on previous studies which showed different results regarding the effect of the organizational
climate on job satisfaction. It is hoped that the job satisfaction of nurses can increase therefore they can
provide optimal service to the community. This research can also cover the shortcomings of previous
research, especially related to organizational climate in the health sector, which is rarely studied.
Therefore, it presents an interesting discussion in the field of health associated with organizational
climate. Existing research focuses more on the large and non-service industries.

Literature review

Organizational climate

Organizational climate reflects the perceptions of feelings held by employees regarding proce-
dures, policies, and practices that exist within the organization (Steinke et al., 2015). It is more clearly
defined that decision-making and norms that apply in the workplace will shape employee’s percep-
tions of the organization (Stone et al., 2006). Organizational climate is believed to be a manifestation
of a combination of organizational behavior and human resource management in an organization.

Organizational climates describe the organization and create uniqueness that can differentiate
it from other organizations are implemented over a long period, and significantly contribute to
individual and group behavior in the organization (Forehand, Von Haller, 1964). Remembering the
impact of organizational climate can create a positive organizational atmosphere, the organization
needs to pay attention to it. A positive organizational climate can improve the attitudes, behavior,
and ethics of employees, especially nurses in providing services to the community (Vermeeren,
2016). Organizations must determine priorities based on the routines and behavior of employees.
Individual priorities must be aligned with organizational priorities (Bellouu, Andronikidis, 2009).

Organizational climate has a direct and indirect effect on the organization. Organizational
sustainability is determined by a good organizational climate (Rezaee et al., 2020). An important
and meaningful construct for human resource management in organizations is the implications
of organizational climate (Garcia-Garcia et al., 2011; Hsiung et al., 2021). Through organizational
climate, one can know the organization’s characteristics that are different from another organization
which can effect the way individuals act and behave.

Job stress

Job stress is defined as a condition where employees experience tension which affects their
emotions. Job stress experienced by employees is unable to complete the challenges and demands
of the tasks given by the organization (Batistataran, Reio, 2011). Referring to the literature review, it
was revealed that job stress felt by employees is an interesting research theme for further research
because job stress has a strong potential to threaten organizational effectiveness and also disrupt
employee health (Vong et al., 2018).

The effect of job stress which is a threat to organization cannot be underestimated. There have
been several previous studies that showed the negative effects of job stress felt by employees (Sang et
al,, 2013). Employees who experience despair and lack enthusiasm for life, making them vulnerable
to mental disorders, depression, frustration, and excessive anxiety (Kim, 2008). Besides that, stress
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can also disrupt organizational effectiveness. Such as causing job accidents (Khoshakhlagh et al,,
2021); job dissatisfaction (Dartey-Baah et al., 2020), and turnover (Arshadi, Damiri, 2013).

Job satisfaction

Job satisfaction is a positive perception that is reflected based on the results of evaluations of the
conditions of work carried out (Locke, 1969). Job satisfaction is an emotion and feeling that exists
in employees which refers to existing work experience (Azad, 2019). Satisfaction is related to what
is considered important by employees and what has been given by the organization (Faramarzpour
et al., 2021). Intrinsic job satisfaction includes the effectiveness of individual participation in work
such as skills, development opportunities, and autonomy in carrying out work, while extrinsic job
satisfaction relates to the context of salary and management (Abdallah et al., 2017).

Job satisfaction focuses on important components of work performance, occupational safety
and health, and job expansion (Tsai, 2014). Job satisfaction is personal and cannot be equated with
other employees (Schneider, Snyder, 1975). This causes large differences in job satisfaction between
individuals. The main factors that determine job satisfaction are the job and workplace organization
(Guinot et al., 2014).

The relationship between organizational climate and job satisfaction

Previous research suggests that positive feelings felt by employees as a form of implementing
a good organizational climate encourage the emergence of high job satisfaction felt by employees
(Ahmad et al., 2018; Appelbaum et al., 2019; Faramarzpour et al., 2021; Y. Li et al., 2020; Rezaee
et al, 2020; Shahnavazi et al,, 2021). Many scientists believe that organizational climate and job
satisfaction are two different things but still exist in the same family (Ahmad et al., 2018; Castro,
Martins, 2010). The existing organizational climate will have significant implications regarding how
employees will behave in their organization (Garcia-Garcia etal., 2011; Glisson, James, 2002). A good
organizational climate can encourage the creation of job satisfaction by employees, especially in the
context of nurs-es. A worker who is in a good organizational climate tends to be more satisfied with
the work they do (Gaunya, 2016). Organizational climate has positive and significant effect in job
satisfaction (Ahmad et al., 2018; Appelbaum et al., 2019; Faramarzpour et al., 2021; Y. Li et al., 2020;
Molina et al., 2014; Rezaee et al., 2020; Shahnavazi et al., 2021; Tsai, 2014). Hence, the researcher
proposed a hypothesis.

H1: Organizational climate has a positive and significant influence on job satisfaction.

The relationship between organizational climate and job stress

Organizational climate is reflected as an individual’s inner condition regarding the organization
through actions, attitudes, and behavior in the organization (Mohammadi, Youzbashi, 2012).
Through a good organizational climate, it is easy to create trust and warmth in the organization.
By creating such a climate, workers will not easily feel tired and stressed. Job stress is a worker’s
reaction to working conditions and individual characteristics therefore if organizational conditions
are not good it will affect the worker’s stress level. Stress will be reduced when the organization
can provide a conducive climate. Research has stated that organizational climate can be a source of
stress. Organizational climate has negative and significant effect on job stress (Arnetz et al., 2011;
Sahni, Kumar, 2012). Hence, the researcher proposed a hypothesis.

HZ2: Organizational climate has a negative and significant influence on job stress

The relationship between job stress and job satisfaction

Job stress has been a cause of satisfaction when carrying out work (Guinot et al., 2014; Stanton et
al,, 2002). The pressure felt by workers will be able to create dissatisfaction. Workers who can manage
the pressure felt both psychologically and physically will significantly encourage satisfaction (Ismail
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et al,, 2009). On the other hand, if workers can manage the existing pressure, it will cause neg-ative
effects on workers through worker behavior and attitudes, including job satisfaction. Workers who
have high levels of stress will cause job satisfaction to become lower. Job stress has negative and
significant effect on job satisfaction (Dartey-Baah et al.,, 2020; Guinot et al., 2014; Giileryiiz et al,,
2008; Ismail et al., 2009; Tremolada et al., 2015). Hence, the researcher proposed a hypothesis.

H3: Job stress has a negative and significant influence on job satisfaction.

Job stress plays as a mediating variable in the relationship between organizational
climate and job satisfaction

Creating a good climate will encourage a sense of satisfaction among organizational workers
therefore they can provide the best performance (Ahmad et al.,, 2018; Y. Li et al., 2020; Molina et al.,
2014; Tsai, 2014). When the organization provides comfortable and warm conditions, it reduces
the level of pressure felt by workers therefore job stress can decrease (Arnetz et al.,, 2011). One
source of job satisfaction is job stress. Workers who feel a lot of pressure and are unable to manage
this pressure will result in worker dissatisfaction (Guinot et al., 2014). The prior study of job stress
stated that the job stress can act as a mediating variable in affecting organizational climate (Ningsih,
Sarianti, 2022; Pradoto et al., 2022). Hence, the researcher proposed a hypothesis.

H3: Job stress plays a role as mediating variable in the influence of organizational climate on job
satisfaction.

Methodology

Population and sample

The population for this research were all nurses who worked at XYZ Hospital in Kediri, East Java
Indonesia. The total population is 90 nurses. In this study, non-probability sampling was used using
a saturated sampling technique. Saturated sampling is a sampling technique using all members
includ-ed in the population as samples (Sekaran, Bougie, 2016). In this research, saturated sampling
was used because the number of respondents was slightly less than 100 respondents.

Questionnaire instrument

The research consists of three variables, each variable is measured using indicators. The organi-
zational climate variable consists of four indicators namely responsibility, appreciation, support, and
structure through five statement items (Ahmad et al., 2018). The construct of job satisfaction consists
of four variables that have been developed previously namely promotion, salary, supervision, and
employment using four items (Ahmad et al,, 2018; Faramarzpour et al.,, 2021; C. Li et al., 2020). The
job stress variable consists of four indicators and items namely role overload, role ambiguity, respon-
sibility for persons, and strenuous working conditions (Ahmad et al.,, 2018). Daya collection was
carried out in this study by using a questionnaire where each question item was asked, respondents
answered using a Likert five-point scale.

Data analysis

This study uses a structural equation modeling approach with Partial Least Square (PLS-SEM)
(Hair etal., 2019). The reason researchers use PLS-SEM is because the number of research samples is
small and the nature of indicators used are normative and reflective. An analysis of the description of
the frequency of respondents’ answers was carried out related to the characteristics of the respond-
ents. They also performed data analysis of each research variable in the structural model. Facilitating
understanding and simpler preparation using SPSS and SMART-PLS.
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Demographic analysis

Result

Table 1 shows the profile of the respondents based on their characteristics. Most respondents
were female as many as 45 respondents with a percentage of 72.58%. Most respondents have worked
for one-three years, namely as many as 33 respondents with a percentage of 57.89%. Furthermore,
for the description of the age of the respondents, most are in the range of 26-30 years, namely 28

respondents with a percentage of 45.16%.

Table 1. Profile of respondents

Category Frequently Percentage %
Gender Female 45 72.78
Male 17 27.42
Total 62 100
Length of work 1-3 years 33 57.89
4-6 years 15 26.32
7-9 years 7 12.28
> 10 years 2 3.51
Total 57 100
Age <25 years 18 29.03
26-30 years 28 45.16
31-35 years 11 17.74
> 36 years 5 8.06
Total 62 100

Measurement result of research model

Data was processed using PLS-SEM. A question item can meet the loading factor value of each
item. The criteria used to meet validity assumptions factor value is greater than 0.05 (Hair et al,
2019). Referring to the PLS-SEM calculation results, it was found that the loading factor value for
each question asked was in the range of 0.641-0.867. Based on the validity criteria that have been
determined, all items in the research are valid. Table 2 and Figure 1 show the loading factor values.

Table 2. Loading factor value of research value

Variable Item Organizational Climate Job Stress Job Satisfaction

X1.1 .707

X1.2 .705

X1.3 774

X1.4 .705

X1.5 728

Z1.1 .700

Z1.2 .767

Z1.3 .867

714 641

Y1.1 799
Y1.2 .835
Y1.3 .837
Y1.4 730

Source: SMART-PLS 4.
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Figure 1. Loading factor. Source: SMART-PLS 4

Reliability measurements are used to test the level of reliability for each question item. An item
can meet reliability assumptions referring to the result in the composite reliability value. Based
on the processing result in PLS-SEM, it can be seen that the resulting composite reliability value
for each item is in the range of 0.833-0.878. Referring to the results obtained, it can be concluded
that all research question items are reliable. Apart from using the composite reliability value, to
determine reliability by using reference the average variance extracted (AVE) value obtained from
the calculation results must be greater than the requirement, namely 0.5. Referring to the calculation
results, the constructed value for AVE is above 0.5 thus meeting the reliability assumption. Table 3
shows the composite reliability and Average Variance Extracted (AVE) values.

Table 3. Reliability test for research construct

Variable Composite reliability Average variance extracted (AVE)
Organizational climate .847 .525
Job stress .834 .560
Job satisfaction .878 .643

Source: SMART-PLS 4.

Result of the direct effect test

Hypotheses testing direct effects as in the model that has been proposed. In the research, the
number of direct hypotheses in the research was three hypotheses. Direct testing is carried out using
pre-requisites based on t-statistical test values and p-value results. The direct hypotheses testing
can be accepted if the statistical value requirements are greater than 1.96 and have a p-value of less
than 0.05 (Hair et al,, 2019).

Table 4. Direct hypotheses testing

Hypotheses B Std. error  T-statistic P-value Decision
Organizational climate —> Job satisfaction .683 .081 8.455 .000 Support
Organizational climate —> Job stress -.602 .076 7.947 .000 Support
Job stress —> Job satisfaction -.118 122 .968 333 Reject

Catatan : p-value significant at .05
Source: SMART-PLS 4.
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Based on the table above, it can be concluded that testing the direct effects shows that organiza-
tional climate has a positive and significant effect on job satisfaction with a p-value < 0.05 and a
statistical value > 1.96. Thus, it can be concluded that H1 is accepted. Furthermore, for the effect of
organizational climate on job stress experienced by nurses, it was found that there was a negative
and significant effect because it had a p-value < 0.05 and a statistical value > 1.96. This shows that
H2 is accepted. The third hypothesis, namely the effect of job stress on job satisfaction, shows a
statistical value < 1.96 and p-value > 0.05, so it can be concluded that there is no significant effect
between job stress and job satisfaction, H3 is rejected.

Mediation test

Indirect testing was carried out in this research because there is a mediation variable in the
model. Through the mediation test, it can be seen regarding the role of the mediating variable. Table
5 shows the results that have been carried out in testing the mediating variables.

Table 5. Result of mediation variable testing

Hypotheses B Std. error T-statistic P-value  Decision
Organizational climate —> Job stress —> Job satisfaction .071 .078 913 .361 Reject

Source: SMART-PLS 4.

Based on the test result in the table above, job stress cannot play a role as a mediating variable
on the effect of organizational climate on job satisfaction. This hypothesis is rejected because it has
a p-value greater than 0.05 and a t-statistic < 1.96.

Discussion

The research was conducted to provide an empirical contribution related to increasing the job
satisfaction of nurses in hospitals by examining the relationship between organizational climate, job
stress, and job satisfaction. The test was carried out by testing the four proposed hypotheses. First,
the organizational climate was proven to be able to increase job satisfaction felt by hospital nurses,
Second, organizational climate also affects the emergence of job stress and has no influence on nurse
job satisfaction. Fourth, job stress cannot play a role in mediating the effect of organizational climate
on nursing job satisfaction.

The empirical results obtained from this research require further discussion regarding several
aspects. This research confirms that nurses who work in hospitals with positive organizational
cli-mate conditions will feel more satisfied with the work that they do. Nurses who are spearheads
of the organization, if given comfort and warmth within the organization, will encourage feelings
of satisfaction in carrying out the work provided by the organization. On the other hand, if there
is no positive climate in the organization, employees will not do their work well because they
will not be satisfied with the work they do (Y. Li et al., 2020). Comfort conditions provided by the
organization will encourage nurses to feel pleasure when carrying out their work so that satisfaction
can be created. Therefore, hospital leaders must always supervise and monitor the climate in the
organization because it will effect on job satisfaction (Ahmad et al., 2018). The results of this research
are consistent with previous research which states that organizational climate has a positive and
significant effect on nurse job satisfaction (Ahmad et al., 2018; Y. Li et al,, 2020; Natawijaya et al,,
2018; Tsai, 2014).

A conducive organization will encourage the achievement of optimal performance (Walker et
al,, 2011). If organizational conditions are not healthy and conducive, it will be difficult for existing
workers to work, which can cause stress (Sahni, Kumar, 2012). Besides that, if the organizational
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climate is not by the employees’ abilities, it will cause tension which can increase the level of stress
(Singh, Dhawan, 2012). The stress level experienced by nurses will gradually decrease if the organiza-
tional climate can be maintained well. On the contrary, if the climate is not maintained, stress level
will increase and endanger the organization. The research results show that there is a negative and
significant relationship between organizational climate and job stress. These results are in line with
the results of previous research presented by (Pecino et al., 2019; Singh, Dhawan, 2012; Tsui, 2021).

Employees who experience high stress tend to feel dissatisfied with the work that they do
(Wu et al,, 2022). However, this is different when it is related to the context of nurses working in a
hospital. Nurses have a job, namely handling patients, which is considered a job that does not cause
stress, and nurses tend to feel satisfied with the work that they do (Khamisa et al., 2016). Nurses feel
happy with the work they do even though it contains an element of pressure, but there is a positive
value obtained when meeting patients (Kalisch et al., 2011). These findings show that there is no
effect between job stress and job satisfaction. This findings are in line with findings from previous
research (Khamisa et al., 2016) and are inversely proportional to the findings stated by (Darling et
al,, 2012; Guinot et al., 2014; Tremolada et al., 2015).

The research results show that the organizational climate in the hospital can provide job satisfac-
tion for nurses. A conducive climate will make nurses feel comfortable at work to create a sense of
satisfaction in nurses (Y. Li et al.,, 2020). When the climate created in the organization is conducive,
it will be able to reduce the stress level of nurses (Pecino et al., 2019). However, stress due to the
work carried out does not encourage dissatisfaction among nurses. Nurses assume that no matter
how hard the work is, there are positive elements to be gained from work (Kalisch et al.,, 2011). In
this research, job stress cannot play as a mediating variable in the effect of organizational climate on
job satisfaction.

Conclusion

The significantincrease in health services has encouraged efforts to improve the quality of health
services, especially for hospital managers. Nurses are the spearheads in the hospital. Therefore, it is
important to pay attention to nurses’ job satisfaction. Job satisfaction is affected by organizational
climate and job stress of nurses. A conducive organization will create high job satisfaction. However,
if the organization is unable to create a conducive climate, it will encourage increased job stress. The
job stress experienced by nurses is not able to create job dissatisfaction.

Limitation and future research

Although this research can contribute practically and theoretically, there are still several short-
comings that can become opportunities for future research. Firstly, this research was only conducted
in a small scope, namely in one hospital so the results cannot be generalized. Second, this research
is not specific to nurses with higher workloads and challenges such as emergencies but to all nurses.
Third, the number of samples used in this study was small because I only used one hospital.

Future research can carry out the developments and expansions needed therefore it is easier to
increase understanding. Future research can add several variables related to nurse’s job satisfaction
such as emotions and remuneration (Asiamah et al., 2019; Lee, Jang, 2020).
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AHHoTaumA. Ilesns. llenplo JaHHOTO HCCAe[0BAaHUSA ABJSAETCA U3ydyeHUe poJid pabodyero crpecca
BO B3aHMMOCBSI3M MeX/ly OpraHM3allMOHHbIM KJIMMAaTOM U Y/OBJIETBOPEHHOCTBIO PaboOTON y 60JIb-
HUYHBIX MejcecTép. OpraHu3alMOHHBIM KJMMAT WrpaeT BaXKHYIO POJIb /IS Y0BJIETBOPEHHOCTH
paboToil MeJcecTép, MOCKOJbKY 3TO OJUH W3 OCHOBHBIX (aKTOPOB, GOPMUPYIOIIUX OTHOILIEHHE
Y NoBeJileHHe OO0JIbHUYHBIX MejcecTép. Memodosozua. B uccnenoBaHUM KCIOJB30BAJUCh METO[,
JlOCTaTOYHOU BbIGOPKH, B KOTOpyI0 Bouwid 90 mefcecTép, KOTopble paboTaloT B 6osbHULE XYZ B
Kenupu, BocrouHasa fIBa. /Il c6opa AaHHBIX OblJI MCNOJb30BaH aHKeTHBIN onpoc. CTaTUCTUYeCKUI
aHa/IU3 JAaHHBIX NPOBOAUJICA C IOMOILbIO MOZeJIMPOBAHUA CTPYKTYPHBIMU YPAaBHEHUSIMU MeTOJOM
YaCTUYHbIX HAUMEeHbUIUX KBaipaToB (PLS-SEM). Pe3yabmamui. OpraHv3alniOHHbIN KJIUMAT SABJISETCS
MOJIOXKHUTEbHBIM U 3HAaYUMbIM IPEJUKTOPOM y/I0BJIETBOPEHHOCTH paboToN. OJlHAKO OPraHM3aLMOH-
HbIH KJIUMaT UMeeT OTPULATebHYI0 CBA3b € pab0o4uM cTpeccoM. PaGounii cTpecc Takxe He CBsI3aH
C YAOBJIETBOPEHHOCTBIO paboToi. CTpecc Ha paboTe He MOXKET UIrpaTb PoJib MeJMaTopa B OTHOIlIe-
HUAX MeX/y OpraHM3allMOHHBIM KJIMMAaTOM M yJ0BJIETBOPEHHOCTBIO pPaboTOM. [JeHHOCMb pe3yab-
mamos. [loslyyeHHble JaHHbIE UCIIO0JIb3YIOTCS PYKOBOACTBOM GOJIBHUILBI /I NOBBILIEHUS YA0BJIET-
BOPEHHOCTHU MeJCecTép MmyTeM CO3JaHusl 6JIaroNpUsATHOrO0 OPraHMW3allMOHHOTO KJIMMATa, M03TOMY
MeJICECTpPbl MOTYT paboTaTb 6osiee kKoM$opTHO. KpoMe TOro, co3zjaHKe 6J1IaronpUATHOrO KJauMaTa
MOKeT CHU3UTB CTPeCC, KOTOPbIM UCIBITHIBAIOT Me/,CECTPBL. Pe3y/IbTaThl 3TOr0 HCCIeJ0BaHUs TaKXKe
MOTYT CIIOCOOGCTBOBATH MOBbILIEHUIO TIOHUMaHUA OPraHU3alMOHHOI0 [T0Be/leHHsI U MeTO/0B yIpaB-
JIeHUs1 4YeJI0Be4eCKMMH pecypcaMy, 0COGeHHO B 60JIbHULAX.

KioueBble c/10Ba: MeICECTPBI, 60JIbHUIIA, OPTaHHU3AIMOHHBIN KJIUMaT, pab04Yrii CTPece, YAOBJIETBO-
pPEHHOCTB paboTOH.
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Abstract. Purpose. This research endeavors to examine how entrepreneurial mindset functions
on employees’ intrapreneurial behavior. Besides, we also examined the role of situational cues
such as psychological safety and work engagement in stimulating entrepreneurial mindset in the
organizational context. Methodology. The study adopted the College Entrepreneurial Mindset Scale,
which operationalizes the entrepreneurial mindset comprising five dimensions: innovativeness,
need for achievement, risk-taking, autonomy, and proactiveness. Incorporating work engagement
and entrepreneurial mindset as mediating variables, a hypothetical model was established to link
these variables to employees’ intrapreneurial behavior. A web-based questionnaire, authorized by
departmental administrators working in SMEs in China, was disseminated to employees’ individual
work accounts, wherein they completed and submitted the questionnaire for the purpose of our research
inquiry. A total of 278 responses were gathered, 261 valid responses remained for subsequent analysis.
The collected data were analyzed using both SPSS and Mplus, the hypotheses were tested, and the model
was verified through structural equation modeling analysis. Findings. The results of this study indicate
that entrepreneurial mindset plays a significant role in fostering employees’ intrapreneurial behavior,
which is widely considered to be a critical driver of organizational performance and productivity.
Besides, this research found that autonomy as an essential facet of the entrepreneurial mindset does not
contribute to intrapreneurs’ mindset. Furthermore, the study has pinpointed psychological safety and
work engagement as the critical cues that evoke employees’ entrepreneurial mindset. Value of results.
This research has valuable implications as it highlights the important role that entrepreneurial mindset
plays in promoting employees’ intrapreneurial behavior. More importantly, our results also implicate the
necessity of developing the concept of an “intrapreneurial mindset” within the realm of intrapreneurship
research. We also identify situational cues for entrepreneurial mindset in the organizational context,
adding a new perspective to the existing literature and managerial practices.
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Introduction

In modern society, in which the business environment has become more dynamic, and
technology is advancing rapidly, entrepreneurship, which leads to the creation of new opportunities
and businesses, can potentially contribute to the revitalization of the economy (Schramm, 2005).
In this context, cultivating an entrepreneurial mindset (EM) has been gaining increasing attention
recently, as it is thought to be an important instrument to facilitate entrepreneurial activities
(McGrath, MacMillan, 2000). However, scholars also identify EM as an encouraging factor not only
in the field of venture creation but also in contributing to employee wellbeing and organizational
innovation behavior (Bekki et al., 2018; Kuratko et al.,, 2021; Rekha et al., 2015). In other words, EM
does not merely encourage its holders to initiate their own businesses but also helps them acquire
the necessary skills that would enable them to identify and pursue new opportunities (Hartley et al.,
2013; Auken van, 2013).

The imperative to identify and capitalize on novel opportunities has emerged as an intrinsic
requirement for organizations, irrespective of their scale or international standing (Garcia-Morales et
al,, 2006; Hartley et al., 2013). This inherent need for survival in a competitive operating environment
facilitates the urgent need to promote an entrepreneurial spirit for organizational innovation
(Alpkan et al,, 2010). In this regard, the research on corporate entrepreneurship and employee
intrapreneurship aims to respond to this increasing demand for organizational sustainability
(Carrier, 1994; Garvin, Levesque, 2006; Stopford, Baden-Fuller, 1994). Hence, except for its role in
contributing to business creation, cultivating EM as a way to facilitate entrepreneurial activities
evolves another function to support organizational innovation through equipping employees with
the ability to behave “entrepreneurially” in the workplace (Seshadri, Tripathy, 2006).

Prior researchers have examined the role of certain personality traits (the “Big Five”) and
employees’ affect (such as job anxiety or psychological safety) in facilitating intrapreneurial behavior
(IB) (Alam et al., 2020; Chouchane, St-Jean, 2023; Mahmoud et al., 2022). What’s more, research has
also examined the role of EM in cultivating entrepreneurs’ venture-creating behavior (Mukhtar et
al., 2021; Saptono et al., 2020). However, based on comprehensive knowledge available, the link
between EM and employees’ IB has been barely explored. To fill this research gap, this research aims
to explore how EM, as a traditional entrepreneurial construction, influences the IB.

In pursuit of the research aim above, this research established a research model where possible
situational cues such as psychological safety (PS), work engagement (WE), and certain traits of EM
(e.g., innovativeness, proactiveness, and risk-taking) were included to examine their role in facilitating
IB. The inherent philosophic aspect behind this analysis is also intended to address the increasing
challenge of balancing WE and IB arising with the competition pressure in the business environment.
The structure of our research is organized around the aim described above. First, this paper reviewed
the relevant literature for this topic and generated hypotheses in our research framework one by
one based on the previous research and theories. Second, we devised a questionnaire according to
the existing scales designed to measure the factors related to our research, such as WE, PS, EM, etc.
Subsequently, this research collected relevant data and used SPSS 26 to primarily process it and
Mplus (version 8) to conduct structural equation analysis. Moreover, we obtained our conclusion
based on the testing results of the hypotheses and the practical meaning of these testing results.
Last, this research addresses some of the practical realities facing managers or scholars who seek to
investigate the mechanism of activating EM and thus facilitating employees’ IB.
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Literature review and hypotheses development

Psychological safety, work engagement, and entrepreneurial mindset

PS refers to the mutual perception of employees regarding the level of safety and comfort in
taking interpersonal risks in the workplace (Edmondson et al., 2007). Research on the antecedents of
PS has examined supportive organizational practices, supportive leadership behaviors, relationship
networks, team, and individual or team differences as usual antecedents of psychological safety
characteristics (Bienefeld, Grote, 2014; Carmeli etal., 2009; Carmeli etal., 2010; Carmeli, Gittell, 2009;
Carmeli, Zisu, 2009; Chen, Tjosvold, 2012; Halbesleben, Rathert, 2008; Liu et al., 2014; Nembhard,
Edmondson, 2006; Singh et al., 2013). Besides, researchers also cogitate that PS is principally a
mediating factor between the above-mentioned antecedents and workplace outcomes, such as
knowledge sharing behavior, learning behavior, employee attitudes, and performance (Bstieler,
Hemmert, 2010; Liu et al., 2014; Mu, Gnyawali, 2003; Xu, Yang, 2010; Zhang et al., 2010).

Arguably, PS is likely to enable WE. First, prior research has examined employee attitudes as
a result of PS. Those employee attitudes include organizational commitment and positive working
attitudes (Chen et al., 2014; Ruiz Ulloa, Adams, 2004). Specifically, research has verified the role of
PS in predicting engagement in quality improvement work (Nembhard, Edmondson, 2006). Second,
by reclaiming the social exchange theory employed by prior scholars in their conceptual part to
justify how PS can influence employees’ attitudes, we may present further evidence for our argument
(Chen et al,, 2014; De Clercq, Rius, 2007). Employees who are experiencing high levels of perceived
PS appear to experience a great sense of freedom at work, as well as support and respect from
their organizations (De Clercq, Rius, 2007). According to the reciprocity norm of social exchange
theory, an organizational relationship should be the outcome of a cost-benefit analysis: if the costs
of the relationship are higher than the benefits and are not reciprocated, the relationship may be
terminated or abandoned, or vice versa (Cook, Emerson, 1978). Similarly, in this regard, employees
with high levels of PS may repay the “support” and “respect” by increasing their WE.

Hypothesis 1: Psychological safety positively contributes to work engagement.

An EM includes an individual’s willingness to blend risk-taking, creativity, and innovation with
the intention of creating value, as well as their ability to plan and manage projects in order to achieve
objectives (Bosman, Fernhaber, 2018). Since thisresearch adopts the College Entrepreneurial Mindset
Scale, which measures EM through innovativeness, need for achievement, risk-taking, autonomy, and
proactiveness, particular emphasis is placed on understanding how working circumstances impact
these five “entrepreneurial” traits (Jung, Lee, 2020).

With the aim of exploring the role of EM in facilitating IB, this research also proposes
contributing roles of PS and WE to the application of EM in the workplace. This proposition may
theoretically receive support from “trait activation theory” (Tett, Guterman, 2000), which holds that
the expression of certain personality traits is influenced by situational cues or triggers. Based on
the “trait activation theory,” PS and WE may play a role in providing the situational cues for the
expression of the above-mentioned entrepreneurial traits. In this respect, this research corresponds
to the proposal from A. Newman with colleagues, who propose an agenda to incorporate prominent
person-situation theoretical perspectives, such as traitactivation theory, to further our understanding
of the relationships among PS and work outcomes (Newman et al., 2017). Specifically, they concluded
that a climate of PS would amplify the positive effects of an individual’s personality traits, such as
extraversion and proactiveness. Empirically, this conclusion could be supported by some research
results, showing that conscientiousness predicted performance only in the simultaneous presence
of high levels of work effort and a positive psychological climate (Byrne et al., 2005).
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Existing research on the outcomes of PS and WE also give this proposition certain empirical
evidence. In terms of PS, research has found that PS play a constructive role in facilitating EM, such as
organizational innovativeness, achievement motivation, risk-taking, and proactiveness (Baer, Frese,
2003; Blynova et al,, 2020; Bradley et al., 2012; Edmondson, 2003; 200; Gong et al., 2012; Moore,
Wang, 2017). Similar research on the outcomes of WE also support our hypothesis that an engaged
employee is more likely to display EM, e.g., innovative behavior and proactive behavior (Park et al.,
2013; Montani etal., 2020; Sonnentag, 2003). In short, PS and WE may serve as triggers to encourage
the expression of certain entrepreneurial traits. Henceforth, hypotheses are generated as follows:

Hypothesis 2: Psychological safety positively contributes to entrepreneurial mindset.

Hypothesis 3: Work engagement positively contributes to entrepreneurial mindset.

Entrepreneurial mindset and intrapreneurial behavior

The concept of intrapreneurship has its roots in entrepreneurship, which is traditionally
associated with starting and managing new ventures. However, intrapreneurship focuses on
employees within established organizations who exhibit entrepreneurial behaviors. Specifically,
intrapreneurship refers to the spontaneous intentions and actions that deviate from the traditional
business practices within established organizations (Antoncic, Hisrich, 2003). Scholars have posited
that IB has been recognized as having a profound influence on two key areas, namely new venture
creation and strategic renewal, as evidenced by notable studies such as those were conducted
(Pearce et al., 1997; Gawke et al., 2019). The creation of new ventures typically takes the form of
innovative products or services or the establishment of new semi-autonomous organizational units,
both internally and externally, as highlighted in the research conducted by V. K. Narayanan with
colleagues, while strategic renewal refers to the revitalization of a firm’s operations by changing
the scope of its business or market moves (Narayanan et al.,, 2009; Zahra, 1993; 1996). Besides,
strategic renewal, together with corporate venturing and innovation, is considered one of the
important components of corporate entrepreneurship (Covin, Miles, 1999; Guth, Ginsberg, 1990;
Sharma, Chrisman, 1999; Zahra, 1996). Even though researchers occasionally utilize corporate
entrepreneurship and intrapreneurship interchangeably due to the terminological confusion in
intrapreneurship research (Blanka, 2019), recently researchers have tended to perceive corporate
entrepreneurship as “top-down” behavior and intrapreneurship as “bottom-up” behavior (Amo,
Kolvereid, 2005; Rigtering, Weitzel, 2013; Sinha, Srivastava, 2013). In other words, intrapreneurship
is more likely to be initiated by employees who possess the abilities of opportunity recognition and
innovation (Camelo-Ordaz et al., 2012).

This research hypothesizes that EM may facilitate employees’ IB, which is defined as
entrepreneurial behavior occurring in the organizational context. The “traits activation theory”
(Tett, Guterman, 2000) implies that situational cues may activate certain entrepreneurial traits,
which serve as a predisposition or tendency to behave entrepreneurially in the workplace. In other
words, these situational cues, together with the entrepreneurial traits being activated by them, may
prepare employees with the intention to behave entrepreneurial in their careers. In this case, “the
theory of planned behavior” could further justify this hypothesis. The theory of planned behavior
postulates that the likelihood of an individual engaging in intrapreneurial behavior is correlated
with the strength of his or her behavior intention (Ajzen, 1991). Other scholars further claim that
intentions are the single best predictor of most behaviors, including entrepreneurial behavior
(Heuer, Kolvereid, 2014; Shepherd, Krueger, 2002). The robustness of entrepreneurial intention in
predicting entrepreneurial actions has been confirmed (Kautonen et al., 2015). Besides, longitudinal
follow-up research conducted by S. Joensuu-Salo with colleagues also verified the value of intention
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in predicting entrepreneurial behavior in the long term (Joensuu-Salo et al.,, 2020). Thus, we may
have the following hypothesis:
Hypothesis 4: Entrepreneurial mindset positively contributes to intrapreneurial behavior.

The mediating role of entrepreneurial mindset

With the establishment of hypothesis 4, together with the formulation of hypotheses 2 and 3,
current study further proposes the mediating role of EM in the relationship between PS and IB, WE
and IB. A mediation model seeks to explain the mechanism that underlies an observed relationship
between an independent variable (in this research respectively, PS and WE) and a dependent variable
(in this research, IB). Therefore, it can be implied that PS and WE indirectly influence IB through EM.
When employees feel psychologically safe and engaged in their work, their EM is more likely to be
activated, which, in turn, leads to increased IB. This is because an EM contains the willingness to be
innovative, proactive, and risk-taking, which are critical components of IB (Kuratko et al.,, 2021).

Recent studies have extended the application of PS to the development of an EM among
employees. For instance, it was found that psychologically safe environments foster risk-taking and
proactive behavior, key components of an EM (Brown, Leigh, 1996; Elsayed et al., 2023; Kim, 2021).
This is further supported by A. Newman, who demonstrated a strong correlation between PS and the
cultivation of innovative thinking and creativity, a cornerstone of the EM (Gu et al,, 2013; Newman
et al, 2018; Yang et al., 2021). Transitioning from mindset to behavior, researchers have explored
how an EM encourages IB within organizations by introducing the moderating factors such as the
demographic variables (Wenjun, Panikarova, 2023). Several studies in the fields of organizational
behavior and human resource management support the hypothesis that WE contributes to fostering
IB among employees. For instance, a study by Y. K. Park wjth colleagues found a positive relationship
between employees sustained high levels of WE and the subsequent development of an EM (Park
et al, 2013). The research demonstrated that engaged employees tended to exhibit a proactive
and innovative approach to their work, ultimately leading to a higher likelihood of engaging in
intrapreneurial activities within the organizational context. This empirical evidence suggests that
WE serves as a precursor to the cultivation of an EM, which, in turn, positively influences IB among
employees (Figure 1).

Work
Engagement

Psychological
Safety

Entrepreneurial
Mindset

Intrapreneurial
Behavior

Figure 1. Proposed path analysis model for the formulation mechanism of intrapreneurial behavior

Hypothesis 5: Psychological safety has a positive indirect effect on employee’s intrapreneurial
behavior, through employee’s entrepreneurial mindset.

Hypothesis 6: Work engagement has a positive indirect effect on employee’s intrapreneurial
behavior, through employee’s entrepreneurial mindset.

Hypothesis 7: Psychological safety has a positive serial indirect effect on employee’s intrapreneurial
behavior, through employee’s work engagement and entrepreneurial mindset.
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Methodology

Sampling strategy

A web-based questionnaire, authorized by departmental administrators working in SMEs in
China, was disseminated to employees’ individual work accounts, wherein they completed and
submitted the questionnaire for the purpose of our research inquiry. We first sent out invitations
to 30 department administrators through familiar channels, and 23 of them expressed their
willingness to assist us in collecting the data. A total of 278 responses were gathered, but 17 were
deemed invalid as they did not accurately answer the quality-control queries. After excluding these
inadequate samples, 261 valid responses remained for subsequent analysis. Table 1 elucidates the
demographic characteristics of the participants in the current investigation.

Table 1. Descriptive statistics for demographic variables

Variables Frequency Percent

Gender
Male 46 17.6
Female 215 82.4
Age
18-30 235 90
31-40 25 9.6
41-50 1 4
Education
Junior college or university 193 73.9
Master’s or doctor’s degree 68 26.1
Income
Below 4000 RMB (below 564.58 USD) 102 39.1
4000-8000 RMB (564.58-1129.16 USD) 109 41.8
8000-12000 RMB (1129.16-1693.74 USD) 32 12.3
12000 RMB and above (1693.74 USD and above) 18 6.9

Measurement

Psychological safety

The current investigation has incorporated A. C. Edmondson’s seminal tripartite scale of PS
(Edmonson, 1999). The survey instrument comprises three items that probe the extent to which
“members of this organization are able to bring up problems and tough issues,” “it is safe to take a risk
in this organization,” and “it is easy to ask other members of this organization for help.” Notably, the
ensuing composite construct reality garnered a coefficient of .801, thus attesting to the construct’s

robustness as a reliable measurement tool for PS.
Entrepreneurial mindset

The assessment of the EM was conducted using the College Students’ Entrepreneurial Mindset
Scale, a tool that was recently formulated and verified by Jung and Lee (2020). This study employed
a seven-point Likert scale ranging from “1” (strongly disagree) to “7” (strongly agree) to measure
19 items, which were then categorized into five sub-factors: innovativeness (six items), need for
achievement (four items), risk-taking (three items), autonomy (three items), and proactiveness
(three items). According to their report, the Cronbach'’s a reliability coefficients for the sub-factors of
innovativeness, need for achievement, risk-taking, autonomy, and proactiveness were .88, .83, .88, .77,
and .80, respectively. Additionally, the reliability coefficient for the entire scale was reported to be .94.
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Work engagement

In the present study, we utilized the three-item version of the Utrecht Work Engagement Scale, to
assess WE, incorporating the three dimensions of vigor, dedication, and absorption, which are also present
in longer versions of the scale, such as the 17-item version (Schaufeli et al, 2002) and the nine-item
version, with the aim of minimizing the burden on survey respondents (Schaufeli et al., 2006). Through
analysis of five national samples, it was found that the three-item version exhibited a high correlation
with the nine-item version, accounting for 86-92% of its variance (Carmona-Halty et al.,, 2019).

Intrapreneurial behavior

[tems to measure IB were adopted from the Employee Intrapreneurship Scale developed by J. C.
Gawke with colleagues (Gawke etal., 2019). The original scale consisted of eight items, measuring two
dimensions: strategic renewal behavior and venture behavior. Cronbach’s a for these two variables
received .91 and .87 in their research, respectively, supporting its robustness as a measure of IB.

Results

Reliability and validity

This study used Mplus 8.0 to analyze the research model. The adequacy of each multi-item scale
in capturing its construction needs to be assessed for all constructs in this measurement scale. Thus,
this research checked internal consistency, convergent validity, and discriminant validity before
testing the hypotheses via our conceptual model (Anderson, Gerbing, 1988). First, according to the
results of confirmatory factor analysis, this research deleted items and compressed dimensions.
[tems on autonomy were deleted as the factor loading for this construct is significantly lower (.39)
than other constructs such as innovativeness, need for achievement, risk-taking, and proactiveness
(respectively, .900,.860, .839, and .914). It implies that autonomy might be a unique construct when
it comes to measuring an employee’s EM, which is worthwhile to discuss in the discussion part.
Considering the confirmatory factor analysis results, it was also deemed necessary to consolidate
the two dimensions associated with IB into a unidimensional construct. Additionally, two IB items
were eliminated due to their suboptimal factor loading values.

Table 2. The reliability and validity analysis of each measurable variable

Constructs Items Est. S.E. Est./S.E.  P-value SMC CR AVE
Intrapreneurial behavior IB1 .832 .022 37.767 .000 .692 935 707
IB2 .835 .022 38.124 .000 .697
IB3 .820 .023 35.675 .000 .672
1B4 .863 .019 45.332 .000 .745
IB5 .864 .019 46.199 .000 .746
IB6 .829 .022 37.565 .000 .687
Work engagement WEI1 .863 .026 33.509 .000 .745 872 .694
WE2 821 .028 29.384 .000 .674
WE3 815 .028 28.737 .000 .664
Psychological safety PS1 .700 .043 16.441 .000 490 .801 574
PS2 726 .042 17.424 .000 527
PS3 .840 .039 21.604 .000 706
Entrepreneurial mindset I .906 .025 36.611 .000 .821 931 772
NA .861 .028 31.294 .000 741
RT .836 .030 28.172 .000 .699
P 909 .029 31.602 .000 .826

Note: Est. — Estimate; S.E — Standard Error; SMC — Squared Multiple Correlation; CR — Construct Reliability; AVE — Average Variance
Extracted; I — Innovativeness; NA — Need of Achievement; RT — Risk Taking; P — Proactiveness. * — p < .05, ** — p < .01, *** — p < .001.
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Table 2 elucidates the outcomes pertaining to construct reliability within the purview of this
study after item deletion and dimension compression. Construct reliability is a measurement of
internal consistency in scale items. Generally, a reasonable threshold accepted by most of the scholars
is anywhere up to .60 (Fornell, Larcker, 1981). A stricter threshold was proposed by ]. F. Hair, who
argue that the accepted value for construct reliability is above .7 (Hair et al., 1984). According to this
table, the constructing values of all the constructs in this research are between .801 and .935, which
match the above-mentioned reasonable threshold suggested either by researchers (Fornell, Larcker,
1981; Hair et al,, 1984). Thus, the adjusted scale of this research has good internal consistency.

Table 3. Result of discriminatory validity analysis

Constructs CR AVE 1B PS WE EM
Intrapreneurial behavior 935 .707 .841
Psychological safety .801 574 576 .758
Work engagement .872 .694 .658 .610 .833
Entrepreneurial mindset 931 772 .809 .626 .809 .879

Note: CR — Construct Reliability; AVE — Average Variance Extracted. * — p <.05,** — p <.01, *** — p <.001. Square root of AVE in Italic.

Finally, the validity of this study was evaluated using the outcomes of convergent and discrimi-
nantvalidity analyses. The degree to which two measurements that should theoretically be connected
are really related is referred to as “convergent validity.” The average of the variance extracted is
the most common tool to measure convergent validity. According to table 2, the average of the
variance extracted of all the constructs in this research is between .574 and .772, which is above
.50 (the stricter standard) and matches the threshold suggested by C. Fornell and D. F. Larcker, and
R. P. Bagozzi and Y. Yi (Fornell, Larcker; 1981; Bagozzi, Yi, 1988). Discriminant validity tests whether
concepts or measurements that are not supposed to be related are actually unrelated. According to
the Fornell — Larcker criterion (Fornell, Larcker, 1981), discriminant validity is established if the
square root of the average variance retrieved by a construct is bigger than the correlation between
the construct and any other construct. Table 3, which contains the correlation between all constructs
in this research and the square root of the average variance retrieved, supports the discriminant
validity of this research tool. From the analysis above, it can be concluded that the research tool
adopted in this research has promising reliability and validity.

Model fit analysis

After the pretest model of reliability and validity, we move onto comprehending the structural
model’s fitness. Following the suggestions of R. P. Bagozzi and Y. Yi, and ]. F. Hair with colleagues,
this study summarized indicators to measure the fitness of the entire model in Table 3 (Bagozzi, Yi,
1988; Hair et al., 1984). The result revealed that x?=730.289, df = 316.000, y?/df = 2.311, CF1 =.917,
TLI = .908, RMSEA = .071, SRMR = .049. All the indicators meet the criteria mentioned in Table 4,
representing the acceptableness of the fit between the model and the observed data in this research.

Table 4. Model fit indicators

Index Criteria Research model
CH-SQR SMALLER IS BETTER 730.289
DF LARGER IS BETTER 316.000
CHI-SQR/DF 3> NORM CHI-SQR > 1 2.311
CFI >.90 917
TLI >.90 908
RMSEA <.08 .071
SRMR <.08 .049

Note: CH-SQR — Chi-square; DF — Degrees of freedom; CFI — Comparative fit index; TLI — Tucker — Lewis index; RMSEA — Root mean
square error of approximation; SRMR — Standardized root mean square residual.
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Hypotheses testing result

Structural model

The current study employed path analysis to examine the relationships between dependent
variables and independent variables, as delineated in Figure 2 and Table 5. This analysis focused
on four hypotheses. Hypotheses 1 and 2 pertained to the influence of PS on employees’ WE and
EM, respectively, as depicted in the structural model (Figure 2). Hypothesis 1 posited a positive
association between PS and WE. The analysis revealed a significant and positive path coefficient
(8=.609,SE =.052, p <.001) from PS to WE, thereby corroborating Hypothesis 1 (Figure 2, Table 5).
Hypothesis 2 similarly hypothesizes a positive impact of PS on the development of an EM. The data
substantiated this hypothesis, with a significant and positive path coefficient from PSto EM (f =.232,
SE =.068, p <.01), validating Hypothesis 2 (Figure 2, Table 5).

Hypothesis 3 explored the relationship between WE and EM, as represented in the structural
model (Figure 2). It predicted a positive correlation between these variables. The empirical evidence,
as demonstrated in Figure 2 and Table 5, indicated a significant and positive effect of WE on EM
(B =.668, SE =.058, p <.001), thus affirming Hypothesis 3. Hypothesis 4 focused on the link between
employees’ EM and IB (Figure 2). It anticipated a positive relationship between these constructs.
The results, as presented in Figure 5 and Table 5, showed a significant and positive influence of EM
on IB (B =.815,SE =.027, p <.001), thereby supporting Hypothesis 4.

Table 5 and Figure 2 also present the explanatory variances (R?) for each variable within the
overall model. The explanatory variance, often represented by R? is a statistical measure that ex-
plains the proportion of the variance in the dependent variable that is predictable from the indepen-
dent variables in a regression model. Specifically, the R? values for EM, WE, and IB were .689, .371,
and .664, respectively. These figures indicate that PS accounts for approximately 37.1% of the vari-
ance in WE (hypothesis 1), while PS and WE collectively explain about 68.9% of the variance in EM
(hypotheses 2 and 3). Furthermore, approximately 66.4% of the variance in IB is attributable to the
EM (hypothesis 4). These findings provide a comprehensive understanding of the dynamics between
these variables within the context of the study.

Work
Engagement

B,=.609%* R*=371 B,=.668"*

ntrepreneuria Mtrapreneuria
Mindset

R2=.689

B,=.815%*

Psychological
Safety

Behavior

R*=.664

Figure 2. The structural model of psychological safety, work engagement, entrepreneurial mindset, and intrapreneurial
behavior. Note: Significant at: * — p < .05, ** — p <.01, ** — p <.001

Table 5. Assessing structural model validity of baseline model

Independent variable Independent variable Est. S.E.  Est./S.E. p-value R’ Hypo
Entrepreneurial mindset Psychological safety 232 .068 3.430 .001 689 Support
Work engagement .668 058 11.490 .000 ' Support
Work engagement Psychological safety .609 .052 11.770 .000 371 Support
Intrapreneurial behavior Entrepreneurial mindset .815 .027 30.118 .000 .664  Support

Note: Est. — Estimate; S.E — Standard Error; Hypo — Hypothesis. * — p < .05, ** — p < .01, ** — p <.001.
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Mediating effect

This investigation extended its analysis to assess the validity of three indirect effects: (1) the
influence of an EM mediating the relationship between PS and IB (hypothesis 5); (2) the impact of EM
mediating the connection between WE and IB (hypothesis 6); and (3) the effects of two mediators, WE
and EM, mediating the relationship between PS and IB (hypothesis 7). Bias-corrected bootstrapping
was used to examine the indirect effect, with a 95% bias-corrected confidence interval for the
indirect effect based on 5,000 bootstrap samples (MacKinnon et al., 2004). An indirect association is
considered to be significant if the confidence interval does not include 0 (Howell et al., 2020).

Hypotheses 5 and 6 predicted the mediating effects of PS and WE on employee’s IB (Hypothesis
5: PS = EM - IB; Hypothesis 6: WE = EM — IB). This study found the influence of EM as a mediator
in the connection between PS and IB was significant (Table 7, f=.189, p <.05, 95%CI = [.040,.342]).
Thus, hypothesis 5 receives support. In relation to the first indirect effect, the study unearthed
that the influence of EM as a mediator in the association between WE and IB was also statistically
significant (Table 6, § =.544, p <.001, 95%CI = [.396,.677]). Thus, hypothesis 6 receives support.

Hypothesis 7 predicted the serial indirect effects of PS on employee’s IB (Hypothesis 7: PS - WE
— EM — IB). The current study discovered that the indirect impact of PS on IB in the serial mediation
model through two mediators, namely WE and EM, was statistically significant (Table 7, f=.331,
p < .001, 95%CI = [.234, .464]). Thus, hypothesis 7 receives support. The visual presentation of
standardized beta coefficients, standard errors, p-values, and standardized 95% confidence intervals
associated with the indirect effects of the hypothesized model can be observed in tables 6 and 7.

Table 6. The effects from work engagement to intrapreneurial behavior

Lower confidence interval Upper confidence interval
Total effect B SE  p-value (at 95%) (at 95%)
Total effect 544 071  .000 396 677
Total indirect effect 544 071 .000 396 677
Specific indirect effect (WESEM-IB) 544 .071 .000 .396 .677

Note: S.E — Standard Error; WE — Work Engagement; EM — Entrepreneurial Mindset; IB — Intrapreneurial Behavior. * — p < .05, ** —
p <.01,* —p<.001.

Table 7. The effects from psychological safety to intrapreneurial behavior

Lower confidence interval ~ Upper confidence interval

Total effect B S.E. p-value (at 95%) (at 95%)
Total effect 521 .060 .000 .394 .634
Total indirect effect 521 .060 .000 .394 .634
Specific indirect effect (PSSEM-IB) .189 .075 .012 .040 342
Specific indirect effect (PSSWE>EM-IB)  .331 .058 .000 234 464

Note: SE — Standard Error; PS — Psychological Safety; EM — Entrepreneurial Mindset; WE — Work Engagement; IB — Intrapreneurial
Behavior. * — p < .05, ** — p < .01, *** — p <.001.

Discussion

In the initial assessment of employees’ EM, particularly with regards to the five facets evaluated,
it was observed that the factor loadings for the “autonomy” items, as revealed by the confirmatory
factor analysis results, were remarkably lower than the established threshold. Given that factor
loadings represent the amount of variance explained by a particular variable on a specific factor, it
can be inferred that autonomy, which is traditionally deemed as a pivotal element of the EM, may
not fully capture the nuances of employees’ EM or intrapreneurial mindset. This observation aligns
with the findings of Douglas and Fitzsimmons (2013), who also reported that while attitude towards
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autonomy positively influences entrepreneurial intention, it exhibits insignificance in relation to the
formation of intrapreneurial intention. Consequently, this suggests that the conventional notion of
the EM may not apply uniformly to intrapreneurs, possibly due to cognitive distinctions between
entrepreneurs and intrapreneurs. Thus, there exists a compelling research opportunity to further
explore the unique cognitive characteristics associated with the “intrapreneurial mindset.”

A preeminent discovery from the present study is that specific attributes of the EM can be
activated through situational cues. Concretely, this research has pinpointed PS and WE as the critical
cues that evoke employees’ EM, which, in turn, fosters innovative and proactive behavior as well
as stimulates their propensity for risk-taking and need for achievement. This particular finding is
consistent with prior research that has demonstrated that engaged employees are more likely to
exhibitinnovative and creative behaviors (Agarwal etal., 2012; Spiegelaerede etal., 2014).Our study’s
discovery regarding the influential role of PS in fostering an EM is largely congruent with previous
fragmented research. Essentially, prior investigations have identified PS as a constructive element in
promoting an EM by facilitating organizational innovativeness, achievement motivation, risk-taking,
and proactiveness (Baer, Frese, 2003; Blynova et al., 2020; Bradley et al.,, 2012; Edmondson, 2003;
2004; Gongetal,, 2012; Moore, Wang, 2017). Nonetheless, our research undertook a comprehensive
examination of these fragmented variables by introducing a higher-level construct, namely, the EM.
This novel finding underscores the role of situational context in shaping employees’ IB and highlights
the potential for creating a supportive organizational environment that facilitates the development
and manifestation of an EM.

Itis pertinent to observe that in addition to its role as a facilitator of WE, PS has been discovered
to function as a catalytic agent or activator for the EM, ultimately fostering IB at the organizational
level. This finding highlights the significance of PS as a key determinant of employees’ intrapreneurial
inclination and underlines its potential as a lever for organizational transformation and adaptation
in the face of evolving market conditions. The present study’s discovery regarding the pivotal role
of PS provides a cogent response to prior research that posits PS as a predictor of WE in quality
improvement work (Basit, 2017; Lyu, 2016; Nembhard, Edmondson, 2006). Furthermore, research
by R. Kark and A. Carmeli also identified the salient role of PS as an activator for specific traits, such
as the sense of vitality and aliveness, which spur innovative work behavior (Kark, Carmeli, 2009).

This study presents a novel model that provides a basis for comprehending how corporate
objectives align with the promotion of WE, a longstanding human resource management objective,
and the contemporary demand for employees’ IB. Prior research has rationalized the tension between
measures to encourage employees’ WE and managerial initiatives to foster IB, which also necessitate
highly qualified or trained employees. Complementing prior research, our study confirms the positive
correlation between WE and IB elucidating a clear understanding of the interplay between WE and
IB (Pandey et al., 2021). Specifically, the relationship between WE and IB is mutually reinforcing,
whereby WE can boost IB and vice versa. However, it is noteworthy that specific mediators exist
in these two relationships. In this study, we identified certain traits related to EM that mediate the
path from WE to IB. For the second relationship, existing research has shown the mediating role of
psychological capital in the relationship between entrepreneurship and WE (Pandey et al,, 2021).

Implications

The findings of the current research carry substantial theoretical and practical implications for
the domains of corporate entrepreneurship and organizational behavior. Theoretically, this research
enriches the extant literature by introducing PS and WE as pivotal antecedents for fostering an EM
among employees. This development calls for an expansion and refinement of existing theoretical
frameworks in corporate entrepreneurship to accommodate these newly identified variables.
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Furthermore, the study contributes to the discourse on the EM by extending its application to the
internal labor market. It invites a re-examination of the conventional models that delineate the EM
within employee cohorts, particularly by challenging the traditional conflation of EM with autonomy
— a factor traditionally perceived as its core constituent.

From a practical standpoint, the study underscores the significance of situational cues, such as PS
and WE, in catalyzing the EM among employees. This activation is crucial, as it engenders a range of
behaviors conducive to innovation, proactive engagement, risk-taking, and heightened achievement
motivation. Consequently, management is advised to cultivate an organizational milieu that not only
promotes PS and WE but also actively encourages the manifestation of an EM. Such an environment
is instrumental in enhancing employees’ inclination towards IB. Moreover, the research highlights the
mediating role of specific traits associated with the EM in bridging WE and IB. This insight is invaluable
for managers in designing targeted interventions aimed at reinforcing these mediating traits to amplify
entrepreneurial behavior among employees. Organizations with entrepreneurial aspirations are thus
encouraged toimplementtwo-fold strategies: firstly, toidentify and select potential candidates exhibiting
these entrepreneurial traits, and secondly, to adopt intervening measures that stimulate the EM post-
selection. For instance, corroborating our hypothesized model, fostering a supportive organizational
environment that prioritizes PS and, subsequently, WE, emerges as crucial for organizations aiming to
nurture an entrepreneurial culture. This approach is expected to facilitate the emergence of EM and, by
extension, intrapreneurial initiatives within the workforce.

Limitations and directions for future research

Notwithstanding the theoretical and pragmatic advancements of this inquiry, there remain
certain constraints that highlight the need for further investigation in future scholarly pursuits.
Firstly, as elucidated in the “Discussion” section, the conventional conceptualization of the EM may
not fully capture the intricacies of the “intrapreneurial mindset,” as evidenced by prior research
(Douglas, Fitzsimmons, 2013; Honig, 2001; Monsen et al, 2010; Parker, 2011). Despite some
scholarly endeavors to investigate these potential distinctions, the understanding of intrapreneurs’
cognitive processes remains fragmented and lacking in systematicity. Given that the EM pertains
to the cognitive orientation of entrepreneurs, the “intrapreneurial mindset” emerges as a novel
and pivotal area of inquiry for scholars seeking to delve deeper into the field of intrapreneurship.
Hence, future research should prioritize the development and elucidation of the construction of the
“intrapreneurial mindset.”

Secondly, the present study undertakes an investigation into the influence of situational cues,
specifically PS and WE, on employees’ propensity to exhibit their EM. Nevertheless, antecedent
research has identified additional factors that warrant consideration at the organizational, personal,
and socio-political levels. Atthe organizational level, for example, leadership styles and organizational
support are potentially worthwhile incorporating into an inquiry, as these may exert an impact on EM
and, in turn, IB. Additionally, individual personality traits such as openness and conscientiousness
could potentially account for variations in intrapreneurial conduct among employees (George, Zhou,
2001). Moreover, governmental institutional support could conceivably influence organizational
strategic renewal behavior, one of the core components of intrapreneurial behavior, through its effect
on corporate entrepreneurial orientation (Shu et al,, 2019). Additional scholarly investigation may
be warranted to discern other potential situational cues that may function as influential variables
in shaping the cognitive orientation and behavioral manifestations of the intrapreneurial mindset.

Lastly, this investigation utilizes the self-report technique to gauge the intrapreneurial conduct
and the manifestation of entrepreneurial mentality among employees. Despite its widespread
employment in the sphere of organizational innovation and performance research, this approach
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has faced scrutiny for harboring social desirability, response, and memory recall biases among
respondents during their answer submission. Future studies may also measure these variables
through supervisor rating, as this way of measurement is also popular to quantify employee
performance and employee creativity (Faraj et al.,, 2021; Wang et al,, 2021). As an alternative, the
measurement of creativity could be enhanced by integrating both subjective appraisals, such as those
by supervisors, and objective evaluations, such as invention disclosure reports, thereby enhancing
the research’s reliability and validity.

Conclusion

The primary aim of this scholarly investigation was to elucidate the role of the EM, a well-
established construct in entrepreneurship research, within an organizational setting. This research
further delved into examining the impact of PS and WE on IB, highlighting the intermediary function of
the EM in the nexus between PS, WE, and IB. Empirical analysis, employing hypothesis testing on the
gathered data, revealed that the EM substantially contributes to fostering employees’ IB. This aspect
is crucial, as IB is universally acknowledged as a pivotal determinant of organizational performance
and productivity, particularly within enterprises characterized by an entrepreneurial orientation.
Moreover, the current study discovered that while autonomy is typically considered a cornerstone
of the entrepreneurial mindset, it does not appear to significantly influence the intrapreneurial
mindset, as evidenced by the results of confirmatory factor analysis. Additionally, the mediation
analysis identified PS and WE as vital precursors that activate the EM in employees, subsequently
catalyzing their intrapreneurial endeavors. This nuanced understanding of the intricate interplay
between these variables provides a richer comprehension of how IB can be effectively cultivated
in organizational contexts, offering valuable insights for both theoretical exploration and practical
application in the field of organizational behavior and entrepreneurship.
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AnnoTtanus. []env. 9T MccIef0BaHMe HATIPAB/ICHO HA M3YY€HIIe TOT0, KAK IIPeAIIPMHIMATENbCKOE MBIIITIEHNE
IIpeficKas3bIBaeT BHYTPUNMPMEHHOE IpefIpUHIMMATeIbCKOe IIOBEleHNe COTPYRHUKOB. Kpome Toro, mbl
TAKKe U3YUWIV POJIb CUTYATUBHBIX (PaKTOPOB, TAKMX KAK IICHXOIOTMYeCKast 6€30IaCHOCTD 1 BOBIEYEHHOCTb
B paboTy, B CTUMY/INPOBAHNY IPEAIPUHIMATEIbCKOTO MBIIIIEHNs B OpraHusanum. Memodonoeus. B niccre-
InoBaHuM ucnonb3osanach «lllkama mpefnpuHNMATEIbCKOIO MBbIIIICHVA» (College Entrepreneurial Mindset
Scale), xoTOpas olepalMOHANIN3UPYeT IpeNIPUHNMATeIbCKOe MBIIIIEHIe, BKII0Yaolee AT M3MepeHNIl:
MHHOBALMOHHOCTb, MOTPEOHOCTD B JOCTVDKEHMM, HPUHSTIE PUCKA, ABTOHOMMUS M MPOAKTUBHOCTD.
Bxroyass BOB/IEYE€HHOCTb B pabOTy M IPENIPUHMMATEIbCKOE MBIIIIEHNE B KadyeCTBE OMOCPENYIOMINX
IIepeMeHHBIX, OblIa CO3[jaHa TUIIOTeTIYeCKas MOAE/b LA CBA3U 3TUX IIEPEMEHHBIX C BHYTPU(UPMEHHBIM
MIpeATIPUHNMATENIbCKIM IIOBEfieHNeM COTPYHIKOB. VIHTepHeT-aHKeTa, yTBep)KAEHHAs aIMMHICTPAaTOpaMMI
OT/JE/IOB KUTANCKNX IPeNpUsATHil CpegHero OmsHeca, ObUIA pPACHpPOCTPaHEHA IO WHAVMBIUYaIbHBIM
pabounM aKKayHTaM COTPYAHMKOB. Beero 6p110 cobpano 278 3am0/IHEHHBIX AaHKET, 13 HuX 261 aHKeTa Oblia
IIpU3HAHa TOIHOI A/Ist mocrenykoeit 06paborku. CobpaHHbIe faHHBIE ObUIN IPOAHATN3NPOBAHDI C MCIIONb-
30BaHMeM CTATUCTIYeCKNX makeToB SPSS 1 Mplus. Bputn mpoTecTypoBaHbl BBIABUHYThIE TUIIOTE3bI, @ TAKXKe
ObUIa IMpOBepeHa TUIIOTETHYECKas MOJAEIb C IIOMOIIBI0 MOJEINPOBAHMS CTPYKTYPHBIMM YPaBHEHISIMIL
Pesynomamui. Pe3ynbraTbl 9TOrO MCCIENOBAaHNMA IOKA3bIBAIOT, YTO IPENIPUHUMATEIbCKOE MBbIIUICHE
UrpaeT 3HAYNTEIBbHYIO POJb B COHENCTBUM BHYTPUGUPMEHHOMY IpPeIIPMHMUMATEIbCKOMY IOBEIEeHIIO
COTPY[HMKOB, KOTOPOE LIMPOKO CYUTACTCHA KPUTHUIECKUM HaKTOPOM OpraHU3alMOHHON 3G GeKTUBHOCTI U
IIpOM3BOAUTENbHOCTHI. KpoMe TOT0, 3TO MCC/IefoBaHIe II0Ka3aIo0, YTO aBTOHOMIA KaK CyIIeCTBEHHBII aCIIEKT
[IPeANPUHIMATETBCKOTO MBIIIUIEHIISI He CIIOCOOCTBYeT BHY TPU(UPMEHHOMY IIpefIPUHIMATeNbCTBY. Kpome
TOTO, UCC/IEFOBAHNE BBISIBU/IO, YTO IICHXOIOTMYIeCKasi 6€30I1aCHOCTD ¥ BOBJIEYEHHOCTD B pabOTY, BHICTYIIAIOT
KaK KpuTudeckue GakTOpbl IPeANPIHIMATEIbCKOIO MBIIIIEHNA COTPYAHUKOB. LlenHocmb pe3ynvmamos.
STO UCCIefoBaHNe UMeET IeHHbIe MOCTENCTBIA, IOCKONIbKY OHO MOAYEPKMBAET BAXKHYIO PO/Ib, KOTOPYIO
IIpefIIpUHIMATeIbCKOe MbIIUICHUE UTPaeT B COHENCTBUY BHYTPUGUPMEHHOMY NPeAIpUHIMATEIbCKOMY
HOBEIEHNUIO COTPYAHMKOB. YT0 e1ré 60/1ee BaXXHO, HAIIN PE3y/IbTAThI TAKXKE ITOfPAa3yMeBai0T HeOOXOAUMOCTb
PaspaboTKy KOHIEINY «BHY TP(UPMEHHOTO IPEAIIPIHIMATENIBCKOIO MBILIIEHNSI» B Cepe NCCIefOBAHNUII
BHYTPU(UPMEHHOTO [IPEAIIPYHIMATENIBCKOTO OBeeH 1. MBI TaK)Ke 0OHAPYXKW/IN CUTYaTHBHBIE IPU3HAKY
MIPEeNTIPYHNMATEIbCKOTO MBILIIICHNA B OPTaHM3AIIOHHOM KOHTEKCTE, OTKPbIBAas HOBYIO IIEPCIIEKTVBY B
CYIIECTBYIOIEN MUTEepPaType U yIPaBIeHYeCKON ITPaKTHKe.

KimroueBble cmoBa: IpefIIpMHUMATENbCKOE MBbILIIEHNe, BHYTPUPVMPMEHHOE MpeAlpUHMMATEIbCKOe
HOBeJeHIe, IICUXO/IOrnYecKast 6e30MacHOCTb, BOBIEYEHHOCTD B pabOTY, OpraHN3alMoOHHast 3 PEeKTUBHOCTD,
BHYTpUQUPMEHHOE IPeANPUHIMATEIbCKOE MBIIITICHNE.

1 Cratbsa ony6nukosana npu noggepxke I[Iporpammer HMY BIID «YHuBepcuTeTckoe HapTHEPCTBOY.
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Abstract. Purpose. The era of Globalization demands business competition. Companies need to adapt
and require competent human resources who are able to go the extra mile by having organizational
citizenship behavior. Organizational citizenship behavior is proven to provide great benefits for the
company’s business continuity. This study aims to determine the effect of compensation, servant
leadership, psychological capital, and job satisfaction on organizational citizenship behavior and the
mediation of job satisfaction. Methodology. Quantitative data analysis was conducted using the PLS-SEM
method of SmartPLS 4 software with a population of 103 retail employees in East Java Indonesia collected
through online questionnaires. Findings. The findings of this study indicate that job satisfaction and
psychological capital are the biggest predictors that contribute to organizational citizenship behavior
behavior. While compensation and servant leadership directly do not contribute to and influence
organizational citizenship behavior behavior. Job satisfaction was found to be a mediation between
servant leadership and organizational citizenship behavior, and a mediation between psychological
capital and organizational citizenship behavior. Implications for practice. These findings provide practical
implications for companies under the need to pay attention to job satisfaction and psychological capital
in individual employees because it has an impact on their organizational citizenship behavior, and also
need to apply servant leadership in leadership in the company. Value of the results. This study provides
interesting results that the level of compensation received by employees does not have an impact on
organizational citizenship behavior, and this is relevant to D. W. Organ’s theory that organizational
citizenship behavior is voluntary, discretionary behavior and is not formally recognized and there is no
compensation.
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Introduction

The era of globalization and competition in the business world makes companies and
organizations must have competent human resources and have a competitive advantage. Challenging
conditionsrequire companies to have humanresources or employees who can work extra. A successful
organization needs employees who can do work beyond the expectations of the organization itself
delivering a performance that exceeds expectations, and the behavior of employees performing
certain tasks go beyond their obligations (Mahayasa et al., 2018; McShane, Glinow, 2015; Ristiana,
2014; Sedarmayanti, Kuswanto, 2013. Employees not only need to complete their respective jobs
according to their job descriptions, but employees must have organizational citizenship behavior
(OCB). OCB is a behavior that exceeds formal obligations (extra role) that is not related to direct
compensation (Ristiana, 2014).

OCB is one of the important factors that can contribute to the survival of the organization
and is important for the success of the organization (Manenzhe, Ngirande, 2021; Winarto, Purba,
2018). OCB has an impact and benefits the organization or company, OCB increases the productivity
of colleagues and managers, and OCB is positively related to various measures of organizational
effectiveness, e.g., productivity, efficiency, and profitability (Kusumajati, 2014; Podsakoff et al,,
2009; Zayas-Ortiz et al., 2015). OCB impacts organizational performance and success and enable
organizations to adapt more effectively to environmental change (Podsakoff et al., 2000). High OCB
has a competitive advantage and is highly productive for individual and organizational performance
(Manenzhe, Ngirande, 2021; Morales-Sanchez, Pasamar, 2020; Salas-Vallina et al., 2017).

Compensation is one of the main reasons and motivations why employees work and why most
people look for work (Kawiana, 2020; Sinambela, 2016) . Previous empirical studies that stated
compensation to be one of the variables that affect organizational citizenship behavior such as
(Ardiaansyah et al, 2020; Manenzhe, Ngirande, 2021). Compensation is especially important
for employees because the amount of compensation mimics the size and value of their work
and affects the level of organizational citizenship behavior (Boardman et al., 2017; Manenzhe,
Ngirande, 2021). Previous em-pirical findings show that compensation has a significant effect on
organizational citizenship behavior (Ahmed, 2016; Ardiansyah et al.,, 2020; Manenzhe, Ngirande,
2021). Contradictions of empirical find-ings state that compensation does not affect organizational
citizenship behavior (Kurniawan et al,, 2016; Pohan et al,, 2021; Utami et al., 2022).

Servant leadership is also a factor that affects organizational citizenship behavior. Servant
leadership improves OCB in the work environment (Abu Bakar, McCann, 2016). Leadership serves
beneficial to the organization and awakens subordinates to behave in extra roles (Hu, Liden, 2011).
Servant leadership makes subordinates go beyond their job roles to exhibit OCB behavior (Ehrhart,
2004; Reed, 2015; Walumbwa et al., 2020). The previous findings indicate the important role of
serving leadership in improving employee OCB behavior. Servant leadership has a significant effect
on employee organizational citizenship behavior (Elche et al., 2020; Kumari et al., 2022; Mathur,
Negi, 2014; Shafietal., 2020). The results of the study contradict the findings, that servant leadership
has no significant effect on organizational citizenship behavior (Prabowo, Setiawan, 2013; Pratiwi,
Nawangsari, 2021; Susanti 2021).

Psychological capital (PsyCap) is also known as a factor that affects organizational citizenship
behavior. PsyCap was found to be positively related to desired organizational citizenship behavior
and PsyCap enable positive work-related outcomes and positive organizational change that benefit
the organization, such as OCB (Luthans et al,, 2007; Luthans, 2011; Avey et al.,, 2011). Psychological
capital is a high-level human capital need because it helps in dealing with various organizational
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behavioral problems (Pradhan et al., 2016). Previous empirical findings showed the result that
PsyCap has a significant effect on organizational citizenship behavior (Gupta et al., 2017; Kim,
Yunheejin, 2018; Sepeng et al.,, 2020). Contradiction with the findings states that PsyCap has no
significant effect on organizational citizenship behavior (Puspita et al., 2021; Putri, 2016).

Based on the results of the study above, it was found that there was an inconsistency or
contradiction of research results that gave rise to a research gap between compensation to OCB,
servant leadership to OCB, and psychological capital to OCB. So, the researchers added job satisfaction
as a mediat-ing variable in this research. Job satisfaction has a relationship with compensation,
servant leadership, and psychological capital. It was found that compensation had a significant effect
on job satisfaction (Chang et al., 2015; Purnama, Igbal, 2020; Winda et al., 2017). Servant leadership
also has a significant effect on job satisfaction (Al-Asadi et al., 2019; Farrington, Lillah, 2019; Zhang
et al,, 2016). Psychological capital has a significant influence on job satisfaction (Abbas et al., 2014;
Jung, Yoon, 2015; Wirawan et al., 2020).

Job satisfaction is also one of the factors that affect organizational citizenship behavior. Job satis-
faction is a very important element because it proves to be of great benefit to individuals and compa-
nies (Azhar et al., 2020; Indrasari, 2017). Earlier empirical evidence such found that job satisfaction
results had a positive and significant effect on organizational citizenship behavior (Fitrianasari et al.,
2017; Mahardika, Wibawa, 2019; Nurjanah et al., 2020; Pio, Tampi, 2018). Therefore, job satisfaction
is used as a mediating variable (intervening) in the influence of compensation, servant leadership,
and psychological capital on organizational citizenship behavior.

Researchers conducted a preliminary study through interviews with the owners of several
Retail Businesses in East Java Indonesia regarding the retail businesses they manage and used
Pre-Questionnaires as additional data. Based on the results of the preliminary study, several
interesting things and phenomena were obtained related to human resources or employees who
work in some of these Retail. Phenomena encountered regarding organizational citizenship behavior
of Retail employees in East Java. The branch leader has made it a rule that each employee is directed
to help each other when his main work has been completed. But the reality on the ground, there are
still some employees who do not help other employees (low behavior of employee altruism) and
especially if they do not match the employee (low behavior courtesy of employees). Employees will
only help other employees when the employee is a close friend or close friend of the employee. So
the sense of helping employees without paying attention to their basic duties is still low unless asked
by their superiors. The employee’s behavior indicates low organizational citizenship and a lack of
voluntary behavior at work and in helping others.

Nominal compensation in the form of salaries given to employees has not been maximized and
has not met the Regional Minimum Wage standards applicable in the area, but only adjusted to the
ap-propriate nominal in the surrounding community but under the Regional Minimum Wage. Servant
leadership was obtained from the results of the Pre-Questionnaire process that some employees
were stating that the leader lacked service and help, the leader lacked listening and empathy and
some dimensions of servant leadership were still low from the perspective of employees. Likewise,
psychological capital still shows that some employees are low in self-efficacy, less optimistic, lacking
expectations, and lacking a sense of resilience when facing difficult times. Some employees stated
that they still did not feel job satisfaction. Job dissatisfaction is influenced by several factors and
indicators of job satisfaction, such as not being satisfied with the salary, not being satisfied with
promotions, not being satisfied with superior supervision, not being satisfied with colleagues, and
much more.

Based on the description above and the empirical findings of previous research contradictions
and the emergence of a research gap, researchers are interested in reconfirming previous findings
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related to compensation, servantleadership, psychological capital,and OCB as well as job satisfaction.
So, it needs to be reviewed and conducted research with the title “Job satisfaction mediating effect of
compensation, servant leadership, and psychological capital on organizational citizenship behavior:
study of retail employees in Indonesia”. This study aims to determine the partial effect of compensa-
tion, servant leadership, psychological capital, and job satisfaction on organizational citizenship
behavior and to determine the partial effect of compensation, servant leadership, and psychological
capital on organizational citizenship behavior through job satisfaction.

Literature review and hypotheses development

Organizational citizenship behavior

D. W. Organ defines organizational citizenship behavioras “individual behavior” that is discre-
tionary, not directly or explicitly recognized by formal reward systems, and that in the aggregate
promotes the effective functioning of organizations” (Luthans, 2011; Organ, 1988). Furthermore,
M. Pourkiani define organizational citizenship behavior as voluntary behavior, not a predetermined
task and not part of the official duties of the person, and is a behavior that is not valued directly or
through formal organizational structures that are not valued (Pourkiani et al.,, 2014). S. Robbins and
T. A. Judge explain that organizational citizenship behavior is discretionary behavior that is not part
of the em-ployee’s formal employment requirements, and that contributes to the psychological and
social envi-ronment in the workplace (Robbins, Judge, 2019).

OCB behavior is influenced by several factors according to P. M. Podsakoff including 1) task
char-acteristics, 2) job attitudes, 3) task variables, 4) different types of leader behavior, 5) job
satisfaction, 6) perceptions of fairness, and 7) organizational commitment positively related to civic
behavior (Podsakoff et al., 2000; Rianti, 2014). Other factors influencing OCB include compensation,
servant leadership mentioned PsyCap was found to be positively related to the desired OCB (Abu
Bakar, McCann, 2016; Avey et al.,, 2011; Luthans, 2011; Manenzhe, Ngirande, 2021). Job satisfaction
should be a major determinant of organizational citizenship behavior, people who are more satisfied
with their work are more likely to engage in civic behavior (Robbins, Judge, 2019). So, it was found
that compensation, servant leadership, psychological capital, and job satisfaction were factors that
influenced OCB.

Compensation

Compensation is defined as the total of all awards given to employees in exchange for the services
they provide to the organization (Sinambela, 2016). Compensation is something that employees
receive in place of their service contributions to the company (Kawiana, 2020). Compensation is all
in-come received in the form of money, direct goods, or indirectly as a sign of repayment for services
that employees have provided to the company (Hasibuan, 2016). Compensation is an award or reward
di-rectly or indirectly, financially or non-financially, that is fair and appropriate for employees, as a
re-ward or contribution (service) for the achievement of company goals (Boselie, Harten van, Veld,
2021; Ramadan etal., 2021).

Servant leadership

Servant leadership theory emerged when R. K. Greenleaf defined the role of leaders as servants
(Greenleaf, 1977). Servant leadership is a leader who goes beyond their interests and focuses on
op-portunities to help followers grow and develop (Robbins, Judge, 2019). Servant leadership is an
emerging leadership style in which leaders prioritize the interests of employees over their motives
as the most important concern for their existence (Kumari et al., 2022). A leader who serves views
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leadership not as a position or status, but as an opportunity to serve others, to develop their full
potential (Mathur, Negi, 2014). A servant leader places too much focus on the development and well-
being of the individual as well as on the community to which he or she belongs (Shafi et al., 2020).
The concept of servant leadership is increasingly seen as the ideal form of leadership that many
people and organizations aspire to (Spears, 2010).

Psychological capital

Psychological capital (PsyCap) is one of the theoretical constructs of positive psychology in
posi-tive organizational behavior (Gurbuz, Bozkurt Yildirim, 2019). Positive organizational behavior
brings positive psychology to the work environment (Gurbuz, Bozkurt Yildirim, 2019). F. Luthans
defines psychological capital as the positive psychological development of individuals characterized
by 1) having the confidence to take and make the necessary efforts to succeed in challenging tasks
(self-efficacy); 2) making positive attributions about present and future successes (optimism);
3) persevere towards the goal, and when necessary, redirect the path towards the goal to succeed
(hope); and (4) when plagued by problems and difficulties, survive and bounce back and even go
beyond (resiliency) to achieve success (Luthans, 2011).

Job satisfaction

S. Robbins and T. A. Judge have positive feelings about the work resulting from the evaluation
of its characteristics (Robbins, Judge, 2019). Job satisfaction is something individual. Satisfaction
is an evaluation that describes a person for the feeling of his attitude of being happy or unhappy,
satisfied or dissatisfied at work (Rivai, 2010). Job satisfaction is the result of employees’ perception
of how well their work provides things that are seen as important (Luthans, 2011). Furthermore,
researchers give the notion of job satisfaction describing the measure by which a person enjoys his
job (Kreitner, Kinicki, 2014). Job satisfaction is the result of employees’ perceptions of how well their
jobs provide things that are seen as important ( Luthans, 2011). It was defines job satisfaction as
how a worker can feel his job whether it is pleasant or unpleasant to do (Bangun, 2012).

Compensation and organizational citizenship behavior

Compensation can affect the civic behavior of employee organizations because it is a payment for
individual performance that can increase awareness and performance (Ahmed, 2016). Although this
OCB behavior is not considered formally and is not recognized in the reward system such as compen-
sation, with the provision of compensation that is deemed appropriate, it will be able to influence a
person’s OCB behavior. Empirical research has shown a positive relationship between compensation
and OCB. Findings showed the result that compensation has a positive and significant effect on
organi-zational citizenship behavior (Ardiansyah et al., 2020; Manenzhe, Ngirande, 2021; Suryaman,
Bayudhirgantara, 2020); Suryani etal., 2019; Fitrianasari etal.,, 2017; Mirsya et al., 2022; Nitawati 2020;
Suseno et al., 2021; Susilo, Muhardono, 2021). Based on this, the researcher proposed a hypothesis.

H1: Compensation has a significant effect on organizational citizenship behavior.

Servant leadership and organizational citizenship behavior

M. Vondey mentions that servant leadership and OCB have a very strong influence (Vondey,
2010). Servant leadership not only serves the organization as a workplace but also serves followers
(subordinates), followers will be influenced to serve orientations like leaders. F. Saleem with
colleagues conclude that subordinates who work with serving leaders develop passionate and
empathetic personalities and ultimately tend to help and care for others (Saleem et al., 2020). The
effect of implementing servant leadership will have an impact on employees’ desire to serve and help
other employees. There have been many previous empirical findings found that servant leadership
has a positive influence and has a significant effect on organizational citizenship behavior (Bavik
et al., 2017; Elche et al,, 2020; Fatril et al., 2022; Harahap, Dilla, 2020; Kumari et al., 2022; Mathur,
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Negi, 2014; Newman et al., 2017; Shafi et al.,, 2020). Based on the existing empirical findings, the
researcher proposed the following hypothesis:
H2: Servant leadership has a significant impact on organizational citizenship behavior.

Psychological capital and organizational citizenship behavior

Higher PsyCap makes employees engage in high extra-role behavior along with commitment to
their organization. Promoting PsyCap levels in improving employee attitudes and work behaviors
(Gurbuz, Bozkurt Yildirim, 2019). Furthermore, researchers link employees with higher and positive
PsyCap will direct extra role work behavior to employees (Gupta et al.,, 2017; Avey et al., 2011).
A high PsyCap will be able to cultivate and improve employees on high civic behavior as well. It
was found that PsyCap had a positive relationship with OCB. Previous studies obtained the result
that Psy-chological Capital has a positive influence and has a significant effect on organizational
citizenship behavior (Beal et al., 2013); Beikzad et al., 2017; Gupta et al., 2017; Kim, Yunheejin, 2018;
Lather, Kaur, 2015; Pradhan et al,, 2016; Sepeng et al., 2020; Theodora, Ratnaningsih, 2020). Based
on previously existing research, the researcher hypothesized the following hypothesis

H3: Psychological capital has a significant effect on organizational citizenship behavior.

Job satisfaction and organizational citizenship behavior

Job satisfaction is the main thing in determining organizational citizenship behavior, it is
men-tioned that job satisfaction correlates with OCB (Robbins, Judge, 2019). Individuals who are
more sat-isfied with their work will more easily engage in OCB behavior. Employees whose job
satisfaction is met will devote their ability to engage with the organization or company. Previous
findings showed that there was a positive and significant influence between job satisfaction on
organizational citizen-ship behavior (Nurjanah et al., 2020; Pio, Tampi, 2018; Darmawati, 2018;
Dewi, Suwandana, 2016; Fauziridwan et al., 2018; Fitri et al.,, 2021; Fitrianasari et al., 2017; Gunastri
et al., 2019; Mahardika, Wibawa, 2019; Mahmudi, Surjanti, 2020; Noor et al., 2018; Prameswari,
Suwandana, 2017; Wahyuni, Supartha, 2019; Winarto, Purba, 2018). Judging from the previous
empirical findings, the researcher proposed the following hypothesis.

H4: Job satisfaction has a significant effect on organizational citizenship behavior.

Compensation on organizational citizenship behavior through job satisfaction

Empirical findings found a positive and significant relationship between compensation and OCB
(Ahmed, 2016; Manenzhe, Ngirande, 2021). Compensation has become one of the indicators of job
satisfaction itself. Job satisfaction is one of the main determining factors for organizational citizenship
behavior (Robbins, Judge, 2019). Therefore, there is a relationship between compensation to OCB
and job satisfaction to OCB. Previous empirical findings found and proved that job satisfaction can
provide mediation between compensation and organizational citizenship behavior by (Angelina,
Subudi, 2014; Dillah, 2019; Utami et al., 2022). Based on empirical findings and the relationship
between variables, a hypothesis was formulated.

Hb5: Compensation has a significant effect on organizational citizenship behavior through job satisfaction.

Servant leadership on organizational citizenship behavior through job satisfaction

Servant leadership is one of the factors influencing OCB behavior. The empirical study of proven
that servant leadership has a positive and significant influence on employee OCB. Serving leadership
is indeed a factor that can improve OCB behavior in the workplace. Leaders’ perceptions differ when
their approach is more employee-oriented and subordinate-prioritizing, which inevitably drives
sub-ordinate OCB (Isabel et al., 2021). This means that when this serving leadership is implemented,
and the leader always cares and prioritizes his subordinates, then the employee’s level of empathy
leads to a higher level of OCB.
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Job satisfaction was also found to be a factor other than servant leadership that influences
organi-zational citizenship behavior (Pio, Tampi, 2018). Findings revealed that there is a positive and
signifi-cant influence between servant leadership on organizational citizenship behavior through job
satis-faction (Fatril et al., 2022; Setiawan, 2019; Wahyu et al., 2019). From these empirical findings,
a posi-tive relationship was found between servant leadership and OCB and a positive relationship
between job satisfaction with OCB. Based on the previous empiric, the research hypothesis was
formulated as follows.

H6: Servant leadership affects organizational citizenship behavior through job satisfaction.

Psychological capital on organizational citizenship behavior through job satisfaction

R. K. Pradhan with colleagues brought up the fact in their empirical study that employees who
have high PsyCap tend to have extra-role behavior (Pradhan et al., 2016). PsyCap is thought to foster
employee OCB. PsyCap has a positive relationship with OCB (Beal et al.,, 2013). I was affirm that
job satisfaction can be improved through the formation of leadership that serves by revolutionizing
interpersonal relationships in the workplace (Wahyu et al., 2019). There is a positive and significant
relationship between PsyCap and job satisfaction (Farrington, Lillah, 2019). Job satisfaction was
also found to be a factor other than PsyCap which was able to influence organizational citizenship
behavior (Nooretal, 2018). From these empirical findings, a positive relationship was found between
PsyCap and OCB and a positive relationship between job satisfaction and OCB. Based on the previous
empiric, the research hypothesis was formulated as follows:

H7: Psychological capital affects organizational citizenship behavior through job satisfaction.

Based on the literature review and hypothesis development, the following conceptual framework
for this study is shown in Figure 1.

Job Satisfaction
(JS)

Compensation
(COM)

-
-
-
-
-
-

Servant
Leadership (SL)

-
-
-
-
-
-
-
-
-
-
-

Organizational

Citizenship
Rehavinr (OC'R)

Psychological
Capital (PC)

Figure 1. The proposed model for research

Methodology

Research design and research sample

This research was conducted at several retail businesses and restaurant branches spread across
several areas of East Java Province Indonesia. The type of research used is explanatory research and
quantitative analysis. The population used in this study were several employees totaling 103 people
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from the Retail business and were used as research samples. Data collection using questionnaires
distributed online starts from December 30, 2022, to January 31, 2023. Data analysis technique
using Path Analysis with a structural equation model (SEM) partial least square (PLS) SEM-PLS
equation model with SmartPLS software (Hair et al., 2019) with two stages of the measurement
model, namely outer model and inner model.

Data analysis

The first evaluation in PLS-SEM is the Outer Model evaluation which includes: 1) convergent
validity: outer loading of 0.5-0.6 is considered sufficient and average extracted (AVE) value = 0,5
(Chin, 1998; Ghozali, Latan, 2015; Hair et al., 2019); 2) discriminant validity: Fornell — Larcker
value and HTMT (heterotrait-monotriat ratio of correlations) value < 0,9 (Hair et al., 2019), and 3)
composite reliability: Cronbach’s alpha and composite reliability value > 0,7 (Hair et al., 2019). The
second evaluation of PLS-SEM is the inner model which includes: 1) R-Square (R?) values of 0.75,
0.50, and 0.25 indicate strong, moderate, and weak models, respectively (Hair et al., 2011)SEM is
equivalent to carrying out covariance-based SEM (CB-SEM); and 2) goodness of fit (GoF): Q-square
value > 0 indicates that the model has predictive relevance.

Measurement scales

» o«

Data measurement uses a 5-point Likert scale (“1” = “Strongly disagree”, “2” = “Disagree”, “3” =
“Neutral”, “4” =“Agree” and “5” = “Strongly Agree”). This research uses indicators or dimensions of OCB
and has been used in many international studies include: 1) altruism, 2) courtesy, 3) sportsmanship,
4) civic virtue, and 5) conscientiousness (Abrahams, 2016; Organ, 1997). Compensation uses
measurement indicators include 1) salaries, 2) incentives, 3) insurance, 4) office facilities, and
5) benefits (Hasibuan, 2016).

Servantleadershipin this study uses aglobal scale of 14 items (Ehrhart, 2004). This measurement
scale was chosen because it has been widely used and validated in previous studies, namely (Bavik et
al., 2017; Elche et al., 2020; Jaramillo et al., 2009; Newman et al., 2017; Saleem et al., 2020; Shafi et al.,
2020). The seven dimensions of servant leadership are 1) forming relationships with subordinates,
2) empowering subordinates, 3) helping subordinates grow and succeed, 4) behaving ethically,
5) having conceptual skills, 6) putting subordinates first, and 7) creating value for those outside the
organization (Ehrhart, 2004).

PsyCap measurement in this study used the psychological capital questionnaire which was
developed by F. Luthans, the choice of PCQ was based because it has been widely used and proven
valid in previous international research such as (Avey etal., 2011; Gupta et al.,, 2017; Gurbuz, Bozkurt
Yildirim, 2019; Luthans et al.,, 2007; Norman et al., 2010; Pradhan et al.,, 2016; Shrestha, Jena,
2021)the growing interest in recent years on psychological capital (self-efficacy, hope, resilience,
and optimism. Psychological capital indicators used are the psychological capital questionnaire
developed by F. Luthans , the four indicators include 1) self-efficacy, 2) hope, 3) optimism, and
4) resiliency (Luthans et al., 2007). Last, job satisfaction indicators include 1) the work itself,
2) payment, 3) promotion opportunities, 4) supervision, and 5) co-workers (Luthans, 2011).

Results

Demographic information (characteristic respondents)

This research was conducted at the retail businesses and restaurants, with questionnaires
distributed to 120 employees, but the questionnaires did not return in their entirety from the
number of employees and could be processed by as many as 103 respondents. The characteristics of
respondents were categorized based on gender, last education, length of work, and age. Demographics
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of respondents from the gender category were dominated by 55 women (53.4%) and 48 men
(46.6%). The following are the detailed results of the characteristics of the respondents (Table 1).

Table 1. Demographic information

Demographic item Frequency (N =103) Percentage
Gender
Man 48 46,6%
Woman 55 53,4%
Education
High school or Vocational high school equivalent 99 96,1%
D1/D2/D3 1 1,0%
Other 3 2,9%
Length of work
< 2 years 38 36,9%
2-5 years 38 36,9%
5-10 years 23 22,3%
>10 years 4 3,9%
Age
< 25 years 61 59,2%
25-35 years 40 38,8%
36-45 years 2 1,9%
Marital status
Marry 47 45,6%
Unmarried 56 54,4%

Source: primary data processed (2023).

Outer model: validity and reliability

PLS-SEM has two stages of evaluation of the measurement model used, namely the measurement
model (outer model) and the structural model (inner model). The first evaluation carried out is the
evaluation of the outer model including convergent validity, discriminant validity, and composite
reliability. Convergent validity is evaluated by looking at the outer loading value > 0.5 and the AVE
value > 0.5. Based on the results of the initial outer loading, it was obtained that for the items OCB4,
0CBS6,]S2,]S3, and ]S4 the outer loading value was still < 0.5. Thus, the item must be eliminated from
the research model. Furthermore, after the PLS Algorithm was re-performed by removing the item,
it was obtained that the COM1 item had an outer loading value of 0.407 < 0.5 so it was eliminated
again from the model. After the elimination of COM1 items, the results of the entire outer loading
have been > 0.5, but the AVE values of the Compensation Construct (0.500) and OCB (0.460) do not
meet the AVE value standards > 0.5. Thus, the lowest outer loading (COM2, OCB2, and OCB3) was
eliminated from the model. The results of the final analysis obtained by outer loading have met the
standards > 0,5-0,6 (Chin, 1999), the results of the complete convergent validity are in Table 2.

Based on Table 1, it is processed that all items after iteration III are declared Valid because the
outer loading value has > 0.5. Furthermore, convergent validity is also measured and evaluated by
looking at the AVE value with an AVE value criterion of > 0.5. From Table 1, it is obtained that all
vars have an AVE value of > 0.5 and are declared valid. Thus, it is concluded that the variables OCB,
compensation, servant leadership, psychological capital, and job satisfaction are declared convergent
validity to be valid and meet the criteria.

The last outer model test, namely composite reliability, was evaluated using Cronbach’s
alpha value and the composite reliability value > 0.7. Based on Table 1, results were obtained that
Cronbach’s alpha and Composite reliability values of all variables had > 0.7 (Hair et al.,, 2019). Thus,
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it is concluded that all variable items OCB, compensation, servant leadership, psychological capital,
and job satisfaction are declared reliable. Therefore, the evaluation of the outer model carried out
has met the criteria and is declared valid and reliable.

Table 2. Convergent validity and composite reliability results

Variable Items  Outerloading AVE  Cronbachalpha Composite reliability

Organizational citizenship behavior (OCB) OCB1 .690 .523 .816 .867
OCBS5 .697
OCB7 .816
OCB8 .796
OCB9 673
OCB10 .651

Compensation (COM) COM3 .685 571 769 .840
COM4 .667
COM5 .834
COM6 .820

Servant leadership (SL) SL1 778 .616 .952 .957
SL2 .830
SL3 .684
SL4 782
SL5 .783
SL6 .763
SL7 .786
SL8 .788
SL9 .846
SL10 .886
SL11 .786
SL12 .809
SL13 721
SL14 722

Psyicologival capital (PC or PsyCap) PC1 725 .504 877 .901
PC2 742
PC3 714
PC4 742
PC5 .768
PC6 .700
PC7 .679
PC8 .639
PC9 .668

Job satisfaction (JS) JS1 .633 527 .814 .868
JS5 562
]S6 774
1S7 827
]S8 738
JS9 .785

Source: processed PLS output (2023).

Furthermore, in the evaluation of discriminant validity, this study used HTMT to evaluate
discriminant validity (Hair et al., 2019). From table 2, it is known that all correlation values between
constructs have an HTMT value of < 0.9. Thus, from the results of the HTMT, it is stated that all items
are valid. HTMT test results are shown in the following Table 3.
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Table 3. Values heterotrait-monotriate ratio of correlations

Variable Compensation ey OB "G Lesdersip
Compensation
Job satisfaction 470
Organizational citizenship behavior (OCB) 622 301
Psychological capital 512 452 .854
Servant leadership .599 432 .349 458

Source: processed PLS output (2023).

Inner model: goodness of fit

The second evaluation is the inner model, this evaluation includes R-Square (R?) and Goodness
of Fit (GoF). The R-square or called the coefficient of determination is used to see the magnitude of
the contribution of the free variable to the bound variable. From the PLS test conducted, the following
R-Square values were obtained (Table 4).

Table 4. Coefficient of determination (R?)

Variable R?
Job satisfaction 432
Organizational citizenship behavior 613

Source: processed PLS output (2023).

Based on Table 5, it is known that the R-Square value of the job satisfaction variable is 0.432 or
43.2%. These results showed that 43.2% of job satisfaction variables were influenced and explained
by compensation, servantleadership, and psychological capital variables, and 56.8% were influenced
by other variables outside the model research. R-Square 43.2% is weak.

The R-Square value of the OCB variable is 0.613 or 61.3%. These results explain that 61.3% of the
OCB variable is explained by the variables of compensation, servant, leadership and psychological
capital, and job satisfaction, and 38.7% is influenced by other variables outside the built model. The
R-Square of 61.1% is moderate because the R? value is 0.613 > 0.50 and < 0.75. Finally, from the
evaluation of the inner model, namely goodness of fit (GoF), GoF can be determined by analyzing the
predictive-relevance value (Q?). From the results of R-Square, the GoF research model is as follows:

¥=1-(1-R)(1-R)

Q*=1-(1-0.432)(1-0.613)

Q*=1-(0.568) (0.387)

Q?°=1-0.2198>> (@?=0.7802 = 78.02%

The calculation results obtained that the value of Q¢ is 78.02% and includes GoF Large. The
@Q? value obtained explains that the diversity of data built on the model has a predictive relevance of
78.02% and the remaining 21.98% is explained by variables outside the model and error rates. Thus,
this GoF interprets a well-formed model and can explain 7 8.02% of the variables studied.

Hypothesis testing

Next, testing the hypothesis formulated in the research framework is carried out. The hypothesis
test is carried out to see the influence of the proposed hypothesis with the criteria of a t-statistical
value of more than 1.96 and p-values < 0.05 then the hypothesis is accepted (Table 2).
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Table 5. Hypothesis results

Hypothesis Original sample ¢-statistics p-values Information

Direct effect

H1 Compensation -> Organizational citizenship behavior -.069 .897 .370 Rejected
H2 Servant leadership -> Organizational citizenship behavior -.124 1.125 .261 Rejected
H3 Psychological capital -> Organizational citizenship behavior .646 8.338 .000 Accepted
H4 Job satisfaction -> Organizational citizenship behavior .343 3.695 .000 Accepted
Indirect effects

H5 Compensation -> Job satisfaction -> Organizational citizenship behavior .043 1.103 270 Rejected

H6 Servant leadership -> Job Satisfaction -> Organizational citizenship
behavior

H?7 Psychological capital -> Job satisfaction -> Organizational
citizenship behavior

.145 2.343 .019 Accepted

.093 2.367 .018 Accepted

Source: processed PLS output (2023).

Discussion

The results of hypothesis testing showed that it was found that compensation had a negative
and insignificant effect on OCB. This means that the level of compensation will not affect the level
of individual OCB behavior. These findings support the results of research show that compensation
has no significant effect on OCB conducted (Kurniawan et al., 2016; Pohan et al., 2021; Susilowati et
al,, 2022; Utami et al.,, 2022). These findings are following the OCB theory expressed by D. W. Organ
a discretionary (free) individual behavior that is not recognized by the formal reward system, and
M. Pourkiani organizational commitment, job involvement and organizational citizenship behavior.
The study population included 1276 employees of the gas company in Khuzestan province, and 296
subjects were selected according to Cochran formula. To collect data, questionnaires of OCB Podsakoff
et al (1990with colleagues also mention OCB as voluntary behavior outside of individual duties
(Organ, 1998; Pourkiani et al., 2014). Thus, because it is voluntary and discretionary, compensation
is not a factor influencing OCB behavior. Employees with high OCB behavior do not expect rewards
or compensation from the company, since OCB comes from a voluntary desire to help and work
outside of the main job. OCB is optional or voluntary and that OCB does not have to be recognized by
the organization’s formal reward system (Luthans, 2011). The characteristics of OCB behavior are
carried out spontaneously and are not the basis for rewards (Susilowati et al., 2022).

Servantleadership has anegative and insignificantrelationship with OCB. These results interpret
that the good or bad of a serving leadership style has no influence on an individual’s OCB behavior.
This finding is supported by the results of research which revealed the results that servant leadership
did not have a significant effect on OCB (Handoko et al., 2021; Jaya, 2022; Prabowo, Setiawan, 2013;
Pratiwi, Nawangsari, 2021; Salsabila, Berliyanti, 2022; Satiti et al., 2019; Susanti, 2021). Previous
empirical findings show that servantleadership is nota determining factor in employee OCB behavior
in companies. If it is associated with Organ’s Theory that OCB is discretionary (free) behavior, this
finding is appropriate because OCB arises spontaneously from the individual without direction
from the leader. One of the indicators of OCB altruism (helpful behavior), will arise voluntarily even
though it is not the task of the individual, and OCB is also carried out spontaneously and unsolicited
(Susilowati et al., 2022). Servant leadership is a leader who goes beyond their interests and focuses
on opportunities to help followers grow and develop (Robbins, Judge, 2019).
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Psychological capital has a positive and significant effect on OCB. These findings interpret that
the height or increase in PsyCap will also improve the OCB behavior of employees and vice versa.
These findings corroborate the results of a study found that PsyCap was positively and significantly
associated with OCB (Beikzad et al., 2017; Gupta et al, 2017; Kim, Yunheejin, 2018; Lather, Kaur,
2015; Pradhan et al,, 2016; Sepeng et al., 2020the growing interest in recent years on psychological
capital (self-efficacy, hope, resilience, and optimism. PsyCap was found to be positively related to
OCB (Luthans2011; Avey et al,, 2011). These earlier empiricists have demonstrated the importance
of PsyCap to individuals and organizations. R. K. Pradhan the growing interest in recent years on
psychological capital (self-efficacy, hope, resilience, and optimismwith colleagues revealed in their
study that employees who have high PsyCap tend to have OCB behavior (Pradhan et al., 2016)the
growing interestin recent years on psychological capital (self-efficacy, hope, resilience, and optimism.
A. S. Lather and S. Kaur revealed that it is very important for organizations to invest in developing
psychological capital to truly utilize benefits both for employees and also for the organization (Lather,
Kaur, 2015). Individuals with higher PsyCap will direct extra role work behavior (Avey et al.,, 2011).
In this study, the PsyCap variable became the largest predictor on its contribution in influencing
OCB. Finally, a high PsyCap will have an impact on individual outcomes and boil down to increasing
one’s OCB behavior.

Job satisfaction has a positive and significant effect on OCB. This means that when employee Job
Satisfaction increases and feels satisfied, it will increase the employee’s OCB behavior at work. This
finding is supported by the results of some research which found that job satisfaction has a positive
and significant effect on OCB (Nurjanah etal., 2020; Pio, Tampi, 2018; Fauziridwan et al., 2018; Fitri et
al, 2021; Noor etal,, 2018; Wahyuni, Supartha, 2019). The empiricism shows that higher job satisfac-
tion will result in higher employee OCB behavior, and conversely, low job satisfaction makes OCB
be-havior low as well. Work satisfaction describes the measure by which a person enjoys his work
(Kreitner, Kinicki, 2014). Individuals who feel job satisfaction will show maximum performance and
high OCB behavior. The findings of this study are relevant to what was revealed, that “job satisfaction
is the main thing in determining organizational citizenship behavior”, it is stated that job satisfaction
correlates with OCB (Robbins, Judge, 2019). Individuals who are more satisfied with their work will
more easily engage in OCB behavior.

The result from hypothesis testing indirect effects was found that compensation had a positive
and insignificant effect on OCB through Job Satisfaction. From the results of direct influence testing,
it was also found that compensation had a negative and insignificant effect on OCB. This means
directly also that compensation is not a variable that shapes and impacts OCB behavior. This
finding is in contradiction with the results of the research which shows that Job Satisfaction can
provide mediation between the compensation variable and the OCB variable (Utami et al., 2022).
These findings also suggest that high or low compensation has no impact on OCB, even through
job satisfaction indirectly. These results show that job satisfaction does not become a mediation or
compensation to OCB. This finding was found to be a novelty because there have been no studies
similar to its empirical findings.

Servant leadership has a positive and significant effect on OCB through job satisfaction. These
findings suggest that good and bad servant leadership will contribute to improving employee job
satisfaction and ultimately influencing OCB behavior. These results reinforce the findings that
Servant Leadership has a positive and significant effect on OCB through job satisfaction (Setiawan,
2019; Wahyu et al., 2019). Direct effect results in the fact that servant leadership has a negative and
insignificant influence on OCB, and it is known that the indirect effect of servant leadership on OCB
is through job satisfaction. Therefore, these results intercede that job satisfaction becomes a full
mediation between and OCB. Supervision is an important source of job satisfaction, this is measured
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by the extent to which supervisors take a personal interest and care about employees (Luthans,
2011). Empirical evidence suggests the main reason employees leave the company is that superiors
don’t care about employees (Luthans, 2011). Servant leadership implemented by the leader makes
employee job satisfaction will be fulfilled if employees feel cared for and the relationship with
superiors is well maintained.

Psychological capital has a positive and significant effect on OCB through job satisfaction.
These results show that the high or low of PsyCap will have an impact on employee perceived job
satisfaction and will ultimately improve employee OCB behavior. Based on the results of direct
effects hypothesis testing, it was found that PsyCap had a positive and significant effect on OCB
and was the largest predictor in the contribution of influencing OCB in this study. These findings
imply that job satisfaction becomes partial mediation since PsyCap is, directly and indirectly, able to
affect OCB. This result is known as a novelty because previous empirics have not found the results
of exciting research. The emergence of Psycap theory has focused on advancing the discipline of
positive psychology (Pradhan et al,, 2016). Chews with high PsyCap are more satisfied with their
work, career, and life (Effendi et al., 2021). High PsyCap will increase job satisfaction, and ultimately
be able to contribute to an employee’s OCB behavior in the workplace.

Conclusions

The results showed that 1) compensation had a negative and insignificant contribution to OCB,
2) servant leadership had a negative and insignificant contribution to OCB, 3) psychological capital
had a positive and significant contribution to OCB, 4) job satisfaction had a positive and significant
contribution to OCB, 5) compensation had a positive and insignificant influence on OCB through
job satisfaction, 6) servant leadership has a positive and significant influence on OCB through job
satisfaction, 7) psychological capital has a positive and significant influence on OCB through job
satisfaction.

This finding implies two main factors that contribute greatly to organizational citizenship
behavior, namely job satisfaction and psychological capital. Individuals with fulfilled job satisfaction
will do extra work as feedback from the sense of satisfaction provided by the company, job satisfaction
is the main determinant of OCB behavior (Robbins, Judge, 2019). Likewise, individuals who have
high self-efficacy, hope, optimism, and resiliency (dimensions of PsyCap), will have more enthusiasm
and endurance at work and positive thoughts. Positive organizations bring positive psychology to
the work environment (Gurbuz, Bozkurt Yildirim, 2019).

Theoretical implications

This study provides interesting results and contributions to existing theories. First, this
study reveals that the level of compensation received by employees does not have an impact on
organizational citizenship behavior, and this is relevant to theory “that OCB is voluntary, discretionary
and not formally recognized behavior and there is no direct compensation” (Organ, 1998). Empirical
mention the characteristics of OCB behavior carried out spontaneously, and not the basis for reward
(Susilowati etal., 2022). Second, employees are more concerned about the job satisfaction felt during
work. When employees are satisfied, the organizational citizenship behavior will increase. This
finding is relevant to what is revealed (Robbins, Judge, 2019), that job satisfaction is the main thing
in determining organizational citizenship behavior, mentioned job satisfaction is correlated with
OCB. Third, psychological capital is very important in increasing OCB behavior owned by employees.
M. Seligman explored the existence of a fourth high-level need, PsyCap, which causes happiness
and well-being at work (Seligman, 2002). This PsyCap transcends economic, social, and human
capital (Luthans, 2011). Fourth, job satisfaction is a determinant predictor for servant leadership
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in increasing OCB behavior, employees must feel job satisfaction first and then feel the impact of
servant leadership. Fifth, we assume that this study is found as a novelty because empirically no
study has been found with the variables of compensation, servant leadership, and psychological
capital together influencing OCB.

Practical implications

These findings provide practical implications that:

1) companies need to pay attention to employee OCB behavior because of their great benefits
and impact on individuals and organizations;

2) companies should pay attention to the Compensation provided to employees and provide a
salary amount that is close to the applicable Regional Minimum Wage in order to meet the needs of
employees;

3) companies need to apply servant leadership in work activities because the good and bad
leadership style will affect employee productivity;

4) the company must maintain and improve the psychological capital owned by employees
because PsyCap is very important because it is related to self-confidence, expectations, optimism
and resilience of employees at work and is proven to be the biggest predictor in contributing to
influencing OCB;

5) companies are obliged to increase and shape the job satisfaction felt by employees, especially
on the indicators of payment and adapt to established standards and in particular can meet the
needs of employees.

This is where the role of the manager (leader) is in making HR policies to fulfill employee job
satisfaction, as well as maintaining employee psychological capital so that it always increases, most
importantly leaders must start applying servant leadership to their subordinates at work.

Limitations and future research

This research has some limitations. First, including the collection of primary data through
questionnaires alone, so researchers can then add other instruments such as in-depth interviews to
enrich primary data in data analysis. Second, researchers are further expected to use larger samples
and more objects. Third, other analysis software such as AMOS and LISREL with the CB-SEM method.
Finally, future research is expected to reconfirm these findings with different samples and objects, as
well as add other variables, because there are still many other variables and factors that affect OCB, for
example, employee engagement, organizational culture, emotional intelligence, retention, and others.
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AHHoTauma. llesb. Jnoxa rno6aausanuu TpebyeT OT KOMIAHUM KOHKYypeHLUM B OH3Hece.
OpraHu3anuu Hy»KJal0Tcs B aZjaliTalluy M B KOMIIETEHTHBIX Ka/IpOBBIX Pecypcax, KOTOPhIE CITIOCOOHbI
NPOWTH JIMIITHIOK MUJIIO, IeMOHCTPUPYS OpraHU3allMOHHOE IPaX<JaHCKoe IoBeieHHe. /loka3aHo, 4To
OpraHu3alMOHHOE IPaXK/IaHCKOE [T0Be/leHre oGecreyrBaeT 60JIbllIKe IPEUMYILeCcTBa /A1 YCTONYU-
BOCTH OM3Heca KOMIaHUM. Llesiblo JaHHOTO KCCIeJOBaHUSA SIBJSIETCS OlpeJiesieHHe BJIMSHNS KOM-
MeHCallMH, JI/IepCTBa KaK CIyKeHHs, ICUX0J0THYeCKOro KaluTasa v yA0BJAeTBOPEHHOCTH paboToM
Ha OpraHM3allMOHHOEe IpaX<JaHCKOe NOBeJleHHe W ONOCpeAyIoled poJid, KOTOPYIO UrpaeT YZ0B-
JIETBOPEHHOCTb paboTol. Memodosozus. KonndecTBeHHast 06paboTKa NEPBUYHBIX JaHHBIX TPOBO-
JUJICA C IOMOLIBIO MOZeJINPOBAHUA CTPYKTYPHBIX ypaBHEHUU METOJO0M YaCTUYHbIX HAUMEHbIINX
kBaspaToB (PLS-SEM) c ucnoJsib3oBaHueM nporpaMMmHoro o6ecrneyenusi SmartPLS 4 Ha BeiGopke 13
103 pabGOTHUKOB NpPeANPUATHNA PO3SHUYHOUN Toprosu B BocTouHo#l fBe, UH10HEe3Us], coGpaHHON
C IOMOIIBIO OHJIAaMH-aHKeT. Pe3ysibmameul. Pe3ynbpTaThl JaHHOrO UCC/Ie0BAaHUSA NOKA3bIBAIOT, YTO
VZI0BJIETBOPEHHOCTDh PAGOTON M MCHUXOJIOTHUYECKHUUM KalUTaJl SABJSIOTCA HAaUOOJbIINMU PEUKTO-
paMu, KOTOpble BHOCAT BKJIaJ, B OpraHM3allMOHHOE IpaXKJaHCKoe NoBeJieHHe. B To BpeMs Kak KOM-
MeHcaluys U IUJEepCTBO KaK CIy>KeHHe HallPpSAMYI0 He CBSI3aHbl C OPraHU3allMOHHbBIM I'PaXJaHCKUM
noBejieHUEeM. Bblio 0GHApY»KEHO, YTO Y/OBJETBOPEHHOCTb PAbOTON ONOCpeAyeT CBS3b MEXAY
JIUZIEPCTBOM KaK CJIy>KeHHeM M OpPraHu3allMOHHBIM IPaXKJaHCKUM IOBeJleHHeM, a TaKXe CBfA3b
MeX/ly MCUX0JIOTMYeCKUM KallUTaJOM U OPTaHU3alMOHHBIM I'PaXJAAaHCKUM NOBeJleHUueM. 3Ha4eHue
0151 npakmuKu. ITU Pe3y/bTaThl JAl0OT NPaKTUYeCKHe 3HAaYeHUs [JisI KOMIIAaHUH, KOTOPbIM HE06Xo-
JIMMO YZIe/IITh BHUMaHUe Y,0BJIeTBOPEHHOCTH pab0oTOM M IICUX0JI0TMYECKOMY KallUTaIy OT/ie/IbHbIX
COTPYAHUKOB, NIOCKOJIBKY 3TO BJIMSET Ha UX OpraHU3allMOHHOe I'PaXJaHCKoe MOBeJleHHe, a TaKXKe
Heo0X0/JMMO IPUMEHSTh JUJEPCTBO KaK CAy>KEHHe B PyKOBOJCTBE B KOMIAHUHU. [JeHHOCMb pe3y/ib-
mamos. ITo UccieloBaHue laeT UHTepeCHble Pe3yJIbTaThl 0 TOM, YTO yPOBEHb KOMIIEHCALUH, 10JIy-
4yaeMOH COTPYJHUKAMH, He CBAA3aHO C OPraHU3allMOHHBIM FPaXKJaHCKUM IOBEJEHHUEM, U 3TO COOT-
BeTcTByeT Teopuu Jl. Y. Oprana o TOM, 4TO OpraHU3alMOHHOE TPaXKJaHCKOe NOBeJeHHUe SBJAEeTCS
Jl06POBOJIBHBIM, JUCKPELIUOHHBIM NOBeJIeHHEM U 0PULUATBbHO HE IPU3HAETCS, U He TpeJlycMaTpHu-
BaeT HUKAKOW KOMIIEHCal[UH.

KiroueBsble cj10Ba: KOMIeHcalus, JINAEPCTBO KaK C/IYyXEHHe, IICUXO0JIOTUYECKU N KallUTaJl, YAOBJIET-
BOpéHHOCTb pa60Toﬁ, OpraHu3allMOHHOE IrpaXJjaHCKOe ITI0BeleHH1 .
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Abstracts. Purpose. This study aims to examine the moderating role of emotional intelligence on the
influence of interpersonal conflict and organizational justice to counterproductive work behavior.
Methodology. This type of research uses a quantitative approach and causal associative methodology.
A total of 72 respondents (47 civil servants and 25 non-civil servants) were obtained from a population
of 256 employees at the regional secretariat of the Bima Regency, Indonesia, using the proportional
random sampling technique. All variables under investigation are measured using the Likert scale, giving
points from “1” (strongly disagree) to “5” (strongly agree). The questionnaire’s 70 items are presented as
statements, like 19 items about counterproductive work behavior (Bennett, Robinson, 2000). 15 items
about interpersonal conflict (Bruk-Lee, Spector, 2006), 20 items about organizational justice (Niehoff,
Moorman, 1993), and 16 items about emotional intelligence (Wong, Law, 2002). PLS-SEM was used in
data analysis with the Smart PLS 4 program. Findings. The results showed that interpersonal conflict
had a significant positive contribution to counterproductive work behavior, while organizational justice
had a significant negative contribution in counterproductive work behavior. Furthermore, emotional
intelligence can weaken the effect of interpersonal conflict on counterproductive work behavior and
strengthen the influence of organizational justice on counterproductive work behavior. Theoretical
implications. The results of this study provide additional support regarding social exchange theory,
which states that there is a reciprocal relationship as a form of recompense for the treatment of others.
This theory is a framework used to understand social interactions and relationships between individuals
based on mutually beneficial exchanges. In the context of this study, there is a relationship based on the
exchange of resources in the form of emotional support, information, assignment assistance, promotions,
and mutually beneficial recognition. Implications for practice. People with high emotional intelligence
will be better at managing their emotions, so management needs to design emotional intelligence
training and development to reduce employee involvement in counterproductive work behavior both
caused by interpersonal conflict and perceived organizational justice.

Keywords: emotional intelligence, interpersonal conflict, organizational justice, counterproductive
work behavior.
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Introduction

Counterproductive work behavior (CWB) refers to a set of deliberate activities taken at work with
the goal to cause harm to the organization and any interested parties (coworkers, clients, customers,
and supervisors) (Rogelberg, 2007). CWB can happen in both public and private companies, and its
effects have been shown to be harmful to stakeholders, employees, organizations, communities, and
even entire nations (Mehmood et al., 2022). R. ]. Bennett and S. L. Robinson divided CWB into two,
namely interpersonal deviation (CWB-I) and organizational deviation (CWB-0) (Bennett, Robinson
(2000). CWB-Iis defined as an intentional act that has the potential to hurt people or group members.
Examples include making fun of, cursing out, or behaving rudely against someone. While CWB-O is
a purposeful conduct that might potentially affect the organization, examples include sluggish work
performance and drinking alcohol (Bennett, Robinson, 2000). CWB can be caused by several factors
such as hostility, negative emotions, personality, impulsiveness, and drug addiction, job stressors,
perceptions of fairness, experiences, and group norms (Rogelberg, 2007).

Interpersonal conflict is defined as a mild dispute between co-workers to physical assault on
others (Spector, Jex, 1998). Interpersonal conflict refers to how well an individual gets along with
other people at work, such as the frequency of arguments and how often other people are mean
to other individuals (Spector, Jex, 1998). Meanwhile, interpersonal conflict is a process that begins
when one party feels that another party has or will negatively affect something that he cares about
(Thomas, 1992). Then R. Ilies with colleagues explained that interpersonal conflict is a negative
interpersonal encounter characterized by controversial exchanges, hostility or aggression (Ilies et al,,
1998). Interpersonal conflict as one of the factors that triggers CWB shows a positive influence on
the relationship between the two, where in conditions of high interpersonal conflict it will increase
counterproductive work behavior (Hendrayani, Dewi, 2020). This is proven by several previous studies
conducted that interpersonal conflict has a significant positive effect on CWB (Hasanati et al., 2018;
Kundi, Badar, 2021). Likewise research conducted that there is a positive relationship between indirect
supervisor conflictand CWB (Ma, Liu, 2018). However, different results in a other study conducted that
interpersonal conflict has a significant negative effect on CWB (Rahim et al., 2018).

In addition, the factors that influence CWB are organizational justice. Organizational justice is
employees’ impression based on the fair treatment they experience that related to attitude, treatment,
and compensation (Jufrizen, Kandhita, 2021). The fairness of policies and procedures, the distribution
of organizational results, and the treatment of employees by management and superiors are all
factors that are taken into consideration by employees about fairness in organization (Rogelberg,
2007). Employees with low organizational justice would perform more counterproductive actions
compared to employees with higher organizational justice (Akmal et al., 2020). This relationship is
consistent with earlier research, which found a negative relationship between organizational justice
and CWB (Abbasi et al., 2022). A significant negative relationship between organizational justice
and CWB is also demonstrated (Hany et al., 2020). The one study also demonstrates that there is a
significant negative relationship between justice and CWB (Al-A'wasa, 2018). Distributive justice,
on the other hand, had no effect on CWB, whereas procedural justice and interactional justice had a
negative and significant impact on CWB (Zakiy, Hariyanto, 2022).

The findings of earlier studies indicate that there is a research gap in the connection between
organizational justice and CWB as well as interpersonal conflict and CWB. This demonstrates that
there are additional factors that influence this relationship, such as the presence of emotional
intelligence (EI), job burnout, and negative emotion, as some research shows that interpersonal
conflict lead to negative emotions, which in turn lead to the amount of CWB committed, then is
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was showed that the indirect effect of perceived organizational justice on CWB through job burnout
was significant among individuals with low moral identity but not among individuals with high
moral identity (Kessler et al., 2013; Wu et al,, 2016). The research also explain that the presence
of interpersonal conflict and the sense of injustice will result in negative emotions, which will then
enhance CWB (Spector, Fox, 2002). This can be explained that emotions can be controlled and
CWB can be decreased by someone who has high EI. Someone who has a higher level of EI will be
better able to understand, organize, and utilize emotional information compared to those who have
a lower EI (Salovey, Mayer, 1990). So that EI can be a moderating variable, where EI will weaken
the relationship between interpersonal conflict and CWB but strengthen the relationship between
organizational justice and CWB.

The moderating effect of EI between interpersonal conflict and CWB is supported by previous
research. Research show that El weakens the influence of interpersonal conflict on CWB (Hendrayani,
Dewi, 2020).]. Ma and C. Liu also revealed that El weakens the relationship between indirect supervi-
sor conflictand CWB (Ma, Liu, 2018). Then it was concluded that the relationship between interper-
sonal conflict and CWB will be moderated by EI, so that the positive relationship is weak at higher EI
levels (Kundi, Badar, 2021). While different results were shown that social competence in the form
of emotional intelligence does not moderate the relationship between interpersonal conflict at work
and the level of involvement in abusive behavior at work (Kisamore et al., 2010). Previous study has
also shown that EI has a moderating influence on the association between organizational justice and
CWAB, that is research, where was found that El enhances the influence between perceived justice and
CWB (Badawy, 2022). However, this is different from the results of the research, which shows that
emotional intelligence (and its four subdimensions) does not moderate the relationship between
perceived fairness and CWB (Devonish, Greenidge, 2010).

Research on CWB and the factors that influence it is a very important thing to do. This is because
the negative impact of CWB behavior can result in reduced organizational productivity and harm
targeted individuals. Then there is a research gap found in several previous studies, so researchers
conduct research related to the influence of interpersonal conflict and organizational justice on
counterproductive work behavior moderated by emotional intelligence.

Literature reviews and hypothesis development

Counterproductive work behavior

Deviant workplace behavior or also called counterproductive work behavior (CWB) has been
defined as intentional behavior that violates organizational norms and can harm the organization or
its members (Hollinger, 1986; Robinson, Bennet, 1995; Spector; Fox, 2002; O’'Boyle etal,, 2011). Some
rsearchers view counterproductive acts such as theft, drug and alcohol abuse, lying, insubordination,
vandalism, sabotage, absenteeism, and acts of aggression as a larger syndrome which they call
organizational delinquency (Hogan, Hogan, 1989).

The definition of CWB refers to any purposeful activity made by members of an organization
that breaches organizational and (or) cultural standards. Intentionality is an important element that
func-tions in defining three types of bad behavior in organizations: type S (Self), O (Organization),
and D (Damage) (Vardi, Wiener, 1996). In type S, bad behavior is self-serving (i.e., instrumental
action designed to benefit the actor), in type O, behavior is aimed at benefiting the organization (e.g.,
misrepresenting company earnings to increase share prices), and bad behavior type D aims to cause
damage (Vardi and Wiener, 1996).
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Based on the definition stated above, it can be concluded that CWB is intentional behavior
carried out by individuals or members of an organization in the form of unethical actions that violate
organizational norms so that they can harm individuals and their organizations.

Interpersonal conflict

Interpersonal conflict is defined as the perception that occurs when different parties continue
to have different views or conflicts when there is incompatibility between individuals with one
another, which usually includes tension, hostility, and disturbances among members in a group
(Jehn, 1995). Interpersonal conflict can be said to be a dispute that occurs when the interests,
goals, or values of different individuals or groups are incompatible with one another (Henry, 2009).
Interpersonal conflict is a dynamic process that occurs between individuals and (or) groups who are
in interdependent relationships and is more likely to occur with a variety of situational backgrounds
(e.g., zerosum reward structures, resources rare, etc.) and personal circumstances (e.g., previous
history of conflict, interpersonal diversity, etc.) (Barki, Hartwick, 2004). So that this interpersonal
conflict can be a very emotional experience, which is often characterized by intense feelings and
reactions (Moeller, Kwantes, 2015). Based on this definition, it can be concluded that interpersonal
conflict is a dispute that occurs between individuals because of differences in views or interests,
interference, and then causes negative emotions.

Organizational justice

Organizational justice (O]) refers to employees’ assessment of fair and equal treatment in
certain workplaces (Ghran et al., 2019; Mulang, 2022; Novitasari et al., 2020). Organizational justice
is an individual’s evaluation of the ethical and moral positions of managerial behavior (Cropanzano
et al., 2007). Organizational justice is a person’s belief that things that happen, things that are
done, or things that are decided upon within an organization are fair (Wiseman, Stillwell, 2022).
Organizational jus-tice is viewed as being essential to social and psychological functioning, and
people’s ability to predict how they will be treated in the future depends on their understanding of
the level of organizational justice that exist (Faeq, Ismael, 2022).

Organizational justice is employees’ impression based on the fair treatment they experience that
related to attitude, treatment, and compensation (Jufrizen, Kandhita, 2021). Organizational justice
re-fers to employees’ perceptions of fairness in the workplace as a whole and includes the results
at-tained, the method used to determine the results, and the quality of interpersonal treatment
(Robbins, Judge, 2022). In an organizational context, where many employees with different values,
interests and problems have to act together, fair treatment is very important (Cohen, Diamant, 2019).
This justice will motivate them to work well and be diligent so that employee performance will
increase (Mon, Jennifer, 2022). However, if employees do not feel that they are treated equally, they
can express their dissatisfaction through the CWB. This is consistent with the performance model of
P. E. Spector and S. Fox, who argues that organizational justice is a predictor that can influence the
behavior of OCB and CWB (Spector, Fox, 2002). Based on the explanation above, it can be concluded
that organizational justice is an employee’s assessment of perceived justice in the form of processes
or rules, results obtained, and equal treatment at work.

Emotional intelligence

P.Salovey and ]. D. Mayer explain that emotional intelligence (EI) is a component of social intelli-
gence and comprises the capacity to recognize one’s own and other people’s feelings and emotions
and use that knowledge to inform one’s decisions and actions (Salovey, Mayer, 1990). Emotional
intelligence refers to the ability to recognize one’s own feelings and those of others, to motivate
oneself, and to manage one’s emotions well in relationships with others (Goleman, 1998). El is the
ability to manage oneself and a relationship with someone in a mature and constructive manner
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(Kreitner, Kinick, 2009). EI is the capacity to comprehend one’s own and other people’s emotions,
as well as the meaning behind them, and to control one’s own emotions in a certain way (Robbins,
Judge, 2022). Based on the definitions explained by some of these experts, it can be concluded that
emotional intelligence is the ability that a person must observe the emotions of himself and others
so that he can be used to control his thoughts and actions.

The influence of interpersonal conflict on counterproductive work behavior

This study uses social exchange theory to understand the relationship between interpersonal
conflict and counterproductive work behavior (Blau, 1964). Social exchange theory (SET) is the main
paradigm for understanding workplace relationships (Chernyak-Hai, Rabenu, 2018). SET shows that
individuals develop exchange relationships based on their experiences with others (Cook et al., 2013).
In this theory there is a reciprocal relationship in return for the actions of others, so that this interac-
tion is usually seen as a form of interdependence and depends on the actions of others (Blau, 1964).

This SET concept directs attention to the traits that appear in interpersonal relationships and
so-cial interactions. This can be explained that if someone who has received services from other
people is expected to give the same treatment on certain occasions. If one person reciprocates
accordingly, the social reward the other person receives serves as an inducement to provide further
assistance and the resulting exchange of reciprocal service creates a social bond between the two.
This social relationship is the result of the actions of both individuals, where each action depends on
the actions of others (Blau, 1964).

In accordance with the SET on negative reciprocity, individuals tend to respond to negative
treatment with negative treatment (Cropanzano, Mitchell, 2005). This is a form of interpersonal
conflict, where the existence of this conflict between coworkers and superiors will increase
counterproductive work behavior (Rogelberg, 2007). As in research it shows that interpersonal
conflict positively and significantly affects CWB (Kundi, Badar, 2021). Other research also shows that
there is a significant positive effect between interpersonal conflict and CWB (Hasanati et al., 2018).
There is a positive relationship between indirect supervisor conflict and CWB (Ma, Liu, 2018). So,
the hypothesis can be formulated as follows:

H1: Interpersonal conflict has a significant positive contribution in counterproductive work behavior.

The effect of organizational justice on counterproductive work behavior

The relationship between organizational justice on counterproductive work behavior also
uses social exchange theory as explained in the previous interpersonal conflict relationship with
counterproductive work behavior. In this relationship, someone who gets unfair treatment in his
organization will provide feedback in the form of negative behavior in his workplace, both towards
his organization and his co-workers. The environment in the workplace such as injustice and
individual personality are factors that can influence the occurrence of deviations in the workplace
(CWB) (Rogelberg, 2007).

Employees’ perceptions of superior justice are at the core of organizational justice (Faeq,
Ismael, 2022). Employees are sensitive to the decisions made by their superiors every day, whether
on a small or large scale, and consider them unfair or unfair. Individual judgments influence their
behavior, and if employees consider it unfair, it can lead to work deviations (Mulang, 2022). Then
employees will respond to these actions by directly retaliating against their superiors (due to the
boss’s abusive actions) and employees may engage in deviance by targeting other organizations or
individuals (Mitchell, Ambrose, 2007).

Apart from social exchange theory, the relationship between organizational justice and
counterproductive work behavior is also based on justice theory. According to equity theory, when
employees experience some form of injustice or inequality, they will be motivated to restore justice.
Any attempt to balance the justice equation will be considered as retaliatory behavior (Rogelberg,
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2007). So that employees will do CWB as a form of recompense for the perceived injustice. When the
fairness felt by employees is low, it will trigger deviant behavior, conversely, high perceived fairness
will reduce employee involvement in CWB (Badaawy, 2022; Clercq de et al., 2021). Research show a
negative relationship between organizational justice and CWB, also show that organizational justice
has a significant negative effect on CWB, likewise show a significant negative relationship between
organizational justice and CWB (Abbasi et al,, 2021; Hany et al., 2020; Nurmalaah et al., 2022).
Therefore, this study proposes the following hypothesis:

H2: Organizational justice has a significant negative contribution in counterproductive work behavior.

The role of emotional intelligence in moderating the influence of interpersonal conflict
on counterproductive work behavior

The workplace is an environment that can generate strong emotions because it is a source
of fulfilling physical and psychological needs, where individuals in the workplace will monitor
situations, and situations that are considered very relevant in influencing well-being will tend to
generate emotions, in this case, interpersonal conflict situations (Spector, Fox, 2002). Conflicts often
generate a lot of emotions, and a collection of emotions will lead to anger and include feelings such
as irritation, annoyance, contempt, envy, and torment (Burell et al., 2014).

Interpersonal conflict situations that trigger negative emotions will increase the likelihood
of CWB occurring, either by actively and directly attacking the agent of the situation (for example,
through intimidation and threats) or passively and indirectly coping with emotions (for example,
by avoiding work or drinking alcohol) (Spector, Fox, 2002). So, to regulate the negative emotions
of these individuals it is necessary to have El, because EI is the individual’s ability to feel, access,
and generate emotions so that it can help thinking, understand emotions and emotional knowledge,
and regulate emotions reflectively to increase emotional and intellectual growth (Mayer, Salovey,
1997). People with high EI are better able to manage their negative emotions, so they are less likely
to do CWB because El can reduce the effects of these negative emotions (Spector, Fox, 2002). As one
research shows, El weakens the influence of interpersonal conflict on CWB (Hendrayani, Dewi, 2020).
EI weakens the relationship between indirect supervisor conflict and CWB (Ma, Liu, 2018). Then it
was concluded that the relationship between interpersonal conflict and CWB will be moderated by
El, so that CWB will be weak at a high level of EI (Kundi, Badar, 2021). So that the hypothesis can be
formulated as follows:

H3: Emotional intelligence weakens the influence of interpersonal conflict with counterproductive
work behavior.

The role of emotional intelligence in moderating the effect of organizational justice on
counterproductive work behavior

P. E. Spector and S. Fox also provide an explanation of the relationship model between organiza-
tional justice and CWB, stating that different organizational and working situations would result in
both positive and negative feelings (Spector, Fox, 2002). A work environment that shows perceived
injustice will generate negative emotions, then the presence of these emotions will increase CWB
(Spector, Fox, 2002). According to the fairness theory of CWB, workers who are not treated fairly will
usually participate in CWB (Rogelberg, 2007). This could be caused by the employee’s low emotional
intelligence, which makes it difficult for him to control his feelings in the face of perceived injustice
and increases CWB. On the other hand, if their emotional intelligence is higher, they will be better
able to control emotions, both positive and negative emotions, and this will reduce counterproductive
work behavior. The some study demonstrates that EI strengthens the influence of organizational
jus-tice on CWB (Mahaiputra, Piartrini, 2021). The same findings, that EI improves the influence of
organizational justice on CWB, were also found (Hendrayani, Dewi, 2020). Then another research
also shows that EI strengthens the relationship between perceived justice and CWB, where people
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with high EI are less involved in CWB even with perceived injustice (Badawy, 2022). So, the research
hypothesis is as follows:

H4: Emotional intelligence strengthens the influence of organizational justice with counterproduc-
tive work behavior.

Based on the theoretical basis, framework for thinking and developing hypotheses, a conceptual
framework can be made as follows.

Emotional

Intelligence

Interpersonal
Conflict

Organizational
Justice

Figure 1. Research conceptual framework

Method

Data collection and analysis

The type of research used is causal associative with a quantitative approach. Causal associative
research is a study to examine the relationship between one variable and another (Sugiyono, 2014).
This research method relates to the collection and analysis of data that is structured and can be rep-
resented numerically(Goertzen, 2017).

A total of 72 people (47 civil servants and 25 non-civil servants) were selected from the to-
tal number of 256 personnel at the Regional Secretariat of the Bima Regency as samples using the
proportionate random selection technique. utilizing a questionnaire as a data collection tool. Addi-
tionally, smart PLS 4.0.9 software was used to analyze the research data implementing the partial
least squarestructural equation model (PLS-SEM). The results of the PLS analysis are in the form of a
measurement model (outer model) and a structural model (inner model). The measurement model
is used to test validity and reliability, while the structural model is used to test causality (hypothesis
testing) (Setiaman, 2023).

Measures

All variables under investigation are measured using the Likert scale, giving points from “1”
(strongly disagree) to “5” (strongly agree). The questionnaire’s 70 items are presented as statements,
like 19 items about CWB (Bennett, Robinson, 2000), 15 items about interpersonal conflict (Bruk-
Lee, Spector, 2006), 20 items about organizational justice (Niehoff, Moorman, 1993), and 16 items
about emotional intelligence (Wong, Law, 2002).

Results

Evaluation of the measurement model (outer model)

Outer Loading

Indicators of variables will be acceptable if outer loading value > 0.5 (Chin, 1998). Outer loading
of this research variable can be seen in Figure 2.
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Figure 2. Path diagram model and outer loading value

Based on the picture, all measurement items for interpersonal conflict, organizational justice,
and counterproductive work behavior variables have an outer loading value more than 0.5, so all
indicators used in this study are valid.

Composite reliability and average variance extracted

According to ]. F. Hair Jr,, composite reliability values > 0.70 and AVE values = 0.50 are acceptable
(Hair Jr. etal.,, 2021) . The composite reliability and average variance extracted values can be seen in
Table 1.

Table 1. Composite reliability and average variance extracted

Variable Composite reliability ~ Average variance extracted (AVE)
Interpersonal conflict .946 .537
Organizational justice 961 .553
Counterproductive work behavior 957 .538
Emotional intelligence .956 574

Based on Table 1, all Composite Reliability value of these variables > 0.7 (reliable). Overall,
the items that measure the variables counterproductive work behavior, emotional intelligence,
interpersonal conflict, and organizational justice are consistent in measuring these variables. In this
case, the AVE value for all variables is greater than 0.5, indicating that convergent validity is met by
the level of variation across all items in this research variable.

Discriminant validity

The discriminant validity test describes how far the constructed variable or construct differs
from other variables (constructs) and is statistically tested. This test can be done by looking at

203



Organizational Psychology, 2024, Vol. 14, No. 4. www.orgpsyjournal.hse.ru

the heterotrait-monotrait ratio of correlation (HTMT) value in Table 2 and the Fornell — Larcker
Criterion in Table 3.

Table 2. Heterotrait-monotrait value

Variable I1C 0. CWB EI EIxOJ EIxIC
Interpersonal conflict (IC)
Organizational justice (OJ) 227
Counterproductive work behavior (CWB) 305 560
Emotional intelligence (EI) 157 290 230
Emotional intelligence x organizational justice (EI x OJ) 093 131 169 318
Emotional intelligence x interpersonal conflict (EI x IC) .180 .059 137 249 342

The table shows that the HTMT value of all pairs of variables is less than 0.9, so that discriminant
validity is fulfilled. This means that the correlation between measurement items in measuring the
same variable is stronger than the correlation between items and other variable items, in other words,
measurement items are more correlated with the construct being measured than other constructs.

Table 3. Fornell — Larcker criterion

. Interpersonal Organizational ~ Counterproductive Emotional
Variable . A . . .
conflict justice work behavior intelligence
Interpersonal conflict 733
Organizational justice -.223 744
Counterproductive work behavior .330 -.552 734
Emotional intelligence -.107 -.331 257 .757

The table shows the AVE root value of each variable on the diagonal axis, where all variables
have larger AVE roots than their correlation with other variables. So that the evaluation of the
discriminant validity of the research variables is fulfilled.

Evaluation of model quality and fit

R square

The R square (R?) value is used to describe the overall effect of the exogenous variables on the
endogenous variables in the structural model. The R? values are 0.67 (high), 0.33 (moderate), and
0.19 (weak). The R? value in this study is shown in Table 4 (Chin, 1998).

Table 4. R? value

Variable R?

Counterproductive work behavior 453

The table above shows that the magnitude of the influence of interpersonal conflict and
organizational justice on counterproductive work behavior is 45.3%, which is included in the
moderate category.

Standardized root mean square residual

Standardized root mean square residual (SRMR) is a measure to describe the differences or
differences between the correlation matrix of empirical data and the correlation matrix of model
estimates. This SRMR value can be seen in Table 5.

Table 5. Standardized root mean square residual value

Measure Estimated models
Standardized root mean square residual (SRMR) .098
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Based on the table, the SRMR value of this research model is 0.098 (smaller than 0.10). In
accordance with the opinion of K. Schermelleh-Engel and H. Moosbruggera huge variety of fit indices
has been developed. These indices, however, can point to conflicting conclusions about the extent
to which a model actually matches the observed data. The present article provides some guidelines
that should help applied researchers to evaluate the adequacy of a given structural equation model.
First, as goodness-of-fit measures depend on the method used for parameter estimation, maximum
likelihood (ML that SRMR below 0.10 is still acceptable, which means that the model built in this
study fits the empirical data (Schermelleh-Engel, Moosbrugger, 2003).

Structural model evaluation

Evaluation of the structural model or hypothesis testing is used to see the relationship between
variables, if thevalue ¢t . >t _ (t =196 forasignificantlevel of 5%) or the p-value < 0.05 then
it can be said that the hypothesis is accepted (Yamin, 2022). The relationship between research

variables can be seen in Table 6.

Table 6. Path coefficient (inner model)

Relations between variables Path coefficient t-statistics p-values Information
Interpersonal conflict (IC) -> CWB .287 2.886 .004 Positive and significant
Organizational justice (OJ) -> CWB -.475 4.442 .000 Negative and significant
EIxIC->CWB -.261 2.348 .019 Negative and significant
Elx O] -> CWB -.286 2.366 .018 Negative and significant

Based on Table 6 above, all research hypotheses (H1, H2, H3, and H4) can be accepted because
the t-statistic value is > 1.96 and the p-value is < 0.05 for each relationship between the variables.
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Figure 3. Simple slope analysis graph (emotional intelligence x interpersonal conflict -> counterproductive
work behavior)

Additionally, a simple slope analysis graph can be used to illustrate the moderating effect of
emotional intelligence on the effect of interpersonal conflictand organizational justice on CWB. Figure
3 shows a simple slope analysis graph illustrating the moderating effect of emotional intelligence on
the impact of interpersonal conflict on CWB.
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Three lines with very varying slopes are depicted on the graph. The blue line represents an
average (medium) El level, the green line represents a high El level, and the red line displays a low EI
level. The increasing slope of all these lines indicates that there is a higher CWB relationship when
interpersonal conflict is larger. The CWB resulting from interpersonal conflict is lower in those with
a greater level of emotional intelligence, as seen by the fact that the blue and green lines have a lower
slope when compared to the red line. Therefore, it can be said that EI has the ability to lessen the
impact of interpersonal conflict on CWB, resulting in a decrease in CWB.

Meanwhile, a simple slope analysis graph of the moderating role of emotional intelligence on
the effect of organizational justice on counterproductive work behavior is shown in Figure 4.
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Figure 4. Graph of simple slope analysis (emotional intelligence x organizational justice —>
counterproductive work behavior)

Additionally, the graph demonstrates that there are three lines with essentially distinct slopes.
The line demonstrates that there is a CWB link that decreases as organizational justice increases, as
indicated by the line’s lowering slope level. The slope of the blue and green lines is then greater than
that of the red line, indicating that people with higher levels of emotional intelligence have lower
CWB produced by organizational justice. Therefore, it can be said that EI can enhance the influence
of organizational justice and CWB, which will lead to a reduction in CWB.

Discussion

The results showed that interpersonal conflict had a significant positive effect on
counterproductive work behavior. This means that the higher the interpersonal conflict occurs, the
higher the occurrence of counterproductive work behavior and vice versa. This relationship is in
accordance with social exchange theory, someone who gets good treatment in his organizational
environment will tend to behave positively and avoid deviant behavior, but conversely when he gets
bad treatment or there is conflict it will result in CWB. In this case, the existence of a conducive
work environment in the form of low conflict between employees, both colleagues and superiors,
can create a comfortable atmosphere at work and increase productivity and ultimately reduce
counterproductive work behavior that occurs. The results of this study are in accordance with the
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results of research which shows that interpersonal conflict positively and significantly affects CWB
(Kundi, Badar, 2021). Other research also shows that there is a significant positive effect between
interpersonal conflict and CWB (Hasanati et al.,, 2018). Likewise, there is a positive relationship
between indirect supervisor conflict and CWB (Ma, Liu, 2018).

Then the results of the study show that organizational justice has a significant negative effect on
counterproductive work behavior. This means that the higher the perceived organizational justice, the
lower the occurrence of counterproductive work behavior. This relationship is in line with the social
exchange theory, in which a person who receives fair treatment will also behave well for his organization
(Blau, 1964). Additionally, the findings of this study are consistent with the notion of equity, which
contends that people evaluate their own rewards in comparison to those of others (Sackett. DeVore,
2001). Contrarily, high perceived fairness will minimize employee involvement in CWB (Clercq de et al.,
2021). The results of this study are also in line with the local government’s efforts to provide justice to
all its employees. In this case the leader assigns tasks to subordinates according to their abilities and
the salary earned is in accordance with the rules that apply to both civil servants and non-civil servants.
Then since the implementation of the decree related to contract labor for non-civil servants, where
an evaluation is carried out every year so that there are several employees who sanctions have been
imposed for the violations committed. With justice in terms of rewards, both rewards and punishments
that are in accordance with their actions, they have been able to reduce the counterproductive work
behavior of the employees of the Regional Secretariat of Bima Regency.

In addition, leaders try to establish good communication and relationships with subordinates
by listening to input or suggestions from subordinates in making decisions and trying to understand
and solve employee problems. Leaders also treat subordinates with respect and dignity by always
prioritizing a culture of courtesy, where young people must respect elders regardless of position
hierarchy. High perceptions of fairness both from interactions, processes, and results will be very
important in efforts to reduce CWB. Employees who feel treated properly by the company are more
likely to feel valued and recognized, which increases their motivation at work and helps the business,
which reduces unproductive work behavior. The results of this study are in accordance with research
which shows a significant negative relationship between organizational justice and CWB (Hany, et
al., 2020; Abbasi et al,, 2021; Carpenter et al., 2021most of the existing CWB research focuses on
outcomes for the individual employee. In the present study, we clarify fundamental issues regarding
unit-level CWB, including its definition and how it is distinct from individual-level CWB. We then use
social information-processing (SIP; Nurmalaah et al., 2022).

Furthermore, the results of the study show that emotional intelligence can moderate the
influence of interpersonal conflict on counterproductive work behavior. which means that emotional
intelligence will weaken the effect of interpersonal conflict on counterproductive work behavior,
so that counterproductive work behavior will decrease. Interpersonal conflict that occurs can give
rise to negative emotions, so to regulate these emotions it is necessary to have EI, because EI is an
individual’s ability to feel, access, and generate emotions so that it can help thinking, understand
emotions and emotional knowledge, and regulate emotions reflectively so that they can enhance
emotional and intellectual growth (Mayer, Salovey, 1997). Thus, employees with high emotional
intelligence are better able to manage negative emotions caused by interpersonal conflict and
lower CWB. The results of this study are in accordance with the results of research which show that
EI weakens the influence of interpersonal conflict on CWB conducted (Hendrayani, Dewi, 2020).
EI weakens the relationship between indirect supervisor conflict and CWB (Ma, Liu, 2018). The
relationship between interpersonal conflict and CWB will be moderated by EI, so that CWB will be
weak at a high level of EI (Kundi, Badar, 2021).
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Additionally, organizational justice’s impact on counterproductive work behavior can be
moderated by emotional intelligence, which will increase organizational justice’s influence and result
in a reduction in counterproductive work behavior. The findings of this study support the fairness
theory of CWB, which postulates that CWBismorelikely to occuramongemployeeswho arenottreated
fairly (Rogelberg, 2007). The results of this study are in accordance with previous research which
shows that EI strengthens the influence of organizational justice on CWB (Mahadiputra, Piartrini,
2021). The same results were also revealed that EI strengthens the influence of organizational justice
on CWB (Hendrayani, Dewi, 2020). Then research also shows that EI moderates (strengthens) the
relationship between perceived justice and CWB, where people with high EI are less involved in CWB
even with perceived injustice (Badawy, 2022).

Conclusions

This study strengthens social exchange theory which proves that interpersonal conflict and
organizational justice influence counterproductive work behavior. In addition, this research shows
that Emotional Intelligence can weaken the effect of interpersonal conflict with counterproductive
work behavior and strengthen the influence of organizational justice with counterproductive work
behavior, sothatcounterproductive workbehavior caused byinterpersonal conflictand organizational
justice will decrease. Therefore, it is important for organizations to recruit employees with high
levels of emotional intelligence and provide emotional intelligence training and development for
employees such as training in emotional management, stress management, conflict management, or
resilience training.

Theoretical implications

The results of this study provide additional support regarding social exchange theory, which
states that there is a reciprocal relationship as a form of recompense for the treatment of others. This
theory is a framework used to understand social interactions and relationships between individuals
based on mutually beneficial exchanges. In the context of this study, there is a relationship based
on the exchange of resources in the form of emotional support, information, assignment assistance,
promotions, and mutually beneficial recognition. In accordance with this social exchange theory,
individuals tend to build positive relationships with others if these individuals experience a fair
exchange of resources at work. Fair exchange occurs when individuals feel that they are receiving
equal benefits for what they provide. The existence of this good relationship makes employees avoid
deviant behavior both directed at individuals and organizations such as making fun of, speaking
harshly, ignoring orders from superiors, or other negative actions that are not in accordance with
social or organizational norms. In addition, the results of this study also support the theory of justice
related to CWB. According to the theory of justice, when employees experience a form of injustice
or inequality, they will be motivated to restore justice. Any attempt to balance the justice equation
will be considered as retaliatory behavior (Rogelberg, 2007). People compare the rewards for their
efforts with the rewards received by others for their efforts (Sackett, DeVore, 2001). So that when
perceived fairness is high, it will reduce employee involvement in CWB (De Clercq et al., 2021).

This research results that interpersonal conflict affects CWB either directly or moderated by
emotional intelligence. These results are in line with previous research that low interpersonal
conflict will reduce the occurrence of CWB (Hasanati et al., 2018; Kundi, Badar, 2021; Ma, Liu, 2018).
Then the research also states that the impact of interpersonal conflict on CWB will be weakened
by emotional intelligence in individuals (Hendrayani, Dewi, 2020; Kundi, Badar, 2021). People with
higher emotional intelligence will be better able to understand their own emotions and manage
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them properly to avoid harmful deviant behavior. So, individuals with higher emotional intelligence
can reduce CWB even though there is an interpersonal conflict that occurs.

This study also found that organizational justice influences CWB either directly or moderated
by emotional intelligence. These results are in line with previous research which shows that
organizational justice has a negative effect on CWB (Abbasi, et al.,, 2021; Carpenter et al., 2021most
of the existing CWB research focuses on outcomes for the individual employee. In the present study,
we clarify fundamental issues regarding unit-level CWB, including its definition and how it is distinct
from individual-level CWB. We then use social information-processing (SIP; Nurmalaah et al,
2022; Hany et al., 2020). Employees who feel fairness at work can reduce counterproductive work
behavior, both feelings of fairness in terms of scheduling, adequate salary, and workload according
to employee capabilities (Nurmalaah et al., 2022). Then the research also shows that EI moderates
(strengthens) the relationship between perceived fairness towards CWB, where people with high
El are less involved in CWB even with injustice that felt (Badawy, 2022; Hendrayani, Dewi, 2020;
Mahadiputra, Piartrini, 2021).

Practical implications

The results of this study indicate that the existence of interpersonal conflict can trigger
CWB which then harms both the organization and its members. Therefore, it is important for the
organization to prevent and overcome any conflicts that occur within the Bima Regency Regional
Secretariat organization. Things that can be done such as identifying the causes of conflict, facilitating
communication between conflicting parties, making clear rules and policies to resolve conflicts, and
taking firm action on conflicts that occur.

In addition, perceived organizational justice can affect CWB, so organizations need to implement
fair policies to reduce CWB, such as: policies provide equal opportunities for employees to develop
their competencies and careers, provide rewards or rewards according to their work, and ensure
that each decision is implemented objectively and transparently.

The research findings also explain that emotional intelligence plays an importantrole in reducing
CWB caused by perceived interpersonal conflict and organizational justice. Individuals with low
emotional intelligence will do CWB more than those with high emotional intelligence. Therefore,
organizations need to recruit employees with high emotional intelligence and provide emotional
intelligence training and development for employees.

Limitations and future research directions

Research has several limitations that can be developed. First, the respondents of this study
were limited to a sample of employees in one government organization. This research is likely to
show different results when applied to other organizations or private companies that have a more
challenging work environment, so the CWB may be higher. Second, this study only uses interpersonal
conflict and organizational justice factors in influencing CWB and the moderating role of emotional
intelligence in that relationship. Future research can examine other factors such as career perception,
personal background, organizational constraints, self-esteem, and (or) punishment and use other
moderating roles such as age and gender. Third, further research can be developed by providing
open questions for each statement item. This is useful for obtaining more complete and accurate
information on each research variable. Lastly, this study used a survey method, so it is possible that
some employees involved in CWB did not participate in this research. Therefore, further research
can use the census method so that the entire population can participate.
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BkJiag MeXXJIMUYHOCTHOTO KOHQPJIMKTA U
OpraHM3alMOHHOM CIpaBeIJIMBOCTHU B
KOHTPHPOAYKTHBHOE paboyee NoBeJeHHE U POJIb
5MOILIMOHAJIbHOTO UHTEJIJIEKTA

AJIXA Apxa
ORCID: 0009-0001-4296-8955

HYPMAAHTU Curn
ORCID: 0009-0008-7590-6700

CYPbAHU OM6yH
ORCID: 0000-0003-3890-1608
Ynusepcumem Mamapama, Mamapam, Undone3us

AnHoTaumu. [Jesn. Llesibro JaHHOTO UCCIe0BAHUSA ABJISAETCA U3YYeHUe MOJepUpYIoLeld PoJIv 3MO-
[[MOHAJIbHOTO MHTEJIJIEKTa Ha BKJaJ MEX/JIUYHOCTHOTO KOHQJIMKTA U OpPraHU3aljMOHHON CIpaBej-
JINBOCTH Ha KOHTPHPOJYKTHUBHOe paboyee mnoBejeHue. Memodosozus. VicciefoBaHre UCIOJIb3YET
KOJINYeCTBEHHBIN MOJX0J, M PerpecCHOHHBIN aHaaus. Bcero 6b1y10 onporiieHo 72 pecrnoHpeHTa (47
rOoCyZIlapCTBEHHBIX CIYKAIUX U 25 HEerocyAapCTBEHHBIX CJAYXKaliux) U3 256 COTPYAHHUKOB PeErvo-
HaJIbHOTO ceKpeTapuaTta okpyra buma, UHZ0He3us, ¢ UCNI0JIb30BAaHMEM MeTO/a MPONOPLUOHAIBbHOU
cy4aliHOM BbIGOpKHU. Bee ucciieiyeMble nepeMeHHbIe U3MEPSIOTCS € IOMOLLbIO0 LKajbl P. JIukepTa oT
«1» («ITosHOCTBIO He coryiaceHn») 1o «5» («[losHOCTBIO cornaceH»). 70 MyHKTOB aHKETHI ObIJIU NpPeJ-
CTaBJIEHBI B BU/Ie YTBEPXKJeHUH, HanpuMep, 19 NyHKTOB 0 KOHTPIPOLYKTUBHOM paboyeM oBeJeHUH
(Bennett, Robinson, 2000), 15 nyHKTOB 0 MeXJIUYHOCTHBIX KOHIMKTaX (Bruk-Lee, Spector, 2006), 20
MYHKTOB 00 opranu3aunroHHou cnpaBezinBocTH (Niehoff, Moorman, 1993) u 16 nyHKTOB 06 3MOLU-
oHasbHOM uHTeJs1ekTe (Wong, Law, 2002). MosennpoBaHue CTPYKTYPHBIMU YPaBHEHUSIMU METO/IOM
HauMeHbIINX KBaJpaToB (partial least squares path modeling, PLS-SEM) ncriosib30Basicsi Ipy aHa/IUu3e
JIaHHBIX C IOMOLIbIO CTaTUCTHUYeCKOro nakeTa SmartPLS 4. Pezyibmameul. PesyabraThl NOKasasu, 4ToO
MEXJIMYHOCTHBIA KOHQJIUKT BHOCUT 3HAYUTEJbHbIM MOJIOXKUTENbHBIA BKJIAJ, B KOHTPIPOJLYKTHUB-
Hoe paboyee MOBe/leHHE, B TO BpeMs KaK OpPraHM3alMOHHAs CIpaBe/JIMBOCTb BHOCHUT 3HAYUTEJIb-
HbIH OTPHULATEIbHBIN BKJIaJ, B KOHTPIPOAYKTHBHOE paboyee noBeieHre. KpoMe TOro, sMonMoHalb-
HbI MHTEJIJIEKT MOXET OCJAabUTh BJIHSHUE MEXJUYHOCTHOIO KOHPIMKTA HA KOHTPNPOAYKTUBHOE
paboyee NoBeJjleHUE U YCUJIUTD BJIUSIHUE OPTaHU3ALMOHHOM ClIpaBeJIMBOCTH Ha KOHTPIPOAYKTHB-
Hoe pabouee noBesieHUe. Teopemuueckue 8bl800bl. Pe3ybTaTbl 3TOTO HCC/eL0BaHUS NpPEJOCTaB-
JISIIOT JIOTIOJIHUTEJIbHYIO MOJJIePXKKY TEOPUH COLMalbHOro 06MeHa, KOTopasi yTBEP)K/iaeT, 4YTO B3a-
MMO/JIEMCTBUE MEX/AY JIIABMU MOJKPEIJISeTCs BO3HArpaXkZeHWeM JIMO0 HaKa3aHWeM. JTa TeopHus
npeJcTaB/sieT cCO60M KOHIEMIUIO, UCIO0JIb3yeMYIO /Il TOHUMaHHUs COL[MaJbHOTO B3aUMOJENCTBUS
Y OTHOLIEHWH MeXAY JII0JIbMH, OCHOBAaHHbIX Ha B3aMMOBBIT'O/IHbIX 06MeHax. B ¢pokyce aToro uccie-
JIOBaHUsI — OTHOILIEHUS], OCHOBaHHbIe HAa 06MeHe pecypcaMu B GpopMe 3MOLIMOHAIBHON MOALEPXKKHY,
MHpOpMaIMK, TOMOILM B BBINOJHEHUU 33/laHUMN, NMPOABMKEHUS MO CIy»KOe M B3aHMOBBITOZHOTO
NpU3HaHUs. Bbigodsl 015 npakmuku. JITOAN ¢ BBICOKMM 3MOLIMOHAJIbHBIM UHTEJIJIEKTOM OyyT Jiydlle
yOpaBJsTb CBOUMH 3MOLUSIMH, TI03TOMY PYKOBOZCTBY He06X0AMMO pa3paboTaTh /JJs IepcoHasa
obyyeHHe U pa3BHUTHE 3MOLMOHAJBHOI0 UHTEJJIEKTA, YTOObI CHU3UTb CKJIOHHOCTb COTPYAHUKOB K
KOHTPHPOJYKTUBHOMY paboyeMy N0Be/IeHHI0, BbI3BAHHOMY KaK MeX/JIMYHOCTHBIM KOHQJIUKTOM, TaK
Y BOCIIpPUHHMMaeMOU OpraHu3allMOHHON CIpaBei/IMBOCTBIO.

Kiw4yeBble C10Ba: E)MOLLI/IOHaJ'IbeIﬁ WHTEJJIEKT, MEXKJIUYHOCTHBIN KOH(l)J'II/IKT, OpraHu3aliMOHHaA
CIIpaBeAJIMBOCTb, KOHTPIPOAYKTHBHOE pa6oqee IoBeaeHue.
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Abstract. Purpose: This article examines how job autonomy predicts work-life balance for employees
working in the Information Technology sector of India. The country’s IT sector is a prominent participant
in the global technology industry that substantially contributes to economic growth. The sector draws
top talent nationwide, making it a demanding and challenging workplace. Employees find it harder to
balance their work and life due to fast-paced work environments, long working hours and high stress. This
study also evaluated the mediating effect of job involvement on the association between job autonomy
and work-life balance. Study design: With the help of hierarchical multiple regression analysis alongside
R. M. Baron and D. A. Kenny’s statistical mediation model, the author has assessed 225 employees
working at four leading IT firms across Bengaluru, Kolkata and Bhubaneswar in India. Findings. It is
found that there is a significant and positive impact of job autonomy on the work-life balance of IT sector
employees in India. Moreover, there is evidence that job involvement has a mediating role in the stated
relationship as well. Both job autonomy and involvement contribute positively to work-life balance. It
is essential for organizations to implement policies and practices that support a healthy balance for
their employees. Implications for practice. The analysis gives understanding into the Indian IT sector
to identify the possibilities of job autonomy in improving the work-life balance of employees through
job involvement. This study’s findings help HR professionals, academics, and organizations create
effective work-life balance strategies. Value of the results. This research improves the knowledge of how
job autonomy and involvement affect the work-life balance of IT sector employees in India. The study
provides a basis for understanding how the psychological aspects of employees play a major role in
shaping their positive experiences at work.

Keywords: work-life balance, job autonomy, job involvement, IT sector, India, JEL classification.

Introduction

Over the last several decades, India’s Information Technology (IT) industry has flourished,
creating a substantial economic impact on the nation. The industry has driven India’s economic
progress and is a significant source of employment (Singh, Kaur, 2017). The Indian IT sector can be
broadly categorized into two segments: IT services and IT-enabled services (ITeS). IT services include
software development, maintenance and support, system integration and consulting. On the other
hand, ITeS includes back-office services, customer support and data entry. The IT services segment
accounts for most of the sector’s revenue, followed by the ITeS segment (Joshi, 2011). A vast pool of
highly trained and English-speaking people is a significant element contributing to the expansion of
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the Indian IT industry. This has made India a preferred destination for IT outsourcing by companies
worldwide. In addition, the Indian government has also been supportive of the sector and has taken
various initiatives to promote the growth of the IT industry. However, the sector has challenges.
Keeping up with the ever-evolving technology landscape requires constant training, and nations like
China and the Philippines provide formidable competition (Hassan Malik et al., 2023).

In addition, the sector also faces challenges related to data privacy and security, which have
become increasingly important in the digital age. The Indian IT sector is known for its fast-paced
work environment, high salaries, and good employee benefits. However, despite these advantages, the
sector also faces various challenges regarding the conditions of its employees. One of the significant
issues employees face in the Indian IT sector is the long working hours. Many employees must work
extended hours and even on weekends, leading to burnout and stress due to rigorous work, tight
deadlines, and client expectations (Srivastava, Dey, 2019). Employees in the IT sector are in need of
job security. The sector is characterized by frequent layoffs, especially during economic downturns,
which can be a significant source of stress for employees. It is also challenging for many workers
to find stable, long-term employment since many are on contract (Rajthilak et al., 2022). Work-life
balance is a critical issue for employees in the Indian IT sector, as the demanding nature of their work
often leads to long hours and limited personal time. This can result in long hours and workweeks
that extend into the weekend, leaving little time for personal pursuits and relationships. The impact
of this imbalance can be significant, as it has been shown to lead to decreased job satisfaction and
morale, as well as increased levels of stress, burnout, and absenteeism (Srivastava, Dey, 2019). In
light of this, the present study attempts to analyze the effect of job autonomy on job involvement and
employee work life balance in the context of IT sector employees in India. The following research
questions (RQ) are intended to be addressed in this study:

RQ1: What effect does employees’ level of job autonomy have on their sense of involvement and
their ability to strike a healthy balance between their work and personal lives?

RQ2: What kind of influence does employees’ level of involvement at work have on the relationship
between job autonomy and their ability to maintain a healthy work-life balance?

Previous studies have demonstrated that achieving and sustaining a healthy work-life balance
is critical to an individual’s overall happiness and sense of well-being (Naithani, 2010; Sirgy, Lee,
2018). In addition, the amount of autonomy that employees are given to make their own decisions
on the job can have an effect on their capacity to maintain a balance between their professional and
personal lives (Ng et al,, 2017). To achieve a healthy work-life balance, individuals need to have faith
that their personal and professional lives can coexist and even complement one another, given the
priorities and ideals that they have set for themselves at this point in their lives (Kalliath, Brough,
2008). Work-life balance programs are an important tool for helping employees strike a good balance
between the competing demands of their personal and professional lives, and it is imperative that
employers recognize the importance of these programs (Naithani, 2010).

Work control, often referred to as job autonomy;, is the degree to which an employee is granted
discretion over how their work is carried out. This refers to the amount of control an employee has
over how their work is carried out. When employees are afforded greater latitude in the performance
of their tasks, research has shown that they can balance their work and personal lives better (Haar
et al.,, 2019). When thinking about creating a more secure and encouraging work environment, job
autonomy is crucial to be taken into account (Parker et al., 2001). The amount of leeway an employer
gives an employee in terms of setting their work hours, determining their work methods, and making
their own decisions is a measure of the degree to which that employee is trusted with autonomy on
the job (Morgeson et al., 2005). Research has shown that job autonomy has an optimistic impact on
workers’ well-being and enthusiasm; nevertheless, a lack of autonomy in the workplace has been
linked to adverse outcomes (Kubicek et al., 2017).
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Job involvement refers to a person’s sense of psychological identity with their work or the
significance of their employment to their sense of self (Lodahl, Kejnar, 1965)). An individual’s level
of involvement in their job can be measured by the degree to which they feel emotionally connected
to or invested in their work (Kanungo, 1982). It enhances an individual’s belief that his or her work is
meaningful and worthwhile in and of itself. Individuals who are deeply involved in their job will see it
as fundamental to their sense of self (Kanungo, 1982). Involvement in one’s job indicates how far an
organization has succeeded in socializing a person by persuading them of the intrinsic significance
of their work. Employees involved in their jobs are more inclined to value hard work and make
strategic decisions that foster organizational progress (Lodahl, Kejnar, 1965). There is a one-to-one
correlation between the amount of involvement one has in their job and the amount of success one
experiences in their job performance (Diefendorff et al., 2002). Work-life balance indicates a state
of harmony across multiple spheres of one’s life, including but not limited to one’s professional and
personal responsibilities and other aspects of one’s life (Greenhaus, Beutell, 1985).

The optimistic viewpoint maintains that handling many responsibilities can result in favorable
outcomes, which suggests that a person’s professional and personal lives can become an “ally” to one
another. The latter, on the other hand, suggests that managing multiple domains at the same time is
inherently problematic, thereby increasing the likelihood of a collision (Greenhaus, Beutell, 1985). It
is possible to increase employees’ enthusiasm, job involvement, and sense of work-life balance despite
the stresses associated with their jobs by providing them with more discretionary decision-making
autonomy while on the job (Li et al., 2018). Indicators of a healthy work-life balance include a high level
of involvement in one’s job and the absence of significant conflict between different social roles in one’s
life, both inside and outside the workplace (Sirgy, Lee, 2018). Challenges like lack of job contentment,
decreased productivity, poor job involvement, and high attrition rate have all been linked to a disparity
across the job demands and personal spheres (Lingard et al., 2007). The work-life balance of the
workforce has been proven to strengthen when companies provide family-friendly policies and perks
like on-site child care (Grover, Crooker, 1995). The core concept behind work-life balance is that one’s
involvement in one role can positively affect other roles in one’s life by increasing one’s capacity in
those areas such as insight, competence, and capital (Greenhaus, Powell, 2006).

A theoretical explanation that describes how job factors affect workers’ psychological state is
the job-demand-control-support (JDCS) model (Karasek, Theorell, 2009). The theoretical model
recommends that people seek ways to increase their job autonomy. Hence, they have more say in
workplace decisions and can form mutually beneficial relationships with their fellow employees,
which can safeguard against the adverse effects of stress at work (Karasek, 1979). Deci and Ryan
(2000) developed self-determination theory (SDT) which is also a significant theoretical framework
in understanding motivation and autonomy. The theory suggested that when individuals feel a sense
of autonomy which means having control over their actions, they are more likely to be intrinsically
motivated and experience positive psychological outcomes (Gagne, Deci, 2005). The principles of SDT
are crucial when examining autonomy in various contexts that contribute to a broader understanding
of the role of autonomy in motivation and well-being (Broek et al., 2016). Thus, it is imperative that
the presence of high job autonomy at work results in better work-life balance (Tement, Korunka,
2015), whereas with lower job autonomy, there is a negative impact on work-life balance (Grotto,
Lyness, 2010). Moreover, organizations have reported higher levels of efficiency, with employees
dedicated to their job roles (Dey et al.,, 2023).

Extensive evidence highlights the complex relationship between job autonomy, job involvement,
and work-life balance across industries. However, the IT sector in India presents unique challenges.
With its demanding work culture, long hours, and high expectations, employees may feel
overwhelmed despite autonomy and involvement. India’s multigenerational family structure adds
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to family responsibilities, impacting work-life balance regardless of autonomy. Social pressures to
prioritize work over personal life are strong among the predominantly young workforce, potentially
weakening autonomy’s positive impact. While remote work and flexible arrangements offer new
possibilities, their effectiveness in India may differ from other countries. There is an enduring void
in the academic literature when it comes to studies that present scientific evidence regarding the
role of job involvement in mediating the connection between job autonomy and work-life balance for
employees working in the IT industry in India. This research aims to analyze job autonomy’s impact
on work-life balance and to look into the role that job involvement plays as a mediator between job
autonomy and work-life balance. The findings of this paper add to the growing body of research by
expanding theoretical and practical knowledge of the connection between job autonomy and job
involvement towards work-life balance in the frame of reference of India’s IT sector.

Research methodology

The information utilized in this study was gathered from the employees of select IT giants
in Bengaluru, Kolkata, and Bhubaneswar. A snowball sampling technique was used to survey the
individuals working in these organizations in the roles of “Software Developers” and “Quality
Analysts.” The questionnaire was distributed in a format that was accessible online, and the
participants’ responses were kept confidential. There was a supporting document that was included
in the questionnaire as well detailing the research title, research goals, and ethical obligations were
stated. Intotal, 270 questionnaires were dispatched for the response, of which 243 were received back.
After removing the ones that were missing necessary information, the remaining 225 questionnaires
were chosen for further examination. This research study used a questionnaire divided into four
sections for its data collection. The initial section focused on the demographic characteristics of the
respondents, including their age, gender, and marital status. The second component was about the
aspect of job autonomy. The component was measured using a three-item measuring scale based on
the one developed by (Voydanoff, 2004). The third part was related to job involvement which was
analyzed with the help of a four-item measuring scale adapted by (Singh, Gupta, 2015). The final part
of the questionnaire was about work-life balance that is evaluated using a four-item scale created
by P. Bérastégui (Bérastégui, 2021). The reliability of the constructs used in the study is analyzed by
Cronbach’s Alpha (a). All these predictor and response dimensions had fair values on the reliability
scale, i.e., job autonomy (a = 0.84), job involvement (a = 0.74) and work-life balance (a = 0.83). The
fact that the obtained reliability values are higher than 0.6 demonstrates that the variables used in
the study are highly reliable and can be analyzed in greater depth (Malhotra, Birks, 2007). The choice
of shorter scales in the present study is influenced by the characteristics of the study population
(Rammstedt, Beierlein, 2014).

As the IT professionals in India have a busy work-life, shorter scales were adopted to enhance
participation and response rates. The selected scales have all been previously validated for their
reliability and validity. The short scales are deemed sufficient if they align closely with the specific
objectives of the study, allowing for a more targeted investigation (Ziegler et al., 2014). In this study,
job autonomy is considered to be the independent variable (X), job involvement is deemed to be the
mediating variable (M), and work-life balance is taken into account to be the dependent variable (Y).
The Likert scale, with its five points, was used to measure the variables involved in the study, and a
binary scale is used to evaluate the demographic characteristics of the respondents. The foremost
objective of this research study is to investigate the influence that job autonomy has on employees’
work-life balance, with job involvement as a mediating variable. The following hypotheses are tested
in the research:
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H1: There is an association that can be described as both positive and significant between job
autonomy and employees’ work-life balance.

HZ2: There is a relation that is both positive and significant between one’s level of job autonomy and
the job involvement one has in their work.

H3: There is a positive connection that can be characterized as also significant across job
involvement and having a healthy work-life balance.

H4: The connection between one’s level of job autonomy and one’s ability to maintain a healthy
work-life balance is mediated by one’s level of involvement in their job.

The model developed by R. M. Baron and D. A. Kenny was utilized in this research to perform a
regression analysis to test whether or not mediation was present (Baron, Kenny, 1986). The authors
suggested the following four steps confirm the requirements of a mediation relationship.

Step 1. Perform a regression analysis, with the independent variable (X) as a predictor for the
dependent variable (Y), with the sole intention of identifying path c.

Step II. Perform a regression analysis, with the independent variable (X) as the indicator for
mediating variable (M), to locate path a.

Step III. Perform a regression analysis, with mediating variable (M) as a determinant for the
dependent variable (Y), with the motive of determining path b.

Step IV. Perform multiple regression analysis, with the independent variable (X) and mediating
variable (M) representing a predictor for the dependent variable (Y), to analyze path c’.

Following are the equations constructed based on the present study using the method described
above, as was suggested (Hayes, Preacher, 2014). Figure 1 provides a visual representation of the
research framework model that has been proposed.

Job involvement = interceptl + a (Job autonomy) + el (D
Work-life balance = intercept2 + ¢’ (Job autonomy) + b (Job involvement) + e2 (2)
Work-life balance = intercept3 + c (Job autonomy) + e3 (3)
c=c’+ab (4)

Here, a stands for the indirect effect that job autonomy has on job involvement, b stands for
the indirect effect that job involvement has on work-life balance, ¢’ stands for the direct effect that
job autonomy has on work-life balance, and c stands for the total effect that job autonomy has on
work-life balance. The sum of the direct and indirect effects must equal the magnitude of the total
effect (Baron, Kenny, 1986). In order to analyze the data, SPSS version 25 is used.

Work-life Balance

A 4

Job Autonomy

Figure 1 (a). Research framework model illustrating the relation between the job autonomy and work-life balance. c
stands for the total effect that job autonomy has on work-life balance.

Job Involvement

Job Autonomy Work-life Balance

Figure 1 (b). Research framework model illustrating the relation between job autonomy, job involvement and work-life
balance. a stands for the indirect effect that job autonomy has on job involvement, b stands for the indirect effect that
job involvement has on work-life balance and ¢’ stands for the direct effect that job autonomy has on work-life balance.
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Findings and discussion

The respondents’ demographic information is presented in Table 1, which contains the relevant
data. According to the collected data, the vast majority of the workforce comprises individuals under
30 who are male and single.

Table 1. Demographic attributes

Attributes Frequency Percentage
Age
Under 30 137 60.9
Above 30 88 39.1
Gender
Male 169 75.1
Female 56 24.9
Marital status
Unmarried 144 64
Married 81 36

Source: Authors’ calculations using primary data.

To begin, the Pearson correlation coefficient (r) is utilized to ascertain the degree to which the
variables investigated in the study were linked to one another. The correlation test revealed a positive
and significant association between the employees’ job autonomy and their ability to maintain a
healthy work-life balance in the employees, r (223) = 0.43, p < 0.001. In addition, the relationship
between job autonomy and job involvement is positively significant, with r (223) = 0.55, p < 0.001.
The correlation between being involved in one’s job and having a healthy work-life balance was
found to be significant and positive, with r (223) = 0.53, p < 0.001. It is notable that the values of the
correlation coefficient of the variables in our research are closer to +1, which indicates the existence
of a strong linear link between the variables (Kirch, 2008). This was found to be the case when
comparing the correlation values of the variables.

After that, the descriptive statistics of these variables are assessed, presented in Table II. The
findings regarding the central tendency indicate that there are relatively high mean values for job
autonomy, job involvement, and work-life balance, with those values amounting to 3.68, 3.45, and
3.21, respectively. It indicates that the individuals who provided their responses are in accordance
with the questions posed to measure the variable. Additionally, when measuring the dispersion
among the variables, the standard deviation values for job autonomy, job involvement, and work-life
balance are correspondingly 0.84, 0.77, and 0.85. These values can be found in Table 2. The standard
deviation values allow one to deduce that the data are densely concentrated around the mean
and are, therefore, more reliable. This can be inferred from the fact that the standard deviation is
relatively small.

Table 2. Descriptive statistics

Measures N Mean SD
Job autonomy 225 3.68 .84
Job involvement 225 3.45 72
Work-life balance 225 3.21 .85

Note(s): N — number of respondents, SD — standard deviation. Source: Authors’ calculations using primary data.
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Then, we validated our hypothesis by putting it through its paces using the methodology outlined
by R. M. Baron and D. A. Kenny (Baron, Kenny, 1986). In the first part of the analysis, hypothesis H1
is examined. This hypothesis postulates that there is a connection between job autonomy and the
work-life balance of employees, which is not only positive but also significant. The model summary
results for this association denoted by c, are presented in Table 3, which is based on the research
framework that has been designed. It is found that job involvement accounts for 19% of the variance
in terms of work-life balance. It has been determined that the standardized coefficient of 0.43 is both
positive and highly significant, with a, p < 0.001. This confirms that job autonomy favors work-life
balance, so the HI hypothesis can be accepted. The regression equation is described in the following.

Work-life balance = 1.59 + 0.43 (Job autonomy) + e3 (5)
Table 3. Model Summary for the relationship ¢
Relationship R’ Constant B
Job autonomy > Work-life balance .19 1.59 A3

Note(s): R? — proportion of variance, § — standardized coeflicient, **p < 0.001. Source: Authors’ calculations using primary data.

The next step executed is about testing hypothesis HZ. It states that there is a positive and
significantrelationship between an individual’s level of job autonomy and the level of job involvement
they have in their work. Table 4 demonstrates, in accordance with the research framework, the
model summary results of the association indicated by a. According to the findings, job autonomy
is responsible for 30% of the variation that is present in terms of job involvement. It has been
determined that the standardized coefficient of 0.54 is not only positive but also highly significant,
with a, p < 0.001. This substantiates the hypothesis that greater job autonomy is correlated with
higher levels of job involvement; consequently, the H2 hypothesis can be approved. The following
outlines the regression equation.

Job involvement = 1.61 + 0.54 (Job autonomy) + el (6)
Table 4. Model Summary for the relationship a
Relationship R’ Constant B
Job autonomy ->Job involvement .30 1.61 54%%

Note(s): R? — proportion of variance, § — standardized coefficient, **p < 0.001. Source: Authors’ calculations using primary data.

The subsequent step is the testing of hypotheses H3 and H4. According to H3, there is a positive
connection that can be described as significant across job involvement and a healthy work-life
balance. The relationship is represented by b in the research framework. The information regarding
the results obtained can be found in Table 5. Based on the findings; job involvement accounts for
31% of the variation that can be found in contexts of a person’s ability to maintain a healthy balance
between their professional and personal lives. Not only has it been determined that the standardized
coefficient of 0.42 is positive, but it is also highly significant, with a, p < 0.001. This supports the
hypothesis that higher job involvement is linked to increased degrees of work-life balance; as
a result, the H3 hypothesis can be accepted. Additionally, according to hypothesis, H4, there is a
connection between an individual’s level of job autonomy and their capacity to maintain a healthy
work-life balance, which is mediated by an individual’s level of involvement in their job. According
to the research framework, the association is indicated by c’. The information regarding the results
that were obtained can be found in Table V. The findings suggest that job involvement is responsible
for 31% of the variation in the relationship between job autonomy and work-life balance. The
standardized coefficient of 0.21 is shown to be both positive and highly significant, with a, p < 0.001.
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This supports the hypothesis that job involvement mediates the linkage between job autonomy and
work-life balance; as a result, the H4 hypothesis can be accepted. The equation for regression, using
H3 and H4 as the independent variables, is depicted in the layout below.

Work-life balance = 0.86 + 0.21 (Job autonomy) + 0.42 (Job involvement) + e2 (7)

Table 5. Model Summary for the relationship b and ¢’

Relationship R’ Constant B
Job involvement ->Work-life balance 31 .86 A42%%
Job autonomy ->Job involvement >Work-life balance 31 .86 21

Note(s): R?— proportion of variance, § — standardized coefficient, **p < 0.001. Source: Authors’ calculations using primary data.

Using the equations (5), (6), (7), the approach was verified (Baron, Kenny, 1986).

Total contribution of job autonomy to work-life balance (c) = 0.43

Direct contribution of job autonomy to work-life balance (¢”) = 0.21

Indirect contribution of job autonomy to job involvement (a) = 0.54

Indirect contribution of job involvement to work-life balance (b) = 0.42

The criteria to ascertain the existence of mediation in the model using the regression equations
obtained is ¢ = ¢’ + ab (Hayes, Preacher, 2014). This condition is ascertained in the context of our
model and it can be inferred that job involvement acts as a mediating factor in the relation between
job autonomy and work-life balance. Moreover, it is found that all the relationships amongst the
variables are significant and the influence of independent variables is lower when the mediating
variable is controlled. Thus, our model has the condition of partial mediation (Hayes, Preacher,
2014). Although the majority of the respondents are male, the author didn’t find any difference in
terms of gender when it comes to work-life balance in the IT sector. This is attributed to the fact
that irrespective of gender, members are subjected to similar working conditions. Therefore, it can
be said that work-life balance is largely a gender-neutral concept which is in line with past studies
(Akanni, Oduaran, 2017; Shakya, 2023).

Conclusion and implications

Our findings are consistent, to a significant extent, with those of previous research that looked
into a similar theme and found that the degree of job autonomy an employee has influenced both
their level of job involvement. Furthermore, in turn, how well employees manage their time between
work and their personal lives (Naithani, 2010; Sirgy, Lee, 2018). The research study outcomes are also
in alignment with the JDCS model (Karasek, Theorell, 2009). The employees value the opportunity
for job autonomy, seek out roles in workplace decision-making, and seek out opportunities to
interact with their coworkers, all of which enable them to deal with the demands of their jobs
(Karasek, 1979). According to the study, job autonomy and a healthy balance between work and
personal life are positively related (Tement, Korunka, 2015; Grotto, Lyness, 2010). It is possible to
draw the conclusion that job autonomy has a significant impact on the degree to which employees
are involved in their work and maintain a healthy balance between their lives at home and work
(Ng et al,, 2017). The process of mediation is one that can be immensely valuable and influential
in statistical testing. It is still the most common type of analysis that is carried out based on what
is postulated (Baron, Kenny, 1986). The study found evidence to support the presence of partial
mediation. It indicated that there is a significant relation among all of the constructs that were used
in the study. Job autonomy influences both job engagement and employees’ work-life balance, while
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job involvement also influences employees’ work-life balance. Additionally, it indicated that there is
a significant relation among all the constructs that were used in the study (Haar et al., 2019).

Limitations of the study

While the study acknowledges limitations, it offers valuable insights for future researchers.
The sample size may restrict generalizability, urging future researchers to use a larger and more
diverse sample. The usage of self-report measures introduces potential response bias (Smith,
2004). Hence, suggesting the future researchers to explore more comprehensive instruments for
a thorough evaluation. The findings may be context-specific that may limit direct applicability to
other industries or regions. The lack of demographic diversity prompts future studies to aim for
a more heterogeneous participant pool. Social desirability bias could also have an impact on the
self-reported data accuracy (Chung, Monroe, 2003). Therefore, future researchers should include
objective measures and a broader range of factors influencing work-life balance.

India’s IT industry is one of the most lucrative and competitive in the world. However, there has
been a notable amount of employee turnover in the industry. This imbalance has been documented to
lead to decreased levels of job satisfaction and morale and increased stress, fatigue, and absenteeism.
The repercussions of this imbalance can be substantial due to these factors (Srivastava, Dey, 2019).
When compared to workers in other sectors in India, those employed in this industry face a greater
level of job insecurity due to the nature of their work (Rajthilak et al., 2022). As a result, the company
needs to consider how compensation affects the overall health and happiness of its workforce in
addition to these factors. Employee well-being in an organization can be broken down into several
categories, including job autonomy, job involvement, and a healthy balance between work and
personal life. These are only possible if there is support from management.

The study’s findings provided convincing evidence in favor of the hypothesis thatjob involvement
has a mediation effect between job autonomy and work-life balance. The research study contributes
significantly to our understanding of the factors that influence the health and happiness of workers.
India’s information technology industry needs to take action in this area to promote the happiness
and well-being of its workforce. Also, the employees working in the Indian IT sector across gender
reported a similar attitude towards work-life balance. The present research’s findings are consistent
with those found in previous research. However, considering these factors, this is only one of a
handful of studies conducted in India against the IT industry. The subsequent research in this field
needs to focus on incorporating a more significant number of different variables and utilizing a
greater variety of sample sizes across a wider geographical area.
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PoJsib aBBTOHOMHOCTH paboThI U BOBJIEYEHHOCTH B PabOTy
B OaJsIaHCe MeX/ly pab0TOM Y JINYHOU )KU3HbIO Cpeay
COTPYAHHKOB CEKTOpPa UHPOPMALIMOHHbBIX TEXHOJIOTHUU

TIEV Yanyan
ORCID: 0000-0002-2709-8613
Ynusepcumem Buodvsicazap, Muonanyp, 3anaonas beneanus, Vnous

AHHoTaums. l/esb. B 3T0M cTaThe paccMaTpUBaeTCsl, KAK aBTOHOMHOCTb paboThl BIMsIET Ha 6asaHC
MeX/ly paboTOM U JIMYHOH KU3HBIO /ISl COTPYAHUKOB, pabOTaIINX B CEKTOpe HHPOPMAIIMOHHBIX
TexHosoru¥ UHAMK. CeKTOp MHPOPMaLlMOHHBIX TEXHOJIOTUIM CTPaHbI SIBJISETCS 3aMEeTHBIM YYaCTHU-
KOM IJ100a/IbHOW TE€XHOJIOTUYeCKOW UH/AYCTPHUH, KOTOPasi BHOCUT 3HAYMTEbHbIA BKJIaJ, B 3KOHOMHU-
yecKUH pocT. CeKTOp MpHUBJIEKAEeT Jy4Yllle TajJaHThl 10 BCEM CTpaHe, UTO JlesIaeT ero TpeboBaTe lb-
HBIM U CJIO)KHBIM pab604uM MecToM. COTpYZHHUKAM CJI0KHEe cOaJaHCHUPOBATh CBOIO paboTy U JIMUHYIO
>KM3Hb M3-3a ObICTPO MeHsIoLelcs pabodel cpefibl, JJUTEIbHOr0 pabovero JJHS U BBICOKOTO CTpecca.
B 3TOM HCC/Ie[oBaHUU TaK¥Ke OLleHHWBAJIOCh ONOCPeyIolllee BIUsSIHHE BOBJIEYEHHOCTH B PaboTy Ha
CBSI3b M€X/ly aBTOHOMHOCTbIO paboThl M 6a/IaHCOM MeX/AY pab0TON U JINYHOM KU3HBbI0. JJu3atin uccae-
dosaHus. C MOMOLbI0 HePAPXUYECKOT0 MHOKEeCTBEHHOTO PEIrPECCHOHHOTO0 aHa/Iu3a BMECTE CO CTaTH-
cTudeckoi Mozenbio Meauanuu P. M. bapoHna u /l. A. KeHHU aBTOp o1jeHuUJ 225 COTPY/JHUKOB, pabo-
TawIUX B 4eTbIpéx Beaymnux UT-komnaHusx B banrasnope, KanpkyTTe u bxyb6anemBape B Unauu.
Pe3ysnemamul. YCTaHOBJIEHO, YTO CYLeCTBYeT 3HAYUTEJIbHBIN U MOJIOKUTE/IbHBIN BKJ1aJ, aBTOHOMHO-
CTH paboThI B 6asiaHC MeX /[y paboTOM U IMYHOH KU3HbI0 coTpyLHUKOB UT-cekTopa B UHANM. Bostee
TOTO, eCTh /J0Ka3aTeJbCTBA TOr'0, YTO BOBJIEUYEHHOCTD B PabOTY TaK)Ke UI'PaeT ONOCPEAYIOIIYI0 POJIb
B YKa3aHHbIX OTHOLIEHUAX. Kak aBTOHOMHOCTb paboThl, TaK M BOBJIEUEHHOCTb BHOCSIT M0JIOKUTEJIb-
HbIN BKJIA/| B 6a/1aHC MeX /[y paboTON U IMYHOH kU3HbI0. OpraHr3alusaM BaXKHO BHEJPSATD MOJUTHKY
Y NPaKTHKY, KOTOpble MOAJEPKUBAIOT 3/J0POBbIN 6GasiaHC JJii CBOUX COTPYAHHUKOB. 3HayeHue 0/
npakmuku. AHanu3 [aéT NoHMMaHWe UHAuKCKoro WT-cekTopa A/ BbIABJIEHUS] BO3MOXHOCTEH
aBTOHOMHOCTH PaboThl B y/ly4dlleHUH GaslaHca MeXJy paboTod U JIMYHOW >KU3HBIO COTPYAHUKOB
MIOCPE/ICTBOM HX BOBJIEYEHHOCTU B paboOTy. Pe3ysibTaThl 3TOro Mcc/leL0BaHUs IOMOTAIOT Cleljdaln-
CTaM 1O KajipaM, Y4Y€éHbIM M OPraHM3alUsAM co3/aBaTb 3$deKTUBHBIE CTPATErMy GasaHca MEeXAY
paboToON M JIUYHOH KU3HBI. [[eHHOCMb pe3y/ibmamos. ITO UCC/IeJOBaHUe YIydIllaeT 3HaHUS O TOM,
KaK aBTOHOMHS paboThl M BOBJIEYEHHOCTD BJUSAIOT Ha GajlaHC MeXy paboTON M JTUYHOH >KHU3HbBIO
cotpyaHukoB UT-cektopa B UHauu. UcciegoBanue 1aéT OCHOBY JJisl IOHMMaHUS TOrO, KaK ICUXO-
JIOTU4eCcKHe 0COGEHHOCTH COTPYAHUKOB UTPalOT BAXKHYIO poJib B GOPMHUPOBAHUH HMX MO3UTHUBHOIO
ombITa Ha paboTe.

Kirw4yeBble cioBa: 6anaHCc MexJy paboTON U JUYHOU KU3HbIO, aBTOHOMHUS B paboTe, BOBJIEUYEH-

HOCTb B PaboTy, ceKTop MHPOPMALMOHHBIX TEXHOJOTUH, UHAUA, KIaccudUKaLys 3KOHOMUYECKOH
autepatypsl (JEL).
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[TOJIMMATVI IV Anekcannpa AHpipeeBHa
ORCID: 0009-0004-0398-708X
Poccuiickas Sxonomuuecxas llxona, Mockea, Poccust

AHHoTanusa. [Jeab. B cTaTbe 060CHOBBIBAETCSI CAMOCTOSTE/NbHBIN CTATyC «CEMEMHON Kapbephl», HA
OCHOBaHHMH PACCMOTPEHUS [esATeJbHOCTH YIEHOB CeMbU B KadecTBe ocoboro Tpyna. Ha mpumepax
[IOKAa3aHo, YTO TPYZOBasi U ceMelHasd aKTUBHOCTb MMEKT MHOI0 O6lIero, a IJIaBHOE, caMa MeTOJ0-
JIOTHS aHaJIM3a TPYAOBOH JeATEJbHOCTH BIIOJIHE NPUMEHMMA U K aHa/IM3y CeMeHHOW aKTHBHOCTH.
Memod. Ho ecsiiu cpaBHUBATbh CeMelHYI0 M NpodecCHOHANbHYIO AesTeJbHOCTb, TO MPU HEKOTOPOM
CXOZICTBE €CThb U CYLIeCTBEHHbIEe Pa3/nyus. B 4acTHOCTH, ceMeliHble OTHOLIEHUS 06BIYHO OCHOBAHBI
Ha 6o0Jiee BbIpaXKEHHBIX HHTUMHO-JIMYHOCTHBIX PUBS3aHHOCTSX, YTO JJis NPOodeCccCHOHANbHOH Jes-
TEJIbHOCTH, B LleJIOM, He XapaKTepHo. Pe3ysbmamul. [IpesiokeHa 06001EHHAS MOZeJb, OTPaXKaIOILast
3HAYUMOCTb Pa3HbIX cep KU3HEAEATETbHOCTH AJs1 CEMEHHOTO U JIMYHOCTHOTO CYACThs U yCIexa.
Ha ocHoBe 3TOH Moje/u npejaraeTcs KOHCYJIbTaTUBHAsA MeToAuKa «CeMeiiHast Kapbepay, 103BOJIS-
Iol11asl ONpesiesIATh «TOYKU CONMKEHU», KTOYKH OTTAJKUBAHUSI» U «TOYKU PaBHOBECHS», OTPaKalo-
IIMe pa3HOe OTHOILIEHHE YJIEHOB CEMbH K BbIOOPY JPYTUMH YIeHAaMHU TeX WU UHBIX PUOPUTETHBIX
cdep KU3HeLesITeNbHOCTH. [10 COr/TacOBAHHOCT 3THUX TOYEK MOXKHO YTOUHSATb IPOGIeMbl KOHKPETHOM
CeMbH Y UCKaThb IIyTH rAapMOHU3ALUH U JJaXKe B3aUMOOOOrallleHUsl CeMeHHbIX OTHOIIeHUH. [loka3aHbl
BapHUaHTbl BO3MOXXHOTO COOTHOLIEHHS THUIIOB CEMEH U THUIIOB Kapbep. B cTaTbe BbIAE/IEHBI TaKXKe
pa3Hble OCHOBAHUS /IJIsl TUIIOJIOTUH «CEMENHBIX Kapbep», a 10 HEKOTOPbIM OCHOBAHUSIM MPe/JI0KEHbI
BO3MOXHbIE THUIIbI TAKUX Kapbep. LJeHHOCmb pe3ysibmamos. B KoHIe CTaTbU pacCMOTPEHBI BApUAHTEI
NPaKTUYeCKOU IIOMOLIY YIeHaM CEMbH, IIBITAIIINMCS CAMOOIPEENUThCS B BbIGOPE NPeIOYTUTEb-
HOTO0 THUIIa «CEMEWHOM Kapbephbl», HAUOO0JIee MOAXOAAIEr0 AJIs JAHHOr'0 3Tana CBOEro pa3BUTHUSL.

Appec: 125993, . MockBa, JIeHUHT'PaJICKUI MTPOCHEKT, A0M 49. E-mail: nsp-22@mail.ru
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KiloueBbl€e c/10Ba: ceMelHasi Kapbepa; 6anch, rapMoHu3anud CeMbHU U Kapbepbl, OCHOBAHHA AJIA
TUIOJIOTUU CEMENHBIX Kapbep.

[locTaHOBKa Np06GJIeMbI

YcnoxHsommecs o61de COUaJlbHO-KYJIbTYPHbIE U 9KOHOMUKO-TIPOU3BO/ICTBEHHbIE OTHOIIIE-
HUSI JeJIaloT BCE 6oJiee aKTyaJlbHOM MpPo6JieMy IMOMCKAa ONTHMaJbHOTO COOTHOIIEHHUS MEXAY
pa3HbIMU BUJIaMU JeSITeJIbHOCTU (TPYJ0BOH, COLlMA/IbHOM, I0CYTOBOM, ceMeilHOM, 0O6pa3oBaTeJib-
HOU U ApyruMu). OAHUM U3 GoJiee YaCTHBIX MPOSIBJAEHHUUN 3TOU 0611el Po6JieMbl SIBJISIETCS MTOUCK
ONTHUMAJIbHOTO COOTHOIIEHUS MEX/Y ceMbell U paboToi. CiieyeT NPU3HATH, UTO MOSIBJSETCS BCE
6oJibllie paboT, MOCBALEHHBIX JAHHOU TeMe, MPUUYEM, He TOJIbKO HayuyHbIX (besiexoBa, UBaHOBCKas,
2022; 3axapoBa, Kapab6anoBa, CrapoctuHa, 2023; 3axapoBa, Kapa6aHoBa, 2021; JlemuuKoBa,
Janunos, 2017; Yepusiies, 2007; lllupokora, 2020), Ho 1 HayyHO-nIonyAsipHbIX (BanManpku, 2023;
3umuHa, 2023; UcynoBa, YTkuHa, 2023; Ky3suna, 2023; CtpesnkuHa, 2023). 3TO CBUAELTENBCTBYET O
O0JIbIIIOM HHTEpEece K CeMEMHOU Kapbepe y CaMbIX IIUPOKHUX CJI0EB HAaCeJIeHHs], UTO JleJIaeT JaHHYI0
npo6JieMaTUKY U aKTyaJIbHOM, U COBPEMEHHOM, U BUAMMO, ITOKA elé HeJOCTATOYHO OCMBbICJIEHHOM.

OOBbsAICHSAETCS 3TO BO MHOT'OM TeM, YTO MOCTEeNeHHO yTpayKMBaeT CBOU MO3UIUMU MpPeHUMYyIlle-
CTBEHHO MaTpUapxa/bHbli yKJaJ *KHU3HH, KOT/J|a >KM3Hb U pab0Ta MHOTUX CeMel ObLIM He TOJIbKO
CWJIbHO B3aMMOCBSI3aHbl, HO U NpeJcKa3yeMbl. bosiee coBpeMeHHbIN VKA )KU3HU NpejojaraeT
Y 60Jiee BBICOKYIO COLlMa/IbHO-IPOdeCcCHOHaNbHYI0 MOOUJIBHOCTbIO HaceJieHUs], B TOM YHUCTe, U
foJiblliee KOJIMYECTBO Pa3BOJOB, U OOJIblliee BpeMsl HA MOJyYeHUE MOJIOZEXbio 00pa30oBaHUSA U
HauyaJ/ia Kapbephbl, YTO HepeJIKO CBSI3aHO U C 60Jiee MO3AHUM co3aHueM ceMell (KapabaHnosa, 2007;
KosocoBa, 1987; IpsixkuukoB, 2020; [uelaep, 2006; Hershenson, 2016). XoTs ¥ B COBpeMEHHBIX
CEMbSIX CJYy4alOTCS WCKJOYEHHUs, KOT[a Kapbepa HauMHAeTCs C/AUILIKOM paHO, HallpUMep, ec/Id
pe6EHOK 0OHAPYKUJ KaKHe-TO CIIOPTHBHbIE WM HHble TasaHThbl (CTamb6ysoBa, 1999). [naBHOoe
OTJINYHE MaTpHUapxaJbHbIX CEMEN OT ceMell COBpEMEHHbIX COCTOUT B TOM, YTO, BO-IIePBbIX, 3HAYHU-
TeJIbHO paCIIMpsieTCs AUana3oH npodeccuoHaIbHbIX BIOOPOB JleTel, KOTophIe JJaJeKo He BCer/a
CJ1e1yI0T [0 CTOIaM CBOUX POAUTEJIEH, KAK 3TO 4YaCTO ObLIO B NaTpUapXabHbIX CEMbsIX. BO-BTOPBIX,
BCE 4Yallle B COBPEMEHHBIX CEMbSIX MPOSABJSAETCSA pa3HOOOpa3re TUIOB B3aHMOOTHOIIEHUN MEXAY
pa3HbIMHU 4YJieHaMU CeMbU. A B-TpPeTbUX, YCUJIUBAETCS pa3HO0Opasue U Jlaxke coueTaHUe Pa3HbIX
KapbepHbIX THUIIOB.

Bcé yaiie couno/iord v NCUX0JI0ry TpyAa NUILYT O TAKOM OTHOCUTEJIbHO HOBOM SIBJIEHUH, KaK
«MpeKapuaTe», TO eCTb 0 BbICOKOKBaJIU(PUIIMPOBAHHBIX PAa6OTHUKAX, TIOCTOSTHHO HAXOASIIHUXCS B
COCTOSIHUU CTpecca (AucTpecca). ITO CBS3aHO C T€M, YTO MHOTHE TaKHe CIeluaIuCThl BbIHYX/|€Hbl
noApabaThIBaTh MO PA3JIUYHBIM I'PAHTAM M MPOEKTaM, XapaKTePHU3YIOIUXCS KPAaTKOCPOYHOCTHIO.
U To, 4TO OyAeT moc/je 3TUX NPOEKTOB U I'PaHTOB, He Bcerjga nporHosupyemo (Jémun, 2021).
JlonosTHUTE/IbHbIE HANIPSI?KEHHUS CO3JIaeT CUTYyallMsl, KOTJla KpaTKOCPOYHOCTh TaKUX PaboT, 4acTo
SIBJISIIOIIUXCSI OCHOBOM CEMENHBIX OIO/PKETOB, HE M0O3BOJISIET 3TUM BbICOKOKBAJIUPUIUPOBAHHBIM
CHelyaarMCcTaM MOTPYKaThCS B CJIOXKHBIE TPO6JIeMbl U peai30BaTh CBOU TaJlaHThI B IOJTHOU Mepe
(Fair, 2014; lpsxHukoB, 2020). Ho ryiaBHOe, YTO Y TaKUX CHELMAJMCTOB, JIMOO, MaJO0 OCTAETCS
BpeMeHH Ha CeMblIo, JIM6O, JaXke MPHU HAJIUYHUU CBOOOJHOTO BpeMeHHU (UM CBOOOAHOrO rpaduka
paboThl), MOYTU HE OCTAETCS AYIIEBHBIX CUJI HA MOJIHOLEHHOE 00l eHHE C CEMbEHN.

U BCE ke, Ja’ke HECMOTPsI Ha 60TaThIN OMBIT U3YYEeHUSI CEMENHBIX Kapbep, OCTAITCS BOMPOCHI,
TpeObytolre CBOEro HOBOTO OCMBIC/IEHUS], 0COOEHHO, B KOHTEKCTE COBPEMEHHBIX U3MEHEHHUH, KaK
B cdepe Mpou3BoACTBA (HampuMep, pa3BUTHE «yJaJEéHHbIX» GopM NMpodecCHOHATBHOTO TPYAQ,
N03BOJISIOLUX OOJiblile BpEMEHU MPOBOAUTHL [IOMa, C CEMbei), Kak B chepe caMUX CEMENHBIX
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OTHOIIeHUW (HampuMmep, MOsiBJieHWE aJibTePHATUBHbIX CeMel M aJibTePHATUBHbIX CEMENHBIX
OTHOLIEHUH), TaK U B U3MEHEHHUU OOIIECTBEHHOW MOpasid, Kacawuleics Tpyaa u cembu (Mo,
2023; Kopcak, MoticeBuy, 2023; llpsoxkHukoB, 2020). OTciojja Halle [VIaBHOE MpPeJIoJIOKeHUE,
noOyAuBIlIee HAMKCATh HACTOSUIYIO CTAaThlO, 3aKJII0YAETCS B TOM, YTO CYLIECTBYIOllee TPaJUlii-
OHHOE TTOHUMaHUEe «CEMENHON Kapbepbl» HYX/IAeTCsl B YTOUYHEHUH, a TAKXKe — B TOM, YTO CaMH
THUIIbI «CEMEHHOU Kapbepbl» UMEIOT 60Jiblilee pa3HO06pa3ue, YEM 3TO 0ObIYHO OTPAXKAETCS B JINTE-
paType, NOCBAIEHHON JJaHHOU TeMe. TeM 6oJiee, YTO NIPUMEHUTEJIbHO K Kapbepe COBPEMEHHbIE
aBTOpPBI BCE OOJIblle TOBOPAT O «IIOJMBAapUaTUBHOU Kapbepe», KOT/la YeJIOBEK CBA3bIBAET CBOIO
»KU3Hb He C OfiHOU npodeccrel, a BCE yallle COBMeIaeT WM YepelyeT pa3Hble BU/bl Tpodeccuo-
HaJibHOTO TpyAa (MoruseBkuH, 2007, c. 33).

COOTBETCTBEHHO, 3TO MO3BOJISIET YTOUHUTh U HEKOTOPbIE BaXKHble MO3ULMK HALETo Teope-
TUKO-METO/0JIOTUYECKOTO HcciaeZjoBaHUusA. OObeKT HCCleOBAaHUSIX — 06pa3 KU3HU 4YeJIOBEKa,
OCHOBaHHbI Ha TAPMOHHWYHOM COOTHOULIEHHWU U Pa3yMHOM MOCJEe/J0BATEJIbHOCTH Pa3HbIX COLU-
aJibHO-NIpodecCUOHA/NbHBIX POJIel, 06ecreyrBalIIUMX KU3HEHHbIM ycnex jsu4yHOCTU. [IpegmeTt
HCC/ie[JoOBaHUS — «CeMelHble Kapbepbl» Kak 6oJiee yaCcTHOe NposiBJeHHe o6pasa »ku3Hu. llesb
YcClie[JOBaHUS — YTOYHUTD IOHATHE «CEMeNHas Kapbepbl» U BbIIEJIUTb OCHOBAHUSA JIJ11 TUIIOJIOTUH
«CceMeHHbIX Kapbep». [locTHKeHUe 3TOW LM MO3BOJMUT MOC/AefyolieM 060raTUTh MNPaKTUKY
npodeccUOHaJbHOIO U CEMEMHOr0 KOHCYJIbTUPOBAHUS M MPOEKTUPOBaTh Gosiee 3pdeKTHBHbBIE
MEeTO/Ibl TAKOTO KOHCYJIbTUPOBaHUsl. [locTaB/ieHHas 1LieJib ONpe/iesisieT KOHKPETHbIE 3a/la4y HcCCJie-
JloBaHUs: 1) yTOUHUTB MOHSATHUE «CeEMelHas Kapbepa» U 060CHOBATb €€ CAaMOCTOSITEJIbHBIN CTATYC;
2) paccMOTpeTh KaTErOPUM «CeMbsI» U «Kapbepa» B UX BO3MOXKHBIX B3aUMOCBS35X; 3) BbIIEJUTD
BO3MO>KHbl€ OCHOBAHMUS /IJIsl TUIIOJIOTUU «CEMEWHBIX Kapbep».

Bb160p TUIa «ceMeNHOU Kapbepbl» — 3TO, 110 CyTH, CUTYallysl CaMOOTIpe/iesieHUsI KaK KOHKpPeT-
HOM JIMYHOCTH, TaK U APYTHUX JIOJEHN, C 9TON JIMYHOCThIO CBSI3aHHBIX U C HEIO B3aUMOJIENCTBYIO-
IMX. 3aMeTHM, YTO U B [ICUX0JIOTUHU Kapbephl, U B NTpodOpUeHTalLMHY, BCE Yallle TOBOPAT HE CTOJIbKO
0 BbIOOpe mpodeccuu, CKoJIbKO 0 Bbibope o6pa3a xku3Hu (bsaunHoB, Pogudes, Ceprees, 2023;
[psknukoB, 2016; Hershenson, 2016; Super, 1980). BoifiesieHue pas/iMuHbIX TUNOB (MOAeJEH,
BapHUaHTOB) CeMeMHOW Kapbepbl, Ha Hall B3IVIslJ[, TO3BOJMUJIO Obl 000TAaTUTh KOHCYJbTAllMOH-
HYI0 NPAKTUKY, HAapUMep, AJisl rapMOHU3alnuu (ONTUMa/IbHOrO 6ajslaHca) Kapbepbl U CEMbH, [Jis
BbIOOpa BapuaHTa (TUIA) ceMeHHOW Kapbephl, [/ NPOEKTUPOBAHHUSI TPEHUHI'OB KapbepHOU U
CeEMENHOM YCIENIHOCTH U TOMY MOJJ06HOE. BbljiesieHHbIe THIIbI CeMENHbIX Kapbep MO3BOJIMJIU Obl
060raTUTh U 3KCIIEPUMEHTAJIbHYIO [ICUX0JIOTHIO, B MJIaHE BbI6OpA OCHOBAHUM /IJisl MPOEKTHPOBa-
HUSI IMarHOCTUYECKUX METO/I0B, OPHUEHTUPOBAHHbBIX HA MOMOI[b BO B3aUMOINIOHMMaHWU Pa3HbIM
YJIeHaM CeMbH, J1Jisl BblJleJIeHUsI KpUTEePUEB YCIENTHOCTh CEMEMHBIX Kapbep.

«CeMeHas1 Kapbepa»: COBpeMEHHbI! CTAaTyC NOHATHUA

K coxasieHHI0, YETKOTO Olpe/ie/ieHUs] TOHATHSI «CeMelHasi Kapbepa» Mbl B IOCTYIHbIX HaM
MCTOYHUKAxX He 0OHapYy»KUJIK. B HeKOTOpbIX paboTax OTMeYaeTcs, YTO «CeMelHasi Kapbepa MOXeT
paccMaTpUBaThCS KaK IOC/e0BaTeJbHAasi CMeHa KOHBEHIIMOHAJBHBIX POJIEBBIX MO3UIUN —
CbIH(104b), BO3/106IeHHbIH (BO3J1I00JIeHHas1 ), cynipyT (cynpyra), otern (MaThb), AeAylika (6abyrika)
— U B COOTBETCTBUH C )KU3HEHHBIM IIMKJIOM CEMbU M WUHJMBU/YAJIbHOU KU3HEHHOW TPAEKTO-
puelt anyHOCTU» (3axapoBa, KapabaHoBa, 2021, c. 248), c yeM Mbl, B 11eJI0M, coTJIacHbl. Ho 06b14YHO
MHUIIYT OT/AEJbHO O «CEMbe» U 0 «kKapbepe», B YaCTHOCTH, O TOM, KAaK HAUTH MeXy HUMH OIITUMaJIb-
HO€e COOTHOLIEeHHe, UK O TOM, YTO GoJiee 3HAaYUMO JJig yesioBeka (Banmanxu, 2023; BypmakoBa,
2023; Buttenb6epr-Kokc, 2023; MakcioToBa, 2016). UHorga aake MCroJsib3yl0TCsl TaKUe MOHSATHS,
KaK «JBOMHas kKapbepa» (dual career), uiu «ceMbu ABOMHOU Kapbepbl» (dual career families)
(A6epkpom6bu, Xusi, Tepuep, 2004; bouasep, 2022).
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Ho BakeH BoNpocC: YTO 06'beIUHAET CEMbIO U Kapbepy? M0oXXKHO Npe0I0KUTh, YTO U CEMbS, U
Kapbepa fIBJIAITCA CllequUIeCcKOr TPYA0BOU [edTeJbHOCTbI0. ITO [ONyCKAaeT aHaJIUu3 CEMENHOU
YKU3HeJlesITeJIbHOCTU M0 OCHOBHBIM XapaKTEPUCTHUKaAM TPYAOBOU [leITeJIbHOCTH, TPAJULLMOHHO
BbIJe/IfieMbIX B icuxoJioruu Tpyza (Kaumos, 1988). Ecav npoBogUTh aHA/IN3 10 «OCHOBHBIM IICUXU-
4yecKUM peryastopaM Tpyga» (Kaumos, 1988, c. 19-28), To npuMeHUTENBHO K CEMEHHOM KU3He-
JlesITeJIbHOCTY Mbl TOJly4yaeM: 0 06pa3y 00beKTa [esTeJbHOCTU ([Jisl CEMbU — 3TO MApPTHEP,
JleTU Y 6JIM3KKe POJACTBEHHUKU ), 10 06pa3y cebsi Kak CyO'beKTa CeMeNHbIX OTHOIIEHUH (CO6CTBEH-
Hasl TOTOBHOCTb YeJI0BEKA K CeMbe U K POJUTEJILCTBY, @ TAKXKe ero rOTOBHOCTb 06ecrneuynuBaTh U
3allMIIATh CBOIO CEMbI0), 10 06pa3y Cy6'beKT-00bEKTHBIX U CYO'bEKT-CYyO'beKTHBIX OTHOLIEHUH (KaK
FOTOBHOCTb 4YeJIOBeKa BbICTpAUBaTh MEXJUYHOCTHbIE OTHOUIEHHS] C Pa3HbIMHU 4YJEHAMU CEMbH,
CTJIQXKUBATh Pa3HOIJIACUS, UATH HAa KOMIIPOMUCCHI U TOMY MIOI0GHOE).

AHanu3 ceMelHOU AeATeJIbHOCTH [10 OCHOBHBIM I1ICUX0JIOTUYECKUM NpU3HaKaM Tpya (Kinmos,
1988, c. 61-67) no3BoJIsIET YTOYHUTD: 1) 0cO3HAHMUE 1ieJH (CAe/IaTh CEMbIO M CaMOT0 cebs CHACT/IU-
BbIMH, YCIELIHBIMU U 006€eClle4eHHbIMH, B COOTBETCTBUU C TPAAULIMSIMU CBOEU KYJIbTYPHOU Cpefibl);
2) 0co3HaHHEe OTBETCTBEHHOCTH (3a CBOIO CEMbIO U JieTeil); 3) cO3HATebHbIMA BbIOOP U UCIOJIb30-
BaHMe Cpe/CTB Tpy/ia (HaBbIKM 3HAKOMCTBA U I00paYHOro yXaXKMBaHHUS, HABbIKU CO3/IaHUSI CEMbH,
HaBbIKKM obOecrieyeHUe CEMbU W BOCIUTAHUS JAeTed U Ap.); 4) «0CO3HAHHUE MEXKJIIACKUX MPOU3-
BO/ICTBEHHBIX OTHOULIEHUU» (IIOCTPOEHUE PaJIOCTHBIX U NPOAYKTUBHbIX OTHOLIEHUU C pa3HbIMHU
YyJIeHaMHU CeMbU NPU pellieHUU MOBCeJHEBHbIX BOMPOCOB U MPU MJIAHUPOBAHUU PA3BUTUS CEMbHU
Y NIOJITOTOBKHU JleTell K CAMOCTOSITEJIbHOU »KM3HU ). BO3M0KHO, KOr0-TO CMy1IaeT CJIOBOCOYETAHUE
«IPOU3BO/ICTBEHHbIE OTHOIEHU», IPUMEHUTEBHO K CEMeHHbIM OTHOLIeHUsM. Ho ecsiu paccma-
TPHUBATb HEKOTOPbIE BaKHble PYHKILUH CEMbU, HAIPUMEP, PENPOAYKTHUBHYIO, TO /1aXKe OHA COOTHO-
CUTCS C UJleed «BOCIIPOU3BO/ICTBA HaCeJEHUSI» U Jla>ke C BOMIPOCAMHU «YIPABJIEHUS POXKAAEMOCTU,
KOT/]a CeMelHble ICUXO0JIOTU MBITAI0TCS pacCMaTpUBaTh MPO6JEMbI CEMbU M HAa TOCYAAPCTBEHHOM
YPOBHE, ia €lll€ U CCbLIAIOTCS Ha 3TH MpobJieMbl B cBoUX paboTtax (Edumona, KyBanguuna, 2023, c.
35-36; PomamioBa, Cepepna, 2017, c. 23-24; llneugep, 2006, c. 7).

[TIOHATHO, YTO Mbl He CTPEMHUMCS] U3MEHUTD CYIL[€CTBYIOILY0 TEPMHUHOJJIOTUUECKYIO TPAJULIUI0
B CEMEeMHOM KOHCY/JIbTUPOBAaHUHM, TaK KaK Hallla 33/ia4a B JJaAHHOM CJly4ae — BCEro JIUIIb, I0Ka3aTh
CXO/ICTBO HEKOTOPBIX aCIEKTOB CEMENHON U TPYA0BOU AeaTebHOCTHU. [IpaBza, ec/iM COOTHOCUTh
ceMblo ¢ NpodecCHOHaNbHOM [leITeJIbHOCThIO, TO Ipodeccus 4yacTo npejrosaraeT padboty (Tpyz)
3a MaTepuaJbHOE, pexke — 3a MOpaJibHOEe BO3HArpaXk/AeHUe, 4TO /Jis 60/IbLIMHCTBA TPAJULLMOHHBIX
ceMel He SBJIIeTCS OYEBU/HBIM, TaK KaK HACTOSIUEe CeMelHble OTHOLIEHHS BO MHOTOM 0ecCKo-
PBICTHBI U CTPOAATCA OOJiblIE HA JII0OBU U B3aUMHOM yBakeHUU. Kpome Toro, npodeccroHaibHase
JlesITeJIbHOCTb 4YaCTO OCHOBAHA Ha BCE yKeCTOYalIIUXC TPeO0BaHUAX cepTUPUKAL UM pabOTHHUKA
(npodunbHOe 06pa3oBaHUe, aTTECTAL UM, TOBbILIEHHE KBaTUPUKALIUK U TOMY NO06HOE), TOT/a,
KakK JJisl co3JjlaHusl ceMbu $opMaJibHble TpeOOBaHUS HE CTOJIb CTPOTU: OOBIYHO, 3TO, KOHEYHO,
HasIM4yMe MaclopTa, OTPaXKalllero COBepuIeHHOIeTHe OpayyOIIUXCs, HO JlayKe OTCYTCTBUE IBHBIX
MeJWIIMHCKUX TPOTUBONOKAa3aHUM KOT0-TO U3 CYNIPYTOB UJIM er0 KPpUMHHAJIbHOE NPOoLLIoe paccMa-
TPUBAETCSA JIUILb IPU YCbIHOBJIEHUU peOEHKa.

W Bcé ke, ecTb HeMaJio popeccuii, HaNpsIMYI0 CBSI3AHHBIX C TEMU WJIM WHBIMU QYHKLUSAMU
CeMbH, YTO JIMUIHUK pa3 MOJATBEPKJAeT, YTO B ceMelHHOW U npodeccuoHaJbHOU JlesiTe/lbHO-
CTU MHOTO ob6uiero. Hampumep, «BocnuTaTesbHass» GYHKIUS HepeJKO BBINOJHSIETCS He CaMOM
MaTephblo, a pa3IMYHbIMU KOPMUJIMLIAMHU, T'YBEPHAHTKAMHU, BOCIIMUTATENSIMU JOIKOJIbHBIX YIpPeXK-
JleHUH, IIKOJIbHBIMU y4YuTeNsIMUA. Unu PyHKUUSA colpalbHOU pery/siiuu, onekd U KOHTPOJIA 3a
HeCOBEpLUIEHHOJIETHUMU U He/leeCOCOOHBIMU YJ€HAaMH CeMbU MOTYT BBINOJHATH PabOTHUKU
CAy>0 colMa/IbHOU MOJJEPKKH, HIHEUKU-CUJEJIKA WU Jpyrue cnenuaauctel. Hu gss koro He
CEKpeT, YTO Y penpoAyKTUBHas QYHKLUSA UHOTJA MOXET 3aMellaThCsl Yepe3 UHCTUTYT YCbIHOB-
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JIEHUs], a TO, U MPOCTO 4Yepe3 BOCIHHUTAHHE «BHEOPAYHBIX» JETEH, YTO paHblIe OCYKAAJI0Ch U
npecae/0BajoCh, HO B COBPEMEHHOM MUpE, U TaKue JIeTH CTaHOBSATCS MOJHONPABHbIMU YIeHaMU
obuiecTBa. U maxe cekcyasbHO-3poTHYecKass QYHKIMsS HEKOTOPBIMH JIIOJbMH YZ0BJIETBOPSETCS
«Ha CTOpOHe» (MHOTr/ja ONPOMETUYHUBO-CJAYy4YaiiHO, HO MHOT/A, U «3/I0HAMEPEHHO»), U He BCETr/a 3TO
CTAHOBUTCS OCHOBOH /[IJIsl pa3Bo/ia, 0COOEHHO, €C/IM CYNPYTH CTPOSIT CBOM OTHOIIEHHUS] HE TOJIbKO
yepe3 UHTUMHbIE PaJOCTH.

EcTb 06111e€e 1 pa3/iMyHOE MPY yTOYHEHWH CMbICJIA U IieJiel ceMbU U Kapbephl. [IpaBa, kapbepa
6oJibllle OpUEHTHPOBAaHA Ha YCIeX, a CEMbsl — Ha cyacTbe. [IpuyeM, riaBHelIed OTJIMYUTETbHON
YepTOW UMEHHO CEMENHBIX OTHOILIEHUH, B OTJIMUHE OT TPAJUITMOHHO PO ECCHUOHANBHBIX, ABJISETCS
MHTHUMHO-JIMYHOCTHAsl OpPUEHTALUs YYAaCTHUKOB 3THUX B3aMMOOTHOULIEHWH, YacTO HUMelolias B
CBOEM OCHOBE €lllé 1 POJICTBEHHbBIE CBSI3H, XOTS Obl, B KAKME-TO MOMEHTHI (MJIM HA KAKUX-TO) 3Tanax
pa3BUTUSA ceMelHbIX B3aUMOOTHOLIeHUH. Ho cieflyeT npu3HaTh U TO, UTO B KAaKUX-TO BapHUaHTaX,
¥ paboTa MOXXET COOTHOCUTBCS CO CYACTheM CaMOpeau3aljiu JIMYHOCTU B TPY/le, TaK XKe, KaK U
CeMbsl, K COXKaJIEHUI0, He BCer/ia 6bIBaeT M0-HACTOSALIEMY CYACTIUBOM, U TOT/Ia OHA OPUEHTUPYETCS
Ha ycnex (MM Ha UMHATALMIO ycrexa). M Bcé xke, B BBICIIMX CBOUX MPOSIBJIEHUSX, U CEMbS U Kapbepa
npejnosaralT U yclex, U cyacTbe. 3aMEeTHUM, UTO 3TO MOXKET ObITh U «UMUTAILMOHHOE» CYaCThe
WJIY yCIex, KOr/la CyIpyTry U Jpyrye YieHbl CEMbH YOeX/JAa0T ce0s1 U OKPYXKAIOLIUX B TOM, YTO UX
ceMbsl U Kapbepbl BIOJIHE 6/1aronoJyyHsl. [IpuyéM, KTO-TO MOTOM U caM HayHWHaeT BEPUTH B 3TO,
TO €CTh UMUTALUU MOTYT CTAaTh OCHOBOW M HACTOSIIETO OIYIEHUS CBOEH «OJIaromnoJiyqyHOCTH»
(IIpsxHuMKoB, 2020, c. 83-110).

W cembs, 1 Kapbepa SIBJISIOTCS YNOPSJ0YeHHBIMU BapUAaHTAMHU 4eJI0BEYEeCKHUX B3aMMOOTHO-
meHu. Kaxk/b1i yesloBEK UIET CBOeOOpa3Hble «TOYKH OMOPHI», KOTOPBIE YCJIOBHO MOXKHO JaXKe
pa3genuTb Ha: 1) «TOYKM COMMMKEHUS» (AJis €JMHOMBIIJIEHHUKOB, CTPEMSLIUXCSA MOJJIePXKHU-
BaTh JAPYT Apyra); 2) «TOYKU OTTAJKHUBaHUs» (MPU CTPEMJIEHUU KAaK-TO U3MEHUTh CBOIO JKU3Hb,
HampuMep, BbIPBATbCS U3-MOJ ONEKU POAUTEJEeH, WJIW HAWTU GoJsiee GJIM3KOTO YesI0BEKa MpPH
pasBozie...); 3) «TOYKH paBHOBecHs» (KOI/la BaXKHA CTAGUJIBHOCTD, YaCTO — JIJIsl PellleHUs] KAKUX-TO
6oJiee BaXKHBIX 3ajJiay, MO0 — 3a paMKaMHU CeMbH, JINOO, HA0OOPOT, 3a — paMKaMHu pabOThl).
YIUBUTE/NbHO, HO TaKHE «TOYKH OMOPbI» YeJIOBEK MOXKET HAaXOAUTDb KaK B CEMbE, TaK U B paboTe...
CaMa ujies1 KTOYKH OTIOPbI» I03BOJISIET YIOPSIJOYMBATH U CBOE MUPOBO33pEHHE, M 06peTaTh 0COObIE
CMBICJIbI, IO3BOJISIIOIME Jierye MepekKUBaTh pa3Hble KU3HEHHble U KapbepHble CI0XKHOCTH. Ho
MHTEPECHO U TO, YTO TaKHE «TOYKH OMOPBI» IOMOTAIOT U APYTUM JIOASAM BbICTPAUBATh K JAHHOMY
4yeJIOBEKY 6oJiee MOHATHBIE U ONpesie/IEHHbIE OTHOLLEHUS, laXKe B C/Iy4asiX B3BAaUMHOM HeNpUs3HH,
TaK KaK JIIOJM MeHbIlle 00MaHbIBAIOTCS B 0XKHAAHUAX IO OTHOLIEHUIO PYT K APYTY.

06001 éHHAsA MO E/Ib MHOTOIIJIAHOBOCTHU «CEMENHOM KapbephI»

BaxkHeliel XapaKTEPUCTUKOM U CEMbHU, U Kapbephl SBJISIETCS UX B3aMMO3aBUCUMOCTb, B3aU-
MO/IOTIOJIHEHHE, a B CJIOXKHBIX CJAy4asix U UX B3aUMOKOMIIEHCAlUs, KOT/la Hey/lauu B ofHOU chepe
KU3HU (HampuMep, B CeEMbe) KaK Obl KOMIEHCUPYIOTCS yclexaMU B Apyrou cpepe (Hampumep,
B Kapbepe), U Haob6opoT. Cpa3y ciefyeT OTMETUTb, UTO He BCerJa TaKoe B3aWMO/OMOJIHEHUE
BbIPaXXEHO, U COOTBETCTBEHHO, HE BCerJa OCO3HAeTCs 4JieHaMU ceMbU. MHoOrga /il Takoro
O0CO3HAHUS TPebyeTcss U MOMOIIb APYTHUX JIO/eH, U CeMeNHbIX KOHCYJIbTAaHTOB, UJIU MPOPKOHCY/Ib-
TAaHTOB, KOY4Yel, MbITAIOIIUXCS MOHATh NPUYMHBI HEYJOBJETBOPEHHOCTH >XU3HU CBOUX KJIMEH-
ToB-nanueHToB (bepr, 1998; JluBexyzn, 1994; Super, 1980). Hanpumep, aaxke Torja, KOorja 4eJoBeK
«BEXUT OT CEMbU B CBOI MPOdECCHI0», TO U 3/1€Ch CEMbsI MOXKET PacCMaTPUBATbCS KaK «TOYKa
OTTAJIKUBAHHSI», UYTO MO3BOJISIET TOBOPUTH U 06 OTPHULIATENbHbBIX, HO BCE YK€, 3aBUCUMOCTSX CEMbH
Y Kapbepbl. XOT$, Yallle, Ha Halll B3IVIsA[, JIIOAU, HA000POT, HAXOAAT YCIIOKOEHUE B CBOEH CeMbe, eC/IN
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He UMEIOT BAPUAHTOB OCTAaBUTh HE OYEHb JIIDOUMYI0 pabOTYy, UK BBIHYK/IEHHO 3apabaThIBalolue
Heo6X0ZlMMble CeMbe JIeHbI'M Ha JJABHO yXKe HeJlo6uMoi paboTe. K aToMy BakHO /J06aBUTh U TO,
YTO HA pa3HbIX 3TAMaX >KU3HW 3HAYMMOCTb PAa3HbIX BAPUAHTOB >KU3HEJIEATEJIbHOCTH U UX COOT-
HolleHUe MeHsieTcsl. Hanmpumep, /i1 KOTO-TO B MOJIOJOCTH, BOXKHEUIIUM COOBITHEM ObLIO 3aMy-
»KeCTBO, IOTOM — pOXKJeHHe pebeHKa, U JIUIIb 3aTeM, KorJa pe6éHOK y»xKe MoAPOC, — MOCTelNeH-
HOe IepeKJIloUeHHe Ha Kapbepy, O6bITh MOXET, U CONMpPOBOXAatolieecs: KOHPJIUKTAMU C IPYyTUMHU
YyJieHaMU ceMbU. /i1 ApyTrux JitoJiel, HA060pOT, UMEHHO Kapbepa U COOTBETCTBYIOIIlee 06pa3oBa-
HUe 3aMEeTHO JJOMUHUPYET HaJ, BOIIPOCAMH CO3/IaHUS CEMbHU U POXKAEHUS JeTel, XOTs, I0TOM, Ha
6oJiee 3pesibIX 3Tanax >XM3HH, 3TH JIIOJU MOTYT U COXKaJIETh, YTO CJMIIKOM MO3/JHO BCNOMHUJIHU O
CeEMbe U JIETSX

Ba)kHO Tak)Xe y4ecTb, YTO peasibHO, )KM3Hb HE OrPAHUYMBAETCS TOJIbKO CeMbeN U Kapbepou,
Y JIJIsi MHOTHUX JIIOZIed, 0COGEHHO, B COBPEMEHHOM MHUDE, JAéT YeJIOBEKY BO3MOXKHOCTb peasin30-
BaTb ceOsl B pa3HbIX chepax )KU3He/[eATebHOCTH, B YaCTHOCTH: 1) B paboTe (Kapbepa); 2) B CEMbE;
3) B A0CyTOBOM ZIeATEJbHOCTU (M KTO-TO JJaXke TOTOB CaM IJIATUTh 32 BO3MOXKHOCTbh 3aHUMAThCS
JIIOOUMBIM JiesioM); 4) B IMUYHOCTHOM pa3BUTUH, B CAMOCOBEPIIEHCTBOBAaHUHY; 5) B peasu3anuu
onpeJieJIEHHON Ipak/JaHCKOW MO3ULMHU (Yepe3 yyacTHue B OOIIECTBEHHBIX JABWXKEHUSX, B BOJIOH-
TépcTBe); 6) B 3a60Tax 0 CBOEM 3/10pOBbe U KpacoTe (0cobeHHO, HA GOHe He BCer/la KaueCTBEH-
HOW MeJULMHbl U COLUAJBHOTO obecrnieyeHHUs); 7) B OOLIEHUU C APY3bs U AYXOBHO OJU3KHUMHU
JIIOAbMU. ITO JaXKe MO03BOJISIET NMPEJIOKUTD HECJOKHYIO MO/JIeJb, TJl€ BblJleJIeHbl 3TH BaXKHbIE, HAa
Halll B3TJIsJ, ceMb cdep KU3HeAeaTebHOCTU. [Ipy 3TOM, 6/IM30CTh KaXXA0U chepbl CO cHYacTbeM
KOHKPETHOT0 YeJIoBeKa, BO MHOT'OM OIpejiesisieT U TO, HACKOJIbKO 3Ta chepa BaxkHa /i1 CYACThs
ero ceMbu. B 6oJsiee C/I0XKHBIX BapUaHTAX HCIOJIb30BAaHUSI MOJEJIM MOXKHO TaKXe OIpeJlessiTh,
HACKOJIbKO 3TU cdepbl :KHU3HeAeATeJTbHOCTU B3aUMO/ONOJHSIOT APYT Apyra (B ciyyae HaJloXKeHUs
3TUX chep APYTr HA Apyra, KaK HanpuMep, cdepa «paboThbl (Kapbepbl)» HEMHOTO HaKJaJbIBAETCs
Ha cdepbl «CeMbH, JIeTEN» U JJ0CyTa», Ha HallleM pucyHKe (cM. PucyHok 1). 3aMeTuM, 4TO HauboJsiee
HOMyJIIpHOE MpeACTaBJeHue 0 Kapbepe, npeaoxeHo emié /l. CbronepoM U HECKOJIbKO YTOYHEH-
HOe JIpyrMMH aBTOpPaMH, KOI/la caMa Kapbepa MOHHUMAaeTCs KaK olpe/esiéHHOe YyepesoBaHUEe U
CoueTaHUe Pa3/IMYHBbIX COLMAJIbHBIX POJIEN, BBIMOJIHSIEMbIX B TeYeHHe KU3HU U, B CBOEH COBO-
KYIHOCTH, IPUBOASAILMX YeJ0BeKa, K YCIexy U cYacT/IMBOM *HU3HU (MoruneBkuH, 2007, c. 13-17;
[IpsxkHUKOB, 2016, c. 69-77; Super, 1980).

Apysea,
npuaTenu
acTbe,
[paxkpaHckan ycnex
nosnuuns Yyesoseka
340poBbeE,
NwvyHocTHoe KpacoTa
pa3suTHe

PucyHok 1. Moziesib 3HaYMMOCTH PasHbIX cheEP KU3HEAEeSI TETbHOCTH JJIS1 C4acThbsi KOHKPETHOTO YesloBeKa. PacrnosioxkeHue
KaK101 chepbl [0 OTHOIEHHIO K CYACTBIO YCJIOBHO OINPeJiesIsieT U BJUSHUE 3TUX chep Ha 06lee CHacThe
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[ToHATHO, YTO B MpeJcTaBieHHON Mojenu (Puc. 1), caMmu 3HauuMMble chepbl MOTYT MEHATHCS
WJIM YTOYHSITbCSl, HAalpUMeD, [iJii KOTrO-TO BaXKHbIMH OyAyT He BCe, a TOJIbKO MNATb chep, UIu
Hao60pOT, KTO-TO BbIJIEJIUT U 60JIbllIee YU CI0 3HAYUMBbIX cdep (BKJI0Uasa U chepbl COMHUTEJIbHBIE,
CBSI3aHHbIE C KPUMHHAJIOM WJHU KAaKHUMHU-TO «MpPpPALUOHAJIbHBIMU» BJe4YeHUSIMHU). B koHcysbTa-
LJMOHHOM NMpaKTHUKe BCe 3TU chepbl MOXKHO ObIJIO ObI BBINKUCATh HAa OTAEJNbHbIX KapTOUYKax U, AJs
60J1b1lIeM HATJISIJHOCTH, pacnoJiaraTh UX Ha CTOJIE [IJI1 COBMECTHOTO 00CYK/jeHHUS C KINEHTOM (KakK
npoekT MeToAuKU «CeMelHas kapbepa»). MoxKHO 6blJI0 Obl TaKKe caMO NPOCTPAHCTBO Ha CTOJIE
cAesaTh B BUJle MaTpULbl, 00pa30BaHHOM JByMsl llepeceKalIuMUCcs KoopArHaTaMu: 1) Heycnex
— ycnex (06bIYHO COOTHOCHMMBbIHN € MaTepUalbHbIM JOCTATKOM U/ KAKUMU-TO KapbepPHbIMU HJIU
TBOPUYECKHUMHU JOCTUKEHUAMHU ); 2) HecYyacTbe — c4acTbe (0ObIYHO COOTHOCUMOE C IMOLIMOHAJIbHO-
YYBCTBEHHbIM IepeXMBaHUEM KaKHUX-TO TOHKHUX, UHTHMHBIX COCTOSIHMW), a B LIEHTpe 3TOro
«IIPOCTPAHCTBA CaMOOIpeJieJIeHUsI» MOXKHO ObLJIO Obl BbIIEJIUTh «30HYy HEBbIPAXKEHHBIX yclexa U
CYACThAN.

Ba>XHO MpU 3TOM Y4YUTBIBATh, YTO CEMEWHOE CYACTbe M CEMEUHBIU ycClieX MOryT He BcCerja
coBnajath ([IpskHukoB, 2020a). [o3TOMy, B KOHCYJbTAllUKM MOXXHO ObLJIO Obl JAesaTh, Kak
MUHUMYM, [iBa PacK/1aZa TaKUX KapTO4eK — OTZeJIbHO JJIl «CYACThA», U OTAEJBbHO JJIS «yclexa»
(HanmpuMep, KMCN0JIb30BaTh HAOOPbl KAPTOYEK Pa3HbIX IIBETOB, YTOObI BbIKJ/IaJbIBATh UX Ha CTOJIE
O/IHOBPEMEHHO), U YXe NMOTOM OOCY>XJaThb BO3MOXXHble HECOOTBETCTBUS W MYTH HUX NpeojoJie-
Hus. ComocTaB/ieHUe 3THUX packiaZioB (M0 ycrnexy W MO CYaCTbi0) MOXKET KOMY-TO OOHApPYXUThb
«TOYKHU COTMIKEHUSI», KTOUKU PACCOTJIACOBAHUS» UJIU KTOUKU PAaBHOBECHSI» (CM. BbIlIE), HA yPOBHE
OCO3HAHUS CBOEH «CeMeWHON Kapbepbl» KOHKPETHOI'O 4JeHa ceMbU. MOXXHO ObLJIO Obl, 10 3TOU
JIOTHUKe CPaBHUBATb KapTOYHbIE PACKJ/Ia/ibl PAa3HbIX YJIEHOB CEMbH, U CONIOCTABJISAS UX, TAKKe 0OHa-
PY>KUBATb «TOYKH COJIMMKEHUSI», KTOYKU OTTAJKUBAHUS» U «TOUKU PAaBHOBECHSI», 103BOJIAIOIIUE
YTOUYHATb NPOO6JIEMbI B CEMENHbBIX U KApbePHbIX B3AMMOOTHOLIEHUSAX U UCKATh YT UX pelleHus.

Ha ocHOBe cka3aHHOrO Bblllle, 06111as Mpo6JieMa COrJIacOBaHUs pa3HbIX cdep KU3HeesaTesb-
HOCTHY CEMBU BUJUTCS 60Jiee KOMILJIEKCHO, KAK TapMOHU3alLMsl Pa3HbIX YKU3HEHHBIX NO3ULUH BCEX
y4aCTHUKOB CEMEWHBIX B3aMMOOTHOILIeHU M. X0TH c/1eiyeT IPpU3HATh, YTO UMEHHO IIOMCK Pa3yMHOI0
COOTHOILLIEHHUS «pabOThl» U «CEMbU» /IS OOJIBIIMHCTBA JII0/lel oKa HauboJiee akTyaseH. Ho Mmup
MEHSIeTCS, ¥ 10 Mepe BbICBOOOXKAEHUSA CBOOOAHOTO (0T paboThl) BpEMEeHHU Y I'YMaHU3aL U U )KU3HH,
JIIoAY 6YAyT BCE 60JIbllIe peajnu30BaTh cebs U B Ipyrux chepax *KUusHeesaTeJbHOCTU. [109TOMYy, MbI
CYUTAEM, YTO NOJ00HbIe MoJeH (CM. PUcyHOK 1) 0/1KHBI 6bITh OPMEHTUPOBAaHA M HA 0603pUMYI0
ONTUMUCTHUYHYIO IEPCIIeKTUBY. TeM 6oJiee, UTO U celvac ecTb JIIO[ W, KOTOPbIM NPUXOAUTCS FrapMo-
HU3UPOBATb 60Jiee LIUPOKUHM CIEKTP CBOUX 3HAYMMbIX BAPUAHTOB KU3HEJeSITeJbHOCTH.

Pa6Go4ee onpepesieHre OHATHUA «CeMelHasA Kapbepa» U ero sepupukanus

TakuM 06pa3oM, B Kapbepe, U B CeMbe MHOT'0 00ILlero, HO eCTb U crneludUiecKre OTIUYUS,
BbIJleJIeHHbIE Bblllle. Bce 3TO M0O3B0OJISIET NMPeJIOKUTh paboyee onpesiesieHUe MOHATUS «ceMelHas
Kapbepa». CemeliHasi Kapbepa — 3Mo 0c06asi KOMOUHUPOBAHHAS] desimelbHOCMb, 8KAYAWAS 8
cebs1 83aUMOO0ONOAHAWUE YeaU, YeHHOCMU U CMbICAbl, Cpedcmad U yca08Usl, A Makyice — 0COo6YH
omeemcmeeHHOCMb neped co6oli u dpy2umu A0dbMu, pacnpedegEHHYI0 N0 PA3HbIM chepam Hu3He-
dessmeabHOCMU JAuyHOCMuU (cemeliHol, npogeccuoHalbHOU, A0Ccy2080U, AUYHOCMHOU, MEHCAUY-
HOCMHOLL, 2paxc0aHCKol U C8513aHHOU C COXpaHeHUeM c80e20 300p08bsl), Npu 3mMoM, 0esime/bHOCMb,
peasusyemasi uyepe3 onpedesnéHHYI nocaedosamesbHOCMy, Yepedo8aHue U cosMeujeHue pPAasHbIX
«KOHBEHYUOHAJ/IbHbIX PO./1e8blX no3uyull (cbiH / do4b, 803/1106/1€HHbI/as, cynpye, omey / mMamby,
npapodumens) u 8 coomeemcmeuu ¢ HUIHEHHbIM YUKAOM CemMbU U UHOUBUJYAAbHOU HCU3HEHHOU
mpaekmopueli nuuHocmu» (3axapoBa, KapabanoBa, 2021, c. 248). Hacko/abko JJaHHOE ompegeJie-
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HUe éMKOe IO COJlep>KaHUI0, MOXKHO MPOBEPUTH C MOMOLbI0 HECKOJIbKHUX HEMPOCTHIX BOMPOCOB U
HalllMX BO3MOXHBIX KPaTKUX OTBETOB Ha 3TU Bonpockl. Hanpumep:

Bormnpoc 1. MO>KHO J11 TOBOPUTb O «CEMENHON Kapbepe», IPUMEHHUTENbHO K OJJHOMY YeJIOBEKY
(6e3 cembu)?

OTBeT: MOXXHO. HanpuMep, yesioBeK, He UMEWIUN CEMbU U JleTel, ocTaeTcsl pe6EHKOM JJisl
CBOMX COCTApPUBIIUXCSA POAUTENIEN U CTPEMUTCSA He OTOpYaTh UX, a, 10 BO3MOXKHOCTH, U IOMOTaTh,
JlaXKe eCJIM ¥ IPO’KUBAeT OT HUX OT/ZeJIbHO. ik YesloBeK, B IepClieKTUBe BCE e HaJleeTCs 3aBeCTU
CEMbI0 C COOCTBEHHBIMU JIeTbMHU, U CBOEW HACTOsLLEN [1eTeIbHOCTBIO IPOCTO CO3JAET AJiF 3TOr0
ycjaoBUA (MyCThb, laXke U «HA BCAKUHU Caydail»). ITO MOXKeT ObITh TaKXXe U CaMOyTBepXKJeHUe B
npodeccuu, HapyuMep, «Ha3JI0» CeMbe, KOTOpas ero oTBeprJa (3ecb ceMbsl MOXKeT paccMaTpH-
BaTbCSl KaK «OTpHULaTesJbHasl TOYKa OMOPbI», CM. Bbille). Ha 3TUX nmpuMepax BUJHO, UTO CEMbS
U paboTa (kapbepa) B3aUMOZONOJJHAT APYr APYra, Tak Kak IO OTAeJbHOCTH OHU YyTPayMBaIOT
CBOU CMbICJ. XOTS B JPYTUX CJAy4dasiX, BCE K€ MOXXHO TOBOPUTb U O TOM, UYTO OJUHOKHUHU 4esloyeK
He MMeeT HUKAaKUX CBfI3el C peaJlbHbIMU CEMbSMHU, HO U TOI/la OH BCE e UIeT KaKhe-TO KTOYKH
OMOpbI» B 00LIEHUH C APYTUMH JOAbMU. U 3TU JII0H, B KAKOM-TO CMbIC/Ie MOTYT 3aMelaThb AJs
Hero ceMblo (coobllecTBa Jipy3ei U NpusaTeseld, IapTHEPOB Mo paboTe U 6M3Hecy). Jlaxke B 3TUX
nprMepax BUJHO, UTO Jake 6e3 COOCTBEHHOM CeMbU €CTb MHOTO BapUMaHTOB, KOTJla Kapbepa U
ceMbs (Ipolwas Wiy npejnoaraeMas) Bcé ke MOryT ObITh CUJIBHO B3aMMOCBSI3aHBI.

Bomnpoc 2. CoBnajjaeT i «ceMeilHasi Kapbepa» M0 BpeMeHHU € 06bIYHOM (MpodeccuoHaIbHON
Kapbepoi) U C BpeMeHeM CylLleCTBOBAHUS CEMbU JIaHHOTO Yesl0BeKa?

OTBeT: MOXXeT COBIAJaTh, a MOXXET U He COBNajaTh. Hampumep, nocsie pa3Boja € ceMbel,
poAuTe b IPoJ0JKaeT 06ecrieduBaTh CEMbIO, [J11 YEro eMy IPUXOAUTCSA ONIOJIHUTE/IbHO paboTaThb
(4TOOBI OMJIAYMBATH AJIMMEHThI, YTOOBI HEe BCTYNAaTh B KOHPJIUKT C 0611eCTBEHHbIM MHeHHeM). [Ipu
3TOM peyb UJET He IPOCTO O CeMbe U paboTe, a MMEHHO 0 «CeMeWHOM Kapbepey, IZie paboTa U ceMbs
B3aMMO/IONOJIHAIOT APYT JipyTa.

Bomnpoc 3. Kak BUAAT ycnex U c4acTbe pa3Hble YeHbl CEMbU U KaK 3TO BUJIEHUE COOTHOCUTCH
C «CEMeHHOM Kapbepomn»?

OTBeT: OTHOLIEHHE K «CEMENHOM Kapbepe» MOXeT ObITh KaK NIO3UTHUBHBIM, TaK U HEraTHBHBIM.
M NOHATHO, YTO TaKOe OTHOLIEHHE MOXKET ObIThb Pa3HbIM y Pa3HbIX YJIEHOB CeMbHU (a Takxke — y
JpyTUX 3HAaYMMBIX /IJ11 JAHHOT 0 YeJIOBeKa JIoJlel — NpuAaTesiel, KoJLIeT U Ap.).

Bomnpoc 4. Bce M 4jeHbl ceMbH OJMHAKOBO BOCIPUHUMAKT U NMPUHUMAIOT «CEMENHYIO
Kapbepy»?

OTBeT: KaK U B CJyyae C CeMbeil: KOro-TO yCTPauBalOT JaHHble ceMelHble OTHOLIEHHs, a
KOT'0-TO OHU MOTYT U TATOTUTD. X0TH, ObIBaeT U MOJIHOE COBNAaJileHHe Y Pa3HbIX YJIeHOB CeEMbH (Kak
Y Y pa3HbIX 3HAYUMBIX /151 JAHHOTO YeJI0BeKa JIIJed — ero npusTesiel, KoJljier) B OLeHKax YA 0B-
JIETBOPEHHOCTH.

Bomnpoc 5. MoryT /4, Boo611je, ObITh «HeceMelHble Kapbephbl», Be/lb, TAK WJIU MHAue, BCerja
MO>HO 0OHapPYKUTb XOTb KaKHe-TO B3aUMOCBA3U CEMbU U Kapbepbl?

OTBeT: 0lHO3HAYHO OTBETUTb Ha JAHHbIN BONPOC He MOoay4YuTcsA. Hanpumep, eciiv NOHUMAaThb
«CeMeHHYI0 Kapbepy» LUUPOKO, TO, IeMICTBUTEJIBHO, IPAKTUYECKU BCET,a HAaU [y TCA KaKue-TO CBA3U
Kapbepbl U ceMbH (MPOLLJIOM, HACTOsIEH, NpeAnoaaraeMol, BoobpaxkaeMoit). Mau, HanpuMmep,
paccMaTpHUBaTh pa3Hble BAPUAHTHI «3aMellleHUsI» TPaJUIIMOHHbIX CEMeH, KOr/la MHOTHE CeMeHHbIe
byHKIMM (MaTepuaJbHO-NIPOM3BOACTBEHHYI0, BOCHUTATE/JbHY0, 3MOLIMOHAJIBHON NOAAEPKKU
Y NPUHATHA) BBINOJHAT ApPY3bs, TPYAOBble KOJJIEKTUBBI, IpodecCHOHalbHble COO0IeCTBA U
OpraHM3al UM, 06pa3oBaTe/bHbIE YUPEXKAEHUSA U IICUXOJOTUYECKUE LIEHTPhI, UJIU JlaxKe TocyAap-
CTBO 4yepe3 CUCTEMY COLMA/IbHOTO obecneyeHus U T.I. Ho eciii MOHUMATh «CeMENHYI0 Kapbepy»
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6oJiee y3K0, TO BUAMMO, IPUAETCS OTPAaHUYUTBLCSA TAKUMH BapHaHTaMH, KaK «IIpodecCUOHaIbHbIe
ceMelHble IMHACTHUU», «COBMECTHOE BeJleHHe X03siCTBa (HalpuMep, Y HEKOTOPbIX GpepMepoB)».
W Toraa, A1 MHOTUX KOHKPETHBIX JIIOZEH, Tie TaKoe COBMeIlleHHe CEMbU U PabOThI M0 pa3HbIM
NpUYMHAM He CKJIa/IbIBAeTCsl, KaK YKe He pa3 0TMeYaJioCh, OCTPO BCTAET BONPOC 0 BbIOOpe HauboJiee
Ba)KHOU /IJ1s1 TAaHHOTO 3Tarna pa3BUTHUSA Chepbhl KU3HE[eATETbHOCTH.

IIoHATHA «ceMbS» U «Kapbe€pa» B UX BO3MOKHBIX B3AUMOCBA3AX

IoHsaTHE «Kapbe€pa» B KOHTEKCTe ceMenHOoro pa3BUTUA

Kapbepa noHuMaeTcss MHOTMMUY aBTOpPaMH, KakK B LIKPOKOM, TaK U B Y3KOM cMbIciax. Kak yxe
OTMeYaJIoCh, LIMPOKOe MOHUMaHNe Kapbephl IpeAIoJaraeT eé COOTHECEHHOCTb C 00pa30M KU3HU
JIAHHOT'O 4eJIOBEKA, C OMpeJie/IEHHON MOC/Ae/10BaTEJbHOCTbIO U YepeoBaHUEe Pa3HbIX COLUAJIb-
HBIX pPOJIel, BBINOJIHSAEMbIX B TeUEHHE ’KM3HU U IPUBOAAILUX YeJIOBEKa K YCIleXy U C4acThlo. Y3Koe
NOHMMaHUe Kapbepbl CBSI3aHO JIUIIb C ero npodeccuoHalbHOUN AesaTeJbHOCTbI0 (MOruaieBKUH,
2007; IlpsixxHukoB, 2016; Super, 1980). [IpaBaa, npeaJsioxxeHHoe /l. XosioM u @. MUpBHUCOM OHSATHE
«[OJIMBapUaTUBHAs Kapbepa», MpejloJaraeT roTOBHOCTb HEKOTOPBIX JIIOJEW COBMeELATh WUJIU
yepeZ0BaTh pa3Hble Npodeccuu, YTO HECKOJbKO YCJIOXKHSET JAa)ke Y3Koe NMOHHMaHHWEe Kapbephl
(MoruneBkuH, 2007, c. 33-35). Emé Gosibllie OCN0XKHSAET Y3KOEe MOHUMaHUE Kapbepbl Mepexo/,
HEKOTOpPbIX CINELHUAJUCTOB Ha MNPEUMYIIECTBEHHO «yAaJéHHbIM» ¢opMaT paboThl, KOrja cam
pPabOTHUK YacTo paboTaeT /Jo0Ma, a COOTBETCTBEHHO, U 60Jiblilee BpeMsi IPOBOJUT CO CBOEH CeMbEM.
A 5T0, B CBOIO 04epe/ib, Ipe/inoJaraeT, YTO OH B 00JIbIlIeN CTeNIeHU BKJIIOUYEH, U ZloMalllHhe paboThl,
Y B BOCIIUTAHUE JleTel, KOoTJa «podeccuoHalbHOe (KapbepHOe)» U «ceMelHOoe (JoMalllHee)» elé
OoJibllle B3aMMO/IOTIOJHAOT APYT ApyTa.

Ec/i1 COOTHOCUTB TUIIBI Kapbep C CEMEMHOM XKU3HbIO, TO U 3/]eCb 0OHAPY>KMBAETCS 3HAYUTEIb-
Hoe cxo/icTBO. Hanpumep, «BepTHKa/lbHasA» Kapbepa B CEMbe MOXKET MPOSBIAATHCA Yepe3 KOHKY-
pPEeHTHYI0 60pbOy Cynpyros (MJM JpyTUX YJI€HOB CeMbH) 3a NEpPBEHCTBO B pElIEHUH KaKHX-TO
BONPOCOB. [IpaBaa yMHble U BOCHIUTaHHbIE CyNIPyTy CTAPAIOTCSA Pa3rpaHU4YUTh cPephl, T/ie KTO-TO
IIepBEHCTBYET, @ KTO-TO ycTynaeT. «[Opu30HTaJbHasA» Kapbepbl MOXET MpPOSBAATbLCA B CTpeMJie-
HUH CYyNPYTOB COBEPLIEHCTBOBATLCSA B ONpe/ieIEHHOM ceMeMHOU QYHKIIMH, HalpuMep, B BOCIIU-
TaHUU JileTell UM B MOKYIKe NPOJAYKTOB U MPUTOTOBJEHUHU MUIIM, HO Oe3 CTpeMJIEHUSI 3aHUMAaTh
KaKue-TO JIJIepCKue MO3ULUM B 3THUX Bompocax. «[IpecTHKHO-OpMeHTUPOBaHHAsi» Kapbepa B
CEMbe MOXET MPOSABAATHLCS B CTPEMJIEHUU KAaKHUX-TO YJIEHOB CEMbH, OBITh OJINXKE K JIUJEPY CEMbH,
NPUMEPHO TaK >Ke, KaK HEKOTOpble AeTU OOPIOTCSA 32 TO, YTOObI ObITh «JIHOOUMbIM PEOEHKOMY.
3aMeTHM, 4TO U B paboTax ceMeWHbIX MCUX0JIOTOB, TAKXXe TOBOPUTCS O COYETAHHUU «BEPTHUKAJIb-
HOM» ceMeMHON Kapbephbl (KaK MocJel0BaTeJbHOW CMEHe poJieBbIX MO3ULUN B CEMbe) U «TOPH-
30HTaJIbHOW» CceMelHON Kapbepe (Kak OBJIafieHMe W COBEPLIEHCTBOBAHHWE B KOMIETEHLUSX,
pOJIEBAHTHBIX BBINOJHEHUIO ONpeJe/éHHbIX ceMeWHbIX poJiel) (3axapoBa, KapabanoBa, 2021,
C. 248-249). CaMmux TUNIOB Kapbep MOXET ObITb MHOTO, I03TOMY, HEKOTOpPbIE€ aBTOPHI Npe/iiaratoT
NPOCTO Bbl/IeJIITh pa3Hble OCHOBAHUS [JI1 TUIOJIOTUU KapbepHbIX TPAEKTOPUM U Y2Ke Ha Iepece-
YEeHUU 3THX TUNOJIOTUN U GaKTOPOB ycrexa CTPOUTh BMECTE C CAaMOOIPe/eNSI0UUMCH KIUEHTOM
HauboJiee NOAXOASAIIMU THUI «CBOe» Kapbepbl (MoruneBkuH, 2007, c. 51-95).

IloHATHE «CEMBbSA» B KOHTEKCTE NPO¢eCcCCHOHA/IBHOTO U KAPbEPHOT0 Pa3BUTHS

Kak 1 kapbepa, ceMbsl TOXEe MOXeT pacCMaTpUBATbCA B IIMPOKOM U B y3KOM MNOHUMaHHUU. B
Y3KOM CMBICJIe, CEMbS 4aCTO NIOHUMAETCA KaK MaJlas CollMaibHasd rpynna, OCHOBaHHAsA HAa COBMeCT-
HOM NIPOXKMBAHUU U ONIpe/leJIEHHOM POACTBe (KPOBHOM — MeX/1y OpaThbsIMU U CECTPaMH, NOPOXK/a-
I011eM — MeX/Jy POAUTEJISIMU U UX IeTbMH, UJIM OCHOBAHHOM Ha OpaYyHbIX OTHOLIEHUAX — MEXAY
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My»eM U xxeHol) (Kapa6aHoBa, 2007, c. 9). B 60/1ee LIMPOKOM CMBbIC/IE CEMbSI MOXKET U He IpeJIo-
JlaraTb COBMECTHOTO NPOXXKUBaHU$, UM COBMECTHOTO X03MCTBa. A eC/Ii 00paTUTHCS K OCHOBHBIM
GyHKIUMAM ceMbU (3KOHOMMYECKasi, PeNpoAyKTHMBHAs, BOCHUTATeJbHAsA, CEKCyaJlbHO-3pOTHYe-
CKas, [yXOBHOe 001leHre U APYTHE), TO KaK yKe 0TMevyasoCh, BCE Yallle B COBpeMEeHHOM 0011leCcTBe
3TU QYHKLHMU BBIXOAAT 33 PaMKU TPAJULMOHHO MOHMMAaeMOU CEMbU U peau3yloTCsl B COOTBET-
CTBYIOLUX COLMAJIbHBIX MHCTUTYTaxX (BOCHUTATEJNbHO-00pa30BaTe/IbHbIX, [ICUX0JIOT0-KOHCYJIbTa-
THUBHBIX, J0CYTOBbIX).

K coxaneHuto, o0LecTBO 4YacTO ObIBaeT He IOTOBO K TAaKWM HOBIIECTBAaM, CBSI3aHHBIM C
pacnpocTpaHeHUEeM pPa3JMYHbIX «3aMeCTHUTesel» TPAJUIMOHHO CeMeWHbIX PYHKIMUN. ITO BCE
yalle NopoX/JaeT MHOTO0 Mpo6JieM, B TOM YUCJE, U CBA3aHHBIX C CEMEWHOM U NMPodecCuOHaNbHOU
UJIEeHTUYHOCTbIO HEKOTOPBIX JIIOJIeH, KOr/la OHU CaMU He MOTYT TOYHO ONpeJeIUThb, YTO AJI HUX
OoJiee BaXXKHO, UX COOCTBEHHas («poAHasi») ceMbsl UM KaKue-TO Apyrue coobiectBa (mpodeccro-
HaJ/IbHbIe, IPUATENbCKUE, JOCYTOBbIE).

Eciu obpaTuTbCcs K TUIIAaM CeMel, TO O4YeHb NPOAYKTHBHO HA Hall B3IJISJ, BCJe[ 3a
0. A. Kapa6aHOBOM, Bbl/1e/IATh OCHOBAaHHS /IJisl TAKOW THUIIOJIOTUH, B YaCTHOCTH, GaKTOPHI, obecre-
YyBallhe MPOYHOCTb CEMEWHOrO COl03a, TaKHMe KaK «IPOJOJKUTEJbHOCTh Mepuoja yXaKu-
BaHUSA B JJ0OpayHbIM Nepuoj», «KMHUIIMUPOBaHHWE GpayHOro corw3sa (TpaJULMOHHO, 3TO JesalT
MY>KUMHBI)», «BpeMs OOJyMbIBaHUsl OpayHOTO IpeJAJIOKEHHA», «OCOOEHHOCTHU CeKCyasbHBIX
OTHOLIEHUN [0 Opaka», «KOTHOLIEHUEe poJUTeseld K 6payHOMYy MapTHEPY», «KOTHOLIEHUE Apy3ei
K pellleHHI0 0 OpaKe», «9MOLMOHA/IbHbIE NEpPeXUBaHUs M0 noBoAy 6paka» (Kapabanosa, 2007,
C. 44-45). [IoHATHO, YTO MOXXHO BbIJIEJIUTh U GAKTOPBI CTAOUIBHOCTH CEMbH, Y2Ke MOC/e 3aKJII0-
yeHUs O6paka. Kak y»ke oTMeuasnoch, BCE 3TO MOXKET ObITb COOTHECEHO C 0COO0M AeATeJbHOCTHIO,
npezoJaramplleld CBOM TPYAHOCTH U TOTOBHOCTbD YeJIOBEKa 3TU TPYLHOCTHU NPe00J1eBaTh.

3aMeTuM, 4YTO Jlaxke B 0003HAaYeHHBIX Bbllle (aKTOpaxX MPOYHOCTU 3aKJIOYaeMbIX OPAKOB,
HeMaJlyl0 poJib UrpaeT OTHOIleHUe (0f0bpeHHe WU He 0J00peHue) Apy3ed U poACTBEHHUKOB,
KOTOpOE€ 4acTo MpejloJaraeT roTOBHOCTb OY/yIIMX CYyNIPYroB 06ecreYnuBaTh CBOIO CEMbIO, TO €CTh
He «CHUJIeTh BCIO )KM3Hb Ha llee Y CBOUX poAuTesei». U yxxe co cTopoHbl 6yAy1iux (UM yKe COCTO-
SBIIMXCS) CylpyroB 3TO NpeJIoJiaraeT roOTOBHOCTb NOJIyYUTh JOCTOMHOE 0O0pa3oBaHue U paboTy,
TO €CTb 3apaHee AyMaTb O Kapbepe. A 3TO, B CBOIO O4epe/b, JUIIHUU pa3 NOATBEPXKAAET, YTO
ceMbsl U Kapbepa CUJIbHO B3aMMOCBSI3aHbl. 3aMeTHM, YTO MHOTr00Opasue 3TUX paKTOPOB, a TaKkKe
VX YepeJi0BaHMe Ha pa3HbIX 3Talax >KM3HEHHOT0 LIMKJIa CEMbH, I03BOJISIeT TOBOPUTh O «I0JINBA-
PUATHBHOCTU» CAaMOU CeMbH, KO/l caMa CeMbsl IOCTOSIHHO MeHsieTcs. B yacTHoCTH, Jonyckas U
CMeHY ceMel (B cay4yae pa3BOJOB U CO3/IaHUS HOBBIX CEMeN ), U peasn3alii0 CBOUX POAUTENbCKUX
NO3UIMI B pa3HbIX CeMbsX (HanmpuMep, 3a60Ta 0 CBOUX JeTsAX, POXK/JEHHBIX B Pa3HbIX CEMbSIX), U
3a60Ty 0 IpecTapeJibIX YleHaX CEMbH CBOUX ObIBIIMX MAPTHEPOB M0 ceMbe. TakuM 06pa3oM, «I0JIU-
BapUATHBHOCTb» OTHOCUTCSI HE TOJIBKO K COBpeEMEHHbBIM KapbepaM, HO U K HEKOTOPBIM COBpEMEH-
HbIM CeMbSIM, UTO TaK»Ke SIBJISIeTCS apTyMEHTOM B I10J1b3Y TOTO, YTO CEMbU U Kapbepbl BO MHOT'OM
MOTYT Y COBNAJaTh, XOTS, KaK y>Ke 0TMe4asoCh, U IPU COXPAaHEHUU MEXAY HUMHU CyIlleCTBEHHBIX
pasauuuii (MoruneBkuH, 2007, c. 33).

[Ipo6sieMa elé ¥ B TOM, YTO CaMU KU3HEHHbIE [JUKJbl CEMbH MOTYT BapbUPOBAThCS, B 3aBU-
CUMOCTH OT UHJUBU/YaJbHbIX 0COOEHHOCTEN CyNpyroB, UX NIPUBEPKEHHOCTb COLLMO-KY/IbTYPHbBIM
Y pesIuruo3HbIM Tpaaunusamu (Kapabanosa, 2007; KapsioBckasi, KamueBa u aip, 2021; [Ips>KHUKOB,
2020; Bapra, [lpo6HukoBa, bBynunaiite, 2017). [Ipy1 3TOM, CaMH 3TH >KU3HEHHbIE I[UKJIbl CEMbU MOTY T
He BCerjja COBNa/laTh C KAPbEPHBIMU IIMKJIAMHU, YTO NOPOXK/AAET AONOJHUTENbHBIE CJI0XKHOCTH JJIs
rapMOHM3alluy CEMbH, Kapbepbl U APYrUx chep KHU3HeesATeJbHOCTH YeJ0BeKa, KOTOpble TaKXe
MOTYT UMETb CBOU crieqUprYecKHe LIUKJIbl U Kpu3nuchbl. COOTBETCTBEHHO, M CAMHU TPO06JIEMBI CaM0O-
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npeJesoIMXCcs Y4IeHOB CeEMbY Ha Pa3HbIX 3TaNax CEMEWHOT0 U KapbePHOTO LIUKJIOB UMEIOT CBOIO
cnenPUKy, KOTOPYIO BaXKHO yYUTHIBATh, U B UCC/IEe[J0BAHUN «CEMEWHBIX Kapbep», U B OpraH13a-
[[MY TPAaKTUYECKOH MOMOIIM CYyNpyraM U JPyTrUM 4jieHaM CEMbH.

[ToHATHO, YTO U 3/1eCb MOT'YT BO3HUKATb 0COOble CUTYalMH, KOT/la KTO-TO U3 CyIIPYroB BbIOMpaeT
(WM MMeeT) MaJI0L0XOIHY0 PO ECCHI0 UM HU3KOOMIauMBaeMyI0 paboTy, YTO HETraTUBHO OTpaXa-
eTcsl Ha 6s1aronoJsiyuuu ceMbU. Ho ec/iu B TakuX ceMbsIX, a TaKXKe — B Cpejie UX Jipy3el U PO/ACTBEH-
HUKOB, HAXOZATCS KOMIIPOMUCCHBIE PELIEeHHUs], TO U TaKasi CEMbsI MOXKET ObITh I10-CBOEMY CYACT/IMBA
U Jlaxe yclellHa. B Takux ceMbsix BblpabaTbIBaeTCsl [JIaBHOE YCJI0BUE CTAOUJIBHOIO U CYaCTIUBOTO
fpaka — rOTOBHOCTb COBMECTHO pPelllaTh BO3HUKAWILIME MPO6JEeMbl, KOrJja CyNpyrd Ui Apyrye
YJIeHbl CEMbHU HaY4YWJIMCh JieJ1aTh JPYT APYTY BCTPeYHble [ark U COOTBETCTBYIOLINE YCTYIIKH, PaJu
4yero-To 60Jiee BAXXHOT0, YTO U 06beJUHSAET 3Ty ceMblo ([IpspxkHuKkoB, 2020, c. 29-31).

TunoJsioruu ceMelHbIX Kapbep: BO3MOKHbI€ OCHOBaHUS

AHasiu3 pa3HbIX UCTOUHUKOB, IOCBALIEHHBIX IPOOJIEMaTUKE «KCEMENHOM Kapbepbl», TO3BOJISIET
BbI/IEJIUTh HauboJiee NMONyJisipHble acleKThl JaHHOTO BOMPOCA, KOTOPbIe MOTYT pacCMaTPUBAThCS
Y KaK BO3MOXXHble OCHOBaHUS AJis TuinoJsiorud. Cpasy 3aMeTHM, YTO TaKOe BblJieJieHHUEe HOCUT
YCJIOBHBIU XapaKTep, TaK KaK HepeJiKO BCe 3TH aClleKThbl IepeceKarTCsd U B3aUMOZ0NOJIHAIOT IpyT
Jlpyra, YTO He MellaeT, AJid YA,006CTBa aHa/iu3a pacCMaTPUBaTh UX OTAENbHO. TakKe 0 KaXKJ0My U3
3TUX aCIIeKTOB Mbl Bbl/leJISIEM BO3MOXKHbIE pa3/IMyHble BAPUAHTHI (TUIIbI) UX pean3aliu:

1. [IpoTuBOMOCTaBJIeHUE CEMbU U Kapbephl, Ipenojararliee albTepHATUBHBIN BbIOOD O0Jiee
npeAnoYTUTEbHOM )ku3HeHHOH cTpaTeruu (Edumona, KyBanauna, 2023; UcynoBa, YTkuHa, 2023;
Kopcak, MoiiceBuy, 2023; Kysuhna, 2023; JlenuukoBa, [lanusos, 2017; HoBocesnoBa, 2018). JlaHHbIN
acCIeKT «CeMeNHOU Kapbepbl» MOXKET KOHKPETU3WPOBAThCS B CJIeAYIOIUX THUIAaX: 1) a/IbTepHATUB-
HbIH BbIOOD (CEMbH MJIM Kapbephl) MO/, JJaBJIeHUEM KOr'0-TO U3 YJIEHOB CEMbU, UJIU MO/, JABJIEeHUEM
«HEeNpeoj0JMMbIX» 00CTOATENbCTB (HEOOXOJUMOCTh COXpPaHEHHUs] BbICOKOTO 3apaboTKa U TOMY
noA06Ho0e); 2) aJibTEPHATHUBHBIN BbIOOP MO COTJIACUIO MEX/Y YJeHaMH CeMbH; 3) CJy4allHbINA WU
IIJIOXO 0CO3HAaBaeMblil aJibTepHAaTHUBHbBIN BbIOODP (HanpuMep, MoJ, BO3JeHCTBHEM MO/JbI, MPECTUXa
Ha Te WJU HHble Npodeccuu WU MecTa TPYAOyCTPOUCTBA); 4) ajbTepHATHBHBIK BbIOOP Ha
OCHOBaHHUM YBaXK€HHS U JIIOOBU K NAPTHEPY MO CEMENHBbIM OTHOILEHUSIM (HanmpuMep, FOTOBHOCTb
>KeHbI U JleTeld MUPUTbCS C HUYTOXXHOM 3apmJjiaToOM My»a U OTILa, KOTOPbIA BMECTO TOTO, YTOODI
ObITb KKOPMUJIbLIEM» CEMbU, BOOAYLIEBJIEHHO peann3yeT cebsl B I06MMOM npodeccun).

2. lapMoHUM3anys, ONTUMaJbHbIN OajlaHC MeXAy ceMbeld W KapbepoHl (4acTo, KaK MOHUCK
KOMIIPOMHUCCHBIX PeLleHWH) NpU peajn3alui pa3HbIX poJieBbIX NO3ULUK B ceMbe — (BasManxu,
2023; benexoBa, UBaHoBckas, 2022; BypmakoBa, 2023; 3axapoBa, KapabaHoBa, 2021; MakcioToBa,
2016; CtpenkuHa, 2023; Pomamiosa, Cepejia, 2017). /laHHBIHN acleKT «CEMEeHHON Kapbepbl» MOXET
peasn30BaTbCs NPUMEPHO B CAEAYIOIIMX TUIax: 1) mparMaTU4YHOe MJIaHUPOBAaHUE CEMEWHBIX
Y KapbepHBbIX 3a/lay, NpejrnoJararwliee, B TOM 4YUCJe, U PACYET aKTHUBHOCTU 4YJIEHOB CEMbHU IO
BpeMeHHU (KOr/a «BJpyr» BbISICHSETCS, YTO «Ha CAMOM JieJie, MO>)KHO HalTH BpeMsl U Ha Kapbepy, U
Ha ceMbio») (IIpsoxkHUKOB, 2020; CoTHUKOB, CoTHUKOBA, 2023); 2) cie0BaHUe IpUMepaM JpyTrUux
ceMel, TJie YCIeNlHO HalJleH OaslaHC MexXJy CceMbel U Kapbepoi; 3) ciefoBaHUE KYJbTYPHBIM
TpaJULUMsAM CBOEH COLUAIbHO-NPOPECcCHOHATBHON WM 3THO-KYJbTYpPHOW TpyIIe, TAe TaKon
6aslaHC onpejiessieTcsl CAOKUBIIUMUCS TPAAULIUAMY, [a ellé U Ipy onpesieJIEHHOM KOHTpOJIe 3a
YKU3He/eATeJbHOCTbIO JAHHOW CEMbBU CO CTOPOHBI UX KOJLJIET U POJICTBEHHUKOB, IPe/CTaBIS0LUX
3TH ColjMaJibHble TPYIIHbI.
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3. BzauMoob6oraiieHre ceMbU M Kapbepbl, KOTJJa MHOrooOpa3Hble COYeTaHUS CeMENHBIX U
npodeCcCUOHANbHBIX POJIEM CTUMYJUPYIOT 4YJEHOB CeMbMU KaK B peajM3allid CBOUX CeMeNHBIX
HaMepeHU, TaK U B KapbepHbIX ycTpeMiyieHUsX (3axapoBa, Kapa6aHnoBa, 2021; 3umuna, 2023;
[IpsxxuukoB, 2020; YepHsbiies, 2007; YepctBas, KucesneBa, 2023). 3aMeTHM, UTO AaHHbIA acleKT
BO MHOT'OM IlepeceKaeTcsl C IpeJblylUM aclleKTOM, I/ile pacCMaTpUBaJICA OaJlaHC MeX/1y CeMbel
¥ Kapbepoil. Ho Bcé ke, B3auMooboranjeHue ceMeMHOW U KapbepHOW aKTUBHOCTH JIMYHOCTH B
OOJIbIIIEN CTENEHH, YeM MPOCTO, HAXOXKAEHHUe «balaHCa», MPeIoJIaraeT He TOJbKO JIMYHOCTHBIN
pPOCT 4JIEHOB CeMbH, HO M UCIOJIb30BaHHE CeMbHU B KayeCTBe CBOEOOPA3HOTO «Thlla», B CJlydae
HeyJlad B Kapbepe, TaK e, Kak U UCH0Jb30BaHUEe CaMOW paboThl (Kapbepbl) B Ka4eCTBe «ThLJIa»
JUIS1 KQKOT0-TO 4YJIeHa CeMbHU, HO Y>Ke Ha CJiydald BO3MOXHBIX IP06JIeM B CeMEeUHbIX OTHOLUIEHUSAX.
Bcé 3T0, B MTOTe, MOBBILIAET 061Iee OlyLleHUe CTAOUIbHOCTH }KU3HU 4JIeHOB ceMbH ([Ips»KHUKOB,
2020, c. 59-62).

Peasin3oBaTbCA BCE 3TO MOXKET NPUMEPHO B CJeAYIOIIUX BapUaHTax (Tunax): 1) ceMbs *XUBO
MHTepecyeTcs NpodecCHOHAJbHBIMU BOIIPOCAMH KOI'0-TO U3 CBOMX 4YJIEHOB (B HJeale, BCe UHTe-
pecytoTca npodeccHOHaJbHbBIMU Np0o6JaeMaMHu JpyT Jpyra U Aaxe, 10 BO3MOXXHOCTH, COBMECTHO
y4acTBYIOT B MX pellleHWH); 2) ceMbs JIMIIb CO3JAET yCI0BHUA [ IIJIOJOTBOPHON pabOThl OAHOIO
M3 CBOUX «KOPMUJIBLIEB», 4 CaM «KOPMHUJIEI» CTPEMHUTCS He 3JI0yNOTPeOJ/IsATh TaKOW 3a60TOU 0
CBOEU Kapbepe CO CTOPOHBI CEMbH U, 10 BO3MOHOCTH, HAXOJUT BpeMs [/l MHTUMHO-JINYHOCTHOTO
0011eHMA CO CBOeM ceMbel; 3) B3anMooboralieHue ceMeMHOW U KapbepHOU J1esTeJIbHOCTH obecre-
YUBaeTCAd TBOPYECKOM CpeJloW, KyAa BKJIIOYEeHa JaHHasd ceMbsl (HanmpuMep, CeMbH, CBI3aHHbIEe
C TBOPYECKUMHU NPOoPeccUsiMU, NPU YCIOBUMU YACTbIX BCTPeY, MHTEPECHbIX Pa3roBOpPOB, B3aUMO-
NOAJIepKKe, a TaKKe, CeMbH 00ILaoLiMecsa ¢ TAKUMHU Ke CEMbSMU CBOUX NPOPeCCHUOHANbHBIX U
KUTENCKUX eJHHOMBILIJIEHHUKOB).

Mo>XHO BbIIEJIMTH OCOOBIM C/ydYaH, KOrZia BO3HHUKAlLMe MpoO6JieMbl pellaeT 4yeJoBeK, caM
ABJISAOLIMKACA CHELUaJUCTOM MO MCUXOJOTUM CeEMbU UJIM MO IMCUXOJOTUH Kapbephl, YTO NMpesIo-
JlaraeT JOINOJIHUTeJIbHble TUIBL: 1) YesioBeK, MOMOrawIiUM JpYyTUM JIIOAAM, CaM OKa3blBaeTCs
HeCIOCOOHBIM pellaTbh COOCTBEHHbIEe NP06JeMbl (MO3ULMA «CallOXKHUKA 6e3 canor»); 2) 4yesoBeK
CIOCOOEH COBMeELATh CBOK NPO(PECCHOHAJBHYI0 U JIMYHYIO NMO3UIMI0, TO €CTb I'OTOB YCIIELIHO
peliaTb U CBOM, U YyXKHe NpoO6JieMbl; 3) KaK HeXeJlaTeJbHbI TUI — MPOEKLUs COOCTBEHHBIX
npo6JieM KOHCY/IbTaHTa (CeMeWHOTr0 UJIU KapbepHOI0) Ha CUTyallMd CBOUX KJIMEHTOB.

4. [lpodpopueHTAMOHHBIN aCMeKT, KOTJa OJJHOU M3 IJITaBHbIX 3a00T CEMbU CTAaHOBUTCS MOATO-
TOBKa pebE€HKa He TOJIbKO K TPY/J0BOM CaMOCTOATE/IbHOM »KHU3HH, HO U IOMOLb €My B KapbepHBIX
BbIOOpax (bsinHoB, Poguyes, Ceprees, 2023; Knumos, 1996; Kosocosa, 1987; Kopcak, MoiiceBuy,
2023; JlbicenkoBa, KokanoB, 2023; MamenoBa, CtpydkoBa, 2016; HaymoBa, 2023; [IpsAKHHUKOB,
2016; ChoiY., Kim, J., Kim, S., 2015; Rottinghaus, Eshelman, 2015). [IpumeuaTenbHo, 4yTo E. A. KniumoB
BOOOLIe BbI/IEJIAJ YUYET «I03ULY CEMbU» KaK OJUH U3 BaXKHEUIIMX PaKTOPOB rPaMOTHOTO BbI6Opa
npodeccuu NOAPOCTKA U ero JajbHel1ero npodeccuoHanbHoro pa3sutuda (Kaumos, 1996, c. 389).
[IpuMeyaTesbHO, 4TO B MPOPOPHUEHTAL MU HAKOIJIEH O0raThbld ONBIT COTPYJAHUYECTBA IIKOJIbI U
pPa3HBIX MCHUXO0JIOTHYECKUX NPOPKOHCYJbTALMOHHBIX LEHTPOB C CeMbeN CaMOOIpe/esoluXcs
IO/POCTKOB, YTO BIIOJIHE COOTHOCHMMO C UJieel CeMeMHOW Kapbepbl, HO, K COXaJIeHUIO, 3TO He
BCerJja yYuThIBAeTCA B CEMEUHBIX KOHCYJIbTalUsAX. Pea/lM30BbIBaTbCA JJAHHbIM aCleKT CEMEeNHOU
Kapbepbl MOXeT NPUMEPHO B CJeAyIIIUX THUIAaX: 1) ceMbs BCé pellaeT 3a peOEHKa, C coracus
camoro pebéHka (Hanpumep, obecriedeHHble POJUTEU NPe/JIaraloT pebEHKY NprBJEKaTeJlbHbIE
BapHaHTbI 06pa30BaHMs U TapaHTUPOBAHHO IPECTUKHOTO TPYAOYCTPONCTBA); 2) cCeMbsl OKa3blBaeT
Ha pe6G€HKa JaBjeHUe B YJIbTUMAaTUBHON ¢opMe (HampuMmep, MoJ Yrpo30d OTKa3a B NOMOIM);
3) ceMbs J@€T pebeHKy MOJIHYI0 CBOOOJY B caMoonpe/ie/IieHUH; 4) ceMbsl NOCTOSHHO NIPUBJIEKaeT
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CHEelyaIrMCTOB /Jil IOMOILU CBOEMY PeOEHKY (JesierupyeT clielMaJucTaM CBOK NMpodopUeHTa-
UOHHYI0 QYHKIMI0). 3aMeTUM, YTO 3TO MOXET ObITh M MOB3POCJEBUIMU PeOEHOK, a HE TOJIbKO
IIKOJIbHUK WUJIU CTY/IEHT.

5. YnpaBJsieHYeCKUH acCleKT COOTHOIIEHUSI KapbepHOW M CeMeHHOW aKTHBHOCTH JIMYHOCTH
(barupoBa, 2022; BypmakoBa, 2023; 3aineB, Yepkacckas, 2007; KosiocoBa, 1987; Muxasibuu, 2015;
Moun, 2023; CtambysioBa, 1999; lllanaeBa, 2016; Beprep, beprep, 2008). B iutepaType o MmeHez-
>KMEHTY, YIIPaBJIEHUIO IePCOHAJIOM U YIIPaBJIEHHUIO AeJI0OBOM Kapbepol YacTo crnelddprKa }XeHCKUX
Kapbep, BKJIIOYasl CJI0KHOCTH COBMeleHUs paboThbl C CEMEWHBIMU 3ab00TaMH, BbIJE/SETCS B
OT/ieJibHbIe TJIaBbl, HalpHMep, pacCMaTPUBAETCA B crHelnuasbHO TIyaBe «Crnenuduka Kapbephbl
»KeHILUH» (3ak1eB, Yepkacckasi, 2007, c. 192-196).

B 3apy6eXHbIX pab0oTax 4acTo Bbl/ieJisIeTcs IpobJieMa MOMOLIU CeEMbSIM PA6OTHUKOB, KOTOpPbIe
KOMaH/JUPYIOTCS 3a pyOex, BKJIo4Yas OIIaTy oOpa3oBaHUs AJi UX JeTel, MOMOllb B IOHCKe
paboTbl HA HOBOM MeCTe /IJisl )KeH Takux cinenuanuctos. (beprep, beprep, 2008, c. 726). 1o faHHOMY
acmneKTy TaK»Ke MOXKHO BbIJIEJIUTh MPUMEPHO C/eyIolL1e TUIIbl «CEMEeNHBIX» Kapbep: 1) co3gaHue
CO CTOPOHBbI OpPraHU3alMH JbI'OTHBIX YCJOBUHM AJisT paboThl MHOTOJETHBIX MaTepeu, AJsd MaTe-
pel-oAMHOYEK WJU AJi CEMEW C AeThbMU, UMEIOIIUMU OTPaHUYEHHble BO3MOXKHOCTHU 3/10POBbS
(BO3); 2) ncuxoTepaneBTUYECKAsA U KOHCYJIbTAaTUBHAs MOMOIIb (ICUXOJ0THY€eCKas, MeIULIMHCKAS,
I0pUUYecKasi) ceMbsIM, UMeIOUIUM NPo6JieMbl, KaK CO CTOPOHbI FOCYZJapCTBa. TaK U CO CTOPOHBI
OopraHu3alui, rae paboTaloT YjeHbl TAKUX ceMel; 3) OMOJHUTE/bHbIE BHIMIJIAThI CEMbSIM, HYXK/1a-
oKUMca B QUHAHCOBOW NOAJepXKe (KaK CO CTOPOHBbI TOCYAApCTBa, TaK U CO CTOPOHBI OpraHU-
3alMi, T/ile OHU paboTaloT); 4) BOJIOHTEPCKAsI MOMOIb HYXJAKU[UMCS CeMbsIM; 5) co3JjaHue AJs
TaKHUX CeMel 001eCTBEHHbIX OpraHU3allyi, 3alMLa0LIMX IpaBa *KeHIIUH U JleTel; 6) yyacTue B
MOMOUIA MHOTOAETHBIM CEMbSIM PEJIUTHO3HBIX OpraHU3alui. BaXKHO OTMETUTB, YTO AaXKe MeXAy-
HapOJAHbIN NMPECTUXK rOCyjapCTBa BO MHOTOM OIpe/iesisieTCcsl 3a00TOM 0 TaKUX CEMbSX, IpeJIoJia-
ralolui, B ujease, Jaxke BblJleJleHHEe MHOTO/IETHBIX MaTepeil B 0CO6YI0 IpyIny pabOTHHUKOB, UJIU
X0T$1 Obl, Bpy4YeHHe UM rocy/lapCTBeHHbIX Harpaj. 3ameTtuM, yTo B CCCP u B coBpeMeHHoU Poccuu
K TaKMM Harpajam oTHocsATcs: «MeJasb MaTepuHCTBa» (AByX cTeneHei), «OpaeH MaTepuHcKas
cnaBa» (Tpéx creneHel), 3BaHUe «MaTb-repouHs», IPUYEM, YYIUTHIBAJIUCh HE TOJbKO COOCTBEH-
Hble, HO U YChIHOBJIEHHbIE B yCTaHOBJIeHHOM nopsifike aetu (PUA HOBOCTH, 2009).

6. K 3TOMy MOKHO [J06aBHTh, UTO 10 BCEM 0003HAYEHHBIM HaIlpaBJIEHUSIM HEKOTOPbIE aBTOPbI
NBITAOTCA elé pacCMaTpUBaThb U BO3PACTHOM aCIEKT, TO €CTh KaK 3TO NPOSBJSETCS Ha pPa3HbIX
3Tanax >KM3HU 4eJI0BEKA, Ha 3TallaX pa3BUTHS CeMEWHbIX OTHOLIEHUH (IIPY CMEHE POJIEBBIX MO3UIUU
B CEMbE) WJIK Ha 3Tamax KapbepHoro pa3BuTus (3axapoBa, KapabaHosa, 2021; lllneigep, 2006).

Kpome TOro, MoXHO JONOJHUTENBHO CTPOUTDH TUIIOJIOTUH «CEMEWHBIX Kapbep» U N0 APYTUM
OCHOBAHHUSIM.

7. C y4éTOM OCOOEHHOCTEM «CeMeWHbIX Kapbep» B TPAJAULMUOHHBIX U HeTPaJUIMOHHBIX
CeMbSIX (UYTO CTAHOBUTCS 0CO60 aKTYyaJIbHbIM B U3MEHUBIIHNXCS COBPEMEHHOM COLUO-KYJIbTYPHOU
CUTYyal U, CO BCEMHU €€ HOBbIMU BO3MOXXHOCTSIMU U 3TUUECKHUMHU COMHEHUSIMHU ).

8. C yuéTOM 3HAUMMOCTH JIJIs1 CEMbU OonpesieIEHHON chephl Tpy/ia (cTeneHb 33/]eICTBOBAHUSA B
3ToM cepe pa3HbIX YJIEHOB CEMbH).

9. C y4éTOM BOCNIMTAHUSA JleTEX C NOMOIIbI Pa3HbIX «IOCPEJHUKOB» B TAKOM BOCIHUTAHUU.
Hanpumep, B ceMbsx, T/ie pOAUTENHN BBIHYK/AEHbI OTKAa3bIBAThCSl OT Kapbephbl pajiu BOCIHUTAHUSA
pebEHKA UJIM B CEMbSIX, I/le JIeTU NepeaalTcs ApYyTMM BoCcUTaTe M (6abylliKkaM, ryBepHaHTKaM,
BOCIIMTATEJISIM B B IIKOJIaX-UHTEPHATAX UM OTHPABJAIOT JeTel Ha 00yuyeHUe U BOCIUTAHUE 3a

rpaHuLy).
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10.Cy4éToM 3aBUCUMOCTH CEMbU OT TEPPUTOPUAIbHO-Teorpadpudeckux pakTopoB. Hanpumep:
10 peKOMeH/jallMU Bpaya, CeMbsl epee3KaeT B 60Jsiee 6J1aroNpUSITHBIN AJi 3J0POBbsI KOTO-TO U3
YJIEHOB CEMbH PaNOH.

11. Cy4éTOoM 3aBUCUMOCTH CEMbH OT COLJUAJIbHO-3KOHOMHUUYECKUX (PaKTOPOB JAHHOI'0 peruoHa
(unu ctpanbl). HanpuMep, ceMbU MUTPAaHTOB, KOT/la pajiu 3apab0TKOB UJIM M3-3a MOJUTUYECKUX
npecsie/loBaHUN BCS CeMbsl MEHSIET MECTO XUTEJbCTBA MJIM KTO-TO U3 CEMbHU YaCTO M HAJI0JITO
ye3xaeT U3 POJHbIX MECT, 00111asiCh C CEMbeN JINOO Yepe3 MHTEPHET, JIM60 B KOPOTKUE MepUO/ibl
OTIyCKa.

WHTepecHbI TaKXKe 0CHOBAHUS /1Sl IOCTPOEHUS TUIIOJIOTUH «CEMENHBIX Kapbepy, Ipe/J10XKeH-
Hble A. ButTeHn6epr-Kokc, BbliesiMBILel IATh MO/ eJiel CEMeH, T/ie CYyNPYyTry N0-pa3HOMY BKJIIOUY€EHbI
B NnpodeccuoHa/IbHYI0 JeITeJIbHOCTh: 1) oAMHOYHAsA Kapbepa (TpaJvIiMOHHAsA, Korja paboTa
O/IHOTO 4JIeHa CeMbH OIpeJiesisieT BCE OCTa/lbHOE); 2) MoJesb C OAHOW JHUAUPYIOlLel Kapbepou
(korzpa paboTtaroT 06a cynpyra, HO 3Ha4MMOCTb PabOThl OJJHOTO Cylpyra OlleHUBaeTCsl Kak 6oJiee
BbICOKas); 3) yepeZj0BaHMe 3HAUMMOCTH Kapbep CyNnpyros; 4) napasiesorpaMmsbl (korja 06a pado-
TAILMX Cynpyra BeCbMa yClellHbl B CBOMX Kapbepax U 00pasyoT «4eTy JUAEPOB»); 5) fonosHe-
HUe (KorJa KapbepHble B3JIEThI U NaJ|leHHs CylpyTroB 10 BpEMEHU He COBNAJAlOT U Y HUX MOSIBJISA-
eTCs1 BO3MOXXHOCTb /IJ1s B3aUMONIOMOIIIM U B3auMooboraieHus) (Burrtenbepr-Kokc, 2023).

OrpaHW4YeHHbIH 00bEM CTAaTbU He MO3BOJISIET BbIJEJIUTh U M0 3TUM JIONOJHUTENbHBIM OCHO-
BaHUAM cnenudUIecKre TUIbI «CeMelHbIX Kapbep». Ho paHee BblJlesieHHbIe TUMBI (CM. BbIllle —
nepBble LIeCTb OCHOBAaHUI) MO3BOJISIOT HaZJesaThCs, UTO 3TO TaK»Ke BIOJIHE BO3MOXHO. Kak yxe
OTMeYasoCh, KaX/Abld W3 TAaKUX TUIOB MOXET OBbITb CIelMaJibHO MCCJeJ0BaH, B Lessax 6oJiee
000CHOBAaHHOI0 caMooIlpeJiesieHMs] (OpUEHTUPOBKM) B BO3MOXHBIX BapUaHTax IOCTPOEHUS
ceMelHOU Kapbephbl U MOC/e/yolero, 6ojee 060CHOBAaHHOTO BbIO0Opa HauboJ1ee NOAXOASAILETO A1
JIAHHOT0 YyeJIOBEKa BapUaHTa, HAa JJAaHHOM JTalle ero pa3BUTHUS.

[Ipo6/ieMa NpaKTUYECKOU MOMOLLH CAaMOOIIpeAe I encsa TMYHOCTH
B BbIOOpE TUINA «CEMENHOM KapbepbI»

PaHee ye OblJIa mpe/cTaB/eHa MOJe/b BO3MOXKHBIX chep KU3HeAesATeJbHOCTH, BKJI0Yast
U «ceMblo (feTel)», U «paboTy (kapbepy)» (cM. PucyHok 1), Ha 0CHOBe KOTOpOW mpejJarajach
KapTO4YHasi KOHCYJIbTaTUBHAasl METO/MKA, MO3BOJISIOIIAS B pPeXUMe [Hajora KOHCYJbTAaHTA U
KJMeHTa (MJU KJUEHTOB, €CJU 3TO Jpyrve 4JeHbl CEMbH) BBISIBJASITH Pa3HOIJIACHs MO BbIOOpE
NPUOPUTETHBIX BAapUAHTOB CaMOpeaiM3alUM («TOYKH OTTAJKHUBAHUSI») U HAXOAUTb «TOYKH
COTMYKEHUSI» UJTH «TOYKHU PABHOBECHSI».

JlJ1s1 TOMOIIY YJleHaM CeMbH WJIU JIJIsl TeX, KTO TOJIbKO IJIAHUPYeT KHU3HEHHbIe U mpodeccro-
HaJIbHbIE MepCIEeKTUBbI MOXXHO UCIO0JIb30BaTh pa3MyHble UTPOBbIE U TPEHUHTOBbIE NPOLIEAYPHI,
TaK WJIK MHaue, MOJIeJIMPYIOI e BO3MOXKHbIE PACCOIVIAaCOBAHUS PA3HBIX YJIEHOB CEMbHU IO IIepCIeK-
THUBaM CBOEro pa3BUTHUS, UJIU 110 NPOdecCUuOHANbHBIM U KapbepHbIM BbIOOpaM, KacaloLUXcsl BCer
ceMbU. HanpuMep, B cieliuasibHOM UTPOBOM NpoLielype MOJIeIMPOBATh CeMEeUHbINA KOHPJIUKT, T/ie
006CyK/1aeTcsi BOMPOC O 11eJ1ecO0O6pa3HOCTU (MM HellesiecO06pa3HOCTH) MOJyYeHUsl KeM-TO U3
4YJIEHOB CEMbH NMPOPeCcCUOHATbHOI0 0O6pa30BaHus, KOTOPOEe He TT03BOJIMT 3apabaThiBaTh O0JIbLINE
JleHbI'Y, TaK HY>XHble ceMbe. [IpaBJia, Mbl cpa3dy XOTUM NpeJlocTepeyb OT TOro, YTOObl B TaKHUX
UTPOBBIX YIPAKHEHUSX NMyOGJUYHO 0O6CYK/IATUCh peasibHble MP006JIeMbl KOHKPETHBIX CEMeH, Tak
KaK 10 3TUYECKUM COOOpakeHUsIM BCE 3TO J0/HKHO OCTABaTbCSl HA YPOBHE BHYTPEHHEro Jiesa
(TaliHbI) JAHHOU CEMbHU.
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Ha ocHOBaHMM clelMa/ibHO Bbl/JleJIEHHBIX MapaMeTpoB 06/1aronojyyusi CEMbU U Kapbephl,
MOXKHO ONpe/esisiTh, KaK 3T apaMeTpPbl MeX/1y COO00M COOTHOCATCS B 00l eM IJlaHe, Ha ypOBHE
CTaTUCTUYECKUX 3aKOHOMEPHOCTEeM, XapaKTEepHBIX [/ MHOTUX CeMel, OTHOCALIUXCA K OIllpe-
JleJIEHHOU COLIMO-KYJIbTYpHOU cpejie. Min kak 3TU mapamMeTpbl 6J1aronoJiydusi COOTHOCATCS Ha
YPOBHE KOHKPETHOM CeMbU UJIM KOHKPETHOIO 4JeHa CEMbU. ITO MOXHO JleJIaTh KaK B 0ObIYHOU
KOHCYJIbTAl|UH, KOTJa 00Cy/Jal0TCsl 3HaYUMble [Jis JaHHBbIX KJIMEHTOB MapaMeTpbl 6/1aromnoJy-
yus (HanpuMep, paboTasi ¢ BO3MOXXHbIMH NepeyHSIMH TaKHUX IapaMeTPOB U BbIOHpast U3 HauboJiee
CylLleCTBEHHbIE), TaK U C IOMOLIbIO ClIelHaJbHbIX ONIPOCHUKOB, BbISBJSIOIIUX 3TU 3HAYUMbIe [JIs
o6cJsieyeMoi IMUHOCTHY NapaMeTphl. Hanprumep, MOXKHO BOCII0J1b30BaThCS UHTEPECHBIM OMIPOCHU-
KoM, pazpaboTaHHbIM E. . 3axapoBoii 1 0. A. KapabaHoBOH, BKJIIOYAKO UM BOCEMb I11KaJI, TI03BOJIS-
I0LIMX 3apUKCUPOBATb OCBEJOMJIEHHOCTD O COZlepXKaHUU ceMeHOU U TpodecCHoHa/IbHOM Kapbep,
Mepy OCBOE€HHS1 HE0OXOAMMbIX KOMIIETEHLIUH, LIeJIM KApbEPHOT0 NPOJBUKEHUS Y Ka4eCTBO IJIaHU-
pPOBaHUs, BDEMEHHYI0 NEePCIEKTHUBY B NMOCTPOEHUU Kapbep, OTKPbITOCTb PECINOHJEHTA HOBOMY
»KU3HEHHOMY onbITy (3axapoBa, KapabaHoBa, 2021).

Kak yxe oTMedasocb paHee, BaXHO YYUTbIBaThb CouyeTaHUe (MU NPOTUBOpEYHs) Pa3HbIX
’KU3HEHHBIX LUKJIOB CEMbU M KapbePHbIX LIUKJIOB, B KOTOpble BKJIOYEHbI pa3Hble YJe€Hbl CEMbU
(Kapa6anoBa, 2007; KapsioBckasi, KamneBa u ap, 2021; Ipspkaukos, 2020; Bapra, /Ipo6kuHa,
Bynunaiite, 2017). [IpuxoguTcs TakKe YYUTBIBATb M TO, UTO YJ€Hbl CEMbU MOTYT MO-Pa3HOMY
BOCIIPUHUMATD U OLIEHUBATh 3HAYUMOCTb 3THX LIUKJIOB. A €CJIU K 3TOMY J100aBUTh U I[UKJIbl 0CBOEHUS
JlesITeJIbHOCTH B pyTrUx chepax >KU3HU (B J0CyTre, B MEXKJIMNYHOCTHOM OOLIEHUH C APY3bsIMHY, B 00111e-
CTBEHHOH JiesTeJIbHOCTU), TO MpobJjeMa rapMOHHU3ALMU 3THUX chep ellé 6oJsibllle 000CTPseTC.
[IpaBza, HepeKO MoMoOraeT 3/ieCb NPUHLUI B3aMMOKOMIIEHCAIlMU M B3aUMOJONOJTHEHUS Pa3HBIX
cpep camMmopeanu3alu JUYHOCTH, KOT/Ia TepeXKUBAaHUS OT HEYCIEXOB B OHOU chepe MOTyT HeUTpa-
JIN30BbIBAThCS (MM KOMIEHCUPOBATbCS) ycnexaMu B Apyrux cdepax. [Ipuyem, u camo 4yepesoBa-
HUe pasHbIX cep KU3HeJesATeJbHOCTH TaKKe BO MHOTOM o6GeclieyrBaeT pa3sHOOOpa3re KU3HU U
OlLyIIeHUE CBEXKECTH BIleYaTIeHUH. ITO TaKKe BO MHOTOM COOTBETCTBYET NIOHMMAaHUIO Kapbephl (B
IIMPOKOM CMbICJIE), KaK OIpe/ieJIEHHOE COYeTaHHe U YepeJ0BaHHUe Pa3IMYHbIX COLMAIbHBIX POJIel,
obecrneuyrBalolllee XXU3HEHHbIN ycneX, npe/JoxkeHHoe ele /I. Ceronepom (Super, 1980).

BbIBOAbI U NEPCNEKTUBHI JaJTbHENIINX UCCIEA0BAHUM

[IpoBeA€HHBIN aHa/IU3 NMPOOJIEMbl «CEMEWHOW Kapbepbl» MO3BOJISET CAeaTh CjaeAyloliue
BBIBO/IbI.

1.[loHATHeE «cCeEMellHas Kapbepa» UMeeT IPaBO Ha CAMOCTOSTe/IbHOE cyliecTBoBaHUe. [[py aTOM
MOXKHO BBIJIeJIUTh 60Jiee IUPOKoe U 6oJsiee y3Koe MOHUMaHUe «CeMeNHOUM Kapbephbl», B YaCTHOCTH,
OoJiee LIMPOKOE MOHUMAHUE MpeAIoJaraeT Jo0ble B3aMMOCBSI3U Kapbepbl U ceMbH (BKJIIOYas U
caMopeasiM3alii0 YIEHOB CEMbU B pPasHbIX cpepax KU3HEJEeATEJIbHOCTH, C YUETOM ClieluPUKU
VX aKTUBHOCTHM Ha pa3HbIX 3Talax pa3BUTHS CEMbU U COOTBETCTBYIOLIEN CMEHbl «KOHBEHIUO-
HaJ/IbHBIX poJiel», OT MaJIeHbKOT0 pebéHka — 0 npapoauTeJs). [Ipu 6osiee y3KOM MOHUMaHUU
«CeMeNHOU Kapbepbl» aKLEHT JeJaeTcs, 1160 Ha pa3/IMuYeHUU U MPOTUBONOCTABJIEHUU CEMbHU U
Kapbephl, 1M60, Ha TAKUX BapUaHTaX >KM3HeIeATEJbHOCTH, KOT/la ceMeilHOoe U podecCuOHa/IbHOE
Hepas3pbIBHO CBA3aHO (Hanpumep: B GepMePCKUX CEMbSIX; B TBOPYECKUX CEMbSIX, TECHO CBSI3aHHBIX
CO cpefiod eMHOMBIIIJIEHHUKOB). Ba)KHbIM MOMEHTOM, BO MHOTOM COJIMKAIOU[UM MOHATHUSA
«CeMbSI» U «kKapbepa» SIBJISIETCSI UX COOTHECEHHOCTh C TPY/I0BOM JiesiTeIbHOCThIO. [I[paB/a, moJIHOTO
COJIM>KEeHUST JAHHbBIX TOHATUH 3/1eCh He IPOUCXOAHUT, TaK KaK ceMelHoe U npodeccuoHabHOE BCE
Ke UMeeT U CBOW crneluduKy (Hampumep, ceMbsi B OOJIblIEel CTeNeHH, YeM Kapbepa CTPOUTCS
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Ha MHTUMHO-JUYHOCTHOW 6JIM30CTH, B 06OJIbllIEN CTelleHUW OPMEeHTHUpPOBAaHA Ha CyacThbe, YeM Ha
KapbepHbIH ycnex). Ho 3HauuTe/bHOE CXOACTBO M0 APYTrMM NMPU3HAKAM TPYZAA BCE XKe M03BOJISIET
TOBOPHUTb 06 OTHOCUTEJIbHON CaMOCTOSATEbHOCTH NOHATHS «CeMelHasi Kapbepan.

2. PaccMoTpeHbl BO3MOXHbIE€ B3aUMOCBSI3M CeMEWHON M KapbepHOU aKTUBHOCTH JIMYHOCTH.
B yacTHOCTH, TOKa3aHO, YTO pa3Hble aCleKThl )KU3He/[eITeIbHOCTH KaKHX-TO YJIEHOB CEMbU MOXKET
UMETb «TOYKHU COTMKEHUsI» (TO3BOJISIOIINE TAPMOHU3HUPOBATDb CEMbIO U Kapbepy), «TOYKH OTTaJl-
KUBaHHUs» (IIOMOTaIye MOHATD, YTO ABJISETCS IPUYUHON HapyIIeHUsI CEMEeMHOM U/IN KapbepHOU
rapMOHHMH) U «TOYKH pPaBHOBecHUsI» (BO MHOTOM OOGBSICHSIIOIIME «MHPHOE COCYIeCTBOBAHHE»
YJIEHOB CEMbH, I0-PAa3HOMY OLIEeHUBAIOLIMM CEMENHYIO WJIU KapbePHYI0 aKTUBHOCTb JPYTUX CBOUX
POACTBEHHHUKOB). B /i1060M c/iy4yae, 3TH «TOYKHU» MO3BOJIIOT CPABHUBATh pPas3Hble MO3UIUU U
OLIEHKU COOTHOILEHHS] CEMENHbIX U KapbePHbIX YCTPEMJIEHUN YJIEHOB CEMbU U CO3Jal0T OCHOBY
JUISl TApMOHHU3AIMU U IaKe B3aUMOOOOTallleHUsI CeMeWHbIX B3aUMOOTHOUIEHUN. ITO MO3BOJIUJIO
Jlaxke pa3paboTaTh KAPTOUYHYIO KOHCYJIbTALlMOHHY0 MeTOAMKY «CeMeliHast Kapbepa» AJis TOMOLU
CEMbSIM, UMEIIIUM Pa3HOIJIACUsI IO TOBO/Y Bbl/ieJIEHUs IPUOPUTETHBIX chep COBMECTHOH KU3He-
JlesITeJIbHOCTH.

3. BolziesieHbl BO3MOXKHbIe OCHOBAHUS [IJIsl TUMIOJIOTUU «CeMeWHbIX Kapbep». [10 HEKOTOPBhIM
OCHOBaHHUSM, TaKMM, KaK «IIPOTUBOINOCTABJEHUE CEMbU U Kapbepa», «b6ajJaHC MeX/ay CeMbel U
Kapbepoi», «B3auMoo6oralieHue ceMeHHON U KapbepHOU aKTUBHOCTH», «TIPOOPUEHTALMOHHbIE
BO3MO>XHOCTH CEMbUY», «yIPaBJIeHYeCKHEe BO3MOKHOCTH NOMOIIU MHOTOZ€THbIM CEMbSIM» PE/JI0-
»KE€HbI 000011[eHHbIE TUIbl TAKUX «CEMEWHBIX Kapbep». ITUM IM0Ka3aHa NPUHLIUIIHAIbHAsT BO3MOXK-
HOCTb Bbl/IeJIEHUS TUIIOB «CEMENHBIX Kapbep» M0 MOA06GHBIM OCHOBAHHSIM.

4. KpaTko 0603HaueHbl BAPUAHTbI MPAKTUYECKON MOMOIIU CEMbSM U KOHKPETHBIM YJieHaM
ceMell B BbIGOpe BapHaHTa «CeMeHHOW Kapbepbl. [Ipyu 3TOM, MOgYEPKUBAETCH BaXKHOCTb YYETa
’KU3HEHHBIX [[UKJIOB CEMbU U UX COBIAJIEHUSI C KAPbEPHBIMU LIMKJIAMH, YTO MOPOXKAAET 0COObIe
3a/layd NpOPKOHCY/JIbTALMOHHON U NCUXOTepaneBTUYECKON MO/ JIePKKU Pa3HbIX YJEeHOB CEMbH,
M0-pPa3HOMY BOCIIPUHUMAIOUIUX 3T LIUKJIbI.

B kayecTBe nepcneKkTUB JAa/bHEUIIUX MCCAeL0BAaHUN N0 JaHHOW Mpo6JieMaTHKe Mbl BUUM
He TOJIbKO BbIJIeJIEHHE THUIIOB «CEMEWHBIX Kapbep» 110 0603HAaYeHHbIM B CTaThe OCHOBAHMSM, HO U
IIOMCK HOBBIX OCHOBAaHHUM, a [MITaBHOE — CUCTeMaTH3allys 3TUX TUIIOB, C LieJIbI0 IOCTPOEeHUs 061eit
OPUEHTUPOBOYHOU OCHOBBI [IJIsl CAMOOIpeie/IeHUs IMYHOCTU B Pa3HbIX ACMEKTaX XXU3HeAesATe N b-
HOCTH.
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Annotation. Purpose. The article substantiates the independent status of «family career» on the
basis of considering the activities of family members as a special work. Using examples, it is shown
that labor and family activity have a lot in common, and most importantly, the methodology of labor
activity analysis itself is quite applicable to the analysis of family activity (in terms of subject, goals,
means, conditions, responsibility). Methodology. But if we compare family and professional activities,
then despite some similarities, there are also significant differences. Family relationships are usually
based on more pronounced intimate and personal attachments, which is not typical for professional
activity in general. A generalized model reflecting the importance of different spheres of life for family
and personal happiness and success is proposed. Results. On the basis of this model, the consultative
methodology «Family Career» is proposed, which makes it possible to determine «points of
convergence», «points of repulsion» and «points of balance», reflecting the different attitudes of family
members to the choice of certain priority areas of life by other members. According to the agreement
or disagreement of these points, it is possible to clarify the problems of a particular family and look for
ways to harmonize and even reciprocate family relations. Variants of the possible correlation of types
of families and types of careers are shown. Value of results. The article also highlights different grounds
for the typology of «family careers», and on some grounds, suggests possible types of such careers. At
the end of the article, the options for practical assistance to family members who are trying to self-
determine in choosing the preferred type of «family career» that is most suitable for this stage of their
development are considered.
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JKOHOMHYECKAsI STHOICHUXOJIOTHUSA U U30OMOP(PU3M
KaK HICTOYHUKH PeCypCOB OpraHu3aliy COO0IIeCTB
M UHCTUTYTOB MHOT'OMOJIIPHOr0 MUpa'’

KAPHBIIIEB Anekcannp Jmurpuesnd
VIBAHOBA Enena AnekcanppoBHa

Mpxymckuii eocyoapcmeennuiii ynusepcumem, Vpxymck, Poccus

AHHoOTanMs. B uctopuu yesioBeyecTBa CylleCTBEHHYIO POJib UTPaJIM CAaMOOPraHU3yolecs 06beu-
HEHUs U COO00IeCTBa, 110 IICUX0JIOT0-9KOHOMHUY€eCKON U STHOKY/IBTYPHOH OpHeHTaluu (CaMOBbITHOCTD,
roCTENPUHUMCTBO, OOMEHbl TOBapaMH M NPOAYKIMEH, COTPYAHUYECTBO), 4acCTh U3 KOTOPBIX MOXKHO
OTHECTH K «IIpejTeyaM» OpraHu3anuil MHOToMnosspHOro Mupa. Tak, peHOMEeH «MHOTOIIOJIMCHOCTbY C
JPEeBHOCTH BCTPeYaeTCs He TOJIbKO Ha eBPONEeMCKUX TepPUTOPUAX, HO U B UHauK, KuTtae, bivxHeM n
CpenneM BocToke. [I[pruéM B pa3HbIX CTpaHax B ICUXOJIOTMHU JIIOOGOTO «I10JIMCAa» TPUOPUTETHBIM ObIJIO
CTpeMJIeHHE K CAMOZ,0CTAaTOYHOCTH, K «aBTapKUHU» — TO €CTh MOJUTHKE X03HCTBEHHOI'0 060C061e-
HUS OT/EJbHOI0 KOJIJIEKTUBHOI'0 3KOHOMUYECKOT0 «Cy6beKTax». B lasibHel1IeM, yCI0KHUB cebs1 Halu-
OHAJIbHBIMU aTPpUOGYTaMM, HEKOTOPbIE U3 HUX CTAJM IOCYAAapCTBAaMU — LleHTPaMH MHOTOIOJISIPHOTO
Mupa. CucreMoob6pasyromuM GakTOpoM GOJIbIIMHCTBA COOGIIECTB MHOTOMOJIIPHOI'O MHUPA, C TOYKHU
3peHUs OpraHU3alMOHHOHN, JKOHOMUYECKOU U KPOCC-KYJbTYPHOU IICUXOJIOTUH, BBICTyNAeT MEX3T-
HHUYECKOe COTPYAHUYECTBO, KOTOPOe Ha OCHOBE KMOEPHETUYECKOTO MO0JAX0/a U 6a30BOM KaTeropuu
«J1eSITeJIbHOCTb» I0MyCKaeT PaCCMOTPEHUE C MO3ULMH KOHLeNIIMKM H30MopdH3Ma, AeMOHCTPUPYIOLeH
cnenrduyeckre CBSI3M U 3aBUCHUMOCTH MeX/ly U3BECTHBIMU PpeHOMEHAMU: INYHOCTD, FPYIINa, HOPMBI,
caMoco3HaHUe. B JaHHOM cTaThe B KaueCTBe LieJler U 3a/1a4 aHa/In3a MHOTONOJISIPHOTO MUpa paccMa-
TPUBAIOTCSI U30MOpPHBIE NAapaMeTphbl TAKUX SBJEHUN KaK CaMOOBITHOCTb (IPUYEM BapbUPYHOILAACS
OT HAayKH Y NMPaKTHUKU WHAUTEHNU3alUY, 10 IPU3HAHUS U NPUHATHSA Pa3HbIX CTENeHel U MPonoprun
BHEIIHEW U BHYTPEHHEHN MOJMITHUYHOCTH); COUeTaHUe MHHOBALMOHHBIX U OCTAaTOYHBIX («3MOGpHO-
HaJ/IbHBIX» ¥ fI. MopeHOo) conaJbHBIX CTPYKTYP; SABJSIOIINECST OCHOBOM 3 deKTUBHOM 06paTHON CBSA3U
aJleKBaTHble aBTOCTEPEOTHUIIbI U IeTePOCTEPEOTUIIB], @ TaKKe BHOBb paspabaTbiBaeMble KPUTEPUU
OIleHKHU IapaMeTpPOB MHOTOMOJsIpHOro Mupa. QyHKIMOHHPOBaHHWE MHOTOMOJIIPHOI'O MHpa CBOUM
OCHOBHBIM «MHCTPYMEHTOM» MMeeT MEXKYJIbTYPHYI KOMIIETEHTHOCTb, KOTOpas B IEPBYI0 OYepesb
3HaYMMa TeM, YTO [0/I1aéTCs Lie/ieHanpaBJIeHHOMY GOPMHUPOBAHHUIO U TpeOyeT opraHu3al i COOTBET-
CTBYIOLIMX MeP MTOCPEACTBOM 00Y4YEHUs U BOCIIUTAHMUS.

KinroueBble c0Ba: caMOGBITHOCTb, UHJUTE€HHOCTb, MOJUKY/JIBTYPHOCTD, MJIIOPATU3M, OCTATOYHbIE
CTPYKTYPBbI, CHHEPTHS, OpraHU3allMOHHAsA KyJIbTYPa, peTMOHAJbHBIN MyJIbTUKY/IBTYPATU3M.

BBegeHue

Hauasno usyyenuss ¢eHOMEHOB COBpeMEHHOr0 MHOTonoJisspHoro Mmupa (panee MIIM) caegyert
MCKaTh B paboTax 3apyOeXHbIX YUEHBIX BO BTOPOU MmoJsioBUHe XX B., U 60Jiee BCEro 3TO MPOSIBJISA-

1 Cratba ony6nmmkoBana npu noggepxxe [Iporpammer HMY BIIID «YHMBepcuTeTckoe HapTHEPCTBOY.

Appec: 664001 Poccus, VipkyTck, yn. Kapma Mapxkca, z. 1 E-mail: ale3441@yandex.ru
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Jock y C. XanTuHrToHa B 1990-X rojiax. JlaHHO€e 06CTOSAAITE/IbCTBO OTPUIIAET APTYMEHThI HEKOTOPBIX
NOJINTUKOB, 4TO MIIM — 3TO poccuiickasa uzeosoruieckass KOHCTPYKLMSA NOCAeJHUX JeT. [IpaBaa,
CTOUT OTMETUTDh, YTO OTeUeCTBEHHAs HayKa, B TOM 4HCJIe NICUXO0JI0THs, Jiesiana B aHaause MIIM
npo6Hble maru eué a0 nossaeHusa B 2013 r. pabotsl noautosiora A. /lyruna «Teopuss MHoOrOmO-
JIIPHOTO MHUpa». B yacTHOCTH, counanbHble U 3THOoNcuxoJioru u3 CII6I'Y u MI'Y B cBoux cTaThsax
obpaumanuch Kk gaHHoMmy ¢eHoMmeHy ([ekneka, 2002; /[Imutpuen, 2002; BoBuHa, [0/JBIHUMK,
2012; ManblimieBa, Ctedpanenko, Tuxomangpuukasi, 2012). [IpeacraBiieHHble U HEKOTOPbIE OoJiee
N03/lHME pabOoThl ICUXO0JIOTOB MO3BOJISAIOT JOCTATOYHO 0O0CHOBAHHO MpeAIo/araTh, YTo B pyH/ia-
MeHTe MHOIMX opraHusauui U coobuectB MIIM 3ayoxeHbl 3THONCUXOJIOTUYECKHAE NTapaMeTpHhI,
a yCIellHO KOPPEeKTUPOBATh «JeTa/In» e€ro CTAaHOBJIEHUS U PA3BUTHUA MOXKHO JIMLIb C IOMOIIBIO
MeXJUCLUIIJIMHAPHOW MeTO/0JIOTUU U KPOCC-KYJIbTYPHOTO «MHCTpyMeHTapus» (KapHblwues u ap.,
2021; Kapubiues, UBaHoBa, 2023; KapHbiiues, XKypasieBa, UBaHoBa, 2023). Ho B 1jesioM 1o JaHHOH
npo6JieMe, Ha Halll B3IVISAJ, ICUX0JIOTH, 0COOEHHO CIeLiMaIrCThI 10 OpraHU3allMOHHOMW ICUX0JIOTUH,
He HAaCTpPOeHbl Ha JleTaJIbHbIM aHa/In3, BUJUMO, ONlacasiCh €€ MOJUTU3UPOBAHHOCTH, CJI0KHOCTU U
OTCYTCTBHHU yoexaeHul, uto MIIM OyzpeT nocTpoeH Ha OCHOBe MHTEPECOB ITHUYECKUX COOOIECTB
Y MIPOCTBIX JIJEH U C 0130 1J15 HUX.

B nmnpakTHMke 0o MHOTONOJIADHBIM MHUPOM HepejKO pacCMaTpPUBAlOT CylLleCTBOBaHUE
MHOK€ECTBA NMOPOI B3aUMOHUCKJIOYAKLUX MEXAYHAPOAHbIX (MeXHallMOHAJNbHbBIX) 00beIJUHEHUN
Y COI030B, KOHCOJIMUPYIOLIMXCA Mpexk/e BCero 3STHU4eCKH OpPUEeHTUPOBAHHBIMU MOJUTUYECKUMU
Y 3KOHOMUYEeCKUMU HHTepecaMu. EcTb TOUkU 3peHus, 4TO MUHU-MoZenu MIIM, uiu xots 6bl Ipej-
CTaBJIeHUS] O HUX, CylleCTBOBaJId B UCTOPUU pa3HbIX OOILECTB U OCOOEHHO MpPOSABJASAIN cebs B
3MOXU MEX/yHAapOAHOU KOHKYPEHIUH, KOHKPETHU3UPYSCh B ITHOMOJUTHUYECKON TEPMUHOJIOTHUHU.
«B coBpeMeHHOM Mupe JOMUHUPYET JUCKYPC, KOTOPbIM UMEHHO Yepe3 MOHATUA «3THUYHOCTDbY,
«HaALUS» U «HAIlMOHAJbHBIA UHTEPEC» ONUChIBAET U UHTEPNPETUPYET MHOTHE aKTya/IbHbIE 9KOHO-
MUYECKHE, COLMA/IbHbIE U TOJIMTUYECKHE TP0OJIeMbI» (AuKacoB, c. 45-46).

B cBeTe Takux MOJX0/0B BOCTPeOOBaHbl TOYKH 3PEHUS O TOM, UTO MHOTOMNOJIIPHBIA MHUP
MOXEeT He TOJIbKO CII0COOCTBOBATh COKpALeHUI0 KOJIMYeCTBA HEFaTUBHBIX CYXK/JeHUM 0 KOHKpeT-
HbIX HALUSAX U MEXITHUUYECKUX OTHOIIEHUSX, HO U JUAarHOCTUPOBAThb, U aKTUBU3UPOBATh POJib
COLIMa/IbHO-3KOHOMHUYECKHUX U IICUX0JI0TUYeCKUX PaKTOPOB B TaKUX poueccax. CooTBeTCTByOLAs
npo6sieMaTHKa, IpaBja, 6e3 obpalleHus HenocpeAcTBeHHO K MIIM 6b11a 3aTpoHyTa HaMu 6oJiee
20 sieT Ha3a/, B KOHLENLUM IKOHOMUYECKOW 3THOINCUXOJIOTHUH, HO NOC/e[jHEEe BpeMSA Mbl 00paTH-
JIUCh K HeW U B aHasiu3e MHoronosisspHoctu (2Kypasaies, 2004, c. 12; KapHbiwes, 2004, c. 545-566;
KapHbies, UBaHoBa, 2023).

BTOpbIM MeTO0/I0THYECKMM UCTOYHMKOM HAUIMX UCCAEOBAHUM BBICTYyNaeT U30MOPPU3M.
Kak nonsitue «usoMmopdpusm» (rped. isos — oJilMHAKOBbIM, paBHbIH, NOA00HBIN; morphe — dopma)
B CJOBapsIX M CHPABOYHBIX H3JAHUSX 4YACTO PACKpPbIBAETCS B HECKOJIbBKMX BapuaHTaX, Cpeju
KOTOPBIX «COOTBETCTBHE MEXK/y 00 beKTaMH, BhIpaKalolliee TOX/AeCTBO UX GOPMBI UJIU CTPYKTYPhI»
(CBennunkuii, 2008, c. 150).

CeroHs Bce «paboToCOCOOHbIE» IIUPPOBBIE MO ENN (KOMUHU) JIFOObIX SIBJIEHUU U MPOLECCOB
3QPeKTUBHBI, KOTJa SABJSAKTCA TOXJECTBEHHbIMU (M30MOpPHBIMU) MX peasbHbIM IapaMe-
TpaM. /[l Hauel paboThl BaXKHO, YTO B NOJIUTUYECKOM IJIaHE 3TO CJI0BO HMEET COOTBETCTBUSA B
aTpubyTax JipeBHErpPeYecKOro noJsiuca: isoi — popMabHO paBHbIE YJIEHbl COODILECTBA U ISsonomia
— paBHO€e y4yacTHe BCeX I'paKJaH B OCYILECTBJEHUH BJIaCTHU B ropoge-nosvce (Bepnan, 1988,
c. 80). laxxe dukcauuuy 3Ha4yeHHs paBeHCcTBa A1 MIIM XBaTuU/10 6bI JJ1s1 UCII0JIb30BAHUS U30MOP-
¢du3Ma B aHa/IM3e pacCMaTprUBaeMbIX HAMHU IP06JIeM, HO B JAHHOM IOJIX0/le eCThb He MeHee BaXKHble
ncuxosiornyeckre acnektbl. C koHIa 1980-X IT. Mbl OMpaeMcs B HALIUX UCCAeL0BaHUAX HA METO-
JLOJIOTUI0 U30MOPQHBIX NIApaMeTPOB JIMYHOCTH, OOLIHOCTEN U NpolLiecca ynpaBJeHHs, U 3TO ObLIO
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CUCTEMATHU3UPOBAHO B JOKTOPCKOU AiMcCepPTalMM U UCIOJb30BAHO BO MHOTUX CTaThsIX, MOHOTpa-
busx, yueOHbIX TOCOOUSIX.

CooTBeTCTByMOIAs CTPYKTypa aHa/h3a [ABaXK/Jbl MOJyYuJia OTPaKeHHe U B KypHase
«OpraHusanoHHas MCUX0J0TUs». Bo-nepBbIX, ObL1 paccMOTpeH MU30MOpP(U3M B €ro HeUpoIlCcu-
X0JIOTUYECKOM 3HAaYeHUM /[IJI1 HayKH U MPAKTUKA OPTaHU3alMOHHOM MCUXOJOTHUU. BO-BTOpBIX,
M30MopduU3M NpesCcTaBJeH KaK MaTpULia aHa/u3a OTHOLIEHHS YeJ0BeEKA U OOIIHOCTHU K IPUPO/ie,
3KOJIOTUM U INCHUXOJOTMYEeCKOMY 3J0pOBbI0 B OpraHusanusax. Yxe B 1997 r. coOTBeTCTBYHOLIMU
NOAXO/, OBbLI HMCIOJb30BaH /Il aHaIKM3a GpeHOMeHA «MEXITHUYECKOe COTPYAHUYECTBO», IPUIEM
B KayeCcTBe 3MIIUPUYECKON 6a3bl Mbl CTPEMHUJIMCh YUECTh 0COOEHHOCTU L eHTPaJbHO-a3UATCKUX
COLIMYMOB B UX B3aUMOJENCTBUHU C NPUXOAAIIMMHU B CUOUPH PYCCKUMU 3THUYECKUMU IpynnamMmu
Y POCCUMCKUMU peruoHaJbHbIMK OpraHu3anvsaMu. Ha pe3ysbTupyolyto Tabaully U3 MOHOTrpa-
duKr Mo MexK3THUUYECKOMY COTPYAHUYECTBY TOTO BDEMEHU Mbl ONIMPAEMCS U B IaHHOM CTaThbe (CM.,
HanpuMep: Kapubies, 1992; Kapubiies, 2015; Kapusbiies, 1997, c. 75).

M3oMopdu3M peHOMEeHOB [1eATeJIbHOCTD, IMYHOCTD, FPYIIa, MEXX3THUYECKOE COTPYAHUUECTBO
dbopMuUpyIOIIMICS TO3BOJISIET CUCTEMAaTU3UPOBATh TEOPETUYECKYIO KOHIIEMIHUIO0 TCUX0J0TUYECKUX
¢daktopoB MIIM u ogHOBpeMeHHO 6oJiee MOC/Ae0BAaTEJbHO U YIIOPALAOYEHHO M3JaraTh NpaKTU-
YyeCcKUe XapaKTEPUCTUKU MEXITHUYECKOT0 B3aUMOJEUCTBUS U MEXHALMOHAIbHbIX OTHOIIEHUH,
4yéTYye BbICBEYUBATH UX B3aUMOCBSI3M U B3aMMO3aBHCUMOCTH, UTO BECbMa BaXKHO JJI UX peasiu-
3allMM B COLMAIbHOM NMpakTuKe. [[pyu 3TOM Mbl paccMaTpuBaeM U30MOPPU3M CTPYKTYPHO-TICUXO-
JIOTUYEeCKHX NapaMeTpOoB, B YACTHOCTH, MEXITHUYECKOT'0 COTPYIHUUYECTBA, KaK OJJHOTO M3 CaMbIX
BaXKHbIX aTpubyTOoB MIIM 1o anroputmy: 1 — nmapameTphbl, CBs3aHHbIE C LIEJSIMU U [IeHHOCTSIMU
COTpPY/IHUYECTBA U ero CyO’beKTOB; 2 — IapaMeTphl, CBA3aHHble ¢ AuddepeHLIMaLMeN POJIEBBIX
bOYHKIMU NpU peav3aluu JesiTeJIbHOCTU U JAOCTUXKEHUS LieJid; 3 — MapaMeTpbl, CBSI3aHHbIE C
KPUTEPUAMHU OLLEHKH JOCTUTHYTOTr0 KOHTAKTUPYIOLUMU CyO'beKTaMU pe3y/bTaTa U 3G PeKTUBHO-
CTbl0 0OpPATHOM CBSI3U.

JIto6ble cioxHble (GEeHOMEHBI, JOMyCKallhe COLUAJbHO-IICUX0JOTHYECKUN aHalu3, MOTYT
paccMaTpUBaThCS MO JAaHHOMY ajroputmy. Hanpumep, eMoKpaTHsi, KOTOPYI0 MHOTHeE 3amajiHble
y4eHble ¥ MOJIUTUKU CYUTAIOT €JUHCTBEHHBIM QYHaMEHTOM COBPEMEHHbIX COLlMaIbHbIX KOHIJIO-
MepaToB, BIIOJIHE NIpUeMJseMa Kak (1) nieHHOCTHas XxapaKTepUCTHKa 001ecTBa U ero «mnojpas/e-
JIeHWM», (2) KaKk OpraHy3allMOHHbIM NPUHIUII MOCTPOEHHUS Pa3/IMUHbIX 00beUHEHUN U (3) Kak
KpPUTEPUU OIleHKH YPOBHS NMPOTPECCHBHOTO PAa3BUTHUS COLIMAIbHON CUCTEMbI UJIH JAaXKe YeJ0BeKA
(yTBepKAeHHE: «OH — JeMOKpPAT»).

llenecoo6pasHo c/ie/1aTh /jBa TEPMUHOJIOTUYECKUX 3aMevyaHus. Bo-1epBbIX, aBTOPbI pa3Jin4yaT
NOHATUSA «CyO'BEKTBbI» MHOTOINOJIIPHOTO MHpPa — KOHKpeTHble 00'beJUHEHUSI U UHCTUTYThI B
CTPYKTYpE «IIeHTPOB» U «NepUudepUurlHbIX» 00pa30BaHUUN M HENOCPeACTBEHHO «LeHTpbl» MIIM:
BOKPYT 4Yero o0’beJUHSAITCH JIMYHOCTH, COOOIeCTBA U NpeJCTaBUTe/d UHCTUTYTOB, 3aUHTepe-
COBaHHble B QYHKIIMOHMPOBAHWM U PAa3BUTUU aTPUOYTOB MHOromoJsipHoro mupa. Hampuwmep,
WUupusa, Kurtaid, Poccusa BeicTynawoT neHTpamyd MIIM, cocTosmMMu U3 OTAeJbHbIX 00pa3oBaHUM
(B yacTtHOCTH, B PO — HalMOHa/ibHbIe PETrHOHbI) U CO3/AIIIMMU MEX/AYHapO/JHble 00be/juHe-
HUS U COI03BI. YUUTBIBas JaHHbIe BONPOCHI, HAallla CTaThs CTABUT CBOEMU LieJibl0 0XapaKTepu30BaTh
OCHOBHYIO TCHUXO0JIOTO-3KOHOMHUYECKYI0 Npo6sieMaTuky MIIM c y4éTOM 3THONCUXOJIOTUYECKUX U
JIMYHOCTHBIX aCIEKTOB U CPOPMYIMPOBATh MOJI0KEHUS, KOTOPble MOXXHO YYUTHIBATh IPU OPTaHU-
3alMU COOOLIECTB U UHCTUTYTOB MHOTOMOJISIPHOTO MUPA.

C M3JI0O)KEeHHBIMU METO/[0JIOTUYECKHMHU IOJI0KEHUSMU CBSI3aHbl OCHOBHbIE BblJBUTaeMble
HaMU F'MIOTE3bl, KOTOPbIE 3aKJIHYAIOTCS B CJIEAYIOIIEM.

1. UcTopus pa3BUTHSA YeJIOBeUECTBA MOXKET OBITh MIPe/ICTaB/JIeHa KaK BOSBHHUKHOBEHME, CTAHOB-
JIeHUe U CMeHa CaMOOPraHU3YIIIMXCS MOHO- U MOJIMHAIMOHAIbHBIX 00'beJUHEHUU U COOOLIECTB,
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4acTbh M3 KOTOPBIX M0 U30MOPPHBIM MapaMeTpaM MOKHO OTHECTH K «IpejTedaM» OpraHu3anun
MHOTOIOJIAPHOI'0 MUpA.

2. HaunboJsiee 3HaYMMbIMHU XapaKTePUCTUKAMU COOOIeCTB MHOTOMOJIIPHOTO MHpPa BbICTYNAKOT
CaMOOBITHOCTb, HA OCHOBE IIJII0paJIM3Ma BapbUpyOLIAACcA OT UHAUT€HHOCTH /10 OJIU3ITHUYHOCTH,
paBHOINpaBUeE U paBHOE y4acTHe B CTPYKTypax BJACTH, TOCTENPUUMCTBO U COTPYAHHUYECTBO.

3. BOJIbIIMHCTBO CyO'BEKTOB MHOIONIOJIIPHOTO MHpa He ABJAKTCA HOBOOOpPAa30BaHUAMH,
[I03TOMY B UX OPraHU3alLlMH LieJ1eCO0O6pa3HO ONMPAThCSA HA CMMOMO03 OCTATOYHBIX U UHHOBALIMOH-
HBIX CTPYKTYD.

4. B moBceJHEBHOM [1eITeIbHOCTHU U KOHTAKTaX CyO'b€KTOB MHOTOINOJIIPHOTO MUpa HEBO3-
MOHO abCTparvupoBaThCs OT aBTO- U T€TEPOCTEPEOTHUIIOB, IO3TOMY BaXKHO 3HATh U UCII0JIb30BaTh
3THHUYECKHE KPUTEPUU OLEHKHU U 06paTHOU CBSI3U B UX PYHKIMOHUPOBAHUH.

5. Hensb6exxHoCTb ONOpBI HAa coYeTaHHe 00ledyesoBeYeCKUX LIeHHOCTEeN M 3THOKY/IBTYPHBIX
0COGEHHOCTEN HApO10B, BXOAALUX B MHOTONIOJISIPHBIM MUP, aKTYaJIU3UPYET pecypChbl «peruoHasb-
HOT'0» MYJIbTUKYJIbTYPa/Ii3Ma U MEXKYJIbTYPHOU KOMIIETEHTHOCTH.

HSOMOp(l)I/I3M MHOTI'OIIO/JIMCHOI'O = MHOTOIMOJINCHOTO = MHOTOIIOJIAPHOTO MHPpPa:
AWUHAMMUKA IICUXO0JIOT0-3KOHOMHUYECCKOTI0 1 3THOKY/IBTYPHOI'O COAECPKAHUA

B aHasn3e npo6JieM MHOTOMNOJISIPHOTO MUPA HeJsb3d YNYCKaTh BO3MOXHOCTb 0OpaTUThCA K
dbeHOMEeHY «MHOTOMOJUCHOCTbY, HAIPUMED, AJis APEBHEr0 HaceseHUs 1o 6eperam CpeJiji3eMHOr0
MOp#, ¥ He TOJIbKO. KpaTKo HallOMHHUM, 4TO IOJIMC, C OJHON CTOPOHBI, BBICTYIIA/l BAHTUYHOM MUpe
— JApeBHUX ['penun u PumMe — B KauecTBe ropojia, CBOEro poja rocyapcTsa U npuerarmouien K
HeMy TeppuTopuu. C Apyroi CTOPOHBI, CO BpeMeHeM MOHATHE CTaJo 0003HaYaTh ¥ TUIIMYHYIO IS
JipeBHero Mupa ¢popMy caMoopraHv3alii Ha OCHOBE PaBHONPABHBIX CTATYCOB IPak/iaH MOJIHMCa.
«...B TIOJIMTUYECKOM IJIaHe IpaXkjaHe CUYUTAIT cebs B3aMMO3aMeHSIeMbIMU eJJMHUIIAMHU OJHOU
CUCTEMBbI, 3aKOHOM KOTOpPOM fAIBJII€eTCS paBHOBeCHe, HODMOM — paBEeHCTBO». B 3ToN «cucreme»
TEPMUHBI Isonomia ¥ isocratia B apuCcTOKPaTUYECKUX Kpyrax Mpe/CTaBJIsIJIU IPOTUBOBEC abCOJIOT-
HOM BJIaCTH OAHOT0 YesioBeKa — monarchia wau tyrannis» (BepHas, 1988, c. 80, 81).

[Io cBoum dopmam nosucel, no M. Bebepy, nosyyanyd pa3BuThe OT aHTUYHbIX FOMJIUTOB —
IOJIMCOB, TPaXKJjJaHe KOTOPBIX ObIJIM 3aHAThI NOJUTHUKON, BOMHAMU U pa3/ieJIoM BOEHHOU J00bIUH,
Jl0 CpelHeBEKOBOI'0 IopoJia, OpUEHTHPOBAHHOTO HAa MHUpHble peMmecsa U TOpros/w. Hanuuyue
aHaJIOTMYHbIX XO351MCTBEHHO-NOJUTUYECKUX 00pa30BaHUl B JipeBHEM KuTae oTpa3us UTaIbsIH-
ckuil nytemectBeHHUK M. [losio ([Tosio, 2018). [IpuyémM B pa3HbIX CTpaHaX B MCUXOJIOTHUU JIIOOOTO
«I0JIUCA» NMPUOPUTETHBIM OBbLIO CTPEMJIEHHE K CaMOJOCTATOYHOCTH, K aBTapPKHUU — MOJUTHUKE
X03MCTBEHHOr0 060C06JIeHUs OT/eJIbHOTO KOJIJIEKTUBHOTO 3KOHOMHYECKOTO «CyObeKTa», caMo-
CTOSITEJIbHOCTH B YIIPaBJIEHUH X0351IMCTBOM (Mo-rpeyecku — oikonomia).

MO>XHO OTMEeTHUTD, YTO COBPEMEHHOE MEeX/AYHAPOJHOE ITOHATHE «IIOJIFOC» B 3THOKY/JIbTYPHOM
COZlepKaHMU U JpeBHee MOHATHUE «IIOJIMC» He TOJIbKO B OPTaHM3allMOHHOM U 3KOHOMHYECKOM,
HO Y B IICUXOJIOTO-IIOJIMTUYECKOM ILJIaHe UMeIOT nepeceyeHusd. [Ipexzae Bcero, aTo nposBaseTcs
B OTHOLIEHUHU K NPUOBIBAIOUIMM I'OCTSIM U KYILIaM U3 JIpyTUX CTpaH U peruoHoB. CJI0BO «rOCThb»,
0-BUJUMOMY, XOTSl U3HAYaJIbHO ObIJIO KCTUTMOW» HEKOTOPBIX «UYK/bIX», CKOPE€e BCEr0, Bpax/1e0-
HBbIX /1151 KOHKPETHOT0 CO0611lecTBa Jito/iel (BO3MOXKHO, Ipak/jaH MOJIMCOB-TOMJINTOB), HO BIIOC/IE/]-
CTBUU OTHOLIEHHE K HEMY M3MeHUJI0Cb. HanpuMep, B npakTuKe ObIBaJIU CIy4YaH, KOTJAa KOHKpeT-
HbIM rpek CAy4yalHO WJIM MO0 KaKUM-TO HaJIOGHOCTSIM MOT OKa3aThCs B Jpyrou crpase. [loaTtomy
y APEBHUX IPEKOB [JIs1 OKPY>KaloLlero UX MHOTOIOJIIPHOT0 MUpa OblJl pacpoCTpaHeH NMPUHLIMI,
KOTOPBIN B pyCCKOW TPAaHCKPUIILMM 3ByYUT TaK: «KceHyc KceHH3e Kal crorap KceHoc rece»: «byapb
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rocTeNpUMMEH 10 OTHOLIEHHIO K FTOCTI0, MO0 caM MO>Kelllb 0Ka3aThCsl FOCTeM». B BOCTOYHBIX TeppU-
TOpUSX, a UMeHHO B KruTae u UHa1UK, BO3MOXKHO, ake paHblle EBponbl 0CylecTB/IS/I0Ch HEUTO
aHaJIOTU4HOeE. /IpeBHUEe MH/UNIbI, BbIIECTOBABIIME UJEI0 O IePEePOXKAEeHUAX YeJIOBEKA KaK O ero
HellpeMeHHOU y4acTH B MUPE, TaK OLleHUBAJIU 3Ty peauio:
Tocmell — u He38aHbIX — 8ce20a NPUHUMAS! C paAdyUIbeM,
H36asuwbcsas mvl om cmpadaHuli 8 2psidyujem.

Henb3s He moka3aTh JIOTUYECKYI MEPEKJIHUYKY NPUBEJNEHHBIX BbIPAXKEHUW C «30JIOTBIMHU
paBUJIaMU» TPAJUIIMOHHBIX PEJTUTUHM U MOPAJIU: «He ieJIakl IPYTUM TOTO0, Yero cebe He XKeJlaellby,
«IOCTYMAaM ¢ JpyrMMHU TaK, KaK Xxo4ellb, YT06 ¢ To60M noctynanu». 060611as noo6Hble B3I/IAAbI,
. KaHT KoHCcTaTUpOBaJ, 4TO reorpadpuveckas KOHEUHOCTb Hallled IJIaHeThl MpeJUChIBAeT eé
0o6UTaTeNIM NMPUHIUI FOCTENPUUMCTBA, MPU3HAKUIUM «3a [lpyruM npaBo He ObITh NPUHSATHIM B
KayecTBe Bpara» (Kak 3TO Napa/loKcaJbHO 3BYYUT B CBETE BbICKAa3bIBAHUW HEKOTOPBIX COBPEMEH-
HbIX 3apy0eXXHbIX MOJUTUKOB).

/IBa NCUXOJIOTUYECKHU OPUEHTUPOBAHHBIX peHOMeHa — IOCTENPUUMCTBO U COTPYJHUYECTBO
— BIIOCJIEICTBHUM CTAJIU HE TOJIbKO OZJTHUMU U3 OCHOBHBIX IPUHIIMIIOB OOLIEXUTHS JIOJeH, TepBeii-
IIMMU OOliedye/loBeYeCKUMM LIEHHOCTSIMM, HO U BaXXHEWIIMMHM aTPUOyTaMH 3KOHOMHUYECKOTO
pa3BuTHs. OJHOBpEMEHHO OHU MOBJIUAJIM HA OTHOLIEHWE K MUTPAHTaM, KOr/ia JaHHbIM ¢peHoMeH
CTa/l XapaKTepHbIM [AJid MHOTUX CTpaH NJaHeTbl. MaccoBass Murpauusi Obljia 9KOHOMHUYECKOU
Heo06X0AMMOCTBIO C JABHUX BPEMEH. ITO CBSI3aHO He TOJIbKO C UBMEHEHUSIMU KJIHMMaTa, HEXBATKOM
NPOAYKTOB J1Jil YAOBJIETBOPEHUS IEPBUYHbIX IOTPEOHOCTEN, HO U C UBMEHEHUEM BU/J|0B Jl€SITE/b-
HOCTHU: OT OXOThI U COOUPATEBCTBA [0 PAa3BUTHUSA CEJIbCKOTO XO35IMCTBA, YCJI0KHEHUS €ero BUJIOB U
pocCTa NPOMBIIIJIEHHOCTHY Y TOPTrOBJIU. Murpanus 6e3 COMHeHHUs OYeT YCUIMBAThCSA U B MHOTOIIO-
JIIPHOM MHUpE.

Ho no3uTHBHbIE TEHJEHLUY B OpraHU3aluy YeJ0BeYeCKHUX CO001IeCTB UMEIOT TEH/EHIUIO CO
BpeMeHeM He TOJIbKO «MOAUPULUPOBATLCA», HO U KCKAThIBAThCS» K CBOEH NPOTHUBOIOJIOKHOCTH.
Takue TeHIeHIIMU peasu30BbIBaIMCh BO MHOTUX cdepax, HO yallle NPOsIBJISJIUCH B PEJIUTUSX U Yepe3
HUX. C 0JJHON CTOPOHBI, B 310Xy 3G PEKTUBHOT'O0 PAa3BUTHS PEJIMTUH, JIIOAW 0CO3HAIU BaXKHEUILYIO
HPaBCTBEHHYIO UCTHHY, BbIpakeHHY10 BnocaeAcTBUU D. JlocTtoeBckUM: «ecid bora HeT — 3HaUUT
BCE MOXKHO». C Ipyrod CTOPOHBI, /IJ1s 6OJIBIIUHCTBA HANpaBJeHUN PEJIUTUU C JABHUX MOP ObLIO
XapaKTepHO CTpeMJIeHHe ObITb He TOJIbKO IPUOPUTETHBIMU CPEIU BCEX JPYTUX, HO U TpaHCop-
MUPOBATbHCS B MOHOMOJISIPHYIO «M/le0sIoTHI0». Hepe ko MMeHHO Takue aMOUIUY OBJIAZIeJIU U PeJiu-
TMO3HBIMH, U CBETCKUMU JIMJlepaMHU, U MOSIBUJIACh HEOOXOAMMOCTb MPOTUBO/IEMCTBOBATD JJaHHBIM
TeHJEHIUAM.

TeHJeHMM MHOTONOJISPHOCTU aKTUBHO MPOSIBJSJUCH B MUPOBOM pa3BuTHUU. H. AsekceeB
elé B nepBoi TpeTH XX B. pukcupoBas: «Cy/is Mo NposiBJIeHUSIM, HUKOT/A He 6b1J10 0ZJHOTO 3anaza.
3anaHbId MUP COCTOSJI U3 HECKOJIbKUX MaJiblX MUPOB, KaX/|blil U3 KOTOPbIX M0-CBOEMY CTPOUJI
CBOIO ’KM3Hb, KaK, HAIpUMep, MUP JIATUHCKHU, aHIJIOCAKCOHCKUH, repMaHcKuii» (Asnekcees, 1998,
c. 121). OcHoBbIBasiCb Ha aHaJIOTUYHOM Moaxoze, C. XaHTUHITOH B CBOel paboTe paccMaTpUBaeT
NOHSATHUS MHOTOIOJIIOCHOCTb U OUMOJIIPHOCTDb: «HAa MPOTS)KEHUHU O6oJiee YeThIPEXCOT JIeT HAIUO-
Ha/IbHble rocyaapctBa 3anaja — bpurtanusa, ®@panuus, Ucnanusa, Asctpus, [lpyccus, l'epmanus,
CoepuHenHble lllTaThl U Apyrue — MNpejCTaBJASJU COO0M MHOTOMOJIIOCHYIO MEXAYHApPOJHYIO
CUCTEeMY B IpeJeJiaxX 3aMaZHOU UuBUAM3auu. OHU B3aMMO/IENCTBOBAIU U KOHKYPHUPOBaIU APYT
C IpyroM, BeJiM BOWHBI JIpyT MPOTUB Jipyra... Bo BpeMs X0/10iHOM BOWHBI IJI06abHAsA MOJUTHKA
cTaJia GUMIOJIIPHOM, @ MUP ObLJI pa3/iesiéH Ha TPU YacTu» (XaHTUHI'TOH, 2022, c. 14-15). «Tpu yactu»
B YCJI0BUSIX OUIOJIIPHOCTH — 3TO (a) 06'beAMHEHUE 3aNaJjHbIX Jiep>kaB U (6) coluaaucTUYecKue
rocyAapcTBa NpUu Halu4yuu (B) HEUTpasbHbIX cTpaH. CKopee BCero, NIOHMMaHHWE BO3MOXKHOCTHU U
TPAru4HOCTH MOCJe[CTBUM TAKOTO Pa3BUTHSA B CBS3U C peaiMsIMU NOCJIeJHETO BpEMEHU KUBET B
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CO3HAHMM MHOTHUX KUTeeH INIJIAaHETbI, 4 3HAYUT U HameHn CTpaHbI, U MIIM B KauyecTBe PaBHO3HAa4-
HbIX 06'beﬂHHeHHﬁ paccCMaTpUBAETCA KaK I'apadHTHUA OT TAKHUX 66,&

CaMOGBITHOCTb, UHAUTEHHOCTh Y MOJIM3THUYHOCTD: BAPUAHTHI
COOTHECEHHOCTHU B MHOTONOJIIPHOM MHUpe

CaMOOBITHOCTB, €C/IM €€ NPUMEHSATh B OTHOIIEHUU K COOOIECTBAM MHOTOMOJIIPHOTO MHUPA,
11eJ1eC000PA3HO pacCMaTPUBATh HE TOJIbKO B MOHO3THHUYHBIX (CyTy60 HallMOHA/NbHBIX) BApUAHTAX,
HO B MX BO3MOXXHOW UHTErpaluu C IpyrMMUA BapHaHTaMH, TO eCTb Ha OCHOBE NPUHIMIIOB IJII0pa-
JIU3Ma OHa MOXKEeT ObITh HAMlOJIHEHA HEOAHO3HAYHBIM COZiep>KaHUeM U Jlaxke JudPepeHIIMpOoOBaAThCS
B paMKax, Ka3as0Cb Obl, HECOBNA/JAl0LUX OPUEHTALUM B3aUMO/IeCTBUS MEXK/y PeCTaBUTENSIMHU
Pa3HbIX 3THOCOB. Bo3HuKaw11y0 (GopMUPYIONIYIOCS ) BHEIIHIOI U BHYTPEHHIOIO MOJU3THUYHOCTD
11e1eC000pa3HO NMOKa3aTh Ha HECKOJIbKUX NpuMepax. Tak, 0lUH U3 OCHOBaTeJied aMepUKaHCKOU
COLMOJIOTUH, BbIHYKAEHHbIK 3MUrpaHT u3 Poccuu I1. A. CopokuH, B ctaTbe «OCHOBHbIE YePThI
PYCCKOM HAaLlMU B ABa/LIaTOM CTOJIeTUU» oTMeyvas: «Eme f0 ocHoBaHua KueBckoro rocysapcrsa
BOCTOYHbIE CJIaBsiHE MPeJICTABJISANN COO0M CMellleHWe Pa3/IMYHbIX HH0EeBPONENCKUX U apUUCKUX
PACOBBIX JIMHUU C OLIyTUMBIM 1,006aBJIeHUEM ypaJsio-aJATalkCKUX BETBEW MOHTOJIbCKUX, THOPKCKHUX U
¢uHCKUX HapoAoB. C Tex Mop pacoBoe, ITHUYECKOE U JIpyroe pa3HO0Opa3ue PyCCKUX HAPO/I0B ellje
6osiee Bo3pocsao» (CopokuH, 1990, c. 479).

[loHATHE «pyCCKME HapOAbl», KAK U U3BECTHOE BbIPAXXEHHUE «PYCCKUW MHUP», MO-BUAUMOMY,
NOATBEP:K/JAOT BapUaHThl UHTETpPallMi BHYTPEHHENW W BHEIIHeW MOJHUITHUYHOCTU. Emié 6osee
YHUKAJIbHBIMU MOTYT ObITh CMeIlleHUsI CYyO'beKTOB HECKOJIbKHUX HallMOHa/JbHOCTeH. OT OGUITHUY-
HOCTH J10 IOJIM3THUYHOCTH, KaK 6oJiee CJ10KHOU GOopMbl UAEHTUUKALIMU — OJMH IlIar, KOTOPbIX
JleJlaeT KOHKPEeTHBIH 4esIoBeK, BOCIPUHUMAsI cebsl B KaueCcTBe MOTOMKA Ipe/iCTaBUTe el HECKOJIb-
KUX HallMOHaJIbHOCTeHN (MaTh, OTel, JAe/bl, Ipaje/ibl U T. I.), U Takue ¢eHoMeHbl B MIIM 6yayT
yBEJIMYUBAThCS.

O comepkaHUU APYTOro «IOJ0Ca» 3ITHOKYJABTYPHOU «CaMOOBITHOCTH» B €€ pa3HbIX BapUaHTaX
MOXET CBU/ETEJbCTBOBATh MOHSTHE WHJAUIEHHOCTb. B Hayke yCTaHOBMJIOCh NMPHU3HAHHUE, YTO
VH/JUTEHHOCTb CBSI3aHa CO CBOeOoOpa3ueM Hapo/I0B U B ONpeJieIEHHBIX MOHATUAX OTPaXKaeT ero.
H. M. J/leGeneBa onupaeTcs Ha onpejie/ieHue Kopeickoro ncuxosora Y. Kuma, coryiacHoO KOTOpoMy
«UH/JIUTeHHasl ICUXO0JIOTHUSI» — 3TO MCHUXOJO0TUYECKOe 3HAHUE, KOTOPOE SIBJISIETCS CeLUPUYHBIM,
He NepeHeCcéHHbIM U3 JPYyTroro peruoHa U KOTOpoe npeaHa3HadyeHo AJs cBoux» (Jlebenera, 2011,
c. 18). AMepuKaHCKHE MCUX0JOTH BOCIPUHUMAIOT UHAWTEHU3ALMI0 B KaueCcTBe Npoliecca npeoo-
pa30BaHUsI 3aMMCTBOBAHHOM, TPAHCIJIAHTHUPOBAHHOW WJIM HABSI3aHHOM MCUXOJIOTUH, YTOOBI OHA
Jly4llle COOTBETCTBOBaJIa MOTPEOHOCTSAM Ky/bTypHOro HaceneHus» (beppu..., 2007, c. 494, 495).

B knure C. XaHTUHrTOoHa «CTOJIKHOBEHUE LIMBUJIM3ALUK» B IJlaBe 4 «Ynaaok 3amaja: Mory-
IIeCTBO, KYJbTypa W HWHJAUreHU3aUUsI» MNOABUJCA pasfaen «UHAUreHusanus: BO3POXKAEHUE
He-3aMaJHbIX KyJbTYyp». B UX cofiep>kaHUH ObLIO MMOKAa3aHO, YTO MHOTHE >KHUTEeJH BOCTOYHOA3U-
aTCKHX CTpPaH CBOU OCHOBHBIE YCIIEXU NMPUINMUCHIBAIOT HE 3aMaJHbIM 3aUMCTBOBAHUSAM, a IPUBEP-
»KEHHOCTHU TPAJUIMOHHBIM KYyJIbTypaM, U He 6e3 OCHOBAHUS CYUTAIOT, YTO MUHYBIIHE MATHCOT JE€T
NOJINTUYECKOT0, BOEHHOT'0 U 9KOHOMUYECKOr0 JJOMUHUPOBaHUs 3anajia c/ieslajii ero UHTeJJIeK-
TyaJIbHO Y 3TUYECKU BbICOKOMEPHBIM. JTO BUJIMTCS HAa IPUMepe, KacallleMcsl YyCTaHOBUBLIETOCs
MHOTOHAIIMOHa/JbHOTO (B YyacTHOCTHU, CUHBL3SIH U TUOET) «1eHTpa» MHOTOMNOJIIPHOTO MUpa —
Kutas: yxe B 1990-X I'T. BO3HUKJIO «BCeobliiee CTpeMJIeHHe BEPHYTbCS K UCKOHHBIM KUTaWCKUM
YCTOSIM, KOTOPbIE 3a4acTyl0 MaTpuapXajbHbl, BeCbMa CaMOOBITHbI U aBTOPUTAPHBI. JleMoKpaTus
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B €€ MCTOPHUYECKOM NOBTOPHOM IOSIBJIEHUH, OblJla OTBEPTHYTA, KaK U JIEHUHU3M, KaK ellje 0JHO
TeyeHHe, HaBsiI3aHHOe U3-3a pybexa» (XaHTUHrToH, 2022, c. 144-149, 168).

[IpuBeIEHHBIN MPUMeEP KPOMe CaMOOBITHOCTH KacaeTcsl U B 1LeJIOM LIEHHOCTHBIX acleKTOB
feMokpatuu B MIIM. OHu (acneKTbl) MOTYT U [,0JKHbI IOHUMATbCSA CBOEOOPA3HO C TOYKHU 3pEHUS
HapoOJOB, MPHUYEM, HE TOJbKO B 3THOKYJbTYPHOM, HO M CTAaTyCHOM IJilaHe. O6 3TOM MoKa elé
>kMBa Oblila bpuTaHckast UMIiepusi B epBo nosoBruHe XX B. nucas H. AnekceeB: «IlosuTrudecku
Be/iMKOOGPUTAHWIO HA3bIBAIOT KJIACCHYECKUM THUIIOM JIEMOKPATUH, — M 3TO YCJIAOBHO BEPHO, NOKA
Mbl UM€EM /IeJI0 C MOJUTUYECKHMMHU YCIOBUSMH KU3HU CAMOM aHIJIOCAKCOHCKOM packl. Ho ecsiu Mbl
nepeiieM K HapoJaM, HaceJSIIIIMM KOJIOHHH, TO «AeMOKpPaTHsI» 3Ta MPUOOpeTaeT YePThl BeCbMa
aHTuJeMokpaTtudyeckue» (Anekcees, 1998, c. 418). Ha Hal B3risJl, HET HYX/Ibl I0Ka3bIBaTh, YTO
HENpUSATUE «JABYJIUYHBIX» [[EHHOCTEHN MOJJOOHOMN «AEMOKPATHU» CO CTOPOHBI psiJia HAPOA0B A3uH,
Adpuku u l0xxHOM AMepUKH B HacCToslee BpeMsi 00YCJI0BUJIM UX CTPEMJIEHUE K peaJusiM MHOTO-
MOJIIPHOTO MUpA.

B npoTrHBOBeC MHAUTEHHOCTH yTpaTa CaMOObITHOCTH, a BCJIe[, 3a Hell M NaTPUOTU3MA, MOXKET
ObITb BbI3BaHa MpeyBeJUYEHHUEM ONbITA «APYTUX», 2 TO U MPOCThIM 3aUMCTBOBAHUEM «UYXKOTO»,
OTKa30M OT CBOMX «KOpHeW». HecMoTpss Ha aHTHU3amajHble BBICTYIJIEHUS B OTE€YECTBEHHOU
IpaKTHKe 3a4acTyio HabJ/1r0janach yHUGULMpPOoBaHHas 1o JiekasaM EBpomnbl u CILIA akoHOMUYecKas
NOJINTUKA C NPOSBJIEHUSIMUA «IKOHOMHUYECKOTO aHTUNIATPUOTHU3Ma». ITO BbIpaXKaJloCh B YBepeEH-
HOCTH, YTO PYCCKHE JIIOJU HUKOT/Ia He Hay4yaTcsd NPOU3BOAUTH TOBAphI Jiyyllle, YeM Ha 3amnaje; B
npeAnoYTEHUU OPraHU30BbIBATh CBOM OBIT MO 3amaZiHbIM 006pasiaM, a TakKe B YTBEPXKJEHHUU O
TOM, YTO CTpaHe He 060UTHCh 6e3 KpeaguToB MB® (/leitHeka, 2002, c. 283). He cTouT 3a6bIBaTh,
YTO U B 3aMaJJHbIX CTPaHax 00LeCTBEHHOCTD (a He TOCCTPYKTYPhl) HACTPOEHA HA HalMOHAIbHbIN
3KOHOMHYECKUM maTpruoTusM (cM. Karayon, 2006; Herzog, 2007; Desmettre, Sandra, 2008).

CMM6103 0CTaTOYHbIX 1 UHHOBALLMUOHHBIX CTPYKTYP B OpraHu3anu
MHOTONOJISIPHOTO MUpa

YToO6bI AeTaqnu3upoBaTbh BO3MOXKHble BApUAHThl U MOCJE/JCTBUA COJEpPXXKaHUA U JUHAMUKHU
OpTraHU3aLMOHHBIX CTPYKTYp B COOOLIECTBAX M 0ObeJUHEHHUSIX MHOTONOJISIPHOIO MHUpaA, liese-
CO06pa3HO OCTAHOBUTbLCS HA NpUMepe HEKOTOpbIX peasuid. Bo-nepBblX, OpraHu3allMOHHbIE
«eIMHULbI» X031UCTB Y 3eMJIe/leJblieB, Ca/l0OBO/I0B, 0BOLIEBO/I0B MOTYT 06J1a/1aTh YCTaHOBUBILENCS
BeKaMH crieiUPUKOM, YTO C JOCTATOYHOMN yOe U TeIbHOCThIO J0Ka3blBaeT peHOMeH HallMOHAJIbHO-
npodeccruoHalbHbIX (B TOM YMC/I€ MHOTOBEKOBBIX) JMHACTUH: OJITOCPOYHbBIX, ©30MOPHBIX 06pa-
30BaHUM poJcTBeHHOro Tuna. Conyosiory, KyJbTypOJIOTH, CIIe[MaMCThl 110 YIIPaBJEHUIO JI00AT
NPUBOAUTD MBIC/IH, UTO AMOHLbI IPUBHECIU B cepeiHe XX B. B ZIeT€JbHOCTb GUPM U KPYIHBIX
KOpIopaluyi U3/laBHa YyCTAaHOBUBILYIOCSA CEMENHYI0 Pab0TOCIOCOOHOCTb U MOpaJib, ¥ OT 3TOTO OHU
(kopropanuu) ToJbKO BBIUTPAIH.

Bo-BTOpBIX, B 6/1M3KOM pakypce pasMbliuuisieT . Mopeno. OH, onupasich Ha GaKThl CyLIeCTBOBA-
HUS OCTAaTOYHBIX COLUATBHBIX CTPYKTYP, CBOAUT HX K CJIelyI0IIUM peHOMeHaM: a) SMOPUOHAIbHOM
COLIMAJIbHOM CTPYKTYpeE, KOTOPYIO MOXKHO HAaOJII0/]aTh Y2Ke B Cy64esioBeYeCKUX 0011lecTBaxX; 0) KaxabIi
COLIMAJIbHBIN MOPSA/I0K He Hcye3aeT MOJHOCThIO T0C/e CBOEro roclo/iCTBa, a OCTaBJISET NocJe cebs
cebl B CPOPMUPOBAHHBIX UM COLMAJIbHBIX CTPYKTYypax. KymynaTuBHble 3QPeKTbl TaKUX «Iepe-
YKUTKOB» OO'bSICHSIIOT HE TOJIbKO Pa3BUTHeE CTPYKTYP, HO U «CONPOTUBJIEHHE U3MeHeHUsIM» (MopeHo,
2004, c. 246). PeHOMEHOM, CBSI3aHHBIM C OCTAaTOYHBIMMU CTPYKTypaMH, B A3UM BBICTyNAeT Bepa B
NIOMOIIb yKe He KUBYIIUX NPeJKOB. 3/1eChb [T0Ka3aTe/bHbl TaKUe NPUMepPhl, KaK CKJeIbl pOJCTBEH-
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HHUKOB Ha BbeTHAMCKHUX N0JIIX: yMePIIUX B JYXOBHOM ¥ MUCTUYECKOM IIJIaHE BCET,a MOXKHO IPHU3BATh
Ha NoMoIlb NOoTOMKaM. COOTBETCTBEHHO, MEHAETCA M CaM XapaKTep OpraHMU3aluy JeaTeJbHOCTH.
Hesib3s1 He yYUTBIBATh BO3MOXKHOCTb NPOsIBJIeHUs] TaKUX peHoMeHOB B MIIM.

B-TpeTbux, B 06111eM BONIpoce CTUMYJIMPOBAHUSA CIOCOOHOCTEN U PYHKLUU UCTIOJIHUTEIed —
JIMYHOCTEU U FPyNIl — MHOTO 3HAYUT MOHATHE CUHEPTUs, TO eCTh yCUJIEeHUe peasbHbIX BO3MOX-
HOCTeH OpraHu3alyi U JMYHOCTEW aJlalTUPOBATbCA K OKPYXKaIleMy MHUpPY, YTO NpPOSABJAETCA
HeNoCpeACTBEHHO B aKTUBU3aLlMU CBOMX CO3UJATEJIbHBIX PeCypcoB. B 9KOHOMUYeCKOW MCUX0JI0-
TMH CUHEpPrus olpefesisieTcs KaK WJeaJbHbld ypOBEHb I'PYNIOBOW NPOAYKTUBHOCTH, KOTOPbIN
IpeBbIlIaeT CYMMHUPOBAHHYIO NPOAYKTUBHOCTD KaXK/J0OI'0 OTZAEJIbHOTO YYaCTHUKA JAeATeJbHOCTHU
(Bept, 2013, c. 392). B aTHONCUXOJIOTUYECKOM IJIaHE Takol 3P deKT, kK npuMepy, Hab0anACA B
KOJIJIEKTUBUCTCKUX YCTAaHOBKAaX U NPUBBIYKAxX ANOHLIEB U KUTAMLEB, KOTJa OHU B IOCJeJHEN
TpeTu XX — Havasie XXI B. BbIBOIM/IM CBOM OpraHM3alMU U CTPaHbl Ha lepe/joBble 3KOHOMUYECKHUe
N03ULIMM B MUpe. be3 coueTaHusl, rapMOHU3aL M1 UHUBU/YalbHbIX U 00IeCTBEHHbIX UHTEPECOB
Y CONPOBOX/AAI0LEeN UX CHHEPTUH BpA/J, JIU MOXXHO NIPeICTaBUTh OyAyLHe cTpyKTypbl MIIM.

B-4eTBEPTHIX, y2Ke 0TMedasoch, YTO JeMOKPATHU3M MOXKHO pacCMaTpUBATh B Ka4eCTBE U UJI€0-
JIOTMY€eCKOM OCHOBBI )KU3HelesATeJIbHOCTH 00111eCTBA U OpraHU3alMOHHOI0 IpuHLMIa. UHTepecHo,
YTO B CBOUX paboTax f1. MopeHo nojBepraeT KpuTHKe 060CHOBAaHHOCTb BBIBOJIOB O MIPUOPUTETE
3pPeKTUBHOCTH [IeMOKpPAaTUYECKOTr0 yIipaBieHUs B 3kcnepuMeHTax K. JleBUHa, cpaBHMBAsA UX C
TEH/IEHLIMO3HOCTbI0 paboT COBETCKUX HccCedoBaTesel: «Mbl clipaBeAJIMBO KPUTUKYeM Mpej-
B34TOCTb Y4eHbIX B CoBeTCKOM Poccry, KOTopble CTpeMATCA KOOPAUHHUPOBATh KaX/AYI0 Hay4YHYIO
TMIIOTE3Y C MAapKCUCTCKOM Teopuei. Mbl He JOJIKHBI 3/1eCh BIaJATh B TY »Ke OIIMOKY U COIVIaCOBbI-
BaTh KaXK/[yl0 HAy4YHYO0 FUIIOTE3y C IeMOKpPAaTUYeCKON MOJeJIbIO )KU3HU». B TO ke BpeMs y4€HbIN
COMHEBAeTCs B YCIEIIHOCTH JIIOObIX UHHOBAIMOHHBIX OpraHM3allMOHHBIX POPM, €CAM OHU He
6a3MpyloTCA Ha 0OPOBOJIBHOM U MOJIHOLEHHOM BKJIa/le COO0LeCTB U IMYHOCTU. OH CUUTAET, UTO
J106b1e GOpPMbI NPABJEHUS, PAHO WJH MO3/AHO YTPATAT CBOIO BJACTb HaJ JIIOJAbMHU, €CJIM OHU He
CO3/1al0TCA C MOJIHONPABHBIM Yy4acTHEM KaXK/J0ro OTZAeJIbHOro 4JjeHa obuwectBa (MopeHo, 2004,
c. 257, 245). [lonHonpaBHOe y4yacTHe B CTpyKTypax MIIM MoxeT cy1iiecTBOBaTb TOJIbKO Ha OCHOBE
HOpPM paBeHCTBa (iSol), IpUYEM Ha OCHOBE CJIOXUBIIMXCA JEMOKpPAaTHUYeCKHX U Jaxke He JeMo-
KpaTU4YeCKUX HallMOHaJbHBIX TpaAuuuil. Ha cerogHs U AJis cy6beKTOB MHOTONOJIAPHOIO MUPa
aKTyaJIbHO cJefyoliee npaBuio: «[loka B3auMoJieicTBHe MeX/ly OpraHyM3anusMU HOCUT arpec-
CUBHBIM, @ 4aCTO ¥ NPOCTO BOEHHBIU XapaKTep, I0Ka OpraHU3anuaM NPUXOAUTCA 3alUIATLCA U
OT Hel0OpOCOBECTHOW KOHKYPEHIIMH, U OT arpecCUBHBIX U HelpeJcKa3dyeMbIX JeMCTBUU NpaBu-
TEJIbCTB, ONTUMAJIbHBIMU OKa3bIBAKOTCA 3aKpbIThble OPTaHU3al 1 C aBTOPUTAPHBIM JINZEePCTBOM»
(MBaHoB, llITpoo, 2018, c. 142).

Ho aBTOpUTapHOe ngepcTBO B ycaoBusax MIIM He MoxeT ObITh [JOJTOBPEMEHHOW NaHaleel
oT 6eJl. MHOTONOJIApHBIA MUP MOXeT GOPMUPOBATHLCA TOJIBKO Ha YCTAHOBUBUIMXCA TPaJULUAX
Hapo/I0B, COCTaBJSMLIMX OCHOBY O0O0beJWHEHUW. Bosiee Toro, HempojyMaHHble U HeaJek-
BaTHble YCUJIUS «Ipeobpa3oBaTesieli» MOTYT MPUBECTH K NPOTHUBOIOJIOXHBIM pe3yJbTaTaM.
Wnnroctpanyel Takux NOCAeACTBUAMN CIyKUT npegynpexzenre C. XanTuHrroHa: «[lo1utuyeckux
JIUZIEPOB, KOTOpble HaZIMEHHO CYHUTAIOT, YTO MOTYT KapJHUHAJbHO NEPEKPOUTh KYJbTYpy CBOMUX
CTpaH, HeU306eXKHO X/JeT NpoBaJ. UM yaaéTcsa 3aMMCTBOBATb 3JIEMEHTHI 3alla/IHON KYJbTypbl, HO
OHM He CMOTYT BEYHO MOJABJATh WM HaBCerja yJaJUTb OCHOBHbIE 3JIeMEHThI CBOEH MeCTHOM
KyJbTYypbl. Y, HA060pOT, ec/iM 3amafHbli BUPYC NIPOHUK B Jpyroe o6LIeCTBO, €ro 0YeHb TPYAHO
youTh. Bupyc »xUBy4Yuii, HO He CMepTeJIbHbIM: NAallMeHT BbDKUBAET, HO MOJIHOCTbIO He U3JIeYuBa-
eTcs. [losMTUYecKUe JUJepbl MOTYT TBOPUTb UCTOPUIO, HO He MOTYT u36exaTb UCTOpUU. OHU
IOPOX/AAIT pa3opBaHHble CTPaHbl, HO He MOTYT COTBOPUTH 3amajHble CTpaHbl» (XaHTHUHITOH,
2022, c. 257-258). CoBpeMeHHble aHAJIOTUX Ha BU/ly Y MHOTUX JIIOZIEH.
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JTHUYECKHUEe KPUTEePUH OLLeHKH U 0OpPAaTHOM CBA3M B OpraHU3al M1 COO0ILeCTB
MHOTOIOJISIPHOT'O MHUPa

OueHka M/1€0J1I0TMYECKOM, 9KOHOMUYECKOW U OpraHU3allMOHHON 3G PEKTUBHOCTU COOOIECTB
¥ 06 beuHeHu MIIM, oco6eHHO Ha MepBOHAYa/IbHbIX 3Tanax GyHKIIMOHUPOBAHHUS OYeT onpe/ie-
JIEHHOU Npo6sieMoii. /les10 B TOM, YTO B IEPBUYHBIX CTPYKTypax MIIM 060CHOBaHHbBIX OL|€HOYHbIX
HOPM MOXXET He ObITh WJIM OHU OYAYT pa3MbITbIMHU. Yalle Bcero B KayeCcTBe KpUTEPUEB OI[€HKHU
BBICTYNAIOT 3THUYECKU OPUEHTHUPOBAHHBIE LieJieBble lTapaMeTpbl OpraHu3alyi, HO UX JlaJIeKO He
Cpasy yAacTcs yCTaHOBUTb. ABTOp «Teopru MHOTONMOJISIPHOTO MUPa» NMOJUTOJOT A. JIlyrvH NULIET:
«Hrkakoro yHuBepcajibHOIr0 3TaJlOHAa — HU B MaTepuaJbHOM, HU B [yXOBHOM IlJlaHe — HE OYJeT.
Kaxkaas quBuIM3a1ys MoJy4yuT, HAKOHELl, TPaBo CBOOOAHO MPOBO3IVIAlIATh TO, YTO B HEU AABJSAETCSA
MepoWu Belel. [Jie-To el CTaHeT YeJsiOBEeK, T/le-TO — PEeJIUTHUs, T/ie-TO — 3THKA, Ije-TO — MaTepUsi»
(Ayrun, 2013, c. 478). /laHHBI{ Te3UC O3BOJISIET YTBEPXKAATh, YTO IJIFOPAIM3M IPUUYUH OpraHU3a-
I[UY LIEHTPOB U coobiecTB MIIM — ecTecTBEHHOE sIBJIEHHE.

Bo B3aMMHBIX OLlEHKaXx JieJl ¥ JIMYHOCTEM JIIJbMU pa3HbIX HallMOHa/sbHOCTeW B MIIM TpygHo
OyaeT U36aBUTHCS OT BJIUSIHUSL aBTO- U FeTEPOCTEPEOTHUIOB. Bpsij 1M MOXKHO JjaXke Npe/inoJaraTh,
4YyTO JelcTBUe CPOPMHUPOBAHHBIX MOPOU BEKAMU U ThICSYEJETUSIMU 3THUYECKUX CTEPEOTUIIOB
IIPEeKpaTUTCA B CBA3U c nepexo oM K MIIM. XoTs, HeCOMHEHHO, BHEIIHAA U BHYTPEHHAA NOJIU3THUY-
HOCTH, IpOMNaraH/iupyeMasi ToJIEpaHTHOCTb BHEC/IU CBOM U3MEHEHUS], KATETOPUYHOCTb HEKOTOPBIX
3THOKYJIbTYPHBIX [10JIX0/]0B («HALI — He Halll») JjJa>ke B COBPeMEHHOM 06CTaHOBKE BPSJL, JIU MOXKET
COUTH Ha HET. B 3TOM Jierko y6eJuThCsl, paCCMOTPEB KOHKPETHbBIE MPOSIBJIEHUs KOT/]A-TO CJ0XKUB-
nierics pycopobuu Aaxke B «IUBUJIM30BaHHbBIX» €BPONENCKUX cTpaHax. PernoHsl, B koTopbix MIIM
oyayT GopMHUpPOBAThCS Ha 6a3e HECKOJbKHUX 3THHUYECKUX TPYII, B KOTOPbIX MO 00 bEKTHUBHBIM
npUYMHaM OyJIeT BbICOKA [,0J1s1 MUTPAHTOB, OYAYT yallle CTaJKUBATbCS C NOA0O0HBIMU SIBJIEHUSIMHU.

[Ipo6JsieMoil O1leHOYHBbIX CYyAeHHuU B MIIM 6yzaeT He B MOC/JAeAHIOI0 04Yepe/ib COTJIacCOBaHUE
3THUYECKHUX HOPM, Ha OCHOBE KOTOPBIX HAZ0 OYyAET OCYIIEeCTBJAThb OLiEHKU. /lesio He TOJIbKO B
Pa3/IMYMHY HallMOHAJIbHBIX [10/IX0/10B K OIleHKaM 3 PEeKTUBHOCTH COLMAIbHBIX CUCTEM U JIEUCTBUH,
HO B CaMHUX COZep>XaTeJIbHbIX MapaMeTpax. B OOJIbLINHCTBE AeATEeNbHOCTEN, 32 UCKJIIYEHHEM,
MOXEeT ObITh, MOJHOCTbI0O aBTOMAaTU3UPOBAHHBIX, HEJIb351 YCTAHOBUTDH pPa3 U HaBcerJa JaHHBIX,
CTPOrO OYepUYEHHBIX OLIEHOYHBIX KPUTEPUEB: TO, UTO OBLJIO XOPOLIO BUepa U JaxKe CerOJHSI MOXKET
CTaTh CAEPKUBAIOILUM, A TO U MPOTUBONOKA3aHHbIM 0OCTOSITEILCTBOM 3aBTpa. JJuHaMUKa HOPM
Y KpUTEepUeB — 3aKOHOMEPHbIN GaKT pa3BUTHS, B TOM UMCJIe COOOILECTB U 00befuHeHur MIIM,
M03TOMY CTaH/IaPThl, I1a6JIOHBI OI[eHOK HUKAK HeJib3s1 J0BECTH /10 coBeplieHCcTBa. Hy»kHo 6oJibilioe
HCKYCCTBO, YTOOBI yYUTHIBATh, YTO B HOPMax ApPSIXJIEET, yCTapeBaeT U JJOPKHO OTOpachiBaThCs, a
YTO HApPOXK/AAeTCsl, BbI3peBaeT U MO3TOMY JIOPKHO 06si3aTeJIbHO MPUHSTO BO BHUMaHUe. Jlaseko
He BCer/a 3/1eCb MOXKeT MOMOYb KOMIIPOMHKCCHAs MO3ULUS: BOOOIe He AesaTh olleHOK. M. Bebep
B CBOUX PACCYyKJeHUSIX MpeAyNnpexaaa: «Mbl JIETKO BIaJ[aeM B 0COOYI0 MJIJIIO3UIO: B TY, UYTO MbI
MOXKeM BOOOIIe BO3/IEPKAThCSI OT COOCTBEHHBIX OLIEHOUHBIX CYKAeHU . OIHAKO e, N0C/1eICTBUEM
3TOT0 — B Y€M MOKHO JIETKO yOeIUThCSI — CTAHOBUTCS HE TO, YTO Mbl OCTAaEMCSI BEpHBIMU HEKOEMY
3aMbICJ1y, @ TO, YTO MbI [10TNIaZJaeM 0/ BO3/JeCTBHE HEKOHTPOJIMPYEMbIX UHCTUHKTOB, CAMIIATUH U
aHTunatuit» (Bebep, 2003, c. 28). U HeJoCcTaTKU B OLl€HKeE JItO/lel, U OTCYTCTBUE UX KOMIIETEHTHOMN
0060CHOBAHHOCTH B MOJIMATHUYHBIX cO0611ecTBax MIIM MOryT BOCHPUHUMATBCS KaK THOIMCUXOJI0-
ruyecKue BapUaHThI Pey0exJeHHOCTH C COOTBETCTBYIOIMMU BbIBOJJAMU.
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[loTeHHa/IbI U IPOGAEMb] MY/JIBTUKY/IBTYpPaJl3Ma U MEXKKY/JIbTYPHOU
KOMINIETEHTHOCTH B MHOTOIIOJIAPHOM MUpe

CaMOOBITHBIM XapakTep cyO0beKTOB U ILeHTpoB MIIM, nposBiasoomuicad B pPasJUYHBIX
BapyaHTaxX Ha MOJIIOCHOW LIKaJie OT UHJAUTE€HHOCTH JI0 MOJUITHUYHOCTH, NpeJoJaraeT Heobxo-
JIUMOCTb 0OpallleHUs] K KOHKPETHbIM HapaboTaHHbIM 3HAHUSAM MO0 MP06JeMaM MeX3THUYECKOro
B3aMMO/IEMCTBUS U MEXHALMOHA/JILHOTO corviacusl. B 3ToM JiaHe, Ha Hall B3IVIsA/, aKTyaJlbHbBIMU
NOTEHLMSMU 00J1aJaeT B UEM-TO JAUCKPEAUTHPOBaBIlee CeOsl MOHATUE «KMYJbTUKYJIbTYypPaIu3M».
Jlesno B TOM, 4TO MepBble, TAaK CKa3aTb, UJeaTU3UPOBaHHbIE NMPEJCTABJEHUS 0 MYJIbTUKYJIbTYpa-
JIU3MeE B 3THONCHUXOJOTUYECKOM IJIaHe ObLJIM KaK Obl HACTPOEHbI Ha COBpeEMeHHbIe IleHHOCTU MIIM:
«MYJIBTUKYJBTYPaIU3M 6blJ1 UAeHTUPUIIMPOBAH KaK OpUeHTallus, KOTopasi IpUHUMaeT Kak coxpa-
HeHUe KyJIbTYPHOU CaMOOBITHOCTH K 0COOEHHOCTEN BCEX ITHOKYJIbTYPHBIX IPYII, TAK U KOHTAKT,
Y y4yacTHe BCeX rpyni B 60JIbIIOM IJII0OpaJucTHYeckoM obiuiectBe» (Beppu, 2007, c. 405).

B YyHUCOH 3ByYHUT MO3ULUS, YTO MYJbTUKYJbTypaJlM3M OCHOBAaH Ha MPU3HAHUU, KaK «KYJIb-
TypocnenuPUYHbIX XapaKTEPUCTUK, KOTOPble Pa3J/IMYaloT, TaK U OOILEeKY/JbTYPHbIX XapaKTepHu-
CTUK, KOTOpble 00 beuHsI0T Jtoaen» (Kopcunuy, Ayapb6ax, 2006, c. 422). BnocieactBuu Teopus U
NpaKTHUKa MyJIbTUKYJIbTypaJu3Ma CTOJKHYJIACh C PSII0OM CEPbE3HBIX TPO6JIEM, Cpe/ih KOTOPBIX /IBE,
Ha Hall B3I/, ObLIM CAMBIMU 3HAYUTEJIbHBIMU: aOCTparupoBaHue OT IKOHOMUYECKUX HCTOKOB
YKU3HeJlesITeJIbHOCTU MYJbTUKY/JBTYPHBIX COOOLIECTB U NMPU3HAHUE MHOTHUMH U3 HHUX «TOJIbKO
CBOEro yCTaBa B Yy»>KOM MOHACTbIpe». POCCHICKUM BapyUaHTaM MYJIbTUKY/IbTYpPaIU3Ma yJaJI0Ch, HA
Halll B3I, U36€XXaTh JaHHbIX MUHYCOB 3a CUET NPUHATHUS KOHKPETHbIX 3aKOHOB M HallpaBJIeH-
HOCTHU Ha NMpPaKTHUYeCKUEe pecypchbl 3IKOHOMHUYECKON 3THONCHUXOJIOTUU. B 4acTHOCTH, COOTBETCTBY-
UM peHOMEH B HalllMX COBMECTHBIX paboTax npodeccop couuoa0oruy BapuiaBckoro yHuBepcu-
TeTa J. HoBuUlIKa Ha3Ba/1a «CMOUPCKUM MYJbTUKYJIbTypaansMom» (HoBuuka, 2014, c. 399-400).

B Poccuu B 0cHOBe TakKMX SIBJIEHUH JIEXXUT 3a60Ta 0 TaK Ha3blBaeMbIX «MaJlbIx» HapoJax U
NOBBILIEHWU UX POJIU B NOJIUTUYECKOM KHU3HH, YTO HE0OX0AUMO U pu cTaHoBaeHun MIIM. Kpome
TOTO0, IPU pETMOHaJIbHOM MYJIBTUKYJIbTYpau3Me, Hanpumep, B Asnatckoi Poccuy, nesiecoo6pasHo
WCII0JIb30BAaHHWE TPAHCKYJbTYPHbIX — «IPOHU3BIBAIOLIUX» 3THOCHI CUOUPCKUX TEPPUTOPUHN U
IpUTrpaHUYHbIE PETHUOHBI COCEIHUX CTPAaH — OOLUX MCUXOJOTUYECKUX YCTAHOBOK U BapUaHTOB
HapoAHbIx Tpaauuui (Kapueies, KapHbiiesa, 2024).

Ho MyJbTHUKYJAbTYypaJu3M CeroJlH HEMBbICJIUM BHe WHHOBalMH. [IpyuéM B cOBpeMeHHOM
MUpe CTOUT NMPUHATh BO BHUMaHHWE, KAK MUHUMYM, TPHU B YeM-TO NPOTHUBOPEUUBBIX TEHJEHIUH.
Bo-nepBbix, yepe3 uHPopMaLoHHbIe TexHo0ruu (UT), uHTepHET U colja/ibHble CETU OCO3HAHUE
e/IMHOU IJIaHEeTapHOMU Cy/bObl (IpexJe BCero, B CBSI3U C 3KOHOMHUKOW M IKOJIOTHEH) OTHbIHE
CBA3bIBAeT BCEX JIIOJ el APYT ¢ ApyroM. Bo-BTOpbIX, B YCIOBUSAX «T'OCIO/CTBA» Ia/pKeTOB U CMapT-
$OHOB € UX «HHJWBUAYAJU3UPOBAHHBIM» COJlepXKaHHeM HHGOpMalUH, TeHJEHIIUU TpeyBesu-
YyeHUs] 3HAaYeHUsl 3TOUCTUYECKUX ACHEeKTOB B3aMMOJIEHMCTBUS MEXAY 4YeJIOBEKOM U COLUYMOM
MOTYT «3allKaJuBaTb». 0coObIe PELUAHUBBI MOTYT ObIThH B chepe MeXKHAIMOHATbHBIX OTHOLIEHUH.
B-TpeTbux, Aaxke COBpeMeHHble TEXHOJOTMHM KOMMYHHUKAallMM He CHUMAalT MNPOTHBOPEYHH B
NOHMMAaHUU Y pa3pelleHU U 3STHOKY/IbTYPHbIX U IOJIMTUYECKUX TPO6JieM: «TOT, KTO NPU3HAET pa3Ho-
o6pasue KyJbTyp, CKJIOHEH HeJJOOL,eHUBATh WUJIU 3aTyLIEBbIBATh YeJI0BEYECKOE eJUHCTBO, TOT K€,
KTO BU/IUT YesJI0BeYeCKOe eJUHCTBO, CKJIOHEH CYUTATh BTOPUYHBIM pa3Ho06pasue KyabTyp. Hajo,
HaNpoTHUB, MOHATb €IMHCTBO, KOTOpOe obecrnieyMBaeT pa3HooOpa3re U 6J1IaronpusTCTBYeT eMy, U
pa3Hoo6pasue, KOTOPOe BCTPOeHO B eAUHCTBO» (Mopen, 2013, c. 304, 276). [Ipo61eMbl, KOTOpPHIE
KpaTKo onucas J. MopeH, B HEKOTOPbIX BHOBb GOPMUPYIOIUXCS COOOILECTBAX MHOTOIOJISIPHOTO
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MHpa MOTYT BbI3bIBaTh TaK Ha3blBaeMbIi Ky/JIbTYPHbIHN LIOK — YYBCTBA 3aMelllaTe/bCTBA U HeNpPU-
BBIYHOCTH OT HECX0KECTHU aTPUOYTOB HOBOU KYJIbTYPHI OT KyJIbTYPbI, IOHATHOU UHAUBUAYYMY U/
WY rpynne. Ho U B TaKUX CUTyalMsIX CKPbIBAIOTCS PECYpPChl HAy4YeHHMUSI.

06cyxaeHue pe3yabTaTOB UCC/IeJ0BaHUS

TeopeTuyeckoe obpaleHre CTaTbU K 3ITHUYECKOU Mpo6JieMaTHKe MHOTOIOJIIPHOTO MUPa, Ha
Halll B3TJIsiJl, BCKPBLJIO TPU aKTyaJabHbIX AJis1 MIIM 061iux TeM: 3HaYeHHe U PecypChbl CaMOOBITHO-
CTU B I106aJIbHOM MHUpPE; KPUTEPHUH, HA OCHOBE KOTOPBIX MOXKET OCYIEeCTBJISATHCA 00 beJUHEHNE
cy6bekToB MIIM; 0coO6eHHOCTHU NpeJICTaBJeHUH 0 npeaHa3HaYeHur MIIM. ABTOpbI CTaThbU UMEIOT
He CTOJIb JlaBHUE UCC/Ie[JOBAHUS HA 3TH TEMbI, U UCIIOJIb3YIOT UX B KAYeCTBe UIJIIOCTPAIUHI K Teope-
TUYECKUM MOJIOKeHUSIM. B olHOM 13 Hamux uccaegoBaHuil 2015 1. pecrioHAeHTaM U3 pa3JIMUYHbIX
POCCUHCKHX PETMOHOB U COCeIHUX C Poccui cTpaH 6bLJ1 33/1aH BOMPOC 0 6yAyIIeM PAa3BUTHUH PAa3HBIX
HapozoB B TabJsule (Tabs. 1).

Ta6suua 1. MHeHMe pecliOH/IEHTOB M3 pa3HbIX CTPAaH U PETMOHOB 0 OyyllieM Hauui U HapoZoB (%)

Poccusa Poccua  Poccusa
Bapuant orBeTa Upkyrt. 06n. Byparua  TeiBa
(N=638) (N=342) (N=150)

Kurait Monrommusa
(N=359) (N=200)

[mo6anuam npuBenéT K 06s13aTeIbHOMY YHUPUIVIPOBAHUIO BCEX

. 24 17.3 18.7 12.8* 22,5
HaLMI 1 HApOZIOB
Pasrpanmuenns 6yn¥T TOJIBKO TI0 PACOBBIM U TEPPUTOPUATTBHBIM 3.4 20.8 147 15 3%
Hpy3HaKaM (eBpOIEIIIbl, a3MaThl, APPUKAHIIBI 1 TAK flasiee)
[Tpu 06benMHEHNN HEKOTOPBIX XapaKTePUCTUK M MHTEPECOB
HaIWit BCE >ke OYIyT HabOMIOAAaTbCSA ONpee/IEHHbIE PasINyLs, 47 544 61.3* 65.2¢ 30%

Kamnmﬁ[ Hapoj 6YI[CT OTCTauBaTh CBOI CAMOOBITHOCTD U
YHIUKAJIbHOCTD

IlpumevyaHue: * — p < 0.05.

[IpencraBieHHas TabauLa AaeT NULLY 11 MHOTHUX CYKEHUH, Mbl K€ OCTaHOBHMCS Ha Te€X U3
HUX, KOTOPbIe MOTYT XapaKTeprU30BaTh HEKOTOPblE 0COOEHHOCTH CTAHOBJIEHUS] MHOTOMOJIIPHOTO
Mupa. Bo-nepBbIX, IpUOPUTET NO3ULUK [10 OTCTAUBAHUIO CAMOOBITHOCTHU U YHUKA/IbHOCTH HApOZ,0B
NpaKTUYECKU BO BCeX CTpaHax U TPEX permoHax Poccuu nokasblBaeT, UTO TAKOE OTHOUIEHHUE Oy1eT
aKTUBHO NMPOAIBJATBHCA U B 3THHUUYECKUX coobuiecTtBax MIIM pasHbIx «MacmTaboB». Bo-BTOpBIX,
CTOUT OTMETUTb B YEM-TO «CKPBITYIO» [Ji1 YATaTeJell 3aKOHOMEPHOCTb, KOT/[a YyeM OoJiblie
abopUreHHBIX KUTeJel B pernoHe Poccuu, TeM GoJiblie CKJIOHHOCTb PECHOHAEHTOB MO ePKH-
BaTb MHEHHE 0 CaMOOBITHOCTH U YHUKAJIbHOCTH HapoAoB. K cBefieHu10: B pecnyo6sivke ThiBa 60s1ee
NIOJIOBMHBI — «KOpeHHble» XXuTesd, B bypartuu — okoso 30% 0OypaT, a B UpkyTckor ob6sactu
OypsT JulIb 4yTh 60Jiee 3%. B-TpeTbux, BApUAHT OTBETOB MOHT'0JIOB 10 BTOPOM MO3UIUH, HA HALI
B3IVIA/[l, IEMOHCTPUPYET UX HOCTAJIbIMIO 110 «310Xe YMHIM3XaHa» U MOHTOJIOUJHOMN pacceB A3uu.
JlaHHble TeHIeHLIMU HeJIb3d He YYUTBIBATh B 3THONCUX0JIOTUU OTHOLeHud K MIIM.

[Ipy felcTBUM NPUHLMIOB IJIIOpaJv3Ma Ha COBPEMEHHOM 3Talle CTAaHOBJIEHUSI MHOTOIO-
JIIPHOTO MHpa AUCKYCCUOHHBIM SIBJISIETCS BONPOC O KPUTEPUSX, KOTOPble MOTYT BBICTYNUTH B
KayecTBe 00beJUHAIUX A4 cyobekToB MIIM, 4TO oTpaxkeHo, K NpUMepy, B NO3ULIUU MOJTUTO-
sora A. /lyruna. B uccinenoBanuu 2023 1. Mbl IONBITAJIMCh BBIIBUTD MPEAIIOJ0KEHUS 110 JAHHOMY
BOIIPOCY Y PECIIOH/IEHTOB U3 UpKyTCKOM 06JiacTu U pecny6auku Bypstus (Ta6.. 2).
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Ta6amua 2. [IpeacTaBieHUs 0 COJlep>KaHUU KPUTEPUEB, KOTOPbIE MOTYT Jieub B OCHOBY
MHOTOIOJISIPHOI'0 MUpa (B L[eJIOM U 10 pa3HbIM HAalJMOHAJbHOCTAM) B %

Bce pecnion- PecrionpieHTHI pa3HOii HAIVIOHATBHOCTH
Kpurtepuu Ha ocHOBe JEeHTBI Pycckue byparsi Ipyrue
(N=422) (N =299) (N=72) (N=48)

O61eyenoBevecKyX HpaBCTBEHHBIX LIEHHOCTEN 54.5 56.9 50 45.8
BoeHHO-IIONMUTNYECKUX COI030B CTPaH 24.6 23.1 23.6 35.4*
HaroHanbHBIX MHTEPeCOB KPYIMHBIX U MOTYIIeCTBEHHBIX TOCY- 295 0.1 29.2 271
IapcTB
Vmeonorny BefyImux CTpaH B CBOMX PETMOHAX 19.4 22.7 8.3* 16.7
Taxue KpUTepun IPEACTOUT paspaboTaTh 18.3 19.7 20.8 6.3*
Pennrnosneix yuyenmit 9.9 10.7 6.9 10.4
3amagHbpIX IeHHOCTEN 7.1 7 11.1 2.1
BocTounbIx 11eHHOCTEIT 6.9 5.7 11.1 8.3
Hpyroit oTBET 1.9 2 2.8 0

Ilpumeyanue: * — p < 0.05.

[Io MaTepuasaM TabJMIbl CTOUT MOJYEPKHYTb 3aMETHbIM MPUOPUTET 0O6IeUe0BeYeCKUX
HPaBCTBEHHbIX LleHHOCTeNW. KOHEUHO, B KOHKPETHBIX LIEHTPaX U «00beIJUHEHUSX» MHOTOIOJSAP-
HOIO MHpa B CBSI3W C 3THOKYJbTYPHOU OpHeHTal el MHEHUU OyJIeT MPOsBJATbCS HallMOHAJIb-
Has cnequdUuKa TaKUX EHHOCTEH, U B UX «yTOUHEHHUU» 6e3 KPOoCC-KyJIbTYPHBIX UCCJIEJOBAHUM He
060uTHCh. [IpuMepoM 10 TabJIUIE MOXKET CAYKUTh MHEHHE OYPAT 00 UAE0JIOTUH BeAyIIUX CTPAH
KakK ocHoBe MIIM: 0HO 3HaUUTe/IbHO HUXKE, YeM Y PECIIOHLEHTOB APYTUX HAalMOHAJIbHOCTEN. Heslb34a
3a0bIBATh, YTO «BeAyllel cTpaHoi» B MIIM ns1 Hux siBasieTcs Poccus.

Cy6beKTUBHO 3HAUMMbIM SIBJISIETCS BOIIPOC O MPe/ICTaBJIEHUSAX JIIOAEeN 06 OCHOBHBIX QYHKIIUAX
dopMUpyIOIIEerocss MHOTOMOJIIPHOT'O MUPA, M OH TaK»e OblJ BKJIIOUEH B Hallle UccaeloBaHue. Tak,
OlleHHMBasi BO3MOXXHOCTHU mnepexoja k MIIM, pecnongeHTbl UpKyTCcKOW 06J1acTU U pecny6JUKU

BypsITHsI OTMETHJIN TaKHe MPUYKHBI (U3 12 BO3MOXKHBIX IPUYUH MIOKa3bIBaeM TOJIBKO T€, KOTOPbIE
«Habpanu» 6osee 20%) (Ta6.1. 3).

Ta6smua 3. OneHka pecioHleHTaMU IIPUYMH Ilepexo/ia CTPaH U HApOZ,0B K MHOTOINOJIIPHOMY
mupy (McTouyHUK: McciejoBaHuMe, MIPOBEJEHHOE aBTOpaMU ¢ KoJsiieramu B 2023 roay) B %

PecrioHpieHThI pa3HOIi HAIIVIOHATTBHOCTH
Bce pecioHpeHTBI
BosmoxHag npnynna (N = 422) Pycckue byparni JIpyrue
(N=299) (N=72) (N=48)

YcraHoBneHne PpaBHOIIpAaBMA B MEXXTOCYJAPCTBEHHDIX VI MEXXHA-

334 36.1 27.8 25
OVMOHAJIbHBIX OTHOIIEHMAX
TeH/IEHIINN K COBPEMEHHOMY pasfie/IeHII0 Mupa 6e3 IIpeTeHs it 322 33.1 592 313
KOT0-TO Ha JINJIEPCTBO
HeuO6XOIH/IMO YKPEIUIATD AOBEPYUE B MEXXTYHAPOJHOM B3aIMO- 29.1 291 27.8 29.2
OEeNCTBUN
CHIDKeHMe aM6I/IIH/H/I JNIEPOB U IJINT pANA CTPpaH, CINTAIINX 242 2.1 30.6* 29.2%
cebs «IIymaMy 3emMm»
HpOTI/IBOHeI/ICTBI/Ie ABTOPUTAPHBIM TEHAECHUMAM yIIPaB/I€HNA 22.7 217 26.4 20.8

9KOHOMMKOJI 11 SKOJIOTHMEN CTPAH M PETMOHOB 3€MHOI0 I1apa

IIpumeyanue: * — p < 0.05.

B Tabsinie cpasy 6pocaeTcs B [V1a3a, YTO APEBHSS ISOI-TeH/leH1IUs TIOJIMCOB: «3aKOH — pPaBHO-
BeCcHMe, HOpMa — PaBEHCTBO» 3HA4YMMa [JId JIAL, pa3sHbIX HALlMOHAJBbHOCTEW U B COBPEMEHHOM
MHOTONOJIAPHOM Mupe. /laHHOe paBeHCTBO BO MHOIMX 3THUYECKHUX IpyIIaX TECHO CBA3aHO C
TEeHJEeHUUAMHU NIPeoioJIeHUs aBTOPUTApU3Ma U YKPeIJIEeHUA A0BepUsa MexJy HapoAaMu. B To xe

BpeMs, B onpejie/IéHHbIX LeHTpax MIIM 6yzaeT nposiBAATbCA cCBOeoOpa3Hasi UHTerpanusi npuBe-
JEHHBIX IPUYHH.
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BbIBO/bI

[IpyuHKMast BO BHUMaHHe CGOPMYJIUPOBAHHbBIE TUIOTE3bI, UX KPATKYIO TEOPETHYECKYI0 HHTEp-
npeTaluio U pe3ybTaThl MPUKJIAAHBIX UCCAEJOBAHUHN, MOXKHO C/leJIaTh CJeAYIOIe BbIBObI.

B MHUpPOBOU UCTOPHU U COBPEMEHHOM NPOsIBJIEHUH I0pain3mM MIIM o3HavaeT, npex/ie BCero,
MHOT006pa3ue BbI6Opa BapUAHTOB 0OYCTPOUCTBA CyO'bEKTAaMHU 3KOHOMUYECKOHN, MOJUTUYECKOH,
3THOIICUXOJIOTUYECKOH KU3HE/IeITeJIbHOCTH B YEM-TO U30MOP(HBIX HALMOHAJIbHBIX U MEX/IyHa-
POAHBIX co06IIecTB. UX BHYyTpeHHUNH M30MOPPU3M BHICTPOEH MO aJITOPUTMY: L[eJIU U L[EHHOCTHU
coTpyaHudecTBa — aAuddepeHunanusi posieBbiXx GYHKIUN TPU JOCTHKEHUH L[eJTU — KPUTEPUHU
OIleHKH JJOCTUTHYTOT0 pe3yibTaTa U 3G PeKTHUBHOCTU 0OPATHOM CBS3HU.

B reomno/siIMTU4YECKUX, OPTaHU3ALMOHHBIX U 3THOKYJbTYPHBIX OUePTAHUIX GOPMUPYIOLUXCS
06 beuHeHUN U coob1ecTB MIIM caMOGBITHOCTh U PaBHONIPaBUe OYAYT COYETAThCS C IVI06aTU3-
MOM YaCTH TPAHCHALMOHAJIBHBIX CTPYKTYP, 3THONCUXOJIOTUYECKHE TPAJUIIMU PA3HBIX HAPO/IOB C
00111e4Ye/IOBeYeCKHMMH HPABCTBEHHBIMU II€HHOCTSIMUA U MPABOBbLIMU CBOGOJAMHU JIMYHOCTH, CIell-
nduyecKre peJIMrM03HbIEe BEPOBAHUS C MHTerpalyeil MexXKoH($eCCHOHa/IbHbBIX LIEHHOCTEH.

[Ipyu nmpu3HAHUM aZleKBAaTHOU POJIM «B6OJIBIIUX» U «MaJibix» 3THOCOB B MIIM 1esiecoo6pasHa
noAiep>kKKa B KOKJ0M M3 HUX 3JIEMEHTOB KYJIbTYPbl, KOTOPbIE ellle He ObLIU yTpadyeHbl (0CTAaTOY-
Hble CTPYKTYpPhl), IPUHSATHE HOPMATUBHbBIX aKTOB, NMO3BOJISIOIIUX COXPAHUTH 6Aa30Bble OCHOBBI
X031 CTBOBaHMUS, @ TAKXKe 06€CIeYUTh UCI0JIb30BAHHE TPAHCKYJIbTYPHbBIX — «IIPOHU3bIBAKIIUX»
3THOCHI PETMOHAJIbHbIX TEPPUTOPUN FOCYJAPCTB U MPUTPAHUYHbIE PETHOHBI COCEJHUX CTPaH —
O6IUX MCUXOJOTUYECKUX YCTAHOBOK M BAPUAHTOB HAPOAHBIX TPAJUIIU M.

Pea/ibHbI MYJbTUKYJABTYpPaJn3M, KaK U MEXHaIlMOHAJbHOE COIJIaCHe U MEXITHUYECKOoe
COTPYAHUYECTBO, CBOUM (PYHAAMEHTOM U «UHCTPYMEHTOM» [OJDKHBI UMETh MEXKYJbTYPHYIO
KOMIIETEHTHOCTb, KOTOpas B MepBYI o4yepe/b 3HAUMMa TeM, YTO MOJAAIOTCS IesieHalpaBJeH-
HOMY GOPMHUPOBAHUIO U TPEOYIOT OPraHU3ALUH COOTBETCTBYIOIIUX MEP MOCPEACTBOM 00yYeHHUS U
BOCMUTAHUS ONSATh-TAKU B KOHKPETHBIX IIeHTPax U coobiecTBax MIIM.
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ORGANIZATIONAL PSYCHOLOGY

Economic ethnopsychology and isomorphism as sources
of resources for organizing communities and institutions
of a multipolar world

Alexander D. KARNYSHEV
Elena A. IVANOVA

Irkutsk State University, Irkutsk, Russiam Federation

Abstract. In the history of mankind, self-organizing associations and communities have played a
significant role, according to their psychological, economic and ethno-cultural orientation (identity,
hospitality, exchanges of goods and products, cooperation), some of which can be attributed to the
“forerunners” of organizations in the multipolar world. Thus, the phenomenon of “multipolarity” has
been found since ancient times not only in European territories, but also in India, China, the Near
and Middle East. Moreover, in different countries, the desire for self-sufficiency, for “autarky” — i.e.,
the policy of economic isolation of a separate collective economic “subject” — was a priority in the
psychology of any “policy”. Later, having complicated themselves with national attributes, some of
them became the center states of a multipolar world. The system-forming factor of most communities
in the multipolar world, from the point of view of organizational, economic and cross-cultural
psychology, is interethnic cooperation, which, based on the cybernetic approach and the basic category
of “activity”, allows consideration from the standpoint of the concept of isomorphism, demonstrating
specific connections and dependencies between known phenomena: personality, group, norms, self-
awareness, etc. In this article, as the goals and objectives of the analysis of the multipolar world,
isomorphic parameters of such phenomena as identity (and varying from the science and practice
of indigenization, to the recognition and acceptance of different degrees and proportions of external
and internal polyethnicity) are considered; a combination of innovative and residual (“embryonic” in
J. Moreno) social structures; which are the basis for effective feedback. Adequate autostereotypes and
heterostereotypes are connected, as well as newly developed criteria for evaluating the parameters
of a multipolar world. The functioning of a multipolar world has intercultural competence as its main
“tool”, which is primarily significant in that it lends itself to purposeful formation and requires the
organization of appropriate measures through education and upbringing.

Keywords: identity, indigenity, multiculturalism, pluralism, residual structures, synergy, organizational
culture, regional multiculturalism.
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XXV ACUHCKAA (AITPEJIbCKAA) MEXAIYHAPOJHAA HAYYHAA KOH®EPEHIIUA
110 ITPOBJIEMAM PA3BUTHUA JKOHOMHKH U OBIIECTBA

YBaxkaemble KoJieru!

HarroHa/sIbHBIA HcCC/e0BaTE/NbCKUN YHUBEPCUTET «BbICiiasl IIKoJa 3KOHOMUKH» OTKPbIBAET
npueM 3asBOK C JokJaZoM Ha ydacthe B XXV fcuHCkoOU (AnpesibCKON) MeXAYHApPOAHOU
HAy4YHOW KOH(PepeHLUHU M0 Npo6/ieMaM pa3BUTUSA IKOHOMUKHM U o61ecTBa (XXV AMHK).

MeponpusaTtusa XXV AMHK coctosTcsa B MockBe ¢ 15 no 18 anpenst 2025 r.

[Iporpamma koHpepeHLIMU 6yAeT cGOpMUpPOBaHA B paMKax MSATU HAYYHbIX TEM:
JKOHOMUKA;
YesioBeyeCcKUH KalmyuTasl U 001eCTBO;
HUHcTpyMeHTa/IbHblE METO/Ibl U MOJIe/I B MEHEP)KMEHTeE U 0011[eCTBEHHbIX HAaYKaX;
®opcallT uccie0BaHUS;
MexayHapo/iHble OTHOUIEHUSI.

3adgBKH Ha y4qacTrhe C HAay4YHbIM JOKJIaZlOM 6y,£[}7T MNPUHHUMATbLCA MO CJIeAYIOIHUM TEeMATUYE€CKUM
CEeKIIUAM:

B pamMmkax Hay4YHOM TeMbl «JKOHOMHKA»:
MaKpo3KOHOMHKA U MAKPOIKOHOMUYECKUH POCT;
MeTo10/10THsI 9KOHOMHYECKOW HAYKH;
TeopeTuyeckass 5KOHOMHKA;

@upMbI U PBIHKY;
®uHaHCHI U OAHKM.

B pamkax Hay4yHO# TeMbl «Yel0BeUueCKU KamuTa/I U 06LLeCTBO»:
ConuasibHasi NOJMTHKA U 3/JpaBOOXPaHEHUE;
JeMorpadus u pplHKU TPy/aa;
[TosiuTHYECKHUE NPOLECCHI;
Couposiorus;
[Icuxosorus.
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B pamkax HayyHOu TeMbl «MHCTpyMeHTa/IbHble METOAbl U MOJe/Id B MeHeJKMEeHTe M
001 eCTBEHHbIX HAYKaX»:

HUHcTpyMeHTa/IbHblIE METO/Ibl B SKOHOMUYECKHUX U COLIMAJIbHBIX UCC/IE[JOBAHUSAX;

MeHe KMEHT.

B pamkax Hay4YHOH TeMbl «PopcalT uccae0BAHUSN:
Cuenapuu pa3BuTHus Poccuu B yC10BUAX JUHAMUYHO MEHSIOL e BHEIIHENH KOH'BIOHKTYPBI;
HoBble MeToAbl M MOJENM HAYYHO-TEXHOJOTMYECKOT0 M COLLMaJbHO-3KOHOMUYECKOIO0
IPOrHO3MPOBAHUS;
MexayHapoAHbIi cuMII03uyM «POopcailT B OBICTPO MEHSAIOLIEMCS MUPE».

B pamMkax Hay4YHOH TeMbl «MeKyHapOAHble OTHOILIEHUSI»:
Wpeun v nuBUIM3aliMii B MHOTOIIOJIAPHOM MUPE;
MupoBas 3KOHOMUKA;
BocTokoBeaeHue.

Cpoxk nmpreMa 3asiBOK Ha y4yacTHe B KOHPepeHLMH C HayYHbIM JJ0KJ1ai0M — 20 sHBapAa 2025 1.
[logaTh 3aABKy Ha y4acTHe B KauecTBe CyuiaTe st MOXKHO: AJisd rpaxkaaH PO - o 10 anpesisa
2025 r., fs1g rpaXkJjaH MHOCTPaHHBIX rocyzapcts — A0 10 mapTa 2025 r. FoJiee nogpo6Has

uHopMalysa pasMelleHa B pa3jesax «Y4YacTHUKAM C IOKJAaIoM» U «CayliaTeasam».

MeponpusaTua KOHPepeHLUY IPONYT HAa PYCCKOM WJIM aHIVIMACKOM fI3bIKe, B OT/le/IbHBIX
CJIy4asx Ha [iBYX A3bIKax C CAHXPOHHBIM [IepeBO/OM.

KondepeHuus 6yseT NpoBOAUTHCA IPEMMYLIeCTBEHHO B 0UHOM ¢popmare. [I[porpaMMHbII
KOMUTET OCTaBJIET 32 CO60U PaBO B UCKJIIOUUTEbHBIX C1y4asX BKJIKYATh B IPOTPaMMy
JIOKJIQZITYMKOB U CJyliaTesied B OHIalH popmare.

B pamkax XXV IMHK, kak u B npeibiaylive rosipl, 6y/ieT NPOBeLeH KOHKYPC 3afBOK Ha
NOALEPKKY y4acTHUsl B KOHPepeH MU MOJIO/bIX UCCIeloBaTeel U3 POCCUMCKUX PETMOHOB.

Kak nodame uHdueudya1bHyl0 3a56Ky HA yYacmue ¢ 00K1a00M?

JlokJiaZ, Ha CEKLIUOHHOM 3aceJJaHUH [JOJKEH COZlepXKaTh pe3y/ibTaTbl OPUTMHAIBHOI'O HAYYHOTI'0
HUCCJIeJ0BAaHUS, BbINIOJIHEHHOTO C UCII0JIb30BAaHUEM COBPEMEHHOU UCCIe0BATENbCKOU
MeTozo0Ji0ruu. [[polo/KUTENBHOCTD IoKaAa/ja — 15-20 MUHYT.

3asiBKa IoJjaeTcs OHJalH B cucTeMe kKoHdepeHuu HUY BII3 go 20 suBapa 2025 r.
K 3asiBKe HE06X0JUMO IPUJIOKUTH Pa3BEPHYTYI0 aHHOTALMIO AOKJ/IA/a, C HYXKellepeuuCJIeHHbIMU

Tpeb6oBaHUAMU K 0QOPMJIEHHUIO:

- B aHHOTAILlMU JJ0/KHA OBITh laHa YeTKasl XxapaKTepUCTHUKA pacCMaTpUBaeMor Npo6/ieMbl U MephbI
ee U3y4eHHOCTH, MeTOZ,0JI0TUH UCC/Ie/JOBaHUS, eTr0 OCHOBHbBIX Pe3y/IbTaTOB, UX 000CHOBAaHHOCTH
Y HOBU3HBI;

- popmat Word uau RTF;

- 06beM 0T 3 000 10 7 000 3HAKOB;

- [IJIs1 pyCCKOSI3bIYHOTO JI0KJ/1a/la aHHOTal Mg TOTOBUTCS Ha PyCCKOM U aHIVIMMCKOM f13bIKaX, AJ15
aHIJIOSA3BIYHOI'O — AaHHOTAIMSA TOJIbKO HA aHIVIMMCKOM fI3BIKeE.

OfuH aBTOp MOXET NpeACTaBUTh Ha KOHPepeHI|UM OAMH JIMYHBIN JOK/AAaJ U He 60Jiee OJJHOTO
JIOKJIaJla B COABTOPCTBE.
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Kak nmoAaaTb KOJIVIEKTUBHYIO BaHBKY?

['pynna aBTOpOB MHAMBUAYAJbHBIX 3afBOK, 3aperuCTPUPOBAHHBIX B CUCTeMe KOHpepeHIMU
HWY BIID, po 20 auBapa 2025 r. MoxxeT co061IUTh B [IporpaMMHBIA KOMUTET KOHQEPEHIIUU O
CBOEM >KeJIaHUH NPeCTaBUTh JOKJ/IaJbl B paMKax OJHOM ceccUH. /Il 5TOro Heo6xX0AMMO NOAATh

KOJIJIEKTUBHYIO 3as1BKY B JIMYHOM KabuHeTe cucTeMbl KoHGepenuuu HUY BIID.

KosiekTuBHas 3asiBKa J0/KHA COOTBETCTBOBATD CJEAYIOIIUM TPEe6OBAHUSAM:

He MeHee JIBYX U He 6oJiee MATH I0KJIaI0B B paMKax OJJHOU CECCUU;

He 6oJiee BYX JI0KJIJIOB, IPe/ICTaBJEHHbIX OT OJJHON OpraHU3aluy;

BCe MH/IUBU/Iya/IbHBIE 3asiBKU JJO/LKHBI ObITh 3apPETUCTPHUPOBAHBI B CUCTEMEe KOHPEPEHIIUH.
[IlpumeuaHue. 3asieka Ha npedcmassieHue 00HO20 dokaada ¢ €oasmopamu S8/5emcs
UHOUBUJYA/NbHOU, A HE KO/1EKMUBHOLL.

B paMkax ka0l TeMaTH4eCKOW CEeKLIMM Ha OCHOBE OTOOpaHHBIX 3afBOK (GOPMHUPYIOTCHA
ceccud. [Ipof0/KUTENBHOCTD OJHOU ceccuu cocTaBJseT 1,5 yaca. [Ipegsioxkenus mo ¢popmupo-
BAaHHUIO CECCUH MOTYT ObITh yYTeHbl [I[porpaMMHBIM KOMUTETOM Ha 3Tale 3KCIepTHU3bl 3asiBOK U
dbopMHpoBaHUS IPOrPaMMbl KOHpEpPEHILIUH.

Jkcnepmusa 3as180K
OT60p 3asIBOK MPOBOJUTCS B TP ITaMa:

1. MCKJIIOYeHHe TeX 3asBOK, KOTOpble He COOTBETCTBYIOT YKa3aHHbBIM Bblllle TPEOOBAHUAM K
0dOpMJIEHHUIO 3aBKHY;

2. TpOBeJieHUe IKCIEPTHOM OLleHKU aHHOTALMM Ha NpeAMeT HOBU3Hbl U 0OOCHOBAaHHOCTH
pe3y/bTaToB (MIPU 3TOM BO3MOXKHA Iepe/iaya 3asiBKU B IPYTyI0 TEMAaTUUYECKYI0 CEKIUIO MO
pelleHUI0 PYKOBOAUTEA);

3. npuHATHe peuieHUs [I[porpaMMHBIM KOMHUTETOM O BKJIIOUEHUM [JOKJ/IAJ0B B NPOrpamMMy
KOHQepeHIIMM Ha OCHOBE MOJYYEHHBIX IKCIEPTHBIX OI[€HOK.

PGSYHbTaTbI IKCINIEPTU3bI U MIOATBECPKACHUEC YIACTUA

PemieHus o BkJItO4YeHHUH [0KAaZ0B B nporpamMmy XXV AMHK uiu oTkase oT yi0BJ1eTBOpEHUA
3asBKU OYJyT COOOIEHbI 3asBUTEJISIM 110 Mepe MOCTYIJIeHUs Pe3yJbTaTOB 3KCIEePTU3bI, HO He
no3aHee 19 mapta 2025 1.

ABTopaM J0KJIa[i0B, OTOOPAHHBIX /il IpPeACTaBJeHUs Ha KOHepPeHIUH, TPEeACTOUT A0 26
MapTa 2025 r. BK/JIIOUUTENbHO NOATBEPAUTh CBOE y4yacTHe B JTUYHOM KabOHWHeTe CUCTeMbl KOHQe-
pennuu HUY BII3 u 3aTem g0 4 anpens 2025 r. BKJIOYUTEJNbHO Pa3MeCTUTh B IMYHOM KabUHeTe
cAaupbl Mpe3eHTallMU J0KJaZa Ha aHIVIMMUCKOM fI3bIKe, YTO SBJISETCS YCJOBHUSIMU BKJIOYEHUS
JIOKJ1aJ10B B QUHAJIbHYI0 BEPCUI0 TPOTrPaMMBlI.

Omirara PEruCTpamuoOHHOr0 B3HOCa

JIisl MOKJIaINMKOB U CIAylIaTesied KoHGepeHIUH CyMMa PerucTpalioHHOr0 B3HOCA COCTaB-
jseT 3 000 py6.ieit.

OT ynj1aThl peruCTpalMOHHOI0 B3HOCA 0CBOG0XKAANOTCA:
CTYJleHTbl/acCIUpPaHThl BCeX BY30B (MPHU YCJAOBUM NpeLbsBJEHUU CTyJleHYECKOro ouneta u
IPOXOXK/IEHUM PerucTpaLmu);
corpyaHuku HUY BIID (npu ycaioBUM npeocTaBAeHUN KAPTOUKU COTPY/HUKA U IPOXOXKAEHU U
perucTpanuu);
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Y4aCTHHUKH, ClIEqUAJIbHO IPpUTJIallI€HHbIE HpOFpaMMHbIM u OpI‘aHI/IBaLU/IOHHbIM KOMHUTETAMH
KOHq)epeHL[I/II/I (B TOM YMCJie IOYETHbIE Hay4YHblI€ AOOKJIAAYHKH, SKCIIEPTbI, MOAEPATOPLI,

CIUKepbl HAY4YHbIX KpPYIVIbIX CTOJIOB, JAUCKYCCAaHTbl W [ipyrue MpUIJIAlléHHble TOCTH
KOHepeHIuHn).

[Togpo6Has uHPopMaLus 06 yCJA0BUAX ONJIATHI PETMCTPALMOHHOI0 B3HOCA NPe/CTaB/IeHa B
pasaene «0maaTa y4yacTUusg».
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